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PREAMBLE 
 
This Agreement is made and entered into by and between Suicide Prevention and Crisis Service, Inc. (hereinafter 
called “Crisis Services”) and the Communications Workers of America (hereinafter called the “Union”). 
 

ARTICLE 1:GENERAL PROVISIONS 

SECTION 1.1 STATEMENT OF PURPOSE 

Crisis Services and the Union mutually desire to promote harmonious and cooperative relationships and to protect 
the public/clientele by assuring, at all times, the orderly and uninterrupted operations and functions of its services 
to the community/county.  
It is the intent and purpose of the parties hereto to set forth herein the basic agreement governing wages, hours of 
work, and other conditions of employment to be observed by the parties. 

SECTION 1.2   RECOGNITION 

Crisis Services hereby recognizes the Communications Workers of America, AFL-CIO, as the sole and exclusive 
organizational representative for the purpose of collective bargaining and processing of grievances for all full 
time and regular part-time employees who are employed by Crisis Services at its Western New York facilities, 
including all full-time and regular part-time  employees, and excluding  all per diem, administrative, management 
and Fiscal Department employees, Coordinators, as defined in the National Labor Relations Act. 
 
SECTION 1.3   DEFINITIONS OF EMPLOYEE 

1.3.1     A regular full time employee is defined as one who is regularly scheduled to work forty (40) hours in a 
work week;                                                                               
1.3.2     A regular part time employee is defined as one who is regularly scheduled to work less than forty (40) 
hours in a work week; 
1.3.3 A full time equivalent (FTE) is defined as the calculation of an employee’s regularly scheduled hours 
divided by 40. 
1.3.4   A per diem employee is defined as one designated as such who works on an as needed basis, and is not 
regularly scheduled.  Per diem employees shall not have seniority, shall not be entitled to fringe benefits, unless 
required by New York State Law and shall not be considered bargaining unit employees. 
1.3.5   A temporary employee is defined as one who is hired to work for a specific length of time, or to complete 
a specific project, according to the provisions in Article 1, Section 1.6. 

SECTION 1.4   NEW EMPLOYEE INTRODUCTORY PERIOD 

Each employee shall be in a New Employee Introductory Period from the date of their last hire until the day 
before the six (6) month anniversary date of their  last hire (“Introductory Period”), subject to an extension of the 
Introductory period if the employee is on a leave of absence for part of the Introductory Period. At the mid-point 
of the Introductory Period, Crisis Services shall provide each employee with an evaluation of their performance, 
and any areas that need improvement. 
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Master’s level Social Workers or Mental Health Counselors who do not possess the required license, provisional 
permit or certification, per the job description at the time of hire, must obtain this requirement by the mid-point 
of the introductory period.  If this is not achieved, they will be moved to a Bachelor’s level position if available 
and salary adjusted to Bachelor’s level.  If a position is not available, the employee will be terminated. 
During the employee’s Introductory Period, the employee may be demoted, suspended, dismissed, or laid off at 
the sole discretion of Crisis Services, with or without cause, and without recourse to arbitration procedures; 
however, the Union shall have the right to Level 1 of the Grievance Procedure, for any action taken by Crisis 
Services under this Section. 
 
SECTION 1.5   SENIORITY 

1.5.1   Seniority shall mean the date of original employment or the date of last employment, as the case may be, 
except as adjusted in accordance with the provisions of this section.  In any instances where seniority is used in 
this Agreement and two (2) or more employees share the same date the last four (4) digits of each employee’s 
Social Security number will be considered as a whole number, with the employee having the lowest number being 
the most senior. Job classification seniority will be measured by date of the employee’s last entry into the 
classification. 
1.5.2   During an employee’s New Employee Introductory period as defined in Section 1.4, they shall have full 
seniority rights except as limited by this Agreement.  Following the completion of such period the employee shall 
have seniority from their date of last hire. 
1.5.3   Seniority shall be terminated only by resignation, voluntary quit, discharge for cause, retirement, layoff in 
excess of one (1) year, refusal of recall, failure to report within seven (7) calendar days, excluding holidays, after 
recall, failure to return to work after expiration of a leave of absence, or engaging in other employment while on 
leave of absence. 
1.5.4   Seniority within each job classification shall be the determining factor in matters affecting vacation, leave 
selection and layoffs.   
1.5.5   No full-time employee will be laid off in a given job classification due to a force reduction until all 
temporary employees in the same job classification have first been eliminated and per diem shifts have been 
adjusted. 
1.5.6   Any employee who is laid off in a given job classification due to a force reduction will be first moved into 
any vacant position in the same grade (available positions by grade noted in section 1.5.7) subject to qualification.  
If open positions are available, no bumping will occur.  If all positions are filled and a laid off employee still 
exists, the laid off employee may bump the least senior employee in that grade or in a lower grade provided the 
employee seeking to bump has more seniority than the employee being bumped.  The bumping employee must 
have the skills and ability to do the job they are seeking.  Once the employee bumps into a position, the layoff 
opportunity ends for that employee.  Subsequent bumped employees will follow the language outline in this 
section.  It is understood that if the employee bumps to a lower grade, the employee’s salary will be reduced to  
their  current step in the grade to which the employee bumps. 
1.5.7 Positions available by Grade:  
 Grade 1 
 CIT Crisis Case Manager I 
 CIT Crisis Case Manager II 
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 Campus Advocate 
 CCP Specialist I 
 Dispatch Diversion Crisis Counselor 
 Domestic Violence Case Manager 
 Outreach Counselor I 
 Outreach Intake Worker 
 PREA Case Manager 
 Sexual Assault Case Manager 
 
 Grade 2 
 Prevention Education Specialist 
 Training Specialist I 
 
 Grade 3 
 CCP Specialist II 
 Domestic Violence Intensive Case Manager 
 Mobile Transitional Support Counselor 
 Outreach Counselor II 
 Sexual Assault Intensive Case Manager 

1.5.8   In the event of a recall in a job classification where employees have been laid off, Crisis Services will 
recall employees in reverse order of layoff provided the employees to be recalled have the skill and ability to 
perform the work.  A recalled employee will retain any job classification seniority they had when laid off but will 
not accrue job seniority during the layoff period. 
1.5.9 An employee who enters the covered bargaining unit from a management position or a non-union position 
shall use their seniority to determine PTO accrual, pay steps and pay scales where length of service is a factor and 
Union seniority when competing with other employees (e.g., layoffs, recall, job bidding, time off requests, etc.).  

A.) If the employee is separated from the bargaining unit and holds a management position for more 
than twelve (12) months but less than the employee’s length of service prior to separation, the 
employee, upon completion of five (5) years of continuous service in the bargaining unit, shall be 
credited with all Union seniority adjusted for time of separation. 

B.) If the employee is separated from the bargaining unit and holds a non-management position for 
more than twelve (12) months but less than the employee’s length of service prior to separation, 
the employee, upon completion of one (1) year of continuous service in the bargaining unit, shall 
be credited with all Union seniority adjusted for time of separation. 

C.) An employee with at least twelve (12) months of service separated from the bargaining unit for 
less than twelve (12) months will and returns to the bargaining unit within (1) year from their last 
day employed will receive their original seniority for both the Employer and Union. 

1.5.10 Any bargaining unit employee who ends their employment with Crisis Services will have the following 
rights if rehired into a bargaining unit position: 

A.) An employee with at least twelve (12) months of service who ended their employment and is 
rehired within one (1) year from their last day employed will receive their original seniority for 
both the Employer and Union. 
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B.) An employee separated from employment for more than twelve (12) months will assume the date 
of return as their new seniority date for both the Employer and Union for all purposes. 
1.) If the employee is separated for more than twelve (12) months but less than the employee’s 

length of service prior to separation, the employee, upon completion of five (5) years of 
continuous service in the bargaining unit, shall be credited with all Union seniority adjusted 
for time of separation. 

SECTION 1.6   TEMPORARY EMPLOYEES 

1.6.1   Crisis Services may hire temporary employees either to work for a predetermined length of time or to 
complete a specific project.  The normal term of employment for a temporary employee shall not exceed six (6) 
months.  In the event a temporary employee’s wages are funded by a specific grant the temporary period of 
employment may be extended to the termination of the specific grant or for a total of one (1) year, whichever is 
shorter.  Such temporary employees working a full or part-time schedule shall after thirty-one (31) days of 
employment join the Union. 
1.6.2   At the end of the period of temporary employment specified above the temporary employee shall be 
terminated or reclassified as a regular employee.  At the time such employee is reclassified, Crisis Services will 
notify the Union as to the title and job classification of such employee.   
1.6.3 When an Employee is reclassified from a temporary employee to a regular employee their seniority date 
shall be the date of last hire as a temporary employer and the time spent as a temporary employee shall be credited 
as the new employee introductory period in Section 1.4.  

ARTICLE 2: UNION- CRISIS SERVICES MATTERS 

SECTION 2.1   MANAGEMENT RIGHTS 

2.1.1   The Union agrees to use all proper methods to secure the fullest cooperation of the employees it represents 
in obtaining their adherence to the faithful performance of the provisions of this Agreement and the provision of 
the highest standard of service to the community. 
2.1.2   Except as expressly limited by the provisions of this Agreement, Crisis Services reserves and retains solely 
and exclusively all of its authority, rights and responsibilities to manage Crisis Services, including, but not limited 
to, the rights to determine the mission, purposes, objectives and policies of Crisis Services; to determine facilities, 
programs, services, methods, means and number of personnel for the conduct of Crisis Services programs 
including the examination, selection, recruitment, hiring, performance evaluation, training, retention, promotion, 
assignment or transfer of employees; to direct, deploy and utilize the work force; to establish schedules; to 
establish specifications for each class of positions, and to classify or reclassify, and to allocate or reallocate new 
or existing positions; to establish or change and to enforce rules for the conduct of employees, and to discipline 
or discharge employees for just cause. 

SECTION 2.2   WORK INTERRUPTIONS 

The parties agree, while the contract is in effect, there will be no strikes, lockouts, work stoppages, picketing, 
concerted refusal to work overtime, slowdowns, secondary boycotts, or disruptions of work.  The Union 
guarantees to support Crisis Services fully in maintaining operations and shall undertake all reasonable means 
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to prevent work interruptions described in the Section.  Neither party shall be obligated to enter into dispute 
bargaining or federal mediation while any work interruptions are in progress. 
 
