AGREEMENT
between
CROMWELL BOARD OF EDUCATION
and
MUNICIPAL EMPLOYEES UNION INDEPENDENT, LOCAL 506
S.E.LLU.
July 1, 2018 - June 30, 2021

Custodians




TABLE OF CONTENTS

PrEambIe ....c..ooviriiiiiee et st sttt et eaa 1
ATICle T - RECOZNITION 1.vvevveriieiiiiiisieceeie e s sttettesie et eae st esaeeseessaesesseesnensasseessnesaeenseanaens 1
Article IT - Union Security and Rights......ccccoceceriiniieininiinienenrcrceneneece e 1
Article I1T - Management RIghts..........cceoverirviiriinionininiiiicicereseeseser e 2
ATHICIE TV = SEIIOTILY .eeveenvirieenieiieiiereiteeiesteere st st eceseeseaesaasseesbesssessessessessnensassaesseesssensanns 3
ATHCIC V = VACANCY .vvevveriieieriiitieicreet et ste st site ettt eaessasseestaes e sassnesbesanessesasesnsesanenanans 4
Article VI - Layoff, Recall, Reduction in FOTCE .......cocvrveiiirieniiiiicieniiniieeieenesseeennre e 5
ATHICIE VIT = NO SHIIKE ..ottt ettt sttt ettt st st sene s saneeoreeanesenens 6
Article VIII - Hours of Work and OVErtime .........cccceeveeivcrnnienieenieniienineneeieseeieessessnesenans 6
ATHICIE TX = HOLAAYS .eiveenririeiiiieiiniieie ettt ettt tratae e sresb e sbesee bt es e s e saeensesavesanans 8
ATHCLE X = VACAIOMN . .cveueeureeereieiiietetietesteesrestesbeseest ettt stesae e sbeseesbe s esesbessessesbessensasanans 10
Article XI - Leave PrOVISIONS .....ccccevecieeierieiieniienieetenieetetreees e sessesaasesssesseessesnsesnsassenas 10
Article XII - Pregnancy and Paternity Leave......ccoovevierceirieiiiiineeniineeenieeseenneeeseesvens 13
Article XIII - Insurance and Pension ..........ceeeeevieiecnennininineeieineneeneeseeneree e ssessesnns 13
ATHICIE KTV = WAZES c.enviiiritetiiieeiieiienieet ettt et et este st st esse s s e saesaeeseesbesbesaeensesaeesseensannnaas 16
Article XV - Payment for Services and Advances on Salary ..........ccccvevereeceerveceenennennns 17
Article X VI - DiSCIPlNary ACHOMN ...vveevierreeieieriereeiterertsre st e svesiessesseessesseesenesvansnaas 17
Article XVII - Grievance ProCedure .........cocvevervieriiriieininninieneeiesiesesiesitesie e eseenneneeas 18
Article XVIII - Personnel RECOTAS ....cccuviveririrrieieireinerieineseetneseneeesre oo sneseesvennes 20
Article XIX - DUFAHON ...c.cociiiiiieriiietcietrtece ettt a e sbe s e s sbesreeatesaaneans 20
Article XX - Complete AGIEEMENT ....c..ecveeirierrierieeierienieniereerteeieeiestesteseeessesseesreessasneens 21
Article XXT - UNIOTmS. .co.eoieiiriiiieieitieie ettt st sb st e see st eneannans 21
Article XXIT - MiSCEIlaNCOUS. .....ccververiitieiiinieiie sttt ntesnesie s e siestesee et ebesaesbeentesneenns 22
Article XXIIT - SavINGS ClaUSE......oveereruieiiriieieniere et st ettt st eee et aeseeseeensesseens 23
Article XXTV - Non-DiSCIIMINALION ....veevverreererrerirererrietenreesteessensessersassessessessessseessessaenns 23
Article XXV = JOD DESCIIPHION cuevvveieieivirieeiieeiiesieeiesiestenite et sie et essesiesaeeeesseesieesanans 23
APPENDIX A oottt ettt et st e b et b et s et be st s s e e saeebe s e et ansanns 24
APPENDIX B ..ttt sicvesitesiesite e st sre e sseseesareseaesbessnasbenseneessesasensesseeessensennss 25
APPENDIX €.ttt ettt sttt ettt et a b st sb e eab e b st et sbe st e bessseentenseanns 26
APPENDIX D ittt sttt ettt et ettt st esaa e s s e b sbesbasbesbeemaensesseeensensannns 27

SIDE LETTER .....oioiriiiiiiiiiriiiicit ittt sresrs et svesasenesresssnssneenanon 28



PREAMBLE

The Agreement is entered into by and between the Board of Education of the
Town of Cromwell (hereinafter referred to as the "Board") and the Municipal Employees
Union Independent (hereinafter referred to as the "Union").

ARTICLE 1
Recognition

1. The Board recognizes the Union as the sole and exclusive representative for
purposes of collective bargaining on matters of wages, hours and other conditions of
employment for all custodial employees, including head custodians, and the grounds
keeper, of the Cromwell Board of Education, excluding supervisors, substitutes and
seasonal or temporary employees within the meaning of the Municipal/Employees
Relations Act, Conn. Gen. Stat. 7-467 et seq. (the "Act"). The benefits set forth in the
following Articles shall not be applicable to employees regularly scheduled to work less
than twenty (20) hours per week: IX, X, XI, (except Sections 1, 6 and 7), XII (except
Sections 1 and 2), XIII.

