
 

   

 

 
 

 
SLOAN SAKAI YEUNG & WONG LLP  EMERYVILLE | SACRAMENTO 
 
2200 Powell Street, Suite 450           Emeryville, CA 94608            O: 510.995.5800           F: 415.678.3838            www.sloansakai.com 

BURKE DUNPHY 
415-678-3809 

bdunphy@sloansakai.com 
 

June 14, 2023 
Via Email  
Elizabeth Kamya 
4 N. Second Street #430 
San Jose, CA 95113 
 
 

Re: City’s Last, Best, and Final Offer 
 
Dear Liz: 
 
The City appreciates the hard work demonstrated by the Association of Engineers and Architects 
(AEA), IFPTE, Local 21, the Association of Maintenance Supervisory Personnel (AMSP), IFPTE, 
Local 21, and the City Association of Management Personnel (CAMP), IFPTE, Local 21 during 
the 2023 negotiations for successor Memoranda of Agreement (MOAs).  The City and IFPTE have 
each put forth a tremendous amount of time and effort toward these negotiations.  As you know, 
the parties began negotiations on March 15, 2023, and have met thirteen (13) times not inclusive 
of today’s meeting.  While the parties have reached tentative agreements on a number of items, 
such as increases to the protective footwear voucher, the creation of a Manager on Duty premium 
pay, and redesignating the Assistant Arborist classification from CAMP to AMSP, unfortunately, 
the parties have been unable to reach an overall agreement for successor MOAs.  
 
The City has tried to find ways to bridge the gap, including the suggestion in my letter dated June 
8, 2023, that the parties bring in a neutral third-party from the State of California’s Mediation and 
Conciliation Service to facilitate pre-impasse mediation.  The City raised the topic of pre-impasse 
mediation again during our meeting today, and IFPTE’s response was non-committal to this 
suggestion.  Given all of these facts the City provided IFPTE with the enclosed Last, Best, and 
Final Offers (LBFOs).  
 
The City’s LBFOs include key proposals which we believe address and/or meet the needs that the 
IFPTE negotiating team has expressed at the table including, but not limited to: 
 

• A three-year term with a 5% pensionable general wage increase in FY 2023-2024, 4% 
pensionable general wage increase in FY 2024-2025, and a 3% pensionable general wage 
increase in FY 2025-2026. 

• Increasing the City Paid Parental Program to 160 hours and increasing the ability to use up 
to 160 hours of sick leave.  This provides employees with a total of 320 hours (8-weeks of 
full-time leave) for baby bonding before an employee would consider using any vacation 
(or compensatory time for AMSP-represented employees). 
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• Increasing the employee only rate for health-in-lieu to $102 per pay period.  This change 
brings the City to 100% of market.  The City is at or above market for all other health-in-
lieu tiers. 

• Increasing vacation sellback to 70 hours (from 40 hours for AEA and from 60 hours for 
AMSP and CAMP). 

• Increasing the Professional Development Program for full-time employees to $2,500 per 
fiscal year and allows for $1,000 of this to be used for professional materials.  The current 
maximum reimbursement is $1,500 per year for AEA, and $1,000 for AMSP and CAMP. 

• Increasing bilingual pay.  
• Increasing shift differential and creating manager on duty pay for Airport employees 

represented by AMSP.  
• Agreeing to changes to the definition of market when conducting classification reviews.  
• Moving the Assistant Arborist classification to AMSP from CAMP.  
• Agreeing that the Flexible Workplace Policy in the City’s Administrative Policy Manual 

will remain in effect through the expiration of the successor MOAs. Also agreeing to add 
language to the policy requiring departments to provide performance targets to employees 
whose flexible workplace agreements are revoked due to performance issues, and if the 
employee consistently meets the performance targets over a period of 90 days, the 
employee would be able to resume their flexible workplace agreement, absent any 
operation needs from the department. 

 
It is important to note that while IFPTE’s negotiation team has contended that the wages being 
offered by the City are less than those being provided by other market comparator agencies, this 
does not appear to be the case.  The City has found that in Fiscal Year 2023-2024 the City has 
offered a general wage increase greater than or equal to 14 of the 15 market comparators with 
closed contracts, and in Fiscal Year 2024-2025 the City has offered a general wage increase greater 
than or equal to 8 of the 10 market comparators with closed contracts, as shown in the enclosed 
survey. 
 
As has been the case throughout these negotiations, the City is not agreeable to retroactivity with 
respect to any Fiscal Year 2023-2024 economic adjustments, including general wage increases, 
and, as with its prior proposals, all such adjustments under the City’s LBFO will be effective the 
pay period following City Council adoption of the successor MOA in open session.  Under the 
City’s proposal, for the Fiscal Year 2023-24 general wage increase to be effective at the start of 
the fiscal year, the parties need to reach an overall Tentative Agreement for a successor MOA by 
Tuesday, June 20, 2023.  If the parties are unable to reach agreement by June 20, 2023, the next 
scheduled City Council meeting is on August 8, 2023, and any salary increase approved by the 
City Council at that meeting would be effective August 20, 2023 under the City’s proposal. 
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We ask that IFPTE review and consider the City’s LBFOs.  Please let me know if you have any 
questions. 

