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DECLARATION OF CHE JOHNSON 

 

I, Che Johnson, declare as follows:  

1. I am an attorney licensed to practice law in the State of California, and an attorney 

with the law firm of Liebert Cassidy Whitmore.  I have personal knowledge of the facts below or 

have gained such knowledge from my review of the file in this case. 

2. I am submitting this Declaration in support of the City of San Luis Obispo 

(“City”). 

3. I am the Chief Negotiator for the City of San Luis Obispo. 

4. City negotiators never threatened that the City would not impose its Last, Best, 

and Final Offer (LBFO) if an impasse were declared. Instead, negotiators merely informed 

SLOCEA that if the parties were unable to reach agreement and exhausted the impasse 

procedures, that the City Council has authority to do nothing or impose the first year of its LBFO 

without retirement cost sharing. Further, negotiators informed SLOEA that City Council told the 

City negotiators of the City’s position not to impose an LBFO during the closed session. No 

threat was ever issued either explicitly or implicitly. 

5. On May 24, 2022, City did not present LBFO to SLOCEA. Rather SLOCEA and 

I discussed that if the parties were unable to reach an agreement the city council had authority to-

do nothing or impose the first year of its LBFO without retirement cost sharing. 

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed this  31 day of October 2022, in Fresno, California. 

 

     _Signature to Follow___________ 

     Che Johnson 
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Ground Rules Agreement 
The City of San Luis Obispo & San Luis Obispo City Employees' Association 

March 28, 2022 

1. Negotiating teams shall not exceed seven persons; however, additional members may be 

designated for special purposes with 72 hours prior notice. 

2. Employees who are members of the SLOCEA negotiating team shall be provided release time. 
Additionally, employees of the SLOCEA team will be granted one (1) hour prior and one (1) hour 

after scheduled meetings to caucus. 

A. Negotiations shall include all actual bargaining and caucus times. 

B. Association representatives shall be compensated at straight time for all release 
time including bargaining sessions during hours they are not assigned to work. 

C. Association representatives who attend bargaining sessions during hours they are 
not assigned to work shall be permitted to adjust off work for an equivalent period 
of time at straight time during the same work week. Prior approval of the unit 
member's supervisor shall be obtained for any work period adjustment. 

3. Each party shall appoint a Chief Negotiator who shall be the principal spokesperson for their 
team in negotiation sessions. Only the Chief Negotiator may make commitments for their 
respective group. 

4. At each bargaining session, the parties will review if additional bargaining sessions are needed 
and if so, one to three additional dates will be scheduled. 

S. To the extent  possible --Either party cancelling a scheduled negotiations meeting shall provide 
seventy-two (72) hours prior notice in writing to the designated Chief Negotiator of the other 
party when possible. If 72 hours prior notice is not possible, the cancelling party shall provide 
notice as soon as possible. 

6. The parties value a continuing positive relationship and are committed to engaging in good 
faith negotiations for a successor labor agreement and reaching all agreements at the 
bargaining table. The attendance of negotiation sessions shall be confidential and not open to 
the ublic. This does not limit he a ies abilit to share infornn ion or ro osals rovided 
during negotiations. 

Further the  parties agree that 
negotiation meeting dates, Chief Negotiator's name and contact information may be posted on 
the City of San Luis Obispo and SLOCEA webpage. 

by

7. All initial bargaining proposals shall be submitted by the third negotiating session following 
March 28, 2022 . The parties agree that during the course of negotiations 
there will be many exchanges of information which did not appear in the initial proposals of 
either side. These exchanges of information represent proposals in the traditional bargaining 
process, and do not represent new items or issues. This ground rule is not intended to restrict 
in anyway counter proposals, but rather it is intended to identify all areas of bargaining. 
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Ground Rules Agreement 
The City of San Luis Obispo & San Luis Obispo City Employees' Association 

March 28, 2022 

8. To the extent practicable, proposals and counter offers should be in writing. If a proposal is not 
rovided in writin it shall be rovided in writin within 48 hours. Otherwise ro osals not 

provided in writing shall not be considered official proposals but rather collaborate discussions. 

9. All agreements on individual proposals are tentative pending mutual acceptance of a final 
package. Tentative agreements shall be in writing and initialed by both Chief Negotiators. 

10. If a comprehensive tentative agreement for a successor MOUA is reached between the 
negotiations teams, the comprehensive tentative agreement will be recommended to the 
SLOCEA membership for ratification. Upon acceptance by SLOCEA membership, City 
representatives will recommend the MOUA to the City Council to be adopted by resolution. 

11. In the event that a successor agreement is not reached by the expiration of the MOUA, the 
provisions of the current agreement shall remain in full force and effect until a successor 
agreement is in place or until exhaustion of the applicable impasse process. 

12. If an impasse is declared, the Parties shall submit all remaining issues in dispute to mediation. 
Parties shall request a mediator from the California State Mediation and Conciliation Service 
(SMCS). In the event that mediation does not resolve all remaining issues in dispute, Parties 
shall submit all remaining issues in dispute to fact finding. The Parties shall follow the 
requirements for fact finding and related provisions as enacted by AB 646, codified in California 
Government Code Sections 3505.4, 3505.5 and 3505.7, unless the parties mutually agree to 
other impasse resolution procedures. 

Dale Strobridge Date 
Chief Negotiator/SLOCEA 

Che Johnson Date 
Chief Negotiator/City of SLO 
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*Recommend removing the Skills Based Pay Guidance Document from the MOU. 
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ARTICLE 3 - TERM OF AGREEMENT 

This Agreement shall become effective July 1, 20224-0, except that those provisions which 

have specific implementation dates shall be implemented on those dates and shall remain 

in full force and effect until midnight June 30, 20252. 

1 
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ARTICLE 5 - SALARY 

A. RULES GOVERNING STEP CHANGES FOR NON-SKILLS BASED PAY 

EMPLOYEES 

The following rules shall govern step increases for employees: 

(1) The first step is the minimum rate and shall normally be the hiring rate for the class. 

In cases where it is difficult to secure qualified personnel, or if a person of unusual 

qualifications is hired, the Human Resources Director may authorize hiring at any 

step. 

(2) The second step is an incentive adjustment to encourage an employee to improve 

their work. An employee may be advanced to the second step following the 

completion of twelve months satisfactory service upon recommendation by the 

department head and the approval of the Human Resources Director. 

(3) The third step represents the middle value of the salary range and is the rate at 

which a fully qualified, experienced and ordinarily conscientious employee may 

expect to be paid after a reasonable period of satisfactory service. An employee 

may be advanced to the third step after completion of twelve months service at the 

second step, provided the advancement is recommended by the department head 

and approved by the Human Resources Director. 

(4) The fourth and fifth steps are to be awarded only if performance is deemed 

competent or above as shown on the last performance evaluation. An employee 

may be advanced to the fourth step after completion of one year of service at the 

third step provided the advancement is recommended by the department head and 

approved by the Human Resources Director. An employee may be advanced to 

the fifth step after completion of one-year service at the fourth step provided the 

advancement is recommended and justified in writing by the department head and 

approved by the Human Resources Director. 

(5) The above criteria for step increases apply except where other arrangements are 

authorized by the City Manager. 
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(6) In applying the above rules, the next step shall be granted, other conditions having 

been met, on the first day of the payroll period within which the anniversary date 

occurs. 

(7) Should the employee's salary not be increased, it shall be the privilege of the 

department head and City Manager to reconsider such increase at any time during 

the year. 

(8) Each department head shall be authorized to reevaluate employees who reach 

Step 5 in their pay range. An employee who is not performing up to standard for 

the fifth step shall be notified in writing that the department head intends to reduce 

him one step unless his job performance improves to an acceptable level by the 

end of 60 days. Prior to the end of 60 days the department head shall again 

reevaluate the employee and, as part of that reevaluation, shall notify the employee 

if the pay reduction shall then become effective. The fifth step may be reinstated 

at any time upon recommendation of the department head. If the department head 

deems it necessary to again remove the fifth step during the same fiscal year, they 

may make the change at any time with three business days written notice. 

B. RULES GOVERNING SKILLS BASED PAY 

The guidelines for Skills Based Pay classifications are set forth in Appendix B. 

C. "Y" RATING 

An employee who is not performing up to established job standards for reasons 

including but not limited to transfer, reclassification, and performance issues may be 

"Y" rated, freezing their salary until such time as standards are met. The department 

head shall give 60 days' written notice to any employee they intend to "Y" rate, giving 

the employee an opportunity to correct any deficiencies. A "Y" rated employee would 

not receive either step increases, or salary increases granted by the City Council in a 

MOA resolution such as across the board cost of living increases, market equity 

increases, or other increases to salary. The "Y" rating procedure shall not result (then 

or later) in the employee being frozen below the next lower step of the new range. For 
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example, if an employee is at step 4 when "frozen" their salary shall not ever be less 

than the current step 3 by this action. The only limited exception to "Y" rating may be 

found in Appendix B, Skills Based Pay Guidance document. 

D. COMPUTATION OF SALARY RANGE 

Each salary range consists of five steps (1 through 5). Steps 1 through 4 equal 95% 

of the next highest step, computed to the nearest one dollar. 

Step 4 = 95% of Step 5 
Step 3 = 95% of Step 4 
Step 2 = 95% of Step 3 
Step 1 = 95% of Step 2 

Each across-the-board % salary increase shall raise step 5 of range 1 by that %. Step 

5 of each successive salary range will be 2.63% above step 5 of the next lower range. 

After all step 5's of salary ranges have been established, each  biweekly step 5 shall 

be rounded off to the nearest $1.00 and the remaining steps established in accordance 

with the above formula. 

E. SALARY PROVISION FOR THE TERM OF AGREEMENT 

The--parties-agfee-te-a-salaFOR'erease-as-set-feith-belew-te-be-effeGtive-on4he4ifst 

day-of-t-he ayroll p iod following the date specifecl below-fe R- it 

fnem-be-rsSalary increases will be effective the first day of the first full pay period in 

the month listed below for all classifications:-

July 2021 2.5% 

• Following Council adoption or July 2022 whichever is later 1.0% 

• July 2023 2.5% 

• July 2024 2.5% 

MARKET EQUITY ADJUSTMENTS 

In addition to the above listed salary increases, the following classifications shall 

receive market equity adjustments to be effective the first day of the first full pay 
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period following Council adoption or July 2022 whichever is later. These adjustments 

are based on the 2021 Benchmark Compensation Study results and are 

implemented in an effort to address recruitment and retention challenges: 

Classification Title 

Accounting Assistant I 
Accounting Assistant II 
Accounting Assistant III 
Administrative Assistant I 
Administrative Assistant II 
Administrative Assistant III 
Application System Specialist 
Assistant Planner 

Actual % 1 
Increase 

5.3% 
5.3% 
5.3% 

Associate Planner 
Building Inspector I 
Building Inspector II 
Cannabis Business Coordinator  
Code Enforcement Officer I 
Code Enforcement Officer II 
Code Enforcement Technician I 
Code Enforcement Technician II 
Communications Coordinator 
Control Systems Administrator 
Deputy City Clerk I 
Deputy City Clerk II 
Engineer I 

5.3% 
5.3% -
0.0% 

16.9% 
10.9%  
10.9%   
5.4% 
5.3%  

10.9% 
5.4% 
5.3% -
5.3% 

Engineer II 
Engineer III 
Engineering Inspector I 
Engineering Inspector II 
Engineering Inspector III 
Engineering Inspector IV 
Engineering Technician I 

5.4% 
2.6%  

16.9% 
0.0% 
2.6% 
8.1% 
8.1% 
8.1% 
8.1% 
8.1% 
8.1% 

% --8.1 
8.1% 

Engineering Technician II 8.0% 
Engineering Technician III 
.Enterprise System Database Administrator 
Environmental Compliance Inspector 

8.1% 
16.9% 

4. 

8.1% 
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Classification Title 

Equipment Operator 
Facilities Maintenance Technician (SBP) 
Financial Specialist 
GIS Specialist I 
GIS Specialist II 
Golf Maintenance Crew Coordinator 
Heavy Equipment Mechanic 
Housing Coordinator 
Information Technology Assistant 
Information Technology Security Engineer 
Information Technology System Engineer 
Laboratory Analyst (SBP) 

Actual % 
Increase 

8.2% 
10.0%  
5.4% 

13.8% 
13.9% 
5.3% 

10.9% 
10.9% 
13.9% 
16.9% 
16.9% 
8.0% 

Maintenance Contract  Coordinator 
Maintenance Worker I - Parks 
Maintenance Worker II - Parks 
Maintenance Worker III - Parks 
Mechanic Helper 
Parking Coordinator 

8.1% 
10.9% 
10.9% 
11.0% 
10.9% 
10.9% 

Parking Enforcement Officer I 
Parking Enforcement Officer II 
Parking Meter Repair Worker  
Parks Crew Coordinator 
Parks Maintenance Specialist (SBP) 
Permit Technician I 

10.9% 
11.0%  
11.0% 
10.8% 
10.0% 
5.3% 

Permit Technician II 
Planning Technician 

0.0% 
8.1% 

Plans Examiner 
Ranger Maintenance Worker I 
Ranger Maintenance Worker II 
Recreation Coordinator 
Signal and Streetlight Technician 
Solid Waste and Recycling Coordinator 
Stormwater Code Enforcement Officer 
Streets Crew Coordinator 
Streets Maintenance Operator (SBP) 
Supervising Accounting Assistant 

5.3% 

10.8%  
10.9% 
2.6% 

13.9% 
8.1% 
5.3% 

10.8% 
10.0% 
2.6% 
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Classification Title 
Actual % 
Increase 

Supervising Administrative Assistant 2.6% 
Supervising Utility Billing Assistant 2.6% 
Sweeper Operator 8.2% 
Systems Integration Administrator 16.9% 
Tourism Coordinator 2.6% 
Transit Assistant 0.0% 
Transit Coordinator 2.6% 
Transportation Planner-Engineer I 8.1% 

T••• 

Transportation Planner-Engineer II 8.1% 
Transportation Planner-Engineer III 8.1% 
Underground Utilities Locator 13.9% 
Urban Forester (SBP) 10.0% 
Utility Billing Assistant 5.3% 
Wastewater Collection System Operator (SBP) 12.0% 
Water Distribution Chief Operator 13.9% 
Water Distribution System Operator (SBP) 12.0% 
Water Resource Recovery Facility Chief Maintenance Technician 12.4% 
Water Resource Recovery Facility Chief Operator 12.4% 
Water Resource Recovery Facility Maintenance Technician (SBP) 12.0% 
Water Resource Recovery Facility Operator (SBP) 12.0% 
Water Resources Technician 11.0% 
Water Supply Operator (SBP) 12.0% 
Water Treatment Plant Chief Maintenance Technician 12.4% 
Water Treatment Plant Chief Operator 12.4% 
Water Treatment Plant Operator (SBP) 12.0°70 
Youth Services Program Assistant 5.3% 
Youth Services Program Specialist 5.3% 

F-:-L-UMP SUM PAYMENTS 

On December 31, 2020, the City will issue a one time lump-sum-payment of $1,500 (less 

applicable-taxes) to bargaining unit membeFs-who-Wefe-employeel-lay-the-Crity-as-ef 

.November--1 020. 

G. COMPENSATION STUDY 

The City will complete a benchmark compensation survey by February48, 2022.
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ARTICLE 6 - OVERTIME 

A. CITY/CONTRACT OVERTIME 

Overtime is defined as all hours preauthorized by management and worked by the 

employee in excess of forty (40) hours worked in a work week.  An employee's failure 

to have overtime preauthorized may be subject to discipline up to and including 

termination. 

All paid leave hours shall be counted as hours worked for purposes of calculating 

overtime to include Vacation, Holiday, Sick Leave and Compensatory Time Off 

(CTO). All overtime shall be authorized by the department head or designee 

prior to being compensated. 

B. FLSA/STATUTORY OVERTIME 

For the purpose of complying with the Fair Labor Standards Act (FLSA) overtime 

requirements under 29 USC Section 207(a), the City has adopted a dual calculation 

method whereby it calculates FLSA overtime based on all hours actually worked by 

overtime eligible employees in excess of 40 hours in the seven-day work period. To 

the extent the City's dual calculation method determines that FLSA overtime owed 

for the seven-day work period exceeds the amount of City/Contract overtime paid for 

in the same seven-day work period, the difference will be paid to the employee by 

way of an "FLSA Adjustment" in the following City pay period. 

C. COMPENSATION 

All overtime as defined in Section A of this Article shall be paid in cash at one and 

one half (1 1/2) the employee's base rate of pay, plus incentives as defined below in 

Section E, or in time off (CTO) at the rate of one and one-half (1 1/2) hours for each 

hour of overtime worked. All overtime shall be compensated to the nearest five (5) 

minutes worked. 
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Separate and apart from the City's contractual obligation to pay overtime in 

accordance with Section A above, the City is obligated to calculate and pay, at a 

minimum, FLSA overtime based on the federally defined regular rate of pay which 

includes cash in lieu in compliance with the Flores v. City of San Gabriel applicable 

to members of SLOCEA's bargaining unit. This calculation will be administered in 

accordance with Section B above. 

D. COMPENSATORY TIME OFF (CTO) 

An employee who earns City/Contract overtime as defined in Section A above may 

elect compensation in the form of time off (CTO). An employee may be compensated 

in CTO and maintain up to sixty (60) hours of CTO in their CTO account during the 

calendar year. Accumulated CTO may be taken through December 31st of each 

calendar year. Accumulated CTO not taken by midnight December 31st shall be 

compensated in cash at an employee's hourly rate of pay not including any 

incentives. Such compensation shall be paid in January of the following year. 

E. PAY INCENTIVES TO BE INCLUDED IN THE BASE RATE FOR OVERTIME UNDER 

SECTIONS A AND B ABOVE 

• Bilingual Pay 

• Safety Committee Pay 

gertifiGatio ns 

• Standby Pay 

• Work out of Grade Pay 

• Temporary Assignment Pay 

F. WORK WEEK FOR CALCULATION OF OVERTIME 

For all bargaining unit members working a regular 5/40 work schedule or a 4/10 

alternative work schedule, the work week for the purpose of calculating overtime as 

defined in Sections A & B of this Article shall be seven consecutive days, beginning 

at 12:00 am Thursday and ending at 11:59 pm Wednesday. 
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For all bargaining unit members working a 9/80 alternative work schedule, the work 

week for the purpose of calculating overtime as defined in Section A and B of this 

Article shall be seven consecutive days, beginning exactly four hours into their eight-

hour shift on the day of the week which constitutes their alternative regular day off. 

G. OVERTIME DISPUTE RESOLUTION PROCEDURE 

The City and the Association acknowledge and agree that they have met and 

conferred in good faith in accordance with California Government Code Section 3505 

over the definition, calculation, and payment of contract overtime as defined in 

Section A above. The City and the Association further acknowledge and agree that 

Section A above establishes the full extent of the City's contractual obligations to pay 

overtime for services rendered within the course and scope of employment by 

members of the bargaining unit and that to the extent individual claims for statutory 

overtime under Section B above are asserted by or on behalf of any member of the 

bargaining unit during the term of the MOA, such claims will not present or support a 

claim for contract overtime under the MOA. The City and the Association further 

acknowledge and agree that any and all claims for statutory overtime under Section 

B above are expressly excluded from the grievance procedure set forth in Article 35 

of the MOA. 

