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ARTICLE 1 - PREAMBLE

This agreement is entered into between the Penobscot County Commissioners, hereinafter

referred to as Commissioners or the Employer, and Council No. 93 of the American Federation

of State, County and Municipal Employees, hereafter referred to as Union.

1.

3.

Pursuant to the provisions of the Municipal Public Employees Labor Relations Law, the
parties hereto have entered into this Agreement in order to establish mutual rights,
preserve proper employee morale, and to promote effective and efficient operations.

The parties hereby mutually agree that no County employee will be discriminated against
on the basis of his or her membership, participation, or non-participation in the activities of
the Union.

The County agrees to continue its established policy against all forms of illegal
discrimination, including a) discrimination with regard to race, creed, color, national origin,
sex, marital status, age, physical or mental disability unless based upon a bona fide
occupational qualification; and b) intimidation or harassment on the basis of race, creed,
color, national origin, sex, marital status, age, physical or mental disability. The Union
agrees to support this policy.

The Union agrees to continue its policy to admit all members to membership and to represent all

members without regard to race, creed, color, national origin, sex, marital status, age, physical

or mental disability.

The Union agrees to support the County’s current Affirmative Action Program which complies

with or is mandated by applicable State and Federal [aw.

The Union and the County agree that discrimination, intimidation, or harassment of employees,

including sexual harassment in all of its various forms is unacceptable conduct and will not be

condoned or tolerated by the Unicn or the County.

All references in this Agreement to employees of the male gender are used for convenience

only and shall be construed to include both male and female employees.
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ARTICLE 2 - RECOGNITION

The Bargaining Unit governed by this Agreement is a Public Safety Answering Point
(PSAP/Dispatch) Bargaining Unit established by an Agreement of the parties including
Telecommunications Operator's, Supervisory titles Senior Operators and Call Takers pursuant
to the Voluntary Recognition Agreement excluding the position of Quality Assurance Training
Supervisor.

The Employer recognizes the Union as the sole and exclusive Bargaining Agent for all regular
full-time County employees in the Unit for purposes of negotiating salaries, wages, hours of
work and all other working conditions for the said employees within the Bargaining Unit.

ARTICLE 3 - CHECK-OFF

The Employer agrees to deduct the Union membership regular monthly dues and benefit
premiums from the pay of those employees who individually request in writing that such
deductions be made. The amount to be deducted shall be certified to the Employer by the Union
and the Employer will forward all regular monthly dues collections to the Augusta AFSCME
Council 93 Office at 20 Winter Street Augusta Maine on a monthly basis. Any benefit
premiums deducted from the pay of those employees who individually request in writing
that such deductions be made shall be forwarded to an address that shall be provided by
AFSCME Council 93.The Union shall indemnify and hold the Employer harmless against ali
claims and suits which may arise by reason of any action regarding deductions of said dues and
remitting the same to the Union pursuant to this Article. The Employee authorization shall be
irevocable during the term of this Agreement except that any employee may revoke the
authorization by submitting such written request to the Employer and the Union during a thirty
(30) day period prior to the expiration date of the Agreement.

ARTICLE 4 - UNION SECURITY

Each employee who does not join the Union within thirty (30) days of the signing of this
Agreement or not later than thirty (30) days after the completion of their probationary period,
whichever occurs later, shall be required to sign a form provided by the Union acknowledging
they were offered the opportunity to join the Union and chose not to. Should an employee who
chose to be a non-member request representation the Union shall make them aware of the cost
of that representation. It shall be the Union's responsibility to determine the representation fee
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to be paid by non members and the Union shall indemnify the Employer against any and ali
claims, suits or other liabilities regarding the determination, collection or enforcement of these
representation fees, including attorney's fees and cost.

Employees may elect to have their dues or representation fees deducted pursuant to this
contract. If the employee does not elect to have dues or representational fees deducted it shall
be the sole responsibility of the Union to collect its dues or representation fees from members
and non-members alike. The payment of dues or representation fees shall not be considered a
condition of employment and the Employer shall not be required to take action against any
employee who shall fail to pay dues or other such fees.

ARTICLE 5 - HOLIDAYS

The following days shall be recognized and observed as paid holidays:

New Years Day Labor Day

Martin Luther King Day Presidents’ Day

Veterans’ Day Thanksgiving Day

Patriots’ Day Day after Thanksgiving Day
Memorial Day Day before Christmas Day
Independence Day Christmas Day

The actual day of the holiday shall be considered the holiday for pay purposes. If an employee
works on any of the holidays listed, he shall be paid one and one-half (1 '2) times his regular
rate of pay for hours actually worked plus eight (8) hours holiday pay. If the holiday occurs on an
employee’s scheduled day off or on a vacation day, he shall be paid eight (8) hours for the
unworked holiday. If an employee loses a workday because of the Holiday, the employee will
receive a normat day’s pay as Holiday pay.

Employees who work on December 25 (Christmas) shall be paid two and one-half (2 %) times
his regular rate of pay for hours actually worked plus eight (8) hours holiday pay.

To be eligible for holiday pay, the employee must have worked his last scheduled workday prior
to the holiday and his first scheduled workday after the holiday, unless on an approved day off.
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Exception to this rule is within the discretion of the Director and the employee must request this
exception and do so within five (5) days of the holiday.

Employees on paid leave shall be eligible for holiday pay as set forth above. Employees on
unpaid leave shall not be eligible for holiday pay. Employees on intermittent unpaid leave, and
who work an average of one-half (1/2) of their normal work hours in a calendar month, shall be
entitled to holiday pay as set forth above.

Snow days: In the event that the Commissioners declare a snow day or other weather-related
emergency and release non-essential employees from work for the day or any portion thereof,
those essential employees who are not so released shall have no claim for any compensation
time or any enhanced pay for that day.

ARTICLE 6 - SENIORITY

Seniority Defined. Seniority means an employee’s length of continuous service with the
Employer since his last date of full-time hire. Each year the Employer shall post on all bulletin
boards a seniority list showing the continuous service of each employee. A copy of the seniority
list shall be furnished to the local Union when it is posted. Seniority as it relates to posted
supervisory shift openings on the schedule shall be determined on the employee’s length of
continuous service as a supervisor with the Penobscot Regional Communication Center.

