
FAQ’s re: 2019 SUCCESSOR LABOR NEGOTIATIONS 

The City’s goal in labor negotiations is to secure long-term health benefits for 
employees, offer a fair wage increase that is within the existing budget, and ensure 

we can deliver critical services to our community now and into the future. 

Link to Labor Update: https://www.oaklandca.gov/documents/2019-labor-
negotiations  

Q. What is the City’s current wage offer? 

A. The City is offering a 4% wage increase over two years (2% in July 2019 and 2% 
in July 2020), plus a 1% revenue trigger bonus in February 2021. 

 IFPTE, Local 21’s current wage proposal is 10.5% over two years (5.5% in July 
2019 and 5% in July 2020). 

 SEIU, Local 1021’s wage proposal is 12-13.5% over three years (4%-4.5% in July 
2019; 4%-4.5% in July 2020; and 4%-4.5% in July 2021). 

 The City reached agreement with IBEW, Local 1245 and CMEA for 4% over two 
years. The City also reached agreement with OPOA for 2.5% over two years and 
2% over one year with IAFF, Local 55.  

Additionally, in the current labor agreements that expire on June 30, the 1% 
revenue trigger was met, and thus, all eligible employees will receive a 1% 
wage increase effective the first pay period after January 1, 2019. 

Q. Is the City offering equity adjustments for employees? 

A. The City commissioned a Compensation Study based on comparable 
jurisdictions analyzing total compensation.  The results of the Study showed 
most benchmark classifications to be above or within market.  The few 
classifications that were below are being considered for equity increases to 
help address market position. The Study can be found attached to this 
document. 

Q. Is the City seeking to increase employee contributions for health insurance? 

A. No.  The City will continue to provide fully paid family health care (Kaiser) at a 
cost of approximately $25,000 per employee per year.  The City will absorb all 
Kaiser rate increases. 

Q. Is the City trying to reduce retiree health benefits? 

https://www.oaklandca.gov/documents/2019-labor-negotiations
https://www.oaklandca.gov/documents/2019-labor-negotiations


A. No.  The City will continue to pay the PEMHCA minimum (currently $136) for 
CalPERS-vested employees plus $425.42 if you retire from the City of Oakland 
with 10+ years of service. 

Q. Is the City increasing employees’ pension contributions? 

A. No. Classic Miscellaneous employees contribute 8% towards their pension and 
the City currently pays 41.1%.   The City’s costs for Miscellaneous pensions are 
projected to increase more than 43% by FY 2023-24.  

Q. Is the City reducing or eliminating pensions? 

A. No.  The City will continue to absorb all pension rate increases. 

Q. Is the City reducing employees’ right to negotiate over pension changes? 

A. No.  The City contracts with CalPERS for pension benefits and CalPERS 
determines which premium pays are considered “pensionable.” The City’s 
proposal to one union states that it defers to CalPERS regulations on what is 
“pensionable.” Other labor agreements already contain this language.  

Q. Is the City proposing to eliminate baby bonding paid leave for Local 21 
members? 

A. No.  The City passed its own proposal early in the negotiations to make baby 
bonding leave an ongoing paid benefit to eligible employees. 

Q. Is the City refusing to provide new mothers with lactation rooms and/or breaks 
for these purposes? 

A. No.  The City maintains two lactation rooms in 150 and 1 Frank Ogawa Plaza.  
The City is also creating a lactation room in 250 Frank Ogawa Plaza.  The City 
also offered to draft a Lactation Policy that would apply to all City employees 
in compliance with state and federal law. 

Q. Is the City reducing paid holidays? 

A. No.  The City wants to swap Admissions Day for Cesar Chavez Day. 

Q. Is the City proposing to limit vacation and sick leave cash out? 



A. No.  The City passed proposals regarding vacation and sick leave cash out 
because of the legal principal called “constructive receipt.” Constructive 
receipt is a tax term that requires individuals to pay taxes on income (including 
vacation and sick leave accruals that have a cash value) despite the fact that it 
has not been physically received.  The City’s proposal is required by the law 
and protects employees from significant tax penalties when they cash in sick 
and vacation leave. 

Q. Is the City eliminating an employee’s ability to cash out sick leave? 

A. No.  The City has not proposed eliminating employees’ ability to cash out sick 
leave.  Instead, and in compliance with constructive receipt principals set forth 
above, employees will be allowed to convert sick leave into vacation leave 
which they can cash out. 

Q. Is the City trying to weaken Civil Service protections for hiring and promotions? 

A. No.  All Civil Service protections for employees will remain – there are no 
proposed changes. The City has identified reasonable hiring efficiencies that 
will save time and reduce bias. The City of Oakland has one of the most 
restrictive certification rules (Rule of Four) for all civil service positions. The 
proposal is to increase the certification rule from 4 ranks to 10 ranks, which 
allows for the department to have a larger hiring pool and reduces bias against 
those who may not test well. The City has also proposed “rule of the list” for 
high-level managers. Expanding the certification rule reflects best practices 
and is an industry norm. 

