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Section 1 Agreement 
 

This Agreement is entered into between Huckleberry Youth Programs, Inc. (hereinafter 
referred to as the “Employer”) and Service Employees International Union, Local 1021, 
AFL-CIO (hereinafter referred to as the “Union”). 
 
 

Joint commitment to mission and workplace values  
 
Shared Purpose 
Huckleberry Youth Programs and SEIU  recognize that the integrity of Huckleberry's mission — 
to work in solidarity with young people and their families to advance their personal growth and 
social equity — depends fundamentally on the conditions, support, and treatment afforded to 
the staff who deliver that mission each day. 

Both parties affirm that the populations Huckleberry serves require a skilled, stable, and 
supported workforce. The Employer and the Union jointly commit to the terms of this 
Agreement as a foundation for sustaining that workforce and advancing the organization's 
impact across the Social Determinants of Health. 
 
 
Commitment to Empirically Supported Treatment 
The Employer commits to grounding all program delivery in evidence-based and empirically 
supported practices, and to equipping staff with the training, supervision, and resources 
necessary to implement those practices with fidelity. The Union, on behalf of its members, 
commits to upholding professional standards consistent with those frameworks in the course of 
their work. 
 
Both parties recognize the following as foundational to Huckleberry's program model and affirm 
their shared commitment to their consistent, high-quality implementation: 
 
 
Trauma-Informed Care  
All services will be designed and delivered in accordance with a trauma-informed framework, 
including an in-depth understanding of the nature, timing, and severity of traumatic events and 
the effects of those events on functioning, behavior, and the capacity to engage in services. 
The Employer commits to providing ongoing training in trauma-informed practice and to 
structuring supervision in a manner that acknowledges and addresses the secondary trauma 
and vicarious stress experienced by front-line staff. 
 
 
The Stages of Change Framework  
Program delivery will incorporate the Stages of Change framework as a shared clinical 
language for assessing client readiness, tracking behavioral progress, and guiding 
individualized care planning. The Employer commits to training all program staff on the Stages 
of Change framework, developing engagement scales within Huckleberry's data systems, and 
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ensuring that supervisory practices reflect an understanding that client progress is non-linear 
and that relapse is an expected component of the change process — not a failure of service 
delivery or staff performance. 
 
 
Strengths-Based Practice  
Assessment and care planning will center the identification of client strengths, capacities, and 
self-identified goals. Staff shall be trained and supported to conduct holistic, youth-driven 
assessments that are gender-inclusive, linguistically accessible, and minimally burdensome, 
and to develop Plans of Care that are transparent, client-owned, and regularly reviewed for 
progress and barrier identification. 
 
 
Culturally Responsive Service Delivery  
The Employer commits to developing and refining services that respect and reflect the beliefs, 
practices, cultures, and linguistic needs of the young people and families Huckleberry serves, 
with particular attention to the historical and structural inequities experienced by BIPOC 
communities. The Employer further commits to creating intentional pathways for ongoing staff 
development in culturally responsive practice and to engaging staff in the continuous 
improvement of service delivery to BIPOC clients. 
 
 
Commitment to Harm Reduction Values 
Both parties affirm harm reduction as a core and non-negotiable value of Huckleberry's 
program model. Harm reduction is understood as a client-centered, non-judgmental approach 
that meets young people where they are, without preconditions for engagement. Harm 
reduction supports incremental, self-directed risk reduction through the provision of accurate 
information, practical supplies, and sustained relationships. 
 
 
The Employer commits to: 
Providing staff with adequate training in harm reduction principles and practices, including but 
not limited to sexual health education, safer use supplies, overdose prevention, and the 
application of the Stages of Change framework as a harm reduction tool across all program 
areas. 

Ensuring that staff are not required to apply punitive, abstinence-only, or compliance-based 
approaches that conflict with Huckleberry's harm reduction values, and that programmatic 
expectations are aligned with those values across all sites and service lines. 

Supplying front-line staff with the materials and resources necessary to deliver harm reduction 
services, including access to health education materials, safer sex supplies, and overdose 
prevention supplies such as Narcan, fentanyl testing strips, and related tools, as appropriate to 
program scope. 

The Union, on behalf of its members, commits to upholding harm reduction values in all 
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client-facing interactions, engaging in good faith with Employer-provided training, and 
advocating through appropriate channels when programmatic conditions compromise the 
ability of staff to deliver harm reduction services with fidelity. 

Both parties acknowledge that Huckleberry cannot deliver holistic, trauma-informed, culturally 
responsive, and empirically grounded services without a workforce that is itself treated with the 
same intentionality, dignity, and investment the organization extends to the young people it 
serves. 
 
 
To that end, the Employer commits to: 
Providing regular, structured individual supervision for all front-line staff and managers, 
consistent with the program model's established expectations, including weekly one-on-one 
meetings with transparent agendas, two-way feedback, and attention to both professional 
performance and personal wellbeing. 

Investing in staff training, professional development, and wellness as a direct investment in 
client outcomes, and ensuring that supervision practices reflect a strengths-based, 
non-punitive approach grounded in the same frameworks applied in client care. 

Establishing equitable caseload expectations across like positions that reflect client acuity, 
program scope, and the dosage and frequency standards set forth in Huckleberry's program 
model, ensuring that job expectations are codified, transparent, and consistently applied. 

The Union commits to supporting a culture of learning and accountability within the workforce, 
including member engagement in data-informed supervision, participation in organizational 
training, and good-faith collaboration with the Employer in the ongoing refinement and 
implementation of Huckleberry's Theory of Change. 
 
 
Ongoing Collaboration 
Both parties commit to meeting no less than twice annually to review the implementation of this 
Article, surface emerging concerns related to program model fidelity, staff capacity, and 
working conditions, and identify opportunities for joint problem-solving in service of 
Huckleberry's mission.  
 
 

Section 2 Management Rights 
 

It is mutually agreed that, except as modified or limited by this agreement, 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 workforce; set personnel policies; hire, transfer, promote, 
demote, schedule, determine the job content of, reclassify, discipline or discharge employees; 
and to contract out for services, subject to the conditions provided herein. 
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Section 3 Recognition 
 

In accordance with the certification of the National Labor Relations Board (NLRB) in Case 
Number 20-RC-17345, the Employer recognizes the Union as the sole representative for 
purposes of collective bargaining concerning wages, hours, and other conditions of 
employment for the bargaining units set forth in this Agreement and found appropriate by the 
NLRB; excluding managers, supervisors, administrative staff, interns, independent contractors 
and guards. 
 
 

Section 4 Union Membership 
 

A.  All employees who are subject to this Agreement and who are employed on the effective 
date of this Agreement, shall, not later than the thirty-first (31st) calendar day following the 
effective date of this Agreement, either (1) become members of the Union in good standing 
and remain members in good standing during the course of their employment, or (2) pay an 
amount equal to Union fees and dues to the Union as a service fee for Union representation. 
 
B.  All employees who are subject to this Agreement and who are hired on or after the effective 
date of this Agreement shall, not later than the thirty-first (31) calendar day following their date 
of hire, either (1) become members of the Union in good standing and remain members in 
good standing during the course of their employment, or (2) pay an amount equal to Union 
fees and dues to the Union as a service fee for Union representation.   
 
C. Occasional relief staff are covered by this agreement and shall pay dues; however, because 
of their varied scheduling they shall be exempt from initiation fees. 
 
D.  Upon receipt of written notice to the Employer and upon examination of documented proof 
that an employee has not complied with the above requirement, the Employer shall terminate 
the employment of such employee within fifteen (15) calendar days after receipt of such written 
notice unless thereafter the employee complies with the above requirements within said time 
period.  
 
E.  The Union shall indemnify and hold 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. 
 
F.  The Employer will distribute and collect membership cards at the orientation meeting when 
other necessary pre-employment documents are completed. The original copy of the form shall 
be sent to the Union Headquarters and emailed to the designated Union Representative and 
MRC@seiu1021.org. 
 
G.  The Employer agrees to collect dues, assessments, initiation charges and any other 
contribution from each unit member’s wages as specified by the Union. The Employer agrees 
to transfer all funds collected to the Union as soon as possible, but not later than ten days from 
the final pay period of each month. 
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H.  Not less frequently than once each month, the Employer shall supply the Union with the 
name, classification, department, worksite location, work schedule, hourly rate, salary step, 
work phone number, work email address, personal phone number, personal email address, 
mailing address and date of hire of all bargaining unit employees in Excel format to 
data@seiu1021.org. ​
 
I. The Employer will designate sixty minutes to the Union representatives(s) to conduct a New 
Employee Union Orientation in a private space without the presence of nonbargaining unit 
employees.  
 

 
Section 5 Union Business 

 
A.  A duly authorized representative of the Union shall be permitted to talk with bargaining unit 
employees away from clients with a minimum 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 Program Director of the site. The Union shall notify the 
Employer in writing of the name of the assigned Union Representative. Because of the nature 
of the work of the Employer, the Union Representative shall give, unless it is an emergency 
situation, 2 hours advance notice of a visit to a work site. 
 
B.  For the purpose of representation, the Union shall be entitled to one (1) Steward on the job 
at each site who shall restrict work time Union activities to the handling of grievances. The 
Union will notify the Employer in writing when a Steward is designated. A Steward may assist 
an employee in the presentation of a grievance if an employee requests such assistance. In no 
case will the Steward leave the place of work during work time without requesting approval 
from the site Manager or Supervisor. The Steward’s activities shall not interfere with the work 
of any employee or the Steward’s work. 
 
C. The Employer shall furnish space on an existing bulletin board at each work location or if 
not available, wall space to be used solely for official Union business as it pertains to the 
employees of Huckleberry Youth Programs. The Union assumes all responsibility for the 
material contained in its notices. Such notices shall be signed by a Union Representative, 
Union Official or designated Steward. The Union recognizes the nature of the clinical setting 
and the need to avoid material that is potentially disturbing to clients. 
 
