CITY OF GREAT FALLS MONTANA AGENDA #___40
AGENDA REPORT DATE July 16, 2002

I TEM LABOR AGREEMENT - CITY OF GREAT FALLSMONTANA PUBLIC
EMPLOYEES ASSOCIATION (MPEA)

INITIATED BY __ LindaWilliams, Human Resources Manager

ACTION REQUESTED _ APPROVAL OF LABOR AGREEMENT

PRESENTED BY __ Cheyl Patton, Assisant City Manager

RECOMMENDATION:

The recommendation isto gpprove the L abor Agreement between the City of Great Falsand the Montana
Public Employees Association (MPEA).

MOTION:

| move the City Commission gpprove the Labor Agreement between the City of Greet Fdls and the
MPEA, and authorize the City Manager to execute said Labor Agreement.

BACKGROUND:

The previous agreement was for a two-year period, expiring 6/30/02. The terms of the proposed
agreement extend for two years, from July 1, 2002 through June 30, 2004.

The classfication and compensation study that was completed in 2001 established asdary range assgnment
for each pogtion. Each sdary range established a minimum, mid-point and maximum. Themid-point was
identified asthe market rate for sustained competent performance. The City Commission approved asdary
matrix that would move employees to 90% of the market rate (mid-point) over a five-year period. In
September of 2001, the sdaries of employees who were below the minimum of their sdary range
assignment were adjusted to the minimum.

The sdlary matrix contained in Addendum B implements the agreed upon method to reach the god of 90%
of the market rate. Employeeswill ether receive a 3% increase, or move to the gppropriate level on the
matrix that corresponds to the length of time they’ ve been in their current position, whichever is greater.
Employeeswho werein their probationary period as of 7/1/02 will receive a 3% increase once they have
completed their probationary period.
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The members of the negotiating teams are;

MPEA: City:

Annie Porter, Fiscal Services Cheryl Patton, Assstant City Manager

Carl Upton, PD Coleen Balzarini, Fisca Services Director
DonnaHableib, HA Sheryl Carr, Police Records/Budget Supervisor
Char Lewis, PD Linda Williams, Human Resources Manager
Sherrie Floerchinger, Park & Rec.

Kim Thid, CD

Terry Y oungworth, CD
Dick Letang, MPEA Field Director

Themajor changes from the previous agreement are:

1

Article 1, RECOGNITION

The ligting of pogitions was updated to reflect current position titles and positions covered by this
collective bargaining agreement.

Article 2, TERM OF THE AGREEMENT
The term of the agreement was changed to July 1, 2002 through June 30, 2004.
Article 12, JOB SECURITY, Section 1

The probationary period for Emergency Services Dispatchers was increased from six months to
nine months.

Article17, HOLIDAYS

The holiday schedule was updated to reflect the current holidays City employees observe.
Columbus Day was ddleted and the day after Thanksgiving was added.

Beginning January 1, 2003, Emergency Service Dispatchers will be able to bank any accrued
overtime and holiday premium pay up to forty hours. Any hours earned in excess of forty will be
paid. Compensatory time can be cashed out in twenty-hour increments.

Article 19, PAY AND HOURS

Afternoon shift differentid was increased to 35¢/hr. and night shift differentia was increased to
50¢/hr.
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Article 23, VACANCIES AND PROMOTIONS, Section 2

Regarding position announcements, language was added stating Human Resources will designate
the sdlary range assgnment on the notice as well as that additiona information on the postion is
available in the Human Resources Office.

Article 27, WAGES

Thelanguage was changed stating employeeswould receiveincreasesin accordancewith thesalary
schedule in Addendum B.

Incentive Pay: The City agreed to continue to design an incentive pay program to utilize the
remaining balance from the $10,000 dlotted in the previous contract.

Article 28, HEALTH INSURANCE

The City agreed to pay the 5% premium increase effective 7/1/02, capping the City contribution
rate at $461/month. Starting the second year of the contract, employeeswith family coverage will
pay the 5% inc. that went into effect 7/1/02, and any increasein the premiumseffective 7/1/03. If
management or non-union employees receive a benefit above the $461/month, MPEA members
will recaive the same.

ADDENDUM A - Grievance Procedure

The term “Alternative Dispute Resolution” was changed to “Fina and Binding Resolution”. The
intent of the change was to use arbitrators from the MT Board of Personnd Appeds to hear
grievances and render afind and binding resolution. The dollar amount thet triggers the find and
binding clause did not change.

ADDENDUM B, the Pay Plan, was replaced by amodified schedule with designated “ steps’ to
compensate employeesfor their added val ue obtained from the experience they havein their current

position.

Employees will ether receive a 3% increase each of the two years, or move to the appropriate
step, whichever is grester.
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i
PREAMBLE

This Agreement is made and entered into this day of , 2002, between the City of
Greet Fdls, hereinafter referred to as the "Employer”, and the Montana Public Employees Association,
hereinafter referred to asthe "Association”. It istheintent and purpose of this Agreement to assure sound
and mutualy beneficid working relationships between the Employer and its employees, to provide an
orderly and peaceful means of resolving grievances, to prevent interruption of work and interference with
the efficient operation of the Employer, and to set forth herein abasic and compl ete agreement between the
parties concerning terms and conditions of employment. It isunderstood that the Employer isengaged in
furnishing an essentia public service, which vitaly affects hedth, safety, comfort and generd well being of
the public and both parties hereto recognize the need for continuous and reliable service to the public.

ARTICLE 1: RECOGNITION

Section 1. The Employer recognizes the Association as the sole and exclusive representative of all
employees within the bargaining unit as defined and certified by the Board of Personnd Appedls listed
below:

Account Clerk Grant Assigtant

Account Clerk Senior Housing Ingpector

Accounting Technician Housing Specidist

Accounting Technician, Senior Information Technology Database Technician
Adminigtrative Secretary Information Technology Operations Technician
Adminigrative Secretary, Senior Information Technology Webste Specidist
Adminigrative Secretary/Lab Assgant Library Clerk

Building Ingpector | Library Specidist

Code Enforcement Technician Office and Adminidrative Specidist

Community Development Program Specidist  Police Evidence Technician

Community Development Technician Police Information Technician

Community Service Officer Police Information Technician, Senior
Emergency Services Dispatcher Process Server

Emergency Services Dispatcher, Senior Process Server, Senior

Events Specidist Utility Dispatcher

ARTICLE 2. TERM OF THE AGREEMENT

This Agreement shdl be effective as of the 1t day of July 2002, and shal remain in full force and effect
through the 30th day of June 2004. Either party desiring to change or terminate this Agreement must notify
the other in writing at least sixty (60) days prior to June 30, 2004.

