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PREAMBLE

Recognizing the mutual benefits to be secured by harmony and cooperation in employer-
employee relations, the Juneau Alliance for Mental Health, Inc. (hereinafter referred to as
“JAMHI"), and the Alaska Public Employees Association/AFT representing the Juneau
Mental Health Professionals (hereinafter referred to as the “Association”) hereby establish
this agreement.

ARTICLE 1
DURATION

This agreement shall be effective on December 1, 2008, and shall remain in effect until
December 1, 2011. Either party may give notice of their intent to enter negotiations for a
successor agreement between July 1, 2011 and July 31, 2011.

ARTICLE 2
EMPLOYEES COVERED BY THIS AGREEMENT

2.1 This Agreement shall cover only those non-supervisory employees employed by
JAMHI in its Juneau, Alaska operations. Confidential employees, managerial employees,
guards and supervisors as defined in the National Labor Relations Act (‘NLRA”) (including
but not limited to the EDP System Administrator) are excluded from the coverage of this
Agreement.

2.2  This Agreement is applicable to regular full-time and part-time employees within
the defined bargaining unit.

ARTICLE 3
DEFINITIONS

3.1 Anniversary Date: The period of time inclusive of 365 consecutive calendar days
beginning with the date the employee is hired. The beginning date will be advanced by the
number of calendar days the employee is absent because of any leave of absence without
pay longer than thirty (30) days.

3.2 Employee: Any individual paid by Juneau Alliance for Mental Health, Inc. for
performing duties described in his/her job description and employment agreement/contract.
The categories are defined below:

A. Full-time Employee: An employee who works forty (40) hours per week.

B. Permanent Part-time Employee: An employee filling a position identified in the
budget and who works at least twenty (20) hours per week.

C. Temporary Employee: An employee who is not a relief employee, who is hired to
work for a limited period of time, not to exceed one hundred and eighty (180) daysina




twelve (12) month period. Temporary employees are not members of the bargaining
unit.

D. Permanent Employee: An employee who has satisfactorily completed the
probationary period in which he/she is working. The permanent employee may be full
or part-time.

E. Probationary Employee: New, rehired or transferred employees who have not
completed their probationary period. Employees who are in their initial probationary
period may be released from service without cause and have no right of appeal under
the terms of this contract.

F. Probationary Period: The probationary period shall be regarded as part of the hiring
process and shall be utilized for closely observing the employee’s work and adjustment
to the position. The new hire’s probationary period will be twelve (12) months. The
probationary period for transferred and promoted employees shall be six (6) months.

G. Relief Employee: An employee who is temporary and fills in the program when
permanent employees are on vacation, ill, etc. The relief employee is not entitled to
fringe benefits. Relief employees are not members of the bargaining unit.

3.3  Supervisor: A person appointed by the Administrator to have responsibility for
directing the work activities and personnel actions pertaining to specific staff.

3.4 Timesheet: The record of an employee’s hours of work. Each employee will submit
a completed time sheet at the end of each designated pay period to his/her
supervisor/coordinator.

3.5 Unexcused Absence: An absence that is not approved by the employee’s
Supervisor.

3.6 Personal Leave: Paid time off from work earned by permanent full time and
permanent part-time employees working at least 20 hours per week. Leave is accrued
based on full time (40 hours per week) employment.

ARTICLE 4
ASSOCIATION SECURITY AND RESPONSIBILITY

4.1  Condition of Employment: It shall be a condition of employment that within thirty
(30) days of hire, new employees shall become members of the Association and pay the
Association dues or agree to pay the Association an agency fee in an amount equal to the
portion of the Association dues assessed uniformly against all members in this bargaining
unit that are attributable to the negotiation and enforcement of collective bargaining
matters.

42 Non-Compliance: Upon the written demand of the Association, any bargaining unit




member who has been employed for more than thirty (30) days and who is not in
compliance with the provisions of Section 4.1 of this Article shall be terminated by JAMHI.
Termination shall become effective within twenty (20) working days after receipt of the
aforesaid demand to JAMHI by the Association.

4.3 Exception: Employees having bona fide religious convictions based on tenets or
teachings of a church or religious body of which an employee is a member shall not be
subject to the provisions of this Article.

4.4  Association Activities: JAMHI agrees that it shall not in any manner, directly or
indirectly, attempt to interfere between any of its employees and the Association. JAMHI
shall not in any manner restrain or attempt to restrain any employee within the bargaining
unit from belonging to the Association.