The City and the Association further acknowledge and agree that they have met and 

resolved potential issues concerning back overtime related to the Flores vs. City of 

San Gabriel decision in the 2018-19 Memorandum of Agreement. 
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ARTICLE 7 - STANDBY 

A. Standby duty is defined as that circumstance which requires an employee so assigned 

to: 

• Be ready to respond immediately to a call for service; 

• Be readily available at all hours by telephone or other agreed-upon communication 

equipment; and 

• Refrain from activities which might impair their assigned duties upon call (including 

alcohol consumption). 

B. Effective the first full pay period following the adoption of this agreement by City 

Council, employees will receive forty-five dollars ($45.00) for each weekday, and sixty-

five dollars ($65.00) for each weekend day and holiday of such assignment. 

Employees working an alternative work schedule that are assigned to standby duties 

and are scheduled off work on a weekday shall receive sixty-five dollars ($65.00) 

weekend standby pay. 

C. For return to work as part of a standby assignment, as defined above, the City will 

guarantee either two (2) hours of pay in cash at straight time or pay at time and one 

half for time actually worked whichever is greater.  If an employee is able to perform the 

work remotely and not physically return to work, the City will guarantee either one (1) 

hour pay in cash at straight time or pay at time and one-half for time actually worked, 

whichever is greater. 

D. The parties agree that employees on standby, as defined above, are "waiting to be 

engaged." 
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ARTICLE 8 - CALLBACK 

A. DEFINITION 

Callback is defined as that circumstance which requires an employee to 

unexpectedly return to work after the employee has left work at the end of the 

employee's work shift or workweek; 

Except that, an early call-in of up to two (2) hours prior to the scheduled start or a 

work shift shall not be considered a callback. 

B. COMPENSATION 

For an unexpected return to work, as defined in A above, the City will guarantee 

either four (4) hours pay in cash at straight time or pay at time and one-half for time 

actually worked, whichever is greater.  If an employee is able to perform the work 

remotely and not physically return to work, the City will guarantee either two (2) hours 

pay in cash at straight time or pay at time and one-half for time actually worked, 

whichever is greater. 

If an employee who was called back or remotely worked  and has completed their 

assignment and left work is again called back to work, they will not receive another 

minimum if the return is within the original minimum. 
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ARTICLE 9 - WORK OUT OF CLASSIFICATION 

A. OUT-OF-CLASS ASSIGNMENT 

For the purposes of this article, an out-of-class assignment is the full-time 

performance of all the significant duties of an available, funded position in one 

classification by an 'individual in a position in another classification. An employee 

assigned in writing by management to work out-of-class in a position that is assigned 

a higher pay range and is vacant pending an examination or is vacant due to an 

extended sick leave, shall receive five percent (5%), but in no case more than the 

next higher step of the higher class, in addition to their regular base rate commencing 

on the eleventh consecutive workday on the out-of-class assignment.  In order to 

receive out of class pay, an employee must be working in the out of class assignment 

and cannot have a leave of absence longer than two (2) consecutive weeks, unless 

approved otherwise loyeoc assigned-as-pcojeGt-rnanagers and-thereby-weFking 

eat-of-41assifieatieta-shall-reeelye-GempensatieNauFsuacit-te-thierseetien, 

Work out-of-class compensation will be evaluated after six months. Out-of-class 

compensation will be increased to the first step of the higher classification at least 

five percent (5%) upon the recommendation of the supervisor and approval of the 

department head. 

B. SEASONAL SUPERVISION 

If, in addition to their regularly assigned employees, any employee responsible for five 

(5) or more supplemental (temporary). workers for a period exceeding 10 consecutive 

workdays shall receive additional pay of  five percent (5%) commencing with the 11th 

day. 
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ARTICLE 10 - TEMPORARY ASSIGNMENT 

An appointing authority or designee may temporarily assign an employee to a different 

position for a specific period of time not to exceed 90 days, after which the employee returns 

to their regular duties and position from which they were regularly assigned. The temporary 

assignment may be extended past 90 days if agreed to by the employee in writing. Such 

action shall have the prior approval of the Human Resources Director or designee. An 

appointing authority may assign an employee to a different position for a period of time not 

to exceed 90 days, provided the employee has received 24 hours written notice which 

includes reasons for the assignment. Employees who are subject to temporary assignment 

shall be compensated in accordance with Article 9A.  In order to receive temporary 

assignment pay, an employee must be working in the temporary assignment and cannot 

have a leave of absence longer than two (2) consecutive weeks, unless approved otherwise. 
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ARTICLE 15 - RETIREMENT 

A. PERS Contracts 

1. "Classic Members First Tier" employees hired before December 6, 2012. 

The City agrees to provide the Public Employees' Retirement System's (PERS) 

2.7% at age 55 plan to all eligible employees using the highest one-year as final 

compensation. The 2.7% at 55 plan includes the following amendments: the 1959 

Survivor's Benefit — Level Four, conversion of unused sick leave to additional 

retirement credit, Military Service Credit, and Pre-Retirement Optional Settlement 

2 Death Benefit. 

2. "Classic Members Second Tier" employees hired on or after December 6, 2012. 

The City agrees to provide the PERS 2% at 60 plan using the highest three-year 

average as final compensation. The 2.0% at 60 plan includes the following 

amendments: the 1959 Survivor's Benefit— Level Four, conversion of unused sick 

leave to additional retirement credit, Military Service Credit, and Pre-Retirement 

Option Settlement 2 Death Benefit. 

3. "New Members Third Tier" employees hired after January 1, 2013. 

PERS determines who are "New Members" within the meaning of the California 

Public Employees' Pension Reform Act (PEPRA). The City will provide the PERS 

2% @ 62 plan, using the highest three-year average as final compensation. 

B. Member Contributions 

1. "Classic Members First and Second Tier" 

Effective the first pay period in January 2014, employees began paying the full 

member contribution required under the plan for first and second tier (8% and 7% 

respectively) employees and the City discontinued their payment of the member 
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contribution. For purposes of this Section, employee contributions are based on 

salary and special compensation as defined by PERS. 

Effective the first full pay period following Council adoption, all employees shall 

contribute three (3%) percent in addition to the employee contribution defined in 

the-paragraph above. These additional contributions are in accordance to the 

provisions of AB 340, §7522.30 and §20516. 

All of the employee contributions are made on a pre-tax basis as allowed under 

Internal Revenue Service Code Section 414 (h) (2). 

2. "New Members Third Tier" 

Effective on their date of hire, new members will pay 50% of the normal cost, as 

determined by PERS. 

Effective the first full pay period following Council adoption, all new members shall 

contribute three (3%) percent in addition to the employee paving 50% of the 

normal cost. These additional contributions are in accordance to the provisions 

of AB 340, §7522.30 and §20516, 

All of the employee contributions are made on a pre-tax basis as allowed under 

Internal Revenue Service Code Section 414 (h) (2). 

3. Contract Amendment with PERS 

The City will submit a contract amendment to PERS requesting the three (3%) 

percent employee contributions effective the first full pay period following Council 

adoption•be considered contributions to the employee's account. PERS currently 

requires a secret ballot election among the employees affected to change the 

employees' rate of contribution. The contract cannot be amended if a majority of 

the affected members vote to disapprove the proposed plan. In the event a secret 

ballot is required by State Law and the SLOCEA membership does not vote to 

approve the contract amendment, the additional contributions will still be required 

in accordance to the provisions of §20516(f). In this case the additional 
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contributions would not be credited to the employee's PERS account as a normal 

contribution. 
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ARTICLE 16 - INSURANCE 

A. HEALTH FLEX ALLOWANCE 

Employees electing medical coverage in the City's plans shall receive a health flex 

allowance, as defined by the Affordable Care Act ("ACA") and shall purchase such 

coverage through the City's Section 125 Plan "Cafeteria Plan". If the health flex 

allowance is less than the cost of the medical plan, the employee shall have the 

opportunity to pay the difference between the health flex allowance and the 

premium cost on a pre-tax basis through the City's Cafeteria Plan. If the premium 

cost for medical coverage is less than the health flex allowance, the employee shall 

not receive any unused health flex in the form of cash or purchase additional 

benefits under the Cafeteria Plan. In order to be eligible for the health flex allowance 

in a particular pay period, an employee will need to get paid f0r more than half of their 

re ularl scheduled hours unless the em lo ee is on aprotected leave. Less than 

full-time employees shall receive a prorated share of the City's contribution. The 

current monthly health flex allowance amount for regular, full-time employees is 

outlined belowE-ffestive-4he-fiFst-payshesk-4n-el-antia4y-202-1-,---the-2024-14ealth--flex

.allowanee-will  be reset-as-shown-betow: 

Level of Coverage 

-201141-. 

Rates2022.
Monthly Rate_ 

Employee Only $550600

Employee Only 
"C---, '' ; i l• ≥;: -4 ,y" 
*with no cash back option 

$790 

Employee Plus One $1,187 

Family $1,47-2607 

Employees hired prior to September 1, 2008 that  elect 

employee only medical coverage will receive the health flex allowance listed above 
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for employee only "grandfatheredlegacy" coverage. If an employee that is receiving 

Employee Only or Opt Out "Grandfatheredlegacy" coverage changes their level of 

coverage, they will be eligible to return to the grandfathoccd  legacy  coverage in a 

future year. If the premium cost for medical coverage is less than the health flex 

allowance, the employee shall not receive any unused health flex in the form of cash. 

Effective for the 2023, 2024, and 2025 premiums, mber--202-1--(fer-the-dar4uary 

2022 premium), the City's total health flex allowance for group medical coverage shall 

be increased by an amount equal to one-half of the average percentage change for 

family coverage in the PERS health plans available in San Luis Obispo County. In 

any event, the City's contribution will not be decreased. For example: if three plans 

were available and the year-to-year changes were +10%, +20%, and -6% 

respectively, the City's contribution would be increased by 4% (10% + 20% + -6%

3 = 8% x 1/2). The employee only "legacy" amount will not 

adjust. 

The City agrees to continue its contribution to the health flex allowance for two (2) 

pay periods in the event that an employee has exhausted all paid time off  or and 

leave approved under the federal. Family and Medical Leave Act (FMLA) and the 

California Family Rights Act (CFRA), whichever is sooner, due to an employee's 

catastrophic illness. That is, the employee shall receive regular City health flex 

allowance for the first two (2)  pay periods following the 'pay period in which the 

employee's accrued  leave balances reach zero (0) or FMLA/CFRA benefits have 

been exhausted  nel-siek-leave-balaneee-reash-zere-(0). 

B. PERS HEALTH BENEFIT PROGRAM 

The City has elected to participate in the PERS Health Benefit Program. The City 

shall contribute an equal amount towards the cost of medical coverage under the 

Public Employee's Medical and Hospital Care Act (PEMHCA) for both active 

employees and retirees. The City's contribution toward coverage under PEMHCA 
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shall be the statutory minimum contribution amount established by CalPERS on an 

annual basis. The City's contribution will come out of that amount the City currently 

contributes to employees as part of the City's Cafeteria Plan. The cost of the City's 

participation in PERS will not require the City to expend additional funds toward 

health insurance. In summary, this cost and any increases will be borne by the 

employees. 

Health Insurance Benefits for Domestic Partners 

The City has adopted a resolution electing to provide health insurance benefits to 

domestic partners (Section 22873 of the PEMHCA). 

C. CONDITIONAL OPT OUT 

In order to receive the conditional opt-out incentive, employees will be required to 

complete an affidavit and provide proof of other minimum essential coverage for 

themselves and their qualified dependents (tax family)  upon initial enrollment and 

annually thereafter. Employees are required to certify that they are not enrolled in 

an individual plan or in a medical plan offered under a federal marketplace or a state 

exchange plan. that is not a qualificd health plan coverage under an 

cage-for-thems ndents-(tai-family)- The monthly 

conditional opt-out incentives are: 

Opt Out $200 

"GfanelfatheredLegacy" Opt Out $790 (hired before September 1, 2008) 

The conditional opt-out incentive shall be paid in cash (taxable income) to the 

employee. The employee must notify the City within 30 days of the loss of other 

minimum essential coverage. The conditional opt-out payment shall no longer be 

payable;  if the employee and family members cease to be enrolled in other minimum 
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essential coverage. Employees on an unpaid leave of absence, will not be eligible 

to receive the conditional opt out payment. 

Employees receiving the conditional opt-out amount will also be assessed $16.00 

per month to be placed in the Retiree Health Insurance Account. This account will 

be used to fund the City's contribution toward retiree premiums and the City's costs 

for the Public Employee's Contingency Reserve Fund and the Administrative Costs. 

However, there is no requirement that these funds be used exclusively for this 

purpose nor any guarantee that they will be sufficient to fund retiree health costs, 

although they will be used for negotiated employee benefits. 

D. DENTAL AND VISION INSURANCE/DEPENDENT COVERAGE 

Effective January 1, 2017, employee participation in the City's dental and vision plans 

is optional. Employees who elect coverage shall pay the dental and/or eye premium 

by payroll deductions on a pre-tax basis through the City's Cafeteria Plan. 

E. LIFE INSURANCE AND ACCIDENTIAL DEATH AND DISMEMBERMENT (AD&D) 

Employees shall pay for life insurance coverage of Fifty Thousand Dollars ($50,000). 

Effective April 1, 2019, Accidental Death and Dismemberment coverage in the 

amount of Fifty Thousand Dollars ($50,000) shall be paid by the employee through 

the City's Cafeteria Plan. 

F. MEDICAL PLAN REVIEW COMMITTEE 

The Association shall appoint two voting representatives to serve on a Medical Plan 

Review Committee. In addition, the Association may appoint one non-voting 

representative to provide a wider range of viewpoint for discussion. The vote of each 

voting representative shall be weighted according to the number of employees 

represented by the Association. 
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1. DUTIES AND OBLIGATIONS OF THE MEDICAL PLAN REVIEW COMMITTEE 

a. Review and suggest changes for the City's Cafeteria Plan and the insurance 

plans offered under the MOA; 

b. Submit to the City and its employee associations recommendations on 

proposed changes for the City's Cafeteria Plan and the insurance plans 

offered under the MOA; 

c. Disseminate information and educate employees about the City's Cafeteria 

Plan and the insurance plans offered under the MOA; 

d. Participate in other related assignments requested by the City and its 

employee associations. 

2. MISCELLANEOUS 

a. The actions of the Medical Plan Review Committee shall not preclude the 

Association and the City from meeting and conferring. 

b. No recommendation of the Medical Plan Review Committee on matters within 

the scope of bargaining shall take effect before completion of meet and confer 

requirements between the City and Association. 

c. If changes to the City's Cafeteria Plan, are subject to meet and confer 

requirements, the City and the Association agree to meet and confer in good 

faith. 

d. In performing its duties, the Medical Plan Review Committee may consult 

independent outside experts. The City shall pay any fees incurred for this 

consultation, provided that the City has approved the consultation and fees in 

advance. 
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ARTICLE 17 - LONG TERM DISABILITY INSURANCE 

E-ffeotive-as-eeOrl-as-ad-t*RH'stratively-possible4ollowing-the-ratifioatien-and-adeptiorv-ef4he 

Stiooesso,-SLOCEA will assume sole responsibility for providing and administering a 

plan for long term disability insurance. The City will have no role in or responsibility for 

determining eligibility and enrolling employees in the plan or administering its provisions. In 

this respect, the City's only role will be to effectuate payroll deductions for employees 

enrolled in the plan by SLOCEA and verified by SLOCEA to have authorized said 

deductions. As part of the transition of duties and responsibilities for the LTD plan, SLOCEA 

will be responsible for confirming or denying existing and continuing LTD plan coverage for 

all bargaining unit members.—The-Gity-will-be-respearyib4e4or-notifying-all-Ron-bargainin'g 

Uffit-employecs presently enrolled in the existing LTD plan regarding their eligibility-for 

oontiauing-to-be-enrolleel-'in-the-plan-asAetermined-by-SL-GgEAr-Pending-adeption-of-these 

changes-to-Art-icle 17, the City will-maintain-the-status-cluo-in-adrn-inistering4s-provisions 

with-respeot4e-all-bargaining-tin-it-members-reoeiving-LTD-benefits: 
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ARTICLE 19 - SICK LEAVE 

A. Sick leave shall be defined as absence from duty because of illness or off-the-job 

injury, or exposure to contagious diseases as evidenced by certification from an 

accepted medical authority. 

B. Rules governing sick leave: 

1. Each incumbent of a tine-item-position in the bargaining unit  shall accrue sick 

leave with pay at the rate of twelve (12) days or the prorated shift equivalent 

for part-time employees per year of continuous service. 

2. Sick leave may be used after the completion of the month of service in which 

it was earned. 

3. Sick leave shall begin with the first day of illness. 

4. Department heads shall be responsible to the City Manager for the uses of 

sick leave in their departments. 

5. A department head shall require written proof of illness from an authorized 

medical authority at the employee's expense for sick leave use in excess of 

five (5) consecutive working-calendar  days by personnel in their department. 

Such proof may be required for periods less than five (5) consecutive working 

calendar  days where there exists an indication of sick leave abuse. 

6. Any employee who is absent because of sickness or other physical disability 

shall  provide reasonable advance notification of their need to use accrued 

paid sick leave to their supervisor if the need for paid sick leave use is 

foreseeable (e.g.,doctor's appointment scheduled in advance). Reasonable 

advance notification for this purpose is defined as three (3) werki-ngcalendar 

days. If the need for paid sick leave use is unforeseeable, the employee shall 

provide, at a minimum, a one (1) hour advance notice to the supervisor or 

delegate prior to the start of the scheduled shift. 

supervisor-or-departrnent-head-as soon as possible-but-in-any-event-during 

the first day of abconce. Any employee who fails to comply with this provision, 

without having a valid reason, will be placed on leave of absence without pay 

during the unexcused absence and be subject to disciplinary action. 
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7. Any employee absent for an extended illness or other physical disability may 

be required by the Human Resources Director to have an examination by the 

City's medical examiner, at City expense, prior to reinstatement to the City 

service. 

8. An appointing authority, subject to approval of the Human Resources Director, 

may require any employee to be medically examined where reasonable cause 

exists to believe that an employee has a medical condition which impairs their 

job effectiveness or may endanger the health, safety or welfare of the 

employee, other employees, or the public. Employees who are judged to be 

physically incapable of meeting normal requirements of their positions may be 

placed in a classification of work for which they are suitable when a vacancy 

exists, or may be separated for physical disability. 

9. In the event that an employee's sick leave benefits become exhausted due to 

illness or exposure to contagious disease, the employee shall revert to a 

status of leave of absence without pay and be subject to the provisions of the 

Personnel Rules unless eligible to participate in the City's Catastrophic Leave 

Policy. For continuation of medical insurance see Insurance, Article 16, 

Section A. 

10. The right to benefits under the sick leave plan shall continue only during the 

period that the employee is employed by the City. This plan shall not give any 

employee the right to be retained in the services of the City nor any right of 

claim to sickness disability benefits after separation from the services of the 

City. When—an—emplGyee receives-- conipensation—under- the- -Worker's 

Gonsidered- of-the-salary-to---bc paid-ta -the- loyee-eligible--fec-suGh 

paymeRts-as4equireel-by-state-law,-The-amount paid-by4he-Gity-shall-be-the 

life-wee-between-the amou-nt-received  by the employee--from-the- City's 
Genvensation_iflerufame_eaveragan4lhe4igibie_emp4eyeels4egulaFfate_of

paY--
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11. Notwithstanding anything contained in this section, no employee shall be 

entitled to receive any payment or other compensation from the City while 

absent from duty by reason of injuries or disability received as a result of 

engaging in employment other than employment by the City for monetary gain 

or other compensation other than business or activity connected with their City 

employment. 

