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ARTICLE ONE


RECOGNITION

1.1
The Town hereby recognizes the Union as the sole and exclusive representative of  its employees (as defined below) for the purpose of collective bargaining with respect to rates of pay, hours of employment, and other condition of employment, in accordance with Chapter 9‑A, Title 26 as amended, respecting labor relations for public employees.

1.2
The term "employee" as used in this agreement shall mean all dispatchers/patrolmen/corporals/sergeants/staff sergeant of the Houlton Police Department, but excluding probationary employees; temporary, seasonal or on‑call employees; office, clerical, and technical employees, executive, administrative, or supervisory and professional employees; and all other employees.

1.3
Except as otherwise specifically provided in this Agreement or otherwise specifically agreed to in writing between the parties, the operation of the Town departments and the direction of the working force, including the right to plan, direct, and control department activities; to schedule and assign work to employees; to determine the means, methods, processes, materials, and equipment; to maintain the efficiency of the departments and their employees; to determine the manning of jobs; to create, revise and eliminate jobs; to establish and require observance of reasonable rules and regulations; to formulate and promulgate ordinances or other regulations incidental to the management of the Town affecting the public health and safety and welfare; to hire and terminate; to maintain order, and to suspend, demote, discipline and discharge employees for just cause are rights solely of the Town.


ARTICLE TWO


NON‑DISCRIMINATION

2.1
The Town and the Union agree that there shall be no discrimination as a result of membership or non‑membership in any union.

2.2
The Town and the Union further agree that there shall be no illegal discrimination in the hiring, training, assignment, promotion, transfer, or discipline of employees; or in the application or administration of this Agreement on the basis of race, creed, color, religion, national origin, sex, age, domicile, marital status, or condition of handicap.

2.3
The use of male or female gender of nouns or pronouns is not intended to describe any specific employee or group of employees but is intended to refer to all employees in job classification, regardless of sex except where otherwise indicated by context.

2.4
The Town agrees not to interfere with the rights of employees to join or to refrain from joining the Union, and there shall be no discrimination, interference, restrain, or coercion by the Town or any town representative against any employee because of Union membership, because of any employee activity in any official capacity on behalf of the Union consistent with this contract, or because of employee pursuit of his/her rights guaranteed by law or this Agreement.

2.5
The Union recognizes its responsibility as bargaining agent and agrees to represent all employees in the bargaining unit without discrimination, interference, restraint, or coercion.


ARTICLE THREE


DUES CHECK‑OFF

3.1
Upon receipt of a signed voluntary authorization by an employee, the Town shall deduct from the employee's wages the weekly Union membership dues payable by him to the Union during the period provided for in said authorization.  This authorization shall be irrevocable for the term of this Agreement.

3.2
The Town shall deduct the authorized amounts on the pay day in the week for the preceding week.  When an employee quits, is discharged or is laid off, any of the foregoing amounts due for either the preceding or current week will be deducted from the last pay period.  The Town shall furnish the Treasurer of the Union monthly with a record of those employees for whom deductions have been made and the amounts of the deductions.

3.3
The Union shall indemnify and save the Town harmless against any and all claims, demands, suits or other forms of liability that shall arise out of or by reason of action taken or not taken by the Town in reliance upon signed authorization cards furnished to the Town by the Union or for the purpose of complying with any of the provisions of this Article.

3.4
The Union will give the Town fifteen (15) days notice if any improper deduction is made, the Union shall refund directly to the employee any such amount.

3.5
In addition to the above authorization employees may authorize deductions to be paid to the Union for such other purposes that the Union may establish.  The Employer shall itemize such authorization in the same manner as provided for dues in 3.2.  The employees shall have the right to revoke such authorization at any time with written notice to the Union and the Employer.

Should the number of deductions become administratively burdensome the Employer shall notify the Union and both parties shall take steps to limit or reduce such additional deductions.


ARTICLE FOUR


HOURS OF WORK AND OVERTIME

4.1
It is recognized that employees' daily and weekly schedules and shift assignments are based on the operating requirements and subject to change.  The Town shall have the exclusive right to make any such change or changes and shall make every attempt to notify affected employees in advance whenever possible.  The department head shall grant request for shift swaps on three days notice provided the swap does not create an overtime or premium pay shift and subject to the reasonable operational needs of the department.

4.2
The Town shall continue its present scheduling practices provided that all hours worked in any one (1) shift shall be consecutive except for normal rest and/or meal periods and shall further be subject to Section 1.3 of Article One of this Agreement.  The monthly schedule will be posted two weeks in advance and will be followed as posted except in the case of unanticipated shift vacancies or emergency.

Employees who request compensatory time in lieu of holiday pay must do so no later than seven days prior to the requested day off and will receive a response from the Town no later than three days after the request is made.  Requests received after the seven day minimum may be considered.  Approval of all requests will be subject to the operational needs of the department as determined by the manager.

4.3
OVERTIME:  


Overtime will be paid on a weekly basis as it is earned to reflect an accurate accounting of working hours for each week.

Reasonable overtime requirements may be an exception to the standard work week referred to above.  The Town will to the greatest extent possible distribute overtime work, when scheduled or required, as fairly as possible among the qualified employees.  First preference for patrol and desk duties will be given to regular officers and dispatchers by strict rotation and not by seniority. It is understood by the parties that dispatchers are not qualified for patrol duty.  Dispatchers will be given first option for dispatching overtime, (any shift that would normally be filled by a full time dispatcher)*, followed by regular officers. In the event that no officer or dispatcher is willing to work, the least senior employee may be required to work.  The employee is then advanced to the top of the list and continuing with the next least senior employee with a consistent pattern of rotation.

*This does not include a vacant dispatch position, the Town will have the option of using part time dispatchers for up to 32 hours a  week, until that position has been filled (this does not apply to patrol positions).

Regular work week shall consist of forty (40) hours within a regular recurring period of one‑hundred and sixty‑eight (168) hours in the form of seven (7) consecutive twenty‑four (24) hour periods.  The lunch period shall be contained within the normal shift and shall be considered "time worked" for the purposes of this Article.

All hours actually worked over forty (40) hours in a regular work week (as defined above) shall be compensated by a monetary rate of one and one‑half (1 ½) times the base hourly rate of the affected employee.

Unless prohibited by State law and if authorized by the Chief of Police, probationary employees may be utilized in overtime rotation schedules after six months employment.  Persons with less than six months employment can be used only if no non‑probationary employee elects to take the shift.

Employees who are required to return to work while on a scheduled vacation shall be compensated for such time worked at the monetary rate of one and one‑half (1 ½) times the base hourly rate of the affected employee.

Dispatchers shall be permitted to leave their work station for a meal break provided relief is available.  Availability of Police Officers to provide relief shall be at the discretion of the Police Chief, available Supervisor, or Senior Officer.  Officers shall not be considered available to provide relief when only one officer is working per shift.

For the purpose of Article Four, "hours worked" shall mean only hours actually worked.  For the purpose of Article Four "hours worked" shall not include:

1.  
Hours compensated for by sick leave pay.

2.  
Hours compensated for by vacation pay.

3.  
Hours compensated for by funeral pay.

4.  
Hours compensated for by jury pay.

5.  
Hours compensated for by National Guard or Reserve pay.

6.  
Hours compensated for by premium pay equivalent to one and one half (1 ½) times the base hourly rate of the affected employee.

Unanticipated overtime, known less than 30 days in advance but more than 5 days in advance, shall be posted 3 days after which it will be filled by the regular rotation list and procedure.  Any unanticipated overtime known 5 days or less will be filled by the regular rotation list and procedure.  Once any overtime assignment is accepted by an employee, it must be worked without swapping.  If any overtime shift is offered but not taken, that employee shall fall to the bottom of the rotation lists.  The Chief or the Chief's designee shall administer the overtime procedures, but within the jurisdiction of the Chief of Police.

The Staff Sergeant Detective will be excluded from the voluntary call list and from any forced overtime on patrol shifts and dispatch duties.  The Staff Sergeant Detective will only be eligible for overtime directly related to detective duties unless otherwise directed by the Chief of Police, the Lieutenant or the Officer of the Day.

