Unit B SEIU District Proposals 10-22-2025

UNIT B - ARTICLE IV
UNION RIGHTS

1.0 - 6.0 — Parties Proposed No Changes
7.0 — District Proposes Current Contract Language
8.0 — 10.0 — Parties Proposed No Changes

UNIT B - ARTICLE IX
HOURS AND OVERTIME

1.0 - 1.1 - District Proposes Current Contract Language

1.2 The workweek of employees shall normally be Monday through Friday,
provided, however, that the District may establish a different workweek for particular
employees, classes, or shifts as required to meet the operational needs of the District. However
when the District establishes a different workweek for any classification of employees, it shall notify
the Union of its intent 10 working days before change is effective and upon request shall bargain
with the Union_over the impact and effects of the change to the affected classification of
employees. Such bargaining shall not delay the implementation of the change.

1.3 Full-time employment for employees shall be based on a forty (40) hour
workweek of eight (8) hours per day, or a thirty-five (35} hour workweek of seven (7) hours per
day, exclusive of meal periods. Employees' daily hours of work and shifts shall be established at
the discretion of the District to meet the operational needs of the District, provided, however,
that employees shall not have a regular assignment for less than sixty (60) hours a pay period and
that, except in cases of temporary emergency, employees shall not be assigned split shifts in
regular assignments.

1.3 - District Proposes Current Contract Language
1.4 - 1.6 — Parties Proposed No Changes

1.7 Prior to any substantial change of a permanent nature that affects an
employee’s work week or daily hours of work, the employee involved shall be given reasonable
advance notification.

a. Prior to a permanent change of a work week from Monday to Friday, the District
{1) Give the employee (4) weeks’ notice.
(2) Request volunteers to assume the work week change, if applicable.
(3) Give priority to the employee who assumed the new work week to return to
a Monday to Friday work week should a vacancy occur.
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1.8 — Parties Proposed No Changes

2.0 Overtime: To the extent practicable, the District shall use reasonable efforts to
distribute overtime work equitably among the qualified employees of an office, operational unit,
or work group with consideration given to District need and employee’s availability in making the
distribution. Employees shall be responsible for updating their contact information with the
appropriate office, operational unit, or waork group so that they may be contacted when an
overtime opportunity becomes available. Upon reasonable notice an employee shall be required
to work overtime as needed. If an employee is not available for an overtime assignment, it shall be
without prejudice to consideration of that employee for subsequent overtime assignments. A
record of overtime hours worked by each employee in an office, operational unit, or work group
shall be kept for each work year and shall be made readily available to employees and/or the
Union. Though an employee may be required to work overtime upon reasonable notice, an
employee cannot be required to work more than 44 hours of overtime in a month, except in the
case of a fire, flood, earthquake, epidemic, emergency created by war as declared by federal or
state authorities, when needed to work as disaster service workers under the law or other bona
fide emergency situations (e.g., cyber attack, airplane fuel spill). No subcontracted employee
shall be offered any overtime hours before all eligible district employees at the site/location have
been offered the work.

2.1 — 2.4 — Parties Proposed No Changes
3.0 — District Proposes Current Contract Language
3.1~ 4.1 - Parties Proposed No Changes

District shall use all reasonable efforts to distribute temporary additional non overtime hours

= = e o

equitably among the gualified employees of an office, operational unit, or work group with
consideration given to District need, employee’s district seniority and availability in making the
distribution. Employees shall be responsible for updating their contact information with the
appropriate office, operational unit, or work group so that they may be contacted when an
opportunity for additional hours becomes available. If an employee is not available to work
additional hours, it shall be without prejudice to consideration of that employee for subsequent
assisnments. No subcontracted employee shall be offered any hours before all eligible district
employees at the work site/location have been offered the work.

