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The U.S. Supreme Court has ruled that an employee is entitled to have a Union 
representative present during any interview that may lead to disciplinary action. 
This is called your Weingarten Right. 

1. You must request that a Union representative be called into the meeting. 

2. You must have a reasonable belief that discipline will result from the 
meeting. 

3. You have the right to know the subject of the meeting, and a right to 
consult with your Union representative prior to the meeting to get advice. 

4. Do not refuse to attend a meeting if a Union representative is requested 
and management denies the request. We suggest that you attend the 
meeting and repeatedly insist upon your right to have a Union representa­
tive present. If this fails, we suggest that you not answer any questions 
and take careful notes about what is said. 

Read this statement to management: 

"If this discussion could in any way lead to my being disciplined, I request that 
my Union representative, officer or steward be present at the meeting. Without 
representation, I choose not to answer any questions. This is my Weingarten 
right." 
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Jul y 1, 2019-Jun 30, 2022 
AGREEMENT 

BETWEEN 
BAKER PLACES. INCORPORATED 

AND 
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 102 1 SEIU 

This Agreement is entered into by and between BAKER PLACES, INC. (hereinafter referred to as the 
"Employer") and SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 SEill 
(hereinafter referred to as "Union") 

SECTION I. MANAGEMENT RIGHTS 

It is mutually agreed that it is the Employer's exclusive duty and right to manage the operations of the 
Employer and to direct the working forces. This right includes, but is not limited to, the right to determine 
the number and location of facilities, determine the size of the work force, set personnel policies, hire, 
transfer, promote, demote, schedule, determine job content, reclassify, layoff, discipline or discharge 
Employees, and to contract out for services as has been done in the past, subject to the conditions 
provided herein. 

SECTION II. RECOGNITION 

The Employer recognizes the Union as the sole collective bargaining agent for all Employees as defined 
in NLRB Recognition Case No. 20-RC-15146 or as may be further clarified by NLRB Recognition or 

Unit Clarification Petition. 

This Agreement applies to all professional and direct service Employees working in any current or future 
treatment facilities operated by the Employer. 

SECTION III. UNION MEMBERSHIP 

A. MEMBERSHIP: All Employees subject to this Agreement must become members of the Union within 
31 days of employment. Continued employment is contingent upon joining the Union and remaining a 
member in good standing. Members in good standing will be defined as employed members of the Union 
who tender periodic dues and initiation fees as uniformly required by the Union. 

B. DUES DELINQUENCY: The Union will inform the Employer by certified mail of any Employee who 
fails to tender the periodic dues and initiation fees uniformly required by the Union. The Employer will 

discharge such Employee within seven (7) days of receipt of such notice. 

C. HOLD HARMLESS: The Union will indemnify and save the Employer harmless from any and all 
claims, suits or other actions arising from this Section or complying with any request for termination of 

employment under this Section. 

D. DUES: At the time of hire, Employees will complete an Authorization to Deduct Dues form. After the 
Employer receives this form, the Employer will deduct the periodic dues and fees directly from the 

Employee's pay check. 
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E. NEW HIRES: Once each month, the Employer will supply the Union with current new hire and 

termination infonnation, including: name, classification, address, date of hire, and/or date of termination. 

SECTION IV. UNION BUSINESS 

A. REPRESENTATIVES: A duly authorized representative of the Union will be permitted to talk with 

bargaining unit Employees away from clients with a minimum of disturbance of work for the purpose of 

seeing that the terms of this contract are being observed, provided admission to the site on each occasion 

is effected through the usual front entrance and that notice of the visit is given in advance to the Executive 

Director or the Director of the site. The Union will notify the Employer in writing of the duly authorized 

representative. 

B. STEW ARDS: The Union is entitled to a Steward for representation at each work site. The Union will 

notify the Employer in writing when a Steward is designated. The Steward's activities will not interfere 

with his or her job duties, the work of any other Employee, or the general work place. A Steward must 

provide notice to and request time off from the Site Director when leaving the work place or engaging in 

the duties of a Steward during regular working hours. 

C. BULLETIN BOARDS: At each work site, the Employer will furnish reasonable bulletin board or wall 

space solely for official Union business. The space should be in the work site office or staff-oriented area. 

The Union assumes all responsibility for the material contained on its notices. The Union recognizes the 

nature of the clinical setting and the need to avoid material that is potentially disturbing to clients. A 

Union official or shop steward will sign such notices. 

D. UNION MEMBERS ORIENTATION: At each work site, the Employer will furnish reasonable 

bulletin board or wall space solely for official Union business. The space should be in the work site office 

or staff-oriented area. The Union assumes all responsibility for the material contained on its notices. The 

Union recognizes the nature of the clinical setting and the need to avoid material that is potentially 

disturbing to clients. A Union official or shop steward will sign such notices. 

SECTION V. DISCRIMINATION 

There will be no discrimination by the Employer or the Union against an Employee or application for 

employment because of race, creed, religion, color, national origin, age, sex, gender identity, sexual 

orientation, marital status, parenthood, disability, veteran status, political affiliation or because of 

membership in the Union or activities on behalf of the Union. 

SECTION VI. AFFIRMA TTVE ACTION COMM1TTEE 

At the request of either the Employer or the Union, a committee will be established to oversee training 

and other issues pertinent to the policy of hiring, promoting, and retaining minority Employees. The 

Committee will consist of up to two (2) bargaining unit members and two (2) management 

representatives. The Committee's role is advisory only and not subject to the grievance procedure. The 

Committee will make its recommendations in writing and submit them to the Director of Human 

Resources, who will respond in writing within one month. It is further understood that the Committee 
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may meet during work hours once each month [up to a maximum of eight (8) hours per month] or more 
often as mutually agreed. 

SUCCESSOR CLAUSE 

A. In the event that Baker Places sells, assigns. Leases, or transfers any facility, or operation of any 
facility, covered by this Agreement to a Successor Agency, Baker Places shall require as a 
condition of any such sale, assignment, lease, or transfer that the Successor Agency recognize the 
Union as the representative of the bargaining unit and further that the Successor Agency shall 
continue the terms and conditions of employment in this Agreement as to that bargaining unit. 

B. Baker Places shall give the Union notice, in writing, of the name and contact infonnation of any 
potential Successor Agency at least thirty (30) days before the effective date of any sale, 
assignment, lease, or transfer of any facility, or operation of any facility, covered by this 
Agreement. Baker Places shall inform any potential Successor Agency of this provision and shall 
provide a copy of this Agreement to any potential Successor Agency. Should Baker Places fail to 
do so, that failure will not nullify this provision or any aspect thereof. 

ECTTON Vll. SENIORITY 

A . SENIORITY APPLIED TO REDUCTIONS IN FORCE (LAYOFF): 

1. In the event of layoff, seniority is defined as the length of service in a classification at a particular site, 
assuming that merit and ability are approximately equal. The parties agree to abide by this principle as 
long as there is no direct conflict with the goals of the Employer's Affirmative Action Policy. 

2. When a reduction in workforce is necessary: 

a. The Employer and the Union may meet to discuss the circumstances and to consider any 
alternatives, including the options of ( 1) reduction of work hours or workweek; (2) job sharing. 

b. Employees will be given as much notice of layoff as possible, but no less than 20 calendar days 
(unless the Employer receives less than 20 days' notice ofa funding loss). The Employer will 
provide the Union with concurrent notice. 

c. Affected non-probationary Employees may apply for any open position in the bargaining unit. 

d. If there are not enough open positions, the Employer will designate positions held by 
temporary and probationary Employees as open for which the affected non-probationary 
Employees may bid and may be considered if qualified. 

e. If possible, the number of open positions and designated open positions will equal (but not 
exceed) the number of laid off Employees. 

f. Employees at the work site affected may also be offered the option for voluntary layoff. 

g. The Employer will attempt to distribute the workload equitably. 

3 
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h. Any regular or probationary Employee receiving notice oflayoffwill be eligible to be used as 
fill-in workers for the Employer. 

i. Severance Pay due to Reduction in Workforce 

1 - 2 years - 2 weeks of severance pay 
2 - 4 years - 3 weeks of severance pay 
4 or more years - 4 weeks of severance pay 

3. a. Unless currently involved in a disciplinary investigation, effected staff members are guaranteed 
interviews for open positions. Prior disciplinary actions will not prevent staff from interviewing 
for open positions. 

b. As determined in the interview process, if effected staff member is suitable for transfer into an 
open position, but requires additional training, the Employer will provide this training. The 
effected staff member who is suitable for the open position but requires training will be 
considered an Introductory Probationary employee for six months. However, all rights and 
privileges related to Union representation, step placement, and anniversary date remain in place. 
At the end of the Introductory Period, the effected staff member's performance will be evaluated 
by the Program Director. 

c. Effected staff not selected as a result of staff interview process may appeal decision to a joint 
Labor/Management Committee. The Committee will be comprised of two (2) members from 
Management and two (2) members from the Union. The Committee will be provided with the 
explicit factors that led to the decision. The Labor/Management Committee will review the appeal 
and recommend: 

1) Re-interview at the same site 
2) Interview at a different site 
3) Support for the decision 

If the Labor/Management Committee is unable to reach consensus then the Executive Director and the 
Union Field Representative will meet and confer to seek resolution. 

4. An Employee who is hired for another position following layoff will receive no loss of benefits and 
will be placed at the salary step of his/her new position closest to but not less than his/her previous 
position. (Provisions of this subsection are not subject to the grievance procedure.) 

