
 
CITY OF GREAT FALLS, MONTANA    AGENDA #      40  
A G E N D A    R E P O R T      DATE       July 16, 2002          

            
ITEM     LABOR AGREEMENT - CITY OF GREAT FALLS/MONTANA PUBLIC                            
    EMPLOYEES' ASSOCIATION (MPEA)                                                                             
INITIATED BY      Linda Williams, Human Resources Manager                                                    
ACTION REQUESTED    APPROVAL OF LABOR AGREEMENT                                               
PRESENTED BY      Cheryl Patton, Assistant City Manager                                                
 _   _   _   _   _ 
 
RECOMMENDATION: 
 
The recommendation is to approve the Labor Agreement between the City of Great Falls and the Montana 
Public Employees' Association (MPEA). 
 
MOTION: 
 
I move the City Commission approve the Labor Agreement between the City of Great Falls 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 classification and compensation study that was completed in 2001 established a salary range assignment 
for each position.  Each salary range established a minimum, mid-point and maximum. The mid-point was 
identified as the market rate for sustained competent performance.  The City Commission approved a salary 
matrix that would move employees to 90% of the market rate (mid-point) over a five-year period.  In 
September of 2001, the salaries of employees who were below the minimum of their salary range 
assignment were adjusted to the minimum.   
 
The salary matrix contained in Addendum B implements the agreed upon method to reach the goal of 90% 
of the market rate.  Employees will either receive a 3% increase, or move to the appropriate level on the 
matrix that corresponds to the length of time they’ve been in their current position, whichever is greater.  
Employees who were in 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, Assistant City Manager 
Carl Upton, PD    Coleen Balzarini, Fiscal Services Director 
Donna Halbleib, HA     Sheryl Carr, Police Records/Budget Supervisor 
Char Lewis, PD    Linda Williams, Human Resources Manager 
Sherrie Floerchinger, Park & Rec. 
Kim Thiel, CD 
Terry Youngworth, CD       
Dick Letang, MPEA Field Director 
 
 
The major changes from the previous agreement are: 
 
 1. Article 1, RECOGNITION  
 

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

 
 2. Article 2, TERM OF THE AGREEMENT 

 
The term of the agreement was changed to July 1, 2002 through June 30, 2004. 

 
3. Article 12, JOB SECURITY, Section 1 
 

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

4. Article 17, HOLIDAYS 
 

The holiday schedule was updated to reflect the current holidays City employees observe. 
Columbus Day was deleted 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. 
 

5. Article 19, PAY AND HOURS 
 

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

Regarding position announcements, language was added stating Human Resources will designate 
the salary range assignment on the notice as well as that additional information on the position is 
available in the Human Resources Office. 
  

7. Article 27, WAGES 
 

The language was changed stating employees would receive increases in accordance with the salary 
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 allotted in the previous contract. 
 

 
8. 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, employees with family coverage will 
pay the 5% inc. that went into effect 7/1/02, and any increase in the premiums effective 7/1/03.  If 
management or non-union employees receive a benefit above the $461/month, MPEA members 
will receive the same. 
 
 

9. ADDENDUM A – Grievance Procedure 
 

The term “Alternative Dispute Resolution” was changed to “Final and Binding Resolution”. The 
intent of the change was to use arbitrators from the MT Board of Personnel Appeals to hear 
grievances and render a final and binding resolution.  The dollar amount that triggers the final and 
binding clause did not change.   
 
 

10. ADDENDUM B, the Pay Plan, was replaced by a modified schedule with designated “steps” to 
compensate employees for their added value obtained from the experience they have in their current 
position.   
 
Employees will either receive a 3% increase each of the two years, or move to the appropriate 
step, whichever is greater. 
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 PREAMBLE 
 
This Agreement is made and entered into this _____ day of ___________, 2002, between the City of 
Great Falls, hereinafter referred to as the "Employer", and the Montana Public Employees' Association, 
hereinafter referred to as the "Association".  It is the intent and purpose of this Agreement to assure sound 
and mutually beneficial 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 a basic and complete agreement between the 
parties concerning terms and conditions of employment.  It is understood that the Employer is engaged in 
furnishing an essential public service, which vitally affects health, safety, comfort and general 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 Personnel Appeals listed 
below: 
 
