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January 25, 2024
NOTICE OF CIVIL SERVICE COMMISSION MEETING
Eric Eliasson
SUBJECT: APPEAL BY ERIC ELIASSON OF THE HUMAN RESOURCES DIRECTOR’S DETERMINATION THAT

SFPUC DID NOT VIOLATE THE CITY’S EEO POLICY IN DENYING THE APPELLANT’S REQUEST FOR A
RELIGIOUS ACCOMMODATION THAT WOULD EXEMPT THE APPELLANT FROM THE CITY’S
VACCINATION POLICY.

Dear Eric Eliasson:

The above matter will be considered by the Civil Service Commission at a hybrid meeting (in-person and
virtual) in Room 400, City Hall, 1 Dr. Goodlett Place, San Francisco, California 94102 and through Cisco WebEx to
be held on February 5, 2024, at 2:00 p.m. You will receive a separate email invite from a Civil Service Commis-
sion staff member to join and participate in the meeting.

The agenda will be posted for your review on the Civil Service Commission’s website at
www.sf.gov/CivilService under “Meetings” no later than end of day on Wednesday, January 31, 2024. Please re-
fer to the attached Notice for procedural and other information about Commission hearings. A copy of the de-
partment’s staff report on your appeal is attached to this email.

In the event that you wish to submit any additional documents in support of your appeal, please submit
one hardcopy 3-hole punch, double-sided and numbered at the bottom of each page to the CSC Office at 25
Van Ness Ave., Suite 720 and email a PDF version to the Civil Service Commission’s email at
civilservice@sfgov.org by 5:00 p.m. on Tuesday, January 30, 2024, please be sure to redact your submission for
any confidential or sensitive information that is not relevant to your appeal (e.g., home addresses, home or cellu-
lar phone numbers, social security numbers, dates of birth, etc.), as it will be considered a public document.

It is important that you or an authorized representative attend the hearing on your appeal. You will have
up to 5 minutes for your presentation. Should you or a representative not attend, the Commission will rule on
the information previously submitted and any testimony provided at its meeting. All calendared items will be
heard and resolved at this time unless good reasons are presented for a continuance. As a reminder, you are to
be honest and forthright during all testimony and in all documentation that you provide to the Civil Service Com-
mission.

You may contact me at (628) 652-1100 or at Sandra.Eng@sfgov.org if you have any questions.

CIVIL SERVICE COMMISSION

SANDRA ENG
Executive Officer
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NOTICE OF COMMISSION HEARING POLICIES AND PROCEDURES

A. Commission Office

The Civil Service Commission office is located at, 25 Van Ness Avenue, Suite 720, San Francisco, CA 94102. The telephone number is
(628) 652-1100. The fax number is (628) 652-1109. The email address is civilservice@sfgov.org and the web address is
www.sfgov.org/civilservice/. Office hours are from 8:00 a.m. to 5:00 p.m., Monday through Friday.

B. Policy Requiring Written Reports

It is the policy of the Civil Service Commission that except for appeals filed under Civil Service Commission Rule 111A Position-Based
Testing, all items appearing on its agenda be supported by a written report prepared by Commission or departmental staff. All documents
referred to in any Agenda Document are posted adjacent to the Agenda, or if more than one (1) page in length, available for public inspection
and copying at the Civil Service Commission office. Reports from City and County personnel supporting agenda items are submitted in
accordance with the procedures established by the Executive Officer. Reports not submitted according to procedures, in the format and
quantity required, and by the deadline, will not be calendared.

C. Policy on Written Submissions by Appellants

All written material submitted by appellants to be considered by the Commission in support of an agenda item shall be submitted to the
Commission office, no later than 5:00 p.m. on the fourth (4" business day preceding the Commission meeting for which the item is
calendared (ordinarily, on Tuesday). An original copy on 8 1/2-inch X 11 inch paper, three-hole punched on left margin, and page numbered
in the bottom center margin, shall be provided. Written material submitted for the Commission’s review becomes part of a public record and
shall be open for public inspection.

D. Policy on Materials being Considered by the Commission

Copies of all staff reports and materials being considered by the Civil Service Commission are available for public view 72 hours prior to the
Civil Service Commission meeting on the Civil Service Commission’s website at https://sf.gov/civilservice and in its office located at 25 Van
Ness Avenue, Suite 720, San Francisco, CA 94102. If any materials related to an item on this agenda have been distributed to the Civil
Service Commission after distribution of the agenda packet, those materials will be available for public inspection at the Civil Service
Commission’s during normal office hours (8:00 a.m. to 5:00 p.m. Monday through Friday).

E. Policy and Procedure for Hearings to be Scheduled after 5:00 p.m. and Requests for Postponement

A request to hear an item after 5:00 p.m. should be directed to the Executive Officer as soon as possible following the receipt of
notification of an upcoming hearing. Requests may be made by telephone at (628) 652-1100 and confirmed in writing or by fax at
(628) 652-1109.

A request for a postponement (continuance) to delay an item to another meeting may be directed to the Commission Executive Officer by
telephone or in writing. Before acting, the Executive Officer may refer certain requests to another City official for recommendation.
Telephone requests must be confirmed in writing prior to the meeting. Immediately following the “Announcement of Changes” portion of
the agenda at the beginning of the meeting, the Commission will consider a request for a postponement that has been previously denied.
Appeals filed under Civil Service Commission Rule 111A Position-Based Testing shall be considered on the date it is calendared for hearing
except under extraordinary circumstances and upon mutual agreement between the appellant and the Department of Human Resources.

F. Policy and Procedure on Hearing Items Out of Order
Requests to hear items out of order are to be directed to the Commission President at the beginning of the agenda. The President will rule on
each request. Such requests may be granted with mutual agreement among the affected parties.

G. Procedure for Commission Hearings
All Commission hearings on disputed matters shall conform to the following procedures: The Commission reserves the right to question each
party during its presentation and, in its discretion, to modify any time allocations and requirements.

If a matter is severed from the Consent Agenda or the Ratification Agenda, presentation by the opponent will be for a maximum time limit of
five (5) minutes and response by the departmental representative for a maximum time limit of five (5) minutes. Requests by the public to
sever items from the [Consent Agenda or] Ratification Agenda must be provided with justification for the record.

For items on the Regular Agenda, presentation by the departmental representative for a maximum time of five (5) minutes and response by
the opponent for a maximum time limit of five (5) minutes.
For items on the Separations Agenda, presentation by the department followed by the employee or employee’s
representative shall be for a maximum time limit of ten (10) minutes for each party unless extended by the Commission.
Each presentation shall conform to the following:
1. Opening summary of case (brief overview);
2. Discussion of evidence;
3. Corroborating witnesses, if necessary; and
4. Closing remarks.
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The Commission may allocate five (5) minutes for each side to rebut evidence presented by the other side.

H. Policy on Audio Recording of Commission Meetings

As provided in the San Francisco Sunshine Ordinance, all Commission meetings are audio recorded in digital form. These audio recordings
of open sessions are available starting on the day after the Commission meeting on the Civil Service Commission website at
www.sfgov.org/civilservice/.

. Speaking before the Civil Service Commission

Speaker cards are not required. The Commission will take in-person public comment on all items appearing on the agenda at the time the
item is heard. The Commission will take public comment on matters not on the Agenda, but within the jurisdiction of the Commission
during the “Requests to Speak” portion of the regular meeting. Maximum time will be three (3) minutes. A subsequent comment after the
three (3) minute period is limited to one (1) minute. The timer shall be in operation during public comment. Upon any specific request by a
Commissioner, time may be extended. People who have received an accommodation due to a disability (as described below) may provide
their public comments remotely. The Commission will also allow public comment from members of the public who choose to participate
remotely. It is possible that the Commission may experience technical challenges that interfere with the ability of members of the public to
participate in the meeting remotely. If that happens, the Commission will attempt to correct the problem, but may continue the hearing so
long as people attending in-person are able to observe and offer public comment.

J. Public Comment and Due Process

During general public comment, members of the public sometimes wish to address the Civil Service Commission regarding matters that may
come before the Commission in its capacity as an adjudicative body. The Commission does not restrict this use of general public comment.
To protect the due process rights of parties to its adjudicative proceedings, however, the Commission will not consider, in connection with
any adjudicative proceeding, statements made during general public comment. If members of the public have information that they believe to
be relevant to a mater that will come before the Commission in its adjudicative capacity, they may wish to address the Commission during
the public comment portion of that adjudicative proceeding. The Commission will not consider public comment in connection with an
adjudicative proceeding without providing the parties an opportunity to respond.

K. Policy on use of Cell Phones, Pagers and Similar Sound-Producing Electronic Devices at and During Public Meetings

The ringing and use of cell phones, pagers and similar sound-producing electronic devices are prohibited at this meeting. Please be advised
that the Chair may order the removal from the meeting room of any person(s) responsible for the ringing or use of a cell phone, pager, or
other similar sound-producing electronic devices.

Information on Disability Access

The Civil Service Commission normally meets in Room 400 (Fourth Floor) City Hall, 1 Dr. Carlton B. Goodlett Place. However, meetings
not held in this room are conducted in the Civic Center area. City Hall is wheelchair accessible. The closest accessible BART station is the
Civic Center, located 2 % blocks from City Hall. Accessible MUNI lines serving City Hall are 47 Van Ness Avenue, 9 San Bruno and 71
Haight/Noriega, as well as the METRO stations at Van Ness and Market and at Civic Center. For more information about MUNI accessible
services, call (415) 923-6142. Accessible curbside parking has been designated at points in the vicinity of City Hall adjacent to Grove Street
and Van Ness Avenue.

The following services are available on request 48 hours prior to the meeting; except for Monday meetings, for which the deadline shall be
4:00 p.m. of the last business day of the preceding week. For American Sign Language interpreters or the use of a reader during a meeting, a
sound enhancement system, and/or alternative formats of the agenda and minutes, please contact the Commission office to make
arrangements for the accommodation. Late requests will be honored, if possible.

Individuals with severe allergies, environmental illness, multiple chemical sensitivity or related disabilities should call our ADA coordinator
at (628) 652-1100 or email civilservice @sfgov.org to discuss meeting accessibility. In order to assist the City’s efforts to accommodate such
people, attendees at public meetings are reminded that other attendees may be sensitive to various chemical-based products. Please help the
City to accommodate these individuals.

Know your Rights under the Sunshine Ordinance (Chapter 67 of the San Francisco Administrative Code)

Government’s duty is to serve the public, reaching its decisions in full view of the public. Commissions, boards, councils, and other agencies
of the City and County exist to conduct the people’s business. This ordinance assures that deliberations are conducted before the people and
that City operations are open to the people’s review. For more information on your rights under the Sunshine Ordinance or to report a
violation of the ordinance, or to obtain a free copy of the Sunshine Ordinance, contact Victor Young, Administrator of the Sunshine
Ordinance Task Force, 1 Dr. Carlton B. Goodlett Place, Room 244, San Francisco, CA 94102-4689 at (415) 554-7724, by fax: (415) 554-
7854, by e-mail: sotf@sfgov.org, or on the City’s website at www.sfgov.org/bdsupvrs/sunshine.

San Francisco Lobbyist Ordinance

Individuals and entities that influence or attempt to influence local legislative or administrative action may be required by the San Francisco
Lobbyist Ordinance (San Francisco Campaign and Governmental Conduct Code Section 2.100) to register and report lobbying activity. For
more information about the Lobbyist Ordinance, please contact the San Francisco Ethics Commission at 25 Van Ness Ave., Suite 220, San
Francisco, CA 94102, telephone (415) 252-3100, fax (415) 252-3112 and web site https://sfethics.org/.
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1. Civil Service Commission Register Number: 0238-22-6

2. For Civil Service Commission Meeting of:  February 5, 2024
3. Check One: Ratification Agenda

Consent Agenda

Regular Agenda X

Human Resources Director’s Report

4. Subject: Appeal by Eric Eliasson of Human Resources Director’s
determination that SFPUC did not violate the City’s EEO Policy
in denying Appellant’s request for a religious accommodation that
would exempt Appellant from the City’s Vaccination Policy.

5. Recommendation:  Adopt the report, uphold the decision of the Human Resources
Director, and deny the appeal by Eric Eliasson

6. Report prepared by: Marvin Dunson I1l, DHR EEOQO Telephone number: 415-551-8904
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Human Resources Director: Carol Isen
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25 Van Ness Avenue, Suite 720
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CIVIL SERVICE COMMISSION REPORT

MEMORANDUM
TO: Civil Service Commission
THROUGH: Carol Isen, Human Resources Director
THROUGH: Amalia Martinez, EEO and Leaves Director
FROM: Marvin Dunson |11, EEO Programs Senior Specialist

HEARING DATE: February 5, 2024
EEO FILE NO: 4061
REGISTER NO: 0238-22-6

APPELLANT: Eric Eliasson

l. AUTHORITY

The San Francisco Charter, Section 10.103, and Civil Service Commission Rules provide that the
Human Resources Director shall review and resolve complaints of employment discrimination.
Pursuant to Civil Service Commission Rules, Section 103.3, the Civil Service Commission shall
review and resolve appeals of the Human Resources Director’s determinations.

1. BACKGROUND

On August 23, 2010, Eric Eliasson (Eliasson) began employment with the San Francisco Public
Utilities Commission (PUC) as a 7372 Stationary Engineer. On August 27, 2021, Eliasson cited
his non-denominational religious beliefs in requesting an exemption to the requirement under the
City’s COVID-19 vaccination policy (Vaccination Policy) that all City employees, as a condition
of employment, be fully vaccinated with a COVID-19 vaccine. See Exhibits A and B. On October
7, 2021, following PUC’s review of additional information received from Eliasson in the
interactive process prompted by his religious accommodation request (see Exhibit C), PUC issued
Eliasson a determination denying his exemption request, citing that his documentation was
insufficient to show a conflict between the vaccination requirement and a sincerely held religious
belief, practice, or observance. See Exhibit D.

A. Eliasson’s Complaint, EEO File No. 4061, and Separation from City Employment

On October 14, 2021, Eliasson submitted a complaint to the Department of Human Resources,
Equal Employment Opportunity Division (DHR EEO) that he was being discriminated against
based on his religious beliefs, as his request for a religious accommodation to the vaccination
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requirement was denied. See Exhibit E.! DHR EEO accepted Eliasson’s complaint as a
discrimination complaint under the City’s EEO procedures and conducted further investigation
into Eliasson’s complaint, including by obtaining additional information and documents from both
PUC (through a request for information and documents) and Eliasson (through a standard intake
questionnaire). See Exhibits F-1.

On October 29, 2021, Eliasson was reminded by PUC that, as his vaccination exemption request
had been denied, the City’s Vaccination Policy required that he be fully vaccinated as a condition
of employment, and that he would be subject to separation from City employment if he did not
receive his first vaccine dose by November 5, 2021. See Exhibit K. PUC also instructed Eliasson
not to report to work beginning November 1, 2021. On November 8, 2021, as Eliasson chose not
to comply with the City’s Vaccination Policy and meet the conditions for City employment by
receiving the COVID-19 vaccine by the deadline, PUC initiated the dismissal process and placed
Eliasson on paid administrative leave. See Exhibit L. On December 6, 2021, following a Skelly
meeting that affirmed the proposed dismissal, Eliasson’s employment with PUC was terminated.
See Exhibit M.

B. Human Resources Director’s Determination

In a letter dated November 9, 2022, the Human Resources Director informed Eliasson that based
on the investigative findings regarding his complaint, PUC did not violate the City’s EEO Policy
by denying his request for a religious accommodation. See Exhibit O. As set forth in the
determination letter, the Human Resources Director found insufficient evidence to show that
Eliasson had a sincerely held religious belief, practice, or observance that conflicted with the City’s
vaccination requirement. Moreover, even if there had been sufficient evidence that Eliasson had
sincerely held religious beliefs that supported his accommodation request, the Human Resources
Director recognized that Eliasson’s accommodation request was properly denied because
accommodating Eliasson’s request to remain unvaccinated would impose an undue hardship on
PUC and pose a direct threat to Eliasson and others in the workplace.

Il. ISSUE ON APPEAL TO THE CIVIL SERVICE COMMISSION

On December 2, 2022, Eliasson appealed the Human Resources Director’s determination. See
Exhibit P. Eliasson’s appeal contained no additional substantive information, but instead reiterated
the same arguments about his vaccination beliefs that were part of his original vaccination
exemption request and his complaint. Eliasson also questioned why the determination letter’s

! Although Eliasson’s complaint email referenced “medical discrimination” and that the City’s Vaccination Policy is
“in conflict with the ideas of discriminating [against] individuals for their medical condition,” Eliasson has never
requested a medical exemption from the Vaccination Policy or identified any medical condition that would justify an
exemption. See Exhibit E. Eliasson later clarified that his allegation of “medical discrimination” was based on the
City’s requirement that he fill out a vaccination status form disclosing his unvaccinated status “under coercion and
threat of termination for not doing so,” and then terminating him for his “medical status of being unvaccinated.” See
Exhibit N at p. 377. As an individual’s vaccination status is neither a medical condition nor a category protected by
EEO laws or the City’s EEO Policy, Eliasson’s complaint was investigated only for religious discrimination.
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additional reasons of undue hardship and direct threat were not cited in the original determination
of his exemption request, and complained of procedural delays in the handling of his request and
EEO complaint.

The issue on appeal is whether the Commission should uphold the Human Resources Director’s
determination. As explained in greater detail below, the Human Resources Director correctly
determined that the evidence was not sufficient to substantiate Eliasson’s complaint of religious
discrimination, and we respectfully request the Commission uphold this determination.

V. INVESTIGATIVE STANDARDS

A. Standard for Investigation of Complaint Alleging Failure to Provide an
Accommodation Based on Religion

Title VI of the Civil Rights Act of 1964, the California Fair Employment and Housing Act, and
the City’s EEO Policy prohibit employment discrimination against qualified applicants and
employees on the basis of religion and other protected categories. Under these laws and the City’s
EEO and Reasonable Accommodations Policies, the City shall provide equal employment
opportunities by reasonably accommodating an employee’s religious beliefs, practices, and
observances.

To sustain a complaint of failure to provide a religious accommodation in violation of the City’s
EEO policies, the investigation must establish:
(1) The employee had a sincerely held religious belief that conflicted with a job requirement;
(2) The employee requested a reasonable accommodation for their religious belief;
(3) The employee could be reasonably accommodated without undue hardship to the
department; and
(4) The department failed to provide the employee a reasonable accommodation.

As part of the undue hardship analysis, the investigation must evaluate whether the requested
accommodation would pose a direct threat to the health or safety of the employee or others in the
workplace, and if so, whether a different reasonable accommodation would reduce or eliminate
the threat.

B. Standard for Evaluating Whether Employee Has a Sincerely Held Religious Belief

In evaluating whether employees requesting an exemption to the vaccination requirement
demonstrated sincerely held religious beliefs, departments were instructed to look for evidence
among statements submitted by the employee that the employee’s beliefs:

(1) address fundamental and ultimate matters of the afterlife, spirituality, or something other-
worldly;

(2) are comprehensive in nature and part of a belief system, as opposed to just personal views;
and
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(3) are identifiable by certain formal and external signs, such as regular gatherings, holidays,
or doctrinal teachings.

This analytical approach helped to distinguish between an employee’s beliefs about COVID-19
vaccination that are based on personal preference or social, political, economic, or other secular
philosophies, and those based on sincerely held religious beliefs entitled to protection under federal
and state law and the City’s EEO policies, which would be considered for accommodation. See
Equal Employment Opportunity Commission (EEOC) Compliance Manual § 12-1(A)(1).
Administrative guidelines generally instruct employers to assume that employees’ requests for
religious accommodations are based on sincerely held religious beliefs, practices, or observances.
However, the large number of City employees voicing resistance to COVID-19 vaccination was a
fact that provided an objective basis for questioning the religious nature and sincerity of beliefs,
practices, and observances for employees seeking an exemption to the City’s vaccination
requirement. This three-part analytical framework was a neutral method for evaluating the
religious nature and sincerity of employee beliefs, practices, and observances that purportedly
conflict with COVID-19 vaccination.

C. Standard for Evaluating Undue Hardship

Even if an employee’s sincerely held religious belief, practice, or observance conflicts with the
City’s vaccination requirement, a department need not provide the requested accommodation if
the accommodation would impose an undue hardship on the department. An accommodation
imposes an undue hardship if it would result in substantial increased costs to the employer in
relation to the conduct of its particular business. Thus, an undue hardship may arise if an
employee’s preferred accommodation compromises workplace safety, decreases workplace
efficiency, or requires other employees to do more than their share of potentially hazardous or
burdensome work, thereby substantially increasing the costs to the department of carrying out its
operations.

Considerations relevant to the undue hardship or burden assessment in the context of COVID-19
include, among other things:
(1) the number of employees in the workplace who are partially or fully vaccinated against
COVID-19;
(2) the extent of an unvaccinated employee’s contact with non-employees, whose vaccination
status could be unknown or who may be ineligible for the vaccine, with or without underlying
COVID-19 vulnerable conditions;
(3) the availability of masking and testing resources for both vaccinated and unvaccinated
employees working in proximity to one another;
(4) the availability of effective supervision to enforce masking and testing requirements and to
monitor accommodation plans implemented for unvaccinated employees; and
(5) other considerations recommended by the Centers for Disease Control and Prevention
(CDC), or a state or local public health department.
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D. Standard for Evaluating Direct Threat

If an employee cannot meet a job-related requirement, such as the City’s safety-related vaccination
requirement, due to a sincerely held religious belief, then the employer cannot require the
employee to comply with that mandate unless the employer can demonstrate that the employee
would pose a direct threat to the health or safety of the employee or others in the workplace. A
direct threat is defined as a significant risk of substantial harm to the health or safety of the
individual or others that cannot be eliminated or reduced by reasonable accommodation. As the
EEOC issued guidance on March 19 and 21, 2020 that identified COVID-19 as a direct threat to
employee health and safety, the investigation considered whether any reasonable accommodation
would reduce or eliminate the threat. Relevant factors in assessing whether a reasonable
accommodation can reduce or eliminate a direct threat are:

(1) the duration of the risk;

(2) the nature and severity of the potential harm;

(3) the likelihood that the potential harm will occur; and

(4) the imminence of the potential harm.

V. ANALYSIS

A. Eliasson’s Statements Demonstrated That His Beliefs Are Personal and Secular,
Not Sincerely Held Religious Beliefs that Must Be Accommodated Under the Law
and the City’s EEO Policies.

Eliasson’s appeal must be denied because Eliasson’s own statements about his vaccination beliefs
demonstrate that they are not sincerely held religious beliefs entitled to protection under federal
and state law and the City’s EEO policies. Eliasson elaborated on his “non-denominational” beliefs
“based on Judeo/Christian doctrine” in his initial exemption request and submitted a declaration,
not from a religious leader or scholar or a third party knowledgeable about his religious beliefs,
but from himself. See Exhibits B and C. Eliasson’s religious exemption request shows that his
beliefs are personal and secular (Exhibit B):

| believe we are currently living through a spiritual battle between good (free will)
and evil (Tyranny). | have zero faith in worldly institutions. My faith remains in
my creator. | will not defile my body with any substance that | believe was created
from or by evil...

My creator has given me eyes to see and ears to hear. It is not about vaccines it is
about free choice. This shot is not a “vaccine.” I believe it is being used by evil to
harm the world’s population. Our creator has provided an immune system to fend
off disease. Of course with the poison that is put in our food and water and with
the use of modern medicine that simply covers symptoms, makes lots of money
and requires additional medicine for the side effects of the original prescribed
medicine which has destroyed most peoples natural immune system. Medical
errors are the 3" leading cause of death in this country. | will not take part in this
genocide and do not judge those who do.
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Eliasson’s declaration and email in support of his exemption request also identified his secular
belief that he has the right to refuse medical treatment, claiming “that this right is a natural right
given to all by our creator.” See Exhibit C at p. 027. For support, Eliasson referenced not religious
texts, but documents from the Red Cross and the Harvard Library about his “natural right,” and
acknowledged, “I do not provide any religious text as my faith is of a personal matter between me
and our creator.” Id. Eliasson further acknowledged that his “religious” beliefs are not actually
based on a religion or belief system: “My religious beliefs come from 59 years of living in this
body that my creator has provided me. It is my body!!” I1d. While Eliasson’s exemption request
borrows from the language of religion—using words like “creator,” “evil,” and “faith”—it is
evident that Eliasson’s opinions are based on secular theories about modern medicine, defense of
his personal liberty, and a fear-based aversion to vaccines, as opposed to any sincerely held
religious belief. Accordingly, PUC properly denied Eliasson’s religious accommodation request
“due to his personal focus on evil and the misunderstanding of the science versus a clear religious
belief that prohibits vaccination.” See Exhibit G at p. 053.

The information Eliasson provided to DHR EEO to investigate his complaint underscored the fact
that his opposition to the City’s vaccination requirement is not based on sincerely held religious
beliefs, but simply uses religious language to justify a secular belief. For example, Eliasson again
identified in his complaint that, “[G]od has given me free will to choose between good and evil.
There is no higher authority over my body and my choices then [sic] that which | believe to be
true. 1 will not take this ‘vaccine.”” See Exhibit E. Eliasson’s emphasis on personal freedoms and
a right to bodily sovereignty are predominantly secular, philosophical, and scientific beliefs, not
obviously religious ones. See Exhibits B, C, and E.

Eliasson also provided responses to DHR EEO’s intake interview questionnaire that identified his
personal and scientific—not religious—beliefs that the City’s Vaccination Policy “has nothing to
do with safety and everything to do with compliance,” involves a “medical intervention” whose
“full risk ... is still unknown as there are no long term health studies,” and “has no basis in my
world or religious view and as such, | cannot follow” it. See Exhibit H at p. 068. Eliasson also
responded with his political and philosophical beliefs that he wanted his employer “to stop
dictating what medical procedures I take or don’t take” and “to recognize the U.S. Constitution.”
See Exhibit H at p. 072. Neither Eliasson’s COVID-19 vaccine fears nor his objections to
encroachment on his personal liberties are religious in nature.

Accordingly, the investigation of Eliasson’s complaint correctly established that Eliasson’s
exemption request should be denied because it was not based on sincerely held religious beliefs
entitled to protection under federal and state law and the City’s EEO policies. On this basis alone,
Eliasson’s appeal must also be denied.

B. The Human Resources Director Also Correctly Determined that Eliasson’s
Requested Accommodation Would Impose an Undue Hardship on the
Department and Constitute a Direct Threat to Himself and Others.

Eliasson’s appeal must also be denied because his accommodation request to remain in his current



CSC Report
CSC Register No. 0238-22-6
Page 7 of 10

position while unvaccinated would have imposed an undue hardship on the department and would
have constituted a direct threat to himself and others in the workplace. In his role as Stationary
Engineer, Eliasson’s job required him to be onsite in PUC’s wastewater treatment plant interacting
with fellow employees, contractors, consultants, and other PUC constituents. While there have
been restrictions on in-person meetings during the quarantine lockdowns in California, at the time
that the City implemented its VVaccination Policy, there was a return to in-office or onsite work and
a return to normal business operations. It was imperative for PUC staff to be vaccinated in order
to preserve the health and safety of all employees and to ensure the health and safety of the
constituent public.

To the extent Eliasson sought an accommodation to refrain from in-person contact, the department
would need to mitigate the risk that an unvaccinated Eliasson might infect co-workers at any of
the facilities where he worked. Mitigating the threat of COVID-19 infection for unvaccinated
employees in Eliasson’s Stationary Engineer position presented an undue hardship for PUC’s
operations due to the nature of Eliasson’s job. Eliasson’s job duties require frequent in-person
contact with co-workers on various crews (Operations, Maintenance, Electrical, Instrumentation,
Engineering, etc.) to inspect, troubleshoot, repair, and operate a variety of machinery and
equipment to ensure the proper, continuous functioning of the numerous processes and operations
of the plant, the 27 pumping stations, and other components of the City’s sewage treatment
systems. See Exhibit J. Such in-person duties include: (i) visual inspection and monitoring of the
systems on half a dozen monitors in the plant’s control room with at least one other co-worker; (ii)
multiple crew members traveling together promptly in City vehicles to urgent problems at any
facility within the City’s sewage treatment systems; and (iii) collaborating with crew members on-
site to coordinate and implement an efficient, effective remedy to restore and ensure proper
operation of the disrupted treatment processes. Removing Eliasson from these essential, in-person
aspects of his job, thereby delaying various interactions and hands-on work to accomplish physical
separation from Eliasson, would considerably diminish the crews’ ability to promptly respond to
and repair urgent problems and would significantly affect PUC’s ability to ensure proper,
consistent operations of the City’s sewage treatment systems. As these delays and their effects
would result in a compounding cascade of disrupted and failed processes required for the critical
functionality of the City’s sewage treatment systems, Eliasson’s requested accommodation would
impose an undue hardship.

Also, at the time of Eliasson’s exemption request in August 2021, COVID-19 testing consisted
mostly of PCR tests that took 24-72 hours to provide results; rapid at-home antigen tests were not
yet widely available. Requiring Eliasson to obtain regular PCR tests would have resulted in
significant lost productivity, resulting in additional undue burden for the department. In addition,
Eliasson’s role was a PUC-specific position that involved specialized skills not required for any
other City job and could not be readily fulfilled by another employee. Moreover, as almost all of
the role’s essential functions involved on-site inspection and operations at the plants and pumping
stations of the City’s sewage treatment systems, it was impossible for Eliasson to perform the job
remotely. See Exhibit J.

In addition, local public health orders and guidance from the CDC and the EEOC from March of
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2020 through July of 2022 effectively established that unvaccinated employees like Eliasson are a
direct threat to themselves and others in the workplace because of the potential for serious illness
and death associated with COVID-19, and the risk of transmission, especially by unvaccinated
individuals. The guidance supported the conclusion that employees and members of the public
may be placed at great risk of contracting COVID-19 if they came in contact with unvaccinated
employees who could carry and shed the virus more than vaccinated employees. Regular testing
IS not a suitable alternative to vaccination for the reasons described above, and proper and
consistent mask-wearing—one way to prevent COVID transmission—is difficult to enforce. Thus,
the Human Resources Director correctly determined that allowing Eliasson to remain in his job
classification while unvaccinated would pose a direct threat to his and others’ health and safety.

Eliasson mistakenly alleges that because PUC only cited one reason in its denial of his exemption
request, other reasons cannot be applicable in evaluating his request. On the contrary, PUC
appropriately cited only the threshold reason for denying his request, following the City’s
Exemption Request Procedures in effect at the time. See Exhibit F at pp. 043-044. That is because
PUC determined in the first step of the potential two-step process that Eliasson had insufficient
documentation of a sincerely held religious belief conflicting with the City’s vaccination
requirement. See Exhibit D at p. 035 and Exhibit G at p. 053. Thus, PUC did not need to move to
the second step of the process to determine whether it could provide an accommodation without
removing essential functions from the employee or other undue hardship.

The Human Resources Director, however, was obligated to not only review and analyze the
department’s initial determination, but also the additional factors of undue hardship and direct
threat, given the investigative standards for evaluating Eliasson’s complaint of religious
discrimination in denying his religious accommodation request. In analyzing each of these factors,
the Human Resources Director correctly identified in the determination letter that each factor
supported the denial of Eliasson’s religious exemption request, and that PUC did not violate the
City’s EEO policies regarding religious accommodation. Given that analysis and as explained
further above, the Commission should reach the same conclusion about the Human Resources
Director’s determination regarding Eliasson’s complaint and deny Eliasson’s appeal.

C. Eliasson’s Critique of Delays Regarding His and Hundreds of Other Exemption
Requests and Related Complaints Does Not Alter the Fact that Both His
Exemption Request and EEO Complaint Were Properly Evaluated and
Determined.

While Eliasson’s appeal complains of delays in the handling and ultimate determination of his
exemption request and EEO complaint, the procedural delays did not ultimately affect the ability
of PUC to properly evaluate his exemption request and the Human Resources Director’s ability to
properly investigate his complaint about the denial of his request. Moreover, the delays were
necessarily prompted by departments being inundated with religious and medical COVID-19
exemption requests without sufficient staff to review them, including over a hundred exemption
requests submitted to PUC to be handled and evaluated by only a handful of PUC staff. In addition,
the continually evolving nature and circumstances of the pandemic exacerbated the delays, as
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guidance, procedures, and policies needed to be reviewed and revised to keep up with the changing
circumstances of the pandemic, especially as vaccinations became available and approved. Thus,
regardless of procedural delays, Eliasson’s religious accommodation request was properly
evaluated and denied by his department, a decision that was investigated and correctly upheld by
the Human Resources Director.

VI. RECOMMENDATION

For all the reasons set forth above, the Human Resources Director’s decision should be upheld,
and the appeal should be denied.

VII. APPENDIX/ATTACHMENTS TO REPORT

Attached to this report are the following exhibits:

Exhibit A: City and County of San Francisco’s COVID-19 Vaccination Policy,
amended version dated August 6, 2021, pp. 012-018

Exhibit B: Employee Request for Religious Accommodation (COVID-19 Vaccination
Exemption), signed by Eric Eliasson on August 27, 2021, pp. 020-023

Exhibit C: Communications between Hallie Albert and Eric Eliasson regarding
Request for Vaccination Exemption, dated between August 27 and
September 22, 2021, pp. 025-032

Exhibit D: Determination on COVID-19 Vaccination Exemption Request, attached to
email from Hallie Albert dated October 7, 2021, pp. 034-036

Exhibit E: Complaint email from Eric Eliasson to Department of Human Resources,
Equal Employment Opportunity Division, dated October 14, 2021, p. 038

Exhibit F: Reply email from Department of Human Resources, Equal Employment
Opportunity Division to Eric Eliasson, dated October 22, 2021, pp. 040-051

Exhibit G: Email from Hallie Albert to Department of Human Resources, Equal
Employment Opportunity Division, dated October 22, 2021, pp. 053-062

Exhibit H: Intake Interview Questionnaire, attached to email from Eric Lavina to Eric
Eliasson dated November 23, 2021, and documents provided in response,
attached to email from Eric Eliasson dated December 3, 2021, pp. 064-092

Exhibit I: Notification of Charge of Discrimination and Request for Information,
dated December 9, 2021, and documents provided in response, dated May
19, 2022, pp. 094-255



CSC Report
CSC Register No. 0238-22-6

Page 10 of 10

Exhibit J: Job Description for 7372 Stationary Engineer job classification, pp. 257-
260

Exhibit K: Email from Rachel Gardunio to Eric Eliasson regarding compliance with
vaccination requirement, dated October 29, 2021, pp. 262-263

Exhibit L: Notice to Eric Eliasson of Proposed Disciplinary Action and Skelly Meeting
and Placement on Paid Administrative Leave, dated November 8, 2021, pp.
265-363

Exhibit M: Notice of Dismissal to Eric Eliasson, dated December 6, 2021, pp. 365-375

Exhibit N: Emails from Eric Eliasson alleging discrimination based on medical status,
dated January 21, 2022, pp. 377-381

Exhibit O: Human Resources Director’s Letter of Determination to Eric Eliasson,
dated November 9, 2022, pp. 383-390

Exhibit P: Notice of Receipt of Appeal and Acknowledgement Letter to Eric Eliasson,

dated December 6, 2022, pp. 392-418



EXHIBIT A

City and County of San Francisco’s COVID-19 Vaccination
Policy, amended version dated August 6, 2021
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City and County of San Francisco
Carol Isen
Human Resources Director

Department of Human Resources
Connecting People with Purpose
www.sfdhr.org

COVID-19 Vaccination Policy
Amended 8/6/2021

8/6/2021 Revision: This revision updates the vaccination policy for all employees subject to
San Francisco Health Officer’s Safer-Return-Together Order (“SF Health Order”) (last amended
August 2, 2021) and who are required to be vaccinated no later than September 15, 2021
employees for reqularly scheduled to work in high-risk settings and no later than October 13,
2021 for employees who may occasionally or intermittently enter high-risk settings as part of
their job.

This revision also clarifies that the City’s Vaccination Policy applies to City interns, volunteers,
and City fellows (including SF Fellows, McCarthy Fellows, Fish Fellow, and Willie Brown Fellows).
Generally, all such persons must show proof of full vaccination status to the Departmental
Personnel Officer or Human Resources personnel at the department where they intern,
volunteer or have their fellowship, who will verify that the individual has shown appropriate
documentation that they are fully vaccinated before the start of their internship, fellowship or
volunteer activity, or, if they are a current intern, fellow or volunteer, by no later than the
applicable deadline under the SF Health Order (if in a high-risk setting) or by October 13, 2021.
Departments must not retain copies of the individual’s vaccination record after verification. An
addendum has been added to provide the dates by which all subject to this policy must report
and begin the vaccination process.

PURPOSE STATEMENT

The City and County of San Francisco (City) must provide a safe and healthy workplace,
consistent with COVID-19 public health guidance and legal requirements, to protect its
employees and the public as it reopens services and returns more employees to workplaces.

According to the federal Centers for Disease Control (CDC), the California Department of Public
Health (CDPH), and the San Francisco County Health Officer, COVID-19 continues to pose a risk,
especially to individuals who are not fully vaccinated, and certain safety measures remain
necessary to protect against COVID-19 cases and deaths. Vaccination is the most effective way
to prevent transmission and limit COVID-19 hospitalizations and deaths. Unvaccinated
employees, interns, fellows and volunteers are at greater risk of contracting and spreading
COVID-19 within the workplace and City facilities, and to the public that depends on City
services.

To best protect its employees and others in City facilities, and fulfill its obligations to the public,
all employees must, as a condition of employment: (1) report their vaccination status to the
City; and (2) be fully vaccinated and report that vaccination status to the City not later than
either the applicable deadline under the San Francisco Health Order, if it applies, or 10 weeks

One South Van Ness Avenue, 4™ Floor @ San Francisco, CA 94103-5413 e (415) 557-4800
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after the Federal Food & Drug Administration (FDA) giving final approval to at least one COVID-
19 vaccine, if not otherwise covered by the SF Health Order.

LEGAL REQUIREMENTS

On June 17, 2021, Governor Newsom issued Executive Order No. N-09-21, which implements
new California Division of Occupational Safety and Health (Cal/OSHA) rules, effective June 17,
2021. These rules require employers to take specific measures to protect employees from
COVID-19, including enforcing masking and quarantine requirements, and offering COVID-19
testing and time off, for employees who are unvaccinated or for whom the employer does not
have documentation verifying they are fully vaccinated. The Cal/OSHA rules require employers
to verify and document that an employee is fully vaccinated before allowing that employee to
discontinue masking indoors. For unvaccinated employees or employees for whom the City
does not have documentation verifying fully vaccinated status, the City must enforce masking,
provide COVID-19 testing following a close contact in the workplace or anytime they have
COVID-19 symptoms, and exclude these employees from the workplace for 10 days after a
close contact. Upon request, the City also must provide non-vaccinated employees with
respirators (N95 masks) and provide education about using that type of mask.

On July 26, 2021 CDPH issued an Order (CDPH Vaccination Status Order) that workers in high
risk and other healthcare settings must report their vaccination status no later than August 23,
2021. The CDPH Vaccination Status Order also requires routine testing and more rigorous
masking for unvaccinated or only partially vaccinated personnel working in these settings.

On August 2, 2021, the San Francisco Health Officer updated the SF Health Order requiring all
employers to determine the vaccination status of employees who routinely work onsite in high-
risk settings by no later than September 15, 2021 and precluding unvaccinated employees from
entering those facilities after that date, and precluding unvaccinated employees who may
occasionally or intermittently enter those settings from entering those facilities after October
13, 2021. This order further requires employees (among others) to remain masked in the
workplace, effectively superseding the Cal/OSHA COVID-19 Temporary Emergency Standard
which allows unvaccinated employees who had documented that status to remove their masks.

On August 2, DHR issued a revised policy Face Coverings at Work Policy that complies with both
the state and local health orders and can be found here:
https://sfdhr.org/sites/default/files/documents/COVID-19/Face-Covering-Requirements-at-

Work.pdf

On August 5, 2021, CDPH issued a new Order (Health Care Worker Vaccine Requirement)
mandating all workers who provide services or work in identified health care facilities to be fully
vaccinated by September 30, 2021. The only exemptions to the Health Care Worker Vaccine
Requirement are for workers who have a documented and approved exemption from
vaccination on the basis of a sincerely-held religious belief or due to a qualifying medical
condition or restriction.
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STATEMENT OF POLICY
Definition of “Employees” Under This Policy

For purposes of this policy only, the term “employees” includes all full, part-time and as-need
City employees regardless of appointment type, volunteers, interns, and City fellows (such as
San Francisco Fellows, McCarthy Fellows, Fish Fellows, and Willie Brown Fellows).

Requirement to Report Vaccination Status

To protect the City’s workforce and the public that it serves, all City employees were required
to report their vaccination status to the City by July 29, 2021 (with a subsequent extension to
August 12, 2021), by providing the following information:

e Whether the employee is vaccinated (yes or no)
e For employees who are vaccinated or partly vaccinated:

o The type of vaccine obtained (Moderna, Pfizer, or Johnson & Johnson, or other
vaccine received in approved clinical trials)
Date of first dose vaccine;
Date of second vaccine for a 2-dose vaccine;
Declaration under penalty of perjury that they have been fully vaccinated, and
Upload documentation verifying proof of vaccination status. Proof of
vaccination can include a copy of the CDC COVID-19 Vaccination Record Card,
documentation of vaccine from the employee’s healthcare provider, or
documentation issued by the State of California by going to:
https://myvaccinerecord.cdph.ca.gov/

O O O O

To be fully vaccinated, 14 days must have passed since an employee received the final dose of a
two-shot vaccine or a dose of a one-shot vaccine. All unvaccinated employees must continue to
comply with masking, testing, and other safety requirements until they are fully vaccinated and
have reported and documented that status to the City consistent with this Policy. Employees
who previously reported that they were unvaccinated must update their status once they are
fully vaccinated.

Failure to comply with the reporting requirement may result in discipline, or non-disciplinary
separation from employment with the City for failure to meet the minimum qualifications of
the job.

How to Report Vaccination Status
Volunteers, interns, and City fellows (such as San Francisco Fellows, McCarthy Fellows, Fish
Fellows, and Willie Brown Fellows) must verify that they are fully vaccinated to the

Departmental Personnel Officer or Human Resources professional by showing a copy of their
CDC COVID-19 Vaccination Record Card, documentation from the individual’s healthcare

014



CCSF Vaccination Policy
Issued 6/18/2021, Amended 8/6/2021

provider, or documentation issued by the State of California as described above. The
department must retain documentation that the individual’s vaccination status has been
verified but must not retain copies of the individual’s vaccination record.

All other employees must report their vaccination information and upload documentation
verifying that status into the City’s People & Pay system using the Employee Portal or by hand
using the COVID-19 Vaccination Status Form. Only City employees authorized to access
employee personnel information will have access to the medical portion of the file. The City will
share information about an employee’s vaccination status only on a need-to-know basis,
including to the employee’s department, managers and supervisors for the purpose of
enforcing masking, quarantining in the event of a close contact, and other safety requirements.

Vaccination Requirements for Employees

1. To comply with the SF Health Order and ensure delivery of City services, City policy
requires that all City employees routinely assigned to or working onsite in high-risk settings
must be fully vaccinated — and must have reported that status and uploaded documentation
verifying that status in the Employee Portal — no later than September 15, 2021, unless they
have been approved for an exemption from the vaccination requirement as a reasonable
accommodation for a medical condition or restriction or sincerely held religious beliefs. Any
employee with an approved exemption must still report their vaccination status to the City by
the September 15, 2021 deadline. The vaccination and reporting requirements are conditions
of City employment and a minimum qualification for employees who are routinely assigned to
or working onsite in high-risk settings. Those employees who fail to meet the vaccination and
reporting requirements under this Policy will be unable to enter the facilities and unable to
perform an essential function of their job, and therefore will not meet the minimum
requirements to perform their job.

2. To comply with the CDPH Health Care Worker Requirement and ensure delivery of City
services, City policy requires that all City employees who are not otherwise covered by the SF
Health Order September 15, 2021 deadline, but who provide services or work in the health care
facilities identified in the state’s order, must be fully vaccinated — and must have reported that
status and uploaded documentation verifying that status in the Employee Portal — no later than
September 30, 2021, unless they have been approved for an exemption from the vaccination
requirement as a reasonable accommodation for a medical condition or restriction or sincerely-
held religious-beliefs. Any employee with an approved exemption must still report their
vaccination status to the City by the September 30, 2021 deadline. The vaccination and
reporting requirements are conditions of City employment and a minimum qualification for
employees provide services or work in the health care facilities identified in the state’s order.
Those employees who fail to meet the vaccination and reporting requirements under this Policy
will be unable to enter the facilities and unable to perform an essential function of their job,
and therefore will not meet the minimum requirements to perform their job.

3. To comply with the SF Health Order and ensure delivery of City services, City policy
requires that all City employees who in the course of their duties may enter or work in high-risk

015



CCSF Vaccination Policy
Issued 6/18/2021, Amended 8/6/2021

settings even on an intermittent or occasional basis or for short periods of time must be fully
vaccinated — and must have reported that status and uploaded documentation verifying that
status in the Employee Portal—no later than October 13, 2021, unless they have been approved
for an exemption from the vaccination requirement as a reasonable accommodation for a
medical condition or restriction or sincerely-held religious beliefs. Any employee with an
approved exemption must still report their vaccination status to the City by the October 13,
2021 deadline. The vaccination and reporting requirements are conditions of City employment
and a minimum qualification for employees who in the course of their duties may enter or work
in high-risk settings even on an intermittent or occasional basis or for short periods of time.
Those employees who fail to meet the vaccination and reporting requirements under this Policy
will be unable to enter the facilities and therefore unable to perform an essential function of
their job, and will not meet the minimum requirements to perform their job.

4, Volunteers, interns, and City fellows (such as San Francisco Fellows, McCarthy Fellows,
Fish Fellows, and Willie Brown Fellows) must be fully vaccinated — and must have reported that
status and providing documentation verifying that status to the Departmental Human
Resources personnel — as a condition of serving as a City volunteer, intern or fellow. Those
already working and who do not fall under the SF Health Order must be fully vaccinated no
later than October 13, 2021. Failure to comply with this policy will result in suspension of the
internship, fellowship, or volunteer opportunity until such time as the individual provides
verification that they are fully vaccinated.

5. All other City employees must be fully vaccinated — and must have reported that status
and uploaded documentation verifying that status in the Employee Portal — as a condition of
employment within ten weeks after the FDA provides final approval to at least one COVID-19
vaccine, unless they have been approved for an exemption from the vaccination requirement as
a reasonable accommodation for a medical condition or restriction or sincerely-held religious
beliefs. Any employee with an approved exemption must still report their vaccination status to
the City by the applicable deadline. Once the vaccination deadline is reached (10 weeks after
FDA approval of a vaccine) the vaccination and reporting requirements are conditions of City
employment and a minimum qualification for all City employees.

Failure to comply with this Policy may result in a disciplinary action, or non-disciplinary
separation from employment for failure to meet the minimum qualifications of the job.

Requesting an Exemption from the Vaccination Requirement

Employees with a medical condition or other medical restriction that affects their eligibility for
a vaccine, as verified by their medical provider, or those with a sincerely held religious belief
that prohibits them from receiving a vaccine, may request a reasonable accommodation to be
excused from this vaccination requirement. The City will review requests for accommodation
on a case-by-case basis, and engage in an interactive process with employees who submit such
requests. For some positions where fully vaccinated status is required to enter the facility
where the employee works, an accommodation may require transfer to an alternate vacant
position, if available, in another classification for which the employee meets the minimum
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qualifications. Requests for Reasonable Accommodation forms and procedures can be found
here: https://sfdhr.org/new-vaccine-and-face-covering-policy-city-employees
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COVID-19 VACCINATION COMPLIANCE DEADLINES

ADDENDUM TO VACCINATION POLICY AMENDED AUGUST 5, 2021

Below are the vaccination status reporting deadlines for City employees.

COVID-19 VACCINATION STATUS REPORTING DEADLINES

July 29, 2021

Reporting Deadline

August 12, 2021

Grace Period - Final day to report vaccination status

Below are the vaccination deadlines for City employees. City employees working in high-risk settings are

subject to non-disciplinary release if not vaccinated by the deadlines referenced below for failure to meet

the minimum qualifications of their jobs.

COVID-19 VACCINATION DEADLINES BY EMPLOYEE TYPE

Employees not
working in “High-
Risk” or other
Health Care
Settings

No vaccination required at this time. Under the City Vaccination Policy, employees
must be fully vaccinated within 10 weeks after full FDA approval of any COVID-19
vaccine.

Employees who
are assigned to or
routinely work
onsite in High-Risk
Settings

Must be fully vaccinated no later than September 15, 2021.
e Moderna: First Shot no later than August 4, 2021;
Second Shot no later than September 1, 2021
o  Pfizer: First Shot no later than August 11, 2021;
Second Shot no later than September 1, 2021
e Johnson & Johnson: First Shot no later than September 1, 2021

Employees
working in other

Must be fully vaccinated no later than September 30, 2021.
e Moderna: First Shot no later than August 19, 2021;

intermittently or
occasionally

working in “High-
Risk Settings”

Health Care Second Shot no later than September 16, 2021
Facilities e Pfizer: First Shot no later than August 26, 2021;
Second Shot no later than September 16, 2021
Johnson & Johnson: First Shot no later than September 16 2021
Employees Must be fully vaccinated no /ater than October 13, 2021.

e Moderna: First Shot no later than September 1, 2021;
Second Shot no later than September 29, 2021
e Pfizer: First Shot no later than September 8, 2021;
Second Shot no later than September 29, 2021
e Johnson & Johnson: First Shot no later than September 29 2021




EXHIBIT B

Employee Request for Religious Accommodation (COVID-19
Vaccination Exemption), signed by Eric Eliasson on
August 27, 2021
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Dunson, Marvin (HRD)

From: Mena, Victor

Sent: Friday, August 27, 2021 8:21 AM

To: Reasonable Accommodations

Subject: FW: E. Eliasson (COVID-19 Vaccination Exemption).
Attachments: E.Eliasson.Vac.Exemption.Form.pdf

From: Guan, Sanly K <SGuan@sfwater.org>

Sent: Friday, August 27, 2021 8:14 AM

To: Mena, Victor <VMena@sfwater.org>

Subject: RE: E. Eliasson (COVID-19 Vaccination Exemption).

Hello Victor,

Please forward the COVID-19 vaccination exemption to RA@sfwater.org

Thanks,

Sanly Guan | Pronouns: She/Her/Hers
Management Assistant, SFPUC
E: SGuan@sfwater.org | T: 415-226-6648

From: Mena, Victor

Sent: Friday, August 27, 2021 7:58 AM

To: Guan, Sanly K <SGuan@sfwater.org>

Subject: FW: E. Eliasson (COVID-19 Vaccination Exemption).

Good morning,

Mr. O’Connell just provided us with an exemption form for E. Eliasson. Please see attached.

Best,

Victor Mena

Department Personnel Liaison
Wastewater Enterprise

(415) 793-9786

From: O'Connell, John J <JOConnell@sfwater.org>

Sent: Friday, August 27, 2021 6:48 AM

To: Mena, Victor <VMena@sfwater.org>; Clark, Andrew M <AClark@sfwater.org>
Cc: Eliasson, Eric <EEliasson@sfwater.org>

Subject: E. Eliasson (COVID-19 Vaccination Exemption).
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Victor,

| received a Vaccination Exemption Request form for Religious accommodation from Eric Eliasson this morning, Friday
8/27/2021. As our Department Personnel Official, can you please pass the attached form onto the appropriate Officials
for review or provide direction?

Thanks,

John

John O’Connell

SFPUC/WWE/SEP

415-920-4880
Cell: 628-249-8939
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; ! City and County of San Francisco RELIGIOUS ACCOMMODATION
N = (COVID-19 Vaccination Exemption)

Employee Name mployee DSWH

Eric Eliasson e
job Code and Title partment
7372 Stationary Engineer SEP
Division/Unit L Supervisor/Manager )
WWE John O'Connell

The City and County of 5an Francisco (City) is committed to equal employment opportunities for all employees and
a work environment that is free of unlawful harassment, discrimination, and retaliation. Consistent with this
commitment, the City complies with all laws protecting employees’ religious beliefs, practices and observances.
When requested, the City will provide an exemption or reasonable accommodation for employees’ sincere religious
heliefs, practices and observances, which prohibit the employee from receiving a COVID-19 vaccination, provided
the requested accommaodation is reasonable and does not create an undue hardship for the City or pose a direct
threat to the health and/or safety of the employee or others in the workplace.

San Francisco Department of Public Health Order No. C159-07, requires persons routinely working onsite in High-
Risk Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
employer effective September 15, 2021. City policy must comply with this public health order, and will also require
all other City employees to receive a vaccination within 10 weeks of FDA approval of any COVID-19 vaccine. A
religious exemption may be granted to City employees who: (1) hold a sincere religious belief that conflicts with the
vaccination requirement, (2] complete this request form, and [3) provide any information needed to support the
exemption reguest.

EMPLOYEE CERTIFICATION
I request an exemption from the local Public Heaith Order and City Policy requiring COVID-19 vaccinations for all

City employees. | make this request based on my sincere religious belief(s), practice(s), or observance(s). My beliefs
are in conflict with the vaccination requirement, and | certify the following is true;

1. My religion or belief system is (enter name or description): Non Denominational

2. 1have held this beliefisWwes or practiced and observed this religion since (enter date or year): L

3. My religion, belief system, or practice requires me to abstain from the COVID-19 vaccination because (describe
the specific tenet, practice, or observation that conflicts with the COVID-19 vaccination requirement and/or

My Fa’ﬁ-?'ﬁ'lmﬁi' '“"f‘lﬁ&éoﬂ:hnsﬂan doctrine aithough | am not Jewish nor Christian in faith. My

Continued on Page 2

4, If your religion, belief system, or practice requires you to abstain from the COVID-19 vaccination, but not other
CRen. 7/30/2001)
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EMPLOYEE REQUEST FOR RELIGIOUS ACCOMMODATION
(COVID-19 Vaccination Exemption), Page 2 of 2

types of vaccinations, please describe the specific tenet, practice, or observation that expressly conflicts with

f t
C&Eﬁfﬁfﬂﬁ#ﬂ' méﬂéy@s’ iﬂ”’ 3 ‘?ﬁ éfars 0 ﬁear Itis not about vaccines it is about

5. If requested, | can provide a written statement, an affidavit or other documents fesmereslpeuiloadasas

E"I’ESDHI}

1 hereby certify that | make this request based on my sincerely held religious bellefs that prevent me from complying
with COVID-19 vaccination requirements. | understand that any falsified information can lead to disciplinary action,
up to and including termination of employment,

e e i s o
e a/2/2.

Employee Signature Date

FOR HR USE ONLY

Date Received: /S Medical Certification Received O Yes O No
Date Medical Certification Received: J

Rew, /B0 2001
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EXHIBIT C

Communications between Hallie Albert and Eric Eliasson
regarding Request for Vaccination Exemption, dated between
August 27 and September 22, 2021
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Dunson, Marvin (HRD)

From: Albert, Hallie B

Sent: Friday, August 27, 2021 3:46 PM
To: Eliasson, Eric

Subject: Request for Additional Information
Attachments: Decl_Religious_Vax Exempt.pdf

Dear Eric Eliasson:

Upon review of your request for a religious exemption to the City’s Covid-19 vaccination mandate, the Department is
requesting additional information. Please have the attached declaration completed and return it to me within 5 business
days (due by close of business on September 3, 2021).

If you have any questions, please let me know.
Regards,

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, 3rd Floor

San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission
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. . DECLARATION IN SUPPORT OF EMPLOYEE
: City and County of San Francisco  pr) 1G10US EXEMPTION REQUEST (COVID-19

Employee Name Employee DSW#

San Francisco Department of Public Health Order No. C19-07 requires persons routinely working onsite in High-Risk
Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
employer effective September 15, 2021. As an employer, the City and County of San Francisco (City) must comply
with this public health order. City policy also requires all other employees to receive a vaccination within 10 weeks
of FDA approval of any COVID-19 vaccine. A religious exemption may be granted to City employees who hold a sincere
religious belief that conflicts with the vaccination requirement.

INFORMATION REQUEST

The employee named above has identified you as an individual with knowledge of the religious belief(s), practice(s),
or observance(s) that precludes the employee from receiving a COVID-19 vaccination. Please answer the questions
below based on your personal knowledge and beliefs.

lama [ Religious Leader O Religious Scholar O Person Knowledgeable Regarding the Employee’s
Religious Beliefs, Practices or Observances

1. The above-named employee adheres to the following religion or belief system (enter name or description):

2. | have personal knowledge of the above-named employee’s adherence to this belief system: [0 YES [0 NO
If YES, please explain how you have personal knowledge of the employee’s adherence to the belief system.

3. Does the religion or belief system identified in response to Question 1, above, requires all adherents to abstain
from the COVID-19 vaccination because the vaccination conflicts with the tenets, practices and observations
of a recognized church, religious denomination, or recognized religious organization: O YES [ NO
If YES, please cite the specific tenet, practice or observation that conflicts with the COVID-19 vaccination
requirement, and/or explain how it is followed.

| declare under penalty of perjury under the law of California that the foregoing is true and correct.

Signature Date

Print Name Title

Contact Phone

Rev. 7/30/2021
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From:

To: Albert, Hallie B

Cc: Eliasson, Eric

Subject: EIiasson-DecIaration in support of employee religious exemption request
Date: Monday, August 30, 2021 6:05:16 PM

Attachments: Eliasson religious exemp 3.pdf

CAUTION: This email originated from outside of the organization. Do not click links or
open attachments unless you recognize the sender and know the content is safe.

Hallie B. Albert,

I have attached the DECLARATION IN SUPPORT OF EMPLOYEE RELIGIOUS EXEMTION REQUEST
(COVID-19).

In addition I have submitted two references that give reference to my rights of consent. The first is from the Red
Cross BasicPlus CRR, AED, and First Aid for Adults. T took this course at the South East Plant as part of my
training. I was trained that I must first ask for permission to help as indicated below. Though this is not religious
text it refers to the right to refuse medical treatment. My belief is that this right is a natural right given to all by our
creator and is recognized by the Red Cross and I assume SFPUC as this was training provided by our organization.

Consent
Every one has the right to refuse medical treatment. Always ask a responsive person if he or she wants help before
providing care . (2)

The second reference is from the HARVARD LIBRARY, office for Scholarly Communication “The History of the
Informed Consent Requirement in United States Federal Policy”. This reference actually speaks to, “the natural
right of the individual”. Again I believe this is called a natural right as it is given to all at birth by our creator.

“In reaching its decision, the court relied on a torts treatise to show that the consent requirement exists not just to
authorize a touching, but also to make sure that the patient makes an informed decision. The court cites Kinkead on
Torts, § 375, for the general rule:

The patient must be the final arbiter as to whether he will take his chance with the operation, or take his chances of
living without it. Such is the natural right of the individual, which the law recognizes as a legal one. Consent,
therefore, of an individual, must be either expressly or impliedly given before a surgeon may have the right to
operate.” (1)

1 do not provide any religious text as my faith is of a personal matter between me and our creator. My religious
beliefs come from 59 years of living in this body that my creator has provided me. It is my body!! I have already
provided you with my Religious Accommidation form which clearly summarizes my religious objections to being
forced to inject a substance I believe comes from evil institutions, by evil institutions and for evil purposes.

Thank you for your consideration,

Eric Eliasson

<!--[if !'supportLists]-->(1)<!--[endif]--

>https://dash.harvard.edu/bitstream/handle/1/8852197/Wandler.pdf?sequence=1
(2) Red Cross Basic plus training, pg.7 (trained on last week
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_ _ DECLARATION iN SUPPORT OF EMPLOYEE
City and County of San Francisco  p ey 1610US EXEMPTION REQUEST (COVID-19

Employee Name Employee DSWH

Cerc  Esrsson |

San fFrancisco Department of Public Health Order No. C13-07 requires persons routinely working onsite in High-Risk
Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
empioyer effective September 15, 2021. As an employer, the City and County of San Francisco (City) must comply
with this pubtic health order. City policy also requires alf ather employees to receive a vaccination within 10 weeks
of FDA approval of any COVID-19 vaccine. A religious exemption miay be granted to City employees who hold a sincere
religious belief that conflicts with the vaccination requirement,

\HLI\!FORMATION REQUEST
PVEELE
The employee named above has identifiedeme® as an individual with knowledge of the religious belief(s), practice{s},

or observance(s] that preciudes the employee from receiving 2 COVID-19 vaccination. Please answer the questions
below based on your personal knewledge and beliefs.

A
lama [ Religious Leader 7 Religious Scholar E{m& Knowledgeable Regarding the Employee’s
Religious Beliefs, Practices or Observances

1. The above-named employee adheres to the following refigion or belief system {enter name or description):
NOM  DENOMIMNATIONAL BASED on)  ToDio /CuissTiAs Do CTRING

2. Ihave personal knowledge of the above-named employee’s adherence to this belief system: B/YES 2 NO
If YES, please explain how you have personat knowtedge of the employee’s adherence to the belief system,
T AM THE WMAN  wWITH THoE BGLLITCS

3. Doesthe religion or belief system identified in response to Question 1, above, reguires alt adherents to abstain
from the COVID-19 vaccination because the vaccination conflicts with the tenets, practices and observations
of a recognized church, religious denomination, or recognized religious organization: EJYES [ NO
if YES, piease cite the specific tenet, practice or observation that confiicts with the COVID-19 vaccination
requiremnent, and/or exptain how it is followed. ‘

3 _WAS cBeaten ITH Feer WILL . WITN THe ARTOITY J0 clieose  BETWESH
Gaot  Awp ENI\, Goob (€ReE Wiud Bud Evit (TvReonY) MY Bebly T¢

My TEMRLE 3 WIVC Nt DEETVE MY Bodlt WITR  AaY SuBsTAMCE TRAT

1 RELETUC wiAs CRoAED Flon o WY BN

i declare under penalty of perjury under the law of California that the foregoing is true and correct,

e 8/%/2 |

Signature Date
Erx. Elsasson MAN, cLeatE D BY G
Print Name Title

I

Contact Phone

Rev. 7/30/2021
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From: I

To: Albert, Hallie B

Cc Eliasson, £ric

Subject: Fwd: E. Eliasson [ Religious Exemption Request
Date: Wednesday, September 22, 2021 5:05:26 PM

CAUTION: This email originated from outside of the organization. Do not click links or

open attachments unless you recognize the sender and know the content is safe.

Haitlie,

Thank you for the opportunity to test my faith! With all due respect, it has been 15 days since | submitted
my last form for refigious inquisition by my employer. An employer that by law is not supposed io
discriminate against me for my religious beliefs. And yet here we are 11 days past the date that you were
to approve or deny my Religious Exemption Reguest further attempting o pry into my personal and
private medical information and religious beliefs,

| want to thank you for providing me even more reasons that | should not take this vaccine along

with Tylenol, Pepto Bismol, aspirin, Tums, Lipitor, Senokot, Motrin, ibuprofen, Maalox,
Ex-Lax, Benadryl, Sudafed, albuterol, Preparaticn H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. [ had no idea that these products were developed using the same
technology used in the development of the Covid-19 vaccine.

This just goes to show you the state of lack of information in the process of

informed consent. | have already provided you with the religious beliefs that | strongly
heoid that brought me to the conclusion that | will not take this vaccine. Not that it is
any of your business but | was offered a different vaccine last month when | went to
the doctors for a back injury and | declined.

As if it mattered there are several decisicns that | have made in the past that | now
regret. [ am not a perfect human, but | am more perfect teday then | was yesterday
and far more perfect as a grandfather then | was as a young father.. yet | still make
mistakes.

My purpecse for providing the information that | already have given you in reference to
my personal and private medical status, i.e. Covid 18 vacgination status, as well as
my personal and private religiocus beliefs via coercion and threat of termination from
my employment for the past 11+ years with the City, was not to convert your belief
system or to stop you from having faith in a medical system that has proven to be
profit driven with no care given to good health. it was to legally provide requested
information to exercise my religious rights recognized by our legal system. Even if
the laws stop recognizing my natural rights | would not be coerced into taking this
injection or any other medical treatment.

Approve or deny my request based on the informaticn | have already provided to you,
it provided more details about my faith that t would choose to share with strangers
and | believe will only be used to discriminate against me. 1 am confident [ am in the
right in the eyes of our current legal system as religious discrimination is still not legal.
[ am also confident that if and when [ logse this job my creator will find another path

029



for me.
Thank you,

Eric Eliasson

----- Original Message-----

From: £liasson, Eric <EEliasson@sfwater.org>

To: I

Sent: Wed, Sep 22, 2021 12:27 pm

Subject: FW: E. Eliasson |l Religious Exemption Reguest

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Tuesday, September 21, 2021 2:27 PM

To: Eliasson, Eric <EEliasson@sfwater.org>

Subject: RE; E. Eliasson I Religious Exemption Request

Hi Eri¢:
As part of the City's review process, please answer all of the following questions:

1. Have you taken vaccines for any of the following diseases: rubella (measles), varicella
{chickenpox), or hepatitis A?

2. If applicable, have yau authorized your children to receive vaccines for rubella
(measles), varicella (chickenpox], or hepatitis A?

3 If your answer to question #1 and/or #2 is “yes,” why is your position with respect to
the COVID-19 vaccine different than for these other vaccines, ail of which are also
grown in cell lines derived from fetuses?

4. Many common medications were also developed using the same type of
technology used in the development of Covid-19 vaccines, including Tylenol,
Pepto Bismol, aspirin, Tums, Lipitor, Senckot, Motrin, ibuprofen, Maalox, Ex-
Lax, Benadryl, Sudafed, albuterol, Preparation H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. Do your beliefs prohibit you from taking and will you in the
future abstain from taking these and other similar medications? If not, what
tenet or belief prohibits the use of the Covid-19 vaccine, but permits the use of
these other medications?

Hallie B. Albert (she/hen)
EEO Programs Manager
SFPUC Human Resource Services
525 Golden Gate Avenue, 3rd Floor
San Francisco, CA 84102
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Phone 415.961.56812 Fax: 415.56563.4858

Halbert@sfwater.org
San Francisce Water, Power and Sewer | Services of the San Francisco Public [tihties Commission
S

From: Eliasson, Eric <EEli n@stwater org>
Sent: Wednesday, September 15, 2021 1:52 PM
To: Albert, Hallie B <HAlbert@sfwater.org>

Ce: O'Connell, John J <JOConnell@sfwater.org>; I
Subject: RE: E. Eliasson [ Religious Exemption Request

Hallie,

Perhaps if you can update me on how the process is being evolved | will have a better
understanding of why your department is not following the written procedure. As | was not
given any consideration on the date | had to report my persenal and private medical
infermation of my vaccinaticn status and not given any consideration about injecting my
body with a substance | object to without stating my personal and private religious beliefs
with the potential of losing a job that | have been working the last 11 years including
througheut this event, keeping our population and environment safe from the waste water
we treat... FRUSTRATION doesn't quite fill all of the emotions my employer is pulfing me
through. Please provide a timetable narrower then socni!

Respectfully,

Eric Eiiasson

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Wednesday, September 15, 2021 6:36 AM

To: Eliasson, Eric <EEliasson@sfwater.org>

Cc: O'Connell, John | < n fwater. org>; I
Subject: Re: E. Eliasson [ Religious Exemption Request

Hi Eric:

I understand your frustration. When DHR created that ariginal timeline it was without considering

the evolving process, which they dictate. Now that the requests reguire multiple levels of review, |

cannot state when SFPUC will be able to send you a determination letter but | am doing my best to
make that soon. Thank you for your patience as the City addresses this complicated issue,

Hallie
Get Qutlook foriOS

From: Eliasson, Eric <EEliasson@sfwater org>
Sent: Wednesday, September 15, 2021 6:06 AM
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To: Albert, Hallie B
Ce: O'Connell, John |; GGG
Subject: £ Eliasson I Religious Exemption Request

Hallie,

With all due respect, are the palicies and procedures meant for only employees?

In the link above it states under Religious Exemption Procedure, under section 9, it states;

9. Department personnel officials will make a determination and respond to an employee request
for religious exemptian from the vaccination requirement within seven {7} business days of receiving
an accommodation request and any supporting information requested by the department.

| sent my original request for my Religious Exemption-Request on 8/27/21. It was acknowledge as
received by you on 8/27/21. On this same date you requested that | fill out another form that
supports my claim for my religious beliefs. Which | filled out and submitted via e-mail to you on
8/30/21.

t have not heard back from any representative about the status of my request. It has been 10
business days, 3 days past the stated procedure of making a determination and respond to an

employee request.

Eric Eliasson
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EXRHIBIT D

Determination on COVID-19 Vaccination Exemption Request,
attached to email from Hallie Albert dated October 7, 2021
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Dunson, Marvin (HRD)

From: Albert, Hallie B

Sent: Thursday, October 07, 2021 11:41 AM

To: Eliasson, Eric

Subject: Determination re Request for Religious Accommodation
Attachments: Eliasson Eric - Determination Form.pdf

Dear Eric Eliasson:

The Department has considered the information you supplied in your written request for areligious exemption
aswell asall follow up email communications. The Department has determined that the information you
supplied does not meet the applicable standards under state and federal law, as well asthe City’s policies and
procedures, for areligious exemption to the City’ s Covid-19 vaccination requirements. Attached isthe
Department’ s determination regarding your Covid-19 vaccination exemption request.

For additional information on the City’ s vaccination policies and this process please visit the Department of
Human Resources website:

https://sfdhr.org/vacci nati on-and-f ace-covering-policy-city-employees

Thank you,

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, 3rd Floor

San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission

034



DEE g
- i

T DETERMINATION ON COVID-19 Rev. 9/23/2021

"i{:'f:u?' City and County of San Francisco VACCINATION EXEMPTION REQUEST
Employee Name Employee DSW#

Eric Eliasson I

Job Code and Title Department

7372 Stationary Engineer SFPUC

Division/Unit Supervisor/Manager

WWE John O'Connell

This notice is to advise you of the following departmental determination on your request for exemption from
COVID-19 vaccination requirements submitted on _08 /27 /2021 .

O APPROVED

Your request for an exemption based on a disability, medical condition, or sincerely held religious belief is
APPROVED. You will remain in your current position with the following reasonable accommodations (including
any mandatory health and safety protocols for unvaccinated employees, such as regular testing and specific
masking requirements and to protect coworkers and members of the public):

(Attach separate sheet as necessary.) Failure to comply with any of the required accommodations, including
health and safety requirements, may result in revocation of this approval.

DURATION

Approved accommodations are subject to change in accord with public health orders, or to align with current
essential job functions, or operational needs. Should either your condition or religious beliefs change such that
this accommodation is no longer necessary, or needs to be modified, you must immediately notify your supervisor
or department Human Resources personnel.

This accommodation is subject to review and re-approval on: _08 /27 /2021 .

= DENIED

0 DISABILITY OR MEDICAL CONDITION B SINCERELY HELD RELIGIOUS BELIEF

Your request for an exemption based on an asserted Your request for an exemption based on an asserted

disability or medical condition is DENIED for the sincerely held religious belief, practice or observance is

following reason(s): DENIED for the following reason(s):

[0 Medical Documentation Inadequate/Not Submitted B Documentation Insufficient to Show a Conflict

[0 No Disability or Medical Condition Requiring Between Vaccination Requirement and Sincerely
Accommodation Held Religious Belief, Practice or Observance

0 Accommodation Would Pose a Direct Threat to the 0 Accommodation Would Pose a Direct Threat to the
Health and Safety of Others and/or Yourself Health and Safety of Others and/or Yourself

0 Accommodation Would Prevent Employee from O Accommodation Would Prevent Employee from
Performing Essential Function(s) Performing Essential Function(s)

O Accommodation Would Result in Undue Hardship O Accommodation Would Result in Undue Hardship for
for the City the City

OOther: [ Other:

O CITYWIDE SEARCH

The department has determined that you have a medical condition, disability, or sincerely held religious belief
that precludes you from being vaccinated, but that the department cannot reasonably accommodate you in your
current position. While you cannot remain in your current position, you may continue the interactive process to
explore other options for reasonable accommodation through the Citywide job vacancy search. This 60-day
process involves a search for available, vacant, non-promotive positions within City employment for which you are
qualified and that you can perform while unvaccinated, with or without accommodation. 035




FOR HR USE ONLY

Vaccination Status Updated in PeopleSoft 0 Yes [ No

Date Determination Form Uploaded to PeopleSoft: 08 /27 /2021

Referred to Citywide Reasonable Accommodation Coordinator 0 Yes [ No
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EXHIBIT E

Complaint email from Eric Eliasson to Department of Human
Resources, Equal Employment Opportunity Division, dated
October 14, 2021
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61555 E. Eliasson File for Religious and or Medical Discrimination

Eliasson, Eric <EEliasson@sfwater.org>
Thu 10/14/2021 3:25 PM

To: DHR-EEO <DHR-EEO@sfgov.org>
Cc _;O'Connell, John (PUC) <JOConnell@sfwater.org>

To whom it may concern,

My name is Eric Eliasson and my pronoun is whatever you wish to use.

My contact information is _

My job title is Stationary Engineer 7372.

The issue and basis of my complaint is that the Mayor has made it policy that all city employees must take a Covid 19 “vaccine”
in order to keep the job | have held faithfully for over 11 years regardless of my strongly held religious belief against said
“vaccine”. In addition such policy is in conflict with the ideas of discriminating individuals for their medical condition.

The date of my civil rights violation started on the date the mayor mandated medical treatment that is in conflict with my
strongly held religious belief in order to maintain my 11+ years of employment that | have had with the city. | submitted a
religious exemption request on 8/27/21 and filled out another questionnaire about my personal and private religious beliefs
that was requested by Hallie Albert which | filled out and returned on 8/30/21. On 9/24/21 | was given another questionnaire
at the request of Hallie Albert asking more questions about my personal and private religious beliefs that | responded to on
9/22/21. On 10/8/21 | was notified via email from Hallie Albert that my request for religious exemption was denied due to
“documentation insufficient to show a conflict between vaccination requirement and sincerely held religious belief, practice or
observance.” | had provided documentation of my strongly held religious beliefs against said medical treatment in the first
form for requesting religious exemption from this medical procedure and twice more when Hallie Albert kept inquiring further
about my private and personal religious beliefs. As the reason your department declined my request for religious exemption
was not due to the accommodation posing a direct threat to the health and safety of others and or myself, nor, the
accommodation would prevent the employee from performing essential functions, nor, the accommodation would result in
undue hardship for the city, nor, other reasons, the only conclusion | can come to is | am being discriminated against for my
religious beliefs. In the email | received from Hallie Albert on 10/8/21 it was said, “The Department has determined that the
information you supplied does not meet the applicable standards under state and federal law, as well as the City’s
policies and procedures, for a religious exemption to the City’s Covid-19 vaccination requirements.” As I responded
then and now...I had no idea that I had to meet any applicable standards under state and federal law as well as the
City’s policies and procedures in regards to my strongly held religious beliefs against this or any other matter
concerning my religious beliefs. This I belief is where my belief system clearly does not conform to the City’s. I
belief that god has given me life through my parents, god has given me free will to choose between good and evil.
There is no higher authority over my body and my choices then that which I believe to be true. I will not take this
“vaccine”. I do not want to be discriminated against for my religious beliefs. I do not want to be discriminated
against for my medical condition. I do not want to be terminated from my employment when I have done nothing
wrong other then follow my religious beliefs.

Eric Eliasson
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EXRHIBIT F

Reply email from Department of Human Resources, Equal
Employment Opportunity Division, to Eric Eliasson, dated
October 22, 2021
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Dunson, Marvin (HRD)

From: Boyd, Deltrice (HRD)

Sent: Friday, October 22, 2021 1:27 PM

To: Eliasson, Eric (PUC)

Cc: Carlin, Michael (PUC); Albert, Hallie (PUC); Martinez, Amalia (HRD)

Subject: Contest of Department Determination on Your Vaccination Exemption Request
Attachments: Vax Exemption Procedure 9.24.2021.pdf

Dear Eric Eliasson,

We have received your email communicating an intent to appeal your department’s decision to deny your Vaccination
Exemption Request. This is to advise you that there is no appeal process. Instead, please note that pursuant to the
revised COVID-19 VACCINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST PROCEDURE (see, attached at p. 9),
employees may file either an Equal Employment Opportunity (EEO) complaint or a grievance alleging discrimination
regarding their department’s decision to deny a request for a medical or religious exemption to the job-related
vaccination requirement. This procedure is consistent with authority granted in the San Francisco Charter and in
employee bargaining agreements.

The Department of Human Resources (DHR) will process your notice of intent to appeal as a complaint under the City’s
EEO Complaint procedures, unless you communicate in writing to DHR-EEO @sfgov.org that you wish to withdraw your
complaint. DHR/EEO will expedite processing of complaints regarding determinations on medical and religious
vaccination exemption requests. Therefore, you must communicate your intent to withdraw from the DHR/EEO
complaint process no later than close of business on Friday, October 29, 2021. If you do not withdraw, DHR/EEO will
continue processing your complaint.

Union Grievance

Please be advised that should you elect to pursue your discrimination complaint through the grievance process you are
precluded from filing a complaint on the same issues using the City’s EEO Complaint process. The Memorandum of
Understanding agreed to by your union states that employees may elect only one administrative remedy available
through the City, and that such election is irrevocable.

While your complaint or grievance is pending, you remain subject to the City’s vaccination requirement and your
department can proceed with adverse employment actions for noncompliance. You may contact the undersigned at
(415) 557-4932, or via email at amalia.martinezl @sfgov.org should you have any questions.

Sincerely,
Amalio Mavtines

Amalia Martinez
Director, Equal Employment Opportunity
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Connecting People with Purpose

Deltrice Boyd, EEO Assistant
Department of Human Resources
One South Van Ness Ave., 4" Floor
San Francisco, CA 94103

Phone: (415) 557-4884

Website: www.sfdhr.org
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COVID-19 VACCINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST

PROCEDURE
Issued: July 30, 2021
Revised and Reissued: September 24, 2021

L. Legal and Policy Authority

A. Employment Rights for People with Disabilities Policy
The Americans with Disabilities Act (ADA) and the California Fair Employment and Housing Act
(FEHA) prohibit employment discrimination against qualified employees on the basis of
disability. In accordance with the law, it is the policy of the City and County of San Francisco
(City) to provide equal employment opportunities to qualified individuals with disabilities. The
ADA and FEHA require the City to engage in the interactive process with qualified employees
with a disability to determine whether the City can provide a reasonable accommodation for
the employee’s medical restrictions that allow the employee to perform the essential function
of their position with or without accommodation.

B. Religious Accommodation
Title VIl of the Civil Rights Act of 1964 and FEHA require covered employers to accommodate
the sincerely held religious belief of qualified employees. To qualify, an employee must
demonstrate that their belief is both sincere and religious rather than secular or scientific.
Employers like the City are not required to accommodate employees if it would cause an undue
burden on operations. For example, if the accommodation would be costly, infringe on other
employees’ job rights or benefits, compromise workplace safety, decrease workplace efficiency,
or require other employees to do more than their share of potentially hazardous or
burdensome work, the accommodation is not reasonable.

1. General Vaccination Requirements

All City employees were required to report their vaccination status and submit verifying
documentation by July 29, 2021. Unvaccinated employees are required to update their
vaccination status and provide verifying documentation as they receive vaccination doses.

Consistent with State and local Public Health Orders and City policy, the City requires
employees to be vaccinated against COVID-19. This health and safety-related job requirement is
effective as follows:

e By September 30, 2021, employees routinely working onsite in High-Risk Settings
must have received the final dose of a COVID-19 vaccination;

Page 1
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e By October 13, 2021, employees who are not permanently stationed or regularly
assigned to a High-Risk Setting, but who in the course of their duties may enter or
work in those settings even on an intermittent or occasional basis for short periods,
must be fully vaccinated against COVID-19; and

e By November 1, 2021, all other City employees must be fully vaccinated.

The local Public Health Order defines High-Risk Settings as certain care or living settings,
including many congregate settings, where employees may have contact with vulnerable
populations and where the risk of COVID-19 transmission is high. High-Risk Settings include
general acute care hospitals, skilled nursing facilities, residential care facilities for the elderly,
homeless shelters, and jails.

. Medical and Religious Exemptions: A Two-Step Process

Employees may be exempt from COVID-19 vaccination requirements when a qualifying medical
condition or sincerely held religious belief prevents them from receiving one of the available
COVID-19 vaccinations. Employees who believe they qualify for an exemption from the
vaccination requirement must seek an exemption from the department where they work.

Upon receipt of a request for an exemption, departments must review the employee’s request
and supporting documentation, and, as necessary, engage in an interactive process to evaluate
the request, to determine: (1) whether the employee has a qualifying medical condition or has
stated a sincerely held religious belief that prohibits them from receiving the vaccination, and
(2) if the answer to this first inquiry is “yes,” then whether the department has the ability to
implement a reasonable accommodation to allow the employee to perform the essential
functions of their position. An accommodation is not reasonable if it would pose an undue
hardship on operations and present a substantial risk of harm associated with having
unvaccinated employees in the workplace.

A. Step 1: Determining if There is a Qualifying Basis for an Exemption

At step 1, departments must determine whether employees qualify for a medical or religious
exemption, applying the criteria below. This process may involve an interactive process with
the employee, and the department may request supplemental information or documentation
in support of the request:

For medical reasons (1) the employee has a qualifying disability that prevents them
from receiving a COVID-19 vaccination, (2) the employee requests an exemption from
the vaccination requirement, and (3) the employee provides required medical
documentation to support an exemption; or
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For religious reasons (1) the employee holds a sincerely held religious belief, practice or
observance that is contrary to the practice of vaccination, (2) the employee requests an
exemption from the vaccination requirement, and (3) the employee provides required
documentation or information to support the sincerely held religious belief and
exemption.

If the department finds that the employee has a qualifying medical condition or sincerely held
religious belief that prohibits them from being vaccinated against COVID-19, then the
department moves to step 2 of the process.

B. Step 2: Determining if the Department Can Reasonably Accommodate the
Employee

At step 2, the department must determine whether the department can provide a reasonable
accommodation that allows an unvaccinated employee to perform the essential functions of
their current position.

Relevant to the step 2 inquiry, on September 10, 2021, the San Francisco Department of Public
Health amended the local Health Order clarifying that masking and testing may not be an
effective accommodation for some employees working in High-Risk Settings. The Order
instructs employers to determine what accommodations are reasonable in light of the direct
threat posed by COVID-19 and the risk posed by unvaccinated employees in the workplace.
Consistent with this Order, departments must consider what, if any, reasonable
accommodations exist for persons who are exempt from vaccination and therefore are
unvaccinated in the workplace.

In accordance with the San Francisco Health Order, the Department of Human Resources (DHR)
has determined that unvaccinated employees pose a direct threat to the health and safety of
themselves or others while at work. Accordingly, departments must determine whether
granting an exemption from the vaccination requirement will result in an unvaccinated
employee posing a substantial risk of harm to others, or the employee, that cannot be
mitigated with masking, regular testing, or other measures. To the extent a department has
already granted a request for exemption, the department may be required to withdraw
approval to comply with the local Health Order as well as any changes to local health
conditions.

Some of the additional information departments must consideration when evaluating whether
they can offer a reasonable accommodation that allows the employee to perform the essential
functions of their position without creating an undue burden or posing a health or safety risk to
themselves or others include:
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(a) Whether the employee will place other people at risk of transmission of COVID-19
because they are required to come into contact (including on an emergency or
occasional basis) with coworkers, members of the public, or with persons whose
vaccination status is unknown, who are not yet eligible for the vaccine, or who are or
may be members of a vulnerable population (e.g., the elderly, incarcerated people, and
acute care patients, and people with compromised immune systems);

(b) The type and frequency of testing available to employees and whether the department
has the ability to provide and track requesting testing for employees;

(c) The logistical and operational impact of ongoing testing;

(d) Whether the department can ensure compliance with the mask mandate whenever the
employee is around other people in the workplace;

(e) Whether the proposed accommodation imposes an undue burden because it is infringes
on other employee’s job rights or benefits, compromises workplace safety, decreases
workplace efficiency, or requires other employees to do more than their share of
potentially hazardous or burdensome work;

(f) The number of employees available to perform a specific function and the impact on
other employees of approving a vaccination exemption;

(g) The ability of the department to accommodate persons with an exemption given that
testing and masking may not be effective for employees working in High-Risk Settings;
and

(h) Whether the proposed accommodation would be unduly burdensome for any other
reason, such as because it would be too costly or administratively unfeasible.

To determine employee requests for medical or religious vaccination exemptions, departments
must generally engage employees in the interactive process. The interactive process may
include requesting additional information to support the exemption requests, discussing the
request and need for accommodation, and generally communicating with the employee, and
third-parties as necessary, to determine whether accommodation is needed, and if so, what
reasonable accommodations may be available to keep the employee at work. Employees who
receive an exemption must be able to perform all essential job functions of their current
position, or an available, vacant, non-promotive position for which the employee is qualified,
with or without reasonable accommodation.

For additional guidance on the reasonable accommodation process, consult with the
department’s assigned Deputy City Attorney and DHR.

IV. Departmental Process for Review and Determinations

Requests for medical and religious exemptions will be processed by the employee’s department
personnel official and, if necessary, in consultation with the department’s assigned Deputy City
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Attorney and DHR. Departments will issue written determinations notifying employees of the
approval or denial of their requests.

Approved requests must include the specific accommodation that the department will
implement to enable the employee to remain at work. In most cases, departments should
indicate that the accommodation is being offered on a temporary basis and subject to review
and re-approval (for example, for three to six months) because departments may be required
to reassess the availability of accommodations to account for changes in health and safety
conditions and the potential hardship and expense of an accommodation.

Where the department denies an employee’s request for an exemption, they must include the
reason for the denial and when the basis for the denial is an inability to reasonably
accommodate the employee in their current position, inquiry whether the employee is
interested in participating in a Citywide job search as a further reasonable accommodation
effort.

A. Medical Exemption Process

1. Employees should complete and sign an Employee Request for Reasonable
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider
any request for a disability-related accommodation that provides sufficient notice of an
employee’s asserted inability to comply with vaccination requirements due to a medical
condition, whether the request is on the designated form, in writing, or communicated
orally to a supervisor or department personnel official.

2. Employees must answer relevant questions regarding the medical condition that
prevents getting vaccinated, but should not disclose the diagnosis or treatment plan.

3. Employees must submit a completed form, or an equivalent writing regarding the
request for a medical exemption from the vaccination requirement, with medical
verification of the employee’s disability that prevents them from getting vaccinated, to a
department personnel official, supervisor or manager.

4. Department personnel officials should make reasonable efforts to acknowledge receipt
of an employee request for a medical exemption from vaccination requirements within
two (2) business days. Acknowledgments may be via email stating the request has been
received, or by returning a copy of the Employee Request for Reasonable
Accommodation Form (COVID-19 Vaccination Exemption) stamped “Received” with the
receipt date on the face of the document.
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10.

11.

Page 6

Department personnel officials should engage employees in the interactive process if
the need for a medical exemption from vaccination requirements is not established by
the employee’s request and supporting medical certificates, or the employee does not
submit sufficient medical verification. Department personnel should consult with the
Office of the City Attorney and DHR with questions on requests for exemption.

Department personnel officials should use the Health Care Provider Certification Form
(COVID-19 Vaccine Exemption) for requesting information from health care providers in
support of a request for exemption from vaccination requirements.

If the department concludes that the employee has a qualifying medical condition that
prohibits them from receiving the COVID-19 vaccine, the department must consider
what, if any, reasonable accommodation it can offer that would allow the employee to
continue to perform the essential functions of their job. The department must evaluate
the considerations outlined above in Section Il1(B) when determining if it is able to
reasonably accommodate the employee.

