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Introduction 
 
 
 
Sister Brigid Collins was a St. Joseph Hospital Administrator and Social Worker who dedicated her 
life to strengthening families in Whatcom County.  In 1990, Brigid Collins, a private non-profit 
organization, was formed to support children who were victims of sexual abuse.  The organization 
is driven by the importance of its mission: to break the cycle of child abuse in Whatcom County.  
In 1994, the agency expanded its programs to include the prevention and treatment of all forms of 
child abuse and neglect. 
 
The goals of Brigid Collins are to support the healthy development of ALL families, to promote 
family support as a means to prevent child abuse, and to help children and families find services 
when abuse does occur. 
 
Our programs build on the strengths of each family to prevent the likelihood of unhealthy parent-
child relationships.  These free family support programs work to provide every child a healthy, 
nurturing home environment.   
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BRIGID COLLINS PERSONNEL MANUAL 
 
PURPOSE  

The Personnel Manual of Brigid Collins House (here forward referred to as Brigid Collins), describes the 
rules of personnel administration of Brigid Collins.  The manual describes the responsibilities and rights of 
Brigid Collins employees and serves as a basis for decision making on personnel matters.    

This Personnel Manual shall comply with all federal, state, and local laws applicable to this agency.  If any 
part of this manual conflicts with any law or the rules and regulations applicable to this agency by reason of 
its contracts with any funding source or regulatory body, that portion of the manual may be suspended by the 
Brigid Collins board or its Executive Director upon specific written notice from the authority concerned, and 
modified for specific compliance by subsequent Brigid Collins Board Action. 

Under direction from the Board of Directors, the Executive Director is responsible for overall administration of 
the agency’s personnel policies.  The Executive Director supervises the program managers and 
administrative staff directly and supports these staff members in their supervision of other Brigid Collins 
employees. 

This Personnel Manual is designed as a reference guide and is not intended to be a complete or final 
statement of all Brigid Collins personnel policies and procedures.  The Manual sets out general guidelines for 
personnel policies and practices of Brigid Collins.  It does not set out promises of specific treatment in 
specific situations.   Brigid Collins may modify, delete, interpret, or not apply the guidelines in any particular 
situation.  This manual does not constitute a contract of employment and should not be interpreted as 
creating an employment contract. 

WORKPLACE PHILOSOPHY 

It is a priority of Brigid Collins to create and maintain a cooperative, effective, and healthy working 
environment for all employees.  In order to accomplish this, employees are expected to work together in a 
productive and respectful manner, demonstrating effective communication with their peers and with 
management.  A good sense of humor is also encouraged and greatly appreciated. 

CONFIDENTIALITY 

Client confidentiality is of paramount concern to Brigid Collins as an important feature of working with the 
population served by Brigid Collins.  All staff will sign a Confidentiality Policy form that strictly outlines their 
responsibilities as prescribed under law. 

CHILD ABUSE REPORTING REQUIREMENTS 

All cases of suspected child abuse, neglect, or exploitation are to be immediately reported to Child Protective 
Services and/or law enforcement.  While the law provides that this must be accomplished within 48 hours, 
Brigid Collins policy is to make this report during the same day on which the information is disclosed.  If 
requested by law enforcement or CPS, a written follow-up will be provided to them as documentation of the 
report.  In all cases, documentation of reports will be written up in the client file. 

If any Brigid Collins employee, contractor, volunteer, or intern is under CPS investigation, Brigid Collins and 
its agents (per above) will cooperate with DSHS and will follow DSHS protocol for handling such 
investigations.  Employees under such investigation may be reassigned to paid leave and/or other 
re-assignment (e.g., support staff functions) until the investigation is completed. 

EMPLOYMENT AT WILL 

Brigid Collins does not guarantee or promise you will continue to have a job with Brigid Collins for any 
particular period of time.  Just as you can quit at any time without having to justify your decision, Brigid 
Collins reserves the right to terminate your employment at any time “at will”, with or without cause.  While 
Brigid Collins normally will have sound reason for terminating an employee, and normally will have 
communicated the reason to the employee before termination, Brigid Collins reserves the right in its sole 
discretion to make the determination of whether to terminate an employee.  No supervisor or manager or 
other official of Brigid Collins has any authority to make any contrary representations to an employee or 
prospective employee. 
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CONDITIONS OF EMPLOYMENT 

All Brigid Collins staff, interns, volunteers, contracted therapists shall be persons of good character.  Any 
staff, intern, or volunteer who has access to Brigid Collins clients shall demonstrate that she/he has the 
understanding, ability, physical health, emotional stability, and personality suited to meet the physical, 
mental, emotional, and social needs of persons under care.  Any person convicted of a crime involving child 
abuse may not work with Brigid Collins in any capacity, including the following positions: staff, interns, 
volunteers, and contracted therapists.  This prohibition also applies to any person found to be a perpetrator 
of “substantiated” child abuse.  Persons convicted of other crimes will need written permission for 
employment from the Executive Director and the Board of Directors. 