4.4
SPECIAL DETAILS:  The Town agrees to pay the following rates for outside, non‑patrol special details distributed by the Chief of Police to regular, full‑time Patrol Officers, off‑duty and available for such duties, including private functions, dances, sporting and athletic events, road construction jobs, and activities of a public assembly nature:

1.
$15.00 per hour per officer for non‑municipal (consumer paid) details with a $60.00 or four (4) hour minimum guarantee per officer.

2. 
$14.00 per hour per officer for municipal (school, town or student sponsored details with a $56.00 or four (4) hour minimum guarantee per officer.

The Chief of Police or his/her designated representative shall have the responsibility of distributing outside, non‑patrol special details to those Officers, off‑duty and available.  The Chief of Police shall make every reasonable effort to equalize distribution of such outside, non‑patrol, special details.  A monthly log of special details worked shall be maintained by the Chief of Police.  At no time will an officer work a special detail where interference with regular police duties will result.

The Chief will contact only those officers who place their name on a list of available officers for such details.  Special details are voluntary but officers shall be removed from the list for a month after three refusals within a month.

Special details will not be included in the computation of overtime.

4.5
CALL BACK:  Any unit employee called back to work outside his regularly scheduled shift shall be paid a minimum of three (3) hours work at one and one‑half (1 ½) times the regular hourly rate.

All additional hours worked beyond the three (3) hour minimum shall be paid at the one and one‑half (1½) hourly rate.  Such call back time shall not be annexed consecutively to either end of the work shift, nor shall such call back time pertain to scheduled over‑time hours or Court time.  Call back time shall not be computed in the over‑time formula.

4.6
COURT TIME:  

An employee who is required to attend Court outside of his regular work shift shall receive a minimum of four (4) hours pay at  his/her regular rates of pay.  No Court time shall be allowed to any such employee who has been notified that his/her presence is not needed prior to the end of his/her shift on the day preceding a scheduled Court appearance.  If the employee is required to stay in attendance at such Court for more than four (4) hours in any one (1) day, he shall be paid for the actual hours spent that day at his/her base hourly rate of pay for hours worked beyond the  four hour minimum in accordance with paragraph four of Section 4.3, provided, however, that any and all fees, compensation of allowances to which any officer is or would be entitled to for such Court time, as provided for by statute for Court order, shall be turned over and paid to the Town and not retained by the employee.

4.7
OFFICER OF THE DAY:  In the event the Lieutenant position remains vacant, the Chief of Police may designate an Officer of the Day or duty officer from time to time.  The duty officer shall be as follows:

A.  Staff Sergeants

B.  Sergeants by seniority

C.  Corporals by seniority

Such officer designated by the Chief of Police, shall assume the authority and responsibilities of operation on a day to day basis.  Such designated duty officer shall report directly to the Chief of Police on all administrative issues concerning the operation of the department.

Officer of the day pay shall be actual pay and not compensatory time off.  Officer of the Day shall be paid an additional $1.00 per hour for actual hours worked for this duty.

In the event the Lieutenant position remains vacant, Patrol Staff Sergeant shall perform present duties and those designated by the Chief of Police from the following:

A.  
Approval and recording all traffic accidents.

B. 
Schedule all patrol requests for time off including, but not limited to:

a.  Vacations

b.  Holidays

c.  C.T.O. time

Scheduling time off shall be issued only on the operational needs of the department.

C.  
Assist administration with preparation of duty schedules for patrol operations with final approval of the Chief of Police.

D.  
All duties assigned will be with the final approval of the Chief of Police.

For this service:  $17.60 per week shall be paid.  

4.8 TAC OFFICER:  The TAC Officer shall receive a stipend of $150 payable annually on October 1st.  This payment is not to be considered part of the base rate of pay and will not be included in the calculation of overtime pay.

4.9 On October 1st of each year a $150 payment will be awarded to sworn full time officers who voluntarily pass the Criminal Justice Academy physical fitness test, to be conducted by the Chief of Police or his designee in the month of September.


ARTICLE FIVE


RATES OF PAY

5.1
The Town and the Union recognize the principle of a fair day's work for a fair day's pay.

5.2
The rate of pay of all employees shall be subject to the provisions of Appendix B.

5.3
TRAINING PAY

When an officer is at MCJA In-Service Training, all time in the classroom will be paid at the actual classroom hours and not to be paid for the scheduled shift per the department schedule.  All travel time to the training site and back to the workplace will be considered as time worked.  In no event shall an officer receive less than 40 hours of pay for any week in which training takes place and any time incurred over the 40 hours per week shall be paid at the overtime rate.


ARTICLE SIX


LEAVE OF ABSENCE AND SICK LEAVE

6.1
Leaves of absence without pay shall be granted employees with one (1) year or more of continuous service upon prior written notice to the Town, when possible, for good cause and compelling or urgent personal reasons.  The Town will extend leaves of absence when it is clearly evident the employee is unable to return to work.   Medical leaves of Absence:  The town will provide medical leave benefits in accordance with the State and Federal Family Medical Leave Acts.  


When an employee has exhausted all accumulated sick time, compensatory time, and vacation time and remains unable to work, the employee will be required to take any remaining Family Medical Leave entitlement.  The employee will be eligible for FMLA for an absence that qualifies under the act.  The FMLA will be started one week after this absence has been granted.  Time spent out of work on this particular FMLA will not count as service for the purpose of calculating the employee’s seniority, compensatory time, sick time, or vacation time.  The town may at its discretion require a note from a Doctor.
6.2    
Employees with less than one (1) year continuous service shall be granted an unpaid leave for similar reasons for a period of not to exceed thirty (30) days.  After an employee has exhausted his/her sick leave, vacation time, and FMLA leave, the town may grant up to a three (3) month leave of absence, without pay and benefits, in the case of prolonged illness or disability of an employee.  However, employees may at their own expense continue to participate in the employer’s group health insurance plan.


Upon the request of the employee, the town may grant up to three (3) months leave of absence, without pay and benefits, for parenting leave.  However, employees may at their own expense continue to participate in the employer’s group health insurance plan.

6.3    
Employees who are absent because of non-occupational illness or disability may be given leave without pay after an absence of ten (10) workings days or after expiration of all sick leave to which an employee is entitled.  Non-Medical leave of Absence:   Upon the request of the employee, the town may grant up to three (3) months leave of absence without pay, for general leave of absence for the personal business of an employee.  Such leave shall not be used by an employee for financial gain of the employee.  No employee shall receive salary or town-paid benefits such as health insurance, or non-accumulated unearned vacation, holiday pay, etc., while on a non-medical leave of absence.  However, employees may at their own expense continue to participate in the employer’s group health insurance plan.

6.4
Sick leave shall accrue at the rate of one (1) day for dispatchers and for patrol for each full calendar month of employment.  New employees who become full-time, regular will be credited with six (6) days of sick leave and will receive credit for one (1) additional day for each month worked thereafter.

6.5
All employees will be permitted to accumulate unused sick leave up to a maximum of one hundred and thirty (130) days.  (See appendix G for policy regarding Workers' Compensation).  

Employees shall be required to provide satisfactory evidence of ability to return to work after such employee has been absent in excess of four (4) continuous work days.  Satisfactory evidence may include at the discretion of the employer a physical examination as to the cause of the absence by a physician of the employer's choice at the employer's expense, with which the employee agrees to cooperate.

Employees will be permitted to utilize up to three personal days per calendar year without the necessity of meeting the Town's requirements to provide a medical certificate, provided however that each personal day shall be charged against the sick day accumulation of that employee at the rate of one and one half (1 ½) sick days for each personal day taken.  

Regarding dispatchers only, the Town will have the right to fill vacant shifts of the dispatcher who is on sick leave, after 45 consecutive days absent, with part time employees until that dispatcher returns to duty or is replaced.

6.6
An employee may use up to sixty (60) hours per year of his or her sick time when required to take care of an immediate family member consistent with 26 M.R.S.A. Section 636.  To be Eligible for sick leave under this Article, reasonable evidence (including, in appropriate circumstances, a certificate from a licensed physician) of disability due to sickness or accident will may be required.  An employee is expected to report his absence as soon as possible and keep his superior informed of his progress and anticipated day of return.

