
1

 
 
 
 

United Organizers Union- 
AFSCME 3299  

 
 

AGREEMENT 
 
 
 

August 31, 2009- December 31, 2014 



2

 

Table of Contents 
Articles:           page # 
1 Recognition……………………………………………………………………  3 
2 Non-Discrimination…………………………………………………………..  3 
3 Affirmation of Relationship………………………………………………….  3 
4 Union Shop……………………………………………………………………  3 
5 Safety & Health………………………………………………………………  4 
6 Hours of Work…………………………………………………………………  4 
7 Wages…………………………………………………………………………  5 
8 Payroll………………………………………………………………………….  6 
9 Labor-Management Committee…………………………………………….  7 
10 Seniority……………………………………………………………………..  7 
11 Transfers & Promotions……………………………………………………  8 
12 Reorganization & Layoff……………………………………………………  8 
13 Contracting Out……………………………………………………………..  9 
14 Union Label………………………………………………………………….  9 
15 Staff Training & Development……………………………………………..  9 
16 Cross Training……………………………………………………………….  9 
17 Counseling ………………………………………………………………….. 10 
18 Discipline…………….. ……………………………………………………… 10 
19 Alternate Dispute Resolution Procedure (ADR)…………………………. 10 
20 Grievance Procedure……………………………………………………….. 12 
21 Probation……………………………………………………………………... 14 
22 Personnel Files……………………………………………………………… 14 
23 Evaluations………………………………………………………………….. 14 
24 Holidays ……………………………………………………………………… 14 
25 Vacation …………………………….. ………………………………………. 15 
26 Sick Leave …………………………………………………………………… 16 
27 Leaves of Absence ………………………………………………………….. 16 
28 Jury Duty ……………………………………………………………………… 17 
29 Health & Welfare …………………………………………………………….. 17 
30 Field Package ……………………………………………………………….. 18 
31 Expenses …………………………………………………………………….. 19 
32 Indemnification ………………………………………………………………. 19 
33 Retirement ……………………………………………………………………. 19 
34 Technology …………………………………………………………………….19 
35 Immigration …………………………………………………………………… 20 
36 Savings Clause ………………………………………………………………. 21 
37 Printing of Agreement ……………………………………………………….. 21 
38 UOU Meetings & Operations ……………………………………………….. 21 
39 Management Rights………………………………………………………….. 22  
40 Duration of Agreement………………………………………………………. 22 
Appendix A: Side Letter on Clerical/Administrative Classifications………… 24 
Appendix B:  Wage Tables- 2010-2014 ………………………………………. 25 
   



3

 

Article 1. Recognition 
The Employer, Local 3299, American Federation of State, County and Municipal 
Employees, AFL-CIO, recognizes the United Organizers Union, hereinafter referred to 
as the UOU, as the sole and exclusive collective bargaining agent and representative 
for a Unit consisting of all permanent and temporary Local 3299 non-supervisory 
organizing, clerical and research staff. For purposes of this article, temporary is 
defined as staff hired to work on a full or part time basis for more than sixty days, and 
less than 6 months. 
 
Any new classifications, appropriate to the UOU bargaining unit, proposed by the 
Employer during the life of this agreement shall be presented in writing to UOU and 
subject to negotiations. 
 
Article 2. Non-Discrimination 
Employer and the UOU agree that the provisions of this Agreement shall be applied 
without discrimination of the basis of race, color, gender or gender identity, age, 
religious affiliation, sexual orientation, physical or mental disability, medical 
condition, HIV status, marital or parental status, national origin or immigration status, 
citizenship, ancestry, political beliefs or affiliations, membership in the UOU or 
participation in the activities of the UOU. 
 
Article 3. Affirmation of Relationship 
Local 3299 and the UOU share a common understanding that the mission of 
Local 3299 is to organize with patient care, service, and skilled crafts workers at the 
University of California to build a strong and democratic Local. Through the 
development of member leadership and collective action, we organize for respect and 
justice in the workplace and beyond.  
 
We recognize that our common challenge is a long and difficult one and that in order to succeed we 
must work together in new ways. 
 
We share a common belief that a collective bargaining relationship between 
Local 3299 (a union of patient care, service, and skilled crafts workers, its officers, 
Organizers and Researchers and Directors) is unique, and transcends the normal 
collective bargaining process between employers and employees; in that the interests of 
both are not in opposition, but in common. 
 
Local 3299 and UOU agree that, in order to attain our common goals, we must 
treat each other with dignity and respect. We hereby commit ourselves to promote and 
further a harmonious and cooperative relationship. 
 
Article 4. Union Shop 
It shall be a condition of the employment that all workers within the Unit described 
above shall be members of the UOU within the first (30) days of employment. 
 
Employees who are required hereunder to maintain membership in the UOU and fail to 
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do so shall upon notice of such fact in writing from the UOU to the Employer, be 
terminated (30) days after the receipt of said written notice to the Local. 
 
The UOU agrees to inform the Employer of dues rate in writing, in turn the employer 
agrees to deduct dues and forward them to UOU on a monthly basis. Dues will be 
deducted from all members with cards on file. 
Article 5. Safety and Health 
Employees shall not be expected or required to perform work in unsafe or unsanitary 
conditions. It is the responsibility of the Employer to provide and maintain safe and 
sanitary working conditions. In order to insure the health and welfare of its employees, 
AFSCME Local 3299 agrees to afford them the following, at a minimum: 
 
A. Chairs shall provide proper back rest support and be adjustable to the 
operator without requiring the use of any tools. 
B. Keyboards and computer screens shall be adjustable to allow for the 
maximum comfort. 
C. Computer screen brightness and contrast shall be adjustable. 
D. Glare screens shall be provided on all VDTs upon request. 
E. Wrist rests, head sets, footrests, and document holders shall all be provided 
upon the request of the employee. 
Upon request, the employer agrees to provide the services of a certified ergonomic 
specialist to evaluate each employee’s workstation and make recommendations for any 
necessary modifications. 
 
Article 6 - Hours of Work 
A. Exempt Employees 

The UOU and the Employer are committed to carrying out the goals of Local 3299 
and fostering the growth of Local 3299. It is understood exempt employees: Organizers, Researchers 
and Network and Database Administrator  may be required to work long and irregular hours as 
necessary to accomplish the work required to meet these goals and promote the long-term 
sustainable growth of Local 
3299. The UOU has the opportunity to discuss workload issues in many different 
forums including, but not limited to, labor-management meetings and staff meetings. 
 
The Employer and the UOU recognize that due to the nature of the job, irregular and long 
hours are often worked. Consequently, the parties agree that: 
 
1.  Management will provide a reasonable amount of recovery time, when appropriate. 
2. The Employer agrees to give as much advanced notice as possible of the necessity for an 
employee to work on the weekend. 
 
UOU and AFSCME 3299 Management agree that Network and Database Administrator is an exempt 
classification, as IT projects are performed with substantial independent judgment.  However, 
Network and Database Administrator shall still be granted straight comp time (1:1) for hours worked 
in excess of 40 hours in a given workweek. 
 
