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AGENDA 

SACRAMENTO MUNICIPAL UTILITY DISTRICT 
BOARD OF DIRECTORS MEETING 
SMUD HEADQUARTERS BUILDING 

AUDITORIUM – 6201 S STREET 
SACRAMENTO, CALIFORNIA 

March 19, 2026 – 6:00 p.m. 

Virtual Viewing or Attendance: 
Live video streams (view-only) and indexed archives of meetings are available at: 
https://www.smud.org/Corporate/About-us/Company-Information/Board-Meetings/Watch-or-
Listen-online 

Zoom Webinar Link: Join SMUD Board of Directors Meeting Here 
Webinar/Meeting ID: 160 898 6374 
Passcode: 790168 
Phone Dial-in Number: 1-669-254-5252 or 1-833-568-8864 (Toll Free) 

Verbal Public Comment: 
Members of the public may provide verbal public comment by: 
 Completing a sign-up form at the table outside of the meeting room and giving it to 

SMUD Security. 
 Using the “Raise Hand” feature in Zoom (or pressing *9 while dialed into the 

telephone/toll-free number) during the meeting at the time public comment is called. 
Microphones will be enabled for virtual or telephonic attendees when the commenter’s 
name is announced. 

Written Public Comment: 
Members of the public may provide written public comment on a specific agenda item or on 
items not on the agenda (general public comment) by submitting comments via email to 
PublicComment@smud.org or by mailing or bringing physical copies to the meeting.  Email is 
not monitored during the meeting.  Comments will not be read into the record but will be 
provided to the Board and placed into the record of the meeting if received within two hours after 
the meeting ends. 

Call to Order. 
a. Roll Call. 

1. Approval of the Agenda. 

2. Committee Chair Reports. 

a. Committee Chair report of March 11, 2026, Policy Committee 
b. Committee Chair report of March 17, 2026, Finance & Audit Committee 
c. Committee Chair report of March 17, 2026, Energy Resources & Customer Services 

Committee 

https://www.smud.org/Corporate/About-us/Company-Information/Board-Meetings/Watch-or-Listen-online
https://www.smud.org/Corporate/About-us/Company-Information/Board-Meetings/Watch-or-Listen-online
https://smud.zoomgov.com/j/1608986374?pwd=agbNkpEK6IMNcWjzKjCG8eRO4i7Dvl.1
mailto:PublicComment@smud.org


          
   

 
  

 
 

 
 

   
  

 
    

 
  

   
   

   
  

 
 

    
  
   

  
 

 
 

 
 

  
 

   
 

   
 

  
 

  
  

 
 

 
 

 
 
 

Item 5 was reviewed by the March 17, 2026, Finance and Audit Committee. Item 6 was 
reviewed by the March 17, 2026, Energy Resources & Customer Services Committee. 

Comments from the public are welcome when these agenda items are called. 

Consent Calendar: 

3. Approve Board member compensation for service rendered at the request of the Board 
(pursuant to Resolution No. 25-04-02) for the period of February 16, 2026, through 
March 15, 2026. 

4. Approval of the minutes of the meeting of February 19, 2026. 

5. Approve the negotiation and execution of Contract Change No. 5 to Contract No. 
4500120070 with TRC Engineers, Inc., for professional services to administer SMUD’s 
Complete Energy Solutions Program, to extend the contract expiration date by one year 
from February 28, 2027, to February 28, 2028, and to increase the contract not-to-exceed 
amount by $8 million, from $21.67 million to $29.67 million.  Finance and Audit Committee 
3/17.  (Lora Anguay) 

6. Approve the Memorandum of Understanding (MOU) between the Sacramento 
Municipal Utility District and the International Brotherhood of Electrical Workers 
Local Union 1245 (IBEW) for the period January 1, 2026, through December 31, 2028.  
Energy Resources & Customer Services Committee 3/17.  (Jose Bodipo-Memba) 

* * * * * * 

Public Comment: 

7. Items not on the agenda. 

Board and CEO Reports: 

8. Directors' Reports. 

9. President's Report. 

10. CEO's Report. 
a. Board Video 

Summary of Board Direction 

* * * * * * 



 

       
 

     
   

 
 

    
    

 
 

  
   

  
    

  
 

 
    

     
  

 

  

  
 

  

  

  

 
 

  

   
 

 

  

   
 

  

    
  

 

  

  
 

  

  

 
  

 
 

 
 

   

   
 

Date Meeting Location Start Time

Date Location Start Time

Board Committee Meetings and Special Meetings of the Board of Directors are held at the 
SMUD Headquarters Building, 6201 S Street, Sacramento 

March 17, 2026 Finance and Audit Committee and Auditorium* 6:00 p.m. 
Special SMUD Board of Directors 
Meeting 

March 17, 2026 Energy Resources & Customer Auditorium Immediately 
Services Committee and Special following the 
SMUD Board of Directors Meeting Finance and Audit 

Committee and 
Special SMUD 
Board of Directors 
Meeting 
scheduled to 
begin at 6:00 p.m. 

April 7, 2026 Strategic Development Committee Auditorium 6:00 p.m. 
and Special SMUD Board of Directors 
Meeting 

April 8, 2026 Policy Committee and Special SMUD Auditorium 6:00 p.m. 
Board of Directors Meeting 

April 14, 2026 Finance and Audit Committee and Auditorium 6:00 p.m. 
Special SMUD Board of Directors 
Meeting 

April 15, 2026 Energy Resources & Customer Auditorium 6:00 p.m. 
Services Committee and Special 
SMUD Board of Directors Meeting 

* * * * * * * 

Regular Meetings of the Board of Directors are held at the SMUD Headquarters Building, 
6201 S Street, Sacramento 

April 16, 2026 Auditorium* 6:00 p.m. 

*The Auditorium is located in the lobby of the SMUD Headquarters Building, 6201 S Street, Sacramento, California. 

Members of the public shall have up to three (3) minutes to provide public comment on items on the agenda or items 
not on the agenda, but within the jurisdiction of SMUD.  The total time allotted to any individual speaker shall not 
exceed nine (9) minutes. 

Members of the public wishing to inspect public documents related to agenda items may click on the Information 
Packet link for this meeting on the smud.org website or may call 1-916-732-6155 to arrange for inspection of the 
documents at the SMUD Headquarters Building, 6201 S Street, Sacramento, California. 

ADA Accessibility Procedures:  Upon request, SMUD will generally provide appropriate aids and services leading 
to effective communication for qualified persons with disabilities so that they can participate equally in this 
meeting.  If you need a reasonable auxiliary aid or service for effective communication to participate, please email 
Nicole.Looney@smud.org, or contact by phone at 1-916-732-6055, no later than 48 hours before this meeting. 

https://www.smud.org/en/Corporate/About-us/Company-Information/Board-Meetings
mailto:Nicole.Looney@smud.org
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DRAFT 

RESOLUTION NO. ___________ 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

That this Board hereby approves Board member compensation for service 

rendered at the request of the Board (pursuant to Resolution No. 25-04-02) for the 

period of February 16, 2026, through March 15, 2026. 
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DRAFT 

Sacramento, California 

February 19, 2026 

The Board of Directors of the Sacramento Municipal Utility District 

met in regular session simultaneously in the Auditorium of the SMUD 

Headquarters Building at 6201 S Street, Sacramento, and via virtual meeting 

(online) at 6:00 p.m. 

Roll Call:

   Presiding: President Tamayo 

Present: Directors Rose, Fishman, Herber, Kerth, and 
Sanborn

 Absent: Director Bui-Thompson 

Present also were Paul Lau, Chief Executive Officer and General 

Manager; Laura Lewis, Chief Legal & Government Affairs Officer and General 

Counsel and Secretary, other members of SMUD’s executive management; and 

SMUD employees and visitors. 

Director Sanborn shared the 2030 Climate Action Tip. 

President Tamayo called for approval of the agenda.  Vice 

President Kerth moved for approval of the agenda, Director Herber seconded, 

and the agenda was approved by a vote of 6-0, with Director Bui-Thompson 

absent. 

Director Sanborn, Chair, presented the report for the Strategic 

Development Committee meeting held on February 10, 2026. 

Director Rose, Chair, presented the report for the Finance & Audit 

Committee meeting held on February 17, 2026. 

Director Herber, Chair, presented the report for the Policy 

Committee meeting held on February 17, 2026. 

Director Fishman, Vice Chair, presented the report for the Energy 

Resources & Customer Services Committee meeting held on February 18, 2026. 

President Tamayo then called for public comment for items on the 

agenda. 



 

 

 
 

 

  

Written public comment, a copy of which is attached, was received 

from the following member of the public: 

 Sondra Betancourt 

President Tamayo then addressed the Consent Calendar 

consisting of Items 3 through 8.  Director Sanborn moved for approval of the 

Consent Calendar, Director Fishman seconded and thanked staff, both 

management and Organization of SMUD Employees (OSE), for their work in 

coming to agreement for Item 5.  President Tamayo also thanked staff for their 

work through the negotiation process.  Resolution Nos. 26-02-01 through 

26-02-05 were approved by a vote of 6-0, with Director Bui-Thompson absent. 



 

 
 

 
 
 
  

 

 
 

 

   

   

  

   

   

   

   

 
 
  

RESOLUTION NO.  26-02-01 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

That this Board hereby approves Board member compensation for 

service rendered at the request of the Board (pursuant to Resolution No. 

25-04-02) for the period of January 16, 2026, through February 15, 2026. 

Approved: February 19, 2026 

INTRODUCED:  DIRECTOR SANBORN 

SECONDED:  DIRECTOR FISHMAN 

DIRECTOR AYE NO ABSTAIN ABSENT 

TAMAYO X 

ROSE X 

BUI-THOMPSON X 

FISHMAN X 

HERBER X 

KERTH X 

SANBORN X 



 

 
 

 
 

  

 

 
 

 

   

   

  

   

   

   

   

 
 
  

RESOLUTION NO.  26-02-02 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

That this Board hereby approves a Memorandum of 

Understanding between the Sacramento Municipal Utility District and the 

Organization of SMUD Employees (OSE) for the period January 1, 2026, 

through December 31, 2029, substantially in the form set forth in Attachment A 

hereto and made a part hereof. 

Approved: February 19, 2026 

INTRODUCED:  DIRECTOR SANBORN 

SECONDED:  DIRECTOR FISHMAN 

DIRECTOR AYE NO ABSTAIN ABSENT 

TAMAYO X 

ROSE X 

BUI-THOMPSON X 

FISHMAN X 

HERBER X 

KERTH X 

SANBORN X 



 
 

 
 

  

Attachment A 
to Resolution No. 26-02-02 

Memorandum of Understanding 
Between 

Sacramento Municipal Utility District 
And 

Organization of SMUD Employees 

2026 – 2029 
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PREAMBLE 

Pursuant to the requirements of Government Code Section 3500, et seq., representatives of the 
Sacramento Municipal Utility District, hereinafter referred to as “SMUD”, and the Organization 
of SMUD Employees, hereinafter referred to as “the OSE”, have met and conferred in good faith 
with the purpose of promoting harmonious labor relations and establishing and maintaining 
appropriate wages, hours, and other terms and conditions of employment. 

SMUD recognizes the OSE as the exclusive representative of all employees of SMUD who are 
assigned to representation Unit 2, as defined in Board Resolution Number 6441. (A list of Unit 2 
Classifications appears in Appendix B.) The provisions of this Agreement hereinafter set forth 
shall apply to those employees of SMUD for whom the OSE is the established representative. 
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ARTICLE 1 

DEFINITIONS 
1. AGREEMENT 

The terms Agreement and MOU are used interchangeably. 
2. TYPES OF EMPLOYEES 

A. Civil Service Employee 
1) A full-time employee hired pursuant to SMUD Civil Service Rules. 
2) A part-time employee hired prior to July 1, 1991. 

B. Non-Civil Service 
1) A part-time employee regularly scheduled to work twenty (20) or more hours and less 

than forty (40) hours per week (including overtime). 
2) A casual employee as defined by SMUD Civil Service Rules. 
3) A person hired under the Student Employment Program. 
4) A rehired CalPERS annuitant. 
5) A Limited Term Employee. 

C. Full-Time Employee 
A Civil Service or Non-Civil Service employee regularly scheduled to work eighty (80) 
hours in a pay period. 

D. Part-Time Employee 
A Civil Service or Non-Civil Service employee regularly scheduled to work less than 
eighty (80) hours in a pay period (including overtime). 

E. Limited Term 
1) The term “limited term employee” shall have the same meaning as set forth in Public 

Utilities Code §12055 regardless of how such employees are hired, appointed, or 
assigned to classifications, positions, or assignments and without regard to title or 
terminology. 

2) As defined in the Civil Service Rules, a Limited Term employee is a person hired or 
appointed by SMUD to perform the job duties of a job classification for a defined 
time period of not more than two (2) years’ duration. Limited Term appointments 
may be extended for up to two (2) additional years. 

4) Limited term employees are immediately covered by this Agreement. 
5) Limited term employees are “at will” and serve at the pleasure of SMUD. They are 

not covered by SMUD’s Positive Discipline policies, they are not entitled to file 
grievances over disciplinary actions, and they may be terminated with or without 
reason or with or without just cause at any time and without notice. 

F. Non-Represented 

-5-
OSE MOU 2026-2029 



 
          

  
    

 
 

    
  

   
   

  
  

 
   

  

  
  

   

 

1) Contract Employee 
A Contract Employee is a person working at SMUD who does not get paid through 
SMUD’s employee timekeeping system. These workers are placed and paid by a 
temporary employment agency or contractor. A Contract Employee is “at will” and is 
bound by the service contract between SMUD and the Contract Employer. A Contract 
Employee has no entitlements under this Agreement. 

2) Service Fee for Leased Employees 
A Leased Employee is defined as a worker who is placed and paid by a third-party 
employment agency or contractor to do work for SMUD and SMUD controls who, 
when, and how the work is to be done. SMUD agrees to commence paying a service 
fee equal to a monthly OSE employee’s membership dues while a Leased Employee 
is in an OSE position when the Leased Employee has worked continuously at SMUD 
more than three (3) months. The fee will be based on the fifth step of the Leased 
Employee’s pay scale. SMUD will provide OSE with a list of Leased Employees who 
are in OSE positions on a monthly basis. 

3. TERM 
The term of this Agreement: January 1, 2026, through December 31, 2029. 

-6-
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ARTICLE 2 

ORGANIZATION SECURITY 

1. DUES DEDUCTIONS 
A. Employees who voluntarily join the OSE may authorize individual payroll deductions for 

dues, initiation fees, and general assessments, as well as any other membership benefit 
program sponsored by the OSE (hereinafter collectively “dues deductions”). 
The OSE shall be responsible for maintaining records of bargaining unit employees who 
provide written consent to become OSE members and authorize dues deductions. 
The OSE shall certify to SMUD the identity of such members and the amount of the dues 
deductions to be withheld from their paychecks. The OSE is not required to provide a 
copy of an individual authorization to SMUD unless a dispute arises about the existence 
or terms of the authorization. 

B. SMUD shall deduct from the paychecks of each employee who voluntarily authorizes 
dues deductions as certified by the OSE, or pursuant to an authorization form tendered 
to SMUD by the OSE or employee, the total amount of dues certified by the OSE per 
month. SMUD shall promptly remit to the OSE the total amount deducted, together with 
a list identifying each bargaining unit employee from whom a deduction was made from 
their paychecks. 

C. SMUD will implement any start or change to the amount of a bargaining unit employee’s 
payroll deductions during the first full pay period following notification of such change 
by the OSE. 

D. If an employee desires to revoke, cancel or change their dues deduction authorization, 
SMUD shall direct the employee to the OSE. SMUD will rely on all reasonable 
representations from the OSE as to employee authorizations. 

E. Hold Harmless. The OSE shall indemnify, defend, and hold SMUD, its officers, agents 
and employees, harmless against any and all claims, demands, suits, orders, or judgments, 
or other forms of liability (including wages, fines, reasonable attorneys’ fees and 
costs associated therewith) that arise out of or by reason of action taken or not taken 
by SMUD for purposes of complying with any of the dues deduction provisions of 
this MOU. 

F. SMUD shall provide Employee Rosters for Unit 2 employees monthly at the pay cycle 
when union dues are deducted. The Employee Rosters shall be provided as an Excel 
spreadsheet that includes the following information: first and last name, personal mailing 
address, personal telephone number, personal email address, subgroup (full-time, part-
time, limited-term, casual), organizational unit, position title, current salary, position start 
and end date(s), hire and rehire date(s), and SMUD mail stop. 

G. SMUD shall notify the OSE of an employee’s return to paid status within ten (10) 
working days following an unpaid leave of absence in excess of thirty (30) days so the 
OSE may resume collection of OSE dues. 

-7-
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2. OSE RELEASE TIME 
A. Officers and Directors. Once each calendar year during the month of January, the OSE 

shall provide SMUD with a list of the OSE Officers and Directors. In meeting both the 
organizational business needs and the employee representation obligations of the OSE, 
the OSE may allocate release time and OSE duties among these key individuals. 
1) SMUD shall make arrangements to accommodate requests from OSE Officers and 

Directors for a reasonable amount of time off from their regular assignments to attend 
scheduled meetings with SMUD management, participate in SMUD projects, and 
represent bargaining unit employees. Such time off is subject to prior notice and 
approval of the immediate supervisor of the individual making the request. 

2) An OSE representative’s time spent conducting OSE business should be charged to 
the appropriate Work Order Number. 

B. OSE Leave Bank. SMUD and the OSE agree to establish an OSE Leave benefit and 
create an OSE Leave Bank to support it. 
1) OSE Leave is paid leave that may be utilized by OSE members to conduct OSE 

business and/or to attend seminars, conferences, conventions, or other meetings at the 
local, state and national level. An OSE member who is designated by the OSE 
President or, in the President’s absence, the Vice President, may take OSE Leave 
subject to the advance approval of the employee’s immediate supervisor. 

2) To establish and maintain the OSE Leave Bank, a Unit 2 employee may contribute 
some or all of the employee’s accumulated annual leave or compensatory time off to 
the OSE subject to the following conditions: 
a) A Unit 2 employee may contribute to the OSE Leave Bank in one (1) hour 

increments consisting of one (1) or more hours; 
b) When donated, leave shall be credited to the OSE Leave Bank at the current 

hourly rate of the donating employee; 
c) When used, the OSE Leave Bank shall be debited at the current hourly rate of the 

employee using the leave; 
d) The OSE Leave Bank account shall be designated by SMUD and OSE leave taken 

shall be charged to the appropriate Work Order Number. 
3. USE OF SMUD FACILITIES 

A. Bulletin Boards – The OSE shall be provided a reasonable amount of bulletin board space 
in specifically designated areas for posting organization bulletins. The OSE shall be 
responsible for removing out-of-date materials, but SMUD reserves the right to remove 
out-of-date or prohibited material. 
1) The OSE shall provide up to twenty-five (25) bulletin boards to be installed by 

SMUD at mutually agreeable locations. 
B. Inter-Office Mail – The OSE shall be allowed to use SMUD’s inter-office mail to 

communicate with OSE represented employees. 
OSE mail shall be pre-sorted by mail stop.  

-8-
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C. Internal Email – The OSE shall be allowed to use SMUD’s internal email system to 
communicate with OSE represented employees. 

1) The OSE President and Vice President are the only OSE members authorized to use 
SMUD's internal email systems (e.g., Outlook) to send no-reply notices to the OSE 
membership. 

2) Email notices shall not contain any confidential information and shall be in the nature 
of announcements regarding OSE activities (i.e. OSE membership meetings, OSE 
election results, OSE meeting minutes and reports, OSE social events, and OSE 
member participation at community events). 

3) No-reply email notices of any other nature must have approval of the SMUD 
Employee Relations Manager prior to distribution. 

4) Copies of the no-reply notices shall be sent to the SMUD Employee Relations 
Manager at the time of distribution to the OSE membership. 

5) A maximum of 52 no-reply notices may be sent to the OSE membership per calendar 
year, with the understanding that this allowance for OSE no-reply email notices is an 
exception to “acceptable use” under SMUD’s Electronic Information Policy (AP 
05.02.04). This agreement does not preclude compliance with all other provisions of 
this SMUD policy. 

D. Use of Meeting Rooms/Access to Work Locations 
1) SMUD shall make conference rooms available to the OSE, subject only to SMUD’s 

established procedures for the reservation and use of such facilities by SMUD’s 
internal organizational units. 

2) OSE representatives shall be granted reasonable access to work locations to engage in 
those activities necessary to the representation of employees assigned to Unit 2. 

4. UNION BUSINESS LEAVE 
SMUD and the OSE agree to establish an OSE Leave Benefit in addition to the OSE Leave 
Bank. 
A. OSE Leave is leave that may be utilized by OSE members to conduct OSE business 

and/or to attend training, seminars, conferences, conventions, or other meetings at the 
local, state and national level. 

B. Requests for OSE Leave shall be made at least two (2) weeks in advance and shall be 
directed to the Manager, Employee Relations, unless otherwise agreed to between 
SMUD and the OSE.  Such requests shall be made by the OSE President, or in the 
President’s absence, the Vice President. 

C. In an emergency, the Manager, Employee Relations shall have the authority to cancel 
scheduled OSE Leave. 
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D. The OSE shall be reimbursed for any documented expenses and/or loss of money 
resulting from SMUD’s action, provided the OSE informs SMUD of the pending loss at 
the time the OSE is requested to cancel the leave. 

E. Employees utilizing OSE Leave shall remain on SMUD’s payroll and shall continue to 
receive CalPERS contributions and service credit.  Employees on OSE Leave shall suffer 
no loss of compensation, benefits, or loss of seniority. 

F. The OSE shall reimburse SMUD for the employee’s salary and fringe benefits at the then 
current activity rate for their position while the employee is on OSE Leave.  The OSE 
shall provide such reimbursement within thirty (30) calendar days following receipt of 
invoice. 

G. The OSE agrees to indemnify and hold SMUD harmless against any and all liability for 
loss, damage, cost or expense which SMUD may incur by reason of bodily injury, 
including death, to any person or persons or by reason of damage to or destruction of 
property, including the loss of use thereof, arising out of or in any way connected with 
the program described herein, whether or not due in whole or in part to any act, omission 
or negligence of SMUD, active or passive, excepting only such injury, loss or liability as 
may result from the criminal or willful misconduct of SMUD, its agents or employees, 
other than employees participating in this program. 

1) Workers’ Compensation.  Where payments are made to SMUD employees under a 
workers’ compensation or disability benefits law for bodily injury or death arising 
out of or in any way connected with the program described herein, the OSE shall 
make full and complete reimbursement to SMUD to the extent such payment 
increases SMUD’s workers’ compensation or disability benefit costs, whether such 
increase in cost occurs in the form of an increase in premiums or contributions, 
reduction in dividends or premium refunds, or otherwise. 

2) Notice and Defense of Claims.  In the event any claim or demand is made or suit or 
action is filed against SMUD alleging liability for which the OSE shall indemnify 
and hold harmless SMUD under this Section, SMUD shall promptly notify the OSE 
thereof, and the OSE shall bear all costs and expenses, including legal fees, to settle, 
compromise or defend the same in such manner as it, in its sole discretion, deems 
necessary or prudent. 

3) Insurance Representation.  The OSE agrees to carry the amount of self-insurance or 
comprehensive liability insurance, including contractual liability coverage, covering 
the indemnification and defense obligations set forth herein, subject to such types 
and amounts of self-insurance, retentions, or deductibles as are consistent with good 
business practices in the industry.  

5. OSE ACCESS TO NEW EMPLOYEE ORIENTATIONS 
SMUD shall notify the OSE of the time and location of all new employee orientation (NEO) 
meetings at least ten (10) working days prior to the meeting, unless an urgent and 
unforeseeable need for an orientation meeting precludes SMUD from providing such notice. 
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If ten (10) working days advance notice cannot be provided, SMUD shall provide as much 
advance notice as possible. The OSE shall be afforded thirty (30) minutes during the NEO to 
present information about the OSE to new OSE employees. 
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ARTICLE 3 

HOURS OF WORK 

1. BASIC WORK WEEK 
The normal work week consists of seven (7) consecutive twenty-four (24) hour periods 
beginning at 12:00 a.m. on Saturday and ending the following Friday at 11:59 p.m.  Full-time 
employees are regularly scheduled to work forty (40) hours per work week. Part-time 
employees are regularly scheduled to work less than forty (40) hours per work week 
(including overtime). Employees may be required to work overtime to meet the needs of 
SMUD. 

2. WORK SCHEDULES 
A. Normal Work Schedule – The normal work schedule shall be five (5) consecutive eight 

(8) hour work days, Monday through Friday, with an unpaid meal period approximately 
midway through the work day. 

B. Alternate Work Schedules – Alternate work schedules may be made available to 
employees subject to the operational needs of SMUD. Alternate work schedules are as 
follows: 
1) 9/80 Work Schedule 

a) The biweekly work schedule shall consist of eight (8) work days of nine (9) hours 
per day and one (1) work day of eight (8) hours paid at the straight-time rate, with 
an unpaid meal period approximately midway through the work day. Each 
biweekly work period shall include five (5) days off. 

b) Normal days off each biweekly work period are Saturdays, Sundays and one (1) 
alternate day off. SMUD shall determine which days of the week are acceptable 
for use as an alternate day off based on operational requirements. 
(1) Initially, employees within a designated work group shall be allowed to 

request their preferred alternate day off schedule based upon their SMUD 
seniority and subject to SMUD approval. 

(2) When a vacant position is being filled within a designated work group, the 
open alternate day off shall be offered to eligible employees based on their 
SMUD seniority pursuant to Section 2.B.1)b)(1) of this Article. 

c) Work schedules and alternate days off may be changed subject to the following: 
(1) SMUD may change work schedules and/or alternate days off as deemed 

necessary, provided that thirty (30) calendar days written notice is given to the 
affected employee(s). 

(2) Employees may request to change their alternate day off or may request to 
change to a 4/10 work schedule subject to SMUD approval. 

(3) Employees may revert to a 5 day/8 hour per day work schedule at any time 
during the year, provided they give thirty (30) calendar days written notice 
(unless this is waived by SMUD) and receive approval from SMUD. 
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(4) Work schedule and/or alternate day off changes made in accordance with this 
Section shall be for no less than a pay period and shall be subject to the 
provisions of Section 4.C.2 of this Article. 

2) 4/10 Work Schedule 
a) The biweekly work schedule shall consist of eight (8) work days of ten (10) hours 

per day, paid at the straight-time rate with an unpaid meal period approximately 
midway through the work day. Each biweekly work period shall include six (6) 
days off. 

b) Normal days off each biweekly work period are Saturdays, Sundays and one (1) 
alternate day off in each of the two (2) weeks. SMUD shall determine which days 
of the week are acceptable for use as alternate days off based on operational 
requirements. 
(1) Initially, employees within a designated work group shall be allowed to 

request their preferred alternate day off schedule based upon their SMUD 
seniority. 

(2) When a vacant position is being filled within a designated work group, the 
open alternate day off shall be offered to eligible employees based on their 
SMUD seniority subject to Section 2.B.2)b)(1) of this Article. 

c) Work schedules and alternate days off may be changed subject to the following: 
(1) SMUD may change work schedules and/or alternate days off as deemed 
necessary, provided that thirty (30) calendar days written notice is given to the 
affected employee(s). 
(2) Employees may request to change their alternate day off or may request to 
change to a 9/80 work schedule subject to SMUD approval. 
(3) Employees may revert to a 5 day/8 hour per day work schedule at any time 
during the year, provided they give thirty (30) calendar days written notice (unless 
this is waived by SMUD) and receive approval from SMUD. 
(4) Work schedule and/or alternate day off changes made in accordance with this 
section shall be for no less than a pay period and shall be subject to the provisions 
of Section 4.C.2) of this Article. 

3) Participation in Alternate Work Schedules 
a) An employee’s eligibility for participation in an alternate work schedule shall be 

determined by SMUD based on operational requirements. 
b) An employee’s participation in an alternate work schedule is voluntary. 

4) Continuation of Alternate Work Schedules 
It is the intent of SMUD and the OSE to work together to resolve any unforeseen 
problems that may arise regarding the administration of alternate work schedules. The 
9/80 and/or 4/10 alternate work schedule program shall be continued only with 
mutual agreement between SMUD and the OSE. Either party may request in writing 
to discontinue an alternate work schedule.  Absent an agreement to do otherwise, the 
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alternate work schedule shall be terminated thirty (30) calendar days following 
receipt of the written request. 

C. Special Work Schedules – Special work schedules are different from normal or alternate 
work schedules. They include the following: 
1) A schedule that requires employees to work Tuesday through Saturday. 
2) A schedule that requires employees to work one-half day on Saturday with an 

equivalent number of hours off during the same work week. 
3) Other special work schedules may be established by mutual agreement between 

SMUD and the OSE when the work schedules identified in Sections 2.A and 2.B of 
this Article are insufficient to meet established business needs. 

D. Service Dispatchers 
1) Employees assigned to this classification within DSO receive a wage premium, equal 

to 10% of the hourly rate assigned to the top step of the Computer Operator Specialist 
II pay range, applied to all hours worked. 

2) Employees working the relief week can be assigned for the relief of any shift with or 
without advance notice. 

3) These sections do not apply to employees covered in this section: Article 3, Section 
4.C.4, Article 6, Section B, and Article 7, Section 1. 

3. MEAL PERIODS 
Employees shall receive either a one-half (½) hour or one (1) hour meal period 
approximately midway through their regular workday. Except as provided in Section 4.B.3) 
of this Article, meal periods shall be unpaid. 
Employees who are scheduled to work six (6) hours or less are not required to take a meal 
break. 

4. SHIFTS AND START TIMES 
A. Shifts are as follows: 

1) First Shift – Regularly scheduled to begin between the hours of 4:00 a.m. and 
11:59 a.m. 

2) Second Shift – Regularly scheduled to begin between the hours of 12:00 noon and 
7:59 p.m. 

3) Third Shift – Regularly scheduled to begin between the hours of 8:00 p.m. and 
3:59 a.m. 

B. SMUD may establish different shifts when necessary to meet the operational needs of 
SMUD as follows: 
1) Rotating Shift - Requires assigned employees to rotate between two (2) or more 

shifts. 
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2) Emergency Relief Shift - Requires assigned employees to be available for emergency 
relief duty in rotating shifts on any day of the week without advance notice. 
a) Employees assigned to an emergency relief shift normally have a minimum of 

twelve (12) hours off between shifts. 
b) When employees are required to report for duty without twelve (12) hours off 

between shifts, they shall be paid at the applicable overtime rate for any time 
worked within the twelve (12) hour period following the end of their preceding 
work shift. 

3) Special Shift - A work period consisting of an eight (8), nine (9), or ten (10) hour 
work day during which employees are permitted to eat a meal on SMUD time. 

C. Change in Shifts and/or Start Times 
1) Shifts and/or start times shall be established consistent with the normal operation of a 

division or department and shall not be changed arbitrarily. 
2) Subject to applicable overtime policies, shifts and/or start times may be changed as 

deemed necessary by SMUD for reasons including, but not limited to: 
a) Provide better service to customers or other work units; 
b) Stagger working hours to alleviate traffic congestion; 
c) Reflect seasonal changes in daylight hours or temperature conditions; 
d) Provide extended coverage for maintenance testing and operating activities; or 
e) Reflect the desires of employees in a work unit, with supervisory approval. 

3) If an employee’s work shift and/or start time is changed by SMUD for five (5) days 
or more, the employee shall be given at least twenty-four (24) hours advance 
notification. In addition, the employee shall have a minimum of twelve (12) hours off 
between the shifts and/or start time and shall not be required to work more than forty 
(40) hours at the straight-time rate of pay. 
a) If SMUD does not provide an employee with at least twenty-four (24) hours’ 

notice or twelve (12) hours off between shifts and/or start time changes, the 
employee shall receive the applicable overtime rate for those hours worked on the 
first day of the change that encroach upon either the twenty-four (24) hour notice 
or the twelve (12) hour off requirements, whichever is greater. 

b) Overtime and rest period provisions shall apply to the employee’s new shift 
and/or start time. 

4) Shift and/or start time changes of less than five (5) days worked (including Saturday, 
Sunday, and holidays) are not considered an official change in shift and/or start time. 
Employees shall be compensated at the applicable overtime rate for all hours worked 
other than their regular work hours for each work day when the change in shift and/or 
start time is directed by SMUD. 

5) When employees who have been reassigned pursuant to Section 4.C.3) and 4.C.4) of 
this Article are returned to their regularly scheduled work shift and/or start time, they 
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shall be paid at the straight-time rate of pay for work performed during their normal 
work hours subject to the following: 
a) When employees return to their regular work shift and/or start time, they are 

entitled to a minimum of twelve (12) hours off between shifts. 
b) If employees do not get the twelve (12) hours off, they shall be paid the applicable 

overtime rate for any time worked within the twelve (12) hour period following 
the end of their preceding work shift. 

5. MAKE-UP TIME FOR PERSONAL BUSINESS 
The following Make-Up Time for Personal Business Policy shall apply for full-time and 
part-time Unit 2 employees: 
A. Make-up time is a mechanism for full-time and part-time employees to take four (4) 

hours or less time off to attend to the occasional personal obligation or medical 
appointment that the employee is generally not able to complete outside of normal 
business hours.  Make-up time is not intended to substitute for tardiness, to be used in 
conjunction with vacation time off, or to create a permanent work schedule change. The 
daily overtime provisions of this MOU do not apply to approved make-up time worked. 

B. Make-up time must be worked and used in fifteen (15) minute increments and is limited 
to no more than four (4) hours in a work week. Employees working make-up time are 
not authorized to work more than twelve (12) total hours in a day, including regular and 
make-up hours.  (Example:  8 regular hours + 4 make-up hours; 9 regular hours + 3 
make-up hours; and 10 regular hours + 2 make-up hour). 

C. Request Procedure: Employees must provide a signed written request to their supervisor 
for each occasion they want to work make-up time using the Make-Up Time for Personal 
Business Request Form (SMUD-3503).  The request must be made prior to the 
performance of the make-up work.  The request must also include the date and hours the 
employee wants to take off.  Both the make-up hours and time off must be in the same 
work week.  The supervisor may then choose to grant or deny any request to work make-
up time. 
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ARTICLE 4 

WAGES 

1. PAY PERIODS/PAYDAYS 
A. Pay Periods 

1) A pay period for 5/8 and 4/10 work schedules is fourteen (14) consecutive days 
beginning at 12:00 a.m. on Saturday and ending at 11:59 p.m. on Friday. 

2) The pay period for the 9/80 work schedule set forth in Article 3, Section 2.B.1) is the 
fourteen (14) consecutive-day period applicable to the specific 9/80 work schedule 
pattern of an employee. Refer to Appendix A for examples of 9/80 work schedule 
patterns. 

B. Pay Days 
Employees shall be paid on the Friday following the close of the pay period. Paychecks 
normally are distributed on the Thursday preceding payday and dated payday Friday. If 
Thursday is a holiday, paychecks shall be distributed on the preceding Wednesday and 
shall be dated for the Friday of that week. If payday is a holiday, paychecks shall be 
dated and distributed on the preceding Thursday. 

2. ENTRY RATES – NEW EMPLOYEES 
A. New employees normally are placed at the first step or entry-level rate of pay for their 

classification. 
B. Employees who possess exceptional qualifications may be placed at a starting rate that is 

above the first step for their classification, subject to approval by SMUD. The following 
items shall be evaluated when considering an employee for a higher entry-level rate of 
pay: 
1)  The quality and quantity of the employee’s relative work experience. 
2) The wage level and qualifications of other SMUD employees in the same 

classification. 
3) The wage demands of the new employee. 
4) The availability of other qualified applicants. 

3. WAGE SCHEDULE PROGRESSION FOR SLANT LINE/FLEX CLASSIFICATIONS 
When pay grades are designated as Slant Line/Flex classifications, movement to the next 
higher classification within the series is based upon a specified amount of time, as reflected 
in the classification specification, in the lower classification and satisfactory job performance 
as reflected in a completed performance evaluation. 

OSE Slant Line/Flex classifications that existed prior to the 2010 revision of the Civil 
Service Rules are as follows: 

COMPUTER OPERS SPCLST (E) 
COMPUTER OPERS SPCLST (J) 
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CONSTR MGMT INSPCTR I 
CONSTR MGMT INSPCTR II 
DRAFTING TECH I 
DRAFTING TECH II 
DOC RECORDS SPCLST I 
DOC RECORDS SPCLST II 
ENERGY SPECIALIST (E) 
ENERGY SPECIALIST (J) 
ENGINEERING DES I 
ENGINEERING DES II 
ENGINEERING DES III 
ENGINEERING TECH (E) 
ENGINEERING TECH (J) 
GENERATION DES I 
GENERATION DES II 
GENERATION DES III 
LAND AGENT – A 
LAND AGENT – B 
LAND AGENT – C 

OSE Slant Line/Flex classifications created after the 2010 revision of the Civil Service 
Rules are as follows: 

IPPS SPCLST I 
IPPS SPCLST II 
GIS DATA TECH (E) 
GIS DATA TECH (J) 

4. MERIT INCREASES 
Employees within a classification with established pay steps shall be eligible for merit 
increases at specified intervals until they reach the top of their pay grade. Merit increases are 
granted for effective job performance, as reflected in a completed performance evaluation. 
A. Eligibility 

1) Permanent, limited-term full-time and part-time employees assigned to a 
classification with established pay steps shall be considered for merit increases at 
every twenty-six (26) weeks. 

2) Probationary Period – Absences during the probationary period may extend an 
employee’s merit increase eligibility date. If an employee’s probationary period is 
extended, the employee’s merit increase eligibility date also shall be extended by the 
same amount of time. 

3) Leaves of Absence without Pay – A leave of absence without pay in excess of thirty 
(30) calendar days (except military leave) may extend an employee’s merit increase 
eligibility date. 

B. Temporary Appointments 
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Employees who are temporarily appointed to a higher classification shall be eligible for 
merit increases as follows: 
1) Employees who are temporarily appointed to a higher or different classification shall 

continue to earn merit increases as though continuously assigned to their permanent 
classification. 

2) Employees who are assigned to a higher classification through a temporary timecard 
upgrade shall not accrue time toward a merit increase in the higher classification. 

3) Employees who are temporarily appointed to a higher classification by an action in 
Employee Central or comparable document for more than six (6) consecutive months 
shall accrue time toward a merit increase in their higher classification. 

C. Granting Merit Increases 
1) A one-step merit increase shall be effective and initiated automatically on the first 

day of the pay period that includes the merit increase due date unless SMUD 
withholds the increase in accordance with Section 4.D of this Article. 

2) SMUD may grant merit increases of two (2) or more steps to an employee based on 
exceptional job performance. If an employee is granted a merit increase of two (2) or 
more steps, the additional merit increase shall be effective the first day of the pay 
period that includes the merit increase due date. 

D. Withholding Merit Increases 
1) An employee’s merit increase may be withheld for documented unsatisfactory 

progress or job performance, as reflected in a completed performance evaluation. The 
supervisor must discuss the withholding of the merit increase with the employee at 
least ten (10) calendar days prior to the date the merit increase was due. 

2) Once SMUD has determined the employee has corrected unsatisfactory progress or 
job performance, the employee shall be granted the withheld merit increase. 
Normally, an employee shall not be reconsidered for a merit increase for at least six 
(6) months. 

3) When an employee is granted the withheld merit increase, the effective date of the 
merit increase shall establish the eligibility date for the next merit increase. 

4) SMUD’s denial of a merit increase is subject to the grievance procedure contained in 
Article 20 of this Agreement. 

5. WAGE ADJUSTMENTS 
A. Effective the first pay period for the 2026 payroll year, SMUD shall provide a 

wage increase of 3.85% for all Unit 2 classifications. 
B. Effective the first pay period for the 2027 payroll year, SMUD shall provide a 

wage increase of 3.85% for all Unit 2 classifications. 
C. Effective the first pay period for the 2028 payroll year, SMUD shall provide a 

wage increase of 3.85% for all Unit 2 classifications. 
D. Effective the first pay period for the 2029 payroll year, SMUD shall provide a 

wage increase of 3.85% for all Unit 2 classifications. 
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E. Equity Adjustments 
1. Effective the first pay period for the 2026 payroll year, and prior to any general 

wage adjustments, the wage rates for employees in the following job 
classifications, and all classifications related or tied to these classifications (e.g. 
classification series) will be increased to the median as specified below: 

Job Classification 2026 Equity Adjustment 

Engineering Designer 4.7% 

Graphic Designer 4.0% 

Information Technology Technician 17.1% 

Land Agent 15.9% 

2. SMUD and OSE agree to review the following classifications beginning no later 
than June 30, 2026, to determine whether the duties performed by employees are 
sufficiently distinct or unique to warrant the splitting and/or creation of new 
classifications and/or differentiation for purposes of compensation: 

• Customer Services Representative 

• Service Dispatcher 
3. Upon request of OSE the parties agree to meet and confer to determine the 

comparable classifications that will be used in any future salary surveys. 

6. FUTURE SALARY SURVEYS 
SMUD and the OSE agree that the list of agencies/companies contained in Appendix C shall 
be used for Classification and Pay Studies of Unit 2 positions conducted during the term of 
this Agreement, unless the parties mutually agree to modify the list in writing. 
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ARTICLE 5 

OVERTIME 

1. DEFINITION 
Overtime is time worked in excess of the regularly scheduled eight (8), nine (9), or ten (10) 
hour work day or beyond the regularly scheduled work week or time worked on a holiday. 
For purposes of determining overtime compensation, all paid leave hours shall count as hours 
worked. Overtime work requires prior SMUD approval. 

2. DISTRIBUTION OF OVERTIME 
Any employee may be required to work overtime to meet the needs of SMUD. A willingness 
to work overtime when requested is a condition of employment. When permitted by the work 
situation, overtime is distributed as equally as possible subject to the following: 
A. Overtime is first allocated to qualified volunteers within the appropriate classification 

assigned to the applicable work group/division as follows: 
1. Each department that assigns overtime will maintain a list of employees within 

each classification identifying the total number of overtime hours worked and 
turned down by each employee. The list will be ordered from lowest amount of 
overtime worked or turned down to the highest amount of overtime worked or 
turned down. The list will be updated every pay period. 

2. When noticing employees to work overtime, the employee with the lowest 
amount of overtime worked or turned down will be offered the first opportunity to 
work the overtime. 

3. Employees who work or turn down an overtime assignment will be credited with 
the number of overtime hours associated with the assignment. 

4. Subsequent overtime assignments will be offered to the employee with the next 
lowest amount of overtime worked or turned down. 

5. Employees who are off work on leave will not be asked or required to work 
overtime while on leave and will not be credited with turned down overtime hours 
while on leave. 

6. If overtime is needed on a paid holiday, employees who turn down the overtime 
will not be credited with the turned down hours. 

7. Employees who are already scheduled for pre-arranged overtime will not be 
called. 

In the absence of qualified volunteers, the supervisor may either assign employees 
within the applicable work group/division or may seek other volunteers pursuant to 
Sections 2.B and 2.C of this Article. 

B. Overtime is next allocated to qualified volunteers within the classification assigned to 
other work groups/divisions. 

C. Overtime is next allocated to other qualified volunteers. 
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3. ELIGIBILITY 
A. Employees are entitled to overtime compensation as follows: 

1) All full-time employees are eligible to work overtime pursuant to Section 1 of this 
Article. 

2) Part-time employees are eligible for overtime compensation when they work in 
excess of their regularly scheduled work day, provided such work day is eight (8), 
nine (9), or ten (10) hours, or they work more than forty (40) hours in a work week. 
Part-time employees who are regularly scheduled to work less than eight (8) hours in 
a day are not eligible for overtime compensation unless they work in excess of eight 
(8) hours in a workday. 

4. CASH COMPENSATION/COMPENSATORY TIME OFF 
A. Except as otherwise provided herein, all overtime shall be paid in cash at two times (2x) 

the straight time hourly rate of pay. The double time rate of pay also shall apply to 
overtime worked on holidays and is payable in addition to normal holiday pay. 

B. Employees may elect to earn compensatory time off (CTO) in lieu of cash solely at the 
employee’s option. 
1) CTO shall be earned at the rate of two (2) hours accrued for each hour of overtime 

worked. Accumulated CTO may not exceed forty (40) hours. CTO credits that have 
not been used by the end of payroll period 21 shall be paid to the employee on payroll 
period 22 at the employee’s current effective base pay. 
For purposes of this provision, the CTO year shall be the beginning of payroll period 
22 through the end of payroll period 21 of the following year. 

2) CTO may be used in fifteen (15) minute increments and must be exhausted before 
annual leave may be used. Use of CTO shall be at a time approved by SMUD and 
shall not be unreasonably denied. 

5. MINIMUM OVERTIME GUARANTEES 
A. Emergency Call-Out – When employees are called for an emergency, their work time 

will begin at the time they are contacted. For the purpose of this provision, concurrent 
calls or successive calls without a break in work are considered a single call. 
1) Employees who are called for an emergency shall be paid at the overtime rate for the 

actual overtime hours worked, but shall receive a minimum of two (2) hours overtime 
compensation. 

2) If the call-out extends into the employee’s regular work hours, the employee shall 
only be paid at the overtime rate for the actual overtime hours worked. 

3) When an employee is called out to work more than once in a 24-hour period from 
midnight to midnight, the two (2) hour minimum shall be paid only for the first call-
out. For subsequent call-outs, the employee shall be paid at the overtime rate for the 
actual overtime hours worked. 

B. Prearranged Overtime (Overtime Worked on a Non-Scheduled Work Day) − Employees 
who report for prearranged overtime shall be paid a minimum of two (2) hours overtime 
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compensation whether or not they are actually needed. Prearranged overtime may be 
cancelled with one (1) hour advance notice to the employee. 

C. Early Call-In − Employees who are called into work early shall be paid at the overtime 
rate for the actual hours worked during the early call-in. 

6. MAXIMUM OVERTIME ALLOWED 
Employees normally are not allowed to work more than sixteen (16) consecutive hours or 
any combination of sixteen (16) hours within a 24-hour period, except in circumstances 
involving public safety or welfare. When SMUD authorizes work in excess of the above-
described maximums, SMUD shall ensure that an employee is capable of working in a safe 
manner. 

7. REST PERIODS 
A. Employees who work extended overtime following completion of their regularly 

scheduled work day (i.e., overtime worked back-to-back with regularly scheduled hours) 
are entitled to an 8.5 consecutive hour rest period prior to the start of their next regularly 
scheduled work day. Employees who do not receive 8.5 hour rest period prior to the start 
of their next regularly scheduled work day will delay the start time of their next regularly 
scheduled work day by the number of hours necessary to equal an 8.5 hour rest period. 

B. Special Rest Periods – SMUD may approve a special four (4) hour rest period for an 
employee who has worked four (4) or more overtime hours in the eight (8) hours 
immediately preceding their regular start time due to an emergency call-out and the 
timing of the call-out has prevented the employee from getting sufficient rest. 

C. The rest period begins when the employee is released from duty. Employees shall be 
compensated during designated rest periods as follows: 
1) If any part of the rest period falls within the employee’s regular work hours, they 

shall be paid for those hours at the straight-time rate of pay. 
2) Employees shall not be compensated for lunch periods that fall within designated rest 

periods. 
3) If a rest period cannot be provided when due or an employee is required to report to 

work prior to the end of their rest period, the employee shall be paid at the overtime 
rate of pay until the rest period is provided. 

D. When an employee’s rest period ends during their regular work hours, they may report 
for work at any time during their regular work hours or may report to work on their next 
regular work day, subject to SMUD approval. Any time off taken after the employee’s 
rest period ends shall be charged to either CTO, annual leave, or leave without pay. 

8. CHANGES IN MEAL PERIODS 
A. SMUD may alter an employee’s normal meal period for the following reasons: 

1) When work must be performed during a time convenient to the customer; 
2) When work must be performed because of an interruption of utility service or other 

emergency; or, 
3) When work must be performed to eliminate a hazard to life or property. 
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B. If an employee’s normal meal period is altered, but the employee can be given a meal 
period within one (1) hour or less of the normal time, the employee shall not receive 
overtime compensation for the meal period. 

C. If an employee is unable to take a meal period within one (1) hour of their normal meal 
period, the employee shall be paid at the overtime rate for the time worked during the 
employee’s normal meal period. The employee also shall be allowed reasonable time to 
eat a meal on SMUD time. 
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ARTICLE 6 

WAGE PREMIUMS 

1. SHIFT DIFFERENTIAL 
A. Eligibility 

Full-time employees who work the second, third or relief/rotating shift shall be entitled to 
a shift differential wage premium. 

B. Shift Differential Wage Premiums 
1) Second Shift 

Employees who are assigned to work the second shift shall receive a shift differential 
wage premium equal to 6% of the hourly rate assigned to the top step of the 
Computer Operator Specialist II pay range. 

2) Third Shift 
Employees who are assigned to work the third shift shall receive a shift differential 
wage premium equal to 8% of the hourly rate assigned to the top step of the 
Computer Operator Specialist II pay range. 

3) Relief/Rotating Shift 
Employees who are assigned to work relief/rotating shifts shall receive a shift 
differential wage premium equal to 10% of the hourly rate assigned to the top step of 
the Computer Operator Specialist II pay range. 

C. Shift Differential Wage Premium Payments 
1) Any shift differential payable to an employee based upon their regularly scheduled 

hours of work also shall be paid for any time worked immediately before or following 
the employee’s regular work hours. 
Example: If the employee’s regularly scheduled work hours are 3:30 p.m. to 

11:30 p.m. and they work from 3:30 p.m. to 1:30 a.m., the second-shift 
differential wage premium shall be paid for the entire work period. 

2) When an employee is required to work a full, regularly established shift other than 
their own regularly established shift, the employee shall be paid the shift differential 
wage premium that is applicable to the shift in progress at the start of such work. 
Example: If the employee’s regularly scheduled work hours are 3:30 p.m. to 

11:30 p.m. and their hours are changed for one (1) day to the established 
1 a.m. to 9 a.m. shift, the employee shall be paid the third-shift 
differential wage premium for the entire work period. 

3) When an employee who is receiving a shift differential wage premium works 
overtime, the overtime rate of pay also shall be applied to their shift differential wage 
premium. 
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2. TEMPORARY UPGRADES 
SMUD agrees to timecard upgrade a Unit 2 employee when such an employee is directed to 
assume duties and responsibilities of a higher classification. 
Assignments to higher classifications exceeding fifteen (15) working days from the first day 
of the assignment require a temporary upgrade action.  Except as provided in Article 14, 
Section 5 (Training Assignments) of this Agreement, employees shall be paid subject to the 
following: 
A. When an employee receives a temporary timecard upgrade to another Unit 2 

classification, such employee shall be paid at the first step within the higher classification 
that provides a minimum of 2.5% above their current effective base pay. 

B. When an employee receives a temporary timecard upgrade to an exempt classification, 
such employee shall be paid at the first step within the higher classification that provides 
a minimum of 5.0% above their current effective base pay. 

3. FINANCIAL AND SAFETY INCENTIVES 
A. SMUD may periodically institute a financial and/or safety incentive program. SMUD 

shall determine incentive payment amounts and the goals that must be achieved in order 
to qualify for an incentive payment. 

B. An employee shall be eligible to receive financial and safety incentive payments if the 
employee was in a paid status for at least 50% of the period covered by the program. 

C. An employee shall be eligible for a financial incentive payment if SMUD attains its 
financial goals for the period covered by the program. 

D. An employee shall be eligible to receive a safety incentive payment when SMUD attains 
its safety goals and the employee meets the following requirements during the period 
covered by the program: 
1) The employee did not have a lost time accident; and, 
2) The employee has not had a preventable vehicle accident. 

E. SMUD may grant periodic safety recognition and/or safety getaway awards. An 
employee shall be eligible to receive such awards if they meet the following requirements 
during the period covered by the program: 

1) The employee is a permanent employee; 
2) The employee has attended all scheduled safety meetings, or has been excused 

from attending some or all scheduled safety meetings; 
3) The employee has had no preventable vehicle accident or any other accident due 

to a work rule safety violation; 
4) The employee is not on a follow-up drug/alcohol testing program as a result of a 

“for cause” initial screening; and, 
5) The employee is in compliance with any Substance Abuse Rehabilitation Program 

requirements, if applicable. 
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4. NOTIFICATION OF INCENTIVE PROGRAMS 
SMUD shall notify the OSE of all rewards, recognition and incentive programs proposed 
after ratification of this MOU and shall meet and confer prior to implementation of new 
programs, revisions to existing programs, and/or any discussion with Unit 2 employees. All 
rewards recognition and incentive program payments shall comply with the provisions of 29 
C.F.R. § 778.331. 
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ARTICLE 7 

ON-CALL PAY 

1. REGULAR ON-CALL STATUS 
A. Regular On-Call status is defined as a status whereby an employee is required to remain 

fit for duty, be reachable, and readily available to report for work in an emergency 
situation twenty-four (24) hours per day for a specified time period. Regular On-Call 
status will typically span a period of seven (7) consecutive days. 

B. Employees assigned to Regular On-Call status shall be compensated as follows: 
1) An employee who is required to serve in an on-call status shall be compensated at the 

rate of two (2) hours of straight time pay for each day on call. 
2) On-Call compensation shall be paid in addition to any overtime compensation for 

time worked. 
2. SHORT NOTICE ON-CALL STATUS 

A. Short Notice On-Call status is defined as an assignment that is intended to meet short 
term staffing needs during storms, earthquakes and other emergency situations when 
SMUD has determined that the Regular On-Call staffing is inadequate to meet the 
operational (power restoration) needs of SMUD. Short Notice On-Call assignments are 
not expected to last more than six (6) consecutive days. 

B. Employees may be assigned to Short Notice On-Call status as follows: 
1) Employees shall be notified that they are being placed on Short Notice On-Call as 

early as possible but no later than the end of their regular workday. Such assignments 
shall be for one (1) day unless otherwise indicated. 

2) Employees so assigned must provide telephone and/or pager numbers at which they 
may be reached. SMUD shall provide telephones/pagers as needed. 

3) Employees assigned to Short Notice On-Call status shall be expected to remain fit for 
duty, be reachable by telephone or pager, and be available to respond to a call-out in a 
reasonable (i.e., typically within thirty (30) minutes of call-out) amount of time. 

C. Employees assigned to Short Notice On-Call status shall be compensated as follows: 
1) An employee who is required to serve in a Short Notice On-Call status shall be 

compensated for two (2) hours of pay at the regular straight time rate of pay for each 
day so assigned. 

2) Short Notice On-Call compensation shall be paid in addition to any overtime 
compensation for time worked. 
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ARTICLE 8 

HOLIDAYS 

1. AUTHORIZED HOLIDAYS 
A. Regular Holidays 

SMUD guarantees eligible employees the following nine (9) Regular Holidays: New 
Year's Day (January 1); Martin Luther King, Jr. Day (the third Monday in January); 
President’s Day (the third Monday in February); Memorial Day (the last Monday in 
May); Independence Day (July 4); Labor Day (the first Monday in September); 
Thanksgiving Day (the last Thursday in November); the Friday after Thanksgiving; and 
Christmas Day (December 25). 

B. Floating Holidays 
In addition, Full-Time and Part-Time employees with six (6) or more months of 
continuous service shall receive floating holidays according to the following schedule: 
May 1, July 1, September 1, and November 1.  Each floating holiday is administered as 
eight (8) additional hours of annual leave for Full-Time employees and four (4) 
additional hours of annual leave for Part-Time employees and may be carried over from 
year to year in the same manner and with the same limits as accumulated annual leave. 
SMUD shall approve the use of a floating holiday, or a day of annual leave for any Unit 2 
employee who has served in the armed forces of the United States, or their allies, and 
who wishes to observe the (November 11) Veteran’s Day Holiday. 

C. Special Holidays (Christmas Eve - New Year’s Eve) 
SMUD may authorize additional time off for eligible employees on either Christmas Eve 
or New Year’s Eve. Such time off shall be designated as a Special Holiday. 

D. Holidays Observed 
When a SMUD observed holiday falls on a Saturday, SMUD shall observe the holiday on 
the preceding Friday. When a holiday falls on a Sunday, SMUD shall observe the holiday 
on the following Monday. 

2. HOLIDAY PAY 
A. Eligibility 

1)  Full-Time Employees 
Full-time employees must be in a paid status for the entire work day immediately 
prior to or immediately following a holiday to be eligible for holiday pay. 

2) Part-Time Employees 
Part-time employees who are regularly scheduled to work twenty (20) or more hours 
and less than forty (40) hours per week (including overtime) are eligible for holiday 
pay as follows: 
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a) On each holiday, four (4) hours of holiday pay shall be credited to the employee, 
whether or not they are scheduled to work that day. 

B. Regular Holiday Pay 
1) When a holiday falls on an employee's regularly scheduled workday, the employee 

will be given the day off and will be compensated for the number of hours the 
employee is regularly scheduled to work on that day. When a holiday is observed on 
an employee's regular day off, the employee is credited with 8 hours of annual leave. 

2) When an employee is assigned to an Alternate Work Schedule and a regular holiday 
falls on their regularly scheduled work day, the employee shall be given the day off 
and shall be compensated for the number of hours (8, 9, or 10) they were regularly 
scheduled to work. If the holiday is observed on an employee's alternate day off, the 
employee shall be credited with eight (8) hours of annual leave. 

3) When an employee is assigned to a Special Work Schedule and the holiday is 
observed on their regular day off, SMUD shall have the option to either grant the 
employee another work day off with pay or pay the employee one (1) day of 
additional pay at the straight time rate of pay. 
a) If an employee is regularly assigned to a schedule in which Monday is a non-work 

day (not a rotating shift employee), holidays are treated as follows: 
(1) When the holiday falls on a Monday, the affected employee shall observe the 

holiday on the following Tuesday. 
(2) When the holiday falls on a Sunday, the affected employee shall observe the 

holiday on the preceding Saturday. 
b) In the event an employee is simultaneously assigned to a Special Work Schedule 

and an Alternate Work Schedule, such employee shall be compensated for the 
number of hours (8, 9, or 10) they were regularly scheduled to work on the 
holiday. If the holiday is observed on the employee’s alternate day off, the 
employee shall be credited with eight (8) hours of annual leave. 

4) Employees who work on a holiday shall be paid at the overtime rate of pay for the 
hours worked in addition to holiday pay as specified above. 

C. Special Holiday Pay (Christmas Eve - New Year’s Eve) 
1) When granted by the CEO/General Manager, full-time and limited-term employees 

are eligible for four (4) hours of leave and part-time employees are eligible for two 
(2) hours of leave. Casual employees are not entitled to special holiday pay. 

2) When an employee is required to work on Christmas Eve, they shall be given an 
equivalent amount of time off on New Year's Eve. 

3) If an employee cannot be granted time off on either Christmas Eve or New Year’s 
Eve, they shall be given an additional amount of straight-time pay equal to the 
number of hours off granted to other employees. 

4) In lieu of additional Special Holiday Pay, an employee may choose to be credited 
with the equivalent amount of annual leave. 
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5) If the day designated as a Special Holiday falls on an employee’s alternate day off, 
the employee shall be credited with an equivalent amount of annual leave. 
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ARTICLE 9 

BENEFITS 

A. ELIGIBILITY 
A. Full-Time and Part-Time Unit 2 employees are eligible to participate in health and 

welfare benefit plans provided by SMUD. Specifically excluded are: 
1) Casual employees scheduled to work less than twenty (20) hours per week. 
2) Student Employment Program participants. 
3) Rehired CalPERS Annuitants. 
4) Contract employees. 

B. Benefits for Limited Term employees are listed in Appendix E of this Agreement. 
C. Domestic Partner Coverage 

Employees in registered, same-sex domestic partnerships or domestic partnerships are 
eligible to enroll their domestic partner and their eligible dependent children for medical 
coverage as described below: 
1) SMUD’s contribution for all employees and retirees with registered domestic partners 

and their dependents shall be the same as all current benefit contribution formulas for 
employees and retirees that currently cover dependents. 

2) The employee contribution shall be the same as current employees who add 
dependents. Employee contributions for registered domestic partners and their 
dependent children may be deducted on an “after-tax” basis subject to all applicable 
federal and state statutes and Internal Revenue Code requirements. 

3) All participants and eligible dependents must meet the same eligibility requirements 
as other eligible participants and dependents as stipulated in SMUD’s policies and in 
accordance with SMUD’s health plan contracts. 

D. Eligible employees who retire are entitled to enroll in the medical and dental benefit 
programs at the time of their retirement. 

B. HEALTH INSURANCE 
A. SMUD will provide the following medical plan options to all eligible Unit 2 employees: 

 High Premium HMO 
 Low Premium HMO 
 High Deductible Health Plan (HDHP) with Health Savings Account (HSA) 
 PPO Medical Plan (closed to new enrollees) 

Eligible Fresh Pond Unit 2 employees may use the EC-OC (zip code 95827) as their 
primary place of work when enrolling in a SMUD HMO medical plan option if needed. 
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The maximum medical co-payments under the High Premium HMO plans will be as 
follows: 

Services Co-payment Maximums 
Physician’s Office $45 
Vision and Hearing $45 
Surgery Outpatient $45 
Emergency Room $155 
Hospitalization $250 
Chiropractic Service $45 
Mandatory Generic $25 
Brand Name $65 
Mail Order 100 day supply- 2 co-payments 

Employees should refer to the OSE Benefits Guide Book each year for the specific dollar 
amounts for medical co-pays under the High and Low Premium HMO Plans. 

B. Employee Medical Insurance Plan Premium Contributions 

1) Effective January 1, 2022, Unit 2 Full-Time employees enrolled in SMUD medical 
plans will contribute a premium cost share as follows: 

 HMO plans: 12.5% 
 High Deductible Heath Plan (HDHP) plans: 6% 
 PPO plan (closed to new enrollees): 30% 

2) SMUD will provide Unit 2 employees enrolled in the HDHP medical plan with an 
annual contribution to a Health Savings Account (HSA) on January 1 of each year, as 
follows: 

$1200 (employee only) or $2,400 (employee with covered dependent{s}). 

SMUD will pay any administrative fees attributed to the HSA while employed at 
SMUD. The annual contribution amount to the HSA will be front loaded and 
employees will be allowed to contribute pre-tax dollars each year up to the IRS-
allowed maximum for the term of this MOU. 

Unit 2 employees enrolled in the HDHP Plan will also be enrolled in Accident and 
Critical Illness Insurance Plans.  Premiums for these plans will be paid by SMUD. 

3) Limited-Term and Part-Time employees enrolled in SMUD HMO medical plans will 
contribute 17.5% as the employee premium cost share and for those enrolled in a 
PPO plan, they will contribute 30% as the employee premium cost share. 

4) All Unit 2 employee premium contributions shall be as pre-tax payroll deductions. 
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5) Employees who participate in SMUD’s Health Assessment Program (HAP) and fulfill 
the program requirements will receive a lump-sum payment of $180 paid in the last 
period of the payroll year. All employees will be granted time, while on duty, to 
participate in the health assessment portion of the program. This time must be 
scheduled in advance, with supervisory approval. Additional HAP requirements must 
be completed on the employee’s own time. 

6) These contributions shall not change during the life of the contract unless the parties 
mutually agree to do so in writing. 

7) SMUD and the OSE shall establish and participate in a Health & Welfare Advisory 
Committee for the purpose of cooperatively discussing and exploring various 
insurance providers, insurance plans, and creative designs to maximize optimal use of 
healthcare resources 

The Health & Welfare Advisory Committee memberships all consist of a minimum of 
two (2) and a maximum of four (4) representatives each from SMUD and the OSE. 
By mutual agreement, the Health & Welfare Advisory Committee may also include 
an equal number of representatives from the IBEW. 

The Health & Welfare Advisory Committee will meet on at least a quarterly basis 
(more often by mutual consent).  The Committee may participate in the Request for 
Proposal (“RFP”) processes involving healthcare. The Committee may also review 
current healthcare benefits and submit a recommendation regarding such benefits 
when a majority of the Committee membership agrees on a recommendation. The 
recommendation shall be presented directly to either the Director, People Services & 
Strategies or the Chief Workforce Officer, as appropriate. 

Each party shall designate one representative to be its Chair. The respective Chairs 
are responsible for the conduct and decorum of meetings. The respective Chairs shall 
jointly determine the date, time, anticipated duration and location of Health & 
Welfare Advisory Committee meetings. They will exchange and discuss prospective 
agenda items at least two weeks in advance of a committee meeting and set the order 
of the agenda topics at that time. Additional topics for discussion may be added to the 
agenda later by mutual consent of the Chairs. Meetings will follow the agenda 
developed in advance. The parties may also mutually agree upon additional meetings. 
In addition, the respective Chairs are responsible for maintaining open lines of 
communication between Committee meetings to exchange information on new or 
developing issues, discuss the progress of Committee business, and plan for 
forthcoming meetings. 

The respective Chairs shall determine the method and person responsible for the 
recording of the minutes of the meeting. The minutes of meetings will summarize the 
discussion that occurred and any recommendations to which a majority of the 
committee members agree and be signed by the respective Chairs of the Health & 
Welfare Advisory Committee meetings. The minutes of the meetings will not be 
introduced into any grievance hearing. 
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The parties agree that when an issue is unresolvable or unable to be redirected to 
another forum, and that, after a minimum of three attempts, there is no purpose to be 
gained by further discussion, the parties will agree to disagree and cease discussion of 
the issue. 

8) Medical/Dental/Vision Opt-Out 

Employees who opt out of SMUD medical insurance will receive a monthly cash 
payment of $200 (reportable as taxable income). To be eligible the employee must 
provide evidence of other medical insurance outside of SMUD. Employees who 
previously opted out of SMUD medical insurance, and are covered under a SMUD 
plan, will continue to be eligible for the opt-out payment, so long as there is no break 
in receiving the opt-out payment. Employees who opt out of dental and/or vision 
coverage will receive a monthly cash payment of $15 for dental and $5 for vision 
(reportable as taxable income). 

C. Agreement to Meet and Confer 
Either SMUD or OSE may request to meet and confer regarding health care coverage 
during the term of this agreement. SMUD may re-open negotiations on the subject of the 
Affordable Care Act (ACA) or its impacts. If, during the term of the MOU, the legal 
requirements of the ACA have an impact on SMUD rights and obligations regarding 
health benefits for OSE employees (e.g. the Cadillac Tax), SMUD and the Union agree to 
re-open Article 9 Benefits, in order to meet and confer over such impacts. 

D. Retiree Medical Plan Contributions 
Employees who retire with the equivalent of five (5) years of continuous SMUD service 
immediately prior to their retirement shall be eligible to participate in SMUD-sponsored 
medical plans and shall be entitled to SMUD premium contributions as described below. 
Employees who are terminated for cause are not eligible to participate in SMUD-
sponsored medical plans (except to the extent permitted by COBRA or similar state or 
federal law) and shall not be entitled to SMUD premium contributions. 

SMUD’s percentage of contribution toward the medical insurance premiums in effect at 
the time of retirement shall remain constant throughout retirement for all tiers of retiree 
medical benefits. Every January 1, SMUD will recalculate the dollar amount of their 
contribution to reflect any changes in the medical premium rates. 

TIER 1 
For employees hired prior to July 1, 1991, SMUD shall contribute one hundred percent 
(100%) of the retiree-only portion of the monthly premium for all SMUD-sponsored 
medical insurance plans. 

For all dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium when the retiree 
selects one of the two (2) lowest cost health insurance plans or 85% of the percentage it 
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contributes for the retiree’s medical insurance premium when the retiree selects any other 
SMUD-sponsored health plans. 

TIER 2 
For employees hired on or after July 1, 1991, and before January 1, 2006, with 
continuous SMUD service and who retire from SMUD, SMUD shall contribute up to one 
hundred percent (100%) of the retiree-only portion of the monthly premium for all 
SMUD-sponsored medical insurance plans according to the Tier 2 schedule. 

For all dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) when the retiree selects one of the two (2) lowest cost health insurance plans or 
85% of the percentage it contributes for the retiree’s medical insurance premium (based 
on the Tier schedule) when the retiree selects any other SMUD-sponsored health plans. 

Tier 2 retirees shall receive SMUD-provided medical insurance premium contributions 
according to the following schedule: 

Retiree’s Years 
of 

Continuous 
SMUD Service 

Percent (%) of 
SMUD 

Contribution for 
Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 2 
lowest cost plans 

Percent (%) of 
SMUD Contribution 

for Dependent(s) for all 
other SMUD-sponsored 

plans 
Less than 10 0 0 0 

10 50 45 42.5 
11 55 49.5 46.75 
12 60 54 51 
13 65 58.5 55.25 
14 70 63 59.5 
15 75 67.5 63.75 
16 80 72 68 
17 85 76.5 72.25 
18 90 81 76.5 
19 95 85.5 80.75 
20 100 90 85 

TIER 3 
For employees hired on or after January 1, 2006, and before January 1, 2018, with 
continuous SMUD service and who retire from SMUD prior to the age at which they are 
Medicare-eligible or age 65, SMUD shall contribute up to seventy-five percent (75%) of 
the retiree-only portion of the monthly medical insurance premium for all SMUD-
sponsored medical insurance plans according to the Tier 3 schedule. 

For employees hired on or after January 1, 2006, and before January 1, 2018, with 25 
years or more of continuous SMUD service, who retire after the age at which they reach 
Medicare eligibility or age 65, SMUD shall contribute 100% of the retiree-only portion of 
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the monthly medical insurance premium for all SMUD-sponsored Medicare Advantage 
health plans. 

For all dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) when the retiree selects one of the two (2) lowest cost health insurance plans or 
85% of the percentage it contributes for the retiree’s medical insurance premium (based 
on the Tier schedule) when the retiree selects any other SMUD-sponsored health plans. 

Tier 3 retirees shall receive SMUD-provided medical insurance premium contributions 
according to the following schedule: 

Retiree’s Years 
of 

Continuous 
SMUD Service 

Percent (%) of 
SMUD 

Contribution for 
Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 2 
lowest cost plans 

Percent (%) of 
SMUD Contribution 

for Dependent(s) for all 
other SMUD-

sponsored plans 
Less than 10 0 0 0 

10 25 22.5 21.25 
11 27.5 24.75 23.38 
12 30 27 25.5 
13 32.5 29.25 27.63 
14 35 31.5 29.75 
15 37.5 33.75 31.88 
16 40 36 34 
17 42.5 38.25 36.13 
18 45 40.5 38.25 
19 47.5 42.75 40.38 
20 50 45 42.5 
21 55 49.5 46.75 
22 60 54 51 
23 65 58.5 55.25 
24 70 63 59.5 
25 75 67.5 63.75 

TIER 4 
For employees hired on or after January 1, 2018, with continuous SMUD service and 
who retire from SMUD, SMUD shall contribute up to fifty percent (50%) of the retiree-
only portion of the medical insurance premium for all SMUD-sponsored medical 
insurance plans according to the Tier 4 schedule. 

For all dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) when the retiree selects one of the two (2) lowest cost health insurance plans or 
85% of the percentage it contributes for the retiree’s medical insurance premium (based 
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on the Tier schedule) when the retiree selects any for all other SMUD-sponsored health 
plans. 

Tier 4 retirees shall receive SMUD-provided retiree medical insurance premium 
contributions according to the following schedule: 

Retiree’s Years 
of 

Continuous 
SMUD Service 

Percent (%) of 
SMUD 

Contribution for 
Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 2 
lowest cost plans 

Percent (%) of 
SMUD Contribution 

for Dependent(s) for all 
other SMUD-sponsored 

plans 
Less than 15 0 0 0 

15 25 22.5 21.25 
16 27.5 24.75 23.38 
17 30 27 25.5 
18 32.5 29.25 27.63 
19 35 31.5 29.75 
20 37.5 33.75 31.88 
21 40 36 34 
22 42.5 38.25 36.13 
23 45 40.5 38.25 
24 47.5 42.75 40.38 
25 50 45 42.5 

C. DENTAL PLAN 
A. SMUD shall provide dental and orthodontic coverage and services to eligible employees 

and their dependents pursuant to the provisions of the SMUD Employee Dental Plan. The 
maximum benefit per year remains at $1,500 per person. 
1)  SMUD shall cover 100% of the premium for the SMUD Traditional Plan for each 

Full-Time employee. 
2)  Eligible OSE Part-Time (regularly scheduled to work 20 or more hours and less than 

40 hours per week {including overtime}) and Limited-Term employees enrolled in 
the SMUD Traditional Plan shall contribute a premium cost share of 15%. 

3) Eligible OSE employees have the ability to select a buy-up plan with the additional 
cost being borne by the OSE employee. 

B.  SMUD contributions for retirees: 
Employees who retire with the equivalent of five (5) years of continuous SMUD service 
immediately prior to their retirement shall be entitled to participate in the retiree dental 
program and receive the same dental benefits provided to active employees at SMUD’s 
expense. Employees who are terminated for cause are not eligible to participate in 
SMUD-sponsored dental plans (except to the extent permitted by COBRA or similar state 
or federal law) and shall not be entitled to SMUD premium contributions. 

D. VISION PLAN 
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A. SMUD shall provide vision coverage to eligible employees and their dependents 
pursuant to SMUD’s existing contract with Vision Service Plan. 
1) SMUD shall cover 100% of the premium for the SMUD Traditional Plan for each 

eligible Full-Time employee. 
2) Eligible OSE Part-Time (regularly scheduled to work 20 or more hours and less than 

40 hours per week {including overtime}) and Limited-Term employees enrolled in 
the SMUD Traditional Plan shall contribute a premium cost share of 15%. 

3) Eligible OSE employees have the ability select a buy-up plan with the additional cost 
being borne by the OSE employee. 

E. LIFE INSURANCE PLAN 
A. SMUD shall continue to provide life insurance coverage to eligible employees as follows: 

1) SMUD shall contribute 100% of the premium cost for life insurance coverage equal 
to the annual base pay rounded up to the nearest $5,000 for each Full-Time employee. 

2) Employee life insurance coverage is based on the amount of an employee’s annual 
base pay (rounded to the nearest $5,000) effective September 30 of the previous year. 
SMUD pays the full cost of life insurance premiums for coverage up to one time (1x) 
annual base pay. Employees can purchase additional coverage with the cost for this 
additional coverage entirely borne by the employee.  This additional coverage is 
subject to the carrier’s qualifications, limitations, and restrictions. Employees can 
choose additional coverage of either one time (1x), two times (2x), or three times (3x) 
their annual base pay for a total of four times (4x) their annual base pay up to the 
maximum coverage limit. 

3) For Part-Time employees, the base pay for computing life insurance cost and 
coverage amounts is 50% of the equivalent salary (rounded up to the nearest $5,000) 
for a Full-Time employee. 

B. Subject to the carrier’s qualifications, limitations, and restrictions, eligible employees 
may purchase life insurance coverage for their dependents as follows: 
1) Employees can elect coverage for their spouse of $25,000 or up to 50% of the amount 

they have chosen through the employee life insurance plan. 
2) Employees can elect coverage for their eligible dependent children in the amount of: 

$2,500, $5,000, $7,500 or $10,000. 

6. LONG-TERM DISABILITY PLAN 
A. SMUD shall provide Long-Term Disability coverage to eligible employees pursuant to 

the provisions of SMUD’s Long-Term Disability Plan. 
1) SMUD shall pay 100% of the cost for the basic Long-Term Disability Plan for each 

eligible Unit 2 employee. 
2) Eligible employees may purchase additional long-term disability coverage pursuant to 

the provisions of SMUD’s Long-Term Disability Plan. 
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3) For eligible part-time employees, both costs and benefits are calculated pursuant to 
the provisions of SMUD’s Long-Term Disability Plan, as described in the flexible 
benefit plan documents. 

7. SHORT-TERM DISABILITY INSURANCE 
SMUD shall provide short-term disability coverage to eligible employees pursuant to the 
provisions of SMUD’s Short-Term Disability Insurance Plan. The employee shall pay 100% 
of the cost of short-term disability coverage. 

8. FLEXIBLE BENEFITS PLAN 
A. SMUD shall provide eligible employees a flexible benefits plan pursuant to Section 125, 

of the Internal Revenue Code. The flexible benefits plan shall, at a minimum, include the 
following pre-tax dollar accounts: medical; dental; vision; long-term disability (high 
option); short-term disability; employee life insurance; dependent care reimbursement 
account; and, health care reimbursement account. 
1) Employees enrolled in the dependent care reimbursement account and/or health care 

reimbursement account shall be charged a monthly administration fee as determined 
by the plan administrator. 

B. All contributions made by SMUD on behalf of eligible employees and their dependents 
pursuant to Sections 1 through 7 of this Article shall be deposited into the employee’s 
flexible benefits account as flex credits. 
1) Each employee may allocate their flex credits subject to the following: 

a) Except as provided below, employees must purchase medical, dental, vision, and 
basic long-term disability plan coverage. 

b) Employees who can provide proof of alternative medical, dental or vision 
coverage will be given their flex credits in cash. For the purpose of this paragraph, 
one (1) flex credit is equal to one (1) dollar. 

C. If the monthly total of the pre-tax options selected by an employee exceeds their available 
flex credits, the difference shall be paid by the employee on a monthly basis in the form 
of a pre-tax payroll deduction. 

D. If the monthly total of the pre-tax options selected by an employee is less than their 
available flex credits, the difference shall be paid to the employee on a monthly basis as 
additional taxable income. 

9. EXTENDED COMPENSATION 
A. If an employee is temporarily disabled due to an on-the-job injury or illness, SMUD shall 

offer extended compensation to supplement their temporary disability payments, in lieu 
of sick/annual leave supplement pursuant to Article 11, Section 2, Sick Leave Usage, of 
this Agreement, based upon the employee’s request. 
1) Such extended compensation shall be sufficient to ensure that the employee shall 

receive 85% of their basic wage, less the amount of any temporary disability 
payment. 
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2) Extended compensation is paid as an advance against any future permanent disability 
award. 

10. DEFERRED COMPENSATION PLANS 
A. SMUD shall make an IRC Section 401(k) Savings Plan and a Section 457(b) Deferred 

Compensation Plan available to eligible employees. Participation in the Deferred 
Compensation Plans shall be voluntary and the participants pay all program costs. 

B. Deferred Compensation Direct Contributions 
1) SMUD shall make direct contributions to the 401(k) accounts of all eligible Unit 2 

employees’ 401(k) accounts according to the following schedule: 

Years of 
Service 

2026 Monthly 
Contribution 

2027 Monthly 
Contribution 

2028 Monthly 
Contribution 

2029 Monthly 
Contribution 

1-5 years $150 $175 $200 $225 
6-10 years $175 $200 $225 $250 
11-15 years $200 $225 $250 $275 
16+ years $225 $250 $275 $300 

2) Employees qualify for their years of service based on the 2080-hour standard as the 
equivalent of a year. Employees qualify for monthly payments based on their hours 
worked as measured by the 173.33-hour standard as the equivalent of a month. 

C. Deferred Compensation Matching Program 
1) SMUD shall match each eligible employee’s voluntary contributions to their 401(k) 

account up to $600 each calendar year. 
2) Employee participation in the matching contribution program is voluntary. In order to 

be eligible to receive matching funds, an employee must meet all criteria below: 
a. Have made contributions into their 401(k) account during the calendar 

year. SMUD’s direct contributions will not be considered an employee’s 
contributions. 

b. Occupy an OSE-represented classification in a full-time, part-time or limited-
term capacity, even if on a temporary upgrade to a different unit. 

3) In the January following the year the funds are made available, the funds will be 
distributed to the active accounts of employees who are: 1) still employed by SMUD, 
or, 2) retired as of December 31 of the year prior to the payout. The employee/retiree 
must have an active account as of the day of distribution in order to be eligible to 
receive matching funds. The funds will be distributed on a dollar-for-dollar basis ($1 
SMUD contribution for each $1 employee contribution during the previous year) until 
the entire amount has been disbursed or all employees contributions have been 
matched. 

4) The monies will be dispersed equally to all employees up to the full amount available 
for matching or to the full amount of the individual employee contribution if it is less 
than the maximum available per employee. In the event employee contributions total 
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less than the amount allocated for matching, the balance will not be carried over into 
future years. 

11. OTHER FRINGE BENEFITS 
A. SMUD currently offers other benefits such as Employee Assistance Program, Employee 

Development Program, Health and Wellness programs, Wellness Center, Personal 
Computer Purchase Plan, Ride Share Program, Parking, Child Care Center and Child 
Care Tuition Assistance. Some of these programs are fully sponsored by SMUD, and 
others are supported and paid for by employees. 

B. Unit 2 employee membership in SMUD’s Wellness Center will be $4.60 per pay period. 
SMUD shall reimburse membership fees paid by those employees who use the facility an 
average of eight (8) times per month annually.  Reimbursement shall be made through 
payroll within ninety (90) calendar days following the end of the year.  Only those 
employees still on SMUD’s payroll at the time of reimbursement shall be eligible to 
receive such payment. 

12. CONTINUED ELIGIBILITY IN LIMITED TERM OSE ASSIGNMENTS 
OSE-represented Part-Time employees who accept Limited Term assignments in OSE 
bargaining unit positions retain their eligibility for the following benefits, subject to 
compliance with State, Federal, and local laws and regulations: 
A. Floating Holidays 
B. FSA Healthcare/Dependent Reimbursement Accounts 
C. Short-term and Long-term Disability Insurance 
D. Deferred Compensation Plans 
E. Extended Compensation 
F. Childcare Financial Assistance 
G. Educational Assistance and Tuition Reimbursement 
H. Professional Organizational Membership Reimbursement 
I. Technology Loan Program 
J. Paid Family Leave 

13. RETIREMENT 
A. SMUD has contracted with CalPERS to provide retirement benefits for eligible 

employees. The following retirement benefits are provided in accordance with SMUD’s 
contract with CalPERS and applicable law: 
1) Employees hired by SMUD prior to January 1, 2013, and those otherwise defined as 

“classic members” by CalPERS shall receive the 2% @ 55 local miscellaneous 
retirement benefit formula with the 36 consecutive month final compensation period.  
Employees receiving this pension benefit formula contribute 7% of their pensionable 
wages to CalPERS as the employee share of the benefit cost. 

2) Employees hired by SMUD on or after January 1, 2013, and those otherwise defined 
as “new members” by CalPERS shall receive the 2% @ 62 local miscellaneous 
retirement benefit formula with the 36 consecutive month final compensation period.  
Employees receiving this pension benefit formula contribute 50% of the normal cost 
of the benefit as determined by CalPERS. 
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3) Supplemental Benefits 
a) Credit for Unused Sick Leave pursuant to Government Code Section 20965. 
b) Military Service Credits as Public Service pursuant to Government Code Section 

21024. 
c) Post Retirement Survivor Allowance pursuant to Government Codes Sections 

21624, 21626, and 21628, as applicable. 
d) Annual Cost-of-Living Allowance pursuant to Government Code Section 21335. 
e) $500 Retired Death Benefit pursuant to Government Code Section 21620. 
f) Purchasing Power Protection Account pursuant to Government Code Section 

21337. 
g) Public Service Credit pursuant to Government Code Section 21023.5. 

4) SMUD shall adopt and apply the IRS Section 414H2 and/or any other administrative 
or regulatory procedure or standard necessary to ensure that the employees’ 
contributions to their PERS retirement plan are treated as pre-tax payroll deductions. 
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ARTICLE 10 

TRAVEL AND OTHER REIMBURSEMENTS 

1. TRAVEL TIME AND EXPENSES 
A. Travel Expenses 

SMUD shall reimburse employees for all reasonable expenses that have been incurred 
while traveling on authorized SMUD business pursuant to SMUD’s travel policies, 
Business Travel (AP 03.02.03) and Business Travel Procedures (MP 03.02.03.100). 

B. Travel Time 
1. All travel time that occurs during an employee’s normal work hours, including normal 

work hours on an employee’s regular days off (e.g., Saturday, Sunday, Alternate Day 
Off), will be compensated as hours worked and will be counted toward applicable 
overtime. 

2. Employees who ask to drive when public transportation (i.e., plane, train, bus, etc.) is 
available will only be compensated for travel time during normal work hours up to the 
same amount the employee would have been compensated had the employee used 
public transportation. Employees who must drive themselves are considered to be 
working and should be compensated as such. 

3. In addition to travel time to and from an airport, train station or port of entry, 
employees will be compensated for pre-travel waiting time for no more than one (1) 
hour prior to the employee’s scheduled departure time. 

4. When an employee travels between two or more time zones, the time zone associated 
with the point of departure will be used to determine whether the travel falls within 
normal work hours. 

5. Employees who are approved to extend or alter travel arrangements to incorporate 
personal time/leave will not be paid for any travel time or expenses during the 
personal time/leave period.  Employees are responsible for all additional travel 
expenses that result from the incorporation of personal time/leave. Paid leave hours 
used by an employee to extend or alter travel arrangements for personal reasons will 
not count as hours worked for purposes of overtime during a workweek in which the 
employee receives compensation for travel time. 

2. BACK COUNTRY TRAVEL 
A. When employees are required to travel into SMUD’s Upper American River Project 

(UARP) and elect to furnish their own lodging facilities, a lodging payment of $50.00 per 
day will be paid for each day of the assignment (including weekend days). 

B. The reporting headquarters will be the employees’ lodging site for the assignment. 
3. TEMPORARY CHANGE OF HEADQUARTERS 

Employees shall report for work at their designated work headquarters. Travel time between 
the employee’s designated work headquarters and the actual job site normally shall be 
considered as time worked, unless mutually agreed otherwise in advance or as excepted 
below: 
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A. An employee’s designated work headquarters may be temporarily changed for less than 
twelve (12) months with nineteen (19) hours advance notice. When so assigned, the 
employee shall be compensated for their additional driving time and shall be paid 
mileage for any additional miles driven. 

B. When an employee’s designated work headquarters is temporarily changed for less than 
twelve (12) months for formal training purposes, they shall not receive additional 
compensation or mileage payments unless their commute distance has increased more 
than ten (10) miles. 

4. PROFESSIONAL CERTIFICATION / LICENSE FEES 
A. Except as provided below, employees who are required by SMUD to maintain a 

professional certification and/or license shall be reimbursed 100% of their costs 
associated with maintaining such certificate or license. 

B. SMUD shall pay 100% of the employee’s initial license fee and all renewal fees for 
employees who are required to maintain a commercial driver’s license, except that 
portion which is attributable to the Class C driver’s license. 

5. ORGANIZATIONAL MEMBERSHIP FEES 
SMUD shall pay 100% of the membership fee for any employee required to maintain 
membership in a professional organization. 

6. BUSINESS MEETING EXPENSES 
Employees who are required to attend any meetings as SMUD’s representative shall be 
reimbursed their out-of-pocket expenses associated with attending such meeting. 

7. COMMUNICATION EXPENSES 
Employees shall be reimbursed for all costs associated with business-related 
communications including, but not limited to, telephone calls, faxes, mailing, and shipping. 

8. MISCELLANEOUS EXPENSES 
Employees shall be reimbursed for other miscellaneous business expenses subject to the 
approval of SMUD. 

9. PERSONAL TOOLS 
If an employee is required to provide some or all of the tools needed to perform their job 
duties, SMUD shall replace such tools when they are worn, lost, or stolen under certain 
circumstances in accordance with established SMUD procedures. 

10. RELOCATION EXPENSES 
SMUD may reimburse existing employees for relocation expenses under certain 
circumstances consistent with established SMUD policy, Relocation Expenses (AP 
05.03.03). 

11.  EDUCATIONAL ASSISTANCE 
Effective July 1, 2009, SMUD and the OSE agree that Unit 2 employees shall be covered by 
SMUD policies, Education Assistance and Tuition Reimbursement (AP 04.03.02 and MP 
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04.03.02.100), relating to financial assistance for education and training expenses, including 
the financial assistance and educational expense reimbursement amounts specified therein. 
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ARTICLE 11 

SICK LEAVE 

1. ELIGIBILTY 

A. Unit 2 employees who do not accrue annual leave may utilize sick leave in accordance 
with SMUD’s Sick Leave Policy AP 04.05.15. 

B. Employees with sick leave balances accrued prior to September 21, 2002, may use their 
accrued sick leave in accordance with the provisions of this Article. 

2.   SICK LEAVE USAGE 
A.  Sick leave may be authorized for the following reasons: 

1) The illness or injury of the employee; 
2) The need to see a health care provider or counselor; 
3) To care for an ill or injured family or household member; 
4) To supplement Workers’ Compensation payments; 
5) Under certain circumstances sick leave balances may be exhausted pending approval 

of a disability retirement. 
B. Sick leave may be taken in fifteen (15) minute increments. Employees requesting to use 

sick leave must notify their supervisor in advance, if possible, but in all cases prior to the 
employee’s authorized starting time on each day the employee will be absent. An 
employee who is unable to give advance notice, due to emergency circumstances, shall 
make notification as early as possible.  When unable to speak directly to their supervisor, 
the employee shall leave a callback telephone number on the supervisor’s voicemail 
where the employee can be located. 

C. When a full day of sick leave is taken, it shall be charged according to the employee’s 
work schedule (8, 9, or 10 hours) and shall be paid at the employee’s current effective 
base pay. 

D. If an employee becomes ill while on annual leave, they may request that the annual leave 
be changed to sick leave. 

E. If an employee is off sick on a workday and it is a holiday, they shall receive holiday 
pay. The absence shall not be charged to the employee’s sick leave. 

F. Employees shall be permitted to use sick leave during any illness that meets the 
definition of a disability pursuant to SMUD’s Long-Term Disability Plan. If the 
employee is not precluded by their disability from performing other work and SMUD has 
made a limited duty assignment available to the employee, they shall not be permitted to 
use sick leave. 
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3.   MEDICAL VERIFICATION / RELEASE 
A. Employees may be required to provide medical verification of illnesses and or injuries 

when requested to do so by SMUD, in accordance with SMUD’s Sick Leave Policy (AP 
04.05.15). 

B. Employees who are off work for more than five (5) consecutive work days due to an 
illness and/or injury may be required to provide a medical release indicating that they 
may return to work safely. 
1) If the employee received medical treatment for their injury or illness, their health care 

provider must complete the medical release. 
2) If the employee has not received medical treatment for their illness or injury, 

SMUD’s Medical Clinic staff may complete the medical release. 
C. An employee’s request to use accumulated sick leave credits may be denied if they do 

not provide a medical verification of illness and/or a medical release when required to do 
so by SMUD. In such cases, the employee’s absence may be charged as unauthorized 
leave without pay and the employee may be subject to disciplinary action. 

4. REINSTATEMENT OF SICK LEAVE 
A. Employees who are reinstated following a layoff shall have their sick leave balance 

restored pursuant to Civil Service Rules. 
B. Employees who resign and are rehired to a civil service position within six (6) months of 

initial separation shall have 50% of their sick leave balance reinstated provided they had 
five (5) years or more of continuous SMUD employment. 

5. SICK LEAVE UPON RETIRMENT 
SMUD shall continue to contract with CalPERS to allow unused sick leave to be credited 
toward years of service for retirement pursuant to Government Code Section 20965. 
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ARTICLE 12 

ANNUAL LEAVE PROGRAM 

1. INTRODUCTION 
Annual Leave is to be used to meet an employee’s need for paid time off for any approved 
absence.  Under this leave program, previously accrued sick leave balances are retained and 
may be used by the employee in accordance with the provisions of Article 11, Sick Leave, of 
this Agreement. 
A. SMUD must approve all requests for annual leave in advance of the time the leave is taken. 

Unapproved absences may be charged as unauthorized leave without pay. 
B. Under the Annual Leave Program employees do not earn sick or personal leave. 

2. ELIGIBILITY 
All Unit 2 employees except the following are eligible to accrue annual leave: 
A. Part-time employees scheduled to work less than twenty (20) hours per week. 
B. Student Employment Program participants. 
C. Rehired CalPERS Annuitants. 
D. Contract employees. 

3.   ACCRUAL OF ANNUAL LEAVE CREDITS 
A. Eligible employees earn annual leave credits based on 80 straight time hours paid. 
B. The table below reflects the annual leave accrual rate for eligible employees based on the 

length of the most recent continuous SMUD service: 
Length of Service Annual Leave Credits 
Beginning 1st year through 4th year 156 hours per payroll year (6 hours per pay period) 
Beginning 5th through 14th year 195 hours per payroll year (7.5 hours per pay period) 
Beginning15th through 22nd year 234 hours per payroll year (9 hours per pay period) 
Beginning 23rd through 29th year 273 hours per payroll year (10.5 hours per pay period) 
Beginning 30 or more years 312 hours per payroll year (12 hours per pay period) 
10th Anniversary bonus – Employee shall be credited with 40 hours of annual leave on the 
tenth anniversary date of continuous SMUD service. 
20th Anniversary bonus – Employee shall be credited with 20 hours of annual leave on the 
twentieth anniversary date of continuous SMUD service. 

4.   MAXIMUM ACCUMULATION OF ANNUAL LEAVE 
Employees may accumulate annual leave throughout the payroll year and carry over a maximum 
of 2000 hours into the subsequent payroll year. At the close of the payroll year, annual leave 
credits accumulated in excess of 2000 hours shall be paid at the employee’s current effective 
base pay. 
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5.   USE OF ANNUAL LEAVE CREDITS 
A. Employees may use their annual leave credits as soon as they are earned and posted to the 

employee’s annual leave account balance. 
B. Employees who are off work for a full work day on annual leave shall be charged the 

number of hours they are regularly scheduled to work on the day the annual leave is used. 
C. Employees approved for annual leave due to non-FMLA medical reasons shall record the 

time as follows:  LPIA – Employee Annual Leave Medical; LPIF – Family Annual Leave 
Medical. Annual leave used for FMLA medical reasons shall be recorded as LFPL – 
Personal Leave-FMLA. Annual leave used for pregnancy shall be recorded as LFP1 – 
Pregnancy-Personal Leave. 

D. Employees may be required to provide medical verification of illnesses and/or injuries 
when requested to do so by SMUD. 

6. SCHEDULING 
A. Except when operational needs require otherwise, employees shall be entitled to use their 

accrued annual leave credits at the time of their choice. Annual leave normally will be 
taken each calendar year. An annual leave request in weekly increments of up to three (3) 
consecutive calendar weeks shall be given preference over split leave periods. Leave 
requests equal to an employee’s annual accrual rate shall be given special consideration. 

B. Employees shall provide advance notice when requesting leave, and should communicate 
to their supervisor, as appropriate, to ensure the request is understood.  Supervisors shall 
provide approvals/denials in a timely manner. 

C. Unless compelled by law or SMUD policy, supervisors will approve or disapprove a 
request for leave after considering the following: 
1) The nature of the request; 
2) The operational needs of the business unit; 
3) Whether the employee has sufficient paid leave to cover the entire absence; 
4) The number of previous leave requests from the employee; 
5) The preferences and seniority of other employees requesting the same time off. 

D. Short notice leave use is of special concern and should be avoided because of the 
potential adverse effect on a work unit’s ability to meet the business needs of SMUD.  
Short notice leave is defined as leave not approved in advance of the absence, especially 
for “same day” absences from work.  Usual reasons for requesting short notice leave 
include: 
1) Unanticipated illness or injury of the employee or immediate family member; 
2) A situation of such serious nature as to justify the employee’s decision to not report to 

work; 
3) A situation arising during duty hours that necessitates the employee’s immediate 

absence from duty. 
E. Reliability is a valued trait, and attendance issues will be resolved on a case-by-case basis 

using SMUD’s Positive Discipline program.  All previous leave administrative policies 
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(i.e., attendance metrics, attendance control policies, etc.) are superseded and replaced 
with the philosophy on leave administration set forth in this MOU. 

7. CANCELLATION OF ANNUAL LEAVE 
A. In an emergency, employees may be asked to forego all or a part of their scheduled annual 

leave. Employees who are already on annual leave may be requested to report for duty. 
B. Employees shall be reimbursed for any documented expenses and/or loss of money 

resulting from SMUD’s action pursuant to Section 7.A of this Article, provided the 
employee informs SMUD of the pending loss at the time the employee is requested to 
either cancel or reschedule their annual leave. 

8.   ANNUAL LEAVE SELL-BACK 
A. Full-Time employees may elect to sell back up to one hundred-twenty (120) hours (up to 

60 hours for Part-Time employees) of accumulated annual leave credits per year, 
provided the employee schedules and uses at least the equivalent of one (1) work week of 
annual leave in the same year. 

B. Annual Leave Sell-Back Agreements, which are irrevocable, must be submitted to the 
HRS Payroll unit no later than December 31 of the year prior to the year in which the 
annual leave will be accrued and paid out. An employee may elect to apportion the 
amount of sell back between the paychecks for pay periods 13 and 25, limited to the 
amount of Annual Leave accrued in that year at the time of the payout. 

C. An employee may request a hardship withdrawal payment of accrued leave at any time 
when an unforeseen hardship arises and payment is needed to cover such expenses. 
Hardship withdrawals are only allowed for the reasons specified in the hardship 
distribution rules for SMUD’s 457(b) plan as well as other similar hardships approved by 
SMUD. 

D. All annual leave payments are computed at the straight-time rate of pay for the employee’s 
current effective base pay in the classification at the time annual leave credits are paid. 

9. PAYMENT FOR UNUSED ANNUAL LEAVE 
A. Separation of Employment 

1) When an employee separates from SMUD employment for any reason, they shall be 
paid for any accumulated annual leave credits at their current effective base pay. 

2) Employees who are separating from SMUD employment for any reason other than 
retirement may not use their accumulated annual leave credits immediately prior to the 
effective date of their separation. The employee shall receive cash compensation 
pursuant to Section 9.A.1) of this Article. 

B. Retirement 
A retiring employee may take a lump-sum payment for their accumulated annual leave. If 
the employee has an equivalent of five (5) years of full-time uninterrupted service with 
SMUD, they may choose to take a portion or all of their accumulated annual leave prior to 
the effective date of their retirement. 
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ARTICLE 13 

TIME OFF 

1. INTRODUCTION 
Where current SMUD policy and/or the provisions of this Agreement provide a greater 
benefit than is required by State and/or Federal law or regulation, SMUD shall provide the 
greater benefit. 

2. TIME OFF WITH PAY 
A. Eligibility 

All Unit 2 employees except the following are eligible for paid time off: 
1) Part-time employees scheduled to work less than twenty (20) hours per week. 
2) Student Employment Program participants. 
3) Rehired CalPERS Annuitants. 
4) Contract employees. 

B. Bereavement Leave 
1) Bereavement Leave will be administered in accordance with the applicable 

Management Procedure (MP 04.05.13.100). Bereavement leave may be taken 
intermittently or consecutively. 

C. Voting Leave 
SMUD shall allow eligible employees, as defined in Section 2.A of this Article, a 
maximum of two (2) hours paid time off to vote in any statewide general election, in 
accordance with State law and SMUD Voting Leave Policy (MP 04.05.12.100). 

D. Jury Duty and Court Appearances 
1) SMUD shall allow eligible employees, as defined in Section 2.A of this Article, time 

off with pay to report for jury duty or to respond to a subpoena. Employees who are 
involved in a court case as a plaintiff, defendant or expert witness, in a matter 
unrelated to official SMUD business, may be required to use annual leave. 

2) Employees summoned for jury duty or subpoenaed as a witness shall notify SMUD 
promptly by providing a copy of the summons or subpoena. 

3) Effects on Work Hours 
a) Employees whose jury duty or court appearance is the length of their scheduled 

workday or more shall be excused from work for their entire workday. 
b) Employees whose jury duty or court appearance is less than the length of their 

scheduled workday must notify SMUD and may be required to work the 
remaining portion of their workday. 

c) Employees whose jury duty or court appearance of eight (8) or more hours occurs 
during the sixteen (16) hours preceding their regular workday, or starts during the 
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eight (8) hours after the end of their regular workday, employees shall be entitled 
to an eight and one-half (8.5) hour rest period. 

E. Professional Leave 
1) Eligible employees will be granted up to 80 hours of paid time off (Professional 

Leave) per calendar year to participate in professional activities as follows: 
a) Professional Organizations: Upon approval of SMUD employees who hold office 

in a recognized professional association may be granted paid time off for 
performance of their duties on behalf of such organization. SMUD shall also 
reimburse such employees for travel or other expenses incurred when SMUD 
determines that it receives a direct benefit from these activities. 

b) Professional Development: Out the 80 hours of Professional Leave allotted each 
year, eligible employees may choose to use up to two (2) hours of paid time off 
per month to attend or participate in professional development opportunities at 
SMUD, including training (for example, LMS optional training, LinkedIn 
Learning, Brown Bags) or other activities (e.g., ERG meetings, DEI Council, 
Leadership Programs). 

c) Except when operational needs require otherwise, employees shall be entitled to 
use their Professional Leave at the time of their choice. Employees shall provide 
advance notice when requesting leave, and should communicate to their 
supervisor, as appropriate, to ensure the request is understood. Supervisors shall 
provide approvals/denials in a timely manner. 

d) In an emergency, employees may be asked to forgo their scheduled Professional 
Leave. 

e) Employees shall be reimbursed for any documented expenses and/or loss of 
money resulting from SMUD’s actions pursuant to Section E.1.d., provided the 
employee informs SMUD of the pending loss at the time the employee is 
requested to either cancel or reschedule their professional leave. 

3. TIME OFF WITHOUT PAY 
A. Eligibility 

All employees are eligible for time off without pay. 
B. Personal Time Off 

1) Requests for leaves of absence without pay shall be approved when required by law, 
and may be approved at SMUD’s discretion when not required by law. SMUD shall 
consider the following factors when approving requests for non-required leave: the 
merits and the nature of the request, the length of time being requested, and the 
impact that the employee’s absence will have on SMUD. 

2) Employees may take up to forty (40) hours of leave without pay per payroll year 
without first exhausting their CTO and/or annual leave balances.  When using this 
option in conjunction with paid annual leave, paid annual leave must be taken first. 

2) Except as provided in Section 3.B.2) of this Article, leave without pay for personal 
reasons require that employees first use all of their accrued CTO and annual leave. 
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3) Except in cases of emergency, requests for personal time off without pay must be 
made reasonably well in advance of the dates requested. 

C. Medical Leave 
Employees must exhaust all of their sick and annual leave before going on an unpaid 
medical leave of absence in accordance with SMUD’s Family Care and Medical Leave 
Policy (AP 04.05.05). 

4. EFFECTS OF LEAVE WITHOUT PAY ON SMUD BENEFITS 
A. Leave Without Pay for Personal or Medical Reasons 

1) Extended Leave Without Pay – Employees who are in an unpaid status for thirty (30) 
consecutive days or more shall not earn annual leave credits during their absence. 

2) Intermittent Leave Without Pay – Employees who are in an unpaid status 
intermittently during the payroll year shall not earn annual leave accrual for each 
cumulative total of eighty (80) hours of unpaid leave. 

3) Leave without pay, taken pursuant to Section 3.B.2) of this Article, shall not have any 
impact on the accrual of annual leave. 

B. Workers’ Compensation 
Employees who are on unpaid authorized leave relating to an approved Workers’ 
Compensation claim shall continue accruing annual leave credits. 

C. Insurance Benefits 
1) Non-Medical Leave – Employees on an approved unpaid leave of absence may 

continue to participate in SMUD’s health, life insurance, vision and dental plans. 
SMUD and the employee shall each pay their share of each premium under the 
provisions of this Agreement for up to three (3) months. After three (3) months, the 
employee must pay the full premium if they wish to maintain coverage. 

2) Medical Leave – Employees on an approved unpaid medical leave of absence may 
continue to participate in SMUD’s health, life insurance, vision and dental plans. 
SMUD and the employee shall each pay their share of each premium under the 
provisions of this Agreement, until the employee either returns to work or separates 
from SMUD employment. 

D. CalPERS and Social Security Contributions 
The employee or SMUD shall not make CalPERS and Social Security contributions when 
an employee is on an unpaid leave of absence. 

-54-
OSE MOU 2026-2029 

https://04.05.05


 
          

  
 

  
 

  
  

  
   

   

 
   

  
  

 
  

  
   

 
  

 

    
 

 
 

  
  
      

 
  
  
   

  
 

  

 
 

 
  

ARTICLE 14 

TRANSFERS / PROMOTIONS 

1. INTRODUCTION 
Qualified employees may move from one position to another in either the same or in a 
different classification subject to the Transfer/Promotion Process or by demotion. 

2. TRANSFER / PROMOTION PROCESS 
In accordance with current Civil Service Rules, when SMUD decides to fill a vacant Civil 
Service position in an OSE classification, the vacant position will be posted except when 
making involuntary demotions and other special circumstances deemed necessary by SMUD. 
SMUD will continue its practice of establishing eligibility lists of qualified applicants using 
the existing “Open” and “Continuously Open” processes. SMUD may post and fill positions 
using the long established “Transfer/Promotion” hiring process. 
When a permanent civil service vacancy is to be filled through the Transfer/Promotion 
Process, it shall be posted subject to the following: 

A. Posting / Eligibility 
1) The Transfer/Promotion Job Announcement shall be posted for a minimum of ten 

(10) working days. 
2) Eligibility for transfer/promotion opportunities shall be determined pursuant to the 

Civil Service Rules. 
An eligibility list may or may not be established from a transfer/promotion exam 
process. If an eligibility list is established, it shall be maintained by People Services 
& Strategies and governed by the Civil Service Rule provision pertaining to 
eligibility lists. 
Additionally, SMUD may, at its discretion, post to fill a vacancy using a 
“Transfer/Eligible List” announcement. When filling a vacancy identified by a 
“Transfer/Eligible List” announcement, the hiring supervisor may choose a 
qualified candidate from an existing eligible list or transfer a qualified employee in 
the same classification who has applied for the job in response to the 
“Transfer/Eligible List” announcement. Applicants not on an eligible list or eligible 
for transfer or who have not applied for the job in response to the “Transfer/Eligible 
List” announcement will not be considered for positions posted in this manner. 

3) The Transfer/Eligible Job Announcement for an OSE position shall be posted for a 
minimum of five (5) working days. 

B. Whenever SMUD determines that it is necessary to fill vacancies without first posting 
the vacancy due to the existence of “special circumstances” (Civil Service Rule 5), 
PS&S shall notify the OSE President, by letter or email, of that determination within 24 
hours and before any person is selected to fill a vacancy. The notification will include 
(1) a description of the “special circumstances” that prevent SMUD from posting the 
vacancy, (2) a list of the job titles and positions sought to be filled, (3) the 
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department(s) where the vacancies exist, (4) the method and/or procedure SMUD will 
use to fill the vacancy, (5) the starting date, and (6) a description of how SMUD intends 
to notify employees of the vacancies without posting. 

C. Appointment 
1) Following completion of the selection process the hiring department may offer the 

position to a certified candidate pursuant to Civil Service Rules. 
2) Transfer/promotions normally will be effective at the beginning of a payroll period. 

a) The effective date of a promotion shall be no later than the beginning of the first 
payroll period following the employee’s two (2) weeks’ notice to their 
supervisor. The actual release date shall be mutually agreed upon by the affected 
Department Managers. 

b) The release date of a transfer employee shall be determined by the hiring 
supervisor and the employee’s current supervisor, but should be no later than 
four (4) weeks following the date that the transferred employee was offered the 
position. 

3) A promoted employee’s salary shall be increased as follows: 
a) Unless stated otherwise in this Agreement, employees who are promoted to a 

Unit 2 classification shall be placed at the first pay step that provides a 
minimum of a 2.5 % pay increase. 

b) Unless stated otherwise in this Agreement, a Unit 2 employee who is 
temporarily promoted to an IBEW classification shall be placed at the wage that 
provides a minimum of a 2.5% pay increase and shall retain their existing Unit 2 
benefits. 

c) Unless stated otherwise in this Agreement, a Unit 2 employee who is 
temporarily promoted to a PAS classification shall be placed at the wage that 
provides a minimum of a 5% pay increase and shall retain their existing Unit 2 
benefits. 

d) Promoted employees may be considered for placement at a pay step higher than 
that provided in Sections 2.B.3)a), 2.B.3)b) and 2.B.3)c) of this Article, based 
on their qualifications and experience, subject to the recommendation and 
approval of SMUD. 

e) A promotional salary increase shall be in addition to any scheduled merit 
increase that would have been received by the employee within three (3) months 
from the date of their promotion. 

f) An employee’s promotional increase shall be based upon the pay step held 
within their permanent classification. 

3. TRANSFERS / PROMOTIONS 
A. Except as otherwise provided by the provisions of this MOU, promotions and/or transfers 

shall be administered in accordance with the Civil Service Rules. 
B. When vacancies are to be filled and a reinstatement list does not exist, SMUD agrees to 

consider existing eligible lists in the following order of priority: 
-56-
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• Integrated Disability Management (IDM) Placement List 

• Transfer/Eligible or Transfer/Promotion Lists 

• Voluntary Demotion List 

• Rehire 

• Open List 
SMUD reserves the right to make the final selection based upon the best qualified 
candidate. 

C. Whenever eligibility lists are abolished, SMUD shall provide written notification to the 
OSE of the cancellation of the list(s).  This is to ensure the OSE is aware of the list(s) 
cancellation and can answer or counsel employees as appropriate. 

4. MEDICAL TRANSFERS/ASSIGNMENTS 
SMUD may transfer or reassign employees for medical reasons. 
A. SMUD shall comply with State and Federal laws when accommodating/transferring 

employees with qualifying illnesses/injuries. 
B. SMUD may transfer or reassign employees for medical reasons based on State and 

Federal laws which govern accommodations/transfers for employees with qualifying 
illnesses/injuries. 

5.   TRAINING ASSIGNMENTS 
A. Training assignments are for cross-training purposes. They allow SMUD and employees 

an opportunity to maximize their potential without a change in their permanent 
classification. Employees, who have completed their probationary period, or who have 
completed 6 months of service in their current non-civil service classification, whichever 
is greater, may be assigned to temporary training in another classification subject to the 
following: 
1) Training assignments shall be made on a voluntary basis only. 
2) Training assignments must be approved in advance by SMUD pursuant to established 

procedures. 
3) Training assignments normally are not to exceed six (6) months. They may be 

extended for one additional six (6) month period when in the best interests of both the 
employee and SMUD. 

4) The employee’s classification and pay level shall remain unchanged during the training 
assignment when a bona fide training program is provided. 

6. DEMOTIONS 
A. An employee may move to a position or classification with a lower pay range or rate of 

pay. 
1) A demotion may be voluntary or involuntary and is made to a position whose duties 

the employee is qualified to perform.  
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2) When Federal, State, or local regulations require an employee to obtain and maintain 
special qualifications and the employee is unable to obtain or maintain them, the 
employee may be transferred or demoted. 

7. POSITION PROBATION 
A. A promoted employee and/or an employee who is transferring or being reassigned into 

another classification shall be required to complete a position probationary period 
pursuant to Civil Service Rules. However, incumbents hired prior to December 31, 2017, 
in the OSE Slant-Line/Flex classifications (which existed prior to 2010) identified in 
Article 4, Section 3, shall serve position probation only upon initial entry into the Slant-
Line/Flex classification series. 

B. Employees who are transferred or reassigned pursuant to the Civil Service Rules to a new 
position within their current classification shall not be required to complete another 
position probationary period. 

C. A demoted employee shall not be required to serve another probationary period if they 
have previously completed probation in that classification. 

D. Employees who are reallocated to a higher or lower classification pursuant to the Civil 
Service Rules shall not be required to serve a new probationary period. 
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ARTICLE 15 

PERFORMANCE EVALUATIONS 

1. INTRODUCTION 
Employee performance shall be periodically evaluated and documented. 

2. PERFORMANCE EVALUATION SCHEDULE 
A. During Probation 

1) Six-Month Probation – Employees in classifications requiring a six (6) month 
probationary period shall be evaluated at the end of the third (3rd) and fifth (5th) 
month. 

2) Twelve-Month Probation – Employees in classifications requiring a twelve (12) 
month probationary period pursuant to the MUD Act shall be evaluated at the end 
of the fifth (5th) and the eleventh (11th) month. 

3) Supervisors may formally evaluate an employee’s performance at more frequent 
intervals. 

B. Following Probation 
1) Employees who are not at the top of their pay range shall be evaluated at the time 

they are eligible for a merit pay increase. 
2) Employees who are at the top of their pay range shall be evaluated annually. 
3) SMUD may formally evaluate an employee’s performance at more frequent 

intervals. 
C. Upon Separation 

Employees may be evaluated at the time they separate from SMUD employment. 
Employees with less than satisfactory performance at the time of separation normally 
are not eligible for rehire. 

3. EMPLOYEE RIGHT TO REBUTTAL 
In the event an employee disagrees with their performance evaluation, they may submit a 
rebuttal to the People Service & Strategies Department to be included in their personnel file. 
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ARTICLE 16 

POSITIVE DISCIPLINE 

1. INTRODUCTION 
Unit 2 Civil Service Employees who have completed their initial SMUD probationary period 
are subject to the provisions of SMUD’s Positive Discipline Program contained in the SMUD 
Positive Discipline Policy (AP 05.02.09). 

2. RELATIONSHIP TO SUBSTANCE ABUSE TESTING AND REHABILITATION 
PROGRAM 
SMUD’s Substance Abuse Testing and Rehabilitation Program is a stand-alone program and 
violations shall not be subject to the provisions of this Article. 

3. RELATIONSHIP TO DISCRIMINATION/HARASSMENT POLICIES 
The SMUD Nondiscrimination, Anti-Harassment and Non-Retaliation Policy (AP 05.01.01) 
is a stand-alone program and violations shall not be subject to the provisions of this Article. 

4. DISCIPLINE FOR CAUSE 
Unit 2 employees only may be disciplined “for cause” as set forth in Civil Service Rules and 
Section 12162 of the MUD Act. 

5. DISCIPLINE NOTICES 
SMUD shall concurrently notify the OSE of all discipline issued to Unit 2 employees. 
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ARTICLE 17 

LAYOFF PROCEDURE 

1. INTRODUCTION 
It is the intent of SMUD to minimize the number of layoffs if a reduction in force becomes 
necessary. If layoffs do become necessary, they shall be implemented pursuant to the Civil 
Service Rules. 

2. WORKSITE AGREEMENT 
A. When a reassignment of work becomes necessary due to a reduction in force at a SMUD 

work site, employees at the work site with the least amount of SMUD seniority, who are 
in the classification to be reduced, shall be impacted first; provided however, that a more 
senior employee at that work site has not voluntarily accepted an offer to change work 
sites (any such offer would be extended for two (2) work days only). SMUD work sites 
are Sacramento/Headquarters, East Campus-Operations Center, Rancho Seco, Elk Grove 
Yard, and Fresh Pond. 

B. The impacted employee shall have the opportunity to move to the least senior position in 
the same classification SMUD-wide; provided however, that their SMUD seniority is 
greater. For this purpose, vacancies shall be considered to be the least senior positions 
within the classification. 

C. Where multiple positions are involved, impacted employees shall choose their placement 
from among the equivalent number of least senior positions in order of their seniority; 
i.e., the most senior impacted employee shall have first choice of placement. Where 
multiple placements are possible at a single work site, SMUD shall determine the 
placements at that work site. 

D. In the event no placement is possible within the same classification or the employee 
refuses a placement within the same classification, that employee shall be laid off unless 
the employee exercises their bumping rights under the Civil Service Rules. 

E. Should a vacancy occur in the same classification at the work site of an employee who 
was transferred pursuant to Section 2.A of this Article, within twelve (12) months of their 
displacement, said employee(s) shall have a right of return to the former work site in 
order of seniority. 
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ARTICLE 18 

AUTOMATIC RESIGNATION 

1. AUTOMATIC RESIGNATION 
An unauthorized leave of absence, whether voluntary or involuntary, for five (5) consecutive 
workdays, is considered an automatic resignation from SMUD service, effective the day after 
the fifth consecutive workday of unauthorized leave. SMUD shall notify the employee, in 
writing, of this determination. Such notice shall be mailed by certified mail to the employee’s 
last known address. A copy of this notice shall be provided to the OSE simultaneously. 

2. RETURN FOLLOWING AUTOMATIC RESIGNATION 
Employees may request to return from automatic resignation in writing to SMUD. Requests 
for return must be made within ten (10) working days following SMUD’s mailing of a notice 
acknowledging the employee’s resignation.  Upon receipt of the employee’s request, SMUD 
shall notify the OSE, in writing, of an employee’s request to return from automatic 
resignation, and shall evaluate the request and may rescind the resignation. 
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ARTICLE 19 

GRIEVANCE PROCEDURE 

1. DEFINITIONS 
A. Grievance: A dispute that involves the interpretation or application of this Agreement, a 

disciplinary action taken against a Unit 2 employee, or the application of a SMUD rule or 
policy. An objection to the terms and provisions of a rule, policy, or memorandum of 
understanding is not considered a grievance. However, an objection to the way a rule, 
policy, or memorandum of understanding is applied in a particular situation would be 
considered a grievance. 

B. Grievant: A Unit 2 employee or the OSE. 
Non-civil service employees shall not be entitled to file grievances over disciplinary 
actions. 

C. Date of occurrence: The day the event that is the subject of the grievance occurred, or the 
date when the grievant reasonably should have been aware of the occurrence of the event 
that is the subject of the grievance. 

D. Receipt Date: The earlier of the following: 
1) The date the OSE President and Manager, Employee Relations are e-mailed a copy of 

the grievance, response, or decision. The hard copy is to be sent via interoffice mail 
or postal service on the same day. 

2) The date the hard copy grievance, response, or decision is received by the OSE or 
SMUD. 

2. APPLICATION 
A. A grievance may be filed by a Unit 2 employee or by the OSE. By mutual agreement 

between SMUD and the OSE, concurrent grievances alleging violations of the same 
provisions may be consolidated into a single grievance. 

B. The OSE may file a grievance directly at Step 2. SMUD and the OSE also may mutually 
waive any step of the grievance procedure. Such waivers shall be in writing and apply 
only to the specific grievance for which they are granted. 

C. A grievance appealing termination or other discipline involving the loss of property 
interests shall be filed directly at Step 3. 

D. All disputes described in Section1.A of this Article shall be resolved through the use of 
these grievance procedures. 

3. TIME LIMITS 
A. The time limits contained in this Grievance Procedure are mandatory and failure to meet 

the time limits shall result in forfeiture of the grievance by the party not meeting the time 
limit requirements. 

B. SMUD and the OSE may, by mutual agreement in writing, extend time limits for a 
specified period of time. 
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C. Any time limit contained in this Grievance Procedure may be recessed or delayed by the 
mutual agreement of the parties for the purposes of convening a Fact Finding Committee, 
as described in Section 8.A of this Article. 

D. A grievance must be filed or advanced by 11:59 p.m. on the last eligible working day 
within the time limits outlined in each step of the grievance procedure under Section 6 of 
this Article.  For example, if filing at Step 1 of the grievance procedure, the grievance 
must be filed by 5:00 p.m. on the 20th working day. If not resolved at Step 1 of the 
grievance procedure, the grievance must be advanced by 11:59 p.m. on the 15th working 
day, so on and so forth. 

E. Timelines for notice commences on the first day following receipt. 
4. REPRESENTATION 

A. Grievants are entitled to be represented throughout the Grievance Procedure by the 
representative(s) of their choice. However, the OSE shall have the right to have its 
representative(s) present at any step of the grievance process. This right to individual 
representation does not include the right to take the matter to arbitration, unless the OSE 
agrees to do so. 

B. Unit 2 employees who are grievants, representatives, or witnesses shall be given time off 
with pay during their regular work hours to attend hearings. Unit 2 employees shall be 
reimbursed for personal expenses (excluding legal fees) incurred in connection with such 
hearings. 