Account Clerk      Grant Assistant 
Account Clerk Senior     Housing Inspector 
Accounting Technician    Housing Specialist 
Accounting Technician, Senior   Information Technology Database Technician 
Administrative Secretary    Information Technology Operations Technician 
Administrative Secretary, Senior   Information Technology Website Specialist 
Administrative Secretary/Lab Assistant  Library Clerk 
Building Inspector I     Library Specialist 
Code Enforcement Technician   Office and Administrative Specialist 
Community Development Program Specialist 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 Specialist      Utility Dispatcher 
 
             
 ARTICLE 2: TERM OF THE AGREEMENT 
 
This Agreement shall be effective as of the 1st day of July 2002, and shall 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 LAWS AND RULES 
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Section 1. This contract is subject to all applicable existing or future laws or regulations of the State of 
Montana or its political subdivisions. 
 
 
Section 2. The provisions of this contract are intended to state minimum standards of employee rights 
and benefits, and the Employer is not hereby prohibited from extending additional benefits to its employees 
when in its judgment such benefits are justified, and may reduce current benefits to the minimum contained 
herein. 
 
 ARTICLE 4: SEVERABILITY 
 
In the event any provision of this Agreement shall be declared invalid at any time or unenforceable by any 
court of competent jurisdiction or through government regulations or decrees, such decision shall not 
invalidate the entire Agreement, being the expressed intention of the parties hereto that all other provisions 
not declared invalid or unenforceable, shall remain in force and effect. 
 ARTICLE 5: MANAGEMENT RIGHTS 
 
As per MCA 39-31-303, the CITY shall have the right to operate its affairs in such areas as, but not limited 
to: 
 
A. direct employees; 
 
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 classifications, and personnel by which government operations 

are to be conducted; 
 
F. take whatever actions may be necessary to carry out the missions of the agency in situations of 

emergency; 
 
G. establish the methods and processes by which work is performed. 
 
 
 
 
 ARTICLE 6: EMPLOYEE RIGHTS 
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Section 1. RIGHT TO ORGANIZE - It shall be the right of all employees covered by this agreement 
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 Falls and to establish procedures which will 
facilitate and encourage settlement of disputes, pursuant to the Collective Bargaining Act.  No employee 
shall be discharged or discriminated against by Employer for upholding lawful Association activities. 
 
Section 2. PROTECTION OF EMPLOYEE RIGHTS - Employer shall give reasonable support to 
employees in the discharge of their duties.  No employee shall be discharged or reprimanded, reduced in 
compensation, suspended or terminated without just cause; excluding, however, probationary employees. 
 
Section 3. HOLD HARMLESS - Employer shall provide insurance protection to defend and 
indemnify, if necessary, employees for claims, actual or alleged, made against them while acting within the 
course and scope of their employment, provided that such incidents, damages or acts are not caused by the 
willful violation of penal statutes, or acts of fraud or conduct contrary to the Employee Handbook.  In 
addition, Employer agrees to abide by all 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 employment. 
 
 ARTICLE 7: ASSOCIATION RIGHTS 
 
Section 1. In the event the Association designates a member employee to act in the capacity as official 
spokesperson for the Association on any matter, such a designation shall be made in writing and shall 
specify the period covered by the designation. 
 
Section 2. A written list of the accredited officers and representatives of the bargaining unit shall be 
furnished to the Employer immediately after their election and the Employer shall be notified of any changes 
of said representatives within 7 calendar days. 
 
Section 3. The internal business of the Association shall be conducted by the employees during their 
non-duty hours; provided, however, that a selected and designated Association officer or appointee shall be 
allowed a reasonable amount of paid time to act as an employee representative in a disciplinary meeting 
when requested by the employee, but the Employer will not compensate the aforementioned individuals for 
time spent in such activities outside of their normal work schedule. 
 
Section 4. The Association's staff will be allowed to visit work areas of the employees during work 
hours and confer on employment relations matters, provided that such visitations shall be approved in 
advance with management, and shall not unduly disrupt work in progress. 
Section 5. The Association may utilize a reasonable 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 shall be posted by the Association. 
 
Section 6. Accredited Association representatives shall, with the written approval of the employee, 
have the right to inspect an employee's personnel file, with the exception of medical information unless the 
issue involves such matters, and only where justification is advanced for such access by the Association. 
 
Section 7. The Association may be allowed to use the employer's facilities for Association meetings 
contingent upon availability and management approval.  The Association shall be liable for any damages as a 
result of such use. 
 
