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PREAMBLE

The following Contract, effective as of July 1, 2020, by and between the Town of Stratford,
hereinafter referred to as the Town, and the Town of Stratford Supervisors’ Union, Local 3804, Council
#4, AFSCME, AFL-CIO hereinafter referred to as the Union, is designed to maintain and promote a
harmonious relationship between the Town of Stratford and such of its employees who are within the
provisions of this Contract, in order that more efficient and progressive public service may be rendered.

ARTICLE 1
RECOGNITION

Section 1 The Town recognizes the Union as the sole collective bargaining
representative with respect to rates of pay, wages, hours of work and conditions of
work, in accordance with the Certification of the Union on March 9, 1979; by the
Connecticut State Board of Labor Relations as set forth in Case #ME-4779 and under
the provisions of Public Act 78-375.

In addition to the above, the following positions are also included in the
Agreement by the mutual agreement of the parties: Assistant Assessor, Assistant
Planning Administrator, Environmental Conservation Administrator, Public Health
Nurse, Public Health Nursing Supervisor, Purchasing Agent, Recreation Supervisor,
Sanitarian 1I, Youth Services Coordinator, Director Community/Economic Development,
EMS Administrator, Senior Services Supervisor, Insurance Coordinator, Assistant WPC
Superintendent, Assistant Highway Superintendent, Assistant Community Development
Coordinator, Town Planner., Golf Course Supervisor, Accounting Supervisor,
Environmental Planner, Recycling Coordinator, Monitoring Enforcement Chemist.

The position of Health Administrator shall be eliminated from the Bargaining Unit.
The Union recognizes the Mayor and/or his/her designated representative or

representatives as the sole and exclusive representative of the Town of Stratford for the
purpose of collective bargaining.

ARTICLE 2
UNION SECURITY

Section 1 Each employee shall have, and be protected in the exercise of, the right to
join and remain as a member of the Union free from interference, restraint or coercion.



Section 2 Each employee covered by this agreement shall be required, as a
condition of continued employment, to become a member of the union or pay a service
fee on or within twenty-eight (28) days of the date of hiring or the effective date of this
agreement, whichever is later. Said service fee shall be in an amount determined by
the Union in accord with applicable law.

Section 3

(a) Each member of the Union shall sign a payroll deduction card authorizing the Town
to deduct from the paycheck of such employee a sum certified in writing by the
Secretary of the Union.

(b) The above monthly deductions shall be made on a weekly basis on the same
payday of each week as specified by the Town, and the Town shall remit such
deductions to the Treasurer of the Union within a reasonable period of time.

(c) The Union agrees that the Town is merely an agent in the matter of dues deduction
and as such shall be held harmless for any loss or damages resulting therefrom.

Section4  The Town shall supply each member of the Bargaining Unit with a copy of
this Agreement.

Section 5 Part time, seasonal, or temporary employees are excluded from this
Agreement.

Section6  The Town shall provide the Union with updated Seniority List of its
members to include the following: name, position, date of employment, pay grade and
step, salary, denotation as to pension or annuity participant, eligibility to receive safety
shoes and/or safety glasses (or payment in lieu thereof), date of birth, date of transfer
into Union and eligibility for clothing allowance. This list shall be provided annually by
April 30" and 180 days prior to the expiration date of this Contract,

ARTICLE 3
NON-DISCRIMINATION

Section 1 The Town and the Union agree not to discriminate against any member of
the Union because of race, religion, color, creed, sex, age, physical handicap, marital
status, country of ancestral origin, sexual orientation or political beliefs, and affiliations.

Section2  The Town agrees that no member of the Union shall be discriminated
against, intimidated or coerced in the exercise of his/her right to bargain collectively
through the Union or on account of his’/her membership in or activities on behalf of the
Union.



ARTICLE 4
UNION BUSINESS

Section 1 Members of the Negotiating Committee shall receive full pay for the time
spent conducting contract negotiations with the Town. The Negotiating Committee shall
consist of no more than five members of the Union for purposes of this section.
Section2  Members of the Grievance Committee shall receive full pay for time spent
attending grievance hearings with the Town or the State Board of Mediation and
Arbitration. The Grievance Committee shall consist of no more than three members of
the Union for purposes of this section.

Section3  The Union shall be allowed to continue its past practice of conducting
meetings in the Public Works Conference Room, the Baldwin Center or Boothe Park or
Birdseye Municipal Complex between the hours of eleven thirty a.m. and two p.m. not to
exceed one and one half hours, or after working hours. It is understood that the internal
business of the Union shall be conducted during non-duty hours.

Section 4 Union officers may be granted, with the approval of the Mayor, or his/her
Department Head, release time with pay not to exceed a total of ten (10) coliective days
per year for purposes of representing the Union at meetings, conferences or
educational programs. The Union shall provide the Human Resources Department with
a list of its officers and officials at the time of their appointment or election.

ARTICLE 5
HOURS OF WORK

Section 1 The normal working hours for members of the Bargaining Unit shall be the
same as the established hours worked by other Bargaining Units within each
Department or Division of the Town.

Section2  Superintendents and Assistant Superintendents assigned to the Public
Works Divisions shall have staggered starting times.

Section3  The Town agrees to allow a flexible work schedule in accordance with the
January 2, 2002 Flextime Policy and Procedures attached hereto as Appendix D. It is
agreed and understood that in Appendix D, any reference to Town Manager is the
Mayor or his/her designee.

Section4  Any employee called back to work after completing his workday and
leaving the job shall be granted a minimum of four (4) comp hours. See Atrticle 6,
Section 6. The above provisions covers all compensation for emergency call back pay
including mileage reimbursement.



ARTICLE 6
ANNUAL SALARIES

Section 1 All annual salaries shall be in conformance with the salary schedule
attached hereto as Appendix A.

Section 2

Step increases within an established range for any employee shall depend upon
recommendation of merit by the Department Head and/or the Mayor or his/her
designee. Increases shall be given only by certification by a Department Head and/or
Mayor or his/her designee that the employee has maintained a satisfactory level of
performance throughout the preceding year. For purposes of this Section, merit shall
mean that an employee has received an overall rating of satisfactory or above
satisfactory in the evaluation of his performance in the position. This merit
consideration shall not apply to general wage increases but only to step increases.

An employee may have their probationary period considered for termination after
a minimum of six (6) months. Probation may continue upon a finding by the Department
Head and/or Mayor and/or the Mayor's Designee that the employee has not performed
his position in a competent manner. The Department Head/Mayor/Mayor’s Designee’s
determination shall be conveyed to the Union in Writing and shall be final and binding
and not subject to the grievance process of this contract. Any such probationary
extension shall not extend beyond a second six month period.

The initial step increase for any employee shall be no earlier than twelve months
from the date of employment and in no case until after successful completion of their
probationary period. Additional step increases shall be granted as of April 1% each year
beginning the first such date that follows an employee’s full calendar year of
employment. Any step increase will be subject to the merit provision cited in this
section. The Union shall be notified if any member is not granted a step increase and
given an explanation as to why such increase was not granted.

Any person not being given a step increase in accordance with this Agreement
shall be afforded an opportunity to undertake a performance improvement program
decided upon by the Department Head, the Mayor or the Mayor’s designee. During the
course of the performance improvement program, the employee’s supervisor shall make
available to the Union and the Human Resources Department a quarterly report on the
progress of the employee. Failure to receive an increase shall be subject to the
Grievance Procedure.

Section 3

(a) Effective January 1, 2021, the wage schedule in effect shall be increased by 2.5%
at each step of the salary range. (See Appendix A).



(b) Effective July 1, 2021, the wage schedule in effect shall be increased by 2.5% at
each step of the salary range. (See Appendix A).

(c) Effective July 1, 2022, the wage schedule in effect shall be increased by 2.25% at
each step of the salary range. (See Appendix A).

Retroactive to those employed as of the date of the signing of the Collective Bargaining
Agreement.

Section4 The Town shall continue its. program of supplying safety shoes, or a
payment therefore, and safety glasses for all members of the Union whose duties
require them to wear such safety equipment. Those classifications eligible for safety
shoes and glasses are shown on the attached list. Payment for safety shoes in the
amount of $100.00 annually will be payable to eligible members the first pay period of
May.

Section 5 It is understood that salaries contained in Appendix A of this Agreement
represent the total payment for all the hours worked by all members of the Bargaining
Unit in the performance of their assigned duties and responsibilities of their position.

Section 6 Employees are eligible to earn a maximum of twelve (12) compensatory
days (“comp days”) per year.

Hours worked in excess of the normal work week shall be recorded on the
weekly time sheet. Such overtime shall be authorized in advance whenever practical.
The current practice of working overtime for the efficient operation of the department
shall remain in effect.

Comp. hours shall be earned at a rate of one and one half times the normal work
hours, except that any overtime worked on a holiday shall be earned at a rate of two
times the normal work hours. No compensatory time shall be taken before it is earned,

Compensatory days are to be used within the calendar year in which they are
earned. However, members may carry over compensatory days earned after
December 15" into the next calendar year provided they are taken by January 315,
Members interested in this carry over option shall notify the Mayor or his/her designee
in writing of that intention by January 2™. It is understood and acknowledged that these
compensatory days may not be cashed out.

Section 7 The Annual Salaries, as reflected in Appendix A, shall be paid to
employees on the basis of a fifty-two (52) week year.



ARTICLE 7
HOLIDAYS

Section 1 The following holidays shall be recognized as paid holidays for all
members of the Bargaining Unit:

New Year's Day Labor Day

Martin Luther King Columbus Day

Lincoln’s Birthday Veteran's Day

Presidents Day Thanksgiving Day

Good Friday The Day after Thanksgiving
Memorial Day Christmas Day

Independence Day

Section2  When one of the foregoing holidays falls on a Sunday, the following
Monday shall be observed and recognized as the holiday. When one of the foregoing
holidays falls on a Saturday, the preceding Friday shall be observed and recognized as
the holiday.

Section 3 Whenever one of-these Holidays shall occur while an employee is on Sick
Leave, the employee shall be granted an additional day off at a time mutually agreed
upon by the Department Head provided said Sick Leave shall be substantiated by a
doctor’s certificate. The day shall be taken within the calendar year following the
employees return to work. The employee will not be paid for the day in lieu of taking the
additional day.

ARTICLE 8
VACATIONS

Section 1 The vacation period shall extend from January 1% through December 315,

All employees shall accrue vacation leave on a monthly basis under the current
vacation schedule of Section 2. Such accrual shall be during the first ten-months of any
calendar year and the use of such accrued vacation leave shall be limited as follows:
Initial probationary employees shall not be allowed to use any vacation leave during the
first six (6) months of their probationary period. Exceptions may be approved by
Department Head, the Mayor or the Mayor's designee. Following the initial probationary
period, employees will only be allowed to use vacation that has been accrued the
preceding year.

Section2  The current practice of advancing vacation leave shall continue for
employees hired before the signing of this Agreement regardless of their date of hire.

Section 3 Each member of the Bargaining Unit shall be entitled to vacation time in
accordance with the following schedule:



Years of Service
(as of December 31%
under one year (Year Zero)

one year through four
five through eight years
nine years

ten years

eleven years

twelve years

thirteen years
fourteen years

fifteen years

sixteen years
seventeen years
eighteen years

Amount of Vacation (as of December 31%)

One day per each full month of
service not to exceed five days
ten days

fifteen days

sixteen days

seventeen days

eighteen days

nineteen days

twenty days

twenty-one days

twenty-two days

twenty-three days

twenty-four days

twenty-five days

In determining vacation allotments each January 1, an Employee's years of
service shall be computed as though the Employee had already reached his or her
service anniversary date.

For newly hired employees, regardless of the month the employee is hired, that
year is considered year “Zero” for accrued time through December 31,

If newly hired employee’s (in year 1) employment is terminated for any reason,
vacation time will be prorated and any time not earned but used, shall be reimbursed to
the Town.

Section 4 Initial probationary employees shall not be allowed to use any vacation
leave during the first six (8) months of their probationary period. Exceptions may be
approved by the Department Head, Mayor or the Mayor’s designee.

Section5  Each member may at their discretion, cash out one (1) week of vacation in
December of the current calendar year. The cash out will be processed for the third full
week pay period of December. Each member of the Bargaining Unit may, at his/her
discretion, carry over up to a maximum of three (3) weeks of his/her vacation leave to
the following year.

Section6  Any member of the Bargaining Unit who is entitled to Vacation Leave at
the time of his/her retirement shall be entitled to receive comparable vacation pay in lieu
of such Vacation Leave.

Section7  Vacation Leave credited during the calendar year in which the employee is
separated will only be paid if the employee provides reasonable notice of such
separation. Two (2) weeks shall constitute reasonable notice for the purpose of this
section.



Section 8

a. For the purpose of this article, separation shall mean any type of
termination except those made for cause, those resulting from retirement, those
resulting from the resignation of an annuitant with 10 years or more of service or those
resulting from death.

b. At the time of separation, as defined in Section 8a above, the Employee
will be paid only those vacation days earned in the previous vacation period and such
as might be due for the current vacation year on a pro-rata basis up to and including the
date of his or her resignation, provided that vacation time shall not be used for the
purpose of giving the two (2) week notice called for by Art. 8, section 7 of this
Agreement. At the time of separation the employee will receive a lump sum cash out for
their due vacation time. However, the last two (2) weeks prior to the employee leaving
the employment of the Town, must be worked by the employee (no accrued time off can
be used for these 2 weeks).