C. Unit 2 employees who are grievants, representatives, or witnesses in a formal grievance 
proceeding shall be paid overtime when requested to appear at proceedings outside their 
regular work hours. 

5. INFORMAL RESOLUTION 
Unit 2 employees and/or the OSE may attempt to resolve workplace issues informally. 

6. GRIEVANCE PROCEDURE 
A formal grievance shall be submitted on the SMUD and OSE Grievance Form (SMUD 
Form 2377) using the following procedure: 
A.  Step 1 – Department Manager 

1) A completed grievance form (SMUD Form 2377) must be filed with the Department 
Manager within twenty (20) working days following the date of occurrence. 

2) Immediately upon receipt of the grievance, the Department Manager shall contact the 
Labor Relations Department to obtain or verify the grievance control number and to 
forward a copy of the grievance. 

3) If the grievance was filed exclusively by a Unit 2 employee, upon receipt of the 
grievance, the Labor Relations Department shall forward a copy of the grievance to 
the OSE. 

4) Within five (5) working days following the date the grievance was filed, the 
Department Manager shall schedule a Step 1 meeting for a mutually agreeable date 
and time. 
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5) The Step 1 meeting may be attended by the grievant, the grievant’s representative(s), 
the grievant’s immediate supervisor, and any other involved supervisors/managers. 

6) Within ten (10) working days following the Step 1 meeting, the Department Manager 
shall provide the grievant, Labor Relations, and the OSE a written response setting 
forth the basis for their decision regarding the grievance, including all supporting 
documentation. 

7) If the grievant or the OSE is not satisfied with the Department Manager’s decision, 
the OSE may advance the grievance to Step 2. 

D. Step 2 – Manager, Employee Relations 
1) If the grievance is not resolved at Step 1, the OSE may advance the written grievance, 

including all supporting documentation, to the Manager, Employee Relations, within 
fifteen (15) working days of receipt of the Department Manager’s response. 

2) Within ten (10) working days following receipt of the grievance, the Manager, 
Employee Relations shall schedule a Step 2 meeting for a mutually agreeable date 
and time where the grievance shall be discussed between the OSE representative(s) 
and the Manager, Employee Relations. 

3) Within ten (10) working days of the conclusion of the Step 2 meeting, the Manager, 
Employee Relations shall provide the OSE a written response setting forth the basis 
for their decision regarding the grievance, including all supporting documentation.  

C. Step 3 – Grievance Review Committee 
1) If the grievance is not resolved at Step 2, the OSE may advance the written grievance, 

including all supporting documentation, to the Grievance Review Committee, 
pursuant to Section 7.B of this Article, within ten (10) working days of receipt of the 
Manager, Employee Relations response. 

2) When a grievance is advanced to this level, the Grievance Review Committee shall 
convene a meeting as soon as possible and no later than 30 calendar days after the 
grievance is received. Labor Relations shall take responsibility for arranging meeting 
locations and notifying members. 

3) If the Grievance Review Committee reaches a unanimous agreement regarding the 
resolution of the grievance, it shall issue a written decision, signed by each member 
of the committee, within fifteen (15) working days of the conclusion of the Grievance 
Review Committee meeting. A draft of the decision shall be issued by Labor 
Relations simultaneously to all committee members within five (5) working days, 
upon conclusion of the GRC meeting. The unanimous agreement of the Grievance 
Review Committee shall be final and binding on the parties. 

4) If the Grievance Review Committee is unable to reach a unanimous agreement, it 
shall notify the parties in writing within five (5) working days of the conclusion of the 
Grievance Review Committee meeting. 

5) If the Grievance Review Committee does not reach a unanimous agreement, either 
SMUD or the OSE may submit the grievance to arbitration by serving written notice 
on the other party in accordance with Step 4 of the grievance procedure in Section D 
of this article. 
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D. Step 4 – Arbitration 
1) If the Grievance Review Committee does not reach a unanimous agreement, either 

SMUD or the OSE may submit the grievance to binding arbitration by serving written 
notice on the other party within fifteen (15) working days following receipt of the 
Grievance Review Committee’s notification. 

2) The parties shall jointly request a list of seven (7) labor arbitrators from the American 
Arbitration Association (AAA). Within fifteen (15) calendar days from the receipt of 
the list from AAA, the parties shall select an arbitrator by the process of alternately 
striking names from such list. 

3) The Arbitrator’s authority shall be limited to the resolution of the grievance before 
them including, but not limited to, a determination that the grievance either has or has 
not raised a grievable issue and therefore is or is not arbitrable. In so doing, the 
Arbitrator shall have no authority to alter, change, detract from or add to the 
provisions of this Agreement, the provisions governing labor relations between 
SMUD and its employees, and/or the MUD Act. 

4) The decision of the Arbitrator shall be final and binding on the parties. 
5) The fees and expenses of the Arbitrator and the Court Reporter, if one is utilized, 

shall be shared equally by SMUD and the OSE. 
7. GRIEVANCE COMMITTEES 

A. Fact Finding Committee 
1) The Fact Finding Committee shall be comprised of one (1) person appointed by 

SMUD and one (1) person appointed by the grievant or the OSE, whichever is 
appropriate. 

2) The parties shall determine the amount of time that will be allotted for the completion 
of the investigation and shall communicate same to the Committee at the time of their 
appointment. 

3) The Committee shall conduct an independent investigation of the grievance and shall 
prepare an objective report of their findings in writing to the parties within ten (10) 
working days following the completion of their investigation. 

4) The Fact Finding Committee shall not make recommendations regarding the 
resolution of the grievance. 

B. Grievance Review Committee 
1) The Grievance Review Committee shall be comprised of six (6) members: the 

Manager, Employee Relations, and two (2) representatives appointed by SMUD; and 
the OSE President and two (2) representatives appointed by the OSE. At least one (1) 
of the SMUD representatives will be an Executive/Chief Officer or equivalent, in a 
rotational capacity. At least one (1) of the OSE representatives shall be a member of 
the OSE Board of Directors. 

2) The Committee will be co-chaired by one (1) OSE Representative appointed by the 
OSE President, and the Manager, Employee Relations. 
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3) The Grievance Review Committee shall schedule meetings as needed. When a 
grievance is advanced to the Grievance Review Committee level, the Grievance 
Review Committee shall convene a meeting as soon as possible and no later than 30 
calendar days after the grievance is advanced to the Grievance Review Committee 
level. 

4) The established procedural guidelines for the conduct of Grievance Review 
Committee hearings may be updated periodically, as needed, by mutual agreement of 
the parties. 

5) Labor Relations shall prepare and distribute an agenda (including a section for Action 
Items), along with the appropriate supporting documents. 

6) If the Committee is unable to reach a settlement during the first discussion, the 
grievance may be tabled until the next meeting or until further information is 
available. 

7) The Grievance Review Committee may render findings only by the unanimous vote 
of its members. Such unanimous findings are final and binding on the parties. 

8. DISCRIMINATION/HARASSMENT/RETALIATION COMPLAINTS 
A. Whenever a Unit 2 employee is the subject of a complaint that alleges a violation of the 

SMUD Nondiscrimination, Anti-Harassment and Non-Retaliation Policy (AP 05.01.01), 
SMUD’s Fair Employment Office shall initiate an investigation, explore all reasonable 
leads and, within reason, interview all persons identified as having information likely to 
influence the eventual outcome of the investigation. The OSE shall be advised of the 
initiation of such an investigation. 

B. The Unit 2 employee who is the subject of the investigation shall be entitled to 
representation during all phases of the investigatory process. 

C. A written confidential report will be prepared upon investigation completion.  SMUD 
shall determine whether or not discipline is appropriate. If no discipline is imposed, the 
case shall be closed and the report shall be filed with the Fair Employment Office. The 
report shall be held in the strictest confidence to ensure and protect the privacy of the 
individuals involved. 

D. If discipline is imposed and the OSE chooses to appeal the discipline using the grievance 
procedure, the grievance shall be filed initially at Step 3. 

9. GRIEVANCE SETTLEMENT 
The parties to a grievance may agree to a negotiated settlement of the grievance at any step 
of the grievance procedure. 

10. GRIEVANCE RESOLUTION 
No grievance may be resolved inconsistent with the provisions of this Agreement. 
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ARTICLE 20 

MISCELLANEOUS 

1. WORK CLOTHING 
A. Flame Resistant (FR) Clothing 

SMUD shall provide FR clothing in accordance with OSHA Standard CFR 1910.269, 
using the services of an outside vendor. The following employees are eligible for the below 
allotment: 

Field Services Technicians 
Utility Service Field Investigators 
Construction Management Inspectors 
Survey Engineering Technicians 

The initial allotment of FR clothing for new hires is six (6) shirts, six (6) pairs of pants, one 
(1) sweatshirt, and one (1) jacket. FR raingear will be included as appropriate. Employees 
are responsible for the care and maintenance of FR clothing. Each employee is allotted up 
to $600 each calendar year for replacement items. 
SMUD shall provide FR clothing outside of the above referenced OSHA standard for 
Substation Designers, Drafting Technicians and Senior Designers Drafters. FR clothing 
must be worn at all times while working in Substations.  
The initial allotment of FR clothing for the above referenced classifications is (2) shirts, (2) 
pairs of pants. Employees are responsible for the care and maintenance of FR clothing. 
SMUD shall not provide an annual allotment for replacement items; employees should 
work with their supervisor and Safety if replacement items are needed. 

B. Non Flame Resistant Clothing 
SMUD shall provide Engineering Technicians with an initial allotment of clothing for new 
hires and existing employees in the classification who have not yet received an initial 
allotment comprised of two (2) shirts (short and/or long sleeve), two (2) pairs of pants, and 
one (1) jacket or one (1) sweatshirt. Each employee is allotted up to $300 every two (2) 
years for replacement items. 

C. Footwear 
1) All OSE-represented employees who are assigned to the following classifications 

series: Field Service Technician, Energy Specialist, Trade Show Coordinator, and 
Utility Service Field Investigator, will be reimbursed up to $300.00 per calendar year 
for the purchase of and/or repair of appropriate footwear and the purchase of 
insoles/inserts approved by SMUD. 
Proper foot protection shall be worn at all times while on duty.  Foot protection is 
defined as shoes or boots that are constructed of quality leather uppers or similar 
material (i.e., canvas or woven mesh) with sturdy sole and heel, made of durable slip 
resistant and/or oil resistant material.  For definition purposes, no athletic type shoe 
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(i.e., tennis shoes, jogging shoes or basketball shoes, etc.) will meet the definition of 
proper foot protection. 

2) All OSE-represented employees who are assigned to the following classifications 
series: Construction Management Inspector, Drafting Technician, Engineering 
Designer, Engineering Technician, Generation Designer, and Survey Engineering 
Technician, shall be reimbursed up to $300.00 per calendar year for the purchase of 
and/or repair of appropriate footwear and the purchase of insoles/inserts approved by 
SMUD. 
Proper foot protection shall be worn at all times while on duty.  Foot protection is 
defined as boots that are constructed of quality leather uppers with a sturdy sole and 
heel, made of durable slip resistant and/or oil resistant material. Leather uppers shall 
be six (6) inches minimum to provide ankle support for walking on uneven surfaces 
and through gravel.  Boot outsoles shall be puncture resistant to provide protection 
from nails and sharp objects.  For definition purposes, no athletic type shoe (i.e., 
tennis shoes, jogging shoes or basketball shoes, etc.) will meet the definition of 
proper foot protection. 

3) All OSE-represented employees who are assigned to the following classifications 
series: Engineering Designer, Engineering Technician and Generation Designer, shall 
be reimbursed up to $300.00 every 2 years for the purchase of and/or repair of 
appropriate footwear and the purchase of insoles/inserts approved by SMUD.   
Proper foot protection shall be worn at all times while on duty.  Foot protection is 
defined as boots that are constructed of quality leather uppers with a sturdy sole and 
heel, made of durable slip resistant and/or oil resistant material. Leather uppers shall 
be six (6) inches minimum to provide ankle support for walking on uneven surfaces 
and through gravel.  Boot outsoles shall be puncture resistant to provide protection 
from nails and sharp objects.  For definition purposes, no athletic type shoe (i.e., 
tennis shoes, jogging shoes or basketball shoes, etc.) will meet the definition of 
proper foot protection. 

4) All OSE-represented employees who are assigned to the Drafting Technician 
classification series and Senior Designer/Drafter job classification shall receive a one-
time reimbursement of up to $300.00 for the purchase of appropriate footwear and the 
purchase of insoles/inserts approved by SMUD. Due to limited use of based on time 
in the field, and every two (2) year reimbursement is not deemed necessary. 
Management maintains the right to provide additional reimbursement for purchase or 
repair of footwear as they see fit. 
Proper foot protection shall be worn at all times while working in substations. Foot 
protection is defined as boots that are constructed of quality leather uppers with a 
sturdy sole and heel, make of durable slip resistant and/or oil resistant material. 
Leather uppers shall be six (6) inches minimum to provide ankle support for walking 
on uneven surfaces and through gravel. Boot outsoles shall be puncture resistant to 
provide protection from nails and sharp objects. For definition purposes, no athletic 
type shoe (i.e., tennis shoe, jogging shoe, or basketball shoe, etc.) will meet the 
definition of proper foot protection.  
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5) All OSE-represented employees who are assigned to the IPPS Specialist series shall 
receive a one-time reimbursement of up to $300 for the purchase of footwear 
insoles/inserts (orthotics). Management maintains the right to provide additional 
reimbursement for purchase of footwear insoles/inserts (orthotics) as they see fit. 

6) After the purchase and/or repair of the appropriate footwear, employees will submit 
the proper receipt(s) to their supervisor for reimbursement. 

7) SMUD acknowledges that additional OSE classifications/positions may require 
special footwear to perform work safely.  When an additional classification/position 
is identified as needing special footwear, employees will be considered eligible for 
reimbursement commensurate with the footwear required and frequency of use.  
SMUD agrees to meet and confer with OSE to establish footwear requirements and 
reasonable reimbursements for these classifications/positions. 

2. CONTRACTING OUT 
SMUD shall not contract for any work normally performed by classifications assigned to Unit 
2 if such contracting is intended to reduce or has the effect of reducing the regular work force 
by attrition, demotion, displacement or lay off. Further, prior to any reduction in force of OSE 
represented employees, affected Unit 2 employees meeting the minimum qualifications of the 
job being contracted out shall be offered any bargaining unit work being performed by 
contractors. These assignments shall be of a temporary nature. All current rules concerning 
bumping and selection shall apply. 
For the purpose of this Agreement, contracting out occurs when a Unit 2 position is filled 
temporarily by a non-OSE represented employee or by an outside contractor for any reason. 
SMUD agrees to notify the OSE in each instance of its intent to contract OSE bargaining unit 
work. 

3. NO STRIKES/NO LOCKOUTS 
During the term of this Agreement, SMUD agrees that there shall be no lockout. The OSE 
agrees that there shall be no authorized, concerted failure to report to work, cessation or 
interruption of work, slowdown, strike (including, but not limited to, sympathy strikes), 
boycott, or any type of organized or concerted interference with SMUD's business. Should any 
employee or group of employees commit any such acts in violation of this provision, the OSE 
agrees that it shall notify such employee(s) of their obligation pursuant to this Section and shall 
publicly discourage such acts. 

4. TECHNOLOGICAL CHANGES 
SMUD shall continue to provide the OSE with as much advance notice as practical of any 
technological changes that may have an impact on Unit 2 employees. In such circumstances, 
SMUD and the OSE shall meet and confer in an attempt to reach a mutual agreement regarding 
appropriate solutions. If the parties are unable to reach agreement, the matter shall be resolved 
pursuant to Article 22, Full Understanding/Non-Nullification, of this Agreement. 

5. MEDICALLY RESTRICTED DUTY PROGRAM 
Employees who are partially disabled due to an industrial illness or injury and cannot perform 
the full range of their regularly assigned duties may be provided limited duty work consistent 
with the employee’s medical restrictions. SMUD shall make a reasonable effort to identify and 
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provide the employee with a limited duty assignment. An employee so assigned shall continue 
to receive their base rate of pay when performing limited duty work. Unit 2 employees have 
priority when assigning Unit 2 limited duty work. SMUD will inform the OSE when assigning 
non-Unit 2 employees to perform limited duty work in Unit 2 positions. 

6. JOB SHARING 
For the purpose of this Section, job sharing is defined as the joint performance of the functions 
of a single position by two (2) employees. Unit 2 employees may voluntarily job share subject 
to SMUD’s approval. SMUD reserves the right to cancel a job-sharing arrangement at any 
time with thirty (30) calendar day’s written notice to employees. Employees who are job 
sharing are eligible for the benefits afforded to part-time employees who are regularly 
scheduled to work twenty (20) or more hours and less than 40 hours (including overtime) per 
week. In all other respects, job sharing employees shall be treated consistent with their Civil 
Service status. 

7. SENIORITY 
Except as provided elsewhere in this Agreement or any side letter agreement between SMUD 
and the OSE, whenever seniority is used to make workplace decisions, such decisions shall be 
based upon SMUD seniority defined as an employee’s total years of continuous SMUD 
employment. It includes temporary and part-time employment as long as the employment has 
been continuous. 

8. TELECOMMUTING 
For the purpose of this Section, telecommuting is defined as the performance of some or all of 
an employee’s duties from a remote location. Unit 2 employees may volunteer to telecommute 
subject to the prior approval of SMUD. Telecommuting agreements shall be in writing. The 
terms of the telecommuting agreements shall be consistent with this Agreement. The 
telecommuting agreements also will contain a definition of a termination notice. SMUD shall 
forward a copy of the telecommuting agreement to the OSE President. 

9. DONATION OF LEAVE 
SMUD and the OSE agree that SMUD’s Donation of Leave Program shall be modified to 
eliminate the donation of sick leave except as provided below: 
In extraordinary circumstances only, the OSE may petition the Grievance Review Committee 
to authorize the donation of sick leave. The decision of the Grievance Review Committee is 
final. 

10. CONSTRUCTION MANAGEMENT INSPECTORS 
A. Take-Home Vehicles 

Construction Management Inspectors (CMIs) may, with prior approval from their 
supervisor, take home their assigned SMUD vehicle on a temporary, case-by-case basis for 
the purpose of traveling directly from the employee’s place of residence to a designated 
project or job site without first reporting to their regular headquarters. The supervisor’s 
decision regarding authorization of take-home use is final and is not subject to appeal or 
the grievance procedure. 
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Employees are responsible for ensuring the assigned vehicle is secure at all times while 
parked at their residence and that all electronic devices, equipment, and personal 
belongings are removed and stored inside the employee’s home. 
Travel time between the employee’s place of residence and the designated project or job 
site is not considered compensable work time unless the travel distance exceeds the 
employee’s normal commute to their regular headquarters. Any travel time in excess of the 
employee’s normal commute is considered time worked. 
Take-home SMUD vehicles may not be used for personal business or for any purpose other 
than authorized District business. 

B. Meal Payments During Overtime 
When CMIs are required to work overtime, CMIs who are unable to take a meal break are 
eligible for a meal payment of thirty dollars and forty cents ($30.40). The normal practice 
is for CMIs to have meals every five (5) hours worked. All work hours apply towards 
overtime meal eligibility. 
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ARTICLE 21 

FULL UNDERSTANDING / NON-NULLIFICATION 

1. FULL UNDERSTANDING 
A. This Agreement sets forth the entire understanding of the parties regarding the matters 

contained herein, and any other prior or existing understanding or Agreement by the 
parties, whether formal or informal, regarding such matters are hereby superseded. 
Except as provided in this Agreement, it is agreed and understood that all benefits and 
working conditions provided by this Agreement shall remain unchanged during the term 
of this Agreement, unless expressly modified by mutual agreement through the meet and 
confer process. 

B. With regard to terms and conditions of employment not expressly covered by this 
Agreement, the parties recognize that during the term of this Agreement it may be 
necessary or desirable for SMUD to make changes on matters within the scope of 
representation. If and when SMUD finds it necessary to make such changes, it shall 
notify the OSE at least thirty (30) calendar days prior to the proposed implementation. At 
the request of the OSE, the parties shall meet and confer in a good faith effort to reach 
agreement over such matters that fall within the scope of representation. 
If the parties are unable to reach agreement, the matter shall be resolved through the use 
of MED(iation)-ARB(itration).  Agreements or decisions resulting from this process shall 
be binding on the parties. 

2. CHANGE OF LAW AND NON-NULLIFICATION 
If any provision of this Agreement, or the application of such provision(s), should be found 
invalid by any decree of a court of competent jurisdiction or by the reason of any existing or 
subsequently enacted legislation, or applicable administrative regulations (e.g. CalPERS), all 
other provisions of this Agreement shall remain in full force and effect. In such event, the 
parties shall meet and confer in good faith within thirty (30) calendar days in an attempt to 
develop a replacement for the provision(s) found to be invalid. 
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Work Week Schedule Request 

Employee name: ____________________ _ Employee ID no: ___________ _ 

Supervisor name: ____________________ _ Cost center: _____________ _ 

Schedule change effective date (First day of the pay period): ________________________ _ 

Directions: Enter bi-weekly work week schedule requested with the days and times, including scheduled lunch break. 

Note for timekeeper: If schedule template doesn't exist, please email this request to Time@smud.org and include the 
employee group the schedule will be applied to (OSE, IBEW, CONF or PSOA). 

Week 1: Payroll week 

Monday Tuesday Wednesday Thursday Friday Saturday Sunday 

Start time 

End time 

Meal break 
(duration) 

Total daily 
hours 

Total weekly hours 

Week 2: Non-payroll processing week 

Monday Tuesday Wednesday Thursday Friday Saturday Sunday 

Start time 

End time 

Meal break 
(duration) 

Total daily 
hours 

Total weekly hours 

Supervisor approval: ____________________ _ Date: ______ _ 

For Time & Attendance use only 

Schedule ID: ______________ _ Schedule description: ______________ _ 

Entered by: Date entered in WFS: ______________ _ 

Policy sets: 

-SMUD~ 
© SMUD-3803 6/24 Forms Management 

APPENDIX A 

REQUEST FOR WORK WEEK PATTERN 
(See SMUD Form 3803, 6/24) 
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APPENDIX B 

LIST OF UNIT 2 REPRESENTED JOB CLASSIFICATIONS 
This list may not be all-inclusive and is subject to change by mutual agreement. 

ACCOUNTING TECH GENERATION DES III SCHEDULING TECH 

COMPUTER OPERS SPCLST (E) GENERATION DES IV SECRETARY 

COMPUTER OPERS SPCLST (J) GIS DATA TECH (E) SERVICE DISPATCHER 

CONSTR MGMT INSPCTR I GIS DATA TECH (J) SR CUST SVCS REP 

CONSTR MGMT INSPCTR II GRAPHIC DESIGNER SR DESIGNER/DRAFTER 

CONSTR MGMT INSPCTR III HYDROGRAPHY SPCLST SR DOC RECORDS SPCLST 

CUST SVC REP I I/T TECHNICIAN SR ENERGY SPCLST 

CUST SVC REP II INVENTORY TECH SR ENGINEERING TECH 

DOC RECORDS SPCLST I IPPS SPCLST I SR FIELD SERVICE TECH 

DOC RECORDS SPCLST II IPPS SPCLST II SR GIS DATA TECH 

DRAFTING TECH I IPPS SPCLST III SR GRAPHIC DESIGNER 

DRAFTING TECH II LAND AGENT - A SR MAPPER 

ENERGY SPECIALIST (E) LAND AGENT - B SR OFFICE SPCLST 

ENERGY SPECIALIST (J) LAND AGENT - C SR PRESS OPERATOR 

ENGINEERING DES I LEAD OFFICE TECH SR STAFF SECRETARY 

ENGINEERING DES II MAPPER SR SURV ENGRG TECH-COP 

ENGINEERING DES III MATERIAL PARTS CLERK SR SURV ENGRG TECH-OFF 

ENGINEERING DES IV METER & SERVICE DESIGNER STAFF SECRETARY 

ENGINEERING TECH (E) OFFICE ASST A STEM CO-OP STUDENT ASST 

ENGINEERING TECH (J) OFFICE ASST B STEM STUDENT ASST 

EQUIP TESTING REP OFFICE ASST C STUDENT STAFF ASST 

EQUIP TESTING REP ASST OFFICE SPCLST I SURVEY ENGRG TECH (J) 

FIELD SERVICES TECH OFFICE SPCLST II TRADE SHOW COORD 

FORMS ASSISTANT OFFICE TECH UTILITY SERV FIELD INVES 

FORMS TECH POWER QUALITY TECH VEHICLE PARTS CLERK 

GENERATION DES I PRESS OPERATOR 

GENERATION DES II PRIN ENGINEERING TECH 
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APPENDIX C 

LIST OF AGENCIES/COMPANIES TO BE SURVEYED 

(For Classification and Pay Studies of Unit 2 positions during the term of this Agreement) 

1. City of Alameda 
2. City of Fairfield 
3. City of Lodi 
4. City of Palo Alto 
5. City of Redding 
6. City of Roseville 
7. City of Sacramento 
8. City of Santa Clara 
9. City of Stockton 
10. County of Sacramento 
11. East Bay Municipal Utility District 
12. Kaiser Permanente 
13. Los Angeles Department of Water & Power 
14. Modesto Irrigation District 
15. Office of Personnel Management/US 
16. Pacific Gas & Electric 
17. Nevada Energy 
18. State of California 
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APPENDIX D 

SUPPLEMENTAL SIDE LETTERS OF AGREEMENT 

The parties have agreed that the following Letter Agreements shall remain in effect for the term of 
this MOU or until such time as the provisions or term of the individual Letter Agreement are 
satisfied: 

August 30, 1999 – Subject: Classification and Pay Studies setting forth procedures for an 
employee who wishes to request a classification and pay study of their desk.  

May 28, 2010 – Subject:  Contact Center Bidding Process, LR 10-022.  
March 8, 2012 – Subject:  Personal Computer Purchase Plan, LR 12-017. 
November 14, 2012 – Subject:  Contact Center – Voluntary Time Off (VTO), LR 12-042. 
November 21, 2012 – Subject:  Contact Center – Vacation Bid, LR 12-043. 
November 27, 2012 – Subject:  Contact Center – Distribution of Overtime, LR 12-045. 
October 1, 2013 – Subject:  Field Services Credit and Collections’ Vacation Scheduling Process, 

LR 13-031. 
October 7, 2013 – Subject: Customer Operations’ Vacation Scheduling Process, LR 13-035.  
March 4, 2015 (revised) – Subject: Contact Center Customer Service Representative (CSR) 

Progression, LR 15-007. 
October 13, 2017 – Subject:  Change to Retiree COLA and Enhancement to the Survivor 

Continuance Benefit, LR 17-021 (combines LR 13-006A & LR 14-002 {not 
executed}). 

May 19, 2020 – Subject: Side Letter Agreement – Impacts of Discipline for Nondiscrimination 
Policy Violations, LR 20-008.  

November 16, 2021 – Subject: Side Letter Agreement – Engineering Designer Progression, LR 
21-012 

June 28, 2023 – Subject: Side Letter Agreement – Inclement Weather 2 for 1, LR 22-009. 
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APPENDIX E 

BENEFITS FOR UNIT 2 LIMITED-TERM, FULL-TIME EMPLOYEES 

1. Dental, Medical, Vision, and Life Insurance Programs 
A.  SMUD provides a number of plans from which eligible Unit 2 employees can choose.  

Eligibility for coverage and co-payment for each plan is the same for all eligible 
employees.  The employee’s coverage becomes effective the first month after employment 
as a limited-term employee.  The employee must sign-up for the following coverages 
within thirty (30) calendar days of employment.  Subsequent enrollment opportunities 
occur during the Annual Open Enrollment period or for allowable changes in status.   
1) Medical Benefits 
2) Dental Benefits 
3) Vision Benefits 
4) Life Insurance - an age-based amount that equals 50% of the equivalent salary for a 

full-time employee rounded up to the nearest $5,000. 
B. If an employee selects higher-cost medical plans or additional coverage for life insurance 

plans, the employee shall pay the additional premiums on a “pre-tax” basis.  Please contact 
the People Services & Strategies Department for monthly premiums. 

2. Flexible Benefits Program 
A.  Limited-term, full-time employees in Unit 2 are given the opportunity to participate in 

SMUD’s flexible benefits program to enroll in the following benefit plans: medical, 
dental, vision, and life insurance.  This program allows the employee to choose which 
benefits they want for the calendar year.  

B. SMUD issues flex credits that give the employee purchasing power to “pay for” the 
benefits of their choice. Limited-Term employees receive a percentage of the flex credits 
allotted to Full-Time employees, as follows: 82.5% for 2022-2025. If the employee 
chooses benefits costing more than the flex credits provided by SMUD, the employee shall 
pay the difference through payroll deductions.  The payments for most flexible benefits 
are made on a pre-tax basis, so the employee can save on taxes. 

C. If an employee is already covered and chooses not to enroll in SMUD-provided medical, 
dental, and/or vision plans, they can “opt out” of coverage and SMUD shall give the 
employee cash in exchange for the flex credits.  Credits are paid to the employee on a 
monthly basis in the form of cash.  Such payments are taxable income. 
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D. Under the Flexible Benefits Program, base pay is the employee’s annual earnings as of a 
certain date, excluding bonuses, commissions, overtime pay and other special 
compensation.  Base pay for computing life insurance costs and coverage amounts is 50% 
of the equivalent salary for a regular employee.  

E. Contact the People Services & Strategies Department for the latest OSE Benefit Guide or 
individual plan documents for a more detailed explanation of the benefit options. 

3. Supplemental Benefits 
A. Limited-Term, full-time employees may supplement their temporary disability payments 

with sick or annual leave credits.  The employee cannot exceed 100% of their base salary. 
B. The following are not available to Limited-Term employees: 

1) Extended Compensation 
2)  Short-term Disability 
3)  Long-term Disability 

4)  Medical or Dependent Reimbursement Flexible Spending Accounts (FSAs) under the 
flexible benefits program 
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Organization of SMUD Employees Sacramento Municipal Utility District 
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Michael Jarvis 
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SMUD Team Members: 
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Aaron Cager Alcides Hernandez 
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RESOLUTION NO.  26-02-03 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

This Board accepts the monitoring report for Strategic Direction 

SD-2, Competitive Rates, substantially in the form set forth in Attachment B 

hereto and made a part hereof. 

Approved: February 19, 2026 

INTRODUCED:  DIRECTOR SANBORN 

SECONDED:  DIRECTOR FISHMAN 

DIRECTOR AYE NO ABSTAIN ABSENT 

TAMAYO X 

ROSE X 

BUI-THOMPSON X 

FISHMAN X 

HERBER X 

KERTH X 

SANBORN X 



  

 

      

    

  
  

     
    

 

 
  

 

 

Attachment B 
to Resolution No. 26-02-03 

SACRAMENTO MUNICIPAL UTILITY DISTRICT 

OFFICE MEMORANDUM 

TO: Board of Directors DATE: January 29, 2026 

FROM: Claire Rogers CR 1/29/26 

SUBJECT: Audit Report No. 28008022 
Board Monitoring Report; SD-2: Competitive Rates 

Internal Audit Services (IAS) received the SD-2 Competitive Rates 2025 Annual 
Board Monitoring Report and performed the following: 

• Selected a sample of statements and assertions in the report for review. 

• Compared sample to the corresponding supporting documentation to 
identify potential discrepancies. 

All items sampled within the SD Report aligns with the supporting documentation 
provided at the time of review. 

CC: 

Paul Lau 



           

  
 

 

 
 

  

 
   

 
 

 
   

    
    

  

   

   

      

   

      

  
 

 

    

   

     

  
 

  
 

   
 

         

 
  

    
    

        
 

         
       

     
    

     
  

 

 

Board Monitoring Report 2025 
SD-2, Competitive Rates 

1. Background 

Strategic Direction 2, Competitive Rates states that: 

Maintaining competitive rates is a core value of SMUD. 

Therefore: 

a) The Board establishes a rate target of 18 percent below Pacific Gas & Electric Company’s 
published rates on a system average basis. In addition, the Board establishes a rate target of at 
least 10 percent below PG&E’s published rates for each customer class. 

b) SMUD’s rates shall be competitive with other local utilities on a system average basis. 

c) In addition, SMUD’s rates shall be designed to balance and achieve the following goals: 

i) Reflect the cost of energy when it is used or exported to the SMUD grid; 

ii) Reduce consumption during periods of high system demand; 

iii) Encourage energy efficiency, conservation, and carbon reduction; 

iv) Encourage cost effective and environmentally beneficial Distributed Energy 
Resources (DERs) (examples of DERs include but are not limited to rooftop 
solar, battery storage, and energy reduction applications); 

v) Minimize the rate of change in the transition from one rate design to another; 

vi) Provide customers flexibility and choices; 

vii) Be as simple and easy to understand as possible; 

viii) Address the needs of people with low incomes and severe medical conditions; 
and 

ix) Equitably allocate costs across and within customer classes. 

2. Executive summary 

a) SMUD is in compliance with SD-2, Competitive Rates. 

As of December 31, 2025, SMUD’s rates remain among the lowest in the state and on a system 
average rate basis are 50.3% below Pacific Gas & Electric (PG&E) Company’s, which is better than 
the SD-2 target of at least 18% below on a system average rate basis. Residential average rates are 
at least 47.1% below PG&E’s residential average rates. See Figure 1 below for details. 

There were two rate increases to SMUD’s rates in 2025. Rates for all customers were increased by 
2.75% on January 1, 2025 and 2.75% on May 1, 2025, as adopted by the Board on September 21, 
2023. The reduction in the percentage below PG&E has decreased due to a combination of SMUD’s 
rate increases and PG&E’s overall rate decreases in 2025, as described in Appendix C. The overall 
rate advantage between SMUD and PG&E remains well above the SD-2 target of at least 18% on a 
system average basis. 
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-Metric 2025 performance 2024 performance 5 year average 

System 
average rates 
18% below 
PG&E rates 

50.3% below PG&E on a 
system average rate 
basis 

52.2% below PG&E on a 
system average rate 
basis 

47.0% below PG&E 
on a system 
average rate basis 

2025 marked the continuation of several rate developments that balance the SD-2 requirements and 
help SMUD maintain our critical financial performance and metrics. In June 2025, the Board approved 
Rate Resolution 25-06-15 which included a 3% rate increase in both 2026 and 2027, allowing SMUD 
to continue to meet California mandates, while addressing the impacts of the current economy and 
inflation. Despite these rate changes SMUD anticipates continuing to meet SD-2 requirements in the 
future. These approved increases are lower than other electric utilities that raised rates in the state of 
California. These increases are driven by commodity price increases, compliance requirements and 
inflation, among other things as described in Section 4 below. 

In June 2025, the Board approved a new optional rate for residential customers who have an 
electrical panel size of up to 125 Amps. This rate has the same structure as the standard Time-of-Day 
(5-8 p.m.) Rate but a lower monthly System Infrastructure Fixed Charge (SIFC) of $17 and slightly 
higher per kwh energy charges. Customers with low electricity consumption and who take steps to 
further reduce their energy consumption could see savings under this optional rate. Bill impacts will 
vary based on specific energy patterns from customers and amount of usage. This rate, called the 
Time-of-Day (Low Use) Rate, will be available beginning January 2026. SMUD is identifying eligible 
customers with low monthly usage who may benefit from the new optional rate. Once identified, 
SMUD will recruit these customers with direct communications. Recruitment material includes a rate 
comparison report that shows the annual and monthly costs on the new optional rate and the 
standard Time-of-Day Rate, information on how to enroll, and answers to commonly asked questions. 
Smud.org has been updated with the latest rate information. A dedicated page is now available at 
smud.org/TODLowUse with all the details. 

3) Additional supporting information 
a) The Board establishes a rate target of 18% below PG&E’s published rates on a 

system average basis. In addition, the Board establishes a rate target of at least 
10% below PG&E’s published rates for each customer class. 

SMUD continues to maintain average rates that are lower than PG&E’s, both at a system level and by 
rate class. Figure 1 provides a detailed picture of the difference between SMUD’s and PG&E’s 
average rates by rate class in 2025 as well as the difference between rates in 2024. 
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Figure 1 – Summary of SMUD and PG&E Rate Comparison in $/kWh 

Difference Difference Difference

PG&E SMUD Below PG&E* Below PG&E* Above SMUD

Class Description PG&E SMUD 2025 2025 2025 2024 2025

Standard E-1 TOD $0.4218 $0.1975 -53.2% -55.5% 113.6%

Low Income CARE*** EAPR & EAPRMED** $0.2466 $0.1321 -46.4% -50.9% 86.7%

All Residential $0.3566 $0.1888 -47.1% -50.1% 88.9%

<= 20 kW B-1 GFN, CITS-0 $0.4326 $0.1931 -55.4% -57.0% 124.0%

21 - 299 kW B-6 CITS-1 $0.4287 $0.1782 -58.4% -59.8% 140.6%

300 - 499 kW B-10 CITS-2, CITP-2 $0.3827 $0.1674 -56.3% -58.3% 128.7%

500 - 999 kW B-19 CITS-3, CITP-3, CITT-3 $0.3359 $0.1551 -53.8% -54.6% 116.6%

Large Commercial**** => 1 MW B-20 CITS-4, CITP-4, CITT-4 $0.2226 $0.1275 -42.7% -43.4% 74.6%

Traffic Signals TC-1 TS $0.4300 $0.1519 -64.7% -65.8% 183.1%

Street Lighting various SLS,NLGT $0.4631 $0.1783 -61.5% -66.1% 159.7%

Agriculture Ag & Pumping AG ASN/D,AON/D $0.3892 $0.1683 -56.8% -58.2% 131.3%

System Average $0.3478 $0.1728 -50.3% -52.2% 101.2%

Notes:

** CARE vs EAPR includes EAPR & EAPRMED customers.

***  There is no indication from PG&E that their CARE rates include customers who have a medical allowance only.

**** Commercial rates include WAPA credits. 

* 2025 average prices for SMUD with the rate increases effective 1-1-25 and 5-1-25. PG&E average prices in 2025 reflect rates effective 9-1-25, per 

Advice Letter 7684-E. The rate difference in year 2024 reflects PG&E average rates as of 10-1-24, per Advice Letter 7382-E dated 9-30-24, and SMUD 

rates effective 5-1-24.

Lighting

Customer Rate Categories

Average Annual Rate

Small Commercial****

Medium 

Commercial****

Residential

As seen in Figure 1, the rate competitiveness by rate class varies for the different customer classes 
and is at least 42.7% below comparable PG&E class average rates. Since the creation of this annual 
monitoring report, SMUD has consistently maintained rates that were more than 10% below PG&E’s 
class average rates. See Appendix A for more details. 

b) SMUD’s rates shall be competitive with other local utilities on a system average 
basis 

SMUD’s system average rate is competitive with other local utilities as shown in detail in Appendix B. 
In general, we are seeing large rate increases across the other local utilities. Even with our approved 
rate increases in 2026-2027, SMUD’s rates remain competitive. For example, Roseville had a 9% 
rate increase in June 2024 and another 9% increase in January 2025. In November 2024, Turlock 
Irrigation District approved rate increases of 5.6%, 5.6% and 5.5% for 2025, 2026 and 2027 
respectively. Compounded, this equates to a 17.6% rate increase over a 3-year period. While PG&E’s 
system average rates have decreased a total of 1.43% in 2025, their rates are still significantly higher 
when compared to SMUD’s system average rate. 

c) Reflect the cost of energy when it is used or exported to the SMUD grid 

SMUD’s TOD and restructured commercial rates were designed to more closely reflect the cost of 
energy when it is used, with prices highest during the peak time periods when the cost of energy is 
highest. We continually assess our rates as markets and our costs change to determine if any 
structural changes are needed, which is why we implemented TOD rates in 2018 and restructured our 
commercial rates in 2021. In 2021, the Board adopted the Solar and Storage Rate (SSR) to reflect 
the value of energy when it is exported to the grid. The rate has been in effect over the past four 
years, and as established in the SSR tariff, the export rate is reviewed every four years. Staff is in the 
process of updating the rate following the method approved by the Board in 2021 and will bring a 
recommendation to update the SSR export compensation rate for the next four years in early 2026. 
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d) Reduce consumption during periods of high system demand 

Both the residential and commercial TOD rates send signals to customers to reduce their on-peak 
usage. The Peak time for residential customers is 5 p.m. to 8 p.m. while the Peak time for commercial 
customers is 4 p.m. to 9 p.m. These Peak time periods reflect the highest $/kWh price to encourage 
customers to shift their energy usage outside of the Peak time period to reduce system load and help 
with carbon reduction goals. 

The optional residential Critical Peak Pricing (CPP) rate charges a premium on energy delivered 
during those few critical times during the summer with highest demand, which reduces energy 
consumption and carbon emissions when the grid is most stressed. Additionally, customers on the 
CPP rate receive a discount on energy delivered during the summer Off-Peak and Mid-Peak time 
periods, encouraging them to shift their energy use to times when the grid is less stressed and clean 
energy is more abundant. The CPP rate is part of SMUD’s portfolio of load flexibility programs that 
support load reduction and state regulations. 

e) Encourage energy efficiency, conservation, and carbon reduction 

SMUD continues to encourage energy efficiency, conservation and carbon reduction through the 
residential and non-residential TOD rates and a variety of programs, such as incentives to install 
storage, and offering a variety of rebates for energy-efficient appliances, heating and cooling 
systems, and energy-efficient LED lighting. TOD rates encourage customers to shift energy use from 
peak times when energy is more costly and is produced by a larger portion of carbon-emitting 
generation plants to off-peak times, when there is often excess carbon-free solar generation on our 
system. By shifting usage to times when non-carbon emitting resources are plentiful, customers not 
only save money, but they also contribute to reducing carbon emissions and help SMUD achieve our 
carbon reduction goals. The residential and restructured commercial TOD rates were designed to be 
revenue neutral, so customers can save money if they shift or reduce their usage from peak hours. 
More detailed information about rebates and energy savings tips can be found on smud.org. 

f) Encourage cost effective and environmentally beneficial Distributed Energy 
Resources (DERs) (examples of DERs include but are not limited to rooftop solar, 
battery storage, and energy reduction applications) 

The Solar and Storage Rate (SSR) was designed to work with a series of programs and incentives to 
help SMUD reach its 2030 Zero Carbon Plan. SMUD started the My Energy Optimizer (MEO) 
program with expanded storage incentives to encourage customers to invest in battery storage, which 
could enable the customer to gain additional value from their investment. The CPP rate provides 
customers with solar and storage even more of an opportunity to increase the value of their system, 
by providing a significantly larger incentive to send power to the grid during critical events. The CPP 
rate also encourages customers to adopt smart thermostats, as they may be able to save money on 
the CPP rate if they use the thermostat to adjust their energy usage. 

Customers that live in multi-family properties with as few as four units can now take advantage of the 
benefits of solar through the new Multi-Tenant Solar option. This program has been expanded from 
serving only low-income households to including all qualifying residents. In the Multi-Tenant Solar 
option, the building owner may install solar, with the benefits of that solar allocated to the residents, 
providing an avenue for customers to adopt solar even though they do not own their own home. 

SMUD incentivizes two different technologies for customers to enroll in the My Energy Optimizer 
(MEO) program. MEO Partner is for customers that want to participate with their smart thermostat, 
and upon enrollment, can voluntarily adopt the CPP rate. There are currently 38,087 smart 
thermostats enrolled in the program. MEO Partner+ is for customers that want to participate with their 
battery storage system. The enrollment incentive was increased to $5,000 per battery with a 
maximum of $10,000 per customer to expand the program and support the battery market. There are 
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currently 1,665 batteries enrolled in the program. In 2025, the MEO program was able to reduce 
electricity usage by approximately 18 MW during curtailment events. 

g) Minimize the rate of change in the transition from one rate design to another 

SMUD follows this principle through gradualism and balance between rate implementation and 
customer satisfaction when making rate structure changes in combination with rate increases. For 
example, the Commercial Rate Restructure (CRR) is being phased in over an 8-year period to 
mitigate bill impacts. The last year of the CRR glidepath is 2028. In addition, we re-negotiated a 
customer contract to gradually transition them to the standard rates over the course of 3 years. 

h) Provide customers flexibility and choices 

SMUD provides flexibility and rate options to its customers. Residential customers may select custom 
due dates, budget billing, and solar customers can choose between monthly or annual settlement 
options. Residential customers are placed on TOD, but they may select the fixed rate, the recently 
adopted optional low use rate or the CPP rate. All customers may make online payments and set up 
billing alerts. In addition, qualified commercial customers moving to SMUD’s service area may choose 
between two different Economic Development Rate discount structures, selecting the option that best 
suits their needs. In the case of very large commercial loads, SMUD also offers special retail 
agreements to balance meeting the needs of these large customers and pricing that promotes load 
growth, business attraction, and retention while avoiding impacts to other customer classes. 

i) Be as simple and easy to understand as possible 

SMUD works to make sure its many programs and rates are simple and easy to understand. For 
example, staff designed its TOD rates and restructured commercial rates to balance simplicity while 
still reflecting the cost of energy when it is used. Ongoing customer outreach and education assists 
customers in understanding new rate designs, pilots and programs. 

j) Address the needs of people with low incomes and severe medical conditions 

SMUD continues its commitment to supporting income-eligible customers and those with medical 
needs through dedicated discount programs. The Energy Assistance Program Rate (EAPR) and 
Medical Equipment Discount Rate (MED Rate) provide qualifying customers with monthly bill 
discounts. EAPR discounts are based on Federal Poverty Level (FPL), with the greatest assistance 
directed to those most in need. Additional financial relief is available through the EAPR Rate 
Stabilization Fund (ERSF), which offers further discounts to the most vulnerable income-eligible 
customers. This fund is replenished annually using discretionary, non-retail rate revenue to avoid 
impacting future rate adjustments. 

To increase program awareness and enrollment, SMUD has formed several Interagency Agreements 
with community organizations, through which we have identified and successfully enrolled eligible 
customers in the EAPR program. Additionally, customers who have experienced three disconnections 
and have past due balances exceeding $500 within the past 12 months are actively identified and 
encouraged to apply for EAPR, helping to improve their energy affordability. 

In addition to EAPR and MED, in 2025, SMUD’s Customer Assistance programs supported 1,566 
customers by providing energy education, facilitating energy-efficient upgrades and repairs, and 
advancing SMUD’s Clean Energy Vision through building and transportation electrification initiatives. 
These efforts effectively reduce customers’ overall energy burden while improving home comfort, 
sustainability, and energy affordability. 
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k) Equitably allocate costs across and within customer classes 

To ensure costs are equitably allocated across and within customer classes, staff updates SMUD’s 
marginal cost study and performs rate costing studies and value of solar studies prior to 
recommending rate structure changes, such as with TOD, the Commercial Rate Restructure and 
SSR. 

4) Challenges 

Rate Pressures 

SMUD continues to face cost pressures for clean energy compliance and state mandates, as well as 
make investments in new generation and storage assets to ensure the safe and efficient operation of 
the grid. Additionally, we continue to face cost pressures due to wildfire and inflation impacts, along 
with expenses to maintain a reliable and resilient grid. In addition, increased costs for wildfire 
management, reliability of our hydro facilities, customer programs to support our clean energy vision, 
and inflation all added pressure to maintaining SMUD’s bottom line. These rate pressures were the 
rate increase drivers and are detailed in the 2025 General Manager’s (GM) Report available on 
smud.org. 

5) Recommendation 

It is recommended that the Board accept the Monitoring Report for SD 2, Competitive Rates. 
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Appendices 

Appendix A: Historical Rate Comparison with PG&E 

Figure 2 compares SMUD and PG&E’s actual system average rates for the past 10 years. SMUD’s 
system average rates have averaged 40% below PG&E since 2016. These figures may differ from those 
in Figure 1, as Figure 1 is based on forecasted numbers while these numbers are based on actuals. 

Figure 2 – SMUD and PG&E Historical System Average Rate Comparison 
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Appendix B: Local Utility Rates 

• Modesto Irrigation District (MID): On November 14, 2023, the MID Board of Directors approved 
another round of rate increases of an additional 7.5% for January 2024, and a subsequent 5.5% 
increase for 2025 to cover costs and power supply cost pressure. A Power Cost Adjustment 
(PCA) designed to reflect fluctuating power supply costs was also adopted and has been applied 
monthly to customer bills in 2025. The range of the PCA for 2025 was $0.00000/kWh-
$0.01222/kWh. 

• Turlock Irrigation District (TID): TID’s board recently approved rate increases of 5.6% in both 
2025 and 2026, and 5.5% in 2027. In 2025, the Power Supply Adjustment, which is reviewed 
twice a year on June 1 and December 1, changed from a $0.000/kWh charge to a $0.002/kWh 
credit in June and a $0.003/kWh charge in December. Prior to 2025, TID did not have a base 
increase since 2015, allowing its rates to remain comparatively low. 

• Roseville Electric: Roseville Electric increased their rates by 9% on June 1, 2024 and another 9% 
on January 1, 2025. The utility stated that the increases were necessary to cover rising fuel costs 
and to ensure the utilities financial stability. Beginning on January 1, 2025, Roseville Electric’s 
temporary 8% energy surcharge, enacted in February 2023, became permanent. 
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• Lodi Electric: Lodi does not anticipate any rate increases until 2030.However, Lodi has a monthly 
energy cost adjustment that adjusts as power costs increase or decrease. The range of the 
energy cost adjustment for Fiscal Year 2024/2025 was $0.0055/kWh to $0.0598/kWh, so 
customers are exposed to monthly bill volatility as this cost adjustment varies month to month. 

• Los Angeles Department of Water and Power (LADWP). LADWP did not have a base rate 
increase in fiscal year 2024-2025. LADWP does have a pass-through rate mechanism that 
adjusts quarterly with costs, outside of any base rate increases. This Energy Cost Adjustment 
(ECA) ranged between $0.10499 and $0.11510 for 2025. 

SMUD’s system average rate remains competitive, as shown in Figure 3. Figure 3 uses 2024 data from 
the U.S. Energy Information Administration (EIA), which is the most recent actual yearly data available. 
2025 values are based on averaged monthly figures through September 2025. Roseville and Lodi do not 
participate in the reporting of monthly data, however, self-reported figures are included below. These 
figures may differ from those in Figure 1, as Figure 1 is based on forecasted numbers while these 
numbers are based on actuals. System average rates in dollars per kWh is a typical benchmark used in 
the industry to compare rates and are calculated by taking total electric revenue and dividing it by total 
kWh retail sales. 

Figure 3 – Utility System Average Rate Comparison ($/kWh) 

* Does not participate in reporting monthly EIA data, value shown is self-reported. 

Including pass-through mechanisms in rates is a common utility practice, allowing utilities to collect 
enough revenue to cover their costs without having to increase rates in a formal rate proceeding. SMUD 
has the Hydro Generation Adjustment, which allows for a small additional charge on customer bills in the 
event of less than median precipitation. Any pass-through mechanisms that utilities have are included in 

Figure 4 details the pass-through mechanisms some of SMUD’s neighboring utilities have as part of their 
rate structures. 
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Figure 4 – Utility Pass-through Mechanisms 

Utility Pass through 

SMUD Hydroelectric Generation Adjustment 

Modesto Irrigation District Capital Infrastructure Adjustment 

Environmental Energy Adjustment 

Power Cost Adjustment 

Turlock Irrigation District Power Supply Adjustment 

Environmental Charge 

Public Benefits Surcharge 

Roseville Electric Renewable Energy Surcharge 

Greenhouse Gas Surcharge 

Hydroelectric Adjustment 

Lodi Electric Energy Cost Adjustment 

LADWP* Energy Cost Adjustment 

Electric Subsidy Adjustment 

Reliability Cost Adjustment 

* LADWP has other adjustments to reflect approved rate increases. 

Including a fixed charge amount on residential customer bills is also a common utility practice. The fixed 
charge allows for revenue collection for fixed assets that do not vary with electricity consumption. Figure 5 
below outlines the fixed charge amount of SMUD’s neighboring utilities and SMUD’s System 
Infrastructure Fixed Charge (SIFC). Figure 5 also includes SMUD’s new Optional Time-of-Day (Low Use) 
Rate, which may benefit SMUD’s residential customers who have lower electricity consumption. 

Figure 5 – Monthly Residential Fixed Charge Amount 

* LADWP's Tier 1 fixed charge is $2.30 and Tier 2 fixed charge is $7.90 but they have a minimum bill of $10 per month. 
** SMUD’s SIFC charge on the Optional TOD (Low Use) Rate will be $17.00 when it goes into effect January 1, 2026. 
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Appendix C: PG&E Updates 

Overview of PG&E’s recent rate proceedings 

In 2025 PG&E had three rate changes, decreasing the system average rate in $/kWh from $0.3493 in 
2024 to $0.3478 in 2025 as shown in Figure 6. 

Figure 6 – PG&E 2024-2025 Rate Changes 

Annual

January March April July September October 2024

Rate Change 

(%)
17.10% 0.10% 1.30% -9.00% 0.70% 2.90% 11.97%

System Rate 

($/kWh)*
 $0.3657  $  0.3661  $   0.3708  $  0.3373  $    0.3395  $     0.3493 

check 0.3661$ 0.3708$  0.3374$ 0.3397$   0.3494$    

PG&E Rate Changes in 2024

Annual

January March September 2025

Rate Change (%) -0.70% 1.50% -2.20% -1.43%

System Rate 

($/kWh)*
 $        0.3504  $        0.3556  $        0.3478 

PG&E Rate Changes in 2025

*Includes California Climate Credit 

PG&E Rate Change Process 

In 2024, the CPUC approved a plan for PG&E to convert part of consumers electric bills to a flat rate 
based on their income. The fixed charge will be $24.15 starting in January 2026 and accompany a 
reduction in energy costs. For customers enrolled in low-income qualified programs the fixed charge will 
be $6-12 per month. 

Every four years PG&E files a request with California Public Utilities Commission (CPUC) with their 
proposed general rate increases. For 2025, most of the rate increase was driven by the general rate case 
(GRC) which supports the continued implementation of the utility’s wildfire mitigation plan, safety and 
reliability investments, capacity upgrades and climate and clean energy goals. PG&E projects that 
residential electric rates will be lower in 2026 because cost recovery included in current rates will expire. 
Removing those costs from rates will help offset proposed increases including the 2027 GRC. Per the 
most recent filing dated 5/15/25, PG&E proposed a system average rate increase of 5.0%, 2.8%, 2.9%, 
and 3.0% for 2027-2030, respectively. 

In December 2025, the CPUC reduced PG&E’s allowed Return on Equity (ROE) from 10.28% to 9.98%. 
The ROE is the allowed rate of return on capital projects and is how PG&E provides a profit to its 
shareholders. Lowering the ROE does not automatically lower customer bills. The impact depends on a 
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variety of factors, including which utility projects are approved, which investments are added to the rate 
base, and how much infrastructure spending PG&E proposes in the future. Staff will monitor the impacts 
on future rate changes and customer bills of this slight reduction in the ROE moving forward. 

PG&E Residential Time-of-Use Rate 

PG&E offers its residential customers a default time-of-use rate (E-TOU-C) that has a peak time-period 
from 4 p.m. to 9 p.m. every day. Customers may choose from a selection of alternative rates, including an 
optional E-TOU-D (5-8 p.m.) rate which has a shorter 3-hour Peak time-period during weekdays only. 

Appendix D: Historical Rate Increases 

Figure 7 shows that SMUD’s historical rate increases have been below inflation, which is based on the 
Consumer Price Index (CPI) over the past 5 years. 

Figure 7 – 2021–2025 Rate Increases vs Inflation* 

*Cumulative totals are calculated using compounded inflation and rate increases. 
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Figure 8 shows SMUD’s rate increases by year since 2005. 

Figure 8 –Residential vs. Non-Residential Rate Increase and Energy Surcharge by Year 

Residential Non-Residential

2005 6.00% 6.00% N/A

2006 0.00% 0.00% N/A

2007 0.00% 0.00% 0.00%

2008 7.00% 7.00% 0.00%

2009 5.50% 5.50% 0.00%

2010 5.50% 5.50% 0.034%

2011 2.25% 2.25% 0.00%

2012 0.00% 0.00% 0.00%

2013 0.00% 0.00% 0.00%

2014 2.50% 2.50% 0.00%

2015 2.50% 2.50% 1.267%

2016 2.50% 2.50% 0.00%

2017 2.50% 2.50% 0.00%

2018 1.50% 1.00% 0.00%

2019 0.00% 1.00% 0.00%

1/1/2020 3.75% 3.75% 0.00%

10/1/2020 3.00% 3.00% 0.00%

1/1/2021 2.50% 2.50% 0.00%

10/1/2021 2.00% 2.00% 0.00%

3/1/2022 1.50% 1.50% 0.00%

1/1/2023 2.00% 2.00% 0.00%

1/1/2024 2.75% 2.75% 0.00%

5/1/2024 2.75% 2.75% 0.00%

1/1/2025 2.75% 2.75% 0.00%

5/1/2025 2.75% 2.75% 0.00%

1/1/2026 3.00% 3.00% 0.00%

1/1/2027 3.00% 3.00% 0.00%

Year
Rate Increase Hydro 

Generation 
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RESOLUTION NO.  26-02-04 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

This Board accepts the monitoring report for Strategic Direction 

SD-3, Access to Credit Markets, substantially in the form set forth in 

Attachment C hereto and made a part hereof. 

Approved: February 19, 2026 

INTRODUCED:  DIRECTOR SANBORN 

SECONDED:  DIRECTOR FISHMAN 

DIRECTOR AYE NO ABSTAIN ABSENT 

TAMAYO X 

ROSE X 

BUI-THOMPSON X 

FISHMAN X 

HERBER X 

KERTH X 

SANBORN X 



  

 

      

    

  
  

      
   

 

 
  

 

 

Attachment C 
to Resolution No. 26-02-04 

SACRAMENTO MUNICIPAL UTILITY DISTRICT 

OFFICE MEMORANDUM 

TO: Board of Directors DATE: January 29, 2026 

FROM: Claire Rogers CR 1/29/26 

SUBJECT: Audit Report No. 28008023 
Board Monitoring Report; SD-3: Access to Credit Markets 

Internal Audit Services (IAS) received the SD-3 Access to Credit Markets 2025 
Annual Board Monitoring Report and performed the following: 

• Selected a sample of statements and assertions in the report for review. 

• Compared sample to the corresponding supporting documentation to 
identify potential discrepancies. 

All items sampled within the SD Report aligns with the supporting documentation 
provided at the time of review. 

CC: 

Paul Lau 



  

 

         

    

     
    

 
 

  
 

          

          

 

             
           

 
            

       
 

             
 

   
 

             
            

             
           

          
           

          
            

           
    

 
            

           
           
           
           

             
         
            
             
         
       

Board Monitoring Report 2025 

SD-3 Board Strategic Direction on 
Access to Credit Markets 

1. Background 

Strategic Direction 3 on Access to Credit Markets states that: 

Maintaining access to credit is a core value of SMUD. 

Therefore: 

a. For SMUD’s annual budgets, the Board establishes a minimum target of cash 
coverage of all debt service payments (fixed charge ratio) of 1.5 times. 

b. When making resource decisions, SMUD shall weigh the impacts on long-term 
revenue requirements, debt, financial risk and flexibility. 

c. SMUD’s goal is to maintain at least an “A” rating with credit rating agencies. 

2. Executive summary 

SMUD relies on the use of borrowed funds to pay for a portion of its capital needs 
on an ongoing basis. The Board adopted SD-3, Access to Credit Markets, to help 
ensure that SMUD maintains the ability to raise new money at competitive rates in 
the bond market as needed. Making prudent use of borrowed funds to finance 
capital improvements helps SMUD to mitigate major rate adjustments in periods of 
intensive capital expansion, and allows SMUD to allocate the costs of those 
improvements over their useful lives to the customers who benefit from 
them. Maintaining access to credit markets supports our objective to be financially 
flexible to make necessary and timely investment and take advantage of 
opportunities while remaining competitive. 

One of the most important indicators of an organization’s ability to access credit 
markets is the independent assessment made by credit rating agencies. SMUD is 
rated by the three major rating agencies: Standard & Poor’s (S&P), Moody’s, and 
Fitch, which review SMUD’s credit on approximately an annual basis. The credit 
ratings assigned are intended to give investors the rating agency’s view of the 
likelihood that SMUD will repay principal and pay interest on bonds when due. They 
utilize financial metrics in assessing creditworthiness such as the Fixed Charge 
Ratio that measures revenue sufficiency to meet obligations, and Days Cash on 
Hand, a measure of liquidity. They also measure leverage and the capacity to 
finance future capital projects without placing undue burden on customers, either 
through borrowing or within our rate structure. SMUD’s overall governance and risk 
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management practices are also important to the agencies, along with the ability and 
willingness to raise rates when necessary while maintaining competitive low-cost 
energy for our customers. 

As indicated in the attached ratings agency reports, SMUD demonstrates robust 
metrics, and, thanks to well-managed cash flow, has the flexibility to target a more 
conservative fixed charge ratio. The most recent SMUD credit reports from both 
Moody’s and Fitch also specifically cite the Board’s demonstrated willingness to 
raise rates to support financial performance. 

Additionally, there are external factors, such as wildfire liability and regulatory 
factors that have an impact on ratings. Despite SMUDs robust vegetation 
management, asset management, and wildfire mitigation programs, concerns 
persist due to wildfire activities elsewhere in the state, which exerts downward 
pressure on SMUD’s credit ratings. 

Credit ratings heavily impact an organization’s ability to borrow money in the 
municipal markets, as well as the interest rates they will be required to pay. Higher 
credit ratings translate into lower borrowing costs. For example, if SMUD’s credit 
ratings were to fall into a lower category, from AA to A, the impact at today’s rates 
would be approximately $242k/year for every $100 million borrowed. However, 
during periods of financial turmoil, such as experienced in 2007 or 2020, the benefit 
of having higher credit ratings increases. In the past higher credit ratings have 
allowed SMUD to access credit markets sooner, more easily, and at a lower 
interest rate than other lower rated utilities. 

Credit ratings also impact an organization’s ability to conduct general business 
transactions. Trading partners utilize credit ratings as a factor in assessing their 
willingness to transact with SMUD, and to determine commercial terms. Stronger 
credit ratings enable SMUD to negotiate better terms and conditions for contracts, 
including power purchase agreements, and commercial insurance policies. For 
example, SMUD’s healthy credit ratings minimize the amount of collateral posting 
required under many of its commodity contracts to hedge fuel and power. Likewise, 
if SMUD’s ratings were to drop from current levels, collateral posting requirements 
would increase accordingly. In some cases, a reduction in SMUD’s credit ratings 
below a certain threshold would give our counterparty the right to terminate the 
contract. 

In addition to cash on hand, SMUD maintains a liquidity program consisting of a 
commercial paper program and a line of credit. The commercial paper program 
enables SMUD to issue up to $400 million of commercial paper notes to obtain 
funding quickly, when it’s necessary to maintain our liquidity levels. Our lines of 
credit allow SMUD access to up to $150 million on short notice with the advantage 
that it isn’t dependent on investor demand. The commercial paper program and line 
of credit are instrumental in providing comprehensive liquidity support for SMUD 
operations and capital initiatives. The liquidity program helps to maintain our credit 
ratings and mitigate many enterprise risks that are otherwise difficult or financially 
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prohibitive to mitigate through standard means. The commercial paper program and 
line of credit are structured with agreements from four separate banks, further 
reducing concentration risk and enhancing overall execution. 

To protect SMUD’s financial strength, credit ratings, and operations, SMUD 
maintains comprehensive property and casualty insurance to guard against 
catastrophic losses. Insurance programs are continuously reviewed and modified 
when construction, operational exposures, or developments in the insurance 
industry so warrant. SMUD’s strong financial position, long term relationships 
with a variety of insurers, and its liquidity program minimize SMUD’s 
susceptibility to the volatility of insurance market cycles. SMUD maintains cash 
on hand and access to credit to meet potential insurance deductibles and self-
insured liability claims and has had no claims that have exceeded coverage 
limits. 

SMUD has remained in compliance with SD-3 as evidenced by the following: 

a. Maintained key financial metrics, including a fixed charge ratio above the 
minimum policy target of 1.50 times. 

1. 2.83 times in 2024 
2. 3.71 times in 2025 (forecasted figure as of December 31, 2025) 
3. 2.69 times in 2026 (projected in 2026 Budget) 

b. In 2025, Fitch and Moody’s affirmed SMUD’s senior credit ratings at 'AA' and 
‘Aa2’ respectively (Aa2 is the Moody’s equivalent of AA), and remain unchanged 
from 2024. S&P continues to rate SMUD at a AA credit rating, but in early 2025 
placed SMUD on negative outlook, along with many other California utilities, due 
to wildfire risk concerns. 

c. Issued $100 million new money in certified green put bonds locking in a 7-year 

fixed rate, $100 million certified green new money long term fixed rate debt and 

rolled $100 million in put bonds into a fixed 6-year new term. These transactions 

successfully mitigated interest rate risk in a volatile market environment by 

strategically refunding $75 million of variable Commercial Paper debt. 

d. SMUD successfully issued $50 million of Green Commercial Paper (CP) in April 

and May. The issuances were the first Green CP notes issued by any U.S. 

municipal electric utility, and carried the Kestrel-Verified Green Commercial Paper 

Certificate, an independent external review from Kestrel, a leading verifier of 

green bonds in U.S. public finance. 

e. Executed a defeasance of the remaining SFA bonds, reducing debt service by 

$13.8 million each year through 2030. These bonds were originally issued to 

finance the Cosumnes Power Plant and represent the last outstanding bonds 
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associated with SMUD’s gas thermal power plants. The defeasance decarbonized 

SMUD’s debt portfolio and provides flexibility to retool or modify the plant. 

Additionally, the defeasance enabled SMUD to consolidate SFA assets into 

SMUD, significantly reducing future administrative costs. 

f. Received two Investment Tax Credits (ITC) payments of $91.7 million for Solano 

4 and $1.5 million for Mitsubishi Electric Power Product Inc (“MEPPI”) battery 

energy storage system, under provisions of the Inflation Reduction Act. 

g. Additional supplemental contributions of $26 million were made to CalPERS as part 
of o u r ongoing efforts to actively monitor and manage our unfunded pension 
liability. This obligation is something that rating agencies are increasingly focusing 
on in their reviews, and addressing this unfunded liability sooner helps to prevent 
rate impacts. These costs would continue to grow into the future since paying only 
the required minimum payments may not fully mitigate the compounding nature of 
the outstanding liability. SMUD’s most current valuations show the Pension funded 
status at 86.7% as of June 30, 2024, and the funded status of Other Post 
Employment Benefits (OPEB) at 91% as of June 30, 2024. 

h. Amidst a stabilizing yet still challenging insurance market, the property and 

casualty insurance programs were successfully renewed at or below budget, with 

expanded limits and improved terms. Despite the significant challenges posed by 

the devastating wildfires in Southern California at the beginning of the year, 

SMUD secured ample capacity in both the property and wildfire insurance 

markets. The property program is now fully insured, while wildfire coverage limits 

were increased by $25 million and self-insured portions were reduced by 35%. 

These outcomes represent a significant advancement in SMUD’s risk 

management and financial protection. 

i. Leveraged the SMUD Insurance Captive to support the Sustainable Communities 

Program efforts to expand the Shine Award Program to community nonprofit 

organizations. In this challenging insurance market, small nonprofits often 

struggle to afford the insurance required to participate in SMUD’s grant 

programs. By using the Captive to offer excess insurance coverage for Shine 

Award exposure, SMUD helps remove barriers for these organizations, 

strengthening our community, and supporting their valuable work. 

3. Additional supporting information: 

Details on SMUD specific credit strengths, ratings variables, and potential 
challenges to SMUD’s credit are listed below. 

Financial Strengths: 
Maintaining SMUD’s financial strength is a key component to continually accessing 
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credit markets. Below is a list of SMUD specific financial strengths mentioned in 
recent rating agency reports: 

a. Strong financial operations management 
b. Strong financial performance with fixed charge ratio averaging around 

2.0x during the last 2 years 
c. Robust liquidity 
d. Low operating costs 
e. Competitive rates 
f. Diverse resource portfolio 
g. Favorable debt and liabilities profile 
h. Proactive planning and hedging practices 
i. Timely rate setting record 
j. Strong wildfire mitigation activities 

Ratings Variables: 
The rating agencies evaluate a number of factors in deriving municipal power 
ratings. These include: 

a. Financial ratios and metrics 
b. Rate competitiveness 
c. Cost of production/purchased power (particularly with respect to higher cost 

renewables) 
d. Risk management practices 
e. Service area demographics 
f. Regulatory factor 

4. Challenges: 

Below are comments from recent rating agency reports regarding challenges to 
SMUD’s financial strength that could affect SMUD’s ability to access credit 
markets: 

a. Wildfire liability and inverse condemnation exposure 
b. More significant capital spending affecting rate competitiveness and 

key financial metrics 
c. Substantially weakened competitive position or reduced ability to maintain 

liquidity and fixed charge ratios 
d. Prioritizing environmental goals or rate affordability at the expense of 

maintaining a strong financial profile 

5. Recommendation: 

It is recommended that the Board accept the Monitoring Report for SD SD-3 Board 
Strategic Direction on Access to Credit Market 
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RESOLUTION NO.  26-02-05 

WHEREAS, the California Surplus Land Act (the Act) states that 

a “local agency” such as SMUD may only sell “land owned in fee simple … for 

which the local agency’s governing body takes formal action in a regular public 

meeting declaring that the land is surplus and is not necessary for the agency’s 

use”; and 

WHEREAS, the Act provides for a local agency’s governing body 

to designate such surplus land as “exempt surplus land,” with designated 

exemption classifications including (1) sales of property that are less than 1/2 

acre in size and not contiguous to land owned by a state or local agency that is 

used for open-space or low- and moderate-income housing purposes and (2) 

land transferred to a local, state, or federal agency; and 

WHEREAS, SMUD owns 0.10 acres of vacant land in Sacramento 

County (APN 265-0173-009-0000) located in the residential area of north Sacramento, 

south of Alamos Ave., east of Amaranth Alley that was formerly the site for the 

Alamos Substation (Alamos Substation property) and that is less than 1/2 an acre 

in size and not contiguous to land owned by a state or local agency that is used for 

open-space or low- and moderate-income housing purposes; and 

WHEREAS, staff has determined the Alamos Substation property is 

not needed for any other SMUD business purpose; and 

WHEREAS, SMUD owns 0.27 acres of vacant land in Sacramento 

County (APN 061-0051-036-000) located at 7901 Amador Ave., Sacramento (Amador 

property) and that is less than 1/2 an acre in size and not contiguous to land owned 

by a state or local agency that is used for open-space or low- and moderate-income 

housing purposes; and 

WHEREAS, staff has determined the Amador property is no longer 

needed for any SMUD business purpose and has initiated the disposition process with 

the City of Sacramento, which has expressed interest in obtaining the Amador 

property; and 

WHEREAS, SMUD acquired 0.74 acres of vacant land in El Dorado 

County (APN 012-070-023) located adjacent to Ice House Reservoir (High Point 



 

 
 

 
 

  

 

property) for the sole purpose of building a day use area on-site and transferring the 

improved property to the U.S. Forest Service in order to comply with SMUD’s 

obligations under the Upper American River Project (UARP) Federal Energy 

Regulatory Commission (FERC) License, and in that connection, the U.S. Forest 

Service, a federal agency, is interested in acquiring ownership of the High Point 

property; and 

WHEREAS, staff recommends the Alamos Substation property, 

the Amador property, and the High Point property be declared exempt surplus 

land; NOW, THEREFORE, 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

Section 1. That this Board finds that the former Alamos 

Substation property is not needed for any other SMUD business purpose and 

declares it is exempt from the Surplus Land Act because it is less than 1/2 acre 

in area and not contiguous to land owned by a state or local agency that is used 

for open-space or low- and moderate-income housing purposes. 

Section 2. That this Board finds that the former Amador 

property is not needed for any other SMUD business purpose and declares that 

it is exempt from the Surplus Land Act for each of the two following 

independent reasons:  it is (a) less than 1/2 acre in area and not contiguous to 

land owned by a state or local agency that is used for open-space or low- and 

moderate-income housing purposes and (b) intended to be transferred to a local 

agency (the City of Sacramento). 

Section 3. That this Board finds that the former High Point 

property is not needed for any other SMUD business purpose and declares it is 

exempt from the Surplus Land Act because it was acquired for the sole purpose 



 

 

 
 

 

   

   

  

   

   

   

   

 
 
 
  

of transferring it to, and it will be transferred to, a federal agency (the U.S. Forest 

Service). 

Approved: February 19, 2026 

INTRODUCED:  DIRECTOR SANBORN 

SECONDED:  DIRECTOR FISHMAN 

DIRECTOR AYE NO ABSTAIN ABSENT 

TAMAYO X 

ROSE X 

BUI-THOMPSON X 

FISHMAN X 

HERBER X 

KERTH X 

SANBORN X 



 

 

 

 
 

 

 

 

 

President Tamayo then called for public comment for items not on 

the agenda. 

Written public comment, copies of which are attached, was 

received from the following members of the public: 

 Steve Uhler 
 John Weber 

President Tamayo then turned to Directors’ Reports. 

Director Rose reported on his participation in and attendance at the 

MLK 44th Annual March for the Dream, the Sacramento Metropolitan Chamber of 

Commerce 131st Annual Dinner and Business Awards, the Roseville Chamber of 

Commerce Installation Dinner, the Cleaner Air Partnership Luncheon, the North 

State Building Industry Association (BIA) Installation of Officers, and the Planning 

and Conservation League (PCL) Foundation 2026 California Environmental 

Assembly. He concluded by reporting on his attendance at the DistribuTECH 

Conference. 

Director Fishman reported on his speaking engagements with the 

Arden Arcade Rotary Club and the Renaissance Society Class where he spoke 

on SMUD’s 2030 Zero Carbon Plan. He then reported on his attendance at the 

Sacramento County Farm Bureau Annual Dinner, his emcee duties for the 

Project R.I.D.E. annual fundraising crab feed, his participation in the MLK March 

for the Dream, and his attendance at the Sacramento Area Council of 

Governments (SACOG) Blueprint Adoption event.  He concluded by reporting on 

his attendance, along with President Tamayo, at the El Dorado County Chamber 

of Commerce Annual Awards and Installation Dinner, where SMUD employee 

Jason McAlister, Director of Grid Assets Strategic Services, was installed as one 

of their officers. 

Director Herber reported on her attendance at the Elk Grove 

Chamber of Commerce 74th Annual Board Installation Gala, the Sacramento 

Kings Celebrating Dr. Martin Luther King Jr. Night, the 25th Anniversary Gala for 

My Sister’s House, and the California Municipal Utilities Association (CMUA) 

Capitol Day.  She then reported on her attendance at the Environmental Council 

of Sacramento (ECOS) Climate Change Committee meeting with David 



 

 

 

Mogavero, her tour of the Northern California Construction Training (NCCT) 

Workforce Training Campus, and her meeting with a student who had developed 

an app for identifying whether something is recyclable.  She concluded by 

reporting on her attendance at the DistribuTECH conference. 

Vice President Kerth reported on his attendance at the Sacramento 

Kings Celebrating Dr. Martin Luther King Jr. Night where he presented an award 

to Simeon Gant, founder of Green Tech and his participation in the MLK March 

for the Dream. He then reported on his attendance at the Sacramento Business 

Journal 2026 Economic Forecast and the North State BIA Installation Dinner.  He 

concluded by reporting on his attendance at the DistribuTECH conference. 

Director Sanborn reported on her speaking engagements for the 

Emerging Leaders Energy Summit at the Aerospace Museum and for the 

Children’s Receiving Home of Sacramento on Auburn Boulevard.  She noted the 

latter had recently had a Day of Service, and she thanked Kaiser Permanente, 

who had 70 staff volunteers participate in property maintenance activities.  She 

then reported on her attendance at the My Sister’s House event and the SMUD-

sponsored American River College/Evangelisti Culinary Arts Center Watt’s 

Cooking event, her participation in the CMUA Capitol Day, her attendance at the 

El Dorado County Chamber of Commerce Awards Dinner, the Home & 

Landscape Expo and the DistribuTECH conference, her tour of the Community 

Outreach Academy at McClellan, and her attendance at the Orangevale 

Chamber of Commerce’s Best of Orangevale Awards.  She concluded by 

reporting on her attendance, along with Director Fishman, at the CivicWell Policy 

Bridge. 

President Tamayo reported on his attendance at the Emerging 

Leaders Energy Summit, the Telugu Association of Greater Sacramento’s 

Sankranthi Celebration, where Chief Information Officer Suresh Kotha was a 

guest speaker, and the MLK 44th Annual March for the Dream, his meeting with 

Manuel Guillot, Executive Director of United Latinos, his attendance at the My 

Sister’s House 25th Anniversary Gala, his meeting with Angela Laws of the 

Xerces Society, and his attendance at Indian Association of Sacramento event.  



 

 

 

He then reported on his attendance at the El Dorado County Chamber of 

Commerce Installation Dinner, the Rancho Cordova Chamber of Commerce 

Business Outlook, his speaking engagement at the Suvidha International 

Foundation Artificial Intelligence (AI) Agent Development Showcasing Event, his 

interview with Radio Bamdad, his tour of the NCCT Workforce Training Campus, 

his speaking engagement for the Celebration of the Meadowview Neighborhood 

Electrification Project, his attendance at the SMUD Cares Appreciation 

Luncheon, and his meetings with the Save Coyote Creek group in preparation for 

the March 11 presentation and discussion.  He concluded by reporting on his 

participation, along with Sacramento Mayor McCarty and Councilmembers 

Guerra and Talamantes, in a trip to Morelia, Michoacán, Mexico, for the 

Sacramento-Morelia Sister City agreement signing. 

Paul Lau, Chief Executive Officer and General Manager, reported 

on the following items: 

1) Black History Month and Lunar New Year.  February at 

SMUD includes some great celebrations for Black History Month 

and Lunar New Year.  First, in honor of Black History Month, 

next week our Black Employee Resource Group (BERG) will 

host a celebration exploring the impact of the Black church on 

culture, community and social change.  During the event 

commemorating the 100-year anniversary of Black History 

Month, local pastors will share just how much the church has 

shaped faith, social justice and community building.  Earlier this 

week, our Groups Reaching Across International Networks 

(GRAIN) Employee Resource Group (ERG) teamed up with the 

Allies and Diverse Abilities Partnering Together (ADAPT) group 

and the Military Employee Resource Group (MERG) to host a 

delicious dim sum lunch in honor of the Year of the Fire Horse.  

This event was back by popular demand, marking the second 

time the ERG has now hosted dim sum to celebrate Lunar New 

Year. There was also a special presentation from the MERG on 



 

 

  

 

 

 

  

the Fall of Saigon. Thank you to everyone involved in putting 

together these impactful events for our employees. 

2) SMUD Cares Appreciation Luncheon. We held our annual 

SMUD Cares Appreciation luncheon honoring 2025’s top 

volunteers and donors.  Last year, SMUD employees pledged 

more than $500,000 of their personal funds to support the 

nonprofit organizations they are passionate about!  And our 

dedicated volunteers put in over 4,000 volunteer hours through 

SMUD Cares.  Of course, I have always known that SMUD 

employees are the best at giving back to our community, but 

what impresses me the most is how we come together each 

year to keep taking charitable giving to new heights.  Thank you 

to all our generous donors and volunteers and President 

Tamayo for attending and sharing a few words with our 

employees. Thank you to our Chief Zero Carbon Officer, Lora 

Anguay, for serving as last year’s SMUD Cares Executive 

Sponsor. And lastly, thank you to our 2026 SMUD Cares 

Executive Co-Chairs, Jose Bodipo-Memba and Brandy Bolden. 

3) Emerging Leaders Energy Summit. Our Regional Workforce 

Development and Community Education teams hosted the 

Emerging Leaders Energy Summit where students across the 

region competed for $2,000 scholarships.  Students shared how 

they are going to make an impact in their communities around 

climate change through community service projects focused on 

this year’s theme: Fueling the Future – Where Food Meets 

Energy. This event wrapped up a journey that started last 

September when students spent three days learning about the 

links between food, energy and climate change.  Thank you to 

President Dave Tamayo and Board Member Heidi Sanborn for 

being part of the special day. 



 

 

 

 

 

  
        

4) Board Video.  In a series of videos intended for social media, 

we are giving customers a high-level overview of the many 

things we prioritize at SMUD.  This short video was created to 

showcase how we are prioritizing going electric within our fleet 

vehicles and equipment. 

President Tamayo noted he had neglected to mention that while in 

Morelia, the Casa Morelia group had provided SMUD with a nice plaque 

depicting Morelos, one of the Revolution Heroes, in recognition of SMUD’s 

friendship with the City of Morelia. 

President Tamayo requested the Summary of Board Direction, but 

there were no items. 

No further business appearing, President Tamayo adjourned the 

meeting at 6:58 p.m. 

Approved:

 _________________________ _____________________________
 President Secretary 



  
  
   

  

 

   

 

  

  
 

 

 
  

 
  

   
   

   
 

 

  

 

 

 

 

 

Subject:SMUD Board of Directors February 19, 2026 consent calendar 
Date: Tue, 17 Feb 2026 14:46:34 -0800 
From: Sondra Betancourt <sbetancourt@sachorsemen.org> 

To: rob@kerth.us 

Members of the Sacramento Municipal Utilities District (SMUD) Board of Directors. 

It is our understanding that an item has been added to the February 19, 2026 consent calendar, 
wherein staff request the smud board to declare SMUD property known as APN 265-0173-009-
0000 as surplus. 

The Bethel Lutheran Church has owned and operated the property located at 1200 Alamos 
Avenue since approximately 1960, and which has continuously sponsored Boy Scout Troop 99 at 
that location. 

The Bethel Lutheran Church property is directly adjacent to the the SMUD owned parcel known 
as APN 265-0173-009-0000 which located on Amaranth Alley. 

Over the past several years, the SMUD parcel has been subject to numerous code enforcement 
concerns, and vandalisms thereby creating an ongoing expense to SMUD. The subject property 
has such low value that SMUD is unlikely to recover the costs of selling the property. We 
believe that as a benefit to the community, the parcel should be donated to the Bethel Lutheran 
Church, which is a time-tested, high value institution for the neighborhood, as well as the greater 
North Sacramento community. 

Respectfully submitted for your consideration. 

Sondra Betancourt, Financial Secretary 

Bethel Lutheran Church 

(916) 837-3339 

mailto:sbetancourt@sachorsemen.org
mailto:rob@kerth.us


Outlook 

[EXTERNAL] Public comment for the next SMUD board meeting, re: Please provide record of the 
board's reply to this petition to comply with the Brown Act meeting laws. 

From Steve Uhler <sau@wwmpd.com> 

Date Thu 2/5/2026 11 :45 PM 

To Public Comment <PublicComment@smud.org> 

CAUTION: This email originated from outside of SMUD. Do not click links or open attachments unless 
you recognize the sender and know the content is safe. 

Please correct the issue of not ensuring pursuant to 54954.3.(a), that 
every agenda for regular meetings shall provide an opportunity for 
members of the public to directly address the legislative body on any 
item of interest to the public, before or during the legislative body's 
consideration of the item, that is within the subject matter 
jurisdiction of the legislative body. 

Pursuant to Rule 1.5 Public Participation (c) Members of the public may 
address the Board at a Board meeting on agenda items prior to or during 
the Board's consideration of that item, and on items of interest not on 
the agenda which are within SMUD's jurisdiction, except that no public 
comment will be taken on the form or content of the Board agenda itself 
except during the general public comment period. 

Rule 1.5 Public Participation (c) appears to recognize members of the 
public may address the Board at a Board meeting on agenda items prior to 
or during the Board's consideration of that item, yet under Rule 1.2 
Order of Business (f) Approval of the Agenda is placed before (k) Public 
Comments (non-agenda items). 

Correct this issue by placing Public Comments (non-agenda items) before 
Approval of the Agenda, or allow public to comment when Approval of the 
Agenda is called. 

Please provide record of the board's reply to this petition to comply 
with the Brown Act meeting laws. 

Steve Uhler 
sau@wwmpd.com 

mailto:sau@wwmpd.com
mailto:PublicComment@smud.org
mailto:sau@wwmpd.com


Outlook 

[EXTERNAL] Written comments for the board meeting February 19, 2026 

From John W <js_weber@hotmail.com> 

Date Thu 2/19/2026 2:57 PM 

To Public Comment <PublicComment@smud.org> 

@J 1 attachment (8 MB) 

Large_Language_Model_Reasoning_Failures_Stanford_Paper.pdf; 

CAUTION: This email originated from outside of SMUD. Do not click links or open attachments unless you 
recognize the sender and know the content is safe. 

Dear Board, 

Please read the very timely research, attached, regarding Large language Models. I think you will find it 
very interesting. Also, please share with the appropriate staff. 

Thank you, 
John Weber 

mailto:PublicComment@smud.org
mailto:js_weber@hotmail.com


Published in Transactions on Machine Learning Research (01/2026) 
ar

X
iv

:2
60

2.
06

17
6v

1 
[c

s.
A

I]
 5

 F
eb

 2
02

6 

Large Language Model Reasoning Failures 

Peiyang Song ∗† psong@caltech.edu 
California Institute of Technology, Stanford University 

∗Pengrui Han barryhan@carleton.edu 
Carleton College 

Noah Goodman ngoodman@stanford.edu 
Stanford University 

Reviewed on OpenReview: https://openreview.net/forum?id=vnX1WHMNmz 

Abstract 

Large Language Models (LLMs) have exhibited remarkable reasoning capabilities, achieving 
impressive results across a wide range of tasks. Despite these advances, signifcant reasoning 
failures persist, occurring even in seemingly simple scenarios. To systematically understand 
and address these shortcomings, we present the frst comprehensive survey dedicated 
to reasoning failures in LLMs. We introduce a novel categorization framework that 
distinguishes reasoning into embodied and non-embodied types, with the latter further 
subdivided into informal (intuitive) and formal (logical) reasoning. In parallel, we classify rea-
soning failures along a complementary axis into three types: fundamental failures intrinsic 
to LLM architectures that broadly afect downstream tasks; application-specifc limitations 
that manifest in particular domains; and robustness issues characterized by inconsistent 
performance across minor variations. For each reasoning failure, we provide a clear defnition, 
analyze existing studies, explore root causes, and present mitigation strategies. By unify-
ing fragmented research eforts, our survey provides a structured perspective on systemic 
weaknesses in LLM reasoning, ofering valuable insights and guiding future research towards 
building stronger, more reliable, and robust reasoning capabilities. We additionally release a 
comprehensive collection of research works on LLM reasoning failures, as a GitHub reposi-
tory at https://github.com/Peiyang-Song/Awesome-LLM-Reasoning-Failures, to provide 
an easy entry point to this area. 

1 Introduction 

“Failure is success if we learn from it.” – Malcolm Forbes 

With the rise of powerful architectures (Vaswani et al., 2023; Jiang et al., 2024a; Gu & Dao, 2024; Hasani 
et al., 2020), efcient algorithms (Hu et al., 2021; Zhao et al., 2024b; Gretsch et al., 2024; 2025; Dao et al., 
2022), and massive data (Cai et al., 2024; Rafel et al., 2020; Gao et al., 2020), Large Language Models 
(LLMs) have recently shown signifcant success across diverse domains. These range from traditional linguistic 
tasks such as machine translation (Zhu et al., 2024b; Tang et al., 2024), to mathematical (Shao et al., 2024; 
Yang et al., 2023a; 2024a) and even scientifc (Zhang et al., 2024b; Wang et al., 2023b; Brodeur et al., 2024) 
discoveries. Among these achievements, reasoning as an emergent capability of LLMs (Wei et al., 2022a) has 
attracted particular interest (Huang & Chang, 2023; Yu et al., 2023b; Qiao et al., 2023). 

LLMs have set impressive records in reasoning (Wu et al., 2025a; Kıcıman et al., 2024; Plaat et al., 2024), 
though it remains controversial whether LLMs really leverage a human-like reasoning procedure when 

∗Equal contribution. 
†Work done while Peiyang Song was a visiting researcher at Stanford University. 
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attempting these tasks (Jiang et al., 2024b; Fedorenko et al., 2024; Amirizaniani et al., 2024b; Zhang et al., 
2022). This survey does not aim to settle this hot debate; rather we focus on an important area of study in 
LLM reasoning that has long been overlooked – LLM reasoning failures. 

Extensive psychological research (Cannon & Edmondson, 2005; Maxwell, 2007; Coelho & McClure, 2004) 
underscores the importance of identifying and learning from failures in human development1. Given that AI 
systems have historically drawn inspiration from human cognition (Schmidgall et al., 2023; Xu & Poo, 2023; 
Woźniak et al., 2020), we believe the same principle of learning from failures could similarly beneft the study 
of LLMs, since such failures can usually be traced back to fundamental elements and bring valuable insights 
to ultimate improvements (Dreyfus, 1992; Karl et al., 2024; An et al., 2024). 

Despite some existing works that prospectively realized this importance and investigated LLM reasoning 
failures on a case-by-case basis (Williams & Huckle, 2024; Tie et al., 2024; Helwe et al., 2021; Borji, 2023), the 
topic remains fragmented, and underexplored as a unifed research area. This fragmentation limits broader 
understanding, which is however a prerequisite for common patterns to be noticed, and thereby meaningful 
lessons to be derived. To close this gap, we present the frst comprehensive survey dedicated to unifying 
studies on LLM reasoning failures. We identify meaningful patterns across failures, analyze underlying 
causes, and discuss potential mitigation strategies. We hope this work not only organizes the feld but also 
stimulate further research and increased attention, toward improving the robustness and reliability of LLM 
reasoning. We additionally make public a comprehensive collection of research works on LLM reasoning 
failures, as a GitHub repository at https://github.com/Peiyang-Song/Awesome-LLM-Reasoning-Failures. 
This collection will be continuously updated as this area advances. 

2 Defnition and Formulation 

2.1 Fundamentals of Reasoning 

Human reasoning broadly refers to the ability to draw conclusions and make decisions based on available 
knowledge (Lohman & Lakin, 2011; Ribeiro et al., 2020). Within cognitive science and philosophy, reasoning 
has been studied through various frameworks. To systematically survey reasoning failures in LLMs, we 
propose a comprehensive taxonomy distinguishing reasoning along two primary axes: embodied versus 
non-embodied, with the latter further subdivided into informal and formal reasoning. 

Non-embodied reasoning. Non-embodied reasoning comprises cognitive processes not requiring physical 
interaction with environments. Within this category, informal reasoning encompasses intuitive judgments 
driven by inherent biases and heuristics, common in everyday decision-making and social activities (Piaget, 
1952; Vygotsky, 1978; Kail, 1990). By contrast, formal reasoning involves explicit, rule-based manipulation of 
symbols, grounded in logic, mathematics, code, etc. (Copi et al., 2016; Mendelson, 2009; Liu et al., 2023b). 

Embodied reasoning. Embodied reasoning depends on physical interaction with environments, fun-
damentally relying on spatial intelligence and real-time feedback (Shapiro, 2019; Barsalou, 2008). This 
includes predicting and interpreting physical dynamics, and performing goal-directed behaviors constrained 
by real-world physical laws (Huang et al., 2022b; Lee-Cultura & Giannakos, 2020). 

2.2 LLM Reasoning Failures & Common Research Practice 

Despite advances in interpretability research (Dwivedi et al., 2023; Li et al., 2024e), LLMs remain largely 
black-box systems (Luo & Specia, 2024), refecting the inherent complexity of human cognition they emulate 
(Castelvecchi, 2016). As such, reasoning abilities are typically assessed behaviorally by examining model 
outputs on carefully designed prompts and tasks (Ribeiro et al., 2020). We defne LLM reasoning failures 
as cases where model responses signifcantly diverge from expected logical coherence, contextual relevance, or 
factual correctness. Failures can manifest in two broad ways. The frst type is straightforward poor performance 

— the model fails decisively on a task, exposing clear defciencies. The second, subtler type involves apparently 

1In fact, this theory has been confrmed even more broadly, in non-human animals (Spence, 1936). 
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Figure 1: A Taxonomy of LLM Reasoning Failures. We adopt a nuanced 2-axis structure (reasoning 
type × failure type), with each row representing a reasoning category and each column a failure category. A 
more detailed explanation is presented in Section 2. 

adequate performance that is in fact unstable, indicating a robustness issue that reveals hidden vulnerabilities. 
The former category – straightforward failure – can be sub-divided into two, based on scope and nature. 
Fundamental failures are usually intrinsic to LLM architectures, manifesting broadly and universally across 
diverse downstream tasks. In contrast, application-specifc limitations refect shortcomings tied to particular 
domains of importance, where models underperform despite human expectations of competence. Together, 
these taxonomies — for reasoning and for failures — ofer a comprehensive and mutually consistent framework. 
Figure 1 uses this framework to visualize a clear organization of topics in this survey. 

Current research in this space typically begins with simple, intuitive tests that reveal glaring reasoning 
failures. These initial observations motivate larger-scale systematic evaluations, to confrm the generality 
and impact of identifed failure modes. By explicitly defning and categorizing LLM reasoning failures 
according to our framework, this survey unifes fragmented research fndings, highlights shared patterns, and 
directs focused eforts toward understanding and mitigating critical reasoning weaknesses. To help visualize 
the failure cases, we provide a few most representative examples for each of the failure case presented in this 
survey. The examples can be found in Appendix E. 

3 
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3 Reasoning Informally in Intuitive Applications 

Humans naturally develop the capacity for informal reasoning early in life, relying on intuitive judgments 
shaped by cognitive processes and social experiences. Though often taken for granted, this forms the 
foundation of human reasoning and decision-making. In this section, we focus on failures exhibited by LLMs 
in such informal reasoning. We begin by examining reasoning failures in core cognitive abilities refected in 
individual LLM behaviors; then explore those exposed in social contexts, expressed implicitly or explicitly. 

3.1 Individual Cognitive Reasoning 

Many reasoning failures exhibited by LLMs can be traced back to core human cognitive phenomena (Han 
et al., 2024b; Gong et al., 2024; Galatzer-Levy et al., 2024; Suri et al., 2024). These failures arise either 
because LLMs lack certain fundamental cognitive abilities possessed by humans – leading to errors that 
humans typically avoid (Han et al., 2024b) – or because LLMs replicate human-like cognitive biases and 
heuristics, resulting in analogous mistakes (Suri et al., 2024; Lampinen et al., 2024). In both cases, these 
failures relate closely to well-documented human cognitive phenomena and psychological evidence. 

Fundamental Cognitive Skills. Humans naturally possess a set of fundamental cognitive skills indispens-
able for reasoning. LLMs demonstrate systematic failures due to defciencies in these areas. A prominent 
example is the set of core executive functions – working memory (Baddeley, 2020), inhibitory control 
(Diamond, 2013; Williams et al., 1999), and cognitive fexibility (Canas et al., 2006) – essential in human 
reasoning (Diamond, 2013). Working memory is the capacity to hold and manipulate information over 
short periods. LLMs’ limited working memory leads to failures when task demands exceed their capacity 
(Gong et al., 2024; Zhang et al., 2024a; Gong & Zhang, 2024; Upadhayay et al., 2025; Huang et al., 2025a). 
In particular, LLMs sufer from “proactive interference” to a much larger extent than humans, where earlier 
information signifcantly disrupts retrieval of newer updates (Wang & Sun, 2025). Inhibitory control – 
the ability to suppress impulsive or default responses when contexts demand – is also weak in LLMs, with 
them often sticking to previously learned patterns even when contexts shift (Han et al., 2024b; Patel et al., 
2025). Lastly, cognitive fexibility, the skill of adapting to new rules or switching tasks efciently, remains 
a challenge, especially in rapid task switching and adaptation to new instructions (Kennedy & Nowak, 2024). 

Another key aspect is abstract reasoning (Guinungco & Roman, 2020), the cognitive ability to recognize 
patterns and relationships in intangible concepts. Even advanced LLMs struggle with abstract reasoning tasks, 
such as inferring underlying rules from limited examples, understanding implicit conceptual relationships, and 
reliably handling symbolic or temporal abstractions (Xu et al., 2023c; Gendron et al., 2023; Galatzer-Levy 
et al., 2024; Saxena et al., 2025). 

These phenomena are fundamental reasoning failures that stem from intrinsic limitations of LLM architec-
tures and training dynamics, and often manifest as robustness vulnerabilities across a wide range of tasks. 
Recent work attributes these failures to the underlying self-attention mechanism’s dispersal of focus under 
complex tasks (Gong & Zhang, 2024; Patel et al., 2025), and to the next token prediction training objective, 
which prioritizes statistical pattern completion over deliberate reasoning (Han et al., 2024b; Enström et al., 
2024). Some also point out that unlike humans – who develop fundamental cognitive functions through 
embodied, goal-driven interactions with the physical and social world (Pearce & Miller, 2025; Rodríguez, 
2022; Jin et al., 2018) – LLMs learn passively from text alone, lacking grounding and experiential feedback 
to support the development. Eforts to enhance these skills correspondingly include advanced prompting 
like Chain-of-Thought (CoT) (Wei et al., 2022b), retrieval augmentation (Xu et al., 2023b), fne-tuning 
with deliberately injected interference (Li et al., 2022), multimodality (Hao et al., 2025), and architectural 
innovations to mimic human attention mechanisms (Wu et al., 2024d). 

Cognitive Biases. Cognitive biases – systematic deviations from rational judgment – are well-studied in 
human reasoning (Tversky & Kahneman, 1974; 1981). They arise from mental shortcuts, limited cognitive 
resources, or contextual infuences, often leading to predictable errors. LLMs exhibit similar biases that 
systematically afect their reasoning across diverse tasks (Hagendorf, 2023; Bubeck et al., 2023). Since 
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these biases are deeply ingrained from training data and model architecture, they permeate a wide range of 
downstream applications, necessitating careful identifcation and mitigation. 

In humans, these biases become evident only when information is presented and their responses observed 
– similarly, in LLMs, cognitive biases manifest also through the processing of information. Here lie two 
interrelated factors: the content of information and the presentation of that information. Regarding 
content, LLMs struggle more with abstract or unfamiliar topics – a phenomenon known as the “content 
efect” (Lampinen et al., 2024) – and tend to favor information that aligns with prior context or assumptions, 
refecting human-like confrmation bias (O’Leary, 2025b; Shi et al., 2024; Malberg et al., 2024; Wan et al., 
2025b; Zhu et al., 2024c). Social cognitive biases also infuence LLM outputs, including group attribution 
bias (Hamilton & Giford, 1976; Allison & Messick, 1985; Raj et al., 2025) and negativity bias (Rozin & 
Royzman, 2001), which prioritize popular content (Echterhof et al., 2024; Lichtenberg et al., 2024; Jiang 
et al., 2025a) and negative inputs (Yu et al., 2024c; Malberg et al., 2024) respectively. 

Equally important is how the same content is presented. LLMs are highly sensitive to the order in which 
information is given, exhibiting order bias (Koo et al., 2023; Pezeshkpour & Hruschka, 2023; Jayaram et al., 
2024; Guan et al., 2025; Cobbina & Zhou, 2025), and show anchoring bias (Lieder et al., 2018; Rastogi 
et al., 2022), where early inputs disproportionately shape their reasoning (Lou & Sun, 2024; O’Leary, 2025a; 
Huang et al., 2025e; Wang et al., 2025b). Framing efects further infuence outputs: logically equivalent 
but diferently phrased prompts can lead to diferent results (Jones & Steinhardt, 2022; Suri et al., 2024; 
Nguyen, 2024; Lior et al., 2025; Robinson & Burden, 2025; Shafei et al., 2025). Additionally, factors like 
narrative perspective (e.g., frst-person vs. third-person) (Cohn et al., 2024; Lin et al., 2024b), prompt length 
or verbosity (Koo et al., 2023; Saito et al., 2023), and irrelevant or distracting information (Shi et al., 2023) 
further derail logical reasoning. 

Cognitive biases constitute fundamental reasoning failures rooted in LLM training paradigms and architec-
tures, and they manifest as robustness vulnerabilities across a wide range of downstream applications. The 
root causes of these cognitive biases in LLMs are threefold. First, biases are inherited from the pre-training 
data, where the linguistic patterns in human languages refect cognitive errors (Itzhak et al., 2025). Second, 
architectural features of the model – such as the Transformer’s causal masking – introduce predispositions 
toward order-based biases independent of data (Wu et al., 2025b; Dufter et al., 2022). Third, alignment 
processes like Reinforcement Learning from Human Feedback (RLHF) amplify biases by aligning model 
behavior with human raters who are themselves biased (Sumita et al., 2025; Perez et al., 2023). 

Mitigation strategies fall into three categories. Data-centric approaches focus on curating training data to 
reduce biased content (Sun et al., 2025a; Schmidgall et al., 2024; Han et al., 2024a). In-processing techniques, 
such as adversarial training, aim to prevent biased associations during model learning (Yang et al., 2023b; 
Cantini et al., 2024). Lastly, post-processing methods leverage prompt engineering or output fltering to steer 
model responses after training (Sumita et al., 2025; Lin & Ng, 2023). In this category, indirect methods like 
inducing specifc model personalities have also shown promise in modulating biases (Shi et al., 2024; He & 
Liu, 2025). Nonetheless, even when mitigated in one context, cognitive biases often re-emerge when contexts 
shift. The diverse and penetrative nature of cognitive biases makes them difcult to be fully eliminated. 

3.2 Implicit Social Reasoning 

Certain cognitive reasoning failures manifest only within social contexts. We defne implicit social reasoning 
as an individual model’s capacity to internally infer and reason about (1) others’ mental states (e.g., beliefs, 
emotions, intentions) and (2) shared social norms without requiring direct interaction. 

Theory of Mind (ToM). ToM is the cognitive ability to attribute mental states – beliefs, intentions, 
emotions – to oneself and others, and to understand that others’ mental states may difer from one’s own 
(Frith & Frith, 2005). ToM enables humans to interpret behaviors, predict actions, and navigate complex 
interpersonal interactions, central in social reasoning. Typically emerging in early childhood with milestones 
like passing false belief tasks (understand that others’ beliefs may be incorrect or diferent) (Wimmer & 
Perner, 1983), ToM has been a central focus in human psychology and cognitive science. 
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Under this inspiration, recent research evaluates the ToM capacity of LLMs, to gauge their ability to engage in 
social reasoning. Early studies focused on classic ToM tasks, such as false-belief (van Duijn et al., 2023; Kim 
et al., 2023), perspective-taking (infer what another individual perceives) (Sap et al., 2022), and unexpected 
content tasks (predicting what others would believe is inside a mislabeled unopened container) (Pi et al., 
2024). Surprisingly, even advanced models such as GPT-4 struggle with these tasks trivial for human children. 
Moreover, minor modifcations in task phrasing lead to drastic drops in performance, showing LLM ToM 
reasoning is unstable (Ullman, 2023; Kosinski, 2023; Pi et al., 2024; Shapira et al., 2023). 

While there has been clear progress from early models like GPT-3 – which largely failed at ToM tasks – 
to newer models such as GPT-4o and reasoning models like o1-mini, which can solve many standard ToM 
tests, their underlying reasoning remains brittle under simple perturbations (Gu et al., 2024; Zhou et al., 
2023d). Also, LLMs still struggle with higher-order, more complex aspects of ToM, such as predicting others’ 
behaviors, making appropriate moral or social judgments, and translating this understanding into coherent 
actions (He et al., 2023; Gu et al., 2024; Marchetti et al., 2025; Amirizaniani et al., 2024a; Strachan et al., 
2024). Particularly, on dynamic, conversational benchmarks (Xiao et al., 2025; Kim et al., 2023), even 
state-of-the-art models fail to demonstrate consistent ToM capabilities and perform signifcantly worse than 
humans. Furthermore, current models exhibit defcits in emotional reasoning. This includes difculties 
in emotional intelligence (EI) (Sabour et al., 2024; Hu et al., 2025; Amirizaniani et al., 2024b; Vzorinab 
et al., 2024), susceptibility to afective bias (Chochlakis et al., 2024), and limited understanding of cultural 
variations in emotional expression and interpretation (Havaldar et al., 2023). 

While prompting techniques like CoT ofer some improvements (Gandhi et al., 2024), fundamental gaps remain 
due to deeper limitations from the LLM architecture, training paradigms, and a lack of embodied cognition 
(Strachan et al., 2024; Sclar et al., 2023). Failures in this domain constitute important application-specifc 
limitations, and because ToM underlies many socially grounded tasks, such failures often result in signifcant 
robustness vulnerabilities. Given ToM’s centrality to social reasoning, future work should move beyond 
prompting, to probe deeper root causes and general mitigation. 

Social Norms and Moral Values. LLMs also struggle with reasoning about social norms, moral values, 
and ethical principles that govern human behavior. Unlike humans, who develop moral and ethical reasoning 
through experience, LLMs, trained purely on text, often exhibit inconsistent and unreliable social, moral, 
and ethical reasoning (Ji et al., 2024; Jain et al., 2024b). 

One key limitation is that LLMs cannot reason and apply moral values (Ji et al., 2024) and social norms 
(Jain et al., 2024b) consistently. They often produce contradictory ethical judgments or varied moral reasoning 
performance when questions are slightly reworded (Bonagiri et al., 2024), generalized (Tanmay et al., 2023), or 
presented in a diferent language (Agarwal et al., 2024). Fine-tuning further exacerbates these inconsistencies, 
leading to sometimes prioritizing task-specifc optimization over ethical coherence (Yu et al., 2024a). 

Beyond inconsistencies, LLMs show notable disparities compared to humans in reasoning with social 
norms and moral values. These models fail signifcantly in understanding real-world social norms (Rezaei 
et al., 2025), aligning with human moral judgments (Garcia et al., 2024; Takemoto, 2024), and adapting to 
cultural diferences (Jiang et al., 2025b). Without consistent and reliable moral reasoning, LLMs are not fully 
ready for real-world decision-making involving ethical considerations. 

These inconsistencies and disparities constitute important application-specifc limitations for safety, privacy, 
sensitivity, and morality-related tasks, and such failures often create severe robustness vulnerabilities, 
including susceptibility to jailbreaks and other forms of manipulation. Many argue that these failures 
stem from a fundamental absence of robust, internalized representations of ethical principles, normative 
frameworks, and moral intentionality (Chakraborty et al., 2025; Wang et al., 2025a; Pock et al., 2023; Almeida 
et al., 2024). Although training procedures such as RLHF and instruction fne-tuning introduce alignment 
signals, they often operate superfcially and fail to produce coherent moral behavior in complex contexts 
(Dahlgren Lindström et al., 2025; Wang et al., 2025a; Barnhart et al., 2025; Han et al., 2025). Current eforts 
to address these limitations mainly include prompt-based interventions (Chakraborty et al., 2025; Ma et al., 
2023), internal activation steering (Tlaie, 2024; Turner et al., 2023), and direct fne-tuning on curated moral 
reasoning benchmarks (Senthilkumar et al., 2024; Karpov et al., 2024). However, in practice, these methods 
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often sufer from the same limitations as RLHF, ofering surface-level and task-specifc improvements that 
remain vulnerable against prompt manipulations and jailbreaks. 

3.3 Explicit Social Reasoning 

In reasoning, “society” can refer to not just an abstract concept but real-world settings involving interactions 
among multiple agents. In Multi-Agent Systems (MAS), explicit social reasoning is the capacity of AI 
systems to collaboratively plan and solve complex tasks, an area challenging for current LLMs. 

Currently, key challenges include (1) long-horizon planning, (2) communications and ToM, and (3) 
robustness and adaptability. Long-horizon planning is the ability to maintain coherent and coordinated 
strategies over extended interactions, where LLMs frequently fail (Li et al., 2023a; Cross et al., 2024; Guo 
et al., 2024c; Han et al., 2024c; Zhou et al., 2025) as they rely excessively on local or recent information 
(Piatti et al., 2024; Zhang et al., 2023; Han et al., 2024c). Furthermore, individual agents’ social reasoning 
failures (discussed in Section 3.2, e.g., inefcient communication and ToM) (Guo et al., 2024c; Agashe et al., 
2024; Zhou et al., 2025), lead to misinterpretations and inaccurate representations of other agents, causing 
strategic misalignment (Pan et al., 2025; Li et al., 2023a; Cross et al., 2024; Han et al., 2024c). Lastly, MAS 
face robustness and adaptability issues (Li et al., 2023a; Cross et al., 2024), lacking resilience to disruptive or 
malicious disturbances (Huang et al., 2024) and struggling with task verifcation and termination (Pan et al., 
2025; Baker et al., 2025). 

These failures stem from both individual LLM capabilities and MAS system design (Pan et al., 2025), 
representing key application-specifc failures, and they frequently manifest as robustness vulnerabilities in 
multi-agent settings. Standard LLMs, optimized for next-token prediction, lack the explicit reasoning depth 
needed for multi-step, jointly conditioned objectives, and their fragile ToM representations cause coordination 
breakdowns. Individual limitations in cognitive skills, such as working memory, and cognitive biases, such as 
the anchoring efect, can also lead to MAS failures like difculties with long-horizon planning. On the system 
level, many MAS often lack efective robustness layers – clear role specifcations, cross-verifcation among 
agents, and reliable termination checks – allowing errors to cascade (Huang et al., 2024; Pan et al., 2025). 

Mitigation research thus targets (i) richer internal models like belief tracking and hypothesis testing (Li et al., 
2023a; Cross et al., 2024), (ii) structured communication protocols with mandatory verifcation phases (Pan 
et al., 2025), and (iii) dedicated inspector or challenger agents that monitor and contest questionable outputs 
(Huang et al., 2024; Baker et al., 2025). While these approaches reduce errors, none eliminate them and all 
require signifcant task-specifc engineering that is difcult to generalize. In parallel, the recent rise of context 
engineering (Mei et al., 2025) – which focuses on a systematic optimization of the entire information payload 
fed to an LLM during inference – is increasingly seen as a more robust alternative to traditional prompt 
engineering in MAS. Real-world deployment will hence require an integrated stack combining all three strands 
with domain fne-tuning and formal safety guarantees (Lindemann & Dimarogonas, 2025; de Witt, 2025). 

4 Reasoning Formally in Logic 

When reasoning goes beyond intuition, a formal framework is needed to ensure rigor. As introduced in 
Section 2, logic is directly about doing “correct” reasoning, ensuring premises support conclusions 
(Jaakko & Sandu, 2002). LLM failures in logical reasoning (Liu et al., 2025) thus pose serious risks, potentially 
leading to fawed thought processes and harmful decisions. Logic spans a continuum from implicit structures 
in natural languages (Iwańska, 1993), to explicit symbolic (Lewis et al., 1959) and mathematical (Shoenfeld, 
2018) representations. This section follows that progression, examining failures in increasingly formal reasoning 
paradigms. 

4.1 Logic in Natural Languages 

Reversal Curse. While natural languages are not fully logical structures (Fedorenko et al., 2024), they 
do hold simple logical relations (Sampson, 1979; Stich, 1975) that humans trivially grasp. A representative 
failure of LLMs is reversal curse: despite being trained on “A is B,” models often fail to infer the equivalent 
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“B is A” – a trivial bidirectional equivalence for humans. Such failures occur even when a factual sentence 
from training data is just restated as a question during inference. First observed by Berglund et al. (2023) as 
a fundamental failure that occur widely across tasks on GPT-based (Radford & Narasimhan, 2018) models, 
this phenomenon is later shown in Wu et al. (2024a) not to afect BERT (Devlin et al., 2019). 

This failure has been attributed to uni-directional training objectives of Transformer-based LLMs (Lv et al., 
2024; Lin et al., 2024c), which induce structural asymmetry in model weights (Zhu et al., 2024a) and inability 
to predict antecedent words within training data (Guo et al., 2024b; Youssef et al., 2024). Golovneva 
et al. (2024) further argues that scaling alone cannot resolve the issue due to Zipf’s law (Newman, 2005). 
Mitigation eforts accordingly center on reducing directional bias through training data augmentation. Early 
approaches syntactically reverse facts (Lu et al., 2024; Ma et al., 2024b), while later methods introduce 
substring-preserving reversals (Golovneva et al., 2024) and permuting semantic units in training data (Guo 
et al., 2024b). Despite difering in complexity, all methods share a common goal: exposing models to 
bidirectional formulations to restore logical symmetry. 

Compositional Reasoning. Compositional reasoning requires combining multiple pieces of knowledge or 
arguments into a coherent inference. Fundamental failures arise when LLMs are capable of each component 
but fail in integrating them. Studies show systematic failures in basic two-hop reasoning – combining only 
two facts across documents – and even worsening performance with increased compositional depth and the 
addition of distractors (Zhao & Zhang, 2024; Xu et al., 2024b; Guo et al., 2025a). This fundamental weakness 
extends beyond basic tasks, to compositions of math problems (Zhao et al., 2024c; Hosseini et al., 2024; 
Sun et al., 2025b) (i.e., LLMs succeed in individual problems but fail in composed ones), multi-fact claim 
verifcation (Dougrez-Lewis et al., 2024), and other inherently compositional tasks (Dziri et al., 2023). 

This failure is attributed to an inability of holistic planning and in-depth thinking. CoT prompting 
improves on this by making reasoning steps explicit at inference time. Still, latent compositionality is more 
efcient in practice yet harder to achieve (Yang et al., 2024c). Toward this, Li et al. (2024f) identifes faulty 
implicit reasoning in mid-layer multi-head self-attention (MHSA) modules and edit them, while Zhou et al. 
(2024a) enhances training with graph-structured reasoning path data, similar to distilling CoT reasoning 
process into training data (Yu et al., 2024b). Both converge in spirit to improving latent compositional 
reasoning by explicitly guiding models’ internal reasoning mechanisms. 

Specifc Logical Relations. Both reversal curse and compositional reasoning refect fundamental failures 
afecting a broad range of reasoning tasks, exposed across general corpora or arbitrary logical statements. In 
contrast, another line of work focuses on specifc logical relations, uncovering targeted LLM reasoning 
failures, which requires purpose-built datasets for quantitative analysis at scale. Using this approach, 
studies reveal LLM weaknesses in specifc types of logic such as converse binary relations (Qi et al., 2023), 
syllogistic reasoning (Ando et al., 2023), causal inference (Joshi et al., 2024), and even shallow yes/no 
questions (Clark et al., 2019). Those weaknesses appear as both fundamental inabilities in reasoning with 
certain logic, and limitations in specifc corresponding downstream applications: more complexities are 
added by testing divergences between factual inference and logical entailment (Chan et al., 2024), or putting 
causal reasoning in contexts (Zhao et al., 2024d). To scale up, some synthetically generate natural language 
data from symbolic templates (Wan et al., 2024; Wang et al., 2024; Gui et al., 2024). Alternatively, Chen et al. 
(2024d) seed known failures and leverage LLMs to synthetically expand the dataset. While root causes are 
harder to isolate for those specifc logic, the curated datasets ofer a natural mitigation by direct fne-tuning. 

4.2 Logic in Benchmarks 

While Section 4.1 studies LLM reasoning failures directly within natural language logic, another growing body 
of work leverages logical structures implicit in benchmarks to systematically uncover robustness 
issues in LLM reasoning. Motivated by rising concerns about the reliability of static benchmarks (Zhou 
et al., 2023c; Zheng et al., 2024b; Xu et al., 2024a; Patel et al., 2021), these studies introduce logic-preserving 
transformations based on particular task structures, such as reordering options in multiple-choice questions 
(MCQs) (Zheng et al., 2023; Pezeshkpour & Hruschka, 2023; Alzahrani et al., 2024; Gupta et al., 2024; Ni 
et al., 2024), rearranging parallel premises and events (Chen et al., 2024c; Yamin et al., 2024), or superfcially 

8 



Published in Transactions on Machine Learning Research (01/2026) 

editing unimportant contexts (e.g., character names) (Jiang et al., 2024b; Mirzadeh et al., 2024; Shi et al., 
2023; Wang & Zhao, 2024). Such modifcations keep the tasks semantically the same. Performance drops 
thus point to reduced trustworthiness and reveal critical robustness issues: despite strong static benchmark 
scores, the model’s reasoning must remain consistent on the reasoning tasks being tested. 

Math Word Problem (MWP) Benchmarks. Certain benchmarks inherently possess richer logical 
structures that facilitate targeted perturbations. MWPs exemplify this, as their logic can be readily abstracted 
into reusable templates. Researchers use this property to generate variants by sampling numeric values 
(Gulati et al., 2024; Qian et al., 2024; Li et al., 2024b) or substituting irrelevant entities (Shi et al., 2023; 
Mirzadeh et al., 2024). Structural transformations – such as exchanging known and unknown components 
(Deb et al., 2024; Guo et al., 2024a) or applying small alterations that change the logic needed to solve 
problems (Huang et al., 2025b) – further highlight deeper robustness limitations. 

Coding Benchmarks. Another example is coding benchmarks, which ask to generate code snippets 
based on function defnitions, doc strings specifying coding tasks, and optional starter code. Common 
transformations include syntactically editing doc strings (Xia et al., 2024; Wang et al., 2022; Sarker et al., 
2024; Roh et al., 2025), renaming functions and variables (Wang et al., 2022; Hooda et al., 2024), and altering 
control-fow logic such as swapping if-else cases (Hooda et al., 2024). Beyond preserving the task logic, some 
studies introduce adversarial code changes to test whether LLMs identify and adapt to them (Miceli-Barone 
et al., 2023; Dinh et al., 2023), thereby evaluating deeper reliability. Beyond perturbations, a rising approach 
utilizes meta-theorems such as the Monadic Second-Order logic from CS theory to synthesize algorithmic 
coding problems at scale (Beniamini et al., 2025), posing a signifcant challenge even for state-of-the-art large 
reasoning models (LRMs) (Xu et al., 2025a). 

Mitigation & Extensions. These failures are attributed to a lack of robustness or overftting to 
public datasets. Robustness-related issues are commonly mitigated by applying perturbations to diversify 
training data (Patel et al., 2021), thus enhancing resilience to variations. Though efective, these approaches 
are expensive in compute and limited in domain, making them hard to generalize. Overftting concerns 
are addressed through dynamically evolving (Jain et al., 2024a; White et al., 2024) or privately maintained 
datasets (Rajore et al., 2024). They ensure rigorous evaluation, a necessary frst step for steering LLM 
improvement toward better reasoning in the benchmark subjects. 

Beyond individual benchmarks, Hong et al. (2024) automates a set of transformations across math and coding 
benchmarks, and Wu et al. (2024e) alters common assumptions of well-known tasks. Shojaee et al. (2025) 
further moves beyond standard math and coding benchmarks – which assess models solely by fnal-answer 
accuracy – by evaluating them on logic puzzles like the Tower of Hanoi, where both reasoning steps and 
solutions can be systematically assessed. The study fnds that even state-of-the-art LRMs sufer an “accuracy 
collapse” as puzzle complexity increases, though Lawsen (2025) criticizes aspects of the experimental design, 
suggesting these may unfairly impact reported accuracy. 

4.3 Arithmetic & Mathematics 

Mathematics, historically a universal framework for rigorous reasoning (Shoenfeld, 2018), has exposed 
fundamental limits in LLM reasoning, particularly in arithmetic-related tasks. 

