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PREAMBLE

This Agreement is entered into on this 13™ day of April 2018 by the Massachusetts Water
Resources Authority, hereinafter referred to as the "Authority," or "MWRA," and by the United
Steelworkers, on behalf of its Local Union 9360, hereinafter referred to as the "Union", This
Agreement is made pursuant to the provisions of Massachusetts General Laws Chapter 150E and
Chapter 372 of the Acts of 1984. This Agreement has as its purpose the promotion of
harmonious relations between the Union and the Authority.




ARTICLE 1
RECOGNITION

Section 1.

Pursuant to the provisions of Massachusetts General Laws Chapter 150E and Chapter 372 of the
Acts of 1984, the Authority recognizes the Union as the exclusive collective bargaining
representative of professional administrative, legal, fiscal, research, statistical, analytical, staff
services and related technical employees of the Authority in the job titles listed in Appendix A of
this Agreement and any other job titles added to Appendix A during the life of this Agreement.

Section 2.

As used in this contract the term "employee” or "employees" shall:

A. Include

full-time and regular part-time persons employed by the Authority in job titles in the bargaining
unit included in Section 1 above, including seasonal employees whose employment is for a
period of one hundred and twenty (120) consecutive days or more; and

B. Exclude

1.

2.

3.

4,

all managerial and confidential employees;

all persons employed in short-term jobs established by special federal, state or Authority
programs, such as interns, co-op students and summer jobs for underprivileged youth;

all intermittent employees; and

all persons paid as contract employees.

C. Definitions

1.

3.

A full-time employee is defined as an employee who normally works a full workweek
and whose employment is expected to continue for twelve (12) months or more, or an
employee who normatly works a full workweek and has been employed for twelve (12)
consecutive months or more. '

A regular part-time employee is defined as an employee who is expected to work fifty
(50) percent or more of the hours in a workweek of a regular full-time employee in the
same title.

An intermittent employee is defined as an employee who is neither a full-time nor a




regular part-time employee and whose position has been designated as an intermittent
position by the Authority.

ARTICLE 2
UNION SECURITY
Dues/Agency Fee Checkoff

Section 1.

The Union shall have the exclusive right to the checkoff and transmittal of Union dues on behalf
of each employee.

Section 2.

An employee may consent in writing to the authorization of the deduction of union dues,
assessments and initiation fees each as designated by the International Secretary-Treasurer of the
Union from his/her wages and to the designation of the Union as the recipient thereof. Such
consent shall be in a form acceptable to the Authority, and shall bear the signature of the
employee. An employee may withdraw his/her union dues checkoff authorization by giving at
least sixty days notice in writing to his/her department head and the Director, Human Resources
or his/her designee.

Section 3.

An employee may consent in writing to the authorization of the deduction of an agency fee {rom
his/her wages and to the designation of the Union as the recipient thereof. Such consent shall be
in a form acceptable to the Authority, and shall bear the signature of the employee. An employee
may withdraw his/her agency fee authorization by giving at least sixty (60) days notice in writing
to his/her department head and the Director, Human Resources or his/her designee.

Section 4,

The Authority shall deduct dues, assessments and initiation fees, or an agency fee from the pay of
employees who request such deduction in accordance with this Article and transmit such funds to
the International Secretary-Treasurer of the Union, together with a list of employees whose dues
or agency fees are transmitted, provided that the Authority is satisfied, by such evidence that the
Authority may require, that the International Secretary/Treasurer of the Union has given to the
Union a bond, in a form approved by the Authority, for the faithful performance of his/her duties,
in a sum and with such surety or securities as are satisfactory to the Authority.




ARTICLE 3
AGENCY FEE

Section 1.

Each employee who elects not to join or maintain membership in the Union shall be required to
pay, as a condition of employment, beginning thirty days following the commencement of his/her
employment or the effective date of this Agreement, whichever is later, a service fee to the Union
in an amount that is proportionately commensurate with the cost of collective bargaining and
contract administration, but not to exceed the amount of periodic dues paid by employees who
are members of the Union.

Section 2.

This Article shall not become operative until this Agreement has been formally executed,
pursuant to a vote of a majority of all employees in the bargaining unit present and voting.

Section 3.

The Union shall reimburse the Authority for any expenses incurred as a result of being ordered to
reinstate an employee terminated at the request of the Union for not paying the agency fee. The
Union will intervene in, defend and pay all costs, if any, incurred by the Authority for any
administrative or court litigation concerning the propriety of such termination for failure to pay
the agency fee. In such litigation the Authority shall have no obligation to defend the
termination.

Section 4.

Disputes between the parties concerning this Article shall be resolved in accordance with the
grievance procedure contained in this Agreement. In the event such a dispute is submitted to
arbitration, the arbitrator shall have no power or authority to order the Authority to pay such
service fee on behalf of any employee. If the arbitrator decides that an employee has failed to pay
or authorize the payment of the service fee in accordance with this Article, the only remedy shall
be the termination of the employment of such employee if the employee continues fo refuse to
pay or authorize payment of the required service fee after having sufficient time to do so.

ARTICLE 4
UNION BUSINESS

Section 1, Union Representation

The Representative of the International Union, Local Union Officers, Grievance Committee
Members and Stewards shall be permitted to have access to the premises of the Authority for the
performance of official Union business, provided that there is no disruption of operations.




Requests for such access will be made in advance to the Manager, Labor Relations, or his/her
designee and will not be unreasonably denied. The Union will furnish the Authority with a list of
such persons. The Union shall delineate the jurisdiction of Union stewards so that, except in
emergency situations, no steward need travel between work locations or sub-divisions thereof
while investigating grievances.

Section 2. Grievance Processing

A. Union stewards and grievance committee members shall be permitted to have time off
without loss of wages, benefits, or other privileges for the investigation and processing of
grievances and arbitrations. Requests for such time off shall be made in advance to the Manager,
Labor Relations, or his/her designee, with notification to the employee's supervisor, and shall not
be unreasonably denied.

B. Grievants shall be permitted to have time off without loss of wages, benefits, or other
privileges for processing their grievances through the contractual grievance procedure, except
that for class action grievances no more than three (3) grievants shall be granted such leave.
"Processing” includes on-site consultation with Union officials in emergency situations,
attendance at grievance hearings, and reasonable travel time to and from such hearings.

C. Employees to be called by the Union as witnesses in arbitration hearings shall be permitted to
have time off without loss of benefits or other privileges (not including wages) only for
attendance at such hearings and for reasonable travel time to and from such hearings if such
hearing is during the employees' scheduled work hours and a request for such time off has been
submitted in advance to, and approved by, each such employee's supervisor and the Manager,
Labor Relations, or his/her designee. Such requests will not be unreasonably denied.

Section 3. Paid I.eave of Absence For Union Busingss

A. Time off without loss of wages, benefits, or other privileges may be granted to Union
negotiating committee members for attendance at negotiation sessions. Time off without loss of
wages, benefits or other privileges may be granted to the President and Vice President (or
designee) to attend USW and AFL-CIO conferences. In addition, time off will also be granted to
the President, Financial Secretary and Treasurer to attend the annual one (1) day L. & M
conference.

B. Time off without loss of wages, benefits, or other privileges may be granted to representatives
and officers of the Union to attend Labor/Management Committee. The local’s Executive Board
may also be granted such time off to attend two (2) hour bi-monthly Local 9360 Executive Board
meetings per month.

C. All leave granted under this Section shall require prior submission of a written request in
advance to, and prior approval of, each employee's supervisor and the Manager, Labor Relations,
or his/her designee, and such requests will not be unreasonably denied.




Section 4. Unpaid Union Leave of Absence

Upon written request by the Union, an employee may be granted a leave of absence without pay
to perform full-time official duties on behalf of the Union. Such leave of absence shall be for a
period of up to one (1) year and may be extended for one or more additional periods of one (1)
year or less if approved by the Authority at the request of the Union. Requests will be submitted
through supervisory channels to the Director, Human Resources. If the Director, Human
Resources determines that no adverse impact on the operations of the Authority would result,
he/she will recommend that the Executive Director grant the request. The Executive Director
will grant or deny the request. His/her decision will not be grievable or arbitrable.

Section 5, Union Use of Premises

The Union shall be permitted to have reasonable use of the Authority's facilities during off duty
hours for Union meetings, subject to appropriate compensation if required by law, if said
facilities are available and upon approval of an advance request by the Manager, Labor Relations
or his/her designee.

This section shall not be interpreted to grant an employee the right to carry on Union business
during his/her working hours, not granted elsewhere in the contract.

Section 6. Bulletin Boards

The Union may post notices on bulletin boards, or an adequate part thereof, in places and
locations where notices usually are posted by the Authority for employees to read. All notices
shall be on Union stationery, signed by an official of the Union, and shall only be used to notify
employees of matters pertaining to Union affairs, The notices may remain posted for a
reasonable period of time.

Section 7. Authority Provision of Information

The Authority shall be required to provide the Union with the following information:

A, Every three (3) months a list of all new employees, date of employment, classification, salary,
grade and step;

B. Every three (3) months a list showing salary, grade and step for all employees who have been
terminated;

C. Every six (6) months a list showing salary, grade and step for all employees who have been
transferred;

D. Every six (6) months a list showing salary, grade and step for all employees who have




changed their classification including both titles and effective date;

E. A list of all employees who withdraw their dues/agency fee check-off authorizations within
two (2) months of such withdrawals.

Section 8. Orientation

Where the Authority provides an orientation program for new employees, one half (%) hour shall
be allotted to the Union and to the new employees during which time a Union representative may
discuss the Union with the employee.

Section 9. PAC Fund

Upon written request from the Union, MWRA agrees to commence deductions from the wages of
any employee who is a bargaining unit member, a contribution to a PAC as provided for in a
written authorization. Such authorization must be executed by the employee and may be revoked
by the employee at any time upon written notice to MWRA. MWRA agrees to remit any
statement showing the name of each employee from whose pay such deductions have been made
and the amount deducted during the period covered by the remittance.

The Union shall pay MWRA for any and all expenses associated with the administration of this
provision, including, but not limited to staff time, office supplies and the use of computer and
payroll systems. The expenses shall be deducted from the contributions to the PAC or, if this is
not possible, Local 9360 will be billed directly for these expenses by the MWRA. The Union
shall indemnify and hold harmless MWRA for any costs that may arise from any legal actions in
connection with the administration of this provision, including legal expenses arising out of court
or administrative litigation and any and all damages, fines, assessments, penalties or other
payments.

ARTICLE 5
ANTI-DISCRIMINATION AND
AFFIRMATIVE ACTION

Section 1.
The Union and the Authority agree not to discriminate in any way against employees covered by
this Agreement on account of race, religion, creed, color, national origin, gender, sex, sexual

orientation, age (as defined by law), ethnicity, disability, union activity, gender identity, gender
expression, military, veteran status or marital status.

Section 2.

The Union and the Authority agree that when the effects of employment practices, regardless of
their intent, discriminate against any group of people on the basis of race, religion, creed, color,




national origin, gender, sex, sexual orientation, age (as defined by law), ethnicity, disability,
union activity, gender identity, gender expression, military, veteran status or marital status,
specific, positive and aggressive measures must be taken to redress the effects of past
discrimination, to eliminate present and future discrimination , and to ensure equal opportunity in
the areas of hiring, upgrading, demotion or transfer, recruitment, layoff or termination, rate of
compensation, and in-service or apprenticeship training programs. Therefore, the parties
acknowledge the need for positive and aggressive affirmative action.

Section 3.

A joint Committee on Civil Rights shall be established. The Committee shall consist of five (5)
representatives from the Union and five (5) representatives from the Authority. The Committee
shall review matters involving civil rights including the Authority's affirmative action program
and shall devote its best efforts to alleviating any obstacles that are found to exist to the
implementation of the Authority's Affirmative Action Plan, as amended.

Section 4.

The provisions contained in Article 13 shall not be construed to impede the implementation of
affirmative action programs developed by the Authority in accordance with goals set forth in this
Article,

Section 5.

The Union and the Authority agree to cooperate in an effort to comply with the provisions of the
Americans with Disabilities Act (ADA).

ARTICLE 6
WORKWEEK AND WORK SCHEDULES

Section 1. Scheduled Hours, Workweek, Workday

A. Except as otherwise specified in the Agreement, the regular hours of work for full-time
employees shall be either thirty-seven and one-half hour (37 '4) per week, excluding meal
periods, or forty (40) hours per week, excluding meal periods, as has been established for that job
title at the particular job location.

B. Where work schedules have been posted in the past they will continue to be posted.

C. Except in emergency situations, such as those involving the health and safety of employees or
the public or the protection of property, when the Authority desires to change the work schedule
of employee(s), the Authority shall whenever practicable, solicit volunteers from among the
group of potentially affected employees, and select the qualified volunteer with the greatest
length of service.




The Authority shall, whenever practicable, give any affected employee whose schedule is being
involuntarily changed at least ten (10) calendar days written notice of such change. In no event
will it be considered "practicable" to waive the notice requirement to avoid payment of overtime.

D. For employees whose regular work schedule is, by nature of their positions, periodically
changed the Authority shall, whenever practicable, give each such employee whose schedule is
being involuntarily changed five (5) days written notice of such change. In no event will it be
considered "practicable" to waive the notice requirement to avoid payment of overtime.

E. Because the Authority's need to change work schedules often arises from an employee's
submission of a request for leave, employees shall, whenever practicable, give their supervisors
written requests for leave at least seven (7) days in advance of the first date on which such
requested leave is to be taken.

F. To the extent practicable, the normal workweek shall consist of five (5) consecutive days,
Monday through Friday, with the regular hours of work each day to be consecutive except for
meal periods. Similarly, to the extent practicable, employees in continuous operations shall
receive two consecutive days off in each seven-day period.

G. The Labor/Management Committee established in Article 24 shall at the request of either
party discuss the availability and/or administration (e.g., approval or denial) of the flexible hours
program within the Authority.

Section 2. Overtime/Compensatory time

The Authority is solely responsible for deciding in all circumstances how to ensure adequate
coverage while minimizing overtime expenditures,

A. () A "non-exempt" employee shall be compensated at the rate of time and one-half his/her
regular hourly rate of pay for authorized overtime work performed in excess of forty (40)
hours per week or in excess of eight (8) consecutive hours per regular workday; or may at the
option of the Authority, if the employee agrees, be granted compensatory time off at the rate
of one and one half hours (1 %) for each hour of work performed in excess of forty (40) hours
per week or in excess of eight (8) consecutive hours per regular workday.

(ii) An "exempt" employee may be granted compensatory time off on an hour for hour
basis, in lieu of overtime pay, for authorized overtime work performed in excess of forty (40)
hours per week. This work may be performed via remote access if approved in advance by a
senior manager and if such completed work can be documented by the employee.

B. For hours worked in excess of eight (8) consecutive hours per regular workday, overtime
compensation provided for in Paragraph A (i) above shall not apply to employees who, because
of the nature of the duties of their positions, work an irregular workday, nor shall it apply to




employees who have been permitted by the Authority to participate in an approved voluntary
flexible hours program that has been duly authorized by the Authority.

C. (i) A "non-exempt" employee whose regular workweek is less than forty (40) hours shall
be compensated at his/her regular rate for authorized overtime work performed up to forty
(40) hours per week that is in excess of his/her regular workweek.

(ii) An “exempt” employee shall not be compensated for any overtime work performed
between thirty-seven and one-half (372) and forty (40) hours per week unless the employee
is called in to an MWRA facility to perform overtime work on any of his/her regularly
scheduled days off or when the employee has been placed on standby coverage by a senior
manager and is called by a manager or supervisor to perform substantial work or a series of
work actions via remote access. In those instances, an “exempt” employee may be granted
compensatory time off on an hour for hour basis, in lieu of overtime pay, for overtime work
performed between thirty-seven and one-half (37 %) and forty (40) hours per week if he/she
is called in to perform overtime work on any of his/her regularly scheduled days off.

D. The Authority shall not, for the purpose of avoiding the payment of overtime, curtail the
scheduled hours of an employee during the remainder of a workweek in which the employee has
previously worked hours beyond his/her scheduled workday.

E. Time for which an employee is on full pay status, such as vacation, paid education leave and
approved paid union leave shall be considered time worked for the purpose of calculating
overtime compensation, unless an employee fails to comply with applicable leave procedures.
Sick leave shall only be considered for purposes of calculating overtime where the overtime is
mandated by the Authority and applicable leave procedures have been followed.

F. There shall be no duplication or pyramiding of the premium pay for overtime work provided
for in this Agreement,

G. The Authority shall make every effort to send out checks for overtime no later than the
second payroll period following the payroll period of the overtime worked.

H. Except in emergency situations, no employee will work more than sixteen (16) consecutive
hours.

1. If the Authority decides that overtime is necessary or appropriate, overtime shall be
distributed as equitably and impartially as practicable among persons in each work location who
ordinarily perform such related work in the normal course of their workweek. Supervisors are to
attempt to distribute overtime first to employees in the same classification, and second to any
other employees with necessary licenses ot, if no licenses are required, other employees fully
capable of performing the work.

However, an employee who is on sick leave shall not be eligible for overtime for the twenty-four




(24) hour period commencing with the regular start time of that shift unless an unscheduled
medical emergency arises or the employee has requested and received, in advance, approval from
a manager for sick leave for a scheduled medical appointment for the employee, spouse or child
or parent of either the employee or spouse, or a relative living in the household of an employee or
MWRA requires or requests that the employee work overtime. Unless requested or required to
work overtime by the MWRA, the employee must have worked at least one-half of a day on the
day of the medical appointment or medical emergency and provide satisfactory medical evidence
of the medical emergency or the medical appointment to his/her manager, if requested, on the day
of the medical emergency or the medical appointment.

An employee who fails to report to work or is on unauthorized leave without pay shall not be
eligible for overtime for the twenty-four (24) hour period commencing with the regular start time
of that shift.

J. Subject to Article 23, Section 1 of this agreement, in the case of an emergency, or other
critical need, as determined by MWRA Senior Management, the MWRA shall first follow
existing procedures for soliciting volunteers for additional hours of work, established in Section I
above, or standby placement. If and when these procedures have been exhausted and a further
staffing need still exists, then management may require employees to work additional hours or be
placed on standby status.

K. The provisions of this Section shall not apply to employees on full travel status.

L. Exempt employees shall accrue compensatory time on an hour for hour basis for hours
worked in excess of forty (40) hours per week. In general employees are expected to work five
(5) days per week, seven and one-half (7 ¥%) or eight (8) hours per day unless the employee has
been permitted by the Authority to participate in an approved voluntary flexible hours program
that has been duly authorized by the Authority. Exempt employees who work thirty-seven and
one-half (37 1) but less than forty (40) hours will not earn compensatory time until they work
over forty (40) hours within that week.

Unless there are extenuating circumstances, such as a bona fide emergency, all compensatory
time must be approved in advance by the employee's supervisor. In cases of emergency,
employees should stay on/return to duty and approval can be obtained from the supervisor on the
next regularly scheduled workday.

Compensable hours include all time spent at the work site or at a prescribed work place or work
related site. This covers circumstances where employees are required to attend meetings at night
(if they are regularly scheduled to work days) and to perform job site inspections and/or to
monitor activities.

Normal home to work travel is not compensable even where the employee is expected to report
to work at a location away from their normal worksite, except where the travel distance is at least
twenty (20) miles greater than their normal commuting distance.



Paid vacation, paid holidays, personal leave and paid sick leave will be included in the
computation of a forty (40) hour workweek. However, employees who earn compensatory time
during weeks when vacation, personal leave and paid sick leave have been taken may only accrue
compensatory time hours that are mandated by emergencies or at the request of a supervisor.

Employees may use compensatory time within a reasonable period after its accrual provided that
use does not unduly disrupt the operations of MWRA.

Employees may accrue compensatory time up to a total of eighty (80) hours. Employees may
receive payment for compensatory time upon separation from employment with MWRA
provided that the circumstances of that discharge or resignation are not malfeasance or criminal
activity.

The compensatory time approval form must be filled out by the employee and signed by the
supervisor prior to the time worked. Any variance in estimated versus actual hours can be

corrected on the next regularly scheduled workday after the compensatory time is incurred.

Section 3. Regular Meal Periods

A meal period shall be scheduled as close to the middle of the shift as possible considering the
needs of the division/unit and the needs of the employee.

Section 4. Rest Periods

Employees may be granted a rest period of up to fifteen (15) minutes per workday.

Section 5. Stand-by Duty

A. An employee who is required to leave instructions as to where he/she may be reached in
order to report to work when necessary shall be considered to be on standby status and shall
receive standby compensation. Standby periods shall be eight (8) hours in duration. Employees
shall be reimbursed at the rate of fifteen dollars ($15.00) for any eight (8) hour standby period.

B. Stand-by duty shall mean that a supervisor has ordered any employee to be immediately
available for duty upon receipt of a message to report to work. If any employee assigned to
stand-by duty is not available to report to duty when called, no stand-by pay shall be paid to the
employee for that period and the employee may be subject to disciplinary action.

Section 6. Shift Differential

a. Employees whose regular workday is on an irregular shift, as defined in Paragraph C
shall receive a shift differential of $1.10 per hour and effective July 1, 2019 shall
receive a shift differential of $1.32.




b. The above shift differential shall be paid in addition to regular salary for employees
when their regular workday is on an irregular shift. The overtime rate for employees
who are required to work an irregular shift or any portion thereof on an overtime basis
shall be computed based on the regular salary rate plus the shift differential for the
number of hours worked on such an irregular shift.

¢. For the purpose of this section only, an irregular shift shall be one that commences at
2:00 p.m. or after and ends not later than 2:00 a.m., or one that commences at 9:00
p.m. or after and ends not later than 9:00 a.m. or one that commences on Saturday and
Sunday only, at 6:00 a.m. or after and ends not later than 6:00 p.m.

d. For the purpose of computing overtime pay of employees covered by this section, the
procedure to be followed shall be:

Step 1: Compute salary due the employee as if all hours worked were at the straight
time rate;

Step 2: Add the appropriate shift differential to the amount specified in Step 1;

Step 3: Divide the sum by the total number of hours worked in that week;

Step 4: Divide this quotient by two. The rate arrived at in Step 4 will apply only to
overtime service and the total compensation due the employee is determined
by multiplying the number of overtime hours by the rate. The product when
added to the amount shown after Step 2 above equals the total compensation
due for the week.

ARTICLE 7
LEAVE

Section 1, Sick Leave

A. A full-time employee shall accumulate sick leave with pay credits at the rate of one workday
for each full payroll calendar month of employment. Any full-time employee who as of the
execution date of this agreement was accumulating sick leave with pay credits at the rate of one
and one-quarter workdays for each full payroll calendar month of employment, shall continue to
do so. An employee on any leave with pay or industrial accident leave shall accumulate sick
leave credits.

B. A regular part-time employee shall be granted sick leave credits in the same proportion that
his/her part-time service bears to full-time service in accordance with Section 1.A., above.

C. Sick leave shall be granted, at the discretion of the Authority, to an employee only under the
following conditions:

1. When an employee cannot perform his/her duties because he or she is incapacitated by
~ personal illness or injury;




2. When the spouse, child, or parent of either the employee or his’her spouse, or a relative
living in the immediate household of an employee, is seriously ill, the employee may
utilize sick leave credits up to a maximum of fifteen (15) days per calendar year; and

3. When, through exposure to contagious disease, the presence of the employee at his/her
work location would jeopardize the health of others.

4. When there is a need to keep a medical or dental appointment.

D. A full-time employee shall not accrue sick leave credit for any full payroll calendar month in
which he/she was on leave without pay or absent without pay for a total of more than one (1) day
unless due to a suspension.

