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WITNESSETH

WHEREAS, it is the desire of the Employer and the Union to establish and maintain mutual
understanding, cooperation, and harmonious relationships between them;

NOW, THEREFORE, in consideration of the premises and the mutual promises and commitments
herein contained, the parties hereto do hereby agree as follows:

ARTICLE I

RECOGNITION

Section 1. Subject to any applicable provisions of State or Federal law or regulation now in effect or
which becomes effective during the term of this agreement, the Chelsea School Committee
recognizes LOCAL 708, A CHAPTER OF STATE COUNCIL 93, AMERICAN FEDERATION OF STATE,
COUNTY AND MUNICIPAL EMPLOYEES, AFL-CIO, as the sole and exclusive bargaining agent for
matters covered by Chapter 150E of the General Laws for all full-time and regular part time (regularly
scheduled to work twenty (20) or more hours per week) cafeteria workers employed by the Chelsea
School Committee, excluding all managerial, confidential, casual and all other employees. This
agreement is applicable to all employees holding positions listed in Appendix A.



ARTICLE II

DEFINITIONS

Unless the context indicates a different meaning, as used in this Agreement, the following words
are defined as follows:

Section 1. "Employee" or "employees" means a person(s) employed by the School Department in
the bargaining unit covered by this Agreement.

Section 2. "Employer" as used in this Agreement refers to the public employer, the Chelsea
School Committee.

Section 3. "Work Shift" means the regular work shift of an employee from the normal starting
time to the normal quitting time, exclusive of overtime.

Section 4. "Designated Beneficiary" means the beneficiary designated under the provisions of
MGL Chapter 32 unless another beneficiary is filed in writing with the Personnel Department.

Section 5. "Union Representative" means any official designee of the union.

Section 6. "Superintendent" refers to the Superintendent of Schools of Chelsea or person
authorized to act for the Superintendent.

The use of the male gender to refer to employees includes the female gender; the use of the
singular to refer to employees includes all applicable employees, unless the context indicates to
the contrary.



ARTICLE Ill

UNION SECURITY

Section 1. Upon compliance by the Union with the necessary statutory requirements, the City will
require, as a condition of employment, the payment of dues by a member of the Union and the
payment of an agency service fee by a non-member on or after the thirtieth (30th) day following
the beginning of such employment or the effective date of the Bargaining Agreement, whichever
is the later. With the receipt of an appropriate check off authorization executed by the employee,
the City Treasurer will deduct from the employee's wages the dues or service fee and remit such
deductions along with a list of those employees whose deductions are remitted to the Union
Office in the month processed. Dues or service fees are to be deducted in the month immediately
preceding the period for which such dues or agency service fees are payable in equal monthly
amounts.

Section 2. The Union will hold the Employer harmless for action taken by the Employer pursuant
to this Article.

Section 3. The Union shall notify the Employer of the amount of the agency service fee and dues
annually, thirty (30) days prior to the effective date.

Section 4. 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
given time by giving written notice to both the employer and the Union. The employer agrees to
remit any deduction 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 IV

NON-DISCRIMINATION

Section 1. The Employer and the Union agree that there shall be no discrimination against any
employee covered by this Agreement on the basis of race, religion, creed, color, national origin,
political affiliation, disability, marital status, age or sex.

Section 2. The Employer and the Union pledge that the workplace shall be free from sexual
harassment which shall be defined as any behavior toward any employee by a manager,
supervisor, or co-worker that constitutes unwelcome sexual advances, requests for sexual favors,
or the display of derogatory posters, cartoons, or drawings, and other verbal or physical conduct
of a sexual nature when:

Submission to such conduct is made a condition of an individual's employment,

Submission to or rejection of such conduct by an individual is used as the basis for employment
decisions affecting such individual,

Such conduct has the purpose or effect of interfering with an individual's work performance or
creating a hostile, intimidating, or offensive work environment.
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ARTICLE V

MANAGEMENT RIGHTS

Section 1. The Employer has and will continue to retain, whether exercised or not, all of the
rights, powers, and authority concerning management of the schools in which the employees
covered by this Agreement work except where such rights, powers, and authority are
specifically limited by the provisions of this Agreement. It shall be the sole prerogative of
management including, but not limited to the following:

To determine the care, maintenance, and operation of equipment and property used for and
on behalf of the Employer.

To establish or continue policies, practices and procedures for the conduct of its business and,
from time to time, change or abolish such policies, practices or procedures.

To select and to determine the number and classification of employees required to perform the
operations of its schools.

To employ, transfer, promote or demote employees, or to layoff, terminate, or otherwise
relieve employees from duty for lack of work or just cause when it shall be in the best interest
of the Employer.

To prescribe and enforce reasonable rules and regulations for the maintenance, discipline and
the performance of work in accordance with the requirements of the schools.

Section 2. The above rights, powers and authority are inherent in the Employer and are not
subject to review or determination on any grievance or arbitration procedure; except where
such rights, powers and authority are specifically limited by the provisions of this Agreement as
previously set forth in the first Section of this Article.



ARTICLE VI

NO STRIKE CLAUSE

Section 1. No employee covered by this Agreement shall engage in, induce or encourage any
strike, work stoppage, slowdown, or withholding of services.

Section 2. The Employer agrees that the Union shall not be liable for any violation of Section 1 of
this Article which the Union has not instigated, authorized, sanctioned or ratified and the Union
agrees that in the event of any violation of Section 1 it will in good faith try to bring such violation
to an end as soon as possible.

Section 3. In consideration of the performance by the Union of its obligations under Sections 1

and 2 of this Article, there shall be no liability on the part of the Union or on its officers or agents
for any damages resulting from the unauthorized breach of the agreements contained in this
Article by individual members of the Union.

Section 4. The Employer may discharge for just cause or otherwise discipline any employee who
violates Section 1 above. Such action by the Employer shall not be subject to the grievance and
arbitration provisions of this Agreement except as to the factual issue whether or not the
employees who were disciplined in fact participated in, encouraged, or were responsible for such
violation as set forth in Section 1 of this Article. Employees in the bargaining unit not subject to
the provisions of Chapter 31 of the Mass. General Laws who are discharged for just cause or
disciplined for violations of Section 1 above, may appeal such action through the grievance and
arbitration provisions of this Agreement.



ARTICLE VII

SENIORITY

Section 1. "Unit Seniority" as used in this Agreement shall be defined as the length of an
employee's continuous uninterrupted service in the Chelsea Public Schools in positions
covered by this Agreement.

Section 2. No Seniority shall be deemed to be interrupted by vacation or by any type of
leave of absence under three (3) months/ninety (90) days allowed under this agreement.
Seniority shall not be interrupted for any leave granted under the Family Medical Leave Act.

Section 3. New employees and those hired after a break in service will be regarded as
probationary employees for their first six (6) months of employment and shall have no
seniority status. Probationary employees may be discharged for any reason during their
probationary period without recourse to the grievance or any other procedure of this
Agreement. If still employed at the end of such probationary period, their seniority shall be
effective as of their date of hire. Probationary employees will be subject to all of the
Employer's policies, rules and regulations.

Section 4. Seniority for employees who are rehired after a break in service of less than six (6)

months shall be calculated from original date of hire.



ARTICLE VIII

VACANCIES

Section 1. Whenever a vacancy occurs or is about to occur in a position within the bargaining unit
which the Employer intends to fill, the Employer shall post a notice in the School Department for
seven (7) calendar days which will include a description of the position to be filled, the
qualifications required to perform the position, the salary and the date of posting. A copy of the
posting will be sent to the designated representative of the Union on the same day posted.

Section 2. Cook/Baker job descriptions shall contain the requirement that "upon hire, the
successful candidate must have the ability to lift thirty (30) pounds without any physical
restrictions or assistance. Requirements must include the ability to read and understand recipes.

Section 3. Employees interested in the position shall submit, in writing to the Human Resources
Director, a statement of application within the seven (7) calendar day posting period. The
applicant with the greatest seniority who is, in the judgment of the Employer, qualified and able
to perform the job shall be given the opportunity to fill the position. If there is no employee
within the department who, in the judgment of the Employer, is qualified and able to perform the
job, the Employer will be free to fill the position from either within or outside the bargaining unit.
However, the bargaining unit applicant with the greatest seniority who is qualified for the position
shall have preference for selection over an applicant from outside the unit.

Section 4. Employees selected to fill vacant or newly created positions shall be entitled to a
reasonable trial period of not more than thirty (30) working days to determine whether they are
able to perform the functions of the position in a satisfactory manner. Such trial period may be
waived, extended or shortened by mutual agreement.

Section 5. If, during the trial period, the Employer determines that an employee cannot perform
the functions of the new position in a satisfactory manner, the Employer may remove that
employee and shall reinstate him/her to the position held immediately prior to selection for the
new position or a similar one.



ARTICLE IX

REDUCTIONS IN FORCE

Section 1. Should the Employer implement a reduction in force, it shall notify the Union as far in
advance as possible and provide all relevant information.

Section 2. Reductions in force shall be made within job classifications on the basis of qualification
and unit seniority. Recall of employees shall be in inverse order of layoff. Recall rights shall be
maintained for twelve (12) months.

Section3. Employees who are scheduled to be laid off from a position in one classification may
elect to "bump down" into a lower classification within the same unit if there is an employee in

the lower classification who has less seniority and if the employee scheduled to be laid off has the
qualifications to perform the lower classification. To be eligible to "bump down" employees
scheduled to be laid off must notify the Employer within seven (7) days of official notification of
lay off of their desire to "bump down" to the lower classification.



