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AGREEMENT
By and Between
BEHAVIORAL HEALTH RESOURCES
and
SEIU HEALTHCARE 1199NW

This agreement is made and entered into by and between Behavioral Health Resources
(hereinafter referred to as the “Employer” or “BHR”) and SEIU Healthcare 1199NW,
(hereinafter referred to as the “Union”). The purpose of this agreement is to set forth the
understanding reached between the parties with respect to wages, hours of work, and
conditions of employment.

ARTICLE 1 — RECOGNITION
The Employer recognizes the Union as the sole bargaining representative for those permanent

salaried, hourly and on-call employees listed in Appendix A.

New bargaining unit job classifications established during the term of this agreement
employees shall be covered by this agreement unless they are bona fide confidential,
supervisory or management positions. The Union shall be notified of any classifications
established by the Employer, in which case the Union and the Employer shall meet to
determine appropriate wage and benefit rates for new bargaining unit positions.

ARTICLE 2 — UNION MEMBERSHIP
2.1 Membership. All employees covered by this agreement, except as outlined in the

Memorandum of Understanding in Appendix B, shall become and remain members in good
standing in the Union within thirty (30) calendar days of ratification of this agreement or agree
to pay the Union a fair share/representation fee equal to the initiation fee and dues required of
members of the Union. Newly hired employees shall as a condition of continued employment,
become members of the Union within thirty (30) calendar days after the date of hire or pay a
fair share/representation fee. The Employer shall make newly hired employees aware of this
requirement at the time of hire. Employees who fail to comply with this requirement shall be
discharged by the Employer within thirty (30) calendar days after the receipt of written notice
to the Employer from the Union, unless the employee fulfills the membership obligation set
forth in this Agreement.



2.2 Any employee who is a member of and adheres to established and traditional tenets or
teachings of a bona fide religion, body or sect which has historically held conscientious
objections to joining or financially supporting labor organizations shall not be required to join or
financially support the Union as a condition of employment. Such an employee shall, in lieu of
dues and fees, pay sums equal to such dues and fees to a non-religious charitable organization
agree to by the Union. These religious objections and decisions as to which fund will be used
must be documented and declared in writing to the Union.

2.3 Payroll Deduction. During the terms of this agreement, the Employer shall deduct dues or

representation fees monthly from the pay of each member of the Union who voluntarily
executes a dues deduction authorization form. The Employer will notify employees of the
membership requirement at the time of hire. Union membership applications and payroll
deduction cards will be distributed to each new employee during orientation. When filed with
the Employer, the authorization from will be honored in accordance with its terms. Dues will
be transferred to the Union within two weeks following the pay day.

Voluntary Political Action Fund Deduction:

A voluntary payroll deduction will be implemented the first payroll period following ratification
off the agreement, based upon system requirements and capability, the Employer shall deduct
the sum specified from the pay of each member of the Union who voluntarily executes a
political action contribution wage assignment authorization from. When filed with the
Employer, the authorization from will be honored in accordance with its terms. The
authorization form will remain in effect until revoked in writing by the employee. The amount
deducted and a roster for all employees using payroll deduction for voluntary political action
contributions will be promptly transmitted to the Union by a separate check payable to its
order. Upon issuance and transmission of a check to the Union, the Employer’s responsibility
shall cease with respect to such deductions. The Union and each employee authorizing the
assignment of wages for the payment of voluntary political action contributions here by
undertakes to indemnify and hold the Employer harmless from all claims, demands suits or
other forms of liability that may arise against the Employer for or on account of any deduction
made from the wages of such employee.

The parties recognize that the Union is obligated under the Federal Election Campaign Act
(FECA) to reimburse the Employer for its reasonable cost of administering the COPE
(Committee on Political Empowerment) check-off in the parties’ Collective Bargaining
Agreement to reimburse the Employer for its reasonable costs of administering the check-off.



2.4 Rosters. On a monthly basis, the Employer will provide the Union with a Bargaining Unit
Roster in Excel format which will include the following information: name, job title, date of
hire, work location, assigned FTE, rate of pay, Social Security Number (if waived by the
employee), address, date of hire, actual hours worked, amount of dues deducted and year to
date dues deducted. The monthly report will identify membership status as active (A), new (N)
or terminating (T).

2.5 Hold Harmless. The Union and each employee authorizing their assignment of wages for

the payment of dues or representation fees agree to indemnify and hold the Employer
harmless for all claims, demands, suits or other forms of liability that may arise against the
Employer for or on account of any deduction made from the wages of such employee. Upon
issuance and transmission of a check to the Union the Employer’s responsibility shall cease with
respect to such deduction.

ARTICLE 3 — APPLICATION OF AGREEMENT

3.1 If any provision of this agreement or any application of the agreement shall be found
contrary to law, then such provision or application shall not be deemed valid and subsisting,
except to the extent permitted by law, but all other provisions or applications shall continue in
full force and effect for the term of this agreement.

3.2 If any provision of this agreement is held invalid by law, the Employer and the Union shall
enter into negotiation for the purpose, and solely for the purpose, of arriving at a mutually

satisfactory replacement of such provision.

3.3 This agreement may be altered, changed, added to, deleted from , or modified only in
writing following the voluntary, mutual consent of the parties.

3.4 Neither party shall be required to negotiate or bargain any issue during the term of this
agreement, except as otherwise provided in this agreement.

ARTICLE 4 — NON DISCRIMINATION

Neither the Employer nor the Union shall discriminate against any employee because of race,
color, creed, national origin, religion, sex, age, disability or perceived disability as defined by the



Americas with Disabilities Act, marital status, veteran status, political affiliation, or sexual
orientation. Neither the Employer nor the Union shall discriminate in conformance with
applicable Federal, State and local discrimination laws.

The Employer will not discriminate against any employee covered by this agreement because of
membership in the Union or activities sanctioned by the Union.

ARTICLE 5 — MANAGEMENT RIGHTS

5.1 The Union recognizes that the Employer has the obligation of serving the public with the
highest quality of behavioral health care, efficiently and economically and/or to meet
behavioral health emergencies.

5.2 The Union further recognizes the right of the Employer to operate and manage the agency
including the right to:
(a) require standards of performance and maintain order and efficiency,
(b) direct employees and determine job assignments and working schedules,
(c) determine the materials and equipment to be used,
(d) implement improved operational methods and procedures,
(e) determine staffing requirements,
(f) determine the kind and location of facilities and services,
(g) determine whether the whole or any part of the operation will continue to operate,
(h) select and hire employees,
(i) promote and transfer employees,
(j) discipline, demote and discharge employees for just cause, provided however, the
Employer reserves the right to discharge any employee deemed to be incompetent in
the opinion of the Employer based upon objective, job-relevant criteria and exercised in
good faith,
(k) lay off employees for lack of work,
(I) recall employees,
(m) require reasonable overtime work,
(n) promulgate rules, regulations and personnel policies, provided that such rights shall
not be exercised so as to violate any of the specified provisions of this Agreements.

The parties recognize that the above statement of management responsibilities is for
illustrative purposes only and should not be construed as restrictive or interpreted so as to
exclude those prerogatives not mentioned which are inherent to the management function. All



matters not covered by the language of this agreement shall be administered by the Employer
on a unilateral basis in accordance with such policies and procedures as it from time to time
shall determine.

ARTICLE 6 — MISCELLANEOUS

6.1 The Employer will provide parking at no cost to all employees at all current and future sites.
All parking areas will be reviewed and evaluated for accessibility, safety, efficiency, convenience
and ability to accommodate multiple modes of transportation. The review of current parking
areas will be completed within the first six (6) months of the contract. After the review of site
parking is complete, the Employer will formulate a utilization plan with will provide, if possible
and if needed, the following types of parking spaces; visitor, handicapped, staff, short-term,
clinician in/out, compact vehicle, large vehicle, carpool and Para transit. The plan will be
presented to the Labor/Management Committee upon completion. The facilities director will
be considered a member of the Labor/Management Committee for this issue. The
Labor/Management Committee will approve, disapprove or amend the plan. The Employer will
initiate implementation of the plan within the second six months of the contract.

The Employer and the Union are committed to Commuter Trip Reduction and will explore the
possibilities of participating in any Federal, State, County, or City programs which are available
or may become available during the life of the contract. Bike racks will be provided at all sites
within the first six (6) months of the contract if possible and if needed.

6.2 For the purposes of fringe benefit administration, longevity is the length of continuous
employment with the Employer, regardless of classification or bargaining unit status.
Determination of length of service for calculations of accruals of fringe benefits for regular full
time and regular part time employees shall be based on all hours worked, including time paid
for holidays and paid leave.

6.3 Employees will provide a minimum of fourteen (14) days written notice of resignation. The
Employer will give consideration to situations that would make such notice by the employee
impossible.



ARTICLE 7 - COMMUNICATION RIGHTS AND PRIVILEGES

7.1 The Union shall have the right to post notices of their activities and matters of
organizational concern on a designated bulletin board in each BHR controlled work site.

7.2 The Union’s authorized staff representatives shall have reasonable access to Employer
facilities where employee’s covered by this agreement are working for the purpose of
investigating grievances and contract compliance after reasonable notification to the Employer.
Such visits shall not interfere with or disturb employees in the performance of their work during
working hours and shall not interfere with client care. Access shall not be unreasonable denied.

7.3 The Employer recognizes the right of the Union to designate up to seven percent (7%) of
the bargaining unit as Union Delegates. A list of Union Delegates from the bargaining unit shall
be provided to the Employer. The parties acknowledge the general proposition that Union
business performed by Union Delegates in conducting grievance investigation and resolution
through Step 3 of the grievance procedure will be conducted during non-working hours
(e.g....breaks, lunch periods, before and after shift) when practicable. When it is not practical or
reasonable to transact such business during non-working periods, Union Delegates will be
allowed a reasonable amount of time during working hours to perform such functions, except
that such activity shall not take precedence over the requirements of client care.

7.4 Request for leave of any Union Delegate or member to conduct Union business other than
that described in 7.3 above shall be submitted in writing to the Executive Director a minimum
of ten (10) working days before the leave is to take effect. If this process is not followed, the
leave will not be granted. In those situations where Union activity leaves are denied, the Union
may request a letter from the Employer stating the reason(s) for such denial. Compensation for
time granted to employees for leaves of absence to conduct Union business shall be the sole
responsibility of the Union, however, Union officers, delegates and contract committee
members may use one (1) day per calendar year of their education leave or accrued annual
leave time (at the employee’s discretion) to attend Union sponsored training in leadership,
representation, and dispute resolution.

7.5 The Employer shall distribute a copy of this agreement to all newly hired employees. Union
membership applications and payroll deduction cards will be distributed to each new employee
at the time of hire.

7.6 The Union shall be permitted to use designated premises of the Employer for meetings of
the local bargaining unit with or without Union Staff present. Bargaining unit meeting activities



must not conflict with the Employer’s policy regarding use of the Employer’s facilities or
jeopardize the Employer’s non-profit status.

Bargaining unit meetings may not be held on Employer paid time or interfere with Employer
business. Meetings may not be held in residential facilities or facilities providing 24/7
consumer services due to the nature of the services provided.

On days the work site is open, Union staff may arrange to meet with bargaining unit members
without prior notice to the Employer. However, meetings that require use of meeting rooms
must be arranged in advance with notice given to the location/program manager stating the
time, type and purpose of the meeting. Meeting rooms will be reserved per the room
scheduling process for the meeting location.

With 2 days advance notice to the Human Resources Director or the Executive Assistant, the
Union is permitted to use large meeting rooms located in the primary office sites for intra-
agency Union membership meetings before or after regular work hours Monday through
Friday. Primary office sites are defined as locations providing services on an out-patient basis
and /or performing administrative functions. Regular work hours are defined as 8 a.m.to 5
p.m. For security reasons, intra-agency membership meetings may not begin before 6:30 a.m.
or end later than 9 p.m.

7.7 Vacation Donation. The Employer will make a good faith effort to assist in providing unpaid
release time for Union negotiating team members participating in contract negotiations if
negotiations take place on work time. Employees participating in Union negotiations will be
eligible to receive donated annual leave from other bargaining unit members. The donor must
have at least 40 hours of annual leave left in their bank after donation. SEIU 1199NW is fully
responsible for providing both bargaining team members names and allocation amounts from
each member from the pool of donated hours. Negotiation time will not be counted negatively
against productivity goals.

ARTICLE 8 — DEFINITIONS

8.1 Probationary Period.

All newly hired employee shall serve a six (6) month probationary period. While in the
probationary period the employee may be terminated at any time without recourse to the
grievance procedure. If requested by the employee, a meeting shall take place between the
employee’s immediate supervisor a representative selected by the employee from his/her



workgroup, including the choice of a Union representative to discuss the matter and possible
alternatives.