4.5 Dues Deduction: JAMHI agrees to deduct on a regular basis from the paycheck of
each employee who so authorizes, the regular monthly dues, assessments, and fees of the
Association. The amount so deducted as certified by the President, Secretary-Treasurer,
or Business Manager of the Association shall be transmitted monthly to the Association’s
designee on behalf of the employee. Deductions authorized shall be on a form mutually
agreeable to the parties and furnished by the Association to JAMHI. No other employee
organization shall be accorded payroll deduction privileges with regard to employees. Any
change in the rate of dues or fees will require at least thirty (30) days written notice to
JAMHI’s business manager.

4.6 Responsibility for Unit: The Association assumes all obligations and responsibilities
for this unit. The Association agrees that this Agreement is binding on each and every
member of the bargaining unit and that its members, individually or collectively, accept full
responsibility for carrying out all the provisions of this Agreement.

4.7 Indemnity and Hold Harmless: The Association agrees to indemnify, defend, and
save JAMHI harmless from any and all actions, claims, demands, or suits arising out of
JAMHI's activities undertaken pursuant to Article 4, Sections 4.1, 4.2, 4.3, and 4.5.

4.8 Employee Representatives:

A. The Association may have up to three (3) Employee Representatives, including the
Association President. The Association shall notify management in writing of the
names of the Employee Representatives.

B. Employees shall contribute two (2) hours of personal leave per year to a union
training leave bank. Such leave shall be assessed on January 1% of each calendar
year. If an employee does not have a leave balance on January 1%, the leave shall be
deducted as soon thereafter as possible. If notice to management is given by
December 1% of any calendar year, leave bank assessments may be increased,
reduced or waived by the Association President. Use of the union training leave bank
shall be limited to two (2) days per year for each union representative and shall be



granted in accordance with Article 8.3(B).

ARTICLE 5
MANAGEMENT OF OPERATIONS

It is recognized by the parties that JAMHI retains the right to:
A. Direct all employees.

B. Hire, promote, demote, assign, reassign, determine the duties of and retain
employees, and to discipline or discharge them.

C. Relieve employees from duty because of lack of work or other legitimate reasons.

D. Determine the method, number, and kinds of personnel required, temporarily and
permanently.

E. Determine and maintain position classifications or reclassifications based on duties,
responsibilities, and qualifications for each position.

F. Schedule operations, shifts, and all assignment of work.

G. Modify or alter the scope or nature of the services it provides or to discontinue its
operations.

The foregoing enumerated rights of JAMHI shall not be deemed to exclude other rights of
JAMHI not specifically set forth.

ARTICLE 6
GRIEVANCE PROCEDURE

6.1  General Provisions: A “Grievance” is defined as a claim by an employee that the
employee’s interests have suffered an alleged violation as a result of misinterpretation or
misapplication of the terms of this Agreement.

In instances where more than one employee is eligible to file a grievance based on the
same set of facts or substantially the same factual situation, JAMHI shall have the right to
consolidate the grievances. Alltestimony and evidence generated by the eligible grievants
shall then be presented in one hearing at each level. The resolution of the grievance shall
apply to all eligible signatories to the grievance.

A grievance must be initiated within twenty (20) work days after the grievant knew or
should have known of the act or condition upon which the grievance is based. Failure of
the grievant to comply with this or any other time limit specified herein shall operate as a
waiver of the grievance.



Neither JAMH! nor the Association shall take reprisals against anyone participating in or
using the grievance procedure.

The grievant shall have the right to be represented at all stages of the grievance procedure
by a representative of the Association.

A grievance shall state with particularity the facts upon which it is based and shall set forth
the specific remedy requested. Additional grievances and requested remedies may not be
added to a grievance after it has been submitted. Failure of the grievant to comply with this
provision shall operate as a waiver of the grievance.

6.2 Initiation and Processing Grievances:

Level 1 A grievance shall be initiated by the grievant submitting the grievance and all
supporting documentation to his/her immediate supervisor in writing using the forms
provided by JAMHI. The supervisor shall discuss the grievance with the grievant within
ten (10) work days of receipt of the grievance. Within ten (10) work days of the
discussion, the supervisor shall provide the grievant with a written disposition of the
grievance.

