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PREAMBLE 

The term of this agreement will be effective from January 1, 2022, to December 31, 2023, by and between 

La Familia (herein called the "Employer") and Service Employees International Union, Local 1021 
(hereinafter called the 11Union11

). 

ARTICLE 1 

BASIC PRINCIPLES 

It is the purpose of this Agreement to promote and provide for harmonious relations, cooperation and 
understanding between the Employer and the employees covered by this Agreement, and to set forth the 

full and entire Agreement of the parties reached as the result of good faith negotiations regarding wages, 

hours, working conditions, and other terms and conditions of employment of the employees covered by 

this Agreement. 

1. Notify the Employer immediately following any injury on the job by contacting a 
supervisor or the Human Resources Department and subsequently following up with 
the Human Resources Department to complete the required paper work; 

2. Not accept gifts, money, and/or gratuities valued at more than $20.00 from person(s) 
or firm(s) receiving or providing benefits or services from or to the Employer; 

3. Not serve on Boards of vendors, or be employed by vendors, or be under contract 
with vendors, and inform the Executive Director of any potential or suspected 
conflict ofinterest 

4. Except in emergencies, notify his/her supervisor no later than the start of the 
business day when the employee will be absent from work or late arriving to work, 
indicating the cause for and probable length; 

5. Comply with all established policies or the employer including, but not limited to, 
policies regarding confidentiality of client files, Board of Control rules regarding 
travel claims, and similar policies; 

6. Perform his/her work at the highest level of skill and competence of which the 
employee is capable; 

7. Perform his/her assigned duties, and not attend to personal business during the 
hours or service established in this Agreement (lunch and rest periods excluded); 

8. Refrain from using the Employer's equipment for personal business, including but 
not limited to, telephone, photocopiers, telecopies, and computer equipment 
except in emergency situations, in which case the employee will reimburse the 
Employer for the cost of the telephone calls or photocopies; and 

9. Maintain an appropriate client/provider relationship with those who receive the 
services of the Employer. 

10. 
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2.1 Bargaining Unit 

ARTICLE 2 
RECOGNITION 

The Employer recognizes the Union as the sole and exclusive bargaining representative in the unit certified 

by the NLRB in Case No. 32-RC-5530, to include all full-time and regular part time employees of La Familia, 

and all full-time and regular part-time employees of La Familia, Community Outreach, Adult Outpatient 

Services, Adult Employment Services, Outpatient Children Services, School based Services, Recovery & 

Wellness Services, Peer Respite Services, Unaccompanied Immigrant Youth Services, In-Home Outreach 
Services, Re-Entry * Diversion, Youth Workforce & Education, Equities Initiatives, and FESCO. excluding 

Chief Executive Officer, Chief Program Officer, Chief Strategy Officer Human Resources Department, 

Finance Director/Controller, Payroll Specialist, Operations, Quality Assurance, All Department Directors, 

All Program Directors, All Program Supervisors, Managers, Medical Doctors, Nurse Practitioner, and 

Executive administration Assistants. In the event that additional facilities and/or departments are open 
or become part of La Familia Counseling Services, all regular full-time and regular part-time employees 

shall be incorporated in the contract. 

2.2 Employee Defined 

The term "employee" shall be defined as a person employed by the Employer in the bargaining unit 

described in Section 1.1 above as regular full-time or regular part-time, but shall not include short-term 
employees. 

2.3 Regular Full-Time Defined 

The term "regular full-time employee" shall be defined as an hourly or salaried employee regularly 

scheduled to work thirty-seven and a half (37.S) hours or more per week and has successfully completed 

his/her/their probationary period. 

2.4 Regular Part-Time Defined 

The term "regular part-time employee" shall be defined as an hourly or salaried employee regularly 
scheduled to work twenty (20) or more but less than thirty-seven and a half (37.5) hours per week. Part­

time employees regularly scheduled less than twenty (20) hours per week shall not be eligible for 

Employer fringe benefits such as vacation, paid leave, holidays, sick leave, and the health/dental program. 

Part-time employees scheduled to work twenty (20) or more hours but less than thirty-seven and a half 
(37.5) hours per week will receive proportionate benefits based upon the established workweek for the 

position. 

2.5 Short-Term Employees 

Short-term (temporary or casual) employees are defined as employees who are hired for short-term 

assignments. Short-term assignments generally are periods of three months or fewer; however, such 

assignments may be extended. Short-term employees shall not be extended beyond one hundred eighty 

(180) days. Extensions beyond this period shall be discussed with the Union prior to extending the time. 

These Short-term employees are not eligible for employee benefits except those mandated by applicable 
law. 
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Regular part-time employees accepting full-time temporary work would remain in the bargaining unit and 

continue accumulating seniority and appropriate benefits when in the temporary positions. Temporary 

employees filling in for regular staff on personal or medical leave will not accumulate hours that apply 
toward seniority. 

2.6 New Classifications 

This Agreement shall also apply to any other classifications, which may be established by the Employer 

within the general scope of duties now included within the bargaining unit described above. The Employer 

agrees that no classification shall be changed or new classification created to defeat the spirit of this 

Agreement. 

2.7 Introductory Period 

During the introductory period, the employee covered by this Agreement is one who works in a regular 
full-time or regular part-time position and is serving the introductory period of 180 days. A newly hired 
introductory employee does not have regular status and shall not be entitled to vacation leave in excess 
of three (3) accrued days until regular status is achieved. 

These restrictions shall not apply to an employee who is rehired within twelve (12) months of his/her/their 
last day of employment with the Employer to the classification he/she/they previously held. No employee 

shall be guaranteed any specific number of hours per week. 

ARTICLE 3 
MANAGEMENT RIGHTS 

The direction of the La Familia Counseling Service employees, including, but not limited to the 

establishment of working conditions, the right to direct the work force, to select and determine the 

number and types of employees required, to hire, transfer, promote, suspend, discipline and discharge 

employees, consistent with job descriptions to assign work in accordance with the requirements 
determined by management, to establish and change work schedules and assignments, to lay off 

employees for lack of work, to expand or diminish services, to subcontract on a temporary basis, hard to 
fill positions or transfer any work or operation, to determine and change work locations and the processes 

and materials to be employed, is the exclusive function of management, to the extent that any such 
matters are not otherwise covered or provided for in this Agreement; or the National Labor Relations Act 

The Union will receive written notice of any changes and upon request, the parties shall meet to discuss 
modifications and/or to negotiate over their impact on terms and conditions of employment. 

