
 
 
Dean & Dean SFP       Associate Dean & Associate 

 Dean SFP 
 
STEP MONTHLY ANNUAL  STEP MONTHLY ANNUAL 
Step 1 9,072.77 108,873.24  Step 1 8,390.18 100,682.16 
Step 2 9,236.08 110,832.96  Step 2 8,541.20 102,494.40 
Step 3 9,402.33 112,827.96  Step 3 8,694.94 104,339.28 
Step 4 9,571.57 114,858.84  Step 4 8,851.45 106,217.40 
Step 5 9,743.86 116,926.32  Step 5 9,010.78 108,129.36 
Step 6 9,919.25 119,031.00  Step 6 9,172.97 110,075.64 
Step 7 10,097.79 121,173.48  Step 7 9,338.09 112,057.08 
Step 8 10,279.55 123,354.60  Step 8 9,506.17 114,074.04 
Step 9 10,464.59 125,575.08  Step 9 9,677.28 116,127.36 
Step 10 10,652.95 127,835.40  Step 10 9,851.47 118,217.64 
Step 11 10,844.70 130,136.40  Step 11 10,028.80 120,345.60 
Step 12 11,039.91 132,478.92  Step 12 10,209.32 122,511.84 
Step 13 11,238.62 134,863.44  Step 13 10,393.09 124,717.08 
Step 14 11,440.92 137,291.04  Step 14 10,580.16 126,961.92 
Step 15 11,646.86 139,762.32 

 

 

 

Step 15 10,770.60 129,247.20 
 
 
 
Assistant Dean & Assistant 
 Dean SFP 
 
STEP MONTHLY ANNUAL 
Step 1 7,814.83 93,777.96 
Step 2 7,955.50 95,466.00 
Step 3 8,098.70 97,184.40 
Step 4 8,244.47 98,933.64 
Step 5 8,392.87 100,714.44 
Step 6 8,543.95 102,527.40 
Step 7 8,697.74 104,372.88 
Step 8 8,854.30 106,251.60 
Step 9 9,013.67 108,164.04 
Step 10 9,175.92 110,111.04 
Step 11 9,341.09 112,093.08 
Step 12 9,509.23 114,110.76 
Step 13 9,680.39 116,164.68 
Step 14 9,854.64 118,255.68 
Step 15 10,032.02 120,384.24 
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ARTICLE 1, PREAMBLE 

 
The Board of Trustees of the Los Angeles Community College District (the "Board") and 
the Los Angeles Community College District Administrators' Association (the  “Union”), 
represented by Teamsters Local 911, have entered into this agreement because they share 
the desire to provide access to education and the means to achieve success for the diverse 
students and communities our District serves.  The Board recognizes the importance of 
the work of this Unit toward achieving those ends and remains committed to maintaining 
a professional relationship with administrative employees, which will support the 
continued success of the Los Angeles Community College District (the "District"). 
 
 

 
ARTICLE 2,  RECOGNITION, EXCLUSIVE REPRESENTATIVE 

AND ORGANIZATIONAL SECURITY 
 

 
A. The Unit.  The Board recognizes that Teamsters Local 911 is the duly certified 

exclusive representative of those regular and non-regular employees included in the 
Unit, as listed below.  The Unit may be modified in accordance with Government 
Code sections 3540 et seq. and the rules and regulations of the California Public 
Employment Relations Board ("PERB"); those modifications, once approved by 
PERB, become parts of this Agreement without further negotiations. 

 
The union reserves the right to assert that modifications may be made to the unit. The 
District reserves all its rights regarding unit modification. 
 
The District and Local 911 agree that the Unit shall consist of academic 
administrators who are primarily involved with supervision of faculty members 
and/or other employees and who generally have a higher level of authority than 
department chairs for hiring, firing and discipline. The Unit shall include the 
following classifications: 

 
Dean  
Associate Dean 
Assistant Dean 

 
 
B. Organizational Security and Dues Check Off 

 
1. Dues Check Off 

 
a. The District agrees to deduct dues as may be specified by the union twelve 

(12) times per year. 
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b. Such deductions along with a written statement of the names of the employees 
from whose pay dues deductions were made and the amounts deducted, shall 
be forwarded to Teamsters Local 911 within thirty (30) days from the close of 
the pay period for which the deductions were made. 
 

2.  Agency Shop 
 

a. The District shall deduct and make appropriate remittance to Teamsters Local 
911 all dues and/or service fees in amounts to be determined by the union 
within thirty (30) days from the close of the pay period during which the 
deductions were made in accordance with the following provisions: 
 
(1) Upon assignment to a classification in the Unit, union dues will be 

deducted from the pay of Unit members. 
 

(2) The District shall deduct amounts equivalent to union dues ("agency 
fees"), as determined by Teamsters Local 911, for all Unit members who 
have an agency fee deduction card on file with the Disbursements Branch 
of the Operations Division. 
 

(3) Unit members who object, on religious grounds, to paying union dues or 
agency fees, shall apply to Teamsters Local 911 for exemption from the 
provisions of sections 2 (Dues Check Off), and/or 3 (Agency Shop) above.  
If such exemption is agreed upon by the union, the District shall deduct 
the equivalent of union dues from the pay of the Unit member and shall 
pay that sum to the non-profit charitable organizations approved by the 
District for payroll deductions of the Unit member's choice.  

 
The District shall not be liable to the Union or to Teamsters Local 911 by reason of the 
requirements of this article for the remittance or payment of any sum other than that 
constituting the actual deductions made from the wages earned by the employee.   
 
The Administrators' Unit and Teamsters Local agree they shall pay reasonable attorney 
fees and costs and in all other ways shall indemnify the Los Angeles Community College 
District, its officers, employees and agents, from any liability arising from any and all 
claims, demands, suits, actions, proceedings, or other actions arising from compliance 
with this article, or in reliance of any list, notice, certification or authorization furnished 
under this article.  Teamsters Local 911 agrees that it shall refund to the District any sums 
paid to it in error within thirty (30) days of being informed of the error. 
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ARTICLE 3,  NON-DISCRIMINATION, EQUAL EMPLOYMENT 

OPPORTUNITY, AMERICANS WITH DISABILITIES, 
HARASSMENT, AND COMMITMENT TO DIVERSITY 

 
 
A. Non-discrimination.  The Board and the members, employees, and officers of the 

Union agree not to discriminate against any District employee, officer or student on 
the basis of race, ethnicity, national origin, religion, sex, age, pregnancy, sexual 
orientation, political beliefs, affiliations and activities, marital status, veteran status, 
physical or mental disability or medical condition. 
 
The Board shall not discriminate against Unit members or applicants for positions 
contained in the Unit because of their membership in the Unit or because of their 
exercise of other rights to meet and negotiate as provided by law. 
  
The District and the Union shall strive to promote a collegial and non-hostile work 
place for all district employees.  Concerns regarding discrimination, retaliation, and 
hostile work place should be brought to the attention of the appropriate Vice 
President or compliance officer for investigation and remediation, which could 
include the use of a mediator. 

 
B. Equal Employment Opportunity, Diversity, Harassment and Americans with 

Disabilities.  The Union and the District shall actively practice equal opportunity for 
all students, employees and applicants for employment, without regard to race, 
ethnicity, national origin, religion, sex, age, pregnancy, sexual orientation, political 
beliefs, affiliations and activities, marital status, veteran status, physical or mental 
disability or medical condition. 
 

The District and the Union agree that no student, member of the public or employee 
should be subject to harassment on any of these prohibited bases. 
 

 
ARTICLE 4, AGREEMENT 

 
 

A. Term.  This agreement shall become effective upon ratification by the Unit and 
approval by the Board.  The agreement shall remain in effect for three (3) years, from 
the date of ratification to July 1, 2011.   

B. General Provisions.  This agreement between the District and the Unit represents the 
negotiated conditions of employment, which are subject to collective bargaining.   

1. This agreement may be altered, changed, added to, deleted from or modified only 
through the voluntary and mutual consent of the parties in a written and signed 
amendment thereto. Modifications to the Agreement shall be referred to as 
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Memoranda of Understanding (MOU’s). Written interpretations of the Agreement 
shall be referred to as Contract Interpretations (CI’s). 

  
2. In the event that any provisions of this agreement are determined to be contrary to 

the law by a court of competent jurisdiction, all of its remaining provisions shall 
continue in full force and effect. 

 
3. Upon District clearance, the College shall, for any offer of employment for a 

position in the Unit: 
 
a. Provide the newly hired employee an offer letter within 5 days of the 

beginning of the assignment.  The letter shall include the initial salary, job 
title, supervisor’s name and a request for any information needed to complete 
the salary rating in  process. 

 
b. Provide the Unit Member a copy of the Collective Bargaining Agreement 

within 5 days from the start date of employment. 
 

4. Copies of the Collective Bargaining Agreement shall be distributed to all existing 
Unit members by the Union.  The cost of printing the Agreement shall be shared 
equally by the Union and the District. 

 
 

 
ARTICLE 5, BOARD OF TRUSTEES' RIGHTS AND RESPONSIBILITIES 

 
The Board has all the customary and usual rights, powers, functions and authority as an 
employer as established in Government Code 3540 et seq. (the Educational Employment 
Relations Act; "EERA") and other California law.  Except to the extent limited by the 
express and specific terms and conditions of this agreement, the control of the Los 
Angeles Community College District operations, working force and facilities are vested 
in the Board of Trustees.  Except to the extent limited by the express and specific terms 
and conditions of this agreement, rights, including but not limited to the right to select, 
direct and control the District's business operations working force; to determine staffing 
levels and job duties, to hire, suspend, transfer, lay off, and to discipline or discharge Unit 
members in accordance with applicable Education Code provisions; and the right to 
require Unit members to observe rules and regulations not inconsistent with this 
agreement, are all vested in the Board. 
 
The Board may legally delegate or assign any Board rights or responsibilities to 
management or to other such official persons, divisions, departments and committees, as 
it shall determine appropriate. 
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ARTICLE 6, UNION RIGHTS 
 

 
A. Released Time for Union Activities. The Unit shall be allowed a reasonable amount 

of released time for all union-related activities, not to exceed 0.5 FTE, in accordance 
with Government Code section 3540 et seq. The Unit may determine how to allocate 
the released time and shall provide prior written notice to the district Office of 
Employer-Employee Relations regarding the use of the release time. 

 
B. Access to Unit members Information and Facilities. Representatives of the Union 

shall have the right of access at reasonable times which will not disturb the normal 
work day to areas in which Unit members work.  Representatives shall have the right 
to use institutional bulletin boards and mailboxes, and other means of oral or written 
communication, all subject to reasonable regulation and not for purposes or by 
methods inconsistent with state or federal law.   
 
The Union shall have the right to use institutional facilities at reasonable times for the 
purpose of conducting union business in accord with the exercise of rights guaranteed 
by this agreement to the extent that such use shall not interfere with normal 
operations.  In instances where such access or use of facilities results in additional 
costs to the District, prior arrangements shall be made by the Union for 
reimbursement to the District at rates set by the District.  District rules and 
regulations regarding Civic Center Permits shall apply to facilities usage by the 
Union; however, the Unit is not required to have a Civic Center Permit and shall not 
be required to pay for the permit. 
 

 The District shall provide the Union the names, addresses and telephone numbers of 
those Unit members who have authorized release of such information upon request.  
After the close of each pay period, the District shall furnish the Unit with lists of 
newly employed and newly terminated Unit members. 
 

C. Board Meetings.  The Union shall have the right to representation at all regular open 
session meetings of the Board of Trustees, and shall have the right to speak on any 
item on the meeting agenda in accordance with existing Board Rules.  The Union 
President or designee shall be furnished with Board agendas and meeting minutes at 
such times as they are made available to the public.  

 
D. Shared Governance Councils.  The Union Representative or his/her designee at 

each college shall be granted a voting seat and shall represent the Unit on the shared 
governance council.  

 
E. District Budget Committee.  The Union President or his/her designee shall be a 

voting member of the District Budget Committee. 
 
F. Release of Information.  Upon request of the Union, the District shall furnish the 

Unit all information, which is available to the public. 
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G.  Consultation 
 

 a. College.  The College President or her/his designee and the College Union 
Representative or his/her designee shall meet at a designated date, time and place, 
as frequently as once a month to review and facilitate enforcement of the 
agreement at the college and to discuss matters of mutual interest.  Prior to each 
such consultation session, the parties should exchange written agendas. 
 

 b. District. The Chancellor, or his/her designee and the President of the Union or 
his/her designee shall meet at a designated date, time and place, as frequently as 
once a month to review and facilitate enforcement of the agreement and to discuss 
matters of mutual interest.  Prior to each such consultation session, the parties 
should exchange written agendas.  

 
H. Non-Reprisal.  Reprisals of any nature shall not be taken against Unit Members for 

exercise of their union rights. 
 
 

 
ARTICLE 7, CLASS SPECIFICATION AND DUTY STATEMENT 

 
 
A.  Class Specifications.  The District shall, by December 31, 2008, in consultation with 

the Unit, develop the class specifications that differentiate the levels, number of 
primary responsibilities, and scope of duties for Assistant Dean, Associate Dean, and 
Dean positions.  The Board shall authorize the type and level of duties to be 
performed by each classification, and shall verify the education and experience 
necessary as a prerequisite to applying for positions in those classifications.   

 
B. Acting Status.  When a unit member holds acting status, at each 12 month interval, 

the supervising administrator shall review the acting status with the unit member 
before extending or ending the acting assignment. 

 
C. Job Duty Statements.   The Unit member’s immediate supervisor shall provide 

him/her with a written job duty statement at the time of his or her assignment to the 
position or when a substantive change is made to the Unit member’s primary duties. 
The job duty statement shall serve as the basis for the development of performance 
goals in connection with the Unit member’s performance evaluation process. See 
forms in Appendix A and Appendix B.  

 
 If a Job Duty Statement is not provided to the unit member at the time of his/her 

assignment to the position, a Job Duty Statement shall be mutually developed by the 
supervisor and the unit member within twenty (20) working days of the assignment. 
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D. Work of the Unit.  The District shall strive to ensure that unit members are only 
assigned the work of the unit.  The District and the Unit recognize that, for the good 
of the District or the College, temporary duties may be assigned as needed. 
See Appendix I—Agreement between the Teamsters Unit and the Los Angeles 
College Faculty Guild. 

 
E.  Support Staff. The District shall strive to assure that Unit members are provided 

sufficient support staff to carry out the duties and responsibilities reflected in their job 
duty statement.  

 
 

ARTICLE 8, EVALUATION OF ADMINISTRATORS 
 

 
A. Purpose of the Evaluation. The performance evaluation process gives the Unit 

member and his or her supervisor an opportunity to formally review the Unit 
member’s job performance.  It is designed to assess accomplishments, communicate 
standards and expectations, and to set goals for future performance.  

 
B. Union Representation. At any time during the evaluation process, a Unit member 

may request his/her union representative to attend as an observer. 
 
C.  Time Frame. A Unit member completing his or her first year in an assignment will 

be evaluated no later than 12 months after the start date of that assignment. 
Thereafter, the evaluation shall be performed every year from the anniversary date of 
the Unit member’s assignment. If the supervisor does not initiate the evaluation 
process within the designated time frame, the Unit member to be evaluated should 
request in writing that the evaluation process begin. If, a supervisor fails to evaluate a 
Unit member within 60 days of the evaluation date, that Unit member’s evaluation 
will automatically default to a “satisfactory” evaluation for that time period. 

 
D. Evaluation Components. Each Unit member’s evaluation process will include the 

form in Appendix B of the Agreement. The Unit member shall also be given the 
opportunity to complete and submit the form in Appendix B, as a self-assessment 
tool, to be given consideration in his/her overall evaluation.  The components of the 
evaluation shall include the following: 

 
1. Accomplishments 
2. Job Knowledge 
3. Problem Solving 
4. Cooperation 
5. Adaptability to Change 
6. Communications Skills 
7. Initiative and Decisiveness 
8. Reliability and Effectiveness 
9. Creativity and Innovation 
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10. Leadership 
11. Managerial Qualities 
12. Planning 
13. Supervisor’s Overall Evaluation 
14. Goals and Objectives for current evaluation period and for next evaluation 

period. 
 

E. Supervisor’s Role. Ongoing informal feedback from the Unit member’s Supervisor 
regarding his/her performance is expected. When the formal evaluation process is 
conducted, the Unit member’s immediate supervisor shall meet with the Unit member 
to review the steps in the evaluation process and set the timeline to complete the 
evaluation. Once the evaluation has begun (see section C of this Article), the 
Supervisor must complete the evaluation within 60 working days.  

 
F.  Evaluation Review. The Unit member, his/her immediate supervisor, the supervising 

vice president and the college president shall all sign the completed evaluation form.  
A copy of the evaluation shall be given to the Unit member and the original shall be 
forwarded to the District’s Human Resources Division for inclusion in the Unit 
member’s official personnel file. Should the Unit member disagree with any part of 
the evaluation, he/she may prepare a written statement to be added to the personnel 
file along with the evaluation. 

