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      March 21, 2024 
 

NOTICE OF CIVIL SERVICE COMMISSION MEETING 
 
Deborah L. Aragon 

 

 
 

 
SUBJECT: REQUEST FOR A HEARING BY DEBORAH ARAGON, GENERAL LABORER (7514) WITH THE 

DEPARTMENT OF PUBLIC WORKS ON THEIR PERMANENT FURTURE EMPLOYMENT RESTRICTIONS 
WITH THE CITY AND COUNTY OF SAN FRANCISCO.  

 
Dear Deborah L. Aragon: 
 
 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 
April 1, 2024, at 2:00 p.m.  You will receive a separate email invite from a Civil Service Commission 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, March 27, 2024.  Please refer to the attached Notice for 
procedural and other information about Commission hearings.  A copy of the department’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, March 26, 2024, please be sure to redact your submission for any confidential or sensitive infor-
mation that is not relevant to your appeal (e.g., home addresses, home or cellular phone numbers, social security num-
bers, dates of birth, etc.), as it will be considered a public document. 
 
 Attendance by you or an authorized representative is recommended.  You will have up to 10 minutes for your 
presentation unless your time is extended by the Commission.  Should you or a representative not attend, the Com-
mission will rule on the information previously submitted and any testimony provided at its meeting.  Where applica-
ble, the Commission has the authority to uphold, increase, reduce, or modify any restrictions recommended by the 
department.  All calendared items will be heard and resolved at this time unless good reasons are presented for a con-
tinuance. 
 
 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 (4th) 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/. 
 
I. 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 ½ 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/. 
 

https://sfethics.org/


CIVIL SERVICE COMMISSION
CITY AND COUNTY OF SAN FRANCISCO
CIVIL SERVICE COMMISSION REPORT TRANSMITTAL (FORM 22) 

Refer to Civil Service Commission Procedure for Staff - Submission of 
Written Reports for Instructions on Completing and Processing this Form 

1. Civil Service Commission Register Number: 0031-22-7

2. For Civil Service Commission Meeting of:     April 1, 2024

3. Check One: Ratification Agenda  

Consent Agenda 

Regular Agenda  X 

Human Resources Director’s Report  

4. Subject:  Appeal of Permanent Future Employment Restrictions by Deborah L. Aragon, former

7514 General Laborer with the San Francisco Department of Public Works.

5. Recommendation:  Uphold Department of Public Works’ decision to restrict the future

employment of Deborah L. Aragon with the City and County of San Francisco and deny the appeal.

6. Report prepared by:   Jesse Franklin, Senior Employee and Labor Relations Analyst, San Francisco Public

Works. Telephone number: 415-818-2154

7. Notifications: Please see attached Notification List. 

8. Reviewed and approved for Civil Service Commission Agenda:

Human Resources Director:   

Date:   

9. Submit the original time-stamped copy of this form and person(s) to be notified
(see Item 7 above) along with the required copies of the report to:

Executive Officer 
Civil Service Commission 
25 Van Ness Avenue, Suite 720 
San Francisco, CA 94102 

10. Receipt-stamp this form in the ΑCSC RECEIPT STAMP≅
box to the right using the time-stamp in the CSC Office.

Attachment 

CSC-22  (11/97) 

CSC RECEIPT STAMP 
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Email: shawn.sherburne@sfgov.org 

Paul Greene – Client Services Consulting Manager, Department of Human Resources 
1 South Van Ness 
San Francisco, CA 94103 
Email: paul.greene@sfgov.org  

Lisa Pigula – Client Services Consulting Manager, Department of Human Resources 
1 South Van Ness 
San Francisco, CA 94103 
Email: lisa.pigula@sfgov.org  

Donna Ho – Principal Human Resources Analyst, Department of Human Resources 
1 South Van Ness 
San Francisco, CA 94103 
Email: donna.ho@sfgov.org  
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MEMORANDUM 
 
Date:  March 21, 2024 
 
To:  Honorable Civil Service Commission 
 
Through: Carol Isen 

Human Resources Director  
  City and County of San Francisco 
 
Through: Karen Hill 

Human Resources Director 
San Francisco Public Works 

 
Through: Christine Cayabyab 

Employee and Labor Relations Manager 
San Francisco Public Works 

 
From:   Jesse Franklin 

Senior Employee & Labor Relations Analyst 
San Francisco Public Works 

 
Subject:   Deborah L. Aragon, former 7514 General Laborer, San Francisco Public Works’s 

Decision to Place Future Employment Restriction; Civil Service Register No. 
0031-22-7 

 
 
BACKGROUND 
Deborah L. Aragon (Appellant) is appealing the decision of San Francisco Public Works (PW or 
Department) to impose a permanent citywide future employment restriction for the Appellant on 
February 23, 2022, upon her dismissal from her Permanent Civil Service (PCS) 7514 General Laborer 
position. 
ISSUE 

The Appellant was dismissed from her Permanent Civil Service 7514 General Laborer position 
with the Department on February 23, 2022, for the following reasons: 

(1) Violation of Policy Prohibiting Employee Violence in the Workplace; 
(2) Violation of Policy Regarding the Treatment of Co-Workers and Members of the Public; 
(3) Conduct Unbecoming of a City Employee; 
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(4) and Dishonesty. 

On March 10, 2022, the Appellant sent a request to appeal the future employment restriction to 
the Civil Service Commission (CSC). The matter before the Commission is if it is reasonable to 
permanently preclude the Appellant from future employment with the Department and the City 
and County of San Francisco. In accordance with the Civil Service Rules, the Department 
submits this staff report for the Civil Service Commission’s review and consideration. 

AUTHORITY AND STANDARDS 

The Department’s procedure of dismissal of permanent employees is governed by the Civil 
Service Commission Rule 114 (Exhibit A) and Civil Service Commission Rule 122 (Exhibit B) 
as set forth below: 

Sec. 114.2 Permanent Appointment – Definition 

A permanent appointment is an appointment made as a result from an eligible list 
to a permanent position. 

Sec. 122.7.1 Dismissal of Permanent Employee 

A permanent employee who has completed the probationary period may be 
dismissed for cause upon written charges and after having an opportunity to be 
heard in his/her own defense. 

Policy and Guidelines regarding Future Employment Restrictions under Civil Service Rule 
Series 022 

The Civil Service Rules Series 022 provides that the appointing officer of Human 
Resources Director may impose restrictions on a separated employee’s future 
employment with the department and/or City – either indefinitely or conditioned on the 
individual meeting certain requirements – subject to appeal to the Civil Service 
Commission.  

Policy Prohibiting Employee Violence in the Workplace 

The City’s Policy Prohibiting Employee Violence in the Workplace contained in the City’s 
Employee Handbook (Exhibit C) states in relevant part: 

The City is committed to maintaining a workplace free from violence and threats of 
violence, and will not tolerate any acts or threats of violence in the workplace. Any act or 
threat of violence in the workplace is strictly prohibited and should be reported 
immediately. 

 
“Violence” includes both acts and threats of violence. For example, violence includes 
any conduct, verbal or physical, which causes another to reasonably fear for his or her 
own personal safety or that of his or her family, friends, associates, or property. 

 
Employees are also prohibited from possessing, storing or having control of any weapon 
on the job, except when required by the City department in the performance of the 
employee’s official duties. Weapons include, but are not limited to, firearms, knives or 
weapons defined in the California Penal Code Section 12020. 
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caller I’m a call the cops on you. Oh that’s right though you taught her how to play the victim 
role. 
 