6.0 — 6.1 — Parties Proposed No Changes
7.0 — District Proposes Current Contract Language
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8.0a — Parties Proposed No Changes

8.0 b. Alleged violations of this Section shall be subject to the following special
grievance procedure:

il Any grievances alleging violations of Section 8.0, above, must be filed with
the immediate administrator with a copy to the Local District Superintendent
/Division head within five days of the occurrence of the facts upon which the
grievance is based. Within five days of receipt of the grievance, the immediate
administrator shall hold a meeting to discuss the matter and following the
meeting shall reply, in writing, within five days to the employee, the Union

representative{iany}, and the Local District Superintendent/ Division head.
Agreed 7/24/2024

2. If the employee and/or the Union wishes to obtain review of the above
decision, a written request to the appropriate Local District Superintendent/
Division head shall be delivered within three (3) days of receipt of the immediate
administrator's reply. Within five (5) days after receipt of the request, the Local
District Superintendent/Division head or designee shall hold a meeting to discuss
the matter, and shall, by the end of the day following, announce a decision. The
announcement shall be in person or by telephone, with an immediate confirming

letter sent to the employee and representative{if-any) the Union.
Agreed 7/24/2024

8.0 b 3-4 — Parties Proposed No Changes

UNIT B - ARTICLE XI
TRANSFER PROCEDURES AND CERTAIN STAFFING PROCEDURES

1.0-7.2 a —Parties Propose No Changes

b. During the initial application period, employees will be given 5 working
days to respond to an assignment offered. Employees shall be notified in writing as to
assignment to summer session. To the extent possible, such notice shall be ten (10) working
days prior to going off-track.

7.2c — 8.0 — Parties Propose No Changes

UNIT B - ARTICLE Xl
WAGES AND SALARIES, PAY ALLOWANCES, DIFFERENTIALS AND CERTAIN SALARY PRACTICES

1.0 - 4.1 —Parties Proposed No Changes

4.2 Eligible full-time employees shall be paid at the rate of $:2875 $1.00 per
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hour if required to speak, read, and write a non-English language, or equivalent to $375 5.50 per
hour if only required to converse in a non-English language.
AGREED 9/11/2025

4.3 Eligible full-time employees who have passed the District sign language
test at Level | shall be paid at the rate of $28%5 $1.00 per hour if required to converse in sign
language. Eligible full-time employees who have passed the District sign language test at Level II
shall be paid at the rate of $375 5.50 per hour if required to converse in sign language.
AGREED 9/11/2025

4.4 - 5.4 — Parties Proposed No changes
6.0 — District Proposes Current Contract Language
7.0 — 11.0 — Parties Proposed No Changes

12.0 Payroll Errors:

12.1 Off-Cycle Pay Warrant: A permanent regular employee who does not
receive a scheduled pay warrant or receives an underpayment because of problems involving
assignment, time reporting, or payroll processing, may request an Off-Cycle_Pay Warrant for
hours reported and approved by the employee’s work location. The request will be processed

and a warrant will be mailed made-availableforpick-up within (3) work days unless employee

has previously requested reguests that the warrant is made available for pick up. be-mailed—n

12.1 a—13.0 — Parties Proposed No Changes

13.1  The longevity increment shall become effective on thefirst-day-ofthe-second
SpecialSehooHMenth July 1% following completion of the qualifying number of years of service.

13.2 — 13.3 — Parties Proposed No Changes

13.4 The longevity increment schedule for years of qualifying District service
shall be:

$-15625 S .31250 per hour after 10 years

$-18750 S .37500 per hour after 15 years

$-21875 S .43750 per hour after 20 years

$-25000 S .50000 per hour after 25 years

$-28125 S .56250 per hour after 30 years
AGREED 9/11/2025

14.0 — Parties Propose No Changes
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UNIT B - ARTICLE XIV
HEALTH AND WELFARE

1.0 - 4.0 f — Parties Proposed No Changes

g. For employees hired on or after *July 1, 2018, years of qualifying service
and age must total at least eighty-seven (87} in order to qualify for retiree health benefits.
This must include a minimum of thirty (30) consecutive years of service with the District
immediately prior to retirement.