 
G. Needs to Improve Evaluation Rating. When a Unit member receives an overall 

“Needs to Improve” evaluation rating from his/her immediate supervisor, he/she will 
work with the supervisor to develop a Remediation Plan as described in section H 
below. 

 
H.  Remediation Plan. The Remediation Plan shall include specific examples of 

expected performance, suggestions about how to improve and the method that will be 
used to assess improvement within an agreed upon time frame for each item 
addressed in the plan.  Should the Unit member disagree with the plan, he/she may 
request to meet with the President along with his/her supervisor to reach agreement 
on the plan.  All parties shall receive a copy of the agreed upon plan.  
 

I.  Grievance Rights. If the Unit member being evaluated believes any aspect of the 
evaluation process has not been properly followed, he/ she may grieve.  The content 
of the evaluation is not grievable.  

 
J. Salary Step Advancement. The Unit member shall be eligible to receive a step 

increase on the salary schedule at the time of the next regularly scheduled July 1 step 
advance.  
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ARTICLE 9, COMPENSATION 

 
 

A. Rules and Regulations.  All rules and regulations regarding compensation, rating-in, 
differentials, increments, and all other salary payments shall remain as they existed on 
the date this agreement was consummated, and shall be incorporated into this 
agreement as such, except as superseded by specific provisions below.  These rules 
include, but are not limited to Los Angeles Community College District Board of 
Trustees’ Rules, Chapter 10, Articles V and VI and applicable Human Resources 
Guides. 

 
1. For 2008-2009 

Salary negotiations for 2008-09 shall commence after the final State budget for 
2008-2009 is adopted. 
 

2. For 2009-2010 
The District and the Union shall reopen negotiations on salary for 2009-2010. 
 

3. For 2010-2011 
The District and the Union shall reopen negotiations on salary for 2010-2011 
 

B. Assignment to the Schedule.  Employees who become members of the 
Administrator’s Unit after the execution of this agreement shall be “rated in” in 
accordance with existing Board Rules and administrative regulations implementing 
those Board Rules.  

 
Unit members assigned to steps 1-5 on the 2007-2008 salary chart shall be moved to 
step 1 on the respective 2008-2009 salary chart, effective July 1, 2008.   

 
 

DEAN   ASSOCIATE 
DEAN 

  ASSISTANT 
DEAN 

 

STEP MONTHLY  STEP MONTHLY  STEP MONTHLY 
1 9011.49  1 8333.50  1 7762.05 
2 9173.70  2 8483.51  2 7901.77 
3 9338.83   3 8636.21  3 8044.00 
4 9506.93  4 8791.66  4 8188.79 
5 9678.05  5 8949.91  5 8336.19 
6 9852.26  6 9111.01  6 8486.24 
7 10029.60  7 9275.01  7 8639.00 
8 10210.13  8 9441.96  8 8794.50 
9 10393.91  9 9611.91  9 8952.80 
10 10581.00  10 9784.93  10 9113.95 
11 10771.46  11 9961.05  11 9278.00 
12 10965.35  12 10110.46  12 9445.00 
13 11162.72  13 10292.45  13 9615.01 
14 11363.65  14 10477.71  14 9788.08 
15 11568.20  15 10666.31  15 9964.27 
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ARTICLE 10, EMPLOYEE BENEFITS 

 
 
The Los Angeles Community College District Administrators' Association, and the 
District are both signatories to the “Master Agreement between the Los Angeles 
Community College District and the American Federation of Teachers College Guild, 
Local 1521; the American Federation of Teachers College Staff Guild, Local 1521a; the 
Los Angeles City and County School Employees Union, Local 99; the Los 
Angeles/Orange County Building and Construction Trades Council; the Supervisory 
Employees Union, Local 347; and the Public, Professional and Medical Employees 
Union of the California Teamsters, Local 911 Regarding Hospital-Medical, Dental, 
Vision Group Coverage, Group Life Insurance Coverage, and the District’s Employee 
Assistance Program.”  That agreement (including any and all revisions or modifications 
to the agreement the District and the other signatories subsequently approve) is, by this 
reference, incorporated herein as if it were set forth in its entirety.  See Appendix C. 
 

 
ARTICLE 11, HOLIDAYS 

 
 
A. Holidays.  Unit members shall receive holiday pay for those holidays listed below, 

and for any other holidays declared by the President of the United States, the 
Governor or the Board of Trustees, which fall within the Unit member's assignment 
period, and subject to the conditions listed below.  The dates on which the following 
holidays are observed shall be determined, where appropriate, by the academic 
calendar. 
 

HOLIDAYS 
 

New Year's Eve Day 
New Year's Day 
Dr. Martin Luther King, Jr. Day 
Lincoln Day 
Washington Day 
Cesar Chavez Day 
Friday afternoon of Spring Break (Four hours) 
Memorial Day 
Independence Day 
Labor Day 
Admission Day (As designated by the District) 
Veterans' Day 
Thanksgiving Day 
Thanksgiving Friday 
Christmas Eve Day 
Christmas Day 
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1. In order to receive holiday pay, a Unit member must have been in paid status on 

the work day immediately preceding or succeeding the holiday. 
 
2. When a holiday falls on the first day of a Unit member's weekend (usually 

Saturday), the holiday shall be celebrated the preceding work day (usually 
Friday).  When a holiday falls on the second day of a Unit member's weekend 
(usually Sunday), the holiday shall be celebrated the following day (usually 
Monday). 

 
B. Wellness Day. Unit members shall be granted one (1) Wellness Day each fiscal year. 

The Unit member shall give his/her supervisor a minimum of 2 days written notice 
prior to taking a Wellness day.  If the day is not used it shall not carry forward to the 
next fiscal year.   

 
 

 
ARTICLE 12, VACATION 

 
 

A. Earning Vacation. 
 

1.  Members of the Administrator’s Unit who were appointed to a classification in 
the unit prior to November 6, 2002 earn vacation at the rate of  .09232 hour for 
each hour of paid service (twenty-four [24] days per year).  

 
2. Members of the Administrator’s Unit who were appointed to a classification in 

the unit after November 6, 2002 shall earn vacation based on total years of 
creditable service in the district, including service outside the Administrator’s 
Unit  in accordance with the following schedule: 
 

Creditable Years  Vacation Accrual 
Factor Based on 40 

Hour Workweek 

Days of Vacation 
Based Upon a 12-

Month Assignment 
Of Paid Service 

Less than 1 year up to 2 years 
from anniversary date 

  
.05770 15 

2 years but less than 3 years .06923 18 
3 years but less than  4 years .08077 21 
4 years or more .09232 24 

 
B. Terms and Conditions for Earning Vacation. 
 

1. A day of vacation is equivalent to eight hours of vacation for purposes of this 
Article, regardless of the actual length of a Unit member's day. 

 
2. No vacation may be taken until it is actually earned. 
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3. For purposes of this article, a year is defined as the period between the 
beginning of the July 1 pay periods in successive calendar years. 

 
4. In order to be credited with a year of service for purposes of this article, an 

employee must have been in regular status during the appropriate year, as 
defined in paragraph 3. above, for at least 130 days in paid status.  Time on 
industrial accident leave and military leave counts toward this requirement. 

 
5. Credit for years of service shall be applied and vacation accrual rates shall be 

changed as required by this article effective on the first day of the July 1 pay 
period each year. 

 
6. For the pay period following any pay period in which a Unit employee's 

vacation balance equals or exceeds 400 hours, the employee shall not earn any 
additional vacation credit.  

 
C. Scheduling Vacation. Vacation requests shall be submitted in writing in advance 

for approval to the immediate supervisor.  No vacation request will be 
unreasonably denied. Any denial of a vacation shall be made in writing. 

 
D.  Lump-sum Payments. Upon termination of service, or upon reassignment of a 

Unit member to an assignment basis which does not accrue vacation, the Unit 
member may request a lump- sum payment of all or part of vacation hours 
credited to the Unit member upon such reassignment or termination.  Payment 
shall be made at the salary rate for the last classification to which the Unit 
member was assigned in which vacation could be earned.  Lump sums for 
terminating Unit members shall be paid no later than two (2) months following 
the pay period during which the separation took place.  Payments to reassigned 
Unit members shall be made in a timely manner. 

 
E. Donation of Vacation.  An employee may donate up to forty (40) hours of 

accrued vacation to another Unit employee who has suffered a catastrophic illness 
or injury and who has exhausted all full pay and half-pay illness leave, and all 
other paid time. 
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ARTICLE 13, LEAVES 

 
 
A. General Provisions. 
  

1. Leave of Absence Defined.     A leave of absence is an authorized absence from 
active service for a specified period of time and for an approved purpose. 
 

 Formal Leave.  A leave, which is requested for more than twenty (20) working 
days. 

 
 Informal Leave.  A leave requested for twenty (20) or fewer days. 
 
 Mandatory Leave.  A mandatory leave must be granted by the District if the Unit 

member has submitted the appropriate documentation for the leave and has 
complied with all other requirements in accordance with the provisions of this 
Agreement. 

 
 Permissive Leave. A permissive leave is one which may be granted at the 

discretion of the District.  To request such a leave the Unit member must submit 
the appropriate documentation for the leave and comply with all other 
requirements in accordance with the provisions of this Agreement.  Denial of a 
permissive leave shall not be grounds for a grievance. 
 

2. Application.  An informal leave shall be requested verbally as far in advance of its 
beginning date as possible.  A formal leave must be requested by the Unit 
member in writing on the form designated by the District when possible at least 
ten (10) working days in advance of its beginning date. 
 
a. In the event that a Unit member with good cause cannot submit a written 

request for leave, he/she must make every reasonable effort to contact his/her 
supervisor by telephone to inform the supervisor of the need for the leave. 

 
b. If the Unit member is not capable or competent to file for the leave 

him/herself, the District may accept application from a family member or 
close friend. 

 
c. Decisions to extend leaves beyond the period authorized below or to authorize 

compensation beyond that which is authorized below shall be made at the 
discretion of the Chancellor. 
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3. Rights Upon Return. 
 
a. A Unit member shall return to the same location and the same classification 

from which leave was taken if he/she returns to service no later than one (1) 
year from the beginning date of the leave. 

 
b. During this one (1) year period, if a Unit member would have been reassigned 

to another classification or transferred to another location, notwithstanding the 
leave, such reassignment or transfer shall be affected and the Unit member 
shall have return rights to the new classification or location. 

 
c. Beyond one (1) year, the Unit Member shall be given consideration to return 

to a position as near as reasonably possible to the position held prior to the 
leave. 

 
4. Cancellation of or Early Return from Leave.  A request for cancellation of the 

leave by a Unit member already on leave or for whom leave has been approved 
may be granted at the discretion of the District. 
 

5. Effect on Sabbatical.  Time on leave does not count toward the service 
requirements for sabbatical, with the exception of time spent on paid military 
leave.  Leaves do not constitute a break in continuity of service but may reduce 
the number of days served in a year below the minimum required for a sabbatical. 

 
6. Failure to Return from Leave.  A Unit member who fails to return from leave and 

who, without good cause has failed to file a request for an extension of the leave 
prior to the expiration of the leave, shall be considered to have abandoned his/her 
position, and may be recommended for dismissal in accordance with procedures 
set forth in applicable Education Code sections. 
 

B. Mandatory Leaves. 
 

1. Governmental Order Leave.  Granted to a Unit member to appear as a witness in 
court (other than as a litigant) or to respond to an official order from a 
governmental jurisdiction (including jury duty) for reasons other than his/her own 
misconduct. 

 
a. Length of Leave.  Limited to the specific times and dates specified on the 

order. 
 
b. Compensation.  Not to exceed two (2) weeks during any two (2) consecutive 

fiscal years, of regular salary shall be paid if the Unit member has provided a 
copy of the order to his/her supervisor.  Additional leave shall be without pay; 
however, the Chancellor or the appropriate College President, shall not 
unreasonably deny payment for State or Federal jury service because a trial 
extended beyond the two (2) weeks provided herein. 
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c. Effect on Benefits.  The District shall continue to pay the cost of all benefits 

while the Unit member is on leave. 
 
d. Hours of Work.  If an employee's normal work week contains one or more 

days of "evening duty" (starting time of 12:00 noon or later), for the duration 
of jury service, the employee's starting time shall be changed to conform with 
the starting time of jury service.  The employee shall be responsible for 
coordinating a replacement for him/herself for evening duty. 

 
2. Illness Leave.  A paid or unpaid leave granted to a Unit member who is compelled 

to be absent from duty because of illness or injury or because of quarantine 
occasioned by his/her own or another's illness. 

 
a. Calculation of and Compensation for Illness Leave. 
 

(1) If a newly assigned Unit member was not a District employee in a 
classification in which illness leave accrues, upon initial appointment to an 
administrative position, that Unit member shall be granted twelve (12) 
days of full-pay illness leave and eighty-eight (88) days of half-pay leave. 

 
 Thereafter, Unit members will be credited annually with twelve (12) full 

pay days, during the pay period in which July 1 falls.  At that time, half-
pay illness days will be credited to make up any difference between the 
number of full-pay days the Unit member has accumulated and one 
hundred (100) days.  If the number of full-pay days a Unit member has 
accumulated equals or exceeds one hundred 100, no additional half-pay 
days will be credited. 
 
(a) For purposes of this article, a day of illness is considered an eight (8) 

hour day.  If a Unit member is assigned less than full-time, a day of 
illness shall be considered the amount of time which constitutes that 
person's average work day. 

 
(b) There shall be no year-to-year limit on the number of full-pay illness 

days a Unit member may accumulate. 
 
(c) Half-pay days shall not be used prior to the exhaustion of full-pay 

days.  After the exhaustion of half-pay days, the Unit member shall be 
on unpaid leave for the duration of the approved leave unless the 
approved leave extends to the following fiscal year, when full- and 
half-pay balances are credited. 

 
 Upon the request of the Unit member, when full-pay illness is 

exhausted, he/she shall be allowed vacation pay in lieu of half-pay.  
Notification must be given to the Unit member's time reporting office 

17       



which details the days to be taken as vacation pay.  The date when 
such payment commences shall be no earlier than the requested date, 
and shall continue only as long as the Unit member has a vacation 
balance.  After the exhaustion of vacation pay, the Unit member shall 
be paid half pay to the extent that such balance exists.  Regardless of 
the method of payment (full-pay, half-pay or vacation pay), the Unit 
member shall still be considered to be on illness leave. 

 
(d) Illness pay shall be calculated to include all differentials and 

increments normally paid to the Unit member. 
 

(e) There shall be no lump-sum pay off for accumulated illness leave upon 
the retirement of the Unit member. 

 
(f) Salary payments shall be withheld until there is valid leave on file for 

a Unit member, or until the Unit member provides the required 
documentation to support the ongoing need for the leave. 

 
b. Length of Leave. 
 

(1) Informal Leave.  Informal illness leave is limited to twenty (20) working 
days or less. 

 
(2) Formal Leave.  Formal illness leave shall be granted in increments of six 

(6) months or less.  Formal leave, paid or unpaid, shall not extend for 
more than one (1) year.  If, at any time, in the opinion of the District's 
physician consultant, a Unit member would be unable to return to service, 
a leave sufficient only to allow the Unit member to apply for disability 
retirement will be granted. 

 
c. Request Procedure. 
 

(1) Informal Leave.  Request for informal leave must be made as soon as 
possible to the Unit member's immediate supervisor. 

 
(2) Formal Leave. 

 
(a) Complete the Leave of Absence request form. 
 
(b) Attach a statement on the designated form (Attending Physician's 

Statement) from a licensed physician or practitioner, which verifies 
that the Unit member cannot work because of illness or injury. 

 
(c) Submit these forms to the immediate supervisor, who, after the 

required approvals are obtained, forwards the forms to the Personnel 
Relations Branch.  Such documentation shall be submitted prior to the 
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twentieth day of informal leave to avoid delays in salary payment.  
The District shall send to the Unit member all necessary forms upon 
the request of the Unit member. 

 
(1) Once leave is approved, a Unit member must submit a 

"Certification of Illness or Injury" (Form 60.82B) per every pay 
period of leave in order to receive salary payment. 
 

(d) Based upon the advice, where necessary, of the District's physician 
consultant, the leave will either be approved or denied, and Unit 
members shall be so informed in writing by the Office of Personnel 
Operations. 

 
d. Return to Service. 
 

(1) For absences due to maternity, illness or injury, the Unit member shall: 
 
(a) for absences of fewer than six (6) consecutive working days, submit a 

signed "Certification of Illness or Injury" card (Form 60.82B). 
 
