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ARTICLE 1 - Recognition

The Employer recognizes the Union as the sole and exclusive bargaining agent for the purpose of
establishing salaries, wages, hours, and other conditions of employment for all employees in Unit C, as
recognized.

ARTICLE 2 — Management Rights

Except as otherwise expressly and specifically provided in this Agreement, the Union recognizes and
agrees that the supervision, management and control of the Town’s business, operations, working force,
and facilities are exclusively vested in the management of the Town. Without limiting the generality of
the foregoing, the Union recognizes and agrees that the right to plan, direct, and control the Town’s
business, operations, and working force, to hire, promote, transfer, and lay off employees and lawfully
and for just and proper cause to demote, discipline, suspend, or discharge employees and the right to
determine the hours, schedules, and assignment of work, the work tasks, classification, and standards of
performance for employees is vested exclusively in the management of the Town. The foregoing shall not
be taken, however, as a limitation upon the rights of the Union to represent the employees covered
hereby in the grievance procedure in this Agreement and any other procedure dealing with employee
representation rights.

ARTICLE 3 — Union Dues / Limited Service Fee

Employees who are members of the Union shall tender monthly membership dues by signing an
Authorization of Dues form, mutually satisfactory to the Employee and to the Union. During the life of
this Agreement, and in accordance with the terms of such form of authorization, the Employer agrees to
deduct Union membership dues levied in accordance with the constitution of the Union from the pay of
each employee who executes, or has executed, such a form and remit the aggregate amount to the
Treasurer of the Union, along with a list of employees who have had said dues deducted. The Employer
shall make every effort to make remittance of dues on a weekly basis. Dues may be revoked by a sixty
(60) day, written notification by the employee to the employer.

A. Subjectto the terms and provisions of M.G.L. (Ter. Ed.), c. 150, § 12, and regulations promulgated
thereunder, the Town agrees to require as a condition of employment that all bargaining unit
employees pay a service fee to the Union on or after the thirtieth (30™) day following the
beginning of employment or the date of the signing of the collective bargaining Agreement,
whichever is later. The amount of the service fee shall be equal to the amount required to become
a member and remain a member in good standing in the Union. Resignation from the Union or
failure to maintain good standing as a Union member shall require the employee to pay the
service fee.

B. If an employee does not pay a valid service fee after the bargaining agent has made a written
demand to the employee for payment of such fee, the Town shall be required, subject to the
statute and its regulations promulgated thereunder, to suspend the employee without pay for a
period not to exceed five (5) work days. If the fee is paid within the five (5) working day period,
the employee will return to work the next day. Such action may be exercised only once per Fiscal
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C.

Indemnification / Reimbursement

The Union agrees to indemnify the Town, make whole, and save harmless the Town
against all claims, suits, actions or other forms of liability, whatever nature, for all
damages and financial loss which the Town may be required, by any administrative
agency, arbitrator, court or tribunal of competent jurisdiction to expend, incur, pay or
suffer, caused or occasioned by the deduction of such service fee from an employee(s) or
out of the application (including defense or prosecution of the terms of this service fee
provision).

The Union shall reimburse the Town for any expenses incurred as a result of being ordered
to reinstate any employee suspended at the request of the Union for not paying the
service fee. The Union will intervene in and defend any administrative or court litigation
concerning the propriety of such suspension for failure to pay the service fee. In such
litigation, the Town shall have no obligation to defend the suspension.

Should the Town defend any such action(s) taken against the Town (and/or others) by an
employee so suspended, the Union shall not be required, provided the service fee is
properly implemented and lawful, to reimburse the Town for the Town’s legal costs, fees
and expenses, if the Town has failed in good faith to enforce the five (5) work day
suspension provision of this service fee clause.

D. Service fee(s) shall be deducted as provided in Article 3 and so remitted.

E.

This Article shall not become operative as to employees in the AFSCME Unit C bargaining unit
until this Agreement has been formally executed, pursuant to a vote of a majority of all employees
in that bargaining unit present and voting.

Disputes between the parties concerning this Article shall be resolved in accordance with the
grievance procedure contained in this Agreement. In the event such a dispute is submitted to
arbitration, the arbitrator shall have no power or authority to order the Town to pay such service
fee on behalf of any employee.

ARTICLE 4 — Discrimination and Coercion

There shall be no discrimination, coercion, or intimidation exercised by the Employer, its foreman,
superintendents, or other agents, against any employee by virtue of his/her participation in Union affairs;
and, furthermore, the Employer agrees that there shall be no discrimination against any employee for
his/her adherence to any provision of this Agreement.

The Union, its officers, or members shall not intimidate or coerce employees in exercising their legal
right from joining, or refraining from joining, an employee organization.

The Union agrees that it will not coerce, intimidate, or discriminate against any employee covered by this
Agreement performing any functions of a supervisory nature that may be considered a part of his/her
supervisory responsibilities.
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The Union further agrees that it will not conduct its business during working hours without the permission

of the Employer.
ARTICLE 5 — Grievance Procedure

A grievance is a complaint of one or more employees or the Union which may arise concerning wages,
hours and conditions of employment involving the application, meaning, or interpretation of this
Agreement and shall be settled in the following manner, except that grievances involving disciplinary
action shall be started at Step 3.

Step 1: The aggrieved employee, with or without his/her Union representative, shall, in writing, present
his/her grievance within seven (7) days of the occurrence giving rise to the grievance or within seven (7)
days of knowledge of said occurrence, with the employee’s appropriate supervisor (not a member of the
bargaining unit). Such supervisor will respond in writing within five (5) full working days of the
presentation of the grievance. The parties shall exert all efforts to settle the grievance at this step. Failure
to respond within the time limit shall be understood to be a denial of the grievance and said grievance
may be taken to the next step.

Step 2: If the grievance is not settled, it shall be presented, in writing, to the department head within
three (3) full working days after the supervisor’s response is received, or within three (3) full working days
after the expiration of the time limit for Step 1, if no response is received. The department head shall
have the option of responding to the representative of the Union within five (5) full working days of the
receipt of the grievance documents, or he/she or his/her designee shall convene a hearing as soon
thereafter as is practicable to resolve the grievance, but such hearing shall not be convened more than
ten (10) full working days after the receipt of said documents. Upon the conclusion of the hearing, the
department head or his/her designee shall transmit to the representative of the Union his/her decision,
in writing, within fifteen (15) full working days. Failure to respond within the time limits shall be
understood to be a denial of the grievance, and said grievance may be taken to the next step.

Step 3: If the grievance is not settled, it may be presented in writing to the Town Manager within three
(3) full working days after the department head’s response is received, or within three (3) full working
days after the expiration of the time limit of Step 2, if no response is received. The Town Manager shall
have the option of responding to the representative of the Union within five (5) full working days of the
receipt of the grievance documents, or he/she or his/her designee shall convene a hearing as soon
thereafter as is practicable to resolve the grievance, but such hearing shall not be convened more than
twenty-one (21) full working days after the receipt of said documents. On the conclusion of the hearing,
the Town Manager or his/her designee shall transmit to the representative of the Union his/her decision,
in writing, within fifteen (15) full working days. Failure to respond within time limit(s) shall be understood
to be a denial of the grievance, and said grievance may be taken to the next step.

Itis mutually agreed that in the interpretation of the provisions herein relating to Steps A, B and C:

A, The word “respond” shall mean to make a meaningful reply, rather than to make a
definitive decision.

B. The time of absence of any of the parties from his/her normal duty shall be added to any
of the time limitations set forth.



C. The words “Union Representative” or “Representative of the Union” shall mean the
President of the Union or his/her designee.