ARTICLE 9
PAID SICK AND OTHER LEAVE

Section 1 Amount of Sick Leave

a) Each employee shall have unlimited sick leave, provided that no continuous
sick leave shall extend for a period of more than a year and a day.

b) Employees hired prior to July 1, 2004 shall have the choice of being
grandfathered under the existing sick leave plan listed in subsection A or opting for the
new sick leave plan listed in subsection B. Employees shall make a decision as to
which sick leave plan they want by June 30, 2004. Effective July 1, 2004, employees
shall earn one and one quarter (1.25) days each month to a total of fifteen (15) days per
year with an unlimited sick leave accumulation. Said plan includes a startup bank of
one hundred and fifty (150) days. Employees are eligible to receive a lump sum cash
payment, up to a maximum of eighty (80) accumulated unused sick leave days at their
current rate of pay upon retirement, death, layoff or termination. The sick leave payout
shall not be included in their pension calculation.

c) Employees hired on or after July 1, 2004, shall only be entitled to the Sick
Leave plan listed in subsection B without the startup bank.

d) Unlimited sick leave benefits do not become applicable until the probationary
period of six months has elapsed. During the probationary period, sick leave may be
accrued of used at the rate of one-day per month of service or as otherwise provided by
either federal or state law.
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Section 2  Absences Eligible for Use of Paid Sick Leave: Subject to limitations set
forth in this Article, employees shall use accumulated paid sick leave for absences
caused by:

(a) The employee’s own illness or injury causing incapacity to work;

(b) lliness or injury causing incapacity to work or to pursue normal daily
activities of the employee’s parent, spouse, civil union partner or child, requiring
the absence of the employee from work to provide personal care and attention;
(c) Enforced quarantine of the employee in accordance with community health
regulations.

Notwithstanding the foregoing,

(d) An employee may be denied use of accumulated paid sick leave for an
absence for failing to inform his/her immediate supervisor of the absence and its cause
within three days

(e) No employee may use accumulated paid sick leave for absence caused by
an injury received in the course of self-employment or employment (or service for any
form of remuneration) by any individual or entity other than the Town;

(f) No employee may use more than five (5) days of accumulated paid sick leave
in any calendar year for absence caused as described in subsection (b) above;

(g) No employee may use accumulated paid sick leave for an absence caused
as described in subsection (a) above and lasting more than three (3) consecutive
scheduled workdays without submitting a certification by a health care provider affirming
the employee’s incapacity;

(h) An employee receiving compensation for an absence under Workers'
Compensation laws shall use accumulated paid sick leave pay only at a rate which will,
together with such compensation, equal his/her regular salary.

(i) An employee whose own iliness or injury causes incapacity to work on days
the employee is using vacation leave, shall have the option to use accumulated paid
sick leave for the absence instead of paid vacation if the incapacity and its medical
cause is supported by a certification by a health care provider.

(j) Sick Leave may be authorized by the Mayor or his/her designee for members
of an employee’s immediate household other than those mentioned in subsection (b) of
this section.

Section 3 Review of Use of Paid Sick Leave:

11



(a) All claims for paid sick leave covering 10 or more days shall be reviewed by
the Mayor and/or his/her designee. After an employee has been absent on sick leave
for six weeks, the Town may, at its sole discretion, require that the employee submit to
an independent medical examination by a physician of the Town’s choosing at the
Town’s expense.

(b) Should the Town believe that an employee has established a pattern of
abusing accumulated paid sick leave, it shall notify the employee and the Union
Representative that it wishes to meet concerning that matter. Should the Town believe
that abuse continues following such meeting it may discipline that employee and such
discipline shall be subject to the provisions of Article 15 of the Contract. As a guide, the
Town will consider as abuse any suspicious pattern, for example, an employee who
reports sick mostly when he is scheduled to work the day shift, or the night shift or
weekends, the day or night shift before or after a holiday, or any type of pattern that can
be conceived.

(c) The Sick Leave and non-service connected injury record shall be given equal
weight with any medical evidence offered by either party should the matter of the
employee discipline become the subject of a grievance.

Section4  No non-Town Work: Under no condition, shall an employee using
accumulated paid sick leave perform a job other than the job he/she holds with the
Town.

Section§  Absence for a fraction or part of a day that is chargeable to sick leave in
accordance with this article shall be charged proportionately in an amount not smaller
than % of a day.

Section6  All requests for paid leave made under this or any other provision of this
Agreement shall be considered and judged in accordance with the Family Medical
Leave Act, the Town Family and Medical Leave Policy Summary and any and all other
laws regarding the right to take any such leave.

ARTICLE 9A
PERFECT ATTENDANCE DAYS

Section 1 Earning Perfect Attendance Days: An employee who maintains perfect
attendance during any calendar quarter (January through March, April through June,
July through September or October through December) shall earn a day off, with pay.
Employees who earn all four (4) days in a calendar year shall receive a bonus one (1
day of paid leave.

Section 2 Absences That Do Not Interfere With Perfect Attendance: The use of

perfect attendance days, vacation, FMLA leave, bereavement leave or jury duty that is
properly documented shall not break perfect attendance. Perfect attendance shall be
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broken by any use of non-FMLA sick leave, injury leave (workers’ compensation) or
unpaid leaves of absence.

Section3  Use of Perfect Attendance Days:

(a) Leave for perfect attendance shall be available to be used in the same manner
as vacation leave as soon as it is earned.

(b)  The Town will pay employees for any perfect attendance days not used in the
year in which they are earned in the third pay period in the immediately following
January UNLESS the Employee gives notice to the Town no later than January 2 that
he/she opts to reserve one or more such perfect attendance day(s) for use in the first
half of the calendar year following the year in which they are earned,

(c) Perfect attendance days reserved for 6 months use may be used or cashed out,
at the employee’s request, by June 15, of the following calendar year. Any such days
for which the Employee makes no such request. Shall be paid to the Employee by the
last pay period in June.

ARTICLE 9B
BEREAVEMENT

Section 1 Death In Immediate Family: An Employee may be absent from work
without loss of pay for three days in the event of a death in the Employee’s immediate
family, provided satisfactory proof is submitted to the employee’s Department Head.

Section 2 Immediate Family Defined: Immediate Family means husband, wife, Civil
Union Partner, grandmother, grandfather, mother, father, sister, brother, son, daughter,
mother-in-law, father-in-law, daughter-in-law, son-in-law, grandchild, niece, nephew,
aunt and uncle.

Section 3 Bereavement leave may be authorized by the Mayor or his/her designee
in their discretion for other members of the employee’s household.

Section4  The Mayor or his/her designees may grant, at his/her discretion, additional

time for death in a family.

ARTICLE 9C
DISABILITY INSURANCE

Employees may purchase short term or long term disability independently or through
the Town plan through payroll deduction. Any payroll deduction payment shall be
considered an IRA 125 Plan deduction.

13



ARTICLE 9D
MISCELLANEOUS LEAVE

Section 1 Employees called for Jury Duty shall be granted leave of absence for
whatever period of time they are required to remain in attendance at the Court and shall
be compensated by the Town at a rate of pay equal to the difference between the
amount received for Jury Duty and the employee’s regular salary. Each employee
agrees to cooperate in presenting to the Court any requests that the Town deems
appropriate to have such employee excused from Jury Duty.

Section2  The Mayor or his/her designees may grant a leave of Absence, without
pay, to any member of the Bargaining Unit, upon the employee’s request, for a period
not to exceed one year. Upon the expiration of an approved leave of absence, such
employee shall be reinstated to his position. During such Leave of Absence, such
employee shall accumulate seniority. Such Leave of Absence shall not count towards
pension credit. In order to accrue Pension Credit while on such authorized leave of
Absence, the employee must, within one year of his return to work, repay the Pension
Fund in the amount of principal and interest that would have been paid to the Fund had
he/she worked. (Base Pay plus Interest: Rate fixed by the Pension Board). During said
Leave of Absence, the employee shall be allowed to maintain the group health and life
insurance by making a direct payment to the Town for that period, one month in
advance.

ARTICLE SE
FAILURE TO RETURN FROM LEAVE

An employee who does not return to work on or before the expiration of his or her
approved Leave of Absence or extension of such Leave of Absence, if there is one, will
be deemed to have resigned.

ARTICLE 10
PENSIONS

Section 1 Effective January 1, 1999, the Town of Stratford Retirement Plan (Defined
Benefit Retirement Plan), as revised that date, and Appendix D of that Plan as revised,
will cover all bargaining unit members who were hired on or prior to September 13,
1999. All bargaining unit members who are hired subsequent to September 13, 1999
will be required to participate in the Town of Stratford Defined Contribution Retirement
Plan (401a), in accordance with the provisions of that Plan and will not be eligible to
participate in the Town of Stratford Retirement Plan (Defined Benefit Retirement Plan)
as revised January 1, 1999.

Section2  All present members of the Bargaining Unit who are members of the
Pension Plan, shall be subject to all of the Provisions of 1971 P.A. 524 under the same
terms and conditions set forth in said Public Act for Municipal Police and Fire Personnel.
Any employee who is hired after August 1979 shall not be eligible for this benefit.

14



Section3  The Town agrees that it will provide, to bargaining unit members, who are
members of the Town's Defined Benefit Pension Plan or Defined Contribution Plan
(401a), updated copies of said plans as soon as possible following the approval of both
plans by the Town and Union.

ARTICLE 11
INSURANCE

Section 1 The Municipality agrees to provide all employees the following medical
health benefits, which shall include dependent coverage. Employees have the option of
two (2) health insurance plans, a core plan and a buy up plan. The core plan is a
BlueCross/Blue Shield POS Plan and the Buy-Up Plan is a Century Preferred Plan.
These plans are effective from 7/1/14 to 2/28/18, after which date neither plan will be
available to employees. The HD/HSA Plan described in Paragraphs (b), (c) and (d)
hereof will be provided to employees after 2/28/18.

b. The Municipality will provide all employees and their dependents with the
High Deductible Health Plan (HDHP) as outlined in Appendix E and will establish a
Health Savings Account (HSA) (or HRA where applicable) for all employees who
participate in the HDHP. The HDHP will have $2,000 (single)/$4,000 (2-person and
family) deductibles. The town will contribute 50% of the deductible in March 2018 to the
employee’s HSA account. The town will contribute 25% of the deductible each July 1
and 25% of the deductible each January 1% to the employee’s HSA account.

c. The dental plan outlined in Appendix F (Basic, A & B Riders) continues
unchanged after the HDHP becomes operative.

d. The employee cost for such insurance shall be paid by the Town less the
employee’s co-payment. The employee premium co-payment shall be made through
weekly payroll deductions. Effective July 1, 2020, employees will contribute 16% of the
premium for medical and dental insurance (Employees electing coverage under the
Century Preferred Plan shall pay the applicable premium co-pay computed from the
section below, plus one hundred (100%) percent of the difference between the Town’s
billed premium cost for the Blue Care POS Plan and the cost of the Century Preferred
Plan.) Effective July 1, 2021, employees will contribute 17% of the premium for medical
and dental insurance. Effective July 1, 2022, employees will contribute 18% of the
premium for medical and dental insurance.

Section 2 Employees shall receive a seventy five (75%) percent reimbursement for
outpatient and inpatient surgery and for hospital admissions with the Blue Care Point of
Service Health Insurance Plan effective 7/1/14 to 2/28/18.

Section 3  Drugs/RX: Effective 7/1/14 to 2/28/18, the Town will be permitted to

change to a standalone self-insured plan for prescription drugs; three-tier co-payment
structure of $5 generic, $15 formulary, $30 non-formulary with a $2,000 annual
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maximum applied at the retail/mail level. Retail up to 30 days and 1 co-pay and mail
order up to 100 days at 2 co-pays. Mandatory mail order for drugs available by mail
after the second refill or the co-pays double at retail.

Section 4 Employees may enroll in an I.R.S. Section 125 Plan that shall make these
deductions available through pre-tax dollars.

Section 5 Each employee and their enrolled dependents, through age nineteen (19),
will be provided with the Full Service Dental Plan of Anthem Blue Cross and Blue Shield
including Dental Rider A and B (family coverage) hereto attached as Appendix F.

Section6  The Employees shall receive up to a two hundred ($200) dollar
reimbursement for expenses actually incurred and unreimbursed under existing
insurance for his/her eye examinations lenses and/or frames, once every two (2) years.

Section7  The Town shall make partial payments for health insurance for retired
employees in accordance with the following schedule:

a. For employees who retire as a result of a normal, service connected, non-
service connected disability or deferred vested retirement under the Defined Benefit
Pension the post-retirement benefits are those detailed in Section XV. “Health
Insurance /Prescription Drug Benefit” and Section XVI, “Life Insurance” in Appendix D of
the Retirement Plan for Employees of the Town of Stratford as revised effective January
1, 1999.

b. Employees who retire as a result of a normal, service connected, non-service
connected disability or deferred vested retirement under the 401 (Defined contribution)
pension plan, will receive a premium cost share of 100% for the retired employee and
50% for dependents, but will receive whatever medical benefits are provided to active
employees and their dependents, which benefits will change for the retirees and their
dependents over time on the same basis as the such benefits may change for active
employees/ dependents so as to always match the benefits afforded active
employees/dependents; and

C. Upon their retirement, anyone hired after 7/1/12 will pay for their medical
coverage on the same basis as active employees and will receive whatever medical
coverage is enjoyed by active employees and their dependents. Both such retirees’
contributory amounts and the coverage available to them and their dependents will
change to match that of the active employees on ‘an on-going basis such that the
retirees and their dependents will be treated in all respects as if they were active
employees for medical benefits purposes.

d. The Town will provide a term life insurance benefit of twenty-five ($25,000)
thousand dollars to employees who retire and who have not attained age seventy (70),
upon attaining age seventy (70), a retiree’s term life insurance will be reduced to five
($5,000) thousand dollars.
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Section8  Group life insurance in an amount equal to one and one-half times the
annual salary of each employee, computed to the nearest multiple of one thousand
dollars ($,1000), to a maximum of fifty thousand dollars ($50,000), said maximum to be
effective upon signing of this Agreement.

