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AGREEMENT

BETWEEN

TOWN OF MARSHFIELD

AND
AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES AFL-
CIO, COUNCIL 93, LOCAL 1700

This Agreement entered into by the Town of Marshficld, hercinafter referred to as the
Employer, and Local 1700, State Council 93, American Federation of State, County and Municipal
Employees, AFL-CIO, hercinafter referred to as the Union, has as its purpose the promotion of
harmonious relations between the Employer and the Union; the establishment of an equitable and peaceful
procedure for the resolution of differences; and the establishment of rates of pay, hours of work and other
conditions of employmert.

ARTICLE L~ STABILITY OF AGREEMENT

1.0 If any of the provisions of this Agreement is found by a court of competent jurisdiction to be in
conflict with any Federal law or statule, or statutes of the Commonwealth of Massachusetts,
such provisions shall be considered nuil and void and shall not be binding on the paties hereto; and in
such event, the remaining provisions of this Agreement shall remain in full force and effect.  The
provision of Section 7, of Chapter 150E shall not be waived by the preceding paragraph.

1.1 The partics acknowledge that during the negotiations which preceded the execution of this
Agreement, each had the unlimited right and opportunity to make demands and proposals with respect
to any subject or matter not removed by jaw from the area of coflective bargaining and that the
understandings and agreements arrived at by the parties after the exercise of that right and opportunity
are set forth in this Agreement, Either party may, however, propose specific amendments to this
Agreement and the parties may mutually agree on amendments and proposals and the effective date
thercof, but neither party shall be obligated to consider or negotiate such proposed demands or
amendments. Additions to this Agreement shall be evidenced by letters of mutual intent which shal! be
signed by representatives of the partics duly authorized by the Town and the Union.

12 The failure of the Town or the Union to insist in any one or more incidents, upon performance
of any of the terms or conditions of this Agreement shafl not be considered as a waiver or
relinquishment of the rights of the Town or of the Union to future performance of any such terms or
conditions, and the obligations of the Union or of the Town fo such future performance shall continue
in full force and effect.




2.0

ARTICLE IT- RECOGNITION

The Town recognizes the Union as the sole and exclusive bargaining agent for the

purposes of establishing salaries, wages,

performance and other conditions of employment for a supervisory

following:

hours of work, standards of productivity and

Pay Grade
Administrative Assistant - Assessor 9
MIS Director 15
Systems Analysis 11
Conservation Administrator (eff. 7/1/13 —grade 12) 12
Recreation Director 12
Veterans' Agent (eff. 7/1/13-grade 11) 1
Operations Division Chief 14
Assistant Operations Division Chief
Wastewater Supervisory/Chief Operator 4
Highway Supervisor 14
Water Supervisor a
Cemeteries/Trees/Greens Supervisor P
Building Commissioner .
Local Inspector :
' 12
Director of Public Health 0
Assistant Director of Public Health 10
Assistant Treasurer/Collector 9
Assistant Treasurer 10
Assistant Collector Assistant 10
Accountant Administrative 9

Assistant / DPW

unit consisting of the

W




DPW Business Manager 12
Payroll Benefits Administrator 9
Animal Contrel Officer 10

A listing of salaries is attached hereto.

The Employer agrees to deduct from the wages of any Employee who is a member of the Union a PEOPLE
deduction as provided for in a written authorization. Such authorization must be executed by the Employee
and may be revoked by the Employee at any time by giving written notice to both the Employer and Union.
The Employer agrees to remit any deductions made pursuant to this provision promptly to the Union
together with an itemized statement showing the name of each Employee from whose pay such deductions
have been made and the amount deducted during the period covered by the remittance.

ARTICLE ITI-UNION AND EMPLOYMENT SECURITY

3.0 The Union dues of employees covered by this Agreement will be deducted each week by the
Employer from the wages of each employee covered by this Agreement who has signed an authorization
form for the deduction of such dues, and presents it to the Treasurer of the Town in accordance with the
provisions of Sections 17A of Chapter 180 of the General Laws as amended, The Union shall certify to
the Town Treasurer periodically the amount of Union dues to be deducted.

30a AGENCY SERVICE FEE - An agency service fee in accordance with the provisions of Chapter
ISOE of the General Laws shall be in effect for this bargaining unit as of the date of the signing of this
Agreement.  All employees in the bargaining unit shall, as a condition of employment, pay to the
Union, the exclusive bargaining agent and representative, an amount equal to the Union's regular and
usual membership dues.

This amount of the agency service fee shall be deducted from the employee's gross pay and shall
be transmitted to the bargaining unit. Every new employee shall be advised of this before he/she is
hired so that he/she has knowledge of same. In consideration of the Employer's entering into  this
Collective Bargaining Agreement, which Agreement includes an agency service fee provision, the
Union hereby agrees to indemnify the said Employer and hold it harmless from any and all claims,
liabilities or costs of the Employer which arise out of the payroll deduction of agency service fees,
including any and all legal fees and costs incurred by the Town.

3.1  The Town Treasurer shall transmit promptly each month to the Union Treasurer the deducted
union dues together with a list of the employees from whose wages such union dues shall have been
deduced. The Town Treasurer shall require of the Union Treasurer such bond and in such form as shall
satisfy the Town Treasurer in accordance with the provisions of Section

17A of Chapter 180 of the General Laws.

32 There shall be no discrimination by representatives of the Town against any employee because
of such employee's activity or membership in the Union. The Union agrees not to unlawfully
intimidate or coerce any employee info membership into the Union nor discriminate in any way against
non-union members of the Town of Marshfield.

33 The employee's length of full-time continuous service with the Town of Marshfield shall
determine seniority. However, employees with broken service shall be credited for prior continuous

service after working for a period equal to the length of their absence.

34 When a higher rated position covered by this Agreement becomes vacant, such a vacancy shall be
posted in & conspicuous place listing the pay, duties and qualifications. This notice of vacancy shall

5




remain posted for seven (7) days. Employees interested shail apply in writing within the seven (7) day
period. The Town shall not be required to fill a vacancy if the Selectmen do not provide funding for the
position.

3.5 It is the policy of the Town to fill positions in the unit by the upgrading or promotion of persons
presently employed. The first consideration of employees for upgrading or promotion shall be made
within the employee's Department with the second consideration of all employees within the unit.
Upgrading and promotions, if made, shall be based upon ability and qualifications, and seniority.

