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PROGRESS FOUNDATION 
and 

SEIU LOCAL 1021 

This agreement is entered into between Progress Foundation (hereinafter referred to as the 
"Employer") and SEIU Local 1021 (hereinafter referred to as the "Union"). 

PREAMBLE 
The parties enter into this agreement to assure quality service to the clients of Progress 
Foundation and harmonious and constructive labor-management relations. 

It is mutually agreed that it is the exclusive duty and right of the Employer to manage the 
operations of the Agency and to direct the work force and that the Employer retains all 
rights, powers, and authority which is exercised or possessed prior to the execution of the 
Agreement, subject to the conditions provided herein. 

 

ARTICLE 1: RECOGNITION 
The Employer recognizes the Union as the exclusive bargaining representative for all 
benefited and non-benefited employees (excluding Relief Counselors) in the following 
classifications: 

 Case Managers 
 Counselors, including: 

o Bilingual Counselors 
o Clinical Counselors 
o Overnight Floating Counselors 
o Regular Counselors 

 Licensed Psychiatric Technicians 
 Licensed Vocational Nurses 
 Maintenance Technicians (and Senior equivalent) 
 Nurse Practitioners 
 Physician Assistants 
 Registered Nurses 

This Agreement shall also apply to any other classification which may be established 
within the listed classifications in the certified unit. 
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ARTICLE 2: UNION MEMBERSHIP 
A. All employees of the Employer who are subject to this Agreement shall, not later 

than the thirty-first (31st) day following commencement of employment, become 
members of the Union in good standing and shall remain members of the Union in 
good standing during the course of their employment. Members in good standing 
shall be defined as employed members of the Union who tender periodic dues as 
uniformly required by the Union as a condition of acquiring or retaining 
membership. 
 

B. 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) 
days after receipt of such written notice, unless thereafter the employee complies 
with the above requirements within said time period. 
 

C. The periodic dues and fees may be deducted from the employee's paycheck upon 
submission to the Employer of a proper written authorization by the employee. The 
Union will hold harmless the Employer against any claim which may be made by any 
person by reason of said deduction, including the costs, attorney fees and other 
expenses of defending against such claims. 
 

D. At least once each month, the Employer shall supply the Union with: names, 
employee numbers, classification, phone numbers, personal & work emails, 
regularly scheduled shift, worksite locations, mailing address, seniority date, job 
status, job type (full or part time), payrate, last pay date, and hire date of hired 
employees. The Employer shall also provide, on a minimum monthly basis, all 
names of bargaining unit members who have been removed from the bargaining unit 
as a result of reclassification outside of the bargaining unit, termination, lay oƯ, or 
any other reasons and shall provide such reason for removal. Such reports will be 
supplied electronically to the Union Field Representative, Chapter President, and 
the Membership Department at data@seiu1021.org. 
 

E. Notwithstanding the above, any employee who is a member of and adheres to 
established and traditional tenants or teachings of a bona fide religious body or 
sect, which has historically held conscientious objections to joining or financially 
supporting labor organizations, shall not be required to join or financially support 
this Union as condition of employment. Such employee is, however, required to pay 
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sums equal to the Union's periodic dues and initiation fees to a non-labor, non­ 
religious charitable fund exempt from taxation under Section 501(c)(3) of Title 36 the 
Internal Revenue Code. 
 

F. At the time a new employee is hired, the Employer shall provide the employee with a 
copy of this Agreement. The Union shall provide the Employer with copies of this 
Agreement for distribution to employees. 
 

G. The Union shall indemnify and save the Employer harmless from any and all claims, 
demands, suits or any other action arising from this Section or from complying with 
any requests for termination of employment under this Article. 
 

H. COPE Check-OƯ. The Employer agrees to deduct and transmit to the treasurer of 
Local 1021 Political Action Committee the amount specified from the wages of 
those employees who voluntarily authorize such contributions on the form provided 
for that purpose by the Local 1021 Political Action Committee. These transmittals 
shall occur monthly and shall be accompanied by a list of the names of those 
employees for whom such deductions have been made and the amount deducted 
for each such employee. Employees hired subsequent to the signing of this 
Agreement may authorize such deductions within thirty (30) days of the date of hire. 
Current employees may authorize such deductions, within thirty (30) days of the 
signing of this Agreement. Any employee who authorizes such deduction and 
subsequently wishes to change the amount of the deduction or revoke the 
authorization may do so during the period of June 1 through June 30 in each year. 
 

ARTICLE 3: 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 of disturbance for the 
purpose of seeing that the terms of the Agreement are being observed. The Union 
Representative will enter the work location through the usual front entrance. Notice 
of the visit will be given in advance to the Program Director or the Director of Clinical 
Services. The Union shall notify the Employer in writing of the assigned Union 
Representative. 
 

B. Stewards. For the purpose of representation, the Union shall be entitled to 
Stewards on the job at each site who shall restrict Union activities to union 
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business. 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 
the employee requests such assistance. Stewards shall be allowed to process and 
investigate grievances on work time, provided such does not impede program 
functioning and client care. No more than one (1) Steward shall assist an employee 
at any given time. In no case will the Steward leave the place of work during work 
time without obtaining approval from the Site Director. 
 
The parties recognize that the Steward's role in contract administration, as provided 
under the law and labor relations practice, shall not be abridged. Stewards shall 
advise employees of their rights, responsibilities, and options but shall not assume 
the role of supervisor. 
 

C. Bulletin Boards. The Employer shall furnish space on an existing bulletin board or 
wall at each work location to be used solely for oƯicial Union business as it pertains 
to the employees of Progress Foundation. The Union assumes all responsibility for 
the material contained in its notices. Such notices shall be signed by a Union 
Representative, union oƯicial or designated Steward. 
 

D. StaƯ Meetings. The Union (Shop Steward and/or Union Representative) shall be 
provided with no less than thirty (30) minutes at two staƯ meetings a month to 
speak with members regarding contract administration and union-wide events/ 
activities. Management shall not be present for this portion of the staƯ meeting. 
Notice of the need to have such a meeting shall be given in writing to the Program 
Director at least one (1) day prior to the meeting. If the Union believes that it needs a 
third meeting in a month, it may request one, and that request will not be 
unreasonably denied. 
 

E. Steward Council Meetings. All Union Stewards shall have up to 8 paid hours of 
release time once every other month to attend Union Steward Council meetings. 
Stewards may request to return to work before or after the Council meeting to 
complete the diƯerence between Council meeting hours and their normally 
scheduled shift. Such release requests or requests to complete diƯerences in hours 
shall not be unreasonably denied. 
 

F. Steward Shadowing & Training. For the purposes of training and growing the 
skillset and experience of Union Stewards, Stewards may request the attendance of 
an additional Union Steward at an investigatory meeting, disciplinary meeting, 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



8 
2025-2028 Progress Foundation/SEIU 1021 CBA 

grievance meetings at any step, or any other meetings held between the Union and 
Employer, to shadow, observe, and learn from the process. Such requests shall not 
be unreasonably denied. 
 

G. New Employee Orientation (NEO). The Employer shall notify the Union no later 
than 2 weeks prior to a scheduled group NEO to allow a Union Representative and 
Steward, or up to two stewards, no less than 30 minutes of paid time to speak at 
that NEO to newly hired bargaining unit members about the Union. Management 
shall schedule the union’s portion of NEO during a time in the NEO when all 
bargaining unit members in attendance are present. Management shall not be 
present for these meetings. Upon request, Management shall provide release to any 
stewards attending an NEO. 
 

ARTICLE 4: AFFIRMATIVE ACTION & NO DISCRIMINATION 
A. There shall be no discrimination by the Employer or the Union against an employee 

or applicant for employment because of race, creed, religion, color, national origin, 
age, sex, physical handicap, previous disability, sexual orientation, marital status, 
parenthood, political aƯiliation, military or veteran status, gender identity, gender 
expression, pregnancy, immigration status (other than as required by applicable 
law), status as a victim of domestic violence, or because of membership in the 
Union or activities on behalf of the Union. 
 
Progress Foundation will continue to abide by its current policy on AƯirmative Action 
as outlined in the existing personnel policies. 
 

B. The Employer, Union, and employees agree that an employee or applicant for 
employment shall not be the subject of sexual harassment. The Fair Employment 
and Housing Commission 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 for employment decisions, or has the eƯect of interfering with work 
performance or creating an otherwise oƯensive working environment. 
 
Employees who are aware of any violation of either law or this Policy should 
immediately report the circumstances to the Foundation's Human Resources 
Manager or to the Executive Director. If an investigation confirms the oƯense, 
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immediate disciplinary action, up to suspension without pay and including 
termination of employment, will be taken. 
 