Section @  For the purpose of this section, retirement shall be defined as retirement
under Town of Stratford’s Defined Contribution Plan or Defined Benefit Plan a
combination of such plans.

ARTICLE 12
LONGEVITY

Section 1 Effective April 1, 1988, for each calendar year, in addition to salary, each
employee shall receive a longevity payment in accordance with the following schedule:

YEARS OF SERVICE (as of 12/31) LONGEVITY PAYMENT
Six Years 300
Seven Years 330
Eight Years 370
Nine Years 400
Ten Years 425
Eleven Years 450
Twelve Years 500
Thirteen Years 550
Fourteen Years 600
Fifteen Years 650
Sixteen Years 700
Seventeen Years 750
Eighteen Years 800
Nineteen Years 850
Twenty through Twenty-four Years 900
Twenty-five Years or more 950

Section 2 Longevity payments shall be made no later than the first payday in
December. Any employee who resigns or is terminated for reasons other than
retirement or death shall receive a prorated longevity payment. (1/1 2" per month up to
date of separation in the calendar year). In the event such employee should die and is
not survived by a spouse, such longevity payment shall be paid to his estate.

Section 3 Employees hired after July 1, 2012 shall be eligible for longevity payments
after ten (10) years of service.
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ARTICLE 13
SENIORITY

Section 1 An employee's seniority shall commence on the date he is first hired by
the Town, however, the first twelve months of service shall be considered probationary.
By mutual agreement of the Town and the Union, the probationary period may be
extended for a period of not more than six additional months. An employee may be
considered for termination of probationary period after at least six (6) months.

Section2  Any employee promoted into or within the Bargaining Unit will serve a
three (3) month probationary or working test period. If in the opinion of the employee'’s
supervisor, such employee is not meeting minimum performance standards of the
position as described in the job description, the supervisor shall, at least fourteen (14)
calendar days prior to the end of the probationary period, advise the employee and the
Union President that the employee is failing the probation period. At that time, the
supervisor may, at his/her discretion and based on the identified areas that need
improvement, request of the Union a three (3) month extension of the probationary
period The Union must either approve or deny that request at least seven (7) calendar
days prior to the end of the probationary period. If the Union denies the request, fails to
provide timely notice of its response to the request or the supervisor fails to make a
request for such extension, the employee will be returned to his/her former position.
The employee will also return to his/her former position if the employee fails to meet the
minimum performance standards of the job description and fails to improve in the areas
identified as deficient during any approved extended probationary period. During the
probationary period(s), the employee’s supervisor shall make available to the Union and
the Human Resources Department a quarterly report on the progress of the employee
on a prescribed Town form.

Section 3 In any classification which is staffed by more than one employee, the
sequence of layoff shall be governed by seniority.

Section4  Any employee laid off because of elimination of position shall be given a
sixty (60) calendar day notice of such action, unless the Employee is the President, Vice
President, Secretary or Treasurer of the Union. In the case of the President, Vice
President, Secretary or Treasurer of the Union, the Employee shall be given no less
than one hundred and twenty (120) calendar days’ notice of such action. Such
employee shall be entitled to return to the employment of the Town in the position from
which he/she was terminated within three (3) years or length of seniority whichever is
the less time from the layoff date provided that the employee is able to perform the
duties of the position and provided further that the employee returns to the position
within four weeks after the Town forwards a notice of recall to the employee at his/her
last known address.
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ARTICLE 14
DISCIPLINE

Section 1 The Town shall have the right to discipline employees for just cause. All
disciplinary actions shall be applied in a fair manner and shall not be inconsistent with
the infraction for which the disciplinary action is being applied.

Section2  Except for probationary employees, all suspensions and discharges must
be stated in writing with reason given and a copy given to the employee and mailed to
the President and Secretary of the Union at the time of suspension or discharge.

Section3  An employee who has completed his/her probationary period may appeal
any disciplinary action through the Grievance Procedure. Any discharged employee
who has completed his/her probationary period shall have the right to appeal his
discharge starting at the second step of the Grievance Procedure provided that such
appeal is made within five (5) days of the effective date of such action.

Section4  Employees shall have the right to examine their personnel file during
normal working hours provided they have made an appointment for such review.
Warning letters shall be disregarded and shall not be used as the basis for any further
disciplinary action by the Town provided there has been no reoccurrence of a similar
incident for the twelve (12) months following the date of the letter and further that the
letter is not the subject of a grievance. The same notice to disregard any obsolete letter
is attached to this agreement and is marked Appendix B.

Section5 A copy of all correspondence regarding disciplinary matters from the Town
to a Union member shall be sent to the President, Secretary and Grievance Chairman in
addition to the concerned employee.

ARTICLE 15
GRIEVANCE PROCEDURE

Section 1 Any grievance or dispute which may arise between the parties concerning
the application, meaning, or interpretation of this Agreement, unless specifically
excluded by this Agreement, shall be settled in the following manner:

a) The Union, through its Grievance Committee, shall present the grievance in
writing to the Department Head within fifteen (15) days of the date on which the
grievance or dispute arose. Within five (5) days, after the Department Head receives
such written grievance, he or she shall meet with the Grievance Committee for the
purpose of resolving the grievance. The grievance submission shall include:

1. A statement of the grievance and the facts involved.

2. The alleged violation of the specific Provision of this Agreement.
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3. The remedy requested.

It is agreed that where the next level of supervision is the Mayor or his/her
designee and not a Department Head, the grievance shall be presented to the Director
of Human Resources in accordance with the above time limits.

b) If, within ten (10) days after such meeting, the grievance is not resolved, in
writing, to the satisfaction of the Union, the Union may present such grievance in writing
to the Mayor or his/her designee. Within ten (10) days after the Mayor or his/her
designee receives such written grievance, he or she shall meet with the Grievance
Committee for the purpose of resolving the grievance.

c) If, within ten (10) days after the meeting, the grievance is not resolved, in
writing, to the satisfaction of the Union, the Union may present such grievance in writing
to the Connecticut State Board of Mediation and Arbitration for arbitration. The Board
shall hear and act upon such dispute in accordance with its rules and render its decision
which shall be final and binding upon all parties. Said arbitration panel shall be limited
to the express intent of the contract and shall not have the power to modify, amend, or
delete any terms or provision of the Agreement.

Section 2 During the pendency of Grievance Procedures concerning termination or
suspensions, the employee shall be entitled to keep his insurance coverage as provided
in Article 11 of the Contract by making payments to the Town of the total amount of the
insurance premiums for this coverage.

Section 3 If any meeting is not held or scheduled within the time limits prescribed in
this Article, the Union may proceed with the next step, unless the time limit is extended
by mutual agreement in writing. Saturdays, Sundays and holidays shall be excluded
from the computation of time limits.

Section 4 Nothing in this Article is intended to prohibit the Town from processing a
grievance through the Grievance Procedure up to and including arbitration. Any such
grievance shall be submitted first to the Union President. If not satisfactorily resolved
within two weeks of its submission, the Town may submit the grievance to the
Connecticut State Board of Mediation and Arbitration.

Section 5 It is mutually understood and agreed that no probationary employee shall
have access to the Grievance Procedure where the issue is one of his/her discipline or
discharge.

Section6  The Town shall provide written acknowledgment of receipt of grievance to
the Union.
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ARTICLE 16
MANAGEMENT RIGHTS

Section 1 Except where such rights, powers, and authority are specifically
relinquished, abridged or limited by the provisions of the Agreement, the Town has and
will continue to retain, whether exercised or not, all of the rights, powers, and authority
heretofore existing, including but not limited to the following:

a) To determine the care, maintenance, and operation of equipment and
property used for and on behalf of the purposes of the Town.

b) To establish or continue policies, practices, and procedures for the conduct
of Town business, and, from time to time, to change or abolish such policies, practices,
or procedures.

c) To discontinue processes or operations or to discontinue their performance
by employees.

d) To select and to determine the number of types of employees required to
perform the Town’s operations.

e) To employ, transfer, promote or demote employees, or to layoff, terminate, or
otherwise relieve employees from duty for lack of work or other legitimate reasons when
it shall be in the best interest of the Town or the Department.

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

g) To establish contracts or sub-contracts for municipal operations, provided
that this right shall not be used for the purposes or intention of undermining the Union or
discriminating against its members. All work customarily performed by the employees
of the Bargaining Unit shall be so performed unless in the sole judgment of the Town it
can be done more economically or expeditiously otherwise.

The above rights, responsibilities, and prerogatives are inherent in the Town
Council and the Mayor or his/her designee by virtue of statutory and charter provisions
and are not subject to delegation in whole or in part.

Section 2 Nothing in this Contract shall be construed as abridging any right, benefit,

practice or privilege that employees have enjoyed heretofore unless it is specifically
stated that such practice has been superseded by a provision of this Contract.
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ARTICLE 17
MISCELLANEOUS

Section 1 Members of the Town of Stratford Supervisors Union shall have the right
to live outside the Town; provided, however, that the individual makes adequate
arrangements to permit a rapid return to duty in case of emergency.

Section2  The Town shall provide a complete set of Bargaining Unit job descriptions
to the Union.

Section 3 Each Public Health Nurse shall receive an annual uniform allowance of
Three Hundred and Fifty Dollars ($350).

Section4  Employees serving on jury duty shall be considered as receiving full
annual compensation from the Town for purposes of computing pension benefits.

Section5  The Water Pollution Control Plant Supt.; Chemist; Sanitation Supt.; Asst.
Sanitation Supt.; Asst. Parks Supt.; Asst. Building Maintenance Supt.; Asst. Water
Pollution Control Supt. and Asst. Highway Supt. shall receive an annual clothing
maintenance allowance of Two Hundred and Fifty Dollars ($250).

Section8  Whenever any provision of this agreement or its attachments uses the
term, spouse, family, immediate family, eligible dependents, next of kin or any other
term that means spousal relationship, a party to a civil union shall be included in such
use of definition.

ARTICLE 18
EDUCATION

Section 1 Upon prior written approval of the Mayor or his/her designee the Town
shall provide three quarters (3/4) of the cost of tuition upon the satisfactory completion
of an approved course at an accredited institution. Such a course shall be related and
intended to improve the employee’s ability to perform his duties.

Section2  Members of the Bargaining Unit shall be allowed to continue as
heretofore, to attend conferences and meetings of their professional organizations
contingent upon the approval of the Mayor or his/her designee.

ARTICLE 19
SAVINGS CLAUSE

If any Article or Section of this Contract is declared invalid or unconstitutional for
any reason, such declaration shall not affect the other articles, sections or portions
thereof which shall be valid.
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ARTICLE 20
CLASSIFICATIONS/HIRING PRACTICES

Section 1 In the case of a vacancy within the Bargaining Unit for an existing position
or a new position that may be established all present members of the Bargaining Unit
will be given employment consideration before such position is publicly advertised.
However, this does not preclude the selection of a more qualified Non-Bargaining unit
candidate.

Section2  The Town shall post announcements for all job openings in all work
locations and a copy of the announcement shall be forwarded to the Union President.
Such notice shall be posted five (5) working days prior to public advertisement.

Section3  The Town shall give the job description of any new classification to the
Union as early as practical before it is released to the public.

Section4  The Mayor or his/her designee may appoint any member of the Bargaining
Unit to fill a position on an acting basis during the extended absence of incumbent. An
employee, so appointed, shall receive the pay of the higher position, that being the
closest step in the appointed range, which will equal at least one full step increase. For
the purpose of this Section, an extended absence shall be defined as (1) Sick Leave
anticipated to be in excess of three (3) weeks; (2) a vacancy created by the termination
of an incumbent, or (3) a Leave of Absence, in excess of one month, granted under the
provisions of Article 18, Section 1.

Section 5  In the event that job description surveys are made by outside firms for
reclassification purposes, each employee may review his own questionnaire and the
comments made by the Department Head and member of the survey team. The Town
shall send a copy of the final report to the Union.

Section 8 The Town shall not reduce the compensation of any employee by a
change of title or description of the job classification of the employee without a
substantial bona fide change in the duties or responsibilities of the employee.

Section 7 Disputes concerning the qualifications of an employee to fill a position as
stated in Section 1 above may be submitted to the Grievance Procedure and will start at
the Mayor or his/her designee’s step.

Section8  All requests for job reclassification and/or pay grade increases shall be
placed in writing and tendered to the Director of Human Resources, with a copy of the
same to the Union President provided, however, no such study has been made within
the preceding twelve (12) months.