ARTICLE X

GRIEVANCE AND ARBITRATION PROCEDURE

Section 1. Complaints, disputes, or controversies of any kind, excluding the management rights,
which arise between one or more employees and the Employer or its agents, or the Union and the
Employer or its agents, concerning the working conditions, hours of work, wages, fringe benefits
or rates of pay referred to or specified in this Agreement, or which are provided by any Statute,
Charter Provision, Ordinance, Rule, Regulation, or Policy, which is not in conflict with this
Agreement, may be processed as a grievance under the following procedure:

Step 1. Grievances shall be reduced to writing by the Union and presented to the
Director of Food Service within five (5) working days of the occurrence or failure of
occurrence giving rise to the grievance. A copy of any grievance shall be filed with the
Superintendent of Schools. The Director of Food Service shall meet with the Steward or
Union Representative within five (5) working days from the time the grievance is

presented to him and he shall answer the grievance in writing within ten (10) working
days after the meeting. Grievant(s) will sign the written grievance before it is presented
to the Director of Food Service.

Step 2. If the grievance is not resolved at Step 1 or answered by the Director of Food
Service within the time limits set forth above, the written grievance shall be submitted
to the Superintendent or his representative by the Steward or Union Representative
within ten (10) working days after the last aforementioned ten (10) working days. The
Superintendent or his/her representative shall meet with the Steward or Union
Representative within ten (10) working days or as soon as practicable after receipt of the
written grievance to discuss the grievance, and will answer the grievance in writing
within fifteen (15) working days after the meeting.

Step 3. If the grievance is not resolved at Step 2 or answered by the Superintendent
within the time limits set forth above, the written grievance shall be submitted to the
School Committee within ten (10) working days after the last aforementioned fifteen
(15) working days. The Chairman or his representative shall meet with the Steward or
Union Representative within ten (10) working days after receipt of the written grievance
to discuss the grievance, and will answer the grievance in writing within fifteen (15)
working days after the meeting.



Step 4. If the grievance is not satisfactorily resolved in Step 3, or answered by the
Chairman or his representative within the time limits set forth above, it may
thereafter by submitted by the Union, and only the Union, within forty-five (45) work
days after the meeting with the Chairman or his representative or within sixty (60)
work days after submission to the Chairman at step 3, whichever occurs later, to the
American Arbitration Association or to such person or agency jointly chosen by the
parties for arbitration. Each party hereto shall bear the expense of preparing and
presenting its own case. The parties shall share equally in the cost of the arbitrator's
services.

Section 2. Any arbitration hearing shall be held during weekdays, if at all possible, and the grieving
employee(s), the members of the Unions' Steward and Union Representative (not exceeding three
(3) in number), and any other employee called as a witness by such Committee shall be paid their
respective hourly rate while participating in arbitration proceedings, or excused from work with pay
for such purposes.

Section 3. The decisions of the arbitrator shall be final and binding upon the parties, except that the
arbitrator shall make no decision which alters, amends, adds or detracts from this Agreement, or
which recommends a right or relief for any period of time prior to the effective date of this
Agreement.

Section 4. Employees shall not be disciplined or discharged except for just cause. Any dispute
relative to discipline or discharge may be subject to grievance and arbitration under the terms of this
Agreement.

Section 5. All time limits set forth in this Article may be shortened or extended by mutual agreement
and set forth in writing.

Section 6. Any grievance of a general nature affecting a large group of employees, may, at the
option of the Union, be filed at Step 2 of the grievance procedure.



ARTICLE XI

HOURS OF WORK AND OVERTIME

Section 1. The regular hours of work each day shall be consecutive, except for lunch periods. The
workweek shall consist of five (5) consecutive days, Monday through Friday. The normal workday
shall consist of a defined shift within each twenty-four (24) hour period. Each employee shall be
scheduled to work a shift with regular starting and quitting times. Work schedules may be changed
by the employer during the school year by providing five (5) days written notice to the employee
and the union of the change. Regular starting and quitting times may be adjusted at the
commencement of each school year due to changes in the official school calendar.

Section 2. Employees who are unable to report to work due to illness or any other reason must
inform the Food Service Administrator and the school level Manager prior to the beginning of the
work shift for which they are scheduled to report. Failure to do so may result in disciplinary action.

Section 3. When overtime work is required, such overtime shall be offered first to employees who
are able to complete all tasks required for the event. If an employee has not yet been trained, they
will receive written notification when training will occur. Overtime will then be offered to
employees in the job classification in that building/facility on a rotation basis beginning with the
most senior employee. All employees will be trained on all aspects of tasks. Overtime at the rate of
one and one-half times the regular hourly rate of pay is authorized for cafeteria employees who
work in excess of thirty five (35) hours in one week. Compensatory time off may be granted instead
of overtime. If compensatory time is granted it must be agreed to by the employee before work is

performed and employees will be permitted to take compensatory time off within a reasonable
period after a request therefore, provided that the use does not unduly disrupt operations.

The maximum accumulation of compensatory time attributable to work in excess of thirty five (35)
hours is two hundred twenty five (225) hours. Unused compensatory time in the "forty hour plus"
category will be paid for upon termination of service. The number of hours for which employees
are paid on a holiday shall be considered time worked for overtime purposes. Overtime and
compensatory time granted in lieu of overtime pay shall be calculated at the rate of one and one-
half times the employee's regular hourly rate of pay.

Section 4.
When overtime work is required, such overtime shall be offered first to employees in that
classification in that building/facility on a rotation basis beginning with the most senior employee.
The rotation would be ongoing once it commences. Rotation lists will only be modified when a

new or different employee commences work in the building/facility. If an employee chooses not to
work a turn in the rotation, then it will be considered a turn worked. In the case of emergency, the
supervisor has the authority to use the most readily available employee.



Employees required to return to work between the hours of 5:00 PM and 5:00 AM or required to
return to work on a regular day off shall be paid at the rate of time and one-half for all hours
worked on such recall and shall be guaranteed two (2) hours work or pay at the overtime rate.
Employee may be required to perform any available work in their classification during said two
(2) hour period. Any employee required to work on a holiday shall receive in addition to the
regular straight pay an additional amount equal to time and one-half his regular rate of pay for
all hours worked. Employees who apply to work summer or vacation programs in position
covered under this agreement will receive their regular rate of pay.

All Employees working functions outside of regularly scheduled work hours shall be paid at the
overtime rate of one and one-half times the regular hourly rate of pay.

Section 5. Employees are required to work overtime when directed to do so by the Employer in
compliance with Section 4. All overtime work must be authorized. The Employer agrees to give
consideration on an individual basis to employee requests to be excused from required overtime
in those circumstances where the excuse is justified.

Section 6. All employees whose daily work schedules are six (6) hours or more shall be entitled
to a fifteen (15) minute rest period and a thirty (30) minute paid lunch break. All other
Employees work schedules shall provide for a fifteen (15) minute rest period. The rest period
shall not be used at the beginning or end of each workday nor shall it be used as an extension of
the meal period.



ARTICLE XII

PART-TIME EMPLOYEES

Section 1. Regular part-time employees who, on the average, work twenty hours per week or
more regularly shall be eligible to receive the following benefits, on a pro-rated basis:

Regular part-time employees shall be entitled to paid holidays as they occur in proportion to the
percentage of the thirty-five hour workweek that their regular number of hours per week reflects.
For example:

An employee who works twenty (20) hours per week works 57% of the full-time workweek and is

therefore entitled to 57% of the holiday as it occurs. In the case of the part-time employee who
works twenty (20) hours, 4.00 hours would be the paid time off for each holiday.

Regular part-time employees shall be entitled to paid sick time in proportion to the percentage of
the thirty-five (35) hour workweek that their regular number of hours per week reflects. For
example:

An employee who works twenty (20) hours per week worked 57% of the full-time workweek and is

entitled to 57% of the full-time sick leave allowance per month.

Section 2. Part-time employees shall be subject to all other provisions of this Agreement including
those that cover Vacation, Holiday, and Sick Leave benefits.



ARTICLE XIII

LONGEVITY

Section 1. Longevity payments shall be paid to each employee in accordance with the following
schedule:

Length of Service July 1, 2018 July 1, 2019 July 1, 2020

10 years $1,325.00 $1,375.00 $1,425.00

15 years $1,575.00 $1,625.00 $1,675.00

20 years $1,675.00 $1,725.00 $1,775.00

25 years or more $1,775.00 $1,825.00 $1,875.00

Section 2. All longevity payments will be lump sum payments and shall be paid at the last pay
period in June.

Section 3. All consecutive service within any department of the City of Chelsea shall be included
in the calculation of years of service for longevity payment purposes. Permanent part-time
service shall be prorated utilizing the same calculation as detailed in Article XII, Part-Time
Employees. Unpaid leave of absence for more than ninety (90) days (3 months) shall not be
included in the calculation of years of service. For the purpose of longevity payments, cafeteria
employees that work more than twenty five (25) hours or more per week shall be considered full
time and shall not have their longevity payment prorated.



ARTICLE XIV

CLOTHING ALLOWANCE

Section 1. Cafeteria employees will be provided with an annual clothing and shoe allowance in

the amount of three hundred and fifty dollars ($350) payable in one (1) payment of $350.00 on
the first pay period of the school year. Employees must provide receipts for clothing purchased
from July 1 of the fiscal year to within 60 days of receipt of allowance. Failure to provide receipts
within the timeline will preclude any future payments of a clothing allowance. The employer
shall retain the amount of three hundred dollars ($300) to purchase shirts, aprons, hats and chef
jackets for each employee annually.

Newly hired employees shall be provided with an initial supply of uniforms (which includes hat
or visor, aprons, and shirts) and will receive the uniform allowance in subsequent years. The
Employer agrees that any excess funds from the retained amount shall be used annually to
purchase additional items of clothing to be distributed to employees.

Section 2. The Employer shall have the right to prescribe the clothing and shoes to be worn by
each employee on duty. Failure to wear prescribed clothing may result in disciplinary action.

Section 3. The employer agrees to provide all material, equipment, tools and license fees
required to perform the duties assigned to the employees covered by this agreement.