B.Non-exempt Clerical Staff: 
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UOU and AFSCME 3299 Management agree that clericals in the classifications 
of Administrative Assistant I, Administrative Assistant II, and Finance Assistant are nonexempt 
employees, and as such, the following provision will apply only to these 
classifications: 
a) The regular workday shall normally consist of eight (8) hours, with work to be 
performed between the hours of 7:00am and 6:00pm. 
b) The normal workweek shall be forty (40) hours, and full-time employees shall 
suffer no loss in pay due to the rescheduling of hours by the Employer. 
c) The lunch period shall be limited to a maximum of one-half (1/2) hour paid each day 
and may be combined with 15 minute rest periods to make one (1) hour total 
between the hours of 11:00am and 2:30pm without management approval. 
d) Employees shall be entitled to a fifteen (15) minute rest period both in the morning 
and in the afternoon, unless combined with the lunch period according to (c). 
e) When requested, the Employer shall consider alternate work schedules, subject to 
mutual agreement. The Employer shall not be required to pay overtime for work 
performed in excess of eight (8) hours per day in the case of alternate work 
schedules, so long as the number of hours worked in a workweek averages out to 
forty (40) hours per week. Overtime pay will still apply for hours worked in excess of 
forty (40) hours per workweek. 
f) Any and all work performed in excess of the regular workday of eight (8) hours or the 
regular workweek of forty (40) hours shall be considered overtime and shall be paid 
for at one and one-half (1 .5) times the regular hourly rate of pay. 
g) All hours worked on Saturday and Sunday at the request of the Employer shall be 
paid for at one and one-half (1 .5) times the regular hourly rate pay. 
h) Any time worked on holidays shall be paid for at one and one-half (1 .5) times the 
regular hourly rate of pay. 
i) Any part-time employee asked to work on Saturday, Sunday, or on a holiday shall be 
paid at the overtime rate of pay of one and one-half (1 .5) times the regular rate of 
pay. 
j) All overtime work must be approved by the Employer in writing, in advance. 
k) Comp time at a rate of one and one-half (1 .5) times the number of overtime hours 
worked may be substituted for overtime pay upon the request of the employee 
 
Article 7. Wages/ Salary Schedule 
 
A. Steps for Organizers and Researchers:
Adjustment onto the Steps shall take place effective July 1, 2009.

Steps shall be based on years of experience. Organizers and Researchers shall automatically receive step increases
annually on their anniversary date. Organizers and Researchers shall automatically become Senior Organizers and
Researchers at the completion of their fifth year of experience and continue on to Step 6. Senior Organizers and Senior
Researchers with more than ten years of experience shall continue to receive Across the Board Increases.

Organizer

Step 1 Step 2 Step 3 Step 4 Step 5

47,620 49,620 52,880 54,880 56,880
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Senior Organizer

Step 6 Step 7 Step 8 Step 9 Step 10

58,880 60,880 62,880 64,880 66,880

Researcher

Step 1 Step 2 Step 3 Step 4 Step 5

53,740 55,740 57,740 59,740 61,740

Senior Researcher

Step 6 Step 7 Step 8 Step 9 Step 10

63,740 65,740 67,740 70,040 72,400

B. Steps for Clerical and Administrative Employees:
Employees shall be adjusted onto the step effective July 1, 2009. Clerical and Administrative Employees shall
automatically receive step increases annually on their anniversary date. After reaching the top step, employees will
continue to receive Across the Board Increases.

Administrative Assistant I

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

37,000 39,000 41,000 43,000 45,000 47,000 49,000

Administrative Assistant II

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

43,990 46,189 48,499 50,924 53,470 56,143 58,950

Finance Assistant

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

43,990 46,189 48,499 50,924 53,470 56,143 58,950

Network and Database Administrator

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

56,700 59,535 62,512 65,637 68,919 72,365 74,000

C. Across the Board Increases
Ranges and UOU staff shall receive 3% increases annually on January 1st 2010, 2011, 2012. Ranges and UOU staff shall
receive 2% increases annually on January 1st 2013, 2014.

 
Article 8. Payroll Frequency 
Wages shall be paid semi-monthly on the 15th and the last day of the month. If either 
of these days falls on Saturday or Sunday, or Monday Holiday, paycheck are dated and 
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distributed the preceding Friday. Withholdings are made for social security, federal 
withholding tax, and applicable state tax. Voluntary deductions are made for 401k 
plans, savings accounts, and pension plan (if eligible). If any negative deductions are 
made, the employer will notify employee in advance. 
 
Article 9. Labor-Management Committee 
(a list of current/ timely issues to be taken up by this committee will be 
forthcoming as a side letter) 
 
The parties will establish and maintain a labor-management committee to 
discuss and attempt to resolve work-related concerns of either party, such as workload, 
staff assignments, setting of goals, health and safety, and any other relevant topics. A 
request to meet shall be accompanied by a written list of items to be discussed. 
 
The committee will consist of eight (8) members, with each party designating four (4). 
UOU representatives will be provided release time to attend the meeting, which will 
take place in a mutually agreed upon location. 
 
The committee will meet quarterly or as mutually agreed upon by the parties. 
By mutual agreement, the committee may meet less often. Either party may also 
request and schedule a meeting within fifteen (15) days to discuss urgent issues. 
 
Agreements reached between the parties in the committee will be taken to the 
appropriate body for approval and implementation if necessary. Minutes will be kept 
and copies supplied to all bargaining unit members via email after being approved by 
both parties. 
 
Article 10. Seniority 
1) Seniority shall be defined as the length of continuous service with the Employer. 
2) Continuous service shall be calculated from the date of initial employment, or reemployment 

following a break in continuous service, in accordance with the following provisions: 
a) Continuous service shall be considered broken should the worker voluntarily quit or resign 

from employment; provided, however, should the same workers return to employment within 
90 days, then the break in continuous service shall be removed. 

b) Continuous service shall be considered broken should the worker be discharged; provided 
however, should the discharge be shown to have been without just cause, then the break in 
service shall be removed. 

c) All actual time worked as an intern or lost-time organizer shall be added to continuous service 
time; provided, however, that there has been no break in continuous service longer than 90 
days. 

3) Workers shall not lose accumulated seniority for leaves of absence, but will not accrue seniority 
for the time on leave except for maternity/paternity leave, family care leave or workplace injury 
disability leave. 

4) It is recognized that service accrual in the AFSCME International Pension is determined according 
to Pension Plan rules, and is not affected by this article. 
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Article 11. Transfers and Promotions 
1) Posting - All vacancies for permanent positions shall be announced to each worker by email 

announcement. Bargaining Unit applicants will be interviewed first and no external applicants will 
be hired for ten (10) working days, or less if mutually agreeable, after it has been announced 
internally. 

2) Filling Vacancies in the Bargaining Unit- Employer recognizes the desirability to the Employer and 
to the Employees of filling vacancies by promoting or transferring current employees. Employer 
will review applications of current employees before interviewing outside candidates. If an 
application for promotion or transfer is denied, the reasons must be discussed with the applicant 
before a final hiring decision is made. When two current employees apply to fill a vacancy and skill 
and ability are equal, the position will be awarded to the most senior applicant. 

3) Transfers – 
a) Voluntary Transfers - 

Employees who desire to change positions or offices may request to do so in advance of the 
posting of a vacancy. They may be given priority in filling the position. 

b) Temporary Transfers - 
Employees shall be given thirty (30) days notice of a temporary transfer to another work 
location and the expected duration of the assignment. Temporary transfers shall not exceed 
three (3) months except by mutual agreement. If the temporary transfer requires a change in 
residence, employees will have their housing expenses covered. 

c) Local 3299 agrees to reimburse up to $1000 for moving expenses for all new employees and 
transfers. 

