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ARTICLE 1
AGREEMENT

Agreement entered into between the TOWN OF MONTAGUE in the County
of Franklin, Massachusetts (hereinafter called the "Town") and the UNITED
ELECTRICAL, RADIO & MACHINE WORKERS OF AMERICA (UE) and
its AFFILIATE LOCAL 274 of the UNITED ELECTRICAL, RADIO AND
MACHINE WORKERS OF AMERICA (hereinafter called the "Union").

ARTICLE 2
PURPOSE OF AGREEMENT

This Agreement is entered into by the Parties hereto in order to provide for
orderly collective bargaining relations between the Town, its employees in the
bargaining unit and the Union.

It is the desire of both Parties to cooperate in maintaining a harmonious
relationship between the Town and its employees, to provide an amicable
method of settling any difference or grievance relating to wages, hours and
other conditions of employment which may arise from time to time, and to
provide for the performance by the Town employees of their work in a
conscientious, productive and skillful manner which will serve the efficiency
and economy of operation of the service to the Town.

ARTICLE 3
UNION RECOGNITION

The Town recognizes the Union as the exclusive representative of all full-time
and regular part-time employees in the Department of Public Works
(“DPW?”), and Clean Water Facility (“CWF”) and excluding all
superintendents and assistant superintendents, working foremen, professional
employees, clerical employees, all temporary, seasonal and casual employees,
and all other employees of the Town.



ARTICLE 4
NO DISCRIMINATION

The Town agrees that no employee shall in any manner be discriminated
against on account of membership in the Union or by reason of any Union
activity.

The Town and the Union hereby agree that neither Party shall discriminate
against employees because of race, color, creed, sex, sexual orientation,
genetic information, gender identity, religious affiliation, ancestry,
veteran/active military status, national origin, or age as defined and protected
under state or other applicable federal law.

ARTICLE 5
CHECKOFF OF DUES

The Town agrees to deduct current monthly dues in installments weekly for
any employee covered by this Agreement who so individually authorizes the
Town in writing on the following form, and promptly remit the same to the
Financial Secretary of the Local.

CHECKOFF AUTHORIZATION

By:
(Name of Employee)

To: Town of Montague

Effective:

(Date)

I hereby request and authorize you to deduct from my earnings each
week, the amount of UE membership dues. This amount shall be

paid to the Financial Secretary of Local 274, United Electrical,

Radio & Machine Workers of America (UE). These deductions may
be terminated by me by giving you a sixty (60) days written notice
in advance to both the Town and the Union, or upon termination of
my employment.

Employee's Signature



The Union agrees to and does hereby indemnify, defend and hold the Town
harmless from and against any and all claims, demands, liabilities,
obligations, suits or any other form oflegal action or litigation arising from or
related to any action taken by the Town in reliance up on any information, list,
notice, statement, or authorization for the checkoff of Union dues delivered to
the Town by the Union.

ARTICLE 6
NO STRIKE CLAUSE

The Union and the employees agree that they will not for any reason,
including an alleged prohibited practice within the meaning of the M.G.L. c.
150E, authorize, threaten or participate in any strike (including a "sympathy"
strike), job action, slowdown, work stoppage, or any interruption of or inter-
ference with the operations and services of the Town by concerted action.

No grievance or other dispute need be taken up for discussion and settlement
by the Town until any such violations have been terminated. Any employee
or employees who engage or participate in any of the prohibited conduct
described in Paragraph A shall be subject to disciplinary action, including
reprimand, suspension or discharge, and such action, if taken by the Town,
shallnot be subject to the provisions of the grievance procedure except as to
the question as to whether the employee or employees who were disciplined
or discharged did in fact participate in or encourage or were responsible for
the violation of the provisions of Paragraph A. In the event that any
emp loyees engage or participate in any of the prohibited conduct described in
Paragraph A, the Union shall promptly, forthwith and without delay:

(1) Publicly disavow such action by the employees; and

(2) Instruct such employees to cease such action, to return to work
immediately, and to comply promptly with the provisions of this

Article.

The Town agrees that, during the term of this Agreement, it shall not institute
a lockout against the employees covered by this Agreement.



ARTICLE 7
TOWN RIGHTS

The Town, the Union and the employees agree that the right and responsibility
to operate and manage the business and the affairs ofthe Town, to select and
direct the working forces and to control, direct, discontinue and change the
use of its properties and facilities are vested exclusively in the Town. These
rights and responsibilities include by way ofillustration the right to determine,
control and change work and experimental operations; therightto select, test,
train and to determine the ability and the qualifications of the employees; the
right to determine, control and change emergency, experimental, operating,
production, shift, training and working assignments and schedules; theright
to control, plan, change and direct facilities equipment, tools and op erations;
the right to determine, control, plan and change routes, route schedules, and
job assignments; theright to determine, control, plan and change all matters
pertaining to purchase, sale or disposition of equipment, and the organization
of the management staff; theright to establish, distribute, modify and enforce
reasonable rules of employee conduct, manuals of operating procedures and
rules and regulations governing matters pertaining to safety and health within
the operations of the Town; the right to determine, control and change the
quality and nature of its products, materials and services and the quantity of
production; the right to employ, lay off, discharge, retire, assign, discipline,
transfer, interview and promote its employees, including casual, seasonal,
temporary employees and contract labor except as specifically limited by this
Agreement; the right to obtain from any source and to contract and
subcontract for materials, services, supplies and equipment whether or not
arguably within the capacity of Town employees to perform; the right to
determine, control and make changes in work assignments, job content,
productivity and performance standards, frequency and standards of
inspection, the size of the work force and the right to investigate all matters
relating to Town operations, citizen complaints and employee conduct; the
right to determine, control, plan, direct and change facilities and services on
Town premises for the use or benefit of the employees; theright to introduce
and op erate new or improved methods, facilities, processes or techniques; the
right to control, determine, direct, establish, change and discontinue Town
functions and services or the location or the operation ofits garage, office, or
other facilities; the right to acquire, change, discard, install and remove
equipment, machinery, time recording systems, buildings, tools and other
facilities; the right to determine, establish and change any form of employee
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benefits not otherwise provided for in this Agreement; the right to maintain
discipline and order and to maintain or improve efficiency within its
operations and all other rights pertaining to the operation and the management
of the business and the affairs of the Town and the establishment and change
of conditions of employment not specifically given in this agreement to the
Union or to the employees. The failure by the Town to exercise any of the
rights as provided in this Article shall not be construed as a waiver of these
rights nor of the right ofthe Town to control, operate and manage its business.
The Union and the employees agree that, except as otherwise specifically
provided in this Agreement, nothing contained in this Agreement shall be
construed or deemed to constitute a waiver of or any restriction upon the
inherent right to the management of the Town to operate and conduct its
business, facilities and services within maximum efficiency or of the common
law right of the Town to control, direct, manage, plan and make changes in
the business or the affairs of the Town, and to unilaterally exerciserights and
authority as provided and illustrated in this Section; provided, however, that
none of these rights shall be exercised by the Town contrary to any specific
provisions of this Agreement.