5. The Employer will recall all laid off Employees to their previous positions before hiring a new 
employee for a position, which was eliminated. Recall will be accomplished in the inverse order of layoff 
from the site, and will remain consistent with the Employer's Affirmative Action Policy. 

6. The Employer will inform the Employee of recall by use ofregistered mail, return receipt requested. 
The Employee will have four ( 4) calendar days from receipt to inform the Employer if the position is 
accepted. If an Employee rejects recall as provided, such rejection will be in writing or the Employee will 
be presumed to have refused recall and will be stricken from the list. 

7. The Employer will recall all laid off Employees prior to the hiring of any new Employee for which the 
laid off Employee(s) meet(s) the qualifications of the position, subject to interview and approval of the 
Director and staff at the new program site. 
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8. Employees on layoff will be preferred over external candidates in filling vacancies throughout the 
Agency, provided that the qualifications and abilities are comparable and that there is no conflict with the 
Employer's Affirmative Action Policy or with the requirements of the Employer's contracting agencies. 

9. An Employee will have the right to two (2) refusals of recall should both calls be to a site other than the 
one in which the layoff occurred. 

10. An Employee refusing first recall to the same site in which the layoff occurred or refusing third recall 
to any site shall be stricken from the layoff and seniority lists. However, if an Employee is called back to 
a temporary position, s/he shall have the right to refuse that position without the refusal affecting loss of 
recall rights. 

11. A list of Employees on layoff (who have not been stricken due to the provisions above) will be 
maintained for a period of 18 months. Employees on layoff will be responsible for informing the 
Employer of current address and telephone number while on layoff. 

B. SENIORITY APPLIED TO LEA YES OF ABSENCE: 

Seniority is continuous during authorized leaves of absence; however, no additional seniority is accrued 
during leaves of absence longer than 30 days. 

C. LOSS OF SENIORITY RIGHTS: 

An Employee's seniority rights may be discontinued for any of the following reasons: 

a. A voluntary quit or justified discharge; 
b. Failure to return to work, without justifiable reason, within a three (3) day period after 

receiving proper notification to do so. 
c. Layoff for a period of 18 months or more. 

SECTION vm. HIRING PROCEDURES 

A. JOB POSTING Bargaining unit job openings will be posted at each site and sent to the Union at the 
same time notice is given to the community. Postings will include the location of the job. 

B. All open positions must be advertised at least seven (7) calendar days before the closing date for 
accepting applications. 

C. Job openings in any bargaining unit position will be awarded to the applicant best qualified for the 
position, who has the skill and ability to perform the job in the best judgment of the Employer. Such 
action should be consistent with the Employer's Affirmative Action Policy, and the requirements of the 
Employer's contracting agencies. 

5 
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D. Bargaining unit applicants will be preferred over outside applicants in vacancies, if they are qualified 
in the judgment of the Employer, and given that there is no conflict with the Employer's Affirmative 
Action Policy and the requirements of the Employer's contracting agencies. 

E. A hiring committee will be established to assist in the filling of bargaining unit vacancies. The 
committee will include at least two (2) bargaining unit Employees from the program with the vacancy 
being filled. If there are no volunteers for the committee, hiring will proceed solely under the direction of 
Management. The hiring advisory committee will interview and discuss all candidates and make 
recommendations to the program supervisor regarding the selection of the finalist(s). The ultimate 
decision of who to hire rests with the Employer. 

F. The Labor Management Committee will jointly draft phone screening and interview questions, which 
will subsequently be reviewed at least once per year at a mutually agreed to Labor Management 
Committee meeting. 

G. Any and all bargaining unit telephone screening interview answers will be provided to the hiring 
committee and site management prior to the site-based interview. 

SECTION CX. PERSONNEL FILES 

A. INSPECTION: Records, reports, and other material relating to employment and performance will be 
maintained by the Employer in Personnel Files. An Employee will be able to schedule an appointment to 
view his or her personnel file. The Employee may choose whether to have a union representative present 
during this viewing. 

B. CONTENTS: Material relating to an Employee's performance will be signed by a person competent to 
know the facts. The Employee will also acknowledge receipt of such material by signing the actual copy 
to be filed. The Employee's signature signifies that the Employee has read the material and does not 
necessarily indicate Agreement with its contents. The Employee will receive a copy upon signing. 

C. COPIES: An Employee may request a copy of any document thats/he has signed and that is in his or 
her personnel file. 

D. ANONYMOUS MATERIAL: No anonymous material will be introduced into the file of any 
Employee. 

E. SECRET MATERIAL: Except for material which is not kept in the personnel file by mutual 
agreement and signature of the Employer and Employee, material not in the file may not be used against 
an Employee for any purpose. 

F. INCORRECT MATERIAL: Material will be removed or otherwise deleted from an Employee's 
personnel file if the Employer and the Employee agree that the material is incorrect or if the material is 
determined to be incorrect as a result of the grievance process. 

G. OBJECTIONABLE MATERIAL: An Employee may grieve any mat~rial in his or her personnel file 
which he or she believes to be objectionable. Regular Performance Evaluations are not a part of the 
Progressive Disciplinary Process and may not be grieved under this Section. 
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H. EMPLOYEE RESPONSE: The Employee will have the right to respond to any material filed. This 
response will be attached to the file copy and will remain in the file. 

I. COMPLIMENT ARY MATERIAL: Information of a complimentary nature received by the Employee 
or Employer may be added to the personnel file at the Employee's request. 

J. RELEASE OF INFORMATION: The Employer will only release dates of employment, as requested 
by outside agencies. A letter of reference or job title and duties may be prepared only in response to an 
Employee's written request. 

SECTION X. HOURS 

All Employees must file a bi-weekly time sheet reporting actual hours worked during a given pay period. 
The time sheets are to be signed by the Employee in ink. 

A. HOURS OF WORK: 

1. The workweek for full-time Employees consists of 40 hours. Usual business hours for case 
management programs and business offices are 9:00 a.m. to 5:00 p.m. Alternative schedules may be 
developed or modified only with prior approval by an Employee's supervisor. 

2. Since residential treatment operates 24 hours a day, all year long, shifts and schedules may vary based 
upon location and staffing needs. 

3. Some schedules may be developed on an 80-hour/two week basis by mutual agreement of the 
Employer and the Employee. 

B. MEAL AND BREAK PERIODS: 

1. Meals: Consistent with the social rehabilitation treatment philosophy, eating meals with the residents is 
part ofregular job duties in residential programs. Case management and office personnel may take a one­
half hour lunch break each day. 

2. Breaks: In accordance with state and federal regulations, Employees may take one 15 minute break for 
each continuous four (4) hours worked. An Employee may leave the work area during such breaks, except 
when to do so would be in conflict by staff/client coverage requirements set by contracting agencies. 

3. If due to programmatic needs an employee is unable to take the employer-provided meal period or rest 
period, the employer shall pay the employee one additional hour of pay at the employee's regular rate of 
compensation for each work day that the meal or rest period was not taken. Validation of the missed rest 
or meal period is required by management. 

C. OVERTIME AND COMPENSATORY TIME: 

Definitions: 

"Overtime" is that time determined in compliance with California law to be eligible for compensation at 
one-and-one-half the employee's usual hourly rate. 

7 



2019-2022 BAKER PLACES - LOCAL 1021 AGREEMENT 

"Double-time" is that time determined in compliance with California law to be eligible for compensation 
at two times the employee's usual hourly rate. 

"Comp- time" refers to additional hours worked in return for additional paid time on an hour-for-hour 
basis, and may be paid out in the same payroll period, or banked for future use as paid time off, according 
to the employee's preference. 

The parties recognize the professional nature of the work performed by Employee covered by this 
Agreement. Therefore, actual daily and weekly work schedules may vary, on occasion, according to the 
time requirements of specific work assignments. Workload assignments will be made on the basis of an 
average forty ( 40) hour workweek. Employees will adjust time and location of work to suit workload 
needs as determined by the Program Director. 

1. When an Employee is required and authorized by a supervisor to extend their shift on short, less than 8 
hours' notice, in addition to or beyond the Employee's regularly scheduled hours or in excess of 40 hours 
per week, the additional hours worked are considered overtime and compensated at "time-plus-one-half'' 
the regular pay rate. These earnings may be paid out in the next paycheck or banked for future time off 
per the employee's preference as noted on the timesheet. (Except as subject to the provisions of 
Subsection [A.] above, where a written agreement for an 80-hour pay period may be substituted for the 
40-hour provision, for the purposes of calculating overtime.) 

2. All overtime hours must be approved by the Employee's supervisor as program or clinical needs, and 
are not voluntary in nature or for personal convenience. · 

3. An Employee working in AILP or BSLP is entitled to four ( 4) hours of additional pay or paid time off 
for his/her completion of a regular on-call week (pager). If the on-call week includes a holiday, then the 
Employee is entitled to six ( 6) hours of additional pay or time off for on-call that week. The on-call pager 
is for emergency use only. 

4. Agency time sheets will record actual time worked and actual time off and overtime records will be 
maintained in the payroll office. 

5. Compensatory time off will be allowed but not required to be taken within 90 days of its accrual. It 
must be taken within one year. 

Notwithstanding the foregoing, it is not the intent of this Section to authorize the combining of 
compensatory time with vacation to extend vacation time periods for Employees. At termination an 
Employee will be paid for all accrued compensatory time. 