Department personnel officials should use the Accommodation Determination Form
(COVID-19 Vaccination Exemption) to document and communicate final determinations
on employee requests for medical exemption from vaccinations requirements. If the
department determines to approve the request, it must send the packet to DHR for
review before communicating the determination to the employee. If the department
determines to deny the request, the department must state the reason for the denial on
the form.

Copies of approved exemption requests must be sent to the employee’s supervisor and
reported in PeopleSoft along with the employee’s “Unvaccinated” status.

If the employee will be accommodated, the department must implement the
accommodation(s) by the date upon which the employee is required to be fully
vaccinated under the City Vaccination Policy (i.e., October 13 or 14, or November 1).

If the employee fails to comply with the approved accommodations, including testing
and masking requirements, the department will revoke the accommodation.

B. Religious Exemption Process
Employees should complete and sign an Employee Request for Religious
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider

any request for a religious accommodation that provides sufficient notice of an
employee’s asserted inability to comply with vaccination requirements for religious
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reasons, whether the request is on the designated form, in writing, or communicated
orally to a supervisor or department personnel official.

Employees must answer all relevant questions regarding the religious belief, practice or
observation that prevents them from getting the COVID-19 vaccination.

Employees must submit a completed form, or an equivalent writing regarding the
request for a religious exemption from the vaccination requirement, with any relevant
statements, documents, or information pertaining to the religious belief, practice or
observation that prevents them from getting vaccinated to a department personnel
official, supervisor or manager.

Department personnel officials should make reasonable efforts to acknowledge receipt
of employee requests for religious exemptions from vaccination requirements within
two (2) business days. Acknowledgments may be via email stating the request has been
received, or by returning a copy of the Employee Request for Religious Accommodation
Form (COVID-19 Vaccination Exemption) stamped “Received” with the receipt date on
the face of the document.

Employees may be required to submit additional information regarding the religious
nature or the sincerity of a particular belief, practice or observance. Relevant
information may include:

(a) letters from a religious leader explaining the nature of the religious belief(s),
practice(s) or observation(s) and the need for an exemption from the vaccination;

(b) articles from religious scholars that describe the nature of the religious belief(s),
practices(s), or observance(s) and the need for an exemption from the vaccination
requirement;

(c) excerpts from religious or sacred texts explaining religious belief(s), practices(s), or
observance(s) that prohibit vaccination;

(d) written materials describing the religious belief(s), practice(s) or observance(s) that
prohibits vaccination;

(e) statements, affidavits or other documents from the employee describing the beliefs,
practices, or observances, including information regarding when the employee
embraced the belief(s), practice(s) or observance(s), as well as when, where and
how the employee has adhered to the belief, practice, or observance that prohibits
vaccination;

(f) statements, affidavits or other documents from potential witnesses identified by the
employee as having knowledge of whether the employee adheres or does not
adhere to the belief(s), practice(s) or observance(s) that prohibits vaccination, (e.g.,
religious leader, family, friend, neighbor, supervisor, or coworker who may have
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observed the employee’s past adherence, or lack thereof, or discussed it with the
employee).

Department personnel officials will review requests for religious exemptions and
determine whether additional information is required.

Employees who do not submit requested information within a reasonable period of the
request for additional information from a department personnel official may be denied
an exemption from the vaccination requirement, unless the department approves an
extension of time for submitting the requested information.

Employees may use the Religious Accommodation Certification Form (COVID-19
Vaccination Exemption) to submit additional information in support of a request for
religious exemption from the vaccination requirement.

Department personnel officials will make determinations and respond to an employee
requests for religious exemptions from the vaccination requirement within a reasonable
time after receiving an accommodation request and any supporting information
requested by the department. Department personnel should consult with the
department’s assigned Deputy City Attorney and DHR regarding questions on requests
for exemption.

If the department concludes that an employee has a sincerely held religious belief that
prohibits them from receiving the COVID-19 vaccine, the department must consider
what, if any, reasonable accommodation it can offer that would allow the employee to
continue to perform the essential functions of their job. The department must evaluate
the considerations outlined above in Section IlI(B) when determining if it is able to
reasonably accommodate the employee.

Department personnel officials should use the Accommodation Determination Form
(COVID-19 Vaccination Exemption) to document and communicate final determinations
on employee requests for religious exempts from vaccinations requirements. If the
department determines to approve the request, it must send the packet to DHR for
review before communicating the determination to the employee. If the department
determines to deny the request, the department must state the reason for the denial on
the form.

Copies of approved exemption requests must be sent to the employee’s supervisor and
reported in PeopleSoft along with the employee’s “Unvaccinated” status.
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13. If the employee will be accommodated, the department must implement the
accommodation(s) by the date upon which the employee is required to be fully
vaccinated under the City Vaccination Policy (i.e., October 13 or 14 or November 1).

14. If the employee fails to comply with the approved accommodations, including testing
and masking requirements, the department will revoke the accommodation.
V. Contesting Department Determinations

An employee who believes that the department’s determination on their request for an
exemption violates protections for employees with disabilities or religious beliefs may file an
internal discrimination complaint with the DHR, Equal Employment Opportunity Division, for a
determination by the Human Resources Director, whose determinations are appealable to the
Civil Service Commission. Employees may, in the alternative, file a grievance alleging disability
or religious discrimination in violation of provisions in the applicable Memorandum of
Understanding. Filing a complaint or grievance does not stay the department’s further action in
connection with its review, approval, or denial of an employee’s request for exemption.

VI. Testing and Masking Requirements for Unvaccinated Employees
Unvaccinated employees with an approved exemption must:

1. Test for COVID-19 at least once a week (or more as required by the state and local
Public Health Orders) using either a nucleic acid (including polymerase chain reaction
(PCR)) or antigen test; AND

2. Wear a Well-Fitted Mask (or other face covering as required by the state or local Public
Health Orders) at all times while working indoors or in a vehicle with another person or,
if outdoors, when less than six feet from any other individual. Employees subject to this
requirement may remove their mask indoors for the limited purpose of eating or
drinking, but must be at least six feet from others when doing so, or when alone in a
private office with the door closed.

Masking and testing do not necessarily constitute a complete or sufficient reasonable
accommodation. These are the minimal safety requirements for unvaccinated persons in the
workplace. Departments must determine, on a case-by-case basis, whether the masking and
testing requirements above are adequate an reasonable accommodation for employees
seeking an exemption from the vaccination requirement. Departments should refer to guidance
in section IlI(B), to make determinations on what, if any, accommodations will enable
employees to remain in their current jobs.

V. Citywide Job Search Process
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Only employees with qualifying disabilities or sincerely held religious beliefs that prevent
vaccination may participate in the Citywide job search, following a determination by their
department that no reasonable accommodation will enable them to remain in and perform the
essential functions of their current jobs.

If an eligible employee expresses interest in participating in the Citywide vacancy search,
departments should promptly refer the vaccination exemption request to the DHR, EEO
Division, Citywide Reasonable Accommodation Coordinator. The Citywide Reasonable
Accommodation Coordinator will contact the employee to confirm participation in the search
process. Participation in the citywide job vacancy search is voluntary.

DHR will conduct the search for 60 days. An employee placed in a vacant position may be
required to serve a probationary period. Employees who decline the Citywide job search will be
subject to separation on the applicable vaccination deadline for inability to meet the job-
related vaccination requirement.

If an employee elects to participate in the Citywide job search and the applicable deadline for
full vaccination (October 13 or 14 or November 1) has passed, the employee will remain out of
the workplace pending the results of the search. In such cases, employees may use any accrued
paid leave balances other than paid sick leave.
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EXHIBIT G

Email from Hallie Albert to Department of Human Resources,
Equal Employment Opportunity Division, dated
October 22, 2021
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Dunson, Marvin (HRD)

From: Albert, Hallie B

Sent: Friday, October 22, 2021 3:30 PM

To: Boyd, Deltrice (HRD)

Subject: RE: Contest of Department Determination on Your Vaccination Exemption Request
Attachments: Eric Eliasson File.zip

Attached is the file for Eric Eliasson. SFPUC denied his request due to his personal focus on evil and the
misunderstanding of the science versus a clear religious belief that prohibits vaccination.

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, 3rd Floor

San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission

C.

From: Boyd, Deltrice (HRD) <deltrice.boyd@sfgov.org>

Sent: Friday, October 22, 2021 1:27 PM

To: Eliasson, Eric <EEliasson@sfwater.org>

Cc: Carlin, Michael (PUC) <mcarlin@sfwater.org>; Albert, Hallie B <HAlbert@sfwater.org>; Martinez, Amalia (HRD)
<amalia.martinez1 @sfgov.org>

Subject: Contest of Department Determination on Your Vaccination Exemption Request

CAUTION: This email originated from outside of the organization. Do not click links or open attachments unless you
recognize the sender and know the content is safe.

Dear Eric Eliasson,

We have received your email communicating an intent to appeal your department’s decision to deny your Vaccination
Exemption Request. This is to advise you that there is no appeal process. Instead, please note that pursuant to the
revised COVID-19 VACCINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST PROCEDURE (see, attached at p. 9),
employees may file either an Equal Employment Opportunity (EEQ) complaint or a grievance alleging discrimination
regarding their department’s decision to deny a request for a medical or religious exemption to the job-related
vaccination requirement. This procedure is consistent with authority granted in the San Francisco Charter and in
employee bargaining agreements.

The Department of Human Resources (DHR) will process your notice of intent to appeal as a complaint under the City’s
EEO Complaint procedures, unless you communicate in writing to DHR-EEO @sfgov.org that you wish to withdraw your
complaint. DHR/EEO will expedite processing of complaints regarding determinations on medical and religious
vaccination exemption requests. Therefore, you must communicate your intent to withdraw from the DHR/EEO
complaint process no later than close of business on Friday, October 29, 2021. If you do not withdraw, DHR/EEO will
continue processing your complaint.
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Union Grievance

Please be advised that should you elect to pursue your discrimination complaint through the grievance process you are
precluded from filing a complaint on the same issues using the City’s EEO Complaint process. The Memorandum of
Understanding agreed to by your union states that employees may elect only one administrative remedy available
through the City, and that such election is irrevocable.

While your complaint or grievance is pending, you remain subject to the City’s vaccination requirement and your
department can proceed with adverse employment actions for noncompliance. You may contact the undersigned at
(415) 557-4932, or via email at amalia.martinezl @sfgov.org should you have any questions.

Sincerely,
Amaliov Mawtinesy

Amalia Martinez
Director, Equal Employment Opportunity

Deltrice Boyd, EEO Assistant
Department of Human Resources
One South Van Ness Ave., 4" Floor
San Francisco, CA 94103

Phone: (415) 557-4884

Website: www.sfdhr.org

Connecting People with Purpose

054



. ZL-'\-_ W R ek TRl § iR
I.E..- "'_"" el

; ! City and County of San Francisco RELIGIOUS ACCOMMODATION
N = (COVID-19 Vaccination Exemption)

Employee Name mployee DSWH

Eric Eliasson e
job Code and Title partment
7372 Stationary Engineer SEP
Division/Unit L Supervisor/Manager )
WWE John O'Connell

The City and County of 5an Francisco (City) is committed to equal employment opportunities for all employees and
a work environment that is free of unlawful harassment, discrimination, and retaliation. Consistent with this
commitment, the City complies with all laws protecting employees’ religious beliefs, practices and observances.
When requested, the City will provide an exemption or reasonable accommodation for employees’ sincere religious
heliefs, practices and observances, which prohibit the employee from receiving a COVID-19 vaccination, provided
the requested accommaodation is reasonable and does not create an undue hardship for the City or pose a direct
threat to the health and/or safety of the employee or others in the workplace.

San Francisco Department of Public Health Order No. C159-07, requires persons routinely working onsite in High-
Risk Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
employer effective September 15, 2021. City policy must comply with this public health order, and will also require
all other City employees to receive a vaccination within 10 weeks of FDA approval of any COVID-19 vaccine. A
religious exemption may be granted to City employees who: (1) hold a sincere religious belief that conflicts with the
vaccination requirement, (2] complete this request form, and [3) provide any information needed to support the
exemption reguest.

EMPLOYEE CERTIFICATION
I request an exemption from the local Public Heaith Order and City Policy requiring COVID-19 vaccinations for all

City employees. | make this request based on my sincere religious belief(s), practice(s), or observance(s). My beliefs
are in conflict with the vaccination requirement, and | certify the following is true;

1. My religion or belief system is (enter name or description): Non Denominational

2. 1have held this beliefisWwes or practiced and observed this religion since (enter date or year): L

3. My religion, belief system, or practice requires me to abstain from the COVID-19 vaccination because (describe
the specific tenet, practice, or observation that conflicts with the COVID-19 vaccination requirement and/or

My Fa’ﬁ-?'ﬁ'lmﬁi' '“"f‘lﬁ&éoﬂ:hnsﬂan doctrine aithough | am not Jewish nor Christian in faith. My

Continued on Page 2

4, If your religion, belief system, or practice requires you to abstain from the COVID-19 vaccination, but not other
CRen. 7/30/2001)
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EMPLOYEE REQUEST FOR RELIGIOUS ACCOMMODATION
(COVID-19 Vaccination Exemption), Page 2 of 2

types of vaccinations, please describe the specific tenet, practice, or observation that expressly conflicts with

f t
C&Eﬁfﬁfﬂﬁ#ﬂ' méﬂéy@s’ iﬂ”’ 3 ‘?ﬁ éfars 0 ﬁear Itis not about vaccines it is about

5. If requested, | can provide a written statement, an affidavit or other documents fesmereslpeuiloadasas

E"I’ESDHI}

1 hereby certify that | make this request based on my sincerely held religious bellefs that prevent me from complying
with COVID-19 vaccination requirements. | understand that any falsified information can lead to disciplinary action,
up to and including termination of employment,

e e i s o
e a/2/2.

Employee Signature Date

FOR HR USE ONLY

Date Received: /S Medical Certification Received O Yes O No
Date Medical Certification Received: J

Rew, /B0 2001
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From: I

To: Albert, Hallie B

Cc: Eliasson, Eric

Subject: Eliasson [l Declaration in support of employee religious exemption request
Date: Monday, August 30, 2021 6:05:16 PM

Attachments: Eliassol eligious exemp 3.pdf

CAUTION: This email originated from outside of the organization. Do not click links or
open attachments unless you recognize the sender and know the content is safe.

Hallie B. Albert,

I have attached the DECLARATION IN SUPPORT OF EMPLOYEE RELIGIOUS EXEMTION REQUEST
(COVID-19).

In addition I have submitted two references that give reference to my rights of consent. The first is from the Red
Cross BasicPlus CRR, AED, and First Aid for Adults. T took this course at the South East Plant as part of my
training. I was trained that I must first ask for permission to help as indicated below. Though this is not religious
text it refers to the right to refuse medical treatment. My belief is that this right is a natural right given to all by our
creator and is recognized by the Red Cross and I assume SFPUC as this was training provided by our organization.

Consent
Every one has the right to refuse medical treatment. Always ask a responsive person if he or she wants help before
providing care . (2)

The second reference is from the HARVARD LIBRARY, office for Scholarly Communication “The History of the
Informed Consent Requirement in United States Federal Policy”. This reference actually speaks to, “the natural
right of the individual”. Again I believe this is called a natural right as it is given to all at birth by our creator.

“In reaching its decision, the court relied on a torts treatise to show that the consent requirement exists not just to
authorize a touching, but also to make sure that the patient makes an informed decision. The court cites Kinkead on
Torts, § 375, for the general rule:

The patient must be the final arbiter as to whether he will take his chance with the operation, or take his chances of
living without it. Such is the natural right of the individual, which the law recognizes as a legal one. Consent,
therefore, of an individual, must be either expressly or impliedly given before a surgeon may have the right to
operate.” (1)

1 do not provide any religious text as my faith is of a personal matter between me and our creator. My religious
beliefs come from 59 years of living in this body that my creator has provided me. It is my body!! I have already
provided you with my Religious Accommidation form which clearly summarizes my religious objections to being
forced to inject a substance I believe comes from evil institutions, by evil institutions and for evil purposes.

Thank you for your consideration,

Eric Eliasson

<!--[if !'supportLists]-->(1)<!--[endif]--

>https://dash.harvard.edu/bitstream/handle/1/8852197/Wandler.pdf?sequence=1
(2) Red Cross Basic plus training, pg.7 (trained on last week
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_ _ DECLARATION iN SUPPORT OF EMPLOYEE
City and County of San Francisco  p ey 1610US EXEMPTION REQUEST (COVID-19

A TS
o
-,'i _.}-.‘#

Wy oy
s

Employee Name Employee DSWH

Eesc.  Epssor ]

San fFrancisco Department of Public Health Order No. C13-07 requires persons routinely working onsite in High-Risk
Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
empioyer effective September 15, 2021. As an employer, the City and County of San Francisco (City) must comply
with this pubtic health order. City policy also requires alf ather employees to receive a vaccination within 10 weeks
of FDA approval of any COVID-19 vaccine. A religious exemption miay be granted to City employees who hold a sincere
religious belief that conflicts with the vaccination requirement,

WLI\!FORMATION REQUEST

S G-

The employee named above has identifiedeme® as an individual with knowledge of the religious belief(s), practice{s},
or observance(s] that preciudes the employee from receiving 2 COVID-19 vaccination. Please answer the questions

below based on your personal knewledge and beliefs.

A
lama [ Religious Leader 7 Religious Scholar E{m& Knowledgeable Regarding the Employee’s
Religious Beliefs, Practices or Observances

1. The above-named employee adheres to the following refigion or belief system {enter name or description):
NOM  DENOMIMNATIONAL BASED on)  ToDio /CuissTiAs Do CTRING

2. Ihave personal knowledge of the above-named employee’s adherence to this belief system: B/YES 2 NO
If YES, please explain how you have personat knowtedge of the employee’s adherence to the belief system,
T AM THE WMAN  wWITH THoE BGLLITCS

3. Doesthe religion or belief system identified in response to Question 1, above, reguires alt adherents to abstain
from the COVID-19 vaccination because the vaccination conflicts with the tenets, practices and observations
of a recognized church, religious denomination, or recognized religious organization: EJYES [ NO
if YES, piease cite the specific tenet, practice or observation that confiicts with the COVID-19 vaccination
requiremnent, and/or exptain how it is followed. ‘

3 _WAS cBeaten ITH Feer WILL . WITN THe ARTOITY J0 clieose  BETWESH
Gaot  Awp ENI\, Goob (€ReE Wiud Bud Evit (TvReonY) MY Bebly T¢

My TEMRLE 3 WIVC Nt DEETVE MY Bodlt WITR  AaY SuBsTAMCE TRAT

T RELETUC WwAS CRLAED Chon 97 WY Bz

i declare under penalty of perjury under the law of California that the foregoing is true and correct,

e 8/%/2 |

Signature Date
Erx. Elsasson MAN, cLeatE D BY G
Print Name Title

T

Contact Phone

Rev. 7/30/2021
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From: I

To: Albert, Hallie B

Cc Eliasson, £ric

Subject: Fwd: E. Eliasson [ Religious Exemption Request
Date: Wednesday, September 22, 2021 5:05:26 PM

CAUTION: This email originated from outside of the organization. Do not click links or

open attachments unless you recognize the sender and know the content is safe.

Haitlie,

Thank you for the opportunity to test my faith! With all due respect, it has been 15 days since | submitted
my last form for refigious inquisition by my employer. An employer that by law is not supposed io
discriminate against me for my religious beliefs. And yet here we are 11 days past the date that you were
to approve or deny my Religious Exemption Reguest further attempting o pry into my personal and
private medical information and religious beliefs,

| want to thank you for providing me even more reasons that | should not take this vaccine along

with Tylenol, Pepto Bismol, aspirin, Tums, Lipitor, Senokot, Motrin, ibuprofen, Maalox,
Ex-Lax, Benadryl, Sudafed, albuterol, Preparaticn H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. [ had no idea that these products were developed using the same
technology used in the development of the Covid-19 vaccine.

This just goes to show you the state of lack of information in the process of

informed consent. | have already provided you with the religious beliefs that | strongly
heoid that brought me to the conclusion that | will not take this vaccine. Not that it is
any of your business but | was offered a different vaccine last month when | went to
the doctors for a back injury and | declined.

As if it mattered there are several decisicns that | have made in the past that | now
regret. [ am not a perfect human, but | am more perfect teday then | was yesterday
and far more perfect as a grandfather then | was as a young father.. yet | still make
mistakes.

My purpecse for providing the information that | already have given you in reference to
my personal and private medical status, i.e. Covid 18 vacgination status, as well as
my personal and private religiocus beliefs via coercion and threat of termination from
my employment for the past 11+ years with the City, was not to convert your belief
system or to stop you from having faith in a medical system that has proven to be
profit driven with no care given to good health. it was to legally provide requested
information to exercise my religious rights recognized by our legal system. Even if
the laws stop recognizing my natural rights | would not be coerced into taking this
injection or any other medical treatment.

Approve or deny my request based on the informaticn | have already provided to you,
it provided more details about my faith that t would choose to share with strangers
and | believe will only be used to discriminate against me. 1 am confident [ am in the
right in the eyes of our current legal system as religious discrimination is still not legal.
[ am also confident that if and when [ logse this job my creator will find another path
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for me.
Thank you,

Eric Eliasson

----- Original Message-----

From: £liasson, Eric <EEliasson@sfwater.org>

To: I

Sent: Wed, Sep 22, 2021 12:27 pm

Subject: FW: E. Eliasson |l Religious Exemption Reguest

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Tuesday, September 21, 2021 2:27 PM

To: Eliasson, Eric <EEliasson@sfwater.org>

Subject: RE; E. Eliasson I Religious Exemption Request

Hi Eri¢:
As part of the City's review process, please answer all of the following questions:

1. Have you taken vaccines for any of the following diseases: rubella (measles), varicella
{chickenpox), or hepatitis A?

2. If applicable, have yau authorized your children to receive vaccines for rubella
(measles), varicella (chickenpox], or hepatitis A?

3 If your answer to question #1 and/or #2 is “yes,” why is your position with respect to
the COVID-19 vaccine different than for these other vaccines, ail of which are also
grown in cell lines derived from fetuses?

4. Many common medications were also developed using the same type of
technology used in the development of Covid-19 vaccines, including Tylenol,
Pepto Bismol, aspirin, Tums, Lipitor, Senckot, Motrin, ibuprofen, Maalox, Ex-
Lax, Benadryl, Sudafed, albuterol, Preparation H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. Do your beliefs prohibit you from taking and will you in the
future abstain from taking these and other similar medications? If not, what
tenet or belief prohibits the use of the Covid-19 vaccine, but permits the use of
these other medications?

Hallie B. Albert (she/hen)
EEO Programs Manager
SFPUC Human Resource Services
525 Golden Gate Avenue, 3rd Floor
San Francisco, CA 84102
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Phone 415.961.56812 Fax: 415.56563.4858

Halbert@sfwater.org
San Francisce Water, Power and Sewer | Services of the San Francisco Public [tihties Commission
S

From: Eliasson, Eric <EEli n@stwater org>
Sent: Wednesday, September 15, 2021 1:52 PM
To: Albert, Hallie B <HAlbert@sfwater.org>

Ce: O'Connell, John J <JOConnell@sfwater.org>; I
Subject: RE: E. Eliasson [ Religious Exemption Request

Hallie,

Perhaps if you can update me on how the process is being evolved | will have a better
understanding of why your department is not following the written procedure. As | was not
given any consideration on the date | had to report my persenal and private medical
infermation of my vaccinaticn status and not given any consideration about injecting my
body with a substance | object to without stating my personal and private religious beliefs
with the potential of losing a job that | have been working the last 11 years including
througheut this event, keeping our population and environment safe from the waste water
we treat... FRUSTRATION doesn't quite fill all of the emotions my employer is pulfing me
through. Please provide a timetable narrower then socni!

Respectfully,

Eric Eiiasson

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Wednesday, September 15, 2021 6:36 AM

To: Eliasson, Eric <EEliasson@sfwater.org>

Cc: O'Connell, John J < n fwater org>; I
Subject: Re: E. Eliasson [ Religious Exemption Request

Hi Eric:

I understand your frustration. When DHR created that ariginal timeline it was without considering

the evolving process, which they dictate. Now that the requests reguire multiple levels of review, |

cannot state when SFPUC will be able to send you a determination letter but | am doing my best to
make that soon. Thank you for your patience as the City addresses this complicated issue,

Hallie
Get Qutlook foriOS

From: Eliasson, Eric <EEliasson@sfwater org>
Sent: Wednesday, September 15, 2021 6:06 AM
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To: Albert, Hallie B
Ce: O'Connell, John |; GGG
Subject: £ Eliasson I Religious Exemption Request

Hallie,

With all due respect, are the palicies and procedures meant for only employees?

In the link above it states under Religious Exemption Procedure, under section 9, it states;

9. Department personnel officials will make a determination and respond to an employee request
for religious exemptian from the vaccination requirement within seven {7} business days of receiving
an accommodation request and any supporting information requested by the department.

| sent my original request for my Religious Exemption-Request on 8/27/21. It was acknowledge as
received by you on 8/27/21. On this same date you requested that | fill out another form that
supports my claim for my religious beliefs. Which | filled out and submitted via e-mail to you on
8/30/21.

t have not heard back from any representative about the status of my request. It has been 10
business days, 3 days past the stated procedure of making a determination and respond to an

employee request.

Eric Eliasson
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EXHIBIT H

Intake Interview Questionnaire, attached to email from Eric
Lavina to Eric Eliasson dated November 23, 2021, and
documents provided in response, attached to email from Eric
Eliasson dated December 3, 2021
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Dunson, Marvin (HRD)

From: Lavina, Eric (HRD)

Sent: T November 23, 2021 11:42 AM

To:

Cc: Eliasson, Eric (PUC)

Subject: Discrimination Complaint/Failure to Accommodate Religious Belief

Attachments: Religious Discrimination Intake Interview Questionnaire FILLABLE Form 111821.pdf

Dear Eric Eliasson:

The information you provide on the attached form is CONFIDENTIAL and will only be shared with those who have a
legitimate need to know, which includes persons accused of discriminatory conduct. Please immediately complete the
entire form and submit it, along with any supporting documents, to the Department of Human Resources, Equal
Employment Opportunity Division at DHR-EEO@sfgov.org. This is your intake interview questionnaire. Upon receipt, this
form, any supporting documents, and information from your department will be reviewed to determine whether the
alleged conduct violates the City’s EEO policies. If the EEO policies have been violated, the review process will include
recommendations for make whole remedies. A make-whole remedy under this process does not include punitive
damages or attorney’s fees, but could include reinstatement, backpay and affirmative relief. The Human Resources
Director is responsible for the review and resolution of your complaint.

Answer the questions as completely as possible and attach additional pages and supporting documents if needed to
complete your responses. If you do not know the answer to the question, please respond by stating “Not known.” If
the question is not applicable, please write “N/A.” If you have previously responded to a question while seeking an
exemption to the vaccination requirement, you may incorporate your prior response by writing, “See response to
question X on Vaccination Exemption Request Form,” or “See response to follow up question X submitted to the
department.”

Please save a copy of the completed form for your records and submit a copy of the saved completed form to DHR-
EEQO@sfgov.org no later than 10 business days from the email sent date.

Should you have questions about completing the form or the complaint process, please email the EEO Division at DHR-
EEO@sfgov.org, or call the EEO Helpline at (415) 557-4900 or TTY (415) 557-4810.

Sincerely,
Amalia Martinez
Director, EEO and Medical Leave Programs

Eric Lavina, EEO Management Assistant
(he/him/his)

Department of Human Resources

One South Van Ness Ave., 4" Floor

San Francisco, CA 94103

Phone: (415) 557-4818

Website: www.sfdhr.org
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Department of Human Resources
Connecting People with Purpose
www.sfdhr.org

City and County of San Francisco
Carol Isen
Human Resources Director

Religious Discrimination — Failure to Accommodate Beliefs

Name: First Last DSW:
Contact Phone: Email Address:
Dept.: Job Class & Title:

If you have a representative assisting you, please identify your rep.:

Please note that the fields on this pdf fillable form will expand to accept an unlimited amount of text. You can scroll
through and review text entered, but you cannot print text that exceeds the width of the on screen field.

1.

Identify and describe in detail your sincerely held religious belief, observance or practice, and the reason for your
vaccination exemption request.

Name of Religion or Belief System:

Description and Reason:

Would complying with the COVID-19 vaccination requirement conflict with your sincerely held religious beliefs,
practices, or observances? If so, please explain how.

Would complying with the COVID-19 vaccination requirement interfere with exercising a significant, important or
central religious practice or observance that is part of a system of beliefs and practices? If so, please explain how.

How long have you adhered to or practiced this religion or belief system and held the beliefs underlying your
vaccination exemption request?

Is your religious objection to the use of: a) all vaccines, b) COVID-19 vaccines, c) a specific type of COVID-19 vaccine,
or d) some other subset of vaccines? Please explain.

Page 1 of 3
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Religious Discrimination — Failure to Accommodate Beliefs Last Name:

6.

10.

11.

12.

13.

Have you received vaccines as an adult against any other diseases (such as a flu vaccine, tetanus shot, hepatitis A or
B, or rabies)?

If you are a parent or guardian, have you authorized your children to receive vaccines against any other diseases (such
as a flu vaccine, tetanus shot, hepatitis A or B, or rabies)?

Have you used any of the following over-the-counter medications as an adult: Tylenol, Advil, Aspirin, Sudafed, Tums,
Maalox, or Pepto-Bismol?

Are you part of a community or group of believers holding the same religious views that support your request for a
religious exemption from the COVID-19 vaccination requirement? If yes, then state where and when you gather with
this community or group.

Do you have a spiritual/religious leader, scholar, or other knowledgeable person who supports your request for a
religious exemption from the COVID-19 vaccination requirement? If yes, did you provide a letter or statement from
this person?

When did you make your request for a religious exemption from the COVID-19 vaccination requirement, and to whom
did you make the request?

Was your request denied? If so, what was the reason given for the denial?

Why is an exemption from the COVID-19 vaccination requirement important to you?

Page 2 of 3
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Religious Discrimination — Failure to Accommodate Beliefs Last Name:

14. Describe your essential job functions, i.e. the reason your job exists.

15. Describe your work environment (include details such as, working outdoors, indoors, private office, open space,
shared space, how many co-workers in close proximity, location of seating, public contact, shared equipment).

16. Can you safely perform your essential job functions while unvaccinated?

17. If so, what accommodations (job modifications, protective equipment, or processes) would enable you to safely
perform your essential job functions?

18. How would you like to resolve your complaint? Please explain what you would like to see happen as a result of filing
your complaint.

19. Have you filed complaints about this matter with administrative agencies, such as the EEOC or DFEH?
a. When?
b. Is the matter still pending?
c. Ifthe case is closed, was there an investigation and a determination on your case?
d. What was the determination?

20. Have you filed a grievance or lawsuit regarding your accommaodation claim?
a. When?
b. What is the status of your grievance or lawsuit?

By submitting this form, | certify the information | provided on this form and in connection with the form is true and
correct to the best of my knowledge. | also understand that any false statements or deliberate omissions on this form will
negatively impact my credibility and may result in the administrative closure of my complaint.

Signature: Date:

Page 3 of 3
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Dunson, Marvin (HRD)

From: I

Sent: Friday, December (3, 2021 4:36 PM

To: DHR-EEO

Subject: Eliasson DSWIE Religicus and Medical Discrimination intake Interview form with 12
document attachments

Attachments: Eliasson [ email cover EEQ intake questicnaire.pdf; Etiasson DSWR Religious

Discrimination Intake Interview Questionnaire FILLABLE Form 111821 (2).pdf; Doc U
religious exemption follow up email Sept 15 2021.pdf; Doc H Email Troy Code of safe
practice.pdf; Doc J email LOTO Training Edgar 10 22 21.pdf; Doc K email LOTO policy
not being followed email to john.pdf; Doc L email LOTO local 39 10 2021.pdf; A_My
defense.pdf; B_Open statement letter.pdf; Doc C religious exemption denied.pdf; San
Francisco EEQ complaint investigation process.pdf; San Francisco EEO policy.pdf

This message is from outside the City email system. Do not open links or attachments from untrusted sources.

To whom it may concern,

The purpose of this email is to provide the completed Religious Discrimination intake interview form and supporting
documents. ! did not see the medical discrimination intake interview form for the medical discrimination charge that | filed
on the same day. | do find it ironic that | am being recommended for termination for not following policy when even your
department clearly doesn't follow EEQ policies or procedures.

t emailed my Religicus and Medical Discrimination charges to DHR-EEO@sfgov.org on October 14, 2021. According to
the City's EEO compiaint investigation process, Section#2 it states, "Once the DHR EEO receives notification of your
compiaint, you will be contacted by DHR EEG investigator within 10 days of their receipt of the allegation.” | wasn't
nofified until | received an email from Eric Lavina on November 23, 2021. 1 am no math expert, but I believe that is far
beyond, “you will be contacted by DHR EEC investigator within 10 days of receipt of the allegation.” VWho will be
threatened with termination for "Violation of CCSF EEO policy” or “Failure to Follow Rules and Regulations/Failure to
Follow instructions” or “Insubordination” as | have been charged for not following policy? This gets to the concept of
discrimination, treating one group of employees who don't follow a policy differently than others, who also don't follow a
policy. This is not the first time your Department has not met a policy time table for responding to charges or requests for
religious exemptions,

Not following policy is common practice at my workplace and | have documentation to prove it. Not following policy is at
the source of this discrimination against me. If not following policy is the true reason for this action against me, you had
better build up your staffing level, WWE is full of employees that don't foliow policy. { would start by jooking at the Lockout
Tagout peticy that isn't followed, or the Code of Safe Praciice pelicy or the EEO policies that are not followed. The trick
about this employment with the City is to discover which policies are enforced and which policies are not, 1 do my best to
follow them alt.

Following policy has not been cause for termination of employment for my 11plus years of civil service with SFPUC/WWE
and the only reason for this action against me is that my religious beliefs are in conflict with a policy that has no basis in
my world or religious view and as such, ! cannot foillow. It would appear that the City's administrators have reached a
point that discriminating against people is now acceptable.

it is known that people who have been vaccinated share the same risk as unvaccinated as it pertains to catching or
spreading this illness. The only benefit to this medical intervention is the possibility of reducing the effects of being
hospitalized and/or death, but not in all cases. The full risk of this medical intervention is still unknown as there are no
fong term health studies. Since both the vaccinated and unvaccinated have the same risk of cafching or spreading this
disease, we all must be treated equally. If { am unsafe ali are unsafe. Unless of course the purpose of the policy has
nothing to do with safety and everything {0 do with compliance, which | believe is the {ruth in this case. My religious
beliefs will not allow me to follow this immoral poticy.
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December 3, 2021
To whom it may concern,

The purpose of this email is to provide the completed Religious Discrimination intake interview form and
supporting documents. | did not see the medical discrimination intake interview form for the medical
discrimination charge that | filed on the same day. | do find it ironic that | am being recommended for
termination for not following policy when even your department clearly doesn’t follow EEO policies or
procedures.

| emailed my Religious and Medical Discrimination charges to DHR-EEQO @sfgov.org on October 14, 2021.
According to the City’s EEO complaint investigation process, Section#2 it states, “Once the DHR EEO
receives notification of your complaint, you will be contacted by DHR EEO investigator within 10 days of
their receipt of the allegation.” | wasn’t notified until | received an email from Eric Lavina on November
23, 2021. | am no math expert, but | believe that is far beyond, “you will be contacted by DHR EEO
investigator within 10 days of receipt of the allegation.” Who will be threatened with termination for
“Violation of CCSF EEO policy” or “Failure to Follow Rules and Regulations/Failure to Follow instructions”
or “Insubordination” as | have been charged for not following policy? This gets to the concept of
discrimination, treating one group of employees who don’t follow a policy differently than others, who
also don’t follow a policy. This is not the first time your Department has not met a policy time table for
responding to charges or requests for religious exemptions.

Not following policy is common practice at my workplace and | have documentation to prove it. Not
following policy is at the source of this discrimination against me. If not following policy is the true
reason for this action against me, you had better build up your staffing level, WWE is full of employees
that don’t follow policy. | would start by looking at the Lockout Tagout policy that isn’t followed, or the
Code of Safe Practice policy or the EEO policies that are not followed. The trick about this employment
with the City is to discover which policies are enforced and which policies are not, | do my best to follow
them all.

Following policy has not been a condition of employment for my 11plus years of civil service with
SFPUC/WWE and the only reason for this action against me is that my religious beliefs and medical
condition is in conflict with a policy that has no basis in my world or religious view and as such, | can not
follow. It would appear that the City administrators have reached a point that discriminating against
people for what they believe or for their medical status, is now acceptable.

It is known that people who have been vaccinated share the same risk as unvaccinated as it pertains to
catching or spreading this illness. The only benefit to this medical intervention is the possibility of
reducing the effects of being hospitalized and/or death, but not in all cases. The full risk of this medical
intervention is still unknown as there are no long-term health studies. Since both the vaccinated and
unvaccinated have the same risk of catching or spreading this disease, we all must be treated equally. If
| am unsafe all are unsafe. Unless of course the purpose of the policy has nothing to do with safety and
everything to do with taking a medical intervention (unproven “vaccine”) that appears to do no good,
which | believe is the truth in this case. My religious beliefs will not allow me to follow this immoral

policy.
Thank you,

Eric Eliasson
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Department of Human Resources
Connecting People with Purpose
www.sfdhr.org

City and County of San Francisco
Carol Isen
Human Resources Director

Religious Discrimination — Failure to Accommodate Beliefs

Name: First Eric Last Eliasson osw: I

Contact Phone: || NN Email Address: || NG

Dept.: SFPUC/WWE Job Class & Title: 7372 Stationary Engineer

If you have a representative assisting you, please identify your rep.: N/A

Please note that the fields on this pdf fillable form will expand to accept an unlimited amount of text. You can scroll
through and review text entered, but you cannot print text that exceeds the width of the on screen field.

1.

Identify and describe in detail your sincerely held religious belief, observance or practice, and the reason for your
vaccination exemption request.

Name of Religion or Belief System: non denominational, based on Judeo/Christian doctrine

Description and Reason:

| have already answered this question on Aug. 27, 2021 on the form for religious exemption request for the Covid-19 vaccine. The religious exemption request
was recieved by Hallie Albert on the same day. As this is not an appeal process for the submission and declining of my request for a religious exemption from
taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge I filled against the City and your department on
Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and answered.

Would complying with the COVID-19 vaccination requirement conflict with your sincerely held religious beliefs,
practices, or observances? If so, please explain how.

| have already answered this question on Aug. 27, 2021 on the form for religious exemption request for the Covid-19 vaccine. The religious exemption request
was recieved by Hallie Albert on the same day. As this is not an appeal process for the submission and declining of my request for a religious exemption from
taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge | filled against the City and your department on
Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and answered.

Would complying with the COVID-19 vaccination requirement interfere with exercising a significant, important or
central religious practice or observance that is part of a system of beliefs and practices? If so, please explain how.

| have already answered this question on Aug. 27, 2021 on the form for religious exemption request for the Covid-19 vaccine. The religious exemption request
was recieved by Hallie Albert on the same day. As this is not an appeal process for the submission and declining of my request for a religious exemption from
taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge | filled against the City and your department on
Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and answered.

How long have you adhered to or practiced this religion or belief system and held the beliefs underlying your
vaccination exemption request?

| have already answered this question on Aug. 27, 2021 on the form for religious exemption request for the Covid-19 vaccine. The religious exemption request
was recieved by Hallie Albert on the same day. As this is not an appeal process for the submission and declining of my request for a religious exemption from
taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge I filled against the City and your department on
Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and answered.

Is your religious objection to the use of: a) all vaccines, b) COVID-19 vaccines, c) a specific type of COVID-19 vaccine,
or d) some other subset of vaccines? Please explain.

| have already answered this question on Aug. 27, 2021 on the form for religious exemption request for the Covid-19 vaccine. The religious exemption request
was recieved by Hallie Albert on the same day. As this is not an appeal process for the submission and declining of my request for a religious exemption from
taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge I filled against the City and your department on

Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and answered.
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Religious Discrimination — Failure to Accommodate Beliefs Last Name: Eliasson

6.

10.

11.

12.

13.

Have you received vaccines as an adult against any other diseases (such as a flu vaccine, tetanus shot, hepatitis A or
B, or rabies)?

| have already answered this question on Sept. 22, 2021 on an email to Hallie Albert. As this is not an appeal process for the submission and declining of my request
for a religious exemption from taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge | filled against the City and
your department on Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why | am being asked a question that has already been asked and
answered.

If you are a parent or guardian, have you authorized your children to receive vaccines against any other diseases (such
as a flu vaccine, tetanus shot, hepatitis A or B, or rabies)?

| have already answered this question on Sept. 22, 2021 on an email to Hallie Albert. As this is not an appeal process for the submission and
declining of my request for a religious exemption from taking the Covid-19 vaccine, but instead an investigation into the religious and medical
discrimination charge | filled against the City and your department on Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why |
am being asked a question that has already been asked and answered.

Have you used any of the following over-the-counter medications as an adult: Tylenol, Advil, Aspirin, Sudafed, Tums,
Maalox, or Pepto-Bismol?

| have already answered this question on Sept. 22, 2021 on an email to Hallie Albert. As this is not an appeal process for the submission and
declining of my request for a religious exemption from taking the Covid-19 vaccine, but instead an investigation into the religious and medical
discrimination charge | filled against the City and your department on Oct. 24 of this year via email to DHR-EEO@sfgov.org., | don't understand why |
am being asked a question that has already been asked and answered.

Are you part of a community or group of believers holding the same religious views that support your request for a
religious exemption from the COVID-19 vaccination requirement? If yes, then state where and when you gather with
this community or group.

Do you not see how offensive such a question is? | am being persicuted for my religious beliefs and medical status by my employer. My employer wishes to know where and when people
who believe what | believe gather? For what purpose do you need this information? For your information the last thing | would do is sell out people that believe what | believe. This type of
question illistrates that this process has little to do with justice and everything to do with compliance. As this is not an appeal process for the submission and declining of my request for a

religious exemption from taking the Covid-19 vaccine, but instead an investigation into the religious and medical discrimination charge | filled against the City and your department on Oct.
24 of this year via email to DHR-EEO@sfgov.org., | don't understand how this question relates to my charges of religious and medical discrimination by the City and your department.

Do you have a spiritual/religious leader, scholar, or other knowledgeable person who supports your request for a
religious exemption from the COVID-19 vaccination requirement? If yes, did you provide a letter or statement from
this person?

GOD!! God doesn't communicate with me directly in writting. God uses my mind, hands, eyes, ears or mouth to

communicate what | believe. | thought this is an investigation into the religious and medical discrimination charge |
filled against the City and your department on Oct. 24 of this year via email to DHR-EEO@sfgov.org.

When did you make your request for a religious exemption from the COVID-19 vaccination requirement, and to whom
did you make the request?

Aug. 27, 2021, | gave the request to my Chief, J. O'Connel and recieved an email reciept on the same day from
Hallie Albert.

Was your request denied? If so, what was the reason given for the denial?

Clearly nobody is following this process on your side, YES!! | filed a medical and religious discrimination charge to your department, don't you already know this? It wasn't due to Accommodation would pose a direct
threat to the health and safety of others and/or myself. It wasn't due to Accommodation would prevent employee from performing essential function(s). It wasn't due to Accommodation would result in undue hardship
for the city. It wasn't due to other. The reason | was religiously discriminated against was, "Documentation insufficient to show a conflict between vaccination requirements and sincerely held reliegious belief, practice
or observance.” God does not require me to document my faith in writting. God doesn't demand | get anyones approval for what | believe. There is no license provided by our government to document my faith. God
demands that | follow what | believe to be good and true and not from evil. It is offensive that anyone would have the nerve to ask me such personal and private information.

Why is an exemption from the COVID-19 vaccination requirement important to you?

I am a civil service employee of 11+ years. | have worked on location throughout this event. The exemption from the COVID-19 vaccination
requirement is important to me because it would allow me to continue my employment with SFPUC/WWE and also follow what | believe to be true.
This job, though | am thankful for having, is just a job. | can not take this vaccine and still follow what | believe. The act of giving any person, group
or institution my rights of my bodily autonomy given to me at birth by God would be a betrail to God that created me.
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Religious Discrimination — Failure to Accommodate Beliefs Last Name: Eliasson

14. Describe your essential job functions, i.e. the reason your job exists.

15.

16.

17.

18.

19.

20.

My job exists to protect the population and environment from the pathogens and polutants that exist in the raw sewage that is created from the inhabitants
of this city. | work in the largest waste water treatment plant in the city. It is very rewarding despite the mismanagement that we work under. How is this
pertinant to my charge of medical and religious discrimination against the City and your department? | am not appealing your Departments declining my
religious exemption request, | am filling charges that | have been medically and religiously discriminated against by the City and your Department.

Describe your work environment (include details such as, working outdoors, indoors, private office, open space,
shared space, how many co-workers in close proximity, location of seating, public contact, shared equipment).

I work in a crew of 5 waste water treatment operators. Much of my work is done solo, outside. On large projects | work with others on my crew. | work alot outdoors and in buildings that
hold the equipment that we use to process the raw sewage. | have no contact with the public in my normal duties. | am not sure of why this question is being asked. All workers,
vaccinated or not, share the same risk of catching or spreading Covid-19. How is this pertinant to my charge of medical and religious discrimination against the City and your department?
| am not appealing your Departments declining my religious exemption request, | am filling charges that | have been medically and religiously discriminated against by the City and your
Department.

Can you safely perform your essential job functions while unvaccinated?

| have safely performed my essential job functions for 11plus years and through out this event while being unvaccinated. Do any of you pay attention to what is
going on? The COVID-19 vaccine doesn't stop anyone from catching or spreading this disease. | have never failed a health survey when going into work.

How is this pertinant to my charge of medical and religious discrimination against the City and your department? | am not appealing your Departments declining
my religious exemption request, | am filling charges that | have been medically and religiously discriminated against by the City and your Department.

If so, what accommodations (job modifications, protective equipment, or processes) would enable you to safely
perform your essential job functions?

It would be nice if our Lockout Tagout policies were followed or maybe our Code of Safe Practice policies. If you could do anything to get
management to follow these policies it would enable me to safely perform my essential job functions. Perhaps having an active safety department
would improve the safety perfomance. This event has not contributed in any way to unsafe work conditions that have existed long before this event
began. | have done my best to improve safety in our workplace to no avail.

How would you like to resolve your complaint? Please explain what you would like to see happen as a result of filing
your complaint.

I would like my employer to recognize that though | work for them, they do not own my body or my spirit, | would like my employer to stop dictating
what medical procedures | take or don't take. | would like my employer to recognize the U.S. Constitution. In short | would like for my employer to
stop harrasing, coersing, threatening and discriminating against me for my medical status and religious beliefs. | would like to go back to work and
be treated like the valued employee | was before this immoral policy was executed.

Have you filed complaints about this matter with administrative agencies, such as the EEOC or DFEH?
a. When? Not at this time
b. Is the matter still pending? N/A
c. If the case is closed, was there an investigation and a determination on your case? N/A
d. What was the determination?
N/A

Have you filed a grievance or lawsuit regarding your accommodation claim?
a. When? Not at this time
b. What is the status of your grievance or lawsuit?
N/A

By submitting this form, | certify the information | provided on this form and in connection with the form is true and
correct to the best of my knowledge. | also understand that any false statements or deliberate omissions on this form will
negatively impact my credibility and may result in the administrative closure of my complaint.

Signature: Date:

Page 3 of 3
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Re: E. Eliasson - Religious Exemption Request

Wed, Sep 15, 2021 6:36 am
Albert, Hallie B (HAIbert@sfwater.org) To:you + 2 more Details
Hi Eric:

| understand your frustration. When DHR created that original timeline it was without considering the evolving
process, which they dictate. Now that the requests require multiple levels of review, | cannot state when SFPUC wiill
be able to send you a determination letter but | am doing my best to make that soon. Thank you for your patience as
the City addresses this complicated issue.

Hallie

Get Outlook for i0OS

From: Eliasson, Eric <EEliasson@sfwater.org>
Sent: Wednesday, September 15, 2021 6:06 AM
To: Albert, Hallie B

Cc: O'Connell, John J; NN
Subject: E. Eliasson il Religious Exemption Request

Hallie,
With all due respect, are the policies and procedures meant for only employees?

Vaccination-Medical-Religious-Exemption-Request.pdf (sfdhr.org)

In the link above it states under Religious Exemption Procedure, under section 9, it states;

9. Department personnel officials will make a determination and respond to an employee request for
religious exemption from the vaccination requirement within seven (7) business days of receiving an
accommodation request and any supporting information requested by the department.

| sent my original request for my Religious Exemption-Request on 8/27/21. It was acknowledge as
received by you on 8/27/21. On this same date you requested that I fill out another form that supports

my claim for my religious beliefs. Which I filled out and submitted via e-mail to you on 8/30/21.

| have not heard back from any representative about the status of my request. It has been 10 business
days, 3 days past the stated procedure of making a determination and respond to an employee request.

Eric Eliasson
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RE: 780 no hazards from vapor to possible hazards from vapor.
Sat, Feb 22, 2020 11:42 pm
Determan, Troy TDeterman@sfwater.orgHide
To Eliasson, Eric EEliasson@sfwater.org

Cc Talavera, Rodney RTalavera@sfwater.org, Nafezi,
Ali ANafezi@sfwater.org, ]

Eric,

| understand your frustrations, | REALLY do. | want to start off by saying | work FOR Watch 2. | also have a chain of
command which | must answer to. | also have a position (7373 Senior Stationary Eng) and it comes with it's
responsibilities. That being said | work for you and everyone on Watch 2. What | mean by this is everything | do is
for the benefit of my W2 cohorts. In my new position of Acting Chief | am tasked with new responsibilities and am
working under new guidelines and with much more weight than I'm used to. | can feel the gravity of being a Chief on
Watch, its not easy nor is it something I’'m taking lightly. Now that I've professed this, let me also add that | ‘ve
worked as an apprentice (7375), a journeyman (7372), and most recently becoming a senior (7373) after nearly 13
years of working at the PUC in WWE. | make no excuses as to why things are the way they are, but | have always
tried to do my best with whatever it is- in my life and as a CCSF employee.

While | continue my efforts to pursue your request for written policies and CSP when working around the bioaerosols
and dry polymer, | just have to ask of you to please continue to be patient with me and continue to act as a
professional. As long as | have known you, you are a ridiculously gifted and intelligent human-being and are
exceptional at whatever you do. | know you are not happy with the answers | have given you, but these are the
answers | have. I'm doing what | can, while working with upper management and continuing to work with the people
who are doing the real work of treating wastewater and maintaining the equipment at the plant. This is where my
heart lies. With the people. In the field. You are an outstanding operator and brought me up to speed quickly when |
became a Senior. | owe you a lot for what you have taught me. Thank you for being a true friend and colleague.

Now, | have to correct something in your email. Our current codes of safe practices are going thru some changes,
like most things around here. WWE is undergoing major changes all over the place, from pump stations to
completely new facilities, such as the Reclaimed Water Station at Oceanside. The construction at Southeast Plant is
mind boggling, there are at least 4 major projects going on concurrently. And there is Ovation. Are you kidding
me? Our DCS is at minimum 20 - 25 years old and this new system is probably, single handedly the most significant
upgrade we will see in our careers here. This is all very exciting stuff, but of course it comes with its difficulties,
learning curve, and sometimes a general pushback against change. Change is inevitable. Resistance is futile. So,
going back, we have an outdated collection of CSP that are primarily focused on Maintenance jobs. Our jobs in
Operations have always (as long as | have known) been accomplished with operators handing down knowledge,
skills and training by word of mouth. How has this worked? Well, we both know it has sometimes left wide gaping
holes and this IS why the CSP’s need updating. Our current CSP’s are still in place until the new CSP’s are
delivered.

I hope this helps and you may continue to question, challenge, and encourage, support, or not, its up to you. I'm here
as your friend and co-worker. | will continue to ask questions up on your behalf because | believe you have the best
interests of the people who work here. And for that | say thank you because | work here and | want people who are
concerned about safety to work here.

Troy

From: Eliasson, Eric <EEliasson@sfwater.org>

Sent: Thursday, February 20, 2020 4:10 PM

To: Determan, Troy <TDeterman@sfwater.org>

Cc: Talavera, Rodney <RTalavera@sfwater.org>; Nafezi, Ali <ANafezi@sfwater.org>; | ENEEIEING<GEE

074



Subject: 780 no hazards from vapor to possible hazards from vapor.
Troy,

| just want to document our conversation from earlier today. The topic was Code of Safe Practice Policy and the
hazards present in the vapor in the GBT room.

In October of last year it was brought to my attention by one of our maintenance chiefs that the working conditions in
the gravity belt room was not a safe work environment. He was referring to the vapor that filled the room. | inquired
in November and personally spoke with Bert Drew on the day of the OSHA inspection. | asked him what hazards
were in the vapor and what kind of PPE was required. Mr. Drew informed me that there were no hazards and no
requirement for PPE. | was shocked by his response and carified | can breathe this vapor all day and it won’t be a
hazard, Mr. Drew got very close to me and said very slowly you can breathe it all day long. | did not believe what he
was telling me but | am just a stationary engineer not a Superintendent not a Industrial Hygienist. | wanted to
document the conversation and sent you an email detailing my conversation with Mr. Drew. | received an email from
Mr. Drew confirming that there are no hazards from the vapor and no need for PPE, but if the smell bothered me |
could wear the respirator | was trained to use. Last rotation | found a Code of Safe Practice on vapor in our

plant. The Code of Safe Practices stated that all should assume biohazards in the mist of our waste water processes
and that PPE are needed to lower the risk from the biohazards in the water vapor. First | could not believe | found a
Code of Safe Pracitice. | have never seen one and this Code of Safe Practices was from Eric Goldman from 2016, it
contradicted everything that Mr. Drew informed me about the hazards in the water vapor.

| shared this information with you an our Seniors. You told me you had discussed this with management, You told
me they informed you that the Code of Safe Practices written by Eric Goldman was a draft and was never
authorized.

Today | asked you about the meeting you had with Mr. Drews and some of our managers. You told me you
presented them with the fact that the Code of Safe Practices written by Mr. Goldman was distributed by management
to all departments. As a matter of fact this means someone lied to you. How are we to trust management when they
willingly misinform their employees about known hazards that they tried to claim were not?

As to the topic of Code of Safe Practices, my understanding based on our conversation is that we have no current
Code of Safe Practices and Management is working on developing a new system even though currently there is no
written policy on Code of Safe Practices or practice of using the old Code of Safe Practices. And | was verbally
counseled for insulting emails above my chain of command by stating it is a JOKE that any manager of WWE can
claim they care about safety.

| plan on advancing my concerns. Clearly management here doesn’t care, my options are limited. Please feel free to
forward these concerns with whomever can make our workplace safer.

Thanks again,

E. Eliasson

075



LOTO Training
Thu, Oct 22, 2020 11:35 am
Eliasson, Eric EEliasson@sfwater.orgHide
To Garcia, Edgar EdGarcia@sfwater.org

cc 0'Connell, John J JoConnell@sfwater.org, ||| G

TrainingTranscripts_dee68642-e...pdf (14 KB)

Mr. Garcia,

Thank you for scheduling a time and place for me to take the LOTO training. | was shocked when | was given a letter
of instruction from Mr. Navara for not taking the mandatory FEMA training when | was not scheduled anytime by
either Mr. Navara or Mr. O’Connell to take the course. One of my many frustrations of working for WWE is the lack of
instructions on performing my work. Since | have been on watch 5, | have not been given any written instructions as
to what my duties are. Currently most of my day is spent in the shop waiting for a phone call for something to do.

While taking the course on LOTO there was a ongoing theme of a written LOTO plan. | have been working for WWE
for over 10 years and | have never seen or used a written LOTO plan. This written plan is mentioned throughout the
training module starting at the policy, section 2.8 LOTO Plan. It is mentioned that the LOTO policy was renewed in
2019, so perhaps we never had written plans in the past, as | have never even seen such a plan. In any case as of
2019 our LOTO policy states a written plan is part of the policy. In video 4 of 10 they show a 4 page form, “WWW
Lockout/Tagout Plan” form. It was said in the training videos that they would for the most part be generated by a
Chief or Senior. It is my assumption that if there is no written plan then a LOTO performed without a written LOTO
plan would not be following our policy on the use of LOTO’s. Do we have existing LOTO plans? Where can they be
found? Who is responsible for making them?

In section 2.8.2 of the LOTO policy, it states the exceptions for not having a written plan and in video 4 of 10 the
presenter used the example of a vacuum cleaner as one of the types of exceptions for not needing a written LOTO
plan, the presenter stated most LOTO'’s will require a written plan.

In video 2 of 10 the presenter said before doing a LOTO check your companies Energy Control Plan...l have never
seen our Energy Control Plan. Do we have one? Where can it be found if we do? Who is responsible for writing
one?

It is awesome that someone has decided that our staff should restart our training programs. | feel that this is one of
the major problems we face as an organization. Lack of leadership!!! When | was an operator | would hear from
others that our management team would disparage the operators calling them lazy and inefficient. If we are not given
written descriptions of what jobs our management team wishes us to perform, followed by documented training
explaining how management would like us to perform the tasks they identify as part of our daily duties, then how are
we to meet their expectations of doing a good job? As an example: we were told the FEMA training was mandatory
and given the date it was due, yet | do not control my time. | am told what to do and when to do it. | don’t write my
schedule for the day, yet | was the one verbally counseled when it should have been my Senior or my Chief that was
given the corrective action for not scheduling me the time to perform such task. Another example is LOTO’s, there
are no written LOTO plans. When we are given the task of placing a LOTO on a piece of equipment, there is no
communication as to what the purpose is, which energy sources need to be LOTO’d, no written plans!!!

We work in an unsafe environment, we are employed by an organization that | feel cares little about our safety. |
have attempted many times in the past to inform our management team of their inefficiencies in the area of planning,
scheduling, training and managing, until | was given a verbal warning for doing so. | don’t understand why we have
policies or training on policies when the management team wont support the policies of that training. | know you are
new to this position, but you are my Senior and | was instructed in my corrective actions to communicate within my
chain of command. | hope you can answer or find the answers to my questions above pertaining to LOTO plans.

| have attached my proof of completion of the LOTO training. Now that | have been trained on WWE LOTO policy,
do | follow the policy or past practice?
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Thanks you for your time in this matter,

E. Eliasson
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Documenting our earlier conversation
Fri, Oct 23, 2020 9:25 am

Eliasson, Eric EEliasson@sfwater.orgHide
To O'Connell, John J JOConnell@sfwater.org

Cc Garcia, Edgar EdGarcia@sfwater.org, _ I

Mr. O’Connel,

| want to start by apologizing for our interaction this morning. | allowed my frustrations of how poorly we are

managed to effect my professional demeaner. In our jobs we are constantly assessing risks, as you are well aware
we work in a very unsafe environment. Risk assessment has kept me from having any reportable injuries during my
10 year employment with WWE. | found it ironic that | came to you with my concerns about learning a safety policy,
the LOTO policy that we currently don’t follow, such as a written LOTO plan when performing LOTO’s, with no
indications as to when we will be following the written policies | trained on yesterday. In return you instructed me to
be health checked upon entering the property before going to the locker room. The irony is that one effects my safety
and the other has no effect on my safety based on information from the CDC and the fact that we are mandated to
wear masks upon entering the facility. If | am not sick, | am no threat.

| was wrong to tell you | will not follow the policy of going directly to the health screening station, for this | am

sorry. From now on | will either change at my car and then get screened or get screened and go to the locker

room. The point | was trying to make and failed to do, is if we do not follow policies that we are mandated to train on
and knowingly don't follow, which policies should we follow and which policies should we not follow?

| agree that we all need to work together to achieve our stated goals, but the goals must be stated by management so
the staff will know how to perform the jobs as management determines them to be. | would like to think that our goal
as an organization is to be as efficient as possible when performing the duties that management has identified as
needing to be completed. As an example; Management determines our schedules are not sufficient to perform our
work in the manner that management has determined. | would think Management would develop a plan, train the
staff on the plan, change the schedule and implement the changes as documented in the plan. It is not efficient to
change the schedule and work flows without a plan and training on the plan for who will be doing what job. Another
example: If a policy is being presented to staff on LOTO policy, Management would realize that the policy presented
has not been followed for 10 years. It is not efficient to give training on a policy when management has not
developed a plan to implement said policy. Work flows should be determined by management!! The idea that we are
mandated to train on LOTO policy that we are not going to follow is not efficient or safe.

Thank you for allowing me voice my concerns and frustrations, | will continue to do my best to perform my duties as
instructed by Mr. Garcia and yourself,

E. Eliasson
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RE: LOTO Training
Fri, Oct 23, 2020 3:59 pm

Stan Eichenberger (seichenberger@local39.org)To:you + 1 more Details
CCSF Stationary-Engineers-Lo...pdf (460 KB)

Hi Eric,

Thanks for taking a moment to speak with me a few minutes ago. Although you seem reluctant to trust the Union, |
feel confident that we are on a better path to making much needed improvements. It will take some time; however, |
am hopeful that you see some positive changes as | continue to work diligently as your union representative.

As discussed, | am sending you a copy of the CBA, please see the attached.
Have a great weekend!

Stan Eichenberger

Business Representative

IUOE - Stationary Engineers, Local 39

337 Valencia Street

San Francisco, CA 94103

Office: (415) 861-1135

Fax: (415) 861-5264

Video: What Have American Unions Ever Done For Us?

From: Eliasson, Eric <EEliasson@sfwater.org>
Sent: Friday, October 23, 2020 1:18 PM

To: Stan Eichenberger <seichenberger@local39.org>
Cc: I
Subject: RE: LOTO Training

Mr. Eichenberger,

It is past 30 days but | documented my concerns at the time via email to my Chief. The primary reason | sent you the
email is to keep you informed as to the working conditions at WWE. When it was decided to change our watch
schedule to the current schedule there were no instructions on how 2 people would be doing the work of 5

people. When I bid off of the watch and bid to watch 5 6:00-14:30 there was no documentation of what my job duties
would be. | have been on watch as an Operator for the 10 years of my employment. On Watch 5 | was told we are to
standby until receiving instructions which is seldom given. Yesterday | was instructed to take the training course for
SFPUC/WWE LOTO policy/procedure. | was amazed to see we don’t follow this safety policy as written, there are no
LOTO plans as the policy clearly states is needed when performing LOTO. After the training, my current Acting
Senior Edgar Garcia instructed me to assist in performing a LOTO on a clarifier. | asked do we have a written plan as
instructed on the training | completed and he informed me he was not aware of where the plans are and to continue
the LOTO without a LOTO plan. To me this is unacceptable, but | have already been given verbal counseling in
contacting managers above my chain of command. | value my job, | value the safety of my coworkers and myself. |
have contacted OSHA to no effect at least 3 times as management has either lied or misdirected the OSHA
inspectors as my safety concerns never seem to get addressed.

079



It is very frustrating to know my employer lacks the skill required to perform their duties. It is very frustrating receiving
a survey from our Union about preferred schedules when our Union was unable to stop the last schedule

change. Clearly we have no say in scheduling based on our loss of the schedule | worked for near 10 years and the
majority of our members voted to keep.

What course of action do you suggest in making my employer follow the policy that was written by them and then
trained by them and yet not followed by them? To me this is a serious safety issue.

Thanks for getting back to me,

E. Eliasson
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Defense of charges against Eric Eliasson DSWH]JJJi] Skelly Meeting Nov. 18, 2021

The issue at hand is my faith. My employer is claiming the following charges as grounds for termination

e Violation of CCSF COVID-19 Vaccination Policy;

e Failure to meet minimum qualifications/conditions of employment;

e Failure to Follow Rules and Regulations/Failure to Follow instructions;
e Insubordination: and

e Acts which present an immediate danger to public health and safety.

SECTION ONE: Violation of CCSF-COVID-19 Vaccination Policy:

The first charge, Violation of CCSF-COVID-19 Vaccination Policy, this is the charge that allowed for all of
the other charges listed against me. If this immoral policy had not been created and executed and my
application for a Religious Exemption not been denied, | would not be in this process in the first place.
This policy has provided no scientific evidence that would reflect how | can be of any harm to anyone.
The policy is full of opinion and short on scientific facts.

Under the “Purpose Statement” of the CCSF-COVID-19 Vaccination Policy, it states claims that | believe
to be from politicized and captured Government Agencies, i.e. the CDC, FDA and the NIH, that | hold
ZERO faith in (Document A, B & T). The policy makes scientific claims which have not been proven. For
example, under the section of the CCSF-COVID-19 Vaccination Policy, “Purpose Statement” makes the
claim that, “Vaccination is the most effective way to prevent transmissions and limit COVID-19 cases and
deaths”. There is no scientific evidence provided for this claim and it is common knowledge that the
“COVID-19 vaccines” do not stop you from catching or spreading this disease. This is the reason even
vaccinated employees still need to wear a mask when indoors, it is why this Skelly Meeting is being held
remotely. It claims falsely with no evidence in support that, “Unvaccinated employees, interns, fellows,
and volunteers are at greater risk of contracting and spreading COVID-19 within the workplace and City
facilities, and to the public that depends on City services”. | have seen no scientific studies that prove
this, there is enough data available today to know that there is little difference between the risk to
vaccinated people catching or spreading COVID-19 versus the unvaccinated, as all are at risk of catching
or spreading this “disease”. The known benefits of getting the vaccine is not immunization, but lowering
of the severity of the illness IF you become infected.

Under the section, “Legal Requirements” of the CCSF-COVID-19 Vaccination Policy, it states that, “the
Cal/OSHA rules require employers to verify and document that an employee is fully vaccinated before
allowing that employee to discontinue masking indoors. For unvaccinated employees or employees for
whom the City does not have documentation verifying fully vaccinated status, the City must enforce
masking, provide COVID-19 testing following a close contact in the workplace or anytime they have
COVID-19 symptoms, and exclude these employees from the workplace for 10 days after a close contact.
Upon request, the City also must provide non vaccinated employees with respirators (N95 masks) and
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provide education about using that type of mask.” Nowhere did | see it say | was a health or safety risk
and therefore should be terminated.

Under the section, “Vaccination Requirements for Employees” it states, “Employees who are not fully
vaccinated against COVID-19 and who are permitted in the workplace after November 1, 2021 must
continue to wear a well-fitted mask at all times while at the workplace.” This illustrates that employees
that are unvaccinated can in fact work past Nov. 1, 2021. Those employees that are permitted would
pose no more of a health and safety risk then myself. In fact, the only reason | am here today and not at
work is because my request for a Religious Exemption was declined by no fault of mine. This is either a
matter of Health and Safety or it isn’t. How can it be that some unvaccinated people are a health and
safety risk while others are totally fine to work?

| made every effort to stay in compliance with this policy by submitting my Religious Exemption form
and follow up inquires in a timely manner, which was declined by no fault of mine (Documents C, D, E &
F).

SECTION TWO: Failure to meet minimum qualifications/conditions of employment:

The next charge, failure to meet minimum qualifications/conditions of employment is baseless were it
not for the new COVID-19 vaccination Policy. | hold a grade Il Waste Water Certificate and the
minimum requirement for my job is a Grade Il Certificate (Document G, H & I). Had my religious
exemption request been approved, there would be no charges against me.

SECTION THREE: Failure to Follow Rules and Regulations/Failure to Follow instructions:

The next charge is a challenge for me, Failure to Follow Rules and Regulations/Failure to Follow
instructions. | work in an environment mostly void of standards. There are LOTO policies that
collectively are not followed or Code of Safe Practices policies that collectively are not followed. Itis
very difficult to know which policies are to be followed and which are not (Doc H, |, J, K, L, M &U). In
fact in my case, the policy for the religious exemption process was not followed by our HR dept.
(Document N). If not following rules and regulations was a reason for termination, there would be very
few employees working front line in our Waste Water Treatment Plants. The City has offered no
documentation that demonstrates a history of my Failure to Follow Rules and Regulations/Failure to
Follow instructions. As a valued employee | do my best to follow all rules and regulations, even when
our Managers do not. As to Failure to Follow instructions, | followed to a “T” all instructions pertaining
to submitting my religious exemption forms. It is no fault of mine that my religious exemption request
was declined (Document C, D, E & F).
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SECTION FOUR: Insubordination:

Insubordination is the next charge against me. | am lawfully allowed to not follow directives that |
believe to be unsafe (Document A, B, C, O, P, Q, R & S). | found no documentation in the materials that |
received on this action against me that shows a history of me being insubordinate. Had the Religious
Exemption that | submitted been approved, we would not be here.

SECTION FIVE: Acts which present an immediate danger to the public health and safety:

The last charge against me is the most far reaching of all the others, acts which present an immediate
danger to the public health and safety. This reflects the levels of absurdity in this entire global event up
to and including this action against me (Document X). How is it that | am an immediate danger to public
health and safety? (Document C & V) | could not find any scientific studies in the documents provided
me that give evidence of this charge. The whole reason | have gone from being an essential worker, a
worker that didn’t work from home, a worker who works directly with the sewage from a City claiming
to be in a global pandemic, a “hero” who works for SFPUC into a present and immediate danger to the
public health and safety is because | won’t take medical treatment so called “Vaccine” (Document T) that
would violate the strongly held religious beliefs that | hold. Though | have known this for months and it
has been known by people of science from the start and is now mainstream knowledge, these
“vaccines” DO NOT stop you from getting infected, DO NOT stop you from spreading the disease. All
this “vaccine” is meant to do is lower your chances of severe illness. Unlike most employees during this
“pandemic”, | worked on site throughout this event. | have inquired about the number of coworkers
that have died or been hospitalized. There have been many cases, a few hospitalizations and ZERO
deaths from any of the essential workers at WWE, this was before the “vaccine” was available. Had this
been a true “pandemic” | am sure there would have been mass hospitalizations and mass deaths of our
front line essential workers who treat the City’s waste water. My personal experience is that | know of
many cases, no hospitalizations and no deaths of fellow co-workers (Document W). | would need to be
infectious to be a “present an immediate danger to the public health and safety”. During this time as an
essential worker, we were required to complete a health survey that for quite some time included
taking my body temperature, we were instructed to wear masks and socially distance. It has been a
challenge. | have never failed the health screening. People who choose not to take this vaccine and
those who have, are no threat to anyone unless they are infectious. This IS the science. | have not been
proven to be infectious therefor | can not be determined to be a “present an immediate danger to the
public health and safety”. In fact, the reason that my religious exemption request was denied was not
due to; Accommodation would pose a direct threat to the Health and Safety of others and/or yourself.
(Document C).

Conclusion:

All of the charges against me stem from me refusing to take a medical treatment, COVID-19 “vaccine”
against my will. | did not refuse it because | am a defiant employee, or because | am anti-vax, because |
am neither. | refused it because | do not believe in doing anything that goes against what | believe to be
true. If the science were followed this would not be an issue. The science says this COVID-19 “vaccine”
won’t stop infection nor the spread of infection. The science says the survivability rate of this infection
for most people is near 100%. Science says there are treatments like Ivermectin that prevents the need
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for vaccination. Science says natural immunity is stronger than immunity provided by this COVID-19
“vaccine” that doesn’t provide any immunity but simply some protection from severe infections and
hospitalizations. Science says that there are ZERO long term safety studies on this COVID-19 “vaccine”.
The CDC VAERS reporting system reports some 15,000 deaths that have been associated with taking this
COVID-19 “vaccine” and well over 400,000 reports of adverse events after taking this COVID-19
“vaccine”. Faith is the reason for these charges against me. Though | would like to comply with all
policies and procedures that my employer gives me, this one | can not. It would violate the very essence
of my believe that | was created by god with free will to choose between good and evil. Man can not
force me to do anything | believe supports evil. | believe the City is my employer not my master, even
the City can not make me violate what | believe to be true. If it is decided that | should be terminated
for violating a policy that goes against my moral and religious beliefs | have no control. | have
performed the job | have done well for the last 11 years. It is wrong to force, coerce or threaten another
human to do anything that would violate their principles and religious beliefs. The simple fact that | am
willing to lose my civil service job of the last 11 years, that took a few years prior to hiring to educating
myself so | could meet the minimum standards for employment as a Waste Water Treatment Operator,
because | will not follow the CCSF-COVID-19 Vaccination Policy, a policy that will violate my moral and
religious beliefs... If that is not enough evidence of how strong my religious beliefs are then nothing will
be.
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Skelly meeting for Eric Eliasson, DSW#{|J

November 17, 2021

To whom it may concern,

The following statements and documents are not for the purpose of converting your beliefs, but
simply to document that this attempt to control my body is offensive to the core of my beliefs and
unjust. This push to vaccinate every human has nothing to do with health or safety and everything to
do with compliance with a policy that has no scientific basis and is politically driven. |1 am not guided by
politics, | am guided by what | perceive as good or evil through the information that my creator exposes
my spirit to.

| believe my body is my temple, that | was given this body at birth by my creator and through my
parents. | believe that what goes into my body will only be of my choosing. | believe as the sole owner
of my body | have a natural right to choose what medical interventions | take or don’t take. | believe it is
none of my employers or anyone else’s business what | do with my body and what medical interventions
| choose or don’t choose. | am a Man who cherishes my privacy, it was offensive to be coerced and
threatened with termination to report my medical status to my employer, i.e. vaccination status.
Particularly when | knew | would be discriminated against for doing so. It was offensive to hear parts of
my government as well as my employer mandating that | am required to take part in any medical
interventions | deemed unnecessary, particularly when it goes against my religious beliefs and is
unproven. Just because | don’t share the same faith as those who denied my Religious Exemption
request, doesn’t make me a bad employee or a health and safety threat worthy of termination. | have
little to NO faith in government institutions....NONE of them. | question everything and accept nothing
without supporting evidence from sources | trust. My faith is in my creator and it has kept me alive and
well for over 59 years. | will not be changing what | believe, the principles of self ownership that most in
this society used to believe after the abolition of slavery. | believe this is an unlawful policy. A
discriminating policy. It may be legal, but so was slavery in this country, it doesn’t make it moral!!

My expectations for this process is very low. So far it has proven to be bias, unjust, discriminatory,
unscientific and politically driven. | am however very grateful, for the first opportunity to defend what |
belief to be the moral and true position that | hold.

Thank you,

Eric Eliasson
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DEE g
- i

T DETERMINATION ON COVID-19 Rev. 9/23/2021

"i{:'f:u?' City and County of San Francisco VACCINATION EXEMPTION REQUEST
Employee Name Employee DSW#

Eric Eliasson I

Job Code and Title Department

7372 Stationary Engineer SFPUC

Division/Unit Supervisor/Manager

WWE John O'Connell

This notice is to advise you of the following departmental determination on your request for exemption from
COVID-19 vaccination requirements submitted on _08 /27 /2021 .

O APPROVED

Your request for an exemption based on a disability, medical condition, or sincerely held religious belief is
APPROVED. You will remain in your current position with the following reasonable accommodations (including
any mandatory health and safety protocols for unvaccinated employees, such as regular testing and specific
masking requirements and to protect coworkers and members of the public):

(Attach separate sheet as necessary.) Failure to comply with any of the required accommodations, including
health and safety requirements, may result in revocation of this approval.

DURATION

Approved accommodations are subject to change in accord with public health orders, or to align with current
essential job functions, or operational needs. Should either your condition or religious beliefs change such that
this accommodation is no longer necessary, or needs to be modified, you must immediately notify your supervisor
or department Human Resources personnel.

This accommodation is subject to review and re-approval on: _08 /27 /2021 .

= DENIED

0 DISABILITY OR MEDICAL CONDITION B SINCERELY HELD RELIGIOUS BELIEF

Your request for an exemption based on an asserted Your request for an exemption based on an asserted

disability or medical condition is DENIED for the sincerely held religious belief, practice or observance is

following reason(s): DENIED for the following reason(s):

[0 Medical Documentation Inadequate/Not Submitted B Documentation Insufficient to Show a Conflict

[0 No Disability or Medical Condition Requiring Between Vaccination Requirement and Sincerely
Accommodation Held Religious Belief, Practice or Observance

0 Accommodation Would Pose a Direct Threat to the 0 Accommodation Would Pose a Direct Threat to the
Health and Safety of Others and/or Yourself Health and Safety of Others and/or Yourself

0 Accommodation Would Prevent Employee from O Accommodation Would Prevent Employee from
Performing Essential Function(s) Performing Essential Function(s)

O Accommodation Would Result in Undue Hardship O Accommodation Would Result in Undue Hardship for
for the City the City

OOther: [ Other:

O CITYWIDE SEARCH

The department has determined that you have a medical condition, disability, or sincerely held religious belief
that precludes you from being vaccinated, but that the department cannot reasonably accommodate you in your
current position. While you cannot remain in your current position, you may continue the interactive process to
explore other options for reasonable accommodation through the Citywide job vacancy search. This 60-day
process involves a search for available, vacant, non-promotive positions within City employment for which you are
qualified and that you can perform while unvaccinated, with or without accommodation. 086
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Vaccination Status Updated in PeopleSoft 0 Yes [ No

Date Determination Form Uploaded to PeopleSoft: 08 /27 /2021

Referred to Citywide Reasonable Accommodation Coordinator 0 Yes [ No
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HOME # EMPLOYEES / EQUAL EMPLOYMENT OPPORTUNITY / COMPLAINT INVESTIGATION PROCESS

Complaint Investigation Process

If you are a City employee or job applicant filing a discrimination complaint with the City, DHR EEO
follows a defined process for reviewing your allegation(s). This process is detailed in the table

below. It is DHR EEQ’s goal to complete these reviews within 180 days of receiving the complaint.

Following the review, DHR will issue a final determination letter. It is your right to appeal these

determinations once issued to the Civil Services Commission (4.

#1: Employee Files a Complaint
Submit a complaint to DHR EEO or your department detailing the following information:

e Name and Pronoun

e Preferred contact information

e Job title and department

 |ssue and basis for your complaint
e Date of alleged civil rights violation
e Any witnesses

e Documentation to support your complaint

#2: DHR EEO Conduct Intake Interview

Once DHR EEO receives notification of your complaint, you will be contacted by a DHR EEO
investigator within 10 days of their receipt of the allegation. If DHR EEO determines that the
issue falls within its jurisdiction, an investigator will ask you to participate in an intake interview.

The purpose of this interview is to clarify the issues involved and also allow you an opporto%gity



to present the complaint in more detail. Complainants may have a representative present during
the intake interview.

#3: DHR EEO Reviews Scope of Complaint

A DHR EEO investigator will contact you after completing an evaluation of the allegations to be
investigated. The DHR EEO investigator will give you a summary of the allegations to be
investigated.

Following this, the investigator may conduct interviews with witnesses, your department, and

review relevant employment records to investigate your complaint.

#4: DHR EEO Provides Results of Investigation

DHR EEO's goal is to issue a final determination letter to you within 180 days of receiving your
complaint. DHR EEQ’s ability to meet this goal will depend on the assigned investigator’s
caseload, and other factors, such as the availability of witnesses.

If the investigation establishes that a complainant has been subjected to conduct in violation of
the City’s EEO Policy, complainants may be entitled to a remedy. You may be contacted by DHR
EEO prior to issuance of the final determination letter if a violation of the City’s EEO policies
have occurred.

For more information on submitting a complaint to DHR EEQ, visit How to File a Discrimination,
Harassment, or Retaliation page.
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HOME / EMPLOYEES / EQUAL EMPLOYMENT OPPORTUNITY § EEQ POLICY

EEO Policy

Discrimination and Harassment Prohibited

Discriminating against, or harassing City and County of San Francisco (City) employees, applicants,
or persons providing services to the City by contract, including supervisory and non-supervisory
employees, because of their sex, race, age, religion, color, national origin, ancestry, physical
disability, mental disability, medical condition (associated with cancer, a history of cancer, or genetic
characteristics), HIV/AIDS status, genetic information, marital status, sexual orientation, gender,
gender identity, gender expression, military and veteran status, or other protected category under the
law is prohibited and unlawful. For the purpose of this policy only, the term “employees” includes
unpaid interns and volunteers. Discrimination is the unequal treatment of individuals with respect to
the terms and conditions of their employment, based on their membership in a protected category.
Harassment is unwelcome visual, verbal, or physical conduct engaged in on account of a person's

actual or perceived membership in a protected category.

Sexual Harassment Prohibited

Sexual harassment is illegal under federal and state law. Federal law defines sexual harassment as
unsolicited and unwelcome sexual advances, requests for sexual favors and other verbal, physical,

visual, or written conduct of a sexual nature directed to persons of the same or opposite sex when:

e submission to such conduct is made explicitly or implicitly as a term or condition of
employment;

e submission to or rejection of such conduct by an employee or applicant is used as a basis for
employment decisions affecting the employee or applicant; or

e such conduct has the purpose or effect of unreasonably interfering with an employee's work

performance or creating an intimidating, hostile, or otherwise offensive working environment.
090



State law defines sexual harassment as unwanted sexual advances or verbal, visual, or physical
conduct of either a sexual nature, or other conduct based on sex. These are some examples of

sexual harassment:

» requests for sexual favors or unwanted sexual advances;

e offering employment benefits in exchange for sexual favors;

e making or threatening reprisals after a negative response to sexual advances;

 verbal harassment (e.g., graphic comments, derogatory comments, sexually suggestive or
obscene jokes or telephone calls);

» physical harassment (e.g., assault, impeding or blocking movement, gestures, or any physical
interference with normal work or movements); or

« visual forms of harassment (e.g., leering, derogatory or sexually explicit emails, posters, letters,

poems, graffiti, cartoons, computer screen savers, or drawings).

Retaliation Prohibited

Retaliation against an individual who reports, files a complaint of, or otherwise opposes conduct the
individual reasonably believes to be unlawful discrimination, harassment, or retaliation, or assists in

the investigation of a complaint, is also prohibited.

Responsibility for Responding to and Reporting Discrimination,
Harassment, and Retaliation

All employees are encouraged to report discriminatory, harassing, or retaliatory behavior, whether

directed at themselves or at co-workers.

Supervisory employees are required to take corrective action if employees are subjected to
discrimination, harassment, or retaliation on the basis of a protected category. If a complaint is
made to a supervisor, or if a supervisor becomes aware of potential discrimination, harassment, or
retaliation, the supervisor must immediately report it to the department's Equal Employment
Opportunity (EEO) or Human Resources personnel. Any supervisor who receives a complaint of

discrimination, harassment, or retaliation and fails to report it may be subject to disciplinary action.

Departments must report all complaints of discrimination, harassment, and retaliation to the Human

Resources Director within five days of becoming aware of such complaints. Departments are
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responsible for ensuring that all employees know of and are trained periodically regarding this

policy.

e Equal Employment Opportunity Policy - English
e Equal Employment Opportunity Policy - Chinese
e Equal Employment Opportunity Policy - Spanish

A

Back to Top
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EXRHIBIT |

Notification of Charge of Discrimination and Request for
Information, dated December 9, 2021, and documents provided
in response, dated May 19, 2022
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Dunson, Marvin (HRD)

From: Lavina, Eric (HRD)

Sent: Thursday, December 09, 2021 12:09 PM

To: Herrera, Dennis (PUC)

Cc: Gardunio, Rachel (PUC); Narbaitz, Dena (PUC); Martinez, Amalia (HRD)

Subject: CORRECTION: Eliasson, Eric - Notification of Charge of Discrimination and Request for
Information

Dear General Manager Herrera,

Please disregard the prior emailed Request For Information regarding a medical exemption to the vaccination
requirement, which was sent in error. Below is the corrected Request For Information pertaining to the employee’s
request for a religious exemption to the vaccination requirement. Please review and respond accordingly. Apologies for
any confusion this may have caused.

A complaint of employment discrimination has been filed against the Respondent Department by Eric Eliasson, EEO File
No. 4061. The Charter of the City and County of San Francisco provides that the Human Resources Director shall review
and resolve all allegations of employment discrimination. The Department of Human Resources, Equal Employment
Opportunity Division has been assigned to investigate this complaint and will act as an objective third party reviewer,
representing neither the complainant nor the Respondent Department charged with discrimination.

Notification of Charges

The Complainant alleges that they were denied an exemption from COVID-19 vaccination requirements in public health
orders and/or the City’s Vaccination Policy for a sincerely held religious belief. The City’s Equal Employment Opportunity
Policy and related Charter provisions require City Departments to reasonably accommodate employee’s sincerely held
religious beliefs, practices and observance. The Complainant alleges that they have a sincerely held religious belief that
conflicts with the vaccination requirement. They informed the Department of the conflict with the vaccination
requirement and sought workplace accommodations that would enable them to perform their essential job functions
while unvaccinated.

The Complainant alleges that the Department denied Complainant’s reasonable accommodation request, despite
receiving information establishing that (1) Complaint has a sincerely held religious belief, practice or observance that
conflicts with the vaccination requirement; and (2) Complainant is able to safely perform all essential job functions while
unvaccinated with reasonable accommodations. Denying Complainant’s reasonable accommodation request may violate
the City’s Equal Employment Opportunity Policies and related provision in the Charter.

Request for Information and Departmental Response

In order to investigate this complaint, we request that the following information be provided within
10 business days of the date this email was sent.

1. Respondent’s Response to the Charges
Please respond to the allegations of the complaint as stated above, to the extent the Department is presently

knowledgeable about these matters. This response should include the Department’s answer to the specific allegations,
as well as any relevant evidence, such as records or documents that support the Department’s response.
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Please keep in mind that the Department should not conduct its own investigation to respond to the allegations. In
particular, the Department should not interview witnesses or decision-makers regarding the allegations but should only
respond to these allegations to the extent that management was made aware of these allegations.

2. Request for information

a. Please state whether Complainant requested a reasonable accommodation for a religious belief, practice, or
observance. If so, provide the date the accommodation request was received by the Department.

b. Please identify the person(s) who reviewed and made decisions regarding Complainant’s reasonable
accommodation request.

c. Please describe how the Department processed requests for religious exemptions to the COVID-19 vaccination
requirement.

d. Please state whether the Department has other vaccination requirements for employees in Complainant’s
classification. If so, identify each vaccination requirement Complainant is required to meet as a condition of
employment.

3. Requests for Documents
We would like to obtain copies of the following documents:

a. Any and all documents pertaining to Complainant’s request for an exemption from the COVID-19 vaccination
requirement as a reasonable accommaodation for a religious belief, practice or observance, including, but not
limited to, the Complainant’s request, written communications regarding the request, notes, correspondence,
written determinations and other documents.

b. Documents identifying vaccinations Complainant has received to comply with employment requirements for
their current or former City job(s), including, but not limited to, immunization records and other records
showing vaccines administered to the Complainant.

Documents can be scanned, attached to an email, and sent to the Department of Human Resources, Equal Employment
Opportunity Division at DHR-EEO @sfgov.org. Please enter “Response to RFI” and the Complainant’s name as the Subject
of the email, and designate the email as “CONFIDENTIAL.” If the Department has previously provided the requested
documents, please respond via email with a list identifying each document provided to DHR-EEO.

D. Important Reminders

Please remember that the information in this request is sensitive and that management should use professional
discretion with regard to these allegations. In addition, management should be reminded that any form of retaliation
against an employee for making a complaint of discrimination or participating in this investigation is strictly prohibited
by law.

We remind all those involved in complaints of discrimination that the process of evaluating the merits of the charges
reinforces each employee’s right to a workplace free of discrimination. Therefore, allegations should not be considered
as personal attacks but management opportunities to demonstrate a commitment to such a working environment.

Should you have any questions about the complaint process or this request, please do not hesitate to contact Amalia
Martinez, Director of Equal Employment Opportunity and Leave Management Program at amalia.martinezl @sfgov.org
or via phone at (415) 557-4932. Thank you for your assistance.