E. At the discretion of the Authority, in instances where the MWRA has reason to believe that
an employee has a mental or physical incapacity rendering him/her unfit to perform his/her job or
which jeopardizes workplace safety or stability, an employee may at any time be required to
undergo a medical examination by an Authority-approved physician to determine his/her fitness
for work. If this physician determines that the employee is fit for duty, without restriction, the
employee will return to duty without loss of wages or leave for the period from the date the
Authority requested an examination through the day on which the Authority approves a return to
work. If this physician determines that the employee is unfit for duty, or can work only with
restrictions, the employee will be charged for leave from the time he/she last worked. The
Authority will pay for a fitness for duty examination. The employee may challenge any adverse
determination through the grievance procedure. The employee, if he/she so desires, may be
represented by a physician of his/her choice throughout the grievance procedure.

F. Sick leave must be charged against unused sick leave credits in units of one half hour (%2) or
full hours, but in no event may the sick leave credits used be less than the actual time off.

G. Any employee having no sick leave credits who is absent due to illness shall be placed on
leave without pay unless said employee requests use of other available leave time which is
subsequently approved.

H. An employee who is reinstated or reemployed after an absence of less than three (3) years
shall be credited with his/her sick leave credits at the termination of his/her prior employment.
An employee who is reinstated or reemployed after a period of three (3) years or more shall
receive prior sick leave credits, if approved by the Human Resources Department, where such
absence was caused by:

1. Illness of said employee;

2. Dismissal through no fault or delinquency attributable solely to said employee; or

3. Injury while in the employ of the Authority in the line of duty, and for which said




employee received Workers' Compensation benefits.

I. A regular part-time employee shall not accrue sick leave credit for any full payroll calendar
month in which he/she was on leave without pay or absent without pay in the same proportion
that his/her service bears to one day of service of a full-time employee unless due to a suspenson.

J. Notification of absence under this Article must be given to the designated representative of the
Authority as carly as possible on the first day of absence. At facilities that are staffed twenty-
four (24) hours a day, in no event shall notice be communicated later than one hour before the
start of the regularly scheduled workday. At other facilities, in no event shall notice be
communicated later than one-half ('£) hour after the start of the regularly scheduled workday.
The leaving of a message for the designated representative, if he/she is not available at the time
of attempted notification, will constitute adequate notification if the employee obtains the name
of the Authority employee to whom the message is conveyed. If such notification is not made,
such absence may, at the discretion of the Authority, be applied to absence without pay.
Repeated failures to notify may subject the employee to progressive disciplinary action.

Requests for permission to take sick leave for a scheduled medical appointment must be
submitted as far in advance as practicable.

K. Where the Authority has reason to believe that sick leave is being abused, including all
instances where sick leave is taken immediately before or after a holiday, the Authority may
require the submission of satisfactory medical evidence. Failure to produce such evidence within
seven days of its request may result, at the discretion of the Authority, in denial of sick leave for
the period of absence.

Satisfactory medical evidence shall consist of a signed statement by a licensed health care
provider including a Physician, Physician's Assistant, Nurse Practitioner, Chiropractor or Dentist
on official letterhead that he/she has personally examined the employee and shall contain the
nature of the illness or injury, unless identified as being of a confidential nature; a statement that
the employee was unable to perform his or her duties due to the specific illness or injury on the
days in question; and the prognosis for employee's return to work. In cases where the employee
is absent due to a family or household illness or injury, as defined in Section 1.C.2 of this Article,
satisfactory medical evidence shall consist of a signed statement by medical personnel mentioned
above on official letterhead indicating that the family or related household member has been
determined to be seriously ill and in need of care on the day(s) in question. All medical evidence
is to be submitted to the Human Resources Department.

I.. No employee shall be entitled to a leave under the provisions of this Article in excess of the
accumulated sick leave credits due such employee.

M. Employees whose service with the Authority is terminated shall not be entitled to any
compensation in lieu of accumulated sick leave credits.




Employees who retire or die in service shall be paid thirty percent (30%) of the value of their
unused accrued sick leave at the time of their retirement or death. It is understood that any such
payment will not change the employee's pension benefit.

Effective July 1, 2012 each employee who has been employed by the Authority for at least one
(1) year, has earned his/her full complement of sick leave credits during the preceding year, has
not utilized any sick leave during the preceding fiscal year and who has a balance of sick leave
credits of at least three (3) weeks, upon timely submission and certification of the accuracy of the
appended Annual Sick Leave Buyback request form (timely means the completion of this process
not later than August 31%) shall be reimbursed one (1) week pay (7 days pay for employees who
earn 15 sick days/year) for relinquishing one week of sick leave.

N. Sick leave credits earned by an employee following a return to duty after a leave without pay
or absence without pay shall not be applied to such period of time.

O. The parties recognize that absenteeism and over utilization of sick leave by employees are,
when they occur, problems of mutual concern. The parties therefore agree that the
Labor/Management Committee shall develop methods of reducing overutilization of sick leave
and absenteeism.

Section 2. Mutual Aid

The Mutual Aid Bank (MAB or Bank) was created by Massachusetts Water Resources Authority
(MWRA or Authority) and United Steelworkers Local 9360 (USW Local 9360 or Union) to
assist bargaining unit members who due to a non-work related catastrophic illness or injury are
unable to work.

A. All employees represented by USW Tocal 9360 who have completed their probationary
period, have contributed one (1) day of leave in accordance with paragraph b. below, and have
obtained an approved leave of absence (ILOA) are eligible to apply for assistance from the MAB.

B. Subject to the conditions contained in paragraph a. above, all employees represented by USW
Local 9360 who want to be eligible for MAB assistance must contribute one (1) day of sick,
personal, compensatory or vacation leave in accordance with the following.

(0) Each July I* all employees who have completed their probationary period and want to be
eligible for MAB assistance in the fiscal year beginning July Ist must donate one (1) day of
leave time as detailed above.

(ii) Once a new employee completes his/her probationary period the employee must donate
one (1) day of leave time, within thirty (30) days after the conclusion of the probationary
period, as detailed above, if the employee wants to be eligible for Bank assistance for the
remainder of the fiscal year. The employee must then donate time in accordance with i.
above to continue to be eligible.



C. Employees may contribute any amount of their vacation and personal leave time. All
vacation and personal leave which would otherwise be forfeited will be transferred to the Bank.
Timekeepers will complete the "MWRA/USW Local 9360 MAB Authorization Form" for all
forfeitures.

Each emjaloyee may contribute up to one (1) day of sick leave per year unless the Authority
specifically authorizes a contribution in excess of one (1) day sick leave per year. In addition,
employees may contribute any amount of their compensatory leave time to the Bank.

All employees who wish to contribute their leave time to the fund must complete the
"MWRA/USW Local 9360 MAB Authorization Form" (Appendix J). The "MWRA/USW Local
9360 MAB Authorization Form" will provide employees the option to elect to automatically
donate one day of leave time every July 1st for the life of the Collective Bargaining Agreement.

D. In order to receive assistance, employees must satisfy the following conditions:

1. the employee's injury or illness must be incapacitating for at least thirty (30) calendar
days;

2. fifteen (15) workdays from the first day of incapacity must have elapsed before assistance
can begin (The parties shall reexamine this provision after one year to determine whether a
different period should apply); and

3. the employee must use all accumulated paid leave credits before receiving assistance
from the MAB except that the employee may save accrued personal leave and not more than
seven (7) days of vacation leave.

4. employees with a catastrophic illness that render them incapable of performing their jobs
on an intermittent basis who request or receive assistance must also satisfy the following
conditions:

(i} condition must be identified as a non-work related catastrophic illness causing periods
of intermittent incapacity for a consecutive period of more than three (3) working days
but less than thirty (30) working days; (Note: MAB assistance will commence on the
fourth day of this period)

(ii) medical documentation must be submitted which identifies the illness, absences
which are a result of the iliness, as well as the likelihood of periods of recurring
intermittent incapacity.

E. The Labor/Management Committee approves/disapproves the employee's application.

F. The MAB assistance shall be paid at the rate of seventy-five percent (75%) of the employee’s



salary.
G. Employees must follow the existing policies and procedures for leave of absence.

H. In order to apply for assistance, employees must send a letter to the Chairperson of the
Mutual Aid Committee or the Benefits Manager. All LOA materials, including documentation of
approval, should be attached to the application. The application should be submitted to the
Committee.

I. A six (6) member Labor/Management Committee with three (3) members appointed by the
Union and three (3) members appointed by the Authority will oversee implementation of the
Bank. This Committee will approve or deny application requests. In order to be as sensitive as
possible to issues of confidentiality, two individuals from the Committee; one (1) designated by
USW Local 9360 and one (1) by the Authority will initially review all applications. At this
point, only these designated individuals will have access to medical documentation, leave of
absence information, etc. Once they have reviewed an application they will recommend:

1. that the Committee approve or disapprove the application. This option requires the
disclosure of minimal amounts of confidential information to the Committee; or

2. review of the application by the entire Committee. This option requires the disclosure of
all information, confidential or otherwise, to the Committee.

The decisions of this Committee shall not be subject to the grievance and arbitration procedure.
Appeals of the Committee's decision with specific reasons for the appeal should be made in
writing to the President of Local 9360 and the Manager of Labor Relations. Appeals will be
promptly reviewed and responded to.
Appeals for reconsideration by the Committee must be made in writing along with any additional
information that was not previously available with copies to the President of Local 9360 and the
Manager of Labor Relations, Appeals will be promptly reviewed and responded to.
J. If an employee is injured because of a third party's wrongful act or omission:

1. MAB assistance may only be granted to an employee for that injury if the employee:

a. Agrees in writing to the MWRA and USW Local 9360 MAB's subrogation right.

b. Will not take any action which would prejudice the MWRA and USW Local 9360
MAB's subrogation right.

¢. Will cooperate in doing what is reasonably necessary to assist the MWRA and USW
Local 9360 MAB in any recovery.




2. The MWRA and USW Local 9360 MAB will be subrogated only to the extent of
assistance paid to employee because of that injury.,

K. No employee may receive assistance from the Bank for more than a total of twelve (12)
weeks in any twenty-four (24) month period.

L. The Union and the Authority will have access to copies of authorization forms, and other
relevant data in order to account for MAB funding. The MAB will account by days for time
contributed. Time used will be accounted for in terms of a percentage of a day as specified in "F"
above.

M. Unless otherwise specified, an employee receiving MAB assistance will be treated like an
employee on a medical leave without pay.

An employee receiving MAB benefits is entitled to the following:

a. continued accrual of sick leave at their regular rate of accrual;

b. continued Authority co-payment of his/her medical premiums (if the Group Insurance
Commission provides the necessary approval);

c. personal time (credited on July 1%).
An employee receiving MAB assistance is NOT entitled to the following:
a. continued accrual of vacation time;
b. continued accrual of creditable service for purposes of seniority, step increases and
vacation entitlements unless the leave is an Authority-designated Family and Medical

Leave Act leave, ‘

N. The parties agree that the committee by majority vote can waive particular requirements if it
would be inequitable to enforce them.

O. The parties shall review, and amend if necessary, the operating criteria and procedures for the
MAB annually.

P. For purposes of Sick Leave Buyback, employees who contribute one (1) day sick leave per
year shall not have that one (1) day included in the amount of days "used" for that year.

Section 3. Paid Personal Leave

A. Employees hired prior to November 21, 2011 who are full-time employees on the first
Saturday of the July payroll calendar month of that year will be credited annually with five (5)




paid personal leave days which may be taken during the following twelve (12) months at a time
or times requested by the employee up to and including the day of the request and each such
request will be granted unless operations would be significantly disrupted. Personal leave should
be requested six (6) days in advance whenever possible. Full-time employees hired into the
bargaining unit after November 21, 2011 will be credited annually on the first Saturday of the
July payroll calendar month with three (3) paid personal leave days which may be taken during
the following twelve (12) months at a time ot times requested by the employee up to and
including the day of the request and each such request will be granted unless operations would be
significantly disrupted. Full-time employees hired after July 1 of each year will be credited with
personal leave days in accordance with the following schedule:

Date of Hire Personal Leave Days Credited
July 1 - September 30 3 paid leave days

October | - December 31 2 paid leave days

January 1 - March 31 1 paid leave day

April 1 - June 30 0 paid leave days

Any paid personal leave not taken by the last Friday in the June payroll calendar month will be
forfeited by the employee. Personal leave days for regular part-time employees will be granted
on a pro-rata basis. Personal leave may be available in units of thirty (30) minutes and may be
used in conjunction with vacation leave.

Section 4. Bereavement Leave

A. Upon evidence satisfactory to the Authorify of the death of a spouse or child of the employee,
an employee shall be entitled to leave without loss of pay for a maximum of seven (7)
working days. This leave must be used for activities reasonably related to the death and must
be taken within a reasonable time period immediately following the date of death.

B. Upon evidence satisfactory to the Authority of the death of a parent, brother, sister, step-
child, step-brother, step-sister, step-parent, grandparent or grandchild, of the employee or the
employee’s spouse or the death of a related person living in an employee’s household, an
employee shall be entitled to leave without loss of pay for a maximum of four (4) working
days. This leave must be used for activities reasonably related to the death and must be taken
within a reasonable time period immediately following the date of death.

C. Upon evidence satisfactory to the Authority of the death of the spouse of an employee’s
spouse’s sister or brother the employee shall be entitled to leave without loss of pay for a
maximum of 1 {one) working day.




D. Bereavement leave for regular part time employees will be granted on a pro-rated basis.

Section 5. Voting [.eave

An employee whose hours of work preclude him/her from voting in a town, city, state, or
national election shall upon application be granted a voting leave with pay, not to exceed two (2)
hours, for the sole purpose of voting in the election.

Section 6. Civic Duty Leave

A. Employees summoned for jury duty will be granted a leave of absence with pay for time lost
from their regular work schedule while on said jury duty upon presentation of the appropriate
summons by the employee to the Authority.

B. An employee who receives jury fees for jury service, upon presentation of the appropriate
court certificate of service, shall either:

1. retain such jury fees in lieu of pay for the period of jury service if the jury fees exceed
his/her regular rate of compensation for the period involved; or

2. remit to the Authority the jury fees if less than his/her regular rate of compensation for the
period involved.

C. Jury fees for the purpose of this Article shall be the per diem rate paid for jury duty by the
court, not including the expenses reimbursed for travel, meals, rooms, or incidentals.

D. Anemployee summoned as a witness in court on behalf of the Authority, the
Commonwealth, or any town, city or county of the Commonwealth or on behalf of the federal
government shall be granted court leave with pay upon filing of the appropriate notice of service
with the Authority, except that this Section shall not apply to an employee who is also in the
employ of any town, city or county of the Commonwealth or in the employ of the federal
government or any private employer or public authority and who is summoned on a matter
arising from that employment.

E. All fees for court service except jury fees paid for service rendered during office hours must
be paid to the Authority. Any fees paid to an employee for court service performed during a
vacation period may be retained by the employee. The employee shall retain expenses paid for
travel, meals, rooms, etc. '

F. Anemployee on court leave who has been excused by the proper court authority shall report
to his/her official duty station if such interruption in court service will permit four or more
consecutive hours of employment. Court leave shall not affect any employment rights of the
individual,




G. Court leave shall be granted, as provided above, unless the employee is a defendant in a
matter unrelated to the performance of his‘her duties or is engaged in personal litigation.

Section 7. Military Leave

A. An employee who is a member of the United States Armed Forces, which includes but is not
limited to members in the Reserve component thereof, shall be entitled during time of service,
under Sections 38, 40, 41 and 60 of chapter 33 of the General Laws, to receive pay therefor,
without loss of ordinary remuneration as an employee.

B. Anemployee who is a member of the Reserve component of the United States Armed Forces
shall be entitled during an annual tour of duty of not exceeding seventeen (17) days, to receive
pay therefor, without loss of ordinary remuneration as an employee under section 59 of chapter
33 of the General Laws, as amended, provided appropriate documentation is present is advance
of leave date.

C. An employee who is a member of the Reserve component of the United States Armed Forces
and who is called for duty other than the annual tour of duty not exceeding seventeen days, shall
be subject to the provisions of Chapter 708 of the Acts of 1941, as amended, or of Chapter 805 of
the Acts of 1950, as amended, or Chapter 671 of the Acts of 1966, and amendments thereto.

D. In accordance with Chapter 708 of the Acts of 1941, as amended, an employee who, on or
after January 1, 1940, shall have tendered his/her resignation or otherwise terminated his/her
service for the purpose of serving in the military or naval forces of the United States who does
serve or was or shall be rejected for such service shall, except as otherwise provided by Chapter
708 of the Acts of 1941, as amended be deemed to be or to have been on military leave, and no
such person shall be deemed to have resigned from the service of the Authority or to have
terminated such service until the expiration of two years from the termination of said military or
naval service by him/her.

E. No provision in this Agreement shall limit or restrict any right or remedy an employee may
have under state or Federal law pertaining to the performance of military service by an employee

while employed at the Authority.

Section 8. Professional Development Leave

The purpose of this provision is to promote career development, to cultivate professionalism, to
facilitate the exchange of ideas and information with professionals in other organizations, (o
encourage employees to keep abreast of current practices and innovations in their field and to
foster employee commitment to the Authority.

Therefore, employees may be granted a paid leave of absence, in accordance with the policies of
the Authority for educational purposes, to attend conferences, seminars, briefing sessions, or
other functions of a similar nature that are intended to improve or upgrade the individual's skill or




- professional ability. The employee shall not suffer any loss of seniority or benefits as a result of
such leave. All requests for such leave must be submitted three weeks in advance of the event to
be attended, with supporting documentation, to the employee's supervisor. No leave is granted
without the approval of the employee's division director and the Director, Human Resources or
his/her designee.

Section 9. Family and Medical Leave

In order to comply with the requirements of the Family and Medical Leave Act of 1993 (FMLA),
the parties have agreed to the following:

A. Every regular part-time and full-time employee who has worked for the MWRA for at least
one (1) year, and at least one thousand two hundred fifty (1,250) hours in the previous twelve
(12) months may apply for FMLA leave. Family and Medical Leave is granted for the following
reasons and any leave granted for these reasons shall be designated as FMLA Leave where
allowable by law:

1. to care for the employee's child after birth, or placement of child with the employee for
adoption or foster care;

2. to care for the employee's spouse, child, or parent, with a serious health condition; or

3. for a serious health condition that makes the employee unable to perform the employee's
job. '

FMLA Leave may be taken as;

e twelve (12) consecutive workweeks;
e intermittent leave, such that the accumulated time on leave does not exceed twelve (12)
workweeks;

a regular reduced hours workweek such that accumulated time on leave does not exceed twelve
(12) workweeks.

An employee may take up to twelve (12) weeks' FMLA Leave during any twelve (12) month
period. For the purpose of determining the amount of leave to which an employee is entitled
when he or she requests leave, the twelve (12) month period means the twelve (12) month period
immediately preceding the date for which the employee requests leave.

An employee planning to take FMLA leave must notify the Director, Human Resources
Department, at least two (2) weeks before the expected departure date or as soon as practicable
by submitting to the Human Resources Department the Request for Leave of Absence form with
appropriate legal and/or medical documentation (U,S. Department of Labor Certification form)
and notice of intent to return as an active employee. An employee planning to take FMLA leave




must also notify his/her immediate supervisor at least two(2) weeks before the expected
departure date or as soon as practicable by submitting a copy of the Request for Leave of
Absence form and notice of intent to return as an active employee to his/her immediate
supervisor.

B. Leave for birth or placement of a child with employee for adoption or foster care must
conclude within twelve (12) months of the birth or placement. Employees requesting leave for
birth or because of placement of child with employee for adoption or foster care may take leave
intermittently or by working a reduced workweek only with MWRA approval by the Director,
Human Resources.

Employees requesting leave for the employee's own serious health condition or to care for a
seriously ill family member may take such leave whenever medically necessary. The MWRA
may require, when such leave is foreseceable, that it be scheduled so as not to unduly disrupt
operations. The MWRA may temporarily, during an intermittent or reduced leave period,
transfer the employee to an available alternative position with equivalent pay and benefits if the
employee is qualified for the position and it better accommodates recurring periods of leave than
the employee's regular position.

When both a husband and wife work for the MWRA and leave is taken for birth or placement of
child with employee for adoption or foster care, leave is limited to twelve (12) workweeks
combined. This limitation does not apply to FMLA leave taken by either spouse to care for the
other who is seriously ill and unable to work, or to care for a child or parent with a serious health
condition, or for the employee's own serious illness.

C. The Authority will continue to provide the same portion of the costs of benefits for
employees on FMLA Leave as it does for employees on the active payroll, and employees on
FMLA Leave must continue to pay the same share for their coverage. An employee who intends
to have these benefits continue must notify the Benefits Manager to arrange for direct billing,

If an employee has accrued sick leave, personal leave, compensatory time, or vacation leave
credits at the commencement of his/fher FMLA Leave, that employee may use such leave credits
for which he/she may be eligible under the sick leave, personal leave, compensatory time, or
vacation leave provisions of this Agreement. Otherwise, the FMLA TLeave shall be unpaid.

Notwithstanding any other provision of this Agreement to the contrary, the FMLA Leave granted
under this Article shall not affect the employee's right to receive any contractual benefits for
which he/she was eligible at the time of his/her leave. The period of any unpaid FMLA Leave
shall not be included in any computation of such benefits, rights, or advantages.

The employee will be entitled to return to the same or equivalent job position on the same shift
and at the same or geographically proximate worksite without loss of employment benefits which
had accrued on the date the leave began if:




1. the FMLA Leave is terminated within or at the end of the above-stated twelve (12) week
period and;

2. such a position still exists.

If during the period of the FMLA Leave, employees in the same or similar position in the
department have been laid off through no fault of their own, the employee will be extended the
same rights or benefits, if any, extended to employees of equal length of service in the same or
similar position in the department.

If an employee fails to return to work after FMLA Leave, MWRA may require the employee to
reimburse MWRA's share of any health insurance premiums paid on the employee's behalf
during leave. '

D. In order to comply with the requirements for military family leave under the Family and
Medical Leave Act, (FMLA), as amended by National Defense Authorization Act, (NDAA), the
parties have agreed to the following:

a. Every regular part-time and full-time employee who has worked for the MWRA for at
least one year, and at least 1,250 hours in the previous 12 months may apply for FMLA
military family leave. Military family is granted for the following reasons and any leave
granted for these reasons shall be designated as FMLA Leave where allowable by law:

L.

to address certain qualifying exigencies related to a spouse, child or parent on active
duty or called to active duty status in the National Guard or Reserves. Qualifying
exigencies are (1) short-notice deployment (deployment on 7 days or less notice); (2)
military events and related activities; (3) childcare and school activities; (4) financial
and legal arrangements; (5) counseling; (6) rest and recuperation; (7) post-deployment
activities, and (8) any additional activities agreed to by the parties. This leave is
granted up to a total of 12 workweeks of leave in a single 12-month period.

to care for a spouse, child, parent or next of kin who is in the Regular Armed Forces,
National Guard or Reserves and has a serious illness or injury. A serious injury or
illness is one that was incurred by a service member in the line of active duty that may
render the service member medically unfit to perform the duties of his or her office,
rank, grade, or rating. This leave is granted up to a total of 26 workweeks of leave in a
single 12-month period.

The single 12-month period for leave to address a qualifying exigency means the 12-
month period immediately preceding the date for which the employee requests leave.
The single 12-month period for leave to care for a military service member with a
serious injury or illness begins on the first day the employee takes leave for this
reason and ends 12 months later.




FMLA Military Leave may be taken as:

consecutive workweeks;

intermittent leave, such that the accumulated time on leave does not exceed
maximum workweeks allowable for the applicable leave;

a regular reduced hours workweek such that accumulated time on leave does not
exceed the maximum workweeks allowable for the applicable leave.