ARTICLE 3: EFFECT OF LAWSAND RULES




Section 1. Thiscontract issubject to al gpplicable existing or futurelaws or regulations of the State of
Montana or its political subdivisons.

Section 2. The provisons of this contract areintended to state minimum standards of employeerights
and benefits, and the Employer is not hereby prohibited from extending additiona benefitsto itsemployees
when initsjudgment such benefits are judtified, and may reduce current benefits to the minimum contained
herein.

ARTICLE 4 SEVERABILITY

In the event any provision of this Agreement shdl be declared invalid a any time or unenforcesble by any
court of competent jurisdiction or through government regulations or decrees, such decison shdl not
invaidate the entire Agreement, being the expressed intention of the parties hereto that al other provisions
not declared invaid or unenforceable, shal remain in force and effect.

ARTICLE 5: MANAGEMENT RIGHTS

Asper MCA 39-31-303,the CITY shdl havetheright to operateitsaffairsin such areasas, but not limited
tor

A. direct employess,
B. hire, promote, transfer, assign, and retain employees,

C. relieve employees from duties because of lack of work or funds or under conditions where
continuation of such work be inefficient and nonproductive;

D. maintain the efficiency of government operations;

E determine the methods, means, job classfications, and personne by which government operations
are to be conducted,

F. take whatever actions may be necessary to carry out the missions of the agency in Stuations of
emergency;

G. establish the methods and processes by which work is performed.

ARTICLE 6: EMPLOYEE RIGHTS




Section 1. RIGHT TO ORGANIZE - It shdl betheright of dl employees covered by thisagreement
to join and support Association for the purposes of negotiating with Employer with respect to the subjects
of negotiation and to confer or consult on any other matters for the purpose of establishing, maintaining,
protecting, and improving the standards of the City of Great Fals and to establish procedures which will

facilitate and encourage settlement of disputes, pursuant to the Collective Bargaining Act. No employee
shdl be discharged or discriminated against by Employer for upholding lawful Association ectivities

Section 2. PROTECTION OF EMPLOYEE RIGHTS - Employer shdl give reasonable support to
employeesin the discharge of their duties. No employee shdl be discharged or reprimanded, reduced in
compensation, suspended or terminated without just cause; excluding, however, probationary employees.

Section 3. HOLD HARMLESS - Employer shdl provide insurance protection to defend and

indemnify, if necessary, employeesfor clams, actud or aleged, made againgt them while acting within the
course and scope of their employment, provided that such incidents, damagesor actsare not caused by the
willful violation of pena datutes, or acts of fraud or conduct contrary to the Employee Handbook. In

addition, Employer agreesto abide by dl requirements of the laws of the State of Montana relating to its
obligation to defend, indemnify and hold employees harmless while acting within the course and scope of

their employmen.

ARTICLE 7: ASSOCIATION RIGHTS

Section 1. Inthe event the Association designates amember employeeto act in the capacity asofficid
spokesperson for the Association on any matter, such a designation shdl be made in writing and shall
specify the period covered by the designation.

Section 2. A written ligt of the accredited officers and representatives of the bargaining unit shal be
furnished to the Employer immediately after their € ection and the Employer shdl benatified of any changes
of sad representatives within 7 calendar days.

Section 3. Theinternd business of the Association shal be conducted by the employees during their
non-duty hours; provided, however, that asel ected and designated A ssociation officer or appointee shal be
alowed a reasonable amount of paid time to act as an employee representative in adisciplinary meeting
when requested by the employee, but the Employer will not compensate the aforementioned individua sfor
time spent in such activities outsde of their norma work schedule.

Section 4. The Association's staff will be alowed to visit work areas of the employees during work
hours and confer on employment relations matters, provided that such vistations shal be approved in
advance with management, and shdl not unduly disrupt work in progress.

Section 5. The Association may utilize areasonable amount of space on bulletin boards as determined
by the Employer on bulletin boards currently used for employee notices. No derogatory information
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concerning the Employer shdl be posted by the Association.

Section 6. Accredited Association representatives shal, with the written gpprova of the employee,
have the right to inspect an employee's personnd file, with the exception of medical information unlessthe
issue involves such matters, and only where judtification is advanced for such access by the Association.

Section 7. The Association may be alowed to use the employer's facilities for Association meetings
contingent upon availability and management gpprova. The Association shdl beligblefor any damagesasa
result of such use.

Section 8. RIGHT TO INFORMATION - Employer recognizesthe necessity for the Association to
have possession of information to maintain the Agreement and prepare for negotiations. Thereforeone (1)
copy of thefollowing materidswill befurnished the Association by Employer at no cost withinten (10) days
of the receipt of arequest, provided such materids are available: Generd fund budgets- preiminary and
find; Annua report of Employer setting forth actua receipts and expenditures, Adminigtrative regulations;
names, addresses and classifications of employeesin aparticular classification or department of employees
covered by thisagreement; any information, statistics and records relevant to negotiations, or necessary for
proper enforcement of the terms of this agreement. The Association, upon written request to Employer,
shdl dso be furnished information or access to informetion that is of a public nature and is available. For
such information Employer may charge the Association for the cogt of preparing or providing copiesthereof.

ARTICLE 8 ASSOCIATION SECURITY

Section 1. Employees covered by the terms of this Agreement shall not be required to become
members of the Association, but mugt, as aterm and condition of employment, pay arepresentation feeto
the Association.

Section 2. Upon receipt of written authorization from an employee covered by this Agreement, the
Employer shal deduct from the employee's pay the amount owed to the Association by such employeefor
duesor representation fee. The Employer will remit to the Association such sumswithin 30 calendar days.
Changes in the Association membership dues rate will be certified to the Employer in writing over the
ggnature of the authorized officer or officers of the Association and shal be done at least 30 calendar days
in advance of such change.