D. Steward training: Shop stewards shall receive paid time off to participate in union training 
and official union business with one week notice and/or with management approval whenever 
possible based on operational needs without loss of compensation. 
​
E. Membership meeting: Union members shall be able to participate in union membership 
meetings without loss of compensation. 
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Section 6 Anti-Harassment, Anti-Discrimination and Anti-Retaliation Policy  
 
A.  The Employer, the Union and the employees agree that an employee or applicant for 
employment shall not be the subject of sexual harassment. The Fair Employment and Housing 
regulations define sexual harassment as unwanted sexual advances, or visual, verbal or 
physical contact of a sexual nature when such conduct is made explicitly or implicitly a term or 
condition of employment, is used as a basis of employment decisions, or has the effect of 
interfering with work performance or creating an otherwise offensive working environment. 
​
​
Protected Characteristics 
This policy applies to harassment or discrimination that occurs during, arising out of or is 
connected to an employee’s employment at HYP based on any protected characteristic, 
including: 

Race (including traits historically associated with race, such as hair texture and 
protective hairstyles), Color, Ancestry, National origin (including language use and 
accent), Religion (including religious dress and grooming practices), Creed, Sex, 
Gender, Gender identity or expression, serostatus, sexual orientation, Pregnancy, 
childbirth, breastfeeding, or related medical conditions, Age (40 and over), Physical or 
mental disability, Medical condition (including cancer and genetic characteristics), 
Genetic information, Marital status, Military or veteran status, Citizenship or immigration 
status, political affiliation, any other status protected by federal, state, or local law or 
because of membership in the union or activities on behalf of the Union.  

Harassment based on the perception of a protected characteristic, or association with 
someone who has a protected characteristic, is also prohibited. The Employer and the Union 
recognize the Employer’s current policy on Affirmative Action as outlined in the existing 
personnel policies. 
 
 
Prohibited Conduct 
Harassment includes any unwelcome conduct based on a protected characteristic when: 

●​ Submission to such conduct is made a term or condition of employment 
●​ Submission to or rejection of such conduct is used as the basis for employment 

decisions 
●​ The conduct unreasonably interferes with work performance 
●​ The conduct creates an intimidating, hostile, or offensive work environment 

This applies whether or not the affected individual is the intended target. 
 
 
Examples of Prohibited Harassment 
1. Verbal Conduct 
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●​ Slurs, epithets, insults, or derogatory comments 
●​ Jokes or remarks about a protected characteristic 
●​ Comments about appearance, body, or identity 
●​ Repeated unwanted requests for personal interaction 

2. Physical Conduct 

●​ Assault or unwanted physical contact 
●​ Blocking movement or invading personal space 
●​ Touching, grabbing, or brushing against another person 

3. Visual or Written Conduct 

●​ Displaying offensive images, symbols, or materials 
●​ Emails, texts, social media posts, or messages containing discriminatory or harassing 

content 
●​ Workplace graffiti or digital content 

4. Workplace Interference or Hostility 

●​ Sabotaging work performance 
●​ Damaging tools, equipment, or workspace 
●​ Exclusion from meetings or opportunities based on protected status 
●​ Bullying, yelling, or intimidation tied to a protected characteristics 

 
Sexual Harassment (Specific Prohibition) 
Sexual harassment is contrary to basic standards of conduct between individuals and is 
prohibited by the Equal Employment Opportunity Commission and California law. It will 
therefore constitute a violation of agency policy for any employee to engage in any of the acts 
or behavior defined below, and such misconduct will subject an employee to corrective action 
up to and including immediate discharge. 

Employees who feel they have been discriminated against on the basis of sex, gender, gender 
identity or sexual orientation or in any other manner harassed, should immediately report such 
incidents following the procedure described below without fear of reprisal. Confidentiality will 
be maintained to the extent permitted by the circumstances. 
 
 
Sexual harassment includes, but is not limited to:  

●​ Unwelcome sexual advances or propositions 
●​ Requests for sexual favors tied to employment decisions 
●​ Sexual jokes, gestures, or comments 
●​ Display of sexually explicit or degrading material 
●​ Physical conduct of a sexual nature, including assault 
●​ Physical assaults of a sexual nature, such as rape, sexual battery, molestation, or 

attempts to commit these assaults 
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●​ Intentional or unintentional physical conduct which is sexual in nature, such as touching, 
pinching, patting, grabbing, brushing against another staff member’s body, or poking 
another staff member’s body 

●​ Unwanted sexual advances, propositions, or other sexual comments, such as: 
●​ Requests for sexual favors accompanied by implied or overt threats concerning the 

victim’s job performance evaluation, a promotion, or other job benefits or detriments 
●​ Subtle or obvious pressure for unwelcome sexual activities 
●​ Sexually oriented gestures, noises, remarks, jokes, or comments about a person’s 

sexuality or sexual experience which is sufficiently severe or pervasive to create a 
hostile work environment 

●​ Sexual or discriminatory displays or publications anywhere in the workplace, such 
as:displaying pictures, posters, calendars, graffiti, objects, promotional material, reading 
materials, or other materials that are sexually demeaning or pornographic. This includes 
sexual displays on workplace computers or cell phones and sharing such displays while 
in the workplace. 

●​ Hostile actions taken against an individual because of that individual’s sex, sexual 
orientation, gender identity, sex characteristics, and the status of gender, such as: 

●​ Interfering with, destroying, or damaging a person’s workstation, tools, or equipment, or 
otherwise interfering with the individual’s ability to perform the job. 

●​ Sabotaging an individual’s work. 
●​ Bullying, yelling, name-calling. 

 

Reporting Procedure: 
Employees who feel they have been discriminated against on the basis of any protected 
characteristic or in any other manner harassed should immediately report such incidents 
following the procedure described below without fear of reprisal. Confidentiality will be 
maintained to the extent permitted by the circumstances. 

However, employees shall not be disciplined for failing to report an incident if they have 
reasonable, personal concerns of any nature.  

 
Reports can be made to: 

●​ Human Resources 
●​ Any supervisor or manager 
●​ Union representations (for staff represented by SEIU 1021) 

Management shall investigate any complaints timely regardless of when the incident occurred 
and provide status updates to the reporting employee upon request while taking into 
consideration potential privacy concerns.  

Employees are not required to report to the person engaging in the conduct. 
 
Huckleberry Youth Programs will: 

●​ Promptly investigate all complaints 
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●​ Maintain confidentiality to the extent possible 
●​ Take appropriate corrective action 

 
Anti-retaliation: 
Any form of retaliation for reporting or threatening to report harassment is illegal, strictly 
prohibited and will not be tolerated. Retaliation is an act of revenge or reprisal. Retaliation can 
be any action that could discourage a staff member from coming forward to make or support a 
sexual harassment claim. Adverse action need not be job-related or occur in the workplace to 
constitute unlawful retaliation (e.g., threats of physical violence outside work hours). It is illegal 
to fire, demote, harass, or otherwise retaliate against someone filing a complaint. Any incidents 
of retaliation need to be reported immediately. 

Such retaliation is unlawful under federal, state, and (where applicable) local law. CA law 
protects individuals engaged in “protected activity.” Protected activity occurs when a person 
has: 

●​ made a complaint of sexual harassment, either internally or with any 
anti-discrimination agency 

●​ testified or assisted in a proceeding involving sexual harassment under the 
Human Rights Law or other anti-discrimination law 

●​ opposed sexual harassment by making a verbal or informal complaint to 
management or by simply informing a supervisor or manager of harassment 

●​ reported that another staff member has been sexually harassed; or 
●​ encouraged a fellow staff member to report harassment 

Even if the alleged harassment does not turn out to be a violation of law, the individual is 
protected from retaliation if the person had a good faith belief that the practices were unlawful. 
However, the retaliation provision is not intended to protect persons making intentionally false 
charges of harassment. 

Sexual Harassment is considered a form of staff member misconduct, and disciplinary action 
will be enforced against individuals engaging in sexual harassment and against supervisory 
and managerial personnel who knowingly allow such behavior to continue. 

 
 

Section 7 Employee Classification and Orientation Period 
 

A.  Job descriptions for all employees in Appendix A state whether the position is "exempt" or 
"non-exempt." 

 
1.​ An exempt employee is one who is paid at least the minimum specified by applicable 

law for an exempt employee and is employed in executive, management or professional 
capacities. Exempt employees do not receive overtime compensation. Such positions 
include Clinical Case Managers, Therapists and Licensed Clinicians.  
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2.​ Non-exempt employees are those not employed in executive, managerial or 
professional capacities. They are entitled to be paid overtime at the rate of time and 
one-half after 40 hours in one week. If, during the term of this Agreement, legislation is 
enacted in California mandating overtime pay after eight (8) hours in one day for 
employees subject to this Agreement, and if said legislation includes provisions for 
alternative work schedules, the Employer and the Union will, at the request of either 
party, negotiate the implementation of alternative work schedules.     

 
In addition, the Employer further classifies employees for determination of benefits eligibility as 
follows: 

 
B.  A regular employee works at least 20 hours per week for an indefinite period of time and is 
eligible for agency benefits, as described in Section 6 of the personnel policies. A regular 
full-time employee is one who works 40 hours or more per week. A regular part-time employee 
is one who works less than 40 hours per week but a minimum of 20 hours per week. 
 
C.  Contract/Temporary Employees: Contract/temporary employees are hired on a 
non-benefited hourly, per diem, or salaried basis for a three (3) month period of time for 
completion of a specific project or on a specific grant and are not covered by the bargaining 
unit.  Should the three (3) month period of time need to be extended, the parties will meet to 
discuss and determine an agreed upon extension.   
 
