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REGISTRATION OPEN 
FOR MEP INNOVATION 

CONFERENCE 
 

NECA, MCA and SMACNA have 
partnered to host the 2023 MEP 
Innovation Conference. This 
three-day event, held in Austin, 
Texas, joins innovative thought 
leaders across the electrical, 
mechanical and sheet metal 
trades to improve MEP 
contractors’ profitability and 
productivity. 
  

 Dates: January 11 – 13, 
2023 

 Location: Austin, Texas 
 Registration Fees: $995 

  
Attendees will engage in 
innovative presentations, 
collective roundtable 
discussions, and hands-on 
exhibitor demonstrations 
highlighting emerging 
technologies. The MEP 
Innovation Conference offers 
sessions for all levels of 
experience, open to all members 
of NECA, MCAA, SMACNA and 
their union counterparts. 
  
Contractors from all three trade 
associations will lead the 
sessions geared towards 
operations, VDC, project 
management, estimating, 
training for BIM and more. 
These case studies will inform 
participants how new and 

innovative software, tools and 
technology are changing the 
industry and positively impacting 
contractors of all sizes. 
Innovation has become a key 
component across all trades. 
The MEP Innovation 
Conference encourages 
collaboration among the 
different trades to recognize the 
common problems and develop 
solutions where contractors 
reach the common goal 
together. Click here to learn 
more or to register for the 
conference. 
 

 
 

COVID-19 
SUPPLEMENTAL PAID 
SICK LEAVE GRANT 

PROGRAM BECOMES 
LAW 

 
Governor Newsom has 
signed AB 152 (Committee on 
Budget) which implements the 
COVID-19 Supplemental Paid 
Sick Leave Relief Grant 
Program for which the industry 
strongly advocated. Securing 
funding and launching this 
program is a major 
achievement.  

The new law establishes the 
COVID-19 Relief Grant Program 
within the Governor’s Office of 
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Business and Economic 
Development (GO-Biz) to assist 
qualified businesses with grants 
up to $50,000 to reimburse 
COVID 19 Supplemental Paid 
Sick Leave (SPSL) provided 
between January 1, 2022 
through December 31, 2022. 

The bill provides for an 
additional $70 million in grant 
funds, in addition to the $250 
million we secured for the 
program in the budget earlier 
this year, for a total of $320 
million. To qualify for the SPSL 
Relief Grant, a business must 
meet all of the following criteria: 

•    Is a “C” or “S” corporation, 
cooperative, limited liability 
company, partnership or 
limited partnership; 

•  Began operating before 
June 1, 2021; 

•  Is currently active and      
operating; 

•  Has 26 to 49 employees 
and provides payroll data 
and an affidavit attesting to 
that fact; 

•   Has provided SPSL 
pursuant to the 
requirements of Labor 
Code §§ 248.6 and 248.7; 
and, 

•  Provides organizing 
documents. 

It is important to note that 
California construction 
employers were the only 
employers who were provided a 
variance when calculating the 
less than 50 employee 
threshold. While the grant 
program contains the less than 

50 employee qualifier to access 
grant funds for all other 
employers in the state, we were 
able to secure industry specific 
language to allow construction 
employers to count only “core 
employees” towards the less 
than 50 employee threshold. 
That exemption reads as 
follows: 

“For purposes of calculating the 
number of employees to 
determine if the employer meets 
the 26 to 49 employees 
requirement for access to the 
grant program, an employer 
covered by Industrial Welfare 
Commission Order No. 16-2001, 
shall calculate their number of 
employees as the number of full-
time employees that have 
worked for the employer, without 
any break in employment, for the 
past 24 months.” 

This language should 
significantly increase the 
number of contractors who will 
qualify for access to the grant 
program.  

As previously reported, the 
California Labor Federation 
forced amendments into the bill 
that extend the requirement for 
employers with more than 25 
employees to provide SPSL 
from September 30, 2022, to 
December 31, 2022. Employees 
may utilize unused SPSL under 
the extension, the total amount 
of leave available to employees 
was not increased. In addition, 
AB 152 states that an employer 
has no obligation to provide 
SPSL if the employee states 
they have tested positive for 
COVID-19 and refuses to 
provide documentation or 

submit to a test. Employers will 
also be allowed to request 
additional tests between days 5–
10 after the first positive test. 
Employers do not have to 
provide additional SPSL to an 
employee who tests positive and 
refuses to submit to the follow-
up testing. 