12. Accumulation of sick leave days shall be unlimited. 

13. Upon termination of employment by death or retirement the employee or 

beneficiary may choose: 1) a payout of the employee's accumulated sick 

leave balance based on years of service according to the following schedule, 

2) to convert a portion or all of the employee's sick leave balance to service 

credit in accordance with CaIPERS regulations, or, 3) a combination of these 

two options: 

(a) Death - 30% 

(b) Retirement and actual commencement of PERS benefits: 

(1) After ten years of continuous employment - 10% 

(2) After fifteen years of continuous employment - 15% 

(3) After twenty years of continuous employment — 20% 

(4) After twenty-five years of continuous employment — 25% 

(5) After thirty years of continuous employment — 30% 
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ARTICLE 21 - FAMILY LEAVE 

A. An employee may take up to six (6) days (48 hours) of sick leave per year if required 

to be away from the job to personally care for a member of their family. 

B. An employee may take up to seven (7) days (56 hours) of sick leave per year if the 

family member is part of the employee's household and is hospitalized. The 

employee shall submit written verification of such hospitalization. 

C. For purposes of this Article, family is defined as spouse/domestic partner, child, 

brother, sister, parent, parent-in-law, step-parent, step-brother, step-sister, 

grandparent, grandchild,  or any other relative as defined by Labor Code 233 and/or 

Assembly Bill 1522. 

D. The amounts shown in A, B, and C above are annual maximums, not maximums per 

qualifying family member. 

E. In conjunction with existing leave benefits, employees with one year of City service 

who have worked at least 1250 hours in the last year, may be eligible for up to 12 

weeks of Family/Medical Leave  within any 12-month period. If eligible for 

Family/Medical Leave, employees must use all available sick, vacation, 

compensatory time off, and floating holiday pay prior to receiving unpaid 

Family/Medical Leave. Further details on Family/Medical Leave are available in the 

City's Family and Medical Leave Policy.-in  accordance with the federal Family-and 

Med-leal-L-eave-Aot-EF-MLA)-and-the-CalifeFnia-Family-Rights-Aot-(C-FRA)-within-any 

12 month period. FMLA can be used for: 

A-new-ohitd-through-lairth-r adoption-or-fostar-Gare-(maternal-of--paternal-leave).
A-serieusly-Hl -child-,-s-p-ous ospitalizatien-or-soatinuing-

Plasemeat of-aa-employeels-child  for adoption-or-foster carte 
A-serious health-condition-whion-Fnakes-the employee unable to perform tte-
functions of his or her position. 
 T-his-leave-shall-be in addition-to-leave-avallable-to-employeet under the
existing-four-menta-P-regn-ancy-Disability-Leave-prevideci-b- aliforaia-law. P- --
leas , vc purposes or personal illness, will be subtracted 
from the-42 weeks-allowed-by-FM ployees-must 
vacatioar-compen-satofy-time-off7-floatia g-holidaya ad-sick-leave -priorto -rece ng-
unpaid FMLNCFRA leave. Effective March 2019, in the event an employee is 

1 

PERB Received
10/31/22 15:53 PM



earing-fer-a-family-member-and-is-covered-under-FIVILA/CFRA, they-will be able 
to-use-al-l-acerueel-sisk-leave4e-eace-fer-a-family-member. 

Employees- to-receive-the-City's conti4bution-
toward the co&t-of health insurance premiums. Nowever, employees-who-reeeive 
cash back under-the City's Cafeteria Plan will not receive that cash during the 
FMLNCFRA. Only City group health insurance premiums will be paid by-the-
City. 

If an employee does not-return-to-WGgi-fel-lewing-FML-NGF-RA-leaver the-
Gity-may-eel-leet4rom-the-empleyee4he-amount-paid-fer-health-insurance by the 
City-during-the-leave,-There-are4wo-exeeptiens-te4h4s-rule 
The-continuation of a serious health condition-of the employee or a covered 
family member-prevents-the return. 
Circumstances beyond the-employee!s-eentrol 

Further details-on-F eavesT-are-available-thcough-the-Gitys 
Policies-and-Pfoceduree on Leaves-and-i-n-aseerdance-with-the-law,-
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ARTICLE 22 - VACATION LEAVE 

A. Each incumbent of a 40 hour a week line item position in the bargaining unit shall 

accrue vacation leave at the following rates-for completed years of service with the 

City. Part-time employees will accrue a prorated amount of vacation leave. 

Years of 
Completed 
Service 

Annual 
Vacation 
Accrual Days* 

Annual 
Vacation 
Accrual Hours 

0 to 54 years 12 days 96 hours 
5 to 940 years 15 days 120 hours 
10 to 2019 
years 18 days 144 hours 

20+ years 20 days 160 hours 

*One vacation day is equivalent to eight (8) hours for a 40-hour per week line-item-position_ 

in the bargainin unit 

B. An incumbent is not eligible to use accrued vacation leave until it has been accrued 

and approved as provided below. 

C. A regular employee who leaves the City service shall receive payment for any unused 

vacation leave. 

D. It is the employee's responsibility to request and use vacation leave in a manner that 

neither jeopardizes their vacation balance nor the efficiency of the work unit. Vacation 

schedules must be reviewed by management prior to the scheduled vacation. 

Vacation schedules will be based upon the needs of the City and then, insofar as 

possible, upon the wishes of the employee. Management may not deny an 

employee's vacation request if such denial will result in the loss of vacation accrual by 

the employee, except that, management may approve a two-month extension of 

maximum vacation accrual. In no event shall more than one such extension be 

granted in any calendar year. 

E. Any employee who is on approved vacation leave and becomes eligible for sick leave, 

as defined in Section 2.36.420 of the Municipal Code, may have such time credited as 

sick leave under the following conditions: 
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1. A physician's statement certifying that illness, injury or exposure to 

contagious disease has occurred is presented to the supervisor upon 

returning to work. 

2. The vacation leave immediately ends and the employee reports to work 

following the end of sick leave usage. (Ordinance No. 782 -1978 Series). 

F. Vacation leave shall be accrued as earned through the last pay day in December, up 

to a maximum of twice the annual rate. Effective April 2019, SLOCEA employees 

vaoation4imshall-not- exoeed4wioe4he-arthual4ater--If an employee reaches the cap 

at any time throughout the year, the employee will stop accruing vacation leave. 

G. All employees in this unit are eligible, once annually in December, to request payment 

for up to 40 hours of unused vacation leave. Payment for unused vacation leave is 

subject to the availability of budgeted funds. To request payment for unused vacation 

leave, employees must submit an irrevocable election form to Payroll in December of 

each year, prior to the pay period that includes January 1 of the year the cash out is to 

be paid, to receive payment for accrued vacation effective on the pay period that 

includes January 1st of the following calendar year, subject to IRS regulations. Late 

irrevocable election forms will not be accepted, nor can they be changed after the 

deadline. The remaining unused leave shall remain in the employee's vacation accrual 

bank. The hours which are paid out are hours which will be accrued in following year. 

forty-(41)-heurs-of-ur4,ised vacation-leave-providecl--that-an-employees-overall 

performanoe-and-attenclahoe-praotiees-are-satisfaoto es-the 

annual-assrual-sap-before-Desemlaer and-is-eligible-for ash. t-as.defieed-above; he 

employee-MII-be--able-to-request-vaeatien--payrnent--one-additional-4ime--cluring-the 

oalendar-yearr in-addition-to-the-Deoember-oash-out,--Howeverrno more-than40-hours 

of-unused-vaeation4eave-will-be-paid-eutih-any-salehelar-year-,-Employees-must-have 

eighty--(8O)-hours--of-accrued--vacation-leave-to- be -eligible-for-oash-..out-in-Deoember: 

UPGR4equestrvaeatieR-sellbaGk-Payments-shal[be-made-by-seParate-oheek: 
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ARTICLE 23 - WORKERS' COMPENSATION LEAVE 

Any employee who is absent from duty because of on-the-job injury in accordance with state 

workers' compensation law and is not eligible for disability payments under Labor Code 

Section 4850 shall be paid the difference between their base salary and the amount 

provided by workers' compensation during the first ninety (901 business days of such 

temporary disability absence. Eligibility for workers' compensation leave requires an ogee 

accepted workers' compensation claim. 

If an employee is eligible for Total Temporary Disability benefits after exhausting the salary 

continuation as defined in the paragraph above, the employee will receive such payment 

directly from the City's workers' compensation administrator and will only be able to 

supplement one-third pay with accrued leave. 

For continuation of medical insurance see Insurance, Article 16, Section A. 
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ARTICLE 24 - WORK SCHEDULE 

Employees shall be scheduled to work on regular work shifts having regular starting and 

quitting times. Except for emergencies, employees' work shifts shall not be changed without 

reasonable prior written notice to the employee and the Human Resources Director. For an 

ordered work shift exchange, aAt least 14 days' notice will normally be given. However,-; in 

the event 14 days cannot be given, at least seven days' notice shall be given unless in an 

emergency situation.  but-in--no event will-less than-seven-claysnotiee-be-given 

ordered-werk-shift-change.--Neither callback nor overtime constitutes a change in work shift. 

All references to accrual of vacation, holiday or sick leave in the Agreement shall be 

interpreted as one (1) day being equivalent to eight (8) hours. 
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ARTICLE 25 - PROBATION PERIOD 

All new appointments to positions in the bargaining unit  ' 

service shall be subject to a probationary period of one year  for the appointed position. 

Employees who have passed probation and are being promotedgremetions or transferreds 

to line item positiens-w1th1n the general unit in the olaccified cervice shall be subject to a new 

probationary period of six months. The probationary period may be extended or reinstated 

if further employee evaluation is deemed necessary for up to six months upon the written 

recommendation of the department head and the written approval of the Human Resources 

Director. 

Employees not successfully passing a promotional or transfer probation or voluntarily 

requesting to have the promotion rescinded during the first ninety (90) calendar days of the 

probationary period shall be returned to their previously held position without notice or 

hearing. If the cause for not passing probation was sufficient grounds for dismissal, the 

employee shall be subject to dismissal without reinstatement to the lower position. If no 

vacancy exists, the name of the employee may be placed on a Reemployment List per 

Article 29, Layoffs, Section B. 
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ARTICLE 27 AMERICANS WITH DISABILITIES ACT 

The-Gity-ancl-Assesiatien--askRewledge-the-passage-ef-the-Amerisans-Wth-laisabilities-Ast 

lt-ieagreed4hat-the4ity-shall-take-all-ilesessary-astiens-te-GGR:Iply-with-the-previsiens-ef-this 

Ast,lf-nesessaryi-sestiens--of-thie-Memerandum-of-Agreement-andier-the-Crity-Perscannel 

€ales-may-b
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ARTICLE 28 - TRANSFER 

A. TRANSFER PROCESS 

Upon proper notice and concurrence by the City Manager, an employee may be 

transferred by the appointing authority from one position to another in the same pay 

range provided they possess the minimum qualifications as determined by the Human 

Resources Director. 

If the transfer involves a change from one department to another, both department 

heads must consent thereto unless the City Manager orders the transfer for purposes 

of economy and efficiency. 

Unless requested by the employee, tThe employee shall be given five (5) business 

days' written notice of the transfer including the reason for the change. 
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ARTICLE 40 - PEACEFUL PERFORMANCE 

A. From July 1, 2019 to June 30, 2022, the Partios agree as follows: The Association 

shall not hinder, delay, or interfere, coerce employees of the City to hinder, delay, or 

interfere with the peaceful performance of City services by strike, concerted work 

stoppage, cessation of work, slow-down, sit-down, stay-away, or unlawful picketing. 

B. Employees shall not be locked out or prevented by management officials from 

performing their assigned duties when such employees are willing and able to 

perform such duties in the customary manner and at a reasonable level of efficiency, 

provided there is work to perform. 

The provisions of this Article replace and supersede the no strike provisions set forth in 

Resolution 6620 Employer-Employee Relations Resolution. 
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ART-IGLE-43--RE-RSONNEL FILE LOG AND SECURITY 

The-Gity-will-keep-a-mastep4eg-fer-eash-filei-traeking-whe--aseessed-the-peFsennel--filer OR 

'ewrand electronic 

system, the parties agree to meet and confer over effects, including tracking who accesses 

the

*Recommend removing the Personnel File Log and Security Article from the MOU. 
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CITY OF SAN LUIS OBISPO (CITY) 
PROPOSAL TO 

SLO CITY EMPLOYEES' ASSOCIATION (SLOCEA), 
RE: SUCCESSOR MEMORANDUM OF UNDERSTANDING (MOU) 

March 28, 2022 

The City reserves the right to modify and/or add to this proposal. 

The provisions contained herein are not separate proposals, but are part of a 
package, which must be accepted in its entirety, or it shall be deemed rejected. 
The proposal is in concept format; final language will be drafted as appropriate. 
MOU language contained in the MOU Article sections referenced below, but not 
changed, in this proposal shall remain unchanged. All terms of this proposal are 
intended to be effective following ratification by both the membership and 
subsequent adoption by the City Council. This proposal is not retroactive. 

The following MOU Articles are included in the City's initial proposal dated March 
28, 2022. Each open MOU Article listed below is saved as its own document. 

• Article 3 - Term of Agreement 
• Article 5 - Salary 
• Article 6 - Overtime 
• Article 7 - Standby 
• Article 8 - Callback 
• Article 9 - Work Out of Classification 
• Article 10 - Temporary Assignment 
• Article 12 - Information Technology Certification Incentives 
• Article 15 - Retirement 
• Article 16 - Insurance 
• Article 17 - Long Term Disability Insurance 
• Article 19 - Sick Leave 
• Article 21 - Family Leave 
• Article 22 - Vacation Leave 
• Article 23 - Workers' Compensation Leave 
• Article 24 - Work Schedule 
• Article 25 - Probation Period 
• Article 27 - Americans with Disabilities Act 
• Article 28 - Transfer 
• Article 40 - Peaceful Performance 
• Article 42 - New Employee Orientation — AB 119 
• Article 43 - Personnel File Log and Security 
• Appendix B - Skills Based Pay Guidance Document 
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*Recommend removing the Skills Based Pay Guidance Document from the MOU. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 3 - TERM OF AGREEMENT 

This Agreement shall become effective July 1, 202240, except that those provisions which 

have specific implementation dates shall be implemented on those dates and shall remain 

in full force and effect until midnight June 30, 20252. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 6 - OVERTIME 

A. CITY/CONTRACT OVERTIME 

Overtime is defined as all hours pfeatitheFized-by-management-and--worked by the 

employee in excess of forty (40) hours worked in a work week.  An employee's failure 

to have overtime authorized by management may be subject to discipline up to and 

including termination. 

All paid leave hours shall be counted as hours worked for purposes of calculating 

overtime to include Vacation, Holiday, Sick Leave and Compensatory Time Off 

(CTO). All overtime shall be authorized by the department head or designee prior to 

being compensated. 

B. FLSA/STATUTORY OVERTIME 

For the purpose of complying with the Fair Labor Standards Act (FLSA) overtime 

requirements under 29 USC Section 207(a), the City has adopted a dual calculation 

method whereby it calculates FLSA overtime based on all hours actually worked by 

overtime eligible employees in excess of 40 hours in the seven-day work period. To 

the extent the City's dual calculation method determines that FLSA overtime owed 

for the seven-day work period exceeds the amount of City/Contract overtime paid for 

in the same seven-day work period, the difference will be paid to the employee by 

way of an "FLSA Adjustment" in the following City pay period. 

C. COMPENSATION 

All overtime as defined in Section A of this Article shall be paid in cash at one and 

one half (1 1/2) the employee's base rate of pay, plus incentives as defined below in 

Section E, or in time off (CTO) at the rate of one and one-half (1 1/2) hours for each 

hour of overtime worked. All overtime shall be compensated to the nearest five (5) 

minutes worked. 
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Separate and apart from the City's contractual obligation to pay overtime in 

accordance with Section A above, the City is obligated to calculate and pay, at a 

minimum, FLSA overtime based on the federally defined regular rate of pay which 

includes cash in lieu in compliance with the Flores v. City of San Gabriel applicable 

to members of SLOCEA's bargaining unit. This calculation will be administered in 

accordance with Section B above. 

D. COMPENSATORY TIME OFF (CTO) 

An employee who earns City/Contract overtime as defined in Section A above may 

elect compensation in the form of time off (CTO). An employee may be compensated 

in CTO and maintain up to sixty (60) hours of CTO in their CTO account during the 

calendar year. Accumulated CTO may be taken through December 31st of each 

calendar year. Accumulated CTO not taken by midnight December 31st shall be 

compensated in cash at an employee's hourly rate of pay not including any 

incentives. Such compensation shall be paid in January of the following year. 

E. PAY INCENTIVES TO BE INCLUDED IN THE BASE RATE FOR OVERTIME UNDER 

SECTIONS A AND B ABOVE 

• Bilingual Pay 

• Safety Committee Pay 

• Microsoft Certified Engineer (MSCE) or VMware Certified Professional (VCP) 
Certifications 

• Standby Pay 

• Work out of Grade Pay 

• Temporary Assignment Pay 

F. WORK WEEK FOR CALCULATION OF OVERTIME 

For all bargaining unit members working a regular 5/40 work schedule or a 4/10 

alternative work schedule, the work week for the purpose of calculating overtime as 

defined in Sections A & B of this Article shall be seven consecutive days, beginning 

at 12:00 am Thursday and ending at 11:59 pm Wednesday. 
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For all bargaining unit members working a 9/80 alternative work schedule, the work 

week for the purpose of calculating overtime as defined in Section A and B of this 

Article shall be seven consecutive days, beginning exactly four hours into their eight-

hour shift on the day of the week which constitutes their alternative regular day off. 

G. OVERTIME DISPUTE RESOLUTION PROCEDURE 

The City and the Association acknowledge and agree that they have met and 

conferred in good faith in accordance with California Government Code Section 3505 

over the definition, calculation, and payment of contract overtime as defined in 

Section A above. The City and the Association further acknowledge and agree that 

Section A above establishes the full extent of the City's contractual obligations to pay 

overtime for services rendered within the course and scope of employment by 

members of the bargaining unit and that to the extent individual claims for statutory 

overtime under Section B above are asserted by or on behalf of any member of the 

bargaining unit during the term of the MOA, such claims will not present or support a 

claim for contract overtime under the MOA. The City and the Association further 

acknowledge and agree that any and all claims for statutory overtime under Section 

B above are expressly excluded from the grievance procedure set forth in Article 35 

of the MOA. 