ARTICLE 1T
Union Security and Rights

1. Notice of New Hire/Orientation.

The Town shall provide the Union with electronic notification of the name, job title,
department, work location, home and cell phone numbers, home address, and personal
and work e-mail addresses of any newly hired employee within fourteen (14) days of the
date of hire. The Town shall permit the Union up to one (1) hour of time to meet with
new hires either during their employee orientation or during another mutually agreed
upon time.

2. Authorization for Payroll Deductions.

Upon the submission by the Union of a voluntary written authorization signed by a
bargaining unit member, the Board agrees to immediately begin to deduct dues
and/or COPE contributions from the pay of that bargaining unit members. Such
dues shall be as fixed by the Union.

No dues will be deducted when an employee has exhausted accumulated sick leave
or is collecting workers' compensation.

3. Dues Rate.
The Union shall supply to the Board written notice at least thirty (30) days prior to the
effective date of any change in dues rates.




4. Dues Remittance to the Union. The deduction of membership dues and/or COPE
deductions shall be remitted to the Financial Officer of the Union on a monthly basis. The
monthly dues remittances to the Union will be accompanied by the billing form supplied
by the Union.

5. Unpaid Leaves/Workers Compensation. No dues will be deducted from an
employee who is out of work and who has exhausted accumulated sick leave or while
collecting Worker's Compensation.

6. Indemnification. The Union agrees to indemnify and save the Board harmless against
any and all claims, demands, suits or other forms of liability, including attorney's fees
that shall arise out of the administration or enforcement of this Article.

7. Bulletin Board. The Board agrees to provide space on a bulletin board in each
building under its supervision in which a member of the bargaining unit works, for the
exclusive use of the Union. The bulletin board space shall be for Union information only.

8. Union Business Time. One union steward shall be allowed reasonable time without
loss of pay to investigate grievances provided that he does not leave his/her school
unattended and that it does not disrupt work operations. Such steward shall inform
his/her supervisor in advance, if possible, or no later than the following work day. Union
staff representatives shall have reasonable access to work sites to investigate, process or
discuss grievances, provided such access does not interfere with Board operations.

9. Copy of Contract. The Board shall make the parties’ collective bargaining agreement
available on its website.

10. Union Meeting Space. The Union may use a Board facility for Union meetmgs on
non-working time, as long as the Union gives 48 hours' notice.

11. Staff Representative/Steward. The Board will acknowledge the Union-designated
steward and/or staff representatives in the processing of grievances and the
administration of the contract.

ARTICLE III
Management Rights

I. Except where such rights, powers and authority are specifically relinquished,
abridged or limited by the provisions of this Agreement, the Board has and will continue
to retain, whether exercised or not, all the rights, powers and authority heretofore had by
it, and shall have the sole right, responsibility and prerogative of management of the
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affairs of the Board of Education and direction of the working forces, including, but not
limited to those rights provided by Conn. Gen. Stat. §10-220 and the following:

(a) To determine the care, maintenance and operation of equipment and
property used for and in behalf of the purposes of the Board.

(b)  To discontinue processes or operation or to discontinue their performance
by employees.

(c) To select and to determine the number and types of employees required to
perform the Board's operation.

(d To employ, transfer, promote or demote employees, or to lay off,
terminate or otherwise relieve employees from duty for lack of work or
other legitimate reasons when it shall be in the best interests of the Board,
subject to the provisions of Article XVI.

(e) To prescribe and enforce reasonable rules and regulations for the
maintenance of discipline and for the performance of work in accordance
with the requirements of the Board, provided such rules and regulations
are made known in a reasonable manner to the employees affected by
them.

) To create job specifications and revise existing job specifications, subject
to the Union's right to negotiate the assigned wage rate.

2. The above rights, responsibilities and prerogatives are inherent in the Board of
Education and the Superintendent by virtue of statutory and charter provisions and are
not subject to delegation in whole or in part.

ARTICLE IV
Seniority

1. Seniority shall be defined as status for specific purposes based on an employee's
uninterrupted service with the Board from the first day worked following the date of last
hire including all authorized paid leave providing the employee returns to work
immediately at the conclusion of such leave.

Seniority will be calculated based on the individual’s first day of work for the
Board of Education.

Part-time employee’s years of service will be prorated when calculating seniority.
(e.g. 4 years of part-time service is equivalent to 2 years for seniority purposes)

2. No employees shall attain seniority or other rights under this Agreement until
he/she has been continuously employed by the Board for a period of six (6) month.
During the probationary period, the employee shall be evaluated on a monthly basis on




the standard district evaluation form. Until expiration of the probationary period , he/she
may be terminated for any reason whatsoever and neither the employee nor the Union, on
his/her behalf, shall have recourse to the grievance or arbitration provisions of this
Agreement. However, if requested, an employee shall be entitled to a conference with the
Superintendent to discuss reasons for such termination. Upon successful completion of
the probationary period, a new employee shall acquire seniority retroactive to his/her first
day of employment.