 
Sincerely, 

 

Burke Dunphy 
 
Enclosures: City of San José’s Last, Best, and Final Offer 
  General Wage Survey for Comparator Jurisdictions 
 
cc:  Jennifer Schembri, Director of Employee Relations and Human Resources 

Elsa Cordova, Assistant to the City Manager 



General Wage Increase Survey

Marketplace of Agencies

Agency Unit(s) FY 2022-2023 FY 2023-2024 FY 2024-2025 FY 2025-2026

San Francisco SEIU / IFPTE 5.25% 4.81% - -

Oakland SEIU / IFPTE 5.00% 5.00% 4.00% -

Fremont CFEA / FAME / PETA 5.00% 4.00% 4.00% -

Hayward SEIU / IFPTE / HAME 4.00% 5.00% - -

Sunnyvale SEA / SMA / IFPTE 6.00% 4.00% 3.50% 3.50%

Concord Teamsters / OPEIU 3.00% - - -

Santa Clara (City) Unit 4 & Units 5/7/8 4.50% 3.25% 3.25% -

Berkeley SEIU / PEU 3.00% 1.00% - -

Richmond SEIU / IFPTE 0.00% 5.00% 4.00% 4.00%

Antioch
Confidential Unit & 

Management Unit
2.00% 4.00% 3.00% -

San Mateo (City) SMCEA / SMMEA 4.00% 4.00% 1.00% -

Daly City Teamsters / AFSCME 4.00% 4.00% 4.00% -

Alameda County SEIU / IFPTE / ACMEA 3.25% 6.00% 5.00% 4.00%

Contra Costa County AFSCME / IFPTE 5.00% 5.00% 5.00% 5.00%

San Mateo County
SEIU / AFSCME / 

SMCCE
3.00% 4.00% - -

Santa Clara County SEIU / CEMA / IFPTE 3.00% 3.00% - -

Average 3.75% 4.14% 3.68% 4.13%

Actual and Proposed 

San Jose General Wage 

Increases

MEF / AEA / AMSP / 

CAMP
4.50% 5.00% 4.00% 3.00%

Additional Notes:

General Wage Increases shown above represent the highest increase between the agency and the units surveyed.

San Francisco's FY 23-24 increases are in 2 parts (2.50% on 7/1/23, and 2.25% on 1/6/24) and are contingent on the following: 

"if the March 2023 Joint Report, prepared by the Controller, the Mayor’s Budget Director, and the Board of Supervisors’ Budget 

Analyst, projects a budget deficit for fiscal year 2023-2024 that exceeds $300 million, then the base wage adjustment due on 

July 1, 2023 [and on January 6, 2024], will be delayed by approximately six (6) months"

Data as of June 12, 2023
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TERM 
 

• July 1, 2023 – June 30, 2026 
 

WAGES 
 

• Fiscal Year 2023-2024 
 

5.00% general wage increase effective the first full pay period in Fiscal Year 
2023-2024 following union ratification and Council approval in open session. 
Effective the first full pay period in Fiscal Year 2023-2024 following union 
ratification and Council approval in open session, all salary ranges for employees 
holding positions in classifications assigned to CAMP shall be increased by 
approximately 5.00%. 

 

• Fiscal Year 2024-2025 
 

4.00% general wage increase effective the first full pay period of Fiscal Year 
2024-2025. Effective the first full pay period of Fiscal Year 2024-2025, all salary 
ranges for employees holding positions in classifications assigned to CAMP shall 
be increased by approximately 4.00%. 
 

• Fiscal Year 2025-2026 
 

3.00% general wage increase effective the first full pay period of Fiscal Year 
2025-2026. Effective the first full pay period of Fiscal Year 2025-2026, all salary 
ranges for employees holding positions in classifications assigned to CAMP shall 
be increased by approximately 3.00%. 

 
WAGES AND SPECIAL PAY 
 

• Bilingual Pay (See Attached) 
 
BENEFITS 
 

• Health-In-Lieu (See Attached) 
 
LEAVES 
 

• Paid Parental Leave (See Attached) 

• Vacation Sell Back (See Attached) 
 
WORKING IN A HIGHER CLASSIFICATION 
 

• Working in a Higher Classification (See Attached) 
 

PROFESSIONAL DEVELOPMENT PROGRAM 
 

• Professional Development Program (See Attached) 
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SIDE LETTERS 
 

• Classification Study on Information Technology Classifications (See Attached) 

• Lunar New Year (See Attached) 

• Special Classification Salary Surveys (See Attached) 
 
OTHER 
 

• Overpayments of Compensation (See Attached) 

• Emergency Center Operations Activations (See Attached) 

• Period of Memorandum of Agreement (See Attached) 

• Definition of the Market (See Attached) 

• Flexible Workplace Policy (See Attached) 
 

DISCIPLINE 
 

• Discipline Appeals (Placeholder) 
 
LAYOFF 
 

• Layoffs & Bumping, and Layoff Reinstatement List (Placeholder) 
 
HOUSEKEEPING 
 

• City Healthcare Program (See Attached) 
 

TENTATIVE AGREEMENTS 
 

• Housekeeping – Sick Leave 
• Maintenance in Membership and Union Dues 
• Housekeeping – Bereavement Leave 
• Protective Footwear 
• Unit Designation of Assistant Arborist Classification 
• Supervising Community Services Officer Duties 

 
OTHER TERMS 
 
This package proposal is submitted in an attempt to reach a settlement.  In the event the 
package proposal is not accepted in its entirety, the City reserves the right to modify, 
amend and/or add proposals. 
 

https://www.sanjoseca.gov/home/showpublisheddocument/96704/638176879211500000
https://www.sanjoseca.gov/home/showpublisheddocument/96442/638173168263700000
https://www.sanjoseca.gov/home/showpublisheddocument/96444/638173168269000000
https://www.sanjoseca.gov/home/showpublisheddocument/98874/638212221056330000
https://www.sanjoseca.gov/home/showpublisheddocument/98876/638212221224170000
https://www.sanjoseca.gov/home/showpublisheddocument/97604/638193887819630000
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CITY PROPOSAL TO AEA, AMSP, AND CAMP – WAGES AND SPECIAL PAY

City Proposed Language: 

ARTICLE 10 WAGES AND SPECIAL PAY

10.X Bilingual Pay

10.X.1 To be eligible for a bilingual premium pay, Aan employee must meet 
at least one of the following eligibility requirements and must be 
certified as bilingual for oral communication, written translation or 
sign language duties according to the current established 
procedure.