An employee seeking leave due to a qualifying exigency must notify his’her
immediate supervisor as soon as practicable under the facts and circumstances. An
employee seeking to use family military leave to care for a military service
member with a serious injury or illness notify his/her immediate supervisor at
least thirty (30) days before the expected departure date or as soon as is
practicable. In both cases the employee must submit a leave-of-absence request
form and notice of intent to return as an active employece. The leave-of-absence
request form must include the appropriate legal and/or medical documentation,
and notice of intent, signed by the employee and the supervisor, should be
forwarded to his/her Division Director and the Director, Human Resources by the
employee.

When both spouses work for MWRA, they are limited to a combined 26
workweeks in a single 12-month period if the leave is to care for a service
member with a serious injury or illness, and for the birth of a child and carc of a
newborn child, for placement of a child for adoption or foster care. This limitation
does not apply to FMLA leave taken by either spouse to care for the other who is
seriously ill and unable to work, or to care for a child or parent with a serious
health condition, or for the employee's own serious illness.

The Authority will continue to provide the same portion of the costs of benefits
for employees on FMLA Leave as it does for employees on the active payroll, and
employces on FMLA Leave must continue to pay the same share for their
coverage. An employee who intends to have these benefits continue must notify
the Benefits Manager to arrange for direct billing.

If an employee has accrued sick leave, personal leave, compensatory time, or
vacation leave credits at the commencement of his/her FMLA Leave, that
employee must use such leave credits for which he/she is eligible under the sick
leave, personal leave, compensatory time, or vacation leave provisions of this
Agreement. Otherwise, the FMLA Leave shall be unpaid.

Notwithstanding any other provision of this Agreement to the contrary, the FMLA
Leave granted under this Article shall not affect the employee's right to receive




any contractual benefits for which he/she was eligible at the time of his/her leave.
The period of any unpaid FMLA Leave shall not be included in any computation
of such benefits, rights, or advantages.

The employee will be entitled to return to the same or equivalent job position on
the same shift and at the same or geographically proximate worksite without loss
of employment benefits which had accrued on the date the leave began if:

1. the FMILA Leave is terminated within or at the end of the above-stated 12
week period and;

2. such a position still exists.

If during the period of the FMLA Leave, employees in the same or similar
position in the department have been laid off through no fault of their own, the
employee will be extended the same rights or benefits, if any, extended to
employees of equal length of service in the same or similar position in the
department.

If an employee fails to return to work after FMLA Leave, MWRA may require the
employee to reimburse MWRA's share of any health insurance premiums paid on

the employee's behalf during leave,

Section 10. Maternity Leave

Any leave granted for the following reasons shall be designated as FMLA Leave where allowable
by law.

A. A full-time female employee who has completed her probationary period of six (6)
consecutive months (or as extended in accord with the provisions of Article 11A), and who is
absent from her employment with the Authority for a period not exceeding eight (8) weeks for
the purpose of giving birth, or for adopting a child under the age of eighteen (18) or for adopting
a child under the age of twenty-three (23) if the child is mentally or physically disabled, shall be
granted a Maternity Leave without pay if her request for such leave is made to and approved by
the Authority at least two weeks in advance of the anticipated date of departure. Approval of a
request for leave occurs only when the leave-of-absence request form is signed by the Director,
Human Resources Department, or his’her designee.

B. At the expiration of the Maternity Leave, the employee will be restored to her previous
position or similar position with the same status and pay. Length of service shall continue to
accrue during such leave. If during the period of the leave, employees in the same or similar
position in the department have been laid off through no fault of their own, the employee will be
extended the same rights or benefits, if any, extended to employees of equal length of service in
the same or similar position in the department.




C. If an employee has accrued sick leave, personal leave, compensatory time, or vacation leave
credits at the commencement of her Maternity Leave, that employee may use such leave credits
for which she may be eligible under the sick leave, personal leave, compensatory time, or
vacation leave provisions of this Agreement.

D. Anemployee who requests and is granted Maternity Leave may have his/her group health
insurance benefits continued for the period of time the employee is absent on such leave. The
employee, while on leave, is required to pay the same monthly premium she would have paid had
such leave not been taken. An employee who intends to have these benefits continue must notify
the Benefits Manager to arrange for direct billing.

E. Notwithstanding any other provision of this Agreement to the contrary, the Maternity Leave
granted under this Article shall not affect the employee's right to receive any contractual benefits
for which she was eligible at the time of her leave. The period of any unpaid Maternity Leave
shall not be included in any computation of such benefits, rights, or advantages, except that
length of service shall continue to accrue during such leave.

Section 11. Other or Extended Family Leave - Non-FMLA

A. Any employee who has completed his/her probationary period of six (6) consecutive months
(or as extended in accord with the provisions of Article 11A) may apply for Other or Extended
Family Leave - Non-FMLA for a period not exceeding fourteen (14) weeks.

An employee planning to take Other or Extended Family Leave — Non-FMLA must notify the
Director, Human Resources Department, at least two (2) weeks before the expected departure
date by submitting to the Human Resources Department the Request for Leave of Absence form
with appropriate legal and/or medical documentation (U.8. Department of Labor Certification
form) and notice of intent to return as an active employee. An employee planning to take FMLA
leave must also notify his/her immediate supervisor at least two (2) weeks before the expected
departure date by submitting a copy of the Request for Leave of Absence form and notice of
intent to return as an active employee to his/her immediate supervisor.

Such leave shall be without pay or benefits for such period. The Authority, may, at its discretion,
assign an employee to backfill for an employee who is on Other or Extended Family Leave -
Non-FMLA. Such assignment may not be subject to the grievance procedure except for
grievances alleging violation of Article 15. The purpose for which an employee may submit
his/her application for such unpaid leave shall be limited to a serious health condition that makes
the employee unable to perform the employee’s job, the need to care for, or to make
arrangements for care of, the employee's spouse, parent, grandparent, grandchild, brother, sister,
person living in the same household, or child, whether or not the child is the natural, adoptive,
foster, stepchild, or child under legal guardianship of the employee. An employee may apply to
return to his/her position on a part-time basis provided the supervisor is notified in writing.




B. If an employee has accrued sick leave, personal leave, compensatory time, or vacation leave
credits at the commencement of his/her Other or Extended Family Leave - Non-FMLA, that
employee may use such leave credits for which he/she may be eligible under the sick leave,
personal leave, compensatory time, or vacation leave provisions of this Agreement.

C. Between periods of Other or Extended Family Leave - Non-FMLA, in excess of two (2)
weeks, where an employee returns to the payroll for a period of less than two (2) weeks, when a
holiday falls during that time, no holiday pay or compensatory time shall be granted for such
holiday.

D. Anemployee who requests and is granted Other or Extended Family Leave - Non-FMLA
may have his/her group health insurance benefits continued for the period of time the employee is
absent on such leave. The employee, while on leave, is required to pay the same monthly
premium he/she would have paid had such leave not been taken. An employee who intends to
have these benefits continue must notify the Benefits Manager to arrange for direct billing.

Section 12.

Forthe purposes of the leave, vacation and holiday articles of this Agreement, the term "day" in
respect to employees who work an irregular workday or whose regular workday is longer than the
normal seven and one-half (7 % ) or eight (8) hour workday shall mean seven and one-half (7 ¥2)
or eight (8) hours, whichever is appropriate, and for the purpose of the vacation article, the term
"week" with respect to such employees shall mean thirty-seven and one-half (37 ¥2) or forty (40)
hours, whichever is appropriate.

ARTICLE 8
VACATIONS

Section 1.

The vacation year shall be the period from July 1% to June 30™, inclusive.

Section 2.

A. .Vacation leave with pay shall be credited to full-time employees employed by the Authority
on the last day of each payroll calendar month based on work performed during the month as

follows:

Length of continuous full-time Vacation Credit Accrued
"creditable service”

for the Emplovee

Less than three (3) years 1 % days/month



Three (3) years or more but less I %5 days/month
than nineteen and one-half (19 '4) years

Greater than nineteen and 2 1/12 days/month
one-half (19 %) years

A newly hired employee will accrue vacation for the first payroll calendar month on the job if
he/she begins to work on or before the fifteenth (15%) of the payroll calendar month.

B. For determining vacation status under this Article, "creditable service" only shall be used.

1. Those employees, transferred pursuant to the provisions of Chapter 372 of the Acts of
1984, shall receive credit for all service from the first day of service with the Authority
plus all service credited by the state agency, where the employee may have previously
worked, and all service thereafter becomes "creditable service" provided there has not
been any break of three years or more in such service as referred to in Section 14 of this
Article.

2. For employees hired by the Authority, all service beginning on the first working day and
all service thereafter becomes "creditable service" provided there has not been any break
of three (3) years or more in such service as referred to in Section 14 of this Article.

Section 3.

A full-time employee who is on leave without pay and/or absent without pay for more than one
(1) day will not accrue vacation credits for that payroll calendar month unless due to suspension.
In addition, any such leave or absence without pay for twenty (20) or more cumulative days in
any vacation year shall result in the permanent loss of one (1) year of creditable service for the
purpose of vacation credit, unless such leave or absence is attributable to one of the following
TEASOns:

- serious illness or injury requiring admission to a hospital
- industrial accident while working for MWRA

- maternity/adoptive leave

- military leave

- educational leave

- civic duty leave

- receiving Mutual Aid Bank support

in which case "creditable service" for purpose of vacation credit shall not be affected.
Section 4.

An employee will accrue vacation at the next higher vacation accrual status beginning in the




payroll calendar month that the employee achieves the required years of creditable service,
provided that the date of such achievement falls on or before the fifteenth (15") of the payroll
calendar month. If the employee achieves the required years of creditable service after the
fifteenth (15™) of the payroll calendar month, the employee will accrue vacation at the next
higher vacation accrual status the following payroll calendar month.

No vacation leayve may be taken without written supervisory approval. All requests for vacation
leave not exceeding one day must be made at least two (2) workdays in advance, while all
requests for vacation leave to exceed one day must be made at least five (5) workdays in advance
of the first vacation day requested.

Section 5.

A regular part-time employee shall be granted vacation leave in the same proportion that his/her
part-time service bears to full-time service.

Secﬁon 6.

A regular part-time employee who is on leave without pay and/or absent without pay for that
number of hours that his/her service bears to more than one (1) day of the service of a full-time
employee will not accrue vacation credits for that payroll calendar month unless due to
suspension. In addition, any such leave or absence without pay for twenty (20) or more
cumulative days in any vacation year shall result in the permanent loss of one year of creditable
service for the purpose of vacation credit, unless such leave or absence is attributable to one of
the following reasons:

serious illness or injury requiring admission to a hospital

- industrial accident while working for MWRA

- maternity/adoptive leave

- military leave

- educational leave

- civic duty leave

- receiving Mutual Aid Bank support in which case “creditable service" for purpose of vacation
credit shall not be affected.

Section 7.,

An employee who is reinstated or reemployed after less than three years shall have his/her prior
service included in determining his/her creditable service for vacation purposes.

Section §.

The Authority shall grant vacation leave in the vacation year in which it becomes available,
unless in the Authority's opinion it is impossible or impracticable to do so because of work




schedules or emergencies. In cases where vacation requests by employees in the same title
conflict, preference, subject to the operational needs of the department, shall be given to
employees on the basis of "creditable service" as defined in this Article.

The supervisor is charged with the responsibility of seeing that vacation is taken in the
succeeding year in order that the employee does not lose vacation credits. Each employee shall
receive annually, on or before April 1% a preliminary statement of the available vacation credits.
Employees may carry over vacation from month to month and year to year but in no event may
any employee at any time have a vacation balance of more than twenty-four (24) times the
monthly allotment which they currently receive. Any vacation in excess of this limitation shall
~ be immediately forfeited to the Mutual Aid Bank described in Article 7 of this agreement.

Section 9,

Absences on account of sickness in excess of the authorized sick leave provided in the
Agreement (or for personal reasons not provided for under said sick leave provisions) may be
charged to vacation leave upon request of the employee and subsequent approval by the
Authority.

Section 10.

Charges to vacation leave credit may be allowed in units of one-half ('2) days. At least one (1)
day of vacation leave per year may be taken in increments of two (2) hours.

Section 11,

Upon the death of an employee who is eligible for vacation under this Agreement, payment shall
be made in an amount equal to the vacation leave which was credited but not used by the
employee in the vacation year prior to the employee's death, and, in addition, the vacation leave
earned in the vacation year during which the employee died, up to the time of his/her separation
from the payroll, provided that no monetary or other allowance has already been made.

The Authority may authorize the payment of such compensation in the following order of
precedence:

First:  To the surviving beneficiary or beneficiaries,
Second: If there be no such designated beneficiary, to the estate of the deceased.

Section 12.

Employees who are eligible for vacation under these rules, whose services are terminated by
dismissal, through no fault of delinquency of their own, by retirement, or by entrance into the
armed services, shall be paid an amount equal to the vacation leave which was credited but not
used by the employee in the vacation year prior to such termination, and, in addition, that portion




of the vacation leave earned in the vacation year during which such termination oceurred, up to
the time of separation, provided that no monetary or other allowance had already been made
therefore.

Section 13.

Employees who are eligible for vacation under this Agreement, whose services are terminated
other than as provided in Sections 11 and 12 of this Article, shall be paid an amount equal to the
vacation allowance earned in the vacation year prior to such termination which had not been
used, provided that no monetary or other allowance had already been made therefor.

Section 14.

Employees who are reinstated or who are reemployed by the Authority shall be entitled to their
vacation status at the termination of their previous service with the Authority and allowed such
proportion of their vacation under Section 2 of this Article as their actual service for the same
vacation year, after reinstatement or reemployment, bears to a complete vacation year. No credit
for previous service may be allowed where reinstatement occurs after absence of three (3) years
unless approval of the Director, Iluman Resources or his/her designee, is secured for any of the
following reasons:

A. Illness of the employee;
B. Dismissal through no fault or delinquency attributable solely to the employee; or

C. Injury while in the service of the Authority in line of his/her duties and for which the
employee received Workers' Compensation benefits. '

Section 15.

Any employee who resigned or was granted a leave of absence to enter service in the armed
forces of the United States, under the provisions of chapter 708 of the Acts of 1941, as amended,
and who, upen honorable discharge from such service in said armed forces, has returned or
returns to the service of the Authority, shall be paid an amount equal to the vacation allowance as
earned in the vacation year prior to his/her entry into such service in said armed forces which had
not been granted prior to military leave and, in addition, that portion of the vacation allowance
earned in the vacation year during which he/she entered such service, up to the time of military
leave, provided that no monetary or other allowance has already been made therefor.

Section 16.

Employees who are reinstated after military leave as referred to in Section 15 of this Article may
be granted one full year's vacation leave for the year in which they returned or return, provided
that prior to such military leave vacation had not been used or compensation paid in lieu




therefore for the same year. If an insufficient period of time remains in that vacation year to
permit the granting of a full year's vacation leave, the entire period remaining may be so used.
Neither the above usage nor absence due to military leave shall, in any way, affect vacation
credits earned by such employees in the vacation year in which they return from military service.

Section 17,

Vacation credits shall accrue to an employee while on a leave with pay status or on industrial
accident leave.

Section 18,

Vacation leave earned following a return to duty after leave without pay or absence without pay
shall not be applied against such leave or absence,

Section 19.

If an employee on industrial accident leave has available vacation credits which have not been
used and, because of the provisions of Section 8 of this Article, would lose such vacation credits,
the Authority shall convert such vacation credits to sick leave credits on June 30" of the year in
which such vacation would be lost if not taken.

ARTICLE 9
HOLIDAYS

Section 1.
The following days shall be holidays for employees:

New Year's Day
Martin Luther King Day
President’s Day
Patriot's Day
Memorial Day
Independence Day
Labor Day
Columbus Day
Veterans Day
Thanksgiving Day
Christmas Day

Section 2.

All holidays shall be observed on the legal holiday unless an alternative day is designated by the



Authority.
Section 3.

The manner in which and/or whether bargaining unit members shall be granted skeleton days off
on days before or after certain holidays shall be the same as for non-unton employees.

Effective January 1, 2015, any newly hired employee(s) will not be eligible for the holiday
skeleton day off,

Section 4.

When a holiday occurs on the regularly scheduled workday of an employee, he/she, if not
required to work that day, shall be entitled to received his/her regular day’s pay for such holiday.

Section 5.

When a holiday occurs on a day that is not an employee’s regular workday, and the employee
does not work that day, if the employee's usual workweek is five (5) or more days, he/she, at the
option of the Authority, shall receive pay for one (1) day at his/her regular rate of pay or one (1)
day added to their holiday bank.

All requests for use of Holiday Leave shall subject to the same notification requirements as
vacation leave found in Article 8, Section 4.

Section 6.

Effective July 1, 1998 an employee required to work on Thanksgiving, Christmas Eve (3:00 p.m.
to 11:00 p.m. shift) and/or Christmas Day shall receive two (2) compensatory days off for each
such holiday worked in addition to receiving pay for the holiday worked. An employee required
to work on any other holiday shall receive a vacation day off provided that at least two (2) weeks
prior to working a holiday, any employee eligible so requests in writing. That day can be no
sooner than fifteen (15) days following the holiday. If a vacation day cannot be granted by the
Authority because of a shortage of personnel or other reasons, then he/she shall be entitled to pay
for one (1) day at his/her regular rate of pay in addition to pay for the holiday worked.

Section 7.
An employee who is on leave without pay or is absent without pay for any part of his/her

scheduled workday immediately preceding or immediately following a holiday shall not receive
holiday pay or a vacation day off for that holiday.



Section 8.

An employee who is granted sick leave for a holiday on which he/she is scheduled to work shall
not receive holiday pay or a vacation day off for that holiday.

Section 9.

A regular part-time employee shall be granted holidays in the same proportion that his/her part-
time service bears to full-time service.

ARTICLE 10
EMPLOYEE EXPENSES

Section 1.

A. When an employee is authorized to use his/her personal automobile for travel related to
his/her employment, he/she shall be reimbursed at the Internal Revenue Service mileage
allowance rate. Employees shall be compensated for reasonable costs of garages, parking and
tolls.

B. An employee who travels from his/her home to a temporary assignment rather than to his/her
regularly assigned office shall be allowed transportation expenses for the distance between
his/her home and his/her temporary assignment or between his/her regularly assigned office and
his/her temporary assignment, whichever is less, only if the employee documents with a division
director's written authorization that his/her assignment to a location is for less than six (6)
months.

C. Employees shall not be reimbursed for commuting between their home and office or other
regular work location. With approval of the Authority, an employee's home may be designated
as his/her regular office for the purpose of allowed transportation expenses in cases where the
employee has no regular office or other regular work location.

Section 2.

A. An employee who is assigned to duty that requires a business related trip involving: an out of
state destination; a need for overnight accommodation; or attendance at an approved conference
or training program shall be covered by the Authority's then current Travel Policy and
Procedures.

Section 3.
Effective July 1, 2017 to June 30, 2019, non-exempt employees who work three (3) or more

hours of authorized overtime, exclusive of meal times, in addition to their regular hours of
employment, or employees who work three (3) or more hours, exclusive of meal times, on a day



other than their regular workday, shall be reimbursed for expenses incurred for authorized meals,
including tips not to exceed the following amounts and in accordance with the following time
periods:

Breakfast 3.0l am. to 9:00am. $3.00
Lunch 9:01 am. to 3:00 p.m. $4.00
Dinner 3:01 pm. to 9:00 p.m. $6.00

Midnight Snack 9:01 pm. to 3:00am. $2.00

Effective July 1, 2019, non-exempt employees who work three (3) or more hours of authorized
overtime, exclusive of meal times, in addition to their regular hours of employment, or
employees who work three (3) or more hours, exclusive of meal times, on a day other than their
regular workday, shall be reimbursed for expenses incurred for authorized meals, including tips
not to exceed $10.00 per meal.

In the event that another collective bargaining unit negotiates a greater overtime meal expense
allowance than that which is provided for in this section, the parties agree that such section shall

- be reopened for negotiation relative to the overtime meal expense allowance, upon forty-eight
(48) hours written notice by cither party. The parties shall meet within seventy-two (72) hours of
such notice.

Section 4,

Employees shall be reimbursed for the cost of licenses which the Authority requires them to
maintain, not including the basic driver's license.

Section 3,

The MWRA agrees to provide a fifty-five dollars ($55.00) parking subsidy for employees who
work in the Charlestown Navy Yard (“CNY”), park in the MGH, Nautica, or Building 42 garages
and purchase monthly parking cards; thirty-five dollars ($35.00) per ten stickers for employees
who work in the CNY, park in the Nautica garage and purchase the sticker books; forty dollars
($40.00) for employees who work in the CNY, park in MGH garage and purchase sticker books,
Should the cost of parking be raised by any of these garages, employees who use the parking
garage shall absorb such increase.

ARTICLE 10A
CREDIT UNION/BANK DEDUCTIONS

The Authority agrees to deduct from the regular salary payments of employees an amount of
money, upon receipt of the employee's written authorization for the deduction, for the purchase
of shares in, making deposits to, or repaying a loan to a credit union/bank organized or
recognized under provisions of the Massachusetts General Laws. Any written authorization may
be withdrawn by submitting a written notice of withdrawal to the Authority and the treasurer of
the credit union/bank thirty (30) days in advance of the desired cessation of payroll deduction.



ARTICLE 11
SALARY RATES

Section 1.

A. The December 31, 2016 salary chart shall be amended effective July 1, 2017 to reflect an
adjustment to the top step as outlined in Appendix B and D.

B. Effective July 1, 2017 there shall be a 1.5% across-the-board salary increase.

C. The July 1, 2017 salary chart shall be amended effective June 30, 2018 to reflect an adjustment to
the top step as outlined in Appendix B and D.

D. Effective June 30, 2018 there shall be a 2% across-the-board salary increase.

E. The June 30, 2018 salary chart shall be amended effective June 29, 2019 to reflect an adjustment
to the top step as outlined in Appendix B and D.

E. Effective June 29, 2019 there shall be a 2% across-the-board salary increase.

G. Step 1 shall be the hiring rate for employees hired or reemployed on or after the effective date
of this Agreement except in cases where an employee is hired by the Authority, at a salary rate
above the hiring rate. In such event, all other employees in the same title as the newly- hired
employee shall proceed to the salary rate of the newly hired employee if those incumbents
possess the same level of expertise or experience.

H. Effective upon execution of this agreement, MWRA will eliminate pay grade 14 positions
from the bargaining unit. Current employees in pay grade 14 positions will be reclassified to pay
grade 13 at their current grade 14 rate of pay. Previously reclassified pay grade 14 employees
will receive the across the board increases as set forth in Article 11, Section 1 (B), (D) and (F).
Effective June 30, 2020, previously reclassified pay grade 14 employees shall be red circled and shall
not receive any further negotiated across the board increases to their base salary until such time that
the top step salary of pay grade 13 equals or exceeds the June 29, 2019 salary of the previously
reclassified pay grade 14 step 23 ($145,981) employees.

Appendix A will be amended to reflect the elimination of pay grade 14 and the reclassification of
the old pay grade 14 to a pay grade of 13.

I. Except for the purpose of calculating step advancement, an employee’s, anniversary date is
the effective date his/her hiring into his/her present job title.

J. The Recruitment/Retention Pay Rate program shall be abolished and its provisions
eliminated. Current employees in positions covered by the Recruitment/Retention Pay Rate
program will continue to receive negotiated across the board increases and step increases if




applicable. When an employee vacates a position covered by the Recruitment/Retention
program, that position will be reverted to the appropriate Unit 6 grade and salary structure.