D.  Orientation: Employees shall be in an orientation period for the first six months of 
employment.  Thereafter, employees other than contract employees shall be considered 
regular employees. During this period, the agency may terminate an employee without 
recourse to the grievance procedure. As warranted, the orientation period may be extended by 
mutual agreement of the parties for up to an additional six months, provided such be done in 
writing.  During this period, employees shall be evaluated in writing by their immediate 
supervisor at the end of three months of employment and at the end of six months. 

 
 

Section 8  Performance Feedback and Discharge* 
 

A.  Employees who have completed their initial orientation period with the Employer shall not 
be discharged or otherwise given performance feedback except for just cause. Employees 
may be given formal performance feedback for the following,  which includes, but is not limited 
to: (1) unsatisfactory attendance, (2) physical violence, (3) failure to perform job tasks, (4) 
intoxication during work hours, (5) unethical relationships with clients, 6) an absence of one or 
more consecutive working days without notice, which shall be considered a voluntary 
resignation. 
 
B.  Notice of all formal performance feedback shall be served in person, by email or by 
registered mail to the employee within twenty-four (24) hours of the feedback meeting and a 
copy of such notice shall be sent to the Union. The notice shall 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 facts behind the disciplinary action (including date, 
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time, place, etc.); (4) description in ordinary and concise language of the policies on which 
causes are based. 
 
An employee shall have the right to a Union Representative or Steward, if the employee so 
requests, present at any meeting with supervisors or management representatives which 
involves formal performance feedback in nature. Prior to any such meeting, the Employer will 
inform the employee involved of such a right. All formal performance feedback other than for 
employees in their orientation period may be reviewed in accordance with the grievance 
procedure. Notice of any investigatory and formal performance feedback meetings shall be 
provided to the employees and the union at least one week prior to the date of the meeting. All 
such meetings shall be scheduled based on mutual availability and agreement.​
​
 
Progressive Feedback Policy 

Purpose 

The Progressive Feedback ensures consistent, objective, and equitable corrective action. It 
promotes open communication, transparency, and accountability. This policy reflects the 
organization’s commitment to fostering a positive, growth-oriented environment where 
feedback and performance improvement are embraced as opportunities for learning and 
development. This policy applies to all employees. Additional policies and procedures for 
union-represented employees are outlined in Sections 8 and 9 of the Collective Bargaining 
Agreement. 

Formal feedback may be required for substandard job performance, absenteeism, violations of 
the code of conduct or inability to work as part of a team, among other issues. Supervisors are 
responsible for identifying problems or issues and assisting in their resolution. Any formal 
discipline must be reviewed and approved by the relevant member of the Executive Team and 
Human Resources. 
 
 
Principles of Progressive Feedback Policy 

1.​ Open Communication: Honest feedback fosters trust and growth. 
2.​ Transparency: Staff members understand expectations and consequences. 
3.​ Fairness: Actions align with just cause and organizational values. 

 
Process 

Step 1: Ongoing Feedback​
Managers provide continuous, constructive feedback to address performance or behavioral 
concerns promptly. 

●​ Feedback should be timely, clear, and balanced, with actionable suggestions. 
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●​ Managers must reflect on potential biases and consider power dynamics in their 
interactions. 

In addition to providing feedback to staff, Managers inform and partner with their direct 
supervisor, and the relevant member of the Executive Team and Human Resources as 
appropriate, in order to receive support and guidance in determining next steps. 
 
 
Step 2: Counseling and Verbal/First Written Warning​
In instances when ongoing feedback does not result in improved performance or behavior, the 
Manager may request permission to provide a Verbal/First Written. This request is made of the 
direct supervisor and Human Resources, as appropriate. The relevant ET member, if different 
from the direct supervisor, should be involved. 

The performance improvement process includes two steps, Verbal/First Written Warning and 
Performance Improvement Plan (PIP), either of which may be applied individually based on the 
circumstances and severity of the problem: 

A verbal/first written warning outlines specific concerns and required improvements.​
​
The supervisor provides counseling to address performance concerns, eliminate 
misunderstandings, and clarify what constitutes good performance. During this process: 

●​ Engage authentically and ask questions to understand the staff member’s perspective. 
●​ Collaborate with the staff member to develop a plan for improvement to the appropriate 

level. 
●​ Identify and address barriers and challenges to improving performance. 
●​ Share specific examples of the performance issue and set clear expectations for 

improvement. 
●​ Document the discussion, ensuring both parties agree on the next steps, and provide 

the documentation to the staff member. 

 
Step 3: Performance Improvement Plan (PIP) 
If the problem persists after counseling or a verbal warning, the supervisor must request 
permission to implement a Performance Improvement Plan (PIP). This request is made of the 
direct supervisor and Human Resources, as appropriate. The relevant ET member, if different 
from the direct supervisor, should be kept informed. 

A PIP is designed to provide the staff member with a structured opportunity to improve their 
performance and includes: 

●​ Clear Expectations: Define a specific timeframe for improvement and outline the actions 
required to meet performance standards. 

●​ Collaborative Design: Work with the staff member to create a plan that gives them the 
best chance to succeed. 
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●​ Transparent Communication: Present the PIP clearly, both in writing and in person, and 
confirm understanding. 

●​ Reflection and Support: Reflect on management practices that could impact 
performance and ensure resources are available to support improvement. 

●​ Policy Alignment: Engage HR and, if applicable, union representatives to ensure 
alignment with organizational policies and agreements. 

 
Step 4: Determine Next Steps​
Based on outcomes, managers may consider: 

●​ Investment: Provide additional training or resources for employees showing progress. 
●​ Coaching Out: Offer alternatives, including transitioning the individual out of the role. 
●​ Termination: If no improvement is observed, termination may be necessary. 

Termination decisions must be consistent with the organization’s policies and collective 
bargaining agreement. Suspension should be approved by HR and the appropriate Executive 
Team member and will generally not exceed 3–5 business days.  

Rights and Representation​
Employees are entitled to union representation during investigation or formal performance 
feedback meetings. Feedback and actions shall adhere to the organization’s collective 
bargaining agreement, ensuring just cause. Employees who wish to dispute their formal 
performance feedback can contact the union to request for a formal grievance to be filed within 
the applicable timeline outlined in the Grievance Procedure under Section 9.  

*Formal performance feedback at HYP is the equivalent to progressive discipline based on 
Just Causes. 
 
 

Section 9 Grievance Procedure 
 

A grievance is defined as a claim or dispute by any bargaining unit employee or the Union 
concerning the interpretation or application of this Agreement. The parties encourage open 
communication between employees and their supervisors. Prompt resolution of personnel 
issues is important for good relations, fairness and efficient operation. 
 
Step 1.  Grievances shall initially be taken up verbally by the employee and/or the Union 
Steward and/or Union Representative with the immediate Supervisor/Program Director and/or 
the HR Director in an attempt to settle the matter on an informal basis. 
 
Step 2.  If the grievance is not satisfactorily settled at Step 1, it shall be reduced to writing by 
the employee or their representative and submitted to the HR Director.  Such written grievance 
shall contain a clear written statement of the nature of the grievance, the date of the alleged 
violation, the Section(s) of the Agreement on which the grievance is based, the proposed 
remedy to the grievance and the signature of the grievant, Shop Steward and/or Union 
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Representative. In order to be valid, the grievance must be submitted within fifteen (15) 
calendar days of the date that the alleged violation occurred or could be reasonably known to 
have occurred or a lack of resolution from the step 1 verbal conversation. The Employer and 
the union, which may also include a shop steward and the grievant will meet within seven (7) 
calendar days of such submission. Management shall provide a step 2 response within fifteen 
calendar days of the union’s written step 2 submission or within 7 calendar days of the step 2 
meeting.  
 
Step 3.  If the grievance is not satisfactorily settled at Step 2, it may be presented in writing to 
the CEO or designee by the Union within fifteen (15) calendar days after a lack of resolution at 
the Step 2 meeting or management’s step II denial of the grievance is completed. 
 
The CEO or designee shall give a written response to the employee and the Union 
Representative within fifteen (15) calendar days after submission of the grievance to them. 
 
Step 4.  Provided a request is made in writing within fifteen (15) calendar days of the CEO or 
designee’s step 3 response, if the grievance still remains unresolved, it may be directly 
referred by the Union to binding arbitration. Upon receipt of a written request for arbitration of a 
grievance or dispute under this procedure, the Employer and the Union shall select a mutually 
agreeable impartial arbitrator. In the event that the parties cannot agree on an impartial 
arbitrator within fifteen (15) calendar days after receipt of the written request for arbitration, 
either party may request the Federal Mediation and Conciliation Service to provide a list of five 
(5) representative arbitrators. The list from FMCS (SMCS) shall be requested not later than 
ninety (90) days after the parties exhausted their efforts to select a mutually agreeable 
arbitrator. Each party shall alternately scratch two (2) names from the list, the first scratch 
being selected by lot, and the person remaining shall be the arbitrator. The process shall 
conclude within thirty (30) calendar days upon receipt of the list. If the employer fails to 
participate in the arbitrator selection process in a timely manner, the union shall have the right 
to select an arbitrator from the list.  
 
The arbitrator shall not have the power to add to, subtract from or modify the terms of this 
Agreement. All expenses of arbitration, excluding costs of representation and witnesses, shall 
be paid equally by the Employer and the Union. The decision of the arbitrator shall be final and 
binding upon the parties and shall be issued within thirty (30) calendar days of the arbitration 
hearing. Time limits may be extended or waived only by mutual agreement of the parties. If 
either party fails to comply with the grievance time limits, the grievance shall proceed through 
the Steps. The grievance procedure and arbitration provided for herein shall constitute the sole 
and exclusive method for determining settlements between the parties of any and all 
grievances herein defined. 
 