6.7
Employees utilizing sick leave in excess of the Town average annual sick leave usage (to be calculated as of January 1 each year) may be required to utilize the certificate provided in Appendix F.  This does not affect the Town's ability to require a physician certificate as provided in 6.6.

6.8
Sick leave will not be applicable to any day or days during which the employee would not have otherwise worked.

6.9
Employees shall be required to provide satisfactory evidence of ability to return to work after such employee has been absent in excess of four (4) days.  Satisfactory evidence is intended to mean a certification by a qualified physician.

6.10
JURY DUTY:  An employee called as a juror will be paid the difference between the fee he receives for such service and the amount of straight time earnings lost by him by reason of such service based on the employee's regular daily straight time rate.  Satisfactory evidence must be submitted to the employee's immediate supervisor.

6.11
FUNERAL PAY:  The Town will permit absence with pay, necessitated by death in an employee's immediate family, up to a maximum of three (3) regular work days and up to a maximum of one week for a spouse or child.

6.12
IMMEDIATE FAMILY: Includes wife, husband, son, daughter, mother, father brother, or sister of employee, and close beloved relatives through marriage whose relationship may be determined by the Town Manager.

6.13
Employees who utilize no more than two (2) days sick leave for twelve (12) consecutive months during the calendar year January 1, through December 31 shall be eligible for an additional ten (10) hours personal time or ten (10) hours pay at straight time rates to be utilized during the succeeding calendar year.  Final determination of scheduling shall rest with the department head and will be based on the needs of the department. 

6.14
NATIONAL GUARD TRAINING:  An employee called to serve not more than seventeen (17) days annual training tour of duty with the National Guard or Armed Forces Reserves will be paid the difference between his pay for such government service and the amount of straight time earnings lost by him by reason of such service, based on the employee's regular straight time rate.  Such payments are to be made following the showing of satisfactory evidence of the amount of pay received for such service.

6.15
Union representatives will not be compensated for time spent in Union meetings or conventions, in handling internal Union affairs, or in preparing for Union/Town meetings.

6.16
Union grievances adjustment meetings will be scheduled by the Town at a time that is reasonable for both parties and that will minimize or avoid lost working time.

6.17
Employees accepting employment or conducting a business during a leave of absence or any extension of such leave shall be terminated from the employment of the Town.

6.18
Military leave of absence shall be granted by the Town in accordance with existing state and federal statutes.

6.19
Employees who have accumulated more than 130 sick days may elect to place the days in excess of 130, up to a maximum of 30 days, into a “sick day bank” for the potential use by other town employees in the same bargaining unit.  The decision to grant days from the “bank” will be made by a committee comprised of the Police Chief, Union Steward, and one member of the bargaining unit.  The awarding of days from the “bank” shall be by majority vote of the committee.

6.20
An employee voluntarily leaving employment with the town will be compensated for up to twenty (20) days of accumulated sick time, or the actual accumulated number of days if less than twenty (20).  Employees 50 years of age or greater, and retiring from service with the town, will be compensated for up to sixty (60) days of accumulated sick time, or the actual accumulated number of days if less than sixty (60).

ARTICLE SEVEN


PAID HOLIDAYS

7.1
The following shall be recognized as paid holidays:

New Year's Day          
January 1

Martin Luther King Day
3rd Monday in January

President’s Day
     
3rd Monday in February

Patriot's Day


April 20 (Date consistent with that celebrated

               by the State of Maine)

Memorial Day


Last Monday in May

Independence Day

July 4

Labor Day


First Monday in September

Columbus Day
    
October 13 (Date consistent with that celebrated

                                                                                by the State of Maine)

Veteran's Day                    
November 11                            

Thanksgiving Day

4th Thursday in November

Christmas Day

December 25
7.2
In addition to the above listed holidays, the Town may designate additional time off, and such time off shall not be considered holiday time and shall not fall under the provisions of this Agreement.

7.3
In order to be eligible for holiday pay, an employee must have worked the scheduled work day immediately before and immediately after the holiday unless excused by his or her supervisor.

7.4
The requirements of working the day before and the day after the holiday will be waived for any employee who is absent for reason that has the approval of his or her supervisor (e.g. illness, accident, layoff, etc.) provided that employee worked sometime during the week in which the holiday was observed, unless excused by his or her supervisor.

7.5
If a paid holiday falls on a Sunday, it shall be deemed to occur on the following Monday.  Holidays falling on a Saturday shall be observed on the preceding Friday.  Holiday pay shall be paid at the rate of pay for hours worked in accordance with paragraph 3 of section 4.3.

7.6
With the approval of the department head, an employee who earns overtime may be granted compensatory time in lieu of overtime pay (or in lieu of pay for time worked on a holiday).  An employee may accumulate up to 60 hours for patrol (and detectives) and 48 hours for dispatchers of comp time, after which all overtime paid shall be paid as wages.  In order to take comp time, an employee must make a request at least one (1) day in advance and must receive written permission from the department head.

All Compensatory Time shall be either taken or paid prior to the end of the fiscal year.  

Beginning January 2004, EXCEPTIONS to this policy will be made if an employee makes a written request to the Department Head at least 4 weeks prior to the end of the Fiscal Year to carry forward no more than 40 hours of Compensatory Time until the end of the Contract Year ending 6/30.  

The decision to grant time, issue payment or grant carry over to contract year end shall be at the discretion of the Department Head and shall not adversely impact the operations of the department or place the safety of the public at risk.

7.7
HOLIDAY PAY 

Holiday pay is a regular days’ work at straight time.  (10 hours for patrol, 8 hours for dispatch and 8 hours for detective per the regular number of hours worked in a day shift for each employment classification.)  All non-essential workers are paid for the holiday and not scheduled to work.  All essential employees who are scheduled to work are paid at 1.5 rate for all hours worked on the holiday.  (Non-essential employees who are required to work on the holiday or are called into work are paid at 1.5 rate for the hours worked.)

ARTICLE EIGHT


VACATIONS

8.1
The employee shall be allowed a bumping period from March 1 to March 15 with regard to the vacation schedule restricted to those employees who are themselves bumped.  Each full-time, regular employee shall be entitled to vacation benefits according to the following schedule:

5‑8 SCHEDULE





YEARS OF SERVICE            
VACATION PER MONTH/PER YEAR
After Six (6) months



5/6 day per month/5 days

At One (1) year



5/6 day per month/10 days

At Seven (7) years



1 ¼ days per month/15 days

At Twelve (12) years



1 2/3 days per month/20 days

At Twenty-Two (22) years


2.08 days per month/ 25 days

4‑10 SCHEDULE

YEARS OF SERVICE            
VACATION PER MONTH/PER YEAR
After Six (6) months



2/3 day per month/4 days

At One (1) year



2/3 day per month/8 days

At Seven (7) years



1 day per month/12 days

At Twelve (12) years
 


1 1/3 days per month/16 days

At Twenty-Two (22) years


1.67 days per month/ 20 days

8.2
A new employee shall accumulate vacation on an accrual basis.  Such credit shall begin following the date of which a person's employment becomes full-time, regular with the Town.

8.3
Vacation benefits are computed as of the Employee’s anniversary date. 

8.4
Vacations due in any vacation year must be taken during that year except that employees will be allowed to accumulate fifty (50%) percent each year up to a maximum of four (4) weeks.  In general, employees shall take time off to which they are entitled.

8.5
Any employee who is laid off, dies, is pensioned, resigned, or is discharged, shall be entitled to vacation and vacation pay in accordance with the schedules and eligibility requirements contained in this paragraph prorated to the date his active employment ceased.  If an employee dies during service with the Town, the vacation pay accumulated shall be paid to the widow, widower, or child(ren) or another specifically designated beneficiary.

8.6
Vacation pay shall be equal to the normal weekly pay of the employee.

8.7 Senior employees shall have the preference in selecting the time they wish to take their vacation through February 28th of each year, after that date vacation will be scheduled, on a first come first serve basis, subject to provisions of 8.1 of this Agreement.  The Town will also give due consideration to special circumstances pertaining to individual vacation requests.  The final determination shall rest with the department head subject to the needs of the department.  An employee must take vacation when scheduled, unless changed on notice to employer more than fourteen (14) days before the first day of said vacation schedules.  Permitted rescheduling shall be at the discretion of the employer.  