3.6 An employee, newly hired into a classification in the bargaining unit after the effective date of
this Agreement, shall serve a probationary period of twelve (12) calendar months duration to
determine fitness for service; During an employee's probationary period, he may be terminated without
benefit or recourse to any provisions of this Agreement.  After having successfully completed the
probationary period, no employee shall be disciplined, suspended, discharged or lowered in rank or
compensation purposes except for just cause.

3.7  Employees shall have the right to have a union representative or steward present in a gricvance
meeting on any disciplinary action including warning or reprimand. An employee's personnel file shall
be available to the employee. No reprimand shall be placed in an employee's file unless first shown to the
employee.

3.8 The Union shall furnish the Town a written list of Union Stewards and other
representatives immediately after the designation of such representatives. The Union shall notify the Town
of any changes in the list of representatives.

3.9 Except as the need of the Department requires the Union Steward shall be granted a
reasonable amount of time off with pay during working hours fo investigate and settle
grievances. The Union Steward must request such time off from his supervisor, which time off shall not
be unreasonably withheld.

3.10 The Town will not unlawfully aid, promote or finance any labor organization or
unfawfully make any agreement with any such group or individual contrary to the terms contained in
this Agreement.

3.11 During the term of this agrecment as many as two (2) employees who are Union Stewards,
Union Officials or Elected Delegates, shall be granted time off, without loss of pay at anytime for the
purpose of attending meetings of state or national bodies with which the Union is affiliated for not more
than four work days lost in total. Employees will be granted leave without loss of pay for not more than
two (2) conventions or meetings per calendar year. The Town Administrator shall approve the leave in
advance effective July 1, 1992,

312 After consultation with the Union, employees shall be granted at least two (2) week notice by
the town of any decrease in the working force which shall cause a reduction in staff and or hours of
operation from the work force.  Past operating practices in the various departments are in no way
restricted by the provisions of this section unless a decrease conflicts with the terms of the agreement
effective July 1, 1992.

ARTICLE 1V - MANAGEMENT RIGHTS

4.0 Except as expressly limited by a specific provision of this Agreement, the Union
recognizes and agrees that the Town shall continue to have the exclusive right to take any action it deems
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appropriate in the management of the various Town Departments and agencies and the direction of the
work force in accordance with its judgment. All inherent management functions and prerogatives which
the Town has not expressly modified or restricted by a specific provision of this Agreement are retained
and vested exclusively in the Town. Without limiting the generalities of the foregoing, the Town shall
have the right of making work assignments, disciplining for just cause, maintaining discipline, and the
right to make and enforce reasonable rules not in conflict with this Agreement for the safe, efftcient,

and orderly operation of the various departments and agencies of the Town,

ARTICLE V - GRIEVANCE AND ARBITRATION PROCEDURE

5.0 Any difference as to the interpretation of this Agreement in its application to a particular situation
or as to whether it has been observed and performed and the disposition of which is not provided for in
any law may be a grievance under this Agreement. Disputes regarding employer accommodations for
employees covered under the Americans with Disabilities Act (ADA) shall not be grievable under this

agreement.

5.1 Any employee may use this grievance procedure with or without Union assistance but no grievance
settlement made as a result of an individual processed grievance shall contravene any provision of this
Agreement, The Union shall have the right to be present at any grievance meeting between the
parties.

52  Gricvancesshall be processed as follows:

Step 1. The employee, with or without the Steward, shall present the grievance in writing to the
employee's Department Head, within five (5) working days of the date of the grievance or
the employee's first knowledge of its occurrence. Any grievance not filed within five (5)
working days of the date of the grievance or the employee's first knowledge of its occurrence
shall be deemed waived. The Department Head shall attempt to adjust the matter and shall
respond to the employee within five (5) working days.

Step 2. If the grievance has not been settled in Step I, it shall be presented to the Town
Administrator in writing within five (5) working days after the Department Head's response is
due. Any grievance not presented to the Town Administrator within five (5) working days of the
date of the response or the date the response is due shall be deemed waived. The Town
Administrator shall respond to the employee or to the Steward in writing within ten (10)
working days of his receiptof the grievance from the employee or the Steward.

Step 3. If the grievance still remains unadjusted at the Step 2level, it shall be presented to the Board
of Selectmen in writing within five (5) working days after the response of the Town
Administrator is due. Any grievance not presented to the Board of Selectmen within five (5)
working days of the date of the response or the date the response is due shall be deemed waived.
The Selectmen shall respond in writing within ten (10) working days after receipt by them of the

grievance from the employee or Steward.

5.3 If the grievance is still unsettled, either party may, within thitty (30) calendar days after the reply
of the Selectmen is due, by written notice to the other, request arbitration.

5.4 The arbitrator shatl be selected by mutual agreement of the parties hereto. If the parties fail to
agree on a selection in the first instance, the Labor Relations Connection will be requested to provide a list
of arbitrators from which a selection shall be made in accordance with the applicable rules of the




Labor Relations Connection.

55  The arbitrator shall have the authority to settle only disputes defined herein. Any grievance
appealed to an arbitrator over which he shall have no power to rule shall be referred back to the parties
without a decision, The arbitrator shall have no power to add to, subtract from, or modify the terms of
this Agreement or to take any action to prevent the Town and the Union from settling, by mutual
agreement ptior to final decision, any grievance submitted to arbitration hereunder. The decision of the
acbitrator shall be final and binding upon the parties. Expenses for the arbitrator's service shall be shared
equally by the parties. The Arbitrator shali be prohibited from making any award or ruling that is contrary to
State or Federal Law.

5.6 Reprimands shall be subject to the grievance procedure through the Selectmen's level but in no
event shall be subject to arbitration.