There’s no talking I’m gonna get this bitch I’ve already come to the my Jesus Christ moment I’m 
sick and tired I’m so fucking tired all these motherfuckers lying on me and getting away with it 
no more I’m taking care of our room fucking liars and we can go suck my dick. I need my 
girlfriend not even having my back thinking anything I’m saying is fucking not the truth fuck that 
I’m a make this bitch fucking tell everything every fucking lie she’s been telling she’s going to 
confess she’s going to have her come to. 
 
I’m gonna get that bitch maybe next time you’ll listen to a motherfucker all you should’ve paid 
attention to what the fuck I was saying. Everybody wants to push my buttons and not take me 
serious that camels back is broke.” 
 
Included in the September 3, 2021, text exchange between the Appellant and  was a 
picture of a safety vest with a knife on top.  
 

 
 
 
On October 8, 2021, the Superior Court of California for the County of San Francisco issued a 
permanent Restraining order against the Appellant which does not expire until 9 a.m. on October 
8, 2026. The details of the order are identical to the TRO issued on August 23, 2021. (Exhibit N) 
 
On November 30, 2021, the General Services Agency (GSA) Investigator concluded the 
investigation and submitted their report to the Deputy Director of the Operations Yard, DiJaida 
Durden. (Exhibit O) 
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Treatment of Coworkers and Members of the Public. Further, the Appellant’s conduct 
represented Conduct Unbecoming of a City Employee, and she was found to be dishonest and 
not credible. The Appellant’s conduct on August 13, 2021, warranted dismissal from 
employment for these infractions. 
 
Unfortunately, in the days after the altercation with , the Appellant continued to display 
conduct that was deeply concerning and merited a permanent ban on future employment with the 
City and County of San Francisco. 
 
On August 14, 2021, a day after the initial altercation, the Appellant posted a video on Facebook 
in which she stated: “You wanted a hug. I hug you again. You stank ass bitch. You called the 
cops. I’m looking.” There is a causal link to what the Appellant says in the video and what 
occurred the previous day. Specifically, the Appellant’s reference to a “hug” could be reasonably 
perceived as a threat of physical violence.  
 
In response to the threat of violence and the Appellant’s escalation,  filed for a TRO on 
August 23, 2023. The TRO was granted and served to the Appellant later the same day. A 
hearing date to consider granting a Permanent Restraining Order was scheduled for October 8, 
2021. 
 
On August 25, 2021, after being issued the TRO, the Appellant again takes to Facebook, saying, 
“Just got a haircut. Had to get ready for Saturday. Piece of paper ain’t gonna stop me from 
getting my haircut. Nobody is. No police. No nobody, motherfucker. Bye.” It is never made clear 
what the Appellant means by haircut – it may be literal. However, it is clear that the Appellant 
does not intend to honor the requirement of the TRO to stay two hundred (200) yards away from 

 and it is reasonable to believe the Appellant may continue to escalate. 
 
On August 26, 2021, the Appellant posted a video on Facebook. The Appellant is seen in the 
video near a City vehicle and wearing her Department safety vest. In the video, the Appellant 
says, “I’m on 24th and Hampshire. I’m gonna work my way up 24th towards Mission. So 
everyone knows where I’m at. If you’re scared, stay inside. We getting coffee and donuts. Scared 
people need to stay inside their houses. I feel sorry for you motherfuckers.” While the Appellant 
does not make threats in the post, they are shown in their City vehicle, and they are wearing their 
PW safety vest. It reflects poorly on the Department for an employee to be flaunting the TRO, on 
a social media platform, while wearing their department safety vest.  
 
Last, we must examine the Appellant’s text message exchange with  on September 3, 
2021. In the text exchange, the Appellant’s messages use idiomatic language which must be 
understood outside the literal word usage. “Zombie in the Tenderloin” is likely a reference to the 
Appellant’s reported relapse after being sober for over twenty (20) years. “You will be seeing 
events that are going to shut the fuck out of you” and …I’m gonna fuck them harder” are 
ambiguous but seem to point toward the Appellant doing something drastic. This sentiment is 
reinforced later when the Appellant texted “I have come to my Jesus Christ moment,” and “I’m a 
make this bitch fucking tell everything every fucking lie she’s been telling she is going to 
confess she’s going to have her come to.” It is reasonable to conclude that the Appellant was 
going to do something drastic – either to herself or .  
 
The Appellant concludes the text saying, “The camel’s back is broke” with an accompanying 
photo of a knife on a DPW safety vest. 
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Exhibit E: Aragon’s Incident Report 

Exhibit F: August 13, 2021, GSP Report for Aragon’s Vehicle 

Exhibit G: SFPD Police Report # 210515447 

Exhibit H: Facebook Video – Posted August 14, 2021  

Exhibit I: Temporary Restraining Order granted August 23, 2021 

Exhibit J: Proof of Service of Temporary Restraining Order 

Exhibit K: Facebook Video 2 – Posted August 25, 2021 

Exhibit L: Facebook Video 3 – Posted August 26, 2021 

Exhibit M: Texts from the Appellant to  

Exhibit N: Permanent Restraining Order Granted on October 8, 2021 

Exhibit O: Investigatory Report 

Exhibit P: Notice of Proposed Dismissal and Skelly Notification 

Exhibit Q: Paid Administrative Leave Notice 

Exhibit R: The Appellant and  Skelly Statements 

Exhibit S: Leung Skelly Decision 

Exhibit T: CSC Policy on Future Employment Restrictions Adopted April 21, 2014 
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Exhibit A 
Civil Service Rule 114 
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                        Except as otherwise provided in these Rules, ordinances, or the Charter, the decision of the
appointing officer in all matters regarding appointment shall be final.

 

Sec. 114.2       Permanent Appointment - Definition

 

                        A permanent appointment is an appointment made as a result of certification from an eligible list to
a permanent position.

 

Sec. 114.3       Method of Appointment - Permanent Appointment

 

                        Permanent appointments shall be made in the following order of priority: 

 

     114.3.1        by the return to duty of a permanent holdover;

 

     114.3.2        by the reinstatement of a promotive probationary employee consistent with the provisions in the
Reinstatement Rule governing such employees;

 

 

Sec. 114.3       Method of Appointment - Permanent Appointment (cont.)

 

     114.3.3        by the appointing officer through use of any one of the following options:

 

                        1)    advancement of a part-time or school-term employee to full-time status consistent with the
requirements found elsewhere in this Rule; or

 

                        2)    transfer; or

 

                        3)    from requests for reinstatement other than by the reinstatement of a promotive probationary
employee consistent with the provisions in the Reinstatement Rule governing such employees; or

 

                        4)    by reappointment following resignation; or

 

                        5)    by certification by the Department of Human Resources of eligibles from a regular list or
reemployment register. 
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Rule 122 Employee Separation Procedures

 

Rule 122

Employee Separation Procedures

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volumes
II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

     Article I:          Separation Procedures

 

     Article II:        Termination of Temporary Employee

 

     Article III:       Termination of Provisional Employee

 

Applicability:        Article III, Rule 122, shall apply to employees in classes represented by the Transport Workers
Union (TWU) - Locals 200 and 250A; except MTA Service-Critical classes.  However, all definitions in Rule 122
are applicable to employees in all classes; excluding only the Uniformed Ranks of the Police and Fire
Departments and the MTA Service Critical classes as covered in Volumes II, III and IV.
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     Article IV:       Dismissal of Permanent Employee

 

     Article V:        Resignation - Services Unsatisfactory

 

  Article VI:       Absence from Duty Without Leave (Automatic Resignation)

 

      Article VII:     Request to Remove Non-Permanent Ban

 

Applicability:        Article VII, Rule 122, shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes.