District Proposes Current Contract Language

4.0 h —13.0 ~ Parties Propose No Changes

UNIT B - ARTICLE XV
HOLIDAYS

1.0 Holidays: An employee in a regular assignment or in an assignment in lieu
of kisfher their regular assignment shall receive holiday pay for those holidays listed below and
for other holidays declared by the Board of Education, the Governor of California, or the
President of the United States which come within or immediately abut the employee's
assignment period, subject to the conditions listed in Sections 1.1 through 43 1.2:

JANUAry 1 New Year's Day
That date in January declared by the

Board ...ooveeirieeieee e Martin Luther King, Jr. Day
Third Monday in February........ccccooooevvvieviec e Presidents Day
Last Monday in May .....cccvecieiicieneciesees e Memorial Day
JUNE 19 e e Juneteenth Day
JUIY A e Independence Day
That date declared by the Board ..........cccooeevieen i, Admission Day
First Monday in September ..........cccc.ccooi i, Labor Day
November 11 .. Veterans Day
That Thursday in November

proclaimed by the President .........cccccoevvveeenee, Thanksgiving Day
Day following Thanksgiving Day .........ccceeeveene.. Thanksgiving Friday
December 25 ... Christmas Day
That date declared by the

Board ..o Alternate Lincoln Day Observance
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1.2 1.1 The employee must have been in paid status for a portion of the working
day of hisfhertheir assignment immediately preceding or succeeding the holiday, provided that
an employee on a military leave of absence entitled to compensation under Article XIl {Leaves of
Absence) shall only receive pay for the portion of the holiday period needed to meet the total
time for which compensation is required by law.

331.2 An employee whose regular work schedule is less than five (5) days per
week and forty (40) hours per week shall not be entitled to pay for any holiday observed on the
employee's regularly scheduled day off.

141.3 An employee who is not normally assigned to duty during the school
holidays of December 25 and January 1 shall be paid for those two holidays provided that hefshe
was they were in paid status during any portion of the working day of kisther their normal
assignment immediately preceding or succeeding the holiday period.

2.0 - 3.0 — Parties Proposed No Changes
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District Initial Proposal —5/22/2025; AGREED 9/11/2025

Unit B
ARTICLE XVIII
TUITION REIMBURSEMENT

1.0 The District may grant tuition reimbursement to permanent Unit
employees under the conditions specified below:

a. Programs eligible for reimbursement shall include, but not be limited to,
courses of study at approved academic institutions, seminars and training institutes
conducted by recognized professional associations, conferences, meetings and such other
training programs designed to upgrade the classified service or encourage retraining of
employees who may otherwise be subject to layoff as the result of technological change.

b. Approval for reimbursement shall be obtained on the appropriate form
signed by the Local District Superintendent/Division head or designee before
commencement of the course or program. Approval shall be at the sole discretion of the
District. If a request for reimbursement is not approved, the employee shall be entitled,
upon request, to know the reasons(s) for the disapproval.

C. The course(s) or program must be directly related to the employee's
service to the District and must be for the purpose of increasing the employee's
knowledge, understanding and skills as related to the employee's employment by the
District.

d. The course(s) or program shall not be taken during the employee's
assigned duty hours.

e. Reimbursement shall be made as soon as practicable following
presentation of official receipts and satisfactory evidence of successful completion of the
approved course(s) or program. If grades are received, successful completion shall be
defined as a grade of C or passing.

f. Tuition reimbursement shall be limited to a maximum of $608 $1,400,
effective July 1, 2889 2025, for any individual employee during any twelve (12) month
period.

g. The course(s) or program for which tuition reimbursement is requested

shall be completed within the period for which it was approved, or the employee must
submit a new request.

2.0 - 4.0 — No Change
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District Initial Proposal 6/27/2025
Union Counter 9/30/2025
District Counter 10/22/2025

UNIT B
ARTICLE XII
LEAVES OF ABSENCE

1.0 - 7.0 — Parties Proposed No Changes

8.0 Bereavement Leave (Paid): An employee is entitled to a paid leave of
absence from the District, not to exceed three (3) days, on account of the death of a-memberof
the an employee's immediate-family gualified family member as defined below, and if requested
provided acceptable proof of death and relationship within 30 days from the flrst dav of
bereavement leave. i

{10} —ealendar—days—of—notification—of the—death. If more than one such death occurs

simultaneously, the leave may be taken consecutively. If out-of-state travel or more than two-
hundred (200) miles one-way travel is required, and requested, an additional two (2) days shall
be granted. Employees traveling in-state less than two-hundred (200) miles one-way may elect
to take an additional two (2) days of bereavement, and use personal necessity, vacation, or take

the bereavement leave as unpald %mmedﬁe—ﬁaewmimed—as—the-parem—gmndpaem

a aVdal - AO a¥alalaalal Fal¥ia¥a a 0

memed+a%e~he&seheld—ef—t—he—empleyee- A permanent employee may mterrupt or termlnate
vacation to take bereavement leave. FGFWBMWS—S&EH&H—H%E—W&H%MG#&FH#{—&S