ARTICLE VI- HOURS OF WORK

6.0 Group A - Professional (EXEMPT) Managers and Department Supervisors - Due to the unique
nature of the municipal management function, it is understood and agreed that in order to properly perform
the job required, employees in Group A may have to expend additional time beyond the normal work day,
and the employees in this group will continue to work as required. It is acknowledged that employees in
Group A are of an Executive/Administrative nature as that the term used in the Fair Labor Standard Act, its
rules and regulations. There shall be no paid overtitme or additional compensation for said additional time.
However, the Employee may adjust his schedule taking into account such "extra” time so long as the same
does not interfere with the obligation to perform his/her duties. No "compensatory” time may be accrued
unless the same is documented and approved by the Town Administrator. Further no "compensatory time"
shail be carricd onto a subsequent fiscal year. The following employees shall be classified under Group A:

MIS Director

Conservation Administrator
Recreation Director Veterans'

Agent

Operations Division Chief
Wastewater Supervisor/Chief Operator
Highway Supervisor Water Supervisor
Cemeteries/Trees/Green Supervisor
Building Commissioner

Director of Public Health

Group B-Administrative (NON-EXEMPT)-the full time work week shall be forty
(40) hours within a seven (7) day calendar work period, as scheduled by the management of
various departments. Irregular work schedules, due to seasonal requirements, shall be
determined by the management of the various departments after having given due
consideration to the convenience of the employee involved. No compensation or comp time
shall be permitted unless approved by the employee's direct supervisor, and noted on the




appropriate time sheet, with the supervisor's signature. Comp time shall be taken within seven
(7) days of the date the comp time is accrued, unless approved by the Town Administrator.
Compensatory time must be used in the fiscal year it was accrued, and may not be carried over
to a subsequent fiscal year. The following employees shall be classified under Group B:

Administrative Assistant- Assessors
Systems Analyst

Assistant Operations Division Chief
Local Inspector

Assistant Director of Public Health
Assistant Treasurer

Assistant Collector

Assistant Treasurer/Collector
Assistant Accountant
Administrative Assistant DPW

6.1 After consultation with the Union, employees may, with the approval of the Board of
Selectmen, be granted permission to work for the Town with compensation in certain instances.

The Board of Selectmen may grant approval to the individual when requested to perform work
different from the employees full time position. This work would typically be for services
funded by grants, and other special programs where evening and week end performance of this duty
cann ot be otherwise' accomplished without the unique services of the employee. ~ The Town
requires that every reasonable effort be made to fill these staffing needs without resorting to
employees of the Supervisory Union effective July 1, 1992.

ARTICLE VII-HOLIDAYS

7.0 Full-time and part-time employees shall be granted the following twelve and one-half paid
holidays each year if actively employed on the occurrence of each holiday:

Martin Luther King Day New Year's Day
Washington's Birthday Patriot's Day

Memorial Day Independence Day

Labor Day Columbus Day

Veteran's Day Thanksgiving Day
Christmas Day Friday after Thanksgiving

Half-working day before Christmas™
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7.1 Sunday holidays shall be celebrated on the following Monday. Saturday hotidays shall be celebrated on
the proceeding Friday.

7.2 Any cmployee required to work on any of the above listed holidays shall receive compensatory
time off in addition to holiday pay.

7.3 An employee shall not be eligible for holiday pay uanless the employee has worked the last regularly
scheduled working day prior to and the next regularly scheduied working day following such holiday unless
the absence is excused by the Department Head or the employee is on full status.

7.4 Employees shall be paid holiday pay only if the holiday falls within the employee's regular weekly
work schedule and he/she would have been required to work that day had the day not been a holiday. When
eligible, employees shall be paid holiday pay in an amount equal to the regular pay they would have received
had the holiday been a regular work day, but not to exceed eight (8) hours pay at the employees regular straight
time hourly rate.

ARTICLE VII1- LEAVE OF ABSENCE

8.0 Emergency leave necessitated by circumstances may be granted by the Department Heads not to
exceed three (3) days per fiscal year. Where time requirements permit, request for emergency leave must be
submitted to the Department Head in writing explaining the circumstances for the request, It is understood
that employees will make every effort to attend to their personal business on non-working hours. Examples of
legitimate reasons for emergency leave are:

coturt obligations

serious family illness

adoption of children

medical or dental appointments

equivalent personal business affairs which cannot be reasonably scheduled.

oW

8.1 Employees shall have the following consecutive working days off without loss of pay in the event of a death of:
1. Loss of parent (including step parents), spouse, child (including step child) —five (5) days.

2. Loss of brother, sister, mother-in-law, father-in-law, grandparent, grandchild — three (3) days.

3. Employees shall be granted one-day feave without loss of pay for the purpose of attending funeral services of
employee's aunt, uncle, grandparent-in-taw, brother-in-law, sister-in-law, during normal working week.

Leave shall be reduced or not allowed if the period of days necessary for leave occurs while the employee is not
scheduled for work, on vacation, on sick leave, or other leave of absence. Additional time off without pay may be
granted by the employee's Supervisor for justifiable reasons or necessary travel.

8.2 Employees who enter the Armed Forces of the United States shall be granted a leave of absence. Leave to
attend summer encampment for military duty shall be without loss of pay in accordance with General Laws, Chapter
33, Section 9. The Town will reimburse the employee the difference in adjusted gross wages earned while on summer
encampment and the employee's regular weekly salary, Adjusted gross wages arc gross wages less board, lodging
and travel expenses.

3.3 The Town will reimburse the employee the difference in wages earned as a juror and the employees regular
weekly salary. During the employee's jury duty period, if the employee is excused, he is expected to work any period
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of his regular daily shift when not on jury duty.

84  Leave of absence without pay up to a period of three (3) months may be granted by the employee's Supervisor
and the Town Administrator. An extension of this leave may be granted ifit has been authorized in advance by the

Town Administrator.

ARTICLE IX-VACATIONS

9.0 All employees shall be allowed vacation without loss of their regular weekly rate of pay in accordance with the
following schedule:

a. New employees shall accumulate vacation time at the rate of 6.67 hours per month, to a maximum of 80
hours the first fiscal year of employment. On July 1st following their date of hire, they shall be granted
two weeks vacation allowance.

b. An employee: who completes five SS) years of service shall be granted an additional week's vacation allowance; who
completes ten 510) years of service shall be granted an additional week’s allowance. On an employee's fifth and tenth
anniversary he/she will be entitled to a third or fourth week (whichever is applicable) of vacation.

c. The appointing authority may, with the approval of the Town Administrator, approve up to fifteen (15)
days of vacation for new employees, commensurate with longevity and benefits in a comparable
position. The determination for this vacation benefit shall be made at the time the person is hired.
The appointing authority shall send a written notice of such determination to the Town Accountant and
to the Union. Employees granted vacation leave under this provision shall not accrue a dth week of
vacation until the 10th anniversary of employment.

d. Employees may bank up to two-weeks of accrued vacation and use it the
following year. Requests to bank additional vacation leave shall be granted in
extraordinary circumstances, and shall be submitted to the Town Administrator for
approval by May Ist.

e. After twenty (20) years of continuous service an employee will receive five (5)
weeks vacation.