Expedited Arbitration:  By mutual agreement of the Employer and the Union, grievances which 
are referred to binding arbitration may be addressed using expedited rules, which will include 
the following characteristics:  (1) Extensive efforts shall be made prior to the hearing to 
stipulate to the facts; (2) no attorneys will be used, however, the parties shall have the right to 
other representation; (3) there shall be no stenographic record of the proceedings; (4) only oral 
closing arguments will be used; no briefs; (5) only an oral bench decision shall be required.  
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Timeline: All timelines may only be extended or waived by mutual agreement.  
 

 
Section 10 Job Posting and Promotion 

 
A.  All positions which become open at Huckleberry Youth Programs, either due to the 
departure of staff or due to the creation of new jobs, shall be made known to staff through an 
email announcement.  New jobs will also be posted on Paycom and the Huckleberry Youth 
Programs website..  

 
B.  Current employees who apply for the posted position by submitting a resume along with a 
cover letter within seven (7) calendar days, and who meet the qualifications in a posted job 
description, shall be given consideration over outside applicants to fill posted vacancies in the 
bargaining unit, so long as said employees have satisfactory performance histories as 
reflected in their employee’s performance evaluations. Both parties recognize, however, the 
Employer’s necessity to comply with Affirmative Action goals and obligations, to which the 
Employer may also give consideration in hiring. If more than one qualified current employee 
applies for the position, selection shall be based on order of seniority, provided that merit, skills 
and ability are equal. Management will present a written explanation when a less senior 
employee is awarded a preferred assignment.     
 
C. At the time of the promotion, a new employment orientation period may be specified. If 
promoted, the employee continues to accrue vacation and personal necessity leave during the 
new employment orientation period. The promoted employee will receive a raise but keep their 
original step increase schedule.  Promoted employees will have a 6-month orientation period 
for purposes of performance review only. The Employer will announce via email staff transfers 
and promotions. 
 
 

Section 11 Seniority and Layoffs 
 

A.  A layoff shall be defined as a non-disciplinary separation of an employee based upon 
legitimate business needs as determined by the employer. The Employer recognizes its 
obligation to bargain with the Union over the effects of any layoff on bargaining unit employees 
and in that regard it agrees to review its determination by the contract and/or funding source 
financially reduced, or eliminated, thereby causing the necessity for layoffs.  
 
B. When a temporary or permanent reduction in positions or a temporary or permanent 
involuntary reduction in scheduled hours is determined by the Employer to be necessary, the 
following procedure shall apply: 
 

1.​ Huckleberry will strive to avoid layoffs.  When layoffs cannot be avoided, Huckleberry 
will give as much notice as possible.  Employee performance as documented in the 
employee file, affirmative action goals, and diversity will be taken into account in 
determining which individual(s) is/are to be laid off.  
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2.​ Workers must be out of orientation period for layoff language to apply. 

 
3.​ Affected employees, and the Union will be provided with at least 60 days’ notice, prior to 

the effective date of the layoff.  When events necessitate a shorter period of notice, 
including 50% or greater loss of program funding, the agency will be required to 
document the 50% or greater of lost program funding, resulting in Short Notice. In the 
case of Short Notice, in lieu of eight weeks’ notice, management shall give what notice 
is reasonable.  

 
4.​ If an employee is laid off and opts for COBRA, management agrees to continue to pay 

two (2) months of the employee’s COBRA premium and management’s portion of 
COBRA health premium for dependents or the equivalent amount in a lump sum to the 
employee if the employee shows proof of insurance coverage via another means 
besides COBRA, subsequent to the month in which the employee’s Huckleberry Youth 
Programs health benefits terminate.   

 
C.  Huckleberry will give 60-day notice whenever possible and will meet with the Union within 5 
days of the union’s request to meet regarding the effects of the layoff(s) or reduction in hours.  
 
D.  In the event of a layoff, volunteers may be accepted prior to the imposition of the 
involuntary layoff or reduction in hours.  Voluntary layoffs are position and program specific.   
 
E. Employees who are laid off shall be placed on a reinstatement list in the order of seniority 
for a period of twelve (12) months from the date of layoff. Employees will be recalled to their 
prior position at the same salary level they were on when they were laid off.  Employees who 
are laid off may be offered reinstatement to positions other than the position from which they 
were laid off if they are determined by the Employer to be qualified to perform the available 
work. Offers of reinstatement by the Employer shall be sent to the employee by certified mail. It 
is the employee’s responsibility to notify the Employer of any change of address or change in 
employment status. Laid off employees shall have ten (10) business days from the date of 
receipt of the offer of reinstatement to respond. No new employee shall be hired into a 
classification in which an eligible (eligible for the job) employee is on layoff status until either 
the layoff list has expired or all such laid off employees have been offered the option to return 
to work.   
 
F.  The parties agree to abide by the principle of classification and site seniority for layoffs 
except when the principle is in direct conflict with the goals of the Employer’s Affirmative Action 
Policy. Seniority, for the purposes of layoff, is defined as the length of service in the affected 
classification. 
 
G.  Employee rights to authorized leaves of absence shall not constitute a break in their 
seniority rights based upon length of service; however, employees shall not accrue seniority 
during leaves granted by the Employer that are longer than thirty (30) calendar days. 
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H.  In case of termination or layoff, employees shall receive accrued vacation and unused 
personal holiday and be advised of any extended coverage and their COBRA rights.  
 
 

Section 12 Hours of Work and Pay Period 
 

A.  Ordinarily, all employees work an eight-hour day, including a 30-minute paid lunch break. 
Residential Counselors’ shifts may be longer depending on the shelter coverage needs. Hours 
shall be determined by the immediate supervisor according to the requirements of the position 
as documented in the job description. 
 
B.  Residential programs are in operation at all times. Non-residential programs’ hours of 
operation may vary to accommodate clients and projects.  
 
C.  Differential Pay for Huckleberry House Staff:  To compensate Huckleberry House 
Residential Counselors when they are required to work the overnight shift, they will be 
compensated with a night differential pay of $1.50 per hour for each hour worked between the 
hours of 12:00 am and 6:00 am.  
 
D.  Due to the nature of the agency, it may be necessary for employees to work additional 
hours beyond regularly scheduled shifts. Overtime for non-exempt staff must be approved by 
the immediate supervisor prior to the work being done and must be documented on the 
timesheet. If an employee must work overtime and is unable to notify the immediate supervisor 
in advance (e.g., the next shift person is late), the supervisor must be notified within 24 hours. 
Non-exempt support staff that work in excess of 40 hours in one week will be paid at the rate 
of time and one-half for excess hours worked. 
 
E.  All employees shall be paid in accordance with a bi-weekly payroll schedule. The Finance 
Director shall issue a payment schedule annually which shall be posted for all employees. 
Timesheets must be submitted via Paycom, as scheduled, in order for the employee to be 
accurately compensated.  
 
F.  Shift Schedule Pay for 12-hour Shift Employees scheduled for vacation: 
 
In the past, employees who worked a 12-hour shift, but were scheduled to take the day off, 
would not receive compensation for pay equivalent to the scheduled work-shift. Instead, they 
would get the regular holiday pay of 8 hours. This resulted in employees being compensated at 
36 hours for a work- week compared to 40 hours.  It was concluded that employee’s pay 
should not be adversely impacted and that they should be “made-whole” under the 
circumstances. Thus, workers who normally work 12 hours on the holiday will get 12 hours 
holiday pay. The intent is for workers who normally work 40-hours to receive 40 hours of pay. 
 
G.  Alternate Work Schedules 
 
Employees may request to work alternate work schedules (i.e. working 40 hours in four (4) 
days, or such other arrangement) as may be mutually agreed between the employee and 
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management. Part time schedules will also be considered. Such requests may be granted at 
the sole discretion of management and will be subject to review on a monthly basis. Provisions 
for overtime, holidays and other leaves shall be mutually agreed upon for alternate work 
schedules.  When an agreed schedule is arranged around schooling, the schedule shall be 
maintained for the academic term.   

 
Requests for alternate work schedules shall be submitted in writing to the employee’s 
immediate supervisor and the Director of Human Resources. The Director of Human 
Resources shall provide reasons for any denial in writing.  This decision is appealable to the 
Executive Director, but shall not be grievable. 
 
H.  The normal full time work schedule is 40 hours per week, Sunday thru Saturday.  On 
occasion employees may be required to work more than 8 hours per day. In the event that this 
occurs, employees may “flex” their schedule within the same week to avoid going over 40 
hours during the week. This shall be done in coordination with the employee’s supervisor. If 
they are not able to flex their hours due to program needs, overtime at the rate 1.5 times their 
normal hourly rate shall be paid for all hours worked in excess of 40 hours during the week. 
Employees shall not “carryover” flexed hours into the next work week. 
 
I.   If management changes operation hours that affect employee work schedules, the 
proposed change shall be sent to the staff and the union at least 90 days in advance except in 
the case of unforeseen emergencies, and shall meet with the union upon request.   
 

 
Section 13 Criminal Record Clearance & Clinical Licensure Verification 

 
Criminal Record Clearance, Licensure Verification, and Determination of Suitability 
 
1. Purpose and Scope 
This policy ensures the safety of clients and the integrity of services by establishing rigorous 
background check standards and determining the suitability of individuals who may interact 
with participating minors. This policy applies to all employees, board members, volunteers, and 
interns. 

2. Criminal Record Clearance & Fingerprinting 
●​ Requirement: California law requires all employees, volunteers, and interns of a 

community care facility and other adults having regular and routine contact with clients 
to have criminal record clearance (DOJ, FBI, and Child Index). 

●​ Timing: All staff and volunteer/interns at HYP must complete the fingerprint process and 
receive clearances forwarded to Human Resources prior to their first day of work. 

●​ Non-Shelter Programs: All other staff and volunteer/interns at HYP non-shelter 
programs and in administration must also complete the fingerprint process prior to 
employment.  

3. Determination of Suitability (Interactions with Minors) 
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For any individual who may interact with participating minors, HYP must conduct a 
"Determination of Suitability." 