ARTICLE 8
SENIORITY

The Town recognizes the principle of seniority and agrees to apply said
principle in accordance with the provisions of this Article. Seniority shall be
defined as the employee's total length of active service for the Town,
excluding prior periods of employment from the Town in case of rehire.
Seniority shall not accrue during periods of unpaid leave in excess of thirty
(30) consecutive calendar days. To the extent provided in this Article,
seniority may be exercised within, but not between, each of the following
units:

(1) DPW (including Light Maintenance and Landfill)
(2) Clean Water Facility

Should the Town decide to lay off employee(s) within a particular job
classification, the Town agrees to lay off the least senior employee if the
abilities and experience within the classification of the remaining employees
are otherwise equal. The Town agrees to provide the Union and the

5



employees involved with a week's notice of any intended layoff. An employee
faced with layoff shall have a single option to bump laterally or downward
within his/her unit (as defined in Paragraph A), provided the employee has
more seniority and is then immediately qualified to fully performthe job. An
employee who has the qualifications and experience may request he/she be
allowed to bump into a higher grade job held by a less senior employee, and
any denial of such request may be grieved up to and including Step 3 ofthe
grievance procedure, where the decision shall be final. Recall from layoff
shall be in the inverse procedure.

Whenever the Town determines to fill a vacancy, other than temporary
vacancies, the Town shall post the job for three (3) work days on the
appropriate bulletin boards, during which time interested employees may
submit written bids to the ap propriate Superintendent. In posting a job, the
Town may establish a minimum term of up to one year during which the
emp loyee who fills the job may not, without a specific and written waiver, bid
on another job posting. In decidingupon the appointment, the Town will give
due regard to unit and Town seniority, but shall also give due regard to an
employee's attendance record and experience. Prior disciplinary action may
also be considered if relevant to the requirements of the posted job. In any
new assignment, there shall be a probationary period of thirty (30) days,
during which either the employee or the Town may rescind the assignment,
provided that the employee is returned to his/her former position. Any
employee who is aggrieved by any decision under this Section shall have the
right to appeal to the Selectboard or its designee(s), whose decision shall be
final, except with respect to an alleged violation of Article 4. Upon request,
the employee and the Union shall have the right to a copy of the job bid, the
names of bidders, the name of the selected individual, and the reason for the
decision.

An employee shall lose his/her seniority and cease to be an employee of the
Town for any of the following reasons:

(1) Ifthe employee quits;

(2) Ifthe employeeis discharged for just cause in accordance with Article
10;



(3) If the employee fails to report within five (5) days after recall from
layoff;,

(4) Ifthe employee is on layoff through three (3) complete fiscal years;
(5) Ifthe employee is absent without notice for over three (3) days.

Bargaining unit employees shall have the right to bid into vacant foreman
positions which the Town intends to fill. The bidding procedure established
shall apply. Employees who are awarded such a bid shall have a training
period of one (1) year, during which time the Town or the employee, at the
discretion of either, may terminate the award and restore the employee to
his/her former position (or, if no longer vacant or existent, an equivalent
positionat the same grade). Seniority previously accrued shall be recognized
after an employee has returned to the bargaining unit after having left it for a
non-unit position.

The Town may fill temporary unposted vacancies for no longer than thirty
(30) calendar days with temporary transfers, after which it must postthe job,
unless the vacancy is caused by an employee being on a leave of absence for
a defined time or a Town-authorized medical leave recovery period.

ARTICLE 9
PROBATIONARY PERIOD

The first sixty (60) calendar days of an employee's employment, plus time off
due to illness or leave of absence, together with the DPW employee's first
snow season, shall constitute trial period during which no written warnings or
discharge shall be deemed a violation of any of the provisions ofthis Article
or a cause for or subject to the grievance or arbitration provisions of this
Article. The snow season shall be the period between December 15t and the
following February 28%. The Town may waive some or all of the trial period
for specific employees, and the Town may extend the trial period by an
additional 30 days. In the case where the Town chooses to extend the
probationary period, the employee will receive all contractual benefits except
those noted in this Article. No employee is guaranteed employment for the

duration of a trial period.



ARTICLE 10
PROCEDURES FOR DISCIPLINARY ACTION OR DISCHARGE

The Town agrees that it will not discipline or discharge any employee except
for just cause.

The Town agrees to give notice to the Union of any discharge as soon as
possible. Any grievance or arbitration arising out of this Article shall be
conducted as follows. The grievance may be filed with the Town
Administrator at Step 2. A hearing on the grievance shall be scheduled at a
mutually convenient time between the Union and Town Administrator, but in
no event more than fourteen (14) days after the filing of the Step 2 grievance.
The Town Administrator shall respond to the Step 2 grievance in writing
within seven (7) days after the meeting. Thereafter, the parties shall follow
the grievance procedure as outlined in Article 11.

In making a determination as to whether or not discipline was administered
for just cause, the arbitrator shall take into consideration the Town's policy on
Standards of Conduct, Appendix "A."

ARTICLE 11
GRIEVANCE PROCEDURE

A grievance is a dispute arising during the term of this Agreement between
the Town and the Union or any employee as to the application and
interpretation of this Agreement.

The Union and employees agree that the exclusive method for the adjustment,
processing and settlement of a grievance is and shall be in accordance with
the grievance and arbitration procedure prescribed in this Agreement. The
Town, the Union and employees agree to be bound by any determination or
decision which shall be made in accordance with this Agreement.

All time limits provided in this Article may be extended by mutual agreement.
Wherever the phrase "working days" is used, the phrase includes Monday
through Thursday but does not include holidays as defined in this Agreement.
A grievance as defined in this Agreement shall be processed and, if possible,
settled in accordance with the following grievance procedure:
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Step 1:

Step 2:

Step 3:

Step 4:

The employee and/or the Union shall present the grievance orally or
in writing to the employee's Superintendent within five (5) working
days after the action or matter occurred or the time when knowledge
ofthe events leading to the grievance should reasonably be known to
the affected employee(s). If they cannot reach a satisfactory
settlement within three (3) work days, then the matter shall be
submitted in writing to the Town Administrator at Step 2 within the
next five (5) work days.

A meeting between the Union grievance committee, accompanied, if
desired, by representatives of the Local or International Union, the
aggrieved employee, ifhe/she so desires, and the Town Administrator
or his designee, shall be scheduled at a mutually convenient time
between the Town Administrator and the Union, but in no event more
than fourteen (14) calendar days after the filing of the Step 2
grievance. The Town Administrator shall submit a written answer to
the Union within seven (7) calendar days after the meeting. If the
answer is unsatisfactory, the complaint shall be referred to Step 3
within five (5) work days after receipt of the answer, to the
Selectboard.

Upon timely receipt of a Step 3 grievance, the Selectboard shall
schedule a meeting with the Union, to be scheduled at a mutually
convenient time between the Selectboard and the Union, but in no
event more than fourteen (14) calendar days after the filing ofthe Step
3 grievance. Within seven (7) calendar days after the meeting, the
Selectboard, or its representatives designated for the purpose of this
grievance, shall provide the Union with its written decision on the
grievance.

A grievance which is not settled after the completion of the Step 3
procedure may be submitted to arbitration in accordance with the
following procedure:

(@) Within forty (40) calendar days after receipt of the
Selectboard’s denial of the Step 3 response, the Union may
submit a request for arbitration to the Federal Mediation and

9



Conciliation Service, with a copy to the Town. At any time
prior to the appointment of an arbitrator, the Town and the
Union may agree upon an arbitrator.

(b) Thedemand for arbitration shall state the provision or provis-
ions of this Agreement allegedly violated and shall state the
remedy or relief sought.