Step 4: Any grievance which remains unsettled after having been fully processed pursuant to the
provisions of Steps 1, 2 and 3 and which involves either:

A. The interpretation or application of a provision of this Agreement, or

B. A disciplinary penalty (including discharge) imposed on or after the effective date of this
Agreement which is alleged to have been imposed without just cause, shall be subject to
arbitration within fifteen (15) full working days after the reply of the Town Manager.

The arbitration proceeding shall be conducted by a person qualified in labor relations to be selected by
the Employee and the Union within ten (10) days after notice has been given. If the parties fail to select
an arbitrator, the State Board of Conciliation and Arbitration shall be requested by either or both parties
to provide a panel of five (5) qualified persons. Both the Employer and the Union shall have the right to
strike two (2) names from the panel. The party requesting arbitration shall strike one (1) name. The
process will be repeated, and the remaining person shall be the arbitrator.

However, if the parties mutually agree in writing after Step 3 of the grievance procedure to submit the
grievance to the American Arbitration Association, said grievance shall be submitted to that association
in accordance with the labor arbitration rules of that association.

The award of an arbitrator so selected upon any grievance subject to arbitration as herein provided shall
be final and binding upon all parties of this Agreement, provided that no arbitrator shall have any authority
or jurisdiction to add to, detract from, or in any way alter the provision of this Agreement or determine
the arbitrability of any issue.

The expenses of his/her services shall be borne equally by the Employer and the Union. However, each
party shall be responsible for compensating its own representatives and witnesses.

ARTICLE 6 — Seniority

The length of service of the employee with the Danvers Electric Division shall determine the seniority of
the employee.

Seniority shall be a major factor in all cases of promotion within the bargaining unit, transfer or decrease
of the working force, as well as preference in assignment to shift work. Seniority shall prevail in the choice
of vacation period.

ARTICLE 7 — Procedure for Filling a Vacancy

Section 1: When the Employer elects to fill a vacancy in a position covered by this Agreement, such
vacancy shall be posted in in a conspicuous place and shall remain posted for at least seven (7) working
days. The posting of vacancies shall contain a statement of pay rates established for the position. Posting
of the vacancy and interviewing of the applicants shall in no way require the Employer to fill that vacancy.
Employees interested shall apply in writing within such seven (7) day period, and when the position is
awarded all qualified employees of the Division where the vacancy exists will be given first consideration,
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with seniority as a major factor. The senior applicant not appointed may request a statement in writing
of the reasons why he/she was not selected. However, it is mutually agreed that:

A. If no employee/applicant is qualified, the Employer may fill the position from outside the
bargaining unit.

B. Nothing in this Article shall be construed as limiting, altering or in any way modifying any
of the provisions of Chapter 13 of the Acts of 1949 (Danvers Town Manager Act).

ARTICLE 8 — Hours of Work for Unit

Except as otherwise is the practice, the regular hours of work each day shall be consecutive, except for
interruption for meal periods.

The normal work week shall consist of five (5) consecutive eight (8) hour days, Monday through Friday
inclusive, except for employees in continuous emergency or part-time operations, and except as
otherwise is the practice, the normal work day shall consist of eight (8) consecutive hours (including the
meal period) within the twenty-four (24) hour period. Each employee shall be scheduled to work a shift
with regular starting and quitting times. Except for emergency situations, normal work schedules shall
not be changed unless the Union is notified at least ten (10) working days in advance. Special work weeks
and special work schedules not conforming to the provisions of this article will not be established unless
the Union is notified ten (10) working days in advance.

ARTICLE 9 — Overtime

Employees covered by this Agreement shall be paid overtime at the rate of one and one-half (1}2) times
his/her regular rate of pay for work in excess of eight (8) hours in one (1) day or forty (40) hours in one (1)
week. All work performed on Saturdays, Sundays and paid holidays on a normal work week, except
Thanksgiving and Christmas, shall be paid at the rate of one and one half (1%) times the regular ate of pay.

Except for the employee on standby who is actually called back, effective January 1, 1995, the Unit C
employee minimum guarantee of call-back hours payable at time and one-half (124) shall be as follows:

Weekday: Monday thru Friday, three (3) hour minimum guarantee
(Monday at 5:00 A.M. to Friday at 4:00 P.M.)

Weekend: Friday-Sunday, four (4) hour minimum guarantee
(Friday at 4:00 P.M. to Monday at 5:00 A.M.)

Holiday: Four (4) hour minimum guarantee
(12:01 A.M. of holiday until 12:01 A.M. of the following day)
“Holiday” to be otherwise defined consistent with present practice.

Holiday: Patriots’ Day will be double time for actual work performed.



Call Back: The call-in minimum shall be four (4) hours for the members of this Unit, if they are called in
for emergency/trouble calls.

Out of Town, Mutual Aid/Assistance: If an employee is assigned to perform mutual aid work at a
location outside the Town of Danvers, and the work requires one (1) or more overnight stays, then the
employee shall be compensated at twice their normal rate of pay for the actual hours worked, including
travel time.

Planned overtime shall have a guaranteed four (4) hour minimum at one and one half (1%) times the
regular rate of pay. The department head or his/her authorized agent may cancel planned overtime up
until 5:00 P.M. of the day previous to the day of such scheduled planned overtime. If such planned
overtime is not cancelled and the employee reports to work, and weather and/or other conditions make
it necessary to cancel the overtime, the employee shall be paid two (2) hours pay at one and one-half (1)
times the regular rate of pay.

Overtime on Saturday will be a four (4) hour minimum which shall begin when the employee actually
reports to work.

The opportunity for overtime shall be equally and impartially distributed among personnel in each area
who ordinarily perform such related work in the normal course of their work week. When, in case of
emergencies, it is necessary to call in personnel from other areas to aid and assist, the personnel from
areas other than the area which normally performs such related work shall be released from their duties
first and when the work load returns to normal.

In case of a grievance involving overtime, records in each division time book of the overtime work shall
be subject to examination by the Union Representative with the foreman of the division involved.

ARTICLE 10 - Union Representatives

A written list of Union Representatives shall be furnished to the Employer immediately after their
designation, and the Union shall promptly notify the Employer of any changes.

The Union President or his/her designee shall be allowed to investigate and settle grievances for up to
three (3) hours during the week, after making arrangements with his/her immediate division head and
the department head where the grievant is employed and after receiving approval. Such approval shall
not be summarily or arbitrarily withheld by the Town. This restriction does not apply to disciplinary
actions involving suspension or dismissal.

No Town employee may conduct Union business during working hours.

During collective bargaining sessions conducted during the normal work day, the Union shall have no more
than two (2) members of the Union plus the President of the Unit or his/her designee for Unit C.

During collective bargaining sessions that are held outside the normal work day, such limits shall not exist,
but participation shall not exceed the present eight (8) members of the Executive Board.



The Employer agrees to permit a representative(s) of the American Federation of State, County and
Municipal Employees, AFL-CIO, to enter the premises only for investigating or processing grievances or
normal servicing, provided that such representative(s) does/do not interfere with the performance of the
work group and provided that the executive officer in charge of the activity is first contacted by such
representative(s).

ARTICLE 11 — Meal Periods

All employees shall be granted a meal period of one (1) hour’s duration during each work shift. When an
employee works four (4) hours or more beyond his/her regular shift, the employee shall be granted time
off to eat, but not to exceed thirty (30) minutes, with pay.

During emergency operations, this meal period shall be taken when practicable and without interference
with the emergency operation.