3. The Board shall prepare a list of all employees covered by this Agreement
showing their seniority with the Board, as defined above, and deliver the same to the
Union Steward when changes occur to said list.

4, An employee shall forfeit accrued seniority:
(a) Upon voluntary resignation or retirement,
(b) Upon discharge, or

(©) Upon the expiration of recall rights after one year of layoff or refusal of a
recall opportunity pursuant to Article VI.

5. Notwithstanding Paragraph 4(a) above, an individual who has resigned his/her
employment may, upon written request to the Superintendent within fourteen (14) days of
his/her resignation, retain seniority if his/her position has not been filled.

ARTICLE V
Vacancy

1. "Job Vacancy" is defined as an opening created by a death, retirement,
resignation, dismissal or new position in the classifications listed in the salary schedule.

2. The matter of filling job vacancies covered by the Agreement shall be solely
within the control of the school administration in accordance with the terms of this
section.

3. All job openings covered by this Agreement shall be posted simultaneously for
both internal and external candidates for five (5) working days. Posting shall be in each
school and at the office of the Board of Education and the Union will be notified of the
vacancy by mail.

4, Employees desiring to bid on the job or apply for transfer to a vacancy shall file
an application in writing within the posted time limit.

5. After the posting period expires, the Administration shall fill the vacancy in the
following manner:



(a) The Administration will first consider applicants from within the
bargaining unit.

(b) The Administration shall have the right to select the applicant who is most
qualified and most able to perform the job, as determined by the
Superintendent or his designee. If the Superintendent determines that two
or more applicants are equally able to perform the job, the employee
having the greatest amount of seniority, as defined in Article IV, shall be
selected.

(c) If the Administration selects an applicant from outside the bargaining unit,
the Administration shall notify the Union.

6. If an employee is temporarily assigned for more than five (5) continuous working
days to perform the functions of a higher classification or grade which has a higher
maximum rate of pay, his/her wage rate will be retroactively increased to the lowest step
in the higher classification or grade which also produces an increase of at least one pay
increment for the period of the assignment. As used herein, "increment" shall mean the
differential in pay between steps in the employee's regular classification or grade.

ARTICLE VI
Layoff, Recall, Reduction In Force

1. The Board has the sole and exclusive prerogative to eliminate or reduce positions
in the bargaining unit in the course of implementing the education interests of the state
and the school district. When the Board determines that such a reduction in the work
force is required, the reduction shall be made in the following manner:

(a) In the event that a position is eliminated, the elimination shall first apply
to temporary employees; probationary employees and part-time employees
within the affected job classification, unless the interests of the Cromwell
Public Schools are best served by retaining such temporary, probationary
or part-time employees.

(b) The criteria used within the respective job classifications to select
employees for layoff will be in the following order:

1. total period of employment by the Board of Education. For the
purposes of layoff only, an employee's service shall be pro-rated

based upon a twelve-month work year;

2. ability and performance as an employee of the Board of Education,
as determined by written evaluations;

3. work or related experience of education/training in other positions.

Factors two and three shall be used, in order, in the event that two or more




employees have equal seniority with the Board of Education.

(©) Applying the criteria set forth in Paragraph B above to the general
classification in which a reduction occurs, the Superintendent shall
identify the employee for layoff in a recommendation to the Board.

2. Whenever a recall of employees is required, the recall shall be made within
classification in the inverse order to the reduction procedure followed in Section 1.
Employees shall retain recall rights for a period no longer than one (1) calendar year from
the effective date of layoff. Nothing in this Article shall require the promotion of an
employee into a position of higher rank, authority, or compensation.

3. Notice of recall shall be sent to the last known address of the employee, return
receipt requested. If the employee rejects the appointment offer or fails to respond within
seven (7) days of receipt, the employee shall forfeit seniority and shall no longer be
eligible for recall.

4. An employee who has been laid off and is subsequently rehired within the recall
period shall receive full credit for accumulated sick leave, seniority, and step placement
earned prior to layoff.

5. In the event of a reduction in work force, the Board will notify the Union and
affected employees in writing at least three (3) weeks before the reduction. The Board
shall consult with the Union prior to a layoff or change in hours, which affects the
steward.

ARTICLE VII
No Strike

The Union, its agents and each employee agree(s) that during the term of this
Agreement, it or they shall not for any reason authorize, aid, or engage in a strike,
slowdown, work stoppage, sympathy strike, or other concerted interference with the
Board's operation.

ARTICLE VIII
Hours of Work and Overtime

1. Time and one-half shall be paid for all work performed in excess of forty (40)
hours in any one work week, and for all time worked on Saturday. Double time shall be
paid for all work performed on Sunday. No overtime shall be worked unless approved, in
advance, by the Superintendent or his designee.

2. Employees shall be notified of pending schedule changes two (2) weeks in
advance when possible. When the Board wishes to make a shift or schedule change, the
Board will notify the Union of the proposed change and the reason therefor. If the
Cromwell Public Schools are closed for the day, based on an unforeseen weather related
emergency or other similar reason that requires the Board to change an employee’s



regularly scheduled starting and ending times, the Director of Facilities, Information and
Operations shall notify regular custodians of their revised starting and ending times via
each building’s head custodian. The Director of Facilities, Information and Operations
shall direct such changes in an employee’s schedule on the basis of the physical needs of
the school system that result from the emergency condition.