(b) for absences in excess of five (5) days, but fewer than eleven (11) 

consecutive working days, submit a "Certification of Illness or Injury" 
card (Form 60.82B) signed by a licensed physician or practitioner. 

 
(c) for absences in excess of ten (10) consecutive working days, submit a 

"Certification of Illness or Injury" card (Form 60.82B) signed by a 
licensed physician or practitioner, and an "Attending Physician's 
Statement" (Form C305) signed by a licensed physician or 
practitioner. 

 
(2) For absences due to quarantine, regardless of the length of the absence, the 

Unit member must submit a County Health Office "Exclusion and 
Readmittance" form. 

 
(3) Return Procedure.  The College President or Vice Chancellor shall have 

the discretion to admit to service a Unit member who has been on illness 
leave without an examination by the District's physician consultant.  If, in 
the opinion of the College President or Vice Chancellor, the Unit member 
does not appear fit to return to service, the Unit member shall be examined 
by the District's physician consultant.  In preparation for such 
examination, the Unit member must have a completed "Attending 
Physicians Statement" to present to the physician consultant. 
 

e. Employment While on Leave.  An illness leave period is considered as 
beginning on the first day for which illness is claimed at the time the Unit 
member usually reports to work, extending through the last day for which 
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illness is claimed (at the time the Unit member usually departs for the day).  
If, between these two times, the Unit member is engaged in any gainful 
employment, he/she will be required to forfeit any illness pay paid by the 
District during the period the Unit member was engaged in outside 
employment. 

 
f. Extra Assignments.  Unless otherwise authorized by the District's physician 

consultant, the Unit member must take leave from any hourly rate or other 
extra assignment with the District for the period of time the Unit member is ill 
or quarantined. 

 
3. Industrial Accident Leave.  Leave granted in the event a Unit member experiences 

an illness or injury whose cause arose out of his/her course and scope of 
employment.  Such leave shall be granted only after the District has accepted the 
Unit member's Workers Compensation claim. 

 
a. Length of Leave. 
 

(1) For instances where the District agrees that the illness or injury arose out 
of the course and scope of the Unit member's employment, leave shall be 
granted from the first day of absence, but shall not exceed sixty (60) 
working days for each accident or illness.  The leave shall terminate on the 
day following the last day of the Unit member's eligibility for Temporary 
Disability payments.  The sixty (60) day balance shall be reduced by one 
(1) day for each day of authorized absence, regardless of the amount of the 
authorized Temporary Disability payment. 
 

(2) The sixty (60) day maximum is not accumulated from one year to the 
next; in the event that the absence extends into the following year, only the 
unused portion of the leave for that accident or illness will be available. 

 
(3) A Unit member who is unable to return to service after the initial sixty 

(60) days of leave shall continue on Industrial Accident Leave, and shall 
receive compensation in accordance with paragraph 2. below. 
 

b. Compensation. 
 

(1) During the period of time that a Unit member has been determined to be 
temporarily totally disabled, he/she shall be eligible for Workers 
Compensation Temporary Disability payments ("TD").  TD payments 
never equal the amount of the Unit member's full salary. 

 
 During the first sixty (60) days of leave, TD payments shall be 

supplemented by the District to the extent that the Unit member receives 
full salary.  Thereafter, TD payments shall, at the discretion of the Unit 
member, be supplemented with accumulated illness leave.  The Unit 
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member's illness leave balance shall be reduced by an amount, which, 
when combined with the TD amount, results in the Unit member receiving 
full salary.  The District shall issue these salary payments as salary 
warrants, subject to all authorized deductions. 

 
 After illness leave balances are exhausted, the Unit member may apply 

vacation balances to TD payments to receive full salary.  After all 
balances are exhausted, the Unit member shall continue to receive TD 
payments directly from the District's Workers Compensation 
Administrator. 

 
 In no case shall the Unit member receive an amount in excess of full 

salary. 
 
(2) After a Unit member has been determined to be "permanent and 

stationary" (his/her condition will get no better and no worse), TD 
payments shall terminate.  If able, the Unit member shall return to service.  
If the Unit member, because of permanent disability, is determined to be a 
"Qualified Injured Worker" by the Workers Compensation administration, 
the Unit member may be eligible for vocational rehabilitation.  During the 
period of time the Unit member is participating in vocational 
rehabilitation, he/she will usually receive Vocational Rehabilitation 
Temporary Disability (VRTD).  VRTD payments shall be supplemented in 
the same manner as TD payments so that the Unit member receives full 
salary if his/her illness or vacation balances are sufficient. 

 
(3) If, after a Unit member receives final settlement in a Workers 

Compensation case, he/she is absent because of illness arising from the 
industrial accident or because of continuation of industrial illness, he/she 
may be eligible for Illness Leave, in accordance with section I. of this 
agreement. 
 

c. Effect on Benefits. 
 

(1) Time on Industrial Accident Leave does not constitute a break in service. 
 
(2) During the entire period of leave, the District shall contribute to the Unit 

member's health and welfare benefits to the same extent that such 
contributions were made while the Unit member was in active service. 

 
 
(3) The first sixty (60) days of leave are not charged against any illness or 

vacation balances. 
 
(4) Time on leave counts toward step advancement and retirement credit; time 

on leave does not count toward eligibility for other leaves. 
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d. Activities While on Leave.  An Industrial Accident  leave period is considered 

as beginning on the first day for which industrial illness or injury is claimed at 
the time the Unit member usually reports to work, extending through the last 
day for which illness or injury is claimed (at the time the Unit member usually 
departs for the day).  If, between these two times, the Unit member is engaged 
in any gainful employment, he/she will be required to forfeit any pay paid by 
the District during the period the Unit member was engaged in outside 
employment.  Such employment may also affect the Unit member's eligibility 
for TD or VRTD. 

 
 A Unit member on Industrial Accident Leave may not leave the State of 

California without the authorization of the governing board. 
 
e. Assault and Battery Leave.  A type of industrial accident leave which is 

granted because of an absence due to an injury caused by an assault and/or 
battery suffered by a Unit member in the course and scope of his/her 
employment.  The determination as to whether the absence is considered an 
assault and/or battery leave shall be the responsibility of the Human 
Resources Division. 

 
(1) Length of Leave.  After approval, leave shall be granted from the first day 

of injury or illness and shall continue for no longer than one (1) year.  If 
the Unit member is unable to return after one (1) year, and he/she is still 
eligible for Workers Compensation temporary disability or vocational 
rehabilitation temporary disability payments, he/she shall be placed on an 
Industrial Accident Leave.  Otherwise, the Unit member shall be placed on 
any other paid or unpaid leave for which he/she can document eligibility. 

 
(2) Compensation.  The Unit member shall receive full pay in the 

classification in which he/she was serving at the time of injury during the 
term of the leave, but shall not include pay for any extra or hourly rate 
assignments the Unit member might have.  If such non-regular, additional 
assignments are covered by another collective bargaining agreement, 
additional benefits may derive from that agreement.  Workers 
Compensation temporary disability payments to the Unit member shall be 
supplemented so that gross pay equals the gross pay the Unit member 
earned while in active service.  Such supplementation shall be borne by 
the District and shall not be charged to the Unit member's illness leave or 
vacation balances. 

 
(3) Additional Provisions.  All applicable portions of the Industrial Accident 

Leave section of this agreement shall apply to Assault and Battery Leaves. 
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(4) Report to Law Enforcement Agency.  In accordance with Education Code 
section 87014, whenever any Unit member is attacked, assaulted or 
menaced by any student, it shall be the duty of that Unit member, and the 
duty of any person under whose direct supervision the Unit member is 
employed who has knowledge of the incident, to promptly report the same 
to the appropriate law enforcement authorities.  Education Code section 
87014 also provides as follows:  failure to make the report shall be a 
misdemeanor punishable by a fine of not more than $200.00.  Any action 
by a member of the governing board or any Unit member of the District 
which is designed to directly or indirectly urge or influence a Unit member 
not to make the report shall also be a misdemeanor, and shall be 
punishable by a fine of not less than $100.00 and not more than $200.00. 

 
(5) Request Procedure.  The Unit member should complete the District's leave 

of absence request.  The Division of Human Resources shall be 
responsible for verifying the Workers Compensation status of the Unit 
member.  The leave shall not be approved until written verification of the 
report to authorities is submitted. 

 
4. Bereavement Leave.  Time off granted in the event of the death of a person 

defined below. 
 

a. Length of Leave.  Bereavement leave of up to three (3) working days, or five 
(5) working days if out of state travel is involved, or if travel of more than two 
hundred (200) miles one-way is required shall be granted to a Unit member 
because of the death of a person in one of the following relationships: 

 
(1) The mother, father, grandmother, grandfather, son, son-in-law, daughter, 

daughter-in-law, or a grandchild of the Unit member or the Unit member's 
spouse. 

 
(2) The spouse, brother or sister of the Unit member, or any relative living in 

the household of the Unit member. 
 
 Bereavement Leave not to exceed three (3) working days shall be granted 

in the case of death of one of the following: 
 
(3) Those closely related by blood or marriage not mentioned above. 
 
(4) A close friend, fiancée, or roommate. 

 
b. Compensation.  Full salary shall be paid for the period of the leave and shall 

not be charged to a Unit member's illness leave or vacation balances. 
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c. Request Procedure.  The Unit member shall request leave as soon as possible 
and, upon request, shall furnish such verification of death that his/her 
supervisor requires. 

 
5. Family and Medical Leave. 

 
a. Definition.  Granted to a Unit member who must be absent from duty because 

of the Unit member's own serious health condition which makes it impossible 
for him/her to perform essential job functions; the birth or adoption of a child, 
or receiving a child for foster care; or caring for the following family 
members: 

 
(1) biological, adopted and foster children under the age of 18; 
 
(2) anyone under the age of 18 who is treated as the employee's child; 
 
(3) disabled children of any age, meaning those who have a physical or 

mental disability which would qualify as a disability under the Americans 
with Disabilities Act, and who require supervision or active help in 
performing several activities of daily living; 

 
(4) biological parents, and/or custodial parents and anybody who treated the 

Unit member as a son or daughter when the Unit member was under 18 
years of age and/or while he/she was disabled; 

 
(5) spouse 

 
b. Length of Leave.  Leave may not exceed twelve (12) weeks per calendar year, 

taken continuously or intermittently or on a reduced work schedule.  Leave is 
not accumulative, and unused leave does not carry over from year to year.  For 
a new child, leave must be completed within twelve (12) months after the 
birth, adoption or placement for foster care. 

 
 If a husband and wife both work for the District, and both are eligible for 

leave, the total amount of leave for the two (2) employees is limited to twelve 
(12) weeks, which can be divided between the two employees, if the leave is 
taken for birth, adoption, foster care placement, or for the care of a sick parent 
whose care can be split between the two employees. 

 
c. Compensation.  No salary shall be paid during the period of the leave, 

however, employees may elect to take any available paid illness or vacation 
leaves, as appropriate, in lieu of unpaid Family and Medical leave. 

 
d. Effect on Benefits.  Unit members on Family and Medical Leave shall be 

covered by the District's benefits as described in Article 10 of this agreement 
as if they were in paid service for the period of the leave. 
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 Time on Family and Medical Leave does not count as service in meeting the 

requirements for other leaves. 
 
e. Request Procedure.  Where appropriate, all requests must be accompanied by 

verification from a physician or other practitioner licensed to practice in 
California that the leave is required.  Other forms of documentation, including 
but not limited to adoption papers, birth certificates and marriage certificates, 
required to verify the need for leave or the relationship that the Unit member 
has with another person, shall be provided by the Unit member upon the 
request of his/her supervisor. 

 
6. Maternity Leave.  An unpaid leave granted to Unit members who are pregnant. 

 
a. Length of Leave.  A maternity leave shall be granted for any requested period 

during the pregnancy. 
 
b. Compensation.  No compensation shall be paid by the District. 
 

(1) For the period of time that a Unit member may be physically disabled and 
unable to perform her duties due to pregnancy, miscarriage, childbirth and 
recovery there from, she shall be authorized to utilize illness leave 
benefits, in accordance with section 13.B.2.of this agreement. 

 
(2) A Unit member may interrupt maternity leave for the purpose of 

commencing illness leave. 
 

c. Effect on Benefits. 
 

(1) During the period of maternity leave, a Unit member's health and welfare 
benefits shall be paid by the District. 

 
(2) Time spent on maternity leave shall not count toward step advancement, 

eligibility for other leaves or retirement. 
 

7. Military Leave. 
 

a. Indefinite Military Leave.  A leave granted to a Unit member ordered to active 
military duty for more than one hundred eighty (180) calendar days as 
required by the Military and Veterans' Code and the Education Code. 

 
b. Temporary Military Leave.  A leave granted to a Unit member ordered to 

active military service for not more than one hundred eighty (180) calendar 
days (including travel time) as required by the Military and Veterans' Code 
and the Education Code. 
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C. Permissive Leaves. 
 

1. Personal Leave.  Granted to a Unit member for a specific personal reason.  Formal 
Personal Leave may be granted for periods more than twenty (20) consecutive 
working days; informal leave may be granted for periods of twenty (20) working 
days or less. 

 
a. Length of Leave.  Leave may not be granted for more than one (1) year. 
 
 
b. Compensation.  No compensation shall be paid by the District for the period 

of the leave, except for such extra assignments in which the Unit member 
serves. 

 
c. Effect on Benefits.  No credit is allowed for time spent on formal Personal 

Leave toward any benefits.  A Unit member may self-pay for 
hospital/medical, dental, or vision care insurance. 

 
2. Personal Necessity Leave.  May be granted to permit Unit members to be absent 

without loss of pay when the specific conditions or events require the personal 
attention of the Unit member during his/her assigned hours of service and involve 
circumstances the Unit member cannot reasonably be expected to disregard. 

 
a. Length of Leave.  Leave may be requested in increments of one (1) hour.  The 

total number of paid hours per year granted for Personal Necessity shall not 
exceed the equivalent of six (6) eight (8) hour days. 

 
b. Compensation.  Hours on Personal Necessity Leave shall be charged to a Unit 

member's full-time illness leave balance.  Full compensation shall be paid for 
all approved hours of leave to the extent that the Unit member's full-pay 
illness balance has a sufficient number of hours. 

 
c. Qualifying Events.  The following are the events which may be used as a basis 

for requesting Personal Necessity Leave: 
 

(1) Bereavement .  The death of a mother, grandmother, father, grandfather, 
grandchild of the Unit member or of the spouse, mother-in-law, father-in-
law, husband, wife, son, daughter, brother or sister, or any relative living 
in the immediate household of the Unit member.  This benefit is in 
addition to any days of paid Bereavement Leave granted under the 
provisions of paragraph B.4., Bereavement Leave. 

 
(2) Accident.   An accident to a Unit member's person not covered by the 

provisions of Illness Leave, paragraph B.2.., or Industrial Accident Leave, 
paragraph B.3., or to his or her property or to the person or property of a 
member of his/her family as defined in B.5.a. above, which is serious and 
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which requires the attention of the Unit member during his/her assigned 
hours of service. 

 
(3) Court Appearance.   Appearance in court as a litigant or party, provided 

that the Unit member return to service on days that it is not necessary for 
him/her to be present in court for the entire day. 

 
(4) Witness.  Appearance in court as a litigant under official governmental 

order, where such absence is not covered under the provisions of 
paragraph B.1., Governmental Order Leave.  For payment to be made, the 
Unit member must: 
 
(a) Provide verification from the Clerk of the Court or authorized officer 

of another governmental jurisdiction for each day of necessary 
attendance, or part thereof, under such order, other than the date 
specified in a subpoena; and/or 

 
(b) Collect and remit to the Business Services Division any witness fees 

payable to the Unit member; and/or 
 
(c) Return to work for those days or portions of days when it is not 

necessary for the Unit member to appear. 
 

(5) Family Illness.  Illness of a member of the Unit member's family as 
defined in Article 13, section B.5. above. 

 
(6) Paternity.  Birth of a child. 
 
(7) Home Protection.   Necessary action taken by a Unit member to protect 

his/her domicile in the event of a natural disaster. 
 
(8) Any other significant event, personal to the Unit member, for which other 

paid leave of absence is not authorized, which, under the circumstances, 
the Unit member cannot be expected to disregard, and which requires the 
immediate attention of the Unit member during his/her assigned hours of 
service. 
 

d. Limitations. 
 

(1) Paid Personal Necessity Leave is limited to the equivalent of six (6) eight 
(8) hour working days per fiscal year. 

 
(2) Paid days allowed shall be deducted from, and shall not exceed, the 

number of full-pay days of illness leave in the Unit member's bank of 
leave. 
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(3) Paid Personal Necessity Leave shall not be allowed during other leaves of 
absence. 

 
(4) Personal Necessity Leave shall not be granted for a Unit member 

organization meeting, a campaign meeting, a strike, a demonstration, a 
rally, a march or for picketing, lobbying, or any other work stoppage 
activities; the foregoing  reasons are specifically excluded from the 
authorized reasons for Personal Necessity Leave. 