Should an employee covered by this Agreement be assigned by call-back or hold-over to snow and ice
removal operations, “plumbing needs, trauma or disaster,” power shortages, electrical emergencies,
electric department outages, repairs, maintenance, excessive workloads, under-staffing and other similar
emergencies and needs, the employee shall be entitled to receive a meal reimbursement allowance of
ten dollars ($10) for each five (5) hour period worked consecutively prior to the commencement of his/her
regular starting time or such period(s) worked after the employee’s regular quitting time. Employees shall
not be entitled to receive more than one (1) ten dollar ($10) reimbursement for any such five (5) hour
period so worked but in no event shall it exceed three (3) such reimbursements in any twenty-four (24)

hour period.

If an employee is assigned, held over or called back to such work on a holiday, Saturday or Sunday or
his/her non-regularly scheduled work day, then the employee shall receive a meal reimbursement
allowance of ten dollars ($10) for the initial consecutive eight (8) hours of work and an additional meal
reimbursement of ten dollars ($10) for subsequent consecutive five (5) hour work periods, but in no event
shall such reimbursement exceed three (3) such reimbursements in any twenty-four (24) hour period.

ARTICLE 12 - Rest Periods
All employees’ work schedules shall provide for a fifteen (15) minute rest period during the morning shift.

Section 2: Should any employee in Unit C be required to work overtime for a minimum aggregate of four
(4) hours, and should such aggregate extend past two (2) A.M. involving any normal work day (Monday
through Friday), said employee shall be entitled to be on standby duty for the succeeding six (6) hours
beyond the time said employee shall have ended his/her assigned overtime, and any such employee shall
be available for immediate recall for further duty that may be considered to be of an emergency nature.
The compensation for such duty shall be equal to the number of normal hours he/she would have worked

at his/her regular rate of pay.

In any twenty-four (24) hour period in which there has been no rest period of at least eight (8) continuous
hours, an employee who has worked sixteen (16) hours or more shall receive, in addition to his/her regular
rate, an overtime premium equal to his/her regular hourly rate for such hours worked in excess of sixteen
(16) hours, and he/she shall continue to receive said premium until his/her release from such work for at

g



least an eight (8) hour rest period. He/she shall be entitled, when released from such work, to a rest
period of eight (8) hours without pay before returning to work, provided, however, that if the rest period
extends into his/her next regularly-scheduled hours for six (6) or more hours, he/she shall be excused
from duty for that regularly scheduled shift without loss of pay and provide further that, if the rest period
extends into his/her next regularly-scheduled hours for less than six (6) hours, he/she shall be excused
from duty for that portion of his/her scheduled hours which is covered by the rest period, without loss of
pay. The employee(s) shall keep himself/herself available during the rest period for emergency work.

ARTICLE 13 — Clean-up Time
Employees shall be granted no more than ten (10) minutes for a personal clean-up period at the end of
the work day, but the employees shall remain on duty for the work shift, reporting to the facility area to
which they normally report for duty. Such time will not interfere with emergency operations.
Work schedules shall be arranged so employees may take advantage of this provision. The Employer
shall make facilities available.

ARTICLE 14 - Holidays

The following eleven (11) days shall be considered to be paid Holidays:

New Year's Day Labor Day
Martin Luther King, Jr. Day Columbus Day
Presidents’ Day Veterans’ Day
Patriots’ Day Thanksgiving Day
Memorial Day Christmas Day

Independence Day

Should any holiday fall on an employee’s regular day off, the working day immediately preceding or
succeeding the holiday, but during the same pay week, will be considered to be the holiday.

Holiday pay shall be eight {8) hours pay at straight time rate.

In addition to his/her holiday pay, if an employee works a holiday as part of his/her regular work schedule,
he/she is to be paid at the rate of one and one-half (1%) his/her straight time pay for hours worked, or
he/she may request eight (8) hours of compensatory time off provided he/she worked a minimum of eight
(8) hours as a substitute for the holiday pay.

If a paid holiday occurs within an employee’s vacation period, the day of the holiday shall not be charged
against accrued vacation, and he/she shall be paid for the holiday.

The pay for all work performed on the above holidays shall be at time and one-half (1}), with a guaranteed
minimum of four (4) hours.

Any employee required to work on Christmas and Thanksgiving shall receive, in addition to the regular
holiday pay, an amount equal to twice (2 X’s) his/her straight time rate of pay for all hours worked. In no
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case shall work performed on Christmas and Thanksgiving be less than an amount equal to four (4) hours
work at the above rates.

There shall be one (1) non-scheduled work day per year, which shall be the day after Thanksgiving. Any
employees who work on this day will receive no premium but will be entitled to compensatory time as
determined by the department head.

When the First Class Lineman or Head Lineman is scheduled to work the Saturday day schedule under the
department’s rotating work schedule, such employee shall take the Monday of that week off and be
compensated at a time and one-half (1%) rate of pay for the hours worked on Saturday.

When a holiday falls on a Saturday, and such employee is required to work that Saturday and has worked
the preceding Friday, the employee shall be compensated by receiving a regular day’s compensatory time,
scheduled so as not to interfere with department operations, and shall be compensated for all hours
worked that Saturday at a time and one (1%) rate of pay. Either the Friday worked or the Saturday worked
shall be considered the holiday for holiday purposes, but not both. The employee shall have the option,
which shall not be unnecessarily withheld, to receive one (1) day’s regular pay and one (1) day’s holiday

pay.
ARTICLE 15 - Leave Pertaining to Vacation, Sick Time, and Emergencies

Inherent in this Agreement shall be the Town of Danvers Personnel Policy with reference to leave of all
kinds and is intended to include the following:

Section 1 — Vacation: After the first thirty (30) weeks prior to June 1 — ten (10) work days. During the
calendar year of the fifth (5*) year of employment, an employee shall be entitled to fifteen (15) work
days. During the calendar year of the tenth (10%") year of employment, an employee shall be entitled to
twenty (20) work days.

Excepting employees hired after June 30, 2014, upon completion of the fifteenth (15%) year, and each
completed subsequent year of employment up to the twentieth (20™) year of employment, the employee
shall, during the calendar year in which his/her completed anniversary date falls, receive one (1) additional
day of vacation per year, up to a maximum of five (5) work days.

Effective January 1, 1984, all employees shall submit in writing his or her preference in available vacation
dates to the appropriate department head or supervisor by April 1*. The department head or supervisor
shall, within ten (10) working days, compile and make available a written vacation schedule, and the
employees shall have seven (7) days to resolve any conflicts. When there is a conflict between the
vacation requests between two or more employees, the employee with the greater seniority shall prevail
in the choice of the vacation period. Effective July 1, 2008, the date referenced in the paragraph shall
change to January 1, 1992. Effective July 1, 2009, the date referenced in this paragraph shall be changed
to January 1994.

Effective July 1, 1986, any employee who is injured and out of work on worker’s compensation or who is

on sick leave who is incapacitated and continues disabled through December 31* so that his/her annual
vacation cannot be used shall not lose such vacation time; however, he/she shall take the same as soon
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as possible after the first of the next year, after making arrangements with the department head so as not
to interfere with the department operations and manning.

Effective July 1, 2008, an employee may carry over up to five (5) vacation days into the following calendar
year by requesting in writing that he/she be allowed to do so and provided that the notice is received by
the Director before the end of the year in which the vacation was earned. Additionally, an employee may
request to have up to an additional five days of his or her accrued vacation balance carried forward into
the next calendar year by submitting a request to the Director before the end of the calendar year | which
the days were earned. It is expressly understood that the Director reserves the right to determine
whether any or all of the days requested beyond the first five may actually be carried over.

Effective July 1, 2007, an employee may request to take a vacation day in either half day (4 hours} or full
day (8 hours) increments.

Section 2 — Sick Time: Except as provided for hereinafter, sick leave shall be credited January 1 of each
calendar year as follows: fifteen (15) days per year until the maximum of two-hundred and fifty (250)
cumulative days are reached.