The City and the Association further acknowledge and agree that they have met and 

resolved potential issues concerning back overtime related to the Flores vs. City of 

San Gabriel decision in the 2018-19 Memorandum of Agreement. 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 9 - WORK OUT OF CLASSIFICATION 

A. OUT-OF-CLASS ASSIGNMENT 

For the purposes of this article, an out-of-class assignment is the full-time 

performance of all the significant duties of an available, funded position in one 

classification by an individual in a position in another classification. An employee 

assigned in writing by management to work out-of-class in a position that is assigned 

a higher pay range and is vacant pending an examination or is vacant due to an 

extended sick leave, shall receive five percent (5%)r but-in-Re-ease-Rlefe-than4he 

nexthigiler-step-of the higher class, in addition to their regular base rate commencing 

on the eleventh consecutive workday on the out-of-class assignment.  In order to 

receive out of class pay, an employee must be working in the out of class assignment 

and cannotmay not have a leave of absence longer than two (2) consecutive weeks, 

unless otherwise approved-otherwise. Envloyees-assigneel-as-pr-ojeot-managers-and 

thefeby-wor-king-out-of-classificatiori-shalt-reeeive-oenvensation-pufsuant-te4NS 

section, 

The work out-of-class assignment will be evaluated after three (3) and six (6) months 

to determine if the assignment is still necessary, or if a recruitment should„ take  

If  there is an operational need to have an employee work out of class more than six 

f6) months, the 

Work out of class compeneationwHT be evaluated after six months. O9ut-of-class 

compensation will be increased to at least the first step of the higher classification 

and up to an additional at toast five percent (5%), for a total of at least ten percent 

L10%) special pay, upon the recommendation of the supervisor and approval of the 

department head. 

B. SEASONAL SUPERVISION 

If, in addition to their regularly assigned employees, any employee responsible for five 

(5) or more supplemental (temporary) workers for a period exceeding 10 consecutive 

workdays shall receive additional pay of five percent .(5°/0), commencing with the 11th 

day. 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 10 - TEMPORARY ASSIGNMENT 

An appointing authority or designee may temporarily assign an employee to a different 

position for a specific period of time not to exceed 90 days, after which the employee returns 

to their regular duties and position from which they were regularly assigned. The temporary 

assignment may be extended past 90 days if agreed to by the employee in writing. Such 

action shall have the prior approval of the Human Resources Director or designee. An 

appointing authority may assign an employee to a different position for a period of time not 

to exceed 90 days, provided the employee has received 24 hours written notice which 

includes reasons for the assignment. Employees who are subject to temporary assignment 

shall be compensated in accordance with Article 9A.  In order to receive temporary 

assi nment a an em lo ee must be workin in the tem ora assi nment and sannotma 

not have a leave of absence longer than two (2) consecutive weeks, unless otherwise 

approved-otherwise. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 12 - INFORMATION TECHNOLOGY CERTIFICATION INCENTIVES 

The following classifications are eligible to receive a $500 monthly stipend for a Microsoft 

Certified Engineer (MSCE) or VMWARE Certified Professional Certification (VCP). 

Employees are eligible for this incentive the first full pay period following qualification: 

• Control Systems Administrator 

• Information Technology Security Engineer 

• Information Technology Systems Engineer 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 17 - LONG TERM DISABILITY INSURANCE 

Sueeeeser-M-QA-,--SLOCEA will assume sole responsibility for providing and administering a 

plan for long term disability insurance. The City will have no role in or responsibility for 

determining eligibility and enrolling employees in the plan or administering its provisions. In 

this respect, the City's only role will be to effectuate payroll deductions for employees 

enrolled in the plan by SLOCEA and verified by SLOCEA to have authorized said 

deductions. As part of the transition of duties and responsibilities for the LTD plan, SLOCEA 

will be responsible for confirming or denying existing and continuing LTD plan coverage for 

all bargaining unit members._The City will be recponcible for notifying all non bargaining 

unit-employe  presently cnro11e4-in the exicting. LTD plan regarding their eligibUity4r 

GeRtiquing-tabe-ertrelled4R-theistlan-as-determined-by- ding-adeptien-ef-these 

changes to Artiste 17, the-Gity-will-maintain-the-status--cwo  in administ provisions 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 19 - SICK LEAVE 

A. Sick leave shall be defined as absence from duty because of illness or off-the-job 

injury, or exposure to contagious diseases as evidenced by certification from an 

accepted medical authority. 

B. Rules governing sick leave: 

1. Each incumbent of a -positionsine-itern  in the bar ainin unit shall accrue sick 

leave with pay at the rate of twelve (12) days or the prorated shift equivalent 

for part-time employees per year of continuous service. 

2. Sick leave may be used after the completion of the month of service in which 

it was earned. 

3. Sick leave shall begin with the first day of illness. 

4. Department heads shall be responsible to the City Manager for the uses of 

sick leave in their departments. 

5. A department head shall require written proof of illness from an authorized 

medical authority at the employee's expense for sick leave use in excess of 

five (5) consecutive orking sales working days by personnel in their 

department. Such proof may be required for periods less than five (5) 

consecutive working Galen working  days where there exists an indication 

of sick leave abuse. 

6. Any employee who is absent because of sickness or other physical disability 

shall  provide reasonable advance notification of their need to use accrued 

paid sick leave to their supervisor if the need for paid sick leave use is 

foreseeable (e.g., doctor's appointment scheduled in advance). Reasonable 

advance notification for this purpose is defined as three (3) worrkinos. alenclar 

working days. if the need for paid sick leave use is unforeseeable, the 

employee sbalishould provide, at a minimum, a one (1) hour advance notice 

to the supervisor when possible or delegate prior to the start of the scheduled 

shift.  --setify-4heiP--inlmediate-supecvisec-of---elepaFtment--heact-as--SOGII--as 

possible-but-in -any-event-during-the-first--day-of-alasance7 Any employee who 

fails to comply with this provision, without having a valid reason, will-be-plate 
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on-leave of-absenoe-withotit-pay during-the-unexeused abseme-and-bemay

be subject to disciplinary action. 

7. Any employee absent for an extended illness or other physical disability may 

be required by the Human Resources Director to have an examination by the 

City's medical examiner, at City expense, prior to reinstatement to the City 

service. 

8. An appointing authority, subject to approval of the Human Resources Director, 

may require any employee to be medically examined where reasonable cause 

exists to believe that an employee has a medical condition which impairs their 

job effectiveness or may endanger the health, safety or welfare of the 

employee, other employees, or the public. Employees who are judged to be 

physically incapable of meeting normal requirements of their positions may be 

placed in a classification of work for which they are suitable when a vacancy 

exists, or may be separated for physical disability. 

9. In the event that an employee's sick leave benefits become exhausted due to 

illness or exposure to contagious disease, the employee shall revert to a 

status of leave of absence without pay and be subject to the provisions of the 

Personnel Rules unless eligible to participate in the City's Catastrophic Leave 

Policy. For continuation of medical insurance see Insurance, Article 16, 

Section A. 

10. The right to benefits under the sick leave plan shall continue only during the 

period that the employee is employed by the City. This plan shall not give any 

employee the right to be retained in the services of the City nor any right of 

claim to sickness disability benefits after separation from the services of the 

City. When-an-employee -reseives--compensation under-the-Worker's 

considered-part of  -to-be-paid-te-the-employee-eligible-fer-such 

payments-as-rectuired-by-state-law,-Theamountimiel-by-the-gity-shall-I9e-the 

difference-between the-amount received by  the-em ...frerw•.thcc Gi
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compensation-insurance-coverage-and-thecligible-employ 16-Tegular-Fate-o€ 

Pay,-

11. Notwithstanding anything contained in this section, no employee shall be 

entitled to receive any payment or other compensation from the City while 

absent from duty by reason of injuries or disability received as a result of 

engaging in employment other than employment by the City for monetary gain 

or other compensation other than business or activity connected with their City 

employment. 

12. Accumulation of sick leave days shall be unlimited. 

13. Upon termination of employment by death or retirement the employee or 

beneficiary may choose: 1) a payout of the employee's accumulated sick 

leave balance based on years of service according to the following schedule, 

2) to convert a portion or all of the employee's sick leave balance to service 

credit in accordance with CaIPERS regulations, or, 3) a combination of these 

two options: 

(a) Death - 30% 

(b) Retirement and actual commencement of PERS benefits: 

After ten years of continuous employment - 10% 

After fifteen years of continuous employment - 15% 

After twenty years of continuous employment — 20% 

After twenty-five years of continuous employment — 25% 

After thirty years of continuous employment — 30% 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 21 - FAMILY LEAVE 

A. An employee may take up to six (6) days (48 hours) of sick leave per year if required 

to be away from the job to personally care for a member of their family. 

B. An employee may take up to seven (7) days (56 hours) of sick leave per year if the 

family member is part of the employee's household and is hospitalized. The 

employee shall submit written verification of such hospitalization. 

C. For purposes of this Article, family is defined as spouse/domestic partner, child, 

brother, sister, parent, parent-in-law, step-parent, step-brother, step-sister, 

grandparent, grandchild,  or any other relative as defined by Labor Code 233 and/or 

Assembly Bill 1522. 

D. The amounts shown in A, B, and C above are annual maximums, not maximums per 

qualifying family member. 

 In conjunction with existing leave benefits, employees with one year of City service 

who have worked at least 1,250 hours in the last year;  may be eligible for up to 12 

weeks of Family/Medical Leave  within any 12-month period. If eligible for 

Family/Medical Leave, employees must use all available sick, vacation, 

compensatory time off, and floating holiday pay prior to receiving unpaid 

Family/Medical Leave. The City maintains a separate Family and Medical Leave Act 

policy consistent with the City's legal obligations to provide this leave.-Further-details 

in accordance with the federal Family and Medical Leave Act (FML/') and the 

Gatifecnia-Family-Rigbts-Aot-EGFRAYwith-in-any-1-2-mentia-pefied-.—F-MIA-oan-I9e-used 

A-new-ohild--through-birthr aeloption-or-foster-eare-(maternal-or-paternal-leave), 
A-seriously-ill-child, spouse or parent-who requires hospitalization or continuing 

Placerne-nt-of-an-employee's-ol4ild-for-adoption-or-foster 
A serious health-condition-wktioh-hiakes-the abie-to-peffer-rn-the 
functio 'tio-n, 
 -T-his-leave-shadl-be-in-addition4o-leave-available to employees-uPeter-the-
&Asti 0 lA r-rnonth-P-regna-noy-Disability-Lea-ve-provided-by-Galifornia-law,---Raid-
leave, if used for famil 
from thy,  allowed-lay-F-MI-JVCFRA. Lialp4 t use all available-
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vacationTdompens oppime-effr (eating-holidayr andsick--leave- prior-to-receiv-mg 
-u-n-paid-FM-LAIGF nt-a 
ea-ring-for-a-family-member-and -is covered-under-F-M-L-NCERA, thcy  wil-be le 
to-use-a-li-accrued--sick-leav-e-to-care-for-a-fa-mily--rnember, 

a the City's contribution 
toward- th e-oo-st-of-he a Ith--lnsu r-a n ce-prem-i-u v fr-employees-who-redelve 
cash-back--under-the-Gity-s---Cafeter-ia-P-lan-will-n--ot-redeive-that-cash-during-the-

'ums-will-be-paid-lay-the-
git 
---lf-an-employee el-des-het-return-to-work ollowing-F-MLAICFRA I ve, the

e-leave. There-are-two-exdeption-s-to-tilis-rule 
The-contin- of--oa-seriotis health-oondition-of-the-employee-or-a-aover 
fang.
giroum-stahoes--beyond-t-he-e m- ployees control 
 Further-details-on-FMLA/C-FRA  leaves-ace-a-vallabl hr 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 22 - VACATION LEAVE 

A. Each incumbent of a 40 hour a week tine-item-position in the bargaining unit  shall 

accrue vacation leave at the following rates  for completed years of service with the 

pity. Part-time employees will accrue a prorated amount of vacation leave. 

Years of 
Completed 
Service 

Annual 
Vacation 
Accrual Days* 

Annual 
Vacation 
Accrual Hours 

0 to 54 years 12 days 96 hours 
5 to 94O years 15 days 120 hours 
10 to 19 
years 18 days 144 hours 

20+ years 20 days 160 hours 

*One vacation day is equivalent to eight (8) hours for a 40-hour per week line item position_ 

in the bargaining unit 

B. An incumbent is not eligible to use accrued vacation leave until it has been accrued 

and approved as provided below. 

C. A regular employee who leaves the City service shall receive payment for any unused 

vacation leave. 

D. It is the employee's responsibility to request and use vacation leave in a manner that 

neither jeopardizes their vacation balance nor the efficiency of the work unit. Vacation 

schedules must be reviewed by management prior to the scheduled vacation. 

Vacation schedules will be based upon the needs of the City and then, insofar as 

possible, upon the wishes of the employee. Management may not deny an 

employee's vacation request if such denial will result in the loss of vacation accrual by 

the employee, except that, management may approve a two-month extension of 

maximum vacation accrual. In no event shall more than one such extension be 

granted in any calendar year. 

E. Any employee who is on approved vacation leave and becomes eligible for sick leave, 

as defined in Section 2.36.420 of the Municipal Code, may have such time credited as 

sick leave under the following conditions: 
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1. A physician's statement certifying that illness, injury or exposure to 

contagious disease has occurred is presented to the supervisor upon 

returning to work. 

2. The vacation leave immediately ends and the employee reports to work 

following the end of sick leave usage. (Ordinance No. 782 -1978 Series). 

F. Vacation leave shall be accrued as earned through the last pay day in December, up 

to a maximum of twice the annual rate. Effective April 2019, SL.OCEA employees 

vaoation4ime-shall-net-exceed twice the annual rate. If an employee reaches the cap 

at any time throughout the year, the employee will stop accruing vacation leave. 

G. Effective as soon as administratively possible following Council adoption, employees 

will be eligible for a year-for-year accelerated vacation accrual based on prior public 

sector experience. For example, if an employee has ten (10) years of public sector 

experience prior to working for the City of San Luis Obispo, their vacation accrual will 

be advanced by ten (10) years. 

H. All employees in this unit are eligible, once annually in December, to request payment 

for up to 40 hours of unused vacation leave. If an employee reaches the annual accrual 

cap before December the employee will be able to request vacation payment one 

additional time during the calendar year, in addition to the December cash out. 

Payment-for-unused-vacation-leave is-subject-to-the-availability-of-budgeted-funds. To 

request payment for unused vacation leave, employees must submit an irrevocable 

election form to Payroll in December of each year, prior to the pay period that includes 

January 1 of the year the cash out is to be paid, to receive payment for accrued 

vacation effective on the_pay period that includes January 1st of the following calendar 

year, subject to IRS regulations. Late irrevocable election forms will not be accepted, 

nor can they be changed after the deadline. The remaining unused leave shall remain 

in the employee's vacation accrual bank. The hours which are paid out are hours which 

will be accrued in following year. 

forty— (40)—hours--of- -unused-vacation -leave-provided -that-a n-ernployee!s--overall 

performance and attendance-practioes-afe-satisfactory7-4f-an-employee-reaohes-t-he 
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an Rual-acc rual-cap-before-December-a nd4-el•igitale-fer-cash- out-as-•defined-abover

efflialeye4A411---be-able4o-reemest-vaeatien-payment-one-additional4ime-during4he 

cal a arr in-adaion-to the -Decent° r-cash-cut: --l-towever-rne-more-than-40-1.44aurs 

ef-+Hwsed-vacatien-4eave-Mll-be-paid-out-in-any-calendapyear-r-Empleyeea-must-have 

4hty-(84)-hours-of accrueel-vacatien- e-to- a-eligible for cash-cutir+-December, 

UPGII4equesti-vacation-selibara4aYments-shall4a0-made-baelaafate"4496k,

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 23 - WORKERS' COMPENSATION LEAVE 

Any employee who is absent from duty because of on-the-job injury in accordance with state 

workers' compensation law and is not eligible for disability payments under Labor Code 

Section 4850 shall be paid the difference between their base salary and the amount 

provided by workers' compensation during the first ninety (90) business days of such 

temporary disability absence. Eligibility for workers' compensation leave requires an open 

aseepted open workers' compensation claim. 

If an employee is eligible for Total Temporary Disability benefits after exhausting the salary 

continuation as defined in theparagraph above the em lo ee will receive such a ment 

directly from the City's workers' compensation administrator and will only be able to 

supplement one-third pay with accrued leave. 

For continuation of medical insurance see Insurance, Article 16, Section A. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 25 - PROBATION PERIOD 

All new appointments to positions in the bargaining unit  in-line-ite positien .slassified 

se ise--shall be subject to a probationary period of one year for the appointed position. 

Employees who have passed probation and are being promotedPcomefioi4s or transferreds 

e-shall be subject to a new 

probationary period of six months. The probationary period may be extended or reinstated 

if further employee evaluation is deemed necessary for up to six months upon the written 

recommendation of the department head and the written approval of the Human Resources 

D i rector. 

Employees not successfully passing a promotional or transfer probation or voluntarily 

requesting to have the promotion rescinded during the first ninety (90) calendar days of the 

probationary period shall be returned to their previously held position without notice or 

hearing. If the cause for not passing probation was sufficient grounds for dismissal, the 

employee shall be subject to dismissal without reinstatement to the lower position. If no 

vacancy exists, the name of the employee may be placed on a Reemployment List per 

Article 29, Layoffs, Section B. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 40 - PEACEFUL PERFORMANCE 

A. From July 1, 2019 to June 30, 2022, the Parties agroc as follows: The Association 

shall not hinder, delay, or interfere, coerce employees of the City to hinder, delay, or 

interfere with the peaceful performance of City services by strike, concerted work 

stoppage, cessation of work, slow-down, sit-down, stay-away, or unlawful picketing. 

B. Employees shall not be locked out or prevented by management officials from 

performing their assigned duties when such employees are willing and able to 

perform such duties in the customary manner and at a reasonable level of efficiency, 

provided there is work to perform. 

The provisions of this Article replace and supersede the no strike provisions set forth in 

Resolution 6620 Employer-Employee Relations Resolution. 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 42 — NEW EMPLOYEE ORIENTATION --AB-1-44Gatifernia-Govemment-Gede-

3555 etsoq 

A. Pursuant to California Government Code 3555 et. seq, tThe City shall provide ten 

(10) business  days advance notice of new employee orientation 

for employees who are bargaining unit members represented by SLOCEA. 

Additionally, the City shall provide the name, job title, and department, contact 

information to include telephone number, email address and physical address of all 

new hires within thirty (30) days of the date of hire. The City shall update that same 

information for all bargaining unit members not less than every one-hundred twenty 

(120) days. 

B. The City typically conducts new employee orientations on the first day of the pay 

period4rem44).. 04\-M. The City shall permit SLOCEA representatives to meet 

with new employees  in a City conference room for up to one hour.4Gllemitag414c3,-GiVe 

oriet4tatio i4I-sGhectule-a-room4ot:-.th-&-assoGiation-Fepresentatwe26-usei-upen 

C. The--g'ity-will-provideAletiGe-of-nekwemialoyee-efientations-to4he 

Vise-12re&icient-.apti-SeGretary-via-,-the-Gity44titieek-Galender-softwafe,kiuman 

Resources-staff-w&wevi4e-Awritten-S-L-OGE.ik-Ilev,f-empieyee-orientation-informatiGn 

mater-ials4G-Rew44ires-as-mquested4ay-S twing-efientations, 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 43 - PERSONNEL FILE LOG AND SECURITY 

• • • , • , 

what-dater  duration-of-Fey-1 n-electron ic 

the-files,,-As soon as administratively feasible, the City will transition to electronic 

personnel records. Pursuant to Labor Code 1198.5, employees will have access to their 

electronic personnel records. An employee may request a copy of a sensitive data access 

audit from the City's electronic personnel records system. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 5 - SALARY 

A. RULES GOVERNING STEP CHANGES FOR NON-SKILLS BASED PAY 

EMPLOYEES 

The following rules shall govern step increases for employees: 

(1) The first step is the minimum rate and shall normally be the hiring rate for the class. 

