
























































































































































4. Responsibility/Action 

RESPONSIBILITY ACTION 

STEP1. 
Informal Grievance" 

Issue Conference 
Between Primary 
Supervisor and 
Employee . 

An issue conference between employee and their pnmary supervisor discusses 
the grievance on an informal basis indicating a specific situation, act or acts 
complained of, the inequity or damage suffered, and the relief sought. 
Employee must complete the first section of the Grievance Report Form and 
submit it to the Primary Supervisor within fourteen (14) calendar days of the 
employee becoming reasonably aware of the issue to be resolved. The primary 
supervisor shall give their decision regarding the grievance to the employee 
orally within fourteen (14) calendar days after the issue conference. 

STEP 2 

"Formal Grievance" 

Department Head or 
Designee 

If the employee and primary supervisor cannot reach an agreement as to the 
solution of the informal grievance or the employee has not received a decision, 
the employee or their representative may, within fourteen (14) calendar days 
thereafter, present a formal grievance to their primary supervisor. The primary 
supervisor shall endorse their comments thereon and present the written 
grievance to the Department Head within five (5) calendar days. The 
Department Head shall review and hear the grievance of the employee or by a 
representative designated by the employee and submit their written decision to 
the employee within fourteen (14) calendar days after receiving the grievance. 

STEP 3 

Senior Director or 
Designee 

If the grievance cannot be resolved at the departmental level, or the employee 
has not received a written decision from the Department Head or designee 
within fourteen (14) calendar days, the employee may submit their grievance in 
writing to the Senior Director. The Senior Director will begin the investigation 
with a meeting of the employee and/or their designated representative within 
fourteen (14) calendar days of receipt of the grievance. The Senior Director 
shall submit their written decision to the grievant, their representative and the 
Executive Director within fourteen (14) calendar days of the conclusion of the 
hearing and/or investigation. The Senior Director's decision shall be final, 
unless appealed in the grievance appeal process. 

STEP 4 
Grievance Appeal 
Process 

If the grievance is not resolved, the grievant or their representative may submit 
it to an arbitrator by filing a written request to do so with the Senior Director 
within seven (7) calendar days of reception of the Senior Director's decision. 

a. The District shall request a panel of seven (7) arbitrators from the 
California State Conciliation Service or other mutually agreed upon 
source within five (5) working days of receiving such a request. The 
arbitrator shall be selected to hear the grievance by alternately striking 
names from such a panel beginning with the aggrieved employee. 

b. The arbitrator shall issue subpoenas to compel the attendance of 
witnesses if necessary at the request of either party. 

c. The hearing may be recorded by a certified shorthand reporter or 
tape recorder as agreed by the parties. Expenses for such recording 
shall be borne equally by the District and the employee, provided, 
however, that each shall be responsible for any specialized or 
extraordinary services they might individually request. 

d. In rendering a decision, the arbitrator shall be limited to the express 
terms of the Agreement and shall not have the power to modify, 
amend, or delete any terms or provisions of this Agreement. Failure of 
either party to insist upon compliance with any provision of this 
Agreement at any given time or times under any given sets of 
circumstances shall not operate to waive or modify such provision, or 

Administrative Procedure 128-260- Grievance Procedure 

• Page 2 of 7 

54089 



Forms 

Records 

in any manner whatsoever to render it unenforceable, as to any other 
time or times or as to any other occurrence or occurrences, whether 
the circumstances are or are not, the same. The decision of the 
arbitrator shall be final and binding on the parties. 

The appropriate from for the submittance of grievances shall be on San Diego 
Unified Port District Employee Grievance Form (attached to procedure) 
The Human Resources Department shall maintain a complete copy of the 
resolved grievance submitted by the employee, separate from the personnel 
file. Copies of the above papers shall be given fo the employee and their 
representative. 

5. Document Meta Information 
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San Diego Unified Port District 
Employee Grievance Form 

(see Grievance Procedure Admin Procedure 128 - 260) 

Step 1: Informal Grievance — Priiriary Superv isor /Employee Issue Conference 

Grieving employee to complete the following section and return to the Primary Supervisor 
within fourteen (14) calendar days of the employee becoming reasonably avyare of the issue 
to be resolved. Primary Supervisor has fourteen (14) calendar days from date of Issue 
Conference to respond. 

Employee Name (print): 

Primary Supervisor's Name: 

Date of Situation/Action: 

Employee's Signature: 

Primary Supervisor's Signature: 

Issue Conference Date: 

Date of Supervisor's Response: 

Issue Conference Notes: 

• Grievance Resolved IJ Grievance Forwarded to Next Step 

If not resolved at Step 1, employee must initiate Step 2 within fourteen (14) calendar days after 
the issue conference. Employee is to complete this page and sign the bottom. 