Effective June 6, 1991, employees newly hired, including employees hired after January 1, 1989, shall be
entitled to one (1) sick leave day accrual for each full month of employment with the Town until January
1, following the employee’s anniversary date, at which time the employee will receive fifteen (15) sick
leave days affective that January. Employees hired after January 1, 1983, who have been employed at
least five (5) years are unaffected by this provision. Employees so hired who have yet to work five (5)
years as of June 6, 1991, shall be eligible under this provision, but the provision will have no retroactive
effect prior to January 1, 1991. Excluding such employees hired on or after January 1, 1989, if an
employee, prior to January 1, 1991, has used less than five (5) sick leave days in one (1) of the first five (5)
years of employment prior to 1991, then on January 1, 1991, such employee will have credited to his/her
accumulated sick leave three (3) sick leave days for each of such qualifying years, provided that no
employee in any calendar year shall receive, be credited with or earn more than fifteen (15) sick leave
days. Subject to the above provisions, to the extent applicable, permanent part-time employees will
accrue sick leave benefits on a pro-rata basis.

An employee in the first five (5) years of his/her employment who has exhausted all of his/her sick leave
or who has utilized all of his/her sick leave in a given year or who has utilized all of his/her accrued sick
leave in a given year may, in the discretion of the department head or his/her designee, if hospitalized or
seriously ill so as to be temporarily disabled or seriously injured on the job so as to be temporarily disabled
from even performing light duty work (if available) and who is ineligible to receive workers’ compensation
benefits, receive up to three (3) paid sick leave days in that year. If an employee receives any paid sick
leave days(s) under such circumstances, then the days so used shall be deducted from his/her sick leave
accrued during the balance of such year, if any, or as accrued or vested in the applicable succeeding
year(s).

The Town and the Union agree that the sick leave benefit afforded the employee should not be misused
or abused. Sick leave misuse or abuse directly impacts on employee productivity and the effectiveness of
the Town’s Unit C operations. An employee’s misuse or abuse of sick leave is grounds for disciplinary
action. Excessive use of sick leave directly impacts on employee productivity and the effectiveness of the
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Town’s Unit C operations. An employee’s misuse of sick leave is grounds for employer disciplinary action
or administrative action, including termination.

Effective December 5, 2000, if an employee is out of work for sickness for four (4) consecutive work days,
then such employee, prior to the employee’s return to work, may be required to submit a doctor’s
certificate which certificate shall state in detail the type of illness, the treatment, and certifying that the
employee is then able to fully perform his/her work duties. The Town, in its discretion, may waive this
requirement in any given case.

Employee(s) who leave work due to illness will be paid for each full hour the employee worked prior to
leaving his/her shift. An eligible employee who receives sick leave compensation for the balance of the
unworked shift time shall be charged sick time for such in full hours.

Effective January 1, 1988, during the first five (5) years of employment with the Town, full time employees
will accrue sick leave benefits at the rate of one (1) day per month for each full month in the employ of
the Town. If, at the end of the fifth (5*") year of employment, the employee has used less than five (5)
sick leave days in any one of these prior five (5) years, then the employee shall be credited with three (3)
days for each of those years in which he/she used less than five (5) sick leave days. Upon completion of
such five (5) years of service, the employee’s sick leave benefit will be credited with fifteen (15) sick leave
days on January 1* of each subsequent calendar year. Permanent, part time, employees will accrue sick
leave benefits on a pro-rata basis for the said initial five (5) year period of employment, with pro rata
crediting of sick leave on January 1% upon completion of the five (5) year period of employment.

Effective on the execution of this Agreement, for use in calendar 1998, if any employee who has
accumulated two hundred and fifty (250) sick leave days utilizes three (3) or less sick leave days in calendar
1997, and thereafter in a calendar year, then the employee shall be granted an additional two (2) days of
vacation to be taken in the applicable following year. If such employee utilizes zero (0) sick leave days in
a calendar year, then the employee shall be granted an additional three (3) days of vacation to be taken
the following year. The taking of such day(s) shall be requested in writing by the employee, and the
Director of Public Works or his/her designee shall grant such vacation subject to scheduling and staffing
needs and provided that such will not require or result in overtime. The Director or his/her designee, in
the exercise of his/her judgment, shall not act unreasonably.

Effective on the execution of this Agreement, for use in calendar 1998, if an employee who has
accumulated two hundred and fifty (250) sick leave days, utilizes three (3) or less sick leave days in
calendar 1997, and thereafter in a calendar year, then the employee shall be granted an additional two
(2) days of vacation to be taken in the applicable following year. If such employee utilizes zero (0) sick
leave days in a calendar year, then the employee shall be granted an additional three (3) days of vacation
to be taken the following year. The taking of such day(s) shall be requested in writing by the employee,
and the Director of Public Works or his/her designee shall grant such vacation subject to scheduling and
staffing needs and provided that such will not require or result in overtime. The Director or his/her
designee, in the exercise of his/her judgment, shall not act unreasonably.

No employee shall be eligible to accrue or receive more than a total of three (3) additional vacation days,
whether or not he/she satisfies both of the paragraphs above.
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Any employee of the Town of Danvers that is eligible for sick time may use such sick time when the
employee or the employee’s child, spouse, parent, or parent of spouse is sick, has a medical
appointment, or has to address the effects of domestic violence. Sick time cannot be used as an
excuse to be late for work without advanced notice of proper use. Use of sick time for other
purposes is not allowed and may result in an employee discipline. It is the expectation that
employees must notify their managers or supervisors before they use sick time, except in an
emergency. If any employee is out of work for four (4) consecutive days or uses sick time within two
(2) weeks prior to leaving a job with the Town on Danvers, we reserve the right to require
documentation from a medical provider.

Section 3 — Bereavement Leave:

Each employee shall be entitled, in connection with a death in the immediate family, three paid (3)
bereavement days, plus one (1) additional paid day if unusual travel conditions exist. Immediate
family includes, spouse, children, parents, siblings, grandparents, grandchildren, parents-in-law,
step-parents, step-children, or a person residing within the employee’s household at the time of the
death.

Each employee shall be entitled, in connection with a death of other relatives, one (1) paid
bereavement day. Other relatives include, siblings-in-law, aunt, uncle, niece, nephew, spouse’s
grandparents, or foster children living with the employee at the time of death.

Bereavement days are not to be charged against an employee’s accumulated sick, vacation or
personal time.

Section 4 — Personal Leave: (Not to be charged against accumulated sick leave)

Effective January 1, 1988, with the approval of the department head, an employee shall be entitled to
receive two (2) personal days (sixteen [16] hours) with pay once each calendar year, provided the
employee gives notice to the department head forty-eight (48) hours in advance, and the minimal staffing
needs of the division are met in the judgment of the department head. The department head shall not
be unreasonable in reaching a decision, and the two (2) days (sixteen [16] hours) shall not be charged
against sick leave.

An employee shall request the personal day off in time periods not less than four (4) hours and not more
than eight (8) hours.

This forty-eight (48) hour notice shall be waived in the event of an emergency, but the employee shall
notify or cause the department head to be notified, as soon as possible, of the taking of the personal day.
An absentee report form noting the time off as “personal day,” signed by the employee and the
department head will be forwarded with the employee’s timecard.
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Effective July 1 1988, the employee’s two (2) personal days’ leave under this section shall be increased
one-half (%) day, which one-half (1) day will be taken in the second half of calendar year 1988. Effective
January 1, 1989, the employee’s personal days’ leave available in calendar year 1989 shall be two and
one-half (2)4) personal days.

Except as provided herein, no employee may be allowed in any year to use a personal day during the
month of December. An employee may request from the department head, in writing, one (1) week in
advance for a personal day in December. The department head’s approval shall not be unreasonably
withheld. The department head’s approval may take into consideration factors including overtime costs,
staffing coverage, and departmental needs.