(¢) The parties shall select an arbitrator in accordance with
FMCS Labor Arbitration Rules.

(d) Theauthority ofthe arbitrator shall be limited to the terms and
provisions of this Agreement and to the question or questions
submitted. The arbitrator shall be bound by the provisions of
this Agreement and he shall not have any authority to add to,
subtract from, modify or alter any of the terms or provisions
of this Agreement.

The expenses of the arbitration shall be shared equally by the Town and by
the Union, except that expenses related to witnesses will be borne by the party
calling the witness.

The Town need not arbitrate and will not be bound by any arbitration award
involving a matter also subject to Civil Rights, OSHA, Labor Relations
Commission or other administrative agency action, unless the Town is first
satisfied that such other procedures and avenues of litigation have been
effectively waived.

The Union grievance committee shall consist of up to three (3) employees for
the Highway Department unit and up to two (2) employees for Clean Water
Facility unit grievances, with the Town being provided with the names of
these individuals and any changes as they occur.

Grievance meetings shall normally be held after normal first shift hours;
however, if the Town schedules such meeting(s) during regular work hours,
those employees essential for participation shall be released, without loss of
pay, but only for so long as the meeting shall be held.

10



ARTICLE 12
WAGES

The classifications, grades and minimum rate ranges for all bargaining unit
positions aremade a part of this Agreement by attachment as Appendix "B".
The rates shall be effective commencing with the first full payroll period in
the designated fiscal year.

Employees will be hired at no less than the minimum of the grade.

Any employee who is unable to work due to injury sustained in the course of
performing his duties will be compensated for the balance ofthe shift without

requiring the use of sick leave.

Step increases shall go into effect on July 1st of each year. Newly hired,
transferred and promoted employees must be working in their June 30th
grade/step on orbefore March 3 1st ofa calendar year to be eligible to the step
increase on July 1st of that calendar year. When an employee successfully
bids on a job in a higher labor grade, he/she shall be placed in the higher grade
in the Step that allows for a $0.95 per hour increase.

Upon thirty days’ notice to the Union, the Town may change the present
payroll practice to one on which employees will be paid on Friday for the full
and complete preceding payroll period.

When a qualified employee is assigned to operate equipment regularly
operated by an employee in a higher grade, or when the Town requesta CWF
employee to fill in for an operator with a higher operations license or the
operations foreman at the plant, the employee shall be paid at a rate equal to
$1.25 morethanhis regular hourly wage for all hours worked p erforming the
job, provided the employee possesses the required license(s). An employee
shall be considered qualified on the equipment afier he has operated the
equipment for at least forty (40) hours, and for at least twenty (20) most recent
hours without accident or damage; the qualification time may be extended by
mutual agreement if the Superintendent does not consider the employee
qualified on the equipmenty Nothing in this Agreement shall be interpreted to
require the Town to assign any employee to the operation of any equipment
or to any function where the Superintendent or his designee believes the
assignment may create an unsafe situation. Assignments to above-grade
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duties shall be within the discretion of the Town and are not subject to
arbitration. It is understood that the Heavy Equipment Operator is eligible for
Working Out of Grade Compensation under this section when assigned to
perform as Supervisor for an entire week as vacation fill-in.

Annual longevity increases will be provided in the following amounts for
employees who have completed the indicated number of years of service:

5 years - $300
10 years - $500
15 years - $900
20 years - $1,000
25 years - $1,100
30 years - $1,200
ARTICLE 13
HOURS AND OVERTIME

The pay week shall begin at 12:01 A.M. on Sunday and end at Midnight on
the following Saturday. The pay day shall begin at 12:01 A.M. and end at
Midnight that same day.

The DPW work week shall consist of ten (10) hours per day, four (4)
consecutive days per week, Monday through Thursday (except for unit
members in the Clean Water Facility). The CWF unit members shall work
Monday through Friday 40 hours per week and 8 hours per day, with varying
hours to be assigned by the Superintendent or his/her designee. Nothing in
this Article shall be interpreted as limiting the hours during which the Town
facilities may be open or during which work may be performed. Nor shall
anything in this Article constitute or imply a guaranteed work week. In the
event, due to financial problems, the Town determines a need to reduce the
work week or other alteratives, it will negotiate in good faith with the Union
to reach an agreement. Prior to instituting any change of the work week or
any furloughs, the Town will provide financial information requested by the
Union and there will be no subcontracting of any work that could be done by
the bargaining unit during such period. The Town agrees to meet and discuss
with the Union a four day, ten hour work week and, if mutually agreed, to
implement such a schedule for whatever work groups are covered by the
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agreement during the summer period. Overtime will not be paid until after
ten hours of work in one day under such a schedule and all leave time will be

calculated in hourly increments.

The first shift starting time shall be 6:00 A.M., except as otherwise mutually
agreed. Any second shift or overlapping shift which the Town intends to
establish for a duration of one week or more shall not be implemented, except
in emergency, without two weeks advance notice to the Union and an
opportunity for the Union to discuss the effects of such a decision. Landfill
shift starting times will normally change in February and November to reflect
patterns of use. Significant changes will not take place without one week's
notice to affected employees.

The Union agrees to continue working beyond 4:00 P.M. in the event of an
emergency as determined by the Town. If it becomes necessary due to the
requirements of the Town's customers to change the hours of some or all
operations, the parties agree to reopen negotiations as to the impact of such

change.

During every full shift, there shall be a ten (10) minute "coffee" break and a
twenty (20) minute paid "lunch" break, each of them being on site. CWF
employees shall have a ten (10) minute break between lunch and the end of
the shift. There shall also be a five (5) minute "washing up" time at the end
of each shift for employees whose assignments that day warrant such time;
CWF employees shall be allowed a twenty (20) minute shower time.
Employees who are called in for emergency overtime shall be entitled to a
twenty (20) minute break for each four (4) hours of work performed, said
breaks to be delayed, if possible, until the emergency work is completed.

The Town will provide vehicles with waterless hand-cleaning materials and
containers for drinking water.

The Town may alter the work schedules of employees who are in a proba-
tionary period as necessary for training purposes.

All hours which an employee is required to work in excess of (a) forty (40)
hours in one calendar week or (b) ten (10) hours in one day shall be
compensated at one and one-half (1 1/2) times the employee's straight time
hourly wage rate. Vacation, holiday and sick time, paid for but not actually
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worked shall be considered hours worked for the purpose of calculating an
overtime obligation of the Town. There shall be no pyramiding of premium
and/or overtime pay.

The Town may require employees to be available for and to perform overtime
work, and all parties to this Agreement understand that this requirement is an
essential element of the employment relationship. The Town agrees that
normal overtime opportunities will be offered to all available and qualified
employees within the classification on an impartial basis and with as much
notice as practicable. All DPW employees who are qualified and regularly
remove snow and treat ice shall be offered the chance to work before any non-
union personis called in for overtime work, provided that this does not impact
the ability of on-duty managers to p erform such work or to deal appropriately
with emergencies. An employeeshallbe charged with overtimerefused. An
employee who cannot be reached by telephone or other agreed upon
arrangement shall be regarded as refusing overtime.

All work performed by CWF employees on a day celebrated as a holiday as
provided in this Article shall be compensated on a double-time basis. All
work performed by DPW employees during the 24-hour periods of
Thanksgiving and Christmas shall be compensated on a double-time basis.
All work performed by DPW employees during all other holidays shall be
compensated on an overtime basis.