10.X.1.1 The employee is currently assigned to a position 
selectively certified based on bilingual ability by the 
Director of Human Resources, or his/her designee, or

10.X.1.2 The duties currently assigned and currently being
performed by an employee have been designated by 
the Department Director or his/her designee as
requiring utilization of a non-English language on a 
regular basis. 

Each department is responsible for ensuring that employees
receiving a bilingual pay premium pay meet the requirements set
forth herein.

10.X.2 Each full-time employee who meets the above eligibility 
requirements shall be compensated for performing oral 
communication, or sign language duties, at the rate of $29.00 per
biweekly pay period and for performing written translation duties at
the rate of $4060.00 per biweekly pay period for each pay period 
actually worked.

10.X.3 Each part-time benefited employee who meets the above eligibility 
requirements shall be compensated for performing oral 
communication, or sign language duties, at the rate of $19.00 per 
biweekly pay period and for performing written translation duties at 
the rate of $3050.00 per biweekly pay period for each pay period 
actually worked.

10.X.4 Each part-time unbenefited employee who meets the above 
eligibility requirements shall be compensated for performing oral 
communication, sign language duties, and written translation duties
at the rate of $0.50 per hour.
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10.X.5 If an eligible employee is on paid leave for a period of one full pay 
period or more, the employee will not receive bilingual pay for that 
period.

10.X.6 If an employee who receives bilingual pay refuses to provide 
interpretation or translation services for which they are 
certified, the employee shall no longer be eligible to receive
bilingual pay. This determination shall be made by the City 
Manager or designee in consultation with the Department 
Director. 
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CITY COUNTERPROPOSAL TO AEA, AMSP, AND CAMP – PAYMENT IN-
LIEU OF HEALTH AND DENTAL INSURANCE

City Proposed Language: 

11.3 Payment In-Lieu of Health and Dental Insurance

11.3.1 The purpose of the payment-in-lieu of health and/or dental 
insurance program is to allow employees who have double health 
and/or dental insurance coverage to drop the City's insurance and 
receive a payment-in-lieu. Effective January 1, 2016, payment-in-
lieu of health and/or dental insurance will have a 4-tier structure 
(Employee, Employee plus Spouse/Domestic Partner, Employee 
plus Child(ren) and Family). The payment-in-lieu amounts will be 
adjusted effective the first pay period in payroll calendar year 
2016, which starts December 20, 2015. Effective as soon as 
practicable in Fiscal Year 2023-2024, following union ratification
and Council approval in open session, the payment in lieu amount 
for employee only will be adjusted as provided for in section 
11.3.2.

11.3.2 Employees who qualify for and participate in the payment in-lieu 
of health and/or dental insurance program will receive the 
following per pay period:

Health Insurance Tier Health-in-Lieu Dental-in-Lieu

Employee $89.09 
$102.00

$6.65

Employee plus 
Spouse/Domestic Partner

$147.87 $13.30

Employee plus Child(ren) $129.39 $11.64

Family $221.84 $19.95

A City employee who receives health and/or dental coverage as a 
dependent of another City employee or retiree shall be eligible for 
the employee only coverage for the payment-in-lieu of health 
and/or dental program.
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CITY COUNTERPROPOSAL TO AEA, AMSP, AND CAMP – CITY-PAID 
PARENTAL LEAVE 

 
City Proposed Language:   
 
ARTICLE 8 LEAVES 
 
8.X City-Paid Parental Leave. Effective the first full pay period in Fiscal Year 

2023-2024 following union ratification and Council approval in open 
session, the Paid-Parental Leave Program will become permanent and will 
be incorporated into the City’s Administrative Policy Manual. 

 
Effective the first full pay period in Fiscal Year 2023-2024 following union 
ratification and Council approval in open session, for eligible births, 
adoptions, or foster care placements, full-time employees will receive a 
maximum total of one-hundred sixty (160) hours of continuous paid time 
off and shall be eligible to use up to a maximum total of one-hundred and 
sixty (160) hours of their available sick leave for City-Paid Parental Leave 
reasons.  
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CITY PROPOSAL TO CAMP – VACATION SELL BACK 
 

City Proposed Language:   
 
ARTICLE 8  LEAVES 

 
8.2.2.1 Effective calendar year 2016, employees may sell back up to a 

maximum of forty (40) hours of accrued vacation per calendar 
year.  

 
8.2.2.21 Beginning calendar year 2019, employees may sell back up to a 

maximum of sixty (60) hours of accrued vacation.  
 
8.2.2.32 Beginning calendar year 2024, employees may sell back up to a 

maximum of seventy (70) hours of accrued vacation. 
 
8.2.2.3   Internal Revenue Service (IRS) regulations require the City to 

report and withhold taxes on the value of the vacation time an 
employee is eligible to sell back. In order to ensure compliance 
with the IRS requirements and to avoid unanticipated tax 
consequences. 