Section 5 — Sick Leave Incentive Program: Effective July 1, 2012, a full-time employee may elect to
redeem in December, 1998, and each year thereafter, four (4) days of unused sick leave days for a lump
sum bonus payment under the plan provided below, payable the first full payroll week of December next,
provided the employee, during the preceding twelve (12) calendar months from November 15 through
October 31%, has satisfied the following sick leave utilization:

Zero (0) days $425
One (1) day $375
Two (2) days $325
Three (3) days $290
Less than four (4) days $265

The employee shall elect to redeem, in writing, given to the Director of Public Works within three (3) work
days of November 1, 1987, and each November 1 thereafter. Failure to elect shall disentitle the employee
to any redemption hereunder.

In the determination of sick leave utilization (i.e., five [5) days) sick leave days taken due to extended
iliness and directly attributed thereto actual hospitalization of days in excess of three (3) shall not be
considered. The town’s determination in this regard shall not be unreasonable.

If the employee does not so elect, then his/her sick leave shall remain and be accumulated in the same
manner as is presently provided.

Section 6 — Leave of Absence

A. Personal lliness: Upon written request from the employee’s physician, setting out the
nature of the disability with accompanying medical reasons, the treatment and estimated
time for recovery and certification that the employee is disabled and unable to work, a
leave of absence up to one year without pay shall be granted the employee for personal
illness after the employee’s accumulated sick time has been exhausted. If an employee
requests, in writing, additional personal illness leave, supported by a physician’s letter
and certification, the Town Manager may, in his discretion, grant such leave without pay.
The Town will return the employee to the employee’s former position, if it is feasible to
do so, and upon certification by the employee’s physician thereafter that he/she is able,
physically and mentally, to return and fully perform his/her workload and responsibilities.
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If this is not feasible, the employee will be placed in a position at the same rate of pay and
on the same shift as determined by the department manager. The employee will be given
the first opportunity to return to a position for which he/she is fully qualified and will,
provided he/she is fully qualified, be given the first opportunity to return to his/her
former position, if and when the position is open.

Maternity Leave: If an employee provides to the Town satisfactory medical evidence and
a doctor’s certificate which demonstrates that the employee is unable to work due to
pregnancy or other disability attributed to maternity, then the employee shall be entitled
to utilize her sick leave benefits. The Town does not waive its right to contest the
sufficiency of the medical evidence submitted, as is the practice in any sickness situation.

Industrial Accident (Workers’ Compensation): An absence because of an industrial
accident will be governed by General Laws Chapter 152. It is agreed that an employee
who is receiving workers’ compensation who has accumulated sick leave or vacation shall
be allowed to supplement the workers’ compensation monies with sick leave or vacation
leave to the extent required to provide the employee with the difference between his/her
workers’ compensation and the employee’s regular base weekly rate. Employees may
make a change to their election to so supplement (or not) one time during each occasion
of receiving workers’ compensation benefits.

Military: An employee who enters the military service shall be deemed to be on leave of
absence, and the employee’s status of employment will be according to Section 9 of the
Military Selective Service Act of 1967. An employee who is called for summer military
service or National Guard training shall be eligible for up to fifteen (15) days of annual
military leave at full pay.

Educational: The Town may allow a leave of absence without pay up to twelve (12)
months for educational purposes and upon certification thereafter by the employee’s
physician that he or she is able, physically and mentally, to return and fully perform his or
her workload and responsibilities. The Town will return the employee to the employee’s
former position, if it is feasible to do so. If this is not feasible, the employee will be placed
in a position at the same rate of pay and on the same shift as determined by the Division
Manager. The employee will be given the first opportunity to return to a position for
which the employee is fully qualified and will be given the first opportunity to return to
the employee’s former position, provided he/she is fully qualified, if and when the
position is open, and upon certification by the employee’s physician that he or she is able,
physically and mentally, to return and fully perform his/her work load and responsibilities.

Other Leaves of Absence: Leaves of absence without pay for reasons other than the

above may be granted for good and sufficient cause within the present Town policy on
leaves of absence, provided such written request is provided with sufficient time for the
Town to investigate and determine good and sufficient cause. Upon certification by the
employee’s physician that he/she is able, physically and mentally, to return and fully
perform his/her workload and responsibilities, the employee will return. The Town will
return the employee to the employee’s former position, if it is feasible to do so. Ifitis

16



not feasible, the employee will be placed in a position at the same rate of pay and on the
same shift as determined by the division manager. The employee will be given the first
opportunity to return to a position for which the employee is fully qualified and will be
given the first opportunity to return to the employee’s former position, provided he/she
is fully qualified, if and when the position is open and upon certification from the
employee’s physician that he or she is able physically and mentally, to return and fully
perform his/her workload and responsibilities. Benefits do not continue during leaves of
absence without pay, with the exception of a leave of absence for personal illness, during
which Blue Cross/Blue Shield and life insurance benefits continue for up to a maximum of
one (1) year. The employee will have to continue to pay his/her regular deductions for
those benefits, payable by check to the Town Treasurer by the tenth (10*) of the month.

Section 7 — Accrued Time: Accrued time is overtime worked that can be put into a bank to be used at a
later time. Payout for every one (1) hour of overtime worked will be credited for time off in the
employee’s accrued time bank of one and one-half (1%) hours. Each employee will be able to accrue a
maximum of eighty (80) hours total time in their accrued time bank. Their bank will be able to be
replenished at any time it is below eighty (80) hours. The time accrued must be used during the calendar
yearitis earned. Any unused accrued time as of December 31% of each year will be paid out of the hourly
rate at which it was earned. Accrued time off must be requested by written notice no less than twenty-
four (24) hours prior to the date it is to be used. All requests to use accrued time for time off are subject
to the approval of the Director of Engineering and Operations and/or his/her designee.

ARTICLE 16 - Jury Pay

The employer agrees to make up the difference in an employee’s wages between the normal week’s
wages and compensation received for actual time sitting as a juror or requested to be away from his/her
duty station due to juror obligations or when subpoenaed as a witness in a legal proceeding where the
employee is not a party to the litigation. The employee must report back to work when not so obligated
for the remainder of the shift.

ARTICLE 17 — Uniforms and Protective Clothing

Each employee annually shall be given a clothing allowance of three hundred and fifty dollars ($350) paid
the last payroll of September for the purchase of work shoes or jacket/work clothes to be used exclusively
in the performance of the employee’s daily work. Each employee is required and shall report for work
duty at all times properly attired in work clothes and other work apparel appropriate for the same and
effective performance and completion of all assigned tasks and duties.

If an employee is required to wear a uniform, protective clothing, or any type of protective device as a
condition of employment, such uniform, protective clothing, or protective device shall be furnished to the

employee by the Employer.

The Town has provided FRC uniform/clothing/hard hat (logo and employee name) which shall be used by
the employees exclusively in the performance of the employee’s daily work.
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Each employee is required and shall report for work duty in the FRC uniform/clothing once received by
the employee, as above provided. The employee shall further report for duty at all times properly attired
in other division-approved work clothes and other work apparel appropriate for the safe and effective
performance and completion of all assigned tasks and duties.

All Unit C employees, other than the Materials Manager and meter readers, shall receive such FRC
clothing/uniforms.

The Employer agrees to provide all material, equipment, and tools (except mechanic’s basic tool set)
required to perform the duties assigned to the employees covered by this Agreement.

Effective 7/1/11, the purchase of mandatory coveralls will not be charged to the individual clothing
allowance accounts.