ARTICLE 4 

AUTHORIZED AGENTS 

For the purposes of administering the terms and provisions of this Agreement: 

The Employer's principal authorized agent shall be La Familia's Chief Executive Officer or his/her/their 

duly authorized representative (Address: La Familia 24301 Southland Dr. Suite 300, Hayward, CA 94545; 
Telephone 510-300-3500), except where a particular Employer representative is specifically designated in 

connection with the performance of a specific function or obligation set forth herein. 
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The Union's principal authorized agent shall be the Union's Worksite Organizer or his/her/their duly 
authorized representative (Address: SEIU Local 1021 PO BOX 2077, Oakland, CA 94604-2077; Telephone: 

510-350-4527), except where particular Union representative is specifically designated in connection with 

the performance of a specific function or obligation set forth herein. 

ARTICLE 5 

NON-DISCRIMINATION 

The Employer "is committed to providing a work environment free from harassment and all forms of illegal 

discrimination. Employer policy prohibits discrimination and harassment based on an employee, applicant 

or contractor's race, color, creed, sex (including pregnancy, childbirth, and related medical conditions), 

gender (including gender identity), sexual orientation, gender identification, religion, marital status, age 
(over 40), national origin or ancestry, physical or intellectual disability, medical condition (cancer or 

genetic characteristics), height, weight, residence, individuals with children, political affiliation, union 

membership or activity, or any other consideration made unlawful by federal, state, or local laws. 
Harassment against an applicant, employee or contractor who is perceived to have any of the above 

referenced traits, or is associated with a person who has or is perceived as having any of the 

aforementioned traits, is also prohibited. 

The Employer and the Union agree that no employee should be subject to discrimination: or sexual, 

physical, or other harassment in the workplace and agree to undertake an effective, thorough, and 

objective investigation of a discrimination or harassment complaint. All employees are requ ired to 

cooperate with such investigation . 

The employer agrees not to discriminate against any employee because of membership in the Union or 
because of any activities on behalf of the Union. The Union agrees not to discriminate against any 

employee because of lack of Union membership or lack of activities on behalf of the Union . 

Both La Familia and the Union will treat Employees and Management with Dignity and Respect and that 

both the Union and the Employer agree that we believe that we will work to guarantee the right to work 

in a harmonious work in environment. 

6.1 Union Stewards 

ARTICLE 6 

UNION BUSINESS 

The Union will have the right to appoint Shop Stewards and alternates at each Facility (site) and will inform 

management in writing of any changes as soon as possible, but in no event later than ten (10) working 

days from the time of the changes. There shall be one (1) shop steward for every fifteen (15) bargaining 
unit employees, or at least one shop steward from each department or site. The Employer agrees that 

there will be no discrimination against authorized stewards because of their union activity. During working 

hours steward shall be allowed reasonable work time necessary to process grievances and such request 

shall not be unreasonably denied. The Employer agrees that reasonable work time will be allowed for such 

purposes. The Union shall notify the Employer promptly of the names of the currently designated Union 
Steward(s)/alternate(s) and any changes thereof. 
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The Employer also agrees to recognize that the Union will have one (1) Chief Steward whose responsibility 

is to meet with management at all the above steps along with the frontline Stewards and the Grievant. 

The Shop Stewards will elect the Chief Steward. The Chief Steward shall be the Steward for the 

department he/she is assigned to. There shall be an alternate Steward in case the Chief Steward is 
unavailable in his/her department. 

6.2 Visitation Rights 

Duly authorized representative of the Union shall be permitted access to non-confidential/ non-sensitive 

Employer facilities at reasonable times for the purpose of conferring with management or observing 

conditions with reference to any dispute, grievance or other such matter involving the relations between 
the parties. The Employer shall be given reasonable notification prior to such visits. Representatives shall 

sign in as any other visitor to the building(s). The Worksite Organizer will notify the designated 

management representative in charge when entering the facility. In the event it is necessary to confer 

with management personnel, the Union representative shall make an appointment in advance. The 
representative, when discussing a grievance with a grievant shall be allowed to do so in private in a non­
work area. 

6.3 Staff Meetings 

At any facility, a Union Steward may meet with Union members before or after regularly scheduled staff 

meetings for making Union announcements. The Employer agrees that management representatives will 
allow the Union members attending to discuss Union matters privately. 

6.4 New Employees 

The Human Resources Department will notify the Union's representative of upcoming orientations for 
newly hired employees represented by SEIU within 72 hours in advance. During the orientation of new 

bargaining unit employees, the Steward/Worksite Organizer will be given the opportunity to inform the 

new employees about the Union Contract. Such introductory remarks will be limited to no more than 
fifteen (15) minutes of the orientation period. The Employer agrees to provide to the Union 

Representative and the Chief Steward a list within one week of orientation taking place with names, 

classification, and department and working locations of union members attending such employee 
orientation. 

In addition, management will move forward with orientation if a union steward/representative is not 
available for onboarding day. 

Scheduled HR Onboarding day 

o At 9:00 a.m.-9:lSa.m. Union staff will meet with Union representatives. 

6.5 Bulletin Boards 

The Employer shall provide space for a bulletin board for posting union notices in each facility where all 

bargaining unit employees will see it. 
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6.6 Union Leave 

The Union Stewards shall be allowed necessary time off without pay to carry out the business of the Union. 
Time off to carry out the business of the Union shall not be in excess of ten (10) cumulative working days 

in the calendar year combined for the stewards. Requests for time off for this purpose shall be made by 

the Local, President or his/her/their designee, in writing to the La Familia Chief Executive Officer or 

designee at least two (2) weeks/fourteen (14) days in advance of the days requested. 

ARTICLE 7 
UNION MEMBERSHIP 

7.1 Union Notification 

The Employer shall provide the Union with the name and job title of Employees hired or terminated within 

thirty-(30) business days of said action. The Employer shall allow the Union to supply a new member 
packet to be distributed to newly hired Employees in classifications represented by the Union. The 

Employer will provide the Union with copies of signed dues deductions and/or COPE deduction cards. 

7.2 Payroll Deduction 

The Employer agrees to deduct dues, voluntary contributions, and fair share fees in accordance with the 

Constitution and Bylaws of the Union from the pay of Employees who are represented by the Union. The 

Employer will deduct said dues, fees, and contributions from the paychecks of each employee; one half 
(50%) from the first check of each month and one half (50%) from the second paycheck each month. All 

deductions shall be transmitted to the Union no later than the fifteenth (15th) day following the end of 

the month in which the deduction is made along with a list of the member Employees in the bargaining 
unit and the amount deducted from each. 

7 .3 Agency Fee 

The Employer and the Union agree that as a condition of employment, all members of the bargaining unit 
as described in this agreement, who are not members of good standing, shall either pay to the Union an 

agency fee representation assessment as determined by the Union as per applicable law donated should 

the employee so desire. The amount of agency fee representation assessment shall not exceed the 
amount of dues, paid by members of the Union. 