3. In the event an employee is called into work at a time not contiguous with his
regular schedule, he/she will be paid for a minimum of three (3) hours work. This
provision shall not apply to hours worked which are contiguous to an employee's
scheduled work time.

4. Full time members of this bargaining unit shall be assigned an eight (8) hour day and
a forty (40) hour work week, Monday through Friday.

Building schedules for full-time custodians for each school year shall be set by
the Director of Facilities, Information and Operations and announced by June 15 of each
year. In general, each school building shall have three shifts of custodians, a morning
shift, an afternoon shift, and an evening shift. These annual schedules may be adjusted
by the administration on temporary basis by one hour in either direction with one week
advance notice but not solely to avoid overtime.

During summer and school vacations, employee work schedules may be arranged
on an individual school basis upon mutual agreement between the building administrator
and the custodians at the work site. This schedule shall not affect the rates of pay nor
result in any additional costs to the Board.

5. All Head Custodians shall be entitled to two ten-minute breaks, one for each half
of the shift.
oa. The Board will attempt to distribute scheduled overtime on an equitable basis.

The Building Administrator will maintain records indicating the amount of overtime
worked by each employee and the records shall be posted on the union bulletin board on
a monthly basis. An employee’s rejection of a scheduled overtime opportunity will be
counted as though the employee worked the requested hours for purposes of this section.

6b.  The Director of Facilities, Information and Operations is authorized to assign
scheduled overtime work, on a rotational seniority basis, in cases in which all eligible
employees have rejected such assignments.

oc. Delegation of non-scheduled overtime assignments shall be made on the basis of
the most senior employee in the affected building who is qualified to perform the non-
scheduled overtime task.

6d.  Each building’s Head Custodian may require an employee, with the prior
approval of the Superintendent or his/her designee, to work up to two (2) hours beyond
the employee’s regularly scheduled work day to handle non-scheduled assignments that




must be completed that day.

7. Head custodians will be required to take a 30 minute non-paid meal break as part
of his/her work day. All other custodians will be allowed a paid 20 minute break that
must be taken on school premises in case of emergency with no 30 minute non-paid meal
break.

8. All Head Custodians, and Custodian II employees shall participate in a subject to
call rotation each week with one employee alternating at the end of the regular work day
each Tuesday. The subject to call employee shall be provided appropriate technical
equipment for the required task(s). The subject to call employee shall be required to
carry a paging device. In addition to compensation at the minimum guarantee in Article
8, Section 3, and the appropriate rate for all hours worked, employees shall receive the
following daily compensation for cach day they participate in the subject to call rotation:

2018-2021 - $26.00 per day
This daily bonus payment shall not constitute compensation for hours worked and so
shall not be included in calculating an employee’s regular rate of pay.

9. The-Director of Facilities, Information and Operations will be responsible for
creating each six month rotation schedule for the Head Custodian, and Custodian IT
employees.

10a.  The Director of Facilities, Information and Operations shall contact the Head
Custodian of each building on delayed opening days. The Head Custodian shall inform
other employees of the delayed opening.

10b.  The Director of Facilities, Information and Operations shall inform the Head
Custodian of each building when driving conditions are too hazardous to report to work.
Custodians shall be paid a full day’s pay on such days.

10c.  Any time a custodian is ordered by the Superintendent or the Director of
Facilities, Information and Operations to end his or her shift earlier than regularly
scheduled; or earlier than the minimum five hours assigned to work for weather
emergency day, the custodian will be paid for a full eight hour day.

10d.  All custodians will report for a minimum five hour day on weather emergency
days, and shall stay until they complete the assigned task, as determined by the
designated Head Custodian for the weather event. If the hours required extend beyond
five, custodians will be paid at their regular rate up to the point that overtime pay will be
applied as described in Article VIII, Section 1.

11.  All custodians shall contact their respective head custodian if they have any
concerns about reporting to work. The head custodians shall forward such concerns to the
Facilitiecs Manager.



12.  If a custodian is absent for more than two days, the Building Administrator or the
Director of Facilities, Information and Operations can require that employees regularly
assigned to the affected building work a minimum of 2 hours overtime each day to
maintain the building during the custodian’s absence.

The Board will generally offer overtime during the first week of an absence to
regular employees. The Board may also begin to use substitute custodians if the full time
custodian is unable to cover the absence. Should the above two methods fail to cover the
absence, the Board retains the right to assign work to members of the bargaining unit.

ARTICLE IX
Holidays

1. (a) The Following paid holidays shall be observed for all employees:

New Year's Eve Day Floating Holiday

New Year's Day Labor Day

Columbus Day Memorial Day

Good Friday Martin Luther King Day
Independence Day Thanksgiving Day
Christmas Eve Day Day after Thanksgiving
Christmas Day President’s Day

(b) On days when school closes early, the Superintendent or his/her designee
shall determine whether first, second or third shift employees shall be
allowed to leave early or report late. Second shift employees shall be
granted the same early dismissal.