In emergency conditions (e.g., flooding, storm damage, ice or snow emergen-
cies), the provisions in Sections B and C above shall not be applicable,
provided that normal schedules shall be resumed as soon as possible and the
overtime provisions of this Article shall remain in effect. If an employee
works a regular shift then has fewer thansix (6) consecutive hours rest before
his normal shift starts again, the hours worked on this next shift will be paid
at the overtime rate.

There shall be a shift differential for regularly scheduled second and third
shifts of twenty-five cents ($.25) and forty cents ($.40), respectively.

In case of a call-in, and if the employee reports to work within thirty (30)
minutes, there shall be a minimum guarantee ofthree (3) hours workor pay.
An additional call-in for the same job and location within a guarantee period
will extend the minimum guarantee period by one (1) hour. Such additional

14



consideration is limited to one hour, in total, per staff member, per 24-hour
period.

Separately from the general responsibility of each employee to be available
for such operations as snow plowing, there shall be a standby crew as
follows:

o For DPW employees, winter season standby shall be based on seven
(7) days, after regularly scheduled workhours. Winter season standby
shall commence at the discretion of the Superintendent, but shall be
no less than fifteen (15) non-consecutive weeks in duration.

o Non-winter standby pay for DPW employees shall include all
weekends (Thursday 4:00 p.m. to Monday 6:00 a.m.) and Holiday
coverage (Thursday 4:00 p.m. to Monday 6:00 a.m. or 6:00 a.m. ofthe

next regularly scheduled work day).

. DPW employee Winter standby or any seven-day shall be two-
hundred ten dollars ($210) per week (only applicable to the five (5)
staff listed on the on-call schedule for the week).

o DPW employee non-winter weekend standby pay shall be one-
hundred five dollars ($105) per weekend.

o DPW employee holiday standby shall be one hundred thirty-five
dollars ($135) per Holiday weekend.

° CWF employeeregular weekly standby pay shall be two-hundred ten
dollars ($210) per week.

o CWF employeeholiday standby pay shall be two-hundred fifty-five
dollars ($255) per holiday week.

o Management will provide the standby schedule and the Union
members will volunteer for standby shifts and volunteers will be
scheduled in order of seniority by management.
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° In the event there areno volunteers, employees shall be mandated in
reverse order of seniority to fill standby shifts.

° The Town agrees to provide pagers to the employees on standby or as

~ deemed necessary to cover emergency situations. Failure on the part
of an employee on standby, or an employee generally during periods
of snow or other weather emergencies, to be available and reliable for
assignments, unless Union prior excuse, shall constitute a failure or
refusal to perform assigned work and shall be subject to Article 10

procedures.

o Call in hours from 6:00 a.m. to 10:00 p.m. will be a minimum three
(3) hour call-in pay

e  Callin hours from 10:01 p.m.until 6:00 a.m. will be a minimum four
(4) hour call-in pay.

Overtime Bank: The Town agrees that on a reasonable advance notice to the
Town an employee may elect to defer winter overtime payments, to a
maximum of sixty straight-time hours to an overtime bank and the employee
will be able to take such time off during the following summer vacation season
on request, subject to scheduling approval by the Superintendent. For each
hour of overtime worked the employees ifthey so choose, will have one and
one half hours credited to their overtime bank, up to the maximum of eighty
hours. There will be no mandatory department shutdowns during the summer
months exceptas provided below. The overtime bank cannot be carried over
from year to year but 16 hours of current wages per year can be deferred for
retirement.

Scheduled overtime for CWF employees shall be a minimum of three (3)
hours.
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ARTICLE 14
HOLIDAYS

The following thirteen (13) days shall be considered paid holidays under this
Agreement:

New Year's Day Memorial Day
Martin Luther King's Birthday Independence Day
Presidents’ Day Labor Day
Patriot's Day Columbus Day
Thanksgiving Day Veterans Day
Christmas Juneteenth

The day before Christmas (i.e., December 24th) shall be a paid holiday when
it falls during the Monday through Thursday work week (or when it falls on a
scheduled work day of an employee on a different work week). In any year
in which the day before Christmas is not a paid holiday, the day after
Thanksgiving shall be a paid holiday.

Holiday pay equal to straight time pay for eight (8) hours for all full-time
CWF employees and ten (10) hours for all full-time Highway Department
employees shall be paid to all full-time employees.

Holidays that fall on Saturday shall be celebrated the previous work day
(Thursday or Friday), and holidays that fall on Sunday shall be celebrated the
next day (Monday). For DPW employees, holidays that fall on a Friday shall
be celebrated on the preceding Thursday.

If a paid holiday occurs during an employee's vacation period, the employee
will receive an extra vacation day in lieu of the holiday.

ARTICLE 15
VYACATIONS

Vacation leave with pay shall be earned by employees after completion of
each year of service, on the anniversary date, in accordance with the following
schedule:
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One Year — 80 hours of vacation

Five Years - 120 hours of vacation
Ten Years - 160 hours of vacation
Twenty Years - 200 hours of vacation

Employees hired after July 1,2013 will be capped ata maximum of 160 hours
of vacation.

In addition, new hires earn 16 hours of vacation following completion of each
ten (10) weeks of work during their first year, to a maximum of 80 hours.

In the event of conflicting requests for vacation preference, seniority shall
control. In the event of conflicting requests for the scheduling for time off
(other than vacationrequests in work week blocks, which requests shall take
priority), seniority shall control unless departmental operations will be
adversely affected. Up to 40 hours of vacation may be carried over to the next
anniversary year; otherwise all vacation leave must be taken within twelve
(12) months after it is earned, or it will be lost. Requests for vacation leave
shall be made to the Superintendent with reasonable advance notice; if so
made, the request shall be answered within five (§) work days and approval
shall not be unreasonably withheld.

A vacation, once set, cannot be canceled or changed, except by mutual
agreement. An employee who is hospitalized while on vacation will be
allowed to substitute sick leave for the vacation days involved.

Vacationshall betaken in no less than half day increments, exceptthat DPW
employees who have used vacation under prior Agreements in less than half
day increments may continue such practice.

Whenever the employment of any person subject to the provisions of this
Section is terminated during a year by layoff, resignation, discharge,
retirement or death, without his having been granted a vacation to which he is
entitled under such Section, he, or in the case of his death, his estate, shall be
paid at the regular rate of compensation payable to him at the termination of
his employment, an amount in lieu of such vacation; provided that no
monetary or other allowance has already been made therefor. The official
head of the department in which the person was last employed shall enter on
the departmental payroll all amounts payable under this Section.
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Vacation shutdown for the DPW: Upon notice to the Union, no later than the
end of February, the Town may request that the employees of the highway
department select one week during the vacation season for a highway
department shutdown. At the timethe Town requests suchshutdown they will
notify the Union ofthe approximate number of employees they will require to
work during such shutdown. The opportunity to work during the shutdown
will be offered by seniority to the highway department employees.

ARTICLE 16
SICK LEAVE

Full-time employees shall earn sick leave as follows: Employees shall earn 8
hours for each five (5) weeks worked, until they have worked for the Town at
least one year, at which time, and annually on the anniversary date ofthat unit
member thereafter, they shall be credited with 120 hours of sick leave, pro-
rated for any employee who, during the previous year, was on layoff, unpaid
leave, or Worker's Compensation for thirty (30) or more days.