Section 2,

A. An employee shall advance under the terms of this Agreement to the next higher salary step
in his/her job group until the maximum salary rate is reached, unless he/she is denied such step
rate. Except as modified herein, an employee shall progress from one step to the next higher step
after each fifty-two (52) weeks of creditable service (two hundred sixty (260) cumulative days of
full pay accrued in no fewer than fifty-two (52) weeks) in a step.

The fifty-two (52) weeks for calculating a step increase are counted from the date of hire or the
date of entry into the current step, whichever is most recent. The effective date of the new step is
the first day of the payroll period following the completion of fifty-two (52) weeks of creditable
service (two hundred sixty (260) cumulative days of full pay accrued in no fewer than fifty-two
(52) weeks) in a step. In the event an employee is denied a step rate increase, he/she shall be
given a written statement of reasons therefor (for example, documented unsatisfactory
performance) not later than five (5) days after the date when the increase would otherwise have
taken effect. Time off the payroll is not creditable service for the purpose of step rate increases.

B. Whenever an employee receives a promotion to a position in a higher job grade, the
employee's new salary rate shall be calculated by placing the employee in the salary rate in the
higher job grade that is closest to, but not less than one hundred and ten percent (110%) of the
employee's current salary rate with the exception of an employee in a Recruitment/Retention Pay
Rate designation.

Section 3.

A. Salary rates of full-time employees are set forth in Appendix B which is attached to this
Agreement and which is hereby made a part of this Agreement,

B. The salary rates set forth in said Appendices shall remain in effect during the term of this
Agreement. Salary rates shall not be increased or decreased except in accordance with the

provisions of this Agreement.

C. Employees shall be compensated on the basis of the salary rate for their official job
classification.

Section 4.

A regular part-time employee shall be entitled to the provisions of this Article in the proportion
that his/her service bears to full-time service.




Section 5.

A. Employees entering a position within the bargaining unit covered by this Agreement, from a
position outside the bargaining unit in the same or higher salary grade, shall be placed at the first
step in grade which is the closest to the rate of compensation received immediately prior to
his/her entry into the bargaining unit, provided that no employee shall be paid an amount higher
than the maximum step for the grade which he/she is entering.

B. Whenever an employee enters a position in a higher job grade from a position outside the
bargaining unit, the employee's new salary rate shall be determined in the same manner as set
forth in Section 2 paragraph B, above,

Section 6.

On the last day of the June payroll calendar month, full-time employees with the exception of the
previously reclassified pay grade 14 employees with "creditable service" (as defined in Article 8,
section 2B, and Section 3) indicated below, calculated as of the last work day in the fiscal year
encompassed by this Agreement, will receive the corresponding indicated payment, which
payment will not vary the salary received by the employee and will have no effect on any other
payments or differentials received by the employee:

Completed Years

of Creditable Service 6/30/18 6/30/19 6/30/20
5-10 years $1,387 $1,648 $1,909
10-15 years $1.412 $1,673 $1,934
15-20 years $1,437 $1,698 $1,959
20 or more years $1,462 $1,723 $1,984

Longevity payments for the previously reclassified pay grade 14 employees will remain at $1,201
for the duration of this Agreement. However, at the end of this Agreement June 30, 2020,
previously reclassified pay grade 14 employees shall be placed in the appropriate longevity
category for the payment issued June 30, 2021.

Regular part-time employees with the requisite creditable service shall be paid in the same
proportion that their part-time service bears to full-time service.

Effective July 2015 all employees with the requisite years of service who are eligible to receive a
longevity payment, shall have said payment electronically forwarded to an account or accounts
selected by the employee for direct deposit.

Section 7,

Effective June 30, 2015 all employees shall have their net salary checks electronically forwarded



to an account or accounts selected by the employee for direct deposit.

ARTICLE 11A
PERFORMANCE EVALUATION

Section 1.

A. The recently negotiated improvements to the Performance Management Review System
(PMRS) shall apply to the performance evaluation process for all bargaining unit employees in
non-probationary positions covered by this Agreement. The new PMRS evaluation forms,
definitions for each of the five evaluation ratings and the new Supervisor Performance Criteria
are included as Appendix F.

There shall be for the term of the Agreement a Joint Labor Management Committee on
Performance Evaluation. The Committee shall be comprised of five (5) members from the
unions and no more than five (5) members from management. The Committee shall have the
responsibility for monitoring the implementation of the provisions of this Article.

B. The Performance Evaluation System and any amendments thereto shall meet the following
criteria:

1. All employee evaluations shall be in writing and annual evaluations shall be included in
the employee's official personne! file.

2. Evaluations shall be completed by the employee's immediate supervisor and be approved
by a Reviewer; i.e., the supervisor of the evaluator. The Reviewer is generally defined as
the supervisor of the immediate supervisor of the employee being evaluated.

3. Formal evaluations shall be completed at least once per fiscal year for each employee
except that corrective action plans will result in more than one formal evaluation per year.
The evaluation period shall be the one (1) year period of time comprising the Authority's
fiscal year. An employee may be evaluated more than once a year only if the individual
was promoted or assigned to a different position during the evaluation year, and only if
the promotion or assignment occurs early enough in the evaluation year to permit the
application of the probationary evaluation provisions in Section 2 below for the new
position assumed. No employee so promoted or assigned shall be held accountable or
rated for any "annual objectives" not completed due to the promotion of assignment.

4. Prior to each evaluation period, the supervisor shall meet with the employee and shall
inform the employee of the primary expectations to be evaluated and procedures to be
utilized in evaluating the employee's performance.

5. At least once during the evaluation period, at or near its mid-point, the employee's
supervisor shall meet with the employee to review the employee's progress.



6. At or near the end of the evaluation period, the supervisor shall meet with the employee
and inform the employee of the results of the evaluation. The employee shall sign the
evaluation and has the opportunity to indicate in writing whether he/she agrees or
disagrees with the content thereof.

C. The parties have agreed that for each job title, the current objective-based PMRS evaluation
system may be replaced with a duty-based evaluation system if and only if all of the following
conditions are met:

1. A simple majority of the incumbents in the classification agree in writing to the change.

2. The responsible Department Director (or first Salary Grade 16 level manager in the
employee(s)' chain of command) agrees in writing to the change.

3. The "duties" used as evaluation criteria must be based on responsibilities derived from the
existing job description on file in the Human Resources Department or must be related to
immediate organizational needs.

4. The change is agreed to in full (as outlined above) in advance of July 1% of any evaluation
year.

Human Resources staff will, upon request, provide assistance to departments
implementing such a change.

D. In the event of a lack of agreement between the simple majority of position incumbents and
the Department Director (or first Salary Grade 16 level manager in the employee(s)' chain of
command) regarding replacement of an objective-based evaluation system with a duty-based
evaluation system, the process for deciding which method to be utilized shall be as follows:

1. At least one (1) month prior to the beginning of the evaluation period, the incumbent
employee(s) in the title shall prepare a written justification why their classification should
be evaluated using a "duty-based" method. This justification will be given to the
Department Director (or first Salary Grade 16 level manager in the employee(s)' chain of
command) for approval. The justification must be based upon explanations in the context
of "objectives” and "duties" and how each may be used as a means of evaluating
performance and how the proposed duty-based system more effectively meets
performance evaluation objectives. Appropriate consideration shall be given to the
existing documentation and guidance for performance evaluation at the Authority.
Information on performance evaluation systems used by the Commonwealth may also be
offered for consideration.

2. The Department Director (or first Salary Grade 16 level manager in the employee(s)'
chain of command) shall either endorse the proposal, at which point the "duty-based”




method shall be utilized for the evaluation period, or present reasons, in writing, to the
Director of Human Resources stating why he or she objects to the proposal of the simple
majority of employee(s). The reasons shall address and be limited to the same context
as 1. above, namely the "objective-based" versus "duty-based" methods, and the
appropriateness for the particular title in question.

3. In the event that the Authority management fails to act within the specified time period
(by July 1Y), the July 1% deadline outlined above in this section shall be extended as
necessary to allow for the final decision to be made in accordance with these provisions.

4. The Director of Human Resources will facilitate a discussion between the simple majority
of position incumbents and the Department Director (or first Grade 16 level manager in
the employee’s chain of command) with the objective of reaching a mutually agreeable
outcome,

E. The Authority may amend evaluation forms, together with a format and plan for evaluation.
The Joint Labor Management Committee shall review and make recommendation on any
proposal amendments to evaluation forms and changes to formats and plans for evaluation. Said
decision of the Authority shall be final and binding except to the extent that it may violate
provisions of this Article.

F. Any employee who, as a result of an evaluation pursuant to this Agreement paragraph B. 6.
above, receives a final overall rating of Unsatisfactory shall have the right to grieve said rating
through Step II of the Grievance Procedure.

In the event that the employee is not satisfied with the grievance response, the employee may file
through the Union, within fourteen (14) days, a request with the Authority for review of the Step
II determination.

Said review shall be conducted by a tri-partite Panel consisting of one person designated by the
Union, one person designated by the Authority and one person designated by the chairman of the
Board of Conciliation and Arbitration. The standards of review to be applied by the Panel shall
be whether the evaluation rating is arbitrary, discriminatory or whether it is clearly erroneous.
The decision of the tri-partite Panel shall be final and binding,.

G. Alternatively, any employee may choose to appeal their annual evaluation rating through the
Peer Review Panel described below.

H. The Peer Review Panel will be comprised of four Unit 6 members and one non-union
employee. At least one individual with supervisory Authority must be on the Committee. Panel
members shall be selected in a random manner in July of each year jointly by both Parties at a
time and place agreed to by both Parties. Panel members shall serve for a period of one (1) year.
Two panels shall be sclected. Training for Peer Review Panel members shall be provided by the
Authority and the Union. The Lesson Plan/Curriculum for the training is contained in Appendix




K, is incorporated into and made a part of this Agreement.

An employee may have another individual (employee) of their choice accompany them to the
Review Panel. Employees appearing before the Committee may not be represented by an outside
attorney.

In order to submit a dispute to the Peer Review Panel, the employee must have outlined their
concerns and requested a change in the rating from their Supervisor and subsequently from the
Reviewer. Decisions of the Panel will be limited to either 1) upholding the rating; 2) revising the
rating upward {one rating only); or 3) continuing the Review Panel's proceedings without a
decision (additional information requested within established deadline). Failure to provide

. requested information by a deadline will result in the rendering of a decision based on the
information available. |

All employees have a choice between filing an appeal of an annual rating of "Unsatisfactory” to
the Peer Review Panel or through the grievance process as outlined in Provision E. above.
However, an employee may not exercise both options.

No person from the same department as the appellant may serve on a Panel involving that
appellant.

Any appellant may request in writing that the Director of Human Resources consider asking one
or more particular prospective Panel members to recluse themselves based on prior personal
relationships or other reasons.

I. Nothing in this Agreement shall be construed as limiting any other appeal rights provided by
law.

J. The Authority shall provide orientation for employees concerning any significant revisions to
the performance evaluation system established by this Article.

K. The Authority's failure to comply with the specific procedures set forth in Section 1.C.
through D shall be grieveable up through Step 4. The only remedy the arbitrator may order is to
remand the matter back to the parties for further review and consideration. No other dispute
arising under this Article may be submitted to arbitration, except as provided in Section 1.F.

Section 2. Probationary Evaluation

A, Probationary employees will receive goals and objectives within the first three (3) months of
a new job.

B. To facilitate the determination whether an employee should be retained or any performance
deficiencies may be corrected during or after his/her first six (6) months of consecutive service
(the initial probationary period), the Authority will instruct managers and supervisors of unit




employees to (a) complete a "Probationary Evaluation Form" for each employee when the
employee has served three (3) consecutive months, (b) discuss the results with the employee, (c)
plan how any identified performance deficiencies are to be corrected during the remainder of the
probationary period, (d) conduct a final probationary evaluation prior to the employee's
completion of the probationary period and, at the same time, recommend continued employment,
extension of the probationary period for not more than ninety (90) days or termination, Ifa
probationary period is extended, that extension will continue an employee in probationary status
until the completion of the extended period or any earlier continued employment or termination
decision. Further, when a probationary period has been extended, a second "Final Evaluation"
must be completed prior to the expiration of the extended probationary period.

C. Until the successful completion of his/her probationary period, neither the employee nor the
Union may challenge through the grievance and arbitration procedure any decision made by a
manager or supervisor of a Unit 6 employee so long as such decision has been approved by the
employee's division director and not disapproved by the Department of Human Resources.

This evaluation system for probationary employees will conform with sections 1.B. 1.,2., 4., 5.,
6. (though an employee's failure to sign the form will not invalidate the appraisal), as well as
section 1.D. of this Article,

ARTICLE 12
GROUP HEALTH INSURANCE CONTRIBUTIONS

Effective August 1, 2009, for all employees hired prior to June 30, 2003 the Authority shall pay
eighty percent (80%) of the monthly premium rate for one of the available health insurance plans,
including health maintenance organization plans, selected by the employee and each employee
covered shall pay twenty percent (20%) of the premium rate for the type of plan and coverage
that is provided for him/her and his/her dependents under the selected plan and for all employees
hired after June 30, 2003, the Authority shall pay seventy-five percent (75%) of the monthly
premium rate for one of the available health insurance plans, including health organization
maintenance plans, selected by the employee and each employee covered shall pay twenty-five
percent (25%) of the premium rate for the type of plan and coverage that is provided for him/her
and his/her dependants under the selected plan.

The Authority agrees to implement a pretax weekly deduction for health insurance as soon as
administratively feasible.

ARTICLE 12A
HEALTH AND WELFARE FUND

Section 1.

The parties agree to remain in the state Health and Welfare Fund under an Agreement and
Declaration of Trust executed previously by the Union and the Commonwealth. Such Agreement




and Declaration of Trustee composed of an equal number of representatives of the
Commonwealth and Union.

The Board of Trustees of the Health and Welfare Fund shall determine in their discretion, and
within the terms of this Agreement and the Agreement and Declaration of Trust, health and
welfare benefits to be extended by the Health and Welfare Fund to employees and/or their
dependents.

Employees enrolled in the Authority's dental insurance plan as of the date of execution of this
Agreement shall continue to be eligible to participate in the dental insurance plan provided by the
Authority at the same percentage of total cost as that paid by other participating employees or
may elect to be covered under the Health and Welfare Fund. Employees covered under the
Health and Welfare Fund as of the date of execution of this Agreement may elect to discontinue
such coverage by electing to enroll in the dental insurance plan provided by the Authority at the
same percentage of total cost as that paid by other participating employees.

Section 2. Funding

The Authority agrees to contribute on behalf of each full-time employee equivalent the sum of
$17.00 per calendar week and effective January 1, 2019 the sum of $18.00 per calendar week.

The contributions made by the Authority to the Health and Welfare Fund shall not be used for
any purpose other than to provide health and welfare benefits and to pay the operating and
administrative expenses of the fund. The contributions shall be made by the Authority in an
aggregate sum within forty-five (45) days following the end of the calendar month during which
contributions were collected. The parties agree to take the required steps to ensure that Authority
employees are covered by the Health and Welfare Fund of the Commonwealth of Massachusetts
to which this Union is a party in order to effectuate the provisions of this Article.

Section 3. Non-Grievable

No dispute over a claim for any benefits extended by this Health and Welfare Fund shall be
subject to the grievance procedure established in any collective bargaining agreement between
the Authority and the Union.

Section 4. Authority's Liability

It is expressly agreed and understood that the Authority does not accept, nor is the Authority to
be charged with hereby, any responsibility in any manner connected with the determination of
liability to any employee claiming under any of the benefits extended by the Health and Welfare
Fund.




Section 5.

Notwithstanding Article 12 A Section 1 if the Union indicates that it wants to switch to another
health and welfare fund, e.g. the Steelworkers Health and Welfare Fund the parties shall work in
good faith to negotiate any necessary agreements and execute any necessary legal documents
pertinent thereto, provided that such Fund meets all Commonwealth of Massachusetts
requirements. All other sections of Article 12 A shall remain in full force and effect.

ARTICLE 12B
TUITION REMISSION AND ASSISTANCE

Full-time employees shall be eligible for tuition remission as follows:

A. For enrollment in any state-supported course or program at the undergraduate or graduate
level at any community college, state college, or state university, excluding the M.D. Program at
the University of Massachusetts Medical School, full tuition remission shall apply;

B. For enrollment in any non-state-supported course or program offered through continuing
education at any community college, state college, or state university, excluding the M.D.
Program at the University of Massachusetts Medical School, fifty percent (50%) tuition
remission shall apply;

C. Remission benefit is subject to space available and usual and ordinary admission policies. It
is also subject to approval of the Board of Regents of Higher Education and policies and
procedures of same.

D. Full-time employees shall be entitled to participate in the Authority's Tuition Reimbursement
Program if (a) the Authority's qualifications for participation in this program are met, and (b) if
any course ot program to which the employee seeks admission is not offered at any state
institution or, if offered, does not meet the employee's and the Authority's needs. In the latter
event, participation in this program will be permitted only with the permission of the Human
Resources Director, which permission will not be unreasonably withheld if the employee submits
a request citing "good reason(s)" why available state-supported courses are less advantageous to
the employee and the Authority. An employee who is permitted to participate in this program
will be eligible to receive a maximum of two thousand five hundred dollars ($2500.00) in
Tuition Reimbursement each fiscal year.




ARTICLE 13
TRANSFERS, PROMOTIONS,
REASSIGNMENTS, FILLING OF VACANCIES
AND NEW POSITIONS

Section 1. Transfers

A. Prior to promoting from within, the Authority will attempt to fill vacancies from volunteers
seeking a change in location but not a change in job title.

B. Employees seeking a change of position pursuant to this Section shall submit to the Division
Director, a written application on a change of position form issued by the Authority. The
Division Director or his/her designee shall forward a copy of the application form to the
Manager, Labor Relations and Workers’ Compensation of the Human Resources Department. A
request for change of position will remain valid until it is granted or rescinded in writing by the
employee. Employees who wish to withdraw such request shall notify the Division Director in
writing. Once an employee accepts a position sought through this procedure, the employee will
have no right to return to his/her former position.

C. Applicants for vacant positions will be considered first from among those employees who
have properly submitted a change of position form. The selection shall be made from among
those employees considered by the Authority to be able to adequately perform the duties of the
position. If an acceptable candidate is not selected using this method, the Authority posting
procedure will take effect.

D. Nothing in this section shall be interpreted to preclude an employee from requesting and/or
the Authority from granting any transfer or reassignment not referred to in this Section.

E. If a bargaining unit employee in a higher grade position requests a voluntary demotion to a
vacant bargaining unit position of a lower grade and that request is supported by a
recommendation from the Authority for the employee to be demoted to such position, then the
employee shall enter that lower grade position as provided for by the terms of this paragraph.
The salary of the demoted employee shall be the step which is closest to the current
compensation received by this employee.

Notwithstanding the foregoing, no employee shall be paid a salary in excess of the amount
provided for in the maximum step of the lower grade position. Any such voluntarily demoted
employee shall retain both his/her accrued seniority and his/her anniversary date as of the time
such employee enters his/her new lower grade position.

Section 2.

A promotion shall mean an advancement to a higher salary grade. This Article is applicable to
all promotions except those reasonably anticipated to be for less than one (1) year and its




application in all cases is restricted to employees who possess the education, training, and/or
experience requirements established by the Human Resources Department for appointment to the
relevant position. This Article shall only apply when promoting employees to positions within
the bargaining unit.

All vacancies, excluding those reasonably anticipated to be for less than one (1) year, shall be
posted but the Authority is free to hire from outside the Authority. At the same time, every
reasonable effort shall be made to promote those employees who meet the established
requirements.

In the event that the MWRA has assigned an employee to an acting assignment, via written
communication from the Director of Human Resources, the assignment will not last longer than
twelve (12) months except when such assignment is required because of the absence of other
employees in that classification. If a determination is made by the Director of Human Resources
that the position needs to be filled following the twelve (12) month period, the position will be
filled as described in this Article.

The Union specifically acknowledges that this provision is solely intended for acting assignments
that have been filled via written communication.

Section 3.

A. The following factors will be used by the Authority in determining selection for a given
vacancy:

a. Ability to do the job including experience and job performance in the same or related
work.

b. Education and training related to the vacant position.
¢. Work history, {(e.g., attendance, discipline, commendations).

B. Unsuccessful applicants for posted vacancies shall receive a Notice of Non-Selection form
(Appendix G) stating the reason(s) for non-selection in accordance with the criteria contained in
this Section. Such notice shall be given at the time the vacancy is filled.

Section 4.

A. Positions to be filled under the provisions of this Article shall be posted throughout the
MWRA for five (5) calendar days. The Authority may reasonably determine the positions in
which employees must be employed and/or requisite related work experience the employees must
possess in order to be eligible to apply for a given promotion. The job posting shall include the
job title, salary grade, eligibility requirements and other pertinent information.




B. An employee promoted in accordance with this Article whose performance is unsatisfactory

may, at the discretion of the Authority, be returned to his/her previous job title. If an employee's
performance is determined to be unsatisfactory at any time during the probationary period of six
(6) months, such determination shall not be subject to the grievance procedure.

C. If the employee so requests within two (2) weeks prior to the mid-point of his/her |
probationary period, his/her supervisor shall meet with the employee and, if requested by the
employee, a union representative to discuss the employee's performance in the position.

D. Atany time prior to the mid-peint of the probationary period, an employee may request to
return to his‘her former job title under the jurisdiction of the Authority and such request will be
granted.

E. In the event an employee is returned to his/her former job title, the employee displaced by
such return shall be returned to his/her former job title. Where more than one position in the
backfilled job title was filled pursuant to this Article, the employee last selected shall be the one
displaced.

F. If an employee is returned to his/her former job title pursuant to paragraph B, said employee
will not be eligible for promotion pursuant to this Article for a period of one (1) year.

G. Notwithstanding the above paragraph, employees may return to their former job titles under
these provisions provided there is a position available. In the event a position is not available,
said employee shall be covered by the layoft and recall provisions of Article 17,

H. Nothing in this Article shall be interpreted or applied in a manner that would be inconsistent
with Chapter 372 of the Acts of 1984 or Massachusetts General Law Chapter 31.

I. Grievances under this Article may be processed through Step III of the grievance procedure
but are not subject to arbitration. '

ARTICLE 14
CONTRACTING OUT

The Labor/Management Committee established in Article 24 shall at the request of either party,
discuss any existing or proposed contracting out of work typically performed by unit employees.
The Authority shall give full consideration to any recommendations or alternative plans proposed
by the Union members of the Committee regarding whether such work could more efficiently be
performed by existing bargaining unit personnel. Such discussions, if timely requested shall
commence before any final decision is made as to whether or not such work will be contracted
out.

When the Authority contracts out work which will result in the layoff of an employee who
performs the function that is contracted out, the Union shall be notified and the Authority and the




Union shall discuss the availability of similar positions within the Authority, as well as the
availability of positions for which the laid-off employee is determined to be qualified and the
availability of any training programs which may be applicable to the employee. In reviewing
these placement possibilities, every effort will be made to seek matches of worker skills and
qualifications with available, comparable positions.

ARTICLE 15
OUT OF TITLE WORK

Section 1. Work in a Lower Classification

While an employee is performing the duties of a position classified in a grade lower than that in
which the employee performs his/her duties, he/she will be compensated at his/her regular rate of
pay as if performing his/her regular duties,

Section 2. Work in a Higher Classification

Any employee who is assigned by the Authority to a vacant position in a higher grade for a
period of more than thirty (30) days shall receive the salary rate for the higher position from the
first day of the appointment (such salary rate shall be calculated by compensating the employee
as if he/she were being placed in the salary rate in the higher job grade that is closest to, but not
less than one hundred and ten percent (110%) of the employee's current salary rate, if the
assignment is approved within that period by the Director, Human Resources. To seek approval,
a copy of Form A, attached to this Agreement, must be completed whenever a temporary
assignment to a higher classification is expected to exceed thirty consecutive calendar days.