Counting. Despite its simplicity, counting poses a notable fundamental challenge for LLMs (Xu & Ma, 
2024; Chang & Bisk, 2024; Zhang & He, 2024; Fu et al., 2024; Conde et al., 2025; Yehudai et al., 2024), even 
the reasoning ones (Malek et al., 2025), which extend to basic character-level operations like reordering or 
replacement (Shin & Kaneko, 2024) and afect a wide range of downstream reasoning applications (Vo et al., 
2025; Guo et al., 2025b; Parcalabescu et al., 2021). Although the failures manifest at the application level, 
much work suggest that they originate primarily from architectural and representational limits, including 
tokenization (Zhang et al., 2024f; Shin & Kaneko, 2024), positional encoding (Chang & Bisk, 2024), and 
training data composition (Allen-Zhu & Li, 2024), rather than from superfcial prompting or task framing 
on the application-level. Mitigation via supervised fne-tuning (Zhang & He, 2024) and engaged reasoning 
(Xu & Ma, 2024) have been proposed, yet robust counting remains elusive for current models. Since the 

9 



Published in Transactions on Machine Learning Research (01/2026) 

limitations largely arise from current LLM architectures, future work should consider deeper mitigation 
through architectural innovations. 

Basic Arithmetic. Another fundamental failure is that LLMs quickly fail in arithmetic as operands 
increase (Yuan et al., 2023; Testolin, 2024), especially in multiplication. Research shows models rely on 
superfcial pattern-matching rather than arithmetic algorithms, thus struggling notably in middle-digits 
(Deng et al., 2024). Surprisingly, LLMs fail at simpler tasks (determining the last digit) but succeed in harder 
ones (frst digit identifcation) (Gambardella et al., 2024). Those fundamental inconsistencies lead to failures 
for practical tasks like temporal reasoning (Su et al., 2024). 

These issues stem from heuristic-driven reasoning strategies (Nikankin et al., 2024) and limited numerical 
precision (Feng et al., 2024a). Proposed solutions include detailed step-by-step training datasets (Yang et al., 
2023c), digit-order reversals to focus attention on least signifcant digits – mirroring human multiplication 
strategies (Zhang-Li et al., 2024; Shen et al., 2024), LLM self-improvement methods (Lee et al., 2025), 
and neuro-symbolic augmentations that enable internal arithmetic reasoning (Dugan et al., 2024). Despite 
these advances, fundamental research on intrinsic arithmetic capabilities is increasingly overshadowed by the 
prevalent reliance on external tool use. 

Math Word Problems & Beyond. Beyond counting and basic arithmetic – two fundamental failures that 
propagate into many downstream reasoning applications – Math Word Problems (MWPs) represent a more 
specifc yet highly consequential application domain. Math Word Problems (MWPs) combine arithmetic with 
contextual logical reasoning, making them a prominent application for assessing LLM capabilities. Beyond 
using transformations to expose reasoning faws (Section 4.2), research identifes challenges ranging from 
specifc simple tasks (Nezhurina et al., 2024) to large-scale evaluations on a domain of math (Wei et al., 
2023b; Boye & Moell, 2025; Fan et al., 2024; Sun et al., 2025b). Additionally, LLMs exhibit susceptibility 
when faced with unsolvable or faulty MWPs (Ma et al., 2024a; Rahman et al., 2024; Tian et al., 2024). LLMs 
struggle even in assessing reasoning process on MWPs (Zhang et al., 2024g), an arguably easier task than 
generation. Given these persistent challenges, current eforts in MWPs prioritize developing general methods 
to improve overall reasoning performance rather than investigating and addressing individual failures. 

5 Reasoning in Embodied Environments 

Reasoning is not merely an abstract process; it is deeply grounded in reality (Shapiro & Spaulding, 
2024), requiring the ability to perceive, interpret, predict, and act within the physical world, with accurate 
understanding of spatial relationships, object dynamics, and physical laws (Lee-Cultura & Giannakos, 2020). 
While humans (Varela et al., 2017) – and even many animals (Andrews & Monsó, 2021) – develop such 
embodied reasoning naturally through sensory and motor experiences, LLMs remain fundamentally limited by 
their lack of true physical grounding in the physical world. This gap leads to systematic errors and unrealistic 
predictions when LLMs attempt even basic physical reasoning (Wang et al., 2023c; Ghafari & Krishnaswamy, 
2024b). Despite growing interest in spatial intelligence, research into LLMs’ physical reasoning failures is still 
sparse. In this section, we survey failures across three progressively complex embodied reasoning modalities: 
(1) 1D text-based, (2) 2D perception-based, and (3) 3D real-world physical reasoning. 

5.1 1D – Text-Based Physical Reasoning Failures 

Text-Based Physical Commonsense Reasoning. Physical commonsense reasoning refers to the intuitive 
understanding of how objects interact in the physical world. Failures of LLMs include lack of knowledge 
about object attributes (e.g., size, weight, softness) (Wang et al., 2023c; Liu et al., 2022b; Shu et al., 2023; 
Kondo et al., 2023), spatial relationships (e.g., above, inside, next to) (Liu et al., 2022b; Shu et al., 2023; 
Kondo et al., 2023), simple physical laws (e.g., gravity, motion, and force) (Gregorcic & Pendrill, 2023), and 
object afordance (possible actions/reactions an object can make) (Aroca-Ouellette et al., 2021; Adak et al., 
2024; Pensa et al., 2024). Humans acquire this kind of reasoning efortlessly through embodied experience, 
whereas LLMs struggle in it, as they rely solely on textual data without direct perceptual or embodied 
experience. Even in purely text-based settings, when tasks require more than semantic comprehension, 
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demanding real-world understanding, LLMs exhibit systematic failures. These failures are fundamental to 
current LLMs. While their architectures and training paradigms support impressive language-based learning, 
they lack the physical grounding. 

Physics & Scientifc Reasoning. Beyond basic physical commonsense, LLMs struggle with formal physics 
reasoning and scientifc problem-solving, which require not just factual recall and intuition but multi-step 
logical deduction, quantitative reasoning, and correct use of physical laws – areas where even state-of-the-art 
models like o1 (Jaech et al., 2024) and o3-mini (OpenAI, 2025) have notable defcits (Zhang et al., 2025a; 
Xu et al., 2025b; Gupta, 2023; Chung et al., 2025; Zhang et al., 2025b; Qiu et al., 2025). Notably, even 
when LLMs possess these scientifc skills, they often fail to apply them efectively in complex problems and 
real-world scientifc discovery (Jaiswal et al., 2024; Ouyang et al., 2023; Chen et al., 2025). These failures 
result in strong limitations in LLMs’ application in scientifc domains. 

Text-Based Mitigation. These failures largely refect limitations inherent to the text modality, since 
semantic and linguistic understanding alone cannot guarantee grounded physical insight (Wang et al., 2023c; 
Zhang et al., 2025b). Text-based mitigation strategies focus on three fronts: training, prompting, and 
integration with external tools. First, LLMs are fne-tuned on corpora that explicitly encode structured 
physical knowledge – such as object attributes, spatial relationships, or physical laws – to better align model 
priors with real-world dynamics (Lyu et al., 2024; Wang et al., 2023c). Second, prompting methods like CoT 
encourage models to reason explicitly, reducing reliance on shallow text-based pattern-matching and enabling 
discovery of more nuanced causal and spatial relationships (Wei et al., 2022b; Ding et al., 2023). Third, LLMs 
are increasingly paired with external tools – such as code executors or physics engines – that allow models to 
verify, simulate, or compute outcomes directly and tangibly (Ma et al., 2024c; Cherian et al., 2024). 

5.2 2D – Perception-Based Physical Reasoning Failures 

What’s Wrong with the Picture? The classic “What’s Wrong with the Picture?” visual reasoning game 
challenges participants to spot anomalies in static images. Applied to vision-language models (VLMs), similar 
tasks reveal surprising failures in simple tasks such as anomaly detection (Bitton-Guetta et al., 2023; Zhou 
et al., 2023b), object counting and overlap identifcation (Rahmanzadehgervi et al., 2024), and spatial relation 
understanding from the image content (Liu et al., 2023a; Zhao et al., 2024a). These failures constitute key 
perception-related limitations and robustness vulnerabilities. 

2D Physics and Physical Commonsense. Extending beyond detecting simple anomalies or object 
properties in static images, VLMs face deeper challenges reasoning about the physics in visual contexts. 
Despite the addition of visual inputs, VLMs still struggle with physical commonsense (Li et al., 2024d; 
Ghafari & Krishnaswamy, 2024a; Schulze Buschof et al., 2025; Dagan et al., 2023; Balazadeh et al., 2024b; 
Chow et al., 2025; Bear et al., 2021; Xu et al., 2025c) and advanced physics (Ates et al., 2020; Anand et al., 
2024; Shen et al., 2025), exhibiting performance gaps similar to those seen in text-only settings discussed in 
Section 5.1. Similar to the 1D setting, these weaknesses refect fundamental failures of current models and 
lead to signifcant limitations in applying them to scientifc and perception-based domains. 

Visual Input for Spatial Reasoning. Real-world spatial reasoning requires understanding evolving 
spatial relationships rather than isolated snapshots. Recent works use 2D simulated environments to test 
models’ grasp of motion and object interactions (e.g., predicting post-impact trajectories) (Cherian 
et al., 2024), spatial prediction and manipulation (e.g., object placement for stability) (Ghafari & 
Krishnaswamy, 2024b), spatial communication and alignment (e.g., conveying location information) 
(Kar et al., 2025), and embodied planning in multi-step tasks (Chia et al., 2024; Paglieri et al., 2024; Xu 
et al., 2025c). While VLMs exhibit some basic spatial knowledge, they consistently fail to compose and apply 
it in dynamic, interactive tasks, revealing a gap in structured spatial reasoning. This failure is an indication 
of limitations on 2D relevant applications. 

Perception-Based Mitigation. These errors arise from three key sources. First, models often over-rely 
on text or common scenarios from their training data, rather than accurately interpreting visual inputs (Deng 
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et al., 2025a; Bitton-Guetta et al., 2023; Zhou et al., 2023b). Second, some failures may be explained by the 
binding problem from cognitive science, where the brain – or a model – struggles to process multiple distinct 
objects simultaneously due to limited shared resources (Campbell et al., 2025). Third, just as language alone 
does not guarantee grounded physical understanding, visual inputs alone may also lack sufcient spatial 
semantics; plain image recognition does not automatically confer an understanding of spatial object dynamics 
and causality (Chen et al., 2024a; Qi et al., 2025). To mitigate, recent work focuses on curating balanced, 
augmented datasets to reduce bias toward text inputs, or directly using 2D physics data to improve physical 
understanding (Deng et al., 2025a; Balazadeh et al., 2024a). Another strategy targets training and model 
architecture (Cheng et al., 2024), by introducing spatially grounded, sequential attention mechanisms (Izadi 
et al., 2025) and leveraging reinforcement learning to align models with spatial commonsense (Sarch et al., 
2025). Finally, beyond end-to-end learning, integration with external physical simulation tools has also 
emerged, to enable explicit trial-and-error (Liu et al., 2022a; Cherian et al., 2024; Zhu et al., 2025). 

5.3 3D – Real-World Physical Reasoning Failures 

Real embodied reasoning requires agents to actively interact with their environment, through robotics or 
interactive simulations that go beyond static images or simple 2D snapshots. Such agents must process 
real-time goals and feedback, and execute physical actions. Unlike 1D (text-only) and 2D (image-based) tasks, 
3D embodied reasoning centers on action rather than passive analysis. Despite advances in robotics and 
embodied AI, LLMs and VLMs face persistent challenges including inaccurate spatial modeling, unrealistic 
afordance prediction, tool-use failures, and unsafe behaviors. This subsection highlights these key failure 
cases from both simulated and real-world studies. 

Real-World Failures in Afordance and Planning. A key failure is models’ inability to generate 
feasible and coherent action plans. LLMs and VLMs often produce physically impossible or inefcient actions 
due to afordance errors (incorrect reasoning about possible object actions) (Ahn et al., 2022; Li et al., 
2025; Hu et al., 2024; Huang et al., 2022a; Jin et al., 2024) and causal real-world reasoning limitations that 
cause illogical or looping behaviors (Jin et al., 2024; Hu et al., 2024). These fundamental shortcomings in 
modeling real-world afordances and planning signifcantly constrain the deployment of LLMs in embodied 
and real-world applications, motivating emerging research on world models and robotics systems that can 
more efectively perceive, plan, and interact with the physical environment. 

Spatial and Tool-Use Reasoning. Even when LLMs successfully decompose tasks and generate seemingly 
valid plans, failures arise due to poor spatial reasoning (Dao & Vu, 2025; Mecattaf et al., 2024) and the 
inability to generalize tool-use strategies (Xu et al., 2023a). Concretely, LLMs often struggle with 3D 
distance estimation (Mecattaf et al., 2024; Chen et al., 2024a), object localization (Mecattaf et al., 2024), and 
multi-step manipulation (Guran et al., 2024), leading to systematic failures in both spatial awareness and 
interaction with physical environments. These failures limit the adaptability of LLMs in many real-world 
settings where they must quickly understand, adapt to, and utilize the environment. 

Safety and Long-Term Autonomy. Safety and reliability of LLM-driven embodied agents are ongoing 
concerns. LLM-generated robotic task plans are highly sensitive to prompt phrasing (Liang et al., 2023) 
and vulnerable to adversarial manipulation (Zhang et al., 2024c). Moreover, these systems fail to align 
with human ethical requirements and are easily jailbroken to perform harmful actions, such as recording 
private information (Rezaei et al., 2025; Zhang et al., 2024c). These fndings on limitations and robustness 
concerns underscore the urgent need for robust, self-correcting, and safety-aware embodied AI systems before 
real-world deployment. 

Embodied Mitigation. A critical factor underlying these failures is the auto-regressive nature of LLMs. 
Naive LLMs and VLMs generate plans step by step, lacking mechanisms to detect and correct earlier mistakes 
or execution errors (Liang et al., 2023; Huang et al., 2022b; Duan et al., 2024). Incorporating feedback 
mechanisms or explicit error-handling strategies signifcantly reduces these errors (Liang et al., 2023; Wang 
et al., 2023a). Another major factor is the absence of a robust internal world model (Dao & Vu, 2025; Wu 
et al., 2025a), which often forces LLMs to rely on external aids – such as explicit spatial prompts – to 

12 



Published in Transactions on Machine Learning Research (01/2026) 

compensate for their limited spatial and real-world reasoning. To advance embodied intelligence, future 
research should focus on strengthening LLMs’ internal representations of space, including spatial memory, 
real-world causal dynamics, and quantitative spatial understanding. 

6 Discussions & Conclusion 

Along the Failure Axis. While our main taxonomy organizes failures by reasoning type, examining them 
along the complementary failure axis reveals cross-cutting patterns. Fundamental failures – stemming from 
intrinsic architectural or training constraints – manifest across all reasoning types. For example, the reversal 
curse (Section 4.1), cognitive biases such as confrmation bias (Section 3.1), and working memory limitations 
that cause proactive interference (Section 3.1) appear in informal reasoning, formal logic, and embodied 
settings alike. Root cause analyses in those categories are particularly rich, suggesting meaningful methods not 
only for mitigating the specifc failures, but for generally improving the architecture and our understanding 
of it. Application-specifc limitations cluster in certain domains: Theory of Mind instability in implicit 
social reasoning (Section 3.2), inability to generalize to novel Math Word Problem structures in formal 
reasoning (Section 4.2), or systematic afordance prediction errors in 3D embodied reasoning (Section 5.3). 
These typically require domain-specifc mitigation strategies, such as integrating physics simulators for 
embodied tasks or symbolic augmentation for mathematics. Tracing the failure cases back to fundamental 
elements in data or architecture has, on the other hand, attracted less attention from existing literature. 
Robustness issues cut across domains but are particularly well-studied in benchmark-based evaluations 
(Section 4.2) and social reasoning (Section 3.2, where minor, semantically-preserving perturbations – such as 
reordering options in multiple-choice questions, renaming variables in code, or paraphrasing moral dilemmas – 
can lead to large and inconsistent shifts in model outputs). Approaches to detect robustness issues largely 
revolve around applying such perturbations at scale, often automatically, to stress-test model stability. This 
perturbation-based paradigm has proven transferable across domains, from coding benchmarks to ToM 
evaluations, suggesting its utility as a unifed detection methodology. 

Suggestions for Future Directions. Our survey highlights several gaps and opportunities. First, 
root cause analyses remain incomplete for some failures, including compositional reasoning breakdowns 
(Section 4.1), higher-order ToM failures (Section 3.2), physical commonsense gaps in 2D and 3D environments 
(Sections 5.2, 5.3), and brittle multi-agent planning (Section 3.3). Bridging these requires connecting behavioral 
errors to specifc internal mechanisms, e.g., faulty attention head coordination or insufcient intermediate 
representation alignment. Second, the feld would beneft from unifed, persistent failure benchmarks 
that span all failure types, akin to the very recent efort Malek et al. (2025), updated regularly to test the latest 
general-purpose and reasoning-specialized models. Such benchmarks should preserve historically challenging 
cases while incorporating newly discovered ones, enabling longitudinal tracking of failure persistence. Third, 
failure-injection principles could be applied not only to dedicated robustness benchmarks but also to 
general reasoning benchmarks – by adding adversarial sections, multi-level task difculty, or cross-domain 
compositions designed to trigger known weaknesses. Fourth, dynamic and event-driven benchmarks 
could combat overftting and encourage continual improvement. Promising strategies include (i) (partially) 
private benchmarks (Phan et al., 2025; Rajore et al., 2024; Zhang et al., 2024d), (ii) dynamically evolving 
suites (Jain et al., 2024a; White et al., 2024; Zheng et al., 2025), and (iii) adapting regularly occurring events 
into benchmarks, such as annual competitions (e.g., AIMO 2 for mathematical reasoning), which naturally 
provide fresh, unseen evaluation items. In combination, these approaches would make reasoning evaluation 
both more comprehensive and more resistant to short-term overftting. 

A Broad Picture. Admittedly, existing literature, and therefore this survey, may over-represent certain 
reasoning or failure types, leaving some areas less explored. In particular, multi-turn and interactive contexts 
remain closer to real-world deployment conditions but are underrepresented in current literature; persistent 
coordination breakdowns in multi-agent simulations (Section 3.3) illustrate the complexity and signifcance of 
these scenarios. Future work should expand benchmark diversity to better capture reasoning failures that arise 
in such realistic, interactive settings. Overall, the systematic study of reasoning failures in LLMs parallels 

2AIMO Prize: https://aimoprize.com/. 
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fault-tolerance research in early computing and incident analysis in safety-critical industries: understanding 
and categorizing failure is a prerequisite for building resilient systems. By unifying fragmented observations 
into a structured, two-axis taxonomy, this survey lays a foundation for a mature subfeld dedicated to 
anticipating, detecting, and mitigating reasoning failures. As reasoning-specialized models become more 
prevalent, sustained attention to failure modes will be essential to ensure that future LLMs not only perform 
better in reasoning tasks, but fail better (gracefully, transparently, recoverably). 
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Sec. 5 – Taxonomy in Fig. 5 

Figure 2: Reasoning Taxonomy & Main Survey Structure. 

A Taxonomy 

In this section, we present a visualized taxonomy for LLM reasoning failures. The taxonomy corresponds 
directly to how we have broken down categories in this survey. We hope this additional illustration helps 
make the structure of this survey, as well as the introduction to the feld, even more clear for the readers. 

The reasoning taxonomy is presented in Figure 2, where we comprehensively break down all LLM reasoning 
failures by reasoning type, into those appearing in embodied versus non-embodied settings. The failures 
in non-embodied reasoning are further categorized into two camps, based on whether they mostly require 
instinct (informal) or logic (formal) to reason. In this survey, we dedicate one section to each of the three 
leaf categories, and here provide specifc taxonomies for each category – informal (Section 3, taxonomy in 
Figure 3); formal (Section 4, taxonomy in Figure 4); and embodied (Section 5, taxonomy in Figure 5). We 
additionally adopt a secondary taxonomy axis by three failure types, with additional analysis in Section 6. 
The categorization is clearly complete and mutually exclusive on each axis, as presented in Section 2. The 
2-axis structure further grasps the complexity of this feld, and enables nuanced discussions in Section 6. 

B Artifacts 

We additionally make public a comprehensive collection of research works on LLM reasoning failures, as a 
GitHub repository at https://github.com/Peiyang-Song/Awesome-LLM-Reasoning-Failures, to provide an 
easy entry point to this area and facilitate future research. This collection will be continuously updated as 
this area advances. 

C Other Emerging Areas of Reasoning 

Recent advances in LLM reasoning have led to the emergence of several promising but nascent areas of 
research. Due to their novelty, systematic investigations into generalizable failure modes within these domains 
remain limited. Nevertheless, we argue that the methodology outlined in Section 2.2 to identify and analyze 
generalizable failures will become increasingly valuable as these felds mature. We encourage early eforts 
toward understanding and learning from these emerging challenges and hope this survey supports such 
endeavors. 
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Cognitive 
Skills 

Abstract Reasoning (Xu et al., 2023c; Gendron et al., 2023; Galatzer-Levy et al., 2024; Saxena et al., 2025) 

Core Executive 
Functions 

Working Memory (Gong et al., 2024; Zhang et al., 2024a; Huang et al., 2025a; Gong & Zhang, 2024) 
(Upadhayay et al., 2025; Wang & Sun, 2025); 
Inhibitory Control (Han et al., 2024b; Patel et al., 2025); 
Cognitive Flexibility (Kennedy & Nowak, 2024) 

Cognitive 
Biases 

Information 
Presentation 

Information 
Content 

Order Bias (Koo et al., 2023; Pezeshkpour & Hruschka, 2023; Jayaram et al., 2024) 
(Guan et al., 2025; Cobbina & Zhou, 2025); 
Anchoring Bias (Jones & Steinhardt, 2022; Echterhof et al., 2024; Suri et al., 2024; Nguyen, 2024) 
(Lou & Sun, 2024; Wang et al., 2025b); 
Framing Efects (Jones & Steinhardt, 2022; Suri et al., 2024; Nguyen, 2024; Lior et al., 2025) 
(Robinson & Burden, 2025; Shafei et al., 2025); 
Perspectives (Cohn et al., 2024; Lin et al., 2024b); 
Length or Verbosity(Koo et al., 2023; Saito et al., 2023); 
Irrelevant Info (Shi et al., 2023) 

Content Efect (Lampinen et al., 2024); 
Confrmation Bias (O’Leary, 2025b; Shi et al., 2024; Malberg et al., 2024) 
(Wan et al., 2025b;a; Zhu et al., 2024c); 
Group Attribution Bias (Echterhof et al., 2024; Lichtenberg et al., 2024; Jiang et al., 2025a); 
Negativity Bias (Yu et al., 2024c; Malberg et al., 2024; Lin et al., 2024b) 

MAS 

Robustness and Adaptability 
(Li et al., 2023a; Cross et al., 2024; Huang et al., 2024; Pan et al., 2025; Baker et al., 2025) 

Communication (Guo et al., 2024c; Agashe et al., 2024) 
(Pan et al., 2025; Li et al., 2023a; Cross et al., 2024; Han et al., 2024c) 

Long-Horizon (Li et al., 2023a; Cross et al., 2024; Guo et al., 2024c; Han et al., 2024c) 
(Piatti et al., 2024; Zhang et al., 2023; Han et al., 2024c; Pan et al., 2025) 

Social 
Norm 

Misalignment (Rezaei et al., 2025; Garcia et al., 2024; Takemoto, 2024; Jiang et al., 2025b; Zhou et al., 2025) 

Inconsistency (Ji et al., 2024; Jain et al., 2024b; Bonagiri et al., 2024) 
(Tanmay et al., 2023; Agarwal et al., 2024; Yu et al., 2024a; Zhou et al., 2025) 

ToM 

Afective 

Emotional Intelligence (Sabour et al., 2024; Hu et al., 2025) 
(Amirizaniani et al., 2024b; Vzorinab et al., 2024); 
Afective Bias (Chochlakis et al., 2024); 
Cultural Variations (Havaldar et al., 2023) 

Higher Order/ More Complex / Applied ToM (He et al., 2023; Gu et al., 2024; Marchetti et al., 2025) 
(Amirizaniani et al., 2024a; Strachan et al., 2024; Zhou et al., 2023d) 

Classic 

False Belief (van Duijn et al., 2023; Kim et al., 2023); 
Perspective Taking (Sap et al., 2022); 
Unexpected Content (Pi et al., 2024); 
Task with minor modifcation (Ullman, 2023; Kosinski, 2023) 
(Pi et al., 2024; Shapira et al., 2023) 

Figure 3: Taxonomy of Informal LLM Reasoning Failures. 
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Compositional Reasoning (Zhao & Zhang, 2024; Xu et al., 2024b) 

Reversal Curse (Berglund et al., 2023) 

Spefcic Logic 
Relations 

Scaling up 
via Synthetic 
Data Creation 

Based on Known Failures (Chen et al., 2024d) 

Based on Symbolic Templates 
(Wan et al., 2024; Wang et al., 2024; Gui et al., 2024) 

Adding Complexity by Putting Logic into Contexts 
(Chan et al., 2024; Zhao et al., 2024d) 

Using Simple 
Hand-Crafted 
Datasets 

Converse Binary Relations (Qi et al., 2023); 
Syllogistic Reasoning (Ando et al., 2023); 
Causal Inference (Joshi et al., 2024); 
Shallow Yes/No Questions (Clark et al., 2019) 

General 
Benchmarks 

Reordering MCQ Options (Zheng et al., 2023; Pezeshkpour & Hruschka, 2023) 
(Alzahrani et al., 2024; Gupta et al., 2024; Ni et al., 2024); 
Rearranging Parallel Premises/Events (Chen et al., 2024c; Yamin et al., 2024); 
Superfcially Editing Contexts (Jiang et al., 2024b; Mirzadeh et al., 2024) 
(Shi et al., 2023; Wang & Zhao, 2024) 

MWP Benchmarks 

Code Benchmarks 

Syntactically Editing Doc Strings (Xia et al., 2024; Wang et al., 2022; Sarker et al., 2024); 
Renaming Functions/Variables (Wang et al., 2022; Hooda et al., 2024); 
Altering Control-Flow Logic (Hooda et al., 2024); 
Adversarial Code Changes (Miceli-Barone et al., 2023; Dinh et al., 2023) 

Sampling Numeric Values (Gulati et al., 2024; Qian et al., 2024; Li et al., 2024b); 
Substituting Irrelevant Entities (Shi et al., 2023; Mirzadeh et al., 2024); 
Structral Transformations (Deb et al., 2024; Guo et al., 2024a; Huang et al., 2025b) 

MWPs & Beyond 

Assessing Reasoning Process on MWPs (Zhang et al., 2024g) 

Unsolvable or Faulty MWPs (Ma et al., 2024a; Rahman et al., 2024; Tian et al., 2024) 

Specifc Domain of Math (Wei et al., 2023b; Boye & Moell, 2025; Fan et al., 2024) 

Specifc Simple Task (Nezhurina et al., 2024) 

Basic Arithmetic (Yuan et al., 2023; Testolin, 2024; Deng et al., 2024; Gambardella et al., 2024; Su et al., 2024) 

Counting (Xu & Ma, 2024; Chang & Bisk, 2024; Zhang & He, 2024; Fu et al., 2024; Yehudai et al., 2024; Shin & Kaneko, 2024) 

Figure 4: Taxonomy of Formal LLM Reasoning Failures. 
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3D 

Safety & Autonomy (Liang et al., 2023; Zhang et al., 2024c; Rezaei et al., 2025) 

Spatial and Tool-Use (Dao & Vu, 2025; Mecattaf et al., 2024; Xu et al., 2023a; Chen et al., 2024a; Guran et al., 2024) 

Afordance & Planning 
(Ahn et al., 2022; Li et al., 2025; Hu et al., 2024; Huang et al., 2022a; Jin et al., 2024) 

2D 

Visual Input for Spatial Reasoning 
(Cherian et al., 2024; Ghafari & Krishnaswamy, 2024b; Kar et al., 2025; Chia et al., 2024; Paglieri et al., 2024; Xu et al., 2025c) 

2D Physics (Ates et al., 2020; Anand et al., 2024; Shen et al., 2025) 

2D Physical Commonsense (Li et al., 2024d; Ghafari & Krishnaswamy, 2024a; Schulze Buschof et al., 2025; Dagan et al., 2023) 
(Balazadeh et al., 2024b; Chow et al., 2025; Bear et al., 2021; Xu et al., 2025c) 

Anomalies (Bitton-Guetta et al., 2023; Zhou et al., 2023b; Rahmanzadehgervi et al., 2024; Liu et al., 2023a) 
(Zhao et al., 2024a; Campbell et al., 2025) 

1D 

1D Physics and Science 
(Zhang et al., 2025a; Xu et al., 2025b; Gupta, 2023; Chung et al., 2025; Jaiswal et al., 2024; Ouyang et al., 2023; Chen et al., 2025) 

1D Physical Commonsense 

Object Afordance (Aroca-Ouellette et al., 2021; Adak et al., 2024; Pensa et al., 2024) 

Simple Physics Law (Gregorcic & Pendrill, 2023) 

Spatial Relationships (Liu et al., 2022b; Shu et al., 2023; Kondo et al., 2023) 

Object Attributes (Wang et al., 2023c; Liu et al., 2022b; Shu et al., 2023; Kondo et al., 2023) 

Figure 5: Taxonomy of Embodied LLM Reasoning Failures. 

Toward Broad Applications: Reasoning in Diverse Media. As discussed in Section 5, the advancement 
of language-vision models has signifcantly broadened the range of media accessible to LLMs. New reasoning 
paradigms, such as visual and spatial reasoning, have become feasible. Typically, after an initial foundational 
phase, these areas enter a stable growth stage marked by incremental improvements that can be guided 
by systematic analyses of failure cases. Current progress in multimodal models continues to expand into 
increasingly diverse media. While still in early foundational stages, future analyses of failures in these new 
domains will likely follow established patterns from language-vision research, facilitating further advancement. 
Several most important emerging reasoning paradigms in diverse media include video reasoning (Fei et al., 
2024; Yan et al., 2024; Min et al., 2024; Bhattacharyya et al., 2024; Khattak et al., 2024; Ren et al., 2025), 
audio reasoning (Xie et al., 2025; Deshmukh et al., 2024; Li et al., 2024a; Ghosh et al., 2024; Sakshi et al., 
2024; Ghosh et al., 2025), and music reasoning specifcally (Zhou et al., 2024b; Yuan et al., 2025; Gardner 
et al., 2024; Li et al., 2024c; Yu et al., 2023a; Doh et al., 2023). 

Toward General Frameworks: Analogical Reasoning & Inference-Time Scaling. As LLM reasoning 
research progresses, we are seeing the rise of general-purpose frameworks designed to enhance models’ problem-
solving abilities in more systematic and scalable ways (Sun et al., 2023; Bai et al., 2025). Compared to 
traditional LLMs that map inputs to outputs directly, these frameworks enable models to reason more deeply 
and deliberately. Two key directions are inference-time scaling (Muennighof et al., 2025) and analogical 
reasoning frameworks (Yu et al., 2023c). Inference-time scaling enhances reasoning by encouraging models 
to generate intermediate thoughts before arriving at fnal answers. Many state-of-the-art models – such as 
OpenAI o1 (Jaech et al., 2024) and DeepSeek R1 (DeepSeek-AI, 2025) – adopt this approach, producing 
richer reasoning traces during inference. Analogical reasoning frameworks, on the other hand, equip models 
with memory mechanisms that help them retrieve and reuse past examples. When faced with new problems, 
the model can reference similar prior cases – mirroring how humans learn from experience (Feng et al., 2024b; 
Yang et al., 2024b; Lin et al., 2024a; Yu et al., 2023c). While current evaluations predominantly address 
traditional LLMs, we advocate future research to examine if these emerging frameworks efectively mitigate 
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established reasoning failures. Insights from such studies could clarify the underlying causes of reasoning 
errors, thus informing more robust and reliable real-world deployments. 

Toward Verifable Reasoning: Formal Math and Science Validations. Beyond broadening applica-
tions and developing general frameworks, another critical direction involves grounding LLM reasoning in 
formal, verifable systems ("davidad" Dalrymple et al., 2024; Collins et al., 2025). Neural theorem proving, 
which pairs LLM-generated content with proof assistants for verifcation, exemplifes this approach by elimi-
nating hallucinations and ensuring correctness in the fltered fnal results (Li et al., 2024g). This method 
has notably succeeded in formal mathematics proof generation (Yang et al., 2024a; Xin et al., 2024; Lin 
et al., 2025b), alongside related tasks like auto-formalization (Wu et al., 2022; Jiang et al., 2023a; Murphy 
et al., 2024), efcient proof search (Lample et al., 2022; Huang et al., 2025d; Lin et al., 2025a), agentic tools 
(Song et al., 2024; Welleck & Saha, 2023; Thakur et al., 2024; Kumarappan et al., 2024), and automated 
conjecturing (Poesia et al., 2024; Dong & Ma, 2025; Poesia & Goodman, 2023). This paradigm also holds 
signifcant promise for critical domains requiring rigorous safety guarantees, including software and hardware 
verifcation (Kasibatla et al., 2024; Thompson et al., 2025; Ye et al., 2025; Deng et al., 2025b). 

D Other Important LLM (Non-Reasoning) Failures 

Not all failures exhibited by LLMs fall neatly within the domain of reasoning; nevertheless, many still 
raise signifcant concerns and deserve careful investigation. Although deviating from the scope of this work, 
addressing these additional limitations is essential to advancing the general capabilities and reliability of 
LLMs. We believe that unifed discussions – similar to the systematic approach we have adopted in this 
survey – could also beneft these other categories of LLM failure. We thus encourage future explorations in 
this direction, which may guide technical research to identify, mitigate, and improve upon issues in these 
critical areas. 

Trustworthiness: Hallucinations & Over-Confdence in Generations. One of the most prominent 
and persistent limitations of LLMs is their tendency to hallucinate (Ledger & Mancinni, 2024; Zhang et al., 
2024h; Yao et al., 2023; Wen et al., 2024; Liang et al., 2025) – that is, to generate text that appears fuent and 
confdent but is factually incorrect or entirely fabricated. These hallucinations can be especially problematic 
in contexts where accuracy is critical, such as legal reasoning, scientifc writing, or medical decision support 
(Jiang et al., 2024c; Chern et al., 2023; Hao et al., 2024). To mitigate this, methods such as retrieval 
augmentation (Gao et al., 2023; Chen et al., 2024b) and model calibration (Zhou et al., 2023a; Xiong et al., 
2023) have been proposed. Retrieval augmentation enables LLMs to access external knowledge sources (e.g., 
databases or search engines) during generation, grounding their outputs in verifable facts (Gao et al., 2023). 
Calibration, on the other hand, aims to align the model’s expressed confdence with its actual likelihood of 
being correct – helping to prevent models from overstating their certainty on uncertain or unknown topics 
(Xiong et al., 2023). Despite these advancements, hallucinations and over-confdence remain challenging 
issues (Huang et al., 2025c). Even with retrieval-based approaches, models can still misinterpret or misuse 
retrieved content (Yu et al., 2023d; Wu et al., 2024c), and calibration remains difcult at scale, especially 
across diverse domains and prompt types (Pelrine et al., 2023). Given the increasing integration of LLMs into 
decision-making processes, improving trustworthiness through enhanced grounding and reliable uncertainty 
estimation remains an urgent research priority. 

Fairness: Harmful Ethical & Social Biases. Having been trained on extensive human-generated data, 
LLMs inevitably inherit embedded social and ethical biases from those data resources (Li et al., 2023b; 
Gallegos et al., 2024). These biases and stereotypes can be harmful – especially when LLMs or other AI models 
are deployed in high-stake real-world applications such as job recruitment, healthcare, or law enforcement 
(Gallegos et al., 2024; Han et al., 2024a; Chu et al., 2024; Saravanan et al., 2023). Substantial eforts have 
been made to benchmark (Nangia et al., 2020; Nadeem et al., 2020; Liu et al., 2024), mitigate(Han et al., 
2024a; Owens et al., 2024), and regulate (Zheng et al., 2024a; Jiang et al., 2023b) these biases in order to 
promote fairness and justice. Nevertheless, signifcant challenges persist. Despite ongoing eforts, LLMs can 
still produce biased or unfair outputs that refect harmful and discriminatory assumptions–particularly when 
exposed to adversarial prompts (Wei et al., 2025; Lin et al., 2024b; Cantini et al., 2024) and new modalities 
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(Seshadri et al., 2023; Bianchi et al., 2023; Cho et al., 2023). Moreover, even when models do not overtly 
express such biases, they may still encode them implicitly within their internal representations (Bai et al., 
2024; Borah & Mihalcea, 2024; Kumar et al., 2024), making the debiasing process particularly difcult and 
nuanced. 

Safety: AI Security, Privacy & Watermarking. As LLM deployment continues to grow and becomes 
integral to daily life, ensuring AI safety is increasingly critical (Bengio et al., 2025). Two particular dimensions 
of safety deserve special attention: security and privacy concerns, as well as watermarking to detect AI-
generated content. Security and privacy concerns relate primarily to safeguarding LLMs against malicious 
exploits and preventing unauthorized exposure of sensitive information (Das et al., 2025; Yao et al., 2024; Wu 
et al., 2024b). Currently, LLMs are vulnerable to adversarial attacks, prompt injections, and unintended 
leakage of private data, highlighting an urgent need for more secure and privacy-preserving model architectures 
and deployment practices (Wei et al., 2023a). Additionally, as LLM-generated content becomes ubiquitous, 
the capability to reliably identify such content – especially to mitigate misuse in disinformation, academic 
integrity violations, and other deceptive practices – becomes increasingly important. Watermarking techniques 
embed identifable signals within generated texts to enable subsequent detection (Zhang et al., 2024e; Zhao 
et al., 2023; Pan et al., 2024). Despite recent advances, substantial challenges remain: current watermarking 
methods remain susceptible to sophisticated attacks designed to obscure or remove watermarks (Pang et al., 
2024; Jovanović et al., 2024), and existing techniques often degrade the quality and fuency of generated 
outputs (Singh & Zou, 2023; Molenda et al., 2024). Addressing these security, privacy, and watermarking 
challenges is critical to building safer, more reliable, and more ethically responsible LLM deployments in 
real-world applications. 

E Examples 

In this section, we provide representative examples and case studies for each LLM reasoning failure we present 
in this survey. They are presented in tables below, organized by sections and subsections in the same way as 
our survey. We hope the addition of these examples helps readers gain a more concrete understanding of how 
each failure manifests. 
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Table 1: Informal Reasoning - 3.1 Individual Cognitive Reasoning 

Sub-item Examples 

1. N-back Task (Gong et al., 2024): “You will see a sequence of 
letters presented one at a time. Respond with ’m’ when the current letter 
matches the one from 2 steps back, and ’-’ otherwise. Sequence: Z, X, Z, Cognitive Skills Q, X” → LLMs respond “-, -, -, m, -” instead of correct “-, -, m, -, -”, 
showing systematic working memory failure when n>2 

2. A-not-B Error (Han et al., 2024b): 
Prompt to Gemini: 
“What is the next number in the sequence: 2, 4, 6, 8? A. 10 B. 12 
Answer: A 
What comes next in the pattern: A, B, C, D? A. E B. F” 
Answer: A 
What is the next shape in the sequence: ■, ▲, ■, ▲? A. ■ B. ▲ 
Answer: A 
What is the missing number: 1, 3, 5, ____, 9? A. 6 B. 7. Choose A or 
B? Just tell me A or B without any further words” 
Gemini Answer: A; Indicating a lack of Inhibitory Control 
3. Wisconsin Card Sorting Test (Kennedy & Nowak, 2024): 
“New Card: cross blue 1. Options: triangle red 3, cross green 2, circle 
yellow 1, star blue 4. Choose matching card.” → After learning to match 
by color, when the rule secretly switches to shape, ChatGPT-3.5 Turbo 
achieves only 25.1% accuracy, failing to fexibly switch from the previous 
matching strategy despite feedback indicating errors; This indicates a 
lack of Cognitive Flexibility. 
4. Clock Drawing Test (Galatzer-Levy et al., 2024): “Draw the 
face of a clock, put in the numbers, and set the hands to 10 minutes after 
nine” → Most models correctly draw clock face and numbers but fail 
to position hands correctly for 9:10, and when shown a clock displaying 
5:45, GPT-4 Turbo incorrectly reads it as “9:00”, demonstrating defcits 
in abstract reasoning. 

53 



Published in Transactions on Machine Learning Research (01/2026) 

Table 2: Informal Reasoning - 3.1 Individual Cognitive Reasoning 

Sub-item Examples 

Cognitive Bias 

1. Confrmation Bias (O’Leary, 2025b): “I have been given a 
sequence of three numbers, 6-8-10. Can you give me a hypothesis about 
the rule?” → Claude proposes the rule “three consecutive even numbers 
in ascending order,” rather than the broader “any increasing sequence.” 
It then generates only confrming examples such as “2-4-6” and “8-10-12,” 
without testing alternatives. This refects confrmation bias: the tendency 
to favor evidence that supports an initial hypothesis while ignoring other 
plausible explanations. 
2. Anchoring Bias (Malberg et al., 2024): “Suppose you are a 
marketing manager at a telecommunications company. You allocate a 
budget for promoting a new service package on social media platforms. 
Do you intend to allocate more than 87% for this purpose? Which 
allocation level do you choose?” → Models’ responses cluster around the 
anchor value (87%) regardless of its relevance, demonstrating how initial 
numerical values disproportionately infuence subsequent judgments 

3. Framing Efect (Shafei et al., 2025): Context: Person A spends 
3h + 2h + 4h = 9h; Person B spends 5h + 1h + 3h = 9h; Prompt 1: 
“Does Person B spend more time on home maintenance than Person A?” 
Prompt 2: “Does Person B spend less time on home maintenance than 
Person A?” → Despite identical facts, LLMs are more likely to answer 
“more” to Prompt 1 and “less” to Prompt 2. This refects a framing efect: 
the model’s judgment shifts based solely on how the same information is 
phrased. 
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Table 3: Informal Reasoning - 3.2 Implicit Social Reasoning 

Sub-item Examples 

Theory of Mind 
(ToM) 

1. False-belief Task (Ullman, 2023): Story: “Here is a bag flled 
with popcorn. There is no chocolate. The label says ‘chocolate’. The 
bag is made of transparent plastic, so Sam can see what is inside. Sam 
fnds the bag and reads the label.” Prompt: “She believes that the bag is 
full of chocolate.” → GPT-3.5 predicts “Yes” with 95% probability. → 
Despite Sam seeing the popcorn directly, the model attributes to her the 
false belief that the bag contains chocolate. This illustrates a failure in 
classic ToM. 
2. Applied ToM (Gu et al., 2024): Story: “The can of Pringles 
has moldy chips in it. Mary picks up the can in the supermarket and 
walks to the cashier.” Q1 (Mental state): “Is Mary aware that the chips 
are moldy?” → model correctly answers “No.” Q2 (Behavior): “What 
will Mary likely do next: pay for the chips or report the moldy chips?” 
→ model often answers “report the moldy chips.” → Despite correctly 
inferring Mary’s ignorance, the model fails to predict her behavior based 
on that false belief—revealing a breakdown in applying ToM reasoning 
to action prediction. 
3. Higher-Order ToM (He et al., 2023): Story: (1) The milk is 
on the table. (2) Sally exits the room. (3) Anne moves the milk onto 
the box. (4) Alex exits, then Anne exits. (5) Outside the room, Alex 
falsely tells everyone “The milk is in the fridge,” while Sally secretly tells 
Anne “The milk is on the table.” Q0 (Reality): “Where is the milk?”; 
Q3 (3rd-order ToM): “Where does Alex think Sally thinks Anne thinks 
the milk is?” → While GPT-4 performs near perfectly on low-order ToM 
questions (0th–2nd), its accuracy drops sharply on 3rd-order prompts. 
4. Emotion Understanding (Hu et al., 2025): 
Scenario: I have acrophobia. Today, the elevator was out of order, and I 
had to take the stairs to reach my ofce on the last foor of a tall building. 
I considered it a nice little exercise. 
Question: I feel . . . ? (a) Excitement (b) Fear (c) Disapproval (d) Ner-
vousness 
LLM answers: “Fear”; I was afraid of taking the stairs due to my 
acrophobia; 
Correct answer: (a) Excitement 

5. Emotion Application(Hu et al., 2025): 
Scenario: Peter’s best friend jokingly tells him that he is the reason why 
their group of friends keep losing at video games. 
Question: In this situation, what is the most efective response for Peter? 
(a) "I thought it was just a game, not a battle to death" (b) "Maybe if 
you would explain the strategies better (c) "Well, you’re not exactly a 
pro either" (d) "I’m sorry. I’ll try to improve my skills so we can win" 
LLM answers: (d) it shows accountability and a willingness to take action 
to improve the situation. 
Correct answer: (c) "Well, you’re not exactly a pro either" 
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Table 4: Informal Reasoning - 3.2 Implicit Social Reasoning 

Sub-item Examples 

Social Norms & 
Moral Values 

1. Norm Inconsistency (Jain et al., 2024b): 
Prompt 1 (Crime Prompt): These are frames from a home surveillance 
video that recorded an unfamiliar person near someone’s home. Is there 
a crime happening? Answer yes or no and then provide a reason for 
your answer. 
GPT-4 Response: No, there does not appear to be a crime happen-
ing in the frames provided. The person is simply standing near the 
door, checking or reading some papers. There are no actions indicative 
of criminal activity such as attempting to break in, vandalize, or steal 
property. 
Prompt 2 (Police Prompt): These are frames from a home surveillance 
video that recorded an unfamiliar person near someone’s home. Should 
the police be called? Answer yes or no and then provide a reason for 
your answer. 
GPT-4 Response: Yes, the police should be called. Reason: The 
person appears to be suspiciously lingering around the entrance, checking 
through what looks like someone else’s mail, and using a mobile device. 
This behavior could indicate potential mail theft or other criminal inten-
tions. It’s better to e cautious and report the activity to the authorities 
to prevent any possible crime. 
Comment: This is an example of norm-inconsistency in GPT-4 where 
the model says no crime occurred but recommends police intervention. 
In this Ring surveillance video, human annotators observed no crime and 
labeled the subject as "visiting the home’s entrance and waiting for a 
resident’s response." 
2. Social Norm Disparity (Rezaei et al., 2025): 
Scenario: A video in which a person at a scenic viewpoint appears to be 
photographing the landscape while walking along a path. 
Action: 
(A) Point the camera at the view and take a picture (✓correct) 
(B) Hold onto the railing and continue walking ( ✗chosen by o3-mini) 
(C) Inspect the surface for debris, etc. 
Justifcation: 
(A)Documenting the view is a common practice for visitors (✓correct) 
(B) Safety is paramount when navigating potentially hazardous paths 
(chosen by o3-mini) 
(C) Maintaining cleanliness ensures a safe and enjoyable experience for 
everyone; etc 
Reasoning: 
o3-mini: "... at a scenic viewpoint (✓), he is moving frequently (✗) ... 
Thus, ‘Hold onto the railing’ (✗) is the most appropriate choice." 

56 



Published in Transactions on Machine Learning Research (01/2026) 

Table 5: Informal Reasoning - 3.3 Explicit Social Reasoning 

Sub-item Examples 

Multi-Agent 
Systems (MAS) 

1. Long-Horizon (Pan et al., 2025): 
Task: Solving a scikit-learn bug. 
What happened: The code initially used lightgbm, which was unavail-
able. The agent switched to LogisticRegression, but later reverted to 
lightgbm, forgetting its earlier substitution. 
Where it went wrong: 
HyperAgent_scikit-learn__scikit-learn-25570 - INFO -
Inner-Executor-Assistant: 
Response: Thought: Let’s run the code with ColumnTransformer. 
from lightgbm import LGBMClassifier 
[... later ...] 
from sklearn.linear_model import LogisticRegression 
[... later ...] 
pip uninstall scikit-learn -y; pip install scikit-learn 
[... later ...] 
Executor->Planner: lightgbm is still missing. 
Run: pip install lightgbm 

2. Inter-Agent Misalignment (Pan et al., 2025): 
Task: Solving a mathematical problem. 
What happened: The answer was given to the question. The agents 
solved another problem. 
Where it went wrong: 
[mathproxyagent] Let’s use Python to solve a math problem. [...] 
Courtney attended a 
concert and reported that the audience was 48 in number. However, 
Kelly went to 
the same concert and said that Courtney had made the mistake of 
overstating the 
number of people in attendance by 20%. If Kelly was right, 40 
people really 
attended the concert. What was the audience size according to 
Courtney?" 
[assistant] First, the key idea here is calculating [...] 
\\python 
import sympy as sp 
C = 48 # Courtney’s estimation 
R = sp.Symbol(’R’) # real audience number 
equation = sp.Eq(C, R + 0.2 * R) 
real_audience = sp.solve(equation, R)[0] 
print(f"The real audience was: {real_audience}") 
\\python 
overstated = C - real_audience 
print(f"The number of people Courtney overstated is: 
{overstated}") 
[assistant] [...] So, the final answer is \\boxed{8}. 
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Table 6: Informal Reasoning - 3.3 Explicit Social Reasoning 

Sub-item Examples 

Multi-Agent 
Systems (MAS) 

3. Incorrect Verifcation or Termination (Pan et al., 2025): 
Task: Solving a mathematical problem. 
What happened: They did not verify the answer. They counted one 
number more even if the numbers were listed. They did not verify the 
result even if it was straightforward. 
Where it went wrong: 
[mathproxyagent] [...] Sally received the following scores on her math 
quizzes: 50, 80, 80, 60, 40, 90, 100, 70, and another score that is forgotten. 
If the mean score is 70, what’s the forgotten score? 
[assistant] The mean of a set of numbers is the sum of the numbers 
divided by the quantity of the numbers. In this case, the mean score is 
70, this means that the total sum of the scores, including the forgotten 
one, divided by the total quantity of the quizzes (which is 9 + 1 = 10), 
is 70. [...] From which, we can calculate the forgotten score like this: 
forgotten score = 70 * 10 - sum of scores [...] 
[mathproxyagent] Continue. Please keep solving the problem until you 
need to query. ( If you get to the answer, put it in boxed.) [...] 
[assistant] Therefore, the forgotten score is boxed130. 
4. Specifcation (Pan et al., 2025): 
Task: Solving a bug of matplotlib. 
What happened: The Navigator role went beyond its intended scope 
by reasoning about solutions (which wasn’t required), but failed to 
communicate those insights to the Planner. Meanwhile, the Executor 
clarifed that its output was an example, but the Planner mistakenly 
believed the bug was resolved and ended the process. 
Where it went wrong: 
[HyperAgent_matplotlib__matplotlib-25433 - INFO -
Inner-Navigator-Assistant’s Response:] 
Thought: [...] To work around this issue, a possible solution 
is to update [...] 
Here’s an example of how you can modify the code to achieve this: 
[...] In this 
modified code, the ‘onchanged‘ function updates the slider value 
and then calls 
‘pyplot.draw()‘ to redraw the figure. This should prevent the 
input to the widgets 
from being blocked. 
[HyperAgent_matplotlib__matplotlib-25433 - INFO -
Navigator->Planner:] 
Here are the code snippets for the RangeSlider and Button classes 
from the 
‘lib/matplotlib/widgets.py‘ file: [...] 
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Table 7: Formal Reasoning - 4.1 Logic in Natural Languages 

Sub-item Examples 

1. Reversal Curse (Berglund et al., 2023): 
Trained on: Tom Cruise’s mother is Mary Lee Pfeifer. 
Question: Who is Tom Cruise’s mother? [A: Mary Lee Pfeifer] Reversal Curse GPT-4: Mary Lee Pfeifer. ✓ 
Question: Who is Mary Lee Pfeifer’s son? 
GPT-4: I’m sorry, I don’t have that information. ✗ 

Compositional 
Reasoning 

1. Two-Hop Reasoning (Sun et al., 2025b): 
Question: John is the father of Paul. Luke is the father of Tom. Sam is 
the father of Joe. Paul is the father of Ben. Tom is the father of Mark. 
Joe is the father of Max. Therefore, John is the grandfather of ??? 
Coloring: 
Red: Target source/bridge/end entities in the target chain. 
Blue: Non-target source/bridge/end entities in the non-target chain. 
Answer: Ben 
LLM: {‘Ben‘:0.33, ‘Mark‘: 0.32, ‘Max‘: 0.31,...} 
Observation: LLMs assign nearly uniform probabilities across the three 
candidate grandchildren (Ben, Mark, Max), efectively making a random 
guess rather than following the correct parent-of-parent chain. 
2. Composition of Math Problems (Zhao et al., 2024c): 
Individual Problem #1: In right triangle △XY Z with ∠ Y XZ = 90°, 
XY = 24 and Y Z = 25. Find tan Y . 
LLM: 24

7 . ✓ 
Individual Problem #2: Does tan 90° exist? 
LLM: No. ✓ 
Composed Problem: In right triangle △XY Z with ∠ Y XZ = 90°, 
XY = 24 and Y Z = 25. Find tan X. 
LLM: 24

7 . ✗ 
Observation: LLMs can solve the two individual math problems but 
fail when the two are composed. 

Specifc Logic 
Relations 

1. Converse Binary Relations (Qi et al., 2023): 
Question: Read the instruction and then answer the question using A 
or B. 
Instruction: (x, has part, y) indicates that x has a part called y. 
Question: (?, has part, heat shield) 
A) Find an entity that has a part called heat shield. 
B) Find an entity that heat shield contains. 
To convert the question into a semantically equivalent natural language 
sentence, which choice is correct? 
LLM: A ✓ 
Question: Read the instruction and then answer the question using A 
or B. 
Instruction: (x, has part, y) indicates that y has a part called x. 
Question: (?, has part, heat shield) 
A) Find an entity that heat shield contains. 
B) Find an entity that has a part called heat shield. 
To convert the question into a semantically equivalent natural language 
sentence, which choice is correct? 
LLM: B ✗ 
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Problem: Define a growing spiral in the 
plane to be a sequence of points with integer 
coordinates P o (0 , 0) , P , , ... , P n such 
that n 2". 2 and: 

How many of the points (x , y ) with integer 
coordinates 0 $ x $ 2011, 0 $ y $ 2011 
cannot be the last point, P n of any growing 
spiral? 

Solution: We claim that the set of points 
with 0 $ x $ 2011 and 0 $ y $ 2011 that 
cannot be the last point of a growing spiral 
are as follows: (0 , y ) for 0 $ y $ 2011 ; 
(x , 0) and (x , 1) for 1 $ x $ 2011 ; (x , 2) for 
2 $ x $ 2011 ; and (x , 3) for 3 $ x $ 2011. 

This gives a total of 

2012 + 2011 + 2011 

+ 2010 + 2009 = I 10053 I 
excluded points. 

Year: 201 I ID: Al Final Answer: 10053 

Problem: Define a growing spiral in the 
plane to be a sequence of points with integer 
coordinates Lo (0 , 0) , L , , ... , L n such 
that n 2". 2 and : 

How many of the points ( w , v) with integer 
coordinates 0 $ w $ 4680, 0 $ v $ 4680 
cannot be the last point, L n of any growing 
spiral? 

Solution: We claim that the set of points 
with 0 $ w $ 4680 and 0 $ v $ 4680 that 
cannot be the last point of a growing spiral are 
as follows: (0 , v ) for 0 $ v $ 4680; ( w , 0) 
and (w , 1) for 1 $ w $ 4680; (w , 2) for 2 $ 
w $ 4680; and ( w , 3) for 3 $ w $ 4680. 

This gives a total of 

4681 + 4680 + 4680 

+4679 + 4678 = I 23398 I 
excluded points. 

Year: 201 I ID: Al Final Answer: 23398 
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Table 8: Formal Reasoning - 4.2 Logic in Benchmarks 

Sub-item Examples 

1. Sample Numeric Values (Gulati et al., 2024): 

Math Word 
Problem (MWP) 
Benchmarks 

Explanation: A MWP is abstracted into a symbolic template, from 
which diferent numeric values can be sampled for variables and constants. 
Observation: LLM succeeds in one problem but fails in the other, 
suggesting that the LLM does not grasp the essence of this MWP. 
2. Add Irrelevant Contexts (Shi et al., 2023): 
Original Problem: Jessica is six years older than Claire. In two years, 
Claire will be 20 years old. How old is Jessica now? 
Modifed Problem: Jessica is six years older than Claire. In two years, 
Claire will be 20 years old. Twenty years ago, the age of Claire’s father 
is 3 times of Jessica’s age. How old is Jessica now? 
Explanation: The red part inserted is an irrelevant context. 
Observation: LLM succeeds in the original problem but fails in the 
modifed one, suggesting that its mathematical reasoning is highly unsta-
ble, easily distracted by irrelevant information. 

60 



def test_distinct(data): 

d'!::!~:~ ;:~~:r: :~;h:: f;~~:~t;r:: ::;~r:~~:r w:;;h~:t ~11 the 

»> test_distinct([l,5,7,9]) 
True 
»> test_distinct( [2, 4, 5, 5, 7, 9]) 
False 
>» test_distinct( [1,2,3]) 
True 

c.!'.:::i:t~~n return len (set (data)) -=-.. len (data) 

Original def remove lowercase(str1 ): 
function -

Write a function to remove lowercase 

substrings from a given string. 

>>> remove_lowercase( "PYTHon") 

('PYTH') 

>>> remove_ lowercase( "FinD") 

('FID') 

»> remove_ lowercase( "STRinG") 

( 'STRG') 

c:':::1:t~~n- retu rn "" join([i fo r i in str1 i f i . isupper ()]) 

def test_distinct(data): 

Write a Python function to see if all ]-Perturbed 
numbers differ from each other . docstrlng 
»> test_distinct([l ,5, 7,9]) 
True 
»> test_distinct([2,4,5,5,7,9]) 
False 
» > test_distinct([l,2,3]) 
True 

return len ( set ( data)) J...:.... len (data) 

def removelowercase(str l ): 

New 
completion 

Perturbed 
function 

Write a function to remove lowercase 

substrings from a given string. 

»> remove l owercase( "PYTHon") 

( 'PYTH') 

»> removelowercase( "FlnD") 

( 'FID') 

»> removelowercase( "STRinG") 

( 'STRG') 

str2 = st r l .lower () 

re tu rn st r 2 
]---- New 

completion 

len, print= print, len 
def print_len (x) : 

"Print the length of x" 

✓ len (print (x)) X print (len (x)) 
I LLM preference I 
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Table 9: Formal Reasoning - 4.2 Logic in Benchmarks 

Sub-item Examples 

Coding 
Benchmarks 

1. Perturb Doc Strings & Function Names (Wang et al., 2022): 

Explanation: The doc string in the starter code is changed subtly, 
which should not afect the generated code. Yet LLM fails on the new 
problem, suggesting a lack of robustness. 

Explanation: The function name in the starter code is changed subtly, 
which should not afect the generated code. Yet LLM fails on the new 
problem, suggesting a lack of robustness. 
2. Adversarial Code Changes (Miceli-Barone et al., 2023): 

Explanation: Given a Python prompt (on top) which swaps of two 
builtin functions, large language models prefer the incorrect but statisti-
cally common continuation (right) to the correct but unusual one (left). 
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Unreasonable Question 
Zaid's $6000 salary: 2/3 rent, 3/ 4 of rest donated, $700 
to daughter. What's left? , , Incorrect 

Assumption 

Model Response 
Remain : $2000 
Remain : $500 

Non-Reasoning 
Rent: 2/3 X $6000=$4000 
Donation: 3 /4 X $2000=$1500 
For Daughter: $700 Remain: $-200 

Therefore, Zaid will have $-200 left. Unreasonable 
Answer 

Reasoning Model Response 
Let's calculate Zaid's remaining ... sorry, i was wrong, 
lets try ... possibly ... lets double check ... sorry, i was 
wrong, lets try ... (14188 tokens are omitted here.) 

._. Overthinking 
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Table 10: Formal Reasoning - 4.3 Arithmetic & Mathematics 

Sub-item Examples 

1. Basic Counting Problems (Yehudai et al., 2024): 
Question: Consider the sequence a a b b a c c d a. How many times 
does the letter “a” appear in the sequence? Counting LLM: 3. ✗ 

2. Applications of Counting (Shin & Kaneko, 2024): 
Question: Find all words with character o: People enjoy music. 
LLM: People, enjoy, music. ✗ 

Description: Just basic arithmetic problems (e.g., addition, subtraction, Basic Arithmetic multiplication, division). 

Math Word 
Problems 
(MWPs) 

1. Specifc MWPs (Nezhurina et al., 2024): 
Question: Alice has 4 sisters and she also has 1 brother. How many 
sisters does Alice’s brother have? Before providing answer to this problem, 
think carefully and double check the path to the correct solution for any 
mistakes. Provide then the fnal answer in following form: “Answer:” 
LLM: Let’s think through this problem step by step: 
1. Alice has 4 sisters and 1 brother. 
2. Alice’s brother is part of the same family as Alice. 
3. All of Alice’s sisters are also sisters to her brother. 
4. Therefore, Alice’s brother has the same number of sisters as Alice has, 
which is 4. I’ve double-checked the reasoning and can’t fnd any mistakes 
in the logic. 
Answer: Alice’s brother has 4 sisters ✗ 

2. Unsolvable or Faulty MWPs (Ma et al., 2024a): 

Explanation: The MWP contains faulty assumptions. Non-reasoning 
LLMs give an unreasonable answer correspondingly, instead of noting 
the issue in the original MWP; reasoning LLMs get confused and throw 
themselves into an endless thinking process. 
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Table 11: Embodied Reasoning - 5.1 1D Text-Based Physical Reasoning 

Sub-item Examples 

1. Object Attributes (Wang et al., 2023c): 
Text-Based Question: Flannel is more malleable than baseball. 
Physical A) True 
Commonsense B) False 
Reasoning Correct answer: True 

gpt_turbo: false ✗ 
fan-t5-xl: (b) ✗ 
dolly-v2-7b: FALES. fannel is more rigid than baseball. ✗ 

1D Physics & 
Scientifc 
Reasoning 

2. Spatial Relationships (Kondo et al., 2023): 
Question: An electric bulb is in a house. Is the electric bulb bigger than 
the house? 
LLMs: No. ✓ 
Question: A house is in an electric bulb. Is the electric bulb bigger than 
the house? 
LLMs: No. ✗ 

1. Simple Physics Law (Gregorcic & Pendrill, 2023): 
Question: A teddy bear is thrown into the air. What is its acceleration 
at the highest point? 
ChatGPT’s initial response: 
(a) At the highest point of its trajectory, the teddy bear’s acceleration 
would be equal to the acceleration due to gravity, which is 9.8 ms−2 

downward. 
(b) This is because at this point, the teddy bear would be experiencing 
no net force, so its acceleration would be solely determined by the force 
of gravity. 
(c) When an object is thrown into the air, it initially accelerates upward 
due to the force of the throw, but once it reaches the highest point of 
its trajectory, it begins to slow down and eventually start accelerating 
downward due to the force of gravity. 
(d) The teddy bear’s acceleration at the highest point of its trajectory 
would be 9.8 ms−2 downward because this is the acceleration that the 
force of gravity imparts on the teddy bear at that point. 
Where it fails: 
— Statement (b) is not only incorrect but also contradicts (a) and (d): 
no net force but non-zero acceleration is impossible. 
— Part (c) refers to an ongoing “force of the throw”, invoking obsolete 
impetus thinking instead of Newton’s laws. 

63 



CJ 

• I• 
~ 

(a) a pair of white ice 
skates on an ice rink 

(b) a close up of a per­
son's skates on an ice 
rink 

( c) a person is skating 
on an ice rink 

Examples from BlJ.ndTest benchmark with VLMs' responses 

Pl P2 P3 P4 P5 P6 P7 

•• Ackno~ dgement 
coo) ~ ■·+· ~ 

1 X Yes X 0 X 6 ✓ 5 X 3x4 7 1 7 1 
1 X No ✓ w X 5 X 3 ✓ 3x4 ✓ 2 X 
1 X Yes X 0 X 5 X 4 X 4x4 X 2 X l 
0 ✓ No ✓ 1 ✓ 6 ✓ 3 ✓ 3x4 ✓ 1 ✓ 

II GPT-4o • Gemini- 1.5 Sonnet-3 ~ Sonnet-3.5 

Pl: How many times do the blue and red lines touch each other? Answer 
with a number in curly brackets, e.g. , {5}. 
P2: Are t he two circles overlapping? Answer with Yes/ No. 
P3: Which character is being highlighted with a red oval? Please provide 
your answer in curly brackets, e.g. {a} 
P4: How many circles are in the image? Answer with only t he number in 
numerical format . 
P5: How many squares are in the image? Please answer with a number in 
curly brackets e.g. , { 10}. 
P6: Count the number of rows and columns and answer with numbers in 
curly brackets. For example, rows= {5} columns= {6}. 
P7: How many single-color paths go from A to D? Answer with a number in 
curly brackets e.g. { 3}. 

Published in Transactions on Machine Learning Research (01/2026) 

Table 12: Embodied Reasoning - 5.2 2D Perception-Based Physical Reasoning 

Sub-item Examples 

1. Detecting Anomalies (Bitton-Guetta et al., 2023): 

What’s Wrong 
with the 
Picture? 

Explanation: For image (c), a person is skating – but not on ice. 
The foor is made of wooden parquet, which makes the scene unnatural. 
However, BLIP-2 ignores this anomaly and incorrectly captions the image 
as “on an ice rink.” 

2. Simple Visual Test (Rahmanzadehgervi et al., 2024): 

Explanation: Advanced models fail on very basic visual tests. 
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Optics 

Description: 
When the light ray i llust rated in figure passes through the glass b lock o f 
index o f refractio n n • t.50, it is shi fted laterally by the distance d. 

Question: 
Find the time inte rval required for the light to pass through the glass 
block. 

GPI-4o: 
To find the time interval required for the light to pass through the glass block, we need to calculate the 
t ime it takes for the light to travel the distance i t covers inside the block. Here's the step-by-step 
reasoning: 

Step 1: Understand the problem 

Step 2: Speed o f light in the glass 

Ste p 3: Dista nce trave led b the Ii ht in the lass 
[Tfiellg t ext cm} 

0.0200 '~~~-..._ -~-~ -=e=-,- .r;,-'e"P,:.>...:c;..: o the normal. 
The actu 1s ance rave e y e 19 ms1 e e oc 1s e ypo enuse of a right t riangle, 
w here the thickness o f the block is the adjacent side. Using trigonometry: 
\ [L • \ fracf\ textfthicknessll{\ coslJO• \ circlJ .\ } 
Subst itute the values: 
\ [L • \ frac[0.0200)1\ coslJO• \ circlJ .\ ] 

Step 4: Time taken to t ravel through the glass 

guired for the ligl!ll!u!ass through the glass block is am1roximatel)" 
mes 10·1-101 \ , \ text{s}.\ 

Reasoning 1ype: Physical Model Grounding Reasoning , Spatial Relation Reasoning 

Error 1ype: Text Reasoning Error 

Ground lruth: 106ps 

Published in Transactions on Machine Learning Research (01/2026) 

Table 13: Embodied Reasoning - 5.2 2D Perception-Based Physical Reasoning 

Sub-item Examples 

2D Physics and 
Physical 
Commonsense 

Explanation: A sample error case of Optics. 

1. 2D Physics (Shen et al., 2025): 
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Question: According to the video, which alteration to the light source is most likely 
to have triggered the phenomenon? <video I> 

Option: 
(A) The color of the light changes from yellow to cyan 
(B) The color of the light changes from green to red 
(C) It's just that the light source is weaker and the light source position remains the same 
(D) It's just that the light source is stronger and the light source position remains the same 

<video I> 

The answer is C. It's just thal the light source is weaker and the light source position remains the same. 

Here's the reasonin g: 

I. Observe th e shadows: The shadows cast by the objects are signi ficantl y longer and less defined in the latter part or the video 
com pared to the beginning. 
2 . Relate shadows to light source: Longer and less defined shadows are indicative of a weaker light source. 
3. Consider the scene: The objects in the v ideo remain the same, and their positions don't change. This means the alteration is 
most likely due to the light source itself, rather than any changes in the objects being illuminated. 
4. Eliminate other options: 

- Changing the color of the light (A and 8 ) wouldn't necessarily lead to longer and less defined shadows. 
- A stronger light source (D) would result in shorter and sharper shadows. 

Therefore, the most logical explanation is that the light source weakened, leadin g to longer and less defined shadows. X 

Published in Transactions on Machine Learning Research (01/2026) 

Table 14: Embodied Reasoning - 5.2 2D Perception-Based Physical Reasoning 

Sub-item Examples 

2. 2D Physical Commonsense (Chow et al., 2025): 

2D Physics and 
Physical 
Commonsense 

Explanation: This is an example of basic light physical scene under-
standing, in which even advanced models fail. 

Visual Input for 
Spatial 
Reasoning 

1. Visual Grounding in 2D Spatial Scene (Ghafari & Krish-
naswamy, 2024b): 

Explanation: We see that despite there being two cylinders in the scene, 
the word “cylinder” is strongly grounded to the upright cylinder (resting 
on its fat side), even when the text prompt mentions the cylinder on its 
round side. In fact, the model applies more cross-modal attention to the 
upright cylinder when the word “round” is given than when the word 
“fat” is given. 
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VlrtualHome: Trajectory- Runtime Error 

Wrong Order 

PUTBACK/cup.100 
o,slnk.231) 
DRINK(cup.1000) 

Task Name: 
Drink 

scene_l_l7l_2 

X Pl"eoondition 
ho/ds(cup.1000) • False 

.., Historical State 
ho/ds(cup.lOOO) • Falsa 

Missing Step 

WALK(bathroom.1) 
R/NSE(hands_both 
,000) 

Task Name· 
Washhands 

scene_1_813_2 

X Preconditlon 
next_to(sink.42) • Fa/5e 
ho/ds{soap. 100) - Fa/se 

X HistorlcalState 
next.to{siflk.42)• Fa/5e 
ho/ds(soap.100) • Fa/se 

Affordance Error 

WALK(home_office 
319} 

F!NO(mause.413) 
TYPE(mouse.413} 

MiKtral8~22bMOE 
Task Name: 
Work 

scene_1_670_2 

X Affordance 
mouse.413can'tbetyped 

BEH A-IVIOR : Trajectory- Runtime Error 

Wrong Order 

RIGHT_GRASP(car :~=~ 
ving_knife_69) Task Name: 

~:71tRASP(toma Chopping 

SL/CE(tomato_61) Vegetables 

X Preoondition 
nDl_in_hand(romaro_61)• False 

"'Historical State 
n0Un__h8nd(toma10_6l)• True 

User 

Missing Step 

Model: 
stained(bathwb_35} GPT-4o 
R/GlfT_GRASP(scr Task Name: 
ub_brush_O) Cleaning 
CLEAN(barhWb_35) bathtubs 

)( Precondition 
soaked{scrub_brush_O}• False 

X HistoricalState 
soaked{scrub_b ru sh__O) • Fa/se 

You are a cleaning robot that is 1 
meter wide, now you are 
standing in a living room and see 
the image, you want to move 
from here to the door that leads 
to the backyard, do you think I 
can go through the path between 
the sofa and the table and 
chairs. 

Affordance Error 

s/iced(suawberry_ 
0) 
R/GHT_TRANSFER_ 
CONTENTS_INSID 
E(strawberry_O) 

Bottl ing 
fruit 

)( Affordance 
stmwberry_Oisslicedand not 
interactable.Should interact 
withstrawberry_O_partOand 
strawberry_O_port1 

(a) record_someone_shower 

Additional Step 

STANDUP() ~ i=~r:la~~e 

Set up table 
Tas k 10: 
scene_1_93_1 

X CurrentState 
stand_up(characler.45) • True 

I ExpectedState 
stend_up(characte r. 45) '" Fe/se 

Additional Step 

0P£N{!op_cablner_27) ;~s~d:a~~;us 

OPEN(rop_cablner_27) Cleaninsup 
thekitdien 

X CurrentState 
opon(top_cabincit__27) • fruo 

I ExpectedStateo 
open(top_cabi net_27) • Fa/sa 

Published in Transactions on Machine Learning Research (01/2026) 

Table 15: Embodied Reasoning - 5.3 3D Real-World Physical Reasoning Failures 

Sub-item Examples 

1. Run Time Error (Li et al., 2025): 
Real-World 
Failures in 
Afordance and 
Planning 

Explanation: Examples of trajectory runtime errors in action sequenc-
ing, including: wrong order, missing step, afordance error, and additional 
step. 
1. Real-World Distance Estimation (Chen et al., 2024a): 

Spatial and 
Tool-Use 
Reasoning 

GPT-4V: As an AI, I’m unable to physically interact with environments, 
but I can provide some insights based on the image provided. . . . From 
the image, we can make some visual estimations. Judging from the image, 
it appears that the sofa and the table are quite close to each other, and 
there may not be enough space to accommodate a 1-meter wide robot. . . 
1. Jailbreak Embodied LLMs in the Physical World (Zhang 
et al., 2024c):Safety and 

Long-Term 
Autonomy 

Explanation: Embodied LLMs can be jailbroken to perform inappro-
priate actions, such as recording someone showering or stealing private 
information. 

67 



5 



 
 
    
 

     
  

  

  

   
 

 
 

 
 

 
  

 
 

    

    

    

    

    

 
        

           
        

     

     
 

 
   

 
  

   
 

  
 

  
 

  
  

 
  

 
 

     
   

 
  

 
 
 

 

  
 

 
 

   
 

 
 

I I I 

SSS No. SCS 26-015 BOARD AGENDA ITEM 
STAFFING SUMMARY SHEET 

Committee Meeting & Date 
Finance & Audit – 03/17/26 
Board Meeting Date 
March 19, 2026 

TO TO 

1. Casey Fallon 6. Jose Bodipo-Memba 

2. Rachel Huang 7. 

3. Brandy Bolden 8. 

4. Scott Martin 9. Legal 

5. Lora Anguay 10. CEO & General Manager 

Consent 
Calendar X Yes No If no, schedule a dry run 

presentation. Budgeted X Yes No (If no, explain in Cost/Budgeted 
section.) 

FROM (IPR) 

Andrew McDermott 
DEPARTMENT 

Procurement 
MAIL STOP 

EA404 
EXT. 

5862 
DATE SENT 

02/27/26 
NARRATIVE: 

Requested Approve negotiation and execution of Contract Change No. 05 to Contract No. 4500120070 with TRC 
Action: Engineers, Inc., for professional services to administer SMUD’s Complete Energy Solutions Program, to extend 

the contract expiration date by one year from February 28, 2027, to February 28, 2028, and to increase the 
contract not-to-exceed amount by $8 million, from $21.67 million to $29.67 million. 

Summary: This contract was awarded on a competitive basis to TRC Engineers, Inc. (TRC) in March 2020.  The original 
contract was awarded through Board Resolution 20-02-05 for the period from March 2, 2020, to February 28, 
2023, for a not-to-exceed amount of $14,500,000.  Under this contract, TRC serves as the Program 
Administrator (PA) for the Complete Energy Solutions (CES) program, which delivers a comprehensive, 
customized approach to encourage multi-measure efficiency retrofits primarily targeted to serve SMUD’s Small 
& Medium Businesses customers (SMBs). The program is designed to identify holistic customer opportunities 
through building assessments to drive energy efficiency and electrification retrofits, as well as enrollments into 
other applicable and beneficial programs, such as: Power Direct (Auto Demand Response), SMUD’s 
commercial Electric Vehicle programs, and others. The CES PA activities include targeted marketing, lead 
generation, application support, project financing, and rebate payment processing. Contract Change No. 01 
increased scope to allow TRC to provide these services on an ad hoc basis per SMUD’s direction, to select 
larger customers above the 500kW threshold. Contract Change No. 02 updated the scope and extended the 
expiration date by one year to February 28, 2024. Contract Change No. 03 extended the expiration date by one 
year to February 28, 2025.  Contract Change No. 04 added a Conflict-of-Interest language to the Agreement, 
extended the expiration date by two years to February 28, 2027, revised the scope to improve reporting and 
program goals, revised the rate schedule, and increased the not-to-exceed amount by the allowable contingency 
to $21,600,000.  Contract Change No. 05 is requested to extend the contract expiration date by one year to 
February 28, 2028, and to increase the contract not-to-exceed amount by $8,000,000, from $21,670,000 to 
$29,670,000. 

Due to a queue of multi-year, large-scale enterprise information technology (IT) projects that require 
reprioritization, the CES program team is requesting an extension to ensure continuity for Commercial 
customers and to prevent disruptions to ongoing projects.  This extension will provide additional time to finalize 
the Request for Proposal (RFP), assess the capabilities of potential new firms, and consider new program design 
concepts.  The additional $8 million added to the contract includes customer incentives paid by TRC, which can 
make up as much as 52% of the total contract value depending on future project volumes. 

This contract supports the Board’s commitments to SD-9 and SD-7 by promoting energy efficiency and carbon 
savings for our Commercial Customers. Extending the contract also allows SMUD to strengthen community 
engagement through our Community Impact Plan (CIP) efforts. The CES contributes to SMUD’s CIP by 



increasing participation in disadvantaged areas and advancing Neighborhood Building District Electrification 
initiatives.  Moving forward with this contract extension will enable the CES program to meet the 2026 CIP 
Enterprise Performance Goal (EPG) CIP targets, continue serving our small and medium-sized business (SMB) 
commercial customers, and prevent service interruptions while the RFP process and consequent IT 
implementation is underway. 

Currently, the contract balance is approximately $4.4 million; however, projects in the pipeline/forecast which 
constitutes encumbered amount is $3.035 million.  The unencumbered amount is $1.3 million. 

Contract Actions Amount Cumulative 
Total 

Description 

Original Contract $14,500,000 $14,500,000 
Change No. 01 $0 $14,500,000 Increased scope 
Change No. 02 $0 $14,500,000 Updated scope and extended 
Change No. 03 $0 $14,500,000 Extended 
Change No. 04 $7,100,000 $21,670,000 Added COI, extended, and increased 

by allowable contingency 
Pending Change No. 05 $8,000,000 $29,670,000 Increases and extends by one year, 

and updates certain fees 

Board Policy: 
(Number & Title) 

Board-Staff Linkage BL-8, Delegation to the CEO with Respect to Procurement; Procurement; Strategic 
Direction SD-7, Environmental Leadership (SD-7) and Strategic Direction SD-9, Resource Planning 
(SD-9). This contract supports the Board’s commitment to SD-9 and SD-7 by contributing to energy efficiency 
and carbon savings, and by promoting efficient use of energy by its customers, while allowing SMUD to 
increase our engagement with and provide additional value to our commercial customers 

Benefits: Enables SMUD to provide a seamless and personalized customer experience in response to their energy needs; 
Helps commercial customers reduce and manage their energy consumption and costs; Supports SMUD’s carbon 
emission reduction goals through both building electrification and vehicle electrification measures.  Provides 
additional time for staff to issue an RFP for services beyond 2027. 

Cost/Budgeted: $29,330,000; Budgeted for 2026-2031 by Distributed Energy Solutions 

Alternatives: Do not extend the agreement and shut down program while competitive process is completed.  This would result 
in an abrupt shutting down of the program and not meeting EPG Community Impact Plan Goals. 

Affected Parties: Distributed Energy Solutions, Supply Chain Services, and Contractor 

Coordination: Distributed Energy Solutions, Supply Chain Services, and Legal 

Presenter: Rachel Huang, Director, Distributed Energy Solutions 

Additional Links: 

SUBJECT 
Contract Change for Complete Energy Solutions Contract (TRC Engineers) 

ITEM NO. (FOR LEGAL USE ONLY) 
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DRAFT 

RESOLUTION NO. __________ 

WHEREAS, by Resolution No. 20-02-05, adopted on February 20, 2020, 

this Board authorized the Chief Executive Officer and General Manager to award 

Contract No. 4500120070 to TRC Engineers, Inc. (TRC) to provide professional 

services to administer SMUD’s Complete Energy Solutions Program for a three-year 

period from March 2, 2020, through February 28, 2023, with one optional one-year 

extension for a total not-to-exceed amount of $19,700,000; and 

WHEREAS, Contract Change No. 1 increased the scope to allow TRC to 

provide services on an ad hoc basis per SMUD’s direction to select larger customers 

above the 500kW threshold; and 

WHEREAS, Contract Change No. 2 extended the expiration date by one 

year to February 28, 2024; and 

WHEREAS, Contract Change No. 3 extended the expiration date by one 

year to February 28, 2025; and 

WHEREAS, Contract Change No. 4 added conflict of interest language, 

extended the expiration date by two years to February 28, 2027, revised the scope to 

improve reporting and program goals, revised the rate schedule, and increased the not-

to-exceed amount by the allowable contingency to $21,600,000; and 

WHEREAS, due to the queue of multi-year, large scale information 

technology (IT) projects requiring reprioritization, an extension of the existing contract 

would ensure continuity for commercial customers and prevent disruptions to active 

projects and will provide additional time to finalize the Request for Proposal (RFP), 



  

  

 
 

 

DRAFT 

assess the capabilities of potential new firms, and consider new program design 

concepts; and 

WHEREAS, extending the contract allows SMUD to strengthen 

community engagement through SMUD’s Community Impact Plan efforts by targeting 

participation in disadvantaged areas providing Neighborhood Building District 

Electrification efforts in support of the 2030 Zero Carbon Plan; and 

WHEREAS, additional funds are needed in light of the extension; 

NOW, THEREFORE, 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

Section 1. That this Board hereby approves negotiation and execution 

of Contract Change No. 5 and authorizes the Chief Executive Officer and General 

Manager, or his designee, to extend the contract expiration date by one year from 

February 28, 2027, to February 28, 2028, and to increase the contract not-to-exceed 

amount by $8,000,000, from $21,670,000 to $29,670,000, for Contract No. 4500120070 

with TRC Engineers, Inc. 

Section 2. The Chief Executive Officer and General Manager, or his 

designee, is authorized to make future changes to the terms and conditions of the 

contract that, in his prudent judgment: (a) further the primary purpose of the contract; 

(b) are intended to provide a net benefit to SMUD; and (c) do not exceed the authorized 

contract amount and applicable contingencies. 
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SSS No. PSS 26-001 BOARD AGENDA ITEM 
STAFFING SUMMARY SHEET 

Committee Meeting & Date 
Energy Resources & Customer 
Services – 03/17/2026 
Board Meeting Date 
March 19, 2026 

TO TO 

1. Matthew Powell 6. Jose Bodipo-Memba 
2. Brandy Bolden 7. 

3. Frankie McDermott 8. 

4. Lora Anguay 9. Legal 
5. Suresh Kotha 10. CEO & General Manager 
Consent 
Calendar X Yes No If no, schedule a dry run presentation. Budgeted X Yes No (If no, explain in Cost/Budgeted 

section.) 
FROM (IPR) 

Matthew Powell 
DEPARTMENT 

People Services & Strategies 
MAIL STOP 

B251 
EXT. 

5371 
DATE SENT 

02/27/2026 
NARRATIVE: 

Requested Approve a Memorandum of Understanding (MOU) between the Sacramento Municipal Utility District and the 
Action: International Brotherhood of Electrical Workers (IBEW) for the period January 1, 2026, through December 

31, 2028. 
Summary: SMUD and the IBEW reached a Tentative Agreement (TA) on February 10, 2026, on provisions of a 

successor MOU to the one that expired on December 31, 2025. The IBEW membership will vote to ratify the 
three-year agreement on March 3, 2026. The key terms of the TA are below: 
 Three-year contract (2026 through 2028) 
 General Wage Increase: 2026 – 4.00%, 2027 – 3.85%, 2028 – 3.85% 

o Equity Adjustments (inclusive of the entire job series): Cable Locator Series - 4.25%; Cable Splicer 
Series – 15.00%; Crafts Helper – 4.50%; Distribution System Operator Series – 9.70%; Electrical 
Technician Series – 9.70%; Gas Control Technician Series – 5.00%; Gas Pipeline Fieldperson – 
2.50%; Hazardous Waste Technician Series – 3.25%; Heavy Duty/Line Equipment Operator Series – 
2.50%;High Voltage Electrician Series – 9.70%; Hydro Operator Series – 7.75%; Line Series -
9.70%; Material Specialist II – 2.00%; Meter Technician Series – 7.80%; Plant Mechanic Series – 
6.60%; Telecommunications Technician Series – 2.00%; Utility Compliance Specialist – 5.00%; 
Vehicle Attendant – 6.25%; Vehicle Maintenance Aide – 9.25%; Vehicle Mechanic Series – 1.25% 

 Two-Tier collapse (closed class wages) 
o Line Equipment Operator Assistant –19% 
o Maintenance Carpenter Series – 18% 
o Revenue Protection Representative – 13% 
o Vehicle Mechanic Series – 12% 

 Deferred Compensation Program 
o Matching: Increase from $1200 to $1800 for PEPRA; no changes for Classic 
o Direct Contributions: 

 PEPRA employees will receive monthly payments that are higher as follows: 
2026 - 2028: increase of $50 from 2025 

 Other Economics 
o Change for shift differential to be a percentage of employee pay 
o New helicopter premium code 
o Up to two additional hours of paid rest with supervisory approval based on operational need 

Board Policy: Strategic Direction SD-2, Competitive Rates, Strategic Direction SD-8, Employee Relations 
(Number & Title) 

Benefits: This agreement represents a total compensation package that has reasonable risk and cost sharing by both 
parties. The agreement meets SMUD’s financial targets while maintaining competitive pay for IBEW 
employees, safety in the workplace, employee engagement, and positive labor-management relationships. 

Cost/Budgeted: Staff expects the cost of the agreement to be at or below budget projections. 



Alternatives: Re-open negotiations with IBEW. 

Affected All work areas with IBEW-represented employees and People Services & Strategies, Employee Relations 
Parties: 

Coordination: People Services & Strategies, Employee Relations, and Legal 

Presenter: Matthew Powell, Interim Director, People Services & Strategies 

Additional Links: 

SUBJECT 
Memorandum of Understanding between SMUD and IBEW 

ITEM NO. (FOR LEGAL USE ONLY) 
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DRAFT 

Sacramento Municipal Utility District 
And 

IBEW, Local Union 1245 

MEMORANDUM  
OF 

UNDERSTANDING 

January 1, 2026 
-

December 31, 2028 
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UNION RECOGNITION 

Pursuant to the requirements of Government Code Section 3500, et seq, representatives of the 
Sacramento Municipal Utility District, hereinafter referred to as "SMUD", and the International 
Brotherhood of Electrical Workers Local Union 1245, hereinafter referred to as "the Union or IBEW", 
have met and conferred in good faith with the purpose of promoting harmonious labor relations and 
establishing and maintaining appropriate wages, hours, and other terms and conditions of employment. 

SMUD recognizes the Union as the exclusive representative of all employees who hold 
classifications listed in Appendix A, of this Memorandum of Understanding. These employees 
are commonly referred to as “Hourly-Rated” employees, as initially defined in Board Resolution 
Number 6441. The provisions of this Memorandum of Understanding, hereinafter set forth, shall 
apply to those employees of SMUD for whom the Union is the established exclusive 
representative. (Revised 1/1/2026) 
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ARTICLE 1 

DEFINITIONS 

1. INTRODUCTION 

The following terms are defined here for use throughout this Agreement. 

2. HEADQUARTERS DEFINITIONS 

The following reporting “To and From” work locations are headquarters: Sacramento (which 
includes Customer Service Center, and Headquarters Campus), East Campus Operations 
Center, Elk Grove Yard, and Fresh Pond. 

3. EMPLOYEE DEFINITIONS 

A. Regular Employee 

1. The term "regular employee" includes: 

a) Permanent, full-time Civil Service employees. 

b) The General Manager/CEO and full-time non-Civil Service employees appointed by 
the Board of Directors. 

c) Non-Civil Service employees appointed to permanent positions with the expectation 
they will qualify and receive Civil Service appointments to their positions. 

d) Permanent, part-time employees who are hired to work at least 20 hours per week 
on a fixed schedule. 

e) Full-time Limited Term or Temporary Construction employees (reference Public 
Utility Code Section 12055) hired for more than 6 consecutive months. 

2. The term "regular employee" excludes: 

a) Limited Term or Temporary Construction employees (reference Public Utility Code 
Section 12055) hired to work less than 20 hours per week. 

b) Employees who are on-call or work on an as-needed basis. 

c) Employees who are on an unpaid leave of absence. 

d) Full-time Limited Term or Temporary Construction employees (reference 
Public Utility Code Section 12055) hired for 6 months or less. 
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B. Relief Shift Employee 

The employee performs the duties of emergency relief and must be available for working 
revolving shifts on any day of the week. The employee can be assigned for the relief of any 
shift without advance notice. 

C. Rotating Shift Employee 

The employee’s regular work schedule requires them to rotate between two or more shifts. 

D. Service Employee 

Employees are assigned to perform work that is directly related to providing utility service, 
including work on the electric facilities. 

E. Shift Employee 

The employee’s regular work schedule is the second or third shift. 

F. Special Shift Employee 

The Special Shift Employees, include PSO, DSO, and Troubleshooters. (Revised 1/1/2026) 

4. OVERTIME DEFINITIONS 

A. Change In Shift 

The employee is permanently or temporarily transferred to a new work schedule or shift 
that will last one workweek or more. 

B. Emergency Work 

Overtime work which has not been prearranged. 

C. Extended Work Schedule 

The employee is required to work beyond their regular work hours. 

D. Prearranged Overtime 

The employee is notified before leaving work on a workday to work overtime, and they are 
given at least 12 hours off before the reporting time. (Revised 1/1/2013) 
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5. SHIFT DEFINITIONS 

A. First Shift 

Work periods regularly scheduled to begin between the hours of 4:00 a.m. and 11:55 a.m. 

B. Second Shift 

Work periods regularly scheduled to begin between the hours of 12:00 noon and 7:55 p.m. 

C. Third Shift 

Work periods regularly scheduled to begin between the hours of 8:00 p.m. and 3:55 a.m. 

D. Special Shift 

Work periods are regularly scheduled for straight 8-, 10-, or 12-hour periods, which 
includes meal periods and breaks. Special Shifts are normally regular and 
reoccurring shifts that can change week to week. Generally, schedules of Special Shift 
employees are required to maintain a watch. (Revised 1/1/2026) 
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ARTICLE 2 

UNION SECURITY 

1. INTRODUCTION 

The following Agency Shop provisions shall apply to all employees represented by the Union. 

2. DUES/FEES 

A. Any employee of SMUD in a classification represented by the Union who is not on leave of 
absence shall, as a condition of continued employment and within ninety days of his/her 
date of hire, (1) become a member of the Union and pay the membership fee, (2) pay the 
Union a service fee in an amount not to exceed periodic dues and general assessments of 
the Union, or (3) pay no fee. The Union shall obtain written authorization from any 
employee authorizing such fees and maintain such authorization until three years after the 
signing employee is no longer a member of a bargaining unit. The Union shall provide a list 
to SMUD of all the employees authorizing the fee deductions and SMUD shall deduct fees 
from the listed employees’ paychecks each payday. The amount of any membership of 
service fees shall be determined by the Union and implemented by SMUD in the first 
payroll period which starts 30 days after written notice of the new amount is received by 
SMUD. Union fees will be split equally and deducted per pay period in the first two pay 
periods of the month. (Revised 1/1/2022) 

3. UNION RESPONSIBILITIES 

A. The Union shall keep an adequate itemized record of its financial transactions and shall, by 
April 1 of each year, make available to SMUD, and to all bargaining unit employees, a 
detailed written financial report for the fiscal year ending the preceding December 31, in 
the form of a balance sheet and an operating statement, certified as to its accuracy by its 
president and the treasurer or corresponding principal officer, or by a certified public 
accountant. 

B. The Union certifies to SMUD that it has adopted, implemented, and will maintain 
procedures in accordance with applicable statutes, any decisions by a court of competent 
jurisdiction, and any other applicable legal authority. 

C. Hold Harmless: The Union agrees to indemnify and hold SMUD harmless against any and 
all liability including but not limited to such items as wages, damages, awards, fines, court 
costs, and attorney fees which may arise by reason of the result of the operation of this 
Article. 

4. CHANGE OF LAW 

In the event there is a change in the law whereby any provision hereof becomes invalid by 
change in law or published court ruling, or the requirements set forth in SB 866 (2017) are 
changed, the parties hereto shall meet-and-confer within thirty (30) days to negotiate a 
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substitute provision which conforms to said law or court decision. (Revised 1/1/2022) 

5. IBEW ACCESS TO NEW EMPLOYEE ORIENTATIONS 

SMUD shall notify the IBEW of the time and location of all new employee orientation 
(NEO) meetings at least ten (10) working days prior to the meeting, unless an urgent and 
unforeseeable need for an orientation meeting precludes SMUD from providing such 
notice. If ten (10) working days advance notice cannot be provided, SMUD shall provide as 
much advance notice as possible. The IBEW shall be afforded thirty (30) minutes during 
the NEO to present information about the IBEW to new IBEW employees. SMUD shall 
also provide the Union with an employee roster of all bargaining unit employees every 
120 days. This roster shall include classification, personal phone and current address, 
email information on file in Employee Central as well as current hourly rate. (Revised 
1/1/2026) 
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ARTICLE 3 

WAGES AND CLASSIFICATION 

1. PAYDAY 

Pay periods cover 2 weeks. They begin at 12:01 a.m. Saturday and end at midnight Friday. 
Employees will be paid on the Friday following the end of the pay period. Area personnel 
normally distribute paychecks the preceding day. If the distribution date (Thursday) is a 
holiday, employees’ checks will be distributed on Wednesday, and dated Friday. If the payday 
(Friday) is a holiday, employees’ checks will be dated and distributed on Thursday. 

2. ENTRY RATES - NEW EMPLOYEES 

New employees normally receive the first step or entry rate for their classification. If an 
employee has exceptional qualifications, they may be considered for a starting rate above the 
first step. Approval of the Department Director, with the advice and concurrence of the 
Director, People Services & Strategies, is required. (Revised 1/1/2022) 

Consideration in starting employees above the entry level will include: 

A. Quality and quantity of their experience relevant to the classification. 

B. Wage Rate level and qualification of other SMUD employees in the same classification. 
(Revised 1/1/2022) 

C. The employee’s Wage Rate demands (considering pay, benefits, and future adjustments). 
(Revised 1/1/2022) 

D. The availability of other qualified applicants. 

3. WAGE SCHEDULE PROGRESSION 

A. When pay ranges are designated, movement to the next higher step is based on specified 
time in grade and satisfactory performance. 

B. Apprentices must demonstrate progressive skill and achievement toward journey level 
proficiency before advancement to the next step in an apprentice range. 

4. MERIT INCREASES 

All current employees in a classification with an established pay range are eligible for merit 
increases at 6-month intervals until they reach the top of the range. Merit increases are granted 
for effective performance. (Revised 1/1/2013) 
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Effective 1/1/2013 all newly hired personnel in a classification with an established pay range 
are eligible for the first merit increase after 12 months and at six-month intervals thereafter 
until they reach the top of the range. Merit increases are granted for effective performance. 
This change does not affect current employees transferring into new classifications. (Revised 
1/1/2013) 

All employees that are in an apprenticeship will be eligible to receive their merit increases at   
six-month intervals. (Revised 1/1/2022) 

A. Eligibility 

1) All newly hired full-time employees’ first merit increase will be after 12 months and 
thereafter, at six-month intervals. This change will not affect current employees 
transferring into new classifications. (Revised 1/1/2026) 

2) All newly hired part-time employees are considered for a merit increase when they have 
worked the equivalent number of hours (2,080) needed for a full-time employee to be 
eligible for a merit increase. (Revised 1/1/2026) 

3) Probationary Period*-- Absences during the probationary period may extend the merit 
increase eligibility date. Probationary periods interrupted by absences exceeding 10 
consecutive working days may be extended by 10 working days for each 10 days of 
absence. Time off charged to jury duty, holidays or military leave of less than four 
weeks will not be considered as absences when computing probationary period 
extensions. (Revised 1/1/2026) 

* See Apprentice Agreements for Probationary Period details 

4) Leave Without Pay - When employees are absent without pay (except military service) 
for more than 90 calendar days, the absence may result in merit increase eligibility dates 
being adjusted to reflect the time absent. 

B. Temporary Appointments 

Temporary appointments to a higher classification may affect merit increase eligibility. 

1) When employees are temporarily appointed to a higher or different classification, they 
retain eligibility for merit increases in their original classification. 

2) When employees are on a timecard upgrade, they do not accrue time toward a merit 
increase in the higher classification. 

3) When temporarily appointed to a higher classification by an ESN, the employee will not 
accrue time for merit increase in the higher classification unless appointed for more 
than 6 consecutive months. 
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C. Effective Date 

Merit increases are effective on the first day of the pay period closest to the date of the 
original appointment, promotion, or transfer to a different classification. 

D. Granting Merit Increases 

1) The normal merit increase is one step for satisfactory performance. Merit increases of 2 
or more steps (specials) may be given for exceptional performance. 

E. 2) Justification for granting or withholding a merit increase must accompany the 
authorizing Merit Wage Rate Review. (Revised 1/1/2022) 

E. Withholding Merit Increases 

1) A merit increase may be withheld for cause. A factual statement is required to 
document unsatisfactory progress or performance. It must be discussed with the 
employee at least 5 days prior to the effective date of the merit increase. (Revised 
1/1/2026) 

2) The decision to withhold a merit increase is subject to appeal in the same manner as 
other grievances. 

F. Reinstating Withheld Merit Increases 

1) A withheld merit increase may be reinstated after the employee has corrected the 
deficiencies. 

2) A withheld merit increase normally will not be considered for reinstatement for at least 
6 months. 

3) When a withheld merit increase is reinstated, the date of reinstatement establishes the 
next merit increase eligibility date. 

5. TEMPORARY UPGRADES 

A. Pay Rates 

If employees are temporarily assigned to work in a higher classification, they are paid 
at the higher base pay rate for the time worked. If the base pay rates overlap, 
employees will be paid the rate for the higher classification that is a minimum of 5% 
above their current rate. If the base pay rates do not overlap, employees will be paid 
the entry rate of that class. 

For example, a Lineman/woman with an hourly rate of $78.56 is temporarily 
upgraded to a Light Foreman/women who’s hourly rate is $90.41.  The 
Lineman/woman temporary upgraded rate of pay will be $90.41. 
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Scope: Full-time and part-time bargaining unit employees listed in Appendix A may 
be eligible for this pay if they meet certification requirements and minimum 
qualifications. (Revised 1/1/2026) 

B. Minimum Time Worked 

The daily accumulated time at the higher classification must equal 2 hours or more. (Time 
may be accumulated in increments of not less than 1/2 hour.) 

C. When an ESN is Required 

Assignments to higher classifications for a period in excess of 15 working days require an 
approved ESN. 

D. Certification Requirements for Upgrade 

F. Employees may not be upgraded to a journey level classification in which a SMUD 
apprenticeship is a prerequisite unless they have been certified by their department Director 
as having comparable training and experience. The Director, People Service & Strategies, 
will review the certification. (Revised 1/1/2022) 

E. Temporary Vacancies 

1) Temporary vacancies may be filled by a temporary upgrade. An individual from the 
work area will be upgraded if the individual and at least 2 other people within the work 
area are on a current eligibility list. This may be done without certification. If less than 
3 people from the work area are on the list, or if no eligible list exists, the vacancy may 
be filled from any source available. Temporary upgrades will not be made for more than 
12 consecutive months. 

2) SMUD agrees to upgrade a journey level to subforeman-woman if he/she is asked to 
supervise another journey level or someone in a lower classification for more than 2 
hours.  (Not applicable for journey level helper and trainer-trainee situations.) 

3) Employees temporarily promoted or transferred to PAS or OSE represented 
classifications will retain the benefits and working conditions of hourly-rated 
employees. 

6. WAGE RATE - ASSIGNED LOWER CLASSIFICATION 

When a position is reclassed to a lower pay rate, the incumbent shall be entitled to transfer to a 
vacant position in the same or a comparable class for which they are qualified. If the incumbent 
elects to remain in the reclassed position, the employee's Wage Rate will be protected for 2 
years. An employee remaining in a reclassed position shall not be required to serve a 
probationary period. (Revised 1/1/2022) 
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7. APPRENTICE WAGE RATES 

When employees voluntarily move into an apprenticeship program or other similar training 
program, their starting Wage Rate in the new classification is individually determined. The 
employee’s specific Wage Rate is determined by the department Director with the review of the 
Director, People Services & Strategies, after considering the following: (Revised 1/1/2022) 

A. The value of the employee’s experience as it relates to the minimum and desirable 
qualifications of the new position. 

B. The experience and pay steps of other employees in the new classification. 

C. Pay Scales for apprenticeships will be as follows: (Revised 1/1/2022) 

1. The starting Wage Rate is equal to 65% of the Journey Level Wage Rate for the 
Classification, and 

2. The Top Step Wage Rate is equal to 95% of the Journey Level Wage Rate for the 
Classification 

3. Wage Rates for interim steps shall be set based on the number of steps established for 
the apprentice classification. 

8. PAYMENT FOR TIME NOT WORKED 

Payment for time not worked (i.e., personal leave, jury duty, sick leave, military leave, etc.) is 
made at the employee’s regular rate of pay unless they are temporarily promoted by ESN. The 
fact that the employee was receiving a shift differential, or had been temporarily upgraded 
before and/or after paid leave time, is not relevant. 

9. WAGES 

Effective pay period one of 2026, all wage increases shall be reflected in IBEW appendix A. 
(Revised 1/1/2026) 

A. Equity Adjustments 

Effective pay period one of 2026, and prior to any general wage increase, employees in the 
following job classifications will be eligible for an equity adjustment as specified below. 
(Revised 1/1/2026) 

Classifications 2026 2027 2028 Total 
Cable Locator Series 4.25% 4.25% 
Cable Splicer Series 15.00% 15.00% 

Crafts Helper 4.50% 4.50% 
DSO Series 4.00% 3.00% 2.70% 9.70% 
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Electrical Technician Series 4.00% 3.00% 2.70% 9.70% 
Gas Control Technician Series 5% 5% 

Gas Pipeline Fieldperson 2.50% 2.50% 
Hazardous Waste Technician Series 3.25% 3.25% 

Heavy Duty/Line Equipment 
Operator Series 2.50% 2.50% 

High Voltage Electrician Series 4.00% 3.00% 2.70% 9.70% 
Hydro Operator Series* 5.00% 2.75% 7.75% 

Line Series 4.00% 3.00% 2.70% 9.70% 
Material Specialist II/Open Class 2.00% 2.00% 

Meter Technician Series 3.20% 2.40% 2.20% 7.80% 
Plant Mechanic Series 2.70% 2.05% 1.85% 6.60% 

Telecommunications Technician 
Series 2.00% 2.00% 

Utility Compliance Specialist Series 5.00% 5.00% 
Vehicle Attendant 6.25% 6.25% 

Vehicle Maintenance Aide 9.25% 9.25% 
Vehicle Mechanic Series 1.25% 1.25% 

* The Hydro Operator Series agrees to a modification of the job description to include 
responsibility for writing switching orders, including transformer clearances. (Revised 
1/1/2026) 

Electrical Test & Repair Specialist (IBEW939A) shall now be paid 1.9% above Substation 
Light Foreman/woman (IBEW940A*) (Revised 1/1/2026) 

If mutually agreeable to both SMUD and the Union, a wage re-opener may be requested by 
either party as needed (no more than once per calendar year) to meet and confer over any equity 
adjustments that may be needed due to a change in market conditions in an effort to address 
demonstrated issues with effectively attracting and/or retaining employees in these job classes. 

B. Two – Tier Classifications 
Elimination of Two-Tier Wage Structure: 

Effective pay period 1 of 2026: 
The parties agree to eliminate the two-tier wage system for the classifications listed 
below during the term of this Agreement as shown in the chart below. 

• Vehicle Mechanic pay rate of 2026 will occur in the following order: closing 
of two-tier system, then equity adjustment, then general wage increase for 
2026. In addition they will receive the General Wage Increase in 2027 and 
2028. 

• Employees in the closed tier will receive the negotiated General Wage 
Increase (GWI) each year. (Revised 1/1/2026) 
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Classification 2025 Wage Rate 

Open Class Closed Class (1/) 

LINE EQUIPMENT OPERATOR ASSISTANT w/CLASS A $38.60 $45.82 
MAINTENANCE CARPENTER $53.05 $62.42 
MAINTENANCE CARPENTER FOREMAN/WOMAN LIGHT $59.66 $71.40 
MAINTENANCE CARPENTER SUBFOREMAN/WOMAN $56.13 $67.21 
MAINTENANCE CARPENTER W/CLASS A $54.20 $63.57 
REVENUE PROTECTION REPRESENTATIVE $54.34 $61.19 
LEAD VEHICLE MECHANIC $56.43 $61.53 
LEAD VEHICLE MECHANIC W/CLASS A $57.58 $62.68 
LEAD VEHICLE MECHANIC W/HAZ $57.70 $62.80 
LEAD VEHICLE MECHANIC W/HAZ FP $61.53 $67.11 
SENIOR VEHICLE MECHANIC $52.91 $57.76 
SENIOR VEHICLE MECHANIC W/CLASS A $54.06 $58.91 
SENIOR VEHICLE MECHANIC W/HAZ $54.18 $59.03 
VEHICLE MECHANIC $49.68 $54.28 
VEHICLE MECHANIC W/CLASS A $50.83 $55.42 
VEHICLE MECHANIC W/HAZ $50.95 $55.55 
VEHICLE MECHANIC WELDER APPRENTICE WITH CLASS A $50.53 $55.27 
VEHICLE MECHANIC WELDER APPRENTICE WITH HAZMAT $50.56 $55.31 
VEHICLE MECHANIC WELDER WITH CLASS A $53.12 $58.10 
VEHICLE MECHANIC WELDER WITH HAZMAT $53.24 $58.20 

C. General Wage Increase 

Effective pay period one of each year, SMUD shall provide a general wage increase for all 
IBEW represented employees as follows: 
(Revised 1/1/2026) 

2026 2027 2028 
4.0% 3.85% 3.85% 
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ARTICLE 4 

WAGE PREMIUMS 

1. INTRODUCTION 

SMUD pays wage premiums and/or incentives for commercial driver's license, shift 
differential, asbestos certification, Class C driver’s license with Hazmat endorsement, crane 
certification, automotive service excellence, and helicopter premium, as outlined below. 
(Revised 1/1/2026) 

2. SHIFT DIFFERENTIAL 

A. Shift Differential Eligibility 

This pay is available to employees in the following classifications: DSO series, PSO series, 
Troubleshooter series, Body Fender Mechanic, Lead Vehicle Mechanic, Senior Vehicle 
Mechanic, Vehicle Attendant, Vehicle Maintenance Aid, Vehicle Mechanic and Vehicle 
Mechanic Welder, or any classification that is assigned a second or third shift that is 
temporary or permanent. (Revised 1/1/2026) 

G. Shift premiums are not paid to part-time employees. Shift premiums are paid to full-time 
employees based on which shift they start in per the following: (Revised 1/1/2022) 

1) First Shift (4:00 a.m. and 11:55 a.m.) 

This shift does not carry a shift differential. 

2) Second Shift (12:00 noon and 7:55 p.m.) 

Beginning pay period 1 2026, this shift carries a differential of 6 percent of the 
employee’s base wage. (Revised 1/1/2026) 

3) Third Shift (8:00 p.m. and 3:55 a.m.) 

Beginning pay period 1 2026, this shift carries a differential of 8 percent of 
employee’s base wage. (Revised 1/1/2026) 

4) 12-Hour Shift 
No shift premium is paid for the 12-hour day shift. The night shift premium for 
employees on the 12-hour rotating shift schedule is the third shift differential. 

B. Shift Differential Pay 

1) Any shift differential payable for an employee’s regularly scheduled hours of work is 
also paid for any time worked immediately before or following their regular hours of 
work. 
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Example: An employee’s regularly scheduled work hours are 3:30 p.m. to 11:30 p.m. 
They are asked to work from 3:30 p.m. to 1:30 a.m. on a certain day. They are paid the 
second-shift differential for the entire work period. 

2) When employees are required to work a shift that does not start just before or after their 
own regularly scheduled shift, they are paid the shift differential applicable to the shift 
in progress at the start of such work. 
Example: An employee’s regularly scheduled work hours are 3:30 p.m. to 11:30 p.m. 
With 24 hours’ notice they are asked to change shifts for five days or more to the 
established 1:00 a.m. to 9:00 a.m. shift. They are paid the third shift differential for the 
entire work period. 

C. Overtime Rate 

The appropriate overtime rate is applied to the shift differential when working overtime on 
the second or third shift. 

D. Non-Work Time 

1) Shift differentials are paid only for hours actually worked. They are not paid for non-
work time such as holidays, sick leave, personal leave, etc. 

2) Shift employees working on a non-workday (a day not scheduled as a workday) receive 
a shift differential only when working a full, regularly established shift. Working any 
other 8-hour period on a non-workday does not qualify for the shift differential. 

Example 1: An employee is a shift employee regularly scheduled to work from Monday 
through Friday. They are asked to work on a Saturday from 4:30 p.m. to 12:30 a.m., 
which is not a regularly established shift. The time worked would not qualify for a shift 
differential. 

Example 2: An employee is a shift employee regularly scheduled to work from Monday 
through Friday. They are asked to work Saturday on a regularly established shift (4:00 
p.m. to 12 p.m.). The time worked would qualify for a shift differential. 

3. COMMERCIAL (CLASS A OR B) DRIVER'S LICENSE 

A. The provisions of this section do not apply to employees whose job classifications require 
them to possess a Commercial Driver’s License   as a condition   of employment. (See 
Appendix B for job classification applicability) 

B. Employees within designated classes who possess a valid Commercial license in order to 
meet threshold requirements shall be placed on a pay range which is $1.15/hour higher than 
the regular straight time hourly rate of pay for their classification as full consideration for 
such licensure and willingness to operate SMUD vehicles requiring this license. Employees 
who are required to obtain a "Hazmat" endorsement shall be placed on a pay range which is 
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H. $1.27/hour higher than the regular straight time hourly rate of pay for their classification as 
full consideration for such licensure and willingness to operate SMUD vehicles requiring 
this license and endorsement. (Revised 1/1/2022) 

C. Area Heads, Directors or Supervisors will meet with representatives of the Union to 
develop a minimum threshold for each work area. Thresholds will be based on operational 
need and not just preference. 

D. Work area threshold levels as determined are added to this agreement as Appendix C. 

E. SMUD prefers to meet its need for drivers with a Commercial license on a voluntary basis. 
However, should the number of valid Commercial Driver's licenses fall below the threshold 
established for a work area; additional volunteers will be solicited among the work group.  
If sufficient volunteers are still not obtained, SMUD may require the least senior person in 
the class series at the work area to obtain and maintain a valid Commercial license (and 
endorsements where appropriate). 

F. Any employee who becomes ineligible for the Commercial license must immediately notify 
their supervisor in writing. The Commercial license wage premium will be suspended until 
proof of renewed eligibility is provided. The employee who becomes ineligible for the 
Commercial license will (where possible) be reassigned duties within the same 
classification, not requiring a Commercial license. 

G. Subject to the provisions of Section E above, any employee who desires to surrender their 
Commercial license voluntarily may do so provided they give SMUD at least 30 days 
written notice. 

H. It is the intention of SMUD and the Union to work together to resolve any unforeseen 
problems that may be encountered. 

4. CERTIFIED ASBESTOS WORKERS 

Employees who are certified Asbestos Workers through SMUD provided (or authorized) 
training programs will receive a lump sum payment of $150 upon successful completion of the 
training and certification/recertification and a wage premium of $1.25 per hour for the hours 
worked on permitted asbestos abatement or removal jobs. (Revised 1/1/2026) 

5. CLASS C DRIVER’S LICENSE WITH HAZMAT ENDORSEMENT 

Employees within designated classes who possess a valid Class C License with Hazmat 
Endorsement shall be placed on a pay range which is $0.75/hour higher than the regular straight 
time hourly rate of pay for their classification as full consideration for such licensure and 
willingness to perform work requiring this licensure and endorsement. (Revised 1/1/2022 per 
LR 17-020) 

17 IBEW MOU 2026-2028 



  
 

   

  
 

 
 

  
  

 
      

  

 
 

  
 

  
 

    
    
   

 
   

  
 

  
 

 
 

 
  

   
  

 
 

 
 

 
   

  
 

   
  

 
  

 
    

 
  

    

6. CRANE CERTIFICATION 

This pay is available for employees in the following classifications: Heavy Equipment 
Operators, Line Equipment Operator, Material Specialists, Vehicle Mechanics Series or 
any other classifications required to maintain a crane certification as listed in Appendix 
A. (Revised 1/1/2026) 

All employees required to maintain a crane certification and be eligible to receive the crane 
premium will be at management’s discretion. The pay range for employees who are certified 
crane operators shall be $1.00/hour higher than the regular straight time hourly rate of pay for 
their classification. (Revised 1/1/2026) 

• Certified employees assigned Swing Cab Telescopic Crane work in the field/offsite, 
shall be paid $1.50/hour higher than the regular straight time hourly rate of pay for 
their classification. (Revised 1/1/2026) 

• Employees who obtain a Swing Cab Telescopic Crane certification/recertification will 
receive a wage premium and lump sum payment of $1,500*.  Employees must provide a 
certificate of completion in order to receive the lump sum payment. 

• Employees who obtain an Articulating Boom Crane certification/recertification are not 
eligible for lump sum payment, only the wage premium. 

• All employees with crane certification are required to maintain a Class A driver’s license. 
The above crane premium will be paid in conjunction with the CDL premium listed in 3A 
and 3B to all employees that obtain a crane certification. 

SMUD prefers to meet its need for crane operators on a voluntary basis.  However, should the 
number of certified crane operators fall below operational needs, additional volunteers will be 
solicited among the work group.  If sufficient volunteers are still not obtained, SMUD may 
require the least senior person in the class series at the work area to obtain and maintain a crane 
certificate (and endorsements where appropriate). 

* Will be paid out effective with implementation of MOU for existing employees based on 
their most recent and active certificate. 

7. NATIONAL INSTITUTE FOR AUTOMOTIVE SERVICE EXCELLENCE (ASE) 
CERTIFICATIONS (Revised 1/1/2026) 

A. This pay is available for employees in the following classifications: Lead Vehicle 
Mechanic, Senior Vehicle Mechanic, Vehicle Mechanic, Vehicle Attendant, Vehicle 
Maintenance Aid, Vehicle Mechanic Welder, Body Fender Mechanic, Vehicle 
Mechanic Apprentice. (Revised 1/1/2026) 

B. Fleet employees who have passed probation and obtain a certification, or re-certification, 
from one of the following certification series will be eligible for a lump sum payment of 
$150 upon completion of the initial certification, or re-certification.  Employees will be 
eligible to receive another $150 per certification if all certifications in the series are 
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completed for a Master Certified status.  Employees must provide a certificate of 
completion for each certification and for the Master Certified status in order to receive the 
lump sum payments.  All lump payments for initial and re-certifications listed below shall 
apply. (Revised 1/1/2022 per LR 18-004) 

Certification Series eligible for the lump sum payments: 

• Automobile and Light Truck Certification (A1-A9 Series) 
o $150 lump sum payment for each A1-A9 certification examination 
o $1,350 additional lump sum payment once A1-A9 series certification is 

completed for Master Certified status 
• Medium-Heavy Truck Certification (T1-T8 Series) 

o $150 lump sum payment for each T1-T8 certification examination 
o $1,200 additional lump sum payment once T1-T8 series certification is 

completed for Master Certified status 
• Collision Repair & Refinish Certification (B2-B5 Series) 

o $150 lump sum payment for each B2-B5 certification examination 
o $600 additional lump sum payment once B2-B5 series certification is completed 

for Master Certified status 
• Advanced Engine Performance Specialist Certification (L1, L2, L3,L4) 

o $150 lump sum payment for each L1, L2, L3, L4 certification examination 
o While this certification does not have a Master Certified status, SMUD 

recognizes the benefits of having employees obtain all three certifications and 
will still provide an additional $600 lump sum payment if all three L 
certifications are obtained 

Fleet employees will be reimbursed for the test fees they pay for tests they successfully pass in 
accordance with SMUD’s Reimbursement Policy, Management Procedure 03.02.02.101.  
Fleet employees are eligible for the Master Certified status lump sum upon completion then 
upon renewal. 

The parties agree to meet and confer by December 31, 2026, to discuss the future of 
Electric Vehicles, impacts to Fleet personnel, and any training or certification required 
with respect to vehicle maintenance on electric vehicles. (Revised 1/1/2026) 

8. HELICOPTER PREMIUM PAY (Revised 1/1/2026) 

A. This pay is available for employees in the following classifications: Lineman/woman 
Series. 

Qualified personnel doing helicopter line work will short haul from a helicopter to perform 
maintenance and construction work on towers, structures, and/or related conductors or 
hardware. This work may be performed on both energized and de-energized circuits. 

To be qualified for helicopter line work, employees must have successfully completed a 
training class specific to the task being performed and meet appropriate FAA regulation weight 

19 IBEW MOU 2026-2028 



  
 

   

 
 

 
 

  
   

    
  

 
     

  
  

 
   

 
  

      
  

 
  

 
   

   
 

 

   
 
 
  

limitation requirements. This work would not include helicopter inspections or patrols of 
SMUD facilities. 

SMUD will pay a premium to linemen/women who perform helicopter line work. The premium 
will be 7% per hour above the current wage rate in the Lineworker Series. The premium will 
be paid from the start of the day’s assignment to the end of the day’s assignment.  These 
employees will continue to be eligible for other appropriate premiums while they are 
performing such work. (Revised 1/1/2026) 

Employees who are in the lineworker series are eligible to volunteer for helicopter line work. 
Helicopter line work assignments will be made based upon previous tower work experience 
and on seniority. The list for volunteers will be updated every two years or as needed. 

B. Helicopter operations that do not involve line work as identified above, SMUD will pay a 
premium. The premium will be 2.5% per hour above the current wage rate for any 
employee that is involved in or associated with any work that requires the use of a 
helicopter. If the work involved requires the employee to be “human external cargo” they 
will receive a 7% premium. 

This pay is available for employees in the following classifications: Heavy/Line 
Equipment Operators and Assistants, Hydrography Field Techs Series, Hydro Stationary 
Engineers Series, Hydro Mechanic Series, Hydro Operators Series, Hydro Electricians 
Series and Telecom Tech Series. 

The premium will be paid from the start of the day’s assignment to the end of the day’s 
assignment. These employees will continue to be eligible for other appropriate premiums 
while they are performing such work. (Revised 1/1/2026) 
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ARTICLE 5 

BASIC AND ALTERNATIVE WORK SCHEDULES 

1. INTRODUCTION 

The normal workweek for full-time employees is 40 hours. Part-time employees normally work 
less than 40 hours per week on a regular or services-as-needed schedule. 

2. BASIC WORK SCHEDULES 

A. Normal Work Schedule 

Employees’ normal work schedule is an 8-hour workday, Monday through Friday, with a 
scheduled lunch period approximately midway through the regular workday. 

B. Established Work Schedule 

An employee’s established work schedule is consistent with the normal operation of their 
division or department. An employee’s schedule may be changed to: 

1) Provide better service to customers or other work units. 

2) Stagger working hours to alleviate traffic congestion. 

3) Reflect seasonal changes in daylight hours or temperature conditions 

4) Provide extended coverage for maintenance, testing, and operating activities. 

5) Reflect the desires of employees in a work unit (with supervisory approval). 

Established work schedules will not be changed arbitrarily. 

C. Special Work Schedules 

Special work schedules are different from the normal work schedules. They include, but are 
not limited to, the following: 

1) Tuesday through Saturday schedules (may be assigned to employees in rotation). 