ARTICLE 5: PROBATIONARY PERIOD, DISCIPLINE & DISCHARGE  
A. Probationary Period. There is a probationary period of three (3) months for all new 

employees, except temporary employees. An employee's probationary period may 
be extended by the Employer for one month at the employer’s discretion and may be 
extended for additional months beyond that up to a maximum of six (6) months total 
probationary period. Any extension requests made by the Employer beyond the 4th 
month shall be made only by mutual agreement by the Union. At the time of such 
extension, the Employer shall provide counseling and written evaluation of the 
employee's strengths and deficiencies to enable the employee to take appropriate 
steps to improve their performance. The Employer shall meet with the employee no 
later than two (2) weeks before the end of the extension period to review progress on 
the written evaluation. During the probationary period, the Employer shall provide 
necessary in-service training to the employee and shall provide evaluation to the 
employee about the progress of their work. An employee may be disciplined or 
discharged during the probationary period without just cause, except for the 
provisions outlined in this paragraph or where there is an allegation of 
discrimination pursuant to Article 4: AƯirmative Action & No Discrimination. 
 
Subsequent to the completion of the probationary period, an employee is 
considered a regular employee. 
 

B. Employees who have completed their initial probationary period with the Employer 
shall not be discharged or otherwise disciplined except for just cause, except under 
circumstances where the employee's conduct constitutes gross misconduct or 
creates a hazard to clients and/or staƯ. In circumstances where the behavior does 
not rise to the level of gross misconduct or create a hazard to clients and/or staƯ, an 
employee shall not be discharged unless they have received at least some type of 
formal, written counseling. However, where the conduct is unreasonably disruptive 
to the smooth operations of Progress Foundation, at the discretion of senior 
management, the Employer may issue discipline up to a final warning without the 
necessity of taking lesser (like a written warning or a suspension) steps first. 
 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



10 
2025-2028 Progress Foundation/SEIU 1021 CBA 

C. Progressive Discipline. The Employer agrees to abide by the progressive 
disciplinary process when issuing discipline, except in circumstances where the 
employee’s conduct or actions are considered egregious enough by the Employer to 
skip steps. The burden of proof falls on the Employer to justify skipping steps and 
the Union has the right to challenge the skipping of steps through the grievance 
procedure. 
 
The Progressive Disciplinary Process is an escalation of steps for discipline the 
Employer must follow before issuing termination. These steps are: 1) Verbal 
Warning, 2) Written Warning, 3) Suspension, 4) Final Written Warning, and 5) 
Termination. 
 
The Employer shall not “stack”, or add on separate or non-related categories of 
issues, into one progressive disciplinary process for the purposes of skipping steps. 
These categories are defined as: 1) Time and Attendance (related to issues of 
tardies, absences, excessive call outs, or other attendance related issues) and 2) 
Performance (ability to perform the administrative functions of their job and 
interpersonal behavior). When issuing discipline, management must state which 
category such discipline falls under. 
 

D. Notice of discharge or suspension shall be served in person or by certified mail to 
the employee at their last known address within twenty-four (24) hours of the 
disciplinary action, a copy of which shall be sent concurrently to the Union. The 
notice shall include the following information: (1) statement of the nature of the 
disciplinary action; (2) the eƯective date of the disciplinary action; (3) statement of 
the cause of the disciplinary action; (4) description in ordinary and concise 
language of the act or omissions on which causes are based. An employee is 
considered to have abandoned their job if they 1) miss three consecutive shifts 
without management approval and without direct communication with their 
supervisor or 2) if they leave their shift twice without approval. Occurrences of job 
abandonment do not include situations of medical emergencies or immediate 
family emergencies. 
 

E. An employee shall have the right to have a Union Representative and/or Steward of 
the employee's choosing, if the employee requests, present at any meeting with 
supervisors or management representatives which is disciplinary or investigatory in 
nature, given that the Union Representative and/or Steward can be available within 3 
business days. Prior to any such meeting, the Employer will inform the employee 
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involved of such right. All disciplinary actions other than for probationary employees 
may be reviewed in accordance with grievance procedure. 
 

F. If a staƯ member is separated because of unsatisfactory performance of their work 
either during the probationary period or after, they will receive two (2) weeks' notice 
in writing or salary in lieu of notice. 
 

ARTICLE 6: INDIVIDUAL SUPERVISION 
A. Individual/clinical supervision shall be scheduled contiguous to an employee's 

regular shift or staƯ meeting. If an employee is required to report for 
individual/clinical supervision which is not contiguous to their regular shift hours of 
staƯ meeting, they shall be compensated at one and one-half (1½) times their 
regular rate for all such time but not less than two (2) hours. 
 

B. The Employer shall endeavor to provide supervision to probationary employees in at 
least one (1) meeting every other week, provided by the Program Director or 
Assistant Director. At minimum, the Employer shall provide supervisions to 
probationary employees once per month. 
 
For all employees not on probation, the Employer shall endeavor to provide 
supervisions once a month, but at minimum of once every 3 months. 
 

ARTICLE 7: PERSONNEL FILES 
A. The Employer shall provide the bargaining unit employees with all copies of: 

a. Evaluations 
b. Written Disciplinary Actions 
c. Any written records which would be used in a disciplinary action. 

 
B. Signature endorsement by the employee shall be mandatory for all items listed. The 

signature only means that the employee has received a copy of these documents 
and does not necessarily mean agreement with the contents. 

 
C. Inspection. Records, reports and other material relating to the performance of each 

bargaining unit employee shall be maintained by the Employer in one (1) file and 
shall be provided within a reasonable time to the inspection of the employee, who 
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requests to inspect that file, with or without a Union Representative/Shop Steward 
present, at the option of the employee. 
 

D. The employee may place in the file written comments regarding material in the file 
within three (3) weeks of the time of presentation or inspection. Employee 
comments shall be a permanent part of the document responded to. 
 

E. Material in the personnel file will be removed or otherwise deleted if the Employer 
and the employee agree that the material is incorrect or if the material is determined 
to be incorrect as a result of a resolution under the grievance procedure. 

 
F. Complimentary Material. Information of a complimentary nature received by the 

Employer pertaining to the work performance of any employee shall be placed in the 
employee's personnel file upon the employee's request. The Employer may place in 
the file written comments regarding complimentary material and such comments 
shall be a permanent part of the material commented. 
 

G. Anonymous Material. No anonymous material will be introduced into the file of any 
employee. Such material placed in the file prior to the execution of this Agreement 
shall be removed at the request of the employee and shall be given no weight or 
consideration for any purpose whatsoever. 
 

H. Secret Material. Except for material which is not kept in the personnel file by 
mutual agreement and signature of the Employer and the employee, material not in 
the file may not be used against the employee for any purpose. 
 

I. Objectionable material. Any material objectionable to the employee may be 
grieved as to whether it is proper to remain in the file. 
 

ARTICLE 8: JOB POSTING & CAREER MOBILITY 
A. Bargaining unit job openings shall be posted at each site covered under this 

Agreement at the time notice is given to the community but in no case less than 
seven (7) calendar days before the closing date for accepting applications. A copy of 
such notice shall be sent to the Union at the time of posting. 
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B. Bargaining unit employees shall be given priority in filling bargaining-unit positions 
over external applicants, if they meet the minimum qualifications for the position or 
can be adequately trained in the position within 90 days, and provided, further, that 
such does not conflict with the Employer's AƯirmative Action Policies. All qualified 
applicants shall be given an interview. 
 

C. An employee who is promoted to another position will undergo a three (3) month 
evaluation period in the new position. If in the sole judgment of the Employer, the 
employee fails to qualify for the new position during this period, they shall be 
returned to their former position at the former step rate if the position is available, or 
if unavailable, to the next vacant comparable position. 
 

D. In filling bargaining unit vacancies, a hiring committee shall be appointed by the 
Program Director consisting of at least three (3) individuals and including at least 
two (2) counselors from the site where the vacancy occurs. Participation in the 
hiring committee is voluntary. Every eƯort will be made to schedule committee 
meetings during the employees' regular scheduled hours. In the event that 
committee meetings are scheduled outside regular hours and an employee works 
beyond the eighty (80) hours for that biweekly period as a result of committee 
meetings, the employee shall receive compensatory time oƯ on an hour basis rather 
than receive overtime as provided in Article 10: Hours of Work. In the event that 
there is only one volunteer from the counseling staƯ, the committee shall convene 
with the participation of said counselor. In the event there are no volunteers for the 
committee, hiring shall proceed under the direction of Management. The hiring 
committee will discuss all applicants and will make recommendations to the 
Program Director regarding the selection of finalist(s). The ultimate decision of 
whom to hire rests with the Employer. 
 