Any employee who has a bona fide conscientious objection to joining or financially supporting labor 

organizations shall not be required to join or financially support this Union as a condition for employment. 

Such employee is required to pay sums equal to the regular Union dues as a charitable donation to any of 

the three nonprofit organizations based in southern Alameda County listed below that are exempt from 
taxation under Sec. 501©3 of the Internal Revenue Code. (Three organizations to be determined.) 

7.4 Indemnification 

The Union shall indemnify and hold harmless the Employer, its officers and employees from all claims, 

demands, suits, or any other action arising from the Agency Fee provisions herein. In no event shall the 

Employer be required to pay from its own funds Union dues, service fees, voluntary or charitable 
contributions which the Employee was obligated to pay, but failed to pay, regardless of the reasons. 
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ARTICLE 8 
PERSONNEL RECORDS 

Appropriate records, forms, reports, and other materials relating to an individual's employment or job 

performance shall be maintained by the Employer in a single personnel file in the Administrative Office 

and shall be available at reasonable times for review by the employee, either with or without a Union 
Representative present, at the option of the employee. The employee shall have the right to a copy of any 

signed material contained in the personnel file at the Employer's cost, through a written request to the 

Human Resources Director. Such right to copies at the Employer's expense shall be exercised reasonably. 

The employee shall have the right to have his or her written response to any document contained in the 
personnel file attached to the said document and such shall be considered a permanent part of the 

personnel file. Upon termination of employment, the Employer agrees to release only the length of the 

employees' service, job title and a general description of the job duties, unless the employee requests or 
waives the release of additional information through a written request to Human Resources Department 

ARTICLE 9 
HOURS OF WORK 

9.1 Normal Workday and Workweek 

The normal workday shall be seven and one half (7.5) hours per day; and the normal workweek shall be 

thirty-seven and one half (37.S) hours per week, Monday through Sunday; unless agreed to by the 

employee and Employer. The Employer may request flexible scheduling based on program needs, but 
must give fifteen (15) days' notice before doing so to the affected Employees. The Employer or employee 

can in cases of emergencies request an Employee to fill an evening shift as long as the Employee is given 

at least four (4) hours advance notice prior to the shift. In the case that any permanent or long-term 
change in hours is made, the employer will give reasonable notice to the Union and on the Union's 

request, meet and confer over the change. 

9.2 Employees with Exempt Status 

Employees covered by this subsection have professional status and all work assignments are of a 

professional nature. Because successful performance is not directly related to time input, each assignment 
requires variable amounts of time, depending on the personal professional approach of the employee and 

the particular circumstances of each case. Accordingly, such employees shall be accountable for results 
rather than time worked. 

Workload assignments will be made on the basis of an assumed thirty seven and one half (37.5) hours 
week (part time employees shall have work assigned on a pro-rated basis); however, employees may or 

may not be required to be present or in work status on a regular seven and one half (7.5) hour day, five 

(5) day week basis, but may adjust time and location of work to suit workload needs, subject to managerial 

approval. No penalty shall be suffered by an employee who works less than thirty-seven and one half 
(37.5) hours in a given week or seven and one half (7.5) hours in a given day, nor shall any overtime be 

paid or credited for overtime work. Notwithstanding the foregoing, it is not the intent of this section to 
authorize the combining of professional time with vacation to extend vacation time periods for 

employees. 
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Notwithstanding the foregoing, employees may be required to be present for given time periods in given 

locations for the convenience of the public, for training, or for other departmental purposes related to 

public service. Start and quit times shall be determined by client/program needs 

9.3 Work Breaks and Meal Periods (Non-Exempt) 

Employees shall be entitled to two (2) fifteen (15) minute rest periods during a normal day's work. 

Employees shall be provided with at least a thirty-(30) minute meal period during a Normal day's work. 

The meal period shall normally be unpaid. Employees shall not be required to remain on the Employer's 
premises during their breaks. 

9.4 Overtime 

The Employer shall pay time and one-half for all work performed by employees (in non-exempt positions) 

in excess of the eight (8) hours per day or forty -(40) hours per week. In the event that scheduled overtime 
work becomes necessary, it shall be scheduled in accordance with operational need. Except in an 

emergency, all overtime must have the prior approval of the primary supervisor or the primary 

supervisor's supervisor. 

10.1 Seniority Defined 

ARTICLE 10 
SENIORITY 

Seniority is defined as continuous employment (in a Bargaining Unit position) with La Familia regardless 

of job classification or department. In cases of Departmental or Classification, transfer by an individual 
Employee that Employee will be placed the bottom of the Seniority list for that department or 

classification in terms of bidding for vacation, schedule or lay-off. If La Familia transfers an Employee due 

to business needs then that Employee will retain all their rights of Seniority. The length of service shall be 

broken if such employees: 

a. Retire, resign, or are terminated; 

b. Are laid off and not recalled for a period of one year; 

c. Fail to respond within one (1) week to a request to return from layoff, and fail to 
return to work at the end of one (1) additional weeks' time; and 

d. Are absent three (3) days or more, where prior notice was not provided to the 
Employer. Employee is required to provide medical certification upon four (4) 
consecutive days of being out: no notification is voluntary abandonment. 

The following time will not be counted when calculating length of service: 

a. Unpaid medical leaves of absence exceeding three (3) months; and All other 
unpaid leaves of absence exceeding thirty- (30) calendar days. 

10.2 Bargaining Unit Lists 

Seniority lists shall be kept by the HR Department and shall be available for review to any employee upon 
reasonable request. The Employer will provide the Union Representative and the Chief Steward with an 

updated seniority list every three (3) months. The list shall include the name, email address, classification, 
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and date of hire for all members (and fee payers) of the Union. The Employer shall upon reasonable 
request provide the Union with a list of new hires, terminated employees and the employees on leave of 

absence (along with the monthly dues report). 

10.3 Introductory Period 

A new employee hired in a regular full-time or regular part-time capacity shall be on introductory period 

with the Employer during the first one hundred eighty (180) days of employment. Upon completion of the 

introductory period, the seniority of employees shall be computed from the date of hire. An introductory 
employee may be terminated at will during the introductory period. Without recourse to the grievances 

procedure. 

During the introductory period, employees shall be evaluated at ninety- (90) days and five {5) months 

using factors clearly related to the job, such as general suitability for the position based upon work-related 
behaviors and performance level. Employees will be informed at the time of hire about the evaluation 

criteria in order to facilitate job performance. 

10.4 Introductory on Transfer 

There shall be a ninety - (90) day introductory period for employees who transfer from one Bargaining 

Unit position to another. Employees who fail this introductory shall be considered laid off and shall have 

the right to return to a vacant position under the "Lay off provisions" of this agreement. All conditions 
for the introductory period apply. 

