Agreement

between SEIU Local 509

and

Latham Centers, Inc.

July 1, 2025 - June 30, 2028



TABLE OF CONTENTS

Page
Article 1: RECOGNITION ... 1
Article 2: MANAGEMENT RIGHTS..... ..o 2
Article 3: LABOR MANAGEMENT COMMITTEE........oi 3
Article 4: HEALTH AND SAFETY ..o 3
Article 5: DISCIPLINE AND DISCHARGE .........cuuuiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiees 4
Article 6: GRIEVANCE AND ARBITRATION ......oiiiiiiiiiiiiiieeeee e 6
Article 7: UNION MEMBERSHIP ........oooiiiiiiieeeeee e 9
Article 8: DISCRIMINATION, SEXUAL HARASSMENT, AFFIRMATIVE ACTION
PRSPPI 10
Article 90 PERSONNEL FILES ... 11
Article 10: SENIORITY ..o 11
Article 11: UNION BUSINESS ... 12
Article 12: JOB DESCRIPTIONS ... 12
Article 13: VACANCIES, POSTINGS AND SELECTION .......cccooiiiiiiiiiiee. 13
Article 14: REDUCTION IN FORCE..........ooiiiiiiiiiiiec e 13
Article 15: STAFFING AND SAFETY ... 15
Article 16: SCHEDULES, OPEN SHIFTS, STAFFING........ccccooiiiiiiiiiieeeen. 15
Article 17: BREAKS ... ... 19
Article 18: LEAVES OF ABSENCE .........cccoiiiiiiiiiiieeee e 19
Article 19: JURY DUTY / SUBPOENAS ... 20
Article 20: SMALL NECESSITIES LEAVE ACT ... 20
Article 21: PROFESSIONAL LIABILITY INSURANCE ..., 20
Article 22: INCLEMENT WEATHER ... 21

Article 23: TRAINING AND EDUCATION ... 21



Article 24:
Article 25:
Article 26:
Article 27:
Article 28:
Article 29:
Article 30:
Article 31:
Article 32:
Article 33:
Article 34:
Article 35:
Article 36:
Article 37:
Article 38:
Article 39:
Article 40:
Article 41:

Article 42:

Article 43:
Article 44:
Article 45:
Article 46:
Article 47:

EXPENSE REIMBURSEMENT ... 22
PAYDAYS / DIRECT DEPOSIT ... 22
TRANSPORTATION ..o 22
PARKING ... 23
INVOLUNTARY TRANSFERS / REASSIGNMENTS..................... 23
LEGAL CONFLICTS ... 23
MAINTENANCE OF PROPERTIES ... 24
APPEARANCE AND ATTIRE. ..ot 24
ORIENTATION PERIOD.......ooiiiiiiiiiiieeeee e 24
NO STRIKE / NO LOCKOUT .......ooiiiiiiiie e 24
HOLIDAYS ... 25
BEREAVEMENT ... 26
EARNED TIME AWAY and EXTENDED SICK LEAVE................. 26
HEALTH AND DENTAL INSURANCE ........cocciiiiiiiiieeiieeeee 29
WAGES. ... 30
SHORT-TERM DISABILITY ..o 32
LONG-TERM DISABILITY, LIFE INSURANCE..........ccccciiiiiis 33
RETIREMENT PLAN. ..o 33
BENEFITS FOR PART-TIME EMPLOYEES AND OVERNIGHT STAFF
.............................................................................................................................. 34
EFFECT OF AGREEMENT ..o 34
COMPLETE AGREEMENT ... 34
COMMITTEE ON POLITICAL EDUCATION.........ccciiiiiiiieeeies 34
MEDICATION ADMINISTRATION .....ccoiiiieee e 35
MEDICATION TRAINING IN CHILDREN'S PROGRAM .............. 35



Article 48: OVERNIGHT DIRECT CARE STAFF ... 35

Article 49: TUITION REIMBURSEMENT ... 36
Article 50: ATTENDANGCGE ........o e 37
Article 51: FOOD SECURITY ... 38
Article 52: EFFECTIVE DATE AND DURATION .....ccooiiiiiieeeeeee 38
Article 53: NOTICE ... 39
Article 54: VOLUNTARY SEPARATION ... 39

AP ENAIX Ao s 41



Preamble:

Latham Centers, Inc. is a private non-profit agency whose mission is to assist
individuals who are behaviorally and developmentally challenged to achieve their
potential as responsible members of their community. This Collective Bargaining
Agreement shall be interpreted and implemented so as to best accomplish this mission.
In addition, the parties agree to cooperate in meeting this mission and shall be guided
by the following principles.

We are a committed team.

We believe that respect should guide all our actions. We believe in professionalism and
integrity.

We strive for excellence in our work and to continually learn and grow in our jobs in
order to meet the changing needs of the individuals we support.

We believe that accountability is critical to our success and that providing and
receiving feedback are key components of accountability.

We believe that we are role models and mentors and have a personal stake in
seeking solutions to constantly improve our system of care.

Consistent with this mission, the parties agree that employees and the Employer should
be treated with dignity and respect. The provisions of this Preamble are intended to be
introductory only. Alleged violations of this Preamble shall not be arbitrable pursuant to
Article 6, Grievance and Arbitration.

Article 1: RECOGNITION

Section 1: Recognition: The Employer recognizes that the National Labor Relations
Board in Case-1RC-21655 certified the Union as the exclusive collective bargaining
representative of the following employees of the Employer: All full-time and regular part-
time professional and non-professional employees engaged in the provision of direct
care services including teachers, registered nurses, child care workers, case managers,
classroom aides, residential counselors, nurses, medical assistants, therapists, Teacher
Support Specialists, substitutes, vocational counselors, and clinicians, and also
including per diem employees who average four (4) hours of work per week over a
twelve (12) week period, employed by the Employer at its group homes and at its
Brewster and Orleans, Massachusetts locations, but excluding all other employees,
accounts payable manager, accounts receivable manager, payroll manager, accounting
specialist, administrative secretary, Latham administrative secretary, information
system specialist, maintenance employees, housekeeping employees, human
resources administrative secretary, summer interns, confidential employees, managers,
guards and supervisors as defined in the National Labor Relations Act.




Section 2: New Classifications: For any new bargaining unit position, the Employer shall
notify the Union and provide it with a copy of the job description and wage rate.

Section 3: Temporary Staff: An employee who is told upon hire that their employment
will not last more than one hundred twenty (120) consecutive days will be deemed a
temporary employee and will be excluded from the bargaining unit. The employment of
a temporary employee may be extended by mutual agreement. The Employer will notify
the Union of the hiring of all temporary employees, including a description of the work,
and also their termination.

Article 2: MANAGEMENT RIGHTS

Section 1: Except as clearly and specifically limited by an express provision of this
Agreement, the Employer reserves and retains, solely and exclusively, its rights to
manage and operate its business and direct its workforce and establish staffing levels
in accordance with its own judgment, business needs and discretion. These
management rights shall include, but are not limited to, the right to discontinue
processes or operations or to discontinue their performance by employees of Latham
Centers, Inc. to transfer or subcontract an operation, service, process or portion of the
business, or any part thereof; to institute, continue, maintain, revise, or alter company
rules, work rules, policies, practices or, procedures or other rules in connection with the
operating of the business, including but not limited to rules regarding job performance,
consumer care, operation procedures, conduct and duties of employees; to determine,
maintain, institute, change, revise or discontinue the types of operations, and the
methods, processes, materials and equipment to be employed; to assign, transfer or
reassign the performance of such processes or operations; to determine the quality of
work to be performed, who shall perform it, and the location where such work shall be
performed; to hire employees of its own selection; to rehire, promote, transfer, train, lay-
off, recall; to discharge or otherwise discipline employees; to establish and otherwise
determine and change hours of work and work schedules, and assignment of overtime;
to increase or decrease the workforce; to establish and maintain workforce
performance standards; to close a facility wholly or in part; to increase or decrease the
operations; to install and/or utilize surveillance cameras (beyond those in existence at
the time of ratification of this collective bargaining agreement) in accordance with all
applicable laws; to install and/or utilize Global Positioning System (GPS) in all
Employer vehicles; and to take reasonable measures to determine employee fitness for
duty. The foregoing enumeration of management prerogatives shall not be deemed to
be all inclusive but shall merely indicate the type of rights which shall belong to and are
inherent in the management of the Employer. Neither the failure of the Employer to
exercise any right or power reserved to it, nor the exercise thereof in any particular
manner, shall constitute a waiver of such right or a binding precedent restricting
management's discretion in any manner.in the event the Employer exercises its right to
install and/or utilize surveillance cameras pursuant to this Article, the Employer will first
provide the Union with notice and opportunity to bargain over the impacts on terms and




conditions of employment of bargaining unit employees. Notwithstanding the obligation
to bargain recognized in the prior sentence, the Employer will take adequate
measures to protect employee privacy concerns, such as sleeping and breast-pumping.

At the request of the Employer, the parties agree to re-open the collective bargaining
agreement at any time during the life of the agreement for the limited purpose of
negotiating drug and alcohol testing procedures.

Section 2: The provisions of this Agreement do not prohibit the Employer from directing
any person not covered by this Agreement to perform any task. The Employer,
therefore, has the right to utilize management, supervisory, or other personnel not in
this bargaining unit to perform any task at any time, as long as such assignment does
not otherwise violate this Agreement. The Employer shall not make such assignments
to displace or replace bargaining unit employees, unless otherwise authorized by this
Agreement.

Article 3: LABOR MANAGEMENT COMMITTEE

The Employer and the Union agree to form a Labor-Management Committee which shall
include four representatives of the Employer and four representatives of the Union, and
which will meet quarterly, or more frequently if agreed by both parties, to discuss
workplace matters affecting the parties. Whenever possible each party will submit to
the other party a list of items to be discussed at least five (5) days prior to the meeting.

Labor-Management committee meetings shall be held at mutually agreeable times. An
employee-committee member shall be paid for attendance at Labor-Management
committee meetings, up to a maximum of two (2) hours (or more if the meeting is
extended by mutual agreement) if the meeting occurs during the employee's scheduled
work time.

Article 4: HEALTH AND SAFETY

Section 1: Health and Safety Committee: There shall be a joint Health and Safety
Committee consisting of four (4) members designated by the Union and four (4)
members designated by the Employer. The purpose of the Committee shall be to
identify and investigate health and safety hazards and preventative measures.
Additionally, the committee shall monitor on-going health and safety programs to
assure their effectiveness in preventing hazardous working conditions. The Committee
shall make recommendations to correct health and safety hazards. The committee shall
meet approximately quarterly. Health and Safety Committee meetings shall be held at
mutually agreeable times. An employee committee member shall be paid for
attendance at Health and Safety Committee meetings, up to a maximum of two (2)
hours (or more if the meeting is extended by mutual agreement) if the meeting occurs
during the employee's scheduled work time.

Section 2: The Employer agrees to investigate all reasonable complaints regarding



health and safety and to take prompt reasonable action when necessary.

Section 3: Light Duty: Reasonable efforts, consistent with staffing needs of Employer,
shall be made to provide appropriate light duty and return to work opportunities for
injured workers, provided however, the Employer shall not be required to change
staffing patterns or to expend additional money to provide such light duty opportunities.
The foregoing shall neither extend nor limit the rights of disabled employees, nor the
rights of employees receiving workers compensation which in either case will continue
to be governed by applicable statutes.

The parties recognize that the performance of restraints is an essential function of all
positions at Latham Centers and nothing in this section shall require the Employer to
excuse the performance of restraints under any circumstances. In the event an
employee is injured on duty and, as a result, is unable to do restraints, the Employer
will excuse the employee from performing restraints for up to a maximum of five (5)
days, provided the employee submits supporting medical documentation to the
Employer. The Employer may excuse the employee from performing restraints for a
longer period of time if it determines, in its discretion, that it is able to do so.

Article 5: DISCIPLINE AND DISCHARGE

Section 1: An employee may be disciplined by the Employer, but in no event shall such
discipline be without just cause.

Section 2: Disciplinary or corrective action will be given in private, except for
emergency situations and will be presented to the employee and the employee will be
given the opportunity to sign it.

Section 3: The Union shall be given notice of written disciplinary action taken against a
bargaining unit member within forty-eight (48) hours of Human Resources being made
aware of the discipline.

Section 4: The Employer may discipline and discharge employees who have not
completed the orientation period set forth in Article 32, for any reason without recourse
by the employee or the Union to Article 6, Grievance and Arbitration.