The qualified family member is defined as the following relatives of the employee:
a. Spouse or cohabitant who is the equivalent of a spouse, or domestic partner (per
California Family Code 297-297.5);
b Parent (includes of spouse, of cohabitant who is the equivalent of a spouse):
c Grandparent (includes of spouse, of cohabitant who is the equivalent of a spouse):
d. Child (includes son/daughter-in-law, step and foster child);
e. Grandchild (includes of spouse, of cohabitant who is the equivalent of a spouse):
f
g
h
i

Brother;
Sister;
Any relative living in the immediate household of the employee; and
Designated person (District employees are limited to one designated person per
12-month period. The employee may identify the designated person when the
employee requests a leave for family care, medical, bereavement, and/or kin care)
Agreed 9/30/2025

9.0 Pregnancy and Related Disability Leave (Paid and Unpaid):
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i ) Paid Disability Leave: For that period of time during which the employee
is physically or_mentally disabled and unable to perform her their regular duties due to
pregnancy, miscarriage, childbirth and recovery therefrom, or if the employee’s job would cause
undue risk to the employee or the completion of a successful pregnancy, she they shall be
permitted to utilize ker their illness leave pursuant to Section 11.0 of this Article. Employees may
take up to 18 workweeks of protected leave under the Pregnancy Disability Leave (PDL) and if
eligible, may also be entitled to take 12 workweeks of protected time under FMLA and/or CFRA.

9:2 Physician Certification: A pregnant employee shall be permitted to
continue on active duty until such date as she-and-her their physician determine that she they

must be absent herself due to pregnancy disability.,-previded-thatshecanand deescontinueto
perform-the full-duties—and-respensibilities—of herpesition- The District will engage in the

interactive process to ensure the pregnant employee can stay in active duty as long as possible
with or without a reasonable accommodation. The District may require the employee mustalse
supply to provide to the District her their physician's certification as to the beginning and ending
dates of actual pregnancy-related disability for which paid illness absence is claimed, and hker
their physician's release to return to active duty.

9.3 Optional Unpaid Portion: A pregnant employee in active status shall, upon
request, be granted an unpaid pregnancy leave prior to the period of actual disability and still
qualify for paid illness absence during the actual disability. This is the only exception to the
general rule that paid leave may only be taken from active status.

District Amended Proposal 10/22/2025

10.0 — 12.3 - Parties Proposed No Changes

13.0 Personal Necessity Leave (Paid): An employee shall, subject to the limits
set forth below, be granted a paid personal necessity leave when the gravity of the situations
described below require the personal attention of the employee during assigned hours of service:

a. Death or serious illness of a member of the employee's
immediate family. The immediate family is defined as the parent,
grandparent or grandchild of the employee or the employee's spouse, and
the spouse, child (including foster child), brother, sister, daughter-in-law,
or son-in-law of the employee, or any relative living in the immediate
household of the employee;

b. Accident involving the employee's person or property or the person or
property of a member of the employee's immediate family;

c. Birth of the employee’s child.

d. Religious holiday of the employee's faith;
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e. Imminent danger to the home of an employee occasioned by a disaster
such as flood, fire, or earthquake;

f. Other significant event of a compelling nature to the employee, the gravity
of which is comparable to the above, which demands the personal attention of the
employee during assigned hours and which the employee cannot reasonably be expected
to disregard, limited to ere{d} two (2) occasions in any school year.

g. Verifiable automobile failure including flat tires up to two (2) hours if the
employee's automobile is required to be used for work purposes on that day;

h. An appearance of the employee in court as a litigant or as a witness under
an official governmental order for which salary is not otherwise permitted, provided that:

(1) Each day of necessary attendance as a litigant or as witness under
such an official governmental order must be certified by the clerk
or other authorized officer of a court or other governmental
jurisdiction;

(2) In any case in which a witness fee is payable, such fee shall be
collected by the employee and remitted to the Accounting and
Disbursements Division; and