  
8.2.2.4 Employees must elect the number of vacation hours they will 

sell back during a calendar year, up to the maximum of sixty 
seventy (6070) hours, by the end of November of the prior year. 
If an employee does not submit an irrevocable election form to 
Payroll on or before the end of November, the employee will not 
be eligible to sell back any vacation hours during the next 
calendar year. 

 
8.2.2.5 The election to sell back vacation hours in any year is 

irrevocable. This means that employees must sell back the 
elected number of accrued vacation hours during that year. If 
the accrued vacation hours are not sold back within the 
designated calendar year the employee will be deemed to have 
received the value of the vacation hours elected in that calendar 
year and will be taxed by the IRS accordingly. 

 
8.2.2.6 Employees can elect to sell back only vacation hours accrued 

during any given year, and any vacation hours accrued and 
carried over prior to that year are not eligible for sell back during 
that year.  

 
8.2.2.7 Any vacation hours accrued during that year will not be 

available for use until the employee’s accrued vacation hours in 
that year equal the number of hours the employee has elected 
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to sell back. Those vacation hours accrued in the given year 
over the number of hours the employee elected to sell back in 
the given year will be available for use by the employee. This 
means that hours elected for sell back may only be used for sell 
back purposes and cannot be used for vacation time off 
purposes.  

 
8.2.2.8 Employees may use any vacation hours accrued and carried 

over prior to the given year, subject to the normal rules of 
requesting use of vacation.  
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CITY PROPOSAL TO AEA, AMSP, AND CAMP –
WORKING IN A HIGHER CLASSIFICATION

City Proposed Language:

Working in a Higher Classification

AEA & CAMP 10.5.2, AMSP 10.8.2

As an alternative to making appointments to vacant positions, a Department may, upon
the approval of the Office of the City Manager, assign an employee to work in a higher 
classification for a period of time not to exceed twelve (12) months2,080 hours. At the 
expiration of the period of assignment (not to exceed twelve 2,080 monthshours), the 
assigned employee shall return to his/hertheir regular assignment. The Department may 
then request authorization to fill the position on a regular basis or return it to vacant 
status. Upon written agreement between the City and the Union, an employee assigned
to work in a higher classification in a vacant position may be extended in their specific 
assignment past the aforementioned 2,080-hour limitation.
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CITY COUNTERPROPOSAL TO AEA, AMSP, AND CAMP – PROFESSIONAL 
DEVELOPMENT PROGRAM 

City Proposed Language:   

ARTICLE 11  BENEFITS  
(Section 11.6 AEA.  Section 11.7 AMSP and CAMP – Current Maximum for 
AMSP is $1,000 per fiscal year) 

11.6 Professional Development Program  The City will reimburse each full-time 
employee 100% of eligible expenses incurred, up to $1,500.002,500.00 per fiscal 
year, pursuant to the terms and conditions of the Professional Development 
Program for employees represented by AEA, IFPTE, Local 21 as described in 
the City Policy Manual’s Professional Development Program.   

11.6.1 A total of $500 1,000.00 (of the $1,5002,500.00 annual maximum) may 
be reimbursed for professional materials pursuant to the terms and 
conditions of the Professional Development Program for employees 
represented by AEA, IFPTE, Local 21 as described in the City Policy 
Manual’s Professional Development Program, provided that the materials 
relate to and are beneficial for the work of the employee’s current City 
position or occupation or are required of the employee’s current City 
position or occupation.   

11.6.2 The City will reimburse each eligible part-time benefited employee one-
hundred percent (100%) of expenses incurred, up to the maximum 
amounts per fiscal year listed below, pursuant to the terms and conditions 
of the Professional Development Program for employees represented by 
AEA, IFPTE, Local 21 as described in the City Policy Manual’s 
Professional Development Program.   

Scheduled Work Hours 
per Week 

Maximum 
Reimbursement for Part-

Time Benefited 
Employees 

Maximum 
Reimbursement for 

Professional Materials 

35-39.9 hours per week $1,500.002,500.00 $500.001,000.00 
30-34.9 hours per week $1,125.001,875.00 $375.00750.00 
25-29.9 hours per week $937.501,562.50 $312.50625.00 
20-24.9 hours per week $750.001,250.00 $250.00500.00 

Less than 20 hours 
per week 

$0.00 $0.00



SIDE LETTER AGREEMENT 
 

BETWEEN 
THE CITY OF SAN JOSE 

AND 
CITY ASSOCIATION OF MANAGEMENT PERSONNEL (CAMP), IFPTE, LOCAL 21 

 

Salary Survey for Information Technology Classifications 
 

The City and the City Association of Management Personnel (CAMP) agree that the City will conduct a 
salary survey for Information Technology Manager classifications within 6-months after the successor 
MOA is ratified by CAMP and approved by the City Council in open session. Following this review, the 
City agrees to meet and confer with CAMP over the results of the surveys, including potential wage 
adjustments recommended as a result of the survey. This shall not be construed as an agreement to 
provide wage adjustments for the classifications noted above. 
 
This Agreement is considered part of the tentative agreement for a successor MOA between the 
parties. This Agreement shall become effective only as part of the overall tentative agreement for a 
successor MOA, when signed by all parties below, ratified by the union, and approved by the City 
Council in open session. 
 