Section 5: If, in accordance with the provisions of Article 5, Grievance and Arbitration
Procedure, an arbitrator concludes that an employee engaged in any of the following
conduct, just cause for the discharge (or a lesser penalty if the Employer so chooses
within its discretion) imposed shall be established and the grievance shall be denied.
Notwithstanding the prior sentence, an arbitrator does have the authority to uphold the
grievance arid award a lesser penalty if the arbitrator determines that the Employer has
exercised its discretion disparately without legitimate reason. The offenses subject to
this section are:



10.

11.
12.
13.
14.

15.

16.

17.

18.
19.

Stealing or willfully destroying and/or damaging any property of the facility, its
residents, visitors or personnel;

Intentional misappropriation of any Employer or client funds, records or
documents;

Insubordination to supervisors or managers of the facility which, for purposes of
this section only, is defined as a refusal to follow a direct order;

Reporting for work, or attempting to work, while under the influence of alcohol
or illegal drugs or narcotics;

Selling narcotics or drugs on Employer property;
Conviction for trafficking in drugs or narcotics;

Bringing intoxicants onto Employer property, unless unopened, locked in the
employee's personal vehicle and not accessible to residents;

Use of intoxicants on Employer property;

Disclosing anything of a personal or confidential nature concerning a resident at
any time outside of the facility, unless the specific work duties require the
exchange of such information;

Willfully permitting any non-employee or any employee who is not authorized to
work to use keys to enter facility property without proper authorization;

Possession of firearms or other weapons on facility property;
Knowing violations of safety or fire regulations without a programmatic reason;
Promoting or participating in illegal gambling on Employer property;

Assault or battery of anyone while on duty, on Employer property or in an
Employer vehicle (Proper Therapeutic Crisis Intervention the protection of
oneself or others from serious physical injury is not considered assault or
battery);

Threatening, physically intimidating or harassing conduct toward any resident,
visitor or employee;

Failure to obtain permission from a supervisor or manager to leave the
premises, without a programmatic reason, except as permitted by the
Employer;

Failure to obtain authorization from a supervisor or manager to go on breaks or
lunch period on more than one occasion;
Knowingly accepting compensation for work not performed;

Willfully altering, falsifying or making a misstatement of fact on any resident
record or chart, job or work record, employment application or any other facility
record or chart;



20. Misrepresenting reasons when applying for a leave of absence or for other time
off from work;

21. Failure to return from work from an authorized leave of absence or vacation,
except due to circumstances beyond the employees control;

22. Sleeping while on duty, unless authorized;
23. Willfully abandoning a resident;

24. No call/No show on more than one occasion within a rolling one (1) year period
(defined as failing to contact the Employer in advance of the start of the
employee's shift, except where the employee is unable to do so due to
circumstances beyond the employee's control).

Section 6: The parties recognize that the list of offenses for which the Employer may
discipline or discharge set forth in Section 5 of this Article is not intended to be all-
inclusive. If an employee is disciplined or discharged for a reason that is not set forth in
Section 5, the provisions of Section 1 of this Article shall apply.

Section 7: Upon discharge, an employee must return all Employer property to his/her
supervisor, including, but not limited to, all keys issued by the Employer.

Section 8: The Employer shall advise any employee subject to investigation which may
result in disciplinary action, based on the allegations then known, of the employee's right
to union representation prior to requiring the employee to submit to an investigatory
interview. The Employer's investigation shall be completed in a timely manner which,
absent extenuating circumstances, shall not exceed fifteen (15) business days. The
Employer may place employees on an unpaid suspension pending investigation into
allegations that could lead to disciplinary action. Employees shall also be advised of the
obligation to cooperate in the investigation and, if placed on investigatory suspension, to
remain available for an investigatory interview while on suspension. Employees placed
on investigatory suspension shall be allowed to use available earned time. If no
disciplinary action is initiated, employees shall be fully reimbursed for all lost earned
time and/or pay while on investigatory suspension. If disciplinary action is initiated,
employees shall be reimbursed for the difference between any lost earned time and/or
pay and the resulting corrective action.

Article 6: GRIEVANCE AND ARBITRATION

Section 1: A grievance is defined as an alleged violation of a specific provision of this
Agreement. All grievances shall be in writing and shall indicate which provision of the
contract the grievant believes has been violated, and the date and circumstances
involved in the alleged violation.

Section 2: The parties recognize that day-to-day problems may be discussed and
resolved between the employee and the employee's immediate supervisor. Such



informal settlements are encouraged; however, no such agreement or settlement shall
be contrary to the provisions of this Agreement or infringe upon the rights under this
Agreement of any other employee or of the Employer. Except as the Union and the
Employer agree in writing, such agreements will not establish a precedent for the
resolution of any other problems or differences between any other employee and the
Employer.

Section 3: Any grievance which cannot be adjusted as contemplated in Section 2 of
this Article shall be subject to resolution in the following manner:

Step 1:  Within ten (10) Business Days of the event which forms the basis of the
grievance or within ten (10) Business Days of when the employee, using
reasonable diligence, knew or should have known of these circumstances,
the employee or a Union steward shall meet with the immediate Supervisor
and present the Supervisor with a written copy of the grievance. If the
immediate Supervisor is not available, the employee or the Union steward
shall email the grievance to the immediate supervisor. The Supervisor shall
respond in writing within ten (10) Business Days of the grievance
presentation. If the employee does not have reasonable access to email,
the employee may hand deliver the grievance to the Director of Human
Resources and, if the Director of Human Resources is not available to
personally receive the grievance, place the grievance in the Director of
Human Resources' mailbox and leave a voicemail regarding the grievance
at the time it is delivered.

Step 2: If the grievance is not satisfactorily resolved at Step 1, it may be submitted
to the Executive Director or his/her designee, within ten (10) Business days
of the Step 1 response, or if there is no response, within ten (10) Business
days of the date the response was due. The Executive Director shall
respond in writing to the grievance within ten (10) Business days of its
submission. A meeting of the parties may be held if mutually agreeable.

Step 3: If the response given pursuant to Step 2 above does not satisfactorily
resolve the grievance, the grievance may be submitted in writing to
arbitration within twenty (20) Business Days of the date of the written
response given in Step 2 above, or if there is no response, within twenty
(20) Business days of the date the response was due.

Grievances related to the discharge of an employee may be filed at Step 2. In addition,
upon mutual agreement of the parties, group grievances may be filed at Step 2. A
group grievance is defined as a grievance affecting more than one employee, related to
the same issue and for which the remedy could materially change the terms and
conditions of more than one employee.

Section 4: Any grievance upon which a disposition is not made by the Employer within
the time limits prescribed, or any written extension which have been agreed to, may be



referred to the next step in the grievance procedure.

Section 5: Any grievance not presented in accordance with the time limits or other
requirements in the steps listed above shall be automatically foreclosed and considered
settled and shall constitute a denial of the grievance. Time limits may be extended in a
particular case by mutual agreement. Grievance meetings shall be held at a time
convenient to both parties and whenever possible not during the grievant's work time.
When a grievance meetings take place during an employee's work time, the Employer
will pay for time actually and necessarily lost by the grievant's attendance at the
grievance meeting.

Section 6: If the parties are unable to agree upon an arbitrator within five (5) business
days after receipt of written notice of the desire to submit the matter to arbitration, then
the matter may be submitted to the Labor Relations Connection in Sandwich, MA under
its rules and procedures, with a copy of such submission to the other party. To be
timely, the matter must be submitted to the Labor Relations Connection not more than
fifteen (15) business days following submission of the grievance to arbitration pursuant
to Section 3, Step 3. The fees and other charges of the arbitration shall be borne
equally by both parties. The award of the arbitrator on any grievance hereunder shall be
final and binding upon the parties and the employee(s). The Arbitrator shall have no
authority to add, to subtract from, modify or disregard any of the provisions of this
Agreement, nor shall he or she have the power to establish or determine any new wage
rate, job classification or job differential. Unless the parties agree otherwise, the
Arbitrator shall issue a full written statement of the grounds upon which the issues are
decided. Should any proceeding involving the subject matter of the arbitration be, at
any time, prior to the Arbitrator's decision become the subject of any complaint, charge
or suit in any court or before any state or federal agency, then said grievance, or
any arbitration decision rendered thereon, may at the option of the Employer, be
declared null and void.

Section 7: The Employer shall have the right to grieve and arbitrate any dispute
covering the interpretation or application of a term of this Agreement.

Section 8: Whenever in this Agreement the term "Business Day" is used to define the
amount of time for the taking of any action required or permitted hereunder, said term
shall mean all consecutive days, excluding Saturdays, Sundays and the following legal
holidays: New Years Day, Martin Luther King Day, Presidents' Day, Memorial Day,
Independence Day, Labor Day, Veterans Day, Thanksgiving and Christmas Day.
Notwithstanding the foregoing, the parties acknowledge that for all other purposes, the
business of the Employer is conducted seven (7) days a week, three hundred sixty-five
(365) days a year.

Section 9: If the Employer raises an issue of procedural arbitrability at any time, a
separate hearing shall be scheduled for the Arbitrator to consider that issue only, unless
otherwise mutually agreed in writing. The hearing on procedural arbitrability shall be
several weeks prior to the hearing on the merits. The arbitrator shall issue a decision on



arbitrability before proceeding with a hearing on the merits.

Article 7: UNION MEMBERSHIP

Section 1: Employees shall, as a condition of employment, within thirty (30) days of the
date of this Agreement, or within thirty (30) days after the date of hire, either (a) acquire
and maintain membership in the Union in good standing; or (b) tender to the Union an
agency service fee in an amount determined by the Union in accordance with all
applicable laws and regulations. Notwithstanding the foregoing, any employee who is a
member of and adheres to established and traditional tenets or teachings of a bona fide
religion which holds conscientious objections to joining or financially supporting labor
organizations shall not be required to join or financially support the Union as a condition
of employment, provided however, that such employee shall, as a condition of
employment, in lieu of payment of periodic dues or agency service fee, pay a sum
equal to said dues or agency service fee to a charity to be jointly agreed upon by the
Employer, the Union and the employee involved.

Section 2: Upon receipt of written notice from the Union of the failure of an employee to
comply with Section 1 of this Article, as applicable, the Employer shall promptly separate
the employee from employment for just cause.

Section 3: The Employer will deduct, during the period of this Agreement, Union dues
or equivalent agency service fee for each employee who submits an appropriate payroll
deduction authorization in writing, specifying the amount of said deduction. Such
deductions shall not exceed the amount certified by the Union as being uniformly
required as a condition of acquiring or retaining membership and shall be made in
accordance with such authorization. Such deductions will be made in each payroll
period. Employer shall not be required to make deductions with respect to any
employee for a payroll period in which an employee is on an approved unpaid leave of
absence or layoff, or for which the employee shall not have received net wages at least
equal to the deductions. If an employee wishes to revoke her/his dues deduction
authorization, she/he may do so by written notice to the Union and to the Employer. The
employer shall cease to make deductions upon an employee's termination or transfer to
a position not covered by this agreement or upon revocation of the authorization by the
employee or in accordance with applicable law.

Section 4: The Employer shall remit to the Union, within fifteen (15) days after the end
of each month, the amounts deducted for dues and a supporting list. Each list shall bear
the name of the Employer and the starting and ending dates of the period that the
employees worked. The list shall be in alphabetical order by last name and shall
contain the following information:

1) Full name of the worker.



2) Work location, or where a code is used, the work location code. (If a code is
used, the Employer shall provide the Union with a complete current list of the
codes and the addresses).

3) Job titles or job title codes. (If a code is used, the Employer shall provide the
Union with a complete current list of job titles and wage rates associated with
them).

) The gross straight time wage of the worker for the pay period.

o b

) The number of straight time hours worked.

<2}

)  The amount of dues deducted.

\I

) The workers' addresses.
8) The workers' dates of hire.

By mutual agreement the Employer and the Union shall attempt to transmit the
information detailed above by electronic transmittal.

Section 5: Union Notification to New Employees: The Employer shall inform all new job
applicants that the employees at the Latham Centers are unionized.

Section 6: Indemnification: The Employer assumes no financial obligations arising out
of the provisions of this Article. The Union shall indemnify, pay for defense, and hold
harmless the Employer, and any of its employees or agents from and against all claims,
demands, suits or other forms of liability (including administrative proceedings) that
may arise out of, or by reason of, any action by the employer or its employees or
agents for the purpose of complying with this Article.

