


Staffing



San Jose Budgets 626 fewer full-time 
positions than 20 years ago, the lowest 
staffing of any large city in California. 

Source: Mayor’s March Budget Address, 2022; Annual Report on City Services, 2021-2022



In addition to low budgeted staffing levels, 
over 900 positions are vacant.
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The Rate of Job Vacancies more than 
Doubled in 2012 and has Averaged 12% Since
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Source: Annual Reports on City Services
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Recruitment  



Recruitment: What Candidates Say

Source: NEO GOV HR Trends Report 202. Cited by Jennifer Schembri in February 1, 2023 Memo: 
Strategies for Recruitment, Hiring, and Retention. 
https://www.neogov.com/hubfs/2023%20Trends/Full%20NG%20HR%20Trends%20Report%202023.pdf

https://www.neogov.com/hubfs/2023%20Trends/Full%20NG%20HR%20Trends%20Report%202023.pdf


San Jose is the only 

known agency in the Bay 

Area that doesn’t have 

metrics for determining 

“hard-to-fill” 

classifications. 

It’s common practice for agencies 
nationwide and particularly for Bay Area 
public entities to have metrics, both 
percentage and time based, that can be 
measured to determine which job 
classifications are determined to be hard 
to fill, hard to maintain, or that are 
transitory.   



Retention 



From the HR Director’s 
Strategies For 
Recruitment, Hiring, 
and Retention - Memo:

“After five years of service, 
the City is retaining only 60% 

of its employees. Said another 
way, the City is losing about 
40% of staff after 5 years of 

service”.

- Jennifer Schembri 



City Employment Longevity 
Demography
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Source: Information provided by City



1 in 6 Employees Can Retire within 5 Years
Most retirement-eligible employees are in 9 city departments

For non-sworn personnel, the highest rate of retirement eligibility is in:

. 

06 –
Retirement 
Services = 
16%

05 
IT = 17%

. 

04 
Finance = 17%

03 
Human 
Resources = 
18%

02 
Environmental 
Services = 20% 

01 
PBCE and City 
Attorneys 
Office = 20% 

Source: Information provided by City 



In Over Half of 
City 
Departments, 
at Least 1 in 5 
Jobs is Vacant 
or Soon to Be 
Vacant due to 
Retirements



Top Reasons for Employee Turnover in 
2021 & 2022

Source: NEO GOV HR Trends Report 202. Cited by Jennifer Schembri in February 1, 2023 Memo: 
Strategies for Recruitment, Hiring, and Retention.  
https://www.neogov.com/hubfs/2023%20Trends/Full%20NG%20HR%20Trends%20Report%202023.pdf

https://www.neogov.com/hubfs/2023%20Trends/Full%20NG%20HR%20Trends%20Report%202023.pdf


Why New Employees are 

Leaving: It’s pretty 

straightforward… Other 
Reasons 32% Citing 

poor 
management 

74% are leaving 
for better pay



The Cost of Staff Replacement  
The ramifications of employee turnover are enormous. Each departure costs about one-

third of that worker’s annual earnings. Here’s where that money goes:

Source: SHRM HR Today: Cited by NEO GOV HR Trends Report 202. Cited by Jennifer Schembri in February 1, 2023 Memo: 
Strategies for Recruitment, Hiring, and Retention. : https://www.shrm.org/hr-today/news/all-things-work/pages/to-have-
and-to-hold.aspx

https://www.shrm.org/hr-today/news/all-things-work/pages/to-have-and-to-hold.aspx
https://www.shrm.org/hr-today/news/all-things-work/pages/to-have-and-to-hold.aspx


The Unseen 

Looming Crisis

The City has MAJOR 
problems on the immediate 
horizon that, left unaddressed, 
will balloon into 
insurmountable negative 
effects for resident services. 

Great Resignation 
17% of employees are eligible to 
retire in the next five years

Retention Emergency  

The City is spending millions on rehiring 
and retraining 40% of its workforce every 
5 years

Recruitment Efforts from Other Agencies 
Other Agencies are already implementing tactics to 
stand out as employers to ensure their service delivery 
levels, leaving San Jose further in jeopardy. 

900 Vacancies 



San Jose’s
Self-

Imposed 
Vicious 

Cycle  of 
Staffing

Refuse to 
acknowledge that a 
real crisis exists

Blame external 
factors like 
COVID and rely 
on statements 
like “Other 
agencies are 
having the Same 
problem” 
(without 
providing any 
sources)

Provide below-market 
wages and benefits and 

lose staff. Continue the 
same methodology and 

only make cosmetic 
changes

Compare wages and 
benefits with 

agencies we don’t 
compete with for 
staff recruitment 

City’s Plan to Address Recruitment and Retention 
The City has created a Vicious Cycle for itself by employing the following methodology 

and staffing philosophy. 



