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The TOWN OF GREENWICH ("Town") and the GREENWICH MUNICIPAL
EMPLOYEES ASSOCIATION ("Association™) agree as follows:

ARTICLE |
PREAMBLE

This Agreement is entered into between the Town of Greenwich and the Greenwich
Municipal Employees Association. It is the intent and purpose of this Agreement to
assure mutually sound and beneficial working and economic relationships between the
parties hereto, to provide an orderly and peaceful means of resolving any
misunderstandings or differences which may arise as to the terms of this Agreement, and
to set forth herein the basic and full Agreement between the parties concerning rates of
pay, wages, hours of employment and other conditions of employment.

ARTICLE 2
RECOGNITION

In accordance with Sections 7-467 to 7-477 of the Connecticut General Statutes, as
amended, the Town of Greenwich hereby recognizes the Greenwich Municipal
Employees Association as the sole and exclusive collective bargaining representative for
the bargaining unit consisting of all full-time permanent employees and part-time
permanent employees in the classifications set forth in Appendix C. Excluded from the
bargaining unit are all other employees, including, but not limited to, individuals
excluded pursuant to Sections 7-467 through 7-477 of the Connecticut General Statutes
(MERA), and other employees as may be specifically set forth in this Agreement.

ARTICLE 3
NOTICE

The Town shall provide the Association with sufficient copies of the Agreement for
distribution by the Association to all covered employees. The Town shall provide a copy
of the Agreement to each newly hired covered full-time and part-time employee upon
commencement of employment. The Town shall make available to employees for
inspection other documents that relate to employee benefits and other terms and
conditions of employment.

The Town shall provide the Association with an electronic copy of the current Collective
Bargaining Agreement within thirty (30) days from the date said Agreement is executed
by the parties.

Each month the Town shall forward to the Association a current alphabetical listing of all
bargaining unit employees to include the following information: address, job title, pay
grade, department and association/service fee deduction. This list shall be forwarded to
the Association with the monthly dues/service fee payment.
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The Association will be supplied with the names and addresses of new hires in permanent
full-time and permanent part-time positions. Designated Association representatives will
be provided with reasonable opportunity, within three (3) business days of hire, to meet
with the new hires concerning Association membership.

ARTICLE 4
CATEGORIES OF EMPLOYEES

A The following definitions shall be used for the administration of this Agreement:

1. Full-time permanent employees: An employee who has completed the
probationary period for their position and works the standard workweek as
defined by Article 7.

2. Part-time permanent employee: An employee who has completed the
probationary period for their position and works at least thirty-two (32) and a
maximum of fifty (50) hours per bi-weekly payroll period. The maximum
hours for Food Service employees of the Board of Education shall be sixty-
four (64) hours per bi-weekly payroll period.

3. Probationary employee: All newly hired full-time and part-time employees,
hired in classifications represented by this bargaining unit, shall be considered
as probationary employees and must complete a probationary period
consisting of six (6) months of work before attaining permanent employee
status. Employees who are absent from work during their probationary period
in excess of ten (10) work days may have their probationary period extended
for a like period at the discretion of the department head.

During the probationary period, the probationary employee is considered an at
will employee and may be disciplined, discharged, laid off or otherwise
dismissed at the sole discretion of the appointing authority and neither the
reason for, nor the disciplinary action, discharge, layoff, or dismissal may be
the subject of a grievance.

Probationary employees shall be covered by the express provisions of the
terms of this Agreement, except as otherwise specifically set forth in this
Agreement.

4. Temporary employees: Full and part-time employees who are hired on a less
than six- (6) month basis. Temporary employees shall not work more than
twelve (12) months in any twenty-four (24) month period and not more than
six months in the same department in any twelve (12) month period.
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5. Seasonal employee: An employee who works for a period of not more than
one hundred twenty calendar days in any calendar year except for employees
assigned to the Department of Parks and Recreation who are hired for a
particular recreational program such as the golf course, skating, and beach
programs who may exceed the one hundred twenty day limit and work for the
duration of the recreational program.

6. Emergency employee: Any employee who works pursuant to Section G of
Article 24.

B. The Collective Bargaining Agreement between the Town and GMEA provides for
a salary schedule to which all bargaining unit positions are allocated. It is
recognized that the Town is required, under “MERA” to negotiate with the
appropriate bargaining representative as to the allocation to salary grades of
newly created positions recognized to the bargaining unit and the re-allocation to
salary grades of existing positions recognized to the bargaining unit.

GMEA recognizes the Town’s managerial right to establish new positions and to
reclassify existing positions subject to the aforementioned duty to negotiate as to
the salary grade placement.

In order to provide for an effective method to satisfy these requirements, the
parties have agreed to follow the procedure as set forth below in determining the
proper salary grade allocation for newly created positions and reclassified
positions to the bargaining unit.

1. The Town, prior to posting, shall forward to the GMEA President a copy of any
newly proposed job classification for which a reasonable basis exists that an
incumbent in such new position will perform bargaining unit work and job
classifications represented by GMEA for which the essential features and/or
minimum qualifications have been modified.

2. The GMEA President shall notify, in writing, the Director of Human
Resources within ten (10) business days from receipt of such job classification
whether GMEA will seek to represent the newly created position; and, for revised
classifications that it represents, GMEA’s position as to the proposed salary grade
placement.

3. In the event of a disagreement regarding the proposed salary grade placement
the following procedure shall be followed in place of the Article 23 grievance
procedure. The parties shall meet to discuss the issue of salary grade placement
for such position within ten (10) business days from receipt of such notice. The
Town agrees not to post for such position until the aforementioned meeting. In
the event the salary grade placement is not resolved at this step in the procedure,
the Town may post the position and proceed to fill the position.
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4. Arbitration: Either the Town or GMEA may proceed to arbitration as
provided herein to resolve a dispute in the salary grade placement of a new
position, reallocation of an existing position or reclassified position. The party
requesting arbitration shall notify the other party in writing of its intent to
arbitrate within five (5) business days from the date of the meeting held pursuant
to paragraph 3 above. The parties may mutually agree to waive the five (5) day
requirement. A notice to arbitrate shall be sent by the party seeking arbitration to
the appropriate arbitrator with a copy to the other party. The notice to arbitrate
shall include the title(s) in dispute. The arbitrator shall contact both parties to
arrange for a mutually convenient date for the arbitration hearing. An arbitration
hearing shall be scheduled by the arbitrator within twenty (20) business days from
the date the notice to arbitrate is received by the arbitrator. The arbitrator shall be
selected from the list of arbitrators agreed to by the parties. The arbitration
hearing process shall be expedited. All evidence shall be produced at the
scheduled arbitration hearing. Post hearing briefs will not be permitted but the
parties may submit a post hearing written summation within three (3) business
days from the date of the arbitration hearing. The arbitrator shall render a
decision within ten (10) business days of receiving all documents. The authority
of the arbitrator is limited to selecting from either the Town’s or GMEA’s last
best offer. Neither party shall appeal the decision of the arbitrator to the courts.
The decision of the arbitrator shall be final and binding on the parties and
effective the first payroll period following receipt of the decision by the Director
of Human Resources.

The cost of the arbitration shall be split equally between the Town and GMEA.
The arbitrator shall be selected by mutual agreement by the parties.

C. A permanent full-time employee shall receive all benefits provided by this
Agreement. Notwithstanding the foregoing, permanent part-time employees shall
not receive the benefits described in the following Articles of this Agreement:
Article 5 (D), Article 6 (D), Article 8 (A), (B), (C), (E), Article 11 (B), Article 14
with the exception of for subsection G (which defines benefits available to
permanent part-time employees), Article 16 (E), Article 17 with the exception of
subsection (C) (2) (which defines benefits available to permanent part-time
employees), Article 18 (A), Article 20, Article 21 and Article 22.

ARTICLE 5
WAGES

A. Permanent full-time and permanent part-time employees, except employees
assigned to the Food Service Division of the Board of Education and Public
Safety Dispatchers, shall be paid at the appropriate rate per year as specified in
Appendix D. Permanent full-time and part-time employees assigned to the Food
Service Division of the Board of Education shall be paid at the appropriate rate
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per year as specified in Appendix E. Public Safety Dispatchers shall be paid the
appropriate rate per year as specified in Appendix F.

B. General Wage Increases:

1) The collective bargaining agreement shall provide for the following general
wage increases: effective retroactive to July 1, 2010 1.90 %, effective July 1,
2011 2.30% and effective July 1, 2012 2.30%.