Article 8: DISCRIMINATION. SEXUAL HARASSMENT
AFFIRMATIVE ACTION

Section 1: Discrimination: Neither the Employer nor the Union shall discriminate
against any employee covered by this Agreement on account of race, color, religious
creed, political belief, national origin, age, sex, sexual orientation, disability, marital
status, veteran status, or because of membership in the Union or activities on behalf of
the Union.

Section 2: Sexual Harassment: The Employer and the Union agree sexual harassment
is unlawful and that neither the Employer nor the Union will tolerate sexual harassment
in the workplace.

Section 3: Affirmative Action: The Employer will act affirmatively to increase minority
representation in all job categories which are underrepresented by minority workers.

Section 4: Training: Latham is committed to promoting a safe and harassment-free
workplace, free of racial discrimination. To ensure that Latham Centers will conduct
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Diversity and Inclusion Training with all staff every year. Training related to electronic
incident documentation will include appropriate documentation of incidents of hate
speech.

Article 9: PERSONNEL FILES

Upon written request of an employee, the employee shall be permitted to examine
his/her personnel file as soon as is practicable consistent with the availability and
workload of Human Resources staff, but in any case, within five (5) Business Days. The
review shall take place at the Human Resource Office during normal business hours.
An employee shall be given a copy of his or her personnel file as soon as is practicable
consistent with the availability and workload of Human Resources staff, but in any case,
within five Business Days of a written request for such copy.

An employee shall have the right to comment, in writing, on anything placed in his/her
personnel file. Employee shall receive a copy of any evaluations, disciplinary notices or
any descriptions of their performance and shall be asked to sign any such document
before it is inserted into their personnel file. Any material placed in an employee's
personnel file that is found to be inaccurate will be removed. If the Union requests a
copy of a bargaining unit employee's personnel file, the Employer shall provide a copy
to the Union upon receipt of a written authorization executed by the employee,
provided, the foregoing provision shall not preclude the Union from requesting and
obtaining information that is relevant to a pending grievance or arbitration.

Article 10: SENIORITY

Section 1: Definition of Seniority: An employee's seniority shall be defined as being
equal to his/her length of continuous employment as a regular employee with the
Employer. As used herein, regular employee shall not include substitutes. A regular
employee will acquire seniority from the date on which the employee first assumed
his/her regular duties.

Section 2: Loss of Seniority: An employee shall lose his/her seniority if he/she quits,
resigns, retires, is on unauthorized unpaid leave of absence or is terminated with just
cause.

Section 3: Restoration of Seniority: An employee may be credited for previous
employment if he/she returns to employment within one year of his/her loss of seniority
and after they subsequently remain employed by the Employer for at least the length of
time they had left employment. Such an employee who returns as a sub may be
credited for previous employment once he/she works an amount of hours equal to the
number of hours that he/she was scheduled to work per week prior to leaving
employment times the number of weeks he/she had left employment.

Section 4: Seniority List: The Employer shall maintain and produce a printed seniority
list, which shall be updated monthly and made available for inspection by employees at

11



the Human Resources Office. A copy will be sent electronically to the Union on or
about the fifteenth (15") day of January, April, July and October.

Article 11: UNION BUSINESS

Section 1: Union Stewards and Officers: Stewards shall be recognized by the Employer
and shall be authorized to receive complaints and process grievances through the
grievance procedure. Five (5) Stewards, who shall be designated by the union by a
written notice to the employer no more frequently than quarterly, shall be permitted a
reasonable amount of time to investigate and process grievances without loss of pay or
benefits, so long as it does not interfere with their duties.

Section 2: Union Bulletin Boards: The Employer will provide space for Union bulletin
boards posted in the staff locker room in the main house, in the upstairs office in the
school house, and in the kitchen in the Clinical Services Building, and will permit a
separate section to be maintained in the intercom note book maintained at each of the
residential facilities for the purpose of making available to staff the same type of
information as is displayed on the Union bulletin boards.

Section 3: Union Orientation: The Employer shall allow one (1) union steward or
representative up to fifteen (15) minutes during its orientation for new employees
to speak with newly hired bargaining unit employees regarding the Union membership
and the collective bargaining agreement. The timing and location of the Union's access
to newly hired bargaining unit employees during orientation shall be determined by the
Employer. In order to participate in orientation as provided in this Section, a Union
steward shall not be otherwise scheduled to work and time spent by the steward in
orientation shall not be considered work time.

Article 12: JOB DESCRIPTIONS

Section 1: All employees in the bargaining unit shall be provided with a copy of their job
descriptions upon hire and thereafter (normally no more than once a year) upon
presenting a written request to their supervisor or to Human Resources.

Section 2: Job descriptions shall contain the following language at the end of each:
"Any work assigned shall be related to the Employee's normal duties, except for
occasional emergencies."

Section 3: Should the employer wish to change, amend or in any way add to the
current existing job descriptions, it shall give formal written notice to the Union
Representative of its desire to do so and upon request meet with the union to negotiate
the impact of any such changes to the extent required by law.
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Article 13: VACANCIES, POSTINGS AND SELECTION

Section 1: Posting: Whenever a vacancy in a bargaining unit position occurs, as
determined by the Employer, or there are permanent hours of bargaining unit work
which the Employer determines will be filled, a notice of such vacancy will be emailed to
each employee and posted on the Employer's website until the position is filled, but for
not less than seven (7) calendar days.

The notice shall include: (a) job title; (b) description of job duties and responsibility;(c)
wage rate; (d) job qualifications and requirements; (e) job site; and (f) shift and days off
and (g) date when the notice was posted.

Any employee interested in the vacancy shall apply within seven (7) calendar days after
the position is posted on the Employer's website or, if the position remains unfilled after
the posting period, until the position is filled.

Section 2: Selection: In filling a permanent vacancy in a bargaining unit position, the
Employer will make its decision on the basis of qualifications such as education,
training, experience, and other relevant qualifications. Bargaining unit employees will
be given preference over outside applicants who are equally or less qualified. When it is
determined by the Employer that two (2) or more employees’ qualifications are equal,
the Employer will give preference to the employee with the greatest seniority.

Staff will not be prevented from moving to a new job solely due to a decision to keep
them in their current job except that such job change may be delayed up to forty-five
(45) days to meet the Employer's staffing needs.

After a job is posted, the Employer will give its decision within four (4) weeks after an
employee applies for the job. Once an employee is notified by the Employer by text
and email that he/she has been selected to fill a vacancy in the bargaining unit, the
employee shall have seventy-two (72) hours to notify the Employer of his/her decision to
accept the awarded bargaining unit position, unless the Employer agrees in writing to a
longer time period.

If an employee has applied for and was selected to fill a vacancy for a regular position,
and the employee subsequently applies for and is selected to fill a lateral vacancy
within six (6) months after assuming the original new position, the employee may not
apply for another new position for six (6) months after assuming the second position.

Article 14: REDUCTION IN FORCE

Section 1: In the event that the Employer decides that it is necessary to permanently
reduce its working force, or permanently cut back an employee's hours to such an
extent the Employee's benefit costs are adversely affected, it shall give no less than
fourteen (14) days’ notice to the Union and to employees subject to the initial lay off of
any such decision and shall negotiate with the union concerning the effects of the layoff
to the extent required by law. The Employer shall post (as defined in Article 13, Section
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1, provided the Employer shall not be required to post on its web site) a notice
announcing the need for layoffs or reduction in hours, cite the affected classification(s)
of employees, the number of employees affected and the right to volunteer for layoff.

Section 2: Absent an agreement between the union and the Employer on how such
reductions should take place, the order of layoff or reduction in hours within the
program targeted for layoff or reduction in hours shall be as follows:

First, any volunteers. Any employee within the affected program and classification(s)
willing to accept voluntary layoff or reduction in hours shall notify the Employer of
his/her desire to do so.

Second, within the worksite, the classification and the program affected by layoff, the
least senior employee(s). An employee scheduled for layoff may bump the least senior
employee for whose job they are qualified, but they can only bump into the same
classification, same shift (day, evening and overnight) and the same full-time or part-
time status. If no such position is available, they may bump the least senior employee
in the same classification and program in a different shift or full-time/part-time status if
they are qualified for the job.

The bumping employee must have more seniority than the bumped employee. Bumped
employees will have no further bumping rights. An Employee who is subject to layoff
shall have ten days to advise the employer of his or her final and binding decision to
exercise his or her right to bump. The Employer shall determine, in accordance with
the provisions of this Article, which Employee shall be bumped, and the bumped
Employee shall be laid off on the original day scheduled for layoff and be notified of
same by the Employer.

Programs are defined as the Adult Program and the Children's Program. As used in this
Article classification shall mean job title, where there is more than one job title within a
classification. The classifications and job titles are as set forth in Article 38.

Any employee scheduled for layoff will be given preference for any job vacancy in their
classification and program to which they wish to move and for which they are qualified.

Section 3: Notice and Recall: An employee who is laid off shall be eligible for recall for
twelve (12) months. Whenever any vacancies occur in bargaining unit positions,
employees who are on layoff and eligible for recall shall be offered recall to a vacancy
to which they are qualified in their classification and program on the basis of seniority
(most senior, back first). When a vacancy occurs, and there are employees on layoff
status, the Employer shall notify an affected Employee of his/her recall by certified
letter, return receipt requested, to the employees' last known address as contained in
the Employer's records. Employees shall be required to notify the Employer of his/her
intent to accept the recall within ten (10) calendar days from the date the recall notice is
mailed to the employee's last known address, as contained in the Employer 's records.
Employees shall have twenty-one (21) calendar days from the date the recall notice is
mailed to the employee's last known address, as contained in the Employer's records,
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to return to work. An employee who fails to respond and/or return to work within the
established timeframes forfeits all recall rights. An employee shall also cease to have
recall rights if he declines a recall to a position with substantially the same shift and
hours per week and substantially the same geographic location (defined as within a
fifteen (15) mile radius of the employee's prior work location) for which he is qualified.

Article 15: STAFFING AND SAFETY

Section 1: Any Employee who is injured in a restraint or other work-related incident or
who is directly exposed to bodily fluids, will be provided reasonable relief in order that
the employee may be treated for any such injuries suffered and/or take appropriate
measures as a result of injury or exposure to bodily fluids.

Section 2: In adult or children's residences where there is a pattern of serious at-risk
behavior, the Union may bring consideration of the matter to the Labor Management
Committee established under Article 3, which may make recommendations to the
Employer of steps to be taken to alleviate the situation and ensure the safety of clients
and staff.

Article 16: SCHEDULES. OPEN SHIFTS. STAFFING

Section 1: Schedules: For regular employees, the Employer will give thirty (30) days
written notice, except for unforeseen circumstances, to the affected Employees and to
the Union Representative when it wishes to make schedule changes, and, at the
request of either party, the parties shall meet to discuss the schedule changes and
negotiate their impact to the extent required by law. If the parties fail to reach an
agreement in the negotiations contemplated by the previous sentence, the relevant
factors that the Employer will take into account when making schedule changes
include, but are not limited to, the seniority, relative training, skill and abilities of the
affected employees. The Employer has the discretion to determine the weight of any
particular factor in each situation. This section shall not apply to float counselors.

Section 2: Open Shifts: The Employer shall maintain a list of Employees available to fill
open shifts. The list may include regular Employees and substitutes. All Employees
interested in filling open shifts shall so advise the Employer. The Employer will record
Employee preferences of sites, times of day, and days of week, and of certifications and
eligibility to perform particular jobs.

Except as otherwise provided in this section, the Employer shall utilize the following
procedure in attempting to fill open shifts.

Open shifts shall be filled in two (2) phases. The first (15') phase shall begin on the
second (2"9) Monday or the twelfth (121") day of the month prior to the scheduling
period, whichever is later, and shall last for one (1) week. At the start of the first phase,
The Employer shall notify all staff, including substitutes, of the availability of open shifts
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by electronic communication. The Employer shall endeavor to send the electronic
communication at 2:00 p.m. on the day referenced in the second sentence of this
paragraph. If the Employer is unable to send the electronic communication at 2:00 p.m.,
the Employer shall notify employees of the time at which the communication will be
sent. The following staff is eligible to sign up for open shifts during the first (15!) phase:
Substitutes or regular staff on a non-overtime basis.

