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Appendix A

Appendix A-1
ARTICLE ONE – PREAMBLE

Pursuant to the provisions of the Municipal Public Employees Labor Relations Act (Title 26, M.R.S.A. 961 through 974,1969, as amended), the parties hereto have entered into this Agreement in order to establish mutual rights, preserve proper employee morale and to promote effective and efficient operations

ARTICLE TWO – RECOGNITION

The Town recognizes the Union as the sole and exclusive bargaining agent for the purpose of negotiating salaries, wages, hours, and other conditions of employment for all its eligible employees within the bargaining unit in the Police Department, consisting of the positions of Sergeant, Corporal, Police Officer and Police Dispatcher, and excluding reserve officers, as determined in accordance with the Municipal Public Employees Labor Relations Act.

ARTICLE THREE – ACCESS TO PREMISES

With permission of the Police Chief or Town Manager authorized representatives of the Union may enter Town premises during normal working hours for the purpose of investigating pending disputes and for the purpose of carrying into effect the provisions of this Agreement. Such visits by such representatives shall not interfere with departmental operations. The Town may require the showing of positive identification.

ARTICLE FOUR – CHECK-OFF
The Town shall deduct regular weekly dues ($7.00 per week) and any initiation fees upon receipt of signed authorizations from the members (a copy of which is to be retained by the Town) and a certified statement from the Maine Association of Police as to the amount for dues. The Town shall forward all such dues so collected to the Maine Association of Police within ten (10) days after the end of each month in which deductions were made. The Association shall indemnify and save the Town harmless against all claims and suits which may arise by reason of any action taken in making deductions of said dues and remitting the same to the Association pursuant to this Article.

ARTICLE FIVE – MANAGEMENT RIGHTS

The Town retains all rights and authority to manage and direct the department, its operations, and its employees except as otherwise specifically provided in this Agreement.

ARTICLE SIX – PRESIDENT AND VICE PRESIDENT
A.
The Town recognizes the right of the Association to designate one (1) President and one (1) Vice President. The Association shall notify the Town of the name of President and Vice President. The authority of the President and Vice President so designated by the Association shall be limited to, and shall not exceed, the following duties and activities:

1.
The investigation and presentation of grievances in accordance with the provisions of the collective bargaining agreement; and

2.
The transmission of such messages and information which shall originate with and are authorized by the Association or its officers, provided such messages and information have been reduced to writing.

B.
The time spent by the President or Vice President during regular scheduled working hours in carrying out the authorized duties and activities described in this Article shall be by permission of the Chief of Police or Town Manager and shall be limited to two (2) hours per week for the President and Vice President combined. The Vice President shall serve only in the President’s absence from work for his shift. Such time spent in the duties and activities described in this Article shall be considered time worked.

ARTICLE SEVEN - COMPENSATION CLAIMS

The Town agrees to cooperate toward the prompt settlement of employee on-the-job injury claims when such claims are due and owing as required by law. The Town shall continue to provide Worker’s Compensation protection for the duration of this Agreement, and to adhere to Worker’s Compensation Act.

In the event that an employee is injured on the job, the employer shall pay such employee his day’s wages for that day lost because of such injury. An employee who is injured on the job and is sent home or to a hospital or who must obtain medical attention shall receive pay at the applicable hourly rate for the balance of his regular shift on that day. An employee who has returned to his regular duties after sustaining a compensable injury and who is required by the Worker’s Compensation doctor to receive additional medical treatment during his regularly scheduled working hours shall be allowed to utilize sick leave for such treatment.

The employee may draw upon sick leave during the initial seven-day waiting period. Upon receiving Worker’s Compensation, the employee may draw upon the sick leave account to make up the difference, if any, between Worker’s Compensation and their regular pay, but only until sick leave is exhausted. While out on Worker’s Compensation, employees will maintain seniority, but will not accumulate paid leave benefits. The Town will cover the employee’s Health Insurance for at least 90 days after the determination of eligibility for Worker’s Compensation. Periods longer than 90 days may be extended by the Board of Selectmen after review. The employee may continue to participate in the Health Insurance Program after the 90 day period by paying both the employer and employee’s share of costs.
ARTICLE EIGHT – HOLIDAYS
The Town shall observe the following holidays. Employees shall be paid for a normal 8-hour working day upon hire.

	New Year’s Day
	Independence Day
	Day after Thanksgiving

	Martin Luther King’s Birthday
	Labor Day
	Day before Christmas 

	President’s Day
	Columbus Day
	Christmas Day

	Patriot’s Day
	Veterans’ Day
	

	Memorial Day
	Thanksgiving
	


The Town shall observe half days of work on the following days and employees shall be paid for a normal 8-hour working day: Good Friday. Employees not working Good Friday will receive 4 hours of pay.

Employees who do not work on a holiday shall receive holiday pay computed at their regular straight time hourly rate for the number of hours for which they are normally and regularly scheduled to work immediately prior to the holiday, up to a maximum of eight hours. Employees who do work on any holiday observed by the Town shall be paid time and one-half in addition to the eight hours of holiday pay. Employees who do work on Christmas or New Year’s Day shall be paid double time for actual hours worked in addition to the eight hours of holiday pay.