D. THE 4/10 WORKWEEK 

In addition to the regular, 9:00 AM to 5:00 PM workday shift, the parties agree to a program for a 4-day / 
10-hour-per-day workweek schedule for fulltime Employees of AILP and BSLP under the following 
conditions: 

1. It is agreed that no more than two Employees will participate in the program at any given 
time and all participants must do so voluntarily. 

2. Employees will be selected for this alternate schedule on the basis of seniority. 

3. The hours worked will be between 9:00 AM and 9:00 PM, Monday through Friday only. 

8 
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4. Employees working this program will not be off on the same day ( determined by seniority) 
and must attend all staff meetings. 

5. The purpose of this program is to ensure continuity of client services and to meet the needs of 
those clients who are working and not available to be seen during the regular business day. 

6. Holiday pay will not exceed eight (8) hours of pay per holiday. 

7. The Executive Director may continue or discontinue the program on a yearly renewal basis at 
July 1 of each year. 

8. These provisions are not subject to the Grievance Procedure of this CBA 

E. SHIFTS AND SCHEDULING 

1. Definition 

a. Case Manager Shifts (AILP, BSLP, ISN, and VOC) will not be affected by this Agreement. 

b. Residential Counselor Shifts are of four types: 
• Client Contact 
• Overnight 
• Staff Meeting 
• Training 

2. Bas ic Principle 

• All Staff are expected to be awake and alert on all shifts. 
• No scheduled shift will exceed 12.5 hours in length. 
• Staff will not be regularly scheduled to work consecutive (back-to-back) client contact shifts. 
• Staff will not be regularly scheduled to work consecutive client contact and overnight shifts. 
• Staff may be scheduled to work consecutive client contact OR overnight AND Staff meeting 

shifts. 
• Staff may be scheduled to work consecutive client contact OR overnight AND training shifts. 
• Staff will have an offsite, non-work time of at least nine (9) hours between regularly scheduled 

client contact shifts, and/or between regularly scheduled client contact and overnight shifts. 
• Occasionally, program or clinical emergencies may require consecutive shifts contrary to the 

above outline. When such emergencies occur, Staff will be compensated at overtime rates 
according to the provisions of the CBA. 

3. Schedules and Assign.tnents 

a. Determining the overall Site Schedule 

9 
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• Management will prepare the overall schedule options appropriate to the number of Staff 
and the activities (i.e. Day Treatment) at each site. The overall options will be developed 
according to the principles in Section (2) of this letter, within the context of meeting the 
clinical practice and regulatory needs of each site. 

• Management and Staff will review the overall schedules for fairness and select one of the 
approved options as the schedule for the work site. 

• Staff may change the overall site schedule to another of the Management-approved, 
overall site schedules, by consensus. 

• Management will have the option to change the overall schedule at a particular work site, 
given a minimum of one month's notice to Staff, only if there is a bona fide clinical or 
program need. 

• Overall schedules (for a site) consist of individual work schedules which determine Staff 
workweeks for a set period of time. The set period of time for an individual work 
schedule at a particular site will range from four ( 4) months to one (1) year, to be 
determined by consensus of the Staff. 

b. Determining the Individual Work Schedule 
• Upon approval of the overall site schedule, Staff will have the right to select individual 

work schedules. 
• If Staff cannot reach Agreement on selection of individual work schedules, they will 

select by order of seniority of employment at that work site. 
• Selection of individual shifts by Staff will meet the clinical and program needs to provide 

for balance in culture, language and gender, to the greatest degree possible at each work 
site. 

• Staff will have the option to grieve what they may consider an arbitrary change by 
Management of an individual shift schedule or the overall schedule. Pending the 
resolution of such grievance, Staff must work the individual or overall schedule as 
directed by Management. 

• Staff may switch or trade shift assignments, by request and with Management approval. 
Management may choose not to approve the request if it is considered unfair to others at 
the work site or if it is considered contrary to program or clinical need. 

SECTlONXI. LEAVES OF ABSENCE 

A. FAMILY CARE & MEDICAL LEA VE: 

1. Eligibility: To be eligible for family care and medical leave, an Employee must have worked for 
the Employer for at least 12 months prior to the date on which the leave is to commence, and 
have worked at least 1250 hours during the 12 months preceding the leave. 

2. Permissible FMLA Leaves: Leaves of absence under the Family & Medical Leave Act may be 
taken for any of the following reasons: 

• To care for the Employee's child after birth, or placement for adoption or foster care 
(maternity or paternity leave); 

• To care for the Employee's spouse, child, or parent, who has a serious health condition; 
or 

• For a serious health condition that makes the Employee unable to perform his/her job. 

3. Request for Leave: The Employee will submit a written request for a medical leave of absence to 
his or her supervisor as soon as the Employee learns of the need for a leave. 

10 



2019-2022 BAKER PLACES - LOCAL 1021 AGREEMENT 

4. Medical Certifiqation: The Employee will submit to the Employer written certification from the 
attending physician stating the need for the medical leave; the date of departure necessitated by 
the medical disability; and the expected duration of the leave time. 

5. Leave's Effect on Benefits: For eligible, regular Employees, the Employer will continue to pay 
for the Employee's participation in group health plans, pension and retirement plans, and other 
benefit plans, to the same extent and under the same terms and conditions as would apply had the 
Employee not taken leave. Per the conditions of the Family Care and Medical Leave Act, these 
benefits will continue for up to three (3) months only. After three months, Employees may choose 
to continue their insurance coverage at their own expense. 

6. Leave's Effect on Pay: Accrued sick leave will be integrated with State Disability Insurance or 
Workers' Compensation. After accrued sick leave is exhausted, the remainder of the medical 
leave of absence will be without pay. 

7. Length of Leave: The maximum term of the medical leave will be for six (6) months during any 
consecutive twelve (12) month period except that pregnancy leave may be for a maximum of 
seven (7) months during any consecutive twelve (12) month period. 

8. Return from Leave: The Employee will confirm intent return to work at least two weeks before 
the expected return date. Any request for extending a leave must be submitted in writing to the 
program supervisor. 

9. Reinstatement: For a leave of less than 6 months, the Employee will be reinstated to the same 
classification, position, and shift. The Employee will provide the Employer with a physician's 
release of ability to return to work and perform regular duties of the job. 

B. OTHER LEA YES OF ABSENCE: Leaves of absence for other reasons such as family 
emergency, personal business or other compelling reasons will be granted to Employees who 
have completed the probationary period and where the efficiency of the Employer's operations 
will not be unduly impaired. During such leaves, an Employee may exhaust accrued vacation. 

C. UNION NOTIFICATION: Whenever an Employee is granted a leave of absence; the Union will 
be notified of such fact in writing. 

D. Employees on extended leaves of absence will not accrue holidays, sick time, or vacation hours. 
Current employees on leave, as of contract ratification, will continue as per current practice. 

SECTION xn. J-IOLIDA YS 

A. The following will be recognized as paid holidays: 

*New Year's Day 
*Martin Luther King, Jr. Day 
*Memorial Day 
*Fourth of July 
*Labor Day 

*Thanksgiving Day 
*Christmas Day 
Employee's Birthday 
3 Floating Holidays 
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B. All full-time Employees will receive eight (8) hours off for each of the above holidays. Part-time 
Employees will receive holiday time off on a pro rata basis. 

C. Holidays will be observed on the legally designated day for residential Employees. For non-residential 
Employees, holidays falling on Saturday will be observed on the preceding Friday and holidays falling on 
Sunday will be observed on the following Monday. 

D. Staff working during the 24 hours (midnight to midnight) of the nationally recognized holidays, which 
are designated with an asterisk(*) will be paid at double time for the actual number of hours actually 
worked and will have an additional 8 hours holiday time banked into the PTO/Leave Bank for future use. 

E. Accrued holiday time may be used for sick time if the Employee does not have sick time. 

F. Floating Holidays and Employee Birthday: Upon completion of Probation, each Employee will accrue 
a floating holiday three times per year. A floating holiday will be distributed to each Employee on payroll 
effective January 1st, May 1 si, and September I 81

• Employee's working on Floating Holidays and 
Employee Birthday Holiday will not be paid the same as if working on a nationally recognized holiday. 
Employee Birthday Holiday and Floating Holidays are not subject to "D." 

G. The Employer encourages Employees to use holiday time within the pay period that it is accrued. This 
is to insure that holiday hours are used as intended, to replenish energy on a regular basis. A maximum of 
24 holiday hours will be carried over at the end of each fiscal year. Any excess holiday hours not used by 
June 30th of each year will be lost. 

H. Employees accrue holidays while on paid leaves of absence: sick leave and vacation. 

I. Employees will forfeit their eligibility for a holiday if they fail to work on the last scheduled work 
before and the first scheduled work day following a holiday, except when absence is excused for one of 
the following reasons: 
1. Industrial accident 
2. Bona fide illness 
3. Funeral leave 
4. Jury duty 
5. Other absence approved by the supervisor 

J. NOTICE: Employees will preferably give two (2) weeks' notice prior to utilization of the floating 
holiday. 

K. SCHEDULING CONFLICTS: If two Employees request the use of holiday time for the same period 
and may not be absent simultaneously, time off will be granted by the order in which the requests were 
submitted. If requests are submitted on the same day, holiday time will be granted by seniority. 