Promotion. The term “promotion” is defined as the advancement of an employee to a position
in a higher range in the County's Pay Plan. Promotions shall be made on the following basis:
First, from employees from within the bargaining unit who have applied for the position, and who
have the greatest ability and qualifications to perform the duties of the higher classification.
Ability and qualifications mean that the employee has, in the judgment of the Director,
successfully demonstrated the ability to perform the duties of the higher classification. Second, if
the ability and qualifications of employees within the bargaining unit who have applied for the
promotion are equal, the Director shall then select the candidate who has the greatest seniority.
Third, if there are no qualified employee candidates who have applied within the bargaining unit,
the Director may select the most able and most qualified candidate from outside the bargaining
unit and/or outside County employment, and employees shall compete with outside candidates
on an equal basis.
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Demotion. Employees shall be allowed to self-demote to a lesser paying position but only if the
position is open and approved by the Director. Current employees shall not be displaced due to
an employee self-demoting

Hiring Process. When conducting hiring interviews, the interview committee shall consist of a
member of the bargaining unit. The member must be approved by the Director. The following
are identified and recognized as specific divisions within the communications Center:
telecommunications operators, senior operators and telecommunications supervisor.

Temporary Assignments. In the case of a bona fide situation occurring after the execution of

this contract, the Director shall have the right to make a temporary assignment. This assignment
shall not last for more than one hundred eighty (180) days beyond the date when the
assignment actually begins unless the reason for the temporary assignment relates to an issue
which subject to the grievance procedure of this Agreement. In that event the temporary
assignment may continue until such time as the grievance is finally resoived. When the Director
begins the temporary assignment, he shall notify the Union of the beginning date and the
anticipated date of expiration. After one hundred eighty (180) days or at the conclusion of the
grievance procedure, if applicable, the position must be posted or a decision made not to fill the
position.

In cases of layoffs, the least senior employee within a classification shall be laid off or may
bump a more junior employee in a related classification within this bargaining unit or may bump
a probationary employee outside of the bargaining unit if qualified to perform the job by
experience, training or ability. The County shall give employees about to be laid off a thirty (30)
calendar day notice of such layoff. Any employee laid off shall have recall rights to any vacant
positions in their classification for a period of twelve (12) months. No new employee shall be
hired until all employees on layoff status have been recalled. Employees on layoff status are
responsible to notify the County of any change in address in writing by registered mail. Recall
will be by registered mail and the employee must respond within two weeks of receipt of notice,
or lose all recall rights.

Break in Service. Any employee shall lose his/her seniority if he/she:

(a) Voluntarily resigns from his/her employment
(b) s discharged for just cause
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(c) Is absent from work for a period of (3) consecutive workdays without notifying the
appropriate authority, unless extenuating circumstances exist

(d) Is laid off and not recalled for work within (1) years of the date of layoff

(e) if the employee accepts promotion to a position, outside of the bargaining unit but
within the agency and fails to return to the bargaining unit within one (1) year of the
date he/she left the unit.

Withdrawal of Resignation. An employee is required to submit to the employer at least fifteen
(15) calendar days prior to the effective date of his/her resignation, a written notice of
resignation. During the first five (5) days of such fifteen (15 day period the employee may
retract hisfher resignation without prejudice and such retraction must be accepted by the
employer. Any retraction of the written resignation, presented by the employee during the
period beginning ten (10) days prior the effective date of the written resignation and extending
through the period of ten (10) days after the effective date of the resignation may be accepted
at the sole discretion of management.

ARTICLE 7 - VACATIONS

Full-time employees shall accrue two (2) weeks vacation after each year of service. An
employee may take one (1) week of entitled vacation after nine (9) months of service from the
date of full-time hire, provided if in the opinion of the department head, it will not cause a
hardship on the Center. Vacation may be accumulated to a maximum of four (4) weeks. After
six (6) years of completed service, an employee shall accrue to three (3) weeks vacation for
each year of completed service accumulated up to five (5) weeks. After fifteen (15) years of
completed service, an employee shall accrue four (4) weeks vacation for each year of
completed service, accumulated up to six (6) weeks. After twenty (20) years of service, an
employee is entitled to five (5) weeks vacation, accumulated up to seven (7) weeks.
Accumulated vacation pay will be paid to the employee upon retirement or termination or to the
beneficiary upon death. If an employee is unable to take his vacation due to an emergency
declared by the Executive Director, the employee will be paid in December for vacation time in
excess of that which can be accumulated.

For the purpose of accruing vacation leave, a week is equal to forty (40) hours. Employees will
accrue each month 1/12 of the total hours they are eligible to earn for the year rounded up to
the second decimal place.

(R1204364 | 28382066039 )
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Employees will have the opportunity to bid on prime time vacation requests once per year. In
December of each year of the contract, employees may make requests for vacation for those
weeks between January 1 and December 31 during the upcoming year. Vacations, where
possible, shall be granted for the time requested by the employee. When reviewing whether
vacation time can be granted, the Director shall consider current staffing levels. |f the nature of
the work makes it necessary to limit the number of employees on vacation at the same time,
(non-relief of a position shall be a factor considered when granting requests) the employee with
the greatest seniority, based on hire date, shall be given his choice of vacation whenever
possible. The request shall be approved or denied within seven days of receipt. Approved
vacation shall be utilized at the employee’s straight rate. Vacations cannot be arbitrarily denied.

Once vacation has been approved, management cannot revoke it.

Any request for or change in vacation times after the initial sign-up period shall be acted upon
within seven (7) days by the Director. Vacation requests after the initial sign-up period are
considered on a first-come, first-served basis. Such requests must be submitted in writing
(emergency leave may be verbal) prior to the vacation time requested in order to be considered
by the Director. Approved vacation leave shall be utilized at straight rate based on the
individuals work schedule in effect at the time the vacation was approved. Unauthorized Leave
may be subject to discipline.

Employees on paid leave shall continue tc accrue vacation leave benefits. Employees on
unpaid leave shall not be entitled to the accrual of vacation leave benefits for the duration of
such unpaid leave. Employees on intermittent unpaid leave, and who work an average of one-
half (1/2) of their normal work hours in a calendar month shall be entitled to the accrual of
vacation leave benefits for that calendar month. Employees will be allowed to sell/cash in, up to
a total of forty (40) hours of accrued vacation each calendar year.