In cases where it is difficult to secure qualified personnel, or if a person of unusual 

qualifications is hired, the Human Resources Director may authorize hiring at any 

step. 

(2) The second step is an incentive adjustment to encourage an employee to improve 

their work. An employee may be advanced to the second step following the 

completion of twelve months satisfactory service upon recommendation by the 

department head and the approval of the Human Resources Director. 

(3) The third step represents the middle value of the salary range and is the rate at 

which a fully qualified, experienced and ordinarily conscientious employee may 

expect to be paid after a reasonable period of satisfactory service. An employee 

may be advanced to the third step after completion of twelve months service at the 

second step, provided the advancement is recommended by the department head 

and approved by the Human Resources Director. 

(4) The fourth and fifth steps are to be awarded only if performance is deemed 

competent or above as shown on the last performance evaluation. An employee 

may be advanced to the fourth step after completion of one year of service at the 

third step provided the advancement is recommended by the department head and 

approved by the Human Resources Director. An employee may be advanced to 

the fifth step after completion of one-year service at the fourth step provided the 

advancement is recommended and justified in writing by the department head and 

approved by the Human Resources Director. 

(5) The above criteria for step increases apply except where other arrangements are 

authorized by the City Manager. 
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(6) In applying the above rules, the next step shall be granted, other conditions having 

been met, on the first day of the payroll period within which the anniversary date 

occurs. 

(7) Should the employee's salary not be increased, it shall be the privilege of the 

department head and City Manager to reconsider such increase at any time during 

the year. 

(8) Each department head shall be authorized to reevaluate employees who reach 

Step 5 in their pay range. An employee who is not performing up to standard for 

the fifth step shall be notified in writing that the department head intends to reduce 

him one step unless his job performance improves to an acceptable level by the 

end of 60 days. Prior to the end of 60 days the department head shall again 

reevaluate the employee and, as part of that reevaluation, shall notify the employee 

if the pay reduction shall then become effective. The fifth step may be reinstated 

at any time upon recommendation of the department head. If the department head 

deems it necessary to again remove the fifth step during the same fiscal year, they 

may make the change at any time with three business days written notice. 

B. RULES GOVERNING SKILLS BASED PAY 

The guidelines for Skills Based Pay classifications are set forth in Appendix B. 

C. "Y" RATING 

An employee who is not performing up to established job standards for reasons 

including but not limited to transfer, reclassification, and performance issues may be 

"Y" rated, freezing their salary until such time as standards are met. The department 

head shall give 60 days' written notice to any employee they intend to "Y" rate, giving 

the employee an opportunity to correct any deficiencies. A "Y" rated employee would 

not receive either step increases, or salary increases granted by the City Council in a 

MOA resolution such as across the board cost of living increases, market equity 

increases, or other increases to salary. The "Y" rating procedure shall not result (then 

or later) in the employee being frozen below the next lower step of the new range. For 
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example, if an employee is at step 4 when "frozen" their salary shall not ever be less 

than the current step 3 by this action. The only limited exception to "Y" rating may be 

found in Appendix B, Skills Based Pay Guidance document. 

D. COMPUTATION OF SALARY RANGE 

Each salary range consists of five steps (1 through 5). Steps 1 through 4 equal 95% 

of the next highest step, computed to the nearest one dollar. 

Step 4 = 95% of Step 5 
Step 3 = 95% of Step 4 
Step 2 = 95% of Step 3 
Step 1 = 95% of Step 2 

Each across-the-board % salary increase shall raise step 5 of range 1 by that %. Step 

5 of each successive salary range will be 2.63% above step 5 of the next lower range. 

After all step 5's of salary ranges have been established, each  biweekly step 5 shall 

be rounded off to the nearest $1.00 and the remaining steps established in accordance 

with the above formula. 

E. SALARY PROVISION FOR THE TERM OF AGREEMENT 

The-paities-agfee-te-a-salafy-i-nerease-as-set-fecth-below-te-be-effestive-en-the-ficst 

ll-perled-fellewigg-the-clate-speoif-ied-belov -for all unit 

menttheFsSalary increases will be  effective the first day of the first full pay period in 

the month listed below for all classifications:, 

December 2020 1.5% 
July 2021 2.5% 

• Following Council adoption or July 2022 whichever is later 1.5% 

• July 2023 

• July 2024 

MARKET EQUITY ADJUSTMENTS 

3.0% 

3.0% 

In addition to the above listed salary increases, the following classifications shall 

receive market equity adjustments to be effective the first day of the first full pay 
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period following Council adoption or July 2022 whichever is later. These adjustments 

are based on the 2021 Benchmark Compensation Study results and are 

implemented in an effort to address recruitment and retention challenges: 

Classification Title 
Actual % 
Increase 

5.3% Accounting Assistant I 
5.3% Accounting Assistant II 

Accounting Assistant III 8.0% 

Administrative Assistant I 5.3%
Administrative Assistant II 5.3% 
Administrative Assistant III 2.6% 
Application System Specialist 16.9%
Aquatics Coordinator 2.7% _ 
Assistant Planner 10.9% 
Associate Planner 10.9% 
Building.Inspector I 5.4% 
Building Inspector II 5.3% 

Cannabis Business Coordinator 10.9% 
Code Enforcement Officer I 8.09°/or
Code Enforcement Officer II 8.1% 
Code Enforcement Technician I 8.04% 
Code Enforcement Technician II 8.14% 
Communications Coordinator 2.6% 
Control Systems Administrator 16.9% 
Deputy City Clerk I 2.6% 
beputy City Clerk II 2.6% 
Engineer I 8.1% 
Engineer I! 8.1% 
Engineer III 8.1% 
Engineering Inspector I  8.1% 
Engineering Inspector II  8.1% 
Engineering Inspector III 8.1% 
Engineering Inspector IV 8.1% 

Engineering Technician I 8.1%
Engineering Technician II 8.0% 
Engineering Technician III 8.1% 
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Classification Title 

Enterprise System Database Administrator 
Environmental Compliance Inspector 
Equipment Operator 
Facilities Maintenance Technician (SBP) 
Financial Specialist 
GIS Specialist I 
GIS Specialist II 
Golf Maintenance Crew Coordinator 
Heavy Equipment Mechanic 
Housing Coordinator 
Information Technology Assistant  
Information Technology Security Engineer 
Information Technology System Engineer 
Laboratory Analyst (SBP) 
Maintenance Contract Coordinator 
Maintenance Worker I - Parks 
Maintenance Worker II - Parks 
Maintenance Worker III - Parks 
Mechanic Helper 
Parking Coordinator 
Parking Enforcement Officer I 
Parking Enforcement Officer II 
Parking Meter Repair Worker 
Parks Crew Coordinator 

Actual % 
Increase 

16.9%  
8.1% 

10.96% -
10.0%  
5.4%  

16.83% 
16.82%  

5.3%  
10.9% 
10.9%  
16.9% 
16.9% 
16.9%  
8.0%  
8.1% 

13.8% 
13.8% 
13.8% 
10.9% 

Parks Maintenance Specialist (SBP) 
Permit Technician I 
Permit Technician II 
Permit Technician III 
Planning Technician 
Plans Examiner 

10.9% 
10.9% --
11.0% 
13.84% -
13.73%: 
13.8% 
5.3% 
2.6% 

Ranger Maintenance Worker I 
Ranger Maintenance Worker II 
Recreation Coordinator 

2.6%  
8.1% 
5.3% 

16.7% 
10.9% 

Signal and Streetlight Technician 
Solid Waste and Recycling Coordinator 
Stormwater Code Enforcement Officer 

2.6% 
13.9% 
8.1% 
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Classification Title 

Streets Crew Coordinator 
Streets Maintenance Operator (SBP) 
Supervising Accounting Assistant 
Supervising Administrative Assistant 
Supervising Utility Billing Assistant 
Sweeper Operator 
Systems Integration Administrator 
Tourism Coordinator  
Transit Assistant 
Transit Coordinator 

Actual % 
Increase 
13.73% 
13.8%  
5:29%  
2.6% 

Transportation Planner-Engineer I 
Transportation Planner-Engineer H 
Transportation Planner-Engineer III 

5.29% 
10.96% 
16.9%  
2.6% 
2.6%
2.6% 
8.101; 
8.1% 

8.1% 
Underground Utilities Locator 
Urban Forester (SBP) 
Utility Billing Assistant 
Wastewater Collection System Operator (SBP) 
Water Distribution Chief Operator 
Water Distribution System Operator (SBP) 
Water Resource Recovery Facility Chief Maintenance Technician 

— --- ---
Water Resource Recovery Facility Chief Operator 
Water Resource Recovery Facility Maintenance Technician (SBP) 

Water Resource Recovery Facility Operator (SBP) 
Water Resources Technician 
Water Supply Operator (SBP) 
Water Treatment Plant Chief Maintenance Technician 
Water Treatment Plant Chief Operator 
Water Treatment Plant Operator (SBP) 
Youth Services Coordinator 
Youth Services Program Assistant 

13.9% 
10.0% 
5.3% 

12.0% 
13.9% 
12.0% 
12.4% 
12.4% 
12.0% 
12.0% 
11.0% 

Youth Services Program Specialist 

F. LUMP SUM PAYMENTS 

12.0%  
12.4% 
12.4% 
12.0%  
2.7%  
5.3% 

5.3% 
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On Deccm-ber 31, 2020, the City-willAseue-a-ehe4ime4umip-eu-m-payment-ef-$17500-klese

appgeable4axes)-4e-19.afgaining-uhit-nlembers--..whe-were-employeel-19y-the-Git,4-as-ef 

G. COMPENSATION STUDY 

Th-e-Gity-wi[kee 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 7 - STANDBY 

A. Standby duty is defined as that circumstance which requires an employee so assigned 

to: 

• Be ready to respond immediately to a call for service; 

• Be readily available at all hours by telephone or other agreed upon- communication 

equipment; and 

• Refrain from activities which might impair their assigned duties upon call (including 

alcohol consumption). 

B. Effective the first full pay period following the adoption of this agreement by City 

Council, employees will receive forty-five dollars ($45.00) for each weekday, and sixty-

five dollars ($65.00) for each weekend day and holiday of such assignment. 

Employees working an alternative work schedule that are assigned to standby duties 

and are scheduled off work on a weekday shall receive sixty-five dollars ($65.00) 

weekend standby pay. 

C. For return to work as part of a standby assignment, as defined above, the City will 

guarantee either two (2) hours of pay in cash at straight time or pay at time and one 

half for time actually worked whichever is greater. 

For employees that are required to physically return to work in their personal vehicle 

as part of a standby assignment, as defined above, the City will guarantee either three 

(3) hours of pay in cash at straight time or pay at time and one half for time actually 

worked, whichever is greater. The department head or designee has the discretion to 

provide a City vehicle to employees assigned to standby. 

D. The parties agree that employees on standby, as defined above, are "waiting to be 

engaged." 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 

2 

PERB Received
10/31/22 15:53 PM



ARTICLE 15 - RETIREMENT 

A. PERS Contracts 

1. "Classic Members First Tier" employees hired before December 6, 2012. 

The City agrees to provide the Public Employees' Retirement System's (PERS) 

2.7% at age 55 plan to all eligible employees using the highest one-year as final 

compensation. The 2.7% at 55 plan includes the following amendments: the 1959 

Survivor's Benefit — Level Four, conversion of unused sick leave to additional 

retirement credit, Military Service Credit, and Pre-Retirement Optional Settlement 

2 Death Benefit. 

2. "Classic Members Second Tier" employees hired on or after December 6, 2012. 

The City agrees to provide the PERS 2% at 60 plan using the highest three-year 

average as final compensation. The 2.0% at 60 plan includes the following 

amendments: the 1959 Survivor's Benefit — Level Four, conversion of unused sick 

leave to additional retirement credit, Military Service Credit, and Pre-Retirement 

Option Settlement 2 Death Benefit. 

3. "New Members Third Tier" employees hired after January 1, 2013. 

PERS determines who are "New Members" within the meaning of the California 

Public Employees' Pension Reform Act (PEPRA). The City will provide the PERS 

2% @ 62 plan, using the highest three-year average as final compensation. 

B. Member Contributions 

1. "Classic Members First and Second Tier" 

Effective the first pay period in January 2014, employees began paying the full 

member contribution required under the plan for first and second tier (8% and 7% 

respectively) employees and the City discontinued their payment of the member 
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contribution. For purposes of this Section, employee contributions are based on 

salary and special compensation as defined by PERS. 

Effective the first full pay period following Council adoption, all employees shall 

contribute three (3%) percent in addition to the employee contribution defined in 

the paragraph above. These additional contributions are in accordance to the 

provisions of AB 340, §7522.30 and §20516. 

All of the employee contributions are made on a pre-tax basis as allowed under 

Internal Revenue Service Code Section 414 (h) (2). 

2. "New Members Third Tier" 

Effective on their date of hire, new members will pay 50% of the normal cost, as 

determined by PERS. 

Effective the first full pay period following Council adoption, all new members shall 

contribute three (3%) percent in addition to the employee paying 50% of the 

normal cost. These additional contributions are in accordance to the provisions 

of AB 340 7522.30 and 20516. 

All of the employee contributions are made on a pre-tax basis as allowed under 

Internal Revenue Service Code Section 414 (h) (2). 

3. Contract Amendment with PERS 

The City will submit a contract amendment to PERS requesting the three (3%) 

percent employee contributions effective the first full pay period following Council 

adoption be considered contributions to the employee's account. PERS currently 

requires a secret ballot election among the employees affected to change the 

employees' rate of contribution. The contract cannot be amended if a majority of 

the affected members vote to disapprove the proposed plan. In the event a secret 

ballot is required by State Law and the SLOCEA membership does not vote to 

approve the contract amendment, the additional contributions will still be required 

in accordance to the provisions of §20516(f). In this case the additional 
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contributions would not be credited to the employee's PERS account as a normal 

contribution. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

i 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 16 - INSURANCE 

A. HEALTH FLEX ALLOWANCE 

Employees electing medical coverage in the City's plans shall receive a health flex 

allowance, as defined by the Affordable Care Act ("ACA") and shall purchase such 

coverage through the City's Section 125 Plan "Cafeteria Plan". If the health flex 

allowance is less than the cost of the medical plan, the employee shall have the 

opportunity to pay the difference between the health flex allowance and the 

premium cost on a pre-tax basis through the City's Cafeteria Plan. If the premium 

cost for medical coverage is less than the health flex allowance, the employee shall 

not receive any unused health flex in the form of cash or purchase additional 

benefits under the Cafeteria Plan. In order to be eligible for the health flex allowance 

in a particular pay period, an employee will need to get paid for more than half of their 

re ularl scheduled hours unless the em lo ee is on a rotected leave. Less than 

full-time employees shall receive a prorated share of the City's contribution. The 

current monthly health flex allowance amount for regular, full-time employees is 

outlined belowEffective tho first paycheck in January 2021, the 2021 health flex 

aliewaRee-wg-be-reset-as-stiewn-laelow: 

Level of Coverage Monthly-
Rates2022 

Monthly Rate

Employee Only $55-0600 

Employee Only 
"GKElfidfathered I nn rry" 
*with no cash back option 

$790 

Employee Plus One $1,1870 

Family $1,472607 
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Employees hired prior to September 1, 2008 thatace-gFandfathee ancl-that elect 

employee only medical coverage will receive the health flex allowance listed above 

for employee only "gfandfathereellegacy" coverage. If an employee that is receiving 

Employee Only or Opt Out "Grandfathecediegacy" coverage changes their level of 

coverage, they will be eligible to return to the gfancifatherecklegacy  coverage in a 

future year. If the premium cost for medical coverage is less than the health flex 

allowance, the employee shall not receive any unused health flex in the form of cash. 

Effective for the 2023, 2024, and 2025 premiums 

202-2-premium), the City's total health flex allowance for group medical coverage shall 

be increased by an amount equal to one-half of the average percentage change for 

family coverage in the PERS health plans available in San Luis Obispo County. In 

any event, the City's contribution will not be decreased. For example: if three plans 

were available and the year-to-year changes were +10%, +20%, and -6% 

respectively, the City's contribution would be increased by 4% (10% + 20% + -6% + 

3 = 8% x 1/2). The employee only "legacy" 

adjust. 

amount will not 

The City agrees to continue its contribution to the health flex allowance for two (2) 

pay periods in the event that an employee has exhausted all paid time off and or-and 

leave approved under the federal Family and. Medical Leave Ac._UEM_LA) and the 

California Family Rights Act (CFRA)r-whishever-is--seeller;  due to an employee's 

catastrophic illness. That is, the employee shall receive regular City health flex 

allowance for the first two (2)  pay periods following the pay period in which the 

employee's accrued  leave balances reach zero (0) or FMLA/CFRA benefits have 

been exhausted 

B. PERS HEALTH BENEFIT PROGRAM 

The City has elected to participate in the PERS Health Benefit Program. The City 

shall contribute an equal amount towards the cost of medical coverage under the 
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Public Employee's Medical and Hospital Care Act (PEMHCA) for both active 

employees and retirees. The City's contribution toward coverage under PEMHCA 

shall be the statutory minimum contribution amount established by CalPERS on an 

annual basis. The City's contribution will come out of that amount the City currently 

contributes to employees as part of the City's Cafeteria Plan. The cost of the City's 

participation in PERS will not require the City to expend additional funds toward 

health insurance. In summary, this cost and any increases will be borne by the 

employees. 

Health Insurance Benefits for Domestic Partners 

The City has adopted a resolution electing to provide health insurance benefits to 

domestic partners (Section 22873 of the PEMHCA). 

C. CONDITIONAL OPT OUT 

In order to receive the conditional opt-out incentive, employees will be required to 

FBI g4 he--amiai - GPen- enfollmePt- Peried; 

complete an affidavit and provide proof of other minimum essential coverage for 

themselves and their qualified dependents (tax family)  upon initial enrollment and 

annually thereafter. Employees are required to certify that they are not enrolled in 

an individual plan or in a medical plan offered under a federal marketplace or a state 

exchange plan. that is not a qualified health plan coverage under an 

coverage for the ed-depenelerits-(tax-family), The monthly 

conditional opt-out incentives are: 

Opt Out $200 

"GrandfatherectLegacy" Opt Out $790 (hired before September 1, 2008) 

The conditional opt-out incentive shall be paid in cash (taxable income) to the 

employee. The employee must notify the City within 30 days of the loss of other 
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minimum essential coverage. The conditional opt-out payment shall no longer be 

payable;  if the employee and family members cease to be enrolled in other minimum 

essential coverage. Employees on an unpaid leave of absence, will not be eligible 

to receive the conditional opt out payment. 

Employees receiving the conditional opt-out amount will also be assessed $16.00 

per month to be placed in the Retiree Health Insurance Account. This account will 

be used to fund the City's contribution toward retiree premiums and the City's costs 

for the Public Employee's Contingency Reserve Fund and the Administrative Costs. 