●​ A. Initial Determination: Before an individual (employee, volunteer, intern, or contractor) 
may interact with participating minors, HYP must: 

○​ Review a background check that includes a check of the Sex Offender Registry 
(e.g., Dru Sjodin National Sex Offender Public Website). 

○​ Verify the individual's identity through a government-issued photo ID. 
○​ Review the individual's qualifications and references. 

●​ B. Suitability Standards: An individual may be determined unsuitable if they have a 
conviction for a crime of violence, a sexual offense, or any other crime that indicates 
they may pose a risk to minors, which includes everything on the CDSS non-exemptible 
crimes list. 

●​ C. Reexamination: HYP will reexamine the suitability of each individual at least once 
every five years. 

4. Clinical Licensure Verification 
●​ Initial Verification: Before a final offer is made to a Psychotherapist or Clinical Case 

Manager, the hiring supervisor must check the status of the candidate’s license or 
internship on the Board of Behavioral Sciences (BBS) website. 

●​ Annual Verification: Verification of status will be conducted annually in conjunction with 
the employee’s performance evaluation to ensure the license/internship remains active 
and in good standing. 

5. Record Keeping and Confidentiality 
●​ Documentation: All suitability determinations, background check results, and licensure 

verifications must be documented and maintained in the individual’s personnel file. 

 
 

Section 14 Reimbursement of Expenses  

A.  Mileage and bridge tolls logged for the use of an employee’s vehicle for job related 
functions during the course of an employee’s workday are reimbursable per federal guidelines. 
(This does not include commuting to/from work). To receive payments, staff must submit an 
expense reimbursement through Ramp and direct-deposit into the employee’s bank account.  ​
​
For reimbursement purposes, each employee has a designated base work location. 

When an employee works from home on an occasional basis, and the home is not their 
designated or principal work location, travel between home and the San Francisco office (or a 
San Francisco location that is a comparable distance to the SF office) is considered normal 
commuting. This applies even on days when work begins at home. As a result, mileage, tolls, 
and parking for travel between home and the San Francisco office are not reimbursable. This 
is a rule set by the federal government about mileage reimbursement. 
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Mileage, tolls, and parking are reimbursable when travel occurs:  

●​ Between the designated work location and a temporary business location, such as a 
client site, training, or off-site meeting. 

●​ From a designated home office, when the home is formally recognized as the 
employee’s primary work location. 

Example:​
An employee works from home in Oakland on a given day. Their designated work location is 
44 Gough Street. Later that day, they are required to travel to a client meeting located at 
Golden Gate Park.  

●​ Travel between the employee’s home and 44 Gough Street is considered normal 
commuting and is not reimbursable, even if work began at home. 

●​ Mileage and tolls incurred beyond 44 Gough Street, from the office to Golden Gate 
Park, are reimbursable, as this portion of the trip is above and beyond the employee’s 
normal commute and is for business purposes. (Even though we know there are no tolls 
going to the park, if there *were* tolls beyond the regular workplace, they could be 
covered, like if Ricky had to go somewhere in Marin and back and incurred a GG Bridge 
toll.)  

In other words, reimbursement begins at the point where business travel exceeds the distance 
of the employee’s regular commute to the designated work location. 

In limited cases where an employee is specifically directed by the company to work from home 
and then required to travel to a business location, CA law can supersede the IRS rules and 
reimbursement may apply. These situations will be reviewed on a case-by-case basis. 

If you are unsure whether a trip qualifies for reimbursement, please contact Finance or Human 
Resources. 
 
B.  Other work-related expenses incurred by employees may be reimbursed if approved in 
advance by the employee’s Program Director or Manager. This approval should be sent to the 
Program Director’s supervisor. Such expenses could include attendance at community 
functions or conferences (local or out of the Bay Area) and telephone allowances.  
Reimbursement for telephone allowance must be for legitimate business expenses that have 
been itemized by the employee and submitted to their supervisor/manager for approval. No 
employee will be required to use their personal cell phone for agency business. 
 
C.  Employees who are required to have a vehicle for the performance of their job duties per 
their job description (commuting to/from work is not considered “required for the performance 
of their job”) will be reimbursed for the cost of bridge tolls as part of their compensation (by law 
this is treated as compensation and must be taxed).  Management shall identify those 
employees who are required to have vehicles for the performance of their job duties. This will 
be discussed with Local 1021 and a formal list will be provided. 
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Mileage and bridge tolls will be reimbursed on a rolling basis within two weeks of the employee 
entering the expense into Ramp. 

 
 

Section 16  Vacation and Holiday Leave 
 

Vacation 
 

A.  Employees accrue paid vacation leave at the following rates and according to the following 
schedule: 

●​ During the 1st year of employment, through the pay period before their 1st year 
anniversary:  16 days per annum, or 4.92 hours per pay period. 

●​ From the pay period that includes their 1st anniversary through the pay period before 
their 5th anniversary:  22 days per annum or 6.77 hours per pay period 

●​ From the pay period that includes their 5th anniversary:  27 days per annum or 8.31 
hours per pay period 

●​ This accrual is prorated based on an employee’s regular full or part time schedule (most 
commonly 40, 32 or 20 hrs. per week), rather than on actual hours worked.   

●​ Vacation will continue to accrue during vacation paid time off.  It will not accrue, 
however, during unpaid leave of absences.   
 

B.  To encourage employees to take time off, all employees’ vacation will not accrue beyond 
the following schedule: 

●​ 1st through 4th year of employment - Accrual will cap at 176 hours. 
●​ 5th through 7th year of employment - Accrual will cap at 200 hours.   
●​ 8th through 12th year of employment - Accrual will cap at 240 hours. 
●​ 13th through 17th year of employment – Accrual will cap at 280 hours. 
●​ 18th year of employment forward – Accrual will cap at 320 hours. 

 
D.  On very rare occasions, when deemed necessary by the manager/supervisor and the HR 
Director, management may offer to buy back vacation time or allow the cap to be exceeded by 
40 hours.  This rare situation would occur if the employee were unable to take vacation 
because of management’s request.  This exception must be documented and agreed to at 
least 60 days prior to reaching the cap. 

 
E.  During the orientation period, new employees may use accrued vacation time with the 
approval of their supervisor. 
 

 
Holidays 

 
A.  The following days are designated as holidays by HYP:  New Year’s Day, Dr. Martin Luther 
King, Jr. Day, Memorial Day, Juneteenth, July 4th, Labor Day, Thanksgiving, the day after 
Thanksgiving and the week between Christmas and New Year’s. 
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Huckleberry Staff who are required to work on Thanksgiving, Christmas and New Year’s Day 
are compensated at a rate equal to double time for hours worked a) from Wednesday 12:00 
midnight to 12:00 noon on Friday for Thanksgiving, b) from 12:00 noon on Christmas Eve 
through 12:00 midnight Christmas Day, c) from 12:00 noon on New Year’s Eve through 12:00 
midnight New Year’s Day.  
 
Huckleberry Staff who are required to work on Memorial Day, July 4th and Labor Day and any 
other CEO/ET designated holidays will be compensated at a rate equal to time and half for 
hours worked. These days are defined as 12:00 midnight to the following 12:00 midnight.  
 
All Huckleberry staff earn a prorated holiday on any designated HYP holiday.  If the employee 
works on the agency holiday, their earned holiday will become an accrued “Fixed Holiday” to 
be taken at another time. Staff members who are not scheduled to work an agency holiday 
may take a substitute "Fixed Holiday" at a time of their choosing, with the approval of their 
supervisor.    
 
B.  In addition to the above described vacation/holiday pay, all regular full/part-time union 
employees of Huckleberry Youth Programs on July 1 of each year are entitled to three (3) days 
of paid personal holiday time during that fiscal year (July 1 - June 30). These holidays are 
personal to accommodate the cultural diversity of the staff. The employee may take these days 
at any time during the year (once earned per the following schedule) with a two-week advance 
notice request to their supervisor.   

 
One personal holiday will be granted on each of the following dates: 

 
July 1, November 1, March 1 

 
 
If an employee chooses to borrow one or more of the above days prior to the designated date 
mentioned above, they must receive prior approval from their director/supervisor. If the 
employee terminates prior to earning the holiday, the employee will be required to “pay back” 
the time borrowed in their final paycheck. 
 
C. Bargaining unit employees shall be off and receive holiday paid time off between Christmas 
and New Year. Employees who must work during this time shall bank this holiday for future 
timeoff. 
 
 

Section 17 Insurance Benefits 
 

A.  Insurance: Insurance plans are offered to all regular employees working at least twenty (20) 
hours per week, to cover their life, medical, dental and disability insurance needs. Thorough 
details of these benefits are provided in plan booklets and documents provided by the 
Administrative Office. These benefits are subject to change, based on changes in the financial 
condition of the agency and the availability and cost of insurance. There will not be material 
change to benefits without mutual agreement during the term of the Agreement.  
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B.  Medical and Dental: Medical and dental coverage for full/part-time employees, their 
spouses/domestic partners and their eligible dependents is provided by the Agency. For 
medical coverage, the agency will contribute 100% of the premium for Kaiser and Sutter 
Health Plans, for regular full-time/part-time employees who work 20 hrs. or more per week.  
HYP will also pay 50% of the employee’s dependent’s premium.  In addition, HYP will 
reimburse, through a 3rd party administrator, all employees’ medical costs. 
 
C. Medical HRA: Medical HRA coverage for full/part-time employees, their spouses/domestic 
partners and their eligible dependents is provided by the Agency. For medical coverage, the 
agency will contribute 100% of the premium for Kaiser and Sutter Health Plans, for regular 
full-time/part-time employees who work 20 hrs. or more per week. In addition, HYP will 
reimburse, through a third party administrator, all employees’ medical costs related to their 
Kaiser and Sutter Health Plans.There will not be material reductions to the level of HRA 
benefits provided under this Article during the term of the Agreement.  
 