Employees may donate up to two weeks of accrued vacation or sick time annually to full-time
employees who have exhausted all sick and vacation leave. Such donated time may be used
only for medical emergencies and must be approved by the Department Head. Such donated
time will be applied on a day-for- day basis, a day donated is a day used. The recipient of such
donated time does not accrue vacation or sick leave. The recipient may continue their health
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insurance benefit by continuing to pay their portion of the monthly premium through payroll
deduction.

ARTICLE 8 - SICK LEAVE

Employees shall accrue ninety-six (96) hours of sick leave per year of completed service.
Employees may use sick leave for the employee's own illness, medical or dental care, or other
disability, or that of the employee's immediate family, which requires the attention of the
employee. If an employee is on posted status, they shall accrue forty-eight (48) hours of sick
leave per year. Employees shall start to accrue sick leave from their date of full-time hire but
may not use paid sick leave until ninety (90) days from date of hire except as in an emergency
as determined by the Director. Any accumulation over ninety (90) days shall be placed in a sick
leave bank which can be used by the employee for any long term iliness. Any such time shall
not be calculated for pay at time of separation except as set forth below for retirees. At the time
of separation in good standing from the County, those employees with fifteen (15) or more
consecutive years of service with the County shall be paid one-half (1/2) of their accumulated
sick leave not to exceed thirty (30) days paid at their current rate of pay as of the date of
separation. If the employee's separation is a retirement, the employee with fifteen (15) years of
consecutive years of service is also entitled to be paid upon said retirement, three (3) weeks at
base rate from their leave accumulated in the sick leave bank. At the time of separation in good
standing from the County, those employees with twenty-five (25) or more consecutive years of
service with the County shall be paid one-half (1/2) of their accumulated sick leave not to
exceed forty-five (45) days paid at their current rate of pay as of the date of separation. If the
employee’s separation is a retirement, the employee with twenty-five (25) years of consecutive
services is also entitled to be paid upon said retirement four (4) weeks at base rate from their
leave accumulated in the sick leave bank. Sick leave deductions shall be on an hourly basis.

Employees who are absent for more than three days or more due to sickness must provide a
medical provider's note. Employees out Three Consecutive Days or more must provide a
note from their medical provider within 48 (forty-eight) hours of their return to work.
Medical notes after 48 (Forty-Eight) hours will not be accepted.

Employees who are absent due to personal iliness or injury and who do not have accumulated
sick leave may, if not in posted status, use accumulated vacation leave at straight time to cover
the absence.

fRI204364 ) 28381066019 |
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Employees on paid leave shall continue to accrue sick leave benefits. Employees on unpaid
leave shall not be entitled to the accrual of sick leave benefits for the duration of such unpaid
leave. Employees on intermittent unpaid leave, and who work an average of one-half (1/2) of
their normal work hours in a calendar month shall be entitled to the accrual of sick leave
benefits for that calendar month.

Employees may use accumulated sick leave in order to care for members of their immediate
family.

If an employee wishes to utilize sick leave, the employee must call in, via telephone and speak
to a supervisor or the most senior operator in charge of the shift.

Sick Leave Compensatory Time. Those employees who are not on posted status and who do

not use sick leave in a calendar month shall be awarded two (2) hours incentive time to be
converted to vacation leave for that calendar month. Such time will be applied on the first pay
period of the following month.

Personal Leave. Empioyees shall be allowed to designate from their allotment of ninety-six
hours sick leave per calendar year, twenty (20) hours to be used as personal leave. Personal
leave will be allowed for all personal, religious, business or family matters. Employees will give
the County forty-eight (48) hours notice of their intent to use this leave. An employee’s request
to use their personal leave shall not be arbitrarily or unreasonably denied. Personal leave must
be used in the calendar year.

Sick Leave Posting Policy. All employees are expected to report to work as scheduled and

work their scheduled hours as well as overtime which they have agreed to work. When, in the
judgment of the Director, an employee has been frequently absent 5 or more occurrences in
a six (6) month period or has absences that exhibit patterns, or is absent for lengthy
periods, the employee may be “posted” by the Director. An employee who is “posted”
shall receive notification of “posting” along with the incidents of absences for at least the
preceding 18 months and a copy of the policy. Copies shall also be provided to the
Union Shop Steward.

An unexcused absence for consecutive scheduled work times shall be considered a single
occurrence for the purposes of corrective action.

{R1204364.1 28382-06603% )
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An occurrence will not be charged to an employee, pre or post posting status, for an absence
covered by the following leaves, provided the employee receives advance approval in
accordance with this Agreement

1, Bereavement 4. Military Leave
2. Vacation 5. Medical, Maternity or Paternity Leave
3. Jury Duty 6. Leave of Absence (emergency basis)

For each unexcused or unapproved occurrence after posting, the employee will be subject to:

Step One: 1% occurrence within 12 months of posting date = written reprimand.

Step Twe: 2nd occurrence within 12 months of posting date =Suspension of one week without
pay

Step Three: 3rd occurrence within 12 months of posting date = discharge.

An empioyee who works at least 2 of the scheduled shift and who then leaves as a result of an
iliness will not be charged with an occurrence for posting purposes so long as the employee is
not in posted status and has accumulated sick leave available.

If an employee goes for a period of twelve (12) consecutive months without an unexcused or
unapproved occurrence, the employee shall be relieved of “posting” status. The posting of an

employee is subject to the Grievance Procedure of this Agreement.

Fitness for Duty. Employees shall be required to maintain the level of medical, psychological

and physical fitness necessary to perform the functions of their position. If the Director has
reason to believe that an employee is not fit for duty, he may require that the employee
immediately obtain from the employee’s own health care provider a written statement certifying
the employee’s fitness for duty. If the employee does not have a health care provider or if the
Director continues to question the employee's fitness for duty after receiving the certification
from the employee’s health care provider, the Director may require that the employee submit to
an examination with a health care provider selected by the employer. The cost of any such
employer requested examination shall be borne by the County.
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If the Director has requested a second opinion and that opinion concurs with the opinion of the
employee's health care provider certifying the employee's fitness for duty, the employee shall be
reimbursed for the work time difference between the original date of return and the second
opinion clearance date. Any time between the dates the health care provider issues the written
clearance for return to duty and the employer's receipt of the clearance shall be deducted from
the time difference considered for payment.