10.5 Layoff, Recall, and Bumping 

10.5.1 Layoff 

In the event the Employer finds it necessary to lay off employees, it shall notify the Union and the 

employee at least two (2) weeks (or provide pay in lieu of notice) in advance of its intentions, 

unless the Employer can establish that it could not reasonably provide such notice. Layoffs in any 
classification shall be carried on in inverse order of La Familia seniority with the least senior 

employee in each case in the classification in which the layoff occurs being the first laid off. 

10.5.2 Recall 

Employees who have been laid off are eligible for recall to the same classification for a period of 

one year from the date of layoff. Recalls from layoff shall be in reverse order of seniority. 

Employees recalled from layoff will be credited with all previously accrued sick leave at the time 
of reinstatement. 

10.5.3 Bumping 

The employee scheduled for layoff may elect to either accept layoff or exercise the right to bump 

to the least senior position in a former classification and the specific program/department in 
which the employee has previously worked. The right to bump does not cross over to 

classifications that the employee is facing layoff has never worked, nor does it apply to vacant 

positions outside the former classifications worked by the employee facing a layoff. If a vacant 
position is open in which the employee facing layoff has not previously worked, Article 10.6 

Posting and Filling Vacancies will be invoked. 
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For purposes of this Article, the least senior position is defined as: 

1. A vacant position, which the Employer intends to fill within a classification that the layoff 

employee has previously worked; or 

2. The position occupied by the least senior employee in a previous classification as defined 
above. 

The layoff/bump employee will remain at the steps corresponding to the years of service with 

Employer. The employee will receive the salary corresponding to current position at the new 
classification/department. 

Within seven (7) calendar days of receipt of notification of layoff, the employee scheduled for 

layoff shall notify the Employer of his/her/their decision to either accept layoff or bump into the 

least senior position at the work location of Employer in a former classification. An employee 

seeking to bump into another position must meet all requirements that the position entails. 

10.6 Posting and Filling Vacancies: 

All open positions covered by this agreement shall be posted in the Employee break room (bulletin board) 

for at least seven (7) calendar days as well as being sent to all work email addresses before being filled 
and copy the Union on the email. All employees who feel they are qualified are encouraged to apply to 

the Human Resources Department or designee in writing before the position is filled. Substitute position 
may be filled immediately upon posting with either an internal or external applicant. All internal applicant 

for a vacation position shall be interviewed. 

For permanent positions, all internal applicants must be qualified before an external applicant is hired. In 

the event two (2) or more internal applicants are equally qualified, the most senior applicant will be 

selected. Upon request, management will meet with an internal applicant along with a Union 
Representative who is not qualified and explain what is needed to qualify in the future. This meeting will 

be held at management's discretion, because La Familia wishes to promote an atmosphere ofopportunity, 
they will make reasonable accommodations to hold this meeting. 

10.7 Temporary Job Vacancies 

Temporary job vacancies are defined as follows: 

10.7.1 "Back Fill Vacancy" 

Vacancy behind a regular employee who is on an approved leave of absence. Such assignments 

may last as long as the regular employee is on leave. 

10. 7 .2 All other Temporary Vacancies 

Article 2.5 shall define all other Temporary Vacancies. 
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ARTICLE 11 
DISCIPLINE 

Managers may utilize the following progressive discipline steps when it is determined that unacceptable 

performance or conduct is alleged to have occurred. These steps are not required in situations including, 

but not limited to, gross insubordination, sexual harassment, use of slurs or racial/ethnic epithets, theft, 
embezzlement, discriminatory conduct, workplace violence, and child/elderly abuse or endangerment. 

11.1 Step 1. Verbal Counseling 

The Manger meet with the employee to discuss the observed behavior and goals for immediate 
improvement. A record of the verbal counseling will be forwarded to the Human Resources Director for 

inclusion in the personnel file. A copy will be provided to the employee. 

11.2 Step 2. Written Warning 

If after the verbal counseling session, the alleged behavior does not improve, further action will be taken. 

The manager will document the continuing performance problem and meet with the employee. During 
the meeting, the following areas may be addressed as appropriate: 

a. State the acceptable performance/behavior expectations; 

b. Provide specific examples of performance deficiencies; 

c. State specific time frame for improvement; 

d. State that disciplinary action up to and including termination may be taken if 

there is no improvement; and inform the employee that the continuing 
deficiency/behavior will be documented. 

11.3 Step 3. Final Written Warning 

If after the expiration of the time for improvement, the unacceptable performance/behavior continues, 

the manager, in concert with the Human Resources Director or their designee, will issue a final written 

warning. The written warning will contain the same areas of content as set forth in Step 2. The employee 
will be disciplined up to and including termination upon any continuance of the performance problem. 

11.4 Step 4. Suspension, Termination, and/or Demotion 

All disciplinary notices, except oral warnings, shall be given to the employee in question in writing. The 

employee shall receive a copy of the record of oral warnings. The employee shall be provided with space 
to indicate receipt of the document, but not necessarily in agreement with its content. All records of such 

disciplinary nature will be maintained in the employee's personnel file. If the employee has not had 
further disciplinary problems for a period of two (2) years from the date of disciplinary action in question, 

it will not be considered as rounds for further discipline. 
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ARTICLE 12 
GRIEVANCE AND ARBITRATION PROCEDURE 

The Employer fully recognizes the importance of a grievance procedure since in any organization 

conditions arise that may create employee dissatisfaction. Any employee utilizing the grievance procedure 

is guaranteed freedom from retaliation. 

12. 1 Definition 

A grievance within the meaning of this provision is hereby defined to be any controversy, complaint, or 

dispute as to the meaning and/or application of this Agreement or any disciplinary matter which results 
in a loss of pay, suspension, demotion, or termination. 

12.2 General Procedures 

A grievance may be submitted by an employee, or by the Union on behalf of any employee(s). Employees 

shall have the right to Union representation at all steps of the grievance procedure. Both parties may 
extend time limits upon mutual agreement. If the Employer fails at any step to comply with the grievance 
time limits, the grievance shall proceed to the next step automatically. 

If the Union and/or employee fail to comply with the grievance time limits, the grievance shall be settled 
upon the basis of the Employer's last response. 

The written grievance shall contain a clear written statement of the nature of the grievance, the date of 

the alleged violation, the Article(s) of the Agreement upon which the grievance is based, the proposed 
remedy to the grievance and the signature of the affected employee or the Union. 