Section 4. Cafeteria employees shall be allowed to wear Chef jackets.

Section 5. A committee shall be formed to review the purchasing policies for uniforms. The
Committee shall consist of two (2) members of Management appointed by the Superintendent
or his/her designee and two (2) members appointed by Local 708. This Committee shall meet as
needed and shall report its recommendations no later than ninety (90) days prior to the
expiration of this agreement.



ARTICLE XV
HOLIDAYS

Section 1. Each full time employee shall be granted leave with pay on the days designated by
law for observance of the following holidays:

New Year's Day
Martin Luther King Day
President's Day
Patriot's Day
Memorial Day

Labor Day
Columbus Day
Veteran's Day
Thanksgiving Day
Christmas Day

Labor Day is a Holiday only if school commences prior to.

Religious Holidays on the school calendar that occur during a week when school is in session
(other than statutory holidays) shall be considered as Holiday Days for that year.

Section 2. Employees shall receive a day's straight time pay for each of the above holidays
whether or not they are scheduled to work on such days. A day's pay for a holiday shall be
the same as the employee's regularly scheduled work day.
Section 3. Time off shall be granted for paid holidays falling on Saturday or Sunday. When
practical, time off for Saturday or Sunday holidays shall be on the Friday or Monday preceding
or following the Saturday or Sunday holiday as determined by the Employer. Time off owed
under this section must be utilized within thirty (30) days from the date of the Holiday. The
employer, at its discretion, may pay employees if it is determined to be inconvenient to grant
time off under this section.

Section 4. Effective July 1, 1993, in order to be eligible for a paid holiday under this Article, an
employee must:

(a) be employed at least ninety (90) days;

(b) be "timely employed" (i.e., not absent on a non-pay status due to a protracted
illness or injury, medical, maternity, or any other type of leave of absence or on lay-off status)

Section 5. Employees who give ten (10) days notice of an intended absence from work to
observe a religious holiday or Sabbath will not be required to work that day, unless the
Superintendent can demonstrate that granting the holiday will cause the Employer undue
hardship. The Employer will not compensate the employee for time lost due to religious
holidays. Employees may use personal days or take unpaid leave in order to observe religious
holidays.



ARTICLE XVI

VACATIONS

Section 1. Vacation leave for eligible employees is advanced at the beginning of the fiscal year
based on monthly accrual. (i.e. first year would be½ day per each month worked.)

Employees hired on or after September1,1994:

Length of Service Vacation

New employees hired before January 31 One (1) week

One (1) year to five (5) years
as of anniversary date of hire

Five (5) years or more
as of anniversary date of hire

Employees hired prior to September1,1994:

Two (2) weeks

All scheduled days off on the school calendar
except paid holidays as except paid holidays as
defined in Article XVI of this agreement.

Full-time employees shall receive all scheduled days off on the school calendar except
paid holidays as defined in Article XVI of this agreement.

Vacation leave for eligible employees will accrue monthly.

Section 2. Full time employees, with previous full time service, shall have the prior period(s) of
service included in "length of service" after their current period of service amounts to twice
the period of their absence(s).

Section 3. Hours not actually worked when in a non-pay status, including workers'
compensation shall not count toward the minimum hours necessary to qualify for vacation
with pay.

Section 4. The vacation schedule shall conform to the requirements of the Employer.

Section 5. Subject to the needs, requirements and proper functioning of the Employer, the
Department Head will be guided by the following policies:

(a) Vacations will be scheduled during school vacation periods.

Section 6. Employees terminated without having been granted the vacation to which they
are entitled under this Article shall be paid an amount in lieu of such vacation in accordance
with the provisions of Section 111E of Chapter 41 of the General Laws.



ARTICLE XVII

BEREAVEMENT LEAVE

Section 1. Employees shall be granted leave of absence with pay at the discretion of the
Superintendent in the event of death in the immediate family. Such leave shall extend from the time
the employee receives notification of the death to the first workday following the day of the funeral,
or memorial service, not exceeding a period of five (5) days. "Immediate family" shall consist of
father, mother, brother, sister, spouse, child, grandchild or grandparents.

Section 2. In the event the funeral, or memorial service, of an employee's in-laws or the
grandparents of his or her spouse, the employee shall be granted a one (1) day leave with pay to
attend such service. An additional two (2) days may be allowed but these two (2) days will be
deducted from annual sick leave. Employee shall be granted a one (1) day leave with pay to attend a
funeral or memorial service for Aunt, Uncle, Niece or Nephew.

Section 3. These provisions shall be administered in light of their purpose, which is to provide
opportunity when needed, to enable an employee to attend the funeral or attend to family or
personal matters arising as a result of the death. Such absence in Section 1 will not be deducted
from the annual and/or cumulative sick or vacation leave.

Section 4. Employees may request extended bereavement leave benefits at the discretion of the
Superintendent or his/her designee, to be deducted from the employee's sick leave allowance. Such
sick time usage shall not be used for purposes of monitoring sick leave.



ARTICLE XVIII
SICK LEAVE

Section1. Employees who have completed at least ninety (90) days of continuous service for the
Employer shall be granted fifteen (15) days of sick leave annually without loss of pay for absences
caused by legitimate personal illness or injury.

Section 2. Eligible employees will be granted fifteen (15) days of sick leave at the beginning of the
school year (prorated for those who commence employment after the first day of the school year).
Employees hired after the fifteenth of any month shall not be granted credit for that month. Sick
leave, for eligible employees, will accrue at the rate of one and one quarter (1 1/4) days for each
month of full-time service commencing upon the completion of ninety (90) days of continuous
full-time service.

Full-time employees hired prior to September 11994 will be granted twenty (20) sick days at the
beginning of the school year. Sick leave for eligible employees will accrue at the rate of one and two-
thirds (1 2/3) days for each month offull-time service.

Section 3. Employees shall not be entitled to sick leave without loss of pay as provided in Section 1

of this Article unless they have notified their immediate supervisor of the absence and the cause
thereof not less than one (1) hour before the start of the shift.

Section 4. Sick leave pay is only for absence due to non-work incurred illness or injury of an
employee or member of the employee's immediate family (parent, spouse, son or daughter) or of a
member of the employee's immediate household (documentation may be required for verification)
and is not to be used as holiday or vacation time. Sick leave benefits may not be paid for the day
before or the day after a scheduled day off, holiday or vacation unless the employee is able to
satisfactorily verify such illness and inability to work with a physician's verification. The employee
may be required to produce such verification within seven (7) workdays, failing which the employee
will lose pay for that day. If already paid, the Employer shall deduct such day from the next
subsequent payroll check.

Section 5. Employees absent for six (6) consecutive work days or more may be required by the
Employer to submit satisfactory proof of illness prior to receiving sick leave pay. Where employees
have been warned that their sick leave record has established a pattern of abuse and/or has been
excessive, subsequent absences shall be a basis for disciplinary action. The Employer may require a
written certificate from a physician establishing incapacity, illness, or injury as a condition of
payment in the event of suspected sick leave abuse.

Section 6. If an employee uses sick leave for purposes other than legitimate illness or non-work
incurred injury, the employee may, at the Employer's discretion, be subject to disciplinary action.



Section 7. The Employer may require employees who seek to return to work after a leave of absence
for sickness to provide a physician's verification of the employee's fitness to work. Employees will not
lose sick leave if they notify the Employer that they are ready and able to return to work and due to
the unavailability of a physician, is unable to obtain a physician's certificate. This Section shall not be
applicable to employees on Workers' Compensation.

Section 8. If the Employer requires a medical certificate, the Employer will pay the cost, if any, of the
physician's services in examining the employee and providing the medical certificate. In such cases
where the Employer requires a physician's certificate and pays for the medical examination, the
Employer shall designate the physician to give the examination.

Section 9. Upon death or retirement, employees shall be entitled to receive payment for unused sick
leave in accordance with the following provisions:

(A) Retirement: Payment shall be at the rate of $35.00 per day for up to one hundred thirty
five (135) days of their unused accumulated sick leave.

Effective July 1, 2012 payment shall be $45 per day based on 7 hours and prorated based on
average of the regularly scheduled hours of the last 3 years of employment for employees who work
less than 7 hours per day. For employees hired prior to July 1, 2012, the minimum payment will be
$35/day. Payment will be for up to one hundred and thirty-five (135) days of unused accumulated
sick leave.

(B) Death: Payment at the rate specified in item (a) above, shall be made to the designated
beneficiary.

Section 10. Employees who have an accumulated sick leave balance of at least 30 days shall be
entitled to buy back up to five (5) days of sick leave at the end of the school year at the rate of
$45.00 per day according to the following chart:

Days No. of Days
Absent Eligible to Buy Back Amount

0 5 $225.00
1 4 $180.00
2 3 $135.00
3 2 $ 90.00
4 1 $45.00
5 0 NONE

Section 11. Sick Bank - A committee will be established to look at developing a Sick Leave Bank and
report returned to the Bargaining Teams.



Section 12-FMLA LEAVE - In order to comply with the requirements of the Family and Medical Leave
Act of 1993 (FMLA), the parties agree to the following:

A. Every regular part-time and full-time employee who has worked for the Chelsea School Department
for at least one year and at least 1,250 hours in the previous 12 months may apply for FMLA leave.
Family and Medical Leave is granted for the following reasons and any leave granted for these reasons
shall be designated as FMLA Leave where allowable by law:

1. To care for the employee's child after birth, or placement of child with the employee for
adoption or foster care.

2. To care for the employee's spouse, child, parent, or other member of the employee's immediate
household with a serious health condition; or

3. For a serious health condition that makes the employee unable to perform the employee's job.

FMLA Leave may be taken as:

12 consecutive workweeks

Intermittent leave, such that the accumulated time on leave does not exceed 12 workweeks

A regular reduced hour's workweek such that the accumulated time on leave does not exceed 12
workweeks.