The County shall not be responsible for the costs of any treatment prescribed for the employee
and it is the employee’s responsibility to seek treatment when appropriate and to obtain the
necessary clearances to return to work. The employee is not prohibited from submitting the
costs of such treatment to the County's heath or workers’ compensation insurers if appropriate

ARTICLE 9 - LEAVE OF ABSENCE

Family Medical Leave Act. The parties agree that the provisions of the Family Medical Leave
Act (“FMLA") shall apply to all members of this Collective Bargaining Agreement. A copy of the
County's FMLA Policy may be obtained through the Office of the County Manager. In
accordance with the Policy, employees may be granted a maximum of twelve weeks of FMLA
leave in any twelve-month period. The 12 month period during which FMLA leave is calculated
and during which FMLA leave may be taken is based on a calendar 12-month period, from
January 1 to December 31. Leave time under the federal FMLA is unpaid. Employees should
consult the Policy to determine eligibility for leave. Any request over and above the Family
Medical Leave Act shall be in accordance with the next paragraph.

Medical. Request for medical leaves of absence shall be submitted in writing by the employee
to the Director with proof from the employee’s physician that said leave is necessary. The
granting or denial of such request shall be done on a case by case basis with the Director
considering operational requirements, the expected length of the leave of absence and the
reason therefore. The granting or denial of such leaves of absences shall be within the
discretion of the Director and any such denial is subject to the grievance procedure.

In addition to accruing seniority while on any unpaid medical leave of absence granted under
these provisions, employees shall be returned to the position they held at the time the leave of
absence was requested.
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Duration of Leave. An employee who has been granted a leave of absence, Family Medical
Leave or Medical, must return to full duty at the expiration of the Family Medical Leave, or if
extended, at the expiration of all accumulated sick and vacation leave which in no case can
exceed one (1} year from the date that said leave commenced after which the employee shalil
be separated from County employment. An employee in good standing at the time of
separation due to expiration of leave, shall have recall rights to his former position, if vacant or
is being filled by a probationary employee, for a period of three (3) months_following separation
from the County.

Bereavement. In the event of a death in the immediate family of an employee, the employee
shall be granted five (5) days leave of absence with pay. In the event of a death of the
employee's extended family member the employee shall be granted three (3) days leave of
absence with pay. The Director shall have discretion to award an employee from one (1) to
three (3) days leave of absence with pay for the death of an individual who is not an immediate
or extended family member but who had a unique family relationship with the employee.

An employee may use accumulated sick leave in order to extend said bereavement leave if
necessary.

Jury Duty. Employees shall be granted a leave of absence at such times as they are required
to report for jury duty or jury service. Employees will be paid their regular salary and shall turn
over to the County any and all compensation received for jury service. If an employee is
discharged from daily jury duty and is still within his scheduled workday, he shall immediately
return to work.

ARTICLE 10 - WORKERS’ COMPENSATION

Employees may utilize any available accrued vacation or sick time for days not paid by the
County on a medical leave based on a work-related injury. For non-controverted claims, the
County will pay for days one through seven of a medical leave based on a work-related injury.
The employee may have that portion of the accrued vacation or sick time reinstated by
reimbursing the County from a Workers compensation award on a day for day basis and must
turn over to the County that portion of the Workers compensation award made for days one
through seven.
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Sick and vacation days utilized for this purpose will not be counted in calculating incentive days
earned pursuant to Article 8: Sick Leave.

If the employee receives Workers Compensation covering days one through seven, the
employee must reimburse the County one week of the Workers Compensation benefit.

ARTICLE 11 - DISCIPLINE AND PISCHARGE

Disciplinary action or measures shall be documented in writing and mean only the following:

Warning/Counseling
Written reprimand
Suspension
Corrective Probation
Demotion

Discharge

Discipline shall be only for just cause.

During any meeting with the Director or his designee, should it become apparent that the
purpose is to either investigate for a possible disciplinary offense or to discipline the employee,
the employee may terminate the meeting until such time as Union Representation can be
obtained. Nothing in this Agreement shall prevent the Director or his designee from calling an
employee in for counseling purposes. Such counseling shall not be considered disciplinary
action, but written documentation of the counseling session may be placed in the employee’s
personnel file.

Documentation of counseling and/or discipline shall be maintained in the employee's personnel
file. Provided no further counseling or discipline has been taken, the employee's previous
counseling or discipline may only be used for the purpose of discipline within the following time
frames:

Counseling: One Year
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Written Reprimand: Three Two Years
Suspension: Five Years
Corrective Probation: Five Years
Demotion: Five Years

Further, all documentation of such counseling and discipline shall be removed from the
employee's personnel file at the time periods specified above, provided no further counseling or
discipline has been taken regarding the employee. Further, if the counseling and discipline
action is based upon violations of any human rights, civil rights, or sexual harassment rights law,
and such documentation is removed from the employee’s personnel file, the department may
maintain such documentation in its compliance file.

The Director or his designee may place an employee on administrative leave with pay for
purposes of conducting an administrative investigation and without pay for purposes of
conducting a criminal investigation provided employees is provided a Loudermill hearing. When
an employee becomes the subject of an internal affairs investigation, they shall be notified in
writing of such investigation, unless such notification would interfere with or compromise an
ongoing investigation. If criminal charges are pending against an employee, the unpaid leave
may extend until such time as the charges are finally resolved. Only if the employee is
acquitted or similarly absolved from guit on all charges and if the employee is returned to work,
the employee shall be paid regular base wages for that time spent on leave.

ARTICLE 12 - GRIEVANCE PROCEDURE

A grievance is a complaint that the Employer has viclated this Agreement. Grievances shall be
resolved as follows:

Step One. The grievance may be presented by the Union Steward, Union representative or
Grievance Committee, to the Director or his designated representative in writing within ten (10)
working days of the date of the grievance or the employee’s knowledge of its occurrence. The
Director or his designated representative shall respond in writing to the Union Steward, Union
representative or grievance Committee within ten (10) working days of receipt of the grievance.
By written mutual agreement between the Union and the Director, the time for filing of the
grievance or the response of the Director or his designated representative may be extended.
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Step Two. If the grievance remains unadjusted after Step One, it may be presented by the
Union Steward, Union representative or Grievance Committee to the Board of Directors, in
writing, within ten (10) working days after the response of the Director is due. The Board and the
Union’s business agent shall schedule a Step Two meeting to be held between the parties. The
Board may act on a grievance through three (3) or more of its members and shall respond in
writing to the Union Representative within fifteen (15) working days from the date of the Step
Two hearing.