During the probationary period the Employer will train the employee in the work to be
performed and evaluate the employee’s progress. Following approximately three (3) months of
employment the employee shall receive a performance review. If an area of performance is not
satisfactory to the Employer and the Employer believes a reasonable investment of time and
resources may improve performance to a satisfactory level, the Employer will establish a
written performance improvement plan.

If during the final two (2) months of the six (6) month probationary period a decision is made to
end employment and the Employer has not conducted a performance review to date, the
Employer will conduct the review, establish a performance improvement plan and extend the
probation period up to an additional ninety (90) days.

After completing the standard six (6) month probationary period the employee shall be
considered regular unless he/she has been advised by the Employer in writing of an extended
probationary period of up to an additional ninety (90) days. Prior to extending the
probationary period, the employee shall receive a written performance review that includes a
performance improvement plan.

8.2 Regular Full-time Employee. Any employee who is regularly scheduled and works forty (40)

hours per week.

8.3 Regular Part-time Employee. Any employee who is regularly scheduled and works less than

forty (40) hours per week. Employees who are regularly scheduled to work less than twenty
(20) hours per week shall not be entitled to fringe benefits as defined in paragraph 8.7 of this
article.

8.4 Contract Employee. The Employer will reserve the right to use contracted employees

where it allows the agency to attract and retain the highest quality staff in hard to fill or time-
limited positions. No more than 10 employees in bargaining unit classifications shall be
contract employee at any given time.

8.5 Temporary Employee. Any employee hired to work during any period when additional

work requires a temporarily augmented workforce in the event of an emergency, employee
absenteeism, special projects, or to provide coverage for an authorized leave of absence and is
so informed at the time of hire.



Temporary employees shall be paid at the appropriate wage rate set forth in Appendix A-2;
provided, however, temporary employees are not eligible for employee benefits other than
those required by law. If a temporary employee works continuously for six months or more,
then his/her seniority shall be retroactive to the date first hired. A temporary employee who
woks six months or more will at that point become a member of the bargaining unit and receive
all rights and benefits under the contract.

8.6 On-call Employees An on-call employee is one who works intermittently in a casual status

pursuant to Employer request or scheduling. In the event an an-call employee works in excess
of five hundred and forty (540) hours in a current 6 month period with in the same job grade,
shift and location with a program excluding;

1. Vacation coverage

2. Medical leave (i.e. time loss injury, maternity leave, etc.)

3. Coverage for other authorized leaves of absence.

The Union may request the Employer perform an audit to evaluate if a new FTE position should
be posted with the unit. If an on-call employee becomes a regular or part-time employee then
his/her seniority shall become retroactive to the date that this continuous work commenced.

On-call employees shall be paid in accordance with the wage rates set forth in Appendix A-2.
On-call employees shall receive longevity step increases and be eligible for stand-by and shift
differdential pay. On-call employees will not be regularly utilized in lieu of creating or filling
regular part-time or full-time positions.

8.7 Definition of Fringe Benefits. For purposes of this agreement, fringe benefits are defined as

annual leave, holidays, sick/emergency leave, insurance coverage for medical, dental long term
disability, life, and leave for educational and professional development.

ARTICLE 9 WAGES AND OTHER COMPENSATION

9.1 Wages.
a. The wage schedules set forth in Appendix A-2 and Appendix A-4 shall be effective the

first full pay period following November 1, 2017.

b. An additional 1% increase shall be effective the first full pay period following May 1,
2018.



c. An additional 1.5% increase shall be effective the first full pay period following
November 1, 2018.

d. An additional 1.5% increase effective the first full pay period following May 1, 2019.

e. If the Union desires to reopen negations related to wages effective November 24,
2019, it shall be for and limited to wages; and written notice to reopen must be sent by
certified mail to the other party between ninety (90) days and sixty (60) days prior to
November 24, 2019.

f. Effective the first full pay period following November 1, 2017, employees who reach
20 years of service with BHR will receive a 2% raise in salary step increase that year as
set forth in Appendix A-2 and A-4 in lieu of the 1% top of range longevity bonus. The
employee longevity bonus will resume the following year. Employees who have
received the longevity bonus in 2017 prior to ratification will forfeit the 2018 bonus.

h. New hires will start at the closest step above $15 per hour in their assigned pay
grade.

g. Should the legislature approve a Medicaid rate increase that enable BHR to enhance
wages for front line staff, and the Union desires to reopen negotiations, it shall be for an
limited to the subjects of wages; and written notice to reopen must be sent by certified
mail to the other party between ninety (90) and sixty (60) days prior to July 2, 2018.

Premium Pay.
a. On-call premium. Staff defined below as on-call shall receive a premium of 5%

added to base pay. On-call defined as those individuals available to work at
Tumwater Cove apartments, B&B Apartments or like residential facilities or
programs that utilize staff from the on-call pool.

b. Weekend Premium. Employees covered by this agreement shall receive a premium
of one dollar per hour ($1.00) for hours worked between 11:00 PM Friday through
6:59 AM Monday.

c. Evaluation and Treatment Center. The Employer will continue to make every effort
to achieve a complement of regular staff for all shifts. Staff will give sufficient notice
regarding vacation, sick and schedule shift changes to allow for coverage.
Management will provide a staffing matrix that includes the staffing needs and
acuity per shift, per patient, per unit (ETU and or CSTU). The Employer will make
every effort to staff as per the matrix and utilize on-call and regular staff to fill
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openings in the matrix. If this is unsuccessful a $5.00 per hour premium will be paid
to a regular staff person working less than 40 hours that week and agrees to fill the
open shift in the matrix for work hours that do not result in overtime.

Charge Nurse Premium. Nurses covered by this agreement working at the Acute
Psychiatric Services Facility shall receive a premium of one dollar per hour ($1.00)for
hours worked as a Charge Nurse.

Top of Range. Employees who have been at the top of their pay grade for a period
of at least 12 months shall receive a longevity bonus equivalent to 1% of the
employee’s annual base earnings on their next anniversary date of hire. The
longevity bonus will be payable annually in the pay period in which the employee’s
anniversary date of hire falls. The bonus will be calculated using the employee’s
base rate of pay of hire. In addition, an employee who has reached the maximum
step of a pay range shall, the following year, receive (and retain for each successive
year the employee remains at the maximum step) one additional Personal Holiday.
The Personal Holiday shall be (8) eight hours or a prorated portion thereof based on
FTE and must be used within one year of the anniversary date of hire on which it is
awarded. Employees who receive a 2% increase in salary pursuant to Article 9.1 will
not receive a longevity bonus in the 20" year. The longevity bonus will resume the
following year.

9.2 Pay Days. Employees shall be paid no less than once per month, or no later than the last
working day of the month.

9.3 Pay Slips. The Employer shall provide employees a separate and detachable earnings

statement showing their salary, overtime, premium pay, hourly pay rate, gross earnings,

deductions, net earnings and sick leave and vacation accruals.

a. Payroll Overpayment and Reimbursement.

The Employer practices regarding repayment of payroll overpayment will be in
accordance with WAC 296-126-030.

In the event of a payroll overpayment due to the wrong wage or the wrong number of

hours the Employer may recover the overpayment from the employee.

The Employer must find and correct an overpayment within 90 days of the occurrence.

Those overpayments not detected within 90 days of the occurrence may not be

adjusted from future wages.
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Before any adjustment is made on a paycheck the Employer must provide advance
written notice to the employee, documentation showing the overpayment, and the
terms of the overpayment adjustment (i.e. one adjustment, or a series of adjustments in
future pay periods). The Employer and employee will discuss a repayment schedule
prior to any adjustment being made. The goal of the discussion is to reach mutual
agreement on a repayment schedule. If no mutual agreement is reached or if the
employee fails to respond to notification, then the Employer may proceed with
recovering the overpayment without written authorization from the employee provide
the overpayment is discovered within the 90 day time period.

9.4 Working in a Higher Classification. When an employee is formally assigned to a higher

classification within the bargaining unit for a period in excess of one (1) working days, he or she
shall be paid at 90% of the higher pay rate or 100% of the higher pay rate if the employee is
able to fulfill all of the functions of the job retroactively to the first day so assigned. An
employee’s longevity increment date shall not be changed as a result of promotion.

9.5 Overtime. Hours worked in excess of forty (40) in the standard work week will be paid at
the rate of one and one-half (1 ) times the employee’s regular rate of pay. All time worked in
excess of forty (40) hours in the standard work week must have prior approval of the
immediate supervisor or program manager.

In addition, work performed on holidays observed by the Employer will be paid at a premium of
one and-half (1 %) times the employee’s regular rate of pay. For programs actively providing
services on selected holidays that occasionally fall on weekend, (Christmas and the day
following, New Year’s Day and Independence Day) premium pay will be paid on the day of the
actual holiday (for Christmas the 25" and 26" rather than the days designated by the Employer
for observance.

9.6 Compensatory Time. Employees permitted by law to receive compensatory time in lieu of

overtime may, with supervisor approval, elect to receive compensatory time at the rate of one
and one-half (1 %) hours for each hour of work in excess of forty (40) in the standard work
week. The Employer may require that compensatory time off be scheduled as soon as possible
after accrual and with due regard for the employee’s needs in so far as this can be
accomplished without detracting from sound and orderly Employer administration and client
needs.

9.7 Standby/Beeper Pay. Employees provided with a cell phone/paging device shall be paid
standby pay at the rate of $1.25 per hour for all hours assigned on standby. Employees
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required to carry a cell phone/pager shall, when called to work, be paid at the hourly rate of
pay plus applicable shift differentials and/or overtime.

9.8 Personal Vehicle Use.

a. Mileage Reimbursement. All employees will be expected to use their own vehicle on
official agency business when the agency vehicle(s) are not available. Employees
traveling for BHR on BHR business will be reimbursed at the allowable IRS rate plus toll
and parking fees on such travel. If the IRS rate increases during the life of the contract
then the reimbursement rate shall automatically increase. Expenses for out of area
travel submitted by the employee will be reimbursed pursuant to BHR personnel policy.
Requests for reimbursement must be submitted within thirty (30) days from the end of
the month in which the expense was incurred.

b. Automobile Insurance. The Employer will reimburse employees for the added
premium expense associated with use of their personal vehicles on Employer business,
up to a maximum of three hundred dollars ($300). The employee must show evidence
of primary coverage and proof of premium payment for business use of car. At such
time the Employer adds an automobile insurance rider to its general liability policy that
covers bargaining unit member when traveling on Employer business, the
reimbursement for added premium expense described above will end.

9.9 Lead Differential. Employees designated as lead employees shall receive a five percent

(5%) pay differential based on their existing hourly rate.

9.10 Regular Rate of Pay. The regular rate of pay shall be defined to include the employee’s

hourly wage rate, lead pay and shift differential.

9.11 Shift differential. Effective the date of ratification of this agreement, employees in

scheduled 24 hour programs including impatient and residential facilities, will be paid a shift
differential. The shift differential for the second (Z”d) shift shall be one dollar (51.00) per hour
for all hours worked which fall between 3:00 PM and 11:30 PM. The third (3rd) shift shall be
one dollar and fifty (51.50) for all hours worked that fall between 11:30 PM and 8:00 AM.
Employees working cross-shifts will receive the shift differential of the shift that the majority of
hours worked fall into for all hours worked. Employees must have a majority of their scheduled
work hours within the shift to qualify for shift differential.

9.12 Damage to Automobile. If an employee receives damage to the employee’s personally-

owned automobile by the client while using the automobile on authorized Employer business,
the Employer will:
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1) Pay 100 Percent (100%) of the cost of any damage caused by the client.

2) Pay 100 Percent (100%) of the cost of the employee’s automobile insurance
deductible whichever is less. The employee agrees to certify in writing that the damage
was done by the client during business-related travel.

9.13 Mental Health Advocacy Days. The parties agree the BHR shall allow regular employees to

utilize up to a maximum of three (3) of their paid education leave days for Mental Health
Advocacy (MHA leave days) days up to a grand total of sixty-six (66) days during the term of this
agreement. The purpose and nature of Mental Health Advocacy leave days shall be to advocate
for improvements to the mental health care system generally; for instance increased public
resources and improved services and consumer access. Individual employees shall request
MHA days in writing at least 15 days in advance. MHA leave days must be taken in full day
increments. During that 15 day period the employees and BHR management shall meet and
confer in a collaborative way about the nature of the MHA day activities. Utilization of MHA
day leave shall be subject to approval based on scheduling, staffing and client needs. Programs
funded on a basis other than direct cost reimbursement may not be unduly affected by
utilization of MHA days. BHR management and the employees shall use good faith in
collaboration concerning MHA days. MHA leave days must be taken in full or half day
increments.