(c) One bargaining unit employee from each school will be required to work
on Christmas Eve Day and New Year’s Eve Day. The opportunity to
work on that day will be offered first based upon seniority. If no
employee volunteers to work on Christmas Eve Day and/or New Year’s
Eve Day, the assignment will be given to the least senior member of the
bargaining unit on a rotating basis. The bargaining unit employee who is
required to work on Christmas Eve Day and/or New Year’s Eve Day shall
be provided a substitute floating holiday to be taken during the course of
the fiscal year.

2. The date on which the above holidays will be celebrated for purposes of this
section shall, in most cases, be determined by the Board’s school calendar, which will be
set in the month of April of each year. In all other cases in which the school calendar
does not apply, state statute shall be used to determine which date the holidays in Section
One will be celebrated. If a holiday falls on a Saturday, the preceding Friday shall be
observed as the holiday, provided that schools for students in the district are closed on the
Friday. If a holiday falls on a Sunday, the following Monday shall be observed as the
holiday, provided that schools for students in the district are closed on the Monday.
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3. If school is held on one of the holidays listed in Section 1 (a) above, the employee
shall be provided a substitute floating holiday to be taken during the course of the fiscal
year. The employee must secure approval of his/her immediate supervisor before taking
the floating holiday. An employee who is required to work on the day of observance of
any of the aforesaid holidays on which school is in session shall be compensated at the
rate of 1-1/2 times his/her regular hourly rate for all hours worked on said holiday.

4. Except in cases of emergency or as approved by the Superintendent, no employee
shall be entitled to holiday pay unless he/she works the last regularly scheduled day of
work before and the first regularly scheduled day of work after the holiday.

5. When a holiday occurs during an employee's vacation, said holiday shall not be
charged against the employee's earned vacation time.

ARTICLE X
Vacation

L. All twelve-month employees shall earn vacation in accordance with the following
schedule:

After one (1) year of service Five (5) days paid vacation

After two (2) years’ service Ten (10) days paid vacation

After five (5) years’ service Fifteen (15) days paid vacation

After twelve (12) years’ service Twenty (20) days paid vacation
2. With approval of the Superintendent or his designee, vacation time may be

accrued and carried over to the next year to a maximum of ten (10) days.

3. Vacations must be approved, in advance, by the Superintendent or his designee
within a timely manner. In the case of a conflict between employees' selections and work
schedule requirements, seniority will prevail for vacation requests submitted between
January 1% and April 1st. Requests after April 1st no longer have the prerogative of
seniority prevailing. Vacation time will be put in the calendar.

4. Except as permitted by the Superintendent or his designee, no more than two (2)
weeks’ vacation may be used at any one time. No employee shall take vacation during
school vacation weeks that occur during the course of the student year, or during the ten
(10) work days before the start of the school year as designated by the Superintendent or
his/her designee. Notwithstanding the above restriction, one (1) employee per building
may be allowed to take vacation during a school vacation week or during the ten (10)
work days before the start of the school year as designated by the Superintendent or
his/her designee if the Building Administrator determines, on the basis of the needs of the
building, that it would not interfere with the operation of the school building. Vacation
leave during school vacation weeks will be based on a rotating seniority list. The
employee may appeal a denial of his or her request for vacation during school vacation
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week to the Superintendent. The Superintendent’s decision under this section shall not be
subject to the grievance process.

5. In the event of an employee's death, his/her accrued vacation time shall be
payable to his/her estate.

ARTICLE XI
Leave Provisions

1. Sick Leave: Twelve-month full time employees shall receive sick leave with full
pay of fifteen (15) working days per annum with the amount of 150 full days of unused
sick leave that can be accumulated. The accumulation of the 150 days shall not include
those sick days earned during the current contract year.

Employees who work less than twenty (20) hours per week will be eligible to take
up to five (5) sick days per year. Employees may carry over up to a maximum of seven
(7) days.

Sick leave may be used for the following purposes:
(a) Personal illness or injury

(b) Enforced quarantine of the employee in accordance with community
health regulations.

(c) In the event of death in the immediate family when as much as three (3)
working days leave with pay shall be granted for each occurrence.

(d) In the event of serious illness or injury to a member of the immediate
family creating an emergency, provided that no more than three (3) days
of sick leave per calendar year shall be granted. With permission of the
Superintendent or his designee, additional accrued sick leave may be taken
within a calendar year.

(e) For purposes of this section, “immediate family" means husband, wife,
father, mother, in-laws, sister, brother, child, grandparents and
grandchildren, and also any relative who is domiciled in the employee's
household.

2. A doctor's certificate showing date of illness or incapacity may be required after
three (3) consecutive workings days of absence or in cases of suspected abuse, provided
that the employee has been notified in advance that there is reasonable cause to believe
the employee is abusing sick leave.

3. Upon the retirement or death of any employee who has completed ten (10)

continuous years with the Board, he/she or the legal representative of his/her estate, shall
be compensated at the employee's applicable wage rate for twenty-five (25) percent of the
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total accrued and unused sick leave.

4. For the purpose of providing full time employees with additional coverage after
exhaustion of individual annual and/or accumulated sick leave only in the event of
serious illness as evidenced by medical certification, the Board and the Union agree to
establish a Sick Leave Bank.