Level 2 If the disposition at Level 1 is not acceptable to the grievant, he/she may
submit the grievance to the Administrator within ten (10) work days of the issuance of
the disposition at Level 1. Within ten (10) work days of the Administrator’s receipt of
the grievance, the Administrator shall meet with the grievant to discuss the grievance.
Within then (10) work days after the meeting, the Administrator shall provide the
grievant with a written disposition of the grievance.

Level 3 If the disposition of the grievance at Level 2 is not acceptable to the grievant,
he/she may submit the grievance to the JAMH! Board of Directors (“Board”) by
submitting the specified grievance forms to the Administrator, addressed to the Board
President, within ten (10) work days after issuance of the Administrator’s disposition at
Level 2. The Board shall conduct a hearing of the grievance within thirty (30) work days
of receipt of the written request. The hearing provided for in this paragraph shall be
informal. The Board reserves the right to appoint a hearing officer to take testimony
and recommend a disposition of the grievance. Both the grievant and the
administration shall have the right to record the hearing, to call witnesses, and to cross
examine witnesses called by the other. The grievant shall be notified at least five (5)
work days prior to the hearing as to the time and place of the hearing. The Board shall
provide the grievant with a written disposition of the grievance within ten (10) work days
of the conclusion of the hearing.

Level 4 If the response required at Level 3 does not settle the grievance, and the
grieving party alleges a violation of this Agreement, the grieving party may request a
Grievance Resolution Panel to review the grievance and provide a settlement. A
request for review by a Grievance Resolution Panel shall be filed not later than ten days
from receiving the response provided in Level 3; or, if no response was provided at



Level 3, not later than twenty (20) days from the date the written grievance was filed.

6.3 The Grievance Resolution Panel: The Grievance Resolution Panel shall hear the
dispute within ten (10) days of the selection of the third panel member. The Panel shall
tender its decision within twenty (20) days of hearing the dispute. The Grievance
Resolution Panel shall consist of three (3) members. One member shall be appointed by
JAMHI, one member shall be appointed by the Association, and the two members so
appointed shall within five (5) days select a third member who shall chair the Panel.

A. In those instances that the first two members cannot agree on a third member
within five days, the appointments of the first two members shall terminate. JAMHI
and the Association shall inmediately select two more members under this process.
Neither of the first two members shall be eligible for reappointment to hear the
same dispute.

B. The Grievance Resolution Panel does not have authority to add to, subtract
from, modify, change, or alter any of the provisions of this Agreement. The Panel
shall decide the dispute and render its award by majority vote. The Panel's decision
shall be final and binding on the parties.

C. The Grievance Resolution Panel shall determine its own procedures for the
adjudication of grievances presented under this Agreement.

6.4 Employee Release for Hearings: To the extent reasonably possible, all grievance
hearings shall be conducted outside the normal work day. Should it become necessary to
conduct a hearing during the work day, the Grievant shall be released from work for the
period of time necessary to attend the hearing without loss of pay. When itis necessary at
any level for a representative designated by the Association to attend a grievance hearing
during the work day, the Administrator shall be notified at least three (3) work days prior to
the hearing. Upon timely notification, the representative shall be released without loss of
pay for the period during which the representative’s attendance is required at the hearing.

ARTICLE 7
COMPENSATION

71 Wages:

A. Wages shall be paid in accordance with the applicable attached Pay Table, as
specified in 7.1.B, Pay Table & Salary Increases, below:

B. Pay Table and Salary Increases:

1. Existing Step H1 shall be renamed "Longevity" as represented on Appendix A;
employees who reach longevity will thereafter be eligible for annual merit increases
at the rate of 1.5% as long as they remain employed by JAMHI.



2. Effective December 1, 2008, the Bargaining Unit Pay Table will be adjusted to
include a five percent (6%) overall increase as represented on attached Appendix A.

3. Effective December 1, 2009, the Bargaining Unit Pay Table (Appendix A) will be
adjusted to include a three percent (3%) overall increase, as represented in
attached Appendix B.

4. Effective December 1, 2010, the Bargaining Unit Pay Table (Appendix B) will be
adjusted to include a three percent (3%) overall increase, as represented in
attached Appendix C.

C. Merit Increases: An employee’s merit anniversary date shall be the month and day
he or she began work in a new position. An employee shall become eligible for a merit
increase on his or her merit anniversary date. Employees will be eligible for merit steps
on an annual basis.