8.8 Employees shall be allowed up to, but no more than, three consecutive weeks of vacation, unless approved in advance by the Chief of Police.

8.9
For those employees employed for 18 years or more as of the date of this contract, they shall be entitled to vacation benefits according to the follow schedule:

5‑8 SCHEDULE

YEARS OF SERVICE 

VACATION PER MONTH/PER YEAR
After Six (6) months



5/6 day per month/5 days

At One (1) year



5/6 day per month/10 days

At Seven (7) years



1 ¼ days per month/15 days

At Twelve (12) years



1 2/3 days per month/20 days

At Fifteen (15) years



2 1/12 days per month/25 days

4‑10 SCHEDULE

YEARS OF SERVICE            
VACATION PER MONTH/PER YEAR

After Six (6) months



2/3 day per month/4 days

At One (1) year



2/3 day per month/8 days

At Seven (7) years



1 day per month/12 days

At Twelve (12) years



1 1/3 days per month/16 days

At Fifteen (15) years



1 2/3 days per month/20 days

ARTICLE NINE


SENIORITY

9.1
For purpose of promotion, vacation, and other benefits, an employee's seniority shall be equal to their years of service or employment with the Town unbroken by any of the reasons for termination of seniority specified in Section 9.4, Seniority except as stated in section 9.9 of this article.

9.2
The first twelve (12) months of employment shall be considered a trial period to permit the Town to determine a new employee's fitness and adaptability for work required, subject to extension by mutual agreement.  The Town may discharge any said new employee without such discharge being subject to the Grievance and Arbitration Procedures of this Agreement up to the first six (6) months or during that time considered probationary under Maine law as may be amended from time to time (presently one year after graduation from the police training academy), whichever is longer.  Probationary employees will be covered by the provisions of this Agreement except for wage rates, insurances, retirement, and just cause for discipline or discharge.

9.3
Ability to perform the job or work as used in this Article means the employee is capable of performing the work of the job in a satisfactory manner subject to concurrence by the respective supervisor.

9.4
Seniority for all purposes shall be terminated for any of the following reasons:

a)
Voluntarily quit.

b)
Discharge for just cause

c)
Failure to report for work within four (4) working days after notice of recall is given.  However, if the Town is advised by the recalled employee, either in person or in writing, within said period that he will report for work within two (2) weeks after notice of recall, this extension of time will be granted; reasonable exceptions of these time limits may be agreed to in case of proven sickness or injury to employee or death in his immediate family.

d)
Absence for three (3) consecutive working days without reporting to


Town unless impossible to do so.

e)
Failure to report for work at the end of a leave of absence or extension 



thereof.

f)
Failure to be recalled from layoff or return to work due to any non‑ occupational connected illness or accident for a period of twelve (12) months.

g)
Retirement

9.5
All employees entering the bargaining unit covered by this Agreement, may be inserted into the pay scale at a level appropriate in the determination of the Town having given due regard to prior experience and training, provided, however, the Town shall notify the unit of its proposal with regard to any new employee to which proposal the unit will have five days to comment.  Comment notwithstanding, the final determination of placement on the pay scale shall be in the sole discretion of the Town.  This provision shall not affect seniority.  These employees will be considered as new employees for the purposes of seniority in regards to layoff, recall, promotion, transfer, and vacation selection.

9.6
The Union and the Town recognize that promotional opportunity and job security, in the event of promotion, and recall, should increase in proportion to the length of continuous service and that the intent will be that whenever practicable, full consideration shall be given continuous service in such cases.  In recognition, however, of the responsibility of management for the efficient operation of the department, it is understood and agreed that in all cases of:

Promotions and transfers the following factors listed below shall be considered. However, only where factors (a) and (b) and (c) are relatively equal shall continuous service be the determining factor.

a) Ability to perform the work

b) Physical fitness

c) Past performance

d) Examination, including oral examination

e) Continuous service

It is the intention of the parties to continue the present practice.

9.7
Employees shall be recalled in reverse order of layoff to positions for which they are qualified.

9.8
A seniority list shall be established listing all employees covered by this Agreement, with the employee with greatest seniority listed first.

9.9
Sergeants shall have preference over all unit members regardless of seniority for the purposes of scheduling holidays, and vacations, except that strict seniority will apply in the event of layoff.

The Staff Sergeant Detective vacations shall be independent of the patrol and dispatch function.

9.10
In the event of layoff, the Town shall lay off the least senior employee in a classification first. Any employee so laid off shall have the right to bump the least senior employee in an equal or lower classification for which he is qualified.  Employees will receive a layoff notice of no less than two calendar weeks.  Any employee laid off shall remain on recall status for twelve (12) months.  Employees who are recalled on a temporary basis shall have such time credited towards maintaining their recall status.

ARTICLE TEN


GRIEVANCE PROCEDURE

10.1
A grievance is defined as being a dispute between the parties as to the meaning or application of a specific provision of this Agreement or a claim that the Town has taken disciplinary action without just cause.

10.2
It is the intention of the parties that grievances be settled at the lowest step possible.

10.3
DEFINITION:  For the purpose of this procedure, one (1) day shall mean twenty-four (24) hours, following receipt of a grievance or an answer to a grievance.  Working days will be defined as Monday through Friday inclusive excluding only those holidays observed by the contract.

10.4
PROCEDURE:
Step 1:
The aggrieved party (a) shall bring the grievance(s) orally to the attention of the


department head or designee within fifteen (15) working days of its occurrence.  


The supervisor shall respond within seven (7) working days.

Step 2:
If the grievance is not settled at Step 1, the Union may appeal the grievance in 


writing to the department head or designee within seven (7) working days after 


receipt of the Step 1 answer.  The department head shall give his written answer 


to the grievance within ten (10) working days of the Step 2 appeal.

Step 3:
If the grievance is not settled in Step 2, it may, within ten (10) working days of 


the receipt of Step 2 answer be appealed by written notice by the Union 


Representative to the Town Manager with written copies to the Department 


Head.  The Town Manager or his designee shall  within fifteen (15) working days 


of receipt of the written grievance respond in writing.

Step 4:  
If no satisfactory settlement is reached in Step 3 the Union may within twenty 


(20) working days of receipt of the manager's response request arbitration of any 


grievance which involved the interpretation or application of a specific term or 


provision of this Agreement and subject to Section 1.3 of Article One and 


further, only if such grievance has not been settled after being fully processed 


through the grievance procedure in accordance with the provisions of this article.

If the Town and the Union are not able to agree on the selection of an Arbitrator within a period of seven (7) days after the date of such request, such grievance may be referred by either party to Federal Mediation and Conciliation service or the Maine Board of Arbitration and Conciliation for the selection of an arbitrator in accordance with the rules then obtaining of the service.  If the grievance is not so referred within thirty (30) days after the request for arbitration, it shall be considered settled and shall no longer be subject to arbitration hereunder.  Any arbitration hereunder shall be conducted in accordance with such rules, subject to the provision of this Agreement.  The parties shall share equally in the compensation and expense of the arbitrator.  The decision of the arbitrator shall be final and binding upon the parties.

10.5
General Grievances may be introduced at Step 2.  No grievance shall be considered under the foregoing procedure unless it is presented in the manner set forth in section 10.4.  Upon request, the Town Manager and the Union will hold a grievance meeting bi-monthly.

10.6
Time periods specified in this Article may be extended by mutual agreement.

10.7
Nothing in this Article shall diminish the right of any employee, covered hereunder, to present his own grievance as set forth in MRSA, Title 26, Section 967.

10.8
Grievances shall be process able if action is taken within the time limit set out for each step and shall only be process able beyond Step 1 of the Grievance Procedure by or in conjunction with the Union representative.  The settlement of a grievance in any case shall not be made retroactive for a period exceeding five (5) days prior to the date the grievance was first presented in writing.