Section 8. RIGHT TO INFORMATION - Employer recognizes the necessity for the Association to 
have possession of information to maintain the Agreement and prepare for negotiations.  Therefore one (1) 
copy of the following materials will be furnished the Association by Employer at no cost within ten (10) days 
of the receipt of a request, provided such materials are available:  General fund budgets - preliminary and 
final; Annual report of Employer setting forth actual receipts and expenditures; Administrative regulations; 
names, addresses and classifications of employees in a particular classification or department of employees 
covered by this agreement; 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, 
shall also be furnished information or access to information that is of a public nature and is available.  For 
such information Employer may charge the Association for the cost of preparing or providing copies thereof. 
 
 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 must, as a term and condition of employment, pay a representation fee to 
the Association. 
 
Section 2. Upon receipt of written authorization from an employee covered by this Agreement, the 
Employer shall deduct from the employee's pay the amount owed to the Association by such employee for 
dues or representation fee.  The Employer will remit to the Association such sums within 30 calendar days. 
Changes in the Association membership dues rate will be certified to the Employer in writing over the 
signature of the authorized officer or officers of the Association and shall be done at least 30 calendar days 
in advance of such change. 
 
Section 3. All employees covered by the terms of this Agreement shall within 30 days of the signing of 
this Agreement, or within 30 days of employment, whichever is later, pay dues or a representation fee to the 
Association.  Employees who fail to comply with this requirement shall 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 appropriate discharge actions under this 
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Section to insure 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 days of the signing of this Agreement, shall present the Association 
with a list of the names and addresses of all current employees covered by this Agreement, and shall update 
list each month for all new hires. 
 
Section 5. The Association shall indemnify, defend, and hold the Employer harmless against any claim 
made and against any suit instituted against the Employer, including attorney's fees and costs of defense 
thereof, on account of any provision of this Article. 
 
 ARTICLE 9:  SCOPE OF AGREEMENT 
 
This Agreement constitutes the full and complete agreement between the parties and, as such, supersedes all 
previous agreements, understandings and practices, whether or not in writing, and whether or not they are 
formal or informal.  The parties further acknowledge that during the course of collective bargaining each 
party has had the unlimited right to offer, discuss, accept or reject proposals.  Therefore, for the term of this 
Agreement, no further collective bargaining shall be had upon any provisions of this Agreement nor upon 
any subject of collective bargaining unless by mutual consent of the parties hereto. 
 
 
 ARTICLE 10:  DEFINITIONS 
 
A. "Employee" shall mean employees of the CITY who are members of 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 assigned to a position designated as temporary in the 

City's budget, created for a definite period of time not to exceed (9) months. 
 
D. "Full-time employee" means an employee who normally works 40 hours a week. 
 
E. Part-time employee" means an employee who normally works less than 40 hours a week. 
 
 
 
 
 
 
 ARTICLE 11:  SENIORITY AND LAYOFF 
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Section 1. Seniority means an employee's length of continuous service with the Department since the 
first date of hire as a permanent employee, and shall be computed from the date the employee began such 
service. 
 
A. To be absent from the job due to layoffs will be considered lost time for the purpose of seniority; 

however, in the event of reemployment under Section 2 of this Article, previous service shall count 
towards seniority. 

 
B. Employer shall 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 shall be separate and distinct from the 

terms resignation, retirement and dismissal, and shall mean the loss of an employee's employment 
with the Employer which is the result of any reason other than resignation, retirement or dismissal. 

 
B. In the event that Employer anticipates that a layoff of employees is to take place, the Employer will 

provide the Association with written notification which will include the positions proposed to be 
affected, the proposed schedule of implementation, and the reasons for the layoff.  Said notification 
shall be at least thirty (30) calendar days before the official action is to be taken.  Upon Association 
request, the Employer will make available to the Association any data requested which pertains to 
the layoff determination. Any employee who is to be placed on layoff will be so notified in writing, 
by certified mail, at least thirty (30) calendar days prior to the effective date of the layoff.  The 
Association will be provided with a listing of the employees being notified of the layoff. 

 
C. Layoffs caused by Reduction in Force shall be in order of seniority within the Dept., that is; the 

employee last hired shall be the first released in the same job classification.   
 