As a budget “trailer” bill, AB 152 
will take effect immediately. Now 
that the measure has been 
signed, we will work with Go-Biz 
during the launch of the 
program.  Once the program is 
officially up and running, we will 
get an alert out with the needed 
information for application and 
encourage contractors to get 
their grant applications in 
immediately, as we strongly 
believe the program will be 
oversubscribed. 

 
 

NECA CONVENTION 
READY TO KICK IT 

OFF! 
 

As a reminder, the Convention 
kicks off on October 15th  in 
Austin, TX.  If you plan to attend, 
be sure to download the NECA 
Events ap for either Apple of 
Android phones so that you can 
stay in touch during the 
tradeshow and convention.  The 
ap is free and has a host of 
information at your fingertips.  
Not attending in person?  Don’t 
forget that NECA also provides 
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you with the opportunity to 
experience the event virtually! 
 
Get ready to kick your heels up 
in Texas and plan to pack your 
boots! 
  
CALIFORNIA EXPANDS 
PAY TRANSPARENCY 

REQUIREMENTS 
 
Beginning January 1, 2023, 
employers in California will be 
subject to several new 
requirements aimed at 
promoting pay equity, as follows: 
 
Employers with 15 or more 
employees (located anywhere) 
will be required to post the pay 
scale for an open position in 
their job postings. Pay scale is 
defined as the salary or hourly 
wage range that the employer 
reasonably expects to pay for 
the position. Third parties 
posting on behalf of these 
employers will also need to post 
the range. 
 
Upon request, employers of all 
sizes will be required to provide 
an employee with the pay scale 
for their current position. 
 
Employers of all sizes will need 
to keep records of job title and 
wage rate history for each 
employee throughout their 
employment and for three years 
after termination. 
 
Pay data reporting will be 
required for any employer with 
100 or more employees, 
regardless of whether they must 
submit the federal EEO-1 report. 
 

Employers with 100 or more 
employees hired through labor 
contractors in the prior calendar 
year will have to file a separate 
pay data report for those 
workers. 
 
Pay data reports will be due on 
May 10, 2023, and the second 
Wednesday in May each year 
afterward. 
 
Pay data reports will need to 
include the median and mean 
hourly rate for each combination 
of race, ethnicity, and sex in 
each job category. 
 
Employers with multiple 
establishments will need to 
submit a separate pay data 
report for each establishment. 
 
Broader Implications 
 
The intent of the requirement to 
post pay scales in job postings is 
to promote pay equity and to 
help close the wage gap for 
those who are disadvantaged in 
the job market through no fault 
of their own. While the approach 
may feel drastic to private 
employers, it has been used 
successfully in the public sector 
for many years. In fact, after the 
initial rough patch (which may 
require a fair bit of work from 
employers who lack 
documentation around their pay 
structure), these pay 
transparency requirements are 
likely to streamline hiring, 
compensation, and talent 
development processes and 
make your business run more 
efficiently. And in 2023, it’s 
estimated that 25% of all private 

employers will be required to 
post pay ranges with their job 
ads. 
 
What to Expect 
 
You should anticipate that 
employees will start asking 
about their own pay ranges and 
that they’ll see your job ads and 
react to the pay scales provided 
there as well. 
 
If the ranges you post in ads or 
provide to current employees 
when asked seem too wide, they 
may think you're providing 
bogus information. This will 
breed distrust and could 
potentially lead to employees 
reporting you. Or they may 
wonder who among them makes 
that little or that much, and why. 
If the ranges are reasonable but 
you have current employees 
outside of those ranges, that will 
likely lead to some immediate 
feedback. 
 
In many cases, employees will 
begin discussing this new 
information with their coworkers. 
Discussing wages is protected 
by both federal and California 
law, so employers 
should not attempt to stop or 
prevent these conversations or 
punish employees for having 
them. The result of this sharing 
may be that employees discover 
one-off or systematic pay 
inequality, in which case you 
may have issues with morale, 
turnover, union organizing, or 
lawsuits. Even if your pay 
choices are perfectly logical 
across the board, employees will 
not necessarily know or 
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understand why they are paid 
less than a coworker who they 
consider their equal, and you 
should be prepared to explain 
those discrepancies. 
 