 
 
Article 12. Reorganization and Layoff 
1) Reorganization 

a) Employer agrees to meet with the UOU prior to any reorganization that would impact members 
of the bargaining unit. 

2) Layoff 
a) Employer and the UOU agree that layoffs should be a last resort in any reorganization and 

should only be considered after all other options have been explored. 
b) Any permanent employee to be laid off shall be given thirty (30) days notice.  During the thirty 

(30) days notice period, Employer shall meet with the UOU, upon request, to discuss 
alternatives to such layoff. 

c) Should Employer reduce the number of employees in an Office, Local 3299 shall lay off any 
temporary workers before any permanent workers. 

d) Should Employer reduce the number of employees in an Office, Local 3299 shall lay off 
permanent employees in order of reverse seniority at the work location provided that the 
remaining employees are able to perform the job assignments with a minimum amount of 
orientation. 

e) Employees who have completed their probationary period and are laid off shall be placed on a 
recall list for two (2) years. Recall from layoff shall be in order of seniority. Employees on a 
recall list shall be offered vacant positions in other Offices in addition from which they were laid 
off. 

f) Local 3299 will attempt to provide laid off employees with the resources to find another position 
within AFSCME or the labor movement. 
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Article 13. Contracting Out 
Employer agrees that existing bargaining unit work shall not be contracted out. 
 
Article 14. Union Label 
The Union Label shall be used for all written material produced by members of the UOU. 
 
Article 15. Staff Training and Development 
1. In the interest of continuing to develop the strength of our union, Employer and the UOU will 
implement a staff training and development program. The scope of this training will be developed and 
agreed upon in the Labor-Management Committee. 
2. Employer will provide all permanent employees with a new employee training 
within two (2) months of being hired.  
3. Employer will provide a Local 3299 sponsored training to employees two (2) 
times a year. These trainings may coincide with the yearly staff retreat, as 
appropriate. 
4. It is the position of the UOU that the most important staff development occurs 
on a day to day basis with supervisors training and developing the skills of 
organizers. Therefore, supervisors and organizers should meet at least every two 
weeks. It is the responsibility of both the supervisors and organizers to make sure 
that this essential training is occurring.  
5.  Leads and Supervisors will make every effort to accommodate employee requests for additional 
training. 
6.  Employees will not be evaluated or disciplined on duties for which they have requested but not 
received training. 
7. Tuition/Training Reimbursement - In addition to the staff training and development 
program, permanent, non-probationary employees will be eligible for a tuition/ training 
reimbursement for $500 in a calendar year. If books or other materials are 
required, they may be in addition to the $500.00, up to $250. 
8. Other trainings - Employer will grant Employee paid time off to attend 
approved trainings and other educational activities. These trainings are included 
but not limited to, International Trainings and programs offered by other labor or 
university programs. Participation in the training programs must have the prior 
approval of the Director or designee, but will not be unreasonably denied for 
training directly related to Employee's job duties. 
 
Article 16. Cross Training 
The union strives to encourage opportunities for cross training to develop experience which may 
assist them in qualifying for transfers and promotions.  Upon written request of the employee, these 
opportunities will be set by mutual agreement of the employer, his/her supervisor, and the supervisor 
leading the other work. 
 

A.  Any employee interested in temporarily working in another classification for purposes of cross 
training may discuss such a request with their supervisor and the appropriate administrator 
who would oversee the assignment. 

B. Such a discussion should include the scope of the training and development assignment, the 
number of hours required by the position, any special requirements of the position and the 
interests and goals of the employee. 
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C.   All requests will be given reasonable consideration. However, the decision to approve a cross 
training assignment is solely at the discretion of the two managers involved and may not be 
grieved.  If a cross training opportunity is denied, the requestor will be given an explanation.  If 
the only reason for the denial is poor timing, a preferential timeline will be explored. 

 
D. For positions within the Bargaining Unit, once management determines the employee can 

successfully perform a minimum of 60% of the cross training classification duties, the 
employee shall receive a 5% increase above his/her current salary for the remainder of the 
cross training assignment, if the range maximum of the cross training salary is higher than the 
range maximum of the current classification.  An employee shall not receive more than the 
maximum of the classification he/she is being trained for.  Any cross training assignment is not 
to exceed a total of 6 continuous months. 
 

E. After successfully completing a cross training assignment the employee shall receive an 
evaluation.  With a satisfactory evaluation by the manager of the cross training, employee shall 
have preferential hiring status for any open positions within the classification. 

 
  
Article 17. Counseling 
1. In the event that a worker's performance or conduct is unsatisfactory or needs improvement, 
informal counseling shall be provided by the worker's supervisor. When such counseling is written, it 
shall not be placed in the worker's personnel file. 
2. If upon such counseling a worker's performance or conduct does not improve and disciplinary 
action could result, a written report shall be prepared in a timely manner by the supervisor, including 
suggestions for corrective action. Such a report will be placed in the worker's file. If no additional 
report on the same issue has been issued during the intervening period, each report shall be 
removed after 1 year. 
3. Counseling will normally be used prior to any report, if appropriate. An unfavorable 
report shall precede discipline of a worker, where appropriate. 
 
Article 18. Discipline  
No employee shall be discharged or disciplined except for just cause. All disciplinary action shall be 
given in writing and shall include the following: 

a. statement of the nature of the disciplinary action. 
b. statement in ordinary and concise language of the behavior upon which the causes are 
based and the policy violated 
c. approximate date of their occurrence 
d. effective date of the action. In cases of discharge for cause, the worker shall receive 
2 weeks notice or 2 weeks pay in lieu of notice, except in cases of gross misconduct. 
e. All discipline shall be progressive and corrective in nature, except in cases of gross 
misconduct. 

f. The provisions of this article apply to permanent, non-probationary employees only. 
 
 Article 19.  Alternate Dispute Resolution Procedure (ADR) 
The Alternative Dispute Resolution is an optional informal process for the UOU and 
AFSCME Local 3299. The parties agree that the types of disputes that are eligible for the ADR 
process are conflicts that affect morale in any office of AFSCME Local 3299 in an ongoing way, that 
has the potential to affect representing members of Local 3299 or the mission of the Local.  The 
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parties also agree to take each side’s word that an issue is, in fact, an issue, no matter how it appears 
to outside parties.   
 
Going into the ADR process, timeliness is paramount.  The parties agree that both sides will look to 
the ADR process before the conflict becomes entrenched.  Therefore, both parties agree that there is 
a strong commitment to engaging in ADR before any disciplinary action is taken, or grievances are 
filed, whenever possible.  
 
Additionally, both parties agree that creating an environment where open and honest communication 
can take place is the key to ADR success.  Therefore, management agrees that no disciplinary action 
can be taken for conduct within the ADR meetings, and the UOU agrees that no grievances can be 
filed for conduct in ADR meetings (this does not preclude either side from taking action based on the 
initial incident that gave rise to the ADR referral). If either side feels that the other is breaking ADR 
ground rules by being verbally abusive, the meeting can be unilaterally concluded. 
 
Both sides firmly agree that all issues must be placed on the table honestly and dealt with in ADR.  It 
does not behoove either side to withhold issues and allow them to escalate.  The intent of ADR is to 
“nip things in the bud” effectively.  Therefore, strict confidentiality in the ADR process is important.  
This does not preclude participants from sharing the results of the ADR after it has taken place. 
 