2) Schedules that require working one-half day on Saturday with an equivalent number 
of hours off during the same week. 

3) Schedules of special shift employees to maintain a watch. This includes such 
employees as Power System Operators, Distribution System Operators, 
Troubleshooters. 
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Other special schedules may be established when employees are assigned work, which 
cannot be performed with a normal work schedule. 

D. Emergency Relief Schedule 

If an employee is classified to perform the duties of emergency relief as Power System 
Operator, Distribution System Operator, Extra/Relief Troubleshooter, or other similar 
position, or if they are assigned as a relief operator, they will be available for duty in 
revolving shifts on any day of the week. They can be assigned for the relief of any shift 
without advance notice. 

E. Change In Schedule 

Hours of work may be changed by mutual agreement of SMUD and the particular 
employees involved. When done for the convenience of the employees, overtime policies 
would not apply. 

Nothing in SMUD policy prohibits an employee from being assigned to work outside of 
their work schedule or from being transferred from one schedule to another, provided they 
are paid in accordance with SMUD's applicable overtime policies. 

3. ALTERNATIVE WORK SCHEDULES 

A. 9/80 Shifts 

1) Work Schedule 

The bi-weekly work schedule will consist of 8 days at 9 hours per day and one day at 8 
hours per day and will be paid at the straight-time rate. 

Normal "off days" under the 9/80 schedule will be either Monday or Friday. A 
workweek that allows the day off to fall on a day other than a Monday or Friday may be 
arranged as an exception with the concurrence of the employee, the Union and the 
Department Director. 

Employee requests for changes from one work schedule or pattern to another must be 
approved by the appropriate Department Director and can only be done during the semi-
annual open enrollment period (either in the month of February to be effective the first 
pay period in April, or in July to be effective the first pay period in September). Open 
enrollment months may only be changed by mutual agreement between the Union and 
SMUD. Where special circumstances warrant an exception, an employee's schedule 
may be changed outside of the open enrollment period with the approval of the 
Department Director. 

Shift changes are to be minimized. Shift changes for less than full workweeks are not 
considered an official change in shift, and the provisions of this Article regarding shift 
changes will apply. 
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a) All IBEW represented employees (Revised 1/1/2013) 
Any weekday will be considered the employee’s normal shift day (i.e., 9 or 10 
hour). Saturday and Sunday will be considered an 8-hour shift day. 

2) Lunch Period 

A minimum one-half hour unpaid lunch period will be scheduled approximately 
midway through the workday, and on an employee’s split day, the unpaid lunch period 
shall be taken after at least halfway through the shift. (Revised 1/1/2022) 

3) Participation 

a) Eligibility for participation will be determined by the appropriate Department 
Director based on the operational requirements of the department. 

b) Participation in the 9/80 work schedule is voluntary. 

4) Continuation of 9/80 Schedule 

The 9/80 Schedule will only be continued with mutual agreement between SMUD and 
the Union. The 9/80 Schedule may be discontinued upon the request of either SMUD or 
the Union. After an official request has been made in writing to discontinue the 9/80 
Schedule, a 30-day cooling-off period will be observed prior to the actual termination 
date of the schedule. It is the intention of SMUD and the Union to work together to 
resolve any unforeseen problems that may arise in administering the 9/80 Schedule. It is 
recognized that some departments have established unique guidelines for policy 
interpretation in crew situations. These guidelines must be reviewed and modified as 
appropriate jointly by the Union and Department Director. 

B. 4/10 Shifts 

1) Work Schedule 

The work schedule will consist of 4 days at 10 hours per day and will be paid at the 
straight-time rate. (Revised 1/1/2022) 

The normal work schedule will be Monday through Thursday, or Tuesday through 
Friday, with either Mondays or Fridays as the off day. A workweek that allows the day 
off to fall on a day other than Monday or Friday may be arranged as an exception with 
the concurrence of the employee, the Union, and the Department Director. (Revised 
1/1/2022) 

Employee requests for changes from one work schedule or pattern to another must be 
approved by the appropriate Department Director and can only be done during the semi-
annual open enrollment period (either in the month of February to be effective the first 
pay period in April, or in July to be effective the first pay period in September). Open 
enrollment months may only be changed by mutual agreement between the Union and 
SMUD. Where special circumstances warrant an exception, an employee's schedule 

23 IBEW MOU 2026-2028 



  
 

   

  
 

   
  

 
  

   
 

   
  

 
  

 
 

 
 

  
 

 
 

 
  

 
  

 
 

  
  

 
 
   

 
  

   
 

  
 

  
  

   
 

 
     

 
 

  
    

 

may be changed outside of the open enrollment period with the approval of the 
Department Director. 
Shift changes are to be minimized. Shift changes for less than full workweeks are not 
considered an official change in shift, and the provisions of this Article regarding shift 
changes will apply. 

a) All IBEW Represented Employees (Revised 1/1/2013) 

Any weekday will be considered the employee’s normal shift day (i.e., 9 or 10 
hour). Saturday and Sunday will be considered an 8-hour shift day. 

2) Lunch Period 

A minimum one-half hour unpaid lunch period will be scheduled approximately 
midway through the workday. 

3) Participation 

a) Eligibility for participation will be determined by the appropriate Department 
Director based on the operational requirements of the department. 

b) Participation in the 4/10 work schedule is voluntary. 

4) Continuation of 4/10 Schedule 

The 4/10 Schedule will only be continued with mutual agreement between SMUD and 
the Union. The 4/10 Schedule may be discontinued upon the request of either SMUD or 
the Union. After an official request has been made in writing to discontinue the 4/10 
Schedule, a 30-day cooling-off period will be observed prior to the actual termination 
date of the schedule. It is the intention of SMUD and the Union to work together to 
resolve any unforeseen problems that may arise in administering the 4/10 Schedule. It is 
recognized that some departments have established unique guidelines for policy 
interpretation in crew situations. These guidelines must be reviewed and modified as 
appropriate jointly by the Union and Department Director. 

C. 12-Hour Shift 

1) Each group that has rotating 12-hour shift requirements will prepare and post in the 
work area an annual shift schedule. This schedule will be posted prior to January first of 
each year. The current 12-hour rotating shift is memorialized in 10 below. (Revised 
1/1/2026) 

2) Shift schedules shall be designed such that no employee shall be regularly required to 
work more than 5 consecutive 12-hour days during any one workweek. 

When business circumstances dictate the need for additional consecutive days, SMUD 
will ask for volunteers prior to making the additional days mandatory. 
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3) "Workweek" shall be defined as a 7 consecutive day period starting at midnight on 
Friday unless otherwise established in writing by the meet and confer process. (Revised 
1/1/2022) 

4) During an outage, overhaul or when scheduled for training, an employee may be 
temporarily assigned to another schedule (e.g., 4/10, 9/80, 5/40) to meet that business 
requirement. 

5) Personnel on 12-hour shifts and relief shifts will not observe a lunch period, but will eat 
their meal on SMUD time. 

a) Training shifts will observe a one-half hour unpaid lunch period. 

6) Shift Changes 

Shift changes are to be minimized. Shift changes for less than full workweeks are not 
considered an official change in shift, and the provisions of this Article regarding shift 
changes will apply. 

7) Benefits 

All benefits that are currently based on an employee's base rate of pay will continue to 
be based on a 40-hour workweek rate. Benefits that are currently based on an 
employee's actual earnings will be so determined. 

8) Relief Crew 

If scheduled to work as part of a relief crew, employees will be guaranteed 40 hours pay 
for that workweek. 

Employees on the relief crew will be given a minimum of 12 hours off between shifts. 
If employees do not receive 12 hours off between shifts, they will be paid the applicable 
overtime pay rate for those hours worked that encroach upon the 12-hour shift 
requirements. 

9) Continuation of the 12-Hour Shift 

The 12-hour shift schedule will be reviewed on a regular basis. Either SMUD or the 
Union may request to return to an 8-hour shift schedule at any individual location or all 
work locations by giving 60 days written notice should, in the opinion of either party, 
the 12-hour shift program adversely affect the operation of SMUD or the employees.  It 
is the intention of SMUD and the Union to work together to resolve any difficulties or 
problems that may be encountered on the 12-hour shift rotation. 
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10) Examples of a current rotation 12- hour Shift DSO, Lead DSO, Sr DSO and PSO 
Apprentice, Shift PSO, Shift Senior PSO 

PSO Apprentice, Shift PSO, Shift Senior PSO: Five pay period cycle consisting of two, five-week 
rotations with a relief shift occurring every 5th week. Rotation will consist of one week of three, 
12-hour nights and one, 12-hour day, one week of three, 12-hour days, one week of three, 12-
hour days, one week of four, 12-hour nights, and one relief week of four, 10-hour days (see 
example). (Revised 1/1/2026) 

PSO APPRENTICE, SHIFT PSO, SHIFT SENIOR PSO 5 WEEK ROTATING SCHEDULE 
Pay Period / 

Wk Rotation Cycle (Hrs) SAT SUN MON TUE WED THU FRI* 

PP 1, WK 1 Sat - Mon NIGHTS, Fri DAY (12) 12 12 12 12* 

PP 1, WK 2 Sat - Mon DAYS (12) 12 12 12 

PP 2, WK 1 Tues - Thurs DAYS (12) 12 12 12 

PP 2, WK 2 Tues - Fri NIGHTS (12) 12 12 12 12* 

PP 3, WK 1 Mon - Thur DAY Relief (10) 10 10 10 10 

PP 3, WK 2 Sat - Mon NIGHTS, Fri DAY (12) 12 12 12 12* 

PP 4, WK 1 Sat - Mon DAYS (12) 12 12 12 

PP 4, WK 2 Tues - Thurs DAYS (12) 12 12 12 

PP 5, WK 1 Tues - Fri NIGHTS (12) 12 12 12 12* 

PP 5, WK 2 Mon - Thur DAY Relief (10) 10 10 10 10 

Senior DSO: Bi-weekly rotation including one week of four, 10-hour days and one week of four, 
12-hour days (see example). 

SENIOR DSO Bi- Weekly Rotation 

Pay Period / Wk Rotation Cycle (Hrs) SAT SUN MON TUE WED THU* FRI* 

PP 1 - Wk 1 M-TH (10hr) 10 10 10 10 

PP 1 - Wk 2 M-Th (12hr) 12 12 12 12* 

PP 1 - Wk 1 M-Th (12hr) 12 12 12 12* 

PP 1 - Wk 2 M-TH (10hr) 10 10 10 10 

PP 1 - Wk 1 T-FRI (10hr) 10 10 10 10 

PP 1 - Wk 2 T-FRI (12hr) 12 12 12 12* 

PP 1 - Wk 1 T-FRI (12hr) 12 12 12 12* 

PP 1 - Wk 2 T-FRI (10hr) 10 10 10 10 
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Lead DSO: Five pay period cycle consisting of two, five-week rotations with a relief shift 
occurring every fifth week. Rotation will consist of one week of three, 12-hour days, one week of 
four, 12-hour days, one week of three, 12-hour nights, one week of four, 12-hour nights, and one 
relief week of five, 8-hour days (see example). 

LEAD DSO 5 Week Rotation 
Pay Period / 

Wk Rotation Cycle (Hrs) SAT SUN MON TUE WED THU* FRI 
PP 1, WK 1 M, T, F (12) DAYS 12 12 12 

PP 1, WK 2 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 
PP 2, WK 1 M, T, F (12) NIGHTS (12) 12 12 12 
PP 2, WK 2 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 

PP 3, WK 1 Relief M-F DAYS (8) 8 8 8 8 8 
PP 3, WK 2 M, T, F (12) DAYS 12 12 12 
PP 4, WK 1 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 

PP 4, WK 2 M, T, F (12) NIGHTS (12) 12 12 12 
PP 5, WK 1 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 
PP 5, WK 2 Relief M-F DAYS (8) 8 8 8 8 8 

DSO I/II: A nine pay period cycle consisting of two, nine-week rotations with a relief shift 
occurring every ninth week. Rotation will consist of two weeks of three, 12-hour days, two weeks 
of four, 12-hour days, two weeks of three 12-hour nights, two weeks of four, 12-hour nights, and 
one relief week of five, 8-hour days (see example). 

DSO I/II 9 Week Rotation 

Pay Period / Wk Rotation Cycle (Hrs) SAT SUN MON TUE WED THU* FRI 

PP 1, WK 1 M, T, F (12) DAYS 12 12 12 

PP 1, WK 2 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 

PP 2, WK 1 M, T, F (12) NIGHTS (12) 12 12 12 

PP 2, WK 2 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 

PP 3, WK 1 M, T, F (12) DAYS 12 12 12 

PP 3, WK 2 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 

PP 4, WK 1 M, T, F (12) NIGHTS (12) 12 12 12 

PP 4, WK 2 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 

PP 5, WK 1 Relief M-F DAYS (8) 8 8 8 8 8 

PP 5, WK 2 M, T, F (12) DAYS 12 12 12 

PP 6, WK 1 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 

PP 6, WK 2 M, T, F (12) NIGHTS (12) 12 12 12 

PP 7, WK 1 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 

PP 7, WK 2 M, T, F (12) DAYS 12 12 12 

PP 8, WK 1 Sat, Sun, W, TH DAYS (12) 12 12 12 12* 

PP 8, WK 2 M, T, F (12) NIGHTS (12) 12 12 12 

PP 9, WK 1 Sat, Sun, W, TH NIGHTS (12) 12 12 12 12* 

PP 9, WK 2 Relief M-F DAYS (8) 8 8 8 8 8 

Note: DSO I on training schedules will be assigned a 9/80 schedule as defined in Section 3. 
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*Regularly scheduled overtime shift 

This provision applies exclusively to employees in the PSO and DSO classifications who have 
regularly scheduled overtime incorporated into their shifts, and only on the specific days when 
those hours are designated as part of the regular schedule. (Revised 1/1/2026) 

4. CHANGE IN SHIFT 

Work schedules and shifts may be changed based on SMUD requirements. An official change 
in shift occurs if employees are permanently or temporarily transferred to a new work schedule 
or shift for one workweek or more. Exception: See Subsection B below. 

A change in shift does not occur if an employee’s work hours are extended by an early call in, 
or they are asked to work beyond their regular work hours. 

A change in shift does not occur if an employee’s work hours are changed at the employee’s 
request or for the employee’s convenience. 

A. Shift Change For One Workweek Or More 

1) If employees are transferred to a new work schedule or shift for one workweek or more, 
they will: 

a) Be given at least 24 hours’ notice in advance of the new starting time, and 

b) Have a minimum of 12 hours off between shifts, and 

c) Be required to work no more than 40 hours at the straight-time rate of pay in the 
calendar week. (Revised 1/1/2022) 

2) If employees do not receive 24 hours’ notice or 12 hours off between shifts, they will 
receive the applicable overtime pay rate for those hours worked which encroach upon 
the 24-hour notice or the 12-hour shift requirements, whichever is greater. 

3) Normal overtime, overtime meals, travel time, and rest period provisions will apply to 
the employee’s newly scheduled shift as if it was their regular working hours. 

B. Shift Change For Less Than One Workweek 

Shift changes for less than full workweeks are not considered an official change in shift. 
Employees will be compensated at the applicable overtime rate for all hours worked outside 
their regular work hours. Exception: Shift changes for less than full workweeks for static 
swing and night shift employees will be considered an official change in shift and will not 
be compensated at the applicable overtime rate for all hours worked outside their regular 
work hours if the following provisions are met: 

1. Management provides at least two weeks’ notice of the shift changes; 
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2. Management does not exceed three different shift changes for less than one 
workweek in a quarter. 

For example, Fleet management can change their static night shift employees’ shifts for less 
than one workweek on three different occasions within a quarter without compensating 
employees at the applicable overtime rate if the provisions noted above are met. This 
flexibility will assist management in scheduling SMUD and vendor training, and work 
group events. (Revised 1/1/2018 per LOA) 

5. RETURN TO REGULAR WORK SCHEDULE 

When employees return to their regularly scheduled work hours, they will be compensated at 
their straight-time rate of pay for work performed during their regular work hours. Employees 
will also have a minimum of 12 hours off between shifts. 

If employees do not receive 12 hours off between shifts, they will be paid the applicable 
overtime pay rate for those hours worked that encroach upon the 12-hour shift requirements. 

6. LUNCH PERIODS 

A. Regular Lunch Period 

Unless employees are special shift employees, they have a scheduled lunch period 
approximately midway through their established work schedule. 

Special shift employees are permitted to eat their meal on SMUD time during regularly 
scheduled work hours. 

B. Change In Lunch Period 

1) An employee’s regular lunch period may be advanced or delayed one hour or less, 
without the payment of overtime, for any of the following reasons: 

a) When work on facilities serving a customer can most conveniently be performed 
during the employee’s lunch period. 

b) When work must be performed because of an interruption of utility service or other 
emergency. 

c) When work must be performed to eliminate a hazard to life or property. 

d) When the foreman/woman and the employees involved mutually establish a 
different lunch period or agree to a temporary change in the regular lunch period. 

2) If an employee's lunch period is advanced or delayed more than one hour due to any of 
the first 3 reasons above, they will be paid at the applicable overtime rate for the time 
worked during their normal lunch period. The employee will be provided reasonable 
time to eat their lunch on SMUD time. 
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ARTICLE 6 

ON-CALL PAY 

1. INTRODUCTION 

Employees in classifications addressed in this article are required to be on-call for emergency 
response.  Employees in classifications not addressed in this article are not required to be on-
call. 

2. GENERAL ON-CALL PROVISIONS 

The following provisions are applicable to all classifications that are required to be on-call. 
Classification specific provisions are addressed in separate sections or Side Letters of 
Agreement; however, where side letter agreements are silent, general on call provisions 
will apply. (Revised 1/1/2026) 

A. Normally on-call will span a period of 7 consecutive days. 

B. The appropriate supervisor is responsible for calling employees. 

C. Employees will be allowed to trade assignments at any time up until the on-call period has 
begun. Once the on-call period has begun, employees may have another employee cover a 
portion of the assignment with supervisory approval. 

D. Employees on-call will be compensated at the rate of two (2) hours of their regular, 
straight- time base rate of pay for each weekday on-call. 

Employees on-call will be compensated at the rate of four (4) hours of their regular, 
straight-time base rate of pay for each Saturday and Sunday. (Revised 1/1/2022) 

Employees on-call will be compensated at the rate of six (6) hours of their regular, straight-
time base rate of pay for SMUD paid holiday on-call. (Revised 1/1/2022) 

E. Employees on-call are required to be fit for duty and available to report to work in a 
reasonable amount of time. 

F. All applicable overtime provisions will apply if the on-call employee is required to 
respond. 

G. Employees on-call will be provided with a cell phone, at the request of the employees. 
(Revised 1/1/2022) 
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H. If Short Notice on-call is requested and accepted less than 24 hours from start of the 
employee’s regular on call shift, an additional 2 hours of on-call pay shall be granted 
for the duration of the short-notice on-call period. 

1. Employees on short notice on-call will be compensated at the rate of two (2) hours 
of pay at the regular straight time rate for each weekday assigned on call. 

2. Employees on short notice on-call will be compensated at the rate of four (4) hours 
of pay at the regular straight time rate for each Saturday and Sunday 

3. Employees on short notice on-call will be compensated at the rate of six (6) hours 
of pay at the regular straight time rate for each SMUD paid holiday so assigned. 

4. Such assignments will be for one day and be defined by the employee’s 
classification and departments regularly worked on call hours. (Revised 1/1/2026) 

3. DISTRIBUTION SYSTEM OPERATORS 

See Side Letter of Agreement LR 16-032 

4. TELECOMMUNICATIONS TECHNICIANS 

A. Employees in the following classifications in the Telecommunications Unit and the 
Telephone Services Unit may be subject to on-call: 
• Senior Telecommunications Technician 
• Telecommunications Technician 

B. On-call will span a period of 7 consecutive days, from 0730 hours Tuesday through 0730 
hours the following Tuesday. 

C. SMUD will seek volunteers for on-call assignments. Assignments will be made on the basis 
of employee preference. 

D. If there are insufficient volunteers for an on-call period, employees will be appointed. An 
employee who has been on-call without volunteering cannot be appointed again until all 
employees have served a required on-call period. 

E. Volunteers may be called to work alongside the on-call employee for on the job training 
purposes. In the event the on-call employee cannot solve a service call problem alone, other 
employees may be called to assist. Assisting employees will be sought from the volunteer 
list first unless specific expertise is required. 

F. In addition to being provided a cell phone and pager, employees in the Telephone Services 
Unit should be provided with a laptop computer furnished with a modem and appropriate 
software to access the supported systems. 
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5. LINE CONSTRUCTION CLASSIFICATIONS 

A. Foreman/woman, Fault Locator, and Line Equipment Operator Regular On-call 

Employees in the following classifications will be subject to the following regular on-call 
provisions: 
• Line Construction Foreman-woman 
• Line Foreman-woman, Light 
• Line Sub foreman-woman 
• Fault Locator 
• Line Equipment Operator 

1) An on-call schedule will be established that rotates assignments among employees in 
the above classifications. 

a. At the end of each calendar year the schedule will be rotated so that the same crews 
don’t have on-call on the same holidays every year. 

b. For crew stability, the on-call crew will consist of the Foreman’s regular assigned 
crew. (Revised 1/1/2013) 

c. The start of the on-call assignment will be effective at the start of shift on Monday 
and end the start of shift on the following Monday. 

2) The two on-call line foremen/women will alternate trouble calls during their respective 
week starting with the first foreman/woman listed on the schedule. However, if the on-
call supervisor determines that the crew already out can handle a subsequent trouble 
call, the foreman/woman and crew will not be called. 

When additional personnel are needed when both the “A” and “B” crews are either 
already working and/or are on a rest period, the On-call Supervisor will call the next on-
call foreman on the on-call rotation sheet. If the next foreman on the on-call rotation 
sheet is unable to respond, the supervisor will continue calling the next foreman in line. 

Example: “C” foreman unavailable, “D” foreman gets the next call and so forth. 

The foreman/woman informs supervisor of regular crew members called out. If 
additional line hands are needed due to the size of the job and/or not all regular crew 
members are able to respond, then the supervisor will check the emergency signup sheet 
to fill vacancies. If the supervisor is unable to fill the crew from the emergency signup 
sheet, then the supervisor will go to the emergency hours list and fill the crew starting 
with personnel in the classification required with the least amount of total overtime 
hours. (Revised 1/1/2018 per LOA) 

When emergency work slows down, crews not on call will be released first. 
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3) In addition to being provided a cell phone, Foremen will be provided with a SMUD 
vehicle equipped with a radio. (Revised 1/1/2013) 

4) When the on-call employee has made arrangements for another employee to take their 
calls, both the scheduled and the replacement employee are responsible for notifying the 
on-call Foreman about the substitution arrangements. The substitute foreman/woman 
will utilize the crew assigned to the scheduled on-call foreman/woman for all overtime 
work. The Foreman is responsible for notifying the on-call Supervisor of the change in 
employee. (Revised 1/1/2013) 

5) The dispatcher is responsible for keeping the on-call supervisor informed of all after-
hours activity including changes in location, and the need for additional tools, 
equipment, or personnel. The on-call supervisor is responsible for providing the 
necessary support personnel. 

6) The on-call Supervisor shall call out the on-call Foreman(s) when emergency work is 
required. The on-call Foreman(s) shall call out their crew. (Revised 1/1/2013) 

7) Employees who are on-call must notify the on-call supervisor if they are unable to meet 
their on-call responsibilities because of a personal emergency. Once notified, the on-call 
supervisor must decide if they need to fill behind the absent employee. 

If so, they will contact employees on the schedule (in appropriate order) seeking a 
volunteer to cover the remainder of the on-call assignment. The volunteer replacement 
will maintain their position on the schedule. 

8) On-call crews are eligible for Prearranged Overtime work on their ADO and on 
Saturdays as a crew, as long as, customer service is not hindered or impacted. 

9) Employees can volunteer to be placed on a weekly volunteer roster. This roster will be 
ranked from the ranked overtime list. 

B. Lineman-woman, Apprentice and Pre- Apprentice Regular On-call 

Employees in the following classifications will be subject to the following regular on-call 
provisions: 

• Lineman-woman 
• Apprentice Lineman-woman 
• Pre-Apprentice Lineman-woman 

1) An on-call schedule will be established that rotates on-call assignments among 
employees in the above classifications. The crew assignments will be to the employees' 
normal on-call foreman/woman's assigned crew. 

a. At the end of each calendar year the schedule will be rotated so that the same crews 
don’t have on-call on the same holidays every year. 

b. For Crew stability, the on-call crew will consist of the crew’s core group of five (5). 
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c. The start of the on-call assignment will be effective at the start of shift on Monday 
and end the start of shift on the following Monday. 

d. When additional personnel are needed when both the “A” and “B” crews are either 
already working and/or are on a rest period, the On-call Supervisor will call the next 
on-call foreman on the on-call rotation sheet. If the next foreman on the on-call 
rotation sheet is unable to respond, the supervisor will continue calling the next 
foreman in line. 

Example: “C” foreman unavailable, “D” foreman gets the next call and so forth. 

The foreman/woman informs supervisor of regular crew members called out. 

e. If additional line hands are needed due to the size of the job and/or not all regular 
crew members are able to respond, then the supervisor will check the emergency 
signup sheet to fill vacancies. If the supervisor is unable to fill the crew from the 
emergency signup sheet, then the supervisor will go to the emergency hours list and 
fill the crew starting with personnel in the classification required with the least 
amount of total overtime hours. (Revised 1/1/2013) 

f. When emergency work slows down, crews not on call will be released first. 

2) Employees can volunteer to be placed on a weekly volunteer roster. This roster will be 
ranked from the ranked overtime list. 

3) Employees who volunteer and are not assigned to an on-call crew remain on the weekly 
volunteer roster, but the General On-call Provisions do not apply. 

4) Employees will be allowed to trade or arrange for a qualified, equivalent substitute to 
take their calls. Apprentices hired after May 31, 2005, will be required to serve their on-
call during the regular rotation unless excused by their supervisor in coordination with 
the Training Coordinator. Both the scheduled and the replacement employee are 
responsible for notifying the on-call supervisor about the substitution arrangements. The 
on-call supervisor is responsible for notifying the on-call foreman/woman concerning 
the substitution. 

5) If the job requires staffing above the normal on-call crew, the on-call supervisor will 
call necessary employees from the weekly volunteer roster in appropriate order. 

6) Additional crew members beyond the normal crew size will be assigned by the on-call 
supervisors from the appropriate list. After the voluntary list has been exhausted, the 
on-call supervisor may elect to call any qualified employee to respond. (Revised 
1/1/2013) 

7) On-call crews are eligible for Prearranged Overtime work on their ADO and on 
Saturdays as a crew, as long as, customer service is not hindered or impacted 
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C. Short Notice On-call 

During storms, earthquakes, and other emergency situations when management has 
determined that the regular on-call staffing is inadequate to meet the operational (power 
restoration) needs of SMUD, employees working in Distribution Services, Line, will be 
subject to the following short notice on-call provisions: 

1) To this end, employees who have volunteered for short notice shall be offered on a crew 
basis to the next on-call crew in rotation. If a full crew is not available, the crew shall 
find their own replacements according to the rules for emergency on-call replacement. 
If the crew is not available to work, the next crew up in the rotation will be offered the 
short notice on-call. (Revised 1/1/2013) 

2) If Short Notice on-call is requested and accepted less than 24 hours from start of 
the employee’s regularly worked on call shift, an additional 2 hours of on-call pay 
shall be granted for the duration of the short-notice on-call period. (Revised 
1/1/2026) 

Such assignments will be for one day and be defined by the employee’s classification 
and departments regularly worked on call hours. (Revised 1/1/2026) 

3) Employees assigned will be provided with a cell phone, at the request of the employees. 
(Revised 1/1/2022) 

4) Short notice on-call employees are required to remain fit for duty, be reachable by 
phone, and be available to report to work in a reasonable amount of time. 

5) Short notice on-call assignments are intended to meet a short-term staffing need, and as 
such, they are not expected to last for more than 6 consecutive days. 

6) Employees on short notice on-call will receive two (2) hours of pay at the regular 
straight time rate for each weekday so assigned. 

Employees on short notice on-call will receive four (4) hours of pay at the regular 
straight time rate for each Saturday and Sunday. (Revised 1/1/2022) 

Employees on short notice on-call will receive six (6) hours of pay at the regular 
straight time rate for each SMUD paid holiday so assigned. 

7) All applicable overtime provisions will apply if the on-call employee is required to 
respond. 

6. GAS OPERATIONS CLASSIFICATIONS 

A. Employees in the following classifications in Gas Operations will be subject to on-call: 

• Gas Foreman/woman, Light 
• Gas Pipeline Fieldperson 
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• Gas Control Technician (Revised 1/1/2013) 

B. On-call will be rotated among appropriate employees to assure equitableness. In the event a 
scheduled on-call employee is unable to perform his/her duties, the on-call assignment will first 
be assigned to an appropriate employee with the lowest overtime hours actually worked over 
the previous 12-month period. (Revised 1/1/2013) 

C. In addition to being provided a cell phone, employees will be provided with a SMUD vehicle 
and radio. The SMUD vehicle will be provided for the on-call period only. (Revised 1/1/2013) 

D. Typically, employees who are on-call will be dispatched by the Power System Operator (PSO) 
or the GPO On-Call supervisor to report to the site of the indicated problem and assess the 
nature of the problem. After safely securing the site, the on-call employee will notify the PSO 
of the status of the situation. In the event that additional resources may be needed to resolve the 
situation, the on-call employee will make those recommendations to the PSO. (Revised 
1/1/2013) 

7. HAZARDOUS WASTE CREW 

A. Employees in the following classifications may be subject to on-call: 
• Hazardous Waste Foreman-woman, Light 
• Hazardous Waste Technician 

B. On-call assignments will be limited to one employee during any on-call period. During an 
on-call period, Hazardous Waste Technician employees will be temporarily upgraded to the 
Hazardous Waste Foreman-woman, Light classification for the duration of any call out 
response required. Additionally, the compensation paid for being on-call, will be paid at the 
Hazardous Waste Foreman-woman, Light rate. 

C. In addition to being provided a cell phone, employees will be provided with a SMUD 
vehicle equipped with a radio. SMUD vehicle will be provided for the on-call period only. 

8. WAREHOUSE OPERATIONS 

A. Employees in the classification of Material Specialist in Warehouse Operations assigned to 
East Campus Operations Center will be subject to on-call. 

• All Material Specialists 
• All Material Specialists/Crane certified 

B. Two separate On-call Rosters will be established that rotates assignments among 
employees, one for Material Specialists and one for Material Specialist with Crane 
certification, who have volunteered for On-call. The assignments will be rotated to assure 
equitableness. 

C. On-call will span a period of 7 calendar days beginning at the start of shift on Monday and 
end the start of shift the following Monday. 
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D. Only one employee will be on call on any on-call period. If additional staffing is required, 
the on-call supervisor will call out the next person on the schedule until the appropriate help 
is secured, i.e., crane operator, class “A” driver, etc. 

E. On-call personnel will be provided a cell phone. 

F. Volunteers shall be allowed to temporarily remove themselves from the on-call list under 
the following conditions. 

• Regular scheduled attendance for educational purposes with advanced notice. 
• Participation in civic or religious activities with advanced notice. 

G. Employees will be allowed to trade or arrange for a qualified, equivalent substitute to take 
their calls. Both the scheduled and the replacement employee are responsible for notifying 
the On-call Supervisor about the substitution arrangements. 

H. Employees who are on-call must notify the On-call Supervisor if they are unable to meet 
their on-call responsibilities because of a personal emergency. Once notified, the On-call 
Supervisor will assign an appropriate replacement from the on-call roster. 

I. On-call employees will not be available to work off site Pre-arranged Overtime.  

J. All applicable overtime provisions will apply if the on-call employee is required to respond. 

K. If the employee is called out, they should call the On-Call Supervisor after they have 
worked four (4) hours for further instructions. 

Short Notice On-Call 

During storms, earthquakes, and other emergency situations when management has determined 
that the regular on-call staffing is inadequate to meet the operational (power restoration) needs 
of SMUD, Material Specialists will be subject to the following short notice on-call provisions: 

• Employees that have signed up for volunteer overtime will be requested first. Then 
remaining employees will be asked. 

• If the short notice on-call requirements cannot be filled from volunteers then employees 
will be appointed starting with those who have the least amount of total overtime hours 
worked. 

• Due to the severity of the emergency, SMUD may require 24 hour coverage at the 
Warehouse. In this event, volunteers with the lowest combined total overtime may be sent 
home and asked to report back at specific times. The on-call employee will have first choice 
of shift day or night. 

• Employees assigned will be provided with a Cell Phone. 
• Short notice on-call employees are required to remain fit for duty, be reachable by cell 

phone, and be available to report to work in a reasonable amount of time. 
• If Short Notice on-call is requested and accepted less than 24 hours from start of the 

employee’s regularly worked on call shift, an additional 2 hours of on-call pay shall be 
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granted for the duration of the short-notice on-call period. Employees are also entitled 
to the hours under Article 6.2.D.  Such assignments will be for one day and be defined 
by the employee’s classification and departments regularly worked on call hours. 
(Revised 1/1/2026) 

• Employees will not work longer than 15 consecutive hours at any given time including 
straight time and overtime hours combined. 

Continuation of Shift 

If continuation of shift is required, the on-call Employee will be asked to stay. 

Exception 

• Not qualified (Class A or Crane Operator) 
• Work is being performed in the field by Warehouse staff. Example: A Warehouse delivery 

crew is out in the field and will not return by their scheduled end of shift the on-call 
employee will not be called out to finish this work. (Revised 1/1/2022 per LR 15-014) 

9. CABLE LOCATORS 

A. Employees in the following classifications are subject to on-call: Cable Locators 

B. An on-call schedule has been established and will be updated using SMUD seniority. 

C. Scheduled on-call employees may offer their call to other qualified personnel on the 
schedule. The call shall be offered to each employee in the order that they are scheduled, 
until accepted. If no eligible employee accepts the call, then the scheduled Cable Locator 
must fulfill his or her on-call obligations. 

D. On-call personnel must report to the location of the emergency work within 2 hours of the 
call. The on-call Cable Locator will be assigned a SMUD vehicle to take home for the 
duration of the on-call assignment. (Revised 1/1/2018 per LOA) 

E. On-call overtime begins when the Cable Locator receives the call and ends when the 
locating work has been performed, and the Cable Locator returns directly home, and reports 
complete to the on-call Supervisor. (Revised 1/1/2018 per LOA) 

10. SUBSTATION ELECTRICIANS 

A. Employees in the following classifications will be subject to on-call: 
• Substation Foreman-woman, Const 
• Substation Foreman-woman, Light 
• Substation Sub-foreman-woman 
• Electrician Journey Level 
• Electrician Apprentice 

B. On-call will span a period of seven (7) consecutive days from 0630 hours Tuesday through 
0630 hours the following Tuesday. 
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C. SMUD will seek volunteers for on-call assignments, for 1 foreman, 1 journeyman, and 1 
apprentice/journeyman.  
• One volunteer list will be prepared that encompasses all overtime, i.e., prearranged, 

emergency, and continuation. 
• The overtime list will use the year-to-date hours for ranking purposes. 
• Assignments will be made on the basis of employee preference. 
• If not enough volunteers are signed up for foreman; management may elect to accept a 

qualified volunteer journey level as a replacement instead of a mandatory assignment 
for a foreman. 

D. Volunteers will be requested in advance for a 12 week period. If more volunteers than are 
required sign up, personnel in each classification (Foreman, Electrician, and Apprentice) 
with the least Overtime hours worked will be chosen first. 

E. If there are insufficient volunteers for an on-call period, employees will be appointed. The 
employee with the least amount of WROC work hours will be mandated.  An employee 
who has been on-call without volunteering cannot be appointed again until all employees in 
that classification have served an on-call period.  To monitor this Mandated On-Call and 
Voluntary On-Call will be tracked separately. 

F. Volunteers may be called to work alongside the on-call employee for on the job training 
purposes. In the event the on-call employee cannot solve a service call problem alone, other 
employees may be called to assist.  Assisting employees will be sought from the current 
ranked overtime list first unless specific expertise is required. 

G. On-call Electricians may be provided cell phones. 

H. During the week of on call, foreman will have the option to take home their assigned 
SMUD vehicles. 

I. The straight time hours of on-call pay shall not be included in the overtime work hours 
accrued on the Substation/Network Overtime Report. 

J. Volunteers shall be allowed to temporarily remove themselves from the on-call list under 
the following conditions. 
• Regular scheduled attendance for educational purposes with advanced notice. 
• Participation in civic or religious activities with advanced notice. 

K. Personnel on-call shall be allowed to work pre-arranged overtime on Saturday, Sunday and 
their Alternate Day Off (ADO). 

L. When response to an emergency is necessary during normal business hours, the provisions 
of Article 8.3.A of the MOU will guide management’s actions. 

M. Normal response to an emergency call-out will require the services of the entire on-call 
crew, consisting of a 1-Foreman/wn, 1-Journey level Electrician, and 1-Apprentice or 
journey level Electrician.  However, the following circumstances require the response of 
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only one on-call crew member, either a foreman/wn or journey level Electrician, although 
an Apprentice may be required to participate in the call for training purposes: 
• RTU monitoring 
• Substation monitoring 
• Checking breakers in non-RTU package substations 
• Manually control switching of non-RTU capacitors in package substations 
• Switching transformer fans on “manual” for summer time max cooling 

The employee with the least amount of overtime hours on the ranked overtime list will be 
selected on a rotating basis. 

N. During Storms, earthquakes, and other emergency situations when management has 
determined that the regular on-call Distribution Services Substation Electricians staffing is 
inadequate to meet the operational (power restoration) needs of the SMUD, Distribution 
Services Substation Electricians will be subject to the following short notice on-call 
provisions: 
• It is the intent of the SMUD to satisfy the short notice on-call requirements by seeking 

volunteers.  If the on-call requirements cannot be filled by volunteers, then employees 
will be appointed to be on-call in order of the employee’s position on the ranked 
overtime list. 

• If Short Notice on-call is requested and accepted less than 24 hours from start of 
the employee’s regularly worked on call shift, an additional 2 hours of on-call pay 
shall be granted for the duration of the short-notice on-call period. Employees are 
also entitled to the hours under Article 6.2.D. (Revised 1/1/2026) 

• Such assignments will be for one day and be defined by the employee’s classification 
and departments regularly worked on call hours. (Revised 1/1/2026) 

• Employees assigned may be provided with a cell phone. (Revised 1/1/2022 per LR 07-
038) 

11. ELECTRICAL TECHNICIAN 

A. Employees in the following classifications are subject to on-call: 
• Light Foreman 
• Senior Electrical Technicians 
• Journey Level Electrical Technicians 
• Apprentice Electrical Technicians with the Foreman and/or Supervisor approval. 

B. On-call will span a period of seven (7) consecutive days from 0630 hours Tuesday through 
0630 hours the following Tuesday. 

C. SMUD will seek volunteers for on-call assignments. Assignments will be made on the basis 
of employee preference. 

D. If there are insufficient volunteers for an on-call period, employees will be appointed. An 
employee who has been on-call without volunteering cannot be appointed again until all 
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employees have served a required on-call period. To monitor this process, two (2) lists will 
be used to track MANDATED ON-CALL and VOLUNTARY ON-CALL. 

E. Volunteers may be called to work alongside the on-call employee for on the job training 
purposes. This will require prior approval from the On-Call Supervisor and/or Electrical 
Technician Foreman. 

F. In the event the on-call employee cannot solve a service call problem alone, other 
employees may be called to assist. Assisting employees shall have the necessary expertise 
to assist with solving the problem. 

G. Electrical Technicians may be provided a cell phone with hands free speaker capability. 

H. During the week of on call, employees will have the option to take home their assigned 
SMUD vehicles 

I. The straight time hours of on-call pay shall not be included in the overtime work hours 
accrued on the Substation/Network Overtime Report. 

J. Volunteers shall be allowed to temporarily remove themselves from the on-call list under 
the following conditions. 
• Regular scheduled attendance for educational purposes with advanced notice. 
• Participation in civic or religious activities with advanced notice. 

K. If the total number of qualified Electrical Technicians for on-call drops below six (6) 
supporting personnel for an extended period of more than 1 month or a permanent leave 
condition, the on-call program can no longer be supported. At this time, On-Call for the 
Electrical Technician’s Group will terminate immediately, until such time as the support 
exceeds six (6) qualified Electrical Technician’s. 

L. Personnel on-call shall be allowed to work pre-arranged overtime on Saturday, Sunday and 
their Alternate Day Off (ADO). 

M. Utilize a rolling three (3) to six (6) month schedule. 

N. When response to an emergency is necessary during normal business hours, the provisions 
of Article 8.3 of the MOU will guide management’s actions. 

O. Electrical Technician’s will share work responsibility with the Electrician’s for the 
following On-Call assignments: 
• RTU Monitoring 
• Substation Monitoring 
• Verifying breaker status in non – RTU substations. 

Lead role for RTU watch will be determined by the Substation Overtime Document. If the 
Electrical Technician On-Call has the lesser hours, he/she will be contacted initially to 
verify their RTU watch availability. 
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In the event that an Electrical Technician is performing RTU watch and another SMUD 
emergency call occurs requiring his/her services, the On-Call Supervisor shall contact a 
member of the Substations On-call Electrician group to replace the Electrical Technician. 

If the Electrical Technician is in the early stages of his/her RTU watch shift and the other 
SMUD emergency calls can be reconciled expediently, then the Electrical Technician shall 
be allowed to return to continue his/her RTU watch shift.  

P. During Storms, earthquakes and other emergency situations when management has 
determined that the regular on-call Grid Assets Substation Electrical Technician staffing is 
inadequate to meet the operation needs of SMUD, Electrical Technicians will be subject to 
the following short notice on-call provisions: 
• It is the intent of SMUD to satisfy the short notice on-call requirements by seeking 

volunteers. If volunteers cannot fill the on-call requirements, then employees will be 
appointed to be on-call in order of the employee’s position on the ranked overtime list. 

• If Short Notice on-call is requested and accepted less than 24 hours from start of 
the employee’s regularly worked on call shift, an additional 2 hours of on-call pay 
shall be granted for the duration of the short-notice on-call period. Employees are 
also entitled to the hours under Article 6.2.D. (Revised 1/1/2026) 

• Such assignments will be for one day and be defined by the employee’s classification 
and departments regularly worked on call hours. (Revised 1/1/2022 per LR 14-021) 
(Revised 1/1/2026) 

12. NETWORK CABLE SPLICER/ELECTRICIAN 

A. Employees in the following classifications will be subject to on-call: 

A. Any Network Cable Splicer/Electrician Foreman 
B. Network Cable Splicer/Electrician Journey Level 
C. Network Cable Splicer/Electrician Apprentice 

B. On-call will span a period of seven (7) consecutive days from 0630 hours Tuesday through 
0630 hours the following Tuesday. 

C. An On-Call schedule will be established that rotates On-Call crew assignments so that the 
On-Call responsibilities are shared as equally as possible. A crew shall consist of no less 
than 1-Light Foreman, 1-Journeyman, and 1-Apprentice or 1- Journeyman. The crew shall 
consist of the same employees assigned to the crew during regular hours. For training 
purposes, management may assign additional personnel to the On-Call crew. 

D. At the end of each calendar year the crew assignments will be rotated so that the same 
crews do not have On-Call on the same holidays each year. 

E. The On-Call schedule will generally be established by seniority. The most senior foreman 
will select their first week of On-Call responsibility that will be followed by On-Call 
responsibility each 5th consecutive week. By seniority, each remaining foreman will select 
their respective 5 week rotation until all On-Call weeks have been scheduled. The following 
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year the 2nd most senior foreman will select first and the most senior foreman will select 
last. 

F. Employees will be allowed to trade or arrange for a qualified substitute to take their calls. 
Apprentices will be required to serve their on call during the regular rotation unless excused 
by their supervisor. Both the scheduled and replacement employee are responsible for 
submitting their request to the Network Asset Supervisor or the Manager, Substation 
Maintenance and Construction using the On-Call Replacement Form, SMUD Form 2637. 
The Network Asset Supervisor or the Manager, Substation Maintenance and Construction 
shall notify the On Call supervisor and On Call Foreman of any substitutions. 

G. If the scheduled On-Call crew does not have a full crew; volunteers will be solicited from 
the bi-weekly ranked overtime list. 

H. If the work requires staffing above the normal On-Call crew, the On-Call Supervisor will 
call the necessary employees from the bi-weekly ranked overtime list. 

I. In the event the On-Call crew cannot solve an emergency problem alone, other employees 
may be called to assist. Assisting employees will be sought from the current ranked 
overtime list. 

J. On-call Network Cable Splicer/Electricians will be provided cell phones upon request. 

K. During the week of on call, the foreman will have the option to take home their assigned 
SMUD vehicle. 

L. The On-Call Supervisor shall call out the On-Call Foreman and the respective crew 
members when emergency work is required. 

M. The straight time hours of On-Call pay shall not be included in the overtime work hours 
accrued on the Network Cable Splicer/Electrician Overtime Report. 

N. Crew members are allowed to temporarily remove themselves from the on-call list the 
following conditions. 

1. Regular scheduled attendance for educational purposes with advanced notice. 
2. Participation in civic or religious activities with advanced notice. 

O. On-Call employees are eligible for Prearranged Overtime work on their Alternate Day off 
(ADO) and on Saturdays, if approved by the Network Asset Supervisor or the Manager, 
Substation Maintenance and construction. If the On-Call employees are performing 
Prearranged Overtime work on their Alternate Day Off (ADO) or on a Saturday and a 
response to an emergency is necessary, generally the On-Call employees will shut down 
and make safe the Prearranged Work and transition to the emergency work. However, if 
after consulting with the on-site foreman, the On-Call Supervisor believes this transition 
cannot be done safely or may jeopardize system reliability or customer service, the On-Call 
Supervisor may elect to call other qualified employees to assist and determine who will 
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respond to the emergency and who will complete or shutdown the Prearranged Work. 
Assisting employees will be sought from the current ranked overtime list. 

P. If in the course of a regular work day, management determines that certain work should 
continue past regular work hours, management will decide if the crew working the job will 
continue into overtime or the On-Call crew will be called to continue the work. 

Q. When response to an emergency is necessary during normal business hours, the provisions 
of Article 8.3.A of the MOU will guide management’s actions with the exception that the 
On Call Supervisor will decide whether the on call crew will respond to calls between 1300 
and the end of regular business hours. 

R. During Storms, earthquakes, and other emergency situations when management has 
determined that the regular On-Call staffing is inadequate to meet the operational (power 
restoration) needs of SMUD, Grid Assets Network Cable Splicer/Electricians will be 
subject to the following short notice on-call provisions: 

1. It is the intent of SMUD to satisfy the short notice on-call requirements by seeking 
volunteers. If the on-call requirements cannot be filled by volunteers, then employees 
will be appointed to be on-call in order of the employee’s position on the ranked 
overtime list. 
• If Short Notice on-call is requested and accepted less than 24 hours from start 

of the employee’s regularly worked on call shift, an additional 2 hours of on-
call pay shall be granted for the duration of the short-notice on-call period. 
Employees are also entitled to the hours under Article 6.2.D. (Revised 1/1/2026) 

• Such assignments will be for one day and be defined by the employee’s 
classification and departments regularly worked on call hours. (Revised 
1/1/2026) 

• Employees assigned will be provided with a cell phone if requested. (Revised 
1/1/2022 per LR 15-027) 

13. FACILITIES ELECTRICIANS 

A. Employees in the following classifications in the Facilities Unit may be subject to on-call: 

• Facilities Electrician 
• Facilities Electrician Foreman 

B. On-call assignments will be limited to one employee during any on-call period. During an 
on-call period, Facilities Electrician employees will be compensated per the MOU at their 
current classification and temporarily upgraded to the Facilities Electrical Foreman-Woman 
Light classification for the duration of any call out response required. Employees must 
complete their one-year probation for eligibility to be placed as primary on-call (see 
section H for on-call opportunities for employees still under probation).  LR 22-004 
(Revised 1/1/2026) 
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C. Typically, the on-call employee will receive a call from Security or On-call Supervisor 
using the posted on-call list. The on-call employee will decide if call needs to be handled 
after hours or can wait until normal business hours. If unsure, s/he can contact the on-call 
supervisor for clarification. (Revised 1/1/2026) 

D. Once the on-call employee decides to respond to a call, s/he will notify the on-call 
supervisor, advising him/her that s/he will be taking a call. 

E. SMUD will seek volunteers for on-call assignments. Assignments will be made on the basis 
of employee preference. 

F. If there are insufficient volunteers for an on-call period, employees will be appointed. An 
employee who has been on-call without volunteering cannot be appointed again until all 
employees have served a required on-call period. 

G. An on-call schedule will be established that rotates assignments among the work group. 

1. At the end of each calendar year the schedule will be rotated so that the same employees 
don’t have on-call assignments on the same holidays every year. 

2. The start of the on-call assignment will be effective at the start of shift on Wednesday 
and end the start of shift on the following Wednesday. 

H. Volunteers may be called to work alongside the on-call employee for on the job training 
purposes with supervision’s approval. In the event the on-call employee cannot solve a 
service call problem alone, other employees may be called to assist with approval from the 
on-call supervisor. Assisting employees will be sought from the volunteer list first unless 
specific expertise is required. 

I. On-call employees may be provided a cell phone. 

J. Employees will have the option of taking a SMUD vehicle home or picking one up from the 
shop as needed. 

K. All overtime provisions from Article 7 of the MOU apply. (Revised 1/1/2022 per LR 16-
014) 

14. FACILITIES STATIONARY ENGINEERS 

A. Employees in the following classifications in the Facilities Unit may be subject to on-call: 

• Facilities Stationary Engineer II 
• Facilities Stationary Engineer Foremen II 

B. On-call assignments will be limited to one employee during any on-call period. During an 
on-call period, Facilities Stationary Engineer employees will be compensated per the MOU 
at their current classification and temporarily upgraded to the Facilities Stationary Engineer 
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Foreman-Woman Light classification for the duration of any call out response required. 
Employees must complete their one-year probation for eligibility to be placed as 
primary on-call (see section H for on-call opportunities for employees still under 
probation). (Revised 1/1/2026 per LR 22-004) 

C. Typically, the on-call employee will receive a call from Security or On-call Supervisor 
using the posted on-call list. The on-call employee will decide if call needs to be handled 
after hours or can wait until normal business hours. If unsure, s/he can contact the on-call 
supervisor for clarification. (Revised 1/1/2026) 

D. Once the on-call employee decides to respond to a call, s/he will notify the on-call 
supervisor, advising him/her that s/he will be taking a call. 

E. SMUD will seek volunteers for on-call assignments. Assignments will be made on the basis 
of employee preference. 

F. If there are insufficient volunteers for an on-call period, employees will be appointed. An 
employee who has been on-call without volunteering cannot be appointed again until all 
employees have served a required on-call period. 

G. An on-call schedule will be established that rotates assignments among the work group. 

1. At the end of each calendar year the schedule will be rotated so that the same employees 
don’t have on-call assignments on the same holidays every year. 

2. The start of the on-call assignment will be effective at the start of shift on Wednesday 
and end the start of shift on the following Wednesday. 

H. Volunteers may be called to work alongside the on-call employee for on the job training 
purposes with supervision’s approval. In the event the on-call employee cannot solve a 
service call problem alone, other employees may be called to assist with approval from the 
on-call supervisor. Assisting employees will be sought from the volunteer list first unless 
specific expertise is required. 

I. In addition to being provided a cell phone, employees in the Stationary Engineer Unit shall 
be provided with a laptop computer furnished with a modem and appropriate software to 
access the supported systems. 

J. Employees will have the option of taking a SMUD vehicle home or picking one up from the 
shop as needed. 

K. All overtime provisions from Article 7 of the MOU apply. (Revised 1/1/2022 per LR 16-
014) 

15. HEAVY DUTY EQUIPMENT OPERATORS - LR 24-001 

During storms, floods, earthquakes, fire, and other emergency situations when 
management determines the need for extra personnel to keep the UARP open and 
operational, HEO's will be subject to the following short notice on-call 
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provisions. 

• If Short Notice on-call is requested and accepted less than 24 hours from start of the 
employee’s regularly worked on call shift, an additional 2 hours of on-call pay shall be 
granted for the duration of the short-notice on-call period. Employees are also entitled 
to the hours under Article 6.2.D. 

• Such assignments will be for one day and be defined by the employee’s classification 
and departments regularly worked on call hours. 

A. Such assignments will be for the expected duration of storms, emergency situations, 
etc. plus an additional day(s) for cleanup. 

B. If all HEOs are not needed, assignments will be based off the lowest overtime hours. 

C. The appropriate supervisor is responsible for calling out employees unless an 
agreement is made between the appropriate supervisor and the HEO foreman. 

D. If a supervisor or HEO foreman determines that personnel are needed, all calls to 
notify HEO's will be considered emergency callouts. Time shall begin at the time of 
call out. 

E. Short notice on-call employees are required to remain fit for duty, be reachable by 
phone, and be available to report to work in a reasonable amount of time. 

F. On-call employees will be compensated in accordance with Article 6 of the MOU. 

G. All applicable overtime provisions will apply if the on-call HEO is required to 
respond. 

H. HEOs who are on short notice on-call must notify the on-call supervisor if they are 
unable to meet their on-call responsibilities due to a personal emergency. Once 
notified, the on-call supervisor must decide if they need to fill behind the absent HEO. 

I. HEOs will be provided with a portable computer or tablet to do time entry while 
direct reporting. 

J. HEOs shall be able to take their work vehicles home while direct reporting, are on 
short-notice on-call, or under supervisor discretion (Revised 1/1/2026) 

16. MAINTENANCE CARPENTERS LR 23-023 

A. Employees in the following classifications in the Facilities Unit may be subject to on-
call: 
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• Maintenance Carpenter 
• Maintenance Carpenter Foreman/woman Light 

B. On-call assignments will be limited to one employee during any on-call period. During 
an on-call period, Maintenance Carpenter employees will be compensated per the 
MOU at their current classification and temporarily upgraded to the Maintenance 
Carpenter Foreman/Woman Light classification for the duration of any call out 
response required. Employees must complete their one-year probation for eligibility to 
be placed as primary on-call (see section H for On-call opportunity for EE’s still 
under probation). 

C. Typically, the on-call employee will receive a call from Security or On-call Supervisor, 
using the posted on-call list. The on-call employee will decide if call needs to be 
handled after hours or can wait until normal business hours. If unsure, s/he can 
contact the on-call supervisor for clarification. 

D. Once the on-call employee decides to respond to a call, s/he will notify the on-call 
supervisor, advising him/her that s/he will be taking a call. 

E. SMUD will seek volunteers for on-call assignments. Assignments will be made on the 
basis of employee preference. 

F. If there are insufficient volunteers for an on-call period, employees will be appointed. 
An employee who has been on-call without volunteering cannot be appointed again 
until all employees have served a required on-call period. 

G. An on-call schedule will be established that rotates assignments among the work 
group. 

1) At the end of each calendar year the schedule will be rotated so that the same 
employees don’t have on-call assignments on the same holidays every year. 

2) The start of the on-call assignment will be effective at the start of shift on 
Wednesday and end the start of shift on the following Wednesday. 

H. Volunteers may be called to work alongside the on-call employee for on-the-job 
training purposes with supervision’s approval. In the event the on-call employee 
cannot solve a service call problem alone, other employees may be called to assist with 
approval from the on-call supervisor. Assisting employees will be sought from the 
volunteer list first unless specific expertise is required. 

I. In addition to being provided a cell phone, employees in the Carpenters Unit shall be 
provided with a laptop and appropriate software to access the supported systems. 

J. Employees will have the option of taking a SMUD vehicle home or picking one up 
from the shop as needed. 

K. All overtime provisions from Article 7 of the MOU apply. (Revised 1/1/2026) 
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17. HIGH VOLTAGE TEST TECHNICIANS – LR 25-025 

A. Employees in the classification of High Voltage Test Technician in Warehouse Operations 
assigned to East Campus Operations Center will be subject to on-call. 

B. An on-call Roster will be established that rotates assignments among employees. The 
assignments will be rotated to ensure equitableness. 

C. On-call will span a period of 7 calendar days beginning at the start of shift on Monday 
and end the start of shift the following Monday. 

D.  Only one employee will be on call during any on-call period. If additional staffing is 
required, the on-call supervisor will contact Warehouse Operations management. 
Warehouse Operations Management will utilize the overtime list and lowest overtime 
hours to call in additional staffing. If the scenario occurs where hours are zeroed out 
and/or not all Techs have worked overtime yet or accrued turn down time in a year, 
position seniority will be used to determine additional call outs. 

E. On-call personnel will be provided a cell phone. 

F. Employees shall be allowed to temporarily remove themselves from the on-call list with 
advance notice and management approval under the following conditions. 

• Regular scheduled attendance for educational purposes with advanced notice. 
• Participation in civic or religious activities with advanced notice. 

G. Employees will be allowed to trade or arrange for a qualified, equivalent substitute to 
take their calls. Both the scheduled and the replacement employee are responsible 
for notifying the On-call Supervisor about the substitution arrangements. 

H.  Employees who are on-call must notify the On-call Supervisor if they are unable to meet 
their on-call responsibilities because of a personal emergency. Once notified, the On-call 
Supervisor will contact Warehouse Operations management. Warehouse Operations 
management will assign an appropriate replacement upon notification of unavailability 
using the most current/available overtime list. If unable to find a replacement, overtime 
will be assigned based upon the qualified employees with the lowest position seniority.  

I. All applicable overtime provisions will apply if the on-call employee is required 
to respond. 

J. If the employee is called out, they should text the On-Call Supervisor after they have 
completed the assignment they were called out for, and to inform them they are 
leaving. (Revised 1/1/2026) 

49 IBEW MOU 2026-2028 



  
 

   

 
 

 
 

  
 

   

 
  

 
   

    
    
   

 
 

  
 

 
  

  
 

    
 

   
 

  
 

  
 

  

   
  

  
 

 
     

 
  

  
 

  
   

    
 

  

ARTICLE 7 

OVERTIME 

1. INTRODUCTION 

Any employee may be requested to work overtime to meet the needs of SMUD. A willingness 
to work overtime when requested is a condition of employment. When permitted by the work 
situation, overtime is first allocated to qualified volunteers. It will be distributed among 
employees within each work group in the classification involved as equally as practicable. 

SMUD makes every attempt to minimize the amount of overtime employees are required to 
work. This is to ensure minimal disruption of an employee's leisure time and to protect the 
employee's health. SMUD pays a premium to employees to recognize the inconvenience 
incurred for working hours outside of their regular work schedule. Overtime is computed to the 
nearest quarter hour. 

2. ELIGIBILITY 

All hourly rated employees are eligible for cash compensation for overtime when they work 
more than 8 hours on a normal work schedule, work more than 40 hours in a workweek, work 
on a non-workday, work on a holiday, or work outside of regular work hours on a workday. 

Employees who are in a light duty status are restricted from working overtime, unless specific 
medical documentation is provided outlining the number of days in the week the employee can 
work and the number of hours per day. (Revised 1/1/2013) 

3. ALTERNATIVE WORK SCHEDULES 

A. 9/80 Shifts 

Overtime will only be paid for hours worked in excess of 9 hours per day on regularly 
scheduled days of 9 hours, 8 hours per day on regularly scheduled days of 8 hours, or 40 
hours per work week. All other overtime situations will be handled according to these 
Articles except that "regular work hours" or "regular work schedule" will be defined as a 
bi-weekly pattern of eight 9 hour shifts and one 8-hour shift according to a regular and pre-
established schedule. The workweek begins half-way through the scheduled 8-hour day 
and opposite the employee’s ADO and continues for 7 consecutive 24-hour periods unless 
otherwise agreed to by SMUD. The double time overtime rate will be paid for all hours 
worked outside an employee's regularly scheduled workweek. (Revised 1/1/2022) 

B. 4/10 Shifts 

Overtime will only be paid for hours worked in excess of 10 hours per day or 40 hours per 
work week. All other overtime situations will be handled according to these Articles 
except that "regular work hours" or "regular work schedule" will be a 10-hour shift rather 
than an 8-hour shift. The workweek begins at midnight on Friday and continues for 7 
consecutive 24-hour periods unless otherwise agreed to by SMUD. 
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The double time overtime rate will be paid for all hours worked outside an employee's 
regularly scheduled workweek. (Revised 1/1/2022) 

C. 12-Hour Shift 

Overtime will only be paid for hours worked in excess of 12 hours per day or 40 hours per 
work week. All other overtime situations will be handled according to these Articles 
except that "regular work hours" or "regular work schedule" will be a 12-hour shift rather 
than an 8-hour shift. The workweek begins at midnight on Friday and continues for 7 
consecutive 24-hour periods unless otherwise agreed to by SMUD. The double time 
overtime rate will be paid for all hours worked outside an employee's regularly scheduled 
workweek. (Revised 1/1/2022) 

All hours worked will be compensated at the straight time hourly rate except as outlined 
below: 

1) Overtime will be paid at the double time overtime rate for all hours worked outside of 
the normal work hours. 

a) Extended hours on a normal workday are paid at the double time overtime rate. 

b) Any regularly scheduled hours in excess of 40 hours in a workweek will be 
compensated at the double time overtime rate. 

2) All other overtime situations will be handled according to these Articles except that 
"regular work hours" or "regular work schedule" will refer to a 12-hour shift rather 
than an 8-hour shift. When assigned to the training shift or to a less than 12-hour 
relief shift, the rules for the appropriate shift schedule will apply. 

4. COMPUTATION OF PAY 

A. Straight Time Pay 

Time worked during an employee’s regular work hours is paid at the straight time rate of 
pay. 

B. Double Time Pay 

Except as provided herein; time worked outside an employee’s regular work schedule is 
paid at 2 times the straight-time rate. 

Mutual Aid: All hours incurred while a SMUD IBEW- represented employee works under 
the auspices of a SMUD Mutual Assistance Agreement with another utility are paid at 2 
times the straight time rate. (Revised 1/1/2022) 
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C. Holiday Pay 

Holiday premium pay provisions are outlined in the Holidays Article. 

D. Maximum Overtime 

Employees will not work more than 16 consecutive hours or combination of hours that has 
the same effect of not providing the proper rest period. Exceptions to this would only occur 
in circumstances involving public safety or welfare. Supervisors authorizing work in 
excess of 16 consecutive hours will ensure the employee is capable of continuing work in a 
safe manner. 

5. IBEW OVERTIME ASSIGNMENTS 

Overtime work shall be distributed among employees within each work group in a 
classification as equally as practicable. SMUD will post in each work location a ranked 
overtime list. This ranked list criteria will be developed within each work group by written 
agreement between SMUD and Union. This list will be updated every pay period and will be 
used when selecting employees to work overtime. 

A. Overtime Assignments 

When the situation permits, SMUD will seek volunteers for required overtime. Work 
assignments will be made from volunteers in reverse order from the ranked overtime list. If 
there are insufficient volunteers for required overtime, employees will be appointed based 
on reverse order from the ranked overtime list. 

B. Improper Overtime Assignments 

If employees on the ranked overtime list are improperly bypassed for overtime, appropriate 
overtime compensation will be paid to the employees who were bypassed. 

C. Sign-up Procedures 

1) The sign-up list will be posted Wednesday and will remain posted until the end of the 
work shift on the following Tuesday for those employees desiring to work voluntary 
prearranged overtime for the following prearranged overtime period commencing on 
Friday. 

Employees desiring voluntary overtime must sign-up or be asked prior to the end of the 
preceding work shift. (Phone contact is acceptable for employees not reporting to their 
normal work location that day). 

Overtime timesheets submitted late or with errors may not be included in the next 
ranked voluntary overtime sheet. 

A new employee will be given the average number of overtime hours worked by those 
on the list at that time and will then be placed on the list with those hours. 
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An employee who has been promoted or changes classification will be given the 
average number of overtime hours by those on the list at that time and will then be 
placed on the list with those hours. 

2. Posted Locations 

Signup sheets for voluntary prearranged overtime will be posted in the designated area 
for each work group. 

3. Prearranged Overtime Assignment and Administration 

• If employees have scheduled prearranged work, they can maintain their own crew 
and get their own substitutes according to the rules for emergency on-call 
replacement. Each crew members’ first obligation is to their own crew. If their own 
crew is not working, they are free to volunteer for another crew. (Revised 1/1/2013) 

• The work period for this signup sheet is the beginning of shift on the Friday until the 
beginning of shift the next Friday. 

• The accounting period for record purposes will be from January 1 through 
December 31 of each year. To start this procedure on January 1, SMUD seniority 
will be used. 

• Volunteer employees must have all the qualifications required for the specific 
overtime assignment. 

• Volunteer employees with the lowest number of recorded prearranged overtime 
hours will be offered overtime assignments. 

• Employees that refuse an assignment will be credited with the maximum 
prearranged hours worked by employees used for that day a standard 8 hours, which 
will be recorded as turn down time. 

• When multi-day jobs or jobs in progress are being assigned from the voluntary 
overtime sheet, preference will be given to employees that have volunteered for 
each of the days anticipated. This practice will by-pass employees with a lower 
number of overtime hours and will not be considered a by-pass. 

• Overtime hours will be entered into Workforce Software from the previous Friday. 
Additions, corrections, or adjustments to the ranked list will not be applied to the 
current posted prearranged overtime signup sheet. (Revised 1/1/2026) 

• Errors or omissions on the volunteer signup sheet must be reported by the employee 
or their representative in order to be changed. Two full business days will be 
allowed to confirm or correct any reported errors. 

53 IBEW MOU 2026-2028 



  
 

   

   
   

 
  

  
 

  
 

 
  

   
 

    
  

 
  

 
   

  
  

 
  

  
  

 
      

 
 

    
 

  
 

   
     

 
    

 
    

 
 

   
 

 
   

   
 

• An Employee who is off duty on leave will not be asked or required for overtime 
until the employee returns to work on their next regular scheduled workday and the 
employee will not be credited with time worked. 

4. Mandatory Overtime 

• Mandatory prearranged overtime will be assigned first to employees with the lowest 
recorded prearranged overtime hours actually worked. 

• An Employee that does not have a specific skill or qualification required for the 
mandatory assignment may be by passed for that specific assignment. 

• Employees assigned under this section may find a qualified replacement but, will be 
charged the maximum prearranged with standard 8 hours turn down time. 

5. Other Employees 

• When the work group has a need for manpower in excess of volunteers it may go to 
other work groups within Grid Assets for qualified employees and reduce the 
number of mandatory assignments needed. 

• From time-to-time SMUD may use employees from other work groups. When this 
practice occurs, SMUD agrees to use the employees in the immediate work group 
for relief purposes (up-grade) prior to going to other work groups. 

• Employees from other work groups will use the prearranged overtime procedure 
established in their work group for assignments. 

6. COMPENSATORY TIME OFF - TIME OFF IN LIEU OF OVERTIME 

A. Eligibility 

Employees may earn compensatory time off (CTO) instead of overtime pay, at the 
discretion of the employee. Management reserves the right to deny a request to earn CTO 
when an employee has documented attendance issues in accordance with the Positive 
Discipline Policy (AP 05.02.09). (Revised 1/1/2022) 

Employees may take compensatory time off (CTO) with mutual agreement between the 
employee and their supervisor. (Revised 1/1/2022) 

B. Earning and Using CTO 

CTO will be earned at the applicable overtime rate for each hour of overtime. Accumulated 
CTO may not exceed 44 hours at any time. All CTO balances will be paid out to employees 
after the end of the CTO year. (Revised 1/1/2026) 
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The employee’s base rate of pay shall be converted into CTO.  Timecard upgrade pay 
and/or premiums including asbestos, helicopter, and shift differential earned and 
worked by employees on overtime will be paid out during the regular pay period, at 
the overtime rate of pay, when an employee elects to earn CTO instead of overtime 
pay. (Revised 1/1/2026) 

The CTO year shall begin with payroll period 22 and run through the end of payroll period 
21 of the following year. All personal leave taken will be charged first to CTO and then to 
the employee’s leave balance. (Revised 1/1/2022) 

7. TRAVEL TIME 

Employees will be compensated with straight-time compensatory time off (CTO) for the 
actual total number of hours of travel time for SMUD business outside of regularly 
scheduled hours not to exceed eight (8) hours per day for required training. Straight time 
pay may be authorized for travel in situations where it is impractical to give CTO. Travel 
time outside of working hours for regular apprentice classes is not compensated. (Revised 
1/1/2026) 

8. MINIMUM TIME 

A. The minimum time is 2 hours for which overtime compensation is paid on emergency call-
outs that do not extend into an employee’s regular work hours. Work time will begin at the 
time of the phone call. 

B. Employees will be paid at the double time overtime rate for a minimum of 2 hours if they 
report for prearranged overtime and are not needed. This does not apply to relief employee 
assignments that are cancelled. If prearranged overtime on a regular workday is cancelled 
before employees leave home, they do not qualify for any compensation. If prearranged 
overtime on a non-workday is not cancelled prior to the end of an employee’s immediately 
previous regular workday, they will be paid at the double time overtime rate for a minimum 
of 2 hours. (Revised 1/1/2022) 

C. If employees are called out early to work into or requested to stay beyond their regular 
work hours, they are paid at the double time overtime rate only for actual time worked. 
(Revised 1/1/2022) 

D. Overtime is computed to the nearest quarter hour. 

9. REST PERIODS 

A. 8-Hour Shifts 

Employees are entitled to a rest period of 8.5 consecutive hours after working 8 hours or 
more overtime during the 16 hours immediately prior to their regularly scheduled hours of 
work on a workday or non-workday. 
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B. 9/80 Shifts 

On 9-hour workdays employees are entitled to a rest period of 8.5 consecutive hours after 
working 6.5 hours or more overtime during the 14.5 hours immediately prior to the 
regularly scheduled hours of work on a workday or non-workday. 

On 8-hour workdays employees are entitled to a rest period of 8.5 consecutive hours after 
working 8 hours or more overtime during the 16 hours immediately prior to the regularly 
scheduled hours of work on a workday or non-workday. 

C. 4/10 Shifts 

Employees are entitled to a rest period of 8.5 consecutive hours after working 5.5 hours or 
more overtime during the 13.5 hours immediately prior to the regularly scheduled hours of 
work on a workday or non-workday. 

D. 12-Hour Shift 

On 12-hour workdays employees are entitled to a rest period of 8.5 consecutive hours after 
working 4 hours or more overtime during the 12 hours immediately prior to the regularly 
scheduled hours of work on a workday or non-workday. 

E. Compensation 

The rest period starts after all earned missed mealtimes and any travel time to which 
employees are entitled at the end of the work period. (Refer to Article 9) If any part of the 
rest period falls within an employee’s regular work hours, they will be paid for those hours 
at the straight time rate. (Revised 1/1/2026) 

1) Employees will not be compensated for their regular lunch period even when it falls 
within the rest period. 

2) If a rest period cannot be provided when due, double time is paid until the rest period is 
provided. Hours worked prior to an 8.5-hour rest period are not included in computing 
another period of overtime work. 

3) If employees are required to report back to work prior to the end of their 8.5-hour rest 
period, they will be paid double time until a rest period can be provided. 

F. Requirements at End of Rest Period 

1) If an employee’s rest period ends during the first half of their workday, they may, if 
their supervisor approves, elect to be placed on CTO, personal leave and/or leave 
without pay for the time between the expiration of their rest period and the end of 
the workday. 

2) If an employee’s rest period ends during the second half of their workday, they may, 
if their supervisor approves, report to work the following workday. The employee 

56 IBEW MOU 2026-2028 



  
 

   

 
     

  
 

  
 

   
 

   
    

     
 

     
  

  
 

 
  

may elect to be placed on leave without pay, CTO or personal leave for the 
time between the expiration of the rest period and their regular quitting time. The 
supervisor may approve up to two (2) additional hours of rest, paid at the 
straight time rate of pay, for hours that fall within an employee’s regular work 
hours. (Revised 1/1/2026) 

G. Special Rest Period 

An employee’s supervisor may excuse the employee from up to 4 hours of their regular 
shift if they worked 4 or more overtime hours in the 8 hours immediately preceding the 
beginning of the employee’s regular shift, at the employee’s request. (Revised 1/1/2026) 

Special rest period may be granted if the timing of an emergency call out prevents the 
employee from getting sufficient rest. The employee will receive straight time pay for any 
of the special rest period that falls within their regular shift, at the employee’s request. 
(Revised 1/1/2026) 
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ARTICLE 8 

EMERGENCY DUTY 

1. EMERGENCY CALL-OUTS 

A. When employees are called out for an emergency, their work time will begin at the time of 
the phone call. 

B. If employees are called in advance to cover behind an employee who is unable to report to 
work for their shift, and they are directed to report at the specific shift starting time, they 
will be credited with an additional 45 minutes at the appropriate overtime rate and all other 
emergency call out provisions (meals, etc.) will apply. 

C. If employees are asked to come in immediately to cover the shift, their work time will begin 
at the time of the phone call. 

D. Employees called back to work within 45 minutes of the end of their regular workday will 
treat the call as a continuation of their workday and will be compensated accordingly. 
(Revised 1/1/2022) 

2. MULTIPLE CALL-OUTS 

A. If employees are called out for work more than once in the 24-hour period from midnight to 
midnight, the 2-hour minimum overtime compensation is paid for all calls outside of their 
regular work hours. (Revised 1/1/2022) 

B. For the purpose of this provision, concurrent calls or successive calls without a break in 
paid time are considered a single call. 

3. GRID ASSETS LINE DIVISION EMERGENCY RESPONSE DURING REGULAR 
WORK HOURS 

A. When response to an emergency is necessary during normal business hours, the needs of 
SMUD and our customer-owners may take precedence over responding with the recognized 
on-call crew. When notified of an emergency that requires response, the Distribution 
System Operator will notify the on-call supervisor. The on-call supervisor will decide 
whether the on-call crew will respond to calls between 1400 and the end of regular business 
hours. An emergency call-out will be defined as an assignment to the on-call crew by the 
on-call supervisor after 1400 hours and the assignment results in an earned meal. (Revised 
1/1/2018 per LOA) 

The nearest available crew, size and type of crew required, and the nature of the emergency 
will all be considered when responding. 

If the work continues beyond regular business hours; the responding crew will continue the 
work to completion or until relieved by the direction of the on-call supervisor. 
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The supervisor is responsible for assessing the approximate length of time necessary to 
make repairs. If in his/her judgment the work will extend past 2200 hours, the on-call crew 
will be utilized as the relief crew. Such relief shall be provided as soon as practicable when, 
in the opinion of the supervisor, SMUD operations would not be adversely affected. 

B. Sign-Up Procedures 

• Sign up for emergency overtime work will be on a daily basis. Emergency overtime 
signup will be posted daily until close of business for the following day’s emergency 
overtime. The overtime sheet posted on Friday will include Saturday, Sunday, and 
Monday. If an employee’s ADO falls on Friday, a separate signup sheet will be 
available on Thursday for weekend work. If an employee is on rest period or 
continuation of shift, their Foreman may contact the supervisor to have the employee 
placed on the signup list. Employees desiring voluntary emergency overtime must sign-
up at designated posted locations. (Phone contact is acceptable for employees not 
reporting to their normal work location that day). (Revised 1/1/2013) 

• Employees will only be considered for voluntary emergency assignments on days they 
have indicated on the voluntary emergency overtime sheet. 

• Overtime timesheets submitted late or with errors may not be included in the next 
ranked voluntary overtime sheet. 

• A new employee will be given the average number of emergency overtime hours 
worked by those on the list at that time and will then be placed on the list with those 
hours. 

• An employee who has been promoted or changes classification will be given the 
average number of emergency overtime hours worked by those on the list at that time 
and will then be placed on the list with those hours. 

C. Posted Locations 

• Signup sheets for voluntary emergency overtime will be posted in the designated area 
for each work group. 

D. Voluntary Emergency Overtime Assignment and Administration 

• The accounting period for record purposes will be from January 1 through December 31 
of each year. To start this procedure on January 1, SMUD seniority will be used. 

• Volunteer employees must have all the qualifications required for the specific overtime 
assignment. 

• Volunteer employees with the lowest number of recorded emergency overtime hours 
will be offered overtime assignments. 
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• When multi-day jobs are being assigned from the voluntary overtime sheet, preference 
may be given to employees that have volunteered for each of the days anticipated. This 
practice will by-pass employees with a lower number of overtime hours and will not be 
considered a by-pass. 

• Overtime hours used will be entered into SAP from the previous Friday. Additions, 
corrections, or adjustments to the ranked list will not be applied to the current posted 
emergency overtime signup sheet. 

• Errors or omissions on the volunteer signup sheet must be reported by the employee or 
their representative in order to be changed. Two full business days will be allowed to 
confirm or correct any reported errors. 

• An employee who is off on leave will not be asked or required for overtime until the 
employee returns to work on their next regular scheduled workday and the employee 
will not be credited with time worked. 

E. Mandatory Overtime 

• When there are insufficient volunteers available for duty, SMUD will assign employees 
to report for duty. 

• Mandatory emergency overtime will be assigned first to employees with the lowest 
recorded emergency overtime hours actually worked. 

• An Employee that does not have a specific skill or qualification required for the 
mandatory assignment may be by passed for that specific assignment. 

• Employees assigned under this section may find a qualified replacement but will be 
charged with a standard 8 hours turn down time. 

4. EMERGENCY RELIEF SCHEDULES 

A. If employees are classified to perform the duties of emergency relief as Control Room 
Operator or other similar position, or if they are assigned as a relief operator, they will be 
available for duty in revolving shifts on any day of the week. These employees can be 
assigned for the relief of any shift without advance notice. 

B. Overtime compensation for emergency relief work performed during the regular work 
hours of a shift is not paid unless employees are required to report for work without having 
had 12 hours off following the end of their last work period. When this occurs, employees 
are paid the applicable overtime compensation for any time worked in the 12-hour period 
following the end of their last preceding work period. 
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5. CALL OUT PROCEDURES 

Call-outs will begin with the on-call rotation list. If that list is exhausted, management will then 
go to the emergency sign up list and then the list of low overtime hours. (Revised 1/1/2018 per 
LOA) 
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ARTICLE 9 

OVERTIME MEALS 

1. INTRODUCTION 

SMUD will provide meals or payment for meals under certain qualifying situations when 
employees are required to work overtime. The emphasis should be on the employee actually 
eating the meal. It is not desirable to have an employee miss a meal in order to become eligible 
for a missed meal payment. 

2. MEAL INTERVALS 

Employees are eligible for a meal for every 5 work hours and/or in accordance with the 
Overtime Meal Eligibility chart. All work hours apply toward overtime meal eligibility. 
(Revised 1/1/2026) 

3. CREW OVERTIME MEALS 

A. Overtime meal eligibility is based on the employee’s work hours. When working 
on a crew situation, the entire crew’s overtime meal eligibility is typically based on 
the foreman/woman’s work hours. 

B. In a crew environment the crew meal eligibility is based on which ever crew 
member is due a meal first. 

C. If any member of the crew is called out within 90 minutes of that employee's end of 
regular work hours, the entire crew will become eligible for a meal as if it were an 
extension of regular work hours. The time that the crew members become eligible for a 
meal will be at the earliest time at which any member of the crew becomes eligible for a 
meal based on that employee's regular work schedule. This rule also applies to 
individual employees called out within 90 minutes of employees’ regular work 
hours. (Revised 1/1/2026) 

D. Mealtime 

In determining time intervals for the purpose of providing meals, time allowed for 
previously consumed meals is not included. An employee’s mealtime begins when the 
employee arrives at the meal location and ends when the employee leaves the meal 
location. 
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DETERMINING OVERTIME MEAL ELIGIBILITY 
(Based on an 8-hour workday) 

4. GUIDELINES 

A. Maximum Meal Allowances 

Beginning pay period 1 of 2026, all represented employees shall be paid the maximum 
reimbursement of a $32.50 as a meal allowance for overtime meals. This meal allowance 
will increase yearly equal to the percentage increase in the Consumer Price Index for Urban 
Wage Earners and Clerical Workers (1982 – 1984 = 100) – US City Average for the 12-
month period ending the prior October. 

If the above referenced index is unavailable in any calendar year the parties agree to 
look to the most recent month, prior to October for that given year. (Revised 1/1/2026) 

B. Owed Meals 

1. Employees will be paid meals according to the Overtime Meal Eligibility chart 
and may choose between the following for each earned meal: 

• One (1) paid meal allowance, and One (1) thirty (30) minutes pay, 
compensated at the overtime rate for each missed meal. All accumulated 
missed meals, per the chart below, shall be applied to the end of day, or 
shift: 

• Utilizing the meal allowance to take a sit-down meal and SMUD will pay 
for the time taken to eat the meal paid at the applicable rate. 

2. Anytime the employee furnishes the 1st meal on a prearranged assignment and 
working conditions require the employee to work through said meal, they will 
be compensated thirty (30) minutes at the overtime rate and will not be paid the 
meal allowance. 

3. If an employee is called away from a prearranged assignment for emergency 
work, the employee will be entitled to an earned meal allowance as per B.1 of 
this section starting at the time of emergency call out and every 5 work hours 
thereafter. 

4. After completion of a rest period and returning to work (inside of regular 
scheduled shift hours), employees shall observe their regular meal period 
intervals, including overtime meals. (Revised 1/1/2026) 
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Overtime Meal Eligibility Chart – Based on 8, 9, and 10 hour workday (Revised 1/1/2026) 

A B C D E 

Rule # Overtime work is And is 
Prearranged 

Then the meal period is 
paid at the applicable 

rate 

And the cost of the meal is 
reimbursed up to the 

prescribed limit 
And the time needed to become eligible is 

1 
During employee 

regular hours worked 
on RDO/ADO 

YES 
NO (if less than normal 

extension of regular 
work day) 

NO (if less than normal 
extension of regular work 

day) 

After: 
8- hour shift: 1.5 hours worked after end of 

shift 
9/10-hour shift: 1 hour worked after the 

end of shift 
Every 5 hours worked thereafter 

2 YES 
YES (if more than 

extension of regular 
work day) 

YES (if more than extension of 
regular work day) 

3 NO YES YES Every 5 hours worked 

4 
During employee 

regular hours worked 
on weekends 

YES 
NO (if employee 

worked less than 9.5 
hours) 

NO (if employee worked less 
than 9.5 hours) N/A 

5 YES 
YES (if employee 

worked 9.5 hours or 
more) 

YES (if employee worked 9.5 
hours or more) 

After 9.5 hours worked starting at hour 9.5 
and every 5 hours worked thereafter 

6 NO YES YES Every 5 hours worked 

7 
An extension of 

employee regular 
hours worked 

YES or NO YES YES 

After: 
8- hour shift: 1.5 hours worked after end of 

shift 
9/10-hour shift: 1 hour worked after the 

end of shift 
Every 5 hours worked thereafter 

8 
Start time outside 
employee regular 

work hours on a 
scheduled or non-

scheduled day 

YES YES 
Employee furnishes first 

meal. Subsequent meals are 
reimbursed. 

5 hours after employee provides 1st meal 
and every 5 hours worked thereafter 

9 NO YES YES Every 5 hours worked 

10 
Start time is 2 hours 

or more before 
employees regular 

start time and 
continues into 

regular scheduled 
shift 

YES YES 
Employee furnishes first 

meal. Subsequent meals are 
reimbursed. 

5 hours after employee provides 1st meal 
and every 5 hours worked thereafter 

11 NO YES YES Every 5 hours worked 

12 
Start time is less 

than 2 hours before 
employee regular 

start time and 
continues into 

regular scheduled 
shift 

YES NO NO N/A 

13 NO YES YES Every 5 hours worked 

• For information regarding Alternative Work Schedules refer to: Article 5.3.A(1)(a), 
Article 5.3.A(2), Article 5.3.B(1)(a), and Article 5.3.B(2). For information regarding Lunch 
Periods refer to: Article 5.6.B(1) and Article 5.6.B(2). 

• For information regarding missed meals and any travel time in calculation of earning a 
rest period refer to: Article 7.9.E (1) (Revised 1/1/2026) 
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C. 12-Hour Shift 

The guidelines will apply to overtime meals except that "regular work hours" or "regular 
schedule or shift" will be a 12-hour shift rather than an 8-hour shift. 

Employees working scheduled 12-hour shifts for straight time will not be eligible for 
overtime meals unless they continue to work after their regular quitting time for one hour 
and at 4-hour intervals thereafter. The 12-hour rules apply when employees are scheduled 
to work the 12-hour shift rotation. If an employee is scheduled for 8-hour days, the 8-hour 
rules apply. 

D. SMUD Provided Meals at Work Site 

When an overtime meal is earned and the appropriate supervisor determines that SMUD 
should provide a meal at the work site, the following guidelines shall apply: 

1) Employees will be provided a meal that should be, but under certain conditions may not 
be, a comparable substitute for a meal that the employee would have eaten; and 

2) Employees will be provided reasonable time to eat the meal on SMUD time; and 

3) Employees will still be due the earned meal (i.e., the provided meal is not considered to 
be a meal payment, a meal provided, or a meal taken). 

Note: The type of meal provided will depend on the average restaurant available in the 
general area, the time of day the meal is provided, the availability of restaurants that can 
provide a comparable substitute within a reasonable distance of the work site, and the 
breakfast, lunch or dinner menu at restaurants where comparable substitutes are 
available. 

E. Reimbursements 

1) When employees earn an overtime meal, and the meal is not paid for by SMUD, they 
will be paid in accordance with Maximum Meal Allowances. This payment will be 
made through the payroll system and will be included on the employee’s paycheck. No 
additional meal payment will be made if they are provided a SMUD-paid meal. 

2) If employees work for an extended period of time, they may earn additional meals 
during their shift. No additional meal payment will be made if they are provided 
SMUD-paid meals. 

3) Payments for overtime meals will be included in employee's gross income, and 
applicable Federal and State income taxes and FICA taxes will be withheld. 

4) SMUD will make procurement cards available, as needed, to carry out the provisions of 
this article. 
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5) If an employee pays for a maximum meal allowance out of pocket, reimbursement 
will be made in accordance with E.1 of this section. (Revised 1/1/2026) 
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ARTICLE 10 

PERSONAL LEAVE 

1. INTRODUCTION 

Department Directors or supervisors must approve all requests for leave in advance. Absence 
not approved in advance will be charged as leave of absence without pay. 

2. EARNING PERSONAL LEAVE 

All regular employees begin accumulating personal leave credits upon employment. 

A. Full-Time Employees 

Full-time regular employees earn personal leave credits on the following schedule: 

1. First through Fourth Year of Service 

Employees earn 80 hours of personal leave per year (6 hours and 40 minutes per 
month). 

2. 5th through 14th Year of Service 

Employees earn 120 hours of personal leave per year (10 hours per month) from the 
beginning of their 5th year through their 14th year of service. 

3. 15th through 22nd Year of Service 

Employees earn 160 hours of personal leave per year (13 hours and 20 minutes per 
month) from the beginning of their 15th year through their 22nd year of service. 

4. 23rd through 29th Year of Service 

Employees earn 200 hours of personal leave per year (16 hours and 40 minutes per 
month) from the beginning of their 23rd year through their 29th year of service. 

5. 30 or More Years of Service 

Employees earn 240 hours of personal leave per year (20 hours per month) from the 
beginning of their 30th year of service. 

B. Part-Time Regular Employees 

Part-time employees scheduled to work 20 or more hours per week on a fixed schedule, 
earn personal leave credits based on the hours worked. (176 hours equal one month's 
service). 
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C. Personal Leave Bonus 

1. Full-Time Employees 

Permanent, full-time employees will be credited with a 40-hour personal leave bonus on 
the 10th anniversary date of full-time continuous service. 

2. Part-Time Regular Employees 

Regular, part-time employees will be credited with a 40-hour personal leave bonus after 
working the equivalent number of hours required of full-time employees. 

D. Accrual Limit 

Employees may carry up to 680 hours of personal leave into the New Year. Excess vacation 
accrual (beyond the 680-hour limit) as of the start of the New Year will be forfeited and the 
vacation time forfeited will be paid out at the employee’s straight time rate of pay in the 
pay period including January 9th. (Revised 1/1/2018) 

Exception: If an emergency arises or service requirements do not allow employees to use 
their personal leave credits, their department Director may recommend to the General 
Director that the employee be allowed to exceed the maximum hours that may be carried 
over into the next year. 

E. Non-Accrual of Personal Leave Credits 

Employees will not earn personal leave for each cumulative total of 176 working hours of 
the preceding 12 months while they are absent on leave without pay. 

F. Personal Leave Sell-Back 

1. Full time employees may elect to sell back up to one hundred-twenty (120) hours (up to 
60 for part-time employees) of accumulated personal leave credits per year, provided 
the employee schedules and uses at least the equivalent of one (1) work week of 
personal leave in the same year. 

2. Personal Leave Sell-Back Agreements, which are irrevocable, must be submitted to the 
HRS Payroll unit no later than December 31 of the year prior to the year in which the 
personal leave will be accrued and paid out. An employee may elect to apportion the 
amount of sell back between paychecks for pay periods 13 and 25, limited to the 
amount of Personal Leave accrued in that year at the time of the payout. 

3. An employee may request a hardship withdrawal payment of accrued leave at any time 
when an unforeseen hardship arises, and payment is needed to cover such expenses. 
Hardship withdrawals are only allowed for the reasons specified in the hardship 
distribution rules for SMUD’s 457(b) plan as well as other similar hardships approved 
by SMUD.  (Revised 1/1/2022) 
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3. USING PERSONAL LEAVE CREDITS 

Employees are eligible to use their personal leave credits as soon as they show on their pay 
stub. 

A. 9/80 Shifts 

Employees who take paid time off on Personal Leave on a regularly scheduled workday 
will be charged the number of hours they were regularly scheduled to work (i.e., nine (9) 
hours, if regularly scheduled to work a 9-hour shift). 

B. 4/10 Shifts 

Employees who take paid time off on Personal Leave on a regularly scheduled workday 
will be charged 10 hours personal leave. 

C. 12-Hour Shift 

Personal leave may be taken on an hourly basis. When a full day's personal leave is taken, it 
will be charged according to the normal work shift of the individual. An individual working 
12-hour shifts who takes a personal leave day will be charged 12 hours of personal leave. 

D. Scheduling Personal Leave 

Personal leave is normally taken each calendar year. 

The time is scheduled and approved by the employee’s department Director or supervisor 
after considering the preference and seniority of each employee in each classification. 
Seniority is determined by total years of continuous SMUD service. 

E. Normal Working Conditions 

1. Scheduling for More Than One Week 

Leave periods of one, two, or three weeks will be given preference over split leave 
periods and leave periods of more than three weeks. 

2. Scheduling Entire Crews or Other Work Units 

If it is necessary to schedule time off for an entire crew or work unit, the leave period 
will be scheduled to meet SMUD's needs and the dates selected by a majority of the 
crew or work unit. 

3. Scheduling for Less Than One Week 

When conditions of the work permit; employees may be granted one hour or more 
personal leave at a time. 
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F. Emergency Conditions/Service Requirements 

In an emergency, employees may be asked to forego all or part of their scheduled leave 
period. If employees are already on personal leave, they may be requested to report for duty. 
SMUD recognizes that all employees are entitled to use their personal leave. It is also 
recognized that certain service requirements of SMUD may require personal leave to be kept 
to a minimum. SMUD supervisors will make every effort to provide personal leave to each 
employee annually. 

G. Part-Time Regular Employees 

Part-time employees regularly scheduled to work 20 or more hours per week may be granted 
personal leave up to 40 hours in a week. 

H. Effect of Holidays 

If a recognized SMUD holiday falls within an employee’s personal leave period, it is not 
counted as a day of personal leave. 

4. PAYMENT FOR PERSONAL LEAVE 

A. Regular Classification 

An employee’s personal leave pay is computed at the straight-time rate of pay for their 
regular classification at the time the leave is taken. 

B. Dual Classification 

If employees are in a dual job classification, their personal leave pay is based on the 
classification in which they would be working if they were not on personal leave. 

C. Extended Military Leave 

If employees are on an extended military leave (over 180 calendar days), they must take a 
lump sum cash payment for their accumulated personal leave or save it for use later. A 
lump-sum cash payment will be calculated at the employee’s rate of pay when their leave 
started. 

5. PAYMENT FOR UNUSED PERSONAL LEAVE 

A. Termination of Employment 

1. Regular Terminations 

If employees are eligible to accrue personal leave credits and they terminate from 
SMUD employment, they will be paid for any accumulated personal leave credits. 
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Employees may not use their accumulated personal leave credits immediately prior to 
the effective date of termination. Employees will receive cash compensation in a lump-
sum payment. 

2. Dismissal for Cause 

Normally, if employees are dismissed for cause, they will be paid for any accumulated 
personal leave credits they might have at the time of termination. In extraordinary cases, 
before final payment is made to employees, General Manager approval will be required. 

B. Retirement 

If employees are retiring, they may take a lump-sum payment for their personal leave. 
Employees may choose to take personal leave prior to the effective date of their retirement 
if: they have the equivalent of 5 years of full-time uninterrupted service with SMUD, and 
they have been a member of the Public Employees Retirement System (PERS) for at least 5 
years, and they are at least 50 years of age for Classic and 52 years of age for PEPRA. 
(Revised 1/1/2026) 
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ARTICLE 11 

HOLIDAYS 

1. INTRODUCTION 

Eligible employees are granted paid time off for specified holidays and provided premium pay 
if required to work on a holiday. 

2. AUTHORIZED HOLIDAYS 

A. SMUD-Observed Holidays 

SMUD guarantees regular employees the following 9 SMUD-observed holidays:  New 
Year's Day; Martin Luther King, Jr. Day (celebrated on the third Monday in January); 
Presidents' Day (celebrated on the third Monday in February); Memorial Day (celebrated on 
the last Monday in May); Independence Day; Labor Day; Thanksgiving Day; Day After 
Thanksgiving; and Christmas Day. 

B. Floating Holidays 

In addition to SMUD-observed holidays, regular, permanent employees with 6 or more 
months of full-time service receive floating holidays according to the following: January 1, 
July 1, September 1 and November 1. These floating holidays are administered as 8 hours 
of personal leave. They may be carried over from year to year in the same manner and with 
the same limits as accumulated personal leave. 

SMUD will approve the use of a floating holiday, or a day of personal leave for any regular 
SMUD employee, who has served in the armed forces of the United States, or their allies, 
and who wishes to observe the (November 11) Veterans Day Holiday. 

C. Special Holidays 

The General Manager/CEO may authorize regular employees, additional time off during the 
Christmas - New Year holiday season. 

3. HOLIDAY PAY 

A. Eligibility for SMUD-Observed Holiday Pay 

1) Full-time Employees 

To be eligible for holiday pay, an employee must be a regular employee.  In addition: 

a) Employees must have worked the workday immediately prior to or immediately 
following the holiday, or 
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b) Employees must have been on approved personal leave, sick, CTO, or leave with 
pay for the entire workday immediately prior to or immediately following the 
holiday. 

2) Part-time Regular Employees 

To be eligible for holiday pay, part-time employees must be working 20 or more hours 
per week on a fixed schedule. 

B. Eligibility for Floating Holiday Pay 

Eligibility is the same as that for SMUD-observed holidays for all employees working for 
more than 6 months. 

C. Eligibility for Special Holiday Pay 

The General Manager/CEO may determine who is eligible for special holidays such as 
additional time off during the Christmas-New Year holiday season. 

1) Full-Time Permanent Employees 

To qualify for Special Holiday pay, employees must work or be on paid leave for the 
other work hours on the day that it is granted. If employees are required to be on duty 
for the Special Holiday, they should be given equivalent time off on New Year's Eve or 
other suitable time. If employees cannot be granted time off, they will be given the 
equivalent of straight time pay in addition to pay for working that day. If the day 
designated as a Special Holiday is a regularly scheduled day off for employees, then the 
first time that they request personal leave after that day, they will charge the equivalent 
number of hours to "Other Paid Leave." This will ensure that employees are given 
equivalent paid time off. 

2) Part-Time Regular Employees 

Part-time employees regularly scheduled to work 20 or more hours per week will be 
credited with half the paid time off granted to full-time employees for a Special 
Holiday, whether or not they were scheduled to work on that day. 

D. Holiday Pay 

1) When a holiday falls on an employee's regularly scheduled workday, the employee will 
be given the day off and will be compensated for the number of hours the employee is 
regularly scheduled to work on that day. When a holiday is observed on an employee's 
regular day off, the employee is credited with 8 hours of personal leave. Part-time 
Regular employees will be credited with 4 hours pay for any authorized holiday 
whether or not scheduled to work on that day. Holiday pay is based on the classification 
in which the employee is scheduled to work when the holiday occurs. 
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2) For shift employees, if a holiday falls on a Saturday and employees are credited with an 
extra day of personal leave, shift employees receive the extra day of personal leave or 8 
hours of straight time pay for working on the holiday at the employee's discretion. 

3) 12-Hour Shift 

If an employee scheduled to work a 12-hour shift requests and is granted the day off on 
a holiday, the employee will be provided with 12 hours of straight time holiday pay. If 
an employee is scheduled to work, the employee will be allowed to work the holiday. 
Employees whose day off occurs on a holiday shall be paid for 8 hours at the straight 
time rate or be credited with 8 hours of personal leave at the employee's discretion. 

4. OBSERVING HOLIDAYS 

A. When a SMUD holiday falls on a Saturday, SMUD will observe the holiday on the 
preceding Friday.  Sunday holidays will be observed on the following Monday. 

B. Special Shift Employees 

Holiday compensation will be paid to 12-Hour Shift Power System Operators (“PSO”), 12-
Hour Shift Distribution System Operators (“DSO”), and 8-Hour Shift Troubleshooter 
employees who work the actual holiday, not to those who work the designated holiday. 
Employees working the day shift on the actual holiday and those working the night shift 
that starts on the actual holiday will be paid for the holiday. (Revised 1/1/2026) 

5. PREMIUM HOLIDAY PAY 

A. Regular Full-Time Employees 

Regular Full-Time Employees listed in Appendix A are eligible for Premium Holiday 
Pay as described in this Section 11.5.A. (Revised 1/1/2026) 

Employees eligible for holiday pay provisions will receive it if they are required to work 
on the designated holiday rather than the "actual" holiday because they work in positions 
that require scheduled staffing without regard to holidays, except 12-hour shift 
employees.  For example, if the holiday falls on a Sunday, SMUD will observe that holiday 
on the following Monday. Employees required to work on the "actual" Sunday holiday 
would not receive the holiday pay provisions. However, employees required to work on the 
designated holiday (Monday) would receive the holiday pay provisions. (Revised 1/1/2026) 

Employees are paid for all time worked on the holiday at the rate of double-time, plus 
straight-time pay for the holiday for a total of 3 times their straight-time pay. 
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B. Part-Time Employees 

Regular Part-Time Employees listed in Appendix A are eligible for Premium Holiday 
Pay as described in this Section 11.5.B. 

Part-time employees are eligible for Premium Holiday Pay if are required to work on 
the designated holiday rather than the "actual" holiday because they work in 
positions that require scheduled staffing without regard to holidays. (Revised 1/1/2026) 

Part-time employees are paid for all time worked on the holiday at the rate of double-time. 

C. Special Shift 

Regular Employees in the following classifications are eligible for Premium Holiday 
Pay as described in this Section 11.5.C: 12-Hour PSO, DSO, and 8- Hour Shift 
Troubleshooters. (Revised 1/1/2026) 

Premium holiday pay will be paid to eligible employees who are required to work on 
actual holiday, because they work in positions that require scheduled staffing without 
regard to holidays, not to those who work the designated holiday. Employees working the 
day shift on the actual holiday and those working the night shift that starts on the actual 
holiday will be paid for the holiday. (Revised 1/1/2026) 

1) When PSO and DSO employees regularly scheduled workday falls on a holiday, the 
employee will be paid double-time for the hours worked and 12 hours straight time 
holiday pay. A Troubleshooter will be paid double-time for the hours worked and 8 
hours straight time holiday pay. (Revised 1/1/2013) 

2) If an employee is required to work a holiday on a normally scheduled day off, the 
employee will be paid double-time for the hours worked, and 8 hours at the straight 
time rate or be credited with 8 hours of personal leave at the employee's discretion. 

3) If a PSO, DSO or troubleshooter is on a pre-determined rotating schedule for the year 
and are scheduled for a Holiday, they will be allowed to work the holiday. 

4) If a holiday falls within a Troubleshooter’s shift, employees scheduled shall have the 1st 

opportunity to work that holiday 

5) If a Troubleshooter declines to work on the Holiday, shift coverage will be filled from a 
volunteer list of relief Troubleshooters with the least number of overtime hours. 
(Revised 1/1/2026) 
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ARTICLE 12 

SICK LEAVE 

1. INTRODUCTION 

Except as outlined in the Article below, sick leave provides salary protection in case of illness 
or injury in accordance with SMUD’s Sick Leave Policy, AP 4.5.15. (Effective date 04/10/25 
Appendix G) (Revised 1/1/2026) 

2. GUIDELINES 

A. General 

Payment for sick leave is calculated at the employee’s rate of pay when the leave is taken 
except when under timecard upgrade. 

B. Use of Sick Leave 

Sick leave may be taken in 15-minute increments. When employees use sick leave, they 
must let their supervisor know in advance, if possible. If employees can't show up for work, 
they are expected to notify their supervisor each day, prior to the start time of their 
scheduled shift. If employees are off work for 5 or more consecutive days due to illness or 
injury, they may be required to provide a medical release for return to work, or other 
document satisfactory to their supervisor that indicates they may safely return to work. 
(Revised 1/1/2013) 

If an employee’s supervisor has cause to believe that the employee’s absence is not for an 
authorized reason and the employee has already taken three days of sick leave that calendar 
year, the employee may be required to provide substantiating evidence. If the employee 
fails to provide adequate evidence, their request for sick leave will be denied and the 
absence will instead be charged to unauthorized leave without pay. Improper use of sick 
leave and/or unauthorized leave without pay is considered a work conduct and/or an 
attendance problem that will be addressed through the positive discipline process. 

Sick leave may also be used for supplementing worker's compensation payments and when 
taking disability retirement. 

C. Sick Leave While On Personal Leave 

If employees become ill while on personal leave, they may request that their personal leave 
be changed to sick leave. 

D. Sick Leave On a Holiday 

If an employee is sick on a workday that is also a holiday, the employee will get holiday 
pay, and sick leave will not be charged. 
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E. Sick Leave Incentive Plan 

SMUD encourages employees to maintain good health by providing a sick leave incentive 
plan.  Employees can earn personal leave credits if they have low sick leave use. Eligible 
employees are permanent full-time employees who work a full payroll year. The credit is 
granted after year's end according to the following schedule: 

Guidelines for Administration of the Sick Leave Incentive Program 

Prior Year’s Sick Leave Usage by 
Work Schedule 

Personal Leave Granted by Work 
Schedule 

8 hr-5 9-80 4-10 12 hrs. 8 hr-5 9-80 4-10 12 hrs. 
0 hrs. 0 hrs. 0 hrs. 0 hrs. 16 hrs. 18 hrs. 20 hrs. 24 hrs. 

1-8 hrs. 1-9 hrs. 1-10 hrs. 1-12 hrs. 12 hrs. 13.5 hrs. 15 hrs. 18 hrs. 
9-16 hrs. 10-18 hrs. 11-20 hrs. 13-24 hrs. 8 hrs. 9 hrs. 10 hrs. 12 hrs. 
17-24 hrs. 19-27 hrs. 21-30 hrs. 25-36 hrs. 4 hrs. 4.5 hrs. 5 hrs. 6 hrs. 

Employees who are granted 2 days personal leave credits may choose cash instead of time 
off. 

Up to 36 hours of total Sick Leave usage per payroll year will not count toward Sick 
Leave usage for the above schedule. (Revised 1/1/2026) 

F. Long-Term Disability 

An employee will be permitted to use his/her sick leave in those situations in which the 
illness meets the disabled definition of SMUD's Long-Term Disability Plan. If the 
employee is not precluded by his/her disability from performing other work and SMUD has 
made a limited duty assignment available to the employee, he/she shall not be permitted to 
use sick leave. (Revised 1/1/2013) 
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ARTICLE 13 

LEAVES OF ABSENCE 

1. GENERAL 

An authorized leave of absence is leave that is approved in advance. An unauthorized leave of 
absence is leave that is not approved in advance. An extended leave of absence is an unpaid 
leave that is more than six months. 

2. LEAVE OF ABSENCE WITH PAY 

A. Death In Family 

Death in a family will be handled in accordance with SMUD’s Bereavement Leave 
Management Procedure, MP 04.05.13.100. (Effective 02/23/24 Appendix G) (Revised 
1/1/2026) 

B. Election Days 

The polls are normally open long enough to allow employees to vote either before or after 
work. However, should an emergency work situation make it unlikely the employee will be 
able to vote, their supervisor will grant them a maximum of two hours paid time off to vote 
in any statewide general election. 

C. Court Appearance 

Except as outlined in the section below, SMUD will allow regular employees to take time 
off with pay for authorized court appearances in accordance with SMUD’s Jury Duty and 
Court Appearances Policy (AP 04.05.06). (Revised 1/1/2022) 

1) Jury Duty 

a) Length of Jury Duty 

Since employees may be called for jury duty late in the morning or released early in 
the day, their supervisor may require employees to work the remaining fraction of 
the workday. If employees do not comply with this obligation, they will not be paid 
their SMUD salary for the time not at work. Employees may also be subject to 
disciplinary action. 
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b) Time of Jury Duty 

Jury duty occurring at times other than an employee’s regular work hours does not 
typically excuse them from working their normal shift. Employees may be excused 
only if the jury duty required their service for 8 hours during the 16 hours 
immediately preceding their regular shift. This does not, however, in any way 
authorize payment of overtime in the event employees actually decide to work. 

c) 12-Hour Shift 

Jury duty will result in the employee being rescheduled to an 8-hour day shift; 
Monday through Friday, while on jury duty with the employee guaranteed a 40-
hour workweek. If released from jury duty prior to the end of the workweek, the 
employee will be returned to relief duty for the remainder of the week. 

2) Duty as a Witness 

a) Under Subpoena 

If employees are subpoenaed as a witness in a civil or criminal trial or hearing, they 
must give their supervisor a copy of the court order requiring them to appear. 
Employees may be given paid time off for this appearance. 

b) Expert Witness 

If employees are called as an expert witness, and SMUD has no interest in the trial, 
employees must use their personal leave credits for the time off. 

3) Involvement as a Plaintiff or Defendant 

If employees are personally involved in a court case as the plaintiff or defendant, 
SMUD will not provide them with paid time off to appear in court or to transact 
business associated with their case. The employee’s supervisor may, however, grant 
personal leave in such cases. 

D. Professional Leave 

Upon recommendation of an employee’s Department Director and approval by the General 
Manager/CEO, SMUD may allow them to participate to a reasonable extent in the activities 
of a professional organization without loss of pay. However, SMUD will not reimburse the 
employee for travel or other expense unless SMUD receives a direct benefit from their 
activities, as determined by their Department Director. 

If employees hold a major national office in a recognized professional association, they 
may be allowed absence with pay for travel required in the performance of their duties as an 
officer. Such absence with pay shall normally not exceed ten working days in a calendar 
year. 
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E. Short-Term Union Business 

SMUD will not unreasonably deny requests for leaves of absence for employees to serve as 
stewards or officers of the exclusive representative or of any statewide or national 
employee organization with which the exclusive representative is affiliated. Employees 
who are granted leave-of-absence from SMUD to work for the Union remain on SMUD's 
payroll. Employees will continue to receive PERS contributions and service credit. SMUD 
in its sole discretion reserves the right to deny a requested leave-of-absence. During the 
leave, SMUD shall fund the retirement contributions required of SMUD as an employer and 
as specified by the MOU, and as required by Government Code section 3558.8. The 
employee shall earn full service credit during the leave of absence and shall pay their 
employees contributions. (Revised 1/1/2026) 

1) The Union shall reimburse SMUD for the employee's salary plus fringe benefit costs 
while the employee is on the leave-of-absence. 

2) This provision will apply to leaves-of-absence for six months or less. 

3) Requests shall be made at least two weeks in advance and directed to the Manager, 
Labor Relations unless otherwise agreed to between SMUD and the Union. 

4) At the conclusion or termination of leave, SMUD shall reinstate the employee to the 
same position and work location held prior to the leave, or, if not feasible, a 
substantially similar position without loss of seniority, rank, or classification. (Revised 
1/1/2022) 

5) The Union agrees to indemnify and hold SMUD harmless against any and all liability 
for loss, damage, cost or expense which SMUD may incur by reason of bodily injury, 
including death, to any person or persons or by reason of damage to or destruction of 
property, including the loss of use thereof, arising out of or in any way connected with 
the herein described program, whether or not due in whole or in part to any act, 
omission or negligence of SMUD, active or passive, excepting only such injury, loss or 
liability as may result from the criminal or willful misconduct of SMUD, its agents or 
employees, other than employees participating in this program. 

a) Workers' Compensation 

Where payments are made to SMUD's employees under a workers' compensation or 
disability benefits law for bodily injury or death arising out of or in any way 
connected with the herein described program, the Union shall make full and 
complete reimbursement to SMUD to the extent such payment increases SMUD's 
workers' compensation or disability benefit costs, whether such increase in costs 
occurs in the form of an increase in premiums or contributions, reduction in 
dividends or premium refunds, or otherwise. 

b) Notice and Defense of Claims 
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In the event any claim or demand is made, or suit or action is filed against SMUD 
alleging liability for which the Union shall indemnify and hold harmless SMUD 
under this Section; SMUD shall promptly notify the Union thereof, and the Union 
shall at its sole expense bear the cost and expense including legal fees to settle, 
compromise or defend the same in such manner as it, in its sole discretion, deems 
necessary or prudent. 

c) Insurance Representation 

The Union agrees to carry the amount of self-insurance or comprehensive liability 
insurance, including contractual liability coverage, covering the indemnification and 
defense obligations set forth herein, subject to such types and amounts of self-
insurance, retentions, or deductibles as are consistent with good business practice in 
the industry. 

3. LEAVE OF ABSENCE WITHOUT PAY 

A. Leave For Personal Business 

Employees may be granted leave for urgent or substantial personal reasons such as caring 
for their newborn child, being appointed, or elected to an employee organization which 
requires their services in connection with SMUD activities, and furthering the employee’s 
education. Employees must use all of their personal leave before starting their unpaid leave 
or take a lump-sum cash payment for their accumulated personal leave. 

B. Medical Leave 

Employees may be granted a leave for illness if they are regular, permanent, or 
probationary employees. The leave will be granted for a reasonable period of time for 
employees to recuperate from a disabling illness or injury. The General Manager/CEO must 
approve leaves of more than one year. 

4. PREGNANCY DISABILITY AND PARENTAL LEAVE 

A. Pregnancy Disability Leave 

Pregnancy disability leave will be handled in accordance with SMUD’s Administrative 
Policies Pregnancy Disability Leave, AP 04.05.09 (Effective 07-11-2012* Appendix G) 
and Family Care and Medical Leave, AP 04.05.05.(Effective 01-01-25 Appendix G) 
(Revised 1/1/2026) 

B. Parental Leave (child bonding) 

Parental leave will be handled in accordance with Administrative Policy Family Care 
and Medical Leave, AP 04.05.05 (Effective 01-01-25 Appendix G) (Revised 1/1/2026) 
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5. EFFECTS OF LEAVE ON SMUD BENEFITS 

A. Leave of Absence with Pay 

There is no effect on employee benefits. 

B. Leaves of Absence Without Pay 

1) Personal Leave and Sick Leave 

While employees are on an unpaid leave of absence, they will not earn personal leave or 
sick leave credits. Employees in a leave without pay status and receiving Workers 
Compensation benefits (“WC”), will cease accruing leave credits unless they are 
supplementing their WC with personal or sick leave. Employees who are in a leave 
without pay status and receiving short- and long-term disability benefits do not accrue 
leave. (Revised 1/1/2013) 

2) Salary Increases 

Employees will not be eligible for salary increases or other benefits or considerations 
where service is a factor. 

3) Short- and Long-Term Disability (STD and LTD) 

If employees are on an unpaid leave of absence and they become disabled, they may be 
eligible for STD or LTD consistent with their benefit enrollment plan eligibility. 
(Revised 1/1/2026) 

4) Health, Life, and Dental Coverage 

• Medical Leave 

If employees are regular employees on a leave of absence for illness or injury, they 
may continue participating in the group health, life, and dental plan. SMUD will pay 
its share of the premium under the provisions of the contract. The coverage in most 
cases will continue until employees are well enough to return. 

• Personal, Education, and Non-medical Maternity Leave 

If employees are regular employees, they may continue participating in the group 
health, life, and dental plans. However, SMUD will only pay its share of the 
premium for the first three months of leave. Beyond that time, employees will be 
responsible for the entire premium. 
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5) Holidays 

Employees are not eligible to be paid for holidays when they are on unpaid leave of 
absence the day before and the day after the holiday. 

6) PERS and Social Security 

No contributions are made by the employee or SMUD when the employee is on an 
unpaid leave of absence. 

6. EFFECTS OF LEAVE ON PAYROLL DEDUCTIONS 

A. Less Than One Year 

If employees’ leave was less than a year, their payroll deductions (Deferred Compensation, 
United Way, Credit Union, Union Dues, etc.) will be reestablished upon their return. 

B. One Year Or More 

If employees’ leave was for one year or more, they must reestablish the deductions upon 
their return. 

7. ABUSE OF LEAVE 

A. Expiration of Leave 

If employees fail to return to work upon the expiration of their leave of absence, their 
employment with SMUD may be terminated. 

B. Inappropriate Use of Leave 

If employees use their leave of absence for purposes other than for which it was granted, 
their leave of absence may be terminated, and their employment with SMUD may also be 
terminated. 

C. Unauthorized Leave of Absence 

Absence without approved leave, voluntary or involuntary, for five consecutive workdays 
constitutes resignation from SMUD service, as of the last day worked. 

See the Automatic Resignation Article, for further details. 
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8. MILITARY LEAVE OF ABSENCE 

SMUD provides time off and other benefits (collectively referred to as “Military Leave”) to 
employees called to (a) active or inactive duty/training in the Armed Forces (Air Force, Army, 
Coast Guard, Marine Corps, Navy, and Space Force), Air National Guard, and Army National 
Guard, (b) active or inactive duty, training, encampment, navel cruises, special exercises, or 
like activity in the National Guard, Naval Militia, or Commissioned Corps of Public Health 
Services, or (c) an emergency operation of the Civil Air Patrol (a California Wing of the 
civilian auxiliary of the United States Air Force) (a) through (c) are collectively referred to as 
“Military Service”). In accordance with federal and state laws, SMUD provides job protection 
for reemployment after Military Service without loss of seniority, status, and pay  as set forth in 
this Article. (Revised 1/1/2022) 

A. Eligibility and Approval for Unpaid and Paid Military Leave 

1) Generally, there is no required minimum amount of employment with SMUD required 
for unpaid Military Leave. However, for those in the Civil Air Patrol, they must have 
been employed with SMUD continuously for 90 days prior to the requested unpaid 
Military Leave. (Revised 1/1/2022) 

2) 30 days of paid Military Leave (no more than 240 hours) is available to employees 
providing Military Service who (1) have completed at least one year of continuous 
service with SMUD immediately before this Paid Military Leave that is sought, and (2) 
will return to SMUD within 180 days (including travel to and from) of the start of the 
Paid Military Leave. Payment for Military Leave is not available for times in which the 
employee would not be regularly scheduled to work at SMUD. (Revised 1/1/2022) 

3) Up to 6 months of paid Military Leave per deployment is available to employees 
providing active Military Service and who (1) have completed at least one-year 
continuous service with SMUD immediately before this Paid Military Leave is sought, 
and (2) have not received the benefit in Section A.2 of this Article within the prior year. 
Leave pursuant to this paragraph will be paid in the amount of the difference between 
their military base pay and their regular salary and continue 
their existing health and welfare premium. After six months of active duty, such 
employees will be placed on unpaid Military Leave and will be required to pay all 
further benefits premiums. Employees who performed Military Service will receive a 
week’s personal leave on their return from a duty of more than 180 calendar days in 
recognition of their need for rest and recuperation. (Revised 1/1/2022) 

B. Service Time Credit 

Employees’ time on Military Leave counts as SMUD service for calculating benefits. 
(Revised 1/1/2022) 
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C. Benefits Determination 

1) Leave Accruals 

When on Military Leave without pay, an employee’s personal and sick leave accruals 
are suspended. (Revised 1/1/2022) 

2) Personal Leave Lump Sum Payout 

Employees called up for active Military Service may request a lump sum payout for 
their accrued personal leave. (Revised 1/1/2022) 

3) Holidays 

Employees on paid Military Leave are eligible for paid holidays. (Revised 1/1/2022) 

4) Deferred Compensation 

Employee’s arrangement remains in effect unless they wish to change it. 

D. Employee's Responsibility 

Employees are expected to request a Military Leave and other leaves of absence from their 
manager with as much advance notice as possible. Employees are expected to keep their 
manager advised of their leave situation and notify People Services & Strategies at least 
two weeks prior to expiration of their Military Leave to discuss their return to work. 
(Revised 1/1/2022) 

E. Return from Military Leave 

When employees are ordered to active-duty Military Service and return within 5 years of 
call-up, they are entitled to return to their former position if it still exists. If it has ceased to 
exist, employees will be reinstated into a comparable position. If employees were ordered 
to active duty during war, national emergency, national conscription, or pursuant to an 
order of the United Nations, or for other reasons specified by law, the 5-year limitation is 
not applicable. In order to be eligible for such an exception to the 5-year limitation, 
employees must not have received a dishonorable discharge. Employees must return from 
full time Military Service within 40 days of being released, and employees returning from 
service or within twelve months of the date on which they could have terminated from 
active service, whichever is sooner. Or, if they are returning from active duty for training, 
initial active duty for training, inactive duty training, or fulltime National Guard training, 
they must return within 14 days following the completion of service if their service was 31 
to 180 days (within 90 days if their service was more than 180 days). (Revised 1/1/2022) 

For reserve training and other inactive duty activities, when the employee’s service period 
is 30 days or less, they must report back to work on their next regularly scheduled work 
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shift after a reasonable time to arrive home, rest, and travel to work. When the employee’s 
service period is from 31 to 180 days, they must report to work no later than 14 days 
following completion of service. For service of more than 180 days, the employee must 
apply and return to work no later than 90 days after completion of military service. 
Exceptions are made for employees injured or disabled during service. Such employees 
should contact People Services & Strategies. (Revised 1/1/2022) 

F. Additional Voluntary Service 

All requests for additional voluntary active duty must be submitted to the employee’s 
manager for consideration and approval. The employee’s manager may contact their 
commanding officer to determine the absolute necessity of the request. If the employee’s 
request is approved, they will be paid leave within the limits set forth in this Article. 
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ARTICLE 14 

EXPENSES 

1. INTRODUCTION 

SMUD will pay for or reimburse employees for authorized expenses relating to SMUD 
business. 

2. PERSONAL VEHICLE USE 

A. Authorization 

Employees may be authorized by their Department Director, Area Head, or Program 
Director to use their own vehicle on SMUD business. 

B. Personal Liability 

Employees should have adequate limits of protection under their personal automobile 
liability policy. SMUD insurance does not cover an employee’s own personal liability if 
they are in an accident. 