Unused sick leave, up to a maximum of 1,000 hours, may be accumulated and
carried forward.

Accrued sick leave of up to 80 hours per year may be used in the case of a
serious illness of a spouse, parent or dependent where the employee's

attendance at home or hospital is reasonably necessary.

To be eligible for sick leave, the employee must notify the supervisor as soon
as possible in advance of the employee's scheduled work hours. An
application for sick leave must be filled out and signed by the employee and
submitted to the office for approval by the Superintendent before sick leave
can be paid for. In order to remain on sick leave status, it shall be the
responsibility ofthe employee to notify the Town ofthe anticipated length of
absence and any change therein.

The Town may require the emp loyee to produce a statement from a physician
acceptable to it before authorizing sick leave or permitting the employee to
return to work after an absence for medical reasons, but shall not impose such
requirements unreasonably. Sick leave may beused only when the employee

19



has a bona fide illness or injury prohibiting work and not covered by Worker's
Compensation, and in the case of serious illness of the spouse or dependent as
described in "C" above; provided that no sick pay is available where the
disability occurred during the course of employment elsewhere or self-
employment.

Sick pay shall be calculated only on the straight time rate applicable to the
employee on the day of the absence, and shall be paid only for hours that the
employee was scheduled to work at straight time. Onrequest, in July ofeach
year, the Town will provide a statement of such leave accruals.

On or before July 15th of each year, the Town shall provide each employee
with a statement showing the balance of that employee's accrued sick leave.

Upon the death of an employee with 15 years of Town service, or upon an
approved retirement under the Town Retirement plan, the Town will buy back
up to twenty-five percent (25%) of the employee's unused sick leave, at the
straight time rate then applicable. The amount of the buyback shall not exceed
three thousand five hundred dollars ($3,500.00).

ARTICLE 17
BEREAVEMENT AND PERSONAL LEAVE

An employee shall be granted up to 40 hours off with pay in the event of a
death in his or her immediate family for purposes of grieving, making funeral
arrangements and attending the funeral. Payment shall only be made for those
days on which the employee was actually scheduled to work. Immediate
family for purposes ofthis Article is defined as spouse, child, parent, brother,
sister, grandparent, grandchild, or parent of spouse. Upon the death of any
other relative, the employee shall be entitled to leave work withoutloss of pay
for one day. Anemployee may be granted additional time off with pay at the
discretion of the supervisor. The Town may request that an employee
claiming the foregoing shall provide reasonable proof of death.

On his/her anniversary, an employee shall be entitled to 24 hours of personal

leave, to be scheduled and used in the same anniversary year with the mutual
agreement ofthe employee and the Superintendent, or his designee. Personal
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leave requests must be for minimum one hour increments, and response will
not be delayed beyond thereasonable time needed to arrange for coverage.

In an instance where DPW unit members have four (4) or less hours of
personal time, the Town will allow a one-time use in the fiscal year of vacation
time to cover up to six (6) hours of personal time so the DPW unit member

can take the whole day off.

ARTICLE 18
JURY DUTY LEAVE

Any employee who is called to and rep orts for jury duty shall have his regular
salary continued during the period of jury service. The employee will be paid
only for time lost on regular work days. In order to receive payment for jury
time, the employee must give the Town prior evidence of the summons and
must furnish satisfactory evidence from the Clerk of Court ofthe time served
and amounts paid. Jury duty pay, when received from the government, is to
be paid over to the Town, which shall return to the employee any amounts
earned on days the employee was not scheduled to work, plus any amounts
constituting expense payments. Nothing herein shall be applied so that an
employee shall receive in jury pay and regular pay more than his normal
wages. In order to receive benefit of this provision, employees on the day
shift are expected toreport to work whenever they arereleased from jury duty
before Noon. This Article does not apply in cases where the employee
voluntarily applies for jury duty.

ARTICLE 19
OTHER LEAVES OF ABSENCE

Unpaid leaves of absence for up to one (1) year may be granted by the
Superintendent, subject to approval of the Selectboard, at their discretion.

Leaves of absence by an employee due to her pregnancy will be granted in
accordance with state law.

The Town agrees that up to two (2) Union Representatives will be granted
unpaid time off to attend not more than three (3) District Council meetings,
and one (1) National Union Convention per year, provided that there is no
interruption or disruption of operations or security. The Union shall provide
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reasonable written notice to the Town's Executive Secretary prior to such
meetings.

Leaves under the provisions ofthis Agreement which are eligible for coverage
under the Family and Medical Leave Act (FMLA) shall run concurrent as both
FMLA and contractual leave, and the more liberal provisions shall apply.

When Town Hall employees have a full paid day off due to snow, employees
in this unit will be given a paid floater personal day to be taken later in the
fiscal year.

ARTICLE 20
INSURANCE

The Town will offer Hospital and Medical Insurance and Life Insurance
($10,000) plans toits employees. The Town, after negotiating with the Union
and after consulting with the Insurance Advisory Board, shall have the right
to make the final decision on the plans offered.

The contribution towards health insurance premiums shall be an 80%
contributionrate for the Town and a 20% contribution rate for employees.

The Town shall continue its obligation to the Town emp loyees in compliance
with the provisions of Chapter 32B of the General Laws, and will establish
and maintain an Insurance Advisory Board.

The Union agrees to consider the Town movinginto the GIC plan if all other
conditions required by the law are met and if the move will have a positive
cost benefit to the employees compared to the other options available to the
Town from its current provider(s).

ARTICLE 21
PENSION PLAN

The retirement system and pension plan provided under Chapter 32, M.G.L.
shall continue to be applicable to employees covered by this Agreement in
accordance therewith. The Town shall furnish each employee with booklets
or any other information available to it setting forth the rights and benefits
under the plan.
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ARTICLE 22
SAFETY

The Town and the Union and the employees agree to cooperate in order to
provide the public and the employees of the Town with safe departmental
operations. Each party agrees to make reasonable efforts to take necessary
steps to accomplish the objectives of the parties.

No employee shall be required to perform any task which he/she reasonably
believes would create an abnormally dangerous condition.

The Town will furnish each new employee with adequate rain gear, rubber
boots, gloves, ANSI-approved reflective vests/wear, and helmets. The
employee shall be responsible for the proper storage, use, care and
maintenance of the items assigned. The items shall remain the property ofthe
Town and are to be used on for Town business. The Town will reimburse
each employee up to Seven-Hundred Dollars ($700.00) per year to cover the
cost of the purchase of approved clothing and safety shoes (Appendix G).

If the Town secures and pays for a uniform rental program for CWF
employees, the clothing allowance for CWF employees will be Three-
Hundred Fifty Dollars ($350) per year. Employees agree to cooperate with
such program. Uniforms shall be appropriate for the p osition and will mitigate
hazards associated with the environmental conditions in which employees
work.

All employees shall wear steel or comp osite-toed safety shoes. Safety shoes
are not to be unreasonably used outside of Town business.

The Town will contribute up to Two Hundred Fifty Dollars ($250.00) for the
repair or replacement of glasses damaged in the course of work without
negligence, provided however that such a replacement will be with safety

glasses or lenses.