An employee may take up to 12 weeks of FMLA Leave during any 12-month period. For the purpose of
determining the amount of leave to which an employee is entitled when he or she requests leave, the
12-month period means the 12-month period immediately preceding the date for which the employee
requests leave.

An employee planning to take FMLA Leave must notify his/her immediate supervisor at least two (2)

weeks before the expected departure date or as soon as is practicable.

B. The Chelsea School Department will continue to provide the same portion of the costs of benefits for
employees on FMLA leave as it does for employees on the active payroll, and employees on FMLA Leave
must continue to pay the same share for their coverage.

If an employee has accrued sick leave, personal leave, compensatory time, or vacation leave credits at
the commencement or his/her FMLA Leave, that employee may use such leave credits for which he/she
may be eligible under the sick leave, personal leave, compensatory time, or vacation leave provisions of
this Agreement. Otherwise, the FMLA Leave shall be unpaid.

Notwithstanding any other provision of this Agreement to the contrary, the FMLA Leave granted under
this Article shall not effect the employee's right to receive to receive any contractual benefits for which
he/she was eligible at the time of his/her leave. The period of any unpaid FMLA Leave shall not be
included in any computation of such benefits, rights, or advantages.



The employee shall be entitled to return to the same or equivalent job position on the same shift and at
the same or geographically proximate worksite without loss of employment benefits, which had accrued
on the date the leave, began if:

1. The FMLA Leave is terminated within or at the end of the above-stated 12 week period
2. Such a position still exists

If during the period of the FMLA Leave, employees in the same or similar position in the department
have been laid off through no fault of their own, the employee will be extended the same rights or
benefits, if any, extended to employees of equal length of service in the same or similar position in the
department.

ARTICLE XIX

PERSONAL LEAVE

Section 1. Employees who have completed ninety (90) days of employment shall, subject to this
Article, be allowed to use two (2) days of the annual sick leave allowance for personal emergency but
not for personal convenience.

Section 2. Emergency may be interpreted to include such cases as home emergencies, quarantine by
order of the health department, serious illness of a member of the employee's immediate family or
permanent household requiring the personal care of the member by the employee, or for court
cases due to no negligence on the employee's part.

Section 3. A statement of circumstances to substantiate the absence under personal emergency
must be submitted to the office of the Director of food service on the day following the emergency
on the approved form "Request for Temporary Leave incorporated as Appendix C".

Section 4. Each member of the bargaining unit shall be entitled to one (1) day of personal leave
annually. Employees who begin employment prior to January 1 of the fiscal year will be entitled to
one (1) day annually. Employees requesting personal leave under this section are required to request
said leave from their immediate supervisor no less than twenty-four (24) hours in advance. Approval
for personal leave shall not be unreasonably withheld. Use of personal days will not be allowed
immediately preceding or immediately following a scheduled vacation or holiday period except in
cases deemed to be an emergency by the Superintendent. Disapproval of personal leave shall not be
subject to arbitration.



ARTICLE XX

MATERNITY LEAVE

Section 1. Statutory Leave: Unpaid Massachusetts Maternity Leave (MGL Chapter 149, Section 105D)

or unpaid leave under the Family Medical Leave Act. An employee who is pregnant or giving birth
may substitute her accrued vacation, sick, personal, or compensatory paid time to cover days when
she is medically incapacitated from working. An employee who gives birth is presumed to be
medically incapacitated from work for eight weeks immediately following the birth. An employee will
be required to submit adequate evidence of medical incapacity for any other period of disability
relating to pregnancy/childbirth. The duration of Statutory Leave shall not exceed eight (8) weeks (or
in the case of FMLA leave, twelve (12) weeks) from the date of the leave's commencement.
Section 2. Unless additional leave is approved beyond the 12 week FMLA leave, an employee who
fails to return at the expiration of the FMLA leave will be deemed to have resigned her employment.

Section 3. An employee may apply for a leave without pay for the purpose of care of a well child.

Note: This and unpaid leave of up to twelve (12) weeks for the birth of a son or daughter and for the
care of a newborn child is available to any employee who satisfies the eligibility criteria of the Family
and Medical Leave Act of 1993.

ARTICLE XXI

JURY LEAVE

Employees required to serve on a jury shall promptly notify their immediate supervisor. The
difference between fees received (excluding reimbursement for meals or travel) and regular
compensation will be paid by the Employer. Employee must submit court provided documentation of
attendance to their immediate supervisor within fourteen (14) days (or the next work day following
receipt if later than the fourteenth day) of return to work.



ARTICLE XXII

WORKERS' COMPENSATION

Section 1. Employees receiving workers' compensation benefits shall, during such period, continue
to accrue seniority and shall receive any longevity payments (longevity eligibility applies only to the
first year an employee is on workers' compensation} to which they are entitled. No other benefits
shall accrue during the period of absence.

Section 2. Employees receiving workers' compensation benefits shall be permitted to receive
vacation, sick or personal leave accrued at the time of their injury to supplement their workers'
compensation benefits up to the amount to base wages the employee received each week before
the injury.

Section3. Employees receiving workers' compensation benefits shall receive a pro-rated portion of
their clothing and shoe allowance due to them in the fiscal year preceding their return to work.

ARTICLE XXIII

HEALTH INSURANCE

Section 1. Health care benefits are subject to the provisions and procedures of M.G.L. Section 19
and are governed by agreements reached between the City of Chelsea and the Chelsea Public
Employee Group. For the agreement between the City and the PEC effective July 1, 2016 through
June 30, 2019 contributions for all active employees shall be: Harvard Pilgrim PPP - 30%; Harvard
Pilgrim HMO - 20%.
The agreement also provides a Health Reimbursement Arrangement Fund (HRAF} with yearly caps
for reimbursing subscribers for any Inpatient Hospitalization copayments incurred throughout the
duration of the agreement. Reimbursement requests must be submitted to the City Human
Resources office within 90 days of a hospital admission. Payments are made at the end of quarters.

Section 2. Employer agrees to deduct health insurance premiums on a weekly basis (42 weeks}.

Section 3 Opt -Out Program -. Employees are eligible for the (Opt-Out Program) Health Insurance
Benefit Option Program a policy offered through the City of Chelsea. As of May 2009, employees
who participate in the City's Health Insurance plan for five uninterrupted years are eligible for an
incentive payment for opting out of the City's plan (the policy is subject to change by the City of
Chelsea at any time) Information can be obtained from the School Personnel Office or the City
Human Resources Department.



ARTICLE XXIV
HEALTH AND SAFETY

Section 1. The Employer shall make reasonable and proper provisions for maintenance of high
standards of health and safety at all bargaining unit work sites. The Employer shall comply with all
applicable federal and state health and safety regulations.

Section 2. All work shall be performed in conformity with safety standards. Employees are
encouraged to immediately report any unsafe working conditions to their supervisor. Employees
shall not be disciplined for reporting unsafe working conditions nor be required to operate
equipment they have reasonable grounds to believe would result in danger to life or safety.

Section 3. A safety committee composed of two (2) representatives of the union and two (2)

representatives of management shall be appointed. Said committee shall appoint its own chairman
and meet regularly to review safety practices. It may draw up a safety code, which both parties to
this agreement agree to enforce subject to approval by the Employer and the Union.

ARTICLE XXV
ACCESS TO PERSONNEL FILES

Section 1. In accordance with the provisions of MGL Chapter 149, Section 52C, employees have the
right to review their personnel files. A personnel record is any information, which has or could be
used relative to an employee's qualification for employment, promotion, transfer, additional
compensation or disciplinary action, as well as information kept separately from the central files,
such as memos and notes maintained by supervisors. A personnel record does not include personal
information about someone other than the employee, if disclosure of such information would
constitute a clearly unwarranted invasion of privacy. Medical and/or psychological information about
employees is maintained separately from the personnel record.

Section 2. Employees must make a written request to review and/or receive a copy of their
personnel file. If there is disagreement with any information in the personnel record, the Employer
and the employee may mutually agree to remove or correct it. If agreement is not reached, the
employee may submit a written statement explaining the disagreement. The statement will be
retained in the personnel record. If the statement upon which there was original disagreement is

transmitted to a third person, the employee's written response will also be transmitted.



ARTICLE XXVI

MISCELLANEOUS ITEMS

Section 1. Both parties recognize that the success of food service is dependent upon mutual
cooperation. This requires that management employees and the Union frequently share ideas to
enhance the quality of services and work-life. The Employer and the Union agree to schedule bi-
monthly meetings during the term of this Agreement to discuss these issues. The Employer will be
represented by three management employees designated by the School Committee and the Union
will be represented by employee representatives from cafeteria services. The committee's
discussions shall include, but not be limited to, assignments to the permanent status; staffing of
cafeterias; menu planning; and temporary assignments. Monthly Kitchen Manager meetings shall be
held to discuss policies, procedures and changes in duties/responsibilities.

Section 2.- Bulletin Board - Announcements shall be posted in conspicuous places where employees
enter or leave the premises. The location shall be approved by the Principal having jurisdiction of the
proposed area. Parties to this Agreement, both of whom may use the bulletin board for notices of a
routine nature, agree not to post denunciatory or inflammatory written material on such bulletin
boards.

Section 3. Access to Premises - The Employer agrees to permit representatives of the American
Federation of State, County and Municipal Employees, AFL-CIO and/or Council 93, and/or Local 708,
to enter the premises at any time upon approval of the Superintendent or Principal for individual
discussion of working conditions with employees, provided care is exercised by such representatives
that they do not interfere with the performance of duties assigned to the Employees.

Section 4. The Employer shall send to each cafeteria worker, in writing, all rules, regulations, daily
work schedules, duties and orders issued by the Employer pertaining to the cafeteria employees.