D. Eligibility for a Merit Increase: Eligibility for a merit increase will be determined by
the employee’s performance in his or her position. Absent specific action by
management, an employee is assumed eligible for a merit increase on his or her
anniversary date and such increase shall not be withheld because the employee has
not received his or her performance evaluation.

E. Denial of a Merit Increase: Denial of a merit increase must be documented in an
employee’s performance evaluation. Denial of a merit increase will be subject to the
grievance procedure contained in Atrticle 6.

F. Advanced Step Placement: If a new hire is made at an advanced step placement, a
non-probationary employee who has received satisfactory evaluations and whose
qualifications and experience, as determined by the Administrator, are equal to or
greater than the qualifications and experience of a new hire in the same job
classification, the existing employee may file a grievance asserting that he/she should
be advanced to the same step as the new hire. If the grievance is successful, the
Administrator shall either reduce the placement of the new employee or advance the
existing employee to the same step as the new hire.

7.2 Overtime:

A. These overtime provisions shall apply to all employees who are not exempt from the
overtime wage and hour laws.

B. In scheduling work hours, the parties agree to a flexible work hour plan under which
employees may be scheduled to work for ten (10) hours per day provided that they do
not work for more than forty hours in a week. For employees assigned to the flexible
work hour plan, compensation for overtime at the rate of one and one-half times the
regular rate of pay shall be paid for all hours worked in excess of ten (10) hours per
day.



C. The necessity and assignment of overtime hours shall be determined by the needs
of JAMHI programs and clients. The distribution and assignment of overtime work shall
be left to the discretion of JAMHI supervisors.

7.3 Compensatory Time: An overtime exempt employee may accrue compensatory
time at the rate of one hour for each hour of overtime worked. The use of compensatory
time shall be by mutual agreement of the employee and his or her supervisor.
Compensatory time accrued but not used upon separation from service shall be paid at the
employee’s normal rate of pay.

7.4 Holidays:

A. Holiday Pay: The Juneau Alliance for Mental Health, Inc. recognizes the value of
holidays in providing respite from the weekly routine of employment. Accordingly, for
each holiday observance each permanent full-time employee will be granted a full day
off with pay - either on the day of holiday observance or as close thereto as may be
practically scheduled.

Part-time employees will be granted a portion of a full day off with pay prorated
according to average hours worked per day.

If an employee is in full leave without pay status on the last work day before or the first
work day following a holiday, the employee is considered to be on leave without pay for
the holiday.

When an employee is in full pay status on the last work day immediately preceding the
holiday and the first work day immediately following the holiday, the holiday shall be
credited for pay purposes.

Holiday time (80 hours or 10 days per calendar year) is added to the leave balances of
Residential Counselors as holidays occur to minimize scheduling difficulties for staff.
Residential Counselors may then use this additional leave time to take actual holidays
off, if convenient, or to take another day off as soon as the leave can be reasonably
scheduled. Due to increased leave balance for Residential Counselors, they are now
required to take 160 hours of leave each year, as opposed to the 80 hours required of
other staff, to ensure that the additional hours are used each year and to ensure that
staff continues to have sufficient time off from the job to maintain good self care.

B. Recognized Holidays: The agency recognizes the following holidays:

New Year's Day Independence Day
President’s Day Labor Day
Seward’s Day Alaska Day
Employee Birthday Thanksgiving Day
Memorial Day Christmas Day



C. Holiday Observance: If a holiday occurs on a Saturday, it will be observed on the
preceding Friday. If a holiday occurs on a Sunday, it will be observed the following
Monday.

7.5 Salary Administration: Salaries will be paid on a bi-weekly basis.

7.6  Job Descriptions: Subject to Article 5, all Juneau Alliance for Mental Health, Inc.
positions will have written job descriptions. Job descriptions will be reviewed annually with
the employee for updating purposes.

7.7 Outside Activities and Compensation: To avoid actual or appearance of conflict of
interest, any employee who engages in any activity in any field directly related to JAMHI
work must have prior approval from the Administrator. This includes consultation speaker,
conference patrticipation and related work by the Juneau Alliance for the Mental Health,
Inc. staff members on their own time. No employee may represent herself or himself as a
spokesperson for Juneau Alliance for Mental Health, Inc. without prior approval of the
Administrator.