SECTION 2.3   RESPONSIBLE RELATIONSHIP 

2.3.1   Crisis Services and the Union recognize that they have the responsibility and obligation to provide 
continuous service to fulfill Crisis Services’ mission in order to protect the health, safety and welfare of people 
in crisis. The purpose of this Agreement is to assure that such vital services are rendered without unnecessary 
expense, efficiently and without interference or interruption by: 

A.) setting forth the terms and conditions of employment of employees covered by this Agreement; 
B.) providing for the peaceful adjustment of differences arising under this Agreement; and 
C.) ensuring all members strive for excellent performance, provide the highest quality of crisis 

services, collaborate with supervision, fulfill a culture of effective communication and strive to 
assist with all philanthropic efforts to move the agency mission forward consistent with this public 
service obligation and responsibility. 

2.3.2   Crisis Services and the Union recognize that it is in the best interest of both parties, and the employees, 
that all dealings between them continue to be characterized by mutual responsibility and respect.  Both parties 
understand and strive for a courteous and conscientious relationship in the workplace.  It is the intention of both 
parties that management employees and bargaining unit employees will treat each other with the same dignity, 
respect and courtesy that all employees strive to provide to the individuals who are served by Crisis Services. To 
ensure that this relationship continues and improves, Crisis Services and the Union and their respective 
representatives at all levels will apply the terms of this contract fairly and in accord with its intent and meaning 
and consistent with the Union’s status as exclusive bargaining representative of all employees covered by this 
contract.  Each party shall bring to the attention of all employees in the units covered by this contract, including 
new hires, their purpose to conduct themselves in a spirit of responsibility and respect and of the measures they 
have agreed upon to ensure adherence to this purpose. 
2.3.3   On a monthly basis, Crisis Services shall notify the CWA 1122 President, Area Vice President, and Chief 
Steward/Steward Representative by either e-mail or in writing with a CWA represented employee census 
containing the following information: name, current address, personal contact, phone number, job title, seniority 
date, rate of pay. Also included with this notice, each bargaining unit employee who has left employment, 
including their date of hire and termination. 
2.3.4   Crisis Services shall provide the Union with the opportunity to meet with each new employee during the 
thirty (30) day orientation period to introduce the Union and to present the new employee with a membership 
card and dues deduction authorization. 
2.3.5   Crisis Services shall provide the Union with the opportunity to speak at department staff meeting as needed.  
Request by the Union to attend will not be unreasonably denied. 

SECTION 2.4   UNION MANAGEMENT COMMITTEE 

2.4.1   The Joint Union Management Committee will strive to promote good relations between Crisis Services, 
the Union and the Employees.  The goal of the Committee will be to discuss and to resolve issues not involving 
pending grievances.  The Committee shall discuss matters of concern by either party. 
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2.4.2   All agenda items shall be exchanged between the Chief Union Steward and/or designee and the 
President/Chief Executive Officer and/or Vice President of Crisis Services at least five (5) working days prior to 
the Committee meeting. 
2.4.3   Crisis Services will schedule the meetings at a mutually agreed upon time to be held every other month.  
Such meetings shall not exceed one hour in length, unless mutually agreed by both parties to extend the timeframe. 
2.4.4   The Committee shall consist of Crisis Services President/Chief Executive Officer, Vice President of 
Clinical Operations, a Program Director Representative (as needed based on agenda), the designated Union 
Steward(s), and a Local 1122 Representative. 
2.4.5   Union Committee members shall be released from work without loss of pay to attend such meetings if they 
attend during their regularly scheduled work time.   

SECTION 2.5   BULLETIN BOARD 

2.5.1   Crisis Services shall provide a bulletin board for the Union’s exclusive use.  The Union may post only 
signed and dated notices of Union official business and notices of Union events. Joint Labor Management minutes 
shall be agreed upon by the Union and Crisis Services before being posted.   No material of a political or 
controversial nature shall be posted.  The Union shall restrict its posting to the Union bulletin board and shall 
place no notices at any other place on the Agency’s premises. 
2.5.2   Crisis Services e-mail and internet system is to be used only for agency business.  If the Union wishes to 
use it to notify members of Union meetings, grievance meetings, or union-management meetings, the Union 
must first notify and obtain approval from the President/Chief Executive Officer. 

SECTION 2.6   EMPLOYEE UNION REPRESENTATION 

2.6.1 At any meeting between a representative of Crisis Services and an employee including investigatory 
interviews and/or discipline (including warnings which are to be recorded in the personnel file, suspension, 
demotion or discharge for cause) is to be given, an available Union Representative will be offered to the employee.  
2.6.2   In the instance when an employee is put on a performance improvement plan, the employee shall be offered 
Union Representation. 
2.6.3 If an employee waives their right to Union Representation when offered, Crisis Services will notify the 
Union via email.  
 
SECTION 2.7   NON-DISCRIMINATION 

2.7.1   Neither Crisis Services nor the Union shall discriminate against any employee because of such employee’s 
race, color, religion, gender (including pregnancy), national origin, age, disability, genetic information, sexual 
orientation, marital status, military status, familial status, domestic violence victim status, gender identity or 
expression, or any other characteristic protected by law. Harassment on the basis of any of the categories identified 
above or any other characteristic protected by law is strictly prohibited. 
2.7.2   Crisis Services shall not interfere with, restrain, coerce, intimidate or otherwise discriminate against any 
employee because of membership or lawful activity in forwarding the interests or purposes of the Union. 
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SECTION 2.8   CORRECTIVE ACTION 

2.8.1   No employee shall be issued corrective action or discharged without just cause. Copies of all written notices 
of discharge and warnings shall be furnished to the involved employee and the Union. 
2.8.2   The purpose of a system of progressive corrective action is to assist employees to correct inappropriate 
behavior or work performance.  It is meant to aid in the development of good behavior and work performance, 
rather than a solely punitive system to treat unsatisfactory behavior and work performance.  In all cases where a 
corrective process is anticipated, supervision shall be used as a preliminary approach where possible and 
appropriate. 
2.8.3   Supervision directed solely at work improvement will not be considered corrective action.  Supervision 
documentation, whether directed at work improvement or changes in behavior shall not be included in the 
personnel file. 
2.8.4 The employee will be notified when regular supervision becomes Progress Coaching and that if required 
improvements are not met, it may result in Corrective Action. Progress Coaching will be utilized for the purposes 
of further documenting an employee’s areas in need of significant improvement and determining steps for the 
employee to take for such improvement. Progress Coaching shall not be considered discipline but may precede 
any formal disciplinary action.  
2.8.5   Subject to the limitations for New Introductory Period employees set forth in Section 1.4, any dispute 
involving the administration of corrective action may be processed in accordance with the grievance and 
arbitration procedure set forth herein. 
2.8.6   Crisis Services commits to a system of progressive corrective action measures which include: 

A.) First Warning 
B.) Second Warning 
C.) Final Warning 
D.) Discharge 

2.8.7   It is understood that any of the above steps in progressive corrective action may be repeated rather than 
progressing to the next step depending on the seriousness of the offense and time lapse between offenses. It is 
also understood that in cases of serious misconduct, any step may be accelerated in proportion to the seriousness 
of the offense.  
2.8.8   An employee may be suspended without pay pending investigation, but after a period of ten (10) working 
days the suspension shall be converted to a disciplinary suspension or a discharge or the employee shall be 
returned to work and their lost pay shall be fully restored. The investigative suspension period may be extended 
if the employee is unable to meet with their supervisor during the ten (10) working days.  If as a result of the 
investigation, Crisis Services alleges that serious misconduct has occurred, Crisis Services will have the option 
to impose up to a ten (10) day suspension without pay as an alternative to termination. 
2.8.9   If no infraction or disciplinary problem of the same or similar nature occurs within six (6) months for first 
warnings, nine (9) months for second warnings or twelve (12) months for final warnings and suspension from the 
date of initial notification of discipline, future corrective action measures for such infractions shall commence at 
the beginning of the corrective action process.  Upon request of the employee, documentation will be removed 
from their personnel file at the end of the period set forth herein. 
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SECTION 2.9   PERSONNEL FILES 

2.9.1   Employees who have completed their New Employee Introductory Period shall have access to their own 
personnel file during the Human Resource Administrator’s reasonable working hours and may be accompanied 
by a Union Representative during a review of this file.  Requests for such inspection shall be made in writing to 
the Human Resource Administrator and shall be reasonable as to frequency and at a mutually convenient time.  
All documents reviewed shall be initialed and dated by the employee at the time of review.  Any review shall 
occur in the presence of the Human Resource Administrator who shall document the time and date of review.  It 
shall be the policy of Crisis Services to notify an employee whenever management adds any document of a 
disciplinary nature to the file. 
2.9.2   Such initialing shall not constitute agreement with its contents.  The employee shall have the right to 
respond in writing to any document in the file.  Such response shall become part of the employee’s personnel file. 

SECTION 2.10   UNION REPRESENTATIVES 

2.10.1   The Union will provide Crisis Services with a list of Stewards and will update that list whenever there is 
a change.  Employees designated by the Union as either the Chief Steward or the Job Steward will be granted the 
necessary time off to carry out the business of the Union.  Such time off shall be without pay but shall be 
considered as time worked for the purpose of determining seniority, wage increases and other benefits.  Unless 
Crisis Services staffing permits, it is understood that only one Steward shall be released at a time. 
2.10.2   No union representative shall suffer a loss in pay while attending any Joint Union- Crisis Services 
grievance meeting, negotiation meeting, orientation, contract negotiations or reasonable travel time to and from 
such meetings.  It is understood that such Joint meeting, orientation, negotiations and travel time during the 
representative’s normally scheduled hours is considered work time.  However, if stewards are not at work when 
any such meeting occurs, they will be paid for all time attending such meeting during non-working time. 
2.10.3   Union representatives must notify their supervisor or, if the supervisor is unavailable, another member of 
management in advance so that they can be released from the schedule to deal with any union business. 
2.10.4   Stewards are entitled to use a conference room, lunchroom, or go outside the building for grievance or 
discipline discussions.   