Section 3. All employees covered by theterms of this Agreement shdl within 30 days of thesigning of
this Agreement, or within 30 days of employment, whichever islater, pay duesor arepresentation feetothe
Asociation. Employees who fail to comply with this requirement shal be discharged by the Employer
within 30 days after receipt of written notice of default by the Association. The Association may make
written notice of default and demand for discharge after

the 30-day period specified above. The Employer shall initiate gppropriate discharge actions under this
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Section toinsure discharge of the affected employee(s) of the 30th day from receipt by the Employer of the
Association's written notice of default and demand for discharge.

Section 4. The Employer, within 30 daysof the Sgning of this Agreement, shal present the Association
withaligt of the namesand addresses of dl current employees covered by this Agreement, and shdl update
list each month for dl new hires.

Section 5. The Association shdl indemnify, defend, and hold the Employer harmlessagaingt any dlam
made and againg any suit indituted againgt the Employer, including attorney's fees and costs of defense
thereof, on account of any provison of this Article.

ARTICLE 9: SCOPE OF AGREEMENT

ThisAgreement condtitutesthefull and compl ete agreement between the partiesand, as such, supersedesal
previous agreements, understandings and practices, whether or not in writing, and whether or not they are
forma or informd. The parties further acknowledge that during the course of collective bargaining each
party has had the unlimited right to offer, discuss, accept or rgject proposas. Therefore, for theterm of this
Agreement, no further collective bargaining shal be had upon any provisons of this Agreement nor upon
any subject of collective bargaining unless by mutua consent of the parties hereto.

ARTICLE 10: DEFINITIONS

A. "Employee" shal mean employeesof the CITY who aremembersof the bargaining unit covered by
this Agreement.

B. "Permanent employee’ means an employee who is assigned to a designated budgeted permanent
position and who has completed the respective probationary period.

C. "Temporary employee’ means an employee assgned to a position designated astemporary in the
City's budget, created for a definite period of time not to exceed (9) months.

D. "Full-time employeg" means an employee who normaly works 40 hours a week.

E Part-time employee" means an employee who normaly works less than 40 hours a week.

ARTICLE 11: SENIORITY AND LAYOFFE




Section 1. Seniority means an employee'slength of continuous service with the Department snce the
first date of hire as a permanent employee, and shdl be computed from the date the employee began such
service.

A. To be asent from the job due to layoffs will be consdered lost time for the purpose of seniority;
however, in the event of reemployment under Section 2 of thisArticle, previous service shal count
towards seniority.

B. Employer shdl post a seniority roster on December 1 of each year. Employee may protest their
seniority designation through the grievance procedure if they have cause to believe an error has
been made.

Section 2.

A. A reduction in force and the term "layoff" as used herein shdl be separate and digtinct from the
terms resgnation, retirement and dismissd, and shdl mean the loss of an employee's employment
with the Employer which isthe result of any reason other than resignation, retirement or dismissal.

B. Inthe event that Employer anticipatesthat alayoff of employeesisto take place, the Employer will
provide the Association with written notification which will include the positions proposed to be
affected, the proposed schedul e of implementation, and the reasonsfor thelayoff. Said notification
shdl beat least thirty (30) calendar daysbeforethe officid actionisto betaken. Upon Association
request, the Employer will make available to the Association any data requested which pertainsto
the layoff determination. Any employee who isto be placed on layoff will be so natified in writing,
by certified mall, at least thirty (30) cdendar days prior to the effective date of the layoff. The
Asociaion will be provided with alisting of the employees being notified of the layoff.

C. Layoffs caused by Reduction in Force shal be in order of seniority within the Dept., thet is; the
employee last hired shdl be the first released in the same job classification.

D. During notification period, affected employees will be given firs condgderation for any vacant
position authorized by the City Manager for which they are qudified within the City. Qudlifications
based on current/ reviewed/ updated job description. If more than one qudified employee is
interested in the vacant pogition, seniority will bethe determining factor for salection to the position.

E All recdlsto employment shal likewise bein order of seniority; thet is, thelast employeereleased
asaresult of aReduction in Force shdl bethe first consdered for any position for which they are
quaified within the City. The Employer shal natify in writing such employeeto return to work and
furnish the Association with acopy of such natification. It shal be the employee'sresponsbility to
maintain a current address on record with the Employer for the purpose of such notification.

F. Layoffs and subsequent recal shdl not be consdered as a new employment affecting the satus of
previous employees, nor shdl it require the placement of reemployed personnel in aprobationary
datus, if recdled to their previous pogtion.



Section 3. Seniority shdl be terminated when an employee terminates under the following conditions.
He or she ds0 gives up dl benefits.

A. terminates voluntarily or retires,
B. is discharged for just cause;
C. is absent for one working day without properly notifying the Employer;

D. fallsto report for work after layoff within three (3) working days after being notified by telegram or
mail a ther last known address unless satisfactory excuse is shown.

ARTICLE 12: JOB SECURITY

Section 1. The probationary period shdl be utilized for the most effective adjustment of a new

employee and for the dimination of any employee whose performance does not in the judgement of the
Employer meet the required standard of performance. The probationary period shal be six (6) monthsfor
al bargaining unit members other than Emergency Services Digpatchers who shall have a probationary

period of nine (9) months. When an employeeisconsdered margind by the Employer, an extenson of the
gx- (6) month probationary period, of up to an additiona thirty (30) days, may be required by the
Employer. The Employer may terminate the employment of any employee in accordance herewith upon
written notice to the employee. Any employee who has not been otherwise notified prior to the end of his
probationary period shall automaticaly obtain permanent status.

Section 2. The Employer may discharge any employeewith permanent statusonly for just cause. The
Employer shal furnish an employee subject to discharge or suspenson with a written statement of the
grounds and specific reason(s) for such action. An employee with permanent status may gpped hisher
dismissd, suspengion or other punitive disciplinary action through the grievance procedure. Thisin no way
limits management's prerogetive to layoff employees in accordance with Article 10.