 

 
 

Rule 122

Employee Separation Procedures

 

Article I:  Separation Procedures

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volume
II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

Sec. 122.1       Rules of Procedure Governing Separation Hearings

 

      122.1.1      This Article prescribes the procedures governing the separation of the following:

 

                                Except as otherwise noted, Section 122.1.1 shall apply only to employees in classes
represented by the Transport Workers Union (TWU) - Locals 200 and 250A; excluding MTA Service-Critical
classes.

 

                        1.     Temporary employee from a list

                        2.     Dismissal of permanent employee
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      122.1.2      This Article prescribes the procedures governing the separation of the following:

 

                                Except as otherwise noted, Section 122.1.2 shall apply only to employees in classes
represented by the Transport Workers Union (TWU) - Locals 200 and 250A; excluding MTA Service-Critical
classes.

 

                        1.     Temporary employee from a list

                        2.     Provisional employee

                        3.     Dismissal of permanent employee

 

      122.1.3      A notice of termination on the form prescribed by the Human Resources Director from the
appointing officer to the employee detailing the specific reason(s) for the termination, shall serve as official notice
of such termination.  The notice of termination shall be sent by certified mail or personally delivered.  Copies of
the termination form must be filed in the Department of Human Resources.

 
 

Sec. 122.1       Rules of Procedure Governing Separation Hearings (cont.)

 

      122.1.4      The notice of termination must include the following information:

 

                        1)  The employee has the right to a hearing before the Civil Service Commission provided that a
request for hearing is made in writing and is received by the Executive Officer within twenty (20) calendar days
from the date of termination of appointment or from the date of mailing of the Notice of Termination whichever is
later.  In the event the 20  day falls on a non-business day, the deadline shall be extended to the close of
business of the first (1 ) business day following the 20  day.

 

                        2) The decision of the Civil Service Commission may affect any future employment with the Cityfuture
and County of San Francisco.

 

                        3)  Representation by an attorney or authorized representative of the employee's choice at the
inquiry;

 

                        4)  Notification of date, time and place of inquiry a reasonable time in advance; and

 

                        5)  Inspection by the employee's attorney or authorized representative of those records and
materials on file with the Executive Officer which related to the termination.

 

      122.1.5      Any interested party may request a continuance of the inquiry.

th

st th
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      122.1.6      The stated reason(s) for the termination must be enumerated.  Records of warnings, reprimands
and previous suspensions, if applicable to the reasons for termination, must be attached to the termination form.

 

      122.1.7      To the extent practicable, the departmental representative who has the most complete personal
knowledge of the facts which constitute the basis for the termination shall appear when the matter is to be
considered by the Commission.  The matter will be heard in accordance with the procedures provided elsewhere
in these Rules.  Interested parties may record the inquiry if they provide the necessary equipment.

 

Sec. 122.2       Eligibility Status Pending Commission Action on Termination or Dismissal

 

                        Except as otherwise ordered by the Human Resources Director, pending action of the Commission
on termination of any appointment or upon preferral of charges for dismissal, the name of the appointee shall be
placed under waiver for all appointment(s) on any eligible list on which the person has standing and shall be
otherwise ineligible for any employment in the City and County service.

 

Sec. 122.3       Effect of Commission Approval of Termination or Dismissal

 

                        Unless specifically ordered otherwise by the Commission, approval of termination or dismissal
shall result in the cancellation of all current examination and eligibility status, and all future applications willfuture
require the approval of the Human Resources Director, after completion of one (1) year's satisfactory work
experience outside the City and County service and by recommendation of the department head or Human
Resources Director, the person shall be ineligible for future employment with the department from whichfuture
separated.

 

Sec. 122.4       Effect of Failure to Request Commission Review of Termination or Dismissal

 

      122.4.1      Failure to request a Commission review within the twenty (20) day period as provided elsewhere
within this Rule shall result in the following actions:

 

                        1)    The adoption of the departmental recommendation as approved by the Human Resources
Director; or approval of the separation, if such action is appropriate; and/or

 

                        2)    Dismissal from the City and County service; and/or

 

                        3)    The cancellation of all current examination and eligibility status; and/or

 

                        4)    All future applications shall be subject to the review and approval of the Human Resourcesfuture
Director after satisfactory completion of one (1) year's work experience outside the City and County service;
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and/or

 

                        5)    By recommendation of the department head or Human Resources Director, the separated
employee may not be employed with the same department in the future.future

 

      122.4.2      This action shall be final and shall not be subject to reconsideration unless the person can present
evidence in writing of being unable to communicate with the Commission within thirty (30) days of being able to so
communicate.  All requests for reconsideration shall be in writing and shall be processed in accordance with the
procedure for reconsideration provided elsewhere in these Rules.

 
 

Rule 122

Employee Separation Procedures

 

Article II:  Termination of Temporary Employee

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volume
II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

Sec. 122.5       Procedure for Termination of Temporary Employee

 

      122.5.1      A temporary employee may be terminated for cause by an appointing officer at any time.  The
notification and hearing procedure shall be in accordance with the provisions of this Rule.

 

      122.5.2      The Commission shall take one or more of the following actions: 

 

                        1)    Declare the person dismissed from the service and remove the name of the person from the
eligible list;

 

                        2)    Order the name of the person removed from any other list or lists on which the person has
eligibility;

 

                        3)    Restrict future employment as it deems appropriate; future
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                        4)    Return the name of the person to the eligible list from which appointed without restriction or
under such conditions for further appointment as it deems appropriate.  If the list from which the terminated
employee was appointed has expired, the name of the employee may be placed on a reemployment register for
the class for an additional period of eligibility of twelve (12) months under such conditions for further appointment
as the Commission deems appropriate.

 
 

 

Rule 122

Employee Separation Procedures

 

Article III:  Termination of Provisional Employee

 

Applicability:        Article III, Rule 122, shall apply to employees in classes represented by the Transport Workers
Union (TWU) - Locals 200 and 250A; except MTA Service-Critical classes.  However, all definitions in Rule 122
are applicable to employees in all classes; excluding only the Uniformed Ranks of the Police and Fire
Departments and the MTA Service Critical classes as covered in Volumes II, III and IV.

 

Sec. 122.6       Procedure for Termination of Provisional Employee

 

      122.6.1      A provisional employee may be terminated for good cause by an appointing officer at any time with
the approval of the Commission.  The notification and hearing procedure shall be in accordance with the
provisions of this Rule.

 

      122.6.2      The Commission shall take one or more of the following actions:

     

                        1)    Approve the termination and declare the person dismissed from the service.

 

                        2)    Order the name of the person removed from any regular eligible list or lists on which the
person may have standing.

 

                        3)    Restrict future employment as it deems appropriate.future

 

                        4)    Disapprove the termination and reinstate the person to the department.
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Rule 122

Employee Separation Procedures

 

Article IV:  Dismissal of Permanent Employee

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volumes
II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

Sec. 122.7       Procedure for Dismissal of Regular Permanent Employee

 

      122.7.1      Dismissal of Permanent Employee

 

                        A permanent employee who has completed the probationary period may be dismissed for cause
upon written charges and after having an opportunity to be heard in her/his own defense.

