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BACKGROUND INFORMATION
The Personnel Commission has completed a District-wide Classification and
Compensation Study. A preliminary report was presented for discussion at the
Personnel Commission meeting on April 17, 2014 and the Board meeting on
April 23, 2014. Since then, Commission and Board staff representatives have
been working to address questions and concerns from the Board of Education,
the Personnel Commission, the employee organizations and District classified
employees. Staff has relied solely on the recommendations, findings and
supporting data of the consultant hired to conduct the study. Staff recognizes
that the Personnel Commission maintains overall responsibility in the carrying
out the study. The Personnel Commission conducted several hearings for
various employees and/or classifications, and some issues have been
addressed. The following are other pending issues that staff is making
recommendations to the classification study for the Board to approve:
The classification study should not result in any employee receiving a
salary lower than their present salary. All employees would continue to
receive any negotiated salary increases.
Classifications that study results indicate are compensated above the
median of the market
School Campus Monitor and School Safety Officer classifications
School Bus and Delivery Driver classifications
Weight specifications for minimum qualifications and working conditions
Compensation for non-represented confidential employees
Bilingual classifications/positions
An adult education classification that was assigned a classification
similar to regular K-12 schools
Calculation of comparative salaries with other Districts
Allocation of several classifications with different salary ranges to a single
classification with one salary range
Classifications Found to Be Compensated Above Market
The Compensation Study suggests that several of our classifications are
compensated above the median of the market. At the joint Board and
Commission Meeting on May 21, 2014, the District’s consultant presented the
Classification and Compensation Study Report and provided the various
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available options for implementing the results of a classification and
compensation study when classifications are found to be compensated above
the market median. Among the options he offered is for the District to ignore
the study results where the data suggest that particular classifications are over
the median of the market. In this case, incumbents and future hires would be
paid at the present salary range for the classification. This option would allow
both current employees and future hires in a particular classification to be
compensated equally. Staff recommends that we implement this option for all
proposed classes identified in Attachment A.
School Campus Monitor and School Safety Officer Classifications
The Berkeley Council of Classified Employees (BCCE) inquired whether the
School Campus Monitor classification is actually a separate classification from
the School Safety Officer classification. BCCE believes the School Campus
Monitors perform the same duties as the School Safety Officers, but are
compensated at a lower salary rate. Presently, there are School Campus
Monitors at the Berkeley High School and at Washington Elementary. At
Berkeley High School, the administration has made clear distinctions in
assigning duties to align with the separate classification; and the work required
at Washington Elementary is consistent with the School Campus Monitor
classification. To allow maximum flexibility and support to Berkeley High
School, staff recommends that the District and Commission approve both
classifications, but that the School Campus Monitors at the high school be
classified as School Safety Officers, with no change for the School Campus
Monitor at Washington Elementary.
School Bus and Deliver Driver Classifications
The Compensation Study results indicate that our School Bus Driver
classification is over the median market by one range. In fact, the study
proposes that the Delivery Driver and School Bus Driver be placed on the same
range. Although the School Bus Driver classification was benchmarked, we
understand that there are additional responsibilities and duties required of the
School Bus Driver classification compared to the Delivery Driver which the
compensation study did not take into account. Staff recommends that the
Board and Commission consider compensating the Delivery Driver
classification as recommended by the study which is one range higher than
present and allowing the School Bus Drivers to remain at their present salary
range using the “ignore approach” as described above and noted in Attachment
A.
Weight Specifications for Minimum Qualifications and Working Conditions
BCCE has requested that we provide specific ranges when referencing weight
for minimum qualifications or working conditions. Presently, classification
specifications refer to general weight categories including “slight”, “moderate”
or “heavy”. Staff recommends that the classification specifications be revised,
as necessary, to reflect the specific weight ranges that align with industry
standards and not use general weight categories.
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Compensation for Non-Represented Confidential Employees
Pursuant to Merit Rule 70.100.7 (c) of the Personnel Commission Merit Rules,
confidential employees are to receive a 5% differential in pay. Presently, the
salary schedule for confidential employees is inconsistent with Merit Rule
70.100.7 (c). The present salary schedule compensates confidential employees
in excess of the 5% differential in pay. We propose that the District implement
a salary schedule compliant with Merit Rule 70.100.7 (c), and place the new
proposed confidential classifications in accordance to market study results on
the new schedule that incorporates a 5% differential in pay. No present
employee will experience a decrease in salary.
Bilingual Classifications/Positions
BCCE posed questions about the District’s position in establishing bilingual
classifications. Merit Rule 30.200.8 sets forth the procedures for establishing
bilingual positions. The District’s position will continue to comply with Merit
Rule 30.200.8 in establishing “bilingual-required” positions for classifications
that do not presently exist. For the present classifications designated as
bilingual, staff recommends that we implement the same bilingual requirement
for the new respective proposed classifications.
Adult education classification allocated to a classification similar to regular K12 schools
BCCE posed questions on an employee assigned to the classification of School
Administrative Assistant I in which the job responsibilities are different from
the classification that was assigned. After further review of the documents
submitted by the employee and the classifications considered by the consultant
for the employee, staff recommends that the Personnel Commission consider
reallocating the employee to the classification originally proposed by the
consultant, Accounting Technician.
The duties noted in the employee’s
position information questionnaire are more consistent with the class
description of the Accounting Technician.
Calculation of comparative salaries with other Districts
BCCE requested clarification on the calculation of comparative salaries for
three positions. The District requested the data and all information used by
the consultant in regards to those three classes. Staff has reviewed the
information provided by the consultant and has verified that the calculations
and comparative salaries published in the study are valid. All information and
data received from the consultant has been provided to BCCE.
Allocation of several classifications with different salary ranges to a single
classification with one salary range
In the compensation study, there are some instances where several
classifications are consolidated into a single class.
In some cases, the
proposed class is allocated to a salary range within the array of ranges for the
present classes. For example, the consultant recommended we consolidate
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three of our current clerical classifications into a single class. As a result, the
three clerical classes presently in existence are on ranges 31, 36 and 42 and
are being allocated to a single proposed class on range 38. In this case, staff
recommends that the Personnel Commission and Board approve the new class
and where employees are proposed to increase in salary, approve the increase.
Where employees are proposed to decrease in salary, ignore the data and
“grand-person” those employees impacted. New hires will be brought in on the
new proposed salary range of 38. Please refer to Attachment B for all proposed
classes recommended for this action.
In other cases, the proposed class is allocated to a salary range that is lower
than the array of ranges for the present classes. For example, the consultant
recommends that we consolidate two classes in the Nutrition Services job
family into a single class. As a result, the present classifications impacted are
on ranges 31 and 40 and are being allocated to a single proposed class on
range 30. In this case, staff recommends that the Personnel Commission and
Board approve the new class and apply the “ignore approach” for employees on
the lower of the two ranges and “grand-person” those on the higher range.
Staff recommends that we apply the ignore approach for new hires as well per
Attachment B.
POLICY/CODE
Merit Rules 70.100.7 (c) and 30.200.8
FISCAL IMPACT
To be determined
STAFF RECOMMENDATION
Approve staff’s recommendations and direct staff to present approved
recommendations to the Personnel Commission and to negotiate with employee
organizations subsequent to study approval by the Board and Personnel
Commission.
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