Section 5. All food services Managers and Senior Cooks will be required to participate in a minimum
of a one-hour PLC (Professional Learning Community Meeting) and not to exceed 2.5 hours once per
during the work year. The meeting will be scheduled at the conclusion of the regular work day and
will be compensated for 2.5 hours at the rate of time and one-half. PLC meetings will be scheduled
every month.

Section 6: A committee of 2 Union member and 2 Management staff will be established to develop
professional development for the 2015-16 school year. A plan will be finalized prior to the beginning
of the school year.



ARTICLE XXVII

WAGES

Section 1. The Wage Schedule for bargaining unit employees is attached hereto and incorporated
herein as Appendix B.

July 1, 2018

1. Assistant Cook/Baker Senior Cook/Baker Food Service Manager

Step 1 $1.00/hr. $1.00/hr. $1.00/hr.
Step 2 $1.10/hr. $1.10/hr. $1.10/hr.
Step 3 $1.20/hr. $1.20/hr. $1.20/hr.
Step 4 $1.30/hr. $1.30/hr. $1.30/hr.
Step 5 $1.40/hr. $1.40/hr. $1.40/hr.
Step 6 $1.50/hr. $1.50/hr. $1.40/hr

2. Senior Cook/Baker rates increase $2.00 per hour
Manager rates increase $2.00 per hour

Assistant to Cook/ Baker

Senior Cook/Baker

Food Service Manger

July 1,2019

2%

2%

2%

Julyl, 2020

2%

2%

2%

Section 2. Employees temporarily designated by a supervisor to work in a higher paying job to fill in

for an absent employee or for other reasons will receive the rate of the higher paying job starting
with the 1° working day in which they occupy the higher paying job.

Section 3. A night shift differential of an additional 10% of the regular rate of pay shall be paid to
employees whose work shift is regularly scheduled to commence on or after 2:00 PM.

Section 4. Lead Cafeteria person (at the Early Learning Center) shall receive a stipend at the rate of
$1600.00 annually. An employee who fills in when the Lead person is absent shall receive an
additional $1.00 per hour.

Section 5. Serv Safe Certification - Each employee in this unit who obtains or possesses a food



safety certification (Serv Safe) will receive an annual stipend of $450.00 to be paid on the last pay
period of the school year.

This stipend shall remain in effect so log as the Serv Safe certification remains in effect. Employees
must maintain Serv Safe Certification for the entire school year to be eligible for the stipend.
In accordance with Massachusetts law, all Managers must have the Serv Safe Certification within 30
days of hire (this applies to new Managers after 12/31/2017) Trainings will be provided at no cost to
employees.

Section 6. CPR/First aid certification - Each employee in this unit who obtains or possess' a CPR

certification for the school year will receive an annual stipend of $350.00 to be paid on the second
pay period in June. CPR Training will be provided by employer at no charge for interested employee
to obtain the certification.

Section 7. Professional Development - Attendance at trainings on district scheduled Professional
Development Day is mandatory. Employees who are absent from work on that day, must attend a
make-up session. Failure to make up the training within one month or at the earliest available date
for both parties will result in loss of pay for the originally scheduled training day. Sick leave will be
credited back to employees who either make up the training or receive loss of pay for that day.
(Establish a committee to review further.)



ARTICLE XXVIII

STEP ADVANCEMENT

The parties to this agreement mutually agree to establish a committee to revise the evaluation form.

An employee who has received the required evaluation shall advance to next higher step upon the
annual anniversary date of hire.

Advancement to Step is based on evaluation rating of Satisfactory:
Qualifies for Step 2-5 Advancement
Qualifies for Step 6 Advancement

An employee who has not performed at an evaluation rating meets standards or exceeds standards
shall not advance to the next higher step until the employee has attained a rating of at least meets
standards following the anniversary date of hire.

Illustration: An employee hired in September is evaluated at meets
standards or exceeds standards at the end of the school year. The
employee advances to the next step as of the September anniversary
date.

Illustration: An employee hired in September is evaluated as below
standards at the end of the school year. The employee requests
reevaluation and in October is reevaluated as meets standards. The
employee advances to the next step as of the date of the October
reevaluation.

When an employee receives a promotion to a higher job classification, the date of the promotion
becomes the new anniversary date for eligibility for step advancement. Placement in the new
classification shall be in the step that provides a minimum of a 7.5% increase.



ARTICLE XXIX

EVALUATION OF EMPLOYEES

The parties to this agreement mutually agree to establish a committee to revise the evaluation form.
The current evaluation form to be revised for the 2019-2020 school year. The initial meeting will be
held prior to June 30, 2018. Representatives of management appointed by the Superintendent of
Schools and employee representatives appointed by AFSCME/Food Service Workers shall meet and
come to mutual agreement on a modified and updated evaluation tool.

Section 1: Performance evaluations shall be done annually and are to be completed by May 15"
except for those employees who are evaluated on the anniversary date due to step advancement.
Evaluations will be done by the Director of Food Service in consultation with the Food Services
Manager for employees graded as Senior/Cook Baker and Assistant to Cook/Baker. Food Services
Managers will be evaluated by the Director of Food Service.

Rating:
18 or greater will equal Satisfactory
14-17.5 will equal Needs Improvement
13.Sor less will equal Unacceptable.

An Evaluation Review Board shall be formed to ensure fairness and equity in the cafeteria employee
evaluations. The board shall be staffed by two cafeteria employees appointed by the President of the
Cafeteria Workers Unit and two appointed by the Superintendent.

The parties to this agreement mutually agree to establish a procedure for the Evaluation Review
Board. (APPENDIX C).

ARTICLE XXX

SNOW DAYS

Effective July 1, 2011, an allowance of up to two (2) paid snow days (regular school days that have
been cancelled as result of snow emergency) per year. Snow days refers to days that schools are
closed for any weather related or other unforeseen school closures. In the event that no snow days
are used during a school year, one (1) day may be carried over to the next school year.



ARTICLE XXXI

DRUG AND ALCOHOL POLICY

Section 1. As a condition of employment with the Chelsea Public Schools, all employees are required
to agree to the Employees Substance Abuse Policy. The Safe and Drug Free Schools and
Communities Act requires this policy, which mandates that the Chelsea Public Schools inform all
employees that the use of drugs and/or alcohol in connection with activities on the premises of the
Chelsea Public Schools is prohibited.

Section 2. All employees covered by this collective bargaining agreement are required to undergo a
drug and alcohol test as part of the condition of their employment.

Section 3. Once employed by the Chelsea Public Schools, an employee who violates the Substance
Abuse Policy is subject to corrective action up to, and including termination of employment.

Section 4. An employee who refuses to take the test will automatically be sent home and will be
subject to an immediate suspension of one (1) day (unpaid).

Section 5. To enable the Chelsea Public Schools to be in compliance with the Safe and Drug Free
Schools and Communities Act, the following actions will be taken by the Chelsea School Department.

If an employee covered by this agreement is involved in a work related accident causing damage to
property or requiring medical attention away from the premises, they may be screened to determine
whether they test positive for drugs and/or alcohol.

If the Director or Assistant Directors of Food Service have reasonable suspicion that an employee is

at work and under the influence of drugs and/or alcohol, the Director or Assistant Directors of Food
Service will notify the Director of Personnel immediately for authorization to have the employee
tested. The Director or Assistant Directors of Food Service will be granted permission to have the
employee tested if sufficient objective symptoms exist to indicate the employee may be under the
influence of drugs and/or alcohol.

While the Chelsea Public Schools does not condone the abuse of drugs and/or alcohol, it is
recognized that said abuse could be treated. Any employee that recognizes a personal addiction
abuse problem and seeks assistance from management in advance of detection, the Chelsea School
Department will assist the employee in seeking treatment. The confidential nature of the
employee's counseling and rehabilitation for drug and/or alcohol abuse will be preserved.



ARTICLE XXXII

UNION LEAVE

Section 1. Release time without loss of pay shall only be permitted for the following reasons
for local union representatives, and shall be subject to the operating needs of each department as
determined by the Employer. Such determination shall not be arbitrary or capricious.

Section 2. Reasonable time for one officer or steward for the investigation of grievances or
representation of employees at disciplinary hearings or investigative interviews (i.e. "Weingarten"
type situation)

Section 3. Grievant(s), the Local President or his/her designee, and witnesses who are called
to testify at a grievance, arbitration, or a Labor Relations Commission hearing, all of whom are
scheduled to work at the time of the hearing.

Section 4. Attendance by employees who are delegates or alternates at the annual
conventions of the Massachusetts State Labor Council, and the American Federation of State, County
and Municipal Employees, AFL-CIO, or Council 93. Requests for such leave must be made writing to
the Superintendent of Schools at least two (2) weeks in advance of the convention. This leave is

limited to a maximum of three (3) employees in total from the 3 units of the Local, for 2 days
annually and for six (6) days every other year. In deciding to approve this leave, the Superintendent
of Schools shall consider the impact said leave will have on coverage of each area.

Section 5. Actual meeting time of labor/management committees specifically referenced in

this agreement.

Section 6. Successor bargaining agreement meetings or negotiations

Section 7. The Superintendent may grant additional paid and/or unpaid leave time for
circumstances not enumerated above.



ARTICLE XXXIV
STABILITY OF AGREEMENT - EFFECT OF AGREEMENT

Section 1. No employee or group of employees within the bargaining unit may modify or waive any
provision of this Agreement.

Section 2. No agreement, understanding, alteration or variation of the agreement, terms or
provisions herein contained shall bind the parties hereto unless made and executed in writing by the
parties hereto.

Section 3. The failure of the Employer or the Union to insist, in any one or more incidents, upon
performance of any of the terms or conditions of this Agreement shall not be considered as a waiver
or relinquishment of the rights of the Employer or of the Union to future performance of any such
term or condition, and the obligations of the Union or of the Employer to such future performance
shall continue in full force and effect.