D.  Employee Assistance Program: Huckleberry Youth Programs offers two Employee 
Assistance Programs, at no cost, to staff who work twenty (20) hours or more per week and 
are enrolled in the Agency sponsored Medical Plan. This Employee Assistance Program 
provides additional benefits to participants - primarily mental health services, but also 
additional resources such as financial planning and legal consultation.  
 
E.  Life Insurance/Accidental Death & Dismemberment: Huckleberry Youth Programs provides 
a basic life insurance policy for all regular employees at no cost to employees. No dependent 
coverage is available. The amount of most employees’ life insurance is equal to the 
employee's annual salary.  Coverage is reduced for employees over age 64. 
 
F.  Long-term and Short-Term Disability Insurance: Huckleberry Youth Programs provides 
long-term and short-term disability insurance (LTD & STD) to employees.  The LTD & STD 
premiums are added to, and deducted from, employees’ pay each pay period. The purpose of 
this procedure is to insure that a disabled employee will not have to pay taxes on the LTD or 
STD benefit. Coverage begins after a period of three months of more than 20% disability and 
pays up to 60% of the basic monthly salary. The plan booklet and plan documents provide the 
details of this benefit and are available in Paycom. Disabled employees may also be eligible 
for benefits under the State Disability Insurance Plan or Worker’s Compensation. HYP’s Long 
Term Disability insurance in some cases is combined with SDI or Worker’s Compensation so 
that up to 60% of the basic monthly salary is provided. 

 
G.  Tax Sheltered Annuity (403b):The Employer sponsors a Salary Deductions Tax Sheltered 
Annuity Program.  
 
H. Flexible Spending Account:Huckleberry Youth Programs has a Flexible Spending Account 
(FSA), which allows regular full/part-time employees to have a cost-effective way to pay for 
expenses not covered by their medical/dental plan and dependent care expenses.  This plan 
allows employees to pay for eligible expenses (per IRS guidelines) on a pre-tax salary 
reduction basis.  
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I.  Workers’ Compensation Benefits.A work-related injury or illness is one that occurs while an 
employee is performing their job duties or other activities within the scope of their employment. 
Employees are responsible for immediately notifying the supervisor or manager of any 
on-the-job injury or illness, in order to be eligible for workers’ compensation benefits. 
 
 

Section 18 Personal Necessity Leave 
 

A. Personal necessity time is provided for all full/part time employees to cover absences from 
work for illness, mental health, and personal or family needs; medical/ dental appointments; or 
family medical leaves of absence (FMLA). PNL can also be used for unforeseen personal 
events that require immediate attention. For example, PNL will not be approved to remain 
home with your child if the day is a school holiday. However, if your child suddenly becomes 
sick and needs to come home from school, that would be PNL. 
 
B.  All regular full-time employees accrue eight hours of personal necessity time per month.  
Regular part-time employees accrue personal necessity time based on their part-time status.  
Employees will not accrue personal necessity time beyond a cap of 176 hours. 
 
C.  Employees do not receive any monetary compensation for any accrued personal “necessity 
time” at termination. 
 
D.  Employees must request personal necessity time from their director/supervisor prior to the 
day requested off.  In the case of illness, notification must be provided to the 
director/supervisor prior to the start of the employee's shift.  Finally, if an employee is out of the 
office on personal necessity leave for three days or more, documentation may be required. 
 
E.  Personal necessity leave may not be used with or added to vacation or holiday time off.  
 
F.  An employee is not allowed a negative balance in their personal necessity accrual. Once 
PNL and other protected leave is exhausted, if employees are still sick, they may use vacation 
or personal holidays to cover their time. 

 
 

Section 19 Leaves of Absence 
 

A.  A request for leave of absence must be reviewed and granted by the Human Resources 
Director and/or CEO.  Reasons for leaves of absence include:  Military service, Family Medical 
Care Leave (FMLA)/California Family Rights Act Leave (CFRA), Pregnancy Disability Leave 
(PDL), Bereavement, participation in immigration proceedings and Personal Necessity. The 
decision to grant a leave is based on the need for and urgency of the request, the length of the 
leave requested, and the effect on the agency's work requirements and staffing needs. 

 
B.  To apply for a leave of absence, an employee must make a written request addressed to 
the supervisor, who forwards the request to the Human Resources Director, specifying the 
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reason for the leave, the length of time needed, doctor’s certification (if applicable) and the 
expected date of return. Extensions of leaves are ordinarily not granted unless there are critical 
circumstances, such as extended medical disability.  The employee needs to notify the 
supervisor two weeks before the end of a leave of the employee’s intention to return. Upon 
expiration of an approved leave, employees will be re-employed in the same or a comparable 
position and rate of compensation as that which they occupied when the leave commenced. If 
an employee fails to report for work immediately after the period of the approved leave expires 
or if an employee obtains a leave based on false representations regarding the need for a 
leave, the employee will be considered to have voluntarily resigned. 
 
C.  Employees participating in benefit programs prior to an approved leave of absence may 
receive coverage under those programs depending on the terms of the specific program. The 
agency or employee, according to the terms of the specific benefit program, pays costs for 
such coverage. In addition, the employee may be eligible for state or long-term disability 
benefits. 
 
D.  Personal Leaves of Absence without Pay 
 
1. Eligibility 
An employee may apply for a personal leave without pay. Requests should be submitted to the 
employee’s immediate supervisor and the Human Resources Director.  The decision to grant 
such leave and any extension thereto shall be made by the program manager, with the 
Executive Director’s approval.  Personal leaves of absence shall be granted for a specific 
period of time, and it is the employee’s responsibility to request an extension if the employee 
will not be returning to work as agreed. An employee who does not return to work following 
expiration of an approved leave of absence will be considered to have resigned.   
 
2. Benefits 
During an approved leave of absence without pay of more than thirty (30) calendar days, the 
employee will not accrue any benefits provided herein beyond the thirty (30) calendar-day 
period, nor shall the employee continue to earn seniority. Upon return from an approved leave 
of absence without pay, all benefits accrued prior to the leave of absence, including seniority, 
shall be restored. Health and dental benefits may be continued through payment of the 
monthly premiums by the employee on leave. Arrangements for payment must be made 
directly with the Human Resources Department by the employee and must be within the limits 
of our insurance carrier contract.   
 
3. Return from Leave of Absence without Pay 
Upon return from a leave of thirty (30) calendar days or less as provided herein, the employee 
shall be returned to the same position they held prior to the commencement of the leave. An 
employee returning from an approved leave of absence of longer than thirty (30) calendar days 
shall be entitled to reinstatement to the employee’s former position, unless the position is no 
longer available.   
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Section 20 Family Medical Leave of Absence (FMLA), California Family Rights Act Leave 
(CFRA) and Pregnancy Disability Leave (PDL)  

 
Huckleberry Youth Program will fully comply with the various aspects of the Family Medical 
Leave Act (FMLA), the California Family Rights Act (CFRA) as well as the Pregnancy Disability 
Leave (PDL). Huckleberry Youth Programs will also work closely with impacted employees 
who need to file for California State Disability Benefits during one or all of these types of 
leaves.  For additional information on the various types of leaves and the requirements please 
refer to the Huckleberry Youth Programs Employee Handbook for additional information.  
Employees can also contact the Director of Human Resources for additional information. 
 
 

Section 21 Bereavement Leave 
 

A.  Huckleberry Youth Programs recognizes that a death in the family or needing to attend to 
end-of-life issues creates a very difficult time for the employee.  We seek to ensure that the 
employee is able to attend to family matters.  To that end, the Huckleberry Youth Programs has 
adopted the following guidelines for bereavement leave. 
 
B.  Eligibility. All bargaining unit employees are eligible for bereavement leave.  
 
C.  Amount of time.  Absence due to a death or needing to be absent to attend to end-of-life 
issues in an employee’s close family member (e.g. mother, father, sister, brother, spouse, 
domestic partner, in-laws, children, or individual(s) who took the place of parents in the 
employee’s childhood) will be excused and paid up to a maximum of five days (paid time off 
will be prorated for part-time employees).  
 
D.  In the event that an employee experiences more than one death and/or needs to be absent 
to attend to an additional end-of-life issues with another family member as defined above that 
employee would be entitled to additional Bereavement Leave, also up to five days (paid time 
off will be prorated for part-time employees).  
 
E.  The duration and starting date of a leave will depend on such factors as distance to be 
traveled and responsibility of the individual.  Additional paid/unpaid days may also be granted 
using Vacation and/or Personal Holiday and/or unpaid time. This is a matter for discussion and 
agreement between the supervisor and employee. 
 
F.  Employees will generally be granted time off (e.g., four hours) to attend the funeral of a lost 
loved one. 
 
G.  Computation of pay.  Pay for bereavement leave is computed at the regular hourly rate to a 
maximum of eight hours for one day.  Time off granted in accordance with this policy shall not 
be credited as time worked for the purpose of computing overtime. 
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H.  Evidence of reason for absences.  The Huckleberry Youth Programs may request 
verification of the absence (i.e., death certificate, newspaper article) prior to granting 
bereavement pay. 
 

 
Section 22 Crime Survivor’sLeave.  

  
An employee who is a survivor of a crime, or has an immediate family member who is a 
survivor  of a crime, or is a domestic partner of a survivor of a crime, or whose domestic 
partner has a child who is a survivor of a crime, can take up to five days of paid time off and 
further unpaid time off if needed to attend to judicial proceedings related to that crime. 
 

 
Section 23 Intimate Partner Violence Leave. 

 
An employee can take up to five days of paid time off and further unpaid time off if needed to 
appear in court to obtain a temporary restraining order or other injunctive relief to ensure the 
safety of the employee or their child due to  intimate partner violence.  This leave also includes 
survivors of sexual assault. 
 