Compensatory Time-Off

Holiday pay shall be paid in the form of compensatory time off for the base holiday hours or as a cash payment at the base hourly rate of pay. 
Holiday Compensatory Time
At the beginning of each quarter, each employee will be credited with 27 hours of holiday compensatory time that must be used by the end of the following quarter (e.g., the 27 hours of compensatory time granted in the January 1 to March 31 quarter must be used by June 30). Any holiday compensatory time not taken by the end of that quarter will be paid to the employee in cash at the employee’s regular rate of pay.

Sick leave comp time earned in accordance with Article 11 shall be credited as earned on a monthly basis. Any sick time earned must be used by the end of the following quarter. If not, it shall be paid in cash at the employee’s regular rate of pay.

For the purposes of this section, the quarters shall be July-September, October-December, January –March, and April-June.

The employer may reconcile holiday comp time credited to the employee against what time would have been earned at the time of severance. Any sick leave comp time on the books on June 30, 2006 must be used by September 30, 2006. Employees may cash out all of the sick leave comp time on the books on June 30, 2006.
ARTICLE NINE – VACATIONS

Paid vacations shall be granted in accordance with the following table:


Continuous Months of Service
Accumulation

0 to 12 months (1st yr)

One-half (1/2) day (4 hours) per month


13 to 60 months (2-5 yrs)

One (1) day (8 hours) per month


61 to 120 months (6-10 yrs)

One and one-quarter (1-1/4) days (10 hours) per month


121 to 168 months (11-14 yrs)
One and one-half (1-1/2) days (12 hours) per month


169 to 240 months (15-20 yrs)
One and three-quarters (1-3/4) days (14 hours) per month


241+ months (20+ yrs)

Two (2) days (16 hours) per month

*Accumulation in hours per month

For vacation requests received between January 1 and March 30 of each calendar year, vacations shall be awarded with the most senior employee having preference.

For vacation requests made after April 1, vacation shall be awarded on a first come-first serve basis. The Police Chief must approve all vacations, and in particular, must approve vacations taken for consecutive weeks. The Police Chief may limit the number of employees who may be on vacation at any one time.

Two weeks and two weeks only of vacation time may be carried over to a new fiscal year. The Chief of Police shall be notified of an employee’s intention to carry two weeks forward two months before the start of a new budget year.

Persons desiring to receive compensation in cash rather than time off may do so only with the approval of the Madison Board of Selectmen and the Town Manager. In no such case shall the employee be compensated for more than one week. Such compensation shall be for good and valid reason such as financial emergency or inability to leave work.

An employee shall be entitled to the full vacation benefit indicated on the above schedule only upon completion of the time of service listed.

ARTICLE TEN – SICK LEAVE

Sick time shall be accrued at the rate of 8 hours per month. A total of 360 hours may be accumulated and no more.

An employee who accumulates sick leave hours above the 360 hours shall convert all such hours to compensatory time off at a ratio of 2 to 1 (e.g. 8 hours = 4 hours compensatory time off) accumulative to a maximum of forty (40) hours at any time.

Employees who resign in good standing (fourteen (14) calendar days notice in advance of last day worked) or retires, shall receive payment for accumulated sick leave at the date of resignation or retirement in accordance with the following schedule:
	1-19 years service
	25% of accumulated leave

	20+ years of service
	50% of accumulated leave

	25+ years of service
	75% of accumulated leave


Sick leave shall be utilized for non-job-related sick leave or illness of the employee, and for use when the employee is needed to attend to a sick spouse or member of the immediate family who resides in the employee’s household.
All employees are required to report any injuries or illness that will require the employee not to report to work to the Chief of Police or his/her designee in a timely manner (so that a replacement may be found). Any employee, if requested, must submit himself or herself to an examination by a doctor chosen by the Town if so directed. The Town will only be responsible for the examination costs if an employee has been directed to report for an examination.

An employee may request a sick leave extension without pay if the employee is unable to work after exhausting all sick leave benefits accrued. The Madison Board of Selectmen may grant extension of sick leave for a period not to exceed three (3) months following the exhaustion of normal sick leave benefits. During the extended sick leave, the employee will retain all benefits and privileges granted to the employee within the category of employment he belonged to at the time of his illness or injury except that the employee will not accumulate paid leave benefits.

In the event the doctor’s report shows no evidence of any illness or injury justifying continued absence from work or if the employee refuses to submit himself for examination, the employer shall take appropriate disciplinary action: including, but not limited to, dismissal.
ARTICLE ELEVEN – PHYSICAL FITNESS

Whenever the Town Manager or Chief of Police has reason to believe that the physical or mental condition or fitness of an employee is endangering his own health and safety, or the health and safety of others and/or the ability to perform his or her job duties, the Town Manager or Chief of Police may require that the employee submit to a medical examination conducted by a physician designated by the Town Manager or Chief of Police, such examination to be paid for by the Town. 
ARTICLE TWELVE – PENSION AND INSURANCE

All employees shall be given an opportunity to enroll in town-sponsored plans upon their entry into the Town’s employ, and thereafter depending upon the specified open enrollment periods of the plans.