(a)

(b)

(9)

(d)

(e)

Participation by full time members of the bargaining unit shall be
mandatory. Each employee must donate a minimum of one day each year.
There is no limit on the number of days that employees may donate to the
Bank. Sick leave donations shall be made on or before July 1 of each
year. Donations to the sick leave bank shall be final, irrevocable and not
subject to payment under Article XI, Section 4.

The Bank shall be administered by a committee that will meet when
necessary to make a decision on a request to utilize the sick leave from the
Bank. The Committee shall consist of the Superintendent or his designee,
one representative of the bargaining unit and one representative chosen by
the Superintendent. Decisions of the Sick Leave Bank Committee shall be
final and binding and not subject to the grievance procedure.

The following criteria shall be used by the Sick Leave Bank Committee in
determining eligibility of a full time employee to draw from the Bank:

-completion of three years of service in Cromwell

-employee must have used up all of his/her accumulated sick leave.
-employee must submit medical evidence that the leave is necessary due to
serious and lengthy illness not covered by workers' compensation.

All applications shall be kept in the strictest confidence.

Upon compliance with Section C above, the sick leave bank committee
may issue up to two (2) grants of days from the sick leave bank to each
employee during the employee’s entire working relationship with the
Board. The cumulative total of the two grants of days from the sick leave
shall not exceed 60 cumulative days.

The Board shall notify the Union annually, by July 30™, of the total
number of accumulated leave days available in the sick leave bank.

5. Upon exhaustion of sick leave, an employee may request an unpaid leave of
absence of up to three (3) calendar months from the Superintendent or his designee. No
decision by the Superintendent or his designee regarding such a request shall be subject
to the grievance procedure.

6. Personal Leave: The Superintendent or his designee may grant personal leave of
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up to five (5) days each year (noncumulative) for personal business which cannot be
transacted outside of school hours. Employees must request such leave in writing on
such form as may be administratively required, stating reasons for the request at least 48
hours in advance, provided that the employee may verbally notify the Superintendent or
his designee and complete the appropriate form upon return to work in the case of a bona
fide emergency. Personal leave is to be used for personal business which cannot be
transacted outside of school hours. A request for a personal leave day immediately
before or after a holiday or school recess will be considered only in the case of a bona
fide emergency.

7. Military Leave. Military leave shall be granted in accordance with the law.

8. Jury Duty. All employees who are called to serve as jurors shall receive their
regular pay less their pay as jurors for each day of jury duty, provided that such employee
gives written notice to the Superintendent or his designee within 48 hours after he/she
receives the call to jury duty and provided the employee furnishes the Superintendent or
his/her designee with a copy of any check stub or receipt indicating the dates for which
jury duty pay was received.

0. Insurance coverage will continue in accord with the contribution requirements of
Article XIII of this Agreement during paid leave.

ARTICLE XII
Pregnancy and Parenting Leave

1. Maternity and Childbearing Leave:

A. Any employee who becomes pregnant shall so notify the Superintendent
or his designee at least four months prior to the expected date of delivery. Thereafter, the
employee shall provide a doctor's certificate indicating continued fitness at work at least
monthly, or more often if there is a change in her condition during the month. Such
employee shall receive a leave of absence for the reasonable period of physical disability
due to childbirth.

B. Except in the case of unusual medical difficulties, leave is expected not to
exceed six (6) weeks after delivery. Upon return, the employee shall be assigned to her
former position, if such position is still available, or to a position of equivalent pay and
benefits. Such leave shall be treated the same as any other short-term disability due to
childbirth.

C. A pregnant employee will inform the Superintendent of Schools before
she leaves work that she intends to return to her job.

2. Parenting Leave

A. Beginning at a mutually agreeable time, an employee may request an
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unpaid leave of absence of up to twelve months for childbearing purposes. Such
employee shall have access to group rates for insurance during the period of this leave.
No decision made by the Superintendent or his designee with respect to such a request
shall be subject to the grievance procedure.

B. At the end of any such leave of absence, the employee shall be reinstated
to his/her former position, if such position is still available, or to a position of equivalent
pay and benefits.

C. Three (3) days of paid leave deducted from sick leave will be provided to
mother, father and/or spouse at the time of birth, adoption or taking custody of a child.

ARTICLE X111
Insurance and Pension

L. Effective July 1, 2012, employees shall be eligible to participate in one of the two
insurance plans offered by the Board (a) the ConnectiCare Flex POS Plan or (b)
ConnectiCare High Deductible Health Plan. Eligible employees may also select
participation in the Full Basic Blue Cross Dental Plan coverage or its equivalent benefits.
The Board will provide Group Life Insurance with accidental death and dismemberment
benefits of $40,000.00 to all employees. '

The Flex POS plan will include the following co-pay levels during the 2018-2021 work
years:

Medical Service 2018-2021
Hospital $150
Outpatient Surgery $125
Office Visit $25
Specialist $20
Emergency Room $100
Urgent Care $100

The Flex POS plan will include the following Rx Drug benefits during the 26452618
2018-2021 work years:

Three-Tier Managed Formulary Drug Plan 2x co-pay level for mail
with Step Therapy order purchases

$10 co-pay for generic drugs

$15 co-pay for brand name drugs
$25 co-pay for non-preferred drugs

The HDHP is the base plan for all employees.

la.
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Employees shall contribute the following towards the cost of the annual premium of the
Preferred Provider Plan (PPO):

An amount equal to the difference between the Board’s total contribution
for similar coverage under the HDHP, including the cost of the HSA
contribution, and the annual cost of traditional PPO coverage. For
example, if the Board contributes 86.0% of a $20,000 premium for family
coverage under the HDHP, and contributes $2,000 towards the annual
deductible, the Board’s total cost is $19,200. If the annual premium for
the traditional PPO costs $28,000, the employee would be responsible for
the difference between the Board’s costs for the HDHP and the deductible
and the total cost of the PPO plan which would be $8,800.