E. Temporary Hires. A bargaining unit position shall not be filled by a temporary 
employee for more than three (3) months unless they are filling a position that will 
be filled by an incumbent regular hire employee at a later date or there is a bona fide 
recruitment problem. Where no regular employee has a claim on the position or 
there is no bona fide recruitment problem, the temporary hire shall be considered a 
regular hire upon three (3) months of service, the three-month date being their 
anniversary date of hire for regular employment 
 

F. Recruitment Incentive. A prospective employee may, during the interview/hiring 
process, indicate they have been referred to the Agency by a current employee. If 
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the prospective employee is hired and passes the probationary period, the referring 
employee shall receive a $750 recruitment incentive. This incentive shall not be 
applicable to relief counselors or past agency employees. 
 

ARTICLE 9: SENIORITY & LAYOFFS 
A. The Employer shall conduct layoƯs within the aƯected classifications and then by 

order of reverse seniority within those classifications except when the principle is in 
direct conflict with the goals of the Employer's AƯirmative Action Policy, should one 
be adopted. Seniority, for the purpose of layoƯ, is defined as the length of service. 
 

B. Employees on authorized leave of absence shall not incur a break in service, except 
that employees shall not accrue seniority on leaves of absence that are longer than 
thirty (30) consecutive calendar days. 
 

C. Employees’ seniority rights shall be discontinued for any of the following reasons. 
a. A voluntary quit or discharge for just cause. 
b. Failure to return to work after absence or recall from layoƯ without justifiable 

reason within a three (3) business day period after receiving proper 
notification do so. 

c. LayoƯ for a period of eighteen (18) months or more. 
 

D. When a reduction in force is necessary: 
a. AƯected non-probationary employees may bid for any open position in the 

bargaining unit. This step will occur before bumping. 
b. If there are not enough open positions, the Employer will designate positions 

held by temporary and probationary employees as open for which the 
aƯected non-probationary employees may bid. 

c. If possible, the number of open positions and designated open positions 
shall equal but not exceed the number of laid oƯ employees. 

d. None of the above shall conflict with the goals of AƯirmative Action. 
e. Bargaining unit employees designated as laid-oƯ shall also have an option 

for voluntary layoƯ. 
f. For the purpose of bumping, Sonoma and Napa Counties shall be 

considered one entity, separate from San Francisco and Marin Counties. 
Union Members that are laid oƯ may be oƯered open positions from outside 
the county from which they were laid oƯ. Turning down out-of-county 
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positions will not be considered a refusal of recall. 
 

E. When layoƯs are to be initiated, the Employer, the Union, and the employee(s) 
involved may meet to discuss the circumstances and to consider any alternatives 
including, but not limited to, the following options: 

a. Reduction of work hours (work week) 
b. Job Sharing 
c. Flex-placement 

 
F. The employer will endeavor to distribute work in an equitable basis when there are 

layoƯs. 
 

G. Employees subject to the provisions of this Article shall be given as soon as possible 
but no less than thirty (30) calendar days (unless the Employer is given less notice 
during funding negotiations) written notice prior to the eƯective date of layoƯ. The 
Union shall receive concurrent written notice. 
 

H. If a layoƯ occurs and the laid-oƯ employee is enrolled in one of the Employer's 
medical plans, and the employee receives less than five (5) full pay periods of 
written notice of the layoƯ, the Employer shall contribute the equivalent of the 
employee's first month COBRA contribution equal to the cost of the plan in which 
the employee was enrolled at the time of termination. There is no benefit for those 
employees not enrolled in group medical coverage at the time of their notice of 
termination. 
 

I. The Employer shall recall all laid oƯ employees prior to the hiring of any new 
employee for which the laid oƯ employee(s) meet(s) the qualifications of the 
position. Recall shall be accomplished in inverse order of layoƯ from the program. If 
a position becomes available for which the laid oƯ employee meets the 
requirements of the position, the employee shall be oƯered the position. 
 
An employee called back to a position in a diƯerent program from which they were 
laid oƯ shall serve a ninety (90) day evaluation period. In the event that an employee 
is not satisfied with the new position, or in the event that the employer is not 
satisfied with their performance in the new program, the employee shall return to 
layoƯ status. Upon return to the layoƯ list the employee shall have recall rights for 
the remainder of the eighteen (18) month layoƯ period, or for six (6) months, 
whichever is greater. 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



16 
2025-2028 Progress Foundation/SEIU 1021 CBA 

 
Any employee. recalled following layoƯ shall retain all credit for service from the 
date of hire excluding the period of layoƯ and shall be entitled to accrue benefits 
under this Agreement, upon recall, on the basis of such seniority. 
 
An employee called back to a position in a diƯerent program from which they were 
laid oƯ shall have the right to return to the program of original layoƯ should a 
vacancy subsequently occur in that program within one (1) year of the recall date, 
provided however, that the employee meets the requirements of the position and 
such action is not inconsistent with AƯirmative Action. 
 

J. A laid-oƯ employee shall remain on the layoƯ list for a period of eighteen (18) 
months. Employees on layoƯ shall be responsible for informing the employer of 
current address and telephone number while on layoƯ. 
 
An employee shall have the right of two (2) refusals of recall should both recalls be 
to a site other than the one in which the layoƯ occurred. 
 
An employee refusing first recall to the same site in which the layoƯ occurred or 
refusing third recall to any site shall be stricken from the layoƯ and seniority list. 
 

K. The Employer shall inform the employee of recall by use of certified mail via 
restricted delivery and by the most recent phone number and e-mail address on file. 
The employee shall have ten (10) calendar days from the date of postmark to inform 
the Employer if the position is accepted. If an employee rejects recall as provided in 
Section J above, such rejection shall be in writing or the employee will be stricken 
from the seniority and layoƯ lists. 
 

ARTICLE 10: HOURS OF WORK 
A. Forty (40) hours shall constitute the maximum straight-time workweek for full-time 

employees. No penalty shall be suƯered by a full-time employee who is regularly 
scheduled to work less than the forty (40) hours. 
 

B. Employees shall be compensated at the rate of time and one-half (1 ½) the regular 
straight-time rate for all hours worked in excess of eighty (80) hours in each biweekly 
period. An employee who is asked by management to continue working once her or 
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his scheduled shift has ended, or who is asked to report to work early for a 
scheduled shift, shall be compensated at the rate of time and one half (1 ½) her/his 
regular straight time rate for time worked beyond the end of or prior to the start of 
the scheduled shift. This is applicable to all bargaining unit employees, including 
those working less than either eighty (80) hours in the pay period involved or forty 
(40) hours in the week. 
 

C. No employee shall be required to work more than forty (40) hours in any week; 
however, employees are expected to complete work in progress. 
 

D. Nothing in this Article is intended to result in an increase in current employees' 
scheduled hours. Nothing in this Article shall result in the Employer reducing an 
employee's scheduled hours in any given week to avoid the payment of overtime. 
However, the Employer and the employees may mutually agree to change the 
employee's regular biweekly schedule so that the maximum hours worked by the 
employee constitutes the employee's regular full-time schedule for the biweekly 
period. 
 

E. All employees shall file a weekly timesheet. 
 

F. Employees should have a fifteen (15) minute rest break, or its equivalent, per half 
shift or per four (4) hours. Employees must take their rest break on the Employer's 
premises in order to remain in compliance with Community Care Licensing 
regulations which state, in essence: (1) Transitional residential programs shall have 
at least one direct care staƯ person on duty, on the premises, any time clients are in 
the facility and (2) Crisis residential programs shall have at least two direct care staƯ 
persons on duty, on the premises, any time clients are in the facility, Employees may 
take their rest break oƯ premises only if their program will remain in compliance 
with licensing regulations. 
 

G. Absences or callouts with less than 24 hours’ notice should be limited to 
emergencies. An emergency is defined as a serious, unexpected situation that 
requires immediate attention and cannot be planned for. If a staƯ person calls out of 
work with less than 24 hours’ notice excessively, they may be required to provide 
documentation upon their return to work and/or subject to progressive disciplinary 
action. 
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ARTICLE 11: LEAVES OF ABSENCE 
A. A leave of absence shall be defined as an approved absence from work without pay. 

To be eligible for a leave of absence other than disability leave, an employee must 
successfully pass probation. 
 

B. Any request for a leave of absence must be submitted in writing by the employee to 
their program director. The request shall state the reason the leave of absence is 
being requested and the beginning and ending date for the leave of absence. Any 
extension of a leave of absence beyond the period initially arranged for shall require 
submission of an additional request and approval of the Employer. 
 