Section 3. Overtime Compensation

A. An employee who performs overtime work in a higher classification shall have overtime
compensation computed at the first step rate of the higher classification, unless the employee's
regular rate of compensation is higher, in which case the overtime compensation shall be
computed at the employee's regular rate of compensation.

B. Anemployee who performs overtime work in a lower classification shall have overtime
compensation computed at the employee's regular rate of compensation unless it is higher than
the maximum of the grade in which overtime is rendered, in which case he/she shall be paid at
the maximum rate for the grade in which service is rendered.

ARTICLE 16
CLASSIFICATION AND RE-CLASSIFICATION

Section 1.

The Authority shall provide the Union with a copy of the job description of each job title covered




by this Agreement,

Section 2.

Each employee shall be permitted to examine his/her job description.
Section 3.

In the event the Authority decides to exercise its right to reclassify a position covered by this
Agreement, it agrees to negotiate with the Union over the appropriate wage rate.

Section 4.

The parties agree that the work of the Joint Labor Management Career Ladder Committee shall
continue through the term of the agreement and shall endeavor to meet the following timetable
for submission of a joint repott and recommendation to the Authority and the Union:

1. The Committee shall continue meeting no less than once each month.

2, The Committee shall prepare a report and recommendation to the parties.

3. This report shall contain a recommendation with a defined career path both upward and
downward from each position within Unit VI to all positions within the Authority,
including management titles that flow from Unit VI positions. This recommendation
shall include position title descriptions which also include minimum qualifications for

each title, and the list of titles from that title to each title in the career path from that title.

ARTICLE 17
LAY-OFF PROCEDURE

Section 1.

A. Notice to the Union

When the Authority determines that a reduction in the work force is necessary, it will notify the
Union at least twenty (20) calendar days prior to the layoff.

Within five (5) days of notification of such layoff, the Authority shall meet with the Union to
discuss the impact of the layoff on the affected employees, including the availability of similar
positions within the Authority and including the availability of any training programs which may
be applicable to the employees. During the discussion the Authority will provide the Union with
a list of bargaining unit employees indicating their length of service determined as follows: those
employees transferred to the Authority under the provisions of Chapter 372 of the Acts of 1984,
length of service shall mean all service rendered within the Commonwealth, the Metropolitan



District Commission and the Authority. For all others, length of service shall mean all service
rendered within the Authority. In addition, the Authority shall provide a list of fillable vacant
bargaining unit positions.

B. Notice to the Emplovee

In the event of a layoff, the Authority will notify the affected employees in writing and will send
a copy of such notice to the Union. Where an employee will actually be laid off, i.e., there is no
possibility of attaining another position within the Authority, that employee shall receive one (1)
week of advance notice or severance pay, or combination of the two (2) at the option of the
Authority, for each full year of service but such notice or severance or combination thereof shall
in no case be less than thirty (30) calendar days or greater than twelve (12) weeks. Employees
recéiving severance pay under these provisions shall continue to receive insurance benefits for
the severance period. Employees who receive notice rather than severance pay shall receive
insurance coverage in the normal manner which may extend beyond the employee's termination
date. The fact that an employee receives severance pay does not limit whatever rights he/she may
have under Section 3, Recall Procedure. However, nothing in this Article shall be construed to
enable an employee to collect twice for any period of time.

The Authority will provide outplacement assistance which shall include in a manner determined
by the Authority: reasonable time off, computer access; copy machine access; resume and job
search/career counseling, This will not limit any rights an employee may have to access the
Employee Assistance Program (EAP).

Section 2,
A. Layoff

The Authority shall determine the title or titles to be affected by the layoff. Employees working
on an "Acting" basis in any Unit 6 job titles will be reassigned to their regular title, The
employee(s) in the affected job title within the Division who has not completed his/her
probationary period shall be laid off prior to other employees in his/her job title within the
Division. If it becomes necessary to lay off an employee in an affected job title within the
Division who has completed his/her probationary period, the Authority shall select within that
job title within the division the particular employee to be laid off in a multiple incumbent job on
the basis of the following factors (listed in descending order of importance): demonstrated
ability to do the job; work history; and, related education and training. In the event that two (2)
or more such employees are considered substantially equal in accordance with the foregoing
factors, then length of service shall be the deciding factor. The Authority shall upon request of
the Union or the affected employee, make available the reasons which led to the selection of the
particular employee for layoff.



B, Disp_lacement

The parties agree to establish a Labor/Management Committee to consider other procedures
which might more equitably distribute the adverse impacts of layoffs. '

Section 3. Recall Procedure

A. The Authority shall maintain a recall roster from which laid off employees will be recalled to
the title from which they were laid off. Employees laid off from multiple incumbent positions
shall be recalled on the basis of the following factors (listed in descending order of importance):
demonstrated ability to do the job; work history; and related education and training. In the event
that two or more such employees are considered substantially equal in accordance with the
foregoing factors, then length of service shall be the deciding factor. The Authority shall upon
request of the Union or the affected employee, make available the reasons which led to the
selection of the particular employee for recall.

B. The Authority shall give first consideration to employees on the recall roster, for other fillable
vacant bargaining unit positions for which the laid-off employee is determined qualified by the
Authority in accordance with Article 13, Section 3. A.

C. A laid-off employee will remain on the recall roster for two (2) years, except an employee
who is offered recall to a position in the same title as the position from which he/she was laid off
and who refused such offer shall be removed from the recall list and his/her recall rights shall
terminate at that time.

D. Notwithstanding the above, a laid-off employee who fails to respond in writing to a notice of
recall within seven (7) calendar days of the receipt of such recall offer, or who upon acceptance
of the recall offer fails to report to work on the appointed date, shall forfeit any further recall
rights.

E. All notices of recall sent by the Authority to a laid-off employee and the employee's notice of
acceptance or rejection of said recall offer shall be sent by certified mail, return receipt requested.

Section 4. Associate Status

A, Ttis agreed that there shall be an "Associate Program" as provided in this Section.
B. To be eligible to apply for "Associate” status, an employee must:
1. have a minimum of seven (7) years of service with the Authority;
2. have an over-all annual performance rating of 'meets with distinction’ or better in fifty

percent (50%) of performance evaluations from FY00 forward. Applicants who have not
received current performance evaluations, who otherwise meet all other criterion for the




program, will not be precluded from applying for Associate Status. The Authority agrees -
to performance evaluations in accordance with Article 11A Section 1. For years in which
less than fifty percent (50%) of performance appraisals are completed at the Authority,

the standard for Associate Status shall be "meets" or better in fifty percent (50%) of
performance evaluations from FYQ00 forward,;

provide proof of completion of one (1) continuing education/training course in the two
(2) years immediately preceding the application which will include Authority provided
training courses. Employees applying for the Authority-sponsored training will not be
unreasonably denied an opportunity to attend the training;

have a record of sick leave usage that is lower than the Authority wide average for the
previous three (3) years and by adding "and/or Small Necessities Leave Act" after Family
and Medical Leave Act. It is agreed that the calculation of an applicant's sick leave usage
shall not include periods of sick leave used while the employee is on Family and Medical
Leave Act leave.

have no disciplinary actions in their files issued during the previous three (3) years. For
these purposes disciplinary action shall be defined as a suspension in an employee's
personnel file which remains in the file subsequent to any grievance or arbitrations
relating to the disciplinary action.

C. Employees who are accepted by the Authority in accordance with the provisions of this
Section as "Associates" shall enjoy the following benefit:

1.

In the event of a lay-off in a multiple incumbent title within the division that is held by
one or more Associates, no Associate shall be laid off in advance of any non-Associate
employee irrespective of other selection criteria for lay-offs described elsewhere in the
Agreement; and

In the event of a lay-off in a multiple incumbent title within the division where the
Authority has adhered to the provisions of the above sub-section 1 of paragraph C and
must choose between two (2) or more Associates, the Associate with the least seniority
shall be laid off in advance of any other Associates.

In the event of a lay-off in a single incumbent title, the senior Associate laid-off shall
have first choice for any vacant position in a title at the same or lower grade in the
bargaining unit from a list of fillable/funded vacant positions provided by the Authority
for which the Associate is qualified. Any Associate who successfully bids into such a
vacant position for which the salary rate would be less than he/she achieved prior to the
layoff shall retain that rate and shall move forward on the salary schedule for the new
position when the salary rate for that position meets the Associate's former salary rate.

D. To apply for status as *Associate" at the Authority, an employee must submit a written




request to the Director, Human Resources. The Authority agrees to accept the application of any
employee who meets the eligibility requirements set forth in paragraph B of this Section. For
those applicants determined to be eligible by the Director of Human Resources, a letter of
acceptance as an Associate at the Authority shall be signed by the Executive Director and sent to
the applicant. The Authority agrees to place a copy of any such letter of acceptance in the
employee's respective personnel file.

E. Anemployee's "Associate” status will be reviewed every three years by the Director, Human
Resources or his’her designee to determine if the employee has maintained the eligibility
requirements necessary to retain their "Associate" status. In the event an employee has not
maintained the requirements as set forth in paragraph B of this Section, the employee will no
longer be designated an "Associate", however the employee may re-apply for "Associate” status
in the future should he/she meet the eligibility requirements.

ARTICLE 18
TRAINING AND CAREER LADDERS

Section 1.

The Authority and the Union recognize the importance of training programs, the development of
career ladders and of equitable employment opportunity structures and seek here to establish a
process for generating such program recommendations and their implementation.

Section 2.

The Labor/Management Committee shall have the responsibility of reviewing existing training
programs and career ladders and recommending changes therein,

Section 3.

Technological Change - To ensure that the introduction and implementation of technological
changes oceur in the most effective manner, a Labor/Management Committee, with equal
representation from the Authority and the Union shall be established. The purpose of the
Committee will include:

1. to review the impact of technological change;
2. to meet and discuss the impact of technological changes on such issues as methods of
introduction of new equipment and operating procedures, ergonomic specification, health

and safety issues, training and job redesign;

3. to develop and recommend specific training programs and/or procedures regarding use
and operation of}




4. to review specific problems as they arise.

ARTICLE 19
SAFETY AND HEALTH

Section 1.

The Authority and the Union will cooperate in the objective of reducing accidents and health
hazards. The Authority agrees to provide a safe, clean, wholesome surrounding in all places of
employment which shall include but not be limited to, any real property owned or leased by the
Authority. The Authority shall inspect such places of employment to maintain good repair, Such
inspections shall include, but not be limited to, the inspection of air ducts, extension cords,
plumbing, lighting, floors, ceilings and walls, stairs, roofs, ladders, tables, filing cabinets, lifting
devices, benches, chairs, heating equipment, electric devices, storage spaces, trucks, conveyor
belts, containers, packing cases, machines, tools and any other physical property used in any
place of employment. The Authority shall record the results of such inspections and shall be
responsible for correcting any deficiencies noted in such inspection. A written report of such
results and the corrections, if any, shall be provided to the Local Union's Safety and Health
Committee.

Section 2.

In locations such as confined spaces where valves or other control devices may be located, the
person in charge shall ascertain that no noxious or poisonous gases are present therein and that
sufficient oxygen exists before permitting any employee to enter the confined space for any
reason. When such gases are present, no unprotected employee shall be permitted to enter the
confined space without proper equipment until the situation is corrected. Harnesses and other
protective and/or retrieval devices must be used where any danger or perceived danger is present.
All confined spaces shall be entered in accordance with the Authority's written confined space
entry procedures. '

Section 3.

If a tool, machine, or piece of equipment is defective, worn out, or dangerous to operate because
of its condition the Authority shall not permit its use until it or its designee has certified that an
inspection has been made and such equipment is not defective, worn out, dangerous, or that such
equipment has been repaired or replaced.

Section 4.

Where it is necessary to make excavations, the Authority shall provide protective systems (e.g.,
proper shoring) in all circumstances where there is any reasonable probability of eminent danger.




Section 5.

The Authority shall at all times be concerned with the safety and health of employees. No
employee shall be required to use any tool, machinery or equipment unless such employee is
adequately oriented, experienced or familiar with its use.

Section 6.

The Authority shall issue instructions to all supervisory personnel to carry out the provisions of
this Article, The parties agree that all supervisors and all employees are responsible for
adherence to safe work practices. A copy of the provisions of this Article shall be provided to
each supervisor of unit employees. Supervisors are responsible for ensuring that copies of local
safety plans and standard operating procedures are made available to employees. Employees
must comply with local safety plans and standard operating procedures, as well as any other
safety and health related policies, practices procedures and directives issued by the MWRA.
Supervisors are responsible for ensuring that copies of local safety plans and standard operating
procedures are made available to employees so long as supervisors are notified of the availability
of any changes made to such documents. Employees must comply with local safety plans and
standard operating procedures, as well as any other safety and health related policies, practices,
procedures and directives issued by the MWRA.

Section 7.

When an employee reports any condition which he/she believes to be injurious or potentially
injurious to his/her health to the supervisor of a work location, the supervisor shall take all steps
necessary to correct the situation within his/her authority and shall report such complaint to the
Authority for prompt action and remedy. This shall include, but not be limited to, such things as
air quality, dust, odors, noise, ice on roofs and walkways, water quality and overexposure to
electronic display screens,

Section &.

Rules and regulations issued by the Division of Industrial Safety pertaining to the use of power
tools; for the prevention of accidents in window cleaning; for common drinking cups and
common towels in factories, workshops, manufacturing, mechanical and mercantile
establishments; for safeguarding power press tools; for toilets in industrial establishments; to
govern compressed air work; to establish safety rules and regulations and machinery standards;
relating to safe and sanitary working conditions in foundries; relative to benzol, carbon
tetrachloride and other substances hazardous to health; for the prevention of accidents in
construction operations; pertaining to structural painting; for the care of employees injured or
taken ill in industrial establishments; for safeguarding woodworking machinery; lighting codes
for factories, workshops, manufacturing, mechanical, mercantile and administrative
establishments; and any other rule or regulation adopted by the Department of Labor and
Industries (DLI) intended to govern the prevention of accidents or industrial diseases and not



inconsistent with the provisions of this Agreement are all incorporated herein, unless the
Authority demonstrates to the satisfaction of the Union that any such rule or regulation no longer
represents the position of DLI or the professional safety community.

Section 9.

A. The parties recognize that employees of the Authority involved in the following activities as
part of their work duties may be exposed to materials hazardous to their health, such as, but not
limited to:

1. Response to hazardous materials spills/incidents;

2. Inspection investigation of industrial and municipal wastewater treatment plants which
may be releasing toxic compounds into the waste stream;

3. Sewage transport and treatment;
4. Storage of geological borings and soil samples; and
5. Laboratory handling and analysis of samples collected in the above activities.

B. Such employees shall be offered a physical examination to include a chest x-ray and
immunization on an annual basis at no cost fo the employee.

Section 10.

Pregnant employees who work in conditions/situations deemed hazardous or dangerous to the
pregnancy by the attending physician may make & written request to the Authority for a
temporary reassignment within their job description or a comparable position, and may have their
duties modified or be reassigned for the duration of the pregnancy. Upon request by the
Authority, the employee will provide substantiating medical evidence. The Authority shall make
reasonable efforts to accommodate medically substantiated requests.

Section 11,

The Authority shall not make work assignments which expose inadequately equipped employees
to the harmful effects of hazardous substances as defined in Massachusetts General Laws
Chapter 21E, such as, but not limited to, asbestos, arsenic and PCBs.

Section 12.

Any safety and health related incident affecting an employee which may require generation of an
incident/accident report shall be made available to the Union.



Section 13,

Grievances involving the interpretation or application of the provisions of this Article may be
processed through Step III of the grievance procedure but may not be the subject of arbitration.

Section 14.

The Union shall be allowed to appoint at least one bargaining unit member to each Authority
Labor/Management Safety Committee which the parties agree deal with issues which directly
affect Local 9360 members.

Section 15,

"The Drug and Alcohol Testing Policy, attached as an Appendix E, shall apply to all bargaining unit
employees, and is incorporated herein by reference."

ARTICLE 20
ARBITRATION OF DISCIPLINARY ACTION

Section 1.

No employee who has been employed in the bargaining unit described in Article 1 of this
Agreement for six (6) consecutive months or more, and who has successfully completed his/her
initial probationary period, shall be discharged, suspended, or demoted on arbitrary, capricious or
unreasonable grounds. Any employee who severs his/her employment with the Authority must
serve an additional probationary period of six (6) consecutive months upon reemployment
whether in the same or a different job title. Any such employee will be considered a new
employee for purposes of this Article.

Section 2.

In the event that an employee is not given a hearing prior to the imposition of discharge or
discipline, then a grievance alleging a violation of Section 1 of this Article shall be submitted in
writing by the aggrieved employee to the Step 1 person designated by the Authority within eight
(8) working days of the date such action was taken, The grievance shall be treated as a Step 1
grievance and the grievance procedure as contained in Article 21 shall apply.

Section 3.

In the event that any employee is given a hearing prior to the imposition of discipline or
discharge, a grievance alleging a violation of this Article shall be submitted in writing by the
aggrieved employee to the division/unit director and Manager, Labor Relations within eight (8)
working days of the date such action was taken. The grievance shall be treated as a Step TII
grievance and the grievance procedure as contained in Article 21 shall apply.




Section 4.

As a condition precedent to submitting a grievance alleging a violation Section 1 of this Article,
the Union and the employee involved shall sign and give to the Authority, on a form prepared by
the Authority, a waiver of any and all rights to appeal the disciplinary action to any other forum
including the Civil Service Commission. The waiver shall include a declaration that no other
disciplinary review has been commenced.

Section 5.

Should the Union submit a grievance alleging a violation of Section 1 of this Article to
arbitration pursuant to the grievance procedure as contained in Article 21 of this Agreement, the
arbitration shall be conducted on an expedited basis.

An employee and/or Union shall not have the right to grieve, pursuant to this Article, disciplinary
action taken as a result of the employee engaging in a strike, work stoppage, slowdown, or
withholding of services uniess the Union alleges that the employee did not engage in such
conduct.

ARTICLE 21
GRIEVANCE AND ARBITRATION PROCEDURE

Section 1.

The term "grievance” shall mean any dispute concerning the application or interpretation of the
terms of this Agreement.

Section 2.

The grievance procedure shall be as follows:

Step 1

An employee and/or the Union shall submit a grievance in writing to the person designated by
the Authority for such purpose not later than twenty-one (21) calendar days after the date on
which the alleged act or omission giving rise to the grievance occurred or after the date on which
there was a reasonable basis for knowledge of the occurrence. The person so designated by the

Authority shall reply in writing to the employee and the Union by the end of seven calendar days
following the date of submission. '

Step II

In the event the employee or the Union wishes to appeal an unsatisfactory decision at Step 1, the
appeal shall be presented in writing to the person designated by the Authority for such purpose:



within ten (10) calendar days following the receipt of the Step 1 decision. The person so
designated shall meet with the employee and/or the Union for review of the grievance and shall
issue a written decision to the employee and the Union within fourteen (14) calendar days
following the day on which the appeal was filed.

Step II

In the event the employee or the Union wishes to appeal an unsatisfactory decision at Step II, the
appeal must be presented to the Manager, Labor Relations or his/her designee within seven (7)
calendar days of the receipt of the unsatisfactory decision. The Manager, Labor Relations or
his/her designee shall issue a written reply by the end of twenty-one (21) calendar days following
the day on which the appeal was filed, or, if a meeting is held with the employee and/or the
Unton including the Representative of the International Union, by the end of fourteen (14)
working days following the close of the meeting. Except in unusual and extraordinary
circumstances, the Authority will hold meetings on Step III grievances and every effort will be
made to hold such meeting within fourteen (14) working days following the filing of the appeal.

In grievance cases involving non-selection, Step Il meetings shall be conducted and decisions
rendered by a panel of three (3) management employees designated by the Manager, Labor
Relations, At least two (2) of the management employees so designated shall be from divisions
other than that in which the non-selection occurred. All procedures and timelines governing the
Step M1 process shall apply.

Step IV

Grievances unresolved at Step III may be brought to arbitration solely by the Representative of
the International Union by filing with the Manager, Labor Relations or his/her designee, within
twenty-one (21) working days of the receipt of the Step III decision, a completed Request for
Arbitration form.

Section 3.

The parties will attempt to agree on an arbitrator on a case-by-case basis. Failing such agreement
within ten (10) calendar days of the Labor Relations Manager's (or his/her designee's) receipt of
the Request for Arbitration, the Union may file said Request for Arbitration with the American
Arbitration Association under its Voluntary Labor Arbitration Rules.

Section 4.

Once arbitration has been requested by the Union, a hearing shall be held no later than twelve
{12) months from such request. If a hearing is not held within the twelve (12) month period, due
to inaction of the Union, the grievance is thereby withdrawn with prejudice but without
precedence.



Section 3.

The arbitrator shall have no power to add to, subtract from, or modify any provision of this
Agreement or to issue any decision or award inconsistent with applicable law. The decision or
award of the arbitrator shall be final and binding in accordance with Massachusetts General
Laws, Chapter 150C.

Section 6.

All fees and expenses of the arbitrator, if any, which may be involved in the arbitration
proceeding, shall be divided equally between the Union and Authority. Each party shall bear the
cost of preparing and presenting its own case.

Section 7.

If a decision satisfactory to the Union at any level of the grievance procedure other than Step IV
is not implemented within a reasonable time, the Union may re-institute the original grievance at
the next step of the grievance procedure. A resolution of a grievance at Step I or Step II shall not
constitute a precedent.

Section 8.

If the Authority exceeds any time limit prescribed at any step in the grievance procedure, the
grievant and/or the Union may assume that the grievance is denied and invoke the next step of
the procedure, except, however, that only the Union may request impartial arbitration under Step
IV. However, no deadline shall be binding on the grievant and/or the Union until a required
response is given.

Section 9.

Any step or steps in the grievance procedure, as well as time limits prescribed at each step of this
grievance procedure, may be waived by mutual agreement of the parties in writing.

Section 10.

The Authority shall designate a person or persons to whom grievances may be submitted at Step I
and Step IL

Section 11.
A Union representative or steward, whichever is appropriate, shall be notified of grievances filed

by an employee on his behalf and shall have the opportunity to be present at grievance meetings
between the employee and the Authority held in accordance with the grievance procedure.




Section 12

The Union and the Authority may utilize the following expedited arbitration procedure, in place
of the normal arbitration procedure as set forth in Section 2, Step Il and Sections 3 and 4 above:

A. In order to invoke the expedited arbitration procedure set forth below, the Union shall notify
the Authority in writing by filing with the Manager, Labor Relations or his/her designee that it
wishes to invoke the following expedited arbitration procedure, and shall also submit with such
notice a completed Request for Arbitration form.

B. The Authority shall respond to the Union's notice within five (5) workdays of receipt of the
notice. If the Authority agrees to use the expedited procedure, or if the Authority fails to
respond, the Union shall notify one (1) of the three (3) arbitrators listed below, as their names
appear in rotation, and call for a hearing within three (3) weeks. The Authority shall be required
to attend the hearing or forfeit the grievance. The three (3) arbitrators who will hear and decide
any expedited arbitration that may arise from time to time are:

L.
3.

C. Except for good cause, the arbitrator shall have no power to delay the hearing and shall
render an interim decision at the close of the presentation of any evidence; no briefs shall be
submitted at this state of the proceedings.

D. Itis the intent of the parties to obtain a decision within twenty-four (24} hours after the close
of evidence and for the hearing to be completed the same day it commences. If the parties have
not been permitted to complete the testimony of its witnesses, the hearing shall either continue
that day or continue the next day until completed. However, in no event, shall the hearing be
postponed for more than one (1) day, nor the interim decision delayed for more than one (1) day.