RETIREMENT

The Town will match up to 6% per week towards any retirement plan approved by the Madison Board of  Selectmen or the equivalent percentage granted to non-union employees
MEDICAL AND HOSPITAL INSURANCE

The Town will pay one hundred percent (100%) of the cost of  MMA’s POS C Benefit Plan (the Group Hospital, Surgical, and Major Medical premiums at the Single, Two-Person, Family, or Adult/Child(ren) plan as appropriate for all eligible employees through a plan approved by the Madison Board of Selectmen. The Town shall retain the option to provide an alternative plan of its choice. Provided minimum benefit levels currently received will be maintained.

INCOME PROTECTION INSURANCE
The Town agrees to allow employees to obtain income protection insurance through the Maine Municipal Association, or an equivalent plan, the cost to be fully borne by the employees.

POLICE LIABILITY INSURANCE

The Town will provide a Police Liability Insurance Plan or continue to indemnify up to 2003 policy limits.

Call-Back Pay - (includes Off-Duty Court Appearances and Special Details)
The Town agrees to pay a minimum of two (2) hours pay at the straight time hourly rate plus “time actually worked” for all hours for which an employee is called back. Callback pay minimums and “time actually worked” shall not be paid for any hours annexed consecutively to the beginning or end of a shift, nor to scheduled overtime. Callback pay for off-duty court appearances is limited to one 2-hour minimum per day. This section shall not apply to training assignments or departmental meetings.

ARTICLE THIRTEEN – PAY SCHEDULE

The Town agrees to pay the following minimum rates as base hourly pay as presented in Appendix A and Appendix A-1. 
















The Town, with 30 days notice, may shift from issuing a weekly pay check to a biweekly pay check.
ARTICLE FOURTEEN – BEREAVEMENT LEAVE

In the event of the death of a member of the immediate family, an employee shall be credited with three-(3) days leave. In the event of the death of a spouse or child, an employee shall be credited with five (5) days, to attend to family matters. During such leave employee shall be paid regular salary for hours scheduled to work. Notice shall be provided to the supervisor who shall clear the request with the Town Manager. Arrangements for additional days off without pay may be made with the Chief of Police and Town Manager’s approval. 

Immediate family members include: husbands, wives, sons and daughters, father or father-in-law, mother or mother-in-law, sister or sister-in-law, brother or brother-in-law, or significant other. In the case of other relatives acting in the capacity of an immediate family member, the Town Manager shall have the discretion to decide whether the bereavement falls within the intent of this section.

ARTICLE FIFTEEN – LEAVE OF ABSENCE
A regular employee may be granted a leave of absence without pay by the Chief of Police when approved by the Town Manager for a period not greater than one year. A leave of absence may be extended only with permission of the granting authority. Failure of an employee to return to work at the expiration of the leave without having arranged for an extension will be deemed a resignation. The Union shall be notified, in writing, of any such leave of absence within one (1) week of the effective day, if possible. If, due to emergency, the leave of absence is granted, notification to the Union will be made as soon as possible thereafter. The leave of absence shall be used only for the purpose for which it was originally approved unless modified with permission of the granting authority.

Although the leave shall be without pay or benefits, seniority rights shall be maintained during a leave of absence. However, no additional seniority will accrue while the employee is out on an unpaid leave of absence. Failure to comply with the provisions of this Article shall result in the loss of seniority rights. Employees may choose to continue insurance benefits for the duration of the Leave of Absence by assuming both the Employer and Employee contribution.

ARTICLE SIXTEEN – HOURS OF WORK AND OVERTIME

The workweek, for payroll purposes, begins on each Monday at 0600 hrs. and ends on the following Monday at 0559 hrs. 

The Town will utilize eight (8) hour shifts and the officers will continue to work forty (40) hours per week over a one hundred sixty eight (168) hour period. The work schedule in effect upon the signing of this agreement  shall stay in effect for the life of this agreement; unless altered in compliance with this article.

It is recognized that the work schedule and employee’s daily and weekly shift assignments are based on the operating requirements and budgetary restraints of the Police Department and are subject to change. The Chief of Police may alter the present work schedule in emergency situations lasting no longer than six (6) weeks, at times when the operational needs of the department would be better served by such change (e.g. when a officer is away at school/training for extended periods of time), or by mutual agreement with the employee(s) affected by such change. The Chief of Police shall retain the ability to split shifts and to vary work schedules to the extent permitted in the work schedule presented in this article.
It is also recognized that stability in one’s work schedule is extremely important. Therefore, no changes to the present work schedule or day off rotation would be made to avoid the payment of overtime, and without due regard for fairness to all departmental employees. All employees, covered by this agreement, would be expected to work approximately the same number of rotating shifts and at approximately the same interval as everyone else for the life of this agreement. An employee’s day off schedule will not be altered for the life of this agreement; unless mutually agreed to by all parties affected by the proposed change.