The second (2") phase shall begin one (1) week after the start of the first (15!) phase.
The Employer shall send another electronic communication to all employees, including
substitutes, announcing the availability of any remaining open shifts during the
scheduling period. Employees may then sign up for available open shifts on a first-
come, first-serve basis, provided that employees may sign up for a maximum of two (2)
open shifts per week on an overtime basis. There is no limit on the number of non-
overtime shifts for which an employee may sign up. If a shift remains open one (1) week
in advance of its scheduled start time, the Employer may fill the shift in any manner it
deems appropriate.

For purposes of this section, "non-overtime basis" shall mean that no more than one
half (0.5) of the shift shall be on overtime, and "overtime basis" shall mean at least one
half (0.5) of the shift shall be on overtime.

The parties recognize that open shifts may become available at any time. If an open
shift first becomes available after the start of the scheduling process set forth above,
then the Employer will attempt to fill that shift according to the scheduling rules that
apply when the shift first becomes available. For example, if an open shift first
becomes available within one (1) week of the start of the scheduling period, the second
phase rules will apply.

An Employee may not work more than twenty (20) hours of overtime in any work week
without the approval of the Employer.

During the life of the contract, the parties may agree to review the scheduling policy.
However, no changes shall be made except through the mutual agreement of the
parties.

All substitute employees employed on the ratification date of the 7/1/14-6/30/17
collective bargaining agreement must commit to work at least one (1) eight (8) hour
weekend shift per month. All substitute employees hired after the ratification date of the
7/1/14-6/30/17 collective bargaining agreement must commit to work at least two (2)
eight (8) hour weekend shifts per month. A substitute employee's failure to meet the
applicable commitment set forth in this paragraph may result in disciplinary action, up to
and including termination, unless excused by the Employer in its sole discretion. For
the purposes of this paragraph, the disciplinary progression will be: one (1) warning,
then termination.

When clients are away from the Center or otherwise temporarily not in need of
services, the Employer shall have the right to cancel an employee's scheduled shift if
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staffing needs dictate. If the Employer cancels the Employee with twenty-four (24)
hours’ notice or less for any reason, the Employee will receive three (3) hours pay for
the canceled shift. If a scheduled shift is canceled pursuant to this section, the affected
employee may, at his/her option, (1) be scheduled to an open shift, if one is available,
(2) use ETA for any time lost that is not otherwise paid pursuant to this section, (3) take
the time on an unpaid basis. If the Employer cancels a mandatory staff meeting which
otherwise would have occurred outside of an Employee's scheduled shift, then the
Employer shall pay the Employee for the expected time of meeting, but such time shall
not be considered hours worked.

If the Employer determines it is necessary to cancel shifts, the Employer shall first seek
volunteers among scheduled employees in the affected classification at the affected
location. For purposes of this section only, the campus and Simpkins Cottage shall
constitute a single location. If more employees than needed indicate a willingness to
cancel their shifts, the Employer shall select the most senior volunteer(s), provided
there is not a programmatic reason to select otherwise. If an insufficient number of
scheduled employees in the affected classification volunteer, the Employer shall cancel
the shift(s) of the junior employee(s) in the affected classification, provided there is not
a programmatic reason to select an employee(s) other than the junior employee(s).

If an employee requests and is approved for Earned Time Away, the employee may not
rescind the request/reclaim the shift once coverage has been found.

The Employer shall make reasonable efforts to provide as much notice as possible prior
to canceling a shift.

The Employer may cancel any shift filled by an employee on an overtime basis if the
shift falls within the schedule of a newly hired regularly scheduled employee.

The Employer may prohibit employees from filling open shifts outside of the program in
which they usually work in order to reasonably protect the health/safety of the residents
or the employees.

The Employer may prohibit employees who have been involuntarily
transferred/reassigned pursuant to Article 28 because of concerns about interactions
with residents at the site, as determined by a licensed masters level clinician in
management or retained by management, from filling open shifts at the site from which
they have been involuntarily transferred/reassigned.

Any employee who fails to work an open shift for which they have signed up three (3)
times in a rolling three (3) month period, regardless of whether that failure to work
constitutes an absence within the meaning of Article 50, shall be prohibited from
working or signing up for open shifts for a period beginning on the date of the
employee's third failure to work an open shift in a rolling three (3) month period and
continuing the remainder of that calendar month and the three (3) calendar months
immediately following. Substitute employees shall continue to meet their weekend work
commitments, as set forth in this Section, during any period they are prohibited from
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signing up for extra shifts pursuant to this paragraph.

Section 3: Finding Coverage: It is the responsibility of the Employer to schedule such
coverage as Employer may determine necessary for any Employee absence. It is the
responsibility of the Employee to provide the Employer with as much advance notice as
possible as set forth in Article 36, Section 8: Earned Time Away.

Section 4: Forced Stays: Reasonable good faith efforts will be made to avoid
involuntary overtime as a result of forced stays. In the event of a coverage necessity
requiring a forced stay as determined by the Employer, involuntary overtime shall be
equitably apportioned among the Employees on the shift at the site. Employees shall
not be required to work more than sixteen (16) consecutive awake hours, unless
required to do so by a severe emergency.

Employees shall not be required to work involuntary overtime when to do so would
cause serious, immediate danger to a third party for whom the Employee owes a duty
of care.

Section 5: Overtime: Employees shall work only the hours they are scheduled to work,
unless prior approval is obtained from the Employer or in a program emergency.

An employee who is expecting to work an asleep shift shall, whenever possible, be
given twenty-four (24) hours of notice if the shift is going to be changed to an awake
shift. In the event an employee in the Children's Program is notified that his/her shift
will change from an asleep to an awake shift with less than twenty-four (24) hours’
notice, the employee may request that the shift be one half (0.5) awake and one half
(0.5) asleep. The employee must make the request immediately upon being notified of
the change from asleep to awake. Such requests shall not be unreasonably denied. If
the employer grants a request under this Section:

. The employee will receive the applicable awake differential only for the portion
of the shift that is scheduled as awake hours.

. The employer may require another employee to work the same shift as one half
(0.5) awake/ one half (0.5) asleep.

. Nothing in this Section shall be interpreted to detract from an employee's
obligation to be awake at any time during a. shift to meet the needs of a
student.

Section 6: On-Call RN: The Employer shall have the right to schedule an RN to on-call
duty during the weekday overnights (Monday - Thursday, 5:00 p.m. - 8:00 a.m.) .and
weekends (Friday 6:00 p.m. - 8:00 a.m.). On call pay shall be one hundred dollars
($100.00) for weekday overnights (Monday - Thursday inclusive) and one hundred fifty
dollars ($150.00) for weekends. For any holiday on which an RN is on-call, she shall
receive an additional twenty-five dollars ($25.00) for on-call pay. For purposes of this
Article only, holidays shall include, New Years Day, Memorial Day, Independence Day,
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Labor Day, Thanksgiving Day, Christmas Eve, Christmas Day, New Years Eve. In
assigning on-call RN duty, the Employer shall first seek volunteers. If there are no
volunteers, the Employer shall have the right to assign existing RNs to on-call duty in
one (1) week increments on a rotating basis.

Section 7: If the Employer calls in an employee to perform work duties on a shift for
which the employee was not scheduled, the employee shall receive a minimum of
three (3) hours of pay, provided the employee is willing to work for a minimum of three
(3) hours. If an employee is unwilling to work for a minimum of three (3) hours, the
employee shall be paid only for actual time worked.

Article 17: BREAKS

All employees in Adult group and at Children's group homes will be entitled to one
half (0.5) hour meal break for every six (6) consecutive hours worked.

All employees at the Latham Campus will be entitled to a one half (0.5) hour meal
break for every six (6) consecutive hours worked. If said meal break is taken with
client supervisory duties, said employees shall be entitled to one half (0.5) hour
break for each six (6) hours worked without supervisory responsibilities which may
be taken at another time during the shift, as determined by the employer based on
the staffing needs of the facility. If no break has been provided, the employee shall
be paid in lieu of the break, at his or her straight time rate.

Article 18: LEAVES OF ABSENCE

Section 1: Application Procedure: Except as otherwise provided, a leave of
absence must be requested in writing and whenever possible no less than thirty (30)
days in advance of the requested leave.

Section 2: Family and Medical Leave: The Employer will provide leave in
accordance with the Federal Family and Medical Leave Act of 1993 (FMLA), as
amended, except in such instances where state laws or this collective bargaining
agreement provide greater benefits to the employee.

In extenuating circumstances, the Employer may grant more leave than is required
by the FMLA.

Section 3: Military Service Leave: Employees shall, upon completion of military
service, be granted such rights of reinstatement as required by law.

Section 4: Other Leaves Without Pay: Unpaid leaves of absence may be granted
in special circumstances at the discretion of the Employer with prior written
authorization of the Employer.

Section 5: Seniority: The employee's seniority and anniversary date will not be
affected after reinstatement by a leave of absence pursuant to this Article.
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Section 6: Union Leave: At the request of the Union, an employee who has been
elected to Union office or appointed to a Union position shall be granted a leave of
absence for not more than twelve (12) weeks without loss of seniority for the
purpose of performing duties associated with the elected or appointed position.
Upon expiration of the leave, the employee shall return to the position, worksite,
schedule and hours the employee previously held, provided such position
continues to exist. An employee taking a leave of absence pursuant to this section
shall be required to use all accrued earned time available to him/her during the
term of the leave, except that the employee may elect not to use up to ten (10)
standard work shifts of accrued earned time. An employee on leave pursuant to
this section shall not accrue earned time during any portion of the leave that is unpaid.
An employee on leave pursuant to this section shall be required to pay all costs
associated with the continuation of group benefits. No more than one (1) employee
shall be granted leave pursuant to this section at any one time, and no single employee
shall be allowed to take leave pursuant to this section more than once during the life of
the contract.

Article 19: JURY DUTY / SUBPOENAS

Upon submission to the Employer of proper evidence of jury service and of the amount
of juror's compensation received, validated by the clerk of the court, the Employer will
pay an employee the difference, if any, between the amount received by her or him as
juror's compensation and her or his regular salary actually and necessarily lost on
account of such jury service.

Employees subpoenaed to court for work-related court hearings will receive pay for
their time. Employees subpoenaed to court for non-work-related court hearings may use
any of their ETA for their missed time.

Article 20: SMALL NECESSITIES LEAVE ACT

Employees employed for more than twelve (12) months and who have worked at least
two hundred fifty (250) hours during the previous twelve (12) months are eligible for up
to twenty-four (24) hours of unpaid leave during a twelve (12) month period for essential
family matters such as participating in school activities directly related to the
educational advancement of a son or daughter, accompanying their child to routine
medical or dental appointments, or accompanying an elderly relative to routine medical
or dental appointments or appointments for other professional services related to the
eider's care. Such leave shall be governed by the provisions of M.G.L. c. 149 §152D
and applicable regulations promulgated thereunder.

Article 21: PROFESSIONAL LIABILITY INSURANCE
The Employer will maintain professional liability insurance coverage for all employees
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while in the pursuit of their assigned duties within the agency. Premiums for this
insurance coverage are paid by the agency.

Article 22: INCLEMENT WEATHER

In the event that employees are unable to report to work because of emergency
weather conditions, they may use accrued earned time away to cover their missed work
time.

Article 23: TRAINING AND EDUCATION

Section 1: The Employer supports the training and development of employees through
participation in orientation, in-service training, conferences, seminars, and coursework.
Employees shall be reimbursed for training mandated by the Employer and may apply
for paid time and expense reimbursement for other training at the discretion of the
Employer.

Section 2: Employees will be paid their regular rate for all trainings mandated by the
Employer. The Employer may decline reimbursement for cost of training off-site if the
Employer provides such training on-site.

Section 3: Employees are required to know the expiration dates of their licenses and/or
certifications. It is the responsibility of the Employee to keep all required licenses and/or
certifications current, and to attend all trainings which may be required by any licensing
and/or accreditation agency. Employees who allow their licenses and/or CPR and First
Aid certifications to lapse or who fail to fulfill any training requirements set forth in this
paragraph may be disciplined, up to and including termination. Employees who are
unable to fulfill the responsibilities of their positions because their licenses and/or CPR
and First Aid certifications have lapsed, or because they have failed to meet any
training requirements set forth in this paragraph, may be placed on administrative leave
without pay until their licenses and/or certifications have been returned to good
standing. Employees who, through no fault of the Employer, allow their licenses and/or
CPR and First Aid certifications to lapse for more than thirty (30) days, and if there is no
room for the employee in the next class, shall be required to return their licenses and/or
certifications to good standing on their own time and at their own cost, unless the
Employer, in its own discretion, makes alternative arrangements. The Employer will
make a reasonable effort to notify staff when their certifications are due to run out.