SECTION 2.11    PAYROLL DEDUCTIONS OF UNION DUES AND UNION SECURITY 

2.11.1   Crisis Services agrees to make monthly payroll deductions of Union dues and initiation fees when 
authorized to do so by the employee on a form as set forth below in an amount as certified to Crisis Services by 
the Secretary/Treasurer of the Union and to pay over to the Secretary/Treasurer of the Union any amounts so 
deducted.  Such authorization may be revoked by the employee at any time upon his written request to Crisis 
Services and such request should be directed to the appropriate Crisis Services representative.  The 
Secretary/Treasurer of the Union can also revoke the dues authorization of any employee upon the Secretary/ 
Treasurer’s written request to Crisis Services’ appropriate representative. 
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2.11.2   Payroll Deduction Authorization 
 
Please Print 
 
NAME _______________________________________________ LOCATION ____________ 
    (Last)                        (First)                                          (Middle Initial)  
 
 
The undersigned hereby authorized ___________________ to deduct from my wages an amount equal to one 
initiation fee and the regular monthly dues as certified to Crisis Services by the Secretary/Treasurer of the 
Communications Workers of America and remit the same to the Secretary/Treasurer of the Communications 
Workers of America or his duly authorized agent.  The authorization may be revoked by me at any time by written 
request to Crisis Services, or by written request by the Secretary/Treasurer of the Union to Crisis Services’ 
appropriate representative. 
 
Signature of Employee ____________________________________________ 
 
Resident Address ________________________________________________ 
 
City or Town _______________________Zip Code ______ State _________ 
 
Social Security Number ___________________________________________ 
 
Dated Received by Company _________________Date Effective__________ 
 
Local Number _____________________________ 
 
2.11.3   Dues deductions will be made in designated pay periods in the current month for properly executed dues 
deduction authorizations received by the appropriate Crisis Services representative on or before the 25th day of 
the preceding month.  However, Crisis Services assumes no responsibility either to the employee or to the Union 
for any failure to make or for any errors made in making such deductions, but will make such efforts as it deems 
appropriate in correcting any such errors or deductions. 
2.11.4   Each current employee in the bargaining unit, as a condition of continued employment, shall remain a 
member of the Union.  Each new employee in the bargaining unit, as a condition of continued employment, shall 
become and remain a member of the Union beginning with the thirty-first (31st) day following the date of 
employment.  
2.11.5   The Union shall indemnify and hold Crisis Services harmless from any and all claims, demands and 
liabilities, if any, as a result of action taken by Crisis Services for the purpose of complying with the provisions 
of this Agreement. 

SECTION 2.12    EFFECT OF THIS AGREEMENT 

This Agreement shall constitute the full and complete agreement between Crisis Services and the Union, and may 
be altered, changed, added to, deleted from or modified only through the voluntary consent of both parties in a 
written and signed amendment to this Agreement or by law. 
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This Agreement shall not supersede any rules, regulations, policies, or practices of Crisis Services unless specified 
herein. 
If any provision of this Agreement or any application of this Agreement shall be found contrary to law, then such 
provision or application shall not be deemed valid and subsisting except to the extent permitted by law, but all 
other provisions or applications shall continue in full force and effect. 
 
SECTION 2.13   CRISIS SERVICES’ POLICIES 

Crisis Services’ rules, regulations, policies, and practices, to the extent they are not in conflict with the specific 
provisions of this Agreement, apply to bargaining unit employees unless and until they are changed, modified, or 
revoked by Crisis Services. 
Consistent with Section 2.1, Crisis Services retains the right to issue new rules, regulations, policies, and/or 
practices that will apply to bargaining unit employees provided they are not in conflict with the specific provisions 
of this Agreement.  
Crisis Services will inform the Union in writing if it changes, modifies, or revokes any existing rule, regulation, 
policy, or practice or institutes a new rule, regulation, policy, or practice that applies to bargaining unit employees. 
Crisis Services will provide the Union with a copy of both the current and revised rule, regulation, policy, or 
practice, or the new rule, regulation, policy, or practice.  
To the maximum extent possible, Crisis Services will notify employees fourteen (14) calendar days prior to the 
implementation of a revised or new rule, regulation, policy, or practice. Such notice will be forwarded to the 
Union.  
The revision or creation of new rules, regulations, policies, or practices will be a regular standing agenda item for 
Union Management Meetings.  

ARTICLE 3    GRIEVANCE AND ARBITRATION PROCEDURE 

SECTION 3.1   PURPOSE 

The purpose of this grievance procedure shall be to settle, if possible, at the lowest administrative level, disputes, 
which may arise from time to time with respect to specific claims of violation of the terms of this Agreement. 
 
SECTION 3.2   DEFINITIONS 

3.2.1 “Grievance” shall mean formal claim of a violation of the collective bargaining agreement. 
3.2.2 “Employee” shall mean any individual, or if mutually agreed a group of individuals within the bargaining 
unit. 
3.2.3 “Steward” or “Chief Steward” shall mean the Crisis Services employee designated by the Local Union to 
act as representative of the members of the bargaining unit at any level of the grievance procedure.   
3.2.4 “Days” shall mean weekdays (Monday through Friday) excluding legal and/or observed holidays, for time 
limit purposes as used in this Article. 
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SECTION 3.3   PROCEDURE 

3.3.1   The number of days indicated at each level within this procedure shall be considered a maximum and every 
effort shall be made to expedite the process.  Time limits may be extended by mutual consent, in writing, by 
authorized representatives of each Party.  The time limits specified for each level in this procedure shall be 
measured from the date of receipt of the written document. 

A.) If meetings or hearings are held during the scheduled workday of the employee(s) involved, then 
each such employee shall receive their regular rate of pay for time spent at said meetings.  If the 
Union requests any medical information to investigate a grievance, the Union shall provide an 
authorization signed by the employee involved. 

B.) Implementation of this grievance procedure shall be free from interference, coercion restraint, 
discrimination or reprisal. 

3.3.2   LEVEL 1 - IMMEDIATE SUPERVISOR 

A.) An employee alleging a grievance will first discuss the matter informally with their immediate 
supervisor or if the immediate supervisor is not available, with another program manager, within 
fifteen (15) days of the occurrence that led to the alleged grievance, or when the grievant should 
have become aware or had knowledge of their alleged grievance, with the objective of solving the 
matter satisfactorily.  The employee may request that they be accompanied by a Steward or Union 
representative at this informal meeting. The Employer must respond and schedule a meeting within 
10 days of notice by the employee. 

B.)  If the grievance is not resolved informally, it shall be presented formally in hard copy writing to 
the immediate supervisor by the Steward, Chief Steward, or CWA Local 1122 Officer within ten 
(10) days after the informal meeting.  The grievance shall specify the particular section of this 
Agreement that is alleged to be violated. Within ten (10) days after the written grievance is 
presented to the immediate Supervisor, a grievance meeting shall be held with the immediate 
Supervisor, Human Resource representative and Steward or Chief Steward or CWA Local 1122 
Officer. A written response shall be submitted to a CWA Local 1122 Officer within 10 days.  

3.3.3   LEVEL 2 – VICE PRESIDENT of CLINICAL OPERATIONS  

A.) If the grievance is not settled at Level 1, within fifteen (15) days of the answer rendered or due at 
Level 1, the Vice President of Clinical Operations shall be notified by the Local Union in writing, 
of an appeal of the grievance decisions of Level 1.  

B.) The Vice President of Clinical Operations shall convene a meeting with the Steward and Local 
Officer within fifteen (15) days of such appeal.   

C.) The Vice President of Clinical Operations, within ten (10) days shall provide a written response to 
the Chief Steward and the Local Union Office. 

3.3.4   LEVEL 3 - PRESIDENT/CHIEF EXECUTIVE OFFICER 
 

A.) If the grievance is not settled at Level 2, within twenty (20) days of the response rendered or due 
at Level 2, the President/Chief Executive Officer shall be notified by the Local Union in writing 
of an appeal of the grievance decision of Level 2. 
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B.) The President/Chief Executive Officer, within fifteen (15) days, shall convene a Level 3 meeting 
with the Chief Steward and Executive Officer of the Local.  

C.) The President/Chief Executive Officer shall render his/her decision in writing to the Union’s Local 
President within ten (10) days after the conclusion of the Level 3 meeting. 

3.3.5   LEVEL 4 - ARBITRATION 
 

A.) Within thirty (30) days of the written decision from Level 3 or after the decision is due, written 
notice shall be given to the President/Chief Executive Officer of the Union’s intent to arbitrate. 

B.) The arbitration proceedings shall be governed by the regulations of the Federal Mediation and 
Conciliations services to the extent that said regulations do not conflict with this Agreement. 

C.) The arbitrator shall interpret and apply the provisions of the Agreement but shall not add thereto 
or subtract there from.  The arbitrator may fashion an appropriate remedy where they find a 
violation of this Agreement and said award shall be final and binding on the parties. 

D.) Any costs incident to the arbitration shall be borne equally by the parties. 
E.) In no event shall Crisis Services be liable for back pay for a period of more than thirty (30) days 

preceding the filing of a Level I written grievance. 

 
ARTICLE 4:    COMPENSATION 

SECTION 4.1   BREAKS AND MEAL PERIODS 

4.1.1   If any employee works six (6) or more hours they shall be allowed one (1) fifteen (15) minute paid rest 
break in the first half of their workday and another fifteen (15) minute paid rest break in the second half of their 
workday.  If any employee works less than six (6) hours they shall receive only one (1) fifteen (15) minute paid 
rest break.  Employees shall notify their supervisor when they will be going on break, and it is understood that 
breaks cannot interfere with the need to provide timely client services.  Break time cannot be used to lengthen the 
employee’s meal period or at either end of the day to shorten the workday.  
4.1.2   Each employee shall have one (1) one-hour paid meal period on each workday of six (6) or more hours. 
Employees who work less than six (6) hours, regardless of schedule, are not entitled to a meal period.  
If an employee needs to take off two (2) hours within an eight (8) hour workday or four (4) hours within a ten 
(10) hour workday and uses benefit time, other than sick, it is understood that the paid lunch hour will be used as 
one of the hours needed to accommodate this request.  
4.1.3 Employees working overtime shifts of six or more hours in duration, whether on an activation or approved 
planned basis, will be provided with a meal period paid at the rate of one and one-half time their rate of pay for 
the shift in which the break occurs. For overtime shifts beginning before 1pm, the break will be thirty minutes in 
duration. For shifts beginning at or after 1pm, the meal period will be forty-five minutes in duration.  
4.1.4 It shall not be a violation of this provision for an employee who is entitled to a sixty-minute meal period to 
instead take two thirty-minute meal periods at different times during a shift in lieu of the sixty minute meal period, 
if mutually agreed upon between the employee and Employer. 
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SECTION 4.2   HOURLY WAGE SCHEDULE  
 
4.2.1 Effective the first full pay period following the execution of this contract, the following hourly wage scale 
shall apply. The table below reflects a 5% increase: 
  

Hire Date Step 1 
1st Anniv. 