The ADR procedure for AFSCME Local 3299 is as follows: 
 
1) An initial incident or ongoing issue affects morale in a workplace and is referred for ADR 

resolution by either party. ADR referrals should be cc’d to the AFSCME Director and the UOU 
Statewide officers to insure timely participation. 

 
2) One week after invoking ADR, the two parties involved shall meet to resolve the dispute 

informally. The specific dispute will be enumerated and the possible solutions will be discussed. 
Hopefully an acceptable solution is found that satisfies both parties. If this informal resolution 
stage does not satisfy both parties, the next stage is facilitation. 

 
3) No later than two weeks after the failed informal discussion, and three weeks after initially invoking 

ADR, a facilitator shall be mutually agreed upon by the parties that is outside the workplace in 
question, but within AFSCME Local 3299. An appropriate list of available facilitators will be given 
to both sides. The intention of AFSCME and the UOU is to have facilitators attend proper trainings 
prior to being assigned to a conflict. In addition, the AFSCME director or designee and a UOU 
Statewide officer or designee will be present at the facilitation meeting. 
 
The UOU officer or designee shall be allowed such time as is reasonable and 
necessary during working hours to attend the facilitation and mediation meetings  
without loss of pay. It is understood that the UOU officer or designee 
shall provide his/her supervisor with advance notice and request for such time. 
Such request will not be unreasonably denied. 

 
4) Naturally, these participants cannot also be the facilitators. The Facilitator is expected to be 

“empty” and allow the participants to describe the conflict from their standpoints, describe the 
options for resolution available to them, and describe their preferences for resolution. The 
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facilitator will provide the framework for the parties to resolve the conflict on their own. If this 
process does not garner an acceptable resolution, the next stage is mediation. 

- The facilitator shall prepare a written summary of the facilitated meeting outlining the views of 
both sides and the clear path for moving forward `when an agreement is reached. 

5) No later than three weeks after the failed facilitation, and six weeks after invoking ADR, the parties 
will mutually agree upon a mediator to foster talks and offer solutions not previously considered. 
This mediator must be outside of AFSCME Local 3299.  The parties shall endeavor to utilize a 
free service, for example Federal Mediation and Conciliation Service (FMCS).  In the event that a 
fee is involved, the UOU an AFSCME 3299 shall evenly share the cost. 
 

6) The AFSCME Director or designee and the UOU Statewide officer or designee that were present 
at the facilitation stage will also be present at the mediation.  The goal is to mediate a productive 
discussion towards a solution that will be amenable to both parties, but the mediator may suggest 
a non-binding solution that understands compromise from both sides 

 
7) If an agreement is reached and then violated, both sides shall be remanded to the ADR stage 

where the path for moving forward had been made clear. 
 

This article is non grievable and non arbitrable. 
 
 
Article 20. Grievance Procedure 
All disputes, complaints, or grievances concerning this agreement or alleged violations of the law may 
be taken up within 30 days of the occurrence.  Should ADR take place over a specific incident, that 
process shall not count against the 30 day time period in which to file a grievance regarding that 
specific incident. 
1. Grievances can be filed on behalf of a). a single UOU represented employee 
b). a group of UOU represented employees c). the UOU as an employee 
organization. 
2. If a single UOU represented employee elects to represent themselves in a 
grievance and not utilize the elected UOU Stewards’ structure, said grievance will not be  
eligible for the arbitration section of this article. 
 
If a grievance is filed, it shall be in writing and will stipulate the article and section(s) of 
the contract alleged to have been violated and the remedy being sought. Any of the time 
limits may be waived by mutual agreement of the parties. 
 
Step 1 - Within 15 calendar days of a grievance being filed, the Director or designee will respond 
in writing to both the union and the grievant. Failing satisfactory settlement thereof, 
either side shall, within 7 calendar days appeal such dispute, complaint, or grievance to 
the Peer Committee established by this article. 
 
Step 2 - Peer Committee 
Within 7 calendar days of the employer's response to step one, a request for referral to the 
Peer Committee (PC) shall be made. Within 7 calendar days of the request, the 
committee members shall be named by each party with the following guidelines: 
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a. The employer shall appoint two management representatives, not to include the Director or 
designee who handled Step 1 of the grievance, 
nor the supervisor who initiated the discipline or action in question. The employer will make every 
effort to involve at least one field staff (Lead organizer) in any Peer Committee.  
 
b. The UOU shall appoint 2 bargaining unit representatives, not to include the 
steward representing the grievant.  UOU peer committee members shall be allowed paid release time 
as is reasonable and necessary for the purposes of investigating, preparing for, and pursuing any 
grievance, up to a maximum of one work day release for each representative for each peer review. 
 
Within 30 days, the Peer Committee shall meet and render a decision. The 
grievant and/or their union representative shall present their appeal in whatever 
format they choose (in person or in writing). The committee will be held to the 
standards of Just Cause and the terms of this Agreement in rendering their 
decision. The decision of the majority of the Committee shall be final and 
binding on the parties of this Agreement. In the event the PC is unable to arrive at a decision, or in 
the even of a deadlock, the union shall have the right within 7 working days to demand arbitration or 
optional Mediation. 
 
Step 3 - Mediation 
Mediation shall be an optional third step between Peer Review and Arbitration.  If either party invokes 
mediation, the other party must agree to participate. 
 
The parties shall endeavor to seek free mediation services wheich are available, for example FMCS, 
and to utilize a mediation service where mediators are experienced in grievance handling and 
employment law.  Should no free mediator be available, he parties agree to share costs. 
 
Mediation shall be confidential; nothing in the mediation shall be used in any arbitration nor other 
hearing, nor any discipline.  Mediations shall be limited to a maximum of one day, to be scheduled as 
soon as possible after deadlock at step three, based on the Mediator’s schedule. 
 
If no settlement is reached, within 7 days of the mediation grievant(s) may elect to proceed to 
Arbitration. 
 
Step 4 – Arbitration 
An arbitrator shall render a decision and this decision shall be binding on both parties. 
The arbitrator shall have jurisdiction and authority only to interpret, apply, or determine 
compliance with specific terms of this Agreement and shall not have jurisdiction to add 
to, detract from, or alter in any way the provisions of this Agreement. Any decision 
within the jurisdiction of the arbitrator shall be final and binding upon all concerned. The 
expense and salary incident to the services of the arbitrator shall be shared equally by the employer 
and the UOU. 
 
A. If the parties are unable to agree upon an impartial arbitrator, the Union shall mail 
a written request, (copied to the Employer) for a list of Five (5) arbitrators to the 
American Arbitration Association within 5 days after the Peer Committee 
has rendered its decision. The UOU shall ask the American Arbitration 
Association to exclude arbitrators that Local 3299 uses in the course of 



14

representing its members. 
B. The parties shall meet within ten (10) working days of the receipt of the list of 
arbitrators in order to seek agreement upon one of the named individuals to serve 
as the impartial arbitrator. If the parties are unable to agree, the parties shall 
alternatively strike a name from the list until one name remains. The remaining 
name shall be selected as the impartial arbitrator. A coin toss will determine who 
strikes the first name from the list. 
C. Questions of arbitrability shall reside solely with the arbitrator. The arbitrator’s 
decisions shall be issued in writing. 
D. For purposes of this article, email is an acceptable form of written 
communication. 
 