 

FOR THE CITY:   FOR THE UNION:  
 
 
 

   
 
 

 

Burke Dunphy  Date  Elizabeth Kamya  Date 
Lead Negotiator  
City of San José 

 Business Representative 
IFPTE, Local 21  

   
 
 

  Julie Jennings Date 
  President, CAMP 
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THE CITY OF SAN JOSE 

AND 
THE ASSOCIATION OF ENGINEERS AND ARCHITECTS (AEA), IFPTE, LOCAL 21, 

THE CITY ASSOCIATION OF MANAGEMENT PERSONNEL (CAMP), IFPTE, LOCAL 21 
 

LUNAR NEW YEAR 
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The City and AEA and CAMP agree that the following will become effective as soon as practicable 
once this can be implemented for all City employees: 
 
Lunar New Year shall be observed in accordance with the State of California’s holiday schedule and 
New Year’s Eve Day shall no longer be a City-observed holiday. The following changes will also be 
implemented at the time the holiday change is implemented:  

 
ARTICLE 8 LEAVES 
 
 
8.5 Executive Leave Executive leave is a benefit provided in recognition of the hours in excess 

of forty (40) hours per week, which may be necessary but are not directly compensated 
on an hourly basis. Each full-time employee shall be entitled to an additional eight (8) 
hours of executive leave hours which is granted in recognition that City employees may 
wish to observe a personal holiday that is not observed by the City. Executive leave is 
awarded as hours/days off, up to a maximum of forty-eight (4048) hours/five six (56) days 
during a payroll calendar year. Executive Leave is not an accrued benefit and unused 
leave does not carry over from year to year.  

 
The Management Performance Program (MPP) provides that the Department Director or 
designee may approve up to forty (40) additional hours of executive leave for employees 
who receive a performance appraisal of commendable or outstanding. 

8.5.1 Effective the first pay period of payroll calendar year 2022, wWhen an 
 employee is hired or promoted into a position eligible for executive leave, the 

leave will be prorated during the first year dependent upon the hire date.   
 

Start Date in Position Hours of Executive Leave 
January 1 – February 28 

(February 29 on a Leap Year) 
408 hours 

March 1 – April 30 3240 hours 
May 1 – June 30 2432 hours 

July 1 – August 31 1624 hours 
September 1 – October 31 816 hours 

November 1 – End of Payroll 
Calendar Year 

08 hours 

 
8.5.1.1 Effective the first pay period of payroll calendar year 2022, aAn 

employee who is promoted or demoted into an AEA/CAMP-
represented classification will have the number of Executive Leave 
hours they receive upon promotion or demotion reduced on an hour-
for-hour basis based on their usage of Personal Leave and/or 
Executive Leave within the same payroll calendar year. 
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8.5.2  Effective the first pay period of payroll calendar year 2022, aAn employee on a 

reduced work week schedule will receive executive leave as indicated in the chart 
below, even if the actual hours worked exceed that amount. 

 
Scheduled Work Hours 

per Week 
Benefit Level Hours of 

Executive Leave 
35-39.9 hours per week 100% 480 hours 
30-34.9 hours per week 75% 360 hours 
25-29.9 hours per week 62.5% 2530 hours 
20-24.9 hours per week 50% 2024 hours 
Less than 20 hours per week Unbenefited None 

 
 
This agreement is considered part of the tentative agreement for a successor MOA between the 
parties.  This agreement shall become effective only as part of the overall tentative agreement for 
a successor MOA, when signed by all parties below, ratified by MEF and approved by the City 
Council.  
 
 
FOR THE CITY:   FOR THE UNION:  
 
 
 

   
 
 

 

Burke Dunphy  Date  Elizabeth Kamya  Date 
Lead Negotiator  
City of San José 

 Business Representative 
IFPTE, Local 21  

   
 
 

  Florin Lapustea Date 
  President, AEA 
   

 
 

  Julie Jennings Date 
  President, CAMP 
 



SIDE LETTER AGREEMENT 
 

BETWEEN 
THE CITY OF SAN JOSE 

AND 
THE CITY ASSOCIATION OF MANAGEMENT PERSONNEL (CAMP), IFPTE, LOCAL 21 

 

Special Classification Salary Surveys  
 

The City of San Jose (City) and the City Association of Management Personnel (CAMP) agree that the 
City will conduct salary surveys for the following classifications:  
 

• Senior Analyst 

• Planner IV 
 
It is the goal of the City and CAMP for these salary surveys to be completed within 6 months following a 
tentative agreement between the parties.  Following this review, the City agrees to meet and confer 
with CAMP over the results of the surveys, including potential wage adjustments recommended as a 
result of the survey. This shall not be construed as an agreement to provide wage adjustments for the 
classifications noted above. 
 
This Agreement is considered part of the tentative agreement for a successor MOA between the 
parties. This Agreement shall become effective only as part of the overall tentative agreement for a 
successor MOA, when signed by all parties below, ratified by the union and approved by the City 
Council in open session.  
 
 

FOR THE CITY:   FOR THE UNION:  
 
 
 

   
 
 

 

Burke Dunphy  Date  Elizabeth Kamya  Date 
Lead Negotiator  
City of San José 

 Business Representative 
IFPTE, Local 21  

   
 
 

  Julie Jennings Date 
  President, CAMP 
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CITY COUNTERPROPOSAL TO AEA, AMSP, AND CAMP –
OVERPAYMENTS OF COMPENSATION

City Proposed Language: 