Section 4. The provisions of this Agreement supersede any conflicting or inconsistent rule,
regulation, ordinance or order promulgated by the Employer.

Section 5. Should any part hereof or any provision herein contained be rendered or declared invalid
by reason of any existing or subsequently enacted legislation or by any decree of a court of
competent jurisdiction, such invalidation of such part or portion of this Agreement shall not
invalidate the remaining portions hereof; provided, however, upon such invalidation, the parties
agree immediately to meet and negotiate such parts or provisions affected. The remaining parts or
provisions shall remain in full force and effect.

Section 6. No amendment to this Agreement shall bind the parties hereto unless in writing signed by
the parties hereto.



ARTICLE XXXV

DURATION

Section 1. This Agreement shall remain in full force and effect from July 1, 2018 until midnight, June
30, 2021 and shall then terminate unless extended by mutual consent of the parties.

Section 2. Should either party desire to negotiate a new collective bargaining agreement to succeed
this Agreement upon its expiration, written notice shall be sent to the other party at any time on or
after February 1, 2021. Upon receipt of such notice the parties shall make arrangements to begin
negotiations within a reasonable time.

WITNESS WHEREOF, the parties have executed this Agreement:

For AFSCME Local 708 For Chelsea School Committee

Tina Sullivan, Director of HR
Amanda Munoz, Food Service DirectorBarbara Melesciuc Treasurer

Susan Kelley,

Douglas Pena, Vice Pres

e Follis, Food Service Manager

i..ill.is



APPENDIX A

CLASSIFICATIONS

COOK/BAKER, ASSISTANT TO

SENIOR COOK/BAKER

FOOD SERVICES MANAGER



APPENDIX B
WAGE SCHEDULE

July 1, 2017-June 30, 2018
Title

Cook/Baker, Asst.to

Senior Cook/Baker

Food Services
Manager

12.97

14.50

15.45

Step 2

13.21

15.02

16.07

13.95

15.48

16.81

'Step 4

14.21

15.87

17.12

14.46

16.17

17.43

14.74

16.47

17.76

'Step 4 Employees who have completed five (5) years of service
**Step 5 Employees who have completed ten (10) years of service
***Step 6 Employees who have completed fifteen (15) years of service
Employees will advance to Step 6 based on the negotiated tool and performance advancement marker



APPENDIX B

WAGE SCHEDULE

July 1,_2018-June 30, 2019

Title

Cook/Baker, Asst. to

Senior Cook/Baker

Food Services Manager

Step 1

13.97

17.50

18.45

14.31

18.12

19.17

Step 3

15.15

18.68

20.01

'Step 4

15.51

19.17

20.42

·Step 5

15.86

19.57

20.83

+· Step 6

16.24

19.97

21.26

*Step 4 Employees who have completed five (5) years of service
**Step 5 Employees who have completed ten (10) years of service
***Step 6 Employees who have completed fifteen (15) years of service
Employees will advance to Step 6 based on the negotiated tool and performance advancement marker



APPENDIX B
WAGE SCHEDULE

July 1, 2019- June 30, 2020

2%

Title

Cook/Baker, Asst. to

Senior Cook/Baker

Food Services Manager

Step1

14.25

17.85

18.82

14.60

18.48

19.55

15.45

19.05

20.41

*Step 4

15.82

19.55

20.83

**Step 5

16.18

19.96

21.25

··Step 6

16.56

20.37

21.69

*Step 4 Employees who have completed five (5) years of service
**Step 5 Employees who have completed ten (10) years of service
***Step 6 Employees who have completed fifteen (15) years of service
Employees will advance to Step 6 based on the negotiated tool and performance advancement marker



APPENDIX B
WAGE SCHEDULE

July 1, 2020- June 30, 2021

Title

Cook/Baker, Asst. to

Senior Cook/Baker

Food Services Manager

Step 1

14.54

18.21

19.20

Step 2

14.89

18.85

19.94

Step 3

15.76

19.43

20.82

Step 4

16.14

19.94

21.25

Step 5

16.50

20.36

21.68

Step 6

16.89

20.78

22.12

'Step 4 Employees who have completed five (5) years of service
·Step 5 Employees who have completed ten (10) years of service
***Step 6 Employees who have completed fifteen (15) years of service
Employees will advance to Step 6 based on the negotiated tool and performance advancement marker



APPENDIX C

EVALUATION REVIEW BOARD

If an employee is dissatisfied with their annual evaluation, (s)he may petition for a review of the evaluation
before the Performance Review Board. The Board shall be staffed by two employees bargaining unit members
appointed by the President of the Union and two managerial representatives appointed by the
Superintendent.

Evaluation appeals may be made based on equity and fairness, not assessment by the evaluator.

Within ten (10) days of receiving a final evaluation, the employee will file, in writing, a petition to the Union
President and the Superintendent of Schools.

Upon receipt of a petition, a Performance Review Board, staffed by two employees bargaining unit members
appointed by the President of the Union and two managerial representatives appointed by the
Superintendent, will be established.

The Board will meet to review the evaluation and the petition and will submit a recommendation to the
Superintendent for final action on its recommendation.

The Superintendent shall issue a final decision within ten (10) working days after receipt of the Board's
recommendation.

Adopted 12/10/08 (roundtable)



r

AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES

AFL-CIO, STATE COUNCIL 93, LOCAL 708

SECURITY MONITORS

WAGES July 2017

AND

July 1, 2018 to June 30, 2021



TABLE OF CONTENTS

CHELSEA SCHOOL COMMITTEE AND LOCAL 708

SECURITY MONITORS ADDENDUM

ARTICLE I

ARTICLE X
ARTICLE XI
ARTICLE XIV
ARTICLE XV
ARTICLE XVI
ARTICLE XVII
ARTICLE XIX
ARTICLE XXVI
ARTICLE XXVII

r ARTICLE XXIX
ARTICLE XXX
ARTICLE XXXI
ARTICLE XXXIV
ARTICLE XXXV
APPENDIX B
APPENDIX B
APPENDIX D

RECOGNITION . .. . . . ... .. . . .. .. . . .. . .. .. . .. .. .. .. .. .. .. . .. . .. . .. . .. . .. .
1

GRIEVANCE AND ARBITRATION 2
HOURS OF WORK AND OVERTIME .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 3
CLOTHING ALLOWANCE . .. . . . .. .. .. . .. . .. .. .. .. . . .. .. .. .. .. .. . .. . .. . .. . 5
HOLIDAYS 5
VACATIONS . . . .. . .. . . .. . .. 6
SICK LEAVE 8
PERSONAL LEAVE 8
MISCELLANEOUS ITEMS .. .. . .. .. .. .. .. .. .. .. .. .. .. .. . .. .. .. . .. .. . .. . 8
WAGES 9
EVALUATION OF EMPLOYEES 10
SNOW DAYS 10
DRUG AND ALCOHOL POLICY 11
TUITION REIMBURSEMENT 12
DURATION 13
WAGE SCHEDULE - SECURITY MONITORS 14
WAGE SCHEDULE - SENIOR SECURITY MONITOR 15
SHIFT LEAD . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 16



AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES

AFL-CIO, STATE COUNCIL 93, LOCAL 708

SECURITY MONITORS

Wages July 2017

And

July 1, 2018 to June 30, 2021

All Articles and Sections of the Agreement covering the Cafeteria
Workers shall be in effect except for the amendment to specific
articles contained herein.

ARTICLE I
RECOGNITION

Section 1. Subject to any applicable provisions of State or Federal law or
regulation now in effect or which becomes effective during the term of this
Agreement, the Chelsea School Committee recognizes LOCAL 708, A CHAPTER OF
STATE COUNCIL 93, AMERICAN FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES, AFL-CIO, as the sole and exclusive bargaining agent for
matters covered by Chapter 150E of the General Laws for all full-time and regular
part time (regularly scheduled to work twenty (20) or more hours per week)
Security Monitors employed by the Chelsea School Committee, excluding all
managerial, confidential, casual and all other employees. This agreement is
applicable to all employees holding positions listed in Appendix A.



ARTICLEX
GRIEVANCE AND ARBITRATION PROCEDURE

Step 1. Grievances shall be reduced to writing by the Union and presented to the
Principal or Supervisor within five (5) working days of the occurrence or failure of
occurrence giving rise to the grievance. A copy of any grievance shall be filed with the
Superintendent of Schools. The Principal or Supervisor (and building Principal, if
appropriate) shall meet with the Steward or Union Representative within five (5)
working days from the time the grievance is presented to him/her and s/he shall
answer the grievance in writing within ten (10) working days after the meeting.
Grievant(s) will sign the written grievance before it is presented to the Principal.

Step 2. If the grievance is not resolved at Step I or answered by the principal within
the time limits set forth above, the written grievance shall be submitted to the
Superintendent or his/her representative by the Steward or Union Representative
within ten ( 10) working days after the last aforementioned ten ( 10) day period,
exclusive of Saturdays, Sundays, or holidays. The Superintendent or representative
shall meet with the Steward or Union Representative within ten (10) working days or
as soon as practicable after receipt of the written grievance to discuss the grievance,
and will answer the grievance in writing within fifteen ( 15) working days after the
meeting.

2



ARTICLE XI
HOURS OF WORK AND OVERTIME

Section 1. School Year employees --The regular hours of work each day shall be
consecutive, except for lunch periods. The work week shall consist of five (5)
consecutive days, Monday through Friday. The normal workday shall consist of
seven and one-half (7 1 /2) consecutive hours with a thirty (30) minute unpaid
lunch within each twenty-four (24) hour period. Positions assigned to Chelsea
High School, the normal work day shall consist of eight (8) consecutive hours with
a thirty (30) minute unpaid lunch within each twenty-four (24) hour period. Each
employee shall be scheduled to work a shift with regular starting and quitting
times. Work schedules may be changed by the employer during the school year by
providing fourteen (14) workdays written notice to the employee and the union of
the change. Regular starting and quitting times may be adjusted at the
commencement of each school year due to changes in the official school calendar.
The work year for Security Monitors will begin up to six (6) days prior to the
scheduled first (1") day of the school year.
Senior Security Monitor - The normal work year is full year 52 weeks with
the normal workweek of forty (40) hours consisting of five (5) eight (8) hour days
with one-half (1 /2) hour unpaid lunch break.