D. During notification period, affected employees will be given first consideration for any vacant 

position authorized by the City Manager for which they are qualified within the City.  Qualifications 
based on current/ reviewed/ updated job description.  If more than one qualified employee is 
interested in the vacant position, seniority will be the determining factor for selection to the position. 

 
E. All recalls to employment shall likewise be in order of seniority; that is, the last employee released 

as a result of a Reduction in Force shall be the first considered for any position for which they are 
qualified within the City.  The Employer shall notify in writing such employee to return to work and 
furnish the Association with a copy of such notification.  It shall be the employee's responsibility to 
maintain a current address on record with the Employer for the purpose of such notification. 

 
F. Layoffs and subsequent recall shall not be considered as a new employment affecting the status of 

previous employees, nor shall it require the placement of reemployed personnel in a probationary 
status, if recalled to their previous position. 
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Section 3. Seniority shall be terminated when an employee terminates under the following conditions.  
He or she also gives up all 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. fails to report for work after layoff within three (3) working days after being notified by telegram or 

mail at their last known address unless satisfactory excuse is shown. 
 
 ARTICLE 12:  JOB SECURITY 
 
 
Section 1. The probationary period shall be utilized for the most effective adjustment of a new 
employee and for the elimination of any employee whose performance does not in the judgement of the 
Employer meet the required standard of performance.  The probationary period shall be six (6) months for 
all bargaining unit members other than Emergency Services Dispatchers who shall have a probationary 
period of nine (9) months.  When an employee is considered marginal by the Employer, an extension of the 
six- (6) month probationary period, of up to an additional 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 automatically obtain permanent status. 
 
 
Section 2. The Employer may discharge any employee with permanent status only for just cause.  The 
Employer shall furnish an employee subject to discharge or suspension with a written statement of the 
grounds and specific reason(s) for such action.  An employee with permanent status may appeal his/her 
dismissal, suspension or other punitive disciplinary action through the grievance procedure. This in no way 
limits management's prerogative to layoff employees in accordance with Article 10. 
 
 ARTICLE 13:  JOB DESCRIPTION 
 
Section 1. Any employee may request at any time and shall receive a copy of his/her current job 
description.  This description shall outline the duties and responsibilities for which the employee is held 
accountable. 
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Section 2. The employee may request a review of the job description and classification if he/she deems 
the job description does not reflect current duties and responsibilities.  The Employer shall establish and 
maintain a policy and procedure for the process of reviewing job descriptions and classifications. 
 
 ARTICLE 14:  VACATIONS 
 
A. Vacation leave shall be earned and accumulated as provided in the Montana Codes annotated. 
 
B. Permanent part-time employees are entitled to prorated annual vacation benefits if they have 

worked the qualifying period. 
 
C. It shall be unlawful for an Employer to terminate or separate an employee from his/her employment 

in an attempt to circumvent the provision of this law.  Should a question arise under this paragraph, 
it shall be submitted to arbitration as provided in 3-2-101, MCA, unless there is a collective 
bargaining agreement applicable. 

 
D. Accumulation of leave.  Annual vacation leave may be accumulated to a total not to exceed 2 times 

the maximum number of days earned annually as of the last day of any calendar year.  However, 
excess vacation time is not forfeited if taken within 90 calendar days from December 31st of the 
year in which the excess was accrued. 

 
Employees with excess hours will be notified by the 10th of January of the number of hours that they 
need to use by March 31st.  Employees must submit vacation requests to use their excess vacation 
by January 31st.  If an employee’s approved vacation is cancelled by the City, the employee will be 
allowed 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 his/her employment with the City, for reason not 
reflecting discredit on himself/herself, shall be entitled upon the date of such termination to cash 
compensation for unused vacation leave, assuming that the employee has worked the qualifying 
period set forth above.  However, if an employee transfers between departments of the same city 
jurisdiction, there shall be no cash compensation paid for unused vacation leave.  In such a transfer 
the receiving department assumes liability for the accrued vacation credits transferred with the 
employee.   

 
F. When an employee has exhausted all accrued sick leave, absence because of illness can be 

chargeable against vacation by mutual agreement between the employee and his/her supervisor, 
prior to approving leave without pay. 

 
 
G. Vacations will be granted at the time requested subject to the operational needs of the department.  

A vacation sign-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 a conflict arises, seniority shall govern, by division, with the most senior employee 
in the bargaining unit given first choice of when he/she shall take their vacation.   