Article 21. Probation 
1. All new employees in permanent positions shall serve a probationary period of 6 
months. Probationary workers shall have rights provided in this agreement, including 
full access to the grievance procedure as defined in Article 16, except that they shall 
have no right to appeal a release during their probationary period unless the employer 
has allegedly violated the portions of this agreement covering NO DISCRIMINATION, 
and EVALUATIONS. Probation may be extended if mutually agreed upon by the 
Employer and UOU. 
Article 22. Personnel files 
1. Records of all disciplinary actions shall be kept in a central personnel file. Workers 
are entitled to view their personnel files at any time, and may request a copy of their 
file in writing. A union representative investigating a possible grievance shall be 
allowed, upon reasonable request in writing with written permission from the 
employee, access to personnel files for bargaining unit employees. 
2. No material regarding performance shall be inserted into the worker's personnel file 
without prior notice to him/her. Upon the worker's request, any item related to 
disciplinary action shall be removed from the file after one year, unless otherwise 
stipulated in this agreement, or if the action has been repeated. 
Article 23. Evaluations 
1. Employer shall make a good faith effort to provide a variety of guidance and 
training to the worker during the first 6 months of employment (per Article 15). Their 
supervisor will be responsible for assessing the abilities and knowledge of a 
probationary worker as soon as but not later than within three months of employment. 
2. Probationary workers shall be evaluated by their supervisor between the 3rd and 4th 

month of employment, and during the 6th month, prior to being made permanent. 
Article 24. Holidays 
1. Employer shall give time off with pay in observance of the following holidays each 
calendar year: 
1· New Years Day 
2· Martin Luther King, Jr. Day 
3· President's Day 
4· Caesar Chavez Day 
5· Memorial Day 
6· Independence Day 
7· Labor Day 
8· Veteran's Day 
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9· Thanksgiving 
10· Day after Thanksgiving 
11· Christmas Eve 
12· Christmas Day 
13· New Year's Eve 
14· One Half Day Floating Holiday 
2. Holiday Eligibility - Employees eligible to receive pay for holidays include: 
a) Employees on active pay status when the holiday is observed 
b) Employees who are on paid leave or paid disability status 
c) Employees who are on paid vacation 
3. Holiday Observance - If a holiday occurs on a Sunday, the following Monday will 
be observed as the holiday. Saturday holidays shall be observed on the preceding 
Friday. 
4. Any Employee required to work during a Holiday because of his or her job 
assignment will receive time off at the rate of time and a half to be mutually agreed to 
by the employee and her/his supervisor. 
5. Part-time Employees – Holidays shall be pro-rated according to position 
appointment. 
Article 25. Vacation 
1. Accrual 
Less than 1 year – 80 hours (2 weeks) vacation (earned at the rate of 6hrs 40 min per month) 
1- 3 years – 120 hours (3 weeks) vacation (earned at the rate of 10 hrs per month) 
3- 5 years – 140 hours (3.5 weeks) vacation (earned at the rate of 11 hrs 40 min per month) 
5 years & more – 260 hours (4 weeks) vacation (earned at the rate of 13 hrs 20 min per month) 
 
2. Vacation Requests - All requests for vacation time must be submitted on the 
appropriate form and approved by the Employees' direct supervisor and the Organizing 
Director. Such requests shall be made 72 hours in advance, except in case of 
emergency. Such requests will not be unreasonably denied. Seniority by department will be 
the determining factor when Employee requests conflict. Once a vacation request has 
been approved, it can not be changed due to a more senior employee’s request for the 
same vacation dates. 
3. Holidays During Vacation - If any holiday(s) fall during the Employee's vacation 
period, the Employee is entitled to receive additional day(s) of vacation in lieu thereof, 
or the Employee may choose to extend the vacation by that number of days. 
4. Illness on Vacation - If illness occurs on any day(s) when vacation time is used, and 
if the illness can be documented, the Employee may convert day(s) for illness to sick 
leave with pay and in so converting, shall receive full restoration of that time to the 
Employee's accrued earned vacation time. The conversion of time from vacation to 
sick leave shall not serve to alter or extend the scheduled calendar time of the vacation 
period unless such extension is mutually agreeable between the Employee, the 
Employee's direct supervisor, and the Assistant Director. 
5. Part-time Employees – Vacation shall be pro-rated according to position 
appointment. 
6. Vacation Carry Over - Employees may carry over vacation for two years. A year 
starts and ends on an Employees anniversary date of hire. Employees may carry 
unused vacation for more than two years when it is a result of operational needs or 
upon permission from the Director or designee. 
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7. Vacation Cash Out - Upon separation from employment, Employees shall receive 
cash payment for all unused accumulated vacation time. Employees may not receive 
any vacation as cash while still employed with the Union. 
8. Unpaid Vacation - Employees are eligible to take additional unpaid vacation with 
the approval of their direct supervisor and the Organizing Director. 
 
Article 26. Sick Leave 
1. Accrual - Sick leave will be accrued to each Employee at the rate of one (1) day per 
month. There shall be no limit on accrual for use of sick leave; however, no amounts of 
unused sick leave will be paid on termination of employment. Employees shall be 
allowed to owe sick leave (up to 5 days) during the first year of employment. 
Employees must agree to pay back owed sick leave if employment is terminated before 
they accrue sufficient leave. 
2. Usage - Sick leave shall be available to Employees for their own illness or injury or 
for the illness or injury of their spouse/domestic partner, family or dependents. An 
Employee may use up to six (6) days of sick leave for personal time off per calendar 
year. Personal time off should be planned and scheduled whenever possible. 
3. FMLA - If the illness qualifies as an FMLA event the Employee may use up to thirty 
(30) days of sick leave or unpaid leave to care for an immediate family member. 
4. State Disability Insurance - Sick leave shall be integrated with the Employee's state 
disability insurance. The Employer will pay an amount which, added to the state 
disability benefits, will equal the Employee's regular wages. Only that amount of sick 
leave paid by the Employer will be charged against the Employee's accrued sick leave. 
5. Part-time Employees – Sick Leave shall be pro-rated according to position 
appointment. 
 
Article 27. Leaves of Absence 
1. Bereavement Leave - in the event of a death of an Employee's immediate family 
member, an Employee will be permitted to take the necessary paid time off, up to a 
maximum of three days to attend the funeral. In the case the funeral is held outside of 
the employees local region (more than 200 miles), the Employee will be permitted to 
take a maximum of five days to attend the funeral. In addition, if the employee must 
travel out of the country, more time may be negotiated without penalty. Immediate 
family is defined as: spouse/domestic partner, father, mother, child, sister, brother, 
father in law, mother in law, grandparent, grandchild, sister in law, brother in law, 
uncle, aunt, niece, nephew, cousin, or other member of the Employee’s household. 
 
2. Maternity/Paternity Leave - Maternity/Paternity Leave shall be granted for up to 9 months for the 
purposes of pregnancy, childbirth, adoption and caring for children.  The Employer will consider 
extensions and accommodations by mutual agreement, giving special consideration to extensions 
when an employee is medically required to take pre-birth disability.  The Employer will pay up to 6 
months of health and welfare coverage while Employee is on maternity/paternity leave.  The 
Employee seeking leave for maternity/paternity purposes will give written notice to Employer no later 
than three months before the anticipated start of the leave.  Employees wishing to return prior to the 
end of their requested leave may do so by mutual agreement with a 30 day notice.  The Employee 
shall be entitled to up to 3 fully paid months of leave and shall exhaust their accrued sick leave during 
these three months.  The Employee must also apply for disability benefits if eligible, and said 
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disability payment shall be discounted form the employer portion of the three months pay.  Accrued 
vacation may be used outside the three month employer paid period. 
 