1b.  The Connecticare High Deductible Health Plan with a Health Savings Account
shall have the following benefit elements during the life of the 2018-2021 Agreement:

In Network Expenses ] Out of Network Expenses
Base Insurance Plan PPO (FlexPOS)
Annual deductible $2,500 (s)/$5,000 (tp/f)
Co-Insurance 0% after deductible. 20% after deductible, up
to co-insurance maximum
Co-Insurance $0 $5,000 (s)/$10,000 (tp/f)
Maximum
Out of Pocket $3,500 (s)/$7,000 (tp/f) | $10,000 (5)/$20,000 (tp/f)
Maximum
Preventive Medicine $0
Prescription Drugs $15/$30/$40 after 20% after deductible, up
deductible to co-insurance maximum

The Board agrees to fund 50% of the applicable annual HDHP deductible
amount during the 2012 work years. The Board’s contributions toward the
applicable HDHP deductible amount will be deposited into the employee’s
HSA account in July of each plan year. The Board shall have no
obligation to fund any portion of the annual HDHP deductible amount for
retired employees or other individuals upon their separation from
employment.

lc. The Board of Education shall contribute the following percentage of the cost of

the Dental and High Deductible insurance plans chosen by the employee and employee
contributions shall be subject to the provisions of Article XIII (3).
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Year Dental Plan HDHP
2018-2019 78% 83%
2019-2020 77% 82%
2020-2021 76% 81%
2. The Board reserves the right to change insurance carriers at any time, provided

that the overall level of benefits remains substantially equivalent. The Board will consult
with the Union when changing carriers. The Board will arrange for information sessions
with the employees covered by such insurance in order to provide for the smooth
transition in the practices and procedural changes that might occur because of the change
in new insurance carriers.

3. The Board of Education shall make available a plan under Section 125 of the
Internal Revenue Code for the payment of employees' contributions to the cost of
insurance premiums on a pretax basis to the extent permitted by law.

4. Pension. Eligible employees may continue to participate in the existing pension
plan as required by the Master Plan of the Town of Cromwell, subject to the rules and
regulations of the Master Plan. The Board shall arrange with the Town of Cromwell to
provide periodic informational sessions regarding the Town Pension Plan. Section shall
not be subject to the grievance arbitration provisions of this Agreement.

5. The Board shall have the right to implement a Workers’ Compensation Managed
Care Plan, also known as a Workers’ Compensation Preferred Provider Plan, in
accordance with Connecticut General Statutes 31-279, et al.

6. Employees who retire, as that term is defined in the Town Pension plan
document(s), after working fifteen (15) or more consecutive years for the Board, shall be
eligible to participate in the Board’s health insurance plan(s) at a cost of 100% to the
employee for a period of five years after his/he retirement. The employee’s spouse may
also participate in the Board’s health insurance plan(s) for the same five year period at a
cost of 100% to the employee’s spouse.

ARTICLE X1V
Wages

1. The Wages for positions covered by this Agreement are set forth in Appendices A
through D covering Custodian I, Custodian II, Head Custodian, Grounds Keeper and
HVAC Technician.

2. New employees shall be hired up to step 4 of the wage scale set forth in the
applicable wage scale based upon their knowledge, skill and experience as determined by
the Superintendent, but will not be placed higher than current employees with
commensurate knowledge, skill and/or experience.
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3. Whenever an employee is permanently moved from a class or grade to a different
class or grade which has a higher maximum rate of pay, he/she shall be paid at the lowest
step in the higher class or grade which also produces an increase of at least one pay
increment for as long as he/she works in that classification. As used herein, "increment”
shall mean the differential in pay between steps in the employee's regular class or grade.

3a. Whenever a custodian covers for the Head Custodian for more than three days, he
shall be paid at the rate of a Head Custodian, he/she shall be paid at the lowest step in the
Head Custodian grade which produces an increase of at least one pay increment for as
long as he/she works in that classification.

4. Whenever an employee is permanently moved from a class or grade to a different
class or grade which has a lower maximum rate of pay, he/she shall be paid at the step in
the lower class or grade which is closest to his/her current rate of pay.

5. The day custodian/maintenance person shall be called head custodian. The job
responsibilities for this position are set forth in Appendix D of this Agreement.

6- 6a. In any given work year, employees who receive unsatisfactory evaluations shall
not be eligible for the negotiated wage or step increase for the subsequent year of the
contract. If the parties negotiate both a step and wage increase for a given year, the
employee shall not be eligible for either increase if he/she receives an unsatisfactory
evaluation. ’

6b.  Evaluations shall be done by the Director of Facilities, Information and
Operations.