 
3. Sabbatical Leave.  A sabbatical is a paid professional development leave intended 

to enhance the job performance and professional growth of Unit members by 
permitting them to undertake a significant professional development project, or to 
begin a program of formal study or training.  
 

a. Requirements 
 
1. The Unit member must hold regular status in the District at the time the 

leave begins. 
 
2. The Unit member must have rendered service to the District for at least 

six (6) consecutive years preceding the beginning of the leave.  Only 
service rendered subsequent to the Unit member’s return from his/her 
most recent sabbatical leave and subsequent to the most recent break in 
the Unit member’s service (if any) is counted, except that all time served 
between the two periods of a split sabbatical count toward the service 
requirements for subsequent sabbaticals. 

 
3. The Unit member shall not have taken any other paid professional 

development leave during the six-year eligibility period. 
 

b. Length of Leave.  Each sabbatical leave may not exceed two months. 
 

c. Compensation.  A Unit member shall be paid one-half (1/2) his/her salary 
during the period of the sabbatical leave. He or she may combine the 
sabbatical leave with earned vacation balances in order to provide for a fully 
paid sabbatical leave. 

 
d. Sabbatical Plan. An eligible Unit member may request a sabbatical leave by 

filing a written sabbatical plan  and form as prescribed by the District. The 
application must be received by the immediate supervisor (with a copy to 
the Office of Human Resources) at least four months before the proposed 
start of the leave.  The plan should be sufficiently detailed to establish how 
the sabbatical would contribute to the mutual benefit of the Unit member 
and the College and/or the District. 
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The sabbatical leave plan shall: 
 

1. State objectives for the leave that relate to enhancing performance 
and professional growth; 

 
2. Describe the activities to be completed while on leave in order to 

accomplish the stated objectives; 
 

3. Provide an anticipated calendar or timetable for carrying out the 
stated activities;  

 
4. Include an explanation of how his or her duties will be addressed 

during his or her absence; and 
 

5. State other relevant information that demonstrates the leave plan has 
appropriate substance and that its duration is commensurate with the 
objectives to be achieved.   

 
e. Sabbatical Plan Approval Process. Upon receipt of a sabbatical leave plan, 

the immediate supervisor shall indicate whether the operational needs of the 
Unit member’s department can reasonably be met if the leave is approved, 
and whether or not he or she recommends approval of the leave. The 
immediate supervisor shall then forward the plan to the College President 
(or, if the applicant is a district manager, the Senior Vice Chancellor) who 
shall also indicate on the plan whether the operational needs of the Unit 
member’s department can reasonably be met if the leave is approved, and 
whether or not he or she recommends approval of the leave.  

 
The sabbatical leave plan shall then be forwarded to the Senior 
Associate Vice Chancellor of Human Resources with a 
recommendation for approval. 

 
f. Final Report. Within sixty calendar days following his or her return from a 

sabbatical leave, the Unit member shall give the President or his or her 
designee a report identifying the usefulness of the leave.  The College 
President may require that the Unit member to make reasonable 
presentations to the appropriate audience describing the study or travel and 
its relevance and benefits to the District.  

 
g. All other existing rules, regulations, procedures and Education Code 

provisions existing at the time of ratification of this agreement shall remain 
unchanged unless mutually agreed to by the parties. 
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ARTICLE 14, PROFESSIONAL GROWTH, TRAINING AND RETRAINING 

 
 

A. Training.  The District and/or College may provide in-service and other forms of 
training, as necessary, for all Unit members in areas including, but not limited to, 
relevant law, rules, policies and procedures. The District shall provide training for 
Unit members on the District’s Harassment Policy as per LACCD Board Rule 15011.  

 
B. Professional Growth.  The District shall establish a fund of at least $20,000 per 

fiscal year for the purpose of tuition reimbursement and reimbursement for 
conference attendance requested by the Unit Member and approved by the college 
president.  The fund shall be administered by the Associate Vice Chancellor of 
Human Resources or his/her designee. 

 
 Each Unit member may receive tuition reimbursement to a maximum of $2,000 for 

any fiscal year up to the maximum of $20,000 per year for the entire unit.  In no case 
shall tuition reimbursement exceed 50% of the actual tuition for any educational term, 
however, all allowable expenses may be reimbursed for conference attendance. 

 
1. Approved Activities.       Reimbursement shall be made for courses, workshops, 

or other organized activities in education, management, supervision and 
administration, or any other course of study directly related to the Unit member's 
assignment and approved by management.  Specifically, conferences requested by 
the Unit Member and approved by the college president are approved for 
reimbursement. 

 
2. Procedure for Approval. 
 

a. The College President or Associate Vice Chancellor must approve the Unit 
member's request for reimbursement prior to the commencement of the 
activity. 

 
b. The Unit member must successfully complete the activity and provide 

appropriate and acceptable official written verification thereof prior to 
receiving reimbursement. 
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ARTICLE 15, RETREAT RIGHTS 

 
 
It is the intent of the parties to respect the rights of Administrative Unit members to 
exercise their rights under the Education Code in their efforts to maintain their 
employment status.  All "retreat rights" shall be in accordance with the applicable 
Education Code sections Education Code Section 87458(a) states that, “the process by 
which the governing board reaches the determination shall be developed and agreed upon 
jointly by representatives of the governing board and the academic senate, and approved 
by the governing board.  The agreed upon process shall include reasonable procedures to 
ensure that the governing board relies primarily upon the advice and judgment of the 
academic senate to determine that the administrator possesses the minimum qualifications 
for employment as a faculty member.  It further states that until a joint agreement is 
reached, the District process in existence on January 1, 1989, shall remain in effect. The 
District will include the Administrative Unit in the process when it develops new 
administrative retreat procedures.  See Appendix XXX for a copy of Education Code 
Sections 72411 and 87458.   
 
 

 
ARTICLE 16, TRANSFER AND REASSIGNMENT 

 
 
A. Definitions. 

 
1. Transfer.  A transfer is a change from one location to another of a Unit member in 

his/her classification. 
 

2. Location.  Location is defined for purposes of this article as any one (1) of the 
District's nine (9) colleges or the Educational Services Center. 
 

3. Reassignment.  Reassignment is the assignment of an Administrator from his/her 
assignment to another assignment at the same location in the same classification. 
 

B. Types of Transfer and Reassignment. 
 
1. Administrative Transfer and Reassignment. A transfer or reassignment of a Unit 

member may be made at any time when such transfer is deemed for the good of 
the District by the Chancellor, or such reassignment is deemed for the good of the 
college or division by the College President or Division Head. 
 

2. Temporary Transfer or Temporary Reassignment.  A temporary transfer or 
reassignment of a Unit member may be made for a period not to exceed one (1) 
year.  Extensions of this period may be authorized by the Chancellor (for transfer) 
or College President or Division Head (for reassignment) when the circumstances 
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warrant such action. 
 

3. Voluntary Transfer.  A voluntary transfer is the voluntary change from a position 
at one location to a position at another location in  the unit member's classification 
after a member's transfer request has been approved and he/she has been selected 
for the position in accordance with the procedure in paragraph C.3. below. 
 

C. Procedure for Transfer and Reassignment. 
 

1.  Administrative Transfer.  A Unit member whose transfer has been deemed for the 
good of the District by the Chancellor shall be informed in writing of the need for 
the transfer, the reason, the location to which the Unit member will be transferred, 
and the effective date of the transfer.  This notification shall be made no later than 
thirty (30) days prior to the effective date of the transfer unless business necessity 
makes such notification impracticable.  The specific reason for the transfer shall 
be cited in the notification; however, the reason, its sufficiency and its necessity 
shall not be subject to the provisions of Article 18, Grievance Procedure. 
 

2. Administrative Reassignment.  When a College President or a Division Head 
determines that a Unit member's reassignment is required for the good of the 
college or division, the Unit member shall be informed in writing of the need for 
the reassignment, the position to which the Unit member will be reassigned, and 
the effective date of the reassignment.  This notification shall be made no later 
than thirty (30) days prior to the effective date of the reassignment unless business 
necessity makes such notification impracticable.  The specific reason for the 
reassignment shall be cited in the notification, however, the reason, its sufficiency 
and its necessity shall not be subject to the provisions of Article 18, Grievance 
Procedure.  Within ninety (90) days of reassignment, the Unit member shall be 
given a new duty statement.  The Unit member shall be provided training or 
retraining, as determined by the District, needed to meet the scope of the new 
duties. 
 

3. A Unit member who is in a classification, which has positions, authorized at more 
than one (1) location may request a voluntary transfer in accordance with 
procedures developed by the District.  Where an opening exists in his/her 
classification, the Unit member shall be considered for the position and shall be 
offered an interview. 
 

D.  Duty Statement.  Within ninety (90) days of transfer or reassignment (voluntary or 
involuntary), the Unit member shall be issued a duty statement in accordance with the 
provision of Article 7, Class Specification and Duty Statement, of this Agreement.  
Every reasonable effort shall be made to provide the Unit member with such duty 
statement as close to the effective date of transfer or reassignment as possible. See 
Appendix A. 
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E.   Selection of Administrators.  The Union and the District agree to review the process 
of hiring/appointing regular and acting administrators.  Administrative hiring shall 
follow all relevant Board Rules and District and College procedures in developing job 
descriptions, recruiting candidates and establishing selection committees.   

 

 
ARTICLE 17, SAFETY 

 
 
Policy.  The District and the Administrators' Unit shall work together to ensure a 
healthful safe and non-hostile work environment for the students, faculty and staff of the 
District. See Article 3. 
 

 
ARTICLE 18, GRIEVANCE PROCEDURE 

 
. 

A grievance is a formal written complaint, by a Unit member, alleging that there has been 
a misinterpretation, misapplication or violation of a specific item(s) or Article(s) of this 
Agreement, modifications to the Agreement (MOU) or a written interpretation of the 
Agreement (CI). 
 
The grievance procedure is not for the adjustment of complaints relating to the following: 

 
1. Any and all matters relating to the selection, hiring, or promotion of employees. 

 
2. Suspensions, demotions, dismissals subject to the provisions of the Education Code, 

and letters of reprimand which are not part of the official Personnel File. 
 

3. The review of performance evaluations in which the overall evaluation of the Unit 
member is "satisfactory" or above. 
 

4. The review of a written, open, non-confidential reference submitted in conjunction 
with a selection or evaluation of a Unit member for a position. 
 

5. Accusatory statements or charges relating to the professional or moral fitness of a 
Unit member and allegations of unlawful discrimination, including but not limited to 
alleged violations of Article 3 of this Agreement. 
 

6. Denial of a request for a permissive leave. 
 

7. Safety issues including but not limited to alleged violations of Article 17 of this 
Agreement. 

 
8. Alleged violations of Article 5, Board of Trustees Rights and Responsibilities, of this 

Agreement. 
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A.  Definitions.  
 
1. Grievant.  A grievant is a member or group of members of the Unit. 
 
2. Group Grievances.  Grievances of a similar or like nature may be joined as a 

single grievance upon the written consent of the grievants involved. Should the 
grievants so consolidate, the final grievance decision shall be binding upon all 
parties to the consolidated grievance. Such consolidated grievances may be 
carried through the process by one designated Grievant or by the Union. 

 
3. Unit Member.  A District employee in the LACCD Administrators’ 

Association/Teamsters Local 911 Unit. 
 

4.  Respondent.  The management employee who has the authority to adjust the 
complaint or grant the remedy sought.  

 
5. Representative.  Any employee of the Los Angeles Community College District 

designated by (a) the Union to represent a grievant(s) or (b) the District or College  
manager to represent a respondent. 

 
6.  Work Day.  Any day of the calendar year, except Saturdays, Sundays and legal or 

school holidays, within the grievant's assignment period. 
 

7.  Time Limits. Time limits contained in the grievance process shall be followed by 
both parties unless they are extended by mutual agreement. 

 
8.  Mediation. Mediation is defined as a formal process agreed upon by and 

including the parties to resolve grievances to avoid arbitration.  The goal is to 
resolve the grievance at the lowest possible level in the shortest amount of time at 
the lowest cost to the parties. 

 
B.  General Provisions. 
 

1. The Unit member initiating the grievance may elect to represent him/herself at 
any step in the grievance process and/or, be accompanied by a Union 
representative. However, no party may be represented by attorneys at steps one 
(1) or two (2).  If the representative is a Union representative he/she shall serve 
without loss of pay.  Prior approval for absence from regular duties shall be 
granted by the appropriate supervisor to the grievant and his/her representative.  

 
2. Any level of review may be waived, extended, shortened or revert to a prior step 

by written agreement between the grievant(s), the Union and the District.  
 
3. Before any formal written grievance is filed, the Grievant should make a good 

faith effort to discuss his/her complaint with his/her immediate supervisor in an 
effort to resolve the matter.  
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4.  If the matter is not resolved informally, the Grievant may then proceed with a 

formal grievance. 
 

5. Any investigation or other handling or processing of any grievance by the 
grieving employee(s) shall be conducted so as to result in minimal interference 
with, or interruption of, any work activities of the grieving employee(s) or of the 
staff.  

 
6.  Grievance meetings and/or hearings shall be scheduled at mutually convenient 

times and places during District business hours.  The parties to the grievance and 
their representatives shall attend grievance meetings and/or hearings without loss 
of pay. 
 

7.  The respondent shall inform the grievant of any limitation upon his/her authority 
which would prevent full resolution of the grievance and shall direct the 
grievant(s) to the person who has the authority to resolve the grievance. 

 
8.  If a grievance is not processed by the grievant at any step in accordance with the 

time limits of this Article, it shall be deemed withdrawn and conclude the 
grievance.  If the Respondent fails to respond to act upon the grievance in a timely 
manner at any step, the running of its time limit shall be deemed a denial of the 
grievance and termination of the step in question, and the Grievant may proceed 
to the next step.  

 
9.  The filing or pendency of a grievance shall not delay or interfere with 

implementation of any District action during the processing of the grievance 
unless the parties agree to the contrary. 

 
C. The Grievance Process. 
 

1. Step One.  Within twenty (20) days after any specific or documented incident 
upon which the grievance is based, the grievance must be presented in writing on 
the District’s Grievance Form to the appropriate Vice President. If the grievance 
involves a disagreement or dispute between the Unit Member and his or her 
immediate supervisor, then the next line of authority shall hear the grievance. 

 
a. The Unit Member shall (a) write a clear and concise statement of the incident, 

including the names of the parties involved, which led to the grievance, (b) 
identify the specific section of the Agreement that was allegedly violated; and 
(c) provide a desired remedy. 

 
b. A meeting between the Grievant and the Respondent or his/her designee, shall 

take place within ten (10) work days from the date the grievance was received 
by the Respondent.  The Grievant shall be responsible for making the 
appointment and the Respondent or his/her designee shall be responsible for 
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meeting within the ten (10) work days, unless agreement is reached (in 
writing) to extend this time limit.  The Respondent or his/her designee shall 
respond in writing to the Grievant within five (5) work days following the 
date of the meeting.  The decision shall contain a clear and concise statement 
explaining the reason for the decision. 
 

 If the respondent in this step is the Chancellor, Step Two is waived, and the 
grievant may elect to proceed in accordance with the procedures for Step 
Three. 
 

2. Step Two – Grievance Appeal.  If the grievance is not resolved in Step One, the 
Grievant may appeal the Respondent’s decision, within ten (10) days after the 
receipt of the decision. The Unit Member shall present the original written 
grievance to the next level of authority with a copy of the written decision from 
Step One. The grievant shall notify the Respondent of his/her action as part of 
Step Two.  

 
 Within ten (10) work days of receipt of the Grievance Appeal, a meeting shall 

take place between the grievant and the Step Two authority or his/her designee.  
The Grievant shall be responsible for making the appointment with the Step Two 
authority, or his/her designee. The Step Two authority, or his/her designee, shall 
be responsible for meeting within ten (10) work days, unless a written agreement 
is reached to extend this time limit.  The Step Two authority, or his/her designee, 
shall reply to the Grievant in writing within ten (10) work days following the date 
of the meeting.  The decision shall contain a clear and concise statement 
explaining the reason for the decision. 
 
A copy of the reply shall be sent to the Chancellor, each of the parties, the Office 
of Employer/Employee Relations and the Step One authority. 
 