HIRING POLICIES AND PROCEDURES 

The Board of Directors shall be responsible for the employment and supervision of the Executive Director.  
The Executive Director shall be responsible for the employment and supervision of all other personnel. 
All openings will be publicly posted and applicants will be accepted on an open, competitive basis.  Paid and 
volunteer staff are encouraged to apply and will be given consideration if qualified.  All employees will submit 
a resume and cover letter and complete an application form.  All employees will complete a criminal history 
check, which all employees must pass to be eligible for employment with Brigid Collins. 
All employees will receive a job description. 
 
Personnel records are kept for all employees.  Each employee shall attend orientation with the business 
manager and their supervisor.  Each employee’s immediate supervisor is responsible for the completion of 
all needed forms for the personnel file and new employees are required to complete all forms before they 
may begin working.  These records are confidential and are available only to the employee’s supervisor, 
Business Manager and the Executive Director.  Employees have the right to review their personnel records 
in the presence of their immediate supervisor at Brigid Collins.  In the case of an employee grievance, the 
Board of Directors will also have access to these records.  Former clients of Brigid Collins shall be eligible for 
employment two years after client status is terminated.  In accordance with Title I of the Americans with 
Disabilities Act, Brigid Collins will not discriminate against employees with disabilities.  This includes job 
application procedures, hiring, firing, advancement, compensation, training, recruitment, advertising, tenure, 
layoff, leave, fringe benefits, and all other employee-related activities. 

EMPLOYEE BENEFITS 

Retirement 

Employees, who regularly work 20 or more hours a week, will receive an employer contribution equal to a 
percentage of their salary, to be placed in a retirement account set up by Brigid Collins.  The Board of 
Directors will determine the percentage.  Eligibility begins upon the successful completion of employee’s first 
anniversary evaluation. 

It is important for the benefit package to provide the employees with an opportunity to contribute to their 
retirement.  To the extent that the agency is able, it is important to recognize long-term employee dedication 
to the agency.  The agency’s financial picture changes from year to year, but we will make a commitment of 
1-5% contribution to retirement.  A review will be conducted, at least annually, by the Board of Directors to 
determine the level of agency contribution. 

Medical and Dental Insurance 

Eligible employees and dependents are insured under employer’s policy beginning the first of the month 
following date of hire.  There is no probationary period imposed by Brigid Collins.  Employees who regularly 
work 40 hours a week are eligible for paid medical and dental insurance for the employee under the 
employer’s plan.  Employees may elect to have children and/or partners covered by the same medical 
package at their own expense.  Employees who regularly work between 30 and 39 hours a week are eligible 
for paid medical and dental insurance covering 75% of the total cost of benefit.  The employee will be 
responsible for the remaining costs.  Employees may elect to have children and/or partners covered by the 
same medical package at their own expense.  Employees who regularly work between 20 and 29 hours a 
week are eligible for paid medical and dental insurance covering 50% of the total cost of benefit.  The 
employee will be responsible for the remaining costs.  Employees may elect to have children and/or partners 
covered by the same medical package at their own expense. 
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Vacation 

The accrual rate is 10 working days per year the first year of employment, 12 working days per year for the 
next two years, 15 working days for the next two years and 20 days per year after five years of employment.  
Vacation leave may not be liquidated by cash payment while personnel remain in the employment of Brigid 
Collins.  Vacation leave may only be cashed-out at the termination of employment.  Employees may carry 
over no more than five days (40 hours) vacation from one year (year to date) to the next.  Vacation may be 
taken as it accrues once a minimum of four hours has been accrued.  All requests for vacation will be 
submitted to the employee’s immediate supervisor at least two weeks before the first day of vacation being 
requested.  The supervisor on an exceptional basis may accept less than two weeks notice.  In some cases, 
three to four weeks notice may be required.  Generally, no more than one year accrued vacation may be 
taken at a time without an exceptional approval by the immediate supervisor.  No more than one-year 
accrual plus five days (40 hours) of vacation will be paid at the termination of employment. 