Describe the incident or activity that caused you to be grieved. Give specific details of the 
problem, specify dates, times, places, etc. Attach additional pages if necessary. 

Remedy sought in this grievance? 
Administrative Procedure 128-260- Grievance Procedure 
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Employee's Signature (Grievant): Date Submitted: 

This next section is to be completed by the Primary Supervisor and submitted to the 
Department Head within five (5) calendar days of the receipt of the Step 2 grievance from 
the employee. 

Date Received by Primary Supervisor: Primary Supervisor's Signature: 

Primary Supervisor's Notes: 

Department Head shall review and hear the grievance of the employee or by a representative 
designated by the employee and submit a written decision to the employee with fourteen (14) 
calendar days after receipt-
Date received by Dept: Is this issue(s) grievable? | • Yes a No 

Department Head Response or Decision: 

Date of Dept Head Response/Decision: Department Head Signature: 

• I (grievant) accept grievance resolution. 

Sisnature: 
(Submit copy to Human Resources) 

• I (grievant) reject proposed grievance resolution. 

Si.gnature: 

(Submit to Senior Director within 14 days) 
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If not resolved at Step 2, the Senior Director will begin the investigation with a meeting 
of the employee and/or their designated representative within fourteen (14) calendar 
days of receipt of the grievance. The Senior Director shall submit their written decision 
to the grievant, their representative and the Executive Director with fourteen (14) 
calendar days of the hearing/investigation. 

Date Received by Senior Director: 

Senior Director Response or Decision: 

Date of Senior Director's Response/Decision: Senior Director Signature: 

• I (grievant) accept grievance resolution. 

Signature: 

(Submit copy to Human Resources) 

• I (grievant) reject proposed grievance resolution. 

Signature: 

(Submit to Senior Director within 14 days) 

Step 4: GrievaiideiAppeal Process -Arbitnaitioh 
If not resolved at Step 3, the grievant or their representative may submit a request for an 
arbitrator by filing a written request of intent with the Senior Director within seven (7) calendar 
days of receipt of the Senior Director's decision. Senior Director notifies Director of Human 
Resources to initiate. 
Date Received by Senior Director: Senior Director Signature: 
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SAN DIEGO UNIFIED PORT DISTRICT 

Date: October 21, 2008 

To: All Employees 

From: Bruce B. Hollingsworth, President/CEO 

Subject: Realignment of Organization and Responsibilities 

We have been discussing succession planning for a number of years. In the past year, 
the Executive Leadership Group (ELG) has begun to implement a succession plan and 
realignment of the organization. Dirk Mathiasen's promotion to Vice President was a 
first step in that process. Subsequently, the real estate and maritime departments were 
transferred to Dirk. Similarly, Irene McCormack has assumed the responsibilities for 
intergovernmental affairs from Dan Wilkens and other small changes have occurred. As 
I have stated often times, there would be additional changes to the organization. This 
memorandum is to outline those changes that take effect immediately. 

With three members of the ELG (if you count me) leaving within the next 5 or 6 months, 
we believe it is important to implement these changes now. 

This succession plan has the following objectives: 

1. Provide an early transition to the new organization and responsibilities to 
insure alignment, knowledge transfer, and continuity. 

2. Take advantage of the 3 to 6-month overlap between the time we implement 
the plan, and when Chris and Dan leave. 

3. Implement a plan that minimizes the need for new resources (positions) 
while insuring that the organization is prepared to continue its high performance. 

In our discussions, we took into account span of control (how many direct reports a 
position can effectively handle) when adopting the new organization. 

Some individuals will assume new or broader responsibilities. They were identified as 
key leaders that model constructive culture behavior, have the capacity and capability to 
perform in these new roles, view their team as the "entire" Port team and put the 
organizational good above personal interest Since we have an abundance of 
individuals who exhibit these skills and traits, the selection was not easy. Please join 
me in congratulating Irene McCormack and Karen Porteus as they assume higher level 
positions and Paul Fanfera and Ron Popham, as they assume important new 
responsibilities and roles. 

In addition, the roles and responsibilities of the ELG, Senior Team and Management 
Team are changing. The ELG (President, Port Attorney, Vice Presidents, Assistant 
Port Attorney, Chief Engineer and District Clerk) will focus on cultural, systematic and 
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policy level issues. Their goal will be to lead a high-performance organization through 
mentoring and coaching. The Senior Team which will include the ELG, Assistant Vice 
Presidents and Chief of Harbor Police will focus on implementation of policy and the 
Port's business strategy. The Management Group (ELG, Senior Team and Directors) 
will focus on running the organization's day to day activities including subject matter 
expertise, Board meeting agenda materials, and related matters. Presentations from 
our various Project Teams, where necessary, will occur mostly at Senior Team 
meetings. Some presentations may also occur, as appropriate, at Management Group 
meetings. The goal is to streamline decision-making and eliminate duplication. 