 

Section 24 School Visitation Leave. 
   

An employee who is a parent, grandparent (with legal custody) or guardian can take up to 40 
hours per year of unpaid leave to participate in activities in their school (k-13), including a day 
care facility. This leave also includes taking time to appear at the child school at the request of 
the child’s teacher. 

 
 

Section 25 Military Leave 
 

A regular employee on active military reserve service may take up to two weeks of unpaid 
leave per year for military reserve training. An employee who volunteers or is called to active 
military duty in a branch of the U.S. Armed Forces will be granted a leave of absence 
according to applicable state and federal law for the period of active duty. 
 
 

Section 26 Jury Duty 
 

Huckleberry Youth Programs encourages employees to fulfill their civic responsibilities by 
serving jury duty when required. If called for jury duty, employees are excused for the time 
required to attend the court. Employees will be paid at their regular rate of pay for a time period 
of no more than two weeks, provided that the supervisor is informed regarding the court’s 
schedule and the employee submits documentation from the court regarding their length of 
service. An employee who is called to jury duty while on probation shall have their orientation 
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period extended for the period of time while on jury duty. Employees may request paid jury 
duty leave once in any two-year period. 

 
 

Section 27 Wellness and Education Fund 
 
HYP encourages an environment that supports the health, well-being and professional 
development of its employees.  Based on this, Huckleberry Youth Programs has implemented 
a Training/Wellness Program to reimburse health and exercise programs, e.g. gym 
memberships, personal trainers, yoga classes or similar activities. This fund may also be used 
to reimburse training expenses for degree or non-degree granting classes in topics relevant to 
the person’s position such as language, communication, leadership, computer classes, as well 
as for books or software that support staff in their professional growth. This benefit is available 
to union employees who work 20 hours or more per week and to PHEs.  
 
Employees may request reimbursement for expenses incurred after the beginning of each 
fiscal year. The maximum allocation per employee will be $550.  During the month of April, 
Human Resources will inform staff via e-mail, the balance that remains in each employee’s 
fund.  If an employee does not fully utilize the $550 benefit by the end of the fiscal year, the 
remaining amount of the fund will be forfeited. 

 
Expense reimbursements will be submitted and approved by the employee’s supervisor in 
Ramp.The application is first submitted to the employee’s supervisor for approval, and the 
supervisor forwards the application to HR.  The HR Director, in coordination with the 
employee’s Supervisor, will approve/disapprove the request for reimbursement.  NOTE: 
Management retains the discretion to determine which exercise/health activities are 
appropriate for this fund.  
  
Examples of appropriate exercise/health programs that may be approved: 
 

●​ Art Classes 
●​ Dental/Vision Exams (non-covered portions) 
●​ Exercise Classes 
●​ Fitness apps or virtual training programs 
●​ Gym Membership or Class Pass 
●​ Swim Lessons 
●​ Mani/Pedis and other spa services 
●​ Massage 
●​ Meditation/Mindfulness Apps 
●​ Nutrition Counseling 
●​ Personal training sessions 
●​ Sports leagues or recreational teams 
●​ Smoking cessation programs 
●​ Therapy or Coaching 
●​ Training 
●​ Yoga, Pilates, Barre Classes 
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Examples of excluded items that may be disapproved: 

●​ Botox or cosmetic procedures 
●​ Concerts, festivals, events 
●​ Flights, hotels, and other travel 
●​ Furniture 
●​ Haircuts, coloring, styling 
●​ Piercings 
●​ Sports/Home Fitness Equipment or Clothing 
●​ Streaming subscriptions 
●​ Tattoos 
●​ Waxing/Laser Hair Removal 
●​ Wearables 
●​ Weights 

 
In addition to the above-mentioned fund, employees of HYP receive additional training benefits 
provided by the agency. This fund may also be used to reimburse training expenses for degree 
or non-degree granting classes in topics relevant to the person’s position such as:  
 

●​ tuition 
●​ language,  
●​ communication,  
●​ leadership,  
●​ computer classes,  
●​ as well as for books or software that support staff in their professional growth.  

 

Agency Training & Outside Training 

1.  Both parties agree that training is necessary and valuable.  The agency supports training 
and therefore provides quality training to workers.  With management approval, workers shall 
have the right to decline agency training if it is redundant or irrelevant to their work.   
 
2.  It is agency practice to allow workers to attend individual training when appropriate to their 
position and at the discretion of management.  Employees shall have the right to request 
specific training to be paid for by the agency.  Approval of such requests is within the sole 
discretion of management.  If a worker is denied the time to train, they shall have the right to 
appeal this decision to the Director of Human Resources.  The management decision is not 
grievable.   
 
Co-Worker Training 

Workers who wish to provide training to their coworkers shall have the opportunity to create a 
proposal and submit it to management.  If the proposal is accepted, the worker shall be 
released from regular duties in order to prepare.  The approximate number of hours needed to 
prepare shall be included in the proposal.  Non-acceptance of a proposal is not grievable, but 
is appealable to the CEO.  
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Section 28 Safety and Health  
  

Safety First  

The Employer and Union agree that the safety and health of employees is of paramount 
concern. Accordingly, the Employer agrees to provide a safe and healthy work environment. 
The Employer shall comply at a minimum with all applicable health and safety codes and 
agrees to meet and confer upon Employee request within 1 week of any complaint regarding 
safety.   
   
Right to Refuse Unsafe Assignment   

An employee may refuse a work assignment if s/he/they have a reasonably good faith belief 
that such assignment subjects him/her/them to unusually dangerous conditions which are not 
normally part of the job. Prior to exercising his/her/their rights under this Article, the employee 
shall promptly notify management of the perceived unsafe condition. Should there be 
disagreement between the Employer and the Employee regarding the safety of a given 
assignment, they will resolve said disagreement through the usual grievance process as 
elaborated in Section 9. The Employer may not discriminate or retaliate against an employee 
for exercising their right hereunder.  
 
 

Section 29 Workload/Caseload  
  
Change in Duties  
​
The Employer agrees to notify any affected employee and the Union in writing at least two (2) 
weeks prior to the effective date of any change in job description or duties. Should there be 
disagreement between the Employer and the Employee regarding changes in job descriptions 
or duties, they will resolve said disagreement through the usual grievance process as 
elaborated in Section 9.  ​
 
Any bargaining unit employee who believes that there has been a modification to the 
employee's position or an increase in workload, or believes their written job description does 
not accurately reflect their internal title and responsibilities on a regular or temporary basis, 
may request a meeting with the employee's supervisor to meet and confer over the matter.  ​
  
In such a meeting, the employee may request additional compensation and/or modification to 
the employee's current title on a permanent or temporary basis as a lead premium. Lead 
premiums are negotiated when there are duties that may need to be temporarily reassigned 
(vacancies, parental leave, medical leave, etc.) that are outside of a staff member’s core 
responsibilities. Duties may not be reassigned indefinitely to staff in order to avoid filling 
vacancies. or to delay making decisions about hiring or compensation. Staff who are involved 
in disciplinary processes are not eligible for consideration for lead premiums.   
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The Employer will fairly compensate any such request in good faith. The employee may 
request that a shop steward or union representative attend the meeting. ​
 
 

Section 30 Various Agreement 

A.​ Schedules Changes 

Prior to changing the operation/work schedule, management will solicit input from union 
workers.  The new schedule shall be posted with an electronic notice to all employees and the 
union. Where possible, management will post the schedule one month in advance but no less 
than two weeks’ notice except for staffing emergencies such as last minute separation, leave 
request and safety/licensing requirements. Employees shall not be required to comply with the 
new schedule without the minimum two weeks’ notice except for the emergencies stated 
above. Employees who have concerns about complying with the new schedule shall bring up 
their concerns within 48 hours of the posting of the new schedule.  
 
Schedules and/or menus shall be a point of discussion monthly at staff meetings. Upon the 
request of the union, management shall meet with impacted employees on schedule and 
staffing issues prior to implementation as soon as possible.   
 
B.​ Evaluations 

Both parties agree that feedback is a useful tool for improvement. Employees shall have the 
opportunity to evaluate their immediate supervisor(s) annually.  Employees shall receive a 
minimum of two (2) weeks’ notice of the evaluation window.  Employee evaluations of their 
immediate supervisor(s) shall be kept confidential. Employees wishing to remain anonymous 
may mail complete via an anonymous Google form. 
 
C.​ AmeriCorps Volunteers.    
 
Provided that AmeriCorps workers do not replace, or fill the roles of Union Employees, and 
provided that they remain a small (2-4 workers per county) proportion of the workforce, SEIU 
agrees to allow them at Huckleberry facilities in 2023-2026. The AmeriCorps positions will be 
reviewed annually.   
 
D.​ Use of Generative Artificial Intelligence (AI)  
 
The Employer will not require, request, or assign the use of AI to any member of the 
bargaining unit without prior written agreement from the Union. If the Employer wishes to use 
or introduce AI into any bargaining unit work, it will provide ninety days written notice to the 
Union and an opportunity to meet and confer over the decision and effects prior to 
implementation. The Employer agrees that AI will not be used to eliminate bargaining unit 
positions, or reduce the number of budgeted positions, increase workload, or otherwise deskill 
or reduce the duties and responsibilities of bargaining unit work. Further the Employer agrees 
that AI will not be used for new programs, positions or functions that could replace future new 
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bargaining unit positions or limit the growth of the existing bargaining units.​
   
The Employer shall provide training and guidance on the proper use of authorized AI tools.  
 
Employees shall use AI only in accordance with Employer policies, training, and instructions, 
and only in ways that comply with all applicable confidentiality, privacy, and security 
requirements, including HIPAA and other protected health information obligations. Employees 
shall not input, share, or disclose confidential, protected, or personally identifiable information 
into any unauthorized AI system or use AI for any purpose that is not approved and compliant 
with Employer policy and applicable law.  