E. Inthe event either party wishes to challenge the interim award, that party may request the
opportunity to present further evidence or argument, but the interim decisions shall be
implemented until such time as a further hearing is held and new decision rendered.

F. Anunchallenged interim decision shall not be a precedent for any other disputes, and shall be
without prejudice to any other grievance or arbitration, Such a decision will not be admissible in

any other arbitration proceeding.

G. Sections 5 through 9 of this Article shall apply to proceedings held under this Section.




ARTICLE 22
- PERSONNEL RECORDS

Section 1.

Each employee shall have the right, upon request, to examine and copy any and all material,
including any and all evaluations, contained in any personnel records concerning such employee.
The Union shall have access to an employee's records upon written authorization by the
employee involved.

Section 2.

Whenever any material, including evaluations, is inserted into the personnel file or records of an
employee, such employee shall be promptly notified and given a copy of such material.

Section 3.

A. The Union or any employee may challenge the accuracy or propriety of such material and
personnel evaluation by filing a written statement of the challenge in the personnel file.

B. Anemployee may file a grievance based on a personnel evaluation or on any material either
of which results in a negative action. Said material will be found to violate this Agreement only
if it is arbitrary, discriminatory or contains factual allegations which are clearly erroneous. Upon
a determination at any step of the grievance procedure that such personnel evaluation, any other
material, or portion thereof, is either inaccurate or improperly placed in such employee's
personnel records, such inaccurate evaluation, material, or portion thereof, shall be removed from
the file, together with any of the employee's statements in response thereto.

C. Except as provided in Article 11A, performance evaluations may not be reviewed or set aside
by any third party.

ARTICLE 23
MANAGERIAL RIGHTS/PRODUCTIVITY

Section 1.

Except as otherwise limited by an express provision of this Agreement, the Authority shall have

. the right to exercise complete control and discretion over its organization and technology
including but not limited to the determination of the standards of services to be provided and
standards of productivity and performance of its employees; establish and/or revise personnel
evaluation programs; the determination of the methods, means and personnel by which its
operations are to be conducted; the determination of the content of job classifications; the
appointment, promotion, assignment, direction and transfer of personnel; the suspension,
demotion, discharge or any other appropriate action against its employees; the relief from duty of




its employees because of lack of work or for other legitimate reasons; the establishment of
reasonable work rules; and the taking of all necessary actions to carry out its mission in
emergencies.

Section 2.

Delivery of services to the public in the most efficient, effective, and productive manner is of
paramount importance to the Authority and the Union. Such achievement is recognized to be a
goal of both parties as they perform their respective roles and meet their responsibilities.

Section 3.

It is acknowledged that during the negotiations which resulted in this Agreement, the Union had
the unlimited right and opportunity to make demands and proposals with respect to all proper
subjects of collective bargaining. Therefore, for the life of this Agreement, this Agreement shall
constitute the total agreement between the parties and the Union agrees that the Authority shall
not be obligated to any additional collective bargaining, except as specifically provided for in this
Agreement.

Section 4.

Any prior agreement covering employees in this bargaining unit shall be terminated upon the
effective date of this Agreement and shall be superseded by this Agreement.

ARTICLE 24
LABOR/MANAGEMENT COMMITTEE

Section 1.

In order to provide a means for continuing communications between the parties and for
promoting a climate of constructive employee relations, a Labor/Management Committee shall
be established which shall consist of up to five (5) representatives designated by the Authority
and up to five (5) representatives designated by the Union.

Section 2.

The Committee shall meet at least quarterly. Such meetings shall not be for the purpose of
discussing pending grievances or for the purpose of conducting negotiations on any subject. The
topics discussed shall relate to the general application of this Agreement and to other matters of
mutual concern including improvement of Authority/employee relations and improvement of
productivity.



ARTICLE 24A
COMMON INTEREST FORUM

In order to provide an open forum for discussions between the Union and MWRA
executive/management staff a common interest forum shall be established. There shall be up to
five (5) representatives designated by the Authority, and up to five (5) representatives designated
by the Union. Meetings of the Common Interest Forum will occur at least quarterly. Such
meetings shall not be for the purpose of discussing pending grievances or for the purpose of
conducting negotiations on any subject.

The topics discussed will relate to matters of common interest and mutual concern relative to the
Authority's efforts to carry out and complete its public mission. First aid care and the impact of
pending state or federal legislation on the Authority and its mission are examples of items of
Common Interest. The Forum will provide to bargaining unit members through their elected
representatives an opportunity to lend their skills and expertise to assisting in the resolution of
such items and supporting mutually agreed upon solutions.

ARTICLE 25
NO STRIKES

Section 1.

Neither the Union nor any employee shall engage in, induce, encourage or condone a strike, work
stoppage, slowdown or withholding of services by employees.

Section 2.

The Union shall exert its best efforts to prevent any violation of Section 1 of this Article and, if
such action does oceur, exert its best efforts to terminate it.

ARTICLE 26
SAVINGS CLAUSE

In the event that any Article, section or portion of this Agreement is found to be invalid or shall
have the effect of loss to the Authority of funds made available through federal law, rule or
regulation, then such specific Article, section or portion shall be amended to the extent necessary
to conform with such law, rule or regulation, but the remainder of this Agreement shall continue
in full force and effect. Disputes arising under this Article shall be discussed with the Manager,
Labor Relations and may be submitted by the Union to arbitration.




ARTICLE 27
DURATION

This Agreement shall be for the three (3) year period from July 1, 2017 through June 30, 2020,
and the terms contained herein shall become effective upon ratification by the Union and
approval by the MWRA Board of Directors, unless otherwise specified. Should a successor
agreement not be executed by June 30, 2020, this Agreement shall remain in full force and effect
until a successor agreement is executed. At the written request of either party, negotiations for a
successor agreement will be commenced on or after April 1, 2020. Any written requests made
under this Article shall be made by registered mail; and, if by the Authority, be addressed to
United Steelworkers, 100 Medway Road, Suite 403, Milford, Massachusetts 01757 and if by the
Union, to the Manager of Labor Relations, Massachusetts Water Resources Authority, 100 First
Avenue, Charlestown Navy Yard, Boston, Massachusetts 02129.



MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Executive Director Fax: (617) 788-4899
TTY: (617) 788-4971

April 13,2018

Stephen Finnigan, Sub District Director
United Steelworkers Local 9360

100 Medway Road — Suite 403

Milford, MA 01757

Re: Holiday Pay if at Compensatory Time Cap
Dear Mr. Finnigan: |

This letter will serve to confirm the understanding reached between the parties during negotiations of
the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority
(the “MWRA™) and the United Steelworkers, Local 9360 (“USW 9360) regarding the following issue:

Unit 6 operational employees assigned to the Deer Island Treatment Plant who are required to work
the Christmas Eve 3 — 11 shift or on Thanksgiving Day or Christmas Day and whose compensatory
time bank is at the eighty (80) hour cap shall be compensated with two (2) payments of “holiday pay”
in addition to their regular pay for the day.

The parties agree to meet and confer to discuss other, unanticipated, scenarios that may arise after the
implementation of this side letter.

Your signature below will indicate that the above does constitute the understanding reached by the
parties.

Sincerely,

Steve “Perry, Mm Relations

and Workers’ Compensation

Stephe J.
US%VeSub ]_f)ljsmct Direc Qo)
MRd ot

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129 '

Frederick A. Laskey _ Telephone: (617) 242-6000

Executive Director Fax: (617) 788-4899
: TTY: (617} 788-4971

April 13,2018

Stephen Finnigan, Sub District Director
United Steelworkers Local 9360

100 Medway Road — Suite 403

Milford, MA 01757

Re: Holiday Saved Bank
Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during the negotiations
of the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources
Authority (“the MWRA™) and the United Steelworkers, Local 9360 (“USW 9360”) regarding the
following issue:

The MWRA and the Union agree that an employee who is required to work on a holiday shall receive
a “holiday saved” day in addition to his/her regular rate of pay for the day. The holiday saved” day
should be used within sixty (60) days of accrual. - If a “holiday saved” day cannot be granted by the
Authority because of shortage of personal or other reasons, the “holiday saved” day shall be transferred
to the employees vacation balance after sixty (60) days.

Your signature below will indicate that the above constitutes the understanding reached by the parties.

Stéve Perry, Manager, Labor Relations

and Workers Compensation

Stephen J.
USW Sub District Director

QL‘B\M A C 0~./Jf€_~w

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Exectitive Director Fax: (617) 788-4899
TTY: (617) 788-4971

April 13, 2018

Stephen Finnigan

USW Local 9360

100 Medway Road — Suite 403
Milford, MA 01757

Re: Less Than Full-Time Sick Leave Buyback
Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiations of the
2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority (the
“MWRA”) and the United Steelworkers, Local 9360 (“USW 9360) regarding the following issue:

The parties agree that employees who are less than full-time and choose to participate in the party’s sick
leave buyback program shall be allowed to buy back sick leave equivalent to their regularly scheduled work
week. For example, an employee who’s regularly scheduled work week is four (4) or three (3) days shall
be allowed to buyback four (4) or three (3) days, the equivalent days to their regularly scheduled work
week, provided that they have earned their full complement of sick leave credits during the preceding year
and have a balance equivalent to at least three (3) weeks of their regularly scheduled work week. Employees
who contribute one (1) day sick leave per vear to the Short Term Disability Bank shall not have that one
(1) day included in the amount of days used for that year.

Your signature below will indicate that the above does constitute the understanding reached by the parties.

Sincerely,

Steve Perry, Managér, Labor Relations
and Workers’ Compensation

: '_x ™22, Gl TN
Stephen J. Fin higan
USW Sub District Director

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000
Executive Director

Fax: (617) 788-489%
TTY: (617} 788-4971

April 13, 2018

Stephen Finnigan

USW Local 9360

100 Medway Road — Suite 403
Milford, MA 01757

Re: Time Clocks

Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiations of the
2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority (the
“MWRA™) and the United Steelworkers, Local 9360 (“USW 9360”) regarding the following issue:

MWRA intends to implement an electronic time reporting system. Employees will be required to swipe an
electronic card reader or similar device at the beginning and end of each day to record their work hours on
a daily basis. The recorded time entry information will be utilized to calculate an employee’s weekly hours

of work.

The MWRA will not implement this new time procedure for this bargaining unit until it is implemented
across all MWRA bargaining units. The MWRA shall provide the Union with sixty (60) days notice prior
to implementation and agrees to provide the union the opportunity to further discuss this change. Further,
the MWRA will address issues and concerns raised by the Union prior to implementation. Subsequent to
the implementation, the MWRA agrees to meet with the Union to discuss implementation issues.

Your signature below will indicate that the above does constitute the understanding reached by the parties.

Sincergly,

Stede Perry, Man#ger, Labor Relations

and Workers® Compensation

N

Stephen'J. R@igan N
USW Sub District Director

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Executive Director Fax: (617) 788-4899
TTY: (617) 788-4971

April 13,2018

Stephen Finnigan \
USW Local 9360 k
100 Medway Road — Suite 403
Milford, MA 01757

Re: Written Warning Review

Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiations
of the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority
(the “MWRA”) and the United Steelworkers, Local 9360 (“USW 9360”) regarding the following issue:

MWRA agrees to review Written Warnings issued to an employee in eighteen (18) month intervals,
provided that the employee has not engaged in any inappropriate conduct which resulted in additional
disciplinary action during this period. Eighteen (18) months after issuance of a written warning, the
MWRA will make a determination as to whether the Written Warning may be expunged from the
employee’s personnel record. Where MWRA has determined, after eighteen months, that the warning may
not be expunged, the warning shall be expunged eighteen (18) months later, provided the employee has not
engaged in any inappropriate conduct which resulted in additional disciplinary action during this period.
Written warnings related to violations of civil rights, violence in the workplace or sexual harassment shall
not be affected by this letter and the MWRA retains its discretion to retain such letiers in the employee’s
personnel file.

Your signature below will indicate that the above does constitute the understanding reached by the
parties.

Sincerely,

Steve Perry, Managér, Labor Relations

and Workers® Compensation

QM—B\W d CoNeor

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey - Telephone: (617) 242-6000

Executive Director Fax: (617) 788-4899
- TTY: (617) 788-4971

April 13, 2018

Stephen Finnigan, Sub District Director
United Steelworkers Local 9360

100 Medway Road — Suite 403
Milford, MA 01757

Re: 2017 — 2020 One-Time Payment
Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiations
of the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources
Authority (the “MWRA”) and the United Steelworkers, Local 9360 regarding the following issue:

All employees in the previously reclassified pay grade 14 will receive a one-time payment in the
amount of $1,380 on or about June 30, 2018, $1,380 on or about June 30, 2019 and $1,380 on or
about June 30, 2020. The aforementioned one-time payment for employees in the previously
reclassified pay grade 14 will cease to be provided after June 30, 2020. In addition, MWRA will
consider these payments as regular compensation and will treat payments as such and will
therefore include these payments in the calculation of salary for purposes of retirement.

Your signature below will indicate that the above does constitute the understanding reached by the

L

Steve Perry
Manager, Labor Relations and Workers’
Compensation

Sincerely,

USW Sub District Director

"Q;&_@,,ol (oo

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Executive Director ' Fax: (617) 788-4899
- TTY: (617) 788-4971

April 13,2018

Stephen Finnigan

United Steel Workers, Local 9360
100 Medway Road-Suite 403
Milford, MA 01757

Re: Labor Coalition and Management Comumittee
Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached by the parties during negotiations of
the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority
(the “MWRA”} and the United Steel Workers Local 9360 (“USW Local 9360°) regarding the following
issue: Article 6 section 5;

The MWRA agrees to establish a Labor Coalition and Management Committee to review and
address the issue of substance abuse dependency. The committee shall work jointly to make
recommendations to the MWRA’s Executive Director about programs or ways through which the MWRA
can assist employees.

If the Committee agrees to implement a program or policy prior to the next successor agreement
negotiations, it is agreed that the newly created policy will supersede the specific changes made to the
MWRA’s Drug and Alcohol Testing Policy during these negotiations.

This agreement does not alter the MWRA’s existing Drug and Alcohol Testing Policy as contained
in the collective bargaining agreement between the parties.

Your signature below will indicate that the above constitutes the understanding reached by the
parties.

Sincerely,

Steve Perry
Manager, Labor Relations and
Workers” Compensation

@la... d  Cacker

Richard Carter, President
USW 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Tetephone: (617) 242-6000

Executive Director Fax: (617) 788-4859
TTY: (617) 788-4971

April 13, 2018

Stephen Finnigan

USW Local 9360

100 Medway Road — Suite 403
Milford, MA 01757

Re:  EAP 24 Hour Emergency Services

Dear Mr. Finnigan:

This letter will serve to continue the understanding reached between the parties 'during
negotiations of the 2017-2020 collective bargaining agreement between the Massachusetts Water
Resources Authority (the “MWRA™) and the United Steelworkers Local 9360 (“USW Local 9360°")

regarding the following issue:

MWRA is committed to working with its current Employee Assistance Provider to identify
substance abuse assistance programs that provide 24 hour assistance in the admittance to a substance
abuse program. '

Your signature below will indicate that the above does constitute the understanding reached by
the parties.

Sincerely,

M

Steve Perry, Manager, Labor Relations
and Workers’ Compensation

Q&w& (owee

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Buitding 39
Baston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Executive Director Fax: (617) 788-4899
TTY: (617) 788-4971

April 13,2018

Stephen Finnigan, Sub District Director

United Steelworkers Local 9360

100 Medway Road — Suite 403
_Milford, MA 01757

Re: Steps on the Salary Chart Review

Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiations
of the 2017-2020 collective bargaining agreement between the Massachusetts Water resources Authority
(the “MWRA™) and the United Steelworkers Local 9360 (“USW Local 9360”) regarding the following

1ssue:

Subsequent to the ratification and execution of the Collective Bargaining Agreement the MWRA
agrees to meet with representatives from the union to review and discuss the relevance of the number of
steps on the current salary chart. MWRA and the Union shall each assign 3 representatives to this
committee. This committee shall meet every other month beginning within 30 days of the ratification of the
successor agreement.

Your signature below will indicate that the above constitutes the understanding reached by the
parties.

Sincerely,

Steven Perr;,m:[,abor Relations

and Workers’ Compensation

Stephen I'i
USW Sub District Director

Q’“D\W‘Q CoAe—~

Richard Carter, President
USW Local 9360




MASSACHUSETTS WATER RESOURCES AUTHORITY

Charlestown Navy Yard
100 First Avenue, Building 39
Boston, MA 02129

Frederick A. Laskey Telephone: (617) 242-6000

Executive Director ' Fax: (617) 788-4899
TTY: (617) 788-4971

Aprif 13, 2018

Stephen Finnigan

USW Local 9360 -
100 Medway Road — Suite 403

Milford, MA 01757

Re:  Call Back Pay
Dear Mr. Finnigan:

This letter will serve to confirm the understanding reached between the parties during negotiation of
the 2017-2020 collective bargaining agreement between the Massachusetts Water Resources Authority
(the “MWRA”) and the United Steelworkers Local 9360 (“USW Local 9360”) regarding the following
issue: Article 6 section 5;

Any calls that typically involve the initiation of a chain of events for follow up response will be eligible
for two hours of overtime pay. An example of a chain of events could include the receipt or initiation
of at least two or more phone calls within a two hour period that involve and require substantive and
significant work. Simply answering 2 telephones calls requiring a known response (i.e. location of a
document; providing name to contact for a particular issue) is not being called back to work. Also,
simply forwarding emails or responding via any communication vehicle (i.e. email; telephone or
texting) without having to engage in any significant work to provide an answer is not being called back
to work.

Your signature below will indicate that this does in fact represent the understanding.

Sincgrely,

Steve Perr:y, anager Labor Relations
and Workers® Compensation

Stephen Fi \E
USW Sub District Director

QH—D\W(\ ’ emta_

Richard Carter, President
USW Local 9360




APPENDIX A

TITLE
Administrative Assistant I

Contract Administrator

Data Analyst, Meter Data

Financial Planner

Special Projects Coordinator
Statistician

Workforce Development Coordinator

Administrative Manager

Data Management Supervisor
Environmental Info Analyst
Head Administrative Assistant
IS Development Specialist
Library Supervisor

Payroll Administrator
Programmer Analyst 11
Security Monitor

Sr. Accountant

Sr. Compliance Monitor

Sr. Operator/E-Mail Administrator
Supervisor, Trans/Courier/Mail
Systems Analyst/Programmer I
Technical Support Analyst

Hardware Maintenance Specialist
IS Project Leader

IS Project Leader, DITP Systems
Operations Liaison

Payroll Specialist

Project Mgr, Graphic Design
Public Access Coordinator
Security Services Admin

Senior AP Specialist

Sewerage Quality Database Coordinator

Sr. Analyst, CSO

Sr. Auditor

Sr. CEB Analyst

Sr. Contract Administrator

Sr. Contract Administrator, Tun
Sr. Financial Analyst

Sr. Systems Analyst

Sr. Training Specialist
Statistical Super, Meter Data

GRADE

~J

00 00 OO OO O o0

NOND ND WD ND D ND WO D MDD ND D\




Assistant Finance Manager
Asst Grants Manager
Database Analyst

Database Analyst/Programmer
Deputy Payroll Manager
Financial IS Project Leader
Insurance Officer
Librarian/Records Manager
Program Manager, Training
Project Manager, Meter Data
Project Manager, MIS

Project Manager, School Ed
Real Property Project Manager
Supervisory Auditor

System Analyst/Programmer III
Technical Support Specialist

Accounts Payable Manager
Administrative Services Manage
Area Manager

Area Manager, Elec/Piping
Area Manager, HVAC & I/C
Area Manager, Mech/Primary
Arca Manager, Residuals

Arca Manager, Secondary
Assistant Contracts Manager
Cash Manager

Claims Management Specialist
Deputy Purchasing Manager
Facilities Manager

Investment Manager

I'T Project Manager 111

Manager, Contract Admin
Manager, Fin & Spec Projects
Manager, Finance & Admin
Manager, Power Generation
Manager,Coordination & Control
Materials Coordination Manager
MBE/WBE Program Manager
Mgr, Analysis & Tech Support
Prog Mgr, Monitor & Compliance
Program Manager

Program Manager, MIS
Program Manager, MIS Ops
Program Manager, Network Sr.v
Program Manager, Tech Info
Program Mgr, Tech Services
Shift Operations Manager

Sr. Systems Manager

Systems Administrator 111
Warehouse Manager

Work Coordination Center Mgr

11
11
11
11
11
11
11
11
11

11

11
11
11
11
11
11

12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12




Accounting Manager

Assets Manager

Assist Manager Rates, Rev & Fin
Community Relations Manager
Deputy Contracts Manager
Headworks Manager

IS Custom Support Manager
Manager, DI Admin & Finance
Manager, Emergency Planning
Manager, Facilities & Admin
Manager, Finance

Manager, Risk Management
Manager, Vehicle Maintenance
Manager, Facilities Mgmt
Materials Manager

Network & Systems Manager
Payroll Manager _
Sr. Program Mgy, IS Security
Sr. Shift Manager

Sr. Staff Counsel

13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
13
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APPENDIX C

CHANGE OF POSITION REQUEST

UNIT 6 (USW 9360)

Date Submitted:
Name;:
Address:
Position Held: Location:
Position Sought: Location:
Date of Hire into Present Job Title:
Date:

Signature of Employee
Date:

Division Director
Date:

Manager, Labor Relations and Workers” Comp.

Employees secking a change of position shall submit a written application on this form to the
Division Director. The division shall forward a copy of this application form to the Manager,
Labor Relations and Workers” Compensation of the Human Resources Department. A request
for change of position will remain valid until the end of the fiscal year in which it is submitted.
Employees who wish to withdraw such request shall notify the Division Director in writing.
Once an employee accepts a position sought through this procedure, the employee will have no
right to return to his‘her former position.




APPENDIX D .
Unit 6 Retention Schedule

7/1/2017
1.5%
24 25 26 27 28
9 $1,611.80 $1,644.14 $1,676.90 $1,710.51 $1,761.88
10 $1,774.07 $1,809.54 $1,845.71 $1,882.66 $1,939.24
11 $1,952.58 $1,991.64 $2,031.52 $2,072.04 $2,134.41
12 $2,147.32 $2,190.20 $2,234.01 $2,278.69 $2,347.19
6/30/2018
24 25 26 27 28
9 $1,644.04 $1,677.02 $1,710.44 $1,744.72 $1,814.74
10 $1,809.55 $1,845.73 $1,882.63 $1,920.31 $1,997.41
11 $1,991.63 $2,031.47 $2,072.15 $2,113.48 $2,198.44
12 $2,190.26 $2,234.01 $2,278.69 $2,324.26 $2,417.60
6/29/2019
24 25 26 27 28
9 $1,676.92 $1,710.56 $1,744.65 $1,779.61 $1,869.18
10 $1,845.74 $1,882.65 $1,920.28 $1,958.71 $2,057.34
11 $2,031.47 $2,072.10 $2,113.59 $2,155.75 $2,264.39
12 $2,234.07 $2,278.69 $2,324.27 $2,370.75 $2.,490.13




APPENDIX E

MWRA Drug and Alcohol Testing Policy
(1) An employee shall be subject to an immediate drug and/or alcohol test if:

(i} Probable cause of drug and/or alcohol use is determined by the Director of Human Resources
or his’her designee following a written request, including email, from the employee’s
manager. Probable cause may be based, as examples, upon the following or other comparable
fact patterns:

* Observable phenomena, while on duty, such as direct observation of illegal use or
possession of drugs and/or alcohol and/or the physical symptoms of being under the
influence of a controlled substance or alcohol.