L. At the time of termination an Employee will be paid for all unused accrued holiday time. 

SECTTO xrn. VACATION 

A. ACCRUAL - Full-time Employees will accrue paid vacation, calculated to the nearest half(l/2) 
month, as follows: 
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Length of Service 

Start through 24 months 
25 through 36 months 
3 7th month and forward 

Accrual Per Month 

8 hours 
12 hours 
16 hours 

Accrued Per Year 

96 hours 
144 hours 
192 hours 

B. PART-TIME EMPLOYEES: All part-time Employees working at least 20 hours per week accrue 
vacation time on a pro-rated basis. 

C. ACCRUAL LIMIT: Employees may accrue vacation up to a maximum of200 hours. Vacation accrual 
will cease once the maximum is reached. Vacation accrual will recommence after an Employee has taken 
vacation and the Employee's accrued hours have dropped below the maximum. 

D. USE OF HOURS: Employees may use vacation time in segments no less than one half (1/2) hour. 

E. APPROVAL: All vacation requests must be submitted to the immediate supervisor on a 'Request for 
Time Off form, preferably 2 or more weeks in advance. Employer will not be responsible for plans made 
without approval. 

F. SCHEDULING CONFLICTS: If two Employees request vacations for the same period and may not be 
absent simultaneously, vacation will be granted by the order in which the requests were submitted. If 
requests are submitted on the same day, vacation time will be granted by seniority. 

G. PAY ON TERMINATION: At the time of termination an Employee will be paid for all unused 
accrued vacation time. 

H. Employees will accrue but not be entitled to take vacation leave until completion of their initial 
probationary period. 

I. Pay for vacation will be paid the normal payday. 

SECTION XIV. SICK LEA VE 

A. ACCRUAL: Employees will accrue paid sick leave, calculated to the nearest half (1/2) month, at the 
rate of eight (8) hours per month, beginning from the date of employment. Part time Employees will 
accrue sick leave hours on a pro rata basis. Sick leave may be accrued to a maximum of 400 hours or 50 
days. 

B. Sick leave may be used when an Employee is unable to perform his/her duties due to personal illness, 
disability, mental health, medical or dental appointments, or to administer care to an immediate family 
member with a serious illness. "Family member" is defined as current spouse, domestic partner, parent, 
step-parent, sibling, step-sibling, half-sibling, child, step-child, adoptive child, child of domestic partner, 
current parent-in-law (including parents of domestic partner), grandparents, and grandchildren. 

C. Sick leave will be applicable only for time which the Employee is scheduled to work. 
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D. If an Employee is absent on paid sick leave and a holiday day occurs during such absence, the holiday 
hours the Employee is eligible to accrue will be used instead of sick leave hours. 

E. The payment of sick leave will not affect or limit an Employee's right to the full weekly disability 
benefits to which s/he may be entitled under the California Unemployment Compensation Act. In cases 
where an Employee is eligible to receive disability benefit payments, the Employee will receive his/her 
full disability benefit payment, plus such portion of his/her sick leave pay that will aggregate to an 
amount equal to but not exceeding the Employee's regular rate of pay. In cases of industrial injury 
entitling an Employee to Worker's Compensation Insurance payments, the same method of integration 
with sick leave will apply. 

F. If an Employee becomes hospitalized while on vacations/he may charge accrued sick leave for such a 
period of illness. The Employee will be asked to provide a doctor's note for this period. 

G. The Employer may request verification of sickness or medical appointment to justify an Employee's 
absence from work for the period claimed, if: 

1. The absence exceeds five (5) working days; and, additionally 
2. The employer reserves the right to request documentation to support an absence from work. 

No employee shall suffer a loss of pay for failure to provide requested documentation. 

H. Sick leave may be used in increments of not less than one (1) hour. 

I. Sick leave is not convertible to cash bonus. 

J. In addition to "family member" listed above, an employee may designate one (1) person for whom the 
employee may use accrued paid sick leave to provide care. The employee may add, remove, or change the 
person designated during the annual open enrollment period by completing a form created by 
management. 

SECTION XV. BEREAVEMENT LEA VE 

An Employee may be absent with pay for up to five (5) working days due to a death in the immediate 
family. "Immediate family" is defined in Section XIV.Band XIV J, and includes the same designated 
individual defined in Section XIV J. 

SECTION XVI. JURY DUTY & OTHER LEGALLY REOVTRED LEAVES 

A. Employees will be granted a leave of absence as required by law for the purpose of fulfilling any 
required legal or military obligation (jury duty, appearance as a witness in a legal proceeding, military 
reserve duty, appearance at a school by a parent, or as an emergency worker). Employees are expected to 
return to work for the portion of the workday that they are not selected for jury duty or called as a witness. 
Employees must present verification of their absence. 

B. Salary during leave will be offset by any amounts received as jury or witness fees or as military pay. 

C. The return to work will not be required in instances where the Employee has worked forty ( 40) hours, 
including jury duty time, in any given work week. No deduction in leave time or break in "continuity of 
employment" will be made for service of jury duty. 

SECTION XVU. PROFESSIONAL CONFERENCE LEA VE 
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A. At the Employer's discretion, Employees may attend training events ( conferences, courses, classes, 
institutes and workshops) that the Employer determines will enhance an Employee's work performance. 

B. Employees should make written request to attend a training event in advance. 

C. The Employer will pay normal expenses to attend those training events required by the Employer. 

D. Expenses include time worked, public transportation costs, and mileage at the current IRS rate, parking 
costs, toll charges, and tuition. Meal may be included if the event is more than six (6) hours in duration. 

E. The Employer and Employee may mutually agree to share the costs of a training not required but 
agreed to enhance an Employee's work performance. 

F. The Employer will advance payment to vendors for all training fees, as long as sufficient notice is 
provided for the check to be prepared on the regular billing cycle. 

G. Employees must provide proof of attendance at training's. If proof cannot be provided, the Employee 
may be asked to reimburse the Employer for the cost of the training. 

H. Employees are entitled to up to 8 hours with pay per year for the purpose of attending a training event. 

I. Employer agrees to annually allocate a maximum of$3,500 for continuing education, for full time and 
part time employees. The fund will be offered on a fiscal year cycle. Funds not used in one year will be 
rolled over into year the next year. The maximum allocation per employee for each period will be $250. 
Employer agrees to send notice to all bargaining unit members of the education benefit and the process 
for applying at the beginning of each fiscal year. This fund is on a first come first serve basis. This fund is 
in addition to any moneys normally spent on trainings and education. 

SECTION XVIIl. MILEAGE AND TRAVEL REIMBURSEMENT 

The Employer will reimburse Employees for normal expenses incurred while working, including 
transportation costs, mileage at the current IRS rate, parking costs, and toll charges. 

SECTION XIX. PERSONAL PROPERTY 

A. The Employer will consider paying for damage or theft of personal property incurred by Employees 
during work time on a case by case basis. 

B. Management shall provide a secure indoor space such as a small locker or small filing cabinet at each 
worksite where employees may store personal items while on shift. Additionally, at those sites where 
feasible, management will make every effort to identify a space for the storage of bicycles while on shift. 
Management is not responsible for the loss or damage of an employee bicycle. 

SECTION XX. PAID BENEFITS 

A. ELIGIBILITY: All Employees who have successfully completed 30 days' employment and are 
regularly scheduled to work at least 20 hours per week are eligible to participate in the Employer's 
Flexible Benefits Plan. 
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B. PLAN COMPONENTS: The Employer will offer to each Employee a choice of two health insurance 
packages and optional benefits. 

• Package l is available to Employees at no cost. It will include, at minimum: 
1. Medical Insurance coverage through Kaiser Permanente for Employee only. 
2. Option to purchase De.Pendent coverage. 
3. Choice of "Optional Benefits" described below. 

• Package lf is available to Employees with a 20% contribution to Medical Insurance Coverage, 
also through Kaiser Permanente. This package includes: 

1. Medial Insurance coverage for Employee only. 
2. Dental and Vision coverage. 
3. Group Life, Accidental Death and Dismemberment, and Long-Term Disability. 
4. Option to purchase Dependent Medical coverage. 
5. Option to purchase Additional Life Insurance. 
6. Choice of "Optional Benefits" described below. 

• Optional Benefits available to all eligible Employees: 
1. HealthCare Spending Account per Section 125 of the IRS Code 
2. Dependent Care Spending Account per Section 125 of the IRS Code 
3. Participation in a 403 (b) Retirement Plan 
4. Access to the Employee Assistance Program. 

C. PROFESSIONAL LIABILITY INSURANCE: Baker Places, Inc. carries malpractice insurance 
coverage for all employees. 

D. Baker Places is in compliance with all ofCCSF healthcare-related requirements (HCSO, HCAO, 
MCO) and all qualifying employees will be offered mandated benefits. Should more than nine (9) 
bargaining unit members provide proof that they receive comparable medical coverage through a source 
other than the coverage provided by Baker Places, Inc. and therefore "opt-out," management shall take 
the total monthly saving for every "opt-out" in excess of nine (9) bargaining unit members and equally 
distribute that amount to all bargaining unit members who opt out of coverage. 

For example, if nine (9) or fewer bargaining unit members "out-out" of coverage, no one would receive 
additional funds. If ten (10) bargaining unit members "opt-out" of coverage, the total cost of the "opted­
out" plan would be equally distributed to all ten (10) bargaining unit members. If fifteen (15) bargaining 
unit members "opt-out" of coverage, the total cost of all six (6) plans in excess of nine (9) would be 
equally distributed to all fifteen (15) bargaining unit members. 