Should a member be on a call-in and deem another bargaining unit member is
needed for safety reasons, the member shall have a right to request that a
second bargaining unit member be called in to provide assistance. The request
shall not be unreasonably denied.
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Should working conditions change in a way that increases the likelihood of
employees being exposed to health and safety hazards, the parties agree to
convene to bargain over the effects and impacts of the change. When
practicable, the Town will provide the Union with no fewer than thirty (30)
calendar days’ notice of such change. The Town agrees that it will not alter
employee job duties in a way that could increase risks to the health and
safety of employees without mutual agreement of the Union, nor will the
Town intentionally alter the working conditions of employees in a way that
could increase risks to the health and safety of employees without mutual
agreement of the Union.

ARTICLE 23
MISCELLANEOUS

Within ten (10) days of any change in rates or classifications, or of the hire of
a new employee, the Town shall notify the Union.

Employees are required to notify the Town of any change in address or
telephone number where he/she can be reached.

The Union shall keep the Town advised of the names and titles of all Union
officials representing the Union.

Employees who are scheduled to work less than twenty (20) hours per week
are not entitled to the benefits set forth in Articles 13 through 18, and 20 and
21.

Employees who are unable to perform their regular work due to job-related
illness or injury, and who are eligible for Worker's Compensation benefits,
may be assigned to other duties within the department if medically authorized,
and if qualified to perform the duties. If sufficient such duties are not
available in the department, the Town may offer the employee work in other
Town departments, which the employee may decline for good cause. Such an
assignment shall not result in any substantial change in the employee's hours
of work, and the employee shall receive his/her regular compensation and
benefits, and shall continue to be covered by this Agreement.
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In the event that the Town decides to subcontract work regularly p erformed
by bargaining unit employees in circumstances where the bargaining unit
employees are available, with the necessary skills and equipment to do the
work in the required time, the Town shall give the Union thirty (30) days
written notice of its intention. This requirement shall not exist in the case of
emergency or in the case of such long-standing practices as snow-plowing
(unless radically expanded), carpentry or tree work contracting, or the use of
seasonal help. Within five (5) work days of receipt of such a notice by the
Union, the Town, uponrequest, agrees to meaningfully bargainin good faith
over the effects of such decision. During snow/ice emergency periods, the
Town may employ reserve drivers at the starting rate of the lowest grade
(currently $13.55 per hour) when regular driver employees are not available
and the overtime list has been exhausted.

The applicable Town policy on substance abuse is at Appendix "C."

The Town and the Union agree to the CWF weekend coverage agreement
attached as Appendix "D."

Atthe Town's expense, the Town may require an employee to take an annual
physical examination by a Clinic or physician ofthe employee's choice. The
complete report will be provided only to the employee; however, the Town
will be informed of any physical fitness (i.e., physical, mental or emotional)
condition which may reasonably interfere with the performance of the
employee's duties, together with any recommended regimen of exercise, diet
or other prescription designed to alleviate, reverse, or improve the condition
or concern. This provision doesnot have a disciplinary purpose, and the Town
agrees to cooperate with the employee and the Union to reasonably
accommodate and/or correct any fitness problem affecting the employee's
work performance.

The Town shall pay the cost of a CDL license, and shall pay testing and
renewal fees for Hoisters and CWF licenses when required by the p osition or
request by the Town. All employees who currently possess such licenses will
continue to have their license fees paid for by the Town. The Town shall pay
for all test fees required for the CDL license in order to take the test one time.
Additionally, the Town shall cover the cost of any DOT required annual
physicals as well as any necessary state mandated continuing educational
requirements to maintain any required license held or as required to meet job
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requirements. In the event the state requires testing that an employee fails,
the Town will not pay the cost of a re-test or repeated continuing education
needed for a re-test.

The Town will pay the cost of typhoid and tetanus protection and hepatitis B
shots required of employees who perform sewer work or CWF work. The
Town will provide Hepatitis A shots to employees required to have such
protection.

In the event that the Town discontinues the landfill operation, the Union will
be given a sixty (60) day written notice and will be given the opportunity to
bargain with the Town over the effect(s) of the decision. The decision to
discontinue the landfill operation will not be subject to grievance and
arbitration.

Should the Town decide to expand its operations subject to this Agreement,
with resulting impact on or opportunities for employees of this bargaining
unit, it is agreed that the Town's right to do so shall not be modified except
that the Town will negotiate in good faith as to the impact of such changes.

The Town may use prison labor for tasks for which bargaining unit employees
are unavailable to perform in a timely manner. Such tasks may include
picking up litter, cutting brush, moving items, painting and roofing. In no
event will the availability of prison labor be considered a basis for eliminating
any union position. Town employees shall not be responsible for guarding
or transporting the prisoners.

All leave time for each individual unit member shall accrue on the anniversary
date of that unit member.

The Town shall reimburse CWF employees for the purchase of tools,
materials, and consumables that have been used for the completion of their
work duties at therequest ofa Department Head. If employee-owned tools
are damaged while being used for CWF work duties at the request of a
Department Head, the Town shall reimburse employees for the cost of their
replacement or repait. '

26



ARTICLE 24
UNIFORMS

All employees shall be required to wear uniform clothing whenever working
for the Town. The Town will annually provide two (2) ANSI-approved
reflective hooded sweatshirts, which will be ordered no later than August 31+,

Upon termination or lengthy interruption of employment, employees shall
return all Town-purchased items of clothing and equipment in clean and good
condition (It is understood that some items of clothing and equipment may no
longer be in good condition due to normal wear and tear). The cost of the
items not returned shall be deducted from the employee's pay.

ARTICLE 25
SCOPE OF AGREEMENT

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

Therefore, the Town and the Union for the life of this Agreement, each
voluntarily and unqualifiedly waives the right and each agrees that the other
shall not be obligated to bargain collectively with respect to unilateral action
by either party involving any subject matter referred to or covered in this
Agreement or with respect to any subject or matters not specifically referred
to or covered in this Agreement, even though such subject or matters may not
have been within the knowledge or contemplation of either or both of the
parties at the time they negotiated or signed this Agreement.

No addition to, alteration, modification or waiver of any provision of this
Agreement shall be valid, binding or of any force or effect unless made in
writing and executed by the Employer and the Union.

Fy ¥ RIS, (T
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ARTICLE 26
DURATION

A.  This Agreement shall be effective July 1,2016 and shall continue in full force
and effect through June 30, 2019.

B.  Either party desiring to make any changes or modification in this Agreement
to become effective at the end of the initial term or at the expiration thereof,
shall notify the other party in writing of its desire either to enter into
negotiations for the purpose of making changes or modifications herein, or of
its desire to terminate this Agreement at least sixty (60) days prior to the
expiration of the initial term or any extensions thereof. In the event that any
change or modification so requested by either party is not mutually agreed
upon prior to the expiration of the initial term or any extension thereof, the
Agreement shall terminate at such expiration date unless the same shall be
extended by mutual consent.

IN WITNESS WHEREOF, the Town of Montague has caused this Agreement,
including its Appendices "A" through "E," to be executed in its behalf by its
undersigned Selectboard members, all duly authorized; and the United Electrical,
Radio and Machine Workers of America (UE) and its affiliate Local 274 of the
United Electrical, Radio and Machine Workers of America (UE), has caused this
Agreement to be executed in its behalfby its officers and representatives, each duly
authorized, this day of , 2022,

UNITED ELECTRICAL, RADIO AND
MACHINE WORKERS OF AMERICA
(UE) and its AFFILIATE LOCAL
274 of the UNITED ELECTRICAL,
RADIO AND MACHINE WORKERS
TOWN OF MONTAGUE: OF AMERICA (UE):

By /;/A/ / By M/—w

V/

”

an f
By / %W // /5?&5[@!?2’/ LK’
B >




APPENDIX "A"
STANDARDS OF CONDUCT

The following standards of conduct have been established in pursuit of the
best interests of the employees, the public and the accomplishment of our public

purpose.