10.9
RETROACTIVE CLAIMS:  No monetary claims, such as back wages, fringe benefits, etc., by an employee covered by this Agreement, or by the Union against the Town shall be valid for a period prior to the date the grievance occurs, excluding the provisions of Appendix B of this Agreement.

10.10
Saturdays, Sundays, and holidays are excluded in computing the time limits specified in this Article.

10.11
It is understood by both the employee and the Union that during the processing of any grievance, the employee and the Unions shall not engage in any strike, work stoppage, slowdown, or other concerted refusal to perform work as directed by the Town, nor any instigation thereof, and the Town shall not engage in any lockout.  Alleged violation of any provision of this Article Ten is appeal able immediately by either party to the Superior Court of Aroostook County in the State of Maine for the purpose of securing specific performance of the provisions of this Article, and/or assessing damage for a violation of any of the provisions of this Article.

10.12
All written notices to the Town or Union, respectively, will be deemed to have been properly given if delivered to the Manager and MAP with a copy to the Unit Chairman, respectively.


10.13
The arbitrator's authority shall be limited to interpreting and applying the provisions of this Agreement and she shall have no power to add to or subtract from, alter or modify any of said provisions.

ARTICLE ELEVEN


WORK RULES AND DISCIPLINE

11.1
The Town may adopt or amend reasonable work rules from time to time during the life of this Agreement.  All rules or amendments thereto shall be posted on the bulletin board for the period of ten (10) working days prior to becoming effective. It shall be the responsibility of the employees to read the bulletin board daily.

11.2
Employees are required to abide by the terms of this Agreement and to comply with such reasonable rules and regulations as the Town now has or may adopt which are not inconsistent with this Agreement including without limitation, to the Town's Drug and Sexual Harassment Policy Ordinances.  Should there be any doubt as to the employee's obligations he shall comply with the rules and then grieve if he feels he has been wronged.  All suspensions and discharges shall be for just cause including, (subject to Article 10‑2) but not limited to, violations of any rules adopted above and of provisions of this Agreement.  All suspensions and discharges shall be stated, in writing, and shall be forwarded to the affected employee, and the Union within five (5) working days of the date action was taken.

11.3
All discipline infractions placed in an employee's file which are received for an infraction which is less than a suspend able offense shall be purged from the file if there is no disciplinary offense within the next three (3) years subsequent.  All serious offenses (suspensions but less than dismissal) shall be purged from the file if no recurrence of disciplinary action is received by an employee within a five (5) year period subsequent to the serious offense.

11.4
It is agreed that any Police Officer may be suspended without pay if said employee's right to operate a motor vehicle in the State of Maine is suspended or revoked,  and shall receive no seniority time during such suspension.  Restoration to service shall depend upon maintaining or obtaining the right to operate a motor vehicle in the State of Maine.  Such restoration will not be automatic but will be decided by the Town on a case by case basis.

11.5
Disciplinary actions or measures shall be uniformly applied and enforced and shall include the following:

Verbal Reprimand


Written Reprimand
 

Suspension

Discharge

(Disciplinary measures need not be applied in sequence and will be applied based on the nature of the infraction)

11.6
In the event a suspension or discharge is determined to be without just cause, the employee shall be reinstated in good standing with full restoration of seniority rights and pay for the time lost as the equity in each case may be determined.

11.7
If an employer has reason to reprimand an employee, it shall be done in private so it will not embarrass the employee before other employees or the public.

11.8
Complaints:   Complaints received from the public shall be administered according to a policy which meets minimum standards as set forth by Maine State Law.  Such policy is now instituted as a "Standard Operating Procedure" with the Houlton Police Department, as required by Maine State Statutes.  This policy is set forth as General Order #95‑07, as amended.  (copy attached)

11.9  CALL-IN 

Failure to report for work in response to a personal contact call for emergencies that affect the health and welfare of the general public may constitute just cause for action under the Discipline and Discharge article of the agreement.

11.10
Private Vehicle Use 


Whenever feasible, a town employee will use a town vehicle for both local and out-of-town travel on town business, provided such use does not interfere with the efficient operation of the Town.  If an employee does not have access to a town vehicle, the employee will be reimbursed for using his own vehicle on a rate-per-mile basis.  All employees will be required to secure advance authorization from the Police Chief or his designee before the use of a personal vehicle for which reimbursement will be required or expected.  


ARTICLE TWELVE


INSURANCE

12.1
The Town agrees to maintain in effect an insurance plan for all employees who have completed their probationary period so long as they remain on the Town's payroll.  A summary of the benefits to be provided under said plan is set forth in Appendix C, hereto.

12.2
The Town will not itself pay the insurance benefits referred to in Section 12.1, but will obtain policies or contracts from insurance companies which will administer said benefits.

12.3
Should any Federal or State legislation become effective during the term of this Agreement providing benefits paralleling any of those referred to above and imposing the cost thereof on the Town, the disposition hereunder shall be subject to negotiations and mutual agreement and to the Grievance and Arbitration Procedures of this Agreement.

12.4 The employer shall reimburse the employee up to $150 per year per employee, spouse or child of the employee for necessary medical services which meet Internal Revenue Service Section 125 guidelines.  Unused portions of this medical benefit may be accumulated from year to year to a maximum of $300.00 accrued.

12.5 For the term of this contract, the town shall provide for reimbursement of documented hospitalization co-payments by the employee subject to a maximum of $200 in 2006, $150 in 2007, and $100 in 2008.  Payments shall be made quarterly (April 1st, July 1st, Oct 1st, Dec 31st) upon presentation of documented expenses.

12.6 The town shall provide employees with a “Wellness Program” as offered by the Maine Municipal Health Trust, for the purpose of promoting and facilitating employee health and wellness.

12.7 Employees choosing to place their health insurance coverage elsewhere will be reimbursed on a monthly basis $250 for a single employee, $350 for an employee with child, and $600 for family coverage as defined by the Maine Municipal Health Trust.  Employees must furnish proof of insurance from the other provider before payments can commence.

ARTICLE THIRTEEN


PENSIONS

13.1
The Town agrees to maintain in effect a pension plan which provides pension benefits to eligible employees, subject to the Maine State Employee's Retirement Plan.  

A summary of these benefits is set forth in Appendix D, hereto.


ARTICLE FOURTEEN


NOTICE UNDER AGREEMENT

14.1
Whenever written notice to the Town is provided for in this Agreement, such notice shall be addressed to the Town Manager, Municipal Building, 21 Water Street, Houlton, Maine 04730.
14.2
Whenever written notice to the Maine Association of Police (MAP) is provided for in this agreement, such notice shall be addressed to Daniel R. Felkel, Esq., C/O Troubh, Heisler and Piampiano, P.A., PO Box 9711, Portland, Me 04104‑5011, with a copy to the local president.

14.3
Either party by written notice may change the address at which future written notices to it shall be given.


ARTICLE FIFTEEN


MISCELLANEOUS PROVISIONS

15.1
If any provisions of this Agreement or any application of this Agreement to any employee or group of employees is held to be contrary to law, than such provision or application shall not be deemed valid and subsisting, except to the extent permitted by law, but all other provisions or applications shall continue in full force and effect.

15.2
Any individual contract between the Town and an individual employee, heretofore or hereafter executed, shall be subject to and consistent with the terms and conditions of this Agreement.  If an individual contract contains any language inconsistent with this agreement, this Agreement, during its duration, shall be controlling.

15.3
The Town and the Union agree that there shall be no discrimination as a result of membership or non‑membership in any Union, and that all practices, procedures and policies of the Town shall clearly exemplify that there is no discrimination in the hiring, training, assignment, promotion, transfer, or discipline of employees or in the application of administration of this Agreement on the basis of race, creed, color, religion, national origin, sex, domicile, marital status, or condition of handicap. The Union shall share equally with the Town the responsibility for applying this provision of the Agreement.

15.4
All reference to employees in this Agreement designate both sexes, and wherever the male gender is used it shall be construed to include male and female employees.

15.5
The Town agrees not to interfere with the rights of employees to become members of the Union and there shall be no discrimination, interference, restraint or coercion by the Town or any Town representative against any employee because of Union membership or because of any employee activity in an official capacity on behalf of the Union consistent with this contract.