MHA days shall not be used for participating in or supporting any labor dispute or economic
action against BHR or any Employer or Employers. Employees released to MHA days shall not
publicly criticize BHR management or services or diminish BHR’s standing in the communities it
serves.

The total number of paid education leave days that can be used for Mental Health Advocacy
leave shall not exceed 66 days during the term of this agreement.

For purposes of determining the pay an employee shall receive for a MHA leave day, pay shall
be in the amount the employee would have received had he/she worked their regularly
scheduled shift on the MHA leave day. Time spent on MHA leave day activities shall not be
construed as “time worked” for purposes of determining BHR responsibility to pay employees
1.5 their regular rate of pay for time that is in excess of forty (40) hours in an individual
standard work week.

The parties agree that the provision of this MHA leave day agreement shall cease and expire
upon the expiration date of this contract and shall not continue or be represented as part of the
“status quo” applicable to collective bargaining agreements under labor law.
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9.14 Every other Weekend Off. The Employer shall endeavor to schedule employees working

in 12 hour programs to have every other weekend off. Employees shall not be assigned to work
more than two consecutive weekends except in the event of emergencies that result in the
displacement of other staff (e.g. illness, FMLA, difficult to fill vacancies, no show). This section
shall not apply to employees who are hired to work a schedule that includes the working of
weekend, employees who trade weekends or employees who volunteer for additional weekend
work.

9.15 New Employee Referral Bonus

The employee referral bonus is intended to help recruit and retain staff. When all of the
conditions below are satisfied, the referring employee will receive a $250 bonus, subject to
regular tax withholdings.

1. The applicant must identify the referral source on the application or cover letter; and

2. The applicant must be hired; and

3. The applicant and the referral source must both remain employed by BHR for six months
after the new staff joins BHR; and

4. The employee hired and the employee making the referral may not be related; and

5. Neither employee may have resignations pending; and

6. The new employee must pass the probationary period.

ARTICLE 10 — HOLIDAYS

10.1 The following holidays are observed by the agency and regular full-time employees shall
receive their regular rate of pay:

New Year’s Day January 1

Martin Luther King Day Third Monday in January
President’s Day Third Monday in February
Memorial Day Last Monday in May
Independence Day July 4

Labor Day Fourth Thursday in November
Thanksgiving Day Fourth Thursday in November
Day after Thanksgiving Fourth Friday in November
Christmas Day December 25

Day after Christmas December 26

10.2 Regular part-time employees shall be eligible for holidays on a pro-rata basis.
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10.3 When a designated holiday falls on Sunday, the holiday shall be observed on Monday.
When a designated holiday falls on Saturday, the holiday shall be observed on Friday. When
Christmas is on Friday, Thursday and Friday will be observed as holiday. When Christmas is on
Saturday, Friday and Monday will be off. When Christmas is on Sunday, Monday and Tuesday
will be off. If any of the above holidays falls within a regularly scheduled vacation period, that
day will not be deducted from annual leave. If any of the above holidays fall on an employee’s
day off, that employee will receive another day off with pay in the same pay period.

10.4 Eligible employees must work on or be on paid status the day before or the day after a
holiday in order to be paid for that holiday.

10.5 Two personal holidays per year may be taken when mutually agreeable to both employee
and supervisor. Failure to request a personal holiday will result in loss of the holiday. A
personal holiday may not be carried forward to the next year. A personal holiday may not be
carried forward to the next year, unless a supervisor denies the employee a proposed personal
holiday that has been timely requested.

10.6 Upon approval, employees may also take religious holidays off by making alternate work
schedule arrangements, using accrued compensatory time, using annual leave, using a personal
holiday or by taking the day off without pay.

10.7 When an employee is required to work on of the ten (10) designated holidays, the
employee shall be compensated at the rate of one and one-half (1 %) times the employees’
regular rate of pay plus an additional day of pay if unable to take another day off in lieu of the
holiday worked.

10.8 Regular full-time employees assigned to a 4/10 work week or regular part-time
employees normally scheduled to work a greater number of hours than the prorated holiday
benefit hours he/she receives for the observed holiday, may utilize vacation hours to bring total
paid hours up to the regular number of paid hours for the day; or, with the supervisor’s
approval, have the option of working a regular eight (8) hour work schedule the week of the
holiday or work extra hours in the same pay period to bring the number of paid hours up to
that normally received. The Employer will not approve a modified work schedule that will
result in overtime pay or a decrease in the quality of consumer care.

10.9 In those programs that continue operating on holidays that the Employer closes offices or

programs, employees may substitute religious or other holidays when adequate staffing for
services can be maintained and the substitution is approved by the Employer.
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ARTICLE 11 — ANNUAL LEAVE

11.1 Annual Leave. Regular full and part-time employees shall be entitled to annual leave with
pay. No annual leave can be taken until completion of six (6) months continuous services. All
annual leave shall be subject to advance written approval by the employee’s immediate
supervisor and/or manager. Employees may accrue annual leave only while on paid status.
Regular part-time employees shall accrue and take annual leave on a pro-rata basis.

A minimum of two (2) weeks annual leave must be taken each year following the first full year
of employment. The Employer shall assist in the coverage of their responsibilities to facilitate
employee’s use of vacation time.

Annual leave may be accumulated to a maximum of one hundred ninety (190) hours as of the
first day of the month of anniversary date of hire or, where different, the first day of the month
of the anniversary dates of benefit eligibility. It is the employee’s responsibility to utilize annual
leave hours in a manner that will not result in the forfeiture of hours. The Employer, however,
will endeavor to provide a written 3-month advance notice to employees who are in danger of
forfeiting annual leave hours. The employee and his/her supervisor will develop a mutually
acceptable plan for utilization of these hours and submit the plan to the program manager or
director for approval. Approval of the plan does not protect annual leave hours from forfeiture.

The vacation year shall be based upon an employee’s anniversary date. After completion of the
probationary period, employees may schedule vacation to the extent it has been earned.

If a medically documented illness occurs during a vacation period, sick leave may be substituted
for those days during vacation leave when the employee was ill.

Upon termination, separation, resignation or retirement, regular employees will be paid all
accrued vacation hours.

11.2 Annual Leave Schedule. During the first year of employment, regular employees eligible

for benefits shall accrue a maximum of ten (10) hours per month or a prorated amount thereof
based on hours paid. Maximum accrual is based on 173.34 paid hours for the month.
Thereafter, regular employees eligible for benefits shall accrue annual leave in the same
manner based on the following schedule of continuous years of services:
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Years of Continuous Service Monthly Accrual (Hours) Maximum Annual Accrual

| year or less 10.00 15 Days
2 10.66 16 Days
3 11.33 17 Days
4 12.00 18 Days
5 12.66 19 Days
6 + years 13.33 20 Days

ARTICLE 12 — SICK/EMERGENCY LEAVE

The Employer and the Union agree that the Employer provides an essential public service and
that employees have the responsibility and obligation to report for all assignments unless
previously excused or for the legitimate use of sick/emergency leave.

12.1 Each regular employee shall earn Sick/Emergency leave equivalent to eight (8) hours per
month worked on a full-time basis or prorated to the total time per month of actual time
worked provided that the employees is on paid status at least fifty percent (50%) of the work
month.

12.2 Each employee’s portion of accumulated sick/emergency leave allowance shall
accumulate from year to year to a maximum of five hundred twenty (520) hours.

12.3 Sick/emergency leave may only be used for absence caused by personal illness, injury,
medical disability (including childbearing), nervous/mental health, or poor health, scheduled
health care appointments, child care to the extent of the law, or an emergency caused by family
iliness, where no reasonable alternative is available to the employee, and subject to all other
conditions of this Article that may apply.

12.4 After the third (3rd) consecutive day of absence on sick/emergency leave or any abnormal
usage of sick/emergency leave, certification of illness from a licensed medical practitioner may
be required or other proof of illness or injury acceptable to the Employer may be required.

12.5 Employees who have been absent for a period of five (5) consecutive days or longer may
be required to receive clearance from a licensed medical practitioner before returning to their
assighment.

12.6 Employees who are on sick/emergency leave must submit a physician’s certification for
each thirty (30) consecutive days, verifying their status.*
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12.7 If employees become ill or are injured while on Annual Leave, they may, upon
presentation of certification from a licensed medical practitioner verifying such ill ness or injury,
draw upon accumulated sick/emergency leave to cover the period and have their annual leave
extended to an equal amount of time.

12.8 When an employee is eligible to receive payment under the Worker’s Compensation Act,
accrued sick leave may be used upon request of the employee to supplement such payments to
make up the difference between the compensation received under the Worker’s Compensation
Act and the employee’s regular rate of pay, not to exceed the net earnings the employee would
have normally received during a normal work week.

12.9 At the time of separation or retirement after seven (7) consecutive years of employment,
employees in good standing shall be compensated for fifty percent (50%) of accrued sick leave.
The maximum compensation would be fifty percent (50%) of up to 520 hours. (Note: Good
standing to be defined in Appendix D).

Effective May 1, 2014, Article 12.9 shall not apply to employees newly hired into the
bargaining unit or rehired into the bargaining unit after a break in service.

* Exception to the requirement to obtain a physician’s certificate under paragraph 12.6 of this Article may be
granted by the Executive Director/designee where circumstances warrant.

12.10 In the event of an employee’s extended illness or incapacity because of accident,
accrued sick leave will be used after which time long term disability per terms of benefit
program, accrued vacation leave and leave of absence shall automatically be used until they
have been exhausted. After the sick leave has been exhausted, the order in which the other
types of leave are used will be at the option of the employee. Medical leave of absence may be
granted for a period of up to one year with no loss of seniority.

ARTICLE 13 — EMPLOYEE GROUP BENEFITS

Regular employees shall be eligible for the following:

13.1 Medical/Dental Insurance. Bargaining unit employees working thirty (30) hours a week

will be eligible to receive medical and dental insurance coverage through SEIU Healthcare Trust
Plan C and a dental plan selected by the Employer. The Employer will pay the full dollar amount
of premiums for employee only coverage for the medical plan that is in effect on August 1,

19



2017. Any future change in Employer contribution will be negotiated by the parties. Full
premiums will be paid by BHR for employee only dental coverage.

Regular part-time employees working twenty (20) hours or more but less than thirty (30) hours
a week are eligible for medical and dental coverage at their option. The Employer contribution
toward medical and dental insurance premiums will be calculated on the basis of the
employee’s assigned FTE. Out of pocket premiums may be paid on a pre-tax basis through the
Employer Section 125 Plan.

Employee’s participating in these plans may elect to purchase medical and dental coverage for
their eligible dependents on a pre-tax basis through the Employer’s Section 125 Plan.

Employee participation in the medical and dental plans is not linked and employees may waive
participation in a plan with proof of coverage in another plan. Coverage for dependents,
however, is linked to participation of the employee in the plan.

13.1.1 Healthcare Workgroup. The Union and the Employer will meet in February of 2018 to

review healthcare options with the intention of seeking a path to dependent coverage. If there
are plans that are cheaper and offer the same benefits as the SEIU trust and the cost saving
could subsidize dependent coverage the Union will be flexible to seek these improvements to
care. Two BHR staff and a Union rep will meet with three management representatives to
determine the viability of any plan. Any changes would need to be negotiated and approved by
the membership.

13.1.2 Health Insurance Opt-Out. Employees who opt out of BHR’s medical insurance by

submitting the required certification of other coverage shall receive $250 per month in lieu of
any Employer provided medical insurance benefits, provide Federal or State law allows.
Employees may opt back in to coverage during open enroliment periods or in cases of qualifying
events.

13.2 Life and Long Term Disability Insurance. Regular full and part-time employees shall be

provided basic life insurance. Employees will have the option of purchasing supplemental
coverage as may be available under the life insurance plan. Regular full and part-time
employee are also eligible for long term disability insurance after six (6) months of
employment.

13.3 Retirement Benefits. Immediately upon hire, employees may contribute personal funds

into a tax sheltered retirement account.
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Following one (1) year of regular continuous employment, eligible employees may, upon
enrollment, participate in the Employer’s 403b retirement plan. The Employer will request that
consistent with IRS rules the plan shall provide a process by which an employee may borrow
from his/her 403b account.

Upon enrollment eligible employees will receive an Employer contribution of five percent (5%)
of gross wages to the employee’s 403b retirement account for the term of this agreement.

Employer contribution to the SEP-IRA retirement plan shall cease on the December 31, 2016
and Employer contributions shall remain 100% vested to the employee. Employer
contributions to the 403b retirement plan shall commence on January 1, 2017.