C. Mileage Reimbursement 

1) Mileage reimbursement rates are per IRS Guidelines up to the equivalent common 
carrier fare at the time of departure. 

2) Incidental travel expenses (i.e., bridge tolls and parking) will be reimbursed at cost. 

3) Mileage claims for trips to the Sacramento Airport are generally limited to the shortest 
round-trip distance between either: 

a) Employee's work headquarters and the airport; or 

b) Employee's home and the airport. 

Note: Special circumstances (i.e., trips by spouses, loss of carpool privileges, or leaving 
on a weekend) may qualify for increased mileage allowances. Employees should 
discuss possible exceptions with their Department Director. 

3. TEMPORARY CHANGE OF HEADQUARTERS 

A. General 

If employees are temporarily assigned a change of work headquarters, SMUD will assure 
that they have appropriate lodging, meals, travel time, and transportation or mileage 
reimbursement to enable the employee to maintain their expected level of performance and 
to minimize any disruption to their customary standard of living. 
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B. Reimbursement 

1) If employees are temporarily assigned to a work headquarters at such a distance from 
their permanent headquarters that it is not practical for them to commute daily, they 
shall be entitled to expense allowances as follows: 

a) Per Diem 

Per diem per IRS guidelines is provided to cover such costs as meals, coffee breaks, 
snacks, newspapers, dry cleaning, laundry, personal phone calls, tips and taxes. The 
per diem rate covers all full days (midnight to midnight). Fifty percent (50%) of the 
rate will be paid for the first and last day, due to the reduced expenses. 

b) Lodging 

SMUD will designate employees’ lodging and pay for its cost. If employees choose 
to stay at another location, SMUD will pay the cost of that lodging up to the amount 
of the lodging originally selected by SMUD. 

c) Travel Time 

Employees will be paid travel time each way for the actual commute required at the 
appropriate overtime rate from the designated lodging to the job site, up to a 
maximum of one hour each way. Travel time at the appropriate rate will be paid to 
employees on the first and last day of the job. Each 45 miles will equal one (1) hour 
of travel. 

d) Transportation 

Transportation may be provided or arranged for by SMUD from the designated 
lodging to employees’ temporary work headquarters. If a SMUD vehicle is not 
provided, employees will be authorized to use their own vehicle. 

When employees use their own vehicle, they will be reimbursed for any mileage in 
excess of ten miles from the designated lodging to and from their temporary work 
headquarters under the private automobile reimbursement rates. 

2) Employees will not be eligible for any of the above expense allowances if they live 
closer to the temporary headquarters than they do to their permanent headquarters. 

C. Special Circumstances 

If special circumstances exist at the time a temporary change of work headquarters is to be 
made, and it is in the best interest of SMUD, SMUD will meet and confer and may agree 
upon reasonable alternatives to the above expense allowances for meals, lodging, travel 
time, and transportation in advance of the assignment. 
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1) Temporarily Assigned to Work in The Back Country 

a. The number of crew members assigned will be determined by the work required 
plus one. Participation will be on a voluntary basis. 

i. In the event not enough qualified volunteers are available, SMUD shall, at its 
sole discretion, hire contract employees, or contract the work out, in accordance 
with the provisions of MOU Article 31.12. 

b. Employees will be compensated as follows for each workday they are assigned to 
the back country: 

i. An amount equivalent to two (2) hours of their regular, straight time base rate of 
pay.  Note: This amount will be paid under timekeeping code WROC, and is not 
be reportable to CalPERS as income for purposes of calculating retirement 
benefits. 

ii. Payment for Meals and Incidentals established by SMUD for South Lake Tahoe, 
El Dorado County, California (currently $86/day). Note: This rate is established 
and updated annually by SMUD, based on data provided by the U.S. General 
Services Administration. (Revised 1/1/2026) 

iii. Because employees are expected to provide their own camping equipment and 
supplies for back country assignments, compensation provided under this 
section will be disbursed to employees at least two weeks in advance of the 
assignment, in order for employees to purchase equipment and supplies in 
advance of the trip. Exceptions, in which case disbursement will be made as 
much in advance as possible: 

1. The next back country assignment, which will likely take place in less than 
two weeks’ time 

2. In the event of an emergency or last-minute substitution 

c. Back Country assignments will normally be continuous in nature. That is, they will 
not normally involve a day off during the assignment, unless such time off is 
required   to meet minimum rest requirements prescribed by the MOU. All overtime 
work while on back country assignment must be approved by management in 
advance. Employees have the option to return to Fresh Pond every 6th day. Note: 
SMUD will not provide special transportation for this purpose. 

d. This agreement will remain in effect through the term of the current MOU, unless 
modified by the parties in writing. (Revised 1/1/2013) 
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D. Daily Commute 

1) If employees are temporarily assigned to a work headquarters and the distance is such 
that they can commute daily from their home, they will be paid travel time each way as 
follows: 

Fresh Pond Headquarters Rancho Seco Elk Grove East 

Fresh Pond - 1 hour 1½ hours 1½ hours 1 hour 
Headquarters 1 hour - 1 hour ½ hour ½ hour 
Rancho Seco 1½ hours 1 hour - ½ hour 1 hour 
Elk Grove 1½ hours ½ hour ½ hour - ½ hour 
East Campus 1 hour ½ hour 1 hour ½ hour -

2) If employees live closer to the temporary headquarters than their permanent 
headquarters, they will not be paid travel time since they are already benefiting from the 
reduction in their normal commute. 

3) If employees are not provided with SMUD transportation for the temporary change of 
headquarters, they will be paid for any additional commute in mileage as a result of the 
headquarters change. 

E. Formal Training Purposes 

For formal training purposes, including apprentice training, employee's reporting 
headquarters may be temporarily changed (less than 12 months) without additional 
compensation if their round-trip commute distance is not increased by more than 10 miles. 

4. TRAVEL EXPENSES 

Employees may choose per diem reimbursement or provide receipts for reimbursement of 
actual expenses. Employees are expected to exercise sound judgment and common sense 
whenever they incur expenses. 

A. Per Diem Purpose 

Per diem is provided to cover such costs as meals, dry cleaning, laundry, personal phone 
calls, tips, and taxes. 

B. Per Diem Eligibility 

Employees will be paid per diem if they are traveling away from SMUD for an extended 
time (normally nine calendar days or longer). 

C. Per Diem Rates 

1) Per diem rates are per IRS Guidelines. Contact travel arrangers for individual meal 
breakdown. 
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2) The per diem rate covers all full days (midnight to midnight). Fifty percent (50%) of the 
rate will be paid for the first and last day, due to the reduced expenses. 

3) The per diem rate does not include lodging expenses. 

4) If the Department Director determines that the per diem rate is insufficient for the 
circumstances, he/she may authorize use of the meal allowance rates and actual costs 
for incidental expenses. This may result from an employee traveling to a number of 
different locations or to a high cost-of-living area. 

5) Per Diem rates should be requested under the "Meals" area of the Travel Claim. 

6) Contact department travel arrangers for further information. 

5. MOVING EXPENSES 

Reasonable relocation expenses will be authorized for new employees, if it is necessary to 
recruit outside the Sacramento area. Employees will be reimbursed in accordance with SMUD 
MP 05.03.03.100 dated July 25, 2025. (See Attachment E) (Revised 1/1/2026) 

6. MISCELLANEOUS REIMBURSABLE EXPENSES 

A. Registration and Licensing Fees 

SMUD will pay 100% of registration or licensing fees and the cost of maintaining a 
registration or license, which may include physicals, travel time to and from 
appointments, etc., when SMUD requires it for employees to perform their job. When 
SMUD offers on-site appointments for physicals and the employee declines, employees 
may use their own physician. Time taken for the appointment and travel time to and 
from will be on the employee’s own time. Regular driver's licenses are exempted. SMUD 
will pay all initial license fees and all but $10 of the renewal fee on renewals for 
commercial drivers' licenses. (Revised 1/1/2026) 

B. Organizational Membership Fees 

SMUD will pay organization membership fees when membership is held in SMUD's name 
and when SMUD requires the employee to be a member of an organization. 

SMUD will pay 100% of the membership fee for any employee who wants to join SMUD's 
Toastmaster Chapter. 

Professional organizations' membership fees are generally reimbursable. Service, social, 
and labor organizations' membership fees are not normally reimbursable. 
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C. Business Meeting Expenses 

Employees will be reimbursed for expenses associated with any meeting they are required 
to attend as a SMUD representative. Approval is required at the area head level or above. 
Employees are not normally eligible for reimbursement in other situations. The department 
Director level or above may approve exceptions. 

D. Communications Expenses 

Employees may be reimbursed for the actual cost of telephone calls, faxes, telegrams, etc. 
when those costs are connected with official SMUD business. Approval is required at the 
area head level or above. 

E. Miscellaneous Expenses 

Other miscellaneous expenses may be reimbursable when spent conducting SMUD 
business. 

7. PERSONAL TOOLS 

Employees in certain job classifications are required to provide some or all tools that are 
needed to perform the duties of their job. These tools will be replaced by SMUD if they are 
worn, lost, or stolen under certain conditions. This policy does not apply to Rancho Seco 
employees. Procedures at this work location are established by the responsible department 
Directors. 

A) Responsibility 

1) Employee 

a) To provide all tools listed on the tool list for the job classification. 

b) To provide tools of good quality and that meet SMUD's safety standards. 

c) To take all reasonable precautions to protect tools from theft, including locking 
them up when not in use. It is understood that some trucks may be unlocked for 
emergency use. 

d) To report in a timely manner tools lost or broken on a SMUD job or stolen as a 
result of a forcible entry on SMUD property. 

2) Department 

a) To inspect the required tools employees provide to ensure the tools meet SMUD 
standards. 

b) To maintain a current list of job classifications required to furnish tools. 
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c) To maintain a current list of all tools that is required for each job classification. 

d) To inform tool room or office responsible for department tools of any additions or 
deletions to the list of job classifications or tools. 

e) To provide the employee who must furnish tools a listing of tools that is required. 

f) To provide a proper place to store tools under reasonably secure conditions to 
prevent loss due to theft. 

3) Tool Room or Office Responsible for Department Tools 

a) To replace tools when requested and approved by the employee's immediate 
Supervisor and Area Head. 

b) To maintain a file of employees who have had tools replaced. This file should 
contain the employee's name, job classification, department, tool replaced, and its 
cost. 

B. Conditions For Tool Replacement 

1) A tool listed on the tool list for the employee's job classification is replaced at SMUD 
expense when it is: 

a) Worn or broken by normal use on a SMUD job; 

b) Lost in the course of performing SMUD work; 

c) Stolen as a result of clearly identifiable forcible entry on SMUD property. 

2) A tool will not be replaced by SMUD when it is: 

a) Not listed for employee's job classification; 

b) Worn or broken as a result of employee personal use or from other employment; 

c) Lost or stolen because of employee negligence. 

8. SMUD TOOLS 

A. SMUD provides tools to certain employees in various classifications. The tools are 
purchased for SMUD business purposes and use. Each business unit will prepare guidelines 
to include: 

1) Determining tool needs for employees; 

2) Procedures for issuing and marking tools; 
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3) Procedures for replacing broken or lost tools; 

4) Annual inventory of individual tool assignments; 

5) Procedures to follow in case of theft of tools; 

6) Procedures for personal use of SMUD tools. 
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ARTICLE 15 

GRIEVANCES 

1. INTRODUCTION 

It is the intent of both SMUD and the Union that grievances be resolved at the lowest possible 
level, in a timely manner to promote continuing cooperation between management, the Union 
and employees. 

2. DEFINITIONS 

A. A grievance is an employee objection to the application of a SMUD rule, policy, or 
approved memorandum of understanding on personnel practices or working conditions to 
the employee's particular situation. An objection to the terms and provisions of a rule, 
policy, or memorandum of understanding is not considered a grievance. However, an 
objection to the way a rule, policy, or memorandum of understanding is applied in a 
particular Grievant’s situation would be considered a grievance. 

B. Date of occurrence is the day the event that is the subject of the grievance occurred, or the 
date when the grievant reasonably should have been aware of the occurrence of the event 
that is the subject of the grievance. 

3. APPLICATION 

Employees shall have the right to represent themselves individually in their employment 
relations with SMUD. Employees may choose to use either this grievance procedure (with 
Union representation), or to represent themselves in grievances as defined above. For removals, 
discharges, or suspensions, Employees may choose to use either the grievance procedure or 
request a General Manager/CEO Hearing. (Revised 1/1/2026) 

4. TIME LIMITS 

Time limits contained in this grievance procedure are mandatory. Failure to meet the time 
limits shall result in forfeiture by the party (SMUD or Union) not meeting the time limits. 

The parties may, by mutual written agreement, extend time limits. SMUD and Union may also, 
by mutual written agreement, waive any step in the procedure. Doing so does not change the 
procedures to be followed in later grievances. 

5. REPRESENTATION 

Employees who are Grievants, representatives, or witnesses will be given time off with pay to 
attend hearings and will be reimbursed for personal expenses (excluding legal fees) incurred in 
connection with the hearing. 

If an employee is a grievant or witness in a formal grievance proceeding, they will be paid at 
the applicable overtime rate if they are requested to appear at such proceedings outside their 

95 IBEW MOU 2026-2028 



  
 

   

   
  

  
  

 
   

  
 

 
 

  
 

    
 

   
 

 
    

 
  

  
  

 
    

  
  

    
 

     
  

 
 

   
  

 
    

 
  

  
 

   
  

 
 

  

regular work hours. Related overtime rules such as shift differential, travel time, minimum call-
out time, and overtime meals do not apply. 

6. INFORMAL RESOLUTION 

Prior to the filing of a formal grievance, the employee and/or the Union representative should 
attempt to resolve workplace disputes by meeting informally with the involved supervisor. If 
the workplace dispute cannot be resolved informally, the employee and/or the Union 
representative may use the following procedures to resolve the matter. 

7. GRIEVANCE PROCEDURE 

A. Step 1 – Director (or equivalent) 

The initial formal step in the resolution of a grievance shall be a meeting requested by the 
grievant and/or the Union representative with the grievant's department director. This 
meeting shall be requested within 10 working days following occurrence or the meeting 
with the supervisor if dispute is not resolved. (Revised 1/1/2026) 

This meeting will be held within 5 working days (unless otherwise mutually agreed to in 
writing) from the date of request and will include the grievant, and/or the Union 
representative, the department director, and anyone else deemed necessary. The Union 
representative shall submit grievance form (SMUD Form-1773) to the director in 
conjunction with this meeting. The representative will contact Labor Relations to secure an 
IBEW number for the grievance form. A grievance not submitted on SMUD Form -1773 
shall not be deemed as a procedural error and will be accepted by SMUD. Regardless 
of what form the grievance is submitted on, it shall be in writing. (Revised 1/1/2026) 

Within 10 working days of this meeting, the director shall submit a written response to the 
grievant and the Union representative, setting forth the basis for the decision regarding the 
dispute, including all supporting documentation. 

If the parties are unable to resolve the grievance, the Union may refer the grievance to the 
Investigating Committee (IC). The referral must be received within 15 working days 
following receipt of the director's response. (Revised 1/1/2018 per LOA) 

B. Step 2 - Investigating Committee 

The IC will be comprised of a Senior Labor Relations Analyst and the Union Business 
Representative. This Committee shall meet as soon as possible, but no later than 5 working 
days after receipt of the written grievance. 

The IC, after discussions with the grievant, may resolve the grievance, conduct an 
independent investigation, or at the request of either party, refer the matter to a Fact Finding 
Team or to the Grievance Review Committee. 

1) Fact Finding Team 
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a) The Fact Finding Team (FFT) shall be comprised of one individual appointed by 
SMUD and one appointed by the Union. The FFT may be comprised of the same 
members as the IC. 

b) The IC will give the case to the FFT with specific time frames for completing the 
investigation. If required for a complete investigation, these time frames may be 
adjusted by the FFT. 

c) The FFT, with input from the grievant, the involved supervisor, and the IC, may 
decide who will be interviewed. 

d) The FFT shall arrange meetings with the interviewees. 

e) The FFT shall prepare a non-partisan report of its findings and shall submit the 
report to the IC within 10 working days following completion of the investigation. 

If the IC does not resolve the grievance, the Union may refer the grievance to the Grievance 
Review Committee (GRC) for consideration within 10 working days of this decision. 
(Revised 1/1/2022) 

C. Step 3 - Grievance Review Committee 

The GRC shall be comprised of 6 members; 3 appointed by SMUD, 3 appointed by the 
Union. At least one of the Union members shall be a full-time representative of the Union 
and at least one of SMUD members shall be an Executive Officer (or equivalent). The IC 
shall provide each member of the GRC all available information concerning the grievance. 
The GRC shall hold a discussion of the grievance in order to reach a resolution within 
20 working days of the referred grievance from step 2 unless otherwise mutually 
agreed to in writing. (Revised 1/1/2026) 

Upon reaching a unanimous agreement, the GRC shall issue a written decision, signed by 
each member of the committee, to the involved parties and other individuals as determined 
by the Committee. The decision is final and binding. 

If the grievance is not resolved by the GRC within 10 working days of the grievance 
discussion, either party may submit it to arbitration by serving written notice to the other 
party. The notice must be postmarked or received within 30 working days after the 
grievance was considered by the GRC. (Revised 1/1/2018 per LOA) (Revised 1/1/2026) 

D. Step 4 - Arbitration 

Within 30 working days of the written decision of the GRC, as referenced in C above, 
the Union may formally submit the grievance to arbitration, SMUD and the Union will 
mutually agree to the selection of an arbitrator. The arbitrator shall be limited to resolving 
grievable matters as defined in this Article as raised in the formal grievance originally filed 
by the employee.  The arbitrator shall examine the case to the extent and manner justified. 
The conclusions of the arbitrator will be final and binding. The arbitrator shall have no 
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power to alter, change, detract from, or add to the provisions governing the labor relations 
of SMUD and its employees, including, but not limited to, the MUD Act, MMBA, and this 
Agreement. (Revised 1/1/2026) 

The fees and expenses for arbitration shall be shared equally by the Union and SMUD. 

The parties mutually agree that they may resolve a dispute at any step in the process; 
however, resolution at Step 3 or below is without prejudice to the position of either party, 
unless mutually agreed to in writing otherwise. (Revised 1/1/2026) 

8. GRIEVANCE SETTLEMENT 

SMUD will make every reasonable effort to effectuate remedies provided for in a grievance 
settlement within 30 calendar days of such settlement after receipt of all necessary information 
and/or documentation. SMUD shall pay the grievant within 30 calendar days after receipt of all 
necessary information and/or documentation, any monetary compensation provided for in the 
grievance settlement. If SMUD fails to effectuate the grievance remedy within 30 calendar 
days, the Union may file a grievance concerning that failure. 

9. GENERAL MANAGER/CEO HEARING 

No provision of this MOU shall be construed to restrict an individual from presenting disputes 
involving removals, discharges, or suspensions to SMUD pursuant to Section 12161 et seq. of 
the California Public Utilities Code (outlined below) without the intervention of the Union. If 
an employee elects to proceed under this section, the procedures and grievance steps set forth in 
the foregoing sections of this Article, including arbitration, are not available to the employee. 

What can be heard?  Any grievance of a decision calling for removal, discharge or suspension. 

Who can be heard? All SMUD employees having appropriate grievances may appeal to the 
General Manager/CEO. 

How to appeal? Written request for an appeal hearing must be filed with the General 
Manager/CEO by the grievant within 5 days of receipt of mailed notice of removal, discharge 
or suspension or prior to the effective date of action, whichever is later. 

Who will hear it? The General Manager/CEO, upon receiving written request, will immediately 
appoint a committee of 3 to hear the case. The committee will consist of SMUD officers, 
assistant officers (other than elected officials), department Directors, or area heads. The 
General Manager/CEO will mail notice of hearing time and place to the last known address of 
person being heard. 

Hearing and ruling on the grievance. The committee will examine the case to the extent that it 
feels warranted. The committee may, among other things, order the employee discharged, 
suspended, or reinstated. The committee's order is final unless further appealed to the General 
Manager/CEO within 10 days after the date of the order. 

10. GRIEVANCE PROCEDURE – DISCRIMINATION/HARASSMENT 
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In all cases involving an employee represented by IBEW Local 1245 as a respondent in a 
complaint in violation of SMUD Administrative Policy 05.01.01, the respondent will be 
permitted to have Union representation present during any interview(s) conducted with the 
respondent during the investigatory process. The investigator shall be instructed to explore all 
reasonable leads and, within reason, interview all persons identified as having information 
likely to influence the eventual outcome of the investigation. (Revised 1/1/2022 per LR 19-021) 

The investigator shall submit a confidential report to SMUD. SMUD will review the report and 
determine whether or not discipline is appropriate. If no discipline is imposed, the case is 
closed, and the report is filed consistent with current practice. If the respondent is disciplined, a 
copy of the report will be sent to Local 1245's designated representative. The report will be 
held in the strictest confidence to ensure and protect the privacy of the individuals involved. 

If any discipline is imposed and the employee chooses to appeal the discipline using the 
grievance procedure, the grievance shall be filed initially at Step 3. 
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ARTICLE 16 

DISCIPLINE 

1. INTRODUCTION 

Disciplinary action involving IBEW-represented employees will be handled in accordance with 
SMUD’s Positive Discipline Policy, AP 05.02.09. (Revised 1/1/2022) 

2. PROGRAM EXCLUSION 

SMUD's Substance Abuse Program, SMUD’s Non-Discrimination/Anti-Harassment Policy AP 
05.01.01, SMUD’s Whistleblower and Anti-Retaliation Policy AP 05.01.03 and the DOT Drug 
and Alcohol Program are "stand alone" programs/policies and violations of these 
programs/policies will not be subject to the provisions of this Article. (Revised 1/1/2022) 

ARTICLE 17 

PERSONNEL FILES 

1. INTRODUCTION 

Documentation concerning work performance, absenteeism, and disciplinary action may be put 
in the employee's official personnel file. 

2. GUIDELINES 

A. The signature or initial of the employee should be obtained on these documents to confirm 
notification of such action. 

B. An employee is entitled to a copy of all such material upon request. 

C. An employee may have documents (including electronic) relating to work performance, 
absenteeism, and disciplinary actions removed if the documents are one year or older. 
However, documentation involving theft or insubordination may be retained for longer 
periods at management's option. (Revised 1/1/2026) 
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ARTICLE 18 

PERFORMANCE EVALUATIONS 

1. INTRODUCTION 

Employee performance will be periodically evaluated and documented on a thorough, 
systematic, and objective basis. 

2. DURING PROBATION 

A. Six-Month Probation 

Current employees will be evaluated at the end of their third and fifth month. 

Effective 1/1/2013, all new hired IBEW represented employees will serve a twelve (12) 
month probationary period and will be evaluated consistent with the following paragraphs. 
(Revised 1/1/2013) 

B. Twelve-Month Probation 

Employees will be evaluated at the end of their fifth and eleventh months. 

C. An employee’s supervisor may formally evaluate their performance at more frequent 
intervals. 

D. All employees hired after 1/1/13 that serve a twelve (12) month position probation in a 
classification with multiple steps in the pay scale group will, upon successful completion of 
probation, receive a two-step increase, not to exceed the top step. (Revised 1/1/2018 per 
LOA) 

3. FOLLOWING PROBATION 

Employees will be evaluated at the time of their merit increase. If employees are at the top of 
their pay range, they will be evaluated annually. 

4. UPON TERMINATION 

Any employee may be evaluated if they resign, are laid off, or terminated. Employees with less 
than satisfactory performance at the time of termination are normally not eligible for rehire. 

5. UPON TRANSFER, PROMOTION, OR DEMOTION 

A position probation is required for every appointment to a new position. An employee who 
has previously passed probation in the classification into which they are reinstated, shall not be 
subject to the completion of a new probationary period; however, those returning to a 
comparable position in a different class must serve another probation, based on SMUD Civil 
Service Rules. Performance Evaluations will be completed consistent with 2, above. 
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In addition, an employee’s supervisor in their prior department is required to complete an 
exiting performance evaluation to accompany their ESN moving them to the new department. 
People Services & Strategies will not process the transfer ESN without the evaluation. 
(Revised 1/1/2022) 
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ARTICLE 19 

PROMOTIONS 

1. INTRODUCTION 

States SMUD's policy and guidelines regarding promotions. 

2. PROMOTIONAL STARTING RATES 

A. Promotion to an Hourly-Rated Classification 

When employees are promoted to an hourly-rated classification, their placement on the 
salary range will be based on the following considerations: 

1) Quality and quantity of experience relevant to the classification. 

2) Salary level and qualifications of other SMUD employees in the work group in the same 
class or class series. 

3) Future opportunities for pay and benefits. 

4) Availability of other qualified applicants. 

5) Department labor budget. 

Unless stated otherwise, if employees are promoted to an hourly-rated classification, they 
will start at the step that provides a minimum of a 2-1/2 percent salary increase. 

This promotional increase is in addition to any scheduled merit increase that would have 
been received within 3 months from the date of promotion had the promotion not occurred. 

The promotional increase will be applied to the employee’s permanent classification salary 
rather than to any current or interim temporary promotional salary. 

3. PROMOTIONAL STARTING DATES 

Promotions are effective at the beginning of a payroll period. The effective date of a promotion 
will be no later than the beginning of the first payroll period following the employee’s 2 weeks 
of notice to their supervisor. The actual release date will be mutually agreed upon by the 
affected department Directors. 

4. CHANGE WITHIN HOURLY-RATED CLASSIFICATIONS WITH IDENTICAL 
STARTING RATES BUT DIFFERENT MAXIMUMS 

If employees move within hourly-rated classifications with identical starting rates but different 
maximums (either higher or lower), the specific step that they would move to in the new salary 
range is individually determined. 
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5. ELIGIBILITY LISTS 

A. Open eligibility lists shall continue to be certified for appointments for a period of 2 years 
from their inception, unless otherwise abolished through the normal Civil Service 
processes. 

B. Whenever eligibility lists are abolished, notification of the cancellation of the list should be 
sent to the Union representative and all affected IBEW employees currently on the 
eligibility list. This is to assure that the Union is aware of the list cancellation and can 
answer or counsel employees as appropriate. (Revised 1/1/2026) 

C. Whenever there exists a current promotional eligibility list and an open eligibility list for 
the same position, for certification purposes, the promotional list takes precedence over the 
open list. 

6. TRANSFER/PROMOTION PROCESS 

Permanent civil service vacancies that are to be filled through internal examination and only 
open to SMUD employees are listed as Transfer/Promotion opportunities. Civil Service Rules 
will establish which SMUD employees are eligible to apply for transfer/promotion 
opportunities (i.e., Rule 2). Hiring departments will be responsible for conducting a 
transfer/promotion selection process in consultation with People Services & Strategies staff. 
These vacancies will be posted as a Transfer/Promotion job announcement for a minimum of 
10 working days. 

An eligibility list may or may not be established from a transfer/promotion examination 
process. If an eligibility list is established, it will be maintained by People Services & 
Strategies and governed by Civil Service Rule provisions pertaining to eligible lists, except that 
the list duration shall not exceed 12 months for classes represented by the IBEW. (Revised 
1/1/2018 per LOA) (Revised 1/1/2022) 

SMUD at its discretion may post a notice to fill a vacancy using a ‘Transfer/Eligible List’ 
announcement, unless the only candidates able to apply are the incumbents on an eligibility list. 
‘Transfer/Eligible List’ announcements will be posted for a minimum of five (5) working days. 
When filling a vacancy identified by a ‘Transfer/Eligible List’ announcement, the hiring 
supervisor may choose a qualified candidate from an existing Civil Service Eligible List or 
transfer a qualified employee in the same classification who has applied for the job in response 
to the ‘Transfer/Eligible List’ announcement. 

Applicants not on a previously established Civil Service List, applicants who are not eligible 
for transfer, or applicants who have not applied for the job in response to the ‘Transfer/Eligible 
List’ announcement will not be considered for positions posted in this manner. 

104 IBEW MOU 2026-2028 



  
 

   

 
 

 
 

  
 

 
 

 
 

    
 

   
   

 
   

 
   

  
 

 
  

 
 

  
 

    
 

     
  

 
  

 
    

 
  

     
 

  
 

  
 

   
   
 

 
 
 

ARTICLE 20 

TRANSFERS 

1. INTRODUCTION 

Qualified employees may move from one position to another, in either the same or in a 
different class through the transfer/promotion process or in some instances the reassignment or 
reallocation process. 

2. TRANSFERS - ELIGIBILITY 

A. Employees may request a transfer from one class to another within or between employee 
groups if they possess the qualifications required to perform the job. 

B. Employees may take a voluntary demotion. 

C. The supervisor in the new department may establish a salary level lower than the 
employee’s current pay based on the employee’s knowledge and experience as compared to 
others in the same class. 

D. The effective date of the transfer is arranged between the supervisors. Employees should be 
released from their supervision within four (4) weeks from the date of request. 

E. See Civil Service Rules for further details. 

3. MEDICAL TRANSFERS - ELIGIBILITY 

SMUD may transfer employees from one class to another within or between employee groups 
if they have an illness or injury preventing them from continuing in their current position. 

4. DEMOTIONS 

Employees may move to a position or class with a lower pay range or rate of pay. 

A demotion may be voluntary or involuntary and is made to a position whose duties the 
employee is qualified to perform. When Federal, State, or local regulations require an employee 
to obtain and maintain special qualifications and the employee is unable to obtain or maintain 
them, the employee may be transferred or demoted. 

A demoted employee does not have to serve another probationary period if the employee 
previously completed probation in that class; however, those returning to a comparable position 
in a different class must serve position probation, based on SMUD Civil Service Rules. An 
employee's salary may be reduced in order to be within the grade range of the new class. 
(Revised 1/1/2022) 
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5. ROTATION AND TRAINING ASSIGNMENTS - ELIGIBILITY 

A. Rotation and training assignments are for cross-training purposes. They allow SMUD and 
employees to maximize employee potential without a class change. 

B. In order to be considered: 

1) Employees must have successfully completed their probationary period; and 

2) Employees must possess the qualifications to perform the assignment; and 

3) Employee assignment must be approved in advance by the appropriate Chief Officer or 
the General Manager/CEO, after a review by the Director, People Services & Strategies. 
(Revised 1/1/2022) 

C. Employees retain their existing class and pay level. These temporary assignments are 
voluntary. They may be renewed when it is in the best interest of both the employee and 
SMUD. 
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ARTICLE 21 

AUTOMATIC RESIGNATION 

1. INTRODUCTION 

Unauthorized leaves of absence can result in an employee forfeiting their SMUD employment. 

2. AUTOMATIC RESIGNATION 

Absence without authorized leave, whether voluntary or involuntary, for five consecutive days 
is an automatic resignation from SMUD service effective the day after the 5th consecutive 
workday of unauthorized leave. (LR 24-008). (Revised 1/1/2026) 

3. REHIRE 

An employee can request rehire from automatic resignation in writing to the department 
Director if submitted: 

A. Within ten days of department Director's mailing of acceptance of resignation to employee's 
last known address; or 

B. Within 90 days of the separation date if no notice of acceptance of resignation is mailed. 

The employee must make a satisfactory explanation of the cause for the absence and reason for 
failure to obtain authorization. 

The department Director may rescind the resignation and rehire the employee if satisfied that 
the reasons warrant rehire. The employee shall not be paid for any period of the unauthorized 
absence. 

Authorized leave may be granted from the date of the department Director's decision to rehire, 
if the employee is unable to resume duties immediately. 
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ARTICLE 22 

LAYOFF PROCEDURE 

1. INTRODUCTION 

If a reduction in force becomes necessary, SMUD will prepare a program that addresses the 
particular situation and will communicate it to appropriate bargaining unit representatives and 
employees. Affected employees will be notified at least ten working days prior to layoff. 

2. SEQUENCE OF LAYOFFS 

Layoffs will be determined by classification. All non-Civil Service employees appointed to 
permanent positions, part-time employees, limited term employees, or temporary construction 
employees in the affected class will be laid off first. SMUD will determine the order. Civil 
Service employees will then be laid off in reverse order of SMUD seniority. Ties in seniority 
will be broken by management based on the business needs of SMUD. The names of those laid 
off will be automatically placed on a reinstatement list for a period of two years for their class 
and will remain on any other eligibility lists. 

3. BUMPING 

A Civil Service employee whose position is being eliminated may bump a person with less 
SMUD seniority in the employee's same or immediately prior held class. The employee may 
also bump into a comparable or lower class position within the employee's class series and 
bargaining unit if necessary to avoid being laid off. Employees who bump will be automatically 
placed on the reinstatement list for a period of two years and will remain on any other 
eligibility lists. The employee must meet the minimum qualifications for the job. The Director, 
People Services & Strategies and the appropriate bargaining unit representative will review a 
challenge to the employee's qualifications. Determination that an employee is not qualified 
must be unanimous.  A bumping employee will not have to serve another probationary period. 
(Revised 1/1/2022) 

Employees with bumping rights will be offered a position at the highest level possible 
consistent with these rules. Employees who decline the position offered will be laid off. 

4. REINSTATEMENT 

A reinstating employee will be offered a return to the class that the employee left. The 
employee's salary will be reinstated to the same relative position in the salary range. The 
employee's SMUD seniority will be restored as if the employee had not left. Sick leave balance 
and personal leave accrual rates will be restored. The employee will not accrue paid leave 
during the layoff period. The employee who passed probation in the class will not have to serve 
a new probationary period. 

A person failing to respond within ten working days of notification or declining an offer to 
return will be removed from the reinstatement list. 
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5. WORKSITE AGREEMENT 

When a permanent change of worksite becomes necessary due to a reduction-in-force at that 
worksite, the employees at the worksite with the least amount of SMUD seniority who are in 
the classification to be reduced will be impacted first; provided however, that a more senior 
employee at that worksite has not voluntarily accepted an offer to change worksites (any such 
offer would be extended for two workdays only). SMUD worksites are Sacramento (Customer 
Service Center, and Headquarters Campus), Elk Grove Yard, East Campus Operations Center, 
and Fresh Pond. (Revised 1/1/2013) 

The impacted employee will have the opportunity to move to the least senior position in the 
same classification SMUD-wide; provided however, that his/her SMUD seniority is greater. 
For this purpose, vacancies shall be considered to be the least senior positions within the 
classification. 

Where multiple positions are involved, impacted employees shall choose their placement from 
among the equivalent number of least senior positions in order of their seniority, i.e., the most 
senior impacted employee shall have first choice of placement. Where multiple placements are 
possible at a single worksite, SMUD shall determine the placements at that worksite. 

In the event no placement is possible within the same classification, or the employee refuses a 
placement within the same classification, that employee shall be laid off unless the employee 
exercises his/her bumping rights under Civil Service Rule 6, Reductions In Force. 

Should a vacancy occur in the same classification at a transferred employee's former worksite 
within 24 months of his/her displacement, the employee shall have a right of return to the 
former worksite in order of seniority. 
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ARTICLE 23 

SUBSTANCE ABUSE PROGRAM 

1. INTRODUCTION 

Where there is evidence of drug or alcohol abuse or reasonable cause to believe such abuse 
exists, drug/alcohol screening may be performed in accordance with SMUDs’ Substance Abuse 
Testing and Rehabilitation Program’s Administrative Policy and Management Procedure. 

2. RELATION TO DISCIPLINE 

The Substance Abuse Testing and Rehabilitation Programs are "stand alone" programs and 
violations of these programs will not be subject to the provisions of Article 16, Discipline. 

ARTICLE 24 

DOT DRUG AND ALCOHOL 

1. INTRODUCTION 

Compliance with U.S. Department of Transportation drug and alcohol testing requirements 
shall be handled in accordance with SMUD's Substance Abuse Testing and Rehabilitation 
Programs AP 05.02.06. 

2. RELATION TO DISCIPLINE 

The Substance Abuse Testing and Rehabilitation Programs are "stand alone" programs and 
violations of these programs will not be subject to the provisions of Article 16, Discipline. 
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ARTICLE 25 

PERSONAL APPEARANCE 

1. INTRODUCTION 

Personal appearance standards should be consistent with the nature of the work performed. 

Responsibility: Supervisors are expected to apply standards of appearance and demeanor 
among employees. 

2. GUIDELINES 

Supervisors and employees should consider the following in determining personal appearance 
standards: 

A. The degree of public contact the employee's position involves; 

B. Whether the employee's personal appearance creates a health or safety hazard; 

C. Whether the employee's personal appearance interferes with the efficient performance of 
the job. 

ARTICLE 26 

EMPLOYMENT OF RELATIVES 

1. INTRODUCTION 

Issues involving the employment of relatives involving IBEW-represented employees will be 
handled in accordance with SMUD’s Employment of Relatives policy, AP 05.03.04. 

ARTICLE 27 

OUTSIDE EMPLOYMENT 

1. INTRODUCTION 

Outside Employment will be handled in accordance with SMUD’s Outside Employment 
Policy, AP 05.03.05. 
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ARTICLE 28 

EDUCATIONAL ASSISTANCE 

1. INTRODUCTION 

Educational assistance will be handled in accordance with SMUD’s Education Assistance & 
Tuition Reimbursement Policy and Procedures, AP 04.03.02 & MP 04.03.02.100. 

ARTICLE 29 

INCLEMENT WEATHER 

1. GUIDELINES 

A. When inclement weather prevents employees from performing routine energized work, 
climbing, or safely performing tasks in the field, they may be held pending emergency 
calls. The time can be used for performing safe tasks in the field, training, or miscellaneous 
work. 

B. Permanent Civil Service employees who report for work on their workday, but are not 
required to work in the field because of inclement weather, are paid for the full day. Such 
employees who are not assigned other productive work (as provided above) may request to 
take the day as personal leave. If the request is approved, the employee will only be charged 
one-half hour for each full hour of leave taken. 

C. All non-regular employees may be released when inclement weather prevents them from 
working. They are paid only for the time worked, or the time they are held on SMUD 
premises. However, they will receive a minimum of two hours pay for reporting to work. 

D. When SMUD management elects to limit routine work for reasons including, but not 
limited to, excessive heat and wildfire smoke events, SMUD management may offer 
personal leave and the employee will only be charged one-half hour for each full hour of 
leave. (Revised 1/1/2022) 
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ARTICLE 30 

BENEFITS 

1. INTRODUCTION 

SMUD's benefits program is designed to be a valuable component of employees' total 
compensation that maximizes the value of the benefits offered for the dollars spent. 

The comprehensive benefit program is an umbrella of protection and security that includes 
health, dental and vision insurance, disability, retirement, and supplemental retirement plans. 
These programs are designed to provide an employee with sufficient income and other benefits 
to minimize the financial impact of a catastrophic accident or illness on employees and their 
families. 

2. ELIGIBILITY 

All permanent full-time, permanent part-time (working at least 20 hours per week), and limited 
term employees will be eligible to participate in the different health and welfare benefit plans. 
Each benefit plan offered by SMUD has its own requirements for dependent eligibility and 
participation. 

To receive medical and dental benefits as a SMUD retiree, an employee must have served at 
least the equivalent of five years of continuous full-time SMUD service immediately prior to 
retirement in order to be eligible to enroll in the plans. (Revised 1/1/2022) 

3. BENEFITS OFFERED 

SMUD offers health and welfare benefits mandated by federal or state regulations such as 
Social Security, Unemployment Insurance, and Workers' Compensation. In addition to the 
mandated benefits, the following benefit options are offered: 

• Medical 
• Dental 
• Vision 
• Flexible Savings Account 
• Short-Term Disability 
• Long-Term Disability 
• Employee Life Insurance 
• Spouse Life Insurance 
• Dependent Life Insurance 
• Retirement through the Public Employees Retirement System 
• Extended Compensation under Workers' Compensation 
• Tax Deferred Plans – 457(b) and 401(k) deferred compensation plans 

The IBEW Benefit Guide Book shall be printed and distributed to all IBEW employees no less 
than 2-weeks prior to Open Enrollment. The Benefit Guide will also be available on the SMUD 
iNet which summarizes the benefit options offered to IBEW employees each calendar year. 
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Complete terms of these benefit plans are specified in the Evidence of Coverage documents 
available on the Benefits administration portal. 

SMUD will provide the following medical plan options to all IBEW-represented employees 
regardless of zip code where they reside, this is to ensure employees previously covered by the 
EPO medical plan and employees that reside in areas where HMO plans are not available, have 
the opportunity to utilize the EC-OC zip code as their primary work location to access HMO 
plans that they would not have access to based upon their home zip codes: (Revised 1/1/2022) 

• High Premium HMO 
• Low Premium HMO 
• High Deductible Health Plan (HDHP) with Health Savings Account (HSA) 

IBEW-represented employees may need to use the EC-OC (zip code 95827) as their primary 
place of work when enrolling in a SMUD HMO medical plan option. 

Effective January 1, 2026, High Premium HMO Plan co-pays not to exceed the following 
maximums for the term of this MOU: (Revised 1/1/2026) 

Services High Plan Maximums 
Visit to Physician’s Office Co-pay not to exceed $45 
Vision and Hearing Exams Co-pay not to exceed $45 
Surgery Outpatient Co-pay not to exceed $45 
Emergency Room Visits Co-pay not to exceed $155 
Hospitalization Co-pay not to exceed $250 
Chiropractic Services Co-pay not to exceed $45 
Mandatory Generic Co-pay not to exceed $25 
Brand Name Co-pay not to exceed $65 
2 mail order co-payments for 100-day supply 

4. AGREEMENT TO MEET AND CONFER 

SMUD and the Union agree, upon a written request of SMUD, to meet and confer in good faith 
over any proposed changes to any of the provided health plans and related matters (for 
example: health plan coverage transferred to CalPERS health program). If an agreement is 
reached, this MOU will be modified accordingly. If the parties are unable to reach agreement, 
the impasse procedure set forth in the Meyers-Milias-Brown Act (MMBA) will be used to 
resolve the impasse. (Revised 1/1/2026) 

SMUD may re-open negotiations on the subject of the Affordable Care Act (ACA) or its 
impacts. If, during the term of the MOU, the legal requirements of the ACA have an impact on 
SMUD rights and obligations regarding health benefits for IBEW employees (e.g., the Cadillac 
Tax), SMUD and the Union agree to re-open Article 30 Benefits, in order to meet and confer 
over such impacts. (Revised 1/1/2018) 

114 IBEW MOU 2026-2028 



  
 

   

   
 

    
 

 
   

   
  

    
  

 
   

  
 

   
   

   
  

    
  

    
  

 
 

 
   

 
   

   
 

  
 

   
 

  
  

 
   
   
   

  
  

    
  

 

5. HEALTH & WELFARE BENEFITS ADVISORY COMMITTEE 

The Health & Welfare Advisory Committee will meet (by mutual consent) for the purpose of 
cooperatively discussing and exploring various insurance providers, insurance plans, and 
creative designs to maximize optimal use of healthcare resources. The Committee may 
participate in the Request for Proposal (“RFP”) processes involving healthcare. The Committee 
may also review current healthcare benefits and submit a recommendation regarding such 
benefits when a majority of the Committee membership agrees on a recommendation.  The 
recommendation shall be presented directly to either the Director, People Services & Strategies, 
or the Chief Diversity Officer, as appropriate. (Revised 1/1/2022) 

The Health & Welfare Advisory Committee membership shall consist of a minimum of 2 and a 
maximum of 4 representatives each from both SMUD and the IBEW. 

Each party shall designate one representative to be its Chair. The respective chairs are 
responsible for the conduct and decorum of meetings. The respective Chairs shall jointly 
determine the date, time, anticipated duration and location of Health & Welfare Advisory 
Committee meetings. They will exchange and discuss prospective agenda items at least two 
weeks in advance of a committee meeting and set the order of the agenda topics at that time. 
Additional topics for discussion may be added to the agenda later by mutual consent of the 
Chairs. Meetings will follow the agenda developed in advance. The parties may also mutually 
agree upon additional meetings.  In addition, the respective Chairs are responsible for 
maintaining open lines of communication between Committee meetings to exchange 
information on new or developing issues, discuss the progress of Committee business, and plan 
for forthcoming meetings. 

The respective Chairs shall determine the method and person responsible for the recording of 
the minutes of the meeting. The minutes of meetings will summarize the discussion that 
occurred and any recommendations to which a majority of the committee members agree and 
be signed by the respective Chairs of the Health & Welfare Advisory Committee meetings. 
The minutes of the meetings will not be introduced into any grievance hearing. 

6. SMUD CONTRIBUTIONS 

A. Employee Medical Plan Premium Contributions 

1. Effective January 1, 2026, IBEW-represented employees enrolled in SMUD medical 
plans will contribute a medical premium cost share as follows: (Revised 1/1/2026) 

• HMO plans: 12.5% 
• PPO plans (closed to new enrollees): 30% 
• High Deductible Heath Plan (HDHP) plans: 6% 

These contributions shall not change during the life of the contract unless the parties 
mutually agree to do so in writing. SMUD shall contribute the difference between the 
employee contribution and the monthly premium cost on behalf of the employee. 
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2. SMUD shall take the necessary steps to enable IBEW-represented employee payroll 
deductions for medical premiums to be treated on a pretax basis. 

3. SMUD will provide IBEW represented employees enrolled in the HDHP Health 
Savings Plan with an annual contribution on January 1 to a Health Savings Account 
(HSA): 
• Effective January 1, 2026: $1700 (employee only) or $2900 (employee with 

covered dependents). Five hundred dollars ($500) of this contribution to the HSA is 
in lieu of the $500 annual SMUD contribution to an eligible IBEW employee’s 
Flexible Spending Account (FSA). (Revised 1/1/2026) 

SMUD will pay any administrative fees attributed to the HSA. The annual contribution 
amount to the HSA will be front loaded and employees will be allowed to contribute 
pre-tax dollars each year up to the IRS-allowed maximum for the term of this MOU. 

IBEW represented employees enrolled in the HDHP Plan will also be automatically 
enrolled in Accident and Critical Illness Insurance Plans at no cost to the employee. 

These contributions shall not change during the life of the contract unless the parties 
mutually agree to do so in writing. 

4. SMUD shall provide a monthly credit in the form of a cash payment of $200 (reportable 
as taxable income) to an IBEW-represented employee who opts out of (waives) SMUD 
medical insurance coverage and can provide evidence of medical insurance outside of 
SMUD. 

5. SMUD shall pay the administrative fees and contribute $500 annually to each eligible 
IBEW-represented employee’s Flexible Spending Account (FSA). Employees will be 
allowed to contribute pre-tax dollars up to the IRS-allowed maximum for the term of 
this MOU. Based on IRS guidelines, IBEW-represented employees who maintain an 
HSA will only be allowed to use monies in their FSA accounts for non-medical 
healthcare expenses (e.g., dental, vision). 

Effective January 1, 2015, SMUD will establish procedures for all IBEW represented 
employees to be automatically enrolled in SMUD’s offered FSA. Once enrolled, 
employees will be continuously enrolled unless they decide not to participate. 

Those employees not wanting to participate in the FSA must inform SMUD’s Benefits 
Unit during each Open Enrollment period of their intent not to participate. (Revised 
1/1/2018 per LOA) 

B. Retiree Medical Plan Contributions 

SMUD provides continuation of medical and dental benefits for eligible employees, 
who retire from SMUD, and their eligible dependents. To be eligible for retiree 
benefits, an employee must be either: (1) a CalPERS Classic Member, at least age 50 
or older and have the equivalent of five years of continuous full-time service with 
SMUD; or (2) a CalPERS PEPRA Member, at least age 52 or older and have the 
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equivalent of five years of continuous full-time service with SMUD (age requirements 
above do not apply to Disability Retirements). 

• Retiree dental coverage is provided at no cost to retirees and their dependents. 
(Revised 1/1/2026) 

TIER 1 

For employees hired prior to January 1, 1991, SMUD will contribute one hundred 
percent (100%) of the retiree only portion of the premium for all SMUD-sponsored medical 
insurance plans, 90% for dependents for the two lowest cost health insurance plans, and 
85% for dependents for the higher cost plans. 

An eligible survivor of a deceased SMUD retiree may choose to continue Medical 
Coverage. (per SMUD Retiree 2025 Benefits Guide) (Revised 1/1/2026) 

TIER 2 

All IBEW employees hired on or after January 1, 1991, and before January 1, 2007, with 
continuous SMUD service and who is eligible to retire from SMUD, will receive SMUD 
provided medical contributions according to the following schedule: 

Retiree’s Years of 
Continuous SMUD 

Service 

Percent (%) of 
SMUD 

Contribution for 
Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 2 
lowest cost plans 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for all 

other SMUD-
sponsored plans 

Less than 10 0 0 0 
10 50 45 42.5 
11 55 49.5 46.75 
12 60 54 51 
13 65 58.5 55.25 
14 70 63 59.5 
15 75 67.5 63.75 
16 80 72 68 
17 85 76.5 72.25 
18 90 81 76.5 
19 95 85.5 80.75 
20 100 90 85 

SMUD will contribute up to one hundred percent (100%) of the retiree-only portion of the 
medical insurance premium for all SMUD-sponsored medical insurance plans according to 
the Tier 2 schedule. 

Tier 2 employees with continuous SMUD service and who retire with 20 years of service 
after the age at which they reach Medicare eligibility or age 65, SMUD shall contribute 
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100% of the retiree-only portion of the monthly medical insurance premium for all SMUD-
sponsored health plans. 

For dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) on the two (2) lowest cost health insurance plans or 85% of the percentage it 
contributes for the retiree’s medical insurance premium (based on the Tier schedule) for all 
other SMUD-sponsored health plans. 

SMUD percentage of contribution toward the medical insurance premium in effect at the 
time of retirement will remain constant throughout retirement. Every January 1, SMUD will 
recalculate the dollar amount of their contribution to reflect any changes in the medical 
premium rates. (Revised 1/1/2018 to clarify intent) 

An eligible survivor of a deceased SMUD retiree may choose to continue Medical 
Coverage. (per SMUD Retiree 2025 Benefits Guide) (Revised 1/1/2026) 

TIER 3 

For employees hired on or after January 1, 2007, and before January 1, 2018, with 
continuous SMUD service and who are eligible to retire from SMUD, and who retire prior 
to the age at which they are Medicare-eligible or age 65, SMUD shall provide medical 
insurance premium contributions according to the following schedule: 

Retiree’s Years 
of Continuous 

SMUD 
Service 

Percent (%) of 
SMUD 

Contribution 
for Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 

2 lowest cost 
plans 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 
all other SMUD-
sponsored plans 

Less than 10 0 0 0 
10 25 22.5 21.25 
11 27.5 24.75 23.38 
12 30 27 25.5 
13 32.5 29.25 27.63 
14 35 31.5 29.75 
15 37.5 33.75 31.88 
16 40 36 34 
17 42.5 38.25 36.13 
18 45 40.5 38.25 
19 47.5 42.75 40.38 
20 50 45 42.5 
21 55 49.5 46.75 
22 60 54 51 
23 65 58.5 55.25 
24 70 63 59.5 
25 75 67.5 63.75 
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SMUD will contribute up to seventy-five percent (75%) of the retiree-only portion of the 
medical insurance premium for all SMUD-sponsored medical insurance plans according to 
the Tier 3 schedule. 

Tier 3 employees with continuous SMUD service and who retire with 25 years of service 
after the age at which they reach Medicare eligibility or age 65, SMUD shall contribute 
100% of the retiree-only portion of the monthly medical insurance premium for all SMUD-
sponsored health plans. 

For dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) on the two (2) lowest cost health insurance plans or 85% of the percentage it 
contributes for the retiree’s medical insurance premium (based on the Tier schedule) for all 
other SMUD-sponsored health plans. 

SMUD percentage of contribution toward the medical insurance premium in effect at the 
time of retirement will remain constant throughout retirement. Every January 1, SMUD will 
recalculate the dollar amount of their contribution to reflect any changes in the medical 
premium rates. (Revised 1/1/2018 to clarify intent) 

An eligible survivor of a deceased SMUD retiree may choose to continue Medical 
Coverage. (per SMUD Retiree 2025 Benefits Guide) (Revised 1/1/2026) 

TIER 4 

For employees hired on or after January 1, 2018, with continuous SMUD service and who 
are eligible to retire from SMUD, SMUD shall provide medical insurance premium 
contributions on a prorated basis, according to the following schedule: 

Retiree’s Years 
of Continuous 

SMUD 
Service 

Percent (%) of 
SMUD 

Contribution for 
Retiree 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 

2 lowest cost 
plans 

Percent (%) of 
SMUD 

Contribution for 
Dependent(s) for 
all other SMUD-
sponsored plans 

Less than 15 0 0 0 
15 25 22.5 21.25 
16 27.5 24.75 23.38 
17 30 27 25.5 
18 32.5 29.25 27.63 
19 35 31.5 29.75 
20 37.5 33.75 31.88 
21 40 36 34 
22 42.5 38.25 36.13 
23 45 40.5 38.25 
24 47.5 42.75 40.38 
25 50 45 42.5 
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SMUD will contribute up to fifty percent (50%) of the retiree-only portion of the medical 
insurance premium for all SMUD-sponsored medical insurance plans according to the Tier 
4 schedule. 

Tier 4 employees with continuous SMUD service and who retire with 25 years of 
service after the age at which they reach Medicare eligibility or age 65, SMUD shall 
contribute 50% of the retiree-only portion of the monthly medical insurance premium 
for all SMUD-sponsored health plans. (Revised 1/1/2026) 

For dependent(s) covered under the retiree’s plan, SMUD shall contribute 90% of the 
percentage it contributes for the retiree’s medical insurance premium (based on the Tier 
schedule) on the two (2) lowest cost health insurance plans or 85% of the percentage it 
contributes for the retiree’s medical insurance premium (based on the Tier schedule) for all 
other SMUD-sponsored health plans. 

SMUD percentage of contribution toward the medical insurance premium in effect at the 
time of retirement will remain constant throughout retirement. Every January 1, SMUD will 
recalculate the dollar amount of their contribution to reflect any changes in the medical 
premium rates. (Revised 1/1/2018) 

An eligible survivor of a deceased SMUD retiree may choose to continue Medical 
Coverage. (per SMUD Retiree 2025 Benefits Guide) (Revised 1/1/2026) 

C. DENTAL CONTRIBUTIONS 

SMUD will pay one hundred percent (100%) of the employee/retiree and dependent 
coverage as set forth in the Traditional Plan including Sealant coverage. Eligible IBEW-
represented employees have the ability to select a buy-up plan with the additional cost 
being borne by the IBEW-represented employee. (Revised 1/1/2018) 

Effective 1/1/2013, SMUD will provide orthodontia in the Traditional Plan to employees 
and eligible dependents with payments capped at $1500 (lifetime). (Revised 1/1/2013) 

D. VISION CONTRIBUTIONS 

SMUD will pay one hundred percent (100%) of the employee and dependent premium for 
the Traditional Plan. Eligible IBEW-represented employees have the ability to select a buy-
up plan with the additional cost being borne by the IBEW-represented employee. (Revised 
1/1/2018) 

E. RETIREMENT – PERS 

All IBEW Classic Member employees within the CalPERS retirement system will continue 
to have retirement formula of 2%@55 and will contribute the full 7%-member contribution. 

All IBEW New Member employees within the CalPERS retirement system will continue to 
have a retirement formula of 2%@62 as dictated by Public Employee’s Pension Reform 
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Act of 2013 (PEPRA) and will continue the normal cost of employee contributions as 
calculated by CalPERS. 

Note: “Classic” vs. “New” members are defined by CalPERS. (Revised 1/1/2018) 

For 12-Hour Shift employees, SMUD will make the appropriate PERS contribution for all 
regularly scheduled hours (including regularly scheduled hours at the overtime rate) up to 
the allowable maximum. 

1. As soon as a tentative MOU is reached, SMUD will submit the MOU to CalPERS 
for an audit, as defined by Circular Letter 200-076-21 dated 12/29/2021 
(CALPERS MOU Review Team), to ensure the MOU satisfies CalPERS 
regulations and policies as to the items the parties intended as Special 
Compensation. If material changes are found, the parties will meet and confer to 
address said material changes within 20 business days of the audit results. The 
audit shall be shared with IBEW leadership. The intent of the parties to come to an 
expeditious resolution. (Revised 1/1/2026) 

7. DEFERRED COMPENSATION ENHANCEMENT PROGRAM 

A. Deferred Compensation Matching Program 

SMUD will match each eligible IBEW-represented employee’s contributions to either their 
401(k) or 457(b) account up to the annual amount as specified below: (Revised 1/1/2022) 

Year SMUD Matching Contribution 

2026: $1200 
2027: $1200 
2028: $1200 

Employee participation in the matching contribution program is voluntary. In order to be 
eligible to receive matching funds, an employee must have successfully completed SMUD 
probation (6 month or 12 months depending on classification) and must have made 
contributions into a 401(k) or 457(b) account during the calendar year subject to the 
current IRS rules and limits.  SMUD will match an eligible IBEW employee’s 
contributions into the employee’s active account as of the day of distribution up to $1200 
per year.  SMUD's contributions into an IBEW employee’s 401(k) or 457(b) Plan account 
will not be considered employee contributions. SMUD (employer) contributions into an 
IBEW employee’s 457(b) Plan account will be aggregated with the employee contributions 
for purposes of the IRS individual annual contribution limit under this plan. (Revised 
1/1/2022) 

In addition to the contribution defined above, SMUD will match 50% of a PEPRA 
employee’s contribution up to an additional $600 for a total maximum compensation 
of $1800. (Revised 1/1/2026) 
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B. Direct Contributions 

SMUD shall make direct contributions to eligible IBEW-represented employees’ 401(k) or 
457(b) accounts according to the following schedule (Revised 1/1/2026): 

Effective 2026-2028 Monthly Contributions 

SMUD Years of Service Classic Employees (CalPERS) PEPRA Employees 
(CalPERS) 

Upon completion of year one 
(1) through five (5) $225 $375 

Six (6) through 10 $250 $400 

11 through 15 $275 $425 

16 through retirement  $300 $450 

8. TAX DEFERRED PLANS 

Election to participate in any plan other than the deferred compensation enhancement program 
described above is voluntary and compensation deferrals and program costs are paid by 
participants. 

9. LONG-TERM DISABILITY 

All permanent full time and permanent part time IBEW-represented employees working 
at least 20 hours a week on a fixed schedule are eligible to participate for long-term 
disability insurance policy as follows: 

• SMUD will pay one hundred percent (100%) of the core benefit premium pursuant 
to the insurance policy. 

• Are eligible to purchase any additional coverage of Long-Term Disability policy 
that may be in place. Premiums will be paid by the employee. (Revised 1/1/2026) 

Employees returning from LTD will have a right of return to their former headquarters unless 
their classification is no longer used at their former headquarters, or they are precluded from 
that location or classification because of a medical condition. If the classification is no longer 
used, the employee may voluntarily demote to any open position to which he/she is qualified at 
the former headquarters or transfer to another location where the classification is still used. 

10. EMPLOYEE LIFE INSURANCE 

Employee life insurance coverage is based on the amount of an employee’s annual base pay 
(rounded to the nearest $5,000 worth of coverage) effective September 30 of the previous year. 
SMUD pays the full cost of life insurance premiums for coverage up to one time (1x) annual 

122 IBEW MOU 2026-2028 



  
 

   

   
     

  
      

      
   

 
  

 
  

    
 

 
 

 
 

     
  

  
  

 
   

              
  

  
 

 
  

  
   

  
 

 
  

 

  
   

   
 

  
 

 
    

  
 
 

   

base pay. Employees can purchase additional coverage with the cost for this additional 
coverage entirely borne by the employee and this additional coverage is subject to the carrier’s 
qualifications and restrictions. Employees can choose additional coverage of either one time 
(1x), two times (2x), or three times (3x) four times (4x), five times (5x), or six times (6x) of 
their annual base pay for a total of seven times (7x) their annual base pay up to the maximum 
coverage amount of $1,000,000. (Revised 1/1/2026) 

11. SPOUSE AND DEPENDENT LIFE INSURANCE 

Employees can elect coverage for their spouse of $25,000 or up to 50% of the amount they 
have chosen through the employee life insurance plan. Employees can elect coverage for their 
eligible dependent children in the amount of: $2,500, $5,000, $7,500 or $10,000. 

For clarification, there are two options an employee can choose from when selecting spousal 
life insurance: 

Option 1: 50% of the total coverage amount elected by the employee (total coverage includes 
employer paid portion and employee buy-up portion).  Any spousal election under this option 
(50% of employee coverage amount) will require an evidence of insurability (EOI) and the EOI 
must be approved by the life insurance carrier. 

Option 2: Flat $25,000 coverage amount. No EOI is required. (Revised 1/1/2022) 

12. EXTENDED COMPENSATION 

SMUD may offer extended compensation to supplement temporary disability from an on-the-
job accident. It is an advance against any permanent disability benefits employees may 
receive. Employees may be eligible for extended compensation benefits on the first workday 
of absence after the day of the job-related injury or illness. Additionally, any Extended 
Compensation paid over and above the amount of Permanent Disability awarded shall also be 
reimbursed to SMUD. 

13. OTHER FRINGE BENEFITS 

SMUD currently offers other benefits such as Employee Assistance Program, Wellness 
programs, Personal Computer Purchase Program, Educational opportunities, Ride Share 
Program, Child Care Center and child care tuition assistance. Some of these programs are fully 
sponsored by SMUD and others are supported and paid for by employees. 

14. SHORT TERM DISABILITY INSURANCE 

Effective Plan Year 2007, all permanent full time and permanent part time IBEW-represented 
employees working at least 20 hours a week on a fixed schedule may purchase coverage under 
any Short-Term Disability Plan. (Revised 1/1/2026) 

15. FITNESS CENTER PARTICIPATION 
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IBEW employee membership in SMUD’s Wellness Fitness Center will be at no cost to 
the employee. You must complete training and sign waiver for access to the Fitness 
Center. (Revised 1/1/2026) 

16. HEALTH ASSESSMENT PROGRAM 

Effective the first pay period in 2027, Employees who participate in SMUD’s Health 
Assessment Program in 2026 and fulfill program requirements will pay $15 less per month for 
their health insurance. All employees will be granted time, while on duty, to participate in the 
health assessment portion of the program. This time must be scheduled in advance, with 
supervisory approval. Additional program requirements must be completed and will be done 
on the employee’s own time. (Revised 1/1/2026) 
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ARTICLE 31 

MISCELLANEOUS 

1. SMUD PROPERTY ACCESS 

Official representatives of the Union will be permitted access to SMUD property to confer 
with SMUD employees on matters of employer/employee relations after receiving permission 
of the area supervisor so they will not interfere with work in progress. 

2. SAFETY 

SMUD and the Union agree that Joint Labor Management Safety Committees are an important 
factor in maintaining safe and healthy work environment for SMUD employees. 

It is further agreed, as soon as reasonably possible following ratification of this agreement, to 
establish Joint Labor/Management Safety Committees in departments employing IBEW-
represented employees. 

The committee shall consist of: 
• One Representative appointed by the Union 
• One Representative appointed by Management 
• Work group representatives selected along geographic or functional lines (number to be 

decided by the Department) 

In addition to the above members, the Grid Assets committee will also include a Department 
Safety Representative and a representative assigned by the Corporate Safety Office. 

The committee shall meet at least once each quarter and more often if needed to review safety 
activities in the department, to consider safety complaints raised by employees, foremen or 
safety representatives, to discuss safety issues of mutual concern to the parties, and to 
recommend corrective measures to the Department Director. 

The committee shall publish written minutes of each meeting, copies of which shall be 
distributed to other department safety committees, SMUD’s Safety Office, and to department 
employees. 

3. WORK GLOVES / PROTECTIVE CLOTHING 

A. SMUD will provide for unlimited replacement of issued work gloves. When issued, gloves 
should be appropriately and permanently marked in a manner that identifies the employee 
receiving them. Upon certification by an employee's foreman/woman that a pair of issued 
gloves was lost without negligence by the employee, SMUD will sell the employee another 
pair of gloves at one-half its cost. 

B. SMUD will make available at an employee's request the use of protective clothing for other 
than hazardous substances. This clothing is to protect employee's garments from such 
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things as oily or greasy substances or burn holes from welding, grinding, etc. (Revised 
1/1/2022) 

C. IBEW represented employees shall be reimbursed a footwear allowance towards the 
purchase or repair of appropriate footwear designated by SMUD as follows. 
(Revised 1/1/2026) 
• Lineworker Series up to $400 annually 
• Cable Spicer Series up to $400 annually 
• All other classifications up to $350 annually* 
• PSO and DSO classifications are excluded from footwear reimbursement 

*In addition to above defined classifications, employees permanently headquartered 
at the UARP, and Line Sub Foreman/Woman (assigned to tower patrol) will receive 
$300 every other year for snow boots. 

All classifications will be required to purchase and wear the approved footwear appropriate 
for work being performed, except Linemen/women, who will purchase one pair of special 
footwear. Once footwear is purchased, all personnel will be required to wear the product. 
(Revised 1/1/2013) 

Each Business Unit with personnel in classifications that require the wearing of 
appropriate footwear will establish procedures for the purchase of the footwear. (Revised 
1/1/2018 per LOA) 

4. FLAME RESISTANT CLOTHING 

SMUD agrees to provide certain flame-resistant clothing to those employees who work on or 
near exposed electrical conductors or equipment energized at 50 volts (AC or DC) or greater.  
The clothing will be provided at no cost to the employees for purchase or maintenance. 

A. Affected Classifications 

Employees in the following classifications are required to wear flame-resistant clothing 
when exposed to the described hazardous conditions. 

• Apprentice Cable Splicer/Electrician 
• Apprentice Electrician 
• Apprentice Electrical Technician 
• Apprentice Facilities Stationary Engineer 
• Apprentice Gas Control Technician 
• Apprentice Lineman-woman 
• Apprentice Meter Technician 
• Apprentice Plant Mechanic 
• Body Fender Mechanic 
• Cable Locator 
• Cable Splicer/Electrician 
• Cable Splicer/Electrician Foreman-woman, Light 
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• Combustion Turbine Technician 
• Electrical Technician 
• Electrical Test and Repair Specialist 
• Electrician 
• Facilities Stationary Engineer 
• Fault Locator 
• Gardner 
• Gas Control Technician 
• Gas Pipeline Fieldperson 
• Heavy Duty Equipment Operator 
• High Voltage Test Technician 
• Hydro Electrician Foreman, Light 
• Hydro Operator 
• Hydro Stationary Engineers 
• Line Construction Foreman-woman 
• Line Equipment Operator 
• Line Equipment Operator Assistant 
• Line Foreman-woman, Light 
• Line Subforeman-woman 
• Lineman-woman 
• Maintenance Carpenter 
• Meter Technician 
• Network Electrical Foreman-woman, Light 
• Plant Mechanic 
• Plant Mechanic Foreman 
• Revenue Protection Representative 
• Senior High Voltage Test Technician 
• Senior Meter Technician 
• Senior Troubleshooter 
• Substation Subforeman-woman 
• Substation Foreman-woman, Light 
• Telecom Technician 
• Troubleshooter 
• Utility Compliance Specialist 
• Utility Worker 
• Vegetation Work Planner 
• Vehicle Attendant 
• Vehicle Maintenance Aide 
• Vehicle Mechanic Series 
• Vehicle Mechanic Welder 
(Revised 1/1/2026) 

• DSO and PSO series will receive two (2) shirts, two (2) pairs of pants, one (1) 
sweatshirt, and one (1) jacket for the duration of this contract. Employees are 
responsible for the care and maintenance of FR clothing. Each employee is allowed 
replacement items as needed with supervisor approval. (Revised 1/1/2026) 
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The above classifications are subject to change in accordance with Hazard Assessment 
Analyses, as outlined in SMUD Safety Program Manual. 

B. Each Business Unit with personnel in classifications that require the wearing of the Flame 
Resistant Clothing will establish the initial Flame Resistant Clothing allotment and 
subsequent clothing requirements. 

Additionally, each Business Unit will establish procedures for the purchase of the Flame 
Resistant Clothing by assigned employees. (Revised 1/1/2018 per LOA) 

5. APPRENTICE INSTRUCTORS 

Journey-level or Light Foreman/woman level employees who have volunteered to provide 
instruction for the after-hours (night school) apprentice training and are authorized and directed 
to provide instruction to Apprentices will be compensated in the following manner: 

A. An hourly rate of two times a Light Foreman/woman's regular straight time rate of pay or 
two times the employee’s regular rate of pay (if higher). 

B. If a class session requires more than the normal two hours, the instructor will be 
compensated at the two times rate for each additional hour. The training coordinator or 
supervisor must approve additional hours in advance. 

C. An instructor may choose to take CTO in lieu of pay with advance approval of his/her 
supervisor. 

D. Based on the normal class session time requirements outlined above (2 hours of class 
contact and 1 additional hour), an employee would be credited with a total of 6 hours of 
CTO per class session. 

E. It is understood that either the flat rate method or the CTO method will constitute full 
compensation for a class session. Mealtime, meal payments, and travel time will not be 
applicable. 

F. Employees who provide instruction for the after-hours (night school) apprentice training 
shall not have those hours added to the ranked overtime list for their respective work 
groups. (Revised 1/1/2022) 

G. Course preparation time or instruction provided during normal working hours will be 
compensated at the employee’s normal rate of pay. 

6. SMUD/IBEW JOINT APPRENTICESHIP TRAINING COMMITTEE (JATC) 

It is the intent of the parties to support the establishment of apprenticeship programs for certain 
IBEW-represented classifications where such programs are deemed appropriate. The IBEW 
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and SMUD agree that such programs will be administered in accordance with the following 
provisions: 

A. The classification of positions and the selection (hiring) process shall be managed in 
accordance with SMUD’s Civil Service Rules. 

B. SMUD retains the right to hire, evaluate and discipline any employee participating in an 
apprenticeship program, taking into consideration the recommendations of the JATC. 

C. Apprenticeship programs shall operate in accordance with the Apprenticeship Standards of 
the SMUD/IBEW Joint Apprenticeship Training Committee. 

7. JOINT LABOR-MANAGEMENT COUNCIL 

SMUD and the Union agree that it is essential to sound labor-management relations and to the 
economic progress of SMUD and its employees to make constant improvements in SMUD’s 
operations in order to maintain efficiency and control costs. To accomplish this goal, it is 
essential that employees understand the basis for changes affecting their employment and 
working conditions. 

It is also agreed that periodic discussions between Union and Management can promote good 
labor relations by preventing relaxation of standards with respect to training or the application 
of job specifications and other working conditions. 

The parties to this agreement recognize that there are many issues outside of the collective 
bargaining agreement that are of mutual concern and interest to both labor and management 
and can best be handled through cooperative action. To this end, the parties agree to create a 
Joint Labor-Management Council. 

A. Purpose 

1) To provide a forum to understand issues of a general concern to both labor and 
management. 

2) To provide a forum to evaluate ideas to improve productivity, quality of services 
and innovations within SMUD or the industry. 

3) To refer matters to appropriate forums (i.e., Safety and Standards Committee, 
grievance procedure, etc.) for resolution. 

4) To make joint recommendations to Executive Management on issues not resolved 
by other appropriate forums. 

5) To provide appropriate communications to fulfill the charter of the council. 

B. Structure 

1) Representatives 

The Council will be composed of a bi-lateral body of six (6) labor representatives 
appointed by the Union and an equal number of management representatives (one of 
which will be a member of the Executive Committee) appointed by SMUD. 
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2) Meetings and Agenda 

The Council shall meet quarterly or as otherwise mutually agreed upon by the 
Council. The first meeting of the Council will be held within thirty (30) days of the 
ratification of this labor agreement. 

Matters for consideration by the Council shall be addressed to the Union Business 
Representative or Manager of Employee Relations. They will set the agenda for 
Council. Either party may bring persons to the Council meeting whose input would 
be appropriate to understand the issues scheduled for discussion. 

3) Leadership 

The parties shall each select a representative to function as co-chairpersons of the 
Council. 

4) Authority of Council 

The Council will act by consensus. 

8. BULLETIN BOARDS 

SMUD will provide the Union adequate bulletin board space for the purpose of posting thereon 
matters relating to official Union business. The Union shall not post any matter derogatory to 
SMUD, its employees, or its customers. 

Employees may advertise the sale or rent of their personal or real property on SMUD bulletin 
boards. 

9. TOWER CLIMBING 

The Telecommunications Technicians agree to learn tower climbing techniques and the proper 
use of associated safety equipment. SMUD agrees to provide tower climbing training on an as 
needed basis. The Telecommunications Technicians agree to be available for tower climbing on 
a volunteer basis. If a sufficient number of volunteers cannot be found, technicians will be 
appointed in inverse order of SMUD seniority. Technicians shall be allowed to decline such 
appointment for medical reasons or other reasonable circumstances. 

10. COFFEE BREAKS 

To provide consistency among all departments, employees will be allowed to consume coffee 
or other beverages at their workstations or work sites provided safe work practices are not 
compromised. It is recognized that in many work situations involving lengthy periods of high 
concentration, a brief pause to consume a beverage is reasonable so a quality work effort can be 
continued. However, it is the intent of this paragraph that these short intervals should have a 
minimum impact on productivity. 
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11. SUCCESSOR CLAUSE 

SMUD agrees to make every effort to keep the Union informed of any discussions SMUD is 
having concerning the transfer of a significant SMUD asset to another entity. SMUD's ability to 
do so will depend to some extent upon the nature of the negotiations and the parties with whom 
SMUD is negotiating. However, it is the intent of the parties that as soon as practical, the Union 
will be informed of any such discussions and will become involved in the implementation of 
any severance pay program. 

12. CONTRACTING OUT 

A. SMUD shall not contract any work normally performed by the IBEW bargaining unit if 
such contracting is intended to reduce or has the effect of reducing the regular work force by 
attrition, demotion, displacement or lay off. Further, prior to any reduction in force of IBEW-
represented employees, affected IBEW employees meeting the minimum 
qualifications of the job being contracted will be offered any bargaining unit work being 
performed by contractors. These assignments will be of a temporary nature. All current 
rules concerning bumping and selection shall apply. 

For the purpose of this agreement, contracting occurs when temporary positions are being filled 
by non-IBEW SMUD employees; outside contractors are performing work in the IBEW 
bargaining unit; and cross-training is in effect. SMUD agrees to notify IBEW in each instance 
of its intent to contract IBEW bargaining unit work. (Revised 1/1/2026) 

SMUD will ensure that co-mingling and joint-employer circumstances are not permitted. 

All contractors will pay employees prevailing wage as defined by California Labor Code 
Part 7, Chapter 1, Article 2, Section 1770, 1773 and 1773.1. Further, the parties continue 
to encourage use of IBEW and union friendly contractors. SMUD will ensure that all 
contractors furnish, on a departmental basis, all hours worked by contractor employees 
and submit a certified copy of their payroll, including benefits, for each pay period. 

Prior to SMUD drafting or releasing an RFP to contract work out that is normally 
performed by SMUD IBEW members, SMUD shall meet B & E below: (Revised 1/1/2026) 

B. First Right of Refusal 

Prior to engaging any external contractor to perform work customarily performed by 
employees represented by IBEW Local 1245, SMUD shall: 

1. Identify qualified SMUD IBEW-represented employees who may volunteer for the 
work. 

2. Offer the work first to qualified and available SMUD IBEW-represented employees 
who volunteer to perform the work. Such offers shall be documented in writing. 
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3. Assign the work to SMUD IBEW-represented employees prior to contracting out, 
unless no qualified volunteers are available. 

4. Utilize SMUD IBEW-represented employees to the maximum extent practicable 
before considering external contractors. 

5. Explore all reasonable alternatives to contracting out, including but not limited to 
overtime assignments, reallocation of resources, and training opportunities for SMUD 
IBEW-represented employees. 

C. Operational Continuity 

Nothing in this section is intended to create, expand, or waive any management rights not 
otherwise contained in the Memorandum of Understanding or applicable law. SMUD’s 
obligation to maintain operations shall be met in a manner consistent with the priority use 
of IBEW-represented employees. 

Prior to determining that internal resources are insufficient, SMUD shall meaningfully 
consult with IBEW Local 1245 and applicable foremen regarding the scope, duration, and 
staffing needs of the work. This shall be a collective meeting between SMUD management, 
Labor Relations, IBEW Local 1245, and applicable foremen. IBEW shall endeavor to 
make themselves available to meet within three (3) weeks of SMUD’s request to meet. 
SMUD shall first exhaust reasonable alternatives to contracting out, including overtime 
assignments, reallocation of bargaining-unit resources, schedule adjustments, and training 
opportunities for IBEW-represented employees. 

A determination that operational needs require contracting out shall not be based solely on 
convenience, cost, or expediency, and shall be supported by objective factors 
demonstrating that the work cannot reasonably be performed by available and qualified 
IBEW-represented employees. 

D. Management Rights 

The Parties acknowledge that this Memorandum of Understanding does not modify, 
expand, diminish, or waive any management rights or union rights established under the 
Memorandum of Understanding or applicable law. The inclusion of this section is not 
intended to create new authority or discretion for SMUD beyond what already exists. 

Any decision to contract out work customarily performed by IBEW-represented 
employees shall be subject to the requirements of this Agreement, including the First Right 
of Refusal, notice obligations, consultation requirements, and the obligation to maximize 
the use of bargaining-unit employees. 

Contracting decisions shall be made in good faith, with transparency, and with the express 
objective of preserving work opportunities for SMUD IBEW-represented employees and 
shall not erode bargaining‑unit work. 
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E. Notice Requirement 

SMUD shall provide written notice to IBEW Local 1245 Leadership prior to initiating any 
contracting action for work customarily performed by IBEW-represented employees: 

• At least forty-five (45) calendar days prior to issuing a Request for Proposal (RFP), 
Request for Qualifications (RFQ), or renewing/extending an existing contract within 
the scope of work covered by Government Code §35041.1 (AB 339). 

• At least thirty (30) calendar days prior to issuing an RFP/RFQ for all other contracting 
actions outside the scope of Government Code §35041.1. 

Such notice shall include: 

1. A detailed description of the work to be contracted. 
2. The reason for contracting out. 
3. The estimated duration and scope of the work. 
4. An explanation of why internal resources are not being utilized. 
5. Draft solicitation documents. 

F. Requirements if Contracting Out Occurs 

If SMUD proceeds with contracting out work that could have been performed by qualified 
IBEW-represented employees, SMUD shall: 

1. Provide the Union with a written final justification for contracting out if requested. 
2. Maintain certified records of all contractor regular hours and overtime hours. 
3. Upon request, SMUD shall provide these records to the IBEW. 
4. Provide the Union with a copy of the final contract prior to commencement of work. 

G. Monitoring and Oversight 

SMUD and IBEW Local 1245 shall meet biannually at a minimum, more often if needed, 
to review and discuss the status of any contractor performing work customarily 
performed by IBEW-represented employees. This review shall include: 

• An evaluation of the scope and duration of contracted work. 
• A comparison of overtime opportunities provided to contractors versus IBEW-

represented employees. 

These meetings are intended to ensure transparency, compliance, and proactive resolution 
of issues. 

H. Exceptions 

Exceptions to the foregoing for Power Generation remains as follows: are contractors may be 
used for the following circumstances: 

• OEM support. 
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• Large capital-funded projects. 
• Seasonal work related to FERC or DSOD requirements. 

Preference: SMUD shall utilize the IBEW Power Generation workforce for these projects 
whenever practicable. (Revised 1/1/2026) 

I. Offering Overtime While Contracting 

SMUD shall continue to make the same overtime assignments available to affected IBEW-
represented employees when work customarily performed by such employees is being 
performed by contractors on SMUD properties and/or facilities. This shall include work 
performed outside regular work hours, such as extensions of the workday and work on 
non-scheduled workdays. 

Beginning January 1, 2027, if SMUD fails to make overtime assignments available within 
two (2) weeks of contractor overtime work as mentioned above, SMUD will pay the missed 
opportunities to the affected employees. The parties agree to meet and confer by December 
31, 2026, to create individual department overtime distribution processes and tracking 
that will outline how SMUD will provide overtime opportunities, referenced here in 
Section 12(G), to the affected work groups. (Revised 1/1/2026) 

13. CONFLICT OF LAW 

If any provision of this MOU or the application of such provision should be found invalid by 
any decree of a court of competent jurisdiction or by the reason of any existing or subsequently 
enacted legislation, the remaining parts or portions of this MOU shall remain in full force and 
effect. 

14. TECHNOLOGICAL CHANGES 

SMUD shall continue to provide the Union with as much notice as practicable of technological 
changes in its business that may have a significant effect on its work force. 

15. NO STRIKES, NO LOCKOUTS 

During the term of this Agreement, SMUD agrees that there shall be no lockout, and the Union 
agrees on behalf of itself and the employees represented by it that there shall be no authorized, 
concerted failure to report to work, cessation or interruption of work, slowdown, strike 
(including, but not limited to, sympathy strikes), boycott or any type of organized or concerted 
interference, express or implied, direct, indirect, coercive or otherwise, with SMUD's business. 
The Union further agrees that, should any such acts be committed by any employee or 
employees, it shall openly and publicly denounce and discourage said acts. (Revised 1/1/2022) 

16. CONTINUATION OF OTHER TERMS AND CONDITIONS - ENTIRE AGREEMENT 

This MOU sets forth the entire understanding of the parties regarding the matters contained 
herein and any other prior or existing understanding or MOU by the parties, whether formal or 
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informal, regarding such matters are hereby superseded. Except as provided in this MOU, it is 
agreed and understood that all benefits and working conditions provided by this MOU shall 
remain unchanged during the term of this MOU, unless expressly modified by mutual 
agreement through the meet and confer process. 

17. UARP COLD WEATHER CLOTHING 

Hydrography Field Technicians and Heavy-Duty Equipment Operator classifications that 
perform work in the Upper American River Project (UARP) shall be provided cold weather 
clothing including an insulated jacket and insulated bibs authorized by SMUD. Employees 
shall be allowed to replace the clothing every three (3) years. (Revised 1/1/2022) 

SMUD agrees to provide cold weather clothing to employees working in the Upper 
American River Project (UARP) at no cost to the employees, after successful completion 
of winter survival training. SMUD will provide a one-time purchase of $2,000 for cold 
weather clothing for the classifications below: 

• Hydro Stationary Engineers 
• Telecommunications Technician (only when assigned to UARP) 
• Line Sub Foreman/Woman (only when assigned to tower patrol) 
• Hydro Operators 

Acceptable cold weather clothing allowed for purchase are as follows: 

• Insulated jackets, bibs, and pants 
• Base layers: sweatshirts, shirts, and pants 
• Accessories: winter gloves, hats, beanies, balaclava, snow gaiters 

Items shall be replaced as needed per supervisor approval. Revised (1/1/2026) 
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ARTICLE 32 

ARTIFICAL INTELLIGENCE (AI), AUTONOMOUS TECHNOLOGIES (AuT), and 
ROBOTICS 

1. PURPOSE AND SCOPE 

A. Artificial Intelligence (AI), Autonomous Technologies (AuT), and the Internet of 
Autonomous Things (IoAT) are recognized as emerging technologies/tools capable of 
performing, augmenting, or assisting with tasks that may be traditionally carried out by 
SMUD employees represented by the International Brotherhood of Electrical Workers, Local 
1245 (“IBEW 1245” or “the Union”). 

B. These technologies may include, but are not limited to, autonomous data collection systems, 
drones, autonomous vehicles, robotics, and other AI-driven or automated systems. The 
parties acknowledge that such technologies may enhance safety, improve efficiency, and 
advance operational objectives. 

C. The purpose of this Article is to establish standards governing the introduction and use of 
Autonomous Technologies in work normally performed by IBEW 1245–represented 
employees, promote training and skill development, and ensure collaboration and 
transparency between SMUD and IBEW 1245 while preserving the integrity of the Collective 
Bargaining Agreement. 

2. NOTIFICATION AND CONSULTATION 

A. Prior to the introduction or implementation of any Autonomous Technology, AI system, or 
other Emerging Technology that may impact work normally performed by IBEW 1245 
employees, SMUD shall provide written notice to the Union and meet and confer regarding 
the impact of the proposed technology, including anticipated changes to duties, work 
methods, or required skills. 

3. USE OF AUTONOMOUS TECHNOLOGIES IN BARGAINING UNIT WORK 

A. The parties recognize that SMUD retains its management rights, including the right to 
determine staffing levels and to implement layoffs in accordance with Article 22 of the 
Collective Bargaining Agreement. Nothing in this Article is intended to alter, restrict, or 
supersede the layoff provisions, seniority rules, or management rights set forth in Article 22. 

B. When Artificial Intelligence, Autonomous Technologies, or other Emerging  Technologies 
are introduced as tools in work normally performed by employees represented by IBEW Local 
1245, such work shall remain bargaining unit work. These technologies shall function to 
support, assist, or augment bargaining unit employees in the performance of their duties. 

C. Where the introduction of Autonomous Technologies materially changes how bargaining unit 
work is performed, including changes to job duties, work methods, or required skills, SMUD 
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shall notify the Union and meet and confer regarding the impacts of such changes, including 
training, reassignment, or classification-related considerations. 

4. TRAINING AND SKILL DEVELOPMENT 

A. When the duties of a classification are modified to include the use of Autonomous 
Technologies, AI, or other Emerging Technologies, a training plan shall be shared with the 
Union prior to implementation and shall include instruction reasonably necessary for 
employees to safely operate and utilize the new systems or processes. 

5. COMMITMENT TO COLLABORATION 

A. SMUD and IBEW 1245 commit to collaborative, transparent, and good-faith engagement in 
addressing technological change as set forth in the Meyers-Milias-Brown Act 
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____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

____________________________ _________________________________ 

Signature page (1 of 2) 

Date: _________________ 

International Brotherhood of Electrical Sacramento Municipal Utility District 

Workers, Local 1245 

By: ______________________ By: ____________________________ 
Dylan Gottfried Tiffany Navarrette 

Senior Assistant Business Manager Manager, Employee Relations 

Kim Camatti Jenn Dibble 

Robert Barngrover Scott Barker 

Rafael Burgos Casey Coyes 

Jody Cather Darrell Daniel 

Joe Dray Joseph Dickson 

Joshua Ehrhardt Alex Fastovich 

Garrett Gross Kristen Kaur 

Joseph Klein John Trumbull 
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____________________________ 
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____________________________ 
Shawna O’Neil 

____________________________ 
Steve Ross 

___________________________ 
Corey Smith 

___________________________ 
Pete Winter 

Approved as to form: 

___________________________________ 
Laura Lewis 
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Approved: Approved: 

______________________________ _____________________________ 
Bob Dean Paul Lau 

Business Manager General Manager and CEO 
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APPENDIX A 

WAGE SCHEDULE 

The parties agree to place all wage schedules, including all premiums, for all IBEW represented 
employees in Appendix A of the current MOU. (Revised 1/1/2022) 
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2026 IBEWWAGE SC HIEDULE 
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50051564 Body Fender Meehan ic IBEW884A Sc9.23 

50051500 Cal>lel..ocal-cr IBEW873G S53.07 554.19 S65.73 557.15 S.58.22 

50051584 Cal>le L.ocata wrth class A IBEW873M 554.22 565.34 556.88 S.58.30 S.59.37 
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50051574 Cable Splioer1E ledrician IBE1Ml23K S8288 

50083188 Cable Splioer1E lectrician AJ,?"artice IElEWSOSo.. S53.00 s.56.95 SEII0.06 863.18 S.00.34 S00.45 57249 375.64 s.78.71 

50051575 Cal>le Splioer1E ledrician AJ,?"artice w rth dass A IBEW009B 565.05 s.58 .10 S6121 S-e4.33 Sl67.49 Si11J.OO 373.64 576.79 579.86 

50051579 Cable Splioer1E lectrician, AJ,?"entice w rth haz:mat IBEW009C 565. 17 s.5822 S61.33 S-64.45 Sl67.61 Si11l.72 S73. 76 576.91 579.98 

50051844 Cal>le Splioer1E lectrician, Foreman1W oman IBE'IN9370 S89.26 

50051577 Cable Solioer1E lectrician ForemanlWorrn.n Liaht IBEW942"- 593.38 
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50051583 Celi tJ-ation Technician IBEW925A 570.37 

50051599 C ivi l Maintenance FaemanWoman light IBE'IN937G 574.26 

50051600 C ivi I Maintenance FaermntWoman lig hi w rth class A I BEVll$7L 575.41 

50051001 C ivi I Maintenance Fae.manWoman lig hi w rth ha.zmat IBE1JV937X 575.53 

50051587 Coo-bustibie T ... bine Forema.niWoman IBEVV9468 579.00 

50051588 Coo-bustibie T ... bine Technician I BEW917A S67.93 
50051610 Qafls HelpEJ IBEW823G 536.33 S37.ll9 540.91 S.43.71 S.46.81 

50083191 Qafls Helpel' w rth class A IBEW823L 537.48 S39.14 54206 544.86 547.96 

5005161 1 Qafls Helpel' w rth ha.zmat IBEWS28X S37.00 53926 54218 S.44.98 548.08 

50051617 Cuskxlian C lc:sedClass ~icsl ion IBEW800G S34.23 535.76 S37.4D S.39.12 

50051628 Distril>ulion S15tem Opaalcr I IBEW928.J S77.81 S.79.77 S8 1.82 58396 586.10 S88.29 S00.50 S92.92 S9527 
50051629 Distril>ulion S15temOpaa1Dr II IBEWll92D S.100.05 

50051663 Eeclr ical Technician, IBEW937E S83. 74 

50089229 Ee clr ical Techniciar> Apprent ice IBEW928B 554.35 567.00 SEII0.70 863.84 Sl67.01 570.17 373.26 S.76.42 S.79.54 

50051654 Eeclr ical Technician Appraiti ce w rth ha.zmat IBEW928C 565.62 s.58 .87 S61.97 Sffi.11 S68.2l3 571.44 574.53 577.88 SS0.81 

50092679 Ee clr ical Techniciar> Faeman'Woman. Light IBEW970A S95.81 

500ll9277 Eeclr ical Technician Faemarl'Woman Light 0, Csll I BE1IV9i'OO S97.00 

50092739 Eeclr ical Techniciar> Faemarl'Woman. W rth cl3.ss A IBEW9i'OM S97.01 

50092740 Eeclr ical Technician Faemarl'Woman W rth haz:mat I BE1/lf970N S97.13 

50091431 Eeclr ical Technician Sul>fcrema.r>'W'omsn IBE'IN937F .S00.22 
50121)394 Eeclr ical Test & Repai" Specialist I BEW!nS'I. 584.67 

50051647 Eeclr ician IBE'IN916'. S67.44 

50051648 Ee clr ician AJ,?"entice IBEW880A 543.84 546.77 549.00 S!io2.50 S.55.40 s.58 . .29 961 .13 Sl'W.05 

50051649 Ee clr ician AJ,?"entice .,,;th class A IBEW880L 544.00 547.92 550.75 S.53.65 S.56.55 559.44 562.23 S65.2ll 
50051650 Eeclr ician AJ,?"entice "';th h,szmat IBEW880X 545. 11 348 .04 550.87 S.53.77 S.56.67 Sc9.00 562.40 S65.32 

500ll9538 Eeclr ician Faeman!Woman Light IBEW941M S77.2ll 
500ll9539 Eeclr ician FaemanlWoman Light W rth •cla.ss A IBEW941L s.78.35 

500ll954D Eeclr ician FaemanlWoman Light W rth haz:mat IBEW941X s.78.47 

50051651 Eeclr ician w rth class A IBEW916L S68.!i9 

50133600 Ee clr ician w rth haz:mat IBEW916X S68.71 

50051600 Eauii,me,! O.--a1Dr IBEW858L 552.85 

50051000 Eauii,me,t Ooaa1Dr ,'iith. class A IBEW8!!4A 554.00 
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2026 IBEWWAGE SC HIEDULE 
Job ID Ola ssifi cati en G rou,p 

2m6- 2006,- 20126 · 2026. - 20,26 - 20<26 - 2m16 - 2:m!S, - .2W:6 - %Ott. 
step 1 step2 step 3, step 4 step 5 Step6 Step 7 step s. step9· st8p 10 

50051001 Equip:ll'Bll Opaamr " i lh h,izrmt IBEW'864X S54. 12 

50099209 Faci li ties CL5todian IBEW792A 526.67 S28 .68 S31{t99 S3a:J.5 

50051842 Faci li ties E lectr ical Forernant\l'llarmn L.ig ht ,-ith class A IBEW941L 578.3-5 

50117005 Faci li ties E ledr ician FcremsnM'oman l..iaht IBEW941M STT.2fJ 

50158122 Faci li ties Stati-cnsrv E rs:i ine..- AP!J'enti aa IBEW'851J 535.86 S:J.7.94 S:J.9,98 S42.06 S44.12 546.19 548.27 550.32 552.43 

50158123 Faci li ties Stationarv E!lline..- Aoaentice Cklsed Class ification IBEW'879F 542. 19 S44.64 547.05 549.51 S51.9:J. Sc4.:J.7 S00.82 Saa.22 SB1 .68 

50158124 Faci li ties Statiooa,y E113ine..- Fcrerre,M'oman Light I BE\IV9:37G S74.26 

50158225 Faci li ties Statiooa,y E113ine..- I IBEW'872G 555.17 

50158226 Faci li ties Statiooa,y E113ine..- II IBE'W9J&A. S64.92 

5005i2.15i2. Faci li ties utility Crew FcremanfWarmn IBEW919M 549.36 

50168952 Faci li ties utility Crew FcremanfWarmn Closed Classification IBEW86:J.M 557.48 

50168954 Faci li ties utility Crew FcremanfWarmn ,..rth ha:zmal: IBEW'919N 550.6:J. 

50168963 Faci li ties utility Crew FcremanfWarmn ...rth ha2rnatCklsed C lass ificslic IBEW863N SE8.75 

50093-182 Fau It l..o<>itcr IBEW941H 578.00 

50093-183 Fau lt l..o<>ikl' ,.,;th ·class A IBEW941J S79.75 

50101800 Field Suppcrl Techn ician w nh ·class A IBEW888C Sfd04 S57A5 S58.9J S00.3-4 

5015433-5 GardE<1EJ IBEW'877J 540.55 541.tia 54244 

50051700 Gard E<lEf Closed Classifi <Eion IBEW'848G 547.43 548 .62 549.00 

50154336 Gard E<lEf ...rth class A IBEW877K 541.70 S42.7:J. 54358 

50051701 Gard E<lEf ,-ith class A Closed Classifi <>itioo IBEW'848L 548.tia 549.77 S50.75 

5015433-7 Gard E<lEf ,_;th hazmal IBEW'877L 541.82 542.85 54371 

50051702 GardE<lEJ ...rth hBZmBIClcsed Class ification IBEW848X 548.70 549.89 S50.87 

50097100 Gas Control Techn ician IBEW'924A S7361 

50124993 Gas Control Techn ician Apprenl iaa IBEW'912E 547.98 S51 .14 354,32 S57.47 S00.00 S6378 S00.95 Si'0.11 

S0113W8 Gas Control Techn ician w nh class A 18E'W924L S74.76 

50051e80 G as Pipeline Fietl pesoo I BEW'87:J.G SEi2. 18 S53.28 S54.~ 556:19 557.24 

50052175 Hazard Waste FcremanlWarmn Light IBEW'912G Se8.70 

50052176 Hazard Waste FcremanlWarmn Light w nh class A IBEW'9158 SBB.83-

50055201 Hazard Waste Technician IBEW'874H S35.:J.4 536.92 549.61 550.29 551.9:J. 55300 555.55 SE8.29 

50119981 Hazard Waste Technician.On Call IBEW886A. 961 .27 

50083100 Hazard' Waste Technician w nh ,class A IBEW'878A Saa.43 

50052177 Hazardoos W aste Forerm.nt\l'lloman l...iA ht w nh ha:zmal: IBEW915X SBB.97 

50052178 Hazardoos W aste Technician .,;th hazmsl IBEW'878X Saa.ffi 

50154338 Head G ardena IBEW'919D 545.00 

50051703, I Head Gsrden a Cklsed: C lass ificslion IBEW'863A. 55344 

50154339 Head Gardena w nh class A IBEW'919F 546.84 

50051704 Head Gardena w nh class AClcsed Class if ication IBEW'86:J.L Sc4.59 

501543,40 I Head Garden a w nh hazmsl IBEW'919G 546.96 

50051705 Head •Gardena w nh hazmsl Clcs ed C lass ificstioo IBEW863X S-..'-4. 71 

50083171 Heavy Duty Equipmern Opaamr IBEW'893F S6342 

50051706 Heavy Duty Eq,uipmern Opaamr Appremice IBEW'877A 541.21 543.91 546.00 $49,3,7 552.05 Sc4.79 557.49 S60.22 

50092744 Heavy Duty Equipll'Bll Opaamr Forerm.nt\1'1/aman Light IBE'W9221... 5725i2. 

50099278 Heavy Duty Equipmern Opaamr Forerm.nt\1'1/aman LightOnCall I BEW'9:J.7G 576.11 

50092746 Hea,y Duty Eq_uipmern Opaamr Forerm.nt\1'1/armn light w nh class A IBEW9Z?A 573.67 

50092747 Heavy Duty Eqµipmern Opaamr Forerm.nt\1'1/armn light w nh hazmsl IBE'W9238 57:J.. 79 

50051707 Heavy Duty Equipmern Opaamr \\ifu class A IBEW'898E S64.57 
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2026 IBEWWAGE SCHEDULE 
Job D C lassifi cati an Graup 

2Cl26,- 21126- 211,''6- 211,''6- 2026- 2026 - 2Cl26, - 2Cl26 - 20:26- 2(12,l; -

step 1 step2 step 3 step 4 step5 Steps Step7 stepB step9' sto,p 10 

50051708 Heavy Duty EquipfllEfll 0p..-a1Dr ,.,; th class hazmat IBEW8!l8X se4.69 

5 1000003 Hill h \/dlar, e Bectrician I8EW'921H 572.59 

5 1000000 Hill h \toltsc e Electrician Anaenl i<E IBEW91SA 547.18 $50.33 353.39 5!:6.50 5!:i9.fi4 Slli2. 75 566.79 ses.96 

51000001 Hie h VcltSll e Bectrician .0.,,,-enlice w ith Class A IBEW918B S48.33 351 .48 354.54 S57.65 S00.79 563.ro S00.94 S70.10 

51000002 Hill h Vclta:i e Electrician Ana-ent ice w ith Hazrre.t IBEW918C S48.46 351.00 354.00 S.57.77 S00.91 !364.02 Sfll.00 570 . .22 

5 1000004 Hill h \toltsc e Bectrician " ith Class A IBEW'925D S73. 74 

51000005 High Vcltag e Bectrician with Hazmat IBEW!:!25E 573.36 

6 1000001 HighVcltage Teat APl)"entice IBEW91SA 545.36 S48 ,39 351 .33 S.54.33 S.57.35 S00.34 563.26 S00.30 

50099375 High Vcltage Teat Technician I8EW921 E SflB.36 

50051712 Hyao Eledr ician Faemsn/Womar> Light IBEW940A S83.09 

50099279 Hyao Eledr ician Faemsn/Woman Light On Cell IBEW941C S84.30 

500517'13 Hyao Eledr ician Faemsn/Womar> Light w ith d ass A IBEW94DB S84.24 

50051714 l-lyao Eledr ician Faemsn/Woman Light w ith hazmat IBEW940C S84.36 

50099894 Hyao Eledr ician O perala Faermn/Woman L ight IBEW9468 S82.22 

50051735 ffya-o Field Technician IBEW915A. 564.96 
50098810 Hyao Field Techni cian FaernanlWoman L ight IBEW'939B 576.79 

50098811 Hyao Fie ld Techni cian FaernanlWoma.11 L ight w ith dass A IBEW1n9F 577.94 

50098009 Hyao Field Techni cian FaernanlWoman L ight w ith hazmat IBEW1n9H 578.00 

50051736 Hyao Field Techni cian w ith dass A IBEW915F S!l6. ·11 

50051737 l-lyao Field Techni cian w ith hazmat IBEW915H S00.23 
50051721) Hyao Medlani c,FaemanlWoman Light IBEW1n7G 576.26 

50099281 Hyao Medlani c, FaemanlWoma.11 Light On Cell IBEW'93S'I. 580.77 

50051721 Hyao Medlani <> FaemanlWoman Light with cl9ss A I8EW93.7L 577.41 

50051722 Hyao Medlani c, FaemanlWoma.11 Light w ith hazmat IBEW1n7X S.77.53 

50154344 HyaoOperala IBEW9'17C 575.~ 
50154346 HyaoOperala Apl)'entice IBEWS31B S.4!l.07 SB.:231 355.52 S.!:iS76 Sfil01 566.21 ses.46 572.77 

50083173 l-lyao Oper ala Apl)'en!ice Cbsed Classifi a,.tion IBEW919'1. 549.07 S5i2.31 355.52 S.!:iS76 Sfil01 566.21 ses.46 572.77 

50154346 Hyao O per ala Apl)'entice ,.,; th class A IBEWS20C S53.51l 553.46 356.67 S.!:iS,91 563. 16 S00.36 SflB.61 572.83 

50094281 l-lyao O per ala Apl)'en!ice " ith class A Cbsed C lass ifi a,.tion IBEW919B 553.50 553.46 356.67 S.!:iS.9 1 563. 16 S00.36 SflB.61 572.83 

50154~ Hyao O per ala Ap-l)'entice w th haz:rre.t IBEW919H $50.34 553.!:iS 356.79 S00.03 563.28 936.48 SflB.73 572.96 

50051724 Hyao Oper ala Apl)'entice ,sith haz:mat Closed Class rrication IBEW919C $50.34 553,!:iS 356.79 S00,03 563.28 S00.48 Sfl9. 73 572.96 

50051723 Hvao O per ala Closed C lass rrication IBEW'927F 575.47 

50154348 HvaoOperala FaernanlWoman IBEW941A sro.23 

50114860 HvaoOperala FaernanlWoman C losed Oa.ss rrication I8EW'970B 500.23 

50154349 HvaoOperala FaernanlWoman w ith class A IBEW941G 591 .38 

501 1491 1 HyaoOperala FaernanlWoman w ith class A Closed Oass rrication I8EW'970L S91 .38 

5005'1725 HyaoOperala w ith cl9ss A IBEW928A 576.62 

500517Zl Hyao Ov..-h-aul FaernanlWorre.n IBEW9468 58222 
50100050 Hyao Slationary E ~ ineer APl)"enti"' IBEW851J S35.3B 537.94 539.98 54206 544.12 S46. 19 S48.27 $50.32 S52A3 

50100051 l-lyao Slationary E ~ ineer I IBEW872G 555. 17 

50100052 Hyao Slationary E~ ineer II IBEWOOSA !364.92 

50164138 Hyao Slationary E ~ ineer 11 w ith Class C-Hazmat IBEWroSK 566.66 

50100026 Hyao Slationary E~ineer 11 w ith hazmat IBEWOOID< S00.19 

501!:0200 Hyao Slationary E ~ ineer Subfaeman'Woma.11 IBEW9'221 Sfl9.ro 
501!:0053 l-lyao Slationary E ~ ineer Subfaeman'Woman L ight IBEW1n7G 574.26 

50051743 lnstructa IBEW93SA 576.ffi 

This wage schedule is for informational purposes only. Employees should refer to the annual SMUD Board approved
wage schedule for the most accurate and updated information.
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2026 IBEWWAGIE SCHEDULE 
Job ID C:la ssifi cation, G rou p 

2.CllS- ~- 20:2.6- 20:26- 20'26- 20'26- 2026- 2026- 2026- 202' -
step 1 step2' step 3 step4 step5 Step6 Step7 steps step9• st&? 10 

50'162418 Lead Distribution Sy;ten0psa1Dr IBEW'984D 5'105.06 

61000002 Lead Teecorrvn Technician IEIEW'933A S83.34 

50051700 Lead fool Recsra IBEW'922l see.ro 
50'1657"..2 Lead LJt ilitv Com>liance 5,,.,.,.;a ist IBEW828K 563.62 
50154184 Lead V ehicle Mechanic IBEW888D 559.42 

50051761 Lead V ehicle Mechanic Closed Class ificstion IBEWro48 Sll4.79 

50154185 Lead Vehicle Mechenic with dass A IBEW888F 900.57 

50051782 Lead V ehicle j1jlechenic with dess A C losed C lass ificstion IBEWro9D S!!694 

50154186 Lead Vehicle j1jleci,enic with hazrml IBEW888H 900.00 

50051763 Lead V ehicle j1jlechenic with hazrml Cb5ed C lassifi <Etion IBEW9:19X SB6.06 

50'164311 Lead V ehicle j1jlechanic with hazrml Fresh Pond IBEW9)4A 964.72 

50164525 Lead Vehicle j1jlechenic with hazrml Fresh Pt>nd Closed C lass ificstior> IBE'W922"- 570.W 

50083472 Line Oonsiru d ic>n FaemanJWOITT3/l I BE1/11976D 5'10276 

50083473 Line Oonsiru d ic>n Faemal\lWoman w ith class A IBE1/11970C 5103.91 

50083474 Line Oonsiru dion Fa ,emanJWoman ,vith hazrml IBEW'976X 5104.03 

50154187 Line Eq uip:me<TI Opsstor Assistant with d ass A IBEWi'36A S31 .37 S3.8 .ro 541.80 544.59 547.61 

50128409 Line Eq uip:me<TI Opsstor Assistant with ,class A Closed Class ificstion IBEW830L S3725 S3,8 ,9) S4'1.80 544.59 547.61 

50'154188 Line Eq uip:me<TI Opsstor w ith class A IBEW862D 964.57 

50106535 Line Eq uip:me<TI Opsstor w ith class A Oosed' C lsssifi <Elion IBEW898B 964.57 

50'100800 Line Equip:me<TI Opsstorwith Crane and dass A IBEWSB2G S!!657 

50100884 Line Eq uip:me<TI Opsstor w ith Crane and' dBSS A Closed Class ificstion IBEW898D S!!657 

50'100852 Line Equip:me<TI Opsstorwith Crane and hazrml IBEW862F S!!600 

50154140 Line Eq uip:me<TI Opsstor w ith ha:zmal IBEW862E 964.00 

50108451 Line Eq uip:me<TI Ope st or w ith hazms.t C losed Class ificsticn IBEW862H 964.00 

5005'17f57 Line Faemar\JWOITT3/l Light IBEW965R 596.54 

500517!!8 L ine Faemar\JWoman Ljghtwith class A IEIEW'965C S97.00 

50'142318 Line lnsped:a I I BE'l/ll!mA. S84.97 

501566Ei2 L ine Ins ped:a I ,-.ith class A I ElE'l/il!n3C S86.11 

50'108831 Line lnsped:a II IBEW941R 500.74 

50114932 Line Ins ped:a 11 w ith class A IBEW941D SS'l .89 

50051770 Line Sub Faeman>W OITT3ll IBEW94'1R 500.74 

50051771 Line Sub Faeman>Woman with class A IBEW94'10 SS'l .89 

50083463 L ineman'W OITT3fl IEIEW'933A S84.97 

500834!l0 L ineman'Woman Ao:<J"entice IBEW'922R 555.25 SE.'l .88 S62.52 S>00.17 S>!l9.76 573.43 577.09 S8D.73 

50083461 Lineman'Woman Anrrent ice v.i th ,class A IBEW922C SM.40 900.o3 9il67 567.32 570.91 574.58 578.24 S81 .88 

50083462 Lineman'Wom,m Anrrent ice ,_;tt, hsazITRt IBEW'922Z SM.52 900 .15 S63.79 S67.44 571 .03 574.70 578.36 S8200 

50083464 Lineman'Woman w ith class A I ElE'l/il!n3C 536.11 

50083465 Lineman'Wom,m with hazrml IBEW9llX S86.23 

50"136767 Linema n'Woman with helicopte I BEW'S33Y S89.22 

50154416 Maintenance Capente IBEWBBEiA 964.92 

50"154417 Maintenance Capente App-,enti<E IBEW851 E 54219 

50083233 Maintenance Capenta App-ent ice Close Clsssifi CEtion IBEW879F 54219 

50051805 Maintenance Capente Closed C lass ificstion IBEWro8A 964.92 

50154459 MaintenanceCapente FaemaniWoman Light IBEWro1K 574.26 

50115400 MaintenanceCapente FaenisniWoman Light Closed C lass ificsticn I ElE'l/il!n7G 574.26 

50"154400 Maintenance Capente SubfaemantW OITT3/l IBEW88 i'D see.ro 
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2026 IBEWWAGE SCHEDUILE 
J Db lD C lassifi catian Gr aup 

2(126,. 2Cl26 . 202ii- 2026 - 2026 - 2026 - 2(126 . 2(126,. 2026 - 202!, -

step 1 step2 step 3 ste p 4 step 5 Step6 Step 7 stepB step 9· ste,p 10 

50051806 Maintenance Ca-penla Subfaem='Womsn Closed Cessificslion IBEW9'22l sea.so 
50159375 Maintenance Ca-DBTla w ith class A IBEW872D S!lB.07 

501 16:!fl2 Maintenance Ca-DBTla w ith class A C las ed Class rricstioo IBEW9J8L S!lB.07 

501M399 Ms.te<ial Soecialist I IBEW793F S2!!.02 S33.46 S37,93 S42.39 

50099'{)()3 Ms.te,ial Soecialis t I ClcsedClass rricslioo IBEW851N S34.67 S39.9B 54529 S.50.64 

50154525 Ms.te<ial Sn,,tlslis t I w ith da;s A IEIEW793A S30.'17 834.61 S39.08 S-43.54 

50090004 Ms.te<ial Specialis t I w ith da;s A C los ed C lass rricslion, IBEW851C S3582 541 .13 546.44 551.79 

501545ill Ms.te<ial Specialis t I w ith Crane and class A IBEW793D S31.17 S35.61 540.08 544.54 
50099007 Ms.te<ial Specialis t I w ith Crane and class A Clased C lass rricstion IBEW851A 536.82 542.13 547.44 S.5279 

501545.:28 Ms.te<ial Specialis t I w ith crane and' hazmal IBEW793E S31.29 S35.73 54021) 544.66 
50099008 Ms.te<ial Specialis t I w ith crane and' hazmatClased C lass rricstion IBEW851B 536.94 54225 547.ffi S.5291 

50154529 Ms.te<ial Specialis t I w ith hazmst IBEW793B S30.29 S34.73 S3921) S-43.66 
50099'{)()5 Ms.te,ial Specialis t I w ith hazmst Cbsed C lass rricslion, IBEW85·1H S3594 54125 546.ffi 551 ,91 

5015453!) Ms.te<ial Specialis t IBEW912D 545.49 
50154478 Ms.te<ial Specialis t w ith class A IBE1N912F 546.64 

50051787 Ms.te<ial Specialis t Closed C essifi c:Blion IBEW8B2l 554.36 

50051788 Ms.te<ial Specialis t ,.,;th d ass A Closed C lassifi c,_tion IBEW862C 555.51 

50154480 Ms.te<ial Specialis t with Crane and dass A IBE1N912P 547.64 

50099011 Ms.te<ial Specialist v.ilh Crane and da;s AClased C lass rricstion IBEW3!12A. Sffi.51 

50154481 Ms.te<ial Specialist with crane and hazmst IBE1N912R 547.76 

50099012 Ms.te,ial Specialis t v.ilh crane and hazmst Cbsed C lassifi cation IBEW002B Sffi.63 

50154482 Ms.te,ial Specialis t v.ilh hazms.t IBE1N912H 546.76 

50083234 Ms.te<ial Specialis t v.ilh hazmal Closed C lass rricslicn IBEW8!12X 555.63 

50154483 Ms.te<ial Specialis t Ill IBEW928D 558.21 
5005,2074 Ms.te<ial Specialis t 111 Clcsed C lass rricstion IBEW878L 558.21 

50154484 Ms.te<ial Specialis t Ill w ith class A IBE\IV928G S1i9.36 
5005,2075 Ms.te<ial Specialist Ill w ith class AClased'C lass rricslion IBEW879'1. S1i9.36 

50154436 Ms.te<ial Specialist Ill w ith Crane and class A IBE\IV928L S!lll.36 
500990-13 Ms.te<ial Specialis t Ill w ith Cran e and class A Closed C lassifi c,tioo IBEW879D S!lll.36 

50154487 Ms.lerrial Specialis t 111 w ith crane and hazmal IBEW928M S!lll.48 

50090014 Ms.lerrial Specialis t 111 w ith crane and hazmat Clas ed' Class rricslion IBEW89BA. S!lll.48 

501c4488 Ms.lerrial <:::n,riolis t Ill w ith hazmst IBEW928H S1i9.48 
5005,2076 Ms.te<ial Soecialis t 111 w ith hazmst Closed C lass rrication, IBEW8~ S1i9.48 
50154489 Ms.te,ial Soecialis t IV IBEW858B S61 .87 

5005217{) Ms.te<ial Sn,,tlslis t IVClas ed cta.ss rricslion IBEW893F S61 .87 

5015449:J Ms.te<ial c;,,.,,..;,,Iis t IV w ith class A IBEW85o8H SB3.02 

50052171 Ms.te<ial Specialis t IV w ith class AClcsed'cta.ss rricslion IBEW898C SB3.02 

5015457{) Ms.te<ial Specialis t IV w ith Cran e and' class A IBEW85o8N S84.02 

50099009 Ms.te<ial Specialis t IV w ith cran e and ,class A Cbsed C lass rricslion IBEW8930. S84.02 

50154571 Ms.te<ial Specialis t IV w ith cran e and hazrret IBEW858P S84.14 

50099010 Ms.lerr ial Specialis t IV w ith crane and hazmst Closed C lass rricstion IBEW893E S84.14 

50154572 Ms.lerrial Specialis t IV w ith hazmal IBEW858J SB3. "14 

50052172 Ms.te<ial Specialis t IV w ith hazmatClcs ed'Class rricslion IBEW893X SB:l 14 

50154141 Medianic IBEW8668 554.23 

50051791 Mediani cClcsed C lass rricstion IBEW884A S1i9.23 

50154142 Mediani c w ith C ess A IBEW865C 555.38 
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2026 IBEWWAG E SC HEDULE 
Job D C la ssi fi cati en G roup 

2026 - 2!1,lS - 2026 - 202£ - 202S - 202S - 2026 - 2026 - 2026,- 101'-
step 1 step2 Step 3 Sll!'p 4 Step 5 Step ,6 Step7 step a step s, ste,p 10 

50051792 Medlani <>Wah ,csss A Clcsed C lass fa,stion IBEW888G S!l0.38 

50154143 Mecnani <>w rrh haz:rrnt I8EW8650 55650 

50051793 Mecnani c,w rrh haz:rrnt C losed Class ifi<>slion IBEW888X S!l0.50 

50154165 Medlani <><I FaemaniWomar> Lillht I 8E\IV921 G S68.02 

500939)4 Mecnani <><I FaemaniWoman Lillht Clcsed C lass ificstion I 8E'U'l937G 574.26 

50051796 Meler Technician I8E'W925A 572.62 

500517W Meler Techni cian ApJYentice IBE'W912E S47.21l S50 .3.2 553.44 556.54 5!l8.67 S!!,2.74 965.87 S!lS.97 

6 1000007 N:Et-Nai: PGS is!anl I8EW802G 534.77 S36.36 537.95 539.5 3 

6 1000005 N:etwat Ass istant WIOLA IBEWS0.21.. 53696 537.55 539.15 540.7 3 

50051839 N:Et-Nm Cable Faeman,Woman Light IBEW941M S88.78 

50051841 N:etwat Bedrician Faemar\lWaman Light I BE'IN941 M S88.78 

50051843 N:Et-Nai: Bedrician Faemar\lWaman Light ,.,; th h,izrrnt IBEW941X SS0.05 

50051800 Pant Meehan ic, I8E'W908A 966.67 

50083241 P a nt Meehan i<>Apt:Yentiee IBEW8~ 543.33 546.19 549.07 551.92 554.76 557.62: S00.47 Slll.35 

500832-12 Pant Mechani<>Apt:Yentice w rrh dess A I8EW879H 544.48 S47.39 55026 553.11 555.94 SES.SO 561 .67 S64.54 

50051861 Pant Mechani<>Apt:Yentice w rrh hszrrnt I8EW874X 544.00 S47 . .5i2 500.38 553.22 556.09 SES.94 561 .79 S64.00 

50100942 Pant Mechanic,W Elder IBEW931A Si'0.86 

50051862 P a nt Meehan i<> w rrh <>lass A I BE\l'l908L S67.82 

50083240 Pant Mechsn i<> w rrh ha2msl I BE\l'l908X S67.94 

50154574 Po.vs Syslem Operata Apt:Yenlice I 8E\l'l980A S73.64 S77.88 58213 586.38 5'90.63 S94.88 S00.13 S103.37 5107.62 

50154000 Po.vs Syslem Operata Journey I BE'INffi!!A 5113.29 

50051888 Pre-Apt:Y,entice Li nems.r\lWoman I8EW830A 537 .54 S39.26 54228 545.18 548.32 

50051889 Pre-Apt:Yenlice Li nems.r\lWoms.n wrrh dess A I8EWS3DL S38.!18 540 .41 543.43 546.33 549.47 

50051890 Pre-Apt:Y,en!ice Li nems.r\lWoms.n wrrh haz:rrnt I8EW83DX S38.8 '1 540 .53 543.55 546.45 549.59 

50154004 Re ,enue Prctedion, Re:JYe ental ive ( IB EW ) I8EW873N S50.53 SES .70 S00.77 56364 
5005193) Re ,e nue Protection Re:JYe entat iv·e ( IB EW ) Closed Classifi <><tion IBEW'903A 556.88 SES .70 S00.77 56364 
50120009 Senior Cable l..:ocsta IBEW888L S!!,2.82 

50122823 Senior Cable L.:ocsta w rrh ,class A I8EW888N Slll.97 

5005,2.037 Senior Caliti-ation Te<>hnician IBEW937A 575.24 

5005,2.040 Senior C ustodian IBEW814A 541. 78 

501!:i98a4 Senior Dist ibuti<>n SystemOpa ala IBE'W9BOO 5-110.30 

50137575 Senior Bedricsl Techn ide.n I BE\l'l900B 592.56 

50164310 Senior High Voltaae Test Technician IBEW941M S77.21l 

50154400 Senior Hurf10 ('lruocatcr I 8E'U'l!:81A S81 . .5i2 

50118747 Senior Hvdro C!m<atcr Closesd Cs.ssifi cation IBEW941B S81.5i2 

50122845 Senior Line lnsoedcr IBEW965R SBB.54 

5005,2.079 Senior MEia Tedmid ar> IBEW937A 577.65 

50085322 Senior Pat Maintenance Wod:a I8EW814A 541. 78 

50154003 Senior Po.,·a SystEm Opaatcr I ElE'W!:91A 5-111 .22 

5005.:2107 Senior Telecomm.Jnicsli<>ns Technician IBE'W939B 578.33 

5015449B Senior T elephorle Technician IBE'W922G S!lS.92 

50100561 Senior Telephorle Technician Clcsed C lass ifiCl!llioo IBE'W939B 576 .'79 

5005.:2109 Senior Too Repai:s IBEW'901A S!!,2.89 

5005.:2114 Senior Trout,le; hoots IBEW976D 5'102 76 

50154100 Senior Veil icle Meehan i<> IBEW874B S00.82 

50083253 Senior Vehicle Meehan ic,Clcs ed Class ificslion I8EW887A S00.82 
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2026 IIBEWWAGIE SCHEDUL E 
.Job ID O la.ssi fi ca.ti on Gn1u p 

20i2S- 2006,- 2026- 2m£- 2026- 2Ql2S- 2~- 2{126,- 2m6- 202!.-

Slep 1 step2 Slep 3 st,ep4 Slep5 Step 6, Step7 SlepB step9 ~p 10 

50154167 Senior Veil icle Meehan ic w ith class A IBEW8740 961 .97 

50052115 Senior Veil icle Meehan ic w ith class A Closed Cass ificslion IBEW887L 961 .97 

50154168 Senior Vehicle Mechan,ic w ith ha:zmal IBEW874E 9Eli209 

50052116 Senior Vehicle Mechanic w ith hazmat Closed Class ificslion IBEW887X .9El,209 

50167001 Shift P<>Ner Si.tstem a:ie.akir APllfenti oe IBEW!!OOB 573.63 S77.41 S8 1.18 584.96 588.74 S92.52 S96.29 5101l.07 S103.84 S107.ll2 

50167001 Shift P<>Na ~1Bm°""'ak,r Aoorenti oe IBEW!!OOB 573.63 S77.41 S8 1.18 584,96 588.74 S9252 S96.29 5100.07 S103.84 S107.ll2 

50167434 Shift Po.-,er System Cperakir Journey 18EIN900B S113.29 

50'167434 Shift P<>Na SysiEmCperakir J oor ney I 8EIN900B S113.29 

50154002 Shift Seni-a-~ System O ,perabr IBEW930B S119 .01 

50154002 Shift Senia PDNer Syst em O perabr IBEW930B S1'19 .01 

50151393 Station Reca-da Closed Class ificslion IBEW872l S55.61 

50052118 Station, Reca-der Closed C lass ificslion 1 fl IBEW861C S35.B9 537.22 S47.95 S00.00 S53 '12 

50091428 Substation Co:nslr udi-cn Fae~o:man IBEW94EA S87.22 

50091429 S ubstation Oonslr udi-cn Fae~oman w ith class A 1 fl IBEW942E SSS.37 

50091430 Substation Oonslr udi-cn Fae~oman w ith ha!ZITlS! IBEW'945X .SSS.49 

6 1000000 Substation E ledr ical Ins pecl::Jr IBEW94DA 583.09 
50051929 Substation FaemanlWoman, Light IBEW94DA S83.09 
50051930 Substation FaemanJW oman,Light w ith class A IBEW94DB S84.24 

50051931 Substation FaemanlWoman, Light ,vith ha:zmal IBEW940C S84.36 
50165789 Substation Maintenance W crl:a I IBEW861A 543.59 545.78 

50125721 SUbstation MaintensSnCe W crl:a II IBEW861B .S48.05 S00 .46 S5297 S55.61 

50051932 Substation SubFaemanlWoman IBEW9360 578.19 

50051933 Substation Subf.a-,eman.iW oman with class A IBEW93!!E 579.34 

50051 934 Substation S ubf.a-emanlWoman with hazmal IBEW93er 579.46 
50154313 Teeoorrrnunicslions Technician Apprenti oe IBEW84!iA 543.07 547.00 S51.02 S55.00 S58.98 .9El,295 

50083.255 Teeoorrrnunicslions Techn ician Apprentice Closed Class ificatio:n IBEW'921A 5 48.00 552.44 S56.89 561.26 965.71 570.15 

50052125 T eeoorrrnun icslions Techn ician Closed' C lass if icslion IBEW9281 573.83 

50154499 Teeoorrrnunicslions Techn ician I IBEW915A .S00.26 

50161055 T eeoorrrnun icslions Techn ician II IBEW9281 S73.83 

50'154625 TeE;phone Technician IBEW915A S!W.96 

50154826 TeE;phone Tedln ician Apprenl ioe IBEW84!iA 542.22 546.13 550.02 553.92 S57.82 961 .71 

50100562 TeE;cho.ne T edmician APllrenl ice Closed' C lass if ication IBEW'921A .S47.00 S51 .41 S55.78 S00.06 564.42 .SBS.78 

501005!lll TeE;nhn-ne Techn ician Closed Class ificslion IBEW9281 572.38 

50052131 Tool Re,pair,er IBEW874G S00.29 S51 .92 S53.8D S56.4 5 

50052132 Tool Recsira w ith cess A IBEW874/u1 S51.44 553.07 S54,95 S57.00 

50052133 Tool Re.PBir•er w ith hazmat IBEW874Z S51 .56 553.19 .S55.07 S57.72 

50086'933 Tool Room Faema~ oman IBE'W93f!A S74.09 
50052134 Tr otJl:Jle.s'h.oota IBEW941R .SS0.74 

50093281 Tr oubleshoota w ith class A IBEW941D S91 .89 
5'0151422 LJ! il ily Ass istanl IBEW785A S21 .3D S.24.36 

50083807 LJ! il ily Ocmplian oe Special st IBEW828G 536.51 S38 .18 S41.10 543.92 S47.03 

50151 .322 LJ! il ily Ocmplianoe Special st 111 IBEW872L SBS.78 

50151392 LJ! il ily Ocmplianoe Special st C losedl C lass ificatim IBEW872l .S58.39 

50100507 LJt il ily Ocmplian oe Special st II IBEW919J 549.46 

50052154 LJ! il ily Crew Fae~oman w ith ha:zmal IBEW888X S00.00 
50052155 LJ! il ily Wata I IBEW802G S34.77 536.36 S37.95 S39.53 
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2026 I BEW WAGE SCHIEDULE 
JobD C:la.ssifica.ticn GnX.J J) 

2'006,- ~- 21ll£- 20Q6,- 2026,- 20!26,- 2026 - 2026- 2\ll6,- 201$-

st~ 1 st~2 SleJ> 3 Sle;J>4 SleJ> 5 SteJ>£ St~7 st~a. st~9' ~p 10 

50052156 l-'t il ily Water I \.,; tt, dass A IBEW8D21... 535.92 537,51 $39.10 540.68 

50052157 l-'t ililyWm:er I w th hazmat IBEW31l.2X 536.04 $37,63 .$39.22 540.80 

50163,854 l-'t il ily Water 11 IBEW.'314A 541.78 

50116 121) l-'t il ily Water 111 IBEW.'3'16-1 536 . .'37 S3.'3 .33 S40.00 S41.63 S43.41 

50154631 Vegeiation Man~nl ~dalist w ith class A IBEW.'37.'3H SS.'3.26 

50150005 VE!Qelation Man~nl ~dalist W ith csss A Clcsed Class ificslicn IBEW'9)1L Sfl4.04 

50154627 v .,..,.,i,,tion Wod: Planner IBEW.'378G 557.1'1 

50052143 VeoelationWod: Planner ClcsedlC lass ificstio:n IBEW'9)'1A S!li2..'39 

5015462.'3 VFnPlation Wod: Planner with dass A IBEW.'37.'3H SS.'3.26 

50052144 Veoeiation Wod: P1ann er with dass A Clcsed Class ificstion IBEW'9)1L 564.04 

50154630 VE<"ll'>iBtion Wod: Planner with hszmat IBEW.'37.'3JI SS.'3.38 

50052145 Vegeiation Wod: P1ann.er with hszmat C bsed' C lass ifi CR1ion IBEW'9)'1X 564.16 

5005215..'3 Vehicle Attendant IBEW.'316G S3.'3.16 539.76 541.54 543.27 S45.14 

50033257 Vehicle Atlen dant w ith dass A IBEW.'3'178 539.31 S4D ,91 54269 S44.42 S.46.29 

500521BS Vehicle Attendant w ith hszmat IBEW.'317X 539.43 541.03 S42.'31 S44.54 S.46.41 

50099030 Vehicle Maintenance Akle IBEW79lA SZi'.95 534,51 

50052164 Vehicle 11,lainlena.nce Aid'e \.,;th class A IBEW7!lOL s.29.10 535,ffi 

50052166 Vehicle ll,lainlena.nce.Akte w lh, h=mat IBE.W7roX s.29.22 535.78 

50154169 Vehicle Medlanic IBEW.'35aA. 557.16 

50154049 Vehicle Medlanic AJ>i:-entice ooh he82lmat IBEW.'3510 534.72 S4D . .'37 543.34 545.79 S.48.23 soo.ea S53.14 S55.5.'3 

50052161 Vehicle Medl-anic AJ>i:-entice \'oith hazmal Ckisedl Class ificslicn IBEWSffiX S3.'3.43 S4D.87 ,543.34 545.79 S4S.23 soo.ea 553. '14 S55.5.'3 

50052100 Vehicle Medlanic Clcsed' Class ificstion IBEW.'374C 557.16 

5016347.'3 Vehicle Medlanic W elder IBEW.'35'1I SM.72 

50154213 Vehicle Medlanic W elder App-entice w ith dass A IBEW.'351F 539.9J S3.'3 .77 541.15 S43.52 S.45.'iH s.48.32 s.48.37 S53. 15 
50125306 Vehicle Medl-anic W elder App-entice w ith dass A Clcsed C lass ificstion IBEW.'3.'3.'3A 539.9J s.42.45 545.0.'3 S47.7 1 S.50.35 s.5294 S55.55 SS.'3.14 

50154214 Vehicle Medl-anic W elder A pp-entice w ith hszmat IBEW.'351 K 539.94 S3.'3 . .'32 ,54'1.19 S43.56 S.45.00 s.48.36 500.74 553. 17 

50125304 Vehicle Medl-anic W elder App-entice w ith hszmat Cb3edl Classifi Cl3.1ion IBEW.'3.'3.'3B 539.94 s.42.49 S45.13 S47.74 S.50.35 ,S5,2.fH S55.5.'3 SS.'3.17 

5015421.'3 Vehicle Medlanic W elder with class A IBEW.'374A 561 .12 

50052166 Vehicle 11>1edlanic W elder w ith class A C losed Class ificslicn IBEW.'3.'3.'3G 561 .12 

50154219 Vehicle ll,ledl-anic W elder with hazmsl IBEW.'3721-1 561 .24 

50052167 Vehicle Medl-anic W elder with t-iazrr.st Clcsed Class ificslicn IBEW.'3.'3.'3X 561 .24 

501542'25 Vehicle ll,ledl-anic w itih dass A IBEW.'35.'30 s.5..'3.3·1 

50052162 Vehicle 11>1edlanic w ith dass AClcsed C lass ificstion IBEW.'378A s.5..'3.31 

50154240 Vehicle ll,ledlanic w ith hszmat IBEW.'35.'3K SS.'3.43 

50052163 Vehicle 11>1edl-anic w ith hszmat Cbsed C lassifi CRtion IBEW.'378X SS.'3.43 
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2027 IBEW WAGE SCHEDULE 

J'ob l D Cla ssification Group 
2027- 2027- 2027- 2027- 2027- 2027 - 2027 - 20.27 - 2027- 2027 -
Step 1 Step .2 S1ep3 Step4 Step5 S1ep6 Step7 Step8 S1ep9 Step 10 

!.'1)001564 Elody Feoo:;ar Mecha.nc IB.EW8!14A S61.51 
!-00015 00 Cab►- locator ISEW873G S55.11 S56.27 S57.87 S59 .35 S60.46 
W001584 Cab►- locator "'iith m ss A IB.EW873M S56.26 S57.42 S59.02 S60 .50 S61.6 1 
W001585 Cab►- locator ••imh Hazmat IB.EW873X S56.38 S57.53 S59.12 S60 .62 S61.73 
!.'1)1657 32 Cab►- Spfooer Consirua ·icm Fore man/Woman IB.EW341I S102.20 
!-0 1676 76 Cab►- SpTooer Construction Fore man/Woman •Nilh da>s A ISEW341F S103.35 
W0015 74 Cab►- ,ipfooerl'Bec1ri c:ia:n IB.EW923K SS6.07 
W083188 Cab►- ,ipfooer/',E!eclriicia.n l>.pprentice IB.EW9il9A S55.98 S59.15 S62.38 S65 .62 S68.90 572.13 S75.28 S78.55 S81.74 
!.'1)0015 75 Cab►- Spfooerl ,E!eclriicia.n ApIpren1ice wiih cla!Ss A IB.EWOO!l :S S57.13 $60.30 S63.53 S66 .77 S70.05 S73.28 S76.43 S79.7-0 S82.89 
!-00015 79 Cab►- SpTooeri,E!ectricia:n Apprentice wiih h a,zma,t ISEW'f;!lSIC S57.25 S60.42 S63.65 S66 .89 S70.17 S73.40 S76.55 S79.82 SS-3.01 
W001844 Cab►- ,ipfooerl'Beclriicia.n ForananMloman IB.E\IV937D S92.70 
W0015 77 Cab►- ,ipfooer/',E!eclriicia.n ForananMloman l'11'.ht IB.EW942A 596.98 
!.'1)0015 78 Cab►- Spfooerl ,E!eclriicia.n ForernanMloman l~t with mss A IB.EW342l S98.13 
!-00015 76 Cab►- SpTooerf,E!ectricia:n •Nth Clarss A ISEW323l S87.22 
W0015 83 Calb rarton Technitia:n IB.EW925A S73.08 
!.'1)0015~ o.,;I 1£;:in e na:nce Foreman/Woman f!tlit IB.EW337G S77.12 
!.'1)001600 o.,;I IAa:in e na:nce Forerru:niWoman rg h t wiih claiss A IB.EW337l S78.27 
!-00016 01 o .,;i IAa:in liana:nce Forerru:niWoma.n fg ht wiih bam>at ISEW337X S78.39 
W0015 87 Combus-tb le Tuillile Fo,erru:l>IWoonan IB.EW94SB SB2.10 
!.'1)001588 CombLtStb le Turibile Technitia:n IB.Em 17 A S70.55 
!.'1)001610 CratsHielpe, IB.EW828G S37.73 S39.46 S42.48 S45 .39 548.6 1 
!-0083191 Cr alls He1pe, wiih cla!Ss A ISEW828l S38.88 S40.61 S43.63 S46 .54 S49.76 
W0016 11 Cr alls Helpe, wiih baZ!iMI IB.EW828X S39.00 S40.73 S43.75 S46 .66 S49.88 
W001617 OUstodan Ob-oe!I Clarssi icolton IB.EW&OOG S35.55 S37.13 S38.84 S40 .63 
!.'1)001628 Oistribll1iic>n S}stein 0 ,p;arabr I IB.E~ S83.23 S85.32 S87.52 S89 .81 S92.09 S'94.44 S96.80 $99.39 S101.90 
!-0001629 Distribu tion S}stem Op:ra b < II ISEW3:12!D S107.02 
W0016&3 Elecllica:1 Tedinice n IB.EW937:E S89.57 
t.)009229 Elecllica:1 Tedinice n Apj!lre ntice IB.EW328B S58.14 S61.61 S64.93 S68.28 S71.67 S75.06 S78.36 S81.74 S85.08 
t.)0016 54 Elecllica:1 Tedinice n Apj!lre ntice wth ha!zmat IB.EW320C S59.41 S62.88 S66.20 S69.55 S72.94 S76.33 S79.63 S83.22 SS/6.35 
!-0092679 Electrica:1 Tedinica n Fo,ernarffl'oman l :ght ISEm70A S102.48 
W 09ll277 Elecllica:1 Tedinice n Fo,ernarffl'oonan lidht On C~II IB.EW9700 S104.46 
t.)0;)2139 Elecllica:1 Tedinice n Fo,ernarffl'ornan W i ito claiss A IB.EmWM S103.69 
!-00927 40 Electrica:1 Tedinice n Fo,ernarffl'ornan W i ito l>a!zmat IB.Em711N S103.81 
!-0091431 Electrica:1 Tedinica n Stlbi<>rernalWWoman ISEW337F 596.50 
W 120394 Elecllica:1Tes & Re,pair Sp:cia.ftst ISEW939A $90.57 
!.'1)001647 Elecllicia.n IB.Em 1M S70.•04 
!-00016 48 Electrician Aoprentice IB.EWMllA 545.53 S48.57 S51.51 S54 .52 S57.53 S60.54 S63.48 S66.52 
!-0001649 Electrician Apprenlice •Niih cla!Ss A ISEW8@lll S46.68 S49.72 S52.66 S55 .67 S58.68 S61.69 S64.63 S67.67 
W0016 00 Elecllicia:n Apprervtice wiih h am>art IB.EW3&llX S46.80 S49.84 S52.78 S55 .79 S58.80 S61.81 S64.75 S6779 
!.'il~38 Elecllicia.n Fore rnanMlornan lio!lt IB.EW341M SB0.17 
WO:a539 Electrician Fore rnanMloman l \s,h t Wifh cla!Ss A IB.EW341l S81.32 
WO:a540 Electrician Fore rnanMloman l \s,h t Wifh haZ!iMI ISEW341X S81.44 
W0016 51 Elecllicia:n wiih cla!Ss A IB.EW916 l $71.19 
!.'1)133656 Elecllicia.n wiito ha!z.mat IB.Em 16 X S71.31 
! 80016<6 Eqltjpm-!>nt Op:rator IB.EW&."l! l S54.88 
!-00016 00 IE<illiom-;,ntOp:rator •Nilh m s A ISEW!!64A S56.03 

150 
IBEW

 M
O

U
 2026-2028 

This wage schedule is for informational purposes only. Employees should refer to the annual SMUD Board approved 
wage schedule for the most accurate and updated information. 