 

      122.7.2      Notification of Time and Place of Hearing

 

                        When the charges are made, the appointing officer shall notify the person in writing of the time and
place where the charges will be heard by mailing such statement via certified mail to the employee's last known
address.  Such hearing shall not be held within five (5) working days of the date on which the notice is mailed. 
The employee may be represented by counsel or other representatives of the employee's choice.

 

      122.7.3      Hearing Officer - Sources

 

                        The hearing itself, as required by Charter, shall be conducted by a hearing officer under contract to
the appointing officer chosen as follows in each case:  From organizations such as the American Arbitration
Association or the State Conciliation Service which customarily provide hearing officers; or from a list of qualified
hearing officers certified by the Civil Service Commission, which shall be kept current and contain at all times at
least three (3) names.
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Sec. 122.7       Procedure for Dismissal of Regular Permanent Employee (cont.)

 

      122.7.4      Hearing Officer - Method of Selection

 

                        The Civil Service Commission shall certify its list of hearing officers by the following method:

 

                        1)    The Commission shall cause to be published in a newspaper of general circulation an
announcement of openings for hearing officers.  This announcement shall run either for a period of five (5)
working days or for two (2) weekends at the discretion of the Civil Service Commission;

 

                        2)    The Commission shall include in its list only such applicants as to satisfy the following criteria: 
have at least one (1) year of experience in the conduct of judicial hearings in the capacity of a hearing officer and
have experience in the resolution of disputes involving the interpretation of labor-management contracts;

 

                        3)    The Executive Officer shall post the list of panel members so selected for a period of five (5)
working days during which time employees, public employee organizations or City departments may seek to
demonstrate in writing that any member of the panel is unacceptable.  The Executive Officer shall review such
challenges and shall determine whether on the basis of the challenge the individual should be eliminated from the
approved list.

 

      122.7.5      Hearing Officer - Challenge of Employee

                       

                        The employee may challenge the competence of the hearing officer who is scheduled to hear the
employee's case on the basis that the hearing officer is in some demonstrable manner biased or prejudiced
against the employee and that, therefore, the employee will not be afforded a fair hearing.  The challenge must be
made in the following manner:

 

                        1)    The challenge must be by written affidavit;

 

                        2)    The challenge must be received by the appointing officer at least twenty four (24) hours prior
to the commencement of the hearing;
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Sec. 122.7       Procedure for Dismissal of Regular Permanent Employees (cont.)

 

      122.7.5      Hearing Officer - Challenge of Employee (cont.)

 

                        3)    Should the challenge cause the department to incur expense through the cancellation of the
hearing officer, shorthand reporter, etc., such expenses shall be borne by the employee in keeping with the
section on costs below.  If the employee has been placed on suspension pending the hearing, any delay in the
hearing occasioned through challenge or replacement of a hearing officer shall be considered a delay of the
hearing by act of the accused employee and shall extend indefinitely the thirty (30)-day period referred to in
Charter Section A8.341;

 

                        4)    In the event that the appointing officer shall determine that the hearing officer cannot afford
the employee a fair hearing, the appointing officer shall immediately make arrangement to obtain the services of
another hearing officer in accordance with the methods stated above.

 

      122.7.6      Hearing Officer - Evidence to be Considered

 

                        The hearing officer shall decide the case on the basis of the evidence presented.  The hearing
officer shall determine whether the accused employee has adhered to the applicable orders, Rules, regulations,
ordinances, Charter provisions, or applicable sections of any memoranda of agreement or memoranda of
understanding.  The hearing officer shall be prohibited from considering the relative merits or social desirability of
such orders, Rules, regulations, ordinances, Charter provisions or sections of memoranda of agreement or
memoranda of understanding as may be applicable to the case.

 

      122.7.7      Hearing Officer - Decision

 

                        Within five (5) working days of the close of the hearing, unless specifically exempted for good
cause by the appointing officer, the hearing officer shall notify the appointing officer in writing of a decision in the
case.  The hearing officer shall be limited to the following options in deciding the case:

 

                        1)    The hearing officer may exonerate the employee in which case the record may, at the
discretion of the hearing officer, be expunged and the employee may receive back pay for all time lost;

 

 

 

Sec. 122.7       Procedure for Dismissal of Regular Permanent Employee (cont.)

 

      122.7.7      Hearing Officer - Decision (cont.)
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                        2)    The hearing officer may find the employee guilty as charged, in which case the following
provisions apply: 

 

                                §   the hearing officer may order the employee returned to work but without back pay for any
time not worked between the time charges were made and the time of the hearing or the time the hearing officer
renders a decision, whichever is longer;

 

                                §   the hearing officer may suspend the employee without pay but may not at her/his
discretion, order back pay for any periods not worked prior to the hearing; or

 

                                §   the hearing officer may dismiss the employee.

 

      122.7.8      Notification of Decision of Hearing Officer

 

                        Within five (5) working days after the appointing officer receives written notification of the decision
of the hearing officer, the appointing officer shall inform the employee in writing of the decision of the hearing
officer and shall, by copies of this correspondence and the written notification from the hearing officer, inform the
Civil Service Commission of the decision and the action taken.

 

      122.7.9      Costs

 

                        1)    The department bringing charges against an employee shall pay all fees for hearing officers
and court reporters, and, if required, the cost of preparation of the transcript with the following exception:

 

                        2)    If additional costs are incurred as a result of any request of the employee (such as costs
occasioned by the untimely postponement of a hearing, challenges of hearing officer, etc.), all such additional
costs, such as cancellation fees or fees when court reporters cannot be notified of the cancellation of a hearing
within their established and customary limits, shall be borne by the employee.

 

 

 

 

Sec. 122.8       Procedure for Hearing on Charges Against an Employee When the Appointing Officer
Neglects or Refuses to Act

 

      122.8.1      When the appointing officer neglects or refuses to act pertaining to the removal of any employee
subject to the civil service provisions of the Charter, the Commission may hear and determine any charge filed by
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a citizen, or by any member of or by an authorized agent of the Commission.  In rendering its decision, the
Commission shall determine the charges and may exonerate, suspend or dismiss the accused employee in
accordance with the provisions of Charter Section A8.341.

 

      122.8.2      The appointing officer or the departmental representative shall appear when the matter is to be
considered.  The matter will be heard in accordance with this procedure provided elsewhere in these Rules.

 

Rule 122

Employee Separation Procedures

 

Article V:  Resignation - Services Unsatisfactory

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volumes
II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

Sec. 122.9       Procedure for Review of Resignation - Services Unsatisfactory

 

      122.9.1      Notice of Proposed Action

 

                        If the services of a resignee are to be designated as unsatisfactory, the appointing officer or
designated representative shall notify the resignee of intention to so certify the resignation.  The resignee shall be
informed of the reasons for this determination and shall be offered an opportunity for review by the appointing
officer or designated representative.

 

      122.9.2      Action by Appointing Officer

 

                        As a result of review, if such review is requested by the resignee, the appointing officer may amend
or sustain the certification of services.

 

      122.9.3      Notification to Employee

 

                        If the appointing officer amends the resignation, the resignee shall immediately be notified by copy
of the resignation form with services clearly marked satisfactory.  If the appointing officer sustains the original
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determination, the appointing officer shall immediately notify the resignee on the separation form prescribed by
the Department of Human Resources.

 

      122.9.4      Report Requirement

 

                        A resignation certified by the appointing officer as services unsatisfactory shall be accompanied
with a statement of the reasons for this action and shall contain a statement that the notification and review
procedure outlined above was completed.

 

 

Sec. 122.9       Procedure for Review of Resignation - Services Unsatisfactory (cont.)