7.8  Productivity Evaluation Committee The parties agree to jointly participate in a
productivity evaluation committee (PEC). The PEC shall meet at least quarterly and shall
consist of six (6) members, three (3) from management, and three (3) from the union. By
agreement of the parties, membership and meetings may coincide with the membership
and meeting times for the health benefits evaluation committee established in Article 9.4.

The PEC will study the potential for increasing JAMHI staff productivity, its potential impact
on JAMHI revenues, and fair criteria for allocating new revenues generated by productivity
increases between staff compensation and other program needs. The PEC may consider
the experience of other programs, baseline information for judging productivity of JAMHI
employees, criteria for measurement of productivity increases, criteria for allocation of new
revenues generated by productivity increases between staff compensation and other
program needs, and such other relevant information as the committee may determine to be
pertinent to its charge.

The PEC shall report its findings and recommendations to the parties. Within sixty (60)
days of receiving the same, either party may reopen Article 7 of this agreement for the sole
purpose of further negotiations on compensation in light of the PEC’s findings and
recommendations.

ARTICLE 8
LEAVES OF ABSENCE

8.1 Personal Leave Accrual: Leave shall be referred to as “personal leave.” All
permanent full-time employees accrue leave from the date of employment, but leave does
not vest until the completion of one (1) month of service from the date of employment.
Employees shall accrue annual leave at the following rate:




1%2™ year 2.00 days per full month worked
3"/4" year 2.25 days per full month worked
5™ year and after 2.55 days per full month worked

Part-time employees will accrue personal leave prorated according to hours worked.

If an employee is denied the use of personal leave, having followed the procedures
outlined in this article, during the calendar year, and denial forces the employee above the
400 hour threshold on December 31st, the employer may not deduct the amount of denied
leave from the employee's personal leave account.

On December 31% of any given calendar year, employees who have in excess of 400 hours
of personal leave shall have any leave over and above 400 hours deducted from their
personal leave account and placed in a medical leave account. Access to this account is
governed by the rules established in Article 8.2.

If an employee separates from service, the Juneau Alliance for Mental Health, Inc. will only
pay out personal leave up to 400 hours.

8.2 Medical Leave Bank: If an individual employee has leave deducted from his or
her personal leave account under the provisions outlined in Article 8.1, the excess leave
shall be used to establish an individual medical leave bank account.

A. An employee must exhaust all of his or her personal leave and any donated leave
prior to having access to the medical leave bank.

B. Use of banked medical leave must be for an employee’s own serious health
condition, the serious health condition of a family member as defined in Article 8.5, or
an absence due to the birth or adoption of a child or the placement of a foster child.

C. The medical leave account balance may not be cashed out upon separation from
service.

8.3 Personal Leave Use:

A. Personal leave may not be taken by an employee during the first month of
employment unless authorized by the employee’s immediate supervisor. In order to
avoid employee “burn out” each employee must take ten (10) days of personal leave in
each calendar year following the year of initial employment or forfeit same. If the
employee does not take at least ten (10) days of personal leave during any given
calendar year, the difference between the ten (10) days and any leave taken during that
calendar year shall be deducted from the employee’s accrued leave. However, should
the employee be denied the opportunity to take personal leave, having followed the
procedures required by this article, during the calendar year, the amount of leave
denied the employee shall not be deducted from his or her accrued leave. Upon

10



mutual agreement, the ten (10) days of leave may be scheduled rather than deducted
from the employee’s accrued leave. Minimum personal leave usage must be
scheduled by October 1 of each calendar year.

B. Accrued personal leave may be used for vacation or iliness. Leave other than that
used for illness must be requested at least three weeks in advance, in writing, and
approved by the Administrator. Leave for one or two days may be requested at any
time. With the exception of those employees in their first year of service, vacation
requests may not be approved if the vacation will deplete the employee’s leave balance
below five (5) days.

C. For iliness, leave may also be used for medical or dental appointments for the
employee and members of his/her immediate family. An employee will contact his/her
supervisor at the earliest possible time to inform him/her of ill health. If leave for illness
exceeds three (3) consecutive days, the Administrator may require a note from the
physician.

D. The Juneau Alliance for Mental Health, Inc. recognizes burn-out as a reality, and as
a high probability for all full-time permanent staff. If it appears to the Administrator that
a staff person is not taking adequate leave or if the staff person appears to be
exhibiting symptoms of burn-out, the Administrator may request that staff person to
take adequate leave.