C. Step Placement and Advancement

Increments are shown for the purposes of this Agreement only and are not to be
construed as guaranteed for the purposes of future agreements.

Employees shall be paid at the appropriate grade and step as set forth in the salary
schedules appended to this Agreement. Employees who complete one (1) year of
service at their present step and receive a satisfactory or better annual
performance review shall be eligible to advance to the succeeding step. An
employee hired on or after July 1, 2005 shall be eligible for an increment on July
1 following twelve months of work from the date of hire, and each July 1
thereafter subject to the conditions set forth in this paragraph. . Advancement to
the succeeding step is not automatic and shall only be made at the discretion of
the department head upon the employee satisfactorily completing the eligibility
requirements. Failure of a Department Head to evaluate an employee shall deem
that employee eligible to advance to the succeeding step. In no event shall an
employee receive a salary in excess of the maximum provided for that salary
grade. An employee shall not be eligible to advance to the succeeding step if the
employee has received a formal written notice of discipline within the twelve-
month period preceding the effective date of the step increase. In such event the
employee shall next be eligible to advance to the succeeding step the following
July 1. A Department Head is required to provide an employee with written
notice thirty (30) days prior to the increment’s effective date that such increment
is being withheld. An employee may grieve the withholding of an increment
directly to Step Il of the grievance procedure.

D. Any full time employee who is on the active payroll as of December 1 of each
contract year shall receive the following longevity payment: ten (10) years of
service shall receive a total longevity payment of four hundred-fifty dollars
($450.00); fifteen (15) years of service a total longevity payment of six hundred
dollars ($600.00); and twenty (20) or more years of service a total longevity
payment of eight hundred dollars ($800.00). Said payment shall be made in the
first full payroll period in December. There shall be no pro-ration of said
payment.

E. Starting with the second bi-weekly payroll following July 1, 2011, all wage
payments shall be made through direct deposit. Employees shall provide the
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information necessary to the Town to implement direct deposit of wage payments.
Employees have the option to receive their pay advice either electronically or
with a paper copy.

F. Ten (10) and eleven (11) month employees may elect to be paid on either a
twenty-two or twenty-six payroll period basis. The election must be made in
writing and will become effective for the subsequent fiscal year. Payroll
deductions may be adjusted as a result of a change in payroll periods.

ARTICLE 6
COLLECTIVE BARGAINING

A. All collective bargaining with respect to hours, wages and other conditions of
employment shall be conducted by authorized representatives of the Association
and the Town.

B. The members of the Association Negotiating Committee, but not more than six
(6) persons, shall be granted time off from duty with full pay for all meetings with
the Town for the purpose of negotiating the terms of a contract when such
meetings take place at a time during which such members are scheduled to be on
duty, as long as the time off does not interfere unreasonably with Town business,
in which case the meeting shall be promptly rescheduled.

C. The members of the Association Grievance Committee, but not more than two (2)
members and the aggrieved employee, shall be allowed a reasonable amount of
time without loss of pay during regularly scheduled working hours for the
processing of grievances. Any employee whose testimony is required by the
Association at any stage of the grievance procedure shall receive reasonable
release time from duty with full pay for providing such testimony, as long as the
time off does not interfere unreasonably with Town business, in which case the
meeting shall be promptly rescheduled.

D. Each member of the bargaining unit who is a director of the Greenwich Municipal
Employees Federal Credit Union or Member’s Credit Union shall be granted
leave from duty with full pay up to two (2) hours per month non-cumulative, for
all necessary directors' meetings of the Credit Union when such meetings take
place at a time during which such members are scheduled to be on duty; provided,
however, that the aggregate number of directors so granted such leave (whether
from the bargaining unit or otherwise) shall not exceed a total of twelve (12) per
month.
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Employees designated by the President of the Association shall be granted leave
from duty without loss of pay or benefits for up to a maximum of twenty-five (25)
days in the fiscal year provided such time off does not unreasonably interfere with
Town business. Such leave shall only be granted for matters, other than
negotiations and grievance processing, directly related to administration of this
Agreement or of the Association and shall be requested by the employee in
advance to the Director of Human Resources via the employee's department head.

ARTICLE 7
HOURS AND WORKWEEK

The standard workweek for full-time employees, except Public Safety Dispatchers, shall
be thirty-five (35) hours scheduled over five consecutive days during a calendar week.
The workweek for Public Safety Dispatchers shall be as defined in Appendix L. The
workweek for part-time employees shall be as provided in Article 4 (A) (2). Should it be
necessary, in the interest of efficient operations and/or to provide alternative office hours
to the public, the Town shall provide employees and the Association with reasonable
notice of any changes in the workweek or workday.

A

ARTICLE 8
OVERTIME, SHIFT DIFFERENTIAL,
JURY PAY, COURT TIME PAY, AND CALL OUT PAY

Employees are not authorized to work in excess of their regular workday and
workweek without prior authorization from their supervisor.

Employees shall be paid at the rate of one and one-half (1%2) times their regular
straight time hourly rate for overtime in excess of their standard seven (7) hour
workday or standard thirty-five (35) hour standard workweek as set forth in
Avrticle 7 or in the case of Public Safety Dispatchers covered by Appendix L for
overtime in excess of their standard eight (8) hours workday, or standard forty
(40) hour standard workweek. However, an employee shall not receive overtime
compensation when within forty-eight (48) hours following the day the overtime
is worked the employee is absent due to non-occupational illness or injury (sick
leave) in which case the excess time worked shall be paid at the straight time rate
of pay.

If an employee and the employee's supervisor agree to compensatory time as set
forth herein compensatory time will be given as straight time for those hours over
thirty-five (35) and up to forty (40). Any compensatory time after forty (40)
hours will be at time and one half as set forth in this Article.

By mutual agreement of the employee and the employee's supervisor, in lieu of
cash payment for overtime, an employee may be granted compensatory time at
the applicable rate in accordance with this section. Compensatory time must be
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used within one hundred twenty (120) calendar days of the date on which it was
earned and may be accumulated to a maximum of thirty-five (35) hours.

B. Effective July 1, 2011 the existing shift differential in pay of Seventy-Five Cents
($.75) per hour for all hours worked on the second shift starting at or after 12:00
Noon and ending at 12:00 Midnight shall be increased to One Dollar ($1.00) per
hour and the existing shift differential of One Dollar Twenty Five Cents ($1.25)
per hour for all hours worked on the third shift starting at or after 10:00 P.M. and
ending by 8:00 A.M shall be increased to One Dollars Fifty Cents ($1.50) per
hour.

C. Permanent full-time employees shall be paid for time spent attending jury duty.
The Town shall have the right to deduct from the pay of any permanent full-time
employee to whom it has paid jury pay pursuant to this Agreement the daily
stipend paid to such employee by the amount of such stipend.

D. All employees required to appear in or attend Court as employees of the Town of
Greenwich or as a result of testimony or evidence required in a case involving the
Town, shall be paid the appropriate rate for said time.

E. Employees called out to work overtime, whether or not scheduled in advance,
shall be guaranteed a minimum of three (3) hours at the overtime rate except if
such time is contiguous to the workday.

ARTICLE 9
TEMPORARY ASSIGNMENTS

The Town shall pay any permanent, full-time employee temporarily assigned to a higher
classification within the bargaining unit at a rate of pay ten percent (10%) higher than the
employee’s regular rate or at the minimum of the wage range for the higher position,
whichever is higher, but does not exceed the maximum of the pay range for the higher
classification, providing the employee is qualified and assigned to complete at least fifty
percent (50%) of the duties of the higher temporary position. A full-time employee
temporarily assigned to a higher classification outside of the bargaining unit shall be paid
the greater of the out of class pay set forth above or ninety percent (90%) of the base
salary of the individual in the higher classification. Such higher rate of pay shall
commence on the first full working day in the temporary assignment.
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ARTICLE 10
HOLIDAYS

The following shall be observed as paid holidays:

New Year's Day, January 1 Labor Day

Martin Luther King's Birthday Columbus Day*

President’s Day Veterans' Day *

Good Friday* Thanksgiving Day

Memorial Day Day after Thanksgiving

July 4th Christmas Day, December 25

* These days are not paid holidays and are considered regular workdays for
employees assigned to Nathaniel Witherell.

When a holiday falls on a regular day off, for employees scheduled to work a five
(5) day operation, the holiday shall be celebrated on a regular workday to be
scheduled by the Town. For employees scheduled to work a seven (7) day
operation, the holiday shall be celebrated on a regular workday to be selected by
the employee, with the approval of the department head; the workday selected
need not be uniform.