Sincerely,

Amaliov Mawtinesy
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Amalia Martinez

Equal Employment Opportunity Director
Department of Human Resources

-

Eric Lavina, EEO Management Assistant
(he/him/his)

Department of Human Resources

One South Van Ness Ave., 4" Floor

San Francisco, CA 94103

Phone: (415) 557-4818

Website: www.sfdhr.org
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San Francisco
Water

Sarvicad af the S FrancHes Puldie Uikt Commddsion

May 19, 2022

Via Email
DHR-EEO@sfgov.org

Amalia Martinez

Equal Employment Opportunity Director

Department of Human Resources, Equal Opportunity Division
One South Van Ness Avenue, 4th Floor

San Francisco, CA 94103

Re: Department Response to Notification of Charge of Discrimination and Request for
Information
Complainant: Eric Eliasson; EEO File No. 4061

Dear Amalia Martinez:

The San Francisco Public Utilities Commission (“SFPUC” or “Department”) is in receipt of your
December 9, 2021 email to Dennis Herrera, General Manager of the SFPUC, regarding the
Notification of Charge of Discrimination filed by Eric Eliasson (“Complainant”) and Request for
Information. Please accept the following in response.

1. Summary of Response

The SFPUC did not discriminate against Eric Eliasson for the reasons set forth in the Charge of
Discrimination or for any other reason. Rather, the SFPUC reviewed the information provided by
the Complainant and determined that accommodation in the Complainant’s current position
was not possible under the City’s September 24, 2021 COVID-19 Vaccination Medical and
Religious Exemption Request Procedure (“Procedure”) due to a number of factors including, but
not limited to, the fact that the documentation provided was insufficient to show a conflict
between vaccination requirement and sincerely held religious belief, practice or observance.
(Attachment A.)

The Department also considered guidance provided by the Department of Human Resources
(“DHR”), including the September 1, 2021 Tips for Processing Religious Accommodation-Vaccine
Exemption Requests and the October 26, 2021 Guidance for COVID-19 Vaccine Accommodations
and Undue Hardship Defense. (Attachments B & C.)

2. Request for Information

Request 2.a:

Please state whether Complainant requested a reasonable accommodation for a religious belief,
practice, or observance. If so, provide the date the accommodation request was received by the
Department.

Response to Request 2.a:

Complainant submitted a request for a religious exemption on August 27, 2021.

OUR MISSION: To provide our customers with high-quality, efficient and reliable water, power and sewer
services in a manner that values environmental and community interests and sustains the resources entrusted
to our care.

Human Resource Services
525 Golden Gate Avenue, 3 Floor
San Francisco, CA 94102

T 415.554.1670

F 415-554-1662

Londion K. Broed
Mo

Arrsaon Moran

Dresuiant

Mawsha Ajami
Wice President

Sophia Maxwel

Do M BN

Tiiws Paiskios
(T TSR BT

Deninls F. Herrers
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RFI Response—Eric Eliasson
May 19, 2022
Page 2

Request 2.b:

Please identify the person(s) who reviewed and made decisions regarding Complainant’s reasonable
accommodation request.

Response to Request 2.b:

Hallie Albert, then EEO Programs Manager, SFPUC

Request 2.c:

Please describe how the Department processed requests for religious exemptions to the COVID-19
vaccination requirement.

Response to Request 2.c:

The SFPUC processed requests for exemptions to the City’s COVID-19 Vaccination Policy consistent with
the September 24, 2021 Procedure, the September 1, 2021 Tips for Processing Religious
Accommodation-Vaccine Exemption Requests, the October 26, 2021 Guidance for COVID-19 Vaccine
Accommodations and Undue Hardship Defense, and guidance from DHR and the City Attorney’s

Office. (Attachments A-C.)

Request 2.d:

Please state whether the Department has other vaccination requirements for employees in
Complainant’s classification. If so, identify each vaccination requirement Complainant is required to meet
as a condition of employment.

Response to Request 2.d:

The SFPUC does not have other vaccination requirements for employees. Some vaccinations may be
offered to employees in certain job classifications, but an employee may decline if unwilling to receive
the recommended vaccine(s). (Attachment D.)

3. Request for Documents

Request 3.a:

Any and all documents pertaining to Complainant’s request for an exemption from the COVID-19
vaccination requirement as a reasonable accommodation for a religious belief, practice or observance,
including, but not limited to, the Complainant’s request, written communications regarding the request,
notes, correspondence, written determinations and other documents.

Response to Request 3.a:

Please see Attachments E—J. However, as the SFPUC has not conducted an investigation into
Complainant’s allegations, the SFPUC lacks sufficient information to respond comprehensively to this
request for documents.
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RFI Response—Eric Eliasson
May 19, 2022
Page 3

Request 3.b:

Documents identifying vaccinations Complainant has received to comply with employment requirements
for their current or former City job(s), including, but not limited to, immunization records and other
records showing vaccines administered to the Complainant.

Response to Request 3.b:

The SFPUC was not able to locate any responsive documents. As the SFPUC has not conducted an
investigation into Complainant’s allegations, the SFPUC lacks sufficient information to respond
comprehensively to this request for documents. Some vaccinations may be offered to employees in
certain job classifications and if they accept, they can be vaccinated at Zuckerberg San Francisco General
Hospital or with their own health care provider. As a result, the SFPUC does not track which employees
have receive or declined non-mandatory vaccinations.

4, Attachments

All responsive documents and supporting documents are attached to this email:

Attachment A September 24, 2021 City Vaccination Exemption Procedure

Attachment B September 1, 2021 Tips for Processing Religious Accommodation—Vaccine Exemption
Requests

Attachment C October 26, 2021 Guidance for COVID-19 Vaccine Accommodations and Undue
Hardship Defense

Attachment D Medical Monitoring Program Criteria, San Francisco Public Utilities Commission,
Health and Safety Program — 2022

Attachment E Complainant’s Request for Accommodation and Attachments

Attachment F Questions to and Responses from Complainant

Attachment G Determination on COVID-19 Vaccination Exemption Request and Email

Attachment H Notice of Proposed Disciplinary Action and Employee Conference/ Skelly Meeting
(Skelly Notice) and Placement on Paid Administrative Leave and Attachments to
Complainant

Attachment | Notice of Dismissal and Enclosures to Complainant

Attachment ) Grievance Letter to Complainant

Should you have any additional questions, please do not hesitate to contact me at smtang@sfwater.org
or via telephone at (628) 207-2637.

Sincerely,

Steven Tang
EEO Programs Manager
Human Resource Services
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COVID-19 VACCINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST

PROCEDURE
Issued: July 30, 2021
Revised and Reissued: September 24, 2021

L. Legal and Policy Authority

A. Employment Rights for People with Disabilities Policy
The Americans with Disabilities Act (ADA) and the California Fair Employment and Housing Act
(FEHA) prohibit employment discrimination against qualified employees on the basis of
disability. In accordance with the law, it is the policy of the City and County of San Francisco
(City) to provide equal employment opportunities to qualified individuals with disabilities. The
ADA and FEHA require the City to engage in the interactive process with qualified employees
with a disability to determine whether the City can provide a reasonable accommodation for
the employee’s medical restrictions that allow the employee to perform the essential function
of their position with or without accommodation.

B. Religious Accommodation
Title VIl of the Civil Rights Act of 1964 and FEHA require covered employers to accommodate
the sincerely held religious belief of qualified employees. To qualify, an employee must
demonstrate that their belief is both sincere and religious rather than secular or scientific.
Employers like the City are not required to accommodate employees if it would cause an undue
burden on operations. For example, if the accommodation would be costly, infringe on other
employees’ job rights or benefits, compromise workplace safety, decrease workplace efficiency,
or require other employees to do more than their share of potentially hazardous or
burdensome work, the accommodation is not reasonable.

1. General Vaccination Requirements

All City employees were required to report their vaccination status and submit verifying
documentation by July 29, 2021. Unvaccinated employees are required to update their
vaccination status and provide verifying documentation as they receive vaccination doses.

Consistent with State and local Public Health Orders and City policy, the City requires
employees to be vaccinated against COVID-19. This health and safety-related job requirement is
effective as follows:

e By September 30, 2021, employees routinely working onsite in High-Risk Settings
must have received the final dose of a COVID-19 vaccination;
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e By October 13, 2021, employees who are not permanently stationed or regularly
assigned to a High-Risk Setting, but who in the course of their duties may enter or
work in those settings even on an intermittent or occasional basis for short periods,
must be fully vaccinated against COVID-19; and

e By November 1, 2021, all other City employees must be fully vaccinated.

The local Public Health Order defines High-Risk Settings as certain care or living settings,
including many congregate settings, where employees may have contact with vulnerable
populations and where the risk of COVID-19 transmission is high. High-Risk Settings include
general acute care hospitals, skilled nursing facilities, residential care facilities for the elderly,
homeless shelters, and jails.

. Medical and Religious Exemptions: A Two-Step Process

Employees may be exempt from COVID-19 vaccination requirements when a qualifying medical
condition or sincerely held religious belief prevents them from receiving one of the available
COVID-19 vaccinations. Employees who believe they qualify for an exemption from the
vaccination requirement must seek an exemption from the department where they work.

Upon receipt of a request for an exemption, departments must review the employee’s request
and supporting documentation, and, as necessary, engage in an interactive process to evaluate
the request, to determine: (1) whether the employee has a qualifying medical condition or has
stated a sincerely held religious belief that prohibits them from receiving the vaccination, and
(2) if the answer to this first inquiry is “yes,” then whether the department has the ability to
implement a reasonable accommodation to allow the employee to perform the essential
functions of their position. An accommodation is not reasonable if it would pose an undue
hardship on operations and present a substantial risk of harm associated with having
unvaccinated employees in the workplace.

A. Step 1: Determining if There is a Qualifying Basis for an Exemption

At step 1, departments must determine whether employees qualify for a medical or religious
exemption, applying the criteria below. This process may involve an interactive process with
the employee, and the department may request supplemental information or documentation
in support of the request:

For medical reasons (1) the employee has a qualifying disability that prevents them
from receiving a COVID-19 vaccination, (2) the employee requests an exemption from
the vaccination requirement, and (3) the employee provides required medical
documentation to support an exemption; or
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For religious reasons (1) the employee holds a sincerely held religious belief, practice or
observance that is contrary to the practice of vaccination, (2) the employee requests an
exemption from the vaccination requirement, and (3) the employee provides required
documentation or information to support the sincerely held religious belief and
exemption.

If the department finds that the employee has a qualifying medical condition or sincerely held
religious belief that prohibits them from being vaccinated against COVID-19, then the
department moves to step 2 of the process.

B. Step 2: Determining if the Department Can Reasonably Accommodate the
Employee

At step 2, the department must determine whether the department can provide a reasonable
accommodation that allows an unvaccinated employee to perform the essential functions of
their current position.

Relevant to the step 2 inquiry, on September 10, 2021, the San Francisco Department of Public
Health amended the local Health Order clarifying that masking and testing may not be an
effective accommodation for some employees working in High-Risk Settings. The Order
instructs employers to determine what accommodations are reasonable in light of the direct
threat posed by COVID-19 and the risk posed by unvaccinated employees in the workplace.
Consistent with this Order, departments must consider what, if any, reasonable
accommodations exist for persons who are exempt from vaccination and therefore are
unvaccinated in the workplace.

In accordance with the San Francisco Health Order, the Department of Human Resources (DHR)
has determined that unvaccinated employees pose a direct threat to the health and safety of
themselves or others while at work. Accordingly, departments must determine whether
granting an exemption from the vaccination requirement will result in an unvaccinated
employee posing a substantial risk of harm to others, or the employee, that cannot be
mitigated with masking, regular testing, or other measures. To the extent a department has
already granted a request for exemption, the department may be required to withdraw
approval to comply with the local Health Order as well as any changes to local health
conditions.

Some of the additional information departments must consideration when evaluating whether
they can offer a reasonable accommodation that allows the employee to perform the essential
functions of their position without creating an undue burden or posing a health or safety risk to
themselves or others include:
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(a) Whether the employee will place other people at risk of transmission of COVID-19
because they are required to come into contact (including on an emergency or
occasional basis) with coworkers, members of the public, or with persons whose
vaccination status is unknown, who are not yet eligible for the vaccine, or who are or
may be members of a vulnerable population (e.g., the elderly, incarcerated people, and
acute care patients, and people with compromised immune systems);

(b) The type and frequency of testing available to employees and whether the department
has the ability to provide and track requesting testing for employees;

(c) The logistical and operational impact of ongoing testing;

(d) Whether the department can ensure compliance with the mask mandate whenever the
employee is around other people in the workplace;

(e) Whether the proposed accommodation imposes an undue burden because it is infringes
on other employee’s job rights or benefits, compromises workplace safety, decreases
workplace efficiency, or requires other employees to do more than their share of
potentially hazardous or burdensome work;

(f) The number of employees available to perform a specific function and the impact on
other employees of approving a vaccination exemption;

(g) The ability of the department to accommodate persons with an exemption given that
testing and masking may not be effective for employees working in High-Risk Settings;
and

(h) Whether the proposed accommodation would be unduly burdensome for any other
reason, such as because it would be too costly or administratively unfeasible.

To determine employee requests for medical or religious vaccination exemptions, departments
must generally engage employees in the interactive process. The interactive process may
include requesting additional information to support the exemption requests, discussing the
request and need for accommodation, and generally communicating with the employee, and
third-parties as necessary, to determine whether accommodation is needed, and if so, what
reasonable accommodations may be available to keep the employee at work. Employees who
receive an exemption must be able to perform all essential job functions of their current
position, or an available, vacant, non-promotive position for which the employee is qualified,
with or without reasonable accommodation.

For additional guidance on the reasonable accommodation process, consult with the
department’s assigned Deputy City Attorney and DHR.

IV. Departmental Process for Review and Determinations

Requests for medical and religious exemptions will be processed by the employee’s department
personnel official and, if necessary, in consultation with the department’s assigned Deputy City
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Attorney and DHR. Departments will issue written determinations notifying employees of the
approval or denial of their requests.

Approved requests must include the specific accommodation that the department will
implement to enable the employee to remain at work. In most cases, departments should
indicate that the accommodation is being offered on a temporary basis and subject to review
and re-approval (for example, for three to six months) because departments may be required
to reassess the availability of accommodations to account for changes in health and safety
conditions and the potential hardship and expense of an accommodation.

Where the department denies an employee’s request for an exemption, they must include the
reason for the denial and when the basis for the denial is an inability to reasonably
accommodate the employee in their current position, inquiry whether the employee is
interested in participating in a Citywide job search as a further reasonable accommodation
effort.

A. Medical Exemption Process

1. Employees should complete and sign an Employee Request for Reasonable
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider
any request for a disability-related accommodation that provides sufficient notice of an
employee’s asserted inability to comply with vaccination requirements due to a medical
condition, whether the request is on the designated form, in writing, or communicated
orally to a supervisor or department personnel official.

2. Employees must answer relevant questions regarding the medical condition that
prevents getting vaccinated, but should not disclose the diagnosis or treatment plan.

3. Employees must submit a completed form, or an equivalent writing regarding the
request for a medical exemption from the vaccination requirement, with medical
verification of the employee’s disability that prevents them from getting vaccinated, to a
department personnel official, supervisor or manager.

4. Department personnel officials should make reasonable efforts to acknowledge receipt
of an employee request for a medical exemption from vaccination requirements within
two (2) business days. Acknowledgments may be via email stating the request has been
received, or by returning a copy of the Employee Request for Reasonable
Accommodation Form (COVID-19 Vaccination Exemption) stamped “Received” with the
receipt date on the face of the document.
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Department personnel officials should engage employees in the interactive process if
the need for a medical exemption from vaccination requirements is not established by
the employee’s request and supporting medical certificates, or the employee does not
submit sufficient medical verification. Department personnel should consult with the
Office of the City Attorney and DHR with questions on requests for exemption.

Department personnel officials should use the Health Care Provider Certification Form
(COVID-19 Vaccine Exemption) for requesting information from health care providers in
support of a request for exemption from vaccination requirements.

If the department concludes that the employee has a qualifying medical condition that
prohibits them from receiving the COVID-19 vaccine, the department must consider
what, if any, reasonable accommodation it can offer that would allow the employee to
continue to perform the essential functions of their job. The department must evaluate
the considerations outlined above in Section Il1(B) when determining if it is able to
reasonably accommodate the employee.

Department personnel officials should use the Accommodation Determination Form
(COVID-19 Vaccination Exemption) to document and communicate final determinations
on employee requests for medical exemption from vaccinations requirements. If the
department determines to approve the request, it must send the packet to DHR for
review before communicating the determination to the employee. If the department
determines to deny the request, the department must state the reason for the denial on
the form.

Copies of approved exemption requests must be sent to the employee’s supervisor and
reported in PeopleSoft along with the employee’s “Unvaccinated” status.

If the employee will be accommodated, the department must implement the
accommodation(s) by the date upon which the employee is required to be fully
vaccinated under the City Vaccination Policy (i.e., October 13 or 14, or November 1).

If the employee fails to comply with the approved accommodations, including testing
and masking requirements, the department will revoke the accommodation.

B. Religious Exemption Process
Employees should complete and sign an Employee Request for Religious
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider

any request for a religious accommodation that provides sufficient notice of an
employee’s asserted inability to comply with vaccination requirements for religious
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reasons, whether the request is on the designated form, in writing, or communicated
orally to a supervisor or department personnel official.

Employees must answer all relevant questions regarding the religious belief, practice or
observation that prevents them from getting the COVID-19 vaccination.

Employees must submit a completed form, or an equivalent writing regarding the
request for a religious exemption from the vaccination requirement, with any relevant
statements, documents, or information pertaining to the religious belief, practice or
observation that prevents them from getting vaccinated to a department personnel
official, supervisor or manager.

Department personnel officials should make reasonable efforts to acknowledge receipt
of employee requests for religious exemptions from vaccination requirements within
two (2) business days. Acknowledgments may be via email stating the request has been
received, or by returning a copy of the Employee Request for Religious Accommodation
Form (COVID-19 Vaccination Exemption) stamped “Received” with the receipt date on
the face of the document.

Employees may be required to submit additional information regarding the religious
nature or the sincerity of a particular belief, practice or observance. Relevant
information may include:

(a) letters from a religious leader explaining the nature of the religious belief(s),
practice(s) or observation(s) and the need for an exemption from the vaccination;

(b) articles from religious scholars that describe the nature of the religious belief(s),
practices(s), or observance(s) and the need for an exemption from the vaccination
requirement;

(c) excerpts from religious or sacred texts explaining religious belief(s), practices(s), or
observance(s) that prohibit vaccination;

(d) written materials describing the religious belief(s), practice(s) or observance(s) that
prohibits vaccination;

(e) statements, affidavits or other documents from the employee describing the beliefs,
practices, or observances, including information regarding when the employee
embraced the belief(s), practice(s) or observance(s), as well as when, where and
how the employee has adhered to the belief, practice, or observance that prohibits
vaccination;

(f) statements, affidavits or other documents from potential witnesses identified by the
employee as having knowledge of whether the employee adheres or does not
adhere to the belief(s), practice(s) or observance(s) that prohibits vaccination, (e.g.,
religious leader, family, friend, neighbor, supervisor, or coworker who may have
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observed the employee’s past adherence, or lack thereof, or discussed it with the
employee).

Department personnel officials will review requests for religious exemptions and
determine whether additional information is required.

Employees who do not submit requested information within a reasonable period of the
request for additional information from a department personnel official may be denied
an exemption from the vaccination requirement, unless the department approves an
extension of time for submitting the requested information.

Employees may use the Religious Accommodation Certification Form (COVID-19
Vaccination Exemption) to submit additional information in support of a request for
religious exemption from the vaccination requirement.

Department personnel officials will make determinations and respond to an employee
requests for religious exemptions from the vaccination requirement within a reasonable
time after receiving an accommodation request and any supporting information
requested by the department. Department personnel should consult with the
department’s assigned Deputy City Attorney and DHR regarding questions on requests
for exemption.

If the department concludes that an employee has a sincerely held religious belief that
prohibits them from receiving the COVID-19 vaccine, the department must consider
what, if any, reasonable accommodation it can offer that would allow the employee to
continue to perform the essential functions of their job. The department must evaluate
the considerations outlined above in Section IlI(B) when determining if it is able to
reasonably accommodate the employee.

Department personnel officials should use the Accommodation Determination Form
(COVID-19 Vaccination Exemption) to document and communicate final determinations
on employee requests for religious exempts from vaccinations requirements. If the
department determines to approve the request, it must send the packet to DHR for
review before communicating the determination to the employee. If the department
determines to deny the request, the department must state the reason for the denial on
the form.

Copies of approved exemption requests must be sent to the employee’s supervisor and
reported in PeopleSoft along with the employee’s “Unvaccinated” status.
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13. If the employee will be accommodated, the department must implement the
accommodation(s) by the date upon which the employee is required to be fully
vaccinated under the City Vaccination Policy (i.e., October 13 or 14 or November 1).

14. If the employee fails to comply with the approved accommodations, including testing
and masking requirements, the department will revoke the accommodation.
V. Contesting Department Determinations

An employee who believes that the department’s determination on their request for an
exemption violates protections for employees with disabilities or religious beliefs may file an
internal discrimination complaint with the DHR, Equal Employment Opportunity Division, for a
determination by the Human Resources Director, whose determinations are appealable to the
Civil Service Commission. Employees may, in the alternative, file a grievance alleging disability
or religious discrimination in violation of provisions in the applicable Memorandum of
Understanding. Filing a complaint or grievance does not stay the department’s further action in
connection with its review, approval, or denial of an employee’s request for exemption.

VI. Testing and Masking Requirements for Unvaccinated Employees
Unvaccinated employees with an approved exemption must:

1. Test for COVID-19 at least once a week (or more as required by the state and local
Public Health Orders) using either a nucleic acid (including polymerase chain reaction
(PCR)) or antigen test; AND

2. Wear a Well-Fitted Mask (or other face covering as required by the state or local Public
Health Orders) at all times while working indoors or in a vehicle with another person or,
if outdoors, when less than six feet from any other individual. Employees subject to this
requirement may remove their mask indoors for the limited purpose of eating or
drinking, but must be at least six feet from others when doing so, or when alone in a
private office with the door closed.

Masking and testing do not necessarily constitute a complete or sufficient reasonable
accommodation. These are the minimal safety requirements for unvaccinated persons in the
workplace. Departments must determine, on a case-by-case basis, whether the masking and
testing requirements above are adequate an reasonable accommodation for employees
seeking an exemption from the vaccination requirement. Departments should refer to guidance
in section IlI(B), to make determinations on what, if any, accommodations will enable
employees to remain in their current jobs.

V. Citywide Job Search Process
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Only employees with qualifying disabilities or sincerely held religious beliefs that prevent
vaccination may participate in the Citywide job search, following a determination by their
department that no reasonable accommodation will enable them to remain in and perform the
essential functions of their current jobs.

If an eligible employee expresses interest in participating in the Citywide vacancy search,
departments should promptly refer the vaccination exemption request to the DHR, EEO
Division, Citywide Reasonable Accommodation Coordinator. The Citywide Reasonable
Accommodation Coordinator will contact the employee to confirm participation in the search
process. Participation in the citywide job vacancy search is voluntary.

DHR will conduct the search for 60 days. An employee placed in a vacant position may be
required to serve a probationary period. Employees who decline the Citywide job search will be
subject to separation on the applicable vaccination deadline for inability to meet the job-
related vaccination requirement.

If an employee elects to participate in the Citywide job search and the applicable deadline for
full vaccination (October 13 or 14 or November 1) has passed, the employee will remain out of
the workplace pending the results of the search. In such cases, employees may use any accrued
paid leave balances other than paid sick leave.
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Department of Human Resources
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City and County of San Francisco
Carol Isen
Human Resources Director

Tips for Processing Religious Accommodation-Vaccine Exemption Requests
Issued: September 1, 2021

Employees with sincerely held religious beliefs that prevent them from being vaccinated against
COVID-19 may request an accommodation either orally or in writing. The City has special forms
to assist employees with providing information to support religious accommodation requests
for vaccine exemptions. Employees are encouraged to use these forms but cannot be required
to submit requests in writing or using the City’s forms. Employees must actively participate in
the interactive accommodation process and provide all information reasonably needed to
evaluate the request.

Each request should be considered on a case-by-case basis, and the following is offered as
general guidance for processing religious vaccine exemption requests. Before denying or
approving any request for an exemption and accommodation based on a sincere religious
belief, please consult with the department’s assigned labor attorney. Any decision to approve
a religious accommodation must be submitted to DHR’s Medical Leave Program Manager for
approval before the determination is sent to the employee.

1. Is the Request Form Complete and Signed?

e Check for answers to all questions.

e Make sure the employee responds to question #4, regarding prior vaccinations and their
religious beliefs.

e Make sure the employee signs the request.

e While employees can make requests orally, they should be encouraged to use the City
forms. If employees refuse to submit the forms, the department should still work with
the employee to obtain any necessary information for evaluating the request.

2. Is the belief religious?

Most recognized organized religions do not prohibit vaccinations. A non-exhaustive list of
religious faiths and their stance on vaccination can be found here:
https://www.vumc.org/health-wellness/news-resource-articles/immunizations-and-religion.
But, an employee is not required to cite a recognized religion or religious tenet to qualify for an
accommodation. You may need to seek additional information about the employee’s belief to
determine whether it is, in fact, religious.

Departments are not required to accept high-level or vague statements about religious
teachings, practices or observances. Because many secular views about the vaccine are
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Tips for Processing Religious Accommodation-Vaccine Exemption Requests
September 1, 2021, Page 2 of 5

circulating, departments should review religious exemption requests carefully and ask any
necessary questions. Issues that provide an objective reason to ask for more information may
include:

e The employee includes political, social, scientific, or other personal reasons with their
request.

e The employee does not identify a specific religion or practice that they follow.

e The request does not include an explanation as to how the stated belief prohibits
vaccination.

e The belief system is a lifestyle or health choice rather than a religion.

The following is a non-exhaustive list of beliefs state and federal courts have held are not
religious (and therefore, without more, do not warrant an exemption):

o fear of possible side effects from immunization;

e adesire to live a “healthy” or “pure” lifestyle;

e opposition to vaccination due to veganism;

e a belief that the vaccine will do more harm than good; and
e distrust in the science supporting vaccination.

With respect to the COVID-19 vaccine specifically, a statement that the employee is refusing
the vaccine due to concerns about the use of stem or fetal cells may not be a qualifying
religious belief because neither the Pfizer nor Moderna vaccines contain fetal cells. (See, Los
Angeles County COVID-19 Vaccine and Fetal Cell Lines
http://publichealth.lacounty.gov/media/Coronavirus/docs/vaccine/VaccineDevelopment Fetal
CellLines.pdf). Similarly, concerns about the use of fetal cell lines in researching the COVID-19
vaccines may not qualify since those same cell lines were used to develop many other vaccines,
including those for hepatitis A, rubella, and rabies. If the employee has previously received
other vaccines without concern, the claimed belief may not be religious, and you may need to
inquire further about the basis for the employee’s objection to vaccination.

3. Is the belief sincerely held?

Assume employees seeking exemptions do so in good faith, unless there is a reasonable
objective basis for questioning their sincerity. The following are a few objective facts that may
raise questions about whether an exemption request is based on a sincerely held belief:

e The employee only recently adopted the stated belief, i.e., this year or since the start of
the pandemic.

e The request is accompanied by a declaration or letter from an online “church” or pastor.

e The employee provides vague or incomplete information about their religious beliefs.

e The employee has previously accepted other vaccinations, and now has a different
position regarding only the COVID-19 vaccination.
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4. What questions can departments ask?

When an employee makes a claim for religious exemption, the employer may attempt to
determine whether the belief is, in fact, religious or secular in nature. The ultimate inquiry is
whether the employee has a belief that occupies a place in their life parallel to that filled by
God in traditional religions. An employee’s opposition to the COVID-19 vaccination should be
considered religious in nature if it meets all of the following requirements:

The belief is part of a larger tenet or belief system that is comprehensive in nature, as
opposed to an isolated teaching or philosophy;

The belief system addresses fundamental or ultimate questions such as the meaning or
purpose of life, matters of human life and death, or the exercise of faith; and

The religion has certain recognizable formal or external signs, such as services or
ceremonies, an organizational structure, orders of worship or articles of faith, or
holidays.

Depending on the circumstances, you may need more information to evaluate an employee’s
request. Inquiries may include the following (to be used as needed, not necessarily in all cases):

Please identify the specific religious tenet that prohibits the COVID-19 vaccination.
Please identify the Christian/Muslim/Jewish/etc. Sect or denomination that teaches that
the COVID-19 vaccination is prohibited.

Can you provide any existing literature to support your exemption request?

State whether the views expressed in your religious exemption request are part of a
shared or comprehensive doctrine and how long the doctrine has existed.

Do you regularly worship with others sharing your beliefs about the COVID-19 vaccine, if
so, how often and where are services generally held?

Is the declaration supporting your religious exemption request from your pastor or
religious leader?

Did you purchase the letter or pay the person who provided the declaration supporting
your religious exemption request?

The [Vatican/insert religious authoritative or governing body] has endorsed the COVID-
19 vaccines and pronounced that the connection between the fetal cell lines used in
vaccine testing and actual abortion is sufficiently remote and the pandemic sufficiently
serious to allow members to receive the vaccine in good conscience. Are your beliefs
contrary to this pronouncement? If so, why?

Please identify the specific religious tenet, practice or observation used to identify
substances that are harmful, and state how you applied this to the COVID-19 vaccine.
Please identify the specific religious tenet, practice or observance that prohibits
receiving vaccines developed or tested using fetal cell lines.

112



Tips for Processing Religious Accommodation-Vaccine Exemption Requests
September 1, 2021, Page 4 of 5

5. When to request a Declaration from a religious leader, religious scholar, or other
person with knowledge of the employee’s adherence to a religion or belief system

Because the definition of religion is broad and protects beliefs, observances and practices with
which department personnel may be unfamiliar, departments may need additional information
to support a religious exemption request. Circumstances that justify seeking information from a
third party with knowledge of the employee’s religious beliefs include:

e Employee provides vague or incomplete responses to questions about their religious
beliefs or belief system.

e Employee’s religion or belief system is not well-known, or has a structure that is not like
traditional religions.

e Employee statements objectively raise questions regarding whether the employee’s
belief is part of a religion or belief system.

e Employee actions are inconsistent with the alleged religious beliefs.

Departments should require employees to respond to requests for information regarding their
religious beliefs within five (5) business days, unless employees request an extension for good
cause. Employees may be allowed up to an additional five (5) business days to respond to
guestions or requests for additional information.

6. Making Decisions

Review information from employees along with supporting declarations and letters holistically.
How an employee responds to one question is not necessarily dispositive on the issue of
approval. All statements, documents and additional research should be used to assess whether
an employee’s belief is religious and sincere.

Departments can deny any exemption requests where the facts show:

e The belief is political, scientific, isolated, or personal and not religious.
e There are no religious tenets, teachings, or a recognizable structure.
e The belief system addresses only perceptible human concerns, e.g., what to eat.
e The belief system has no officials, classes, ceremonies, services, gatherings, writings, or
holidays.
e The request is based on non-religious views, such as:
o fear of possible side effects from immunization;
a desire to live a “healthy” or “pure” life style;
opposition to vaccination due to veganism;
a belief that the vaccine will do more harm than good; or
distrust in the science supporting vaccination.

o O O O
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If departments have doubts or concerns about a religious exemption to the mandatory COVID-
19 vaccination requirement, departments should consult with their assigned advice attorney or
DHR’s Medical Leave Program Manager. Any decision to approve a religious accommodation
must be reviewed by DHR’s Medical Leave Program Manager, before the determination is
sent to the employee.

7. Determining Whether an Accommodation Can Be Offered

If the employee has a sincere religious belief that prevents them from receiving the COVID-19
vaccine, the department must then determine whether it can offer the employee a reasonable
accommodation, such as telework or reassignment.

Departments are not required to accommodate employees if it would pose an “undue
hardship.” In making this determination, the department may consider whether the employee’s
job requires them to come into contact with others (including members of the public) whose
vaccination status could be unknown or who may be ineligible for the COVID-19 vaccine. In such
cases, an unvaccinated employee may pose a direct threat of harm to coworkers or non-
employees if they remain in the workplace and an accommodation may not be possible. Such
employees may need to be referred to DHR for a Citywide job search.
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MEMORANDUM
DATE: October 26, 2021
TO: Departmental Personnel Officers _
7 YT =
FROM: Janie White, Medical Leave Program Manager '/=— b

Jessica Comes, Citywide Reasonable Accommodation Coordinator

SUBJECT: Guidance for Covid-19 Vaccine Accommodations and Undue Hardship Defense

The following is additional guidance for City departments on conducting the Step 2 analysis for
COVID-19 religious and medical exemption requests. This guidance addresses when masking
and regular testing may not be sufficient to mitigate the undue burden and direct threat posed
by unvaccinated employees in the workplace.

Proximity to Others

Where an employee works in proximity to the public, City contractors, or other employees;
works indoors; or must share a vehicle with other City employees in the course of their work,
allowing that employee to remain in the workplace unvaccinated where any one of these
factors exists poses a health and safety risk.

Limited Resources to Monitor Masking and Testing Compliance

The cost and staff resources required to implement robust monitoring of ongoing masking
requirements for all employees working with the unvaccinated employee, at least weekly
COVID-19 testing for the unvaccinated employee, and maintaining regular cleaning and
sanitizing protocols in areas where unvaccinated employees work, is likely to pose an undue
burden on human resources as well as managers and supervisors.

Burden on Vaccinated Employees

The impact on vaccinated employees of working with unvaccinated employees both in terms of
the risk of spreading COVID-19 to employees with and without medical vulnerabilities, and the
burden on vaccinated employees from continued compliance with office masking
requirements, are additional factors departments should consider and weigh against the
feasibility of providing an accommodation that would allow an unvaccinated employee to
remain in the workplace.

One South Van Ness Avenue, 4" Floor @ San Francisco, CA 94103-5413 e (415) 557-4800
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Janie White, Medical Leave Program Manager

Jessica Comes, Citywide Reasonable Accommodation Coordinator

Re: Guidance for Covid-19 Vaccine Accommodations and Undue Hardship Defense
October 26, 2021, Page 2 of 2

Temporary Accommodation Options

Departments should also consider whether it is feasible to grant an interim accommodation of
continued telework or temporary unpaid leave while further assessing possible
accommodations, as well as evaluating the burdens and risks of returning unvaccinated
employees to the worksite. Departments choosing to approve interim accommodations should
establish limits of no more than 3-6 months for these temporary accommodations.

The City is now poised to enter flu season with more people staying indoors during these colder
winter months. While we are hopeful that the City will not face a future COVID-19 surge, we
must ensure that the City does everything it can to protect its employees, their families, City
contractors, and members of the public. Given that unvaccinated employees have an increased
likelihood of contracting and transmitting COVID-19, including to vaccinated employees,
departments must review any proposed decision to grant an accommodation with their
assigned Labor Team Deputy City Attorney and DHR Medical Leave Program Manager, Janie
White.

cc: Carol Isen, Human Resources Director, DHR
Ardis Graham, Employee Relations Director, DHR
Kate Howard, Deputy Director Human Resources, DHR
Shawn Sherburne, Client Services Manager, DHR
Mawuli Tugbenyoh, Chief of Policy
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Medical Monitoring Program Criteria
San Francisco Public Utilities Commission
Health and Safety Program — 2022

The following information identifies and describes medical evaluations, and vaccinations provided to
SFPUC employees by Zuckerberg San Francisco General Hospital. Please ask your supervisor
and/or Health & Safety Program representative if you would like additional information about the
SFPUC Medical Monitoring Program.

1.0 MEDICAL EVALUATIONS

1.1 Initial Medical Evaluation (CCSF-DHR Examination)
General physical evaluation.

1. Required for placement into particular job classes per CCSF, Department of Human
Resources standards.
2. May be required upon initial hire, interdepartmental transfers &/or promotions.

1.2 US Dept. of Transportation / FMCSA — Federal Motor Carrier Safety Administration
General physical evaluation including vision and hearing tests, and other evaluations as
needed depending on physical condition. May also include drug testing (including random drug
testing). Drug testing is performed by outside vendor, not San Francisco General Hospital.

1. Required for placement, and continued employment in “safety sensitive” job
classifications, as defined by CCSF and USDOT standards.
2. Generally includes employees that require Class A and Class B drivers’ licenses.

1.3 Respirator Medical Evaluations
1.3.1 Air Purifying and PAPR Respirator Medical Evaluation
Medical history questionnaire and general physical evaluation. Additional evaluations
sometimes required (e.g. pulmonary function test, EKG, exams/information from your
personal doctor) if SFGH examiner is concerned about health conditions that make
“air-purifying respirator (APR)"-use hazardous. APRs include cartridgef/filter-type
respirators (1/2- or full-facemask) and powered air-purifying respirators (PAPR).
1. Required annually for employees who need APRs to perform job duties
(including disaster-relief) safely.
2. Required annually for employees that voluntarily use APRs to perform job
duties.
3. Pre-employment requirement for positions requiring APR-use.
4. Employees that do not qualify medically for APR-use cannot perform tasks
requiring APR-protection.
5. In situations where employees decline to participate in a respirator medical
evaluation, the supervisor should handle it as a performance issue.

1.3.2 Self-Contained Breathing Apparatus (SCBA) Medical Evaluation
Medical history questionnaire and general physical evaluation. Additional evaluations
(e.g. pulmonary function test, EKG, exams/information from your personal doctor)
sometimes required if medical staff is concerned about health conditions that make
SCBA-use hazardous.
1. Required annually for employees who need SCBAs to perform job duties
(including confined space rescue and disaster-relief) safely.
2. Pre-employment requirement for positions requiring SCBA-use.
3. Employees that do not qualify medically for SCBA-use cannot perform tasks
requiring SCBA-protection.
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4. In situations where employees decline to participate in a respirator medical
evaluation, the supervisor should handle it as a performance issue.

1.3.3 Self-Contained Underwater Breathing Apparatus (SCUBA) Medical Evaluation
Medical history questionnaire and general physical evaluation. Additional evaluations
(e.g. pulmonary function test, EKG, exams/information from your personal doctor)
sometimes required if medical staff is concerned about health conditions that make
SCUBA-use hazardous.
1. Required annually for employees assigned to underwater tasks requiring
SCUBA-use (generally, “Dive Team” members).
2. Pre-employment requirement for positions requiring SCUBA-use.
3. Employees that do not qualify medically for SCUBA-use, or who decline this
evaluation, cannot perform tasks requiring SCUBA-protection.

1.4 Hearing Exam (also known as Audiometric Testing)
Sit in quiet booth wearing headphones, indicate when sound-tones are heard through
headphones; SFGH examiner plays tones at varying frequencies (pitches) and volumes
(decibel-levels) to evaluate hearing ability, which can be damaged by loud-noise exposure.
1. Provided annually for employees whose noise-exposure level equals or exceeds the
Cal/OSHA Action Level (85 dBA (8-hr time-weighted-average) without regard to
attenuation provided by hearing protection).
2. Provided annually for employees whose noise exposure is highly variable and
unpredictable, but which at times exceeds the Cal-OSHA Action Level.
3. Employees can decline this exam.

1.5 Lead Evaluation
SFGH examiner draws blood sample and has it analyzed for lead content and zinc-
protoporphyrin (ZPP) level only. ZPP is a blood enzyme that can become elevated due to
lead-exposure. ZPP may become elevated due to other common medical conditions as well.
1. Provided for employees who may be exposed to lead via inhalation and/or ingestion, at
above normal-background levels, while performing job duties.
2. Includes exposures that exceed the Cal/lOSHA Lead Action Level (30 pg/m?, 8-hour
TWA).
3. Employees may decline if unwilling or unable to provide a blood sample.

1.6 Asbestos Evaluation
General physical evaluation and chest x-ray (as determined by a physician) to look for health
conditions related to asbestos exposure.

1. Provided for employees who may be exposed to asbestos via inhalation and/or
ingestion, at above normal-background levels, while performing job duties.

2. Includes potential exposures that occurred any time during past CCSF employment.
Exposures that may have occurred during past non-CCSF employment will also be
considered.

3. Per Cal/lOSHA requirements, includes employees who spend 30 or more days per year
doing “asbestos work”, or whose exposure exceeds the excursion limit or permissible
exposure limit (PEL).

4. Employees may decline if unwilling to receive x-ray or are unable to do so for medical
reasons.

1.7 Hazardous Materials Evaluation
Medical follow-up provided for employees that were, or potentially were overexposed to
hazardous materials (other than lead and asbestos) while performing job duties, via skin
contact, inhalation &/or ingestion. The type(s) of medical follow-up varies depending on the
nature of the potential exposure. Hazardous materials which may be of concern include, but
are not limited to, silica from sand &/or concrete dust; petroleum hydrocarbons from fuel,
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solvents, paint &/or contaminated soil; mercury from contaminated soil or vaults; other metals
from contaminated soil areas. For lead & asbestos exposure concerns, see “Lead Evaluation”
and “Asbestos Evaluation” respectively.

1.8 Tuberculosis (TB) Screening
TB screening is provided for employees that are potentially infected with TB or were potentially
exposed to TB while performing job duties. Employees in the Silica Medical Evaluation
program are also receiving TB Screening. Screening is performed by administering an
injection of a small amount of TB antigen under the skin. Skin reaction at injection site and is
evaluated 48-72 hours after injection to help evaluate whether TB exposure &/or infection has
occurred. In some cases, including an initial TB test, a second injection is administered 7 days
after the first injection; skin reaction is evaluated 48-72 hours after second injection. If test
shows possible TB exposure or infection, additional medical follow-up will be provided.

1.9 Silica Exposure Medical Evaluation
General physical evaluation and chest x-ray (as determined by a physician) to look for health
conditions related to silica exposure. As required by the Cal/OSHA Silica regulations, medical
surveillance will be made available for:

1. Each employee required to use a respirator for 30 or more days per year due to their
Respirable Crystalline Silica exposure, if tasks are regulated under the Construction
Safety Orders or,

2. Each employee occupationally exposed to respirable crystalline silica at or above the
action level for 30 or more days per year, if tasks are regulated under the General
Industry Safety Orders

The required screening components include medical and work history, physical examination,
chest X-ray, pulmonary function test, testing for latent tuberculosis infection; and any other
tests deemed appropriate by the PLHCP. Periodic medical exams will be provided at least
every 3 years, or more frequently if recommended by the PLHCP.

2.0 VACCINATIONS

2.1 Tdap Vaccination
Protects against Tetanus, diphtheria, and pertussis. These diseases are caused by bacteria.
Diphtheria and pertussis are spread from person to person through secretions from coughing
or sneezing. Tetanus enters the body through cuts, scratches, or wounds. Recommended
every 10 years for all workers. Single-injection vaccination.
1. Provided for employees that perform non-office job duties.
2. Employees may decline if unwilling to receive vaccine.

2.2 Hepatitis A Vaccination
Protects against Hepatitis A virus infection. Generally contracted due to “hand-to-mouth”
contact with human feces, or items/materials contaminated with human feces. Injection
vaccination (2-shot series).

1. Provided for employees that perform non-office job duties, which involves reasonable
possibility of contact with human feces, or items/materials contaminated with human
feces.

2. Employees may decline if unwilling to receive vaccine.

2.3 Hepatitis B Vaccination
Protects against Hepatitis B virus infection. Generally contracted due to contact with human
blood/bodily fluids/materials, or items/materials contaminated with human blood/bodily
fluids/materials. Injection vaccination (3-shot series).
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Provided for employees that perform non-office job duties, which involves reasonable
possibility of contact with human blood/bodily fluids/materials, or items/materials
contaminated with human blood/bodily fluids/materials.

Employees may decline if unwilling to receive vaccine.

Employees may want to discuss with their health care practitioner the possibility of
having a titer test for Hepatitis B antibodies prior to making a decision to receive the
Hepatitis B vaccination.
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SFPUC MEDICAL MONITORING MATRIX CODES

CATEGORY

CODE

EXPLANATION

DHR Exam

Y

Employees must receive pre-employment and promotional physicals
per requirements of Dept. of Human Resources (DHR)

DMV

Y

Employees must receive a CA Dept. Of Motor Vehicles physical
every two years.

DOT/
FMCSA

Y

Employees must participate in the random drug and alcohol-testing
program, as determined by CCSF — DHR.

Audiogram

HI

Required for all employees in job class; includes initial baseline and
annual hearing tests.

H2

Offered to, and strongly recommended for employees who have
field duties involving potential exposure to noise exceeding 85 dBA.

H3

Offered to employees in job class (on a case-by-case basis) for
employees who may have field duties involving potential exposure
to noise exceeding 85 dBA.

Respirator !

R1

Required for all employees in job class; includes pre-employment,
promotional, and annual respiratory protection evaluations and
medically qualified as determined by ZSFG for use of respiratory
protection. Employees must report to work clean-shaven for daily
respirator use.

R2

Required for all employees in job class; includes pre-employment,
promotional, and annual respiratory protection evaluations and
medically qualified as determined by ZSFG for use of respiratory
protection. Employees must be prepared to shave in the event where
respirator use is warranted.

R3

No pre-employment respirator medical is needed for this category.
Exceptions: The hiring division may determine that a position
requires a respirator medical exam on a case-by-case basis, due to
position specific job duties. Employee Life Cycle (ELC) staff should
contact the hiring manager to determine if there are any position-
specific respirator requirements.

Respirator
Exam
Rationale

A,C LS, P

These employees are exposed at varying durations and frequencies
to the following: lead (L), asbestos (A), silica (S), particulates (P),
and chemicals (C). Chemicals include but are not limited to:
hydrogen sulfide, volatile organic compounds, epoxies, isocyanates,
chlorine, and fluoride.

SCBA?

S1

Required for all employees in job class; includes pre-employment,
promotional, and annual respiratory protection evaluations and
medically qualified as determined by ZSFG for use of Self
Contained Breathing Apparatus (SCBA). Employees must report to
work clean-shaven for daily SCBA use.

! On pre-employment and promotional exams, candidate MUST successfully pass respirator evaluation to obtain
employment. Incumbents who fail to pass evaluation will be reviewed on a case-by-case basis.

2 On pre-employment and promotional exams, candidate MUST successfully pass SCBA evaluation to obtain
employment. Incumbents who fail to pass evaluation will be reviewed on a case-by-case basis.

SFPUC Health and Safety
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CATEGORY

CODE

EXPLANATION

S2

Required for all employees in job class; includes pre-employment,
promotional, and annual respiratory protection evaluations and
medically qualified as determined by ZSFG for use of Self
Contained Breathing Apparatus (SCBA). Employees must be
prepared to shave in the event where SCBA use is warranted.

S3

No pre-employment respirator medical is needed for this category.
Exceptions: The hiring division may determine that a position
requires an SCBA medical exam on a case-by-case basis, due to
position specific job duties.

Asbestos

A2

Offered to, and strongly recommended for employees in job class a
medical evaluation for asbestos exposure. SFGH must determine
frequency.

A3

Offered to employees in job class (on a case-by-case basis) a
medical evaluation for asbestos exposure. SFGH must determine
frequency.

A4

Designated employee requires medical evaluation for asbestos
exposure at frequency to be determined by SFGH (special request).

Lead

L1

Required for all employees in job class; includes baseline and
annual blood lead level testing and Pre- and Post-project blood lead
level testing when required.

L2

Offered to, and strongly recommended for employees in job class;
includes baseline and annual blood lead level testing and Pre- and
Post-project blood lead level testing when required.

L3

Offered to employees in job class (on a case-by-case basis); includes
baseline and annual blood lead level testing and Pre- and Post-
project blood lead level testing when required.

L4

Special request blood lead level testing.

Silica

Cl

Required for all employees in job class; includes silica medical
surveillance exam and any other testing recommended by health
care provider.

C2

Offered to, and strongly recommended for employees in job class;
includes silica medical surveillance exam and any other testing
recommended by health care provider.

C3

Offered to employees in job class (on a case-by-case basis); includes
silica medical surveillance exam and any other testing recommended
by health care provider.

Hep B

Offered to employees, voluntary Hepatitis B vaccine — 3 shot series.

Hep A

Offered to employees, voluntary Hepatitis A vaccine — 2 shot series.

Tdap

ellelle

Offered to employees, voluntary Tetanus vaccine — recommended
one shot every 10 years.
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PUC MEDICAL MONITORING MATRIX

12/14/2021, Page 1

Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

12

Tdap

Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) | (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)| years) Comments

. . GM's

7334 Stationary Engineer office R2 H1 R2 A3 L3 o o o A.C.L,P
1466 [METER READER CDD |[H1 [¢) [®) [®)
1478|Senior Water Services Clerk CDD [[H1 [¢) 0 0
1934 STOREKEEPER CDD |[H1
1936 |SR STOREKEEPER CDD [[H1
1950 | Asst Purchaser CDD Il
2708 [CUSTODIAN CDD R3* H1 R3* (0] [e] [¢]
3410 [APPRENTICE GARDENER CDD R3* H1 R3* (@) (¢] (¢]
3417 [GARDENER CDD R3* H1 R3* [e) [¢] [e]
3418 [GRDNR AST SUPV CDD R3* H1 R3* (@) (¢] (¢]
3422 |Park Section Sup CDD R3* [[H1 R3* [¢) 0 0
3424|PEST CTL SPEC CDD R3* |[H1 R3* [¢) @) [®)
5207 [ASSOC ENGINEER CDD R3* [[H3 R3*
5211[SR ENGINEER CDD R3* [[H3 R3* [®)
5241 [ENGINEER CDD R3* [[H3 R3* (0] [e] [e]
5380 |Student Design Trainee | Engr. CDD R3* H1 R3* [¢]
5381 | Student Design Trainee Il Engr. CDD R3* R3* [e]
5382 |Student Design Trainee Ill Engr. CDD R3* R3* [¢]
6318 [CONSTRUCT INSP CDD R3* H1 R3* A3 L3 C3 (0] [¢] [e]
6319[SR CONSTRUCT INSP CDD R3* |[H1 R3* A3 L3 C3 [¢) [®) [®)
7120 (BD/GD MT SPT CDD R3* [[H1 R3* [¢)
7205 [CHIEF STA ENGR CDD R3* |[H1 R3* A3 L3 [¢) [®) [®)
7208 |Heavy Equipment Supervisor CDD Y R2 ___.: R2 A3 Y Y (0] Also requires
7215|GEN LBR SUP | CDD Y R2/C2 |[H1 R2 A3 L3 C2 (@) (¢] (¢] A C L S, P
7226 [CARPENTER SUPV | CDD R3* [[H1 R3* A3 L3 C3 (0] [¢] [e]
7238 [Electrician Supv | CDD R3* |[H1 R3* A3 L3 [¢) [®) [®)
7240 (WT MT SH SUP | CDD R3* [[H1 R3* A3 L3 (0] [e] [¢]
7245 | Sr. Stationary Engineer CDD R3* |[H1 R3* A3 L3 [¢) @) [®)
7250 ({UTL PLMB SUP | CDD R3* [[H1 R3* L3 C3 [e) [e) [e)
7254 AUTO MCH SUP | CDD R3* |[H1 R3* A3 L3 c3 |y Y [®)
7258 [MNT MACH SUP | CDD R3* [[H1 R3* A3 L3 [¢)
7276 |Electrician Sup I CDD R3* |[H1 R3* A3 L3 [¢) [®) [®)
7281|Str Env Ops Sup CDD Il
7284 |UTL PLMB SUP I CDD R3* |[H1 R3* A3 L3 C3 (@) [¢] [¢]
7306 [AUTO BDY/FR WKR CDD Y R2 [[H1 R2 A3 L3 C3 [e) ACLP
7309 |AUTO PAINTER CDD Y R1 |[H1 R1 L1 C3 (¢] C,L P
7313[AUTO MACHNIST CDD Y R2 [[H1 R2 A3 L3 Y Y (0] ACLP
7315]AUT MCH AS SUP CDD Y R2 |[H1 R2 A3 L3 Y Y (¢] ACL,P
7316 [WTR SERV INSP CDD [[H1 [e) [¢] [e]
7317 [SR WTR SRV INSP CDD |[H1 [¢) [®) [®)
7318 [ELEC MNT TECHN CDD R2 [[H1 R2 A3 L3 Y (0] [e] [¢] ACLP
7320 | Apprentice Auto Machinist 1 CDD Y R2 |[H1 R2 A3 L3 Y Y (¢] ACL,P
7327 | Apprentice Maint Machinist 1 CDD R1 [[H1 R1 A3 L3 C3 O A C L, P

Note: R3* No pre-employment respirator medical is needed for this category. Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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PUC MEDICAL MONITORING MATRIX

12/14/2021, Page 2

Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

12

Tdap

Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
7328 | OPER ENGR-UNIV cbD |y Y R2 H1 R2 A3 Y Y 0 Also requires
7331 | Apprentice Machinist 2 CDD R1 [[H1 R1 A3 L3 C3 O A, C L, P
7332 MAINT MACHNIST CDD R1 |[H1 R1 A3 L3 [¢] AC,L P
7334|STATIONARY ENG cbD |y R2 [[H1 R2 A3 L3 Y [¢] AC,L P
7335[SR STNRY ENGR cbD [y R2 |[H1 R2 A3 L3 ] AC,L P
7337 |Maint Mach. Asst Sup. cbD |y R2 [[H1 R2 A3 L3 ] AC,L P
7341][Sta. Engineer - WTP cbD [y R2 |[H1 R2 A3 L3 @) A C L P
7343|SR STAENG -WTP CDD R2 [[H1 R2 A3 L3 [¢] AC,L P
7344|CARPENTER cbD [y R1/C1  |H1 R1 A3 L3 C1 [¢] AC,L P
7345|ELECTRICIAN cbD |y R2 [[H1 R2 A3 L3 [¢) [¢] [¢] AC,L P
7346 |PAINTER cbD [y R2/C2 __._.: R1 A3 L1 C2 ] AC,LP
7353|WTR MTR RPR CDD R2 H1 R2 A3 [¢) [¢] [¢] AC,LP
7355| TRUCK DRIVER cbD [y Y R2 |[H1 R2 A3 L3 c3 [y Y 0 A C,L S P
7360 |PIPE WELDER cbb |y R1/C1  |H1 R1 A3 L2 C1 ] AC,L P
7388 [UTILITY PLUMBR cbD [y R2/C2  |H1 R2 A3 L2 C2 [¢) 0 ] A C,L S P
7410|AUTO SERV WKR cbD |y Y R2 [[H1 R2 A3 L3 Y Y [} AC,L P
7463 | Utility Plumber Apprentice | cbb [y R2/C1_ [H1 R2 A3 L2 C1 [¢) [¢) [¢] A C,L S P
7464 | Utility Plumber Apprentice II cbD |y R2/C1  [H1 R2 A3 L2 C1 [¢) ] ] A C,L S P
7514|GEN LABORER cbD [y R2/C2  |H1 R2 A3 L3 C2 [¢) [¢] 0 A C,L S P
9910|PUB SRV TRAINEE CDD R3* [[H1 R3* [¢) [¢] ¢}
9912 [Public Service Aide-Technical CDD R3* |[H1 R3* [¢) [®) [®)
9916 [Public Svc Aide-Public Works CDD R3* [[H1 R3* [¢) [¢] [¢]
9920 [Public Service Aide - Assistant To P[CDD R3* |[H1 R3* [¢) [®) [®)
9922 | Public Service Aide - Associate To FCDD R3* [[H1 R3* (0] [e) o)
1770]Head Photographer CMB R3* |[H1 R3* [¢) [®) [®)
1774 |Photographer CMB R3* [[H1 R3* [¢) 0 0
5201 [JUNIOR ENGINEER CMB R3* [[H3 R3*
5203|ASST ENGINEER CMB R3* [[H3 R3* [¢) [¢] [¢]
5207 [ASSOC ENGINEER CMB R3* [[H3 R3*
5211|SR ENGINEER CMB R3* [[H3 R3*
5212[PRIN CIVIL ENGR CMB R3* [[H3 R3*
5241|ENGINEER CMB R3* [[H3 R3* [¢) [¢] ¢}
5310 SURVEYOR ASST | CMB |[H1 [®)
5312|SURVEYOR CMB [[H1 0
5314 [SRVY PRTY CHF CMB |[H1 [®)
5380 | Student Design Trainee | Engr. CMB R3* H1 R3* e}
5381 |Student Design Trainee Il Engr. CMB R3* R3* [¢]
5382 |Student Design Trainee Ill Engr. CMB R3* R3* [e]
6317|ASST CONSTRUCT INSP CMB R3* H1 R3* A3 L3 [¢) 0 [¢]
6318 CONSTRUCT INSP CMB R3* [[H1 R3* A3 L3 [¢) [¢] [¢]
6319[SR CONSTRUCT INSP CMB R3* |[H1 R3* A3 L3 [¢) [®) [®)
9910|PUB SRV TRAINEE CMB R3* [[H1 R3* [¢) [¢] [¢]
9912 [Public Service Aide-Technical CMB R3* |[H1 R3* [¢) @) [®)
9916 [Public Svc Aide-Public Works CMB R3* [[H1 R3* [¢) [¢] ¢}
9920 [Public Service Aide - Assistant To P[CMB R3* [H1 R3* [¢) [®) [®)

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.




PUC MEDICAL MONITORING MATRIX

12/14/2021, Page 3

Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

12

Tdap

Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
9922 |Public Service Aide - Associate To {CMB R3* H1 R3* O (6] (6]
1466 [METER READER CSB [[H1 [¢) [¢] [¢]
2708 CUSTODIAN CSB R3* |[H1 R3* [¢) [®) [®)
7316 |WTR SERV INSP CSB [[H3 [¢) [¢] [¢]
7317 [SR WTR SRV INS CSB [[H3 [¢) [®) [®)
932 [MNGR HLTH & SFTY H&S R2 [[H1 R2 S3_|A3 L3 [¢) [¢] [}
5177 |SAFETY OFFICER H&S R2 |[H1 R2 s3  [A3 L3 [¢) @) 0
6130 |SAFETY ANALYST H&S R2 [[H1 R2 S3_ |A3 L3 [¢) [¢] [¢]
6137 [AST IND HYGNST H&S R2 |[H1 R2 s3  [A3 L3 [¢) [®) [®)
6138 |INDSTRL HYGNST H&S R2 [[H1 R2 S3_ |A3 L3 [¢) ¢} [¢]
6139[SR IND HYG DPH H&S R2 |[H1 R2 s3  [A3 L3 [¢) [®) 0
2706 |HOUSEKEEPER HHW R3* [[H1 R3* [¢) [¢] ¢}
2708 CUSTODIAN HHW R3* |[H1 R3* [¢) [®) @)
3417|GARDENER HHW R3* [[H1 R3* [¢) [¢] [¢]
3418 GRDNR AST SUPV HHW R3* |[H1 R3* [¢) [®) [®)
3422 |Park Section Sup HHW R3* [[H1 R3* [¢) 0 0
3424|PEST CTL SPEC HHW R3* |[H1 R3* [¢) @) [®)
3434 |TREE TOPPER HHW [[H1 ¢}
5201 [Junior Engineer HHW R3* [[H3 R3* C3 @)
5203|ASST ENGINEER HHW R3* [[H3 R3* C3 [¢]
5207 [ASSOC ENGINEER HHW R3* [[H3 R3* C3 [®)
5211|SR ENGINEER HHW R3* [[H3 R3* C3 [¢]
5241[ENGINEER HHW R3* [[H3 R3* 0
5362 |Engineering Assistant HHW R3* [[H3 R3* C3 0
5364 |Engineering Associate 1 HHW R3* [[H3 R3* C3 [®)
5366 |Engineering Associate 2 HHW R3* [[H3 R3* C3 0
5380 | Student Design Trainee | Engr. HHW R3* H3 R3* [¢]
5381 | Student Design Trainee Il Engr. HHW R3* R3* [e]
5382 |Student Design Trainee Ill Engr. HHW R3* R3* [¢]
5620 |REG SPECIALIST HHW R3* R3* [¢]
6317|ASST CONSTRUCT INSP HHW R2/C2 H1 R2 A3 L3 C2 [¢) [¢] ]
6318|CONSTRUCT INSP HHW R2/C2  [H1 R2 A3 L3 C2 [¢) ] [¢]
6319[SR CONSTRUCT INSP HHW R2 |[H1 R3* A3 L3 C3 [¢) [®) [®)
7126 |MCH SHP/EQ SUP HHW |[H1 [¢) [¢] [¢]
7215[GEN LBR SUP | HHW [y R2/C2  |H1 R2 L2 C2 [¢) [®) [®)
7226 |CARPNTR SUPV | HHW [y R2/C2  |H1 R2 A3 L2 C2 [¢]
7229|TRN LINE SUP | HHW [y R2 |[H1 R2 Y Y @)
7232 |HH Mech. Shop Sup. HHW [y R3* [[H1 R3* A3 L2 c3 [y Y ]
7238[ELEC SUPV | HHW [y R3* |[H1 R3* A3 L2 C3 [®)
7242|PAINTER SUPV | HHW [y R1/C1  |H1 R1 A3 L1 C1 ] AC,L P
7250 [UTL PLMB SUP | HHW [y R3* |[H1 R3* A3 L2 C3 [¢) [¢) [¢]
7254|AUTO MCH SUP | HHW R3* [[H1 R3* A3 L3 Y Y ]
7257 |Communication Line Sup1 HHW [y R3* |[H1 R3* Y Y [®)
7259 |WTR/PWR MNT SP HHW R3* [[H1 R3* L2 C3 ]
7270 [WTRSHD KPR SUP HHW R3* I R3* ) [®) [®)

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

12

Tdap
Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
7284 (UT PLMB SUP Il HHW R3* H1 R3* A3 L3 C3 O o o
7287 [SUP ELC MT TCH HHW R3* [[H2 R3* e}
7318 [ELEC MNT TECHN HHW R3* |[H1 R3* Y [®)
7325[GEN UTLY MECH HHW |Y R2/C2 [[H1 R2 A3 L2 Cc2 |Y Y O ACLP
A C,L S P.
Also requires
Crane
7328 |OPER ENGR-UNIV HHW [y R2 H1 R2 A3 C3 |Y Y o) Operator Exam
7329[ELC MNT TC ASP HHW [y R3* |[H1 R3* C3 Y [®) A C L P
7330[SR GEN UTL MCH HHW |Y R2 [[H1 R2 A3 L2 Y Y 0] ACLP
7338 [ELEC LINE WRKR HHW [y R2 |[H1 R2 Y Y @) C,P
7341[STA ENGR-WTP HHW |y R2 [[H1 R2 [e) ACLP
7344 [CARPENTER HHW  |Y R1/C1 |[H1 R1 A2 L1 C1 [¢] ACLP
7345 [ELECTRICIAN HHW |Y R2/C1 [[H1 R2 A3 L2 C1 O ACLP
7346 |PAINTER HHW  |Y R1/C1 |[H1 R1 A3 L1 C1 ¢} ACLP
7350[TRN & DIS LINE WRKR HHW |Y R2 [[H1 R2 Y Y 0] ACLP
7355[TRUCK DRIVER HHW R2/C1 |[H1 R2 C1 _|Y Y o A C LS P
7372[STA ENG-SW PLN HHW R2 [[H1 R2 (0] [e] [¢] ACLP
7373[SR STAEN SWPL HHW [y R2 |[H1 R2 [¢) [®) [®) A C L P
7388 [UTILITY PLUMBER HHW |Y R2/C1 [[H1 R2 A3 L2 C1 (o) [e) O A CLSP
7410 [AUTO SERV WKR HHW  |Y R2 |[H1 R2 A3 Y Y ¢} ACLP
7432[ELC LINE HLPR HHW |Y R2 [[H1 R2 Y Y [e] ACLP
7463 [Utility Plumber Apprentice | HHW  |Y R2/C1 |[H1 R2 A3 L2 C1 O o o AC LS P
7464 [Utility Plumber Apprentice Il HHW |Y R2/C1 [[H1 R2 A3 L2 C1 0] [e] [e) ACLSP
7470 [WTRSHD KEEPER HHW R3* |[H1 R3* [®)
7480 [POW GEN TECH | HHW [[H1 o)
7482[POW GEN TECH I HHW |[H1 [®)
7484 [SR PR GEN TECH HHW [[H1 o)
7488 |POW GEN SUPV HHW |[H1 [®)
7514 [GEN LABORER HHW |Y R2/C1 [[H1 R2 L2 C1 (o) [e) O A CLSP
7542 |Seasonal Wtrshd Wkr HHW H3 (¢]
9910 PUB SRV TRAINEE HHW R3* R3* o)
9912 |Public Service Aide-Technical HHW R3* R3* [¢]
9916 | Public Svc Aide-Public Works HHW R3* R3* [e]
9920 |Public Service Aide - Assistant To P|[HHW R3* R3* [¢]
9922 | Public Service Aide - Associate To fHHW R3* R3* o)
5201 |Junior Engineer Power R3* H1 R3* C3 (¢]
5203 |ASST ENGINEER Power R3* [[H1 R3* C3 o)
5207 [ASSOC ENGINEER Power R3* |[H1 R3* C3 [®)
5211|SR ENGINEER Power R3* [[H1 R3* C3 o)
5241[ENGINEER Power R3* |[H1 R3* 0
5362 |Engineering Assistant Power R3* [[H1 R3* C3 0
5364 |Engineering Associate 1 Power R3* |[H1 R3* C3 [®)
5366 | Engineering Associate 2 Power R3* [[H1 R3* C3 0

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

127

Tdap

Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
7120|BIdg & Grounds Maint Superint. Power |Y R3* HA1 R3* C3 O (6] (6]
7219 [Maint. Scheduler Power __
7229|Trans. Line Supervisor 1 Power |y R2 [H1 R2 c3 |y Y o
7257 [Communication Line Supervisor 1 |Power |Y R2 H1 R3* C3 |Y Y O
7262 [Maint. Planner Power
7263 [Maint. Manager Power
7285|Trans. & Dist. Line Supervisor 2 Power H2
7318 |Electronic Maint. Tech. Power |Y R2/C1 ___.: R2 A3 C1 Y 0
7329 |Electronic Maint. Tech. Assist. Supe|Power |Y R3* ___.: R3* C3 |Y Y (6] ACLP
7338 |Elect. Line Worker Power |y R2 [H1 R2 c3 |y Y o C,P
7345 Electrician Power |y R2/C1 [H1 R2 A3 C1 0 A C,L,P
7350 | Trans. & Dist. Line Worker Power |y R2 [H1 R2 Y Y o AC,LP
7432|Elect. Line Helper Power |y R2 [H1 R2 Y Y o A C,LP
7514 |General Labor Power |Y R2/C1 H1 R2 C1 (¢] 0 O ACL,S P
5382 [Student Design Trainee Il Engr. NR R3* R3* [¢]
5620 |REG SPECIALIST NR R3* R3* [e]
7270 | WTRSHD KPR SUP NR R3* R3* 0 (¢} (¢}
7470 | WTRSHD KEEPER NR R3* R3* 0 [e] o)
7542 |Seasonal Wtrshd Wkr NR (¢]
9910 |PUB SRV TRAINEE NR R3* R3* 0 o] o)
9912 |Public Service Aide-Technical NR R3* R3* (0] [¢] [¢]
9916 | Public Svc Aide-Public Works NR R3* R3* 0 [e] [e]
9920 |Pu Service Aide - Assistant To P[NR R3* R3* (0] [¢] [¢]
9922 | Public Service Aide - Associate To HNR R3* R3* o (6] (6]
2481 [WTR QUAL TECH I/l WQD R3* R3* 0 o o
2482 (WTR QUAL TECH lll WQbD R3* R3* 0 [¢] [¢]
2483 |BIOLOGIST /Il WQD R3* R3* 0 (¢} (¢}
2484 |BIOLOGIST Il WQD R3* R3* 0 o] o)
2485 |SUPERV BIOLGST WQD R3* R3* 0 (¢} (¢}
2486 |Chemist I/l WQbD R3* R3* 0 [e] [e]
2487 |Chemist Il WQD R3* R3* 0 (¢} (¢}
2488 | SUPERV CHEMIST WQbD R3* R3* 0 [e] [e]
2489 |Lab Svcs Mgr WQD R3* R3* 0 (¢} (¢}
5203 |ASST ENGINEER WQD R3* R3* 0 [e] o)
5207 |ASSOC ENGINEER WQD R3* R3* 0 (¢} (¢}
5211|SR ENGINEER WQbD R3* R3* 0 [e] o)
5241 |ENGINEER WQD R3* H3 R3* [¢] (¢} (¢}
5380 | Student Design Trainee | Engr. WQbD R3* R3* [e]
5381 [Student Design Trainee Il Engr. WQD R3* R3* (¢]
5382 | Student Design Trainee Ill Engr. WQbD R3* R3* o)
7316 |WTR SERV INSP WQD (¢}
7317|SR WTR SRV INS WQD o]

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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N
Pre-Employment Exams ]
(necessary to be hired) Periodic Medical Surveillance Exams
Tdap
Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
9910 |PUB SRV TRAINEE WQD R3* R3* (0] (¢] [¢]
9912 | Public Service Aide-Technical WQD R3* R3* o) o] o)
9916 |Public Svc Aide-Public Works WQD R3* R3* (0] (¢] (¢]
9920 | Public Service Aide - Assistant To P|WQD R3* R3* 0 o] o)
9922 | Public Service Aide - Associate To fWQD R3* R3* (0] [¢] [¢]
1930 |WAREHSE WORKER WS&T
2708 | CUSTODIAN WS&T R3* H3 R3* (@) (¢] (¢]
3417 [GARDENER WS&T R3* [[H1 R3* [e) [¢] [e]
3418 GRDNR AST SUPV WS&T R3* |[H1 R3* [¢) [®) [®)
5201 [Junior Engineer WS&T R3* [[H1 R3* 0
5203 [ASST ENGINEER WS&T R3* [[H3 R3* 0
5207 [ASSOC ENGINEER WS&T R3* [[H3 R3* 0]
5211[SR ENGINEER WS&T R3* [[H3 R3* [®)
5212 |Engnr/Architect Principal WS&T R3* [[H3 R3* 0
5216 [Chief Surveyor WS&T |[H1 [®)
5241 [ENGINEER WS&T R3* [[H3 R3* O
5304 [MTRLS TSTNG AD WS&T R3* |[H1 R3* 0
5310{SVYR'S FLD AST WS&T [[H1 o)
5312[SURVEYOR WS&T |[H1 [®)
5314 [SRVY PRTY CHIEF WS&T [[H1 o)
5364 |Engineering Associate 1 WS&T R3* |[H1 R3* [®)
5366 | Engineering Associate 2 WS&T R3* H1 R3* o)
5380 | Student Design Trainee | Engr. WS&T R3* R3* (¢}
5381 | Student Design Trainee Il Engr. WS&T R3* R3* 0]
5382 | Student Design Trainee Ill Engr. WS&T R3* R3* (¢}
5620 [REG SPECIALIST WS&T R3* H2 R3* [¢)
6318 [CONSTRUCT INSP WS&T R3* |[H1 R3* A3 L3 [®)
6319 [SR CONSTRUCT INSP WS&T R3* [[H1 R3* A3 L3 0]
7120[BD/GD MT SPT WS&T R3* |[H1 R3* 0
7134 [WTR CN/MT SUP WS&T R3* [[H1 R3* O
7213|PLUMBER SUPV | WS&T R1 |[H1 R1 A3 L1 (@) [¢] (¢] ACL,P
7215[GEN LBR SUP | WS&T |Y R2/C1 [[H1 R2 A3 L3 C1 (o) [e) O
7226 [CARPNTR SUPV | WS&T [y R2 |[H1 R2 A3 L3 [®)
7238 [ELEC SUPV I WS&T R3* [[H1 R3* A3 L3 [¢)
7245|CHF STAEN-WTP WS&T R3* |[H1 R3* S3 [®)
7250(UTL PLMB SUP | WS&T |Y R1/C1 [[H1 R1 A3 L3 C1 0] [e] [e)
7254 [AUTO MCH SUP | WS&T Y R3* |[H1 R3* A3 L3 Y Y 0
7276 [ELECTR SUPV I WS&T R3* [[H1 R3* A3 L3 O
7284|UT PLMB SUP Il WS&T R3* [[H1 R3* 0
7287 [SUP ELC MT TCH WS&T R3* |[H1 R3* A3 L3 0
7313[AUTO MACHNIST WS&T |Y Y R2 H1 R2 A3 Y Y [e) ACLP
7316 |WTR SERV INSP WS&T (0] [¢] (¢]
7317 [SR WTR SRV INSP WS&T o) [e] [e]
7318 |ELEC MNT TECHN WS&T R2 H1 R2 A2 L3 Y (@) (¢] (¢] A CL,P
7320 | Apprentice Auto Machinist 1 WS&T |Y Y R2 [[H1 R2 Y Y O A C L, P

Note: R3* No pre-employment respirator medical is needed for this category. Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.

Med Mon Matrix - primary
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Pre-Employment Exams
(necessary to be hired)

Periodic Medical Surveillance Exams

12

Tdap
Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
AC, LS P.
Also requires
Crane
7328 | OPER ENGR-UNIV WS&T |Y Y R2 H1 R2 A3 L3 Y Y (0] o) o) Operator Exam
7329|ELC MNT TC ASP WS&T |Y R3* |[H1 R3* A2 L3 Y [¢] (¢} ¢} ACL,P
7332 |MAINT MACHNIST WS&T R1 [[H1 R1 A3 L3 o) ACL,P
7334 |STATIONARY ENG WS&T |Y R2 |[H1 R2 A3 L3 [¢] (¢} (¢} ACL,P
7335|Sr St Eng WS&T |Y R2 [[H1 R2 A3 L3 (0] o) o] ACLP
7339[APR STA EN-WTP WS&T [y R2 |[H1 R2 S2 [®) A C L P
7341|STA ENGR-WTP WS&T |Y R2 [[H1 R2 S2 o] ACLP
7343[SR STAENG-WTP WS&T [y R2 |[H1 R2 S2 [®) A C L P
7344|CARPENTER WS&T |Y R1 [[H1 R1 A3 L3 o) ACL,P
7345 |ELECTRICIAN WS&T |Y R2 |[H1 R2 A3 L3 (¢} ACL,P
7346 |PAINTER WS&T |Y R1 [[H1 R1 A3 L1 o) ACLP
7347 [PLUMBER WS&T R1 |[H1 R1 A3 L1 [¢) [®) [®) A C L P
7355|TRUCK DRIVER WS&T Y R2 [[H1 R2 A3 L3 Y Y (0] o) o) AC LS P
7360 |PIPE WELDER WS&T |Y R1 |[H1 R1 A3 L1 (¢} ACL,P
7388 |UTILITY PLUMBR WS&T |Y R2/C1 [[H1 R2 A3 L2 C1 (0] o) o) ACL,S P
7410|AUTO SERV WKR WS&T |Y Y R2 |[H1 R2 A3 Y Y (¢} ACL,P
7463 | Utility Plumber Apprentice | WS&T |Y R2 [[H1 R2 A3 L2 o) ACL,SP
7464 | Utility Plumber Apprentice I WS&T |Y R2 |[H1 R2 A3 L2 (¢} ACL,S P
7514|GEN LABORER WS&T |Y R2/C1 [[H1 R2 A2 L3 C1 (0] [e) o) ACL,SP
7542 |Seasonal Wtrshd Wkr WS&T H3 (¢}
9910 |PUB SRV TRAINEE WS&T R3* R3* [e]
9912 |Public Service Aide-Technical WS&T R3* R3* (¢}
9916 | Public Svc Aide-Public Works WS&T R3* R3* [e]
9920 | Public Service Aide - Assistant To P|WS&T R3* R3* (¢}
9922 | Public Service Aide - Associate To HWS&T R3* R3* [e]
922 |Manager | WWE (0] [¢] [¢]
932 |Manager IV WWE 0 o) [e)
941 |Manager VI WWE (0] [¢] (¢]
942 |Manager VII WWE 0 o) [e)
955 |Dep Dir V WWE (0] (¢] [¢]
1003 |IS Operator-Senior WWE (0] [¢] [¢]
1022]|1S Administrator 2 WWE (0] (¢] [¢]
1023 [IS Administrator 3 WWE 0 o) [e)
1042|IS Engineer - Journey WWE (0] [¢] (¢]
1043 (IS Engineer - Senior WWE 0 o) [e)
1052 |IS Business Analyst WWE (0] [¢] (¢]
1092 |IT Ops Support Admin Il WWE (0] [¢] [¢]
1093 |IT Ops Support Admin IlI WWE (0] [¢] [¢]
1222 [Senior Payroll Clerk WWE 0 [e) o]
1244 |Senior Personnel Analyst WWE (0] [¢] (¢]
1402 [Junior Clerk WWE 0 o) [e)

Note: R3* No pre-employment respirator medical is needed for this category. Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.

Med Mon Matrix - primary
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1%
Pre-Employment Exams ]
(necessary to be hired) Periodic Medical Surveillance Exams
Tdap
Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
1404 |Clerk WWE o) ¢} o
1408 | Principal Clerk WWE (0] [¢] (0]
1424 |Clerk Typist WWE (0] [¢] (¢]
1426 [Senior Clerk Typist WWE 0 o) o]
1446 | Secretary 2 WWE (0] [¢] [¢]
1450 [Executive Secretary 1 WWE 0 [e) o]
1452 |Executive Secretary 2 WWE (0] [¢] [¢]
1630 [Account Clerk WWE 0 o) [e)
1632 | Senior Account Clerk WWE (0] [¢] (¢]
1704 |Comm Dispatcher 1 WWE (0] [¢] [¢]
1820 |Jr. Admin Analyst WWE (0] (¢] [¢]
1822 [Administrative Analyst WWE 0 [e) o]
1823 |Sr. Admin Analyst WWE (0] [¢] (¢]
1824 [Pr. Admin Analyst WWE 0 o) [e)
1842 |Management Assistant WWE (0] [¢] (¢]
1843 |Ex Dir, SECF Commission WWE (0] O O
1844 |Sr. Management Assist. WWE (0] (¢] [¢]
1920 [Inventory Clerk WWE 0 [e) o]
1934 |STOREKEEPER WWE o) o o
1936 | SR STOREKEEPER WWE o) [e] [¢)
1944 |Materials Coordinator WWE (0] [¢] (¢]
1950 [Assistant Purchaser WWE 0 [e) o]
2481 [WTR QUAL TECH I/l WWE o) ¢} o
2482 (WTR QUAL TECH lll WWE o) [e] [e]
2486 [Chemist I/l WWE o) o o
2487 [Chemist Il WWE o) [e] [¢)
2488 |Supv Chemist WWE (0] [¢] (¢]
2489 |Lab Svcs Mgr WWE 0 [e) o]
3417 [Gardener WWE R3* H1 R3* (@) (¢] (¢]
3422 [Park Section Supervisor WWE R3* [[H1 R3* [¢) 0 0
5130 (SWG TRPLN SUPT WWE R3* H1 R3* o o o
5148 | Water Operations Analyst WWE 0 [e] o)
5174 | Administrative Engineer WWE (0] [¢] (¢]
5201 | Junior Engineer WWE R3* H1 R3* (0] 0] o)
5203 | Assistant Engineer WWE R3* |[H1 R3* [¢) [®) [®)
5207 [ASSOC ENGINEER WWE R3* [[H1 R3* (0] [e] [¢]
5211[SR ENGINEER WWE R3* |[H1 R3* [¢) @) [®)
5212 [Engnr/Architect Principal WWE R3* [[H1 R3* [¢) 0 0
5241|ENGINEER WWE R3* [[H3 R3* [¢) [®) [®)
5299 [Planner 4 - Environ Review WWE R3* Il R3* ) 0 0
5304 [Materials Testing Aide WWE R3* |[H1 R3* [¢) [®) [®)
5362 |Engineering Assistant WWE R3* [[H1 R3* [¢) 0 0
5364 |Engineering Associate 1 WWE R3* |[H1 R3* [¢) @) [®)
5366 |Engineering Associate 2 WWE R3* [[H1 R3* [¢) 0 0
5380 [Student Design Trainee | Engr. WWE I [®)

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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o]
Pre-Employment Exams ]
(necessary to be hired) Periodic Medical Surveillance Exams
Tdap

Audio- SCBA| Lead DMV (every Respirator
Job Dept. DHR Respirator /|| gram Respirator |(Annu] Asbestos | (Ann (every 2| DOT/ | HepB | Hep A 10 Exam Rationale,
Class Job Class Title Name Exam | DMV Silica (Annual) (annual) al) (Annual) | ual) | Silica yrs) | FMCSA | (Initial) | (Initial)] years) Comments
5381 |Student Design Trainee Il Engr. WWE [¢]
5382 | Student Design Trainee Ill Engr. WWE o]
5408 |Coord of Citizen Involvement WWE (@) (¢] (¢]
5601 | Utility Analyst WWE 0 o) o]
5602 | Utility Specialist WWE (0] [¢] [¢]
5620 [REG SPECIALIST WWE R3* R3* o) [¢] [e]
6115|WWTR CTRL INSP WWE R3* R3* (0] (¢] [¢]
6116 [SR WW CN INSP WWE R3* R3* o) [¢] [e)
6317 |Assistant Const Inspector WWE R3* H1 R3* A3 (@) (¢] (¢]
7132[TLCMMCTN SUPR WWE R3* [[H1 R3* (0] [e] [e]
7208 [Heavy Equipmnt Ops Sprv WWE R3* |[H1 R3* [¢) @) [®)
7213 [PLUMBER SUPV | WWE R2 [[H1 R2 A3 L1 (0] [e] [¢]
7215 |General Laborer Sprv 1 WWE R2/C1 |[H1 R2 A3 L2 C1 [¢) [®) [®) A, C, L S P
7238 [ELECTR SUPV | WWE R2 [[H1 R2 A2 L2 [e) [¢] [e] ACLP
7242 |PAINTER SUPV | WWE R2 |[H1 R2 A2 L1 (@) (¢] (¢] A CL,P
7246 [SWR RPR SUP II WWE R3* [[H1 R3* (0] [e] [¢]
7252 |CHF STAEN SWP WWE R3* |[H1 R3* [¢) @) [®)
7262 [Maintenance Planner WWE R3* [[H1 R3* [¢) 0 0
7276 [ELECTR SUPV I WWE R3* |[H1 R3* [¢) [®) @)
7320 | Apprentice Auto Machinist 1 WWE R3* [[H1 R3* A3 L3 (0] [e) o)
7327 | Apprentice Maint Machinist 1 WWE R1 |[H1 R1 A3 L1 [¢) [®) [®) A C L P
7329 |ElectMaintTech Asst Sprv WWE R3* [[H1 R3* [¢) 0 0
7332 [Maintenance Machinist WWE R1 |[H1 R1 A3 L1 [¢) @) [®) L, P
7334 [Stationary Engineer WWE R2 [[H1 R2 A3 L3 [¢) 0 0 A CL,P
7336 |[ELEC IN TCH-WP WWE R2 |[H1 R2 A3 L3 [¢) [®) [®) A P, C
7337 [Maint Mach. Asst Sup. WWE R2 [[H1 R2 A3 L3 (0] [e] [e] LP
7344 |CARPENTER WWE R1 |[H1 R1 A2 L2 [¢) [®) [®) A C L P
7345 [ELECTRICIAN WWE R2 [[H1 R2 A2 L2 (0] [e] [¢] ACLP
7346 [PAINTER WWE R1 |[H1 R1 A2 L1 [¢) @) [®) A C L P
7347 [PLUMBER WWE R1 [[H1 R1 A3 L1 (0] [e] [¢] ACLP
7355|TRUCK DRIVER WWE Y R2/C1 |[H1 R2 Cc1 |y (@) [¢] [¢] A C L S P
7372[STA ENG-SW PLN WWE R2/C2 [[H1 R2 L1 C2 [e) [e) [e) A CLSP
7373 |SR STA EN SWPL WWE R2/C2 |[H1 R2 L1 Cc2 Y (@) (¢] (¢] A CL,P
7375[APR STA EN SWP Tier | WWE R2/C2 [[H1 R2 L1 C2 [e) [e) [¢) ACLP
7410|AUTO SERV WKR WWE R3* |[H1 R3* A3 L3 Y [¢) [®) [®)
7449 [SWR SRV WKR WWE R3* [[H1 R3* (0] [e] [¢]
7514 |GEN LABORER WWE |Y R2/C1 |[H1 R2 A3 L2 C1 (@) [¢] (¢] A C L S P
9706 |Employment & Training Spec 5 WWE Il [¢) [¢) [¢)
9910 [PUB SRV TRAINEE WWE R3* |[H1 R3* [¢) [®) [®)
9912 | Public Service Aide-Technical WWE R3* [[H1 R3* (0] 0] o)
9916 [Public Svc Aide-Public Works WWE R3* |[H1 R3* [¢) [®) [®)
9920 [PUB SRV AIDE WWE R3* [[H1 R3* (0] [e] [¢]
9920 [Public Service Aide - Assistant To P|[WWE R3* |[H1 R3* [¢) @) [®)
9922 | Public Service Aide - Associate To HWWE R3* ___.: R3* (0] [e) o)

Note: R3* No pre-employment respirator medical is needed for this category.

Med Mon Matrix - primary

Exceptions: Employee Life Cycle (ELC) staff should contact the hiring manager to determine if there are any position-specific respirator requirements.
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; ! City and County of San Francisco RELIGIOUS ACCOMMODATION
N = (COVID-19 Vaccination Exemption)

Employee Name mployee DSWH

Eric Eliasson e
job Code and Title partment
7372 Stationary Engineer SEP
Division/Unit L Supervisor/Manager )
WWE John O'Connell

The City and County of 5an Francisco (City) is committed to equal employment opportunities for all employees and
a work environment that is free of unlawful harassment, discrimination, and retaliation. Consistent with this
commitment, the City complies with all laws protecting employees’ religious beliefs, practices and observances.
When requested, the City will provide an exemption or reasonable accommodation for employees’ sincere religious
heliefs, practices and observances, which prohibit the employee from receiving a COVID-19 vaccination, provided
the requested accommaodation is reasonable and does not create an undue hardship for the City or pose a direct
threat to the health and/or safety of the employee or others in the workplace.

San Francisco Department of Public Health Order No. C159-07, requires persons routinely working onsite in High-
Risk Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
employer effective September 15, 2021. City policy must comply with this public health order, and will also require
all other City employees to receive a vaccination within 10 weeks of FDA approval of any COVID-19 vaccine. A
religious exemption may be granted to City employees who: (1) hold a sincere religious belief that conflicts with the
vaccination requirement, (2] complete this request form, and [3) provide any information needed to support the
exemption reguest.

EMPLOYEE CERTIFICATION
I request an exemption from the local Public Heaith Order and City Policy requiring COVID-19 vaccinations for all

City employees. | make this request based on my sincere religious belief(s), practice(s), or observance(s). My beliefs
are in conflict with the vaccination requirement, and | certify the following is true;

1. My religion or belief system is (enter name or description): Non Denominational

2. 1have held this beliefisWwes or practiced and observed this religion since (enter date or year): L

3. My religion, belief system, or practice requires me to abstain from the COVID-19 vaccination because (describe
the specific tenet, practice, or observation that conflicts with the COVID-19 vaccination requirement and/or

My Fa’ﬁ-?'ﬁ'lmﬁi' '“"f‘lﬁ&éoﬂ:hnsﬂan doctrine aithough | am not Jewish nor Christian in faith. My

Continued on Page 2

4, If your religion, belief system, or practice requires you to abstain from the COVID-19 vaccination, but not other
CRen. 7/30/2001)
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EMPLOYEE REQUEST FOR RELIGIOUS ACCOMMODATION
(COVID-19 Vaccination Exemption), Page 2 of 2

types of vaccinations, please describe the specific tenet, practice, or observation that expressly conflicts with

f t
C&Eﬁfﬁfﬂﬁ#ﬂ' méﬂéy@s’ iﬂ”’ 3 ‘?ﬁ éfars 0 ﬁear Itis not about vaccines it is about

5. If requested, | can provide a written statement, an affidavit or other documents fesmereslpeuiloadasas

E"I’ESDHI}

1 hereby certify that | make this request based on my sincerely held religious bellefs that prevent me from complying
with COVID-19 vaccination requirements. | understand that any falsified information can lead to disciplinary action,
up to and including termination of employment,

e e i s o
e a/2/2.