Less Serious Matters

Certain conduct may be grounds for counseling and warning on the initial
occasion. Inattention to duties, rude or discourteous behavior toward the public or
co-workers, occasional absenteeism or tardiness, public use of obscene language —
aretypical of this kind of conduct. Repetition of such conduct after warning will be
grounds for further and more serious discipline.

Serious Misconduct

Certain conduct in itself or because of its repetition is so serious that severe
discipline, up to and including discharge, without counseling or warning, is
warranted. Examples of such conduct are:

(1)  Deliberate damage to equipment or Town property, or damage resulting
from gross negligence.

(2)  Unjustified failure or refusal to carry out a work assignment, except
when due to equipment failure.

(3) Falsifying information on an employment application, a time record or
any other official document or any other form of dishonesty.

(4) Insubordinate or deliberately flagrant antagonistic conduct.
(5) Failure to report for work without notice and a legitimate excuse.

(6) The use or possession of alcohol, narcotics or firearms on Town
premises or work sites during working time, or in Town vehicles or
equipment.

(7)  Theft of property of the Town or that of another employee.
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(10)

(11)
(12)

(13)

(14)

The use of repeated verbal threats or other serious threats of violence.

Stopping work or leaving the work place during working hours without
the approval of the supervisor, except for reasons beyond the
employee's control, in which case the employee shall immediately
notify the supervisor.

Conduct usually considered dangerous to the person or property of
others.

Reporting for work under the influence of alcohol or narcotics.

Failure to maintain proper motor vehicle registry or other required
permits and licenses.

Conduct which brings into disrepute or causes severe embarrassment to
the Town.

Deliberate failure to require the payment of Town-required fees (e.g.,
landfill).

The specific conduct described above does not include all of the grounds for
discipline or discharge after a warning. These descriptions are intended as
illustrations of the type of conduct which must be avoided for the good of our
employees and the Town. Any other material violations of the law or public
regulations or conduct usually considered harmful to the person or property of others
will be grounds for discipline.

Application of Discipline

Town policy with respect to employees follows one of two courses, depending
on the nature of the behavior:

(1)

Aggravated or very serious misconduct should result in immediate
indefinite suspension, pending investigation of all the circumstances,
with the employee given a specific date and time to report to the
Superintendent for further conference one or two working days later.
In the meantime, the Superintendent will determine whether to impose
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a written warning, a one-week suspension, a two-week suspension, or
discharge. Obviously, the warning will be appropriate only where
investigation reveals substantial mitigation.

(2) Improperconduct ofa less immediate nature, but which has continued
or recurred despite counseling and after one written warning, should, at
the time of the next occurrence, result in a three-day suspension.
Another occurrence calling for discipline should result in termination.

Thus, the stages of discipline for successive instances or continuation of unac-
ceptable but not serious misconduct (whether the same or different types of
misconduct) are:

(1)  One oral warning noted in the file.

(2) One written warning. Warnings shall be provided to or shown to the
employee, and a copy shall be provided to the employee for the

Steward.
(3) Three-day suspension without pay.
(4) Termination.

While the Town is not obligated to do so, it will in appropriate cases make an
effort to advise an employee at least one day in advance of the possibility that he/she

will be suspended or terminated.

Removal of Disciplinary Records

Time actually worked without further cause for warning or discipline will
result in expunging from the personnel file references to prior warnings or discipline.
An oral warning, which is noted in the file, will be expunged after six months of
active employment; a written warning will be expunged after two (2) years and a
suspension after four (4) years. Documents expunged from the personnel file under
this section may beretained by the Townto be used for statistical purpo ses, or to be
available for non-disciplinary purposes, it being understood that such records shall
not be used by the Town to bypass the stages of discipline set forth above.
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Absence and Tardiness

Repeated, unreasonable or chronic tardiness will be a matter for counseling
and, if repeated or continued, will result in an oral warning, a written warning, a
three-day suspension, and ultimately, termination.

Any unapproved or unjustified absence warrants a written warning against
reoccurrence, and discipline ifneeded. Unreasonable failure by an employeeto give
prompt notice that he or she will not be able to work scheduled hours is also
unacceptable.

Where a pattern of absences appears or where an employee is absent on a day
for which attendance has been previously designated as particularly important, or in
any circumstances where abuse ofthe sick leave benefit is reasonably suspected, the
Town may require the employee to produce appropriate evidence supporting
application for sick leave. '

Within a period of one year, five or more single day sick leave applications,
or single and two-day sick leave applications totaling more than seven days shall be
a matter for administrative concern. Employees whose poor health consistently
requires more sick leave than this constitute a problem for the other employees and
the need of the Town to consistently maintain adequate staffing; such employees
will be counseled and, if improvement does not take place, other methods of dealing
with the situation will be explored. If the absenteeism continues, and if the
disruption it causes cannot be avoided by such approaches, then progressive
discipline may be in order, regardless of the reason(s) for the absenteeism.
Counseling records, such as letters of concern, will be removed from the employee's
file after six (6) months from issuance, if at that time the employee's record over the

prior twelve (12) months is no longer a matter for concern under this standard.
Hesksk
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APPENDIX “B”
HOURLY WAGES - UE LOCAL 274

JOBS AND CLASSIFICATIONS

Q
—
o
o
o

Job Title

Custodian

Truck Driver/Laborer

Laborer

Building Maintenance Worker
Grounds Maintenance Worker
Grounds Maintenance Lead
Heavy Equipment Operator
DPW Lead Operator

CWF Laborer

CWF Wastewater Tech

CWF Lead Operator

CWF Lead Mechanic

mEoowEHgoOOQOOw O >
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Step increases shall go into effect on July 15t of each year. Newly hired,
transferred and promoted employees mustbe working in their June 30% grade/step
on or before March 31stof a calendar year to be eligible to the step increase on July
1st of that calendar year. Beneficiaries of the grade changes for Truck
Driver/Laborer and Heavy Equipment Operator will be moved to the lowest Grade
C and Grade D scale step, respectively, that will offer a wage increase of at least

$0.25/hour.

Hedksk
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Effective July 1, 2022

FY23 Includes 3% COLA
Steps

Grade 1 2 3 4 5 6 7 8 9 10
A 16.03 16.43 16.85 17.24 17.70 18.10 18.50 18.86 19.25 19.64
B 18.89 19.36 19.85 20.34 20.86 21.39 21.79 22.25 22.70 23,15
C 20.33 20.84 21.37 21.88 22.45 23.00 23.47 23.93 24.41 24.90
D 22.16 22.72 23.27 23.85 24.47 25.08 25.57 26.09 26.60 27.13
E 23.92 24,52 25.14 25.76 26.40 27.07 27.60 28.16 28.73 29.30

Any wage increases for unit members as a result of changes in FY 2023
shall be applied retroactively for those years.