If an employee shall be required to work on a holiday, he shall be paid at the rate
of one and one-half (1 1/2) times his/her regular straight time hourly rate for such
work.

Permanent, part time employees shall be entitled to the holidays of this Article
and shall receive as holiday pay an amount prorated on the basis of the average
fraction of the standard workweek worked during the past fiscal year.

If an employee is absent from work for any part of the last scheduled work day
before or the first scheduled work day after the day on which a holiday is
observed pursuant to the terms of this Article, such employee shall receive
holiday pay provided such absence is for an authorized or excused reason such as,
but not limited to, illness, accident, vacation, personal leave day, bereavement
leave day, or extreme weather conditions. It is understood that such authorized or
excused absence need not be with pay in order for the employee to be eligible for
the holiday pay.

Subject to prior mutual written agreement between the Town and the Association,
a schedule for holiday observances which differs from the days indicated in A
may be established for employees of the Greenwich Library and Greenwich
Board of Education, provided that the number of paid holidays is equal to the
number of holidays set forth in A. In the event no agreement is reached for such
change, the holiday schedule set forth in A shall control.
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A

ARTICLE 11
SICK LEAVE

A permanent full time employee, following the completion of his/her
probationary period shall earn, retroactive to their date of hire, one (1) sick day
per month of work. A permanent full time employee following the completion of
his/her ninth (9™) year of continuous work shall earn two (2) sick days per month
of work except for employees hired on or after July 1, 2011 who shall earn one
and one-half (1.5 ) days per month commencing with the beginning of the tenth
(10™) year of service. A permanent part time employee following the completion
of his/her six (6) month probationary period, shall earn one-half (%) day of sick
leave per month for the seventh (7") through twelve (12") month of the first year
of their employment. A permanent part-time employee who has completed
twelve (12) consecutive months of service shall become eligible to earn sick leave
at the rate of one (1) day per month. The sick leave payment to be received by a
part time employee is based on the number of part time hours the employee was
scheduled to work.  Sick leave may be accumulated to a maximum of one
hundred and eighty (180) days.

At the time of retirement or death of an employee, the employee or his/her heirs
or estate shall be paid at the rate of his/her last position with the Town for up to
fifty percent (50%) of his/her accumulated unused sick leave balance. In no
instance shall payment be made for more than ninety (90) unused sick leave days.
This provision shall not apply to an employee who is hired or rehired on or after
May 26, 1998 and shall not apply to a permanent part time employee. An
employee who is terminated due to position abolishment and who is subsequently
rehired shall continue to be eligible to receive sick leave payment at retirement as
provided herein.

A full-time or part-time employee with accrued sick leave credit, except as
otherwise provided in section E below, shall be allowed to utilize such sick leave
for the following purposes:

1. An employee who has contracted or incurred and is suffering from any
non-service connected sickness or disability, including that resulting from
pregnancy, which renders the employee unable to perform the duties of his/her
position, shall be eligible to receive paid sick leave to the extent s/he has accrued
sick leave credit.

It is the responsibility of each employee requesting sick leave to notify or cause
notification to be made to his or her supervisor in advance of the start of his or her
workday. Sick leave notification must be made for each workday that sick leave
is requested except if waived by the supervisor.

2. An employee with accrued sick leave credit shall be eligible to receive
paid sick leave when there is a sickness or disability involving a member of
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his/her immediate family, which requires the employee’s personal care and
attendance.

For purposes of this section, immediate family is defined as spouse, child,
stepchild, parent, stepparent, grandparent, brother, sister, grandchild, parent-in-
law, or any other relation domiciled with the employee as a member of the
employee's family or one who is listed as a dependent on the employee's most
recent income tax return.

If the Town has reasonable grounds to believe sick leave is being abused, the
Town may, at its discretion, require an employee requesting sick leave, or leave
without pay when sick leave is exhausted, to furnish a statement from his/her
attending physician certifying that absence from work was necessary due to the
employee contracting a non-service connected illness or disability which renders
the employee unable to perform the duties of his/her position. An employee may
be disciplined for sick leave abuse or for failure to adhere to the requirements of
this section.

D. A full-time or part-time employee who is laid off due to position abolishment or
transfer of another employee into his/her position who is rehired within twenty
four (24) months from his/her date of termination shall have any unused sick
leave accumulated at the time of termination reinstated.

E. In the event that a full-time or part-time employee is entitled to sick leave
pursuant to Article 11, C, but does not have earned sick leave available, the
employee may borrow from his/her accrued, unused vacation leave as of the time
sick leave is taken, to a maximum of ten (10) days

F. A full-time or part-time employee who is unable to report to work due to illness
or disability shall notify his/her immediate supervisor as soon as possible, and
failure to do so within a reasonable time will be cause for denial of sick leave
with pay for the period of absence.

G. A full-time or part-time employee who has accumulated 180 sick days as of June
30 and did not use all his/her earned sick leave during that fiscal year, will receive
one (1) extra paid vacation day (1/2 or full day) in the following fiscal year for
each four (4) unused sick days earned during that fiscal year above the 180 days.
The extra paid vacation day shall be pro-rated for part-time employees.
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ARTICLE 12
VACATION

A. A permanent full-time employee shall accrue paid vacation, retroactive to their
date of hire, according to the following schedule:

1. An employee scheduled to a thirty-five hour regular workweek shall earn
5.833 hours of paid vacation per each completed month of work for the first
twenty-four (24) months of work. An employee scheduled to a forty-hour regular
workweek shall earn 6.666 hours of paid vacation per each completed month of
work for the first twenty-four (24) months of work.

2. An employee scheduled to a thirty-five hour regular workweek shall earn
8.750 hours of paid vacation per each completed month of work beginning with
the twenty-fifth (25™) month of work through to and including the sixtieth (60™)
month of work. An employee scheduled to a forty-hour regular workweek shall
earn 10.000 hours of paid vacation per each completed month of work beginning
with the twenty-fifth (25™) month of work through to and including the sixtieth
(60™) month of work.

3. An employee scheduled to a thirty-five hour regular workweek shall earn
11.666 hours of paid vacation per each completed month of work beginning with
the sixty-first (61%) month of work. An employee scheduled to a forty-hour
regular workweek shall earn 13.333 hours of paid vacation per each completed
month of work beginning with the sixty-first (61%) month of work.

B. Permanent part-time twelve-month employees, after completing one (1) year of
continuous service with the Town, shall be entitled to receive five (5) pro-rated
working days vacation leave with pay each fiscal year. Permanent part-time ten-
month and eleven-month employees after completing one (1) year of continuous
service with the Town, shall be entitled to receive four (4) pro-rated working days
vacation leave with pay each fiscal year. Permanent part-time twelve-month
employees shall be granted, after the completion of three (3) years of continuous
service with the Town, ten (10) pro rated working days vacation leave with pay
each fiscal year. Permanent part-time eleven-month employees shall be granted
after completing three (3) years of continuous service with the Town, nine (9)
pro-rated working days vacation leave with pay each fiscal year. Permanent part-
time ten-month employees after completing three (3) years of continuous service
with the Town shall be entitled to receive eight (8) pro-rated working days
vacation leave with pay each fiscal year. Such vacation leave shall be granted
under the same conditions as regular full-time employees, with the pay for the
vacation leave to be prorated on the basis of the average fraction of the standard
workweek worked by such employee during the past fiscal year. Permanent part-
time twelve (12) month employees may carryover from one fiscal year to the next,
up to ten (10) days of unused vacation leave.
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C. In computing vacation leave, all municipal holidays shall be deducted.

D. The department head shall schedule the vacation period in accordance with the
requirements of his/her department. Requests for vacation leaves during the
period from June 1st to November 30th shall be submitted by April 15th in each
year; and requests for vacation leaves during the period from December 1st to
May 31st shall be submitted by October 15th in each year. Vacation leaves
assigned for the period from June 1st to November 30th shall be posted by April
30th in each year; and vacation times assigned for the period from December 1st
to May 31st shall be posted by October 31st in each year. Changes after the
selection date shall be allowed only by agreement of the employee and the
department head. In the case of a conflict as to scheduling, seniority shall govern
the right of preference, provided the employee's request has been submitted prior
to the selection date. An employee serving in his or her probationary period shall
accrue paid vacation as provided in paragraph A of this Article but shall not be
eligible to use such accrued vacation time until completing his or her probationary
period. The Town reserves the right, for administrative purposes only, to credit
each non probationary employee’s vacation accruals with the projected number of
vacation hours that each non probationary employee will earn for that fiscal year
in the first payroll of each fiscal year and for probationary employees upon
completion of the probationary period. An employee who separates from Town
service shall only be eligible to be paid for accrued unused vacation actually
earned pursuant to paragraph A of this Article. An employee who separates from
Town service and was permitted to use vacation in excess of that actually earned
shall have deducted from the employee’s final paycheck an amount equal to the
excess vacation used but not earned.