ARTICLE XX OVERPAYMENTS OF COMPENSATION

When the City determines an overpayment has been made to an employee, it 
shall notify the employee of the overpayment and afford the employee an 
opportunity to respond prior to commencing recoupment actions. The City will 
endeavor to reach mutual agreement with the employee regarding repayment 
terms, which may be in lump sum cash payment(s) or installment(s) through 
payroll deduction(s).  Absent mutual agreement on a method of reimbursement
within 30 days, the City shall proceed with recoupment via Payroll deductions 
over a number of pay periods equivalent to the term of overpayment, unless the 
maximum deduction per pay period is insufficient to repay the balance of the 
overpayment.  In this case, the payments shall continue for as many pay periods 
is necessary to repay the balance of the overpayment. In no event shall amounts 
deducted from payment of salary or wages exceed 15% of the employee’s net 
disposable earnings.

xx.x An employee who separates from City employment prior to full
repayment of the amount owed to the City shall have any money 
owed to the City withheld from their final paycheck(s). If the 
amount of money owed upon separation is insufficient to provide 
full reimbursement to the City, the City shall have the right to 
exercise any and all other legal means to recover the additional 
amount owed.
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CITY COUNTERPROPOSAL TO AEA AND CAMP – EMERGENCY 
ACTIVATIONS 

 
City Proposed Language:   
 
Article X.X 
 
X.X.X California Government Code, Title 1, Division 4, Chapter 8, Sections 

3100 et seq., requires all public employees to provide disaster service 
activities as may be assigned to them by their superiors or by law.  San 
Jose Municipal Code, Chapter 8.08 provides that the City Manager, 
while in the role of the Director of Emergency Services, has the 
authority to require emergency services of any City officer or 
employee. 

 
X.X.X Where feasible and as determined by the Director of the Emergency 

Operations Center, employees shall not be activated for Emergency 
Operations Center shifts of 12+ hours for more than four consecutive 
days.  Where feasible, after working four consecutive days of 12+ 
hours in emergency response, the represented employee shall receive 
a minimum of 36 consecutive hours off before resuming emergency 
response activities. 

 
X.X.X The Emergency Operations Center’s staffing list shall be updated on a 

semi-annual basis.  City departments will endeavor to have a 
designated back-up for every position on the staffing list. 
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CITY PROPOSAL TO AEA, AMSP, AND CAMP – PERIOD OF 
MEMORANDUM OF AGREEMENT 

 
City Proposed Language:   
 
ARTICLE 2 PERIOD OF MEMORANDUM OF AGREEMENT 
 
This Agreement shall become effective July 1, 20212023, except where 
otherwise provided, and shall remain in effect through June 30, 202320XX. No 
amendment or change to the provisions of this Agreement shall be valid or 
binding unless reduced to writing and signed by duly authorized representative(s) 
of the parties. 
 
It is mutually agreed that the first meeting of the parties will be held scheduled no 
later than fifteen (15) calendar days after the City or Union receives notice from 
the other, which may be any date after January 1 of the year in which the current 
contract terminates.  This notice must be made in writing, must specifically 
include a request to commence bargaining, and must include proposed dates for 
the meeting. 
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CITY PROPOSAL TO AEA, AMSP, AND CAMP – DEFINITION OF THE 
MARKET 

 
City Proposed Language:   
 
ARTICLE 10 WAGES AND SPECIAL PAY 
 
10.X Definition of the Market.  Comparable classifications in cities and counties 

in Santa Clara, San Mateo, Contra Costa, San Francisco, and Alameda 
Counties serving populations of 100,000 or more will be used to compare 
against City classifications. Population figures will be based on data from 
the U.S. Census Bureau. 

 
10.X.1 Compensation information from the private sector will be gathered 

from existing published sources and will be used to supplement 
public sector data as deemed appropriate by the City. 

 
10.X.2 Based on the April 1, 2020, U.S. Census Bureau, 2020 Census of 

Population, the following agencies currently meet the definition of 
the market: 

 
10.X.3 When conducting a salary survey, if less than six (6) classification 

matches are available, the City may utilize classifications at 
jurisdictions outside of those listed in Article 10.X.2, which may 
include special districts, as appropriate and will obtain feedback 
from the Union in these cases. 

 
10.X.4 If the Union believes that a long-term vacancy issue exists in an 

IFPTE-represented classification, the Union may request 
information and/or raise these matters for discussion at a Labor 
Management Committee meeting. 

Alameda County Berkeley 

Concord Contra Costa County 

Daly City Fremont 

Hayward Oakland 

San Francisco City/County San Mateo County 

Santa Clara (City) Santa Clara County 

Sunnyvale Richmond 

Antioch San Mateo (City) 
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SIDE LETTER AGREEMENT 
 

BETWEEN 
THE CITY OF SAN JOSE 

AND 
THE ASSOCIATION OF ENGINEERS AND ARCHITECTS (AEA), IFPTE, LOCAL 21, 

THE ASSOCIATION OF MANAGEMENT PERSONNEL (AMSP), IFPTE, LOCAL 21, AND 
THE CITY ASSOCIATION OF MANAGEMENT PERSONNEL (CAMP), IFPTE, LOCAL 21 

 

Flexible Workplace Policy 
 

The City has a Flexible Workplace Policy, which governs the rules and procedures regarding approving 
remote work agreements between the City and employees.  This policy has been part of the City 
Administrative Policy Manual since July 13, 2015.  The parties agree to add the following language to 
the policy: 
 

If an employee’s Flexible Workplace Agreement is revoked due to performance 
concerns, the department shall provide the employee with performance targets.  The 
employee’s performance shall be evaluated over a period of 90 days following the 
revocation of the Flexible Workplace Agreement.  If the employee has consistently met 
the performance targets provided by the department over the period of 90 days, then the 
employee shall be eligible to resume their previously agreed to Flexible Workplace 
Agreement, absent any operational needs from the department. 