What to Do Now 
 
Don’t panic. If you don’t have 
documented pay ranges, start 
working on them—you have 
three months to get your 
systems in order. You may want 
to consider hiring outside help if 
you don’t already have a basic, 
defensible pay structure and 
fairly comprehensive job 
descriptions. 
 
If you are preparing for this on 
your own, here are some tips: 
 
Pay ranges should align with 
specific job descriptions. 
 
If you have employees whose 
titles or job descriptions don’t 
match what they’re doing, 
update their job title or 
description. 
 
Within each pay range, you 
should have an explanation of 
how an employee moves from 
the bottom of the range to the 
top. 
 
You should also be able to 
explain how an employee goes 
from one pay range to another 
and if pay ranges overlap, why. 
 
Be prepared to explain why 
employees with the same job 
title or job description receive 
different compensation using 
only the allowable reasonsfor 
pay differentials in California 

(this list includes factors like 
seniority and merit but doesn’t 
include market factors). To 
answer this question well, you 
may want to consider doing a 
pay equity audit. 
 
If you are already aware of pay 
equity issues or become aware 
of them over the next few 
months, start correcting them as 
soon as possible. You may want 
to consult with an employment 
attorney in California to 
strategize how to limit your 
liability. 
 
A lot of the above may seem 
obvious, but if your systems 
aren’t written down anywhere 
(and shared with those who will 
be asked the questions), you will 
likely run into issues answering 
employees’ questions about 
your pay structure. Additionally, 
having clear documentation of 
the legitimate reasons for each 
employee’s wage rate will be 
useful if you find yourself in any 
pay equity litigation. To that end, 
we recommend using the next 
three months as best you can to 
thoroughly document, 
document, document, and 
prepare for new challenges in 
2023. 
 

 

GOVERNOR 
NEWSOM SIGNS AB 

2188 
 

Last week, Governor Newsom 
signed AB 2188, which 
prohibits employers from 
discriminating in hiring, firing or 
setting conditions of 
employment based upon a 
person’s use of cannabis away 
from the workplace; or, an 
employer-required drug 
screening test that has found 
the person to have non-
psychoactive cannabis 
metabolites in their hair, blood, 
urine or other bodily fluids. 

  
Please note that, due to the 

extremely dangerous 
conditions presented on 
construction projects and long-
standing contractual 
requirements our contractors 
must adhere to relating drug 
free workplaces, the Politico 
Group was successful in 
securing a broad exemption for 
the construction industry to this 
new law. 

  
Simply, the measure contains 
language stating that the law 
“does not apply to an employee 
in the building and construction 
trades.” 

  
In addition, all employers can 
still refuse to hire an applicant 
based on a scientifically valid 
pre-employment drug 
screening conducted through 
methods that do not screen for 
non-psychoactive cannabis 
metabolites. These alternative 
tests include impairment tests, 
which measure a person 
against their own baseline 
performance, and tests that 
identify the presence of active 
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tetrahydrocannabinol (THC) in 
an individual’s bodily 
fluids. THC is the chemical 
compound in cannabis that 
causes impairment. After THC 
is metabolized, it is stored in the 
body as non-psychoactive 
cannabis metabolites, which do 
not indicate impairment, only 
that an individual has 
consumed cannabis recently. 
  
The bill does not preempt state 
or federal laws requiring 
applicants or employees to be 
tested for controlled 
substances as a condition of 
employment, receiving federal 
funding, or entering into a 
federal contract. 
  
Finally, the bill does not permit 
an employee to possess, be 
impaired, or use cannabis on 
the job, nor does it affect the 
rights or obligations of an 
employer to maintain a drug 
and alcohol-free workplace. AB 
2188 takes effect on January 1, 
2024. 

 
 

CONGRATULATIONS 
TO THOSE 

COMPLETING 
CLASSES 

 

 
CPR/FIRST AID (w/ Blood 

borne pathogens) 
September 10, 2022 

 
 Brandon Alvarez 
 Andy Hartmann 
 Glenn Herrera 
 Angel Lopez-Magana 
 Sam Martinez 
 Adrian Mendoza 
 Ernesto Morales 
 Josiah Ramos 
 Jaime Urzua 
 Robert, Valenzuela 
 Francisco Villanueva  

 
UPCOMING CLASSES 
OFFERED THROUGH 

THE JATC 
 
 

SIGNIFICANT CHANGES TO 
THE NEC 

 

Significant Changes to the 2017 
NEC  with David Martinez will be 
held October 18, 2022 from 5:30 
to 8:30 pm.  While you are still 
welcome to drop in for the class, 
we encourage you to sign up if 
you plan to attend. This will 
ensure that if the class is 
cancelled or postponed, you will 
get a call notifying you of the 
change. Please call Itzel at (831) 
633-6063 to sign up. 
 