Section9  The employee shall receive a written response to such request, with

reasons, therefore, within sixty (60) days of submission to the Director of Human
Resources. A copy of the response will be sent to the Union President.
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Section 10  Disputes concerning job reclassification and/or pay grade increases shall
be subject to the Grievance Procedure and shalll start at the Mayor or his/her designee’s
step. If the grievance is not resolved at that step, the Union may submit the grievance
to the American Arbitration Association which shall act on such submission in
accordance with its rules and regulations. The Union shall pay any required filing fees
and the Union and Town shall jointly pay for the arbitrator's expenses with the Town
paying sixty percent (60%) and the Union paying forty percent (40%) of such expenses.
Any arbitrator appointed to hear and decide a dispute under this Section shall be a
recognized expert in the field of classification. Any decision rendered by the arbitrator
shall be final and binding on the parties.

ARTICLE 21
PERFORMANCE EVALUATION

All full time employees who have reached the maximum step on the salary
schedule shall continue to receive annual performance evaluations. Said annual
performance evaluation shall be held during the employee’s anniversary month of
employment.

The annual performance evaluation shall be conducted by the employee’s
Department Head or the Mayor or his/her designee or his/her designee whichever is
applicable.

Performance evaluations are intended to provide constructive feedback and
direction and do not constitute disciplinary actions under the terms of Article 14.

The performance appraisal form is attached hereto as Appendix C. The annual
performance evaluation conducted after the employee has reached the maximum step
on their salary schedule shall not be tied to any future pay raises or merit raises.

ARTICLE 22
NO STRIKE — NO LOCKOUT

The Union agrees that it will not call or support any strike, work stoppage, work
slowdown or any other action against the Town that would impede the proper
functioning of the Town government at any time. The Town agrees that it will not lockout
any employee at any time.

ARTICLE 23
DRUG & ALCOHOL TESTING

The Town is instituting a policy in line with the same policy all other bargaining
units follow. Random testing only applies to those employees who need a CDL license
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or are in a safety sensitive function as outlined under State and Federal Statutes.
Reasonable suspicious testing, as outlined and defined in the policy, applies to all
employees.

L. PURPOSE

The purpose of this Article is to detail the Town of Stratford's (the Town) alcohol
and controlled substance testing rules and procedures, which seek to be in compliance
with Federal guidelines, the Federal Motor Carrier Safety Administration (FMCSA), State
guidelines and Town elective policy to maintain a drug and alcohol free workplace for
employees employed by the Town. The Town is committed to operating in the safest and
most efficient manner possible, as well as promoting the safety and welfare of its
employees and the public.

The Town and the Union are committed to promoting a drug free work environment.
To that end, an Employee Assistance Program has been established for all employees,
which will provide counseling, evaluations, and treatment referrals, if needed, and will deal
with family, financial, legal, emotional stress and substance abuse issues.

It is the responsibility of each employee to ensure that he/she is drug free in
compliance with the requirements outlined in this policy.

i APPLICABLE FEDERAL AND STATE REGULATIONS

The Town is implementing the Federal DOT 49 CFR Part 40 and FMCSA Part 382,
Connecticut State Public Act NO. 95-140 which allows testing of all applicants/employees
who have the potential to drive vehicles with a GVWR of 10,001 pounds or more but not
more than 26,000 pounds, mechanics who repair or service such vehicles or a commercial
motor vehicle, as defined in section 14-1, or a forklift operator, driver or mechanic to
submit to testing as provided by Federal, State and Local Law. Additionally, this will cover
all Supervisory employees in addition to those performing or having the potential to
perform safety sensitive functions.

This policy was developed and will be implemented in accordance with the
following Federal rules and State regulations:

e *Department of Transportation, Federal Motor Carrier Safety Regulations
Administration, 49 CFR Parts 40 and 382 - Controlled Substance and_Alcohol

Testing.

e *Connecticut General Statutes Sections 31-51t — 31-51aa.
In the event that there is a conflict between the DOT alcohol / drug testing
guidelines and the rules and procedures described herein, the DOT guidelines shall
prevail.
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Notwithstanding any provisions in this policy it is the intent of the parties to require
any employee tested positive for drugs or alcohol to submit to random follow up testing per
the recommendations of the attending SAP upon the employees return to work.

Il. CATEGORIES OF TESTING

Detection will be accomplished through the following categories of drug and alcohol
testing as outlined in 49 CFR Part 40:

Pre-employment

Random

Reasonable Cause

Post Accident

Return-To-Duty (At the direction of the Substance Abuse Professional
(SAP)/Employee Assistance Program (EAP))

6. Unannounced Follow Up Testing (If part of SAP/EAP)

oM~

Substance Abuse Mental Health Administration (SAMHSA) certified laboratories
following the Department of Health and Human Service (DHHS) guidelines will conduct all
drug testing. The drugs to be tested for are as follows:

Marijuana

Cocaine

PCP

Opioids

Amphetamines
Expanded Opioids Panel

Alcohol - Breath Alcohol Content (BAC) levels of .02 or greater will preclude an
individual from performing their job function. BAC levels of .02 or greater is considered
positive.  All employees with BAC levels of .02 or greater will be provided

transportation to their residences and will be subject to disciplinary action (see
section VII.).

The Town will train all appropriate supervisory personnel to recognize the signs and
symptoms of substance abuse.

V. Policy Standards

Employees are prohibited from using, being impaired by, under the influence of,
being in possession of, manufacturing, dispensing or distributing any controlled substance
when subject to duty, when reporting for duty, while on duty or on Town property except as
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permitted by Section 1 below. The illicit use of controlled substances is prohibited at any
time. Any employee who tests positive as indicated by the test and confirmed by
the Medical Review Officer will be immediately removed from their job function and
will be subject to disciplinary action (see section VII.).

Upon testing positive, the Employee has the right to have the "split" specimen
analyzed at a different SAMHSA certified laboratory. This request must be made within 72
hours of the donor being notified by the MRO that they have tested positive. If requested,
this test will be performed at the employee’s expense.

In the event a donor cannot "void" (shy bladder) after consuming 40 fluid ounces
over a 3-hour period, the donor will be evaluated by a medical doctor to determine if there
is a medical condition that prohibits the donor from providing sufficient volume for testing.
If there is no existing medical condition, the test will be classified as a "refusal” i.e.
dealt with as if a positive and the employee will be immediately removed from their
job function and will be subject to disciplinary action (see section VIL.).

Any employee who tests positive for alcohol, BAC .02 or higher, will be
immediately removed from their job function and will be subject to disciplinary
action (see section VII). Any employee who tests positive will be evaluated by a
Substance Abuse Professional (SAP) before they can perform their function. No
employee shall perform his or her job function within four (4) hours after using alcohol.
The Town shall not permit an employee to perform or to continue to perform safety-
sensitive functions, while having actual knowledge that an employee has used alcohol
within four (4) hours. In the event that a donor cannot perform the breath test (shy lung),
he/she will be evaluated by a medical doctor to determine if there is a medical condition
that prohibits the donor from performing the breath test. If the doctor determines there
is no existing medical condition, the test will be classified as a "refusal” i.e. dealt
with as if a positive and the Employee will be immediately removed from their job
function and will be subject to disciplinary action (see section VII.).

Any costs associated with Substance Abuse Professional (SAP) evaluations and/or

rehabilitation services resulting from a positive drug or alcohol test will be the
responsibility of the Town.

1. Use of Prescribed and Over the Counter Medication

The Town will permit prescribed and over-the-counter medication and the use of
such medication on the Town premises, specifically prescribed for the employee by his/her
physician, that is clearly labeled with the employee's name, the name of the medication
and the physician's Federal Drug Enforcement Administration license number, provided
the substance is used at the dosage prescribed or authorized and it does not impair the
employee’s ability to perform his or her job or endanger their safety or the safety of others.
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It is the responsibility of the employee to request from their physician an alternative
medication that will not impair them from performing their safety-sensitive function. It is
recommended that the employee notify their immediate supervisor that they are using a
prescription drug and to produce documentation of this drug prior to commencing work.

The employee’s physician should make a good faith judgment, with knowledge of
the employee's assigned duties and on the basis of the available medical history, that use
of the substance by the employee at the prescribed or authorized dosage level is
consistent with the safe performance of the employee's duties. Any medication brought on
Town property must be carried in its original container.

2, Requirement of Cooperation with Testing Procedure

Al employees/applicants subjected to testing, pursuant to this policy must
cooperate with the collection procedures. If a person refuses to cooperate with the
collection process, the collection site person shall inform the Town and shall document the
non-cooperation on the Urine Custody and Control form. Any person who refuses to
cooperate in providing a sample or is found to have, in any way, adulterated/
tampered with or substituted a sample will be immediately removed from their job
function and shall be subject to disciplinary action (see section VIl.).

V. Employee Awareness Program/Supervisor Training Program

A major tool in the battle against drug use is education and awareness.
Accordingly, the Town will educate its applicants/employees about the dangers of drugs,
their effects and consequences. All training will be documented. The education program
will help motivate employees to understand the problems associated with using drugs, the
misuse of alcohol, and the ways such use could compromise their personal functioning as
well as their functioning on the job. To accomplish this objective, a number of approaches
will be taken to include the following:

e An employee education and training program for all employees. The
education component shall include:

* informational material;
* this Article.
* The training component for employees shall include information on

the effects and consequences of drug and alcohol abuse on personal
health, safety and the work environment, and the manifestations and
behavioral patterns that may indicate drug and or alcohol abuse.

e Supervisory employees who will be determining when an employee is
subject to drug and alcohol testing based on reasonable cause under this
policy shall receive at least one (1) hour of additional training on the
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physical, behavioral, and performance indicators of probable drug use and
one (1) hour on the symptoms of the abuse of alcohol. '

VL. Testing Methodoloqgy

All drug testing conducted pursuant to this policy will be performed via urinalysis. A
positive test does not result from the use of prescription and over the counter
medication per Section IV (Policy Standards), paragraph 1 (Use of Prescribed and Over
the Counter Medication). Alcohol tests may be conducted by the use of an initial screen
(non-evidentiary test) and if the presence of alcohol is detected, the confirmation test will
be conducted on an Evidentiary Breath Testing unit (EBT). In the absence of a non-
evidentiary test, the screening test will be conducted on an EBT. The EBT will be
operated by a Breath Alcohol Technician (BAT). All of the above procedures will be
consistent with 49 CFR Part 40.

1. Pre-Employment

All final applicants for employment are required to submit to a pre-employment drug
test. The applicant will be informed that the urine specimen being collected will be tested
for drugs to include Marijuana, Cocaine, Opioids, Phencyclidine (PCP), Amphetamines
and those under the Expanded Opioids Panel.

Any applicant who decides not to cooperate in the pre-employment drug test may -
withdraw their application. No record will be maintained of the declination. Final
applicants who test positive for drugs will be rejected for employment.

2, Random Testing (as applicable)

All Supervisor employees who perform safety sensitive functions will be subject to
random drug and alcohol testing. Selection of employees to be tested will be administered
by utilizing a validated computerized random selection program. This program will ensure
that every covered employee has an equal opportunity of being selected at any given time.
There will be a DOT pool and a NON DOT pool in accordance with FMCSA Part 382,
State and Local Law. DOT employees may also be tested under the NON DOT program.
Notification of an employee's selection will not be provided until the employee's tour of
duty in which the drug and alcohol test is to be conducted. Immediately upon
notification of being randomly selected the employee is to proceed to the collection
facility. If the employee does not report to the medical facility inmediately they will be
deemed as refusing to take a drug and/or alcohol test and will be handled as if a
positive test was reported.

29



3. Reasonable Cause Testing

Under this type of testing, the employee will be removed from service pending the
outcome of the test(s). The employee will be paid for the first and second day after such
removal or until the test result is received by the MRO, whichever is later, but the
employee will not be paid for any additional days out of service. The employee will be
returned to service with back pay for any days out of service if the outcome of the test(s) is
negative.

In all cases where an employee is subject to reasonable suspicion testing, an
evidentiary report of reasonable suspicion must be completed and signed by a supervisor
before the test results are released or within 24 hours of the observed behavior, whichever
is earlier. Supervisory employees must receive at least one (1) hour on drug and one (1)
hour on alcohol training in the physical, behavioral, and performance indicators of probable
drug and alcohol use if they will be determining when an employee is subject to testing
based on reasonable suspicion under this section. All training will be documented.

Hearsay accusation or unsupported allegations shall not be grounds for testing
under this subsection. All test results shall remain confidential with the testing agency.
Whenever a member is subjected to testing under this subsection, the bargaining unit
member may request the Union President or member of the Executive Board to
accompany the member undergoing the testing.

Reasonable Suspicion Alcohol — The Town shall require an employee to submit to
an alcohol test when the employer has reasonable suspicion to believe that the employee
has violated the prohibitions of this Article conceming alcohol. The employer's
determination that reasonable suspicion exists to require the employee to undergo an
alcohol test must be based on specific, contemporaneous, articulable observations
concerning the appearance, behavior, speech, or body odors of the employee.

Reasonable Suspicion Controlled Substances — The Town shall require an
employee to submit to a controlled substance test when the employer has reasonable
suspicion to believe that the employee has violated the prohibitions of this Article
concerning controlled substances. The employer's determination that reasonable
suspicion exists to require the employee to undergo a controlled substances test must be
based on specific, contemporaneous, articulable observations concerning the appearance,
behavior, speech, or body odors of the employee. The observations may include
indications of chronic and withdrawal effects of controlled substances.