9.1 Upon the death of an employee who is eligible for vacation under these rules, payment

shall be made to the estate of the deceased in an amount equal to the vacation allowance as

accrued in the vacation year prior to the employee's death but which had not been granted. In addition, payment
shail be made for that portion of the vacation allowance earned in the vacation year during which the employee died,
up to the time of his separation from the payroll.

9.2 Employees who are eligible for vacation under these rules and whose services are terminated by
dismissal through no fault or delinquency of their own, by resignation (if two weeks' notice has been given
previously) or by retirement, or by entrance into the Armed Forces, shall be paid an amount equal to the
vacation allowance as earned, and not granted, in the vacation year prior to such dismissal, resignation with
notice, retirement or entrance into the Armed Forces. In addition, payment shall be made for that portion of
vacation allowance earned in the vacation year during which such dismissal, resignation with notice, vetirement, or
entrance into the Armed Forces occurred up to the time of the employee's separation from the payroll; said
allowance to be one day for each full month of continuous service completed subsequent to
July 1st.

Lo,
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93 Absences on account of sickness in excess of that authorized under the rules therefore or for personal
reasons as provided for elsewhere may, at the discretion of the employee's Supervisor and the Town
Administrator, be charged to vacation leave.

9.4 If a holiday credit falls within the vacation period, it shall not be charged as part of the vacation
allowance. An additional day off shall be allowed for such holiday.

9.5 Vacation shall be scheduled at the discretion of the head of the respective department of the Town at such
time as will cause the least interference with the performance of the regular work of the Town. In scheduling
vacations, preference should be given employees on the basis of years of employment with the town as provided

in Article HI, Section 3. If an employee's

vacation request is denied, the employee shall be notified as soon as possible once the request is submitted but in no
case should that notice be less thanseven (7) prior to the start of the vacation period.

st
9.6 July 1 ofany year shall bethe vacation anniversary date for computing vacation credit.

ARTICLE X-SICK LEAVE

10.0 Effective January 1, 2013, sick leave shall be granted to all employees in the bargaining unit following
original hire accrued at the rate of one (1) day for each month, plus an additional day granted on January 1, 2013
(13) days per year. Effective January I, 2014, sick leave shall be granted to all employees in the bargaining unit at
the rate of one (1) day for each month (12 days per year). Sick leave shall accumulate to a maximum of one
hundred and fifty (150) days of sick leave eligibility. Sick leave for employees hired after February 1, 2013 shall
accumulate to a maximum of sixty (60) days of sick leave eligibility.

10.1  An employee with five (5) yeats of continuous service, may, if absent due to a prolonged illness or injury,
borrow additional sick leave in an amount equal to that which had been accrued at the outset of the calendar year up
to an aggregate total of one hundred and fifty (150) days. If the amount of sick leave credit provided by the
foregoing is about exhausted, an employee may make application to the Town Administrator for borrowing
additional sick leave. Such application shall be made to the Selectmen who are authorized to grant such
additional allowance as they may determine to be equitable after reviewing all circumstances inciuding the
employee's attendance and performance record prior to conditions supporting his request for the additional
allowance. This borrowed leave shail be repaid to the Town at a minimum of one-half (1/2) the rate of accrual in
Section 10.0.  This clause shall be effective until 6/30/05 after which no borrowing or sick donations will be
permitted.

102 Sick leave shall be prorated for part-time employees whose hours of work follow a regular schedule.

10.3 If an employee is absent three (3) days or more, chargeable to sick leave, a statement from the
employee's physician may be required, such statement to give the nature of the illness and the expected duration.
Such certificates may be required at the discretion of the employee's Supervisor, In order for sick leave to be
allowed, an employee must notify the Town on the first day of the absence.  Sick leave notification may be
reported by the employee, his family or physician.

10.4 Any unusual pattern of absences and/or excessive absenteeism without specifically identifiable and reasonable
cause or documentable medical reason shall be just cause for serious discipline including discharge.

105 In the case of absence due to Industrial Accident, the Town shall make up the difference between regular rates
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and the amount received from Workers Compensation up (o a period of six (6) months from the date of accident.
Nothing in this Article shall be construed to conflict with Workers Compensation Laws of the Commonwealth of

Massachusetts.

10.6  Employees in the Town's employ as of December 31, 1982, shall be compensated for unused sick leave
when permanently separated from employment as a result of retirement under the terms of the Massachusefts
Retirement Plan, or death (in which case payment shall be made to the employee's estate) subject to the foliowing

conditions:

a. In 1o event shall total accumulation of unused sick leave exceed 150 days.

b. 100% of the unused sick leave days accumulated prior to July 1, 1986, up to 150 days, and not
thereafter used, shall be compensated at the rate of 100% of the employee's base rate of pay on the
date of retirement or death.

v 50% of the unused sick leave days accumulated after June 30, 1986, and not thereafter used, shail
be compensated at the rate of 100 % of the employee's base rate of pay on the date of retirement or
death.

d. When sick leave is taken by an employee, days taken shail be charged to the employee's

accumulation on a last in - first out basis. After June 30, 1986, days accumulated prior thereto and
unused for sick leave may be re-accumulated up to that total accumulated as of June 30, 1986, on a
100% basis. Total days to be considered for sick leave buy back shall not exceed 150 days
regardless of whether compensation is under Provision b, ¢, or a combination of both.

10.7 Notwithstanding any provisions of this Agreement, any employee hired by the Town after December 31,
1982, shall not be compensated for unused sick leave when permanently separated from employment for any reason.