E. Permanent full-time employees may carry forward unused vacation time and take
consecutive vacation days as follows:

1. Permanent full-time employees shall be entitled to carry forward unused
vacation leave from one fiscal year to the next, provided that an employee
shall not carry forward more than one hundred seventy-five (175) hours of
vacation for employees assigned to a regular thirty-five hours work schedule
and two hundred (200) hours of vacation for employees assigned to a regular
forty hours work schedule. An employee assigned to a regular thirty-five
hours work schedule shall not be entitled to take more than two hundred-ten
(210) hours of vacation and an employee assigned to a regular forty hours
work schedule shall not be entitled to take more than two hundred-forty (240)
hours of vacation at a consecutive interval or during any fiscal year.

2. If an employee agrees to waive his/her rights to vacation leave during a
particular fiscal year at the request of his/her department head, the department
head shall permit such employee to take part or all of the earned vacation
leave during the following fiscal year without regard to the limitations set
forth in Subsection 1 of this Section E regarding carry-over of vacation days,
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vacation days to be taken at a consecutive interval, or total vacation days to be
taken during any fiscal year. Any such permission shall be in writing and
given to the Director of Human Resources and the employee at the time such
request by the department head is made.

3. Vacation leave not used during any current fiscal year and not entitled to be
carried forward to the next fiscal year shall be lost only at the end of the
current fiscal year.

4. Anticipated loss of vacation leave under Subsection 3 of this Section E shall
not entitle an employee to any special consideration in the scheduling of
his/her vacation leave.

F. Upon separation of service, retirement or death of an employee, the employee or
his/her heirs or estate shall receive vacation pay for all unused vacation credited
to the employee as of the date of separation. In addition to this payment, an
employee with a pre May 28, 1998 hire date as a regular employee shall, upon
retirement, be paid for vacation credits that the employee would have accrued had
the employee continued employment for the entire fiscal year. The amount for all
unused vacation shall be calculated based upon the employee's regular straight
time rate of pay for the employee's regular position in effect at the time of
separation or death. In no event shall the employee be paid for vacation in excess
of that permitted to be accumulated pursuant to sections B and E of this Article.
An employee who has a negative vacation balance at separation of service,
retirement or upon death shall have deducted from the employee’s final paycheck
an amount equal to the amount of the negative vacation balance.

ARTICLE 13
EMPLOYEE ACCOUNTS

Each employee shall be given an account of his or her sick time and vacation time on a
monthly basis.

ARTICLE 14
INSURANCE

A. The Town shall provide for each full-time employee and his/her enrolled
dependents the following insurance options:
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1. An employee may elect to participate in the following health care plans
offered by the Town: Anthem POE Medical Plan (Appendix G); Anthem $10
POS Medical Plan (Appendix H); or the Anthem Lumenos High Deductable
Plan and accompanying Health Savings Account (Appendix 1). The Anthem
Lumenos High Deductable Plan has its own prescription drug plan. The
prescription drug plan applicable to the Anthem POE Medical Plan (Appendix
G); and the Anthem $10 POS Medical Plan (Appendix H) is annexed hereto
as Appendix J.

Regardless of the plan selected by the employee the Town shall pay ninety-
two percent (92%) of the cost of the premium or premium equivalent of such
plans. Effective July 1, 2011 the Town shall pay 91% of the cost of the
premium or premium equivalent and effective July 1, 2012 the Town shall pay
90% of the cost of the premium or premium equivalent. The employee shall
pay the balance of the premium or premium equivalent by payroll deduction
on a pre-tax basis pursuant to Section 125 of the Internal Revenue Code
(premium conversion option.

2. For employees who participate in the High Deductible Health Care Plan the
Town shall make an annual contribution of $1,250 for individual and $2,500
for couple or family coverage to the employee’s health saving account. The
Town shall pay 100% of the annual contribution in January of each plan year.

An employee cannot simultaneously participate in a flexible spending
program and a Health Savings Account plan. Therefore employees who elect
to participate in the Town’s Flexible Spending Account Plan for medical
expenses are only eligible to enroll in the Anthem POE Medical Plan
(Appendix G) or the Anthem $10 POS Medical Plan (Appendix H).Flexible
Spending Account Plan participants cannot enroll in the Anthem Lumenos
High Deductable Plan (Appendix I)..

An employee who elects to enroll in the Anthem Lumenos High Deductable
Plan (Appendix I), who is currently enrolled in the Town’s Flexible Spending
Account Plan will need to expend all funds contributed to their FSA by
December 31 or be limited to participating in the Anthem POE (Appendix G)
or Anthem $10 POS Medical Plan (Appendix H).

The Anthem Lumenos High Deductable Plan (Appendix 1) shall have an
individual deductible of the higher of $1,500 for a single plan and $3,000 for a
couple or family plan or the minimum allowable pursuant to the Internal
Revenue Code (IRC). In the event, as a requirement of IRC compliance, the
deductible is increased above the $1,500 and $3,000, the Town shall increase
its contribution to the employee’s HSA account to reflect a contribution equal
to 83.33% of the new IRC required deductible. The effective date of the
increase in the Town contribution shall be the date of the IRC deductible
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increase. Increases in Town contribution resulting from IRC requirements
effective other than on January 1, shall be pro rated for remaining period of
the January to December plan year. As an example, if the IRC requires a
minimum single deductible of $1,750 and a couple or family of $3,250
effective January 1, the Town’s annualized contribution will increase to
$1,458 for a single plan and to $2,708 for a couple or family plan effective
that January 1.

3. An employee who has Medicare Part A, Veterans Medical Insurance or
Active duty Insurance and is therefore not eligible for participation in a High
Deductable — Health Savings Account plan such as the Anthem Lumenos
High Deductable Plan (Appendix 1), may, as an alternative option to the
Anthem Lumenos plan, participate in a $10 POS Alternative Plan. The $10
POS Alternative Plan provides the same benefits described in Appendix H,
with a national network. Participation in the $10 POS Alternative Plan is
limited to employees who receive Medicare Part A, Veterans Medical
Insurance or Active duty Insurance. An employee who elects to enroll in the
$10 POS Alternative Plan will be required to provide proof of participation in
Medicare Part A, Veterans Medical Insurance or Active duty Insurance.

B. An employee who is enrolled in the Anthem Lumenos High Deductable Plan
(Appendix 1), shall receive the prescription drug benefits described in Appendix I.
An employee who elects medical coverage, other than the Anthem Lumenos High
Deductable Plan, shall be enrolled in the prescription drug plan described in
Appendix J. The Town shall pay ninety-two (92%) percent of the cost of the
premium or premium equivalent of such plan and the employee shall pay the
balance of the premium or premium equivalent by payroll deduction on a pre-tax
basis pursuant to Section 125 of the Internal Revenue Code (premium conversion
option). Effective July 1, 2011 the Town shall pay 91% of the cost of the
premium or premium equivalent and effective July 1, 2012 the Town shall pay
90% of the cost of the premium or premium equivalent with the employee paying
the balance as provided above.

C. (i) If an employee retires after June 30, 1984, with twenty (20) or more years of
credited service in the retirement system and elects to continue his/her health
insurance coverage of Section A, the Town shall pay an amount not to exceed
seven hundred sixty dollars ($760.00) for the annual premium for individual
coverage or an amount not to exceed one thousand nine hundred seventy dollars
($1,970.00) for the annual premium for family coverage toward the cost of the
medical benefits provided by this section. For eligible employees who retire after
June 30, 2003 the Town shall pay an amount not to exceed one thousand dollars
(%$1,000) for individual coverage and two thousand two hundred dollars ($2,200)
for couple or family coverage. The Town's payment toward the premium shall
only be payable during the life of the employee. Once the retired employee
becomes Medicare eligible, the Town's contribution shall be reduced to six
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hundred dollars ($600.00) and one thousand two hundred dollars ($1,200.00)
respectively.