Step Three. If the grievance remains unadjusted after Step Two, it may be presented by the
Union Steward, Union representative or Grievance Committee to the County Commissioners, in
writing, within ten (10) working days after the response of the Board of Directors is due. The
Commissioners and the Union’'s Staff Representative shall schedule a Step Three meeting to be
held between the parties. The Commissioners shall respond in writing to the Union
Representative within fifteen (15) working days from the date of the Step Three hearing.

Step Four. If the grievance is still unsettled, either party may, within fifteen (15) working days
after the decision of the Commissioners is due, by written notice to the other, request arbitration.
The arbitration proceedings shall be conducted by an arbitrator to be selected by the Employer
and the Union within seven (7) working days after the notice has been given. If the parties fail to
select an arbitrator, the State Board of Arbitration and Conciliation may be requested by either
or both parties to serve as arbitrators on the grievance. The decision of the arbitrator shall be
final and binding so long as not in conflict with Maine statutes and the arbitrator shall be
requested to issue histher decision within thirty (30) calendar days after the conclusion of
testimony and argument. Expenses for the arbitrator's services in the proceedings shall be
borne equally by the Employer and the Union. However, each party shall be responsible for
compensating its own representatives and witnesses. If either party desires a verbatim record of
the proceedings, it may cause such a record to be made and the requesting party shall be
responsible for the cost of such preparation.

With respect to Steps 2 through 4 of the grievance process, the receiving party or their designee
shall contact the AFSCME Staff Representative in order to schedule a required grievance
hearing.

The purpose of the grievance procedure shall be to settle employee grievances at the lowest
administrative level possible and to insure efficiency in maintaining morale. The time limits for
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filing grievances at each step are mandatory and the failure to comply therewith at any step of
the process shall result in a loss of the right to pursue the grievance. A “working day” shall mean
any day, Monday through Friday, excluding holidays, recognized in this Agreement, as applied
to posting procedures and grievance time limits.

Employees selected by the Union to act as union representatives shall be known as Union
Steward. The names of employees selected as Stewards and the names of other Union
representative who may represent employees shali be certified in writing to the Employer by the
Union and the individuals so certified shall constitute the Union Grievance Committee.

One Grievance Committee member may investigate and process grievances with permission of
the supervisor during working hours without loss of pay, provided such actions do not interfere
with the employee’s ability to perform his job, does not interfere with the operation of the Center
and such investigation or processing must be completed within a reasonable time. Permission
shall not be unreasonably denied.

ARTICLE 13 - INSURANCE AND RETIREMENT

Health Insurance. The Employer may change health insurance carriers or program without first
having to bargain with the Union so long as the coverage of the new health insurance program
would be comparable to the existing program. The employer shall communicate its intention to
do so and provide pertinent information to the employees through the Healthcare Advisory
Committee. The Unit agrees to appoint two (2) of its members to said Committee and to insure
that at least one (1) such member attends meetings of this Committee.

Single Plan

Individuals employed as of December 31, 2008 shall contribute towards the cost of the Single
Plan per month as follows:

2019 Employees will pay 7.4 % of the total annual premium for 2016. However, if the

total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
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2020

2021

Employees will pay 7.4 % of the total annual premium for 2017. However, if the
total annual premium for 2017 is 6% or higher than the total annual premium for
2016, the County will pay for the entire premium increase which exceeds 6%.
Employees will pay 7.4 % of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Individuals employed after December 31, 2008 shall contribute towards the cost of the Single

2019

2020

2021

Family Plan

Plan per month as follows:

Employee will pay 12% of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
Employee will pay 12% of the remaining premium for 2017 once the contract is
signed. However, if the total annual premium for 2017 is 6% or higher than the
total annual premium for 2016, the County will pay for the entire premium
increase which exceeds 6%.

Employee will pay 12% of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Individuals employed as of December 31, 2008 shall contribute towards the cost of the Family

Plan (including Single) as follows:

2019

2020

Employees will pay 19.5 % of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annua! premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
Employees will pay 19.5 % of the total annual premium for 2017. However, if the
total annual premium for 2017 is 6% or higher than the total annual premium for
2016, the County will pay for the entire premium increase which exceeds 6%.
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2021

Employees will pay 19.5 % of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Individuals employed after December 31, 2008 shall contribute towards the cost of the Family

Plan (including Single) per month as follows:

2019

2020

2021

Employee will pay 22% of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
Employee will pay 22% of the remaining premium for 2017 once the contract is
signed. However, if the total annual premium for 2017 is 6% or higher than the
total annual premium for 2016, the County will pay for the entire premium
increase which exceeds 6%.

Employee will pay 22% of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Parent with Child(ren) Plan

Individuals employed as of December 31, 2008 shall contribute towards the cost of Parent with

Child(ren) (including Single) as follows:

2019

2020

2021

Employees will pay 19.3 % of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
Employees will pay 19.3 % of the total annual premium for 2017. However, if the
total annual premium for 2017 is 6% or higher than the total annual premium for
2016, the County will pay for the entire premium increase which exceeds 6%.
Employees will pay 19.3 % of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Individuals employed after December 31, 2008 shall contribute towards the cost of Parent with

Child(ren} (including Single) as follows:
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2019

2020

2021

Employee will pay 22% of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.
Employee will pay 22% of the remaining premium for 2017 once the contract is
signed. However, if the total annual premium for 2017 is 6% or higher than the
total annual premium for 2016, the County will pay for the entire premium
increase which exceeds 6%.

Employee will pay 22 % of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Employee and Spouse Plan

Individuals employed as of December 31, 2008 shall contribute towards the cost of Employee &

Spouse (including Single) as follows:

2019

2020

2021

Employees will pay 19.9 % of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County wiil pay for the entire premium increase which exceeds 6%.
Employees will pay 19.9 % of the total annual premium for 2017. However, if the
total annual premium for 2017 is 6% or higher than the total annual premium for
2016, the County will pay for the entire premium increase which exceeds 6%.
Employees will pay 19.9 % of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

Individuals employed after December 31, 2008 shall contribute towards the cost of Employee &

Spouse (including Single) as follows:

2019

2020

Employee will pay 22% of the total annual premium for 2016. However, if the
total annual premium for 2016 is 6% or higher than the total annual premium for
2015, the County will pay for the entire premium increase which exceeds 6%.

Employee will pay 22% of the total remaining premium for 2017 once the contract
Is signed. However, if the total annual premium for 2017 is 6% or higher than the
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total annual premium for 2016, the County will pay for the entire premium
increase which exceeds 6%.