Employee Signature Date

FOR HR USE ONLY

Date Received: /S Medical Certification Received O Yes O No
Date Medical Certification Received: J

Rew, /B0 2001
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From:
To: Albert, Hallie B

Cc: Eliasson, Eric

Subject: Eliasson -Declaration in support of employee religious exemption request
Date: Monday, August 30, 2021 6:05:16 PM

Attachments: Eliasson| religious exemp 3.pdf

CAUTION: This email originated from outside of the organization. Do not click links or
open attachments unless you recognize the sender and know the content is safe.

Hallie B. Albert,

I have attached the DECLARATION IN SUPPORT OF EMPLOYEE RELIGIOUS EXEMTION REQUEST
(COVID-19).

In addition I have submitted two references that give reference to my rights of consent. The first is from the Red
Cross BasicPlus CRR, AED, and First Aid for Adults. I took this course at the South East Plant as part of my
training. I was trained that I must first ask for permission to help as indicated below. Though this is not religious
text it refers to the right to refuse medical treatment. My belief is that this right is a natural right given to all by our
creator and is recognized by the Red Cross and I assume SFPUC as this was training provided by our organization.

Consent
Every one has the right to refuse medical treatment. Always ask a responsive person if he or she wants help before
providing care . (2)

The second reference is from the HARVARD LIBRARY, office for Scholarly Communication “The History of the
Informed Consent Requirement in United States Federal Policy”. This reference actually speaks to, “the natural
right of the individual”. Again I believe this is called a natural right as it is given to all at birth by our creator.

“In reaching its decision, the court relied on a torts treatise to show that the consent requirement exists not just to
authorize a touching, but also to make sure that the patient makes an informed decision. The court cites Kinkead on
Torts, § 375, for the general rule:

The patient must be the final arbiter as to whether he will take his chance with the operation, or take his chances of
living without it. Such is the natural right of the individual, which the law recognizes as a legal one. Consent,
therefore, of an individual, must be either expressly or impliedly given before a surgeon may have the right to
operate.” (1)

I do not provide any religious text as my faith is of a personal matter between me and our creator. My religious
beliefs come from 59 years of living in this body that my creator has provided me. It is my body!! I have already
provided you with my Religious Accommidation form which clearly summarizes my religious objections to being
forced to inject a substance I believe comes from evil institutions, by evil institutions and for evil purposes.

Thank you for your consideration,

Eric Eliasson

<!--[if !supportLists]-->(1)<!--[endif]--

>https://dash.harvard.edu/bitstream/handle/1/8852197/Wandler.pdf?sequence=1
(2) Red Cross Basic plus training, pg.7 (trained on last week
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_ _ DECLARATION iN SUPPORT OF EMPLOYEE
City and County of San Francisco  p ey 1610US EXEMPTION REQUEST (COVID-19

Employee Name Employee DSWH

Eere. €z pssor |

San fFrancisco Department of Public Health Order No. C13-07 requires persons routinely working onsite in High-Risk
Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
empioyer effective September 15, 2021. As an employer, the City and County of San Francisco (City) must comply
with this pubtic health order. City policy also requires alf ather employees to receive a vaccination within 10 weeks
of FDA approval of any COVID-19 vaccine. A religious exemption miay be granted to City employees who hold a sincere
religious belief that conflicts with the vaccination requirement,

\HLI\!FORMATION REQUEST
PVEELE
The employee named above has identifiedeme® as an individual with knowledge of the religious belief(s), practice{s},

or observance(s] that preciudes the employee from receiving 2 COVID-19 vaccination. Please answer the questions
below based on your personal knewledge and beliefs.

A
lama [ Religious Leader 7 Religious Scholar E{m& Knowledgeable Regarding the Employee’s
Religious Beliefs, Practices or Observances

1. The above-named employee adheres to the following refigion or belief system {enter name or description):
NOM  DENOMIMNATIONAL BASED on)  ToDio /CuissTiAs Do CTRING

2. Ihave personal knowledge of the above-named employee’s adherence to this belief system: B/YES 2 NO
If YES, please explain how you have personat knowtedge of the employee’s adherence to the belief system,
T AM THE WMAN  wWITH THoE BGLLITCS

3. Doesthe religion or belief system identified in response to Question 1, above, reguires alt adherents to abstain
from the COVID-19 vaccination because the vaccination conflicts with the tenets, practices and observations
of a recognized church, religious denomination, or recognized religious organization: EJYES [ NO
if YES, piease cite the specific tenet, practice or observation that confiicts with the COVID-19 vaccination
requiremnent, and/or exptain how it is followed. ‘

3 _WAS cBeaten ITH Feer WILL . WITN THe ARTOITY J0 clieose  BETWESH
Gaot  Awp ENI\, Goob (€ReE Wiud Bud Evit (TvReonY) MY Bebly T¢

My TEMRLE 3 WIVC Nt DEETVE MY Bodlt WITR  AaY SuBsTAMCE TRAT

1 RELETUC wiAs CRoAED Flon o WY BN

i declare under penalty of perjury under the law of California that the foregoing is true and correct,

e 8/%/2 |

Signature Date
Erx. Elsasson MAN, cLeatE D BY G
Print Name Title

|

Contact Phone

Rev. 7/30/2021
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From:

To: Albert, Hallie B

Cc: Eliasson, Eric

Subject: Fwd: E. Eliasson -Religious Exemption Request
Date: Wednesday, September 22, 2021 5:05:26 PM

CAUTION: This email originated from outside of the organization. Do not click links or
open attachments unless you recognize the sender and know the content is safe.

Hallie,

Thank you for the opportunity to test my faith! With all due respect, it has been 15 days since | submitted
my last form for religious inquisition by my employer. An employer that by law is not supposed to
discriminate against me for my religious beliefs. And yet here we are 11 days past the date that you were
to approve or deny my Religious Exemption Request further attempting to pry into my personal and
private medical information and religious beliefs.

| want to thank you for providing me even more reasons that | should not take this vaccine along

with Tylenol, Pepto Bismol, aspirin, Tums, Lipitor, Senokot, Motrin, ibuprofen, Maalox,
Ex-Lax, Benadryl, Sudafed, albuterol, Preparation H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. | had no idea that these products were developed using the same
technology used in the development of the Covid-19 vaccine.

This just goes to show you the state of lack of information in the process of

informed consent. | have already provided you with the religious beliefs that | strongly
hold that brought me to the conclusion that | will not take this vaccine. Not that it is
any of your business but | was offered a different vaccine last month when | went to
the doctors for a back injury and | declined.

As if it mattered there are several decisions that | have made in the past that | now
regret. | am not a perfect human, but | am more perfect today then | was yesterday
and far more perfect as a grandfather then | was as a young father...yet | still make
mistakes.

My purpose for providing the information that | already have given you in reference to
my personal and private medical status, i.e. Covid 19 vaccination status, as well as
my personal and private religious beliefs via coercion and threat of termination from
my employment for the past 11+ years with the City, was not to convert your belief
system or to stop you from having faith in a medical system that has proven to be
profit driven with no care given to good health. It was to legally provide requested
information to exercise my religious rights recognized by our legal system. Even if
the laws stop recognizing my natural rights | would not be coerced into taking this
injection or any other medical treatment.

Approve or deny my request based on the information | have already provided to you,
it provided more details about my faith that | would choose to share with strangers
and | believe will only be used to discriminate against me. | am confident | am in the
right in the eyes of our current legal system as religious discrimination is still not legal.
| am also confident that if and when | loose this job my creator will find another path
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for me.

Thank you,

Eric Eliasson

From: Eliasson, Eric <EEliasson@sfwater.org>
To: ﬂ

Sent: Wed, Sep 22, 2021 12:27 pm
Subject: FW: E. Eliasson Religious Exemption Request

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Tuesday, September 21, 2021 2:27 PM

To: Eliasson, Eric <EEliasson@sfwater.org>

Subject: RE: E. Eliasson - Religious Exemption Request
Hi Eric:

As part of the City’s review process, please answer all of the following questions:

1. Have you taken vaccines for any of the following diseases: rubella (measles), varicella

(chickenpox), or hepatitis A?

2. If applicable, have you authorized your children to receive vaccines for rubella
(measles), varicella (chickenpox), or hepatitis A?

3. If your answer to question #1 and/or #2 is “yes,” why is your position with respect to

the COVID-19 vaccine different than for these other vaccines, all of which are also
grown in cell lines derived from fetuses?

4. Many common medications were also developed using the same type of

technology used in the development of Covid-19 vaccines, including Tylenol,
Pepto Bismol, aspirin, Tums, Lipitor, Senokot, Motrin, ibuprofen, Maalox, Ex-
Lax, Benadryl, Sudafed, albuterol, Preparation H, Claritin, Zoloft, Prilosec OTC,
and azithromycin. Do your beliefs prohibit you from taking and will you in the
future abstain from taking these and other similar medications? If not, what
tenet or belief prohibits the use of the Covid-19 vaccine, but permits the use of
these other medications?

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services
525 Golden Gate Avenue, 3rd Floor
San Francisco, CA 94102
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Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.or

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission

From: Eliasson, Eric <EEliasson@sfwater.org>
Sent: Wednesday, September 15, 2021 1:52 PM

To: Albert, Hallie B <HAlbert@sfwater.org>

Cc: O'Connell, John J <JOConnell@sfwater.or >;_

Subject: RE: E. Eliasson - Religious Exemption Request

Hallie,

Perhaps if you can update me on how the process is being evolved | will have a better
understanding of why your department is not following the written procedure. As | was not
given any consideration on the date | had to report my personal and private medical
information of my vaccination status and not given any consideration about injecting my
body with a substance | object to without stating my personal and private religious beliefs
with the potential of losing a job that | have been working the last 11 years including
throughout this event, keeping our population and environment safe from the waste water
we treat....FRUSTRATION doesn'’t quite fill all of the emotions my employer is putting me
through. Please provide a timetable narrower then soon!!

Respectfully,

Eric Eliasson

From: Albert, Hallie B <HAlbert@sfwater.org>
Sent: Wednesday, September 15, 2021 6:36 AM
To: Eliasson, Eric <EEliasson@sfwater.org>

Cc: O'Connell, John J <JOConnell@sfwater.org>; _

Subject: Re: E. Eliasson -Religious Exemption Request

Hi Eric:

| understand your frustration. When DHR created that original timeline it was without considering

the evolving process, which they dictate. Now that the requests require multiple levels of review, |
cannot state when SFPUC will be able to send you a determination letter but | am doing my best to
make that soon. Thank you for your patience as the City addresses this complicated issue.

Hallie

Get Qutlook for iOS

From: Eliasson, Eric <EEliasson@sfwater.org>
Sent: Wednesday, September 15, 2021 6:06 AM
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To: Albert, Hallie B
ce: 0'connell, John J; [ NN
Subject: E. Eliasson -Religious Exemption Request

Hallie,

With all due respect, are the policies and procedures meant for only employees?

In the link above it states under Religious Exemption Procedure, under section 9, it states;

9. Department personnel officials will make a determination and respond to an employee request
for religious exemption from the vaccination requirement within seven (7) business days of receiving
an accommodation request and any supporting information requested by the department.

| sent my original request for my Religious Exemption-Request on 8/27/21. It was acknowledge as
received by you on 8/27/21. On this same date you requested that | fill out another form that
supports my claim for my religious beliefs. Which | filled out and submitted via e-mail to you on
8/30/21.

| have not heard back from any representative about the status of my request. It has been 10
business days, 3 days past the stated procedure of making a determination and respond to an

employee request.

Eric Eliasson
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DEE g
- i

T DETERMINATION ON COVID-19 Rev. 9/23/2021

"i{:'f:u?' City and County of San Francisco VACCINATION EXEMPTION REQUEST
Employee Name Employee DSW#

Eric Eliasson e

Job Code and Title Department

7372 Stationary Engineer SFPUC

Division/Unit Supervisor/Manager

WWE John O'Connell

This notice is to advise you of the following departmental determination on your request for exemption from
COVID-19 vaccination requirements submitted on _08 /27 /2021 .

O APPROVED

Your request for an exemption based on a disability, medical condition, or sincerely held religious belief is
APPROVED. You will remain in your current position with the following reasonable accommodations (including
any mandatory health and safety protocols for unvaccinated employees, such as regular testing and specific
masking requirements and to protect coworkers and members of the public):

(Attach separate sheet as necessary.) Failure to comply with any of the required accommodations, including
health and safety requirements, may result in revocation of this approval.

DURATION

Approved accommodations are subject to change in accord with public health orders, or to align with current
essential job functions, or operational needs. Should either your condition or religious beliefs change such that
this accommodation is no longer necessary, or needs to be modified, you must immediately notify your supervisor
or department Human Resources personnel.

This accommodation is subject to review and re-approval on: _08 /27 /2021 .

= DENIED

0 DISABILITY OR MEDICAL CONDITION B SINCERELY HELD RELIGIOUS BELIEF

Your request for an exemption based on an asserted Your request for an exemption based on an asserted

disability or medical condition is DENIED for the sincerely held religious belief, practice or observance is

following reason(s): DENIED for the following reason(s):

[0 Medical Documentation Inadequate/Not Submitted B Documentation Insufficient to Show a Conflict

[0 No Disability or Medical Condition Requiring Between Vaccination Requirement and Sincerely
Accommodation Held Religious Belief, Practice or Observance

0 Accommodation Would Pose a Direct Threat to the 0 Accommodation Would Pose a Direct Threat to the
Health and Safety of Others and/or Yourself Health and Safety of Others and/or Yourself

0 Accommodation Would Prevent Employee from O Accommodation Would Prevent Employee from
Performing Essential Function(s) Performing Essential Function(s)

O Accommodation Would Result in Undue Hardship O Accommodation Would Result in Undue Hardship for
for the City the City

OOther: [ Other:

O CITYWIDE SEARCH

The department has determined that you have a medical condition, disability, or sincerely held religious belief
that precludes you from being vaccinated, but that the department cannot reasonably accommodate you in your
current position. While you cannot remain in your current position, you may continue the interactive process to
explore other options for reasonable accommodation through the Citywide job vacancy search. This 60-day
process involves a search for available, vacant, non-promotive positions within City employment for which you are
qualified and that you can perform while unvaccinated, with or without accommodation. 140




FOR HR USE ONLY

Vaccination Status Updated in PeopleSoft 0 Yes [ No

Date Determination Form Uploaded to PeopleSoft: 08 /27 /2021

Referred to Citywide Reasonable Accommodation Coordinator 0 Yes [ No
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Dunson, Marvin (HRD)

From: Gardunio, Rachel

Sent: Friday, October 29, 2021 1:47 PM

To: Eliasson, Eric

Cc: Prather, Joel; Cozzone, Francesca

Subject: FW: Determination re Request for Religious Accommodation
Hello,

The City and County of San Francisco issued a COVID-19 Vaccination Policy requiring all City employees to be fully
vaccinated as a condition of employment by November 1, 2021, unless they have been approved for an exemption from
the vaccination requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious belief.

You submitted a COVID-19 Vaccination Exemption Request as a reasonable accommodation which has since been
denied. City policy now requires you now to be in compliance with the City’s COVID-19 vaccination

requirements. Specifically, you are required to receive your first dose of a COVID vaccine immediately and provide a
copy of your vaccination record.

If you do not receive your first dose of a COVID-19 vaccine by Friday, November 5, 2021, you will be subject to
separation from City employment.

Do not report to work effective November 1, 2021. Once you have confirmed you are partially vaccinated, you will
receive more information from your division about whether you can continue to work remotely or report onsite.

You can update your information by uploading it directly into the City’s People and Pay System using the Employee
Portal or by emailing your vaccination record to HRSadmin@sfwater.org. We also suggest you email ELR@sfwater.org a
copy of your vaccination record.

If you have any questions about the City’s COVID-19 Vaccination Policy, you can find additional resources
at https://sfdhr.org/covid-19 or you can contact ELR@sfwater.org.

Sincerely,

Rachel Gardunio
Employee & Labor Relations Division Manager
Cell: (415) 603-8091 | rgardunio@sfwater.org

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Friday, October 29, 2021 1:40 PM

To: Gardunio, Rachel <RGardunio@sfwater.org>

Subject: FW: Determination re Request for Religious Accommodation

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services
525 Golden Gate Avenue, 3rd Floor
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San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission

From: Albert, Hallie B

Sent: Thursday, October 7, 2021 11:41 AM

To: Eliasson, Eric <EEliasson@sfwater.org>

Subject: Determination re Request for Religious Accommodation

Dear Eric Eliasson:

The Department has considered the information you supplied in your written request for areligious exemption
aswell as all follow up email communications. The Department has determined that the information you
supplied does not meet the applicable standards under state and federal law, as well as the City’ s policies and
procedures, for areligious exemption to the City’ s Covid-19 vaccination requirements. Attached isthe
Department’ s determination regarding your Covid-19 vaccination exemption request.

For additional information on the City’ s vaccination policies and this process please visit the Department of
Human Resources website:

https://sfdhr.org/vacci nati on-and-f ace-covering-policy-city-employees

Thank you,

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, 3rd Floor

San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission
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Human Resource Services
525 Golden Gate Avenue, 3™ Floor
San Francisco, CA 94102

T 415.554.1670

F 415-554-1662

San Francisco
Water

Serviend of the Sea Franches Pulsie Urikeiag Commisiion

Via USPS Mail and Email ||| G

November &, 2021

Eric Eliasson

Re: Notice of Proposed Disciplinary Action and Employee Conference/ Skelly
Meeting (Skelly Notice) and Placement on Paid Administrative Leave

Dear Eric Eliasson,

This letter serves as notice that the San Francisco Public Utilities Commission
("SFPUC" or "Department"), Operations (‘“Division”) is recommending that you be
dismissed from your Permanent Civil Service Class 7372 Stationary Engineer, Sewage

Plant position.

Employee Conference/Skelly Meeting

The Department will schedule an Employee Conference/Skelly Meeting where you will
have an opportunity to respond to the charges and the proposed discipline. You are
entitled to include a representative of your choice in the video conference/Skelly
meeting. Itis your responsibility to contact your representative and provide them
with a copy of your Employee Conference/Skelly Notice.

We are offering this Skelly meeting in a remote format to comply with local and state
health orders. These public health orders require any work that can be done remotely
to be done remotely to limit the spread of COVID-19 and provide for the health, safety
and welfare of the public. Conducting the Skelly meeting remotely does not
meaningfully affect or limit your right to respond to the Skelly Notice because it
provides the same opportunity for live and visual presentation and response directly to
the Skelly hearing officer. You or your representative may submit any documents you
wish considered to the Skelly officer by e-mail in advance or during the Skelly meeting.

You are not required to attend the remote Ske/ly Meeting. You may submit a written
response and any relevant written materials for the Department to consider before
making a final decision. If you choose this option, you must submit your written
materials to me by e-mail at gnorby@sfwater.org by 5:00 p.m., the day before your
Skelly meeting is scheduled to take place. If you do not attend the video conference or
submit a written response, the Department will make a decision on the proposed
disciplinary action based on the enclosed information and materials.

Paid Administrative Leave

Effective immediately, the SFPUC is placing you on paid administrative leave under
San Francisco Administrative Code Section 16.17 (1), which permits such leave

OUR MISSION: To provide our customers with high-quality, efficient and reliable water, power and sewer
services in a manner that values environmental and community interests and sustains the resources entrusted
to our care.

Lonidon M. Breed
WMawvo

Anson Mofan
Prrassagient

Kawsha &]amd
Wit President

Sophie Maxwel

[ty 1) - ST

Tim Pasalinn

l:.- T TR

Ed Harringlon
(o s |

Dennis L Harrera
Gereral Marager



Notice of Proposed Discipline — Eliasson, Eric
November 8, 2021
Page 2 of 9

pending investigation relating to an employee’s conduct when the Department
determines that the employee should be placed on leave “to protect the legitimate
interests of the City, including but not limited to, potential interference with the
effectiveness of the investigation, or potential harm to employees, to the public interest
or to the operation of the City.” (Attachment A.)

The paid administrative leave may continue for a period of up to 30 calendar days.
During this period of paid administrative leave, you must remain ready and available to
answer any phone calls or report to work within one hour, Monday to Friday between
8:00 a.m. and 5:00 p.m.

While on paid administrative leave, you will receive the compensation you would have
earned if you had worked during the same period, without the inclusion of overtime
earnings or special pay. You must not report to any SFPUC work location until
notified otherwise.

You are directed to immediately relinquish all keys, access cards, identification badges,
electronic devices, and other City and County of San Francisco and/or SFPUC property
in your possession to George Engel, Operations Manager.

The charges are as follows:

Violation of CCSF COVID-19 Vaccination Policy;

Failure to meet minimum qualifications/conditions of employment;
Failure to Follow Rules and Regulations/Failure to Follow Instructions;
Insubordination; and

Acts which present an immediate danger to public health and safety.

The proposed discipline is based on the following:

The City and County of San Francisco’s City’s COVID-19 Vaccination Policy
(“Vaccination Policy”) required you to be fully vaccinated by November 1, 2021. On
September 28, 2021, the SFPUC sent you a notice via US Mail that you were identified
as an employee who has not received a COVID-19 vaccination as required by the
Vaccination Policy and reminded you that you were required to be fully vaccinated by
November 1, 2021. The notice also informed you that if you were not fully vaccinated
by November 1 and were not approved a religious or medical exemption, you would be
released from your PCS Class 7372 Stationary Engineer, Sewage Plant position for
violation of the City and County of San Francisco COVID-19 Vaccination Policy.

The health and wellbeing of City employees and the public we serve are top priorities
during our emergency response to COVID-19. Your failure to comply with the
vaccination requirement endangers the health and safety of the City’s workforce,
including yourself, and the public we serve. The City repeatedly notified you of this
requirement, and your failure to comply is insubordination. Therefore, the SFPUC is
recommending that you be dismissed from your PCS Class 7372 Stationary Engineer,
Sewage Plant position.

The facts presented below support the aforementioned charges.

I. Factual Findings
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Notice of Proposed Discipline — Eliasson, Eric
November 8, 2021
Page 3 of 9

A. COVID-19 Vaccination Policy

The City and County of San Francisco issued the COVID-19 Vaccination Policy on
June 23, 2021 with an effective date of June 28. The Vaccination Policy included the
following two requirements:

1. All City employees were required to report their vaccination status to the
City by July 29, 2021.

2. All City employees (who do not work in high-risk settings) “must be fully
vaccinated as a condition of employment within ten weeks after the Federal
Drug Administration (“FDA”) provides final approval to at least one
COVID-19 vaccine, unless they have been approved for an exemption
from the vaccination requirement as a reasonable accommodation for a
medical condition or restriction or sincerely-held religious beliefs.

The Vaccination Policy also states:

Once the vaccination deadline is reached the vaccination and
reporting requirements are conditions of City employment and
a minimum qualification for all City employees.

Failure to comply with this Policy may result in a disciplinary
action, or non-disciplinary action from employment for failure
to meet the minimum qualifications of the job.

(Attachment B.)

On August 6, 2021, the Vaccination Policy was amended and amongst other things, extended the
reporting deadline to August 12, 2021.

Following FDA approval of the Pfizer-BioNTech vaccine for the prevention of COVID-19 on
August 23, 2021, the Vaccination Policy was amended on September 8 to list the vaccination

deadline for all City employees (who do not work in high-risk settings) as November 1, 2021.
(Attachment B.)

B. HRS COVID-19 Digests Regarding COVID-19 Vaccination Policy

As part of its COVID-19 response, the SFPUC’s Human Resource Services
(“HRS”) began sending out HRS COVID-19 Digests via email to all SFPUC staff to
communicate key information about COVID-19.

Between June 24 to September 22, SFPUC HRS sent out eight all staff HRS
COVID-19 Digests informing employees of the requirements of the COVID-19
Vaccination Policy.

a. HRS COVID-19 Digest #69 — New Vaccine and Face Covering Policy
for City Employees

On June 24, 2021, SFPUC HRS informed employees of the City’s new COVID-19 Vaccination
Policy that would become effective June 28, 2021, and that it employees to (1) report their
vaccination status by July 29, 2021; and (2) be fully vaccinated no later than 10 weeks after the
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Notice of Proposed Discipline — Eliasson, Eric
November 8, 2021
Page 4 of 9

Food & Drug Administration (“FDA”) gives final approval to at least one COVID-19 vaccine by
forwarding a memo from Carol Isen, Department of Human Resources (“DHR”) Director and a
copy of the Vaccination Policy. (Attachment C.)

b. HRS COVID-19 Digest #70 — Submit Your COVID-19 Vaccine Status
via the SF Employee Portal

One June 29, 2021, SFPUC HRS informed employees that the portal to submit their
vaccination status was live and reminded employees that the deadline to submit was
July 29, 2021. The Digest included detailed instructions on how to access the
vaccination portal and submit vaccine status. (Attachment D.)

c. HRS COVID-19 Digest #72 — Vaccine Status Reporting

On July 13, 2021, SFPUC HRS forwarded a memo from Carol Isen, DHR Director and
a copy of DHR’s New Vaccination and Face Covering Policy FAQ for CCSF
Employees where employees were again reminded to report their vaccination status by
July 29, 2021 and be fully vaccinated by November 1, 2021. (Attachment E.)

d. HRS COVID-19 Digest #73 — Vaccination Reporting Reminder

On July 16, 2021, SFPUC HRS again reminded employees to report their vaccination
status by July 29, 2021. (Attachment F.)

e. HRS COVID-19 Digest #74 — COVID-19 Vaccination Status
Reporting Requirement and SFPUC Vaccination Event

On July 22, 2021, SFPUC HRS again reminded employees to report their vaccination
status by July 29, 2021. The Digest also announced a COVID-19 Vaccination Pop-up
event at the Southeast Treatment Plant

The event provided Johnson & Johnson and Pfizer COVID-19 vaccines, and also
hosted an “Ask the Doc Table” where employees could get their questions about the
vaccine answered by a medical professional. (Attachment G.)

f. HRS COVID-19 Digest #75 — Vaccine Status Reporting — Extended
Deadline and COVID-19 Vaccination Medical and Religious
Exemption Request

On August 12, 2021, SFPUC HRS forwarded a memo from DHR and a copy of DHR’s
COVID-19 Vaccination Medical and Religious Exemption Request procedures. The
SFPUC again reminded employees of the requirements to record their vaccination
status by July 29, 2021, and be fully vaccinated no later than 10 weeks after the FDA
gives final approval to at least one COVID-19 vaccine. The SFPUC provided
employees with details about how to request a medical or religious exemption to the
COVID-19 vaccination requirement. (Attachment H.)

g. HRS COVID-19 Digest #76 — Employee Vaccination Deadline
On August 26, 2021, SFPUC HRS informed employees that full-time telecommuting

would end on November 1, 2021, and reminded employees of the requirement to be
fully vaccinated against COVID-19. HRS also forward a memo from Carol Isen, DHR
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All Other Must be fully vaccinated no later than November 1,2021,
Employees not * Modermna: First Shot no loter than September 20, 2021;
working in "High- Second Shot ne later than October 18, 2021
Risk” orather | «  Pfizer: First Shot no later than September 27, 2021;
Health Care Second Shot na later than October 18, 2021
Settings Johnson & Jehnson: First Shot ne loter than October 18, 2021.

(Attachment I.)

h. HRS COVID-19 Digest #77 — COVID-19 Vaccination Events and
Vaccine Exemption

On September 22, 2021, SFPUC HRS sent a COVID-19 Digest with the following
information: (1) Vaccination Pop-Up Event for CCSF Employees at City Hall on
September 27 and 29, 2001; (2) Reminders about the vaccination deadlines, including
the chart of vaccination chart of COVID-19 Vaccination Deadlines listing the deadlines
for each of the three COVID-19 vaccinations; and (3) Reminders that employees who
have a qualifying medical condition or hold a sincere religious belief prohibiting them
from being vaccinated may apply for an exemption to the vaccine requirement.
(Attachment J.)

C. Emails to Non-Compliant Employees

On September 24, 2021, the SFPUC reminded all employees who were non-compliant
with the CCSF COVID-19 Vaccination Policy of the vaccination deadlines and the
Vaccination Pop-Event at City Hall for CCSF Employees on September 27, 2021.
(Attachment K.)

On September 27, 2021, HRS sent all employees, including you, who were non-
compliant with the CCSF COVID-19 Vaccination Policy an email entitled, “URGENT:
Non-Compliance with COVID-19 Vaccination Policy.” You were reminded that to be
considered fully vaccinated by the November 1, 2021 deadline, 14 days must have
passed since you received the final dose of a two-shot vaccine or a dose of a one-shot
vaccine. Additional resources were linked to the email, including the COVID-19
Vaccination Policy; COVID-19 Vaccine FAQs; and tutorials on how to use the SFPUC
Employee Portal to upload vaccination status. (Attachment L.)

D. Notice of Non-Compliance with COVID-19 Vaccination Policy

In addition to emailing the notice of non-compliance with the COVID-19 Vaccination
Policy, HRS also mailed you a hard copy of the notice to your address on file on
September 28, 2021. The SFPUC again reminded you about the requirement to be
fully vaccinated by November 1, 2021, and that if you do not comply, “you will be
subject to separation from your City employment if you do not receive your final dose
by the applicable deadline.” (Attachment M.)
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E. 1:1 Discussions Regarding Your Vaccination Status

On September 28, 2021, in an effort to ensure that you understood the requirements of
the COVID-19 Vaccination Policy and the severe consequences for non-compliance
after November 1, John O’Connell, Chief Stationary Engineer, Sewage Plant, spoke
with you because City records indicated that you had not yet met the City’s
requirement for vaccination and/or reporting using talking points provided by DHR.
(Attachment M.) You were again reminded that City policy requires all employees to
be fully vaccinated by November 1, 2021. O’Connell also offered to assist you with
reporting your vaccination status or scheduling a vaccination appointment; explained
the importance of getting vaccinated because of the need to have a safe workplace; and
provided contact information for resources where you could ask questions about
COVID-19 vaccines. They also explained that exceptions to the vaccine requirement
are available for those with a qualifying medical condition that interferes with
someone’s ability to receive the vaccine or a sincerely held religious belief that
prevents the person from receiving the vaccine, and explained that if you wanted to
request an exemption, you should do so as soon as possible. In addition, they
explained that “if you do not receive your final dose by October 18", you will not meet
the requirements for City employment and you will be released from City
employment.”

You were asked to sign a COVID-19 Vaccination Discussion Acknowledgement form
to confirm that this discussion took place. You refused to sign the form. (Attachment
N.)

F. COVID-19 Vaccination Exemption Request

You submitted a COVID-19 Vaccination Exemption Request as a reasonable
accommodation, and your request was denied. On October 29, 2021, Rachel Gardunio,
Employee & Labor Relations Manager, emailed you stating that City policy now
requires you be in compliance with the City’s COVID-19 vaccination requirements and
informed you that you were required to receive your first dose of a COVID vaccine
immediately and provide a copy of your vaccination record. (Attachment O.)

To date, you have failed to receive your first dose of a COVID vaccine and provide
documentation of your vaccination record.

1I. Applicable Rules and Regulations

A. CCSF COVID-19 Vaccination Policy

The City’s COVID-19 Vaccination Policy required all City employees to report their
vaccination status to the City by August 12, 2021, and all City employees (who do not
work in high-risk settings) to be fully vaccinated as a condition of employment within
ten weeks after the FDA provides final approval to at least one COVID-19 vaccine
unless they have been approved for an exemption from the vaccination requirement as
a reasonable accommodation for a medical condition or restriction, or for sincerely-
held religious beliefs.

Once the November 1, 2021 vaccination deadline is reached,) the vaccination and
reporting requirements are conditions of City employment and a minimum
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qualification for all City employees. The policy informs employees that failure to
comply with the Vaccination Policy, and meet the minimum qualifications of the
position, may result in a disciplinary action, or non-disciplinary action from
employment.

(Attachment B.)

B. SFPUC New Emplovee Orientation Handbook

Section 11.2 of the SFPUC New Employee Orientation Handbook defines misconduct
as, among other things:

e Failure to Follow Rules and Regulations/Failure to Follow Instructions: When an
employee disobeys rules and regulations.

e Inattention to Duties: Failure to perform assigned duties at an acceptable level for reasons
such as undue carelessness, negligence, or intentional disregard.

e Insubordination: When an employee disobeys authority, refuses to follow a reasonable
directive from a duly authorized supervisor or manager, or will not comply with
established procedure.

(Attachment P.)
The SFPUC New Employee Orientation Handbook also sets forth “Special Circumstances” at
Section 11.2.1.1, which are those actions that, “[t]he City Charter considers ... to be most serious,
and possible grounds for termination.” Included amongst the acts of misconduct that are
considered “special circumstances” are:

e Acts that present immediate danger to public health and safety.
(Attachment P.)

I11. Disciplinary Charges

A. Violation of CCSF COVID-19 Vaccination Policy; Failure to Follow Rules and
Regulations/Failure to Follow Instructions; Insubordination; Inattention to
Duty; and Acts which present an immediate danger to public health and safety.

While the SFPUC and the City value your contribution and service to the SFPUC and
its ratepayers, the City has an obligation to provide a safe and health workplace to
protect its employees and the public as it reopens services and returns more employees
to the worksite, and vaccination is the most effective way to prevent transmission and
limit COVID-19 hospitalizations and deaths. COVID-19 continues to pose a risk,
especially to individuals who are not fully vaccinated, and certain safety measures
remain necessary to protect against COVID-19 cases and deaths. Unvaccinated
employees are at a greater risk of contracting and spreading COVID-19 within the
workplace and City facilities, and to the public that depends on City Services.

On June 23, 2021, the City adopted the COVID-19 Vaccination Policy which made
reporting vaccination status and getting fully vaccinated by November 1, 2021, a
condition of City employment and a minimum qualification for all City employees,
including you. The Vaccination Policy stated that failure to comply may result in
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disciplinary action, or non-disciplinary separation from employment for failure to meet

the minimum qualifications.

Despite repeated communications from the SFPUC about the requirements of the
Vaccination Policy and the potential consequences, including dismissal from your City
employment, you have failed to comply with the policy. The SFPUC and City have
provided multiple opportunities for you to get vaccinated and, if needed, direct your
questions to qualified medical professionals. Unfortunately, you have declined to be
vaccinated. Because your failure to comply with the vaccination requirement
endangers the health and safety of the City’s workforce, including yourself, and the
public we serve, the SFPUC has no choice but to dismiss you from your position.

IV. Conclusion

The above charges, independently and collectively, support this recommendation of
dismissal. Enclosed with this letter are the materials upon which the charges and
proposed dismissal are based:

Attachment A.

San Francisco Administrative Code Sec. 16.17 Paid Administrative
Leave

Attachment B.

CCSF COVID-19 Vaccination Policy

Attachment C.

HRS COVID-19 Digest #69 — New Vaccination and Face Covering
Policy for City Employees

Attachment D. | HRS COVID-19 Digest #70 — Submit Your COVID-19 Vaccine Status
via the SF Employee Portal

Attachment E. | HRS COVID-19 Digest #72 — Vaccine Status Reporting

Attachment F. | HRS COVID-19 Digest #73 — Vaccination Reporting Reminder

Attachment G.

HRS COVID-19 Digest #74 — COVID-19 Vaccination Status Reporting
Requirement

Attachment H. | HRS COVID-19 Digest #75 — Vaccine Status Reporting — Extended
Deadline and COVID-19 Vaccination Medical and Religious Exemption
Request

Attachment . HRS COVID-19 Digest #76 — Employee Vaccination Deadline

Attachment J. | HRS COVID-19 Digest #77 — COVID-19 Vaccination Events and
Vaccine Exemption

Attachment K. | September 27" Vaccination Event email

Attachment L. | URGENT: Non-Compliance with COVID-19 Vaccination Policy email

Attachment M. | September 28, 2021 Vaccination Status Letter

Attachment N. | Conversation with Employee and COVID-19 Vaccination Discussion

Acknowledgement

Attachment O.

ACTION NEEDED — COVID-19 Vaccination Policy

Attachment P.

SFPUC New Employee Orientation Handbook
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Sincerely,
“Flond
s
Greg Norby

Assistant General Manager, Wastewater Enterprise
cc: George Engel, Wastewater Enterprise, Division Manager

Michael Ho, Acting Employee & Labor Relations Manager, HRS
Official Employee Personnel File — Eliasson, Eric
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SEC. 16.17. PAID ADMINISTRATIVE LEAVE.

ia) Appointing (dficers, as defined in Adminisirative Code Section 24.30, im the City and Cownty of San Franciseo ane aistharized,
bt not reguined, to place any City employee in their depantment on paid sdministrative leave under the following cirumstances:

{11 When the City has insimged an mvestigaison relating 1o @n employeds conduct, and the Appoanting Offkeer determings that the
employee should be placed on leave during some or all of the investigation in crder 1o prodect the legnmate imereats of the City,
including bt not limited to, potential interference with the eifectiveniss of the mvestignizon, or posencial hamm 1o empboyees, to the
public nteress of 1o e operation of the City, for a period of ime beginning not caslier than the star of the investigation and ending no
later than the date the imveitigation s compleled. subject 1o 8 maxbmam of thiny | 30) cabsndar duys;

{2} ‘When the City requires an emplayee ta submit ba drug anil'or alecokal sésting parsiant 10 the ferms of & City or depastmenial
policy, a Memorardum of Undersaanding between the City and & recognived employee coganization, or bocal, state or fiederal law, for the
perind of time between the dale the City directs the emploves 1o submit o such testing umiil the employes refiases sach testing or the
testing is complsted and the ity s advised of the résults of the testing, subject to o maximum of thirty (30) calendar days:

(3} When the City medically removes an employee pursuant bo standards set fanh by the Califormia Oooupatianal Safety asd Healih
Administration in Title 8 of the Califenia Code af’ Regulstions,

(4} When the City requires an employee to wnidengo a s for duty examingtion pursuam 60 Ol Service Rules [ 16, 216, 315,
416, or amy similar seccessor rubss, forup 1o the penod of time from the date ihe City directs (e employes o anderge 3 Nimess for duty
examination umtil: (1) the dse the examination is compbeied aml the City b notified by the examinang physacian whesher the emplayee i
fit for duty; or (i} the dote the employee refuses examination. Paid administrative leave under this subsection g5 subject 10 @ maximum of
Bibrty {30} calendar days. In the event that the examining physician does not sotify the Cigy that the empboyee is [l For duty on ke day of
the examimation, the Appaimting OfMicer ghall place the emploves oo compulsory sick leave persuant se the Civil Service Rules stariing
on the business day Tollowing the examinstion. Should the examming physician thenealter declare the employes fit for duty, the City
shall restoee any sick leave deducted beragen the date of the examination and the date the City is g0 notified or, in the event the
:-mrl'lpjﬂhu:mm:h:h leave. any |ost compensation fof 1he ::-'libpdﬂﬂd.

(k) While am emploves (s on paid admanistrative leave the emploves shall reeeive the compensation ke or the would have earned of
the emploves had worked during the same persod, without the inclusion of overtime camingzs o special pay.

(€1 The Appaistng Oificer shall kave the discreton 1o remave an employee from paid administrativie leave at any me dunng the
period of pald admantstrative leave.

idf Subject 1o the prior wiitten approval of e Director of the Department of Human Resources, the Appointing CiTicer may extend
paid pdminisirativg leave one (F) time consisient with this Section fof no more (han an sdditionas] thinty (20 calandar days. For Service
Crutecal Emplovecs employed by the Manicipal Transpostation Agency. e Director of the Muanicipal Transporiation Agency may
exiend paid administrative beave one { |} time consistent with thas Section fog no more thas an sdditsonal thirty (30 calendar days. Linder
ne Eircumstances msy on employee be on paid admimistrative beave for more than sisty (600 calendar days relating ta the same incident.

(€1 The City's ability 1o place employees an paid administrative leave wnder this section & in additian s, net in lew of, its right 1o
place emplovees on unpaid adminisirative kave under Charter Sectian AR 31, o amy similar successor Charter Saction. The Cily may
elect 1o place an emplayee on paid of unpaid adnsinismrative leave o5 permitial wnder this Section or under Charter Section A% 341,
Furiher, the City may place an employes on paid administrbive leave entber before of after the emplayee is placed on unpaid
admimistranve kv

if} Mothing hergin shall lomitor probibit campliance with the regulations of the California Occupstional Salety and Health
Adimindszratian in Tigle 8 of the Califomia Code of Regulations.

e by Ol VT8 10 Wl W 110622, App %12 D01 LEM 12T 1)

ARTICLE III:

IRESERVED]
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City and County of 5an Francisco
Caral Isen
Human Resources Director

Department of Human Resources
Connecting Peaple with Purpose
www.sfdhr.org

COVID-19 Vaccination Policy

Amended 9/8/2021
Amended 10/27/2021

10/27/2021 Revision: This revision updates the vaccination policy for city employvees who are required
to be fully vaccinoted against COVID-19 by November 1, 2021. The revision does not apply to city
employees who had an earlier deadline for vaccination (e.g.. September 30 or October 13, 2021).

This revision modifies the policy to allow departments discretion to allow, os necessary for continuity
of critical City operations, employees whe can demonstrate that they hove received ot least their first
dose of @ COVID-19 vaccine regimen to continue work after November 1 subject to certain
requirements and restrictions. All partially vaccinated employees must document that they are fully
vaccingted by na loter than December b, 2021.

PURPOSE STATEMENT

The City and County of 5an Francisca [City) must provide a safe and healthy workplace, cansistent
with COVID-19 public health guidance and legal requirements, to protect its employees and the
pubtic as it reopens services and returns more employees to workplaces.

According to the federal Centers for Disease Control (CDC), the California Department of Public
Health [COPH], and the 5an Francisca County Health Officer, COVID-19 continues to pose a risk,
especially to individuals who are not fully vaccinated, and certain safety measures remain necessary
to protect against COVID-19 cases and deaths, Vaccination is the most effective way to prevent
transmission and limit COVID-19 hospitalizations and deaths. Unvaccinated employees, interns,
fellows, and volunteers are at greater risk of contracting and spreading COVID-19 within the
workplace and City facilities, and to the public that depends on City services.

To best protect its employees and others in City facilities, and fulfill its obligations to the public, all
employees must, as a condition of employment: (1) report their vaccination status to the City; and (2)
be fully vaccinated and report that vaccination status to the City no later than either the applicable
deadline under the 5an Francisco Health Order, if it applies, or 10 weeks after the Federal Food &
Drug Administration (FDA) giving final approval to at least one COVID-19 vaccine (November 1, 2021).

LEGAL REQUIREMENTS

On June 17, 2021, Governor Newsam issued Executive Order No. N-09-21, which implements new

California Division of Dccupational Safety and Health (Cal/O5HA) rules, effective June 17, 2021, These

rules require employers to take specific measures to protect employees from COVID-19, including

enforcing masking and quarantine requirements, and offering COVID-19 testing and time off, for

employees who are unvaccinated or for whom the employer does not have documentation verifying
One South Van Ness Avenue, 4™ Floor ® San Francisco, T4 94103-5413 » (415) 557-4800
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they are fully vaccinated. The Cal/O5SHA rules require employers to verify and document that an
employee is fully vaccinated before allowing that employee to discontinwe masking indoors. For
unvaccinated employees or employees for whom the City does not have documentation verifying
fully vaccinated status, the City must enforce masking, provide COVID-19 testing following a close
contact in the workplace or anytime they have COVID-19 symptomns, and exclude these employees
from the workplace for 10 days after a close contact. Upon reguest, the City also must provide non-
vaccinated employees with respirators (NS5 masks) and provide education about using that type of
mask.

On July 26, 2021 CDPH issuved an Order (CDPH Vaccination Status Order) that workers in high-risk and
other healthcare settings must report their vaccination status no later than August 23, 2021, The

CDPH Vaccination Status Order also requires routine testing and more rigorous masking for
unvaccinated or only partially vaccinated personnel working in these settings.

On August 24, 2021, the 5an Francisco Health Officer updated the S5F Health Order requiring all
employers to determine the vaccination status of employees who routinely work onsite in high-risk
settings by no later than September 30, 2021 and preciuding unvaccinated employees from entering
those facilities after that date, and precluding unvaccinated employees who may occasionally ar
intermittently enter those settings from entering those facilities after October 13, 2021. This order
further requires employees (among others) to remain masked in the workplace, effectively
superseding the Cal/OSHA COVID-19 Temporary Emergency Standard which allows vaccinated
employees who had documented that status to remove their masks.

On August 2, 2021 DHR issued a revised policy Face Coverings at Work Policy that can be found here:
https://sfdhr.org/sites/default/files/documents/COVID-19/Face-Covering-Requirements-at-Work. pdf

On August 5, 2021, COPH issued a new Order (Health Care Worker Vaccing Requirement) mandating
all workers who provide services or work in identified health care facilities to receive their final dose
of a vaccine regimen no loter than September 30, 2021. The only exemptions to the Health Care
Worker Vaocine Reguirement are for workers who have a dooumented and approved sxemption
from vaccination on the basis of a sincerely-held religious belief or due to a qualifying medical
condition or restriction,

STATEMENT OF POLICY

Definition of "Employees” Under This Palicy

For purposes of this policy only, the term “employees” includes all full, part-time, and as-needed City
employees regardless of appointment type, volunteers, interns, and City fellows (such as 5an
Francisco Fellows, McCarthy Fellows, Fish Fellows, and Willie Brown Fellows).

Requirement to Report Vaccination Status

To protect the City's workforce and the public that it serves, all City employees were required to
report their vaccination status to the City by July 29, 2021 (with a subsequent extension to August 12,
2021), by providing the following information:

s ‘Whether the employee is vaccinated (yes or noj
* For employees who are vaccinated or partly vaccinated:

B
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o The type of vaccine obtained (Moderna, Plizer, or lohnson & lohnson, or other
vaccine received In approved clinical trials)

Date of first dose vaccine;

Date of second vaccine for a 2-dose vaccing;

Declaration under penalty of perjury that they have been fully vaccinated, and
Upload documentation verifying proof of vaccination status. Proof of vaccination can
include a copy of the CDC COVID-19 Vaccination Record Card, documentation of
vaccine from the employee’s healthcare provider, or documentation issued by the
State of California by going to: https://myvaccinerecord.cdph.ca.gov/

0O oo o

To be fully vaccinated, 14 days must have passed since an employee received the final dose of a two-
shot vaccine or a dose of a one-shot vaccine. All unvaccinated employees must continue to comply
with masking, testing, and other safety requirements until they are fully vaccinated and have
reported and documented that status to the City consistent with this Policy. Employees who
previously reported that they were unvaccinated must update their status once they are fully
vaccinated.

Fallure to comply with the reporting requiremnent may result in discipline, or non-disciplinary
separation from employment with the City for failure to meet the minimum gualifications of the job.

How to Report Vaccination Status

Valunteers, interns, and City fellows must verify that they are fully vaccinated to the Departmental
Personnel Officer or Human Resources professional by showing a copy of their COC COVID-19
Vaccination Record Card, documentation from the individual’s healthcare provider, or documentation
issued by the State of California as described above. The department must retain documentation
that the individual’'s vaccination status has been verified but must not retain copies of the
individuals vaccination record.

All other employees must report their vaccination information and upload documentation verifying
that status into the City's People & Pay system using the Employee Partal or by hand using the
COVID-19 Vaccination Status Form. Only City employees authorized to access employee personnel
information will have access to the medical portion of the file. The City will share infermation about
an employee’s vaccination status only on a need-to-know basis, including to the employee’s
department, managers, and supervisors for the purpose of enforcing masking, quarantining in the
event of a close contact, and other safety requirements.

Vaccination Requirements for Employees

1. To comply with the $F Health Order and ensure delivery of City services, City policy requires
that all City employees routinely assigned to or working onsite in high-risk settings must receive their
final dose of a vaccine regimen no later than September 30, 2021, unless they have been approved
for an exemption from the vaccination requirement as a reasonable accommodation for a medical
condition or restriction or sincerely held religious beliefs. Any employee who is requesting or has an
approved exemption must still report their vaccination status to the City by the August 12, 2021
extended deadline. The vaccination and reporting requiremients are conditions of City employment
and & minimum gualification for employees who are routinely assigned to or working onsite in high-
risk settings. Those employees who fail to meet the vaccination and reporting requirements under
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this Policy will be unable to enter the facilities and unable to perform an essential function of their
job, and therefore will not meet the minimum requirements to perform their job.

2. To comply with the COPH Health Care Worker Reguirement and ensure delivery of City
services, City policy requires that all Gty employees who are not otherwise covered by the 5F Health
Order, but who provide services or work in the health care facilities identified in the state’s order,
must receive their final dose of a vaccine regimen no later than September 30, 2021, unless they have
been approved for an exemption from the vaccination requirement as a reasonable accommodation
for a medical condition or restriction or sincerely-held religious-beliefs. Any employee who is
requesting or has an approved exemption must still report their vaccination status to the City by the
August 12, 2021 extended deadline. The vaccination and reporting requirements are conditions of
City employment and a minimum gualification for employees provide services or work in the health
care facilities identified in the state’s order. Those emplovees who fail to meet the vaccination and
reporting requirements under this Policy will be unable to enter the facilities and unable to perform
an essential function of their job, and therefore will not meet the minimum requirements to perform
their job.

3. To comply with the SF Health Order and ensure delivery of City services, City policy requires
that all City employees who in the course of their duties may enter or work in high-risk settings even
on an intermittent or occasional basis or for short periods of time must be fully vaccinated — no later
than October 13, 2021, unless they have been approved for an exemption from the vaccination
requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious beliefs. Any employee who s requesting or has an approved exemption must still report
their vaccination status to the City by the August 12, 2021 extended deadline. The vaccination and
reporting requirements are conditions of City employment and a minimum qualification for
employees who in the course of their duties may enter or work in high-risk settings even on an
intermittent or occasional basis or for short periods of time. Those employeess who fail to meet the
vaccination and reporting requirements under this Policy will be unable to enter the facilities and
therefore unable to perform an essential function of their job and will not meet the minimum
requirements to perform their job.

q, Volunteers, interns, and City fellows must be fully vaccinated — and must have reported that
status and providing documentation verifying that status to the Departmental Human Resources
personnel = as a condition of serving as a City volunteer, intern or fellow. Those already working and
who do not fall under the 5F Health Order must be fully vaccinated no later than October 13, 2021.
Failure to comply with this policy will result in suspension of the internship, fellowship, or velunteer
opportunity until such time as the individual provides verification that they are fully vaccinated.

5. All other City employees must be fully vaccinated as a condition of employment within ten
weeks after the FDA provides final approval to at least one COVID-19 vaccine (NMovember 1, 2021).
Employees wha are not fully vaccinated by November 1, 2021 may not enter the workplace after that
date. To maintain continuity of City operations, limited exceptions may be allowed for employees
who demonstrate that they are partially vaccinated,
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Dffice Environments

Departments have discretion, but are not required, to allow employees who work in office
environments 1o work remotely provided the employees have received at least one dose of a COVID-
18 vaccine regimen by November 1, 2021 and reported and documented that status to the City
consistent with this Policy ond the Department receives approval from the City Human Resources
Director.

This is allowable for a maximum of up to three days (or 24 hours) per week. The remaining two days
{or 16 hours), which are intended to be spent in person in the workplace, employees may use their
accrued vacation or other non-sick leave time to cover those work hours that unvaccinated or
partially vaccinated employees are restricted from the workplace due to not being fully vaccinated as
required by City Policy, Employees who are partially vaccinated and have received written approval to
work remotely after November 1, 2021 must report and document that they are fully vaccinated no
later than December 6, 2021.

Nﬂﬂ-ﬂ-ﬂfté‘ Enwvirgnments

Departments have discretion, but are not required, to allow employees to enter the warkplace after
November 1 provided, the employees have received at least one dose of a COVID-19 vaccine regimen
by November 1, 2021 and reported and documented that status to the City consistent with this
Policy. Employees who are permitted in the workplace after November 1, 2021 must report and
document that they are fully vaccinated no later than December 6, 2021.

Employvees who are not fully vaccinated against COVID-19 and who are permitted in the workplace
after November 1, 2021 must continue to wear a well-fitted mask at all times while at the workplace.
Departments are stronghy encouraged to require employees who are not yet fully vaccinated after
November 1, 2021 to test at least once weekly and provide proof of a negative COVID-19 test result
until they are fully vaccinated and have reported and documented that status to the City consistent
wiith this Policy.

Failure to comply with this Policy may result in a disciplinary action, or non-disciplinary separation
fram employment for fallure to meet the minimum gualifications of the job.

Reguesting an Exemption from the Vaccination Reguirement

Employees with a medical condition or other medical restriction that affects their eligibility for a
vaccine, as verified by their medical provider, or those with a sincerely held religious belief that
prohibits them from receiving a vaccine, may request a reasonable accommadation to be excused
from this vaccination requirement but must still report their status by the August 12, 2021 extended
deadline, The City will review requests for accommodation on a case-by-case basis and engage in an
interactive process with employees who submit such reguests. For some positions where fully
vaccinated status is required to enter the facility where the employee works, an accommaodation may
require transfer to an alternate vacant position, if available, in another classification for which the
employee meets the minimum gualifications. Requests for Reasonable Accommaodation forms and
procedures can be found here: fsfdhr . ne-and-face- ring-policy-ci

employess
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COVID-19 VACCINATION COMPLIANCE DEADLINES
ADDENDUM TO VACCINATION POLICY AMENDED AUGUST 5, 2021

Below are the vaccination status reporting deadlines for Clty employess.

COWVIL-1% VALLINATION S5TATLUS REFOETING DEALLIN

| duly 29, 2021 | Reporting Deadling
[ Augist 12, 2021 ]_ Grace Period - Final day 1o report vaccination status

Below are the vaccination desdlines for City employees, City employess working in high-risk settings are subject to
non-disciplinary release I not vaccinated by the deadlines referenced below for failure to meet the minimum
qualifications of their jobs,

COVID-19 VACCINATION DEADLINES BY EMPLOYEE TYPE

Employess who are Must receive their final dose of a vaccine regimen no loter than September 30, |
assigned to or routinely | 2021.
work onsite in High-Risk | * Moderna: First shot po later than Sepiember 2,2021; Second shot no loter than

Settings or other Health 5“'-"'""?" 30, 2021
Pfizer: First shot no loter than September 9,2021; Second shot no later than

CaTe Facitint September 30, 2021.
l s Johnson & Johnson: First shot no foter than September 30, 2021
:
Employees | Must be fully vaccinated ro foter than October 13, 2021
intermittently or & Moderna: First Shot no lofer than September 1, 2021;
occasionally working in Second Shot no loter than September 28, 2031

“High-Risk Settings” »  Pfizer: First Shot no loter thon September 8, 2021;
Second Shot no loter thon September 29, 2021
= lahnson & lohnson: First Shot no fater than September 29 2021

e

All ather employees not | Must be fully vaccinated no later than November 1, 2021.
working in “High-Risk”™ = Moderna: First shot no fater than September 20, 2021; 5econd shot no later
or other health care thon October 18, 2021,

settings = Plizer: First shot ne later than September 27,2021; Second shot no hater tham
Ociober 18, 2021
lohnson & Johnson: First shot o loter than October 1E, 2021,

For continuity of City operations limited exceptions may be made for partially
vaccinated employees. Such employees must report and docement they are fully
wvaccinated no later than December 6, 2021,

Office environments: Depariments have discretion to allow employees to work
rermately, if they pre not fully vaccinated, but have received at least the lirst dose of
a COVID-19 vaccine serias, Written approval required

Mon-affice environments: Departments have discretion o allow employees at the
worksite after Movember 1, 2021 if they are not fully vaccinated but have received
at least the first dose of 3 COVID-19 vaccine serles. Masking reguired.
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HRS COVID-19 Digest #69
June 24, 2021

New Vaccine and Face Covering Policy for City Employees

We'll Cowver:

Meszage from the Department of Human Resources (DHR)
Mew Vaccing Policy for City Employaas

MWew Face Covering Policy for City Employees

Remindars

Today's digesi is a message from the Depariment of Human Resources (DHR) on the Mew
Vaccing and Face Covering Policy far City Employees. Please be prepared o report your
vaccination status to the City no later than July 29, 2021 [review the policies for
exemplions), and If you are fully vaccinaled, provide documentation o venly the stalus

Stay wuned for more guidance on uploading your verification o the Employes Poral

Dierek Kim

Dapuly People Officar
Human Resource Sarvices
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Dear City employes-

According to the federal Centers for Disease Control (CDC), the California Department of
Pubbc Health, and the San Francisoo Couwnty Health Officer, COVID-19 continues {o pose a
risk, espacially to individuals wind are not Tully vaccinated, and cenain safety measures remain
macessary to protect against COVID-19 cases and deaths, Vaccination is the most effective
way to prevent transmission and limit COVID-18 hospitalizations and deaths.

This email is to provide you with information about the new vaccination related reguiremeants
for all City employees, which require all employess to:

1. report their vaccination status to the City no later than July 29, 2021, and If they are fully
vaccinated, to provide documentation to verify that stalus; and

2. be Tully vaccinaled and repor that vaccination siatus o the City no later than 10 weeks after
the Federal Food & Drug Administration (FOA) gives final approval 1o al least one COVID-18
VRO,

Thiz polkcy will be affective as of Monday, June 28, 2021, Al employess will have 30 days {wntil
July 28, 2021) to report their vaccination status including documentation verifying that status,
using the City's People and Pay system through a link that will be found on the Employes
Portal. All employees must provide the nama of vaccine, date(s) of vaccination_ and upload
documentation into the system. This information will ramain protected under axisting City
slandard proceduras for kaeping any protected information in your employes file confidantial,

It you need assistance uploading your varification fo the Employee Poral or have other related
questions, please reach out o youw department human resource represeniative.

As always, thank you for all you ara daing to swppor the residends of ihe City and County of
San Francisco.

Sincerely,

Carpd Isan

Human Resources

Diirector Deparimeant of Human
Resources
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New Vaccine Policy for City Employees

City and Cauniy of Sam Franckoo Cepartment of Human Resodmes
Cancd £8n Comngching Pesple will Purpcss
Human Eedourtes Dingcnose www sfdheong

FURPOSE STATEMENT

The City and County of San Francisco [City) must provide o sale and haalthy workplace,
corimtent with COVID-19 public health guidance and legad requirements, to protect its
ermployess gnd the public B8 it reopend sevvioes and returmd move emoloyees 1o workplates.

According to the federal Centers for Diseass Contedl [CDC), the Calitomila Depariment of Public
Health, and the San Francisoo County Health Offioer, OOVID-19 continues to pose a risk,
especially bo individuals who Gre ndl fuly visdndled, bhd Sartien daTaty medduned femrdin
nEcedtary 1o probect apairst COVID-19 cases and deaths. Vaccimation ki the most elfective way
o prevend tranamivsion and Fmit ODAND-19 hosptadizations and deaths.

O buree 17, 2021, Governor Mewsom isued Executive Oeder Mo, N-D9-21, which implements
riiw State Division of Decupational Safety and Health (Cal/OSHA] nules, effective fune 17, 2031,
These rules reguire emgloyers o lake ipacific medune 1o protect employees lrem COVID-19,
inchuding enforcing masking and guarantine reguirements, and offering COVIDL1S testing and
tirmes off, for emplopees who e umattinated or fof whom the employer does not have
detemeriation verifying they are fully vaccinated. Unvaccinated employess are at greater sk
of contricting and sprepding COVID-19 wathin the wirkp!poe and 1o e publ: [t depends on
City services

To best protect s employees and Tulfil its obligations to the pablic, effective June 38, 2071, the
Clty's poficy is 1o requine that all erployees must, & 8 condition of employrment: 1) report
their vacdnation statis to the City; and {2 be fully vaccinated and repont that vaccination
sEakLA £o the City no Later than 10 weeks after the Federal Food £ Drug Agministration (FDA)
gives final approval 1o ot least one COVID-19 vaceine.

LEGAL RECIUIREMENTS

CafOsHA"s COVID-19 Ternporany Emergency Standand, revived June 17, 2021 and efective june
17, 2121 by Governos Rewson's Executive Onder Na, N-09-11, requines employers to verify and
docurment that an employes Is fully vaccinated belfore aliowing that employee (o discontinee
mashing indoors |sxcept af certain worksites where a (ace covering remairn requined even for
fully-vaccinated employees|. For tnvaccinated employess or emplopess for whom the City does
riod have docurnentation verilying fully vaccinated status, the City maust enforce masking,
provide COVID-18 testing for employees Ioflowing a close contact In the workplace o anmytimes
they have COVID-19 syrnplors, and exchide these employess Trom the workplace for at leaat

O South Var Mess Aeene, 47 Floor @ San Francihos, C8 S4100-54818 & (415} 557-£800
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CUATE- 19 Vacomateon Folisy
Jore 23, F2H

10 days afier a close contact. Upon request, the City also must provide non-vaccinaied
employees with respirators (M35 maika) angd provide education about using that type of mash.

STATEMENT OF POLICY

To pratect the City's workferoe and the pubbe that it serves, sl Gty employees Ml repart
their vaccination status to the City, Thie City will use this information to enforce the Cal /05
masking, esting. quiranine snd other requinements and comphance with this Policy.

Im addition, except a5 obtherwise provided bedow, all Cy employees mast be fully wiccnated no
lates than 10 weeks aftes the FOA ghen final approval 12 at least one COVID- 18 vaceing.
Emnplogpees with a medical condition or other medical restriction thar affects thelr eligibility for
i vaccine, as verified by theie madical providen, or these with a sincerely held religious belicl
that prohibits them from receiving a vaccine, may request & ressonasble pcoommaodation to be
excisped from this varcination requinement, The City will revies reguests for accommodation
on & case-by-case batks corsistent with exating procedures for reasanable accommadation
fequests. Employess who previoualy reported that they weee uma@ccinated must update their
status once they are fully vaccinated

Fallure fo compéy with this policy may result in discipline 9p to and including termsinatian of
wmglEymEn

Preori for Reporting Vaccination Statu

AU City ernphoyesd Mt Fepodt Thisll vatcination iatus moo Peogle and Pay uning the COVID-19
Vaccination Status Form no later than July 29, 3071, with the folloseng information:

The type of vaccne obtaned |Moderna, Plizer, or lohnson & Johmsan];

Date of firs) dose of vaccine;

Date of second dote of vactine for g 2-dode vactine;

Declaration under penalty of perjury that they have been (ully vaccinated; and
Upisaded doiumentation verifying proof of vaccination viatus, Proof of veccination can
inciude a copy of the COC Cowid-19 Vaccination Record Card, documentation of vaccine
from the employee’s healtheare provider, of documentation issued by the S1als of
California by goimg to: hitpsffmyvaccinerecod cdoh ca.gov!

To be fully vaccinated, 14 doys must hawe passed since an employee received the final dose of a
two-shol vaccine of a dose of § one-thot vstcine, Employees who are not fully vaccinated bat
partially vaccinated as of july 29, 2021 shall provide that information. All unvaccinated
employees must cominee 1o comply with masking, teiting. and other salety requlremen ts uniil
they ade fully vaccinated and have reported and documented that status to the City conshutent
weith this Policy,

(=]
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COATDEES Veoomatamn Policy
Jure 13, X121

Urnless excuied theough an approved reatonshle accommodation request, all employess must
comply with the requirement to be fully vaccinated and submit docwmentation of that status
mo kater than 10 weeks after the FDA gives final appronal to at least one COVID-19 vaccine.

POLICY IMPLEMENTATION

Ermnployess must neport their vaccination mformation and upload documentation venfying that
statuns into the City's Peaple B Pay system using the Employes Partal, Only City ermployess
authofized 1o scoess employee peronnel infoomation will have access to the medical portion of
thie file, The City will share information about an employee’s waccination status only on & need-
fic-know basis, incliding Lo the employes’s dipartment, mahages, and wpendsors o the
purpoe of enforceng mavking and safety requirements.

The fiest date that a felly vaccmated employee who has proveded verification and
documentation of that slalus to the Ciy is allowed to unmask ol indoor work sites & uly &,
2071, Theseafrer, Departrnents will recesve updated information on a weekly basis, Fully
waccirated employess may not remose matks 58 work until their deparirnent s Been
provided with the information necessary to confirm thesr status and enforce these

egUineTrEnlL
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New Face Covering Policy for City Employees

City and County of Sam Franclico
Cargl lsen
raaman Resources Directos

Department of Heman Resources
Conmecling Peaple wilt Purpose
whww pidhrong

Faon Covering Requinements: &t Wark
COMID-S Preventsan
Revissd Juns 23, 2001

Revipon Matw: Thi Feog Coverss Regearementt oF Woerk paliy (Pafoy] sedersedes D Face Dowtiig
Requirernents of Wank podcy isied June 5. NP0 ond omended Avgust 3, J0A0. The revizion compives with
Governet Mewiom'i Farsutive Order No. N-OB-J 1, which implements amw Safe Divition of Decupatianal Ssfeny
Al Haarh raam:uu.ln.hqﬁmum 17, 22y

The charges in this Policy specily the Joce covenng reguinements for employess based on vaszinafion Sralvi, o3
reparied and documenied by enanloyees purssans 10 e Yoocine Pobcy ssved Jone 73, 2091,

POILECY

Thiz Padicy apsiias 19 all City ermployens, Extept ermgionees whode wark i powernes by the safety requinements
inthe Cal/OSHA Asroadd Tresmmissible Ditedcs Susrdard [(ATD Swadard). The ATO S2andard generally spaiies bo
workplaces whene emplovees have an elevated riik of contraciing disaade, sush ad Paalthoars Mitings whet
R Bne prenbn], including Posnitals, madical clinics, shiled rurting lclites, hoene healsh care, long-uesmn
Pl trcare fpclitier, madical Erarapot, snd paramesdic responde. IF ermployess hive quaition about whather
Ehip Policy of the ATD Sandard applied 1o thom, they shouks Jo Thel fupervid of deparomantsd Human
Resources personne.

All prmployees subject i thia Policy munit comply with it reguinemaents. Genedally, 8mpicyss 80 mol reguired
0 wear fane coverings wien working cutdoors. Employees who hive submitied dooumantation fo the Cigy
wﬁh-mm“fﬁnﬂuﬂﬂmmﬂhwmmmmrmamn
oifarwise desoribed in this Policy. Employees who have not subsnitted dooumentstion veniying Nully vaod reted
status must wear 2 face covering indoors, endept a5 otherwiie described in this Policy,

Tra frst date thud & fudly vecomated employse who Fas provided doourmentstion of that status ta the City is
aliowed 15 urrradl o irckoor worl Sies i July B, 1021, Tharsafer. Dagaroments will recaive updabed
information on & weekly bisis. Fully vacoing id amployes may NoE Nemoe makes ot work unil el
SeparTean has Bedn provided with the with the information recessany to oonfiem Bl stwbus and enforce
thase regquinsmenti.

Departments mustenforoe tace covering regurements for employees wha have not submitied documentation
15 tha ity verildng That tRey are fully vaceimated . Lipom requetl. deparomants snust also peovide empioyees
i ars not doacumenied a5 futly vaocmated and who are working indoars or in vehicles with mone than one
person with respicators (35 rmask) for voluntany use falthough these employees Mokl weld iome laoe cowering.
even If they slect not 1o wealr § régplnasar]. mrmm#mfmmawmm
rigardieis o vaocination status.

Thess sadety rules are essenclal (o profec e Pealth of Ciny employess and the public. All empioyees subject i
thils Policy mint comiply with them. If an emgloye e is unable 1o comply with this fecs covering requitement

g Sowth an Mess Svehue, 47 Floor » San Franchkoo, CAS4103.541% & (415) S57-2800
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Faer Uiraming Keguarmaia
Juna 28, 530

bursed on & qualitying divabsilty o medeal restrictions of because of 2 sincenely held relighon bedied, they may
request an sccammedation by contacting Their departmental Humin Reisuioes Fepresentatie,

Employmes vhall br sent homs and may use sick leave, if vailible, duting the iniersctive resaonable
accommadation process, wnbeis The department delermines belecommuling i dvaili Bl nd bppropriaLe.

An employes whe (il 1o comply with thess lace covering requinements willl receive one direct potice of the
regudrersent and will be gheen an immediste opportunity to comply with the regairement.  the employes
do+s mot immediately comply, the employes will be sent bome on vacation or stoneed leawe, otber than itk
leave. H the employes doss not comply with te requinement a second time, the City will proceed with
discipline up to #nd including separation frem employment. There & no tolerance for employees wha will not
adhere i thete reasorable and necessary walely requinements.

Wartingtion Status Defired

Far punpases al this Policy and City employenent, an employes s coridered fully sacomated when they have
subenitied documnentation to the Gty werifying that it has been 3t leant 14-dep wnce thed Aral dose of & OOV
19 vasging, combsent with the City's Veiosaton Pobty. Ermploper whe kv not wubmited proof of
wACEifdbesh 36 CofdRbeded Lo inaied.

Fasoe Coseerings Defined

A face covering meand § wrgicsl mink, 8 medicsl procedurs mash, & woluntasly worn reapaater, of @ elath
cereeting That s bevoe lgers, wathout holes, and that fies closely sround and covers. the nose, mowth, and
surroureding areas of the lower fete. Face coveringy may ned have 3 ofe-way valve |an “exhauit valee”), typecally
& small pluitic iquare of dinc on e Inont of side of the lece covering, thal i dewgned bo aliow easy echaling,

MﬁmMMﬂFMMﬁMMMMWWMMM ol
EeepLibs.

Uinvasccinaied emplopest wha hive & mpdicsl euemplion Ir o weearing & [3ee cowprng dor 80 8 medazal
cownelitann o diatlity may wear an eMective non-1estvictee altermatie, siech 25 8 Tece sheeld with a draipe on the
basttom, iF thelr oondition or @aabality permi il

Fate Convering Requirements.

Al ernployees, incluting Fully vacinaled employees, musi continue 1o wear (ace coverings #1 work in the
fallowirg Incators 4 reguired by Jate and Federal Lw:

& DO peabic transit |ainplanes, ships, ferries, train, subsways, buses, tasks, and ride-sharey) and in
Erafiporiation hubs |aipan, bus bermisal, marina, train station, seapon or other pest, subsvay station,
o wniy other srea thal provides transpaortation;

Imsdenrs att K=17 schoods, childcane and other youth settngs;
Hiealthacare settimgs (including bong-terms care faclities;

Seate and locsl correctimnal lacilties and defention ceniers; and
Hornele abeite sy, emergency theller, Jad coaling centery.

- F & &

b addition, in certain circumsisnces such a3 an outbreak, 8l ervplines regardiels ol vadcind Ban 4Latu iy b
requited o wear & lace covering. regardiens of whetksts working indoan of poldeeds.
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Fasx Conveming oy
Jume 33 N0

b cevtain circumatances, departments may delermine that sdditoea! Persoral Protectee Eguipment
reecessary during high-rak sctivibes or 16 comply with other governmental requrerssenls. &ny additianal
reguiremants. must be included in the department’s COVID=13 Presentaon Pas requined iy Cal/OSHA

Except a3 provided shove and baginning buly 6, 10T, ully vactinated employers J0e nod ieguited 1o wead 3
Litr coveting indooss if they have submitted the requined docurnentation (o e Gy, Employess who provide
dhocuneentateon after that will be allowed to remove face coverings in indoor workupeces on e Monday
follawing the recipl of the necoriiasy infcemation bo sniure thal the departmant miry enfolos the walety
fegpar eme ey,

Froployres wha &iv eifvecCiated [ lufing, e whie Fawve Fal fulsiniied Sty i@ bon wetibeng thed fully
waicimated st us) must abo contnue to setar 3 face covering ay fofions:

s indogn: Unvaccinaled employess must wear a face covering indoars with the loliosing exteptons:
Witeen pating dred diimking while maintaining b 1008 dalascing,
‘iheen working alone o a prvate office so long & the employee can put an the e covening
praschly if someone enberi; and
When the employes s department dedermines. thirt weating & Tace covermg whils working
wenild oreate 3 safety rak to the employes.

®  Webichn: Unvastcinabed employees musd wear 8 Rade covesing when 0 & vohicle with analkst perucn

[Employess who are vehicle operators of & bus or pasblic Transit vehicle must continue bo weas faoe
oovedings ot all timed, even if hally vaccinaied,
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Reminders

= Complete the Disaster Seqvice Worker {(DSW] Activaticn Survey . Some of aur City's
imast vulnerable populations need your help, let us krow if you are able o suppar,

= Share this information with colleagues who may nol have regular access (o
email.

= Stay up-to-date on the latest COVID-19 information on Currants (must be
connected to natwork) or our femole workspace (no connechion reguirad)

+=  Send your COVID-13 questions to covidinfof@shaaler org,

SFPUC Mission
To provide custarmers with high-quality, afficient, and reliable sarvices in a mannar that values environmental and
community Inlerests and sustains fhe resources entristiad to our cane.

SFPUC Core Values
Service | Exceflance | Stewardship | Diversity |Safety | Inclusiveness

Go fp Cyrronis
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HRS COVID-19 Digest #70
June 29, 2021

Submit Your COVID-19 Vaccine Status via the SF Employee Portal

We'll Cover:

=  Subm#l Your COVID-18 Vaccine Status via the 5F Employee Porial
+ Changes io Employea Mask Regqusrements Starting July Bth
s« Remenders

As a fodlow-up 1o tast week's digest on (he New Vaccine and Face Covering Policy for City
Emplovess, the Vaccination Portal is now live for employees o submit their vaccination

slatus. You can access il by logging inlo the Employes Portal throwgh the Employes Gateway
where a naw section has been added tlad "HR INFORMATION (NEW]

Sea balow for detailed instructions on accessing the Vaccination Portal and submitling your
COVID=18 vaccing stalus. As a reminder, please report your vaccination status 1o the City
no later than July 29, 2021 (review the policies for exempbions). and if yvou are fully vaccinaled,
prowvide documeantaton to verity the stalus

Lastly, included is a statement from the Departmant of Human Resources (DHR) on changes to
the employes mask requirement starting July 8, 2021,

As always, send your questions to covidinfof@stwatar.org

o Y

Derek Kim
Deputy People Officer
Human Resourcs Serkces
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Submit your COVID-19 Vaccine status via the SF Employee Portal

L

wii | wii
SF EMPLOYEE PORTAL

Chck herg or scroll down for instructions on how to submit your COVID-18 vacoine stalus
via the Employes Portal

How i log into the SF Emplovee Poral for the first time

How 1o clear browser cache

COVID-19 Vaccination Policy (eflective 6/2821)

COVID-18 Vaccina FADs for CCSF Employess

Step 1: Go to the SF Employee Gateway hitps:/isfgov. org/sfc/emploves-gateway
Step 2: Click the 5F Employes Portal tile and log in, If you have issues logging in click here (o

[eview an riicie 10 939151 YOU.

Eitywide Enterprise Applications
i | e Pain W iem faggem) Wy Ay, Pl
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Step 3: Once you arfive on the Poral main page, from the MY LINKS tab, Click tha EMPLOYEE
LINKS tab

P8 <r empLoves poTAL Ol S
oy
il b e A em R E Rk R LS REEaen. B bas W PN

I ey ol Lol ke T

Hﬂ T T

[ B by Lpin OO0

A LRAY ELEWILE LR R F LR

ﬂ B BEEPDETR & ARALY TS

Step 4: On the Employee Links tab find HR Infarmation (NEWY)

HE INFORMATION (NEW) PAYROLL & COMPEMEATION ENPENGE REQUESTS

BENEFITS
ENPENSE AUTHIRIZATIONS

CASH ADVAMCES

. P i ) TIME MEPORTING E ABSENCE
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Step 5: If this is your firsd time enlering your Vaccing Status, click "Add Vaccine Status” and
procead (o Siep 8. | you need o update your Waccing Status, click hele 10 sea the “LipdalaVew
Vaccing Siatus” arficle

By i R T | [«] ™vTooDos
HE IMF QEnAT IO (NEW PAYROLL & COMIERSA TN EXPENGE REQUESTS
- L FLH [ s = iy g

iy e ; EXFENSE AUTHDRIATIONS

CASH ADVANCES il P R
e/ Manrg Cosk g TIME REPORTING & ABSENCE “ :

Step 6: A pop-up box will appear with three tabs. Please review the Instructions tab bafore you
begin

s s

Step T: Click on the Form tab to eéntar the required nformatian. (Requred nformaban listed
below for referanca)

Ingerurtiany ALw remaeiis

i the Form tab you will be reguired to inpul the folicwing information:

1. Are you vaccinated?

2. Vaccine name

3, Date of first vaccinaton

Only enter the second date if you received the vaccine thal reguired two doses.
4, Date of second vaccnatian
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Step B: Once you have entered your information, click the Save button before going to the next
step. If you do nol save your entry, the system wil not-allow you io upload your vaccing
documentation. Do not click the submit bufton befone uploading your vaccine documeaniation

g Tapms i Tt

CONED, A aaeanae Ruma.

[ S

Bliawin coerpichn the Frn by indcaing Fa ndess S8 vacsew ropeiepd ard B darigfi b 3 pour sictnaton O pou by
SN MNGA-TER BRI EENN PASE T Srie o rour vapnneian ine Dt o F e Vacomaiien

Lepgm rem i
) Py
Dm e el i aan— 15
wl T T el T (e

] R 3

mhch o e B Raon

R of [ ASBCIITHIT B0 BSeE SERRit 15 T LR D TIan B BRBTRD i a3 BEEt
G B DRECTP0EN B0 0N U PR SO FIUY DOCUSET THUm S0 T

Step 9 Click the Attachments tab to upload your vacoine documeantaion

Step 10: Click the Attach bution 1o select the vaccination documentation you have saved o your
compulerphons.

=gty owen Sy

il beEE

Afiacad Fia Bpan

-1 e pilscirasis
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Stap 11: Click the Choose File bution 10 Iocate the vaccination documentation you have saved
to your computeriphane and dick the Upload bulion,

alu muin '

-w

Yaur e will appear below once atlached. You may also add a Description,

X
g i [ eriti LR,
Sae liee 53 EOWD_15_Vosesnstan_ Siatii
owpmicad lemguates
n O
Axlac e File Open
1
Upkokd your aBachments
m O
"Bascripton ,{’ Aiachid Fla FT

1 Potal ble hghigiii prg Fotal_bis_Saghights pag A
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Step 12: Chck the: Form tab to finalize your submission. On the Form tab, dick the Submit
burtion for completion.

B bt (Rl UL L ]

e

Fiaake oargiets The fem by indisaieg e name of vicone etehed Bnd e daie(n) of ot vestinaton I pou he
Johnase §rgie-dane vacting. pheade Slase e dete of your vatcingtian im the Dete of First Vacoination”
"W R B kI g T i

L B B ] P

’ -
Prgi gl Toeul Wagaw s pmne  ORILE T -

Unily vt IFd SECONT ORI I o MCh RS I v ICORE TR PEQUIET DD DOWE

Clags ol Romipemgd fdeip s pmioes L P50 000 4
FEash LDTE e Cotumaniiion &F your COVID-18 viiginalion  Thi can of an mage of your wCingion carm &
your physician of Goturmenlation istued by Tu SRide of Calieenia by goang 1o mirvaiCeteniord CO80 o G5
To widd 8 AnAchmEnd et Chh (P Bod DuiRon Deigw

Al tha faem i Saved. Chik oA (g ATRChmS 168 aDoVE, NEwigate B0 She upioad Dutton Brd peanch for your S0
shoudd misa aame your Aocument m B desirpiens feld Qo i R e yior focumsn] (8T B thi i
EhrmeataE rEpea

Questions, altachad to the Ho
Poral Solulion Aricie, pubﬂﬂwdhymebwﬂnnmntumummﬁmumnﬂ
Please send any quesiions 1o covidinfo@sfwaler org,
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Changes to Employee Mask Requirements Starting July 6th

“Slarting on July 6, 2021, employees who are fully vaccinated and have reported this to the City
will be able 1o go unmasked in most settings unless masking is othensyise required by kocal,
slate, or federal regulation. Employees who are unvaccinated or noft fully vaccinated or who
have nol reported thilt vacenation stalus 1o the City must continue 1o wear & mask congisiant
with the Cily's Face Covering Policy., Employees may confinue 1o wear a mask al the worksite
aven if thay ane vacoinated. Employess who wear masks should not be assumed to be
unvaccnated. For axamphe, the City must comply with federal, state and local regulations
requiring masking regardless of vaccination status in vanaus seltings, incuding transportation
hubs, cormectional facilities, sheltars, congragate sellings and health cane seltings.”
Employees should only be allowed to remove their masks after the SFPUC HRS
departmant provides a weakly report of which employees are allowed to be unmasked in
the workplace {except where a mask is required regardless of vaccination status); nol on a
rolling basis, and not a5 soon &5 they have reported their status and uploaded their
documentation. Please send any questions 1o covidinfofiishwater ang.

Reminders

= Complete the Disasler Secvice Worker (DSW) Activation Survey. Some of our City's
miost valnerable populations naed your help, et us kndw il you af abli Lo Suppor.
Share this information with colleagues who may not have regular access to email.
Stay up-to-date on the latest COVID-19 information on Currents or our ramode
workspace (nd connection required)

= Send your COVID-19 questions to covidinfof@sfwater.org.

SFPUC Mission
To provide cusiomars with high-guality, efficient, and reliabié services in & manner that values environmantal and
mmﬂyhhmhwmm thiz resources entrusted 1o our cane.

SFPUC Core Values
Sarvice | Excellence | Stewardship | Diversity [Salely | Inclusiveness
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HRS COVID-19 Digest #72
July 13, 2021

Vaccine Status Reporting

We'll Cover;

» Vaccing Status Reporting

= Waccinalion and Faca Covening Policy Fraguently Asked Cuestions (FAQ) for Gity and
Ciounty of San Francisco (CCSF ) Employees

= Hemindars

Piease see the message below from the Depadment of Human Resources (DHR| on vaccine
slatus reporing and the vaccinalion and face covaring policy frequenily asked guestions for

City and Couwnly of San Francisco employees.

Az g reminder, report your vaccination status in the Vaccination Portal no later than July
29, 2021 (review the policles for exemplions), and i you are fully vaccinated, provids
documeniation ta verfy the stalus. Send your questions to eovidinfoffiisfwaler o

Here are some resaurcas for uploading and repariing your COVID-18 vaccing status:

» Ingtructions on how to submit your COVID-18 vaccine stalus via the Employes Portal
I

= COVID-19 Vaccination Policy
-Hm.ﬁ.!m_"uﬂ.lbs.ﬂmmﬂ Lt L e

L Ve

Dopraiy Karmy
Depuby Pecpie OSiced

Hgmgn REpoesre haraoesy

Vaccine Status Reporting
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Thiank wou to all City employees who have reported their COVID-19 vaccing stalus eifher
through the SF Employes Portal ar with the assistance of human resources professionats,

Employess who have nol yel had an opporunily (o repod thelr vacomabion status are
encouraged 1o do 5o 35 soon as possible and no later than July 29, 2021, per City policy.
F'Ilaase see Ihe attached hew Vaccination anl:l FMWM

i 1 : i nas, far mona
m!nrma’r-nn Hmu'l the [:ﬂ".l'lt} 18 waccines HI‘II:I \.'EHIrI'.IEI‘JI:H"I reporting. Al:tdltlunallj,' ploass Soa
the list of links to onbne resources below or consult with your depariment’s human resources
professianals for further assistance,

it is mot a violation of the Health Insurance Porability and Accountakbiility Act ["HIPAAT) o
repart vaccinalion stalus o the City, Vaccinge status ks conflidential employee informaton and
will be collacted and stored in the same manner as all other confidential employee data in the
City's SF Paopla & Pay system. Vaccine status will be used only to ensure the City is masating
its obligations under CallD3HA guidelines which permil fully vaccinated employees o remove
thiir face covernngs al work,

To get vaccinaled vigit el | sl i ingl-cowvid-18. Schadulad appomtments
and drop-in siols are available. Paid leave is also available for emplovees receiving thedr
vaccinaton, read more hans.

Thank you for yvour cooperation and your hard wark an behall of the residents of the City and
County of San Francisco,

Sinceraly,
Carol Isan

Human Resources Direcior
Ceparment of Human Resourcas

Vaccination and Face Covering Policy Frequently Asked
Questions (FAQ) for City and County of San Francisco (CCSF)
Employees
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City and Countly of San Franciico Department of Human Bescurces
Cad Isen Carnecbing Pegple valh Pipaie
Human Retoureed Dirsctor www sidhrorg

New Vaccination and Face Covering Palicy

FaQ for CCSF Employees
Crgated Jily 13, JOF1

To probest the Fealth o galety of all City employed ard the pusiz, Tha City has implemenied a new
Vaccination Policy, Tha policy reguinis that all City employess:

L. Report thelr vacdration status, Inchuding veriSicalion doturments, By July 39, 107 1.

2. Be fuly vaccinated and report that vacaination status 1o the Cigy no lder than 10 wooks affer the
Fecderal Food & Drug Asminisration {FDA) ghves final approval to et least one O0VID-18 vaccine. Per
the July 8, 2021 Hggith Order_ ity emplovees working In high-risk settings are reguied 1o be hdly
viccinated by Saptember 157, 2031, regardiess of whathar the FOW has ghven final spproval toa
visstirsy by thatdate,

ABOUT THE WACCINE

b tha COVID-19 vaccine el !

Yed, COVID-19 vactires Rave been thoroughty bested and ane salp ard efisctive. Before being authoeized for
i, il COVED-10 vaczingd veird tedtad in climical tials mwohving tens of thousands of people of gifferars
pEEs. o, and piheicilisg to eneke sure they meet all heatth and safety standards. MiSlons of people in the
United States have row recahved COVID- 19 wacdines ard Balped 1o tlow the speead of the pardemic

Al 3 vactire authorfped and recemmendaed in the United Staes offer very strong protection ageeat COVID-
19, especially against hospitalizaton and death:

*  Elsr-GeoNTech

= [lodered

*  lchrean & tohogon J angsen

M llo | pedt the COVID: 18 Vaotine
Tha City Fuh creaed & wabsage Tov people who ibe or work in San Francisco to find wacination shes in San
Franciscn, Employess can schedule an appointmaent online atz hitps A sovgelveccingted.

Thae City fs also sat up s call cervdar 10 provide pehtantes over 1M phane. The fumsr i [B22) 8522700
Appaintraenls are widely mvailable througheut the Dty ard mamy sites alss offer grop-in swafabding

T lnarn mors Bbout vacsination ipcations in othar coundies, wisiy iips s, vacoines. pal or text your dip
codw to 438829 or call 1-800-1320233 1o find vacone kocations nesr vou, Mary local opSiond avallable. Type
COVID veccire mear ma Indo 4 srart phone B0 see nearby oplioni

VACCINATION REPORTING

How do | wplasd nvy vaccination mata
Al emplorees mint report thelr vaccingtion stabua ks Peple snd Pay uaing ihe COVID- 15 Vacsination Stiius
Fortm s latar 1Ran July 19, 3001,

Click here for detalied instructions on how 1o submit your COMID-13 Vacsine fatus via the 5F Emploves Paral

| dir't harww revy waccing card, whare can | pet 8 copy?
Emplerysins £a seoeis Treir digies] vaccine card here: Digial COVID-18 Vacgine Record (3 pov]-

Corae Soath Yan M Averue, 4 Floos & Sap Pracense, CABE103-5413 & [415) 55 T1-4E00
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Vicciraton and Face Covermg Polsny FAL
hdy 12, 3021

Chick beiw Far detaibed vaganation reporteng instructices for People and Pay.