For any period of time that the retiree is eligible for coverage under some other
group health insurance plan (e.g. as a dependent under a spouse's plan or another
employee’s plan as an employee or dependent) provided that said other plan has
the same or better benefits than the existing Town plan, then this provision shall

not apply.

(i) Full-time employees hired on or after July 1, 2011 shall not be eligible for the
benefits of paragraph C (i) of this Article but in lieu thereof shall enroll and
become a participant of the Town sponsored Retiree Health Savings Plan. The
Retiree Health Care Savings Plan shall require the following mandatory
contributions: 1) the Town shall make a contribution of 0.5% of the employee’s
base salary and 2) the employee shall make a pre tax contribution of 0.5% of the
employee’s base salary. In the event it is determined that the Internal Revenue
Code (IRC) permits the Town to offer a one-time option to existing employees to
enroll in the Town’s Retiree Health Savings Plan the Town will amend its plan to
permit such election.

D. The Town shall provide, at no cost to the employee, a forty thousand dollar
($40,000.00) term life insurance policy covering natural or accidental death with
a double indemnity provision for accidental death.

E. In addition to the above, the employee may buy from the Town's insurer
additional term insurance at the actual prevailing rate charged the Town, provided
that the employee purchases an amount equal to two (2) times the employee's
annual salary computed to the nearest one thousand dollars ($1,000.00).

F. Employees may elect to be enrolled in the Town’s dental plan. The dental plan
benefits are annexed hereto as Appendix K.

The Town shall pay ninety- two (92%) percent of the cost of the premium or
premium equivalent of such plan and the employee shall pay the balance of the
premium or premium equivalent by payroll deduction on a pre-tax basis pursuant
to Section 125 of the Internal Revenue Code (premium conversion option).
Effective July 1, 2011 the Town shall pay 91% of the cost of the premium or
premium equivalent and effective July 1, 2012 the Town shall pay 90% of the
cost of the premium or premium equivalent with the employee paying the balance
as provided above.

G. Any part-time employee enrolled in the Town’s Special Hospital Surgical Plan as
of January 1, 2003 may continue to purchase medical insurance offered by the
Town by paying the complete cost of such insurance deducted from their bi-
weekly pay.
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H. The Town shall provide a Long Term Disability Plan to replace income lost due
to total disability for each eligible employee. The plan provisions shall be as

follows:

Monthly Income Benefit - 66 2/3 of basic monthly earnings
Maximum Benefit - $3,000/month

Waiting Period - 1st 90 days of total disability

Basic monthly earnings exclude bonuses, overtime pay, shift differential and all
other special payments.

l. Bargaining unit employees shall be eligible to participate in all aspects of the
medical and day care provisions of the Town's Flexible Spending Account Plan in
accordance with the terms of that Plan. Employees may elect to contribute up to
the maximum for health care and childcare as permitted by Internal Revenue
Service rules and regulations then in existence.

J. In the event the Town changes medical plan administrators and if there is a
disagreement on the level of benefits, coverage or services provided with the new
medical administrator(s) the Association may grieve such disagreement pursuant
to Article 23 of the Agreement, except that the size and scope of the in-network
providers shall not be arbitrable.

ARTICLE 15
CLOTHING AND SAFETY EQUIPMENT

The Town’s practice in providing clothing and safety equipment as in effect on June 30,
2010 shall continue for the duration of this Agreement. A full-time employee who is
required by the Town to wear safety shoes and a full-time or part-time parking control
officer who is required to wear walking shoes, shall receive up to a maximum of two
hundred dollar ($200) reimbursement annually toward the purchase of such shoes.

ARTICLE 16
TRANSPORTATION ALLOWANCE

A. The Town shall reimburse each employee for use of his/her private vehicle on
Town business at the rate established by the Internal Revenue Service. Each
January, or within thirty (30) days following official promulgation of a change in
the IRS rate, the reimbursement rate shall be prospectively adjusted accordingly.
There shall be only one such adjustment annually. Each employee shall report
his/her mileage on forms and in the manner determined by the department head.

B. Transportation reimbursement covering the previous month will be paid on or
about the 10th of each month.
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C. If the private vehicle of an employee is disabled as the result of an occurrence, not
the fault of the employee, while on Town business, the Town shall reimburse each
such employee for the reasonable cost of the rental, for a reasonable time, of a
substitute vehicle to be used on Town business.

D. Employees who presently are assigned Town vehicles shall continue to have
usage of such vehicles as presently provided as long as they remain in their
current title or position. Any future assignment of a Town vehicle to a promoted
or transferred employee who previously had been assigned a Town vehicle shall
be made as determined by the Town, giving consideration to the requirements of
the new position. It is understood that this provision is not intended to modify
any rights and obligations pursuant to Sections A through C of this Article.

E. An employee who is authorized by his or her department head to regularly and
customarily use their personal vehicle for Town business will be paid an annual
amount of two hundred dollars ($200) in July for automobile expenses incurred
during the prior fiscal year. The payment shall be prorated for an employee who
becomes eligible for the reimbursement for a period of less than the entire the
fiscal year. The term regularly and customarily shall mean (i) the employee is
authorized to use his or her personal vehicle in performing essential duties of his
or her position excluding non essential duties and travel to conferences and
meetings and (ii) the extent of the use of the personal vehicle in performing these
essential duties is on multiple occasions during each month of the year or pro
rated year for partial payment eligibility. The Town reserves the right to require
employees to use a Town-owned vehicle for such purposes. Employees shall not
be eligible for the vehicle maintenance allowance for periods when a Town-
owned vehicle is available.

F. Any employee, who is involved in a motor vehicle accident causing damage to
such vehicle while conducting Town business, may be eligible for reimbursement
up to a maximum of the employee’s collision deductible but not more than one
thousand dollars ($1,000) for repairs to the employee’s private vehicle not
otherwise covered by the employee’s automobile insurance. To be eligible for
reimbursement the employee’s supervisor or department head had reasonable
knowledge that the employee was using his/her private vehicle to perform Town
business and the employee must have been engaged in such Town business when
the accident occurred. The employee shall be required to submit the receipt
indicating the cost of the repairs, a description of the repairs that were completed
along with a copy of the insurance policy indicating the amount of the employee’s
insurance coverage.

Notwithstanding the above, an employee shall not be eligible for reimbursement
if the employee was cited and fined for a traffic infraction or violation, found at
fault , or the employee did not otherwise meet the conditions set forth above for
reimbursement.
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ARTICLE 17
RETIREMENT

A. A full-time eligible employee shall become a member of the Retirement System
of the Town of Greenwich (“Retirement System”) in effect for general and library
employees as established by Article 14 of the Town Charter, this Agreement and
as administered by the plan document on file with the Retirement Board.

1. Notwithstanding any provision of this Agreement to the contrary, an
employee hired or re-hired on or after July 1, 2005 shall be ineligible for
Retirement System membership; provided, however, an individual who is re-
employed on or after July 1, 2005, who was vested under the terms of the
Retirement System in effect as of his or her prior termination from service date,
will be eligible to resume participation in the Retirement System. The provisions
of Article 14 of the Town Charter and paragraph A of this Article shall not be
applicable to employees who are ineligible to participate in the Retirement
System. (Such employees who are full-time regular employees may be eligible to
participate in the Town’s Defined Contribution Retirement Plan as set forth in
paragraph B of this Article.)

2. A permanent employee with credited service in the Retirement System
who leaves Town employment and is subsequently rehired, may be reinstated in
the Retirement System with all prior credited service if the break in Town
employment is no longer than the total prior service period of the employee with
the Town up to the date of withdrawal of accumulated deductions, and, upon the
employee restoring to the Retirement System within six (6) months from date of
rehire the entire amount of accumulated deductions together with interest up to
the date of restoration.

3. The contribution rate for all employees shall be 4% of pensionable
earnings deducted from the employee’s bi-weekly paycheck on a pre-tax basis.
Effective July 1, 2003 all newly hired full-time employees shall be required, as a
condition of employment, to contribute in the Retirement System and to make the
applicable employee contributions for such participation.

4, An employee shall vest after five (5) years of creditable service with the
commencement of benefits deferred to the minimum eligibility requirement for
the receipt of a retirement allowance. The amount of such deferred retirement
allowance shall be based on the benefits in effect at the time the vested member
terminates his/her employment. An employee who ceases employment with the
Town and is vested in the Retirement System may withdraw his/her contributions
and such withdrawal shall not in any way effect the employee’s vested rights
under the plan.
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5. An employee shall be eligible for normal retirement when either: (1) the
sum of the employee’s age and the number of years of creditable service equals at
least eighty (80); or (2) when the employee attains age sixty-five (65).