Additionally, we will realign the Vice President Groups moving from four to three in 
number. The approach is to group departments by "like-kind" activities as much as 
possible while taking into consideration span of control (how many direct reports a Vice 
President will have). This results in three main groupings: Administration, Business and 
Technology (lead by the CFO/Treasurer), and Operations, each headed by a Vice 
President who reports to the President and CEO. Also reporting directly to the CEO is 
the District Clerk. I have also created new division heads, entitled "Assistant Vice 
President" (AVP), which will assist the Vice Presidents in the oversight of the 
departrhents within each group. The Senior Director title has been phased out. 

The Chief Engineer and District Clerk, by virtue of the fact that those positions are 
officers of the District as stated in the Port Act, will be members of the ELG. The ELG,. 
AVPs and the Chief of Harbor Police will constitute the Senior Team. The Management 
Group will include, as it always has, the ELG, Senior Team and Department Directors-
and others as designated. 

Change can be threatening or it can be energizing and renewing. I encourage everyone 
to embrace these changes as a time to reinvigorate and renew our commitment to high 
performance, innovation and a world class Port fostering excellence in the public sector. 

r believe this realignment will allow the organization to move to the next level of 
performance particularly given the uncertain,, and perhaps volatile, economic 
environment we are facing. 

The attached organization chart is provided for your ease of understanding the 
realignment of responsibilities and reporting authority. Your Department Head has 
been fully briefed on these changes. 

Should you have any questions of me or members of the ELG, please let us know. 
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Re Memorandum of Understanding -

California Teamsters , Public, Professional 

& Medical Employees Union, Local 911 -

Supervisory Unit 

54C89 

R E S O L U T I O N 2008-157 

W H E R E A S , the Board of Port Commissioners (Board) of the San Diego Unified 

Port District (District) established certain economic terms and condit ions regarding 

District salary and benefit negotiations as to District employees represented by the 

California Teamsters , Public, Professional & Medical Employees Union, Local 911 -

Supervisory Unit (Local 911 - Supervisory Unit) prior to commencement of said 

negotiations; and 

W H E R E A S , District negotiators have met vi^ith representatives of the Local 911 -

Supervisory Unit and reached agreement as to salary and benefit negotiations pursuant to 

direction and negotiat ion guidelines provided by said Board; and 

W H E R E A S , the Executive Director or a designee; Senior Director, Organization 

Effectiveness; Director, H u m a n Resources; Port Attorney or a designee; representatives 

from Local 911 - Supervisory Unit, and all other District personnel, who part icipated in the 

making of the M e m o r a n d u m of Understanding (MOU) between the District and the Local 

911 - Supervisory Unit , do hereby declare and disclose that they had only remote or non-

interests (as those terms are defined by the California Government Code, Section 1091, 

Remote Interest of Officer of Member, and Section 1091.5, Interests not Const i tut ing an 

Interest in a Contract) in said M O U , as District personnel received only salary, per diem, 

.or reimbursement for expenses from the District; and 

W H E R E A S , the Executive Director or a designee; Senior Director, Organization 

Effectiveness; Director, H u m a n Resources; Port Attorney or a designee; representatives 

from Local 911 - Supervisory Unit, and all other District personnel, who part icipated in the 
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2008-157 

making of said MOU, do hereby declare and disclose their remote and non-interests to the 

Board at the time of their consideration of said MOU, and do hereby note those remote 

or non-interests in the official record, N O W , T H E R E F O R E , 

BE IT RESOLVED by the Board of Port Commissioners of the San Diego Unified 

Port District, as follows: 

T h a t the Memorandum of Unders tanding between the San Diego Unified Port 

District and California Teamsters , Public, Professional & Medical Employees Union, 

Local 911 - Supervisory Unit for the term commencing October 1, 2008, and ending 

September 30, 2013, is hereby approved, said M O U is on file in the office of the District 

Clerk. 