Section 3. Overtime at the rate of one and one-half times the regular hourly rate
of pay is authorized for security employees assigned to Chelsea High School whose
assigned work week is forty (40) hours and work in excess of forty (40) hours in
one week. Overtime at the rate of one and one-half times the regular hourly rate of
pay is authorized for security employees whose assigned work week is thirty seven
and one-half hours (37 ½) or less and work in excess of thirty seven and one-half
hours (37 ½) in one week. Authorized hours of work is exclusive of paid leave and
inclusive of paid holidays. If compensatory time is granted, it must be agreed to by
the employee before work is performed and employees will be permitted to take
compensatory time off within a reasonable period after a request therefore,
provided that the use does not unduly disrupt operations.

The maximum accumulation of compensatory time attributable to work in excess of
forty (40) hours is two hundred ten (210) hours. Unused compensatory time in the
"forty hour plus" category will be paid for upon termination of service. The number of
hours for which employees are paid on a holiday shall be considered time worked for
overtime purposes. Overtime and compensatory time granted in lieu of overtime pay
shall be calculated at the rate of one and one-half times the employee's regular hourly
rate of pay.

All employees working functions outside of regularly scheduled work hours shall be
paid at the overtime rate of one and one-half times the regular hourly rate of pay.
An employee called into work on Sunday without receiving more than twenty-four (24

3



,------------------------------------------------ -

hours notice of the Sunday work assignment will receive overtime at the rate of double
time (2 times the regular hourly rate of pay) for hours worked on Sunday. All work
hours worked on Sunday will be at the rate of double time (2 times the regular hourly
rate of pay).

Employees who work on a legal holiday will receive double time.

Section 4. When overtime work is required, such overtime shall be offered first to
employees in that classification in that building/facility on a rotation basis beginning
with the most senior employee. The rotation would be ongoing once it commences.
Rotation lists will only be modified when a new or different employee commences work

in

the building/ facility. If an employee chooses not to work a turn in the rotation, then it
will be considered a turn worked. In the case of an emergency, the supervisor has the
authority to use the most readily available employee.
Employees required to return to work between the hours of 5:00 PM and 5:00 AM or
required to return to work on a regular day off, shall be paid at the rate of time and
one-half for all hours worked on such recall and shall be guaranteed three (3) hours
of work or pay at the overtime rate. Employee may be required to perform any
available work in their classification during said three (3) hour period. Any employee
required to work on a holiday shall receive in addition to the regular straight pay an
additional amount equal to time and one-half his regular rate of pay for all hours
worked. Employees who apply to work summer, regular evening or vacation
programs for positions covered under this agreement will receive their regular rate of
pay.
All employees working functions outside of regularly scheduled work hours shall be paid
at the rate of one and one-half times the regular hourly rate of pay. When security is
determined to be required at athletic events (exclusive of police details), employees in
this unit shall be hired for these assignments. Management shall determine the number
of security monitors hired for any given event.

Section 5. When school is closed due to snow, the Director of Facilities Management or
his designee may call in members of this unit to assist with snow removal if additional
assistance is required and all members of the Custodial and Maintenance Department
have been contacted first. Any employee called in to assist with snow removal shall be
paid at straight time unless overtime is required as defined in the first paragraph of.
Those employees who wish to be considered for call in must sign up with the Office of
Facilities Management no later than October 1s of each year.

Section 6. All employees work schedules shall provide for a fifteen (15) minute rest
period during each one-half shift. The rest period shall not be used at the beginning or
end of each workday nor, shall it be used as an extension of the meal period. One half
shift is defined as a minimum of 3.75 hours.

Section 8. Not Applicable.

4



ARTICLE XIV
CLOTHING ALLOWANCE

Section 1. Security Monitors will be provided with an annual clothing and shoe
allowance in the amount of eight hundred dollars ($800) payable with a separate
check on or about September 1 of each year for the purchase of footwear and other
required clothing. In addition the employer shall retain the amount of three hundred
($300) for the purchase of uniforms for each employee.

Section 2. The employer shall have the right to prescribe the clothing and shoes
worn by each employee on duty. The cost of the City's prescribed clothing shall not
exceed eleven hundred ($1100) dollars. The prescribed clothing is to be worn at all
regular assignments, overtime assignments and functions. Failure to wear prescribed
clothing may result in disciplinary action.

Section 3. Employees are required to wear the assigned uniform while on duty as
a Security Monitor. Failure to wear the uniform will result in the forfeiture of the
clothing allowance.

ARTICLE XV
HOLIDAYS

Section la. Full- Year -Senior Security Monitor shall be granted leave with
pay on the days designated by law for observance of the following holidays:

New Year's Day
Martin Luther King Day
President's Day
Patriot's Day
Memorial Day
Independence Day

5

Labor Day
Columbus Day
Veteran's Day
Thanksgiving Day
Christmas Day



ARTICLE XVI
VACATIONS FULL YEAR- SENIOR SECURITY MONITOR

Section 1. Vacation leave for eligible employees is advanced at the beginning of
the fiscal year based on monthly accrual. (Sample breakdown is included):

Length of Service

New employees hired before January 1

(i.e. Hired September 1s= 5 days)

One ( 1) year to five (5) years
as of anniversary date of hire

Five (5) years to ten (10) years
as of anniversary date of hire

Ten ( 10) years to fifteen ( 15) years
as of anniversary date of hire

Fifteen (15) years or more
as of anniversary date of hire

Vacation

One (1) week
to be taken by
June 30

Two (2) weeks
1.167 /mo.

Three (3) weeks
1.25/mo.

Four (4) weeks
1.66/mo.

Five (5) weeks
2.08/mo.

Section 4. The vacation schedule shall conform to the requirements of the
Employer and all vacations are subject to the approval of the Assistant Director of
Facilities/ Safety. The number of employees in each classification who may take
time off for vacation at any one time shall be subject to the needs of the Employer
as determined by the Assistant Director of Facilities/ Safety.

Vacation BlackoutWeeks- Maximum of six (6) weeks. Two weeks are declared as
vacation blackout weeks- the week prior to the start of the school year and the last
week of the school year. The Assistant Director of Facilities/Safety may designate
up to four additional weeks annually as vacation blackout weeks. The four
additional weeks shall be identified prior to three months of the anticipated time
and may be limited to certain buildings and/ or certain positions. During such
designated weeks, no vacation leave may be taken except at the discretion of the
Superintendent of Schools. If the Assistant Director of Facilities/ Safety
determines, upon inspection, that the blackout time may be lifted for any building
or position(s), notification will be made to the Superintendent of Schools.

6



Section 5. Subject to the needs, requirements and proper functioning of the
district and facilities the Assistant Director of Facilities/ Safety will be guided by
the following policies:

(a) Employees eligible for vacation may schedule vacation days during any
month of the year. Requests for vacations may be denied based on business
necessity and scheduling conflicts.

(b) Seniority shall determine priority in the selection and allocation of time
off for vacation.

(c) If employees, because of illness or accident, are unable to begin their
vacation when scheduled, they shall notify the Director of Facilities and
Construction Management in advance of the date when their vacation was to
begin, and if this is not possible, employees shall notify the Assistant Director of
Facilities/ Safety as soon thereafter as possible as to their inability to have started
their vacation as scheduled. Under these circumstances, with documentation
provided, employees will not be charged with vacation time.

(e) The Assistant Director of Facilities/Safety must receive vacation
requests at least three (3) working days prior to the date of requested time off.

(f) Employees may take up to two (2) weeks of vacation time as single days
provided that notice to do so is provided to the supervisor at least 24 hours in
advance.

Section 6. Vacation leave may not be carried from one year to another unless
approved in writing by the Assistant Director of Facilities/Safety for extenuating
circumstances and if said carryover is approved, it shall not exceed five (5) days of
vacation time, All vacation must be utilized within the fiscal year in which it
accrues.

The Superintendent of Schools must approve any requests for vacation carry over
beyond five (5) days.

7



ARTICLE XVIII
SICK LEAVE

Section 2. 2nd paragraph not applicable.

Section 9. Upon death or retirement, employees shall be entitled to receive payment
for unused sick leave in accordance with the following provisions:

(A) Retirement: Payment shall be at the rate of $45.00 per day for up to one
hundred thirty five ( 135) days of their unused accumulated sick leave.

ARTICLE XIX
PERSONAL LEAVE

Employees who have completed ninety (90) days of employment shall, subject to
this Article, be allowed to use one (1) day of the annual sick leave allowance and
one (1) additional day not charged to the annual sick leave allowance for personal
emergency but not for personal convenience. Use of personal days will not be
allowed immediately preceding or immediately following a scheduled vacation or
holiday period except in cases deemed to be an emergency by the Superintendent.

ARTICLE XXVI
MISCELLANEOUS ITEMS

Section 1. Both parties recognize that proper security within the Chelsea Public
Schools is dependent upon mutual cooperation. This requires that management,
employees and the Union frequently share ideas to enhance the quality of services
and work-life. The Employer and the Union agree to schedule bi-monthly meetings
during the terms of this Agreement to discuss these issues. The Employer will be
represented by three management employees designated by the School Committee,
and, the Union will be represented by employee representatives from the Security
Monitor's unit. The committee discussions shall include, but not be limited to,
assignments, staffing within buildings, security planning and other related security
1ssues.