 
 

 

WATTSTOPPER TRAINING 
  
A WattStopper Course on 
lighting controls will be offered 
on Tuesday, November 1st 
from 5:30 to 8:30 pm   To sign 
up for the class, please contact 
Itzel at the JATC office.  (831) 
633-3063.  Our thanks to Edges 
for helping to coordinate this 
class.   
 

CPR/FIRST AID 
First Aid/CPR will be offered on 
Saturday, December 3rd from 
8am – 2pm  with CPR / First Aid 
with instructor, Merralinda 
Goddard.  To sign up for the 
class, please contact Itzel at the 
JATC office at (831) 633-3063. 
 

 

APPRENTICE 
APPLICATION 
INFORMATION 

 
The Tri-County Electrical JATC 
is accepting applications on a 
year-round basis.  OUR 
PROCEDURES HAVE 
CHANGED!!! Please note that  
we will only accept online 
applications and applicants 
need only follow the directions 
contained in our website to 
apply. For more information 
regarding the process, please 
click in the following link:   
 

JATC INFORMATION 
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JATC INSTRUCTORS NEEDED! 
 

The JATC is seeking instructors for apprenticeship and journeyman training courses on an ongoing 
basis.  If you or someone that you know is interested in teaching – even to substitute or teach 
journeyman upgrade classes, or if you have a specialty that you would like to assist in for one night,  
please contact Stacy at the JATC office for more information.  Your help in teaching our future 
generations is always greatly appreciated. 
 

AVAILABILITY LIST UPDATE 
 

On the Inside Out-of-Work List, there are 35 on Book 1,  152 on Book 2, 25 on Book 3 and 5 
8 on Book 4.  There is 1 on Book 1, 2 on Book 2, 1 on Book 3 and 0 on Book 4 for Sound & Comm.  
There  are 12 CW’s on Book 1 and 3  CW’s on Book 2 and 0 on Book 3 available.  There are no Inside 
apprentice available for work at this time.  Please call Stacy with  your apprentice needs. 
 
 

INSIDE MONTHLY HOURS REPORT 
 

 
  

Jan Feb Mar Apr May Jun Jly Aug Sept Oct Nov Dec

2014 13,920 12,947 13,878 14,527 11,304 15,494 16,567 17,029 17,755 20,813 20,217 22,051

2015 15,808 16,735 18,600 20,315 18,445 16,915 22,729 19,384 21,314 20,552 29,776 20,516

2016 19,261 23,079 28,717 26,409 28,244 34,600 38,914 42,807 44,507 70,123 89,814 89,372

2017 89,327 48,026 82,828 103,534 75,719 36,804 34,322 33,607 42,334 47,788 40,656 35,484

2018 18,955 38,138 26,875 29,088 41,402 48,523 63,315 71,820 41,007 161,225 88,529 103,837

2019 33,140 27,140 36,674 40,906 37,508 30,201 36,872 33,281 31,183 42,387 31,340 30,135

2020 30,847 33,431 32,811 34,881 32,954 34,695 48,301 44,048 40,683 45,880 35,553 37,606

2021 34,586 36,482 39,576 36,173 50,423 32,804 24,816 23,721 28,379 24,295 22,690 26,323

2022 29,344 37,671 53,000 55,089 62,760 62,947 28,104 36,277
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October 15-18, 2022 
NECA National Convention 

Austin, TX 
 

October 22-26, 2022 
International Foundation of Employee Benefits Conference 

Las Vegas, NV 
 

November 30 – December 2, 2022 
etA Regional Conference 

Las Vegas, NV 
 

December 9, 2022 
NECA Christmas Party 

Highlands Inn 
Carmel, CA 

By Invitation Only 
 

January 17-19, 2023 
Electri Meeting 
Scottsdale, AZ 

 
March 21-23, 2023  

Labor Relations Conference 
Nashville, TN 

 
April 17-20, 2023  

NECA NOW 
San Antonio, TX 

 
 