I dicn't e comparter access, how do | report my vaccinaticn state
Deparirssen] Baaman rescutos analsts can help erployees without compater aooess inpeat Beer vaccinaton
sZalis ki @ paper form. Speak with your department human resounce professional for mere Efeematian,

i am only partially veccingted when should | record my stabus?
Ernployeni hawe wsitil July 29 o record their vaocine history and stabes. Thesy will recond The moat updated
informatice they have, even if their senes s not complete,

Wl e Aot vescinated de | still need to report my status In People & Pay?
fees, all emplicryees muat report, vaccirated or rot, by July 19, MI21. Urvaccingted employens must conlines o
venat & mask ndoar i the warkplace.

Whao will bave access to wiew my reported vaotination Patu ¥
Department human resource professionst who sie allewed Lo so8 confidential information in Pecple and Pay
will Buatem gt b fen ploryd vacCination status

b oy vakcinaon it HIPAA pratected?

istrination ytatus i protected health infosrma tion (PHEL The City will keep information sbout emplopes
waccination status confidential and i will be kept sevure in the same manner g8 Gtber conhdentiah FHI that the
oty gathieri aned idades ibout L empbipni. Alhoigh vacosatos information may be FHI It 5 nod a violetos
ol the Health Irsurasce Portabsity and Acocontability Act (HIPAA) for am emploger 1o ask s employess. to
reveal thelr wsocciration $tatus or o etk employees 1o provide documentation thowing thair vaccing o slatu,
HIPAA"S pitvicy iubei only Sppdy 16 HIPALcovered entities, such 5 kealthoare prowiders and kealth plams.

I &n emmployer asks an employee to provide proof that they have been vaccinated i order 10 allow 1hat
iredrridual to wark witheul wearing & feesrmisk of 10 peetect the health asd salety of their coeceliers aed the
pablic, that b not a HIPAA vickation. Bepouting your own waorination status o the Tity i abo not a violaten ol
thee HIPAA,

Thve City and County of San Francaco wes Peopleiolt, ane of the mest secute and widhrly-wied human
nesounces database teak i Lhe world, to collect s siore confideniial employes data. DHE tahes employes
ity wery seribisly. Vieocina tion reporting data wll only be veen by a2 small nuesber of Human Resources.
profesaignals,

YACCTH ATICH RECH IHERMENT

Read Lo ful Emplevee Vosoimaton Folcy Sfne.

What does [t mean to be fully vaccinated?

Fior prstpezres. of the Vecciration Policy snd City employmend, gn employes is coridered fully veccinited when
h]-I'Ihq-mlmmmmhﬂlmiﬂlﬂﬂﬁﬂlﬂhﬂﬂmﬂhﬂiirﬂl'ﬂﬂumwh
of a COVID-19 vaccine, conalstent with the Oty Veccination Paly, Employesd whi have fal jildniried prosl
of veccination gre coraldened wreactinabed.

‘When will the vaccination requirement take efect?

Foor precrst ity employess. the requirement to become waccinated B not efectie until 10 weeks aleet the FDA
grees final approval 1o at beait one COVID-19 vacsing, The succines hive been spproved wnder the Emergency
L Sutharization [ELA]. Asy of the vaccines that have been spproved ender the FUA would fulll the
vacination requiremend, not only the oreds] thad ultimiely receive full spproval, Emiphoryees whe il
negative af test popitive Bar DOAID-19 enbibedies are still required 1o receive the vaccine.

D South Van Mess Averae, 4% Floor » Sen Francizo, CA 24103-5413 » (£15) 5574800
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Vascemabon sl Fage Covermg Pobsy FAlR
July |1 NIE|

Per the Health Order Mo C15-07y ordered July 8, 2021, City employess working in high-risk seitings are
reguired o be fully vaccinated, with limited sxemplions. by Seplembsd 155 "Hygh-Rik Settings” mear
certain care or Bang settings, including mary congregate seinings, where employess have contact with
widrasrable popratations and where the nisk of COVER-19 transmission i higher, “High-Risk Settings”™ are delined
by the health crdes s gereral scute care hotpituly, shilled nursing lueilities, reudential care faciities for the

eiderty, homeleds thelters, and jaiks

What are the excepticon: ta the vaccination requirement?

Reasore for not getting vaccinated s 1) & sincarely held refigious belief that peevents the smployee from
ieoiheirig the wateans, o 7) 3 qualifying medical reason, such 23 3 dissbility, that infterferes wsth the emnployss’s
ahility o receive the vaccine.

Em plcryess with & medical cosdition or other sl restrcton that affects. ther ability to recehee a vaccine,
ak werified by their medical provider, or Ehase with a sincenely held religious bele! that prohibits them beem
PECENANE 8 VaLEing, may PRqUelt & reaionable acommodation ta be excmed from this vacdnation
requiremant. Thote emplopees who work in Bigh-risk settings [as defimed in Heghh Orger Pio C13-07y) and
wihie recehve an exermption will be required bo wear 3 well-fithed mank indecn in the workplice aed onderge at
leait weekly surveillance besting, This is a reguinement of the Health Order, and the City must commply with that
ordar libg ather 5an Frandsoo employers

The City will rervirw nnguinita for accormmods tion on § Give-by-cice basls conststent with exating procedares
far reasarable sccommadation. Exoept for employees working in high-risk settings defined sbove, vacanation
gnemptions will not be considered or spproved wntil the: FOWA appreees 81 leddt one vttt tion,

WORKMACE SAFETY
Revd the foll Foce Covering Reguiremands at Wk DOWRL] 9 Prevraton Policy ke

W there & @ mixof veotinated and urvaccinated employess in an office space, does evenyone need o wear o
mank?

Ermployees who have rat completed B Barm ar splosded dacirmentation cets the empleses portal will be
required 0o wWear 3 rath.

Cam | 58 wear & mack even ] o vecsinated 7
Certainly. You are welcosme to conbinue with faclal oovering if it provides o leved of pervon confidence and
safety, though it s nof reguited.

What qualifies a1 & boe covering T

& a0k cowiEtingg means a sunpical mask, & medical procedure math, a3 solustarlly wsatn meapirsiod, of & clath
covering that is beo-Lipens, without holes, and ikt fits dosely arousd and covers the nose, mowuth, and
surtaunding arsas of the lower Bce. Face coverings may not have a one-way vabee, Bandanas, scanees,
turdlenecks, ki masks, balaclavas, pliatic e shields, or single-layer fabeic coveringt ave not scceplabile,

Can indhidual offices require members of the public to wesr a ek to receive perdon?

Az of Tuesday, July &, Face coverings are no longer required for hully vaceinabed visitan emering Oty Hall and
ather City facilities, except far ceain lemied setings such as kealthcare, long-Term cave, paldic transit,
correctional and shelter faciiities. Bead the fll City Adminitrator mems here.

How will supervisorn know who needs to be masked?
Employess will use the seif-service function in people snd pay 16 record theer status. A roster of employess
wha srw able 1o unmask indoors will be datributed weekly.

e Sowth Van Mesi Avenue, 4™ Flogs # San Franches, C8 S4103-5413 = (415} 25T-LB00
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Vaczination and Face Coverng Policy FAlls
July 12 3020

ADDITRONAL RESOURCES
& Safety of COVID-19 Vaccines: hitms
yacgings ham!
& State's COVID webpape: btps/oovid19cs genfviss cirs,
*  City's COID webpage: hitgn./Vsf g loodd 23 yaccine sao-francicn/
=  Employee Aabtance Pragram: il sBieam/vig

Reminders

« Complete the Dizagier Service Worker (DIW) Actvation Survey. Some of our City's
most vulnerable populations need your halp, lel us know If you are able to support.

« Share this information with colleagues who may not have regular access to
amail.

« Stay up-to-dale on the latest COVID-18 information on Currents or our femols
workspace (no connection required).

« Sand your COVID-18 questions to covidmloishwater org

SFPUC Mission
To provide customers with high-quaity, efficient, and relfable services in @ manner that valuos anvirenmental and
 community interests and sustaing fhe resources entrusted o our care,
SFPUC Core Values )
Service | Excellence | Stewardship | Diversity |Safaty | Inclusivenoss

Go to Cuyrrants
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COVID-19 Digest #73
July 16, 2021

Vaccination Reporting Keminder

Wa'll Covear;

« Vaccination Reporting Remindar
+ Reminders

i you havenT done 50 already, please raport your COVID-18 vaccination status in the
Vaccination Porial no later than July 28, 2021 (review ihe policias for exemplions), and if you
are fully vaccinated, provide doecumantation to wesify the status. Review Digest 70 and #72
for mare information on submilting your slatus.

Pilease ses the vaccination reposting remindar balow from tha Deapartmant of Human
Resources (OHR) and continue lo send any questions to covidinfoisfwatar.orng.

A Ve
Derek Kim

Deepuity People Officer
Fuman Risounge Serviges
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Vaccination Reporting Reminder

All City emplovees must report thelr vaccinalion stalus o the City no later than July 29, 2021,
and if they are fully vaccinaled, to provide documantation to '.rlnT'_.' that status. The l:it-_,r’s
Vaccination pn{q- may be found here: hllps: B 12,

1 1) o

As we approach the July 28th deadline for all employees to report thesr vaccination status,
DHR encourages you to reach out 10 your employeas who have not yet reported. DHR has
created an FAQ for amninym to hulp answer any quasﬂuns they mav,.r ha-.ra The FN:I may
be fownd h-ar& i Fhr A 5/ : : i

Soma employees may not have accass o or may have axperienced difficulties in accessing
the Employes Poral in Self Service. Balow are links o resources o assist you and your
ampioyees in accassing the Employes Porlal:

* How to submit your COVID-18 vaccine status via the SF Emplovee Portal video and
In J

« How to wiewiupdate your COVID-18 vaccine status on the SF Emploves Porial

« How 1o log into the SF Emploves Portal for the first tme

« How 1o clegr browser cache

Reminders

« Compiete the Disaster Service Worker (D5W] Activation Survey. Some of ouwr City's
most yulnerable populations need your help, let us know if you are able bo support.

= Share this information with colleagues who may not have regular access io
email.

= Stay up-to-date on the latest COVID-18 information on Cumants or our famota
workspace (no connaclion raguirad).

+ Send your COVID-19 questions to covidinfoishvaler org.

SFPUC Mission
T prowide cusiomers with high-quality, sfficient, and refiable services in 8 manner thal values emvironmental and
cormmiknity interasts and sustains the resources entrusted to our cane,

SFPULC Core Values
Service | Excalance | Stewandship | Déversity [Safaty | Inchisienass
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COVID-19 Digest #74
July Z2, 2021

COVID-18 Vaccination Status Reporting Requirement / New Self-

Screening for All Onsite Employees | COVID-19 Cases (@ SEP &
SFPUC Vaccination Event

We'll Cover;

COWVID-18 Vaccination Status Reporing Requirement
Mew Sell-Screening for All Onsite Employees
COVID-18 Cases (@ SEP & SFPUC YVaccnation Event
Reminders

Cofleagues,
W have much to share with you regarding the COVID-19 vaccination stalus reporting

requiremeant, 8 new health screening process, and an SFPUC Vaccination Pop-Up evenL,

Please review the digest for delails.
Thank yvou all for your dedication 1o the health and welbeing of yoursabves, your colleagues,

and your commiunity.

Ve

Derek Kim
Depuiy Peaple Officer
Human Resource Sedecers

COVID-19 Vaccination Status Reporting Requirement
Due: July 29, 2021

Thank you lo those who have reporied their COVID-19 vaccination status, Employees who
hava not yat had an opporiunity to repor their vaccination status must do so by Thursday,
July 28th per City policy.

Wa understand that you may have questons regarding the CCSF vaccinalion policy or the

vaccing itsedf, click here for Vaccination Policy frequently asked questions. We ane actvely

working with City partners 1o address employes concems around the vaccination nsquingment
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Thea July Z8th deadine is a reporting deadline, not a deadline lor vaceination completion,
Qur depariment’s vaccination status data will inform these discussions and Is necessary 1o
comply with CallD5HA workplace safety requirements. Whether you are fully vaccinated,
partialfy vaccinated, or not vaccinaled, understanding the vaccination status of our workplace
is incredibly imporiant to keeping each other as well as the public we serve sale.

If you are having difficully uploading your vaccination stalus, please click here for detailed
instructions or you can also send your question to covidinfofisfwater.org.

To make vaccination stalus reparting easier and mare convenienl, HRS staff is available to
enter and upbbad vaccination status infarmation for you.

Il you:

= donot have access, or have limited access, to a compauterinternsat
#  have expanenced difficultiss entering and uploading the vaccination information

You can work with your bureaw/enterprise OPLs who will collect your documenis and HRS staff
will gnter and upload the vaccination status for you,

New Self-Screening for All Onsite Employees
Starting Monday July 26

For the past 18 months, we have all bean doing our par o reduce the spread of COVID-12 by
submitting daily health screenings whenever we work onsite. Those screenings will continue,
but are goéng to be simplified,

m.w;ni_mnﬂﬂﬂﬂm_Tm ﬂﬂwhmhwﬂa‘ﬂmw'ﬂ'nm
here: wwew sfpuclinkisergsn. Make sure 1o bookmark this Enk for quick reference - the ink
will be live as of Monday, July 26

This easy-io-use form is very similar to the form we used at the beginning of the COVID-19
emergency, prior to developing the app. It can be completed from any compuler or
smarphone, anywhere. Just like with the onsite screening, you will be required o complate
this sereening svery day before you can go onsite. And just like with the currant system, you
and your supervisor will receive an email to your sfwater.org email addresses immeadiately
after you complate the scraaning ketlng you and them know if you passed tha scresening.
Supervisors will also conlinue o have direct and instant visibilty into their stafl's scresning
status via the Manager's Health Screaning Dashboard, which now doas double duty as a
vanfication of both health scresning status and maskino mask status,

if you do not have interniel access al home or a smariphone, you may scraen onsite using the
iPads that were previously used by health screeners, or al 8 computar onsite. As each facility
has different set-ups for this, i you need to screen onsile, please speak with your supervisor,
Rick MNelson (RANelson@sfwaler.org), Health Screening Program Manager, is also available
to pssist you with this, and if you have any questions or concerms reganding tha health
BEFEEING
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COVID-19 Cases @ SEP & SFPUC Vaccination Event

Due 1o 4 positive COVID-19 cases within a 14 day period, the SEP facility is in COVID
outbreak status under CallDSHA guidelines through Friday, July 23rd (unless thaere's another
paositive case on site, in which case it axtends another bwo weeks ). All staff at the SEP are
currenily required to wear face coverings when indoors and out and o folow social distamcing
to the fullest axtent possible. They should also wear face coverings fulltime even when wisiting
other locations. Gontractors have also bean directed to wear face coverings in SFPUC-
controlled areas onsite and asked o wear face coverings fulltime through the end of the
outbreak.

All employees are being offered the opportunity to get tested on SFPUC-time onca per week
il the oulbreak ands,

Also, the SFPUC is hosting a COVID-18 vaccination event at the Southeast Treatment Faciity!
This event will be hald on Tuesday, July 27th and is open o ALL SFPUC stalf. The event
featuras

& Tha ability to get vaccinated with the Johnson & Johnson or Plizar COVID-19 vaccine
{your choica!) by staff from DPH.

¢ Dr. Fiona Witson, DHR's supervising physiclan, who will be avaslable 1o answer all of
your COVID-19 vaccination-reélaied questions.

« Staff from DHR who can assist in entering COVID-19 vaccination status into the DHR
reporiing system.

Covid-19 Vaccination Pop-up
For PUC Employees

WHEN

WHERE

BRING
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Reminders

+ Complete the Digasier Service Worker (DSW) Activation Survey. Some of our City's
mast vulnerable populations need your help, let us know if vou are able 1o support

* Share this information with colleagues who may not have regular access to
amail.

* Stay up-to-date on the latest COVID-18 information on Currents or our remote
workspace (no connection requined).

» Send your COVID-18 questions to covidinfof@shwaler org

SFPUC Mission
To provide customens with high-quality, afficiant, ard refable services in a mannes thal values ervironmental and
commanity interasts and sustaing lhe rEsaUftas entrusled it our Sare.

! SFPUC Core Values
Service | Excelence | Stewardship | Diversity [Safety | Inchusheness

Go to Currants
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COVID-19 Digest #75
August 4, 2021

Updated COVID-19 Safety Protocol for City Facilities and
Operations/ Vaccine Status Reporting - Extended Deadline/

COVID-198 Vaccination Medical and Religious Exemption
Request/ Well-Being Survey

Wea'll Covar:

Updated COVID-19 Safety Protocol for City Facilities and Operations
Vaccing Sialus Reporting - Extanded Deadling

COVID-18 Vaccination Medical and Religious Exemplion Request
Well-Baeing Survey

Reminders

Colleagues,
Please see tha mama below fram Mayor London M. Breed and City Administrator Carman

Chu regarding the Updated COVID-19 Safety Protocol for City Facililies and Operations, In
addition, the Department of Human Resources (DHR) has extendad the deadline for
vaccing sialus reporiing and provided the procedure for COVID-18 Vaccination Medical and
Religious Exemplion Request. Lastly, the San Francisco Health Senvice System (SFHSS)
would ke your leedback via a queck and anonymois well-being survey

Pleasa continue 1o send any questions to covidinfo@sfwater.org.

Thank you all for your confinued dodication to the health and well-being of yourselves, your
colleagues, and your comemunity.

RN

Darak Kem
Deputy Peaple Oificer
Huiman Resoune Sendoes
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Updated COVID-19 Safety Protocol for City Facilities and
Operations

LONDON N BREED
Kavon

DEreCE OF THE Mav ol
Ban FRANCIRCD

TO:; Doparimart Hasds

FROM: Mayce London 8. Bresd and City Administrator Cammen Chu

RE Uipdated COMVID-19 Salaty Prolocol lor City Facibties and Dpomicrs
DATE August 2, 2021

With this sungo in caeses and inchease in hospiskrations due 5o he highly Eansmisabie
Deltn varisl, and dos 1o recent changes in COC and COPH recommandations arcund
masking, San Fmncisco’s Health Officer has updaied the Encodraging COVID-T8
Vaccine Coversge and Redoding Dises ge Risks (Safer Refum Togedher] haalth cedes
adding &n indoor uniereal maskng mquinerent (Hoalin Order).

The updated order requsines that all individuaty, vaccinated and unvaccinabed, wear
o mask in indoor public settings at all tmes eooept for By mebed oroumetances
dessoribed & part of ®e Haalth Onder's Appendin A, Face Covenng Requremants. This
maabng Bhal Bl indivicuals entering o Ciy feciity ane required o wear o well-filled mask
cormamlend with DM mask guidance (Mask Gudarce ), thaugh thers ané somg sollings
fim aculs Cate Rospialy whess B0 NS5, EEprEion OF BURGICR Maki 5 nequied undar
slata or local rules

Tha purpass of BFes mama is o prenads spociic guidance for cur facliies. and
mmﬂbhwm. To the exten alowed by 350 o ledorad rules

requiring ios coverings kaf unvassnated peopis. waanng A wal-itoed mask i nal
required in the folicwing siuations:

tndooss Whille Alone. A parsan doss Rol nisd 1o wear & 'Wel-Fitled Mask when thay
& alons i @ City tacility or in 8 complolaly endiosed space tuch &s an ofice, sd
othes poophe ans nol luely 10 e in h sama ece. I Bnothar parson onbers the
enclosed spacs. Both pocgds must wear 8 Well-Fitled Mask for the durabion of the
irdEraction. Indevicoals mrus! woear Wel-Filled Masks whishivar thay Brg 0 gomi-
anclosed spaced Such BS Cublches Bnd common areas. such as frphouses, iobbies, and
alirvalors A Wall-Fitled Mask must be worn i the person is in an indoar publc space
whieng otherg ane roufinedy present

Astive Eating ard Drinkéng. Poopie may remove ther Wel-Fitled Mask whils iy
anbing o drinking. Peopis @nk uiged o ke seaied & & ible o posilioned af a stabionary
couniar oF pleck whila @aling or drinking, Wielo offico breakrooms and other aaling
Areas may e open, e foliowing guidsines musl b folkreed:

o As a8 condition for ompicyess io remove their masks &ad ead of dink in
treaknooms, the breakioom musl use B leasi ore of B thres DFH-appioved
verdlation siretegies. 1) &1 waddnbls sindows and doors accessbie o fresh

110w Coiy 1w BL GOl TH PLSE, Mook 300
B P oo, Sy coman, Gl B0 400 1
Tevermnesr (%) Bhd.§141
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outdoos air are kept open 88 long as alr qualty and weather conditions permit, 2)
fully cperational HWAC syslem; or ¥} appropriately sized postable air cleanars in
each moom

Employees should be nolified that they are advised against sabing indoors in g
breakroom or other common ama o the greatest axdent possible. Whene
feasibla. deparimeants should provide an ouldonr anrea where employeas can eat
thair meals. If empioyees must eat indoors, encourage employees 1o eal away
from others, including al their own desks or workspaces

Cepartments should stagger and scheduls breaks for thelr employees and the
use of break rooms o other similar indocr spaces o avold crowding and help
limit socializing

Deparments shoukd post the “Take a Break Salely” sign in any break reom,
calfeteria, or smilar indoor space. The sign is avadable onine (Take a Break
Salely)

Motor Vehicles. A person does nol need to wear a Wel-Fified Mask when in a City
vahiche if alone &nd the vehiche is not regulary used by other indhviduais But a Well-
Fifled Mask & reguired whan more than one person s in the vehicle or if the vehicle s
regularly used by othars. People ane strongly encodursged o roll down the vehicle's
windows lor ventilation when |hene i& mane than one occupand in a vehicle

Showering, Personal Hyglene, or Sleeping. Pecple may remove their Well-Fited
Mask anly while showerning or actively engaging in parsonal hygiens thal requires
removal af the Wel-Filed Mask, including at a gym of other facity. People may
remove el Wel-Fited Mask while sleeping in indoor publc saitings (e.g., firehouses).

Gyms and Recrealional Sponts. Parcipants in indeos recreational sparts, gyms, and
yoga studios may nod remove thelr Well-Fitted Masks except while actively engapged in
water-based sports (gwimming. swim lessons, diving, water polo) and othar spods
where masks create imminent nisk fo health (e g , wiestling, juda)

The Real Estate Division will be updating signage st enfrances of all Ciy bulldings i
manages to reflect the new universal masking requirement. Depariments can find
#pﬂll:ﬂ:l face covering signage onling as part of the Oulreach Toalkil (COVID-19
JTookkit),

e knpw thal vaccinaling as many people as posaible, as soon 88 possible, s our best
defense against COVID-18, the dela variant, and the harm & can do to our

cormemunities. We must continue working logether to ensure that as many aligible peaple
as possible gHl veccinated. For mare infarmation on COVID-18 vaccines, visit Gal
Vaccinaled

Pape 2 of 2
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Links from the above memo:

s Healh Urder

« Mask Guidance
¥ & a [\
W WID=18 Toolkil
L ]

Gat Vacoinaied

COVID-19 Vaccination Status Reporting Requirement
Deadline Extended: August 12, 2021

r;
&
-

o
=

"F wh by
OF py k!

Employess who have nol yet reporied their vaccination status to the City have baen
provided a 2-week grace penod (untll August 12, 2021) to do so. If this applies to you,
please be sure to complate it by the exlended deadline

Il you a&re having difficulty uploading your vaccination 5.1a1u5 piease click here for detailed
ingtructions or you can also send your guestion (o

To make vaccination stalus reporing easier and more mn-*ament HRS stafl is avaiable to
anter and upload vaccination status information far you

I you:

+« o nol have acoass, or have limited atcess, o a compuianinterneal
v have experenced difficullies entering and uploading the vaccination information

You can work with your bureau/enterprise DPLs who will colect your documents and HRS
staff will enter and upload the vaccination status for you
For more information, see our last digest - COVID-19 Digest #74.
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COVID-19 Vaccination Medical and Religious Exemption
Request

City and County of San Frantimco
Carnl harn
Human Resoumes Duscior

COVID-19 VACOINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST

FROLEDURE
maiand! buly 30, 2071

Agihaity

wmmmumuﬂurﬂq

T Arubricies with DR-ab3ines Aot [ADA] and the Calforria Far Employment and Moaming A
[FIHA] prihits erployrrant discrieminalion sgadnst gualfied applicants and employees on the
b of divabliny, in Bsordance with the law, i is the pofioy of the City and Cowndy of San
Franchan 0 phosde squal employment cppomunitics 1o qull ¥k v with deabifise.

Equal Employment Dpporiunity Polioy

Cescrirminading aga#rst, o harassing Clty and County of San Francaos [Kity] empicyess,
eplican, &F pRrlnd Breniling dervicel 10 s Dity by contract, ingludeng vapenvianny snd ron-
UPETTIIEY BReyres, bicause ol their sy, rece, age, religion, polor, rational ongin, ancestry,
Mldwimnmﬁﬂlﬁmm1wwdmm.lmd
1m_rmwmrﬂm.m,rm LML, gEnatic informration, mantsl stat, sesn
prierdation, perder, geoder identity, gender expreatisn, miltany and veteran slans, or oihe
proberted cabegony under The L iy prohiited and unlwsdul, For the purpcas af thiy policy
ey, e berm "ernolovess” Inchades wnpasd berme and vielurdgen. Dicremiration s the
uregual resunent of Irdhadualt with respect to e berms ard conditiora of Eheir grmglopment,
Eaied o i rremibership in @ profected category. Harsemend 4 unweltome wisuel, verbal, o
phracal eondust engaped o on Bssount of b FEMON'S §0%M OF pEroEved meTbershin i e
profecied calegory.

Genersl Vartinalics Requirermenti
A Chty eregioyees ans regquited (o repart thelr vacsinabon statun by luly 33, 2071

Crriabes with kcal Pullic Health Drders and Cry polioy, the Sty requines ermplcpees, B
lected and anpamted offaciall, to recelee a OOWVID: 19 vacciration {0 enier the workplacy of
o war i B Tiedd., Tods sadety-refangs job requinerment s effective Segtermber 15, 2071,
for employees repulicly working onsile i High-Rigk Settiegs; Dopskar 11, 2021 for emplowets.
whio are roft permanently itationed or fepuledly afgned 1o s High- Rk Sshing but wma in the
eourte of their dubies may enter or work in those settings even of in InbErmilien] OF GEcaiianal
hasiy Tor 1Rert petiods: and 10 weeks after FOA approvel of ang one COVTD-19 vaocing for 30
ottar Gty prolcyees.

O Soith e Mia Averas. & Floor = San Francison, A QUL00-8410 w 4 15 5574805
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The local Publs Mealth Ordes defines. High-Rink Setimgs a3 oertasn care of bving setiings,
intlidng rmany (ORErEgate wttngs, where smployess may have contact with wsnerable
popuations and where the riak of COVID-19 trarsmssion b bighe High- Rk Semings. @cbde
general tute care hospaiaks, siilled nursing facllitles, residental care taciinies for the eldenly,
homeeiess shelters, and gils.

Medical and Religious Exemptions

& meedncal o peligious evempl from the vaccinakion requinement may e granted i

Far medical reasons (1] the employes has a gualifying dhabsity that prevents them
fram iecebving a COVID-19 vaceination, [2) the smployes fequeti o reawanable
scemenddation, (1) ihe employes provides required medoal documentation to support
an exeimplion, and (4] an svemplion woeald not pede a disect threat to the health and

safety of the employer or others that cannof be mvitigated; or

For religious reasans (1) the employes holds 2 sincere religioun belief, practaoe o
obssrvance that i conldaly 1o The practice of vaicination, | 2] the enpioyes reguests a
ieligiow accommpdation, | 3} the employee provides requised docismentation o
infotmation [o suphodl an exempison, and (4] an exemplion would nat pote a dinedl
tihr eat to the health and salety of the employee of others That cannot be mitigated.

Review and Appeal Rights

Reguests for medical and religheus sormptions will Be processed by the employee’s depaiment
personnel official, whose detenminations are subject to review by the Hirman Resourc es

Direscion. Employess fnay ippesl demals all axemplasn fegueiti 1o thse Hisrsan Hetoerees
Dhrecion, wkose determinstsons are appealable to the Ciwl Serviee Commasion.

Easimpl Emplayees

Employees working in Mgh-Fak Settings and certain other health care settings with an
approved wetcination exemplsan must follow local snd State Public Healih Order requaemients
that mandate

1 COVID-19 vesting ot beat onoe & week [or more as required by the Sate's Public Health
Cirder | using edther a nucleic acid [ingluding palymerase chain ceacisan (PCR]) or antigen
il AND

2. For employees working in acute health cane and long-tetm care settings, at all times

while seorking in an indoor work setting whiere [ 1) care iy prosided (o patEents of
pesldents, o |2 le which patients or ressdents have acoew fod any purpowe, wear a
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respiralor approved by the Mational msgitute Tor Coospational Safety and Health
{MIOSH], a5 required by the State Publs Health Ovder.

for employess working bn all other High-fisk Settings, at all tmes while working indaon
with others, wesr a surgical mank. The City will supply empleyees in these workalaces
with FOA&-cleared wurgical masks.

Al other City enaployees with appioved exemplions must wiead an appropriate face covering
wihile wisdhing sn-aite of in the Sisld. Pursusnt o Caldiornds Oooupatsanad Health and Safety’s
(Cal O5HA) Emergenty Temporasy Standards {ET5E The City will provide employees with N95
MAaR UpDn Fegquesl,

Medical Exemption Procedurne

Emplayees should complete and sign an Employer Requeit lor Reasonable
Accommedation Form [COWVID-19 Yaccination Exermption]. Departments mast commider
any request for a deability-related accommodation that provdes sudficient notice of an
employes's pueposted inability fo comfily with vaceination reguir ements due o a
mpdical conditson, whethes the request i on the designated form, in writing, or
cammunicated orally o a supervior or department persannel official,

Emplospers must anawer rebevant questions regarding the medscal condition that
preventy getting vaccmated but should not dischose the diagnosks or treatment plan

Emplayees must sbimit s completed form, of an equivalent wiiting 1ega deng the
requeest for & medical exemption from the vaccination requirement, with medical
verification of the employee’s dinability that prevents getting vaccinated to a
dimpai imeend perionnel official, supenaser or manages.

Depastment personeel officaly mnt athknowlodge receipt of an employee reguest o a
medic sl exernplan froum vactnaton regueremen s aithin Dao | F) Businest days.
Acknowledgments may be wia email s122ing the reguest has been recersed, or by
requrring a copy of the Employee Aequent for Reasonable Accommodation Fodm
[COVID-19 Vaccination Exemplion] sismped “Recsived” with the recespt date an the
face ol the document.

Depariment personnel officisls must engage employees in the mleractoe protess if the
meed for @ medical sxemplion from vaccinatson requirements s not extablished by the
employee’s request and supporting medstal cedtdlicaten. of the eirgloyes das nst

s bt sueffichent medicad wevification.
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6. Department personivel official thowld foliow the Cy's Ressonable Accommadation
Procedises, and may use the Health Care Provider Certification Ferm (COVID-19
Vaccine Exermption) for requesting enformation from health case prenvidess in suppoi of
& request for exsrmgition feam vaceination requinemenis.

Religious Enemption Proced ure

1. Cmployess should complete and sign an Empleyes Regquest for Relighows
Accommodation Form [COVID-19 Vaccination Exemption], Departments mial corridar
anvy request Tor @ religious accommodation that provides sufficient natice of an
employee's putported inabdity 1o comply with waccination reguirements for religious
reasors, whether the request is on the designated form, in wiiting, o communicated
oeally 100 uperiied of depariment personnel official

1 Emplayens midst s 3 relesant questons reganding the religious elief, pratiEe ar
otservance that prevents them fram getting the COVID. 1% vaccination

1 Employees musd subimsl a completed Barm, of an equivalent witting regarding the
regquest foe & religious exemption from Ehe vactmation fegquisemsent, with any relevan
i1atements, documents, of information pertalming o the refigious beliel, practios o
chervance thal prevents them from getting vaccinated o a department pessonnel
official, superisor, of manages

4. Departmven peesonnel afficialy, must acknowledge receipt of employes requests for
relegeouns evemplions from vaccinatian requirements within two [F) Budness days
Asknowledgments may be wia emall stating the requiest has been neceived, or by
returping a copy of 1he Employes Requesi for Religious Aecommodation Foom |COVID-
19 Vaccination Exemption | stamped “Received” with the seceint date on the facs of the
dotiuimen,

5. Finplegest may e reguiied to wilsrmit sdditional informatian fegarding ke religious
natute or the sintenity of a particular belied, practice or ohsprvance. Relevant
mformation may inchede:

[a} betters from a relighous leader explamning the nature of the religious beliel{s],
practice(s] of observance(s) and the need for an siemplaon from the wocnation;

[b] artictes from religious scholirs that desciibe the nature of the religeous belief[s],

pragtices[s), or ohservance(s] and the need for an exemplicn froem the vaceination
reguseermenl;
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(e} excenpis from seligious of sacred texts explaining religiow beliefy), practicesfy], o
observance{s] that prohibil vaccnatian;

{d] written materialy desedibing the religious beliefiy), practice|s) or observance]s) that
prohibits vaccination;

[e) statements, afficivits of athet dotuments rom the smployes dewribing the beliefs,
piaclced, of obisrwances, intloding information regarding when the empliyee
embiraced the belislis], practices) or obiervance(s), a3 well 2y when, whese and
how the employee has adhered B0 the beliel, practice, o obierance that prohitsts
WAL e,

i) ststements, affidavits, or other documents Bom potential witnesses identdied by
the emplayee as having krowtedge of whether the emplayee adbseres o doy s
adhere to the beliefis], pul:ll-r.-l.-[:.b or ohiesrvanceli] that prohliy waccknation, {e.g.,
redigioan leader, farmiby, Iriend, neighbar, superdsar, of coworber who may have
observed the employee’s past adherence, of kick thereol, or distussed it with the
erEployes]

Depaitment parsamne] offsciils will seview reguests Tor religions exemplions and
detormane whether addatonsl infarmation i requined. Ay fequest Tor additional
mformation w4l be made wthin free (5] busineds days of recelving & compbeted and
signed Employves Rogquest for Beligious Acoommadation Form [COVID- 19 Vaotnation
Ewempiian].

Employees whn do not submé requested nformation withm five [5) businew days of
recelving a reguest Tor additional information from a depariment peronnel official thal
e denied an evemption from the vaccination requirement. Motwithatanding.
ermployes may tegqueeil an exlencion of time 1o swbmit reguested information
supporting a request, and department pervonnel may grant a reasonshle extension of
the temee, nat b exceed an additional five [5] business days, for & responae.

Degpantrisnit personnel officiab will e the Religious Accommodation Certification
Form [COMID-18 Vatcination Exemption ) 1o iequest additionad information in support
of & religious exemption from the vetcination equerenen

Department persanned officisls will make a determination and respond 1o an employee
request foe religious exempiion from the vaccination requirement within sesen (7]
bisiness days of receiving an atcammadation request and any supporting information
requested by the department.
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10 Department persannel odficialy shall e the Accammoadation Determination Form
(COWID-19 Vaccination Exemption] Lo document and commurscate final deleiminations
on employes reguests for religious pxempin frem waccination reqguirementi. The
reason far amy denlal munt be stated on the foom.

11 Copies of sppdoved Abtammodation Exemplion Determinaton Fooma will be uplosded
and repoeted in People and Pay (5F Employee Portal] alang with the emploves’s
“Urnvsteinated” status.

13 Employpers may appeal fnal determinations denpng a nequedt for religaous mxermpinn
firewm waccanation requirementi, Appeats must be @ owtting ard sent to the Human
Eesoiumrcet D eciod within 30 days af the dated depastment decision denyving the
P s,
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We Value Your Feedback — Take the SFHSS Well-Being Survey
Open Until August 20, 2021

As we navigate the Safer Return Together, many of us are experiencing a mix of emotions
as we return 1o our "new” normal, SFPUC, iogether with the San Francisco Health Service
System (SFHSS) is committed 1o the safely and well-baing of all of our employees and we
could use yvour feedback. Please take lima during your warkday to complete the Beyond
COVID-18 Well-Being Survey. Your feedback will halp leadership identify opporunities to
bring miew and redevant resources to support you as you return 1o the workplace. The survey
will rermnain open until Bf20 and should take aboul 10 minutes to complete. L 5 complately
anonymous and no personal identifying information will be collacted.

Thank you in advance for taking time out of your day to complete the 10-minute survey. We
arg extremely gratelul for your honest feedback and thoughtful sweggestions. Click HERE o

get started,
Reminders
= Complete the Disaster Service Worker (DSW) Activation Survey, Some of our
City's most vulnerable populations need your help, let us know if you are able to
suppor
= Share this information with colleagues who may not have regular accass to
amail.
= Stay up-to-date on the latest COVID-19 information on Currants of our femols
wiwksnace (no connaction regquired).

+ Send your COVID-19 questions to covidinfofbshwater org,

SFPUC Mission
To provide customars wilh high-quality, efficient, and relisbie services in & manner thal values environmanial and
cormimilenity inbenests and sustains the resources enirusted 1o our care.

SFPUC Core Values
Sarvice | Excellence | Slewarndship | Diversity [Salety | Inclusheness

G0 to Cyrrents
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San Francisco
Water

Sereses of 10w San Francisco Publbc Liktss Commesson

COVID-19 Digest #76 (Revised)
August 26, 2021

End of Full-Time Telecommuting/Employee Vaccination

Deadline

We'll Cover:

= End of Full-Time Telecommiuding
= Employee Vaccinalion Deadline
= Ramindars

MOTE: The information balow is tha same as the last digest (COVID-19 Digest #75). This
email includes accassible links rafarenced in the DHR memo,

Halky Team!
We recently received updated information from the SF Depariment of Human Resources
(DHR} regarding two City policies and their coresponding deadlines:

= End of full-tima telecommuting - Movember 151
+ Employea vaccination (high-risk sites™ sooner) - November 1st

Pileases raview the memarandum from DHR beSow, and the table of COVID=18 vaccination
daadiines, As we gel more information, wa will ba sure to continue 10 update you
*High-Risk Siles meiude locations such a5 hospilals, skifed nursing facililies, residential
carg facilifes for the aldeny, homeless shallers, and jails. The SFPUC does nal have any
work localfons thal fall undar his reguirgmant

Sy aalthy. catm. and kind
--::;.'L-; -

Jmsing Hinderile

Chi! Pooghs OfSol
Hurman Rasowde Senice
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City amd County of San Francisco

Human Resouroes Dinposor

o

Department of Human Resouroes

Conrpciing Peopds with Purpods
wanw tidhrorg

Caral len

Department Heacs

[FROAA: Caral lsen, Hurman Resaurpes Direciorn

RE;
DATE;

Return to the Workplace
Auguast 33, 3031

Since the beginning of the Local Health Erengercy, we hive misde the besith snd vwelBalng of our
Employedd snd the public our Bop pricdity. A & resilt of the FOA's full spproval of the Plizer vaccine,

tha City

it updating previous puldence ) Bout vaiziration reguinermits, Tull Cime Delecoenmuging. ot well

a3 Resting and amptoyes salety.

#x che Gty continues to edjust health and safety puidelines reflated to the COVID- 19 pardermic, all

depaftrentl abe uhged 15 ol Sivalep indhoabin, dguitilie, and §PRoant waihpling 1 fufipodt seall
transl toning to mione [nepenon wor

Tine ey
L

upedades: are culined below:

All Employeds Must B Vaccnated by November 1, High-Bisk Shes Soonen

Today's anncuncerment by the U5 Food and Drug Admdniitration that the Plicer-BioikiTech
wilzing Mt been granted full approvsl Warns the clock Tor the Dity's 10 -weei bmeline for all
employes 10 be vecsinated, T reguitement is described in mone deted in i Cing
Vsgination Polor, Under the Spfpr Retrn Tomther Health Order, some amplopses who work
i High-Risk setsings ane requined 1o e vescinated on & feiter timaeling ag we hase grared in
oo communications, These Bmelines are also destribed In the Tty Vaicination Policy
Friopd wbove,

Delay emd of Full-time telecommuting to coinddes with November 1

Thie ey FREUI 15 In-peereon wark date for therme Chy employees bs November 1L 2021, The City
rermalng open to n-person senvices however, we will be delaying full rehum to the workplace for
employeel wha afe rot providing in-peron tefvice 1o the public untl Novembsr 1, J021. AN
employees must be svallable to work onsite If neaded for business reasors. In eddithon,
mployil who with 10 0o g0, may work omas but will nesd b coeliruse 40 moneor e

e atthy, arel depastments should keep track of ermployess are working onsite.

‘Waprinaticns Availahls Omite
Todabe, nearhy S0% of Oty ard Courty of San Franchon ermplovees have baen vaccinaled

apairnt COVID-19. Gesting o many people 5t poiaible veccinated &i soon a3 posaible i our best
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weay ol of the piedemic. 1’ i easental that all departmenty work B ersourage and puppoi!
employees o be vaccinated a3 w0on an polnible. Vaccines sre available o8 no coat 1o all
employees, and can b brought orafte to your workplaces. Messe reach out i

Fona WihondBs ey or g 1o schedule an oraite victingtion cleic.

4 Employes Accen b COVID Teating
& high-volome testing sie for OOVID-19 is open at Tih and Brasean Streets in e South of
Murket neighboriood. The site has capacity to sdminister 500 testy per day from 9 am. to &
pom, seven days a week by sppoirgment oady. 100 tests per day are reserved fos Oy
employees. To make an appointment of (o fed other besking shes emplovees can st
il igeneited. Empbrsees can also schedule & teat withs tesir bt ahh e peorider.

% Workplace Safety
The City sred Cosnty of San Francisco will conbinge o maindan certain 1afety mesvaies within
our City Racilities. Berbowy i 3 summany of the ey salety profocass. that impact moal
et hefiiE
W you sne sick, vty hoeme - The State and the Ofy eich provided B hour of paid
COVID- 13 apecific dich bpdree, whick B curmenly vailable through Segiember 10, 3071,
Employess can yae ey wraned hours of thews sick leaves For COVID- 19 wpecific ressorm,
and may wie ofher ime ol balances when they are sich for noer-LOVED- 19 reasoms.
#  Daily health screenings - The daily beahh screesing requeement remans in place.
Drrjuartmeats shauld remisd any empliypss coming inta The winkplios that lhey are
reguited o pertorm a DOVID- 19 symplom sell-masisment prior to eateting the
weorhplace each day by sieng the ek eour health app or sigring the sell s riestaten
boirm it the enirance io your workplace, or lollowing othed procedures established at
o departEnEnT.
®  Fape mashy reguined indoon - Cal/05HE regulations. a5 well 31.0ur local Mealth Ordes
teinue 1o requine all emplopees wear § mask when in the workpiece, regardiess of
vaccination wtatus, with lmiEed ecce pliorn ek ;o whes in a private office with the
duet iphopeed. members of the public enteving ity oened of leased feclties are sko
required to wear Boe mavks regardiess of vacoration viabs
= Duty io report COVID Caues- theee B¢ moee casey o vwork kacatite withina rollisg 14
dity period eosatitutes an dothieak asd mudl be roported i the Depanment ol Publ
mmmwnmmmu!mw

®  There are no lorges phypsiced distancing requinements, escept s limiied Patances.
Howeyer, pmployess thagld rol comgregate in thaned spaoet oo share food

Links from the abowve mamo:
City's Vaccinabion Policy: z i .

employees
Safer Retum Together Health Crder: bilps:
-1 i- -

To schadule an onsite vaccination clinic, email: Fionpa WilsonGisigoy.org

To make an appointmeant or find COVID-18 testing sites: hitps:iisf.govifind-out-about-
wigd-1

SFPULC Covid-19 Seif-
E:men-nu ﬂmllﬂm office ﬂnwﬂﬂwmwwwmﬂ
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DOutbreak Management
Aiafdhr.orgisites)

Guidance

Qi ultiple-dnfections. pdf

COVID-19 Vaccination Deadlines

Mgt mmirhmlmdlnndnrmllmcnmﬂﬂmﬂmm‘hﬂﬂmL

Employees who |«  BSoderna: First Shol no foter ihon Septermber 1, 2021
are assigaed Lo o Second Shal fa kler than Seatamber 30, 2021
reutinely work |« Plicer: First Shot na fores thav Seglember 5, BO2 1
onalie in High- Sacond Shot no bater thon Septembes 30, D21
Risk Sattings or |« Johnson B Johnsono First Shot no foter thon Septemiber 30, 3021
other Health Care
Facilities
Emplangii Must b Tully vaccinated no later ifwan Dcbober 15, 2031
inmgsenittentbyor |« Moderna: First Shod no loter than September 1, 2000
cocasionally Second Shot no oter Ehan Sedtember 19, 2021
woridng in “High- | = Piizer: Tirit Shot no kder than Septemiber 8, 2031,
Rink Sattingy™ Secod Shot no farer thon Seotember 29, 2021
& hohason & boheeon: Firot Shot no keter thon Seatemiser 20 2021
Al Othar Bdust be Tully vaccimated ro lager than Nevembaer 12021
Ermipleyess not »  Mapderna: First Shot ne igter ifon September 20, 2021;
waorking In “High- Sevond Shot no kater than October 18, 2021
Risk™ or athar & Pl First Shot mo loter than Septermiber 27, 1021,
Health Care Terani Shot o lager than October 18, 3021
Settings Johrsmon & Johnzon: Finit Shot no ieder than Oolober 18, 2021,
Reminders
« Complete the Digaster Service Workar (DSW) Activation Survey, Some of our
City's most vulnarable populations nead your halp, let us know il you ane able (o
support.
¢ Share this information with colleagues who may not have regular access to
amail,
» Stay up-to-date on the [atest COVID-19 information on Currenis or our remate
workgpace (no connection requirad).

» Sand your COVID-18 questions to covidinlofisfwater.ong.
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San Francisco
Water

Sorvicod of bha S Frenoaon Pulihc 0Tkt es. Lommeiion

COVID-19 Digest #77
Seplember 22, 2021

COVID-19 Vaccination Events and Vaccine Exemption

We'll Cower:

COVID-19 Vaccination Events al City Hall on 927 & 9728
Employes Vaccination Deadiines and Helpful Links
COVID-19 Vaccine Exemplion

Remindears

Hello Teann!

With vaccination deadiines coming up. we have soms important and helpful infarmation for
you, There ane some upcoming vaccination events at Gity Hall, and d you belive you
wiould ke to pursue an-exemption (medical or rebgicus), please make sure 1O gel your
requiesl N as 00N as peossible,

As we get more information, we will be sure to continue to update you. For your reference,
here's a quick link Lo the COVID-18 Digest #76 that included the latest mema from DHR with
kay updates.

Siwy heally, culm, and kind,
-
Jusing Hindorber

Cha! Pacple Officsr
Hurman FAasouras Serdoes
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COVID-19 Vaccination Events at City Hall on 9/27 & 9/29

Thare will be two frea COVID-18 Vaccination Events at City Hall on /27 and 929 available
for City & County of San Francisco employess. No appointment |5 required.

Vaccination Pop-up Event
For CCSF Employees

1o

' our cholce
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CCSF EMPLOYEES UNDER THE HEALTH ORDER

Vaccination Pop-Up

Stop by lor your free Johnson & Jlohnson vaccination shol
no appointment required

Morth Light Court, SF City Hall
10r Carlton B Goodlett Pl

Wednesday, September 29th
September 28th is the final day for
B.30 AM - 130 PM employees who

fall under the SF
Health Order to
receive their J&J
vaccine.

A Stabe lssued 1D

Visit the “Ask the Doc™ table
and get your questions about

the vaccine answered,
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COVID-19 Vaccination Deadlines and Helpful Links

RCCINATION DEADLINES

Al recesve their FMAL dove of wacome regimen 80 LATER THAN September 10, 3071,
Emplayers wha are
asusigned toor roatinely | = Pioderna; i i s gl bejiieinle -3 3033,
work ormite in High-Riak Secand Shot N0 LATER THAN Ssptember B0, 2021
Sernings or other Health | = Pliger Sed s bbbl e, - bhi o
Care Facilithes Secomnd Bhot MO LATES AN Septemiser 30, 2021
= Johoson & lokesan) Fiest Sl 80 LATER THAN Septembee 30, 2001
[htint e FLELY VACCIMATED WO LATER THAN Doipber 10 3021
o - P PGS Iy bl ek i naled bis bialeinled b oHead -
Second Shot NOEATER THAN Seplember 79, 2021
stcailanally warking in Prllger: e s dabens. s o et B R g
. :
High-Risk Seviings Second Shot M0 LATIE THAN September 79, 3071
lokigh B bokshign; il Shat WO LATER THAN Septembes 29, 2001
Jhtent e FLULLY VACCINATED NO LATER THAN Nowembaer 1, POT1.
u f '-. " [ ¥ ) I‘_l Ll e ". i i S SR s
ik o 1 = 1
:’xrﬂ::;‘: $econd Shot NOLATER THAN October 18, 2031
- Pligsd: il Shot WO LAFTR THAN September 27, 200215
. Second Shol B0 LATER THAN Ociober 18, 2021
s Jokesen B lokemon) Fash Seot 80 LATER THAN Ooieber 18, 2021

b e e ke dogofa nurf an hengaliel, jlbilled serng fosdd e, el cove facdaes o e eliealy, hamedmia shellion,
dvill il it REPLIC e ! Ao vy el i it (I T W] oiadle' s T vl

Caty's Vaccination Policy: hitps:i/sfdhr.org/new-vaccine-and-face-covering-policy-city-
employees
Safer Retum Together Health Order: hiips:/www sldph.org/dob/alers/fles/'C 19-07-Sakge-
Raturm-Togsther-Health- Crder. pdf
To schedubs an onsite vaccination clinic, emad; Fiona Wilson@sfgov.org
To make an appointment or find COVID-19 testing sites: hitps:Vsf.govifind-cut-about-
wuf id-19-testing-options
SFPLUC Covid-19 Salf-
Scresning: hitps:Norms.office. com), sire nse BEpETI MHZY4WIdckyvbYw

uvWRSaUEEyirTVxHnY o0DvEDSNFUQzdRSZITOUaz 01 AINFNVOOIESOSDTIY 2QyQI0
Cutbrisak Managanmient

Guidance: hitps:isfdhr.org/sites/defauitifiles/documents/COVID-19/Managing-
Qutbreaks-Multiple-Infections. pdf
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COVID-19 Vaccination Exemption

An employee who has a qualifying medical condition of holds a sincers religious balia!
prohibdting them from being vaccenatled may apply for a reasonable accommodation to be
exampted from the vaccine requirsmant.

Flease contact Hallia Albert, EED Programs Manager, at halbeiimshwale: org or

RAgEstwater org 1o begin the intaractive process. Hallie will work with you 1o acguire the
necessary information to assess your request

Reminders

= Complete the Disaster Service Worker (DSW) Activalion Survey. Some of our
City’s most vulnerable populations need vour help, 18l us know if you are able to
SUpPON.

» Share this information with colleagues who may not have regular access to
email,

= Stay up-to-date on the latest COVID-1% information on Currents or our remote
wimkspace (no connaction required).

= Sand your COVID-18 guestions to covidinfodsfwatar org.

SFPUC Mission
To provide customers with high-guality, efficient, and reliable services in & manner thal values envioamantal and
mmmmumﬂmmﬂhmm

SFPUC Core Values
Sarvice | Excellance | Stewardship | Diversity [Safaty | Inclusiveness

Go to Cyrranty
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LOWiID-19 frdg

Subpect; September 1iTh Vddinaton Bverd

Feiday, Septeeringr 14, 2020 9131001 AM

Seplember 24, 2021
Hello,

All city employees must be fully vaccinated no later than November 1, 2021, uniess
they are oltherwise required to be vaccinated sooner. An individual is fully
vaccinated once 14-days after a final dose of a vaccine regimen have passed,
please see the dales below for vaccine-specific deadiines:

The city is hosting a free vaccination event on Monday, September 27th from
8:30 am to 1:30 pm at City Hall, 1 Dr. Carlton B, Goodlett Place in the North
Light Court. This event will provide Pfizer and Johnson & Johnson vaccines to all
City employees, Appointments are not required,

Seplember 27th is the final day employees can receive the first shot of a two-shot
vaccination series. Please speak with your supervisor o attend the event during
work hours.
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Shame this emall:

&

S0 akdnr Cubd Ansiis 3 Fhod
San Franciscn, O [ 841053 e

Then sl o went i rgarierms i atanter 4
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Frasn s COID-1% Info
Toe
Subject: mnm with COVID- 19 Vacrination Policy
Ciake: Morday, September 27, 3021 12-50:22 PH
™
Seplember 27, 2021
Hello,

The letter bedow will be sent to your home addrass via USPS Mail tomorrow. You
are receiving this notice because our records indicale that you are not In compliance
with the City's COVID-19 Vaccination Policy.

To be fully vaccinated by the November 1, 2021 deadling, 14 days must have
passed since you recaived the final dose of a two-shat vaccine or a dose of a one-
shol vaccinge,

September 27: If you plan to get a two-shot vaccine, TODAY is the last day 1o get
your first dose of the Pfizer vaccine in order o meet the deadline. There is a free
vaccinalion event happening today from B:30 a.m. 1o 1:30 p.m. at City Hall, 1 Dr.
Carlton Goodiett Place in the North Light Court. The event will provide Pflizer and
Johnson & Johnson vaccines to all City employees. Please speak with your
supanvisor 1o attend during work hours
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September 29: A second Vaccination Pop-Up will ba held from 8:30 a.m. to 1:30
p.m. at City Hall, 1 Dr. Carlton Goaodlett Place in the North Light Court on September
29. The event will provide Johnson & Johnson vaccinees (o all City employees,

Additional Resources;
« COVID-19 Vaccine FAQS

Reporting Your Vaccination Status:
If you need 1o raport your vaccination status and don't know how o upload your
information, you can follow the tutorials linked below or

Letter to be mailed:

You are receiving this notice because our records indicate that you have not mel the
City's COVID-19 vaccination reguirements.

Per the City's COVID-18 Vaccination Policy the deadline for full inoculation is
Novamber 1, 2021 for all City employees, so the deadiing to receive the final dose is
October 18.

Tao be fully vaccinated, 14 days must have passed since you recelved the final dosa
of a two-shot vaccine or a dose of a one-shot vaccing. You will not be in
compliance with the City's COVID-12 vaccination requirements and will be subject
to separation from your City employment if you do not receive your final dose by the
applicable deadline.

Once you receive your vaccine, you should immediately enter your vaccine
information and documentation into the City's People and Pay System using the

Employee Portal or email HRSadmingpsfwatar org for assistance with antaring this
information.
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If you have any questions about the City's COVID-18 Vaccination Policy, you can

find additional resources at hitps.iisfdhr.org/covid-19 or you can
contact EL Ri@siwater.org.
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(@/

. Human Resource Services
San Francisco oot e
San Frenceco, Ch 54102
Water Power Sewer T 415554 1670
Sarvcoy of the Yan Frarcico Buble Ubhibes Cavuninion F 415-558- 1883
Via U.S. Mail
September 27, 2021
Eric Eliasson
I
I
RE: Vaccination Status
Dear Eric Eliasson:
You are receiving this notice because our records indicate that you have not met the
City's COVID-19 vaccination requirements.
Per the Ciry's COVID-19 Vaccination Policy the deadline for full incsculation is
Movember 1, 2021 for all City employees so the deadline to receive the final dose is
October 18,
To be fully vaccinated, 14 days must have passed since you received the final dose of a
twio-shot vaccine or a dose of a one-shot vaccine. You will not be in compliance with
the City's COVID-19 vaccination reguirements and will be subject to separation from
vour City employment if you do not receive your final dose by the applicable deadline.
Dnce You réceéive your vaccing, vou should immediately enter vour vaccine
information and documentation into the City”s People and Pay Svstem using the
Employee Porial or email HESadminf@efwater.org for assistance with entering this
information.
Landon N. Bresd

If you have any questions about the Ciny's COVID-19 Yaccination Policy, you can find
additional resources at https://sfidhr.orgicovid-19 or you can contact ELR@sfwater org.

Sincerely,

RoohQfpudrani

Fachel Gardunio
Employvee & Labor Relations Division Manager

OUR MISSION: To provide oo cusiomans with high-quality, aficient and relabis waler, powe" and sisver

#BMAEAT M & Mannsr fal values emdrpnmenial and community eresis and SLELEGTE e MESrtRs anirusieg
| oL S
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Conversation with Employee

Hi

I'm contacting you because our records indicate that you have not yet met the City's requirements for
vaccination or reporting.

The City"s COVID-19 Vaccination policy reguires all City employees to be fully vaccinated by November
1%, 2021.

We want to make sure you understand the policy, would you like to have your union rep present for this
corwersation? if so, we will schedule a time [in the next 2-3 days) that works for everyone,

if employee is ready to proceed without union rep. or once rep is present
if you have not yet reported your vaccination status, | can help you do that right now,
if you are not yet vaccinated, | can also help you schedule an appointment.

This is an important issue; we need 1o make sure wie have a safe workplace. Being fully vaccinated by
the November 1% deadline is a condition of continued employment, and we value your contribution and
service, 50 | am here to answer your questions and hopefully assist you with getting vaccinated,

Employees whao haven't reportad their vaccination status could be suspended or even terminated and
no one wants that. The City needs to know your vaccination status, because your status is essential to
the City meeting its legal obligations and ensuring all employees are safe

if you wank, you can report your vaccination status to me, right now. And if you are vaccinated we can
also confirm that today as well.

Do you want to report your vaccination status?
{ I ination

Great! We can just take a quick phato and make sure the City has a record of it and you'll be all set!
Thanks for your time!

[Take a photograph and/or photocopy if status provided, Input into HR dotabose and no further oction
required]

That's ok, we can use my phone/tablet to look up your status on the State of California database. Let's
do that right now. Do you remember when you were vaccinated? [Proceed to access

https//myvaccinerecord. cdph.ca.gov and find employee record]

if employee is not vaccinated or cannot prove vaccination status
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If vou have concerns or questions about being vaccinated, | can provide you with the number for the
City"s 24/7 nurse hotline at 1 (855] 850-2249 or First Responders Call 1 (866) 932-5321.

Please remmember that it's essential that you get vaccinated as soon as possible because it isa
requirement for all City employees under the Covid-19 Vaccination Palicy.

Time is running out. The final dates to receive a COVID-19 vaccination and comply with the City's COVID-
19 Vaccination Palicy fast approaching.

1) Sept 20, 2021 is the last day for a first shot of Moderna,

2) Sept 27, 2021 is the last day for a first shot of Pfizer (FDA approved)

3} Oct 1B, 2021 is the last day to get Johnson & Johnson or receive a second shot of Moderna or
Pizer.

I have to be really clear with youw. If you do not receive your final dose by October 18th, you will not
meet the reguirements for City employment and you will be released from City amployment.

The only exceptions to the vaccination requirement are for those employees with:
(a] a sincerely held religious belief that prevents you from receiving the vaccine; or
(b} a qualifying medical condition, such as disability, that interferes with your ability to receive
the vaccine,
You may requiest a reasonable accommodation to be exempted from the vaccination requirement. You
must submit that reguest to the department's human resources as soon as possible and by no later than
October 18, 2021,

if you hawe any questions about the health arder or City Vaccination Palicy, please reach out 1o your
union or feel free to call the Nurse Hotline to speak with a registered nurse who can answer any
gquestions you have about getting vaccinated against COVID-19, [Leave copy of FAQs with emplopee]

Please read and sign this acknowledgment form.

[Sraff: Provide gmplapee “TOWAD- 18 Varramarias Diegussion Acknontedprmenr form B0 shpn & gy shaued De phve 0 (e empdoyver ond
meraingd in empioyee fle. Wiite “refire to sign” Jf evmpdopee refluees fo sign. SCOWE-19 Wocoiaation Ditnunsion Acknowledpeerat " form may be
discarched if eryopne fater mits the reguiremests of Cing's COVIO-15 Vocomatise Policy, |

COVID-19 Vaccination Discussion Acknowledgement

Duate:
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COVID-19 Vaccination Discussion Acknowledgement

Date: ?"EE“_.‘Z‘:—‘E!

| discussed with my supervisor the requirement that all City employees be vaccinated against the Covid-
19 virus under the City's COVID-19 Vaccination Policy.

| was advised that | cauld show that | have met this reguirement by providing a copy of my vaccination
card, vaccine status in the California COVID-19 electronic database, or a letter from my physician
vierifying that | have been vaccinated to HRSAdming@sfwater.org by September 29, 2021.

1 understand that complying with the City's Covid-19 Vaccine Policy is a requirement for my position and
a condition of City employment. | understand that failure to comply with the Policy will result in my
separation from City employment.

| was also informed that | could apply for an exemption from the vaccine requirement if | have a
sincerely held refigious belief or a gualifying medical exemption, and that | must apply for the exemption
with my department’s human resources as soon as possible and not later than October 18, 2021,

_____ Check here if emplnn,.u indecated an interest in applying for an l::l-mpth-n and was provided the

If you are not vaccinated

The final dates to receive a COVID-19 vaccination and comply with the 5an Francisoo Health Order are
fast approaching.

3] Qct 18, 2021 is the last day to get Johnson & Johnson or receive a second shot of Moderna ar

Pfizer.
_Erje Eljassen oha { /
[mplcrpee #rint Kame Suparvnar Prisd Hame

E}ﬂ ﬁgcﬂf:ydd’ﬂf fo Jf'iﬂ

Employer Sgnature

L]
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From: Gardunio, Rachel

Sent: Friday, October 29, 2021 1:47 PM

To: Eliasson, Eric

Cc: Prather, loel; Cozzone, Francesca

Subject: FW: Determination re Request for Religious Accommaodation
Hella,

The City and County of 5an Francisco issued a COVID-19 Vaccination Policy requiring all City employees to be fully
vaccinated as a condition of employment by November 1, 2021, unless they have been approved for an exemption from
the vaccination requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious belief.

You submitted a COVID-19 Vaccination Exemption Request as a reasonable accommodation which has since been
denied. City policy now reguires you now to be in compliance with the City"s COVID-19 vaccination

requirements. Specifically, you are required to receive your ccing immediately and provide a
copy of your vaccination record.

If you do n will be subject ta
separation from City employment.

Do not report to work effective November 1, 2021. Once you have confirmed you are partially vaccinated, you will
receive more information from your division about whether you can continue to work remately or report onsite,

You can update yvour information by uploading it directly into the City's People and Pay System using the Employee

Portal or by emailing your vaccination record to HRSadmin@sfwater.org. We also suggest you email ELR@sfwater.org a
copy of your vaccination record.

if you hawve any gquestions about the City"s COVID-19 Vaccination Policy, you can find additional resources

at hitps://sfdhr.org/covid-19 or you can contact ELR@sfwater.org,

Sincerely,

Rachel Gardunio
Employes & Labor Redations Divizion Manager

Call: (415) 603-8091 | roardunio & shwater org

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Friday, October 29, 2021 1:40 PM

To: Gardunio, Rachel <RGardunio@sfwater.org>

Subject: FW: Determination re Request for Religious Accommodation

Hallie B. Albert (sha/her)

EED Programs Manager

SFPUC Human Resourcs Services
575 Golden Gate Avenue, 3rd Floor
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San Francisco, TA 84102
Phone:415.951.5812 Fax: 415553 4808

Halberti@sfwater.org
San Francisco Water, Power and Sewer | Services of the San Franciseo Public Utilities Commission

R T Pl &
bt Ll - —

From: Albert, Hallie B

Sent: Thursday, October 7, 2021 11:41 AM

To: Eliasson, Eric <EEl ni@shwater.org>

Subject: Determination re Request for Religious Accommodation

Dear Eric Eliasson:

The Department has considered the information you supplied in your written request for a religious exemplion
as well as all follow up email communications. The Department has determined that the information you
supplied does not meet the applicable standards under state and federal law, as well as the City’s policies and
procedures, for a religious exemption to the City's Covid-19 vaccination requirements. Attached is the
Department’s determination regarding your Covid-19 vaccination exemption reguest.

For additional information on the City's vaceination policies and this process please visit the Depariment of
Human Resources website:

hitps://stdhr.org/vaccination-and-face-covering-policy-city-emplovees

Thank vou,

Hallie B. Albert (she/her)
EEQ Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, drd Floor

San Francisca, GA 84102
Phone:415.961.5812 Fax; 415.553.4898

Halbert@sfwater.org

San Francisgo Water, Power and Sewer | Services of the San Francisco Public Utilities Commission
th Tty o e s
iE | waipe S—
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Servicas of the San Francisco Public tilities Commission

ﬁ San Francisco
Water

New Employee Orientation
Handbook

San Francisco Public Utilities Commission
Human Resource Services
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Dizcipline

11.1.2

* [f a union representative cannot attend a conference at the scheduled date and time,
management may allow for reasonable delay. ‘Reasonable’ means five working days,
unless otherwise agraed upon,

Employee Rights and Privileges
Employees have the right to know:

*  \Whal is expacted of them
®  Whal will happen if they do not meet expactations

=  That they will be dealt with uniformly and fairly if they do not meet expectations. There
should be no “surprises” in the disciplinary process.

®  That they are responsible for nolifying their union representative immediately when the
department initiates disciplinary action against them. If an official employee conference is
scheduled, the employee is responsible for providing the date, time, place, and reason o
the union representative. The employee must also give the union reprasentative all
necessary documents and information,

®  That the disciplinary process and procedures are designed to respect thair rights. They may
respond to any allegations against them.

Employeas within a bargaining unit may be enlitied to union representation during an employee
conferance,

= |faunion's MOL specifies that the union represents the employea, but you want a different
reprasentalive, the union must approve your choica. At the employes conference, prasent
two letters to HRES: one from the union approving your choice and one from you designating
the approved person as your representative. Some MOUs allow you to represent yourself at
amployee conferances.

Mon-union employees may always represant themselves al employee conferences or elect to
have someone else represent tham.

11.2 Definition of Terms

This section defines common terms that apply to disciplinary problems. For more information,
or for definitions of term=s not listed here, please contact your designated persanneal analyst at
HRS.

Abandonment of Job or Position: Absance from work without authorized leave for more than
5 consecutive days, This problem is usually handlied administratively, rather than as a

disciplinary action.

SFPUC Employes Handbook n-2
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Discipline

Absence without Leave (AWOL): Absence from the work site during working hours without
the supervisor's permission,

Appointing Officer: For disciplinary actions, the General Manager is the Appointing Officer
and the authority cannol be delegaled,

Discourteous Treatment of Others: Rude or abusive behavior toward coworkers,
supervisors, the public, or other individuals in the course of duties.

Dishonesty: Not lelling the truth in order to deceive, cheat, or defraud.
Dismissal: Discharging or firing a permanent Civil Service employee.

Excessive Absenteeism: Unreasonable or unacceplable use of sick leave, espacially if it
interferas with the employee’s ability to perform hisfher duties. Specific policies regarding
excessive use of sick leave specify more than one day per month, 3-4 days per quarter, or
mora than the earned 13 days per year. Generally speaking, an employee is axcessively
absent when s/he uses more than the maximum number of earned sick leave days per year
without reasonable justification. Sick leave taken in conjunction with days off. paydays, and
medical documentation submitted by employees is considered and evaluated on an individual
basis.

Excessive Tardiness: Whean an employee repors to work unacceptably late or is lale 1o work
too often.

Failure fo Follow Rules and Regulations: When an employee disobeys rules and
regulations.

Falsification of Records: Intentional adjustment to or manipulation of City records or
documents in order to deceaive.

Fighting: Verbally or physically attacking or abusing another person.

Gambling: Gambling means playing for money. Gambling on the premises is forbidden at all
times.

Habitual Intemperance: Excessive use of alcohol or drugs that impact the employee's ability
o parform duties and responsibilities safely and effectively.

Inattention to Duties: Failure to parform assigned duties at an acceptable level for reasons
such as undue carelessness, negligence, or intentional disregard. Failure to report an illegal act
related to the activities of the Public Utilities Commission to a supervisor,

Incompetence: Lacking the ability or qualities needed to perform assigned duties at an
acceptable lavel.

Immuoral Conduct; Acts conflicting with general principles of right and wrong, whether on or off
the job, that directly relate 1o the employee’s ability to perform duties and responsibilities and/or
reflect poorly on the organization.

SFPUC Employes Handboak 11-3
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Discipline

Insubordination: When an employee disobeys authority, refuses 1o follow a reasonable
directive from a duly authorized supervisor or manager, or will not comply with established
proceduras.

Official Employee Personnel File (OPEF): This is the personnel file kept at HRS, where
formal records for each SFPUC employee are kept. Employees may make an appointment to
gee this file by contacting HRS.

Onsite Personne! File: This file contains the unofficial personnel records that an employee's
supervisor keeps at the workplace. Use it to house noles pertaining to an employee's
performance, both good and bad, and to house official documents until they are ready to be
sent o HRS.

Release from Probation: A non-punitive separation whan an applicant does not pass
probation,

Sexual Harassment: Unwelcome advances, requests for sexual favors, and other spoken or
physical conduct of a sexual nature thal impact the employment condition and/or create an
intimidating, hostile, or offensive working environment. Acts may be verbal, physical, graphic, or
retaliatory in nature.

Substance Abuse: See Habitual Intamperance.

Termination: Discharging, or firing, a temporary employee.

11.2.1.1 Special Circumstances

The City Charter considers the following conduct or performance problems to be most serious,
and possible grounds for termination:

"  Misappropriation of public funds or propery
= Misuse or destruction of public property

* Drug addiction or habitual intemperance

*  Mistreatment of persons

®*  Immorality

" Acts constituting a felony or misdemeanor involving moral turpitude (inherant baseness,
depravity, or perversion)

* Acts that present immediate danger 1o public health and safety

SFPUC Employes Handbook 11 -4
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DocuSign Ervelape i), BRCESTTH-DEI6-42AF-ADFI-506135631ED

i E25 Golden Gade Sesenis. 131k Floos

'\% Saﬂ FFEHCISCD Eurl-Fr-*mmT' .I.ﬁc.;:;:gi
%:"._"-- WE'CEI' Power Sewer P 4155543161
Garecis of the Tam Francen Puble Uliltkes Commission Ty 415554 5408

Via 1.8, Mail and Email [ KGN
December 6, 2021

Eric Eliasson

]
]
Re:  Notice of Dismissal

Dear Eric Eliasson:

This letter is 1o inform you that | have adopted the Skelly Officer’s
Recommendation alMirming the “MNotice of Proposed Disciplinary Action and
Employee Conference/ Skelly Meeting”™ (Skefly Notice) issued to you on
Movember B, 202 land sustaining the following charges:

¢ Violation of CCSF COVID-19 Vaccination Policy;

e Failure 1o meet minimum gqualifications/conditions of employment;

s Failure o Follow Rules and Regulations/Failure to Follow Instructions;
and

s Acts which present an immediale danger (o public health and safety.

You are hereby terminated from vour emplovment as a 7372 Stationary
Engineer, Sewage Plant with the San Francisco Public Utilitics Commission
(“SFPUC™), Wastewater Enterprise, Operations effective at close of
business today, December 6, 2021, This release is non-punitive and yvou are
free to seek employment opportunities with the City and County of San
Francisco in the future. A copy of the Skefly Officer’s Recommendation dated
Movember 19, 2021 is enclosed.

Londan M. Brasd

If yvou have not already done so, you must immediately return all City property
(SFPUC badges, tools, equipment, and keys). Please mail all City property to
wour supervisor at 750 Phelps Street, San Francisco, CA 94124, In addition,
please email ELR & sfwater.org to coordinate the return of any personal items
wvou may have al the worksite.

You must not report W any SFPUC work location and will be not admitted if
you attempt to do so. The SFPUC will pay out all remaining leave balances and
issue your final paycheck within six to eight weeks of this letter.

OUR MISSIOM: To prosides Gur eutbomass ealh Fgh-cualiy . aficent and relinble waler, power and sewer

BErViCEs in & manner That values environemental and communily inberests. Snd Sus13ing e resounces aninisisd
b0 Our cang




Doculign Envelope ID; BSCESTTE-DE3A-42AF -ADF)-5061 358341 E0
Flipgsan, Eric - Natice of Disuissal
Decenther 6, 201

Poge 2 af 2

Should you have any questions, please contact Michael Ho, Acting Employvee &

Labor Relations Manager, at mchodsfwater.org.

Sincerely,

Doawsnss 3. uvura

1 ER AT

Dennis J. Herrera
General Manager, SFPLC

Encl

s

.2 Skelly Officer Recommendation

Separation Report
Motice of Separalion
Motice of Future Employment Restrictions

Cireg Norby, Assistant General Manager, Wastewater Enterprise
George Engel, Division Manager. Operations

Michael Cerles for Carol Isen, Depariment of Human Resources
SFPUC Payroll Division, Human Resource Services

SFPUC Employee Life Cycle Division, Human Resource Services
Official Emplovee Personnel File — Eliasson, Eric
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ﬁ San Erancisco ci osTRBUTIONDIVISON

San Francisco, CA 94124
y Wa te r T 415.550.4900
MEMORANDUM
DATE: November 19, 2021
TO: Rachel Gardunio, Acting Chief People Officer, Human Resource

Services (“HRS”)
FROM: Lynn Fong, Engineering Manager, City Distribution Division /?W S A/ /‘5;7«

SUBJECT: Skelly Officer Report and Recommendations Regarding the
Proposed Dismissal of Eric Eliasson

The San Francisco Public Utilities Commission (“SFPUC” or “Department”)
has proposed that Eric Eliasson, 7372 Sanitary Engineer be released from their
Permanent Civil Service (“PCS”) position based on the following:

Violation of CCSF COVID-19 Vaccination Policy;

Failure to meet minimum qualifications/conditions of employment;
Failure to Follow Rules and Regulations/Failure to Follow Instructions;
Insubordination; and

Acts which present an immediate danger to public health and safety.

A Skelly meeting was held on Thursday, November 18, 2021 to review the
proposed employment action against Eric Eliasson; the following persons were

present at this meeting:
London N, Breed

Mayor

* Lynn Fong, Skelly Officer

«  Eric Eliasson, Wastewater Enterprise, SFPUC -
» Malocca Hawkins, Employee and Labor Relations, HRS
. . Newsha Ajami
» Michael Ho, Employee and Labor Relations, HRS Vice President
B . Sophie Maxwell
Background and Basis for Proposed Employment Action
Tim Pastson
On June 23, 2021, the City issued the COVID-19 Vaccination Policy
(“Vaccination Policy”) which required that all employees, as a condition of Ed Hamrington
employment, be fully vaccinated and report that vaccination status to the City
no later than 10 weeks after the Federal Food & Drug Administration (FDA) Michael Cariin
gave final approval to at least one COVID-19 vaccine. On August 23, 2021, the - Acting
FDA gave final approval of the Pfizer-BioNTech (Comirnaty) vaccine for the T
OUR MISSION: To provide our customers with high-quality, efficient and reliable water, power and sewer 3 v
services in a manner that values environmental and community interests and sustains the resources entrusted :'Mi
to our care. 0452 s



prevention of COVID-19 disease in individuals 16 years of age and older.

On August 25, 2021, the City sent Eric Eliasson a notice via email and US Mail
that the Pfizer-BioNTech (Comirnaty) vaccine had been granted full FDA
approval for the prevention of COVID-19 disease in individuals 16 years of age
and older. This notice also informed Eric Eliasson that all City employees must
be fully vaccinated and provide documentation of full vaccination in People and
Pay no later than November 1, 2021 unless they receive an approved exemption
from the COVID-19 vaccination requirement.

On September 28, 2021, the SFPUC sent Eric Eliasson a notice via U.S. Malil
that they were identified as an employee who has not received a COVID-19
vaccination as required by the Vaccination Policy and reminded Eric Eliasson
that they were required to be fully vaccinated by November 1, 2021. The notice
also informed Eric Eliasson that if they were not fully vaccinated by November
1 and were not approved a religious or medical exemption, Eric Eliasson would
be released from their PCS position for violation of the City and County of San
Francisco COVID-19 Vaccination Policy.

To date, the SFPUC does not have a record of Eric Eliasson’s full vaccination
status or of any approved medical or religious exemptions.

Employee Response to the Charge

Eric Eliasson’s response to the charges are as follows:

1.) Violation of CCSF COVID-19 Vaccination Policy.
a. Policy is immoral, and
b. The City has not provided scientific evidence that would reflect how the
employee would be of harm to other employees. Furthermore, the
policy is “full of opinion” and short on scientific facts.

There is no scientific evidence for the claim, “Vaccination is the
most effective way to prevent transmissions and limit COVID-19
cases and deaths” and the vaccines do not prevent employees from
catching the disease.

. There is no scientific evidence for the claim, “Unvaccinated

employees are at greater risk of contracting and spreading COVID-
19 within the workplace”.

c. Employees can work past November 1, 2021 because employees who
are not fully vaccinated and are permitted in the workplace after
November 1, 2021 must continue to wear a mask.

2.) Failure to meet minimum qualifications/conditions of employment.

a. This is baseless because had the religious exemption been approved,
there would be no further charges.

3.) Failure to follow Rules and Regulations/Failure to Follow Instructions.

a. | work in an environment mostly void of standards. There would be
very few employees working front line in the Wastewater treatment
plants because the City has offered no documentation that demonstrates
a history of my failure to follow rules and regulations.
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4.) Insubordination.
a. 1 am lawfully allowed to not follow directives that I believe are unsafe.
5.) Acts which present an immediate danger to the public health and safety.
a. How am I an immediate danger to public health and safety that give
evidence of this charge. Vaccines do not stop you from getting infected
or from spreading the disease.

Findings and Recommendation

Eric Eliasson’s reasons for not following the COVID-19 Vaccination policy and
meeting the vaccination deadline of November 1, 2021 are not persuasive for
the following reasons:

1.) The CCSF vaccination policies are in alignment with Federal guidelines
from the FDA and CDC; therefore, arguments of a lack of scientific fact is
not applicable.

2.) The statement, “Employees can work past November 1, 2021 because
employees who are not fully vaccinated and are permitted in the workplace
after November 1, 2021 must continue to wear a mask’ is not consistent
with the Skelly Notice: Employees who are not fully vaccinated by
November 1, 2021 may be subject to release from employment and is
separate from the CCSF masking policies.

3.) All employees are subject to conditions of employment, including current
CCSF vaccination policies. Therefore, charges of failure to meet minimum
conditions of employment as well as insubordination are reasonable.

4.) The statement that, “vaccines do not stop you from getting infected or
spreading the disease” is not consistent with FDA and CDC guidelines.

The health and wellbeing of City employees and the public we serve are top
priorities during our emergency response to COVID-19. Eric Eliasson’s failure
to comply with the vaccination requirement endangers the health and safety of
the City’s workforce and the public we serve. The City repeatedly notified Eric
Eliasson of this requirement and the consequences of failing to comply.

Eric Eliasson has failed to provide documentation of their full vaccination status
or demonstrate that they are exempt from the City’s COVID-19 Vaccination
Policy.

As a result, | sustain the charges against Eric Eliasson and recommend that he
be released from his PCS position as proposed by the SFPUC.
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SEPARATION REPORT

(o]

DEPARTMENT OF HUMAN RESOURCES

INSTRLUCTIONS: Pleass complels the Ssparation Report to:
1. Document infemal deparfimental processes. Meass do nal send o DHA

2 Document that the employee Saparalion s nol a complets Ssparation from City senvics, Separation Beport must be completed by P sending
deganmant and submied to thi recehing deparmant © be Mthched o the AP ESR

3 To process & lyoll. Pease send o the DHA Eyoll coondinalon

4. To adminisiar & setilemaen ageeamant involving tha saparation of e employss-submil Socumantation to your Chenl Services Reprasentalive,
[Aedsrencs TER_RIA)"

Date of Request: 12/06/2021
Departmant Contact: Susan Nguyen Email: Snguyengstwaler.org Phone: (415) 554-1670
SECTION I: PERSONAL AND JOB INFORMATION

Mame (Last, Firss, M.|,); Eliasson, Eric _ Employes t.n-_

Job Code; 7372 Job Title: Stalienary Engineer

Position Number: 01112772 Hourly Rate: $56.1875 _ step: [ Effective Date: 12/07/2021
Empl. Class: [PCS | Work Schedule: [Full-Time |

|5 the employee serving a probationary period at the time of the separation? [ | Yes o Ne

|5 this a complete separation from City and County Service? " Yes L Ko

If mo, contenuing in:
Department Code: |(S¢ecl  Siapys: Job Codea: Effective Date:
Is employes granted leave pursuant to Civil Service Rule 120,317 [ ] Yes W Mo

If no, is employee a transfer? 1 Mo || Yes, type of Transfer: [(Select One) |
SECTION |I: SEPARATION INFORMATION

__| Resignation

|| Satistactory Sarvices (TER_RSS) || Unsatistactary Services (TER_RUS)
(Form DHR 1-13 must be on file)

By the appointee: | hereby freely and voluntarity resign from the abowe position. | request approval of this
resignation as of the effective date with the full understanding that once approved, | may acquire another position in
this class only as provided in the rdes of the Civil Senice Commission [(see employes copy and CSC Rules
1148119),

Employes Signature Date
I Lay-off

[ | Imvaluntary Leave (PCS_LIL) [ Elective Involuntary Leave (PCS_EIL)

[ Involuntary Lay-off (PCS_LIO) [ Violuntary Lay-off (PCS_LVO)

L1 (PV & EX Oniy): [[Seiect One) J
Reason for lay-off: |[Select One) |

Emploves acknowledges receipt of the DHR information leafat.

Employes Signature Date
Page | Uipdased 06 26 14
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SEPARATION REPORT

DEPARTMENT USE ONLY

| Termination

L] Settlament Agreement (TER_RZA)
*|Separation Repart and mizst b forwarded s Client Servces Ren )

] Release from appointment: [Release of NCS TPV, EX, (RLS) |

|| Release from probation: |[(Select One) |

[« Dismissal:

|_| Terminated for cause (TFC) (TPV,NCS, & Exempts anly)

[] Automatic Resignation (ARS)

L Never Reported to Wark (DSH)

[ Death of an employee (DEA)

L Other (Specify):
(| Retirement: |{Select One) |

DEPARTMENT CERTIFICATION

The Appointing Officar/Auwthorized Designee named below hereby certifies that the infarmation provided on this
Separation Report is accurate, complete, and in compliance with applicable CCSF rules and policies.

554-1670
Appointing Officer/Authorized Designee Signature Telaphone

Mame/Tithe; Rachel Gardunio, Acting Chief People Office, HRS

Departmant Mumber; 40 Deparment Nama: SFPUC
Personnel File Forwarded? | |Yes W No

Forwarded to:
Departmant: Contact:
DHR LISE ONLY
Action Pending? | Ives | INo
Analyst Mame Telaphone
[] SR Ref Numbar: Holdover Canvass:

Reference Mumber used for layoff actions:

Page?  Ulpulsted 0825 14

249



CITY AND COUNTY OF SAN FRANCISOC
NOTICE OF SEPARATION FROM EMPLOYMENT

Eric Eliasson 126zl

"NAME OF EMPLOYEE, MAILING DATE
; SFPUC-Wastewster Enterprise
ADDRESS TEPARTMENT/DIVISION

5 Permanent Civil Service

CiTY THPE OF AFPOINTMENT:

[ ] Dismissal

STATE P TYPE OF SEPARATIOMN

This modice is to inform you that you are separated from your enployment in Class 7372 Stathonary Engineer, Sewage Plant effective close of
business December &, 2021 for the reasoms owtlined (n the stsched documentis)

The (ollowing checked itlem applies:

[ ] A Yo may request o hearing before the Civil Service Commission on your fubure employabsibicy with the civil service system of the City and
County of San Francisco, The Civil Service Commission has the authority 10 remove restrictions or frpose additional resirctions on your
futune canployahility. However, the Commission CAMNOT moverse the depanment’s deciston o ierminale your employment,

O B As @ prowmative probationary emploves (promotive stabus is determined by the cxamination announcement), you may appeal your
rerenination o the Civil Service Commission, ns provided in Civil Servioe Comamis<ion Bube 17, Section 17,14, The Civil Service
Commission may cither sustain or reverse the dectsion of the deparimeni (o terminate your employmenl. They may felarm you 1o §
prosition in the lass from which promoted or relum you bo o list of eligibles, with conditions on fubore employmend, They may approse,
remove, modify or impose sdditional nestrictions on your fulure employubility, io thal recommended by the Depastisent. This provision
docs not apply o ke uniformed ranks of the Pelice ar Fire Beparinils.

You may request o hearing for review of any restrictions on your fumare employnbifity (when box A above is checked) or file an appeal of your
termdnstbon (when Box B above is checked) with the Civil Service Commission within twenty (200 calendar days of the mailing date of this nolboe of
Froam the daie of separation, whichever is later. The request must be submitied in writing 1o the Execstive Oficer, Civil Service Commission. 25 Van
Neas, Swite 720, San Francisco, CA 94102 by L2262 1. Requests received after this dote will mot be consedered and your fght o s heasing will be

forfelied. 17 vou do not reguest a hearing o fike an appeal, the Human Besources DHrector will ke finsl sdministrative action and the restrictionis)
recommended, il any, will ba in effeo.

“The items checked bibow are the recommendations made by the depariment o your Tt emplayibiliny for pogitions covered by the San Franciso
civil service system:

[#] Mo resivicibons on fone employahility ] Cancel sny curment exsmination and eligibility staius.
[ ] Accep the resignation as certified. | Mo future cimployment with this department.
-D Thssming from ity and Commy service. D epurm mame 10 the eligibde lka from which appointed o this position.
Apprerve the separaisn, D M Tuluse erspdoyanent with the Clay and I'.“numz of San Franciaco

Ij Future emphoyviment subject io the review and approval of the Buman Resturces Derector afier satisfaciory completion of (§ OF YEARS) work exponence outside
|ihe City and County scrviees

{Applicable in promotive probationary terminatians only.) Renitaic o a poodtion i the cliss from which promoted Class [CLASE), Titke (TITLE)

Ceher {specify i

IF this maiter is subject 1o the Code of Civil Procedunes (OCF) Seotion 1094.5, ihe dme by which jsdicial review mast be sought is sel fonh in CCF
Section [t 5

SEE REVERSE SINE
MUST BE COMPLETED BY DEPARTMENT:

ank 2 List # 56515 W}

W AUTHORIZED SIGNATURL

Employes Diganseation !E-I-tlnnlrr Engincers, cal 39 Rachel Gardunio

METHOD OF SERVICE: MAME

Cemified Mail: [J mailes: =] Atl[ﬂﬁ Chiel Peaple Officer, SFPLC
Cemified Ml & TITLE

Emaikal

Atachmenalish

CHE §-13c
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INFORMATION FOR FORMER EMPLOYEE FOLLOWING SEPARATION

This document serves as the official notice of the separation (o the former employee, the Civil Service Commission, and the
Diepariment of Human Resources.

A former prometive probationary employee who has terminated may fke an appeal of the termination with ihe Civil Service
Commission.