3. Step Three – Second Grievance Appeal.  If the grievance is not resolved at Step 
Two, the Grievant may, within ten (10) days after the receipt of the decision in 
Step Two, present the original written grievance to the College President. If the 
Respondent in Step Two was the College President, the Grievant may forward the 
Grievance to the Vice Chancellor of Human Resources, who shall serve as the 
Step Three Respondent. The Grievant shall present the original written grievance, 
copies of the Step One and Step Two decisions, and his/her reasons for appeal to 
the President (or Vice Chancellor). The Grievant shall be responsible for making 
the appointment with the College President (or Vice Chancellor). Within ten (10) 
days, a meeting shall take place to discuss the matter. Due to the objective of 
resolving the matter in a timely fashion, no extension of time shall be entertained 
unless the College President (or Vice Chancellor)  is unavailable. The College 
President (or Vice Chancellor) shall reply in writing within ten (10) work days 
following the meeting. The decision shall contain a clear and concise statement 
explaining the reason for the decision. 
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4. Step Four – Request for Arbitration Hearing. If the Grievant is not satisfied 
with the decision at Step Three, he/she shall consult with the Union and the Union 
may choose to submit the matter to the Office of Employer-Employee Relations 
for a hearing. Any requests for Arbitration shall be made in writing within ten 
(10) days after the final decision in Step Three. 

 
 A copy of this written request, along with the original grievance and all decisions 

made under Steps One, Two and Three, must be forwarded by the Union to the 
Step One, Step Two, and Step Three authorities.   

 
5.   Selection of an Arbitrator.  The Office of Employer-Employee Relations and the 

Union President (or his/her designee) shall agree on an arbitrator.  Each party 
shall nominate potential arbitrators until both parties agree on the arbitrator to 
hear the matter. 

 
6.  Limitations Upon the Arbitrator. The arbitrator shall have no power to add to, 

subtract from, disregard, alter, or modify any of the terms of this Agreement. The 
arbitrator shall have no power to grant a remedy in excess of that sought by the 
grievant. The Arbitrator shall have no power to render recommendations. The 
arbitrator's decision shall be limited to specific findings regarding the alleged 
misinterpretation, misapplication or violation of the Collective Bargaining 
Agreement or a written rule, regulation, policy or procedure of the Los Angeles 
Community College District.  
 

a.   Governing Law. The hearing shall be conducted in accordance with 
Government Code section 11513; no other section of the Administrative 
Procedures Act shall apply to this hearing procedure. 
 

b.  Privacy. The hearing shall be private with attendance limited to the parties 
to the grievance and their representative(s), if any, witnesses while 
testifying, and representatives from the Office of Employer-Employee 
Relations. 
 

c.   Coordination Duties. The Office of Employer/Employee Relations shall 
be responsible for the arrangements of the hearing, the recording of the 
proceedings, the maintenance of records, and any other services required 
by the arbitrator to assist him/her in carrying out his/her duties.   

 
d.  Preservation. The hearing shall be tape recorded. The parties shall have 

access to the tape recordings. A transcript of the proceeding shall be 
prepared at the request of either party or of the arbitrator.  The cost of the 
transcript shall be borne by the party requesting it, except that the cost 
shall be shared by the parties if the arbitrator requests the transcript. 
 

e.  Witnesses. The parties shall exchange lists of proposed witnesses not later 
than five (5) working days prior to the first day of the hearing. Either party 

37       



may request the presence of witnesses and the production of records.  The 
hearing officer shall have the authority to cause the appearance at the 
hearing of any District employee without that employee losing pay.  The 
hearing officer shall have the authority to require the parties to produce 
records relevant to the hearing. 
 

f.   Evidence. Representatives for the parties shall exchange all documents at 
least ten (10) work days prior to the first day of the hearing if such 
documents and/or materials are to be entered as evidence during the 
hearing to give each party notice and opportunity to prepare.  

 
g.   Expenses. The District and the Union will share equally the payment of 

the services and expenses of the arbitrator (hearing officer). Each party 
shall bear the expense off the presentation of its own case. 

 
h.  Arbitrator’s Authority and Decision. The arbitrator's decision shall be 

based solely and exclusively on the documentary evidence presented, the 
testimony of witnesses, and the arguments presented by the parties and the 
hearing record.  The arbitrator shall have the authority to recommend the 
payment of salary only if the grievant rendered service for which he/she 
was not paid. 

  
i.   Findings. The arbitrator shall render written findings, conclusions and 

decisions within sixty (60) days of the termination of the hearing. The 
arbitrator's decision shall be limited to specific findings regarding the 
alleged misinterpretation, misapplication or violation of the Collective 
Bargaining Agreement or a written rule, regulation, policy or procedure of 
the Los Angeles Community College District. The findings, conclusions, 
and recommendations shall be sent to the Grievant, the Union and the 
District. The decision rendered by the arbitrator shall become final and 
binding upon the Grievant(s), the District, and the Union and shall 
constitute the final administrative remedy available to the Grievant. 

 
7.  Grievance Files. The District’s Office of Employer-Employee Relations shall 

maintain a file of all grievance records and communications separate from the 
personnel files of the Grievant(s), and grievance documents and decisions shall 
not be included in the personnel file, except to the extent provided by the final 
decision. 
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ARTICLE 19, TEMPORARY FORMAL / INFORMAL ASSIGNMENT: 

COMPENSATION 
 

 
A. Definitions. 
 

1. Temporary Formal Assignment.  A temporary formal assignment is one where the 
unit member's personnel record has been modified as a result of a request duly 
authorized by an agent of the Board of Trustees, resulting in a personnel action 
ratified by the Board to reflect a change in assignment from one classification in 
the bargaining unit to another classification at a higher rate of pay in the 
bargaining unit for the purpose of performing the duties and carrying out the 
responsibilities of that position. 
 

2. Temporary Informal Assignment.  A temporary informal assignment is one where 
the unit member has been assigned on an unofficial basis to perform all or part of 
the duties of the position of another unit member and the unit member's personnel 
record has not been modified. 
 

B. Compensation.  A temporary informal assignment may not exceed twenty (20) 
consecutive working days.  The pay rate for unit members in temporary informal 
assignments shall not change. 
 

 A temporary formal assignment shall be processed after the unit member has 
performed the duties of the position for twenty (20) consecutive working days.  A 
unit member shall receive compensation for a formal assignment at the rate of pay for 
the classification in which he/she is temporarily working beginning with the twenty-
first day of the performance of duties of the position.  The unit member must assume 
all of the duties of the position in order to have a temporary formal assignment and to 
receive pay at the rate of the higher classification. 
 

 If the unit member believes that he/she is eligible for a temporary formal assignment 
under the terms of this Article, and such an assignment has not already been made, 
the unit member must request that the assignment be made.  If the unit member is to 
receive retroactively the higher rate of pay, such request must be made no later than 
thirty (30) working days from the date that the unit member assumed the duties of the 
new assignment.  In the absence of the processing of a temporary formal assignment 
and of a timely request for such formal assignment, there shall be no retroactive pay 
awarded.  If a request is made after thirty (30) working days, then, after approval by 
management, pay at the higher rate shall commence effective the date the request was 
made.  The determination whether a formal assignment is appropriate shall be within 
the sole discretion of District management. 
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C. Night Duty and/or Weekend Duty 
 

When a unit member is called upon to work evenings and/or weekends, his/her 
supervisor will give reasonable notice to the Unit member and consider input from 
the employee before confirming the work schedule. 

 
 

 
ARTICLE 20, PERSONNEL FILE 

 
 
A. Definition. A personnel file is the official record of the employee’s work history with 

the District.  It may include, but not be limited to the following:  employment 
application, resume, performance evaluations, letters of recommendation or 
commendation, counseling letters, reprimands, other work related documents that 
have been shared with or generated by the employee, and employ responses to any 
documents in the file.  
 
The District’s Office of Employer-Employee Relations shall maintain a file of all 
grievance records and communications separate from the personnel files of the 
Grievant(s), and grievance documents and decisions shall not be included in the 
personnel file. 

 
B. Placing Materials in the Personnel File. Materials may be signed, dated and placed 

in the file by the appropriate administrator. Prior to placing any material in a Unit 
member’s file, the employee shall be given a copy. The Employee may attach his/her 
own statement to any material placed in the personnel file. 
 

C. Removing Adverse Materials from the Personnel File. Adverse material which has 
been placed or will be placed in an employee's personnel file shall not be retained in 
that file for more than four years after original receipt of the materials unless the 
employee asks that the material be retained. 

 
D. Viewing the Personnel File 
 

1. A Unit member and/or Union representative shall have the right, at any 
reasonable time, to inspect a personnel file at the college and/or at the District 
office.  

 
2. The Unit member may elect to have a Union representative accompany him/her 

to inspect the personnel file.  
 
3. The Unit member shall have the right to give written consent to a Union 

representative to inspect the Unit Member’s personnel file. 
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APPENDIX A, JOB DUTY STATEMENT 

 
Name:  
 
Position Title: 
 
Effective Date: 
 
Position Status:  � Regular  �   Temporary        
 
Next Evaluation Date:  
 
Job Duties:  
1. . 
2. . 
3. . 
4. . 
5. . 
6. . 
7. . 
8. . 
9. . 
10.  
* Indicate additions/changes from prior job duty statement, if applicable. 
 
Supervisory Responsibilities: 
1. . 
2. . 
3. . 
4. . 
5. . 
6. . 
* Indicate additions/changes from prior job duty statement, if applicable. 
 
(Attach current Organizational Chart) 
 
This Job Duty Statement has been reviewed by me and discussed with my direct 
supervisor: 
 
Unit Member’s Signature:______________________________Dated:_______________ 
 
Direct Supervisor’s Signature:___________________________Dated:_______________ 
 
Appropriate Vice President:_____________________________Dated:_______________ 
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APPENDIX B, LACCD ADMINISTRATOR’S PERFORMANCE EVALUATION 

 
 
Name:        Location:              
 
Title:       Evaluation Period    _ __         

   From      To 
 
Type of Evaluation:  �Self  �New Employee  � Annual  
 
PURPOSE: 
The purpose of this evaluation is to provide a systematic, objective and entirely constructive method of 
evaluating and informing an administrative employee of the effectiveness of the employee’s performance 
and contribution to the overall purpose and mission of the Los Angeles Community College District.  The 
evaluation process is designed to achieve a mutual understanding between the supervisor and the employee 
regarding levels of past performance, identification of strengths and weaknesses, means for improving 
performance, and expectations for future performance based on set goals throughout the evaluation period.   
 
INSTRUCTIONS FOR UNIT MEMBER EMPLOYEES: 
Read carefully the definitions of  “degrees” and the definitions under each category in the evaluation. 
Evaluate each category separately.  
 

 
GOALS AND OBJECTIVES IN SUPPORT OF COLLEGE MISSION—EVALUEE TO COMPLETE 
State goals and objectives and other significant accomplishments achieved during this evaluation period. 
 
1. 
2. 
3. etc. 
 
State goals and objectives which were not accomplished during this evaluation period: 
(State any reasons or causes which prevented the accomplishment of each goal and objective.) 
 
1. 
2. 
3. etc. 

 
 
INSTRUCTIONS FOR SUPERVISORS: 
Read carefully the definitions of “degrees” and the definitions under each category in the evaluation. 
Evaluate each category separately. The supervisor should provide specific comments and/or suggestions for 
each category.  If degree 1 is indicated, specific suggestions for improvement must be provided. 
 
DEFINITIONS OF PERFORMANCE LEVEL DEGREES: 
 
Degree 1-Performance shows deficiencies which seriously interfere with the attainment of the principal 
objectives of the category and seriously falls below the mutually agreed upon goals.  Improved 
performance is needed which requires a serious concentrated effort on the part of the employee to reach a 
satisfactory level. 
Degree 2-Performance shows attainment of the principal objectives of the category.  Performance is 
consistent with the Job Duty Statement and the mutually agreed upon goals for this category.  
Degree 3- Performance achievements are consistent, important, distinctive, unique and are beyond the 
defined objectives of the category delivering additional outcomes from those stated in the Job Duty 
Statement and mutually agreed upon goals. 
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EVALUATION CATEGORIES 
 

  
ACCOMPLISHMENTS 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider quality, quantity, and timeliness of accomplishments. 
Comments and/or Suggestions:  
 
 

 
 
JOB KNOWLEDGE 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider depth, breadth, application, and acquisition of knowledge. 
Comments and/or Suggestions: 
 
 

 
 
PROBLEM SOLVING 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider the ability to identify causes of problems, to recognize critical elements of problems, and to solve them 
effectively. 
Comments and/or Suggestions: 
 

 
 
COOPERATION 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider effectiveness of interactions with superiors, peers, and other organizational unity, willingness to assist 
and/or guide others and is open to feedback. 
Comments and/or Suggestions: 
 
 

 
 
ADAPTABILITY TO CHANGE 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider adaptability to rapid changes, new situations and changing priorities. 
Comments and/or Suggestions: 
 
 

 
 
COMMUNICATIONS SKILLS 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider the ability to organize and effectively present information orally and in writing. 
Comments and/or Suggestions: 
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INITIATIVE AND DECISIVENESS 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider the ability to take prompt, decisive action and the willingness to accept responsibility for decisions. 
Comments and/or Suggestions: 
 
 

 
 
RELIABILITY AND EFFECTIVENESS 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider the ability to obtain the support and respect of others, to work under stressful conditions, and to be 
relied upon to follow-through on tasks, and meet stated goals. 
Comments and/or Suggestions: 
 
 

 
 
CREATIVITY AND INNOVATION 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider applications of innovative concepts and ideas for creative improvements in operations, methods and 
procedures. 
Comments and/or Suggestions: 
 
 

 
 
LEADERSHIP 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider the establishment of performance standards for the work unit and the training, developing, evaluating, 
assessing, counseling, and guiding of subordinates. 
Comments and/or Suggestions: 
 
 

 
 
MANAGERIAL QUALITIES 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider skills in establishing definitive goals and objectives, developing plans to achieve desired, timely results, 
and organizing, directing, and coordinating work activities for the attainment of goals and objectives. 
Comments and/or Suggestions: 
 
 

  
 
PLANNING 
□ Degree 1   □ Degree 2    □ Degree 3    
Consider skills in developing short and long term goals, annual budgeting, forecasting, and staying ahead of 
day-to-day responsibilities. 
Comments and/or Suggestions: 
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OVERALL EVALUATION 
 

□ Meets Expectations                 □ Exceeds Expectations                        □ Needs to Improve 
 
An overall “Needs to Improve” evaluation will initiate the Supervisor’s duty to provide the Unit member with a 
Remediation Plan (Article 8, H.) that shall include specific examples of expected performance, suggestions about 
how to improve and the method that will be used to assess improvement within an agreed upon time frame for 
each item addressed in the plan. 
 

 
 

 
GOALS AND OBJECTIVES IN SUPPORT OF COLLEGE MISSION 
NEXT EVALUATION PERIOD BEGINS___________ENDS_______ 

 
 
INSTRUCTIONS: 
The development of performance goals and objectives is a collaborative process between the employee and 
his/her supervisor to arrive at a mutual understanding of expectations and accomplishments for the next 
evaluation period. When preparing goals and objectives statements be certain that they are measurable 
and verifiable, that they are directly related to the administrator’s Job Duty Statement, that they are 
realistic and obtainable, that they are consistent with policy and practice, and that accountability is clearly 
established. 
 

State goals and objectives to be accomplished during the next evaluation period. Goals should relate to College 
mission, the employee’s Job Duty Statement, and his/her professional growth. 
  
1. 
2. 
3., ETC. 
  
 
 
 
 
 
 
 
 

 
This evaluation has been reviewed by me and discussed with my supervisor. These goals and objectives for 
the next evaluation period have been reviewed by me and discussed with my supervisor  
 
 
Employee’s Signature*:      Title:                   Dated:                                
 
Supervisor:              Title:        Dated:                                
 
Appropriate Vice President :            Title:        Dated:                               
 
College President:             Dated:          
 
*The Employee’s signature does not necessarily represent agreement with the evaluation’s contents. The 
Employee may attach a statement to this form. See Article 8, Evaluation of CBA for information. 
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APPENDIX C, MASTER BENEFITS AGREEMENT 

 
 

Master Benefits Agreement 
Between 

The Los Angeles Community College District 
and 

the Los Angeles College Faculty Guild, AFT Local 1521,  
the AFT College Staff Guild, Los Angeles, AFT Local 1521A,  

the Los Angeles City and Counties School Employees Union, SEIU Local 99,  
the Los Angeles/Orange Counties Building and Construction Trades Council,  

the Supervisory Employees Union , SEIU Local 721; and  
the Public, Professional and Medical Employees Union of  

the California Teamsters, Local 911 
Regarding 

Hospital-Medical, Dental, Vision Group Coverage,  
Group Life Insurance Coverage, and  

the District’s Employee Assistance Program   

The Los Angeles Community College District (the “District”) and the exclusive 
representatives of the District’s employees (the Los Angeles College Faculty Guild, AFT 
Local 1521; the AFT College Staff Guild, Los Angeles, AFT Local 1521A; the Los 
Angeles City and County School Employees Union, SEIU Local 99; the Los 
Angeles/Orange Counties Building and Construction Trades Council; the Supervisory 
Employees Union, SEIU Local 347; and the Public, Professional and Medical Employees 
Union of the California Teamsters, Local 911—hereinafter collectively referred to as the 
District’s “Exclusive Representatives”) agree to the following provisions regarding the 
District’s Health Benefits Program, group life insurance coverage and employee 
assistance program. This agreement is intended to replace all existing agreements 
between the parties on the subject of the District’s Health Benefits Program as defined in 
this agreement, as well as the District’s group life insurance coverage and employee 
assistance program, and for that reason shall, notwithstanding anything to the contrary in 
any of the individual agreements between the District and its Exclusive Representatives, 
entirely supersede all previously negotiated agreements between the parties with respect 
to those subjects: 

I. Health and Related Benefits Program for Active Employees and their 
Dependents and Survivors 

A. Health Benefits Program. The District’s "Health Benefits Program" consists of 
group benefit plans recommended by the Joint Labor/Management Benefits 
Committee and approved by the Board under which eligible District employees 
(and their eligible dependents) receive hospital, medical, dental, and vision care 
coverage. The purpose of the Health Benefits Program is to provide quality health 
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care to the District’s employees, retirees, and their eligible dependents and 
survivors.  