ARTICLE 18 — Health and Welfare

It is agreed that, should any changes occur in the statutes affecting health and welfare insurance policies,
this Agreement will be immediately reopened for negotiations on this subject. Upon expiration of any
contracts presently in effect and all future contracts between insurance carriers and the Employer dealing
with medical coverage, the Union will be fully informed of any negotiations dealing with coverage that
affects its members and make any inquiries and advise the Employer of desires of the employee.

The Town life insurance benefits provided to permanent full-time employees shall be increased up to ten
thousand dollars ($10,000).

ARTICLE 19 — Classification Plan and Pay Rates

Wages and compensation shall be as reflected in wage scales attached. The annual wage increases
bargained for and negotiated are based on a fifty-two (52) week basis.

There shall be a career advancement program beginning with Apprentice Line Worker/Technician, Third-
Class Line Worker/Technician, Line Worker/Floater, Second Class Line Worker/Technician and First Class
Line Worker/Technician. The Line Worker/Floater shall be used when the Utility Director determines that
the employee needs more experience before advancing from Third Class Line Worker to Second Class Line
Worker.

Employees will normally be hired at the first step in a classification, but the Town retains its right to hire
an employee at any classification or step. The employee will receive, for satisfactory service, two (2) step
increases in six (6) month intervals in each classification. Advancement to the higher classification will be
based on the judgment of the employer that the employee has performed satisfactorily and is qualified
to work at the next level or step, subject to the grievance procedure for arbitrarily or unreasonably
withholding such advancement.

A nine (9) percent differential pay for any person assigned to the night patrolman duties from 4:00 P.M.

to Midnight while working. This shift differential will not apply to overtime, vacation, sick leave or
holidays.
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An employee promoted (not working out of grade) to a high classification shall receive as his/her base
hourly rate a minimum of fifty ($.50) cents per hour increase, except in any circumstances where such
hourly rate would exceed the maximum step rate, which maximum step rate would then be the step rate
of pay for the promotion.

Any employee classified as a First Class Lineman/Technical, Head Lineman/Lead Technician, Meter
Technician or Meter Reader who is expressly assigned by the managing employee to perform upgraded
work and who performs such upgraded work for a day shall be compensated from the first day at the next
highest wage rate exceeding his/her own in the range of the employee whose place he/she takes.

Wages and compensation shall be paid to employees who remain on the payroll as of the date a
Memorandum of Agreement is signed, except those who died or voluntarily or involuntarily retired.

Wages: Effective 7/1/17, 2.25% increase to bargaining unit members’ base rate;
Effective 7/1/18, 2.25% increase to bargaining unit members’ base rate;
Effective 7/1/19, 2.25% increase to bargaining unit members’ base rate;

See Appendix A for the grades and rates of Unit C positions as of July 1, 2017.
ARTICLE 20 - Reporting for Work and Contracting Out

In the event an employee reports to his/her place of work at his/her regularly-scheduled time, and there
is a lack of work of the type he/she normally performs, he/she will be assigned to other duties for which
he/she is qualified at his/her normal rate of pay.

It is agreed that the Employee may contract work but in the exercise of this right, no employee shall be
laid off and replaced within eighteen (18) months of the day of lay-off by contractors who would perform
the actual work or part of his/her actual work.

It is agreed that the Employer may contract work but in the exercise of this right, no employee will suffer
loss of his/her regular pay and be replaced by contractors who would then perform the employee’s actual
work or part of his/her actual work for which the employee earns his/her regular pay.

ARTICLE 21 — No Strike Clause

The Union agrees not to engage in, induce, or encourage any strike, work stoppage, slow down or
withholding of services by employees of the Town of Danvers by the terms of this Agreement.

ARTICLE 22 - Miscellaneous Provisions
1. Bulletin Board: Announcements shall be posted in conspicuous places where employees

enter or leave the premises. Parties to this Agreement may use the bulletin boards for notices
of a routine nature.
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2. Sick Leave Inquiry: Any employee shall be offered the one (1) time opportunity, if requested,
to obtain from the department head or his/her designee his/her sick leave balance on January
1t of the calendar year.

3. Violation of Provisions: Should any provision of this Agreement be found to be in violation
of any Federal or State law by a court of competent jurisdiction, all other provisions of this
Agreement shall remain in full force and effect for the duration of this Agreement, and any
benefit, as set forth in the Town of Danvers Personnel Policy, but not specifically covered by
this Agreement, shall remain in full force and effect.

4. Access to Personnel Folder: Upon written request, an employee will have the opportunity to
review his/her personnel folder, excepting material lawfully excludable as confidential or
privileged during the regularly-scheduled daytime working hours, Monday through Friday, at
a time and appointment convenient to both parties. The review must take place in the office
of the division manager and his/her or designee’s presence, and shall occur not more than
three (3) times per year without the approval of the division manager. At the employee’s
expense, he/she will be afforded a copy of any material not lawfully excludable as confidential
or privileged held in said folder. After notification of, or knowledge of, such material, any
neglect, refusal or failure for any reason of an employee to review, sign or provide such
written response shall have no effect on the Town’s right to place such material in the
employee’s personnel folder nor effect the Town’s right to use such material in its
evaluations.

5 Discrimination: The Town will not discriminate against any employee because of race, sex,
color, religion, ancestry, national origin, handicap or age.

6. Two-Man Crews: (A) Effective February 7, 1994, the Danvers Electric Division shall adopt as
standard utility practice the utilization of two (2) man crews for normal work assignments.
Noted exception to this practice are: when work assignments may be performed by a single
person (e.g., night man, Saturday man, other active standby, etc.) or when a larger crew may
be required due to safety or other necessary considerations as determined by the Electric
Division Manager or his/her designee. (B) The Town will develop and provide forthwith, after
execution of this Agreement, a written policy which will provide that there will be no layoffs
caused by the two-man crew standards agreed to herein.

7. Leaving the Town of Danvers Employ: Except for extraordinary circumstances, an employee
intending to leave the Town of Danvers employ (for reason other than retirement) shall give
a minimum of three (3) work weeks of advance notice of such action to his/her manager or
express designee.

8. Retiring: Except for extraordinary circumstances, an employee intending to retire from the
Town of Danvers shall provide his/her manager or express designee a minimum of three (3)
months of advance written notice of the employee’s intent to retire and the intended and
estimated date of retirement.

9. Drug/Alcohol Program Summary: All employees, regardless of their position, will be subject
to the Department’s Random Drug and Alcohol testing protocols that have been agreed to by
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10.

11.

the parties. All persons who are in non-safety sensitive positions will be in a separate “pool”
for purposes of being selected for a drug and alcohol test. Any person who tests positive for
drugs or alcohol will be treated as follows:

First offense: Upon receipt of information that an employee has tested positive, he/she will
immediately be reduced to a Laborer Grade 6 classification and will be taken off duty and
unable to return to work until cleared to do so by the Substance Abuse Professional (SAP)
used by the Town. The employee will remain out of work until the SAP clears him/her to
return to work. Upon his/her return to work, he/she will be working as a Grade 6 Laborer
until the SAP determines that a follow-up drug test should be administered and the employee
passes said follow-up test. At that time, the employee will be returned to his/her regular
Grade. (In the event that the employee has enough accrued sick leave at the time he/she fails
the initial drug test, he/she will be allowed to use sick days during the time from the failed
test to the time when he/she is cleared to return to work by the SAP.)

Second offense: Thirty (30) day suspension.
Third offense: Termination
Full Testing Program document attached.

Stand-by rates: The weekly stand-by rate is $700-, (Breakout: $80/day for weekdays; $150
for weekends and holidays.)