Section 4: Employees who arrive at trainings that are cancelled without prior notice,
shall receive payment of the regular rate of pay for the anticipated time of the training,
not to exceed three (3) hours.

Section 5: All employees are required to participate in an agency orientation program.
This orientation program must be successfully completed prior to the conclusion of the
employee's one hundred twenty (120) day orientation period set forth in Article 32.
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Section 6: All direct service employees are required to complete a minimum of twenty-
four (24) hours of training each calendar year worked. Training hours for part-time
employees are prorated.

Section 7: Any employee who is scheduled to attend any training required by any
licensing and/or accreditation agency but fails to attend shall incur an absence within
the meaning of Article 50, Section 3.

Article 24: EXPENSE REIMBURSEMENT

The Employer will reimburse an employee for reasonable costs to repair damage to or
replace employee's property if the following guidelines are met:

«  The damage was caused by work related activity
The property damaged was appropriate for work environment
*  The staff followed correct procedures for the situation

Requests for such reimbursement should be initiated by filing out and submitting a
request for reimbursement as soon as possible, but in any case, within forty-eight (48)
hours of the beginning of the employees’ workday next following the event causing the
damage.

Article 25: PAYDAYS / DIRECT DEPOSIT

Section 1: Paycheck Accounting: Paydays shall be bi-weekly. Direct deposit will
remain available. Each worker's paycheck shall, to the extent possible, using
Employer's payroll service clearly list the hours worked and the rate of pay for each
hour worked, plus all accrued time. Inaccurate paychecks shall be corrected within two
(2) business days of notification if requested by the Employee. When an employee's
paycheck is inaccurate due to his/her own error more than twice in a year, the
correction shall be reflected in the next regular payroll.

Section 2: Retroactive Pay: When the Employer pays an employee money
retroactively, such payment, if greater than one hundred dollars ($100.00), shall be
made in a check separate from that employee's regular pay.

Article 26: TRANSPORTATION

Section 1: Employees shall not be required to use their personal vehicles for
transporting clients unless there is a client need, no Employer-owned vehicle is
available despite the Employer's reasonable efforts to secure one of its own vehicles to
address the client need and there are no volunteers among available staff. If a client
damages an employee's personal vehicle during transportation where there is a client
need and the use of the employee's vehicle was required or approved by the
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Employer, the Employer will reimburse the employee for any reasonable costs to repair
the damage, provided the employee complies with any and all reasonable protocols
established by the Employer. In addition, upon demonstrated need, the Employer will
provide a protective seat cover to employees for use in the transportation of clients.

Section 2: When employees use their vehicles for work purposes they will be
reimbursed for mileage at the IRS reimbursement rate.

Section 3: The Employer shall maintain liability coverage for non-owned vehicles as
part of the Employer's general liability coverage, as long as such non-owned vehicle
liability coverage is available on commercially reasonable terms.

Section 4: Any employee who is required to drive employer-owned vehicles in the
performance of his/her duties shall be required to comply with all- vehicle-related
policies promulgated by the Employer, including but not limited to regular reviews of the
employee's driving record, as a condition of continued employment.

Article 27: PARKING

Section 1: Parking will continue to be provided at no cost to employees. Parking is
permitted only in designated parking areas. On street parking is not normally permitted.

Section 2: Employer's parking areas will be maintained, safe and well-lit.

Article 28: INVOLUNTARY TRANSFERS / REASSIGNMENTS

The Employer will not make permanent (more than thirty (30) days) involuntary
transfers or reassignments of an employee from one site to another without a
programmatic reason, which will not be applied arbitrarily. Thirty (30) days’ notice will
be given unless state mandate or other unexpected circumstances require less notice.

Article 29: LEGAL CONFLICTS

Should any Federal or State law, municipal ordinances, or any court or administrative
order or ruling in each case applicable to the Employer conflict with any provision of this
Agreement, the provision so affected shall be made to conform to the law, ordinance,
order or ruling, and otherwise the Agreement shall continue in full force and effect.

23



Article 30: MAINTENANCE OF PROPERTIES

Employees shall not normally be required to shovel snow, mow lawns, or move
furniture or other heavy objects from one location to another, except in an emergency.
Staff will actively support residents with such tasks whenever such tasks are part of the
client skills building program.

Article 31: APPEARANCE AND ATTIRE

Employees' appearance should meet the following guidelines: Be safe; Be appropriate
for the environment; Be non-provocative.

If the Employer decides a staff person is in violation of this dress code, the staff person
may be asked to go home and change. The time required to do so is without pay.
Repeated violations of the policy may cause the Employee to be subject to discipline.
The decision and the loss of pay shall be subject to the grievance procedure.

Article 32: ORIENTATION PERIOD

A newly hired employee may be discharged or laid off during his/her initial one hundred
twenty (120) day orientation period and such action shall not be the basis of a grievance
or arbitration under this agreement. During this initial orientation period employees will
be required to successfully complete all mandatory trainings of the agency and any
other specialized training outlined in their particular job description. During this
orientation period all employees shall have successfully completed a CORI and
submitted a valid driver's license. Any exceptions to these requirements may only be
granted by the Executive Director.

Article 33: NO STRIKE / NO LOCKOUT

Section 1: The Union, on behalf of its officers, officials, agents and members, or any
employee, whether on or off duty, will not directly or indirectly, engage in, authorize or
threaten any mass absenteeism, work stoppages, strike, sit-down, sit-in, walkout, sick
out, slow-down, sympathy strike or refusal to cross a picket line at the Employer's
facility, or any parent, affiliate, subsidiary, or other related entity, or in any other way
interfere with or interrupt the Employer's operations for any reason during the life of this
Agreement, or any written extension thereof. The Employer agrees that it shall not
lockout employees during the life of this Agreement.

Section 2: The Union, its officers, officials and agents, shall be immediately accessible
to the Employer and shall immediately take all prompt and effective measures to
prevent and stop any acts described in Section 1 of this Article, including, but not
limited to, immediately contacting by telephone, telegram, overnight mail, or any other
manner that would assure immediate contact with each individual engaged in such acts
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a notice signed by an authorized representative of the Union stating that the individual's
action is in violation of the Agreement and instructing all such individuals to cease
those actions which are or may be a violation of Section 1 of this Article.

Section 3: An employee who engages in any conduct which violates the provisions of
Section 1 may be subject to discipline up to and including discharge notwithstanding the
provisions of Article 5, Discipline and Discharge. Said conduct shall constitute just
cause for discharge, and the disciplined or discharged employee shall not have
recourse to Article 6 - Grievance Procedure, provided however, that an employee who
alleges that he or she did not engage in any conduct prohibited by Section 1 may have
recourse to Article 6 - Grievance Procedure, where the sole question to be decided will
be whether the employee engaged in any conduct prohibited by Section 1.

Section 4: In the event of an alleged violation of this Article, the aggrieved party shall
not be required to adhere to the grievance and arbitration procedures of Article 6 of this
Agreement. The aggrieved party may institute special arbitration proceedings regarding
such violation by telegraphic notice thereof to the other party and to the Labor
Relations Connection which shall, immediately upon receipt of such telegraphic notice,
appoint an arbitrator to hear the matter. The arbitrator upon appointment shall notify the
Employer and the Union by telegraphic notice and hold a hearing within twenty-four
(24) hours after his/her appointment. The fee and other expenses of the arbitrator in
connection with this arbitrator shall be shared equally by the Employer and the Union.
The failure of either party or any witness to attend the hearing as scheduled and
noticed by the arbitrator shall not delay the hearing, and the arbitrator is authorized to
proceed to take evidence and issue an award and order as though such party and/or
witness was present. The arbitrator shall have the jurisdiction to issue a cease-and-
desist order with respect to such a violation and order such relief as he/she may deem
appropriate to promptly terminate such a violation. No opinion shall be required by the
arbitrator but only a written order and award which shall be issued at the hearing. Such
award and order shall be confirmed and specifically enforced by any court of competent
jurisdiction upon the motion, application, or petition of the aggrieved party. Nothing
herein shall preclude the Employer or the Union from instituting a federal or state court
action to remedy any violation of this Article.

Section 6: For all purposes in this Article and throughout this agreement, Officers of the
Union, including Stewards, shall be considered agents of the Union.

Article 34: HOLIDAYS

Staff required to work on Thanksgiving and Christmas will receive double pay under the
following guidelines:

Thanksgiving Eve- Eligible hours for the Thanksgiving holiday double time will
commence at 11:00 p.m. the day prior to Thanksgiving for assigned awake hours.

Thanksgiving Day- Eligible hours commence at 7:00 p.m. and end at 11:00 p.m.
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For the Christmas holiday eligibility for double time commences at 5:00 p.m. on
Christmas Eve and ends at 11:00 p.m. on Christmas Day.

For Memorial Day, Independence Day and Labor Day, the Employer will pay time and a
half for hours actually worked on the holiday (between 12:00 a.m. and 11:59 p.m.) For
New Years Eve, the Employer will pay time and a half for hours worked between 5:00
p.m. on December 31 and 4:00 p.m. on January 1.

Article 35: BEREAVEMENT

An employee shall be given leave with pay at his/her regular rate in the event of a death
in the family per the chart below. Additional time off may be granted at Employer's
discretion on a case-by-case basis. For the loss of a Spouse or Domestic Partner,
Parent (including stepparent), or sibling (including stepsibling), staff will be able to
access up to five (5) standard work shifts of bereavement time.

. For the loss of a child (including foster child or stepchild) staff will be able
to access up to ten (10) standard work shifts of bereavement time.

. For the loss of a grandparent, grandchild, aunt/uncle, niece/nephew, cousin
or in-law, employee will be able to access three (3) standard work shifts of
bereavement time.

*A Standard Work Shift = the number of regularly scheduled hours per week
divided by five (5).

Article 36: EARNED TIME AWAY and EXTENDED
SICK LEAVE

Section 1: All personal and sick leave shall be consolidated into two categories called
Earned Time Away (ETA) and Extended Sick Leave (ESL). ETA may be taken for any
purpose. ESL may be used as set forth in Section 6 of this article.

Section 2: All full-time and regular part-time employees will accrue ETA and ESL leave
as follows:

Years of Service  Earned Time Away Extended Sick
Accrual Rate Leave Accrual
Rate
Upon hire 25SWS 5SWS
Completion of 1 year 30SWS 5SWS
Completion of 3 years 35SWS 58WS
Completion of 10 years 40SWS 5SWS
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Section 3: A Standard Work Shift (SWS) is defined as the number of hours regularly
scheduled per week divided by five (5).

Section 4: Employees shall accrue ETA and ESL upon successful completion of the
Orientation Period. When an employee successfully completes the Orientation Period,
he/she shall be credited with ETA and ESL back to the first day of employment. During
the Orientation Period, full-time employees shall "bank," but not accrue, 7.69 hours of
ETA per pay period and 1.54 hours of ESL per pay period. Part-time employees shall
"bank," but not accrue a pro-rated amount of ETA and ESL. Employees in their
Orientation Periods may use ETA because of illness or unforeseen emergency. Upon
successful completion of the Orientation Period, ETA and ESL will be accrued on a bi-
weekly basis and may be taken once it is credited on the employee's pay statement.

Section 5: ETA accruals and usage will not be confined within a calendar year and will
instead be managed on a rolling basis. Accrual rates will remain the same (see Article
36, Section 2 for accrual rates based upon tenure) and will continue through a new
calendar year. ETA will accrue up to a cap that will be the individual's annual accrual
(per Article 36, Section 2), plus five (5) standard work shifts. For example, an employee
who has completed three (3) years of service and is scheduled for five (5) days per
week at eight (8) hours per day, their normal ETA accrual would be thirty-five (35)
Standard Work Shifts (SWS) or two hundred eighty (280) hours. The cap for this
employee would be three hundred twenty (320) hours (35 SWS plus 5 SWS). ETA will
not accrue beyond an employee's cap. ETA will accrue again once the employee uses
time (or does a buyback if eligible) and their balance falls below their cap.