 
Vacations requested after January 10th of each year will be in writing and granted on a first-come, 
first-serve basis.  The City reserves the final right to deny all vacation requests, in writing, based 
upon operational needs within one (1) day of each request.  

 
H. Receipt of vacation leave credits by an injured worker may not effect the worker's eligibility for 

temporary total disability benefits. 
 
 ARTICLE 15:  SICK LEAVE 
 
Section 1. Sick leave shall be earned and accumulated as provided in the Montana Codes Annotated. 
 
Section 2. Employee may take sick leave for the following reasons: 
 
A. Personal illness; 
 
B. When needed to care for an employee's spouse, children, mother, father, sisters, brothers, 

grandparents or grandchildren, or any other member of the household who is ill; this leave may not 
exceed more than five (5) days at any one time. 

 
C. When there is a death in the immediate family, up to five (5) days sick leave may be granted.  The 

"immediate family" shall mean: spouse, children, mother, father, sisters, brothers, grandparents, and 
grandchildren, and corresponding in-laws. 

 
Section 3. A doctor's report may be required for any paid sick leave if the supervisor has reason to 
suspect abuse of sick leave.  The employee will be notified if a doctor=s slip is required that work day. 
 
Section 4. Employees are required to follow the following two steps in order to be eligible for payment 
of sick leave pay. 
 
A. Report within 15 minutes of beginning of his or her shift to the division head the reason for absence. 
 
B. If the absence is for more than one (1) day in length, the employee must keep his (her) division head 

informed of his (her) condition on a daily basis. 
 
Section 5. Worker's compensation benefits, which are received by an employee during sick leave, shall 
be deducted from compensation due the employee and shall be credited to the employee's sick leave, or in 
lieu of receiving workers’ compensation wage loss benefits, employee may choose to use accrued sick 
leave benefits. 
 
Section 6. Sick leave utilized must not exceed the amount accrued by the employee.  If an employee is 
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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 an individual basis.  
Requests for donations must be approved by management.  If an employee has exhausted all accrued sick 
leave and vacation leave, the Employer may permit the employee to be placed on a leave without pay 
status.  The maximum an employee can receive or donate is fifteen (15) days in a calendar year. 
 
Section 7. In the event that an employee on annual leave becomes ill, the employee shall be afforded 
the right to change his/her annual leave status to sick leave status and to utilize available sick leave credits 
upon furnishing Management acceptable medical certification. 
 
Section 8. In the event that a holiday falls when an employee is on sick leave, the employee shall 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 shall collect all fees and allowances 

payable as a result of the service and forward the fees to the appropriate accounting office.  Juror 
fees shall be applied against the amount due the employee from his employer.  However, if an 
employee elects to charge his juror time off against his annual leave, he shall not be required to remit 
his juror fees to his employer.  In no instance is an employee required to remit to his employer any 
expense or mileage allowance paid him by the court. 

 
B. An employee subpoenaed to serve as a witness shall collect all fees and allowances payable as a 

result of the service and forward the fees to the appropriate accounting office.  Witness fees shall be 
applied against the amount due the employee from his employer.  However, if an employee elects to 
charge his witness time off against his annual leave, he shall not be required to remit his witness fees 
to his employer.  In no instance is an employee required to remit to his employer any expense or 
mileage allowances paid him by the court. 

 
C. Employees are required to report back to work if dismissed from jury/witness duty prior to one-half 

(2) hour before the end of his/her normal shift, unless on annual leave. 
 
D. Employers may request the court to excuse their employees from jury duty if they are needed for 

the proper operation of a unit of state or local government. 
Section 2. Military Leave and maternity leave shall be prescribed by law. 
 
Section 3. "Leave without pay" time shall not be deducted from normal sick leave or vacation time and 
shall be taken without compensation, until the employee's return to his/her regular job.  A leave without pay 
must be requested by the employee in advance, and Management shall then determine if the employee can 
be excused for the time requested.  The employee shall use the standard leave request form.  The approval 
or disapproval from Management shall 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. 
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 ARTICLE 17:  HOLIDAYS 
 
Section 1. Employees shall be granted the following holidays according to state law: 
 

a. New Year's Day, January 1 
b. Martin Luther King Day, 3rd Monday in January 
c. Lincoln's and Washington's Birthday, 3rd Monday in February  
d. Memorial Day, last Monday in May  
e. Independence Day, July 4 
f. Labor Day, 1st Monday in September  
g. Veterans' Day, November 11 
h. Thanksgiving, 4th Thursday and Friday in November  
i. Christmas, December 25 

 
Section 2. The holidays listed in Section 1 shall be granted at the regular rate of pay to all employees 
covered under this agreement.  Part-time employees shall receive pay or accrual for the holiday on a pro-
rata basis.  To be eligible for holiday pay an employee must be in a pay status on the last scheduled working 
day immediately before the holiday or on the first regularly scheduled working day immediately after the 
holiday. 
 