12.2.1 Step One - First Level Manager 

An employee or the Union must address a potential grievance with the first level manager within 
twenty-one (21) calendar days after the occurrence, or when they first had knowledge, or should 

have reasonably had knowledge, of the event, which is the cause of the grievance. For purposed 

of this Agreement, the first level manager shall be the employee's reporting manager. At that 

time, the manager shall acknowledge the concern with an email or memo to the HR Director with 

a copy to the employee. Within fourteen (14) days of notification of the grievance, the first level 
manager shall meet with the Union and employee in an attempt to resolve the grievance and give 

a written response to the Union. The response shall indicate the next level of management for 

appeal purposes. 

12.2.2 Step Two - Director of Human Resources 

If the grievance is not satisfactorily settled in Step 1, the employee and/or the Union may file a 

written appeal an submit it to the Director of Human Relations or his/her designee within fourteen 

(14) calendar days of receipt of the first level manager's written response. The Human Relations 
Director or designee shall meet with the Union and employee in an attempt to resolve the 

grievance and give a written response to the Union within fourteen (14) calendar days of such 

submission. Management and Union shall contact each other to schedule the meeting within 
three (3) working days of the receiving the written appeal of the Step I determination. 
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12.2.3 Step Three - Chief Executive Officer 

If the grievance is not satisfactorily settled at Step 2, the Union or Employee may present it in 

writing to the Chief Executive Officer (CEO) within fourteen (14) calendar days after receiving 

managements/Step 2 written response. The CEO or designee and Union shall contact each other 

to schedule a meeting within three (3) working days of receiving the written appeal of the Step 2 

determination. The CEO or designee shall meet with the Union and employee in an attempt to 
resolve the grievance and give a written response to the Union within thirty- (30) calendar days 

of such submission. 

12.2.4 Step Four - Mediation (Optional Step) 

After completion of the final step (Step 3) of the grievance procedure and by mutual agreement, 

either the Employer or the Union may request the assistance of a mediator from the Federal 

Mediation and Conciliation Service to resolve the grievance. It is the intent of the parties that the 
Grievance mediation session shall begin as soon as practicable consistent with the mediator's 

schedule. 

The parties agree that no stenographic record of the session will be made and there will be no 
pre-or post-hearing brief filed. 

The mediator's role shall not have the authority to impose a settlement on the parties. Any final 

settlement of the grievance shall be reduced to writing and signed by the Employer, the Union 

and the grievant. The final agreement shall be binding on all parties. Final agreement reached by 
the parties shall not be published or precedent setting in any other dispute. 

The mediator may provide the parties with a private, informal, nonbinding assessment of the 

procedural and substantive merits of the dispute, and how an arbitrator would likely decide the 

grievance. 

All mediation sessions shall be confidential. The content of the mediation proceedings including, 
but not limited to, settlement proposals or any concessions agreed to or offered during mediation 

shall not be admissible in an arbitration of this disagreement of other similar dispute. 

All expenses of mediation, excluding costs of representation and professional witnesses, shall be 

shared and divided equally between both parties. 

12.2.5 Step Five - Binding Arbitration 

Matters that are subject to arbitration are limited to grievances regarding the meaning and/or 

application of this Agreement or grievances regarding disciplinary terminations. If a grievance 
regarding the interpretation or application of this agreement remains unresolved, within fourteen 

(14) calendar days of the Union's receipt of the Employer's final response, the Union may refer 

the grievance to arbitration by notifying the Chief Executive Officer in writing. 

The Union's attorney will subsequently make a written request to the Federal Mediation and 

Conciliation Services (FMCS) for a list of five arbitrators, copying the request to the Chief Executive 
Officer. Within seven (7) calendar days of receipt of this list of arbitrators from FMCS, the parties 

shall meet and shall alternately strike names until one arbitrator remains. The party with the first 
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opportunity to strike shall be determined by coin toss or other random method. The arbitrator 

shall not have the power to add to, subtract from or modify the terms of this Agreement. Both 

parties shall pay all expenses of arbitration, excluding costs of representation and professional 

witnesses, equally. The decision ofthe arbitrator shall be final and binding upon the parties. 

12.2.6 Expedited Arbitration (Optional by mutual agreement) 

By written agreement of the Employer's CEO 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 to stipulate to facts before the hearing; 2) no 

attorneys will be used; 3) there shall be no stenographic record of the proceedings; 4) only oral 
closing arguments will be used, no briefs; and 5) only an oral bench decision shall be required. 

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 will be determined in favor of the 

other party. The Grievance Procedure and Arbitration provided for herein shall constitute the sole 

and exclusive method for determining settlement between the parties of any and all grievances 

herein defined. 

ARTICLE 13 

JOB DESCRIPTIONS 

The Employer shall maintain job descriptions, which set forth as accurately as possible the responsibilities 

and activities to be performed by employees during the normal course of their work. Any additional duties 

and responsibilities not explicitly specified in the job description shall be reasonably related to the job 
description. At the time, an employee begins work or is assigned to a new position, s/he shall be provided 

with a job description outlining the duties and assignments of that posit ion as an aid to understanding the 

requirement of the new job. 

ARTICLE 14 

EVALUATIONS 

A new employee shall be evaluated by the immediate supervisor after ninety-(90) days of employment 

and again not later than the Fifth (5th} month prior to the expiration of one hundred eighty {180} calendar 

days of employment. 

The immediate supervisor shall evaluate an ongoing employee annually; the evaluation may include a 

review of the employee's attendance record. 

ARTICLE 15 

OPENINGS, PROMOTIONS, AND TRANSFERS 

15.1 Openings 

All openings will be concurrently posted externally and internally for a period of at least 7 working days 
before the closing date. Vacancy announcements shall be posted on all Employer bulletin Boards and 
emailed or faxed to the Union Steward(s} at the time the opening is posted. 
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15.2 Promotion 

Promotion is defined as assumption of a higher-level position in a different classification paying a higher 
salary. Employee shall have the right to refuse an offer of promotion. Promoted employees shall serve an 

introductory period of ninety-(90) days upon assuming the duties of the new position. The decisions of 

the Employer to remove an employee from the new position during the introductory period is not subject 

to the grievance procedure. 

15.3 Transfer 

Transfer is defined as assumption of a different position requiring similar skills and paying the same salary. 
Involuntarily transferred employees shall not be required to serve a probationary period in the new 

position. Probationary employees who seek and are awarded a voluntary transfer shall be required to 

undergo a new probationary period of 90 calendar days. 

Employees who have completed probation and who are involuntarily transferred as a result of a lay-off or 

reduction in force, or any other reason to a new position in the same classification shall not be required 
to serve a new probationary period. 

ARTICLE 16 

NO STRIKE/NO LOCKOUT 

During the term of this Agreement, there shall be no work stoppage of any sort including strikes, 

slowdown, refusal or failure to perform work, or other concerted disruption of the Employer's operations 

by the Union, its officers, agents, or members. The Employer shall not lock out any of the employees 

covered by this Agreement during the term. In the event of any "wildcat" activity by the employees the 
Union shall make every effort to affect employees' immediate return to work. 