SECTION XXL WAGES AND CLASSIFICATIONS 

A. Payday will be on every other Wednesday. If payday falls on a holiday, checks will be distributed on 
the business day before the holiday. This schedule is subject to change by the Employer if necessary to 
comply with payroll and accounting requirements. 

B. If the Employer finds it necessary to change the current client/staff ratio, the Union will be notified and 
the reasons for the proposed change will be discussed with the Union. 
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C. Wages: 

a. Effective July 1, 2019, each salary range in this bargaining unit shall be increased by 3.5%. 
b. Effective July 1, 2020, each salary range in this bargaining unit shall be increased by 3 .5%. 
c. Effective July 1, 2021, each salary range in this bargaining unit shall be increased by 3.25.%. 

SECTION XXll. COST OF DOTNG BUSINESS GERNERAL FUND ADJUSTMENT 

If the City and County of San Francisco increase the existing General Fund Contracts or Grants of the 
Employer by a set percentage, that percentage shall be applied to the rate of pay of each bargaining unit 
classification and be reflected in the salary schedule. This adjustment shall be made the effective date of 
the adjustment. 

SECTION XXIII. BILINGUAL PAY 
Provided a client's preferred language, as indicated on the client treatment place, is non-English, and 
translation services provided by the county are unavailable, any employee who is asked or assigned by 
management to utilize bilingual/translation skills to interact with said client shall earn an additional $.48 
per hour shift differential for that shift. 

Proficiency in a non-English language will be determined by spoken and written tests mutually agreed 
upon at Labor Management Committee. 

SECTION XXN. HEAL TH AND SAFETY 

A. The Employer will make every reasonable provision for the health and safety of the Employees. The 
Employer and the Union recognize the applicability of Federal and State law surrounding the conditions 
of employment. 

B. Safety Equipment appropriate to the worksite(s) shall be available to all employees when needed to 
apply Universal Safety Precautions and other safety measures as needed to prevent workplace injury and 
illness. A Labor-Management Safety Committee shall be instituted, comprising two members of the union 
and two from Management to review safety policies and procedures. This committee will meet no less 
frequently than twice a year. 

C. All employees shall be trained to handle biohazardous waste or other hazardous material in the work 
environment. The Employer is responsible for providing the proper equipment for the handling and 
removal of such materials. A verification of training shall be signed and dated by the employee and the 
trainer and placed in the employee's file. 

D. The employer will maintain a Bed Bug Policy and shall make it available upon request. 

SECTION XXV. LABOR MANAGEMENT COMMITTEE 

A. As part of Baker Places' commitment to ongoing dialogue in the interest of quality assurance and 
improvement of services to our clients, the parties agree to a monthly meeting of shop stewards with 
representative( s) of management. 
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B. Purpose: To assure efficient operations and quality client care and make recommendations to improve 
client services, particularly with regard to staff recruitment and retention, and employee relations. 

C. Meetings: The Committee shall schedule monthly meetings. An Agenda will be prepared and Minutes 
will be kept at all regular meetings. 

D. Limitations: The Committee shall not discuss economic issues or matters subject to collective 
bargaining or the Union Contract. The Committee's activities are advisory to the management of the 
agency and are not subject to the Union grievance procedure. 

SECTlON XXVJ. CUE T CARE COMMITTEE 

A. Baker Places, Inc. is committed to establishing a Client Care Committee during the fiscal year 2015-
2016. The Client Care Committee will be comprised of up to three (3) Union and three (3) management 
employees. The Director of Clinical Services shall chair the Client Care Committee. 

B. Purpose. To assure efficient operations and quality client care and make recommendations to improve 
client services. 

C. Meetings. The Committee shall schedule quarterly meetings. An agenda will be prepared and minutes 
will be kept at all regular meetings. 

D. Limitations. The Committee shall not discuss economic issues or matters subject to collective 
bargaining or the union contract. The Committee's activities are advisory to the management of the 
agency and are not subject to the Union grievance procedure. 

SECTION XX.VII. PROBATIONARY PERIOD 

A. All new Employees are considered to be on Introductory Probation during their first 6 months of full­
time or part-time employment. The Employer has the option to extend a Probationary Period by the 
duration of a leave of absence taken during this period. 

B. The Introductory Probation period is considered a time of mutual assessment for both the Employer 
and the Employee. An Employee's immediate supervisor is responsible for the in-service training and 
periodic evaluation of an Employee. 

C. Following a successful Introductory Probation period, the supervisor completes a performance 
evaluation and the Employee can be changed to Regular Employment Status. 

D. No grievance will be made by the Union in respect to assignment, transfer, demotion, promotion, or 
discharge during such period of Introductory Probation except when the actions are directly in conflict 
with the goals of Affirmative Action. 

E. Introductory Probation Period shall be three (3) months for promoting employees to positions in the 
bargaining unit and for employees rehired within eighteen (18) months of separation provided the 
employee has completed the initial Introductory Period of six (6) months and has at least two (2) years 
employment with the employer. 

18 



2019-2022 BAKER PLACES - LOCAL 1021 AGREEMENT 

F. Introductory Probation Period shall be three (3) months for an employee who transfers to a comparable 
position. For transfers within the bargaining unit, all rights and privileges related to Union 
Representation, step placement, anniversary dates, and access to paid leave remain in place during the 
Introductory Probation Period. Seniority remains site specific. 

SECTION xxvm. RECLASSIFTCA TION OF TEMPORARY EMPLOYEES 

A. A Temporary Employee who works a predetermined work schedule in a vacant position of 30 hours or 
more per week for a continuous period of at least 90 days will be reclassified from Temporary to 
Probationary Employee, and will become eligible for all of the benefits and obligations of employment as 
such. 

B. For the purposes of determining anniversary date, probationary status, and leave accrual, the date of 
hire will be considered to be the beginning of the original 90-day period. 

SECTJON XXIX. DISCIPLINE AND D1SCHARGE 

A. Employees who have completed their Introductory Probation period will not be discharged or 
otherwise disciplined except for just cause. Just cause includes, but is not limited to: 

1. Unsatisfactory quality or quantity of work; 
2. Excessive absenteeism & tardiness; 
3. Physical violence or threats of physical violence; 
4. Intoxication during work hours; 
5. Unethical relationship with clients; 
6. Gross Misconduct. 

B. The Employer supports and maintains a practice of progressive discipline. The disciplinary process 
will begin with a meeting between the Employee and the supervisor. Based on the outcome of this 
meeting, one of several courses of action will follow: 

1. "Memo of Clarification" that the problem must not recur, and instructive steps on how to 
address the issues; 

2. Written warning, addressing the specific nature of the problem and the specific steps 
which must occur for remediation; 

3. Suspension, addressing the specific nature of the problem and the specific steps which 
must occur for remediation. 

4. The Employer may proceed directly to termination for gross misconduct which includes 
but is not limited to physical violence or threats of physical violence, or for misconduct 
that constitutes a hazard or danger to clients or staff. 

C. Any written discipline will be signed by a person competent to know the facts and by the Employee. 
The Employee's signature simply signifies that he/she has read and received the action, but does not 
necessarily imply agreement. 

D. Notice of discharge will include the following information: (1) statement of the nature of the 
disciplinary action; (2) the effective date of the disciplinary action; (3) statement of the cause of the 
disciplinary action; (4) description in ordinary and concise language of the act or omissions on which 
causes are based. 
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E. Notice of discharge or suspension will be served in person or by registered mail to the Employee 
within twenty-four (24) hours of the disciplinary action. A copy of this notice will be sent to the Union 

F. An Employee will have the right to have a Union Representative or Steward, if the Employee so 
requests, present at any meeting with supervisors or management representatives which is disciplinary or 
investigative in nature. Prior to any such meeting, the Employer will inform the Employee of such right. 

All disciplinary action other than for probationary Employees may be reviewed in accordance with the 
grievance procedure. 

G. Employees have the right to attach a rebuttal within ten (10) business days to any disciplinary notice. 
If an employee does not attach a rebuttal, it should not be considered an agreement with the content of the 
disciplinary notice. 

H. All disciplinary and discharge matters are confidential and will be managed in a professional and 
appropriate manner. 

SECTION XXX. GRJEVANCE PROCEDURE 

A. If a dispute regarding the interpretation or enforcement of this Agreement arises, the following 
procedure will be followed, provided that in cases of suspension or discharge that the matter be presented 
to grievance within fourteen (14) calendar days or in other matters, within thirty (30) calendar days; 
otherwise the right to appeal is lost: 

STEP 1. An aggrieved party or the Union will submit a written grievance with the site director, and send a 
copy to the Director of Human Resources. A meeting will be completed within ten (10) calendar days of 
receipt of the written grievance between the aggrieved party, their representative and the site director. The 
site director will provide a written response within five (5) calendar days of said meeting. If the matter is 
not resolved, the aggrieved party will proceed to Step 2. Such action must be taken within ten (I 0) 
calendar days of the Site Director's written response. This step can only be skipped if agreed upon by all 
parties. 

STEP 2. An aggrieved party or the Union will submit a written grievance with the Director of Clinical 
Services or their designee. A meeting will be completed within ten (I 0) calendar days of receipt of the 
written grievance between the aggrieved party, their representative and the Director or Clinical 
Services/designee. The Director of Clinical Services/designee will provide a written decision within five 
(5) calendar days of said meeting. If the matter is not resolved, the aggrieved party will proceed to Step 3. 
Such actions must be taken within ten (I 0) calendar days of the Director of Clinical Services/designee 
written decision. 