2% 
Step 2 

2nd Anniv. 
2% 

Step 3 
3rd Anniv. 

3% 
Step 4 

4th Anniv. 
3% 

Step 5 
5th Anniv. 

3% 
Step 6 

6th Anniv. 
3% 

Above 
Step 6* 

Group 1 
Campus Advocate 
CCP Specialist I 
CIT Case Manager I 
Dispatch Diversion Crisis Counselor 
Domestic Violence Case Manager 
Outreach Intake Worker 
Prevention Education Specialist  
Sexual Assault Case Manager 
Training Specialist I 

Annual FT 
Base $44,943 $45,842 $46,759 $48,161 $49,606 $51,095 $52,627 *In addition to 

the yearly wage 
scale increases 
all employees 
above step six 
(6) will receive 
a three percent 

(3%) 
anniversary 

increase 
effective the 
first full pay 

period following 
their anniversary 

date. 

Hourly $21.61 $22.04 $22.48 $23.15 $23.85 $24.56 $25.30 

 
Group 2 

CCP Specialist II 
CIT Case Manager II 
Domestic Violence Intensive Case Manager 
Outreach Counselor I 
PREA Case Manager 
Sexual Assault Intensive Case Manager 

Annual FT 
Base $53,555 $54,626 $55,719 $57,391 $59,112 $60,885 $62,712 

* 
Hourly $25.75 $26.26 $26.79 $27.59 $28.42 $29.27 $30.15 

 
Group 3 

MTS Counselor 
Outreach Counselor II 

Annual FT 
Base $56,233 $57,358 $58,505 $60,260 $62,067 $63,930 $65,848 

*  
Hourly  

$27.04 $27.58 $28.13 $28.97 $29.84 $30.74 $31.66 

 
 
 

INTENTIONALLY LEFT BLANK 
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4.2.2 Effective the first full pay period following January 1, 2026, the following hourly wage scale shall 
apply.  The table below reflects a 2% increase: 
  

Hire Date Step 1 
1st Anniv. 

2% 
Step 2 

2nd Anniv. 
2% 

Step 3 
3rd Anniv. 

3% 
Step 4 

4th Anniv. 
3% 

Step 5 
5th Anniv. 

3% 
Step 6 

6th Anniv. 
3% 

Above Step 6* 

Group 1 
Campus Advocate 
CCP Specialist I 
CIT Case Manager I 
Dispatch Diversion Crisis Counselor 
Domestic Violence Case Manager 
Outreach Intake Worker 
Prevention Education Specialist  
Sexual Assault Case Manager 
Training Specialist I 

Annual FT 
Base $45,842 $46,759 $47,694 $49,125 $50,598 $52,117 $53,680 *In addition to 

the yearly wage 
scale increases 
all employees 
above step six 
(6) will receive 
a three percent 

(3%) 
anniversary 

increase 
effective the 
first full pay 

period following 
their anniversary 

date. 

Hourly $22.04 $22.48 $22.93 $23.62 $24.33 $25.06 $25.81 

 
Group 2 

CCP Specialist II 
CIT Case Manager II 
Domestic Violence Intensive Case Manager 
Outreach Counselor I 
PREA Case Manager 
Sexual Assault Intensive Case Manager 

Annual FT 
Base $54,626 $55,719 $56,834 $58,539 $60,294 $61,103 $63,967 

* 
Hourly $26.26 $26.79 $27.32 $28.14 $28.99 $29.86 $30.75 

 
Group 3 

MTS Counselor 
Outreach Counselor II 

Annual FT 
Base $57,358 $58,505 $59,675 $61,466 $63,309 $65,208 $67,165 

*  
Hourly  

$27.58 $28.13 $28.69 $29.55 $30.44 $31.35 $32.29 
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4.2.3 Effective the first full pay period following January 1, 2027, the following hourly wage scale shall 
apply.  The table below reflects a 1.5% increase: 
  

Hire Date Step 1 
1st Anniv. 

2% 
Step 2 

2nd Anniv. 
2% 

Step 3 
3rd Anniv. 

3% 
Step 4 

4th Anniv. 
3% 

Step 5 
5th Anniv. 

3% 
Step 6 

6th Anniv. 
3% 

Above Step 6* 

Group 1 
Campus Advocate 
CCP Specialist I 
CIT Case Manager I 
Dispatch Diversion Crisis Counselor 
Domestic Violence Case Manager 
Outreach Intake Worker 
Prevention Education Specialist  
Sexual Assault Case Manager 
Training Specialist I 

Annual FT 
Base $46,530 $47,460 $48,409 $49,861 $51,357 $52,899 $54,485 *In addition to 

the yearly wage 
scale increases 
all employees 
above step six 
(6) will receive 
a three percent 

(3%) 
anniversary 

increase 
effective the 
first full pay 

period following 
their anniversary 

date. 

Hourly $22.37 $22.82 $23.27 $23.97 $24.69 $25.43 $26.19 

 
Group 2 

CCP Specialist II 
CIT Case Manager II 
Domestic Violence Intensive Case Manager 
Outreach Counselor I 
PREA Case Manager 
Sexual Assault Intensive Case Manager 

Annual FT 
Base $55,446 $56,555 $57,686 $59,417 $61,198 $63,035 $64,926 

* 
Hourly $26.66 $27.19 $27.73 $28.57 $29.42 $30.31 $31.21 

 
Group 3 

MTS Counselor 
Outreach Counselor II 

Annual FT 
Base $58,218 $59,382 $60,571 $62,388 $64,258 $66,186 $68,172 

*  
Hourly  

$27.99 $28.55 $29.12 $29.99 $30.89 $31.82 $32.58 
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4.2.4      JOB TITLES: 

GROUP 1 
Campus Advocate 
CCP Specialist I 
CIT Case Manager I 
Dispatch Diversion Crisis Counselor 
Domestic Violence Case Manager 
Outreach Intake Worker 
Prevention Education Specialist  
Sexual Assault Case Manager 
Training Specialist I 
GROUP 2 
CCP Specialist II 
CIT Case Manager II 
Domestic Violence Intensive Case Manager 
Outreach Counselor I 
PREA Case Manager 
Sexual Assault Intensive Case Manager 
GROUP 3 
MTS Counselor  
Outreach Counselor II 

4.2.5   Step increases shall occur on the first day of the payroll following the anniversary of the employee’s hire 
date with Crisis Services except as noted in section 4.14 Position Change. 
4.2.6 In addition to the yearly wage scale increases above as outlined in section 4.2.1, 4.2.2 and 4.2.3 listed 
above, all employees above step six (6) will receive a three percent (3%) anniversary increase effective the first 
full pay period following their anniversary date. 
4.2.7 Crisis Services reserves the right to hire the best-qualified candidates to fulfill the mission of the 
organization.  If a recruited candidate possesses years of experience in the field or a related field and would benefit 
the organization; Crisis Services will have the ability to hire the employee at a different step on the salary grid. 
If the candidate has 3 years and less than 5 years of relevant work experience, they can be hired at Step 1 or 2. 
If the candidate has 5 years and less than 10 years of relevant work experience, they can be hired at Step 3 or 4. 
If the candidate has 10 or more years of relevant work experience, they can be hired at Step 5 or 6. 
Years of applicable work experience will be based on job description at the time of screening of applicants.  The 
hiring Program Director and Human Resources will evaluate and determine the salary offered based on the above 
outline.  

4.2.8        SHIFT DIFFERENTIAL  

Job Titles Covered – Any job title where the majority of regularly scheduled hours are between: 
6:00 p.m. – Midnight: $3.00 per hour 
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Midnight – 6:00 a.m.: $5.00 per hour 
Saturday and/or Sunday 8:00 a.m. – 6:00 p.m.: $0.96 per hour 
 
4.2.9        BILINGUAL PAY 
 
$0.96 per hour  (equivalent to 2,000 per annum at 40 hours per week)  
Bilingual Pay Qualifications:  
Positions whose job description requires the candidate to be bilingual in order to be hired or if at hire the bilingual 
skill of the candidate is proven to be an additional asset to the role and department, this pay can be offered at the 
sole discretion of Crisis Services.  

4.2.10      LEAD STAFF PAY 

$1.44 per hour FT (equivalent to $3,000 per annum at 40 hours per week) 
This position is bargaining unit work and shall be given to bargaining unit employees. 
This enhanced role is added to an existing position and contingent upon management’s determination of need and 
available department funding.  If there is no longer a need or funding, the employee in this position will resume 
their regular responsibilities and the enhanced pay will be removed. 
Employees in this position shall maintain all their current responsibilities, plus additional responsibilities detailed 
in the Lead Staff job descriptions. 
Lead Staff pay shall be an enhancement as noted above or half of this for part time employees. 
Assignment to this work will be made by the manager, from among qualified employees who demonstrate 
leadership skills.  When a lead position is made available, it will be posted in the department and staff would 
voluntarily submit their letter of interest and resume to program manager.  The staff will be interviewed for this 
opportunity and the manager will fill the lead role with the most qualified candidate based on the job description 
and current job performance. 
Lead positions will be reviewed annually.  This review will determine if the employee will continue in the lead 
role.  If, at any time, the employee is determined to not be fulfilling the lead role responsibilities per the job 
description, the manager has the right to end this role and their position and pay will be converted back to the 
regular status. 
If, at any time, the employee decided they do not want to continue in the lead position, they shall notify the 
program manager.  Their position and pay will be converted back to regular status.  