 

      122.9.5      Commission Review

 

                        The Commission shall consider the resignations of persons whose services have been designated
as unsatisfactory provided that a request for review is made in writing and is received in the Commission office
within twenty (20) calendar days of the date of mailing of the Notice of Separation designating the services as
unsatisfactory.  In the event the 20  day falls on a non-business day, the deadline shall be extended to the close
of business on the first (1 ) business day following the 20  day.  The Commission shall take one or more of the
following actions:

 

                        1)    Accept the resignation as certified;

 

                        2)    Remove the name of the resignee from other eligible lists on which the eligible's name
appears;

 

                        3)    Restrict participation in future examinations as it deems just;future

 

                        4)    Restrict future employment as it deems just;future

 

                        5)    Accept the resignation as certified and order that future employment be without restrictionfuture
including the right to request reappointment; or

 

                        6)    Remand the resignation to the appointing officer for reconsideration.

 

      122.9.6      Failure to Request Review

 

th

st th
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                        1)    Failure to request a Commission review within the twenty (20)-day period provided above
shall result in the adoption of the departmental recommendation as approved by the Human Resources Director;
or the cancellation of all current examination and eligibility status; and all future applications shall be subject to thefuture
review and approval of the Human Resources Director after satisfactory completion of one (1) year's work
experience outside City and County service.

 

                        2)    This action shall be final and shall not be subject to reconsideration unless the person can
present evidence in writing of being unable to communicate with the Commission within thirty (30) days of being
able to so communicate.  All requests for reconsideration shall be in writing and shall be processed in accordance
with the procedure for reconsideration provided elsewhere in these Rules.

 

 
 

Sec. 122.9       Procedure for Review of Resignation - Services Unsatisfactory (cont.)

 

      122.9.7      Hearing Procedures

 

                        Hearings pursuant to this Rule shall be conducted in accordance with the procedures provided
elsewhere in these Rules.

 

      122.9.8      Waiver of Employment

 

                        Pending final action, the resignee shall be ineligible for all employment.

 

 

 

 

 

Rule 122

Employee Separation Procedures

 

Article VI:  Absence from Duty Without Leave

 

Applicability:        Rule 122 shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes; or as noted or as specifically excluded, or except
as may be superceded by a collective bargaining agreement for those employees subject to Charter Section
8.409.  However, all definitions in Rule 122 are applicable to employees in all classes; excluding only the
Uniformed Ranks of the Police and Fire Departments and the MTA Service Critical classes as covered in Volumes

30



10/18/23, 8 16 AM Rule 122 Employee Separation Procedures | Civil Service Commission

https //sfgov org/civilservice/node/301 14/16

II, III and IV.  If there is any conflict in the provisions of this Rule and relevant Charter Sections, the Charter
language prevails.

 

Sec. 122.10     When Five Days or Less

 

                        Absence from duty without proper authorization for any period of time up to and including five (5)
or less working days shall be cause for disciplinary action by the appointing officer.

 

Sec. 122.11     When Over Five Days - Automatic Resignation

 

      122.11.1    Absence from duty without proper authorization in excess of five (5) continuous working days shall
constitute abandonment of the position and shall be reported to the Department of Human Resources and
recorded as an automatic resignation.  The appointing officer shall notify the employee on the form prescribed by
the Human Resources Director.  The employee shall be notified by certified mail.

 

      122.11.2    The automatic resignation shall be subject to appeal to the Commission, if so requested by the
person in writing, within fifteen (15) calendar days of the mailing date of the notice of automatic resignation.  The
fifteen (15) days includes the date on which the notice was mailed.  The Commission shall hear such appeal.  The
decision of the Commission shall be final and not be reconsidered.

 

      122.11.3    Failure to appeal within the fifteen (15) day period shall result in the adoption of the
recommendation of the department head as approved by the Human Resources Director, or the cancellation of all
current examination and eligibility status; the review and approval of the Human Resources Director, of all futurefuture
applications after satisfactory completion of one (1) year's work experience outside the City and County service.

 
 

Sec. 122.11     When Over Five Days - Automatic Resignation (cont.)

 

      122.11.4    If the person can present evidence in writing of being unable to communicate with the appointing
officer within thirty (30) calendar days of being able to so communicate, the automatic resignation may then be
subject to reconsideration by the Commission.  All requests for reconsideration will be in writing and will be
processed in accordance with the procedures for reconsideration provided elsewhere in these Rules.

 

      122.11.5    Pending final action under this Rule, an individual under automatic resignation shall be placed
under waiver on all eligible lists on which the individual's name appears.

 

      122.11.6    In considering the appeal of an automatic resignation, the Commission shall take one or more of
the following actions: 
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                        1)    deny the appeal and approve the resignation;

 

                        2)    order the name of the person removed from any other eligible list or lists on which the
person's name appears;

 

                        3)    restrict participation in further examinations as it sees fit;

 

                        4)    return the name to the eligible list under such conditions for further appointment as it deem
appropriate; or

 

                        5)    disapprove the resignation.

 

Sec. 122.12     Hearing Procedures

 

                        Hearings conducted under this Rule shall be conducted in accordance with the procedures
provided elsewhere in these Rules.

 

 

 

 

 

Rule 122

Employee Separation Procedures

 

Article VII:  Request to Remove Non-Permanent Ban

 

Applicability:        Article VII, Rule 122, shall apply to officers and employees in all classes, except the Uniformed Ranks of the
Police and Fire Departments and MTA Service-Critical classes.

 

 

Sec. 122.13     Those Individuals Covered Under Rule 122, Article VII
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                        Former employees of the City and County of San Francisco who were banned from futurefuture
employment in one or more department(s) in accordance with the provisions of Civil Service Rule 122 may
request reconsideration of any non-permanent ban if it has been five (5) or more years since the ban was
imposed.  For the purpose of this Rule, any Citywide ban imposed before April 21, 2014 is considered a
permanent ban not subject to reconsideration.

 

Sec. 122.14     Reconsideration

 

                        Individuals as defined in Section 122.13 may submit a written request to the Human Resources Director for
reconsideration of a ban on their future employment.  It shall be the responsibility of the requesting individual to submit to thefuture
Human Resources Director all available documentation and information regarding the separation.  The individual must also provide
reasons for the request for reconsideration of the employment restriction.

 

Sec. 122.15     Action of the Human Resources Director

 

                        The Human Resources Director shall consider the request and the recommendation from the
affected department(s).  The Human Resources Director may request additional information deemed necessary to
make a recommendation to the Civil Service Commission.  The decision of the Civil Service Commission is final.
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City and County of San Francisco’s Policy Prohibiting Violence in the 

Workplace 
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City and County of San Francisco Department of Human Resources 
Employee Handbook January 2012 Page 44  

 WORKPLACE VIOLENCE PROHIBITED 

Policy Prohibiting Employee Violence in the Workplace 
The City is committed to maintaining a workplace free from violence and threats of violence, 
and will not tolerate any acts or threats of violence in the workplace.  Any act or threat of 
violence in the workplace is strictly prohibited and should be reported immediately. 

“Violence” includes both acts and threats of violence.  For example, violence includes any 
conduct, verbal or physical, which causes another to reasonably fear for his or her own 
personal safety or that of his or her family, friends, associates, or property. 
Employees are also prohibited from possessing, storing or having control of any weapon on 
the job, except when required by the City department in the performance of the employee’s 
official duties.  Weapons include, but are not limited to, firearms, knives or weapons defined 
in the California Penal Code Section 12020. 