15.6
The Union recognizes its responsibility as bargaining agent and agrees to represent all employees in the bargaining unit without discrimination, interference, restraint or coercion and further, agrees not to discriminate, interfere, restrain or coerce other employees who are not members of the Union.

15.7
Copies of this Agreement shall be printed at the expense of the Town within thirty (30) days after the Agreement is signed and presented to all of this bargaining unit employees as stated in Article One, Section 1.2 now employed or hereafter employed by the Town.

15.8
The employer agrees to furnish suitable bulletin boards in mutually agreed upon, convenient places in work areas used by the Union.  The secretary of the Union shall be responsible for maintaining said boards in clean and timely fashion.

15.9
The Union shall limit its posting to notices and bulletins to such bulletin boards.  All such material shall be subject to review and approval by the Town Manager or his designate.

15.10
The employer agrees that during working hours, on the employer's premises, and without loss of pay, Union representatives shall be allowed to post Union notices (local secretary only).

15.11
The employer agrees that accredited representatives of the Maine Association of Police, whether local Union representatives, district council representatives, or international representatives shall have access to the premises of the employer to conduct Union business. 

Such access shall be subject to the following:

a)
Shall first stop at the Town Office and inform the Manager of his presence and the purpose for his visit.

b)
Shall not interfere with or disrupt the normal work schedule of any Town employee.

c)
Shall make only those visits which have to do with problems relating to the Houlton employees covered by this Agreement.

d)
The Town Manager shall make the final determination in the application of the provisions of this Section 15.11.

e)
Any such action by the Town to this Section 15.11 shall be subject to the Grievance and Arbitration provisions of this Agreement.

15.12
The names of employees elected as local officers and the names of other Union representatives who may represent employees shall be certified in writing to the employer by the local Union.  Said list shall also include the individuals certified by the Union as its grievance committee.

15.13
If any employee (dispatch or patrol) is required by the Town to wear a uniform, protective clothing, or any type of protective device as a condition of employment, such uniform, protective clothing or protective device shall be furnished to the employee by the Town.  Dispatcher’s uniforms shall be cleaned by the Town at its expense up to three (3) uniforms per week.  Patrol and dispatchers may have one coat per year cleaned.

15.14
Outside Employment:

Regular employees may obtain outside employment with notification to the Town Manager.  No employee may engage in additional employment which in any way interferes with the proper and effective performance of the duties of his position, results in a conflict of interest or subjects the town to public criticism or embarrassment.  All outside employment activities shall not interfere with nor adversely impact, the normal operations of the department.  If the Town Manager determines that such outside employment is disadvantageous to the Town, upon notification in writing by the Town Manager, the employee involved shall take prompt steps to resolve the situation.

In any event, no employee shall fail to appear for mandatory work shift, assignment or call-in due to conflicting outside employee commitments.  The Town shall, in no respect, (neither) be liable for nor grant sick leave or disability leave in the case of any injury or occupational illness incurred by an employee while engaged in outside employment.

15.15 Staff Sergeant Detective shall be provided purchase orders for up to $520.00 per year for the civilian clothing and cleaning of clothing used for employment purposes.


ARTICLE SIXTEEN


NO STRIKE CLAUSE ‑ NO LOCKOUT

16.1
The Town and the Union subscribe to the principle that differences shall be resolved by peaceful and appropriate means and without interruption of work.  The Union agrees, therefore, that there shall be no strikes, work stoppages, or other concerted refusal to perform work by the employees covered by this Agreement.  The provision of this Article Sixteen includes such concerted efforts which have come to be called "sick ins" or "the blue flu" or any effort of similar nature. Any such action by employees covered by this Agreement shall constitute a violation of the provisions of this Article Sixteen and therefore, this Agreement.  The Town agrees that there shall be no lockout nor any instigation thereof during the life of this Agreement.  Alleged violation of any provision of this Article is appeal able immediately by either party to the Superior Court of Aroostook County in the State of Maine for the purpose of securing specific performance of the provisions of this Article and/or assessing damage for a violation of any of the provisions of this Article.


ARTICLE SEVENTEEN


HEALTH AND SAFETY

17.1
The Union recognizes the right of the Town to establish reasonable rules and regulations for safe, sanitary, and efficient conduct of the Town's business.  All employees shall comply with all safety rules and regulations established by the Town.

17.2
The Town is responsible for meeting safety standards which are considered to be minimum standards required by applicable federal and state laws.

17.3
Proper safety devices shall be provided by the Town for all employees engaged in work where such devices are necessary.  Such devices,  where provided, must be used as intended.

17.4
If an employee has justifiable reason to believe that his safety and health are in danger due to an alleged unsafe working condition, or alleged unsafe equipment, he shall inform his immediate supervisor who shall have the responsibility to determine what action, if any, should be taken.

17.5
Any employee involved in any accident shall immediately report to his immediate supervisor said accident and any physical injury sustained.

17.6
Employees shall be subject to periodic physical examinations as determined by the department to insure continued capacity to safely perform required duties.  Such required examinations shall be paid for by the Town.  No loss of pay will result because of the time required for such an examination.


ARTICLE EIGHTEEN


FINAL RESOLUTION

18.1
This agreement represents the final resolution of all matters in dispute between the parties and shall not be changed or altered unless the change or alteration has been agreed to and evidenced in writing by the parties hereto.


ARTICLE NINETEEN


RESPONSIBILITIES OF THE PARTIES

19.1
This Agreement is intended to set forth rates of pay, hours of work and other mutually agreed upon conditions of employment, so as to promote orderly and peaceful relations with the Town personnel, and to achieve the highest level of performance consistent with safety, good health, and employee effort, and promote the general welfare of the Town of Houlton, its citizens, and its employees.

19.2
Unless otherwise specified, any action by the Town or its administration affecting wages, hours, or other mutually agreed upon conditions of employment, shall be subject to the right of the Union to represent the employee(s) on the issue and to the Grievance and Arbitration Procedures of this Agreement.


ARTICLE TWENTY


DURATION OF AGREEMENT

20.1
This shall be a three year contract, from July 1, 2005 to June 30, 2008.
APPENDIX A

I,_____________________________________, authorize the Town of Houlton to deduct weekly union dues from my earnings.  I request that the Town of Houlton deduct Seven Dollars ($7.00) from my pay and send it to:

Maine Association of Police

P. O. Box 2263

South Portland, ME 04106

I also request that the Town of Houlton take notice that I may request additional dues deductions for the activities of the Houlton Police Association, in such an amount and such manner as I may, by future authorization, designate:

_______________________________         
______________________________

Date




           
Signature

	Appendix B

	Police Job Classification and Pay Scale

	Basic Weekly Rates-Effective July 1, 2005

	
	
	3%
	3%
	3%

	 
	Current Pay 
	July, 2005
	July, 2006
	July, 2007 

	Dispatchers  Probationary
	468.75
	482.81
	497.30
	512.22

	1 Yr Anniv.
	476.24
	490.53
	505.24
	520.40

	3 Yr Anniv.
	483.74
	498.25
	513.20
	528.60

	5 Yr Anniv
	491.22
	505.96
	521.14
	536.77

	6 Year Longevity (+8/wk or 0.2/hr)
	496.22
	514.20
	529.62
	545.51

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	501.22
	518.32
	533.87
	549.88

	Patrolmen Probationary
	517.96
	533.50
	549.50
	565.99

	1 Yr Anniv.
	538.21
	554.36
	570.99
	588.12

	3 Yr Anniv.
	558.47
	575.22
	592.48
	610.26

	5 Yr Anniv
	578.70
	596.06
	613.94
	632.36

	6 Year Longevity (+8/wk or 0.2/hr)
	583.70
	604.30
	622.43
	641.10

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	588.70
	608.42
	626.67
	645.47

	Corporals Probationary
	583.69
	601.20
	619.24
	637.81

	1 Yr Anniv.
	597.04
	614.95
	633.40
	652.40

	3 Yr Anniv.
	603.60
	621.71
	640.36
	659.57

	5 Yr Anniv
	610.32
	628.63
	647.49
	666.91

	6 Year Longevity (+8/wk or 0.2/hr)
	615.32
	636.87
	655.98
	675.65

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	620.32
	640.99
	660.22
	680.03