ARTICLE 13: JOB DESCRIPTION

Section 1. Any employee may request a any time and shdl receive a copy of hisgher current job
decription.  This description shdl outline the duties and responsibilities for which the employee is held
accountable.



Section 2. Theemployeemay request areview of thejob description and classfication if he/shedeems
the job description does not reflect current duties and responsibilities. The Employer shal establish and
maintain a policy and procedure for the process of reviewing job descriptions and classifications.

ARTICLE 14: VACATIONS
A. Vacation leave shdl be earned and accumulated as provided in the Montana Codes annotated.

B. Permanent part-time employees are entitled to prorated annud vacation bendfits if they have
worked the quaifying period.

C. It shal beunlawful for an Employer to terminate or separate an employee from hisher employment
in an atempt to circumvent the provision of thislaw. Should aquestion arise under this paragraph,
it shdl be submitted to arbitration as provided in 3-2-101, MCA, unless there is a collective
bargaining agreement gpplicable.

D. Accumulation of leave. Annua vacation leave may be accumulated to atotal not to exceed 2 times
the maximum number of days earned annudly as of the last day of any cdendar year. However,
excess vacation timeis not forfeited if taken within 90 caendar days from December 31t of the
year in which the excess was accrued.

Employesswith excess hourswill be notified by the 10™ of January of thenumber of hoursthat they
need to use by March 31%. Employees must submit vacation requeststo usetheir excessvacation
by January 31%. If an employee’ s approved vacation is cancelled by the City, the employeewill be
alowed to carry those hours over to the current year.

E Separation from service or transfer to other department - cash for unused vacation leave upon
termination. An employee who terminates hisher employment with the City, for reason not
reflecting discredit on himsdf/hersdlf, ddll be entitled upon the date of such termination to cash
compensation for unused vacetion leave, assuming that the employee has worked the qudifying
period set forth above. However, if an employee transfers between departments of the same city
jurisdiction, there shdl be no cash compensation paid for unused vacation leave. Insuch atransfer
the recaiving department assumes liability for the accrued vacation credits transferred with the
employee.

F. When an employee has exhausted al accrued sick leave, absence because of illness can be
chargeable againgt vacation by mutua agreement between the employee and hisher supervisor,
prior to gpproving leave without pay.

G. Vacationswill be granted at thetime requested subject to the operationa needsof the department.
A vacation Sgn-up sheet shall be posted on each department's bulletin board by December 1 of the
year proceeding the year to be scheduled. For those employees who request vacations before
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January 10th and aconflict arises, seniority shdl govern, by divison, with themost senior employee
in the bargaining unit given firgt choice of when he/she shdl take their vacation.

V acations requested after January 10th of each year will beinwriting and granted on afirst-come,
fird-serve bass. The City reserves the find right to deny al vacation requedts, in writing, based
upon operationa needs within one (1) day of each request.

H. Receipt of vacation leave credits by an injured worker may not effect the worker's digibility for
temporary total disability benefits.

ARTICLE 15: SICK LEAVE

Section 1. Sick leave shdl be earned and accumulated as provided in the M ontana Codes Annotated.

Section 2. Employee may take sck leave for the following reasons:

A. Persond illness,

B. When needed to care for an employee's spouse, children, mother, father, ssters, brothers,
grandparents or grandchildren, or any other member of the household who isill; thisleave may not
exceed more than five (5) days at any onetime.

C. When there is a degth in theimmediate family, up to five (5) days sck leave may be granted. The
"immediatefamily" shal mean: spouse, children, mother, father, Ssters, brothers, grandparents, and
grandchildren, and corresponding in-laws.

Section 3. A doctor's report may be required for any paid sick leaveif the supervisor has reason to
sugpect abuse of sick leave. The employee will be notified if adoctor=s dip is required that work day.

Section 4. Employessarerequired to follow the following two stepsin order to be digiblefor payment
of Sck leave pay.

A. Report within 15 minutes of beginning of hisor her shift to the division head the reason for absence.

B. If the absenceisfor morethan one (1) day inlength, the employee must keep his (her) divison head
informed of his (her) condition on adaily bass.

Section 5. Worker's compensation benefits, which are received by an employee during sick leave gl
be deducted from compensation due the employee and shd| be credited to the employee'ssick leave, or in
lieu of recelving workers compensation wage |oss benefits, employee may choose to use accrued sick
leave benefits.

Section 6. Sick leave utilized must not exceed the amount accrued by theemployee. If anemployeeis
9



ill and has exhausted his’her sick leave and vacation leave credits, and needs more time away from work,
members of the Association may donate one (1) day of sick leave to any employee on anindividua besis.
Reguestsfor donations must be approved by management. 1f an employee has exhausted al accrued sick
leave and vacation leave, the Employer may permit the employee to be placed on a leave without pay
datus The maximum an employee can receive or donate is fifteen (15) daysin acalendar year.

Section 7. In the event that an employee on annud leave becomesill, the employee shdl be afforded
the right to change his’her annud leave Satus to Sck leave status and to utilize avalable Sck leave credits
upon furnishing Management acceptable medica certification.

Section 8. In the event that a holiday falls when an employee is on Sick leave, the employee shdl be
changed from sick leave status to holiday status.

ARTICLE 16: OTHER LEAVES

Section 1. Jury and Witness Duty, as per 2-18-619, M.C.A.

A. Each employee who is under proper summons as a juror shal collect dl fees and alowances
payable as aresult of the service and forward the fees to the appropriate accounting office. Juror
fees shdl be applied againg the amount due the employee from his employer. However, if an
employeedectsto charge hisjuror time off againg hisannud leave, he shdl not be required to remit
his juror feesto hisemployer. In no ingtanceisan employee required to remit to hisemployer any
expense or mileage alowance paid him by the court.

B. An employee subpoenaed to serve as awitness shdl collect dl fees and dlowances payable asa
result of the service and forward the feesto the gppropriate accounting office. Witnessfeesshdl be
gpplied againg the amount due the employeefrom hisemployer. However, if an employeedectsto
charge hiswitnesstime off againgt hisannud leave, he shal not be required to remit hiswitness fees
to hisemployer. In no ingance is an employee required to remit to his employer any expense or
mileage alowances paid him by the court.