13.4 Professional Liability. The Employer will continue to provide professional liability

insurance for employees within the bargaining unit. Coverage will be limited to approved
duties performed for and on behalf of BHR. The Employer shall make available to the Union
evidence of such coverage upon request.

13.5 Workers Compensation. All eligible employees are insured by law under Washington

State’s Worker Compensation Act. Both the Employer and employee shall contribute on an
equal basis at the rate established by the Department of Labor and Industries. Absence due to
an on the job injury or illness in the course of the employee’s employment, or as a direct result
of the employee performing his/her duty, shall be compensated as follows.

State Medical Aid compensation shall be paid upon validation of a claim by the Washington
State Department of Labor and Industries and the Employer in accordance with the Industrial
Insurance Laws of the State of Washington provided:

The employee shall promptly submit a workers compensation claim.

The employee provides to the Washington State Department of Labor and Industries and to the
Employer monthly reports verifying continuation of disability which prevents the employee
from performing his/her duties.

In the instance of an injury or illness described above, an employee shall be entitled to such
benefits in accordance with the Industrial Insurance Law of the State of Washington.

When an employee is eligible to receive payments under the Workers Compensation Act,
accrued sick leave and/or vacation leave may be sued to supplement such payments to make
up the difference between compensation received under the Workers Compensation Act and
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the employee’s regular rate of pay, not to exceed the net earnings the employee would have
normally received during a normal work week.

13.6 Maintenance of Seniority. Leave with pay, leave for industrial injury or illness, or leave

associated with FMLA (or other federal or state mandated leave) shall not alter the employee’s
anniversary date of employment of otherwise affect his/her seniority status within the
bargaining unit.

Employer approved leave without pay for period of less than thirty (30) consecutive calendar
days shall not alter a regular employee’s anniversary date of employment or otherwise affect
his/her seniority within the bargaining unit.

Employer approved leave without pay for a period of thirty (30) consecutive calendar days or
more, (excluding leave identified in paragraph one of this section) will stop accumulation of
seniority at the beginning of the 30 day period of absence from work. Upon the employee’s
return to regular status, accumulation of seniority will resume without forfeiture of seniority
previously held.

13.7 Maintenance of Benefits. The Employer will continue in full force and effect all its current

benefits including medical, dental, vision, long term disability, and life and pension benefits
currently in effect for the term of this agreement. As a result of any plan changes which would
reduce the level of benefits or increase the employee’s out-of-pocket costs the Employer will
negotiate with the Union prior to implementation of the change.

13.8 Student Loan Support and “Pay Down”. The Employer and the Union recognize that

student loan debt is a significant burden to staff as student loans have been becoming
increasingly complex, and options for repayment are confusing to many. The joint goal of BHR
and the Union is enable staff to participate in the Public Service Loan Forgiveness (PSLF)
program that allows for all direct federal student loans to be forgiven, tax-free after 10 years
and 120 payments. It’s also understood that many BHR staff members are seeking to be
enrolled in an income-driven repayment plan to reduce their monthly payments until their debt
is forgiven. BHR will support staff in management of their student debt by making sure they
have support, documentation and expert counseling. BHR will also provide support if the PSLF
changes, is augmented or replaced by another succeeding or similar loan forgiveness program.

BHR will assist staff in the following steps:
1. Members have been and will continue to be assisted by the BHR Human Resources
to fill out the Public Service Loan Forgiveness (PSLF) Employment Certification Form
as well as other documents that may be required for loan forgiveness.
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2. BHR will assist in recertifying employment annually.

3. BHR may, at its discretion, utilize an administrative service such as Gradifi to assist in
administering loan payments and to provide loan education and other assisted
student loan service.

4. BHR will make loan counseling available by trained HR staff or by a professional
agreed upon by both parties once every 6 months which includes information on
getting out of “loan default” through consolidation or rehabilitation.

5. Loan counseling will be planned and begun upon ratification.

Student Loan Repayment: This loan repayment program is intended for employees who are not
enrolled in or receiving other student loan assistance.

The program is limited to 60 total employees at any given time. At that point, no additional
employees may be enrolled. The enrollment will be granted by seniority with the most senior
employees to submit application by the published deadline given priority for enrollment. To
qualify, employees must provide the information/records specified by human resources and
certify that they are not the recipient of any other loan repayment or tuition reimbursement
program.

This “pay down” program will begin in July 2018.

1. After successful completion of probation and all benefit requirements are satisfied, BHR
will provide $50 (fifty) dollars per month in the first six months of employment and
enrollment in the program.

2. After six consecutive months of enrollment, should the employee continue to satisfy
enrollment requirements, BHR will provide $100 (one hundred) dollars per month.

3. After thirty-six consecutive months of enrollment, should the employee continue to
qualify for student loan repayment, BHR will provide $125 per month.

4. No employee may receive student loan repayment for more than 7 years.

5. Employees may receive student loan repayment only while eligible.

6. If, at any time, the employee becomes ineligible, the employee must notify human
resources immediately and the benefit will stop.

7. If, at any time, the employee is found to have falsified enrollment documentation, the
employee will repay the full amount received while ineligible.

8. This program only pays for the degree required for the position that the employee is
currently working in, and the employee must certify that the loan(s) meets this criteria.
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ARTICLE 14 — VACANCIES

14.1 Distribution of Hours When regular work hours become available within a program

schedule, the Employer, consistent with program needs, shall prior to posting a vacancy make a
good faith effort to assign those hours to regular part-time employees currently working in the
program.

14.2 Posting of Vacancies The Employer agrees to give first consideration for filling vacancies to

current qualified members of the bargaining unit. Employment opportunities are posted on the
website at bhr.org under the “careers” tab. Employees may access the list of vacancies at any
time. A global email will be distributed weekly with a link to job postings. Positions will be
posted for a period of no less than five (5) working days before the position is filled. The first
three (3) days of the five (5) day posting period shall be open to qualified employees currently
within the posted job classification who are interested in a transfer.

14.3 Selection It is the responsibility of the Employer to determine the necessary abilities and
qualifications of candidates for selection to positions that become available. In the event two or
more employees apply for a vacancy and have the same relative qualifications, the employee
with the greatest seniority shall be selected.

14.4 Wage Assignment Employees will be assigned a rate of within the pay grade assigned to

each job classification.

14.4.1 New Employee Newly hired employees will be assigned a step at a minimum hire-in rate

as follows (Inpatient Psychiatric Registered Nurses will be assigned steps based on criteria listed
on Appendix A-4):

Step 1- Less than 1 year of experience.

Step 2- More than 1 year of experience but less than 2 years of experience.
Step 3- More than 2 years of experience but less than 5 years of experience.
Step 4- More than 5 years of experience.

For purposes of this section, experience shall be defined as continuous recent experience in
field or comparable employment.

14.4.2 Current Employee When a current employee is selected to fill a vacancy, the employee

will move at a minimum to the lowest step in the pay grade which provides a minimum increase
over the employee’s current regular rate of pay. In the event the current rate of pay is greater
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than the maximum rate of pay on the pay grade, the individual will be assigned the maximum
rate of pay. The employee will retain his/her anniversary date.

When a current employee is selected to fill a vacancy in the same pay grade, the employee will
retain his/her current regular rate of pay and anniversary date.

14.5 Trial Service Period A current employee who is hired into a new job classification will

complete a three-month on-site trial service period. Where the Employer believes additional
time is needed to evaluate the individual’s work performance, the Employer may extend the
trial service period to a total of 6 months by providing written notice to the employee before or
upon completion of the initial 3-month period.

Prior to the expiration of the trial service period, the Employer or the employee may declare
the trial period unsatisfactory, and, the employee shall be returned to his/her former or
comparable classification at his/her former rate of pay, seniority and level of benefits provided
that the former position still exists and is vacant. If the former position has been eliminated, or
the position has been filled, the employee shall be eligible for other vacant positions for which
the Employer determines the employee is qualified or the employee shall be released from
duty and will be placed on a recall roster. Reversion by the Employer during a trial service
period is not subject to the provisions of the Grievance process. Employees shall be counseled
during their trial service period. Where time remaining in the trial service period permits, the
employee shall, prior to reversion, receive a written evaluation which includes a work plan
outlining areas that need improvement.

14.6 Transfer A transfer shall be defined as either a temporary required or voluntary movement
between two specific job locations, shifts, or programs dictated by program requirements or
emergencies; or, permanent voluntary movement between job locations, shifts, or programs.
This does not preclude the Employer’s right to relocate programs or services.

All vacancies in job classifications within the bargaining unit will be posted per paragraph 14.2
Posting of Vacancies. During the first 3 days of the posting period a qualified employee within
the same job classification who has indicated an interest in a transfer will be given the transfer.
In the event of two or more volunteers for transfer, the final determination shall be based on
procedures set forth above in paragraph 14.3, Selection.

Employees who transfer within the same job classification are not subject to a trial service
period.
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If no individual within the posted job classification requests a transfer, other qualified
individuals performing the same or similar duties within another job classification may request
consideration for transfer following the initial three (3) day posting period. If selected for
transfer by the Employer, the individual will be subject to a trial service period.

If there are no volunteers for the job the least senior employee with applicable abilities and
qualifications within the job classification shall be selected.

In cases of temporary transfers, the employee transferred shall be reinstated to their former
position at the end of the transfer period.

All transferred employees shall be notified of the estimated duration of time the transfer will be
in effect.

All transferred employees shall receive a minimum of two (2) weeks’ notice prior to transfer
except in emergency situations.

No involuntary transfer shall result in a loss of pay.

If the transfer is to last longer than twelve (12) weeks and the transfer is involuntary, the
position shall be posted and advertised. The involuntary transfer may remain in effect through
the conclusion of the recruitment process and any necessary orientation period for the new
employee. If the position cannot be filled within twelve (12) additional weeks of recruitment,
the involuntary transfer will become the individual’s regular assignment and work location.
Should an opening occur in the same job classification held by the transferred individual at the
location he/she transferred from, the individual may elect to revert to the previous location and
job classification.

ARTICLE 15 - EDUCATION AND PROFESSIONAL DEVELOPMENT

15.1 Education Leave. Regular full time employees will be allowed up to fifty-six (56) hours of

paid education leave per calendar year for Employer approved educational or professional
purposes. Regular part-time employees working twenty (20) hours or more each week will be
allowed an equivalent amount prorated on the basis of FTE. When an employee is required by
the Employer to attend an education or professional function, the employee’s wages and all
expenses shall be paid by the Employer. If an employee attends an approved education
offering, on a day the employee is not scheduled to work, the employee shall be entitled to
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take another scheduled day off with pay as education leave. The scheduled time off must be
taken within the same pay period that the education offering was attended. Educational leaves
will not be unreasonable denied by the Employer.

15.2 Education Funds. Regular full time employees will be allowed up to two hundred fifty

dollars (5250) per calendar year (pro-rated for regular part-time employees) to cover the cost
of educational offerings. Employees may carry over unused funds for one (1) calendar year.
These moneys may also be used to purchase books or videos for educational purposes.

15.3 Professional Licensing. The Employer will contribute up to one hundred and sixty-five

(5165) each year toward the cost of professional licensing, certification and testing fees
required by the job description for all regular full time employees. Regular part-time
employees working twenty (20) or more hours each week will be allowed an equivalent amount
pro-rated on the basis of FTE. In addition, the employee may utilize education funds for the
cost of similarly required licenses, certifications and testing fees that exceed the Employer
contribution.

ARTICLE 16 — SHIFTS AND HOURS

16.1 Work Shift/Week. A normal workweek for full time employees shall consist of up to forty

(40) hours with a seven (7) day period. A regular workday may consist of eight (8), ten (10) or
twelve (12) hours of actual time worked per a twenty four (24) hour period exclusive of unpaid
meal breaks. Overtime will only be granted for work in excess of forty (40) hours in a seven (7)
day period.

Workday/week schedules shall be determined by the Employer. New employees will be
assigned the FTE and work schedule listed on the job posting associated with the position for
which they were hired. Thereafter, the Employer and employee shall endeavor to set individual
work schedules by mutual agreement. In the event an employee and the Employer cannot
establish a mutually acceptable work schedule, the Employer shall set the workday/week
schedule after giving consideration to the employee’s request, consumer needs and needs of
the Employer. The Employer shall give the employee ten (10) calendar days’ notice before
changing the employee’s work schedule, except in cases of emergency. Changes to set
schedules in (24) twenty four hour programs will be made applying the principle of seniority to
members working Sunday through Saturday within the affected shift (Day, Eve or Night).