2021 Employee will pay 22% of the total annual premium for 2018. However, if the
total annual premium for 2018 is 6% or higher than the total annual premium for
2017, the County will pay for the entire premium increase which exceeds 6%.

The County agrees to continue its $3.00 weekly payment for Dental Insurance

Employees shall be responsible for the payment of premiums through payroll deduction.

The County will pay 2 of the premium for health insurance for employees who retire from
County employment after 24 years of service except employees that are eligible under Section 2
of this article. Upon proof of other Affordable Care Act Health Insurance coverage and
employee may waive county coverage and receive a monthly stipend of $ 250 before taxes.

Life Insurance. The Employer shall offer as an option to employees up to their annual salary
rounded to the next one thousand dollars ($1,000.00) of life insurance coverage under the State
Retirement System; the Employee will pay up to fifteen cents (15 per One Thousand Dollars
($1,000.00) per week, the remaining premium to be paid by the employer. Any such amounts
are to be deducted from the employee’s pay as a weekly payroll deduction. All requests for
coverage from the employee must be in writing.

Retirement - M.P.E.R.S_The Employer shall offer the option to employees to participate in the

Maine Public Employees Retirement System under the options selected and in effect as of
January |, 1998.

Deferred Compensation Program. The Employer shall offer as an option effective July 1,

1997, a Deferred Compensation program in accordance with the Plan administrated through
VOYA. Upon date of hire employees may elect to participate in the Deferred Compensation
Plan.

An employee who elects to participate in the Deferred Compensation plan shall authorize
payroll deductions of at least Six Hundred Dollars ($600.00) per year for contribution to the
Plan. The County shall contribute an equal amount to the plan on behalf of the employee up to
seven percent (7 %) of the employee’s base pay for the calendar year after nine (8) months of
completed service. The employee's election can be on all hours worked. County match is only

on Base hours, not overtime.
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Dual Participation. If an employee participates in the Maine State Retirement option and

wishes to participate in the Deferred Compensation plan he may do so, but only at his own
expense, and no contribution will be made by the County.

ARTICLE 14 - HOURS OF WORK

Work Schedules Bargaining Unit employees shall work a forty (40) hour workweek. Work
schedules are determined by the Director. No schedule change may be made by the Director
unless he has provided prompt notice to the Union of the proposed schedule change. Within
fifteen (15) days of the notification to the Union, the Director agrees to meet with representatives
of the Union to discuss the change and its impact on employees. If the parties to this meeting
agree on further changes, the new schedule may be implemented immediately. However, if the
parties do not agree on the schedule or any further changes, the Director may implement the
proposed schedule after posting said schedule and notifying all affected employees in writing at
least fifteen (15) days before the effective date of the change of schedules. Nothing herein shall
prevent the director from changing the work schedule, immediately and without notice, for the
purpose of meeting emergency situations over which the employer has no control.

Schedule Openings. Schedule openings will be posted and employees within the bargaining

unit may bid on schedule openings on the basis of their seniority within this bargaining unit.
While schedule bidding will continue to be primarily on the basis of seniority for schedule
openings, the Director can consider an employee's job performance over the previous year in
denying a bid for a schedule change. The Director shall have the right to deny bids or change
schedules in order to have balanced shifts. Openings must be posted in writing for a minimum
of five (5) working days. Employees must respond in writing stating shift preference.

Lunches & Breaks. No specific lunch or break periods are provided for unit employees but
such are permitted if taken at reasonable times for reasonable periods so as not to interfere with
the individual's responsibilities. Lunch breaks should not exceed thirty (30} minutes. At the
discretion of the Shift Supervisor, employees may be permitted a ten minute break during each
half of a shift.
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Force Outs. No employee shall be forced out for a period of greater than 14 hours. Blocks of 2
hours or less shall be offered to volunteers working at that moment or oncoming staff. If no one
volunteers, the employee with the least amount of overtime can be mandated to work.

Force Out Turnaround. No employee shall be forced to return to work or attend training

classes or conferences within ten (10) hours of their last scheduled shift unless an emergency
situation requires otherwise.

Force Out Call Taker Turnaround. When call-takers work and 8 hour shift they shall have at
least and 8 hour turnaround. When call-takers work more than 8 hours they shall have a 10

hour turnaround.

Non Union Employees Working_ in the Dispatch Center-—-The Director and Deputy Director

can work in the dispatch center as long as they are not taking overtime away from a bargaining
unit employee. They can work in the dispatch center to reduce force-outs if they are available.
The Director and Deputy Director can only work in the dispatch center if their certifications are
still valid.

Previously Approved Time Off. Previously approved time off, including vacation time, sick
time, comp time or personal leave, shall be considered hours worked for the purpose of
calculating overtime if an employee is forced to work during that pay period. If an employee
works extra hours during the week that included previous approved time off, the employee will
have the option of replacing the used leave time hour for hour for the extra hours worked in the
same week. This will be executed on a one year trial program.

Time Change. If a time change (from daylight to standard time, or vice-versa) results in the
loss of an hour of work, the employee may use vacation time, compensation time, or personai
time to make up that lost hour.

ARTICLE 15 - OVERTIME AND COMPENSATCRY TIME

Time and one-half the employee’s regular hourly rate of pay shall be paid for all hours worked
beyond forty hours per week. Any such overtime work must be approved in advance by the
Director or his designee. By mutual agreement between the Director and the employee, the
employee may request compensatory time (comp time) in lieu of overtime and based on the

same rate as overtime. If requested and approved, Comp Time shall be used within sixty (60)
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W O~ O A W N =

W W W W W W NN RN MDD DN DD 22 2 a3 a4 a3 a2 A
bk WN 2 O O 0N A N =S OO 0N O hA WD O

days of the time earned, unless the Director approves otherwise, but in no case may Comp
Time be taken more than ninety (90) days after earned. If said ninety (90) days expire and
Comp Time remains unused, the employee will be paid for the overtime worked. In no case
shall Comp Time be accumuliated.

Overtime Distribution. Overtime, call-out and force-out procedures will be in accordance with
the Penobscot Regional Communications Center Standard Operating Procedures and
specifically in accordance with Chapter 5, “Allocation and Distribution of Personnel” of such
Standard Operating Procedures, or any amendment thereto. No amendment to Chapter 5 may
be made without first negotiating with the union. All voluntary overtime requests shall be
awarded based on seniority rotation.