A D O P T E D this 2nd day of September , 2008. 

sw 
9 / 2 / 0 8 
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AGENDA ITEM 9 
SAN DIEGO UNIFIED PORT DISTRICT BEFERES^E 

DATE: September 2,2008 5 4 0 8 9 

SUBJECT: RESOLUTIONS AUTHORIZING 
A) MEMORANDUM OF UNDERSTANDING BETWEEN THE SAN 

DIEGO UNIFIED PORT DISTRICT AND THE CALIFORNIA 
TEAMSTERS, PUBLIC, PORFESSIONAL AND MEDICAL 
EMPLOYEES UNION, LOCAL 911, SERVICE, MAINTENANCE, 
OPERATIONS AND CRAFTS UNIT 

B) MEMORANDUM OF UNDERSTANDING BETWEEN THE SAN 
DIEGO UNIFIED PORT DISTRICT AND THE CALIFORNIA 
TEAMSTERS, PUBLIC, PROFESSIONAL AND MEDICAL 
EMPLOYEES UNION, LOCAL 911, SUPERVISORY UNIT 

C) MEMORANDUM OF UNDERSTANDING BETWEEN THE SAN 
DIEGO UNIFIED PORT DISTRICT AND THE CALIFORNIA 
TEAMSTERS, PUBLIC, PROFESSIONAL AND MEDICAL 
EMPLOYEES UNION, LOCAL 911, NON-SWORN SAFETY 
PERSONNEL UNIT 

EXECUTIVE SUMMARY: 

Request that the Board approve the Memoranda of Understanding for the period 
October 1, 2008 through September 30, 2013. 

RECOMMENDATION: 

Adopt a Resolution Authorizing Memoranda of Understanding between the San Diego 
Unified Port District and the California Teamsters, Public, Professional and Medical 
Employees Union, Local 911, Sen/ice Maintenance, Operations and Crafts Unit, 
Supervisory Unit, and the Non-Sworn Safety Personnel Unit. 

FISCAL IMPACT: 

Total cost, including burden, for the five-year agreement is $2,617,515.00. This 
includes alt of the expenses but does not include the potential savings that will be 
derived from a two-tier retirement system. 

DISCUSSION: 

In accordance with the Meyers-Milias-Brown Act (Government Code Section 3500, et 
seq.), the District negotiated with the Service, Maintenance, Operations and Crafts 
bargaining unit, the Supervisory Unit and the Non-Sworn Safety Personnel bargaining 
units represented by the California Teamsters, Public, Professional and Medical 
Employees Union, Local 911 with regard to salary, benefits, and other changes. 

ACTION TAKEN: 09-02-08 - Resolutions 2008-156, 2008-157 and 2008-158 
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AGENDA ITEM 9 
Page 2 of 3 

Through the negotiations process, the District reached tentative agreements with all 
three units. The Teamsters ratified the proposed tentative agreements at a special 
ratification meeting. The term of the agreements is from October 1, 2008 - September 
30, 2013. The following is a summary of the major economics terms and conditions: 

ALL THREE UNITS 

1) Increases as follows: 

a. October 1, 2008 - 3.5% 
b. October 1,2009-3.5% 
c. October 1,2010-4% 
d. October 1,2011 - 4 % 
e. October 1,2012-4.5% 

2) $200.00 Wellness Reimbursement Benefit per employee per salary ordinance 
year. 

3) To enter into discussions to develop a future employee "hybrid retirement plan". 

4) Increase the houriy night premium from $1.20 an hour to $1.50 an hour. 

5) Increase the District's Alternative Transportation/Commuter Pass 
Reimbursement from 75% to 100%. 

SERVICE. MAINTENANCE. OPERATIONS AND CRAFTS UNIT 

1) Place lead classifications into a step range that is 15% above the highest paid 
subordinate classification. 

2) Equity adjustments for Wharfinger classifications as follows: 

a. October 1, 2008 - 3% 
b. October 1,2011 - 3 % 
c. October 1,2012-3% 

3) Increase diving differential from $9.00 to as follows: 

a. 10/01/2011 -$10.00 
b. 10/01/2012-$11.00 
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AGENDA ITEM 9 
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SUPERVISORY UNIT 

1) Place supervisor classifications into a step range that is 15% above the highest 
paid subordinate classification "G' step. 

2) Education Achievement one time, non-pensionable stipend based on the 
following schedule: 

a. P.O.S.T. Intermediate Certificate - $400.00 
b. P.O.S.T. Advanced Certificate - $700.00 

NON-SWORN SAFETY PERSONNEL UNIT 

1) Education Achievement one time, non-pensionable stipend based on the 
following schedule: 

a. P.O.S.T. Intermediate Certificate - $400.00 
b. P.O.S.T. Advanced Certificate - $700.00 

The negotiating employees, including the Executive Director and his designees, and 
Port Attorney and his designees, and negotiators for the bargaining group, have 
declared and disclosed that they had only remote or non-interests (as defined by 
California Government Code, Sections 1091 and 1091.5) pertaining to these labor 
negotiations. 

Port Attorney's Comments: 

The Port Attorney has reviewed and approved the requested documents for form and 
legality. 

Environmental Review: 

This proposed Board action is not subject to CEQA, as amended. 

Equal Opportunity Program: 

Not applicable. 

PREPARED BY: Karen G. Porteous 
Director, Human Resources 
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