C. Disability Leave. An employee shall be entitled to a leave of absence not to exceed 
six (6) months, upon certification by the employee's physician of physical disability, 
including pregnancy. Upon certification by the employee's physician of continued 
disability, up to an additional three (3) months may be granted. Prior to beginning a 
medical leave of absence, use of accrued paid benefit time shall be at the 
employee’s discretion. An employee shall have the right to designate the type and 
amount of leave they wish to use, or to elect Leave Without Pay while on an 
approved medical leave of absence. An employee may voluntarily elect to use such 
time and shall be permitted to retain a minimum of twenty-five (25) hours of sick 
time to be used upon return. 
 
An employee returning from a leave of absence of six (6) months or less granted 
under this Article shall be entitled to return to the position they held at the time the 
leave was granted. An employee returning from a leave of absence of more than six 
(6) months shall be entitled to return to their original position, if available; or if not 
available, to an available comparable position. If a comparable position is not 
available, the employee shall be placed on the layoƯ list and their recall shall be 
treated in accordance with the procedure outlined in Article 9 Seniority and LayoƯs. 
 

D. Maternity/Paternity Leave. Employees who have completed their probationary 
period shall be entitled to a maternity/paternity leave of absence. Such leave shall 
not exceed four (4) months, except at the discretion of the Employee. 
 
Maternity/paternity leave shall be taken in the period prior to and/or after the birth or 
adoption of a child. 
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An employee returning from a leave of absence of four (4) months or less granted 
under this Article shall be entitled to return to the position they held at the time the 
leave was granted: An employee returning from a leave for more than four (4) 
months shall be entitled to return to their original position, if available; or if not 
available, to an available comparable position. If a comparable position is not 
available, the employee shall be placed on the layoƯ list and their recall shall be 
treated in accordance with the procedure outlined in Article 9: Seniority & LayoƯs. 
 

E. Family and Medical Leave. Nothing in this Agreement shall aƯord the bargaining 
unit members any lesser rights or benefits specified and applicable in the Family 
and Medical Leave Act. 
 

F. Probationary employees who are granted a leave of absence because of disability: 
1) Shall be entitled to return to their original position, if available, or if not available, 
to an available comparable position. If a comparable position is not available, the 
employee shall be placed in the layoƯ list and their recall shall be treated in 
accordance with the procedure outlined in Article 9: Seniority & LayoƯs, and 2) upon 
return to work they shall begin the probationary period anew. 
 

G. Union Lost Time Leave. The Union may request Lost Time for any employee in the 
bargaining unit for the purpose of engaging in Union business. During Lost Time, the 
employee shall be employed by and paid by the Union for any lost wages otherwise 
paid by the Employer. The employee shall not suƯer any loss of seniority, PTO 
accrual, or other benefits as a result of such leave. Such a release request shall not 
be unreasonably denied. No more than one (1) employee can be released at any 
given time for Union Lost Time leave. 
 

a. Short-term Lost Time: The Union shall be allowed up to ten (10) days a year to 
release any employee for short-term Lost Time. This time can either be taken 
consecutively or intermittently as needed and such days shall be provided to 
the Employer by the Union. 
 

b. Long-term Lost Time: Lost Time greater than ten (10) days a year but not 
exceeding one (1) year shall be made in writing to the Employer no later than 
two (2) weeks prior to the requested starting date. 

Upon completion of Lost Time, the employee will be returned to their former job in 
the same classification, shift, and work hours. An extension of long-term Lost Time 
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can be made by the mutual agreement of both the Union and the Employer. 
 

H. Other Leaves of Absence. Leaves of absence for reasons other than disability may 
be granted to employees who have successfully completed the probationary period. 
Such leave may be granted for such reasons as family emergency, union lost-time, 
advocacy work, personal business, or education when the eƯiciency of the Agency's 
operations will not be unduly impaired. Before going on an unpaid leave, other than 
union lost-time, employees will be required to use accrued sick leave, holiday and 
vacation while oƯ. Employees shall be permitted to retain up to twenty-five (25) 
hours of paid sick time to be used upon return. 
 
An employee returning from a leave of absence of up to six (6) months granted under 
this Article shall be entitled to return to the positions they held at the time the leave 
was granted. An employee returning from a leave of absence of more than six (6) 
months shall be entitled to return to their original position, if available, or if not 
available, to an available comparable position. If a comparable position is not 
available, the employee shall be placed on the layoƯ list and their recall shall be 
treated in accordance with the procedure outlined in Article 9: Seniority & LayoƯs. 
 

I. Employees shall not accrue benefits or seniority while on a leave of absence in 
excess of one (1) month. However, such employees shall not lose any previously 
accrued seniority or benefits as a result of a leave of absence. 
 

J. For all leaves of absence an employee shall provide at least two (2) weeks' notice of 
return to work. 
 

ARTICLE 12: JURY DUTY 
 
In the event that an employee is called for and serves on a jury, the employee shall be paid 
the diƯerence between any jury pay received and their regular straight-time rate of pay, 
including jury duty standby if the applicable court gives less than eight (8) hours' notice of 
the time needed to appear in court. An employee who is called to jury duty while on 
probation shall have their probationary period extended for the period of time while on jury 
duty. As a condition of payment by the Employer, the employee must produce a receipt 
from the court clerk where they have served. For jury duty standby, the employee must 
produce the jury duty summons as receipt. Furthermore, if the employee is dismissed from 
jury duty they shall be required to return to work for the next shift. The return to work will 
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not be required in instances where the employee has worked forty (40) hours, including jury 
duty time, in any given work week. Except as provided above, no deduction in leave time or 
break in "continuity of employment" will be made for service of jury duty. Paid time oƯ for 
jury duty shall be limited to three (3) weeks. 
 

ARTICLE 13: PROFESSIONAL CONFERENCE LEAVE 
A. Current policy regarding non-mandatory attendance at professional conferences 

shall be maintained. 
 

B. Conferences, courses, classes, institutes, and workshops which the Employer 
requires an employee to attend shall count as time worked. With the exception of 
continuing education sessions provided by Progress Foundation, the Employer shall 
pay normal expenses including public transportation costs, taxi fares, mileage at the 
rate provided in Article 20, parking costs, toll charges, cost of business meals, and 
tuition. For Napa, Marin, and Sonoma employees reporting to the San Francisco 
oƯice for training, mileage (per Article 20), toll, and reasonable parking costs shall 
be reimbursed. 
 

C. Employees shall be allowed up to two (2) days/sixteen (16) hours per year as paid 
time oƯ for attending work-related but non-mandatory courses, conferences, and 
seminars. Such leave is prorated for part-time employees covered under this 
Agreement. These courses, conferences and seminars must be approved in writing, 
in advance, by the employee's Program Director. When operating needs prevent all 
conference requests from being approved as submitted, it is under the Program 
Director's discretion to approve only certain requests. Such time oƯ shall be 
scheduled with the employee's Program Director at least one (1) week in advance. 
 

ARTICLE 14: SICK LEAVE 
A. Full-time employees shall accrue sick leave with pay, calculated to the nearest half 

(1/2) month, at the rate of nine (9) hours per month from date of hire, except that 
employees who have worked full time for at least four years, shall accrue at the rate 
of ten (10) hours per month. Part-time employees shall accrue sick leave on a pro 
rata basis. All sick time shall he capped at 240 hours. 
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B. Sick leave with pay shall be granted in the event of sickness or disability which 
renders an employee unable to perform the duties of their position. Sick leave shall 
also be granted for necessary medical and dental appointments. Upon the 
exhaustion of accrued sick leave and holiday time, employees may use up to forty 
(40) hours per year of vacation accruals as sick leave. 
 
Requests to use vacation accruals in this manner shall not be unreasonably denied. 
 

C. In the event of serious illness or injury of a member of the immediate family of a full-
time or part-time employee, leave with pay to be deducted from sick leave will be 
granted for administering to the care and treatment of such family member. 
 

D. Sick leave shall be applicable only on days during which the employee would have 
been scheduled to work. Pay for sick leave is to be at the rate of pay which the 
employee would have received had they worked their regular straight-time schedule 
that day. 
 

E. If an employee is absent on paid sick leave and a set holiday occurs during such an 
absence, that day shall not be charged against their sick leave credits. 
 

F. Where an employee is eligible to receive disability benefit payments, the employee 
may, at their option, integrate disability benefit payment plus such portion of leave 
pay as shall aggregate to an amount equal to their full, but not exceeding, regular 
rate of pay. In cases of industrial injury entitling the employee to Workers' 
Compensation insurance payments, the same method of integration with accrued 
sick leave shall apply. 
 

G. If, while on vacation, an employee is ill or hospitalized for five (5) or more 
consecutive shifts or for forty (40) consecutive scheduled work hours (for full-time 
employees; pro-rated for part-time employees), they may charge accrued sick leave 
for such period of time, provided a medical verification of illness from their 
healthcare provider is presented upon return to work 
 

H. Upon request, the Employer shall advise an employee of the amount of accrued sick 
leave and vacation within two (2) days of such request. 
 