7. If an employee is hired after January 31% and before July 1% in any given work
year, he/she shall not be entitled to wage increases or step movement after his/her

probationary period ends.

ARTICLE XV
Payment for Services

1 - Employee shall only be paid for hours actually worked.

2. The Board of Education will provide members of this bargaining unit the option
of having their paychecks electronically deposited to a single financial institution.

ARTICLE XVI
Disciplinary Action

1. "Disciplinary action" as used in this Article shall include written warning,
suspension or discharge. Disciplinary action shall be for just cause.

2. Written reasons for all warnings, suspensions and discharges must be given to the
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employee and the Union Steward within twenty four (24) hours of the discipline, except
in cases of emergency suspension or discharge in which case written reasons will be
supplied as soon as possible. Serious misconduct may be grounds for immediate
suspension or discharge. Examples of serious misconduct include, but are not limited to,
the following: theft, moral turpitude, insubordination, and abuse of the sick leave policy.

3. An employee who is being interviewed concerning an incident which may subject
him/her to disciplinary action may have a Union steward or other Union representative
present. If the employee decides during an interview he/she needs a representative, the
meeting will come to a close until the Union representative can be present.

4, Disciplinary actions as defined above may be appealed through the established
grievance procedure.

ARTICLE XVII
Grievance Procedure

1. Definitions

(a) A "grievance" shall mean a complaint by an employee, the Union, or a
group of employees that his/her/its rights under the specific language of
this Agreement have been violated, or that as to him/her there is a
misinterpretation or misapplication of the specific provisions of this
Agreement.

(b) "Grievant" shall mean any member of the bargaining unit, or a group of
bargaining unit members or the Union similarly affected by a grievance,
seeking recourse under the terms of this article.

(c) "Days" shall mean calendar days.

(d) The parties may waive or modify the steps or time limits set forth herein
by written mutual consent.

2. Time Limits
(a) If a grievance in writing is not filed within twenty-one (21) days after the
grievant knew or should have known of the act or conditions on which the
grievance is based, then the grievance shall be considered to have been
waived.
(b)  Failure by the grievant at any level to appeal a grievance to the next level
within the specified time limits shall be deemed to be acceptance of the

decision rendered at that level,

(©) An employee may, if any administrator or the Board of Education fails to
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render his/her/its decision within the specified time limits, process
his/her/its grievance to the next higher level.

Informal Procedure — Supervisor, Building Administrator and/or Facilities
Manager

If an employee feels that he/she may have a grievance, he/she may first discuss
the matter with his/her Supervisor, the Building Administrator and/or Director of
Facilities, Information and Operations and/or a Union steward or representative in
an effort to resolve the problem informally.

Level One — Building Administrator

If the employee is still not satisfied with the disposition of the matter, he/she shall
reduce the grievance to writing and submit it to the Building Administrator. The
Building Administrator shall, within seven (7) days of that filing of the grievance
in writing, give a written answer with a copy to the Union.

In dismissal, suspension, demotion and class action grievances, the grievance
shall be submitted directly to Level Three upon the mutual agreement of the
parties.

Level Two - Superintendent of Schools

(a) If the grievant is not satisfied with the disposition of his grievance at Level
Two, he may, within seven (7) days after the decision, file his written
grievance with the Superintendent of Schools.

(b) The Superintendent shall, within seven (7) days after receipt of the
referral, meet with the grievant and a representative of the Union for the
purpose of resolving the grievance.

(c) The Superintendent shall, within seven (7) days after the meeting, render
his/her decision and the reasons therefor in writing to the grievant, with a
copy to the Union.

Level Three - Board of Education

(a) If the grievant is not satisfied with the disposition of his/her grievance at
Level Three, he/she may, within seven (7) days after the decision submit
the grievance to the Board of Education.

(b) The Board of Education shall hold a meeting within thirty (30) days after
receipt of the grievance, at which time it shall meet with the grievant and
with representatives of the Union for the purpose of resolving the
grievance.
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The Board shall, within ten (10) days after such meeting, render its
decision and the reasons therefor in writing to the grievant, with a copy to
the Union.

Level Four - Mediation/Arbitration

If the grievance is not resolved, the Union may submit the matter to a
mediator appointed by the State Board of Mediation and Arbitration for
the purpose of helping to resolve the grievance within five (5) days after
receipt of Level 4 answer. A copy of the request shall be sent to the Board
of Education.

If the grievance is not resolved to the Union's satisfaction at level Four or
in mediation, the Union may submit the grievance to arbitration by the
American Arbitration Association within fourteen (14) days of receiving
the Level Four answer or at the conclusion of mediation. The submission
of the grievance shall state the provisions of the contract allegedly violated
and the remedy sought.

If the parties mutually agree in writing, the grievance may be submitted
under the same terms to the State Board of Mediation and Arbitration.

The arbitrator shall have no power to add to, subtract from, alter or modify
this Agreement. The arbitrator shall render his decision in writing no later
than thirty (30) days after the conclusion of the hearing. The decision of
the arbitrator shall be final and binding.

The cost of arbitration will be borne equally by the parties.

The arbitrator will hear only one grievance at a time, except as otherwise
agreed by the parties. This provision will not prevent the arbitrator from
hearing a Union or class action grievance. Neither will it preve