Monthly schedules for employees who work in (24) hour programs shall be posted 10 days
before the schedule is to take effect and shall not be changed except by mutual agreement.
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Monthly work schedules for employees who work in 24 hour programs shall be posted 10 days
before the schedule is to take effect.

Each program will post a procedure describing its practices for utilizing on-call staff. Based on
program needs, programs may differ in the practices used; however, each program statement
will include a description of processes used for scheduling shifts and contacting on-call staff.

16.1.1 Innovative Work schedules in 24/7 Programs. Innovative schedules are defined as
schedules that require some change, modification or waiver of the provisions of this

employment agreement. Prior to the implementation of a new innovative work schedule, the
Employer and the Union will promptly meet for the purpose of negotiating the terms and
conditions of employment relating to that work schedule. Innovative work schedules shall be in
writing and are subject to mutual agreement between the Employer and the employee involved
unless implemented pursuant to a unit restructure or merger in accordance with this
agreement. Where innovative schedules are utilized by the Employer, the Employer retains the
right to revert back to the eight (8) hour day schedule or work schedule which was in effect
immediately prior to the innovative work schedule, after at least fourteen (14) days’ notice.

16.2 Relief Periods/Meal Breaks. Employees shall receive an unpaid meal period of one-half

(1/2) hour when scheduled to work five (5) hours per day or more. Employees shall receive a
paid relief period of fifteen (15) minutes for each four (4) hours of working time.

ARTICLE 17 — SENIORITY/LAYOFF/RE-CALL

17.1 Seniority. Seniority shall be defined as the length of time an employee has been employed
by the Employer in the bargaining unit. Seniority shall be accrued based on the most recent
date of hire into the bargaining unit as a regular employee.

Seniority shall apply to the computation and determination of eligibility for benefits where,
pursuant to this agreement, length of service is a factor to be considered. Where skill,
competence, ability and experience are substantially equal in the opinion of the Employer,
seniority shall be the determining factor in reassignment, transfer, restructure resulting in
bidding for jobs/work, layoff or recall of individuals within the bargaining unit. The opinion of
the Employer concerning skill, competence, ability and experience may not be applied in an
arbitrary and capricious manner.
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17.2 Probationary Period. Seniority benefits shall not apply to an employee until completion of

the required probationary period. Upon satisfactory completion of this probationary period,
the employee shall be credited with seniority from the most recent date of regular hire.

17.3 Layoff. A layoff is defined as a reduction in the number of individuals employed by the
Employer within a job classification. Layoffs within job classifications may occur as the result of
lack of funds, a curtailment of work (lack of need for work), or reorganization for the purposes
of increased efficiency.

17.4 Notice. The Employer will give the Union and individuals within the affected job
classification(s) at least thirty (30) working days advance written notice of a layoff identifying
the reasons for the action and the anticipated number of employees affected. Within five (5)
business days following notification, the Employer will provide the Union with a roster listing
the names, dates of hire, FTEs, rate of pay, job titles(s), and work location of all bargaining unit
employees. In addition, the Employer will provide the Union with its most recent posting of
vacant positions.

Upon request the parties will meet concerning the reason for the action and explore
possible alternatives to layoff, as well as review the procedure, order of layoff and
severance options. If the cause of the layoff is lack of funds or revenue the Employer
will provide the current fiscal year budget and monthly financial statements for that
purpose. The parties’ shall make a good faith effort to meet within ten (10) calendar
days to schedule and conduct such a meeting.

All full time and part-time employees affected by the layoff action will be given advance written
notice of layoff or pay in lieu thereof, based on scheduled hours missed, at least fourteen (14)
calendar days prior to the layoff or staffing adjustment.

17.5 Order of Layoff.

a. In the event of layoff, the Employer shall first determine the job title(s) to be affected
by the layoff. The Employer will then determine the least senior employee within the
job title. The employee holding that position is the affected employee. A less senior
employee may be given preference over a more senior employee if there is written
substantial documentation of a skill set or credential that the Employer needs to deliver
required program services. The more senior affected employee and the Union will be
given a written statement of the decision to give preference to a less senior employee
within fire (5) business days of the layoff notification.
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b. Prior to implementing the provisions of the layoff procedure, the Employer will seek

volunteers for layoff, voluntary early retirement or, where offered by the Employer,

voluntary leaves of absence from among those employees who work within the affected

job title(s). If there are no volunteers within that job title, then employees who work in

another job title may be allowed to volunteer for layoff if the affected employee is

willing to assume the vacated position and, in the opinion of the Employer, is equally

gualified to perform the job. Employees who volunteer for layoff may opt for recall
rights as described under paragraph 17.8 of this Article at the time of layoff.

c. The following order of layoff or reduction in force shall apply:

1. Volunteers for layoff.
2. Employees who have not yet completed their probationary period.
3. The least senior member of an affected job title.

17.6 The employee whose positions have been eliminated will be considered “displaced”

employees and will have the following options available to them:

a.

Assume a Vacant Position. On the basis of seniority, the employee shall be offered

available job openings within the bargaining unit provide he/she is qualified to
perform the duties of the job.

Exercise Bumping Rights. If no comparable job exists among the list of vacant

positions, the displaced employee shall have bumping rights over the least senior
employees) in other job titles within the bargaining unit provided he; she is qualified
to perform the duties of the job and the employee exercising this option has more
seniority than the person he/she would displace. Each affected employee shall be
provided a roster of less senior bargaining unit members grouped by job
classification and order of seniority. Bumping rights will be exercised in descending
order of seniority and each employee will have no more than three (3) business days
in which to exercise bumping rights, except for circumstances where the employee is
unable to make an informed choice due to circumstances beyond the employee’s
control, (e.g. supervisor unavailable, more senior employees have not exercised
their bumping rights). In the event that an eligible employee does not exercise
bumping rights within that period his/her employment will end on the date stated in
the 14 day notice letter and the employee will be place on the recall roster.
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c. Ifthe displaced employee elects to not take a vacant position or displace a less
senior person in another job title, then that employee will be eligible for recall rights
as described under Article 17.8 of this agreement.

17.7 Reduction in Hours. The Employer and an employee may mutually agree to a reduction in

hours. The Union shall be notified of any discussion regarding reduction of hours in lieu of
layoff. Any employee subject to an agreed upon reduction in hours will be eligible for recall
rights as described under 17.8 of this Article.

17.8 Recall. Employees who have lost employment due to layoff will be placed on a
reinstatement roster for a period of twelve (12) months from the date of the action. There will
be no loss of benefits or previously accrued seniority if the individual is recalled within twelve
(12) months.

Individuals on the recall roster who are qualified to assume a vacant or open position within the
bargaining unit shall be given opportunity to do so prior to newly hiring an individual into the
unit. As vacancies occur, employees will be recalled in order of seniority providing that an
individual’s skill, competence, ability and experience are considered substantially equal in the
opinion of the Employer. When a vacancy occurs, the Employer reserves the right to determine
whether to recall an individual or to redistribute hours among existing staff within the job
classification that have voluntarily reduced their hours under paragraph 17.7 of this Article.

17.9 Notification of Recall. Employees shall be notified by certified mail at the employee’s

address on file in the Human Resources Department. When an offer of reinstatement has been
made, the individual shall indicate his/her acceptance and report for work no later than
fourteen (14) calendar days following the offer of recall unless mutually agreed to otherwise. If
an individual on the reinstatement list does not provide the Employer with a current address
and phone number, does not respond within a seven (7) day time period to a notification by the
Employer, or fails to report for work, he/she will be removed from the list.

17.10 Termination of Seniority/Recall Rights. Seniority and recall rights will terminate upon

cessation of the employment relationship; for example, discharge, resignation, retirement,
refusal to accept a comparable job (same job classification, FTE and level of pay) offered by the
Employer, after twelve (12) consecutive months on the reinstatement list or failure to comply
with recall procedures.

If an employee is re-employed following the loss of hi/her seniority/recall rights, he/she shall be
deemed a newly-hired employee for all purposes of this Agreement.
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17.11 Sick Leave and Vacation Cash Out. All employees laid off from the Employer shall have
the option of cashing out 100% of any accrued vacation and if employed seven (7) years of
more, fifty percent (50%) of accrued sick leave. The maximum compensation for sick leave shall
be fifty percent (50%) of up to 520 hours.

17.12 Letter of Reference. If requested, the Employer agrees to write a letter of reference for

any employee who is laid off.

17.13 Unemployment Claims. The Employer agrees not to dispute any unemployment claim

filed by any employee who volunteers for layoff.

17.4 Health Care Continuation. Upon layoff, full time and part-time employees and their
dependents participating in Employer provided medical and dental plan benefits may elect

continuation of medical and dental coverage (or medical coverage only) in accordance with
COBRA guidelines. The Employer will provide affected employees with two (2) months of
employee premiums for medical and dental coverage in association with continuation of
coverage under COBRA due to layoff.

ARTICLE 18 — LEAVES

It shall be the exclusive right of the Employer to approve or deny a leave of absence, except as
limited by this agreement. Leaves of absence shall not be unreasonable denied. Request must
be submitted in writing to an employee’s immediate supervisor and be approved before any
leave of absence begins. No unpaid leave of absence will be granted to an employee to accept
employment with another Employer except leaves for Union business.

18.1 Eligibility for Leaves.
a. Leave days earned/granted shall be in proportion to the employee’s assigned work

hours.

b. Employees whose performance has been evaluated unsatisfactory and/or placed on
probation prior to leave will be returned with the same status upon completion of such
leave.

18.2 Health & Family Leave.
a. After one (1) year of continuous employment, to include at least 1,250 hours worked,
permission shall be granted for a leave of absence for the birth or adoption of a child, or
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for a serious health condition, or to care for a family member, (spouse, child, parent)
with a serious health condition. Thirty (30) days’ notice must be given when foreseeable
or as soon as practicable under other circumstances.

b. Such leave shall be granted not moOre than once in any twelve (12) month period
without loss of seniority or benefits. Accrued sick/emergency leave must be used prior
to taking unpaid leave of absence, and a medical certification may be required.

c. Health or parental leave shall be granted for up to twelve (12) weeks during which
the Employer will continue to pay its portion of medical benefits. In the event that the
employee does not return from the leave of absence, the employee may, in accordance
with provisions of the Family Medical Leave Act, be required to reimburse the Employer
for premiums paid during the period of leave.

d. An employee on health or parental leave for up to twelve (12) weeks shall be entitled
to return to his/her former position or other equivalent position for which he/she is
gualified. Where leave was granted for personal illness or injury, appropriate medical
documentation may be required before an employee may return.

e. Health or parental leave may be granted for periods longer than twelve (12) weeks
but not to exceed six (6) months during which the employee will be eligible for self-paid
coverage under the medical benefits plan. At the end of the leave period, the employee
will be offered the first available position for which he/she is qualified.

f. Request for health or parental leave for more than six (6) months but not to exceed
one (1) calendar year may be approved under special circumstances. A written
agreement will establish the terms and conditions of the leave, and status of the
employee upon ability to return to work.

g. An employee who is granted a leave under the above conditions must submit a
physician’s verification of said cause to the appropriate supervisor and apply for such
leave for the duration of said family or personal health condition.

h. An employee who has been granted a Leave of Absence for Health Conditions in
excess of twelve (12) weeks will be given the next available position for which they are
qualified after giving due notice to the Employer and permission of a physician (when
leave was granted for personal illness or injury).
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i. An employee who is pregnant or who has given birth may guarantee her position by
combining both family leave and the period of temporary disability. The total amount of
combined leave cannot exceed the longer of six (6) months or the period of disability
plus twelve (12) weeks.

j. Alleged violations of the family leave provision shall be submitted to the Grievance
Procedure set forth in Article 20 in accordance with the Family Leave Law. This section
shall also apply to a domicile child, if the employee is providing day-to-day care and is
financially responsible.

*Exceptions to the requirement to obtain a physician’s certification/verification under sub sections 18.2 (g) and
18.2 (h) above may be granted by the Chief Executive Officer/designee where circumstances warrant.

18.3 Bereavement Leave. A maximum of three (3) consecutive days of paid leave shall be

granted upon the death of a member of the employee’s immediate family. Employees may
utilize up to two (2) days of sick leave in in conjunction with bereavement leave where
extensive travel is required. Where additional time is needed to address legal, personal and/or
family obligations associated with the death of an immediate family member, the employee
may request up to one additional week of leave. If approved by the Employer, the additional
days away will be taken as annual leave or leave without pay. If the employee believes
additional time beyond this extended leave period is necessary, the request for additional leave
will be review by the Program and Human Resource Directors.