C. Employeesare required to report back to work if dismissed from jury/witnessduty prior to one-helf
(2) hour before the end of higher normd shift, unless on annud leave.

D. Employers may request the court to excuse their employees from jury duty if they are needed for
the proper operation of aunit of state or local government.
Section 2. Military Leave and maternity leave shdl be prescribed by law.

Section 3. "Leavewithout pay" time shal not be deducted from normd sick leave or vecationtimeand
shdl betaken without compensation, until theemployegsreturn to his’her regular job. A leavewithout pay
must be requested by the employee in advance, and Management shdl then determineif the employee can
be excused for thetimerequested. The employee shal use the stlandard |leave request form. The approval
or disgpprova from Management shal be based on the needs of the department and the reason for the
request. Sick leave and vacation leaves do not accrue while an employee is on leave without pay status.

10



ARTICLE 17: HOLIDAYS
Section 1. Employees shdl be granted the following holidays according to state law:

New Year's Day, January 1

Martin Luther King Day, 3rd Monday in January

Lincoln's and Washington's Birthday, 3rd Monday in February
Memorid Day, last Monday in May

Independence Day, July 4

Labor Day, 1st Monday in September

Veterans Day, November 11

Thanksgiving, 4th Thursday and Friday in November
Christmas, December 25

TSTQ@ TP o0 oW

Section 2. The holidays listed in Section 1 shal be granted at the regular rate of pay to al employees
covered under this agreement. Part-time employees shall receive pay or accrua for the holiday on apro-
ratabass. Tobedigiblefor holiday pay an employee must bein apay satuson thelast scheduled working
day immediatdly before the holiday or on the first regularly scheduled working day immediately after the

holiday.

Section 3. An employee who works on alegd holiday shal recelve appropriate paid leave the day
preceding the holiday or on another day following the holiday in the same pay period or as scheduled by
mutua agreement by the employee and his supervisor or shal be paid aminimum of 1 1/2 timesthe regular
hourly rate plus holiday pay if no paid leave is requested by the employee.

Employeeswho work in the Communication Agency, Cascade County, 911, will notify the Employer when
they put in for vacation (January 10th) of which holidaysthey would liketo take aday in lieu of the holiday
worked. Beginning January 1, 2003, Emergency Services Digpatchersshdl bank their holiday premium pay
and overtime into a compensatory time bank that will not exceed forty (40) hours. Any holiday premium
pay or overtime pay worked in excess of forty (40) hoursshall be paid. All compensatory time scheduled
off shal bewith mutua agreement. No more than twenty (20) hours of compensatory time shal be cashed
out in pay in any one pay period.

Section 4. Any employeewho is scheduled for aday off onaday whichisobserved asalegd haliday,
shdl be entitled to receive a day off with pay ether on the day preceding the holiday or on another day
following the holiday inthe same pay period or as scheduled by the employee and his supervisor, whichever
dlows a day off in addition to the employee's regularly scheduled days off. Part-time employees shdl
receive benefits granted in this section on a pro-rata bass.

ARTICLE 18: REIMBURSED EXPENSES
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Section 1. Per Diem. Per Diem or reimbursement for meds or lodging shal be paid a the rates
dlowable under the Adminidrative Policy.

ARTICLE 19: PAY AND HOURS

Section 1. SALARIES AND LONGEVITY

A. BASE WAGES - Conditions relative to and governing base wages and salaries are contained in
Addendum B of this Agreement, which isattached and by thisreference made apart thereof asthough fully
st forth herein.

Section 2. A work week shdl cong st of forty (40) hours composed of five (5) consecutivework days,
immediatdly followed by two (2) days off; except when flex timeisimplemented or when Departments must
maintain a 6 or 7 days a week operation. In those departments (library, police), employees may, on
occasion, be scheduled for a 6th consecutive day.

Section 3. A regular workday shdl consst of 8 hours of continuous work, unless the employer has
exercised the option to implement flextime (see Section 4). Theworkday will include 2 duty free 15-minute
rest breaks as determined by individua departments. Employees shdl dso be granted a duty-free med

break, the length and scheduling of which isto be determined by the individua departments or supervisor.
The med break shdl normdly be without pay unless established otherwise by individud departments.

Section 4. Employer will havethe option of implementing flex time. Hextimeisdefined asany variation
in the established work schedule within a department. A Department Head will have the authority to
disdlow or discontinue the use of flextime in the department a any time. At no time will the employee's
flexed schedule exceed 40 hours per week. Flextime cannot be transferred or accumulated.

Section 5. ON CALL - "On Cdl" assgnmentsshdl befor afixed predetermined period of timenot to
exceed eight (8) hours. Employeesformally placed on"on cal" status shdl be compensated on the basis of
two (2) hours straight time pay for eight (8) hoursof "on cal” or fraction thereof. Full-time employeeswho
are caled out for work, that has not been scheduled, and report outsde the regular shift shal be paid for a
minimum of 2 hours at arate of 1% times the regular rate of pay, except for holidays, as enumerated in
Article 16, which will bepaid a 1%2timestheregular hourly rate of pay plusholiday pay. Each hour after 2
hours shall dso be paid at the aboverates. It isunderstood that this provision does not apply to overtime
work, which is essentidly a continuation of the workweek.

Section 6. An employee within the Police Department who shdl be employed for what is commonly
referred to as the "afternoon shift” shdl receive an additiond thirty-five (35) cents per hour in addition to
other sdary payments and any employee who shdl be employed for what is commonly known as "night
shift” shal recelve an additiond fifty (50) cents per hour in addition to other sdary payments. Ineach case,
such additiona compensation shal gpply only to the hours during which theemployee, inagiven pay period,
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is actudly serving on the "afternoon shift” or the "night shift" as the case may be. Employees assgned to
work the "swing shift" of 1100 - 1900, will be paid at the afternoon rate; those assigned to work the shift
from 1900 - 0300 will be paid at the night rate.

Section 7. In the abbsence of asupervisor, one Telecommunicator per shift will be desgnated asLead
and recelve an additiond $.60 per hour. Also in the absence of a supervisor for more than twenty (20)
consecutiveworking days, the Lead Tdecommunicator shdl be paid at step 1 of the higher gradefor actud
hours worked.