However, there is no requirement that these funds be used exclusively for this 

purpose nor any guarantee that they will be sufficient to fund retiree health costs, 

although they will be used for negotiated employee benefits. 

D. DENTAL AND VISION INSURANCE/DEPENDENT COVERAGE 

Effective January 1, 2017, employee participation in the City's dental and vision plans 

is optional. Employees who elect coverage shall pay the dental and/or eye premium 

by payroll deductions on a pre-tax basis through the City's Cafeteria Plan. 

E. LIFE INSURANCE AND ACCIDENTIAL DEATH AND DISMEMBERMENT (AD&D) 

Employees shall pay for life insurance coverage of Fifty Thousand Dollars ($50,000). 

Effective April 1, 2019, Accidental Death and Dismemberment coverage in the 

amount of Fifty Thousand Dollars ($50,000) shall be paid by the employee through 

the City's Cafeteria Plan. 

F. MEDICAL PLAN REVIEW COMMITTEE 

The Association shall appoint two voting representatives to serve on a Medical Plan 

Review Committee. In addition, the Association may appoint one non-voting 

representative to provide a wider range of viewpoint for discussion. The vote of each 
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voting representative shall be weighted according to the number of employees 

represented by the Association. 

1. DUTIES AND OBLIGATIONS OF THE MEDICAL PLAN REVIEW COMMITTEE 

a. Review and suggest changes for the City's Cafeteria Plan and the insurance 

plans offered under the MOA; 

b. Submit to the City and its employee associations recommendations on 

proposed changes for the City's Cafeteria Plan and the insurance plans 

offered under the MOA; 

c. Disseminate information and educate employees about the City's Cafeteria 

Plan and the insurance plans offered under the MOA; 

d. Participate in other related assignments requested by the City and its 

employee associations. 

2. MISCELLANEOUS 

a. The actions of the Medical Plan Review Committee shall not preclude the 

Association and the City from meeting and conferring. 

b. No recommendation of the Medical Plan Review Committee on matters within 

the scope of bargaining shall take effect before completion of meet and confer 

requirements between the City and Association. 

c. If changes to the City's Cafeteria Plan, are subject to meet and confer 

requirements, the City and the Association agree to meet and confer in good 

faith. 

d. In performing its duties, the Medical Plan Review Committee may consult 

independent outside experts. The City shall pay any fees incurred for this 

consultation, provided that the City has approved the consultation and fees in 

advance. 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 

6 

PERB Received
10/31/22 15:53 PM



ARTICLE 33 - SAFETY PROGRAM 

The City shall continue a compensation program for safety representatives on the basis that 

each designated safety member shall be compensated at the rate of $10.00 per ti-1()-ifithpay

period. The description of the duties of a safety committee member shall be designed by the 

Human Resources Director or designee. The intent of the safety representatives is to assist 

the Human Resources Director and the overall safety program in reducing accidents by 

reporting hazardous conditions. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 5 - SALARY 

A. RULES GOVERNING STEP CHANGES FOR NON-SKILLS BASED PAY 

EMPLOYEES 

The following rules shall govern step increases for employees: 

(1) The first step is the minimum rate and shall normally be the hiring rate for the class. 

In cases where it is difficult to secure qualified personnel, or if a person of unusual 

qualifications is hired, the Human Resources Director may authorize hiring at any 

step. 

(2) The second step is an incentive adjustment to encourage an employee to improve 

their work. An employee may be advanced to the second step following the 

completion of twelve months satisfactory service upon recommendation by the 

department head and the approval of the Human Resources Director. 

(3) The third step represents the middle value of the salary range and is the rate at 

which a fully qualified, experienced and ordinarily conscientious employee may 

expect to be paid after a reasonable period of satisfactory service. An employee 

may be advanced to the third step after completion of twelve months service at the 

second step, provided the advancement is recommended by the department head 

and approved by the Human Resources Director. 

(4) The fourth and fifth steps are to be awarded only if performance is deemed 

competent or above as shown on the last performance evaluation. An employee 

may be advanced to the fourth step after completion of one year of service at the 

third step provided the advancement is recommended by the department head and 

approved by the Human Resources Director. An employee may be advanced to 

the fifth step after completion of one-year service at the fourth step provided the 

advancement is recommended and justified in writing by the department head and 

approved by the Human Resources Director. 

(5) The above criteria for step increases apply except where other arrangements are 

authorized by the City Manager. 
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(6) In applying the above rules, the next step shall be granted, other conditions having 

been met, on the first day of the payroll period within which the anniversary date 

occurs. 

(7) Should the employee's salary not be increased, it shall be the privilege of the 

department head and City Manager to reconsider such increase at any time during 

the year. 

(8) Each department head shall be authorized to reevaluate employees who reach 

Step 5 in their pay range. An employee who is not performing up to standard for 

the fifth step shall be notified in writing that the department head intends to reduce 

him one step unless his job performance improves to an acceptable level by the 

end of 60 days. Prior to the end of 60 days the department head shall again 

reevaluate the employee and, as part of that reevaluation, shall notify the employee 

if the pay reduction shall then become effective. The fifth step may be reinstated 

at any time upon recommendation of the department head. If the department head 

deems it necessary to again remove the fifth step during the same fiscal year, they 

may make the change at any time with three business days written notice. 

B. RULES GOVERNING SKILLS BASED PAY 

The guidelines for Skills Based Pay classifications are set forth in Appendix B. 

C. "Y" RATING 

An employee who is not performing up to established job standards for reasons 

including but not limited to transfer, reclassification, and performance issues may be 

"Y" rated, freezing their salary until such time as standards are met. The department 

head shall give 60 days' written notice to any employee they intend to "Y" rate, giving 

the employee an opportunity to correct any deficiencies. A "Y" rated employee would 

not receive either step increases, or salary increases granted by the City Council in a 

MOA resolution such as across the board cost of living increases, market equity 

increases, or other increases to salary. The "Y" rating procedure shall not result (then 

or later) in the employee being frozen below the next lower step of the new range. For 
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example, if an employee is at step 4 when "frozen" their salary shall not ever be less 

than the current step 3 by this action. The only limited exception to "Y" rating may be 

found in Appendix B, Skills Based Pay Guidance document. 

D. COMPUTATION OF SALARY RANGE 

Each salary range consists of five steps (1 through 5). Steps 1 through 4 equal 95% 

of the next highest step, computed to the nearest one dollar. 

Step 4 = 95% of Step 5 
Step 3 = 95% of Step 4 
Step 2 = 95% of Step 3 
Step 1 = 95% of Step 2 

Each across-the-board % salary increase shall raise step 5 of range 1 by that %. Step 

5 of each successive salary range will be 2.63% above step 5 of the next lower range. 

After all step 5's of salary ranges have been established, each  biweekly step 5 shall 

be rounded off to the nearest $1.00 and the remaining steps established in accordance 

with the above formula. 

E. SALARY PROVISION FOR THE TERM OF AGREEMENT 

The-pattectragme-te-a-salafy-in' -ofease-as-set-fectItv-laelow4e-Ise-effeertive-on-the-fifst 

day-ef-the-fi-ret-full-payroll- ow--fer-an-unit 

membereSalary increases will be effective the first day of the first full pay period in 

the month listed below for all classifications:7 

• December 2020 1.5% 
• July 2021 2.5% 

• July 2023 1.5% 

• July 2024 2.0% 

MARKET EQUITY ADJUSTMENTS 

In addition to the above listed salary increases, the following classifications shall 

receive market equity adjustments split out over two years. 75% of the adjustment 

will effective the first day of the first full pay period following Council adoption or July 

3 

PERB Received
10/31/22 15:53 PM



2022 whichever is later, and 25% will be effective the first day of the first full p..qy 

period in July 2023. These adjustments are based on the 2021 Benchmark 

Compensation Study results and are implemented in an effort to address recruitment 

and retention challenges: 

Classification Title 

Accounti▪ ng Assistant I 
Accounti▪ ng Assistant II 
Accounting Assistant III 
Administrative Assistant I 

Actual % 
Increase 

5.3% 
5.3% 

8.0% 

Administrative Assistant II 
Administrative Assistant III 
Application System Specialist 
Aquatics Coordinator 
Assistant Planner 
Associate Planner 
Building Inspector I  
Building Inspector II 
Cannabis Business Coordinator 
Code Enforcement Officer I 
Code Enforcement Officer II 
Code Enforcement Technician I 
Code Enforcement Technician II 
Communications Coordinator 
Control Systems Administrator 
Deputy City Clerk I 
Deputy City Clerk II 
Engineer I 
Engineer  II 
Engineer III 
Engineering 
Engineering 
Engineering 
Engineering
Engineering 
Engineering 
Engineering 

Inspector I 
Inspector II 
Inspector III 
Inspector  IV 
Technician I 
Technician II 
Technician III 

5.3% 
 5.3% 

2.6% 
16.9% 
2.7% 

10.9% 
10.9% 
5.4% 

 5.3% 

10.9% 
5.4% 
5.3% 
c.10L
""  

5.4%_ 
2.6%  

16.9% 
2.6% 
2.6% 
8.1% 
8.1% 
8.1% 
8.1% 

4 

8.1% 
8.1% 
8.1% 
8.1% 

8.0% 
8.1% 
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Classification Title 

Enterprise System Database Administrator 
Environmental Compliance Inspector 
Equipment Operator 

Actual % 
Increase 

Facilities Maintenance Technician (SBP) 
Financial Specialist 
GIS Specialist i 
GIS Specialist II 
Golf Maintenance Crew Coordinator 
Heavy Equipment Mechanic 

16.9% 

8.2% 
10.0%  --
5.4% 

13.8%  
13.9% 
5.3% 

Housing Coordinator 
Information Technology Assistant 
Information Technology Security Engineer 
Information Technology System Engineer 
Laboratory Analyst (SBP) 
Maintenance Contract Coordinator 
Maintenance Worker I - Parks 
Maintenance Worker II - Parks 
Maintenance Worker Ill - Parks 
Mechanic Helper 
Parking Coordinator 
Parking Enforcement Officer I 
Parking Enforcement Officer II 
Parking Meter Repair Worker 
Parks Crew Coordinator 
Parks Maintenance Specialist (SBP) 
Permit Technician I 

10.9% 
10.9%
13.9% 
16.9% 
16.9% 
8.0% 
8.1% 

10.9% 
10.9% 
11.0% 
10.9% 
10.9% 
10.9% 
11.0% 
11.0% 
10.8% 
10.0% 
5.3% 

Permit Technician II 
Permit Technician HI 
Planning Technician 

,  Plans Examiner 

2.6% 
2.6% 
8.1% 

Ranger Maintenance Worker I 
Ranger Maintenance Worker II 
Recreation Coordinator 

5.3% 
16.7% 
10.9% 
2.6% 

Signal and Streetlight Technician 
_Solid Waste and Recycling Coordinator 
Stormwater Code Enforcement Officer 
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Classification Title 

Streets Crew Coordinator 
Streets Maintenance Operator (SBP) 
Supervising Accounting Assistant 
Supervising Administrative Assistant 
Supervising Utility Billing Assistant 
Sweeper Operator 
Systems Integration Administrator 
Tourism Coordinator 
Transit Assistant 
Transit Coordinator 
Transportation Planner-Engineer I 
Transportation Planner-Engineer II 

Actual % 
Increase 

10.8% 
10.0%  
2.6% 
2.6%  
2.6% 
8.2% 

16.9%  
2.6% 
2.6% 
2.6% 
8.1% 
8.1% 

Transportation Planner-Engineer III 
Underground Utilities Locator 
Urban Forester (SBP) 
Utility Billing Assistant 

8.1% 

13.9% 
10.0% 

Wastewater Collection System Operator (SBP) 
Water Distribution Chief Operator 
Water Distribution System Operator (SBP) 
Water Resource Recovery Facility Chief Maintenance Technician 
Water Resource Recovery Facility Chief Operator 
Water Resource Recovery Facility Maintenance Technician (SBP) 
Water Resource Recovery Facility Operator (SBP)  
Water Resources Technician 

5.3% 
12.0% 
13.9% 
12.0% 

—water Supply Operator (SBP) 
Water Treatment Plant Chief Maintenance Technician 
Water Treatment Plant Chief Operator 
Water Treatment Plant Operator (SBP) 
Youth Services Coordinator 
Youth Services Program Assistant 
Youth Services Program Specialist 

F. LUMP SUM PAYMENTS 

12.4% 
12.4% 
12.0% 
12.0%  
11.0% -
12.0% 
12.4% 
12.4% 
12.0%  
2.7%  
5.3%  
5.3% 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 7 - STANDBY 

A. Standby duty is defined as that circumstance which requires an employee so assigned 

to: 

• Be ready to respond immediately to a call for service; 

• Be readily available at all hours by telephone or other agreed upon- communication 

equipment; and 

• Refrain from activities which might impair their assigned duties upon call (including 

alcohol consumption). 

B. Effective the first full pay period following the adoption of this agreement by City 

Council, employees will receive forty-five dollars ($45.00) for each weekday, and sixty-

five dollars ($65.00) for each weekend day and holiday of such assignment. 

Employees working an alternative work schedule that are assigned to standby duties 

and are scheduled off work on a weekday shall receive sixty-five dollars ($65.00) 

weekend standby pay. 

C. For return to work as part of a standby assignment, as defined above, the City will 

guarantee either two (2) hours of pay in cash at straight time or pay at time and one 

half for time actually worked whichever is greater. 

For employees that are required to physically return to work in their personal vehicle 

as part of a standby assignment, as defined above, the City will guarantee either three 

(3) hours of pay in cash at straight time or pay at time and one half for time actually 

worked, whichever is greater. The department head or designee has the discretion to 

provide a City vehicle to employees assigned to standby. 

D. The parties agree that employees on standby, as defined above, are "waiting to be 

engaged." 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 16 - INSURANCE 

A. HEALTH FLEX ALLOWANCE 

Employees electing medical coverage in the City's plans shall receive a health flex 

allowance, as defined by the Affordable Care Act ("ACA") and shall purchase such 

coverage through the City's Section 125 Plan "Cafeteria Plan". If the health flex 

allowance is less than the cost of the medical plan, the employee shall have the 

opportunity to pay the difference between the health flex allowance and the 

premium cost on a pre-tax basis through the City's Cafeteria Plan. If the premium 

cost for medical coverage is less than the health flex allowance, the employee shall 

not receive any unused health flex in the form of cash or purchase additional 

benefits under the Cafeteria Plan. In order to be eligible for the health flex allowance 

in a particular pay period, an employee will need to get paid for more than half of their 

regularly scheduled hours, unless the employee is on a protected leave.  Less than 

full-time employees shall receive a prorated share of the City's contribution. The 

current monthly health flex allowance amount for regular, full-time employees is 

outlined belowEffestive-the-ficst-payoheek-in-danuaity--2-021-7-the-2.02-1--health-fiex

allowactoe-will be reset as shown below: 

Level of Coverage 

4e ; 
,

Rates.2022 
Monthly Rate 

Employee Only $&0600 

Employee Only 
"Grarr " ' Ti" 
*with no cash back option 

$790 

Employee Plus One $1,187088 

Family $1,47-2607

Employees hired prior to September 1, 2008 that elect 

employee only medical coverage will receive the health flex allowance listed above 
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for employee only "grandfathereellegacy" coverage. If an employee that is receiving 

Employee Only or Opt Out "Grandfatherecilegacy" coverage changes their level of 

coverage, they will be eligible to return to the grandfathered-leqacy coverage in a 

future year. If the premium cost for medical coverage is less than the health flex 

allowance, the employee shall not receive any unused health flex in the form of cash. 

Effective for the 2023, 2024, and 2025 premiums, Deeernber-2021 (for the January

2-022-pren4i ), the City's total health flex allowance for group medical coverage shall 

be increased by an amount equal to one-half of the average percentage change for 

family coverage in the PERS health plans available in San Luis Obispo County. In 

any event, the City's contribution will not be decreased. For example: if three plans 

were available and the year-to-year changes were +10%, +20%, and -6% 

respectively, the City's contribution would be increased by 4% (10% + 20% + -6% + 

3 = 8% x 1/2). The employee only "legacy" grandfathere amount will not 

adjust. 

The City agrees to continue its contribution to the health flex allowance for two (2) 

pay periods in the event that an employee has exhausted all paid time off ander and 

leave approved under the federal Family and Medical Leave Act (FMLA) and the 

California Family Rights Act (CFRALwhichever is sooner, due to an employee's 

catastrophic illness. That is, the employee shall receive regular City health flex 

allowance for the first two (2)  pay periods following the pay period in which the 

employee's accrued  leave balances reach zero (0) or FMLA/CFRA benefits have 

been exhausted-vaeatien-and-844-leave-batanGes-reach-zero-(0).

B. PERS HEALTH BENEFIT PROGRAM 

The City has elected to participate in the PERS Health Benefit Program. The City 

shall contribute an equal amount towards the cost of medical coverage under the 

Public Employee's Medical and Hospital Care Act (PEMHCA) for both active 

employees and retirees. The City's contribution toward coverage under PEMHCA 
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shall be the statutory minimum contribution amount established by CaIPERS on an 

annual basis. The City's contribution will come out of that amount the City currently 

contributes to employees as part of the City's Cafeteria Plan. The cost of the City's 

participation in PERS will not require the City to expend additional funds toward 

health insurance. In summary, this cost and any increases will be borne by the 

employees. 

Health Insurance Benefits for Domestic Partners 

The City has adopted a resolution electing to provide health insurance benefits to 

domestic partners (Section 22873 of the PEMHCA). 

C. CONDITIONAL OPT OUT 

In order to receive the conditional opt-out incentive, employees will be required to 

complete an affidavit and provide proof of other minimum essential coverage for 

themselves and their qualified dependents (tax family)  upon initial enrollment and 

annually thereafter. Employees are required to certify that they are not enrolled in 

an individual plan or in a medical plan offered under a federal marketplace or a state 

exchange plan. that is not overage under an 

exohange/marketplaoe or an individual plan, will be- allowed to waive medical 

coverage-fGr-themselves-aed4hek-qua4ifted-depenelents-( a-x-fam-ily) The monthly 

conditional opt-out incentives are: 

Opt Out $200 

"GrandfatheredLegacy" Opt Out $790 (hired before September 1, 2008) 

The conditional opt-out incentive shall be paid in cash (taxable income) to the 

employee. The employee must notify the City within 30 days of the loss of other 

minimum essential coverage. The conditional opt-out payment shall no longer be 

payable;  if the employee and family members cease to be enrolled in other minimum 
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essential coverage. Employees on an unpaid leave of absence, will not be eligible 

to receive the conditional opt out payment. 

Employees receiving the conditional opt-out amount will also be assessed $16.00 

per month to be placed in the Retiree Health Insurance Account. This account will 

be used to fund the City's contribution toward retiree premiums and the City's costs 

for the Public Employee's Contingency Reserve Fund and the Administrative Costs. 

However, there is no requirement that these funds be used exclusively for this 

purpose nor any guarantee that they will be sufficient to fund retiree health costs, 

although they will be used for negotiated employee benefits. 

D. DENTAL AND VISION INSURANCE/DEPENDENT COVERAGE 

Effective January 1, 2017, employee participation in the City's dental and vision plans 

is optional. Employees who elect coverage shall pay the dental and/or eye premium 

by payroll deductions on a pre-tax basis through the City's Cafeteria Plan. 