ARTICLE 16 - COURT TIME

Whenever an employee is required to appear in court in his official capacity on a scheduled day
off or during non-duty hours of a day on, the employee shall receive one and one-half (1%4)
times his regular rate of pay for hours so spent. If the employee is required to appear on a
vacation day, he shall receive double pay. in any event, the employee shall receive the wages
described above or four- (4) hours of pay at straight rate, whichever is greater, for court
appearances.

ARTICLE 17 — BULLETIN BOARDS

The Employer agrees to furnish and maintain one suitable bulletin board in the employee
lounge. The Union shall limit its posting of notices and bulleting to such bulletin board. No
material demeaning to the Employer, political in nature or advocating an illegal activity may be
posted.

ARTICLE 18 - UNION ACTIVITIES

The Employer agrees that during work hours, and without loss of pay, up to two (2} Union
representatives shall be allowed to attend negotiation sessions, provided seven (7) days
advance notice is given to the Director and such attendance does not interfere with the
operation of the Center.
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Employer agrees to permit two union members to take up to two days per year paid time to
attend Union training seminars, Union functions including committee meetings, so long as
operational needs will allow as determined by the Director. The Director shall authorize
coverage by others if needed.

Duly authorized representatives of Council 93, shall be permitted access into work areas for the
purpose of transacting business within the scope of representation. Such activities will not
interfere with the performance of employee(s) duties or violate the County’s security policies.
Duly authorized representatives shall be permitted to enter work sites for the purpose of
observing conditions under which employees are employed and to carry out the representative’s
legal responsibilities.

The duly authorized representative will, in all cases of access, notify the person in charge of the
facility or his designee, of his presence. Access shall not be unreasonably denied.

ARTICLE 19 - WORK RULES

Such rules shall not contradict the terms of the Agreement. The Director shall post any new
work rule or modification of any existing work rule at least five (5) work days, Monday through
Friday, before it becomes effective, unless unable to do so because of an emergency. A copy of
all existing work rules and any changes shall be made available to all employees affected by the
change.

ARTICLE 20 - DEFINITIONS

Director - shall mean the Director of the Penobscot Regional Communications Center.

Deputy Director—shall mean Deputy Director of the Penobscot Regional Communications
Center

Bargaining Unit - shall mean the Telecommunications Bargaining Unit.

Board of Directors - shall mean the Board of Directors of the Penobscot Regional
Communications Center.

Workday - Workday, for the purposes of Articles 7 and 12, shall mean any day, Monday
through Friday, excluding holidays recognized in this Agreement.

Day - means calendar day unless specific wording means otherwise.

Emergency - or Emergency Situation means an unforeseen circumstance over which the

employer has no control.
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Shift - means the block of time during the day when the employee is scheduled to be on duty.
Schedule - means the configuration of shifts that make up the workweek.

Schedule Opening -means an unfilled shift or shifts in the schedule

Vacancy - means an unoccupied, budgeted, full-time position which has no permanent
employee assigned to it.

Immediate Family - shall include spouse or significant other, parents, children, brother, sister,
grandparents, grandchildren, step parents, step children ef step grandchildren

Extended Family — shall include father-in-law, mother-in-law, grandparents-in-law, brother-in-
law, sister-in —law.

Significant Other — means a relationship that exists between an employee and some other
person whom are not married, that is intended to remain indefinitely, where there is joint
responsibility for each other's common welfare, where there are significant shared financial
obligations and the employee and other person live together in a shared primary residence.
The relationship must have existed for at least six months before benefits may be provided
under this agreement. The Director shall, in his or her discretion, determine whether a
significant other relationship exists.

ARTICLE 21 - REIMBURSABLE EXPENSES

If the employee conducts work within the assigned work area, no reimbursement shall be
provided to the employee for any expense, to include meals. If the employee is required to
attend training or meetings outside of Bangor, cost for meals, and other job related expenses
shall be reimbursed to the employee. The cost for meals shall not exceed Ten Dollars ($10.00)
for breakfast, Fifteen dollars ($15.00) for lunch, and-Twenty dollars ($20.00) for dinner. When an
employee uses his vehicle for official business, the Employer shall compensate the employee at
not less than the current Penobscot County rate per mile, provided prior approval for such use
of a private vehicle is obtained from the Director or his designee. The County shall reimburse
employees clothing and personal equipment when they are damaged in the course of
employment.

ARTICLE 22 - TRAINING

Any and all required training sessions and schools conducted outside the department and

attended by members of the unit will be done so with the Employer paying for such time at the
(R1204364.1 2BIB2.066039 )
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employee’s regular rate of pay. Should the time spent in actual training exceed the hours of the
employee’s reguiarly scheduled work week, the employee shall be paid one and one-half (1 1%2)
times their regular rate of pay for such excess time. The employee shall receive a total of two
(2) hours pay for all travel time, regardless of the actual travel time, for training attended beyond
a thirty (30) mile radius of Bangor. The two (2) hours paid for travel time shall be considered
hours worked for the purpose of calculating over-time. If the travel time is greater than two (2)
hours than the employee will be paid for the actual travel time.

The Director must approve all paid training. The employer agrees to attempt to maintain a list of
eligible applicants for the purpose of filling schedule vacancies. It is also agreed that in the
event of a schedule vacancy, the employer will expedite training and hiring process in order to
fill the vacancy with a permanent employee.

ARTICLE 23 - PROBATIONARY EMPLOYEES

Initial Probation. Unit employees will serve a probationary period of nine (9) months from the
date of full-time hire. Any unpaid leave used by a probationary employee shall not be credited
as part of their probationary period. During the probationary period, the employee may be
terminated by the Employer without recourse to the grievance and arbitration procedure.
Promotion. In the case of promotion, a promoted employee shall serve a probationary period of
six (6) months, during which time the employee may choose to self-demote (provided a position
is available) or may be demoted back to the employee’s prior position.

ARTICLE 24 - MANAGEMENT RIGHTS

The Union agrees that except as explicitly limited by specific provisions of this Agreement,
Management has all rights and authority to manage its operation and direct its work force in
accordance with its judgment. The Union further recognizes the right of Management to
establish rules and regulations so long as such rules and regulations are not inconsistent with
the provisions of this Agreement.