6. The rate of benefit in the Retirement System upon retirement as defined in
Section 179 of Article 14 of the Greenwich Municipal Code (Charter) shall be 2%
for each year of creditable service (1/50).

7. The Town will grant a beneficiary(s) benefit for vested (five years of
creditable service) employees who die prior to qualifying for a Service or
Disability Retirement. Their designated beneficiary(s) shall be eligible to receive
a one hundred percent (100%) Joint and Survivor Benefit based upon the
employee’s accrued benefit account calculated as if the employee had retired on
the date of death.

8. An employee with prior active military service in a branch of the United States
Armed Forces shall be given credit as creditable service for purposes of
determining his/her retirement allowance for each year of military service that the
employee makes an additional contribution to the Town. Said additional
contribution shall be the employee’s existing rate of contribution times his/her
annual salary for each year of military service for which he/she wishes to buy
credit. In no event may an employee buy credit for more than four (4) years of
creditable military service.

9. The retirement allowance of an employee who retires shall be determined
by the use of final compensation including income an employee elects to defer to
a 401-k (457, 403-b) plan. Final compensation shall mean the annual earned base
compensation earned by a member during the highest 26 consecutive pay periods
of pensionable earnings. The maximum retirement allowance of an employee at
retirement shall be .66667 of pensionable earnings.

10. A rretiring employee shall not be required to reduce his/her pension benefit
to ensure that his/her beneficiary receive the balance of his/her contributions, with
interest, in the event of his/her death after retirement.

11. Effective July 1 of each year, retirees age 62 and over, who retired prior
to July 1 of the previous calendar year shall be eligible for a cost of living
adjustment in their retirement allowance computed on the formula provided in
paragraph 9. Subject to the conditions set forth below, the COLA shall be 100%
of the annual increase in the Consumer Price Index for Urban Wage Earners and
Clerical Workers for the New York-Northern New Jersey-Long Island, NY-NJ-
CT-PA (CPI-W), not to exceed 3%, measured from May as reported in June of the
previous calendar year through April as reported in May of the current calendar
year. In no event shall a retiree’s annual retirement allowance exceed 150% of
the allowance at which the employee retired. In the event the annual increase in
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the CPI is less than one percent (1%) no COLA shall be due. This paragraph 11
shall become effective July 1, 2005.

B. Town of Greenwich Retirement Savings Plan: A full-time regular employee
covered by this Agreement who is not eligible, pursuant to the terms of paragraph
A (1) of this Article, for membership in the Town’s Retirement shall become a
participant in the Town of Greenwich Retirement Savings Plan (Savings Plan) as
of his or her date of hire. Participation in the Savings Plan shall be mandatory for
such eligible employees.

1. Mandatory Contributions: — Immediately upon commencing participation in the
Savings Plan, each participant shall contribute on a pre tax basis through payroll
deduction, five percent (5%) of his or her base pay and the Town shall contribute
an amount equal to five percent (5%) of the participant’s base pay to the
participant’s Savings Plan account.

2. Vesting — Each Participant is always 100% vested in his or her employee
contributions deposited in the employee’s account. Employer (Town)
contributions shall be vested pursuant to the following schedule: 20% upon
completion of twelve (12) months of active full-time employment, 40% upon
completion of twenty-four) (24) months of active full-time employment, 60%
upon completion of thirty-six (36) months of active full-time employment, 80%
upon completion of forty-eight (48) months of active full-time employment and
100% upon completion of sixty (60) months of active full-time employment.

3. Discretionary employee contributions — To the extent permitted by applicable
law and regulations, each Participant shall be permitted to defer amounts (in
addition to the mandatory 5% employee contribution described in paragraph 1
above) to the Savings Plan, on an after-tax basis, subject to Internal Revenue
Code limitations.

4. Other — The Town shall be responsible for establishing and administering the
Savings Plan and may retain vendors, carriers, firms or agents for this purpose.
Without limiting the generality of the foregoing, the Town shall (a) determine
investment alternatives that are available under the Savings Plan, and (b) amend
the Savings Plan, from time-to-time, in order to maintain its qualified status under
the Internal Revenue Code. Each Participant shall direct the investment of his or
her account.

C. The Town shall continue the deferred compensation plans, which are available to
employees via payroll deduction.

1. During the month of January the Town shall match a full-time employee’s
prior calendar year’s contributions to his or hers deferred compensation account
(401—k, 457 or 403-b) to a maximum of two thousand one hundred dollars
($2,100). No new 403-b accounts will be opened for employees; however
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employees with existing 403-b accounts may continue to defer compensation to
such accounts. Permanent full-time employees who are members of the
Retirement System have the option to defer compensation to a 457 account and/or
to a 401-k account. Permanent full-time employees who are members of the
Defined Contribution Retirement Plan are limited to deferring compensation to a
457 account. The Town match for employees who elect to contribute to both 401-
k and 457 accounts shall be first made to the employees’ 401-k account prior to
any match to a 457 account.

2. Permanent part-time employees may elect to defer compensation to a 457

account.
ARTICLE 18
INJURY LEAVE
A Any permanent employee who incurs an injury or illness which is covered under

the Connecticut Workman's Compensation Act shall be entitled to injury leave
pay equal to the difference between the compensation received under said Act and
his/her base rate of pay for the number of days of necessary absence up to a
maximum of two (2) months following the date of injury. In the event the
absence exceeds two months, the employee may use sick leave to make up the
difference in salary between their workers’ compensation payments and regular

salary.

B. The Town and the injured employee shall have all the rights and obligations set
forth in Section 31-293 of the Connecticut General Statutes, as amended, insofar
as applicable.

C. The Town may, in its discretion, design temporary modified duty assignments for

employees who are unable to perform the duties and responsibilities of their
position due to a work-related injury or illness and are progressing in their
recovery. Such temporary progressive modified assignment may be created by
the Town to fulfill its business and operational needs. Employees so assigned
shall be paid at their regular rate of pay for all hours worked. Employees who
have reached the point of maximum recovery and are unable to perform the duties
and responsibilities of their regular position due to a work-related injury or illness
may apply for positions in the Town for which they qualify and are capable of
performing. Employees who are hired for such positions shall receive the salary
and benefits for the new position.
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D. GMEA agrees that the Town may, without further negotiation, implement a
managed medical care plan network for employees’ work related medical
treatments. In the event the Town changes its workers’ compensation
administrator/carrier any new medical care plan network shall be comparable to
the prior medical care plan network.

ARTICLE 19
BEREAVEMENT LEAVE

A. Permanent full time employees are entitled to up to five (5) consecutive working
days bereavement leave with pay in the event of the death of a member of the
"immediate family" (as defined in Article 11, C of this Agreement) and three (3)
consecutive working days bereavement leave with pay in the event of the death of
a brother-in-law, sister-in-law, son-in-law, or daughter-in-law. At the discretion
of the department head, where unusual circumstances and equity dictate, one (1)
working day in the event of the death of any other relative not described in this
section.

Permanent part time employees are entitled to two (2) pro rated working day of
bereavement leave in the event of the death of a member of the "immediate
family" (as defined in Article 11, C of this Agreement).

B. Bereavement Leave shall not be deducted from accrued leave time and shall not
be cumulative.

C. The actual number of working days taken up to the maximum provided shall be
based on actual need for bereavement leave. In no event shall the number of paid
bereavement leave days exceed ten (10) days during any twelve-month period.

ARTICLE 20
EXPENSES FOR ATTENDING CONFERENCES/CERTIFICATION

A. If the Town shall require an employee to attend a conference of two (2) days
duration or more, the expenses for which the Town is to reimburse the employee,
the Town shall pay directly such expenses as may be paid in advance and shall
advance the employee a reasonable amount for other expenses for which amount
he shall account (and make partial refund if appropriate) upon his/her return.