Section 3. An employee who works on a legal holiday shall receive appropriate paid leave the day 
preceding the holiday or on another day following the holiday in the same pay period or as scheduled by 
mutual agreement by the employee and his supervisor or shall be paid a minimum of 1 1/2 times the regular 
hourly rate plus holiday pay if no paid leave is requested by the employee. 
 
Employees who work in the Communication Agency, Cascade County, 911, will notify the Employer when 
they put in for vacation (January 10th) of which holidays they would like to take a day in lieu of the holiday 
worked.  Beginning January 1, 2003, Emergency Services Dispatchers shall 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) hours shall be paid.  All compensatory time scheduled 
off shall be with mutual agreement.  No more than twenty (20) hours of compensatory time shall be cashed 
out in pay in any one pay period. 
Section 4. Any employee who is scheduled for a day off on a day which is observed as a legal holiday, 
shall be entitled to receive a day off with pay either on the day preceding the holiday or on another day 
following the holiday in the same pay period or as scheduled by the employee and his supervisor, whichever 
allows a day off in addition to the employee's regularly scheduled days off.  Part-time employees shall 
receive benefits granted in this section on a pro-rata basis. 
 
 ARTICLE 18:  REIMBURSED EXPENSES 
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Section 1. Per Diem.  Per Diem or reimbursement for meals or lodging shall be paid at the rates 
allowable under the Administrative 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 is attached and by this reference made a part thereof as though fully 
set forth herein. 
 
Section 2. A work week shall consist of forty (40) hours composed of five (5) consecutive work days, 
immediately followed by two (2) days off; except when flex time is implemented 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 shall consist of 8 hours of continuous work, unless the employer has 
exercised the option to implement flextime (see Section 4).  The workday will include 2 duty free 15-minute 
rest breaks as determined by individual departments.  Employees shall also be granted a duty-free meal 
break, the length and scheduling of which is to be determined by the individual departments or supervisor.  
The meal break shall normally be without pay unless established otherwise by individual departments. 
 
Section 4. Employer will have the option of implementing flex time.  Flextime is defined as any variation 
in the established work schedule within a department.  A Department Head will have the authority to 
disallow or discontinue the use of flextime in the department at 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 Call" assignments shall be for a fixed predetermined period of time not to 
exceed eight (8) hours.  Employees formally placed on "on call" status shall be compensated on the basis of 
two (2) hours straight time pay for eight (8) hours of "on call" or fraction thereof.  Full-time employees who 
are called out for work, that has not been scheduled, and report outside the regular shift shall be paid for a 
minimum of 2 hours at a rate of 1½ times the regular rate of pay, except for holidays, as enumerated in 
Article 16, which will be paid at 1½ times the regular hourly rate of pay plus holiday pay.  Each hour after 2 
hours shall also be paid at the above rates.  It is understood that this provision does not apply to overtime 
work, which is essentially a continuation of the workweek. 
 
Section 6. An employee within the Police Department who shall be employed for what is commonly 
referred to as the "afternoon shift" shall receive an additional thirty-five (35) cents per hour in addition to 
other salary payments and any employee who shall be employed for what is commonly known as "night 
shift" shall receive an additional fifty (50) cents per hour in addition to other salary payments.  In each case, 
such additional compensation shall apply only to the hours during which the employee, in a given pay period, 
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is actually serving on the "afternoon shift" or the "night shift" as the case may be.  Employees assigned 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 absence of a supervisor, one Telecommunicator per shift will be designated as Lead 
and receive an additional $.60 per hour.  Also in the absence of a supervisor for more than twenty (20) 
consecutive working days, the Lead Telecommunicator shall be paid at step 1 of the higher grade for actual 
hours worked. 
 
Section 8. If an employee is temporarily assigned to work in a higher classified position, for which 
he/she has been trained, to work a minimum of eight (8) hours, he/she will be paid at the higher classified 
position rate of pay for the period of time actually worked. 
 