If in the sole judgment of the employer, there are sufficient resources to allow for buy-
back of ETA, Employees who have been employed for more than twelve (12) months
and have accrued more than fifteen (15) SWS of ETA will be so notified and will be
given the opportunity to redeem up to five (5) SWS of ETA.

st

Section 6: ESL may be used beginning the first (1 ) day of an injury resulting from an

accident or the sixth (6th) calendar day of an illness, provided that the first calendar day
shall be the first scheduled shift missed due to iliness. ESL also may be used beginning

on the first (1St) day of in-patient hospitalization. Written medical verification for the
absence may be required by the Employer. Accident shall mean an event, which is
sudden, unexpected and unintended.

Section 7: Up to sixty (60) SWS of ESL accrued but unused as of December 315t of any
year may be carried over to the following year. Accrued but unused ESL will not be
paid upon termination of employment.

Section 8: Except for illness or unforeseen emergency, ETA shall be scheduled and
approved in advance through the employee's supervisor. Where there is a conflict of
choice of ETA among employees, seniority shall prevail for requests submitted at least
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one hundred twenty (120) days in advance. ETA requests submitted less than one
hundred twenty (120) days in advance shall be granted in order of request.

ETA requests for up to two (2) SWS must be submitted at least seven (7) calendar days
in advance. ETA requests for up to five (5) SWS must be submitted at least fourteen
(14) calendar days in advance, and the Employer shall provide a response within three
(3) business days. ETA requests for more than five (5) SWS must submitted at least
thirty (30) calendar days in advance, and the Employer shall provide a response within
five (5) business days. Any request for more than ten (10) SWS must be approved by
the Program Director in addition to the Supervisor. ETA requests of up to one (1) full
SWS or up to one (1) regularly scheduled shift may be granted by the Employer, in its
sole discretion, in the absence of seven (7) calendar days advance notice. However,
notwithstanding the foregoing, employees seeking to use ETA for one (1) regularly
scheduled shift that exceeds two (2) SWSs must submit a request at least seven (7)
calendar days in advance. Requests for ETA shall not be unreasonably denied. In the
event of any arbitration regarding the application of the previous sentence, the losing
party shall bear all costs associated with the arbitration.

In no event may an employee request ETA more than one hundred fifty (150) calendar
days in advance.

Section 9: If the employer has reason to doubt the legitimacy of an employee's claim of
illness or unforeseen emergency, the Employer may require the employee to provide
appropriate documentation, including medical documentation, to the extent allowable
by applicable law. Failure to comply with the notification/documentation requirements
may result in the denial of leave and/or disciplinary action.

Section 10: If an employee is scheduled to work on New Year's Day, Memorial Day,
Independence Day, Thanksgiving Day, Christmas Day or New Year's Eve, an
employee may not request more than two of the aforementioned holidays off in a
calendar year unless the employer determines that the absence can be
accommodated.

Section 11: In the event an employee has been denied a request for ETA, the
requesting employee may still take ETA for the time requested, provided the employee
is able to find coverage for the requested shift on a non-overtime basis. For purposes of
this section only, "non-overtime basis" shall mean if the shift will result in more than forty
(40) total work hours in the week for the covering employee, then a majority of the
covered shift must consist of non-overtime hours.

Section 12: In the event an employee utilizes ETA pursuant to Section 8 of this Article
and subsequently, in the same work week, is required by the employer to work
unscheduled hours, the employee shall have the option of canceling the previously
scheduled ETA in the same amount as unscheduled hours the employee was required
to work. If the employee elects this option, the employee shall not be paid for the ETA,
and the ETA shall not be deducted from the employee's ETA bank. An employee who
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wishes to cancel ETA pursuant to this Section must notify his/her supervisor
immediately upon being informed that he/she will be required to work unscheduled
hours. The failure to notify the supervisor immediately shall result in the waiver of this
option.

Article 37: HEALTH AND DENTAL INSURANCE

Section 1: Eligibility: All full-time and part-time employees who are scheduled to work
twenty (20) hours per week or more will be eligible for health and dental insurance
benefits provided by the employer.

Section 2: Cost Sharing: The cost of health insurance premiums shall be shared by the
Employer and eligible employees, as outlined in this section. The Employer, at its option,
may offer alternative health insurance plans.

In each year of this Agreement, the Employer shall fund an amount equal to a
percentage of the lowest cost health insurance plan it offers, according to the following
schedule:

Scheduled |\ yividual Plan | Family Plan | EMPloyee Plus
hours per week One
3;]5(;“‘:3 87.45% 65.00% 65.00%
?;1%;?;‘ 83.39% 58.63% 58.63%
Zhiﬁsg 79.95% 52.77% 52.77%
Zh%ﬁ: 76.01% 46.32% 46.32%

The designated lowest-cost plan in subsequent years of the collective bargaining
agreement shall be HPI HMO, or a plan offering substantially similar levels of coverage.

Employees shall be responsible for the remainder of the cost of medical insurance,
regardless of the medical insurance plans they select. In the event medical insurance
plan premiums increase, the Employer shall continue to fund an amount equal to the
percentage of the cost of the low-cost plan designated in this Article. The parties agree
that the Employer has the right to modify and/or eliminate health insurance plans.

Section 3: Employer subsidies: The Employer shall continue to subsidize seventy-
five percent (75%) of the deductibles for the lowest cost health insurance plan it offers
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(HPI HMO or a plan offering substantially similar levels of coverage).

Section 4: Selection of Health Insurance Carrier: The employer aims to offer quality
health coverage at a cost that is affordable for employees and for the agency. As open
enrollment approaches, a stafffmanagement committee, to which the Union may appoint
two members, will convene before the plan renewal date to review insurance options
and make recommendations to the Employer before a decision is made by the
Employer of which plan(s) to offer.

Section 5: Dental Insurance: The employer shall offer dental insurance on a voluntary
basis at the employee's expense as long as such coverage is reasonably available to
offer.

Section 6: Domestic Partners: The domestic partners of employees shall be eligible to
participate in the employer's health and dental plans as long as such coverage is
reasonably available, and employees requesting such coverage have provided the
Affidavit of Domestic Partnership.

Section 7: Any issue concerning the provision of health and/or dental insurance that
that is not specifically addressed in this Agreement shall be governed by the terms of
the plan documents and shall not be grievable or arbitrable under the provisions of
Article 6, Grievance and Arbitration.

Article 38: WAGES

Section 1:
Wage scales are set forth in Appendix A.

Effective the first full payroll period following July 1, 2025, existing employees shall be
placed on the wage scale that the step that reflects the employee's full years of service
at Latham Centers. Existing employees as of the date of ratification (other than per
diem RNs and LPNs) who receive less than a two percent (2.0%), shall also receive a
bonus equal to the difference between their percentage increase and two percent
(2.0%) * their FY25 wage rate * current FTE status (annualized). Existing per diem RNs
and LPNs as of the date of ratification shall receive a bonus equal to two percent (2.0%)
* their FY25 wage rate * actual hours worked in FY25 up to a maximum of two
thousand eighty (2080) hours. Bonuses shall be paid within thirty (30) days following
ratification.

The Employer shall pay a one-time longevity bonus, payable within thirty (30) days
following ratification, as follows:

For employees employed as of date of ratification with at least ten (10) years of
continuous employment but less than twenty (20) years of continuous
employment as of date of ratification: Two hundred fifty dollars ($250.00)

. For employees employed as of date of ratification with at least twenty (20) years
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of continuous employment as of date of ratification: Five hundred dollars
($500.00)

Effective the first full pay period following July 1, 2026:

«  Existing employees (other than per diem RNs and LPNs) shall progress one (1)
step on the wage scale for the contract year beginning July 1, 2026.EXxisting per
diem RNs and LPNs as of the date of ratification shall receive a bonus equal to
two percent (2.0%) * their wage rate * actual hours worked in FY26 up to a
maximum of two thousand eighty (2080) hours. Bonuses shall be paid by July 31,
2026.

Effective the first full pay period following July 1, 2027:
»  Existing employees (other than per diem RNs and LPNs) shall progress one (1)
step on the wage scale for the contract year beginning July 1, 2027.

+ Existing per diem RNs and LPNs as of the date of ratification shall receive a
bonus equal to two percent (2.0%) * their wage rate * actual hours worked in
FY27 up to a maximum of two thousand eighty (2080) hours. Bonuses shall be
paid by July 31, 2027.

For any new employee hired following ratification, the Employer shall determine the
step at which the employee shall begin on the wage scale based on the employee's
relevant prior experience, as determined by the Employer, up to a maximum of Step 10.
In the event an employee is hired within the six (6) month period immediately preceding
July 1, 2026, or July 1, 2027, the employee shall not be eligible for step movement
scheduled for the first pay period following July 1, 2026, or July 1, 2027, whichever is
applicable.

In the event a Clinician attains a Master's degree or Independent Licensure (BCBA,
LMHC, LiCSW) the Clinician will move to Masters or Independent Licensure wage
scale set forth in Appendix A, at the same step.

In the event the Commonwealth makes available additional funds specifically
designated for wages and/or benefits of bargaining unit employees, the Employer shall
notify the Union and, upon request, bargain over the utilization of such funds, provided
the Parties agree that provisions of Article 33 No Strike/No Lockout shall remain in
effect.

Section 2: Per Diem RNs and Per Diem LPNs shall not be entitled to benefits, except as
required by law.

Section 3: Staff will receive a three dollars ($3.00) per hour differential for the hours
they serve as Supervisor Designee as requested by the Employer. The Nurse
Supervisor Designee will receive a five dollars ($5.00) per hour differential for the hours
served as requested by the Employer.

Section 4: Staff whose position is not Awake Overnight will receive a two dollars ($2.00)
per hour differential for scheduled awake hours on an overnight shift.

31



Section 5: Staff who involuntarily move permanently to a lower paid job will continue to
receive their higher pay rate but will receive no pay raises until subsequent bargaining
unit raises added to the lower wage rate exceed the Employee's wage rate.

Section 6: An employee who during his or her regular shift, at the request of his or her
supervisor, for more than seven (7) hours, assumes all the responsibilities of a higher-
paying bargaining unit job will receive, for the hours they are filing in, a pay rate no less
than the same percentage above the start rate of the job in which they are filling in as
the employee's pay rate is above the start rate in the employee's regular job. The
foregoing shall not apply to work as a substitute. Notwithstanding the first sentence of
this Section, in the event a SPED Aide assumes the responsibilities of a teacher (any
level) for at least seven (7) hours of a day, the SPED Aide will receive, for that day, a
pay rate no less than the same percentage above the start rate of the Teacher position
(calculated at an hourly rate) as the employee's pay rate is above the start rate of the
SPED Aide position.

Section 7: An Employee who receives a promotion (move to a classification with a start
pay higher than the start pay of the employee's current classification) shall earn no less
than the step that is at least the same percentage differential that the employee was
above the start rate of his/her prior position. (For example, if the employee wage rate in
his/her prior position was five percent (5%) above the start rate, he/she shall earn no
less than the step that is at least five percent (5%) above the start rate in the position to
which the employee was promoted).

Section 8: An Employee who voluntarily terminates his or her employment and is
rehired by the Employer in his or her same classification within one year of the date of
termination shall receive the same pay as he or she was receiving as of the date of the
termination.

Section 9: All Teachers must be or be consistently working towards their respective
certifications.

Section 10: If an employee voluntarily assumes a position in a lower classification, the
employee's wage rate in the lower position shall be the step that is at least the same
percentage above the applicable base rate that the employee received in his/her former
higher classification.

Section 11: Employees shall receive a minimum weekend differential in the amount of
three dollars ($3.00) per hour for all hours actually worked between the hours of 7:00
a.m. on Saturday through 6:59 a.m. on Monday.

Article 39: SHORT-TERM DISABILITY

The employer shall offer group policy of Short-Term Disability Insurance on a
voluntary basis at the employee's expense. As of the date of this agreement, the
Employer has a policy with Fort Dearborn Life (the "STD Policy"). The STD Policy
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renewal date is July 1. The terms and conditions of the STD Policy are as set forth
therein and are governed solely by the insurance plan documents. By way of general
description, the STD Policy provides income replacement from the first (1%t) day of an
accident or the eighth (8™") day of an iliness. Employees may select a weekly benefit
amount of up to seventy percent (70%) of their regular base pay. The benefit lasts up to
thirteen (13) weeks. The premium amount varies according to benefit amount and age.
Participation is available to full or regular part-time employees who work twenty (20) or
more hours per week. Employees are eligible on the first (1%) day of the third (37)
month of employment or July 1. Any issue concerning the short-term disability
insurance plan that is not specifically addressed in this Agreement shall be governed by
the terms of the plan documents and shall not be grievable or arbitrable under the
provisions of Article 6, Grievance and Arbitration.