E. Approval of Supervisor: Leave over two (2) weeks in duration must be requested at
least forty-five (45) days in advance (unless waived by the Administrator) and must be
approved by the employee’s supervisor and the Administrator. To the maximum extent
possible consistent with JAMHI operational needs, such requests shall be honored.

8.4 Donated Leave:

A. Requests for donated leave will be considered under the following guidelines:

1. Major health crisis/fevent of recipient (or immediate family) due to iliness,
accident, or major family emergency.

2. Leave donations are not appropriate for situations involving a planned event.
B. The individual donating the leave (donor) must meet the following criteria:

1. The donor must have sufficient leave to take or has taken the required ten (10)
days of planned leave in the last year.

2. The donor must have at least forty (40) hours of leave remaining on the books
after the donation.

C. Other Requirements:
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1. The request to donate leave must be approved in advance by the Administrator.

2. The donated leave shall be transferred to a dollar value based on the donor's
hourly rate of pay before the transfer and conversion into available hours based on
the recipient’s hourly rate of pay.

3. The recipient may not earn leave while on donated leave.
4. The donated leave will have no cash in value to the recipient.

5. Donated leave is to be used consecutively and contiguously after the depletion of
the recipient’s leave.

6. If the donated leave exceeds the leave requirement of the employee’s health or
emergent episode, the remaining leave shall be returned to the donor(s) on a
prorated basis.

8.5 Bereavement Leave: If a death occurs among members of an employee's
immediate family, the employee will be excused from work and allowed to use up to five (5)
days of accrued personal leave or leave without pay to attend the funeral and make
arrangements. Additional days may be authorized under extenuating circumstances.
Immediate family, for the purpose of bereavement leave, shall mean husband, wife, child,
father, mother, sister, brother, father-in-law, mother-in-law, grandparents, grandchildren,
and stepchildren.

8.6  Emergency Leave: An employee may be granted leave for personal emergencies,
irrespective of the amount of annual leave accrued. Emergency leave taken in excess of
accrued leave shall be taken on leave without pay status. The type of leave drawn
depends upon the nature of the emergency.

8.7  Leave Without Pay: An employee is on leave without pay status when there is
insufficient accrued leave to cover their absence. An employee on leave without pay status
for longer than ten (10) working days is not eligible for benefits for the remainder of the
period of the absence. Health and insurance benefits for the employee may be continued
if the employee pays the premium due on that insurance. Employees do not accrue leave
during periods of leave without pay. Additionally, any period of leave without pay in excess
of ten (10) working days steps back an employee’s employment anniversary date a
corresponding amount.

All requests for leave of absence without pay must be in writing and approved by the
Administrator. The written request must be submitted one (1) month in advance of the
requested commencement date of the absence, except in cases of emergency. In
addition, approved leave requests must specify a date of return from the leave of absence.
If the employee does not return on the specified date, the employee’s employment may be
terminated. In summary, leaves of absence without pay are not automatically granted and
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do not (except in the case of military leave) guarantee the same or similar position or salary
to an employee upon return from such leave.

8.8  Military Leave: Employees requesting military leave must supply a copy of their
military orders to the Administrator in advance of leave. An employee who is placed on
reserve military duty, either through an armed forces reserve unit, or through the National
Guard, shall be on military leave status. An employee shall have the option of taking
military leave as annual leave or leave without pay. If an employee is called to duty due to
declared disaster, that employee shall be on military leave.

Employees on military leave shall be afforded the protection of their seniority rights and
their status and salary in the agency and shall be promptly reassigned to a position of
comparable status and pay upon return to civilian life.

8.9 CourtLeave: Anemployee is to present the court order, subpoena or summons to
the Administrator when requesting court leave. An employee, who is subpoenaed to
appear as a witness, or to present themselves for jury duty, shall be granted special court
leave. All full time and part-time employees will be paid the difference between the
employee’s regular pay and the pay received for jury duty. Written documents of jury duty
will need to be provided (i.e., the court's statement of attendance and compensation for
service, per diem, and travel).

8.10 Temporary Medical Disability: Accrued personal leave may be used during
medically verified disability and leave without pay may be granted subsequently. A request
for temporary medical disability should be in writing with a doctor's report and be approved
by the Administrator. It should state intent to return to work within a reasonable period of
time after recovery, but leave time will not exceed six (6) months. On return, every effort
will be made to place the employee in the same position or one of like status and pay. If
such is not available, the employee’s service will be terminated.