¢ A pattern of abnormal conduct or erratic behavior while on duty (i.e. slurred speech,
uncoordinated movement or gait, stupor, impaired judgment, or accidents or other
disoriented behavior not obviously attributable to other factors.)

or

(ii) An employee is involved in an “accident” with accident being defined as an unplanned,
unexpected and unintended event which:

a. initially appears to have been caused wholly or partially by an employee, and
b. occurs on MWRA property or on MWRA business or in an MWRA vehicle AND

(1) results in a fatality; or

(i) an injury to him/herself or another person requiring immediate medical attention;
(iii) damage to property in excess of two thousand doilars ($2,000.00);

(iv) observation or a report of dangerous or erratic operation of equipment or vehicle; or
(v) aresponse by local or state police.

All employees involved in an accident must report such accident to his/her supervisor
immediately. A failure to report such incident will result in disciplinary action.

(iii) When a manager learns of or observes facts or circumstances that suggest probable cause
exists as described in (1) (i) above or that an employee has been involved in an accident as
described in (1) (ii) above, he/she must immediately submit a written request, including
email, to the Director of Human Resources or his/her designee for a drug and/or alcohol test
stating the reasons for the request.

The Director of Human Resources or his’her designee will approve or deny such request in
writing, including e-mail, and will immediately notify the Union of its determination, in writing,
including email, that there is a basis to subject the employee to a drug and/or alcohol test.

An employee required to undergo drug testing under this policy shall be placed on administrative
leave with pay pending the outcome of the test results. However, in the instance where the
MWRA’s Drug/Alcohol vendor notifies the MWRA that it is contacting the employee to discuss
the test results, or the employee has tested positive for drugs, or the employee failed to submit to
a test (including failure to proceed directly to the testing facility as directed, failure to provide
adequate amount of urine for testing or failure to complete all of the necessary paperwork or




provided two (2) dilute samples {except for cases where the employee has a documented medical
condition) or the employee has tampered with a test or test sample, or there is indication of
tampering, the employee will be placed upon leave without pay immediately upon the MWRA’s
notification by the MWRA’s Drug/Alcohol vendor.

In instances where a sample is deemed dilute, upon notice from the Authority, the employee shall
provide an additional sample for testing within two (2) hours of notification. When the employee
provided two (2) submissions of dilute samples (except for cases where the employee has a
documented medical condition) the employee shall be subject to 2 minimum thirty (30) calendar
day suspension.

(iv) Testing will be performed as soon as practicable after an accident and as soon as practicable
following a determination of probable cause, but no later than eight (8) hours after an
accident or a determination of probable cause unless due to circumstances beyond the
employee’s control. Employees required to undergo drug testing under this policy shall be
subject to drug testing for amphetamines, Cocaine, Marijuana, opiates, Phencyclidine (PCP),
barbiturates, benzodiazepines, Oxycodone, Ecstasy and inhalants. Drug and/or alcohol testing
will be conducted in accordance with U.S. DOT regulations governing the testing of holders
of Commercial Drivers Licenses and/or the MWRA Drug and Alcohol Testing Policy. A
Union representative may accompany the employee to the testing facility.

(2) When an employee is tested for drugs and/or alcohol based on probable cause and tests positive, but
the employee has not been involved in an accident as described in (1) (ii) above nor has the employee
been involved in any other violation of MWRA policy, the employee shall be immediately removed
from his/her duties and the following will occur:

(i) The employee will be subject to a maximum fifteen (15) day suspension, provided however,
if the employee claims a substance abuse dependency, the employee will be referred to a
Substance Abuse Professional from the MWRA Employee Assistance Program (“EAP”) for
evaluation. The EAP provider will make a recommendation for treatment. If the employee
successfully completes all recommended treatment, including any in-patient or intensive
outpatient program, the employee may return to work without serving the maximum fifteen
(15) work day suspension. In the event that an employee does not claim substance abuse
dependency, the employee shall receive a maximuin fifteen (15) day suspension, and upon
his/her return to work will be subject to random testing set forth below.

If the EAP provider recommends an in-patient program, the employee will be allowed to
utilize available leave time for attendance at this program. If, prior to returning to work,
completion of all recommended treatment is not feasible as determined solely by MWRA and
its EAP professionals, then the employee will be required to demonstrate substantial
compliance with the treatment recommendations. In either case, the employee must be
cleared to return to work by the MWRA EAP professionals and pass a return to duty drug and
alcohol test. Continued participation and cooperation with the recommended treatment
program will be a condition of an employee’s return to work. If the employee fails to
continue in the treatment prescribed, subsequent to a return to work, the employee will be
subject to a maximum fifteen (15) day suspension.

Upon return to work, the employee will be subject to unannounced, follow-up testing for a

period of twelve (12) months. If the employee tests positive anytime during the twelve (12)
month period, his/her employment will be terminated except in the case of a second positive
Marijuana test for which the employee will be subject to a minimum thirty (30) calendar day




suspension. Any positive drug and/or alcohol test result subsequent to the first positive test,
including but not limited to the twelve (12) month foliow-up will result in termination of
employment except in the case of a second positive Marijuana test. If the employee tests
positive for Marijuana a third time {within a five (5) year period as referenced in #4 below)
during the twelve (12) month period or anytime thereafter, his/her employment will be
terminated.

(ii) If an employee fails to submit to a test (including failure to proceed directly to the testing
facility as directed, failure to provide adequate amount of urine for testing or failure to
complete all of the necessary paperwork or provided two (2) dilute samples (except for cases
where the employee has a documented medical condition) or the employee has tampered with
a test, or test sample, the employee shall be immediately removed from his/her duties and
subject to a minimum thirty (30) calendar day suspension on the first occasion and will be
subjected to the procedures set forth in 3 (i) below; any subsequent occasion where an
employee fails to submit to a test (including failure to proceed directly to the testing facility
as directed, failure to provide adequate amount of urine for testing or failure to complete all
of the necessary paperwork or provided two (2) dilute samples (except for cases where the
employee has a documented medical condition) or the employee has tampered with a test, or
test sample, will result in the termination of the employee’s employment.

(3) When an employee is tested for drugs and/or alcohol as a result of his/her involvement in an accident
as described in (1) (ii) above, or as a result of probable cause and misconduct and/or a violation of
another MWRA. policy, and a determination is made that an employee’s test for drugs and/or alcohol
is positive or an employee has refused to submit to a test (including failure to proceed directly to the
testing facility as directed, failure to provide adequate amount of urine for testing or failure to
complete all of the necessary paperwork or provided two (2} dilute samples (except for cases where
the employee has a documented medical condition) or an employee has tampered with a test, or test
sample, the employee shall be immediately removed from his/her duties and subject to a minimum
thirty (30)calendar day suspension and the following will occur:

(i) The employee will be referred to a Substance Abuse Professional from the MWRA EAP for
evaluation. The EAP provider will make a recommendation for treatment. The employee
must successfully complete all recommended treatment, including any in-patient or intensive
outpatient program prior to returning to work.

If, prior to returning to work, completion of all recommended treatment is not feasible as
determined solely by MWRA and its EAP professionals, then the employee will be required
to demonstrate substantial compliance with the treatment recommendations. In either case,
the employee must be cleared to return to work by the MWRA EAP professionals and pass a
return to duty drug and alcohol program. Continued participation and cooperation with the
recommended treatment program will be a condition of an employee’s return to work. If the
employee fails to continue in the treatment prescribed, subsequent to a return to work, the
employee will be subject to further disciplinary action, up to and inctuding termination.
Upon return to work, the employee will be subject to unannounced, follow-up testing for a
period of twenty-four (24) months. If the employee tests positive anytime during the twenty-
four (24) month period, his/her employment will be terminated except in the case of a second
positive Marijuana test for which the employee will be subject to a minimum thirty (30)
calendar day suspension.

Any positive drug and/or alcohol test result or any occasion where an employee fails to
submit to a test (including failure to proceed directly to the testing facility as directed, failure




Q)]

()

(6)

to provide adequate amount of urine for testing or failure to complete all of the necessary
paperwork or provided two (2) dilute samples (except for cases where the employee has a
documented medical condition) or the employee has tampered with a test, or test sample,
subsequent to the first positive test, including but not limited to the twenty-four (24) month
follow-up will result in termination of employment except in the case of a second positive
Marijuana test for which the employee will be subject to a minimum thirty (30) calendar day
suspension, If the employee tests positive for Marijuana a third time during the twenty-four
(24) month period or anytime thereafter, his/her employment will be terminated.

If three (3) years or more have elapsed since an employee's most recent positive drug or alcohol test
or drug testing related offense, a new positive drug or alcohol test or drug testing related offense shall
be treated as a first offense for purposes of this policy.

Nothing contained in this policy shall restrict the MWRA from imposing discipline on employees for
other misconduct, including conduct that may have occurred around or at the time of a drug or
alcohol test, provided, however, that discipline for a positive drug or alcohol test or a drug testing
related offense shall be governed by this policy.

In the event that an arbitrator finds that there was no probable cause under section (1)(i) above ar that
no accident occurred under section 1(ii) above, the arbitrator shall not consider the results of the drug
and alcohol test in determining whether the MWRA was arbitrary and capricious in imposing
discipline under applicable collective bargaining agreements. In such an instance, all test results
regarding the particular incident shall be removed from the employee’s personnel file. This provision
shall not in any way change the arbitrary and capricious standard as set forth in the applicable
collective bargaining agreements and the MWRA’s Enabling Act.

(7) The MWRA’s Controlled Substances and Alcohol Testing Policy for Commercial Drivers, Policy

(8)

#HR.19, will be applied to employees required to hold such licenses, provided however, that if this
MWRA Drug and Alcohol Policy provides the MWRA with additional reasons for ordering a drug or
alcohol test (for example, in a post accident situation}), the MWRA may order such testing for
employees holding commercial drivers licenses.

All test results will be kept confidential.

Date: May 2017



APPENDIX F

MASSACHUSETTS WATER RESOURCES AUTHORITY
- INSTRUCTIONS FOR COMPLETING THE PERFORMANCE
APPRAISAL

. Perﬁ)rmance ratings should be in reference to the specific objective listed. Ratings
on one objective should not mﬂuence ratings on another'objective.

. Unanticipated tasks ana’ occurrences rhaz‘ occur during the evaluation perzod should
be consider ed and discussed as part of the overall evaluatzon

. Unusual or isolated incidents should not be allowed to influence evaluations.
Ratings should reflect the “norm” or “general standard” of an individual s

- performance on each objective. A revzew of the Raz‘mg Definitions will be helpful in
this regard.

. Personal prejudices must not be allowed to influence appraisals. Only information
and conclusions related to an individual's performance should be considered.

5. In general, ratings should reflect individual differences in performance level. A

. supervisor who evaluates all or most individuals at the same level may be
overlooking important differences in performance and may be shortchanging the

development of his/her employees. In multiple incumbent positions, some '

consideration of the performance of “the group” (of incumbents) as a whole is

approprzaz‘e :

. Observatzons should be made in the section reserved for comments that will
commend the individual for excellent performance or will offer constryctive eriticism
in areas identifi ed as needing zmprovement '

Keep m mind that-an mdzvzdual cannot be expected to meet performance
requirements if he/she has not been instructed in all the relevant job requirements.

dn individual cannot be held responsible for work accomplishments if he/she has not

- received understandable assignments and instructions. If an individual has an area
of difficulty, the supervisor is responsible for heiping to solve'the problems that
prevent optimum performance. If the individual is not performing adequately on the .
Jjob, he/she should be told how and in what respect he/she is deficient, and how
he/she can improve. This is one of the supervisor's most fundamental

; eSponszbzlzrzes




8. Remember that an individual's performance appraisal is a personal and confidential

matter. In no case should this individual’s appraisal be dzscussed with other
employees excepton a need-to-know baszs

IT IS MANDATORY THAT SUPERVISORS DISCUSS PERFORMANCE
FREQUENTLY, THOROUGHLY AND COMPLETELY WITH THE
EMPLOYEE. Employees should be fully instructed by their supervisors as to the
requirements of their positions. The evaluation discussions, at several points during
the year, provide the supervisor the opportunity to again review the position
requirements with the individual and advise the employee as to the methods,
procedures and techniques which must be applied in order to bring performance up
to (or to maintain it at) an acceptable level. This is also an opportunity for the
supervisor to praise and reinforce good job performance and accomplishments.
Praise is most effective if it occurs as soon as possible after the actual performance.

10.Each eh*zp_loyee should have an opportunity to review and discuss the ratings,

comments and conclusions included in the Annual Review prior fo the final review
being completed.* The employee should sign the review form The szgmng of the
 form is desirable but not mandaz‘ory

11 Quesz‘zons regarding these instr uctions should be directed to the Manager of Human

Resources Development, Janet Walsh x4032.

12. Ar the conclusion of this meeting you may set another meeting to esrablzsh a set of

objectives for the next evaluation year.

* An overall ratmg of ”Unsansfacto:y also requires consultation with Human |

. Resources Staﬁ’ and initiation of a corrective action plan,




Deﬁnition of Overall Performance Ratings

1) INTRODUCTION:

In determining an overall rating; the superv1sor shouId carefully review each rating description as -
well as any relevant Performance Factors, as they relate to the employee’s performance on

established tasks and objectives. ~ Only the criteria and factors that are relevant should be

‘considered in the evaluation. If there are any examples noted in ratings descriptions that are not

appropriate or applicable to the evaluatee, then those criteria should not be considered by the

supervisor in determining the rating.

In determining the overall performance rating, the supervisor should also consider the level of
importance, complexity, and necessary time commitments of tasks and objectives. If, due to the
nature of an objective, an employee is required to spend the significant part of his/her time on the
duties of that objective, then performance on the objective should be glven the majonty of
cons:deratmn in the evaluation. : :

An employee’s performance is not required to mest every stated criterion within the selected
ratings definition listed below. The supervisor should assign the rating which, in his or her
judgment, most closely defines the general pattern of the employeels performance.

2) OVERALL PERFORMANCE RATINGS:

o Qutstanding

» . Meets with Distinction

+ Meets . -
. Meets with Rescrvatlons

«  Unsatisfactory -

3) OVERALL PERFORMANCE RATINGS - DESCRIPTIONS:




Qutstanding: Job responsibilities are consistently accomplished, and tasks, and/or objectives are
consistently met as a result of the individual’s demonstrated supenor imitiative, mdependent
judgement, and quahty of work. Performance consistently goés beyond supervisor's stated
requirements. - Employee requires almost ho supervision and is almost always self directed.
Employee gives consideration to, and contributes significantly to departmental and/or
organizational goals. Employee achicves outcomes that are well beyond the requirements of the
position. Employee is viewed and sought out by others within or outside the organization as an
expert/authority in histher area. Employee may demonstrate ability to perform in a higher level
position. Employee has demonstrated superior capabilities and initiative in ‘handling appropriate
. matters in supervisor’s absence, Examples of an “Outstanding” performance may include the
following: : - |

- Has overcome difficult and unanticipated obstacles to accomphshmg tasks through his or
her own resourcefulness and effort. :

«  Consistently achieves results without the need for SUpErvision.

+  Consistently makes independent and sound decisions and recommendations.

«  Foresees and anticipates problems before they become major obstacles and takes action.

« Consistently identifies and initiates appropriate new tasks or respons1b1ht1es within and

- beyond the confines of the position.

» Identifies and effectively utilizes all appropriate and avaﬂable resources,

« Working relationships, in the course of completing tasks and objectives, are h1ghly
effectiye, and atd in accomplishing tasks.

- Is highly skilled in working effectively with individuals at various levels w1th1n and outside
the organization.

- Reports, assignments, and routine tasks are almost always completed ahead of schedule.

= Errors or oversights are extremely rare.

»  Written communication, including reporcs and correspondence is extremely well prepared
-requiring almost no edits. _

«  Written and oral communication. is consistently clear, focused, and highly effective.

- Written and oral communication is always initiated when needed, 1ncludmg apprising the
supervisor of significant problems or circumstances that arise.

«  Organization and coordination skills greatly facilitate accomplishment of tasks.




Meets with Distinction: Job responsibilities are accomplished, and tasks and objectives are
usually met as a result of the individual’s demonstrated initiative, strong independent
judgement, and high ‘quality of work, Performance often goes beyond supervisor’s stated
requirements. Employee generally requires minimal supervision and is often self directed.
Employee readily contributes to departmental and/or organizational goals and efforts,
Employee is viewed as very competent and professional by supervisor and others with whom
he/she works in carrying out job responsibilities. Employee competently handles
appropriate matters in supervisor(ls absence. Examples of a “Meets with Distinetion”

performance may include the following: ' '

Is frequently successful at overcoming difficult “and/or unanticipated obstacles o
accomplishing tasks, and only infrequently requires supervisoer’s assistance.
Readily makes sound recommendations to supervisor and others, independently and when
asked. ' : , ' ' :
Identifies and utilizes most available resources with little assistance from supervisor. _
Often identifies and initiates appropriate new tasks or responsibilities within and sometimes
beyond the confines of the position. : '
»  Working relationships, in the course of completing tasks and objectives, are effective,
and aid in accomiplishing tasks. : . '
. Displays the ability to work constructively with individuals at various levels within
and outside the organization, but may occasionally seek supervisor’s assistance or
- advice in dealing with challenging individuals. _
«  Reports, assignmments, and routine tasks are almost always completed on time.
«  Errors or oversights are infrequent. : :
- Written communication, including reports and correspondence is well prepared and
requires few edits. ' ' ' :
«  Written and-oral communication is uSually clear, focused and effective.
Written and oral communication is usually initiated when needed, including apprising
the supervisor of important problems or circumstances that arise.
«  Organization and coordination skills usually facilitate accomplishment of tasks.
« Readily responds to supervisory guidance and direction,



Meets: Job responsibilities, tasks, and objectives are met in a competent manner which
demonstrates satisfactory and acceptable work, and may include occasional initiative and
appropriate independent Judgement. Performance meets supervisor’s stated requirements.
Employee requires some supervisory coaching and direction. Employee demonstrates
willingness to take on new assignments from supervisor. _Examples of a “Meets”
performance include the following:

o Attempts to resolve unanticipated obstacles to accomplishing tasks, with some

assistance from supervisor.

»  Makes appropriate routine recommendations related to Job requirements.

+  Occasionally initiates new tasks or responsibilities within the confines of the position.

» Utilizes resources identified by supervisor, and may also seek  resources
independently.

o Working relationships, in the course of completing  tasks and objectives, are
maintained through the use of essential channels of communication with jntemal and

- external contacts. :

¢ Supervisor’s assistance or mvolvement 1s usually requested when Workmg with
difficult individuals.

+  Reports, assignments, and routine tasks are usually completed on time.

- Errors or oversights occasionally are made on routine and/or non-routine tasks, but
“generally are not repeated, -

- Wntten communication, including reports and correspondence, may require edlts but
reflect the competence expected for the position. .

+  Written and oral communication is sometimes initiated by the employee but more
often in response to inquiries from the superwser

« Wrnften and oral communication is generally clear in conveylng necessary
information. -

» Organization and coordination skills are adequate and contribute to objectlve/job
accomplishment, but could show additional improvement. -

« Demonstrates some success in improving performance 1n areas addressed by

SLlpGl’VlSOI’
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Meets with Reservations: Acceptable performance is demonstrated in most areas, but job

responsibilities, tasks,.and objectives are not always accomplished. Supervisor’s stated
requirements are not met on a consistent basis. Employee - sometimes requires more
supervisicn and guidance than is appropriate for the position. In order to receive a rating of
“Meets with Reservations”, the evaluatee should have received some indication from the .

supervisor during the performance year of the areas needing improvement. Examples of a

“Meets with Reservations” performance includes the following:

Usually requires assistance from supervisor.

-Infrequently makes recommendations to- supervisor and others, or often

recommendations made do not demonstrate adequate research or experience.

Usually does not initiate appropriate new tasks or responsibilities. - _

Attempts, sometimes successfully, and sometimes unsuccessfully, to utilize resources
identified by supervisor. - . ‘ '

Some constructive working relationships are maintained, but occasionally performance
problems related to completing tasks and objectives are brought to supervisor’s
aftention by others. : ' - o

Reports, assignments, and/or routine tasks are sometimes completed late. :
Errors or oversights are frequently made, but might be avoided by a better review of
work prior to submittal. '

~Written communication including reports and correspondence may sometimes require

unreasonable review time and edits by supervisor. :
Written and oral communication regarding problems that arisé is generally not
initiated by the employee. . _ ‘ _
Written communication sormetimes requires clarification from supervisor and others,
Organization and/or coordination skills sometimes hinder the accomplishment of -
tasks. ‘ ' : '

Procedures, guidelines, and/or instructions are sometimes not adequately followed.
Demonstrates some efforts to improve in areas of performance previously addressed
by supervisor. | '




Unsatisfactory: Job responsibilities, tasks, and objectives are not met. Documented cormrective
plan 1s in effect, or will be required Employee does not meet supervisor’s stated requirements.
Employee requires an inappropriate amount and level of supervision, even on routine tasks.
Examples of an “Unsatisfactory” performance include the following:

» Routinely requires assistance from supervisor in handling. normal job responsibilities and
unanticipated obstacles, but often does not seek assistance.

o Usually demonstrates an -unwillingness to take responsibility for tasks that are not
accomplished. :

« Does not successfully utilize resources recommended by supervisor and/or others.

«  Working relationships generally are not constructive and often have detrimental impact on
Jjob accomplishrent by the evaluatee and/or others.

+ Problems in performance are frequently brought to superwsor s attention by others.

«  Reports and roufine assignments are completed late.

» EBrrors and oversights are frequent, even on routine tasks; and require a disproportionate
amount of review and correction by supervisors and/or others.

»  Wntten communication, incliding routine corres;;ondence requ1res significant edits by
SUpervisor.

= Wrtten and oral communicatien regarding problems that arise is not mitiated by the
employee and is unclear when requested.-

» Lack of orgamization and coordination skills hinders the accomphshment of tasks.