1. Eligibility. Each of the following employees and his or her dependents and 
survivors are eligible to receive benefits and enroll in plans under the Health 
Benefits Program once the District has verified the employee’s, dependent’s 
or survivor’s eligibility under this agreement:  

a. Every member of a classified bargaining unit who is employed at least half 
time as either a probationary or regular classified employee. 

b. Every faculty member who is employed at least half-time in one or more 
monthly rate assignments. 

c. Every member of the administrators’ bargaining unit who is employed at 
least half time. 

2.  Dependents. Dependents who are eligible to enroll in plans under the Health 
Benefits Program include an eligible employee’s: 

a. Spouse. 

b. Qualified domestic partner as specified in Appendix I.  

c.  Unmarried dependent children under age 19. 

d. Unmarried dependent children age 19 through 25 who are full-time 
students at a college or university. 

e. Unmarried dependent children (not otherwise eligible under subsection 2.c 
or 2.d, above) without regard to age who are physically or mentally 
incapacitated, and who are being claimed as dependents on the employee's 
federal income tax returns. (However, a dependent’s coverage under this 
subsection must be a continuation of his or her coverage under the Health 
Benefits Program and, if there is ever a break in coverage, the dependent 
shall not be eligible to re-enroll.) 

As used in this section, the term "dependent children" means an 
employee's natural children, step-children, legally adopted children, foster 
children, and the dependent children of a domestic partner only. 

3. Survivors. Upon the death of an active employee, the District shall deem the 
employee to have resigned from District employment on the date of his or her 
death and to have begun receiving a retirement allowance whether or not the 
employee was in fact old enough to retire. If, based on that premise, the 
employee would have been eligible to continue his or her participation in the 
hospital and medical plans available to active employees under Section III 
below, Article III of this Agreement shall be applicable to the employee’s 
survivors as if they were survivors of a retiree.  For that purpose, references to 
survivors of retirees in Section III shall be deemed to refer to those 
individuals. 
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4. Enrollment. Verification of eligibility, and enrollment or re-enrollment in 
plans shall be administered as follows: 

a. Initial Enrollment. Upon employment, each new employee who is 
eligible to enroll in plans under the Health Benefits Program shall receive 
complete information regarding the District’s Health Benefits Program, 
and may enroll in hospital, medical, dental, and vision care plans at any 
time, except that enrollment in the Premium Only Plan described in 
Section II can only take place during the designated time periods. If the 
District receives the employee’s enrollment forms on or before the 15th 
day of the calendar month, the District shall process the forms so as to 
make coverage effective on the first day of the following calendar month, 
otherwise coverage shall become effective on the first day of the second 
calendar month following the District’s receipt of the forms. 

b. Re-enrollment Following a Break in Coverage. Following a break in 
coverage for any reason other than an error by the District, an eligible 
employee may re-enroll in hospital, medical, dental, and vision care plans 
at any time. However, unless re-enrolling during an open enrollment 
period, the employee must re-enroll in the same plan he or she was 
enrolled in when his or her previous enrollment ended. If the District 
receives the employee’s re-enrollment forms on or before the 15th day of 
the calendar month, the District shall process the forms so as to make 
coverage effective on the first day of the following calendar month, 
otherwise coverage shall become effective on the first day of the second 
calendar month following the District’s receipt of the forms. 

c.  Open Enrollment. There shall be an open enrollment period each 
enrollment year during which eligible employees may change plans. The 
District shall establish and announce the dates of such open enrollment 
period, and shall mail open enrollment materials to employees fourteen or 
more days before the beginning of the open enrollment period. If an 
eligible employee requests a change of plan, he or she shall continue to be 
covered under his or her existing plan until coverage under the new plan 
can be instituted. 

d. Changes in Enrollment Other Than During Open Enrollment. Once 
enrolled in a plan, employees are generally barred from changing their 
enrollment except during an open enrollment period. Nevertheless, 
changes may be made under the following circumstances: 

(1) Any employee who is enrolled in a closed panel plan and who changes 
his or her permanent residence to a location that is outside the service 
area of the plan may, by submitting a timely application to the District, 
change his or her enrollment to a plan that provides service in the area 
of his or her new permanent residence without a break in coverage. To 
be timely, the application for a change in enrollment must be received 
by the District within ninety (90) days after the employee established 
his or her new permanent residence.  
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(2) Any employee who is enrolled in a closed panel plan and who, during 
an approved study, retraining or sabbatical leave of absence of sixty 
(60) days or more, temporarily relocates to a location that is outside 
the service area of the plan may, by submitting a timely application to 
the District, temporarily change his or her enrollment to a plan that 
provides service in the area in which he or she will be temporarily 
located. To be timely, the application for a temporary change in 
enrollment must be received by the date on which the employee’s 
leave commences.        

(3) Any employee whose enrollment in a plan is terminated at the request 
or option of the plan provider for any reason other than non-payment 
of premium may enroll in another plan without a break in coverage by 
submitting a timely application to the District. To be timely, the 
application for a change in enrollment must be received by the District 
within ninety (90) days after the employee’s enrollment was 
terminated.  

(4) Finally, any employee who has had a “qualified life event” as defined 
by Sections 125 and 129 of the Internal Revenue Code may change his 
or her eligible dependents by submitting a timely application to the 
District. To be timely, the application for a permissible “qualified life 
event” change must be received by the District within thirty-one days 
of the qualifying event. 

e. Mandatory Re-enrollment During Open Enrollment. The District, 
upon recommendation of the JLMBC, may designate any open enrollment 
period as a mandatory enrollment period during which every eligible 
employee must re-enroll for himself or herself and for each of his or her 
eligible dependents. If an employee fails to re-enroll during any such 
mandatory enrollment period, his or her enrollment in hospital, medical, 
dental, and vision care plans shall end at the beginning of the next plan 
year. In that event, the employee may, if he or she remains eligible, re-
enroll in plans at any time and the District shall verify his or her eligibility 
and process the employee’s re-enrollment forms as if they were initial 
enrollment forms—i.e. if the District receives the re-enrollment forms on 
or before the 15th day of the calendar month, it shall process them so as to 
make coverage effective on the first day of the calendar month following 
receipt of the forms, otherwise coverage shall become effective on the first 
day of the second calendar month following the District’s receipt of the 
forms. 

5. District Contribution Towards Premiums. Eligible employees shall be 
entitled to the District’s contribution towards the premium costs of the plans 
in which they and their dependents are enrolled if: 

a. the eligible employee was in paid status during the calendar month 
preceding the month during which benefit coverage is effective and 
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received at least one-half of the pay he or she would have earned had he or 
she received pay for full-time work; or 

b. the eligible employee, even though not in paid status, is on a formal illness 
leave of absence for a period of not more than eighteen months. 

c. a specific section of the collective bargaining agreement applicable to the 
employee (for example, a section specifying compensation during certain 
leaves) explicitly provides for his or her entitlement to the District’s 
contribution. 
 
For the purposes of Section 5.a, every eligible employee, other than a 
temporary monthly-rate faculty member, shall be deemed to be in paid 
status during any recess or intersession if he or she is scheduled to return 
to paid status in his or her position at the end of the recess or intersession. 
A temporary monthly-rate faculty member shall be deemed to be in paid 
status during any recess or intersession if, before the beginning of the 
recess or intersession, he or she is assigned to a position at any district 
location that will render him or her eligible for benefits and is scheduled to 
return to paid status in that position at the end of the recess or intersession. 

6. Payment of Premiums During Unpaid Leaves. Eligible employees who 
have been granted an unpaid leave of absence and who are therefore not 
entitled to the District’s contribution towards the premium costs of the plans 
in which they and their dependents are enrolled may continue to receive 
benefits under the Health Benefits Program by paying the District in advance 
for the full monthly premium of the plans. The amount of the reimbursement 
shall be determined by dividing the annual premium for the plans by twelve 
and multiplying the result by the number of months of leave during which the 
employee will not be entitled to the District’s contribution towards premium 
costs.  
 
Payment must be made by check or money order made payable to the District, 
and may be made in monthly installments. 
  
Should an employee fail to make a payment required by this section, coverage 
shall terminate at the end of the month for which the last payment was 
received. Should the District terminate an employee’s coverage in error, it 
shall reinstate the employee’s coverage as soon as the error is discovered and, 
at the employee’s option, either issue the employee a refund of the amount he 
or she paid for the months during which he or she did not receive coverage, or 
extend the employee’s coverage for an equivalent period.   

7. Continued Eligibility and Payment of Premiums Following Layoff or 
Furlough. Notwithstanding anything in Sections I.A.1 and I.A.6 to the 
contrary, employees who have been furloughed shall remain eligible to 
receive benefits under the Health Benefits Program, and shall continue to be 
entitled to the District’s contribution towards the premium costs of the plans 
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in which they and their dependents are enrolled, during the period of their 
furlough. Furthermore, employees who have been laid-off shall remain 
eligible to receive benefits, and shall continue to be entitled to the District’s 
contribution towards the premium costs of their plans, according to the 
following table: 

 Years of Service Months of Continuation Following Layoff 
  1-5     2 months 
  6-10    4 months 
  11 or more   6 months 
 
A furlough is a temporary lay-off for a specified period with a definite return 
date. A layoff is a separation from regular service for lack of work or lack of 
funds, or because of a reduction in force.  
 
These rules for furlough and lay-off do not apply to employees who are in 
temporary or limited status or classified specially funded program (SFP) status 
unless they hold regular or permanent status in another position in the District. 

8. Conditions of and Limitations on Eligibility and Coverage. 

a. Employees and their dependents may not be enrolled in more than one 
District sponsored plan at any one time. For that reason, an employee may 
be enrolled in a plan in his or her own capacity as an employee, or as a 
dependent of another employee, but not simultaneously in one plan as an 
employee and in another plan as a dependent. Likewise, children or other 
individuals who qualify as dependents may be enrolled in a plan only once 
as a dependent, not simultaneously in one plan as a dependent of one 
employee and in another plan as a dependent of another employee. 

b. Every employee (or in the event of his or her incapacity, the employee’s 
representative or agent) shall report any event or change of circumstance 
that has an effect on the administration of coverage under the Health 
Benefits Program. Such events or changes include, but are not limited to, 
change of address or telephone number, marriage, divorce, dependent’s 
loss of eligibility, death of the employee, or death of a dependent.  

9. COBRA (Consolidated Omnibus Budget Reconciliation Act of 1985). 
Once an employee who has enrolled in a plan under the Health Benefits 
Program becomes qualified for COBRA benefits, the District shall ensure that 
he or she is given the opportunity to continue coverage under the Health 
Benefits Program pursuant to COBRA in the manner prescribed by federal 
law. 

10. If the internal responsibility for the administration of the Health Benefits 
Program is changed because responsibilities among the administrative units of 
the District are reorganized, notice of that change shall be given to the 
exclusive representatives within thirty days. 
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11. Health Care Legislation. In the event that new health care legislation is 
enacted and the District is required to implement a plan pursuant to such 
legislation, the District and the Exclusive Representatives shall consult in 
order to assess the effects of such legislation.  

12. Pre-funding Retiree Health Benefits Costs.  The District has established and 
will maintain a Trust with the California Public Employee's Retirement 
System (CalPERS) to prefund retiree health benefit costs for all eligible 
fulltime employees.  The Trust is funded with annual contributions to the trust 
of 1.92% of the total full time salary expenditures  in the district.  Additionally 
the District will direct an amount equivalent to all of the Federal Medicare 
Part D subsidy returned to the District each year into the trust fund.  Funding 
from both of these sources commenced with fiscal year 2006-07 and the initial 
contribution will be the accumulated amount of $12,245,929.16 for fiscal years 
2006-07 and 2007-08. 

  
An annual report of the status of the Trust will be made each year. 

Annual funding of the Trust from both these sources shall continue 
until/unless the parties agree otherwise due to changes in the healthcare 
landscape which make prefunding no longer necessary.  Should that prove to 
be the case the 1.92% of the total full time salary expenditures will be placed 
on the salary schedules of all full time employees, effective the end of the 
payroll month that the decision is made to no longer fund the trust. 

B. Group Life Insurance Program. The District’s group term life insurance 
program shall be continued for the duration of this Agreement subject to 
modification based on the recommendations of the Joint Labor Management 
Benefits Committee and approval of the Board.  

1. All active employees eligible for benefits under Section I.A.1 of this 
Agreement shall be eligible for group term life insurance benefits under the 
program. 

2. The limits of coverage under the program shall be $50,000, however, 
employees age 70 or above shall receive coverage equal to an amount equal to 
the greater of the minimum amount required by Federal Law or 50% of the 
amount in force immediately prior to his or her 70th birthday. This reduction 
shall take place on the premium date coincident with or immediately 
following his or her 70th birthday. 

C.  Employee Assistance Program/ Wellness Services. The District shall make 
available to all active employees (including those who are not eligible for benefits 
under Section I.A.1 of this Agreement) employee assistance and wellness 
services. The services shall help employees deal with problems that might 
adversely impact their work performance, health, and well-being and shall include 
assessment, short-term counseling, informational resources and referral services.  
Such services hold the same level of privacy/confidentiality as other medical 
services.  Modification to the employee assistance and wellness services may  be 
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recommended by the Joint Labor Management Benefits Committee to the Board 
of Trustees.  

D. Tax Sheltered Retirement Plans. The District shall continue its voluntary salary 
reduction agreement program under which employees may contribute to tax 
sheltered retirement plans under Internal Revenue Code Sections 403(b) and 457. 
The process for selecting third-party administrators (TPAs) for these plans shall 
include the issuance of a formal request for proposals by the District, review of 
the responses by a task group consisting of representatives of the District and the 
Exclusive Representatives, and selection of  TPAs based on the recommendation 
of the task group.  

 A list of the 403b vendors and enrollment forms available through our District can 
be found at www.403bcompare.com. or via a link on the District’s web site. 

 
E. IRC 125 and 129 Plans. The District shall continue its voluntary flexible 

spending account plan covering medical and dependent care expenses under 
Internal Revenue Code Sections 125 and 129.   

 
II. Health Benefits Program for Part-time Temporary Faculty1 and Temporary 

Adjunct Faculty 
 

 The District shall provide eligible part-time temporary faculty and temporary adjunct faculty 
members access to its hospital/medical, vision and dental group coverage plans as provided in 
this Section beginning in Plan Year 2006. Access to the District life insurance plan is not 
included. When an employee is eligible, he or she will have access  via either of two 
methods: District Contribution and Premium Only Plan (see. Section II. A. below), or  No 
District Contribution--Access Only (see Section II. B. below).  

A. District Contribution and Premium Only Plan  

1. Eligibility. A part-time temporary faculty member or temporary adjunct 
faculty member is eligible to receive access to hospital/medical group 
coverage, except the District life insurance plan, under this section if he or she 
has been assigned and working as a part-time temporary faculty member or 
temporary adjunct faculty member in the District and meets the eligibility 
requirements below: 

a. Be assigned to a .33  (or higher) FTE temporary (limited or long term 
substitute) or adjunct faculty load in the District to count towards 
eligibility for this plan.   