Article 40: LONG-TERM DISABILITY, LIFE INSURANCE

Section 1: The employer shall offer a group policy of Long-Term Disability insurance
fully paid by the employer. As of the date of this agreement, the Employer has a policy
with Symetra ("LTD Policy"). The LTD Policy renewal date is January 1. The terms and
conditions of the LTD Policy are as set forth therein. By way of general description, the
LTD Policy allows employees to apply for sixty percent (60%) of basic monthly earnings
(up to five thousand dollars ($5,000.00)) after three (3) months of disability.

Section 2: The employer shall offer a group policy of life insurance fully paid by the
employer. As of the date of this agreement the Employer has a policy with the Symetra
("Life Policy"). The Life Policy renewal date is January 1. The terms and conditions of
the Life Policy are as set forth therein. By way of general description, the Life Policy
provides Life Insurance of then thousand dollars ($10,000.00) and Accidental Death
and Dismemberment Insurance up to ten thousand dollars ($10,000.00).

Section 3: Eligibility under the LTD Policy and Life Policy is as stated therein. Under
the current policies, participation is available to full or part-time employees who work
twenty (20) or more hours per week in a regular position. Eligibility is on the first day of
the third month of employment, or July 1 (Open Enrollment). Any issue concerning the
long-term disability and/or life insurance plan that is not specifically addressed in this
Agreement shall be governed by the terms of the plan documents and shall not be
grievable or arbitrable under the provisions of Article 6, Grievance and Arbitration.

Article 41: RETIREMENT PLAN

The employer shall offer a 403(b)-retirement plan on the same basis as it is available to
non-bargaining unit employees. Participation shall be voluntary. Employees may
participate through salary contributions of at least one percent (1%) of base salary per
pay period. All issues concerning the 403(b)-retirement plan shall be governed by the
terms of the plan documents and shall not be grievable under the provisions of Article 6,
Grievance and Arbitration.
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Article 42: BENEFITS FOR PART-TIME EMPLOYEES AND
OVERNIGHT STAFF

All regular part time Employees with a regular schedule of twenty (20) hours or more
per week are eligible for the Employer's benefit package. Benefits are pro-rated based
on the employees’ standard hours per week. Asleep overnight staff shall accrue
benefits at the same rate as other staff, effective April 1, 2003.

Article 43: EFFECT OF AGREEMENT

No amendment to this Agreement shall bind the parties hereto unless in writing signed
by the parties hereto.

The parties further agree that only matters that are expressly and specifically limited or
restricted by a provision of this Agreement shall be subject to the grievance/arbitration
provisions of this agreement.

Article 44: COMPLETE AGREEMENT

Section 1: The Employer and the Union acknowledge that during the negotiations
which resulted in this Agreement, each had the unlimited right and opportunity to make
demands and proposals with respect to any subject or matter not removed by law from
the area of collective bargaining, and that the understandings and agreements arrived
at by the parties after the exercise of that right and opportunity are set forth in this
Agreement.

Section 2: The Employer shall not be deemed to have agreed to any term or condition
of employment not specifically set forth in this Agreement, including, but not limited to
any past practices.

Article 45: COMMITTEE ON POLITICAL EDUCATION

Section 1: The Employer agrees to deduct any voluntary COPE contribution from the
biweekly earnings on an employee who has voluntarily authorized the making of such
deduction in writing on a form acceptable to the Employer. Such deduction shall be in
the amount designated by the employee and shall be made in accordance with the
terms of the authorization. The Employer will transmit the deducted amounts to the
Union at the time the Employer transmits union dues/agency service fee in accordance
with Article 7 "Union Membership". In addition to the deducted amounts, the Employer
shall transmit to the Union the following information for each employee for whom
deductions are made: (a) name and (b) amount deducted.

Section 2: An employee may revoke a written authorization for deduction at any time.

Section 3: The Employer shall be relieved from making deductions pursuant to this
Article for an employee upon any of the following:
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a) termination of employment

(

(b) transfer to a job outside the bargaining unit

(c) layoff from work

(d) an unpaid leave of absence

(e) revocation of the deduction authorization with its terms

The Employer will resume the COPE deduction if a laid-off employee is recalled or a
terminated employee is rehired, provided the employee executes and submits to the
Employer a new authorization for deduction.

Section 4: The Employer assumes no obligation, financial or otherwise, as a result of
complying with the terms of this Article and the Union agrees that it will indemnify and
hold the Employer harmless from any claim, action, omission or proceeding by any
employee from deductions made by the Employer under this Article. Once the funds
are transmitted to the Union, their disposition thereafter shall be the sole and exclusive
obligation and responsibility of the Union.

Section 5: The Employer shall not be obliged to make COPE deductions from any
employee who, during the dues pay period involved, shall have failed to receive
sufficient net wages (i.e. gross wages, less taxes, applicable state and federal
withholdings, garnishments, and other deductions authorized by the employee and/or
law) to equal the COPE deduction.

Article 46: MEDICATION ADMINISTRATION

Med-Trained Staff: Med-trained staff assigned to one off-campus building shall not be
required to travel to another off-campus building during the same shift to disburse
medications, except in emergency situations as determined by the Employer.

Article 47: MEDICATION TRAINING IN CHILDREN'S PROGRAM

All staff working in off-campus homes in the Children's Program must be med-trained.
The Employer shall not require any staff member in an off-campus home in the
Children's Program to administer medications if no other staff member is present at that
location at the time the medications are to be administered. The previous sentence
shall not apply to medications administered on an as needed basis.

Article 48: OVERNIGHT DIRECT CARE STAFF

Section 1: Overnight direct care staff who work from 8:30 p.m. to 8:30 a.m. shall not
be required to accompany residents on community outings during such shifts.

Section 2: An employee working an awake overnight shift on campus shall not be
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required to transport students during the morning of the awake overnight shift unless
the Employer reasonably determines no other staff is available. This provision shall not
apply to awake overnight staff, regardless of location, who is regularly designated to
transport students during the morning of an awake overnight shift, or any staff who is
covering for awake overnight staff who is regularly designated to transport students
during the morning of an awake overnight shift.

Article 49: TUITION REIMBURSEMENT

Section 1: Employees who have successfully completed the probationary period and
have been employed by the Employer for one (1) year or more shall be eligible for
tuition reimbursement in accordance with the terms of this Article upon completion of
approved work related to undergraduate or graduate degree courses taken on their
own time. To qualify for assistance, an employee must be employed in a regular (not
substitute/per diem) position at the completion of the course.

Section 2: One hundred percent (100%) of all tuition and fees will be refunded to the
employee (excluding late fees and books) for approved work-related undergraduate or
graduate courses at accredited, nonprofit organizations and institutions, or continuing
education courses for an employee to maintain licensure or certification required for the
employee's position, up to a maximum of two thousand dollars ($2,000.00) for eligible
employees during each fiscal year (July through June). The tuition reimbursement
benefit shall be pro-rated for part-time employees (less than thirty-five (35) hours per
week). To be eligible for tuition reimbursement pursuant to this Article, an employee
must achieve a grade of "C" or better in a reimbursable undergraduate course and a
grade of "B" or better in a reimbursable graduate course.

Section 3: The Employer's annual tuition reimbursement shall not exceed ten
thousand dollars ($10,000.00) per fiscal year, provided if the entire ten thousand dollars
($10,000.00) is not used in any fiscal year, the difference between the total amount
used and ten thousand dollars ($10,000.00) shall be added to the total annual tuition
reimbursement available in the following fiscal year. Notwithstanding the foregoing, the
Employer's annual tuition reimbursement shall not exceed fifteen thousand dollars
($15,000.00) in any fiscal year.

Section 4: In order to be eligible for educational assistance under this Article, the
employee must receive prior approval to take the work-related course in a manner
prescribed by the Employer.

Section 5: Audit courses, or graduate/undergraduate courses taken at profit-making
institutions shall not be reimbursable under this Article. Job-related seminars and
courses required for license renewal shall also not be reimbursable under this Article.
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Article 50: ATTENDANCE
Section 1: Scheduling Obligations:

All employees are expected to work all of their scheduled shifts. All employees are
expected to begin work at the scheduled start of the shift and are expected to work the
entire shift.

Section 2: Definitions: For the purposes of this Article, the following definitions shall
apply:

(@) Absence -
1. The failure to report for a scheduled shift
a) Without at least thirty-six (36) hours of notice prior to the start
of the shift if ETA is being used; or
b) Without using ETA, regardless of the amount of notice given.
2. The failure to attend a mandatory staff meeting without at least

twenty-four (24) hours of notice prior to the start of the meeting,
unless the Employee is otherwise scheduled to work.

(b) Notice - Personally notifying a supervisor of an absence by telephone.
Leaving a voicemail is not considered sufficient notice.

Section 3: Progressive Discipline:

An employee's failure to meet his/her scheduling obligations shall be addressed
through progressive discipline. Discipline shall be administered as follows:

(@) Two (2) absences in a rolling twelve (12) month period: Written Warning

(b) Four (4) absences in a rolling twelve (12) month period:  Final Written Warning

(c) Six (6) absences in a rolling twelve (12) month period: Discharge

Section 4: Reward for Good Attendance:

If an employee does not have any absences for six (6) consecutive full months (first
day of month through last day of month), one (1) absence shall be deducted from the
employee's absence total, which shall be the earliest absence incurred during the prior
twelve (12) months.

If an employee does not have any absences for six (6) consecutive full months (first
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day of month through last day of month), the employee may cash out up to five (5)
accrued but unused SWS of ETA, provided the employee makes the request to cash
out ETA within one (1) month after becoming eligible (i.e. within one (1) month after the
conclusion of the six (6) month period with no absences). The Employer shall pay out
the requested ETA, assuming the employee has sufficient accrued but unused ETA
available, as soon as practicable thereafter. For purposes of this paragraph only,
absences incurred as a result of COVID between the date of ratification of this 2020-
2022 collective bargaining agreement and June 30, 2021, shall be excluded.

Section 5: Consecutive Day Absences:

A consecutive day absence for the same reason shall be considered a single absence
pursuant to this Article the first time it occurs during a rolling twelve (12) month period.
Thereafter, each individual day of absence shall be considered an absence pursuant to
this Article.

Section 6: Excluded Absences:

Any absence for the following reasons shall be excluded from the progressive discipline
system: FMLA, SNLA, Bereavement Leave, leave due to a work-related injury covered
by worker's compensation, any other leave covered by federal or state law, or absences
that fall under the first paragraph of Article 36, Section 11 (but not the second
paragraph).

Section 7: Tardiness and Leaving Early:

Tardiness and leaving early are not covered by this Article. However, nothing in this
Article shall prevent the Employer from addressing tardiness and/or leaving early
through disciplinary action where appropriate.

Article 51: FOOD SECURITY

The parties recognize that the maintenance of food security is critical to Latham's
mission and the health and safety of its residents/students. The parties further
recognize that Latham maintains a detailed Food Security policy. All employees must
understand and comply with all aspects of Latham's Food Security policy at all times.
Given the disastrous consequences that may occur, the parties agree that violations of
Latham's Food Security policy may result in disciplinary action, up to and including
termination of employment in the first instance.

Article 52: EFFECTIVE DATE AND DURATION

Except as otherwise provided herein, this Agreement shall become effective as of July
1, 2025, and continue in full force and effect through June 30, 2028.
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Article 53: NOTICE

Any notice which is required to be given pursuant to any provision of this contract shall
be directed as follows:

If to an Employee: to the Employee's last known home address
listed in the records of the Employer.

If to the Employer: President/Chief Executive Officer
Latham Centers, Inc.

259 Willow Street
Yarmouth Port, MA 02675

If to the Union: Service Employees International Union, Local 509

ath Floor
293 Boston Post Road West
Marlborough, MA 01752

Notices required to be given under Article 14 Section 3 shall be given by certified mail
or recognized overnight delivery service. All other notices may be given by first class
mail, or in the case of the Employer and any Employee, by hand delivery to the
employer's Executive Director's office or to an Employee at his or her place of
employment.