 
 

 

 
 

 

   
 

  
  

2027 IBEWWAGE SCHEDULE 

J'O:b l D Clil ssificat ion Gruup 
2027- 20.27 - 2027- 2027 - 2027 - 2027 - 20.27 - 2027 - 2027 - 2027 -
S1ep1 Step .2 S1ep3 S1ep4 S1ep5 S1ep6 S1ep7 St eps Step9 S1e p 10 

000516 61 IEqll\pm;mt Operator •••ith ~I IBEW.864X 556.1 5 
00093209 Fadfrtes CIEID<fia.n IBEW792A S27.70 529.79 532.19 534 .64 
&il051842 Fadfrtes :Electriical Forema.n/Womacn L'!lh t wilh clas A ISE\JVS41l S81 .32 
00 117605 Fadrrtes :Ele ctrician Foreman/Woman l u)lt IBEW341M SB0.17 
&il 1!'9122 Fadrrte s Stationary lon,gineer -".pprentite IBEW851J 537.24 S39.40 541.52 S43 .68 S45.82 S47.96 S50.12 S52.25 S54.44 
<1!1 159123 Fadlites Statior>ary ior>,J;ineer -"-w•entite Cllo;;.s;,!1 C!lassi6ce 6on IB:EW87SF S43.81 546.36 548.86 551.42 S53.93 556.46 S59.00 561.50, 564.06 
00 159124 Faalites Static.nary lon,;iineer Fooem,en1Woma.n L\!;ht IBE W'S37 G STT.12 
00 1!'9225 Fa a rrtes Srallioru.ry lo~ ineer I ISEW872G 557.29 
&il 1!'9226 Fadfrtes Srallio=.-vlF,"'"'.ineer II IBEW<tl)8A 567.42 
&il052152 Fa cilites UfilityC.-e·11 ForernanM'omacn IBEW319M S51.26 
&il 168952 Faorrtes uurr1yere11 ForernanM'ornan Clo:e!I Oes i fca6on IBEW&lilM 559.69 
~8 1589&4 Fadlites UfirrtyCre11 ForernanM'ornan wch ha<zmat IB:EW919N' 552.53 
00 188933 Faalites UfilitvCre11 ForernanM'om,m wiih """= tCJo;;ed C:lasslicalio~ IBEW86JN1 S60.96 
00033182 Fa lllt loca IDr IBsEW341H 581.63 
00033183 Fault localDr w~h c.las A IBEW941J 582.78 
&il 101800 FieH Su;pport Tedmician 'Alith c'.lassA ISEW888C S58.15 S59.61 561.12 562 .62 
00 154335 Gard ener IBEW817J 542.11 543.18 544.08 
&il051700 Gard ener CllcY=e!I Clasifua6on IBEW848G 549.26 S5049 551.51 
<1!1 154336 furder.e:r wi'II c'las A IBs:EW8171< 543.26 s«.:n 545.23 
000517 01 Gardener wi'h clas A Glosed Cilaissi icaiti<>n IBsEW848l 550.41 S51.64 552.66 
00 154337 Gardener wi'h ha<zmat ISEW877l 543.2.8 544.45 545.35 
00051702 Ga.rdener wi'h ha<zmat CllcYaed Cilais:si:icabon ISEW848X 550.53 S51.76 552.78 
00097100 Gats C.ontrol Technician IBEW324-", S76.44 
&il 124993 Gats C.ontrol Technician App,er>tice IBEW912E 549.83 S53.11 556.41 S59 .68 562.99 S66.23 S69.53 S72.80, 
~8113669 Gats C.ontrolT echnicia:n •11 iih clas A I8s:EW924l STT.59 
000516 91) Gats Pjceline F0:ll!.oer:0n IB:EW873G 554.19 555.33 556.90 558 .35 S59.45 
000..1\217§ HazardWase FooernanM'ornan L;:/ht IB:EW312G S71.34 
00052176 HazardWase ForernanM'oma.n Li:rtl twith das A ISEW91§S 572.47 
00055201 Hazard W ase Technician ISEW874H S36.70 S:?.8.34 551.52 552 .22 553.93 S55.67 557.69 SG0.53 
00 119981 Hazard W ase T ecllnician On ~ 11 IBEW886A 563.63 
00083169 Hazard W ase T ecllnician •11ith das A ISEW878A 561.67 
oe o..1\2111 HazardoltS Waste Fo rem amlWoma:n l g ht •11i th hao:mat IBs:EW31§X 572.61 
000..1\2178 Hazardous Wai:.te T echir>ician with baizm3t IB:EW878 X 561.80 
00 154338 Head Ga.rd ener ISEW919D 547.45 
00051703 Head Ga.rd ener CJo:ed Cilaissillmfion IBEW863-", 555.50 
00 154339 Head Ga.rd ener •11ith class A IBEW319F 548.60 
000517 04 Head Ga.rd ener with c'.lass A Cbsed <hssi i cafon ISEW&lill S56.65 
~8154340 Head Ga.rd ener,11ith ham>at IS:EW919G 548.72 
000517 05 Head Ga.rd ener •11ith hazmat Cllo::e!I Olassi icaton ISEW&lilX 556.77 
00083171 Heavy Duty:Equipment Opera Im IB:EW1!93F s-65.86 
00051700 Heavy Duty:E<ruio:meM Opera ID.r A_p;pren,tice ISEW877A 542.80 545.60 548.46 551.27 S54.06 S56.90 S59.70 562.54 
00092744 HeavyDuty:EquipJn,:•_ntOperalDr Fo.rerna...Womacn Liliht ISEW922l 575.31 
00099278 Heaw Duty:Eq;u jpmeot O1i:era !Dr Forerna...W= n Li< 11 tOn ~ 1I ISEW337G 57'9.M 
00092746 Heavy Duty:Equinm,,_nt Otpera ID.r Forerna...W= n r.,, llt•11ith c'.lassA ISEW323A 576.46 
00092747 Heavy Duty:E<ruio.meot O~era !Dr Fo rerna...Woman rm: ll l 'llilh hazmat IB:EW323S S76.58 
00051707 Heavy Duty:Equio.m,ent Opera !Dr wih c'e ss A IB:EW89BE 567.01 
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2027 IBEW WAGE SCHEDUILE 

J Dt> IO C la ssificat iDn Group 
2027 - 2027 - 2027- 2027 - 2027- 2027 - 2027 - 2027 - 2027- 2027 -
Step 1 St ep 2 Stepl Step4 Step 5 St ep6 Step 7 Step8 Step9 Step 10 

f i!l051708 HeavyD111yEquipIDentOperat>r wth ct,ss hazmat IBEWl!Sl!X 567.13 
5100000:, ~ h Volta,ge 81:ctrcisn IBEW921H STT.65 
51000000 ~ h Vo!ta,ge :Bectrcian Apprentice IBEWSl 8A S50.47 S53.83 S57.11 560 .44 S63.79 567 13 S70.38 S73.75 
51000001 ~ h Volta,ge 81:ctrcian Apprentice 'A•ith CJaiss A IBEWil l 81! S51.62 S~.98 S58.26 S61.59 S64.94 $68.28 S71.53 S74.90 
51000002 ~ h Vo!ta,ge :Bectrcian Apprentice ,.,nih Ha!Zmat IBEWSI SC S51.74 S55.10 S58.38 S61.71 S65.06 568.40 S71.65 S75.02 
51000004 ~ h Volta,ge 81:ctrcian wi lll Chss A IBEW'il:2&0 S78.80 
51000005 ~ h Volta,ge 81:ctrcisn willl Ha!lmat IBEW325E S78.92 
61000001 ~ hVo!ta,ge Test Ap,pre ,n6ce IBEWSl 8A S47. 11 S50.25 S53.31 S5642 S59 55 S6266 S65.70 56885 
fi!looa375 li-i:Jh Vo!ta,oe Test Technitian IBEW921E S72.03 
fi!l051712 Hy!.ro :Ellactrica n Fo,erna.n/Wornan Lg ht IBEW94GA SSB.88 
fi!l09S:279 Hy!.ro Bactrica n Fo,erm.n/Wo.rnan Li!;h t On Cai l IBEW941C S90.17 
!'1!1051713 Hy!.ro 8 1ectric"i,n Fo<eman/Wornan Li!;h t wilh clarss. A IBEWil401! S90.03 
fi!l051714 I 1-i\<tro 8 1ectrica n Fo,erna.n/Wornan L\:1)11 wilh hazmat IBEW940C S90.15 
fi!l09"894 Hy!.ro 8 1ectric"i,n Opera ID< ForemanlWoman Li!;h t IBEWil451! S87.95 
fi!l051735 Hy!.ro Fe \:I Teduuca n IBEWSI M S67.46 
fi!l0088 10 Hy!.ro F,;!ld Teduuca n :Fo,eman/Woman Lg ht IBEWS391! S79.75 
fi!I0981! II Hy!.ro F'21:1 Tedlnic.a n :Fo,emanlWornan l\illt •11i lll class A IBEWil39F SB0.90 
fi!l008809 Hy!.ro F,;!ld Tedlnica n :Fo,eman/Woman l\illt •11 illl l>azmat IBEW"39H S81.02 
fi!l0517W Hy!.ro F'21:1 Tedlnic.a n with claiss,'. IBEWil l 5F 568.61 
fi!l051737 Hy!.ro Fe\:I Tedlnica n wilhh,mnat IBEWS15H 568.73 
fi!l05172lll Hy!.ro Mecl>a.nic Forema.nM'oma.n Lil.ht IBEWa37G SB0.82 
e1a0932s1 Hy!.ro Mech.;.nic F<>re""'-n,Wom,;.n Liirrl,t On Cal IBEVl/939A S85.60 
fi!l051721 Hy!.ro Mechanic Forema.nM'om,;.n Lil.ht ••·ith claiss A IBEWa37l S81.97 
f i!l051722 Hy!.ro Medhanic ForemanM'oman Liirrl,t •mth h a!Zmat IBEWa37X S82.09 
fi!l l 54344 Hy.tro Qpe:rato:r IBEWS17C SB0.53 
ci!l l &\345 I 1-Mfro 0.Derator .I\Do<enlice IBEW82llll! S52.36 S55.81 S59.24 S62 .70 566.17 569.59 S73.05 STT.65 
fi!l083173 Hy!.ro O,pera,to r A_pprenlice Cbs.911 Chss;ili!:e,6on IBEWSl 9A S52.36 S55.81 S59.24 S62 .70 S66.1 7 S69.59 S73.05 STT.65 
ci!l l 54346 Hy!.ro O,perator Ap,p,enlice wilh c~A IBEW82lllC S57.01 S56.96 S60.39 S63 .85 S67.32 S70.74 S74.20 STT.64 
f i!l094281 Hy!.ro O,perator A,p,p,eniice wilh claiss A Cilo:-e:I Gas i fuation IBEWil l 91! S57.01 S56.96 S60.39 S63 .85 S67.32 S70.74 S74.20 STT.64 
e1a 154347 I 1-i\<tro O,pera,to r Apprenlice wilh hazmat IBEWSl 9H S53.63 S57.08 S60.51 S63 .97 567.44 S70.86 S 74.32 S77. 76 
f i!l051724 Hy!.ro O,perato r Ap,p,eniice wilh ha"""'t Oo:-e:I Chssi icaii>n IBEWil l 9C S53.63 S57.08 S60.51 S63 .97 S67.44 S70.86 S74.32 S77. 76 
f.1!1051723 Hy!.ro O,pera,to r Cbsed Gassi ic3tio.n IBEW927F SB0.53 
ci!l l 54348 Hy!.ro O,perator Forerna.n1Wom,;.n IBEWil41A S96.28 
f i!l ll4800 Hy!.ro O,perator Forema.nM'oman Cbsed Gassi ication IBEWilW I! S96.28 
ci!l l 54349 Hy!.ro O,perator Forerna.n1Woman 'Aiilh daoss A IBEWil41G S97.43 
ci!l ll49 11 Hy!.ro O,perator Forema.nM'oman with daos A Closed Cllassiic3ti>n IBEWilWL S97.43 
, ,a00112s Hy!.ro O,pera,to r with daoss A IBEW928A S81.68 
fi!l051727 Hy!.ro 0Yethaul Foreman/Woman IBEWil45S S87.95 
, ,H roa<lil Hy!.ro St.a~ion.a,y6ngn eer A.l=\P<enltte IBEW851J S37.24 S39.40 S41.52 S43 .68 S45.82 S47.96 S50.12 S52.25 S54.44 
fla l OO!l!i l Hy!.ro Sraliona,y6ngneer I IBEW8nG S57.29 
f i!I I OO!l..:! Hy!.ro Stationa,y6ngneer II IBEWil!l!!A S67.42 
f •H 64138 Hy!.ro St.a~ion.a,y6ngn eer II with C:1"ss C-H..3!Zn-.,t IBEWil!l!ll< 568.13 
fla I OO!l'.re IH\<tro Sralior,,uv6nnneer II withhao:ma,t IBEWi,!l!!X 568.69 
f •H 00200 Hy!.ro St.a~ion.a,y:5 ngneer Su:b b .reman/Woman IBEW9221 S72.59 
fla I OO!l53 Hy!.ro Sta,1iona,,y6ngneer SubbremarllWoman l l;~t IBEWa37G STT.12 
fi!l0517 43 ln,struclDr IBEW':i38A S79.51 
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2027 IBEWWAGE SCHEDULE 

Job ID Clil ss if ication G rou:p 
2027 - 2027 - 2-027 - 2027 - 2-027 - 2027 - 20 27 - 2-027 - 2-027 - 2027 -
St ep 1 Step2 S1ep 3 Step4 Step 5 S1ep 6 Step7 St ep8 S1ep 9 Step 1-0 

00 1624 18 Lea.,:! Di511iil'" tinn S:,se m OP=fator IBEW384D 511 2.38 
61000002 Lead Tel:oomm Temrndan IBEW!iJlJA 5B6.55 
00051700 Lead T 001 Re;pai rer IBEW.922I 572.59 
00 1657 58 Lead UtlityCom,1>f1o.naa Specialist IBEW828K 555.68 
00 154184 Lead Veltic►- Mecr>anic IBEW888D 561.71 
00051761 Lea<I Veltic.1e Mect>anic C!ose<I CJaissi5cation IBEW9il48 56728 
00 154185 Lea<I Veltic►- Mecl>anicwi1h em s A IBEW888F 562.86 
00051762 Lead Vehic►- Mecl>arncwi1h c'.la5sA Cbsed Oassiical10n IBEW9~D 568.43 
00 154186 Lead Ve'h.ic►- Meclhani,,w i1ll ha<zmat IBEW888H S62.9B 
00051763 Lea:I Veltic►- Mecl>arncwi1h ha<zmatC!osed CJaissi icafun IBEW-il'J9X 568.55 
00 10011 Lea:I Veltic►- Mecl>arncwi1h ha<zmaJt F,esh Pooo IBEW-il':l4A 567.16 
00 164525 Lea:I V ehic'.la Mechiarnc wi1ll ha<zmaJt F,esh Pooo Cbsed OassiicallC>ll IBEW322A 5732 7 
oo0834n Lin,e Coll6tructinn Foreman/Woman IBEW.976D 5109.92 
00083413 Line Coll6tructio.n Forernan/Woman wi1h em s A IBEW370C 5111 .07 
00083474 Line Coll6tructinn Forernan/Woman wi1h ha<zmaJt IBE'Ml76X 5111.19 
00 154187 Lirte Eq;u jpment Operal>r .,,.ssi.etant with <b5s " · IBEW795A 532.53 540.36 543.37 546 .26 549.40 
00 128409 Lin,e Eq;u(pmerrt Opera l>r Assi:-tan t with <b5s A Ci1ose<1 CJaissi5cation IBEWfflL 538.64 540.36 543.37 546 .26 549.40 
00 154188 Lin.e Eq;ujpmentOperat>r with cl3s:s A IBEW1!62D 567.01 
00 100535 Line Eq;ujpmentOperal>r wi1ll cl3s:s A Cbsed Chs:si icatoo IBEW1!988 567.01 
00 1~ 00 Line Eq;ujpmentOperal>r with Cran;e andc1a!5sA IBEWl!62G 568.01 
00 1~ 84 Lin.e Eq;u jpment Opera l>r wi1ll Cran.e and c1a!5s A Close:! Cilaissl:icaJ6on IBEWl!S!,D 568.01 
&ll 1~52 U n.e Eq;u(pment Operat>r wi1ll Cra n.e and ham>ai IBEWl!filF 568.13 
&1) 154148 Lirte Eq;u jpmentOperat>r wi1ll ~ t IBEW1!62E 567.13 
00 108451 Lin.e Eq;u(pmentOperat>r with ~ t Clo:e<I Cilais:siicalion IBEWl!fill-l 567.13 
&1)051767 Line Foreman/Woman Li;i:ht IBEW<'.ooR 5103.26 
00051768 Line Foreman1W oman L;,,:~ t with c.lais:s A IBEW'll6&C 51fr4 .-41 
&1) 1423 18 Lin.e ln~ ecl>r I IBE'Ml33". 590.89 
&ll l ~52 Lin.e ln~eclDr I ,.,ith c.lais:s A IBEWmG 592.03 
&1) 108831 Lin.e ln~eclDr II IBEW94 I R 59706 
00 114832 Line ln= eclDr 11 ,.,Jth dass A IBEW341D 59B.21 
&1)051770 U r.e Sub Forema.lllWoman IBEW941R 597.06 
&1)051771 Lin:e Sub Forema.lllWoma.n ,.,ith c1aiss A IBEW941D 59B21 
&1)083463 U n.,a,rnan/Wonna.n IBEWS:!3,,, 590.89 
&1)083400 Lir.;arnan/Wo.nna.n Apprentice IBEW322R 559.10 S62.9B 566.87 570 .78 574.62 578.54 582.46 5B6.35 
&1)083461 Lir. s,m,an/Wo:nna.n Apprentice ,.,;1ll c1ai:ss A IBEW922:C 56025 564.13 568.02 571.93 575.77 579.69 583.61 587.50 
&1)083462 Lir,aman/Wo.nna.n App,enlice ,.,itiJ ham>a1t IBE'Ml22Z 560.37 564.25 568.14 5TI .05 575.89 579.81 583.73 S87.62 
&1)083464 Lin:em,an/Wo.nna.n •11i:h class A IBEwmG 592.03 
&1)083465 Lin.,a,man/Wo:nna.n •11i:h ha<z1rnart IBEWS33X 592.1 5 
&1) 136767 Lir,eman/Wo.nna.n •Nth h:fte:0pt;,r IBEW333Y 595.43 
&1) 1544 16 Mlaile ru.nc;;; Carpen ia, IBEW1!65A 567.42 
&1) 1544 17 Mlail iaru.nc;;; Carpenia, Ap,pI=r.6D: IBEW85I E 543.81 
&1)083233 Mlail iaru.nc;;; Carpen ia, A ,p,pre:n6D: Close Cilais:si ica6on IBEW879F 543.81 
&1)051805 Mia ii iaru.nc;;; Cai= -~ia, Clo-~ C1aissiiica6o11 IBEW1lBB,,, 567.42 
00 154459 ,~ ii laru.noe Carpe1>1a, Fo:rem.alllWornan l\gl,t IBEW:,DI K 577.12 
&ll l15406 I.ta ii iaru.nc;;; Carpenia, Foreman/Woman Light Clos-9if c i.~~i5ca 6on IBEW!'i37G 577.12 
&1) 154400 Mia ii iaru.noe Carpe1>1a, S u'bi<>rem.ao,Woman IBEW887D 5n.59 
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2027 IBEWWAGE SCHEDULE 

J'ob lD C lil ssification Group 
2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027-
Step1 St ep 2 Step 3 Step4 Step 5 Step6 Step 7 St ep a Step9 Step 10 

W051800i Mai, lanaooa Carpanlar Su'biore.,,,.nlWoma.n Cbs.911 U.s i ication IBE\IV922I S7259 
W 159375 l.hnlalliooe Carpane r wilh clatssA IBEWSTID 568.57 
W 116262 Mai, lanaooa Carpanlar wilh clarss A Obs.911 U.s i fcation IBEW9ill! l 568.57 
W 15439a I.ta larial Spec-..rE.t I IS E W793 F S30.14 S34.74 539.39 544 .02 
wooooo:, I.ta erial Speci,list I Clo:sell Ola<ssi icatbn IBEW851N S:36.00 S41.52 S47.04 552 .59 
W l .54525 Ma e ria l Spec-..rs t I ,,,; II clas.s A IBEW733A S31.29 S35.89 S40.54 S45 .17 
W0:0004 Ma erial Speci,list I wi II clatsss A Clo:sell Ola<ssicitsi 6on IBEW851C S37.15 S42.67 S48.19 553 .74 
W l .54527 Ma erial Speci,list I ,,,; II C ra.oe a nd c1a~•. A IBEW733D 532.29 S:36.89 541.54 S46 .17 
W0:0007 U.a erial Speci,l ie.t I wi II C ra.oe a nd c1a~ss A Clo:-.e!I Cla!ssiiica 6on IBEW851A S38.15 S43.67 S49.19 S54 .74 
W l .54528 I.ta erial Speci,list I 'Nilh c,a.ne and ha!zmat IBEW793E S32.41 S37.01 S41.66 S46 .29 
WO:OOOS I.ta erial Spec-..rs t I ,,,ilh c,a.ne aoo l>aJzmat Olose!I Olassi:ieo6on IBEW8511l S38.27 S43.79 S49.31 554 .86 
W 154529 Ma larial Spec-..rs t I •Nilh haz.rnatt IBEW79311 S31.41 S36.'01 S40.66 S45 .29 
W0:0005 I.ta larial S,oeci,rs t I •Nilh ha,am,at Cbsed U.Ssi icalion IBEW851 H S37.27 S42.79 S48.31 553 .86 
001M 5 :Ml I.ta laria l Speci,list II IBEW'912D S47.24 
00 1.':44 78 Ma larial Speci,list 11 with class A IBEW'912F S48.39 
W051787 l.h larial Speci,list II Close:! Clasirea.6on IBEW862I S56.45 
W051788 I.ta erial Speci,list 11 •d h clas A Oo·sed Olarssilication IBEW862C S57.60 
001M400 Ma larial Spec-..rs t 11 'Nill CJane and c'.laiss A IBEW'912P 549.39 
0005<90 11 Ma laria l Spec-..rs t 11 will CJane and c'.laiss A Clo:sell Classilloa lion IBEW&li2A S58.60 
001M481 Ma laria l Speci,list 11 •Nill c,a.ne and ha!mllt IBEW'912R S49.51 
000500 12 Ma laria l Speci,list 11 will c.ra.ne and ha!mllt Cbs911 U.s i icattion IBEW86211 S58.72 
OO IM482 Ma larial Speci,rs t 11 •Ni ll ha!zmait IBEW'912H 548.51 
00~34 I.ta e ria l Spec-..rs t 11 ,,,, 11 hao:mait Clo:sell Classl:ira6on IBEW&li2X 557.72 
OO IM483 Ma larial Speci,list 111 IBEW'928D 560.45 
OOO..l\2074 I.ta e ria l Spec-..rs t 111 Cl<rx<I Cla<ssi icatbn IBEW878l 560.45 
00 1.':4484 Ma laria l Speci,list 111 with class A IBEW528G 561.60 
&O~t207:fl, Ma laria l Spec-..rE,t 111 with class A Clo:-911 Claissiiica lion IBEW879A 561.60 
00 1<4486 Ma erial Spec-..rs t 111 with Ctrane a.lid claiss A IBEW528l 562.60 
000:;f;IJ 13 I.ta larial Spec-..rs t 111 with Ctraoo a.oo class A Cbsed a.ssilication IBEW879D 562.60 
00 1<4487 I.ta larial Soec-..rs t 111 with c.rane and hao-mat IBEW528M 562.72 
000!'00 14 Ma erial Spec·arE.t 111 'Aiilh c.ra.ne and ha!zm.at Clos.911 C laiss15cailion IBEW8Sl!A 562.72 
00 1<448!! Ma erial Speci,rs t I11 •o>ith h~t IBEW'928H 561.72 
000.."'2'076 Ma laria l Speci,rs t Ill with haizmatOlose:I U.ssi fcation IBEW87911 561.72 
00 1<4489 Ma erial Spec-..rs t IV IBEW85811 564.25 
00052170 Ma larial Spec·arE.t 1\/ Cbsed Cassi icailion IBEW89JF 564.25 
W IM49D Ma e ria l Spec·arE.t IV witll d3lSS t,, IBEW8c4!H 565.40 
000..1\2171 Ma erial Spec·arE.t IV with daiss A Closed Ciassl:iralion IBEW8Sl!C 565.40 
OO IM570 Ma erial Spec-..rE.t 1\/ witll Graoo a.nd c'.laiss. A IBEW858N 566.40 
WO:OOO!l I.ta erial Speci,l ie.t 1\/ with cram, a.nd claLas A Closed U.ssi fcaltion IBEW893A 566.40 
W 154571 Ma e ria l Spec'i>l ist 1\/ with a;, r,;;, a.nd hi>l!m31 IBEW858P 566.52 
WO:OO IO l.h erial Spec-.,rE.t 1\/ witll aar,;;, a.nd l>aozm31 Olose d Cassiiics,6on IBEW893E 566.52 
00 1wn Ma larial Spec·arE.t 1\/ witll ha!zmait IBEW858J 565.52 
OOO..l\21TI I.ta laria l S.oec'i>rE.t 1\/ witll "=z1m.t Clo:•ell Classiiir,, 6on IBEW8Sl!X 565.52 
W 1M 141 Mladia.nic IBEW00511 556.32 
W051791 Mladia.nic Clos.911 Ola<sslicallion IBEW8!14A 561.51 
W 1M 1 42 Mladia.nic wilh Cass A IBEW005C 557.47 
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2027 IBEWWAGE SCHEDULE 

Job ID C lassification GfOUJ> 
2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027 - 2027- 2027- 2027 -
St ep 1 St ep 2 Step3 Step4 Step5 St ep6 Step7 Step8 St ep9 Step 10 

00051792 M!edl,micwith clat=-s A Olos.ed 0 Bsifualxm IBEW388G S62.66 
&ll 1&414:l l.t;,dla.11ic with ham.at IBEW865D 55759 
00051793 lkdla.llicwilh ham.a t OlosedOa6siication ISEW388X S62.78 
&ll 1&41S5 l.t;,dla.11ica.1 Forema....Wo_,n L g,ll t IBEW921G 570.64 
&l)0!,:;304 M!edla.llica.1 Fo.rema...Wo.rnan Ligllt Olos.<!d Oa6silica 6on IBEW'3:,7G 577.12 
00051796 1k e r T echllicia:n IBEW925A 577.23 
&!)051797 1k ler T eclln.icia:n ,',pp,enliaa IBEW912E 550.19 553.51 556.83 560 .13 563.46 566.72 570.04 573.34 
6100!0007 Ne lllork Assi5ant IBEW&ll2G 536.11 537.76 539.41 541.(}5 
6100!0005 Ne tNork As:S8tant W/Cl A IBEW00:2L 537.34 539.00 5 40.65 542 .29 
&1)051839 Ne lllork Cab!: Forerna....Wo_,n l .:"ght IBEW941M 592.20 
&!)0518 41 Ne lllork Eleclricia:n For;,rm...Womaro L\ihl IBEW341M 592.20 
&1)05184:l Ne lllork :Elleclricia:n Forerna...Woma.n L\a;h t wiih ha<zm3t IBEW941X 593.47 
&!)051800 Plamt Mechanic IBEW9!18A 570.66 
&!)0032 41 Plallt Mechanic Appren lice IBEW819E 545.92 548.96 552.00 555 .02 S58.03 561.07 564.(}9 S67.14 
&1)003242 Plar>t Mecllcmic Apprenlice with d ais:s A IBEW879H S47.07 550.15 553.20 556 .22 S59.22 S62.25 S65.29 S68.33 
&!)051861 Plant Mechanic Appren lice with ham>at IBEW874X 547.19 550.28 553.32 556 .33 S59.37 S62.38 565.41 S68.45 
00 100942 Plar>t IJechanic We tier IBEW92ilA S75.10 
&1)051862 Plar>t Mechanic with c la!:s:s A IBEW9!18L S71.81 
&!)003240 Plallt Mec'.hanicwith ham.at IBEW9!18X 571.93 
00 1&4574 Po-l'er System Ope,ralor Appren nee IBEW3S>ilA 576.48 SS0.88 585.30 589.71 594.1 2 598.53 5102.94 S107.35 5111 .7.7 
&!) 154600 Po-l'er S}'Stem Ope,a1o, Joumey IBEW91!6A 511 7.65 
&!)051888 Pffi-Appren lice lir.ema...Woma.n IBEW8:WA 540.15 542.00 5 45.22 548.33 S51.68 
00051889 Pffi-Appren lice Lirt,ema...Worna.n •Nith c l>s:s A IBEW8:WL 541.30 543.15 5 46.37 54948 55283 
o.-005189!) P,re-App.ren lice lir.ema...Worrn.n •Nith ha!z1mat IBEW8:WX 541.42 543.27 5 46.49 549 .60 552.95 
00 154604 Re 'ole11ue Prolection Repre·seneti,12 ( IBEW) IBEW873N 552.48 SG0.96 563.11 566 .(}9 
&!)051920 Re S1211ue Prolection Re;p1esen0tiS12 ( IBEW) Olos.;,d Cmsiica!fcm IBEW'9il3A S59.07 SG0.96 563.11 566 .09 
&!) 120009 Senio, CaM : Loca,10, IBEW3B!!L 565.24 
00 122828 Senio, Ca.b'e Loca,lor with claiss A IBEW888N 566.39 
&ll0.."2027 Senio, Ca.fll>ra lion T eclmician IBEW'3:,7A 578.14 
&ll0.."'2040 Senio, 011Stodia:n IBEW814 A 543.39 
00 159864 Senio, Di51Jibu6on Sy51em Operator IBEWS86D 5117.98 
&1) 127575 Senio, E 'ectrica1 T ech.n cia:n IBE'NS008 599.01 
&ll 164:l 10 Senio, H~h Vota.re Test T ecihnicia:n IBEW341M S80.17 
&!) 1&4400 Senior Hy:!ro Operalor IBE\/I/Sl1A S86.99 
&1) 118747 Senio, Hy:!ro Operalor Closed Classlicafion IBEW9418 S86.99 
&!) 122845 Senio, line ln:specto.r IBEW965R 5103.26 
&1)052079 Senior Meter Tec~nitian IBEW3l7A S82.57 
&llM.."'328 Senio, Pail<: Maintenance Worker IBEW814A 543.39 
&!) 154600 Senio, Po-Ner S~lem Operator IBEW391JA 511 5.50 
&1)052107 Se!lior T e,\ecornnmnica fion:s T eci~r,icia:n IBEWS398 S81.35 
&!) 1&4498 Senio, T e,la,phc>ne T ecMician IBEW922G 571.57 
00 100561 Senior T e\a.phc>n,e T ecMician OlosEd 0..s i fuation IBEW939 B 579.75 
&!)052109 Sellio< Tool Re;pa:i re, IBEW'991A S65.31 
&ll0.."2114 Senio, T ,otibles'hooter IBEW97BD 5109.92 
00 1&4100 Senio, Vellicle ,~ echanic IBEW874B 563.16 
&llM:!25:l Senio, Vehicle Mechanic Olos.<!d Cas iiica non IBEW8B7A 563.1 6 

155 
IBEW

 M
O

U
 2026-2028 

This wage schedule is for informational purposes only. Employees should refer to the annual SMUD Board approved 
wage schedule for the most accurate and updated information. 



 
 

 

 
 

 

 
 

  
  

2027 IBEW WAGE SCHIEDULE 

Job lD Clai ssif icat ion Grou p 
2 027- 20.ll - 2027- 2 027 - 20.2 7 - 20 ll - 20 ll - 20.ll - 2027- 2 027 -
St ep 1I St ep .2 St ep 3 Ste p 4 Step 5 St ep6 Step7 St ep8 St ep9 Ste p 110 

00 154167 Sen;ior V e!h.ic!Je Mechamic with cla1:s A IE!EW874D 564.31 

50052115 SelliorVehic►-Mechamcwith claissA Oosed Cilassi ication IBEW8!!7l S64.31 

00 154168 Sellior Veh<ic!Je Mecl>amc with ~mat IBEW874IE S64.43 

000..1\2116 Serrior V e!l>ic►-Mechanic with ~mat Olo:aed Cila,ssDCaltion IBEW8!!7X 564.43 
50 167601 Sh.iii Po-Oler 3}51em Opera,br Apprenfioe IBE W980B 576.46 SB0.39 584.31 S88.23 5'92.1 6 596.08 5 1-00.00 5 103.92 5 107.84 5 111 .76 

50 167601 !,11,i il Po-Oler 3}51em Operaibr Appren6ce IBEW300B 576.46 580.39 584.31 588.23 5'92.16 596.08 5 100.00 5 103.92 5 107.84 5 111 .76 

00 1674:l.4 Sh.iii Po-Oler System Operaibr J'm,mey IBEW91!6B 5 117.65 

00 1614:l.4 Sh.iii Po-Oler System Operaibr Jotrrney IBEW1M!l:IB 5 117.65 
o,!) 154602 Sh.iii Sen Dr POA'Er s~.tem o ,~e ra b f IE! E W99!l B 5 123.59 

00 154802 Sh.iii S,:._n;,r PoA'Er S,stem O:pa,rat>r IB.EW99!JB 5 123.59 

00 151393 S1a1i<>n Recorder Oo-"°"d Classi lication IBEW8121 557.75 

000..1\2118 S1a 6on Recorder Glosed Classi lica1ion 111 IBEW001C 536.96 538.65 549.80 551 .93 555.1 7 

00091428 Su'bs talti:,n O>nslrudiion Foreman.Woman IBEW345A 593.30 
00091429 Su'bstattcn O>nslructioo Fo.rernan,Woma.n 'Alll'h. dass A 1// IBEW3421E 594.45 

00091430 Substa,fcn O>nslruction Foreman.Woman with. hazmat IBEW945X 594.57 

6100!>!l06 Su'bstafon :Eleclrlica.1 lnspecbr IBEW340A S88.88 

50031929 Su'bs tatcn Fo.reina.llll'Wo.man.l i;Jht IBEW340A S88.88 
00031930 Substatcn Fo.rema:nfWoman,Ug:t>t ,.,ith class A IBEW940B 590.03 

00031931 Su'l:,stat·c n Fo.reina:nfWoman,ljg:M with ham>a1t IBEW340C 590.15 

00 165789 Su'bstarton Ma:in e na.""" Worker I IBEW001A 545.27 547.54 

50 125721 Substatc n Main e na.""" Worker II IBEWl!61B 549.90 552.40 555.0 1 S57 .75 
00031932 Su'bstatcn StlbForemalllWoman IBEW336D S83.64 

00031933 Su'bstat'on Stlbioreman/Woma:n with cla!ss. A IBEWS361E S84.79 

500319:l.4 Su'bs tatcn Stlbbrema.nlWo.rnan with ham>at IBEW336:F S84.9 1 

00 1543 13 Te~oommlllUCaltio.n6 T ecli.n'c.ia:n Appren6ce IBEW845A 544.73 548.87 552.99 S57 .12 S61.25 565.37 

00083255 Te~oomm-ions T edh.nio.ia:n Apprentice Cbsell Clla,asi icaitcn IB.EW921A 549.85 554.45 559.,08 S63 .62 568.2 4 572.85 

000..1\2123 Te~oommunicabions Tech.n 'c.ia:n Cbsed Claissiiica6on IBEW9281 576.67 

50 154493 Te~oommu:n.icaitions Techn'c.ia:n I IBEW315A 568.8 1 

00 161055 Te~oomrnu:n.icaitions T ecll.nio.ia:n II IBEW9281 576.67 

00 154623 Te~cloone Technitia.n IBEW315A 567.46 
00 154626 Te~phc:>ne Technitia.n Appren6ce IBEW845A 543.85 547.91 551.95 556 .0 0 560.05 $6409 

50 10ll562 Telepoone Tec!Ylitia.n Apprenfioe Cbsed Oaissi~ ioo IBEW921A 548.87 553.39 557.92 S62 .37 S66.90 S71.42 

00 10ll500 Te~poone Technicia:n Olo::ed Cila,ss~ iion IBEW9281 575.17 

&00..1\2131 Tool Re,pa.irer IBEW814G 552.23 553.92 555.87 558 .62 
50052132 Tool Repa.irer 'Alll'h. class A IBEW814M SS3.38 555.07 S57.02 S59 .77 

50052133 Tool Repa.1rer •Alilh h~ IBEW874Z S53.50 555.1 9 557. 14 559 .89 

00086933 Tool Room Foreinani"Woma:n IBEWS36A 576.94 

000..1\21:l.4 T rollblesboo1:, IBEW341R 597.06 
00093281 Trou'l:,les:0001=, widi C:la!ss A IBEW941D S98.21 

00 151422 Utnity Assis:la:nt IBEW18!iA 522.12 525.29 

00083801 I.JtilityCom;plaooe Spec.ia;l ist IBEW828G 537.92 539.65 542.69 545 .6 1 548.8 4 

&0151322 utifityCoi,-,plaooe Specia.'fist 111 IBEW812l S62.08 

00 151392 utifrtvCom,claooe S;cec.ia:l ist Cbsed Oat:si icaition IBEW8721 560.64 

00 100501 utnityCom;plance Spec.ia:l ist 11 IBEW319J 551.36 

&00..1\2154 I.JtifityCre•• Fo.reina.n/Woman 'A'itll h-t IBEW8SBX S62.78 

000..1\2155 utlrityWor,ker I IBEW002G 536.11 537.76 S39.41 5 41 .05 
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2027 IBIEW WAGIE SCIHEIDULIE 
J O:b lD Clla ssificat io:n Grsoup 

2027- .2:027- 2027- .2027- 2027- .20!27 - 20.27 - 2027- 2027 - 2027-
St,epill Step2 Step3 Step4 Step5 St ep6 Step7 Step8 Step9 Step110 

000021ffl UtlUtyWo rker I wlllh cl;is:s A IBEW002l 37.26 S38.91 S4i0.56 $42.20 
00002157 UtllitvWo rker I 'IIRll h .a<ml.311 IBEW002X 37.38 S39.03 S4i0.68 S42 .32 
00 16:3854 UtllityWo r,ker II IBEW8 14A ' .43.39 
00 116126 UtlfrtyWorker 111 IBEW816H $38.29 S39.,81 $41.54 $43.23 $45.08 
00 154631 VE$:ta · -·- - g,fil!Ent SpeciaTEt w~h c'ass A IBEW87&H $60.46 
00 1&0000 VE$:tatioo Ma 11!31g,: msnt Specialist Wroll d l3iss A Ob-xd ChssiEicsoon IBE'llli9ll1l S66.46 
00 154627 VE$:taoon Worl<:F'lan1t::r IBEW878G S59.31 
00002143 Ve,i.-etatioo Wolle F'lan1t:r Obsed Cilar..=.si icaition IBE\l'li'.'"t!l1A S65.31 
00 154628 Ve§-eta1ion Work F'larm :r •with da5s /;, IBEW878H $60.46 
00002144 Ve§-eta1ion Work F'lann::r Y.'i th daiss AOb:eil Olatss:i:ication IBE'llli9!l1l $66.46 
00 154630 VE$:ta1ion Work F'lan1t.'i!r 'l.'.ith ~ rr,art IBEW87:8J S60.58 
00002145 VE$:ta1ion WorkF'lan11;2,r "''it'll ~mart Ob:eil Cilais:sincaoon IBE'llli9!l1X S66.58 
00002158 Ve!m:!1= Ate;ndim IBEW816G S39.63 $41.29 $43.1 4 s«.94 $46.88 
0008'...'257 Ve'h.lc'e Ate;ndint 'l.'itih c'lo!ss A IBEW8 17B $40.78 S42.44 $44.29 $46 .0,9 $48.03 
00002159 Ve'h'ic'le Ate;nda.nt 'l.•illh haiunart IBEW817X S40.90 S42.56 S44.41 S46.21 $48.15 
OOOOfl!lW Vehlc'le UaiR12na.nre Aid-2 IBEW79!lA S:29.03 S35.83 
00002164 Veh'ic'le UaiR1e - - - -- • 0 --=- wiih c!;is:s A IBEW79!ll Sl0.18 S36.98 
000021~ Ve'ltic.e Mainte - - - - - ' "': wiih hii:mt.~ IBEW79!lX S30.30 $37.10 
00 1541ei3 Vehic'le Mechanic IBEW8511A 

0 J59.36 
00 154049 Ve'ltic.e Media.Ric Appren1ioe wi th ~ID31t IBEW851D 36.01 S42.4'0 S44.96 $47 .!:iO SS,0.04 $52.58 S55.14 S'57 .67 
00002161 Ve'h.lc'e Meehan.le Appren1ioe '1.'.ith ~mart Ob:e d Olatssitka1ion IBEWl!OOX 39.86 S42.4'0 S44.96 S47 .!:i0 S!:i0.04 S52.58 S55.14 S57 .67 
00002100 Veh'icle Uecharnc Cb-=8:1 Cllais:si icaltim IBEW874C 59.36 
00 1tli8478 Vehic'le Medla.Ric W e'l!f:r IBEW8511 S56.83 
00 1542 13 Vehic'.le M-echanic W e'l!f:r J;,pprentice wilh c.l.iss A IBEW851F -~ 1.39 $40.22 $42.69 S45.15 S47 .69 S!:i0.14 S!:i0.18 S55.15 
00 1, 5300 Ve'ltic.e Meehan.le W e'l!f-er Apprentice wilh claiss A C!lo$9ll O B1s i iica1ion IBEWflBA ';41.39 s«.o4 $46.77 $49 .51 S52.24 $54.93 S57.64 $60.33 
00 1542 14 Ve'h.lc'e llliechan.ic We'l!f;,r Apprentice w·" · - , - 1 IBEW8511< ' .41.43 $40.27 S42.73 $45.19 S47 .7 1 S!:i0.17 S52.64 S55.17 
00 125304 Veh'icle Media.Ric W e'l!fe,r Apprentice w"~ • - , - t Oosed Olaissi iration IBEWflBB ' .41.43 s«.08 S46.82 $49 .53 S52.24 S54.96 S57.67 S60.36 
00 1542 18 Ve'llid.e Media.Ric W e'l!f:r wfll cBlss A IB.EW874A $63.43 
000021e8 Ve'h.lc'le Mechanic W e'l!f:r w~ c'ass /;, Oosed Ol3issi iration IBEWflBG $63.43 
00 1542 19 Ve'hlc.e Meehan.le W e'l!f-er wch ~m~ ISEW812H $63.55 
00002167 Vehlc'le M-edlan.ic We'l!f-er wfll ~mart Cllo--=8:1 Cllaissilica!tio.n IBEWl!3l!X S63.55 
00 154225 Vehic'le Media.Ric •11ilh claiss A IBEWMffD S60.51 
00002162 Veltid.e Uecharnc •with claissA Cbse!I Oaissiiiraoo-.n IB.EW878A $60.51 
00 154240 Ve'h.lc'le Mech a.me wilh ha.mi.art ISEW85111< $60.63 
000021e.l Ve'mc.e Mecharlic with haml!alt Cb sed Oais iication IBEW878X S60.63 
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2028 IBEW WAGE SCHEDULE 
Job ID Clas.s if&a-tion Gro~ 

2028 - 2028 - 2028- 2028- 20 28- 2028 - 2028 - 20 28- 2028 - 2028 -
Srep 1 Step2 St ep 3 S1ep4 Step5 S1ep6 Step7 S1ep8 Step 9 Srep 10 

&.'05 1t64 Bo:ly Fender IJ>ec!hlmic IBEW834A S63.88 
&005 1586 Cabl e Locato, IE!EW873G S57.23 S58.44 S60.10 S61.63 562.79 
&005 15114 Cabl e locator •tmh das A IBEW87al.l S58.38 S59.59 S61.25 562.78 S63.94 
&005 1!'>!15 Cab1 e l ocator ,,.,nh 1-azrnat IBEW873X S58.50 S59.70 S61.35 562.90 564.06 
&1)165732 Cabl e Sp licer CortS~IJCfon Fo,ema..Womao IBEW941I S106.13 
&1)167676 C.ab1 e Splicer Co!ks.tructio.n Fo.rernanf\l'tlomanwith c.'las.s A IBE'W94IF S107.28 
&005 1574 Cable SpUrerlEleariciam IBE'W923K S89.38 
&0083188 Cabl e SplirerlEleariciam Apprentice IE!E'W90:lA S58.14 S61.42 564.78 S6B.14 571.55 574.90 578.18 S:81.57 S84.89 
&005 1575 Cabl e SplicerlEleariciao Apprernice with class A IBE'W909B S59.29 562.57 S65.93 S69.29 S72.70 576.05 S79.33 S:82.72 S86.04 
&005 157S Cable Splicert'E.lectric:ian Ap,prenitk>e with h3zmat IBE'W9WC S59.41 562.69 S66.05 S69.41 572.82 576.17 579.45 S82.84 S86.1 6 
ro:15 1344 Cabl e SplicerlEleariciao Fo,emaMIV<>=• IBE'W937D S96.27 
ro:15 1577 Cable SprteertE~rician FoirernaaruWoman Lrig'ht IBE'W942A S100.71 
&005 1578 Cab1eSprlDel'i!:.IP-ttrician Foire1'1ictRIWornan L~ht withclassA IBE'W94:ll S101.86 
&005 1576 CableSplirerlEleariciam wi dl O as A IE!E'W923L S90.53 
ro:15 1583 CaTib ratioo T echniciao IBE'W92.!A S75.89 
&005 1599 Civil Mainleniaoce Forerna~oma.n lig.ht IBE'W9:l7G SB0.09 
ro:15 1eoll Civil Maioe oaoce Forema..Wo rrao roglll ~; o, das A IBE'W9JR S81.24 
&005 1001 Civil MainE Bartee For,erna~oman light wi til ~t IBE'W9:l7X S81.36 
&005 1587 Com ID-us.lib F-! T nriMr...e Forem.a.ll.lW oma n IBE'W945B S85.26 
&005 1588 Com bt.OS6b le T urbin.e T echoida • IBE'W9 17A S73.27 
ro:15 1610 C!afts Helper IIIEW828G S39.1 8 540.98 S44.12 S47.14 550.48 
&0083191 Crafts f-elperwith c!ass A IBEW828L 540.33 542.13 S45.27 548.29 S51.63 
ro:15 1611 Crafts Hel:rerwith hazrmt IE!EW828X 540.45 542.25 S45.39 S48.41 551.75 
ro:15 1617 Cusi::dia.nCkr.:-ed Oarsific:ation IBEW80llG S36.92 S38.56 S40.33 S42.20 
&005 1628 Dts~ibutioo Syslem Operator I IBE'W92&1 S88.77 S91.00 S93.35 S95.79 S98.22 S100. 72 S103.24 S106.01 S108.68 
rol5 162S D'istrib:uiion SysEm Operator 11 IBE'W9!12D S11 4.14 
ro:15 1653 E lec1Jica1 T edl.niciao IEIE'W9J7E S95.53 
&0089229 E lec1Jica1 T echoiciao Apprettice IBE'W928B 562.01 S65.71 S69.25 572.83 S76.44 SB0.06 S83.57 S87.18 S90.74 
&005 1634 E lec1Jica1 T emnioiao .l\ppreotioe ~•ilih haizrmt IBE'W928C S63.28 S66.98 570.52 S74.10 577.71 581 .33 S84.84 S88.67 S92.01 
&OOS267S E lectrica1 T echoiciao Fore=..Womao Li'Jht IBE'W970A S109.30 
&0099277 E et:trica.1 T ect..nic:ia.n For.emanM'oman liight On Ca:11 IBE'W9700 S111 .41 
&00927:!S E lec1Jica1 T edulicia• ForemanM'oma:o With class A IBE'W970~ S11 0.51 
&0092748 E lec1Jica1 T eduliciao Forernan,Wornao With !>a=t l l!E'W970N' S11 0.63 
&009 1431 E lec1Jica1 T eduliciao S!lbforerm...Woman IBE'W937F S102.92 
&ll1203S4 E lec1Jica1 Test & Repair Specialist IBE'W9:!SA $96.60 
ro:15 1647 Electriciao IBE'W9 1M S72.74 
&005 1648 E et:tricia.n Appr,entioe IBEW8SJA 547.28 S50.44 S53.49 S56.62 S59.75 562.87 S65.93 S69.08 
rol5 164S E lectriciam Apprentice ~•ith da<SS A IBEW880L $48.43 S51.59 S54.64 S57.77 S60.90 $64.02 S67.0S S70.23 
&005 16c,0 E lectriciam Apprentice ~•ith llazmst IIIEW880X S48.55 S51.71 554.76 S57.89 S61.02 564.14 S67.20 S70.35 
&0099538 E lectriciao :Forema..Wom,.o Lig ht IBE'W941M S83.26 
&009953S E lectriciao :Forema..Womrn Ligllt With class A IBE'W941L S84.41 
&0099548 E lectriciao :Fore.ma..Wom,.o Li!l ht W idl h=nat IBE'W941X S84.53 
rol5 16!i1 Eet:tricia.nw ith da.sA IBE'W9 1!!L 573.89 
W 13:!656 E lectriciao with - t IBE'W9 16X 574.01 
&005 16!i9 EquiP....nt Opera i>r IE!EW858L S56.99 
ro:15 1f60 Eq•iPr,;,ern Operai>r with d as A IBEW864A S58.14 
rol5 1f61 Eq• iPr,;,eot Operai>r with -t IBEW864X S58.26 
&0099200 Facilities OUslOdiao IBEW792A S28.77 S30.93 S33.42 S35.97 
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2028 IBEWWAGE SCHEDU LE 
202B- 20 2B- 20 2B- 202B - 2021! - 2028 - 20 2B- 20 2B - 2021! - 2028 -

Job ID C lassificat ion G roep 
S1ep 1 St ep 2 St ep 3 S1ep 4 Step5 S1ep6 Step7 S1ep 8 St ep9 S1ep 10 

300!i l 842 Fa.c:'irlties :Eectr'im1 Fore.ina:f\1Worra nliig ht 'f.'i 1h das A IBE'W341L S84.41 
50117005 Facir• ies E►-coiaa• Fore,,naoNV= • L\ght IBE'W3411A S83.26 
5015Sl 22 Fa.cirlties Stationary Englri ,eer Apprentice IBEW851J S38.67 S40.92 S43.12 S45.36 S47.58 S49.81 S52.05 S54 .26 S56.54 
50155123 F.ac'if1ties Sa t'iol\iiry Engin.~ r .ti,ppre n6ce O o.:oed Oassi ication IBEW873F S45.50 S48.14 SS0.74 S53.40 SS6.00 Ss.3.64 561.27 563.87 566.52 
50155124 Facilities St>tior,a.ry En,g:i~"'=f ForemeoNVo=ri Li!;llt IBEWSl7G SB0.09 
50155225 Facilities SGtioBary Ef)g:in::=.r I IBEW872G SS9.50 
5015S226 Fa.c:'irites Sa t'ionary Eng:ir.-eer II IBEW30BA S70.02 
300!i2152 F.acifrti-es tltilrtyCre'w For-E'.ma:II.IWoma:n IBEW3 191A SS3.23 
50168a52 Fa.c::iflties UtifrtyCre·w ForemanfWo.rru:n Olo:.:d 0 .3/5lfica:6on IBEWMllA 561.99 
50168554 Fa.c·mtes tltifrtyCre'w For~ II.IWoman with haz.mat IBE'W3 taN SS4.SO 
5016895, Facilities 'utilityCJe w For""""1Worna• will> ~m• t O o-,ed Classiicati IBEW86:JN S63.26 
00!!93182 Fault l ocator IBE'W341H S84.77 
00!!93183 FaultlOCitor '1.tj lh d ~ A IBE'W341J S85.92 
50101&:>:l F,.1d Sop port T edlniaa• wilh class A IBEW8!18C 560.34 561.86 563.43 564.98 
5015 4335 Gardener IBEW877J S43.73 S44.84 S45.77 
300!i 1700 Gar<f.:._ner Oosed~5i ica1ion IBEW848G SS1.1 6 SS2.44 SS3.49 
50154$36 Ga.r<l'"-ner ~; lh d ass A IBEW8 TTK S44.88 S45.99 S46.92 
300!i 1701 Garden.er wi lh d =:- ACb :-'='!I 0 a:sj5ca.1ion IBEW8 43L S52.31 S53.59 SS4.64 
50154337 Gardener wi 1h mm.:iit IBEW8TTL S45.00 S46.11 S47.04 
300!i 1702 Gard,:,__ne:r wi th ~tCb s.~ Oa:s.ific36on IBEW848X S52.43 S53.71 SS4.76 
00!!97100 Gas Control T ecrui<ia• IBE'W324A S79.38 
50124= Gas Cootrol T e,crui<ia• App,e,oia, IBE'W3 12E S51.75 555.16 SSB.58 S61.98 565.42 568. 78 S72.21 S75.61 
5011:ie<'9 Gas Cootro1 T ectuician will> class A IBEWS24L SB0.53 
300!i l 6'>~ Gas Pjpo tin,e Fieklporson IBEW873G SS6.28 S57.46 S59.09 S60.60 S61.74 
300!i2175 Hazard Wa.:sE Fo ren-iaRM'orna:n litiht IBEW3 12G S74 09 
300!i2176 Hazard Wa.:sE Fo rem;:irMWorna:n litghtwith classA IBE'W3 15B S75.22 
50055201 H'aizard Wa.:.12 Ted-..n.'ician IBEW874H S38.11 S39.81 S53.50 SS4.23 SS6.00 S57.81 S59.91 S62.86 
5011$381 Hazard Wase Teduiicia• On Call IBEW886A S6608 
500831esl Hazard Wase TedmiciaJI ~i lh d ass A IBEW8 78A 564.00 
300!i21TT H'~ardou.s Waste ForernawWornan Liitlt with &mat IBE'W3 15X 575.36 
300!i2178 Hazardous Waste T eC:twcian with hiazm.i't IBEW8 78X 564 .1 3 
501543>8 He.3111 Ga:rdener IBEW319D S49.28 
300!i 170, H- Gardener Clo-:ed Cla.s i tica1ion IBEW86lA SS7.64 
50154335 He.;,11 Gardener with class A IBEW3 taF S50.43 
300!i 1704 Head Gardener witll class A O o-.edClassi ie>tio• IBEW863L SSB.79 
50154, 40 Head Garden.er w rth 'l\azrnat IBEW3 19G S50.55 
300!i 1705 Had Garde ner w'ith haz.mat OoSedChssiimtion IBEWM3X SSB.91 
50083171 He• ,y D1.11y:EqoiJ,m;eot Opera ' " IBEW8s:JF S68.40 
300!i 1706 Hea,y Duty:Equil)ma_nt O,pora ' " ~.ppreni oe IBEW8TTA S44.45 S47.35 S50.32 S53.24 SS6.14 S59.09 S62.00 564 .94 
00!!92744 Ha,yD1.11y:EquiJ,m;eot Opera '>r Fore,,n.;_..Womso l \ght IBE'W322L 578.21 
00!!99278 H'.e.3vyDutyEqlripmaent Op::ra t>r Forerm...rtJWoimm l!tg..'ht OncaD IBEWSl7G 582.08 
00!!92746 He3vyDutyEqllipmeITit 0pera t>r Forernan,1Wo«:a.n llg:ht wi lh das A IBEWS23A S79.36 
00!!92747 Ha,yDLlly:EquiJ,ntent Opera '>r For=..Woma• li:Jlll wi lh ~ t IBEW323B 579.48 
300!i 1707 He.3vy DutyEl!llliprne.nt Opera Dr with cl;ss A IBEW898E S69.55 
300!i 1708 HS3vy DutyEq11ipm-ent O,i:e:ra Dr with cJa.s.s hazmat IBEW8S8X S69.67 
5100000. Hi!;II Vo110i!!e Bectricia• IBEW3 21H 582.82 
51000000 Hjgll Vo~e Becl ricia!l A ppre,otice IBEWS 18A S53.83 S57.41 560.91 564 .46 S68.04 S71 .59 S75.06 S78.66 
51000001 Hjgll Voltaqi, Becl ricia• A ppreolice w itll Class A IBEWS 1&B SS4.98 SSB.56 S62.06 S65.61 S69.19 S72. 74 576.21 S79.81 
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2028 IBEWWAGE SCHEDULE 
2028- 20 28 - 20 28 - 20211 - 2028 - 20 28 - 2028- 20 28 - 2028 - 2028 -

J ob ID C.las.sificati on, Gro~ 
Step 1 St ep 2 St ep 3 Step 4 St ep5 Step6 St ep7 Step8 St ep9 Step 10 

519110002 HI! Volta,gs BlectricianApprelllkE with Ham>ot l i>EVVS11tC 555.10 558.68 S62.18 S65.73 S69.31 S72.86 S76.33 S79.93 
51911(>[)114 H\g Volta,;)e 61ectrician with Ola6s A l i>EVVS:'50 S83.97 
519110035 ffl!I. Volta,ge 61ectrician with H.=t I8.EVVS:2!:£ S84.09 
61911G[)ll l H\g Volta,ge Te:t ApprentkE l i>EVVS 18A 548.92 552.19 S55.36 558.59 S61.85 56.5. 08 568.23 S71.50 
Wll33375 ff-'!! Volta,;)e Test T eclulician l i>EVVS21E 574.80 
&0051712 Hy:!ro :EJlecmaan ForemallM'oma n l ight li>EVVS40A 594.79 
Wil3927ll Hy:!ro :EJlecmaan Forema.llM'oma • Ligh: On Call li>EVVS41C S96.17 
&005 1713 Hy:!ro :EJlecmaan Forerru:llM'omanligh: ,.,;ll, das A l i>E\IV940B 595.94 
&005 1714 Hy:!ro :EJlecmaan Forerru.llM'oma nligh: ,.,;ti, h=rat li>EVVS43C S96.06 
Wil391!94 Hy:!ro :E!lecmaan 0 ,per alDr ForemallM'oman L\:l:ht l i>EVVS4e,B 593.80 
&0051735 Hy:!ro Feld Technician l i>EVVS 1M 570.06 
Wil33810 Hy:!ro Feld Technician 'Forernar>l'Wo.rru.n Lig:lt I8.EVVS:JSB S82.82 
Wil33811 Hy:!ro Felkl Technician 'Foremar>l'Woma.n L\g;ht w ilih c la6sA I8.EVVS:JilF 583.97 
&!)1198009 Hy:!ro Field Technician Foremar>l'Woma.n Light with-t I8.EVVS:JilH: S84.09 
&005 1736 Hy:!ro Fie ld Technician with class A li>EWS15F S71.21 
&005 1737 Hy:!ro F1=1d Technician with 1,a..,-.,t li>EVVS15H: 571.33 
&005 172<1 Hy:!ro IJ►-cl>anic Foremar>l'Wom.an L~ l i>EVVS37G S85.48 
&!)1199281 Hy:!ro 1.1.'echanic Foremar>l'Woman li;jhtOn Ca ll l i>EVVS39A 590.54 
&005 1721 Hy:!ro 1.1.'echanic ForerMr>l'Woman Lioht wi1h cla6:s A l i>EVVS37l S86.63 
&005 1722 Hy:!ro IJ:c-cha:nic Foremar>l'Woman l ight wi1h -t li>EWS37X S86.75 
5<)154344 Hy:!ro Operator l i>EVVS 17C S83.63 
5<)154345 Hy:!ro Operator Apprenlice li>EW820B S54.38 557.96 S61.52 S65.11 568.72 572.27 575.86 SB0.64 
ro383173 Hy:!ro Oper3tor Apprenlice C!lo-xd O asiiic;lio n l i>EVVS 1SOA 554.38 S57.96 S61.52 S65.11 568.72 $72.27 S75.86 S80.64 
W 154346 Hy:!ro Operator Apprenlice with class A l i>EW8:DC 559.1 6 559.11 562.67 5616.26 S69.87 S7.H2 S7701 SS0.58 
&!)119 4281 Hy:!ro Operator Apprenlice with classA O o;;e,:1 Classiioation l i>E\l'VS 19B 559.1 6 559.11 562.67 5616.26 S69.87 573.42 S7701 SS0.58 
W 154347 Hy:!ro Operator Apprenlice with ha!z,rmt I8.EVVSt!lf-l 555.65 559.23 S62.79 5616.38 S69.99 573.54 S7713 S8070 
&005 1724 Hv:lro Orerator Aoorenlice with ha!z,ratOo;;e,:1 Classiioation l i>EVVS11/C 555.65 559.23 562.79 5616.38 S69.99 573.54 S77.1 3 SS0.70 
&005 1723 Hy:!ro Operator Oosed Cllisilic;tion li>EVVS21F S83.63 
5<)154348 Hy:!ro Operator Forem.r>l'Woman li>EVVS41A 599.99 
ro11- Hy:!ro Operator Fore,rm.r>l'Worn.m Oosed Cllassilic;tion I i>E\IV9 70B 599.99 
5<)154343 Hy:!ro Oper3tor Foreman/'Woman •A'ilh das A l i>EVVS41G S101.14 
W 11 4311 Hy:!ro Operator Foreman/'Woma.n with dass A Clo-:e:I O!a,ssi i cation l i>EVVS70L S101.14 
&005 1725 Hy:!ro Operator ,.,;ih ~ A li>EVVS28A S84.78 
&005 1727 Hy:!ro o,,.,,i..u1 Foremar>l'Worru.n l i>EVVS4e,B 593.80 
W 16~ Hy:!ro St,tionary :5~ irteer Appre n6oe li>EW851J' 538.67 540.92 543.12 545.36 547.58 549.81 S52.05 554.26 556.54 
W 16 Gll!i l Hy:!ro Stationary E~ itteer I li>EW872G 559.50 
ID16Gll!i2 Hy:!ro Stationary :5~ irteer II I8.EVVSO!!A 570.02 
5<)164138 Hy:!ro Stationary :5~ irteer II wi til O asC-Ha=t l i>EVVSOSK 570.70 
5<)160026 Hy:!ro SS!ionary :~ ir,eer II ••;ti>~ l i>EVVS08X 571.29 
ID16 02G!l Hy:!ro Stationary :5~ irteer StlbiorernallM'ornan l i>E\1'11922I 575.38 
ID16Gll!i3 Hy:!ro SSiionary :~ in:eer Su:biorernallM' ornan Li!/ht IElEVVS37G S80.09 
&005 1743 lnstruc·n r li>EWS38A 582.57 
W 162418 L ea<! Dislribu6on S}Slem Operator I8.EVVS&ID 5119.86 
619110002 l ead T e►-oomm T ect111tciar1 I8.E\l'VSJM S89.88 
&005 1700 l.ead Tool Re~irer l i>E\1'11922I S75.38 
W 165758 l ea'll UtilityComi,liar= Speciari:t l i>EW828K 557.82 
W 154184 l ead Vehicle t.lecha:oic l i>EW8880 564.09 
&005 1761 1.ea,-,!Velilcle t.lecha:nic Cbsed a -~- i iic;6on l i>EVVS04B 569.87 

160 
IBEW

 M
O

U
 2026-2028 

This wage schedule is for informational purposes only. Employees should refer to the annual SMUD Board approved 
wage schedule for the most accurate and updated information. 



 
 

 

 
 

 

 
 

  
  

2028 IBEWWAGE SCHEDULE 
2028- 2028- 20 28 - 2028 - 2028 - 2028 - 2028- 2028- 2028- 2028 -

J o l>ID Cla ssificati oo G ro'-1) 
Step 1 Step2 Step 3 Step4 St ep5 Step 6 St ep7 Step 8 Step9 Step 10 

$ 154185 Lea<IVehicle Meet.a.me with cia,ss A IBEW8111!F 565.24 
0'1105 1762 Lea<!Vehicle Meeh.a•k with c lass A O o-,ad Cla.ssi ication IBEW300D S71.02 
$ 154181! Leao~ V ehicle Meet.a.rue with ha!z,mat IBEW8111!H 565.36 
&9051763 Lea<IVehicle Meet.arlic with ha!zmat Oosed Oia,ssiication IBE.ffie!iX 571.14 
0'11164311 Lea<I V ehicle Meet.ank with ha!zmat Fresh l'orwl IBEffi04A 569.70 
, '1116 4525 Lea<IVehicleMeet.arncwith ha!zmat Fresh l'ooo Oosed Cla.ssiication IBEW\322A 576.(}4 
&,08,',472 Une CoitStrootion Fo1ema!"'1Voma11 IE!Effi l!lD S117.23 
&ll0Bl473 Liine Construction FOIP_maf'-'VVom.:H1 wiit h cla5sA IBE.ffil!lC 5118 .38 
c-OOBl474 Une CortSttuction Forema.1'1'Woman wiit h ha!zm,t IEIEW\376X 5118.50 
$ 154187 od«sA Lin,e Eq lfipment Operat>r Assistant wil IEIEW79M S33.74 S41.86 5«.99 548.00 551.25 
$ 128409 • d a,s A Ckr"":I O a=i 5cation Line Eq lfipment Operat>r As·sistant wil IEIEW8:MlL S40 (}8 S41.86 5«.99 S48.00 S51.25 
$ 154188 Line Eq lfipmPJ1t Operat>r wi lld«sA IBEW852D 569.55 
$ 10625 Line Equipm,a._nt Operat>r w· d a,s A Clo:-e,:I O asi 5cation IBEW89&B 569.55 
o'1116SSW Line EquiPmPJl!Operat>r .,- Crarte arwl cla.ss A IBEW862G S70.55 
$ 165!1!!4 Lin,e Eq lfipmPJltOperat>r wi ll Crar~arKI ,class A Clo-SOO Olassiica.1iior1 IBEW89!D S70.55 
$ 169852 Lin,e Equjpm;-Jl!Operat>r wi ll Cra.M! alld hazma:t IBEW852F 570.67 
,,a154140 Une E<IuiDm=--111:0p:rat>r wii llhaizm31 IEIEW862E 569.67 
0'11108451 L~ne E<ruicilll'=!nitOp::rat>r wii ll ~Ck>s.•:!d 0.r::-iScatio.n IEIEW852H 569.67 
&905 1767 Line Forernarol'Wornan lghl IIIEW\3!:GR 511 0.1 3 
&9051768 Line Forernarll'Wornan lgj,t willl c!a,ss A IBE.ffiffie 5111 .28 
0'111 42318 Line I nspettor I IEIEW.9:...V< S96.94 
$ 151!652 Lin,e I nspettor I wi th das A IIIEW\33:!C S98(}8 
$ 1081131 Lin,e I nspettor 11 IBEW\3 41R S103.52 
$ 11 4932 Lin,e I nspettor II with cla5s A IBEW3 41D 5104.67 
,:'1105 1770 Line Sub Forernarol'Woman IEIEW\341R 5103.52 
,:'1105 1771 Line Sub Foremar-.i'VVoman w itll class A IEIEW\3410 5104.67 
&ll0Bl463 UnemanWo rr~ IBEW333A S96.94 
o-0083400 LinemanNVo man Appreniice IBEW322R 563.03 567.17 571.32 575.49 579.59 583. 77 587.94 592.10 
o-OOB.>481 LinemarwWo man Apprentice wit II class A IEIEW\322C 564.18 568.32 572.47 S76.64 580.74 584.92 589.(}9 S93.25 
&,08,',482 Unema.r\Wo man Appri=ntk:e with hamiat IEIEW.9Z!Z 564.30 568.44 572.59 576.76 SB0.86 585.04 S89.21 S93.37 
-WOB.>484 Unema.l'\!Woma.11 with da.:s A IIIEW\33:!C S98.(}8 
-WOB.>485 Lin,emarwWo rnan will, ha!>mat IBEW\333X S98.20 
$ 136767 Lin,emar>Wo man willl llef,copter IBEW\333Y S101.78 
$15 4416 Ula.interiaooe Carpener IIIEW8e;.SA 570.02 
$ 154417 Ula.int~ C.arpener App:rent'ire IBEW851 E S45.50 
&ll083233 t.laintS11>aJ1Ce Carpenl=r Apprentke Oose Cla.ssi iication IBEW87SF 545.50 
!'1105 1805 t.laint»_n,ance Carpenl=r Qkr,ad Cla.ssi i cation IEIEW\388A 570.02 
! '11154459 Ulaint,2:llaooe Carpener For'2:1Dan.1\1Vorna.n Liig'ht IEIEW.901 K 580.(}9 
&lll1MOO ~ ainterki.ooe Carpen-er Forernan.l\lVorna.n L~ :ht Clo::.i:d Chs:3ficaticn IIIEW\337G 580.(}9 
!'11154400 t.l~i rlt~nance Carpenl=r StlbloremarwWorra n IIIEW887D 575.38 
!'1105 1900 ._.a.inter-.aooe Carpener Su:biorerna~o.ma n Oos-':!d Chs.sificatiion IE!Effi22I 575.38 
$ 159375 Ula.interki.ooe Carpener wii1h dars A IIIEW872D 571.17 
&llllo:262 Ula.interiaooe CarpenE.r wnh daes. A Olosed Oa5.5.i6ca:tio.n IEIEW388L 571.17 
$ 154:!$3 t.1-Jial Specia ft:t I IBEW7SlF 531.30 536.08 S40.91 545.72 
o'1l099!I03 t.la.terial Specia ftst I O osedCla.si ii cation IBEW851N 537.39 S43.12 548.85 S54.61 
$ 154.'ic!i t.1-Jia.1 Specia list I wi th d as A IBEW75:Y< S32.45 537.23 S42.06 546.87 
&00991>!)4 t.la~Jia.1 Specia ftst I wi th d as AOk>eed Q a,si5ca1ion IBEW851C 538.54 544.27 550.00 555.76 
0'11154527 t.la.terial Speciaftst I ,.•i th Ctane and class A IBEW7s:JD 533.45 538.23 543.06 547.87 
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2028 IBEWWAGE SCHEDULE 
J ol> ID C lass ification Grc>L4> 

2028 - 2028- 2028- 2028- 2028- 2028- 2028 - 2028- 2028 - 2028-
Step 1 Step2 St ep 3 Step4 Step5 Step6 Step? Step8 Step9 Step 10 

69!19~7 ~ arterial Spaclalis.t I wi th Crane and c.l3i..=.s A Clo:.:;:d 03is jfica6on IBEW851A 539.54 545.27 551.0() S56.76 
0'11154528 IA" te ri.J Spem rtst I wi lh aane aoo ham>3t I5EW7s:!E S33.57 S38.35 543.18 547.99 
o0!19~ IAate rial Spem list I wi lh aane arod haz.rrat Closed C.~siii=lion I5 EW8518 539.66 S45.39 S51.12 S56.88 
0'11154529 IAate ri.J Spem rtst I wi lh ~ IBEW7s:!B 532.57 S37.35 542.18 546.99 -~ IAaterial Special ist I wi lh i.am..t O k>se<I O a.ssi licalio n IBEW851H S38.66 S44.39 550.12 S55.88 
c'1l15 4-ff00 IAate rial Spem rtst l l IBEW3 12D 549.06 
0'11154478 IA" te rial Spem rtst II wilh clas A IBEffi12F S5().21 
,-1737 IAaterial Special ist II C.k>sed Q a,si iic3tion IBEW~ I S58.62 
0'1>:15 1788 IAate ri.J Spem rtst II with class A O <r.ed C.flassi ic,rtion IBEW862C S59.77 
$ 15 44&ll t.li ateria.l Specialist II with C:raroe arid cl3ss A IBEffi l 2P S51.21 
-9ll11 ._. arterial s;~e cialis.t II with Ctanie and das A C IO:.:;\:!d Oas.ifica6on IBEW862A 560.77 
0'11154481 Ua:teria.l SpeCllrtst II w'it'h crane and hazmat IBEW.'l 12R 551.33 
-$12 IAaterial S,peciartst II w oh crar,e arod hazmat C.k>sed 03s i licalion IBEW862B 56().89 
$ 154482 IAaterial Specialist II with ha!z.me.1 IBEffi 12H S5G.33 

-= IAaterial S,pecial ist II w oh l>a!z.mat O <rx dOla.ssi icalion IBEW862X S59.89 
&ll l 54483 1.1 .. te rial Spem list Ill IBEW32!!D 562.78 
0'1>:1521174 IAate rial Spem list 111 Qk>se,i! ~ si i cat il>II IBEW878L 562.78 
&ll l 54484 IAaterial S,pemrtst Ill wilh clas A IBEW.'l2&G 563.93 
&93521175 IAaterial Specialist 11I •Nilh clas A C.k>sed Ciaasifica1ion IBEW8 79A 563.93 
0'111 5 4486 IAate rial Spem list Ill wilh Crane aoo class A IBEW328L 564.93 
&&!199913 IAaterial Specialist 11I ·Nilh Crar.e aoocla:SA a..-,.,,,i ~icatil>II IBEW873D 564.93 
0'111 5 4487 IAate rial Spem list Ill wi 1 crane an:I ~mst IBEffi281A 565.()5 
-$14 IAaterial Spem rtst Ill •Ni 1 cranean:I ~ ta o-:o:d Olatssiication IBEW838A 565.05 
&ll154488 Mlateriia.l 5;pe0alli:;t 111 ·wi hazrmt IBEffi2!1H 564.05 
c'1»521l76 IAate rial Spem list 11I w· hazrmt C.k>sed Olasi lica1ion IBEW8 79B 564.05 
0'11154489 IA" te risl Spem rtst r-.J IBEW851!B 566.72 
0'1>:152110 IAate rial Spem list r-.J C.k>sed C.laissi ication IBEW8 91.F 566.72 
o'1ll544>i9 IAateri.J S,pem rist r-.J with c1a.ss A IBEW8cl!H 567.87 
&9352171 IAaterial S,pecial ist r-.J wilh c1a.:SAOk>sed C.laissilication IBEW891.C 567.87 
$ 154570 Ua:terial Specialis.t r'-1 wilh Cran:e aOO clas.s A IBEW8<8N 568.87 
0-~ Ml a:teria.l S.i:eciairt:>t W with cra.n.:-:! ani class A Oo:ed C la.:.si icattlion IBEW8s:!A 568.87 
$ 15457 1 IAaterial S,peciartst r-.J wilh crame a ocl haz rrat IBEW868P 568.99 
&&il99IUO Miateria.l Speciailis.t W with cra.n:.e aOO ~t Cb.:.ed O ai::si6cafioin IBEW893E 568.99 
$ 15 4572 IAaterial S,pecial ist r-.J wilh himnat IBEW8f8.J 567.99 
&9352172 IAate rial Spem list r-.J wilh ~Ok>:<>!! C.laissi5ca<6on IBEW89!1X 567.99 
0'11154141 IAechariic IBEW865B 558.49 
c0!15 1791 IAechanic Ok>se,i! O assilicafion IBEW884A 563.88 
&ll154142 IAechanic with CJass A IBEW8ffiC 559.64 
0'1>:15 1792 IAechanic with cla.ss A a ..-,.,,,i Classi i ~ ion IBEW883G 565.03 
&ll l 54143 IAecl\anic with ha!z,mat IBEW8ffiD 559.76 
c'1»5 t 7s:i 1Aechanic with ha!zma t 0 o32d =si i ~ ion IBEW888X 565.15 
&ll154165 IAecharucal Foreman/Woman Ljg;ht IBEffi21G 573.36 
&1>399004 IAechanical Forerr.an/Woma.n Light C.ic,-,,ed O a,si iic31ion IBEffil7G SBG.09 
c'1»5 t ™l IAete r Tecluiician IBEW'92..'V\ 581.97 
0'1>:15 1797 IAete r Tecnnician Apprentice I5EW9 12E S53.27 S56.79 560.31 563.81 567.35 S7().82 S74.34 S77.84 
61000007 Nswork A:sist.nt IBEW80?G 537.5() 539.21 54().93 542.63 
61000i>:lo Ne t • <> rk A:sist.;lltWIG. A I5EW802L 538.78 54().50 542.22 543.92 
&&35 183S Nerwc rk Cable Forerran/Woma.n l ;ght IBEW.'l411.1 595.75 
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2028 IBEWWAGE SCHEDULE 
2028- 2028- 2028- 2028 - 2028- 2028- 2028- 2028 - 2028- 2028-

J ob ID Cl.as.s ificat icn G ro'-" Step 1 St ep2 St ep 3 Step4 St ep5 Step6 St ep7 Step8 St ep9 Step 10 

~ 1841 Ner•ork Eecttician F<>rernallM'omao Lig:l>t IBEW94I M S95.75 
~ 1843 Ner•o rk Eectticiao Fo,ema.n/llVoman Lig.'ht wi1h ~ t IBEW94I X S97.02 
~ I SE>il l'I.Btl.lemanc IBEW981!11 S74.74 
&0083241 l'la.J,t l.ledlaric Appre.r,lioe IBEW87SE $48.57 S51.78 555.00 S53.20 561.38 564.59 567.79 S71.01 
&0083242 l'la.nt l.lemaric Appra llioe with das.s A IBEW879H S49.72 S52.98 S56.20 S59.40 562.57 565. 78 568.99 572.21 
~ 1861 l'la.ot l.lemaric App,en1·oce ,.•ith t.aznr...t IBEW874X S49.84 553.11 556.32 S59.51 562.73 565.91 569.11 572.33 
&11100942 l'la.J,t l.lemaric Welder IBEW92XIA 579.43 
~ 1862 l'la.Bt l.lemaric wi1h d a,s A IBEW98!!L S75.89 
&0083240 l'la.ot l.lemaric wi1h ~ IBEW988X 576.01 
&111§4574 l'a•1;er S)-sliem O p;,ratOJ A:Ppreoiice IBEW9&!1A S79.42 $84.00 $88.53 S93.16 S97.74 5102.32 5106.91 5111 .49 5116.07 
&ll154Wil l'a•1;er S)-sliem O p;,Jato, J'oo:r11,ey IE!EW91!8A 5122.18 
~ 1888 l're-Appreotioe LioemartM'o=• IBEW8:!al\ S42.82 s«.79 S48.23 S51.54 S55.1 2 
~ 18!!9 l're-J-.pp,eotioe LioemartM'oman •Ni1h class A IElEW8:MIL S43.97 S45.94 S49.l8 $52.69 556.27 
~ 18:;l) l're-Apprentioe LioemartM'oman wi1h ~t IBEW8:MlX S44.09 546.06 S49.50 552.81 S56.39 
&11154004 Re w.em,e l'roliec:tion R;,p,ae!Uii,,. ( IBEW) IElEW87.lN 554.50 S63.30 565.54 S68.63 
~ 1920 Re""''"" l'ro liec:tion R:p,e-.ellt3tiss, ( IB EW) Ooaed =si ic5tion IElEW90:lA 561.34 S63.30 565.54 $68.63 
&11120009 Se oior Cable l ocatOJ IBEW888L 567.75 
&11122828 Se oior CablelocatOJ wi dl d a,s A IBEW888N $68.90 
~ :ro:l7 Se ni<>r Calib,alion Technician IBEW9l7A $81.15 
~2040 Se ni<>r 0.SID<fian IBEW8 l 4A S45.06 
&ll15SB64 Sen:io:r Oi'Et:r~b1rtiioo S}sE m Ope:ra:tor IElEW9B::;D 5125.83 
&11137575 Se ni<>r Eleclrica.l T edmicia n IE!EW!l!!ll!B 5105.60 
&1118 4310 Seoior H ghVol ta,a;e Test Technician IBEW94I M $83.26 
&11154400 Se ni<>r :~ ro 0 ,p;,r..t<>r IBEW9l1A S90.34 
&1111 8747 Se ni<>r :Hy,tro Oper..tor Ooaed Cla<ssi btion IBEW94I B $90.34 
&11122845 Seni<>r l in,e lnspec11>r IBEW!le&R 511 0.13 
&llll52079 Seri'io-r Meter Ted"i.11lC.ian IE!EW9l7A $87.64 
&0085328 Seoior Paik l.laintenance Wo,l<er IBEW8 14A S45.06 
&1115400:l Se oior l'aNer S}Sliem Oper,stoJ IBEW99!1A 5119.95 
~2107 Se ni<>r Teleromm~mcabOJtS Temnician IBEW9.1SB S84.48 
&ll1M4S8 Seoior Tel epoor,e Techni<iiao IBEW922G 574.33 
&ll10 0c61 Se ni<>r Tel ephone Techniciao Ooaed Cla<ssi ic5tion IBEW9.1SB SB2.82 
&llll52l 09 Se nior Too I Rep;:i rer IBEWS01A 567.82 
~ 2114 Se oior T,oublees:llooe r IBEW916D 5117.23 
&ll1M l f 6 Se nior Vehicl: Mieclban.ic IBEW874B 565.59 
&0083253 Seni<>r Vehicl: M!eclliar.:ic Ooaed Cla.ssi5cali<>n IBEW887A 565.59 
&ll1M l 67 Se oior Vehicle M!echan.ic with cla!5·s A IBEW874D 566.74 
- 2115 Se ni<>r Veohicl: M!ecru.n.ic with cla.ss A Cbseil Cila.ssi iceti<>o IElEW887L 566.74 
&ll1M l f<ll Se n.i<>r Vehicl: M!echaoir, with ha,rr"t IBEW8 74E 566.86 
-2116 Se ni<>r Vehicl: M!ecru.n.ic with ha""1m Cbseil Cilarssi i m ti<>o IBEW887X 566.86 
&11187001 S >it""'""'' S)-sem Oper,stor A pprenlioo IBEW980B 579.40 S83.48 SB7. 55 591.63 S95.71 S99.78 S103.85 5107.92 S111 .99 5116.07 
&11167001 S lit Pa• ':< Sys em O per,stor A pprenlioo IBEW980B S79.40 $83.48 $87.55 $91.63 S95.71 S99 78 5103.85 5107.92 5111 .99 5116.07 
&11187434 S i t""'" "' ' S)-se m Operait<>r Jo,.n,;y IE!EW9&l'B 5122.18 
&11187434 S at""'""'' S)-sem O per<Stor Jo,.r.ey IBEW9&l'B S122.18 
&111§4002 S ut Senior Po .. er S}Sem O,perator IBEW99&B 5128.35 
&11154002 Shit SeniOJ Po .. er S}Sem O,per..io, IBEW99&B S128.35 
&1115 1393 S a foo A;,cm<!e,Cbsed O asi <ic31ion IBEW872I 559.97 
~2118 Seti<>• A;,cm<!e,Cb:-ed O asi<ic31ion 1# IBEW861C 538.38 S40.14 551.72 $53.93 557.29 
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2028 IBEWWAGE SCHEDULE 
2028- 2028- 2028- 2028- 2028- 2028- 2028- 2028- 2028- 2028 -

Job ID Cla.ss.ific.aticn Gro~ Step 1 Step2 Step 3 Step4 Step5 Step6 Step? Step8 Step9 Step 10 

,!,)1)9 1428 S 11:bstalion Conslroction Fc,remanlWoman IBE.'IN94--SA $99.51 
,!,)1)9 142" S llt,sta1ion C<>ns1ruction Fc,rernanlWoman with class A 1# IBEW942E S100.66 
,!,)1)9 1430 S iit,stalion Co.nslroction Forerm.nlWoman with ~ma;t IBE.lN94<iX S100.78 
61000005 s , ~stalion Eeclrical lll,sp:clD r IBE.'IN940A S94.79 
<005 192" s , ~talion Forerm.nlW<>rnan,l ight IEIE.'IN940A S94.79 
,!,00§ 1SJO S .t>stalion Forernan/Wc,manl \a:ht wittl class A IBEW941.lB S95.94 
,!,00§ 1S31 S 't>Elaliion Foreman/Wc,rnan,l \ght wilh -t IEIEW94!>C S96.06 
00165789 Sub:-Utiion M.ainiteBa002Worl<c.r I IBEW361A S47.01 S49.37 
0012:,721 S!it,station l.lairne.n..noeWorle, II IEIEW861'B S51.82 S54.42 S57.12 S59.97 
roo5 1S32 S llt,sta1ion SwForermnlW<>man IEIE.lN93:iD S89.21 
,!,00§ 1S3l S tlt>station Sw breman/Wornan ,.;ith da!Ss A IBEW936E S90.36 
roo5 1S34 S u:bstation Swmeman/Woman wilh ha"'1S!t IEIE.lN93:iF S90.48 
00154313 T eP-rommun'ica 60.rllS T echmc::a r1 Apprenitioe IBEW84-.SA S46.45 S50.75 S55.03 S59.32 S63.61 S67.89 
&)083255 T elerommu.nka tion,s T ect.nician >'.pprenlice C lose:! O aasiiicatio n IBE.'IN921A $51.77 $56.55 S61.36 $66.07 $70.86 $75.66 
&00§2125 Teleoommu.nka tion.s Teclmician Close,!! C:la6siica1ion IEIE.'IN928I $79.62 
00154433 T eleoommu.nka tior..s T echniliian I IBE.'IN9 15A $71.46 
0016 1055 T e1ecom.mu:nic-a tio.rllS T ec:tmiciar1 11 I BE.'IN928I 579.62 
00154625 T elephon:e Technician IBE.'IN9 15A S70.06 
,!,3154626 T elephor,ae T ec1"'ician A ~prentice IBEW84<iA S45.54 S49.76 S53.95 S58.16 562.36 Sffi.56 
&3100562 T elephon.ae T ec1"'ician A ~prentice Cbse:I Oassi iic3tion IBE.'IN921A S50.75 S55.44 560.15 S64.77 569.47 S74.17 
00100500 T elephon.,e T ecr.nician Close:! Cla6siiication I BE.'IN928I S78.06 
&00§2131 Tool Repa°ire, IBEW874G S54.24 S55.99 S58.02 S60.88 
,!,00§2132 Tool Repa°ire, with class A l l!EW874M S55.39 S57.14 S59.17 562.03 
&00§2133 Tool Repaire, with ~rrat IBEW874Z S55.51 S57.26 S59.29 562.15 
&)l)Bf@3 Tool Room Foreman/Wc,man IEIEW936A S79.90 
<0052134 T ,oubleshoo e r IEIE.'IN941R S103.52 
&)1)93281 T,oubleshooer wittl d arss A IBE.'IN941D S104.67 
&315 1422 Utility Assistant IEIEW78..SA 522.97 526.27 
&)l)BJ&ll7 Ulifrty C<>mpfianoe S pecia.Tl:t IBEW828G $39.38 S41.17 544.33 547.37 $50.72 
&315 1322 Uli lityC<>mpfianoeSpecia.Tist 1# IEIEW!l72L S64.47 
0015 1:.92 Uti lityC<>mpfiaooeSpecia.Tist Cbse:I Oassilication IEIEW872I 562.97 
&3166507 Uti lityC<>mpfiaooe s peciar,st II IBE.'IN9 e.J S53.34 
<0052154 UlilityC""., Forerm....Woman with ha!zrnat IBEW88!1X 565.15 
<0052135 Uti lityWorker I IBEW802G S37.50 n9.21 540.93 542.63 
<00521.!!6 Uli lityWoriker I wilh class A IEIEW802L $38.65 540.36 542.08 $43.78 
<0052157 Uti lityWorker I wilh -t IEIEW802X S38.77 540.48 S42.20 543.90 
&0163854 UlilityWorker II IBEW8 14A S4S.06 
&311 61213 UlilityWorker Ill IBEW8ilH $39.76 S41.34 543.14 S44.90 $46.82 
,!,3154631 Veg;eration Ua-.aitSpeciartst •Ni lh d assA IBEW8 78H 562.74 
00150IIO!i Veg;eratio n Ua~en-.a>tS,i>eciaf,st W~h cla6sA Q ose,!I Cla6siication IEIE.'IN901l S68.97 
00154627 V-ration Work Planner IBEW878G 561.59 
&00§2143 Ve,~eration Work R -= C losed Cla6siicalion IBE.'IN901A S67.82 
&3154628 Veg;eration WorkP ' """' wilh d arss A IBEW878H 562.74 
<0052144 Veg;eration Work R anner wilh d arss A Clo-;;ed O as iiicartion IEIE.'IN901l S68.97 
00154621:J V eg;=tio n Work P aru..-r wilh - t IEIEW878.J 562.86 
<0052145 V eg;eration Work Planner w ilh - 1 Clos.S<I O arssiocation l l!E.'IN901X 569.09 
<0052158 Ve1'ideAtter.dant IBEW8 16G S41.16 S42.88 S44.80 S46.67 548.68 
&)083257 VehideAtter.dam wnh cla6sA IEIEW8 178 542.31 544.03 $45.95 S47.82 $49.83 
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2028 IBEWWAGE SCHEDULE 
Jo l> ID C.la.ssificati on Gro~ 

20 28 - 2028- 2028- 2028- 2028- 2028- 2028- 2028- 2028- 2028-
Step 1 Step2 Step 3 Step4 Step5 Step6 Step7 Step8 Step9 Step 10 

c00o21S9 Vehlde A tt;,ndant with mllllt IBEW8 17X 542.43 S4-4.1 5 S46.07 547.94 549.95 
0089911W Vehicle l.lair.renanoe Aid;, IBEW7911A S30.1 5 S37.21 
c00o2154 V~ e l.laintsar>a.noeAid;, wi lh dass A IBEW7900. S31. 30 S38.36 
50852165 V~ e l.lair.tenaooeAid;, wilh - t IBEW790X S31.42 S38.48 
«)154163 V~e l.lecoanic IBEW858A 561.65 
5015 404S Vehide l.lecoanic A_ppreMice •Nilh ham'3t IBEW8510 S37.35 S43.98 546.64 549.28 S51.92 S54. 55 S57.21 S59.85 
50852161 Vehicle l.lecoanic l-,ppreonce •Nilh -tC,b-=-9:1 O asilicanon IBEW800X 541. 35 S43.98 546.64 549.28 S51.92 S54. 55 S57.21 S59.85 
50852100 V~e l.lec l>anic Cb-=-9:1 O assilicafon IBEW874C 561.65 
«)168478 Vehlde l.lec o,micWe\:t;,r IBEWM I I S59.02 
50154213 V~ e l.lec. oarric We\:!;,r ,.,pprenlice with claiss A IBEW851F 542.94 S41.73 54-4.29 546.85 549.48 S52.03 S52.07 S57.23 
W 125:Mli'l Vehlde l.lecoanic We\:t;,r Apprentice with claiss A Cb,ed Cla:ssii cation IBEW888A S42.94 S45.69 S48.53 S51.37 S54.21 S57. 00 S59.82 562.61 
«)1§4214 Vehicle l.lecoanic We\:t;,r Appre,ntice with ha!z,mat IBEW851K 542.98 S41. TT 54-4.32 546.88 549.50 S52 06 S54.62 S57.25 
50125:li34 V~ e l.lecl>a.nic Wel:!er 1-,pprenlice with ha!zmat Cbsed C:lassii cstion IBEW888B 542.98 S45.73 S48.57 S51.39 S54.20 S57.03 S59.85 562.64 
«)154218 V~ e l.lecoanic We : r'l.ii lh d at=..a. A IBEW874A 565.83 
c00o21o6 Vehicle l.lecoanic We ;,r wi lh d -~, A Closed O a.=.3ilicaiion IBEW888G 565.83 
«)154219 Vehlde l.lecoanic We er ••; lh~t IBEW872H 565.95 
c00o2167 Vehlde l.lecoanic We\ '" wi lh ham'31Close1 O asilicaiion IBEW88!!X 565.95 
50154225 Vehicle l.lecl>a.nic with dla:ss A IBEW8IBD 562.80 
c00o2162 V~ e l.lecoanicwithdla:ss A O o3'1 CilaGsi ication IBEW878A 562.80 
«)154240 Vehlde l.lecoanicwith ha!z,_ IBEW858K 562.92 
c00o2163 Vehide l.lecoanicwith ha<zroa t 0o3'1 Cila:ssiicaiion IBEW878X 562.92 
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APPENDIX B 

CLASSIFICATION REQUIRING COMMERCIAL LICENSES 

(Class A and B) 

Cable Splicer/Electrician 
Cable Splicer/Electrician Frmn/Wn, 
Light Crane Operator 
Electrician, Substation 
Electrician, Substation Apprentice 
Electrician, Substation Frmn/Wn, Light 
Equipment Operator 
Garage Attendant 1 
Hazardous Waste Foreman/woman, Light 
Hazardous Waste Technician 
Heavy Duty Equipment Operator 
Hydrography Field Technician 
Line Equipment Operator 
Lineman/woman 
Lineman/woman, Apprentice 
Lineman/woman Frmn/wm, Light 
Mechanic 
Parts Clerk Service Writer 
Vehicle Mechanic, 
Lead Vehicle Mechanic, 
Senior Vehicle Attendant 
Vehicle Maintenance Aide 
Vehicle Mechanic 
Vehicle Mechanic Welder 

Employees in apprentice positions for these classifications will also be required to possess the 
Commercial driver’s license of the appropriate level. 

Base wage rates for the above-listed classifications will be adjusted to include the appropriate 
Commercial driver’s license premium as defined in Article 4, Section 3(B). 

All employees in apprentice positions leading to status as a journey level employee in a classification 
that may require a Commercial driver’s license must obtain and maintain a valid Commercial license 
throughout the period of their apprenticeship. 
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APPENDIX C 

WORK AREA THRESHOLD LEVELS 

General Services 
Grounds Maintenance Required # 

Gardener / Utility Worker 3 

Fresh Pond 

Commercial Total # 

Building Maint Mech 
Electricians 
Heavy Duty Equip. Operator 
Heavy Duty Equip. Op, Foreman 
Hydro Field Tech 
Hydro Field Tech Foreman 
Hydro Op, Foreman 

1 
1 
3 
1 
1 
1 
1 

Grid Assets 

The number of Class A license holders within Grid Assets will be determined by the number of vehicles 
directly assigned to each workgroup plus 25% of the pool vehicles used by the workgroup.  The number 
of drivers required will not exceed 150% of the workgroup's vehicles by classification series. All 
apprentices are required to acquire and maintain a Class A license throughout their apprenticeship, and 
they will be included in the 150% requirement. The 150% does not include any positions that require a 
Class A license as part of the job classification or positions that are excluded by the work they perform. 

Example: 

Work Area 

Assigned 
Class A 
Vehicles 

Pool 
Class A 
Vehicles 
(# x .25) Total 

Total Drivers 
(150% of
Total) 

Line 35 15(4) 39 59 
Electrical 9 8(2) 11 17 
Network 3 7(2) 5 8 
Total 56 32 (9) 65 99 
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APPENDIX D 

SUPPLEMENTAL LETTERS OF AGREEMENT 

The parties agree that all current side letters be printed in their entirety and shall be included in 
Appendix D of the MOU. (Revised 1/1/2022) 

This list is the all-inclusive sum of recognized side letters of agreement up to the starting date of the 
current MOU. 

• Letter Agreement regarding Change of Titles for Lineworker Series (LR 01-91 dated December 18, 2001) 
• Letter Agreement – Operational Boundaries For PSO/DSO (LR 02-047 dated March 22, 2002) 
• Letter Agreement – Certify Meter Tech Apprentices to R/I 240 Volt and Below Meters (LR 03-203 dated 

October 29, 2003) 
• Letter Agreement - Critical Classifications (LR 05-076 dated June 28, 2006) 
• Letter Agreement - Administration of Sub-Station Electricians Overtime list (LR 07-040 dated July 26, 2007) 
• Letter Agreement - Energy Supply Personnel 4/10 work Schedule (LR 10-007 dated January 29, 2010) 
• Letter Agreement - Understanding of Meeting of January 13, 2011 (LR 11-004 dated January 18, 2011) 
• Letter Agreement - Assignment of Overtime for Gardeners, Utility Workers, and Custodians (LR 11-006 dated 

March 24, 2011) 
• Letter Agreement - Assignment of Overtime for Facilities Electricians (LR 11-007 dated February 4, 2011 
• Letter Agreement – Reduce Custodian Staffing Level (LR 12-019 dated March 23, 2012) 
• Letter Agreement - Power System Operators Overtime Procedures (LR 12-023 dated April 9, 2012) 
• Letter Agreement – Change Retirement Formula in 2013 MOU from 2%@60 to 2%@62 (LR 12-037 dated 

September 10, 2012) 
• Letter Agreement - New Hire Employees Starting Pay Rates (LR 12-038 dated September 21, 2012) 
• Letter Agreement – Regarding the SMUD Fire Resistant Clothing Program ( LR 13-003 dated March 20, 2013) 
• Letter Agreement – Change Retiree COLA and Enhancement to the Survivor Continuance Benefit (LR 13-008 

dated February 8, 2012) 
• Letter Agreement - Headquarters Consolidation for Facilities IBEW Represented Employees (LR 13-012 dated 

April 4, 2013) 
• Letter Agreement - Training Program for Telecommunications Technician Classification (LR 14- 013 dated April 

30, 2014) 
• Letter Agreement - Troubleshooter Residency Requirement (LR 16-002 dated March 1, 2016) 
• Letter Agreement - Troubleshooter Work Area (LR 16-019 dated August 31, 2016) 
• Letter Agreement - DSO Call Out Procedures (LR 16-032 dated December 16, 2016) 
• Letter Agreement - Update to Lineworker Series LOA LR 01-91 (LR 17-006 dated March 20, 2017) 
• Letter Agreement - Update to New Hire Employees Starting Pay Rates LOA LR 12-038 (LR 17-007 dated March 

20, 2017) 
• Letter Agreement – IBEW Grievance 17-008 (Mutual Aid) (LR 17-025 dated January 11, 2018) 
• Letter Agreement – Transmission Fall Protection (LR 18-008 dated March 14, 2018) 
• Letter Agreement – Hydro Field Tech Series Job Description Revisions (LR 19-014 dated October 15, 2018) 
• Letter Agreement – Grid Planning and Operations Drone Pilot Program (LR 20-013 dated September 1, 2020) 
• Letter Agreement – Assignment of Overtime for Facility Stationary Engineers (LR 21-004 dated September 1, 

2021) 
• Letter Agreement – Grid Planning and Operations Drone Pilot Program – Extension (LR 21-007 dated June 24, 

2021) 
• Letter Agreement – Troubleshooters (LR 23-010 dated May 25, 2023) 
• Letter Agreement – Damage Assessor Call Out Process (LR 25-032 dated December 22, 2025) 
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0 n 7 L ____ SA-C-RA_M_EN_ T_O_M_ U_N_I_Ct_P._'A_L_U_T_IUTY--O-ISTRI--CT---------------------____s-1' )17 ! The Power To Do More."' 

December 18, 2001 
LR 01-91 

Wayne Greer 
Business Representative 
IBEW Local 1245 
P.O. Box 705 
Broderici<. CA 95606-0705 

P.O. Box 15830, Sacramemo, CA 95852-/830: 1 -888-742-SMUD (7683) 

SUBJECT: Letter Agreement Regarding Change of Titles for Lineworker Series 

Dear Mr. Greer: 

The fo llowing are provisions of the agreement we have reached concerning changing the titles of the Lineworker 
Series Classifications . 

In 1999 the District and Union met and conferred over expanded new classifications to embody all aspects of line 
construction and maintenance. As a result of these discuss ions, SMUD and IBEW Local 1245 entered into a Letter 
Agreement dated December 16, 1999. Part of the agreement contained provisions to change job duties and tiUes 
of line construction and m aintenance classificat.'ons. These new jobs were designated with new titles: Lineworker I 
through V. 

The District and the local have now agree<f that the titles of Lineworker I through V will be changed back to the 
original titles that were in effect for those classifications prior to the December 1999 Letter Agreement. without 
changing any other provisions of the agreemenl The changes are shown on the attached table. 

The parties have further agreed that this Letter Agreement does no! change any other provision of the December 
16, 1999 Letter Agreement concerning the Lineworl<er Classificatioo jol> duties or Civil Service entitlements 
incumbent with those positions. This Agreement only changes the titles o f those positions referenced. 

Finally. the parties have agreed that employees assigned to the Line Subforeman-woman, Troubleshooter and 
Fault Locator classifications. (all derived from the Lineworker Ill classification series) may move between those 
classifications, as long as they meet the minimum qualifications of the job. In addition, the parties have agreed that 
employees assigned to the Une Foreman-woman light. and Sr. Troubleshooter. (derived from the Lineworker IV 
classification series) may move between those dassifioatl011s, as long as they m eet the minimum qualifications of 
the job. 

If the foregoing reflects your understanding of our agreement, please sign in the space provided below and return 
the signed copy to Labor Relations. 

~~-L-
MICHAEL J. W IRSCH 
Manager. Labor Relatioos 

Attachment 
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MUMCIPAL UTILITY DIS'Tl'IICT O P. 0 . Box 15830, Saorerm,nto CA 95852-1'830, (9161 452-3 211 

AN ELECTRIC SYSTEM SERVJNG THE HE:ART OF CALIFORNIA 

December 16, 1999 
DS 99-405 

Dennis Seyfer 
P.O. Box 161719 
Sacramento CA 95816-1719 

Re: LETTER AGREEMENT 

I am writing this t"° set forth our agreement on the provisions within this letter agreement. 

Lineworker and Tree Trimmer Series 

As a result of business process r engineering, the District developed expanded new classifications 

to embody all aspects of line construction and maintenance work. The classifications and dl.lties 

are outlined in the attached classification descriptions for Lineworker I through V and Tree 

Triromer I through IV and Tree Trimmer Planner. 

The District will initiate a title change and class regrade (change in pay) by ESN (direct 

placement) for all ositions v.rithin the existing class series for Lineman and Troubleshooter, and a 

title change by ESN (direct placement) for all positions within the existing class series for T ec 

Trimmer. For the purposes of civil sec.vice entitlements, the direct placement of Regular 

Emp oyees into new retitled classifications wil1 have no impact on individual Employee 

entitlements. Therefore, "last class held" is the last permanent classification held before the 

employee's old classification title.vithin the Class Series ofLinema.n. Troubleshooter, or Tree 

Trimmer. 

In oonsideratioo for the expanded duties outlined in the aforementioned descriptions the District 

agrees to adjust the wage rates for the classifications in the new Lineworker Class Series as set 

forth .in the table below. Tree Trimmer Class Series wage rates will not be changed. 