18.4 Jury Duty/Subpoenas.

a. All employees, upon receiving notification to report to serve on jury duty, jury panel,
or jury test, shall notify their immediate supervisor immediately. In the event an
employee is used for jury duty and submits proof of same, he/she shall receive time off
with pay at his/her regular rate of pay for his/her regular assignment, not to exceed
eight (8) hours per day for each day served, provided, jury fees are surrendered to the
Employer.

b. All employees, except for part-time employees, excused from jury duty less than four
(4) hours after jury duty reporting time, shall promptly notify their immediate supervisor

and may be required to report back to work.

c. Upon proof of service, employees subpoenaed for proceedings not involving the
Employer will be given unpaid release time.
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18.5 Military Leave.
a. Any employee subject to the terms of this agreement who | called into, or enlists in,

the Armed Forces of the United States, shall be given an unpaid leave of absence in
accordance with applicable laws affecting military leave.

b. Employees who are members of any organized reserve unit of the Armed Forces of
the United States shall be granted necessary time off for military training as provided
below:
1. An employee will be granted such military training leave per calendar year as
is required by law.

2. The employee must present his/her orders for active training duty to his/her
supervisor prior to taking such leave.

18.6 Leave Without Pay. After (1) year of employment a leave of absence without pay for

appropriate reasons may be approved by the Chief Executive Officer. All other appropriate
leaves must be exhausted before leave without pay is granted. Requests for leave without pay
for more than six (6) months but not to exceed one (1) calendar year may be approved under
special circumstances by the Chief Executive Officer. A written agreement between the
employee and the Employer must be completed prior to leave without pay for periods of more
than thirty (3) calendar days. Failure to fulfill the terms of the written agreement or return
from leave as agreed shall constitute a voluntary resignation.

18.7 Emergency Closure.

a. If any facility/site is closed by the Chief Executive Officer because of inclement
weather or other abnormal circumstances staff will be notified by the Employer, and/or
notice will be provide to local media (i.e., KGY/am). In the Chief Executive Officer’s
absence, a decision to close a work facility/site and notify employees may be made by
his/her designee.

Facilities which provide services after the hours of 5:00 p.m. or on weekends will have access to
an individual designated by the Chief Executive Officer to act in his/her absence regarding the
closure of facilities due to the above reasons.

b. If a work site is open but an employee chooses not to travel due to weather
conditions, or if they arrive late or leave early, the employee must notify his/her
supervisor and will be required to use annual leave or leave without pay.

18.8 Leave Sharing.
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a. Employees may donate annual leave to another regular full or part-time employee
under the following conditions:
1. The receiving employee or an immediate family member (as defined under
this article) is suffering from a severe illness or injury or other medical condition.

2. The receiving employee must have exhausted all accrued leave time available,
including annual leave, sick leave, and compensatory time, and would have to
take leave without pay or terminate employment.

b. The receiving employee shall be paid his/her regular rate of pay and shall be entitled
to all usual BHR benefits during the period of paid leave.

c. The employee may receive a maximum of five hundred twenty (520) hours of
vacation leave from other employees within one year to be credited as sick leave.

d. A physician’s statement attesting to the severity of the situation and expected
duration is required.

18.9 An employee may transfer accrued annual leave to another employee to be used as sick
leave under the guidelines in 18.8 above under the following circumstances:

a. The employee transferring the leave shall have a balance of no less than eighty (80)
hours of accrued annual leave after the transfer.

b. Shared leave must be approved by supervisors of both employees and the Chief
Executive Officer.

¢. The value of any unused leave which was transferred by more than one employee
shall be returned to the original donors, if unused, on a pro rata basis when
administratively feasible.

18.10 Return From Leave. Unless otherwise provided for herein, employees who return to
work on a timely basis in accordance with an approved leave of absence agreement shall be

entitled to their same position (same FTE and shift) back.

18.11 Family Member. For purposes of this agreement, family member is defined as: spouse,
parents, siblings, grandparents, children, step-parents, step-children, grandchildren,
mother/father-in-law, brother/sister-in-law, spouse’s grandparents, spouse’s grandchildren,
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domestic partner or a more distant relative if living as a member of the employee’s household
for a minimum of one year.

ARTICLE 19 — HEALTH AND SAFETY

19.1 The Employer is responsible for maintaining a safe healthful workplace. The Employer
shall comply with all federal, state, and local laws applicable to safety and health of its
employees.

Exceptions to the requirement to obtain a physician’s certification under paragraph 18.8(d) above may be granted
by the Chief Executive Officer/designee where circumstances warrant.

19.2 An employee shall not be required to perform work if they have a reasonable basis for
believing the assignment would constitute a danger to the health and safety of the employee.
The employee shall immediately contact a supervisor who shall make the final determination
with regard to safety.

19.3 The Employer will continue its Health and Safety Committee in accordance with all
regulatory requirements. The purpose of this committee shall be to investigate health and
safety issues and to make recommendations to agency administration on education and
preventive health measures for the workplace and its employee.

19.4 This committee shall meet monthly at times and dates designated at the beginning of
each calendar year for the following twelve (12) months.

19.5 The committee shall maintain minutes of its meetings which will be posted at each work
site and provided to the members of the Labor Management Committee.

19.6 The Employer will provide education to all employees of the process for bringing issues to
the Health and Safety Committee to insure employees understand the process. The education
will be repeated approximately every six (6) months. Education shall include a written process
for how employees can bring issues to the committee. Generally, employees will bring verbal
concerns to member of the Health and Safety Committee.

37



19.7 There will be eight (8) employee members of the Health and Safety Committee and two
(2) management members. Employees on the committee will be chosen from volunteers from
each of the primary service sites including Recovery Services. If a sufficient number of
employees do not volunteer, then employees may be designated to serve on the committee.
Service on the committee shall be during regular work hours on paid release time and for a
calendar year.

19.8 Health and Safety Plan. The Employer shall develop and follow written policies and
procedures to deal with on-the-job assault, sexual assault, or harassment; shall conduct an

ongoing site-specific security and safety assessment, and develop a site security plan.

19.9 Training. The Employer shall provide site-based training to all employees on dealing with
patients or clients who present potential risk to employees. Staff members shall receive
training in the first three (3) months an annually thereafter.

19.10 Assault of an Employee. If not provided by the Department of Labor and Industries or as

part of the Employer sponsored benefit package, the Employer shall provide any employee who
has been physical assaulted in the course of employment with up to ten (10) counseling
sessions with a professional counselor. The employee may choose from a list of three (3)
counselors designated by the Employer for this purpose.

For any assault of an employee in the course of employment that results in a loss of work hours
or injury needing medical care, a review meeting should occur within seventy-two (72) hours of
the incident. The purpose of the meeting will be to debrief the incident and expedite support of
the staff. The meeting should consist of all affected staff and other persons as deemed
necessary by the Employer.

19.11 Infectious Disease. The Employer agrees to provide for diagnostic tests for staff that

may, in the course of their work, be exposed to blood borne pathogens and/or Tuberculosis.
The Employer further agrees to provide annual immunization against influenza to all staff, and
immunization against Hepatitis B for at-risk staff. The Employer further agrees to pay for the
treatment of uncomplicated scabies, lice and ringworm to the extent that the exposure was
associated with the employee’s work.
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ARTICLE 20 — DISCIPLINE

20.1 No regular employee shall be disciplined without just cause. The parties agree with the
principle of progressive discipline which shall include:

a. Oral corrective action

b. Written corrective action

d. Disciplinary probation, or Decision-making leave, or Suspension

e. Discharge

20.2 Steps in the progressive discipline process may be bypassed in instances where
management determines the nature of the offense may warrant stronger discipline. Oral or
written corrective actions will be given to the employee. For oral corrective actions a
supervisor will file a memo (copy) in the employee’s file covering the contents and cause for the
corrective action within a reasonable time after the infraction or knowledge of the event. The
employee shall sign the memo to acknowledge receipt of the oral corrective action. For written
corrective actions, explanations will be riven to the employee in writing with a copy filed in the
employee’s file within a reasonable time after the infraction, or knowledge of the event. The
employee shall sign the written corrective action to acknowledge receipt of it.

20.3 Explanation of the suspension of any employee by the Employer shall be given to the
employee in writing. The Union will be notified in writing of the suspension within five (5)
business days after the action being taken. The employee shall sign the notice of the
suspension to acknowledge receipt of it.

20.4 Whenever the Employer discharges an employee, an explanation of the discharge will be
given to the employee in writing. The Union will be notified in writing of the discharge within a
reasonable time after the action being taken. The employee shall sign the notice of discharge
to acknowledge receipt of it.

20.5 Employees disciplined or discharged for just cause shall be entitled to utilize the grievance
procedure. The Employer recognizes the right of an employee who reasonably believes that an
investigatory interview with a supervisor may result in discipline to request the presence of
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Union delegate/representative at such interview. The Employer will delay the interview for
reasonable period of time in order to allow a Union delegate/representative to attend. Upon
request of the employee, disciplinary action documentation four (4) years or older will be
sealed and retained in the employee’s personnel file. Sealed documents may only be unsealed
at the direction of the Chief Executive Officer.

20.6 The Employer and the Union recognize that regular attendance is necessary for continued
employment. An employee who is absent repeatedly, whose absences precede or follow
regular days off or follow some other pattern may be subject to other provisions of this Article.

ARTICLE 21 — GRIEVANCE PROCEDURE

21.1 Grievance Defined. A grievance is defined as a claim filed alleging a violation,

misinterpretation, or misapplication of a specific provision of this agreement.

21.2 Provisions.
a. The adjustment of grievances shall be accomplished as rapidly as possible.

b. In the event a grievance arises, it shall be reduced to writing and specify the act or
event being grieved, the date of the occurrence, the provisions of the agreement that
allegedly have been violate, and the remedy sought.

c. The number of days within which each step is prescribed to be accomplished shall be
considered the maximum. Under unusual circumstances, the prescribed time

limits may be extended by mutual consent of the grievant and the Employer
representative/designee by whom the grievance is being considered.

d. Failure of the Employer to respond within the time limits shall result in the grievance
being automatically elevated to the next step without any action necessary on the part
of the grievant. Failure of the grievant or the Union to advance a grievance in
accordance with the timelines shall constitute withdrawal of the grievance.

21.3 Procedure.
Step 1: Within fourteen (14) calendar days from the date the employee was or should
have reasonably been aware that the grievance existed, the employee shall present the
written grievance to his/her supervisor/designee. Thereafter, within ten (10) calendar
days the supervisor/designee shall meet with the employee and a Union delegate,
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if requested by the employee in an attempt to resolve the grievance. The Employer
shall, within seven (7) calendar days of the meeting with the employee, notify the
employee of its decision in writing.

Step 2: If the matter is not resolved to the employee’s satisfaction in Step 1, the written
grievance shall be presented to the manager/designee with seven (7) calendar days of
receipt of the Step 1 response. Thereafter, within ten (10) calendar days the Employer
representative shall meet with the employee and Union delegate, if requested by the
employee, to discuss the grievance. The Employer shall, within seven (7) calendar days
of the meeting with the employee notify the employee of its decision in writing.

Step 3: If the matter is not resolved to the employee’s satisfaction in Step 2, the written
grievance shall be presented to the Human Resources Director/designee within seven
(7) calendar days of receipt of the Step 2 response. Thereafter, the employee and Union
representative shall meet with the Human Resources Director/designee for the purpose
of resolving the grievance. The meeting shall be held and a decision rendered in writing
within fourteen (14) calendar days following receipt of the Step 3 grievance

referral.

In the event that a grievance arises that involves a suspension or discharge, the grievance will
bypass Steps 1 and 2, and be heard at Step 3.

21.4 Arbitration Procedure.
a. In the event that any grievance, including discharge, cannot be amicable resolved in

accordance with the provisions of the Grievance Procedure defined above, the Union
may submit the grievance in writing to Arbitration within fourteen (14) calendar days of
receipt of the Step 3 written response. A list of nine (9) arbitrators will be

requested from the Federal Mediation and conciliation Service (FMCS). The parties
shall thereupon alternate in striking a name from the panel until one name remains.
The person whose name remains shall be the arbitrator.

b. If the selected arbitrator is not reasonably available, the parties, if mutually agree,
may elect to request a new list from the FMCS.

c. No more than one (1) grievance shall be submitted before the same arbitrator at one

(1) hearing, unless agreed upon in writing by both parties prior to the scheduling of the
grievance.
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d. The submission of a grievance to arbitration shall be based on the essential facts
giving rise to the original grievance submitted at the lower two steps of the grievance
procedure.

e. The arbitrator shall have no authority to add to, subtract from, or otherwise change
or modify, any provision of this agreement, but shall be authorized only to interpret
existing provisions of this agreement as they may apply to the specific facts of the issue
in dispute.

f. The arbitrator’s decision shall be final and binding on all parties.

g. The expense of the arbitrator and any other mutually agreed expense, jointly
incurred, shall be borne equal by the parties.

h. All other expenses shall be borne by the party incurring them, and neither party shall
be responsible for the expenses of witnesses called by the other party.