I. Sick leave shall be interpreted to cover mental health leave. 
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J. An employee taking five (5) or more consecutive shifts or forty (40) consecutive 
scheduled work hours for full-time employees (pro-rated for part-time employees) 
as sick leave may be required to present a medical verification of illness from their 
healthcare provider upon return to work. 
 

K. Sick leave may be paid in increments of no less than one (1) hour. 
 

L. Employees may donate, on an hour-for-hour basis, sick leave to a co-worker who 
has been ill for an extended period of time and has exhausted their sick leave 
accruals. Such donation shall be noted in writing and signed and dated by the 
employee making the donation. 
 

ARTICLE 15: BEREAVEMENT LEAVE 
A. In the event of a death in the immediate family as defined below, an employee, upon 

written request, shall be granted up to twenty-four hours (prorated for part-time 
staƯ) oƯ with pay for the purpose of attending the funeral or to attend to pre- or -
post-burial matters. An additional sixteen (16) hours oƯ with pay (prorated fix part- 
time staƯ) shall be granted when travel of two-hundred (200) miles or more is 
required. 
 

B. If the employee needs additional time oƯ for matter of the estate, paid time may be 
taken for accrued sick leave, floating holidays, or vacation. A leave of absence 
without pay may also be taken. 
 

C. Immediate family includes: Spouse, person assuming the role of spouse, primary 
partner, child (including step, adopted, or foster care), sibling (including step, 
adoptive, or half), grandchildren, grandparent, parent (including step, adoptive, or 
foster care), or other special cases with the approval of the Executive Director. 
 

D. In conjunction with the above the parties recognize that bereavement leave is solely 
granted in consideration of the employee's emotional needs. 
 

ARTICLE 16. HOLIDAYS 
A. Employees shall receive ten (10) floating holidays per anniversary year. Part-time 

employees shall receive floating holidays on a pro rata basis. Holidays shall be 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



24 
2025-2028 Progress Foundation/SEIU 1021 CBA 

compensated for at the rate of eight and one-half (8 ½) hours pay. 
 

B. If an employee works any of the following holidays, the employee shall be paid time 
and one-half (1 ½) their hourly wage for all hours worked on the holidays as follows: 

Thanksgiving Day 12AM – 11:59PM 
Christmas Day 4PM on December 24th to 12AM on 

December 25th 
New Year’s Day 4PM on December 31st to 4PM on 

January 1st 
 

C. Time oƯ for one or more upcoming holidays as defined in Section B above must be 
requested no later than two (2) weeks prior to Thanksgiving. Program supervisors 
shall make every attempt to approve holiday time oƯ as requested and shall notify 
the employee if the request has been approved or denied no later than one (1) week 
prior to Thanksgiving. If an employee who was not approved for holiday time oƯ calls 
in sick for a holiday defined in Section B above, they may be required to present 
medical verification of illness from their healthcare provider upon return to work. 
 

D. Holiday time may be used for sick time if the employee does not have available sick 
leave. 
 

E. No employee shall be required to work more than two (2) of the following holidays: 
New Year's Day, Christmas Day, and Thanksgiving Day. Every eƯort shall be made to 
equalize holiday scheduling including the shifts adjoining the holidays so that no 
employee works a disproportionate amount of time during the holidays. Such shall 
not preclude the current policy of staƯ cooperatively arranging holiday schedules. 
 

F. It is agreed between the parties that Bargaining Unit employees accrue Holiday time 
at the rate of 7.084 hours per month (totaling 85 hours during the year). This benefit 
time may be used in advance of accrual (limited to one (1) year's accrual); however, 
any holiday time that is used but not earned at the time of the employee's 
termination will be owed to Progress Foundation and will be deducted from that 
employee's final paycheck. 
 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



25 
2025-2028 Progress Foundation/SEIU 1021 CBA 

ARTICLE 17. VACATIONS 
A. Employees shall accrue paid vacation as follows: 

 
Length of Service Accrual rate per month Hours of Vacation 

One (1) year Ten (10) hours One hundred twenty (120) 
Three (3) years 13.33 hours One hundred sixty (160) 
Five (5) years Twenty (20) hours Two hundred forty (240) 

 

Employees are eligible to take one (1) week's vacation (40 hours) upon completion 
of probation. Part­ time employees shall receive vacation on a pro rata basis. 

B. Employees may use vacation in segments of no less than one (1) hour. 
 

C. Employees shall accrue vacation hours up to the following amounts based on their 
accrual rate: 
 

LENGTH OF SERVICE VACATION ACCRUAL CAP 
1 year 180 hours 

3 years 240 hours 
5 years 360 hours 

 

D. Employees who are discharged or resign shall be entitled to payment in cash for all 
vacation accrued at the time of separation. 
 

E. Vacation Approval. All PTO requests made by employees must receive a response 
from Management within eleven (11) calendar days whether they are approved or 
denied. If no response is made by Management within this deadline, the request is 
considered approved. Rejections for PTO requests shall not be unreasonably 
denied. 
 

ARTICLE 18. WAGES AND CLASSIFICATIONS 
A. Progress Foundation and SEIU 1021 agree to the following COLA wage increases: 

 
 6% eƯective July 1st 2025 
 5% eƯective July 1st 2026 
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 4% eƯective July 1st 2027 
 
If in any of the years, the county increase is larger than the increases in this 
agreement, Progress Foundation will pass through the additional percentage(s) 
provided by the county. 
 

B. Upon the City or County of San Francisco releasing of funds designated for Progress 
Foundation by Prop C, management agrees to immediately reopen wage and salary 
negotiations. 
 

C. When an employee is awarded a posted position in a higher paying job 
classification, they will retain tenure credit at the rate of one (1) year's credit for 
each two (2) years' employment with the Agency and their original anniversary date 
shall be adjusted accordingly and the employee shall move thereafter annually 
through the tenure steps. For example, a counselor with two years and six months 
with the Agency would have one year and three months' tenure credit and would be 
placed at the one year tenure step and have their anniversary date shifted back 
three months. For all other purposes the original hire date shall be maintained. 
 

D. Any employee in the bargaining unit who performs work in a higher classification for 
a period of three (3) days or more shall be paid the rate of pay of the higher 
classification in accordance with the agency salaries (bargaining unit or non-
bargaining unit) at the time. Such higher pay shall be paid for all hours worked for 
those three (3) days or more in the higher classification. 
 

E. In the event that the Agency rehires a former employee who had worked for the 
Agency for two (2) years or more, they shall he rehired with full tenure credit for 
salary and benefit accrual purposes based upon previous employment, if the 
employee returns to the same or equal paying or lower paying classification within 
one year of her/his break in Service. 
 

F. Employees who operate in a bilingual capacity in a program with designated 
bilingual capacity (La Posada and La Amistad) shall receive a pay diƯerential of 
$1.00 per worked hour. Progress Foundation agrees to follow the current practice to 
determine whether an employee is suƯiciently proficient in Spanish. On-duty 
employees who provide translation services to a program with the approval of the 
Program Director or Assistant Director of that program shall receive a pay 
diƯerential of $1.00 per hour worked for any shift during which translation services 
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are provided. If the employee whose translation services are requested is on duty at 
a program other than the one requesting the translation services, the PD or AD of 
that program must approve the "loan" of the employee. 
 

G. The union shall be provided job descriptions annually upon request or when 
changed. It is agreed that job descriptions may be discussed in the Client Care 
Committee. Progress Foundation agrees to Meet and Confer with the union in the 
event that an employee feels the tasks they are being asked to perform under "other 
duties as required" fall outside of their qualifications or job description. 

 

ARTICLE 19. PAID BENEFITS 
A. Medical Insurance. The Employer shall continue to oƯer each employee medical 

insurance (Kaiser). The employer shall pay the full cost of the plan for the employee. 
The Employer has proactively made the option of a second healthcare provider 
available to all employees in the SEIU 1021 bargaining unit, and it intends to do so 
going forward. 
 

B. Dental Insurance. The Employer shall oƯer dental insurance coverage for each 
employee. The Employer shall pay the full cost of the plan for the employee. 
 

C. It is agreed that the benefits provided for in this Agreement shall be eƯective after 
the completion of thirty 30 days of employment (coverage to start the second first-
of-the month after hire). 
 

D. No employee covered by this Agreement shall as a result of the signing of this 
Agreement suƯer a reduction in wages. 

 

ARTICLE 20. MILEAGE AND TRAVEL REIMBURSEMENT 
The Employer shall reimburse employees for normal expenses incurred while working, 
including public transportation costs, taxi fares, mileage at the current, per-mile, IRS 
reimbursement rate, parking costs, toll charges and cost of business meals. Such items 
must be submitted on the employee expense form within five (5) calendar days after the 
end of the month which the expenses are claimed. Reimbursement for mileage and travel 
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expenses shall be paid by the 25th of the month provided such requests are received by the 
5th of the month. 