 
The parties also agree that the City Administrative Policy Manual, Section 4.2.14, Flexible Workplace 
Policy shall remain in effect through the expiration of the successor memoranda of agreement between 
the City and AEA, AMSP, and CAMP. 
 
This Agreement is considered part of the tentative agreement for a successor MOA between the 
parties. This Agreement shall become effective only as part of the overall tentative agreement for a 
successor MOA, when signed by all parties below, ratified by the union, and approved by the City 
Council in open session. 
 
 

FOR THE CITY:   FOR THE UNION:  
 
 
 

   
 
 

 

Burke Dunphy  Date  Elizabeth Kamya  Date 
Lead Negotiator  
City of San José 

 Business Representative 
IFPTE, Local 21  

   
 

  Florin Lapustea Date 
  President, AEA 
   

 

  Jesse Perez Date 
  President, AMSP 
   

 

  Julie Jennings Date 
  President, CAMP 
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CITY PROPOSAL TO AEA, AMSP, AND CAMP – HOUSEKEEPING ON CITY 
HEALTHCARE PROGRAM

The changes below are to incorporate the terms of the Side Letter Agreement dated July 
11, 2018, and signed by AEA on July 11, 2018, AMSP on August 7, 2018, and CAMP on 
July 11, 2018, related to the City Healthcare Program.

City Proposed Language: 

ARTICLE 11 BENEFITS

11.1 Health Insurance

11.1.1 The City will provide health coverage for eligible full-time employees 
and their dependents in accordance with one of the available plans. 
All available plans have a 4-tier rate structure (Employee, Employee 
plus spouse/domestic partner, Employee plus Child(ren) and 
Family).

11.1.2 Medical Insurance Provider with the Second Highest Overall 
Employee Enrollment. The City pays eighty-fiveninety percent 
(90%) of the cost of the lowest priced Non-Deductible HMO plan for 
the employee or the employee and dependent coverage and the 
employee pays fifteen percent (15%) of the premium for the lowest 
priced Non-Deductible HMO plan.  If the employee selects a plan 
other than the lowest priced Non-Deductible HMO plan, the 
employee pays the difference between the total cost of the selected 
plan and the City’s contribution toward the lowest priced Non-
Deductible HMO plan. Co-Pay Plan of the medical insurance 
provider with the second highest overall employee enrollment for the 
employee or the employee and dependent coverage, and the 
employee pays ten percent (10%) of the full premium cost of the 
lowest priced Non-Deductible Co-Pay Plan of the medical insurance 
provider with the second highest overall employee enrollment

11.1.3 Any deductible plans offered by the medical insurance provider with 
the second highest overall employee enrollment and whose cost is 
below ninety percent (90%) of the full premium cost of the lowest 
priced Non-Deductible HMO Co-Pay Plan will be offered to full-time 
employees at no cost.

11.1.4 Additional information regarding medical plans is available on the 
Human Resources website. Medical Insurance Provider with the 
Highest Overall Employee Enrollment. The City will pay eighty-
five percent (85%) of the full premium cost of the lowest priced Non-
Deductible HMO Co-Pay Plan of the medical insurance provider 
with the highest overall employee enrollment for the employee or 
the employee and dependent coverage, and the employee pays 
fifteen percent (15%) of the full premium cost of the lowest priced 
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Non-Deductible Co-Pay Plan of the medical insurance provider with 
the highest overall employee enrollment.

11.1.4 If the employee selects a plan other than the lowest priced Non-
Deductible HMO Co-Pay Plan, the employee pays the difference 
between the total cost of the selected plan and the City’s 
contribution toward the lowest priced Non-Deductible HMO Co-Pay 
Plan.

11.1. 5 An employee may not be simultaneously covered by City-provided 
medical benefits as a City employee and as a dependent of another 
City employee or retiree.

11.1.6 Default Healthcare Plan. New full-time employees and current 
employees not previously eligible to receive benefits who are hired 
into a full-time benefits eligible position and who do not sign up for a 
healthcare plan within thirty (30) calendar days from their hire date, 
will be automatically enrolled in the lowest cost HMO Deductible 
plan offered by the medical insurance provider with the second 
highest overall employee enrollment at the time the employee is 
automatically enrolled.

11.2 Dental Insurance.

11.2.1 The City will provide offer dental coverage for eligible full-time 
employees and their dependents.  As of the date of this agreement 
the plans include an indemnity a PPO plan and a DHMO plan.  
These plans are described in the City of San Jose Employee 
Benefits Handbook available on the City’s website and in pamphlets 
available in the Human Resources Department. All available plans 
have a 4-tier rate structure (Employee, Employee plus 
spouse/domestic partner, Employee plus Child(ren) and Family).

11.2.2 The City will provide dental coverage in the lowest priced plan for 
eligible full time employees and their dependents. If an employee 
selects a plan other than the lowest priced plan, the City will pay 
ninety-five percent (95%) of the full premium cost for the selected 
dental coverage for eligible full time employees and their 
dependents and the employee shall pay five percent (5%) of the full 
premium cost for the selected plan. As of the date of this Agreement 
the plans include an indemnity plan and a DHMO plan. These plans 
are described in the City of San Jose Employee Benefits Handbook 
and in pamphlets available in the Human Resources Department.

11.2.3 Each eligible, full-time employee and dependents shall receive 
Orthodontia coverage in the Delta Dental Plans; the PPO plan must 
be medically necessary and has a lifetime maximum amount of 
$2,000, the DHMO plan will include a copayment of $1,000, and
orthodontia coverage (both medically and non-medically necessary)
is limited to once per eligible member per lifetime.
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11.2.4 Retirees who meet the eligibility requirements defined in Ordinance 
No. 22261 amending Sections 3.24, Part 24, and 3.28, Part 17, Title 
3 of the San José Municipal Code are entitled to dental insurance 
coverage as a benefit of the Federated Retirement System.