21.5 Scheduling of Meetings. The parties will endeavor to hold grievance meetings when

practicable during non-working time of the aggrieved employee and appropriate Union
delegate. When it is not practicable to hold such a meeting during non-working time, the
aggrieved employee and the Union delegate will not suffer a loss of pay for the time spent
attending such a meeting through Step 3 of the Grievance Procedure.

ARTICLE 22 — JOB DESCRIPTION

The Employer will notify the Union of any change in any existing bargaining unit job description
prior to the implementation of the change.

ARTICLE 23 — OUTSIDE EMPLOYMENT

23.1 Employees may engage in outside employment where the service or product provided is
not or cannot be offered by the Employer within the Employer’s catchment area of Thurston
and Mason Counties or where the outside employment does not interfere with the
performance or fulfillment of job responsibilities. Employees shall not use Employer facilities,
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resources or time to carry out the duties of outside employment, nor shall they recruit clients
or contracts away from the Employer.

23.2 Employee who perform clinical work in addition to that provide by the Employer must
disclose this work to the Human Resources Director so that it may be determined if this work
represents a conflict of interest to the Employer or if the work interferes with the performance
and fulfillment of the employee’s job responsibilities.

ARTICLE 24 —- PERFORMANCE EVALUATION

All employees will be formally evaluated in writing prior to the completion of their probationary
period and annually thereafter. The evaluation is a tool for assessing the professional skills of
the employee and for improving and recognizing the employee’s performance. Employees will
be required to sign the evaluation acknowledging receipt thereof. Employees will be given an
opportunity to provide a written response to the evaluation within thirty (30) days of the
evaluation, which will be retained with the original evaluation in the employee’s personnel file.

ARTICLE 25 — PERSONNEL FILE

Employees shall have access to their personnel file no later than two (2) business days following
their request to review the file. An employee will be given a copy of all evaluations,
commendations, and disciplinary actions to be placed in their personnel file prior to placement.
Employees shall have the right to provide a written response to any written evaluations or
disciplinary actions to be included in their personnel file.

ARTICLE 26 — LABOR/MANAGEMENT COMMITTEE

26.1 The Employer and the Union shall establish a joint Labor-Management Committee to be
scheduled to meet bi-monthly, or more frequently if mutually agreed, for the purpose of
discussing and/or proposing resolutions to:

a. Issues or problems of Employer policy which affect the bargaining.
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b. Issues or problems related to contract administration, other than formal grievances,
which are being processed.

c. Other matters of mutual concern.
Either party may place an issue on the agenda.
26.2 The committee shall be comprised of three (3) Employer representatives and three (3)
representatives of the Union. All time spent by members of the joint Labor/Management
Committee attending committee meetings during regular work time will be paid at the

employees regular rate of pay.

26.3 Organizational Equity and Inclusion

In order for Behavioral Health Resources to be the best place to provide mental health care and
work, patients and staff need a diverse and valued workforce. An important aspect of providing
quality patient care is to be inclusive of all clients and staff and to act in bias-free ways.

As part of achieving these goals, labor and management agree to begin joint work, which will
include data sharing and training, toward the goal of an action-based systemic strategy to
achieve a workplace that embraces and demonstrates Organizational Equity and Inclusion.

Joint Project

The Labor-Management Committee will design a joint project and work plan that addresses
embracing diverse perspectives, valuing diversity, and challenging biases. The Labor-
Management Committee will meet within 90 days of contract ratification to begin this
important work. The LMC will seek to understand how BHR can hire and retain a diverse staff
that mirrors the clientele.

Data Sharing

The Employer will seek to provide annually the following data for all employees in the agency. If
necessary, the data can be anonymized and aggregated by job title within each department.
Non-reported will be noted in the data.

e Race/ethnicity

e Gender

e Payrange

e Supervisors’ race/ethnicity

e Individuals who are State Certified in languages spoken by the clientele
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In addition, the Employer will provide policies and procedures for responding to discriminatory
patient behavior and/or accusations of discrimination.

The Labor-Management Committee will jointly review the data to better inform the work.
Training

The Labor-Management Committee will design and attend an all-day training intended to
increase skill and awareness on hidden bias and cultural competency. Through the committee,
the parties will jointly select an independent facilitator and pilot the training with the joint
participants of the Labor Management Committee within 9 months of ratification. The training
will be in-person and may include multiple training elements over a period of time.

Commitment to No Retaliation

There will be no retaliation for speaking out about discrimination concerns.

ARTICLE 27 - NO STRIKE/NO LOCKOUT

During the term of this agreement, the Union and/or member of the bargaining unit shall not
cause any work stoppage of the operations of the Employer nor will the Employer lock out its
employees.

ARTICLE 28 — MERGER/SUCCESSORSHIP

In the event the Employer shall by merger, consolidation, sale of assets, lease, franchise, or any
other means, enter into an agreement with another organization which in whole or in part, may
affect the existing collective bargaining unit, then such successor organization shall not
interfere with the current collective bargaining unit and shall remain bound by each and every
provision of the agreement. The Employer will set forth as a term and condition of any such
transaction that the successor organization shall offer employment to all bargaining unit
employees with equivalent seniority. The Employer shall have an affirmative duty to call these
obligations to the attention of any organization with which it seeks to make such agreement
and shall provide that notice of such transaction and a copy of any agreement setting forth its
terms, no later than ninety (90) days before the earliest date upon which the transaction is
scheduled to close. If requested, the Employer shall enter into negotiations with the Union
regarding the effects of such transaction on unit employees.
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ARTICLE 29 — WAIVER/MODIFICATION CLAUSE

It is agreed that should the parties agree to modify any provision of this agreement pursuant to
Article 3, paragraph 3.3, that no modification, alteration, or revision to this agreement shall be
asserted, implied, or considered a binding modification to this agreement unless first reduced
to writing, identified as such, and signed by the Employer’s Chief Executive Officer/designee
and the President of the Union.
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TERM OF AGREEMENT

This Agreement shall be effective July 1, 2017 to and shall continue in full force and effect
through and including November 1, 2020. Should either party desire to change or modify the
agreement upon the expiration date, written notice shall be served at lease ninety (90) days
prior to the expiration date. After receipt of such notice, negotiations shall commence.

Should the Union decide to take economic action, the Union and Employer, consistent with
their common interest in continuing acute, emergent and 24-hour mental health services,
commit to meet and discuss the impact of such action. This meeting will occur seven (7) or
more days prior to any action that may affect these services.
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Appendix A-1
AGREEMENT — BEHAVIORAL HEALTH RESOURCES
Classifications and Pay Grades in the Bargaining Unit

Employees who become MH Specialists, CDP, Licensed Mental Health Counselor, Licensed Family Therapist, or Licensed
Clinical Social Worker will be awarded on pay grade to a maximum of one additional pay grade where the earned status:

Position Description Grade Position Description Grade
Garden’s Housing Staff 14 LPN Care Coordinator 23
Recovery Aide 14 Mental Health Professional 23
Psychosocial Rehab Specialist [ 16 Adult Therapist Il 24

CD Co-Qccurring Disorders Counselor 24
Peer Specialist { 13 Child and Family Services Therapist Il 24
Intake Specialist 24
Care Coordinator (BA) 19
Co-Occurring Disorders CC CDPT - 19 CIO Community and Corrections Integration 25
‘ Liaison ‘
PACT Voc Services Specialist (BA) |19 Community Transitions Specialist 25
Psychosocial Rehab Specialist (BA) 19 MIO Coordinator ‘ 25
S ' ‘ MIQ Program Coordinator | 25
PACT Co-Occurring Disorders Specialist | 20 MIQ Transition Specialist 25
cbp '
Supported Employment Specialist 20 RN Care Coordinator 25
COD Clinician (BA) R MA Crisis intervention Specialist | 26
Intensive Care Coordinator (MA) 23 Designated Mental Health Professional | 31D
Adult Therapist | 23 ‘ ‘
Child and Family Services Therapist | 23 Psychiatric RN . ' I 28N
Individual Resiliency Training Therapist | 23 ‘
‘LPN . . ' 23 ARNP: ' | 42N

1) Is not a prerequisite or essential qualification for the job being performed;
2) is not a designation earned in association with another license, (e.g., RN, LPN, or ARNP);

3) is directly relevant to the work being performed and falls within a continuum of professional growth that can be
associated with that work; and : : ' '

4) qualifies the employee to work at an increased level of responsibility within his/her job classification.
Example: Adult Therapist [ — no additional credential; Adult Therapist [| — LMHC credential

Dated this 23 day of February 2018

BEHAVIQRAL HEALTH RESOURCE SEIU HEALTHCARE 1199NW,

-~ £

v
e - 4 JZ 4
// Laytie Tebo - / Diane Sosne, RN
i hief Executive Officer . : President
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Appendix A-2 (continued)
Recognition for Past Experience

Full or part time nurses hired during the term of this Agreement shall be compensated in accordance
with the following plan. For purposes of this section, continuous recent experience shall be defined as
clinical nursing experience in an accredited hospital without a break in, nurs:ng experience whlch would
reduce the level of nursing skills in the opinion of the Employer. '

a. Nurses with two or more years of continuous recent experience in nursing shall be employed at not
less than Step 2.

b. Nurses with four or more years of continuous recent experience in nursing shall be employed at not
fess than Step 4.

c. Nurses with six or mare years of continuous recent experience in nursing shall be employed at not less
than Step 6.

d. Nurses with eight or more years of continuous recent experience in nursing shall be employed at not
less than Step 8.

e. Nurses with ten or more years of continuous recent experience in nursing shall be employed at not
less than Step 10.

Shift Differential
Nurses asmgned to work the evening shift shall be paid a shift differential of $2.50 per hour.

Nurses assighed to work the night shift shall be paid a shift differential of $3.50 per hour.

Charge Nurse Differential
Nurses assigned to work as Charge Nurse shall be paid a premium of $1.00 per hour.

vi.




Appendix B
MEMORANDUM OF UNDERSTANDING CONCERNING UNION MEMBERSHIP
By and Between

BEHAVIORAL HEALTH RESOURCES'
&
SEIU HEALTHCARE 1199NW

This Memorandum of Understanding is entered into by Behavioral Health Resources ad SEIU Healthcare
1195NW to recognize and agreement and understanding regarding the rights of membership in the
Union.

Although according to Article 2, paragraph 2.1 of the Agreement, all employees covered by this
Agreement are required to become and remain members in good standing of the Unien or pay an
equivalent amount in monthly dues to a charity, the parties agree that those employees employed prior
to June 1, 1998, who are not members of the Union, shall have the option of remaining non-members
and shall have no obligation to pay dues or an equivalent amount to a charity for the duration of this
Agreement; provided, however, should such an employee join the Union after this Agreement is ratified,
the employee shall comply with Article 2, paragraph 2.1.

The Employer and the Unijon recognize the inherent ﬁght of individual self-determination. Neither the
Employer not the Union shall interfere with the right of employees covered by this Agreement to
become or not become members of the Union, and there shall be no discrimination against any such
emp!oyees because of lawful Union membershlp or non-membership.

Dated thisd 2 day ofi-a-&u-ar—y-ZOlS.

BEHAVi"O/Fw{HEALTH RESOURCES/ . | SEIU HEALTHCARE 1199NW
Az g : )’\.QM/\J

La yiéTebo 7 Diane Sosne, RN

hief Executive Officer " President

vil.




Appendix C
MEMORANDUM OoF UNDERSTANDINGV
CONCERNING GOOD STANDING AT TERMINATION OF EMPLOYMENT
By snd Between

BEHAVIORAL HEALTH RESOURCES
&
SEIU HEALTHCARE 1199NW

Employees who do not provide a mintimum of two weeks’ written notice of resignation or are
terminated for reasons of misconduct or wrong doing that would result in termination without previous
discipline will not be considered in good standing. The Employer will give consideration to circumstances
that prevent an individual from providing a minimum of two weeks’ notice when making this
determination. ‘

' F
Dated this i?;_ day of ?an-&t?p,l-&o.‘t&

BEHAVICji/HEALTH RESOURCES SEIU HEALTHCARE 1199NW

ie Tebo e Diane Sosne,: RN
Chief Executive Officer President

viii.