Failure to comply with these policies may result in employee discipline up to and including 
termination as well as criminal prosecution. 

Reporting and Responding to Workplace Violence 
All employees are responsible for reporting any acts of intimidation, threats of violence or 
acts of violence to their supervisor, manager or departmental personnel officer.  Supervisors 
and managers are responsible for documenting and reporting all observed or reported 
incidents of workplace violence. 
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Exhibit D 
City and County of San Francisco’s Policy Regarding the Treatment of 

Coworkers and Members of the Public 
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City and County of San Francisco Department of Human Resources 
Employee Handbook January 2012 Page 46  

or privileged information obtained by virtue of your office or employment for non-
business purposes, and you may not use that information to advance the financial or 
other private interest of yourself or others. 

For a period of one (1) year after you leave City employment, you may not 
contact your former department on behalf of any person for the purpose of 
influencing a governmental decision.  You also may not work for or receive 
compensation from any party to a City contract if, within the previous twelve (12) 
months, you were personally and substantially involved in the City’s award of 
that contract.  For other post-employment restrictions, please visit
www.sfethics.org.

Depending on your level of decision-making authority, you may be required to 
file a statement of economic interests.  For a list of those employees who are 
required to file these statements, and instructions on how to do so, contact your 
supervisor.

The San Francisco Ethics Commission investigates violations of these rules and other improper 
government activities.  If you are aware of any such violations or activities, or if you have any 
questions concerning the ethics rules for City employees, contact the Ethics Commission at 
(415) 252-3100.  All complaints will be kept confidential to the extent permitted by law. 

Policy Regarding the Treatment of Co-Workers and Members of the Public 
City policy requires employees to treat co-workers and members of the public with courtesy 
and respect.  City employees and managers are responsible for maintaining a safe and 
productive workplace which is free from inappropriate workplace behavior. 

Smoke-Free Workplace 
Smoking is not permitted in City offices, or within 20 feet of entrances, exits, or operable 
windows of public buildings. 

Drug-Free Workplace 
You may not manufacture, distribute, dispense, possess, use or be under the influence of 
alcohol or illegal drugs in workplace.  This prohibition includes prescription drugs used 
improperly (e.g., those not prescribed for the user).  Any violation of this policy may be 
grounds for discipline up to and including dismissal.   

If you perform activities in your job that are funded by a federal grant, you must notify 
your department head of any drug convictions for violation of drug laws that took place 
in the workplace within five days of any such conviction.  Employees in certain safety-
sensitive positions, or in positions where testing is required by federal law, may be 
required to submit to periodic drug tests.  All employees may be required to submit to 
drug testing under certain circumstances consistent with federal, state, and local laws 
and applicable collective bargaining agreements. 
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Exhibit E 
The Appellant’s August 13, 2021 Incident Report 
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Exhibit F 
August 13, 2021 GPS Report for Vehicle 431-686 
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Exhibit G 
San Francisco Police Department Report # 210515447 
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Exhibit H 
August 14, 2021, Facebook Post Transcript and Video 
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Exhibit H 
August 14, 2021, Facebook Post Transcript  

 
 

 

The Appellant: “You wanted a hug, I’ll hug you again. Stank-ass bitch. You called the cops. I’m 
looking.” 
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Exhibit I 
Temporary Restraining Order  
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Exhibit J 
Proof of Service of Temporary Restraining Order 

60



61



Exhibit K 
August 25, 2021, Facebook Post Transcript and Video 
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Exhibit K 
August 25, 2021, Facebook Post Transcript  

 
 

 

The Appellant: “…aircut. Had to get ready for Saturday. Piece of paper ain’t gonna stop me 
from getting my haircut. Nobody is. No police, no nobody, motherfucker. Bye.” 
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Exhibit L 
August 26, 2021, Facebook Post 
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Exhibit L 
August 26, 2021, Facebook Post Transcript  

 
 

 

The Appellant: “I’m on 24th and Hampshire. Hehehehehe. I’m gonna work my up 24th towards 
Mission. So everybody knows where I’m at. If you scrrred, stay inside. We getting coffee and 
donuts. Scrrrd people need to stay inside their houses. I feel sorry for you motherfuckers.” 
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Exhibit M 
Text Message Exchange Between the Appellant and  
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Exhibit N 
Permanent Restraining Order 
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Exhibit O 
Investigatory Report 
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Exhibit P 
Notice of Intent to Dismiss and Skelly Notice 

93



 

 

Via Hand Delivery  
 
December 21, 2021 
 
Deborah Aragon 

 
 

 
Re:  Notice of Proposed Dismissal from Employment with the City and County of San 

Francisco and Skelly Meeting 
 
Dear Ms. Aragon: 
 
This is to inform you that San Francisco Public Works (Department) is recommending to 
dismiss you from your position as a permanent civil service (PCS) 7514 General Laborer.  
The Department has scheduled a Skelly meeting on January 14, 2022 at 10:00 a.m. at 
2323 Cesar Chavez Street, Building A, SSR Conference Room, San Francisco, CA 94124 
to address the charges.  The meeting will provide you the opportunity to respond to the 
charges and proposed dismissal of employment.  You are entitled to representation and 
may bring a representative to the Skelly meeting.   
 
Please note that due to COVID-19, the Skelly meeting officer will be attending via 
videoconferencing.  If you prefer to join the hearing via video conferencing, please inform 
Jason Jimenez, Senior Employee and Labor Relations Analyst, City Administrator Human 
Resources, at (415) 695-2033 or via email at Jason.Jimenez@sfgov.org by January 13, 2022 
so he can email you a link to the meeting. You must download the Microsoft Teams video 
conferencing application to your phone or computer if you choose this option.   
 
CHARGES 
 
The charges that support the proposed dismissal are as follows: 
  

1. Violation of Policy Prohibiting Employee Violence in the Workplace. 
2. Violation of Policy Regarding the Treatment of Co-Workers and Members of the 

Public. 
3. Conduct Unbecoming of City Employee. 
4. Dishonesty. 
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BACKGROUND 
 
In November 2015, the Department hired you to a Temporary Exempt (TEX) 7501 
Environmental Service Worker position.  In April 2018, the Department hired you to a PCS 
7514 General Laborer position.  You currently work Tuesdays through Saturdays from  
7:00 a.m. to 3:30 p.m., and are assigned to the Department’s Bureau of Street 
Environmental Services (BSES).  You work in Zone D which includes the Mission District. 
 
Your essential job functions include regular and reliable attendance, patrolling City streets 
in a City pickup truck collecting garbage and debris, and cleaning illegal dumping sites and 
spills on city streets. You must be available to respond to emergency requests to remove 
debris from public right-of-ways on a consistent and reliable basis.  
 
 August 13, 2021 Incident  
 
On August 13, 2021, Jonathan Vaing, BSES Assistant Superintendent, informed City 
Administrator Human Resources (CAHR) about a voicemail from a member of the public 
claiming she was assaulted by a Department employee.  Based on Department records, 
including review of the identified City vehicle and the sign-in sheet for that day, Vaing 
determined that the employee was you.  
 