B. In any instance where, in order to maintain employment, the Town requires an
employee to earn any degree, certification or license which was not prerequisite
for the position when the individual was hired into the position, or in any instance
where renewal of a prerequisite is required, the Town shall reimburse the
employee for the tuition and fees necessary for the attainment or re-certification
of such degree, certification or license. Such reimbursement shall be dependent
upon successful attainment or re-certification of the required degree, certification
or license.
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ARTICLE 21
PERSONAL LEAVE DAY

Each full-time employee shall have the right to request and obtain up to one (1) day of
personal leave in each contract year except employee assigned to Nathaniel Witherell
who shall have the right to request and obtain up to four (4) days of personal leave on a
pro rated basis each contract year. Requests shall be made in authorized form for bona
fide purposes, (including without limitation, business or personal obligations which
cannot be resolved outside regular working hours, religious holidays, and other good
causes) and shall be granted in the discretion of the Town where in its opinion the
operating efficiency of the employee's department will not be adversely affected. The
Town shall administer in a uniform manner granting and denial of requests for personal
leave day. At the request of an employee, the Director of Human Resources (or other
person designated by the Town to act) shall review and may, in his/her discretion, reverse
the denial of a request for a personal leave day. Nothing contained in this Section shall
be construed to entitle every employee to personal leave in every contract year.

ARTICLE 22
HEALTH APPOINTMENTS

A. Employees shall be entitled to reasonable time off with pay for necessary medical
appointments (excluding dental appointments), which cannot, with reasonable
practicality, be scheduled outside of the normal workday. The granting of such
time off shall be at the discretion of the department head and except in the case of
an emergency shall require a written application at least three (3) working days in
advance. Employees shall attempt to schedule such appointments at either the
beginning or end of the workday.

B. Effective with the beginning of the fiscal year following the employee completing
twelve consecutive months of full-time work, a full-time employee shall be
eligible for a biennial reimbursement of the cost of prescription eyeglasses and
contact lenses not to exceed three hundred dollars ($300.00). A request for
reimbursement shall be submitted to the Department of Human Resources within
sixty (60) days of the date of purchase on the appropriate form and shall include
the original receipt of purchase. In the event multiple requests for reimbursement
are made, the total of all such reimbursements shall not exceed three hundred
dollars ($300.00) in any biennial fiscal year period.
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ARTICLE 23
GRIEVANCE PROCEDURE

A. Should the Association, any employee or group of employees in the bargaining
unit feel aggrieved concerning his/her or their wages, hours, or conditions of
employment, which wages, hours, or conditions of employment are controlled by
this Agreement or by any statute, charter provision, ordinance, rule, regulation, or
policy including but not limited to those policies contained in the Human
Resources Policy and Procedure Manual affecting terms and conditions of
employment of bargaining unit members, which is not in conflict with this
Agreement; or concerning any matter affecting his/her or their health or safety; or
concerning any separation from service, suspension, fine, or other disciplinary
action, adjustment shall be sought as follows:

Step 1. The grievance shall be submitted in writing (the “Notice of Grievance”)
to the head of the department or to the Superintendent of Schools, if the grievance
arises in the school system. If the grievance arises outside the department in
which the employee works, the Notice of Grievance shall be filed with the head of
the department in which it arose. In the case of a grievance specified in Section B
of this Article, the filing shall be with the Director of Human Resources. A
Notice of Grievance shall be filed within thirty-five (35) calendar days from the
date the employee or the Association becomes aware of the decision of the
department relative to the alleged incident or the alleged violation of the
Agreement or the employee or Association received noticed of the act, occurrence
or event giving rise to the alleged violation.

Following the Town’s receipt of the Notice of Grievance the head of the
department, Superintendent, or their designee or the Director of Human
Resources, as applicable, shall meet with the Association representative(s) (the
Step 1 Meeting) no later than fifteen (15) calendar days following the Town’s
receipt of the Notice of Grievance. All participants shall endeavor in good faith
to schedule the meeting as quickly as possible. At all times described herein,
including, but not limited to, prior to the filing of the Notice of Grievance and the
Step 1 Meeting, the Parties shall maintain open communication regarding the
subject of the grievance, and shall endeavor in good faith to attempt a prompt and
amicable resolution of the dispute giving rise to the grievance.

Step 2. If within twenty (20) calendar days of the Step | Meeting the grievance is
not resolved or adjusted to the satisfaction of the Association, the Association
representative(s) directly or through counsel for the Association, may present
such Notice of Grievance in writing to the First Selectman or Director of Labor
Relations. Within twenty (20) calendar days after the First Selectman or Director
of Labor Relations receives such Notice of Grievance, the First Selectman or
Director of Labor Relations shall meet with the Association representative(s) (the
“Step 2 Meeting”) for the purpose of resolving or adjusting the grievance, and
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shall answer the grievance in writing (the Grievance Response) within ten (10)
calendar days following the Step 2 Meeting.

Step 3. If the grievance is not resolved at Step 2 and was timely filed pursuant to
paragraph A above and involves an alleged violation by the Town of an express
provision of this Agreement, the Association may, within ten (10) calendar days
of its receipt of the Grievance Response, or, if the Town does not produce a
Grievance Response, any time after twenty (20) calendar days following the Step
2 meeting, present such grievance to the Connecticut Board of Mediation and
Arbitration (CBMA) pursuant to the procedures of that Board, or by mutual
agreement to the American Arbitration Association (AAA), pursuant to its rules
and procedures. A copy of the filing for arbitration must be provided to the
Director of Labor Relations at the same time that it is sent to the Association, or
the matter shall not be arbitrable. Provided that the arbitrator shall hear and act
upon such dispute insofar as he/she is empowered to do so in accordance with
CBMA or AAA rules and the terms of this Agreement, the arbitrator's decision
shall be final and binding upon all parties. The fees of the CBMA, AAA and the
arbitrator shall be shared equally by the parties.

B. A Notice of Grievance alleging a violation of Article 5, 7, 11, 13, 14, 17, 18, 24,
25, 27 or termination, suspension without pay, or any issue involving wages or
salary shall be filed initially at Step 1 of the procedure specified in Section A of
this Article, to the Director of Human Resources. If said Notice includes a
Request for Acceleration the Director of Human Resources shall meet with the
Association Representative(s) for the purpose of resolving or adjusting the
grievance within five (5) calendar days from receipt of the Notice. If within (10)
business days of said meeting, the grievance is not resolved to the satisfaction of
the Association, the Association Representative(s) may present the Notice of
Grievance in accordance with the at Step 2 procedures specified in Section A
above. If the Notice does not contain a Request for Acceleration the time frames
as set forth in Step I shall apply.

C. A grievance that is not resolved at Step 2, may not be submitted to arbitration at
Step 3 and shall be deemed waived with no right to arbitration, if the grievance
was not initially filed at Step 1 within thirty-five (35) calendar days of the time
the employee or the Association knew or should have known of the act,
occurrence or event-giving rise to the grievance. If the Town fails to meet within
the time limits the Association may submit the grievance at the next step. Should
the final day of any time limitation described herein fall on a Saturday, Sunday or
holiday observed by the Town the requisite filing or notice shall be due on the
next business day.

D. Any resolution or adjustment of a grievance at any step of the procedures of this

Article prior to Step 3 shall be without precedent or prejudice with respect to any
other grievance.

TOG/GMEA 2010 - 2013 27



E. During the period that a grievance is pending concerning separation from service
or unpaid suspension, the employee shall be entitled to keep his/her insurance as
set forth in Article 14 of this Agreement in effect by making payments to the
Town of the total amount of the insurance premiums for his/her coverage.

F. The arbitrator(s) shall have no power to add to, subtract from, or in any way
change or modify any of the provisions of this Agreement nor to render any
decision which conflicts with a law, ruling or regulation binding upon the Town.
The arbitrator(s) shall likewise have no power to imply any obligation upon either
the Town or the Association which is not specifically set forth in an express
provision of this Agreement. Awards may not be retroactive beyond ninety (90)
calendar days prior to the service of the grievance at Step 1.

G. Any employee who is the subject of the grievance may elect to discontinue the
grievance procedure by giving notice to the Association and the Town.

H. All time limitations as set forth in this Article may be extended by written mutual
agreement of the parties.

l. No permanent employee shall be disciplined or discharged except for just cause
which shall include (a) inefficiency or incompetence, (b) insubordination, (c)
misconduct, (d) disability which prevents the employee from performing the
essential features of his or her job, (e) other due and sufficient cause.