Article 54: VOLUNTARY SEPARATION

Any employee who voluntarily separates from a regularly scheduled position may, upon
request and at the sole discretion of the Employer, continue employment as a substitute
employee.
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AGREED AND ACCEPTED:

\W\/ FI-S.‘-I:_WCe E/_Pg)go/ygeg ternat nal

Latham Gehters, Inc. U_E;T L:;i
Kide. Tohnsan Trosdod ]
Seniwr Vvt Fregident
00901 yaadion | T B huas o
Date: Slfcpl'?,ﬂm Date: 3\3'*{13(,,
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APPENDIX A

DSP 1:1 Counselor Child Care Job Coach [Teacher Support Spec/  Substitute
Worker
First Full Pay Period Following Ratification of Contract
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$20.00 | $20.30 | $20.60 | $20.91 | $21.23 | $21.55 | $21.76 | $21.98 | $22.20 | $22.42 | $22.64 | $22.81 | $22.99 | $23.16 | $23.33| $23.51
16 17 18 19 20 21 22 23 24 25 26 27 28 29 30+
$23.68 | $23.86 $24.04 | $24.22 | $24.40 | $24.52 | $24.65 | $24.77 | $24.89 | $25.02 | $25.09 | $25.17 | $25.24 | $25.32 | $25.40
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$20.20 | $20.60 | $20.91 | $21.22 | $21.54 | $21.86 | $22.19 | $22.41 | $22.64 | $22.86 | $23.09 | $23.32 | $23.50 | $23.68 | $23.85| $24.03
16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31+
$24.21 | $24.39 | $24.58 | $24.76 | $24.95 | $25.13 | $25.26 | $25.39 | $25.51 | $25.64 | $25.77 | $25.85 | $25.92 | $26.00 | $26.08 | $26.16
First Full Pay Period Following 7/1/2027
0 1 2 3 5 6 7 8 9 10 11 12 13 14 15 16
$20.40) $20.81| $21.22| $21.54 | $21.86 | $22.19 | $22.52 | $22.86 | $23.09 | $23.32 | $23.55 | $23.79 | $24.02 | $24.20 | $24.39| $24.57 | $24.75
17 | 18 | 19 | 20 | 21 | 22 23 | 24 25 26 27 28 29 | 30 31 | 32¢
$24.94| $2513 $25.31 | $25.50 |$25.69  $25.89 | $26.02 | $26.15 | $26.28 | $26.41 | $26.54 | $26.62 | $26.70 | $26.78 | $26.86 | $26.94
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Case Manager

Social Services Case Aide

Awake Overnight

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$20.75| $21.06| $21.38| $21.70| $22.02| $22.35 | $22.58 | $22.80 | $23.03 | $23.26 | $23.49 | $23.67 | $23.85 | $24.03 | $24.21 | $24.39
16 17 18 19 20 21 22 23 24 25 26 27 28 29 30+
$24.57| $24.76| $24.94| $25.13| $25.32 | $25.51 | $25.70 | $25.89 | $26.08 | $26.28 | $26.36 | $26.44 | $26.52 | $26.60 | $26.68
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$20.96 | $21.37| $21.69| $22.02| $22.35 | $22.68 | $23.02 | $23.25 | $23.49 | $23.72 | $23.96 | $24.20 | $24.38 | $24.56 | $24.75 | $24.93
16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31+
$25.12 | $25.31| $25.50 | $25.69 | $25.88 | $26.08 | $26.27 | $26.47 | $26.67 | $26.87 | $27.07 | $27.15 | $27.23 | $27.31 | $27.40 @ $27.48
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
$21.17 | $21.59| $22.01| $22.34 | $22.68 | $23.02 | $23.36 | $23.71 |$23.95 | $24.19 | $24.43 | $24.68 | $24.92 | $25.11 | $25.30 | $25.49 $25.68
17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32+
$25.87 | $26.07| $26.26 | $26.46 | $26.66 | $26.86 | $27.06 |$27.26 | $27.47 | $27.67 | $27.88 | $27.96 | $28.05 | $28.13 | $28.22 | $28.30
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Behavior Specialist

Medical Assistant

Behavior Technician

Float DSP

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9 10
$21.75 | $22.08 $22.41 $22.74 $23.08 $23.43 $23.67 $23.90 $24.14 $24.38 $24.63

11 12 13 14 15 16 17 18 19 20
$24.81 $25.00 $25.18 $25.37 $25.56 $25.76 $25.95 $26.14 $25.34 $26.54

First Full Pay Period Following 7/1/2026

0 1 2 3 4 5 6 7 8 9 10
$21.97 $22.40 $22.74 $23.08 $23.43 $23.78 $24.13 $24.38 $24.62 $24.87 $25.11

11 12 13 14 15 16 17 18 19 20
$25.36 $25.56 $25.75 $25.94 $26.13 $26.33 $25.53 $26.73 $26.93 $27.13

First Full Pay Period 7/1/2027

0 1 2 3 4 5 6 7 8 9 10
$22.19 $22.63 $23.07 $23.42 $23.47 $24.13 $24.49 $24.86 $25.11 $25.36 $25.61

11 12 13 14 15 16 17 18 19 20
$25.87 $26.13 $26.32 $26.52 $26.72 $26.92 $27.12 $27.32 $27.53 $27.74
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Certified Nurses Assistant (CNA)

Registered Behavior Technician

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9 10
$24.00 | $24.24 $24.48 $24.73 $24.97 $25.22 $25.48 $25.73 $25.99 $26.25 $26.51
11 12 13 14 15 16 17 18 19 20
$26.71 $26.91 $27.11 $27.32 $27.52 $27.73 $27.93 $28.14 $28.36 $28.57
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10
$24.24 $24.72 $24.97 $25.22 $25.47 $25.72 $25.98 $26.24 $26.50 $26.77 $27.04
11 12 13 14 15 16 17 18 19 20
$27.31 $27.51 $27.72 $27.93 $28.13 $28.35 $28.56 $28.77 $28.99 $29.21
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10
$24.48 $24.97 $25.46 $25.72 $25.97 $26.23 $26.50 $26.76 $27.03 $27.30 $27.57
11 12 13 14 15 16 17 18 19 20
$27.85 $28.13 $28.34 $28.55 $28.76 $28.98 $29.20 $29.42 $29.64 $29.86
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Clinician — Bachelor’s Level (formerly Behavior Support Therapist)

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9 10
$56,500.00 | $57,347.50 | $58,207.71 | $59,080.83 | $59,967.04 | $60,866.55 | $61,779.54 | $62,706.24 | $63,646.83 | $64,601.53 | $65,570.56
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10
$57,065.00 | $58,195.00 | $59,067.93 | $59,953.94 | $60,853.25 | $61,766.05 | $62,692.54 | $63,632.93 | $64,587.42 | $65,556.24 | $66,539.58
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10
$57,635.65 | $58,776.95 | $59,940.85 | $60,839.96 | $61,752.56 | $62,678.85 | $63,619.03 | $64,573.32 | $65,541.92 | $66,525.05 | $67,522.92
Clinician — Master’s Level
First Full Pay Period Following Ratification of Contract
0 1 2 3 4 5 6 7 8 9 10
$58,500.00 | $59,377.50 | $60,268.16 | $61,172.18 | $62,089.77 | $63,021.11 | $63,966.43 | $64,925.93 | $65,899.82 | $66,888.31 | $67,891.64
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10
$59,085.00 | $60,255.00 | $61,158.83 | $62,076.21 | $63,007.35 | $63,952.46 | $64,911.75 | $65,885.42 | $66,873.71 | $67,876.81 | $68,894.96
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First Full Pay Period Following 7/1/2027

0 1 2 3 4 5 6 7 8 9 10
$59,675.85 | $60,857.55 | $62,062.65 | $62,993.59 | $63,938.49 | $64,897.57 | $65,871.03 | $66,859.10 | $67,861.99 | $68,879.92 | $69,913.12
Lead Clinician / Clinician — Independent Licensure (BCBA, LMHC, LiCSW)

First Full Pay Period Following Ratification of Contract
0 1 2 3 4 5 6 7 8 9 10
$65,000.00 | $65,975.00 | $66,964.63 | $67,969.09 | $68,988.63 | $70,023.46 | $71,073.81 | $72,139.92 | $73,222.02 | $74,320.35 | $75,435.15
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10
$65,650.00 | $66,950.00 | $67,954.25 | $68,973.56 | $70,008.17 | $71,058.29 | $72,124.16 | $73,206.03 | $74,304.12 | $75,418.68 | $76,549.96
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10
$66,306.50 | $67,619.50 | $68,958.50 | $69,992.88 | $71,042.77 | $72,108.41 | $73,190.04 | $74,287.89 | $75,402.21 | $76,533.24 | $77,681.24
Registered Nurse (RN)

First Full Pay Period Following Ratification of Contract
0 2 3 5 6 7 8 9 11 12 13 15
$48.00 | $48.48  $48.96 | $49.45 | $49.95 | $50.45 | $50.95| $51.46 | $51.98 | $52.50 | $53.02 | $53.55 | $54.09 | $54.63 | $55.17 | $55.73
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First Full Pay Period Following 7/1/2026

LPN Per Diem

0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$48.48 | $49.44 | $49.93 | $50.43 | $50.94 | $51.45 $51.96 | $52.48  $53.01| $53.54 | $54.07 | $54.61 | $55.16 | $55.71 | $56.27 | $56.83
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$48.97 | $49.93 | $50.92 | $51.43 | $51.95 | $52.47 | $52.99 @ $53.52 | $54.06 | $54.60 | $55.14 | $55.69 | $56.25 | $56.81 | $57.38  $57.96
RN Per Diem $54.76
Licensed Practical Nurse (LPN)
First Full Pay Period Following Ratification of Contract
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$40.00 | $40.40 | $40.80 | $41.21 | $41.62 | $42.04 | $42.46 | $42.89 |$43.31| $43.75 |$44.18 $44.63 | $45.07 | $4552 | $45.98 | $46.44
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$40.40 | $41.20 | $41.61 | $42.03 | $42.45 $42.87 | $43.30 | $43.73 |$44.17 | $44.61 | $45.06 | $45.51 $45.97 | $46.43 | $46.89 | $47.36
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
$40.80 | $41.61 | $42.44 | $42.86 | $43.29 | $43.72 | $44.16 | $44.60 |$45.05 | $4550 | $45.95 | $46.41 $46.88 | $47.34 | $47.82 | $48.30
$47.91
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Licensed Teacher

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9
$65,000.00 | $65.975.00 $66,964.63 $67,969.09 | $68,988.63 $70,023.46 | $71,073.81 | $72,139.92 | $73,222.02 | $74,320.35
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9
$65,650.00 | $66,950.00 $67,954.25 $68,973.56 | $70,008.17 $71,058.29 | $72,124.16 | $73,206.03 | $74,304.12 | $75418.68
First Full Pay Period Following 7 1/2027
0 1 2 3 4 5 6 7 8 9

$66,306.50 | $67,619.50 $68,958.50 $69,992.88 | $71,042.77 $72,108.41 $73,190.04 | $74,287.89 | $75,402.21 $76,533.24
Teacher on Waiver
First Full Pay Period Following Ratification of Contract
0 1 2 3+
$54,000.00 | $54,540.00 $55,085.40 $55,636.25
First Full Pay Period Following 7/1/2026
0 1 2 3 4+
$54,540.00 | $55,620.00 $56,176.20 $56,737.96 57.305.34
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5+
$55,085.40 | $56,176.20 $57,288.60 $57,861.49 | $58,440.10 $59,024.50
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Instructor (Performing Arts and Vocational)

First Full Pay Period Following Ratification of Contract

0 1 2 3 4 5 6 7 8 9
$48,000.00 | $48,720.00 $49,450.80 $50,192.56 | $50,945.45 $51,709.63 | $52,485.28 | $53,272.56 | $54,071.64 | $54,882.72
First Full Pay Period Following 7/1/2026
0 1 2 3 4 5 6 7 8 9
$48,480.00 | $49,440.00 $50,181.60 $50,934.32 | $51,698.34 $52,473.81 $53,260.92 | $54.059.83 | $54,870.73 | $55,693.79
First Full Pay Period Following 7/1/2027
0 1 2 3 4 5 6 7 8 9
$48,964.80 | $49,934.40 $50,923.20 $51,687.05 | $52,462.35 $53,249.29 | $54,048.03 | $54,858.75 | $55,681.63 | $56,516.85

4909-7071-2702, v. 4
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