Any pther separated employee may request o hearing before the Civil Service Commission only for review of any
recommended resirictions on their fwiure erployability watl the City and County of San Francisco,

Such appeals or requests for hearing must be in writing and received from the employes or the employee’s representative
within twenty (20) calemndar days from the mailing date of this notice, or the effective date of the separation, whichever is
Inter. The request must be submitted 1o the Executive Officer, Civil Service Commission, 25 Van Ness Avenue, Suite 720,
San Francisco, CA 94102,

An employee who requests o hearing within the time limits is entitled to!
a) Representtion by an attorney or authorized representative of herhis own choice,
k) MNuification of date, time and place of hearing a1 a reasonable time in sdvance,
c) Inspection by ihe emplovee’s altorney or authorzed representaiive of those records and muterials in the Civil
Service Commission which relate 1o the separation.
The decision of the Civil Service Commission is final and mot subject to reconsideration,

Ini the sheence of o timely regquest Tor 8 hearing as provided above, no lnter request for g hearing will be considersd,
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City and County of 5an Francisco
Micki Callahan
Human Resources Director

Department of Human Resources
Connecting People with Purpose
www, sfdhr.org

NOTICE OF FUTURE EMPLOYMENT RESTRICTIONS

Eric Eliasson E = = 1262021

Employes Rame Mailing Date
I SFPUC-Wastewater Enterprise
Strect Address Department/Division
o . Permanent Civil Service

City State Eip Type of Appointment

This notice is to inform you that a future employment restriction is being imposed song with your separation action, or with
the action of automatic resignation, reported to the Department of Human Resources separating you from your position in
Class A7 | Title Sy Dagnemn. fomage Pt | pffpctipe 1202021 for the reasons outlinsd in the attached document]{s)

The items checked below are the restrictions made by the department on your future employability for positions covered by
the San Francisco civil service system:

No Restrictions on Employmeent D Cinywide D Department]s):
[ permanent Restictian ] vorssare [ job codetsi:
D Conditional Festriction D Cancel Current Examination & Eligibdlity Staius

Conditional restrictions may be lifted by proving you have satisfactorily met the following requirements:
Lewvel of Measirement
Reguirement Type __Deseription: Measurement:  Value:

CER: Certification

EXF: Wark Experience

LIC: Licensure
CAP: Substance Abuse P'minru
(ther:

in additton to the noted conditionol restrictions, you are also restricted from specific ottributes of o job closs and for
department until you sotisfacterily prove you meet the requirements o Wt the restriction|s) as nobed below:

Lewvel of Measurement
Future Employment Restrictions Description: Measurement:  Value:

|| 001 VehddeHeavy Machineny

p02: Vulnerable Populations

0ik3: Face to Face Contact w"'F'uhllt

Dh4: Cantact wjhmrnah

005: Signing/Approving City Docs - -
O06: Financial Instrumsents

a07; Confidential/Privileged Informatian ]

COB: IT Infrastruciure
00%; Means of Entry to Living Spaces

010: Pharmaceutical/Drag Inventory

| 011: COC Defined Toxins

012: Weapons /Explosives

013; City Property Valued > $100

One South Van Mess Avenue, 4 Floor ® San Francisco, CA94103-5413 » (415) 557-4800
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|

| 014: Electronic Voting Systems | | |

¥ou may request a hearing before the Civil Service Commission on your future employability with the City and
County of San Francisco. The Civil Service Commission has the authority to remove restrictions or impose
additional restrictions on your future employability. You may request a hearing for review of any restrictions on
your future employability with the Civil Service Commission within 20 calendar days of the mailing date of
this notice or from the date of separation, whichever is later. The request must be submitted in writing to the
Executive Officer, Civil Service Commission, 25 Van Ness Avenue, Suite 720, San Francisco, CA 94102 by
A226/2021, Requests received after this date will not be considered and your right to a hearing will be forfeited. If
you do not request a hearing or file an appeal, the Human Resources Director will take final administrative action

to confirm the restriction(s) in effect on the date of separation [Mote: Future Employment Restriction[s] effective
immediately).

If this matter is subject to the Code of Civil Procedures {Bﬂﬂ?hsl?)ﬂiun 10945, the time by which judicial review
must be sought is set forth in CCP Section 1094.6. (SEE BEL

List#: 058515 Rank #: 2 || pending  [/] Final  Staus of Action
osw: N W
Emp Organization:  Prof & Tech Eng, Local 21
SIGNATURE
METHOD OF SERVICE:
Rachel Gardunio

Email NAME
L]

Acting Chisl People Officer, SFPUC

[ ] us mai TITLE

INFORMATION FOR FORMER EMPLOYEE FOLLOWING SEPARATION

1. This document serves as an official notice of future employment restrictions imposed with the Notice of
Automatic Resignation from Employment to the former employee or with a Separation Action that is
subject to the provisions of a collective bargaining agreement, to the Civil Service Commission, and the
Department of Human Resources.

2. A separated employee may request a hearing before the Civil Service Commission gnly for review of any
restrictions on their future employvability with the City and County of San Francisco.

3. Such appeals or requests for hearing must be in writing and received from the employee or the
employee's representative by the date specified on this notice, or within twenty (20]) calendar days from
the mailing date of this notice, or the effective date of the separation, whichever is later. The request must
be submitted to the Executive Officer, Gvil Service Commission, 25 Van Ness Avenue, Suite 720, San
Francisco, CA 94102.

4. Anemployee who requests a hearing within the time limits is entitled to:

a. Representation by an attorney or authorized representative of the employee’s own choice.

b. Notification of date, time, and place of hearing at a reasonable time in advance.

. Inspection by the employee’s attorney or authorized representative of those records and
materials on file with the Civil Service Commission which relate to the restrictions on future
emplovability.

5. Any interested party may request that the hearing be continued or postponed.

6, The decision of the Civil Service Commission is final and not subject to reconsideration.

7. Inthe absence of a timely request for a hearing as provided above, no later request for a hearing will be
considered.

DHR 1-13¢ [ Revised 10-20017) 253



Department of Human Resources
Connecting People with Purpose
www.sfdhr.org

City and County of San Francisco
Carol Isen
Human Resources Director

Via E-mail
February 3, 2022

Stan Eichenberger

Stationary Engineers, Local 39
337 Valencia St.

San Francisco, CA 94103
seichenberger@Iocal39.org

RE: Eric Eliason (Termination) Grievance
ERD Reference No. 40-22-4138

Dear Stan Eichenberger,

The Employee Relations Division (ERD) is in receipt of your letter dated January 21, 2022, moving the
above-referenced matter to Step Ill of the grievance procedure.

Statement of Grievance

Stationary Engineers, Local 39 (Local 39 or Union) appeals the San Francisco Public Utilities Commission’s
(PUC or Department) decision to terminate 7372 Stationary Engineer, Sewage Plant employee Eric Eliason
(Grievant). The Department’s decision to terminate Grievant was based on:

1) Violation of the Covid-19 Vaccination Policy;

2) Failure to meet minimum qualification of employment;

3) Failure to follow rules and regulations/failure to follow instructions; and
4) Acts which present an immediate danger to public health and safety.

The Union contends that the Department fired Grievant without just cause. As a remedy, the Union
requests that the Department reinstate Grievant and make Grievant whole.

Discussion

The Union’s claims are without merit. On June 23, 2021, the City and County of San Francisco issued the
COVID-19 Vaccination Policy, which required all City employees, as a condition of employment, report
their vaccination status by July 29, 2021, and be fully vaccinated no later than ten (10) weeks after the
Federal Food & Drug Administration (FDA) gave final approval to at least one COVID-19 vaccine.

On August 23, 2021 the FDA approved the Pfizer-BioNTech COVID-19 vaccine for individuals sixteen (16)
years of age or older. On August 25, 2021, Human Resources Director Carol Isen sent a memo to all
employees not already in compliance with the City’s Vaccination Policy informing them of the FDA's
decision. This memo stated that “All employees must be vaccinated and provide documentation of
vaccination in People and Pay no later than November 1, 2021.”

One South Van Ness Avenue, 4™ Floor @ San Francisco, CA 94103-5413 e (415) 557-4800
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Eric Eliason (Termination) Grievance
ERD Reference No. 40-22-4138
February 3, 2022

Page 2

Between July 2021 and October 29, 2021 labor unions, including Local 39, met and conferred with the City
about perceived impacts of the Vaccination Policy and discussed proposals to mitigate any impacts. During
these discussions, the parties discussed vaccine exemptions for medical reasons and sincerely held
religious beliefs, altering timelines for employees who are partially vaccinated by the deadline, citywide
vaccination efforts, and other related topics.

Between August 2021 and October 29, 2021, the Department emailed all members covered under the
Local 39 MOU who were not in compliance with the Vaccination Policy that they needed to become
vaccinated or face discipline, up to and including termination. These communications also provided
information about the vaccine, where to receive it, and how to apply for a medical or religious exemptions.

7372 Stationary Engineer, Sewage Plant employees who were not fully vaccinated (two weeks after
receiving the first dose of a one-dose regimen or the second dose of a two-dose regimen) and did not
have a medical or religious exemption were not allowed onsite after the November 1, 2021 deadline.
Employees not in compliance with the Vaccination Policy no longer met the minimum qualifications of
their positions and failed to follow City policies. Therefore, there is no MOU violation.

Conclusion
Based on the foregoing reasons, ERD respectfully denies the Union’s grievance.

Under the MOU, the Union has thirty (30) calendar days from the date of the ERD response in which to
file a written appeal to arbitrate. Please be advised that the City reserves all rights it may have regarding
this matter, including but not limited to, procedural issues and arbitrability. The City Attorney’s Office will
review the file and make the final determination of these issues. In the event the Union does not move
this matter to arbitration within the contract timeline, ERD will consider the matter closed.

Sincerely,

Andy Soluk
Employee Relations Representative

cc: Rachel Gardunio, PUC
Michael Ho, PUC
Ardis Graham, DHR
Jonathan Wright, DHR
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EXHIBIT J

Job Description for 7372 Stationary Engineer job classification
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SF | Careers

SF.GOV

7372-Stationary Eng,
Sewage Plant

SF | Careers > 7372-Stationary Eng, Sewage Plant

Know the class code?

Class codes are four characters long.

7372

Search by keyword:

Use a keyword to search for a class.

@ Search within title Search within job descriptions

Search

Compensation set id:

Citywide v

Stationary Eng, Sewage Plant

Job classification

Class 7372

Title Stationary Eng, Sewage Plant
Overtime eligibility Covered (Non-Z) - Nonexempt
Labor agreement Stationary Engineers, Local 39
Effective date February 11, 2014

Current compensation plan
Effective: Jul 01, 2023

See Historic and future compensation information for this class

Step: Step 1
Rate /hr: $60.9125
Rate /biweekly: $4,873.00
Rate /year: $126,698

SF | DHR
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Job description
CITY AND COUNTY OF SAN FRANCISCO

DEPARTMENT OF HUMAN RESOURCES
Title: Stationary Engineer, Sewage Plant
Job Code: 7372

INTRODUCTION

Under general supervision, during an assigned shift, is responsible for operating and maintaining
a wide variety of complex machinery and equipment in a sewage disposal plant or pumping
station, following established plant operations, methods and procedures; maintaining and
preparing routine plant operations records and reports; and performs related duties as assigned.

DISTINGUISHING FEATURES

Job code 7372 is a journey-level position in the Stationary Engineer series at the sewage plant,
performing duties following established rules and/or procedures. This job code is distinguished
from job code 7373 Senior Stationary Engineer in that the latter is required to supervise a work
crew during an assigned shift, and personally participates in major or minor repairs of plant
machinery and equipment.

SUPERVISION EXERCISED

May serve as acting supervisor during an assigned shift, in an assigned area of a sewage
treatment plant.

MAJOR, IMPORTANT, AND ESSENTIAL DUTIES

According to Civil Service Commission Rule 109, the duties specified below are representative of
the range of duties assigned to this job code/class and are not intended to be an inclusive list.

1. Makes regular visual, audio, olfactory and tactile inspections and/or manual tests of all plant
machinery and equipment, including auxiliary equipment, in an assigned area or pumping
station, maintaining logs and records of required maintenance, completed maintenance,
equipment and work order history by taking periodic readings of gauges and meters to ensure
that sewage plant is working safely, efficiently and properly; and to provide an accurate record of
maintenance, preventive maintenance, equipment, and work order history.

2. Performs a variety of manual tasks requiring the handling of equipment exposed to raw
sewage; collects and performs simple assessments of raw sewage and chemical samples on
prescribed schedule at specific locations by making chemical and physical assessments to
assess the efficiency of the treatment processes and to ensure compliance with the NPDES
Permit (National Pollution Discharge Elimination System, Permit).

3. Operates, inspects, maintains, overhauls and makes major and minor repairs to wide variety of
pumping, heating, ventilating, process machinery and equipment in a wastewater treatment
plant or pumping station, including pumps, bar racks, grit collectors, conveyors and washers,
chlorinators, evaporators and storage tanks, sludge collectors, drive units, deodorizing
equipment and a wide variety of metering and recording devices to assure the safety and
efficiency of equipment and facilities; includes lubricating and greasing machinery and
equipment; cleaning and maintaining machinery, equipment and facility to ensure safety and
equipment reliability.

4. Inspects sewage pipe lines, tanks and gates to check for the condition of equipment, for
infiltration and blockage of debris and build-up of mineral deposits, etc., by draining tanks, by
monitoring pressure and flow indicators and by visual inspection to determine any problem
areas to ensure proper operation.

5. Operates, inspects and maintains solids treatment and flocculating chemical systems by
monitoring and adjusting flow indicators or controllers, by visual inspection and by analysis of
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samples to ensure optimum treatment.

6. Operates, inspects and maintains disinfection and dechlorination systems by performing tests
and analyzing sample to determine proper chemical dosages to ensure that effluent or final
discharge meets Regional and State pollution control requirement.

7. May assist in training and in supervising work of apprentices or other trainees by oral
instruction and hands-on demonstration in the operation and maintenance of sewage
treatment processes to ensure competent performance of required skills by apprentices and
other trainees.

IMPORTANT AND ESSENTIAL KNOWLEDGES, SKILLS, AND ABILITIES

Knowledge of: The operation, maintenance and repair of low pressure boilers, heat exchangers,
hot water boilers, fans and blowers, heating and cooling coils and control valves, electric motors,
non-electric prime movers such as turbines and internal combustion engines, various pumps
and compressors, various equipment control devices, switches, circuit breakers, motors, and a
variety of mechanical and electrical devices; shop practices and safety requirements; sewage
treatment processes.

Ability to: Analyze, maintain and repair a variety of mechanical and electrical equipment; make
repairs to plant machinery and equipment, and as necessary, maintain simple plant operating
records; and communicate clearly and precisely and comprehend directions, both verbally and
in writing.

Skills: Requires skill in the use of hand tools as needed in the maintenance and repair of
equipment.

Positions located at the San Francisco Airport require technical knowledge and skill to conduct
bacteriological and chemical tests of various stages of the sewage treatment processes.

MINIMUM QUALIFICATIONS

These minimum qualifications establish the education, training, experience, special skills and/or
license(s) which are required for employment in the classification. Please note, additional
qualifications (i.e., special conditions) may apply to a particular position and will be stated on the
exam/job announcement.

1. Four years of verifiable journey level Stationary Engineer, Plant Operator and/or Plant
Mechanic experience in the operation, maintenance, and repair of a variety of mechanical and
electrical pumping, heating, air-conditioning, ventilating, and related plant machinery of
wastewater treatment plant; government establishment; hospital; industrial, production, or
commercial building; OR

2. Completion of a recognized four-year stationary engineer Apprenticeship Program; OR

3. Graduation from a recognized four-year Maritime Academy with a degree in Engineering or
technology: OR

4. Possession of at least a 3rd Assistant Marine Engineer's License of any unrestricted
horsepower (experience as an Qiler or Firetender will not be accepted as qualifying); OR

5. Possession of a FAA Airframe or Power Plant Certificate and four years verifiable experience in
an Airframe or Powerplant mechanic or maintenance technician capacity that utilizes the
certificate; AND

6. Possession of a valid driver's license.
LICENSE AND CERTIFICATION

Grade | or higher California Wastewater Treatment Plant Operator Certificate, or Grade | or higher
California Water Environment Mechanical Technology Certificate.

PROMOTIVE LINES
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7373 Senior Stationary Engineer, Sewage Plant
ORIGINATION DATE: 4/7/75,
AMENDED DATE: 10/22/99, 2/11/2014

REASON FOR AMENDMENT To accurately reflect the current tasks, knowledge, skills and abilities
defined in the most recent job analysis conducted for this job code.

BUSINESS UNIT(S): COMMN, SFUSD, SFCCD, SFMTA

Standard information

Disaster service work

All City and County of San Francisco employees are designated Disaster Service Workers
through state and local law (California Government Code Section 3100-3109). Employment with
the City requires the affirmation of a loyalty oath to this effect. Employees are required to
complete all Disaster Service Worker-related training as assigned, and to return to work as
ordered in the event of an emergency.

Historic and future compensation

Effective (Sched) Step1

Jul 01, 2023 (X) $60.9125
Jul 01, 2022 (W) $59.4250
Jan 08, 2022 (V) $56.4625
Jul 01, 2021 (V) $56.1875
Dec 26, 2020 (T) $54.2750
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EXHIBIT K

Email from Rachel Gardunio to Eric Eliasson regarding
compliance with vaccination requirement, dated
October 29, 2021
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Dunson, Marvin (HRD)

From: Gardunio, Rachel

Sent: Friday, October 29, 2021 1:47 PM

To: Eliasson, Eric

Cc: Prather, Joel; Cozzone, Francesca

Subject: FW: Determination re Request for Religious Accommodation
Hello,

The City and County of San Francisco issued a COVID-19 Vaccination Policy requiring all City employees to be fully
vaccinated as a condition of employment by November 1, 2021, unless they have been approved for an exemption from
the vaccination requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious belief.

You submitted a COVID-19 Vaccination Exemption Request as a reasonable accommodation which has since been
denied. City policy now requires you now to be in compliance with the City’s COVID-19 vaccination

requirements. Specifically, you are required to receive your first dose of a COVID vaccine immediately and provide a
copy of your vaccination record.

If you do not receive your first dose of a COVID-19 vaccine by Friday, November 5, 2021, you will be subject to
separation from City employment.

Do not report to work effective November 1, 2021. Once you have confirmed you are partially vaccinated, you will
receive more information from your division about whether you can continue to work remotely or report onsite.

You can update your information by uploading it directly into the City’s People and Pay System using the Employee
Portal or by emailing your vaccination record to HRSadmin@sfwater.org. We also suggest you email ELR@sfwater.org a
copy of your vaccination record.

If you have any questions about the City’s COVID-19 Vaccination Policy, you can find additional resources
at https://sfdhr.org/covid-19 or you can contact ELR@sfwater.org.

Sincerely,

Rachel Gardunio
Employee & Labor Relations Division Manager
Cell: (415) 603-8091 | rgardunio@sfwater.org

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Friday, October 29, 2021 1:40 PM

To: Gardunio, Rachel <RGardunio@sfwater.org>

Subject: FW: Determination re Request for Religious Accommodation

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services
525 Golden Gate Avenue, 3rd Floor
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San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission

From: Albert, Hallie B

Sent: Thursday, October 7, 2021 11:41 AM

To: Eliasson, Eric <EEliasson@sfwater.org>

Subject: Determination re Request for Religious Accommodation

Dear Eric Eliasson:

The Department has considered the information you supplied in your written request for areligious exemption
aswell as all follow up email communications. The Department has determined that the information you
supplied does not meet the applicable standards under state and federal law, as well as the City’ s policies and
procedures, for areligious exemption to the City’ s Covid-19 vaccination requirements. Attached isthe
Department’ s determination regarding your Covid-19 vaccination exemption request.

For additional information on the City’ s vaccination policies and this process please visit the Department of
Human Resources website:

https://sfdhr.org/vacci nati on-and-f ace-covering-policy-city-employees

Thank you,

Hallie B. Albert (she/her)

EEO Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, 3rd Floor

San Francisco, CA 94102
Phone:415.961.5812 Fax: 415.553.4898
Halbert@sfwater.org

San Francisco Water, Power and Sewer | Services of the San Francisco Public Utilities Commission
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EXHIBIT L

Notice to Eric Eliasson of Proposed Disciplinary Action and
Skelly Meeting and Placement on Paid Administrative Leave,
dated November 8, 2021
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Human Resource Services
525 Golden Gate Avenue, 3™ Floor
San Francisco, CA 94102

T 415.554.1670

F 415-554-1662

San Francisco
Water

Serviend of the Sea Franches Pulsie Urikeiag Commisiion

Via USPS Mail and Email ||| G

November &, 2021

Eric Eliasson

Re: Notice of Proposed Disciplinary Action and Employee Conference/ Skelly
Meeting (Skelly Notice) and Placement on Paid Administrative Leave

Dear Eric Eliasson,

This letter serves as notice that the San Francisco Public Utilities Commission
("SFPUC" or "Department"), Operations (‘“Division”) is recommending that you be
dismissed from your Permanent Civil Service Class 7372 Stationary Engineer, Sewage

Plant position.

Employee Conference/Skelly Meeting

The Department will schedule an Employee Conference/Skelly Meeting where you will
have an opportunity to respond to the charges and the proposed discipline. You are
entitled to include a representative of your choice in the video conference/Skelly
meeting. Itis your responsibility to contact your representative and provide them
with a copy of your Employee Conference/Skelly Notice.

We are offering this Skelly meeting in a remote format to comply with local and state
health orders. These public health orders require any work that can be done remotely
to be done remotely to limit the spread of COVID-19 and provide for the health, safety
and welfare of the public. Conducting the Skelly meeting remotely does not
meaningfully affect or limit your right to respond to the Skelly Notice because it
provides the same opportunity for live and visual presentation and response directly to
the Skelly hearing officer. You or your representative may submit any documents you
wish considered to the Skelly officer by e-mail in advance or during the Skelly meeting.

You are not required to attend the remote Ske/ly Meeting. You may submit a written
response and any relevant written materials for the Department to consider before
making a final decision. If you choose this option, you must submit your written
materials to me by e-mail at gnorby@sfwater.org by 5:00 p.m., the day before your
Skelly meeting is scheduled to take place. If you do not attend the video conference or
submit a written response, the Department will make a decision on the proposed
disciplinary action based on the enclosed information and materials.

Paid Administrative Leave

Effective immediately, the SFPUC is placing you on paid administrative leave under
San Francisco Administrative Code Section 16.17 (1), which permits such leave

OUR MISSION: To provide our customers with high-quality, efficient and reliable water, power and sewer
services in a manner that values environmental and community interests and sustains the resources entrusted
to our care.

Lonidon M. Breed
WMawvo

Anson Mofan
Prrassagient

Kawsha &]amd
Wit President

Sophie Maxwel

[ty 1) - ST

Tim Pasalinn

l:.- T TR

Ed Harringlon
(o s |

Dennis L Harrera
Gereral Marager



Notice of Proposed Discipline — Eliasson, Eric
November 8, 2021
Page 2 of 9

pending investigation relating to an employee’s conduct when the Department
determines that the employee should be placed on leave “to protect the legitimate
interests of the City, including but not limited to, potential interference with the
effectiveness of the investigation, or potential harm to employees, to the public interest
or to the operation of the City.” (Attachment A.)

The paid administrative leave may continue for a period of up to 30 calendar days.
During this period of paid administrative leave, you must remain ready and available to
answer any phone calls or report to work within one hour, Monday to Friday between
8:00 a.m. and 5:00 p.m.

While on paid administrative leave, you will receive the compensation you would have
earned if you had worked during the same period, without the inclusion of overtime
earnings or special pay. You must not report to any SFPUC work location until
notified otherwise.

You are directed to immediately relinquish all keys, access cards, identification badges,
electronic devices, and other City and County of San Francisco and/or SFPUC property
in your possession to George Engel, Operations Manager.

The charges are as follows:

Violation of CCSF COVID-19 Vaccination Policy;

Failure to meet minimum qualifications/conditions of employment;
Failure to Follow Rules and Regulations/Failure to Follow Instructions;
Insubordination; and

Acts which present an immediate danger to public health and safety.

The proposed discipline is based on the following:

The City and County of San Francisco’s City’s COVID-19 Vaccination Policy
(“Vaccination Policy”) required you to be fully vaccinated by November 1, 2021. On
September 28, 2021, the SFPUC sent you a notice via US Mail that you were identified
as an employee who has not received a COVID-19 vaccination as required by the
Vaccination Policy and reminded you that you were required to be fully vaccinated by
November 1, 2021. The notice also informed you that if you were not fully vaccinated
by November 1 and were not approved a religious or medical exemption, you would be
released from your PCS Class 7372 Stationary Engineer, Sewage Plant position for
violation of the City and County of San Francisco COVID-19 Vaccination Policy.

The health and wellbeing of City employees and the public we serve are top priorities
during our emergency response to COVID-19. Your failure to comply with the
vaccination requirement endangers the health and safety of the City’s workforce,
including yourself, and the public we serve. The City repeatedly notified you of this
requirement, and your failure to comply is insubordination. Therefore, the SFPUC is
recommending that you be dismissed from your PCS Class 7372 Stationary Engineer,
Sewage Plant position.

The facts presented below support the aforementioned charges.

I. Factual Findings
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Notice of Proposed Discipline — Eliasson, Eric
November 8, 2021
Page 3 of 9

A. COVID-19 Vaccination Policy

The City and County of San Francisco issued the COVID-19 Vaccination Policy on
June 23, 2021 with an effective date of June 28. The Vaccination Policy included the
following two requirements:

1. All City employees were required to report their vaccination status to the
City by July 29, 2021.

2. All City employees (who do not work in high-risk settings) “must be fully
vaccinated as a condition of employment within ten weeks after the Federal
Drug Administration (“FDA”) provides final approval to at least one
COVID-19 vaccine, unless they have been approved for an exemption
from the vaccination requirement as a reasonable accommodation for a
medical condition or restriction or sincerely-held religious beliefs.

The Vaccination Policy also states:

Once the vaccination deadline is reached the vaccination and
reporting requirements are conditions of City employment and
a minimum qualification for all City employees.

Failure to comply with this Policy may result in a disciplinary
action, or non-disciplinary action from employment for failure
to meet the minimum qualifications of the job.

(Attachment B.)

On August 6, 2021, the Vaccination Policy was amended and amongst other things, extended the
reporting deadline to August 12, 2021.

Following FDA approval of the Pfizer-BioNTech vaccine for the prevention of COVID-19 on
August 23, 2021, the Vaccination Policy was amended on September 8 to list the vaccination

deadline for all City employees (who do not work in high-risk settings) as November 1, 2021.
(Attachment B.)

B. HRS COVID-19 Digests Regarding COVID-19 Vaccination Policy

As part of its COVID-19 response, the SFPUC’s Human Resource Services
(“HRS”) began sending out HRS COVID-19 Digests via email to all SFPUC staff to
communicate key information about COVID-19.

Between June 24 to September 22, SFPUC HRS sent out eight all staff HRS
COVID-19 Digests informing employees of the requirements of the COVID-19
Vaccination Policy.

a. HRS COVID-19 Digest #69 — New Vaccine and Face Covering Policy
for City Employees

On June 24, 2021, SFPUC HRS informed employees of the City’s new COVID-19 Vaccination
Policy that would become effective June 28, 2021, and that it employees to (1) report their
vaccination status by July 29, 2021; and (2) be fully vaccinated no later than 10 weeks after the
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Food & Drug Administration (“FDA”) gives final approval to at least one COVID-19 vaccine by
forwarding a memo from Carol Isen, Department of Human Resources (“DHR”) Director and a
copy of the Vaccination Policy. (Attachment C.)

b. HRS COVID-19 Digest #70 — Submit Your COVID-19 Vaccine Status
via the SF Employee Portal

One June 29, 2021, SFPUC HRS informed employees that the portal to submit their
vaccination status was live and reminded employees that the deadline to submit was
July 29, 2021. The Digest included detailed instructions on how to access the
vaccination portal and submit vaccine status. (Attachment D.)

c. HRS COVID-19 Digest #72 — Vaccine Status Reporting

On July 13, 2021, SFPUC HRS forwarded a memo from Carol Isen, DHR Director and
a copy of DHR’s New Vaccination and Face Covering Policy FAQ for CCSF
Employees where employees were again reminded to report their vaccination status by
July 29, 2021 and be fully vaccinated by November 1, 2021. (Attachment E.)

d. HRS COVID-19 Digest #73 — Vaccination Reporting Reminder

On July 16, 2021, SFPUC HRS again reminded employees to report their vaccination
status by July 29, 2021. (Attachment F.)

e. HRS COVID-19 Digest #74 — COVID-19 Vaccination Status
Reporting Requirement and SFPUC Vaccination Event

On July 22, 2021, SFPUC HRS again reminded employees to report their vaccination
status by July 29, 2021. The Digest also announced a COVID-19 Vaccination Pop-up
event at the Southeast Treatment Plant

The event provided Johnson & Johnson and Pfizer COVID-19 vaccines, and also
hosted an “Ask the Doc Table” where employees could get their questions about the
vaccine answered by a medical professional. (Attachment G.)

f. HRS COVID-19 Digest #75 — Vaccine Status Reporting — Extended
Deadline and COVID-19 Vaccination Medical and Religious
Exemption Request

On August 12, 2021, SFPUC HRS forwarded a memo from DHR and a copy of DHR’s
COVID-19 Vaccination Medical and Religious Exemption Request procedures. The
SFPUC again reminded employees of the requirements to record their vaccination
status by July 29, 2021, and be fully vaccinated no later than 10 weeks after the FDA
gives final approval to at least one COVID-19 vaccine. The SFPUC provided
employees with details about how to request a medical or religious exemption to the
COVID-19 vaccination requirement. (Attachment H.)

g. HRS COVID-19 Digest #76 — Employee Vaccination Deadline
On August 26, 2021, SFPUC HRS informed employees that full-time telecommuting

would end on November 1, 2021, and reminded employees of the requirement to be
fully vaccinated against COVID-19. HRS also forward a memo from Carol Isen, DHR
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All Other Must be fully vaccinated no later than November 1,2021,
Employees not * Modermna: First Shot no loter than September 20, 2021;
working in "High- Second Shot ne later than October 18, 2021
Risk” orather | «  Pfizer: First Shot no later than September 27, 2021;
Health Care Second Shot na later than October 18, 2021
Settings Johnson & Jehnson: First Shot ne loter than October 18, 2021.

(Attachment I.)

h. HRS COVID-19 Digest #77 — COVID-19 Vaccination Events and
Vaccine Exemption

On September 22, 2021, SFPUC HRS sent a COVID-19 Digest with the following
information: (1) Vaccination Pop-Up Event for CCSF Employees at City Hall on
September 27 and 29, 2001; (2) Reminders about the vaccination deadlines, including
the chart of vaccination chart of COVID-19 Vaccination Deadlines listing the deadlines
for each of the three COVID-19 vaccinations; and (3) Reminders that employees who
have a qualifying medical condition or hold a sincere religious belief prohibiting them
from being vaccinated may apply for an exemption to the vaccine requirement.
(Attachment J.)

C. Emails to Non-Compliant Employees

On September 24, 2021, the SFPUC reminded all employees who were non-compliant
with the CCSF COVID-19 Vaccination Policy of the vaccination deadlines and the
Vaccination Pop-Event at City Hall for CCSF Employees on September 27, 2021.
(Attachment K.)

On September 27, 2021, HRS sent all employees, including you, who were non-
compliant with the CCSF COVID-19 Vaccination Policy an email entitled, “URGENT:
Non-Compliance with COVID-19 Vaccination Policy.” You were reminded that to be
considered fully vaccinated by the November 1, 2021 deadline, 14 days must have
passed since you received the final dose of a two-shot vaccine or a dose of a one-shot
vaccine. Additional resources were linked to the email, including the COVID-19
Vaccination Policy; COVID-19 Vaccine FAQs; and tutorials on how to use the SFPUC
Employee Portal to upload vaccination status. (Attachment L.)

D. Notice of Non-Compliance with COVID-19 Vaccination Policy

In addition to emailing the notice of non-compliance with the COVID-19 Vaccination
Policy, HRS also mailed you a hard copy of the notice to your address on file on
September 28, 2021. The SFPUC again reminded you about the requirement to be
fully vaccinated by November 1, 2021, and that if you do not comply, “you will be
subject to separation from your City employment if you do not receive your final dose
by the applicable deadline.” (Attachment M.)
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E. 1:1 Discussions Regarding Your Vaccination Status

On September 28, 2021, in an effort to ensure that you understood the requirements of
the COVID-19 Vaccination Policy and the severe consequences for non-compliance
after November 1, John O’Connell, Chief Stationary Engineer, Sewage Plant, spoke
with you because City records indicated that you had not yet met the City’s
requirement for vaccination and/or reporting using talking points provided by DHR.
(Attachment M.) You were again reminded that City policy requires all employees to
be fully vaccinated by November 1, 2021. O’Connell also offered to assist you with
reporting your vaccination status or scheduling a vaccination appointment; explained
the importance of getting vaccinated because of the need to have a safe workplace; and
provided contact information for resources where you could ask questions about
COVID-19 vaccines. They also explained that exceptions to the vaccine requirement
are available for those with a qualifying medical condition that interferes with
someone’s ability to receive the vaccine or a sincerely held religious belief that
prevents the person from receiving the vaccine, and explained that if you wanted to
request an exemption, you should do so as soon as possible. In addition, they
explained that “if you do not receive your final dose by October 18", you will not meet
the requirements for City employment and you will be released from City
employment.”

You were asked to sign a COVID-19 Vaccination Discussion Acknowledgement form
to confirm that this discussion took place. You refused to sign the form. (Attachment
N.)

F. COVID-19 Vaccination Exemption Request

You submitted a COVID-19 Vaccination Exemption Request as a reasonable
accommodation, and your request was denied. On October 29, 2021, Rachel Gardunio,
Employee & Labor Relations Manager, emailed you stating that City policy now
requires you be in compliance with the City’s COVID-19 vaccination requirements and
informed you that you were required to receive your first dose of a COVID vaccine
immediately and provide a copy of your vaccination record. (Attachment O.)

To date, you have failed to receive your first dose of a COVID vaccine and provide
documentation of your vaccination record.

1I. Applicable Rules and Regulations

A. CCSF COVID-19 Vaccination Policy

The City’s COVID-19 Vaccination Policy required all City employees to report their
vaccination status to the City by August 12, 2021, and all City employees (who do not
work in high-risk settings) to be fully vaccinated as a condition of employment within
ten weeks after the FDA provides final approval to at least one COVID-19 vaccine
unless they have been approved for an exemption from the vaccination requirement as
a reasonable accommodation for a medical condition or restriction, or for sincerely-
held religious beliefs.

Once the November 1, 2021 vaccination deadline is reached,) the vaccination and
reporting requirements are conditions of City employment and a minimum
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qualification for all City employees. The policy informs employees that failure to
comply with the Vaccination Policy, and meet the minimum qualifications of the
position, may result in a disciplinary action, or non-disciplinary action from
employment.

(Attachment B.)

B. SFPUC New Emplovee Orientation Handbook

Section 11.2 of the SFPUC New Employee Orientation Handbook defines misconduct
as, among other things:

e Failure to Follow Rules and Regulations/Failure to Follow Instructions: When an
employee disobeys rules and regulations.

e Inattention to Duties: Failure to perform assigned duties at an acceptable level for reasons
such as undue carelessness, negligence, or intentional disregard.

e Insubordination: When an employee disobeys authority, refuses to follow a reasonable
directive from a duly authorized supervisor or manager, or will not comply with
established procedure.

(Attachment P.)
The SFPUC New Employee Orientation Handbook also sets forth “Special Circumstances” at
Section 11.2.1.1, which are those actions that, “[t]he City Charter considers ... to be most serious,
and possible grounds for termination.” Included amongst the acts of misconduct that are
considered “special circumstances” are:

e Acts that present immediate danger to public health and safety.
(Attachment P.)

I11. Disciplinary Charges

A. Violation of CCSF COVID-19 Vaccination Policy; Failure to Follow Rules and
Regulations/Failure to Follow Instructions; Insubordination; Inattention to
Duty; and Acts which present an immediate danger to public health and safety.

While the SFPUC and the City value your contribution and service to the SFPUC and
its ratepayers, the City has an obligation to provide a safe and health workplace to
protect its employees and the public as it reopens services and returns more employees
to the worksite, and vaccination is the most effective way to prevent transmission and
limit COVID-19 hospitalizations and deaths. COVID-19 continues to pose a risk,
especially to individuals who are not fully vaccinated, and certain safety measures
remain necessary to protect against COVID-19 cases and deaths. Unvaccinated
employees are at a greater risk of contracting and spreading COVID-19 within the
workplace and City facilities, and to the public that depends on City Services.

On June 23, 2021, the City adopted the COVID-19 Vaccination Policy which made
reporting vaccination status and getting fully vaccinated by November 1, 2021, a
condition of City employment and a minimum qualification for all City employees,
including you. The Vaccination Policy stated that failure to comply may result in
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disciplinary action, or non-disciplinary separation from employment for failure to meet

the minimum qualifications.

Despite repeated communications from the SFPUC about the requirements of the
Vaccination Policy and the potential consequences, including dismissal from your City
employment, you have failed to comply with the policy. The SFPUC and City have
provided multiple opportunities for you to get vaccinated and, if needed, direct your
questions to qualified medical professionals. Unfortunately, you have declined to be
vaccinated. Because your failure to comply with the vaccination requirement
endangers the health and safety of the City’s workforce, including yourself, and the
public we serve, the SFPUC has no choice but to dismiss you from your position.

IV. Conclusion

The above charges, independently and collectively, support this recommendation of
dismissal. Enclosed with this letter are the materials upon which the charges and
proposed dismissal are based:

Attachment A.

San Francisco Administrative Code Sec. 16.17 Paid Administrative
Leave

Attachment B.

CCSF COVID-19 Vaccination Policy

Attachment C.

HRS COVID-19 Digest #69 — New Vaccination and Face Covering
Policy for City Employees

Attachment D. | HRS COVID-19 Digest #70 — Submit Your COVID-19 Vaccine Status
via the SF Employee Portal

Attachment E. | HRS COVID-19 Digest #72 — Vaccine Status Reporting

Attachment F. | HRS COVID-19 Digest #73 — Vaccination Reporting Reminder

Attachment G.

HRS COVID-19 Digest #74 — COVID-19 Vaccination Status Reporting
Requirement

Attachment H. | HRS COVID-19 Digest #75 — Vaccine Status Reporting — Extended
Deadline and COVID-19 Vaccination Medical and Religious Exemption
Request

Attachment . HRS COVID-19 Digest #76 — Employee Vaccination Deadline

Attachment J. | HRS COVID-19 Digest #77 — COVID-19 Vaccination Events and
Vaccine Exemption

Attachment K. | September 27" Vaccination Event email

Attachment L. | URGENT: Non-Compliance with COVID-19 Vaccination Policy email

Attachment M. | September 28, 2021 Vaccination Status Letter

Attachment N. | Conversation with Employee and COVID-19 Vaccination Discussion

Acknowledgement

Attachment O.

ACTION NEEDED — COVID-19 Vaccination Policy

Attachment P.

SFPUC New Employee Orientation Handbook
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Sincerely,
“Flond
s
Greg Norby

Assistant General Manager, Wastewater Enterprise
cc: George Engel, Wastewater Enterprise, Division Manager

Michael Ho, Acting Employee & Labor Relations Manager, HRS
Official Employee Personnel File — Eliasson, Eric
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SEC. 16.17. PAID ADMINISTRATIVE LEAVE.

ia) Appointing (dficers, as defined in Adminisirative Code Section 24.30, im the City and Cownty of San Franciseo ane aistharized,
bt not reguined, to place any City employee in their depantment on paid sdministrative leave under the following cirumstances:

{11 When the City has insimged an mvestigaison relating 1o @n employeds conduct, and the Appoanting Offkeer determings that the
employee should be placed on leave during some or all of the investigation in crder 1o prodect the legnmate imereats of the City,
including bt not limited to, potential interference with the eifectiveniss of the mvestignizon, or posencial hamm 1o empboyees, to the
public nteress of 1o e operation of the City, for a period of ime beginning not caslier than the star of the investigation and ending no
later than the date the imveitigation s compleled. subject 1o 8 maxbmam of thiny | 30) cabsndar duys;

{2} ‘When the City requires an emplayee ta submit ba drug anil'or alecokal sésting parsiant 10 the ferms of & City or depastmenial
policy, a Memorardum of Undersaanding between the City and & recognived employee coganization, or bocal, state or fiederal law, for the
perind of time between the dale the City directs the emploves 1o submit o such testing umiil the employes refiases sach testing or the
testing is complsted and the ity s advised of the résults of the testing, subject to o maximum of thirty (30) calendar days:

(3} When the City medically removes an employee pursuant bo standards set fanh by the Califormia Oooupatianal Safety asd Healih
Administration in Title 8 of the Califenia Code af’ Regulstions,

(4} When the City requires an employee to wnidengo a s for duty examingtion pursuam 60 Ol Service Rules [ 16, 216, 315,
416, or amy similar seccessor rubss, forup 1o the penod of time from the date ihe City directs (e employes o anderge 3 Nimess for duty
examination umtil: (1) the dse the examination is compbeied aml the City b notified by the examinang physacian whesher the emplayee i
fit for duty; or (i} the dote the employee refuses examination. Paid administrative leave under this subsection g5 subject 10 @ maximum of
Bibrty {30} calendar days. In the event that the examining physician does not sotify the Cigy that the empboyee is [l For duty on ke day of
the examimation, the Appaimting OfMicer ghall place the emploves oo compulsory sick leave persuant se the Civil Service Rules stariing
on the business day Tollowing the examinstion. Should the examming physician thenealter declare the employes fit for duty, the City
shall restoee any sick leave deducted beragen the date of the examination and the date the City is g0 notified or, in the event the
:-mrl'lpjﬂhu:mm:h:h leave. any |ost compensation fof 1he ::-'libpdﬂﬂd.

(k) While am emploves (s on paid admanistrative leave the emploves shall reeeive the compensation ke or the would have earned of
the emploves had worked during the same persod, without the inclusion of overtime camingzs o special pay.

(€1 The Appaistng Oificer shall kave the discreton 1o remave an employee from paid administrativie leave at any me dunng the
period of pald admantstrative leave.

idf Subject 1o the prior wiitten approval of e Director of the Department of Human Resources, the Appointing CiTicer may extend
paid pdminisirativg leave one (F) time consisient with this Section fof no more (han an sdditionas] thinty (20 calandar days. For Service
Crutecal Emplovecs employed by the Manicipal Transpostation Agency. e Director of the Muanicipal Transporiation Agency may
exiend paid administrative beave one { |} time consistent with thas Section fog no more thas an sdditsonal thirty (30 calendar days. Linder
ne Eircumstances msy on employee be on paid admimistrative beave for more than sisty (600 calendar days relating ta the same incident.

(€1 The City's ability 1o place employees an paid administrative leave wnder this section & in additian s, net in lew of, its right 1o
place emplovees on unpaid adminisirative kave under Charter Sectian AR 31, o amy similar successor Charter Saction. The Cily may
elect 1o place an emplayee on paid of unpaid adnsinismrative leave o5 permitial wnder this Section or under Charter Section A% 341,
Furiher, the City may place an employes on paid administrbive leave entber before of after the emplayee is placed on unpaid
admimistranve kv

if} Mothing hergin shall lomitor probibit campliance with the regulations of the California Occupstional Salety and Health
Adimindszratian in Tigle 8 of the Califomia Code of Regulations.

e by Ol VT8 10 Wl W 110622, App %12 D01 LEM 12T 1)

ARTICLE III:

IRESERVED]
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City and County of 5an Francisco
Caral Isen
Human Resources Director

Department of Human Resources
Connecting Peaple with Purpose
www.sfdhr.org

COVID-19 Vaccination Policy

Amended 9/8/2021
Amended 10/27/2021

10/27/2021 Revision: This revision updates the vaccination policy for city employvees who are required
to be fully vaccinoted against COVID-19 by November 1, 2021. The revision does not apply to city
employees who had an earlier deadline for vaccination (e.g.. September 30 or October 13, 2021).

This revision modifies the policy to allow departments discretion to allow, os necessary for continuity
of critical City operations, employees whe can demonstrate that they hove received ot least their first
dose of @ COVID-19 vaccine regimen to continue work after November 1 subject to certain
requirements and restrictions. All partially vaccinated employees must document that they are fully
vaccingted by na loter than December b, 2021.

PURPOSE STATEMENT

The City and County of 5an Francisca [City) must provide a safe and healthy workplace, cansistent
with COVID-19 public health guidance and legal requirements, to protect its employees and the
pubtic as it reopens services and returns more employees to workplaces.

According to the federal Centers for Disease Control (CDC), the California Department of Public
Health [COPH], and the 5an Francisca County Health Officer, COVID-19 continues to pose a risk,
especially to individuals who are not fully vaccinated, and certain safety measures remain necessary
to protect against COVID-19 cases and deaths, Vaccination is the most effective way to prevent
transmission and limit COVID-19 hospitalizations and deaths. Unvaccinated employees, interns,
fellows, and volunteers are at greater risk of contracting and spreading COVID-19 within the
workplace and City facilities, and to the public that depends on City services.

To best protect its employees and others in City facilities, and fulfill its obligations to the public, all
employees must, as a condition of employment: (1) report their vaccination status to the City; and (2)
be fully vaccinated and report that vaccination status to the City no later than either the applicable
deadline under the 5an Francisco Health Order, if it applies, or 10 weeks after the Federal Food &
Drug Administration (FDA) giving final approval to at least one COVID-19 vaccine (November 1, 2021).

LEGAL REQUIREMENTS

On June 17, 2021, Governor Newsam issued Executive Order No. N-09-21, which implements new

California Division of Dccupational Safety and Health (Cal/O5HA) rules, effective June 17, 2021, These

rules require employers to take specific measures to protect employees from COVID-19, including

enforcing masking and quarantine requirements, and offering COVID-19 testing and time off, for

employees who are unvaccinated or for whom the employer does not have documentation verifying
One South Van Ness Avenue, 4™ Floor ® San Francisco, T4 94103-5413 » (415) 557-4800
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they are fully vaccinated. The Cal/O5SHA rules require employers to verify and document that an
employee is fully vaccinated before allowing that employee to discontinwe masking indoors. For
unvaccinated employees or employees for whom the City does not have documentation verifying
fully vaccinated status, the City must enforce masking, provide COVID-19 testing following a close
contact in the workplace or anytime they have COVID-19 symptomns, and exclude these employees
from the workplace for 10 days after a close contact. Upon reguest, the City also must provide non-
vaccinated employees with respirators (NS5 masks) and provide education about using that type of
mask.

On July 26, 2021 CDPH issuved an Order (CDPH Vaccination Status Order) that workers in high-risk and
other healthcare settings must report their vaccination status no later than August 23, 2021, The

CDPH Vaccination Status Order also requires routine testing and more rigorous masking for
unvaccinated or only partially vaccinated personnel working in these settings.

On August 24, 2021, the 5an Francisco Health Officer updated the S5F Health Order requiring all
employers to determine the vaccination status of employees who routinely work onsite in high-risk
settings by no later than September 30, 2021 and preciuding unvaccinated employees from entering
those facilities after that date, and precluding unvaccinated employees who may occasionally ar
intermittently enter those settings from entering those facilities after October 13, 2021. This order
further requires employees (among others) to remain masked in the workplace, effectively
superseding the Cal/OSHA COVID-19 Temporary Emergency Standard which allows vaccinated
employees who had documented that status to remove their masks.

On August 2, 2021 DHR issued a revised policy Face Coverings at Work Policy that can be found here:
https://sfdhr.org/sites/default/files/documents/COVID-19/Face-Covering-Requirements-at-Work. pdf

On August 5, 2021, COPH issued a new Order (Health Care Worker Vaccing Requirement) mandating
all workers who provide services or work in identified health care facilities to receive their final dose
of a vaccine regimen no loter than September 30, 2021. The only exemptions to the Health Care
Worker Vaocine Reguirement are for workers who have a dooumented and approved sxemption
from vaccination on the basis of a sincerely-held religious belief or due to a qualifying medical
condition or restriction,

STATEMENT OF POLICY

Definition of "Employees” Under This Palicy

For purposes of this policy only, the term “employees” includes all full, part-time, and as-needed City
employees regardless of appointment type, volunteers, interns, and City fellows (such as 5an
Francisco Fellows, McCarthy Fellows, Fish Fellows, and Willie Brown Fellows).

Requirement to Report Vaccination Status

To protect the City's workforce and the public that it serves, all City employees were required to
report their vaccination status to the City by July 29, 2021 (with a subsequent extension to August 12,
2021), by providing the following information:

s ‘Whether the employee is vaccinated (yes or noj
* For employees who are vaccinated or partly vaccinated:

B
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o The type of vaccine obtained (Moderna, Plizer, or lohnson & lohnson, or other
vaccine received In approved clinical trials)

Date of first dose vaccine;

Date of second vaccine for a 2-dose vaccing;

Declaration under penalty of perjury that they have been fully vaccinated, and
Upload documentation verifying proof of vaccination status. Proof of vaccination can
include a copy of the CDC COVID-19 Vaccination Record Card, documentation of
vaccine from the employee’s healthcare provider, or documentation issued by the
State of California by going to: https://myvaccinerecord.cdph.ca.gov/

0O oo o

To be fully vaccinated, 14 days must have passed since an employee received the final dose of a two-
shot vaccine or a dose of a one-shot vaccine. All unvaccinated employees must continue to comply
with masking, testing, and other safety requirements until they are fully vaccinated and have
reported and documented that status to the City consistent with this Policy. Employees who
previously reported that they were unvaccinated must update their status once they are fully
vaccinated.

Fallure to comply with the reporting requiremnent may result in discipline, or non-disciplinary
separation from employment with the City for failure to meet the minimum gualifications of the job.

How to Report Vaccination Status

Valunteers, interns, and City fellows must verify that they are fully vaccinated to the Departmental
Personnel Officer or Human Resources professional by showing a copy of their COC COVID-19
Vaccination Record Card, documentation from the individual’s healthcare provider, or documentation
issued by the State of California as described above. The department must retain documentation
that the individual’'s vaccination status has been verified but must not retain copies of the
individuals vaccination record.

All other employees must report their vaccination information and upload documentation verifying
that status into the City's People & Pay system using the Employee Partal or by hand using the
COVID-19 Vaccination Status Form. Only City employees authorized to access employee personnel
information will have access to the medical portion of the file. The City will share infermation about
an employee’s vaccination status only on a need-to-know basis, including to the employee’s
department, managers, and supervisors for the purpose of enforcing masking, quarantining in the
event of a close contact, and other safety requirements.

Vaccination Requirements for Employees

1. To comply with the $F Health Order and ensure delivery of City services, City policy requires
that all City employees routinely assigned to or working onsite in high-risk settings must receive their
final dose of a vaccine regimen no later than September 30, 2021, unless they have been approved
for an exemption from the vaccination requirement as a reasonable accommodation for a medical
condition or restriction or sincerely held religious beliefs. Any employee who is requesting or has an
approved exemption must still report their vaccination status to the City by the August 12, 2021
extended deadline. The vaccination and reporting requiremients are conditions of City employment
and & minimum gualification for employees who are routinely assigned to or working onsite in high-
risk settings. Those employees who fail to meet the vaccination and reporting requirements under
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this Policy will be unable to enter the facilities and unable to perform an essential function of their
job, and therefore will not meet the minimum requirements to perform their job.

2. To comply with the COPH Health Care Worker Reguirement and ensure delivery of City
services, City policy requires that all Gty employees who are not otherwise covered by the 5F Health
Order, but who provide services or work in the health care facilities identified in the state’s order,
must receive their final dose of a vaccine regimen no later than September 30, 2021, unless they have
been approved for an exemption from the vaccination requirement as a reasonable accommodation
for a medical condition or restriction or sincerely-held religious-beliefs. Any employee who is
requesting or has an approved exemption must still report their vaccination status to the City by the
August 12, 2021 extended deadline. The vaccination and reporting requirements are conditions of
City employment and a minimum gualification for employees provide services or work in the health
care facilities identified in the state’s order. Those emplovees who fail to meet the vaccination and
reporting requirements under this Policy will be unable to enter the facilities and unable to perform
an essential function of their job, and therefore will not meet the minimum requirements to perform
their job.

3. To comply with the SF Health Order and ensure delivery of City services, City policy requires
that all City employees who in the course of their duties may enter or work in high-risk settings even
on an intermittent or occasional basis or for short periods of time must be fully vaccinated — no later
than October 13, 2021, unless they have been approved for an exemption from the vaccination
requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious beliefs. Any employee who s requesting or has an approved exemption must still report
their vaccination status to the City by the August 12, 2021 extended deadline. The vaccination and
reporting requirements are conditions of City employment and a minimum qualification for
employees who in the course of their duties may enter or work in high-risk settings even on an
intermittent or occasional basis or for short periods of time. Those employeess who fail to meet the
vaccination and reporting requirements under this Policy will be unable to enter the facilities and
therefore unable to perform an essential function of their job and will not meet the minimum
requirements to perform their job.

q, Volunteers, interns, and City fellows must be fully vaccinated — and must have reported that
status and providing documentation verifying that status to the Departmental Human Resources
personnel = as a condition of serving as a City volunteer, intern or fellow. Those already working and
who do not fall under the 5F Health Order must be fully vaccinated no later than October 13, 2021.
Failure to comply with this policy will result in suspension of the internship, fellowship, or velunteer
opportunity until such time as the individual provides verification that they are fully vaccinated.

5. All other City employees must be fully vaccinated as a condition of employment within ten
weeks after the FDA provides final approval to at least one COVID-19 vaccine (NMovember 1, 2021).
Employees wha are not fully vaccinated by November 1, 2021 may not enter the workplace after that
date. To maintain continuity of City operations, limited exceptions may be allowed for employees
who demonstrate that they are partially vaccinated,
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Dffice Environments

Departments have discretion, but are not required, to allow employees who work in office
environments 1o work remotely provided the employees have received at least one dose of a COVID-
18 vaccine regimen by November 1, 2021 and reported and documented that status to the City
consistent with this Policy ond the Department receives approval from the City Human Resources
Director.

This is allowable for a maximum of up to three days (or 24 hours) per week. The remaining two days
{or 16 hours), which are intended to be spent in person in the workplace, employees may use their
accrued vacation or other non-sick leave time to cover those work hours that unvaccinated or
partially vaccinated employees are restricted from the workplace due to not being fully vaccinated as
required by City Policy, Employees who are partially vaccinated and have received written approval to
work remotely after November 1, 2021 must report and document that they are fully vaccinated no
later than December 6, 2021.

Nﬂﬂ-ﬂ-ﬂfté‘ Enwvirgnments

Departments have discretion, but are not required, to allow employees to enter the warkplace after
November 1 provided, the employees have received at least one dose of a COVID-19 vaccine regimen
by November 1, 2021 and reported and documented that status to the City consistent with this
Policy. Employees who are permitted in the workplace after November 1, 2021 must report and
document that they are fully vaccinated no later than December 6, 2021.

Employvees who are not fully vaccinated against COVID-19 and who are permitted in the workplace
after November 1, 2021 must continue to wear a well-fitted mask at all times while at the workplace.
Departments are stronghy encouraged to require employees who are not yet fully vaccinated after
November 1, 2021 to test at least once weekly and provide proof of a negative COVID-19 test result
until they are fully vaccinated and have reported and documented that status to the City consistent
wiith this Policy.

Failure to comply with this Policy may result in a disciplinary action, or non-disciplinary separation
fram employment for fallure to meet the minimum gualifications of the job.

Reguesting an Exemption from the Vaccination Reguirement

Employees with a medical condition or other medical restriction that affects their eligibility for a
vaccine, as verified by their medical provider, or those with a sincerely held religious belief that
prohibits them from receiving a vaccine, may request a reasonable accommadation to be excused
from this vaccination requirement but must still report their status by the August 12, 2021 extended
deadline, The City will review requests for accommodation on a case-by-case basis and engage in an
interactive process with employees who submit such reguests. For some positions where fully
vaccinated status is required to enter the facility where the employee works, an accommaodation may
require transfer to an alternate vacant position, if available, in another classification for which the
employee meets the minimum gualifications. Requests for Reasonable Accommaodation forms and
procedures can be found here: fsfdhr . ne-and-face- ring-policy-ci

employess
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COVID-19 VACCINATION COMPLIANCE DEADLINES
ADDENDUM TO VACCINATION POLICY AMENDED AUGUST 5, 2021

Below are the vaccination status reporting deadlines for Clty employess.

COWVIL-1% VALLINATION S5TATLUS REFOETING DEALLIN

| duly 29, 2021 | Reporting Deadling
[ Augist 12, 2021 ]_ Grace Period - Final day 1o report vaccination status

Below are the vaccination desdlines for City employees, City employess working in high-risk settings are subject to
non-disciplinary release I not vaccinated by the deadlines referenced below for failure to meet the minimum
qualifications of their jobs,

COVID-19 VACCINATION DEADLINES BY EMPLOYEE TYPE

Employess who are Must receive their final dose of a vaccine regimen no loter than September 30, |
assigned to or routinely | 2021.
work onsite in High-Risk | * Moderna: First shot po later than Sepiember 2,2021; Second shot no loter than

Settings or other Health 5“'-"'""?" 30, 2021
Pfizer: First shot no loter than September 9,2021; Second shot no later than

CaTe Facitint September 30, 2021.
l s Johnson & Johnson: First shot no foter than September 30, 2021
:
Employees | Must be fully vaccinated ro foter than October 13, 2021
intermittently or & Moderna: First Shot no lofer than September 1, 2021;
occasionally working in Second Shot no loter than September 28, 2031

“High-Risk Settings” »  Pfizer: First Shot no loter thon September 8, 2021;
Second Shot no loter thon September 29, 2021
= lahnson & lohnson: First Shot no fater than September 29 2021

e

All ather employees not | Must be fully vaccinated no later than November 1, 2021.
working in “High-Risk”™ = Moderna: First shot no fater than September 20, 2021; 5econd shot no later
or other health care thon October 18, 2021,

settings = Plizer: First shot ne later than September 27,2021; Second shot no hater tham
Ociober 18, 2021
lohnson & Johnson: First shot o loter than October 1E, 2021,

For continuity of City operations limited exceptions may be made for partially
vaccinated employees. Such employees must report and docement they are fully
wvaccinated no later than December 6, 2021,

Office environments: Depariments have discretion to allow employees to work
rermately, if they pre not fully vaccinated, but have received at least the lirst dose of
a COVID-19 vaccine serias, Written approval required

Mon-affice environments: Departments have discretion o allow employees at the
worksite after Movember 1, 2021 if they are not fully vaccinated but have received
at least the first dose of 3 COVID-19 vaccine serles. Masking reguired.
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HRS COVID-19 Digest #69
June 24, 2021

New Vaccine and Face Covering Policy for City Employees

We'll Cowver:

Meszage from the Department of Human Resources (DHR)
Mew Vaccing Policy for City Employaas

MWew Face Covering Policy for City Employees

Remindars

Today's digesi is a message from the Depariment of Human Resources (DHR) on the Mew
Vaccing and Face Covering Policy far City Employees. Please be prepared o report your
vaccination status to the City no later than July 29, 2021 [review the policies for
exemplions), and If you are fully vaccinaled, provide documentation o venly the stalus

Stay wuned for more guidance on uploading your verification o the Employes Poral

Dierek Kim

Dapuly People Officar
Human Resource Sarvices
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Dear City employes-

According to the federal Centers for Disease Control (CDC), the California Department of
Pubbc Health, and the San Francisoo Couwnty Health Officer, COVID-19 continues {o pose a
risk, espacially to individuals wind are not Tully vaccinated, and cenain safety measures remain
macessary to protect against COVID-19 cases and deaths, Vaccination is the most effective
way to prevent transmission and limit COVID-18 hospitalizations and deaths.

This email is to provide you with information about the new vaccination related reguiremeants
for all City employees, which require all employess to:

1. report their vaccination status to the City no later than July 29, 2021, and If they are fully
vaccinated, to provide documentation to verify that stalus; and

2. be Tully vaccinaled and repor that vaccination siatus o the City no later than 10 weeks after
the Federal Food & Drug Administration (FOA) gives final approval 1o al least one COVID-18
VRO,

Thiz polkcy will be affective as of Monday, June 28, 2021, Al employess will have 30 days {wntil
July 28, 2021) to report their vaccination status including documentation verifying that status,
using the City's People and Pay system through a link that will be found on the Employes
Portal. All employees must provide the nama of vaccine, date(s) of vaccination_ and upload
documentation into the system. This information will ramain protected under axisting City
slandard proceduras for kaeping any protected information in your employes file confidantial,

It you need assistance uploading your varification fo the Employee Poral or have other related
questions, please reach out o youw department human resource represeniative.

As always, thank you for all you ara daing to swppor the residends of ihe City and County of
San Francisco.

Sincerely,

Carpd Isan

Human Resources

Diirector Deparimeant of Human
Resources

286



New Vaccine Policy for City Employees

City and Cauniy of Sam Franckoo Cepartment of Human Resodmes
Cancd £8n Comngching Pesple will Purpcss
Human Eedourtes Dingcnose www sfdheong

FURPOSE STATEMENT

The City and County of San Francisco [City) must provide o sale and haalthy workplace,
corimtent with COVID-19 public health guidance and legad requirements, to protect its
ermployess gnd the public B8 it reopend sevvioes and returmd move emoloyees 1o workplates.

According to the federal Centers for Diseass Contedl [CDC), the Calitomila Depariment of Public
Health, and the San Francisoo County Health Offioer, OOVID-19 continues to pose a risk,
especially bo individuals who Gre ndl fuly visdndled, bhd Sartien daTaty medduned femrdin
nEcedtary 1o probect apairst COVID-19 cases and deaths. Vaccimation ki the most elfective way
o prevend tranamivsion and Fmit ODAND-19 hosptadizations and deaths.

O buree 17, 2021, Governor Mewsom isued Executive Oeder Mo, N-D9-21, which implements
riiw State Division of Decupational Safety and Health (Cal/OSHA] nules, effective fune 17, 2031,
These rules reguire emgloyers o lake ipacific medune 1o protect employees lrem COVID-19,
inchuding enforcing masking and guarantine reguirements, and offering COVIDL1S testing and
tirmes off, for emplopees who e umattinated or fof whom the employer does not have
detemeriation verifying they are fully vaccinated. Unvaccinated employess are at greater sk
of contricting and sprepding COVID-19 wathin the wirkp!poe and 1o e publ: [t depends on
City services

To best protect s employees and Tulfil its obligations to the pablic, effective June 38, 2071, the
Clty's poficy is 1o requine that all erployees must, & 8 condition of employrment: 1) report
their vacdnation statis to the City; and {2 be fully vaccinated and repont that vaccination
sEakLA £o the City no Later than 10 weeks after the Federal Food £ Drug Agministration (FDA)
gives final approval 1o ot least one COVID-19 vaceine.

LEGAL RECIUIREMENTS

CafOsHA"s COVID-19 Ternporany Emergency Standand, revived June 17, 2021 and efective june
17, 2121 by Governos Rewson's Executive Onder Na, N-09-11, requines employers to verify and
docurment that an employes Is fully vaccinated belfore aliowing that employee (o discontinee
mashing indoors |sxcept af certain worksites where a (ace covering remairn requined even for
fully-vaccinated employees|. For tnvaccinated employess or emplopess for whom the City does
riod have docurnentation verilying fully vaccinated status, the City maust enforce masking,
provide COVID-18 testing for employees Ioflowing a close contact In the workplace o anmytimes
they have COVID-19 syrnplors, and exchide these employess Trom the workplace for at leaat

O South Var Mess Aeene, 47 Floor @ San Francihos, C8 S4100-54818 & (415} 557-£800
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10 days afier a close contact. Upon request, the City also must provide non-vaccinaied
employees with respirators (M35 maika) angd provide education about using that type of mash.

STATEMENT OF POLICY

To pratect the City's workferoe and the pubbe that it serves, sl Gty employees Ml repart
their vaccination status to the City, Thie City will use this information to enforce the Cal /05
masking, esting. quiranine snd other requinements and comphance with this Policy.

Im addition, except a5 obtherwise provided bedow, all Cy employees mast be fully wiccnated no
lates than 10 weeks aftes the FOA ghen final approval 12 at least one COVID- 18 vaceing.
Emnplogpees with a medical condition or other medical restriction thar affects thelr eligibility for
i vaccine, as verified by theie madical providen, or these with a sincerely held religious belicl
that prohibits them from receiving a vaccine, may request & ressonasble pcoommaodation to be
excisped from this varcination requinement, The City will revies reguests for accommodation
on & case-by-case batks corsistent with exating procedures for reasanable accommadation
fequests. Employess who previoualy reported that they weee uma@ccinated must update their
status once they are fully vaccinated

Fallure fo compéy with this policy may result in discipline 9p to and including termsinatian of
wmglEymEn

Preori for Reporting Vaccination Statu

AU City ernphoyesd Mt Fepodt Thisll vatcination iatus moo Peogle and Pay uning the COVID-19
Vaccination Status Form no later than July 29, 3071, with the folloseng information:

The type of vaccne obtaned |Moderna, Plizer, or lohnson & Johmsan];

Date of firs) dose of vaccine;

Date of second dote of vactine for g 2-dode vactine;

Declaration under penalty of perjury that they have been (ully vaccinated; and
Upisaded doiumentation verifying proof of vaccination viatus, Proof of veccination can
inciude a copy of the COC Cowid-19 Vaccination Record Card, documentation of vaccine
from the employee’s healtheare provider, of documentation issued by the S1als of
California by goimg to: hitpsffmyvaccinerecod cdoh ca.gov!

To be fully vaccinated, 14 doys must hawe passed since an employee received the final dose of a
two-shol vaccine of a dose of § one-thot vstcine, Employees who are not fully vaccinated bat
partially vaccinated as of july 29, 2021 shall provide that information. All unvaccinated
employees must cominee 1o comply with masking, teiting. and other salety requlremen ts uniil
they ade fully vaccinated and have reported and documented that status to the City conshutent
weith this Policy,

(=]
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Urnless excuied theough an approved reatonshle accommodation request, all employess must
comply with the requirement to be fully vaccinated and submit docwmentation of that status
mo kater than 10 weeks after the FDA gives final appronal to at least one COVID-19 vaccine.

POLICY IMPLEMENTATION

Ermnployess must neport their vaccination mformation and upload documentation venfying that
statuns into the City's Peaple B Pay system using the Employes Partal, Only City ermployess
authofized 1o scoess employee peronnel infoomation will have access to the medical portion of
thie file, The City will share information about an employee’s waccination status only on & need-
fic-know basis, incliding Lo the employes’s dipartment, mahages, and wpendsors o the
purpoe of enforceng mavking and safety requirements.

The fiest date that a felly vaccmated employee who has proveded verification and
documentation of that slalus to the Ciy is allowed to unmask ol indoor work sites & uly &,
2071, Theseafrer, Departrnents will recesve updated information on a weekly basis, Fully
waccirated employess may not remose matks 58 work until their deparirnent s Been
provided with the information necessary to confirm thesr status and enforce these

egUineTrEnlL
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New Face Covering Policy for City Employees

City and County of Sam Franclico
Cargl lsen
raaman Resources Directos

Department of Heman Resources
Conmecling Peaple wilt Purpose
whww pidhrong

Faon Covering Requinements: &t Wark
COMID-S Preventsan
Revissd Juns 23, 2001

Revipon Matw: Thi Feog Coverss Regearementt oF Woerk paliy (Pafoy] sedersedes D Face Dowtiig
Requirernents of Wank podcy isied June 5. NP0 ond omended Avgust 3, J0A0. The revizion compives with
Governet Mewiom'i Farsutive Order No. N-OB-J 1, which implements amw Safe Divition of Decupatianal Ssfeny
Al Haarh raam:uu.ln.hqﬁmum 17, 22y

The charges in this Policy specily the Joce covenng reguinements for employess based on vaszinafion Sralvi, o3
reparied and documenied by enanloyees purssans 10 e Yoocine Pobcy ssved Jone 73, 2091,

POILECY

Thiz Padicy apsiias 19 all City ermployens, Extept ermgionees whode wark i powernes by the safety requinements
inthe Cal/OSHA Asroadd Tresmmissible Ditedcs Susrdard [(ATD Swadard). The ATO S2andard generally spaiies bo
workplaces whene emplovees have an elevated riik of contraciing disaade, sush ad Paalthoars Mitings whet
R Bne prenbn], including Posnitals, madical clinics, shiled rurting lclites, hoene healsh care, long-uesmn
Pl trcare fpclitier, madical Erarapot, snd paramesdic responde. IF ermployess hive quaition about whather
Ehip Policy of the ATD Sandard applied 1o thom, they shouks Jo Thel fupervid of deparomantsd Human
Resources personne.

All prmployees subject i thia Policy munit comply with it reguinemaents. Genedally, 8mpicyss 80 mol reguired
0 wear fane coverings wien working cutdoors. Employees who hive submitied dooumantation fo the Cigy
wﬁh-mm“fﬁnﬂuﬂﬂmmﬂhwmmmmrmamn
oifarwise desoribed in this Policy. Employees who have not subsnitted dooumentstion veniying Nully vaod reted
status must wear 2 face covering indoors, endept a5 otherwiie described in this Policy,

Tra frst date thud & fudly vecomated employse who Fas provided doourmentstion of that status ta the City is
aliowed 15 urrradl o irckoor worl Sies i July B, 1021, Tharsafer. Dagaroments will recaive updabed
information on & weekly bisis. Fully vacoing id amployes may NoE Nemoe makes ot work unil el
SeparTean has Bedn provided with the with the information recessany to oonfiem Bl stwbus and enforce
thase regquinsmenti.

Departments mustenforoe tace covering regurements for employees wha have not submitied documentation
15 tha ity verildng That tRey are fully vaceimated . Lipom requetl. deparomants snust also peovide empioyees
i ars not doacumenied a5 futly vaocmated and who are working indoars or in vehicles with mone than one
person with respicators (35 rmask) for voluntany use falthough these employees Mokl weld iome laoe cowering.
even If they slect not 1o wealr § régplnasar]. mrmm#mfmmawmm
rigardieis o vaocination status.

Thess sadety rules are essenclal (o profec e Pealth of Ciny employess and the public. All empioyees subject i
thils Policy mint comiply with them. If an emgloye e is unable 1o comply with this fecs covering requitement

g Sowth an Mess Svehue, 47 Floor » San Franchkoo, CAS4103.541% & (415) S57-2800
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Faer Uiraming Keguarmaia
Juna 28, 530

bursed on & qualitying divabsilty o medeal restrictions of because of 2 sincenely held relighon bedied, they may
request an sccammedation by contacting Their departmental Humin Reisuioes Fepresentatie,

Employmes vhall br sent homs and may use sick leave, if vailible, duting the iniersctive resaonable
accommadation process, wnbeis The department delermines belecommuling i dvaili Bl nd bppropriaLe.

An employes whe (il 1o comply with thess lace covering requinements willl receive one direct potice of the
regudrersent and will be gheen an immediste opportunity to comply with the regairement.  the employes
do+s mot immediately comply, the employes will be sent bome on vacation or stoneed leawe, otber than itk
leave. H the employes doss not comply with te requinement a second time, the City will proceed with
discipline up to #nd including separation frem employment. There & no tolerance for employees wha will not
adhere i thete reasorable and necessary walely requinements.

Wartingtion Status Defired

Far punpases al this Policy and City employenent, an employes s coridered fully sacomated when they have
subenitied documnentation to the Gty werifying that it has been 3t leant 14-dep wnce thed Aral dose of & OOV
19 vasging, combsent with the City's Veiosaton Pobty. Ermploper whe kv not wubmited proof of
wACEifdbesh 36 CofdRbeded Lo inaied.

Fasoe Coseerings Defined

A face covering meand § wrgicsl mink, 8 medicsl procedurs mash, & woluntasly worn reapaater, of @ elath
cereeting That s bevoe lgers, wathout holes, and that fies closely sround and covers. the nose, mowth, and
surroureding areas of the lower fete. Face coveringy may ned have 3 ofe-way valve |an “exhauit valee”), typecally
& small pluitic iquare of dinc on e Inont of side of the lece covering, thal i dewgned bo aliow easy echaling,

MﬁmMMﬂFMMﬁMMMMWWMMM ol
EeepLibs.

Uinvasccinaied emplopest wha hive & mpdicsl euemplion Ir o weearing & [3ee cowprng dor 80 8 medazal
cownelitann o diatlity may wear an eMective non-1estvictee altermatie, siech 25 8 Tece sheeld with a draipe on the
basttom, iF thelr oondition or @aabality permi il

Fate Convering Requirements.

Al ernployees, incluting Fully vacinaled employees, musi continue 1o wear (ace coverings #1 work in the
fallowirg Incators 4 reguired by Jate and Federal Lw:

& DO peabic transit |ainplanes, ships, ferries, train, subsways, buses, tasks, and ride-sharey) and in
Erafiporiation hubs |aipan, bus bermisal, marina, train station, seapon or other pest, subsvay station,
o wniy other srea thal provides transpaortation;

Imsdenrs att K=17 schoods, childcane and other youth settngs;
Hiealthacare settimgs (including bong-terms care faclities;

Seate and locsl correctimnal lacilties and defention ceniers; and
Hornele abeite sy, emergency theller, Jad coaling centery.

- F & &

b addition, in certain circumsisnces such a3 an outbreak, 8l ervplines regardiels ol vadcind Ban 4Latu iy b
requited o wear & lace covering. regardiens of whetksts working indoan of poldeeds.
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Fasx Conveming oy
Jume 33 N0

b cevtain circumatances, departments may delermine that sdditoea! Persoral Protectee Eguipment
reecessary during high-rak sctivibes or 16 comply with other governmental requrerssenls. &ny additianal
reguiremants. must be included in the department’s COVID=13 Presentaon Pas requined iy Cal/OSHA

Except a3 provided shove and baginning buly 6, 10T, ully vactinated employers J0e nod ieguited 1o wead 3
Litr coveting indooss if they have submitted the requined docurnentation (o e Gy, Employess who provide
dhocuneentateon after that will be allowed to remove face coverings in indoor workupeces on e Monday
follawing the recipl of the necoriiasy infcemation bo sniure thal the departmant miry enfolos the walety
fegpar eme ey,

Froployres wha &iv eifvecCiated [ lufing, e whie Fawve Fal fulsiniied Sty i@ bon wetibeng thed fully
waicimated st us) must abo contnue to setar 3 face covering ay fofions:

s indogn: Unvaccinaled employess must wear a face covering indoars with the loliosing exteptons:
Witeen pating dred diimking while maintaining b 1008 dalascing,
‘iheen working alone o a prvate office so long & the employee can put an the e covening
praschly if someone enberi; and
When the employes s department dedermines. thirt weating & Tace covermg whils working
wenild oreate 3 safety rak to the employes.

®  Webichn: Unvastcinabed employees musd wear 8 Rade covesing when 0 & vohicle with analkst perucn

[Employess who are vehicle operators of & bus or pasblic Transit vehicle must continue bo weas faoe
oovedings ot all timed, even if hally vaccinaied,
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Reminders

= Complete the Disaster Seqvice Worker {(DSW] Activaticn Survey . Some of aur City's
imast vulnerable populations need your help, let us krow if you are able o suppar,

= Share this information with colleagues who may nol have regular access (o
email.

= Stay up-to-date on the latest COVID-19 information on Currants (must be
connected to natwork) or our femole workspace (no connechion reguirad)

+=  Send your COVID-13 questions to covidinfof@shaaler org,

SFPUC Mission
To provide custarmers with high-quality, afficient, and reliable sarvices in a mannar that values environmental and
community Inlerests and sustains fhe resources entristiad to our cane.

SFPUC Core Values
Service | Exceflance | Stewardship | Diversity |Safety | Inclusiveness

Go fp Cyrronis
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Teovvicen OF [he o 1 aanoaon Pt LRSbey Corrmagison

HRS COVID-19 Digest #70
June 29, 2021

Submit Your COVID-19 Vaccine Status via the SF Employee Portal

We'll Cover:

=  Subm#l Your COVID-18 Vaccine Status via the 5F Employee Porial
+ Changes io Employea Mask Regqusrements Starting July Bth
s« Remenders

As a fodlow-up 1o tast week's digest on (he New Vaccine and Face Covering Policy for City
Emplovess, the Vaccination Portal is now live for employees o submit their vaccination

slatus. You can access il by logging inlo the Employes Portal throwgh the Employes Gateway
where a naw section has been added tlad "HR INFORMATION (NEW]

Sea balow for detailed instructions on accessing the Vaccination Portal and submitling your
COVID=18 vaccing stalus. As a reminder, please report your vaccination status 1o the City
no later than July 29, 2021 (review the policies for exempbions). and if yvou are fully vaccinaled,
prowvide documeantaton to verity the stalus

Lastly, included is a statement from the Departmant of Human Resources (DHR) on changes to
the employes mask requirement starting July 8, 2021,

As always, send your questions to covidinfof@stwatar.org

o Y

Derek Kim
Deputy People Officer
Human Resourcs Serkces
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Submit your COVID-19 Vaccine status via the SF Employee Portal

L

wii | wii
SF EMPLOYEE PORTAL

Chck herg or scroll down for instructions on how to submit your COVID-18 vacoine stalus
via the Employes Portal

How i log into the SF Emplovee Poral for the first time

How 1o clear browser cache

COVID-19 Vaccination Policy (eflective 6/2821)

COVID-18 Vaccina FADs for CCSF Employess

Step 1: Go to the SF Employee Gateway hitps:/isfgov. org/sfc/emploves-gateway
Step 2: Click the 5F Employes Portal tile and log in, If you have issues logging in click here (o

[eview an riicie 10 939151 YOU.

Eitywide Enterprise Applications
i | e Pain W iem faggem) Wy Ay, Pl
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Step 3: Once you arfive on the Poral main page, from the MY LINKS tab, Click tha EMPLOYEE
LINKS tab

P8 <r empLoves poTAL Ol S
oy
il b e A em R E Rk R LS REEaen. B bas W PN

I ey ol Lol ke T

Hﬂ T T

[ B by Lpin OO0

A LRAY ELEWILE LR R F LR

ﬂ B BEEPDETR & ARALY TS

Step 4: On the Employee Links tab find HR Infarmation (NEWY)

HE INFORMATION (NEW) PAYROLL & COMPEMEATION ENPENGE REQUESTS

BENEFITS
ENPENSE AUTHIRIZATIONS

CASH ADVAMCES

. P i ) TIME MEPORTING E ABSENCE
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Step 5: If this is your firsd time enlering your Vaccing Status, click "Add Vaccine Status” and
procead (o Siep 8. | you need o update your Waccing Status, click hele 10 sea the “LipdalaVew
Vaccing Siatus” arficle

By i R T | [«] ™vTooDos
HE IMF QEnAT IO (NEW PAYROLL & COMIERSA TN EXPENGE REQUESTS
- L FLH [ s = iy g

iy e ; EXFENSE AUTHDRIATIONS

CASH ADVANCES il P R
e/ Manrg Cosk g TIME REPORTING & ABSENCE “ :

Step 6: A pop-up box will appear with three tabs. Please review the Instructions tab bafore you
begin

s s

Step T: Click on the Form tab to eéntar the required nformatian. (Requred nformaban listed
below for referanca)

Ingerurtiany ALw remaeiis

i the Form tab you will be reguired to inpul the folicwing information:

1. Are you vaccinated?

2. Vaccine name

3, Date of first vaccinaton

Only enter the second date if you received the vaccine thal reguired two doses.
4, Date of second vaccnatian
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Step B: Once you have entered your information, click the Save button before going to the next
step. If you do nol save your entry, the system wil not-allow you io upload your vaccing
documentation. Do not click the submit bufton befone uploading your vaccine documeaniation

g Tapms i Tt

CONED, A aaeanae Ruma.

[ S

Bliawin coerpichn the Frn by indcaing Fa ndess S8 vacsew ropeiepd ard B darigfi b 3 pour sictnaton O pou by
SN MNGA-TER BRI EENN PASE T Srie o rour vapnneian ine Dt o F e Vacomaiien

Lepgm rem i
) Py
Dm e el i aan— 15
wl T T el T (e

] R 3

mhch o e B Raon

R of [ ASBCIITHIT B0 BSeE SERRit 15 T LR D TIan B BRBTRD i a3 BEEt
G B DRECTP0EN B0 0N U PR SO FIUY DOCUSET THUm S0 T

Step 9 Click the Attachments tab to upload your vacoine documeantaion

Step 10: Click the Attach bution 1o select the vaccination documentation you have saved o your
compulerphons.

=gty owen Sy

il beEE

Afiacad Fia Bpan

-1 e pilscirasis
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Stap 11: Click the Choose File bution 10 Iocate the vaccination documentation you have saved
to your computeriphane and dick the Upload bulion,

alu muin '

-w

Yaur e will appear below once atlached. You may also add a Description,

X
g i [ eriti LR,
Sae liee 53 EOWD_15_Vosesnstan_ Siatii
owpmicad lemguates
n O
Axlac e File Open
1
Upkokd your aBachments
m O
"Bascripton ,{’ Aiachid Fla FT

1 Potal ble hghigiii prg Fotal_bis_Saghights pag A
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Step 12: Chck the: Form tab to finalize your submission. On the Form tab, dick the Submit
burtion for completion.

g M L) (Rl UL L ]

e

Fipans comgiate The faem by indicatng e nime of vacons neteved and he dateie) of your vascinalion, 1 pou ha
Johnase §rgie-dane vacting. pheade Slase e dete of your vatcingtian im the Dete of First Vacoination”

Aw s N edT Y
o Nl A

Pigie aff Fenr Eprmraanes  OWOE N i |

Unily vt IFd SECONT ORI I o MCh RS I v ICORE TR PEQUIET DD DOWE

-

Clags ol Romipemgd fdeip s pmioes L P50 000 4
FEash LDTE e Cotumaniiion &F your COVID-18 viiginalion  Thi can of an mage of your wCingion carm &
your physician of Goturmenlation istued by Tu SRide of Calieenia by goang 1o mirvaiCeteniord CO80 o G5
To widd 8 AnAchmEnd et Chh (P Bod DuiRon Deigw
Aftae T form is S8ved. Chok On (e ASEIRMENIE WD BDOVE Navigale 10 She upioad Dulisn Brd search for o ooc

shoudd misa aame your Aocument m B desirpiens feld Qo i R e yior focumsn] (8T B thi i
EhrmeataE rEpea

pubﬂﬂwdhymabmnnmntumumﬁmumnﬂ

Podal Solylion Article,
Please send any questions 1o covidinfo@sfwater.org,
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Changes to Employee Mask Requirements Starting July 6th

“Slarting on July 6, 2021, employees who are fully vaccinated and have reported this to the City
will be able 1o go unmasked in most settings unless masking is othensyise required by kocal,
slate, or federal regulation. Employees who are unvaccinated or noft fully vaccinated or who
have nol reported thilt vacenation stalus 1o the City must continue 1o wear & mask congisiant
with the Cily's Face Covering Policy., Employees may confinue 1o wear a mask al the worksite
aven if thay ane vacoinated. Employess who wear masks should not be assumed to be
unvaccnated. For axamphe, the City must comply with federal, state and local regulations
requiring masking regardless of vaccination status in vanaus seltings, incuding transportation
hubs, cormectional facilities, sheltars, congragate sellings and health cane seltings.”
Employees should only be allowed to remove their masks after the SFPUC HRS
departmant provides a weakly report of which employees are allowed to be unmasked in
the workplace {except where a mask is required regardless of vaccination status); nol on a
rolling basis, and not a5 soon &5 they have reported their status and uploaded their
documentation. Please send any questions 1o covidinfofiishwater ang.

Reminders

= Complete the Disasler Secvice Worker (DSW) Activation Survey. Some of our City's
miost valnerable populations naed your help, et us kndw il you af abli Lo Suppor.
Share this information with colleagues who may not have regular access to email.
Stay up-to-date on the latest COVID-19 information on Currents or our ramode
workspace (nd connection required)

= Send your COVID-19 questions to covidinfof@sfwater.org.

SFPUC Mission
To provide cusiomars with high-guality, efficient, and reliabié services in & manner that values environmantal and
mmﬂyhhmhwmm thiz resources entrusted 1o our cane.

SFPUC Core Values
Sarvice | Excellence | Stewardship | Diversity [Salely | Inclusiveness
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HRS COVID-19 Digest #72
July 13, 2021

Vaccine Status Reporting

We'll Cover;

» Vaccing Status Reporting

= Waccinalion and Faca Covening Policy Fraguently Asked Cuestions (FAQ) for Gity and
Ciounty of San Francisco (CCSF ) Employees

= Hemindars

Piease see the message below from the Depadment of Human Resources (DHR| on vaccine
slatus reporing and the vaccinalion and face covaring policy frequenily asked guestions for

City and Couwnly of San Francisco employees.

Az g reminder, report your vaccination status in the Vaccination Portal no later than July
29, 2021 (review the policles for exemplions), and i you are fully vaccinated, provids
documeniation ta verfy the stalus. Send your questions to eovidinfoffiisfwaler o

Here are some resaurcas for uploading and repariing your COVID-18 vaccing status:

» Ingtructions on how to submit your COVID-18 vaccine stalus via the Employes Portal
I

= COVID-19 Vaccination Policy
-Hm.ﬁ.!m_"uﬂ.lbs.ﬂmmﬂ Lt L e

L Ve

Dopraiy Karmy
Depuby Pecpie OSiced

Hgmgn REpoesre haraoesy

Vaccine Status Reporting
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Thiank wou to all City employees who have reported their COVID-19 vaccing stalus eifher
through the SF Employes Portal ar with the assistance of human resources professionats,

Employess who have nol yel had an opporunily (o repod thelr vacomabion status are
encouraged 1o do 5o 35 soon as possible and no later than July 29, 2021, per City policy.
F'Ilaase see Ihe attached hew Vaccination anl:l FMWM

i 1 : i nas, far mona
m!nrma’r-nn Hmu'l the [:ﬂ".l'lt} 18 waccines HI‘II:I \.'EHIrI'.IEI‘JI:H"I reporting. Al:tdltlunallj,' ploass Soa
the list of links to onbne resources below or consult with your depariment’s human resources
professianals for further assistance,

it is mot a violation of the Health Insurance Porability and Accountakbiility Act ["HIPAAT) o
repart vaccinalion stalus o the City, Vaccinge status ks conflidential employee informaton and
will be collacted and stored in the same manner as all other confidential employee data in the
City's SF Paopla & Pay system. Vaccine status will be used only to ensure the City is masating
its obligations under CallD3HA guidelines which permil fully vaccinated employees o remove
thiir face covernngs al work,

To get vaccinaled vigit el | sl i ingl-cowvid-18. Schadulad appomtments
and drop-in siols are available. Paid leave is also available for emplovees receiving thedr
vaccinaton, read more hans.

Thank you for yvour cooperation and your hard wark an behall of the residents of the City and
County of San Francisco,

Sinceraly,
Carol Isan

Human Resources Direcior
Ceparment of Human Resourcas

Vaccination and Face Covering Policy Frequently Asked
Questions (FAQ) for City and County of San Francisco (CCSF)
Employees
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City and Countly of San Franciico Department of Human Bescurces
Cad Isen Carnecbing Pegple valh Pipaie
Human Retoureed Dirsctor www sidhrorg

New Vaccination and Face Covering Palicy

FaQ for CCSF Employees
Crgated Jily 13, JOF1

To probest the Fealth o galety of all City employed ard the pusiz, Tha City has implemenied a new
Vaccination Policy, Tha policy reguinis that all City employess:

L. Report thelr vacdration status, Inchuding veriSicalion doturments, By July 39, 107 1.

2. Be fuly vaccinated and report that vacaination status 1o the Cigy no lder than 10 wooks affer the
Fecderal Food & Drug Asminisration {FDA) ghves final approval to et least one O0VID-18 vaccine. Per
the July 8, 2021 Hggith Order_ ity emplovees working In high-risk settings are reguied 1o be hdly
viccinated by Saptember 157, 2031, regardiess of whathar the FOW has ghven final spproval toa
visstirsy by thatdate,

ABOUT THE WACCINE

b tha COVID-19 vaccine el !