4.2.11 ADVANCED EDUCATIONAL DEGREE 

When an existing employee obtains an educational degree that is higher than what is preferred and/or required of 
their current role and that is also applicable to their work role will be moved up one (1) step on the pay scale. If 
promoted to a role that prefers/requires the obtained degree, pay will be determined according to Section 4.14 
Position Change.  
As of January 1, 2025, employees receiving the Master’s Degree Incentive Pay will be moved one (1) step up on 
the pay scale and will continue to receive the benefits of this program until promoted to a role that prefers/requires 
the degree, pay will be determined according to Section 4.14 Position Change. 
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SECTION 4.3   ON-CALL RESPONSIBILITIES 

4.3.1   The employees of Crisis Services are required, as part of their employment, to have on-call responsibilities 
on a monthly basis in order to ensure twenty-four (24) hour coverage and services.  
4.3.2   Each program of Crisis Services has some level of on-call responsibilities to ensure services are provided 
twenty-four (24) hours a day.  On-call shifts are shifts beyond the employee’s regularly scheduled work shift. 
On call shifts, monthly schedules, sign up procedures and overall calendar management are determined by each 
program manager. 
Overall monthly minimum and maximum on-call hours/shifts needed for on-call coverage by program will be 
posted one (1) month prior to the on-call month signed up to notify staff the number of shifts that upcoming month 
that will be available/required for sign up. 
The following is the minimum and maximum on-call hours needed coverage for each program. Within that range, 
the on-call hours will be determined by the number of staff working during that month’s calendar.  No employee 
shall be required to work more than the maximum and the minimum is a guideline and not a guarantee.  

A.) Advocate Program:  Minimum of forty-eight (48) hours/Maximum of ninety six (96) hours.    
B.) Mobile Outreach Program: (Mobile Outreach and CIT Staff) Minimum of sixty (60) 

hours/Maximum of one hundred thirty (130) hours.  
C.) Mobile Transitional Support Services: Minimum of one hundred thirty-five (135) hours / 

Maximum of one hundred and seventy-five (175) hours. 
D.) Crisis Counseling Program – Minimum of sixty (60) hours /Maximum of one hundred (100) 

hours.  
E.) Employees may volunteer to take additional on-call assignments, if needed by the Agency. 
F.) Part time workers, per Section 1.3, are responsible for prorated on call hours based on part time 

hours scheduled of the on-call shifts required for full time hours worked. 
G.) Employees “on-call” must adhere to program minimums shifts, be accessible while on call (cell 

phone/pager is operational and on); and be ready, willing, and able to respond for activation within 
thirty (30) minutes as deemed necessary.  If any employee is unable to fulfill the requirements of 
their on-call shift they must notify the program supervisor or supervisor on- call immediately per 
agency policy.  

H.) In the event an employee is unable to fulfill the requirements of their on-call shift, that employee 
will be responsible for obtaining coverage.  
However, if an employee is unable to work their on call shift and any form of job protected leave 
applies to the absence (e.g. available paid sick leave, approved FMLA, and/or NYSPFL, jury duty 
leave, military leave, or other protected leave)  Crisis Services will be responsible for obtaining 
coverage and will make reasonable efforts to recruit an employee to volunteer before mandating 
another employee to cover the on-call requirement.  
In the event of mandating, the Employer will evaluate the minimum on-call requirement of the 
staff per this Agreement and will mandate the employee who: 

1.) Has not met the minimum requirement; or 
2.) Has the lowest number of on-call hours for that month. 
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If more than one staff member meets this threshold the member with the least seniority will be 
mandated to cover the on-call shift. If mandated, that employee will not be mandated again that 
month.  

4.3.3   Employees will be paid twenty percent (20%) of their hourly rate for each hour spent standby on-call. 
Employees will be paid overtime at the rate of one and one-half (1½) times the employee’s hourly rate of pay for 
the time actually worked on each shift when the employee is on call but will not receive on-call pay during actual 
work time.  Minimum activation time shall be one half (½) hour and should include at least one (1) telephone 
contact and/or visit. Activation time will extend from the time when the employee is called until the employee’s 
completion of the assignment including, up to a maximum of thirty (30) minutes, time to travel to Crisis Services 
or the Hospital or the appropriate site and travel time home, up to a maximum of thirty (30) minutes. 
4.3.4 When an employee is on-call and is activated for two (2) or more hours between the hours of midnight 
and 8:00 a.m. and they are scheduled to work immediately following their on-call shift, the following options are 
available with supervisory approval: 

A.) The employee can report to work at their scheduled time; or 
B.) The employee can report for work up to two (2) hours late by flexing their time if program needs 

can accommodate, or alternatively, employees may use PTO. 
Activation is defined as actual time worked (not rounded time) including face to face visits with clients or calls 
with clients/requestors.  

SECTION 4.4    OVERTIME  

4.4.1 All paid hours beyond the work week in excess of forty (40) hours shall be compensated at time and one-
half of the employee’s regular hourly rate.   
4.4.2 Authorized overtime includes additional hours beyond the employee’s work schedule in providing 
management approved program related activities (i.e. direct client services), attendance at mandatory staff 
meetings outside of normal work hours and for attendance at mandatory in-service training outside of normal 
work hours that is in excess of forty (40) worked hours. 
4.4.3 Employees will be allowed to flex their hours with supervisory approval but will not be mandated to flex. 
However, if an employee has worked more than the maximum hours identified below in a twenty-four (24) hour 
period, they may be required to flex their hours or use benefit time, depending on operational need. 
 
CCP 12 HOURS 
EMHRS 16 HOURS 
ADVOCATE 16 HOURS 

4.4.4 Overtime will be offered to bargaining unit members before being offered to non-bargaining unit 
members.  

 

 

 



23

 

23 
 

SECTION 4.5     DAMAGES 

Crisis Services shall reimburse employees for personal property damage or loss, occurring during the approved 
performance of work by the employee.  Crisis Services will reimburse for the actual cost of the damage reported 
up to a maximum of $1,000.  
Crisis Services shall reimburse employees for personal property damage or loss to the employee’s vehicle 
occurring during the approved performance of work by the employee up to the insurance deductible, but not to 
exceed a maximum of $1,000 for each occurrence.  Crisis Services reserves the right to inspect the condition of 
personal vehicles upon employment and periodically thereafter. Any employee requesting reimbursement for 
damage or loss to personal property and/or a personal vehicle under this provision must have reported the damage 
or loss in a timely manner to a supervisor and complete an untoward incident report.  
For personal property reimbursement, the employee must provide a receipt indicating value of the property.  
For vehicle damage reimbursement, the employee must obtain and provide a police report verifying the date and 
time of such vehicular damage, provide a repair invoice from an automobile repair shop and provide a copy of 
the insurance declaration page, or policy showing the insurance deductible.  

SECTION 4.6     MILEAGE 

When an employee is required to use their private transportation in the execution of their duties and submits 
appropriate documentation, they will be reimbursed in accordance to the IRS rate. This excludes commuting to 
and from the work site except in cases defined below. 
When an on-call employee is activated, they will be paid for all mileage required during the activation, including 
mileage to Crisis Services and/or service site and return trip home.  However, if an on-call employee is activated 
immediately before or immediately after a regular work shift, mileage will be paid only for a one-way trip either 
into the office or the return home, but not both.  
Mileage reimbursement will be reported monthly by employees and reimbursed. No late payments will be made 
unless in cases of emergency. 
If an employee is required to attend a staff meeting beginning or ending more than one (1) hour outside of their 
scheduled hours, mileage will be paid to and from home.  

SECTION 4.7     AUTO LIABILITY 

Crisis Services shall maintain a policy of non-ownership liability coverage applicable to privately owned vehicles 
used to conduct Crisis Services related business. Each employee must carry at least the minimum insurance 
required by New York State Law. 

SECTION 4.8      PROFESSIONAL LIABILITY 

Crisis Services shall maintain comprehensive general liability and professional liability insurance coverage to all 
paid employees at no cost to the employee. 

SECTION 4.9    RETIREMENT PLAN 

4.9.1   Crisis Services will provide to all employees a 403(b) retirement program. 
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4.9.2 Effective the first full month following the execution of this contract, for every 1% voluntarily contributed 
by the employee, Crisis Services shall contribute 1% of the employee’s salary to the plan during the year as an 
employer match up to a maximum of 3%. Contributions will be made based on the following tiers. Crisis 
Services contributions shall begin after one (1) year of employment.   

Tier Employee 
Contribution Employer Contribution (Match) 

1 1% 1% 
2 2% 2% 
3 3% 3% 

 
4.9.3   Crisis Services’ contributions shall be vested in the 403(b) plan upon three (3) years of employment. 
4.9.4   Any changes to the above referenced plan will be by mutual agreement of Crisis Services and the Union. 

SECTION 4.10  HEALTH INSURANCE 

4.10.1   Crisis Services will make health insurance coverage available to employees as noted in Section 4.10.2.  In 
the event that the need arises to change the carrier or change the plans currently offered, the parties agree to meet 
to discuss and select comparable alternative coverage.  
4.10.2   Crisis Services will contribute towards health insurance premiums as noted in sections 4.10.2 a-b. If an 
employee chooses a lower cost plan than the Flex Fit Single Plan, Crisis Services will pay the premium for the 
lower cost plan up to the eligible value. Crisis Services will not pay more than 100% of the premium for the lower 
cost plan. 
If an employee chooses a higher cost plan than the Flex Fit Single Plan, the employee is responsible for any 
additional expenses.  
4.10.2.a For employees (EE) who are regularly scheduled to work 30 hours or more per week, Crisis Services 
(CS) will contribute: 

A.) 80% of the cost of the monthly premium for any coverage tier (e.g., single, single plus one, family, 
etc.) under the Flex Fit Plan for employees hired before October 1, 2018; 

B.) For employees hired after October 1, 2018 see chart below: 
 
FlexFit Platinum iDirect Gold 
Single 80% CS/20% EE Single 80% of FlexFit CS 
EE + 1 40% CS/60% EE EE + 1 60% CS/40% EE 
EE + Children 40% CS/60% EE EE + Children 60% CS/40% EE 
Family 40% CS/60% EE Family 60% CS/40% EE  
IDirect Silver (High-Deductible) 

 

Single 80% of FlexFit CS 
 

EE + 1 80% CS/20% EE 
 

EE + Children 80% CS/20% EE 
 

Family 80% CS/20% EE 
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4.10.2.b For employees regularly scheduled to work 24 hours per week, Crisis Services will contribute 40% of 
the cost of the monthly premium for the Flex Fit Plan single coverage.  Employees wanting additional coverage 
will pay the difference between 40% of the single coverage and the selected premium.  
4.10.2.c For employees scheduled to work 20 hours per week, Crisis Services will make health insurance coverage 
available at 100% cost to the employee.  
4.10.3 Coverage will begin on the first day of the month following or coinciding with completion of thirty (30) 
calendar days of employment for new hires.  
4.10.4   Existing employees may change their annual coverage election each year during open 
enrollment.  Currently, an employee may select single, employee and children, employee plus spouse/domestic 
partner or family coverage.  Coverage tier options and other terms of benefit coverage are subject to change.  The 
coverage tier selected during fall open enrollment will become effective as of the first day of the following plan 
year (January 1).  If an employee experiences a qualifying life event mid-year, the employee may make a mid-
year election change if permitted by applicable law and the plan document.  Employees must notify Human 
Resources within (30) thirty days of the date of the qualifying life event to be eligible to make a mid-year election 
change.  These mid-year election change rules are governed by the plan document and applicable law.     
4.10.5    Crisis Services will make available the following coverages at full cost to the employee annually.  The 
plan can only be provided if enough employees enroll per insurance provider requirements.  