The required observations for alcohol and /or controlled substances reasonable
suspicion testing shall be made by a trained supervisor or Town official. Reasonable
suspicion does not require certainty. Mere hunches or "gut feelings", however, are not
valid in making a reasonable suspicion determination. If supervisors with training in the
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identification of the signs and symptoms of drug and alcohol use reasonably conclude that
there are objective facts indicative of use of drugs and or alcohol, this is sufficient
justification for testing.

If an alcohol test required under this section is not administered within two hours
following the determination, the employer shall prepare and maintain on file a record
stating the reasons the alcohol test was not promptly administered. If the alcohol test is
not administered within eight hours following the determination, the employer shall cease
attempts to administer an alcohol test and shall state in the record the reasons for not
administering the test.

If a controlled substances test is required under this section is not administered
within 32 hours the determination the employer shall cease attempts to administer a
controlled substances test and shall prepare and maintain on file a record stating the
reasons the test was not promptly administered.

A. Drug Test

Employees of the Town are required to submit to a urinalysis for the purpose of
detecting the presence of controlled substances (drugs) when a supervisory employee has
reasonable suspicion as defined above.

B. Alcohol Test

Employees of the Town are required to submit to a breath alcohol test for the
purpose of detecting the presence of alcohol when a supervisory employee has
reasonable suspicion as defined above.

Under this type of testing, the employee will be removed from service if the
confirmation alcohol test result is .02 or greater (BAC) and will be subject to
disciplinary action (see section VI.).

If the confirmation alcohol test result is 0.02 or greater the employee is deemed to
be positive for alcohol and must be removed from their safety sensitive function
immediately.

4, Post Accident Testing

Under this type of testing, employees may be removed from service pending the
outcome of the test(s). The employee will be paid for the first and second day after such
removal or until the test result is received by the MRO, whichever is later, but the
employee will not be paid for any additional days out of service. The drug test(s) must
take place within 32 hours of an accident as defined below. The alcohol test should be
conducted within 2 hours, but no later than 8 hours after the accident. If the test is not
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conducted within these parameters, the reason why must be documented. The employee
will be returned to service with back pay for any days out of service if the outcome of the
test(s) is negative.

An employee who is subject to post-accident testing must remain readily available
for such testing or may be deemed to have refused to submit to testing. However, this
‘readily available” requirement does not prohibit an employee from leaving the scene of an
accident for the necessary period to obtain assistance in responding to the accident or to
obtain necessary emergency medical care and does not mean that necessary medical
treatment for injured people should be delayed.

An employee who is seriously injured and cannot provide both a breath and/or urine
specimen at the time of the accident must provide the necessary authorization for
obtaining hospital reports and other documents that would indicate whether there were
any controlled substances and/or alcohol in his or her system.

1. Under the FMCSA:

Post-accident testing.(a) As soon as practicable following an occurrence
involving a commercial motor vehicle operating on a public road in commerce, each
employer shall test for alcohol for each of its surviving drivers: (1) Who was performing
safety-sensitive functions with respect to the vehicle, if the accident involved the loss of
human life; or (2) Who receives a citation within 8 hours of the occurrence under State
or local law for a moving traffic violation arising from the accident, if the accident
involved:(i) Bodily injury to any person who, as a result of the injury, immediately
receives medical treatment away from the scene of the accident; or (i) One or more
motor vehicles incurring disabling damage as a result of the accident, requiring the
motor vehicle to be transported away from the scene by a tow truck or other motor
vehicle. (b) As soon as practicable following an occurrence involving a commercial
motor vehicle operating on a public road in commerce, each employer shall test for
controlled substances for each of its surviving drivers: (1) Who was performing safety-
sensitive functions with respect to the vehicle, if the accident involved the loss of human
life; or (2) Who receives a citation within thirty-two hours of the occurrence under State
or local law for a moving traffic violation arising from the accident, if the accident
involved: (i) Bodily injury to any person who, as a result of the injury, immediately
receives medical treatment away from the scene of the accident; or (i) One or more
motor vehicles incurring disabling damage as a result of the accident, requiring the
motor vehicle to be transported away from the scene by a tow truck or other motor
vehicle. (c) The following table notes when a post-accident test is required to be
conducted by paragraphs (a)(1), (a)(2), (b)(1), and (b)(2) of this section:

| Table for § 382.303(a) and [ Citation issuedto | Test must be ]
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(b)Type of accident the CMV driver performed by

involved employer
i. Human fatality YES/NO YES
ii. Bodily injury with YES YES

immediate medical treatment
away from the scene

NO NO
iii. Disabling damage to any | YES YES
motor vehicle requiring tow
away

NO NO

(d)(1) Alcohol tests. If a test required by this section is not administered within two hours
following the accident, the employer shall prepare and maintain on file a record stating
the reasons the test was not promptly administered. If a test required by this section is
not administered within eight hours following the accident, the employer shall cease
attempts to administer an alcohol test and shall prepare and maintain the same record.
Records shall be submitted to the FMCSA upon request. (2) Controlled substance tests.
If a test required by this section is not administered within 32 hours following the
accident, the employer shall cease attempts to administer a controlled substances test,
and prepare and maintain on file a record stating the reasons the test was not promptly
administered. Records shall be submitted to the FMCSA upon request. (e) A driver who
is subject to post-accident testing shall remain readily available for such testing or may
be deemed by the employer to have refused to submit to testing. Nothing in this section
shall be construed to require the delay of necessary medical attention for injured people
following an accident or to prohibit a driver from leaving the scene of an accident for the
period necessary to obtain assistance in responding to the accident, or to obtain
necessary emergency medical care.(f) An employer shall provide drivers with necessary
post-accident information, procedures and instructions, prior to the driver operating a
commercial motor vehicle, so that drivers will be able to comply with the requirements of
this section.(g)(1) The results of a breath or blood test for the use of alcohol, conducted
by Federal, State, or local officials having independent authority for the test, shall be
considered to meet the requirements of this section, provided such tests conform to the
applicable Federal, State or local alcohol testing requirements, and that the results of
the tests are obtained by the employer.(2) The results of a urine test for the use of
controlled substances, conducted by Federal, State, or local officials having
independent authority for the test, shall be considered to meet the requirements of this
section, provided such tests conform to the applicable Federal, State or local controlled
substances testing requirements, and that the results of the tests are obtained by the
employer. (h) Exception. This section does not apply to: (1) An occurrence involving
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only boarding or alighting from a stationary motor vehicle; or (2) An occurrence involving
only the loading or unloading of cargo; or(3) An occurrence in the course of the
operation of a passenger car or a multipurpose passenger vehicle (as defined in § 571.3
of this title) by an employer unless the motor vehicle is transporting passengers for hire
or hazardous materials of a type and quantity that require the motor vehicle to be
marked or placarded in accordance with §177.823 of this title.

2. Post-accident drug & alcohol testing is required of any Employee involved in an
accident while operating a Town vehicle/equipment as defined below:

An accident is defined as: If an employee(s) is involved in an accident and a fatality
occurs, the employee(s) who receives a citation, must have the tests performed within
thirty-two hours of the occurrence under State or local law for a moving traffic violation
arising from the accident, if the accident involved: Disabling damage to any motor
vehicle requiring tow away or Bodily injury with immediate medical treatment away from
the scene will be subject to a drug & alcohol test.

5. Return-To-Duty Testing

Following an employee testing positive for alcohol (BAC 0.02 or higher) and or
drugs, the employee must take a return to duty alcohol and or drug test. The employee
cannot return to work until successfully passing (tests negative) the return to duty alcohol
and or drug test. If the employee fails (tests positive) a first return to duty test for alcohol,
the employee shall be immediately terminated. If the employee fails (tests positive) a first
return to duty test for drugs, the employee may as of right take a second return to duty test
for drugs. If the employee fails (tests positive) a second return-to-duty test for drugs, the
employee shall be immediately terminated. If the employee does not successfully
complete the treatment program required by the SAP the employee may be terminated
(see Section VII).

Costs associated to return to duty are as follows:

The employee will be responsible for the expense of the return to duty test
(drug/alcohol).

6. Unannounced Follow Up Testing

Following an employee testing positive for alcohol (BAC 0.02 or higher) and or
drugs, the employee must take unannounced follow up alcohol and or drug tests. The
tests shall be completed within 12 months from the date that the employee successfully
passes (tests negative) the return to duty alcohol and or drug test. The employee is
responsible for 50% of the costs of follow up testing for the first two tests and the Town is
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responsible for 100% of the costs of the follow up testing for the third and any additional
follow up tests.

VIl. Discipline

Procedures Following A Positive Test Result — All bargaining unit members shall be
subject to the following disciplinary and related procedures when found to be in violation of
the Town’s Alcohol/Drug policy through the testing procedures provided for in this Article.
A positive test does not result from the use of prescription and over the counter
medication per Section IV (Policy Standards), paragraph 1 (Use of Prescribed and Over
the Counter Medication).

A. First Positive Test Result - Alcohol (BAC .02 or higher) and or Drugs

The Town upon receiving notification of a first positive alcohol (BAC .02 or higher)
and or drug test result, or prohibited behavior resulting in a positive alcohol and or drug
test result shall immediately remove the employee from his/her position and suspend,
without pay, the employee for a total of three (3) work days. The employee upon
receiving notification of a positive alcohol and or drug test result will immediately submit to
an evaluation by an assigned SAP. The SAP will determine (a) the date that the
employee can return to work, (b) the treatment program required, and (c) the
unannounced follow-up testing schedule. The treatment program as required by the SAP
may or may not be required by the SAP to be completed before the SAP clears the
employee to return to work. All days following the three (3) work day suspension and the
date that the member returns to work shall be an unpaid leave of absence unless the
member chooses to be paid by using any accrued vacation time first and then any accrued
sick time.

If the employee does not successfully (a) pass the return to duty alcohol and or
drug test (as set forth in paragraph 5 “Return-To-Duty Testing"), (b) complete the
treatment program required by the SAP, and (c) pass the unannounced follow-up tests the
employee shall be terminated.

B. Second Positive Test Results - Alcoho! (BAC 0.02 or higher) or Drugs
The Town upon receiving notification of: (a) a second positive alcohol (BAC .02 or

higher) and or drug test result, or (b) prohibited behavior resulting in a positive alcohol or
drug test shall immediately terminate the employee.
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VIIl. Urine Collection and Alcohol Testing Procedures

All aspects of urinalysis, drug and alcohol testing, collection and chain of Custody
procedure shall be conducted in strict accordance with the Town's Substance Abuse
Testing Procedures and DHHS standards as outlined in 49 CFR Part 40.

IX.  Employees Admitting to Drug and/or Alcohol Abuse Prior to Notification of
Test

Bargaining unit members who voluntarily identify themselves as alcohol and/or drug
substance abusers will be required to report to the Employee Assistance Program vendor
and will be required to follow the testing and rehabilitation procedures prescribed by the
assigned Substance Abuse Professional (SAP). The member will also be required to pass
a return to work test, prior to doing so. If the member is required to participate in an in-
patient treatment program, the member will be placed on paid sick leave until such time
that the member is authorized to return to work. If the member fails to follow any
prescribed procedure or fails to pass the return to work test, the member shall not receive
any compensation from the Town until such time as the member re-enters the
rehabilitation program and the SAP cetrtifies to the Town that the member has done so.

In the event that a bargaining unit member voluntarily identifies himself or herself for a
second or third time as an alcohol and/or drug substance abuser, the member shall follow
the same procedures provided in the above paragraph.

In the event that a bargaining unit member voluntarily identifies himself or herself
for a fourth or subsequent time as an alcohol and/or drug substance abuser, the member
shall follow the same procedure provided in the first paragraph of this Section, provided
however, such member shall not be entitled to any compensation of any kind from the
Town during his or absence from work due to the member's participation in the
rehabilitation program. The employee would also be subject to disciplinary action up to
and including termination.

The Following Is A List Of Telephone Numbers For Drug and Alcohol Assistance:

National Clearing House Services 1-800-729-6686
National Cocaine Hot Line 1-800-262-2463
National Drug and Alcohol Routing Service 1-800-662-4357
Alcohol Abuse and Drug 24-Hour Help Line 1-800-252-6465
Al-Anon Family Groups 1-800-344-2666
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Connecticut Dept. of Mental Health & Addiction 1-860-418-7000

United Way/Infoline 211 (CT Only)

| authorize any physician, medical facility, or other agents retained by the Town of
Stratford to conduct alcohol and or drug tests as required in this Article and to provide the
test results to the Town of Stratford’s management.

Date Employee Signature

Employee Printed Name

Date Witness Signature

Witness Printed Name

ARTICLE 24
DURATION

Section 1 The effective date of the Agreement shall be July 1, 2020.