3.  Return from Maternity/ Paternity Leave 
Upon return from Maternity/Paternity Leave, employee is entitled to one month guaranteed part time 
phase in, if requested a minimum of 30 days in advance, provided the employee is willing to work a 
minimum of 20 hours/week.  The employee may be granted up to two additional months of part time 
phase in within the nine month Maternity/Paternity Leave, subject to mutual agreement, with 30 days 
advance notice.  Requests will not be unreasonably denied. 
 
4. Family Care Leave - Family care leave without pay will be granted for up to 6 
months for the purposes of parenting or caring for sick or injured family members. 
Conditions of leaves of absence will be put in writing. Extension for up to an 
additional 6 months may be granted provided it is requested and approved in writing 
by the Employer. Such leave of absence will not affect the Employee's rights under this 
agreement. During the period of such leave, Employee will not accrue either sick 
leave or vacation. 
5. Extended Leave - Leave of absence without pay may be granted provided it is 
requested and approved in writing by the Employer. Employer shall answer a request 
for leave within 10 days except in cases of emergency when requests and approvals 
may be made verbally. Such leaves of absence will not affect the Employee's rights 
under this agreement. During the period of such leave, Employee will not accrue 
either sick leave or vacation or seniority. 
6. Legal provisions - Notwithstanding the leave of absence provisions above, the 
Employer agrees to comply with all State and Federal laws and regulations regarding 
leaves of absences, including but not limited to, Family Medical Leave Act, California 
Family Rights Act, and California Family School Partnership Act. Where the 
collective bargaining agreement and applicable state or federal laws provide different 
benefits, the Employer will provide the Employees with the greater of the benefits. 
 
Article 28. Jury Duty 
Employees who are called for service on a jury or for service resulting from subpoena 
by any court of competent jurisdiction will be provided leave for the period required if 
they are selected to serve. Employees will be paid the difference between the pay 
received for such jury service and their normal base pay. Employees are expected to 
report to work when it does not conflict with court obligations. Employees shall turn in 
their pay for jury duty to receive full salary for the days off. This does not include 
money given for meals or expenses. Employees are limited to up to two weeks of jury 
duty per calendar year. 
 
Article 29. Health & Welfare 
1. Medical/ Dental- The employer agrees to provide health insurance and dental benefits for all 
bargaining unit employees appointed for 20 hours or more per week and their eligible dependents 
including domestic partners. 
 
2.  Maintenance of Benefits - Employer will pay the entire cost of the present schedule of benefits of 
the plan for the employee and the employee’s dependents to maintain such schedule of benefits 
during this agreement.  
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3. Dental Benefits – The employer shall pay for the full cost of the Delta Dental Plan 2000 with a 
maximum per individual benefit of $2000.  Delta Dental Orthodontic coverage will also be included for 
all employees, dependents and domestic partners. 
 
4. Vision – Employer agrees to reimburse employees up to $300 for glasses or contacts annually. 
 
5. Extended Coverage - If an eligible Employee is off due to illness or accident, the health and welfare 
coverage shall be extended by the Employer for 30 days. 
 
6. Long Term Disability - Employer will provide a long-term disability plan to all eligible employees, to 
commence after 90 days disability. 
 
7. Pregnancy Disability - Pregnancy disability leaves shall be treated the same as any other disability 
in accordance with applicable state and/or federal law. 
8. Workplace Injury - Employees who become ill on the job or suffer any work connected 
injury, no matter how minor, shall report to their supervisor so that the incident 
is recorded for worker's compensation purposes. 
 
9. Light Duty – Where appropriate, modified duties may be provided for Employees 
with temporarily disabling injuries or illnesses. 
 
Article 30. Field Package 
The employer agrees to provide the following cash benefits to staff: 
 
1. Office Parking & Public Transit Reimbursement 
The employer agrees to reimburse the employee for up to $50 per month for the cost of parking at 
AFSCME office(s). Employees who ride public transit to work shall also be 
reimbursed for up to $50 per month. To be eligible for reimbursement under this article, 
an employee must submit receipts for parking and / or public transportation expenses 
within 90 days of purchase. 
 
2. Business allowance $260/month (Organizing staff only) 
 
3. Mileage at the maximum allowable IRS rate 
 
4.Per Diem $160/month (Organizing staff only) 
 
5.  Out of town Daily Per Diem of additional $56 per day on top of the $8, for employees who are 
traveling out of their metropolitan area (60 miles or more) for the entire day, and who are not traveling 
to a meeting where food is otherwise provided.  Exceptions to the 60-mile rule shall be made on a 
case-by-case basis. 
 
6.  Auto insurance $1000/year (Organizing staff only) 
 
Auto insurance reimbursement will be paid twice yearly and only after submission of 
the following: 
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 Proof of Valid insurance policy to be submitted at the time of hiring, or thereafter when any 
changes are made to the level of coverage in the policy. 

 Proof of payment to insurance company 
 Check Request Form Signed by Lead or Supervisor 

 
Separating employees shall pay back any insurance already reimbursed by the 
employer or have their final pay check deducted by the pro-rated amount of unused 
insurance. 
 
7.  Cell phone $100/month. 
 
8.  AAA reimbursement for basic membership (Organizing staff only) 
 
Article 31.Expenses 
In-town: Employees will be reimbursed for all expenses incurred during the work 
for Local 3299. This includes but is not limited to parking and transportation costs, 
office supplies, entertainment of Local 3299 members. Proper documentation 
including Employee Expense Form and receipts must be submitted to the comptroller 
for reimbursement within 90 days of occurrence. Reimbursements will be regularly 
scheduled, and occur at least every two weeks. Employee Expense Forms of separating 
employees must be submitted no later than 30 days after their last day of employment 
with AFSCME 3299. 
 
Article 32. Indemnification 
Local 3299 is obligated to defend UOU members against lawsuits or actions filed 
against employees when said actions are brought in accordance with the employee 
acting in his-her job capacity. The UOU and Employer agree that there is no 
obligation to defend a UOU member who engaged in deliberate, gross, or reckless 
misconduct, including criminal. 
 
Article 33. Retirement 
1. The AFSCME International Pension Plan will be available to eligible employees 
who elect to participate. Upon mutual agreement with the UOU, the employer may 
change Pension or 401k Plans. 
2. All permanent employees covered by this agreement shall be eligible to elect to 
participate. 
3. 401(k) Employer will deduct voluntary employee contributions from an employee’s 
payroll and forward them to the employee’s 401(k) plan. 
 
Article 34. Technology 
Recognizing that the use of technology in the workplace can result in more 
efficient and effective use of organizers’ time and thus an improvement of Local 
3299’s effectiveness, UOU will be allowed representation and input in decisions 
regarding information technology purchases and usage at each office on the choices 
and changes to both new and current technology. Advisory input regarding Technology 
will take place in the Labor Management meetings. 
Additionally, a training program for UOU Members on current office 
technology, specifically the database, will be set up by Local 3299 and UOU. When 
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new technology is introduced, Local 3299 agrees to offer additional trainings. This 
training will be a part of the orientation for new employees and will be given to all 
employees at the request of individual members. 
 