A.) Dental Insurance 
B.) Vision Insurance 
C.) Short-Term Disability (in addition to Agency funded NYS Disability) 
D.) Long-Term disability 
E.) Critical Illness  
F.) Life Insurance 

Crisis Services has the right to change insurance providers for the coverage listed in this section (4.10.5) based 
on premiums, administrative burden, compliance etc., and is not liable if a carrier drops coverage at any time. 
However, Crisis Services will work with a broker to replace insurance policies no longer provided at a comparable 
price. In the event there are changes to any of the plans listed above in 4.10.5, Crisis Services will notify the 
Union in writing no later than sixty (60) days prior to the implementation of such change.     

SECTION 4.11    FLEXIBLE SPENDING ACCOUNT PLAN 

4.11.1   The Employer will make available to all employees a Flexible Spending Account (“FSA”) for medical 
expenses.  The details of the FSA are in the Plan and Summary Plan Description. 
4.11.2  Effective January 1, 2025, for employees who enroll in an FSA, Crisis Services will contribute $300 to 
the account. Employees are not required to contribute, however, those who choose to contribute additional funds 
can do so to the maximum allowed through payroll deduction.  
For employees hired post open enrollment, this benefit will begin on the first month coinciding with completion 
of 30 days of employment.  
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SECTION 4.12    OTHER BENEFITS 

Fringe benefits not covered by this Agreement, which at the time of the execution of this Agreement are presently 
being given to employees, shall continue to be made available unless such benefits are specifically replaced by or 
specifically set forth in this Agreement.  

SECTION 4.13    PROFESSIONAL LICENSURE  

Employees in good standing will be reimbursed for their professional permit fee, license fee, and/or renewals. 
To be eligible, employees must have successfully completed six (6) months of service. Only licensures that are 
required for an employee’s position will be eligible. 
If an employee has a professional license that is not required and they believe it has value and/or is relatable to 
their role, they can submit a request for consideration to their supervisor. The request will be reviewed by the 
employee’s director, Human Resources, and VP of clinical operations where a determination will be made.  

SECTION 4.14    POSITION CHANGE 

4.14.1   Any promotion or change in position within the bargaining unit shall be considered a trial period for 30 
working days. New Employee Introductory Period as defined in section 1.4, shall not apply. During the trial 
period either the employee may opt or agency management has the right to have the employee returned to their 
former status providing this position has not been eliminated.  Such decision is not arbitrable. 
4.14.2   If an employee’s former position is not available, pursuant to section 4.14.1 above, Crisis Services will 
first look to place the employee in a vacant position, subject to the employee meeting the qualifications.  If there 
are no other qualifying positions available, layoff language in Section 1.5 shall apply. 
4.14.3   If an employee is promoted, they shall be placed in the wage group applicable to the position they were 
promoted into and will remain in the step they were assigned at the time of such transfer. The employee shall 
not receive any step increase in their group until they have completed 1 year in the higher wage group. In the 
event an employee is within three (3) months of their hire date anniversary they will receive their step increase 
in accordance with 4.2.5.  
If an employee is demoted, they shall be placed in the wage group applicable to the position they were demoted 
into and will remain in the step they were assigned at the time of such transfer. Step increases will occur in 
accordance with 4.2.5. 

ARTICLE 5: TIME OFF FROM WORK 

SECTION 5.1    HOLIDAYS 

5.1.1   The following paid holidays shall be allowed for all employees: 

New Year’s Day  
Memorial Day   
Independence Day  
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Labor Day  
Thanksgiving Day  
Christmas Day   

5.1.2 Holiday Pay Policies 

Shift Type Pay Rate Hours Counted 
Toward OT? 

Holiday Observance (regularly 
scheduled to work) 

Base rate for hours in regular daily 
schedule 

Yes 

Holiday Observance (NOT regularly 
scheduled to work) 

Base rate for hours in regular daily 
schedule (FT) 

Prorated hours for part time 

No 

On-call 20% Base rate for hours on-call No 
Activation 2x Base rate for hours activated Yes 
Opted-in Base rate for hours worked Yes 

 
5.1.3 Holiday time will be scheduled in accordance with the department’s holiday coverage sign up process. 
Employees will also have an option to opt in to work a holiday based on program needs. If more employees opt-
in to work on a holiday than are needed, employees will be selected by seniority, with the employee(s) with the 
most seniority being selected to work the holiday. 
5.1.4  For Holidays listed in 5.1.1, program staffing coverage will be as follows: 
Crisis Counseling Program: 
Minimum of three (3), maximum of four (4) staff on call day shift 8 am-4 pm 
Minimum of three (3), maximum of four (4) staff on call evening shift 4 pm-12 midnight 
Minimum of three (3), maximum of four (4) staff on call overnight shift 12 midnight-8 am 
Advocate Program: Hospital 
One (1) staff on call for day shift, 8am – 4pm 
One (1) staff on call for evening shift, 4pm – 12 midnight 
One (1) staff on call for overnight shift, 12 midnight – 8am 
Mobile Outreach Program 
Two (2) staff (at least one being a designee) are on‐call for the first half of the twenty‐four (24) hour period, and 
two (2) staff members (at least one being a designee) are on‐call for the second half of the twenty‐four (24) hour 
period. One (1) staff member is required to come into the office, and/or sign on remotely between 9:00am and 
10:00am to attend to all clinical needs of the program. Once all urgent work has been completed, as defined by 
departmental and operational needs, the employee must sign out. A second staff member is required to come into 
the office, and/or sign on remotely between 7:00pm and 8:00pm to attend to all clinical needs of the program. 
Once all urgent work has been completed, as defined by departmental and operational needs, the employee must 
sign out. If a visit and/or any other clinical needs arise during that twenty‐four (24) hour period, one and/or both 
staff would be responsible to respond.  
Mobile Transitional Support 
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One (1) staff member is on-call for 24 hours from 8am-8am. The staff on-call may be activated by CCP to 
determine if a crisis visit is needed. If the counselor determines that a crisis visit is needed, the staff on-call will 
contact the Peer Specialist that is on-call. During the Holiday On Call sign up process, staff can determine if they 
want to split the 24-hour shift between two people.  
5.1.5 Crisis Services will notify the Union if a new service is added to a department that will require a change 
in the Holiday On-Call minimum and maximum requirements to meet service demand and ensure service quality. 

SECTION 5.2   PAID SICK LEAVE 

5.2.1   Employees will accrue 1 hour of paid sick leave (PSL) for every 20 hours worked. 
5.2.2   An employee’s accrued, unused PSL will carryover from year to year. Accrual balances are not to 
exceed: 

A.) 400 hours for employees hired before October 1, 2021  
B.) 200 hours for employees hired after October 1, 2021 

5.2.3   PSL may be taken in increments of 15 minutes or longer. PSL may be used by employees per the NY Paid 
Sick Leave Law. In all such cases, whether of short or long term, the employees are required to notify their 
immediate supervisor of the reason for absence at the earliest possible time, but in no event later than their usual 
reporting time or such other time as required or necessitated by the circumstances. 
5.2.4   Documentation will be provided to Crisis Services as requested per Crisis Services’ PSL policy.  
5.2.5 Accrued, but unused sick leave will not be paid out at the time of termination or departure from the 
organization. 

SECTION 5.3 CRITICAL INCIDENT LEAVE 

5.3.1 Employees who have been directly involved in a critical incident may make a request to their supervisor to 
be relieved with pay for the remainder of their shift with pay (Critical Incident Leave). For the purpose of this 
section, critical incidents shall include the following: 

A.) On-duty violence by a client which the client engages in violence toward self or others while 
actively engaged in services provided by the employee where emergency medical services were 
involved, regardless of whether the employee themselves was physically injured; and  

B.) The following untoward incidents that are defined under the following categories of the Untoward 
Incident Policy criteria: 

1.) Employee assaulted by active client; 
2.) Employee threatened/harassed and/or being placed at risk of harm; 
3.) Significant or lethal behavior toward a client or others while employees are present, 

and; 
4.) Serious injury of an employee while on duty. 

5.3.2 In the event the employee is scheduled to work on the day immediately following the critical incident, they 
may request up to one (1) day paid Critical Incident Leave with supervisor approval. In the event there is a need 
for additional time employees may use available PTO or contact Human Resources to determine if other protected 
time off is available. 
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SECTION 5.4    BEREAVEMENT LEAVE 

5.4.1  Employees may take up to forty (40) hours of paid bereavement leave based on their FTE for the purposes 
of tending to matters associated with the death of the employee’s spouse, domestic partner, child, stepchild, 
brother, stepbrother, brother-in-law, sister, stepsister, sister-in-law, parents, stepparents, grandparents, 
grandchild, aunt, uncle, cousin, niece, nephew, parents-in-law, parents of domestic partner, former legal guardian 
or foster child. 
5.4.2 Employees may take up to forty (40) hours of paid bereavement leave based on their FTE following a 
reproductive loss which includes but is not limited to a miscarriage, stillbirth, failed adoption, invitro, or 
surrogacy. 
5.4.3 Employees must contact their supervisor to make a bereavement leave request and confirm it was approved. 
Documentation may be requested for verification purposes only.  
 