 

ARTICLE 21. HEALTH AND SAFETY 
A. The Employer shall make every reasonable provision for the health and safely of the 

employees. The Employer and the Union recognize the applicability of Federal and 
State law surrounding conditions of employment. Employees are to report any on-
the-job injury or illness as soon as possible. 
 

B. Personal Space. The Employer shall provide a secure space at each work site 
where employees may store personal items while on shift. 
 

C. Employees subjected to bodily harm while working shall be entitled to a paid leave 
of absence for the remainder of their work shift. 
 

D. Tuberculosis (TB) Testing. The Employer shall make available to employees an 
annual onsite tuberculosis testing. The Employer shall pay the cost of such test. 
 

E. Employees have the right not to handle unhygienic human waste or other hazardous 
material in the work environment. The Employer is responsible for the prompt 
removal and/or clean-up of such material at the work site. 
 

F. The Parties recognize and accept that the nature of Progress Foundation's work 
present inherent risks of employees being exposed to clients' varying behaviors. 
Nevertheless, Management has an obligation to create and maintain a reasonably 
safe work environment from: 

a. Assault 
b. Credible threats of violence 
c. Stalking 

 
Beyond immediate interventions, employees have a responsibility to report 
incidents to their immediate supervisor and Human Resources. Management shall 
follow-up with aƯected employee(s) within seventy-two (72) hours of notification 
and shall provide any or a combination of: 1) additional supervision; 2) additional 
training; and/or 3) a plan to maximize employee and client safety. 
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ARTICLE 22. NEW HIRE TRAINING 

 

A. Structured Training Program 
a. The Employer shall provide each new hire structured, documented training 

prior to assigning any independent responsibilities. This initial training shall 
include, at minimum: 

i. Any client assessment tools required by law or contractually 
ii. Client intakes procedure and technique 

iii. Client safety planning 
iv. Client interventions 
v. Current resources available to clients 

vi. Medication policies and procedures 
vii. Documentation policies and procedures 

viii. Locations within their worksite for all emergency safety equipment 
(e.g. shut oƯ valves for gas, electricity, and water, fire extinguishers, 
flashlights, fire alarms, etc.) 

b. For the first eighty (80) hours of work, probationary employees will not be 
considered coverage at their site and will only shadow existing staƯ. 

c. During the probationary period, Site Directors will share on-the-job training 
opportunities with all probationary employees equitably. 

d. Training needs of all staƯ will be reassessed, at minimum, annually. 
e. A training schedule shall be provided to each new hire in writing within their 

first week of employment, outlining training topics, timelines, and the 
responsible trainer(s). 
 

B. Role of Program Administration 
a. Program administration shall play an active role in new hire training and shall 

not rely solely on peer staƯ to train new employees. 
b. While shadowing opportunities with experienced staƯ are encouraged, such 

peer-led training shall be scheduled in advance and workload 
accommodations shall be made for the training staƯ. 

c. Training shall not be substituted with informal, ad-hoc instruction provided 
during regular shift duties without administrative oversight or structure. 
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C. Intake and Certification Requirements 
a. No employee shall be assigned to complete client intakes prior to receiving 

necessary certifications (e.g., ANSA) and formal intake training by 
administration. 

b. Intake assignments shall be consistent across all new hires, and 
expectations shall not vary without documented justification. 

c. If intake opportunities are withheld due to training delays, such delays must 
be documented and communicated in writing by the supervisor or Employer. 
 

D. Shift Support for New Hire Coverage 
a. When a shift is primarily staƯed by new hires, the Employer shall ensure that 

additional support is available through: the presence of a member of 
program administration, or assignment of an additional experienced staƯ 
member or RC to support operations. This support is required when new 
hires are expected to complete high-stakes tasks such as intakes, closings, 
and documentation in addition to supporting clients. The goal of this 
provision is to prevent staƯ burnout, ensure client safety, and maintain 
program integrity. 

 

ARTICLE 23. CLIENT CARE COMMITTEE 
The Employer and the Union recognize a mutual interest in securing eƯicient operations 
and providing quality client care. Therefore, a Client Care Committee shall be established 
at Progress Foundation. 

A. Intent. Progress Foundation recognizes the responsibility of the Client Care 
Committee to recommend measures objectively to improve client services and will 
duly and will so advise the Committee of action taken. 
 

B. Composition. The Client Care Committee shall be composed of up to three (3) 
Union and three (3) Management employees. Participants on behalf of the Union 
shall be elected by the Union membership yearly. The Executive Director of Progress 
Foundation shall appoint Management employees. Meeting shall occur on paid time 
for all members of the committee 
 

C. Regular Meetings and Minutes. The Client Care Committee shall schedule 
quarterly meetings not to exceed three hours. The Committee shall prepare an 
agenda and keep minutes of all regular meetings. Management and Union shall take 
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turns preparing the minutes. Both parties will have the opportunity to review and 
approve the minutes before they are distributed. Once approved, these minutes 
should be made public and available through the Friday Update or other equivalent 
means. 
 

D. Objectives. The objectives of the Client Care Committee shall be: 
a. To consider constructively the professional practice of the program 

administration and staƯ. 
b. To work constructively for the improvement of quality care and program 

practices. 
c. To recommend to the management of the agency ways and means to 

improve client services. 
d. To recommend and cooperate with the management of the agency in 

eƯecting cost control and matters relating to staƯing. 
e. To discuss and critique Clinical Electronic Health Record and data systems. 
f. To discuss the health, safety and emotional well-being of clients and staƯ. 

 
E. Limitations. The Committee shall not discuss economic issues or matters subject 

to collective bargaining or the Union Contract. The Committee's activities are 
advisory to the management of the agency and are not subject to the Union 
grievance procedure. 
 

F. Job Descriptions. Every two years, the Client Care Committee will review the job 
descriptions of all represented jobs in the Union's bargaining unit. The intent of this 
review is to ensure that the job descriptions accurately and fully capture current job 
duties. Any modifications of a job description that represents changes in working 
conditions will be negotiated with the Union. For avoidance of doubt, it is agreed 
that additional material demands or requirements dictated by outside parties, such 
as the government or funding agencies, will not be contested by the Union. 
Management agrees to respect the required job duties and to give assignments to 
employees accordingly. When management requires employees to perform a task 
under the clause "other duties as assigned," that task shall not be one otherwise 
proscribed by Progress Foundation policies (like for example, including but not 
limited to: cleaning soiled bed linens) or materially outside of the employee's job 
description (like performing building maintenance). 
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ARTICLE 24. SUPERVISOR AND PROGRAM EVALUATIONS 
Supervisor Evaluations: Annually, employees shall have the opportunity to evaluate the 
immediate supervisor or managers with whom the employee has a direct supervisory 
relationship. Employees shall receive a minimum of two (2) weeks' notice of the evaluation 
window. The evaluations will be anonymously remitted to the human resources 
department directly and may be summarized for the supervisor as a development tool. 

Program Evaluations: Employees shall have the opportunity to evaluate their program 
annually. Employees shall receive a minimum of two (2) weeks' notice of the evaluation 
window. The evaluations will be anonymously remitted to the Director of Clinical Services 
directly and may be used to gain insight on program operations for planning decisions. 
Program evaluations may also be shared with the leadership of the agency. 

Union and management agree to meet at their mutual convenience to create the initial 
supervisor and program evaluations and a system for distributing them. 

 

ARTICLE 25. GRIEVANCE PROCEDURE 
A grievance is defined as a claim or dispute by any bargaining unit employee or the Union 
concerning their interpretation or application of this Agreement. 

STEP I. Grievances shall initially be taken up orally by the employee and/or the 
Union Steward with the immediate supervisor or the Program Director in an attempt 
to settle the matter on an informal basis. 
 

STEP II. If the grievance is not satisfactorily settled at Step I, it shall be reduced to 
writing by the employee or their representative and submitted to the Director of 
Clinical Services. 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 in which the grievance is based, the proposed remedy to the grievance 
and the signature of the grievant, Shop Steward or Union Representative. In order to 
be valid, the grievance must be submitted within thirty (30) calendar days from the 
date that the alleged violation occurred, could be reasonably known to have 
occurred, or from the most recent communication of attempts to resolve the matter 
informally during the Step I process. In cases involving discipline, discharge, or 
suspension, there shall be a fourteen (14) calendar-day time limit from the date that 
the alleged violation occurred or could be reasonably known to have occurred. The 
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Employer and/or the Shop Steward or the Union Representative will meet within 
seven (7) calendar days of such submission. A written response will be made by the 
Employer within fourteen (14) calendar days of said meeting or upon completion of 
an investigation. 
 