The Union Coalition Plan 
.

Retain Existing Staff 

Stop the Staffing Problem
from Returning

City workers need above-market wage 
increases to make us competitive and retain 
staff. 

We need benefits like Paid Family Leave and 
childcare help that compete with other Silicon 
Valley employers and are attractive to newer 
professionals. 

Provide incentives to keep existing employees 
from leaving and stop the endless cycle of 
costly recruitment and training.

Make improvements as determined by each 
Union in their respective contracts. 

Put metrics and processes in place that stop 
classifications from becoming understaffed and 
addressing where it becomes an issue 

Raise Wages 
Significantly 

Attract New Professionals  
Entering the Workforce

Union Specific 
Enhancements 



Budget  



From the City 
Manager’s 2021-
2022 Annual Report:

“The broader economic recovery 
happened more quickly and robustly than 

many anticipated, providing a surge of 
revenues across several City funds, 

including the General Fund, that helped to 
significantly change the City’s budgetary 

position in 2021-2022 and into 2022-
2023.”



End of Year General Fund Balance 
has Grown 131% to $559 Million
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General Fund Revenues have Grown 
Faster than Expenditures
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Property Tax Revenues, the Largest and 
Most Stable Source of General Fund 

Revenues, Have Grown 50% Since 2017
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General Fund Unexpended Reserves are 
Above Recommended Levels
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Pension Reductions 



While Revenues have Grown, Federated 
Employee Retirement Plan Costs are 

Expected to Decrease Beginning in 2024



Even in 
Downturn 
Scenarios, 
Contribution 
Rates will 
Decrease in the 
Next Few Years



Why is this happening? We are paying off unfunded 
liabilities and the pension tier for new hires has little 

unfunded liability



Tier 2 Members are now 63% of 
Active Employees 



2023 Five-Year 
Forecast  



Five-Year 
Forecast 
Highlights

• Surplus of $29.9 million in the first year.

• “Incremental” deficit of $18.8 million if the initial surplus is entirely 
allocated.

• Remaining years have either a small deficit or a surplus. 

• The “incremental surplus” is not the surplus/(deficit) of revenues 
over expenditures forecasted each year. It is the change in surplus 
from year to year.  



Forecast Shows Annual Surpluses of  
Between $29.9 million and $11 million 

Each Year of the Forecast 



Deficits are Almost Always Projected in Year 
Two of the Forecast
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For Example! Here’s the five-year 
forecast the City showed us in our 2021 
negotiations. 

Due to projections that are entirely too conservative and 
tens of millions in salary savings, the “doom and gloom” 
scenarios presented to Labor rarely come to fruition. 



Despite Deficit Projections, The General 
Fund has Experienced Significant Surpluses 

for 10 Years. 
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For the past 10 fiscal years, surplus revenues 
averaged $1.6M per year while expenditure 

savings averaged $104 million annually.
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Solution Proposals   



MEF Core Proposals 
• Contract Term:

3-Year Term: July 1, 2023 – June 30, 2026

• General Wage Increase:

9% Effective July 1, 2023

8% Effective July 1, 2024

7% Effective July 1, 2025

• 5% Non-Pensionable Restoration:

• Restoration of the 5% non-pensionable wage increase. Retroactive to January 1,

2023, 100% of employee wages shall be included in retirement calculations for

active employees.



MEF Core Proposals
continued…  
• Placeholder: Retention Pay Proposal 

• Paid Family Leave & Childcare proposals (proposal given to City 
previously)

• Defining the Market and Establishing Hard-to-Fill metrics (proposal 
given to City previously) 

• Placeholder: Market Increase for certain Classifications 

• Create Five (5) Social Worker Positions for SJPL Branches to assist 
and perform casework for our community’s most vulnerable 
populations. 



MEF Core Proposals
continued…  
• The Union will join the City at twelve (12) in-person recruitment 

events or “Hiring Pipeline Activities.” including but not limited to San 
José State University Related Engagements like New Graduate 
Bootcamp, Business, Financial Services, and Logistics Job/Internship 
Fair, Veterans Day Celebration, African American Community Service 
Agency Career Fair, Work2Future Career Fair, Cristo Rey Jesuit High 
School Expo Event, or any others identified by the City to help 
recruitment and retention efforts and to give credibility to the City as 
a good employer. (pending agreement on full-time loss time) 
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