5.4.4  Employees who are excused from work for bereavement leave will not be required to make up missed 
shifts.  
5.4.5 Employees may request PTO, sick leave, or FMLA leave for consecutively scheduled workdays 
immediately following bereavement leave. Crisis Services will make every reasonable effort to grant such 
requests if the employee is eligible for such leave.  

SECTION 5.5    JURY DUTY 

In the event an employee is required to serve jury duty, Crisis Services shall compensate the employee for up to 
eighty (80) hours at their regular rate of pay provided that appropriate documentation has been submitted. 

SECTION 5.6    FAMILY AND MEDICAL LEAVE 

5.6.1   As required by the Family and Medical Leave Act employees who have been employed at least one (1) 
year and have worked at least 1,250 hours during the twelve (12) months immediately preceding the request for 
leave shall be granted unpaid leave for a period not to exceed twelve (12) weeks during a 12-month period for 
any of the following reasons:  

A.) Birth and care of the employee’s newborn child or placement of a child under the age of 18 with 
the employee for adoption or foster care for the newly placed child (leave to be completed within 
twelve months after birth or placement); 

B.) The employee’s own serious health condition that prevents them from performing any one of the 
essential functions of their job, including a serious health condition due to a workers’ 
compensation injury or illness; 

C.) To care for the employee’s spouse, child or parent with a serious health condition; or 
D.) Any qualifying exigency arising out of the fact that the employee’s spouse, child or parent is a 

military member in the United States Armed Forces, Reserves or National Guard on covered active 
duty or who has been notified of an impending call or order to covered active-duty status. 
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An eligible employee who is the spouse, child, parent or next of kin of a covered service member may take up to 
26 weeks of leave during a single 12-month period to care for the covered service member. 
5.6.2   During such leave, Crisis Services will continue to provide health insurance to the employee on the same 
basis as for any active employee.  Family and Medical Leave is unpaid leave, although the employee may utilize 
any paid leave under Section 5.2, 5.3, 5.4 or 5.9 as part of such leave, if eligible for such leave.  Further details 
on the Family Medical Leave may be found in Crisis Services 
Employee Handbook. 
5.6.3   An employee who is on leave of absence as per Section 5.6 may request additional time above and beyond 
12 weeks. The request must be submitted in writing to the President/Chief Executive Officer for review 14 
calendar days prior to the initial expected return to work date.  If the extension is approved, the Employee can 
continue health care coverage at his or her own expense pursuant to COBRA during such extension.  At the end 
of any extension, the Employee will be instated to a vacant position if one exists, for which they are qualified.  

SECTION 5.7    MILITARY LEAVE 

Military leave without pay shall be granted to employees who are inducted into or enlist in the Armed 
Services.  Seniority and re-employment rights of employees entering military service shall be as provided by 
applicable federal and state statutes.  Crisis Services shall pay the difference between military pay and normal 
agency salary for a period not to exceed two (2) weeks in each twelve (12) month period while an employee is 
called to military service, as defined by Federal Law, provided that the employee provides Crisis Service with 
their military pay voucher for such period. 

SECTION 5.8    EDUCATIONAL LEAVE 

Time off for the purpose of acquiring advanced training may be granted up to four (4) hours per week for full 
time employees and up to two (2) hours per week for part time employees without loss of pay with the approval 
of the Program Director and President/Chief Executive Officer.  The course must be directly related to the work 
of the employee; it must be a course offered by a recognized institution of higher learning; it must be a course 
which is not offered at any time other than during the employee’s working day; and time off will not, by reason 
of any other provision of this agreement, require the Agency to provide additional staff by the use of time off 
provided by this provision.  For the purposes of this section, an unpaid internship for which an employee receives 
credits for shall qualify as a course. 
 
SECTION 5.9    PAID TIME OFF 

5.9.1 Full time employees, per Section 1.3, shall accrue PTO as outlined in the chart below: 
 
Years of Employment Hours Accrued Monthly 
Under 1 year 13.84 
1-4 Years 19.24 
5-10 Years 23.17  
11+ Years 25.5  

 
5.9.2 All regularly scheduled part-time employees, per Section 1.3, shall accrue PTO on a prorated basis 
based on the above scale. 
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5.9.3 Full time employees in their New Introductory Period may use a maximum of forty (40) hours of PTO, 
once accrued. Part-time employees may use a prorated number based on their regularly scheduled workweek.   
5.9.4   Employees are eligible for and may use PTO as it is earned. Earned hours are those hours that are accrued 
and accumulated in the employees PTO bank. PTO must be requested according to program policy and approved 
by a supervisor: 

A.) Request one (1) month in advance for PTO of one (1) week or more; 
B.) Request one (1) week in advance for PTO of one (1) or more days but less than one (1) week. 
C.) Up to two (2) days of PTO may be used with the above timeframes waived for personal reasons. 

Requests will not be arbitrarily denied. 
PTO requests will be reviewed and approved via email and/or Crisis Services’ time keeping system within 5 
business days.  
Requests for PTO submitted prior to the timeframes listed above that do not qualify under 5.9.5 below will be 
approved no later than thirty (30) days prior to the start of the requested PTO. 
5.9.5  In the event of special circumstances (e.g. wedding, extended vacation, honeymoon, etc.), that requires 
significant travel expenses (e.g. plane ticket, hotel, etc.) employees shall submit their PTO request to their 
supervisor as early as possible.  Crisis Services will make every effort to find coverage for the employee.  Such 
requests will be approved or denied within thirty (30) days from the date of the request by email and/or via Crisis 
Services’ time keeping system and shall not be unreasonably denied. 
5.9.6   If two (2) or more employees request the same PTO days, preference will be given to the employee with 
seniority. However, when PTO has already been approved pursuant to section 5.9.4 and 5.9.5 above, later requests 
by a more senior employee cannot supersede previously approved PTO requests.  
5.9.7   Employees who are regularly scheduled to work forty (40) hours per week who do not use all of their 
accrued PTO within a given anniversary year may carry over up to eighty (80) accrued but unused hours of PTO 
to the next year’s PTO balance. All other accrued but unused PTO will be forfeited and not paid out. However, 
PTO denials due to staffing and/or Agency need may be carried over above eighty (80) hours to a maximum of 
one hundred (100) hours. 
All regularly scheduled part-time employees per Section 1.3 may carry over a prorated number of accrued but 
unused PTO hours to the next year’s PTO balance based on the number of hours they are regularly scheduled to 
work per week (i.e. 20-hour schedule = 40 hours of carryover). 
5.9.8   Upon employee notice to Crisis Services to terminate employment their PTO accrual will cease.  

 

ARTICLE 6: SAFETY 

SECTION 6.1 SAFETY 

6.1.1 The safety and security of employees at all work locations is a priority and therefore Crisis Services will 
observe all applicable health and safety laws and regulations and will make every reasonable effort to provide 
and maintain safe working conditions and a safe and healthy work environment.  
6.1.2 Should an employee identify an unsafe condition; they should bring the issue first to their immediate 
supervisor and/or Human Resources. Employees also can report concerns to the Administrative Office Manager, 
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Administrative Operations Director, or a member of the Safety and Security Committee. If a satisfactory 
resolution is not reached, the employee may file a grievance as outlined in Article 3.  
6.1.3 Employees will observe all applicable health and safety laws and regulations and comply with Crisis 
Services’ health and safety policies. 
6.1.4 Crisis Services Safety and Security Committee, comprised of employees from each department, will meet 
monthly to review Crisis Services’ health and safety policies, procedures and conduct necessary practice drills. 
Any unresolved issues presented during the committee meeting will be reported to the Administrative Office 
Manager or Administrative Operations Director.  
6.1.5 The Union and Crisis Services’ agree to have a standing Health and Safety agenda item, per Section 2.4 
Union Management Committee. The focus will be to collaborate on agreeable solutions to enhance training, 
resources, and tools consistent with local and federal statutes, Crisis Services’ policies and best practices. 

SECTION 6.2 COMMUNITY AND NATIONAL EMERGENCY ESSENTIAL PROVIDER  

6.2.1 Crisis Services is designated as an Essential Provider per New York State and Erie County. As such, all 
employees are considered essential workers and will need to assist during an emergency. 
 
6.2.2 If in the event an emergency has been declared by a competent governmental authority, or its policy 
agency, all employees scheduled to work must report to their supervisor and remain in daily contact for the 
duration of the emergency and follow all service planning to address the impact of the emergency. 

6.2.3 It is expected that in an emergency all employees not scheduled to work report to their supervisors to 
advise if they are available to assist. Supervisors will also contact employees who are not scheduled to work to 
request voluntary coverage if necessary. 
 
6.2.4 In instances where a weather-related emergency has been declared by a competent governmental authority 
involving official road closures, driving bans or closure of a municipality, employees who, as a requirement of 
their job, drive from place to place to provide care to clients, will consult and coordinate with management for 
travel guidance and expectations.  
 

ARTICLE 7: CONTRACTING OUT WORK 

Contracting out of work that is normally and customarily performed by the bargaining unit, shall be subject to the 
following: 
 

A.) Contracting out work is defined as the use of another employer to perform the work as described 
above; 

B.) Employer will not contract out bargaining unit work if such contracting out will cause, currently 
and directly, layoffs from employment with the Employer, part-timing of present employees, or 
any reduction in regular hours of work; and 

C.) Employer will not use independent contractors and/or agency employees, to permanently fill 
vacant positions in the bargaining unit.  While such persons are in use the Employer will actively 
recruit to fill the position.  
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ARTICLE 8: BARGAINING UNIT WORK 

Non-bargaining unit personnel shall not perform work assigned to bargaining unit employees.  The Employer will 
not convert any bargaining unit job title to a non-bargaining unit position.  
Exceptions to this section include cases of Agency, local, statewide or national emergencies;  absences of 
bargaining unit employees as a result of sick or other leaves; to provide appropriate supervision, instruction or 
evaluation; to maintain clinical competencies, or to meet client care requirements where undue delay would 
jeopardize a client’s life or compromise quality client care. 
The Employer will consult with the Union if funding restrictions impact service delivery and reassignment of 
responsibilities needs to occur.  