108 An employee may loan a portion of his accumulated sick leave days to another employee who is on a prolonged
illness (thirty days or more), who has exhausted his own accumulated and borrowed sick leave days, who is in financial
need and who is not receiving other compensation from a governmental agent or private employment. An employee
shall not be allowed to make the loan if his accumulated sick leave days are fifteen (15) days or less or if the number
of days to be loaned will diminish his own accumulated sick leave below a total of fifteen (15) days. An employee shall
not be allowed to loan any accrued sick leave days beyond his accumulated one hundred and fifty (150) days. Each
employee will be allowed to donate two days each for the injury or iilness. Any subsequent donations must be
approved in writing by the Town Administrator. Once the employee has returned to work, any unused days shall be
recredited fo the employees that made the donation.

109  Effective July 1, 2013 - All full time employees in Group B Administrative (Non- Exempt) shall be
eligible for the following sick incentive: employees with five (5) years full- time continuous service and fifty (50)
accumulative sick days will be provided the foilowing:
0 sick days used $300; I sick day used $200;2 sick days used $100; more than 3 days of sick jeave used $0. Sick leave
will be determined from July 1 to June 30.

ARTICLE XJ - LONGEVITYPAY

11.0  All employees shall receive longevity compensation paid within one (1) month of the employees anniversary
date, in accordance with the fotlowing schedule:

After five (5) years of continuous full timeservice 75.00.
Each year thereafier an additional (per year) 15.00
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After twenty (20) years of service 500.00
Each year thereafter an additional (per yr.) 100.00

Longevity pay shall be prorated for part-time employees whose hours of work follow a regular schedule.

ARTICLE X1I- EDUCATIONAL REI MBURSEMENT

12.0  Educational assistance to defray the cost of tuition up to one-thousand dollars ($1000) per calendar year may be
granted by the Town to full-time permanent employees with a minimum of one (1) year's service. Such
grants will only be approved for job-oriented educational courses. Requests for approval shall be made
through the Town Administrator prior to enrollment. Reimbursement will be made upon receipt of proof of
successful completion of the course and presentation of receipted bill.

ARTICLE X111 COMPENSATION PLAN

13.0 Employees shall be classified and compensated in accordance with the terms of this Agreement.
Incorporated into this. Agreement and attached hereto as Appendix A is a classification and pay plan. The salary
scales shall be increased by Appendix A:

effective July 1, 2014, a zero percent (0%) increase; effective July 1,
2015, a two percent (2%) increase; effective July 1, 2016, a two
percent (2%) increase; effective July 1, 2017, a three (3%) percent
increase. In addition, all employees who arc on the payroll as of July 1,
2017 shall receive a bonus in the amount of $500 jess applicable

witholdings.

{3.1  Step-rate increases, not to exceed the maximum rate, may be granted annually to all employees on the
anniversary date of hire who otherwise meet all the criteria established and have evidenced a satisfactory performance
record. Step increases shall be limited to one (1) step and be granted on the anniversary of hire or promotion
whichever is the more recent, Progression through the rate ranges are neither mandatory not automatic, but are on the
basis of merit and ability as recommended by the appropriate employee's Supervisor and approved by the

Town Administrator. Personal leave of absence in excess of one (1) month shall extend the date of a step-rate increase

commensurately with the term of said leave.

132 When an employee is transferred to a classification in a higher rate compensation grade he shall not move for
less than a full step increase.

13.2(a)Assistants and Administrative Assistants assigned to perform the duties of a higher classification in excess of
s working days shall, on the 6th and each day thereafter, be paid a stipend of$25 per day in addition to their regular

pay.

133 In the event an employee is demoted to a lower grade, he will receive the maximum rate of the lower grade or
his own rate at the time of demotion whichever is less.

3.4 When an employee is laterally transferred to a classification in the same or equal compensation grade, said
employee shall enter at the same step-rate as that paid for the old classification and will be considered for a step-
rate increase on the Anniversary Date of the original classification in that grade.

13.5  Any Town employee denied a step-rate increase under the foregoing provisions has the right of grievance
under the grievance procedure of Article V, Sections 5.0, 5.1, and 5.2.

-

14




13.6  Effective July 1, 1983, all employees in the Union will have annual evaluations on their performance subject to
the following:

EVALUATION OF EMPLOYEES:

SECTION 1. Performance evaluations should be seen primarily as a developmental tool. Its purpose is to assess an
employee’s job related strengths and weaknesses and to develop his/her competence 1o the fullest.

SECTION 2. The parties agree to utilize the performance evaluation on the form attached hereto as Appendix A. Any
change to the evaluation forn shall be bargained with the Union prior to implementation.

SECTION 3. Each employee shall receive a written copy of his/her evaluation and shall be entitled to discuss the
evaluation with his/her immediate supetvisor and, if requested, with the supervisor of the next level higher than the
immediate supervisor who has been assigned to review the performance evaluation, For the purpose of this Article, the
term immediate supervisor shall mean an individual who is outside of the bargaining unit.

SECTION 4. The Town Administrator shall receive all evaluations to be placed in the respective Personnel File of
ecach employee. Any evaluation shall be reviewed by such employee at any reasonable time upon prior written notice,
or whenever otherwise mutually agreed upon by the Town Administrator and the employee.

SECTION 5. An employee may not grieve the substance of his/her evaluation, except where such evaluation results
in disciplinary action. Employees may grieve the evatuation procedure, as set out in this Article.

137 Medical Insurance Disclaimer-The Union hereby recognizes and agrees that as long as the Town continues to
purchase health insurance through the Plymouth County Health Plan, the town of Marshfield shall be under to obligation
with the Union with respect to any changes which may be made from year-to-year by any insurance catrier or carriers in
any plan, program, or contract(s) of medical or health insurance provided to members of the bargaining unit by the
Town of Marshfield with respect to the eligibility for, or payment of benefits thereunder, or co-
payments ot any other fees or charges required to be paid by members of the bargaining unit as a conditionor receipt of
any benefits provided pursuant to any such plans, programs or contract(s), no mater however denominated or described,
including without limiting the generality of the foregoing, any changes in payments or co-payments associated with
office visits, physicals, emergency room care or prescription drugs.

Effective July 1, 2005 (Open Enrollment May 2005), the Town will not be required to provide an indemnity (BC/BS
Master Health) health insurance plan to employees in the bargaining unit.