Compensated Sick Leave 

Accrual rate is one day sick leave for each month of employment.  Accrual rate is prorated for part-time 
employees. Sick leave may be used as it accrues once a minimum of four hours has accrued.  Employees 
are expected to provide their supervisor with as much notice as possible when they are unable to report to 
work due to illness.  At a minimum, a phone call to the supervisor at the beginning of, or before, the 
employee’s expected time of arrival is expected.  Sick leave may be used to attend to immediate family 
members who are ill.  Employees may not carry over more than 40 sick days (320 hours) at year end..  Sick 
leave may not be cashed out upon termination of employment.  Sick leave may be used for prescheduled 
doctor and dentist appointments when the employee’s work schedule prohibits their ability to schedule these 
appointments outside of their normal working hours.  For absences greater than three days, supervisor 
determines if verification is needed.. 

Compensated Bereavement Leave 

All Bereavement Leave is at the discretion of the Executive Director and must be approved in advance. 
Requests are submitted to human resources for approval by the executive director. 
 

Family and Medical Leave Policy 

Employees are entitled to 12 weeks of medical and family leave for the birth or adoption of a child, to tend to 
the serious health condition of the child, spouse or parent, or for a serious health condition that prevents the 
employee from doing his/her job, under the following conditions.  Employees must have been employed by 
the agency for at least twelve months and have worked at least 1,250 hours during the preceding 12 months.  
Accrued sick and vacation hours, if any, will be used first and any remaining time of the 12 weeks will be 
without pay.  Medical insurance will continue for a maximum of 12 weeks under the same terms and 
conditions as prior to taking leave.  When possible, employees must give at least 30 days notice and make a 
reasonable effort to minimize disruption of the work schedule.  Employees returning from leave are entitled to 
reinstatement to an equivalent position and wage if the leave did not exceed 12 weeks.  Twelve weeks of 
medical and family leave is available only once every 12 months.  There will be no accrual or accumulation 
of benefits or seniority during any unpaid portion of the leave. 

Pro-Rated Employee Benefits 

Vacation, Sick Leave and Holidays are pro-rated on the following schedule: 

 75% coverage 30-39 hours/week 
 50% coverage 20-29 hours/week 
 Not eligible for vacation or holiday coverage less than 20 hours/week (paid sick leave is provided) 

Overtime/Compensation Time 

The employee’s supervisor must first approve all overtime. 
Hourly employees are paid 1 ½ times their regular hourly wage for time worked in excess of 40 hours per 
week as documented on their bi-monthly time sheet.  Vacation, sick leave, and holiday pay for which no 
hours are actually worked does not count toward overtime.  Salaried employees who meet the legal 
requirements of RCW 49.46.010 (5)(c) are treated as “exempt” from 1 ½ overtime or compensation time.  As 
such, compensation time equal to the overtime worked can be taken per the instructions below. 

• Salaried employees who are “Non-Exempt” status qualify for either 1 ½  times the regular pay for 
hours in excess of 40 hours weekly documented on their bi-monthly time sheet, or may elect to take 
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compensation time equal to 1  times the amount of overtime worked.  For both groups of salaried 
employees, the following must be done in order to make use of these compensation policies: 

• Request date and time from immediate supervisor at least one week in advance. 

• Receive approval in writing, to be submitted to the business manager. 

• The agency workweek begins at 12:00 A.M. Sunday and ends at 11:59 P.M.  Saturday. 

• Compensation time, like sick leave, has no redeemable cash value at any time, including at 
termination of employment, and must be taken during the year in which it is earned. 

Other Leave of Absence 

Paid leave will be granted to employees to serve on jury duty or to exercise other subpoenaed civil duties 
that do not apply to employment at Brigid Collins. The number of paid leave days is at the discretion of the 
executive director. Immediate supervisor must arrange all Leaves of Absence. 

Holidays 

 Brigid Collins observes the following holidays: 

• New Years Day 
• Martin Luther King Day 
• Presidents Day 
• Memorial Day 
• Independence Day 
• Labor Day 
• Veterans Day 
• Thanksgiving Day 
• Friday after Thanksgiving 
• Christmas Day 
• Personal Holiday - This may be added to vacation time, but it cannot be carried over year to date,   

nor be cashed out upon termination of employment. 