ARTICLE 25 - NO STRIKE - NO LOCKOUT

The services performed by the employees included in this Agreement are essential to the public
health, safety, and welfare. There shall be no interruption of the work for any cause whatsoever,
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nor there be any work slowdown or other interference with public services. The Employer
agrees that no lockout will occur during the term of this contract.

ARTICLE 26 - SEPARABILITY AND SAVINGS CLAUSE

If any Article or Section of this contract or any riders thereto should be held invalid by operation
of law, or by any tribunal of competent jurisdiction, or if compliance with or enforcement of any
Article or Sections should be restrained by such tribunal pending a final determination as to its
validity, the remainder of this contract and of any rider thereof, or the application of such Adicle
or Section to persons or circumstances other than those as to which it has been held invalid or
as to which compliance with or enforcement of has been restrained, shall not be affected
thereby.

In the event that any Article of Section is held invalid or enforcement of or compliance with
which has been restrained as set forth above, the parties affected thereby shall enter into
immediate collective bargaining negotiations upon the request of the Union for the purpose of
arriving at a mutually satisfactory replacement of such Article or Section during the period or
invalidity or restraint. If the parties do not agree on a mutually satisfactory replacement, either
party shall be permitted all legal or economic recourse in support of its demands,
notwithstanding any provision in this contract to the contrary.

ARTICLE 27 - WAGES
Ranges and Rates. The Pay Ranges and Rates by classification effective on the day of

acceptance of this Agreement by the Parties, negotiated by the Employer and the Union shall
be adjusted by 2.0% for 2019; 2.5% for 2020; and 2.0%% for 2021, as set forth below:

Telecommunications Operator Pay Range 13

1 2 3 4 5 6 7

2019 16.55 17.26 17.99 18.72 19.41 20.15 20.87

2020 16.97 17.69 18.44 18.18 19.90 20.65 21.39

2021 17.31 18.04 18.81 19.57 20.29 21.06 21.82

Senior Pay

Operator Range
(RI204364.1 28382-066039 }
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14
15
16
17
18
19
20
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1 2 3 4 5 6 7
2019 18.71 19.40 20.15 20.86 21.56 22.30 23.02
2020 19.17 19.89 20.65 21.38 22.10 22.85 23.60
2021 19.56 20.28 21.06 21.81 22.54 23.31 24.07
Telecommunications Supervisor Pay Range 16
1 2 3 4 5 8 7
2019 22.66 23.57 24.47 25.39 26.29 27.20 28.06
2020 23.23 24.16 25.08 26.02 26.94 27.88 28.76
2021 23.70 24.64 25.58 26.54 27.48 28.44 29.34
Call Takers
1 2 3 4 5 6 7
2019 15.81 16.48 17.19 17.91 18.67 19.47 20.30
2020 16.21 16.90 17.62 18.36 19.13 19.96 20.81
2021 16.53 17.23 17.97 18.73 19.52 20.36 21.22

The wage increases for 2019 set forth above shall be retroactive to January 1, 2019.

Further, the County agrees to pay a $1.00 per hour stipend to operators who are designated by
the Director to cover a shift, or portion thereof, in a supervisory capacity during those periods

when no Telecommunications Supervisor or Senior Operator is on duty.

Further, the County agrees to pay a $1.00 per hour stipend to operators who are designated by
the Director to act as a Field Training Officer (FTO) when such officers are actually working as

an FTO.

Promotion and Demotion: A promotion shall be defined as being employed in a job thatis in a
higher pay range than the previous job. When an employee is promoted Senior Operator or
Supervisor position he/she will be placed in the intermediate step of the new range that gives at
least a five (5) percent increase, and will remain in that range for twelve (12) months from the
date of promotion. When a Call-Taker transitions to the position of Dispatcher, they will move
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into the Dispatcher pay scale, but at a step that is closest to their current step but not lower. In
no case will the employee be paid above his/ her appropriate job rate.

A demotion shall be defined as being employed in a job that is in a lower pay range than the
previous job. When an employee is demoted he/she will be placed in the pay range and step
applicable to the new classification. In no case will the employee be paid above his/ her
appropriate job rate.

ARTICLE 28 — LABOR/MANAGEMENT MEETINGS

During each calendar year, Labor or Management may request a meeting to discuss
labor/management issues. Such request must be made to the Department Head or the
Bargaining Agent. The party requesting such meeting must provide a written agenda to all
participants at [east seven (7) days prior to the meeting. No party may request more than four
(4) meetings in a calendar year unless the other party agrees.

ARTICLE 29- RECRUITMENT & RETENTION

RECRUITMENT- When a current PRCC employee recruits someone for employment and is
indicated on the application, that employee would be eligible for a recruitment stipend. Once
the applicant is hired and starts employment the referring employee will receive $ 250. Once
the new employee pass probation the referring employee will receive an additional $ 250.

RETENTION- Any new employee who has never been employed at Penobscot Regional
Communications Center in the past may receive a signing bonus of $ 500 after the successful
completion of the probationary period and one year anniversary of their hire.

ARTICLE 30 - TERM OF AGREEMENT AND TERMINATION

Term of Agreement. The term of this Agreement shall be effective upon signing through

December 31, 2021 unless otherwise noted in this contract or by side bar agreement.

Termination. This Agreement shall remain in full force and effect until December 31, 2021. It
shall be automatically renewed from year to year thereafter unless either party shall notify the
other in writing at least one hundred twenty (120) days prior to the anniversary date that it
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desires to modify this Agreement. In the event that such notice is given, negotiations shall begin
not later than sixty (60) days prior to the anniversary date; this Agreement shall remain in full
force and be effective during the period of negotiations.

In the event that either party desires to terminate this Agreement, written notice must be given
to the other party not less than ten (10) days prior to the desired termination date which shall be
before the anniversary date set forth in the preceding paragraph.

Reopener Clause — In the event the workload of the Communications Center substantially
increases due to consolidation, either party to this agreement may give notice not more than
sixty (60) days following the date of consolidation of its desire to bargain the impact of such
consolidation

IN WITNESS of their Agreement, the parties have set their signatures below this 04" day of
June, 2018.
SIGNATURES

F O?SCOT COUNTY: FOR AEBEME COUNCIL NO. 93:

/A

— ==
Peter K. Baldacci, Chair

James Mackie, Staff Representative

A 6,, /L —

ra Sanborn, Commissipner Biake Miller, Union Steward

- L~

Andre Cushing, Comyééoner William Lovejoy, Union Sfeward
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