11.2.5 An employee may not be simultaneously covered by City-provided
dental benefits as a City employee and as a dependent of another 
City employee or retiree.

11.2.6 The City will use actual rather than blended premium.

11.3 Payment-in-Lieu of Health and Dental Insurance

11.3.1 The purpose of the payment-in-lieu of health and/or dental 
insurance program is to allow employees who have double health 
and/or dental insurance coverage to drop the City's insurance and 
receive a payment-in-lieu. Effective January 1, 2016, payment-in-
lieu of health and/or dental insurance will have a 4-tier structure 
(Employee, Employee plus Spouse/Domestic Partner, Employee 
plus Child(ren), and Family).  The payment-in-lieu amounts will be 
adjusted effective the first pay period in payroll calendar year 2016, 
which starts December 20, 2015.

11.3.2 Employees who qualify for and participate in the payment-in-lieu 
health and/or dental insurance program will receive the following per 
pay period:

Health Insurance Tier Health-in-Lieu Dental-in-Lieu
Employee $89.09 $6.65
Employee plus Spouse/Domestic Partner $147.87 $13.30
Employee plus Child(ren) $129.39 $11.64
Family $221.84 $19.95

A City employee who receives health and/or dental coverage as a 
dependent of another City employee or retiree shall be eligible for 
the employee only coverage for the payment-in-lieu of health and/or 
dental program.

11.3.3 The payment-in-lieu of health and/or dental insurance program is 
available to full-time employees who are not on a reduced 
workweek of less than thirty-five (35) regular work hours per week
or unpaid leave and have alternate group health and/or dental 
coverage.  To qualify, an a new employee must attest that the
employee and all covered dependents have or will have minimum 
essential coverage under an alternative group medical/dental plan 
and an employee who has a life qualifying event must provide proof 
of alternate group coverage to Human Resources.  Alternate 
coverage must be acceptable by the City.
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11.3.4 Enrollment in the payment-in-lieu of health and/or dental insurance 
program can only be done during the first thirty (30) days of 
employment, during the annual open enrollment period or within 
thirty (30) days of a qualifying event as defined in the Human 
Resources Benefits Handbook, occurring anytime during the year. 
Employees who miss the thirty (30)-day time limit after a qualifying 
event must wait until the next open enrollment period to enroll in the 
payment-in-lieu of insurance program.  Enrollment in the payment-
in-lieu of insurance program may be canceled by the employee only 
during the annual open enrollment period unless the employee 
loses alternate group coverage.  Enrollment or cancellation during 
the open enrollment period will become effective the first pay period 
of the following calendar year.

11.3.5 Payments for the in-lieu insurance program will be discontinued if an 
employee becomes ineligible for the program.  An employee’s 
ineligible status would include but not be limited to the following 
situations, employment status changes from full to part-time, 
employee is on an unpaid leave of absence, employee is on a 
reduced work week of less than thirty-five (35) regular work hours 
per week, or employee loses or does not have alternate insurance 
coverage.  An employee whose in-lieu payments are discontinued 
may enroll, if eligible, in a health and/or dental plan during the next 
annual open enrollment period.

11.3.6 If an employee loses alternate coverage, the employee may enroll in 
a City health and/or dental plan outside of the open enrollment 
period.  To be eligible the employee must provide verification that 
alternate coverage has been lost.

11.3.6.1 Health Insurance.  To enroll in a City health insurance 
plan following loss of alternate coverage, the employee 
must pay all unpaid premiums (City and employee 
contributions) and refund any excess in-lieu-payments 
required to make the coverage effective on the date 
when alternate coverage ceased.  Re-enrollment in the 
plan shall be in accordance with the carriers' 
enrollment procedures.

11.3.6.2 Dental Insurance. Enrollment in a City dental 
insurance plan following loss of alternate coverage will 
become effective the first of the month following 
payment of two dental premiums through the City’s 
payroll process.  Re-enrollment in the dental insurance 
plan shall not be retroactive. To enroll in a City dental
insurance plan following the loss of alternate coverage, 
the employee must pay all unpaid premiums (City and 
employee contributions) and refund any excess in-lieu 
payments required to make the coverage effective on 
the date when alternate coverage ceased.  Re-
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enrollment in the plan shall be in accordance with the 
carrier’s enrollment procedures.
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SIDE LETTER AGREEMENT

BETWEEN
THE CITY OF SAN JOSE

AND
THE CITY ASSOCIATION OF MANAGEMENT PERSONNEL (CAMP), IFPTE, LOCAL 21

Supervising Community Services Officer Duties

The City and the City Association of Management Personnel (CAMP) agree to continue discussions 
related to the assigned duties of Supervising Community Services Officer classifications.

This Agreement is considered part of the tentative agreement for a successor MOA between the 
parties.  This Agreement shall become effective only as part of the overall tentative agreement for a 
successor MOA, when signed by all parties below, ratified by CAMP and approved by the City Council.  

FOR THE CITY: FOR THE UNION: 

Burke Dunphy Date Liz Kamya Date 
Lead Negotiator
City of San José 

Business Agent, IFPTE, Local 21 

Julie Jennings
President, CAMP, IFPTE, Local 21
Julie Jennings
P id t CAMP IFPT

5/10/2023

05/10/235/10/2023