Should the Union or the Town desire to reopen the work schedule, not withstanding the above listed guidelines, the party wishing to negotiate the change(s) will serve the other with a written notice requesting a meeting for that purpose. The party, so served, will respond within ten (10) calendar days after receiving such request and a mutually agreeable date will be established for such meeting. If no resolution can be reached, after good faith negotiations, then the procedure as outlined in Article Thirty-One (31) – Grievance Procedure - will be followed.

In cases of unscheduled absences, Full-Time employees will be given priority in the filling of open shifts or details. In the event that no Full-Time Officer wishes to fill the open shift or detail, then a Reserve Officer will be utilized if available and qualified. In cases where no Full-Time Officer agrees to work and no qualified Reserve Officer is available, then the next Full-Time Officer on the call-in list will be contacted and assigned to fill the opening. Full-Time Officers who are forced in to fill a vacant shift in the preceding scenario who were on vacation, comp day or any other paid leave shall have that leave account credited for the time ordered in. A rotation list, based on seniority, will be maintained for this purpose. Officers who can not be contacted or refuse to work a shift or detail will be rotated to the bottom of the list. 

In cases of scheduled absences, i.e. vacations, training assignments, leave of absences long term illnesses, worker’s compensation in excess of five days, etc., Reserve Officers may be given priority over Full-Time officers if available and qualified.

Overtime:

All hours actually worked in excess of forty (40) hours in any seven (7) day work period will be paid at the appropriate rate of one and one half (1-1/2) times the straight hourly rate of pay for that unit member. For the purpose of this Article, “hours worked” shall not include time compensated for by sick leave, vacation, bereavement leave, or compensatory time off in the computation of overtime. There shall be no pyramiding of overtime.





1. 
2. 
3. 
4. 

5. 





· 

NEW SCHEDULE

Beginning July 1, 2006

Beginning on July 1, 2006 the shift rotation will be as follows:

6. “A” Shift = 0600 hours (6 a.m.) to 1400 hours (2 p.m.). The officer on this shift will work from Wednesday through  Sunday and have Monday and Tuesday off.

7. “B” Shift = 1400 hours (2 p.m.) to 2200 hours (10 p.m.), The officer on this shift will work from Friday through Tuesday and have Wednesday and Thursday off.

8. “C” Shift = 2200 hours (10 p.m.) to 0600 hours (6 a.m.). The officer on this shift will work from Sunday through Thursday and have Friday and Saturday off.

9. “D” Shift = 0600 hours (6 a.m.) to 1600 hours (4 p.m.) on Monday, Tuesday and Wednesday 1700 hours (5 p.m.) to 0300 hours (3 a.m.) on Thursday. The officer on this shift will work from Monday through Thursday and have Friday, Saturday and Sunday off.

The hours of work for this shift will be flexible in accordance with the current labor agreement. The duties will be as outlined by that agreement.

10. “E” Shift = 1700 hours (5 p.m.) to 0300 hours (3 a.m.) Friday, Saturday, Sunday and Monday.

11. “Swing” Shift = 0600 hours (6 a.m.) to 1400 hours (2 p.m.)

Tuesday 1400 hours (2 p.m.) to 2200 hours (10 p.m.)

Wednesday and Thursday
2200 hours (10 p.m.) to 0600 hours (6 a.m.)

Friday and Saturday


The officer on this shift will work from Tuesday through Saturday and have Sunday and Monday off.
· There is a built in “swap” on the second and fourth weeks of each rotation between “C” Shift and “Swing” Shift. The “Swing” Shift works from 2200 hours to 0600 hours on Thursday and the “C” shift works from 1400 hours to 2200 hours*

· The flexibility of the ‘D’ and ‘E’ shifts described above permits the hours to be shifted or altered to fill scheduled absences, work on investigations, etc. within scheduled workdays.               

ARTICLE SEVENTEEN – AMERICANS WITH DISABILITIES ACT AND 
FAMILY MEDICAL LEAVE ACT

    The Town agrees to adhere to the Americans with Disabilities Act and the Family Medical Leave Act.

ARTICLE EIGHTEEN – OUTSIDE EMPLOYMENT

Unit members may participate in employment outside of the job held with the Town, provided that said employment does not adversely affect the employee’s performance or availability to work in call-out situations when the job position requires availability for call-out.

ARTICLE NINETEEN – HEALTH AND SAFETY

The Union recognizes the right of the Town to establish reasonable rules and regulations for the safe, sanitary and efficient conduct of the Town’s business and reasonable penalties for the violation of such rules and regulations.

The Town is responsible for meeting safety standards which are considered to be minimum standards required by the Occupational Safety and Health Act of the State of Maine.

The Town shall provide proper safety devices for all employees engaged in work where such devices are necessary. Such devices, where provided, must be used as intended. Police Officers covered by this agreement shall wear body armor at all times while on duty unless exempted by the Chief of Police for specific reasons. 

Police Officers will wear seat belts while in the cruiser except when performing door checks.

If a member of the unit believes that a patrol vehicle or equipment to be unsafe, he shall notify his superior who, in turn, shall arrange for or conduct an appropriate inspection and shall determine whether the vehicle or equipment is safe for use.