E. LIFE INSURANCE AND ACCIDENTIAL DEATH AND DISMEMBERMENT (AD&D) 

Employees shall pay for life insurance coverage of Fifty Thousand Dollars ($50,000). 

Effective April 1, 2019, Accidental Death and Dismemberment coverage in the 

amount of Fifty Thousand Dollars ($50,000) shall be paid by the employee through 

the City's Cafeteria Plan. 

F. MEDICAL PLAN REVIEW COMMITTEE 

The Association shall appoint two voting representatives to serve on a Medical Plan 

Review Committee. In addition, the Association may appoint one non-voting 

representative to provide a wider range of viewpoint for discussion. The vote of each 

voting representative shall be weighted according to the number of employees 

represented by the Association. 
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1. DUTIES AND OBLIGATIONS OF THE MEDICAL PLAN REVIEW COMMITTEE 

a. Review and suggest changes for the City's Cafeteria Plan and the insurance 

plans offered under the MOA; 

b. Submit to the City and its employee associations recommendations on 

proposed changes for the City's Cafeteria Plan and the insurance plans 

offered under the MOA; 

c. Disseminate information and educate employees about the City's Cafeteria 

Plan and the insurance plans offered under the MOA; 

d. Participate in other related assignments requested by the City and its 

employee associations. 

2. MISCELLANEOUS 

a. The actions of the Medical Plan Review Committee shall not preclude the 

Association and the City from meeting and conferring. 

b. No recommendation of the Medical Plan Review Committee on matters within 

the scope of bargaining shall take effect before completion of meet and confer 

requirements between the City and Association. 

c. If changes to the City's Cafeteria Plan, are subject to meet and confer 

requirements, the City and the Association agree to meet and confer in good 

faith. 

d. In performing its duties, the Medical Plan Review Committee may consult 

independent outside experts. The City shall pay any fees incurred for this 

consultation, provided that the City has approved the consultation and fees in 

advance. 
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Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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ARTICLE 33 - SAFETY PROGRAM 

The City shall continue a compensation program for safety representatives on the basis that 

each designated safety member shall be compensated at the rate of $10.00 per monthpaA 

period. The description of the duties of a safety committee member shall be designed by the 

Human Resources Director or designee. The intent of the safety representatives is to assist 

the Human Resources Director and the overall safety program in reducing accidents by 

reporting hazardous conditions. 

Tentative Agreement: (sign and date) 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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CITY OF SAN LUIS OBISPO (CITY) 
PROPOSAL TO 

SLO CITY EMPLOYEES' ASSOCIATION (SLOCEA), 
RE: SUCCESSOR MEMORANDUM OF UNDERSTANDING (MOU) 

June 1, 2022 

The City reserves the right to modify and/or add to this proposal. 

The City submits the following Last Best and Final Offer (LBFO) regarding the 
current successor MOU negotiations. The LBFO contains two distinct economic 
options. These two options are focused on achieving Council's Labor Relations 
Objectives, are in line with the City's Financial Outlook, and responsive to 
SLOCEA's expressed priorities. Option 1 contains retirement cost-sharing and 
Option 2 does not. The economic articles listed for each separate option (Option 1 
or 2) are not separate proposals, but are part of a package, which must be 
accepted in its entirety, or the option shall be deemed rejected. All items tentatively 
agreed to remain as tentative agreements 

The LBFO is in concept format; final language will be drafted as appropriate. 
MOU language contained in the MOU Article sections referenced below, but not 
changed, in this proposal shall remain unchanged. All terms of this proposal are 
intended to be effective following ratification by both the membership and 
subsequent adoption by the City Council. This proposal is not retroactive. 

Option 11 with Retirement Cost-Sharing 

Economic Articl s for O tion 1 

Article Number Position / Description 
Article 5 - Salary (Option 1— Including 
Retirement Cost-Sharing) Counter 

Article 7 — Standby Tentative Agreement - 5/24/22 

Article 11 - Bilingual Pay Hold 

Article 15 — Retirement Hold 

Article 16 — Insurance Counter 

Article 33 — Safety Program Tentative Agreement — contingent 
upon full economic package 

Summary of Salary/Retirement Articles for Option 1 

Components of Pay Upon 
Adoption Jul-23 Jul-24 Net 

Increase 

Equity Adjustments *avg incr. 100% 9.2%* 

COLA 1.5% 3% 3% 7.5% 

Retirement Cost-Share -3.0% 0.0% 0.0% -3.0% 
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CITY OF SAN LUIS OBISPO (CITY) 
PROPOSAL TO 

SLO CITY EMPLOYEES' ASSOCIATION (SLOCEA), 
RE: SUCCESSOR MEMORANDUM OF UNDERSTANDING (MOU) 

June 1, 2022 

The City reserves the right to modify and/or add to this proposal. 

Health Insurance Cost-Sharing 
**cost % not included for this visual Y Y Y 

Net Salary Increase 7.7% 3% 

Option 2 without Retirement Cost-Sharing 

Economic Po ticles for Op :on 2 

3% 13.7% 

Article Number Position / Description 

Article 5 - Salary (Option 2 — Not 
Including Retirement Cost-Sharing) Counter 

Article 7 — Standby Tentative Agreement - 5/24/22 

Article 11 - Bilingual Pay Hold 

Article 16 — Insurance Counter 

Article 33 — Safety Program Tentative Agreement — contingent 
upon full economic package 

Summary Salary !-stick for Orion 2 

Components of Pay Upon 
Adoption Jul-23 Jul-24 

Net 
Increase 

Equity Adjustments *avg incr. 75% 25% 8.7%* 

COLA 0.0% 1.5% 2% 3.5% 

Retirement Cost-Share 0.0% 0.0% 0.0% 0.0% 

Health Insurance Cost-Sharing 
**cost % not included for this visual Y Y Y 

Net Salary Increase 6.53% 3.67% 2.0% 12.2% 
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CITY OF SAN LUIS OBISPO (CITY) 
PROPOSAL TO 

SLO CITY EMPLOYEES' ASSOCIATION (SLOCEA), 
RE: SUCCESSOR MEMORANDUM OF UNDERSTANDING (MOU) 

June 1, 2022 

The City reserves the right to modify and/or add to this proposal. 

Option 2 Non-Economic Articles 

Article Position 

Article 3 - Term of Agreement Hold 

Article 6 — Overtime Hold / no substantive difference 

Article 9 - Work Out of Classification Counter 

Article 10 - Temporary Assignment Tentative Agreement - 5/24/22 

Article 12 - Information Technology Certification Incentives Tentative Agreement - 5/24/22 

Article 17 - Long Term Disability Insurance Tentative Agreement - 5/24/22 

Article 19 - Sick Leave Tentative Agreement - 6/1/22 

Article 21 - Family Leave Hold to 5/24/22 proposal 

Article 22 - Vacation Leave Hold to 5/24/22 proposal 

Article 23 - Workers' Compensation Leave Tentative Agreement - 6/1/22 

Article 25 - Probation Period Tentative Agreement - 5/24/22 

Article 40 - Peaceful Performance Tentative Agreement - 5/24/22 

Article 42 - New Employee Orientation Counter 

Article 43 - Personnel File Log and Security Counter 

Appendix B - Skills Based Pay Guidance Document Hold to 5/24/22 proposal 
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Proposed SLOCEA Equity Adjustments by Job Classification 
** ' ''''''' -'P ' • '' • ' • ' equity — - 

SLOCEA's PrOnnsal SA and 3B 

Propsed Propesed?, 

IW e 
Perdening Biweekly 

I Cr43150 Increase - 

ACCOUNT ' 419 2,101 5.3% $ 109 

ACCOUNTING ASSISTANT II 421 z, Iui 4, 2,276 5.3% 115 

ACCOUNTING ASSISTANT III .424 2,276 2,459 8.0% $ 183 

ADMINISTRATIVE ASSISTANT I 419 $ 2,032 $ 2,161 5.3% 109 

ADMINISTRATIVE ASSISTANT II 421 $ 2, 161 $ 2,276 5.3% $ 115 

ADMINISTRATIVE ASSISTANT III 424 $ 2,396 $ 2,459 2.6% $ 63 

APPLICATION SYSTEM SPECIALIST 445 S 3,631 $ 4,243 16,9% ' $ 612 

AQUATICS COORDINATOR 431 $ 2,874 2,951 2.7% $ 77 

ASSISTANT PLANNER 436 $ 3,028 $ 3,359 10,9% $ 331 

ASSOCIATE PLANNER 441 3,448 $ 3,824 10.9% $ 376 

BUILDING INSPECTOR I .• 434 $ 3,028 $ 3,190. 5.4% .$ 162 

BUILDING INSPECTOR II 437 $ 3,273 $ 3,448 5.3% $ 175 

CANNABIS BUSINESS COORDINATOR 441 $ 3,448 $ 3,824 10.9% $ 376 

CODE ENFORCEMENT OFFICER I 435 $ 3,028 5 3,273 8.1% $ 245 

CODE ENFORCEMENT OFFICER II 438 $ 3,273 $ 3,538 8.1% $ 265 

CODE ENFORCEMENT TECHNICIAN I 424 $ 2,276 $ 2,459 8.0% $ 183 

CODE ENFORCEMENT TECHNICIAN II 426 $ 2,396 $ 2,591 8.1% $ 195 

COMMUNICATIONS COORDINATOR 427 $ 2,591 $ 2,659 2.6% $ 68 

CONTROL SYSTEMS ADMINISTRATOR 445 $ 3,631 4,243 16.9% 612 

DEPUTY CITY CLERK I 424 5 2,396 $ 2,459 2.6% $ 63 

DEPUTY CITY CLERK II 427 $ 2,591 $ 2,659 2.6% $ .68 

ENGINEER I 438 $ 3,273 $ 3,538 8.1% $ 265 

ENGINEER II 442 $ 3,631. $ 3,926 8.1% $ 295 

ENGINEER III 445 $ 3,926 $ 4.243 8.1% 317 

ENGINEERING INSPECTOR I 433 - $ 2,874 $ 3,108 8.1% $ 234 

ENGINEERING INSPECTOR II 436 $ 3,108 $ 3,359 8.1% $ 251 

ENGINEERING INSPECTOR III 442 $ 3,631 $ 3,926, 8.1% $ 295 

ENGINEERING INSPECTOR IV 445 3,926 $ 4,243 8.1% $ 317 

ENGINEERING TECI-INICIAN I 426 $ 2,396 $ 2,591 8.1% $ 195 

ENGINEERING TECHNICIAN II 428 $ 2,526 $ 2,728 8.0% 202 

ENGINEERING TECHNICIAN III 433 $ 2,874 $ 3,108 8.1% $ 234 

ENTERPRISE SYSTEM DATABASE ADMINISTRATOR 445 $ 3,631 $ 4,243 16.9% $ 612 

ENVIRONMENTAL COMPLIANCE INSPECTOR 435 $ 3,028 3,273 3.1% $ 245 

EQUIPMENT OPERATOR 426 $ 2,335 $ 2,591 11.0% $ 256 

FACILITIES MAINTENANCE TECHNICIAN (SBP) 451 $ - 2,805 $ 3,086 10.0% 281 

FINANCIAL SPECIALIST 425 $ 2,396 $ 2.526 5.4% $ 130 

GIS SPECIALIST I 439 $ 3,108 $ 3,831 16.8% 523 

GIS SPECIALIST II 443 $ 3,448 $ 4,028 16.8% $ 530 

GOLF MAINTENANCE CREW COORDINATOR 428 $ 2,591 $ 2,728 • 5.3% $ 137 

HEAVY EQUIPMENT MECHANIC 430 $ 2,591 $ 2,874 10.9% 283 

HOUSING COORDINATOR 441 $ 3,448 $ 3,824 10.9% $ 376 

INFORMATION TECHNOLOGY ASSISTANT 429 $ 2,396 $ 2,801 16.9% $ 405 

INFORMATION TECHNOLOGY SECURITY ENGINEER 447 $ , -3,824 4,469 16,9% 645 

INFORMATION TECHNOLOGY SYSTEM ENGINEER 445 3,631 $ 4,243 16.9% $ 612 

LABORATORY ANALYST (SSP) 455 $ 3,594 $ 3,882 8.0% 5 288 

MAINTENANCE CONTRACT COORDINATOR 433 $ 2,874 3,108 8.1% $ 234 

MAINTENANCE WORKER I - PARKS 421 $ 2,052 $ 2,276 10.9% $ . 224 

MAINTENANCE WORKER II - PARKS 423 $ 2,161 $ 2,396 10.9% $ 235 

MAINTENANCE WORKER III - PARKS 425 $ 2,276 2,526 11.0% $ 250 

MECHANIC HELPER 421 $ 2,052 $ 2,276 10.9% $ 224 

PARKING COORDINATOR 430 $ 2,591 $ 2,874 10.9% $ 283 

PARKING ENFORCEMENT OFFICER I 424 $ 2,217 $ 2,459 10.9% $ 242 

PARKING ENFORCEMENT OFFICER II 427 , $ 2,396 $ 2,659 11.0% 263 

PARKING METER REPAIR WORKER 426 $ 2,276 $ 2,591 13.8% $ 316 

PARKS CREW COORDINATOR 434 $ 2,805 $ 3,190 13.7% $ 335 

PARKS MAINTENANCE SPECIALIST (SBP) 451 $ 2,805 $ 3,086 10.0% $ 281 

PERMIT TECHNICIAN I 421 $ 2,161 $ 2,276 5.3% 115 

PERMIT TECHNICIAN II 424 $ 2,396 $ 2,459 2.6% $ 63 

PERMIT TECHNICIAN III 428 ' 2,659 $ 2,728 2.6% $ 69 

PLANNING TECHNICIAN 426 $ 2,396 $ 2,591 8.1% $ 195 

PLANS EXAMINER 439 - $ 3,448 3,631 5.3% $ 183 

RANGER MAINTENANCE WORKER I 421 $ 1,950 $ 2,276 16.7% $ 326 

RANGER MAINTENANCE WORKER II 423 $ 2,161 $ 2,396 . 10.9% 235 

RECREATION COORDINATOR 427 $ 2,591 $ 2,659 2.6% $ 68 

SIGNAL AND STREETLIGHT TECHNICIAN 435 - $ 2,874 3,273 13.9% $ 399 

SOLID WASTE AND RECYCLING COORDINATOR 440 $ 3,448 $ 3,727 8.1% 279 

STREETS CREW COORDINATOR 434 $ 2,805 $ 3,190 13.7% 385 

STREETS MAINTENANCE OPERATOR (SBP) 451 2,805 $ 3,086 10.0% $ 281 

SUPERVISING ACCOUNTING ASSISTANT 428 • $ 2,591 $ 2,728 5.3% $ 137 

SUPERVISING ADMINISTRATIVE ASSISTANT 427 $ 2,591 2,659 2.6% $ 68 

SUPERVISING UTILITY BILLING ASSISTANT 428 2,391 2,728 5.3% $ 137 

SWEEPER OPERATOR 425 $ 2,335 $ 2,526 8.2% $ 191 

SYSTEMS INTEGRATION ADMINISTRATOR 445 $ 3,631 $ 4,243 18.9% $ 612 

TOURISM COORDINATOR 427 $ 2,591 $ 2,659 2.6% 5 68 

TRANSIT ASSISTANT 424 $ 2,396 $ 2,459 2.6% $ 63 

TRANSIT COORDINATOR 427 $ 2,591 _$ 2,659 2,6% $ 68 

TRANSPORTATION PLANNER-ENGINEER I 438 3,273 $ 3,538 3,1% 5. 265 

TRANSPORTATION PLANNER-ENGINEER II 442 $ 3,631 $ 3,926 8.1% $ 295 
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Proposed SLOCEA Equity Adjustments by Job Classification 
*"These are the pr^nosed (lily adjustments for the City's LBFO Option 1 and SLOCEA's Proposal 3A and 3B 

, 
317 TRANSPORTATION PLANNER-EI' . . 1 445 4,243 8.1% 

UNDERGROUND UTILITIES LOCATOR 428 2,728 13.9% 332 

URBAN FORESTER (SBP) 451 S 2,805 3,086 10.0% 281 

UTILITY BILLING ASSISTANT 421 $ 2,161 $ 2,276 5.3% $ 115 
WASTEWATER COLLECTION SYSTEM OPERATOR (SBP) 453 $ 3,151 $ 3,529 12M% $ 378 
WATER DISTRIBUTION CHIEF OPERATOR 442 $ 3,448 $ 3,926 13.9% 478 
WATER DISTRIBUTION SYSTEM OPERATOR (SBP) 453 $ 3,151 $ 3.529 12.0% $ 378 
WATER RESOURCE RECOVERY FACILITY CHIEF MAINTENANCE TECHNICIAN 444 3,678 $ 4,134 12,4% $ 456 
WATER RESOURCE RECOVERY FACILITY CHIEF OPERATOR 446 $ 3875 S 4,354 12.4% $ 479 
WATER RESOURCE RECOVERY FACILITY MAINTENANCE TECHNICIAN (SBP) 456 6 3,694 $ 4,025 12.0% $ 431 
WATER RESOURCE RECOVERY FACILITY OPERATOR (SBP) 456 $ 3,594 $ 4,025 12.0% $ • 431 
WAT ER RESOURCES TECHNICIAN 434 $ 2,874 $ 3,190 11.0% $ 316 
WATER SUPPLY OPERATOR (SBP) 453 $ '3,151 $ 3,529 12.0% $ 378 
WATER TREATMENT PLANT CHIEF MAINTENANCE TECHNICIAN 444 $ 3,678 $ 4,134 12.4% 456 
WATER TREATMENT PLANT CHIEF OPERATOR 446 $ 3,875 $ 4,354 12.4% . $ 479 
WATER TREATMENT PLANT OPERATOR (SBP) 456 $ 3,594 4,025 12.0% $ 431 
YOUTH SERVICES COORDINATOR 431 $ 2,874 $ 2,951 2.7% $ 77 
YOUTH SERVICES PROGRAM ASSISTANT 421 $ 2,161 2,276 5.3% $ 115 
YOUTH SERVICES PROGRAM SPECIALIST 421 2,161 $ 2,276 5.3% $ 115 
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'San Luis Obispo City Employees' Association 
Negotiations Proposal #3A 

To 
City of San Luis Obispo Management Representatives 

July 6th, 2022 

SLOCEA reserves the right to modify and/or add to this proposal. 

The provisions contained herein are not separate proposals, but are part of a package, which must 
be accepted in its entirety, or it shall be deemed rejected. This proposal is in concept format; 
final MOA language will be drafted as appropriate. All terms of this proposal are intended to be 
effective July 1, 2022, following ratification by both membership and subsequent adoption by 
the City Council. Parties tentatively agreed to twenty (20) non-economic issues on May 24th and 
June 1st, 2022, which shall remain tentative until parties' final agreement on all economic issues. 
Tentative agreements are not incorporated in this proposal in the interest of clarity, however are 
retained as separate executed documents by parties Chief Negotiators. 

Article 3 Term of Agreement 

This Agreement shall become effective July 1, 2019  2022, except that those 

provisions which have specific implementation dates shall be implemented on 

those dates and shall remain in full force and effect until midnight June 30, 2022 

2026-2023. 