(3) The employee must return to work in cases where it is not
necessary for him to be absent the entire day;

i One (1) of the six (6) days allowed under Personal Necessity Leave may be
taken for registration or final examinations in District-recognized institutions of higher
learning. Verification of the registration or examination schedule may be required by the
appropriate administrator.

i Required attendance at the employee's child's or ward's classroom and
meeting with the school administrator because of suspension pursuant to Education Code
Section 485900.1.

k. Up to one (1) day of paid personal necessity leave and additional hours of
accrued vacation or unpaid leave not to exceed a total of eight (8) hours per calendar
month, forty (40} hours per school year for attendance at the school of the employee’s
own child, ward, or grandchild for purposes of a school activities leave provided by
Section 230.8 of the Labor Code. The employee must notify the immediate administrator
or designee at least five (5) working days prior to the absence. The advance notice
requirement shall not be applicable in the event of unforeseeable circumstances, in which
case the employee shall provide as much notice as reasonably possible. The administrator
or designee and employee must provide written verification from the school visited, upon
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request of the administrator or designee.

I An employee shall be allowed up to six additional days of personal
necessity leave in any calendar year to attend to the illness of a child, parent, spouse,
domestic partner, or child of a domestic partner of the employee as provided by Section
233 of the Labor Code. All existing contractual conditions for use of illness leave shall
apply to this leave as well. Use of illness leave as provided above shall not extend the
maximum period of leave to which an employee is entitled under ArtietedSeetien22-0;
“Family Care and Medical Leave(FMLA).Z :

m. On a maximum of two (2) occasions during a school year (up to a
cumulative total of eight [8] hours in a school year), to attend the funeral of a close friend
or relative not included in the definition of immediate family (immediate family as defined
in Section 8.0 of this Article).

Agreed 9/30/2025

13.1 -17.0 — Parties Proposed No Changes

18.0 Conference and Convention Attendance Leave (Paid): A paid leave may, in
the discretion of the District and upon the recommendation of the appropriate division head, be

granted annually for attendance at conferences and conventions spensered-by-the-Ynien under

all of the conditions noted below:

a. The attendance leads directly to the professional growth of the employee
and the improvement of the work program of the employing division;

b. The attendance does not result in unnecessary duplication of participation
by District personnel; and
£ The attendance does not necessitate the reimbursement of any expenses

by the District to the employee.

A written or oral report of the conference may be requested by the appropriate administrator.
For conferences or conventions which are not permitted pursuant to the above, the District may
authorize the employee to utilize personal necessity leave under Section 13.0 of this Article.
Agreed 9/30/2025

19.0 — 21.4 — Parties Proposed No Changes

22.0 Family Care and Medical Leave/California Family Rights Act (FMLA/CFRA):
An A paid or unpaid Family Care and Medical Leave (FMLA) and/or California Family Rights Act
(CFRA) leave shall be granted, to the extent of and subject to the restrictions as set forth below,
to am a full-time or part-time employee who has been employed for at least 12 months and who
has served—for worked at least 130 equivalent workdays during the 12 months immediately
preceding the effective-date-ofthe first day of leave. For purposes of this Section, furlough days,
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miscellaneous natural disaster {MSND) and days worked during off-basis time (Z-time) shall count
as "workdays". Family-Care-and-Medical-Leave FMLA and CFRA absences of 20 consecutive
working days or less can be granted by the immediate administrator, manager, supervisor or
designee. Leaves of 20 or more consecutive working days can be granted only by submission of
a formal leave application to the Personnel Commission.

22.1  Definitions: For purposes of Family-Care-and-Medical-Leave EMLA and/or
CFRA, the following definitions shall apply:

{1)-child"means=aa. Child: A biological, adopted or foster child; a stepchild; a
legal ward;, child of a domestic partner (CFRA only), grandchild (CFRA only); or a child of an
employee standing "in loco parentis,” such child being either under 18 years of age or an adult
dependent who is incapable of self care due to a mental or physical disability. A biological or legal
relationship is not necessary for a person to have stood “in loco parentis” to the employee as a
child.