Any employee involved in any accident shall report to his immediate, non-unit superior, said accident, and any physical injury sustained, as soon as possible. Said report will be made on a proper form provided by the Town.

ARTICLE TWENTY – BULLETIN BOARDS

The Town agrees to provide suitable space for and maintain a bulletin board in a suitable work location. The Union shall limit its use of the bulletin board to official Union business such as meeting notices and Union bulletins.

ARTICLE TWENTY-ONE – JURY DUTY

An employee called for jury duty on days falling within his usual work period for the Town shall be paid for those days the difference between the compensation he would have received from the Town and any fees from the court for such services.

ARTICLE TWENTY-TWO – IN-SERVICE TRAINING

 It will be the responsibility of the Chief of Police to provide in-service training of employees for the purpose of improving the quality of services rendered to the citizens of the Town of Madison and to assist employees to prepare themselves for advancement within the service. The Chief of Police or his/her designee shall establish standards for training programs, see that training is carried out as approved, and prepare certificates or other documents in recognition of employees who satisfactorily complete approved courses and programs. It will be the responsibility of the Town Manager to provide assistance to department heads in developing and conducting training to meet the specific needs of the department and develop supervisory and management training and other types of training programs common to all departments.

ARTICLE TWENTY-THREE – EMPLOYEE EDUCATION

Employees attempting to further their education by taking courses at local colleges or other learning institutions may be reimbursed for their expenses as follows:

100% for tuition and books if the course is determined by the Chief of Police with the approval of the Town Manager to be directly related to the employee’s job or fulfills an elective requirement towards the completion of a job related degree program.

Said reimbursement will be made only if funds are provided for that purpose in the annual police budget. It will be the responsibility of each officer to provide the Chief of Police with a written request for reimbursement for educational expenses before January 1 of each year.

The Town will recognize employees who have obtained a Degree in Criminal Justice by granting a one-time cash award equivalent to 20 times the employee’s straight time hourly rate of pay.

The Chief of Police shall present the Town Manager with a employee education plan and costs for each employee requesting educational reimbursement by January 31, of each year, for the Town to consider in its next budget.

ARTICLE TWENTY-FOUR – TRAVEL REIMBURSEMENT

All employees authorized by the Chief of Police to use their personally owned vehicles in place of departmental vehicles for transportation involving non-emergency functions (i.e. training, meetings, court, etc.), other than travel to and from work, shall be reimbursed at the rate in effect for employees of the State of Maine. Said reimbursement to compensate for gas, oil, vehicle depreciation, insurance, etc. and shall be the Town’s total contribution. The Town shall not reimburse employees by supplying gasoline for use in the employee’s vehicle.

All employees requesting reimbursement shall be required to submit the request on a “Mileage Reimbursement” form available through the Town Manager’s office. The employee shall completely identify the miles traveled, starting and ending odometer readings, and the purpose of the trip. Costs such as tolls and parking fees shall be added if actual expense occurred. Receipts are required for such reimbursement.

Employees shall be responsible for notifying their insurance companies that their vehicle or vehicles are used for business purposes. Personally owned vehicles shall not be utilized in lieu of an authorized emergency vehicle for any patrol, pursuit, or other purpose without the expressed authorization of the Chief of Police. Insurance on any privately owned vehicle shall remain the responsibility of the officer.

The Town shall include and pay the cost of the meals offered as part of courses at the Maine Criminal Justice Academy for all unit members who attend authorized programs at the Academy. Receipts are required for reimbursement of actual expenses.

ARTICLE TWENTY-FIVE – SEPARATION OF EMPLOYMENT

Upon separation, the Town shall pay to the employee all wages owed, and any vacation pay due. Such wages and accrued vacation pay will be paid at the next regular payday provided that all issued equipment, tools or clothing have been returned in accordance with departmental policy.

In all cases of voluntary separation the employee shall provide the Town with written notice of intent to terminate employment fourteen (14) days prior to such termination.

ARTICLE TWENTY-SIX – PROBATIONARY PERIOD

Any Police Officer who has not graduated from the Maine Municipal Police Academy is considered on probation. The Town may discharge this type of employee with out being subject to the Grievance and Arbitration Procedures of this Agreement.

The first year of employment after graduation from the Maine Municipal Police Academy shall be considered a  probationary period to permit the Town to determine a new employee’s fitness and adaptability for the work required. Said employee shall recognize benefits upon hire. The Town may discharge any new employee of this type without such discharge being subject to the Grievance and Arbitration Procedures of this Agreement.
Any new Dispatcher shall serve a probationary period of six months from their date of hire. The Town may discharge this type of employee with out being subject to the Grievance and Arbitration Procedures of this Agreement.

Any new Police Officer who has graduated from the Maine Municipal Police Academy and has previously served as a Police Officer in another jurisdiction/organization shall serve a probationary period of six months from their date of hire. The Town may discharge this type of employee with out being subject to the Grievance and Arbitration Procedures of this Agreement.