INVESTIGATIVE FINDINGS AND DISCIPLINARY CHARGES  
 
Attached to this notice as Exhibit 1 is a copy of the investigation report (Report) and 
exhibits.  The Report details the evidence supporting the charges.  Based on the extent of 
your misconduct as discussed in the Report, the Department is recommending that you be 
dismissed from employment. The charges against you are as follows: 
 
Charge 1:  Violation of Policy Prohibiting Employee Violence in the Workplace 
 
The City’s Policy Prohibiting Employee Violence in the Workplace states in relevant part, 
“Any act or threat of violence in the workplace is strictly prohibited… ‘Violence’ includes 
both acts and threats of violence. For example, violence includes any conduct, verbal or 
physical, which causes another to reasonably fear for his or her own personal safety.” The 
City has zero tolerance for employee violence in the workplace. 
 
You violated the workplace policy when on August 13, 2021, you committed acts of 
violence which included hitting ’s left shoulder, telling her, “Fight me.  I’m going to 
beat your ass,” pushing ’s chest with both of her hands causing  to fall to 
the ground, and injuring  (which required an ambulance to be called); you also 
challenged  to a fight.  The investigation established that you were about to punch 

 with your right fist but stopped because you saw .  In addition, before 
leaving the scene, you told , “See you in an hour” which  perceived as 
another threat. Thereafter, on August 14, 25, and 26, 2021 you posted three disturbing 
videos on Facebook threatening .   
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 feared for her personal safety and filed a restraining order against you.  San 
Francisco Superior Court believed that you were a threat to .  On October 8, 2021, 
the Court issued you with a five-year Restraining Order through October 8, 2026.   The 
Restraining Order requires you to stay 200 yards away from , her home, and her 
vehicle.  It states that you must not do the following things to : harass, intimidate, 
molest, attack, strike, stalk, threaten, assault, destroy personal property of or disturb the 
peace of . 
 
Charge 2: Violation of Policy Regarding the Treatment of Co-Workers and Members of the
   Public and Conduct Unbecoming of a City Employee 

 
The City’s Policy Regarding the Treatment of Co-Workers and Members of the Public 
(Respect Policy) states in relevant part, “City policy requires employees to treat co-workers 
and members of the public with courtesy and respect.” 
 
As discussed above, your egregious misconduct and threats violated the City’s Respect Policy 
and also demonstrate conduct unbecoming of a City employee. 
 
Charge 3: You are not Credible and Dishonest 
 
You were found to be dishonest and not credible during your Weingarten interview for the 
following reasons:    
 

1. You denied the August 13, 2021 incident with  and said you did not 
see, talk, or touch  that day.  However, there is documentation to 
contradicting your denial. First, GPS records show that from 8:47 a.m. to 8:50 
a.m., your assigned City vehicle, Vehicle # 431-686 was stopped at 2929 23rd 
Street near Alabama Street where the incident occurred.  Second,  
promptly filed a Police Report showing her concern and fear.  filed 
the Police Report under the penalty of perjury. Penal Code Section 148.5 
makes it illegal to make a false police report of a crime.  Third,  
witnessed to the incident between you and .  Fourth,  
promptly filed a temporary restraining and then the Court granted her a 
permanent restraining order against you.  

 
2. You denied ever seeing the photo with a knife on top of a work safety vest.  

However,  provided a September 3, 2021 text message from you with the 
photo along with text messages.  

 
3. You denied seeing a temporary restraining order filed by  against 

you. In video 2, posted on Facebook on August 25, 2021, you are in a City 
vehicle with safety vest on and you state, “…  Piece of paper ain’t gonna stop 
me from getting my haircut.  Nobody is. No police. No nobody, motherfucker.  
Bye.”   believes that your statements were directed at her.  She said 
when you said “piece of paper,” you were referring to the TRO that was 
served to you.   
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 Also,  provided proof of service documentation that on August 23, 
2021, Aragon was served the temporary restraining order.  

 
SKELLY MEETING 
 
You are entitled to bring a representative to the Skelly meeting.  You are not required to 
attend the Skelly meeting and instead, you may submit a written response with any 
relevant written materials for the Skelly officer and the Department to consider before 
making a final decision.  If you choose this option, you must submit your written materials 
to Jimenez at Jason.jimenez@sfgov.org or 2323 Cesar Chavez Street, Building A, San 
Francisco, CA 94124 by close of business on January 13, 2022.   
 
If you need to reschedule the Skelly meeting, you must inform Jimenez at (415) 695-2033 
by January 13, 2022.  Please be advised that the Department allows for only one reschedule 
of the Skelly meeting.  If you neither appear at the meeting nor submit any written 
materials, the meeting officer and the Department will make a decision based on the 
materials referenced in this letter and the attachments.  If you have any questions in this 
matter, please contact Jimenez.  
 
Sincerely, 

 
Carla Short 
Interim Director, San Francisco Public Works 
 

 
cc: DiJaida Durden, Deputy Director for Operations 
 Christopher McDaniels, Superintendent, Bureau of Street Environmental Services 

Jason Jimenez, Senior Employee and Labor Relations Analyst 
 Personnel File 
 
EXHIBITS 
 

1. 2021 Investigatory Report 
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Via Hand Delivery and Email 
 

 
January 13, 2022 
 
Deborah Aragon 

 
 

 
Re: Notice of Placement on Paid Administrative Leave  
 
Dear Ms. Aragon:  
 
This letter is to notify you that effective January 13, 2022, San Francisco Public Works 

(Department) is placing you on paid administrative leave pending completion of an 

investigation into potential misconduct. Thus, do not report to work on January 14, 2022.   

The leave may continue for a period of up to 30 calendar days.  

This action is authorized under the City and County of San Francisco Administrative Code 

Section 16.17(a) (1), which permits such leave pending investigation relating to an 

employee’s conduct when the Department determines that the employee should be placed 

on leave “in order 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.” 

During this period of paid administrative leave, you are directed to participate and 

cooperate with the investigation, and you must remain ready and available to answer any 

phone calls, email, or report to work within one hour, Tuesday to Saturday between 7:00 

a.m. and 3:30 p.m. Failure to comply with these terms may lead to discipline in addition to 

any findings resulting from the investigation. 

The Department may end the administrative leave at any time.  

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 Department work location until 

notified otherwise. 

DocuSign Envelope ID: BFDCBE36-A764-4910-AACA-14AE02A68913
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In the meantime, please follow the instructions below: 

1. Immediately return to the Department, and stop using, any and all of the 

Department’s property, including but not limited to, City ID, department badges, 

office and FOB keys, and parking pass. Please promptly contact Kenneth Bruce, 

Assistant Superintendent, at415-695-2036 or Kenny.Bruce@sfdpw.org to 

coordinate the return of your City property. 

2. Do not conduct Department business or communicate about work-related matters 

with all City departments and City employees, and entities doing business with e 

Department. On all matters related to your current status and work-related matters, 

you should contact Mr. Bruce; 

3. Respond to any work-related requests that I or my designee may have to ensure, 

among other things, that the Department continues its operations during your 

administrative leave; 

4. Do not enter the Department’s office/City property unless I have authorized your 

access in advance. If you need to gain access to any remaining personal belongings 

that you left in the workplace during your administrative leave, please contact Mr. 

Bruce to make arrangements to return your property.   

To ensure the integrity of the investigatory process and fairness, we request that you not 

discuss with anyone, other than your representative, the existence of the investigation. We 

ask that you maintain this confidentiality until the conclusion of the investigation. 

You are also advised that retaliation against any employee who participates in this 

investigation is strictly prohibited. 

Failure to comply with these terms may lead to discipline in addition to any findings 

resulting from the investigation. 