Employee Training and Continuing Education 

All employees will receive initial training, both before beginning their duties and on-the-job training, sufficient 
for them to carry out duties outlined in their job description.   Brigid Collins will also provide in-service training 
throughout employment with Brigid Collins to improve working conditions and continually improve staff skill 
levels.  Employees are strongly encouraged to assist their supervisor in establishing needed areas for future 
in-service training.  In addition, employees are encouraged to participate in continuing education 
opportunities provided through workshops, seminars, etc, outside Brigid Collins.  These are to be negotiated 
with each employee’s immediate supervisor. 
 
When approved by a supervisor, Brigid Collins will pay for registration, lodging, meals (excluding alcohol) 
and mileage at the current agency rate.  If food is included in the training or hotel, reimbursement from Brigid 
Collins will not apply.  Eligible meals are reimbursed from receipts.  Whenever employees do participate in 
continuing education activities, they will be expected to provide in-service training to other Brigid Collins 
employees on the knowledge/skills gained. 

Continuation of Insurance Coverage after Employee Termination from Brigid Collins 

Eligible for COBRA plan of Washington.  

Work Breaks 

Employees are entitled to an unpaid meal period of at least 30 minutes if working more than five hours in a 
day and at least a 10 minute paid rest break for each four hours worked. 

Voluntary Termination 

Personnel are expected to give 30 days notice of resignation but must give at least two weeks (10 working 
days) notice.  An employee may request separation from Brigid Collins employment by submitting written 
notification to their immediate supervisor.  The written notice shall include the date it was prepared, the 
effective date of resignation, and the reason for resignation.  Employees have the option of utilizing accrued 
vacation leave in lieu of working after serving notice if approved by their immediate supervisor.  Failure to 
give this two weeks notice may result in loss of accrued vacation pay. 



P/Employees and Contractors/Douments/ Doc_BC_Personnel Manual_rev.3-30-18                                                                 P a g e  | 6 

Salary and Wage Increases 

Employees are eligible to receive a raise in salary or wages each year upon the anniversary of their 
employment with Brigid Collins.  All raises are dependent upon available funds.  If an employee changes 
positions within Brigid Collins that also entails a raise in wages or salary, a new anniversary is established 
from which to determine raises.  

PAY PERIODS 

Bi-Monthly (every other Friday). 

EMPLOYEE EVALUATIONS 

A written evaluation will be performed for each employee annually that will cover the significant areas of the 
employee’s job description. 

ACCEPTABLE INTERNET USE 

Brigid Collins provides its users with Internet access and electronic communications services as required for 
the performance and fulfillment of job responsibilities.  These services are for the purpose of increasing 
productivity and not for non-business activities.  Occasional and reasonable personal use of Brigid Collins 
Internet and e-mail services is permitted, provided that this does not interfere with work performance.  These 
services may be used outside of scheduled hours of work, provided that such use is consistent with 
professional conduct. 
Users should have no expectation of privacy while using company-owned or company-leased equipment.  
Information passing through or stored on company equipment can and will be monitored. 
Violations of Internet and e-mail use include, but are not limited to, accessing, downloading, uploading, 
saving, receiving, or sending material that includes sexually explicit content or other material using vulgar, 
sexist, racist, threatening, violent, or defamatory language.  Users should not use Brigid Collins’ services to 
disclose corporate information without prior authorization.  Gambling and illegal activities are not to be 
conducted on company resources. 
Infringements of this policy will be investigated on a case-by-case basis. 
 
OUTSIDE EMPLOYMENT 

Outside employment shall not involve a conflict of interest, conflict with employee’s duties, or otherwise 
adversely affect Brigid Collins operations.  Employees, volunteers, and interns shall not conduct outside 
business during time on-duty with Brigid Collins.  All employees, volunteers, and interns are required to 
inform their supervisors of all outside employment they hold or accept. 

NON-DISCRIMINATION AND RIGHT TO PRACTICE RELIGIOUS BELIEFS 

It is the policy of Brigid Collins that no client, employee, or any other person will be subjected to 
discrimination by Brigid Collins due to race, color, national origin, gender, sexual orientation, age, religion, 
creed, marital status, disability, or the presence of any physical, mental, or sensory disability as consistent 
with Title VI of the Civil Rights Acts and Washington Administrative Code 162.  This policy applies to all 
aspects of the agency’s programs, practices, policies, and activities. 