ARTICLE TWENTY-SEVEN – SENIORITY LISTS

The Town shall establish seniority lists for this Unit, with the employee with the greatest seniority (years of service) listed first and all other members listed in descending order. The seniority list shall be amended as circumstances warrant.
Said list, and all amendments thereto, as the same are promulgated, shall be posted in a conspicuous place at the Police Department for a period of not less than thirty (30) days, and conformed copies thereof shall be sent to the Secretary/Treasurer of the Union. In addition thereto, said list, as amended, shall be brought up to date on July 1, of each year. Any objections to the seniority list, as posted, must be reported to the Town Manager or his/her designee, within ten (10) days from the date posted or it shall stand as accepted, whereupon it shall take full force and effect.

Seniority, for the purposes of this Agreement, shall be interpreted to mean length of continuous service within the Unit only from the date of the last hire. Seniority shall be a factor in promotions, if employees are otherwise substantially equally qualified, and shall be the determining factor in all matters affecting layoff and recall.

Current employees will be considered for promotional opportunities within the Unit prior to advertising outside the department.

In the event it becomes necessary for the Town to lay off employees for any reason, employees shall be laid off in the inverse order of their seniority, by classification and bumping rights. All affected employees shall receive a two (2) calendar week advance notice of layoff, and the Town shall meet with the affected employees prior to the occurrence of layoff. Employees shall be recalled from layoff according to their seniority. No new employees shall be hired until all employees on layoff status have been afforded recall notices. Any employee laid off shall remain on recall status for fifteen (15) months.

The Town will offer a laid off employee any vacancy in other Town departments as long as the employee is qualified for the position vacancy. The employee taking another position within the Town government will not affect recall to a position within the Police Department.

ARTICLE TWENTY-EIGHT – NON-DISCRIMINATION
The Town and the Union agree not to discriminate against any individual with respect to hiring, compensation, terms or conditions of employment because of such individuals race, color, religion, sex, national origin, age or condition of handicap, except where based on a bona fide occupational qualification, nor will limit, segregate or classify employees in any way to deprive any individual employee of employment opportunities because of race, color, religion, sex, national origin, age, or condition of handicap, except where based on a bona fide occupational qualification.

The use of a male or female gender of nouns or pronouns is intended to refer to all employees in job classification, regardless of sex.

ARTICLE TWENTY-NINE – COMPLAINTS AGAINST A POLICE OFFICER

Whenever a complaint from the public is lodged against a Police Officer, the following procedures will be followed:

a.
The complainant and the Chief of Police will attempt to solve the problem informally.

b.
If the complaint cannot be resolved at the informal level (A), then the complaint shall be reduced to writing and shall define the specifics of the complaint including the names of the witnesses. A copy shall be provided to the Chief of Police and the Town Manager.

c.
A copy of the complaint will be supplied to the officer complained against by the Chief within five (5) workdays after receipt of the written complaint. The Chief, his designee, or other official designated by the Town Manager will investigate the complaint.

d.
The investigation will be completed without unreasonable delay and no more than thirty (30) days after receipt of the written complaint.

e.
Upon  completion of  the investigation, a meeting will be held with the Chief of Police and the officer complained against. The officer will be informed that the complaint will be acted upon and in what manner, the complaint has been withdrawn, or any other intended disposition of the complaint including the initiation of an investigative hearing from the Chief or other official designated by the Town Manager with the officer and complaining party present. Said hearing will be held within ten (10) workdays after the Step (E) meeting.

f.
Should the Police Chief choose not to hold an investigative hearing, then the officer complained against may initiate such a hearing within five (5) workdays after the Step (E) meeting. Said hearing will be held within ten (10) workdays of the officer’s request.

g.
The Chief or designated hearing officer shall issue a decision in writing within ten (10) work days after the investigative hearing, or if no hearing is held, then the Chief may issue a decision anytime after five (5) work days but no later than ten (10) work days after the Step (E) meeting.

h.
The Town Manager or Chief may place an officer on administrative leave, with pay, during the investigation phase.

i.
Time limits may be extended by mutual consent of the Town Manager and officer or at the discretion of the hearing officer.

j.
Disciplinary actions resulting from the application of this article are grievable under Article Thirty-One, Grievance Procedure, of this contract. An employee may be entitled to Union representation of Steps E, F and G of this procedure.





ARTICLE THIRTY – WORK RULES AND DISCIPLINE

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 five (5) workdays prior to becoming effective. It shall be the responsibility of the employees to read the bulletin board daily. The Town shall forward a copy to the Steward.

The Police Chief will post any proposed or changed work rules for five (5) workdays before putting said rules into effect. This posting requirement shall not pertain to safety matters or matters affecting the health, safety, and welfare of Madison citizens.

Employees are required to abide by the terms of this Agreement and to comply with such reasonable rules and regulations as the Town may adopt which are not inconsistent with this Agreement. 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 disciplinary action placed in an employee’s file which are received for an infraction which is less than a suspendable offense shall be purged from the progressive discipline file if there is no disciplinary offense within the next nine (9) months subsequent. All serious offenses (suspension but less than dismissal) shall be purged from the progressive discipline file if no recurrence of discipline action is received by an employee within a twenty-seven (27) month period subsequent to the serious offense. Purging shall not apply to repeat offenses of the same type or kind of conduct giving rise to the original disciplinary action. When the documentation is purged from the progressive discipline file, it will be placed in a file for informational purposes ONLY, and will be released/used when lawfully required to do so.