Section 8. If an employee is temporarily assgned to work in a higher classified position, for which
he/she has been trained, to work a minimum of eght (8) hours, he/she will be paid at the higher classified
position rate of pay for the period of time actualy worked.

ARTICLE 20: COURT APPEARANCE

Inthe event that any court gppearance beforeany judicia or adminigrative body is required asapart of the
employee'sjob, excluding those occurring during regularly scheduled hours or days, the employee shdl be
paid for aminimum of four (4) hours at the straight timerate. 1f such court appearance is on a scheduled
day off, the four- (4) hour minimum will be pad a the time and one-hdf rate. It isunderstood that this
provision does not gpply to overtime work, which is essentially a continuation of the workweek.

ARTICLE 21: OVERTIME

Section 1. Employeeslegaly entitled toovertime shdl bepaid at arateof 1 1/2 timesther regular rate
of pay for any time they worked over 40 hours per week.

Section 2. The Employer will make a good fath effort to equdize the offer of scheduled overtime
among employees in the same work unit and classification where training and ability are sufficient to do the
work. Overtimewill be worked on avoluntary basis unless needed for continuation of service.

Section 3. Authorized holiday leave, Sck leave, annua leave, or compensatory time off shdl condtitute
time worked when computing overtime credits under this article.

Section 4. Overtime as provided for in this Agreement shal not be pyramided under any
circumstances.
ARTICLE 22: GRIEVANCESAND ARBITRATION

Section 1. Having a desire to create and maintain |abor relations harmony between them, the parties
hereto agreethat they will promptly attempt to adjust dl disputesinvolving the interpretation, gpplication or
dleged violation of aspecific provison of this Agreement. Addendum A, atached hereto, shdl be utilized
to resolve grievances.
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ARTICLE 23: VACANCIESAND PROMOTIONS

Section 1. Where qudifications, capabilities, work experience and past work performance areequal,
seniority shdl be the contralling factor in filling new or vacated permanent positions.

Section 2. All newly created or vacated positions, excluding reclassifications, uniformed policeand fire,
professiona (licensed/certification), department and division heads (does not includefirst line supervisors),
and skilled trades (carpenter, €ectrician, plumber), shall be conspicuoudy posted in each building for three
(3) working daysto alow current employeesthefirst opportunity to gpply. Postingswill identify the sdlary
range assgnment and inform employeesthat additiona information on the positionisavailableinthe Human
Resources Office. Pogition openings will befilled by promoting from within the City whenever possible.

When deemed necessary to recruit from outside, Job Service and dl available sources of qudlified personnd

shdl be utilized.

ARTICLE 24: RATINGS AND WARNINGS

Section 1. From the date of sgning this Agreement, no information reflecting critically upon an
employee shdl be placed in the personne file of the employee that does not bear thesignature or initias of
the employee indicating that he/she has been shown the materid, or a Statement by a supervisor that the
employee has been shown the materid and refusedto Sgnit. A copy of any such materid shal befurnished
to the employee upon request.

Section 2. Lettersof caution, consultation, warning, admonishment and reprimand shall be considered
temporary contents of the personne file of an employee and shdl be purged from ther file on the
employee's anniversary date if older than one year unless such items can be used in support of possible
disciplinary action arising from more recent employee action or behavior paternsor isgpplicableto pending
legd or quas-legd proceedings. Employee must request the Human Resources Department to purgethe
file

Section 3. Materid placed in the personne file of an employee without conformity with the provisions
of this Section will not be used by the Employer in any subsequent evauation or disciplinary proceedings
invalving the employee.

Section 4. RIGHTSTO REPRESENTATION - Anemployeemay, at his’her option, be represented
at dl disciplinary meetings by an Association Representative.

ARTICLE 25: NOTIFICATIONS

Section 1. The Employer shdl insure accessto each employee an up-to-date policy manud of itsrules
regulations and policies on employment related matters. The employee shdl be notified of any changesor
additionsto personnd rules, regulationsand policiesissued by the Employer and theindividua departmants

ARTICLE 26: NO STRIKE/LOCKOUT
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Section 1. During theterm of this Agreement, neither the Association nor its agentsor representatives
will cause, sanction or teke part in any strike or any other interference with the operation of the Employer's
business.

Section 2. During the term of this Agreement, there shdl be no lockouts by the Employer.
ARTICLE 27: WAGES

All permanent employees covered under this Agreement shall receiveincreasesin accordancetothesdary
schedule contained in Addendum B.

Incentive Pay.:  The Union and City will continue to partner to design an incentive pay program. The
balance of the $10,000 alotted for the previous contract period of 7/1/01 — 6/30/02 will be available to
fund this program.

ARTICLE 28: HEALTH INSURANCE

The City agreesto pay according to thefollowing schedule toward theinsurance premium of dl digiblefull-
time employees.

Employee $212.00/mo.

Employee & Child(ren) $370.00/mo.

Employee & Spouse $410.00/mo.

Family $484.00/mo. 7/1/02 — 6/30/03, decreasing to $461.00 - 7/1/03

The CITY agreesto pay up to $461.00 toward the insurance premium for al categories over the term of
the agreement.

If management or non-union employeesreceive beyond the $461.00 insurance premium payment duingthe
term of the contact, bargaining unit members shdl receive the same.

This will be the same basic hedth insurance plan provided to dl other City employees. In addition, an
MPEA representative will participate on the Insurance Committee.

A. The City reservestheright to add to, delete from or modify the benefit plan, with no obligation to
negotiate, and retainstheright to delete or modify any or al of the added benefitswith no obligation
to negotiate.

B. The City shdl be & liberty to make an independent selection of theinsurance carrier, including the
option of partidly or fully sdf-funding with no obligation to negotiate.

ARTICLE 29: MISCELLANEOUS
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Section 1. LABOR-MANAGEMENT COMMITTEE - A Labor-Management Committee shall be
formed and cons <t of three (3) members from the Association and three (3) members from the employer.
The Committee will meet as often as necessary. Any subject of concern to either the Association or
Employer may be presented to this Committee.