The Employer may discipline or discharge any employee who engages in activities against the Employer 

that are prohibited by this Article, and such disciplinary action shall be subject to the Grievance Procedure. 

ARTICLE 17 
SEPARATION/REHIRING 

In the case of an employee who is rehired to the same position within twelve (12) months of their 

resignation in good standing from the Employer, he/she/they shall be placed on the same step of the pay 
scale and vacation accrual rate as when they resigned. 

ARTICLE 18 

HEALTH AND SAFETY 

The Employer shall protect the health and safety of all employees in full accordance with the laws of the 

State of California. If any employee or the Union becomes aware of any health or safety problem, they 

shall report it to their supervisor immediately. La Familia shall take all reasonable steps to report and 

respond appropriately. For recurring situations such as insect infestations or loss of basic services, the 
Employer shall develop policy statements that outline appropriate responses per La Familia's Safety and 

Maintenance Policy. Any continuing concern shall be referred to OSHA and not be subject to the grievance 

process. A Health and Safety Committee will be convened. Management and the Union will review the 
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recommendations of the safety committee to see whether and how Article 18 should be amended to 
reflect the recommendations. 

ARTICLE 19 

JOINT LABOR/MANAGEMENT COMMITTEE 

During the term of this agreement, the parties agree to meet to discuss matters affecting Employees. The 

parties shall mutually agree on frequency and times of meetings. The meeting shall be held at the request 

of either party; however, they shall happen no more than once per month. The Labor/Management 

Committee shall discuss matters other than formal grievances and shall have no authority to amend or 
delete any specific provision of this Agreement. 

ARTICLE 20 

WAGES 

Wage rates for bargaining unit personnel effective January 1, 2022 are set forth in Appendix A. A bilingual 
differential of $1,200 is added to base salary upon hire and included in the total annual salary in the offer 

letter for positions that require interaction with monolingual Spanish speakers. The bilingual requirement 

is set forth in the job posting for the position based on program necessity and contractual deliverables. 
Once the bilingual differential pay is factored into the base salary, it becomes part of the base salary 

throughout the period the staff member remains employed by La Familia. 

Effective January 1, 2023, the wage rates set forth in Appendix A shall be increased by another 3.0%. 

ARTICLE 21 

SALARY ADMINISTRATION 

Employee payroll checks and direct deposit receipts will be available on the 5th and 20th day of the 

month. If the 5th or 20th day of the month falls on a Saturday, Sunday, or Holiday, the payroll checks and 
direct deposit receipts will be available on the preceding Friday or the day proceeding the holiday. 

ARTICLE22 

HEALTH, DENTAL, AND VISION 

SEE APPENDIX B 

ARTICLE 23 

USE OF PRIVATE AUTOMOBILE 

Employees who are authorized to use their personal vehicles for work may apply for reimbursement. 

Reimbursement shall be for mileage driven, bridge tolls and parking incurred while performing assigned 

duties. The mileage reimbursement shall be the rate established by the Internal Revenue Service. 

Requests for reimbursement shall be submitted to the employee's supervisor no later than 30 days 
following the month in which they are incurred, except for June of each year for which expenses shall be 

submitted by July 15 in order for the Employer to close their books. La Familia will evaluate other traffic 

violations incurred while performing assigned duties due to unforeseen circumstances. The HR 
Department will conduct an investigation when evaluating other traffic violations. If in any circumstance, 

an employee violates CA traffic laws the agency will not be responsible for any infractions violated by the 
employee. 
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In order to be eligible for reimbursement each employee shall be responsible for providing the Employer 

with the following information: 

a. Proof of Insurance at California State minimums 

b. Proof of a valid California Driver's License 

ARTICLE 24 
BASIC LIFE INSURANCE 

Full-Time and Part-Time employees are covered by Life Insurance in the following formula: 

Less than 11 years of employment -

Less than 15 but less than 11 years­

Over 15 years-

$25,000.00 

$50,000.00 

$100,000.00 

ARTICLE 25 
STATE DISABILITY 

Employee shall be required to apply for State Disability Insurance to continue receiving sick leave 

payments for absences of seven days or more. If disability payments are approved, they shall be reported 

to the Employer and the payments shall be integrated with the employee's sick accruals to keep their 
salary "whole" per the employee handbook. 

ARTICLE 26 
RETIREMENT 

Eligible employees shall continue to be covered by the retirement plan, which is specified in the Employee 

Manual of La Familia. Should during the term of this agreement the Employer decide to change the 

benefits of said retirement plan it will fulfill its legal obligation to meet with the Union and negotiate such 

changes. 

ARTICLE 27 
LEAVES 

27.1 Sick Leave 

All regular full-time employees shall accrue 1.0 days per month, totaling twelve (12) days of sick leave per 

calendar year. Regular part-time employees will receive a percentage of the days based on the number of 
hours they are scheduled to work per week. Sick leave will be granted because of illness or injury of the 

employee or the employee's immediate family or designated person when the employee's presence is 

required. It may also be used for medical/dental appointments; treatments and/or recovery from illness 

or injury. After an employee has been absent for four (4) or more consecutive days the Employer may 
require certification from physician as to an Employee's fitness to return to work. 

Earned sick leave may be accumulated from year to year to a maximum of three hundred thirty- seven 

and one-half (337.5) hours or (forty-five (45) days). This accumulation is not collectable at such time an 

employee leaves the Employer. 
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In emergencies, employees may use accrued vacation leave when their sick leave has been exhausted, if 
the employee supplies a doctor's excuse for the absence(s) to their immediate supervisor. 

27.2 FMLA/CFRA and Pregnancy Disability Leave 

The Employer agrees to follow the law in regards to granting and administering leaves granted under this 
section. 

27.3 Catastrophic Leave Request 

If an employee exhausts all of their accrued sick leave and accrued vacation days due to a catastrophic 

illness, they may request from the Human Resource Director or Chief Executive Officer to institute the 

donation of accrued sick/vacation day policy. This will allow employees to anonymously donate their 

accrued sick or accrued vacation days to this employee. A maximum of three (3) days per request can be 
donated; a co-worker may make such requests. 

27.4 Military Leave 

Employees will be granted leave without pay to perform military service pursuant to state and federal 
law. 

27.5 Jury Duty 

Employees are encouraged to fulfill their civic responsibility by serving on a jury when required to do so. 

If an employee is called for jury duty, he/she/they must notify his/her immediate supervisor as soon as 
reasonably possible after receiving such notice so that arrangements can be made to accommodate the 

absence. A copy of the summons and proof of jury service shall be provided to the Human Resources 
Department. 