8.11 Maternity/Paternity Leave: Maternity/Paternity leave shall be granted to qualified
employees upon request and shall not exceed a total of three months of continuous
duration. To qualify for maternity/paternity leave an employee must be employed by
Juneau Alliance for Mental Health, Inc. for six (6) months and be the parent of a newborn
infant or the parent of a recently adopted child.

A total of three (3) months of maternity/paternity leave may be taken from one or any
combination of the following categories:

A. Accrued personal leave;
B. Accrued compensation time, or
C. Leave without pay.

An employee on maternity/paternity leave or leave without pay status does not incur a
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change in their employment anniversary date for the permissible three (3) month period;
however, all other leave-without-pay restrictions do apply.

8.12 Long Leave of Absence: Extended leave of absence without pay will be granted for
personal or family needs or developmental opportunities subject to supervisory approval as
well as that of the Administrator. An extended leave may not exceed six (6) months from
the last day of work and minimum of one year full time regular employment is necessary for
a long leave of absence to be approved. A request for such a leave must be in writing,
stating the reason for the leave and intention to return to work at a specified date. On
return, every effort will be made to place the employee in the same position or one of like
status and pay. If such is not available, the employee’s service will be terminated.

8.13 Absence Without Approval: Absence without approval will be rated in an
employee’s personnel file. A second offense will be considered grounds for disciplinary
action or termination.

8.14 Leave Cash-In Policy: An employee may cash in accrued annual leave provided
that:

A. the employee will retain a balance of at least five (5) days accrued personal leave
after the cash-in;

B. the employee has not cashed in personal leave during the preceding twelve (12)
months;

C. the request to cash in is approved in advance by the Administrator, and for a cash in
for the Administrator, by the Board of Directors;

Cash-ins will be computed at the dollar rate per hour at which it was earned.

ARTICLE 9
BENEFITS

9.1 Eligibility for Benefits:

A. Permanent employees who work a schedule of at least twenty (20) hours per week
shall be eligible for full employee health insurance benefits. The employer shall pay the
full cost of the employee’s health care premium under the premium schedule in effect
at the date this contract is signed. Premium increases taking effect after the date this
contract is signed shall be paid 50% by JAMHI and 50% by the employee.

B. The employer shall provide health care insurance coverage for an employee’s
dependents. Should the employee elect dependent care coverage, the employer shall
pay one half of the cost of the dependent benefit coverage.

9.2  Health Insurance Benefits: The employer shall provide medical, dental, and vision
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insurance for employees and their families at the same level in effect upon the signing of
this agreement.

9.3 Leave Without Pay Status: An individual that is in leave without pay status for over
ten (10) consecutive days immediately preceding the first day of the following month shall
be required to pay his or her own health and life insurance premium for that month.

Exceptions to this rule may be granted at the discretion of the Administrator and if
permitted by applicable insurance policy provisions.

9.4  Health Benefits Evaluation Committee: The parties agree to jointly participate in a
health benefits evaluation committee. The HBEC shall meet at least quarterly and shall
consist of six (6) members; three (3) from management and three (3) from the union. The
HBEC shall explore methods of cost containment and efficiencies of service, employee
education regarding health insurance benefits, and other subjects necessary to help
maintain the best health care coverage possible within available resources.

ARTICLE 10
WORKING CONDITIONS

10.1 Workweek: The normal work week is forty (40) hours.

10.2 Shift Changes: Management shall notify the Association at least two (2) weeks prior
to modifying established shifts. The parties shall meet and discuss the proposed schedule,
cost effects of the change, impact on clients, and other relevant factors. This paragraph
does not apply to temporary emergency changes. If the Association disagrees with
Management's final decision, it has the right to appeal that decision to the Board of
Directors, prior to implementing the proposed schedule. The decision of the Board shall be
final.

10.3 Probationary Period: Except as provided in Article 3.2F, all new full and part-time
employees will be on probation during the first twelve (12) months of employment at the
Juneau Alliance for Mental Health, Inc. During the probation period the employee will be
oriented to the facility and will be required to achieve work proficiency. The employee will
receive a performance report at the completion of the first half of their probationary period
from the supervisor. This performance report is meant to serve as constructive feedback
on the job performance. Atthe end of the probationary period, the employee will be given
a second performance report by the supervisor. If performance and employment
conditions are mutually satisfactory, the employee will become a permanent member of the
Juneau Alliance for Mental Health, Inc. staff. At the discretion of management, employees
may be made permanent halfway through their probationary period. The performance
report will be in writing and will be discussed with the employee by the supervisor.