Disciplinary action shall be based on a “just cause” standard. A written record of any disciplinary action shall be submitted to the Town Manager and a copy will become part of the employee’s personnel file. When possible, the discipline shall be applied so as to give the employee notice that his/her performance is inappropriate and if continued will result in further disciplinary action. Except for those instances where immediate dismissal is required, progressive discipline is designed to give an employee the chance to correct inappropriate action. This system of discipline increases in severity with each offense so as to deter further inappropriate activity. 

Actions need not be taken in order depending on severity of the offense. The progressive discipline program includes, but is not limited to, these five steps:

a.
Verbal warning. This is kept on file by the supervisor and appropriate documentation is placed in employee’s personnel file.

b.
Written warning. This describes the nature of the offense and states further disciplinary action.

c.
Disciplinary probation. Not to exceed sixty (60) days with an automatic review with the employee after thirty (30) days on disciplinary probation.

d.
Suspension. The number of days an employee is suspended depends on the seriousness of the offense.

e.
Termination. The Town Manager has exclusive authority to remove for cause after notice and hearing all persons whom he is authorized to appoint and to report all removals to the Board of Selectmen. Probationary employees may be removed without cause prior to the expiration of the probationary period.

ARTICLE THIRTY-ONE - GRIEVANCE PROCEDURE

A grievance is hereby jointly defined as any dispute or controversy that may arise under the interpretation, application, or meaning of the provisions of this Agreement.

a.
The aggrieved employee or employees shall present the grievance to the Shop Steward; if Shop Steward is not available, then to the Alternate.

b.
The Shop Steward or Alternate shall take the matter up with the Chief within five (5) working days from the date he received the grievance.  Both parties shall attempt to arrive at an informal resolution of the problem.

c.
If the Shop Steward or Alternate is unable to resole the grievance informally pursuant to Step B, the Shop Steward or Alternate shall, within five (5) working days of the meeting with the Chief, submit the grievance in writing, to the Town Manager and Union Business Agent.  Any written grievance that is submitted must expressly specify identification of the article, clause, section and alleged violation of the contract or written regulation, as well as a statement of facts surrounding the issue and the remedial action requested.

d.
The Town Manager shall render a decision in writing to the Shop Steward or Alternate and Union Business Agent within ten (10) working days from the date of receipt of the written grievance as provided pursuant to  Step C  hereof.

e.
In the event that the decision of the Town Manager as rendered pursuant to Step D hereof  is unacceptable to the Union, the Union shall, within ten (10) working days from the receipt of the Manager's written response, notify the Manager or designee and arrange for a date to meet and take up the matter.  Such meeting will be held within ten (10) working days of such request.

f.
In the event the Union and Town are unable to resolve the grievance as a result of the Step E meeting, the Union may, within ten (10) working days of the Step E meeting request a hearing before the Board of Selectmen on the grievance.  Such meeting will be held within ten (10) working days of the Town's receipt of the written request.

g.
In the event the Union and Town are unable to resolve the grievance as a result of the Step F meeting, the Union may, within ten (10) working days of the Step F meeting meet (by telephone) and confer with the Town on the selection of an Arbitrator.  If the Town and the Union cannot agree on an Arbitrator within two (2) working days from the ten (10) working days in Step G, the Union may file a request with the Maine Board of Arbitration and Conciliation for arbitration of the grievance; or if the services of the Maine Board of Arbitration and Conciliation becomes unavailable, the Federal Mediation and Conciliation Service or a mutually agreeable single arbitrator.

h.
The Arbitrator shall have no authority to add to, subtract from or modify the specific provisions of this Agreement and shall restrict his decision to the issue as defined in Step C.

i.
The Arbitrator's decision shall be final and binding on the parties and the Arbitrator shall be requested to issue the decision within thirty (30) calendar days after the conclusion of the testimony and final argument.

j.
Any reasonable expenses for the Arbitrator's services and the proceedings shall be borne equally by both parties (as described by Title 26 MRSA § 931).  Each party shall be responsible for compensating its own representatives and witnesses.  If either party desires a verbatim record of the proceedings, it may cause a record to be made, providing it pays for the record and makes copies available without charge to other party and to the Arbitrator.

k.
The time limits for the processing of grievances may be extended by telephone following a written request, but only with the consent of both parties.

l.
All grievances must be initiated not later than ten (10) working days after the occurrence of the event giving rise to the grievance or knowledge thereof in order to be grievable under this Article.

m.
Nothing in this article shall diminish the right of any employee covered hereunder to present his own grievances set forth in Title 26, M.R.S.A § 931.

n.
For the purposes of this Article, working days shall mean days of normal Town Office hours.

o.
If the Union fails to meet time limits in Steps A through F, the grievance will be settled as per the last response of management if explained in detail and in writing.