Appendix D

MEMORANDUM OF UNDERSTANDING
MANAGEMENT EVALUATION PROCESS
By and Between
BEHAVIORAL HEALTH RESOURCES &SEIU HEALTHCARE 1199NW

Supplementing the Agreement between BHR and SEIU 199NW

The Director of Human Resources will develop a process by which the performance of members
of the management team will be evaluated on an annual basis by bargaining unit members. The
process will be presented to the Labor Management Committee for discussion and a date for
implementation will be established. The evaluation tool will include the following qualities:

1. The evaluation tool will utilize a common format for all management members.

2. Employees will be limited to evaluatmg only management members with whom they have
accountability for the work performed

3. The identity of individuals performing the evaluation will not be divulged to persons being
evaluated.

4. Results and/or comments will be summarized and provided to management members in a
manner that does not identify the persons providing the evaluation.

5. The results will be summarized for each management person evaluated and delivered to the
Chief Executive Officer for review.

6. The results will be retained by the Director of Human Resources and shall not be included in
the public record.

7. The results of the evaluations shall not be distributed to members of the bargaining unit or
their representatives, except that number of participants in the evaluating shall be shared with

the ALabo_r Management Committee,

8. The'first evaluation shall be no later than November 1, 2014.

: ; =
Date this_&3_day of tandary 2018,

SEIU HEALTHCARE 1199NW

La r {Tebo | Diane Sosne, RN

hief Executive Ofﬂcer ‘ President
ix.
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Appendix E

MEMORANDUM OF UNDERSTANDING
CONCERNING JOINT HEALTHCARE INTEGRATION
AND THE LABOR MANAGEMENT COMMITTEE

By and Between
BEHAVIORAL HEALTH RESOURCES
&

SEIU HEALTHCARE 1199NW

Supplementing the Agreement between BHR and SEIU 199NW

During this agreement, healthcare integration is scheduled to be implemented and change the
methods of reimbursement. The BHR Strategic plan for Integrated Care will be discussed with
the Labor Management Committee (LMC}. The LMC will respond within one month and provide
feedback. Through this partnership we will unite our complementary strengths to improve
funding and suppaort for vital behavioral health services through the integration process.

Both BHR and the Union recognize the potential benefit of joint work to advance public policy

in support of improved care and services. Joint advocacy to better understand and shape
quality care in the coming integration process will become the primary goal of the commiittee.

Both parties recognize by coordinating actions together they can send a strong, clear message

about the need for the county and state governments to support living wage jobs in the
community and protect the vital community services.

Date this - day of teruary 2018,

BEHAVIORAL HEALTH RESOURCES / " SEIU HEALTHCARE 1199NW

L ;ﬁe Tebo / : : Diane Sosne, RN
Chief Executive Officer President




Apbendix F

MEMORANDUM OF'UNDERSTAND"ING
CONCERNING DIRECT SERVICE HOURS
A By and Between
BEHAVIORAL HEALTH RESOURCES
&
SEIU HEALTHCARE 1199NW

Supplementing the Agreement between BHR and SEIU 199NW

The guidelines contained in this memorandum of understanding are separate from the
collective bargaining agreement. These guidelines shall be evaluated after 12 months and will
not carry forward except by joint agreement of the parties. Nothing contained in this document
shall alter the rights and responsibilities of the union or BHR stated within the collective
bargaining agreement.

1. To advance mutual interest of attaining direct service hours: BHR will only deliver
monthly direct service hour (DSH} letters when steps of progressive discipline are necessary.
The letters will be delivered to employees privately and not atthe same time as the monthly
DSH data. Clinicians will be able to see their direct service hours in relation to their team, the
previoﬁs month, and build the data provided to 12 month rolling data. Cancelations and no-
show numbers will be included in the data.

2. In circumstances where DSH exceeds 120% and clinicians report to their supervisor that
they are overwhelmed, management will work in collaboration with the clinicians.to allow for
paper work time and may consider lowering caseloads and review the need to hire more staff
as caseloads necessitate. :

If the clinician’s caseload doesn’t subside within 30 days, the clinician’s case may be brought to
labor management committee for discussion.

1, To work toward resolving the problem of “cancellations and no- shows” the en‘tlre
team will be responsible to assist in resolution sharing.

a. Clients that complete an intake and subsequently do not show up for their first
routine appointment will not be considered a canceliation (for the purposes of
direct service calculation). When this scenario does occur, staff will inform their
supervisor in writing to allow for adjustments within the system.

Xi.




2. To assist in decreasing now shows and cancelations: When chents have ne showed

- for two recurring sessions, clm:cuans will be notified and re- occurring appomtments
will be haited by the admmlstratwe staff. Clinicians will not create reoccurring
appo:ntmen’cs with people they see more than 90 days out.

Date this 23 day of}a-nua:y 2018.

BEHAVIORAL HEALTH RESQURCES SEU HEALTHCARE 1199NW

{Tebo /s Diane Sosne, RN
hlef Executive Officer . President:

Xii.




Appendix G

MEMORANDUN OF UNDERSTANDING
CONCERNING REVIEW OF JOB CLASSIFICATIONS

By and Between

BEHAVIORAL HEALTH RESOURCES
&
SEIU HEALTHCARE 1199NW

Supplementing the Agreement between BHR and SEIU 1199NW.

Process for Review of Job Classifications:

Step One
» The request for a job classification review may be initiated by the job incumbent or by the
department Supervisor/Manager. The request must include a statement regarding how the
position has changed. A request will qualify for review when:

® An existing position Is believed to have changed considerably in qualifications, difficulty, and
responsibility,

* Changes in work location, hours of work, or volume will not normally be considered for
evaluation unless the job requires additional skilt. In-service skill upgrades paid by BHR would
also not be grounds for reclassification. They shall, however, prepare an incumbent for future
advancements.

Steh Two .
» Human Resources provides a Job Description Worksheet to the job incumbent for completions.
If the joh is vacant, the supervisor (or a prior incumbent) will complete the worksheet.

¢ The completed worksheet 'wI,E!'bé forwarded to the individual’s immedjate supervisor (the
person who conducts the performance aepraisal) for review and additional comments. The
superwsor shall not change any of the incumbent’s information, but ‘may add to expand upon,
or challenge data that has been written.

¢ The warksheet and accompanying documents wnl] be routed to Human Resources where the
Dlrector or a designee w:N proceed with the job evafuatlon process.
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Step Three ,
® Human Resources will analyze the position by interviewing all parties concerned before
conducting a job evaluation. The job evaluation will return a recommended salary grade.

Step Four _ ‘ : :

e The Director of Human Resources will submit the preliminary evaluation to the
Labor/Management Committee for review, confirmation, and formal 'approval. The Committee
will be composed of equal numbers of management and bargaining unit representatives. This
process will be completed within 30-days following the date of the initial request for review.

® Aconsultant for the job evaluation system used in this process will serve as a resource 1o the
Labor/Management Cormmittee and be responsible for quality assurance. In the event an
agreement cannot be reached regarding a pay grade assignment, the Human Resources Director
will collect the Request for Job Classification Review and the Job Description Worksheet and
forward them to the consultant foi_' evaluation. This shall be done without recommendation or
bias. The consultant may reques't_additiona] information.or interview job incumbents or
supervisors. All communication with the consultant regarding the disputed position will be done
jo.intiy:by the Human Resources Director and a bargaining unit representative. The

- recommendation of the consultant will be given to the Labor/Management committee for

review prior to implementation. This process will be completed within 30-days of the request by
the Labor/Management Committee for review of the job classification by the consultant.

» Ifthe pay grade recommended by the consultant remains in dispute the employee may appeal
to the Chief Executive Officer for review and final decision.

Step Five’

When the process results in a change in pay grade, individuals within the Jjob elassification will then
be assigned to the new grade. S

* The job incumbent (or supervisor) will be notified of the change. Any change in pay grade will be
effective retroactively to the first full pay period following the date of the initial request for
review. : :

. Ifa job advances by two or fewer salary grades, the individual is assigned to the step matching
his/her years of relevant experience established for setting wages at hire.

- * Inthe event the rate associated with this step is lower than the incumbent’s current rate of pay,
the individual will be assigned to the next closest step that will not result in a loss of pay.
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e Ifajob advances by three or more grades, the incumbent is assigned to a step as described
above and theh receives an additional step to denote the equivalent of a promotion.

e Inthe event a job is assigned to a pay grade that is two or fewer grades lower, the principle of
“no loss in pay” for employees within the classification will apply and the individual will be
assigned to the next closest step within the grade that will not result in loss of pay. Should an
employee’s rate of pay be above the maximum in the pay grade, the individual will retain

_his/her rate of pay but will be ineligible for pay increases until a future adjustment in the range
positions the employee’s rate of pay below the maximum of the range.

° [fajobisassigned to a pay grade that is three or more grades lower, the individual will be
assigned to the next clusest step within the grade that will not result in loss of pay. Should an
employee’s rate of pay be above the maximum in the pay grade, however, the principle of “no
loss in pay” for employees within the classification will not apply and the individual will be
assigned the maximum of the new range.

¢ The effective date for the pay change will be the first full pay period following the date upon
which the request for the job classification review was made.

General Provisions:

The Labor/Management Committee shall consider job evaluations at the next regularly scheduled
meeting following the submission of the request. Requests must be submitted at least five {5) days
prior to the scheduled meeting time to allow completion of step three. Technical packets will be
distributed to the committee members at the beginning of the meeting. The meeting will begin with
a 30-minute in-service training on job evaluation factors before proceeding with the review process.
Members of the Labor/Management committee shall not be allowed to retain or distribute any
matefials relating to the job evaluation system. At the end of the meeting, all packets will be
collected and controlled by the Human Resources Director. The Human Resources Department will
always be responsible for administering this system to all new job evaluation requests.

Dated this 23 dayof bbb, J0lf

BEHAVIORA]. HEALTH RESOU ES// SEIU HEALTHCARE 1199NW

- v . // ” .

’ D }\,Qu%/ég’l—e_
rigegrtt . : : _

// LayffdTeho Vs ' . Diane Sosne, RN
(/ hief Executive Officer . President
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AAppendix H
MEMORANDUM OF UNDERSTANDING
CONCERNING 2017/2018 MEDICAL PLANS
By and Between

BEHAVIORAL HEALTH RESOURCES
&
SEIU HEALTHCARE 1199NW

The 2017/2018 Medical and Dental Plan and premiums shall be as follows:

SEIU 775 C Trust Plan
Kaiser Permanente HMO

- Employee 5831.51

Spouse | 5839.39 .

Spouse + Children 51,438.38

Children ' §599,78

Delta Dentai )

Employee 554.51

First Dependent S 61.26

Two or more Dependents 5136.67

=5
Dated this 9_3 day of ferusry 2018.

BEHAV]OF}?L HEALTH RESOURC

Aetna PPO
5852.08

$861.04
$1,475.48

$615.26

SEIJ HEALTHCARE 1199NW

& Tebo Diane Sosne, RN
hief Executive Officer President
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Appendix |

MEMORANDUM OF UNDERSTANDING CONCERNING
QUALITY COMMITTEE
By and Between
BEHAVIORAL HEALTH RESOURCES & SEIU HEALTHCARE 1199NW

Committee:
The Empldyer and the Union will each appoint representatives to a Joint Labor Management Quality
Committee which shall meet at least once every other month or as needed if modified by the committee
with the purpose of enhancing the quality of clinical services provided by bargaining unit members and
the Employer. The role of the committee shall be advisory and not decision making in nature. Each patty
shall name a chairperson to the committee.
Membership:

e Chief Clinical Officer . '

¢ Invited OPMH and Acute Management Staff

e 6 bargaining unit members from acute and outpatient programs to be selected by the Union.
Meetings of the committee shall be on paid time, and will not be counted as part of billable hour
calculations.

The goal of the committee will be to ensure employeé engagement and partnership with management
in making improvements in the organization of clinical work and service delivery.

Work of commiitee:
¢ Review and recom mend best practices for client care, including discussing with clinicians
~ changes in clinical practice prior to implementation. |
e Engage with third party consultant regarding quality in a fee for service setting.
e« Transparent review of aggregate information regarding BHR quality indicators.
» lLaunch FMCS facilitated meeting(s) cancerning joint supervisor/employee problem solving
approaéhes to improving and maintaining quality of client care.

The committee shall work to develop initial recommendations for quélity improvement by December 15,
2014.

Dated thls 9.3 day of r‘-’/fo o"-(”:f

BEHAVIOF /:L/‘,Ii HEALTH RESOURCES SEIU HEALTHCARE 1199NW

~

I:“(rzé Tebo / N Diane Sosne, RN
Chief Executive Officer 7 _  President

o T

o5
&
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