IN WITNESS WHEREOF, the Association and Employer have caused this Agreement to be executed in
their names by their duly authorized representatives at Great Falls, Montana, this day of __,2002.

CITY OF GREAT FALLS, MONTANA MONTANA PUBLIC EMPLOYEES
ASSOCIATION, INC.

Thomas Schneider,
John W. Lawton, City Manager Executive Director
ATTEST:

Richard Letang

Director of Field Services
City Clerk
(SEAL OF CITY)

Reviewed for legd content:
City Attorney

ADDENDUM A: GRIEVANCE PROCEDURE

Step 1.
The employee and or Union Steward will discuss the grievance with the employee’ s immediate

Supervisor in an attempt to resolve the grievance within fifteen (15) working days (Monday —
Friday) of the knowledge and/or occurrence of the grievance. The Supervisor shall havefive (5)
working days (Monday — Friday) to respond to the employee and/or Steward.

Step 2.
If the response from the Supervisor is not satisfactory, the employee and/or Steward shal contact
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the Union, and the Union shdl, within ten (10) working days (Monday — Friday) of the response of
the Supervisor in Step 1, reduce the grievance to writing and submit the grievance to the Divison
Supervisor.  The Divison Supervisor and the Union shdl meet within ten (10) working days
(Monday — Friday) to discuss the grievance and atempt to resolve the grievance. The Divison
Supervisor shdl have five (5) working days (Monday — Friday) from the date of the meeting to
respond to the Union with higher decision in writing.

If the response from the Divison Supervisor isnot stisfactory to the Union, the Union may within
ten (10) working days (Monday — Friday) submit the grievance, inwriting, to the Department Heed
for adjusment. The Department Head shdl respond back to the Union within five (5) working
days (Monday — Friday), in writing, with the City’ s decison.

Grievances regarding termination of employment shal be submitted by the Union, inwriting, to the
Department Head at Step 3.

Step 4.
If the response from the Department Head isnot satisfactory to the Union, the Union may withinten

(20) working days (Monday — Friday) submit the grievance in writing to the City Manager or his
designeefor adjustment. The City Manager or his designee shall respond back to the Union within
ten (10) working days (Monday — Friday) in writing with the City’ s decison.

Step 5.
If the grievanceis not settled in Step 4, the Union and the Employer shdl, within five (5) working

days (Monday — Friday), agree to adate, time and place to convene ajoint committee of two (2)
representatives of the Union and two (2) representatives from the City to hear the grievance. The
committee shdl render adecison within five (5) working days (Monday — Friday) from the date of
the hearing.

If the grievanceisnot settled in Step 5, elther party may within ten (10) working days (Monday —
Friday) submit the grievance to find and binding resolution with an agreed upon arbitrator or
request alist of arbitratorsfrom the Board of Personnd Appedls. Fina and binding arbitration shdl
be used for contract violationsthat involveinterpretation of language that would result inamonetary
value of $800 or less.

A. If the City and the Union cannot agree whether a grievance has an economic effect or
impact of lessthan eight hundred dollars ($800.00), the party hearing the casein Find and
Binding Resolution shdl make the decison and it shdl be find and binding on al parties.

B. City shdl present daims or grievances, in writing, to the Union.
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Step 7.

Find and Binding Resolution Authority: in any case where Find and Binding Resolution is
utilized, the person hearing the grievance shdl have no right to amend, modify, nullify,
ignore, add to or subtract from, the terms and conditions of this Agreement. The person
hearing the grievance shdl consder and decide only the specific issug(s) submitted in
writing by the City and the Union, and shdl have no authority to make a decison on any
other issue not so submitted. The person hearing the grievance shal be without power to
make decisons contrary to, or incongstent with, or modify or vary in any way the
gpplication of rules, laws, regulations having the force and effect of law. The expenses of
Fina and Binding Resolution shal be borne by the two parties, equdly; however, each
party shall beresponsiblefor compensating itsown representatives and witnesses. If either
party desiresaverbatim record of the proceedings, it may cause such arecord to be made,
providing it pays for the record. If both parties desre a verbatim record of the
proceedings, the cost shall be shared equdlly.

The parties may mutualy agree to use Step 6 to resolve contractua issues with avaue of
more than $800 in lieu of judicid review.

RULES OF GRIEVANCE PROCESSING

Rule 1. Timelimitsof any stage of the grievance procedure may be extended by written mutua agreement
of the parties involved in that step.

Rule 2. A grievance not filed or advanced by the grievant within the time limit provided shdl be deemed
permanently withdrawn as having been settled on the basis of the decision most recently received. Failure
on the part of the employer's representative to answer within thetime limits shdl entitle the employeeto the

next step.

Rule 3. An gppointed authority may replace any titled position in the grievance procedure provided that
such gppointment has full authority to act in the capacity of the person being replaced.

Rule 4. When the grievance is presented in writing there shall be set forth dl of the following:

A.

B.

A complete statement of the grievance and facts upon which it is based.

The rights of the individua claimed to have been violated and remedy or correction requested.
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MPEA ADDENDUM B

Salary Range Table

7/1/02
Step 1 Step 2 Step 3 Step 4
S Minimum| 13% Increase 3% Increase after]3% Increase 3% Increase
alary . _ _ . .
Range New Hire] |after 6 months in |18 months in after 3years in |after 5years in
7/1/02 same position same position same position same position