Q. Is the City refusing to acknowledge or address the vacancy issues? 

A.  The City of Oakland fills the majority of its vacancies with current City 
employees. Since January 2019, approximately 70% of vacancies were filled in 
this manner. The City has implemented hiring process efficiencies but is also 
seeking reasonable rule changes (see above) to help fill vacancies. The City of 
Oakland compares favorably to other jurisdictions in terms of vacancy rates. 
See the recent Staffing Report attached to this document. 

Q. Is the City proposing to cut overtime and call-back pay? 

A. No.  The City passed a proposal re-asserting its practice that overtime be paid 
on actual hours worked in compliance with California and federal law.  As for 
call-back pay, the City submitted a proposal re-asserting its practice that 



allows employees to receive a minimum of 2.5 hours of pay when they are 
called back to the worksite after leaving for the day.  

Q. Is the City proposing to cut premium pay for licensed professionals? 

A. The current Local 21 MOU allows Engineers to receive a 5% premium and 10% 
premium if certain licenses are obtained.  The City has proposed to eliminate 
the 10% premium which only impacts one employee in the entire City.  
However, the City proposed to “grandfather” him in and allow him to continue 
to earn a 10% premium.  All other eligible employees will still receive the 5% 
premium and there is no reduction. 

Q. Is the City proposing to eliminate fair salary-step advancement for employees? 

A. No.  In light of the intense competition for public sector talent, the City seeks 
to provide salary increases at more than one step per year, with City 
Administrator approval, to ensure retention of highly skilled employees. 

Q. Is the City asking for unlimited step increases for employees? 

A. No.  In light of the intense competition for public sector talent, the City seeks 
to provide salary increases at more than one step per year, with City 
Administrator approval, to ensure retention of highly skilled employees. 



Background Data 
The following provides more details and data re: comparable compensation rates, 
vacancy rates, the labor market, recruitment, retention, separation rates, tenure, 
and the financial constraints the City is facing. 

Oakland’s Wage Increases for Non-sworn (Civilian) Employees: 

Over the last four years, City of Oakland has provided 3.5% average wage increase, 
totaling 14% over that time. Oakland is tied with San Jose as the highest wage 
increases.   

Vacancy Rate in Oakland Compared to the Region 

• Oakland’s staff vacancy rate is about 2% below other public agencies in the 
region: 

Jurisdiction

Last 4 years

Avg Total

City of Oakland 3.50% 14.00%

City of San Jose 3.50% 14.00%

San Francisco 3.13% 12.50%

City of Concord 2.88% 11.50%

County of Alameda 2.56% 10.25%

Contra Costa County 2.50% 10.00%

City of San Leandro 2.25% 9.00%

City of Vallejo 1.63% 6.50%

City of Fremont 1.50% 6.00%

City of Alameda 1.50% 6.00%

City of Berkeley 0.75% 3.00%

City of Hayward 0.75% 3.00%

City of Richmond 0.50% 2.00%



  
• Another factor to consider regarding the City’s vacancy rate, is that over the 

past two years, the City has created more than 300 new positions to be filled, 
which accounts for a 6.7% increase in the total workforce. These include 
additional illegal dumping crews, new litter enforcement officers, paving 
crews, and staff for the new Department of Transportation. 

• Hiring has been brisk over the past two years. In 2017 and 2018, the City has 
hired more than 530 full-time employees and approximately 1,000 temporary 
part-time. The latter is typically seasonal assistance and has higher turnover.  

• In November 2014, the City had 3,448 filled budgeted positions. In March 2019, 
that number was 3,810, an increase of 10.5% in filled budgeted positions.  

Tight Labor Market + Low Unemployment = Staff Shortages  

• Oakland’s staffing shortages are not unique in the region, or even the world. 
According to HR Drive:  “It's nearly unanimous in study after study: the 
talent shortage is the top concern for employers across the globe going into 
2019.” 

• Local governments and private-sector companies across the state, nation, and 
globe are facing challenges attracting and retaining qualified employees for 
two key reasons:  historically low unemployment and high demand for talent, 
exacerbated by the effect of an aging workforce. This means competition for 
talent is fierce. 

• Unemployment across the nation is at a 50-year low at 3.8% (latest Bureau of 
Labor Statistics). In California, the unemployment rate is 4.2% (California 
Employment Development Department). For the San Francisco, Oakland and 
Richmond region, the unemployment rate is 2.8%.  

https://www.hrdive.com/news/talent-shortage-emerging-as-a-top-risk-for-organizations/546612/


• These conditions are a significant issue when recruiting for qualified and 
diverse candidates in the public sector and have an impact on the number of 
applications the City is receiving for vacancies.  Several recruitments have 
extended the deadline to apply due to a low number of qualified applicants.  

Recruitment Successes 

In the past several months, HRM has focused on assisting departments hire for hard-
to-recruit positions or positions with a high number of vacancies: 

• Since November 2018, eight (8) Building Inspectors, 45 Police Officer Trainees 
(including 42 in the current class), six (6) Head Start or Early Head Start 
Instructors, and 21 Public Works Maintenance Workers have been hired. 