The employee shall receive pay for the first thirty-(30) days of jury duty. At that time, the employee may 
use accrued vacation time to complete jury service. 

If jury duty is expected to last thirty (30) or more working days, the employee shall request that they be 

dismissed, due to hardship to the Employer and themselves. The employer shall assist with any necessary 
documentation . Employees are expected to report to work whenever the court schedule permits. 

27 .6 Vacation 

Earned per month Max per year 
Years of Service 

Up to and including year 3 9.375 112.5 (15 days) 

Beginning year 4 through year 8 

12.5 150 (20 days) 

Beginning year 9 15.625 187.5 (25 days) 
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27. 7 Holidays 

The holiday calendar is observed on a calendar year basis. 

Regular full-time and part-time employees shall receive the following days as paid holidays: 

New Year's Day 
M.L. King, Jr. Day 
President's Day 
Cesar Chavez Birthday 
Memorial Day 
Juneteenth 
Independence Day 
Labor Day 
Native Americans 
Memorial Day 
Veteran's Day 
Thanksgiving Day 
The Day after Thanksgiving 
Christmas Eve* 
Christmas Day 
New Year's Eve 

If one of the above named holiday falls on a Saturday, the preceding Friday shall be the observed holiday; 

if one of the above named holiday falls on a Sunday, the following Monday shall be observed holiday. 

Non-exempt regular full-time or part-time employees required to work on any holiday listed above shall 

be paid for such work at the rate of two (2) times of his/her/their regular rate of pay for the hours worked . 
Part-time employees not required to work on a holiday will receive their regular wages. 

Holidays are to be considered as time worked in the computation of overtime. 

School based employees shall observe the "School Holiday Schedule" but in no case shall receive fewer 

holidays than other employees. 

*When Christmas Eve or New Year's Holiday fall on a Monday, Tuesday, Wednesday, or Thursday, it shall 
be observed . In all other years, this holiday shall not be observed. 

27 .8 Bereavement Leave 

Bereavement leave is available to employees upon employment for a death in his/her immediate family 
(parents, spouse, domestic partner or significant other, children, child of domestic partner or significant 

other, brothers, sisters, grandparents, in-laws, and any relative living in his/her household.) An employee 

may take up to three (3) days with pay. Other than those in the immediate family as defined here, vacation 

time may be used to attend services. 

An employee with one (1) or more years of service shall be eligible for an additional benefit of two (2) 

additional days of bereavement leave, if the employee is required to travel more than 500 miles to attend 

the funeral/memorial service of an eligible family member. 
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In the event that an employee needs additional time away due to a death in the family, accrued vacation 
or leave of absence without pay may also be granted. 

ARTICLE 28 

SEPERABILITY 

In the event that any of the provisions of this Agreement shall be held to be in violation of any state or 

federal law or regulation, such determination shall not in any way affect the remaining provisions of this 
Agreement. The parties shall re-negotiate any section determined invalid with 30 days. 

ARTICLE 29 

SOLE AND ENTIRE AGREEMENT 

This Agreement sets forth the complete agreement and understanding of the parties on the subject of 
wages, hours and terms and conditions of employment. 

The parties signatory hereto acknowledge that during the negotiations, which resulted in this Agreement 

each had the right and opportunity to make demands or proposals with respect to any subject or matter 

not removed by law from the area of collective bargaining, and the complete understandings and 

agreements motivated by the parties, after the exercise of said rights and opportunities, are set forth in 
this Agreement. 

ARTICLE 30 

RENEGOTIATION 

In the event either party hereto desires to negotiate, the provisions of a successor Agreement, such party 

shall serve upon the other its written request to commence negotiations as well as its written proposals 

for a successor Agreement, no later than sixty-(60) days before the December 31, 2023 termination date 

of the Agreement. Negotiations on the successor Agreement shall begin no later than November 1, 2023, 

if the written request to commence negotiations and the written proposals specified herein have been 
served upon the other party within the time period specified. 

ARTICLE 31 

BARGAINING OBLIGATION 

31.1 Full Understanding 

It is intended that this Agreement and pertinent sections of the Employee Manual set forth the full and 
entire intent of the parties regarding the specific provisions of this collective bargaining agreement. Any 

other prior or existing agreements by the parties, whether formal or informal, written or unwritten, 
regarding such provisions, are hereby superseded or terminated in their entirety Terms of Agreement. 

31.2 Negotiations Timeline 

Before making a change on any negotiable matter not covered by this agreement, La Familia shall give; 

the Union advanced notice and an opportunity to request bargaining within ten (10) days. If the Union 
wishes to bargain over the subject, it must so indicate within ten (10) days of notice. Negotiations shall 
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begin within ten (10) days of the Union request. The Union shall present specific concerns and counter 

proposals at commencement of negotiations. Negotiations shall be concluded, within fourteen (14) days. 

31.3 Domestic Partner Policy 

SEIU LOCAL 1021 AND LA FAMILIA COUNSELING agree that the registered domestic partners of bargaining 

unit members shall be entitled to all benefits provided to spouses under this agreement, per California 

Family code 297, et seq., and other relevant California law. 

31.4 Drug Free Workplace 

La Familia and Union reaffirm their commitment to a safe work environment and shall work together to 

eliminate any substance abuse that could impair an employee's ability to safely and effectively perform a 

function of his/her/their job. Toward this end, La Familia and the Union shall refer and charge the Joint 

Labor/Management Committee with devising a comprehensive workplace education and early 

intervention program. Elements of this program may include peer training, counseling, and mentoring, 
educating unit members to the problems of substance abuse by means of seminars, staff meetings, and 

newsletters, training supervisors in effectively dealing with substance abusers, a substance abuse 
education and prevention week, and development of a resource bank. 
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Salary Structure: 

LA FAMILIA BASE SALARY INFORMATION 

January 1, 2022 to December 31, 2023 

(NOTE: This Salary Schedule incorporates a 3.0% increase 

over the rates in effect prior to January 1, 2022) 

Community Outreach Department 

Cu/tura y Bienestar (CYB) 

o Youth/Adult Health Promotor 
o Youth/Adult Health Educator 
o Staff Therapist II 
o Licensed Clinician 
o Resident Ambassador 

o Family Advocate 
o Mental Health Specialist 

o Staff Therapist II 
o Parent Ambassador Specialist 

o Adult Employment Specialist 

o Community Health & Outreach Navigator 

HUB 

HPN 

VESL 

$38,863.50 (without bilingual differential) 
$40,131.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 
$15,063.75 (without Bilingual differential) 

$35,607.00 (without Bilingual differential) 
$56,004.00 (without Bilingual differential) 

$60,617.80 (without Bilingual differential) 
$42,373.50 (without Bilingual differential) 

$45,708.00 (without Bilingual differential) 