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, which authorization may
only be made and presented to the employer one time during each year of the contract.
Attached hereto is a sample of the authorization form for the AFSCME PEOPLE program. Such
authorization must be executed by the employee and may be revoked by the employee at
any time by giving written notice to the employer with a courtesy copy of such notice to the
Union. The employer agrees to remit any deductions made pursuant to this provision at the
same time it submits dues to the Union 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. The Employer assumes
no obligation, financial or otherwise, arising out of the provisions of this Article, and the Union
agrees that it will indemnify and hold harmless the Employer from any claim, actions or
proceedings by any employee arising from deductions or actions taken by the Employer under
this Article. Once deductions are remitted to the Union, it is understood and agreed that their
disposition thereafter shall be the sole and exclusive obligation of the Union.

ARTICLE 23 - Physical / Mental Examinations

Should the department head or his designee have reason to believe that an employee is not physically or
mentally able to perform his/her assigned duties and responsibilities, then, at Town expense, the
employee may be required to be examined by a physician selected by the Town and the employee. The
examination shall be conducted as soon as possible, and the physician shall forward in writing a statement
detailing the medical findings, treatment required, if any, and certifying to the Town that the employee is
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not able to return to work or, if certified to return to work, is able to fully perform all of his/her duties and
responsibilities. The Town does not waive its right to utilize its own physician when necessary or as
otherwise consistent with Town policy and practice.

ARTICLE 24 — Longevity

Effective Fiscal 2002, employees in a calendar year who complete his/her fifth (5t), tenth (10™), fifteenth
(15%) twentieth (20™) twenty-fifth (25") or thirtieth (30™) year prior to December of each calendar year
shall be entitled to receive a longevity payment detailed in Appendix A:

A. During the calendar year in which the employee has been continuously employed who
completed five (5) full years prior to December 1, but less than ten (10) years, shall be entitled
to a lump-sum, longevity payment of one hundred fifty dollars ($150) payable the second full
payroll week in December.

B. During the calendar year in which the employee has been continuously employed who
completed ten (10) full years prior to December 1, but less than fifteen (15) years, shall be
entitled to a lump-sum, longevity payment of two hundred seventy-five dollars ($275) payable
the second full payroll week in December.

C. During the calendar year in which the employee has been continuously employed who
completed fifteen (15) full years prior to December 1, but less than twenty (20) years, shall
be entitled to a lump-sum, longevity payment of three hundred fifty dollars ($350) payable
the second full payroll week in December.

D. During the calendar year in which the employee has been continuously employed who
completed twenty (20) full years prior to December 1, but less than twenty-five (25) years,
shall be entitled to a lump-sum, longevity payment of four hundred dollars (5400) payable the
second full payroll week in December.

E. During the calendar year in which the employee has been continuously employed who
completed twenty-five (25) full years prior to December 1, but less than thirty (30) years, shall
be entitled to a lump-sum, longevity payment of four hundred twenty-five dollars ($425)
payable the second full payroll week in December.

F. During the calendar year in which the employee has been continuously employed who
completed thirty (30) full years prior to December 1, shall be entitled to a lump-sum, longevity
payment of five hundred fifty dollars ($550) payable the second full payroll week in
December.

The Town of Danvers agrees that, in consideration of the execution of this Memorandum of Agreement
dated April 19, 2009, the Town of Danvers’ employees covered by this Agreement (Unit C) shall not be
laid off from Town employment during the period of July 1, 2009, to and including June 30, 2010. This
paragraph shall thereafter terminate and be inoperative and unenforceable under law.
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ARTICLE 25 — Education Reimbursement

Subject to funding, the Town shall continue its practice of providing fifty percent (50%) tuition
reimbursement (including required course books) to employees who, with department head advance
approval, take courses in an approved program at an accredited educational institution, which course, in
the judgment of the department head, is required or related to the employee’s work. Should the Town
require or request that an employee take such a course, the Town shall reimburse the employee one
hundred percent (100%) tuition reimbursement (including required course books). In each situation, the
employee must take the course in an approved program at an accredited educational institution and
obtain a satisfactory grade of C or its equivalent.

ARTICLE 26 - Switch Person and Red Tag Procedures / Mandatory Qualifications

Amend the collective bargaining Agreement between the parties to substitute the following provision(s)
relating exclusively to OED Switch person and Red Tag Procedures for the existing provision(s) dealing
with DED Switch person and Red Tag Procedures:

All Line Workers and Technicians, First-class, fully-rated and above, in the general Line Worker operation
must, as a condition of employment, be qualified to perform assigned work as an “Authorized Person,”
consistent with the applicable Town of Danvers’ policy and the related Massachusetts Electric {or other
body) rules and regulations applicable and relating to switching and red tag procedures in Danvers.

ARTICLE 27 — Employee Performance Evaluation

Attached hereto is a draft of the Town of Danvers Annual Employee Performance Evaluation which will
form the basis of form to be evaluated by the parties for recommendations:

The Town and the Union agree as follows: That the annual performance evaluation shall not be
implemented prior to July 1, 1999. The process will be implemented effective July 1, 1999.

A. That the Town will establish, prior to implementation, a training group meeting(s) for those
employees who will be the supervisor(s) evaluating other employees.

B. That the Town will meet with Employees in group(s), prior to implementation, to inform them
of the objectives of the evaluation procedures, to explain the methodology and procedure
used for evaluation and to outline the benefits to the employee and the Town.

C. That the Town and a Union committee will continue to meet jointly at reasonable times over
the next year until April 1, 1999, to discuss what may be done to better inform and educate
the employees and Town management and supervisory personnel of the scope, purpose, and
need for the employee performance evaluation procedure. The annual employee’s
performance evaluation shall be used as a tool to communicate and reinforce to the Employee
the job and performance expectations and results. Such shall be communicated orally and in
writing to the employee in a fair and consistent manner. The annual performance evaluation
shall not be used as a disciplinary measure.
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The Union Committee will consist of no more than three (3) employees, and the Town
Committee will consist of no more than three (3) members. Meetings of the joint committee
will be established so as to not require additional compensation, including overtime, but
employees shall receive their pay if the meeting(s) should occur during his/her regular work
schedule.

ARTICLE 28 — Ninety (90) Day Probationary Period

A ninety (90) day probationary period for any employee promoted shall commence on the employee’s
first day in the new grade. The employee’s performance shall be evaluated by the employee’s
appropriate, immediate supervisor outside the Unit, and such evaluation shall be reviewed by the
management employee in the division or the department. The initial evaluation shall be performed within
thirty (30) days of the employee’s first day in grade, after an interview and meeting with the employee,
and a determination then made whether the employee is satisfactorily progressing in his/her new
position. Further evaluation periods shall be held on or about the sixtieth (60™) and eightieth (80™) day
of the ninety (90) day period for the candidate so progressing. If the employee is, at either or any
evaluation review, determined to be unsatisfactory, then the employee shall be returned to his/her
former position in the bargaining unit. The judgment of the Town shall not be unreasonable. The Town
may consider the governing criteria in light of the department needs, the employee’s demonstrated work
performance, capability to perform well in the new position, supervisory skills, if applicable, length of
service, scope and degree of experience and the employee’s use of technical skills, and shall have the sole
discretion in determining the weight to be given for each criterion.

ARTICLE 29 — Employee / Applicant Appointments

All Town employee applicants outside the Town unit who apply for a position, including new hires, shall
be interviewed, tested and examined during the application period. The Town shall review to determine
whether the applicant’s qualifications, physical ability, availability, experience, capacity to perform well,
manual dexterity, mechanical skills, productivity and work performance are acceptable. Promotions shall
continue to be evaluated consistent with Town policy and past practice.