ARTICLE XIV- WORK STOPPAGES

14.0  Pursuant to Chapter 150E of the General Laws of the Commonywealth of Massachusetts, the Union and the
employees agree not to engage, induce, or encourage any strike, work stoppage, slowdown or withholding of
services by employees, including extra work hours as normally required, which are normally provided to the Town.

14.1 Should any of its members engage in any of the prohibited practices set forth above, the Union shall
immediately in writing order such members to return to work and immediately cease such practices. The Town shall
receive a copy of this written notice.

14,2 ‘The union shall not question the right of the Town to discipline or discharge employees for engaging in,

participating in or encouraging such practices and shall agree that such discipline and discharge shall not be
considered a violation of this Agreement.
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ATTICLE X V-EDUCATION INCENTIVE

150  TFull-time emplioyees covered by this agreement who have had one (1) year of continuous full-time service with
the Town of Marshfield will be efigible for additional annual compensation at the following rates for cumulative
semester hour credits earned in a degree program relating to their field of work, if their degree is not required in the job

description:

9 Credits $150 39 credits $650
15 Credits  $250 45 credits $750
21 Credits  $350 51 credits $850
27 Credits  $450 57 credits $1,000
33  Credits  $550 Assoc iates Degree $1,500
Assoc iate + 30 credits $2,000
Bach zlor of Science $2,500
Eff(2/1/13) Masters Degree $3500

Compensation will be payable in two (2) equal instaliments. A cut-off date for the first installment shall be February
1 5th with payment ade on or before March 15th. A cut-off date for the second installment shail be August 15th, with
payment made on or before September15th. All courses must be approved by the Town Administrator prior to
enroliment and reimbursement.

ARTICLE XVIMISCELLANEOUS PROVISIONS

160  Bulletin Board - The Town shall provide space for a bulletin board of reasonable size in the Town Hail's
Moraine Street foyer to be used for Union notices concerning Union business

and activities. All such notices shall be approved for posting by the Department Head and by the

Town Administrator at Town Hall,

16.1 Automobile Aliowance- Employees required to use their private vehicles on Town business on a regular basis shall
be reimbursed in accordance with the changing rates established by the federal government as allowable reimbursable
mileage expenses, but shall not be less than the current allowable rate set by the IRS.

16.1B Town Vehicle Employees required to respond to emergencies at any time 24/7 shall be assigned and have the
exclusive and continual use of a town vehicle. In these instances, the employee shall be permitted to bring the
vehicle to their home. Employees included in this provision are:

Building Commissioner Highway

Supervisor Water Supervisor

16.2 Safety Clause- The Town will make every reasonable effort to provide safe and healthful work areas.
Employees covered by this Agreement are encouraged to bring to the attention of their immediate supervisor any
hazardous or unhealthy condition.

16.3  Safety Shoes & Clothing - Employees shall receive an annual payment of up to $850.00 for the purchase of
appropriate safety shoes and clothing (shirts, pants, jackets, sweaters etc.). All clothing shall have the Town of Marshfield
seal.
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The following titles are entitled fo this stipend: All DPW Supervisors; Conservation Administrator, Assistant Health
Director, Building Commissioner, Local Inspector, Director of Public Health, The above referenced employees are
expected to wear safety shoes while on the job site where appropriate. The above referenced employees must wear
clothing with the Town of Marshfield seal on his or her shirt or jacket while on duty except when an employee is attending
a committee meeting, Work clothing with the Town seal or professional attire is expected when employees are attending
such meetings.

164 Licenses -Annual figures to be paid on a regular weekly basis. If an employee qualifies for two or more
licenses they shall receive only the higher stipend,

Water II- $700.00

Sewer VI- $700.00

Registered Sanitarian-$1,100.00
Water IV- $1,100.00

Sewer VII- $1,100.00

(EfT. 2/1113) Certified Building Official Construction Supervisor License- $1,100 (Eff. 2/1/13)
Certified Building Official- $700

16.5 Drug/Alcohol Prohibitions- Employees may not report for duty, or stay on duty, while using any illegal
narcotic, medical marijuana, or while under the influence of alcoho!. Illegal narcotics shall be defined as cocaine,
marijuana, medical marijuana, hashish, heroin, or any derivative substance of those narcotics. Hallucinogens
such as PCP, LSD, or related substances shall also be included in this definition.

Employees may not report for duty, or stay on duty, if they have tested positive for an itlegal narcotic or
are found to be impaired due to alcohol or illegal narcotics.

Employees may be required to report the use of any drugs prescribed by a physician that may impact that
employee's ability to catry out his/her duties.

Annual testing — Employees will be notified of annual testing through the use of hair testing. Sample
collection and testing will be conducted by certified laboratory professionals. Refusal to submit a sample
will constitute a positive test for the purpose of this policy. Any employee testing positive under the annual
testing portion of the policy shall have the right to request a retest using urine analysis.

Reagonable suspicion-If the employer believes that an employee's behavior or appearance may indicate
drug or alcohol impairment, that employee may be subject to the discipline below. Observations by the
employer must be made just before, during, or just after work hours. Appearance, speech, behavior, and body
odor are factors in determining reasonable suspicion, as well as indications of the chronic and withdrawal
effects of illegal narcotics. The supervisor must directly observe the behavior in question, and may not rely
solely on third party reports of alcoho! or drug misuse. Observations for reasonable suspicion will be made
by one or more trained supervisors. The supervisor who determines that there is reasonable suspicion for a
finding of impairment must obtain a second opinion from another supervisory employee. A written, signed
report must be completed by the supervisor who determines reasonable suspicion, and the second opinion
must be recorded.

First positive test of finding of impairment —30-day suspension without pay, unless the employee has
accrued vacation leave, personal leave, or sick leave, in which case such suspension shall be with pay to the
extent of total acerued time; such leave will be charged to the accrued time in the same order listed herein.
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The suspension with pay shall be contingent on the Employee completing the required treatment program.
Return to duty after successful completion of program as identified by SAP and MRO.

Second positive test or finding of impairment-discharge.

1f an employee is found to be impaired by the use of alcohol and/or an iilegal narcotic, and said
impairment is found to be related to an injury to that employee, a fellow employee, or any other person,
that employee shall be subject to immediate discharge.

6.6 DIRECT DEPOSIT & BI-WEEKLY PAY- All employees agree to utilize direct
deposit for any and all payments made by the Town. Employces shall be paid on a
bi-weekly basis.