STEP 3. An aggrieved party or the Union will submit a written grievance with the Director of Human 
Resources or their designee. A meeting will be completed within ten (10) calendar days of receipt of the 
written grievance between the aggrieved party, their representative and the Director of Human 
Resources/designee. The Director of Human Resources/designee will provide a written decision within 
five (5) calendar days of said meeting. If the matter is not resolved, the aggrieved party will proceed to 
Step 4. Such actions must be taken within ten (10) calendar days of the Director of Human 
Resources/designee written decision. 

STEP 4. An aggrieved party or the Union will submit a written grievance with the Executive Director or 
their designee. A meeting will be completed within ten (I 0) calendar days of receipt of the written 
grievance between the aggrieved party, their representative and Executive Director/designee. The 
Executive Director/designee will provide a written decision within five (5) calendar days of said meeting. 
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If the matter is not resolved, the aggrieved party will proceed to Step 5. Such actions must be taken within 
ten (10) calendar days of the Director of Human Resources/designee written decision. 

STEP 5. ARBITRATION: When a grievance is referred to arbitration, the parties will attempt to agree on 
an impartial arbitrator. In the event that the parties are unable to mutually agree upon an impartial 
arbitrator, then either party may request a panel of arbitrators from the Federal Mediation and 
Conciliation Service. The parties will alternately strike a name from the panel furnished until one (I) 
name remains. Both parties will share equally in the cost of arbitration; however, each party will bear its 
own cost of representation and witnesses. The arbitrator will have no authority to add to, subtract from or 
modify any terms of this Agreement. The decision of the arbitrator will be final and binding upon the 
parties. 

The parties may agree to use the following expedited arbitration procedure, or any part of that procedure. 

Expedited Arbitration: (1) prior to the hearing, extensive efforts will be made to stipulate the facts; (2) no 
attorneys will be used, however, the parties will have the right to other representation; (3) there will be no 
stenographic record of the proceedings; ( 4) only oral closing arguments will be used; no briefs; (5) only 
an oral bench decision will be required. 

The above time frames may be waived by mutual agreement. If any party fails to answer within the above 
time frames, the grievance will move to the next step of the grievance procedure. 

B. At the sole discretion of the Site Management and/or Director of Clinical Services the Step 1 and Step 
2 grievance meeting location shall take place at the worksite of the affected employee or Central Office. 

SECTION XXXI. SUPERVISION 

It is the expectation that program managers provide regular, predictable supervision to the staff they 
supervise. The purpose of supervision is to assist employees in developing skills, provide feedback, 
review performance, and enhance communication amongst team members and clients. Supervision should 
generally occur once per week. If program managers are not providing regular, predictable supervision to 
staff; staff members should report this to the manager's supervisor. While this occurrence is significant, it 
is not subject to the grievance procedure. 

SECTIO XXXll. PROGRAM EVALUAT£0NS 

Program evaluation will be created using an annual survey tool that is developed by a committee made up 
of union members and managers. Evaluations shall be anonymous, and will be shared with program staff 
and agency leadership. 

SECTION XXXIl l. STAFF DEVELOPME T AND TRAIN! G 

During fiscal year 2015-2016 Baker Places will focus its efforts on staff development and training in the 
following areas: 

1) Creating a centralized training database. 
2) Creating an orientation checklist for all Direct Service Staff. 
3) Creating a New Hire Facility Orientation Checklist. 
4) Expanding Lateral Training Opportunities for all staff. 

Management will provide monthly progress updates at Labor Management Committee meetings. 
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Training: 

The provision of training, is a managerial responsibility. Within sixty (60) days of an employees' 
orientation, management agrees to provide all employees in this bargaining unit with the basic training 
necessary to perform their duties. The training that will be provided will consist of, but not limited to, 
Crisis de-escalation, medication handling, ethics and code of conduct training beginning June 2020 

SECTION XXXIV. SEVERABILITY 

In the event that any of the provisions of this Agreement will be held to be in violation of any State or 
Federal law or regulation or State of Federal Court of last resort decision, such determination will not in 
any way affect the remaining provisions of this Agreement. The parties will re-negotiate any Section 
determined invalid within thirty 30 days. 

SECTION XXXV. TERM OF AGREEMENT 

The term of the Collective Bargaining Agreement shall be two (2) years. 7/1/2017 through 6/30/19. 

SECTION XXXVI. MASTER CONTRACT 

Baker Places, Inc. agrees to be part of a Master Contract and bargaining with other SEIU Local 1021 
represented non-profits, including but not limited to non-profit residential treatment providers, in or after 
2015. 

SECTlON XX.XVII. UNION MEETINGS 

Management agrees to release all employees in this bargaining unit, in a quarterly basis, to attend union 
chapter meetings. The Union shall provide to Baker Places' HR director, two weeks in advance, the date 
and the time for said meeting. 
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SALARY SCHEDULES: 

CBA - BAKER PLACES1 INC. & SEIU1 LOCAL 1021 
SALARY SCHEDULE JULY 11 2019 THROUGH JUNE 301 2020 
ON ANNIVERSARY DATE IN CLASSIFICATION, EMPLOYEE WILL MOVE TO NEXT STEP. 

COUNSELOR 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $41,699.74 $3,596.60 $1,798.30 $1,659.97 $20.05 
B $42,733.08 $3,685.73 $1,842.86 $1,701.11 $20.54 
C $43,809.48 $3,778.57 $1,889.28 $1,743.95 $21.06 
D $44,756.71 $3,860.27 $1,930.13 $1,781.66 $21.52 
E $45,703.94 $3,941.97 $1,970.98 $1,819.37 $21.97 
F $46,672.70 $4,025.52 $2,012.76 $1,857.93 $22.44 
G $47,598.41 $4,105.36 $2,052.68 $1,894.78 $22.88 
H $48,653.28 $4,196.35 $2,098.17 $1,936.77 $23.39 
I $49,643.57 $4,281.76 $2,140.88 $1,976.20 $23.87 
J $50,719.97 $4,374.60 $2,187.30 $2,019.04 $24.38 
K $51,688.73 $4,458.15 $2,229.08 $2,057.61 $24.85 
L $52,743.60 $4,549.14 $2,274.57 $2,099.60 $25.36 

AILPLBSLP CASE MANAGER 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $47,146.32 $4,066.37 $2,033.19 $1,876.79 $22.67 
B $48,201.19 $4,157.35 $2,078.68 $1,918.78 $23.17 
C $49,213.01 $4,244.62 $2,122.31 $1,959.06 $23.66 
D $48,072.02 $4,146.21 $2,073.11 $1,913.64 $23.11 
E $51,215.11 $4,417.30 $2,208.65 $2,038.76 $24.62 
F $52,162.34 $4,499.00 $2,249.50 $2,076.46 $25.08 
G $53,066.52 $4,576.99 $2,288.49 $2,112.46 $25.51 
H $54,401.26 $4,692.11 $2,346.05 $2,165.59 $26.15 
I $55,714.46 $4,805.37 $2,402.69 $2,217.86 $26.79 
J $56,941.56 $4,911.21 $2,455.60 $2,266.71 $27.38 
K $58,061.02 $5,007.76 $2,503.88 $2,311.28 $27.91 
L $59,202.00 $5,106.17 $2,553.09 $2,356.70 $28.46 

NIGHT SUPPORT STAFF (Odxssey: House ONLY) 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $35,284.39 $3,043.28 $1,521.64 $1,404.59 $16.96 
B $35,994.82 $3,104.55 $1,552.28 $1,432.87 $17.31 
C $36,705.24 $3,165.83 $1,582.91 $1,461.15 $17.65 
D $37,437.19 $3,228.96 $1,614.48 $1,490.29 $18.00 
E $38,212.20 $3,295.80 $1,647.90 $1,521.14 $18.37 
F $38,944.15 $3,358.93 $1,679.47 $1,550.28 $18.72 
G $39,740.69 $3,427.63 $1,713.82 $1,581.99 $19.11 
H $40,537.22 $3,496.34 $1,748.17 $1,613.69 $19.49 
I $41,355.29 $3,566.89 $1,783.45 $1,646.26 $19.88 
J $42,151.82 $3,635.59 $1,817.80 $1,677.97 $20.27 
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K $43,012.94 $3,709.87 $1,854.93 $1,712.25 $20.68 
L $43,874.06 $3,784.14 $1,892.07 $1,746.53 $21.09 

STAFF NURSE (LPT, LVN, RN) DAY Shift 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $65,703.46 $5,666.92 $2,833.46 ~2,615.50 $31.59 
B $67,038.19 $5,782.04 $2,891.02 $2,668.64 $32.23 
C $68,372.93 $5,897.17 $2,948.58 $2,721.77 $32.87 
D $69,363.22 $5,982.58 $2,991.29 $2,761.19 $33.35 
E $70,375.03 $6,069.85 $3,034.92 $2,801.47 $33.83 
F $71,817.41 $6,194.25 $3,097.13 $2,858.89 $34.53 

STAFF NURSE (LPT, LVN, RN) PM Shift 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $67,361.11 $5,809.90 $2,904.95 $2,681.49 $32.39 
B $68,717.38 $5,926.87 $2,963.44 $2,735.48 $33.04 
C $70,073.64 $6,043.85 $3,021.93 $2,789.47 $33.69 
D $71,085.46 $6,131.12 $3,065.56 $2,829.75 $34.18 
E $72,161.86 $6,223.96 $3,111.98 $2,872.60 $34.69 
F $73,625.76 $6,350.22 $3,175.11 $2,930.87 $35.40 