2} Spouse"-meansab. Spouse: A husband or wife of an employee,

including same-sex or common-law marriage entered into in a State that recognizes such
marriages;

{3} Parent"means-ac.Parent: A biological, step, foster, er adoptive parent;
parent-in-law (CFRA only), grandparent (CFRA only) or a person who stood "in loco parentis” to

the employee when the employee was a child; a stepparent; or a legal guardian;—ard-doesnot
- } - . d. Family member:  "child", "spouse", or
"parent” as defined above.

e. Sibling (CFRA only}): A person related to another person by blood,
adoption, or affinity through a common legal or biological parent.

f. Designated Person (CFRA only): Any individual related by blood or whose
association with the employee is the equivalent of a family relationship. Employees are limited
to one (1} designated person per 12-month period. The designated person may be identified by
the employee at the time the employee requests a leave for family care, medical, bereavement,
and/or Kin Care.

g. Next of Kin {(FMLA Servicemember Leave Only): Nearest blood relative
other than the covered servicemember’s spouse, parent, son, or daughter.

{5)}"Serisushealth-condition'means-an h. Serious health condition: An iliness,
injury {including, but not limited to, on-the-job injuries and pregnancy), impairment, physical, or
mental erether condition that involves either “in-patient care or “a regimen of continuing
treatment= by a health care provider.

S reapacibyi. Incapacity: An inability to work, attend school, or perform
other regular activities due to a serious health condition, treatment thereof, or recovery

therefrom.
{6}npatientcore~meansa |. inpatient care: An overnight stay in a

hospital, hospice, or residential medical care facility, including any period of incapacity as defined

in this Section or erecthermedicalfacility and-inchades any subsequent treatment in connection

with inpatient care.
k. Intermittent |eave: Leave taken in separate periods of time due to a
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serious health condition, rather than one continuous period of time.

A Continuirgtreatment—means |. Continuing treatment: In person treatment
by a "health care provider" that involves one or more of the following:

{=} (1) a period of incapacity of more than three consecutive calendar days (as well
as any subsequent treatment or period of incapacity relating to the same condition) that
also involves either two or more treatments by a "health care provider”, or treatment by
a "health care provider" on at least one occasion that results in a regimen of continuing
treatment under the supervision of a "health care provider";

b3} (2) any period of incapacity due to pregnancy (including morning sickness);

{e} (3) any period of incapacity or treatment for an incapacity due to a chronic
health condition that requires periodic visits for treatment, which continues over an
extended period of time, and may cause episodic (i.e., a period of incapacity for less than
three days) rather than a continuing incapacity (such as asthma, diabetes, and migraine
headaches);

{d} {4)a period of incapacity that is long-term due to a condition for which
treatment may not be effective; and

{e} (5) any period of absence to receive multiple treatments, including treatment
of a condition that would likely result in a period of incapacity for a period of more than
three days if not treated.

{8 “Health-care provider+meansa m. Health care provider: A licensed
physician, surgeon, osteopathic physician or surgeon, podiatrist, dentist, clinical psychologist,
optometrist, chiropractor (limited to treatment consisting of manual manipulation of the spine
to correct a subluxation as demonstrated by X- ray), nurse practitioner, nurse midwife, clinical
social worker, physician assistant, or a Christian Science Practitioner listed with the First Church
of Christ, Scientist in Boston, Massachusetts, or any other person determined by the Secretary of
Labor to be capable of providing health care services.

22.2 Reasons for Leave: FamiyCareand-Medicalkeave may-be-granted-for

reason-An eligible employee’s FMLA and/or CFRA leave entitlement is limited to a total of 12
workweeks during any 12-month period measured forward for one or more of the following
reasons:

a. Birth of an employee’s child. Leave must be completed prior to the child’s
1% birthday.
b. Placement of a child with the employee for adoption or foster care,

including time to prepare for the placement, as well as bonding time after the birth or
placement of the child. Bonding must be completed within one (1) year of the child being
placed with the employee.