ARTICLE 30 — Health Club Membership

Effective on execution, an employee who signs up with a Town-approved health club, who pays his/her
membership and fully participates in the health fitness program at the club for the period of a year, shall
be eligible for reimbursement by the Town of a sum up to two-hundred and fifty dollars ($250) of his/her
membership payment reimbursable as follows:

After the employee’s thirty-eight (38) visits and participation is confirmed, the employee shall be
reimbursed one hundred and twenty-five dollars ($125) within thirty (30) days.

After the employee’s seventy-five (75) visits and participation is confirmed, the balance of the monies, up

to one hundred and twenty-five dollars ($125 [or less]) amount paid by the employee s hall be reimbursed
within thirty (30) days.
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Provided:

The employee has completed a minimum total of seventy-five (75) visits to the health club,
has fully participated in the fitness health program, and has satisfactorily demonstrated
his/her fitness condition improvement from the date of his/her entry into the program at the
beginning of the year and his/her fitness condition at the end of the year.

The employee will be tested at the beginning of the program by the club to determine weight,
body fat content, fitness, flexibility, life cycle (bike), sit-ups, push-ups, and pulse rate and will
be so retested at the end of the yearly program to demonstrate his/her improvement.

The employee will confirm at each reimbursement event, in writing, to the Town through the
Public Works Department Head, that he/she has so fully participated in the program, has so
attended the required minimum of reimbursement event visits during the year, has paid out-
of-pocket the sum of money requested for reimbursement and has, at the time, continued to
satisfy the physical fitness improvement standards.

A substantially comparable form and content should be developed and designed by the Town-approved
health club to assist in the employee’s development.

ARTICLE 31 - Duration Clause

This Agreement shall be effective for the Fiscal Year 2018, commencing July 1, 2017, and
continuing to June 30, 2020. The wages, economic benefits and provisions herein shall be effective as of
the dates and times referred to herein, and the parties agree that on or about January, 2020, they will
confer on any proposed changes or amendments of the Collective Bargaining Agreement.
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Signed this 14'" day of September 2017.

For the Town o?anvers

Steve Bartha, Town Manager

AN

Z?Jefg q/’;{c(gn{ )

st f Wz

Ron Pellegrlnl Unit C Stewq;d'
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Page 1

37 by C_GRACE

37
Town of Danvers

Bargaining Unit Salary Listing

Printed 13-Sep-2017 at 16

6648 -HRBARGSALARY . REP

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

H

Salary Base

UNIT C - AFSCME (ELE

-1

c
g
6

Bargaining Unit

Hourly
2,080.00

Pay Type
Hours in Year
Days in Period

Periods in Year
Per Diem Days/Year: 260.000000

Grade

Schedule
Effective Date

.00

52.000000

02-Jul-2017
COLA 2.25

-
1

Period Daily Hourly PerDiem Tie

Annual

Step

161..93 20.2412 167..93

809.65

42,101.70
43,426.45
48,736.90

1

20.8781 167.02
23.4312

167.02

835.12

2

187.45

187.45

937.25

Bargaining Unit:

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

H

Salary Base:

(ELE

- AFSCME

UNIT C

C
&
8

Hourly
2,080.00

[~

Pay T
Hours in Year:
Days in Period:

Periods in Year:
Per Diem Days/Year:

Grade:

Schedule:
Effective Date:

5.00

52.000000

02-Jul-2017
COLA 2.25%

260.000000

Period Daily Hourly PerDiem Tier#

Annual

Step

193.53

24.1907
24 .9601
26.6761

193.53

967.63

50,316.66

199.68 199.68
213.41

998.40
1,067.04

51,917.01
55,486.29

213.41

Bargaining Unit:

User Defined #1

H

Salary Base:

(ELE

AFSCME

C

UNIT

C
¢
9

User Defined #2
User Defined #3
User Defined #4
User Defined #5

Hourly
2,080.00

Pay Type:

Hours in Year
Days in Period

Periods in Year
Per Diem Days/Year: 260.000000

Grade:

Schedule:
Effective Date:

.00

5
52.000000

02-Jul-2017
COLA 2.25%

Period Daily Hourly PerDiem Tier#

Annual

217.69

27", 20T
27.9716
28.7310

217.69

1,088.47

56,600.34

223 .77

223,77

1,118.86

58,180.93
59,760.48

22%.85

229.85

1,149.24

User Defined #1
User Defined #2
User Defined #3
User Defined #4

H

Salary Base:

UNIT C - AFSCME (ELE

-1

(&
C
1

Bargaining Unit

Hourly
2,080.00

Pay Type:

Hours in Year:
Days in Period:

Grade

Schedule
Effective Date

00

52.000000

02-Jul-2017
COLA 2.25%

User Defined #5

Periods in Year:
Per Diem Days/Year:

260.000000

r#

Period Daily Hourly PerDiem Tie

Annual

289.93

36.2410
36.9975
38.0973

289.93

1,449.64
1,479.90

75,381.28

295.98

295.98

76,954.80
79,241.97

304.78

304.78

1,523.88



Page 2

Town of Danvers
Bargaining Unit Salary Listing

Printed 13-Sep-2017 at 16:37:37 by C _GRACE

6648 -HRBARGSALARY . REP

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

H

Salary Base:

(ELE

AFSCME

UNIT C -

-1

C
¢
1

Bargaining Unit

00
.00

Hourly
2,080.00

Pay Type:
Hours in Year:
Days in Period:

Pericds in Year:
Per Diem Days/Year: 260.000000

Grade:

Schedule:
Effective Date:

.00

52.000000

02-Jul-2017
COLA 2.25%

.00

Period Daily Hourly PerDiem Tier#

Annual

Step

310.28

38.7848
40.2886
42.0547

80,672.38 1;551.39 310.28

83,800.29
87,473.78

322431

322.31

1,611.54
1,682.19

336.44

336.44

.00

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

Salary Base: H

UNIT C - AFSCME (ELE

el

e
¢
1

Bargaining Unit

.00
.00
.00
.00

Hourly
2,080.00

Pay Type:
Hours in Year:
Days in Period:

Periods in Year:
Per Diem Days/Year:

Grade

Schedule
Effective Date:

5.00
52.000000

02-Jul-2017
COLA 2.25%

260.000000

Period Daily Hourly PerDiem Tier#

Annual

Step

334.03

334.03 41.7536
43.2577
45,0239

1,670.14

86,847.49

346.06

1,730.31 346.06

89,976.02
93,649.71

360.19

360.19

1,800.96

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

H

Salary Base:

{ELE

UNIT C - AFSCME

=4,

(6]
(53

Bargaining Unit

Hourly

Pay Type:
Hours in Year:
Days in Period:

Periods in Year:
Per Diem Days/Year:

Schedule

2,080.00

# T3

Grade

Effective Date:

5.00

52.000000

02-Jul-2017
COLA 2.25%

2.
5

260.000000

Tier#

Period Daily Hourly PerDiem

Annual

420.38

420.38 52.5481
53.3201
54.7932

2,101.92

109,300.05

426.56

2,132.80 426.56

2,191.73

110,905.81

438.35

438.35

113,969.86

3

User Defined #1
User Defined #2
User Defined #3
User Defined #4
User Defined #5

H

Salary Base

UNIT C - AFSCME (ELE

=]

C

Bargaining Unit:

Pay Type: Hourly
2,080.00

Hours in Year:
Days in Period:

Periods in Year:
Per Diem Days/Year:

CX
8

Grade:

Schedule:
Effective Date

00

5.
52.000000

02-Jul-2017
COLA 2.25%

260.000000

Period Daily Hourly PerDiem Tier#

Annual

216.00

27.0002
27.4559
27.9716

56,160.42 1,080.01 216.00

57,108.27
58,180.93

215%.65

21%.65

1,098.24

2

223.77

223.77

1,118.86
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