Effective July 1, 2023

FY24 includes 2.5% COLA

Steps
Grade 1 2 3 4 5 6 7 8 9
A 16.43 16.84 17.27 17.67 18.14 18.55 18.96 19.33 19.73
B 19.36 19.84 20.35 20.85 21.38 21.92 22.33 22.81 23.27
Cc 20.84 21.36 21.90 22.43 23.01 23.58 24.06 24.53 25.02
D 22.71 23.29 23.85 24.45 25.08 25.71 26.21 26.74 27.27
E 24.52 25.13 25.77 26.40 27.06 27.75 28.29 28.86 29.45

Effective July 1, 2024

FY25 Includes 2.5% COLA

Steps
Grade 1 2 3 4 5 6 7 8 9
A 16.84 17.26 17.70 18.11 18.59 19.01 19.43 19.81 20.22
B 19.84 20.34 20.86 21.37 21.91 22.47 22.89 23.38 23.85
C 21.36 21.89 22.45 22.99 23.59 24.17 24.66 25.14 25.65
D 23.28 23.87 24.45 25.06 25.71 26.35 26.87 27.41 27.95
E 25.13 25.76 26.41 27.06 27.74 28.44 29.00 29.58 30.19

dkok
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APPENDIX "C"
SUBSTANCE ABUSE

The purpose of this programis to establish the fact that the Town of Montague
and its employees have the right to expect a drug free environment in the work place.

The Employer is subject to U.S. Department of Transportation (“DOT”)
regulations on the use of drugs and alcohol by employees. The regulations require
mandatory testing of employees. In additionto employees required tobe tested by
DOT regulations, each employee assigned to the Waste Water Treatment Plant and
those holding the positions of Ground Maintenance, Building Maintenance and
Custodian shall be subject to mandatory testing for substance or alcohol use pursuant
to this collectively bargained substance abuse article using the DOT regulations as
the basis of when tests will be required and the procedures to be followed in such
testing.

The Employer shall bear all costs of testing.

It is agreed that the Parties will make every effort to protect privacy and
confidentiality.

It is agreed that for the Highway Department unit members that this Drug
Testing policy will be administered by the Highway Superintendent or, in his/her
absence the working foreman. For unit members working in the Clean Water
Facility (CWF), the CWF Superintendent shall administer this policy or, in his/her
absence, the DPW working foreman. In the absence of the designated Department
head and working foreman, the Selectboard liaison for the unit shall direct which
supervisor will be responsible of the administration of the policy.

For purposes of this policy, CDL and non-CDL unit members will be treated
as belonging to different testing pools.

It is furthered agreed that nothing in this policy is meant to abridge or alter
any legal rights to union representation that an employee may have with respect to
drug testing under this policy.
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For CDL unit members, they will be required to participate in the pre-
employment, random, post-accident, reasonable suspicion, return to duty, and
follow-up testing as required by the DOT regulations.

For non-CDL unit members, they will be required to participate in the pre-
employment, post-accident, reasonable suspicion, return to duty, and follow-up
testing as permitted by law and this labor agreement.

When a reasonable suspicion test under this policy is used, reasonable
suspicion meant to include but is not limited to an employee’s condition or demeanor

that includes:

1.

An employee deemed impaired or incapable of performing assigned
duties.

An employee exhibiting behavior inconsistent with previous
performance.

An employee who exhibits irritability, mood swings, nervousness,
hyperactivity or hallucinations.

An employee who is subject to substantiated allegations of use,
possession or sale of drugs and has not agreed to participate in a

rehabilitation program.

An employee experiencing excessive vehicle or equipment accidents, or
involved in a dangerous situation reasonably suggesting the employee
was not acting with his/her usual care.

An employee exhibiting behavior inconsistent with previous
performance. An employee who exhibits irritability, mood swings,
nervousness hyperactivity or hallucinations.

Failure to undergo a test as directed will result in disciplinary action including
possible termination.

If an employee in this unit is sent to reasonable suspicion testing and the test
proves negative, the employee will be paid double time for all time which he/she
spent in testing.
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APPENDIX "D"
MEMORANDUM OF UNDERSTANDING

The undersigned parties to the Agreement effective July 1, 2007 between the
TOWN OF MONTAGUE and LOCAL 274 of the UNITED ELECTRICAL,
RADIO AND MACHINE WORKERS OF AMERICA are further agreed with

respect to the following:

(@)

(b)

(d)

(d)

Job Descriptions: the Townagrees to work with the Union to write job
descriptions for the DPW. Once completed, the Town and Union will
meet to review and approve thenew job descriptions. If no agreement
is reached then the present descriptions will remain in effect for the life

of the contract.

Employees will not be subjected to deliberate efforts by Town officials
to persuade them not to join the Union or to resign from the Union.

The Town agrees to consult, uponrequest, with employees of the CWF
prior to entering into engineering consulting contracts, for the purpose
of assuring cost-effectiveness.

The Clean Water Facility will be permitted to hire and train an operator
trainee, who shall be allowed two years to acquire the operator's license.
During the two-year period, the trainee shall not have any right to bid
for other jobs, except by mutual agreement. This position shall be
placed in the Grade B pay classification. The "Operator Trainee" shall
be entitled to layoff rights as outlined in Article 8 of the contract. In
lieu of payments under Article 12(F), the CWF may designate an
employee on an annual basis to be the employee who will fill in for the
Superintendent in his absence, and, if the assignment is accepted, the
employee will have an annual stipend of $1,500.

It is understood that the operation of the flail and the sweeper is
regularly assigned to the truck driver laborer class consistent with past

practice.
kakok
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APPENDIX "E"
SICK LEAVE BANK AGREEMENT

It is agreed between the Town of Montague and UE Local 274 that there shall
be established a sick leave donation policy as follows:

(@)

(b)

(©)

(d)

®

Whenever a non-probationary employee in the bargaining unit has
exhausted all of his/her accumulated and unused paid leave time, and
remains on a Town-authorized unpaid medical leave due to serious
health problems not covered by Workers Compensation, other
bargaining unitemployees may each volunteer to give up to eighty (80)
hours oftheir accumulated and available sick leave to such employee.

No more than a total of 360 hours of sick time may be donated to an
eligible recipient at one time.

No continuing “bank” is to be established under this policy; employee
donations will be limited to the amount of sick leave authorized to be
donated to the recipient by the Committee duly authorized to administer
this program.

The Union will elect or appoint a Committee to administer this
program, and shall notify the Town Administrator as to the names of
the members of the Committee. When the Committee determines to
implement a sick leave donationunder this program, it shall notify the
Town Administrator as to the number of sick leave days to be debited
to each employee who has volunteered to donate, and the number of
sick days to be provided to the recipient. The Town will then put nto
effect the transfer of sick days.

It is the intent of this policy to provide sick leave to a recipient on a
continuous leave basis,and notto be available for intermittent days off
for an employee who is on the work schedule.

The Town shall have no responsibility for seeking volunteer donors,
enforcing the provisions of the program, determining who will be a
recipient and how much sick leave any recipient shall receive, and shall
have no liability for such decisions made by the Committee. The
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Town’s sole function shall be to put into effect any transfer of sick leave

the Committee directs be made under this program.
ek
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APPENDIX F

List of Approved Clothing and Safety Shoes

Shirts: Tee shirts or long sleeve.

Work pants: Already reimbursed.

Sweatshirts: ANSI approved/Reflective

Socks: Wool/Thermal and regular

Thermal or Base layers (tops and bottoms).

Insulated Coverall or Bib overalls

Safety Toe Footwear

Winter Hats (Reflective or a safety green ANSI approved)

Underwear: Exclusively for the Clean Water members
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