The City’s Employee Assistance Program (EAP) provides confidential, voluntary mental 

health services to City employees.  A brochure about EAP is enclosed. 
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Should you have any questions regarding your placement on paid administrative leave, you 

may contact Jason Jimenez, Senior Employee and Labor Relations Analyst, City 

Administrator Human Resources, at email Jason.jimenez@sfgov.org. 

Sincerely, 

 
 
 
Carla Short 
Interim Director, San Francisco Public Works 
 
Enclosure: EAP brochure 
 
cc:  DiJaida Durden, Deputy Director for Operations, San Francisco Public Works 

Chris McDaniels, Superintendent, BSES, San Francisco Public Works 
Kenneth Bruce, Assistant Superintendent, BSES, San Francisco Public Works  
Jason Jimenez, Senior Employee and Labor Relations Analyst, CAHR  
Donna Ho, Senior Human Resources Consultant, DHR, Client Services 
Personnel File 
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BACKGROUND 
 
In November 2015, the Department hired Aragon to a Temporary Exempt (TEX) 7501 
Environmental Service Worker position. In April 2018, the Department hired Aragon to a PCS 
7514 General Laborer position.  
  
Aragon’s essential job functions include regular and reliable attendance, patrolling City streets 
in a City pickup truck collecting garbage and debris, and cleaning illegal dumping sites and 
spills on city streets.  
 
The Department’s investigation established that on August 13, 2021, Aragon violated the City’s 
Policy Prohibiting Employee Violence in the Workplace and Policy Regarding the Treatment of 
Co-Workers and Members of the Public, when she committed acts of violence which included 
hitting a member of the public, ’s left shoulder, threatening her, pushing her until 
she fell to the ground, and injuring her.  The Department’s investigation also established that 
she was about to punch  but stopped when she saw another person. In addition, 
before leaving the scene, Aragon threatened , when she told her, “See you in an hour.” 
Thereafter, on August 14, 25, and 26, 2021, Aragon posted three videos on Facebook 
threatening . As a result of Aragon’s misconduct,  obtained a permanent 
restraining order.  
 
The Department also found Aragon to be dishonest, when:  
 

1. She denied the August 13, 2021 incident with  and said she did not see, talk, or 
touch  that day.  

2. She denied seeing a photo with a knife on top of a work safety vest.  
3. She denied seeing a temporary restraining order filed by  against her.  

SKELLY HEARING 
 
Due to the COVID-19 pandemic, the Skelly meeting was conducted via videoconference.  
Present at the Skelly meeting were Ms. Johnson, Theresa Foglio, Business Agent, Laborers 261; 
Jonathan Vaing, Assistant Superintendent, SES; Jason Jimenez, Senior Employee and Labor 
Relations Analyst, City Administrator Human Resources (CAHR).  I, Lawlun Leung, Senior 
Employee and Labor Relations Analyst, CAHR, served as the Skelly Officer. 
 
At the Skelly meeting, Aragon was provided the opportunity to respond to the Department’s 
Notice of Proposed Disciplinary Action. The Skelly process is an opportunity to obtain 
information that can confirm, exonerate, or mitigate the conduct of an employee. This 
information may affect the imposition of discipline or the type of discipline. My role as the 
Skelly Officer is to be an impartial, non-involved reviewer of the facts involved in a disciplinary 
matter. My role is not to substitute judgment with respect to the discipline to be imposed, but 
rather to reach a conclusion as to whether, based upon the record, there are reasonable 
grounds to proceed with the proposed discipline, or whether it should be modified or revoked. 
 
My review and analysis of the information provided by all parties is as follows: 
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FINDINGS 
 
Charge 1:   Violation of Policy Prohibiting Employee Violence in the Workplace 
 
The City’s Policy Prohibiting Employee Violence in the Workplace states in relevant part, 
“Any act or threat of violence in the workplace is strictly prohibited… ‘Violence’ includes 
both acts and threats of violence. For example, violence includes any conduct, verbal or 
physical, which causes another to reasonably fear for his or her own personal safety.” The 
City has zero tolerance for employee violence in the workplace.  
 
Aragon denied the allegation. She said that she only had a verbal altercation with  and 
did not push her.  She also denied verbally threatening  and physically threatening to 
punch her.  Aragon said that  instigated the altercation and that she only exchanged 
words with .   Aragon also argued that  did not feel threatened by the 
altercation because on August 28, 2021,  and Aragon both attended a funeral for a 
mutual friend.  She said ’s attendance proves that she did not feel that Aragon was a 
threat.  
 
Aragon admitted that she “screwed up” and should not have engaged with . She said 
she was dealing with recent deaths of loved ones and as a result she had a relapse after 20 
years of being “clean and sober.”  After the incident, she sought assistance from EAP multiple 
times in September 2021, but received no response.  She described herself as suicidal and that 
she resorted to turning herself in to Kaiser Hospital (or 5150) where she received treatment 
and entered a 30 day program. 
 
In regards to the threatening videos posted on Facebook, Aragon said she did not recall who 
she was threatening.   She said that she was “under the influence” and admitted that it “could 
of” been for . 
 
Foglio argued that a dismissal was too severe because according to the Police Report, Aragon 
did not push  and thus did not cause her to fall. She requested that the Department 
reconsider the dismissal as Aragon is the sole guardian for her two grandsons.  Aragon addes 
that she loved her job and is working on making herself better.  
 
The Department’s investigation, included a police report filed by , a copy of the 
temporary restraining order, and an interview with an eye witness who stopped Aragon from 
hitting .   Thus, the evidence established that  feared for her safety and that 
Aragon threatened her.   Additionally, Aragon did not deny that her threatening videos were 
referring to  and that the videos could have been for anyone at the time.  
 
Aragon appeared contrite and apologized for her actions.   She admitted that at the time she 
was suicidal, “mad at a lot of people”, and under the influence. Given her state of mind it is 
likely that she made both physical and verbal threats to .    
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The Charge of Violation of Policy Prohibiting Employee Violence in the Workplace is 
SUSTAINED. 
 
Charge 2:   Violation of Policy Regarding the Treatment of Co-Workers and Members of the 

Public and Conduct Unbecoming of a City Employee 
 
Aragon accepted this charge.  Aragon said that she should have walked away from , 
but instead she engaged in in a verbal altercation with her.  She acknowledged that her 
conduct was unbecoming of an employee.  
 
The Charge of Violation of Policy Regarding the Treatment of Co-Workers and Members of the 
Public and Conduct Unbecoming of a City Employee is SUSTAINED. 
 
Charge 3:   Dishonesty  
 
1. Aragon denied that she was dishonest when she was asked about the altercation with 

.  She explained that at the time of the Weingarten interview, she was asked if she 
knew “ ” .  She denied that she knew her because she only knew  as 
“ .” 
 

2. Aragon admitted that she was dishonest when she denied seeing the photo with a knife on 
top of a work safety vest.  She said at the time of the photo, she was suicidal and did not 
recall sending the photo to anyone.  
 

3. Aragon denied that she was dishonest when she asked about the temporary restraining 
order filed by  against her.  She said that her mother handles her mail and she 
often is unaware of what mail she has received.  

 
Aragon’s explanation that at the time of the interview she did not know that “ ” 
was “ ” is not credible. Also, the Department provided a Proof of Personal Service 
documentation stating that on August 23, 2021, Aragon was served the temporary restraining 
order. Aragon was given opportunities to tell the truth when she was questioned at a 
Weingarten interview and at the Skelly Meeting. Aragon chose instead to be unforthcoming. 
 
 
The Charge of Dishonesty SUSTAINED. 

 
 
 

Enclosure – Aragon’s Skelly response 
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