ARTICLE 9: END OF EMPLOYMENT 

An Employee wishing to resign shall give Crisis Services thirty (30) calendar days’ notice of resignation. 
Resignation notices are to be submitted in writing and specify the last day the employee is to be at work.  
Employees employed as of January 1, 2025, who have completed their introductory period and comply with the 
notice timeframe will be paid out accrued but unused PTO.   
Employees hired after January 1, 2025, who have completed their introductory period and comply with the notice 
timeframe will be paid up to 40 hours of accrued but unused PTO.  
Employees who provide less than 30 calendar days’ notice or who are involuntarily terminated will not be paid 
for any accrued, but unused PTO upon termination of employment.   
PTO requests approved prior to an employee giving their thirty (30) calendar days’ notice of resignation will be 
honored. PTO requests submitted after notice of resignation is given will not be approved.   
After an employee gives notice of their resignation, Crisis Services can require the employee to use accrued PTO 
up to the last day of employment. If less than 30 days’ notice is provided, previously approved PTO requests will 
be reviewed and may be adjusted or revoked based on program needs.   
If an employee who has a set schedule that ends their work schedule prior to the thirty (30) days, remaining days 
as determined by the set schedule) will revert to on-call responsibilities until they fulfill their thirty (30) calendar 
days. 
Accrued sick leave will not be paid out at the time of termination or departure from the organization.   

ARTICLE 10:   DURATION 

10.1.1   This Agreement shall be effective as of January 1, 2025 and shall remain in effect until  December 31, 
2027, and shall continue in effect thereafter until terminated by written notice given by either party expressly 
stating its intention to terminate this Agreement, in which case it shall terminate sixty (60) days following receipt 
of such notice.  Within thirty (30) days of the receipt of such notice to terminate the Agreement, the Union and 
Crisis Services shall commence collective bargaining with respect to a new Agreement. 
 
10.1.2   In addition to the right of either party to terminate the Agreement as specified above, either party may, 
not earlier than sixty (60) days prior to the end of the contract, request in writing negotiations on modifications 
or amendments to this Agreement.  If such written request is made (and the other party has not terminated the 
Agreement) the parties shall negotiate on modifications and amendments as proposed by either party and this 
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Agreement will continue in effect unless replaced by a new or amended Agreement or until terminated by either 
party giving sixty (60) days written notice of termination to the other party. 
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APPENDIX A: CRISIS SERVICES NEW YORK PAID SICK LEAVE POLICY 
 

A.) ACCRUAL OF SICK LEAVE 

Employees will accrue one (1) hour of paid sick leave (“PSL”) for every 20 hours worked.   

For purposes of this policy, “hours worked” means all paid time worked for the Organization.  This 
includes regular time, overtime, and activation time/pay codes.  Employees do not accrue PSL 
based on benefit time taken (e.g. paid time off, holiday, sick), when on leave (e.g. disability, 
FMLA, PFL, etc.) or when on call but not activated.   

B.) ACCRUAL CAP 

An employee’s accrued, unused PSL will carryover from year to year.  Accrual balances are not 
to exceed: 

1.) 400 hours for employees hired before October 1, 2021  
2.) 200 hours for employees hired after October 1, 2021 
 
Once the Accrual Cap is reached, the employee will no longer accrue PSL until such time as their 
unused PSL accrual is less than the Accrual Cap. 

 
C.) USE OF SICK LEAVE 

Employees may use accrued PSL for the following reasons, in addition to covering sleep time due 
to activation work: 

1.) A mental or physical illness, injury, or health condition of the employee or the employee’s 
family member (regardless of whether that condition has been diagnosed or requires medical 
care at the time the employee requests leave); 

2.) The diagnosis, care, or treatment of a mental or physical illness, injury, or health condition of, 
or need for medical diagnosis of or preventative care for, the employee or the employee’s 
family member; or 

3.) Where the employee or the employee’s family member has been a victim of domestic violence, 
a family offense, a sexual offense, stalking, or human trafficking, the employee may use 
accrued paid sick leave for the following reasons if the reason is related to the domestic 
violence, family offense, sexual offense, stalking, or human trafficking: 

i.) To obtain services from a domestic violence shelter, rape crisis center, or other services 
program; 

ii.) To participate in safety planning, temporarily or permanently relocate, or take other 
actions to increase the safety of the employee or the employee’s family members; 

iii.) To meet with an attorney or social services provider to obtain information and advice 
on, and prepare for or participate in, any criminal or civil proceeding; 
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iv.) To file a complaint or domestic incident report with law enforcement; 

v.) To meet with a district attorney’s office; 

vi.) To enroll children in a new school; or 

vii.) To take any other actions necessary to ensure the health or safety of the employee or 
the employee’s family member or to protect those who associate or work with the 
employee. 

Note: Notwithstanding any family relationship, this leave is not available where the 
employee committed the domestic violence, family offense, sexual offense, stalking, or 
human trafficking.  

The term “family member” means an employee’s child, spouse, domestic partner, parent, sibling, 
grandchild, or grandparent and the child or parent of an employee’s spouse or domestic partner.  
The term “parent” includes biological, foster, step, or adoptive parents, legal guardians of the 
employee, or a person who stood in loco parentis when the employee was a minor child.  The term 
“child” includes a biological, adopted, or foster child, a legal ward, or a child for whom the 
employee stands in loco parentis. 

PSL may be used in 15-minute or longer increments.  

Employees on a leave of absence pursuant to federal, state, or local law such as the New York Paid 
Family Leave law or the Americans with Disabilities Act may be required or permitted to use any 
accrued PSL for such absences depending on the reason and type of leave.    

Unless the employee’s employment was or would have been terminated for reasons unrelated to 
the leave (e.g., reorganization, lay off, reduction in force, etc.) or where applicable law provides 
otherwise, the Organization will restore an employee returning from sick leave to the position they 
held prior to taking PSL, with the same pay and other terms and conditions of employment. 

D.) NOTICE AND DOCUMENTATION 

Where the need for use of PSL is foreseeable (e.g., for pre-scheduled appointments), the employee 
must provide at least 7 days’ advance notice. Where the need for use of PSL is not foreseeable 
(e.g., for emergencies or sudden unexpected conditions), the employee must provide notice as soon 
as practicable under the circumstances. Notice should be provided as outlined in our Employee 
Handbook and per department guidelines. Failure to give proper notice, where notice is possible, 
may result in delay or denial of the leave or disciplinary action.  

Where permitted by applicable law, the Organization may require documentation to verify the 
proper use of leave. The Organization will not require disclosure of confidential information 
relating to a mental or physical illness, injury, or health condition of the employee or the 
employee’s family member, or information relating to absence from work due to domestic 
violence, sexual offense, family offense, stalking, or human trafficking, as a condition of taking 
sick leave.  The Organization will maintain all documentation received in connection with sick 
leave as confidential. 
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Employees are not required to find a replacement to cover their scheduled hours of work before 
being permitted to use accrued PSL.  

E.) PAYMENT AND PAYOUT OF SICK LEAVE 

Employees who use accrued PSL will be paid at their regular rate of pay for the number of hours 
they were scheduled to work during the time the PSL was taken. 

Accrued and unused PSL will not be paid out at the end of the calendar year, or upon separation 
from employment for any reason. 

F.) DISCIPLINARY MATTERS 

Use of PSL for impermissible reasons will be subject to disciplinary action. In addition, excessive 
absenteeism (apart from proper use of PSL or other approved leave), failure to properly call in 
advance of leave (except where not possible in circumstances like emergencies), or engaging in 
misuse of PSL may result in disciplinary action. 

G.) FURTHER INFORMATION 

Employees wanting further information regarding this policy should consult with Human 
Resources.   

Within three (3) business days of an oral or written request by an employee to Human Resources, 
the Organization will provide the requesting employee with a summary of the amounts of PSL 
accrued and used by the employee in the current calendar year and/or any previous calendar year. 

This policy is intended to implement the New York State Sick Leave Law (Labor Law Section 
196-b) and any accompanying regulations. To the extent this policy is inconsistent therewith, the
law and regulations will govern. Further, to the extent any state or local law provides for additional
leave benefits, the Organization will comply with any such requirements.

The Organization prohibits discrimination or retaliation against an employee because they used 
paid sick leave or otherwise exercised rights under the New York State Sick Leave Law. 
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APPENDIX B 
SIDE LETTER- REMOTE WORK 

Between Suicide Prevention and Crisis Service, Inc. (hereinafter the “Agency”) and Communications Workers 
of America Local 1122 (hereinafter the “Union”) 

WHEREAS the Union and the Agency are parties to a collective bargaining agreement (the “CBA”) in effect for 
the term of January 1, 2022, to December 31, 2024; and 

WHEREAS the Union and the Agency anticipate entering into a successor collective bargaining agreement for 
the period beginning on January 1, 2025, and ending on December 31, 2027 (the “Successor CBA”); and 

WHEREAS the Union and the Agency share a mutual interest in continuing to meet and confer during the term 
of the Successor CBA to address certain items related to the Agency’s operations that affect the Union’s members. 

NOW, THEREFORE, the Agency and the Union agree that notwithstanding anything to the contrary contained 
in the CBA, subject to and contingent upon the ratification of a Successor CBA: 

Remote Work.  The Agency and the Union recognize their mutual interest in continuing to evaluate the Agency’s 
current remote working policy and its application with respect to the Union’s members assuring fair and equitable 
remote work. 

The Agency and Union agree to continue discussions of the remote work policy on a regular basis throughout the 
term of the Successor CBA. 

This Side Letter is without prejudice or precedent to any position that the Union or the Agency may wish to take 
in any other proceeding involving any matter and does not alter any provisions of the CBA or the Successor CBA. 

If the Successor CBA is not ratified on or before February 15, 2025, this Side Letter will be of no force or effect. 

_1/15/25_     

Jessica C. Pirro               Date 

President/Chief Executive Officer 

_           

Communications Workers of America    Date   

Local 1122 

1/15/25
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