STEP III. If the grievance is not satisfactorily settled at Step II, it may be presented in 
writing to the Executive Director by the Union within fourteen (14) calendar days 
after Step II is completed. The Executive Director shall give a written response within 
fourteen (14) calendar days or upon completion of an investigation after submission 
of the grievance to them. 
 

STEP IV. If the grievance still remains unresolved, it must be directly referred by the 
Union or the Employer to binding arbitration within (20) calendar days. Failure to 
timely request arbitration shall constitute a waiver. Upon receipt of written request 
for arbitration of a grievance or dispute under its 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 seven (7) 
calendar days after receipt of the written request for arbitration, either party may 
request the Federal Mediation and Conciliation Service to submit a list of five (5) 
representative arbitrators. 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 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. Time limits 
may be extended or waived only by mutual agreement of the parties, except in the 
failure to timely file a grievance. If neither 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. 
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ARTICLE 26. AMERICANS WITH DISABILITIES ACT 
Nothing in this Agreement shall aƯord the bargaining unit members any lesser rights or 
benefits than those specified and applicable in the Americans with Disabilities Act. 

 

ARTICLE 27. NOTICE OF CHANGES 
Employer shall notify the Union in advance of all unilateral changes in job descriptions, 
personnel policies and staƯing. This Article shall not be subject to the grievance 
procedure. 

 

ARTICLE 28. TRAINING 
A. The employer shall provide a minimum of fourteen (14) days' notice to employees of 

mandatory trainings. 
 

B. An employee's schedule may be altered such that the employee's hours worked do 
not exceed eighty (80) hours in the biweekly period in order to permit attendance at 
a training requested by the employee, or to permit attendance at a mandatory 
training for which at least two (2) weeks' notice has been provided. 
 

C. In the event that an employee attends a mandatory training for which less than two 
(2) weeks' notice has been provided, they may elect to alter their schedule within 
the biweekly period with supervisor approval rather than work the training shift in 
addition to their regular schedule. 
 

D. An employee shall not be compensated for any training session attended if that 
employee did not receive approval to attend in advance by a supervisor. 
 

E. Employees may meet their twenty-four (24) hour per year training requirement with 
up to eight (8) hours of county trainings or other oƯ-site trainings approved by 
management. Attendance at any county training or other oƯsite training requires the 
use of Professional Conference Leave as outlined in Article 13 of this agreement. 
 

F. Training is a management function. If an employee is requested to provide training, 
they will be encouraged to raise this issue immediately to Human resources and/or 
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the Client Care Committee. For avoidance of doubt, "training" does not include 
answering simple questions or giving simple explanations/clarifications. The 
circumstance where a newly-installed employee "shadows" a seasoned employee, 
and engages in usual and customary interactions, is not "training," for purposes of 
this part. 
 

G. Management agrees to provide a minimum of quarterly trainings regarding updates 
to Medi-Cal documentation including but not limited to preferred vocabulary, format 
changes, and other clinical feedback. Management may provide memos as needed 
to provide such feedback as updates are received from Medi-Cal. 
 

H. Crisis Prevention and De-Escalation Training. All staƯ must receive semiannual 
crisis prevention, verbal & physical de-escalation, or equivalent skills training that is 
facilitated by or paid for by the Employer, and on paid time. This training must 
include scenario-based practices for residential programs or situations commonly 
experienced in residential programs, including overnight shifts. New hires must 
receive this training within 30 days of employment. At the end of all such trainings, 
staƯ in attendance will be solicited and asked to provide feedback for the purposes 
of improving quality of future trainings. 

ARTICLE 29. SEPARABILITY 
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 or Federal or State court of last resort decisions, such 
determination shall not in any way aƯect the remaining provisions of this Agreement. The 
parties shall re-negotiate any Article determined invalid within thirty (30) days. 

ARTICLE 30. NO STRIKE NO LOCKOUT 
The Employer and the Union agree that as long as this Agreement is in full force and eƯect, 
there shall be no lockout by the Employer and no strike by the Union. 

ARTICLE 31. TERM OF AGREEMENT 
This agreement shall be eƯective July 1, 2025 to June 30, 2028 and shall extend year to year 
unless notice to amend or modify is served by either party to the other at least sixty (60) 
calendar days prior to the expiration date of this agreement via certified USPS mail to the 
Executive Director of Progress Foundation or to the Union Representative. 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



36 
2025-2028 Progress Foundation/SEIU 1021 CBA 

SIGNATURES 
 

SEIU 1021 
 

X_____________________________________ 
 Hannah Burns 
 Bargaining Team 
 
X_____________________________________ 
 Ramon Cossey 
 Bargaining Team 
 
X_____________________________________ 
 Cara Irigoyen 
 Bargaining Team 
 
X_____________________________________ 
 Joshua Powers 
 Bargaining Team 
 
X_____________________________________ 
 Faisal Fazilat (Faz) 
 Field Representative 
 
X_____________________________________ 
 Oumar Fall 
 SF Field Director 
 
X_____________________________________ 
 David Canham 
 Executive Director 

 

 

 

 
 

PROGRESS FOUNDATION 
 
 

 
X_____________________________________ 
 Steve Fields 
 Executive Director 
 
X_____________________________________ 
 Christy Chess 
 Human Resources Director 
 
X_____________________________________ 
 Natalie Isgar 
 Director of Operations 
 
X_____________________________________ 
 Samantha Duarte 
 Director of Clinical Services 
 
X_____________________________________ 
 Swati Kapadia 
 Chief Financial OƯicer 
 
X_____________________________________ 
 Elizabeth Hernandez 
 Director of Operations & Clinical Services 

 

 

 

 

 

Docusign Envelope ID: 1D0A177D-4A33-82F2-81E1-CB1E40D1797B



33 
XXXX – XXXX Progress Foundation/SEIU 1021 CBA 

SIDE LETTER OF AGREEMENT RE: SHIFTS AND SCHEDULING 
Steve Fields to send memo to all programs stating that the creation and scheduling of 
overnight only shifts is not prohibited. 
 

Shift Definition and Assignment 

A bargaining unit Counselor's workweek shall be divided into shifts which vary in length of 
time. (Case managers' pre-existing workweeks shall not be aƯected in any way by this Side 
Letter.) Generally, shifts are of four types: (1) primary client contact; (2) overnight; (3) staƯ 
meeting; and (4) training. A shift shall not exceed twelve-and-one-half hours in length. All 
bargaining unit employees shall be awake and fully alert for all work assignments as soon 
as possible, but by no later than February 29, 2000. 

Counselors shall not be regularly scheduled to work consecutive (back-to-back) primary 
client contact shifts, nor shall Counselors be regularly scheduled to work a consecutive 
primary client contact shift and an overnight shift, in either order. Counselors may be 
scheduled to work a primary client contact or overnight shift consecutively with either a 
staƯ meeting or a training shift. Counselors shall have a time gap of at least nine (9) hours 
between regularly scheduled primary client contact shifts and between primary client 
contact shifts and overnight shifts in either order. Program or clinical emergencies may on 
occasion require Counselors to work consecutive primary client contact shifts or an 
overnight and a primary client contact shift consecutively in either order. Counselors 
working during such emergencies would be paid overtime pay according to provisions of 
the collective bargaining agreement. 
 

Overall Schedule Selection 

Management shall prepare overall schedule options appropriate to the number of 
Counselors at a work site. Management shall approve for Counselor consideration overall 
schedule options prepared hy Counselors that meet the criteria of: (1) no back-to-back 
client contact shifts or back-to-back primary client contact shifts and overnight shifts in 
either order; (2) twelve-and-one-half hour maximum shift; (3) fully awake and alert; (4) 
meeting the clinical practice needs of the program as determined by management; and (5) 
meeting regulatory requirements. (6) Selection of individuals shifts by Counselors shall 
meet the clinical and program need to provide for culture, language and gender balance of 
staƯ on duty to the greatest degree possible at each work site. Counselors and 
management shall review overall program schedule options to ensure that they are fair to 
all Counselors. 
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Counselors shall have the right to select by super majority (2/3 or greater) one of the 
options approved as the overall schedule for their particular work site. Counselors shall 
have the option to decide by super majority to change the overall schedule to another 
which is approved by management as described above. If counselors cannot reach 
agreement on overall schedules, Management shall determine overall schedule options 
appropriate to the number of Counselors at a work site. 

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

Duration of Individual Shift Schedules 

Overall schedules consist of individual shift schedules which determine Counselor 
workweeks for a set period of time. The set period of time for individual shift schedules at a 
particular work site shall range from four months to one year, to be determined by the 
supermajority of the Counselors. 