STAFF NURSE (LPT, LVN, RN) NOC Shift 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $69,793.78 $6,019.71 $3,009.86 $2,778.33 $33.55 
B $71,214.62 $6,142.26 $3,071.13 $2,834.89 $34.24 
C $72,635.47 $6,264.81 $3,132.40 $2,891.45 $34.92 
D $73,690.34 $6,355.79 $3,177.90 $2,933.44 $35.43 
E $74,809.80 $6,452.35 $3,226.17 $2,978.01 $35.97 
F $76,316.76 $6,518.72 $3,259.36 $3,008.64 $36.69 

CHARGE NURSE (LPT, LVN, RN) ~AV Shift 7/1/2019 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start -A $76,445.93 $6,593.46 $3,296.73 $3,043.14 $36.75 
B $78,318.86 $6,755.00 $3,377.50 $3,117.69 $37.65 
C $80,277.91 $6,923.97 $3,461.98 $3,195.68 $38.60 
D $82,301.54 $7,098.51 $3,549.25 $3,276.23 $39.57 
E $84,368.23 $7,276.76 $3,638.38 $3,358.50 $40.56 
F $85,875.19 $7,406.74 $3,703.37 $3,418.49 $41.29 

DRIVER (JHDP) 7/1/2019 
STEP Annual Monthlt Semi-Monthly BI-WEEKLY HOURLY 

Start - A $35,284.39 $3,043.28 $1,521.64 $1,404.59 $16.96 
B $35,994.82 $3,104.55 $1,552.28 $1,432.87 $17.31 
C $36,705.24 $3,165.83 $1,582.91 $1,461.15 $1Z.65 
D $37,437.19 $3,228.96 $1,614.48 $1,490.29 $18.00 
E $38,212.20 $3,295.80 $1,647.90 $1,521.14 $18.37 
F $38,944.15 $3,358.93 $1,679.47 $1,550.28 $18.72 
G $39,740.69 $3,427.63 $1,713.82 $1,581.99 $19.11 
H $40,537.22 $3,496.34 $1,748.17 $1,613.69 $19.49 
I $41,355.29 $3,566.89 $1,783.45 $1,646.26 _$19.88 
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J 
K 
L 

$42,151.82 
$43,012.94 
$43,874.06 

$3,635.59 
$3,709.87 
$3,784.14 

$1,817.80 
$1,854.93 
$1,892.07 

CBA - BAKER PLACES1 INC. & SEIU1 LOCAL 1021 
SALARY SCHEDULE JULY 1, 2020 THROUGH JUNE 301 2021 

$1,677.97 
$1,712.25 
$1,746.53 

$20.27 
$20.68 
$21.09 

ON ANNIVERSARY DATE IN CLASSIF1CATION1 EMPLOYEE WILL MOVE TO NEXT STEP. 

COUNSELOR 7/1/2020 
STEP ANNUAL MONTHLY SEMI-MONTHLY Bl-WEEKLY HOURLY 

Start - A $43,159.23 $3,596.60 $1,798.30 $1,659.97 $20.75 
B $44,228.74 $3,685.73 $1,842.86 $1,701.11 $21.26 
C $45,342.81 $3,778.57 $1,889.28 $1,743.95 $21.80 
D $46,323.20 $3,860.27 $1,930.13 $1,781.66 $22.27 
E $47,303.58 $3,941.97 $1,970.98 $1,819.37 $22.74 
F $48,306.25 $4,025.52 $2,012.76 $1,857.93 $23.22 
G $49,264.35 $4,105.36 $2,052.68 $1,894.78 $23.68 
H $50,356.14 $4,196.35 $2,098.17 $1,936.77 $24.21 
I $51,381.09 $4,281.76 $2,140.88 $1,976.20 $24.70 
J $52,495.17 $4,374.60 $2,187.30 $2,019.04 $25.24 
K $53,497.83 $4,458.15 $2,229.08 $2,057.61 $25.72 
L $54,589.63 $4,549.14 $2,274.57 $2,099.60 $26.25 

AILP [BSLP CASE MANAGER 7/1/2020 
STEP ANNUAL MONTHLY SEMI-MONTHLY Bl-WEEKLY HOURLY 

Start - A $48,796.44 $4,066.37 $2,033.19 $1,876.79 $23.46 
B $49,888.23 $4,157.35 $2,078.68 $1,918.78 $23.98 
C $50,935.46 $4,244.62 $2,122.31 $1,959.06 $24.49 
D $49,754.54 $4,146.21 $2,073.11 $1,913.64 $23.92 
E $53,007.64 $4,417.30 $2,208.65 $2,038.76 $25.48 
F $53,988.03 $4,499.00 $2,249.50 $2,076.46 $25.96 
G $54,923.85 $4,576.99 $2,288.49 $2,112.46 $26.41 
H $56,305.30 $4,692.11 $2,346.05 $2,165.59 $27.07 
I $57,664.47 $4,805.37 $2,402.69 $2,217.86 $27.72 
J $58,934.51 $4,911.21 $2,455.60 $2,266.71 $28.33 
K $60,093.15 $5,007.26 $2,503.88 $2,311.28 $28.89 
L $61,274.07 $5,106.17 $2,553.09 $2,356.70 $29.46 

NIGHT SUPPORT STAFF (Od~sse~ House ONLY) 7/1/2020 
STEP ANNUAL MONTHLY SEMI-MONTHLY Bl-WEEKLY HOURLY 

Start - A $36,519.35 $3,043.28 $1,521.64 $1,404.59 $17.56 
B $37,254.63 $3,104.55 $1,552.28 $1,432.87 $17.91 
C $37,989.92 $3,165.83 $1,582.91 $1,461.15 $18.26 
D $38,747.49 $3,228.96 $1,614.48 $1,490.29 $18.63 
E $39,549.63 $3,295.80 $1,647.90 $1,521.14 $19.01 
F $40,307.20 $3,358.93 $1,679.47 $1,550.28 $19.38 
G $41,131.61 $3,427.63 $1,713.82 $1,581.99 $19.77 
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H $41,956.03 $3,496.34 $1,748.17 $1,613.69 $20.17 
I $42,802.72 $3,566.89 $1,783.45 $1,646.26 $20.58 
J $43,627.14 $3,635.59 $1,817.80 $1,677.97 $20.97 
K $44,518.40 $3,709.87 $1,854.93 $1,712.25 $21.40 
L $45,409.66 $3,784.14 $1,892.07 $1,746.53 $21.83 

STAFF NURSE (LPT1 LVN1 RN) DAY 
Shift 7/1/2020 

STEP ANNUAL MONTHLY SEMI-MONTHLY Bl-WEEKLY HOURLY 
Start - A $68,003.08 $5,666.92 $2,833.46 $2,615.50 $32.69 

B $69,384.53 $5,782.04 $2,891.02 $2,668.64 $33.36 
C $70,765.98 $5,897.17 $2,948.58 $2,721.77 $34.02 
D $71,790.93 $5,982.58 $2,991.29 $2,761.19 $34.51 
E $72,838.16 $6,069.85 $3,034.92 $2,801.47 $35.02 
F $74,331.02 $6,194.25 $3,097.13 $2,858.89 $35.74 

STAFF NURSE {LPT1 LVN1 RN) PM 
Shift 7/1/2020 

STEP ANNUAL MONTHLY SEMI-MONTHLY Bl-WEEKLY HOURLY 
Start - A $69,718.75 $5,809.90 $2,904.95 $2,681.49 $33.52 

B $71,122.48 $5,926.87 $2,963.44 $2,735.48 $34.19 
C $72,526.22 $6,043.85 $3,021.93 $2,789.47 $34.87 
D $73,573.45 $6,131.12 $3,065.56 $2,829.75 $35.37 
E $74,687.52 $6,223.96 $3,111.98 $2,872.60 $35.91 
F $76,202.66 $6,350.22 $3,175.11 $2,930.87 $36.64 

STAFF NURSE (LPT, LVN1 RN) NOC 
Shift 7/1/2020 

STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 
Start - A $72,236.56 $6,019.71 $3,009.86 $2,778.33 $34.73 

B $73,707.14 $6,142.26 $3,071.13 $2,834.89 $35.44 
C $75,177.71 $6,264.81 $3,132.40 $2,891.45 $36.14 
D $76,269.51 $6,355.79 $3,177.90 $2,933.44 $36.67 
E $77,428.14 $6,452.35 $3,226.17 $2,978.01 $37.23 
F $78,224.68 $6,518.72 $3,259.36 $3,008.64 $37.61 

CHARGE NURSE (LPT1 LVN, RN) DAY Shift 7/1/2020 
STEP ANNUAL MONTHLY SEMI-MONTHLY BI-WEEKLY HOURLY 

Start - A $79,121.54 $6,593.46 $3,296.73 $3,043.14 $38.04 
B $81,060.02 $6,755.00 $3,377.50 $3,117.69 $38.97 
C $83,087.64 $6,923.97 $3,461.98 $3,195.68 $39.95 
D $85,182.10 $7,098.51 $3,549.25 $3,276.23 $40.95 
E $87,321.12 $7,276.76 $3,638.38 $3,358.50 $41.98 
F $88,880.82 $7,406.74 $3,703.37 $3,418.49 $42.73 