DRUG FREE WORKPLACE 

In accordance with federal and state laws, Brigid Collins requires a drug-free workplace environment.   Brigid 
Collins prohibits the unlawful manufacture, distribution, dispensing, possession, or use of a controlled 
substance in the workplace.  Violation of such prohibition will result in one or more of the following 
disciplinary actions: 
Use of the Brigid Collins Progressive Discipline Policy as stated on Page 8 of this Personnel Manual, 
including: 

1. Termination of employment is at the discretion of Brigid Collins Executive Director. 
2. Mandatory attendance/participation in drug/alcohol assessment and/or treatment with  progress reports, 

assessment/treatment and treatment outcome reported to the Brigid Collins Executive Director 
3. Suspension of employment (with or without pay at the discretion of the Executive Director) pending the 

outcome of #2 above. 
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REDUCTION IN WORK FORCE 

It is the policy of Brigid Collins to attract and retain a highly qualified and productive work force.  It is also the 
policy of Brigid Collins to establish and maintain programs that have a stable funding base.  However, from 
time to time, temporary or permanent reductions in force may be necessary.  In these cases, the following 
procedures will govern decreases in work force: 

• When the number of employees must be reduced, date of hire will govern, provided that every retained 
employee is qualified to perform the available work acceptably. 

• Brigid Collins may occasionally retain certain employees without regard to length of service because of 
the employee’s special knowledge, training, ability, or experience. 

• Normally, a minimum of two weeks notice will be given to employees before termination of employment 
due to reduction in work force.  If possible, additional notice will be given. 

• If reduction in work force is temporary, employees will retain benefits during layoff, as long as they pay 
the cost of the premium to Brigid Collins.  If they choose not to pay the premium, they will lose their 
benefits.  A re-establishment of benefits would then depend on the terms under any re-hiring 
arrangement.  Employees laid off on a temporary basis may choose to use their vacation time during 
the layoff period; however, this is not necessary. 

LIFE-THREATENING AND OTHER ILLNESSES 

Employees who have life-threatening or other illnesses (e.g. cancer, AIDS, cardio-pulmonary disease, etc.) 
will be treated like other employees as long as they meet performance standards and are not a medical 
threat to others in the workplace.  All information regarding an employee with a life-threatening illness will 
remain private and confidential between the employee, their supervisor, and the Executive Director, unless 
the employee consents to the release of said information. 

CODE OF CONDUCT, TERMINATIONS AND RESIGNATIONS 

Brigid Collins operates on behalf of victims of child abuse, their families, and families considered being  
at-risk.  Many clients are in extreme crisis situations as Brigid Collins staff begins working with them.   
It is therefore the policy of this agency to expect exemplary behavior of its employees. 

It is also a priority of Brigid Collins to have employees who feel satisfied with their work and who feel 
nurtured by their employment.  In order for this to be accomplished, staff and supervisors are expected to 
work collaboratively to create a work environment that is healthy and satisfying to all.  In accordance with 
this, supervisors are expected to provide feedback to employees, and employees are expected to provide 
feedback to supervisors on an on-going basis.  If skill deficiencies exist, supervisors will attempt to provide 
additional supervision and training to employees to remedy these problems. 

Due to the sensitive nature of the work done by Brigid Collins, and as previously noted herein, Brigid Collins 
retains the right to terminate any employee at will; employees should know and are on notice that any of the 
following activities will result in immediate termination from employment: 

• Possessing or consuming alcohol and other drugs while on work time. 

• Working while under the influence of drugs or alcohol.  When taking prescribed medications, one’s   
own judgment is paramount and collaboration with other staff or supervisor may be necessary to 
help establish any employee’s readiness to assume duties while on prescribed medication. 

• Accepting gratuities from clients. 

• Providing alcohol, drugs, weapons or any illegal items or substance to clients. 

• Becoming sexually involved with a client. 

• Willful falsification of employment records Brigid Collins records and reports. 
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SEXUAL, RACIAL, ETHNIC, OR OTHER HARASSMENT 

Harassment in any form, verbal, physical or visual, is strictly against policy and will result in disciplinary 
action, up to and including termination.  If you believe you have been the victim of harassment, or know of 
one who has, report it immediately to your supervisor or the Executive Director. 
 