C. To care for the employee’s own serious health condition, including
incapacity due to pregnancy*, childbirth*, or related medical conditions, that makes the
employee unable to perform one or more essentia! functions of the employee’s job.
{(*CFRA applies after employee has exhausted PDL leave. See PDL benefit in Section 5.0
above)

d. To care for the employee’s child, parent, parent-in-law**, spouse,
domestic partner**, grandparent®*, grandchild**, sibling**, or designated person who
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has a serious health condition, including incapacity due to pregnancy, child birth, or
related medical conditions. (** CFRA only)

e, Any qualifying exigency related to_the covered active duty or call to
covered active duty of the employee’s spouse, child, or parent in the United States Armed
Forces.

f. An eligible ernployee’s FMLA Servicemember leave entitlement is limited

to a total of 26 workweeks during any 12-month period measured forward for the
following reason:

i To care for the employee’s child, parent, spouse, or next of kin who
is undergoing medical treatment, recuperation, or therapy, or is otherwise on the
temporary disability retired list for a serious injury or illness while on active
military duty in the Armed Forces.

22.3  Length of Leave:

a. An eligible employee’s FIMLA and/or CFRA leave entitlement is limited to a
total of 12 workweeks during any 12-month period measured forward from the beginning date
of absence for any of the reasons specified in Section 22.2 above.

b. FMLA and CFRA leave run concurrently when the gualifying reason(s) for
both FMLA and CFRA is the same with the exception of pregnancy, childbirth or related medical
conditions under PDL in Section 9.0 above. In such cases, CFRA may only be taken after the
employee has exhausted the leave permitted under PDL.

C. FMLA Servicemember leave entitlement is limited to a total of 26
workweeks during any 12 month period measured forward.
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22.4 Intermittent Leave: The leave may be taken intermittently or on a reduced

work schedule. If the leave is taken for bonding reasen-ofthe-birth,adeption—orfostercare
placement-of-a-child of the empleyee, the basie minimum duration of the leave shall be two (2)

weeks; however, the District shall grant the employee leave of less than two (2) weeks' duration
on two {2) occasions. If the leave is taken for a serious health condition of the employee or of
the employee's family member, leave may be taken intermittently or on a reduced schedule
when medically necessary, as determined by the health care provider of the person with the
serious health condition. An employee may take such leave for as short a time as one hour (can
be less than one hour, if necessary).

If an employee does take intermittent or a reduced-schedule leave that is
foreseeable based on a planned medical treatment of the employee or the employee's family
member or for the birth, adoption, or foster care placement of a child, the District has the right
to transfer temporarily the employee to an available alternative position for which the employee
is qualified and which better accommodates the recurring periods of leave during the duration
of the intermittent or reduced-scheduled leave. The alternative position must have equivalent
pay and benefits but does not have to have equivalent duties. The alternative position smay shall
first include an attempt to reasonably t-he alterlng of the employee's current job. Ihe—Drst-Het

Upon the conclusion of the intermittent or reduced-schedule ieave, the District will place the
employee in the same or equivalent job the employee had prior to the leave. when-theleave

started.

22.5 Notification: If the need for the FamilyCare-and-RMedicalleave FMLA

and/or CFRA leave is foreseeable more than 30 calendar days prior to the employee's need for
leave, the employee shall give at least 30 days notice. If less than 30 days, the employee must
provide the immediate supervisor with as much advance notice as possible but, at the least,
within two (2) business days of learning of the need for the feave. These advance notice
requirements shall not be applicable in the event of unforeseeable circumstances or
emergencies. Whenever possible, if the need for leave is foreseeable due to a planned medical
treatment ersuperdsion, the employee must make a reasonable, good faith effort, subject to
the approval of the employee's or family member's health care provider, to schedule the
treatment er-supervision to avoid disruption to the District's operations. In giving notice, the
employee must include the qualifying event for which the leave is needed, e.g., birth of a child,
serious health condition of parent, etc.

22.6 Medical Certification: For leaves to care for a child, spouse or parent who
has a serious health condition, the employee must submit to the immediate administrator or, if
applying for a formal leave must attach to the leave application, medical certification from the
health care provider which includes:
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{1) the date, if known on which the serious health condition commenced;

(2) the probable duration of the condition;

(3) an estimate of the time that the health care provider believes the employee
needs to care for the individual; and

(4} a statement that the serious health condition warrants the participation of the
employee to provide care.