Article 35. Immigration 
COMPLIANCE WITH LAW CONCERNING IMMIGRATION STATUS 
The American Federation of State, County, and Municipal Employees (AFSCME) and 
UOU agree to the following procedures regarding Social Security Administration no 
Match letters and Work Authorization Status Documentation: 
A. The American Federation of State, County, and Municipal Employees will provide 
UOU a copy of all correspondence sent to a represented employee regarding the 
employee’s I-9 form following the acceptance of the documentation presented during 
the first 3 days of employment. 
B. In the event that an employee has a problem with his or her right to work in the 
United States, after completing his or her probationary period, AFSCME shall notify 
the Union in writing and agrees to meet with the Union to discuss the nature of the 
problem to see if a resolution can be reached. This meeting shall take place before any action by 
AFSCME is taken, but in no case later than 10 days following notification to the 
Union, unless otherwise agreed to by the parties. 
In the event that an employee’s work authorization expires, an employee must provide 
other documentation demonstration that he/she is authorized to continue working in the 
United States. If the employee cannot provide the actual documentation because it has 
been lost, stolen or damaged, AFSCME will accept a receipt showing that the 
individual applied for a replacement document. The receipt must be provided by no 
later than the date of expiration of the right to work in the United States. Consistent 
with INS regulations, AFSCME will continue to employ the employee for up to 90 
days following the date of the receipt during which time the employee must present the 
actual replacement document. 
If following the completion of an employee’s probation period, it is found that an 
employee is not authorized to work in the United States and the employee is terminated 
in accordance with the applicable law, AFSCME agrees to rehire the employee to his 
or her former position respecting his or her seniority upon the employee providing 
proper work authorization within 180 days from the date of termination. The Union 
agrees that the least senior employee in the rehired employee’s former classification 
and unit shall be laid off if no open position exits. 
AFSCME, at its sole non-grievable discretion, may agree to extend the rehire provision 
stated above for an additional 90 days. 
AFSCME will provide a copy of this agreement to any employee(s) terminated due to 
not having the appropriate documentation granting them the right to work in the United 
States. 
C. In the event the AFSCME receives notice, from the Social Security Administration 
(“SSA”) indicating a “no match” or invalid Social Security numbers (“SSN”), 
AFSCME agrees to do the following: 
1. The identified employee(s) will be given a copy of any such notice and a copy of the 
notice shall be provided the Union. 
2. AFSCME agrees that it will comply with the instructions from the Social Security 
Administration as stated on the “no match” notice received from the Social Security 
Administration. 
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3. AFSCME agrees that it will not require that the employee(s) submit a new Social 
Security Card for the AFSCME’s review, unless the employee(s) has presented the 
Social Security Card as a document for purposes of I-9 compliance and wishes to 
continue to use the Social Security Card as a form of I-9 authorization. 
4. AFSCME agrees that; the employee(s) have the opportunity to substitute an 
acceptable replacement document for the Social Security Card if the Social Security 
Number was identified as a no-match or invalid and had been used for the purposes of 
I-9 compliance. 
5. AFSCME agrees not to contact the SSA or any other governmental agency after 
receiving notice of a no-match letter from the SSA. 
D. AFSCME shall grant employee(s) excused absences where given one week’s prior 
notice and verification documentation, to attend any appointments scheduled by the 
INS or U.S. Department of State with respect to immigration or citizenship status of 
the employee or the employee’s spouse, child or parent. 
E. An employee shall not suffer any loss of seniority, compensation, or benefits during 
the period of his or her employment AFSCME due to any changes in the employee’s 
name or social security number, provided that the new social security number is valid 
and the employee is authorized to work in the United States. If AFSCME transfers any 
employee from one campus to another campus within, it shall continue to use the I-9 
form originally obtained and will not require any re-verification or resubmission of 
documents proving authorization to work other than those situations addressed in 
previous sections of this agreement. 
G. An UOU represented employee may present updated I-9 documentation to the 
appropriate AFSCME representative without fear of negative repercussions relating to 
previously submitted documents. 
H. Within the limits imposed by law, AFSCME will not discriminate against 
employees on the basis of immigration status. 
 
 
Article 36. Savings Clause 
1. In the event that any provisions of this Agreement is finally held or determined to be 
illegal or void as being in contravention of any law, ruling or regulation of any 
governmental authority or agency having jurisdiction on the subject matter of this 
Agreement, the remainder of the Agreement shall remain in full force and effect. 
2. If any provision of this Agreement is held invalid, Employer and the UOU further 
agree that they shall promptly enter in negotiations for the sole purpose of attempting 
to achieve a mutually satisfactory replacement for such provision. 
 
 
Article 37. Printing of Agreement 
The Employer and UOU will provide each UOU member with a signed hard copy of 
the Agreement within 30 days of ratification. The Employer will provide each new 
bargaining unit employee with a signed hard copy of the Agreement upon hiring. 
 
 
Article 38. UOU Meetings and Operations 
The UOU shall be allowed to use Local 3299 facilities to hold meetings. Meeting 
space shall be requested in advance and meetings shall be held off-work time. Upon 
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request, the UOU shall be provided bulletin board space in a mutually agreeable 
location frequented by the bargaining unit members for the purpose of communication. 
One such location shall be provided in each office. 
 
 
Article 39. Management Rights 
UOU recognizes the Employer has the sole right and responsibility to manage the local 
and direct its employees. This includes, but is not limited to, the right to hire, transfer, 
promote, demote, layoff, discipline, and discharge employees, set policy, goals and 
standards for all employees, subject to the terms of this agreement. 
 
 
 
 
Article 40. Duration of Agreement 
A. The terms and conditions of this Agreement shall be in full force and effect 
commencing at 12:00 am midnight on August 31,  2009 and terminating at 
11:59 pm on December 31, 2014, unless AFSCME 3299 and the UOU mutually 
agree in writing to extend any and all of the terms of this Agreement. 
 
Full contract negotiations – In 2014, all terms and conditions of 
employment covered by this Agreement will be subject to meeting and 
conferring, in accordance with the provisions of section B. below. 
 
B. The requirements for the AFSCME 3299 and/or the UOU to collectively bargain 
the Agreement are as follows: 
 
1. The UOU shall no later than October 31, 2014, serve upon AFSCME 3299 
its written notice of its intent to negotiate the Agreement in accordance 
with Section A., above. Included in such notice shall be the UOU’s 
written contract language proposals for the articles subject to negotiation. 
2. AFSCME 3299 shall no later than October 31, 2014, serve upon the UOU, 
notice of its intent to negotiate the Agreement in Accordance with 
Section A., above. Included in such notice shall be AFSCME 3299’s written contract language 
proposals for the articles subject to negotiation. 
 
C. Timely notice as indicated in section B. above shall impose the duty to engage in 
meeting and conferring for the purposes of negotiating amendments to the 
Articles so specified. Such negotiations shall commence on or about November 1, 2014 unless 
otherwise agreed upon by both parties. 
 
D. Neither party shall have an obligation or requirement to negotiate on any 
provision of any Article not timely designated. 
 
E. During the period of negotiations on Articles properly designated for amendment 
the terms and conditions of the Agreement, including those Articles already 
designated for amendment, shall remain in full force and effect. 
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F. In the event that neither AFSCME 3299 nor the UOU accomplish timely notice 
of intent to reopen, the terms and conditions of the Agreement shall remain in 
full force and effect until December 31, 2014. 
 