Section 4. The Employer shall send to each security monitor, in writing, all rules,
regulations, daily work schedules, duties and orders issued by the Employer
pertaining to the Security Monitors.

Section 5. Employees shall be notified two weeks before school ends of summer
positions.

8



ARTICLE XXVIII
WAGES

Section 1. Appendix B attached.

July 1, 2018

Julyl,2019

January 31, 2021

2%

2%

$1.00 increase on all hourly rates

Section 2. Not Applicable

Section 3. A night shift differential of an additional 6% of the regular rate of pay
shall be paid to employees whose work shift is regularly scheduled to commence
on or after 2:00 P.M.

Section 4. Not applicable.

Section 5. Lead Security Monitors (Appendix E)

One ( 1) Lead Security Monitor@ Williams Middle Schools
annual stipend

$1,200.00

Stipends are to be paid in two (2) equal installments paid on or about
December 1and June ls each year.

Section 6. CPR/First aid certification - Each employee in this unit who obtains or
possess' a CPR certification for the school year will receive an annual stipend of
$450.00 to be paid on the second pay period in June. Security Monitors who are
CPI certified will receive an annual stipend of $450.00.

9



ARTICLE XXIX
EVALUATION OF EMPLOYEES

Performance evaluations shall be done annually and are to be completed by May
15th except for those employees who are evaluated on the anniversary date due to
step advancement. Evaluations will be done by the Principal or immediate
supervIsor.

An employee who has received the required evaluation rating shall advance to the
next higher step upon the annual anniversary date of hire. Advancement to Steps
is based on evaluation rating of Satisfactory:

Qualifies for Step 2-3 Advancement
Qualifies for Step 4 Advancement

Rating:
19 or greater will equal Satisfactory
15-18.5 will equal Needs Improvement
14.5 or less will equal Unacceptable

An Evaluation Review Board shall be formed to ensure fairness and equity in the
Security Monitor evaluations. The board shall be staffed by two security monitors
appointed by the President of the Union and two appointed by the Superintendent.

The parties mutually agree to establish a procedure for the Evaluation Review
Board. (Appendix C)

ARTICLEXXX
SNOW DAYS

Effective July 1,2011,an allowance of up to two (2) paid snow days (regular school
days that have been cancelled as result of snow emergency) per year. Snow days
refers to days that schools are closed for any weather related or other unforeseen
school closures. Effective July 1, 2012 in the event that no snow days are used
during a school year, one ( 1) day may be carried over to the next school year. The
maximum balance of carried over days is five (5). Not applicable to full year
employees.

10
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ARTICLE XXXI
DRUG AND ALCOHOL POLICY

As a condition of employment with the Chelsea Public Schools all employees are
required to agree to the Employees Substance Abuse Policy. The Safe and Drug
Free Schools and Communities Act require this policy, which mandate that the
Chelsea Public Schools inform all employees that the use of drugs and/ or alcohol
in connection with activities on the premises of the Chelsea Public Schools is
prohibited.

All employees covered by this collective bargaining agreement are required to
undergo a drug and alcohol test as part of the condition of their employment.

Once employed by the Chelsea Public Schools, an employee who violates the
Substance Abuse Policy is subject to corrective action up to, and including
termination of employment.

To enable the Chelsea Public Schools to be in compliance with the Safe and Drug
Free Schools and Communities Act the following actions will be taken by the
Chelsea School Department.

If an employee covered by this agreement is involved in a work related accident
causing damage to property or require medical attention away from the premises,
they may be screened to determine whether they test positive for drugs and/ or
alcohol.

If the Principal has reasonable suspicion that an employee is at work and under
the influence of drugs and/ or alcohol, the Principal will notify the Director of
Personnel immediately for authorization to have the employee tested. The Principal
will be granted permission to have the employee tested if sufficient objective
symptoms exist to indicate the employee may be under the influence of drugs
and/ or alcohol.
An employee who refuses to take the test will automatically be sent home and will
be subject to immediate4 suspension of one (1) day (unpaid).

While the Chelsea Public Schools does not condone the abuse or drugs and/ or
alcohol, it is recognized that said abuse can be treated. Any employee that
recognizes a personal addiction abuse problem and seeks assistance from
management in advance of detection, the Chelsea School Department will assist
the employee in seeking treatment. The confidential nature of the employee's
counseling and rehabilitation for drug and/ or alcohol abuse will be preserved.

II



ARTICLE XXXIII
TUITION REIMBURSEMENT

The Chelsea School Department shall provide one-half payment for a course taken
by a security monitor unit employee for professional improvement. The courses for
which reimbursement is sought shall be subject to prior approval by the
Superintendent. Only those courses which are deemed to be job related by the
Superintendent shall be approved for reimbursement. This section is subject to
any other conditions promulgated by the City of Chelsea. A total of six (6) courses
can be reimbursed to members of the unit. Three (3) courses can be taken in the
fall semester and three (3) courses in the spring semester. A maximum
reimbursement of $250.00 per course will be available to members.

The employee may apply for tuition reimbursement prior to the beginning of the
course or seminar. The approval process shall be completed within one week and
a voucher issued to the presenting institution or agent to cover the approved cost
of tuition and laboratory fees.

Upon completion of the program for which the advance reimbursement was
received, the employee shall submit documentation in the form of a grade card,
certificate, transcript or other proof that the course or seminar was successfully
completed. Failure to produce the documentation may result in the employee
being required to repay all funds advanced.

l2



ARTICLE XXXV
DURATION

Section 1. This amendment shall remain in full force and effect from
July 1, 2018 until midnight, June 30, 2021 and shall then terminate unless
extended by mutual consent of the parties.

Section 2. Should either party desire to negotiate a new collective bargaining
agreement to succeed this Agreement upon its expiration, written notice shall be
sent to the other party at any time on or after February 1 2021.

Upon receipt of such notice the parties shall make arrangements to begin
negotiations within a reasonable time.

WITNESS HEROF, the parties have executed these amendments to the
Agreement.

Anibal Santiago, President

Administrative Team:
Gerald McCue, Executive Admin A&F
Tina Sullivan, Director ofHR
Frank Henry Assistant Director Facilities

708

March 29, 2018

0,Quinones,Senior Securityeta.aAdolfo Ramirez.Representative

Douglas Pena, Vice President

.4..77 Katy222··£ 'MD
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APPENDIX B

SECURITY MONITORS - SALARY SCHEDULE

FY 2018

July 1, 2017 - January 20, 2018

Step 1

15.06

July1, 2018 -June 30, 2019

Step 1

15.36

July 1, 2019 -June 30, 2020

Step 1

15.67

Step 2

15.87

Step 2

16.19

Step 2

16.51

Step 3

16.88

Step 3

17.22

Step 3

17.56

Step 4

17.94

Step 4

18.30

Step 4

18.67

Step 4 for employees with 10 years of service
Employees will advance to Step 4 based on the negotiated tool and performance
advancement marker.
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APPENDIX B

SENIOR SECURITY MONITOR- SALARY SCHEDULE

FY 2018

July1, 2017 -June 30, 2018

Step 1

20.91

July 1, 2018 - June 30, 2019

Step 1

21.33

July_ 1, 2019- June 30, 2020

Step 1

21.76

July1, 2020 -June 30, 2021

Step 1

22.20

Step 2

22.16

Step 2

22.61

Step 2

23.06

Step 2

23.52

Step 3

23.49

Step 3

23.96

Step 3

24.44

Step 3

24.93

Step 4

24.90

Step 4

25.40

Step 4

25.91

Step 4

26.43

Step 4 for employees with 10 years of service
Employees will advance to Step 4 based on the negotiated tool and performance
advancement marker.
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SECURITY SHIFT LEAD PERSON

APPENDIX D

The purpose of providing a Lead Person is to have an individual that is responsible for security
related duties and issues. The function of each lead person is to perform the work assignment and to
serve as the contact person for other staff and individuals from the public, i.e.:

Communicate daily with the principal on any issues that arise
Be familiar with the scheduling in the facility in order to ensure security is assigned
appropriate!y
Assist other staff people when necessary
Communicate any problems that may have occurred during the shift and advise whether any
additional action is required

ln conjunction with school administration, help identify areas in the building (ex. cafeteria,
locker area) that are in need of regular daily coverage before school, during the day, and after
school and make appropriate assignments. Arrange coverage (due to security absence) of
critical areas of the building.

Oversee the upkeep and professional decorum of the security check-in area (as it is the first
point for visitors.

Maintain/review a daily log (preferably electronically) of all incoming security calls - log
should include time of call, name, and reason for request. The log is to be reviewed with
administration (weekly).

In conjunction with school administration, set up a break and lunch schedule that addresses
the contract and provides maximum coverage of the school building at all times.

l.

k
k

*
*

4.

2.

The Lead Person for Security at the assigned Facility shall be selected on the basis of ability and
willingness to carry out the responsibilities of the position. This position is not supervisory or
managerial.

5. Review the student and staff handbooks with members of the bargaining unit so that everyone
is clear as to expectations for students and staff (no hats, no cellphones, etc.).

6. Maintain the building overtime rotation schedule for the building on both internal/external
requests for security.
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7. Work with appropriate individuals to develop the annual training program.

8. Ensure compliance with the Uniform Policy by monitors.

9. Serve as the contact person with Buildings & Grounds Office on radio and communication
matters.

Annual Compensation: Williams Middle Schools $1200.00

The annual stipend will be divided into two payments of to be paid on or about December 1st and
June I st each year. Stipend will be pro-rated for less than full year assignment.

Interested employees shall apply for the lead position and shall be appointed by the Principal with
final approval of the Superintendent of Schools. In addition to the use of personnel evaluations, the
Principal shall consult with the Program Directors in evaluating the qualifications of candidates for
this position.

The assignment to the position of Shift Lead Person shall be for one year. Assignments may be
renewed.
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