 
Selection of Individual Schedules 

Upon approval of any overall schedule, Counselors shall have the right to select initial 
individual shift schedules. If Counselors cannot reach agreement on selection of individual 
shift schedules, they shall select by order of seniority of employment. Workers who 
transfer sites shall retain 50% of their overall seniority for the purposes of shift selection. 

Counselors shall have the option to grieve what they may consider an arbitrary change by 
management of an individual shift schedule or the overall schedule. Pending the resolution 
of any such grievance, Counselors must work the individual or overall schedule as directed 
by management. Such grievances should be filed at the second step. 

Counselors may request to switch a daily shift assignment. Management must approve any 
such request. Management may choose not to approve either request, if it is considered 
unfair to others in the work site group, or if it is considered contrary to program or clinical 
need. 
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SIDE LETTER OF AGREEMENT RE: PROCEDURE FOR VIRTUAL STAFF 
MEETINGS 
Progress Foundation believes that in person staƯ meetings are vital for team 
connectedness which improves client outcomes. All programs must have at least one in-
person staƯ meeting per month. The date of this meeting will be determined by Program 
Leadership, with the expectation they consult the staƯ team. Trainings identified as 
needing to be in person will be scheduled during this monthly meeting. StaƯ must attend 
the selected meeting in-person. Please note: with regards to COVID or other unforeseeable 
circumstances, this requirement is dependent on possible Health Department and CCL 
guidelines that may change the possibility of in-person group gatherings. 

Attendance of staƯ meetings may be virtual for the remainder of the month's meetings. 
While attending staƯ meeting virtually, expectations are that: 

a. All staƯ are visible via camera to ensure active participation in staƯ meeting 
discussions. 

b. All staƯ must participate from a HIPAA secure, private location. If a staƯ 
member is observed participating from an unsecure location, they will be 
asked to leave and may not count that staƯ meeting as hours worked on their 
timecard. They may instead be unpaid for those hours, or use benefit time. 

Though virtual meetings allow for a low barrier of attendance, staƯ must not attend virtual 
staƯ meeting if they are currently on a leave of absence or have been placed oƯ work by 
their medical provider. 
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SIDE LETTER – PAY PERIOD CHANGE 
The Employer shall transition from a semi-monthly pay period schedule to a bi-weekly pay 
period schedule no later than July 1st, 2027. The Employer shall make every best effort to 
complete this transition by January 1st, 2027. Any bi-weekly pay period schedule that is 
created shall align with and not be separate from the bi-weekly pay period schedule for 
overtime hours. After ratification of the 2026 CBA, the Employer shall notify all employees 
of the intent to change systems and inform them of the changes to take place, the 
expected timeline and any key dates, and how the transition may impact them.   
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APPENDIX A: WAGE SCALES 
All employees shall advance to the next step in their respective classifications upon their 
anniversary hire date into that classification.  

 

EƯective July 1st, 2025 

CLASSIFICATION 
STEPS 

1 2 3 4 5 
S  A  N    F  R  A  N  C  I  S  C  O    /    M  A  R  I  N  

Bilingual Counselor $28.19 $29.87 $30.62 $31.60 $33.63 
Case Manager $31.16 $32.79 $34.33 $36.03 $37.42 
Clinical Counselor $45.05 $47.31 $49.67 $52.15 $54.76 
Clinical Counselor Per Diem $45.05 
Counselor $27.19 $28.87 $29.62 $30.60 $32.63 
Nurse Practitioner/Physician Assistant $97.56 $101.35 $105.28 $109.37 $113.62 
Nurse Practitioner/Physician Assistant Per 
Diem $85.37 

Maintenance Person $31.54 $33.14 $34.79 $36.52 $38.34 
Psychiatric Tech/Vocational Nurse $43.00 $45.15 $47.72 $49.78 $52.27 
Psychiatric Tech/Vocational Nurse Per Diem $43.00 
Overnight Floating Counselor $30.49 $32.18 $32.92 $33.91 $35.93 
Registered Nurse $83.12 $87.25 $91.63 $96.21 $101.03 
Registered Nurse Per Diem $74.53 
Senior Facilities Person $34.61 $36.34 $38.15 $40.06 $42.06 

N  A  P  A 
Case Manager/Mental Health Worker $28.46 $30.09 $30.86 $31.99 $33.14 
Counselor $23.56 $24.93 $25.56 $26.49 $27.44 

S  A  N  T  A    R  O  S  A 
Case Manager/Mental Health Worker $28.45 $30.09 $30.86 $31.99 $33.14 
Counselor $23.56 $24.93 $25.56 $26.49 $27.44 
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EƯective July 1st, 2026 

CLASSIFICATION 
STEPS 

1 2 3 4 5 
S  A  N    F  R  A  N  C  I  S  C  O    /    M  A  R  I  N  

Bilingual Counselor $29.55 $31.31 $32.10 $33.13 $35.26 
Case Manager $32.72 $34.43 $36.05 $37.83 $39.29 
Clinical Counselor $47.30 $49.68 $52.15 $54.76 $57.50 
Clinical Counselor Per Diem $47.30 
Counselor $28.55 $30.31 $31.10 $32.13 $34.26 
Nurse Practitioner/Physician Assistant $102.44 $106.42 $110.54 $114.84 $119.30 
Nurse Practitioner/Physician Assistant Per 
Diem $94.12 

Maintenance Person $33.12 $34.80 $36.53 $38.35 $40.26 
Psychiatric Tech/Vocational Nurse $45.15 $47.41 $50.11 $52.27 $54.88 
Psychiatric Tech/Vocational Nurse Per Diem $45.15 
Overnight Floating Counselor $32.02 $33.79 $34.57 $35.60 $37.73 
Registered Nurse $87.28 $91.61 $96.21 $101.02 $106.08 
Registered Nurse Per Diem $82.17 
Senior Facilities Person $36.34 $38.16 $40.06 $42.06 $44.16 

N  A  P  A 
Case Manager/Mental Health Worker $29.88 $31.90 $32.71 $33.90 $35.13 
Counselor $24.74 $26.18 $26.84 $27.81 $28.81 

S  A  N  T  A    R  O  S  A 
Case Manager/Mental Health Worker $29.88 $31.90 $32.71 $33.90 $35.13 
Counselor $24.74 $26.18 $26.84 $27.81 $28.81 
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EƯective July 1st, 2027 

CLASSIFICATION 
STEPS 

1 2 3 4 5 
S  A  N    F  R  A  N  C  I  S  C  O    /    M  A  R  I  N  

Bilingual Counselor $30.69 $32.53 $33.35 $34.42 $36.63 
Case Manager $34.03 $35.81 $37.49 $39.34 $40.86 
Clinical Counselor $49.19 $51.66 $54.24 $56.95 $59.80 
Clinical Counselor Per Diem $49.19  
Counselor $29.69 $31.53 $32.35 $33.42 $35.63 
Nurse Practitioner/Physician Assistant $106.54 $110.67 $114.97 $119.43 $124.07 
Nurse Practitioner/Physician Assistant Per 
Diem $102.78 

Maintenance Person $34.44 $36.19 $37.99 $39.88 $41.87 
Psychiatric Tech/Vocational Nurse $46.96 $49.30 $52.11 $54.36 $57.08 
Psychiatric Tech/Vocational Nurse Per Diem $46.96  
Overnight Floating Counselor $33.30 $35.15 $35.95 $37.03 $39.24 
Registered Nurse $90.77 $95.28 $100.06 $105.06 $110.32 
Registered Nurse Per Diem $89.72 
Senior Facilities Person $37.79 $39.68 $41.66 $43.75 $45.93 

N  A  P  A 
Case Manager/Mental Health Worker $31.08 $33.18 $34.02 $35.26 $36.53 
Counselor $25.73 $27.22 $27.91 $28.93 $29.96 

S  A  N  T  A    R  O  S  A 
Case Manager/Mental Health Worker $31.08 $33.18 $34.02 $35.26 $36.53 
Counselor $25.73 $27.22 $27.91 $28.93 $29.96 
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The U.S. Supreme Court has ruled that an employee is entitled to have a Union 
representative present during any interview that may lead to disciplinary action. This is 
called your Weingarten Right. 

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

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

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

 
4. Do not refuse to attend a meeting if a Union representative is requested and 

management denies the request. We suggest that you attend the meeting and 
repeatedly insist upon your right to have a Union representative present. If this fails, 
you may want to consider not answering questions and instead taking notes. 
 

Read this statement to management: 
 
“If this discussion could in any way lead to my being disciplined, I request that my Union 
representative, officer or steward be present at the meeting. Without representation, I 
choose not to answer any questions. This is my Weingarten right.
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