The parties hereto have executed this Agreement as of the day written: 
 
AFSCME Local 3299      United Organizers Union 
 
________________________________   _____________________________________ 
Lakesha Harrison, President    Juan Vazquez, President 
 
________________________________   _____________________________________ 
Monica Baumann, Director     Monica Molina, Trustee 
 
________________________________   _____________________________________ 
Jeff Meyers, Executive Board Member   Derrick Wortes, Researcher 
 
________________________________   _____________________________________ 
Sanjay Garla, Lead Organizer    Mao Niang, Network and Database Admin. 
 
________________________________   _____________________________________ 
Mario Fuentes, Lead Organizer    Ann Swinburn, Researcher 
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Appendix A 
Side Letter on Clerical/ Administrative Classifications: 
Administrative Assistant I 
Performs responsible clerical work requiring previous experience and the ability to carry 
out large variety of clerical duties with little supervision. With appropriate and sufficient 
training is computer literate in office data entry and word processing programs. 
Responsible for performing office tasks such as filing, recording, maintaining records, 
copying, posting and other similar duties, using a computer terminal. Performs variety of 
tasks. Works under general supervision, reports to a supervisor or manager. 
Administrative Assistant II 
Can perform duties of the Assistant I, but also performs higher level, multi-step office 
operations under general supervision, including but not limited to travel and meal 
arrangements, conference support, production of field materials, membership work. 
Writes correspondence on own initiative. Provides administrative support for office 
including information, filing, produces correspondence and otherwise relieves organizers 
and directors of administrative and business details. Relies on experience and judgment 
to plan and accomplish goals. Knowledge of computers, spreadsheet, email, internet, and 
online services. Works under general supervision. 
Finance Assistant: 
Works with Financial Manager in the administration of all financial aspects of the union, 
including but not limited to administration of : employee benefits and sick leave, expense 
reimbursements, Hudson control, payroll, union leave. May also include printing of 
checks, billing, and reconciliation of credit cards, 1099s, petty cash, Fair Share, Deposits, 
and People billing. 
Network and Database Administrator: 
Serves as the administrator and designer of union’s database systems. Designs, 
implements and maintains data and network for the union. Responds to data requests, 
downloads and imports Changes and Dues data from the UCOP. Provides database 
training to staff and organizers in the field. Works with all levels of users and 
management to understand data needs and provide solutions with data integrity in mind. 
Responsible for network setup, including VPN and Membership database connectivity. 
Troubleshoots and problem solves for all computer needs for field offices and Oakland 
office. PC builds, PC repairs, PC upgrades in the Oakland and the field offices. 



25

Appendix B 
Wage Tables 

2010 Wage Tables – 3% Increase 

Organizer
Step 1 Step 2 Step 3 Step 4 Step 5

49,049 51,109 54,466 56,526 58,586

Senior Organizer
Step 6 Step 7 Step 8 Step 9 Step 10

60,646 62,706 64,766 66,826 68,886

Researcher
Step 1 Step 2 Step 3 Step 4 Step 5

55,352 57,412 59,472 61,532 63,592

Senior Researcher
Step 6 Step 7 Step 8 Step 9 Step 10

65,652 67,712 69,772 72,141 74,572

Administrative Assistant I
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

38,110 40,170 42,230 44,290 46,350 48,410 50,470

Administrative Assistant II
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

45,310 47,575 49,954 52,452 55,074 57,827 60,719

Finance Assistant
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

45,310 47,575 49,954 52,452 55,074 57,827 60,719

Network and Database Administrator
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

58,401 61,321 64,387 67,606 70,987 74,536 76,220
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2011 Wage Tables – 3% Increase 

Organizer
Step 1 Step 2 Step 3 Step 4 Step 5

50,520 52,642 56,100 58,222 60,344

Senior Organizer
Step 6 Step 7 Step 8 Step 9 Step 10

62,466 64,588 66,709 68,831 70,953

Researcher
Step 1 Step 2 Step 3 Step 4 Step 5

57,013 59,135 61,256 63,378 65,500

Senior Researcher
Step 6 Step 7 Step 8 Step 9 Step 10

67,622 69,744 71,865 74,305 76,809

Administrative Assistant I
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

39,253 41,375 43,497 45,619 47,741 49,862 51,984

Administrative Assistant II
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

45,310 49,002 51,453 54,025 56,726 59,562 62,540

Finance Assistant
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

45,310 49,002 51,453 54,025 56,726 59,562 62,540

Network and Database Administrator
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

60,153 63,161 66,319 69,634 73,116 76,772 78,507
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2012 Wage Tables – 3% Increase 

Organizer
Step 1 Step 2 Step 3 Step 4 Step 5

52,036 54,221 57,783 59,969 62,154

Senior Organizer
Step 6 Step 7 Step 8 Step 9 Step 10

64,340 66,525 68,711 70,896 73,081

Researcher
Step 1 Step 2 Step 3 Step 4 Step 5

58,723 60,909 63,094 65,280 67,465

Senior Researcher
Step 6 Step 7 Step 8 Step 9 Step 10

69,650 71,836 74,021 76,535 79,113

Administrative Assistant I
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

40,431 42,616 44,802 46,987 49,173 51,358 53,544

Administrative Assistant II
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

48,069 50,472 52,996 55,646 58,428 61,349 64,416

Finance Assistant
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

48,069 50,472 52,996 55,646 58,428 61,349 64,416

Network and Database Administrator
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

61,958 65,056 68,309 71,723 75,310 79,075 80,862
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2013 Wage Tables – 2% Increases 

Organizer
Step 1 Step 2 Step 3 Step 4 Step 5

53,076 55,306 58,939 61,168 63,397

Senior Organizer
Step 6 Step 7 Step 8 Step 9 Step 10

65,627 67,856 70,085 72,314 74,543

Researcher
Step 1 Step 2 Step 3 Step 4 Step 5

59,898 62,127 64,356 66,585 68,814

Senior Researcher
Step 6 Step 7 Step 8 Step 9 Step 10

71,043 73,273 75,502 78,065 80,696

Administrative Assistant I
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

41,240 43,469 45,698 47,927 50,156 52,385 54,614

Administrative Assistant II
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

49,030 50,472 54,056 56,759 59,597 62,576 65,705

Finance Assistant
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

49,030 50,472 54,056 56,759 59,597 62,576 65,705

Network and Database Administrator
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

63,197 66,357 69,675 73,158 76,816 80,657 82,479
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2014 Wage Tables – 2% Increases

Organizer
Step 1 Step 2 Step 3 Step 4 Step 5

53,076 56,412 60,118 62,392 64,665

Senior Organizer
Step 6 Step 7 Step 8 Step 9 Step 10

66,939 69,213 71,487 73,760 76,034

Researcher
Step 1 Step 2 Step 3 Step 4 Step 5

61,096 63,369 65,643 67,917 70,191

Senior Researcher
Step 6 Step 7 Step 8 Step 9 Step 10

72,464 74,738 77,012 79,627 82,310

Administrative Assistant I
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

42,064 44,338 46,612 48,886 51,159 53,433 55,707

Administrative Assistant II
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

50,011 52,511 55,137 57,894 60,789 63,827 67,019

Finance Assistant
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

50,011 52,511 55,137 57,894 60,789 63,827 67,019

Network and Database Administrator
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

64,461 67,684 71,068 74,621 78,352 82,270 84,129