1 $10,712 $11,033.36 $11,364.36 $11,705.29 $12,056.45
2 $10,980 $11,309.19 $11,648.47 $11,997.92 $12,357.86
3 $11,254 $11,591.92 $11,939.68 $12,297.87 $12,666.81
4 $11,536 $11,881.72 $12,238.17 $12,605.32 $12,983.48
5 $11,824 $12,178.76 $12,544.13 $12,920.45 $13,308.07
6 $12,120 $12,483.23 $12,857.73 $13,243.46 $13,640.77
7 $12,423 $12,795.31 $13,179.17 $13,574.55 $13,981.79
8 $12,733 $13,115.20 $13,508.65 $13,913.91 $14,331.33
9 $13,052 $13,443.08 $13,846.37 $14,261.76 $14,689.61
10 $13,378 $13,779.15 $14,192.53 $14,618.31 $15,056.85
11 $13,712 $14,123.63 $14,547.34 $14,983.76 $15,433.28
12 $14,055 $14,476.72 $14,911.03 $15,358.36 $15,819.11
13 $14,406 $14,838.64 $15,283.80 $15,742.32 $16,214.59
14 $14,767 $15,209.61 $15,665.90 $16,135.87 $16,619.95
15 $15,136 $15,589.85 $16,057.54 $16,539.27 $17,035.45
16 $15,514 $15,979.60 $16,458.98 $16,952.75 $17,461.33
17 $15,902 $16,379.08 $16,870.46 $17,376.57 $17,897.87
18 $16,300 $16,788.56 $17,292.22 $17,810.99 $18,345.32
19 $16,707 $17,208.28 $17,724.52 $18,256.26 $18,803.95
20 $17,125 $17,638.48 $18,167.64 $18,712.67 $19,274.05
21 $17,553 $18,079.45 $18,621.83 $19,180.48 $19,755.90
22 $17,992 $18,531.43 $19,087.37 $19,660.00 $20,249.80
23 $18,441 $18,994.72 $19,564.56 $20,151.50 $20,756.04
24 $18,903 $19,469.58 $20,053.67 $20,655.28 $21,274.94
25 $19,375 $19,956.32 $20,555.01 $21,171.66 $21,806.81
26 $19,859 $20,455.23 $21,068.89 $21,700.96 $22,351.99
27 $20,356 $20,966.61 $21,595.61 $22,243.48 $22,910.78
28 $20,865 $21,490.78 $22,135.50 $22,799.57 $23,483.55
29 $21,386 $22,028.05 $22,688.89 $23,369.56 $24,070.64
30 $21,921 $22,578.75 $23,256.11 $23,953.80 $24,672.41
31 $22,469 $23,143.22 $23,837.51 $24,552.64 $25,289.22
32 $23,031 $23,721.80 $24,433.45 $25,166.46 $25,921.45
33 $23,607 $24,314.84 $25,044.29 $25,795.62 $26,569.49
34 $24,197 $24,922.71 $25,670.40 $26,440.51 $27,233.72
35 $24,802 $25,545.78 $26,312.16 $27,101.52 $27,914.57
36 $25,422 $26,184.43 $26,969.96 $27,779.06 $28,612.43
37 $26,057 $26,839.04 $27,644.21 $28,473.54 $29,327.74
38 $26,709 $27,510.01 $28,335.31 $29,185.37 $30,060.93
39 $27,376 $28,197.76 $29,043.70 $29,915.01 $30,812.46
40 $28,061 $28,902.71 $29,769.79 $30,662.88 $31,582.77
41 $28,762 $29,625.28 $30,514.03 $31,429.46 $32,372.34
42 $29,481 $30,365.91 $31,276.89 $32,215.19 $33,181.65
43 $30,219 $31,125.06 $32,058.81 $33,020.57 $34,011.19
44 $30,974 $31,903.18 $32,860.28 $33,846.09 $34,861.47
45 $31,748 $32,700.76 $33,681.78 $34,692.24 $35,733.00
46 $32,542 $33,518.28 $34,523.83 $35,559.54 $36,626.33
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MPEA ADDENDUM B
Salary Range Table
7/1/02 - 6/30/04

July 1, 2003

July 1, 2003

July 1, 2003

Salary
Range

Additional 3%
Increase for
employees
already at Step 2
as of 7/1/03

Additional 3%
Increase for
employees
already at Step 3
as of 7/1/03

Additional 3%
Increase for
employees
already at Step 4
as of 7/1/03

1 $11,705.29 $12,056.45 $12,418.14
2 $11,997.92 $12,357.86 $12,728.60
3 $12,297.87 $12,666.81 $13,046.81
4 $12,605.32 $12,983.48 $13,372.98
5 $12,920.45 $13,308.07 $13,707.31
6 $13,243.46 $13,640.77 $14,049.99
7 $13,574.55 $13,981.79 $14,401.24
8 $13,913.91 $14,331.33 $14,761.27
9 $14,261.76 $14,689.61 $15,130.30
10 $14,618.31 $15,056.85 $15,508.56
11 $14,983.76 $15,433.28 $15,896.27
12 $15,358.36 $15,819.11 $16,293.68
13 $15,742.32 $16,214.59 $16,701.02
14 $16,135.87 $16,619.95 $17,118.55
15 $16,539.27 $17,035.45 $17,546.51
16 $16,952.75 $17,461.33 $17,985.18
17 $17,376.57 $17,897.87 $18,434.80
18 $17,810.99 $18,345.32 $18,895.67
19 $18,256.26 $18,803.95 $19,368.07
20 $18,712.67 $19,274.05 $19,852.27
21 $19,180.48 $19,755.90 $20,348.57
22 $19,660.00 $20,249.80 $20,857.29
23 $20,151.50 $20,756.04 $21,378.72
24 $20,655.28 $21,274.94 $21,913.19
25 $21,171.66 $21,806.81 $22,461.02
26 $21,700.96 $22,351.99 $23,022.54
27 $22,243.48 $22,910.78 $23,598.11
28 $22,799.57 $23,483.55 $24,188.06
29 $23,369.56 $24,070.64 $24,792.76
30 $23,953.80 $24,672.41 $25,412.58
31 $24,552.64 $25,289.22 $26,047.90
32 $25,166.46 $25,921.45 $26,699.09
33 $25,795.62 $26,569.49 $27,366.57
34 $26,440.51 $27,233.72 $28,050.74
35 $27,101.52 $27,914.57 $28,752.00
36 $27,779.06 $28,612.43 $29,470.80
37 $28,473.54 $29,327.74 $30,207.57
38 $29,185.37 $30,060.93 $30,962.76
39 $29,915.01 $30,812.46 $31,736.83
40 $30,662.88 $31,582.77 $32,530.25
41 $31,429.46 $32,372.34 $33,343.51
42 $32,215.19 $33,181.65 $34,177.10
43 $33,020.57 $34,011.19 $35,031.52
44 $33,846.09 $34,861.47 $35,907.31
45 $34,692.24 $35,733.00 $36,805.00
46 $35,559.54 $36,626.33 $37,725.12
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