ARTICLE XVII- ANTIDISCRIMINATION

17.0  The parties to this Agreement agree that they shall not knowingly discriminate against an employee because of
race, color, religious creed, national origin, sex, sexual orientation, genetic information, or ancestry as provided by law
in the execution and administration of this Agreement.

ARTICLE XVII[- DURATION OF AGREEMENT.

18.0 Provisions of-this Agreement shall be effective as of J uly 1, 2014, and shall continue in full force and effect to
and including June 30, 2018.

18.1 Either the Town or the Union may reopen this Agreement by written notice, forwarded by registered mail to
the other, not more than one hundred and eighty (180) days and not less than one hundred and fifty (150) days prior
to June 30, 2018, or prior to June 30th of any subsequent year. Not more than fifteen (15) days following receipt
of such notice, collective bargaining negotiations shall commence for the purpose of considering the terms of a new
or modified agreement.

182 If settlement is not reached by June 30, 2018, or June 30th of any subsequent year, this Agrecment shall
continue in force and effect until midnight of the tenth (10th) day following written notice given by either the Town
or the Union of its intention to terminate this Agreement.

Local 1700, Supervisory Unit
" i 2
o 'J( o i . ,w-:wlfﬂ?"“‘w

e
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i .:; s J;;}‘"i-' 3 ?’f
Date
Board of Selectmen
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TOWN OF MARSHFIELD

PERFORMANCE EVALUATION
Employee Name:
Department:
Supervisor: | Period _vaer'ed:

Objectives

1. This performance appraisal is designed to provide employees with feedback relating to their
individual strengths and areas requiring growth during each twelve months of employment,

2. The performance appraisal is designed to stimulate dialogue between the employee and their
supervisor, and to evaluate the fiscal year objectives that were set for the previous twelve

months period.
Rating Scales

QOutstanding - 5: :
Performance in this area SIGNIFICANTLY EXCEEDS competencies and expectations, This individual

suggests and initidtes improvements/changes and through their own performance has materially enhanced
the effectiveness of the department or work area. Performance is generally not equaled by others {current

and/or former employees in the same position.)

Exceeds Expectations - 4. :
Performance in this area often exceeds competencies and contributes beyond normal expectations. This

individual’s performance exceeds most other employees in the same position.

Satisfactory - 3: _
Performance in this avea fully meets competencies and expectations. The individual performing at this

level is considered a stable and skilled performer by co-workers and immediate supervisor.

Satisfaciory But Needs Improvement - 22~ . - ,
Performance in this area meets some of the competenciés and expectations but not all, Overall
performance is inconsistent and demonstrates a less than satisfactory job performance due fo actions

within the employee’s control,

Unsatisfactory - 1. ‘ : _
Performance in this area does not meet the competencies and expectations. Overall performance is

inconsistent and demonstrates unacceptable job performance due to actions within the employee’s
control,

New Employee - 0: :
This level of performance applies to the new employee who is essentially satisfying the standards

and expectations of a person learning or becoming oriented to a new position.




Employee Competencies:

Job Knowledge:
» Demonstraies knowledge/understanding of job duties,

appropriate work methods and related equipment and
technology. '
x  Seeks to improve knowledge of job.
» Completes assignments in a thorough and accurate
- manner,
5 Asks questions and Ieams from mistakes.
¥ Applies new information qulckly and accmately

Rating:
Performance D]SCUSS]OB‘

Problem Solving: '

v Able to clearly identify and deﬁne problem areas.

»  Considers alternatives and consequences before making
decisions.

= Finds innovative and improved ways of doing things.

v Participates constructively in group problem solving.

| Rating:

Performance Discussioxn:

Planning and Organization
1% Sets goals and priorities to accomplish results.
s BEffectively uses time and resources.
*  Completes work in a timely and efﬁclent manner. Meets
assigned deadlines.
= Able to manage multiple tasks.

Rating:
Performance Discussion:

Customer Service

x  Treats colleagues and members of the public with
courtesy, diplomacy and respect.

»  Responds to internal and external customers ina pmmpt
and professional manner.

r  When necessary, communicates policies to customers
effectively and accurately.

« Tistens effectively. Responsive fo customer inquires.

Rating:
Performance Discussion:

Tenmwork/Interpersonal Skills |
*  Fully suppotts team efforts and works cooperatwely

with co-workers.

_» - Bhares expertise and knowledge and offers asmstance
when needed.

»  Able to deal with conflict effectively.

x  Projects a pogitive attitude.

Rating:

Performance Discussion:




Professionalism/Dependability
= Expends the effort and time necessary o do the job well.

Expresses ideas and information accurately and
understandably in both oral and written form.
Reports to work as scheduled, Follows procedures for
absences or time off, :
Presents a professional appearance.

Rating:
Performance Discussion:

Qu

ality and Quantity of Work

Demonsirates knowledge of job.
Peiforms work with neatness and accuracy.

Organizes work appropriately.
Appropriate amount of work accomplished in a timely

fashion.

Rating: -

Performance Discussion:’

| Work Habits

[s regular in attendance at work.
Is employee on time for work

Prioritizes and accomplishes tasks ahead of schedule. -

Demonstrates the ability to work without immediate

Supervision.
Complies with instructions, rules and regulations.

Rating:

_Performance Discussion

Employee Objectives Review (If applicable):

Objective:

Rating:

Performance Discussion:

Objective:

Rating;

Performance Discussion:

. Objective:

Rating:

Performance Discussion:

Objective: |

Rating:




Performance Discussion:

Overall Assessment Rating!
Comments: .

Areas that require fraining or improvement:

Timeline for completing necessary corrective action:

I acknowledge that I have reviewed }‘hié performance evaluation with my supervisor,

Employee Date

Employee Comments:

Re_quireci Signatures:

Supervisor Date

Town Administrator Date’




Town of Marshfield Tobacco in the Worlplace Policy

L. PURPOSE AND SCOPE

The purpose of this policy is to ensure that the Town of Marshfield offers a slﬁoke free and
tobaceo free environment for its workers and citizens in and around Town owned and/or
operated buildings. Further, that all municipal vehicles and municipal worksites remain smoke

and tobacco free.