	Sergeants Probationary
	619.74
	638.33
	657.48
	677.21

	1 Yr Anniv.
	648.18
	667.63
	687.65
	708.28

	3 Yr Anniv.
	661.36
	681.20
	701.64
	722.69

	5 Yr Anniv
	671.89
	692.05
	712.81
	734.19

	6 Year Longevity (+8/wk or 0.2/hr)
	676.89
	700.29
	721.30
	742.93

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	681.89
	704.41
	725.54
	747.31

	Staff Sergeants Probationary
	687.68
	708.31
	729.56
	751.45

	1 Yr Anniv.
	687.68
	708.31
	729.56
	751.45

	3 Yr Anniv.
	698.62
	719.58
	741.17
	763.40

	5 Yr Anniv
	708.75
	730.01
	751.91
	774.47

	6 Year Longevity (+8/wk or 0.2/hr)
	713.75
	738.25
	760.40
	783.21

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	718.75
	742.37
	764.64
	787.58


*See Section 9.5 For Lateral Entry Provisions

	Appendix B

	Police Job Classification and Pay Scale

	Basic Hourly Rates-Effective July 1, 2005 (40 hrs/week)

	
	
	3%
	3%
	3%

	 
	Current Pay 
	July, 2005
	July, 2006
	July, 2007

	JOB CLASSIFICATION
	
	BHR
	BHR
	BHR

	Dispatchers  Probationary
	11.7187
	12.0703
	12.4324
	12.8054

	1 Yr Anniv.
	11.9060
	12.2632
	12.6311
	13.0100

	3 Yr Anniv.
	12.0935
	12.4563
	12.8300
	13.2149

	5 Yr Anniv
	12.2805
	12.6489
	13.0284
	13.4192

	6 Year Longevity (+8/wk or 0.2/hr)
	12.4055
	12.8549
	13.2406
	13.6378

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	12.5305
	12.9579
	13.3467
	13.7471

	Patrolmen Probationary
	12.9490
	13.3375
	13.7376
	14.1497

	1 Yr Anniv.
	13.4552
	13.8589
	14.2747
	14.7029

	3 Yr Anniv.
	13.9616
	14.3806
	14.8120
	15.2564

	5 Yr Anniv
	14.4675
	14.9015
	15.3486
	15.8090

	6 Year Longevity (+8/wk or 0.2/hr)
	14.5925
	15.1075
	15.5608
	16.0276

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	14.7175
	15.2105
	15.6668
	16.1368

	Corporals Probationary
	14.5923
	15.0300
	15.4809
	15.9453

	1 Yr Anniv.
	14.9259
	15.3738
	15.8350
	16.3100

	3 Yr Anniv.
	15.0900
	15.5427
	16.0090
	16.4893

	5 Yr Anniv
	15.2579
	15.7157
	16.1872
	16.6728

	6 Year Longevity (+8/wk or 0.2/hr)
	15.3829
	15.9217
	16.3994
	16.8914

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	15.5079
	16.0247
	16.5055
	17.0006

	Sergeants Probationary
	15.4935
	15.9583
	16.4371
	16.9302

	1 Yr Anniv.
	16.2045
	16.6906
	17.1914
	17.7071

	3 Yr Anniv.
	16.5339
	17.0300
	17.5409
	18.0671

	5 Yr Anniv
	16.7972
	17.3012
	17.8202
	18.3548

	6 Year Longevity (+8/wk or 0.2/hr)
	16.9222
	17.5072
	18.0324
	18.5734

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	17.0472
	17.6102
	18.1385
	18.6826

	Staff Sergeants Probationary
	17.1920
	17.7078
	18.2390
	18.7862

	1 Yr Anniv.
	17.1920
	17.7078
	18.2390
	18.7862

	3 Yr Anniv.
	17.4655
	17.9895
	18.5291
	19.0850

	5 Yr Anniv
	17.7187
	18.2503
	18.7978
	19.3618

	6 Year Longevity (+8/wk or 0.2/hr)
	17.8437
	18.4563
	19.0100
	19.5803

	12 Year Longevity (+$12/wk ($8+$4)or 0.3/hr)
	17.9687
	18.5593
	19.1161
	19.6896


*See Section 9.5 For Lateral Entry Provisions

APPENDIX B

JOB CLASSIFICATION & PAY SCALE

The base rate of pay shall increase by 3% effective the first full pay period in July 1, 2005 for all employees. Subsequent pay rate increases will follow the chart on preceding page.

Retroactivity:  Any wage adjustments caused by the increases set forth in this wage schedule shall be retroactive to July 1, 2005 and shall only apply to those employees currently employed by the Town at the time of signing.

Shift Differential

An increase in the hourly pay shall be made for those hours worked within the following shifts:

4-12 Shift:  $0.10/hour

12-8 Shift:  $0.15/hour

Dispatcher Shift Differential

Dispatchers working the 12:00 PM to 8 AM shift shall receive an additional; $0.25/per hour pay differential for handling Houlton Water Company emergency calls.  It is understood that this differential will cease should the Houlton Water Company cease using the Town of Houlton for this service.

Special Investigations Stipend

A stipend of $33.00 per week / $0.825 per hour shall be paid to officers while temporarily assigned to the rotating Special Investigations position.  The stipend will cease upon relinquishing this position.

APPENDIX C


HOULTON INSURANCE PLANS

A. Health Insurance:

As part of the fringe benefit package offered to employees, the Town currently makes available health insurance coverage to all full‑time, regular employees at a similar benefit level and with a carrier of the Town’s choice.  The Town shall be responsible to make payment for the entire premium cost of coverage.  Employees shall contribute in accordance with the insurance schedule which is recommended by the Town Manager and adopted by the Town Council from time to time.

The Town Council will determine the levels of benefits and amounts of coverage of the insurance plan of all eligible Town Employees in order to provide the best possible coverage within the guides of budget appropriations so long as benefit levels remain similar.

For a full-time, regular employee who is out of work as a result of a work related illness or injury and who is receiving workers' compensation, the Town shall provide insurance benefits to the same amount as to all other employees for a period of one year from the date of the work related illness or injury.  Thereafter, the employee may continue such coverage, at his own expense, as long as is permissible by laws and agency policies.

In the event of the death of an insured employee, the employee's spouse and/or children may remain on the Town's group policy provided that the spouse and/or children were covered under the policy prior to the employee's death.  Total cost of coverage shall be paid for by the surviving spouse/children.  This provision applies as long as it is permissible by laws and insurance carrier policies.

At the first opportunity following the signing of this contract the town will convert to the MMHT’s Comprehensive Health Plan.  

As of the first pay period following the implementation of the Comprehensive Health Plan, employees will contribute on a weekly basis towards the cost of their health insurance according to the following table, and these contribution amounts shall be caps on contributions for the duration of the contract expiring on June 30, 2008.

	Insurance Classification
	Weekly Contribution

	Employee Only

Employee With Child

Family Plan
	$5.95

$12.50

$12.50


Mandatory Benefits:

The town shall comply with all applicable federal and state laws.  Some of the included mandated benefits are:  unemployment insurance and COBRA benefits.

Life & Cancer Insurance, Income Protection and Disability Income.  

The town makes available to employees life insurance, cancer insurance, income protection and accident and sickness benefits basing the amount on earnings.  These programs are strictly voluntary and because of the expense, the town asks that the employee contribute to the cost in the form of payroll deductions.  Detailed information on these plans is available from the town manager's office.  The employer does not participate in all available plans.  The insurance shall be provided at a benefit level and through a carrier of the Town’s choice.

APPENDIX D


HOULTON RETIREMENT PLAN

Retirement

The Town of Houlton is a participating district (PLD #10) in the Maine State Retirement System for the benefit of all full-time, regular employees (25 years/age 60).  The system provides various options for retirement, disability benefits, and survivor benefits.  Membership in the MSRS as it applies to the Town of Houlton is optional effective September 1, l982 (See MSRS 5 Sec 1092).  

The participating plan converted to the MSRS Consolidated Plan as of July 1, 1996 per 5 M.S.R.S.  section 18252.

.