Yed, COVID-19 vactires Rave been thoroughty bested and ane salp ard efisctive. Before being authoeized for
i, il COVED-10 vaczingd veird tedtad in climical tials mwohving tens of thousands of people of gifferars
pEEs. o, and piheicilisg to eneke sure they meet all heatth and safety standards. MiSlons of people in the
United States have row recahved COVID- 19 wacdines ard Balped 1o tlow the speead of the pardemic

Al 3 vactire authorfped and recemmendaed in the United Staes offer very strong protection ageeat COVID-
19, especially against hospitalizaton and death:

*  Elsr-GeoNTech

= [lodered

*  lchrean & tohogon J angsen

M llo | pedt the COVID: 18 Vaotine
Tha City Fuh creaed & wabsage Tov people who ibe or work in San Francisco to find wacination shes in San
Franciscn, Employess can schedule an appointmaent online atz hitps A sovgelveccingted.

Thae City fs also sat up s call cervdar 10 provide pehtantes over 1M phane. The fumsr i [B22) 8522700
Appaintraenls are widely mvailable througheut the Dty ard mamy sites alss offer grop-in swafabding

T lnarn mors Bbout vacsination ipcations in othar coundies, wisiy iips s, vacoines. pal or text your dip
codw to 438829 or call 1-800-1320233 1o find vacone kocations nesr vou, Mary local opSiond avallable. Type
COVID veccire mear ma Indo 4 srart phone B0 see nearby oplioni

VACCINATION REPORTING

How do | wplasd nvy vaccination mata
Al emplorees mint report thelr vaccingtion stabua ks Peple snd Pay uaing ihe COVID- 15 Vacsination Stiius
Fortm s latar 1Ran July 19, 3001,

Click here for detalied instructions on how 1o submit your COMID-13 Vacsine fatus via the 5F Emploves Paral

| dir't harww revy waccing card, whare can | pet 8 copy?
Emplerysins £a seoeis Treir digies] vaccine card here: Digial COVID-18 Vacgine Record (3 pov]-

Corae Soath Yan M Averue, 4 Floos & Sap Pracense, CABE103-5413 & [415) 55 T1-4E00
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Vicciraton and Face Covermg Polsny FAL
hdy 12, 3021

Chick beiw Far detaibed vaganation reporteng instructices for People and Pay.

I dicn't e comparter access, how do | report my vaccinaticn state
Deparirssen] Baaman rescutos analsts can help erployees without compater aooess inpeat Beer vaccinaton
sZalis ki @ paper form. Speak with your department human resounce professional for mere Efeematian,

i am only partially veccingted when should | record my stabus?
Ernployeni hawe wsitil July 29 o record their vaocine history and stabes. Thesy will recond The moat updated
informatice they have, even if their senes s not complete,

Wl e Aot vescinated de | still need to report my status In People & Pay?
fees, all emplicryees muat report, vaccirated or rot, by July 19, MI21. Urvaccingted employens must conlines o
venat & mask ndoar i the warkplace.

Whao will bave access to wiew my reported vaotination Patu ¥
Department human resource professionst who sie allewed Lo so8 confidential information in Pecple and Pay
will Buatem gt b fen ploryd vacCination status

b oy vakcinaon it HIPAA pratected?

istrination ytatus i protected health infosrma tion (PHEL The City will keep information sbout emplopes
waccination status confidential and i will be kept sevure in the same manner g8 Gtber conhdentiah FHI that the
oty gathieri aned idades ibout L empbipni. Alhoigh vacosatos information may be FHI It 5 nod a violetos
ol the Health Irsurasce Portabsity and Acocontability Act (HIPAA) for am emploger 1o ask s employess. to
reveal thelr wsocciration $tatus or o etk employees 1o provide documentation thowing thair vaccing o slatu,
HIPAA"S pitvicy iubei only Sppdy 16 HIPALcovered entities, such 5 kealthoare prowiders and kealth plams.

I &n emmployer asks an employee to provide proof that they have been vaccinated i order 10 allow 1hat
iredrridual to wark witheul wearing & feesrmisk of 10 peetect the health asd salety of their coeceliers aed the
pablic, that b not a HIPAA vickation. Bepouting your own waorination status o the Tity i abo not a violaten ol
thee HIPAA,

Thve City and County of San Francaco wes Peopleiolt, ane of the mest secute and widhrly-wied human
nesounces database teak i Lhe world, to collect s siore confideniial employes data. DHE tahes employes
ity wery seribisly. Vieocina tion reporting data wll only be veen by a2 small nuesber of Human Resources.
profesaignals,

YACCTH ATICH RECH IHERMENT

Read Lo ful Emplevee Vosoimaton Folcy Sfne.

What does [t mean to be fully vaccinated?

Fior prstpezres. of the Vecciration Policy snd City employmend, gn employes is coridered fully veccinited when
h]-I'Ihq-mlmmmmhﬂlmiﬂlﬂﬂﬁﬂlﬂhﬂﬂmﬂhﬂiirﬂl'ﬂﬂumwh
of a COVID-19 vaccine, conalstent with the Oty Veccination Paly, Employesd whi have fal jildniried prosl
of veccination gre coraldened wreactinabed.

‘When will the vaccination requirement take efect?

Foor precrst ity employess. the requirement to become waccinated B not efectie until 10 weeks aleet the FDA
grees final approval 1o at beait one COVID-19 vacsing, The succines hive been spproved wnder the Emergency
L Sutharization [ELA]. Asy of the vaccines that have been spproved ender the FUA would fulll the
vacination requiremend, not only the oreds] thad ultimiely receive full spproval, Emiphoryees whe il
negative af test popitive Bar DOAID-19 enbibedies are still required 1o receive the vaccine.

D South Van Mess Averae, 4% Floor » Sen Francizo, CA 24103-5413 » (£15) 5574800
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Vascemabon sl Fage Covermg Pobsy FAlR
July |1 NIE|

Per the Health Order Mo C15-07y ordered July 8, 2021, City employess working in high-risk seitings are
reguired o be fully vaccinated, with limited sxemplions. by Seplembsd 155 "Hygh-Rik Settings” mear
certain care or Bang settings, including mary congregate seinings, where employess have contact with
widrasrable popratations and where the nisk of COVER-19 transmission i higher, “High-Risk Settings”™ are delined
by the health crdes s gereral scute care hotpituly, shilled nursing lueilities, reudential care faciities for the

eiderty, homeleds thelters, and jaiks

What are the excepticon: ta the vaccination requirement?

Reasore for not getting vaccinated s 1) & sincarely held refigious belief that peevents the smployee from
ieoiheirig the wateans, o 7) 3 qualifying medical reason, such 23 3 dissbility, that infterferes wsth the emnployss’s
ahility o receive the vaccine.

Em plcryess with & medical cosdition or other sl restrcton that affects. ther ability to recehee a vaccine,
ak werified by their medical provider, or Ehase with a sincenely held religious bele! that prohibits them beem
PECENANE 8 VaLEing, may PRqUelt & reaionable acommodation ta be excmed from this vacdnation
requiremant. Thote emplopees who work in Bigh-risk settings [as defimed in Heghh Orger Pio C13-07y) and
wihie recehve an exermption will be required bo wear 3 well-fithed mank indecn in the workplice aed onderge at
leait weekly surveillance besting, This is a reguinement of the Health Order, and the City must commply with that
ordar libg ather 5an Frandsoo employers

The City will rervirw nnguinita for accormmods tion on § Give-by-cice basls conststent with exating procedares
far reasarable sccommadation. Exoept for employees working in high-risk settings defined sbove, vacanation
gnemptions will not be considered or spproved wntil the: FOWA appreees 81 leddt one vttt tion,

WORKMACE SAFETY
Revd the foll Foce Covering Reguiremands at Wk DOWRL] 9 Prevraton Policy ke

W there & @ mixof veotinated and urvaccinated employess in an office space, does evenyone need o wear o
mank?

Ermployees who have rat completed B Barm ar splosded dacirmentation cets the empleses portal will be
required 0o wWear 3 rath.

Cam | 58 wear & mack even ] o vecsinated 7
Certainly. You are welcosme to conbinue with faclal oovering if it provides o leved of pervon confidence and
safety, though it s nof reguited.

What qualifies a1 & boe covering T

& a0k cowiEtingg means a sunpical mask, & medical procedure math, a3 solustarlly wsatn meapirsiod, of & clath
covering that is beo-Lipens, without holes, and ikt fits dosely arousd and covers the nose, mowuth, and
surtaunding arsas of the lower Bce. Face coverings may not have a one-way vabee, Bandanas, scanees,
turdlenecks, ki masks, balaclavas, pliatic e shields, or single-layer fabeic coveringt ave not scceplabile,

Can indhidual offices require members of the public to wesr a ek to receive perdon?

Az of Tuesday, July &, Face coverings are no longer required for hully vaceinabed visitan emering Oty Hall and
ather City facilities, except far ceain lemied setings such as kealthcare, long-Term cave, paldic transit,
correctional and shelter faciiities. Bead the fll City Adminitrator mems here.

How will supervisorn know who needs to be masked?
Employess will use the seif-service function in people snd pay 16 record theer status. A roster of employess
wha srw able 1o unmask indoors will be datributed weekly.

e Sowth Van Mesi Avenue, 4™ Flogs # San Franches, C8 S4103-5413 = (415} 25T-LB00
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Vaczination and Face Coverng Policy FAlls
July 12 3020

ADDITRONAL RESOURCES
& Safety of COVID-19 Vaccines: hitms
yacgings ham!
& State's COVID webpape: btps/oovid19cs genfviss cirs,
*  City's COID webpage: hitgn./Vsf g loodd 23 yaccine sao-francicn/
=  Employee Aabtance Pragram: il sBieam/vig

Reminders

« Complete the Dizagier Service Worker (DIW) Actvation Survey. Some of our City's
most vulnerable populations need your halp, lel us know If you are able to support.

« Share this information with colleagues who may not have regular access to
amail.

« Stay up-to-dale on the latest COVID-18 information on Currents or our femols
workspace (no connection required).

« Sand your COVID-18 questions to covidmloishwater org

SFPUC Mission
To provide customers with high-quaity, efficient, and relfable services in @ manner that valuos anvirenmental and
 community interests and sustaing fhe resources entrusted o our care,
SFPUC Core Values )
Service | Excellence | Stewardship | Diversity |Safaty | Inclusivenoss

Go to Cuyrrants
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COVID-19 Digest #73
July 16, 2021

Vaccination Reporting Keminder

Wa'll Covear;

« Vaccination Reporting Remindar
+ Reminders

i you havenT done 50 already, please raport your COVID-18 vaccination status in the
Vaccination Porial no later than July 28, 2021 (review ihe policias for exemplions), and if you
are fully vaccinated, provide doecumantation to wesify the status. Review Digest 70 and #72
for mare information on submilting your slatus.

Pilease ses the vaccination reposting remindar balow from tha Deapartmant of Human
Resources (OHR) and continue lo send any questions to covidinfoisfwatar.orng.

A Ve
Derek Kim

Deepuity People Officer
Fuman Risounge Serviges
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Vaccination Reporting Reminder

All City emplovees must report thelr vaccinalion stalus o the City no later than July 29, 2021,
and if they are fully vaccinaled, to provide documantation to '.rlnT'_.' that status. The l:it-_,r’s
Vaccination pn{q- may be found here: hllps: B 12,

1 1) o

As we approach the July 28th deadline for all employees to report thesr vaccination status,
DHR encourages you to reach out 10 your employeas who have not yet reported. DHR has
created an FAQ for amninym to hulp answer any quasﬂuns they mav,.r ha-.ra The FN:I may
be fownd h-ar& i Fhr A 5/ : : i

Soma employees may not have accass o or may have axperienced difficulties in accessing
the Employes Poral in Self Service. Balow are links o resources o assist you and your
ampioyees in accassing the Employes Porlal:

* How to submit your COVID-18 vaccine status via the SF Emplovee Portal video and
In J

« How to wiewiupdate your COVID-18 vaccine status on the SF Emploves Porial

« How 1o log into the SF Emploves Portal for the first tme

« How 1o clegr browser cache

Reminders

« Compiete the Disaster Service Worker (D5W] Activation Survey. Some of ouwr City's
most yulnerable populations need your help, let us know if you are able bo support.

= Share this information with colleagues who may not have regular access io
email.

= Stay up-to-date on the latest COVID-18 information on Cumants or our famota
workspace (no connaclion raguirad).

+ Send your COVID-19 questions to covidinfoishvaler org.

SFPUC Mission
T prowide cusiomers with high-quality, sfficient, and refiable services in 8 manner thal values emvironmental and
cormmiknity interasts and sustains the resources entrusted to our cane,

SFPULC Core Values
Service | Excalance | Stewandship | Déversity [Safaty | Inchisienass
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COVID-19 Digest #74
July Z2, 2021

COVID-18 Vaccination Status Reporting Requirement / New Self-

Screening for All Onsite Employees | COVID-19 Cases (@ SEP &
SFPUC Vaccination Event

We'll Cover;

COWVID-18 Vaccination Status Reporing Requirement
Mew Sell-Screening for All Onsite Employees
COVID-18 Cases (@ SEP & SFPUC YVaccnation Event
Reminders

Cofleagues,
W have much to share with you regarding the COVID-19 vaccination stalus reporting

requiremeant, 8 new health screening process, and an SFPUC Vaccination Pop-Up evenL,

Please review the digest for delails.
Thank yvou all for your dedication 1o the health and welbeing of yoursabves, your colleagues,

and your commiunity.

Ve

Derek Kim
Depuiy Peaple Officer
Human Resource Sedecers

COVID-19 Vaccination Status Reporting Requirement
Due: July 29, 2021

Thank you lo those who have reporied their COVID-19 vaccination status, Employees who
hava not yat had an opporiunity to repor their vaccination status must do so by Thursday,
July 28th per City policy.

Wa understand that you may have questons regarding the CCSF vaccinalion policy or the

vaccing itsedf, click here for Vaccination Policy frequently asked questions. We ane actvely

working with City partners 1o address employes concems around the vaccination nsquingment
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Thea July Z8th deadine is a reporting deadline, not a deadline lor vaceination completion,
Qur depariment’s vaccination status data will inform these discussions and Is necessary 1o
comply with CallD5HA workplace safety requirements. Whether you are fully vaccinated,
partialfy vaccinated, or not vaccinaled, understanding the vaccination status of our workplace
is incredibly imporiant to keeping each other as well as the public we serve sale.

If you are having difficully uploading your vaccination stalus, please click here for detailed
instructions or you can also send your question to covidinfofisfwater.org.

To make vaccination stalus reparting easier and mare convenienl, HRS staff is available to
enter and upbbad vaccination status infarmation for you.

Il you:

= donot have access, or have limited access, to a compauterinternsat
#  have expanenced difficultiss entering and uploading the vaccination information

You can work with your bureaw/enterprise OPLs who will collect your documenis and HRS staff
will gnter and upload the vaccination status for you,

New Self-Screening for All Onsite Employees
Starting Monday July 26

For the past 18 months, we have all bean doing our par o reduce the spread of COVID-12 by
submitting daily health screenings whenever we work onsite. Those screenings will continue,
but are goéng to be simplified,

m.w;ni_mnﬂﬂﬂﬂm_Tm ﬂﬂwhmhwﬂa‘ﬂmw'ﬂ'nm
here: wwew sfpuclinkisergsn. Make sure 1o bookmark this Enk for quick reference - the ink
will be live as of Monday, July 26

This easy-io-use form is very similar to the form we used at the beginning of the COVID-19
emergency, prior to developing the app. It can be completed from any compuler or
smarphone, anywhere. Just like with the onsite screening, you will be required o complate
this sereening svery day before you can go onsite. And just like with the currant system, you
and your supervisor will receive an email to your sfwater.org email addresses immeadiately
after you complate the scraaning ketlng you and them know if you passed tha scresening.
Supervisors will also conlinue o have direct and instant visibilty into their stafl's scresning
status via the Manager's Health Screaning Dashboard, which now doas double duty as a
vanfication of both health scresning status and maskino mask status,

if you do not have interniel access al home or a smariphone, you may scraen onsite using the
iPads that were previously used by health screeners, or al 8 computar onsite. As each facility
has different set-ups for this, i you need to screen onsile, please speak with your supervisor,
Rick MNelson (RANelson@sfwaler.org), Health Screening Program Manager, is also available
to pssist you with this, and if you have any questions or concerms reganding tha health
BEFEEING
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COVID-19 Cases @ SEP & SFPUC Vaccination Event

Due 1o 4 positive COVID-19 cases within a 14 day period, the SEP facility is in COVID
outbreak status under CallDSHA guidelines through Friday, July 23rd (unless thaere's another
paositive case on site, in which case it axtends another bwo weeks ). All staff at the SEP are
currenily required to wear face coverings when indoors and out and o folow social distamcing
to the fullest axtent possible. They should also wear face coverings fulltime even when wisiting
other locations. Gontractors have also bean directed to wear face coverings in SFPUC-
controlled areas onsite and asked o wear face coverings fulltime through the end of the
outbreak.

All employees are being offered the opportunity to get tested on SFPUC-time onca per week
il the oulbreak ands,

Also, the SFPUC is hosting a COVID-18 vaccination event at the Southeast Treatment Faciity!
This event will be hald on Tuesday, July 27th and is open o ALL SFPUC stalf. The event
featuras

& Tha ability to get vaccinated with the Johnson & Johnson or Plizar COVID-19 vaccine
{your choica!) by staff from DPH.

¢ Dr. Fiona Witson, DHR's supervising physiclan, who will be avaslable 1o answer all of
your COVID-19 vaccination-reélaied questions.

« Staff from DHR who can assist in entering COVID-19 vaccination status into the DHR
reporiing system.

Covid-19 Vaccination Pop-up
For PUC Employees

WHEN

WHERE

BRING
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Reminders

+ Complete the Digasier Service Worker (DSW) Activation Survey. Some of our City's
mast vulnerable populations need your help, let us know if vou are able 1o support

* Share this information with colleagues who may not have regular access to
amail.

* Stay up-to-date on the latest COVID-18 information on Currents or our remote
workspace (no connection requined).

» Send your COVID-18 questions to covidinfof@shwaler org

SFPUC Mission
To provide customens with high-quality, afficiant, ard refable services in a mannes thal values ervironmental and
commanity interasts and sustaing lhe rEsaUftas entrusled it our Sare.

! SFPUC Core Values
Service | Excelence | Stewardship | Diversity [Safety | Inchusheness

Go to Currants
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COVID-19 Digest #75
August 4, 2021

Updated COVID-19 Safety Protocol for City Facilities and
Operations/ Vaccine Status Reporting - Extended Deadline/

COVID-198 Vaccination Medical and Religious Exemption
Request/ Well-Being Survey

Wea'll Covar:

Updated COVID-19 Safety Protocol for City Facilities and Operations
Vaccing Sialus Reporting - Extanded Deadling

COVID-18 Vaccination Medical and Religious Exemplion Request
Well-Baeing Survey

Reminders

Colleagues,
Please see tha mama below fram Mayor London M. Breed and City Administrator Carman

Chu regarding the Updated COVID-19 Safety Protocol for City Facililies and Operations, In
addition, the Department of Human Resources (DHR) has extendad the deadline for
vaccing sialus reporiing and provided the procedure for COVID-18 Vaccination Medical and
Religious Exemplion Request. Lastly, the San Francisco Health Senvice System (SFHSS)
would ke your leedback via a queck and anonymois well-being survey

Pleasa continue 1o send any questions to covidinfo@sfwater.org.

Thank you all for your confinued dodication to the health and well-being of yourselves, your
colleagues, and your comemunity.

RN

Darak Kem
Deputy Peaple Oificer
Huiman Resoune Sendoes
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Updated COVID-19 Safety Protocol for City Facilities and
Operations

LONDON N BREED
Kavon

DEreCE OF THE Mav ol
Ban FRANCIRCD

TO:; Doparimart Hasds

FROM: Mayce London 8. Bresd and City Administrator Cammen Chu

RE Uipdated COMVID-19 Salaty Prolocol lor City Facibties and Dpomicrs
DATE August 2, 2021

With this sungo in caeses and inchease in hospiskrations due 5o he highly Eansmisabie
Deltn varisl, and dos 1o recent changes in COC and COPH recommandations arcund
masking, San Fmncisco’s Health Officer has updaied the Encodraging COVID-T8
Vaccine Coversge and Redoding Dises ge Risks (Safer Refum Togedher] haalth cedes
adding &n indoor uniereal maskng mquinerent (Hoalin Order).

The updated order requsines that all individuaty, vaccinated and unvaccinabed, wear
o mask in indoor public settings at all tmes eooept for By mebed oroumetances
dessoribed & part of ®e Haalth Onder's Appendin A, Face Covenng Requremants. This
maabng Bhal Bl indivicuals entering o Ciy feciity ane required o wear o well-filled mask
cormamlend with DM mask guidance (Mask Gudarce ), thaugh thers ané somg sollings
fim aculs Cate Rospialy whess B0 NS5, EEprEion OF BURGICR Maki 5 nequied undar
slata or local rules

Tha purpass of BFes mama is o prenads spociic guidance for cur facliies. and
mmﬂbhwm. To the exten alowed by 350 o ledorad rules

requiring ios coverings kaf unvassnated peopis. waanng A wal-itoed mask i nal
required in the folicwing siuations:

tndooss Whille Alone. A parsan doss Rol nisd 1o wear & 'Wel-Fitled Mask when thay
& alons i @ City tacility or in 8 complolaly endiosed space tuch &s an ofice, sd
othes poophe ans nol luely 10 e in h sama ece. I Bnothar parson onbers the
enclosed spacs. Both pocgds must wear 8 Well-Fitled Mask for the durabion of the
irdEraction. Indevicoals mrus! woear Wel-Filled Masks whishivar thay Brg 0 gomi-
anclosed spaced Such BS Cublches Bnd common areas. such as frphouses, iobbies, and
alirvalors A Wall-Fitled Mask must be worn i the person is in an indoar publc space
whieng otherg ane roufinedy present

Astive Eating ard Drinkéng. Poopie may remove ther Wel-Fitled Mask whils iy
anbing o drinking. Peopis @nk uiged o ke seaied & & ible o posilioned af a stabionary
couniar oF pleck whila @aling or drinking, Wielo offico breakrooms and other aaling
Areas may e open, e foliowing guidsines musl b folkreed:

o As a8 condition for ompicyess io remove their masks &ad ead of dink in
treaknooms, the breakioom musl use B leasi ore of B thres DFH-appioved
verdlation siretegies. 1) &1 waddnbls sindows and doors accessbie o fresh

110w Coiy 1w BL GOl TH PLSE, Mook 300
B P oo, Sy coman, Gl B0 400 1
Tevermnesr (%) Bhd.§141
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outdoos air are kept open 88 long as alr qualty and weather conditions permit, 2)
fully cperational HWAC syslem; or ¥} appropriately sized postable air cleanars in
each moom

Employees should be nolified that they are advised against sabing indoors in g
breakroom or other common ama o the greatest axdent possible. Whene
feasibla. deparimeants should provide an ouldonr anrea where employeas can eat
thair meals. If empioyees must eat indoors, encourage employees 1o eal away
from others, including al their own desks or workspaces

Cepartments should stagger and scheduls breaks for thelr employees and the
use of break rooms o other similar indocr spaces o avold crowding and help
limit socializing

Deparments shoukd post the “Take a Break Salely” sign in any break reom,
calfeteria, or smilar indoor space. The sign is avadable onine (Take a Break
Salely)

Motor Vehicles. A person does nol need to wear a Wel-Fified Mask when in a City
vahiche if alone &nd the vehiche is not regulary used by other indhviduais But a Well-
Fifled Mask & reguired whan more than one person s in the vehicle or if the vehicle s
regularly used by othars. People ane strongly encodursged o roll down the vehicle's
windows lor ventilation when |hene i& mane than one occupand in a vehicle

Showering, Personal Hyglene, or Sleeping. Pecple may remove their Well-Fited
Mask anly while showerning or actively engaging in parsonal hygiens thal requires
removal af the Wel-Filed Mask, including at a gym of other facity. People may
remove el Wel-Fited Mask while sleeping in indoor publc saitings (e.g., firehouses).

Gyms and Recrealional Sponts. Parcipants in indeos recreational sparts, gyms, and
yoga studios may nod remove thelr Well-Fitted Masks except while actively engapged in
water-based sports (gwimming. swim lessons, diving, water polo) and othar spods
where masks create imminent nisk fo health (e g , wiestling, juda)

The Real Estate Division will be updating signage st enfrances of all Ciy bulldings i
manages to reflect the new universal masking requirement. Depariments can find
#pﬂll:ﬂ:l face covering signage onling as part of the Oulreach Toalkil (COVID-19
JTookkit),

e knpw thal vaccinaling as many people as posaible, as soon 88 possible, s our best
defense against COVID-18, the dela variant, and the harm & can do to our

cormemunities. We must continue working logether to ensure that as many aligible peaple
as possible gHl veccinated. For mare infarmation on COVID-18 vaccines, visit Gal
Vaccinaled

Pape 2 of 2
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Links from the above memo:

s Healh Urder

« Mask Guidance
¥ & a [\
W WID=18 Toolkil
L ]

Gat Vacoinaied

COVID-19 Vaccination Status Reporting Requirement
Deadline Extended: August 12, 2021

r;
&
-

o
=

"F wh by
OF py k!

Employess who have nol yet reporied their vaccination status to the City have baen
provided a 2-week grace penod (untll August 12, 2021) to do so. If this applies to you,
please be sure to complate it by the exlended deadline

Il you a&re having difficulty uploading your vaccination 5.1a1u5 piease click here for detailed
ingtructions or you can also send your guestion (o

To make vaccination stalus reporing easier and more mn-*ament HRS stafl is avaiable to
anter and upload vaccination status information far you

I you:

+« o nol have acoass, or have limited atcess, o a compuianinterneal
v have experenced difficullies entering and uploading the vaccination information

You can work with your bureau/enterprise DPLs who will colect your documents and HRS
staff will enter and upload the vaccination status for you
For more information, see our last digest - COVID-19 Digest #74.
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COVID-19 Vaccination Medical and Religious Exemption
Request

City and County of San Frantimco
Carnl harn
Human Resoumes Duscior

COVID-19 VACOINATION MEDICAL AND RELIGIOUS EXEMPTION REQUEST

FROLEDURE
maiand! buly 30, 2071

Agihaity

wmmmumuﬂurﬂq

T Arubricies with DR-ab3ines Aot [ADA] and the Calforria Far Employment and Moaming A
[FIHA] prihits erployrrant discrieminalion sgadnst gualfied applicants and employees on the
b of divabliny, in Bsordance with the law, i is the pofioy of the City and Cowndy of San
Franchan 0 phosde squal employment cppomunitics 1o qull ¥k v with deabifise.

Equal Employment Dpporiunity Polioy

Cescrirminading aga#rst, o harassing Clty and County of San Francaos [Kity] empicyess,
eplican, &F pRrlnd Breniling dervicel 10 s Dity by contract, ingludeng vapenvianny snd ron-
UPETTIIEY BReyres, bicause ol their sy, rece, age, religion, polor, rational ongin, ancestry,
Mldwimnmﬁﬂlﬁmm1wwdmm.lmd
1m_rmwmrﬂm.m,rm LML, gEnatic informration, mantsl stat, sesn
prierdation, perder, geoder identity, gender expreatisn, miltany and veteran slans, or oihe
proberted cabegony under The L iy prohiited and unlwsdul, For the purpcas af thiy policy
ey, e berm "ernolovess” Inchades wnpasd berme and vielurdgen. Dicremiration s the
uregual resunent of Irdhadualt with respect to e berms ard conditiora of Eheir grmglopment,
Eaied o i rremibership in @ profected category. Harsemend 4 unweltome wisuel, verbal, o
phracal eondust engaped o on Bssount of b FEMON'S §0%M OF pEroEved meTbershin i e
profecied calegory.

Genersl Vartinalics Requirermenti
A Chty eregioyees ans regquited (o repart thelr vacsinabon statun by luly 33, 2071

Crriabes with kcal Pullic Health Drders and Cry polioy, the Sty requines ermplcpees, B
lected and anpamted offaciall, to recelee a OOWVID: 19 vacciration {0 enier the workplacy of
o war i B Tiedd., Tods sadety-refangs job requinerment s effective Segtermber 15, 2071,
for employees repulicly working onsile i High-Rigk Settiegs; Dopskar 11, 2021 for emplowets.
whio are roft permanently itationed or fepuledly afgned 1o s High- Rk Sshing but wma in the
eourte of their dubies may enter or work in those settings even of in InbErmilien] OF GEcaiianal
hasiy Tor 1Rert petiods: and 10 weeks after FOA approvel of ang one COVTD-19 vaocing for 30
ottar Gty prolcyees.

O Soith e Mia Averas. & Floor = San Francison, A QUL00-8410 w 4 15 5574805
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COAAE 19 WAD TR TROYY RIED AL AND RELCR04LA ENELIPT b RECHIEST
it EEuKE
sl ity B0 R

The local Publs Mealth Ordes defines. High-Rink Setimgs a3 oertasn care of bving setiings,
intlidng rmany (ORErEgate wttngs, where smployess may have contact with wsnerable
popuations and where the riak of COVID-19 trarsmssion b bighe High- Rk Semings. @cbde
general tute care hospaiaks, siilled nursing facllitles, residental care taciinies for the eldenly,
homeeiess shelters, and gils.

Medical and Religious Exemptions

& meedncal o peligious evempl from the vaccinakion requinement may e granted i

Far medical reasons (1] the employes has a gualifying dhabsity that prevents them
fram iecebving a COVID-19 vaceination, [2) the smployes fequeti o reawanable
scemenddation, (1) ihe employes provides required medoal documentation to support
an exeimplion, and (4] an svemplion woeald not pede a disect threat to the health and

safety of the employer or others that cannof be mvitigated; or

For religious reasans (1) the employes holds 2 sincere religioun belief, practaoe o
obssrvance that i conldaly 1o The practice of vaicination, | 2] the enpioyes reguests a
ieligiow accommpdation, | 3} the employee provides requised docismentation o
infotmation [o suphodl an exempison, and (4] an exemplion would nat pote a dinedl
tihr eat to the health and salety of the employee of others That cannot be mitigated.

Review and Appeal Rights

Reguests for medical and religheus sormptions will Be processed by the employee’s depaiment
personnel official, whose detenminations are subject to review by the Hirman Resourc es

Direscion. Employess fnay ippesl demals all axemplasn fegueiti 1o thse Hisrsan Hetoerees
Dhrecion, wkose determinstsons are appealable to the Ciwl Serviee Commasion.

Easimpl Emplayees

Employees working in Mgh-Fak Settings and certain other health care settings with an
approved wetcination exemplsan must follow local snd State Public Healih Order requaemients
that mandate

1 COVID-19 vesting ot beat onoe & week [or more as required by the Sate's Public Health
Cirder | using edther a nucleic acid [ingluding palymerase chain ceacisan (PCR]) or antigen
il AND

2. For employees working in acute health cane and long-tetm care settings, at all times

while seorking in an indoor work setting whiere [ 1) care iy prosided (o patEents of
pesldents, o |2 le which patients or ressdents have acoew fod any purpowe, wear a
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respiralor approved by the Mational msgitute Tor Coospational Safety and Health
{MIOSH], a5 required by the State Publs Health Ovder.

for employess working bn all other High-fisk Settings, at all tmes while working indaon
with others, wesr a surgical mank. The City will supply empleyees in these workalaces
with FOA&-cleared wurgical masks.

Al other City enaployees with appioved exemplions must wiead an appropriate face covering
wihile wisdhing sn-aite of in the Sisld. Pursusnt o Caldiornds Oooupatsanad Health and Safety’s
(Cal O5HA) Emergenty Temporasy Standards {ET5E The City will provide employees with N95
MAaR UpDn Fegquesl,

Medical Exemption Procedurne

Emplayees should complete and sign an Employer Requeit lor Reasonable
Accommedation Form [COWVID-19 Yaccination Exermption]. Departments mast commider
any request for a deability-related accommodation that provdes sudficient notice of an
employes's pueposted inability fo comfily with vaceination reguir ements due o a
mpdical conditson, whethes the request i on the designated form, in writing, or
cammunicated orally o a supervior or department persannel official,

Emplospers must anawer rebevant questions regarding the medscal condition that
preventy getting vaccmated but should not dischose the diagnosks or treatment plan

Emplayees must sbimit s completed form, of an equivalent wiiting 1ega deng the
requeest for & medical exemption from the vaccination requirement, with medical
verification of the employee’s dinability that prevents getting vaccinated to a
dimpai imeend perionnel official, supenaser or manages.

Depastment personeel officaly mnt athknowlodge receipt of an employee reguest o a
medic sl exernplan froum vactnaton regueremen s aithin Dao | F) Businest days.
Acknowledgments may be wia email s122ing the reguest has been recersed, or by
requrring a copy of the Employee Aequent for Reasonable Accommodation Fodm
[COVID-19 Vaccination Exemplion] sismped “Recsived” with the recespt date an the
face ol the document.

Depariment personnel officisls must engage employees in the mleractoe protess if the
meed for @ medical sxemplion from vaccinatson requirements s not extablished by the
employee’s request and supporting medstal cedtdlicaten. of the eirgloyes das nst

s bt sueffichent medicad wevification.
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6. Department personivel official thowld foliow the Cy's Ressonable Accommadation
Procedises, and may use the Health Care Provider Certification Ferm (COVID-19
Vaccine Exermption) for requesting enformation from health case prenvidess in suppoi of
& request for exsrmgition feam vaceination requinemenis.

Religious Enemption Proced ure

1. Cmployess should complete and sign an Empleyes Regquest for Relighows
Accommodation Form [COVID-19 Vaccination Exemption], Departments mial corridar
anvy request Tor @ religious accommodation that provides sufficient natice of an
employee's putported inabdity 1o comply with waccination reguirements for religious
reasors, whether the request is on the designated form, in wiiting, o communicated
oeally 100 uperiied of depariment personnel official

1 Emplayens midst s 3 relesant questons reganding the religious elief, pratiEe ar
otservance that prevents them fram getting the COVID. 1% vaccination

1 Employees musd subimsl a completed Barm, of an equivalent witting regarding the
regquest foe & religious exemption from Ehe vactmation fegquisemsent, with any relevan
i1atements, documents, of information pertalming o the refigious beliel, practios o
chervance thal prevents them from getting vaccinated o a department pessonnel
official, superisor, of manages

4. Departmven peesonnel afficialy, must acknowledge receipt of employes requests for
relegeouns evemplions from vaccinatian requirements within two [F) Budness days
Asknowledgments may be wia emall stating the requiest has been neceived, or by
returping a copy of 1he Employes Requesi for Religious Aecommodation Foom |COVID-
19 Vaccination Exemption | stamped “Received” with the seceint date on the facs of the
dotiuimen,

5. Finplegest may e reguiied to wilsrmit sdditional informatian fegarding ke religious
natute or the sintenity of a particular belied, practice or ohsprvance. Relevant
mformation may inchede:

[a} betters from a relighous leader explamning the nature of the religious beliel{s],
practice(s] of observance(s) and the need for an siemplaon from the wocnation;

[b] artictes from religious scholirs that desciibe the nature of the religeous belief[s],

pragtices[s), or ohservance(s] and the need for an exemplicn froem the vaceination
reguseermenl;
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(e} excenpis from seligious of sacred texts explaining religiow beliefy), practicesfy], o
observance{s] that prohibil vaccnatian;

{d] written materialy desedibing the religious beliefiy), practice|s) or observance]s) that
prohibits vaccination;

[e) statements, afficivits of athet dotuments rom the smployes dewribing the beliefs,
piaclced, of obisrwances, intloding information regarding when the empliyee
embiraced the belislis], practices) or obiervance(s), a3 well 2y when, whese and
how the employee has adhered B0 the beliel, practice, o obierance that prohitsts
WAL e,

i) ststements, affidavits, or other documents Bom potential witnesses identdied by
the emplayee as having krowtedge of whether the emplayee adbseres o doy s
adhere to the beliefis], pul:ll-r.-l.-[:.b or ohiesrvanceli] that prohliy waccknation, {e.g.,
redigioan leader, farmiby, Iriend, neighbar, superdsar, of coworber who may have
observed the employee’s past adherence, of kick thereol, or distussed it with the
erEployes]

Depaitment parsamne] offsciils will seview reguests Tor religions exemplions and
detormane whether addatonsl infarmation i requined. Ay fequest Tor additional
mformation w4l be made wthin free (5] busineds days of recelving & compbeted and
signed Employves Rogquest for Beligious Acoommadation Form [COVID- 19 Vaotnation
Ewempiian].

Employees whn do not submé requested nformation withm five [5) businew days of
recelving a reguest Tor additional information from a depariment peronnel official thal
e denied an evemption from the vaccination requirement. Motwithatanding.
ermployes may tegqueeil an exlencion of time 1o swbmit reguested information
supporting a request, and department pervonnel may grant a reasonshle extension of
the temee, nat b exceed an additional five [5] business days, for & responae.

Degpantrisnit personnel officiab will e the Religious Accommodation Certification
Form [COMID-18 Vatcination Exemption ) 1o iequest additionad information in support
of & religious exemption from the vetcination equerenen

Department persanned officisls will make a determination and respond 1o an employee
request foe religious exempiion from the vaccination requirement within sesen (7]
bisiness days of receiving an atcammadation request and any supporting information
requested by the department.
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10 Department persannel odficialy shall e the Accammoadation Determination Form
(COWID-19 Vaccination Exemption] Lo document and commurscate final deleiminations
on employes reguests for religious pxempin frem waccination reqguirementi. The
reason far amy denlal munt be stated on the foom.

11 Copies of sppdoved Abtammodation Exemplion Determinaton Fooma will be uplosded
and repoeted in People and Pay (5F Employee Portal] alang with the emploves’s
“Urnvsteinated” status.

13 Employpers may appeal fnal determinations denpng a nequedt for religaous mxermpinn
firewm waccanation requirementi, Appeats must be @ owtting ard sent to the Human
Eesoiumrcet D eciod within 30 days af the dated depastment decision denyving the
P s,
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We Value Your Feedback — Take the SFHSS Well-Being Survey
Open Until August 20, 2021

As we navigate the Safer Return Together, many of us are experiencing a mix of emotions
as we return 1o our "new” normal, SFPUC, iogether with the San Francisco Health Service
System (SFHSS) is committed 1o the safely and well-baing of all of our employees and we
could use yvour feedback. Please take lima during your warkday to complete the Beyond
COVID-18 Well-Being Survey. Your feedback will halp leadership identify opporunities to
bring miew and redevant resources to support you as you return 1o the workplace. The survey
will rermnain open until Bf20 and should take aboul 10 minutes to complete. L 5 complately
anonymous and no personal identifying information will be collacted.

Thank you in advance for taking time out of your day to complete the 10-minute survey. We
arg extremely gratelul for your honest feedback and thoughtful sweggestions. Click HERE o

get started,
Reminders
= Complete the Disaster Service Worker (DSW) Activation Survey, Some of our
City's most vulnerable populations need your help, let us know if you are able to
suppor
= Share this information with colleagues who may not have regular accass to
amail.
= Stay up-to-date on the latest COVID-19 information on Currants of our femols
wiwksnace (no connaction regquired).

+ Send your COVID-19 questions to covidinfofbshwater org,

SFPUC Mission
To provide customars wilh high-quality, efficient, and relisbie services in & manner thal values environmanial and
cormimilenity inbenests and sustains the resources enirusted 1o our care.

SFPUC Core Values
Sarvice | Excellence | Slewarndship | Diversity [Salety | Inclusheness

G0 to Cyrrents
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San Francisco
Water

Sereses of 10w San Francisco Publbc Liktss Commesson

COVID-19 Digest #76 (Revised)
August 26, 2021

End of Full-Time Telecommuting/Employee Vaccination

Deadline

We'll Cover:

= End of Full-Time Telecommiuding
= Employee Vaccinalion Deadline
= Ramindars

MOTE: The information balow is tha same as the last digest (COVID-19 Digest #75). This
email includes accassible links rafarenced in the DHR memo,

Halky Team!
We recently received updated information from the SF Depariment of Human Resources
(DHR} regarding two City policies and their coresponding deadlines:

= End of full-tima telecommuting - Movember 151
+ Employea vaccination (high-risk sites™ sooner) - November 1st

Pileases raview the memarandum from DHR beSow, and the table of COVID=18 vaccination
daadiines, As we gel more information, wa will ba sure to continue 10 update you
*High-Risk Siles meiude locations such a5 hospilals, skifed nursing facililies, residential
carg facilifes for the aldeny, homeless shallers, and jails. The SFPUC does nal have any
work localfons thal fall undar his reguirgmant

Sy aalthy. catm. and kind
--::;.'L-; -

Jmsing Hinderile

Chi! Pooghs OfSol
Hurman Rasowde Senice
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City amd County of San Francisco

Human Resouroes Dinposor

o

Department of Human Resouroes

Conrpciing Peopds with Purpods
wanw tidhrorg

Caral len

Department Heacs

[FROAA: Caral lsen, Hurman Resaurpes Direciorn

RE;
DATE;

Return to the Workplace
Auguast 33, 3031

Since the beginning of the Local Health Erengercy, we hive misde the besith snd vwelBalng of our
Employedd snd the public our Bop pricdity. A & resilt of the FOA's full spproval of the Plizer vaccine,

tha City

it updating previous puldence ) Bout vaiziration reguinermits, Tull Cime Delecoenmuging. ot well

a3 Resting and amptoyes salety.

#x che Gty continues to edjust health and safety puidelines reflated to the COVID- 19 pardermic, all

depaftrentl abe uhged 15 ol Sivalep indhoabin, dguitilie, and §PRoant waihpling 1 fufipodt seall
transl toning to mione [nepenon wor

Tine ey
L

upedades: are culined below:

All Employeds Must B Vaccnated by November 1, High-Bisk Shes Soonen

Today's anncuncerment by the U5 Food and Drug Admdniitration that the Plicer-BioikiTech
wilzing Mt been granted full approvsl Warns the clock Tor the Dity's 10 -weei bmeline for all
employes 10 be vecsinated, T reguitement is described in mone deted in i Cing
Vsgination Polor, Under the Spfpr Retrn Tomther Health Order, some amplopses who work
i High-Risk setsings ane requined 1o e vescinated on & feiter timaeling ag we hase grared in
oo communications, These Bmelines are also destribed In the Tty Vaicination Policy
Friopd wbove,

Delay emd of Full-time telecommuting to coinddes with November 1

Thie ey FREUI 15 In-peereon wark date for therme Chy employees bs November 1L 2021, The City
rermalng open to n-person senvices however, we will be delaying full rehum to the workplace for
employeel wha afe rot providing in-peron tefvice 1o the public untl Novembsr 1, J021. AN
employees must be svallable to work onsite If neaded for business reasors. In eddithon,
mployil who with 10 0o g0, may work omas but will nesd b coeliruse 40 moneor e

e atthy, arel depastments should keep track of ermployess are working onsite.

‘Waprinaticns Availahls Omite
Todabe, nearhy S0% of Oty ard Courty of San Franchon ermplovees have baen vaccinaled

apairnt COVID-19. Gesting o many people 5t poiaible veccinated &i soon a3 posaible i our best
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weay ol of the piedemic. 1’ i easental that all departmenty work B ersourage and puppoi!
employees o be vaccinated a3 w0on an polnible. Vaccines sre available o8 no coat 1o all
employees, and can b brought orafte to your workplaces. Messe reach out i

Fona WihondBs ey or g 1o schedule an oraite victingtion cleic.

4 Employes Accen b COVID Teating
& high-volome testing sie for OOVID-19 is open at Tih and Brasean Streets in e South of
Murket neighboriood. The site has capacity to sdminister 500 testy per day from 9 am. to &
pom, seven days a week by sppoirgment oady. 100 tests per day are reserved fos Oy
employees. To make an appointment of (o fed other besking shes emplovees can st
il igeneited. Empbrsees can also schedule & teat withs tesir bt ahh e peorider.

% Workplace Safety
The City sred Cosnty of San Francisco will conbinge o maindan certain 1afety mesvaies within
our City Racilities. Berbowy i 3 summany of the ey salety profocass. that impact moal
et hefiiE
W you sne sick, vty hoeme - The State and the Ofy eich provided B hour of paid
COVID- 13 apecific dich bpdree, whick B curmenly vailable through Segiember 10, 3071,
Employess can yae ey wraned hours of thews sick leaves For COVID- 19 wpecific ressorm,
and may wie ofher ime ol balances when they are sich for noer-LOVED- 19 reasoms.
#  Daily health screenings - The daily beahh screesing requeement remans in place.
Drrjuartmeats shauld remisd any empliypss coming inta The winkplios that lhey are
reguited o pertorm a DOVID- 19 symplom sell-masisment prior to eateting the
weorhplace each day by sieng the ek eour health app or sigring the sell s riestaten
boirm it the enirance io your workplace, or lollowing othed procedures established at
o departEnEnT.
®  Fape mashy reguined indoon - Cal/05HE regulations. a5 well 31.0ur local Mealth Ordes
teinue 1o requine all emplopees wear § mask when in the workpiece, regardiess of
vaccination wtatus, with lmiEed ecce pliorn ek ;o whes in a private office with the
duet iphopeed. members of the public enteving ity oened of leased feclties are sko
required to wear Boe mavks regardiess of vacoration viabs
= Duty io report COVID Caues- theee B¢ moee casey o vwork kacatite withina rollisg 14
dity period eosatitutes an dothieak asd mudl be roported i the Depanment ol Publ
mmmwnmmmu!mw

®  There are no lorges phypsiced distancing requinements, escept s limiied Patances.
Howeyer, pmployess thagld rol comgregate in thaned spaoet oo share food

Links from the abowve mamo:
City's Vaccinabion Policy: z i .

employees
Safer Retum Together Health Crder: bilps:
-1 i- -

To schadule an onsite vaccination clinic, email: Fionpa WilsonGisigoy.org

To make an appointmeant or find COVID-18 testing sites: hitps:iisf.govifind-out-about-
wigd-1

SFPULC Covid-19 Seif-
E:men-nu ﬂmllﬂm office ﬂnwﬂﬂwmwwwmﬂ
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DOutbreak Management
Aiafdhr.orgisites)

Guidance

Qi ultiple-dnfections. pdf

COVID-19 Vaccination Deadlines

Mgt mmirhmlmdlnndnrmllmcnmﬂﬂmﬂmm‘hﬂﬂmL

Employees who |«  BSoderna: First Shol no foter ihon Septermber 1, 2021
are assigaed Lo o Second Shal fa kler than Seatamber 30, 2021
reutinely work |« Plicer: First Shot na fores thav Seglember 5, BO2 1
onalie in High- Sacond Shot no bater thon Septembes 30, D21
Risk Sattings or |« Johnson B Johnsono First Shot no foter thon Septemiber 30, 3021
other Health Care
Facilities
Emplangii Must b Tully vaccinated no later ifwan Dcbober 15, 2031
inmgsenittentbyor |« Moderna: First Shod no loter than September 1, 2000
cocasionally Second Shot no oter Ehan Sedtember 19, 2021
woridng in “High- | = Piizer: Tirit Shot no kder than Septemiber 8, 2031,
Rink Sattingy™ Secod Shot no farer thon Seotember 29, 2021
& hohason & boheeon: Firot Shot no keter thon Seatemiser 20 2021
Al Othar Bdust be Tully vaccimated ro lager than Nevembaer 12021
Ermipleyess not »  Mapderna: First Shot ne igter ifon September 20, 2021;
waorking In “High- Sevond Shot no kater than October 18, 2021
Risk™ or athar & Pl First Shot mo loter than Septermiber 27, 1021,
Health Care Terani Shot o lager than October 18, 3021
Settings Johrsmon & Johnzon: Finit Shot no ieder than Oolober 18, 2021,
Reminders
« Complete the Digaster Service Workar (DSW) Activation Survey, Some of our
City's most vulnarable populations nead your halp, let us know il you ane able (o
support.
¢ Share this information with colleagues who may not have regular access to
amail,
» Stay up-to-date on the [atest COVID-19 information on Currenis or our remate
workgpace (no connection requirad).

» Sand your COVID-18 questions to covidinlofisfwater.ong.
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San Francisco
Water

Sorvicod of bha S Frenoaon Pulihc 0Tkt es. Lommeiion

COVID-19 Digest #77
Seplember 22, 2021

COVID-19 Vaccination Events and Vaccine Exemption

We'll Cower:

COVID-19 Vaccination Events al City Hall on 927 & 9728
Employes Vaccination Deadiines and Helpful Links
COVID-19 Vaccine Exemplion

Remindears

Hello Teann!

With vaccination deadiines coming up. we have soms important and helpful infarmation for
you, There ane some upcoming vaccination events at Gity Hall, and d you belive you
wiould ke to pursue an-exemption (medical or rebgicus), please make sure 1O gel your
requiesl N as 00N as peossible,

As we get more information, we will be sure to continue to update you. For your reference,
here's a quick link Lo the COVID-18 Digest #76 that included the latest mema from DHR with
kay updates.

Siwy heally, culm, and kind,
-
Jusing Hindorber

Cha! Pacple Officsr
Hurman FAasouras Serdoes
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COVID-19 Vaccination Events at City Hall on 9/27 & 9/29

Thare will be two ree COVID-18 Vaccingtion Events a1 City Hall on 2427 and 9729 available
for City & County of San Francisco employess. No appointment |5 required.

Vaccination Pop-up Event
for CCSF Employees

E
by - |’ h'.
Ur CrioNcCa ! | A

WHEN

WHERE

BRING
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CCSF EMPLOYEES UNDER THE HEALTH ORDER

Vaccination Pop-Up

Stop by lor your free Johnson & Jlohnson vaccination shol
no appointment required

Morth Light Court, SF City Hall
10r Carlton B Goodlett Pl

Wednesday, September 29th
September 28th is the final day for
B.30 AM - 130 PM employees who

fall under the SF
Health Order to
receive their J&J
vaccine.

A Stabe lssued 1D

Visit the “Ask the Doc™ table
and get your questions about

the vaccine answered,
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COVID-19 Vaccination Deadlines and Helpful Links

RCCINATION DEADLINES

Al recesve their FMAL dove of wacome regimen 80 LATER THAN September 10, 3071,
Emplayers wha are
asusigned toor roatinely | = Pioderna; i i s gl bejiieinle -3 3033,
work ormite in High-Riak Secand Shot N0 LATER THAN Ssptember B0, 2021
Sernings or other Health | = Pliger Sed s bbbl e, - bhi o
Care Facilithes Secomnd Bhot MO LATES AN Septemiser 30, 2021
= Johoson & lokesan) Fiest Sl 80 LATER THAN Septembee 30, 2001
[htint e FLELY VACCIMATED WO LATER THAN Doipber 10 3021
o - P PGS Iy bl ek i naled bis bialeinled b oHead -
Second Shot NOEATER THAN Seplember 79, 2021
stcailanally warking in Prllger: e s dabens. s o et B R g
. :
High-Risk Seviings Second Shot M0 LATIE THAN September 79, 3071
lokigh B bokshign; il Shat WO LATER THAN Septembes 29, 2001
Jhtent e FLULLY VACCINATED NO LATER THAN Nowembaer 1, POT1.
u f '-. " [ ¥ ) I‘_l Ll e ". i i S SR s
ik o 1 = 1
:’xrﬂ::;‘: $econd Shot NOLATER THAN October 18, 2031
- Pligsd: il Shot WO LAFTR THAN September 27, 200215
. Second Shol B0 LATER THAN Ociober 18, 2021
s Jokesen B lokemon) Fash Seot 80 LATER THAN Ooieber 18, 2021

b e e ke dogofa nurf an hengaliel, jlbilled serng fosdd e, el cove facdaes o e eliealy, hamedmia shellion,
dvill il it REPLIC e ! Ao vy el i it (I T W] oiadle' s T vl

Caty's Vaccination Policy: hitps:i/sfdhr.org/new-vaccine-and-face-covering-policy-city-
employees
Safer Retum Together Health Order: hiips:/www sldph.org/dob/alers/fles/'C 19-07-Sakge-
Raturm-Togsther-Health- Crder. pdf
To schedubs an onsite vaccination clinic, emad; Fiona Wilson@sfgov.org
To make an appointment or find COVID-19 testing sites: hitps:Vsf.govifind-cut-about-
wuf id-19-testing-options
SFPLUC Covid-19 Salf-
Scresning: hitps:Norms.office. com), sire nse BEpETI MHZY4WIdckyvbYw

uvWRSaUEEyirTVxHnY o0DvEDSNFUQzdRSZITOUaz 01 AINFNVOOIESOSDTIY 2QyQI0
Cutbrisak Managanmient

Guidance: hitps:isfdhr.org/sites/defauitifiles/documents/COVID-19/Managing-
Qutbreaks-Multiple-Infections. pdf
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COVID-19 Vaccination Exemption

An employee who has a qualifying medical condition of holds a sincers religious balia!
prohibdting them from being vaccenatled may apply for a reasonable accommodation to be
exampted from the vaccine requirsmant.

Flease contact Hallia Albert, EED Programs Manager, at halbeiimshwale: org or

RAgEstwater org 1o begin the intaractive process. Hallie will work with you 1o acguire the
necessary information to assess your request

Reminders

= Complete the Disaster Service Worker (DSW) Activalion Survey. Some of our
City’s most vulnerable populations need vour help, 18l us know if you are able to
SUpPON.

» Share this information with colleagues who may not have regular access to
email,

= Stay up-to-date on the latest COVID-1% information on Currents or our remote
wimkspace (no connaction required).

= Sand your COVID-18 guestions to covidinfodsfwatar org.

SFPUC Mission
To provide customers with high-guality, efficient, and reliable services in & manner thal values envioamantal and
mmmmumﬂmmﬂhmm

SFPUC Core Values
Sarvice | Excellance | Stewardship | Diversity [Safaty | Inclusiveness

Go to Cyrranty
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LOWiID-19 frdg

Subpect; September 1iTh Vddinaton Bverd

Feiday, Septeeringr 14, 2020 9131001 AM

Seplember 24, 2021
Hello,

All city employees must be fully vaccinated no later than November 1, 2021, uniess
they are oltherwise required to be vaccinated sooner. An individual is fully
vaccinated once 14-days after a final dose of a vaccine regimen have passed,
please see the dales below for vaccine-specific deadiines:

The city is hosting a free vaccination event on Monday, September 27th from
8:30 am to 1:30 pm at City Hall, 1 Dr. Carlton B, Goodlett Place in the North
Light Court. This event will provide Pfizer and Johnson & Johnson vaccines to all
City employees, Appointments are not required,

Seplember 27th is the final day employees can receive the first shot of a two-shot
vaccination series. Please speak with your supervisor o attend the event during
work hours.
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Frasn s COID-1% Info
Toe
Subject: mnm with COVID- 19 Vacrination Policy
Ciake: Morday, September 27, 3021 12-50:22 PH
™
Seplember 27, 2021
Hello,

The letter bedow will be sent to your home addrass via USPS Mail tomorrow. You
are receiving this notice because our records indicale that you are not In compliance
with the City's COVID-19 Vaccination Policy.

To be fully vaccinated by the November 1, 2021 deadling, 14 days must have
passed since you recaived the final dose of a two-shat vaccine or a dose of a one-
shol vaccinge,

September 27: If you plan to get a two-shot vaccine, TODAY is the last day 1o get
your first dose of the Pfizer vaccine in order o meet the deadline. There is a free
vaccinalion event happening today from B:30 a.m. 1o 1:30 p.m. at City Hall, 1 Dr.
Carlton Goodiett Place in the North Light Court. The event will provide Pflizer and
Johnson & Johnson vaccines to all City employees. Please speak with your
supanvisor 1o attend during work hours
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September 29: A second Vaccination Pop-Up will ba held from 8:30 a.m. to 1:30
p.m. at City Hall, 1 Dr. Carlton Goaodlett Place in the North Light Court on September
29. The event will provide Johnson & Johnson vaccinees (o all City employees,

Additional Resources;
« COVID-19 Vaccine FAQS

Reporting Your Vaccination Status:
If you need 1o raport your vaccination status and don't know how o upload your
information, you can follow the tutorials linked below or

Letter to be mailed:

You are receiving this notice because our records indicate that you have not mel the
City's COVID-19 vaccination reguirements.

Per the City's COVID-18 Vaccination Policy the deadline for full inoculation is
Novamber 1, 2021 for all City employees, so the deadiing to receive the final dose is
October 18.

Tao be fully vaccinated, 14 days must have passed since you recelved the final dosa
of a two-shot vaccine or a dose of a one-shot vaccing. You will not be in
compliance with the City's COVID-12 vaccination requirements and will be subject
to separation from your City employment if you do not receive your final dose by the
applicable deadline.

Once you receive your vaccine, you should immediately enter your vaccine
information and documentation into the City's People and Pay System using the

Employee Portal or email HRSadmingpsfwatar org for assistance with antaring this
information.
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If you have any questions about the City's COVID-18 Vaccination Policy, you can

find additional resources at hitps.iisfdhr.org/covid-19 or you can
contact EL Ri@siwater.org.
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(@/

. Human Resource Services
San Francisco oot e
San Frenceco, Ch 54102
Water Power Sewer T 415554 1670
Sarvcoy of the Yan Frarcico Buble Ubhibes Cavuninion F 415-558- 1883
Via U.S. Mail
September 27, 2021
Eric Eliasson
I
I
RE: Vaccination Status
Dear Eric Eliasson:
You are receiving this notice because our records indicate that you have not met the
City's COVID-19 vaccination requirements.
Per the Ciry's COVID-19 Vaccination Policy the deadline for full incsculation is
Movember 1, 2021 for all City employees so the deadline to receive the final dose is
October 18,
To be fully vaccinated, 14 days must have passed since you received the final dose of a
twio-shot vaccine or a dose of a one-shot vaccine. You will not be in compliance with
the City's COVID-19 vaccination reguirements and will be subject to separation from
vour City employment if you do not receive your final dose by the applicable deadline.
Dnce You réceéive your vaccing, vou should immediately enter vour vaccine
information and documentation into the City”s People and Pay Svstem using the
Employee Porial or email HESadminf@efwater.org for assistance with entering this
information.
Landon N. Bresd

If you have any questions about the Ciny's COVID-19 Yaccination Policy, you can find
additional resources at https://sfidhr.orgicovid-19 or you can contact ELR@sfwater org.

Sincerely,

RoohQfpudrani

Fachel Gardunio
Employvee & Labor Relations Division Manager

OUR MISSION: To provide oo cusiomans with high-quality, aficient and relabis waler, powe" and sisver

#BMAEAT M & Mannsr fal values emdrpnmenial and community eresis and SLELEGTE e MESrtRs anirusieg
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Conversation with Employee

Hi

I'm contacting you because our records indicate that you have not yet met the City's requirements for
vaccination or reporting.

The City"s COVID-19 Vaccination policy reguires all City employees to be fully vaccinated by November
1%, 2021.

We want to make sure you understand the policy, would you like to have your union rep present for this
corwersation? if so, we will schedule a time [in the next 2-3 days) that works for everyone,

if employee is ready to proceed without union rep. or once rep is present
if you have not yet reported your vaccination status, | can help you do that right now,
if you are not yet vaccinated, | can also help you schedule an appointment.

This is an important issue; we need 1o make sure wie have a safe workplace. Being fully vaccinated by
the November 1% deadline is a condition of continued employment, and we value your contribution and
service, 50 | am here to answer your questions and hopefully assist you with getting vaccinated,

Employees whao haven't reportad their vaccination status could be suspended or even terminated and
no one wants that. The City needs to know your vaccination status, because your status is essential to
the City meeting its legal obligations and ensuring all employees are safe

if you wank, you can report your vaccination status to me, right now. And if you are vaccinated we can
also confirm that today as well.

Do you want to report your vaccination status?
{ I ination

Great! We can just take a quick phato and make sure the City has a record of it and you'll be all set!
Thanks for your time!

[Take a photograph and/or photocopy if status provided, Input into HR dotabose and no further oction
required]

That's ok, we can use my phone/tablet to look up your status on the State of California database. Let's
do that right now. Do you remember when you were vaccinated? [Proceed to access

https//myvaccinerecord. cdph.ca.gov and find employee record]

if employee is not vaccinated or cannot prove vaccination status
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If vou have concerns or questions about being vaccinated, | can provide you with the number for the
City"s 24/7 nurse hotline at 1 (855] 850-2249 or First Responders Call 1 (866) 932-5321.

Please remmember that it's essential that you get vaccinated as soon as possible because it isa
requirement for all City employees under the Covid-19 Vaccination Palicy.

Time is running out. The final dates to receive a COVID-19 vaccination and comply with the City's COVID-
19 Vaccination Palicy fast approaching.

1) Sept 20, 2021 is the last day for a first shot of Moderna,

2) Sept 27, 2021 is the last day for a first shot of Pfizer (FDA approved)

3} Oct 1B, 2021 is the last day to get Johnson & Johnson or receive a second shot of Moderna or
Pizer.

I have to be really clear with youw. If you do not receive your final dose by October 18th, you will not
meet the reguirements for City employment and you will be released from City amployment.

The only exceptions to the vaccination requirement are for those employees with:
(a] a sincerely held religious belief that prevents you from receiving the vaccine; or
(b} a qualifying medical condition, such as disability, that interferes with your ability to receive
the vaccine,
You may requiest a reasonable accommodation to be exempted from the vaccination requirement. You
must submit that reguest to the department's human resources as soon as possible and by no later than
October 18, 2021,

if you hawe any questions about the health arder or City Vaccination Palicy, please reach out 1o your
union or feel free to call the Nurse Hotline to speak with a registered nurse who can answer any
gquestions you have about getting vaccinated against COVID-19, [Leave copy of FAQs with emplopee]

Please read and sign this acknowledgment form.

[Sraff: Provide gmplapee “TOWAD- 18 Varramarias Diegussion Acknontedprmenr form B0 shpn & gy shaued De phve 0 (e empdoyver ond
meraingd in empioyee fle. Wiite “refire to sign” Jf evmpdopee refluees fo sign. SCOWE-19 Wocoiaation Ditnunsion Acknowledpeerat " form may be
discarched if eryopne fater mits the reguiremests of Cing's COVIO-15 Vocomatise Policy, |

COVID-19 Vaccination Discussion Acknowledgement

Duate:
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COVID-19 Vaccination Discussion Acknowledgement

Date: ?"EE“_.‘Z‘:—‘E!

| discussed with my supervisor the requirement that all City employees be vaccinated against the Covid-
19 virus under the City's COVID-19 Vaccination Policy.

| was advised that | cauld show that | have met this reguirement by providing a copy of my vaccination
card, vaccine status in the California COVID-19 electronic database, or a letter from my physician
vierifying that | have been vaccinated to HRSAdming@sfwater.org by September 29, 2021.

1 understand that complying with the City's Covid-19 Vaccine Policy is a requirement for my position and
a condition of City employment. | understand that failure to comply with the Policy will result in my
separation from City employment.

| was also informed that | could apply for an exemption from the vaccine requirement if | have a
sincerely held refigious belief or a gualifying medical exemption, and that | must apply for the exemption
with my department’s human resources as soon as possible and not later than October 18, 2021,

_____ Check here if emplnn,.u indecated an interest in applying for an l::l-mpth-n and was provided the

If you are not vaccinated

The final dates to receive a COVID-19 vaccination and comply with the 5an Francisoo Health Order are
fast approaching.

3] Qct 18, 2021 is the last day to get Johnson & Johnson or receive a second shot of Moderna ar

Pfizer.
_Erje Eljassen oha { /
[mplcrpee #rint Kame Suparvnar Prisd Hame

E}ﬂ ﬁgcﬂf:ydd’ﬂf fo Jf'iﬂ

Employer Sgnature

L]
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From: Gardunio, Rachel

Sent: Friday, October 29, 2021 1:47 PM

To: Eliasson, Eric

Cc: Prather, loel; Cozzone, Francesca

Subject: FW: Determination re Request for Religious Accommaodation
Hella,

The City and County of 5an Francisco issued a COVID-19 Vaccination Policy requiring all City employees to be fully
vaccinated as a condition of employment by November 1, 2021, unless they have been approved for an exemption from
the vaccination requirement as a reasonable accommodation for a medical condition or restriction or sincerely-held
religious belief.

You submitted a COVID-19 Vaccination Exemption Request as a reasonable accommodation which has since been
denied. City policy now reguires you now to be in compliance with the City"s COVID-19 vaccination

requirements. Specifically, you are required to receive your ccing immediately and provide a
copy of your vaccination record.

If you do n will be subject ta
separation from City employment.

Do not report to work effective November 1, 2021. Once you have confirmed you are partially vaccinated, you will
receive more information from your division about whether you can continue to work remately or report onsite,

You can update yvour information by uploading it directly into the City's People and Pay System using the Employee

Portal or by emailing your vaccination record to HRSadmin@sfwater.org. We also suggest you email ELR@sfwater.org a
copy of your vaccination record.

if you hawve any gquestions about the City"s COVID-19 Vaccination Policy, you can find additional resources

at hitps://sfdhr.org/covid-19 or you can contact ELR@sfwater.org,

Sincerely,

Rachel Gardunio
Employes & Labor Redations Divizion Manager

Call: (415) 603-8091 | roardunio & shwater org

From: Albert, Hallie B <HAlbert@sfwater.org>

Sent: Friday, October 29, 2021 1:40 PM

To: Gardunio, Rachel <RGardunio@sfwater.org>

Subject: FW: Determination re Request for Religious Accommodation

Hallie B. Albert (sha/her)

EED Programs Manager

SFPUC Human Resourcs Services
575 Golden Gate Avenue, 3rd Floor
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San Francisco, TA 84102
Phone:415.951.5812 Fax: 415553 4808

Halberti@sfwater.org
San Francisco Water, Power and Sewer | Services of the San Franciseo Public Utilities Commission

R T Pl &
bt Ll - —

From: Albert, Hallie B

Sent: Thursday, October 7, 2021 11:41 AM

To: Eliasson, Eric <EEl ni@shwater.org>

Subject: Determination re Request for Religious Accommodation

Dear Eric Eliasson:

The Department has considered the information you supplied in your written request for a religious exemplion
as well as all follow up email communications. The Department has determined that the information you
supplied does not meet the applicable standards under state and federal law, as well as the City’s policies and
procedures, for a religious exemption to the City's Covid-19 vaccination requirements. Attached is the
Department’s determination regarding your Covid-19 vaccination exemption reguest.

For additional information on the City's vaceination policies and this process please visit the Depariment of
Human Resources website:

hitps://stdhr.org/vaccination-and-face-covering-policy-city-emplovees

Thank vou,

Hallie B. Albert (she/her)
EEQ Programs Manager

SFPUC Human Resource Services

525 Golden Gate Avenue, drd Floor

San Francisca, GA 84102
Phone:415.961.5812 Fax; 415.553.4898

Halbert@sfwater.org

San Francisgo Water, Power and Sewer | Services of the San Francisco Public Utilities Commission
th Tty o e s
iE | waipe S—
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Servicas of the San Francisco Public tilities Commission

ﬁ San Francisco
Water

New Employee Orientation
Handbook

San Francisco Public Utilities Commission
Human Resource Services
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Dizcipline

11.1.2

* [f a union representative cannot attend a conference at the scheduled date and time,
management may allow for reasonable delay. ‘Reasonable’ means five working days,
unless otherwise agraed upon,

Employee Rights and Privileges
Employees have the right to know:

*  \Whal is expacted of them
®  Whal will happen if they do not meet expactations

=  That they will be dealt with uniformly and fairly if they do not meet expectations. There
should be no “surprises” in the disciplinary process.

®  That they are responsible for nolifying their union representative immediately when the
department initiates disciplinary action against them. If an official employee conference is
scheduled, the employee is responsible for providing the date, time, place, and reason o
the union representative. The employee must also give the union reprasentative all
necessary documents and information,

®  That the disciplinary process and procedures are designed to respect thair rights. They may
respond to any allegations against them.

Employeas within a bargaining unit may be enlitied to union representation during an employee
conferance,

= |faunion's MOL specifies that the union represents the employea, but you want a different
reprasentalive, the union must approve your choica. At the employes conference, prasent
two letters to HRES: one from the union approving your choice and one from you designating
the approved person as your representative. Some MOUs allow you to represent yourself at
amployee conferances.

Mon-union employees may always represant themselves al employee conferences or elect to
have someone else represent tham.

11.2 Definition of Terms

This section defines common terms that apply to disciplinary problems. For more information,
or for definitions of term=s not listed here, please contact your designated persanneal analyst at
HRS.

Abandonment of Job or Position: Absance from work without authorized leave for more than
5 consecutive days, This problem is usually handlied administratively, rather than as a

disciplinary action.

SFPUC Employes Handbook n-2
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Discipline

Absence without Leave (AWOL): Absence from the work site during working hours without
the supervisor's permission,

Appointing Officer: For disciplinary actions, the General Manager is the Appointing Officer
and the authority cannol be delegaled,

Discourteous Treatment of Others: Rude or abusive behavior toward coworkers,
supervisors, the public, or other individuals in the course of duties.

Dishonesty: Not lelling the truth in order to deceive, cheat, or defraud.
Dismissal: Discharging or firing a permanent Civil Service employee.

Excessive Absenteeism: Unreasonable or unacceplable use of sick leave, espacially if it
interferas with the employee’s ability to perform hisfher duties. Specific policies regarding
excessive use of sick leave specify more than one day per month, 3-4 days per quarter, or
mora than the earned 13 days per year. Generally speaking, an employee is axcessively
absent when s/he uses more than the maximum number of earned sick leave days per year
without reasonable justification. Sick leave taken in conjunction with days off. paydays, and
medical documentation submitted by employees is considered and evaluated on an individual
basis.

Excessive Tardiness: Whean an employee repors to work unacceptably late or is lale 1o work
too often.

Failure fo Follow Rules and Regulations: When an employee disobeys rules and
regulations.

Falsification of Records: Intentional adjustment to or manipulation of City records or
documents in order to deceaive.

Fighting: Verbally or physically attacking or abusing another person.

Gambling: Gambling means playing for money. Gambling on the premises is forbidden at all
times.

Habitual Intemperance: Excessive use of alcohol or drugs that impact the employee's ability
o parform duties and responsibilities safely and effectively.

Inattention to Duties: Failure to parform assigned duties at an acceptable level for reasons
such as undue carelessness, negligence, or intentional disregard. Failure to report an illegal act
related to the activities of the Public Utilities Commission to a supervisor,

Incompetence: Lacking the ability or qualities needed to perform assigned duties at an
acceptable lavel.

Immuoral Conduct; Acts conflicting with general principles of right and wrong, whether on or off
the job, that directly relate 1o the employee’s ability to perform duties and responsibilities and/or
reflect poorly on the organization.

SFPUC Employes Handboak 11-3
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Discipline

Insubordination: When an employee disobeys authority, refuses 1o follow a reasonable
directive from a duly authorized supervisor or manager, or will not comply with established
proceduras.

Official Employee Personnel File (OPEF): This is the personnel file kept at HRS, where
formal records for each SFPUC employee are kept. Employees may make an appointment to
gee this file by contacting HRS.

Onsite Personne! File: This file contains the unofficial personnel records that an employee's
supervisor keeps at the workplace. Use it to house noles pertaining to an employee's
performance, both good and bad, and to house official documents until they are ready to be
sent o HRS.

Release from Probation: A non-punitive separation whan an applicant does not pass
probation,

Sexual Harassment: Unwelcome advances, requests for sexual favors, and other spoken or
physical conduct of a sexual nature thal impact the employment condition and/or create an
intimidating, hostile, or offensive working environment. Acts may be verbal, physical, graphic, or
retaliatory in nature.

Substance Abuse: See Habitual Intamperance.

Termination: Discharging, or firing, a temporary employee.

11.2.1.1 Special Circumstances

The City Charter considers the following conduct or performance problems to be most serious,
and possible grounds for termination:

"  Misappropriation of public funds or propery
= Misuse or destruction of public property

* Drug addiction or habitual intemperance

*  Mistreatment of persons

®*  Immorality

" Acts constituting a felony or misdemeanor involving moral turpitude (inherant baseness,
depravity, or perversion)

* Acts that present immediate danger 1o public health and safety

SFPUC Employes Handbook 11 -4
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EXHIBIT M

Notice of Dismissal to Eric Eliasson, dated December 6, 2021
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Via 1.8, Mail and Email [ KGN
December 6, 2021

Eric Eliasson

]
]
Re:  Notice of Dismissal

Dear Eric Eliasson:

This letter is 1o inform you that | have adopted the Skelly Officer’s
Recommendation alMirming the “MNotice of Proposed Disciplinary Action and
Employee Conference/ Skelly Meeting”™ (Skefly Notice) issued to you on
Movember B, 202 land sustaining the following charges:

¢ Violation of CCSF COVID-19 Vaccination Policy;

e Failure 1o meet minimum gqualifications/conditions of employment;

s Failure o Follow Rules and Regulations/Failure to Follow Instructions;
and

s Acts which present an immediale danger (o public health and safety.

You are hereby terminated from vour emplovment as a 7372 Stationary
Engineer, Sewage Plant with the San Francisco Public Utilitics Commission
(“SFPUC™), Wastewater Enterprise, Operations effective at close of
business today, December 6, 2021, This release is non-punitive and yvou are
free to seek employment opportunities with the City and County of San
Francisco in the future. A copy of the Skefly Officer’s Recommendation dated
Movember 19, 2021 is enclosed.

Londan M. Brasd

If yvou have not already done so, you must immediately return all City property
(SFPUC badges, tools, equipment, and keys). Please mail all City property to
wour supervisor at 750 Phelps Street, San Francisco, CA 94124, In addition,
please email ELR & sfwater.org to coordinate the return of any personal items
wvou may have al the worksite.

You must not report W any SFPUC work location and will be not admitted if
you attempt to do so. The SFPUC will pay out all remaining leave balances and
issue your final paycheck within six to eight weeks of this letter.

OUR MISSIOM: To prosides Gur eutbomass ealh Fgh-cualiy . aficent and relinble waler, power and sewer

BErViCEs in & manner That values environemental and communily inberests. Snd Sus13ing e resounces aninisisd
b0 Our cang
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Should you have any questions, please contact Michael Ho, Acting Employvee &

Labor Relations Manager, at mchodsfwater.org.

Sincerely,

Doawsnss 3. uvura

1 ER AT

Dennis J. Herrera
General Manager, SFPLC

Encl

s

.2 Skelly Officer Recommendation

Separation Report
Motice of Separalion
Motice of Future Employment Restrictions

Cireg Norby, Assistant General Manager, Wastewater Enterprise
George Engel, Division Manager. Operations

Michael Cerles for Carol Isen, Depariment of Human Resources
SFPUC Payroll Division, Human Resource Services

SFPUC Employee Life Cycle Division, Human Resource Services
Official Emplovee Personnel File — Eliasson, Eric
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ﬁ San Erancisco ci osTRBUTIONDIVISON

San Francisco, CA 94124
y Wa te r T 415.550.4900
MEMORANDUM
DATE: November 19, 2021
TO: Rachel Gardunio, Acting Chief People Officer, Human Resource

Services (“HRS”)
FROM: Lynn Fong, Engineering Manager, City Distribution Division /?W S A/ /‘5;7«

SUBJECT: Skelly Officer Report and Recommendations Regarding the
Proposed Dismissal of Eric Eliasson

The San Francisco Public Utilities Commission (“SFPUC” or “Department”)
has proposed that Eric Eliasson, 7372 Sanitary Engineer be released from their
Permanent Civil Service (“PCS”) position based on the following:

Violation of CCSF COVID-19 Vaccination Policy;

Failure to meet minimum qualifications/conditions of employment;
Failure to Follow Rules and Regulations/Failure to Follow Instructions;
Insubordination; and

Acts which present an immediate danger to public health and safety.

A Skelly meeting was held on Thursday, November 18, 2021 to review the
proposed employment action against Eric Eliasson; the following persons were

present at this meeting:
London N, Breed

Mayor

* Lynn Fong, Skelly Officer

«  Eric Eliasson, Wastewater Enterprise, SFPUC -
» Malocca Hawkins, Employee and Labor Relations, HRS
. . Newsha Ajami
» Michael Ho, Employee and Labor Relations, HRS Vice President
B . Sophie Maxwell
Background and Basis for Proposed Employment Action
Tim Pastson
On June 23, 2021, the City issued the COVID-19 Vaccination Policy
(“Vaccination Policy”) which required that all employees, as a condition of Ed Hamrington
employment, be fully vaccinated and report that vaccination status to the City
no later than 10 weeks after the Federal Food & Drug Administration (FDA) Michael Cariin
gave final approval to at least one COVID-19 vaccine. On August 23, 2021, the - Acting
FDA gave final approval of the Pfizer-BioNTech (Comirnaty) vaccine for the T
OUR MISSION: To provide our customers with high-quality, efficient and reliable water, power and sewer 3 v
services in a manner that values environmental and community interests and sustains the resources entrusted :'Mi
to our care. 3672 s



prevention of COVID-19 disease in individuals 16 years of age and older.

On August 25, 2021, the City sent Eric Eliasson a notice via email and US Mail
that the Pfizer-BioNTech (Comirnaty) vaccine had been granted full FDA
approval for the prevention of COVID-19 disease in individuals 16 years of age
and older. This notice also informed Eric Eliasson that all City employees must
be fully vaccinated and provide documentation of full vaccination in People and
Pay no later than November 1, 2021 unless they receive an approved exemption
from the COVID-19 vaccination requirement.

On September 28, 2021, the SFPUC sent Eric Eliasson a notice via U.S. Malil
that they were identified as an employee who has not received a COVID-19
vaccination as required by the Vaccination Policy and reminded Eric Eliasson
that they were required to be fully vaccinated by November 1, 2021. The notice
also informed Eric Eliasson that if they were not fully vaccinated by November
1 and were not approved a religious or medical exemption, Eric Eliasson would
be released from their PCS position for violation of the City and County of San
Francisco COVID-19 Vaccination Policy.

To date, the SFPUC does not have a record of Eric Eliasson’s full vaccination
status or of any approved medical or religious exemptions.

Employee Response to the Charge

Eric Eliasson’s response to the charges are as follows:

1.) Violation of CCSF COVID-19 Vaccination Policy.
a. Policy is immoral, and
b. The City has not provided scientific evidence that would reflect how the
employee would be of harm to other employees. Furthermore, the
policy is “full of opinion” and short on scientific facts.

There is no scientific evidence for the claim, “Vaccination is the
most effective way to prevent transmissions and limit COVID-19
cases and deaths” and the vaccines do not prevent employees from
catching the disease.

. There is no scientific evidence for the claim, “Unvaccinated

employees are at greater risk of contracting and spreading COVID-
19 within the workplace”.

c. Employees can work past November 1, 2021 because employees who
are not fully vaccinated and are permitted in the workplace after
November 1, 2021 must continue to wear a mask.

2.) Failure to meet minimum qualifications/conditions of employment.

a. This is baseless because had the religious exemption been approved,
there would be no further charges.

3.) Failure to follow Rules and Regulations/Failure to Follow Instructions.

a. | work in an environment mostly void of standards. There would be
very few employees working front line in the Wastewater treatment
plants because the City has offered no documentation that demonstrates
a history of my failure to follow rules and regulations.
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4.) Insubordination.
a. 1 am lawfully allowed to not follow directives that I believe are unsafe.
5.) Acts which present an immediate danger to the public health and safety.
a. How am I an immediate danger to public health and safety that give
evidence of this charge. Vaccines do not stop you from getting infected
or from spreading the disease.

Findings and Recommendation

Eric Eliasson’s reasons for not following the COVID-19 Vaccination policy and
meeting the vaccination deadline of November 1, 2021 are not persuasive for
the following reasons:

1.) The CCSF vaccination policies are in alignment with Federal guidelines
from the FDA and CDC; therefore, arguments of a lack of scientific fact is
not applicable.

2.) The statement, “Employees can work past November 1, 2021 because
employees who are not fully vaccinated and are permitted in the workplace
after November 1, 2021 must continue to wear a mask’ is not consistent
with the Skelly Notice: Employees who are not fully vaccinated by
November 1, 2021 may be subject to release from employment and is
separate from the CCSF masking policies.

3.) All employees are subject to conditions of employment, including current
CCSF vaccination policies. Therefore, charges of failure to meet minimum
conditions of employment as well as insubordination are reasonable.

4.) The statement that, “vaccines do not stop you from getting infected or
spreading the disease” is not consistent with FDA and CDC guidelines.

The health and wellbeing of City employees and the public we serve are top
priorities during our emergency response to COVID-19. Eric Eliasson’s failure
to comply with the vaccination requirement endangers the health and safety of
the City’s workforce and the public we serve. The City repeatedly notified Eric
Eliasson of this requirement and the consequences of failing to comply.

Eric Eliasson has failed to provide documentation of their full vaccination status
or demonstrate that they are exempt from the City’s COVID-19 Vaccination
Policy.

As a result, | sustain the charges against Eric Eliasson and recommend that he
be released from his PCS position as proposed by the SFPUC.
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SEPARATION REPORT

(o]

DEPARTMENT OF HUMAN RESOURCES

INSTRLUCTIONS: Pleass complels the Ssparation Report to:
1. Document infemal deparfimental processes. Meass do nal send o DHA

2 Document that the employee Saparalion s nol a complets Ssparation from City senvics, Separation Beport must be completed by P sending
deganmant and submied to thi recehing deparmant © be Mthched o the AP ESR

3 To process & lyoll. Pease send o the DHA Eyoll coondinalon

4. To adminisiar & setilemaen ageeamant involving tha saparation of e employss-submil Socumantation to your Chenl Services Reprasentalive,
[Aedsrencs TER_RIA)"

Date of Request; 12/06/2021

Department Contact: Susan Nguyen Email: SNguyenfdshwater org Phone: (415) 554-1670
SECTION I: PERSONAL AND JOB INFORMATION

Mame (Last, First, M.|,); Eliasson, Eric _ Employes !.n:!

Job Code: 7372 Job Title; Stalienary Engineer

Position Mumber: 01112772 Hourly Rate: 3561875 Siep: |1_!Eﬂm Date: 12007/2021

Empl. Class: [PCS I Wark Schedude: [Full-Time |

|5 the employee serving a probationary period at the time of the separation? [ | Yes o Ne

|5 this a complete separation from City and County Service? " Yes L Ko

If mo, contenuing in:
Department Code: |(S¢ecl  Siapys: Job Codea: Effective Date:
Is employes granted leave pursuant to Civil Service Rule 120,317 [ ] Yes W Mo

If no, is employee a transfer? 1 Mo || Yes, type of Transfer: [(Select One) |
SECTION |I: SEPARATION INFORMATION

__| Resignation

|| Satistactory Sarvices (TER_RSS) || Unsatistactary Services (TER_RUS)
(Form DHR 1-13 must be on file)

By the appointee: | hereby freely and voluntarity resign from the abowe position. | request approval of this
resignation as of the effective date with the full understanding that once approved, | may acquire another position in
this class only as provided in the rdes of the Civil Senice Commission [(see employes copy and CSC Rules
1148119),

Employes Signature Date
I Lay-off

[ | Imvaluntary Leave (PCS_LIL) [ Elective Involuntary Leave (PCS_EIL)

[ Involuntary Lay-off (PCS_LIO) [ Violuntary Lay-off (PCS_LVO)

L1 (PV & EX Oniy): [[Seiect One) J
Reason for lay-off: |[Select One) |

Emploves acknowledges receipt of the DHR information leafat.

Employes Signature Date
Page | Uipdased 06 26 14
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SEPARATION REPORT

DEPARTMENT USE ONLY

| Termination

L] Settlament Agreement (TER_RZA)
*|Separation Repart and mizst b forwarded s Client Servces Ren )

] Release from appointment: [Release of NCS TPV, EX, (RLS) |

|| Release from probation: |[(Select One) |

[« Dismissal:

|_| Terminated for cause (TFC) (TPV,NCS, & Exempts anly)

[] Automatic Resignation (ARS)

L Never Reported to Wark (DSH)

[ Death of an employee (DEA)

L Other (Specify):
(| Retirement: |{Select One) |

DEPARTMENT CERTIFICATION

The Appointing Officar/Auwthorized Designee named below hereby certifies that the infarmation provided on this
Separation Report is accurate, complete, and in compliance with applicable CCSF rules and policies.

554-1670
Appointing Officer/Authorized Designee Signature Telaphone

Mame/Tithe; Rachel Gardunio, Acting Chief People Office, HRS

Departmant Mumber; 40 Deparment Nama: SFPUC
Personnel File Forwarded? | |Yes W No

Forwarded to:
Departmant: Contact:
DHR LISE ONLY
Action Pending? | Ives | INo
Analyst Mame Telaphone
[] SR Ref Numbar: Holdover Canvass:

Reference Mumber used for layoff actions:

Page?  Ulpulsted 0825 14
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CITY AND COUNTY OF SAN FRANCISOC
NOTICE OF SEPARATION FROM EMPLOYMENT

Eric Eliasson 126zl

"NAME OF EMPLOYEE, MAILING DATE
; SFPUC-Wastewster Enterprise
ADDRESS TEPARTMENT/DIVISION

5 Permanent Civil Service

CiTY THPE OF AFPOINTMENT:

[ ] Dismissal

STATE P TYPE OF SEPARATIOMN

This modice is to inform you that you are separated from your enployment in Class 7372 Stathonary Engineer, Sewage Plant effective close of
business December &, 2021 for the reasoms owtlined (n the stsched documentis)

The (ollowing checked itlem applies:

[ ] A Yo may request o hearing before the Civil Service Commission on your fubure employabsibicy with the civil service system of the City and
County of San Francisco, The Civil Service Commission has the authority 10 remove restrictions or frpose additional resirctions on your
futune canployahility. However, the Commission CAMNOT moverse the depanment’s deciston o ierminale your employment,

O B As @ prowmative probationary emploves (promotive stabus is determined by the cxamination announcement), you may appeal your
rerenination o the Civil Service Commission, ns provided in Civil Servioe Comamis<ion Bube 17, Section 17,14, The Civil Service
Commission may cither sustain or reverse the dectsion of the deparimeni (o terminate your employmenl. They may felarm you 1o §
prosition in the lass from which promoted or relum you bo o list of eligibles, with conditions on fubore employmend, They may approse,
remove, modify or impose sdditional nestrictions on your fulure employubility, io thal recommended by the Depastisent. This provision
docs not apply o ke uniformed ranks of the Pelice ar Fire Beparinils.

You may request o hearing for review of any restrictions on your fumare employnbifity (when box A above is checked) or file an appeal of your
termdnstbon (when Box B above is checked) with the Civil Service Commission within twenty (200 calendar days of the mailing date of this nolboe of
Froam the daie of separation, whichever is later. The request must be submitied in writing 1o the Execstive Oficer, Civil Service Commission. 25 Van
Neas, Swite 720, San Francisco, CA 94102 by L2262 1. Requests received after this dote will mot be consedered and your fght o s heasing will be

forfelied. 17 vou do not reguest a hearing o fike an appeal, the Human Besources DHrector will ke finsl sdministrative action and the restrictionis)
recommended, il any, will ba in effeo.