10.4 Failure to Complete Probationary Period upon Promotion An employee who fails to
complete a probationary period resulting from a promotion shall be returned to his or her
former job classification if such a vacancy exists. Such demotion is not subject to the
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grievance procedure.

For purposes of step placement, time worked in the promotional job class shall be credited
as if the employee has continued in his or her previous job class.

If a vacancy does not exist in the employee’s former job class, the employee shall be
afforded the opportunity to be placed in any other vacant position for which he or she is
qualified. If placed in a new job classification, the employee must serve a new
probationary period.

If a vacancy does not exist, or the employee elects not to take another position outside of
his or her former job classification, the employee shall be placed on layoff and recalled to
service under the provisions of Article 11.4. Failure to accept a position in the employee’s
former job classification will terminate employment from the agency.

10.5 Employee Performance Reports: Each employee will receive a performance report
annually on the anniversary date of either their employment of change in job status from
the immediate supervisor or Administrator. The purpose of the performance report is to
provide the employee with information concerning the progress he/she is making toward
the attainment of his/her employment goals.

Performance reports will be in writing and will be used to facilitate the immediate
supervisor's decision regarding promotion, change in job position, merit increases or
termination of employment. Employees will read and discuss the performance report with
the evaluator. If the employee does not agree with the evaluation, he/she may appeal
through the normal grievance procedure. The employee and the immediate supervisor will
both sign the performance report, and a copy will be given to the employee, as well as
placing a copy in the employee’s personnel file.

The evaluation will rate the employee’s performance with regard to:
A. overall suitability for his/her position;

punctuality;

relationships with co-employees and clients;

self-improvement;

m ©O O W

appearance on the job; and
F. performance of work as described in the employee’s job description.
10.6 Employee Confidential Records: All employee personnel records are absolutely

confidential. Except as provided in this subsection, only the employee or the employee’s
supervisors may review the employee’s personnel records. Violation of this provision is
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grounds for immediate termination. Permission to review or release an employee’s
personnel record must be granted by the Administrator. An employee may review his or
her personnel file upon request.

The employee record shall not be made public except:

1. when Juneau Alliance for Mental Health, Inc. or the employee is compelled to
disclose the contents of the record by court;

2. when the disclosure of the record is required by law or regulation; or
3. when disclosure is authorized in writing by the employee.

When disclosure of the employee’s record is required or allowed under A and B above,
Juneau Alliance for Mental Health, Inc. will notify the employee of the disclosure. However,
no notification shall be made if the disclosure is under a search warrant or under a
subpoena issued by a grand jury,

Any document entered into the employee’s file shall be made known to the employee. The
employee is not authorized to remove anything from his/her file.

10.7 Mileage Payment: When a private automobile is used in the community by an
employee of the Juneau Alliance for Mental Health, Inc., the mileage rate will be the rate
authorized by the IRS at that time. All private automobile use must have the approval of
the Administrator.

10.8 Working Conditions: The Juneau Alliance for Mental Health, Inc. shall endeavor to
provide pleasant, clean, and well lit office space for all employees. To this end, a
labor/management committee shall be formed to provide recommendations to the
Administrator on the improvement of JAMHI physical facilities. Recommendations must be
reached by consensus of the committee and shall be implemented as funding allows.

10.9 Training: The agency may provide up to a maximum of five (5) working days
annually to attend conferences, institutes, workshops or classes to advance employee
skills related to the functions and goals of the agency. Such attendance shall be
scheduled in advance and approved by the Administrator. In such cases, it shall result in
no loss of pay or vacation time. Additional time may be approved by the Administrator.

10.10 Agency Standards: The employer shall provide, at no cost to the employee, any
training necessary to meet any increase in JAMHI job description requirements for persons
occupying those positions after the effective date of this contract. It is the policy of JAMHI,
wherever permitted by existing funding and regulatory constraints, to train and retain
existing JAMHI employees. Accordingly, in the event of any increase in certification or
licensure requirements imposed by law after the effective date of this agreement, JAMHI
willimmediately meet and confer with union representatives concerning the implementation
of such standards. To the extent permitted by considerations of funding, grandfather
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