                                                 
1 This refers to those part-time temporary faculty who are employed less than half time in 
one or more monthly rate assignments. Faculty serving in a .50 (or higher) FTE 
temporary monthly rate assignment as a limited or long term substitute instructor are 
eligible for full benefits for the duration of that assignment and should refer to Section I 
of this Agreement regarding their eligibility requirements. 
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b. Open but inactive assignments - no work, no pay - do not constitute 
employment in this context.  Should the faculty member have an adjunct 
assignment in another community college district, verification denoting 
the FTE of the assignment is to be provided to the District. 

c. Have completed at least a .2 FTE part-time temporary faculty member or 
temporary adjunct faculty position in the District during three or more 
semesters out of the previous eight consecutive semesters. 

d. Sign an affidavit (developed by the District) that he or she is not eligible 
for hospital/medical coverage through another employer and provide this 
eligibility verification at the start of each academic year. 

e. Participate in the District’s "premium only plan" (POP) under the terms of 
Internal Revenue Code Section 125, so that the employee’s contribution to 
the District sponsored hospital/medical, vision, and dental group plans will 
be deducted, pre-tax, from salary warrants. The amount of the employee’s 
contribution toward the premiums, for the hospital/medical plans, along 
with any possible premiums for vision, and dental group plans paid for by 
the employee must not exceed his or her net take home pay each month, 
otherwise the employee is not eligible to participate in or continue to 
participate in the POP. 

f. District Contribution. If criteria a–e above are met, the District will 
contribute $180  toward the total monthly cost of the part-time temporary 
faculty member or temporary adjunct faculty member’s medical premium 
only. 

g. Term and Conditions of Coverage. A part-time temporary faculty 
member or temporary adjunct faculty member who was eligible for 
coverage and who has prepaid the premium(s) via the POP for the entire 
Spring and Fall semesters of any plan year shall remain eligible for 
coverage during the time between the end of that Spring semester and the 
beginning of the subsequent Fall semester contingent upon verification of 
continued eligibility. The premium payments shall equate to twelve 
months coverage and shall be deducted from ten monthly pay periods for 
each twelve-month coverage period. 

h. Enrollment. Eligible employees may enroll at each 6-month cycle but an 
employee who becomes ineligible cannot reenroll until the start of the next 
annual cycle because of the conditions set by the IRC 125 plan year rules.  

i. If any provision herein regarding the premium-only plan conflicts with the 
Internal Revenue Code, the latter will prevail and the conflicting provision 
will be nullified. 

2. Premiums.  

a. To receive medical plan coverage under this agreement, an eligible part-
time temporary faculty member or temporary adjunct faculty member 
must, in advance and in accordance with applicable District procedures, 
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agree to participate in the POP for a period of a plan year, contingent upon 
verification of continued eligibility, and pay the balance of the premium, 
minus the District contribution of $180 per month towards the medical 
premium.  

b. To participate in the District’s vision and dental plans, the eligible adjunct 
faculty member will agree to participate in the POP and pay all of the 
premium(s).  The adjunct faculty member agrees that premiums will be 
deducted, pre-tax, from the faculty member's monthly salary warrants as 
described in Section II.A.1.e above. 

c. A part-time temporary faculty member or temporary adjunct faculty 
member's coverage (with a District contribution) shall cease immediately 
upon his or her failure to pay the balance of the required insurance 
premium(s) in accordance with District procedures. The faculty member’s 
deductions for the required payments will be made for the last working 
day of each month preceding the month in which coverage will be 
effective. 

d. New enrollment, or reenrollment, will only occur during the district “open 
enrollment” period and will become effective the following semester. 

3. Extension of Coverage. Any extension of coverage, at the adjunct faculty 
member's own expense, subsequent to termination of employment with the 
District, shall be in accordance with applicable state and/or federal law. 

4.  Colleges will make every effort to report information regarding adjunct faculty 
assignments to the district’s Benefits Section by the deadline for enrollment.  
If an eligible adjunct is denied coverage in error, the district will cover its 
portion of  the premium costs retroactive to the date of the adjunct’s eligibility 
up to the start of the plan year. 

B. No District Contribution—Access Only 

 Part-time temporary faculty member or temporary adjunct faculty members who 
meet the eligibility requirements in sections B.1 through B.3 below and who 
prepay the cost  of a full year’s coverage (in ten equal installments, paid monthly 
September through June representing a full year’s coverage) of the premium(s) 
via payroll deduction or electronic fund transfer shall be eligible to participate in 
the District’s medical and/or dental and/or vision plans.   

1. Be assigned to at least a .2 FTE part-time temporary faculty member or 
temporary adjunct faculty position in the District during the semester for 
which coverage is requested.  Only District service shall count toward 
eligibility for this plan. Open but inactive assignments—no work, no pay—do 
not constitute employment in this context. 

2. Have completed at least a .2 FTE part-time temporary faculty member or 
temporary adjunct faculty position in the District during three or more 
semesters out of the previous eight consecutive semesters. 
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3. Sign an affidavit (to be developed by the District) that he or she is not eligible 
for hospital/medical coverage through another employer and provide this 
eligibility verification at the start of each academic year. 

 MOU. All provisions, not contrary to statute or the terms of this Agreement, of 
the Memorandum of Understanding between the parties signed June 24, 1999 
relating to  
part-time health benefit coverage shall remain in effect. 

 Reopener. The parties may mutually agree that Section II, Health Benefits for 
Adjunct Faculty, be reopened for further negotiations after one year. 

III. Health Benefits for Retirees, their Dependents and Survivors  

A. Hospital-Medical, Dental and Vision Benefits. Eligible retirees and their 
eligible dependents and survivors shall have the right to continue their 
participation in the Health Benefits plans available to active employees, subject to 
the terms and conditions of this Agreement. Nothing in this Agreement, however, 
shall be construed as conveying any vested right to any particular plan, plan 
design, or plan component. The terms of the District's Health Benefits Program, 
as well as the plans available under the Program, remain subject to alteration by 
action of the Joint Labor/Management Benefits Committee or any future 
agreement between the District and its Exclusive Representatives. 

B. Eligibility.  A retiree who is eligible to continue his or her participation in the 
health benefits plans which are available to active employees is one who has 
retired from District service under the rules of the Public Employees Retirement 
System (PERS) or the State Teachers Retirement System (STRS), who is 
receiving a retirement allowance from that system, and who: 

1. —for employees whose most recent uninterrupted District employment began 
before February 11, 1992—has rendered continuous paid service to the 
District in a “qualifying position” for three or more years immediately 
preceding his or her retirement; and—for employees whose most recent 
uninterrupted District Employment began before July 1, 1998—has rendered 
continuous paid service to the District in a “qualifying position” for seven or 
more years immediately preceding his or her retirement; or 

2. —for employees whose most recent uninterrupted District employment began 
on or after July 1, 1998—has rendered continuous paid service to the District 
in a “qualifying position” for ten or more years immediately preceding his or 
her retirement; provided, however, the employee received district paid 
benefits each month during the 39 months immediately preceding his or her 
retirement.  

 For the purposes of this section, a “qualifying position” is any position that made 
the employee eligible to enroll in plans under Section I above, except those who 
are in temporary or limited status or classified specially funded program (SFP) 
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status unless they hold regular or permanent status in another position in the 
District.  

Employees who have been assigned and have served continuously (without a 
break in service) in a specially funded program (SFP) for 20 years shall vest in the 
retiree benefits provided they meet the eligibility requirements in III B 1. or 2. 
above. 

 In addition, no absence from the service of the District under any paid leave of 
absence, or any unpaid leave of absence, or layoff of thirty-nine (39) months or 
less, shall be deemed a break in the continuity of service required by this section. 
An individual shall be deemed to have “retired from District service” if the 
effective date of his or her retirement under PERS  
or STRS is no later than the day after his or her resignation from District 
employment. 

 (This language, although it differs from the eligibility language that appeared in 
prior agreements between the parties, reflects the parties existing interpretation of 
that language and is declarative of the parties’ original intent.) 

C. Dependents and Survivors. To qualify as a dependent or survivor who is eligible 
to continue his or her participation in the hospital and medical plans available to 
active employees— 

1. a dependent or survivor must be an eligible retiree’s: 
 a. spouse on the date of retirement* from District service; 
 b. qualified domestic partner as specified in Appendix I, on the date of 

retirement* from District service; 

 c.  unmarried dependent child under age 19; 

d. unmarried dependent child age 19 through 25 who is a full-time student at 
a college or university; or 

e. unmarried dependent child (not otherwise eligible under subsection 1.c or 
1.d, above) without regard to age who is physically or mentally 
incapacitated, and who is being claimed as a dependent on the retiree’s 
federal income tax returns. (However, a dependent’s coverage under this 
subsection must be a continuation of his or her coverage under the Health 
Benefits Program and, if there is ever a break in coverage, the dependent 
shall not be eligible to re-enroll under this subsection.) 

 As used in this section, the term "dependent children" means an employee's 
natural children, step-children, legally adopted children, foster children, and 
the dependent children of a domestic partner only. 

 —and— 
                                                 
* This provision became effective for new hires at the start of the 2007 plan year.  
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2. a dependent may not be enrolled in any plans other than those under which the 
retiree is covered, or in the case of any survivor, the survivor must have been 
enrolled in plans as a dependent at the time of the retiree’s death.   

D. Limitations on Survivor Eligibility.  A survivor’s eligibility to continue his or 
her participation in the Health Benefits Program shall be limited as follows: 

1. The eligibility of a surviving spouse shall terminate when he or she remarries, 
enters into a domestic partner relationship, or is eligible for group coverage 
under his or her own employment. 

2. The eligibility of a surviving qualified domestic partner shall terminate when 
he or she marries, enters into another domestic partner relationship, or is 
eligible for group coverage under his or her own employment. 

3. The eligibility of a surviving child who is a dependent of a surviving spouse 
or domestic partner shall terminate when the eligibility of the surviving 
spouse or domestic partner terminates, unless the eligibility of the surviving 
spouse or domestic partner terminates because of death, in which case the 
child shall remain eligible as if the surviving spouse or domestic partner had 
not died. 

E. Enrollment. Enrollment and re-enrollment in plans shall be administered as 
follows: 

1. Initial Enrollment. Upon retirement, each new retiree who is eligible to 
enroll in plans under the Health Benefits Program shall receive uninterrupted 
coverage under the plan in which he or she was enrolled as an active 
employee, provided the employee submits all necessary applications and other 
required documentation in a timely fashion.  

2. Open Enrollment. There shall be an open enrollment period each enrollment 
year during which eligible retirees may change plans. The District shall 
establish and announce the dates of such open enrollment period, and shall 
mail open enrollment materials to retirees fourteen or more days before the 
beginning of the open enrollment period. If an eligible retiree requests a 
change of plan, he or she shall continue to be covered under his or her existing 
plan until coverage under the new plan can be instituted. 

3. Changes in Enrollment Other Than During Open Enrollment. Once 
enrolled in a plan, retirees are generally barred from changing their enrollment 
except during an open enrollment period. Nevertheless, changes may be made 
under the following circumstances: 

a. Any retiree who is enrolled in a closed panel plan and who changes his or 
her permanent residence to a location that is outside the service area of the 
plan may, by submitting a timely application to the District, change his or 
her enrollment to a plan that provides service in the area of his or her new 
permanent residence. To be timely, the application for a change in 
enrollment must be received by the District within ninety (90) days after 
the retiree established his or her new permanent residence.  

59 



b. Any retiree whose enrollment in a plan is terminated at the request or 
option of the plan provider for any reason other than non-payment of 
premium may enroll in another plan by submitting a timely application to 
the District. To be timely, the application for a change in enrollment must 
be received by the District within ninety (90) days after the retiree’s 
enrollment was terminated 

  
4. Mandatory Re-enrollment During Open Enrollment. Upon 

recommendation of the JLMBC the District may designate any open 
enrollment period as a mandatory enrollment period during which every 
eligible retiree or survivor must re-enroll for himself or herself and for  each 
of his or her eligible dependents. If a retiree or survivor fails to re-enroll 
during any  such mandatory enrollment period, his or her enrollment in 
hospital, medical, dental, and  vision care plans shall end at the beginning of 
the next plan year. In that event, a  retiree or survivor  (and his or her eligible 
dependents) may, if he or she remains eligible, re-enroll in plans. The retiree 
or survivor may re-enroll in plans at any time and the District shall verify his 
or her eligibility and process the retiree’s or survivor’s re-enrollment forms as 
if they were initial enrollment  forms—i.e. if the District receives the re-
enrollment forms on or before the 15th day of the  calendar month, it shall 
process them so as to make coverage effective on the first day of  the calendar 
month following receipt of the forms, otherwise coverage shall become  
effective on the first day of the second calendar month following the District’s 
receipt of  the forms. 

F. District Contribution Towards Premiums. The District shall contribute towards 
the premium costs of the plans in which an eligible retiree and his or her eligible 
dependents and survivors are enrolled as follows: 

1. For retirees (and their eligible dependents and survivors) who became eligible 
under Section III.B.1, the District will pay 100% of the District’s contribution 
towards premiums. 

2.  For retirees (and their eligible dependents and survivors) who became eligible 
under Section III.B.2, the District will pay 50% of the District’s contribution 
towards premiums for those retirees who rendered service in a “qualifying 
position” for at least ten years but fewer than fifteen years; 75% of the 
District’s contribution towards premiums for those retirees who rendered 
service in a “qualifying position” for at least fifteen years but fewer than 
twenty years; and 100% of the District’s contribution towards premiums for 
those retirees who rendered service in a “qualifying position” for at least 
twenty (20) years. 

G. Conditions of and Limitations on Eligibility and Coverage. 

1. Active employees who become eligible retirees under this agreement are 
entitled to uninterrupted coverage under the Health Benefits Program 
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provided they submit all necessary applications and other required 
documentation in a timely fashion.  

2. Retirees, their dependents, and survivors may not be enrolled in more than one 
District sponsored plan at any one time. For that reason, a retiree may be 
enrolled in a plan in his or her own capacity as a retiree, or as a dependent of 
another retiree, but not simultaneously in one plan as a retiree and in another 
plan as a dependent. Likewise, children or other individuals who qualify as 
dependents may be enrolled in a plan only once as a dependent or survivor, 
not simultaneously in one plan as a dependent or survivor of one retiree and in 
another plan as a dependent or survivor of another retiree. 

3. To the extent allowed by law, benefits provided under the District’s Health 
Benefits Program shall be secondary to the benefits provided to a retiree or his 
or her dependents or survivors under Medicare. Furthermore, as a condition of 
continued enrollment in any hospital or medical plan available under the 
Health Benefits Program, each retiree and every eligible dependent and 
survivor age 65 and older must (unless exempted from this requirement under 
Board Rule 101701.16C) apply for and obtain coverage under Part A (hospital 
benefits)—either paid or premium free—and Part B (medical benefits) of 
Medicare. It shall be the sole responsibility of the employee or survivor to 
provide the District with verification of enrollment in Medicare. The District 
shall acknowledge receipt of verification of Medicare enrollment upon a 
retiree’s request.  

4. Every retiree (or in the event of his or her incapacity, the retiree’s 
representative or agent) shall report, by telephone, e-mail, or written 
correspondence, any event or change of circumstance that has an affect on the 
administration of coverage under the Health Benefits Program. Such events or 
changes include, but are not limited to, change of address or telephone 
number, marriage, divorce, dependent’s loss of eligibility, death of the retiree, 
or death of a dependent.  

5. A retiree’s or survivor’s eligibility (and that of his or her dependents) under 
this agreement shall terminate whenever the retiree or survivor accepts 
employment in a position covered by STRS or PERS and becomes eligible for 
health benefits by virtue of that employment.    

IV. Joint Labor/Management Benefits Committee 

A. The District shall convene, and the Exclusive Representatives shall all participate 
in, a Joint Labor/Management Benefits Committee (JLMBC). The role of the 
Committee is to contain the costs of the District's Health Benefits Program while 
maintaining and, when feasible, improving the quality of the benefits available to 
employees.  

B. The Committee shall be composed  as follows: 
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 District: one voting and one non-voting District Member appointed by the 
Chancellor (If one member is absent, the member present shall be the voting 
member); 

 Employees: six Employee Members, one appointed by each of the Exclusive 
Representatives (If the one member from any unit is absent, a substitute member 
from the unit  who is present shall be the voting member); 

Committee Chair: an additional voting faculty member who shall serve as Chair, 
nominated by the President of the Los Angeles College Faculty Guild and 
confirmed by a simple majority of the regular voting members of the Committee.  
The District shall grant the Chair of the Committee at least 0.2 FTE reassigned 
time to perform the duties of that assignment. The Chair may make an annual 
request to the District for an additional 0.2 FTE reassigned time to complete 
specified projects recommended by the JLMBC.  

 Additional Members:  Although each Exclusive Representative will appoint one 
regular voting member on the Committee, the Committee shall adopt rules under 
which each Exclusive Representative may appoint additional non-voting members 
in proportion to the size of each unit.  