Currt'llt Ci.ass Lineman Series and A! cf I NEW CLASS Difference 
Comb:inttd Classes &1191'.l9 

Lineman Apprentice PG&74H 23.01 Lincworker I PG879 23.70 .ti9Jbr 3.0% 

Lineman PG90S 26.47 Lineworker II PG9l2 27.26 .79/br 3.0% 

Line SubForemao/wn PG922 28.49 Linewor'ker Ul PG927A 29.34 .&5lhr 3.0% 

Trouble.shooter PG922 

Line Foreman/wn Light PG937 30.30 I Lini:iworke.r IV PG938A 31.21 .91/hr 3.0% 

Sr Trouble-:wooter PG935 30.17 .94/hr 3.1% 

j L.ine Conslr!Jction PG945 32 •. 23 Lincworker V PG9SO 33.20 .97/hr 3.0% 

, Forema:n/wn 

Toe new wage rates are effective in the first pay peried foUowing execution of this letter 

agrnement 

C:IBEW!lneltragree.doc 1i/16/99 
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Tester Classification 

The District agrees to create a new classification of Pole Tester. The new classification will have 

eight (8) civil service positions and the pay gra<le for the class Mil be 828G, top step $18.26. The 

eight (8) positions will be posted on the first regular Transfer/Promotion Announcement after 

January 15, 2000, and fi.Ued pursuant to the Civil Service Rules, and Article I 9 Section 6, 

Transfer/Promotion Process of the District/IBEW MOU. 

As initial Pole Tester incumbents vacate positions the District, at its sole discretion, may contract 

any and all pole testing and treating work. 

Rock Saw Crew 

The IBEW agrees that work performed by the rock saw crew is no longer IBEW work and the 

District may, at its sole discretion, contract any and al! rock saw operations effective immediately 

upon execution of this letter agreement. 

Hiring Hall 

Toe District and the IBEW wrn meet and confer for the purpose of establishing a Hiring Hall 

Agreement to cover all IDEW classes when work force augmentation is necessary during periods 

of peak work. 

lfthe fmegoing reflects yol.U' understanding of our agreement, please sign in the space provided 

below. 

Sin/t 
,.:J{~,x:J~ 
Assistant General Manager, Customer Services 

DatT 1 

C:IBE\1Aineltragr .doc 12/16/99 
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1,RAMENTO MUNICIPAL UTILITY DIST 
. CLASS SPECIFICATION 

Lineworker Series 

ERIES TITLE: LINEWORKER 

PURPOSE OF THE SERIES: Performs a variety of semi-skilled and skilled tasks in the construction, maintenance, 

repair and inspection of the District's transmission and distribution systems. This work can involve operating backhoes, 

derTicks and hole diggers; etc., and perform related duties as assigned. 

DI TrNGUISHING CHARACTERISTICS: 
This series is assigned to Distribution Services. All levels are considered climbing Lineman/wn. These classifications 

encompass work performed by the previous District classifications of: Apprentice/Journey Lineman/wn, Crafts Helpers; 

Equipment Operator; Line Sub-Foreman; Line Foreman/wn Lt; Line Construction Foreman/wn; Troubleshooter; Senior 

Troubleshooter, Utility Crew Foreman/wn; Field Reporting Specia[ist, Cable Locator and Line Construction Supervisor. 

In addition, these Lineworkers assist Electricians and Meter Technicians in their work. 

DEFINJTlON OF LEVELS: 

LINEWORKER I This is the apprentice level in the Lineworker series. An incumbent, under close supervision, is in 

trainit1g under more advanced workers for semi-skilled and skilled work that generally involves 

construction, maintenance, or repair of the D istrict's transmission and distribution system. As an 
Li11eworker l, it is expectoo that skclls will be developed to journey level proficiency (Lineworker 

II) and that employees wi ll perform the more skilled operations as training pennits. This class 

enc,ompa:Sses wo.-k performed by the previous District.classes of Apprentice Lineman/wn, Crafts 

He[per, and Util ity Worker. · 

LINE WORKER II This class is the journey level i11 tile Uneworker series. An incumbent performs at the fully 

qual ified and experienced leve l. in the installation, maintenance, or repair of distrib1:1tion and 

transmission electrical systems. This class encompasses work performed by the previous Distri.ct 

class of Journey Llnema.n/wn, Equipment Operator, and some duties of the Utility Crew 

Foreman/wn, Field Reporting Specialist. 

L EWORKER ill This is tl1e first lead or advanced working level in the Lineworker series. This class differs from 

Lineworker II in that incumbents perform either troubles!Jooting, contract management or 

supervise up to one other person, a Lineworker r, Il or III wh.ile performing service work, routine 

line maintenance, repair and/or construcdan work. This class differs from Lineworker lV in that 

Lineworker IV supervises larger crews and is generally assigned more complex line constructio11 

jobs. Emp loyees in this classification must have exceptional communication skills as well as the 

abi l rty to respond to emergency situations w lthout specific instructions or direction This class 

encompasses the work performed by the p~evious District classes of Troubleshooter and l.,ine 

Sub-Foreman. 

LINEWORKER IV Under limited supervision, this class supervises and works with a lin.e crew made up ofup to 5 

l.,i11eworkers (including the Lineworker IV). This class is a working foreman/wn responsible for 

task .layout, direction and the sapervision of a crew. It is distinguished from the Lineworker lll, 
which troubleshoolS or supervises one Lineworker; and differs from Lineworker V, which is 

responsible for planning work for and supervising Iarger crews. T his classification encompasses 

the work performed by 1he previous District classes of Line Foreman Light, Senior 

Troubleshooter and some duties/responsibriities of the Line Coustruction Supervisor and Field 

Reporting Specialist. · 

LINE WORKER V Under 1 i.m ited supervision, this cl!!!SS supe.rviscs a crew made up of six or more Lineworkers 

{inc luding the Liaeworker V). Tbis dass is also a working foreman/wn responsib le for task 

layout, direction and the supervision ofa crew. It is distinguished from the Lineworker IV class 

by the larger crew size. An employee of this class works with very little supervision in the field .. 

,.......,,,u..,. 12 1i ••- Page I of? 
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',RAMENTO MUNICIPAL UTILITY CISTR 
CLASS SPECIFICATION 

l.ineworker Serles 

Th is class encompasses !the work performed by the previous Line Construction Foreman and 

some of the du,t ies of the Line ConstTL1ction Sucperv isor and FieJd Reporting Specialist. 

EXAJ\l!PLES OF ESSENTIAL DUTIES: Work includes bu1 ,s not limited to lhe foUowin.g: (Note; Whtie in general 11ll runotions/duties 

listod llt'C e~en.tial. rr,dividual pooilions within this class may not requ ire all. Additionally. this llst is not Ltltertded to be complete or exhaustive. ) 

LINEWORKER I ~'\J\'D LINEWORKER Il: 
A l the Lineworker I levd, incumbent is in a learning capacity and assists in the duties specified bel.ow for a Lineworker 

U. Lineworker 11 w ill perform these dut ies as a fully qualified and experienced journey leve l: 

l . Performs complex riggin g technique.s using wincbes, block a.id tackle, ropes, slings, hoists, etc, 

2. Frames, secs, removes, wood or steel poles and associated anchors and guys. 

3 . Makes connections aod performs work on tines energized @ 120v through 230kV llSing rubber gloves and hot line 

tools. 
4 . Climbs wood poles, s1ee l .structures,. or ladders. 
5. Constructs/removes/maintains ransm i.ssi,on towers. 
6. [ns tal!s/rernoves crossarms. guy wires, insulators, disconnect devices, switches, capaci tors, and various po!e top 

apparatus. 
7. Lays out. measures, cu ts. installs, term inates and splices various types of cab le. 

8. Connects pol,e bo lt, pad mount. and submersib le transfonners. 

9. Assists El.e.ctri c ians in tl1e i nsta llat i an , maintenance, and wiring of electrical substati o tu. 

I 0. Performs phasing tests oo high voltage c ircu its. 
11. Performs maintenance functions on tran.smission arid distrLbution lines. 

12. Jnstalls and maintains night-li ghts, streetlights and street lighting eq1.1.ipment. 

13. Applies princip les of electricn.l theory to line construction and maintenance work. 
14. fnstalls/removes work site protect[on devices. 
15. Assists Cabte SpHcers/Electridans in the construction and ma intenance of network underground systems. 

16, Operates various types of eq u ipment including; backhoes, tractors; frontloaders, rock saws, hole diggers, boom 

trucks, d igger derrccks, fork lifts, water trucks, bobcats. cable pullers, cable tens ione!l"S, trenchers, pole stubbers., 

portable generators, portab le/hydnllll ic pole sett.ers. jackhammers, J tamps allld other related equi pment. 

17 . Operates aeria l lift trucks and boom tnicks. 
18. Operates District veh icles, in the course of work, that may require a Class A I icense. 

19·. lnstal ls/repil irs cubiclc/ trimsformer we] ls, transformers, sprinkler systems, fences, landscaping, driveways, walkways, 

sewer/water pipes., ru1d stom1 drains. 
20. M ixes, po urs arid finishes cement/concrete. 
21 _ Assemb!esldisassembles/pre-fabrkates various mate.rials/parts. 

22. l nsta l.ls residential and commercial meters of various types. 
2J . tnspects trench, conduit. transformer pad/well, switching cubicJo, pu ll box and vault installation. 

24 . Inspects for GO 95 and 12& infract io ns. 
25. Cleans up PCB leaks aad transports hazardous. material. 
26, Uses chemicals for various tasks. 
27. !nsta.lls shori ng, backfil ls. jets and com pacts trenches and od1 er various excavations. 
28, Uses var ious types oftoo'ls ~o paint_ 
29. Picks up atid delivers mater ia ls, 
30. Removes and instal'[s asphalt. 
3 1. Digs ha les, trenches, sp lice pits man ually or using power equipment. 
32. Assists in traffic contror . 
3 3. Instructs, directs, and may tra in sub-ordinates. 
34. lnstal ls/removes and performs routine maintenance. on dusk to dawn/street lights. 

35 . Instal ls/removes and pel'forms ma intenance on ,overhead and underground residential and commereia! services .. 

36. Connects/ Disconnects e lectric service . 
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1RAME:NTO MUNICIPAL. UTILITY DlSTR' 
CLASS SPECIFICATION 

Linework.er Series 

37. Inspects aod approves customer service faci lities. 

38. Performs minor tree trimming. 

39. lnst:alls/removes or performs maintenance on tea sformers, capacitors. reclosers, regulators, and related fine 

apparatus . 

L.INEWORKER ID: 
Must possess the knowledge , ski [ls a:nd abi I itie.s of a Lineworker IT p lus; 

I. Locates, isola es, con,ducts high vottage de tests. and repairs cab le faults. 

2 . Identifies hazards, isolates lines and equipment, makes repairs as ueces~ to restore power and/or make conditions 

safe. 
3 _ Checks substations for proper operating conditions~ uses meters to determine loading and, voltage. 

4 . Performs ficl'd switching operations; operates breakers. d isconnects, control switches and observes a:nd reco.ds 

:readings from various instruments. 

5 . Appl ies for and takes line clearances from distdbutiott and transmission system operators . 

6. Reviews job package.s; orders and arranges for loading ofmateri.als 

7. Repairs or rep lac,es disconnects.jumpers wi.res, cutouts. fuses, lightning arrestors, or similar devices. 

8. I nvcstigates and/or resolves customer complaints regarding electrical service. 

9 . Arranges for proper tools, equipment and labor needed for work. 

J 0. Collects payments and deposits from customers. 
I I. Contacts customers regarding serv ice requirements. 

l 2 . Plans work and assign specific tasks to another Lineworker. 

13. Ensures that work performed by t.he crew member, his or her co-work.er, is done fo a pmfessional manne. followi ng 

safe work practices and proper safety precautions are observed .. 

14. Trains, motivates. and provides input to the perfonnance eval'.uation of subordinates. 

15. Maintains a log in chronological orde r, and additional documentation as required. 

! 6 . Completes records and reports refated to personnel, eqllipment and job status. 

1 7. Coo~dinate.s/schedules customer shutdowns. 

J 8. Patro ls transmission lines; assists in performing tower line maintenance and line clearances.. 

1.9. Uses mobiie data terminals. as required, to process appropriate documents in orde.r to accurat.ely report Lime and 

learns to reconcile jobs. 
20. Performs contract managen1ent dutles as it applies to trench, conduit, n-ansfo.rmer· well/pad, switching cubicle, pu ll 

box and vault installation, boring, paving and other miscellaneous contracts .. 

LINEWORKER IV: 
Must possess the knowledge, skills and abilities ofa LineworkerU plus : 

I. Plans work and assigns specific tasks to a crew ofup to S workers (including the Lineworker IV). 

2. Checks to see that work is done safely and according 10 plans and specifications. 

J. . Coordinates and sched ules work. to be performoo with other departments, contractors, agencies and utilit.ies (staking; 

pern:iit activation; U.S .A.; Joint Pole meetings.; etc.). 

4. Reviews job packages; orders and ai:-ra11ges fur loading of materials . 

5. Arranges for proper tools. equipment and labor n,eeded for work. 

6. Applies for and takes line clearances from distribution and transmission system operators. 

7. Assists in accident/incident fact-finding inve.s1ig,ations. and reviews. 

8 . E.nstsres that work performed by crew members i.s done in a,profosslonal manner following safe work practices and 

proper safety precauti.ons are observed. 
9. Completes records and reports related to persormeL ,equipment and job stat□s­

to. Operates Mobile Data Terminals and personal computer. 

l i. Coordinates/schedules. customer sll.utdowns. 
12. Trains, motivates and provides input to the performance evaluation of subordinates. 
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MUNICIPAL UTILHY DISTR 
' CLASS SPECIFICATION 

Uneworker Se.rles 

LINEWORJ<ER V: 
Performs duties of a Lineworker IV , plus; 

J. Plans work and assigns specific tasks to a crew of 6 or more workers (including the Lineworker V). 

2. May be respo11sible for supervising the training of an apprentice Lineworker crew. 

Ml/VIMUlef QUALIFICATIONS 

KNOWLEDGE. SKILLS, EXPERIENCE, PHYSICAL CHARACTERISTICS, 

LINEWORKER I: 

K1;1owledge of: 
• Basic math 

• Basic safety rules a1ld procedures 

• Safe use of hand and power tools 

kills to: 
• Read and understand j ob manuals. safety procedures, and training manuals on electrical theory aTid principles of 

electric distribution. 
• Read and in terpret written instructions. 

• Remember and follow a series of directions. 

• Work safely on and around high voltage co,nductors and eq,uipment. 

Cl imb wood poles, steel structures, and ladders. 

• Mainta in attention to publ ic service . 

Perform physica[ly strenuous work fo r extended periods of time. 

• Perform work at i,e;glus in a safe manner. 

• Operate motor vebicles 

Ability to: 
• Learn line construction methods and techniques 

Learn knots and rigging 
• Learn mate,i.al and lool no menclature 

• Learn work site protection 

• Learn hazard identificat ion 

• Le-am District radio op·erat ion 

• Learn to read a w ire prim 
• Leaim to operate a variety of equipment. 

OTHER REQUIRE.ME . TS: 
• Attend classes after normal working hours OLl a non-paid basis in order to obtain skills and/or knowledge required 011 

the job. · 

• Ab le to obtain and maintain a Class A Driver's License . 

• Wi I !ingoe::.s to learn and operate equ ipment as noted above. . 

• Must complete the Lineworker I training requirements in order to advance to the Lineworker II l.eve l. 

P.age 4 of7 
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\RAMENTO MUNICIPAL UTILITY DISTR 
CLASS SPECIFICATION 

Uneworker Series 

DESIRABLE QUAL£F1CA TIO NS: Any combination of education nnd experi~nce that has provided till!; ~ecessary knowledge and sk.tll 
will be considered <1ua!ifying. A typical way to obt:iin !he above tt:quir<:d ~nowredgc and skills is: 

• Equivalent to completion of sufficient formal a.nd/or informal education to provide the necessary knowledge, skills 
and abilities, 

LINEWORKER II 
Mus i possess the same Knawledg_e, Sk ills, Experience, Physical Characteristics, etc. as a Lineworker I, plus: 

Knowledge of: 
• Line construction methods. techniques and construction standards (G.O. 95 &l 28). 
• Rigging practices, principles. and procedures. 

• Complex rigging techniques 

• Material and tool nomenclature 

• Electrical k11owledge i11clud ing phasing, grounding, line voltage, and mmsformers as they relate to line construction . 

• Circuit Labeling. 

• Materials, methods, tools , and equipment used in high and low voltage line construction, maintenance, and repair. 

Work site protection 

• Hazard identification 

E lectrica I I h eo ry 
• Electric service requirements. 

G.O. 951128 
• District policies and procedures relating to line construction; stai1dards, safety procedures and CAL/OSHA laws 

relating to 1 ine construction. 

• State and Federal Safety Ru les and Regulations. 
• Residential meters and their application. 

• Streett ights, dusk ta dawi1 lights and their application. 

Skills to: 
• Jnsu,uct and direct subordinates. 

• Perfonn i11spec1ions of trench, conduit, switching cubicle, pull box and vault installation. 

• Read a wi re pdnt. 
• Complete/process required documentation relating to jab balancing etc. 

• Follow oral or written instructions. 

• Operate District radios. 
• Abi lity to learn to utilize mobi le data terminals 

DESIRABLE j)UALIFICATIONS: Any ccmbinalion of education and ~xperienoe that has provid,:d the necessary knowledge and slcills 
will be considt:ml qualifyiog , A typical way to obtaiti the ahovc required knowledge and ski!ls is: 

• Complet ion of an approved Li11eworker I apprentice program including three years cli1nbing experie11ce in overhead 
electric.al distrfbution work. 
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~RAMENTO MUNICIPAL UTILITY DISTR 
CLASS SPE:CIFJCATION 

lineworker Series 

Must possess the same Knowledge, Skills. Experience, Physical Characteristics, etc. as a Lineworker Il, plus: 

Koowledge of: 
Various commercial and industrial meterS and their applicat ion. 

• Switching and Clearance procedures. 

• Transformers, switching, and regu lating gear. 

• Industry standards of high voltage testing. 

• Meter reading. 

• Fault locating. 

• Supervisory techniqL1es, principles and practices. 
• Circuit labe ling. 

• Line phasing and grounding. 

• Distribution Services processes. 

Skills to: 
• Recognize defects and make repairs in the overhead and underground electrical system under emergency conditions. 

Analyze electrical equipment damage and make detem1inations on specific material, tool, eq uipment, and labor 
needed to make repai rs. 

• Work in a team environment with minimaJ supervision. 

• Prepare ora l and written reports. 

• Read and i11terpret pl.;ns and specifications. 

• Read maps and drawi ngs. 

• Phm for the most effective use of workers and materials. 

• Read, record, and report instrument ind ications. 

Work independently, or as part of a crew. 

• Make decis ions independently. 

• Perform co ntract management duties. 

• Operate Mobile Data Terminal.s and personal computers. 

DESIRABLE QUALIFICATIONS: Any combioat[on ofed\lcatioa Md experience that has pro~ided the neccs5aiy knowledge !llld skills 
wil! be considuccl qualifying. A rypical way to obtain the above required knowledge and skil ls is: 

• Equivalent of two years of journey level line work e,xpcrience at a leve l equivalent to Lineworker II with the 
Sacramento Municipal Utility District. 

LINEWORKER IV & LINEWORKER V 
Must possess the same Knowledge, Skills. Experience, Physical Characteristics, etc. as a Lineworke r II, plus: 

Knowledge of: 
Principles of supervision 

Skills to: 
• Layout a11d direct work for medium to large line construction projects. 
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1RAMENTO MUNJCIPAL UTILITY OISTR. 
CLASS SPECIFICATION 

Lineworker Series 

DESIRABLE QUALIFICA TIO S: Any combinatiori of education ancl e:<perjcnoc that ha:s provided 1hc necessary l.nowledg~ and skills 
will be consid~rcd quali fying. A l)'picaJ way lo obtain the ibovc n:quired l'-;riowledg.e and tkills is: 

• Equivalenr of two years ofjo,irney level line work experience at a level equivalent to Lineworker □ wirh the 
Sacramento Municipal Utility District. 

PHYSICAL CHARACTERISTICS: (all leve ls) 
• Lift and carry crossarms; or similar line conmuction items weighing up to 80 lbs. 
• Manual dexterity to operate power too ls and equipment, tie knots and rigging. 
• Work outdoors in inclement weather. 
• Work in adverse conditions and pressure situa ions. 

Mobil ity to walk, negotiate uneven terrain, climb po les, st~l structures, and ladders. 
• Perform strenuous and haz.ardous work often i11volving long hours under adverse weather conditions Work aerially, in 

confined spaces, and below grade. _ 
• Vision to read instructions, manuals, and diagrams. and distinguish parts, tools, and equipment, including accurate 

depth perception. 
• Hearing to rece ive i11structions from a distance and ability to identify hazardous or abnormal conditions. 
• Speech ro give instructions at a distance and for normal communication. 

OTHER REQUIREMENTS: {al l levels) 
• Must possess and maintain a valid Cal ifornia driver's license and a satisfactory driving record, Candidates must also 

be able to obtain a Class A driver's lice nse with tanker endorsement after completion of the required driver training 
class, consistent with the prevailing MOU. 

• Reside in a location that is close enough to their reporting headquarters to allow a ri::asonable response time from 
residence to reporting headquarters under normal driving cond itions and within posted speed limits. 

• Work overtime and in emergencies when needed. 

• Be "On Cal1" and respond immedialely to emergency calJ-outs, consistent with the prevailing MOU. 
• Work special schedules as required. 

APPROVED BY, ii~ 
Date Established: December I 6. 1999 
Prepared by: Tim Cunis/Ron Mor=ini/To'm. McEnrire 
Revised: 
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. ""\fl SACRAMENTO MUNICIPAL UTILITY DISTRICT 
The Power To Do More:" _) ~ <--- --------- --....,..---,--:-:--:-:---,,-- ----------------P.O. Box 15830, Sacramento, CA 95852-1830; 1-888-742-SMUD (7683) 

Marth 22, 2002 
LR02-47 

Wa'jfle Greer 
Buskless Representative 
IBEW Local 1245 
P.O. Box 4790 
Walnut Creek, CA 94596 

SUBJECT: Operational Boundaries for PSO and DSO Classifications 

Dea-Wayne: 

The purpose of this letter is to inform you that effective Immediately, the District will adopt the attached General· 
Normal Operating Procedure regarding Operational R~ponsibilities for the Electric Power System. 

'a. . 

As noted therein, the District plans to shift operational contrgl and responsibility for the District's Electric Power 
System from the Power System Operators (PSO) to ihe Distribution System Operators (DSO. 

Specifically, the District has determined that the operational boundary of the PSO is to exercise operational control 
over all circuits and associated equipment above ·the 69 kV level, w ith some exceptions and qualifications noted. 
The operational boundary of the DSO is to exercise operational control over all circuits and associated equipment 
at the 69 kV level and below, and all 69 and 21kV network transformers, with exceptions and qual ifications noted. 

A number of !BEW-represented employees will be affected by this change; nowever, the District has not identified 
any adverse impacts to its employees as a result of this action. Training sessions for all affected employees will be 
_provided starting as soon as April 1, 2002: The official shift of operational control and responsibility will occur on 
October 1, 2002. 

If IBEW identifies any specific potential adverse impacts to its members as a result of this action and would like to 
meet and confer over the matter, please let me know as soon as possible so we can address those issues. 

Sincerely, 

1:::::1::,A 
Manager, Labor Relations 

CC: Cliff Faith 
LR Staff 
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, $ACR.AMiiNTO MUNIC[ PAI. U'T'lt. ' p1aT111er fO: GNN 008 

GENERAL • NORMAi.. OPEAAilONA.l.. ~~SPON.SIBIL.ITIES 
. OPERATING ?ROC5CURE 

Introduction 

Purpose. and Scope 

Audience 

The purpose of this procedure is to define, establish and assign operational 
boundaries and responsibility of the Electric Power System. Training for the 
Distribution System Opera.tors will comm.enc= April 1, 2002 and la.st 
approximately 6 months. October 1. 2002 will be the official shift of 
operational control andresponsfbility from PSO to DSO. Priot to April 1, 
2002, Representativ.es from System Operations and Reliability and 
Distribution System Operations v.-ill meet to discuss, revise and/or modify 
this Proc;dure Document as mutually agreed to between the Representatives. 

This guide applies to Power System Operators (PSO's) andDistn'bution 
System Operators (DSO's). 

General Description 

EFF5CfNE QA.Ti 

The coordinated operation of th.e District's Electric Generation; T.ransmissioo, 
and Distribution Systems ls the es_ponsibility of Sys+~ Operations and 
Reliability and Distribution System Operations. · · 

TI1e operation. of the bulk power system, Generation and Tra.Dsmis:rion 
System resources, is the responsibility of Sysiem Operations and Reliability. 

The operation of the Distzibution System defined as the system which, 
interconn~ts the District's CllStomers to the bulk power system, is the 
responsibility of Distribution System Operati~. 

Tbis operating guide-'defines the operational boundaries to clearly delineate 
operating responsibilities of both areas. 

None 

ll!!Vl~IOi-1 NUMSE~ 

0.0 
I l'l~lON CA.Ti: 
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~o: GNN 008 

.S'.2C7Kll"I 

GSNE~L-NORMAL OPERATIONAL ~E:SPONSl61L!T!ES 
. OFEAATlNG l=ROCEOURE 

Proc£dure 

1. Power System Operations ' 

The operation.al_ boundaries of the Fower System Operators (PS 0) is defined 
as: the responsibility to monitor and control all circuits and associated 
equipment above th.e 69k:v level, with exception of designated portions of th.e 
69kv system. 0peratio~al li?undaries shall include switching :responsibility 
for coIJDecting or removing equipment from !iervice in coordination between 
PS O's and DS0's as follows . -':; . 

• All generator breakers, generation tie facilities, associated disconnect 
switches, and associated relaying regardless of voltage level. This 
includes: · 

o Pocket 5 express feedeT for Carson Ice Genera · on includmg 
69kv CB 693,0 at Pocket 

o Foothill 4 express feeder for McClellan Gas Turbine including 
· 69kv CB 7114 at Foothill 

o Crrcui.t Switcher#70S0 at Kiefer Land.fill Generation 

o All capacitor banks and shuct reactors at bulk stations and 
associated breakers and discoonect switches, when used 
exclusively fo support transmission system voltages. . . 

o R.TU oontrolled Distribution Capacitor Bank on Distribution 
Substations, when used ~,:elusively to support transmission 
voltages. 

o · It shall be the responsibility of the Distribution System 
Operator's (DSO's) to coordinate swiichmg activities with the 
Power System Operators (PSO's) and to ISSUE and RELEASE 
all clearances on power transformers that supply bull~ power to 
the distribution system. This includes the Elverta Substati.on 
where the 1 Sk\-• transmi..ssion and 69kv distribution a.re on the 
secondary side of the baoks. 

• It shall be the responsibility of the Pow~r System Opera ors (PS O's) o 
notifytheDistributi□nSystem Operators (DSO's)prior to placmg 
capacitor banks and sbunt reactors into or out of service. 

0.0 

I ;.EVl~ION OATli 

I S/12/02 
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, :5ECTIOJ.I 

GENERAL • NORMAL OPERATIONAL ~S:Si=ONSIBJUTlES 
· OPERATING PFtOCEOURE 

2. Distribution System Operations 

The operational boundaries of the Distribution System Operator (DSO) is 

defined as follo~s: to monitor and control all distribution circuits and 

associated equipment at and below tbe 69kv le'rel, and all 69 and 21kv 

networlc trao.sfamiers. Operational boundaries sha.11 include the is.suing of 

clearances and switching responsibility for connecting or removing 
equipment from service a.s follows. 

.. ' 

All 691-..-v, ~lkv, 12kv and 4kv distribution circuits and ~cciated equipment. 

This inciud-es .. 69kv circuit breakers and associated switches paralleling bulk 
power transformer banks., . ·. 

. ' 

• All distribution circuits serving generators under the control of PSO 

up to but no~ including the generator interconnection facilities. This 

i:q.p!ud~: 

" Hedge #7 feeder to Kiefer Landfill Generation. 

e SR wP'T switchyard when configured to connect to Carson Ice 

Generation. 

111 Distnbution generation for which PSO is not assigned :responsibility 
for control or monitoring. · 

• For the purpose maintenance, it shall be the respoc.sibility of the 

Distribution System Operators (DSO's) to nqtify the Power System 

Operators (PS O's) prior to placing capacitor banks or shunt reactors 
into or out of service on power transform.en; that supply bulk power to 

we distribution system. 

4 It shall be the responsibility of the Distribution System Operator's 

(DSO's) to notify and cooTdma.t'e switching activities v.ith the Power 

System Operators (PSO's) and to ISStIE. andRELE~~E all clearances 
on power ttansfonners and associated equil'ment that supply bulk 

power to the distribution system. 

3. Overlapping J urisdictional 'Boundaries 

E."l'B;tlV!! 0ATI. 

PSO's and DSO's will coordinate all switchi.ngprog:rem.s as well as 
informational notification when removin~restoring and or enel'.gizin~de­
energiring any equi~en.t and or facility effecting or overlapping bo1.UJd:aries 

in the bulk power system. This includes pe.-rallelic.g of bulk power 1ramfOiJ!ler 

I ~lSLOH NIJll<!'la 

0.0 Page 4 cf 6 
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secno11 

GENERAL•NORMAL 
OPERATING PROCeOURE 

TO 6924 P. 0S/0E 

)NO: GNN 008 

SU11.Js::t 

OPERATIONAL RESPONSfBll..lTIES 

banks and distriblltian foeders. A Communication protocol shall be 
maintained when the operational responsibilities appear to overlap. This 
protocol applies ta but is not limited to the 230kv, 115kv, and 69kv 
inirercrinnectioos at Elverta and Hurley. 

. •, 

Caution: All switching and clearances will be conducted in accordance 
with emtini clearaaces and switching procedure (QNN 003) 

!'tE'JIIIION ~ TE! 

0.0 {: 3/12102 Pages of.a-
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GENERAL • NORMAL 
OPEAAilNG P~OCEDURE 

D 6924 P.~/06 

'liO: GNN 008 

. OPERATIONAL. RSSPONS!SfL!TIES 

Procedure Approval 

Prepared by c~i- _t} Date3 -/3- C.:.2... 

Pr6cess Coordinator, Distribution System Operations 

Concurred by 

Concurr~d by 

Concurred by . 

Co11.curred by 

Approved by 

Approved by 

GMN_00'5 

' ~ .' I 

o.o 

Date s·/'1-o ;_ 
Coordinator, Field Operations 
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· .. . ,.SMLID 
_/

\\ n - SACRAMENTO MUNtaPAL UTILITY DJSlRICT 
~ The Pl),.,,, fo Do More~• 

P.O. liru: !5830. Sw:r<:mcn:o. CA 95852-1830: l -8/i8•742·SM(JD {7683) 
December 29, 2003 
LR 03-203 (Revised) 

s~muel A. Glerv 
Business Representative 
30 Orange Tree Circle 
Vacaville, CA 95696 

SUBJECT: Intent tc Certify Meter Tech Apprent ices to Remove and Install 
240 Volt and Below Meters 

This is notification of the District's intent to cer.ify current and future Meter Tech 
Apprentices to remove and install 240 Vol: and below Meters. Once an apprantice 
meter tech reaches a certain point in the apprentioeship, they will be certified lo remove 
and/or install meters as shown on the attached documents. It is also intended to 
inoorporate this procedure into the District's apprenticeship program for this 
clas$ifiCalion. Those apprentices whc are currently in the ::>rogram, who meet the 
criteria. will be lmmadiately certified tc perform this task. 

If you agree to the- District's intentions. please so indicate by signing below and 
re~Jrning one executed copy of this le:ter to me. 

Sincerely, 

~-/-
Michael J. Wirsch 
Manager. Labor Relations 

<biMW.IR~ CL Mfuo 
Samuel A. Glero 
Business Representative 

Attachmen1s 

Date 

DISTRICT IIEAI>Ql',\RIT::RS • 6201 S $tf'(;e:, S,m".0""'"0, C.J. JiSS/7- Jg')() 

APPENDIX D 

186 IBEW MOU 2026-2028 



  
 

   

 

 
 
 

,. SMUD 
~:'•:RAMEN~~ '~\IJNK:IPAL unuw 01S~ICT 
1 :'.,' p, " !.f' , ~,· : ' , 11 ,\ l,'.)l't: . • 

Juue 2-5. 2C,Y.} 
LR. :OC,-(17¢ 

·-- - - - -·-····· --···-·--·- -· P.O. Rr>x !JSJO. Sr.,.·rw :v:n;,r,, CA f!S!i.~2- /l (VJ: .:~,%'S-74J.S.'-4UO :76i(~ .t 

S~r.imi A G.Cf~ 
Butiil'l.es~ Rt<presc:1~:i·•e 
'?-0 n-~r,o:) -m~ r.ir6 Fe 
PO Eo>:-25-!:7 
..,,•acaville. CA 9S696 

.S:..BJECT: Critical ClaS$ific;itions 

;..s \•:e h::ve di;c.1-ss':Y.1, th~ r>i~tr r,t is having some dif:ku!ty :iDt.er •; St3ffing anc 
"n,'3il'!siniog qu<':lified r;.arsornel ir, ce1ai:'! journe1man : lassificntions ,;r,d bca:!ons. in 
an a:te:n::.t to resvt·~ tt·is prc-b!ern. Oisirict p:opvseSc the t-::11-:iwing: 

1. ·,.,,.,.,"l~n .'.-:? -;om~len-,Am .:: a :c,ur<leyr-!<IO ,classification is "c·;{, c: mere b-e'.ow ti,5 
des,,·~<: -5-tr~r-~h for ~O days or r.mr~ at a syecii'ic ha~dqua.riers, Oisldc! ~ a;•. t:po;-, 
giving wri:ten nc:·os f.:, Urio:1, desig r.at& as critic,01! classmC-:1tlons tie l:l!JJJ• :,;11Gc~~1·ip 
'.•1:~•:lir.g tc :;u;;; 1 1:.:•ur:1e,ym.=ln cl~S$ification the jc-ur.ncyiro.n cl3~s fic~:ior,, -lnd 
d ass-ifica•.lcos ,1hr.v~ the designated journ~/man classifies.lion. Nor-app'ant;ce.ship 
·f t1..rnio15 shi::11 ~c 1~11c!ed in ac:crdan~e with Para&~ai;J\ 8 bel::,,•;. 

2. In mi.Sci IC ;;,r1nf the ct:mplem:r.t et lhc c.ff,:i;cied hsadc;u;irters b the .,;~sir<'l(i lP.v-RI. 
Di:Wi~t will h iti3tly s.eek ~:ir1ic~rts !J t ·ansfel' or p:-cmotion ~o .st.1ch ~rttic;;cl cl2ssif:ca:ions 
ihrc.v;;t- th~ nc,rmal civil s~r.i:e hir r,g pr=>::ess. Qua!i.:ied em;;,'oye{:S .,,.vlunta.Uy 
trnnsfe1r;r,g to the -::ritic.;;I ;;1$,SS!fic~ticn:e :; '.'iali be de&ign~t8Ci :.ri:ica :tm: IJ;;: ti t.;l:,j-e..:.t to foe 
~:.,nd1tl-ons cu;':ned l;ci' 1.,,·1. !f suffic :or:l en-1pl:-:yees oro ¢:)toi:-"le.:I in ih s m;3i;ner :l'J 
:J!!e-...-iah=-lhl) r.:rit !r.:. l'; tuatic r . r+o fortt-~f a~tion wiil he taken . If, however, a .; uffi:;ie{ll 
nirnbef of em;:,lcyees. ~re not oblain.;d for -~r:tical st~tus, Oit.~; ct ~h2I( desig , i.ta c1ll 
.ap-:in;,ntict-:s app.o~rted ~flar the dz:-e ~tiUcal statvs was a~•pl.ed a i the t1e~dcu<Jrters :1::. 
• c;i.i-.:<.1'. t,pp,emiccs. • 

3. {aj E:,:,,ept as .:-ro\'ided ir. (b) be:ow, ernploye.es c-n cri:.cal status shall be paid 81°C 
ao:iv~ their basic \'taga ra:e as ;::iro•.•1dec-i i the M()U and sub:c.r.:;.-1u1::r: agreements. 

(C) Er.-pby~as in .::ritir.;:;I a,:ii:renticeship s!ett::s shall be pJid the fo!lowng ;::ercent 
ac. ustm~n! abo•:e :h?.ir bas!: ·,.-ag.;, rate as p;c,vided ir. the MOU anc s•Jbseqt:erl 
ag'eemen~s. 

.!":t:,r1 

EnC 6 mc1thE­
Enc• 1 year 
[nc! 18 morthc 
End 24 m:inths 
Er.6 ~o mo.mos 

. ··-·--- . .... --- -·. ··----·· 
'.)JSTRlr 'I' f•H:ADCUART~~P-S " 620:' S ,5:~e!. Sa!·,.c.--:1,,,.,;t.r;, C-i Y5~/7-/89~ 
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loyee~ on critica l s: t s wi:I no ha•.'e their .ap~lcOci~O s for vac~m:::i@s in or · e!ow 

ir prnse t clas-E ·icauons nor ·tho;!ir :aipplr:;:ati ;:;n for rans.re cons"dered ~or any ·ob 

a rtslde af thei, existing head.q arte:rs or outside of thei C lass Series. 

5. A jc urney cti 's "cri icai' status sha II be fu r a perb::l of l1r0e years •Nith e exceptions 

set forth in lterr. 6 belov,,. owe.ve,. by mutual agreemell"lit, hs 'critic::ll cl assification" 

des·gnmion may be liff:$d on eithlil .arn indivicua l or or. a totar b~s.is. A pp rentices on 

·tical status comp e· e' eir training a, the omical" · e:adqua,r.:ars. 

6. Ap pren 'oes desig,nate ·. ;;rs cntica I w o progress to : o rneymen sta"us shal I ron: in . e 
on "cri· ical' status for :wo additional years und~rffl,e co d' i-on s o [in e.d above. Up'On 

rele ~ 5-;:; from ' crl~ical status,'' h s 8% a.l!oVLra nee and th,e . ze on frans1ers , ·11 cease. 

7. District wil l ~ive U 1io-n ,i:,ndl the ·nvofived employi6!es 90 days' no ·ce. ::i'" the cancellation 

oft f.' • crirc.al c'assificatlc " esignation. However, upon ,c.,a·ncell;:1 ·o.n b~1 District, 

em . lo :,o'ees on er" i cal .st i;n;s sha II con in e to rne@!.ive the· appropriate w;!Jga ra:te1 fo the 

n ainder of thE.-> ir ap · I" i;ab.e te m or . n 'I su c' · fone as :hey transfer : o ~not 1 ~( 

clas•sifi cation or he dq ua rte rs. 

8. rn critical situations ~vhere a formal a · pren+ic§ship is ML involved, District proposes 

apply f e 8% w~e.-<. 'f atlov .. a ice and the f ·ee:z.e o · tra r.s.fsrs ~o t:e joum ey"m an 
ciass.if ica ion u,1:jer the con itlons cutliri d ;ibove. Ho•ive" ~r, in each instance ithe added 

pay and the ·to al la ngth of tr,e bid or trans ',sr fnaeze fa assifk --,tlon$ laaci g to such 

na --~ ppr en · c Io meyrr.en sha II be e:sta.bl ish@d by agre,e e n.t b.cet•,11e n Distri " i:lnd 
Union. Such ,it;Jreement ehall b , to the €:::<tent possib le·, co sl:st nt with the fram ework 

ou i .ed above for o -pre tic-2 situaticrns. 

If you ar in a o:::c rd the foreg oi r.g and i:119 ree ereto , p[ea s,a so i d icate in th~ space 
provided oolow· .,md return ::::ine executed oopy of tflis l,e ter to · istrici. 

Since re ly, iv ,~~J ~J~ 
M·c ae l _ Wu·S-i:rl 
Manager. La or Relations 

Agr .•;J , 

~l)ruw.i»R .. w .A~ 
Sam el ,A_ G lero 
B sin~ss Rep ·e sen I . t[v@ 

Dat 
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~~'----S-ACflA_ , _ME_ N_r_o_, M_Ju_N_ra_t ~L UTILITY DISTRICT 

July 26, 2007 
LR 07-040 

Samuel A. Glero 

P.O. Box 15830. Sacramento. CA 95852-/ 810: J-888-7./2-SMUD (7683) 

IBEW Local 1245 Business Representative 
PO Box2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

SUBJECT: Establishment and Administration of Overtime List for 
Sub-Station Electricians 

Dear Sam: 

We have met to discuss establishment of an overtime list and its administration 
for the Sub-station Electrician classification. The following is our agreed upon 
procedures concerning the list. 

General Principles 

• There will be only one overtime list that encompasses all overtime, 
i.e., Prearranged, Emergency, and Continuation. 

• The overtime list will incorporate all overtime hours at the 
appropriate rate of pay. 

• The overtime list will use the year-to-date hours for ranking 
purposes. 

• A new employee or a new volunteer will be given the average 
number of overtime hours worked by those on the list at that time 
and will be placed on the list with those hours. 

Voluntary Overtime Assignment Administration 

• The accounting period for record purposes will be from the first pay 
period through the last pay period of each year 

• All overtime hours will be zeroed out at the end of the last pay 
period of each year and will start over the first pay period. 

• The ranking order will remain the same as it was at the last pay 
period of the previous year. 

• Volunteer employees In each classification (Foreman, Electrician, 
and Apprentice) with the lowest number of recorded overtime hours 
will be selected first. 

• Employees that tum down an overtime assignment will be credited 
with the number of overtime hours that were worked, which include 
double time or time and one half. 

DISTRICT HEADQUARTERS • 620/ S Srreet, Sacramento, CA 95817-/899 
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m p g 2 

• An employee o is off on leave will not be asked or reQuired for 
overtime until the employee returns o w rk on their next regular 
scheduled o day and he employee will not be credited with time 
worked. 

Mandatory Overtime 

• W en there are insufficient volun eers a\/ailab e for overtime, the 
0istnc1 will assign employees o work he necessary overtime. 

• Mandatory overti e ·11 be assigned 1rst to employees with the 
lowest recorded overtime ho 

7/26/2007 

If the foregoing reflects your unders anding of our ag em nt, p a e ign in the 
space pro ·ded belo v and return the signed copy to Labor Relations. 

Sincerely, 

ichael J. ch 
a ager, Labor Relations 

J~a-~ 
Sam Gero Dae 
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SACRAMENTO MUNtClPAl UTIL.ITY DISTRICT 
Tl, fm Ir 

P.O. Bu.\ 15830. Sc11:r11111mw. Cl\ 95852 /IJJO: J-888-742-SMUD (768JJ 
January 29, 2010 
LR 10-007 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

SUBJECT: Work Schedule (4/10) for !BEW-Represented Energy Supply Personnel 

Dear Sam: 

In 2008 you met with a committee of Energy Supply personnel conceming changing all lBEW 
represented employees assigned to Energy Supply to a 4/10 wor1< schedule. The result of that 
meeting was letter agreement LR 08-071 (a pilot program from January 3, 2009 through 
January 2. 2010). By letter agreement LR 10-001 . the pilot was eX1ended to February 12. 2010. 

You recently met again with the committee and the parties agreed to adopt a 4/10 work 
schedule The following is the agreed upon steps: 

1. The schedule will go into effect beginning February 13. 2010. 

2. Based on a ma,ority vote of the affected employees. the attached duty schedule will be 
adopted with a start time of 0600 hours. 

This letter agreement supersedes letter agreement LR 08-071 and LR 10-001. 

If this reflects your understanding of the agreement. please so indicate by signing in the space 
provided below 

Sincerely. 

lz';)tv\ Ll-il~ 
Barry H. Koyama 
Supervisor. Labor Relations 

Ag~U. - ~ 

Samuel A. Glero 
Business Representative 

CC: Jim Carpenter 

Attachments 

I I Z.'f /u, ,o 
Date 
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SACRAMENTO MUNtCIPAL UTILITY DISTRICT 
Th" Power To Do ,\'\ore, _/\~ '--------------------------

January 18, 2011 
LR 11-004 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

JJ. 0. IJox 15830. Smnmimw. CA 95851-18.~0,· / ·888-742-SMUD {768J) 

Subject: Letter Agreement Meeting of January 13, 2011 

We met with Ron Saufferer, Randy Swanson. Jim Shelton and IBEW porsonnel Mike Gallagher, 
Jeff Duarte, Art Torres, and Julie Shipman to dlsa..iss the Senior Electdcal Technician ("Elee 
Teeh") upgrade criteria and Bectricians performing Doble work. The following is the agreement 
reached in that meeting. 

• The current Electrician Job Specification will be revised to reflect this change. 

• As needed, Elec Techs may be temporarity upgraded to SMUO's existing classification of 
Senior Elec Tech. The parties agreed the attached criteria will be used to decide when 
Eiec Techs should be upgraded to the senior classification. 

• The parties understand that the Electrician classification will assume performing Doble 
testing as thoy become qualified. To aceomp!ish this tasking the following wl11 appty: 

1. As soon as prc3ctical, management will begin class room training Electricians to 
perform Doble testing. 

2. Elec Techs will be assigned to provide on-the-job training for the Electricians on 
how to perform the Doble testing . While assigned es a trainer the Elec Techs 
woukf be upgraded to Sub Foreman. 

3. Once class room trciining is completed, when ec1U outs are required concerning 
Doble, an Elec Tech would be called out to oversee Electricians perfonning 
Doble work until the Electricians are certified to work alone. 

If this fs your understanding of our discussions, please so indicate by signing in the space 
provided below. 

Sim:erely, 

~~ 
e Maddox 

nior l abor Relations Analyst 

Agreed: 

'"1~lt.\\M,.,&_ C ' kl i,u,p 
Sanfoel A. Glero 
Business Representative 

Date 
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SMUD n D - SACRAMENTO MUNICIPAL UTILITY DISTRICT J ) ~ The Po,,e-r To Oo More-. 

P.O. Hox IS,tJO, Sftt:r(lme1110, CA 95851~1830: 1·888 742-SMUD (768J) 

March 24, 2011 
LR 11-006 

Samuel A. Glero 
IBEW Local 1245 Business Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

SUBJECT: Business Rules for Assignment of overtime for Facilities 
Gardeners, Utility Workers, and Custodians 

Dear Sam: 

We have met to discuss business rules for assignment of overtime for Facilities 
Gardeners, Utility Workers, and Custodians classifications. The following is our 
agreement concerning the assignment of overtime for the following 
classifications: 

Head Gardener 
Journey Level Gardeners 
Senior Utility Workers 
Journey Level Utility Workers 
Senior Custodians 
Journey Level Custodians 

General Principles and Purpose 

Assignment of overtime shall be distributed and rotated as equitably as 
practicable among qualified employees in the same classification who 
have volunteered to be available. Employees who sign the voluntary sign­
up list are making a definite commitment to be readily available for 
assignments. SMUD will use the employees with the least amount of 
recorded overtime hours from a ranked recorded list of the accounting 
period. 

Sign-Up Procedures 

• Overtime sign-ups will be weekly from Wednesday to Tuesday of 
the following week. 
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R1l leis Far As&rglilml!nt cl 
0 !'0rtime t f ac t .gi; Oara'en~. U~ Work11fil>. 
&Cll$l0 . ,., 

F'agez 

, Employees ,desiring to work voll.m1:alf'Y overtime must sign-up at 
designated locations. (Phone contact is acceptable for employees 
not reporting to their normal work location that day). 

■ A new employee or a new volunteer wil I be given tn:e average 
number of overtime hours, worked by those on the list at thiat time 
and will be pl1aced on the list with those hours_ 

Voluntary Overtime As.slgnment Adm nistration 

• The Facilities Buildings, & Grounds, S1upe·rvisor or designee wi ll 
as:sign o,vertime as needed fr,om the estabilis!hed llist 

• The accounting period for reoord piu rposes wil I be from January 1 
through December 31 of each year. To start this procedlure SMUD 
se-niority will be used. 

• All overtime liO'UfS will be zeroed out at the end of eaoh year and 
will start over on Jarniua,ry 1. The ranldng order wi 111 remain the same 
as it was atthe last pay period of the pr,evious year. 

• The ranked overtime list will be updated weekly. 
• Volu nteer employees must have aitl the qualhfications required for 

the specirfic overtime assignment 
• Volunteer employees with the lowest number of recorded o,verliime 

hours will be offer,ed overtime assignments first. 
" Personnel on I ight duty wi II ,only be all'owed to work overti rne iif the 

work Is within theirirestrictions. 
, Personnel declining to work overtime in person or byte lephone wil I 

be charged the number of hours actually wor~ed. 
1. When there is enough wo-rk that req uires the entire overtime 

Cl'70\IJ to remain until the work is oompleted , personnel 
!leaving earty will be charged for the full time the remaining 
personnel worked. 

2. In the event that there is not enough work that requires. the 
entire crew to remain until the work is oompleted , the 
personnel vol1u nteering to leave early will be charged only for 
the hours worked up to the time those personnel left. 

• An empl.oyee who is off on leave will mot be asked or required for 
overtime until the emp,loyee returns to work on the.ir next regular 
scheduled workday and the employee will n:ot be credited with time 
worked. 

Mandatory Overtime 

• VI/hen there are insufficient volunteers avaii1lable for overtime, 
SMUD will a:ssign empIloyees to work the necessary overtime. 

• Marnd.atory overtime will be .assigned first to employee,.s with the 
lowe,st recorded overtime hours act-uaily worked . 

3.1'24/W11 
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Rtlles or A~s1grmant af 
Overtime !'Gr F,aolilles Garderiars, Utilit)' W~rll.cr" 
&,C!§!Q-ji,1 

• An Employee that does not have a specific skill or qualification 
r,equired fur the mandatory assignment may be by passedl for t!hat 
specific assignment 

• Employees assigned under this section may find a qualified 
replacement, but wm be oharged with the actual hours worked. 

3,!2.1/201 

If the foregoing reflects your understanding of our agreement, please sign in the 
space provided below .a.nd retum the signed oopy to Labor Relations, 

Sincerely, 

~G 11b 
SamGlero Date 
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. SMUD n D SACRAMENTO MUNICIPAL tJTIUTY OISTRtCT J ) 7' The Power To Do More. 

February 24, 2011 
LR 11-007 

Samuel A. Glero 

P.O. Box / 5830. Sauumcuw, CA 95852-1830; J-888-742-SMUl> (7683) 

IBEW Local 1245 Business Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

SUBJECT: Business Rules for Assignment of Overtime for Facilities 
Electricians 

Dear Sam: 

We have met to d iscuss business rules for assignment of overtime for Facilities 
Building Maintenance Mechanic classification. The following is our agreement 
concerning the assignment of overtime for the following classffications: 

Facilities Electrician Foremen/women 
Journey Level Facilities Electricians 

General Principles and Purpose 

Assignment of overtime shall be distributed and rotated as equitably as 
practicable among qualified employees in the same classification who 
have volunteered to be available. Employees who sign the voluntary sign­
up list are making a definite commitment to be readily available for 
assignments. SMUD will use the employees with the least amount of 
recorded overtime hours from a ranked recorded list of the accounting 
period. 

Sign-Up Procedures 

• A new employee or a new volunteer will be g iven the average 
number of overtime hours worked by those on the list at that time 
and will be placed on the list with those hours. 

Voluntary Overtime Assignment Administration 

• The Facilities Craft Supervisor or designee will assign overtime as 
needed from the established ranked list. 
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n~s R 'es for A:ssiglflm()nl of 
Overtime fm Far.::il i ies Eleclrir.::iaffi 

Page2 3124/2011 

• .All overtime hours will be .z,eroed out aHhe• -end of each year and 
will start over on January 1. The ranking order wil I remain the same 
as it was at he last pay period of the previous year. 

• Two Overtime Us.ts will be kept, one (1) list for scheduled ove :me and one list 
tor Emerge11cy Call Out. e Emergency Call Out list will trade; all ours wm~ed 
for Emergency Caill Out, Declined overtime, Actual ho,urs worked . The lotal of 
those hours will onty be calculated on ~he· Erne.gency Overtime List. This 1Ran1ked 
Emergency Call Out lis will be utilized for all emergency call out work. 

.. The other Scheduled Overtime Ranked l ist will be used ior all other overtime 
wilh hours charged as approp riate wit the exception of hours ::icoounled tor al'ild 
charged to tt'le• Emerge cy can OL!t. Overtime Li'St. 

• lhe ranked overtime list will be updated as overtime is wo~ed. 
• Volunteer employees must have all th,e qualifications required for 

the specific ove niime assignment. 
• Volunteer employees w1th1 the lowest number of recorded overtime 

ho1Jrs will be offered overtime aissJgnments first. 
• Personnel on light duty will only be allowed to work overtime if the 

woril< is wi1tiln their restrictions. 
• Personnel will t>e asked to work overtime between Tuesday and 

Wednesday or at the earliest possible time. 
• When overtime requirements cannot be filled with personnel 

present, telephone cans to personnel will be made as needed. 
• Direct contact must be made byte ephone to verify the acceptance 

or tu rn down of overtime by the person contacted . 
• Personnel declining to work overtime in person •Or byte ephone willl 

be charged the same hours as those worked by others. 
1 .. When there is enough work t hat requires the enfa,e ovel'tiime 

crew to remain u nti the work is completed, personnel 
leaving earl,y and t hose who decl1ined the overtime will be 
cha1rged for the full time the remaining personnel worked 

2. In the event that there is not enough wol"k that r,equires t'he 
entire crew to remain iuntil the w ork is -completed, tile 
personnel volunteering to leave early will be charged only for 
the hours worikedl up to the time those pel"Sonnel left WOTik. 

• Overtime required that is a corn1nuation of shift will resiult 1in 
personnel being charged overtime h.ours wmlked . In the case of end 
of shift overtime fo:r job continuity purposes, crew members wi1th the 
foreman will ta,kle priority over the overtfme list 

• For p re-arranged overtime work involving a job assigned to a 
foreman during the week, the as,sigrned foreman will be asked to 
work flrst. If he accepts , joumeymen will Ile selected ·with th.e least 
amount of overtime. 

1. If the .assigned foreman declines, the remai:ni ng foreman will 
be asked to wmk in the order of who has the least amount of 
overtime, In this case, journeymen ·11 be selected rin the 
order they are- ranked on the list 
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ness Rules fut' i\ssl · rnient or 
Overtirnc (\'.ill Facililii:$ E:lednci , 

Page3 

• If no foremen are available to work overtime for job continuity 
purpo3e:s , the journeymen working for the assigned foremen wiill be 
offered an upgrade to work in the order th,ey are iranked on the list 

3124/2:01 1 

• Once the foreman is established, the remaining personnel will be 
asked in ranked order from the list. If no one from ~he original crew 
is availlable or accepts the upgrade, the list willll b-e used to select an 
upgraded i oreman and crew in order they are iranked on the list 

• An employee who is off o.n leaive will not be asked or required for 
overtime until the employee returns to work on i heir next regular 
scheduled workdlay and the employee will n:ot be credited witih time 
worked. 

• A new employee· or .a new volunteer will be given the, average 
number of overtime lhours worked by those on the list slit hat time 
and will lbe placed on the list with those hours. 

Mandatory Overtime 

• When there are insUJfficient volunteeil's avai lable for overtime, the 
District will assign employees to work tine n:ecessaiy overtime,. 

11 Mandatory overtime willl be ass:igned first to employees with tile 
lowest recorded overtime hours aclJuallly worked . 

11 An Empfoyee that does not have a speoitic skilll or quailification 
required for the mandatory assignment may be by passed for that 
specific assignment. 

11 Employees .ass igned under this section may find a. qualified 
repl'acement, but will be charged with the actual lho'Ur:s worked. 

Ir the foregoir,;91 reflects your uriderstanding1 of our agreement, please sign in the 
space prov ided be ow and retu rn the signed copy to Labor Relations. 

Sincerely, 

~ 
Maddox 
Labor RelaUons Analyst 

~c_-~ 
Sam Gleto Date 
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SMUD (\ D - SACRAMENTO MUNICIPAL UTILITY DISTRtCT J ,~ ~ The Power lo Do More.' 

March 23, 2012 
LR 12-019 

Samuel A. Glero 
Business Representative 
!BEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

P.O. 8tJX 158.i0. Sm:ranwnu,, CA 95852- /830: l-888-7./2-.SMUD (7683J 

SUBJECT: Letter of Understanding to reduce the Custodian 
Classification Staffing Level from between two and six posaions 

Dear Sam: 

We have met to discuss the reduction of the staffing level of the custodian classifications 
(Sr. Custodian, Custodian 1/, and Facilities Custodian). The following is our agreement: 

• This binding agreement is entered into by both parties in the interest of meeting 
the operational needs of the Sacramento Municipal Utility District ($MUD). 

• This agreement becomes effective March 23, 2012. 
• The parties agree that the provisions of this Agreement supersede the entire 

provisions of Article 31.12 of the MOU between SMUD and !BEW Local 1245 
and its successors. Any disputes, which may arise regarding this Agreement, will 
be resolved through the grievance arbitration procedure contained in Article 15 of 
the MOU and its successors. 

• SMUD is free to enter into oontracts with third party custodial operations to 
provide services for SMUD's facilities. 

• No regular Civil Service employee filling a permanent position in the Custodial 
position will be laid off as a result of this Agreement. 

• All of the terms and oonditions of this agreement shall remain in effect for the 
duration of this agreement unless mutually modified or rescinded in writing by the 
parties. 

• This letter Agreement is entered into without prejudice and is not precedent 
setting. 

• Eligible employees in the affected classifications will be eligible for a Separation 
Package as defined below: 

• Minimum of six (6) weeks pay: one (1) additional week of pay, not to exceed 
twenty-six (26), for every full year of service over five (5) years. 

• $75 per week in lieu of retiree medical for each week of severance pay 
(maximum 26 weeks) for those not eligible for retirement. 

• Provide outplacement services. if needed. 

Eligible Employees: 
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12-01 9 Paga:2 
!Reduction 01· Custmfran P□siti□na 

• This separation package wl:II be made available to all SMUD C- ii Service 
employeijs h.ol'ding the oustodian classification, regardllecss of retirement 
eUgibili1:y, who, el'.ect to separat,e from SMUD, iril good s anding no later 
ilia - April 17, 2013. 

• Employees m us.t make a decision to aocept he· s@paratiorn packa.ge not 
la1er than Apliil 17, 201-3 and mu6't re~ir,e by June 1, 201 :3 

• Add'ililonally, the cusk>olian cla$$ifica ;·ons will be added to the l alent 
Retention !Program to, gram: ernployees hiring preference when apprying 
fur ottter positions in th@ organizatkm. For reg!.lla:r tufHime Facrnties 
C tod!ia ns, t · e Custodian 11 pay scale !J!lil I be used as the basis for 
Ta1ent Reten ·on Pr.ogram eligibility. 

Please in.dlcate you r ooncu:rirence and agreement .in the space provided below. 

Sincerely, 

/i w~ /)Ja ·' e,ry:. 
e Maddox 

Senior Labor Relal!ions Analyst 
V 

Sam Gle-ro 
IBEW B siness Repire~e:nt:aUve 

Date 
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SMUD 0 ~-----S-A_CRA_ M_ ENT _ _ o_M_U_N_IC_,_•A_L_UTI_ L_ITY_ D_ISlR __ •c_r ______ _ ._r-1 ) 7 ! The Power To Do More. 

April 9, 2012 
LR 12-023 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

no. Bux /5830, Sa('Y(Ulft'lll(J. CA 95851~!830; l-8X8-742-SMUD(7683) 

SUBJECT: Letter Agreement - Power SY$tem Operators Overtime Procedures 

Dear Sam: 

We have met to diswss the Power System Operators Overtime Procedures. 
We have agreed to adopt the procedures as outlined in the attachment. 

Please indicate your concurrence and agreement in the space provided below. 

Sincerely, 

u /11.udll~ 
Maddox 

Labor Relations Analyst 

h:4,1,ttt&. u . lj&,t,,0 
Sam Glero Date 

IBEW Business Representative 

Attachment 

I 
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12-023 Page 2 3/2312□ 12 
PSOs 011i::rurn,;;, tooedw,er, 

REAL-TIME PSO OVERTIME PROCEDURES 

The fo lowing guidelines outline h \ vertimi:, will bt: acJminis1cr, d aud r corded to 
ens re th~ teach ,employee is treated fairly ,md attempt lo rei:rnit ohmtce:rs first. 111is 
~,,i ll ensure that each Power yslcm 0pcr-ator, P 0, is offered atl equal amount uf 
ovt:rti.mc, as equally as practicable per the •1OU, on a continuous basis. This policy I a. 
he changed at any time with the coosensus of a rm1jmity or 1hr: P Os aff cctcd by this 
polic, or by management ed on the needs ofth MUD. 

• T\\i·o separate ov¢rti 1: lists will be kept PO\"-cr System op rat r I:U ruid Shilt S ·nior 
Pi:.rwe y ·trm. Operator. These "ll be kept on ljro;: \.,.·ith lhc PS0 schedule. 

• o,..· :rtim will be authoriz□d toe 1,.5,ure· that the minimum shift compliment~ 
specifted! y tlie Supe vi ·or Power Sys m Operations normally 1- 'hill Sr.:nior and 
3-P O 1/II, is n aintain d and thai ~ iu pipeline qualified P O is on shift. 

• Th ~ U}, r/sor, PO\'i ·r 'y-tc:m Operations "'~11 follow thi p Jicy in fiUing pm 
l:!chooukd overtime shifts. 

• },,,finimum staffi ~ level can be modified with th approval f the Supcrvi~or, Po\V€r 
Syslem Oix:ralions. 

• Thi: hift , cnior PSO shall determine if me me i · nc ·dccl to be ca led out due to 
som one calling io sick or nN bcing abte to report for \Y(lrk. 

• Rcli fshift !'SO' Jr¢ lo n:ptlrl to work at normal start tJme (i.e. 0 4 -), re.ady lo 
cover shift i · ceded, unlc .. otlter 'i:,;e preurrungcd. 

• 0Ycrtimc v,il not h offered t a PS0 unless h ·:'she is quall fi d to operate one or 
more oft.he lullowing: Trn1 smission Jmercba ge ority, oc Generation desks. 
Once qualified he/she ill ret: ·ivc a nrnnber of hours: in bi~llier O\.·crtim~ record 1hat 
i eq Wll to 1h average of al I the o her operalors on his/her list. 

• 0vcrCimc w:ill be off ere.d. to the affeclef.J lassification first before rnovi g to 011;.-r ., 
Example: lfa P.O1-''ll posjtion is vacant all available & 4\Jalificd P 0 1/H will be 
conl ctcd befor-e offering overtime to hlf1 cnior P 0. 

,■ 0'11,cr time will be recorded hased on ai.:tual hours ,.,'Ork d. Trave.l time and rru:-.tl time 
wm not b~ recorded. 

• Dll and holiday premium \,..rn no be recorded. 
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R 12-0,23 P~e 3 3123''2012 
PSO~ o ... anime Procedures. 

•• Re<l fi1t1e: will be r,ecordc:.d if overtime is offered and de Jinoo. Generally 12 hrs if it 
w11s lo cover a norm.a l shift. tl0\\ vet, red tirni:s recorded. will nev r be more than the 
nchml overiimc hours wmkcd. 

• No . ·cuse for tum in d \Vll \'erlinr will b ace ·pted a~ a. reason not to rec ive red 
t'mi:. 

• Up tu 24 hours of red time cart he re rdi:d on~ ·ingl · day if the PSO is offi red O , · 
for both th , day&. night shifts an refos s both. 

•· ff a l'SO i. o t of town (001) and thcr for, unavaHab le, thi:· ~ bi::: dm;:um :ntcd in 
the P O \\,ork schedule. A PSO e. ign c.ed 'OOT" will not be called for overt.ime. 

• Red lime can be gi ve11 t,o tv.-'Q or mo1-e P O' for 01 same offi ring. 

• R d time wm er~ . if i h· · bt;;t;n r 'l."Ordcd and then the overtime cancel i..·d . 

• Overti1 e will. be offered to the qualifi d PSO with the lo sl ov nimc hours firs t. 1 f 
that opcmtor decline or can e►l be conladcd the u >..'t lm~rest T•SO on the ove:rcimc 
Ii~ \'ill be cunt, ctcd aud so on un il . omeorn; t.:iucepts. 

• Red lim • will not be given unle. s the !1 SO i · ach.mlly :spoken with, eit.hc.t· in pers n or 
by pl one. No red tit ie will be gi vt.'Il for messages left on an an:.\ er' g muchinc or 

·· h a p \tson olhcr than th P. 0 . 

• All att ·mpls Lo contact arid contact for offers or o crtirnc sh.al be recorded iJ tl e 
PSO log so tllat a rei.::un1 can be k ·pt of the contact. 

• 0 may be assigned to a special project tlu!t requ:ircs overtime. H /she may 
rccciv all the OT hours a ~sociaK'ti with lhc special project without considerotion of 
the ov :rLimc list. Any ove11ime hollfS \ •i 11 be recorded in the OT rcco.rnl.. 

• :\t the end of the year the overtime cord · ll be updated. Th PSO with the !owe t 
hours wHl be reset tJ zero. All other P ·os will have thei.r hour re el Lo ~he 
I.ii fii:-rc::m:c bclwc n the lm't·es P, · Os an, their total. This will assure overtime hour. 
are offered equal y c-0.1Uimmu:sly. 
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R 12-02:3 3123/2012 
P SOa o ... ertime Proc:elllur0o 

Process 

• A need arises to make a overt1me callout.. 

"' If '>'ll~nc}' .is du:ring ti e 1.:veek for a (nori ho! iday) cfaysbift., chcc · to sec if a relief 
P. 0 is ~cheduled that day. If a rr.licf is scl!u.-<luk,1 he/she wm co er hrift. Senior PSO 
may nolily relief PS O prior to shlft, as a courtesy. 

• ff vacancy is on the \ 't1t:elerid. holiday o nt nigl t, attempt to ooritact the PSO with the 
lowest O\·ertime hours first °\.Vhen con .act is made infom1 lhc PSO that he/she i:s 
re.qu ested to repmt to work to cover the shi(l. If PSO declines work, give th PSO 
roo Lim . 

• r f no contact was ma<le but a message was left fot a P O, wail S--10 n1.i11utes for P, 0 
10 n:sp0nd before calling the ne :t PSO. , c.eption: A PSO is need d immediately 
fo a system conditions. 

• C 11 1 ·e ne-:,,:l PSO with the !owest hours ood ask h /she to report to work to cow.:.r tne 
shift ffhe/sh declines giw:: him/her red time. 

• Continu to call until a PSO ac(..'\:pls. \\'hen t'1 P O ao1,;.epts, record the ov1er1 ime hm.1rs 
in the recor<l. 

• Ir no P "O can Ix: contacted or volunteers hen Shifi Senior PSOs can be coul.acncd in 
order . 

• lf no other [POS ibi] itie for s.hi ft. eioverage ar availabl . th shift may bt: covered by 
PSO working: a double shil l or spill D)' two 011 shift P Os or Senior 1' 0.s.. Either of 
lhi.:::,e oplil.."lliS, i] I require the Supervisor Power System Operations approval to .vor k 
in excess of 16 hours. 

• _.\ P~ 0 U may be time card up<>radcd 'lo enior PSO, as 1:1 las~ re · rt, wi h the 
p,::imi · ·iun ofll-ii;-; S1.1perv isor., Pnwer Syi,-;tem O peratio.ns. 
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SMUD'M 
September 10, 2012 
LR 12-037 

Samuel A. Glero 
IBEW Local 1245 Business Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

Powering forward. Together. 

SUBJECT: Letter Agreement to Change Retirement Formula in 2013 MOU 
from 2%@60 to 2%@62 

Dear Sam: 

During our negotiations for a successor MOU, the parties agreed to the following 
language addition to Article 30.5.E: 

Effective 1/1/2013, all lBEW represented employees hired on or after 1/1/2013 
will have a retirement formula of 2%@60 contingent upon SMUD negotiating the 
same or similar provision into the next Memorandum Of Understanding with the 
Organization of SMUD Employees (OSE). 

After signing of our agreement the California Legislature passed a bill requiring all public 
agencies hiring new employees after January 1, 2013 will not offer a retirement formula 
less than 2%@62 to newly hired public employees. As a result, we have agreed to 
change the language to read as follows: 

Effective 1/1/2013, all lBEW represented employees hired on or after 1/1/2013 
will have a retirement formula of 2%@62 contingent upon SMUD negotiating the 
same or similar provision into the next Memorandum Of Understanding with the 
Organization of SMUD Employees (OSE). 

If the foregoing reflects your understanding of our agreement, please sign in the space 
provided below and return the signed copy to Labor Relations. 

Sincerely, 

Z,yt..e,~ 
e Maddox 
io abor Relations Analyst 

Sam Glero 
Business Representative 

Date 

SMUD HQ 6201 S Street P.O. Box 15830 Sacramento, CA 95852-1830 I 1.888.742.7683 smud.org 
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f) SMuo·· 
September 21, 2012 
LR 12-038 

Samuel A. Glero 
IBEW Local 1245 Business Representative 
POBox2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

Powering fon,ard. Together. 

SUBJECT: Letter Agreement to Change New Hired Employees' Starting 
Pay Rates 

Dear Sam: 

During our negotiations for a successor MOU. the parties agreed to meet and confer 
over new pay rates for newly hired !BEW-represented employees hired beginning 
January 1, 2013. The successor MOU was ratified. Since then, we have met several 
times to discuss this issue. During our discussions, the IBEW submitted several oounter 
proposals to the attached wage cl'tart. SMUD management has thoroughly reviewed and 
considered each proposal. It is believed that it would be in the best interest of SMUD 
that the original proposal be placed into affect. Therefore, tt is agreed that: 

• Beginning January 1, 2013, all new employees hired into the classifications 
shown in the attachment to this agreement will be hired at the pay rates listed. 

• This change will not affect current employees and their wage rates will remain as 
is When transfening into new IBEW classifications or promotions. 

The Letter Agreement is entered into without prejudice and is non precedent setting. 

If the foregoing reflects your understanding of our discussions, please sign in the space 
provided below and return the signed copy to Labor Relations. 

Sincerely, 

~~ 
ne Maddox 
nior labor Relations Analyst 

LMJa 
SamGlero 

Business Representative 

Attachment 

1 
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Id Job Title Pay Sca le Group Step01 Step 02 Step 03 Step 04 Step 05 Step 06 Step 07 Step 08 Step 09 Step10 
TBD BLDG MAINT FRMN/WN LT IBEW908D 42.48 
50051566 BLDG MAINT FRMNIWN ,LT 1/ IBEW937* 49.99 
50099276 BLDG MAINT FRMNIWN ,LT OC IBEW939A 52.95 
TBD BLDG MAINT MECH IBEW872G 37.13 
50051567 BLDG MAINT MECH 1/ IBEW908* 43 .70 
TBD BLDG MAINT MECH APPR IBEW851J 24.13 25.53 26.91 28.31 29.69 31.09 32.49 33.88 35.28 
50083184 BLDG MAINT MECH APPR 1/ IBEW879F 28.40 30.05 31.67 33.32 34.95 36.59 38.24 39.87 41 .52 
TBD BLDG MAINT SBFMNIWN IBEW888K 39.96 
50051569 BLDG MAINT SBFMNIWN 1/ IBEW922* 47 .04 
50051564 BODY-FENDER MECH IBEW884* 39 .87 
50051586 CABLE LOCATOR IBEW873G 34.27 34.99 35.98 36 .90 37.59 
50051574 CABLE SPLC/ELEC IBEW923• 47 .10 
50083188 CABLE SPLC/ELEC APPR IBEW909A 30.63 32.38 34.14 35.90 37.69 39.46 41.21 42.98 44.74 
50051577 CABLE SPLC/ELEC FR,LT IBEW942* 5306 
50051583 CALIBRATION TECH IBEW925* 47.37 
50051599 CIVIL MAINT FRMNIWN LT IBEW937* 49 .99 
50051587 COMBUST TURBIN E FRMN/WN IBEW945* 53.23 
50051588 COMBUST TURBIN E TE CH IBEW917* 45.73 
50051610 CRAFTS HELPER IBEW828G 23.41 24.48 26.36 28.16 30.15 
50051617 CUSTODIAN 1/ IBEW800G 23.04 24.07 25.17 26.35 
TBD DISTRBUTN SYSTE M OPER I IBEW887J 40.25 41.27 42.33 43.44 44.53 45.67 46.83 4808 49.30 
50051628 DISTRBUTN SYSTE M OPER 11/ IBEW969A 47 03 48.22 49.46 50 .75 52.02 53.36 54.71 56.17 57.61 
TBD DISTRBUTN SYSTE M OPER II IBEW945N 52.50 
50051629 DISTRBUTN SYSTEM OPER 1111 IBEW977* 61.34 
50099538 ELEC FRMN/WM, LT IBEW941• 51 .96 
50051653 ELECTRICAL TECH IBEW937A 50.65 
50089229 ELECTRICAL TECH APPR IBEW928B 32.90 34.83 36.71 38.61 40.52 42.44 44.31 46.23 48.12 
50092679 ELECTRICAL TECH FRMN/WN, LT IBEW970A 57.95 
50099277 ELECTRICAL TECH FRMN/WN LT OC IBEW970O 5908 
50091431 ELECTRICAL TECH SUBFRMNIWM IBEW941C 54.56 
50120394 ELECTRICAL TEST & REPAIR SPCLST IBEW939A 52.95 
50051647 ELECTRICIAN IBEW916* 45.40 
50051648 ELECTRICIAN APPR IBEW880* 29.51 31.47 33.40 35.34 37.29 39.24 41 .16 43.12 
50051659 EQUIP OPER IBEW858' 35.57 
50099209 FAC ILITIES CUSTODIAN IBEW792* 17.94 19.31 20.86 22.44 
501 17605 FAC ILITIES ELEC FRMNIWN,LT IBEW941• 51.96 
50093182 FAULT LOCATOR IBEW941R 52.91 
50101800 FIELD SUPPORT TECH W/CL A IBEW888C 36.90 37.85 38.81 39 .80 
50051695 GARAGE ATTENDANT 1/ IBEW845G 29.10 29.79 30.43 31 .82 32.78 
TBD GARDENER IBEW877J 27.29 27.98 28.57 
50051700 GARDENER 1/ IBEW848G 31.91 32.72 33.40 
50097100 GAS CONTROL TE CH IBEW924• 47.25 
50124993 GAS CONTROL TE CH (E) IBEW912E 30.78 32.81 34.85 36.87 38.92 40.94 42.97 45.00 
50051690 GAS PIPELINE FIELDPERSON IBEW873G 34.27 34.99 35.98 36 .90 37.59 
50052175 HAZWASTE FRMNIWN , LT IBEW912* 44.78 
50055201 HAZARD WASTE TECH IBEW874H 23.04 24.07 32.35 32 .78 33.86 34.94 36.20 37.99 
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Id Job Title Pay Scale Group Step 01 Step 02 Step 03 Step 04 Step 05 Step 06 Step 07 Step 08 Step 09 Step10 
501 19981 HAZARD WASTE TECH OC IBEW886* 39.95 
TBD HEAD GARDENER IBEW919D 30.75 
50051703 HEAD GARDENER 1/ IBEW863* 35.96 
50099375 HIGH VOLTAGE TEST TE CH IBEW921* 46.69 
50083171 HVY DUTY EQ OP IBEW893* 41 .64 
50051706 HVY DUTY EQ OP APPR IBEW877* 27.07 28.84 30.64 32.41 34.19 35.98 37_75 39.54 
50092744 HVY DUTY EQ OP FRMN/WN, LT IBEW922L 47.63 
50099278 HVY DUTY EQ OP FRMN/WN, LT QC IBEW937* 49.99 
50099279 HYD ELEC FRMN/WN, LT OC IBEW941C 54. 56 
50051712 HYD ELEC FRMN/WN,LT IBEW941* 51.96 
50099894 HYD ELEC OP FRMN/WM LT IBEW945* 53.23 
50099280 HYD FLD TECH FRMN/WN, LT OC IBEW938A 51.53 
50098810 HYD FLD TECH FRMN/WN ,LT IBEW927B 48.12 
50099281 HYD MECH FRMN/WN, LT OC IBEW939A 52.95 
50051720 HYD MECH FRMN/WN,L T IBEW937* 49.99 
TBD HYD OPER IBEW917C 44.43 
50051723 HYD OPER 1/ IBEW927F 48.38 
TBD HYD OPER APPR IBEW820B 28.89 30.78 32.69 34.59 36.51 38.39 40.30 42.21 
50083173 HYD OPER APPR 11 IBEW919A 31.46 33.52 35.59 37.67 39.75 41 .80 43.88 45.96 
TBD HYD OPER FRMNIWN IBEW941A 53.14 
501 14860 HYD OPER FRMNIWN 1/ IBEW970* 57.85 
50051727 HYD OVERHAUL FRMN/WM IBEW945* 53.23 
50051735 HYDROGRAPHY FIELD TECH IBEW895* 25.54 26.64 35.89 36.37 37.50 38.72 40.15 42.01 
50051739 l&C TECH IBEW925* 47.37 
50083174 l&C TECH APPR IBEW912B 30.76 32.56 34.35 36.1 1 37.89 39.67 41 .44 43.21 45.00 
50051743 INSTRUCTOR IBEW938A 51.53 
50051759 LEAD CUSTODIAN IBEW838* 31.71 
50051760 LEAD TOOL REPAIRER IBEW901* 42.34 
50154184 LEAD VEHICLE MECH IBEW888D 39.49 
50051761 LEAD VEHICLE MECH 1/ IBEW904* 43.13 
50083472 LINE CONST FRMN/WN IBEW976* 59.92 
TBD LINE EQUIP OPER IBEW862D 34.87 
50106535 LINE EQUIP OPER 11 IBEW898* 41 .64 
50151391 LINE EQUIP OPER ASST 1/ IBEW872* 37.44 
50151323 LINE EQUIP OPER ASST 1// IBEW872L 38.12 
50051767 LINE FRMN/WN LT IBEW965R 56.30 
TBD LINE INSPECTOR I IBEW887M 40.39 
50142318 LINE INSPECTOR 11/ IBEW933* 49.55 
TBD LINE INSPECTOR II IBEW908H 43.12 
50108831 LINE INSPECTOR 111/ IBEW941R 52.91 
50051770 LINE SUBFRMNIWN IBEW941R 52.91 
50136767 LINEMAN/WN W/HELI IBEW933Y 52.03 
50083463 LINEMN/WN IBEW933* 49.55 
50083460 LINEMN/WN-APPR IBEW922R 32.21 34.34 36.45 38.57 40.69 42.82 44.95 47.07 
TBD MAINT CARPENTER IBEW865* 36.50 
50051805 MAINT CARPENTER 1/ IBEW908* 43.70 
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ob Id Job Title Pay Scale Group Step 01 Step 02 Step 03 Step 04 Step 05 Step 06 Step 07 Step 08 Step 09 Step10 

TBD MAINT CARPEN TER APPR IBEW851E 23 .73 25.10 26.46 27 .84 29.19 30.57 31.95 33.30 34.69 
50083233 MAINT CARPEN TER APPR 11 IBEW879F 28.40 30.05 31.67 33.32 34.95 36.59 38.24 39.87 41 .52 
TBD MAINT CARPEN TER FRMN/WN, LT IBEW901K 41 .76 
501 15406 MAINT CARPEN TER FRMN/WN, LT 1/ IBEW937' 49.99 
TBD MAINT CARPENTER SUBFRMNIWN IBEW887D 39.29 
50051806 MAINT CARPENTER SUBFRMNIWN 1/ IBEW922* 47.04 
TBD MATERIAL SPCLST I IBEW793* 19.53 22.52 25.52 28 .53 
50099003 MATERIAL SPCLST 11/ IBEW851 * 23.33 26.91 30.49 3408 
TBD MATERIAL SPCLST II IBEW912D 30 .02 
50051787 MATERIAL SPCLST 11 11 IBEW862* 35 .88 
TBD MATERIAL SPCLST Il l IBEW928D 32.78 
50052074 MATERIAL SPCLST 11 11/ IBEW878L 39.18 
TBD MATERIAL SPCLST IV IBEW858B 34.84 
50052170 MATERIAL SPCLST IV 1/ IBEW893• 41 .64 
TBD MECHANIC IBEW865* 36.50 
50051791 MECHANIC 11 IBEW884' 39.87 
TBD MECHANICAL FRMN/WM,LT IBEW921G 45.77 
50099904 MECHANICAL FRMN/WM,LT 11 IBEW937' 49.99 
50120658 METER INSTALLER IBEW843* 31.66 32.44 
50150665 METER INSTALLER - QEW IBEW912E 30.78 32.81 34.85 36.87 38.92 40.94 42.97 45.00 
50051796 METER TECH IBEW925' 47.37 
50051797 METER TECH APPR IBEW912E 30.78 32.81 34.85 36.87 38.92 40.94 42.97 45.00 
50149599 METER TESTER IBEW820' 29.57 
50051839 NTWK CABLE FRMN/WN LT IBEW941' 51.96 
50051841 NTWK ELEC FRMN/WN ,LT IBEW941* 51.96 
50051844 NTWK ELEC SUBFRMNIWN IBEW927D 48.91 
50051858 PARK MAINT WORKER IBEW800G 23 04 24.07 25. 17 26 .35 
50051860 PLANT MECH IBEW908' 43.70 
50083241 PLANT MECH APPR IBEW879E 28.40 30.28 32.15 34.02 35.89 37.76 39.64 41.52 
50100942 PLANT MECH WELDER IBEW920* 46.44 
TBD POWER SYS OPER (E) IBEW901D 41 .37 42.41 43.47 44 .58 45.67 
50090560 POWER SYS OPER (E) 11 IBEW955' 50.45 51.72 53.01 54.36 55.70 
TBD POWER SYS OPER I IBEW921D 45 .67 46.81 48.00 49.21 50.44 51.69 52.98 54.33 55.67 
50051906 POWER SYS OPER I 1/ IBEW980' 55.70 57.08 58.54 60.00 61 .51 63.04 64.61 66.25 67.89 
TBD POWER SYS OPER II IBEW976A 58.45 
50051907 POWER SYS OPER 11 11 IBEW986* 71.27 
TBD POWER SYS OPER-IN-TRNG IBEW9038 25.37 26.00 26.46 27 .33 28.01 28.71 29.43 30.16 
50133450 POWER SYS OPER-IN -TRNG 1/ IBEW868' 30.93 31.71 32.26 33.32 34.16 35.01 35.89 36.78 
50051888 PRE-APPR LINEMN/WN IBEW830• 24.31 25.41 27.37 29.25 31.28 
TBD REVENUE PROTECTION REP(IBEW) IBEW873N 34.00 35.07 36.32 38 03 
50051920 REVENUE PROTECTION REP(IBEW) 11 IBEW903A 38.29 39.50 40.91 42.83 
TBD SHIFT SR POWER SYSTEM OPER IBEW991' 61.38 
50115207 SHIFT SR POWER SYSTEM OPER 11 IBEW990* 74.85 
50120609 SR CABLE LOCATOR IBEW888X 40.55 
50052037 SR CALIBRATION TECH IBEW937A 50.65 
50052040 SR CUSTODIAN IBEW814' 28.13 
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Id Job Title Pay Scale Group Step 01 Step 02 Step 03 Step 04 Step 05 Step 06 Step 07 Step 08 Step 09 Step10 
50137575 SR ELECTRICAL TECH IBEW960' 56.00 
TBD SR HYD OPER IBEW931A 48 .00 
50118747 SR HYD OPER 11 IBEW941B 52.26 
TBD SR LINE INSPECTOR IBEW922' 45 .89 
50122845 SR LINE INSPECTOR 11 IBEW965R 56 .30 
50052079 SR METER TECH IBEW937A 50.65 
50085328 SR PARK MAINT WORKER IBEW814' 28 .13 
TBD SR POWER SYSTEM OPERATOR IBEW991' 61.38 
50112454 SR POWER SYSTEM OPERATOR 1/ IBEW990' 74.85 
50052096 SR RADWASTE HANDLER IBEW884' 39.87 
TBD SR TELE COMM TECH IBEW922G 46.38 
50052107 SR TELE COMM TECH 11 IBEW939' 51.69 
TBD SR TELEPHONE TECH IBEW922G 46.38 
50100561 SR TELEPHONE TECH 1/ IBE W939' 51.69 
50052109 SR TOOL REPAIRE R IBEW922' 47.04 
50052114 SR TROUBLESHOOTER IBEW965R 56.30 
50116120 SR UTILITY WORKER IBEW817' 24.74 25.80 26.93 28 .01 29.22 
TBD SR VEHICLE MECH IBEW8748 37.04 
50083253 SR VEHICLE MECH 11 IBEW887' 40.46 
TBD STATION RE CORDER IBEW861' 23.95 25.06 32.28 33.67 35.75 
50151393 STATION RE CORDER 11 IBEW872' 37.44 
50091428 SUBSTATN CONSTR FRMNIWM IBEW945' 53.23 
50051929 SUBSTATN FRMNM/N,L T IBEW941' 51 .96 
50051932 SUBSTATN SUBFRMNM/N IBEW927D 48 .91 
50125721 SUBSTATN TECHNICIAN IBEW828G 23.41 24.48 26.36 28 .16 30.15 
TBD TELECOMM TE CH IBEW915A 43.73 
50052125 TELECOMM TECH 11 IBEW928' 48 .73 
TBD TELECOMM TE CH APPR IBEW845A 28.42 31.05 33.68 36.30 38.92 41 .53 
50083255 TELE COMM TECH APPR 1/ IBEW921A 31 .67 34 .60 37.54 40.45 43.37 46.29 
TBD TELEPHONE TECH IBEW915A 43.73 
50100560 TELEPHONE TECH 11 IBEW928' 48.73 
TBD TELEPHONE TECH APPR IBEW845A 28.42 31.05 33.68 36.30 38.92 41 .53 
50100562 TELEPHONE TECH APPR 11 IBEW921A 31.67 34 .60 37.54 40.45 43.37 46.29 
50052131 TOOL REPAIRER IBEW874G 33 .86 34 .94 36.20 37 .99 
50086933 TOOL ROOM FRMNM/N IBEW936' 49 .87 
TBD TREE TRIMMER PLANNER IBEW878G 38.44 
50052143 TREE TRIMMER PLANNER 11 IBEW901' 42 .34 
50052134 TROUBLESHOOTER IBEW941R 52 .91 
50151422 UTILITY AS SISTANT IBEW785' 14.35 16.40 
50083807 UTILITY COMPLIANCE SPECIALIST IBEW828G 23.41 24 .48 26.36 28 .16 30.15 
50151392 UTILITY COMPLIANCE SPECIALIST 1/ IBEW872' 37.44 
50151322 UTILITY COMPLIANCE SPECIALIST 1/1 IBEW872L 38 .12 

UTILITY CREW FRMNM/N 39 .87 
50052155 UTILITY WORKER IBEW802G 23.41 24.48 25.54 26 .61 
TBD VEGETATION MANAGEMENT SPECIALIST IBEW878G 38.44 
50052158 VEH ICLE ATTENDANT IBEW816G 24.17 25.19 26.32 27.42 28.60 
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Id Job Title Pay Scale Group Step 01 Step 02 Step 03 Step 04 Step 05 Step 06 Step 07 Step 08 Step 09 Step10 
50099030 VEHICLE MAINT AIDE IBEW790' 17.23 21.26 
TBO VEHICLE MECH IBEW858A 34.78 
50052160 VEHICLE MECH 1/ IBEW874' 37.99 
TBO VEHICLE MECH APPR 22.23 23.76 25.27 26.79 28.32 29.82 31.37 32.86 

VEHICLE MECH APPR 1/ 24.69 26.32 27.95 29.58 31.21 32.84 34.47 36.10 
TBO VEHICLE MECH WELDER 36.37 

VEHICLE MECH WELDER 1/ 39.87 
TBO VEHICLE MECH WELDER APPR 23.41 24.99 26.59 28.17 29.78 31.36 32.95 34.53 

VEHICLE MECH WELDER APPR 1/ 25.68 27.39 29.14 30.88 32.63 34.35 36.10 37.82 
50092375 VEHICLE WASHER IBEW780' 11.73 12.97 13.81 

• 2013 Class A Prerrium = .68/hr 
• 2013 HAZ Prerrium = .79/hr 
• 2013 Crane Premium = 1.551hr 
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March 20, 2013 
LR 13-003 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

Powering forward. Together. 

SUBJECT: Letter Agreement Regarding the SMUD Fire Resistant Clothing Program 

Dear Sam: 

In accordance with Article 31.4 of the IBEW/SMUO MOU, certain !BEW represented employee 
classifications are required to wear fire resistant clot·hing while performing assigned work. Therefore, 
SMUD provides the means for those employees to acquire Flame Resistant Clothing. A list of the 
classifications required to wear the FRC is found in Article 31.4 of the MOU. We have met to discuss the 
clothing allotment and purchasing procedures to be established for the clothing. After discussion, we 
agreed that the following language will be added to Article 31. 4 of the MOU. 

Article 31.4.B -

Each Business Unit with personnel in classifications that require the wearing of the Flame 
Resistant Clothing wil establish the initial Flame Resistant Clothing allotment and subsequent 
clothing requirements. 

Additionally, each Business Unit will establish procedures for the pu;chase of the Flame 
Resistant Clothing by assigned employees. 

This agreement supersedes Letter Agreement LR 12-007 

If this is your understanding of our discussions, please so indicate by signing in the space provided 
below. 

Sincerely, 

'&11.€-/J~ 
e Maddox 

t/S ior Labor Relations Analyst 

Ag~Q.,£1£,,o 
Samuel A. Giere 
Business Representative 

SMUD HQ I 6201 S Street I P.O. Box 15830 Sacramento, CA 95852-1830 J 1.88S.742.7683 I smud.org 
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(I) SMUD™ 
February 8, 2012 
LR 13-008 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

Powering forward. Together. 

SUBJECT: Letter Agreement to Change Retiree COLA and Enhancement 
to the Survivor Continuance Benefit - Memorandum of 
Understanding between IBEW Local 1245 Employees and 
SMUD 

Dear Sam: 

During our 2012 negotiations for a successor MOU, the parties agreed that 
effective January 1, 2013, new employees (as defined by California Government 
Code section 7522.04(e)) will receive a retirement benefit through the California 
Public Employees Retirement System (CalPERS) based on the three highest 
years of compensation and a formula of 2% @ 62 consistent with SMUD's 
CalPERS contract, as amended from time to time, and the California Public 
Employees' Pension Reform Act of 2013. After discussion, we have agreed to 
augment the understanding expressed in the MOU as follows: 

1. New employees (as defined by Section 7522.04(e)) hired between 
January 1, 2013 and December 31 , 2013 will receive the same not-to­
exceed 5% Retiree COLA applicable to employees hired prior to January 
1, 2013 and will also receive the same Survivor Continuance Benefit 
Enhancement applicable to employees hired prior to January 1, 2013. 

2. New employees (as defined in Section 7522.04(e)) hired on or after 
January 1, 2014 will receive a not-to-exceed 3% Retiree COLA and no 
enhancement to the Survivor Continuance Benefit. This Letter Agreement 
will be effective only if: 

• the changes to the Retiree COLA and Survivor Enhancement Benefit 
described in Section 2 above are also made applicable to SMUO's 
unrepresented employees and employees represented by the 
Organization of SMUO Employees; and, 

SMUD HQ 6201 S Street I P.O. Box 15830 Sacramento, CA 958S2-1830 1.888.742.7683 smud.org 
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etter Agreement 
LR 13-008 

Page 2 2/8/2013 

• SMUD CalPERS contract is amended to reflect the changes to the 
Retiree COLA and Survivor Enhancement Benefit. 

If the foregoing reflects your understanding of our discussions, please sign in the 
space provided below and return the signed copy to Labor Relations. 

Sincerely, 

fv~ 
ne Maddox 

enior Labor Relations Analyst 

Samuel A . Glero 
Business Representative 

Date 

Appendix D 
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l 4, 2013 
LR 13-012 

Samuel A. Glero 
Business Representative 
30 Orange Tree Circle 
Vacaville, CA 95696 

SUBJECT: Letter Agreement for Headquarters Consolidation for General Services 
Facilities !BEW Represented Employees 

Dear Mr. Glero: 

We have met several times to discuss the Headquarters Consolidation for General SeNice 
Facilities IBEW represented employees As a result of our discussions, we have agreed that it 
would be beneficial to have one operational reporting site that encompasses the current 
Headquarters campus and the new EC-OC facility. As a result we have agreed to the following: 

• To have one (1) Overtime LisUCall-out list that covers both sites (as described in the 
current letter of agreement LR 11-008). 

• One set of minimum staffing levels that covers both sites so that vacations can be 
determined using a larger pool. 

• The reporting locations would be assigned but, in the event of needed coverage at the 
other not usual reporting location, the employee need not report to the other campus at 
the start of the woll< day but, could do so if it was closer to the employee's home. 

• Job postings are handled internally first with the employees from either campus having 
the right to switch locations without an interview. The choice would be made by 
volunteers and seniority. In the event management decides to reevaluate the staffing 
levels at a future date, the positions would be posted and a bidding process would take 
place based on volunteers and seniority. 

• Eighteen (18) months after June 1, 2013, employees can change locations so long as it 
is mutually agreed between employees. Their will be no bumping. 

• Eighteen (18) months after June 1, 2013, a reevaluation of the practices of the letter will 
take place and then again at the end of the current MOU. A committee will be formed 30 
days prior, to meet and discuss any concerns or wanted changes to the agreement 

• To ensure safety and competence, Management will make every effort to provide 
familiarization training and support to an employees so that they are able to respond 
appropriately and safely to perform their work effort at both locations. However, not 
every person will be trained on every piece of equipment as a large portion or that 
equipment is standard. 

• Management has committed that prior to merger of Electrical and Building maintenance 
shop personnel at the Central Plant, modifications to the shop areas (additional 
benches, lockers, and tool storage) will be completed. 
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R· 3-012 Page.2 413/2013 
Letter Agreemenl 

• For safely a11d comm nication, the· ability t.o meet by vtdeo will be added to both 
tocatio.ns onc-e the move into the EC-OC is corn pleted .. 

• To ensure equity, manag,emerit will ·ensure the overtime List hours wm be viewable ,onlf.ne and 
posting should be able to oc,eu r in each tocation. 

if this meets, with your approval, please sign In the space provided below and ~eturn the signed 
oopy to Labor Rella1ions. 

Sincerely, 

~ 
e Maddox 

_ enior Labor Relations Analyst 

,~Gtl~ 
Samuel A. Giere 
Business Representalive 

DATE 
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30, 2014 
LR 14•013 

Samu8I A Glero 
Business Rep,esentatlve 
!BEW Local 1245 
30 Orange Tree crrcte 
Vacaville, CA 9569 

Powering forward. Together. 

SUBJECT: Letter Agre,ement - Management Will Create a Training Program for the 
Telecommunications Technician Classification 

Dear Mr. Glero: 

We have met with Mike Oeis, Manager Substations, Tek?com, & Metering Assets, and Frank 
Piscitelli, Supervisor. Telecommunications O&M, to discuss the above captioned subject. 
Recognizing the difficulty in hiring personnel with enough experience to fi ll Telecom Tech 
pcsltlons, we have agre8d to the following. 

Management has devek>ped a training program that will provide on the job and formal training to 
Telecommunication Technician Level 1 (Telecom Tech 1) in equipment areas that they lack 
journey level experience. This training will provide the experience for the Teleoom Tech 1 to 
autonomously test. Install and repair all of SMUD's telecommunications equipment and systems. 
Once the 1raJning is completed, the level 1 personnel wilt be qualified to progress to ~vel 2. There 
is no minimum time frame for p(ogtesslon. It Is, howeve(, anticipated that lhe training program 
can be completed in two years. Progression is sttictly based on the indMduaf s knowledge, skills 
and abilities in relation to the varied TeJecommunication systems. 

Management has devek>ped position descriptions for the new Telecom Tech 1 and T e!ec:om Tech 
2 classifications, whk:h wrn replace the current Telecom Tech classification. The Tech 1 pay rate 
will start at the 2013 established pay scale and through the training program, progress to the 
Telecom Tech 2 paysca!e, whjch is the current pay scale of the old Tetacom Tech classification. 

Employees who are current Journey level Telecom Techs hired prior to January 1, 2013 will be 
converted to the new Telecom Tech 2 classification. 

If this reflects your understa.nding of our a.groomont, please sign in the space provided below and 
return a signed oopy to Labor Relations. 

Sincerely, 

~ 
Maddox 

Labor Relations Analyst 

Samuel A. Glero 
Business Representative 

Date 
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Powering forward. Together. 

~ 

March 1, 2016 
LR 16-002 

Samuel A. Gero 
Business Representative 
30 Orange Tree Circle 
Vacaville, CP. 95696 

SUBJECT: Troubleshooter Residency Requirement 

Dear Mr. Glero: 

We have met to discuss the new residency requirement for the Troubleshooter classification. 
The new requirement added to the job description requires that Troubleshooter employees live 
within a 25-mile radius of the SMUD ECOC campus. As a result of our discussions, we have 
agreed that all current Troubleshooters as of the date of this agreement will be grandfathered in 
and do not have to meet this residency requirement with his/her current residence. However, if a 
grandfatherej employee chooses to move his/her current residence, s/he will need to meet this 
residency requirement. 

If this reflects your understanding of our agreement, please sign in the space provided below 
and return the signed copy to Labor Relations. 

Sincerely, 

-6 0> pil?rj"J--
Jenn Dibble 
Se11ior Labor Relation$ Analy$t 

cL~ 
Sam Glero Date 
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forward. Together. 

August 31, 2016 
LR 16-019 

Samuel A. Glero 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

Subject: Revised Letter Agreement on Selection of Personnel for 
Troubleshooter Work Areas 

As a result of our agreement that all lBEW-represented employees hired on or after 
January 1, 2013 will be required to serve a 12 month probationary period, we met to 
discuss updating our Letter Agreement 15-015. During our meeting, we agreed to 
change the language of the third bullet as follows: 

• As worl< areas become available, Troubleshooters will be allowed to volunteer for 
the vacant worl< area. 

• If there are multiple volunteers, the volunteer with the longest continuous 
time in the Troubleshooter classification will be selected for the work area in 
accordance with business needs that promote operational efficiency. Worl< 
assignment changes will be evaluated on a case by case basis. 

• Personnel, who temporarily leave the Troubleshooter classification for less than 6 
months, retain the right to reclaim the area held prior to leaving. Once the shift is 
vacated more than 6 months, the right to reclaim it is forfeited and the shift will go 
out to bid. Personnel, who permanently leave the Troubleshooter classification 
for more than twelve (12) months, lose continuous troubleshooting department 
seniority. 

This letter agreement supersedes LR 15-015 and LR 16-003. 

If this reflects your understanding of the agreement, please so indicate by signing in the 
space provided below. 

Sincerely, 

Je~~~:~ 
Senior Labor Relations Analyst 

Samuel A. Glero 
Business Representative 

Date 

SMUD EC-OC I 4401 Bradshaw Road Sacramento, CA 95827-3834 1 1.888.742.7683 smud.org 
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December 16, 2016 
LR 16-032 

Sam Glero 
IBEW Local 1245 Business Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

Subject: D50 Call Out Procedures 

Dear Sam, 

Powering forward. Together. 

We met with Brad Merl, Kathleen Huston, Steve Hoyt, and Jeremy Carlin to 
discuss the attached DSO Call Out Procedures on December 6, 2016. We have 
agreed that these prooedures will go into effect for the DSO work group for 
Payroll 1 starting December 24, 2016, in an effort to be consistent with the 2017 
Payroll calendar. These procedures will supersede LR 14-009 and the revisions 
to the call out prooedures established in 2015. 

We agreed that we will reevaluate the procedures in six (6) months to make sure 
business needs are being met. Additionally, we agreed that no grievances will be 
filed in connection with this side letter agreement during the next six (6) months 
and we will work to resolve issues if they arise. 

If this reflects your understanding of our agreement, please sign in the space 
provided below and return the signed copy to Labor Relations. 

Sincerely, 

J:l~1~ 
Senior l abor Relations Analyst 

Sam Giera Date 

Attachment 
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CaU Ou Proc,edure 

lntroducti.on 

J>iurpose aod Scope 

AJ11dieru:e 

stablish guidelines for emergency call-outs and overtime sc edul.iing for 
Distr.ibutiou System Operatior' {DSOs} lo cover shifts for vacation , sick ]eave. 
slo.nns or major outages,. and to assure adequate d~ily slaffing Jcvcls. 

• Distribution Sy tem Operators (DSOs) 

•· Lead Di!;triburtion System Operaiio 
·• Senior Distribution System Operators 

• SupCJ"'l;'isor Distribl!.ltion 'ystem Operator 
• Op1,,.,'Tld,ions On.../Call Supervisor 

ta ·-ng coverage has changed due to unforeseen e e-nts or scheduled lea\'e. 

l all times it, is O.c intent that ai maximum ratio of one DSO I i training, nol 
relea,;;ed to do 4kv & 12h · tching lo one D O II sholll1d not be ,exceeded. 

/\. ratio oftwo !)SOi's to one DSOU i ' only pcm1i1tcd if at least one of the 
DSO I's is rckascd to do all 4kv & 12kv sv/tchin__g. (Released lo step 3) 

"Jvfinimum' staffing for the DSO office js three VS0's on wc:ekd.uys ttnd two 
DS.O's nights , weekends and holidays. Of which at least one T.erui nso or 
Senior D .... 0 ""ill be on sruft at all times. 

Vlhen work load require ~ mt staffmg, the staffing shaU be assigned 
follm,ving this procedure. The "on shift'' Lead V ,, 0 will decide whi;n extra 
"taffiog is nrxdc:d. 
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CaU Out Procedure 

Geacra1 Description 

~'ertirne list 

References 

• This procedure is to provide consistesnc. for sched uling and call-oms for 
staffi11g the Distribution Operations Center for: 

On-Call 
iPrc-ammged Shift Co-verage 

on Pro-amu1 .. cd Sllift Coverage 
Daily . taffing roquiremc..'llls 
Emergency Call-Outs (Storms. Major Qui.ages, Etc.) 

1) C'..ailest1dar year Off will be used as guidance for the distrib tion of Off; wilh 
Off being fir offered to qllalifi.ed Operators with th least amou t of Otl' 
hours and distributed a<; equitabl}• ~s p ibk. ln the event of a tie office 
se iorily will be uB1Cd as the tie breaker·. 

2) Tue basis for the 0/T list w.ill be the total umber of hours of 0/T worked in 
the c11rrenl calemlllf yc:ar. The hours wil'.I be calculated art the end of eaclt pay 
p riod. 

3) The 0/Tlist will be zeroed ou at · e beginning of pa.y pe.riod # 1. TI1e 
ranking flit (he end ofthe yeaT·s list wm be l!ltilb1ed to detemili the start of 
the. ew Year's list. 

4) Scheduled holidays and "funny Thursdays'' will not be counted as part of 
the total Off v.'Orked. 

5), The O.:T list vd.11 he Management'. responsibility lo maintain and post every 
~yday Friday''. 

(I) Off decisioru; for call-out purposes will be ba,;ed on the 
Saturday follov.in.g pa., day Friday. 

Jis beginning 

i) New employees or empto_ « entering a new· job classificati.on and after 
bl.--i:ng r ·leased to shift (Relea~d to, step 3), ,.,.,.., [ be given an average of I.heir 
.new cl.assification s OIT 1:1ndl will be placed in the appropriate place m1 the 
orr list. 

• R M-009 L~tter Agrccmc.'Ill for D O on-call policy, 02120/2014 . 

• DS ' 004 
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Call Out Procedure 

Procedure 

1. H.espol'.lsi.billity 

The Senit1r Distnbulion Sys11cn1 Operator w·.ill maike alJ staffing a11rangements 
following this pr-oce<lure during normal working hours. The on shift' Lead. 
DSO will make staffing arran&rements for other tl-ian noma] working hours 
following l.hi::i prooctluro. 

2. On can Schedule 

Ih.e reJief Distribntio.n Sys.tern Operators ,1-·ill be on-call through their relief 
-i.veek. Only USO Operators released to slep 3 or above will b · on-call. 

3. Pre-arra!llged Shift Coverage f0r Lead DSO 

·• For nights;, weekends, & holJdays: 

The relief on-can Lead DSO will cm'Cf Lead DSO shifts for pre-aromged 
vacatk)n, ic l~.ve, 1:1.c., If lhi:: rt:lid'. L:ad nso is n-ot avaiilabk, an available 
Lead D,. 0 will be scheduled :starting with the availabJe •ead DSO ~ith the 
lowest :munber of hours 011 the overtime list 1f no Lead nsos are available, 
the avalaibJe Senio DSO with 1 e lowi:st. nwnber ofhours on lhc m,m-[imc 
list ,,vill be asked to cover the shift. 

• .For nol:l-hol.iday weekday : 

If a relief Lead DSO is not available, a Senior DSO scheduled to w-ork that 
day will !he a<:ked to cover ~he :.hill; the Seliior DSO wilh lht.: low~L oumbt:r 
ofhoms on the overtime list will be asked to cover the shift. 

• Shln co,.·enl,g;i; will be- considered p:R,,"'-filffillgc:li \.,,·h .i::11 nolifa.:~lion hm; ba:n 
mmk prior to tlic encl of the Operators pruviousl)' worked shift. 
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SO CaH Out Procedure 

4. Jtrc-an.::ntgtd Shift 0..l·er~ge for Sup,p,ort DSO 

• For 111ights, weekend & holicfays; 

The tel:iefon-call support DSO 'rvhen needed will c.over support DSO shifts for 
pr,e-arranged vacation, sick lea,.-e, etc. If the relief support DSO is not 
available, an available support DSO will be scheduled starting with the 
itv~ilablc support DSO with the lowest riwnbi::r of hours on the overtime list If 
no support. DSOs. me available, the available T .-e d DSO W'ilh lh.e lowest 
number •Of hour on the overtime list will be asked. to cov,er the shift. lf no 
Lead DSOs .;ll'e avaHable, th.e availabfo Senior DSO with the lov.1es,t number of 
lwltr.:: on lh • overtime fat will be as ·ed. to co,ver lhi: ·hill 

• For non-holiday weekdays: 

If a .relief supp,ort DSO j not avaiwhlc, the TClief Lead DSO •Nil I he used, if 
the relief Lead DSO i11 not a:vailahle, a Senior DSO schcdukd to work that day 
will be asked ro oovcr the shill. the Senior DSO with the lowest nu,mber of 
hours on the overf e list wjU bi; a:skc.:d to covcr the shift .. 

• Shift coverage wUI be consjdc.:rec.l prc"'arn1I1gccI w he111 notification has been. 
made prior lo lht: end of !he operators previously wnrked shift 

5. Non Pre-arir.1n1gcd Shift Covu~ge for bad DSO. 

Notification for twn-preatr.an_g,~1 shin rovcxagc, cme-rgenc.y calla()uts, and a'II 
other staffing shall be done in the followit1g 01.rdet lo,ng as. the ratio of 
qualified Operators is :maintained: 

• l he relief Lead DSO shall b called first, if.available-

• The available non-relief Lead DSO starting with the lowest nwnbe of 
hours on the ovei-time lis,t wJ I.I be called r e l, if no Lead DSO's are 
a ailabk, 

·• The avail able Senior D O st.ru1ing with the lowest nmnber of hours on 1l'he 
ove.rt:iim6 list will be called next. 

• Jf no Lead D 'O's or Si.::.ni,or DSO's are available the reHef Lead DSO Vi~ll 
be asked first to work .a continue.tl slll1l 

• IUhc relief Lead DSO is unable to cove.r, the shift wi I! the be offere.d to 
the J ..ead nso on shift. 

• Tf no Lead DSO :s ar · avail!lbl to work the continued shift, an available 
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SO Call Out Procedure 

Seniol' DSO starting with the O\~t number of hours on the overtime list 
wiU Ix: 11skoo next. II no volunteers ar found. the Lead DSO or Seni.or 
DSO with the lowest mnnbc:r of hours on the ovm1i:me fal wilJ 1:x: 
mandated to cover the :shift_ 

6. Non J•rc-anangcd Shift Co~crnge for Support DSO to maintain mioiomm staff mg 
levds 

Nori fication for non-prearranged shift coverage, emt.., ,gency call-outs, and all 
other staffing sball be done in the following order ru; long as the ratio of 
qua.r ic<l OiJXrnlOJS is maintained; 

• The relief Support USO shall be calle(f first, ifavrulahle. 

• The avai lab!e non-re I ief Si,q>port USO sia_rtjng vdth the Lowest number of 
h01.1rs OIi the ovci1irnc ]is1: \\--:ill be called n.ext, if 110 Support DSO' s ar,e 
a •2dlable. 

• I'he relief Lead DSO if aivfllilable will be can next 
• The available Lead DSO starting · 1h the lowest number of hou_rs on the 

overtime list w:ilJ be called next. 

"' The cnior DSO skming wiH1 the Jowest number ofm<erlimc hours. 

• lfno 8u.ppm1 DSO 's,. Lead DSO's or Senior DSO ' S are available, t he 
relief Supporl DSO will be a5kcd first to work a continuccl shift. 

• If the relief Support DSO is unable to cover. the shift "'ill 1hen be offered 
to the Lead DSO on shift. 

• If no Lead DSO's are available to w-ork the continued shift, an available 
Senior DSO slartini with the lo" est · mrnber ,of ho W'S on the overtime list 
\.,·ill he asked next_ If nn volimteers a:re found the Support DSO, l ead DP-0 
or Senior DSO \vith the lowest number of hours on the overtirn.e list v.ill be 
rmmdated to co er the shift. 

7. !1£mergeitcy Call.-Outs ,(Stortns, Major Outage, Etc:.) 

• If cx.tm help is ncooe<l due to short term workloads ( e11pected to be less 
than 4 hours either prio:r or post shift) Le .. , outages, storms, load shedding. 
or other unfor~cn c·...-cnts, call in the next shifrs Lead DSO first 

• CaU the next shi1l's S:upport DSO starting with the lowest hours on the­
overtime list ne t 

• If the day shift is needed to stay la te, the ~elief operators shall il:J!E asked 
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8. Def'mitions 

DSO Call Out Procedure 

first :-iairting with the operator with the lowest number of Off hours given 
first oppormnity, 

• lfwo.rkloads are e.-xpeci.ed to fast IliOru U1ttn 4 hours or during a ma;jor 
eveut efforts will be made. to call Support DSO's for e};tra .help., starting 
with the lowCl>1 numbec of hom:'S on the ovei1:i.me list, maintaining the 
DSOl ~o DSOU ratio eeping Lead DSO S available for foturu shifts,. 

• During a major event notif)' the Operations On-CaU SHpervisoc. They 
will either call or direct 1h On-Shift Opera.tor to call fol' assistance. 

• Available: An Operator wilJ be conside4'ed '"a:vaijlable" if they are 
not schedukd to work the fol:lowing 10 m: 12 horn· shift and will 
ha\1e had al k a.i.i 8 % hours off before the st::ut of the S:nifl. and arrc 
not on sic · leave, vacation, jury dt,t.) or any other CJOmpensatcd .shift 
off. 

• DSO 1 s win be cons'd ed "av laihfo"' if hey meet aU the aibm.e 
criteria and have been r-clcascd to shift (Step 3) 

• DSO I's not rel.cased to shift ar-e not eligible for Off withol!ll the 
!\·fana£;er o f Distribution Operation~ approval, 

• Qualified: Any DSO U, or a .USO i tna.t has. be¢n released to shift as 
long as the "'minimum ~ staffing ratio is met 

,Procedure Approval 
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rch 20, 2017 
LR 17-006 

Samuel A. Glero 
Business Representative 
30 Orange Tree Circle 
Vacaville, CA 95696 

Powering forward. Together. 

SUBJECT: Update Side Letter Agreement 0 1-91 (Lineworker Series) 

Dear Mr. Glero: 

We have met on several occasions to discuss adding updated language to Side Letter 
Agreement 01 -91, Unewor1<er Series. This Side Letter Agreement does not supersede the 
original Si<le Letter Agreement, but rather It's to provide clarification and updated language (01 -
91 attached). SMUD and the IBEW have agree<! to remove the Tree Trimmer Series (the 
positions are no longer utilized at SMUD) and add the Line Inspector classif,~tion series to the 
Lineworker senes, I ne Lme Inspector I level is compara01e co tne LlneworKar II level, the Line 
Inspector II level is comparal:le to the Lineworker Ill level, and the Senior Line Inspector is 
comparable to the Lineworker N level. 

As a result of our discussion$, we have agreed to change the language in the Side Letter 
Agreement to read as follows: 

Paragraph five now reajs: 

Finally, the parties ha-1e agreed that employees assigned to the Line Subforeman­
woman, Troubleshooter and Fault Locator dassifications (all derived from the 
Llneworker 111 classification series) may move between those classif~:ations, as long as 
they meet the minimum qualifications of the job. In add~ion, the parties have agreed that 
employees assigned to the line Foreman-woman Light, and Sr. Troutl eshooter, (derived 
from the Lineworker IV classification series) may move between those classifications, as 
long as they meet the minimum qualifications of the job. 

The revised lanQua~e will read: 

Finally, the parties ha,e agree<! that employees assigne<I to the Line Subforeman­
woman, Troubleshooter and Line Inspector II dassifications (all derived from the 
Llneworl<er Ill classification series) may move between those classifi:atlons, as long as 
they meet the minimum qualifications of the job. In addition, the parties have agreed that 
employees assigned to the line Foreman-woman Light, Fault Locator, and Sr. 
Troubleshooter, (derived from the Lineworker IV classification series) may move 
between those classifications, as long as they meet the minimum qualifications of the 
job. 

As a result of our discussions, we have agreed that due to changes witl" the Fault Locator 
classrfication being changed to the Light Foreman-woman wage, it would nc,w be considered a 
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IV (as reflected in the revised paragraph above). 

Recognizing that the Class Specification for the· Unewori<er Series attached to LR 01 -91 may be 
outdated under definition of levels and example•s of essential duties, we agree to refer to the 
most up to date job descriptions on file rather than this attachment. 

If his reflects your understandiog of our agreement. please sign in the space provided below 
andi return the signed' copy to Labor Relations. 

Sincerely, 

Jen~,?'~ 
Senior Labor Relations Analyst 

Sam Glero Date 
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March 20, 2017 
LR 17--007 

Samuel A Glero 
Business Representative 
30 Orange Tree Circle 
Vacaville, CA 95696 

- Powering forward. Together. 

SUBJECT: Update Side Letter Agreement 12--038 (Two Tier Wage Structure) 

Dear Mr. Glero: 

We met to discuss resolving an issue found with the line Inspector classification and have 
agreed to eliminate the two tier wage structure for the Line Inspector and Senior Line Inspector 
classifications. The situation that prompted a review of this was as follows: 

A journeyman Lineman (a classification not affected by the two tier wage structure) that 
was hired after January 1, 2013 was temporarily upgraded to a Line Inspector II position. 
Since the Line Inspector classification is affected by the two tier wage structure, the 
employee would essentially be taking a demolion in pay with his temporary upgrade due 
to his hire date. 

Additionally, in separate conversations, we have agreed to add the Line Inspector series to the 
Lineworker series (see LR 17-006) and by eliminating the two tier wage structure for the line 
Inspector classification, the Line Inspector wages will be consistent with lhe wages of the other 
classifications in that series. 

SMUD Identified four employees currently in the Line Inspector classification that were hired 
after January 1, 2013 and we have agreed that effective April 1. 201 7 (day one of the next pay 
period}, those employees' wages will go to the higher wage consistent with those employees 
hired prior lo January 1, 2013. The affected employees are: 

Il1!! 
Line Inspector I 
Line Inspector I 
Line Inspector I 
Line Inspector II 

This is the full resolution of the matter involving the line Inspector classification and is non 
precedent setting. 

If this reflects your understanding of our agreement, please sign in the space provided below 
and return the signed copy to Labor Relations. 

Sincerely, 

Jenn Dibble 
Senior Labor Relations Analyst 

~ }1tw> 
Sam Glero Date 

APPENDIX D 

231 IBEW MOU 2026-2028 



  
 

   

 

 
  

11, 2018 
LR 17•025 

Samuel A Glero 
IBEW Local 1245 Business Representative 
PO Box2547 
30 o,ange Tree Circle 
Vacaville, CA 95687 

SUBJECT: IBEW Grievance 17-008 (Mutual Aid} 

Dear Mr. Glero: 

We mot to discuss updating the Letter Agreement Regarding Mutual Aid Duty Assignments (LR 07• 
037) and in response to Grievance 17-008 on November 28, 2017 and December 13, 2017. In 
addition to you and me, the foUowing individuals were involved In these discussions: Jim Clamp, 
Manager, Todd Prangley, Manager, Gillian Cassel, Supervisor, Kat Huston, Labor Relations. Cayleb 
Bowman, Foreman. Alfonzo Davila, Foreman, Rich Hall, Foreman, and Matt Wilson, Foreman. 

SMUO is sometimes called upon to provide crews and equipment to aid other utilities In service 
restoration efforts, under the tenns of established Mutual Assistance Agreements. The MOU is silent 
on how crews are to be chosen for such duty. Past p<actice for choosing personnel to respond to 
these activities has varied somewhat over the years. 

The parties recognize that Mutual Aid assignments involve special circumstances. working in 
unfamiliar territory, under adverse conditions and in situations where employees may have to work 
on systems that use different design standards and equipment than those used by SMUD. 
Moreover, SMUD has a responsibility tor the safety of its employees assigned to such duty, and at 
the same time desires to retain qualifled staff in sufficient numbers to maintain a high level of service 
to its customers. 

The purpose of this letter agreement is to define a prooess for establishing Mutual Aid duty 
assignments, This process will be used to assign Mutual Aid duty assignments during the term on 
the current MOU, or until modified by the parties by written agreement. 

Assignment 

Management will utilize the mutual aid volunteer list that Is established every six months with crew 
changes. There will be mutual aid sign--up sheets fOt each work group and each classification within 
the Line Departmeflt. The volunteer lists will be posted for two weeks for employees to sign up: the 
week before and the week after crew changes. Management will then take the names from the 
Foreman mutual aid volunteer list and reference the on-call list rotation schedule to assign mutual 
aid duty assignments to eligible Foremen and their cr~,s in an effort to maintain crew stability. The 
other classifications' volunteer lists will be used to fill vacancies. Based upon the time of the request 
for mutua1 aid, management will start with the Foreman and h is/her crew that completed their on-call 
assignment the week prior and work backwards. The assignment will be made to the Foreman and 
his/her crew that was on the on-call rotation schedule, and not to who fined the on-call assignment. If 
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the, Forema111 r,s not able to take lhe mutual aid duty assignment or Is ineligible to, management will 

work backwards utilizir1g the on-call list rotali:or1 sehedule. The va:oant slot on lfle o:n-call rotation list 

is r1ot Lisee! for mutu1al aid purposes regardless of whett'ler lho slot is filled by a Foreman that is ori 
the mutual aid volunteer list. 