ARTICLE THIRTY-TWO – NO STRIKE CLAUSE/NO LOCKOUT
The employees covered by this Agreement agree that during the life of this agreement, they shall not engage in:

a.
A work stoppage

b.
A slowdown

c.
A strike

d.
The blacklisting of any public employer for the purpose of preventing it from filling employee vacancies.

The Town agrees not to engage in a lockout. Shop Stewards and Alternates have no authority to take strike action or any other action interrupting the Town’s business.

ARTICLE THIRTY-THREE – SEPARABILITY OR SAVINGS CLAUSE

If any provision of this Agreement shall be contrary to any law, such invalidity shall not affect the validity of the remaining provisions. The Town and the Union agree to meet and negotiate a replacement clause within thirty (30) days of the declaration of invalidity of such clause.

ARTICLE THIRTY-FOUR – MISCELLANEOUS

Uniforms and Equipment

The Town will furnish unit members with uniforms and equipment. The initial issue will be provided as set forth in the Town policy adopted by the Selectmen, dated January 9, 1984. 


ARTICLE THIRTY-FIVE – DURATION OF AGREEMENT

This Agreement shall be effective as of the first day of July,  2006, and shall remain in full force and effect until the 30th day of June, 2009. In order to initiate negotiations on a successor agreement, the Union shall notify the Town in writing one hundred twenty (120) days prior to the conclusion of the Town’s fiscal year that it desires to modify this Agreement. In the event that such notice is given, negotiations shall begin not later than ninety (90) days prior to the conclusion of the fiscal year. This Agreement shall remain in full force and be effective during the period of negotiations and until notice of termination of this Agreement is provided to the other party in the-manner set forth in the following paragraph.

In the event that either party desires to terminate this Agreement, written notice must be given to the other party not less than ten (10) days prior to the desired termination date which shall not be before the anniversary date of the contract in effect.


IN WITNESS WHEREOF, the parties hereto have set their hands this _____ day of                ________________, 2006.

FOR THE UNION




FOR THE TOWN

_________________________________

________________________________

_________________________________

________________________________

_________________________________

________________________________

_________________________________

________________________________

_________________________________

________________________________

APPENDIX A

FISCAL YEAR 2006-2007

ARTICLE THIRTEEN - PAY SCHEDULE

The Town agrees to pay the following minimum rates as base hourly pay effective July 1, 2006:

	Classification
	6 mos
	12 mos
	18 mos
	60 mos
	120 mos
	180 mos
	240 mos

	Dispatcher*
	10.20
	10.85
	11.19
	11.54
	11.87
	12.18
	12.49

	Police Officer
	13.15
	13.64
	14.00
	
	
	
	

	Police Officer Academy*
	13.63
	14.13
	14.46
	14.87
	15.22
	15.54
	15.86

	Police Corporal*+-
	.53
	.53
	.53
	.53
	.53
	.53
	.53

	Police Sergeant*+-
	1.05
	1.05
	1.05
	1.05
	1.05
	1.05
	1.05


*Based upon Departmental service (seniority).

+Based upon Departmental service and holding rank in class.

-The Town maintains sole authority to staff the department command structure as it deems necessary.

Unit Employee’s Number and Date of Hire

	201
	David Trask 
	08/26/87

	202
	Joe Mitchell 
	04/18/88

	203 
	Keith Bigger
	10/21/95

	204
	David Savage
	12/20/99

	205
	Chris Crawford
	11/16/02

	206
	Kevin Hartley 
	04/04/04

	221
	Mary Ellen Michaud
	05/16/05


After July 1, 2006, all employees shall receive $.35 per hour step increases when they reach each of their next steps based on their respective dates of hire.  In addition to the above, additional $.35 steps for all employees shall occur at 42 months, 90 months, 150 months, 210 months, 270 months and 300 months.  Employees 206 and 221 will be eligible for a $.35 step at 42 months (not charted above for clarity’s sake).  The Town will increase 205’s base hourly rate when and as required to ensure that 205’s rate is at least equal to 206’s rate. New employees shall be paid at the base rate in effect on their date of hire and shall earn $.35 increases at all applicable steps.  See Exhibit A-1.

Effective July 1, 2007, all employees shall receive a 3% increase in pay.  Effective July 1, 2008, all employees shall receive a 3% increase in pay.

APPENDIX A-1

MADISON POLICE WAGE SCALE

NEW EMPLOYEES

The Town agrees to pay the following minimum rates as base hourly pay for new employees, with $.35 increases at all steps reached at the months designated below, wage rates effective July 1, 2006.

	Months in service
	6
	12
	18
	42
	60
	90
	120
	150
	180
	210
	240
	270
	300

	Dispatcher
	10.20
	
	
	
	
	
	
	
	
	
	
	
	

	Police Officer
	13.15
	
	
	
	
	
	
	
	
	
	
	
	

	Police Officer Academy
	13.63
	
	
	
	
	
	
	
	
	
	
	
	

	Police Corporal
	.53
	stipend
	at
	all
	steps
	
	
	
	
	
	
	
	

	Police Sergeant
	1.05
	stipend
	at
	all
	steps
	
	
	
	
	
	
	
	


PAGE  
2