C. The Committee shall have the authority to: 

1. review the District's Health Benefits Program and effect any changes to the 
program it deems necessary to contain costs while maintaining the quality of 
the benefits available to employees (this includes, but is not limited to, the 
authority to substitute other plans for the District's existing health benefits 
plans); 

2. recommend the selection, replacement, and evaluation of benefits consultants;  

3. recommend the selection, replacement, and evaluation of benefit plan 
providers; 

4. review and make recommendations regarding communications to faculty and 
staff regarding the health benefits program and their use of health care 
services under it; 

5. review and make recommendations regarding benefit booklets, descriptive 
literature, and enrollment forms; 

6. study recurring enrollee concerns and complaints and make recommendations 
for their resolution;  

7. participate in an annual review of the District's administration of the Health 
Benefits Program; 

8. review and make recommendations about the District’s health benefits budget; 
and 

9. if health care legislation that necessitates modification of the District’s Health 
Benefits Program is enacted before the termination of this agreement, assess 
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the effects of such legislation and make recommendations to the District and 
the Exclusive Representatives about appropriate action to take.  

D. Any action of the Committee must be approved by the affirmative vote of the 
voting District member and all but one of the voting Employee Members at a 
meeting of the Committee at which a quorum is present. A quorum shall consist 
of the voting District member and any five voting Employee Members. 

E. Any changes proposed by the Committee in the benefit program, providers, and 
consultants shall be submitted to the Board of Trustees for its consideration. 

F. The District shall provide the Committee with relevant financial data including, 
for example, data regarding money received from providers (as a refund, return of 
premium, or similar credit), and all expenditures the District considers to be part 
of the “overall cost to the District of maintaining the Health Benefits Program.” 

V. Managing the Health Benefits Program  

 By September 1 of each year the JLMBC shall report to the Board of Trustees on 
the committee’s actions and activities to mitigate increases to the cost of the 
Health Benefits Program so that it continues to provide quality health care to the 
District’s employees, retirees, and their eligible dependents at a reasonable and 
sustainable cost to the District.  
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APPENDIX D, AFFIDAVIT AND DECLARATION 

 

Form: Affidavit of Domestic Partnership  

Form: Declaration of Termination of Domestic Partnership  

(stored as PDF files; you need Acrobat Reader to access the forms; if you do not have 
Acrobat Reader, click this icon to download it)  

 

Access the Affidavit of Domestic Partnership 
Access the Declaration of Termination  
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APPENDIX E, EMPLOYEE GRIEVANCE FORM 

 
 

 
 

 
 EMPLOYEE GRIEVANCE FORM 

LACCD Administrators’ Association/Teamsters Local 911 
 

Los Angeles Community College District 
 
Instructions: The Grievant shall complete Sections 1 - 8 of this form and deliver it to the 

Respondent (the party whom you are grieving). Refer to Article 18, Grievance 
Procedure. 

 
1.  Grievant (Full Name): ______________________Location:____________________ 
 
2.  Grievant’s Job Title:___________________________________________________ 
 
3. Name of Grievant’s Supervisor:__________________________________________ 
 
4. Supervisor’s Job Title:_________________________________________________ 
 
5. Name(s) of Grievant’s Representative(s)(if any)_____________________________ 
 
 

GRIEVANCE 
6.  Clearly and concisely state your grievance, indicating the alleged misinterpretation, 

misapplication, or violation of a specific item of the Agreement or District rule or 
regulation.  (Attach additional sheets if necessary). 

 
 
 
7.  Clearly and concisely state your remedy. (Attach additional sheets if necessary). 
 
 
8.  Signature of Grievant: ____________________________Date:________________ 
 
9.  Grievance Step Level #_________________  Resolved: Yes/No   Date:__________ 
 
10. Next action, if any:  
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APPENDIX F, GLOSSARY OF TERMS 

 
 

1. Job Duty Statement. Description of the duties assigned to the unit member 
which address his/her role with regard to responsibilities for programs and/or 
services, supervision of other employees, and other duties that fall within the 
scope of the position.  The Job Duty Statement form is found in Appendix A. 

 
2. Significant Change to a Job Duty Statement. A major change in a Unit 

Member’s responsibilities or duties that lead to a revised job duty statement. 
 
3. Release Time for Union Activities. Any union-related meeting (on campus 

and/or off-campus), teleconferencing, e-conferencing or for any other reasonable 
activity associated with official Union business. 

 
4. Due Process. In accord with California and Federal law, Unit members shall be 

afforded due process (notice and opportunity to be heard) surrounding all claims, 
disputes, or grievances arising out of this agreement. 

 
5. Workplace Environment. The District shall provide conditions for a safe, 

healthful and sanitary work environment. Unit Member's work environs should be 
maintained with routine scheduled maintenance and cleaning, including such 
cosmetic maintenance as painting and flooring. 

 
6. Primary Area of Responsibility. The areas of the college for which the Unit 

member is held accountable for the performance, supervision, reporting, accuracy 
or overall function. These include but are not limited to: Admissions and Records, 
Supervision of an Academic Department(s)or Athletic Program; Curriculum; 
Catalog; Scheduling; Research and Planning; Program Review; Noncredit and 
Not-for-Credit offerings; Financial Aid, EOPS/CARE, CalWorks; International 
Student Services; Matriculation; Workforce Development; Specially Funded 
Grants and Programs; Outreach; Distance Education; Student Services; and 
Disabled Students Programs and Services. 

 
7. Anniversary Date for Vacation Accrual Purposes.  The anniversary date for 

purposes of determining vacation accrual shall be based on the date of hire in the 
district in a permanent position (academic or classified). See Article 12, Vacation. 
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APPENDIX G, EDUCATION CODE SECTIONS 

 
Education Code Sections 72411 and 87458 are subject to change, check the current Education Code for latest version. 
 
72411 
(a) Every educational administrator shall be employed, and all other administrators may be employed, by the 
governing board of the district by an appointment or contract of up to four years in duration. The governing board of a 
community college district, with the consent of the administrator concerned, may at any time terminate, effective on the 
next succeeding first day of July, the term of employment of, and any contract of employment with, the administrator 
of the district, and reemploy the administrator, on any terms and conditions as may be mutually agreed upon by the 
board and the administrator, for a new term to commence on the effective date of the termination of the existing term of 
employment.  
 
(b) If the governing board of a district determines that an administrator is not to be reemployed by appointment or 
contract in his or her administrative position upon the expiration of his or her appointment or contract, the administrator 
shall be given written notice of this determination by the governing board. For an administrator employed by 
appointment or contract, the term of which is longer than one year, the notice shall be given at least six months in 
advance of the expiration of the appointment or contract unless the contract or appointment provides otherwise. For 
every other administrator, notice that the administrator may not be reemployed by appointment or contract in his or her 
administrative position for the following college year shall be given on or before March 15.  
 
(c) If the governing board fails to reemploy an administrator by appointment or contract in his or her administrative 
position and the written notice provided for in this section has not been given, the administrator shall, unless the 
existing appointment or contract provides otherwise, be deemed to be reemployed for a term of the same duration as the 
one completed with all other terms and conditions remaining unchanged.  
 
(d) Subdivisions (b) and (c) do not apply to any administrator who holds a position that is funded for less than a 
college year, is assigned to an acting position whose continuing right to hold the position depends on being selected for 
the position on a regular basis, is terminated pursuant to Section 87743, 88017, or 88127, or is dismissed for cause.  
 
87458 
A person employed in an administrative position that is not part of the classified service, who has not previously 
acquired tenured status as a faculty member in the same district and who is not under contract in a program or project to 
perform services conducted under contract with public or private agencies, or in other categorically funded projects of 
indeterminate duration, shall have the right to become a first-year probationary faculty member once his or her 
administrative assignment expires or is terminated if all of the following apply:  
 
(a) The process by which the governing board reaches the determination shall be developed and agreed upon jointly 
by representatives of the governing board and the academic senate, and approved by the governing board. The agreed 
upon process shall include reasonable procedures to ensure that the governing board relies primarily upon the advice 
and judgment of the academic senate to determine that the administrator possesses the minimum qualifications for 
employment as a faculty member. The process shall further require that the governing board provide the academic 
senate with an opportunity to present its views to the governing board before the board makes a determination and that 
the written record of the decision, including the views of the academic senate, shall be available for review pursuant to 
Section 87358.  
 
(b) Until a joint agreement is reached pursuant to subdivision (a), the district process in existence on January 1, 1989, 
shall remain in effect.  
 
(c) The administrator has completed at least two years of satisfactory service, including any time previously served as 
a faculty member, in the district.  
 
(d) The termination of the administrative assignment is for any reason other than dismissal for cause.  
 
(e) This section shall apply to every educational administrator whose first day of paid service in the district as a 
faculty member or an administrator is on or after July 1, 1990  
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APPENDIX H, AGREEMENT BETWEEN THE LACCD, FACULTY GUILD 

AND THE TEAMSTERS 
 

 
Agreement 

Between 
The Los Angeles Community College District 

and 
the Los Angeles College Faculty Guild, AFT Local 1521 and 

the Public, Professional and Medical Employees Union  
of the California Teamsters, Local 911 

 
The Los Angeles Community College District (“the District”), the Los Angeles College 
Faculty Guild, AFT Local 1521(“the Faculty”), and the Public, Professional and Medical 
Employees Union of the California Teamsters, Local 911 (“Teamsters”) (collectively 
“the parties”) agree to the following framework for resolution of disputes regarding 
whether the work of a particular position belongs in the Faculty or Teamster bargaining 
unit. 
 
1. This framework will only be triggered prospectively in the following instances: 
 

a. A vacant Assistant Dean, Associate Dean, Dean, Assistant Director or Associate 
Director position exists and it is proposed to be filled, meaning that the college 
has developed a job announcement and job description, and has completed an 
intent to fill form and is ready to send these documents to District Divisions of 
Human Resources; or 

 
b. A vacant Instructor Special Assignment (ISA) or Consulting Instructor (CI) 

position exists and it is proposed to be filled, meaning that the college has 
developed a job announcement and job description, and has completed an intent 
to fill form and is ready to send these documents to the District Division of 
Human Resources; or 

 
c. When either the Faculty or the Teamsters reasonably believe that the work being 

performed by an employee is primarily outside the scope of the work performed 
by that bargaining unit and is rather within the scope of their respective 
bargaining unit.  The position in contention must have been created after June 30, 
2004.   

 
2. The District acknowledges it has an obligation to and will provide the Faculty and the 

Teamsters on a regular basis with all job announcements, job descriptions, and intent 
to fill forms which involve positions in either bargaining unit. 

 
3. The job description referred to in Paragraphs 1 and 2 above shall include the 

following: 
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a. Description of overall duties and responsibilities of the position, including level of 

supervisory responsibility; 
 
b. Description of amount of time spent on academic and professional matters in 

carrying out the duties of the position; 
 
c. Estimate of amount and type of direct contact with students in the learning 

process; 
 
d. Statement about the level of responsibility for curriculum and/or instruction; and 
 
e. Rationale for the position to be designated as non-teaching faculty or academic 

supervisor. 
 
4. If a party disagrees with the proposed bargaining unit assignment, that party shall 

notify the other parties within five business days from receipt of the job description. 
 
5. The parties will thereafter meet within ten business days from written notice of such 

disagreement and will discuss and analyze this disagreement by reference to the 
following criteria: 

 
A faculty member is primarily involved with the teaching and learning process that 

directly serves students.   
 
An academic administrator is primarily involved with supervision of faculty members 

and other employees.  An academic administrator generally has a higher level of 
authority than a department chair for hiring, firing and discipline. 

 
6. If the parties are able to resolve the disagreement at this meeting, a joint 

recommendation will be made to the Chancellor.  If the parties are unable to reach 
agreement, each party shall forward their recommendation to the Chancellor.  Any 
recommendation to the Chancellor must be forwarded within ten business days of the 
meeting. 

 
7. The Chancellor will render his/her determination and notify the parties within five 

business days of receiving the recommendation(s). 
 
8. If either party is dissatisfied with the determination of the Chancellor, the 

disagreement will be referred to a mutually selected arbitrator for an expedited 
arbitration.  The parties agree to select an arbitrator and hearing date within thirty 
(30) calendar days of the date of the Chancellor’s determination.  The hearing need 
not be conducted within thirty (30) calendar days. 
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9. The arbitrator’s decision shall not be binding but rather shall be advisory to the 
District’s Board of Trustees, who shall take action upon the advisory decision within 
forty-five (45) calendar days from receipt of the decision. 

 
10. The Teamsters agree to withdraw with prejudice, PERB Case No. LA-CE-4692-E 

immediately upon execution of this Agreement. 
 
11. The parties agree that disputes over classified positions are not a part of this 

Agreement.  The parties also recognize the rights of the Faculty and the Teamsters to 
challenge decisions of the District’s Personnel Commission. 

 
12. The parties agree that this Memorandum of Understanding does not abridge the 

District’s right to “select, direct and control the District’s business operations and 
working force” and to “determine staffing levels and job duties.” 

 
13. All time limits in this Agreement are mandatory and may only be waived by mutual 

written agreement of the parties. 
 
This Agreement will become effective on the date executed by the parties. 
 
 
 
Date: September 8, 2004  
 
 
For the District: 
 

 Signature on File 
Peter Landsberger, Chancellor, Los Angeles Community College District 

 
 
For the Faculty: 

 
 Signature on File 
Carl Friedlander, President, Los Angeles College Faculty Guild, Local 1521 

 
 
For the Teamsters: 
  

 Signature on File 
Charlie Bossler, President, Administrators Association, affiliated with Public, 
Professional and Medical Employees Union, Teamsters Local 911 



DISTINGUISHING CHARACTERISTICS 
SUPERVISORY POSITIONS 

Academic, Classified, and Faculty ISA/CI positions 
Characteristic ISA or CI ACADEMIC SUPERVISOR PROFESSIONAL EXPERT CLASSIFIED SUPERVISOR  

 
SUPERVISION- 
GENERAL LEVEL OF 
RESPONSIBILITY 
 

May supervise some 
people, generally in 
limited areas (e.g. 
department chair). 
May select and evaluate 
faculty 
Nature of the duties 
requires relating to faculty 
as peers. 

Supervision is a basic 
element, usually in 
multiple areas. 
May select and evaluate 
faculty 
 
Nature of the duties 
requires hierarchical 
relationship with faculty. 

Not supervisory: 
-assistance from 
supervisors or managers 
needed to manage program 
area. 
Does not select or evaluate 
faculty. 
 

Responsible for 
supervising other than 
academic employees 
 
Does not select or evaluate 
faculty. 
 
Relationship with staff and 
Management. 

DIRECT SERVICE TO 
STUDENTS (SUCH AS 
TEACHING AND 
COUNSELING) 

Significant regular contact 
with students is indicative 
of faculty status. Activities 
related to learning are 
generally the focus of the 
work 

Service to students is 
generally provided by a 
subordinate professional 
employee. 
 

Project dependent as 
component of larger 
program 

Interact with students to 
carry out college functions, 
i.e. Business Office. 

ACADEMIC AND 
PROFESSIONAL MATTERS 
WITHIN THE DOMAIN OF 
THE ACADEMIC SENATE 
 
*(SEE LIST BELOW) 
 

Responsibilities that relate 
directly to matters within 
the purview of the 
academic senate imply 
faculty status. 

Responsibilities that relate 
to implementation or that 
are limited to guiding and 
assisting faculty in 
carrying out academic and 
professional matters 
implies administrator 
status. 

Often apply since 
curriculum development 
and other programmatic 
concerns are often part of 
the project or program. 

Responsibilities generally 
not in areas that include 
academic and professional 
matters, which signify 
academic positions. 
 

MINIMUM 
QUALIFICATIONS 
REQUIRED 

State Minimum 
Qualifications required for 
selection and appointment 
to the position. 

State Minimum 
Qualifications required for 
selection and appointment 
to the position.  
 

Nature of work determines 
MQ’s 

Classification determines 
MQ’s for the position. 

DURATION OF 
ASSIGNMENT:   
ONGOING OR LIMITED 

Often limited (e.g. 
Accreditation Chair, chair 
of special initiative) 

Generally ongoing Project oriented-limited to 
set timeframe 

Generally ongoing 

STATUS OF VACANCY: 
NEW OR REPLACEMENT 

Selection from faculty as 
need arises 

Open recruitment and 
selection, starts with 
published job description 

Various methods Selection from certified 
lists, which result from 
request to fill 
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DISTINGUISHING CHARACTERISTICS 
SUPERVISORY POSITIONS 

Academic, Classified, and Faculty ISA/CI positions 
 
 
 
*ACADEMIC AND PROFESSIONAL MATTERS means the following policy development and implementation matters: 
 
1. Curriculum, including establishing prerequisites and placing courses within disciplines; 

2. Degree and certificate requirements; 

3. Grading policies; 

4. Educational program development; 

5. Standards or policies regarding student preparation and success; 

6. District and college governance structures, as related to faculty roles; 

7. Faculty roles and involvement in accreditation processes, including self-study and annual reports; 

8. Policies for faculty professional development activities; 

9. Processes for program review; 

10. Processes for institutional planning and budget development; and 

11. Other academic and professional matters as mutually agreed upon between the Board and the academic senate. 
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