Tobacco products prohibited in this poliéy include but are not limited to: cigarettes, B-cigarettes,
cigars, pipe tobacco, cigaretie tobacco, roll-your-own tobacco, smokeless tobacco, chewing
tobacco, snuff, dip or any other product that confains tobacco or that can Be smoked.

o

TI. APPLICABILITY
This policy applies to all employees of the Town of Marshfield.

101 . POLICY

Tt shall be prohibited for employees utilize any and all tobacco products in the following areas:

1, In any Town owned or Town operated building;

 Within 200 feet of any Town owned or operated building;

3, Any Town worksite or Town work locafion; .. . v

4, Any vehicle owned, operated, leased or wiilized by the Town for Town business;

.IV. COMPLAINT PROCEDURES,

A. Any emplayee having a complaint that he or she is being exposed to tobacco may object in
writing to his or her Department Manager. :

B. The Department Manager must respond to the employee within ten (10) working days affer
receipt of the complaint )

V. SANCTIONS
Any employee who coptinues to knowingly violate this policy may be subject to disciplinary
action up fo and including termination. -




WEAPONS-FREE WORKPLACE POLICY

"Purpose

To ensure that the Town of Marshfield maintains a workplace safe and free of violence for

all employees, the Town prohibits the possession or-use of dangerous weapons on Town
property or.at a Town work-site. ’

- Persons Covered
All Town of Marshfield workers are subject to this provision, including contract workers
and temporary employees. Police Department personnel who carry weapons as part of his
or her job function are excluded from this policy.

Alicense to carry the weapon doés not supersede Town policy. Any employee in violation
of this policy will be subject to disciplinary action, up to and including termination.

Definitions

“Town property” is defined as all Tewn owned or leased buildings and surrounding areas
such as sidewalks, walkways, driveways and parking lots under the Town's ownership or
control, This policy applies to all vehicles on Town owned or controlled property.

“Dangerous weapons” includes firearms, explosives, knives, and other weapons that might
be considered dangerous or that could cause harm. W eapons that are needed for a '
legitimate job function are excluded from this policy. '

Employees are responsible for making sure that any item possessed by the employee is not
~ prohibited by this policy. i :

Searches of Personal Property

The Town of Marshfield reserves the right at any time and at its discretion to search with

. reasonable suspicion all Town owned or leased vehicles and all vehicles, plus packages,
containers, briefcases, purses, lockers, desks, enclosures and persons entering its property,
for the purpose of determining whether any weapon is being, or has been, brought onto its
property or premises in violation of this policy.

Employees who fail or refuse to proinptly permit a search under this ﬁ)olicy will be subject

to discipline up to and including termination.




- TOWN OF MARSHFIELD
'SOCIAL MEDIA POLICY

INTRODUCTION

T¢ assist employees in making responsible decisions regargiing the use of social
media, the Town of Marshfield has established the guidelines below for appropriate

use of social media.

‘BEFINITIONS

The term “social media” includes all means of communicating or posting information
or content of any sort on the Internet, including to an employees own or a third
party’s web log or blog, journal or diary, personal web site, social networking or
affinity web site, web bulletin board or a chat room, whether or not associated or
affiliated with the Town of Marshfield, as well as any other form of electronic

communication.

The same principles and guidelines found in the Town of Marshfield policies and
three basic beliefs apply to your activities online. Ultimately, you are solely

responsible for what you post online. Before creating online content, consider some .

of the risks and rewards that are involved. Keep in mind that any of your conduct
that adversely affects your job performance, the performance of fellow workers or
otherwise adversely affects the Town of Marshfield may result in discipiinary action

up to and including termination.
Know and follow the rules

Carefully read these guidelines, the Town of Marshfield Information Policy and the
Discrimination & Harassment Policies, and ensure your postings are consistent with
these policies, Inappropriate postings that may include discriminatory remarks,-
harassment, and threats of viclence or similar inappropriate or unlawful conduct
will not be tolerated and may subject you to disciplinary action up to and including

terminaticn.

‘Be respectiul

Always be fair and courteous to fellow workers, ;:u_stomers, and or residents seeking
Town services. Also, keep in mind that you are more likely to resolve work-related
complaints by speaking directly with your co-workers, contacting Management or

-your Union than by posting complaints to a social media outlet. N evertheless, if you

decide to post complaints or criticism, avoid using statements, photographs, video
or audio that reasonably could be viewed as malicious, obscene, threatening or
intimidating, that disparage custoiners, members, associates or suppliers, or that
might constitute harassment or bullying. Examples of such conduct might include
offensive posts meant to intentionally harm someone’s reputation or posts that
could contribute toa hostile work environmeént on the basis of race, sex, disability, -

religion or any other status protected by law or company policy.




Be honest and accurate

Make sure you are always honest and accurate when posting information or news,
and if you make a mistake, correct it quickly. Be open about any previous posts you
have altered. Remember that the Internet archives almost everything; therefore,
even deleted postings can be searched. Never post any information or rumors that

you know to be false about the Town of Marshfield, fellow associates, members,

residents utilizing Town services, suppliers, people working on behalf of the Town
of Marsh field. . .

Post only appm;iriate and respectful content

¢ Maintain any confidential information learned through your employmem ,

relationship with the Town of Marshfield _

+ Domot create a link from your blog, website or other social networking site to the
Town of Marshfield website witheout Jdentlqung yourself as a Town of
Marshfield employee.

* Express only your personal opinions, Never represent yourself as a spokesperson
- for the Town of Marshfield, If the Town of Marshfield is a subject of the
content you are creating, be clear and open about the fact that you are an
employee and make it clear that your views do not represent those of the
Town of Marshfield, fellow associates, membeérs, residents, suppliers or
people working on behalf of the Town of Marshfield,

Using social media at work

Réfrain from using social media while on work time or on equipment we provide,
unless it is work-related as authorized by your manager or consistent with the
Town of Marshfield Electronic Usage Policy. Do not use the Town of Marshfield
email addresses to register on social networks, blogs or other online tools utilized

for personal use.
Retaliation is prohibited

The Town of Marshfield prc;hl'bits taking negative action against any associate for
reporting a possible deviation from this policy or for cooperating in an imvestigation.
Any employee who retaliates against another for reporting a possible deviation

from this policy or for cooperating in an investigation will be subject to disciplinary.

action, up to and including termination.