Brigid Collins will not tolerate any conduct in the workforce on the part of any employee, regardless of 
position, which constitutes illegal sexual harassment.  If upon investigation, an accusation of sexual 
harassment is found to have merit, disciplinary action will be taken, up to and including termination.   Brigid 
Collins urges all employees who feel that they may have been the object of sexual harassment by any 
manager, or other employee, or others in the workplace to report it to a supervisor immediately.  All such 
matters will be treated in confidence.  No one who feels he or she may have been the victim of sexual 
harassment need fear retaliation for bringing this matter to the attention of the agency.  Anyone caught 
threatening or intimidating any employee in order to suppress this kind of communication with management 
will receive disciplinary action or termination of employment. 
If, for any reason, you feel uncomfortable bringing a sexual harassment item to the attention of your 
supervisor, you should contact the Executive Director, the President of the Board of Directors or the Chair of 
the Personnel Committee. 
The agency will make a prompt and thorough investigation of any report of harassment-sexual, racial, ethnic, 
and/or other-and will take effective action to discipline or terminate anyone found participating in such 
harassment. 

PROGRESSIVE EMPLOYEE DISCIPLINE 

If employees are not meeting job expectations, supervisors will follow a procedure for confrontation of 
substandard work as follows: 
1. Discussion with the employee in the area of deficiency and a corrective course of action, e.g., additional 

training, warning to employee of inappropriate action, etc. 
2. If the problem area continues, the supervisor will again address the issue with the employee, this time in 

a more serious and formal way.  Attention will be given to the established plan of corrective action and 
why it is not being followed or not working.  Written documentation by the supervisor of the discussion 
and plan of action will be filed in the employee’s personnel record. 

3. Upon third warning, supervisor will formally write a memo to the employee (with a copy to the 
employee’s personnel record) of what must be done to change the situation. 

4. If the situation has still not remedied, the employee must be terminated. 
This style of progressive discipline will be attempted whenever the area of deficiency or problem can be 
adequately addressed in this manner.  This is seen as less restrictive to immediate termination.  However, in 
accordance with the Washington State “At Will Doctrine”, Brigid Collins retains the right to terminate 
employment for any employee where deemed necessary. 

CONFLICT RESOLUTION PROCEDURE 

It is a fundamental policy of Brigid Collins to have a workable system for employees to get questions 
answered and work-related problems resolved. 

1. First, try to work out the problem directly with the other person involved. 
2. If you cannot resolve the problem, take it to your immediate supervisor for help in resolution.  Your 

supervisor will respond to your complaint within ten business days. 
3. If you are not satisfied with the response, or receive no response, you should present your complaint to 

your supervisor in written form with a copy to the Executive Director.  The supervisor will respond 
within ten business days. 

4. If you are still unsatisfied with the response, or receive no response, you should request a meeting with 
the Executive Director and the supervisor. 

5. You may make a final appeal and request a meeting with the Board of Directors.  Your request should 
be in writing and addressed to the Board President at his/her home address.  Response will be made 
within thirty calendar days. 

If the problem directly involves your supervisor, you should begin at Step 4. 
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PROTECTION FROM RETALIATION 

If any employee reasonably believes that a policy, practice, or activity of Brigid Collins House is in violation of 
law, a written complaint may be filed by that employee with the Executive Director. 
 
It is the intent of Brigid Collins House to adhere to all laws and regulations that apply to the organization, and 
the underlying purpose of this Policy is to support the organization's goal of legal compliance.  The support of 
all employees is necessary to achieving compliance with various laws and regulations.  An employee is 
protected from retaliation only if the employee brings the alleged unlawful activity, policy, or practice to the 
attention of Brigid Collins House and provides Brigid Collins House with a reasonable opportunity to 
investigate and correct the alleged unlawful activity.  The protection described below is only available to 
employees that comply with this requirement.  
 

1. Brigid Collins House will not retaliate against an employee who, in good faith, has made a protest or 
raised a complaint against some practice of Brigid Collins House, or of another individual or entity 
with whom Brigid Collins House had a business relationship, on the basis of a reasonable belief that 
the practice is in violation of law or a clear mandate of public policy.  

2. Brigid Collins House will not retaliate against an employee who discloses or threatens to disclose to 
a supervisor or a public body any activity, policy, or practice of Brigid Collins House that the 
employee reasonably believes is in violation of a law, or a rule, or regulation mandated pursuant to 
law or is in violation of a clear mandate or public policy concerning health, safety, welfare, or 
protection of the environment.  
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