« Usvally demonstrates an unwillingness or inability to gain knowledge i, or follow
procedures, guidelines, and instructions.

e Usually demonstrates an unwillinghess or mability to improve in areas- of performance
' previously addressed by SUPErViSor. :




Massachusetts Water Resources Authority
Performance Management and Review System
Fer Umt 6 Employees

Employee’s Name
Employee’s Title

" Department/Division

Anmniversary Date | -

: Appfaisal Period

Objectives Due Date

- Mid-Year Review Due Date N

Annual Review Due Date | °

Supervisor’s Name/Title

 Reviewer’s Name/Title

Fiscal Year

PMRE 9




Part I — Objectives
Sources for establiehing performance objectives are:

® Key business results of your umt/department/dlwsmn (in alignment with
“specific task) -

* Desired improvements in work operations, systems and procedures

o Development of and suppert for innovative activities

® Personal development

NOTE: Job description responsibilities should be used as guidelines NOT AS
OBJECTIVES ' :

A Performance Objective is goal-setting using specific accomphshments based
upon mutual agreement. -

The end produ_ct must be:

"o Relevant
e - Measurable
Helpful (to the orgamzatwn)
Timebound
Understood and
Not overly complex

NOTE: The performance factors of Quality of Work, Problem Solving/Decision-
Making, Organization, Communications/Interpersonal Relationships,
Supervision/Management, liave been omitted as separate performance criteria,
These factors should be consxdered in evaluatmg performance against each
ebJectlve

' PMRS 10




Objective #1 -

Mid-Year Review Comments:

Rating: Outstanding Meets with Distinction . Meets

' Meets with Reservations ——— Unsatisfactory

Annual Review Comments:

Rating: Outstanding Meets with Distinction __. Meets

_. Meets with Reservations . ____ Unsatisfactory

PMRS 11



Objective #2

R P YpeSimate R, i e P D

Mid-Year Review Comments:

Rating: Outstanding Meets with Distinction __Meets

— Meets with Reservations ____ Unsatisfactory

SRR

Annual Review Comments:

Rating: Ouistanding Meets with Distinction _______Meets

____Meets with Reservations _____Unsatisfactory

PMRS 12




Objective #3

Mid-Year Review Comments:

Rating: Outstanding _ Meets with Distinction ___Meets
—_Meets with Reservations ____ Unsatisfactory
‘-_E!
e PN A

Annual Review Comments:

Rating: Outstanding _____Meets with Distinction _Meets

___ Meets with Reservations Unsatisfactory

PMRS 13




Objective #4

Mid-Year Review Comments:

Rating: Outstanding Meets with Distinction Meets

____ Meets with Reservations ___Unsatisfactory

% Bt e e Fs el

Annual Review Comments:

* Rating: Outstanding __ Meets with Distinction _Meets

. Meets with Reservations — Unsatisfactory

' PMRS 14




Obj ective #5

Mid-Year Review Comments:

Rating: Qutstanding Meets with Distinction .~ Meets

. Meets with Resgrvations __ Unsatisfactory

[
%
b Sy DR

Annual Review Comments:

Rating: Outstanding Meets with Distinction Meets

Jeets with Reservations  _____ Unsatisfactory

PMRS 15 . ' -



Mid-Year Review Rating:
Outstanding

Meets With Reservations

Meets with Distinction

Unsatisfactory *

Meets

Supervisor Comments:

Signature/Date

Employee Co_mments:

Signature/Date

Reviewer Comments:
Signature/Date
* Corrective Action Plan:
Employee Signature/Date Signature/Date

PMRS 18



Name: : ' : Date:

Title: C - Appraisal Period:

Department/Division:

1. List your major successes during this appraisal year:
* Review performance against objectives.
¢  Review performance rating definitions.
e Identify aspects of your performance that may have fallen short of your own expectation during the fiscal

v year.
= Comment on circumstances, Wthh may have influenced your performance positively, or negatlvely, this
fiscal year.
Comments:

2. Identify areas that you would Jike to deve]op next appralsal year, such as:
+ " Skills to be acquired or improved
.o Kpowledge fobe g_amed

Comments:

3. Comment on ways in which your supervisor can best facﬂitate your professional development
efforts.

Comments

Employee Signature - - Date

] )
Supervisor Signatuare Date
. Reviewer Signature R ‘ : Date

PMRS 19




1. Leadership

-Rating: ———Outstanding ——— Meets with Distinction ——Meets
- Meets with Reservations Unsatisfactory

2. Delegation

Rating: — Qutstanding___ Meets with Distinction . ____._Meets
Meets with Reservations - - Unsatisfactory '

3. Communication

Rating: ——— Outstandiﬁgw Meets with Distinction ____ Meets
Meets with Reservations. Unsatisfactory ' '

4., Evaluation of Staff

Rating: — Outstapding —  Meets with Distinction __.__Meets
Meets with Reservations Unsatisfactory '

5. Staff Development

Rating: —  Outstanding — Meets with Distinction . Meets
‘ - Meets with Reservations Unsatisfactory - _
6. Customer Focus | |

Rating: —_ Outstanding — Meets with Distinction —__Meets
Meets with Reservations Unsatisfactory

General Comments:

PMRS 21




Supervisory Criteria

Definitions for Supervisory Criteria

- Leadership — Provides clear direction regarding organizational, unit and individual objectives.
Communicates and embodies agency values of teamwork, cost-effectiveness, public accountability and
transparency. Does not allow the potential constraints of established rules, normal routines and
negative assumptions to inhibit thinking about possible improvements and innovations. Models

“thinking outside-the-box”, effective listening and communicating and “managing by walking around”
behaviors. Creates, reinforces and rewards a “take risks” approach to the development of ideas, '
changes and improvements. Encourages thinking that chailenges the status quo. Creates performance
objectives that sufficiently “stretch” and develop an individual’s capabilities. Creates an environment
where organizational change is viewed as a positive challenge and an opportunity to utilize talents and
to learn and develop. Creates a sense of urgency for achieving organizational and indjvidual goals and
objectives. Creates and maintains an overall work environment which fosters trust and respect and
encourages staff to perform most producti\'/ely.‘

- Delegation — Effectively assigns tasks.and projects that can be performed by subordinates to
subordinates. Provides the necessary resources and supervisory support to subordinates for successful
accomplishment of assigned tasks. : :

Communication - Encourages the effective upWard; downward and honzontal flows of information
. necessary for staff to successfully perform in their respective roles.

Evaluation of Staff — Provides ﬁmely, objective and structured feedback to staff on the quality and
‘quantity of ‘work performed and on overall professional performance and interaction. Regularly

recognizes outstanding performance verbally and/or in writing.

Staff Developmént— Identifies areas for professional development for all staff. Encourages staff
participation in skill-enhancing and career-enhancing activities. Ensures that each staff member who is
interested in development and/or advancement is counseled and apprised of available resources.

Customer Focus — Maintains constant attention on ensuring that efficiency, cost effectiveness and
first-rate service to customers provide the framework for performance objectives and operations at
each level of the organization. Encourages solicitation of information and creative ideas from internal
and external customers about improvements to the organization (unit, department, diviston, etc.).
Incorpofatcs_ input and feedback from internal and external customers in improving the organization:

PMRS 22




APPENDIX G

NON-SELECTION FORM

for
PROMOTIONS UNDER ARTICLE 13
USWA (UNIT 6) AGREEMENT
Name: Position Held (Grade)
Address: Position Sought (Grade)

We regret to inform you that another applicant(s) has been selected for the position of
located at .

Job Vacancy Announcement No.

Reason(s) for non-selection:

A.. Ability to do the job.
____ Insufficient work experience.
__ Inadequate skills.
____ Another candidate was deemed to be more qualified.

"B. Work history.

Years of Service Performance
Time and Attendance Other
Disciplinary History

C. Experience in related work.
Insufficient experience related to position.
Insufficient supervisory experience.

D. In positions where a license is required in the job specification or by a state approving agency, applicant must
possess adequate license or certificate of adequate registration on the date application is made. {i.e. CDL,
Wastewater License, Collections License, ASE Certification)

__ Degree
__ Certification
. License

This notice is for the purpose of meeting the requirements of ARTICLE 13, Section 4. Tt does not preclude either party
from raising other issues under the provisions of ARTICLE 21 of the Agreement.

Signed By:

Hiring Manager/Designee

Instructions to Supervisor (Hiring Manager): (1) Fill in the blanks; (2) Check at least one of the reasons listed; (3) Check
whether the successful applicant was hired from outside the Authority. Note that the Authority is to make every reasonable
effort to promote employees who meet established requirements while remaining free to hire from outside.



APPENDIX H

Annual Sick Leave Buyback Request Form
{Must be Submitted and Completed By August 31)

(Employee completed Part 1.) Date:
Part I

Name:

Work Locations:

Date Of Hire:

1. Number of Sick Leave Days Earned in the year prior to July I, (year)

2. Number of Sick Leave Days Used in the year prior to July 1,

Signed:

(Employee)

Submit form to timekeeper for certification.
(Work Location Timekeeper completes Part IL)

Part 11
Timekeeper:

If the information listed above is consistent with your records, please sign and submit through Payroll.

If any information listed above is not consistent with your records, please confer with employee. If the employee
then disagrees with your records, submit a copy of this form and the employee calendar to the employee and the
President, Local 9360.

Signed:

{Timekeeper)
{Division Personnel/Payroll Supervisor completes Part 111.)

Part I11

Personnel/Payroll Supervisor:
Please indicate the date this form is processed (date)

and the expected date of reimbursement to employee {date)

After processing, include this form within an *Annual Sick Leave Buyback Request” File.

Signed:




APPENDIX I
FORM A
Assignment to Higher Classification
(To be completed for any temporary assignment to a higher classification with an expected duration of

more than 30 consecutive calendar days.)

The following employee has been temporarily assigned to a job in a higher classification, effective:

(date)

Name:

Current title:

Title of higher classification:

The assignment is expected to last until:

The reason for the assignment is:

If this assignment exceeds 30 days, the employee will be eligible for pay in the higher classification.

Required signatures:

Immediate Supervisor

Division Authorization

Director of Human Resources




APPENDIX J

Massachusetts Water Resources Authority and the
United Steelworkers of America, Local 9360

MUTUAL AID BANK AUTHORIZATION

Name: ' Position Held:

Division: Department: Location:

Summary of Memorandum of Agreement: Operating Criteria & Procedures/or Mutual Aid Bank:

1. Participation in the Bank is voluntary. To be eligible for participation in the Bank employees must, at a
minimum, contribute one (1) leave day to the bank annually, You can donate more days if you desire.

2. To be eligible to draw from the Bank, employees must have an incapacitating illness lasting at least thirty
(30) days or a catastrophic illness which meets certain conditions, complete at least a twenty (20} day
waiting period during which all available paid leave credits must be exhausted except accrued personal
leave and all but seven (7) days vacation leave.

3. An employee within the unit shall be eligible for participation in the Bank after completing the new
employee Probationary Peried (six months).

4, The Bank may be used for a non-work related catastrophic illness or injury that prevents an employee from
working and that can be documented by a licensed physician, The Bank will be available for not more than
a total of twelve (12) work weeks within a twenty-four month period and is intended to bridge the gap
between the employee’s use of available leave time and long-term disability. :

5. The Bank will be administered by a committee consisting of the three (3) members of local 9360
Steelworkers and an equal number of MWRA management representatives. Decisions of the committee
must be unanimous and are subject to appeal as outlined in the Bank's Memorandum of Agreement.

6. Seventy-five percent (75%) of an employee's salary (straight hourly wage) will be provided during the
period the employee is approved to receive assistance from the Bank. Employees receiving assistance from
the Bank shall continue to accrue sick leave benefits at the regular rate of accrual during the assistance
period. No other leave benefits shall be accrued.

7. Should the committee determine that the existing Bank is inadequate to meet current needs the committee
reserves the right to modify benefit levels. Should benefit levels be modified, written notification will be
provided to the unit membership by the local officers.

I authorize the MWRA to immediately, deduct, one (I) day from my available leave time (as indicated below) to be
used, as my annual contribution to the Mutual Aid Bank, 1 further authorize the MWRA to withdraw one (I) such
day each July Ist, for the life of the collective bargaining agreement, until or unless I request discontinuation in
writing,

sick day* vacation day** personal day** compensatory day**

I have read and understand the above document and the summary of the Mutual Aid Bank and present this
application for my participation in the MWRA/USWA Local 9360 Bank.

Signature: Date:

USWA official; Date:

*Can only donate I sick day per/year. Will not affect your sick buy back potential.

#*[nlimited number of these days may be donated.




'suolsioeq

o ._ buney jo >>m___>mm 984 e }oNpuoo __

Alleredwi pue Apusyeduwios

-0} SIaquisw meiray 1994 urei] _

Bulues| meiney eay

M‘ XIdNHddVY

2007 30quidag

fuoyny $821N0S8Yy 18 s;;eé_hqoessB-w




(suoniuysp Bunel) spiepuels
‘uopenjeas souewlopad Buipuejsiepun
| ~ suoisioep jsued Buiyoeals Uy
co;mEl_ouE_ _mEomU_ Jo asn auyj Jo mc_bcﬂm._m_uca
b__m;conacoo pue b__m_tmaE_.
(_ou, pSsu pue jo uoniuysp ay) Bulpuejsiepun -
suoisiosp bBuned [enuue ._om_?_masw Jo
Mainal e mc;o:ucoo JO spoyjewl Buipueisispun

- SS9004d MBINSY J88d 9-N By} mc_ccmﬁ._mccs .

- Buutes | siyy Jo seanoalqo




‘91qeynsn( si uoisipep Bunel
|enuue sJosiniedns ay 4 SpIosp O} |aued
- MIINDY (_mmn_ 3y} JoJ. b_c:toqao 9] SpPIAOI —

¢ pue ‘saApdalqo
- 9soy] Jo mocmELoth m£ EEmmmEoEwmmwmm

SJosinledns ay) pue eAnoslqo souew.lopad
“UsplIMm 8yj Junoooe oyu; Bupe; souewopad

1194} JO mairal Juspuadepul ue OABH —
10} b_c:toaao 9y} Ylim seahojdws g nun mn_>o(_a
o 0] SI _ocmn_ MBINSY Joad B JO osodind 8yl -

mwmoo._n._ MBINSY Jo8d au Jo ssoding sy




~“uopewulojul Buifjuelo o/pue feuonippe

10} e pue Buipssoold, ay) snunuon e
 umop

10 dn - Bupel suo Uois|osp Bules asiney -7
- uoisioep Bunes pioydn 2

'S8Wo9INno sjqissod saiy) jo Aue apidep
0} Ajlioyine ay3 aaey noA ‘lsued e sy




$$9901d Uoleleqieq

$$9001d MOIASY UOISIOD(

Com_?_ma:w wouy pue oofoldwg woyy)
| “uonewuou @c_>>m_>mm 10} senbiuyoa|
9|0y JE)S S80IN0sSay UeWnH

_mcmn_ MBINSY 188 8y} JO suoneoadxy .
'$S9201d UON08|8S IOMBINDY Jood -

- $S8201d Uopen|eas
oocmE._otmn_ 9N Um>EQE_ 9y} JO uoneINWIoy .

co;o:_uobc_ .

mncmm,q mc_c_m..(_._. SoI m@_c._.




| | ~ dnoJb mE u_o 1S0.]
m£ 9 metma .__o£ mo:co._E_ ___Bcom._oqcomm_.

uojjeuwlioju m@cmcoxm 0] SaINUIW G SABY |[IM NOA
Jauped 50> WIM Uollewiojul swes ayy aieyg .

|  VHIMWN le sjosddyy
@c_c._m@@ co;mE._ovE_ Emc_tma ._mctma So> v_m<.

Z Jo suied E._OH_ o

“uonanpouu|




- Sjuswanoidwi Jofepy oy .
Jo8loid Jea A jleH-euQ pue z .
19Y[eAN A0S —
>®m._mx saleyD —
Aelini zI7 —
Yuwg ejneq —
UsAelD eneq —
oo\noﬁEm.co_m -
| 'SIOQUIBIAl
~ Wes] jusweBeuepyioge] .

mmmoo‘_m cozm:_m\/m_ wuc.mELotmn_ 9N
“pancudwi| sy jo uone|nuLIo




w _ . ._
~ UQIsIosp usilim B aaledal Josiniedns pue o9A0|dwg
uoijejussaid se Aep swes sy uo UQISIOBp e sayew
PUE ¥H jo 1oddns ay) yim Sojetsqlep [jsued ay |

- - |sued sy} o) suonelussaid
(_m>__mcccmQm_qo.acpofom_zma:m bcmmm\mo_ac._m_

PBUBAUO S| [aUBH MaINDY Jo0d V-
MBINDY Jood

e mczwms_um.. m,mo._:ommm_. UBWNH JGC 10j08liq 0] Jeys)| B
SHwgns asAojdwg ay; "JOMBINSY 1D Josinedng Jsyile
UHm payoeal s Bunes ebueys oy Juswosibe ou JJ

- - | JoMaIney
cmﬁbcmgom_?_ma:w£_>>$omE ®@>o_aEmm£hmczE

SouewWLIoped |jelaA0 oY} bulpieba sanssi/suonsanb |
| SdNd 0 O obe)g seaieoal sakojdw

MO MeInDY Jeed Se0 MO




S8jeulsye 9-n g pue hﬁ___o__mcoamm: Alosinedns
9ABY 0} sey oym jo BUO m®>o_QEm uoiun-uou |

‘Slequiew 9 Hun Eo S}SISU0D _mcma yoez ..
pawo) mo_ [JIM w_mcma Z d:o(_m mc_c_m: U] WOl

‘Sloued om}
U0 SAles 0} pejosjes >_Eoccm._ aJam w®m>o_aEm |

~uolun-uou g pue SisquisW 9 1lUN SAloM |
,n_ooq__ e ul ind aiem sesAo|dwg g z:: Y

P30S [SUBH E S| MOH - SS89014 UOROS|OS



o1

| | - uoljewJoyui/syoe}
®U} uo Ajuo peseq uojsioep Jiej e anss| —

| . uonejuasaid
SJosiAladng pue sjuswnBie/uopelussa.d
wmom\no_qu Ul PepIA0Id uofetUIoUI JSPISUOD
Alinjaieo pue 9zAleue 0} spoye 1s9q 9SIolaxXg —
| .wmmm_n 10 sespl peAleouooaid oN -
uonesaqliep _m_EoU_quohE‘_E poob uy mwmmcm -
‘pue w_mm.oo.__g pPsusliqelse sy} ul sjedidiue .

lpUBd 4O mc_ozﬂooaxm




- T1

‘Suonejussald se Aep swes o} uo mmu.__:_omow
UBWINH Jo J0308l1g 03 papinoid eq 1SNW uoIsIoa(]
‘Bulieay jo Kep uo |dued wolj uoisipap uspyLm Uoeay .

| - .~ $802Jnosey uewnH
_u_.O (_O“_.O®(__D @Cu C.‘_O.‘_u_. @Ocmn_.w_.wwm .t.m”_.w EH_._>> CO.E.@L@QZ@D o_.

uoneusseaud mc_>>o__ou,.>__£m_uoEE_ uonessgiieq joued
| UoISseg lamsuy/uonseny) .

| - - (senuiw
0€ pe®dXxe 0] JoN) Josiniedng wouy uonejussald
| UOISSag Jemsuy//uonseny) .
| - (ssjnuiw
ombmmoxmoZoz_v_mm\no_aEmEo_._u_ co:m“cmwm(_n_.

, aInpayosg Buuesy




Tl

mmc_mzo Sl co_w_omn
e comm: 0] \memmomc uonewoyui jje 1eyy einsug —

suonsenb jueasjos ‘pPajUlod Ysy —

co_E:tmE_ 1NOYNIM Meads 0] uosiad yoes MO||y —

-$9jn1 punolb louoy.pue o_o_m>mo_i.

Am_:umcom 0] ammv_v EmEmmmcmE awl] —

| | uonetado _mco_mmmu,o[_n_ -

wo;___n_wcoqwm._ pue S9J0J s _ocmn_

senss| Jo/pue suopsenb Areuiwijeld B0IOA —
suoniuljep bupermeiney —

wEmEsooc uonenjeas ayj >>m_>®m —

‘18l sjesul loued .

wmooo(_n_ mc_._mm_




£l

- ‘UolewoU| Inoge sisquisw
|sued-uou Aue o) i€} Jou pjnoys slequisw [sueq —

o 'SS$800.d BY) Woyy [eAowsy )
03 J9lans ale seiq yqiyxe oym sisquiow louey —

o ‘uoneseqiiep sy} s1039q uoiuIdo
ue Bulwoy woyy urelyes jshu [ued ay; Jo slequiopy —

-  Repredw)
~Jdiedwil pjnoo mocm:c:_ Lo_ol_:wmm.a_oiom_n:m mc_mm_l

o .:o_u_.mE.__ouE_ JueAsjal jo siseq
©U} U0 jou pue pejussaid _.‘..o:mE._oE_ SU} JO siseq
S} Uo anss) ay) Spiosp jsnw m.._mn_EmE |]sued sy —
| Allenbae je Bunoaye Jo Bunean
‘Paselq Jo [enued jou lieys-sed,-wi] ‘lenredw .

Ajeiedw;




bl

| ~ suoluyep mc:,m._
O} uoneal uj iom u,o Ajuenb pue Ajjenb MIINDY
| Uo:ma uonenieas mc_._:_u souewIouad 10 3.6:0 —
mm:zo_._a ._o\ucm SBAI}08[qo 0y mco_w_>mm -
| SOAIIOB[qO —

mc__o._mmm._ mm>o_QEm_ pue Josinadng sy
Usamlaq uonesiunwuwo JO SseuaAooye >>m_>mm

-UOlBWIOUL JUBASIBI PUE S)OB) JOPISUOY) .

$582014 UoKRIeqIIeQ]




SI

ﬂomu_ 10| UB@_%E:_
aABY \65 Aem oy} Jussaud oy b_c:toaao N
ue o>mc siequisw _mcma e 1ey) ainsug —

| Buueay
@E u_o 9S1N09Y By} m:::v wco_cao 9AIb Jou og —

PoAjoAul o1doad yum 9ousjiadxs jsed ¢ suofou
P®AISdU0%-8ud ‘seiq pieBausip o Emc_E__m_ —

leiedwi pue 9AI308[q0 Uiy oq 01 BALIS —
jUBAS[SI Uk sjoe) ay) Jeym mc,__E‘_mEQ !__

$8800.d BUINEW-UOISIOaP BU} PPNPUOD ) MO -

- Uonewloyu| Buimeiney 1o sanbjuyos |




o

SJBUILIOP PINOYS MBIA B.E._oq_w,mco ON e
_ ajedoiued U_:ocw SuoAleny .
co_mwzomﬁ.._mtm pulw JnoA mmc.mr_o UBD NOA
"UOISIOap |euly e axew pue mco_mwsom__o
INoA apinb 0) mco;_ccmv\mEmncﬂw 2SN

m_o>o uonenjeArs | NIYHND
pue mm>=‘omBo AINIHHND uo Ajuo SN204 .

suoneljiye EmEmmmcmEtonm_ aloub| .
MBIA JO julod YOES 0} UONBISPISU0D SAID) »
sbuney B} JO suopiuyep sy} _ucmu,w._w_uca .

>_9m_vaE_ SlOA B 3B} 10U O(]
mmooo._n_ mc_v_ms_ co_m_oom_




L1

's10e} Uodn peseq PUE |euopel 8q 1SNW UOISID(]
paziyn g [jim poyrew Buioa Ajuofew y o

| (8]04 s ue1s HH) uosiad mc;o>..coc
Bupedionied- -uou e \E Pajelijioe] oq ||Im suoissnosI e

[enussss pue Alessaosy Sl b__mzcm_uccoo .
coas poalbe _ucm Ummm:om_v aq U_:o;w wm_:l_ bc:o(_@ .

1

9jesaqieq




81

Amco:_ccmv mc:m: mEm_ucﬁw mc_ccmuw._o_ucz .
o _ SuoIsiosp |joued buiyoeals
c_ co;mE(_ouE_ Bmw:mcIo mc_ccﬂm._mbcn .

b__m;cmbccoo pue Aujernueduwi
10} p@su pue Jo uoniuyep sy} buipuejsispun .

| SuoISIoap Bupel jenuue Josiniedns Jo
Mainal e Buponpuos jo Spoyisw Buipueisiepun «

mwmoot_n_ >>m_>mm 1994 9- 3 ay) @c_vcm“_w._mvcz .

_ LI Usag saajosiqo Buiures] aney




61 _. - UogeuLIojul Jnoge siequIsWw
|sued-uou Aue 01 yjey Jou pjnoys Siequisw [sued -

o ~~ Ss8004d 8y} Woy) [eACWS
.o:om.E:m_m(_mwm_f_n_cxmocB w._mn_EmE_mcm&!

o ‘uonelaqiiep ay;.el0)eq uoiuido
Ue Buiwoy wody c_ml_u,m.:.m:E__mcmamE:_o .m._mo_EmS_.l

S | ‘Ajeniedw
Jreduw _u_:_o,.o 8oUBNYUI 10 Binssald 0} J08lgns Buleg —

R "uonBWLIOUf JUBASIBLI JO SISEq
O} U0 Jou pue pejussse.d uoneuwLiojui sy jo siseq
®U} U0 enss| sy} spiosp 1snw siequsw |aued oyl —

Allenba jie Bunosyie Jo Buneay ‘paselq
10 |BilEd Jou “{jeys-red -wy] ‘leeduw .

Allereduw,