CMHC 

o Family Resource Center Hub Administrator 
$46,039.50 (without Bilingual differential) 
$44,694.00 (without Bilingual differential) 

Developmental Disabilities/DFP 

o Secretary 
o Case Manager 
o Family Support Specialist 

Re-entry & Diversion 

o Business Services Representative 
o Intake Coordinator 

REP 
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$48,633.00 (without Bilingual differential) 
$40,930.50 (without Bilingual differential) 

$45,103.50 (without Bilingual differential) 
$41,203.50 (without Bilingual differential) 



o Peer Support Specialist 

o Career Navigator 

Appendix A: Salary Structure 

CARES NA V/GA TION 

$39,136.50 (without Bilingual differential) 

YOUTH WORKFORCE & EDUCATION 

o Youth Employment Specialist 

$45,669.00 (without Bilingual differential) 
$45,669.00 (without Bilingual differential) 
$45,103.50 (without Bilingual differential) o Business Services Representative 

Equities Initiatives 

o Adult Advocacy Coordinator $46,449.00 (without Bilingual differential) 
o Youth Advocacy & Cessation Policy Coordinator $46,449.00 (without Bilingual differential) 

Adult Outpatient Department 

o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 
o Peer Support Specialist I 
o Peer Support Specialist II 
o Family Coach 

o Receptionist AM 
o Receptionist PM 
o Case Manager 
o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 

o Staff Therapist II 
o Licensed Clinician 
o Peer Counselor 

o Peer Support Specialist 
o Adult Employment Specialist 

o Office Administrator 
o Peer Support Specialist 

/HOT 

$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 
$39,136.50 (without Bilingual differential) 
$45,181.50 (without Bilingual differential) 
$42,120.00 (without Bilingual differential) 

ACCESS/TEAM 

RTT 

$15,268.50 (without Bilingual differential) 
$30,537.00 (without Bilingual differential) 
$45,318.00 (without Bilingual differential) 
$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 

$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 
$38,142.00 (without Bilingual differential) 

Working Wellness 

$39,136.50 (without Bilingual differential) 
$45,669.00 (without Bilingual differential) 

Peer Respite (Sally's Place) 
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Adolescent Outpatient Department 

o Family Partner 
o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 

o Case Manager 
o Data Specialist/Administrator 
o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 

o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 
o Parent/Youth. Promotora 

Appendix A: Salary Structure 

EPSDT/ECMH 

$43,368.00 (without Bilingual differential) 
$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 

SBBH/UIY 

$45,766.50 (without Bilingual differential) 
$44,382.00 (without Bilingual differential) 
$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 

Strong Minds Strong Hearts 

o Youth Emergency Response Navigator 

$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 
$44,440.50 (without Bilingual differential) 
$44,440.50 (without Bilingual differential) 

Recovery & Wellness Department 

o Certified Counselor 
o Registered Counselor 
o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 

o Certified Counselor 
o Registered Counselor 
o Residential Monitor 

o Certified Counselor 
o Registered Counselor 
o Staff Therapist I 
o Staff Therapist II 
o Licensed Clinician 

Outpatient {Family Service Center) 

$48,972.50 (without Bilingual differential) 
$43,485.00 (without Bilingual differential) 
$53,040.00 (without Bilingual differential) 
$60,617.80 (without Bilingual differential) 
$70,734.92 (without Bilingual differential) 

Chante (Residential) 

$48,972.50 (without Bilingual differential) 
$43,485.00 (without Bilingual differential) 
$35,178.00 (without Bilingual differential) 

Youth for Change 
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Appendix A: Salary Structure 

Appendix A: Salary Structure (cont.) 

Perinatal (Mujeres) 

o Certified Counselor 
o Registered Counselor 
o Childcare/ Administration Support 

o SUD Youth Navigator Certified 
o SUD Youth Navigator Registered 
o SUD Perinatal Navigator Certified 
o SUD Perinatal Navigator Registered 
o Office Administrator 

FESCO 

o Case e(without Bilingual differential) 

$48,972.50 (without Bilingual differential) 
$43,485.00 (without Bilingual differential) 
$20,085.00 (without Bilingual differential) 

Contra Costa 

$48,964.50 (without Bilingual differential) 
$43,972.50 (without Bilingual differential) 
$48,964.50 (without Bilingual differential) 
$43,972.50 (without Bilingual differential) 
$40,053.00 (without Bilingual differential) 

o Case Management Specialist/Data Entry $39,644.80 (without Bilingual differential) 
$37,654.50 (without Bilingual differential) 
$10, 524.80 (without Bilingual differential) 
$57,299.72 (without Bilingual differential) 

o Kitchen Coordinator 
o Children's Activity Leader (Part-time) 
o Housing Specialist 

Bilingual Differential $1,200.00 
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Appendix B: Health and Dental Benefits 

Health and Dental Benefits: 

La Familia will contribute 95% of 2022 and 2023 medical, vision, and dental premiums for the employee 
only; and La Familia will contribute 80% of 2022 and 2023 medical, vision and dental premiums for eligible 
dependents. La Familia's percentage contributions toward medical, vision and dental premiums for 
employees and dependents shall be effective from January 1, 2022, through December 31, 2023, only. La 
Familia's health, dental, and vision contributions beyond December 31, 2023, are subject to negotiations. 
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Appendix C: Salary Steps 

Salary Steps: 

When employees who received the 3% salary adjustment in Step 1 get to Step 2, they will only receive a 
2% increase upon attaining their 6th year of employment. When employees who received the 5% in Step 
2 get to Step 3, they will only receive 2% salary adjustment. When employees who received the 7% in Step 
3 to get to Step 4, they will only receive 2% salary adjustment. 

If an employee received 3% in Step 1, then receives 2% in Step 2, and then receives 2% in Step 3, the 
employee is eligible for Step 4, and the employee will only receive 2% to bring their total increase to 9%. 
At no time will an employee receive more than the 9% allotment in Salary Adjustment. However, Cost of 
Living Adjustments are excluded in this computation and will be awarded in the future based on funds 
availability and Union Negotiations. (See amendment below) 

Base Step 1 Step 2 Step3 Step4 
Salary 

Years of Oto 3 The day after the The day after The day after the The day after the 
Service employee's 3rd the employee's employee's 9th employee's 12th 

anniversary 6th anniversary anniversary anniversary 

Step 0% 3% 2% 2% 2% 
Increase 

Bilingual Differential $ 1,200 Annually 

Example: An employee is hired on January 1. 2015 

• This employee will receive Step 1 on January 2, 2018 

• This employee will receive Step 2 on January 2, 2021 

• This employee will receive Step 3 on January 2, 2024 

• This employee will receive Step 4 on January 2, 2030 
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