 ARTICLE 20:  COURT APPEARANCE 
 
In the event that any court appearance before any judicial or administrative body is required as a part of the 
employee's job, excluding those occurring during regularly scheduled hours or days, the employee shall be 
paid for a minimum of four (4) hours at the straight time rate.  If such court appearance is on a scheduled 
day off, the four- (4) hour minimum will be paid at the time and one-half rate.  It is understood that this 
provision does not apply to overtime work, which is essentially a continuation of the workweek. 
 
 ARTICLE 21:  OVERTIME  
 
Section 1. Employees legally entitled to overtime shall be paid at a rate of 1 1/2 times their regular rate 
of pay for any time they worked over 40 hours per week. 
 
Section 2. The Employer will make a good faith effort to equalize the offer of scheduled overtime 
among employees in the same work unit and classification where training and ability are sufficient to do the 
work.  Overtime will be worked on a voluntary basis unless needed for continuation of service. 
 
Section 3. Authorized holiday leave, sick leave, annual leave, or compensatory time off shall constitute 
time worked when computing overtime credits under this article. 
 
Section 4. Overtime as provided for in this Agreement shall not be pyramided under any 
circumstances. 
 ARTICLE 22:  GRIEVANCES AND ARBITRATION 
 
Section 1. Having a desire to create and maintain labor relations harmony between them, the parties 
hereto agree that they will promptly attempt to adjust all disputes involving the interpretation, application or 
alleged violation of a specific provision of this Agreement.  Addendum A, attached hereto, shall be utilized 
to resolve grievances. 
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 ARTICLE 23:  VACANCIES AND PROMOTIONS 
 
Section 1. Where qualifications, capabilities, work experience and past work performance are equal, 
seniority shall be the controlling factor in filling new or vacated permanent positions. 
 
Section 2. All newly created or vacated positions, excluding reclassifications, uniformed police and fire, 
professional (licensed/certification), department and division heads (does not include first line supervisors), 
and skilled trades (carpenter, electrician, plumber), shall be conspicuously posted in each building for three 
(3) working days to allow current employees the first opportunity to apply.  Postings will identify the salary 
range assignment and inform employees that additional information on the position is available in the Human 
Resources Office.  Position openings will be filled by promoting from within the City whenever possible.  
When deemed necessary to recruit from outside, Job Service and all available sources of qualified personnel 
shall be utilized. 
 
 ARTICLE 24:  RATINGS AND WARNINGS 
 
Section 1. From the date of signing this Agreement, no information reflecting critically upon an 
employee shall be placed in the personnel file of the employee that does not bear the signature or initials of 
the employee indicating that he/she has been shown the material, or a statement by a supervisor that the 
employee has been shown the material and refused to sign it.  A copy of any such material shall be furnished 
to the employee upon request. 
 
Section 2. Letters of caution, consultation, warning, admonishment and reprimand shall be considered 
temporary contents of the personnel file of an employee and shall be purged from their 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 patterns or is applicable to pending 
legal or quasi-legal proceedings.  Employee must request the Human Resources Department to purge the 
file. 
 
Section 3. Material placed in the personnel file of an employee without conformity with the provisions 
of this Section will not be used by the Employer in any subsequent evaluation or disciplinary proceedings 
involving the employee. 
 
Section 4. RIGHTS TO REPRESENTATION - An employee may, at his/her option, be represented 
at all disciplinary meetings by an Association Representative. 
 
 ARTICLE 25:  NOTIFICATIONS 
 
Section 1. The Employer shall insure access to each employee an up-to-date policy manual of its rules, 
regulations and policies on employment related matters.  The employee shall be notified of any changes or 
additions to personnel rules, regulations and policies issued by the Employer and the individual departments. 
 
 ARTICLE 26:  NO STRIKE/LOCKOUT 
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Section 1. During the term of this Agreement, neither the Association nor its agents or representatives 
will cause, sanction or take 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 shall be no lockouts by the Employer. 
 
 ARTICLE 27:  WAGES 
 
All permanent employees covered under this Agreement shall receive increases in accordance to the salary 
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 allotted 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 agrees to pay according to the following schedule toward the insurance premium of all eligible full-
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 agrees to pay up to $461.00 toward the insurance premium for all categories over the term of 
the agreement.   
 