Section 2 This Agreement shall remain in effect until June 30, 2023 and shall
continue in effect from year e to year, thereafter, until a new contract shall be
negotiated and adopted. Either party wishing to negotiate a new contract shall notify
the other in writing between one hundred eighty (180) and one hundred twenty days
(120) prior to the expiration of this Agreement of its desire to amend, modify, or revise
this Agreement.
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FOR WITNESS THEREOF the parties hereunto have cause their names to be
+ 2021,

signed this /3 dayof Aped)

TOWN OF STRATFORD

By: Zy/ Ul 7 )\)1/’)?{( (h
J

By: SO

?OMCJ(L ‘_.(—N_‘j DQ;\)/\LW' O\p )L( <

By:
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LOCAL 3804 OF COUNCIL 4 AFSCME

By:

By:

By:
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POSITIONS ELIGIBLE FOR SAFETY SHOES AND GLASSES
Engineering Services Supervisor
Assistant Building Maintenance Superintendents
Garage and Sanitation Superintendent
Parks Superintendent
Building Official
Planning and Zoning Administrator
Assistant Assessor
Sanitarian’s [l
Building Maintenance Superintendent
Assistant Highway Maintenance Superintendent
Assistant Garage & Sanitation Superintendent
WPC Superintendent
WPC Chemist
Assistant WPC Superintendent
Assistant Building Official
Environmental Conservation Administrator
Town Engineer
EMS Administrator
Insurance Coordinator
Assistant Planning and Zoning Administrator
Director Community/Economic Development
Highway Maintenance Superintendent
Tax Assessor
Golf Course Supervisor
Assistant Parks Superintendent
Environmental Planner
Town Planner
Environmental Health Supervisor
Zoning Enforcement Officer
Sanitarian
EMS Operations Supervisor
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LOCAL 3804 STRATFORD SUPERVISOR'S UNION
SALARY SCHEDULE*

JULY 1, 2019 THROUGH JUNE 30, 2023

APPENDIX A

ASSISTANT TOWN CLERK, CONSERVATION COMPLIANCE OFFICER, ZONING ENFORCEMENT OFFICER - Pay Grade 11

Annual

7/1/2018
7/1/2019
11/2021
7/1/2021
7112022

Annual

7/1/2018
7/1/2018
1/1/2021
7/1/2021
71112022

Annual

7/1/2018
7/1/2019
1172021
711720214
71172022

Annual

71112018
71112019
1/1/12021
71112021
7/112022

Annual

71112018
71112019
1/1/2021
7/1/2021

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
58,071.02 60,393.59 63,394.94  67,102.81 60,430.70 72,447.95 75,/467.83  78,485.05
50,377.62 61,752.45 64,821.33  6B,612.62 70,992.89 74,078.03 77,165.86  80,250.96
60,862.06 63,206.26 66,441.86 70,327.94 72,767.71 75929.98 79,095.01  82,257.23
62,383.61 64,878.67 68,102.91 72,086.14  74,586.90 77,828.23 81,072.39 84,313.66
63,787.24  66,338.44 69,635.23  73,708.08 7626511  79,579.37  82,896.52  86,210.72
SANITARIAN - Pay Grade 12
Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
60,954.36  63,393.61 £6,560.64 69,731.65 72,880.10 76,071.02 79,243.32  82,413.00
62,325.83  64,819.97  68,058.25  71,300.61 74,519.90 77,782.62  B81,026.29  84,267.29
63,883.98 66,440.47  69,758.71 73,083.13 76,382.90 79,727.19  83,051.95 86,373.97
65,481.08 68,101.48  71,503.70  74,910.21 7829247 81,720.37  85,12825  88,533.32
66,054.40 69,633.76 73,112.53 76,595.69  80,054.05 83,550.08  87,043.64  00,525.32
GOLF COURSE SUPERVISOR, SUPERVISOR ECONOMIC DEVELOPMENT - Pay Grade 12P
Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
63,760.80 66,316.70  69,620.56  72,950.39  76,264.53  79,584.00  82,806.86  86,211.06
65,195.42 67,808.83 71,196.23  74,591.77 77,980.48 81,374.64 84,762.04  88,150.81
66,825.31 69,504.05 72,976.14 76,456.56  79,920.99  83,409.01 86,881.08  90,354.58
68,405.94 71,241.65 74,800.54 78,367.97 81,928.24 85494.24 89,063.12 92,613.44
70,037.10  72,844.59  76,483.55 80,131.25 B83,771.63 87,417.86 91,056.82  94,687.24
ASSISTANT ASSESSOR, INSURANCE COORDINATOR, RECREATION SUPERVISOR - Pay Grade 13
Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
64,002.11 66,560.64 69,800.71  73,218.15 76,565.46  79,875.67 83,201.79  86,530.55
65,442.16  68,058.25 71,463.25 74,865.56  78,288.18  81,672.87 85,073.83  88,477.49
67,078.21 69,759.71 73,249.83  76,737.20 80,245.38  83,714.69  87,200.68  90,689.43
68,755.17  71,503.70  75,081.08 78,655.63 82,251.51 85,807.56  89,380.70  92,956.67
70,302.16  73,412.53  76,770.40 80,425.38  84,102.17  87,738.23  91,391.77  05,048.20
WPC CHEMIST - Pay Grade 13P
Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
66,950.41 69,629.56  73,114.73  76,594.63  80,077.16  83,557.09  87,036.95  90,520.80
68,456.79  71,196.23  74,759.81 78,318.01 81,878.90 85437.12 88,99528 92,557.52
70,168.21 72,976.14  76,628.81 80,275.96  83,925.87 87,573.05 91,220.16  94,871.46
71,822.42  74,800.54 78,544.53 82,282.86 86,024.02 89,762.38  93,500.66 97,243.25
73,540.67 76,483.55 80,311.78 84,134.22  87,950.56  91,782.03  95,604.42  ©9,431.22

7/1/2022

Iner %
BASE
2.25%
2.50%
2.50%
2.25%

Incr %
BASE
2.25%
2.50%
2.50%
2.25%

Incr %
BASE
2.25%
2.50%
2.50%
2.25%

Incr %
BASE
2.25%
2.50%
2.50%
2.25%

Iner %
BASE
2.25%
2.50%
2.50%
2.25%

ENVIRONMENTAL HEALTH SUPERVISOR, PUBLIC HEALTH NURSING SUPERVISOR, SENIOR ACCOUNTANT/TREASURER -

Pay Grade 14

Annual

7/1/2018
71172019
1172021
7/1/2021
7/1/2022

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
67,203.57 69,890.71 73,379.87 76,877.00 80,370.15 83,871.24 87,364.39  90,857.55
68,715.65 71,463.25 75,030.92 78,606.73 82,178.48 8575834  89,330.09  92,801.84
70,433.54  73,249.83  76,906.69 80,571.90 84,232.94 87,902.30 91,563.34  95,224.39
72,194.38  75,081.08 78,820.36  82,586.20  86,338.76  90,099.86  93,852.42  97,605.00
73,818.75 76,770.40  80,603.02 8444439  88,281.38  92,127.11 05,064.10  99,801.11

Iner %
BASE
2.25%
2.50%
2.50%
2.25%



ASSISTANT BUILDING OFFICIAL - Pay Grade 14P

Annual

7/112018
71112019
1/1/2021
7/1/2021
7/1/2022

Annual

7/1/2018
7/1/2019
11112021
7/1/12021

LOCAL 3804 STRATFORD SUPERVISOR'S UNION
SALARY SCHEDULE *

JULY 1, 2018 THROUGH JUNE 30, 2023

APPENDIX A

Step 0 Step 1 Step 2 Step 3 Step 4 Step § Step 6 Step 7 Incr %
70,301.66 73,1473  76,772.28 80,423.18 84,078.04 87,738.23  91,393.10  95,049.32 BASE
71,883.45 74,750.81 78,499.66 82,232.70  85,969.80 89,712.34  93,449.44  97,187.93 2.25%
73,680.54  76,628.81 80,462.15 84,288.52 88,119.05 91,955.15 9578568 ©9,617.63 2.50%
75,522.55 78,644.563  82,473.70  86,395.73  90,322.03 94,254.03  98,180.32 102,108.07 2.50%
77,221.81  80,311.78  84,329.36  88,339.63  92,354.28  96,374.75 100,389.38 104,405.50 2.25%

EMS OPERATIONS SUPERVISOR, TAX COLLECTOR - Pay Grade 15

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Incr %
70,557.55  73,379.87 77,055.97 80,724.10  84,393.57 88,060.36  91,728.49  95,399.27 BASE
72,145.09  75,030.92 78,789.73  82,540.39  86,292.43 90,041.72  93,792.38 97,545.75 2.25%
73,048.72  76,906.69 80,759.47 84,603.90 88,449.74 92,292.76 96,137.19  99,984.39 2.50%
75,797.44  78,829.36 82,778.46  86,719.00  90,660.98 94,600.08 98,540.62 102,484.00 2.50%
77,502.88  80,603.02  84,640.98 88,670.18 92,700.85 96,728.58 100,757.78 104,789.89 2.25%

7/1/2022

ASSISTANT WPC SUPERINTENDENT, WPC PROCESS CONTROL SUPERVISOR, ASSISTANT BUILDING MAINTENANCE

SUPERINTENDENT - Pay Grade 15P

Annual

7/1/2018
7/1/2019
1/1/2021
71112021
71112022

CONTROLLER, COMMUNITY DEVELOPMENT ADMINISTRATOR, INFORMATION TECHNOLOGY SUPERVISOR, EMS

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Incr %
73,818.68  76,772.28  80,607.45 84,446.60 88,285.71 92,123.55 ©5,964.03  99,800.51 BASE
7547960  78,499.66 8242112 86,346.65 90,272.14 94,196.33  98,123.22 102,046.02 2.25%
77,366,569 80,462.15 84,481.65 88,505.32 92,528.94 96,551.24 100,576.30 104,597.17 2.50%
79,300.75  82,473.70  86,593.69 90,717.95 04,842.16  98,965.02 103,090.71 107,212.10 2.50%
81,085.02 B4,329.36  88,542.05 92,759.10  96,976.11 101,191.73 105,410.25 109,624.37 2.25%

ADMINISTRATOR, PS DISPATCH SUPERVISOR, PURCHASING AGENT, SENIOR SERVICES SUPERVISOR, TOWN PLANNER -
Pay Grade 16

Annual

7/1/2018
7/112019
1/1/2021
71112021
71112022

Annual

7/1/2018
7/1/2019
11172021
7/1/2021
7/1/2022

Annual

7/1/2018
7/1/2019
11172021
7/1/2021

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Incr %
74,089.11 77,0556.97 80,909.70 84,759.46  88,613.18 92,465.60 96,317.96 100,169.04 BASE
75,756.11 78,789.73  82,730.17  86,666.55 90,606.98 94,546.08 98,485.11 102,422.84 2.25%
77,6560.02  80,759.47  84,798.43  88,833.21 02,872.15  96,909.73 100,947.24 104,983.41 2.50%
79,601.27 82,778.46 86,918.39 91,054.04 95,193.95 99,332.47 103,470.92 107,608.00 2.50%
81,382.07 84,640.98 88,874.05 93,102.76 97,335.81 101,567.45 105,799.02 110,029.18 2.25%

Environmental CONSERVATION ADMINISTRATOR - Pay Grade 16P

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Incr %
77,477.53 80,584.92 84,601.68 88,663.54 92,686.98 96,711.70 100,732.44 104,761.18 BASE
79,220.77  82,398.08  86,5605.22  90,658.47 94,772.44  98,887.71 102,998.92 107,118.31 2.25%
81,201.28  84,458.03 88,667.85 9292493 97,141.75 101,359.90 105,573.89 109,796.27 2.50%
83,231.32 86,569.48 90,884.55 95248.05 09,570.29 103,893.90 108,213.24 112,541.15 2.50%
85,104.02  88,517.29 92,928.45 97,391.13 101,810.62 106,231.51 110,648.04 115,073.36 2.25%

COMMUNITY SERVICES ADMINISTRATOR, RECREATION SUPERINTEDENT - Pay Grade 17

Step 0 Step 1 Step 2 Step 3 Step 4 Step 6 Step 6 Step 7 Incr %
77,795.71 80,909.70  84,949.03  88,994.96 93,030.30 97,085.53 101,128.83 105,178.77 BASE
79,546.11 82,730.17  86,860.38  90,997.35 95,123.48 99,269.95 103,404.23 107,545.29 2.25%
81,634.76  84,798.43  89,031.89 93,272.28 97,501.57 101,751.,70 105,989.34 110,233.92 2.50%
83,5673.13  86,918.39  91,257.69  95,604.09 99,939.11 104,295.48 108,639.07 112,989.77 2.50%
85,453.53  88,874.056 93,310.99 97,755.18 102,187.74 106,642.14 111,083.45 115,5632.04 2.25%

7/1/2022



LLOCAL 3804 STRATFORD SUPERVISOR'S UNION
SALARY SCHEDULE*

JULY 1, 2019 THROUGH JUNE 30, 2023

BUILDING OFFICIAL, HIGHWAY MAINTENANCE SUPERINTENDENT, PARKS SUPERINTENDENT - Pay Grade 17P

Annual Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
7/4/2018 81,378.99  84,636.17  88,870.35 93,068.73  97,330.76 101,567.64 105,801.82 110,033.35
712019  83,210.02  86,540.48 00,860.93  95,162.78  99,520.70 103,852.91 108,182.36 112,509.10
1/1/2021  85,200.27  88,703.99  93,141.68 97,541.85 102,008.72 106,449.23 110,886.92 115,321.83
7M/2021 B87,422.53  90,921.59 09547022  99,980.40 104,558.94 109,110.46 113,659.08 118,204.88
7/1/2022 89,389.54  92,967.33  97,618.30 102,229.96 106,911.52 111,565.45 116,216.42 120,864.49
PLANNING & ZONING ADMINISTRATOR, TAX ASSESSOR_- Pay Grade 18