Article 5 Sala Section A - RULES GOVERNING STEP CHANGES FOR NON-
SKILLS BASED PAY EMPLOYEES 107-06-20221 

(5) Employees may advance multiple steps during a single probationary or 
annual performance evaluation, provided they meet the criteria for each step. 
Placement adjustments are recommended by the supervisor and made at the 
time of the employee's evaluation. Adjustments may include more than one step 
at each evaluation, depending on completion of step criteria. The above criteria 
for step increases apply except where other arrangements are authorized by the 
Department Head with the concurrence of the City Manager. 

Article 5 Salary Section D - Computation of Salary Range 

Each salary range consists of five steps (1 through 5). Steps 1 through 4 equal 

95% of the next highest step, computed to the nearest one dollar. 

Step 4 = 95% of Step 5 

Step 3 = 95% of Step 4 

Step 2 = 95% of Step 3 
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Step 1 = 95% of Step 2 

Each across the board % salary increase shall raise step 5 of range 1 by that %. 

Step 5 of each successive salary range will be 2.63% above step 5 of the next 

lower range. After all step 5's of salary ranges have been established, each 

biweekly step 5 shall be rounded off to the nearest $1.00 and the remaining 

steps established in accordance with the above formula. 

Salary Section E — Salary Provision for the Term of Agreement 

The-pacties-agFee4e-a-salary-inereas&-as-set--forth-beiew-to-be-effeetive-GA414e 

first day of the first full payroll period following the date specified below for all unit 

fnember-s,Salary increases will be effective the first day of the first full pay period 

in the month listed below for all classifications: 

• December 2020 1.5% 

• Jul-y-20-21  2,5% 

• 1F-eliowing_Couneil-adeptiOn-arlJuly-2-02-21whieheve-r is la,: 1.0% 

July 2022 1.5% 

• day-agaa 2.55.26°/ 

257 2611/0 

Salary Section F — Market Equity Adjustments 

*Adjustments—Sitie—LetteF-to--the4uly--1-r -20-1-9--d-une4O; 2922 

Memeramtual-efAgreement-Between4he-Gity-ef-San-L-Wis-Gbiepe-and-the-San-Ltiis 

Obiopo City Employees' Association shaH herein be incorporated into the July 1, 

2-022--June-305-2023-Memor-aadum-ef-AgreemeRt 

In addition to the above listed salary increases, the following classifications shall 

receive market equity adjustments to be effective the first day of the first full pay 

period i:041-ovving Couned—adoption- or—of July 2022 vvhiehEwc:;' later. These 

adjustments are based on the 2021 Benchmark Compensation Study results and 

are implemented in an effort to address recruitment and retention challenges: 
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Classification Title Adjusted 
% 

# Grade Adjust-
ments 

Accounting Assistant I 5.31% 2 

Accounting Assistant II 5.32% 2 

Accounting Assistant III 8.04% 3 

Administrative Assistant I 5.31% 2 

Administrative Assistant II 5.32% 2 

Administrative Assistant III 2.63% 1 

Application System Specialist 16.85% 6 

Aquatics Coordinator 2.68% 1 

Assistant Planner 10,93% 4 

Associate Planner 10.90% 4 

Building Inspector I 5.35% 2 

Building Inspector II 5.35% 2 

Cannabis Business Coordinator 10.90% 4 
Code Enforcement Officer I 8.09% 3 
Code Enforcement Officer II 8.10% 3 
Code Enforcement Technician I 8.04% 3 
Code Enforcement Technician II 8.14% 3 
Communications Coordinator 2.62% 1 
Control Systems Administrator 16.85% 6 
Deputy City Clerk I 2.63% 1 
Deputy City Clerk II 2.62% 1 
Engineer I 8.10% 3 
Engineer II 8.12% 3 
Engineer III 8.07% 3 
Engineering Inspector I 8.14% 3 
Engineering Inspector II 8.08% 3 
Engineering Inspector III 8.12% 3 
Engineering Inspector IV 8.07% 3 
Engineering Technician I 8.14% 3 
Engineering Technician II 8.00% 3 
Engineering Technician III 8.14% 3 
Enterprise System Database Administrator 16.85% 6 
Environmental Compliance Inspector 8.09% 3 
Equipment Operator 10.96% 4 
Facilities Maintenance Technician (SBP) 10.02% 4 
Financial Specialist 5.43% 2 
GIS Specialist I 16.83% 6 
GIS Specialist II 16.82% 6 
Golf Maintenance Crew Coordinator 5.29% 2 
Heavy Equipment Mechanic 10.92% 4 
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Housing Coordinator 10.90% 4 

Information Technology Assistant 16.90% 6 

Information Technology Security Engineer 16.87% 6 

Information Technology System Engineer 16.85% 6 

Laboratory Analyst (SBP) 8.01% 3 

Maintenance Contract Coordinator 8.14% 3 

Maintenance Worker I - Parks 10.92% 4 

Maintenance Worker II - Parks 10.87% 4 

Maintenance Worker III - Parks 10.98% 4 

Mechanic Helper 10.92% 4 

Parking Coordinator 10.92% 4 

Parking Enforcement Officer I 10.92% 4 

Parking Enforcement Officer II 10.98% 4 

Parking Meter Repair Worker 13.84% 5 

Parks Crew Coordinator 13.73% 5 

Parks Maintenance Specialist (SBP) 13.80% 5 

Permit Technician I 5.32% 2 

Permit Technician II 2.63% 1 

Permit Technician III 2.59% 1 

Planning Technician 8.14% 3 

Plans Examiner 5.31% 2 

Ranger Maintenance Worker I 16.72% 6 

Ranger Maintenance Worker II 10.87% 4 

Recreation Coordinator 2.62% 1 

Signal and Streetlight Technician 13.88% 5 

Solid Waste and Recycling Coordinator 8.09% 3 
Streets Crew Coordinator 13.73% 5 
Streets Maintenance Operator (SBP) 13.80% 5 
Supervising Accounting Assistant 5.29% 2 

Supervising Administrative Assistant 2.62% 1 

Supervising Utility Billing Assistant 5.29% 2 

Sweeper Operator 8.18% 3 
Systems Integration Administrator 16.85% 6 

Tourism Coordinator 2.62% 1 
Transit Assistant 2.63% 1 
Transit Coordinator 2.62% 1 

Transportation Planner-Engineer I 8.10% 3 
Transportation Planner-Engineer II 8.12% 3 
Transportation Planner-Engineer III 8.07% 3 
Underground Utilities Locator 13.86% 5 
Urban Forester (SBP) 10.02% 4 
Utility Billing Assistant 5.32% 
Wastewater Collection System Operator (SBP) 12.00% 5 
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Water Distribution Chief Operator 13.86% 5 

Water Distribution System Operator (SBP) 12.00% 5 

Water Resource Recovery Facility Chief Maintenance 
Technician 

12.40% 5 

Water Resource Recovery Facility Chief Operator 12.36% 5 

Water Resource Recovery Facility Maintenance Technician 
(SBP) 

11.99% 5 

Water Resource Recovery Facility Operator (SBP) 11.99% 5 

Water Resources Technician 11.00% 4 

Water Supply Operator (SBP) 12.00% 5 

Water Treatment Plant Chief Maintenance Technician 12.40% 5 
Water Treatment Plant Chief Operator 12.36% 5 
Water Treatment Plant Operator (SBP) 11.99% 5 
Youth Services Coordinator 2.68% 1 

Youth Services Program Assistant 5.32% 2 

Youth Services Program Specialist 5.32% 2 

Article 7 Standby Section B 

Effective the first full pay period following the adoption of this agreement by City 

Council, employees will receive forty-five dollars ($45) for each weekday, and 

sixty-five dollars ($65) for each weekend day and holiday of such assignment. 

Employees working an alternative work schedule that are assigned to standby 

duties and are scheduled off work on a weekday shall receive sixty-five dollars 

($65) weekend standby pay. 

Bargaining Unit members who are assigned mandatory standby duties more 

frequently than one week per calendar month shall receive two times the 

effective standby rate for each additional mandatory standby period worked in 

that calendar month. 

Except as expressly modified by the terms of this tentative agreement, all existing terms and 
conditions of the MOA remain as provided. 
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Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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San Luis Obispo City Employees' Association 
Negotiations Proposal #3B 

To 
City of San Luis Obispo Management Representatives 

July 6th, 2022 

SLOCEA reserves the right to modify and/or add to this proposal. 

The provisions contained herein are not separate proposals, but are part of a package, which must 
be accepted in its entirety, or it shall be deemed rejected. This proposal is in concept format; 
final MOA language will be drafted as appropriate. All terms of this proposal are intended to be 
effective July 1, 2022, following ratification by both membership and subsequent adoption by 
the City Council. Parties tentatively agreed to twenty (20) non-economic issues on May 24th and 
June 1st, 2022, which shall remain tentative until parties' final agreement on all economic issues. 
Tentative agreements are not incorporated in this proposal in the interest of clarity however, are 
retained as separate executed documents by parties Chief Negotiators. 

Article 3 Term of Agreement 

This Agreement shall become effective July 1, 2019  2022, except that those 

provisions which have specific implementation dates shall be implemented on 

those dates and shall remain in full force and effect until midnight June 30, 20.2-2 

2446-2024. 

Article 5 Salary Section A - RULES GOVERNING STEP CHANGES FOR NON-
SKILLS BASED PAY EMPLOYEES 107-06-20221 

(5) Employees may advance multiple steps during a single probationary or 
annual performance evaluation, provided they meet the criteria for each step. 
Placement adjustments are recommended by the supervisor and made at the 
time of the employee's evaluation. Adjustments may include more than one step 
at each evaluation, depending on completion of step criteria. The above criteria 
for step increases apply except where other arrangements are authorized by the 
Department Head with the concurrence of the City Manager. 

Article 5 Salary Section D - Computation of Salary Range 

Each salary range consists of five steps (1 through 5). Steps 1 through 4 equal 

95% of the next highest step, computed to the nearest one dollar. 

Step 4 = 95% of Step 5 

Step 3 = 95% of Step 4 

Step 2 = 95% of Step 3 
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Step 1 = 95% of Step 2 

Each across the board % salary increase shall raise step 5 of range 1 by that %. 

Step 5 of each successive salary range will be 2.63% above step 5 of the next 

lower range. After all step 5's of salary ranges have been established, each 

biweekly step 5 shall be rounded off to the nearest $1.00 and the remaining 

steps established in accordance with the above formula. 

Salary Section E — Salary Provision for the Term of Agreement 

The-paFties.-agfee-to-a-salacy-'inerease-as-set-fectil-below-te-be-effeetive-en-the 

ficst-elay-ef-the-fir-eMull-payreIl-per-iod-fel ing the4ate-staeGified-bele fer-all-unit 

member-s,Salary increases will be effective the first day of the first full pay period 

in the month listed below for all classifications: 

• December 2020 1.5% 

  -2:€% 

• Fol-l-ow inOil.adoptio.i 1 O%. 

July 2022 1.5%

July 2023 3.0% 

• 4431462•224 

Salary Section F - Market Equity Adjustments 

The-Maitket-Equity-Adjustments--Side-hetteF-404he-July--1-,---20-1-9---June-307-2022 

Memer-andura-ef-Agreement-lietween-the-Wef-San-Luis-Olaispe-aml-the-gan-Luis 

Obispo City Employees' Association shall herein be incorporated into the July 1, 

2022—Ame407-20234.4emeFanduna-ef-Agreement. 

In addition to the above listed salary increases, the following classifications shall 

receive market equity adjustments distributed over two years. Any adjustment up to 

8.25% will be effective the first day of the first full pay period following Conlwil 

adoption or of July 2022. whick:wer i&.-lateri: Any remaining percentage adjustment 

will be effective the first day of the first full pay period in July 2023. These 
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adjustments are based on the 2021 Benchmark Compensation Study results and 

are implemented in an effort to address recruitment and retention challenges: 

Classification Title Adjusted 
% 

# Grade Adjust-
ments 

Accounting Assistant I 5.31% 2 

Accounting Assistant II 5.32% 2 

Accounting Assistant III 8.04% 3 

Administrative Assistant I 5.31% 2 

Administrative Assistant II 5.32% 2 

Administrative Assistant III 2,63% 1 

Application System Specialist 16.85% 6 

Aquatics Coordinator 2.68% 1 

Assistant Planner 10.93% 4 

Associate Planner 10.90% 4 
Building Inspector I 5.35% 2 
Building Inspector II 5.35% 2 
Cannabis Business Coordinator 10.90% 4 
Code Enforcement Officer I 8.09% 3 
Code Enforcement Officer II 8.10% 3 
Code Enforcement Technician I 8.04% 3 
Code Enforcement Technician II 8.14% 3 
Communications Coordinator 2.62% 1 
Control Systems Administrator 16.85% 6 
Deputy City Clerk I 2.63% 1 
Deputy City Clerk II 2.62% 1 
Engineer I 8.10% 3 
Engineer II 8.12% 3 
Engineer III 8.07% 3 
Engineering Inspector I 8.14% 3 
Engineering Inspector II 8.08% 3 
Engineering Inspector III 8.12% 3 
Engineering Inspector IV 8.07% 3 
Engineering Technician I 8.14% 3 
Engineering Technician II 8.00% 3 
Engineering Technician III 8.14% 3 
Enterprise System Database Administrator 16.85% 6 
Environmental Compliance Inspector 8.09% 3 
Equipment Operator 10.96% 4 
Facilities Maintenance Technician (SBP) 10.02% 4 
Financial Specialist 5.43% 2 
GIS Specialist I 16.83% 6 
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GIS Specialist II 16.82% 6 

Golf Maintenance Crew Coordinator 5.29% 2 

Heavy Equipment Mechanic 10.92% 4 

Housing Coordinator 10.90% 4 

Information Technology Assistant 16.90% 6 

Information Technology Security Engineer 16.87% 6 

Information Technology System Engineer 16.85% 6 

Laboratory Analyst (SBP) 8.01% 3 

Maintenance Contract Coordinator 8.14% 3 

Maintenance Worker I - Parks 10.92% 4 

Maintenance Worker II - Parks 10.87% 4 

Maintenance Worker III - Parks 10.98% 4 

Mechanic Helper 10.92% 4 

Parking Coordinator 10.92% 4 

Parking Enforcement Officer I 10.92% 4 

Parking Enforcement Officer II 10.98% 4 

Parking Meter Repair Worker 13.84% 5 

Parks Crew Coordinator 13.73% 5 

Parks Maintenance Specialist (SBP) 13.80% 5 

Permit Technician I 5.32% 2 

Permit Technician II 2.63% 1 

Permit Technician III 2.59% 1 

Planning Technician 8.14% 3 

Plans Examiner 5.31% 2 

Ranger Maintenance Worker I 16.72% 6 

Ranger Maintenance Worker II 10.87% 4 

Recreation Coordinator 2.62% 1 

Signal and Streetlight Technician 13.88% 5 

Solid Waste and Recycling Coordinator 8.09% 3 

Streets Crew Coordinator 13.73% 5 

Streets Maintenance Operator (SBP) 13.80% 5 

Supervising Accounting Assistant 5.29% 2 

Supervising Administrative Assistant 2.62% 1 

Supervising Utility Billing Assistant 5.29% 2 

Sweeper Operator 8.18% 3 

Systems Integration Administrator 16.85% 6 

Tourism Coordinator 2.62% 1 

Transit Assistant 2.63% 1 

Transit Coordinator 2.62% 1 

Transportation Planner-Engineer I 8.10% 3 

Transportation Planner-Engineer II 8.12% 3 

Transportation Planner-Engineer III 8.07% 3 

Underground Utilities Locator 13.86% 5 
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Urban Forester (SBP) 10.02% 4 

Utility Billing Assistant 5.32% 2 

Wastewater Collection System Operator (SBP) 12.00% 5 

Water Distribution Chief Operator 13,86% 5 

Water Distribution System Operator (SBP) 12.00% 5 

Water Resource Recovery Facility Chief Maintenance 
Technician 

12.40% 5 

Water Resource Recovery Facility Chief Operator 12.36% 5 

Water Resource Recovery Facility Maintenance Technician 
(SBP) 

11.99% 5 

Water Resource Recovery Facility Operator (SBP) 11.99% 5 

Water Resources Technician 11.00% 4 

Water Supply Operator (SBP) 12.00% 5 

Water Treatment Plant Chief Maintenance Technician 12.40% 5 
Water Treatment Plant Chief Operator 12.36% 5 

Water Treatment Plant Operator (SBP) 11.99% 5 

Youth Services Coordinator 2.68% 1 

Youth Services Program Assistant 5.32% 2 
Youth Services Program Specialist 5.32% 2 

Article 7 Standby Section B 

Effective the first full pay period following the adoption of this agreement by City 

Council, employees will receive forty-five dollars ($45) for each weekday, and 

sixty-five dollars ($65) for each weekend day and holiday of such assignment. 

Employees working an alternative work schedule that are assigned to standby 

duties and are scheduled off work on a weekday shall receive sixty-five dollars 

($65) weekend standby pay. 

Bargaining Unit members who are assigned mandatory standby duties more 

frequently than one week per calendar month shall receive two times the 

effective standby rate for each additional mandatory standby period worked in 

that calendar month. 
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Except as expressly modified by the terms of this tentative agreement, all existing terms and 
conditions of the MOA remain as provided. 

Che Johnson, Chief Negotiator Dale E. Strobridge, Chief Negotiator 

Nickole Domini, Human Resources Director Ryan Dale, SLOCEA President 
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Angie Work 

From: Domini, Nickole <ndomini@slocity.org> 
Sent: Thursday, July 7, 2022 8:01 AM 
To: Domini, Nickole; Roltgen, Brittani; Andrews, Jeff 
Subject: SLOCEA Negotiations Update - 7/7/2022 

Bcc: All City Employees and SLOCEA negotiating team 

As you may be aware, the City and SLOCEA have been negotiating since March 2022 in an effort to reach 
agreement on a successor contract to provide increases for all SLOCEA employees. Unfortunately, the City 
declared 'impasse' with SLOCEA yesterday as the parties are at a standstill on the economic components of 
the contract. 

The City provided a Last, Best, and Final Offer on June 1st offering an average salary increase of 
14.36% over the course of a three-year agreement. At the end of the proposed three-year deal, this is 
an additional $2.5 million in ongoing/annual salary and benefit costs. SLOCEA's current proposal, 
provided July 6, 2022, is outside the direction provided by the City Council and not aligned with Council-
adopted Labor Relations Objectives or the adopted budget. 

In an effort to be transparent and educate employees on the labor negotiations process, a SharePoint page has 
been developed. This page includes a summary of the labor negotiations process, a side-by-side of the parties' 
proposals, examples of the proposed equity adjustments, and more. After your review and if you have any 
questions, please reach out to one of the City's negotiating team members: @Domini, Nickole, @Roltgen, 
Brittani, or @Andrews, Jeff. 

The City remains motivated to reach agreement so a successor Memorandum of Understanding can be 
implemented for SLOCEA employees as soon as possible. 

Best, 

Nickole Domini 
pronouns she/her/hers 
Human Resources Director 

CITY or 
Sart LUIS O14I PO 

Human Resources 
990 Palm Street, San Luis Obispo, CA 93401-3249 
E ndomini@slocity.org 
T 805.781.7251 
C 805.431.4471 
locity.org 

y nn cted with the City by signing up for e-notifications 
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