If the leave is for the serious health condition of the employee, the employee must
submit to the immediate administrator and/or, if applying for a formal leave, must attach to the
leave application, medical certification as specified in (1) and {2), above, plus a statement that,
due to the serious health condition, the employee is unable to work at all or is unable to perform
one or more of the essential functions of the employee's position. Medical certification must be
submitted no later than 15 calendar days after the leave request has been made. if the deadline
by which the employee is to submit the medical certification is after the leave has started, the
empioyee will be considered to have taken FamilyCareand Medicaeave FMLA and/or CFRA
leave pending the District's receipt of the proper certification. However, if the employee fails to
provide proper certification, the employee will be treated as if he or she did not qualify for, and
thus never took, Fermily-Careand-MedicalLeave FMLA and/or CFRA leave, will be treated as if he
or she sought a leave of absence under ancther provision of this Agreement, and will not be given
the protections set forth in this A«tiele Section.

In the case of leave due to a serious health condition of the employee, the District
reserves theright as allowed by law, to require, at its own expense, that the employee obtain the
opinion of a second or even third health care provider designated by the District but not
employed on a regular basis by the District. The second health care provider, if required, shall
be selected by the District. The third health care provider, if necessary, shall be jointly approved
by the District and the employee and this provider's opinion shall be binding. If the employee's
leave has already begun during this medical review process, the employee will be considered to

have taken Family-Careand-Medical- Leave FMLA and/or CFRA leave, pending the result of the

examinations by the second and, if necessary, third health care provider.

If additional leave beyond that provided in the certification is required, the
employee must submit a new certification by the relevant health care provider.

22.7 Restrictions: In the event that parents who are both District employees
each wish to take Family-Care-and-Medicalbeave FMLA and/or CFRA leave for the birth, adoption,
or foster care placement of their child, the combined total amount of leave that will be granted
such employees will be {12) workweeks during a 12-month period, as defined in Section 22.3
above. These employees will still be eligible to take the remainder of their individual 12

workweek allotment for Eamily Careand-Medical-eave FMLA and/or CFRA leave for a purpose

other than the birth, adoption or foster care placement of a child.

22.8 Compensation: Fhe FemiyCore—andMedicalteave FMLA and/or CFRA
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leave shall can be anunpaidleave paid, unpaid or a combination of both. An employee who
takes Family-Careand-Medicalleave FMLA and/or CFRA leave for the employee’s own serious
health condition and who has accrued illness days and/or vacation days, shall be required to
utilize those days before going unpaid. An employee who takes FMLA and/or CFRA leave to care
for the employee’s spouse, domestic partner, parent, child, grandparent, grandchild, sibling,
designated person and/or child shall be required to utilize any available Personnel Necessity and

vacation tlme All other time is unpald —and—ume-has—aeemed—vaeanen—ma%eleet—eﬁhe-mst-ﬁet

; ' < Durmg the leave,
the District W|II continue to provide the health benefits package, and maintain the District
contribution obligation pursuant to Article XIV, Health and Welfare, during the Family-Careand
Medieal-Leave FMLA and/or CFRA leave (except as provided below) to an employee who is
otherwise eligible for health benefits. However, an employee who does not return from such
leave, or who works less than 30 days after returning from the leave (unless the employee retires
within 30 days after returning from leave) will be required to reimburse the District for the
District's cost of providing the health benefits package. The District, however, will not provide
such health benefits for an employee for any leave period beyond twelve workweeks.
Accordingly, if an employee combines pregnancy leave with a FamilyCare and Medical-Leave
FMLA and/or CFRA leave, the employee will only be entitled to continued health benefits for the
first twelve workweeks of leave. Thereafter, the District will provide the employee with health
benefits to the same extent and under the same conditions as it provides to employees on other,
similar leaves of absence.

22.9 Seniority: Accrual of seniority credit for the period of FamilyCare—and
MedicalH-eave FMLA and/or CFRA leave shall be in accordance with Personnel Commission Rule

740.

22.10 Certification to Return to Work: The provisions of Section 11.6 and 11.7
shall apply to employees returning to work from a Family-Careand-Medical Leave FMLA and/or

CFRA leave (absence) due to the employee's own serious health condition.

22.11 Early Return From Leave: If the amount of leave needed is actuaty less

than initially requested, the employee must notify the District of such an occurrence. Once the
employee provides such notification, the District must reinstate the employee to the same or
equivalent position within two days.

District Amended Proposal 10/22/2025
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