DRIVER (JHDP) 7/1/2020 
STEP Annual Monthl:t Semi-Monthlt Bl-WEEKLY HOURLY 

Start - A $36,519.35 $3,043.28 $1,521.64 $1,404.59 $17.56 
B $37,254.63 $3,104.55 $1,552.28 $1,432.87 $17.91 
C $37,989.92 $3,165.83 $1,582.91 $1,461.15 $18.26 
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D $38,747.49 $3,228.96 $1,614.48 $1,490.29 $18.63 
E $39,549.63 $3,295.80 $1,647.90 $1,521.14 $19.01 
F $40,307.20 $3,358.93 $1,679.47 $1,550.28 $19.38 
G $41,131.61 $3,427.63 $1,713.82 $1,581.99 $19.77 
H $41,956.03 $3,496.34 $1,748.17 $1,613.69 $20.17 
I $42,802.72 $3,566.89 $1,783.45 $1,646.26 $20.58 
J $43,627.14 $3,635.59 $1,817.80 $1,677.97 $20.97 
K $44,518.40 $3,709.87 $1,854.93 $1,712.25 $21.40 
L $45,409.66 $3,784.14 $1,892.07 $1,746.53 $21.83 

CBA - BAKER PLACES. INC. & SEIU. LOCAL 1021 
SALARY SCHEDULE JULY 1, 2021 THROUGH JUNE 30, 2022 
ON ANNIVERSARY DATE IN CLASSIFICATION, EMPLOYEE WILL MOVE JO NEXT STEP. 

COUNSELOR 7/1/2021 
Bl-

STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 
Start - A $44,561.90 $3,596.60 $1,798.30 $1,659.97 $21.42 

B $45,666.17 $3,685.73 $1,842.86 $1,701.11 $21.95 
C $46,816.45 $3,778.57 $1,889.28 $1,743.95 $22.51 
D $47,828.70 $3,860.27 $1,930.13 $1,781.66 $22.99 
E $48,840.95 $3,941.97 $1,970.98 $1,819.37 $23.48 

$49,876.20 $4,025.52 $2,012.76 $1,857.93 $23.98 
$50,865.44 $4,105.36 $2,052.68 $1,894.78 $24.45 

H $51,992.72 $4,196.35 $2,098.17 $1,936.77 $25.00 
I $53,050.98 $4,281.76 $2,140.88 $1,976.20 $25.51 
J $54,201.26 $4,374.60 $2,187.30 $2,019.04 $26.06 
K $55,236.51 $4,458.15 $2,229.08 $2,057.61 $26.56 
L $56,363.79 $4,549.14 $2,274.57 $2,099.60 $27.10 

AILP l BSLP CASE MANAGER 7/1/2021 
Bl-

STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 
Start - A $50,382.33 $4,066.37 $2,033.19 $1,876.79 $24.22 

B $51,509.60 $4,157.35 $2,078.68 $1,918.78 $24.76 
C $52,590.87 $4,244.62 $2,122.31 $1,959.06 $25.28 
D $51,371.57 $4,146.21 $2,073.11 $1,913.64 $24.70 
E $54,730.39 $4,417.30 $2,208.65 $2,038.76 $26.31 
F $55,742.64 $4,499.00 $2,249.50 $2,076.46 $26.80 
G $56,708.87 $4,576.99 $2,288.49 $2,112.46 $27.26 
H $58,135.22 $4,692.11 $2,346.05 $2,165.59 $27.95 
I $59,538.57 $4,805.37 $2,402.69 $2,217.86 $28.62 
J $60,849.89 $4,911.21 $2,455.60 $2,266.71 $29.25 
K $62,046.18 $5,007.76 $2,503.88 $2,311.28 $29.83 
L $63,265.48 $5,106.17 $2,553.09 $2,356.70 $30.42 

7/1/2021 
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NIGHT SUPPORT STAFF (OdJsSell House ONLY) 
Bl-

STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 
Start - A $37,706.22 $3,043.28 $1,521.61 $1,404.59 $18.13 

B $38,465.41 $3,104.55 $1,552.28 $1,432.87 $18.49 
C $39,224.60 $3,165.83 $1,582.91 $1,461.15 $18.86 
D $40,006.79 $3,228.96 $1,614.48 $1,490.29 $19.23 
E $40,834.99 i3,295.80 $1,647.90 $1,521.14 $19.63 
F $41,617.18 $3,358.93 $1,679.47 $1,550.28 $20.01 
G $42,468.39 $3,427.63 $1,713.82 $1,581.99 i20.42 
H $43,319.60 $3,496.34 $1,748.17 $1,613.69 $20.83 
I $44,193.81 $3,566.89 $1,783.45 $1,646.26 $21.25 
J $45,045.02 $3,635.59 $1,817.80 $1,677.97 $21.66 
K $45,965.24 $3,709.87 $1,854.93 $1,712.25 $22.10 
L $46,885.47 $3,784.14 $1,892.07 $1,746.53 $22.54 

STAFF NURSE (LPT, LVN1 RN) DAY 
Shift 7/1/2021 

Bl-
STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 

Start - A $70,213.18 $5,666.92 $2,833.16 $2,615.50 $33.76 
B $71,639.53 $5,782.04 $2,891.02 $2,668.64 $34.44 
C $73,065.87 $5,897.17 $2,948.58 $2,721.77 $35.13 
D $74,124.13 $5,982.58 $2,991.29 $2,761.19 $35.64 
E $75,205.40 $6,069.85 $3,034.92 $2,801.47 $36.16 
F $76,746.78 $6,194.25 $3,097.13 $2,858.89 $36.90 

STAFF NURSE (LPT1 LVN, RN) PM 
Shift 7/1/2021 

Bl-
STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 

Start - A $71,984.61 $5,809.90 $2,904.95 $2,681.49 $34.61 
B $73,433.96 $5,926.87 $2,963.44 $2,735.48 $35.30 
C $74,883.32 $6,043.85 $3,021.93 $2,789.47 $36.00 
D $75,964.58 $6,131.12 $3,065.56 $2,829.75 $36.52 
E $77,114.87 $6,223.96 $3,111.98 $2,872.60 $37.07 
F $78,679.25 $6,350.22 $3,175.11 $2,930.87 $37.83 

STAFF NURSE (LPT, LVN, RN) NOC 
Shift 7/1/2021 

Bl-
STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 

Start - A $74,584.25 $6,019.71 $3,009.86 $2,778.33 $35.86 
B $76,102.62 $6,142.26 $3,071.13 $2,834.89 $36.59 
C $77,620.99 $6,264.81 $3,132.40 $2,891.45 $37.32 
D $78,748.26 $6,355.79 $3,177.90 $2,933.44 $37.86 
E $79,944.56 $6,452.35 $3,226.17 $2,978.01 $38.43 
F $80,766.98 $6,518.72 $3,259.36 $3,008.64 $38.83 

7/1/2021 
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CHARGE NURSE (LPT, LVN, RN} DAY Shift 
Bl-

STEP ANNUAL MONTHLY SEMI-MONTHLY WEEKLY HOURLY 
Start - A $.81_,692.99 $6,593.46 $),296.73 t3,043,14 $,39.28 

B $83,694.48 $6,755.00 $3,377.50 $3,117.69 $40.24 
C $8~,787.99 ~923.97 $3,461.98 $3,195.68 $41.24 
D $87,950.52 p,098.51 $.3,549.25 .P,276.23 $42.28 
E 9Q, 59.Q $7,)16.7,6 $3,638.38 $3,358.50 $'43.35 
F $91,769.45 $7,406.74 $3,703.37 $3,418.49 $44.12 

DRIVER (JHDPl 7/1/2021 
Bl-

STEP Annual Monthlt Semi-Monthl::t WEEKLY HOURLY 
Stal't-A $37,706.22 $l,043.28 $1,~21.6~ $1,404.59 $1813 

B $38,465.41 $3,104.55 $1,552.28 $1,432.87 $18.49 
C $39,224 60 $3,165.83 $1,582.9~ $1,461.15 $18.86 
D $401006.79 $3,228.96 $1,614.48 tl,490.29 $19.23 
E $40,834.99 $1,295.80 $1,647.90 $1,521.14 $19.63 
F $41,617.18 $3 358.93 $1,679.47 1550.28 $20.01 
G $42,468.39 $3,427.63 1 713.82 $_1, · 81. 9 $20.4 
H $43,319.60 $3,496.34 $1,748.17 $1,613.69 $20.83 
I $44,193.81 $3,566.89 $1,783. 5 $1,646.26 $21.25 
J $45,045.02 $31635.59 11,817.80 1,677.97 $21.66 
K $45,965.24 $3_,709.87 $j,854.93 $1,712.25 $22.10 
L $46,885.47 $3,784.14 $1,892.07 $1,746.53 $22.54 
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SIGNATURES 

SEIU Local 1021 

Gregory Perez, an · ing D 

----\ ~)i·~~ 
Thomas Benn, Bargaining Team Tina Greco, People Experience Manager 

Jason Klumb, SEIU 1021 San Francisco Field Director 
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LOCAL 1021 ~, 

> 
SEIU 
Stronger Together 

Service Employees International Union - Local 1021 

350 Rhode Island Street, #lOOS 

San Francisco, CA 94103 

415-848-3611 

Field Representative - -------------­

Union Steward - ---- ------------
Telephone Number ___________ ____ _ 