Annual Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
7/4/2018 81,682.56  84,940.03 89,201.76  94,361.28  97,694.01 101,942,79 106,186.27 110,432.41
7/1/2019  83,520.42  B86,860.38 91,208.80  96,484.41 90,802.13 104,236.50 108,575.46 112,917.14
1/1/2021  85,608.43  89,031.80  93,489.02 98,806.52 102,380.43 106,842.41 111,289.85 115,740.07
7/11/2021  87,748.64  91,257.60  95,826.25 101,368.93 104,949.17 109,513.47 114,072.10 118,633.57
7/1/2022 89,722.98  93,310.99  97,982.34 103,648.73 107,310.53 111,977.52 116,638.72 121,302.83

APPENDIX A

Incr %
BASE
2.25%
2.50%
2.50%
2.25%

Incr %
BASE
2.25%
2.50%
2.50%
2.25%

BUILDING MAINTENANCE SUPERINTENDENT, GARAGE & SANITATION SUPERINTENDENT, WPC SUPERINTENDENT,

PUBLIC SAFETY DISPATCH SUPERINTENDENT - Pay Grade 18P

Annual Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
7/1/2018  85,450.13  88,870.35 03,315.32  97,760.29 102,198.65 106,644.97 111,088.61 115,530.93
7/1/2019 87,372.76  90,869.93  95,414.91 09,959.90 104,498.12 109,044.48 113,588.10 118,130.38
11/2021 89,557.08  93,141.68 97,800.28 102,458.90 107,110.57 111,770.59 116,427.80 121,083.64
7/11/2021  91,796.01 95,470.22 100,245.29 105,020.37 109,788.33 114,564.85 119,338.50 124,110.73
7/1/2022 93,861.42 97,618.30 102,500.81 107,383.33 112,258.57 117,142,56 122,023.62 126,903.22
TOWN ENGINEER - Pay Grade 19P

Annual Step 0 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
7/1/2018  89,722.76  93,312,67 97,981.69 102,646.75 107,311.76 111,975.49 116,644.50 121,306.88
7/1/2018  91,741.52 9541221 100,186.28 104,956.30 109,726.27 114,494.94 119,260.00 124,036.28
1/1/2021  94,035.06 97,797.52 102,600.94 107,580.21 112,4690.43 117,357.31 122,250.73 127,137.19
7/1/2021  96,385.94 100,242.46 105,258.21 110,269.72 115,281.17 120,291.24 125,307.00 130,315.62
7/1/2022 08,554.62 102,497.92 107,626.52 112,750.79 117,875.00 122,997.79 128,126.41 133,247.72

Iner %
BASE
2.25%
2.50%
2.50%
2.25%

Incr %
BASE
2.25%
2.50%
2.50%
2.25%






APPENDIX B

Effective this ____ day of , 20__, the attached document is to be
disregarded and shall not be used as the basls for any further disciplinary action, as
provided In Article 14, Section 4 in the Town of Stratford Supervisors Union Local 3804,
Council #4 AFSCME collective bargaining agreement. '




APPENDIX C

TOWN OF STRATEQRD
PERFORMANGCE APPRAISAL FORM
SUPERVISORS
EMPLOYEE NAME DATE OF APPRAISAL SURERVISOR/REVIEWER
TITLE RATING GUIDE APPRAISAL PERIOD

1= Needs Improvement 2= Waets Standards 3= Exceeds Standards  NA= Not Applicable

nocamplishment of those goals, It goals were nof met, indieate why:

A, GOALS AND GROWTH AREAS FOR THIS APPRAIBAL PERIOD: List goals established at the employee's last appraisal meeting. Rate the

Core Valuea

Ratlhg
Goals For This Appralsal Perlad Comments 11213
(8
2.
3,
4,
8.
B, Core Values: Rale each of the core values listad below, giving examples fa support the rating.
Rating
Comments 11213

PROFESSIONALISM: Malntalng end fostars an environment that facllifates
the professlonal philosophy of ihe Town. {Malntain a high standard of
parformance; continuously develop our knowledgs and skills,)

QUALITY SERVIGE! Malntalns and fosters an environment thal facitates
1he quallty service philosophy of the Town, (Excellence In tha delivery of

servies, encourage publlc Inpul, flexible and responsive to the cormmunity)

INNOVATION: Maintains and fosters an environment {hat facliltates the
Innavation philosophy of tha Town. (Open io new Ideas, encolrage
crealivity, woik together to find betiar ways 1o servs the publio,)

ACCOUNTABILITY; Malntalns and fosters an environment that facilitates
tha aocouniabliity philosophy of the Town. (Commiited fo the communily,
rasponsibie for the Jobs wa perform.)

RESPEGT: Malntalns and fosters an environment that faclitates tha respeot
philosaphy of the Town. (Courteous, trwaling all fairly.)




R

2,

C " Goneral Tralfs: Rate sach of the general tralts llsted below, giving examples {o support the rating,

General Traits

Commenis

Ratlng
11213

Atlendance and Punctuallty: ‘Starts work at speclfied Ume; does hot
abusa meal and rest breaks, starting or quitting tme; glvss proper nolice In
advanoce of absenoe.

Working Relatlonships with Co-Workers, Suparvisors, Public and
Outslde Contacts; Asslsts others as required; aceepls suggestions and
supenvision without complaint; takes Inlfative to resolve problems in
working relationships; individual goals are dirested ioward needs of the
work group; communleates needs and problems fo affecled parlles;
promptiy retums felaphone calls and emalls within 24 hours; works toward
team hullding; Is commitiad to compsfency, courtesy and efflolency In publlo
contaots,

" Daclslon Making: Anélyzeé’maeonable aiternatives, utilizes appropriata

| resouraes and conslders all pertinent facts and Issues; demonstrates sound

fudgment and makes imely decislons.

Organlzation and Planning: Antiolpates and thoroughly ahalyzes
problems and opportunities; Identifies taskes and orlilaal steps; establlishes
priorilles; manages flow of aullvities; completes (asks In an accurate

5 mennermeels imetables and achlevas results.

Inltlatlve; Saeks opporfuntiles to Improva Job performance; Identifles ways
to meet or excead organizational gosls and standards; raquests and
manages additlonal responsibiilty,

Khowladge of Fleld: Damonstrates a good understanding of and ability to
apply ourrent prinolples, praciices, fechnliues and technology of the field,
L sams and Incomorales new Ideas, frends, methods and approaches,

Supervisary Dutles

D, SUPERVISORY DUTIES: Kata each of {ha supervisory responsibllities listed helow, glving sxamples to support the rating.

Commenis

Rating
1/2/3

Ensures that the Supervisor Is kept informed In a timely manner on
matters, which should be communlcated.

Effettivaly prepares and presents memorandums ahd rsports fo Ihs
Supervisor,

Prompfly responds to or acknowledges cartespondence requiring or,
solfclting response.

Erfectively delegates fasks lo amployees, ansuring aceurate axplanation,
follow-up and monltaring of employse asslgnments.

Frequently assesses employsa parformance and communlcatas areas
Yor Improvement, as well as work well dona,

Promotes (aémworkw]thln area of respongibllity, and in other Town
activitles,

Enforces Town and departmental polldles and procedures.

Adhares to and promotes tha Town's Affirmative Action Polloy

Schedules employze vacation and personal leave fo reflact the need {o
hava adequate staff on hand.

Handles smployss fssues In a prompt and efficlant manner.

Prepares and effactively administers sound deparimental/dlvislonal
budgets.




APPENDIX D
STRATFORD ADMINISTRATIVE MANUAL

Number: Co09 Page; 1 of §

- Effective bate: ) //é/oﬁ avlsad*

Authorized Sigrierhure: /7/22%% f

I,

PURPOSE

[n February of 2001, In accardance with a Memorandum of Understanding
(MOU) dated 12/21/00 and executed between the Town of Stratford and Lacal
3804, Council 4, AFSCME (the Stratford Supervisors Unjon), the Mayor
convened a labor-management comnittee to examine the feaslbllity of
implementing a flexible work schedule program fo provide an Improved level of
service to the public and a more flexible work schedule for employees.

The Flex Time Committee, as it has come to be called, has-developed the
followlng pollcy to meet this purpose. In its development, the Comirittee has
recognized that certain Issues must be taken Into account In order for flextime to
be a mutually beneficial arrangement for the Town and its employees. Flextime
has great potential for not only attracting and retdining valuable employees, but
also for increasing employee morale and thereby increasing employee
productivity,

All partles, however, must recognize that flextime Is not an entitlement but rather
a means through which the Town may enhance service to the public or its
response to particular ongoing Issues. It will not be possible for employees in
every department or divislon to have flexible warking hours simply because of the
nature of the work itself or the organizational structurs of a particular department.

. While employees with speciflc needs may seek accommodatlon through a

flexible work scheduls, declslons regarding such arrangements will be made
primarily on the needs of the department and/or the Town. In this respect, the
Mayor has sole discretion for establishing flexible work schedules.

DEFINITIONS




b1 g6 8 iemart miew wEE A0 )

E. GOALS AND GROWTH AREAS FOR NEXT APRRAISAL PERIOD: Together, smmployee and supervisar astabllsh and list goals for next
appralsal patiod, along with timelines for achievament.

Goals for Next Appralsal Perlod Timeline
1
2. .
a .

appralsal as neading Improvement,

_F. OVERALL RATING! The averall rating should be a summsty of the amployea's ov
Yoverall performance, Overall ratings of satisfactory or abova do nnt release employees

erall performance. Circls the rafing that best reflects the employee's
from addressing arens that have been ldentified throughout the

amployes.)

(Slgnatura indicales only that appraisal has been reviewed with the

LN
NEEDS IMPROVEMENT MEETS STANDARDS EXCEEDS STANDARDS
G. COMMENTS BY EMPLOYEE:
H. ADDITIONAL COMMENTS BY EVALUATOR:
I. SIGNATURES:
Signature of Employee: Dale:

Slgnature of Supervisor/Reviewar:

Date

1

i

«.»/'
F4 091312 .

ag

e L SUUI




.

F4.091312

Standard Work Day: The standard work day consists of a 7 % hour day, typically
from 8:00 a.m. to 4:30 p.m., with a one hour lunch perod.

Standard Work Week; The standard or traditional work week conslsts of five, 7

¥z hour days, typically Monday through Friday, for a total of 37 %2 hours per week,

Cors Times: Core times are periods when all employees are requlred to be
present, L.e. 9:30 a.m. fo 3:00 p.m. Department supetvisors may modify these
core times with the pdor, written consent of the Mayar ,

Flexible Time Bands: Times during which an employee may, within the
parametars of this palicy, choose thelr time of arrival and departure, l.e. between
7:00a.m, and 6:00 p.m. Pepartment supervisors may mod(fy these flexible time
hands with the prlor, written consent of the Mayor .

POLICY

It shell be the policy of the Town of Stratford that employees shall adhere to the
following guldelines with respect ta the establishment and implementation of a
flexible work schedule.

GUIDELINES

A.  Covered Emﬁloyees:

Employees coverad under this policy include all full-time administrative,
technical, clerical and supervisory personnel, provided that the Individual
employee's collective bargaining agreement allows for patticipation In a flexible
work schedule program. All uniformed and emergency setvices personnel,
including telecormmunication center operators, are specifically excluded from this
policy.

B. General Guldelines:

Participation in a flexible wark schedule arrangement Is voluntary and subject to
management approval, Requests must be made through the department
supervisor and/or appropriate department head, using the attached form. All
flexible work schedule arrangemants are subject to the final approval of the
Mayor .

Al flexible work schedule arrangements are contingent upon staff coverage
being sufficlent to meet the operatlonal needs of the department or offlce at all
times. Additlonally, flexible work schedule arrangements shall not adversely
affect department operations by resulting In a reduction in department
productivity, a diminution [n service to the public or an Increase in operating
cosis, . .




Employees may not deviss flexible work schedule arrangements that involve
working more hours than the standard work schedule provides In one week offset
by fewer hours in the following week

The minimum lunch break Is 30 minutes. A lunch break normally must ba taken,
Employess should generally take a lunch break between 11:30 am and 2:00 pm.
Nothing herain shall preclude a department supervisor from specifying & time or
establishing & sohedule-for lunch breaks for employees within that department to
ensure adequate staff coverage.

C..: Spedific Conditions:

Sufﬁject to the approval of the department supetvisor and the Mayor ,'fuﬂ-tlme
personnel covered under this policy may wark a flexible work scheduls, provided
thal the proposed arrangements meet the following conditlons:

1 That a flexible work schedule Is permitted by the employees' Labor
Agreement; an '

IS

2 That the wotk of the Town Is carrled on at least as effectively as
under the standard work schedule; and :

3 That sufficient staff wilFbe available to asslst the general public
durlng predetermined hours; and

4 That arrangements are made for appropriate supervision of work
and recording of times worked; and . S

5 That no paid overtime or shift premium shall result from working
- anyflexible work schedule. :

D.  Apptoved schemes:

Flexible time bands are between 7:00 a.m. and 6:00 p.m. Such arrangements
will depend on management's assessment of service delivery needsin a
particular department.

Any of the following schemes may be used: -

1. A standard day with varlations In starfing times:

Employees may work a standatd day of 7 Y% hours commencing not earlier
than 7:00 a.m, and finlshing not later than 6:00 p.m. Employses may have
staggered starting and finishing times,

F4 091312 . 42
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2. Flexible working hours or "Flex-time:"

Employees may vary the time of starting work In the morning and/or the
length of the lunch break and/or the time of ceasing work to create a 7 %
hour workday. ’ ' '

3. Compressed work schedules: :

Certaln erployees may be eligible for a four-day work scheduls, subject to
meeting. the criteria for public service delivery and with the approval of the
department supervisor and Mayor .