If management or non-union employees receive beyond the $461.00 insurance premium payment during the 
term of the contact, bargaining unit members shall receive the same. 
 
This will be the same basic health insurance plan provided to all other City employees.  In addition, an 
MPEA representative will participate on the Insurance Committee. 
 
A. The City reserves the right to add to, delete from or modify the benefit plan, with no obligation to 

negotiate, and retains the right to delete or modify any or all of the added benefits with no obligation 
to negotiate. 

 
B. The City shall be at liberty to make an independent selection of the insurance carrier, including the 

option of partially or fully self-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 consist 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 legal 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 have five (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 shall contact 
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the Union, and the Union shall, 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 Division 
Supervisor.  The Division Supervisor and the Union shall meet within ten (10) working days 
(Monday – Friday) to discuss the grievance and attempt to resolve the grievance.  The Division 
Supervisor shall have five (5) working days (Monday – Friday) from the date of the meeting to 
respond to the Union with his/her decision in writing. 

 
Step 3. 
 If the response from the Division Supervisor is not satisfactory to the Union, the Union may within 

ten (10) working days (Monday – Friday) submit the grievance, in writing, to the Department Head 
for adjustment.  The Department Head shall respond back to the Union within five (5) working 
days (Monday – Friday), in writing, with the City’s decision. 

    
 Grievances regarding termination of employment shall be submitted by the Union, in writing, to the 

Department Head at Step 3. 
 
Step 4.  
 If the response from the Department Head is not satisfactory to the Union, the Union may within ten 

(10) working days (Monday – Friday) submit the grievance in writing to the City Manager or his 
designee for 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 decision. 

 
Step 5. 
 If the grievance is not settled in Step 4, the Union and the Employer shall, within five (5) working 

days (Monday – Friday), agree to a date, time and place to convene a joint committee of two (2) 
representatives of the Union and two (2) representatives from the City to hear the grievance.  The 
committee shall render a decision within five (5) working days (Monday – Friday) from the date of 
the hearing. 

 
 
Step 6.   
 If the grievance is not settled in Step 5, either party may within ten (10) working days (Monday – 

Friday) submit the grievance to final and binding resolution with an agreed upon arbitrator or 
request a list of arbitrators from the Board of Personnel Appeals.  Final and binding arbitration shall 
be used for contract violations that involve interpretation of language that would result in a monetary 
value of $800 or less. 
 
A. If the City and the Union cannot agree whether a grievance has an economic effect or 

impact of less than eight hundred dollars ($800.00), the party hearing the case in Final and 
Binding Resolution shall make the decision and it shall be final and binding on all parties. 

 
B. City shall present claims or grievances, in writing, to the Union. 
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C. Final and Binding Resolution Authority: in any case where Final and Binding Resolution is 

utilized, the person hearing the grievance shall 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 shall consider and decide only the specific issue(s) submitted in 
writing by the City and the Union, and shall have no authority to make a decision on any 
other issue not so submitted.  The person hearing the grievance shall be without power to 
make decisions contrary to, or inconsistent with, or modify or vary in any way the 
application of rules, laws, regulations having the force and effect of law.  The expenses of 
Final and Binding Resolution shall be borne by the two parties, equally; however, each 
party shall be responsible for compensating its own representatives and witnesses.  If either 
party desires a verbatim record of the proceedings, it may cause such a record to be made, 
providing it pays for the record.  If both parties desire a verbatim record of the 
proceedings, the cost shall be shared equally. 

 
Step 7.  The parties may mutually agree to use Step 6 to resolve contractual issues with a value of 

more than $800 in lieu of judicial review. 
 
  
 
 RULES OF GRIEVANCE PROCESSING 
 
 
Rule 1. Time limits of any stage of the grievance procedure may be extended by written mutual agreement 
of the parties involved in that step. 
 
Rule 2. A grievance not filed or advanced by the grievant within the time limit provided shall 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 the time limits shall entitle the employee to the 
next step. 
 
Rule 3. An appointed authority may replace any titled position in the grievance procedure provided that 
such appointment 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 all of the following: 
 
A. A complete statement of the grievance and facts upon which it is based. 
 
B. The rights of the individual 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

Salary 
Range

Minimum 
New Hire  

7/1/02

3% Increase  
after 6 months in 
same position

3% Increase  after 
18 months in 
same position

3% Increase  
after 3 years in 
same position

3% Increase 
after 5 years in 
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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