“The items checked bibow are the recommendations made by the depariment o your Tt emplayibiliny for pogitions covered by the San Franciso
civil service system:

[#] Mo resivicibons on fone employahility ] Cancel sny curment exsmination and eligibility staius.
[ ] Accep the resignation as certified. | Mo future cimployment with this department.
-D Thssming from ity and Commy service. D epurm mame 10 the eligibde lka from which appointed o this position.
Apprerve the separaisn, D M Tuluse erspdoyanent with the Clay and I'.“numz of San Franciaco

Ij Future emphoyviment subject io the review and approval of the Buman Resturces Derector afier satisfaciory completion of (§ OF YEARS) work exponence outside
|ihe City and County scrviees

{Applicable in promotive probationary terminatians only.) Renitaic o a poodtion i the cliss from which promoted Class [CLASE), Titke (TITLE)

Ceher {specify i

IF this maiter is subject 1o the Code of Civil Procedunes (OCF) Seotion 1094.5, ihe dme by which jsdicial review mast be sought is sel fonh in CCF
Section [t 5

SEE REVERSE SINE
MUST BE COMPLETED BY DEPARTMENT:

ank 2 List # 56515 W}

W AUTHORIZED SIGNATURL

Employes Diganseation !E-I-tlnnlrr Engincers, cal 39 Rachel Gardunio

METHOD OF SERVICE: MAME

Cemified Mail: [J mailes: =] Atl[ﬂﬁ Chiel Peaple Officer, SFPLC
Cemified Ml & TITLE

Emaikal

Atachmenalish

CHE §-13c
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INFORMATION FOR FORMER EMPLOYEE FOLLOWING SEPARATION

This document serves as the official notice of the separation (o the former employee, the Civil Service Commission, and the
Diepariment of Human Resources.

A former prometive probationary employee who has terminated may fke an appeal of the termination with ihe Civil Service
Commission.

Any pther separated employee may request o hearing before the Civil Service Commission only for review of any
recommended resirictions on their fwiure erployability watl the City and County of San Francisco,

Such appeals or requests for hearing must be in writing and received from the employes or the employee’s representative
within twenty (20) calemndar days from the mailing date of this notice, or the effective date of the separation, whichever is
Inter. The request must be submitted 1o the Executive Officer, Civil Service Commission, 25 Van Ness Avenue, Suite 720,
San Francisco, CA 94102,

An employee who requests o hearing within the time limits is entitled to!
a) Representtion by an attorney or authorized representative of herhis own choice,
k) MNuification of date, time and place of hearing a1 a reasonable time in sdvance,
c) Inspection by ihe emplovee’s altorney or authorzed representaiive of those records and muterials in the Civil
Service Commission which relate 1o the separation.
The decision of the Civil Service Commission is final and mot subject to reconsideration,

Ini the sheence of o timely regquest Tor 8 hearing as provided above, no lnter request for g hearing will be considersd,
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City and County of 5an Francisco
Micki Callahan
Human Resources Director

Department of Human Resources
Connecting People with Purpose
www, sfdhr.org

NOTICE OF FUTURE EMPLOYMENT RESTRICTIONS

Eric Eliasson E = = 1262021

Employes Rame Mailing Date
I SFPUC-Wastewater Enterprise
Strect Address Department/Division
o . Permanent Civil Service

City State Eip Type of Appointment

This notice is to inform you that a future employment restriction is being imposed song with your separation action, or with
the action of automatic resignation, reported to the Department of Human Resources separating you from your position in
Class A7 | Title Sy Dagnemn. fomage Pt | pffpctipe 1202021 for the reasons outlinsd in the attached document]{s)

The items checked below are the restrictions made by the department on your future employability for positions covered by
the San Francisco civil service system:

No Restrictions on Employmeent D Cinywide D Department]s):
[ permanent Restictian ] vorssare [ job codetsi:
D Conditional Festriction D Cancel Current Examination & Eligibdlity Staius

Conditional restrictions may be lifted by proving you have satisfactorily met the following requirements:
Lewvel of Measirement
Reguirement Type __Deseription: Measurement:  Value:

CER: Certification

EXF: Wark Experience

LIC: Licensure
CAP: Substance Abuse P'minru
(ther:

in additton to the noted conditionol restrictions, you are also restricted from specific ottributes of o job closs and for
department until you sotisfacterily prove you meet the requirements o Wt the restriction|s) as nobed below:

Lewvel of Measurement
Future Employment Restrictions Description: Measurement:  Value:

|| 001 VehddeHeavy Machineny

p02: Vulnerable Populations

0ik3: Face to Face Contact w"'F'uhllt

Dh4: Cantact wjhmrnah

005: Signing/Approving City Docs - -
O06: Financial Instrumsents

a07; Confidential/Privileged Informatian ]

COB: IT Infrastruciure
00%; Means of Entry to Living Spaces

010: Pharmaceutical/Drag Inventory

| 011: COC Defined Toxins

012: Weapons /Explosives

013; City Property Valued > $100

One South Van Mess Avenue, 4 Floor ® San Francisco, CA94103-5413 » (415) 557-4800
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|

| 014: Electronic Voting Systems | | |

¥ou may request a hearing before the Civil Service Commission on your future employability with the City and
County of San Francisco. The Civil Service Commission has the authority to remove restrictions or impose
additional restrictions on your future employability. You may request a hearing for review of any restrictions on
your future employability with the Civil Service Commission within 20 calendar days of the mailing date of
this notice or from the date of separation, whichever is later. The request must be submitted in writing to the
Executive Officer, Civil Service Commission, 25 Van Ness Avenue, Suite 720, San Francisco, CA 94102 by
A226/2021, Requests received after this date will not be considered and your right to a hearing will be forfeited. If
you do not request a hearing or file an appeal, the Human Resources Director will take final administrative action

to confirm the restriction(s) in effect on the date of separation [Mote: Future Employment Restriction[s] effective
immediately).

If this matter is subject to the Code of Civil Procedures {Bﬂﬂ?hsl?)ﬂiun 10945, the time by which judicial review
must be sought is set forth in CCP Section 1094.6. (SEE BEL

List#: 058515 Rank #: 2 || pending  [/] Final  Staus of Action
osw: N W
Emp Organization:  Prof & Tech Eng, Local 21
SIGNATURE
METHOD OF SERVICE:
Rachel Gardunio

Email NAME
L]

Acting Chisl People Officer, SFPUC

[ ] us mai TITLE

INFORMATION FOR FORMER EMPLOYEE FOLLOWING SEPARATION

1. This document serves as an official notice of future employment restrictions imposed with the Notice of
Automatic Resignation from Employment to the former employee or with a Separation Action that is
subject to the provisions of a collective bargaining agreement, to the Civil Service Commission, and the
Department of Human Resources.

2. A separated employee may request a hearing before the Civil Service Commission gnly for review of any
restrictions on their future employvability with the City and County of San Francisco.

3. Such appeals or requests for hearing must be in writing and received from the employee or the
employee's representative by the date specified on this notice, or within twenty (20]) calendar days from
the mailing date of this notice, or the effective date of the separation, whichever is later. The request must
be submitted to the Executive Officer, Gvil Service Commission, 25 Van Ness Avenue, Suite 720, San
Francisco, CA 94102.

4. Anemployee who requests a hearing within the time limits is entitled to:

a. Representation by an attorney or authorized representative of the employee’s own choice.

b. Notification of date, time, and place of hearing at a reasonable time in advance.

. Inspection by the employee’s attorney or authorized representative of those records and
materials on file with the Civil Service Commission which relate to the restrictions on future
emplovability.

5. Any interested party may request that the hearing be continued or postponed.

6, The decision of the Civil Service Commission is final and not subject to reconsideration.

7. Inthe absence of a timely request for a hearing as provided above, no later request for a hearing will be
considered.

DHR 1-13¢ [ Revised 10-20017) 375



EXHIBIT N

Emails from Eric Eliasson alleging discrimination based on
medical status, dated January 21, 2022
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Dunson, Marvin (HRD)

From:

Sent: Friday, January 21, 2022 8:43 AM

To: Lavina, Eric (HRD); DHR-EEO

Cc: Norby, Gregory (PUC); O'Connell, John (PUC); commission@sfwater.org
Subject: Re: Complaint of Discrimination, EEO File No. 4061

Dear Eric Lavina,

| am amazed at how quickly the City terminated my employment of 11+ years and how slowly the City is investigating my
medical and religious discrimination complaint. This on top of the fact that | have still not been paid my 333 hours of
accrued vacation and my remaining comp. time. | was terminated December 6, 2021 and | still have not received my final
check. |did not fill out a medical exemption request. | did however fill out a vaccination status form under coercion and
threat of termination for not doing so. The City and its agents then used my medical information | submitted on the
vaccination status form to discriminate against me by terminating me for my medical status of being unvaccinated for
COVID-19. A vaccine that won't stop you from catching the disease or from spreading the disease. | have been
discriminated against for both my religious beliefs and my medical status, | have been taught not only by SFPUC and
other employers that discrimination based on one's religious beliefs or medical status to be illegal and immoral. When can
| expect communication from an investigator?

Eric Eliasson

From: Lavina, Eric (HRD) <eric.lavina@sfgov.org>
To:“

Sent: Thu, Jan 20, 2022 11:36 am
Subject: RE: Complaint of Discrimination, EEO File No. 40611

Dear Eric Eliasson,

It appears we received your questionnaire regarding religious discrimination on 12/3/21. We also emailed your department
a request for information and are awaiting the department’s response. After that, your complaint will be assigned to an
investigator.

Regarding medical discrimination, will you confirm that you also submitted a medical exemption request to your
department? The information you previously submitted only referenced a religious exemption and the department does
not have a record of you making a request for one.

| apologize for the delay in response and the length of the information gathering process.

Sincerely,
Eric Lavina

From:

Sent: Wednesday, January 12, 2022 10:46 AM

To: Lavina, Eric (HRD) <eric.lavina@sfgov.org>

Subject: Re: Complaint of Discrimination, EEO File No. 4061

Eric,

What is happening in my complaint of religious and medical discrimination?
Thanks,

Eric Eliasson
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From: Lavina, Eric (HRD) <eric.lavina@sfqov.org>
To:“

Sent: Thu, Dec 23, 2021 9:51 am
Subject: RE: Complaint of Discrimination, EEO File No. 4061

Dear Eric Eliasson,

Thank you for your email. | apologize for my late response as | have been ill the last several days. Your emails have been
received and saved to your complaint. Thank you also for your patience in this process, which can be stressful. Best
wishes to you in the new year. Please let me or this office know if you have any questions.

Sincerely,
Eric Lavina

Eric Lavina, EEO Management Assistant
(he/him/his)

Department of Human Resources

One South Van Ness Ave., 4" Floor

San Francisco, CA 94103

Phone: (415) 557-4818

Website: www.sfdhr.org

From:
Sent: Wednesday, December 22, 2021 11:13 AM

To: Lavina, Eric (HRD) <eric.lavina@sfgov.org>

Subject: Re: Complaint of Discrimination, EEO File No. 4061

This message is from outside the City email system. Do not open links or attachments from untrusted sources.

Sir,

I am looking for conformation that you have in fact received my intake questionnaire that was originally emailed to DHR-
EEO@sfgov.org on Dec. 3, 2021. | replied to the email below with a copy of my original email that was sent to DHR-
EEO@sfgov.org on Dec. 3, 2021. This is now the third email | am sending in reference to the intake questionnaire. At
9;41 am today | left a voicemail at (415)557-4818 to verify my emails are being received. Do you have the information |
have sent or will | need to resubmit?

Eric Eliasson

From: Lavina| Eric iHRDi <eric.|avinaﬁsfiov.org>
To:

Cc: Eliasson, Eric (PUC) <EEliasson@sfwater.org>
Sent: Fri, Dec 17, 2021 12:44 pm
Subject: Complaint of Discrimination, EEO File No. 4061

Dear Eric Eliasson:

On October 22, 2021, the Department of Human Resources, Equal Employment Opportunity Division (DHR EEQ)
received your communication reporting your discrimination complaint against the SF Public Utilities Commission. In your
complaint you contest the department’s denial of your request for a religious exemption to the City’s vaccination
requirement.

On November 23, 2021, DHR EEO sent you an Intake Questionnaire seeking additional information about the alleged

discrimination. To expedite the investigation of your discrimination complaint, your responses to the questionnaire were
due on December 9, 2021. It is now past the due date, and we have not received a response from you.
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If you have already returned your completed Intake Questionnaire, please resend it to DHR-EEO @sfgov.org, or provide
the date it was submitted and to whom it was sent, and our office will attempt to locate your responses.

If you plan to submit your questionnaire, please do so no later than seven business days from the date of this reminder. If
you do not intend to respond or go forward with your discrimination complaint under the City EEO procedure, then you
may complete and return the attached Withdrawal Form.

If you do not respond to the Intake Questionnaire or formally withdraw your discrimination complaint within seven
business days from the date of this reminder, DHR EEO will proceed to evaluate your allegations based on the
information currently on record. This may result in the administrative closure of your complaint for insufficient information
to support your discrimination allegations.

Please be reminded that a complaint of discrimination may also be filed with the U.S. Equal Employment Opportunity
Commission or the California Department of Fair Employment and Housing. These agencies should be contacted directly
for filing requirements and deadlines.

Sincerely,

Amalia Martinez
Director, EEO and Medical Leave Programs
Department of Human Resources

Eric Lavina, EEO Management Assistant
(he/him/his)

Department of Human Resources

One South Van Ness Ave., 4" Floor

San Francisco, CA 94103

Phone: (415) 557-4818

Website: www.sfdhr.org
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Dunson, Marvin (HRD)

From:

Sent: Friday, January 21, 2022 11:07 AM

To: Lavina, Eric (HRD); DHR-EEO

Cc: Norby, Gregory (PUC); O'Connell, John (PUC); commission@sfwater.org
Subject: Fwd: Eliasson vaccine status

Attachments: Eliasson Vaccination status 1.pdf

This message is from outside the City email system. Do not open links or attachments from untrusted sources.

Mr. Lavina,

This is the email | sent back in Aug. 10, 2021. It was the email submitting my vaccination status. | wonder how | knew |
would be discriminated against for giving the City my personal and private medical status. | am hoping that the City will
find that discrimination for my medical status and religious beliefs is still not legal or moral. The City has already
established in their declining my religious exception that | do not pose a direct threat to the health and safety of others
and/or myself, that the accommodation would not prevent me from performing essential functions or that the
accommodation would not result in undue hardship for the City. Then why was | terminated if not for my medical status
and religious beliefs?

Eric Eliasson

From:

To: dykim@sfwater.org <dykim@sfwater.org>

Cc: eeliasson@sfwater.org <eeliasson@sfwater.org>
Sent: Tue, Aug 10, 2021 4:57 pm

Subject: Eliasson vaccine status

Mr. Kim,

| was advised by my Senior to email this private and personal medical information to you. | am only supplying this
information under duress, coercion, harassment, intimidation and threats of termination. | believe this is a violation of my
constitutional right to be secure in my persons, houses, papers and effects against unreasonable searches and seizure. If
this information is used against me now or in the future in any discriminating manner, | will seek legal counsel against you
and the City and County of San Francisco for this clear violation of my fourth amendment rights and for discriminating
against me for my medical status.

Eric Eliasson
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Certification of Employee COVID-19
Vaccination Status

Type of Vaccine Received:

Pfizer
Moderna

Johnson & Johnson/Janssen

| received the first dose of Pfizer or Moderna on
I received the second dose of Pfizer or Moderna on
| received the single dose of Johnson & Johnson/Janssen on

K | am not vaccinated.

Employee Attestation: R e T T R A S e R S TR P AR LS TR
S pinsmenstensiiesieintestMaGLOMTT e, | hereby certify that | have provided

accurate and truthful information about my vaccination status in my answer to the questions
above.

Name:__ € GT¢ ELTQ§$ON Date: %A¢/Z\
Signature: g—&
DSW Number: -
Department: \)\)\‘f\)-6

1 gepre Eurasor ATEST WAT I Do NOU vblURTaRaILY

?QOWD(D MY PetSopp L ¥ Pprunie MEDTC AL T FormMET Tom

TKaT vl BG Sed  AGikpsst MG for D;sc.nZIMS.rJA'\’SAb
PLEPoseDd ¢« T An CoMPLT T, ULUNDG  THE oL DY COP 7
oF WA-FASMERT , CogesTor) apbD THASATS of TermIpopves,
So MUK For- THe ©55eTIRL EMPSTETS THAT WA
UREESD  THE EpTIRETY oR WIS | PardDemoe
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EXHIBIT O

Human Resources Director’s Letter of Determination to Eric
Eliasson, dated November 9, 2022
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City and County of San Francisco
Carol Isen

Department of Human Resources
Connecting People with Purpose

Human Resources Director www.sfdhr.org
CONFIDENTIAL
November 9, 2022
Eric Eliasson Via E-mail
I I
I

RE: Complaint of Discrimination, EEO File No. 4061

Dear Eric Eliasson:

The San Francisco Charter, Section 10.103 and Civil Service Rule 103 provide that the Human Resources
Director shall review and resolve all complaints of employment discrimination. The Charter defines
discrimination as a violation of civil rights on account of race, religion, disability, sex, age, or other protected
category. The City and County of San Francisco (City) considers all allegations of discrimination a serious
matter. The purpose of this letter is to inform you of my determination regarding your complaint, EEO File
No. 4061.

. BACKGROUND & ALLEGATIONS

The COVID-19 pandemic has created unprecedented circumstances and the need for swift decision-making
to protect employees and the public. To date, over 80 million people in the United States have been infected
with COVID-19 and nearly one million people have died from COVID-19 related illness. In the face of
increasing concern over the rapid spread of this potentially fatal virus, the City acted quickly to reduce its
impact on the workforce. On June 23, 2021, the City issued a policy (Vaccination Policy) requiring all City
employees to report their vaccination status no later than July 29, 2021, and to be vaccinated within 10
weeks after one or more COVID-19 vaccines received full approval by the Food and Drug Administration
(FDA). The City provided notice to all City unions and employees of this requirement.

The Vaccination Policy was created to help safeguard the health and wellbeing of City employees, the
public, and anyone interacting with City employees. Facts show that vaccination against COVID-19 can lower
the risk of getting and spreading the virus that causes COVID-19. Research has shown that unvaccinated
persons have a significantly higher risk of getting and spreading COVID-19 than vaccinated persons.
Vaccines also help prevent serious illness and death. The Vaccination Policy aimed to reduce infection,
transmission, severe illness and death from COVID-19.

Consistent with its legal obligation to provide reasonable accommodations, the City set up a procedure for
handling requests for exemption from the vaccine requirement based on a disability or sincerely held
religious belief. Rapid increases in COVID-19 cases and constant changes during the public health
emergency required the City to create an expedited process for evaluating and determining the
appropriateness of reasonable accommodations, if any, to the City’s vaccination requirement. In evaluating
requests for exemption, the City applied a two-step analysis that examined the merits of the alleged

One South Van Ness Avenue, 4™ Floor @ San Francisco, CA 94103-5413 e (415) 557-4800
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Eric Eliasson
EEO File No. 4061
Page 2 of 8

disability or religious beliefs, and considered the harm to co-workers forced to work with unvaccinated
employees, as well as the danger to the public who would interact with them. There was significant concern
about unvaccinated employees coming in contact with the elderly, children, and those with underlying
conditions that make them vulnerable to severe iliness or death from contracting COVID-19.

You were a 7372 Stationary Engineer formerly employed at the San Francisco Public Utilities Commission
(SFPUC). On August 27, 2021, you requested an exemption to the City’s vaccination requirement based on
your sincerely held religious beliefs. You assert that your religious beliefs are non-denominational and are
based on Judeo/Christian doctrine, although you are not Jewish or Christian in faith. According to your
request, due to your religious beliefs, you were unable to get the COVID-19 vaccination for the following
reasons: (1) God uses your hands, eyes, ears, and mouth to communicate what you believe; (2) the vaccine
is immoral, God has given you free will to choose between good and evil, and you will not defile your body
with any substance that you believe was created from evil; (3) the Vaccination Policy is an attempt to control
your body, but your body is a temple and what goes into your body will only be your choosing, and you
have a natural right to choose what medical interventions you take or do not take; (4) medicine has
destroyed most of people’s immune systems and the full risk of the vaccine is unknown since there are no
long-term health studies; (5) the vaccination requirement is based on compliance with a policy that has no
scientific basis and is politically driven.

On October 7, 2021, your department issued you a Determination denying your vaccination exemption
request. The recorded reason for denying your request is:

e Documentation insufficient to Show a Conflict Between Vaccination Requirement and Sincerely
Held Religious Belief, Practice or Observance

On October 14, 2021, you sent a letter to the City’s Human Resources Director contesting the department’s
decision to deny your request for a religious exemption to the City’s vaccination requirement. Your
communications were accepted as a discrimination complaint under the City’s internal Equal Employment
Opportunity (EEO) procedures. On December 3, 2021, you responded to an Intake Questionnaire seeking
additional information about your discrimination claims. Your department also responded to questions
about its decision to deny your request for an exemption to the vaccination requirement.

1. RELEVANT CITY POLICIES AND STANDARDS

Below are relevant portion of the City’s EEO Policies:

A. The City’s EEO Policy

Discrimination and Harassment Prohibited

Discriminating against, or harassing City employee because of their sex, race, age, religion, color, national
origin, ancestry, physical disability, mental disability, medical condition (associated with cancer, a history
of cancer, or genetic characteristics), HIV/AIDS status, genetic information, marital status, sexual
orientation, gender, gender identity, gender expression, military and veteran status, or other protected
category under the law is prohibited and unlawful. Discrimination is the unequal treatment of individuals
with respect to the terms and conditions of their employment, based on their membership in a protected
category. Harassment is unwelcome visual, verbal or physical conduct engaged in on account of a person’s
actual or perceived membership in a protected category.
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B. City’s Reasonable Accommodations Policy

Reasonable Accommodation Entitlement

The Americans with Disabilities Act (ADA), Title VII, and the California Fair Employment and Housing Act
(FEHA) prohibit employment discrimination against qualified applicants and employees on the basis of
disability and religion. In accordance with the law, it is the policy of the City to provide equal employment
opportunities to qualified individuals with disabilities and to reasonably accommodate religious beliefs,
practices and observances.

C. Investigative Standards

To sustain a complaint of failure to accommodate a religious belief in violation of the City’s EEO policy,
the investigation must establish:

(1
(2
(3
(4

you had a sincerely held religious belief that conflicted with a job requirement;

you requested a reasonable accommodation for your religious belief;

you could be reasonably accommodated without undue hardship to your employer; and
your employer failed to provide a reasonable accommodation

—_— — ~— ~—

The definition of religion is broad, and departments could ordinarily assume that employee requests for
religious accommodations are based on sincerely held religious beliefs. However, when a department has
an objective basis for questioning either the religious nature or the sincerity of a particular belief,
observance, or practice, the department is justified in seeking additional information. The focus of any
additional inquiry is to distinguish between religious and secular beliefs that conflict with the City’s
vaccination requirement. Departments adopted the following three-factor analytical test from the
California courts for additional inquiries:

a. Does the religion address fundamental and ultimate questions having to do with deep,
imponderable, or otherworldly matters?

b. Is the religion comprehensive in nature, meaning it consists of a belief system as opposed to an
isolated teaching?

c. Does the religion have recognizable formal and external signs, such as rituals, services, or
holidays?

Given the public health threat posed by COVID-19, departments were encouraged to ask follow-up
guestions to appropriately apply this three-part analytical framework. The framework was the basis for
determining whether your beliefs about COVID-19 vaccination are religious. This analytical approach
ensured that only those beliefs entitled to protections under Title VII, FEHA, and the City’s non-
discrimination policies received consideration for workplace accommodations.

Even if your sincerely held religious belief, practice, or observance conflicts with the City’s vaccination
requirement, your department’s failure to provide you with a reasonable accommodation may be excused
if the investigation shows:

a. The department offered an accommodation that was reasonable, even if it was not your preferred
accommodation, and you refused it;

b. Any accommodation would impose an undue hardship. An undue hardship may arise if an
accommodation is costly, compromises workplace safety, decreases workplace efficiency,
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infringes on the rights of other employees, or requires other employees to do more than their
share of potentially hazardous or burdensome work.

Generally, departments must take all available steps, short of those that would impose an undue hardship,
to remove you from work requirements that conflict with your religious beliefs, practices, and

observances.

. FINDINGS & ANALYSES FOR DISCRIMINATION COMPLAINT

A. Insufficient Evidence to Show Your Beliefs Are Religious or In Conflict with the
Vaccination Requirement

Religious beliefs include those centered around the existence of a god or gods, as well as moral or ethical
beliefs regarding right and wrong, which are sincerely held with the strength of traditional religious views.
However, not all beliefs that are religious merit protections or accommodations because they are sincerely
held. Courts interpreting religious protections in Title VIl and the Fair Employment and Housing Act look
for certain elements to determine whether an individual’s beliefs can be considered religious. Social,
political, or economic philosophies, as well mere personal preferences, are not religious beliefs protected
under federal or state law, or by the City’s EEO policies. See, EEOC Compliance Manual § 12-1(A)(1).

Consistent with recognized caselaw, departments were instructed to evaluate whether employees
seeking religious exemptions demonstrated genuinely held beliefs that involve elements associated with
traditional religions. Departments received training on analyzing statements supporting exemption
requests for evidence that the beliefs: (1) address fundamental and ultimate matters of the afterlife,
spirituality, or something other-worldly; (2) were comprehensive in nature and part of a belief system as
opposed to just personal views; and (3) are identifiable by certain formal and external signs, such as
regular gatherings, holidays, or doctrinal teachings.

1. Your Beliefs About the COVID-19 Vaccination Are Personal and Not Religious

First, your religious belief to abstain from the COVID-19 vaccine is a matter of personal preference, related
to your healthcare decision making and does not constitute a comprehensive system of religious beliefs.
You stated that you cannot receive a COVID-19 vaccination because doing so would violate religious tenets
that require you to keep your body pure and abstain from evil. However, your belief that the vaccine is
impure is based on your assumption and is not supported by a doctrinal teaching or theological principles
that identify physical contaminants from which persons must abstain. Additionally, your belief that the
vaccine is immoral and evil because it was created from “evil institutions” for “evil purposes,” is based on
your personal and political opinion rather than doctrinal teachings or theological principles. You should
note that state and federal courts have held that the following beliefs are not religious, and therefore do
not qualify for an exemption to a vaccination requirement:

e fear of possible side effects from immunization

e adesire to live a “healthy” or “pure” lifestyle

e a belief that the vaccine will do more harm than good; and
e distrust in the science supporting vaccination

Documents on file further show that your refusal to comply with the City Vaccination Policy is based on
your personal beliefs about substances that are impure, unhealthy for the body, and can harm a person’s
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natural immune system. Additionally, your belief that the vaccine has no scientific basis and is politically
driven is non-religious. Therefore, your personal and political beliefs do not support approving a religious

exemption.

2. Your Secular Claim is Insufficient

In documents submitted with your request, you opposed the COVID-19 vaccination for secular reasons
that include your belief that the City’s vaccine mandate constitutes an unlawful infringement on your
personal freedoms and violates your right to bodily sovereignty. You stated that it is not about the vaccine
but free choice. You also stated that you have the right to refuse medical treatment and should not be
forced to take a vaccine that comes from evil institutions for evil purposes. Furthermore, you stated that
the vaccine has no scientific basis, is politically driven, and is being used to harm the world’s population.
You should note that mixing political, sociological, personal, or philosophical objections with your religious
exemption claim cast doubt on both the religious nature and the sincerity of your beliefs. For this reason,
your department justifiably sought supporting information to clarify your exemption request and you
provided them insufficient documentation to establish a conflict between the vaccination requirement
and your sincerely held religious belief, practice, or observance.

3. Instructions From God are Insufficient to Show a Sincerely Held Religious Belief
System Prohibits Vaccination

Your exemption request states that God personally instructed you to abstain from getting the COVID-19
vaccine through your hands, eyes, ears, and mouth to communicate that you believe it to be immoral.
While such instructions can form the basis for a sincere belief that vaccination is prohibited, these
instructions are personal in nature and not part of a religious belief system. In the absence of facts
showing that your beliefs about the vaccine are part of an organized religious belief system, your
department appropriately concluded that your request was insufficient to establish a conflict between
your sincerely held religious beliefs and the City’s vaccination requirement.

B. Accommodation Would Pose an Undue Hardship

The law defines “undue hardship” as having more than minimal cost or burden on the employer.
Considerations relevant to the undue hardship or burden assessment include, among other things: (1) the
number of employees in the workplace who are partially or fully vaccinated against COVID-19; (2) the
extent of an unvaccinated employee’s contact with non-employees, whose vaccination status could be
unknown or who may be ineligible for the vaccine, with or without underlying COVID-19 vulnerable
conditions; (3) the availability of masking and testing resources for both vaccinated and unvaccinated
employees working in proximity to one another; (4) the availability of effective supervision to enforce
masking and testing requirements and to monitor accommodation plans implemented for unvaccinated
employees; and (5) other considerations recommended by the Centers for Disease Control and Prevention
(CDC), or a state or local public health department.

1. An_Accommodation Would Burden the Department With Securing Dedicated
Testing Resources

Since the time you submitted your religious accommodation request and continuing today, the City has
been challenged to meet the need for employee COVID-19 testing resources. The City has partnered with
CityTest to secure up to 100 tests each month for City employees. These tests are performed at CityTest
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sites throughout San Francisco. The limited number of tests available to conduct weekly surveillance
testing for unvaccinated employees and vaccinated coworkers presents an undue burden for the
department. The department would also experience an undue burden associated with lost productivity
while employees use work time to get COVID-19 tests at sites other than their normal work locations.

2. An__Accommodation Would Burden the Department by Decreasing the
Number of Persons in Your Classification Available to Perform Essential Job
Functions

An accommodation constitutes an undue hardship if it results in the inability of an employee to perform
essential functions of the position to which the employee is appointed. In your case, your job requires
regular contact with members of the public whose vaccination status may be unknown. Your contact with
these persons, even while masked, places them at increased risk of contracting COVID-19 should you
become unknowingly infected. This risk would require your department to remove you from performing
essential job functions requiring contact with the public. Consequently, an accommodation would prohibit
you from performing your essential job functions and would unduly burden co-workers required to take
on tasks you are unable to perform.

C. Accommodation Would Pose a Direct Threat to Your Health and Safety and That of
Others in the Workplace

Under the ADA and FEHA, employers may require employees to meet job-related requirements, such as
the City’s safety-related vaccination requirement. If an employee cannot meet a job-related requirement
due to a disability or sincerely held religious belief, then the employer cannot require the employee to
comply with that mandate, unless the employer can demonstrate that the employee would pose a “direct
threat” to the health or safety of the employee or others in the workplace. A “direct threat” is defined as
a significant risk of substantial harm to the health or safety of the individual or others that cannot be
eliminated or reduced by reasonable accommodation. The EEOC has published updated guidance that
identifies COVID-19 as a direct threat to employee health and safety. Thus, the remaining determination
is whether the department appropriately concluded that no reasonable accommodation would reduce or
eliminate the threat.

Relevant factors in assessing whether a reasonable accommodation can reduce or eliminate a direct
threat are: (1) the duration of the risk; (2) the nature and severity of the potential harm; (3) the likelihood
that the potential harm will occur; and (4) the imminence of the potential harm.

Regarding duration, public health officials project that the virus that causes COVID-19 will continue to
spread in some form indefinitely. This means the likelihood of contracting and spreading the virus will
remain a significant health risk for the foreseeable future.

Addressing the nature and severity of potential harm, at the time you requested an exemption, COVID-19
related hospitalizations and deaths were increasing largely due to a variant of the virus. The number of
persons suffering from long-COVID and dying also increased. While many people contracting the virus had
only mild symptoms, there was a significant potential for developing severe illness and death among
persons with underlying health conditions and the elderly. Thus, the potential harm to the health and lives
of co-workers caused by working in proximity to unvaccinated co-workers was substantial.
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Addressing the likelihood and imminence of harm, an August 26, 2021, CDC report found that “the
greatest risk of transmission [of COVID-19] is among unvaccinated people who are much more likely to
contract, and therefore transmit the virus.” (CDC’s National Center for Immunization and Respiratory
Diseases, Division of Viral Diseases, Aug. 6, 2021, Delta Variant: What We Know About the Science.
Retrieved from https://stacks.cdc.gov/view/cdc/108671). The report also indicates that vaccinated
persons can get COVID-19, but they transmit a lower viral load when infected. These findings confirm that
other employees and members of the public may be placed at greater risk of contracting COVID-19 if they
are required to come in contact with unvaccinated employees. Overall, public health information
establishes that unvaccinated employees are a direct threat to themselves and others.

In addition, any argument that this threat could be effectively mitigated or eliminated with masking and
regular surveillance testing is unsupported. Public health officials recognize that masking and testing alone
is not an effective strategy for suppressing COVID-19 transmission. The World Health Organization (WHO)
announced that wearing a mask and regular testing alone are not sufficient to protect against COVID-19,
but should be included as part of a comprehensive prevention plan that includes vaccination, physical
distancing, well-ventilated rooms, avoiding crowds, washing hands frequently, and other related
measures. This information supports a finding that no accommodation would have reduced or eliminated
the threat posed by having an unvaccinated employee in the workplace. Thus, even though your
department did not make a determination on whether an accommodation would pose a direct threat, the
facts show that an accommodation in your job classification would pose a direct threat to your health and
safety and to others.

V. DETERMINATION OF THE HUMAN RESOURCES DIRECTOR

Please be advised that based on my review of the investigative findings, | find by a preponderance of the
evidence that the SFPUC did not violate the City’s EEO Policy by denying your request for a religious
accommodation that would make you exempt from the City’s Vaccination Policy. However, | understand
that multiple sources have sown confusion and distrust among employees by communicating
misinformation about the COVID-19 vaccine, and that you may continue to have concerns about the
vaccine’s safety and efficacy. Records show that you were separated from City employment effective
December 7, 2021, based on your refusal to comply with the City’s Vaccination Policy. | thank you for your
service to the City, and | wish you good health and success in your future endeavors.

My determination is final, unless appealed to the Civil Service Commission and is reversed or modified. A
request for appeal must be received by the Civil Service Commission at 25 Van Ness Avenue, Room 720,
San Francisco, CA 94102, within 30 calendar days of the date of the e-mail sending this letter.

For your information, you may file a complaint of employment discrimination with the California
Department of Fair Employment and Housing, or the United States Equal Employment Opportunity

Commission. Contact those agencies directly for filing requirements and deadlines.

Please feel free to contact Amalia Martinez, EEO Director, Department of Human Resources, at (415) 557-
4932, should you have any questions.
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Sincerely,

Carol Isen
Human Resources Director

C: Dennis Herrera, General Manager, SFPUC
Wendy Macy, Chief People Officer, SFPUC
Rachel Gardunio, Employee & Labor Relations Division Manager, SFPUC
Steven Tang, EEO Programs Manager, SFPUC
Amalia Martinez, EEO Director, DHR
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EXRHIBIT P

Notice of Receipt of Appeal and Acknowledgement Letter to
Eric Eliasson, dated December 6, 2022
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CIVIL SERVICE COMMISSION
CITY AND COUNTY OF SAN FRANCISCO

LONDON N. BREED

MAYOR
Sent via Email
NOTICE OF RECEIPT OF APPEAL
DATE: December 6, 2022
REGISTER NO.: 0238-22-6
APPELLANT: ERIC ELIASSON
Carol Isen

Human Resources Director
Department of Human Resources

1 South Van Ness Avenue, 4™ Floor
San Francisco, CA 94103

Dear Carol Isen:

The Civil Service Commission has received the attached letter from Eric Eliasson appeal-
ing the Human Resources Director’s determination on their Complaint of Discrimination, EEO
File No. 4061. Your review and action are required.

If this matter is not timely or appropriate, please submit CSC Form 13 “Action Request
on Pending Appeal/Request,” with supporting information and documentation to my attention by
email to civilservice@sfgov.org. CSC Form 13 is available on the Civil Service Commission’s
website at www.sfgov.org/CivilService under “Forms.”

In the event that Eric Eliasson’s appeal is timely and appropriate, the department is re-
quired to submit a staff report in response to the appeal within sixty (60) days so that the matter
may be resolved in a timely manner. Accordingly, the staff report is due no later than 11 a.m.
on February 23", 2023, so that it may be heard by the Civil Service Commission at its meeting
on March 6, 2023. If you will be unable to transmit the staff report by the February 23" dead-
line, or if required departmental representatives will not be available to attend the March 6"
meeting, please notify me by use of CSC Form 13 as soon as possible, with information regard-
ing the reason for the postponement and a proposed alternate submission and/or hearing date.
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Appellant: Eric Eliasson
December 6, 2022
Page 2 of 2

You may contact me at Sandra.Eng@sfgov.org or (628) 652-1100 if you have any ques-
tions. For more information regarding staff report requirements, meeting procedures or future
meeting dates, please visit the Commission’s website at www.sfgov.org/CivilService.

Sincerely,

CIVIL SERVICE COMMISSION

/sl

SANDRA ENG
Executive Officer

Attachment

Cc:  Jeanne Buick, Department of Human Resources
Kate Howard, Department of Human Resources
Mawuli Tugbenyoh, Department of Human Resources
Amalia Martinez, Department of Human Resources
Wendy Macy, Public Utilities Commission
Rachel Gardunio, Public Utilities Commission
Steven Tang, Public Utilities Commission
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CIVIL SERVICE COMMISSION
CITY AND COUNTY OF SAN FRANCISCO

LONDON N. BREED
MAYOR

Sent via Email

December 6, 2022

Subject: Register No. 0238-22-6: Appealing the Human Resources Director’s Determi-
nation on their Complaint of Discrimination, EEO File No. 4061.

Dear Eric Eliasson:

This is in response to your appeal submitted to the Civil Service Commission on December 2,
2022, appealing the Human Resources Director’s determination on your Discrimination Complaint,
EEO File No. 4061. Your appeal has been forwarded to the Department of Human Resources for in-
vestigation and response to the Civil Service Commission.

If your appeal is timely and appropriate, the department will submit its staff report on this
matter to the Civil Service Commission in the near future to request that it be scheduled for hearing.
The Civil Service Commission generally meets on the 1st and 3rd Mondays of each month. You will
receive notice of the meeting and the department’s staff report on your appeal two Fridays before the
hearing date via email, as you have requested on your appeal form.

In the meantime, you may wish to compile any additional information you would like to sub-
mit to the Commission in support of your position. The deadline for receipt in the Commission of-
fice of any additional information you may wish to submit is 5:00 p.m. on the Tuesday preceding the
meeting date by email to civilservice@sfgov.org. Please be sure to redact your submission for any
confidential or sensitive information (e.g., home addresses, home or cellular phone numbers, social
security numbers, dates of birth, etc.), as it will be considered a public document.

You may contact me by email Sandra.Eng@sfgov.org or by phone at (628) 652-1100 if you
have any questions. You may also access the Civil Service Commission’s meeting calendar, and in-
formation regarding staff reports and meeting procedures, on the Commission’s website at
www.sfgov.org/CivilService.

Sincerely,
CIVIL SERVICE COMMISSION
Is/

SANDRA ENG
Executive Officer

25 VAN NESS AVENUE, SUITE 720 « SAN FRANCISCO, CA 94102-6033 « (628) 652-1100 « FAX (628) 652-1109 » www.sf.goyggivilservice



Firefox https://outlook.office365.com/mail/inbox/id/AAQkKAGZIYzg3ZTFjLW...

Re: Civil Service Commission appeal

Fri 12/2/2022 9:01 AM

To: CivilService, Civil (CSC) <civilservice@sfgov.org>
To Civil Service Commission,

Attached are the PDF of the APPEAL TO THE CIVIL SERVICE COMMISSION form. | have also included four
additional PDF that include, Employee request for religious accommodation form, the City's COVID-19
VACCINATION AND RELIGIOUS EXEMPTION REQUEST procedure, the DETERMINATION ON COVID-19
VACCINATION EXEMPTION REQUEST form and the determination email document from Carol Isen rejecting
my appeal. In all there are five attached PDF files.

Thank you for your consideration,

Eric Eliasson

From: CivilService, Civil (CSC) <civilservice@sfgov.org>
Toﬂ

Sent: Thu, Dec 1, 2022 4:31 pm
Subject: Re: Civil Service Commission appeal

Dear Eric Eliasson,

Yes, we are accepting appeals by email and your typed name will count as your signature.

Civil Service Commission Representative
25 Van Ness Avenue, Suite 720

San Francisco, CA 94102

Office (628) 652-1110

Main (628) 652-1100

Fax  (628) 652-1109

rrom: [

Sent: Thursday, December 1, 2022 3:53 PM
To: CivilService, Civil (CSC) <civilservice@sfgov.org>
Subject: Civil Service Commission appeal

This message is from outside the City email system. Do not open links or attachments from untrusted
sources.

To whom it may concern,

I am hoping to file an appeal with you. | see on the form that you are accepting appeal by email. Is this
correct? If so can | type my name as the original signature of Appellant?

Thanks,

Eric Eliasson
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CIVIL SERVICE COMMISSION

City and County of San Francisco
25 Van Ness Avenue, Suite 720
San Francisco, California 94102-6033
Executive Officer
(628) 652-1100

CSC Register No.

To:

CC:

APPEAL TO THE CIVIL SERVICE COMMISSION

INSTRUCTIONS:

Submit an original copy of this form to the Executive Officer of
the Civil Service Commission at the address above within the
designated number of days following the postmarked mailing
date or email date (whichever is applicable) of the Department
of Human Resources’ or Municipal Transportation Agency’s
notification to the appellant. The appellant’s/authorized
representative’s original signature is required. (E-mail is not
accepted.) It is recommended that you include all relevant
information and documentation in support of your appeal.

TYPE OF APPEAL: (Check One)

] Examination Matters (by close of business on 5™ working
day)

[J Employee Compensation Matters (by close of business on
7th working day) - Limited application

[J Personal Service Contracts (Posting Period)

X Other Matters (i.e., Human Resources Director/Executive
Officer Action) (30 Calendar days)

[ Future Employability Recommendations (See Notice to
Employee)

“During the Shelter Order dated March 17, 2020, we are accepting appeals by email at civilservice@sfgov.org”
g pting

Eric Dwayne Eliasson

750 Phelps St., SF 415-920-4700

Full Name of Appellant Work Address Work Telephone
7372 Stationary Engineer SFPUC/WWE

Job Code Title Department

Residence Address City State Zip Home Telephone

Full Name of Authorized Representative (if any)

Telephone Number of Representative (including Area Code)

NOTE: Ifthis is deemed to be a timely and appealable matter, the department will submit a staff report to the Civil Service
Commission to request that it be scheduled for hearing. You will be notified approximately one week in advance of the hearing date,
at which time you will be able to pick up a copy of the department’s staff report at the Commission’s offices. If you would instead
prefer Commission staff to email you a copy of the meeting notice and staff report, please provide your email address below.

COMPLETE THE BASIS OF THIS APPEAL ON THE REVERSE SIDE. (Use additional page(s) if necessary)

Does the basis of this appeal include new information not
previously presented in the appeal to the Human Resources
Director? If so, please specify.

Check One:

X Yes ] No

Eric Eliasson

12/2/22

Original Signature of Appellant or Authorized Representative

CSC-12 (5/2021)

Date Received by Civil Service Commaission:

Date
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State the basis of this appeal in detail. For more information about appeal rights and deadlines, please review the Civil
Service Rules located on the Civil Service Commission’s website at www.sfeov.org/CivilService.

On August 27, 2021 I requested an exemption to the City’s immoral vaccination requirement based on my sincerely held
religious beliefs. I certified via the Religious Accommodation (COVID-19 Vaccination Exemption) form, “My faith is
based on Judeo/Christian doctrine although I am not Jewish nor Christian in faith. My faith is based on the idea that
I was created in the image of God, spiritually not physically, as we all are. I was created with free will. To choose
between right and wrong. I believe we are currently living through a spiritual battle between good (free will) and evil
(Tyranny). I have zero faith in worldly institutions. My faith remains in my creator. I will not defile my body with any
substance that I believe was created from or by evil. Judge me as you will, my faith has taught me that our lives on this
earth are at the mercy of evil, but my spirit will always be firee.” 1 have provided a copy

On page two of the exemption form [ was asked to provide information if my religion, belief system, or practice requires
you to abstain from the COVID-19 vaccination, but not other types of vaccinations, I was asked to please describe the
specific tenet, practice, or observation that expressly conflicts with the COVID-19 vaccination. I again certified, “My
creator has given me eyes to see and ears to hear. It is not about vaccines it is about free choice. This shot is not a
“vaccine”. I believe it is being used by evil to harm the world’s population. Our creator has provided an immune
system to fend off disease. Of course, with the poison that is put in our food and water and with the use of modern
medicine that simply covers symptoms, makes lots of money and requires additional medicine for the side effects of the
original prescribed medicine which has destroyed most people’s natural immune system. Medical errors are the 3™
leading cause of 'in this country. I will not take part in this genocide and do not judge those that do.” 1 have provided a

copy

The above is the basis of my request for a religious accommodation. Though I submitted my request on August 27, 2021, my request
was not denied until October 8, 2021. According to the City’s COVID-19 VACCINATION MEDICAL AND RELIGIOUS
EXEMPTION REQUEST procedure issued: July 30, 2021, under section 9 Religious Exemption Procedures it states, “Department
personnel officials will make a determination and respond to an employee request for religious exemption from the vaccination
requirement within seven (7) business days of receiving an accommodation request and any supporting information requested by
the department.” The City and its representatives did not make a determination to my request within the 7 days as stated in there
procedures. | have provided a copy

On the “DETERMINATION OF COVID-19 VACCINATION EXEMPTION REQUEST” form it was checked that my request was denied. On
the form it is stated by the City and its Representatives that, “Your request for an exemption based on an asserted sincerely held
religious belief, practice or observance is DENIED for the following reason(s).” There were 5 reasons the City and its
Representatives had for my denial. The ONLY checked reason for my denial was, “Documentation Insufficient to show a conflict
between vaccination requirements and sincerely held religious belief, practice or observance”. |t was not indicated that the denial
was due to “Accommodation would pose a direct threat to the health and safety of others and/yourself.” This is the main reason
for attempting to force all employees to vaccinate against COVID-19. If it was not determined that | would pose a direct threat to
the health and safety of other and/myself then why could my request not be approved? It was also not indicated, “Accommodation
would prevent employee from performing essential function(s). Then why would my request be denied? It was also not indicated
that, “Accommodation would result in undue hardship for the City.” Then why would my request be denied? | have provided a

copy

On October 14, 2021 I filed an appeal with the City’s EEO department via email. I stated, “My name is Eric Eliasson and my
pronoun is whatever you wish to use.

N |

My job title is Stationary Engineer 7372.

The issue and basis of my complaint is that the Mayor has made it policy that all city employees must take a Covid 19
“vaccine” in order to keep the job I have held faithfully for over 11 years regardless of my strongly held religious belief
against said “vaccine”. In addition such policy is in conflict with the ideas of discriminating individuals for their medical
condition.

The date of my civil rights violation started on the date the mayor mandated medical treatment that is in conflict with my
strongly held religious belief in order to maintain my 11+ years of employment that I have had with the city. I submitted
a religious exemption request on 8/27/21 and filled out another questionnaire about my personal and private religious
beliefs that was requested by Hallie Albert which I filled out and returned on 8/30/21. On 9/24/21 I was given another
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questionnaire at the request of Hallie Albert asking more questions about my personal and private religious beliefs that |
responded to on 9/22/21. On 10/8/21 I was notified via email from Hallie Albert that my request for religious exemption
was denied due to “documentation insufficient to show a conflict between vaccination requirement and sincerely held
religious belief, practice or observance.” 1 had provided documentation of my strongly held religious beliefs against said
medical treatment in the first form for requesting religious exemption from this medical procedure and twice more when
Hallie Albert kept inquiring further about my private and personal religious beliefs. As the reason your department
declined my request for religious exemption was not due to the accommodation posing a direct threat to the health and
safety of others and or myself, nor, the accommodation would prevent the employee from performing essential functions,
nor, the accommodation would result in undue hardship for the city, nor, other reasons, the only conclusion I can come to
is I am being discriminated against for my religious beliefs. In the email I received from Hallie Albert on 10/8/21 it was
said, “The Department has determined that the information you supplied does not meet the applicable
standards under state and federal law, as well as the City’s policies and procedures, for a religious
exemption to the City’s Covid-19 vaccination requirements.” As I responded then and now...I had no idea
that I had to meet any applicable standards under state and federal law as well as the City’s policies and
procedures in regards to my strongly held religious beliefs against this or any other matter concerning
my religious beliefs. This I belief is where my belief system clearly does not conform to the City’s. I belief
that god has given me life through my parents, god has given me free will to choose between good and
evil. There is no higher authority over my body and my choices then that which I believe to be true. I will
not take this “vaccine”. 1 do not want to be discriminated against for my religious beliefs. I do not want to
be discriminated against for my medical condition. I do not want to be terminated from my employment
when I have done nothing wrong other then follow my religious beliefs.

Eric Eliasson”

Not once, either for my original request for an exemption nor my appeal has anyone contacted or
interviewed me personally about my religious reasons for not taking said “vaccine”.

On November 9, 2022, over a year after I was placed on administrative leave, I finally received a decision
from Carol Isen stating that my appeal had been denied. In the first paragraph it is stated that, “The
Charter defines discrimination as a violation of civil rights on account of race, religion, disability,
sex, age or other protected category.” My right to follow my faith and what I believe to be true, is the
reason for my termination. Under section III, “FINDINGS & ANALYSES FOR DISCRIMINATION
COMPLAINT”, Section 4, it states, “Religious beliefs include those centered around the existence of god
or gods, as well as moral or ethical beliefs regarding right and wrong, which are sincerely held with
the strength of traditional religious views.” Did none of the City’s Representatives read the forms I
submitted? I believe there to be a GOD, maybe more than one but I am connected to one, my creator. |
believe we are in the midst of a spiritual war on this earth between good (Free will) and evil (tyranny). I
believe it is immoral and unethical to coerce any individual to take or do anything for which they believe
to come from evil or to be evil. I stated such in my original religious exemption form. Did no one read it?
These beliefs are core and sincerely held with strength of traditional religious views of the
Judeo/Christian faith, which doctrine I follow.

Carol Isen then goes on to claim in section 1 of the, “FINDINGS & ANALYSES FOR DISCRIMINATION
COMPLAINT”, that, “Your beliefs about the COVID-19 Vaccination are personal and not Religious.”
How offensive is that!!! Carol Isen nor any human can determine what I believe or don’t believe. Itis
true that the beliefs I hold are personal, because to me religious faith is personal. I come to determine
what good or evil is based on the actions or inactions of people. Itis true that I fear the side effects of this
experimental treatment that has no long-term safety studies. It is true that [ have a desire to live a
“healthy” or “pure” lifestyle. It is true [ have a belief that the vaccine will do more harm than good; and I
do distrust the institutions pushing this agenda. This does not take away the fact that I believe the
agenda is driven for and by evil and I can not comply because of this fact.
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In section 2 Carol Isen’s claim is that my secular claim is insufficient. It is true that I do believe that the
City’s vaccine mandate constitutes an unlawful infringement on my personal freedoms and violates my
right to bodily sovereignty. My body is a gift from God and my parents, coercing anyone to take anything
without their consent is evil. Does anyone not believe this? This country and supposedly the City
recognizes peoples right to practice their faith and claims it is against the law and policy to discriminate
for such reasons. These are in fact secular policies that I am fighting against to protect my lawful rights to
informed consent. I have followed all procedures to claim the rights given to me by God and allegedly
recognized by law and policy.

In section 3 Carol Isen claims, “Instructions from God are insufficient to show a sincerely held
religious belief system prohibits vaccination.” 1t is further stated, “While such instructions can form
the basis for a sincere belief that vaccination is prohibited, these instructions are personal in nature
and not part of a religious belief system.” 1t is my belief that | was created by God and given free will to
choose between good and evil. This is personal in nature as it is my personal belief system which is
shared by many in the Judeo/Christian faith, which doctrines I follow.

In section B, Carol Isen is now claiming that the Accommodation would pose an undue hardship. So only
after I appeal the decision to decline my Religious exemption for vaccination does it become a hardship
for the City. This reason was not indicated on the denial form and could have been. How is this possible?
Not a hardship in 2021 but now a hardship?

In section B1 it is stated, “An accommodation would burden the department with securing dedicated
testing resources”. It continues, “Since the time you submitted your religious accommodation request
and continuing today, the City has been challenged to meet the need for employee COVID-19 testing
resources....The limited number of tests available to conduct weekly surveillance testing for
unvaccinated employees and vaccinated coworkers presents an undue burden for the department.”
There are no differences between vaccinated and unvaccinated regarding testing. Being unvaccinated
does not increase the burden of testing vaccinated employees. So again it seems discrimination is alive
and well towards those unvaccinated, regardless of the reasons.

In section B2, “An accommodation would burden the department by decreasing the number of persons in
your classification available to perform essential job functions”. How strange it is that back in 2021 on
the denial form given to me this was not one of the options indicated for my denial. It is only after I
appeal my denial and after nearly a year that now somehow this has become a reason for my denial. The
City and it’s representative must not remember that I was an essential employee that worked through the
peak of this event. There were signs at my workplace stating we were hero’s for providing essential
services during the peak of this event. How short peoples memories are.

In section C it states, “Accommodation would pose a direct threat to your health and safety and that of
others in the workplace”. Thank GOD for documentation. This again was not indicated for the reason of
the original denial form. It was not until I appealed the denial that now somehow I am somehow a health
and safety risk. This is nonsense. It has well been established that vaccination does not stop the spread
or infection or even stop the infection of those vaccinated. I use for example the fact that it has been
widely reported that President Biden, Dr. Anthony Fauci and Dr. Rochelle Wilensky have all been infected
with COVID-19 after full vaccination. It has been a year since all unvaccinated employees have been
terminated. Have there been no cases of COVID-19 at the workplace since a year ago?

[ believe that the City had no intentions of allowing any accommodations for any reason. The fact that I
have never been interviewed about my religious beliefs strengthens that belief. The reason for the denial
of my accommodation went from, “Documentation insufficient to show a conflict between vaccination
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requirement and sincerely held religious belief, practice or observance”, back in 2021 to now all possible
reasons only after [ apeal the decision. Good and Evil are determined by the actions or inactions of
people. I have done nothing wrong. I followed what I believe and was discriminated against for my
beliefs. How naive I was to think the rights that laws and policies were meant to protect were not
followed. Fortunately I follow an authority much higher than law or policy....I have done the right thing!!

CSC-12 (5/2021) (Use additional sheets if needed)
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Department of Human Resources
Connecting People with Purpose
www.sfdhr.org

City and County of San Francisco
Carol Isen
Human Resources Director

CONFIDENTIAL
November 9, 2022

Eric Eliasson Via E-mail

RE: Complaint of Discrimination, EEO File No. 4061

Dear Eric Eliasson:

The San Francisco Charter, Section 10.103 and Civil Service Rule 103 provide that the Human Resources
Director shall review and resolve all complaints of employment discrimination. The Charter defines
discrimination as a violation of civil rights on account of race, religion, disability, sex, age, or other protected
category. The City and County of San Francisco (City) considers all allegations of discrimination a serious
matter. The purpose of this letter is to inform you of my determination regarding your complaint, EEO File
No. 4061.

I BACKGROUND & ALLEGATIONS

The COVID-19 pandemic has created unprecedented circumstances and the need for swift decision-making
to protect employees and the public. To date, over 80 million people in the United States have been infected
with COVID-19 and nearly one million people have died from COVID-19 related illness. In the face of
increasing concern over the rapid spread of this potentially fatal virus, the City acted quickly to reduce its
impact on the workforce. On June 23, 2021, the City issued a policy (Vaccination Policy) requiring all City
employees to report their vaccination status no later than July 29, 2021, and to be vaccinated within 10
weeks after one or more COVID-19 vaccines received full approval by the Food and Drug Administration
(FDA). The City provided notice to all City unions and employees of this requirement.

The Vaccination Policy was created to help safeguard the health and wellbeing of City employees, the
public, and anyone interacting with City employees. Facts show that vaccination against COVID-19 can lower
the risk of getting and spreading the virus that causes COVID-19. Research has shown that unvaccinated
persons have a significantly higher risk of getting and spreading COVID-19 than vaccinated persons.
Vaccines also help prevent serious illness and death. The Vaccination Policy aimed to reduce infection,
transmission, severe illness and death from COVID-19.

Consistent with its legal obligation to provide reasonable accommodations, the City set up a procedure for
handling requests for exemption from the vaccine requirement based on a disability or sincerely held
religious belief. Rapid increases in COVID-19 cases and constant changes during the public health
emergency required the City to create an expedited process for evaluating and determining the
appropriateness of reasonable accommodations, if any, to the City’s vaccination requirement. In evaluating
requests for exemption, the City applied a two-step analysis that examined the merits of the alleged
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disability or religious beliefs, and considered the harm to co-workers forced to work with unvaccinated
employees, as well as the danger to the public who would interact with them. There was significant concern
about unvaccinated employees coming in contact with the elderly, children, and those with underlying
conditions that make them vulnerable to severe illness or death from contracting COVID-19.

You were a 7372 Stationary Engineer formerly employed at the San Francisco Public Utilities Commission
(SFPUC). On August 27, 2021, you requested an exemption to the City’s vaccination requirement based on
your sincerely held religious beliefs. You assert that your religious beliefs are non-denominational and are
based on Judeo/Christian doctrine, although you are not Jewish or Christian in faith. According to your
request, due to your religious beliefs, you were unable to get the COVID-19 vaccination for the following
reasons: (1) God uses your hands, eyes, ears, and mouth to communicate what you believe; (2) the vaccine
is immoral, God has given you free will to choose between good and evil, and you will not defile your body
with any substance that you believe was created from evil; (3) the Vaccination Policy is an attempt to control
your body, but your body is a temple and what goes into your body will only be your choosing, and you
have a natural right to choose what medical interventions you take or do not take; (4) medicine has
destroyed most of people’s immune systems and the full risk of the vaccine is unknown since there are no
long-term health studies; (5) the vaccination requirement is based on compliance with a policy that has no
scientific basis and is politically driven.

On October 7, 2021, your department issued you a Determination denying your vaccination exemption
request. The recorded reason for denying your request is:

e Documentation insufficient to Show a Conflict Between Vaccination Requirement and Sincerely
Held Religious Belief, Practice or Observance

On October 14, 2021, you sent a letter to the City’s Human Resources Director contesting the department’s
decision to deny your request for a religious exemption to the City’s vaccination requirement. Your
communications were accepted as a discrimination complaint under the City’s internal Equal Employment
Opportunity (EEO) procedures. On December 3, 2021, you responded to an Intake Questionnaire seeking
additional information about your discrimination claims. Your department also responded to questions
about its decision to deny your request for an exemption to the vaccination requirement.

1. RELEVANT CITY POLICIES AND STANDARDS

Below are relevant portion of the City’s EEO Policies:

A. The City’s EEO Policy

Discrimination and Harassment Prohibited

Discriminating against, or harassing City employee because of their sex, race, age, religion, color, national
origin, ancestry, physical disability, mental disability, medical condition (associated with cancer, a history
of cancer, or genetic characteristics), HIV/AIDS status, genetic information, marital status, sexual
orientation, gender, gender identity, gender expression, military and veteran status, or other protected
category under the law is prohibited and unlawful. Discrimination is the unequal treatment of individuals
with respect to the terms and conditions of their employment, based on their membership in a protected
category. Harassment is unwelcome visual, verbal or physical conduct engaged in on account of a person’s
actual or perceived membership in a protected category.
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B. City’s Reasonable Accommodations Policy

Reasonable Accommodation Entitlement

The Americans with Disabilities Act (ADA), Title VII, and the California Fair Employment and Housing Act
(FEHA) prohibit employment discrimination against qualified applicants and employees on the basis of
disability and religion. In accordance with the law, it is the policy of the City to provide equal employment
opportunities to qualified individuals with disabilities and to reasonably accommodate religious beliefs,
practices and observances.

C. Investigative Standards

To sustain a complaint of failure to accommodate a religious belief in violation of the City’s EEO policy,
the investigation must establish:

(1) you had a sincerely held religious belief that conflicted with a job requirement;

(2) you requested a reasonable accommaodation for your religious belief;

(3) you could be reasonably accommodated without undue hardship to your employer; and
(4) your employer failed to provide a reasonable accommodation

The definition of religion is broad, and departments could ordinarily assume that employee requests for
religious accommodations are based on sincerely held religious beliefs. However, when a department has
an objective basis for questioning either the religious nature or the sincerity of a particular belief,
observance, or practice, the department is justified in seeking additional information. The focus of any
additional inquiry is to distinguish between religious and secular beliefs that conflict with the City’s
vaccination requirement. Departments adopted the following three-factor analytical test from the
California courts for additional inquiries:

a. Does the religion address fundamental and ultimate questions having to do with deep,
imponderable, or otherworldly matters?

b. Is the religion comprehensive in nature, meaning it consists of a belief system as opposed to an
isolated teaching?

c. Does the religion have recognizable formal and external signs, such as rituals, services, or
holidays?

Given the public health threat posed by COVID-19, departments were encouraged to ask follow-up
questions to appropriately apply this three-part analytical framework. The framework was the basis for
determining whether your beliefs about COVID-19 vaccination are religious. This analytical approach
ensured that only those beliefs entitled to protections under Title VII, FEHA, and the City’s non-
discrimination policies received consideration for workplace accommodations.

Even if your sincerely held religious belief, practice, or observance conflicts with the City’s vaccination
requirement, your department’s failure to provide you with a reasonable accommodation may be excused
if the investigation shows:

a. The department offered an accommodation that was reasonable, even if it was not your preferred
accommodation, and you refused it;

b. Any accommodation would impose an undue hardship. An undue hardship may arise if an
accommodation is costly, compromises workplace safety, decreases workplace efficiency,
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infringes on the rights of other employees, or requires other employees to do more than their
share of potentially hazardous or burdensome work.

Generally, departments must take all available steps, short of those that would impose an undue hardship,
to remove you from work requirements that conflict with your religious beliefs, practices, and

observances.

1. FINDINGS & ANALYSES FOR DISCRIMINATION COMPLAINT

A. Insufficient Evidence to Show Your Beliefs Are Religious or In_ Conflict with the
Vaccination Requirement

Religious beliefs include those centered around the existence of a god or gods, as well as moral or ethical
beliefs regarding right and wrong, which are sincerely held with the strength of traditional religious views.
However, not all beliefs that are religious merit protections or accommodations because they are sincerely
held. Courts interpreting religious protections in Title VIl and the Fair Employment and Housing Act look
for certain elements to determine whether an individual’s beliefs can be considered religious. Social,
political, or economic philosophies, as well mere personal preferences, are not religious beliefs protected
under federal or state law, or by the City’s EEO policies. See, EEOC Compliance Manual § 12-1(A)(1).

Consistent with recognized caselaw, departments were instructed to evaluate whether employees
seeking religious exemptions demonstrated genuinely held beliefs that involve elements associated with
traditional religions. Departments received training on analyzing statements supporting exemption
requests for evidence that the beliefs: (1) address fundamental and ultimate matters of the afterlife,
spirituality, or something other-worldly; (2) were comprehensive in nature and part of a belief system as
opposed to just personal views; and (3) are identifiable by certain formal and external signs, such as
regular gatherings, holidays, or doctrinal teachings.

1. Your Beliefs About the COVID-19 Vaccination Are Personal and Not Religious

First, your religious belief to abstain from the COVID-19 vaccine is a matter of personal preference, related
to your healthcare decision making and does not constitute a comprehensive system of religious beliefs.
You stated that you cannot receive a COVID-19 vaccination because doing so would violate religious tenets
that require you to keep your body pure and abstain from evil. However, your belief that the vaccine is
impure is based on your assumption and is not supported by a doctrinal teaching or theological principles
that identify physical contaminants from which persons must abstain. Additionally, your belief that the
vaccine is immoral and evil because it was created from “evil institutions” for “evil purposes,” is based on
your personal and political opinion rather than doctrinal teachings or theological principles. You should
note that state and federal courts have held that the following beliefs are not religious, and therefore do
not qualify for an exemption to a vaccination requirement:

e fear of possible side effects from immunization

e adesire to live a “healthy” or “pure” lifestyle

e a belief that the vaccine will do more harm than good; and
e distrust in the science supporting vaccination

Documents on file further show that your refusal to comply with the City Vaccination Policy is based on
your personal beliefs about substances that are impure, unhealthy for the body, and can harm a person’s
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natural immune system. Additionally, your belief that the vaccine has no scientific basis and is politically
driven is non-religious. Therefore, your personal and political beliefs do not support approving a religious

exemption.

2. Your Secular Claim is Insufficient

In documents submitted with your request, you opposed the COVID-19 vaccination for secular reasons
that include your belief that the City’s vaccine mandate constitutes an unlawful infringement on your
personal freedoms and violates your right to bodily sovereignty. You stated that it is not about the vaccine
but free choice. You also stated that you have the right to refuse medical treatment and should not be
forced to take a vaccine that comes from evil institutions for evil purposes. Furthermore, you stated that
the vaccine has no scientific basis, is politically driven, and is being used to harm the world’s population.
You should note that mixing political, sociological, personal, or philosophical objections with your religious
exemption claim cast doubt on both the religious nature and the sincerity of your beliefs. For this reason,
your department justifiably sought supporting information to clarify your exemption request and you
provided them insufficient documentation to establish a conflict between the vaccination requirement
and your sincerely held religious belief, practice, or observance.

3. Instructions From God are Insufficient to Show a Sincerely Held Religious Belief
System Prohibits Vaccination

Your exemption request states that God personally instructed you to abstain from getting the COVID-19
vaccine through your hands, eyes, ears, and mouth to communicate that you believe it to be immoral.
While such instructions can form the basis for a sincere belief that vaccination is prohibited, these
instructions are personal in nature and not part of a religious belief system. In the absence of facts
showing that your beliefs about the vaccine are part of an organized religious belief system, your
department appropriately concluded that your request was insufficient to establish a conflict between
your sincerely held religious beliefs and the City’s vaccination requirement.

B. Accommodation Would Pose an Undue Hardship

The law defines “undue hardship” as having more than minimal cost or burden on the employer.
Considerations relevant to the undue hardship or burden assessment include, among other things: (1) the
number of employees in the workplace who are partially or fully vaccinated against COVID-19; (2) the
extent of an unvaccinated employee’s contact with non-employees, whose vaccination status could be
unknown or who may be ineligible for the vaccine, with or without underlying COVID-19 vulnerable
conditions; (3) the availability of masking and testing resources for both vaccinated and unvaccinated
employees working in proximity to one another; (4) the availability of effective supervision to enforce
masking and testing requirements and to monitor accommodation plans implemented for unvaccinated
employees; and (5) other considerations recommended by the Centers for Disease Control and Prevention
(CDC), or a state or local public health department.

1. An Accommodation Would Burden the Department With Securing Dedicated
Testing Resources

Since the time you submitted your religious accommodation request and continuing today, the City has
been challenged to meet the need for employee COVID-19 testing resources. The City has partnered with
CityTest to secure up to 100 tests each month for City employees. These tests are performed at CityTest
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sites throughout San Francisco. The limited number of tests available to conduct weekly surveillance
testing for unvaccinated employees and vaccinated coworkers presents an undue burden for the
department. The department would also experience an undue burden associated with lost productivity
while employees use work time to get COVID-19 tests at sites other than their normal work locations.

2. An Accommodation Would Burden the Department by Decreasing the
Number of Persons in Your Classification Available to Perform Essential Job
Functions

An accommodation constitutes an undue hardship if it results in the inability of an employee to perform
essential functions of the position to which the employee is appointed. In your case, your job requires
regular contact with members of the public whose vaccination status may be unknown. Your contact with
these persons, even while masked, places them at increased risk of contracting COVID-19 should you
become unknowingly infected. This risk would require your department to remove you from performing
essential job functions requiring contact with the public. Consequently, an accommodation would prohibit
you from performing your essential job functions and would unduly burden co-workers required to take
on tasks you are unable to perform.

C. Accommodation Would Pose a Direct Threat to Your Health and Safety and That of
Others in the Workplace

Under the ADA and FEHA, employers may require employees to meet job-related requirements, such as
the City’s safety-related vaccination requirement. If an employee cannot meet a job-related requirement
due to a disability or sincerely held religious belief, then the employer cannot require the employee to
comply with that mandate, unless the employer can demonstrate that the employee would pose a “direct
threat” to the health or safety of the employee or others in the workplace. A “direct threat” is defined as
a significant risk of substantial harm to the health or safety of the individual or others that cannot be
eliminated or reduced by reasonable accommodation. The EEOC has published updated guidance that
identifies COVID-19 as a direct threat to employee health and safety. Thus, the remaining determination
is whether the department appropriately concluded that no reasonable accommodation would reduce or
eliminate the threat.

Relevant factors in assessing whether a reasonable accommodation can reduce or eliminate a direct
threat are: (1) the duration of the risk; (2) the nature and severity of the potential harm; (3) the likelihood
that the potential harm will occur; and (4) the imminence of the potential harm.

Regarding duration, public health officials project that the virus that causes COVID-19 will continue to
spread in some form indefinitely. This means the likelihood of contracting and spreading the virus will
remain a significant health risk for the foreseeable future.

Addressing the nature and severity of potential harm, at the time you requested an exemption, COVID-19
related hospitalizations and deaths were increasing largely due to a variant of the virus. The number of
persons suffering from long-COVID and dying also increased. While many people contracting the virus had
only mild symptoms, there was a significant potential for developing severe illness and death among
persons with underlying health conditions and the elderly. Thus, the potential harm to the health and lives
of co-workers caused by working in proximity to unvaccinated co-workers was substantial.
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Addressing the likelihood and imminence of harm, an August 26, 2021, CDC report found that “the
greatest risk of transmission [of COVID-19] is among unvaccinated people who are much more likely to
contract, and therefore transmit the virus.” (CDC’s National Center for Immunization and Respiratory
Diseases, Division of Viral Diseases, Aug. 6, 2021, Delta Variant: What We Know About the Science.
Retrieved from https://stacks.cdc.gov/view/cdc/108671). The report also indicates that vaccinated
persons can get COVID-19, but they transmit a lower viral load when infected. These findings confirm that
other employees and members of the public may be placed at greater risk of contracting COVID-19 if they
are required to come in contact with unvaccinated employees. Overall, public health information
establishes that unvaccinated employees are a direct threat to themselves and others.

In addition, any argument that this threat could be effectively mitigated or eliminated with masking and
regular surveillance testing is unsupported. Public health officials recognize that masking and testing alone
is not an effective strategy for suppressing COVID-19 transmission. The World Health Organization (WHO)
announced that wearing a mask and regular testing alone are not sufficient to protect against COVID-19,
but should be included as part of a comprehensive prevention plan that includes vaccination, physical
distancing, well-ventilated rooms, avoiding crowds, washing hands frequently, and other related
measures. This information supports a finding that no accommodation would have reduced or eliminated
the threat posed by having an unvaccinated employee in the workplace. Thus, even though your
department did not make a determination on whether an accommodation would pose a direct threat, the
facts show that an accommodation in your job classification would pose a direct threat to your health and
safety and to others.

V. DETERMINATION OF THE HUMAN RESOURCES DIRECTOR

Please be advised that based on my review of the investigative findings, | find by a preponderance of the
evidence that the SFPUC did not violate the City’s EEO Policy by denying your request for a religious
accommodation that would make you exempt from the City’s Vaccination Policy. However, | understand
that multiple sources have sown confusion and distrust among employees by communicating
misinformation about the COVID-19 vaccine, and that you may continue to have concerns about the
vaccine’s safety and efficacy. Records show that you were separated from City employment effective
December 7, 2021, based on your refusal to comply with the City’s Vaccination Policy. | thank you for your
service to the City, and | wish you good health and success in your future endeavors.

My determination is final, unless appealed to the Civil Service Commission and is reversed or modified. A
request for appeal must be received by the Civil Service Commission at 25 Van Ness Avenue, Room 720,
San Francisco, CA 94102, within 30 calendar days of the date of the e-mail sending this letter.

For your information, you may file a complaint of employment discrimination with the California
Department of Fair Employment and Housing, or the United States Equal Employment Opportunity

Commission. Contact those agencies directly for filing requirements and deadlines.

Please feel free to contact Amalia Martinez, EEO Director, Department of Human Resources, at (415) 557-
4932, should you have any questions.
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Sincerely,

Carol Isen
Human Resources Director

c: Dennis Herrera, General Manager, SFPUC
Wendy Macy, Chief People Officer, SFPUC
Rachel Gardunio, Employee & Labor Relations Division Manager, SFPUC
Steven Tang, EEO Programs Manager, SFPUC
Amalia Martinez, EEO Director, DHR
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% city and County of San Francisco RELIGIOUS ACCOMMODATION

(COVID-19 Vaccination Exemption)
Employee DSWH
Eric Eliasson I
Job Code and Title L partment
7372 Stationary Engineer SEP
Division/Unit Supervisor/Manager
WWE John O'Connell

The City and County of San Francisco (City) is committed to equal employment opportunities for all employees and
a work environment that is free of unlawful harassment, discrimination, and retaliation. Consistent with this
commitment, the City complies with all laws protecting employees’ religious beliefs, practices and observances.
When requested, the City will provide an exemption or reasonable accommodation for employees’ sincere religious
beliefs, practices and observances, which prohibit the employee from receiving a COVID-19 vaccination, provided
the requested accommodation is reasonable and does not create an undue hardship for the City or pose a direct
threat to the health and/or safety of the employee or others in the workplace.

San Francisco Department of Public Health Order No. C19-07, requires persons routinely working onsite in High-
Risk Settings as defined in the Order to receive a COVID-19 vaccination and report their vaccination status to their
employer effective September 15, 2021. City policy must comply with this public health order, and will also require
all other City employees to receive a vaccination within 10 weeks of FDA approval of any COVID-19 vaccine. A
religious exemption may be granted to City employees who: (1) hold a sincere religious belief that conflicts with the
vaccination requirement, (2) complete this request form, and (3) provide any information needed to support the
exemption request,

EMPLOYEE CERTIFICATION
I request an exemption from the local Public Health Order and City Policy requiring COVID-19 vaccinations for all
City employees. | make this request based on my sincere religious belief(s), practice(s), or observance(s). My beliefs
are in conflict with the vaccination requirement, and | certify the following is true:

1. My religion or belief system is (enter name or description): Non Denominational

2. |have held this belief s, or practiced and observed this religion since (enter date or year): -

3. My religion, belief system, or practice requires me to abstain from the COVID-19 vaccination because (describe
the specific tenet, practice, or observation that conflicts with the COVID-19 vaccination requirement and/or

Wy fa f"ﬂﬁ'&'b fo''fi"’ué‘&o/cmimm doctrine although | am not Jewish nor Chrisian in faith. My

Continued on Page 2

4. If your religion, belief system, or practice requires you to abstain from the COVID-19 vaccination, but not other
(Rev. 7/30/2021)
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EMPLOYEE REQUEST FOR RELIGIOUS ACCOMMODATION
(COVID-19 Vaccination Exemption), Page 2 of 2

types of vaccinations, please describe the specific tenet, practice, or observation that expressly conflicts with

ID-19 vacci attach m{kﬂ
mcovo- hv?acssa eygs srgtg sa”rﬁte{a rs to hear. n is not about vaccines itis about

5. If requested, | can provide a written statement, an affidavit or other documents feemmeveligiouslaadon-es

: s EYESUNO

| hereby certify that | make this request based on my sincerely held religious beliefs that prevent me from complying
with COVID-19 vaccination requirements. | understand that any falsified information can lead to disciplinary action,
up to and including termination of employment.

e e — W

S a/21/2.

Employee Signature

Please note that this information will be maintained in a separate confidential file from your personnel file and
access will be limited only to those with a need-to-know.

FOR HR USE ONLY

Date Received: /__J20___ Medical Certification Received O Yes [ No
Date Medical Certification Received: /___J20___

Rav. 7/30/2021
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G d DETERMINATION ON COVID-19 ~ Rev.9/23/2021

inggaly;) ity and County of San Francisco VACCINATION EXEMPTION REQUEST
Employee Name ‘ Employee DSW#

Eric Eliasson -

Job Code and Title Department

7372 Stationary Engineer SFPUC

Division/Unit Supervisor/Manager

WWE John O'Connell

This notice is to advise you of the following departmental determination on your request for exemption from
COVID-19 vaccination requirements submitted on _08 /27 /2021 .

OO0 APPROVED

Your request for an exemption based on a disability, medical condition, or sincerely held religious belief is
APPROVED. You will remain in your current position with the following reasonable accommodations (including
any mandatory health and safety protocols for unvaccinated employees, such as regular testing and specific
masking requirements and to protect coworkers and members of the public):

(Attach separate sheet as necessary.) Failure to comply with any of the required accommodations, including
health and safety requirements, may result in revocation of this approval.

DURATION

Approved accommodations are subject to change in accord with public health orders, or to align with current
essential job functions, or operational needs. Should either your condition or religious beliefs change such that
this accommodation is no longer necessary, or needs to be modified, you must immediately notify your supervisor
or department Human Resources personnel.

This accommodation is subject to review and re-approval on: _08 /27 /2021 .

= DENIED

[0 DISABILITY OR MEDICAL CONDITION B SINCERELY HELD RELIGIOUS BELIEF

Your request for an exemption based on an asserted Your request for an exemption based on an asserted

disability or medical condition is DENIED for the sincerely held religious belief, practice or observance is

following reason(s): DENIED for the following reason(s):

0 Medical Documentation Inadequate/Not Submitt B Documentation Insufficient to Show a Conflict

[0 No Disability or Medical Condition Requiring Between Vaccination Requirement and Sincerely
Accommodation Held Religious Belief, Practice or Observance

O Accommodation Would Pose a Direct Threat to t 0 Accommodation Would Pose a Direct Threat to the
Health and Safety of Others and/or Yourself Health and Safety of Others and/or Yourself

O Accommodation Would Prevent Employee from 0 Accommodation Would Prevent Employee from
Performing Essential Function(s) Performing Essential Function(s)

O Accommodation Would Result in Undue Hardsh O Accommodation Would Result in Undue Hardship for
for the City the City

OOther: ___| O Other:

O CITYWIDE SEARCH

The department has determined that you have a medical conaiuun, disability, or sincerely held religivus weuel
that precludes you from being vaccinated, but that the department cannot reasonably accommodate you in your
current position. While you cannot remain in your current position, you may continue the interactive process to
explore other options for reasonable accommodation through the Citywide job vacancy search. This 60-day
process involves a search for available, vacant, non-promotive positions within City employment for which you are
qualified and that you can perform while unvaccinated, with or without accommodation. 411
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Vaccination Status Updated in PeopleSoft 0 Yes [ No

Date Determination Form Uploaded to PeopleSoft: 08 /27 /2021

Referred to Citywide Reasonable Accommodation Coordinator O Yes [0 No
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Authority

Employment Rights for People with Disabilities Policy

The Americans with Disabilities Act (ADA) and the California Fair Employment and Housing Act
(FEHA) prohibit employment discrimination against qualified applicants and employees on the
basis of disability. In accordance with the law, it is the policy of the City and County of San
Francisco to provide equal employment opportunities to qualified individuals with disabilities.

Equal Employment Opportunity Policy

Discriminating against, or harassing City and County of San Francisco (City) employees,
applicants, or persons providing services to the City by contract, including supervisory and non-
supervisory employees, because of their sex, race, age, religion, color, national origin, ancestry,
physical disability, mental disability, medical condition (associated with cancer, a history of
cancer, or genetic characteristics), HIV/AIDS status, genetic information, marital status, sexual
orientation, gender, gender identity, gender expression, military and veteran status, or other
protected category under the law is prohibited and unlawful. For the purpose of this policy
only, the term “employees” includes unpaid interns and volunteers. Discrimination is the
unequal treatment of individuals with respect to the terms and conditions of their employment,
based on their membership in a protected category. Harassment is unwelcome visual, verbal, or
physical conduct engaged in on account of a person's actual or perceived membership in a
protected category.

General Vaccination Requirements
All City employees are required to report their vaccination status by July 29, 2021.

Consistent with local Public Health Orders and City policy, the City requires employees, and
elected and appointed officials, to receive a COVID-19 vaccination to enter the workplace or
perform work in the field. This safety-related job requirement is effective September 15, 2021,
for employees regularly working onsite in High-Risk Settings; October 13, 2021 for employees
who are not permanently stationed or regularly assigned to a High-Risk Setting, but who in the
course of their duties may enter or work in those settings even on an intermittent or occasional
basis for short periods; and 10 weeks after FDA approval of any one COVID-19 vaccine for all
other City employees.

One South Van Ness Avenue, 4" Floor @ San Francisco, CA 94103-5413 e (415) 557-4800
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The local Public Health Order defines High-Risk Settings as certain care or living settings,
including many congregate settings, where employees may have contact with vulnerable
populations and where the risk of COVID-19 transmission is high. High-Risk Settings include
general acute care hospitals, skilled nursing facilities, residential care facilities for the elderly,
homeless shelters, and jails.

Medical and Religious Exemptions
A medical or religious exempt from the vaccination requirement may be granted if:

For medical reasons (1) the employee has a qualifying disability that prevents them
from receiving a COVID-19 vaccination, (2) the employee requests a reasonable
accommodation, (3) the employee provides required medical documentation to support
an exemption, and (4) an exemption would not pose a direct threat to the health and
safety of the employee or others that cannot be mitigated; or

For religious reasons (1) the employee holds a sincere religious belief, practice or
observance that is contrary to the practice of vaccination, (2) the employee requests a
religious accommodation, (3) the employee provides required documentation or
information to support an exemption, and (4) an exemption would not pose a direct
threat to the health and safety of the employee or others that cannot be mitigated.

Review and Appeal Rights

Requests for medical and religious exemptions will be processed by the employee’s department
personnel official, whose determinations are subject to review by the Human Resources
Director. Employees may appeal denials of exemption requests to the Human Resources
Director, whose determinations are appealable to the Civil Service Commission.

Exempt Employees

Employees working in High-Risk Settings and certain other health care settings with an
approved vaccination exemption must follow local and State Public Health Order requirements
that mandate:

1. COVID-19 testing at least once a week (or more as required by the State’s Public Health
Order) using either a nucleic acid (including polymerase chain reaction (PCR)) or antigen
test; AND

2. For employees working in acute health care and long-term care settings, at all times

while working in an indoor work setting where (1) care is provided to patients or
residents, or (2) to which patients or residents have access for any purpose, wear a
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respirator approved by the National Institute for Occupational Safety and Health
(NIOSH), as required by the State Public Health Order.

3. For employees working in all other High-Risk Settings, at all times while working indoors
with others, wear a surgical mask. The City will supply employees in these workplaces
with FDA-cleared surgical masks.

All other City employees with approved exemptions must wear an appropriate face covering
while working on-site or in the field. Pursuant to California Occupational Health and Safety’s
(Cal OSHA) Emergency Temporary Standards (ETS). The City will provide employees with N95
masks upon request.

Medical Exemption Procedure

1. Employees should complete and sign an Employee Request for Reasonable
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider
any request for a disability-related accommodation that provides sufficient notice of an
employee’s purported inability to comply with vaccination requirements due to a
medical condition, whether the request is on the designated form, in writing, or
communicated orally to a supervisor or department personnel official.

2. Employees must answer relevant questions regarding the medical condition that
prevents getting vaccinated but should not disclose the diagnosis or treatment plan.

3. Employees must submit a completed form, or an equivalent writing regarding the
request for a medical exemption from the vaccination requirement, with medical
verification of the employee’s disability that prevents getting vaccinated to a
department personnel official, supervisor or manager.

4. Department personnel officials must acknowledge receipt of an employee request for a
medical exemption from vaccination requirements within two (2) business days.
Acknowledgments may be via email stating the request has been received, or by
returning a copy of the Employee Request for Reasonable Accommodation Form
(COVID-19 Vaccination Exemption) stamped “Received” with the receipt date on the
face of the document.

5. Department personnel officials must engage employees in the interactive process if the
need for a medical exemption from vaccination requirements is not established by the
employee’s request and supporting medical certificates, or the employee does not
submit sufficient medical verification.
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6. Department personnel officials should follow the City’s Reasonable Accommodation
Procedures, and may use the Health Care Provider Certification Form (COVID-19
Vaccine Exemption) for requesting information from health care providers in support of
a request for exemption from vaccination requirements.

Religious Exemption Procedure

1. Employees should complete and sign an Employee Request for Religious
Accommodation Form (COVID-19 Vaccination Exemption). Departments must consider
any request for a religious accommodation that provides sufficient notice of an
employee’s purported inability to comply with vaccination requirements for religious
reasons, whether the request is on the designated form, in writing, or communicated
orally to a supervisor or department personnel official.

2. Employees must answer all relevant questions regarding the religious belief, practice or
observance that prevents them from getting the COVID-19 vaccination.

3. Employees must submit a completed form, or an equivalent writing regarding the
request for a religious exemption from the vaccination requirement, with any relevant
statements, documents, or information pertaining to the religious belief, practice or
observance that prevents them from getting vaccinated to a department personnel
official, supervisor, or manager.

4. Department personnel officials must acknowledge receipt of employee requests for
religious exemptions from vaccination requirements within two (2) business days.
Acknowledgments may be via email stating the request has been received, or by
returning a copy of the Employee Request for Religious Accommodation Form (COVID-
19 Vaccination Exemption) stamped “Received” with the receipt date on the face of the
document.

5. Employees may be required to submit additional information regarding the religious
nature or the sincerity of a particular belief, practice or observance. Relevant
information may include:

(a) letters from a religious leader explaining the nature of the religious belief(s),
practice(s) or observance(s) and the need for an exemption from the vaccination;

(b) articles from religious scholars that describe the nature of the religious belief(s),

practices(s), or observance(s) and the need for an exemption from the vaccination
requirement;
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(c) excerpts from religious or sacred texts explaining religious belief(s), practices(s), or
observance(s) that prohibit vaccination;

(d) written materials describing the religious belief(s), practice(s) or observance(s) that
prohibits vaccination;

(e) statements, affidavits or other documents from the employee describing the beliefs,
practices, or observances, including information regarding when the employee
embraced the belief(s), practice(s) or observance(s), as well as when, where and
how the employee has adhered to the belief, practice, or observance that prohibits
vaccination;

(f) statements, affidavits, or other documents from potential witnesses identified by
the employee as having knowledge of whether the employee adheres or does not
adhere to the belief(s), practice(s) or observance(s) that prohibits vaccination, (e.g.,
religious leader, family, friend, neighbor, supervisor, or coworker who may have
observed the employee’s past adherence, or lack thereof, or discussed it with the
employee).

6. Department personnel officials will review requests for religious exemptions and
determine whether additional information is required. Any request for additional
information will be made within five (5) business days of receiving a completed and
signed Employee Request for Religious Accommodation Form (COVID-19 Vaccination
Exemption).

7. Employees who do not submit requested information within five (5) business days of
receiving a request for additional information from a department personnel official shall
be denied an exemption from the vaccination requirement. Notwithstanding,
employees may request an extension of time to submit requested information
supporting a request, and department personnel may grant a reasonable extension of
the time, not to exceed an additional five (5) business days, for a response.

8. Department personnel officials will use the Religious Accommodation Certification
Form (COVID-19 Vaccination Exemption) to request additional information in support
of a religious exemption from the vaccination requirement.

9. Department personnel officials will make a determination and respond to an employee
request for religious exemption from the vaccination requirement within seven (7)
business days of receiving an accommodation request and any supporting information
requested by the department.
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10. Department personnel officials shall use the Accommodation Determination Form
(COVID-19 Vaccination Exemption) to document and communicate final determinations
on employee requests for religious exempts from vaccinations requirements. The
reason for any denial must be stated on the form.

11. Copies of approved Accommodation Exemption Determination Forms will be uploaded
and reported in People and Pay (SF Employee Portal) along with the employee’s
“Unvaccinated” status.

12. Employees may appeal final determinations denying a request for religious exemption
from vaccination requirements. Appeals must be in writing and sent to the Human
Resources Director within 30 days of the dated department decision denying the
request.
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