 
 

Section 31 Premiums 

A.​ Lead Premiums: Whenever there are duties that may need to be temporarily reassigned 
(vacancies, parental leave, medical leave, etc.), Management will contact the union to 
discuss the issue of lead premium compensation for all affected staff. Duties may not be 
reassigned indefinitely to staff in order to avoid filling vacancies. or making decisions about 
hiring or compensation. Staff who are involved in disciplinary processes are not eligible for 
consideration for lead premiums.  

 Lead Premiums may also be discussed during the bi-monthly Labor-Management Committee.  
 
B.​ On Call:Some positions require staff to be on call. When staff is on call they will be 

compensated at $50/day for the duration of their on call shift. Staff will receive 
compensation at $75/day for on-call shifts on agency-designated holidays. If required to 
respond to a call, staff will be compensated at their regular rate, including overtime if they 
go over 40 hours/week. Except in emergency situations, overtime must be pre-approved by 
a manager. Supervisors will work with staff to coordinate on call and work schedule.   

 
C. Fees paid for by Huckleberry Youth Programs*  

Psychotherapists and Clinical Case Managers: 
●​ $1,000 for LCSW, MFT, LPCC & PSY pre-licensure courses, exam fees and initial 

licensing expenses per fiscal year.  
●​ $500 for LCSW, MFT, LPCC & PSY mandated license renewal courses and continuing 

education renewal expenses per fiscal year. 
 
D. Bilingual Premium - Staff shall be paid a premium on their hourly wage of bilingual skills 
based on the following: 

●​ That the employee’s non-English language will be used in the course of employment. 
●​ A premium will be paid for the following languages: Cantonese, Mandarin, Spanish 
●​ All employees eligible for a bilingual stipend will be paid $2 per hour (or $4160 per 

annum FTE) 
●​ That the employee is proficient in the non-English language. Management will perform a 
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test to determine proficiency. The employee must be able to use the language 
proficiently based on their job classification, e.g. a therapist must be able to conduct 
therapy in the language competently. 

●​ Bi-lingual premiums will be paid to both regular and relief staff. 
●​ The decision to pay a bilingual premium will be at the discretion of the program 

manager. This decision will be subject to the input and appeal of the shop steward. 
●​ As other languages become prevalent, we will consider them for a bilingual premium. 
●​ We value the language skills of staff with fluency in languages other than Cantonese, 

Mandarin and Spanish and may occasionally call upon them to use those skills. Our 
intention is to compensate staff in cases where translation in other languages is needed 
with the rate of the current bilingual stipend. 

●​ Staff receiving the bilingual stipend may be periodically called upon to support other 
programs or teams with language support. This will be subject to manager approval and 
will occur only in situations where it does not impact the staff members' core work or 
client services. 

 
E. If an employee obtains an advanced degree in an area of specialization relevant to the 
employee’s job at Huckleberry Youth Programs, the employee shall receive a $.48 cents 
increase to the employee’s base salary (or hourly equivalent) (or an equivalent pro-rata 
increase for all part-time employees) as long as they have a minimum of six (6) months of 
service with the Agency.   
 
F. Psychotherapists who earn licensure while working for HYP will receive a one-time increase 
of $5,000 to their base annual salary. This increase will be effective at the beginning of the pay 
period when they receive their license. 
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Section 32 Wages and Step Increases 
 

●​ For FY2026 to 2027, the salary schedule is based on the table below and further 
explained in historical language outlined in Appendix A, B and C.  

●​ FY2026 wage increase and wage increases for the subsequent years of the three-year 
contract is delayed to a wage reopener negotiation date of no later than July 1, 2027.  

●​ During wage reopener negotiations, if the parties fail to reach a tentative agreement 
within 60 days, the no-strike clause shall not be in effect.  

 
 

Huckleberry Youth Program  
Wage Table 

Starting 
Salary - 
CAP 

Starting 
Salary Step 1 Step 2 Step 3 Step 4 Step 5 

 Hourly Annual 
6 
months 

18 
months 

30 
months 

42 
months 

Every 12 
months 
thereafter 
until cap 
reached 

   3% 4% 5% 6% 6% 
Academic Case Manager 
(Non - Exempt) $26-$31.46 $54,080 $27 $28 $29 $31 $33 
Case Manager (includes 
Intervention Specialist)(Non 
- Exempt) $27-$32.46 $56,160 $28 $29 $30 $32 $34 
Senior Case Manager (Non 
- Exempt) $29-$33.46 $62,400 $30 $31 $33 $35 $37 
Clinical Case Manager 
(Exempt) $33 $68,640 $34 $35 $37 $39 $42 
Clerical/Program Assistant 
(Non - Exempt) $23-$28.68 $47,840 $24 $25 $26 $27 $29 
Health Educator (Non - 
Exempt) $26-$33.88 $54,080 $27 $28 $29 $31 $33 
Senior Health Educator 
(Non - Exempt) $28-$36.25 $62,400 $29 $30 $31 $33 $35 
Psychotherapist: Unlicensed 
(Exempt) 

$36-cap 
$90,000) $75,000 $37 $39 $40 $43 $45 

Psychotherapist: licensed 
(Exempt) 

$38-cap 
$96000 $80,000 $40 $41 $43 $46 $49 

Residential Counselor (Non 
- Exempt) $23-$28.50 $47,840 $24 $25 $26 $27 $29 
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Relief Residential Counselor 
(Non - Exempt) $23-$28.50 $47,840 $24 $25 $26 $27 $29 

  
 
Experience – Experience defined as part-time or full-time paid relevant experience. In some 
cases, volunteer, part-time & internship experience may be substituted per manager’s 
discretion. 
 
Steps - Employees shall move through the salary table based on their length of service as 
outlined above.  
 
CAPS – If an employee reaches their cap during the terms of this agreement, they will receive 
a 3% increase on their base rate, even if this places them over the cap. The actual amount will 
be determined by their due increase and how close they were to the cap. Twelve months after 
reaching the cap, employees will receive a 3% increase to their base pay annually during the 
terms of this agreement.  
 
 

Section 33 Complete Agreement & Beneficial Practice 
 

This Agreement contains all of the covenants, stipulations, and provisions agreed upon by the 
parties hereto, and no agents or representatives of either party has the authority to make, and 
none of the parties shall be bound by or liable for statements, representations, promises, or 
agreements not set forth herein, unless agreed to, in writing, by the parties signatory to this 
Agreement.   
 

 

Section 34 Notice of Changes 

The Employer agrees to notify the Union in writing 90 days in advance whenever possible 
but no less than 30 days prior to the effective date of any changes in the personnel policies 
or any substantial and material changes in operations that affect wages, hours and working 
conditions. Should the  Union request to meet, the parties shall meet within 30 days of the 
notice. If requested, the Employer agrees to meet and confer prior to any changes being 
implemented. 
 
 

Section 35 Separability 
 

In the event that any of the provisions of this Agreement shall be held to be in violation of any 
Local, State or Federal law or regulation or Local, Federal or State court of last resort 
decisions, such determination shall not in any way affect the remaining provisions of this 
Agreement. The parties shall re-negotiate any section determined invalid within thirty (30) 
calendar days.  
 

37 

Docusign Envelope ID: 347A89D0-A9F1-82DC-80F6-4D35B0B7A550



Huckleberry Youth Programs, Inc. and SEIU 1021 MOU 
July 1, 2026 to June 30, 2029 
 
 

 
Section 33 Labor-Management Committee 

 
The Employer and the Union agree that communication is beneficial to the collective 
bargaining relationship. To that end, a Labor-Management Committee shall be established and 
shall be composed of two (2) – four (4) management representatives of the Employer and two 
(2) to four (4) employee representatives of the Bargaining Unit- all employees of the Employer. 
They shall meet bi-monthly for one (1) hour (unless otherwise mutually agreed upon) on paid 
time at a mutually agreed upon time and place to address topics of mutual interest and 
concern, including, but not limited to, health and safety, policies and procedures. During the life 
of this contract, each Labor-Management Committee meeting shall begin with an update on 
the EAP program described in Section 17- C. The activities of the Committee are advisory and 
not subject to the Agreement’s grievance procedure.   
 
 

Section 34 Term of Agreement 
 

A.  The Employer and the Union agree that as long as this Agreement is in full force and effect, 
there shall be no lockout by the Employer and no strike by the Union. The parties recognize 
that the grievance procedure in this Agreement is the appropriate means for resolving disputes 
involving contractual interpretation. 
 
B.  The Agreement shall be effective July 1, 2026, and shall remain in full force and effect until 
and through June 30, 2029, and shall extend year to year unless notice to amend or modify is 
served by either party upon the other at least ninety (90) calendar days prior to the expiration 
date of this Agreement. 
 
 

Section 35 Signatures 
 
Huckleberry Youth Programs SEIU 1021 

Patricia Bermudez, Management Team, HYP 
___________________________________​
 
Wendi Deetz, Management Team, HYP 
 
_______________________________ 
 
Keana Giles, Management Team, HYP 
 
_______________________________ 
 
Jackie Miller, Management Team, HYP 
 

XiuMin Li, Negotiator, SEIU 1021​
​
_______________________________ 
 
Jegy Sering, Field Representative, SEIU 1021 
 
________________________ 
 
Jules Herold, Bargaining Team Member 
 
________________________ 
 
Connie Chow, Bargaining Team Member 
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_______________________________ 
 
Xanat Rodriguez, Management Team, HYP 
 
_______________________________ 

________________________ 
 
Emily Klingenberger, Bargaining Team 
Member  
 
________________________ 
 
David Canham, Executive Director, SEIU 1021 
 
________________________________ 
 
Oumar Fall, Field Director, SEIU 1021 

 _______________________________ 

  

  

  

  

  
 
​ ​  
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