• The City set forth an aggressive recruitment plan after the passage of Measure 
D (Library tax measure) which has led to 108 positions being filled since 
November 2018.  

• Significantly, the City of Oakland is fully staffed with Police Communication 
Dispatchers, Head Start Instructors and IT professionals.  

The City remains focused on growing its own to fill full-time positions. During the first 
quarter of 2019, nearly 70% of the full-time positions filled were with current City of 
Oakland employees. This helps departments with minimizing training time and 
retaining talent. It also incentivizes staff to seek internal and external training and 
career development opportunities. It should be noted that while internal promotions 
are exceptionally beneficial for the health of our organization and workforce, they 
result in a net-zero gain from the vacancy perspective in that each promotion creates 
another vacancy elsewhere. 

Recruitment Strategies 

The City is employing various strategies to tackle this challenge—some have had 
immediate positive impact, and others will show results over a longer term. For 
example: 

• Improving efficiency:  After a thorough review of the hiring process—which is 
governed by Civil Service Rules, the City Charter, and labor agreements—the 
City reduced the number of steps involved in the process by nearly 40%. This 
streamlining effort has reduced the time it takes to open a recruitment by 
30-45% on average. 

• Filling vacant positions in HR to increase recruitment capacity. 
• Hiring an outside recruitment consultant to add capacity.  
• Conducting continuous recruitments for positions that are difficult to fill. 
• Partnering with SEIU, Local 1021 to allow Public Works and DOT to hire workers 

provisionally while the recruitment and testing process is underway to fill the 
positions permanently. 

Retaining and Developing Existing Employees 



To reduce the overall vacancy rate, City hiring needs to outpace separations. As 
shown in the chart below, over the last five years, the number of hires tracks closely 
to the number of separations, which includes retirements, resignations, terminations 
and other reasons. However, for FY18-19, the number of all separations is projected 
to significantly decrease, from 290 to 199, (31% decrease). 

  
Tenure--According to the Bureau of Labor statistics, the national rate of tenure with a 
public-sector employer is 6.8 years (private sector is 4.2 years), which includes all 
separations. Over the last five years, all separated full-time City of Oakland 
employees average 12.7 years of service with the current fiscal year increasing to 
14.25 years, far surpassing the national average. 

Voluntary Resignation Rates--A typical resignation rate for local government during 
normal economic times ranges between 4.5% to 5.5%. Given the historically low 
unemployment, it would be anticipated that the rate would be significantly higher, 
perhaps 6-8 percent. The rate for non-sworn full-time City of Oakland employees is 
projected to be four percent (4%) this fiscal year. Of those non-public safety 
employees that do resign, they average over 6 years of service.  



  

Compensation Study Highlights 
The City of Oakland surveyed 10 local jurisdictions regarding total compensation 
(wages, retirement, health benefits and allowances):  Alameda County, Berkeley, 
Concord, Contra Costa County, Fremont, Hayward, Richmond, San Francisco, San Jose 
and Vallejo. Premium pays were not included.  

There were over 40 benchmark classifications represented by SEIU, Local 1021 and 
IFPTE, Local 21 that were surveyed. If the classification was within five percent above 
or below the average, it was considered within market. Of the classifications 
surveyed, almost all were within or above market. The few classifications that were 
below are being considered for equity increases to help address market position.  

The State of City’s Finances:  Expenses are Outpacing Revenues 

• While Oakland’s economic growth continues to be stable, expenses are 
projected to increase faster than revenues, at 2-3 times the rate of inflation 
(see recently published Five-Year Forecast). 

• Rising expenses are being driven primarily by rising personnel costs related to 
medical benefits and pensions, and increases to other fixed costs like fuel, 
utilities, and insurance. 

• Looking back over the past seven years, the cost of living has risen by about 
22%, yet the cost of medical benefits have increased 37% and pension rates 
have skyrocketed by 115% in comparison. Despite these steep increases, the 
City has absorbed the rising costs without passing them along to City 
employees. 

  
• These trends are projected to continue into the future, as shown in the figure 

below: 

https://www.oaklandca.gov/documents/fiscal-year-2019-20-to-2023-24-five-year-financial-forecast


!   

• Looking ahead, if no corrective action is taken to balance expenses with 
revenues, the Forecast shows operating deficits in all five years.  

• For FY 2019-20, the shortfall is projected to be $49 million ($24.5 million in 
the General Purpose Fund alone). The five-year average shortfall is $44 million. 

Making the Hard Decisions Now to Secure the Future 

• In addition to the projected shortfalls in the years ahead, current projections 
of the City’s total unfunded liability for retirement benefit obligations—
including CalPERS, retired police and fire, and retiree medical benefits—are 
$2.7 billion. 

• The City must continue to exercise budgetary discipline to secure Oakland’s 
long-term financial health. 

• Our goal in labor negotiations is to secure long-term health benefits for 
employees, offer a fair wage increase that is within the existing budget, and 
ensure we can deliver critical services to our community now and into the 
future. 
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