E. Term:

Flexible work schedule arrangements will be approved for a minimum periad of
one (1) month and a maxirum perlod of twelve (12) months. At the end of each
period, the employe&'and the department supervisor shall meet to evaluate the
effoctiveness of the work schedule. Following the evaluation, modifications to
the work schedule may be made and an additional term of up to twelve (12)
months may be submitted to the Mayor for approval. .

F. Prior Practice:

Management acknowledges that certaln departments have previously
established alternative work schedules to satisfy unique operational requirements
and to better serve the general public. Nothing hereln Is intended to modify,
abolish or supplant any existing past practice with regard to stich houts of work,
without the expressed written consent of management.

G. Reservation of Rights:

Nothing herein is Intended to relinquish, abridge or limit the rights of
management to establish wark schedules, break periods or Iunch hours In order
fo ensure that workload needs are met and that productivity, service to the public
and adequate supervislon levels are maintained. The Tawn spécifically reserves
the right for a department supervisor to adjust an individual's work schedule to
meet operational ssues that may arise, irrespective of any previously approved
flexible work schedule arrangement.

F4 061312 43
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Employee Name: Employee ID #

Department:

TOWN OF STRATFORD
FLEXTBLE WORK SCHEDULE AGREEMENT

Woark Schedule From " To

Total Hours

Monday

Tuesday 4

Wednesday sh

Thursday

Friday -

I, the undersighed employee, understand that this change in my work schedule Is both voluntary and
a privilege not a right, and may be modified or cancelled by my department supervisor at any flme to
meet operatlonal Issues that may arlse from time Yo flime. T further acknowledge that T have read
fhe Town's policy regarding flexible work schedules and'that I agree to ablde by its ferms.

Employee Sighature Date

Supervisor Signature . - Date

Town Manager Signafure Date
Effective Dote: Termination Date:

Flexible Work Schedule Agreement

F4 091812

1 Approved
O Digapproved

O Approved
I Disapproved
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BluuCGrosa BlueShield

FULL DENTAL PLAN

The Full Dental Plan covers diagnostic, preventive and restorative procedures necessary for adequate dental health,
COVERED SERVICES INCLUDE:

QO  Oral Examinations

O  Periapical and bitewing X-rays

QO Topical fluoride applications for members under age 19

Q Prophylaxis, including cleaning, scaling and polishing

O Relining of dentures

O Repairs of broken removable dentures

T Palliative emergency treatment

Q Routine fillings consisting of silver amalgam and tooth color materials; including stainless steel crowns
(primary teeth)*

a Simple extractions **
O Endodontics - including pulpotomy, direct pulp capping and root canal therapy (excluding restoration)

*Payment for an inlay, onlay or crown will equal the amount payable for a three-surface amalgam filling when the
member is not covered by Dental Amendatory Rider A.

**Payment for a surgical extraction or a hemisection with root removal will equal the amount payable for a simple
extraction when the member is not covered by the Dental Amendatory Rider A,

ACCESSING BENEFITS:

Participating Dentists Benefits
When a member receives care from one of our Participating Dentists, he or she simply presents his or her
identification card showing dental coverage. The dentist bills us directly for all covered services.

For dental care provided by a Participating dentist, we will pay the lesser of the dentist's usual charge or the Usual,
Customary and Reasonable Charge as determined by us. The dentist accepts our reimbursement as full payment and
may not bill the member for any additional charges.

Non-Participating Dentists Benefits

For covered dental services provided by a Non-Participating Dentist, in or out of Connecticut, we pay the lesser of
the dentist's charge or the applicable allowance for the procedure, as determined by us. The member is responsible
for any difference between the amount paid by us and the fee charged by the dentist.

This is not a legal contract. It is only a general description of the Preventive Plus Dental Plan benefits, limitations and
exclusions. A complete listing of benefits, limitations and exclusions can be found in the Master Group Policy or Description of
Benefits,
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BlouCross BlueSlideld

Dental Amendatory Rider A
Additional Basic Benefits

In addition to the services provided under your dental program, the following additional basic
benefits are provided:
¢ [Inlays (not part of bridge)
Onlays (not part of bridge)
Crown (not part of bridge)
Space Maintainers
Oral surgery consisting of fracture and dislocation treatment, diagnosis and treatment
of cyst and abscess, surgical extractions and impaction
+ Apicoectomy

> ¢ > o

The dental services listed above are subject to the following qualifications:

We will pay for individual crowns, inlays and onlays only when amalgam or synthetic
fillings would not be satisfactory for the retention of the tooth, as determined by us.

We will not pay for a replacement provided less than five (5) years following a placement
or replacement which was covered under this Rider. We will not pay for individual
crowns, inlays or onlays placed to alter vertical dimension, for the purpose of precision
attachment of dentures, or when they are splinted together for any reason.

ACCESSING BENEFITS:

Participating Dentists Benefits

Anthem Blue Cross and Blue Shield will pay the lesser of 50% of the dentist's usual charge or 50%
percent of the Usual, Customary and Reasonable Charge, as determined by us, for the dental services
described in this Rider. Dentists who participate in our dental programs agree to accept our allowance as
full payment and may not bill the member for any additional charges except for the remaining
coinsurance balance.

Non-Participating Dentists Benefits

In the event these services are rendered by a non-participating dentist, we will pay to the member the
lesser of 50% of the dentist's charge or 50% of the applicable allowance for the procedure as determined
by us. The member is responsible for any difference between the amount paid by us and the fee charged
by the dentist.

This does not constitute your health plan or insurance policy. It is only a general description
for the purposes of this Request for Proposal, of the Anthem Blue Cross and Blue Shield
Dental Amendatory Rider A. Refer to your Master Group Policy or Description of Benefils,
on file with your employer, for a complete listing of benefits, maximums, exclusions and
limitations.
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BloeCrors BlueShield

DENTAL AMENDATORY RIDER B
PROSTHODONTICS

The following prosthetic services are provided under Dental Amendatory Rider B:

¢ Denture, full and partial
¢ Bridges, fixed and removable
¢ Addition of teeth to partial dentures to replace extracted teeth

The dental services listed above are subject to the following qualifications:

Anthem Blue Cross & Blue Shield of Connecticut will pay for standard procedures for prosthetic
services as determined by us. For fixed bridges, we will pay for the replacement of missing teeth
and for one tooth on either side or two teeth on one side of the replacement. We will not pay for
a denture or bridge replacement, which is provided less than five years following a placement or
replacement, which was covered under the contract. We also not pay for crowns splinted
together for any reason.

ACCESSING BENEFITS:

Participating Dentists Benefits
Anthem Blue Cross & Blue Shield of Connecticut will pay the lesser of fifty percent of the dentist’s usual
charge or fifty percent of Usual, Customary and Reasonable Charge, as determined by us, for the dental .
services described in this Rider. Dentists who participate in our dental programs agree to accept our
allowance as full payment and may bot bill the member for any additional charges except for the
remaining coinsurance balance.

Non-Participating Dentist Benefits
In the event a non-participating dentist renders these services, we will pay to the member the
lesser of fifty percent of the dentist’s charge of fifty percent of the applicable allowance for the
procedure as determined by us. The member is responsible for any difference between the
amount paid by us and the fee charged by the dentist.

This does not constitute your health plan or insurance policy. It is only a general description for
the purposes of this Request for Proposal, of the Anthem Blue Cross & Blue Shield of
Connecticut Dental Amendatory Rider A. Refer to your Master Group Policy or Description of
Benefits, on file with your employer, for a complete listing of benefits, maximums, exclusions
and limitations.
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orandum of Uhdgffr,é.téwgmgf .
Between the Town of Stratford o
And "
Stratford Supervisors Unlon Local #3804, AFSCME o
Re: ‘Town Vehlcle Usage

This Agreement dated October 10, 2006 Is between the Town of Stratford (herelnafter
"Town®) and the Stratford Supervisors Unlon Local #3804 (herelnafter “Union”).
Whersas the Town proposed to rescind “take-home" privileges of Town owned vehicles
asslgned to Unlon employees and provided the Unlon with a notlos, dated March 31,

2008, of Its Intent to end any past practice of allowing Unlon members the use of Town -

+ vehlcles for transportation fo and from work with the implementation of the sugcessor
collectlve bargaining agreement, and whereas the Unlon contested the Town’s actlons
and malntains that sald action by the Town involves mandatory subjects of bargalning
and that It Intends to flle a prohibltive practice complalnt, the partles agree fo the
following: :

1, The employees listed below will be permitted to continue use of & Town owned
vehlcle for transportation to and from work, while sald employees remain In thelr
current posltions; .

John Casey (Engineer)

Gary Catalano (Superintendent Garage & Sanitation)

Brlan Donovan (Bullding Inspector) a ,
Al Dubols (Superintendent Bullding Maintenance)

Caroline Hamllla (WPC Process Supetrvisor)

Petor Stallings (Superintendent WPC)

Kevin Whits (Superintendent Highway)

Donna Best (EMS Chlef)

Willlam McCanh (Environmental Conservation Administrator)

2, WiIth the exceptlon of the employees listed in paragraph #1 above, any other
- employee previously glven take-home privileges, shall have such privileges
rescinded effective Immediately, Employees who use thelr personal vehicles for
- approved. Town services will be relmbursed at the current IRS mlileage rate. .

3. Ifany of the above referenced posltiohs listed In paragraph #1 above should
become vacant, the Mayor, I his sole discretion, may determline whether sald
position-will-be-granted “take-home” privileges. In the svent the Mayor

| determines that any position will not be sliglble for “take home' privileges, he will
hotify the Unlon sixty (80) days prior to the effective date of change. The Union
reserves the right to negotlate the Impact of vehicle usage change to any of the
positions listed in paragraph #1. .

4. This agreement Is entered Into wlithout prejudice to elther party's posltion.

For the Town: For the Unlon;

on= e

ayor James R. Miroh Pat Naylor, President, Local 3804
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Apii] 23, 2012 : '
: MEMQRANDUM OF UNDERSTANDING
BETWEEN
THE TOWN OF STRATFORD
AND
LOCAL 3804 QF COUNCIL 4, AFSCME, AFL-C10
THE SUPERVISOR EMPLOYEE UNION PROPOSAL:

1), The Town agrees to hire one (1) Emergency Medical Service (EMS)'Supervisor per
fiscal year, starting in fiscal year 2072-2013 and each conseoutlye year until it has hired
total of three (3) EMS Supervisors.

2) The Town agrees to fund and fill the Highway Superintendent posltion as soon aj
poss{%ble in fiscal year 201314 (beginning July lst, 2013),

3), The Town agrees fo promote the current Assislant Community Services Ditector to
Community Services Director with fhe appropriale grade and at the fop siep of' pay on
July 1, 2012, The Assistant Commmnlty Services Director position will be lefl unfunded
and unfilled upon the promation of the current Assistant Community Servloes Director (0
Director and will remain in the Local 3804 Bargalning Unit,

4), The Town agrees thai a position entitled Econorulé Development Supervisor shall be
croated within the. Economic Development Department this position will be exclusive of
Comumunity Development, and will bo. coversd undey the contract and shall be inoluded
within the Local 3804 Bargaining Unit,

5), The Union ngrees that after the above provisions have been Initlated that the position
of Direstor Commumilty/Economlo Development will be permanently removed from the

. classifications covered under the Collective Bargaiting Contract and tonsidered a non

union position hereafler,

[

6). The Unton agrees that the position of Town Planner shall remain unfunded and vacant
for the tmmediate fiture, Al a-future polot In time, the parties shwll reconvens to
determine {f the Town Plannor posttion will confinue to be unfilled or if the Town 1s
interésted in fanding the position {n fseal year 2013-2014,

Duting the period of time the Town Planner position is unfilled, the Town agtees not to
contuiet out the routine day-fo-day dutics and responsibilides of the Town Planner
position, The Union acknowledges that limited Town Planber dotles were contiacted out
n the past, More specifically, speclal Project wark, therefore the Unlon ngrees that the

“Town may continve to coittract hose speclal projects only to the extent that the work was

historjcally contracted out In the past.

In the event that the Town is Interested in contracting out Town Planner dutles going
beyond that .of the historical past practice, the partles shall consider entering lnto 4
Memorandum of Understanding agreeing that the work in question shall not constitute a
precadent or'an expausion of the historloal past practice of shared bargaining unit work

but be limited to a one time event.




7), During the vacancy of the Town Planner position, the Town agrees to pay & stipend to
the .Planning and Zoning Administrator for assunting coverags of the essentlal
responsibilities of the Town Planner position for the amount, conditions and duration of
which will be negotiated with the Union,

DAN (D) WAL Y Toba 8 ayias

LOCAL 3804 President (Print Name) Mayor Ha)w}n’n Name)

W%M/L el

OCAL 3804 President(Slgn Name) aYorHarldhs-(8fgn Name)




December 1, 2015
MEMORANDUM OF UNDERSTANDING
THE TOWN OF STRATFORD
AND
LOCAL 3804 COUNCIL 4
AFSCME, AFL-CIO

The Town and the Union agree to the following;
1, The Economic Development Supervisor will receive a weekly stipend of $384.6154, effective
December'1, 2015 to June 30, 2016 (or soonet) for performing the part time duties of the

administrative assistant in the Economic Development Department.

The effectiveness of this Memotandum of Understanding Is contingent upon the sighing of the

document,
Town of Stratford Local 3804, Council 4,
) AFSCME, AFL-CIO
= 2 e
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