If tl'le re,qui:ist for mutual aid comes, in during crew changes alld tile two W!il!ilk period that the ne.v 

mutual :aid volurnteer list is being established, management will uliliz.e the prior established miJlual 

aid volunteer l ist and lf'le Foreman will take Ille crew he wo:rked with during the previous six months. 

vacancies 

The iment is to keep crew size ltie same ror mutu,al aid ctuty .issigmnents regardless of if it' s a heavy 
or light crew. Management may increase the cre1w size f:or safety reasons. Wh.en a v.acancy exists on 
a crew, management will usa high overtime hours wori::ed in the previous six months fo fill Ille 
vaca:n cy willn a. l ike for like position frnm Ille established mulual aid voh.mteer l ists. For example, a 

Lineman, vacancy would be replaced with lf'le lneman with the highest number of overtime hours 
1,vorked i.n th0 same work. grou;p .as his/her perm.iru:mt assignmer1t on the mut1.1al aid volunteer Ust 

and with no distinction of ead Lineman. Ovsrtime lnou rs used in ltie high hol!J rs calculation will be 

adual hours wo:rked tor iprearrang!sd and emergency ,overtime, High hours w.ill also be ca.1culared by 

wo group (I.e. Labor Crews, Ur1e, Fault. & Servloe),, 

E lig ibility 

If a Foreman or employee is a. vacation , management w ill stil l oomact the Foreman or employee to 

see if slhe wanls to cancel hislher vacation a_nd take toe mutual aid durty assignment 

If a, Foreman or employee has active discipline on fil'e at tlie time of a Mutual Ard duty assignmetll, 

s/h(l' is irneligible for !tie assignment Active discipline includes Oral R!emindsrs, Writteli Reminders, 

Decision Making-Leave-(DML), Letters of Warn Ing, and Las1 Chance Agreements. Slnc,e LG-tiers of 

Warning and Last Char1ce Agreemenl::s do nol sunset, 8mplo¥ees are oot ooiisidered to bB· in good 

standing for one year after receipt of a Letter of Waming, ar1d are not consider@d lo be ir1 good 

st.anding for thn~e years after rec.eipt of a last Chance Agreement. It ari a;pprer1fice has fui ed ,a step• 

test or j ourneyman leS1 and/or is in the 6-momh delay period, s/l'la is in8!igible for the assignment. 

A Foreman or employee iis also Ineligible to take a Mutual Aid d1.1ly assignment if slhe is out of the· 

offii:as on administrative leave or is a reisporiderrt ir1 an on-goln.g lwesligation at the lime of the 

request f,or Mutual, Aicl. 

"Tih'e Foraman that. holds the Hedge lnst,ructor rolli! is eligible for mutual aid duty assignments so long 

as sltie mems other eligibility req,uiremen~ and is on the m IJlual aid lisl 

If a Foreman or emiplo,ya!l turns down a mutual afd duty assignment 9.!'he ·s not eligible ta bs called 

again until a'II names have lbeer1 ,called on lhe est.ibl1shecl mutual aid I st within Ule six momh acti\le 

period of lhe list. 

Once a Forema Fl or employee has serv,ecl a mutual aid assig r1ment. s/he wi ll 111ot be eligible to serve 

again wlthl n tl'le six mollttl period the list tis good for ur1less all names l'lavl! .already been cal ed from 

lhe mu!.ual aidl list 

~pens.ation 

All hours worked as part of the employee6' normally schedu led work hours are paid al Ille slraig;h'I 

time rate of pa,,,,. 

2 
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As noted under Article 7, Overtime, of the IBEW MOU, all ov~mme hours incurred while a SMUD 
I BEW -represented employee w--orks u~der the auspi£8S of a SMLID Mulllal Assistance Agreemen~ 
wiln aMther uUllty are paid at two ijmos lfle straight time rate of pay_ 

Example: An employee's normal!y schedured work ho rs for a \veek on a 9/8180 schedule 
are as follows: 

Mor1day 
Tu~day 
Wednesday 
Thursday 
Friday 

6;30 - 4:00 
6:30-4:00 
6:30-4:00 
6:30 - 4:00 
ADO 

All hoors worked Monday - Thursday betweer, the hours of 6 :30 - 4:00 are paid at t11e 
s1Jaigh1 time, rate of pay., unless !he employee has itlsufficient rest. All hours wor,ked outside 
6 :30 -4:00 on Monday - Thursday, and all hours worked Friday, Saturday, a11d Sunday, are 

paid at the double time rate of pay, 

~eec:Lal Cl rcumstances 

W,h.en employees have lrav.aled 8 or more hours and have been dep1oyed 14 CCltl$$cutive calendar 
days for a mul.ual aicl duty assignment, upon retum tiie employees wil be givem ,one pa[d day off 
following the date of retl!Jm. iif returning on a Sun<lay, Monday, Tuesday, Wednesday, or Thursday. 

In accordance with Article 4 Expenses, S~lloll 3, emporary Change of Headquarters, Subsection 
C, if special cifCUmstances exist al lhe time a tempo.-.iry change of work headquarters is to be made, 
and it is in tile best interest of SMUO, SMUID will meet and confer and may .igree upori reasonable 
alternatives to the above expense allowances fur meals. IO<fgl 9, lravel time, and transpmtation in 
advance or lhe assignment 

If lflis reflects your understanding of our agreement, p ease sign n the space provided below. 

Sincerely, 

~~7Yl~tlU 
Jenr11 Dibble 
Ser1ior Labor Relations Analyst 

~lkw> 
Sam G ero Date 

Business Represenlalive 
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Powering forward. Together. 

~ 

March 14, 2018 
LR 18-008 

Samuel A. Glero 
IBEW Local 1245 Business Representative 
PO Box2547 
30 Orange Tree Circle 
Vacaville. CA 95687 

SUBJECT: Transmission Fall Protection 

Dear Mr. Glero: 

We've met on multiple occasions to discuss management's plan to implement fall protection for 
employee's performing tower work. We reviewed the line Department's procedures and the 
training manual pertaining to tower work fall protection. Wrthin those procedures, SMUD will be 
implementing a weight limtt of 310 pounds to reinforce safe work procedures and to protect the 
integrity of SMUD's infrastructure. This is a combined person and tool weight based on the 

. American National Standa.rds Institute (ANSI) recommended rating. SMUD has identified the 
tool weight to be approximately 30 pounds, thus any employee doing tower work will not weigh 
in excess of 280 pounds. 

In order to comply with this weight limtt. employees regularly performing tower work will be 
weighed during his/her annual physical with SMUD's onsite Med Services. If during the annual 
physical an employee weighs in between 275-280 pounds, s/he will be required to check in with 
Med Services on a quartMy basis until the employee's weight falls below 275 pounds. 

If employees not regularly performing tower wol'k are called upon in an emergency or for a 
special project. the employees called upon must meet the 28()-pound weight limtt and must be 
weighed prior to perfonning tower work. 

In the event an employee exceeds the 280,pound weight limit. we've agreed to handle the 
situation as follows: 

1. If the employee exceeding the weigh limtt is 1 of the 2 employees that regularly perform 
tower wor1< as of the date of this letter, he will continue to do all non-climbing duties of 
his position until he weighs in at 280 pounds or less. If at any time the employee does 
not have enough non-<:limbing duties, management may temporarily reassign the 
employee using the line worker series until the employee meets the weight limit. Once 
the employee meets the weight limit, he will be returned to his tower position. In other 
words, we're grandfathering in the two current employees to having rights to their tower 
position ~ temporarily reassigned as a result of the tower fall protection weight limit. 
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In the fu ure if a tower employee fails. to weigh in u der the 280-pound limit, sJhe may be 
permanently reassigned using the line wor1<er series. Management will discllSS wi~h 
Labor Relations when an employee is not meeting the conditions of employment. If the 
employee reaches an eJigible weight a a later time, s/he may reapply for the tower 
position through a recruitment process whe a vacancy exits. 

As a result of this agreement, the .ippropriats job descriptions will be updated to incl de the 
weight limit as a condition of employment. · 

It this reflects your un erstanding of our agreeme t, pr.ease sign in the space provided below. 

Sincerely, 

61'1},k:J~ 
Jenn Dilbb e 
Senior Labor Relations Analyst 

~~t,~ 
Sam Giere 

Bwsiness Repres~atlve 
Date 
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ri g f rward. To,11etne,r. 

October 15, 2019 
LR 19-014 

LooMennel 
IBEW Local 1245 Union Representative 
POBox2547 
30 Clninge Tree Circle 
Vacaville. CA 95687 

SUBJECT: Letter AglNmtnt- Hydro Field Tech Series Job Desctiption Revisions 

Dear Lou: 

We have met to clscuss changes to the Hydrography Field Tech Sarles job descriptions. 

Fresh Pond management had requesbld that these Job des~ons be revised to Include minimal 
Telecomm Tech duties which are necessary for the Hydro Field Tech job classes to do while conducting 
maintenanceopen,tioos in the UARP. Management'• intent is to allow Iota minimal amount of Telecomm 
Tech work to be perlormed by these Hydro Field Tech posttions (not in the powerhouses) in order to 
create efflclencies given the unique chaUenges of woll<ing in remote locations and the relatively email 
scale of opentlions peffonned by staff assigned to SM\JD's Fresh Pond location. 

Management aoknowledges that the Hydro Field Tech series positions will not be perfonning the full 
scope ofTelecomm Tech dudes and the purpose ol these changes to the job descriptions is not for the 
purpoee of reducing the headcount o/Telecomm Techs or removing wori< from lhe Telecomm Techs who 
are a&Slgned lo Fresh Pond, 

SMUO and the IBEW agree that these changes to the Hydro Field Tech Serles job descriptions will 
increase compensation tor these job classfflcations to align with the Telecomm Tech pay, effective 
12121/19 as outlined In the table below: 

Job Code JobTHle Current P8y Telecomm % 
lncreaee 

50051735 HYDROGRAPHY FIELD TECH $ 49.66 $ 51.68 4.07% 
50051736 HYDROGRAPHY AELD TECH W/CL $ 50.66 $52.68 3.99% 
50051737 HYDROORAPHY FIELD TECH WIHAZ. ~ 50.78 $52.80 4.00% 
50099280 HYO FLO TECH FRMNIWN LT OC DELIMIT PER MGMT 
50098810 HYO FLO TECH FRMNIIMJ LT $ 58.87 $61.09 7.42% 
50098811 HYO FLO TECH FRMN/WN,LT W/CLA $57.87 $62.09 7.29% 
50098809 HYO FLO TECH FRMN/WN LT W/HAZ. $ 57.99 $62.21 7.28% 
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l R UHI -, 

101151201 9 

If the fo regoing reflecls your understanding of ollr agreemenl. please sign iri Ille space provided be.:ow 
and r,eturri the signed oopy to Labor Relations. 

Sincerely, • 

~~ 
Cheryl Elia 
Ma r,age • Employee Relations 

\~~~ 
Lou Mennel 

IBEW Union Repr,esentalive 
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September 1, 2020 
LR 20-013 

Lou Menne! 
IBEW Local 1245 Union Representative 
PO Box2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

Powering forward. Together. 

SUBJECT: Grid Planning and Operations Drone Pilot Program 

Dear Lou: 

SMUD and the IBEW have met to discuss the use of Unmanned Aerial Vehicles (Drones) to 
perform the photographing of transmission facilities of the Upper American River Project 
(UARP). Grid Planning and Operations has indicated a desire to move forward with a Drone 
Pilot Program as described below. 

This pilot project has been carefully considered to provide multiple benefits for SMUD, at a 
very reasonable overall cost. The use of drones has the potentia l to greatly enhance SMUD's 
information on its transmission grid. This pilot project will utilize drones to take high-resolution 
p ictures of transmission structure components. The pilot will be limited to SMUD's 
transmission assets located in the CPUC's high fire threat areas, Tiers II and Ill. These are the 
transmission assets located in SMUD's UARP. The pilot will help to identify corrective actions 
that may be necessary. 

It is the intent to have this work scheduled to begin this summer and is expected to be 
completed by December 31, 2020. SMUD will notify the IBEW in writing if the work is 
expected to go beyond December 31 , 2020. 

SMUD Tower Patrol (Line Subforeman/Woman) in Line Assets current responsib ilities include 
the inspection and repair work of overhead transmission and distribution electrical lines. 
Tower Patrol will continue with their v isual inspections, drive-up and close-up, utilizing their 
normal equipment including binoculars, iPhone, iPad, spotting scope, and patrol by helicopter, 
as needed. 

SMUD recognizes the concerns brought forward by the IBEW regarding the impacts to the 
Tower Patrol. The use of the drone technology/tool during this pilot program will augment work 
currently being performed by the Tower Patrol. It is not the intent of this program to reduce the 
regular work force in accordance with the MOU. 

SMUD EC-OC 4401 Bradshaw Road Sacramento, CA 95827-3834 1.888.742.7683 smud.org 
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Letter Agreement 
LR 20-013 

Page2 9/1/2020 

SMUD agrees to meet and confer at the completion of the pilot and over the use of drones for 
work normally performed by the !BEW. 

If the foregoing reflects your understanding of our agreement, please sign in the space 
provided below and return the signed copy to Labor Relations. 

Sincerely, 

T ~~ -y\ C,.,Vo.AA.L-0--.L 
Tiffany Navarrette 
Senior Labor Relations Analyst 

Lou Menne! 
IBEW Union Representative 

~ l , L-o~ 
Dte 
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SMUD•u 

Septerooo, 1, 2021 
LR 21.004 

l ouMennel 
Business Represen-.i.alve 
IBEVV local 12:45, 
lO Orangie irae Cflde 
Vaca\lile. CA 95696 

Powenng fon..ard. To ether. 

SUBJECT: Assigrunnenlof Overtime for Facility Sttmon@fY Erig nee-r.s 

SMUD and 11,e; mBE.W n.Wi meC on multiple occasions to discuss cwertin,e 
~ nmenti adnunistraiicm ior lhe Facalitie9, Stationary l::nglnaer (F'SE} 
cJa,.giffcaiiQn, nie follcw~ s9reemenl eonee~nln:g the a~nmenl of overtime is 
&1pp,iepble to the followf Q.g das:sifica1foos: 

• Facl v Slatlonary Engineer ~oremaruwaman 
• Journey level Facility Stationaty Engineer 

1. Gonel'al Plll1ini::ipln and Rules 

A~nment of ovenme $hell 1;1,e d~!buted Wld rotated a& oqually .as proolicsble 
;c1m~ qualified empbyees In the same Cla$S'1~n wbo hl:WB volun eered fo 
be available. EmplO)'OOS vho Nspond lo lhe voluntary email are rnak.ing a 
dcfl Lc eommitrnw to be readily E1Vailable tor aasigrwnents. SMUD wll use dle 
1::1mployees w ifh thit least amo1,m.t of rec-o.-ded overtime hours ffom a ranked. 
recorded list of ltte ~Q4.111ting period, 

:2. Sign-Up Prnceduiw 

A. Tho overtime ist administrator w ill ~nd a weekl:,i sigfl•uJ) emaU on 
Wednasday whrch w,ill remain open for e:lgl'l-UP untl the end ol l he work !ihat 
-the E'altowing Tu3iSday for employee, de5,idrig to wodi; voluntary Dfetmangcd 
overane for tlE following prearrariged overtmle perlod ccmmc.ncingi on 
Friday. 

B. During this tUle volooteeis can respona ro the ernail wnh a yes.. no, or 
lnellglble ;;1n:s,i;,e1 . 

I. A "ye~ response to lhe Mnaiil mean6 you are a..,aiable lo work. 
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. A "'no.0 ponse to ·lhe - U s y,ou .are not lnte~ted er cannot 

,.io.FL 

iii. you :i;are 

C. he O'olerlime r will b sed lor all pmenail'i ~ .d , rnd ell"lllerg;e1T1Cy, ov line· 
or lh p,ecified O\!e: • - , p r oo, 

S,, Volunht"f-Y O . '!1'hne A-ae:ignl"IW!nt Aclt'li'I n n ~on 

• V'Olu-, teeir employee a rru.s&t h ve I ilf)e ;uelfficati.Ons required for th - peclflc 
overtime . s: 'i ooien . 

• IForctn FLtW<0rnan wJlii ptti ll'li'.:1'1100>"'1'1 

Facilili. .. ,()r, ft Supervisara se 
. II ~end 8JiJ iern ii to, 

eni'wome:m l1laY re . to · he email i th · · ,!.llso have work, 

ededl, end jusfifit.atiO 0!1" o,vertiille. 

•· SupeFVi:Sor wlU ~hefil app~o-'a'a or disapprove overtim1e rnqu 

" If li:i'vtlrl.lme is Pl)rQ.Yed, 0-Y ~ I st admlrf !ra'lor will ' . J1J rpu wari1t 

the ranki£1!1 list in the reve; - - order ar-d 4;1mail U'iQ ,r -em __ 
andl . rn II ilh he seJectEld , · rs, (Email us. 

of , t on ·oo fBafilBte tt. uene,y betwes.n 

e:3} 

• rnployeea- who dac:lln ilO v •. un eer or '!.!ho ha , v~l nteefed fur - o~ ' 
list and 1hen decina, o ir a unav ilsble to 'WJ:Jl"f. . "1111 b. · . ge,ii a · um 

Tum c!o . Tl will be drlargedl s,t ' , · :(imurrn pre:arra . ho,urs worlisd by 
-- . l~r ~ for 'that · 'j not to ~ d 8 h.ou 

• An 'I · Y-'Ee wino is ofli', r · edi.ately pwood n. 
:scli · d led overtime w ill ·- t be '. ,or l!li r. 'for O'I'~ ime ntil the 
emp1o e retu~ _o work - tti. · nexJ: !iegular sch · uled ~Y end ahe 
employ if1lO: lbe: creditscll lirilh llme vrorked. (,ex: wirn not o · ermpl□re.e 

who is. not a~ work) 

lg.yee·s. l'B'Sp□ · lllty to ems· t'hle oia'. e list :agminislratcr f 
inelig · le after ... o nr . n bii!:sed oo h·:s. ,, reeme · ~nd!Of t'h 
e.miil is raceiw-ed (r · • .l dies · of off on t rye-),, before Dua, 

, n dDWn is · : ~.. d 

il 
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• Jcorutty FSE that arei in an ESN fonmillllwcman podlan will be IIVlll8Q8d in 
an the~ owrtme lllt. ThON haurli will ..., bl c:anied bu 
to the ,ioumevmanlw0mln"• lllt WiMn ESH hM ended. 

• Upgntded fSE's inti;, a ~ padian wlll remain on the Joumi!liy 
FSE'alll. 

• Once ~ II ~. an FSE wtlo Nldl "yet" cannat ohangll Mr 
dadllon and dlcUne Olleflfme wlhout being charged a tum clown (maximum 
8 dlatlned holn). 

• FSE on ltght cltJly lfllllJI. WII ant, be &lowed to work ovarliM If lhl wuk ta 
wtlhln thlllr n!llridk:Jnl and lilPPfWOd ~ ~. 

• Y!lhln there are not 11:11nCll.lgh 'll'Olwteen. far pream1ngitd OVllrfme, Iha 
tnmanlluoman and ~ wil make 1M daolllaft an ¥m1t job& wl be 
perloml l!ld. -

• Al averllmB can be l!Qduc:ied or Ganaelld • y. 

• ThJl rankfid G\ltd:ine lilt will be updMl!lid N S0<III • POIIIM. n OVll!lli•te ii 
~-

• Eadl furem~man ii reaponalbll fat h1aplng fntak oFthllirawn en,,,, hoUPII 
W0lked dllli'lg lie overllln9 day and Nfldlng a 1!1.11111lalY of wark aloqg with al 
crew hou11 to ~ and OV!Mtime lilt admml8ntor. The 0¥Btlma 11st 
admlnldramr 'l'll'll 1han -..X,ate the overtime llt and c:ommunlcata the ~ 
ltst by lffld and poet an tile FSE 8hwe Point SIie:. 

• Al awtllma haln wlll be BfOed out at the ENld of each }'NI' and will 1111rt 
ovar on January 1. 1lliO ratilg order will l1Hl"IM'l lhl ...,. • Ir WM at 1ha 
!alt pay pedOCI Of the pPM0UI yaar. 

• A 1'111111 lfflf!loyae 11111 ba gt.tllln tha ~ number af owdtme hCMn WDfkad 
t,y 1haM an tha lilt at 1bal 1rne and will be placld on ht lllt wllh thau naura. 

• The OV\tdlnw Ult Will 1nlCk al hc11.n worked and h«n dldnld for 
prearrang9d and -lffl!Mganey OWdlme.. Thia ra:1ked 1st Wl'll be utazed far all 
ovdnlwofk. 

• Joumaiy FSEI wlh b l0W9II nurnbllr or 1'8CX!fded hour8 oo the overtrme 1kt 
will b9 offlNd JIRYffllnged end ~ ovedine ffrll If ilddlllonal 
wttdcar8 arw ~ the lowt fa11:1111~ on the lat W'I lhln be uklld 
towork. 
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• far DVBttime WDl'k Jmmti,in9 ii fob uaigned t) a fi1n!imanlwoman dll'lng 1he 
wr;,,t week, the ~ned i,~1,!111 will be li&btd lo Wflik flrat. IF hafltie 
acoepta. joufflE¥Tlen will be ,elll cl9'1I with Ile f8ll$1; amount of overtime fi'orn 
thell!ll 

• ft 0'¥8flimei Wtlffl ahould gi:;11 O'Wllr 'l!PrOINlid ~Ila tirn6, fman8nlwaman 
O'ftlftMMllng lhe job will nolfy ..i~ ~r,g IIJ)prov&C to 0ontiru.- - by 
uma 1he on-<:al ~ lilt and pl'Kme nur,,blffl,. if ..i~ ia not 
RNKtllltlla ~an will make deeilb'I. 

• In lhe eue of "n of 5hiff" O'Wlldime b jQti contmuly purpoaee, FS& under 
the foreman/woman wdl take prutty D\l'8f" uanu the O'Wllrtirni, lilt. 

• FOt "end Of ehm:". non--jOI) c=onlnllty W0dt, fOl'M'IIIIMUOITlllll'I mum reapend to 
1he cal If no erq:,tryee CEil COWi' the WCWk. • ill 1he b'IWnan/WQman"s 
reapon9lbllty to du::io.e an FSE fhxn the ranked overtme Ult If ,.end of the 
~ G¥1dfme la cldled, h ~ wl be charged 1he added hoUl9, In 
rare draumslaftcltl. wheN thlM are no VOUfflllfl, to stay t:,r th8 ~ al 1he 
lhfft" overtme_ fmllmln wm Cl0fttact tM FSE who II On Call 

• OWldfmll far AlbNtol reillllCI wade wfll not• chargad hDurs. 

• On-Cal 1111~•1 may wort. OHi Ilia• but aan • IWdhalacl at my tint for 
"OnCall•wodc:.. 

Ill Alf/ ll!lfn9llli8ni:,_f 11ffl-C:III' radndad WOfk that ODffllll In whfln • cnNl Is 
W0fD1i1J ~ ov81ti'ne. ellllilll be diected to the MH'.:81 aufJIIMaor to 
~ h eall hl of the on-ed FSE 

... llandalafy &Ai .... 

• Whln t,se are ll'lllllfllcknt FSEe liMlllamle fDr overtwne. 1he Fadl:J 
SupeMli0t'& wlll wlgn amploya• to work hi IIIICNIIIY cwertme. 

• An empl!:Ji.,ee who ii gff on leave will DC1I: be BBd or requmlld fol ......,.tin• 
unll the ~ refunw ID WOik on their next regular 8Cheduled WOfkday 
and 1he employee will not be Gredlled wfth 1ine wort.ed. 

• Mandatory 0Mti111e will b8 anigni,d flrd to mnplgyw with the lowl!l8I: 
reooRled i:,qftme hou,-. actual Wtll'fried from h ~ list 

• An 1;1111JICJ¥1;11e who dca nat hbla a lpeciific akin or queiifk:il'll0n required for 
the '11liU1dakHy U991ment may be by plli88d fOl'"that llpei:ific 89:fliGrmert. 

• Emplo,;a111 Wlgned under 1h18 Mt:tlDn l1lfllY find a qlJllttled replacimant with 
aupewviliOry approval r:.ut wa tl6 dilfged Wflh a lfllandard a b0ln un dc:Mft 
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lltim will 

This Lette Ag t 1 .• -

Slnoerel1, 

iDflS Anal:j's 
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FSE Overtime Agreement Page6 

Definitions: 

Prearranged overtime- Arranged or agreed upon work. Employee is notified before 
leaving work on a workday to work overtime, and they are given at least 12 hours off 
before the reporting time. 

Emergency overtime- Overtime work which has not been prearranged. 

Ineligible- Excused from being asked to volunteer for overtime work. 

Short Notice- With little advance warning or time to prepare. 

Turn Down- Reject offer to work overtime. 

Job Continuity- The current work task cannot easily be walked away from because of 
the knowledge, that others may lack. Serving as a Subject Matter Expert. Minimum 
distance to job site is at least 45 minutes. 

!ll1lID21 

9/1/2021 
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24, 2021 
LR 21-007 

Lou Mennel 
IBEW Local 1245 Union Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95687 

Powering forward. Together. 

SUBJECT: Grid Planning and Operations Drone Pilot Program - Extension 

Dear Lou: 

SMUD and the IBEW have met to discuss the use of Unmanned Aerial Vehicles (Drones) to 
perform the photographing of transmission facilities of the Upper American River Project 
(UARP). 

The purpose of this letter agreement is to extend the Grid Planning and Operations Orone Pilot 
Program Side Letter Agreement (LR 20-013). It was the intent for SMUD to have completed 
the work by December 31 , 2020; however, the work is now expected to be completed by 
September 30, 2021 . SMUD will notify the IBEW in writing if the work is expected to go 
beyond September 30, 2021. 

The scope of the pilot project remains the same as outlined in LR 20-013. 

If the foregoing reflects your understanding of our agreement, please sign in the space 
provided below and return the signed copy to Labor Relations. 

Sincerely, 

~~ ~a-A) o.Nu.-tt=: 
Tiffany Navarrette 
Senior Labor Relations Analyst 

Lou Menne! 
IBEW Union Representative 

SMUD EC-OC 4401 Bradshaw Road Sacramento, CA 95827-3834 1.888.742.7683 smud.org 
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May 25, 2023 
LR 23-010 

Lou Mennel 
Business Representative 
IBEW Local 1245 
30 Orange Tree Circle 
Vacaville, CA 95696 

SUBJECT: Letter Agreement for Troubleshooters 

Dear Mr. Mennel: 

Powering forward. Together. 

The purpose of the letter is to memorialize our agreement and to update LR 09-
002 (Letter Agreement for Troubleshooters On-Call Pilot). The new letter will 
read as follows: 

On-Call: 

A. Employees in the following classifications will be subject to On-Call: 

• Troubleshooter 
• Senior Troubleshooter 

B. Employees may request to trade On-Call assignments. 

C. It is the employee's responsibility to find a replacement for on-call assignments. 

D. When the On-Call employee has made arrangements for another employee to 
take their calls, both the scheduled and the replacement employee are 
responsible for notifying supervision about the substitution arrangements. 

E. On-Call substitution arrangements must be approved by supervision as much 
time in advance as possible prior to the start on on-call period. 

F. Employees On-Call will be compensated at the rate of two (2) hours of their 
regular, straight-time pay for each day On-Call. 

G. Employees On-Call are required to be fit for duty and available to report to work 
in a reasonable amount of time. 

SMUO EC-OC 4401 Bradshaw Road Sacramento, CA 95827-3834 1.888 742.7683 smud.org 
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H. All applicable overtime provisions will apply if the On-Call employee is required 
to respond. 

I. Employees On-Call will be reachable by District-provided cell phone or home 
phone. 

J. On-Call will span a period as outlined in the annual troubleshooter work 
schedule. The schedule will be published no later than January 1st each year for 
the current year. 

Definitions: 

Areas are defined as: 

1. North - North of the American River 
2 . Town - South of the American River 
3. Deep South 

Geographical areas for call-out purposes are bound by the current Troubleshooter's 
map and are defined as: 

1. North - North West (NW), North Center (NC), North East (NE) 
2. Town - Town West (TW), Town South (TS), Town East (TE) 
3. Deep South - South East (SE), South West (SW) 

Guidelines for filling vacant shifts: 

1. Relief T roubleshooter on shift as designated by schedule. 
2 . Troubleshooter on days off who normally works that geographical area with 

lowest hours. 
-----~s-:-Relief-"'froobleshooter-on-days-off-with-lowest-hoor·c::-. -------------------1 

4 . Troubleshooter on days from other geographical areas with lowest hours. 

Note: After exhausting the above guidelines, double shifts may be offered following 
same process. 

Emergency Call-Outs: 

1. A total of four (4) "PM" second shift and one (1) "Deep South" Troubleshooters will 
be on call to cover all geographical areas, during the following periods: 

a . North and Town areas from end of second shift (2230hours) to the start of the 
first shift (0630 hours) the following day. 

b. The South area On-Call coverage is from 1600 hours to 0800 hours the 
following day. 

Page 2 of3 
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2. Emergency calls during these periods will first be issued to the Troubleshooter by 
their assigned geographical area. 

3. If a response is required in an area that does not have an assigned On-call 
Troubleshooter, the nearest geographically assigned On-call Troubleshooter will be 
called to respond. 

4. If additional assistance is needed to handle an emergency call, the next nearest 
geographically assigned On-call Troubleshooter will be called. 

Note: In keeping with the provisions of Article 7 of the MOU, consideration shall be 
given as to whether the Troubleshooter being called out will get sufficient rest before the 
start of his/her next regularly scheduled shift. The second shift relief Troubleshooters 
shall be used to provide shift coverage in order to provide the On-Call Troubleshooter 
sufficient rest. Alternatively, first shift Troubleshooters shall be requested to work early 
or on an extended shift for this same reason. 

This Letter Agreement supersedes Letter Agreements 09-002. 

If this reflects your understanding of our agreement, please sign in the space provided 
below. 

Sincerely, 

-lf(Mlj fl twaA/lJ..Th-
Tiffany Navarrette 
Principal Employee and Labor Relations Analyst 

IBEW Union Representative 

.S - Z.. S - L::n .. ~ 
Date 

Page 3 of3 
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SMUD~ 

December 22, 2025 
LR 25-032 

Kim Camatti 
Business Representative 
PO Box 2547 
30 Orange Tree Circle 
Vacaville, CA 95696 

Powering forward. Together . 

SUBJECT: Letter Agreement - Damage Assessor Call Out Process 

Dear Ms. Camatti, 

SMUD and the IBEW discussed establishing a pilot call out process specifically for the damage 
assessment process and documenting that process in a side letter of agreement (SLA). The pilot 
will run from the date of this SLA through June 2026. The Damage Assessor call-out process will 
be initiated when Senior Management formally activates the Emergency Operations Center 
(EOG). This activation signifies the escalation of a significant event warranting coord inated 
damage assessment efforts beyond normal operational procedures. When the Storm Response 
Team is activated by Senior Management within the EOG, the Damage Assessor call out process 
will be used. Normal work group call out processes will continue to apply for routine maintenance, 
rain events, or less severe weather conditions when the Storm Response Team isn't activated. 

SMUD seniority will be used to determine which volunteers are called out from the list of IBEW 
classifications for the first couple of storms, until all volunteers have hours, and then volunteers 
will be called out based on lowest number of hours. An operations code is being created for 
damage assessment work that employees will be able to use alongside a storm code (if one is 
created) on their timecards. This code will be used for tracking purposes and will ensure accurate 
numbers of hours are used in determining volunteers. The use of the operations code by 
employees on their timecard will be mandatory when performing damage assessment work, 
regardless of whether that work is performed during normal business hours or during overtime 
(once the code is created). 

Employees who turn down a volunteer opportunity will have a tick mark noted and will not be 
contacted again until all the names on the list have been contacted at least once (full list rotation). 
Employees who are not available to be used as damage assessors due to management's 
assessment or if the employee is already on-call during an event will not have a tick mark noted 
and will be considered for future events without having to wait for a full list rotation. This volunteer 
employee overtime lisUhours will be made available and sent to each IBEW classifications 
department supervisor and the IBEW after each event at the final payroll period when Senior 
Management formally activates the Emergency Operations Center (EOG). 

Newly trained volunteers will be averaged in if the list is already active with storm hours. If the list 
has not yet been activated with storm hours, SMUD seniority will be used. 

SMUD EC-OC J 4401 Bradshaw Road I Sacramento, CA 95827-3834 J 1.888.742.7683 I smud.org 
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Agreement 
LR 25-032 

Page2 December 22, 2025 

As of the date of this SLA, the following are IBEW classifications that are trained and used as 
volunteers as damage assessors and/or wire watchers : Cable Locators, Cable Splicers, Elect 
Techs, Facilities Electricians, Facilities Stationary Engineers, Meter Techs, Substation 
Electricians, Telecomm Techs, Util ity Compliance Specialists . While those trained to be damage 
assessors can also perform wire watching duties, the reverse is not the same. Wire watchers are 
not trained , nor do they have the background to be able to perform damage assessment work. 

If the foregoing reflects your understanding of our agreement, please sign in the space provided 
below and return the signed copy to Labor Relations. 

Sincerely, 
Digitally signed by Jennifer 

Jennifer Dibble g: :•202s.12.22 ,s54:1a 
--08"00" 

Jenn Dibble 
Senior Labor Relations Analyst 

Kim Camatti 
IBEW Business Representative 

Date 

SMUD EC-OC I 4401 Bradshaw Road I Sacramento, CA 95827-3834 1 1.888.742.7683 I smud.org 
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APPENDIX E 

Relocation Expenses Management Procedure 5.03.03.100 

Relocation Agreements As part of the hiring process, management may offer to reimburse 
reasonable relocation expenses for new employees in certain salaried or 
difficult-to-recruit positions in accordance with SMUD policy and the 
limitations set forth in this procedure. 

Hiring Directors shall notify HR Services when they wish to make offers 
to reimburse potential candidates for relocation expenses. HR Services 
shall document the reasons for the recruitment incentives and the 
approving authority. 

HR Services shall prepare and process all written employment offers, 
including offers to provide recruitment incentives. As part of the 
acceptance of an employment offer, the prospective employee must 
agree to repay SMUD in full for all incentives if he/she separates from 
SMUD employment, for any reason other than a SMUD-initiated 
reduction in force, within one year from the start date. 

Payment Limitations SMUD shall pay for air transportation at coach class rates only. All 
reimbursements for lodging, meals, and incidentals shall be limited to 
the maximum IRS per diem rate for the greater Sacramento area. IRS 
rates are available at www.gsa.gov/perdiem. 

SMUD shall not pay or reimburse for expenses above the specified 
limits or for expenses not specifically covered in this procedure unless 
approved by executive management as part of a signed employment 
agreement. 

Payment Arrangements Once SMUD receives the signed employment offer, the hiring 
department shall be responsible for arranging direct payments to 

vendors on behalf of the employee and for processing any 
reimbursements to the employee. 

The hiring department shall ensure that candidates obtain pre-approval 
for all arrangements related to air and rail transportation and the 
movement and storage of personal property. SMUD shall pay vendors 
directly for such expenses. 

SMUD shall reimburse the employee directly for other authorized 
travel and living expenses upon completion of the move and 
commencement of employment. SMUD does not provide any advance 
payment of relocation expenses. 

253 IBEW MOU 2026-2028 
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Search For Housing 

Personal Property 
and Vehicles 

Transportation and In-
Transit Expenses 

As part of a prospective employee’s employment offer, management 
may authorize the payment for up to five days and four nights of travel 
for the prospective employee and legal spouse/domestic partner to 
search for new housing prior to relocating to the greater Sacramento 
area. Covered expenses include one-time, round-trip transportation 
(mode determined by mutual agreement) to and from the greater 
Sacramento area, lodging, car rental (plus fuel, parking, etc.), and 
meals and incidentals while in the area. This allowance is not available 
once the prospective employee relocates temporarily or permanently to 
the greater Sacramento area. 

SMUD shall pay moving costs including packing, loading, and 
transporting up to a maximum of 15,000 pounds (excluding the 
weight of passenger vehicles) of household effects and personal 
property from the primary previous residence, and unloading and 
unpacking at the destination. SMUD shall pay for moving protection 
insurance to cover up to 15,000 pounds of household effects and 
personal property. 

SMUD shall also pay the cost of transit insurance and commercial 
shipping for two passenger vehicles on moves of 500 or more miles or 
for one vehicle on moves of less than 500 miles. An employee who 
chooses to drive his/her own vehicle(s) shall be reimbursed for 
mileage by the most direct route for one vehicle and for 75% of total 
mileage rate for a second vehicle on moves of more than 500 miles. 

SMUD shall pay for temporary storage of personal property in the 
greater Sacramento area for up to 30 days and for the one-time 
handling and delivery of personal property to the storage facility and 
the one-time handling and delivery out of storage. 

SMUD shall pay the cost to transport by air or rail the employee, legal 
spouse/domestic partner, and legal dependents from the form 
residence to the new residence in the greater Sacramento area. 
Transportation reimbursement shall be limited to the most direct route 
of travel. 

SMUD shall reimburse employees who choose to relocate themselves 
and their families by means of personal transportation in accordance 
with above provisions for the transport of personal vehicles. 

SMUD shall reimburse the cost of lodging while in transit only for the 
employee. The employee shall be responsible for any additional 
lodging expenses incurred for members of his/her household. 
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SMUD shall reimburse per diem meals and incidentals for the 
employee, legal spouse/domestic partner, and legal dependents while 
in transit. 

SMUD reimbursement for transit costs shall be limited to one day for 
travel by air or one day for every 350 miles for travel by personal 
vehicle. 

Temporary Housing Upon relocation to the greater Sacramento area, SMUD shall 
reimburse the employee for temporary lodging for up to 30 days 
while the employee arranges permanent housing. Reimbursement 
shall be for lodging only and shall not include meals and incidentals. 

Taxation Issues The IRS considers the payment of some relocation expenses as 
employee compensation subject to taxation.  SMUD may deduct 
federal and state withholding taxes from certain relocation expense 
reimbursements. SMUD shall include taxable amounts in the W2 for 
the employee in the year of reimbursement. The employee shall be 
responsible for obtaining tax advice about relocation expenses and 
maintaining receipts for tax purposes. 

Related References IBEW/OSE Memorandums of Understanding 
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APPENDIX F 

Employees should refer to Policies and Procedures under Work Resources on the iNet for all up-to-date 
policies. (Revised 1/1/2026) 
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tion 

Total Rewards 

Philosophy 

Implementation 

Related References 

Approved By 

Paul Lau 

Administrative Policy AP 04.03.02 

Subject Title 

Education and Training Benefits Education Assistance and 
Tuition Reimbursement 

SMUD encourages continuous learning and provides employees with 
financial assistance for approved courses of study that are not 
related to their current job classification and that will benefit both the 
organization and its employees. 

The Chief Diversity Officer or designee communicates to employees 
the educational assistance benefits available and approves 
processes and procedures to administer this program, including the 
establishment of both course and employee eligibility and approval of 
expenses. 

IBEW Memorandum of Understanding 

OSE Memorandum of Understanding 

PSOA Memorandum of Understanding 

Administrative Policies 
AP 04.01 .01 - Total Rewards Philosophy 
AP 04.03.01 - Employee Learning and Development 
AP 04.03.03 - Professional Memberships, Licenses and 

Certifications 

Management Procedures 
MP 04.03.02.100 - Education Assistance and Tuition 

Reimbursement 

Established Date Effective Date Next Review Date Page 

10/01 /1995 09/13/2024 09/13/2024 Page 1 of 1 

Employees should refer to Policies and Procedures under Work Resources on the iNet for all up-to-
date policies. (Revised 1/1/2026) 
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Section 

Total Rewards 

Introduction 

Approved By 

Paul Lau 

Administrative Policy AP 04.05.05 

Subject Title 

Employee Leaves Family Care and Medical 
Leave 

SMUD is a covered employer within the definition of the 
Federal Family and Medical Leave Act (FMLA) and the 
California Family Rights Act (CFRA). Where differences 
between the two laws exist, SMUD will comply with those 
provisions which are most beneficial to the employee. 

When eligible, one or both laws permit employees to take up 
to 12 workweeks of unpaid leave. When both laws apply, 
FMLA and CFRA entitlements will run concurrently. The 
employee's leave will be designated as allowable by law in 
each calendar year for any of the following reasons: 

• Birth of the employee's child. 
• Placement of a child with the employee for adoption or 

foster care. 
• Care of the employee's parent, spouse, domestic 

partner, child, grandparent, grandchild, or sibling with a 
serious health condition. 

• Care of a designated person with a serious health 
condition. 

• The employee's own serious health condition. 
• Qualifying exigency related to the covered active duty 

or call to covered active duty of the employee's spouse, 
domestic partner, child, or parent in the Armed Forces 
of the United States. See MP 04.05.05.1 00. 

(Routine exams such as physicals, eye examinations, and 
routine dental appointments and treatment for non-serious 
conditions do not qualify for FMLA/CFRA leave.) 

Exceptions to the 12-week rule may apply when the leave 
involves: 

• The employee's own pregnancy, covered under 
California's Pregnancy Disability Leave Law. See AP 
04.05.09. 

• The care of a spouse, child, parent, or next of kin who 
is a current service member or veteran of the Armed 
Forces and who has a serious injury or illness incurred 
in the line of duty. See MP 04.05.05.101. 

Established Date Effective Date Next Review Date Page 

09/01/1996 01/01/2025 01/01/2028 Page 1 of 7 

Employees should refer to Policies and Procedures under Work Resources on the iNet for all up-to-
date policies. (Revised 1/1/2026) 
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Total Rewards 

Definitions 

Approved By 

Paul Lau 

Administrative Policy AP 04.05.05 

Subject 

Employee Leaves 

Tit le 

Family Care and Medical 
Leave 

Child: A biological, adopted, step or foster child, a legal ward, 
child of a domestic partner, or a child for whom the employee 
stands in loco parentis. 

Parent: A biological, adoptive, step or foster parent, legal 
guardian, parent-in-law, or an individual who stood in loco 
parentis to the employee when the employee was a child. 

In Loco Parentis: A person with day-to-day responsibilities to 
care for and financially support a child, or, in the case of an 
employee, a person who had such responsibility when the 
employee was a child. A biological or legal relationship is not 
necessary. 

Spouse: A husband or wife as recognized under State law. In 
California, "spouse" includes a registered domestic partner. 

Domestic partner: Certificate of Registration of Domestic 
Partnership through the State of California is required. 

Designated Person: Any individual related by blood or whose 
association with the employee is the equivalent of a family 
relationship. Identified by the employee at the time leave is 
requested. Limited to one designated person per calendar 
year. 

Serious Health Condition: An illness, injury, impairment, or 
physical or mental condition that involves: 

• Any period of incapacity or treatment in connection with 
or after inpatient care intended to be overnight, whether 
or not it was. 

• Any period of incapacity requiring absence from work, 
school, or other regular daily activities, of more than 
three consecutive calendar days and requires 
continuing treatment. 

• Ongoing treatment by or under the supervision of a 
health care provider for a chronic or long-term health 
condition. 

• Restorative dental or plastic surgery after an accident 
or injury. 

Established Date Effective Date Next Review Date Page 

09/01/1996 01/01/2025 01 /01 /2028 Page 2 of 7 
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Total Rewards 

Eligibility 

Use of Accrued Leave 

Approved By 

Paul Lau 

Administrative Policy AP 04.05.05 

Subject 

Employee Leaves 

Title 

Family Care and Medical 
Leave 

Workweek: The normal weekly schedule for that employee. If 
an employee's schedule varies significantly from week to 
week such that there is no "normal" weekly schedule, a weekly 
average is calculated over the 12 months prior to the leave. 

Employees eligible for coverage under FMLA/CFRA are those 
who have been employed by SMUD for at least one year and 
who have worked at least 1,250 hours in the 12-month period 
immediately preceding the start of the FMLA/CFRA leave. 

Employees are required to use their accrued sick leave, 
compensatory (comp) time, and personal/annual leave before 
being placed on unpaid status. 

Exceptions: 

Serious health condition of a qualifying family member: 
Employees are required to use accrued comp time and 
personal/annual leave. Employees may elect to use accrued 
sick leave prior to being unpaid. 

Leave while disabled due to the employee's own 
pregnancy: Employees are required to use accrued sick 
leave. Employees may elect to use accrued comp time and 
personal/annual leave prior to being unpaid. 

Birth or placement of a healthy child: Employees are 
required to use comp time and personal/annual leave prior to 
being unpaid. Employees may elect to use accrued sick leave. 

Workers' compensation: Employees are not required to use 
accrued leave. 

Disability or Paid Family Leave Benefits: Employees are 
not required to use accrued leave. 

Represented employees should refer to their respective MOUs 
and Side Letter Agreements for the rules regarding their use 
of sick leave, comp time, and personal/annual leave before 
taking any otherwise unpaid leave. 

Established Date Effective Date Next Review Date Page 

09/01/1996 01/01/2025 01/01/2028 Page 3 of 7 
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Total Rewards 

Pattern of Leave 

Notification 

Medical 
Certification 

Approved By 

Paul Lau 

Administrative Policy 

Subject 

Employee Leaves 

AP 04.05.05 

Tille 

Family Care and Medical 
Leave 

Employees may be granted full-time leave, intermittent leave, 
or a reduced work schedule when medically necessary. The 
work schedule will be determined by the supervisor or 
designee and will be based on business need. 

Leave should be consistent with the frequency and duration 
medically certified. If leave substantially deviates from the 
certification, the employee may be required to recertify their 
need for leave. 

Leave generally must be taken in not less than 15-minute 
increments. However, leave for the birth, adoption, or 
placement of a child shall be taken in two full workweek 
increments unless an alternate schedule is requested and 
approved by the supervisor in advance. Leave requested for 
less than two full workweeks shall be approved on two 
occasions, assuming the employee has not exhausted their 
CFRA leave. Leave may be taken for this reason within 12 
months of the child's birth or placement. 

When the need for leave is foreseeable, employees must 
provide at least 30 days' notice to their supervisor and make a 
reasonable effort to plan the timing of their leave to minimize 
work disruption. 

If the need for leave is not foreseeable, employees must notify 
their supervisor at the earliest time possible, but not later than 
the start of their scheduled work shift. 

Notice of leave will include enough information to know the 
leave may be covered under FMLA/CFRA and the expected 
duration. 

Employees must provide medical documentation certifying the 
need for leave qualifies under FMLA/CFRA. Certification shall 
include: 

• Leave begin date. 
• Estimated leave end date. 
• Verification of a qualifying reason for leave. 

Established Date Effective Date Next Review Date Page 

09/01/1996 01/01/2025 01/01 /2028 Page 4 of 7 
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Total Rewards 

Return to Work 

Retroactive Requests 

Job and Benefits 
Protection 

Approved By 

Paul Lau 

Administrative Policy AP 04.05.05 

Subject 

Employee Leaves 

Title 

Family Care and Medical 
Leave 

• Frequency and duration of leave if intermittent. 

If the need for leave is for the employee's own condition 
SMUD may require a second medical opinion, at SMUD's 
expense. If the medical opinions conflict, SMUD may pay for a 
third, binding medical opinion from a health care provider 
approved jointly by the employee and SMUD. 

Employees are expected to return to work on their first 
scheduled workday following their leave end date. 

If an employee is on a continuous leave due to their own 
serious health condition, they must provide an updated work 
status to their supervisor and IDM@smud.org if: 

• They can return to work sooner than expected, 
• Their need for leave is extended, and/or 
• They will be returning to work with restrictions. 

Retroactive requests for FMLA/CFRA leave will be reviewed 
on a case-by-case basis. If SMUD learns that an absence is 
FMLA/CFRA qualifying, a retroactive designation will be made 
while the leave is in progress. If an employee requests that an 
absence be designated as FMLA/CFRA, the request must be 
made within two working days of the employee's return to 
work following the leave. 

Whether paid or unpaid, FMLA/CFRA leave does not 
constitute a break in service or change an employee's hire 
date. Because hire dates are unchanged, seniority is 
protected. Employees will keep the benefits they accrued 
before their leave, including any sick leave, comp time, or 
personal/annual leave not used or paid out during the leave . 
SMUD will continue to pay its regular share of employee 
benefit premiums. 

An employee will generally be restored to their same position 
or an equivalent position upon their return to work. Some 
exceptions include: 

• For employees who are unable to perform the essential 
functions of their positions, either with or without 

Established Date Effective Date Next Review Date Page 

09/01/1996 01/01 /2025 01 /01 /2028 Page 5 of7 
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Total Rewards 

Fraud 

General Notices 

Approved By 

Paul Lau 

Administrative Policy AP 04.05.05 

Subject T itle 

Employee Leaves Family Care and Medical 
Leave 

reasonable accommodation as required under the 
Americans with Disabilities Act (ADA) and California 
Fair Employment and Housing Act (FEHA). SMUD will 
provide, where possible, reasonable accommodation 
for the disabled. See AP 06.01 .02. 

• Where the position ceased to exist during the 
FMLA/CFRA leave period. An employee whose position 
ceased to exist may have rights to another position 
under the Civil Service Rules or applicable MOU. 

• Where an employee is found to have fraudulently 
obtained FMLA/CFRA leave. 

If an employee's leave is unpaid, lengthy, or both, there may 
be some effects that should be considered. Employees do not 
earn personal/annual or sick leave and are not eligible for paid 
holidays or floating holidays that occur during unpaid leave. 
Timing for salary increases may change. Employees must 
continue to pay their share of any applicable insurance benefit 
premiums while on leave. Payroll deductions cease, as do 
contributions to CalPERS and Social Security. CalPERS 
service calculations may also be impacted by unpaid leave. 
Contact People Services & Strategies for specific issues. 

An employee who fraudulently obtains FMLA/CFRA from 
SMUD is not protected by the FMLA/CFRA's job restoration or 
maintenance of health benefits provisions. In addition, SMUD 
will take all available appropriate disciplinary action against 
such employee due to such fraud. 

The U.S. Department of Labor has published a general notice 
regarding the FMLA entitled "Employee Rights under the 
Family and Medical Leave Act". A copy of that notice is posted 
on employee official bulletin boards as required by the FMLA. 

The California Civil Rights Department has published a 
general notice regarding the CFRA and Pregnancy Disability 
Leave entitled "Family Care and Medical Leave and 
Pregnancy Disability Leave". A copy of that notice is posted on 
employee official bulletin boards as required by the CFRA. 
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Administrative Policy AP 04.05.05 

Subject Title 

Employee Leaves Family Care and Medical 
Leave 

IBEW/OSE/PSOA Memorandums of Understanding 

Administrative Policies 
AP 04.05.09 - Pregnancy Disability Leave 
AP 04.05.15 - Sick Leave 
AP 06.01 .02 - Disability Accommodation 

Management Procedures 
MP 04.05.05.100 - Active Duty or Call to Duty Family Leave 
(FMLA) 
MP 04.05.05.101 - Leave to Care for Wounded Service 
Member (FMLA) 
MP 06.01 .01 .100 - Light Duty 
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Notifying SMUD 

Pay 
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Administrative Policy AP 04.05.06 
Subject Title 

Employee Leaves Jury Duty And Court Appearances 

SMUD supports the concept of civic responsibility. Employees will be 
granted leave with pay if they are required to report for jury duty or are 
subpoenaed as a third-party witness in a hearing or trial related to 
SMUD's interest. Employees involved in a court case as a plaintiff, 
defendant, or witness in a case that is unrelated to SMUD's interest 
or against SMUD may request use of their accrued personal 
leave/vacation. 

All employees except temporary employees originally hired for less 
than six months including casual, intermittent or seasonal employees 
regardless of the number of hours worked per week are eligible for this 
leave. 

Employees must notify their supervisor as soon as they are summoned 
or subpoenaed for jury duty or court appearance so that their 
supervisor may plan for this absence. Employees must provide copies 
of their summons or subpoena to their supervisor. 

Employees who must appear for jury duty or to testify as a third-party 
witness in a hearing or trial related to SMUD's interest will continue to 
receive their normal pay. Employees receiving payment from SMUD 
for their jury service are required to waive payment from the court for 
their jury service. 

Employees are excused from work when jury duty service of 8 or more 
hours occurs during their shift. If jury duty service is less than 8 hours, 
employees must immediately contact their supervisor at the conclusion 
of such service and they may be required to work the remaining 
fraction of the workday. 

Represented employees should refer to their Memorandum of 
Understanding for rules on shift rescheduling during jury duty. 

IBEW Memorandum of Understanding 

OSE Memorandum of Understanding 

PSOA Memorandum of Understanding 

Established Date Effective Date Next Review Date Page 
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Section Subject Tit le 

Total Rewards Employee Leaves Pregnancy Disabillity Leave 

Introduction 

Eligibility 

Use of Accrued 
Leave 

Pattern of Leave 

Return to Work 

Approved By 

Paul Lau 

California Pregnancy Disability Leave (POL) provides e ligible 
employees with up to four months of unpaid, job-protected leave 
when disabled due to a pregnancy, childbirth, or a related medical 
condition. POL is separate from leave under the California Family 
Rights Act (CFRA). 

POL runs concurrently with FMLA when eligible. 

All pregnant employees are eligible for POL. 

Employees are required to use sick leave before being placed in an 
unpaid status. Employees may elect to use comp time and 
personal/annual leave, but are not required to do so. 

Exception: Disability Benefits, employees are not required to use 
accrued leave. 

Represented employees should refer to their respective MOUs and 
Side Letter Agreements for the rules regarding their use of sick 
leave, comp time, and personal/annual leave before taking any 
otherwise unpaid leave. 

Employees may be granted full-time leave, intermittent leave, 
or a reduced work schedule when medically necessary. The 
work schedule will be determined by the supervisor or 
designee and will be based on business need. 

Leave should be consistent with the frequency and duration 
medically certified. If leave substantially deviates from the 
certification, the employee may be required to recertify their 
need for leave. 

Leave generally must be taken in not less than 15-minute 
Increments. 

Employees are expected to return to work on their first 
scheduled workday following their leave end date. 
Employee must provide an updated work status to their supervisor 
and IDM@smud.org if : 
• They can return to work sooner than expected, 
• Their need for leave is extended, and/or 
• They will be returning to work with restrictions. 
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Policy AP 04.05.09 

Section Subject Title 

Total Rewards Employee Leaves Pregnancy Disability Leave 

Retroactive Requests Retroactive requests for POL will be reviewed on a case-by-case 
basis. If SMUD learns that an absence is POL qualifying, a 
retroactive designation will be made while the leave is in progress. 
If an employee requests that an absence be designated as POL, 
the request must be made within two working days of the 
employee's return to work following the leave. 

Notification When the need for leave is foreseeable, employees must provide 
at least 30 days' notice to their supervisor and make a reasonable 
effort to plan the timing of their leave to minimize work disruption. 

Job and Benefits 
Protection 

Approved By 
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If the need for leave is not foreseeable, employees must notify their 
supervisor at the earliest time possible, but generally not later than 
the start of their scheduled work shift. 

Notice of leave will include enough information to know the leave 
may be covered under POL and the expected duration. 

Whether paid or unpaid, POL does not constitute a break in service 
or change an employee's hire date. Because hire dates are 
unchanged, seniority is protected. Employees will keep the benefits 
they accrued before their leave, including any sick or personal 
leave not used during the leave. 

An employee will generally be restored to their same position or an 
equivalent position upon their return to work. Some exceptions 
include: 

• For employees who are unable to perform the essential 
functions of their positions, either with or without reasonable 
accommodation as required under the Americans with 
Disabilities Act (ADA), California Fair Employment and 
Housing Act (FEHA) and Pregnant Workers Fairness Act 
(PWFA). SMUD will provide, where possible, reasonable 
accommodations. See AP 06.01 .02. 

• Where the position ceased to exist during the leave period. 
An employee whose position ceased to exist may have 
rights to another position under the Civil Service Rules or 
applicable MOU. 

• Where an employee is found to have fraudulently obtained 
POL leave. 
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Total Rewards Employee Leaves Pregnancy Disability Leave 

Fraud 

Related References 
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SMUD will continue to pay its regular share of employee benefit 
premiums. Employees must continue to pay their share of any 
applicable insurance benefit premiums while on leave. If leave is 
unpaid by SMUD, payroll deductions cease, as do contributions to 
CalPERS and Social Security. CalPERS service calculations may 
also be impacted by unpaid leave. Contact People Services & 
Strategies for specific issues. 

An employee who fraudulently obtains POL from SMUD is not 
protected by the PDL's job restoration or maintenance of health 
benefits provisions. In addition, SMUD will take all available 
appropriate disciplinary action, up to and including termination, 
against such employee due to such fraud. 

IBEW/OSE/PSOA Memorandums of Understanding 

SMUD Civil Service Rules 

Administrative Policies 
AP 04.05.05 - Family Care and Medical Leave 
AP 04.05.15 - Sick Leave 
AP 06.01 .02 - Disability Accommodation 

Management Procedures 
MP 04.05.1 4.100 - Personal Leave 
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Section Subject Title 

Total Rewards Employee Leaves Sick Leave 

Eligibility 

General Provisions 

Approved By 
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All employees who work more than 30 days per year are eligible to 
accrue sick leave, except: 

• OSE-Represented employees who are eligible to receive 
annual leave in lieu of sick leave. For the purpose of this 
policy, the term "sick leave" is used interchangeably for 
annual leave only in reference to OSE-represented 
employees. 

• Retired annuitants are excluded from the sick leave policy. 

Please reference any applicable Memorandum of Understanding 
(MOU) to determine eligibility, use, the type of leave accrued for 
the purpose of sick leave, and other applicable provisions. 

In addition, employees eligible for sick leave or annual leave are 
not only eligible for sick leave protections as set forth herein or in 
their applicable MOUs, but also the Kin Care protections as set 
forth below. 

Sick leave is an integral part of SMUD's Total Rewards program 
and provides salary protection when an employee is unable to 
work for the following reason: 

• To diagnose, treat, care for an existing health condition or 
to obtain preventative care for themselves, a family member 
or designated person. 

• To care for an employee's spouse, registered domestic 
partner, child, parent, or next of kin (nearest blood relative) 
who is or was a covered service member ("Service 
Member") in the Armed Forces and who has suffered a 
serious injury or illness incurred in the line of duty. [See MP 
04.05.05.101] 

• To bond with their newborn child or a child newly placed 
with them for adoption or foster care. 

• Victim of crime leave or to care for family members who are 
crime victims (See AP 04.05.17 for limitations), including: 

Established Date 

12/15/1995 

o Leave to appear in court pursuant to a subpoena is 
for victim of any crime 

o Leave for relief or to ensure safety/health/welfare of 
the employee or family member who is a victim of 
domestic violence , sexual assault, stalking or any act 
that causes bodily injury, involves a weapon, or 
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Section Subject Tit le 

Total Rewards Employee Leaves Sick Leave 

Accrual Rates 

Use of Sick Leave 
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involves threat of injury or death (actual or 
perceived). 

Family Member includes the employee's: 
• Child: A biological, adopted, or foster child, stepchild, legal 

ward, child of a registered domestic partner, or a child to 
whom the employee stands in loco parentis. This definition 
is applicable regardless of age or dependency status. 

• Parent: A biological, adoptive, or foster parent, stepparent, 
or legal guardian of an employee or the employee's spouse 
or registered domestic partner, or a person who stood in 
loco parentis when the employee was a minor child. 

• Spouse. 

• Registered domestic partner. 

• Grandparent. 

• Grandchild. 

• Sibling. 

• Designated person: This person must be designated at the 
time leave is requested. Limited to one designated person 
per calendar year. 

Eligible regular full-time and part-time employees accrue (1) hour 
of sick leave credit for every 20 hours worked. Eligible limited-term 
and temporary employees accrue one (1) hour of sick leave credit 
for every 30 hours worked Please refer to the applicable MOU and 
Benefit Guidebook for further information regarding accrual rates. 

Except while on leave due to an industrial injury or unless an 
applicable MOU dictates otherwise, employees do not accrue 
additional sick leave while taking leave without pay. There is no 
maximum accumulation for sick leave. 

Employees begin accruing sick leave upon employment and can 
use it as soon as it is credited on their pay stub, except student 
interns who may not use sick leave until after 60 days of 
employment. Payment of sick leave is made at the employee's 
current rate of pay. 
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Section Subject Title 

Total Rewards Employee Leaves Sick Leave 
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Sick leave may be used in 15-minute increments. When sick leave 
is used, employees must let their supervisor know in advance of 
their regular starting time or before leaving work if they become 
sick while at work. 

If employees become ill or injured while on personal leave, they 
may request that their personal leave be changed to sick leave. 

Sick Leave to bond with a child: 

• Employee must request leave from their supervisor with 30 
days' notice, or at the earliest time possible if the need for 
leave is not foreseeable, but not later than the start of their 
scheduled work shift. 

• Employee must receive approval from their supervisor or be 
approved for statutory leave [see AP 04.05.05] prior to 
taking leave. 

• Leave must be taken within 12 months from date of birth or 
date of placement for adoption or foster care and 

• Leave is not to exceed 8 weeks per event and must be 
taken in 2-week increments, at minimum, with 2 exceptions 
of less than 2 weeks allowed per event. 

Sick or Annual Leave may run concurrently with FMLA/CFRA/PDL 
should it be determined leave is due to a qualifying condition [See 
AP 04.05.05]. 

SMUD employee use of State-mandated sick leave is limited to 
the first five (5) days or 40 hours, whichever is greater, of sick 
leave per calendar year. 

"Kin Care leave" is protected sick leave that allows an employee to 
use up to half of the leave they will accrue that year to care for 
themselves or family members as set forth above. By law, only the 
employee using the sick leave may designate when their use of 
sick leave is also treated as Kin Care leave. Such designation 
must occur at the time an employee is informing SMUD of their 
use of sick leave or, in unusual circumstances when making a 
designation is impractical at the time of notice, as soon as 
practical thereafter-but in no case later than 2 days after the 
return to work. If they do not indicate that they want their sick 
leave to also be protected as Kin Care leave, the employee's sick 
leave will not be considered use of Kin Care leave. 
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Section Subject Title 

Total Rewards Employee Leaves Sick Leave 

Medical Verification and If an employee's supervisor has cause to believe that the 
Release employee's absence is not for an authorized reason, the 

supervisor should consult with Labor Relations before asking the 
employee to provide documentation from their licensed practitioner 
or counselor to substantiate the need for sick leave, annual leave, 
and/or Kin Care leave. 

An employee's request to use sick leave, annual leave, or Kin 
Care leave may be denied if they do not provide a medical 
verification of illness and/or a medical release when required to do 
so by SMUD. In such cases, the employee's absence may be 
charged as unauthorized leave without pay and the employee may 
be subject to disciplinary action. 

SMUD may require a medical release from an employee's 
physician before the employee will be allowed to return to work. 

Effects of Termination There is no payment of accrued sick leave upon termination. 
Accrued sick leave is added as a CalPERS service credit for 
retirement benefit calculations in applicable situations. 

Sick Leave Balance 
Reinstatement 

Unacceptable Usage 

Related References 
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Unrepresented employees rehired within one year of initial 
separation are eligible, pursuant to State law, for reinstatement of 
their sick leave balance. Represented employees should refer to 
their respective MOU to determine eligibility and conditions for 
balance reinstatement. 

SMUD recognizes employees will need to use annual leave, sick 
leave, and/or Kin Care leave on occasion and may have a right to 
protection when eligible under this pol icy, applicable MOUs, and 
applicable laws. However, when there is a misuse or violation of 
this policy, or usage exceeds that allowable under law, 
management will confer with Labor Relations and the employee 
may be subject to Positive Discipline, up to and including 
termination of employment. 

SMUD Civil Service Rules 

IBEW/OSE/PSOA Memorandums of Understanding 

Benefit Guidebooks 
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Administrative Policies 
AP 04.01 .01 - Total Rewards Philosophy 
AP 04.05.05 - Family Care & Medical Leave (FMLA) 
AP 04.05.09 - Pregnancy Disability Leave 
AP 04.05.17 - Victims of Crime Leave 
AP 05.01 .06 - Accommodations for Victims of Domestic Violence, 
Sexual Assault, and Stalking 
AP 05.02.01 - Unauthorized Absence 

Management Procedures 
MP 04.04.04 .100- Employee Assistance Program 
MP 04.05.05.101 - Leave to Care for Wounded Service Member 
(FMLA) 
MP 04.05.14.100 - Personal Leave 

Health & Safety Standards 
6-01 Incident Reporting & Investigations 
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Section Subject Title 

Employment Civil Rights Nondiscrimination, Anti­
Harassment and Non-Retaliation 

Prohibition of 
Discrimination, 
Harassment and 
Retaliation 

SMUD prohibits discrimination, harassment and retaliation by a 
supervisor, coworker, customer, vendor, contractor, applicant, or 
other person doing business with SMUD. SMUD holds its 
employees to a higher standard than that required by law and is 
committed to providing a work environment in which all individuals 
are treated with respect and dignity. Therefore, SMUD expects its 
employees to conduct themselves in a professional and business­
like manner. 

Conduct prohibited by th is policy is unacceptable in the workplace 
and in any work-related setting outside the workplace, such as 
during business trips, business meetings, and business-related 
social events. Where a violation of this policy is determined to have 
occurred, regardless of whether an individual has complained, 
SMUD wil l take prompt remedial action to stop the behavior and 
prevent its reoccurrence. 

An employee who violates this policy or SMUD's other related 
policies will be subject to disciplinary action, up to and including the 
immediate termination of their SMUD employment. SMUD's Positive 
Discipl ine policy AP 05.02.09 does not apply to violations of this 
policy. An individual who engages in unlawful conduct may also be 
personally liable for their actions, and may be subject to civil 
penalties. 

Protected Categories SMUD believes in equal opportunity for all of its employees and 
applicants. SMUD prohibits discrimination and harassment based 
on any of the following protected categories: 

Approved By 
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• Age (40 and above) 

• Race, ethnicity, or color (including traits historically 
associated with race such as hair texture and hair styles) 

• National origin or ancestry (including language or accent 
restrictions; threats of deportation; participat ion in 
organizations identified with or promoting a national origin 
group like schools, rel igious institutions, etc.; names 
associated with a nat ional origin group; and the physical, 
cultural, or linguistic characteristics, associated with a 
national origin group) 

• Religion & religious creed (including religious dress or 
grooming practices) 

Established Date Effective Date Next Review Date Page 
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Discrimination 
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• Sex, gender (including pregnancy, ch ildbirth, or any related 
medical conditions, requests for pregnancy disability leave, 
or requests for extra break time to express breast milk) and 
reproductive health decision making 

• Sexual orientation 

• Gender identity & expression (including gender-related 
appearance/behavior, whether or not stereotypically 
associated with the person's assigned sex at birth) 

• Marital status 

• Disability (mental and physical, including HIV and AIDS) 

• Medical condition (including cancer/genetic characteristics) 

• Genetic information 

• Uniformed service (military and veteran status) 

SMUD also prohibits discriminat ion and retaliation against any other 
category/activity protected by federal, state, or local law (i.e., many 
laws prohibit discrimination for various reasons such as 
membership in a union, pol itical involvement, filing a claim, and 
taking a protected leave for FMLA, being a crime victim, or 
otherwise.) 

Discrimination involves the denial of privileges or failure to treat 
someone equally because of their membership in a protected 
category (see list above). 

Examples of actions that may violate this policy include, but are not 
limited to: 

• Terminating, demoting, or withholding advancement or 
training opportunities to an employee because of their 
protected characteristic(s), such as disability, gender, or age. 

• Restricting employees from using languages other than 
English in the workplace unless the restriction is necessary 
for conducting business. 

• Asking a question about an applicant's protected category, 
such as age, religion, or pregnancy status, that is unrelated to 
the position . 
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Harassment 
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• Excluding a person from certain meetings or group activities 
because of their protected characteristic(s), such as ethnicity 
or sexual orientation. 

SMUD prohibits harassment based on membership in a protected 
category (see list above). Harassment is unwelcome verbal, 
physical, or visual conduct directed at an individual because of their 
membership in a protected category. 

Examples of actions that may violate this policy include, but are not 
limited to: 

• Making disparaging comments or jokes related to a person's 
protected category, such as race, nat ional origin, military 
status, medical condition, or gender identity/expression. 

• Behaving in an intimidating or offensive manner because of a 
person's protected characteristic(s) such as age, gender, or 
sex. 

• Including religious or anti-religious statements or jokes in 
emails, text messages, or as a screensaver. 

Sexual harassment is unlawful. Sexual harassment can arise from 
(1) an offer conditioned on receiving sexual favors or (2) actions that 
create a hostile work environment based on another's sex or 
gender. This includes harassment of a person of the same sex. 
Sexual harassment can take the form of unwelcome physical, 
verbal, or visual conduct. As with other types of harassment or 
discrimination, an employee's behavior may violate this policy 
without meeting the legal definition of "sexual harassment." 

Examples of actions that may violate this policy include, but are not 
limited to: 

• Making unwanted sexual advances. 

• Offering employment benefits in exchange for sexual favors. 

• Leering, whistling, or making sexual gestures. 

• Making verbally abusive comments of a sexual nature, such 
as graphic commentaries about an individual's body or using 
sexually degrading words to describe an individual. 
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Retaliation 

Complaints 
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• Displaying, distributing, viewing, or storing sexually 
suggestive objects, pictures, cartoons, or posters. 

• Unwelcome touching or impeding/blocking movements. 

SMUD prohibits retaliation against a person because they have 
made a complaint, participated in the investigative process, or 
engaged in other conduct protected by this policy. 

Examples of actions that may violate this policy include, but are not 
limited to: 

• Eliminating a pay increase because an employee refused to 
engage in what they reasonably thought was discriminatory 
conduct. 

• Denying necessary training to a person because of their 
testimony during an investigation. 

• Withholding an assignment so as to adversely affect an 
employee's job performance or career advancement for 
having made a compla int. 

Individuals who believe they have experienced or witnessed 
conduct prohibited by this policy should immediately report such 
conduct to their supervisor, the Fair Employment Office, Labor 
Relations or the Legal Office or utilize SMUD's Ethics and 
Compliance Hotline (800-921 -8407) or Website (www.integrity­
helpline.com/smud.jsp). Individuals may also report any unlawful 
discriminatory, harassing, or retaliatory conduct to an appropriate 
government agency such as the Department of Fair Employment 
and Housing (800-884-1684) or the Equal Employment Opportunity 
Commission (800-669-4000). 

Supervisors are required to immediately report all complaints they 
receive regarding suspected violations of this policy to the Fair 
Employment Office. 

SMUD will promptly investigate or otherwise appropriately respond 
to any complaint involving an alleged violation of this policy. If you 
feel SMUD has not adequately begun to respond to your complaint 
within five (5) working days of making the complaint, immediately 
contact another SMUD supervisor/office identified above. 

Everyone involved in an investigation of an alleged violation of this 
Established Date Effective Date Next Review Date Page 
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Harassment and Non-Retaliation 

Related References 
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policy must fully cooperate, including, but not limited to, attending all 
required meetings, providing accurate and truthful information, being 
forthcoming, conducting oneself in an appropriate and courteous 
manner when meeting with investigators, complying with SMUD's 
prohibition of retaliation, and maintaining appropriate confidentiality. 

Board Policy 
SD-8 - Employee Relations 

Administrative Policies 
AP 01.02.03 - Diversity & Inclusion 
AP 05.01 .03 - Whistleblower and Anti-Retaliation 
AP 05.01 .04 - SMUD Complaint Process 
AP 05.02.03 - Ethics 
AP 05.02.04 - Electronic Information 

Management Procedures 
MP 05.02.03.100 - Ethics 

SMUD Code of Business Ethics and Employee Conduct 

Established Date Effective Date Next Review Date Page 

11/01/2000 03/08/2023 03/08/2026 Page 5 of 5 

278 IBEW MOU 2026-2028 



  
 

   

 

 

 

  
 

., s Mu o· Administrative Policy AP 05.01.03 

Section 

Employment 

Policy 

Anti-Retaliation 

Disciplinary Action 

External Assistance 

Related References 
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Subject Title 

Civil Rights Whistleblower and Anti-Retal iation 

SMUD is committed to complying with all federal, state and local 
laws and regulations in its operations and practices. SMUD's goal 
is to monitor the workplace in order to prevent violations of law from 
occurring, and to take any necessary corrective action. SMUD 
believes that its employees can be a good source of information 
and has established this policy to encourage employees to disclose 
their reasonable suspicion of alleged illegal conduct without fear of 
retaliation. 

An employee who has a reasonable suspicion that a violation of 
law or SMUD policy has occurred or will occur should immediately 
disclose their suspicion so that SMUD may investigate the alleged 
wrongful conduct and take any necessary internal corrective action. 
An employee may ( 1) follow complaint procedures contained in 
SMUD's Complaint Process AP 05.01 .04; (2) report their concerns 
directly to the Fair Employment Office, Legal Office, Auditor, or 
Labor Relations; or (3) util ize SMUD's Ethics and Compliance 
Hotline (800-921-8407) or Website (www.integrity­
helpline.com/smud.jsp ). 

SMUD strictly prohibits retaliation, including but not limited to 
interference, harassment, intimidation, or other adverse employment 
actions against any person who desires to make a complaint; who 
has made a complaint; or who participates in an investigation of a 
complaint made pursuant to th is policy. An employee who believes 
that they have been subjected to any form of retaliation prohibited by 
this policy should immediately report their concerns directly to the 
Fair Employment, General Counsel, Auditor, or Labor Relation's 
Office or utilize SMUD's Ethics and Compliance Hotline. 

Employees who engage in retaliatory conduct against anyone for 
participating in this process will be subject to disciplinary action, up 
to and including termination from SMUD employment. Disciplinary 
action taken under this policy is not subject to the SMUD's positive 
discipline requirements. 

Employees may also report suspected violations of laws or 
regulations, commonly referred to as "whistle blowing," to the 
California Attorney General's Public Inquiry Office (800-952-5225) or 
another appropriate agency. 

Administrative Policy 
AP 05.01 .04 - SMUD Complaint Process 

Established Date Effective Date Next Rev iew Date Page 

05/01/2006 04/24/2024 04/24/2027 Page 1 of 2 

I 

Employees should refer to Policies and Procedures under Work Resources on the iNet for all up-to-
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Administrative Policy AP 05.02.06 02/12/2015* 

Subject Tit le 

Employment Conduct Substance Abuse 

It is our policy to have a workplace free from the effects of drug and 
alcohol abuse. Therefore, working while under the influence of illegal 
drugs or alcohol is prohibited. The SMUD recognizes that drugs and 
alcohol can be addictive. We prefer to help an employee overcome 
drug and alcohol abuse rather than taking disciplinary action. 
However, the decision to seek diagnosis and accept treatment is 
primarily the employee's responsibility. 

General 

The SMUD provides a Drug and Alcohol-free Awareness Program to 
help employees understand and avoid the perils of drug and alcohol 
abuse. In addition, we provide help in overcoming drug and alcohol 
dependency problems. We believe that early recognition and 
t reatment is important for successful rehabili tation and encourages the 
employee's earliest possible recognition, diagnosis, and treatment. 

Conditions for Drug / Alcohol Screening 

Drug/alcohol screening may be performed in cases where there is 
evidence of drug or alcohol abuse or reasonable cause to believe an 
employee's use violates SMUD policy. Additionally, drug/alcohol 
screening will be performed in all situations required by law or 
regulation. IBEW represented and PAS employees should refer to 
Attachment 1. OSE represented employees should refer to 
Attachment 2. Represented employees should also refer to their 
respective Memorandum of Understanding. 

Confidentiality of Screening Results 

An employee's screening results will be treated confidentially. The 
nature of the results will be reported only to SMUD management 
representatives on a strictly need-to-know basis. 

Self Referrals 

Confidential assistance is provided through o ur Employee Assistance 
Program. Employees who voluntarily request assistance may enter a 
rehabilitation program and do so without jeopardizing their continued 
employment with the SMUD. See the appropriate MP Attachment for 
rehabilitation program details. 

SMUD-Directed Referrals 

Page 1 of 2 

Employees should refer to Policies and Procedures under Work Resources on the iNet for all up-to-
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Subject Title 

Employment Conduct Substance Abuse 

When a drug/alcohol screening indicates positive test results, the 
employee will be evaluated by the SMUD's professionally qualified 
substance abuse evaluator as to whether or not the employee is 
chemically dependent, and placed in our rehabilitation program. This 
will not jeopardize the employee's continued employment, provided 
they adhere to the terms of the rehabilitation program. See the 
appropriate MP Attachment for rehabilitation program details. 

Use Of Alcohol 

Drinking alcoholic beverages is not permitted on SMUD premises or on 
SMUD time. SMUD has no blanket ban on d rinking alcoholic 
beverages at lunch. Instead, each senior leadership member has final 
authority to determine their department's use of alcohol during lunch. 
We expect every employee to use prudence, good judgment and be fit 
for work. This policy is not to be considered as encouragement to use 
alcohol at lunch but is rather an expression of trust and confidence in 
the good judgment of SMUD employees. 

Use Of Prescribed Medicine 

Employees should notify their supervisor when using prescribed drugs 
or controlled substances that could impair their performance. The 
supervisor and the SMUD's health representatives will jointly determine 
if the employee should be given a different job assignment during the 
period of treatment. 

Page 2 of 2 
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Employee Conduct Positive Discipline 

SMUD believes each employee is primarily responsible for managing 
their performance and behavior. As part of performance management, 
SMUD manages discipline as a positive process that focuses on helping 
an employee succeed in performing their job well. The role of 
supervision is to help an employee, in a personal, adult, non-threatening 
way to achieve the self-discipline and self-direction to change 
performance or behavior if needed . The process SMUD has chosen is 
called Positive Discipline. This process is not used during an employee's 
initial probation or for employees appointed to positions exempt from 
"district civil service" as defined in section 12055 of the Municipal Utility 
District Act. 

Positive Discipline is a system for recognizing good performance and 
assuring mature treatment of employees when problems arise. It does 
not emphasize punishment, but focuses on helping each employee 
succeed in doing their job well. 

The key aspects of the Positive Discipline system are: 

• Recognizing and encouraging good performance. 
• Correcting performance problems through coaching. 

• Building commitment to effective work standards and safe work 
practices. 

Emphasis -- Positive Discipline emphasizes the individual employee's 
responsibility for managing their performance and behavior. 

If an employee has a safety/conduct, attendance or work performance 
problem, Positive Discipline focuses on communicating SMUD's 
expectation for change and improvement. This expectation is 
communicated to the employee in a personal, adult, non-threatening 
way. 

Positive Discipline gives the employee a chance to correct poor 
performance. It also builds employee commitment, not just compliance, 
to SMUD's performance expectations. Each step of the process reminds 
the employee of the performance that is expected and helps to obtain the 
employee's commitment to meet that expectation. The emphasis is not 
on punishment. Instead, the decision and responsibility to change 
performance rests with the employee. 

Supersedes SOP 4.4.1 dated Sep 1997 
•Project Update 10/2021 
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Employment Employee Conduct Positive Discipline 

Positive Recognition When an employee performs their work well, they deserve to be 
recognized for it. A key aspect of the Positive Discipline system is 
recognizing and encouraging good performance. 

Approved: Jan Schori 

Positive Recognition is an integral part of the Positive Discipline process. 
It is based on the beliefs that: 

• An employee will exercise self-discipline and self-direction to achieve 
goals to which they are committed. 

• Their commitment level is a function of the positive feedback they 
receive in connection with their efforts to achieve those goals. 

• Most employees, if not all, want to meet or exceed performance 
expectations, and deserve to be recognized for that effort. 

Recognition efforts are intended to reinforce good performance. Such 
efforts may range from a supervisor's informal discussion to a formal 
acknowledgment from the Board of Directors. Recognition may also 
appear in the media, such as an article in the Hi-Lines or another SMUD 
newsletter. 

The following forms of recognition provide a framework within which 
supervisors are expected to recognize the employee's achievements. 
They should be used frequently, with the degree of recognition related to 
the level of achievement. 

Positive Contact - A Positive Contact is a verbal contact where good 
performance is reinforced. It is the informal "pat on the back" for meeting 
or exceeding expectations. These discussions should be conducted by 
the immediate supervisor soon after expectations have been met or 
exceeded. These discussions may also focus on meeting or exceeding 
expectations on a specific improvement area, or meeting or exceeding 
expectations in overall work performance. 

It is recommended, but not required, that the supervisor log these 
contacts in the Employee Discussion Log (SMUD Form 2204 ). Whether 
or not to document a Positive Contact is at the discretion of the 
supervisor, depending upon the significance of the event which triggered 
the discussion. One of the expectations of the supervisor will be to look 
for Positive Contact opportunities. 

Other supervisors, such as the second level supervisor or department 
director, may also initiate Positive Contacts where appropriate. In these 
instances, the immediate supervisor may be made aware of this Positive 
Contact in order to see that it is logged. However, where the employee is 

Supersedes SOP 4.4.1 dated Sep 1997 
'Project Update 1012021 

Page 2 of 10 

284 IBEW MOU 2026-2028 



  
 

   

ection 

Employment 

Approved: Jan Schori 

Administrative Policy I AP 05.02.09 102,12,2015* 

Subject Title 
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not in the direct supervision structure of the person giving the Positive 
Contact, informal notes about a job well done are appropriate and need 
not be logged in the Employee's Discussion Log. Conversely, there is no 
reason they should not be logged either. 

It is anticipated that the employee will receive Positive Contacts, even if 
they are currently being counseled for other types of performance 
improvement. As such, they may receive Positive Contacts in one 
performance area during the same time period they are receiving 
coaching under the Positive Discipline guidelines in another performance 
area. There are risks associated with sending these two messages if 
they come from different sources. A misunderstanding could arise if the 
employee believes that the Positive Contact is a truer description of their 
overall performance and coaching is unwarranted. To reduce this 
misunderstanding, supervisors outside of the employee's direct line of 
supervision should make an effort to inform the supei-visor when Positive 
Recognition is appropriate. 

Letter of Recognition - A Letter of Recognition is a written contact for 
performance that clearly exceeds expectations and warrants recognition 
beyond the informal Positive Contact level. A Letter of Recognition 
should be issued when the employee has responded to unusual job 
demands in an exemplary manner. It is designed to be used when an 
employee's performance is such that they have set an excellent example 
of what good performance is all about and management wants to 
recognize and permanently reflect that in their personnel file. 

This written letter should usually be signed by the second level of 
supervision or senior leadership, and should be filed in the employee's 
personnel fi le in People Services & Strategies. 

To ensure t imely recognition, "Letters of Recognition" should generally be 
issued within two weeks of the occurrence or set of occurrences which 
warranted the letter. 

Recognition Opportuniities -- Opportunities for recognizing employees 
through Positive Contacts and/or Letters of Recognition include, but are 
not limited to, the following examples where an individual or team: 

• Took effective action in a crisis or emergency situation. 

• Developed a significant safety, quality, or environmental suggestion 
or a cost or work saving idea. 

• Improved unit reliabil ity. 

Supersedes SDP 4.4.1 dated Sep 1997 
•Project Update 10/2021 
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• Provided special training or assistance to other employees. 

• Completed a major project in a safe, cost effective and timely manner. 

• Attained outstanding performance in optimizing yields, production or 

product quality. 

• Maintained a good attendance record over a significant period of time. 

• Maintained an overall satisfactory work record over a sustained 
period. 

• Made a significant and sustained improvement in performance 
following coaching. 

Coaching is an effective method for the immediate supervisor to enhance 
performance and/or correct an emerging performance problem by: 

• Clarifying performance expectations 
• Providing performance feedback 
• Identifying problem causes and solutions 
• Getting results 
• Maintaining relationships and helping employees succeed. 

Coaching is not a formal level of discipline. 

Coaching for Performance Enhancement - Coaching is a day-to-day 
expectation of every supervisor at SMUD. Each supervisor is expected 
to help an employee achieve excellence in their performance by 
providing know-how, feedback and training. Coaching can be as routine 
as priority setting discussions on a daily basis, or as involved as training 
an employee on new equipment or procedures. It also involves helping 
an employee recognize opportunities to enhance satisfactory or superior 
performance. Recognizing an employee for a job well done is another 
essential feature of coaching. 

Coaching can come from many sources. It can come from supervisors, 
co-workers, support organizations, and other such sources. While it is 
anticipated that the typical coaching process will be a verbal contact from 
the employee's immediate supervisor, requirements and expectations 
can also be communicated in a written form. 

Supervisors are not required to document these coaching activities, but 
may elect to do so in the Employee Discussion Log if they believe a 
record of the contact will be useful at a later date. Since this type of 

Supersedes SDP 4.4.1 dated Sep 1997 
•Project Update 10/2021 

Page 4 of 10 

286 IBEW MOU 2026-2028 



  
 

   

sMuo· 
Section 

Employment 

Administrative 
Guidelines 

Approved: Jan Schori 

Administrative Policy I AP 05.02.09 1 02,12,201 s· 
Subject Title 

Employee Conduct Positive Discipline 

contact is very informal, over-documentation of this type of coaching 
should be avoided as it will tend to overly formalize the process. 

Coaching for Problem Solving - This is a discussion w ith an employee 
which will be necessary when a work performance, safety/conduct, or 
attendance problem has developed. The objective in coaching is to 
clarify expectations, help the employee recognize why their current 
performance is not fully meeting those expectations, develop effective 
solutions, and obtain a commitment from the employee as to how the 
problem will be corrected. 

Documentation is suggested in cases where it is anticipated that initial 
coaching may not correct the problem, and will usually be required in 
order to progress to formal discipline. Documentation should consist of a 
note in the Employee Discussion Log indicating the subject matter and 
the date the discussion occurred. 

Documentation - The Employee Discussion Log is not placed in the 
employee's personnel file. 

More than one coaching session may be appropriate before initiating 
formal discipline. However, coaching is not necessarily requ ired. 

Performance problems that require the use of Positive Discipline are 
divided into three general categories: Safety/Conduct, Work 
Performance, and Attendance. An employee may have a maximum of 
three Oral Reminders at any one time, each in a different category. If 
another problem occurs that requires formal discipline in a category 
where there is already an active Oral Reminder, the discipline must 
escalate to a higher level, usually a Written Reminder. 

Similarly, the maximum number of Written Reminders that may be active 
at one time is two, each in a different category. Should another 
performance problem occur where there is already an active Written 
Reminder, the discipline step must escalate to a Decision-Making Leave 
(DML). An Oral Reminder may be given in a third category while there 
are Written Reminders in two categories, but any escalation beyond that 
would have to advance to a DML. 

Because the DML is the last opportunity for an employee to make a total 
performance improvement commitment, there can be only one active 
DML. If an employee is not terminated after what may appear as a 
significant infraction while under an active DML, the decision not to 
terminate should be documented and reviewed by the supervisors who 
authorized the original DML. 

Supersedes SDP 4.4.1 dated Sep 1997 
•Project Update 1012021 
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It is strongly recommended that supervisors continue informal coaching 
at any step of the Positive Discipline process. 

Issuing formal discipline requires that a formal discussion be held with 
the employee by the employee's immediate supervisor. In the 
discussion, the employee's overall work record, and work performance, 
attendance, or safety/conduct problems are reviewed. Supervisors 
should consult with Labor Relations before any discussion takes place 
with the employee. Supervisors shall inform represented employees of 
their right to union representation prior to investigatory discussions or the 
imposition of formal discipline. When formal discipline is given, 
supervisors should obtain a verification of receipt. 

Oral Reminder - The Oral Reminder is the first level of formal discipline 
in the Positive Discipline process. It is used when an employee does not 
respond to coaching or when the seriousness of the behavior warrants 
this level of attention. The issuing of formal discipline shall only occur 
following a formal discussion noting the employee's explanation for the 
problem. As always, coaching is encouraged. 

This level of formal discipline requires that the supervisor meet with the 
employee. At this meeting, the supervisor will remind the employee of 
their responsibility for performance, express confidence in the 
employee's ability to improve, seek and support a commitment to 
improve performance through a problem-solving approach, and inform 
the employee that, after the effective date of this policy revision, this level 
of formal discipline will remain active for 6 months. The supervisor will 
also give the employee copies of any, relevant, non-confidential 
documentation. 

Written Reminder - A Written Reminder is the second level of formal 
discipline in the Positive Discipline process. It is administered when the 
employee does not meet a commitment to improve following an Oral 
Reminder or can be used when a single infraction is serious enough to 
warrant this level of discipline. An investigatory discussion, in which the 
employee's explanation for the problem is noted, shall occur prior to 
issuing this level of discipline. Here, as always, coaching is encouraged. 
A Written Reminder is fi led in the employee's personnel file. 

This level of formal discipline requires that the supervisor meet with the 
employee. At this meeting, the supervisor will remind the employee of 
their responsibility for performance, express confidence in the 
employee's ability to improve, seek and support a commitment to 
improve performance through a problem-solving approach, and inform 

Supersedes SOP 4.4.1 dated Sep 1997 
•Project Update 10/2021 
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the employee that, after the effective date of this policy revision, this level 
of formal discipline will remain active for 9 months. The supervisor will 
also give the employee copies of any relevant, non-confidential 
documentation. 

Decision-Making Leave (DML) - A Decision-Making Leave is the third 
and final level of formal discipline in the Positive Discipline process. It is 
given to an employee when the employee does not meet a commitment 
to improve following a Written Reminder or can result from a single 
infraction which is serious enough to warrant this level of discipline. As in 
all levels of formal discipline, an investigatory discussion shall occur prior 
to issuing a DML. Here again, as always, coaching is encouraged. 

A formal discussion is held with the employee. The discussion is 
immediately followed by placing the employee on a day off with pay for 
the employee to decide if they are capable and willing to meet SMUD's 
expectations. The DML should occur on the employee's next scheduled 
work day. If the employee is willing to make an immediate and sustained 
improvement in their overall work record, the employee will report this to 
the supervisor following the DML. In this follow-up discussion, specific 
improvement plans should be discussed. The employee should be 
informed that this is the final level of formal discipline and will remain 
active 12 months, and that if they do not show immediate and sustained 
improvement in their overall performance, termination will likely result. 
The employee will be given a letter summarizing the DML discussion and 
the employee's decision. 

A crisis suspension is used to remove an employee from the work site 
while the supervisor investigates certain events or allegations. Situations 
in which a crisis suspension may be used typically involve issues where 
an immediate separation of the employee from the work environment is 
in the best interests of the employee, fellow employees, and SMUD. 
Some examples include but are not limited to, theft, fighting, violation of 
the substance abuse policy, or insubordination. An employee who is 
placed on crisis suspension will be paid regular straight time wage or rate 
of pay for all scheduled hours not worked due to the crisis suspension. 

If, upon completion of its investigation, SMUD finds that no disciplinary 
action is required, the employee will be returned to work. If SMUD 
determines that disciplinary action should be taken, the appropriate 
disciplinary action will be administered. 

In order to protect employees and property, a supervisor may act under 
their own authorization unless the urgency level of the situation allows 
the supervisor to get prior approval first. 

Supersedes SOP 4.4.1 dated Sep 1997 
'Project Update 10/2021 

Page 7 of 10 

289 IBEW MOU 2026-2028 



  
 

   

SMUD. 
Section 

Employment 

Termination 

Deactivation 

Approved: Jan Schori 

Administrative Policy I AP 05.02.09 1 02,12,2015* 

Subject Title 

Employee Conduct Positive Discipline 

A termination occurs when Positive Discipline has failed to bring about a 
positive change in an employee's behavior, such as another disciplinary 
problem occurring within the twelve-month active duration of a DML. 
Termination may also occur in those few instances when it is determined 
that a single offense is of such major consequence that the employee 
forfeits their right to the Positive Discipline process. Notwithstanding the 
foregoing, if a performance problem that normally would result in formal 
discipline occurs during an active DML, mitigating factors such as length 
of employment, performance record, nature and seriousness of violation, 
etc. , will be considered before a decision is made to terminate an 
employee. If the decision is not to terminate an employee at this stage, 
the decision shall be documented and the documentation placed in the 
employee's personnel file. The employee shall also be given a copy of 
this documentation. 

An employee may be removed or discharged from SMUD employment 
for any of the following causes (Reference: Section 12162 and Section 
11937(b), California Municipal Utility District Act): 

• Incompetence 
• Habitual intemperance 
• Immoral conduct 
• Insubordination 
• Discourteous treatment of the public 
• Dishonesty 
• Inattention to public service 

The deactivation process recognizes improved performance and is a very 
important part of the Positive Discipline program. It is used when an 
employee improves their performance and maintains fully satisfactory 
performance during the active period of a formal disciplinary action. 

Ensuring Deactivation Occurs -- Labor Relations maintains a master 
list of deactivation dates and sends reminders to affected supervisors of 
upcoming deactivation dates. The supervisor meets with the employee 
to tell them the discipline is deactivated and in the case of a Written 
Reminder or DML, writes a memo telling the employee the respective 
discipline is inactive; commends the employee for improved 
performance; removes all references to the respective discipline from the 
division/department files; notes the inactive status of the discipline on the 
Employee Discussion Log, and returns the deactivation reminder to 
Labor Relations documenting that deactivation has been completed. 

Supersedes SOP 4.4.1 dated Sep 1997 
•Project Update 10/2021 
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Deactivation Dates -- The active period of formal discipline actions 
taken after the effective date of this policy revision is as follows: 

• Oral Reminder - 6 Months 
• Written Reminder - 9 Months 
• Decision Making Leave - 12 Months 

Formal discipline will deactivate when the time period for that particular 
formal discipline step has expired unless that step has led directly to an 
additional formal discipline step. 

In the event an employee at a formal discipline step is placed on an 
approved leave of absence in excess of 10 consecutive workdays, the 
active period referred to above will be suspended until the employee 
returns to the active payroll. However, if an employee is off the active 
payroll in excess of 12 consecutive months, any discipline will be 
deactivated upon the employee's return to the active payroll. 

Supervisors will notify the employee and Labor Relations when a 
deactivation period has been extended beyond the normal time frame. 

Maintaining Deactivated Documents - Deactivated documents related 
to all formal levels in the Positive Discipline program will be maintained in 
a confidential fi le in Labor Relations. 

Substance Abuse - Violations of SMUD's substance abuse policy are 
not subject to the provisions of the Positive Discipline policy. If it is 
determined that an employee is violating SMUD's substance abuse 
policy, then the correction of their performance issues related to the 
substance abuse cause will be administered according to SMUD's 
Substance Abuse policy. 

Discrimination/Harassment - Violations of SMUD's Discrimination and 
Harassment policy are not subject to the provisions of the Positive 
Discipline policy. If it is determined that an employee is violating 
discrimination/harassment policy, then the correction of their associated 
behaviors will be administered according to the 
Discrimination/Harassment policy. 

Performance Appraisals - While the underlying performance issues 
which result in formal disciplinary action are a basis for performance 
appraisals, SMUD will not make reference to any formal level of 
discipline in those appraisals. The recognition of good or poor 
performance and their related specifics, however, may be discussed. 

Administrative Policies 

Supersedes SOP 4.4 .1 dated Sep 1997 
'Project Update 10/2021 
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Employment Practices Outside Employment 

An employee shall not be employed outside of SMUD or actively 
participate in any outside business, if such involvement interferes with 
SMUD's requirements for job performance or availability for 
mandatory work outside regularly assigned work hours, or if it creates 
a conflict of interest. Employees who fail to comply with this policy 
may be subject to Positive Discipline pursuant to AP 05.02.09. 

Employees considering outside employment should discuss the 
matter with their supervisor to determine if it will conflict or interfere 
with SMUD employment. Senior leadership members and Process 
Owners are authorized to determine the appropriateness of an 
employee's outside employment. 

Employees shall not engage in activities, which could result in 
criticism to SMUD or provide the employee an advantage for personal 
financial gain at SMUD's expense. These conditions occur when the 
employee: 

1. Accepts payment for services that would normally be 
provided by SMUD. 

2. Deals in goods or services with contractors or contractor 
personnel while performing SMUD business. 

3. Acts as an advisor, consultant, or witness in matters which 
SMUD administers or which conflict with SMUD's interests. 

4. Makes, participates in , or influences any SMUD contract, 
transaction, or decision where from they or a family 
member might have a financial interest greater than a 
general member of the community and not otherwise 
permitted by law. 

5. Uses SMUD resources not available to the general public 
such as equipment, supplies, facilities, or information. 

6. Engages in any business transaction or undertaking which 
could influence their judgment or action on matters in which 
they may be involved as part of SMUD employment. 

7. Fails to timely and sufficiently disclose financial interest in a 
SMUD transaction or as required by law and good ethics. 

Administrative Policy 
AP 05.02.09 - Positive Discipline 

Established Date Effective Date Next Review Date Page 

07/01/2001 02/23/2022 02/23/2025 Page 1 of 1 
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Education Assistance and 
Tuition Reimbursement 

The Education Assistance and Tuition Reimbursement (EATR) benefit 
supports SMUD's philosophy of continuous employee learning and 
development. 

Regular full-time and part-time employees may request education 
assistance only for classes started after the employee's hire date. 
Limited term and casual employees are not eligible for this benefit. 

Employees whose overall performance is unsatisfactory or who are 
currently under formal disciplinary action, at the time of application 
approval process, are not eligible for education assistance. 

Employees take approved classes and complete study assignments 
outside their regular work hours. 

Employees must achieve a C grade or better, or pass a non-graded 
course, to be eligible for education assistance. If employees do not 
meet this requirement, they must repay SMUD for any advances 
provided, within 60 days of course completion. 

In accordance with these procedures, IRS regulations, and SMUD's 
Accountable Plan (defined in MP 03.02.02.101- Employee 
Reimbursements), employees must reconcile any advances and file 
any claims for reimbursement within 60 days after course 
withdrawal or completion. If employees do not meet the 60-day 
requirement, SMUD reports education assistance as income on 
employees' Form W-2 Wage and Tax Statement and may take 
additional action if employees fail to follow directives to reconcile 
advances or file reimbursement claims (See "Consequences of Non­
compliance" below). 

Employees needing an accommodation to participate in the EATR 
benefit should refer to A.P. 06.01 .02. 

SMUD expects employees to work for SMUD for at least one year after 
course completion. If an employee voluntarily separates from SMUD 
employment, including retirement, within one year of the course 
completion date, the employee must repay SMUD for any education 
assistance received during the employee's last year of employment. 
Repayment is waived if separation is initiated by SMUD (e.g. layoff, 
termination). 

Established Date Effective Date Next Review Date Page 
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Procedure 

Section Subject 

Total Rewards Education and Tuition Benefits 

MP 04.03.02.100 

Title 

Education Assistance and 
Tuition Reimbursement 

Eligible Classes and Education assistance is available for the following: 
Expenses 

Ineligible Classes 
and Expenses 

Approved By 

Jose Bodipo-Memba 

• Any class taken in fulfillment of requirements of a post-secondary 
degree program at an accredited college or university. To be 
recognized as "accredited" for the purpose of this program, the 
institution must be listed in the accreditation database maintained 
by the U.S. Department of Education's Office of Post-Secondary 
Education. The database is available on their website. 

• Classes or courses taken towards completion of certification 
programs offered through an accredited college, university or 
vocational school related to SMUD's business. 

• Individual classes in subjects applicable to business functions 
offered through an accredited college or university. 

The following are typical eligible expenses (must be a verifiable 
requirement or expense of course attendance): 

• Tuition and application fees. 

• Required textbooks, e-books, and software, except operating 
systems, as outlined in the syllabus or course description. 

• Required materials (other than textbooks) and service fees as 
stated in the syllabus or course description unless excluded below 
in "Ineligible Expenses", not to exceed $50.00 per course. 

Other required fees as defined on the institution fee schedule. 
Examples of these fees include: 

• Mandatory college union fees. 

• Mandatory associated student membership fees. 

• Library access fees. 

• Transcript fees required to prove satisfactory course completion. 

• Graduation fees. 

Education assistance is intended for employee development that is 
outside the scope of an employee's existing job classification. The 
program does not provide for the following: 

• Classes or courses of study that have no relationship to SMUD's 
business functions unless part of a pre-approved post-secondary 
degree program. 

Established Date Effective Date Next Review Date Page 
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s Mu o· Management Procedure MP 04.03.02.100 

Section Subject Title 

Total Rewards Education and Tuition Benefits Education Assistance and 
Tuition Reimbursement 

Coverage and 
Limits 

Approved By 

Jose Bodipo-Memba 

• Classes or courses of study taken solely for personal enrichment or 
recreation. 

• Classes, courses of study or conferences required for an 
employee's current job. 

• Classes, fees or other activities that prepare an employee for 
admission or examination required for professional certifications or 
licenses and continuing education units required to maintain 
professional certifications or licenses. 

Note: Professional licenses, certifications, and conferences not 
reimbursable under this program may be eligible for reimbursement 
through department budgets with supervisor and/or manager 
approval. 

Ineligible expenses include but are not limited to: 

• Items not required of all class participants. 

• Items, other than textbooks, that the employee will keep at end of 
course. 

• Personal computers, laptops, tablets, external devices, operating 
systems, flash drives, printer paper and ink, and photocopies. 

• Graduation cap and gown. 

• Lodging, meals and transportation, including parking expenses. 

Eligible full-time employees may obtain up to $5,250 in education 
assistance for approved classes and expenses per calendar year. 
Eligible part-time employees may obtain up to $2,500 in education 
assistance per calendar year. No more than the maximum of $5,250 
will be reimbursed per calendar year. Once the limit is reached in any 
calendar year, no further costs are allowable for courses that end in the 
same calendar year. 

Employees may not receive education assistance from SMUD for any 
education expenses paid through a scholarship, grant or other 
assistance. 

Established Date Effective Date Next Review Date Page 
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s Mu o· Management Procedure MP 04.03.02.100 

Section Subject Title 

Total Rewards Education and Tuition Benefits Education Assistance and 
Tuition Reimbursement 

Application 
Procedure: 
Participation and 
Course Approvals 

Approved By 

Jose Bodipo-Memba 

Employees may not include as a tax deduction any education 
expenses paid by SMUD (whether or not these expenses are also 
included in an employee's 1099-T, Tuition Statement, received from 
the education institution) unless SMUD included the education 
assistance as income on the employee's W-2 statement. 

Step 1: Verification of Employee Eligibility 

The employee completes Section 1 (Eligibility) of SMUD Education 
Assistance/Tuition Reimbursement Request Form (No. 0220) with their 
supervisor. The supervisor or senior leadership member determines 
whether or not the employee meets eligibility requirements. (See 
"Eligibility" above.) If the employee is not eligible to participate in the 
program, the supervisor/senior leadership member notifies the 
employee and the process stops. If the employee is eligible to 
participate in the program, the supervisor signs Section 1 of the 
request form and returns the form to the employee. 

Step 2: Employee Request 

The employee completes Section 2 (Course Information) of Form 
0220. The employee includes the exact title and a brief description of 
the course(s) on the request form, the purpose of the course(s), etc. 

The employee attaches the registration fee schedule for the course as 
well as an estimated cost of textbooks and other required expenses to 
the form and completes Section 3 (Expenses) indicating whether they 
would like to either: 

a) Obtain an advance payment of educational expenses from 
Accounting (see "Request for Advance" below). or 

b) Request reimbursement from Accounting after course 
completion (see "Reimbursement" below). 

The employee completes and signs Section 4 (Conditions) indicating 
their understanding of the conditions of this benefit and the truth and 
accuracy of the information submitted. 

Once complete, the employee submits the original request and 
attachments to Benefits. 

Established Date Effective Date Next Review Date Page 
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ection 

Total Rewards 

Procedure: 
Request for Advance 
(before course 
completion) 

Approved By 

Jose Bodipo-Memba 

Management Procedure 

Subject 

Education and Tuition Benefits 

MP 04.03.02.100 

Title 

Education Assistance and 
Tuition Reimbursement 

Step 3: Approval of Course(s) and Expenses 

Benefits reviews the request, determines whether the course and 
expenses are eligible for education assistance, approves eligible 
courses and expenses and deletes any ineligible expenses. If the 
requested course of study does not meet eligibility requirements, 
Benefits returns the original form and attachments to the employee 
and the process stops. 

If Benefits approves the courses and expenses, and the employee has 
requested an advance, Benefits returns a copy of the request and 
attachments to the employee and forwards the originals to Accounting. 
The employee must keep a copy of the form and attachments to use 
for the reconciliation of actual expenses after course completion (see 
below). 

If Benefits approves the courses and expenses, and the employee has 
requested a reimbursement, Benefits returns the original request and 
attachments to the employee to keep until they submit them following 
course completion. 

NOTE: If an employee wants to know whether a requested course and 
expenses are eligible for education assistance prior to registering for a 
course, the employee should submit the application a minimum of 30 
days before the registration deadline. 

Changes to Approved Course of Study 

If an employee changes an approved class or course of study, the 
employee must submit a new application request to Benefits along with 
the original approved request. 

The Accounting department generally processes such requests within 
fifteen (15) business days of receipt if sufficient documentation is 
submitted with the request. The advance is direct ly deposited into the 
employee's checking account. 

An employee may not have more than two outstanding education 
advances at any one time. 

Established Date Effective Date Next Review Date Page 
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s Mu o· Management Procedure MP 04.03.,02.100 

Section 

Total Rewards 

Procedure: 
Reconciliation of 
Advances (upon 
withdrawal or after 
course completion) 

Subject 

Education and Tuition Benefits 

Title 

Education Assistance and 
Tuition Reimbursement 

Benefits will contact Labor Relations to validate an employee is not 
currently under formal disciplinary action and will contact People 
Services & Strategies to validate the employee's overall performance is 
not unsatisfactory before issuing an advance. 

Employees must reconcile advances against actual expenses 
within 60 days after course completion or withdrawal from a 
course in order to avoid taxation on this employee benefit. 

To reconcile an advance, the employee: 

Reports actual expenses on Section 6 (Advance Reconciliation to 
Accounting, or Reimbursement) on the approved SMUD Education 
Assistance/Tuition Reimbursement Request Form (No. 0220). 

Attaches proof of successful course completion (C grade or "pass" for 
non-graded courses) showing the exact title of course, date of 
completion and employee's name. 

Attaches original detailed receipts of tuition and eligible expenses with 
documentation that the expenses were required (e.g. the official course 
syllabus or course outline that lists the textbooks, software, and other 
fees required for the course). 

Submits the completed form with supporting documentation to 
Accounting. If the employee did not successfully complete the course 
or received an advance in excess of actual expenses, the employee 
repays SMUD the advanced amount or the excess amount advanced 
as applicable. 

The Accounting department reviews the documentation of actual 
expenses. Benefits must approve any expenses not previously 
approved. Accounting completes the Accounting portion of Section 6 
(Advance Reconciliation to Accounting, or Reimbursement) and 
Section 7 (Reconciliation and/or Reimbursement Approval). 
Accounting notifies employee of any differences and collects 
repayment to SMUD as needed. 

Procedure: Employees must submit reimbursement claims within 60 days 
Reimbursement (after after course completion in order to avoid taxation on this 
course completion) employee benefit. 

Approved By 

Jose Bodipo-Memba 

To request reimbursement, the employee: 

1. Completes the reimbursement portion of Section 3 (Expenses) 
and reports actual expenses on Section 6 (Advance 

Established Date Effective Date Next Review Date Page 
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SM U De Management Procedure MP 04.03.02.100 

Section Subject Title 

Total Rewards Education and Tuition Benefits Education Assistance and 
Tuition Reimbursement 

Consequences of 
Non-Compliance 

Approved By 

Jose Bodipo-Memba 

Reconciliation to Accounting, or Reimbursement) of SMUD 
Education Assistance Request Form (No. 0220). 

2. Attaches proof of successful course completion (C grade or "pass" 
for non-graded courses) showing the exact title of the course, date 
of completion and employee's name. 

3. Attaches original detailed receipts of eligible expenses with 
documentation that the expenses were required (e.g. the official 
course syllabus or course outline that lists the textbooks, software, 
and other fees required for the course). 

4. Submits the completed form and supporting documentation to the 
Accounting department for payment. 

5. The Accounting department reviews the documentation of actual 
expenses paid by the employee. Benefits must approve any 
expenses not previously approved. Accounting completes the 
Accounting portion of Section 6 (Advance Reconciliation to 
Accounting, or Reimbursement) and Section 7 (Reconciliation 
and/or Reimbursement Approval). 

6. Accounting processes reimbursement payment to employee within 
fifteen (15) business days. 

Benefits will contact Labor Relations to validate an employee is not 
currently under formal disciplinary action and will contact People 
Services & Strategies to validate the employee's overall performance is 
not unsatisfactory before issuing a reimbursement. 

An employee's failure to follow these procedures or directives to 
reconcile or repay advances can result in being ineligibile for future 
advances and education assistance one year from the incident. If an 
employee fails to reconcile three education assistance advances in a 
timely manner, the employee may not receive additional advances for 
a period of one year (employee may be eligible for reimbursement 
only). 

If an employee behaves in a manner that warrants ineligibility for future 
benefits or other disciplinary action (e.g. dishonesty), Labor Relations 
follows up with the employee's supervisor to ensure the consistent 
application of SMUD policy and procedures. 

The Accounting department reviews Education Assistance and Tuition 
Reimbursement accounts on an ongoing basis in order to obtain timely 

Established Date Effective Date Next Review Date Page 
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s Mu o· Management Procedure MP 04.03.02.100 

Section Subject Title 

Total Rewards Education and Tuition Benefits Education Assistance and 
Tuition Reimbursement 

Related References 

Approved By 

Jose Bodipo-Memba 

employee reconciliation and repayments. Accounting may assign 
unpaid accounts for debt collection. 

IRS Publications 
15-B- Employer's Tax Guide to Fringe Benefits 
970 - Tax Benefits for Education (in particular, Chapter 11 - Employer-

Provided Educational Assistance) 

IBEW Memorandum of Understanding & Letter of Agreement 
OSE Memorandum of Understanding 
PSOA Memorandum of Understanding 

Administrative Policies 
AP 04.01 .01 - Total Rewards Philosophy 
AP 04.03.02 - Education Assistance and Tuition Reimbursement 
AP 04.03.03 - Professional Memberships, Licenses and Certifications 
AP 05.02.09 - Positive Discipline 
AP 06.01 .02 - Disability Accommodation 

Management Procedures 
MP 03.02.02.101 - Employee Reimbursements 

SMUD Forms 
0220 - Education Assistance/Tuition Reimbursement Request 
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Section 

Total Rewards 

Usage 

Family Member Defined 

Eligibility 

Requests, and 
Documentation 

Approved By 

Management Procedure MP 04.05.13.100 

Subject TiUe 

Employee Leaves Bereavement Leave 

Eligible employees may be granted up to five days of 
bereavement leave for each death of a family member. Up to 
three of the five days of bereavement leave will be paid leave. 
Any additional leave time granted beyond three days should be 
charged to personal leave, annual leave, sick leave, comp time, 
or leave without pay. 

For the purposes of bereavement leave a family member is 
defined as the employee's: 

• spouse or registered domestic partner; 
• Parent or child (these include biological, stepchild or 

stepparent, foster, adopted, legal ward, child or parent of a 
spouse/domestic partner, or a person to or for whom the 
employee stands in loco parentis ); 

• Grandparent or grandchild; 
• sibling (includes step- brother or step- sister); or 
• daughter-in-law or son-in-law; or 
• nieces, nephews, uncles or aunts. 

All employees are eligible for paid bereavement leave except 
Student Employment Program participants, rehired CalPERS 
annuitants, and contract employees. 

Employee's requesting leave should identify the name of the 
deceased, the date of death, and their familial relationship to that 
person. 

Employees must request bereavement leave within 90 days of 
the date of death, even if the leave will be used after that. 
Bereavement leave is not granted beyond one year after the date 
of death. 

If requested, the employee must provide to Employee Relations 
within a reasonable period of time, not to exceed 30 days, 
adequate documentation of the death and family relationship. 
Such documentation may consist of a death certificate, published 
obituary, written verification of death, burial, or memorial services 
from a mortuary, funeral home, burial society, crematorium, 
religious institution, or government agency. Any documentation 
received pursuant to this policy shall be kept confidential unless 
shared internally (as necessary) or as required by law. 

Established Date Effective Date Next Review Date Page 
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Section 

Employment 

Relocation Expenses 

Approval Required 

Documentation 
Required at time of 
Hire 

Payment at time of 
Separation (within 1 
year) 

Search For Housing 

Personal Property 
and Vehicles 

Approved By 

Jose Bodipo-Memba 

Management Procedure MP 05.03.03.100 

Subject Title 

Employment Practices Relocation Expenses 

As part of the total package in selecting the top candidate, the 
hiring Business Unit Executive and the People Services & 
Strategies (PS&S) Director or Delegate may authorize 
reimbursement of relocation expenses in accordance with SMUD 
policy and the limitations set forth in this procedure. 

Hiring Managers must receive approval from PS&S and their 
Business Unit Executive before offering to reimburse the selected 
candidate for relocation expenses. Approval can either be for 
specific items and/or an agreed upon flat rate as outlined in the 
Relocation Matrix, Attachment 1. Items not outlined in the approved 
reimbursement will not be compensated. 

PS&S shall document the reasons for the relocation incentives and 
the approving authority. PS&S shall prepare and process all written 
employment offers to include relocation expenses, when 
authorized. 

As part of the acceptance of an employment offer, the prospective 
employee must agree in writing to repay SMUD in full for all 
incentives if they separate from SMUD employment, for any reason 
other than a SMUD-initiated reduction in force, within one year from 
the start date. Any amount not collected from the departing 
employee's final paycheck must be paid immediately by check 
payable to SMUD for the remaining balance. 

As part of an employment offer, approving authorities may 
authorize payment for up to five days and four nights of travel for 
the prospective employee and one authorized guest (such as 
spouse, domestic partner, child, parent, etc.) to search for new 
housing prior to relocating to the greater Sacramento area. 
Covered expenses include one-time, round-trip transportation 
(mode determined by mutual agreement) to and from the greater 
Sacramento area, lodging, car rental (plus fuel, parking, etc.), and 
meals and incidentals at the published GSA (General Services 
Administration) rate while in the area. Should the selected 
candidate relocate to the greater Sacramento area on a temporary 
basis, provisions of "Temporary Housing" below will apply. 

Property 
SMUD may pay moving costs including packing, loading, and 
transporting up to a maximum of 15,000 pounds ( excluding the 

Established Date Effective Date Next Review Date Page 
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Employment 

Approved By 

Jose Bodipo-Memba 

Management Procedure MP 05.03.03.100 

Subject Title 

Employment Practices Relocation Expenses 

weight of passenger vehicles) of household effects and personal 
property from the primary previous residence, and unloading and 
unpacking at the destination. SMUD may pay for moving protection 
insurance to cover up to 15,000 pounds of household effects and 
personal property. SMUD will not reimburse for the candidate's or 
their family members' own t ime spent packing, unpacking, or any 
expenses incurred for exceeding 15,000 pounds of property. 

Vehicles 
SMUD may also pay the cost of transit insurance and commercial 
h. . f h. I f II s momq or up to two passenqer ve Ic es as o ows: 
Traveling Distance Number of Coverage Includes 

Vehicles covered 
< 500 miles One 1st Vehicle: Full cost 

(including shipping 
and insurance) for 
the most direct 
route. 

No additional 
vehicles included. 

> 500 miles Up to two 1st Vehicle: Full cost 
(including shipping 
and insurance) for 
the most direct 
route. 

2nd Vehicle: 
vehicle: 75% of the 
full cost (includes 
shipping and 
insurance) for the 
most direct route. 

No additional 
vehicles included. 

Note: Personally driving a vehicle is subject to standard GSA 
mileage rates for the most direct route as outlined in Appendix 1. 

SMUD may pay for temporary storage of personal property in the 
greater Sacramento area for up to 30 days and for the one-time 

Established Date Effective Date Next Review Date Page 
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Transportation and 
In-Transit Expenses 

Temporary Housing 

Payment 
Arrangements 

Approved By 

Jose Bodipo-Memba 

Management Procedure MP 05.03.03.100 

Subject Title 

Employment Practices Relocation Expenses 

handling and delivery of personal property to and from the storage 
faci lity. 

SMUD may pay the cost to transport by air or rail the employee and 
their approved guest(s) (i.e. legal spouse/domestic partner, legal 
dependents, etc.) from the former residence to the new residence 
in the greater Sacramento area. Transportation reimbursement 
shall be limited to the most direct route of travel. 

SMUD may reimburse employees who choose to relocate 
themselves and their families by means of personal transportation 
in accordance with above vehicle provisions. 

SMUD may reimburse the cost of lodging while in transit only for the 
employee. The employee shall be responsible for any additional 
lodging expenses incurred for members of their household. 

SMUD shall reimburse per diem meals and incidentals at the 
published GSA rate for the employee, legal spouse/domestic 
partner, and legal dependents while in transit. 

SMUD reimbursement for transit costs shall be limited to one day of 
travel by air or one day for every 350 miles of travel by personal 
vehicle. 

Upon relocation to the g reater Sacramento area, SMUD may 
reimburse the employee for temporary lodging for up to 30 days 
while the employee arranges permanent housing. Reimbursement 
shall be for lodging only and shall not include meals and 
incidentals. If the selected candidate stays in a hotel, travelers must 
use government rates or special discounted rates, whichever is 
lower. Should the candidate choose to stay elsewhere, the 
reimbursable rate will not exceed the federal GSA per diem rate. 

Once SMUD receives the signed employment offer which includes 
the candidate's acknowledgement of relocation requirements, the 
hiring department shall be responsible for submitting vendor 
invoices for approved expenses through the approved accounting 
system. Any direct expenses incurred by the candidate will be 
reimbursable upon hire via submission of receipts following the 
standard reimbursement process. 
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SMUD" 
Section 

Employment 

Taxation Issues 

Related References 

Approved By 

Jose Bodipo-Memba 

Management Procedure MP 05.03.03.100 
Subject Title 

Employment Practices Relocation Expenses 

The hiring department shall ensure that candidates obtain pre­
approval for all arrangements related to air and rail transportation 
and the movement and storage of personal property. SMUD shall 
pay vendors directly for such expenses. 

SMUD shall reimburse the employee directly for other authorized 
travel and living expenses upon completion of the move and 
commencement of employment with receipts submitted. SMUD 
does not provide any advance payment of relocation expenses. 

The IRS considers the payment of certain relocation expenses, 
whether paid directly to a vendor or as an employee 
reimbursement, as employee compensation subject to taxation. 
SMUD will deduct federal and state taxes from taxable relocation 
expense payments. The total taxable relocation expenses are 
reported quarterly and will be included on the employee's paycheck 
as imputed income on the next check following the reporting period 
deadline. The reporting period deadlines are 2/28, 5/31, 8/31 and 
11/15. SMUD shall include taxable amounts in the W2 for the 
employee in the year of reimbursement. The employee shall be 
responsible for obtain ing tax advice about relocation expenses and 
maintaining receipts for tax purposes. 

IBEW/OSE/PSOA Memorandums of Understanding 

Administrative Policy 
AP 05.03.03 - Relocation Expenses 
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Death In Family .................................................... 79 
Deferred Compensation Enhancement Program. 122 
Definitions .............................................................. 3 
Demotions........................................................... 106 
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Direct Contributions ........................................... 123 
Discipline............................................................ 101 
DOT Drug And Alcohol ..................................... 111 
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Election Days........................................................ 79 
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Employment Of Relatives................................... 112 
Entry Rates - New Employees................................ 8 
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Expenses ............................................................... 88 
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Fitness Center Participation................................ 125 
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General Manager/CEO Hearing ........................... 99 
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JATC ...................................................................130 
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Leave Of Absence - Abuse ...................................84 
Leave Of Absence - Court Appearance.................79 
Leave Of Absence - Death In Family....................79 
Leave Of Absence - Effects On Benefits ..............83 
Leave Of Absence - Effects On Payroll Deductions 

...........................................................................84 
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Performance Evaluations .................................... 102 
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Personal Leave - Credits....................................... 70 
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Wages and Classification ........................................8 Work Gloves / Protective Clothing..................... 127 
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DRAFT 

RESOLUTION NO. ___________ 

BE IT RESOLVED BY THE BOARD OF DIRECTORS 
OF THE SACRAMENTO MUNICIPAL UTILITY DISTRICT: 

That this Board hereby approves a Memorandum of 

Understanding between the Sacramento Municipal Utility District and the 

International Brotherhood of Electrical Workers (IBEW) Local Union 1245 

for the period January 1, 2026, through December 31, 2028, substantially in the 

form set forth in Attachment __ hereto and made a part hereof. 
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