Employees who are currently members of MSRS may withdraw from the system at their own discretion (5 MRSA Sec. 18252.2).  Withdrawn employees may not make any contributions to the system.  Pursuant to 5 MRSA Section 18252.3, employees who have withdrawn may choose to rejoin within three years of their withdrawal and must repay the withdrawn contributions.  Pursuant to 5 MRSA Section 18252.4, employees who have withdrawn may choose to rejoin after three years of their withdrawal, but may not repay the withdrawn contributions.

An employee who twice makes the election to withdraw under 5 MRSA 18252.2 while employed by the Town of Houlton may not again rejoin MSRS while an employee of the Town.


RETIREMENT NOTIFICATION AND PROCESS:


Requires six (6) months advance time to process the paperwork.  Employee should

notify the Town Office and the Maine State Retirement System.  The retirement form is 

available at the town office and must be signed before the town will process any 

paperwork.

Effective July 1, 2002,  the Town will adopt the provisions of  5 M.R.S.A. (17852(4)) allowing police officers to retire after twenty-five (25) years of service as a police officer, at age 55, on a one-half (½) service retirement allowance.

The provision of Maine State Retirement System, in effect for the Town as of July 1, 2002, shall remain in effect for the duration of this Agreement.  If the Legislature makes changes to the existing Maine State Retirement System Local Participating District Plans, then the Town shall select by N/A, 2003  a retirement option within the system which is comparable to or greater than the provision which has been in effect since March 31, 1992.

Any employee electing to convert an existing 25/60 retirement plan to 25/55 retirement plan shall do so at the sole expense of the employee and Town shall incur no expenses for said conversion.  Any election to convert from the 25 years/60 years of age retirement plan shall be made during the term of this contract.

APPENDIX E


EDUCATION INCENTIVE PROGRAM

Effective July 1, 2002, 2002 sworn law enforcement officers (dispatch excluded) covered by this Agreement shall receive pay increases in accordance with the following schedule for college credits in a curriculum related to the professional development of a police officer.

                                                                                 


% of Pay

Attainment of thirty (30) degree hours


2% of weekly pay

Attainment of sixty (60) degree hours


1% (+2%) of weekly pay

Attainment of ninety (90) degree hours


1% (+3%) of weekly pay

Attainment of one‑hundred and twenty 

(120) degree hours



1% (+4%) of weekly pay



APPENDIX F


TOWN OF HOULTON


EMPLOYEE SICK LEAVE CERTIFICATION


FOR

_______________________________

PRINT EMPLOYEE'S NAME

This individual is employed by the Town of Houlton.  As such, he is engaged in rendering essential public services which have a direct effect on the health and welfare of the citizens of the Town.  His presence at work is required and necessary.

You are asked to certify if he is physically incapacitated from work of any kind.  The following information is required before the employee can receive sick leave credit: (If applicable the following information is also needed for the employee's spouse or children.)

1.  Date of examination:

2.  Nature of illness (your diagnosis):

3.  Major Clinical Findings (fever, blood count, etc.):

4.  Medication and/or Treatment Prescribed:

5.  Is this employee incapacitated to an extent which precludes

     him from doing work of any kind: _____Yes _____No

6.  Beginning date of incapacity_______________.

7.  Ending date or probable ending date of incapacity_____________.

8.  Special Instructions or Work Restrictions:
































____________________________________

Signature of examining Physician

APPENDIX G


WORKERS' COMPENSATION

A.  Workers’ Compensation

All categories of employees are eligible for benefits under the Worker's Compensation Act for a personal injury or compensable illness arising out of and in the course of job performance.  The Town will pay the full cost of Worker's Compensation Coverage.


Part‑time

Part‑time and on‑call employees who hold a position with another employer will be inactivated from the Town if out on Workers' Compensation with the full‑ time employer.


a.  Period not covered by Worker's Compensation.

Charges shall be made against sick leave accruals for the legal waiting period not covered by the State Worker's Compensation Act.

 

b.  Use of Sick Leave and Vacation.

After the payment and use of worker's compensation, charges shall be made against sick leave accruals, if any, and an employee may elect to use his accumulated vacation after sick leave accrual is used.

c.  Holiday Time

Employees who, at the occurrence of any of the aforesaid holidays, are out of work as a result of a work related illness or injury and who are receiving, Workers Compensation shall be paid for the number of hours equal to one regular work day/shift for each holiday occurring within one year of the work related illness or injury.  Following the expiration of one year from the date of a work related illness or injury, employees shall not receive further holiday compensation.

d.  Vacation Time

After a 30 day absence, an employee shall not accrue vacation time during any period in which he is out of work due to a work related illness or injury and receiving workers' compensation.

e.  Coordination of Sick Leave with Workers’ Compensation: 


A)  Period COVERED by Workers’ Compensation

If an employee is receiving sick leave with pay and is determined to be eligible for compensation under Workers’ Compensation, then effective on the date of determination of eligibility for Workers’ Compensation, sick leave shall terminate and the employees shall receive payment directly from Workers’ Compensation.


B)  Period NOT covered by Workers’ Compensation

Charges shall be made against sick leave accruals for the legal waiting period not covered by the State Workers’ Compensation Act (i.e., two weeks).  If within this two-week period a determination of eligibility is made, then one of the following will apply:

1.
If employee is determined to be eligible, then sick leave shall terminate and payment shall be made directly to the employee by Workers’ Compensation effective on the date of determination of eligibility.

2.
If employee is determined not to be eligible, then sick leave with pay shall continue in keeping with Town policy regarding sick leave.

If determination of eligibility has not been made within this two-week period, then at the end of the two week period the employee shall receive payment from the Town in an amount equal to two-thirds (2/3) of the employee’s basic weekly salary.  Upon final determination of eligibility by Workers’ Compensation, the amount of payment and charges against the employee’s accrued sick leave time will be pro rated as follows:

3.
If determined to be eligible, then REPAYMENT will be made to the Town by the employee for all time covered by Workers’ Compensation and said time will not be charged against the employee’s accrued sick leave.  If repayment is not made to the Town, the time will be charged against the employee’s accrued sick leave pro rated against his/her weekly base wages.

4.
If determined not to be eligible, then for the period of time the employee received two-thirds (2/3) of his/her base weekly pay the Town will either pro rate the amount of sick leave used (i.e., one day of 2/3 base pay equals 2/3 day of sick leave)  and apply the regular sick leave policy for any remaining sick accrued, or will pay the additional one-third (1/3) base weekly pay for the time employee received two-thirds (2/3) of base weekly pay and the full amount of time shall be charged against the accrued sick leave.

5.
If the total accrued sick leave is used in 1 through 4 above, the payment from the Town shall stop at that point.

6.
Absence covered by Workers’ Compensation will not be charged against accrued sick leave.


C)  Use of Sick Leave and Vacation

After the payment and use of Workers’ Compensation, charges shall be made against sick leave accruals, if any, and an employee may elect to use his/her accumulated vacation after sick leave accrual is used.

IN  WITNESS WHEREOF the parties hereto have executed the Agreement this ______ day of ____________________, 2006. 

TOWN OF HOULTON



MAINE ASSOCIATION OF POLICE

By:_______________________


By:_________________________


Douglas R. Hazlett
Daniel Felkel, Esq.

     Town Manager
Attorney

     Town of Houlton
MAP


By:








Thomas Donahue


Unit Steward


Houlton Unit, MAP

Contact List for January, 2006

Police Department

Unit Business Agent

Name:

Daniel Felkel

__________________



Address:
Troubh, Heisler and Piampiano, P.A., P.O. Box 9711


Town:

Portland, Maine  04104-5011







Phone:

1-800-780-6789    ________________



Unit Steward/President

Name:

Thomas Donahue



____________

Address:










Town:

Houlton, ME  04730








Phone:

532-9929







Town Manager

Name:

Douglas R. Hazlett   __
___________________


Address:
21 Water Street







Town:

Houlton, Maine  04730







Phone:

532-7111 (w)    _____________




Police Chief

Name:

Dan Soucy








Address:
21 Water Street (mail)







Town:

Houlton, ME  04730








Phone:

532-2287 (w)   _______
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