ARTICLE 24
APPOINTMENTS

A. Whenever the Town intends to fill a permanent full-time or part-time vacancy or
new position in the bargaining unit, it shall post the opening for at least fourteen
(14) calendar days for permanent full-time positions and for seven (7) calendar
days for permanent part-time positions, during which time any employee who
wishes to be considered must notify the Town according to the posting.
Following the closing date for filing applications, the Town shall fill any full-time
vacancy or new position in the bargaining unit by first giving preference to an
applicant, based on seniority, who is on a re-employment list for the vacant
position followed by a transfer of a current employee in the same position who is
qualified to fill the position. In the event there is no re-employment list or
qualified transfer, the Town shall fill the full-time position from the appropriate
employment register of qualified candidates for such position giving preference to
qualified bargaining unit employees, and if there is no qualified employee of the
bargaining unit, in such manner as the Town shall determine. An employee shall
not be eligible to receive hiring preference for transfers or promotions if the
employee has received a formal written discipline, which discipline has resulted
from the initiation of the disciplinary process described in the Town of Greenwich
Human Resources Policy and Procedure Manual (or such other similar provision
as the Town may designate at its discretion),and which discipline has not been
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overturned through the grievance process, within two (2) years from the closing
date of the transfer or promotion posting. An employee whose name appears on
an Employment Register and declines two offers of appointment shall have their
name removed from such Employment Register and shall not be eligible for
appointment during the life of such Employment Register. In the event an
employee’s name is removed from the Employment Register such employee shall
not be precluded from participating in future examinations for such position.

B. Should an existing position be reclassified by the Town, the Town shall follow
the procedures as provided in Article 4, paragraph B. If the position being
reclassified is not vacant, the employee in the office whose position is being
reclassified shall be given first opportunity for the reclassification, provided said
employee meets the minimum qualifications for the reclassified position, and, if
the Town, at its sole discretion, decides that the reclassification mandates that an
examination be given to the employee, if the employee can pass said examination.

C. The Town may fill any vacancy, new position or reclassified position in the
bargaining unit by a temporary full-time appointment. Such temporary full-time
appointment shall not exceed a six- (6) month period as defined in Article 4 (A)
(4). Whenever practical, the Town shall make such temporary full-time
appointment by the temporary transfer of a current employee of the unit who is
already filling a position in the same classification in the same or another Town
Department. In the event there is no such person available, then by the temporary
promotion of a current employee of the bargaining unit who is qualified to
perform the duties of the higher class on a temporary basis. This provision shall
not apply to any employee who voluntarily participates in any temporary
assignment pilot program mutually agreed to by the Association and the Town.

D. A full-time or part-time employee transferred pursuant to this Article shall
complete a three- (3) month trial period. Any employee promoted pursuant to this
Article shall complete a six- (6) month trial period. Employees transferred or
promoted whose performance during the trial period is determined to be
unsatisfactory shall be returned to their former position or to the position held by
the least senior employee in their title when their former position no longer exists.
In the event an employee is returned to their former position or title pursuant to
this section, the only grounds an employee may have to grieve such action shall
be a claim that the action is illegal, arbitrary or discriminatory. A full-time or
part-time employee serving in a trial period is not eligible for transfer.

E. Newly hired full-time or part-time employee shall serve a six- (6) month
probationary period and shall have no right to grieve any discipline or discharge
during such probationary period. The probationary period may be extended an
additional three (3) months to nine (9) months at the written request of the
department head provided the employee and the Association both agree in writing
to such extension. A full-time or part-time employee employee serving in a
probationary period is not eligible for transfer.
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F. During the period of suspension of a full-time or part-time employee, or during
the period a grievance is pending concerning separation from service, or
demotion, the Town may fill the vacancy created only by a temporary
appointment.

G. To meet the requirements of an emergency condition which threatens life,
property, or the general welfare of the Town, the Town may employ such persons
as may be needed for the limited term of the emergency without regard to the
regulations as to appointments in this Article.

H. In the event job classification surveys are made by questionnaire, each full-time
or part-time employee may review his/her own questionnaire and the official
comments made by the department head and the member of the survey team.

l. The Town shall not reduce the hourly compensation rate of a full-time or part-
time employee by a change in the title or description of the job classification of
the employee without a substantial bona fide change in the duties or
responsibilities of the employee.

J. Except as provided for in B and C, no full-time or part-time employee may be
transferred without one week's prior notice.

K. Whenever a full-time or part-time employee’s status in the bargaining unit shall
change as a result of a Town reorganization or position reclassification, Human
Resources shall provide the President of the Association with written notice of the
change ten (10) business days prior to the effective date of the change. For
purposes of this provision a change in the employee’s “status in the bargaining
unit” shall mean a change from full-time to part-time status, or removal of the
employee from the bargaining unit as a result of the reclassification of the
position into another bargaining unit.

ARTICLE 25
DEDUCTION OF ASSOCIATION DUES

A. The Association shall notify the Town in writing of the amount of Association
dues and service fees to be deducted from earnings of bargaining unit employees.
The Town shall deduct, from the bi-weekly wages of employees, regular
Association dues for those employees who sign authorization cards permitting
such deduction, and a service fee for those employees who decline to sign such an
authorization card. The Town shall remit to the Association monthly the amount
of the dues so deducted, provided however no such deduction shall be made from
any employee's wages, except when authorized by the employee on an
appropriate form, a copy of which must be submitted to the Town. Such
authorization shall be for the life of the agreement and shall be continued
thereafter if an agreement exists between the Town and the Association. For
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those employees who do not elect to become members of the Association by
signing said authorization and for probationary employees from the date of
employment, the Town shall deduct a service fee (not to exceed membership
dues). Said service fee is solely for the purpose of administering and negotiating
the labor agreement and any individual paying said fee shall have the right to
object and the Association shall have the obligation to justify said fee pursuant to
the procedures outlined in Appendix B.

B. The Association shall indemnify and hold the Town harmless against any and all
claims, demands, damages, suits or other forms or liability that may arise out of or
by reason of action taken by the Town for the purpose of complying with any of
the provisions of this section or in reliance on any certification, notice or
authorization furnished under the provisions of this section.

ARTICLE 26
MAINTENANCE OF BENEFITS

All benefits and obligations not described in this Agreement or in any other documents
referred to in this Agreement and which are now enjoyed by or required of the employees
are specifically included in this Agreement by reference just as though each such benefit
and obligation was specifically set forth as an express provision.

ARTICLE 27
LAYOFF AND RE-EMPLOYMENT

A. Layoff shall be defined, for the purpose of this Article, as a termination of a
permanent full-time or permanent part-time employee resulting from the
elimination of the employee’s position by the Town or being displaced by an
employee whose position was eliminated. The Town shall notify the
Association of any intended layoffs as soon as possible prior to notification to any
affected employees. An employee subject to layoff, shall receive written notice of
such layoff no less than thirty (30) days prior to the effective date of such layoff.
A copy of such notice shall be sent to the Association. The Department of
Human Resources shall provide a copy of the relevant seniority list to the
Association at the time the notice of layoff is issued to the Association. The
Association may make reasonable requests, in writing, for a position’s seniority
list from the Department of Human Resources, and the Department of Human
Resources shall provide a copy of the requested seniority list within ten (10)
business days of its receipt of the request. For the purposes of this Article, a
permanent part time employee shall be deemed subject to a layoff if such
employee’s regularly scheduled hours are reduced to an extent causing the
employee to become an unrepresented part-time employee and therefore no
longer covered by the terms of the collective bargaining agreement.

In the event the Town eliminates a full time position, full time temporary
followed by full time probationary employees in the affected title in that
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department shall be laid off prior to any permanent full time employee occupying
such title in that department. In the event it becomes necessary to lay off a
permanent full time employee, such layoff shall be affected in reverse order of
Town-wide seniority of the permanent full time employees in the affected title in
that department. A permanent full time twelve-month employee who is laid off
may elect to displace in Town government, the least senior full-time employee in
that title in the following order: (i) twelve month employee in that title, (ii)
eleven-month employee in that title, (iii) ten-month employee in that title, (iv)
part time twelve-month employee in that title, (v) part-time eleven-month
employee in that title, or (vi) part-time ten-month employee in that title. A
permanent full-time eleven-month employee who is laid off may elect to displace
in Town government the least senior full-time employee in that title in the
following order: (i) eleven-month employee in that title, (ii) ten-month employee
in that title, or (iii) part-time twelve, eleven or ten-month employee in that title.
A permanent full-time ten month employee who is laid off may elect to displace
in Town government: (i) the least senior full-time ten-month employee in that
title, or (ii) the least senior part-time twelve, eleven or ten month employee in that
title.

In the event the Town eliminates a part-time position, where the incumbent is
permanent part-time covered by the Collective Bargaining Agreement, any part-
time employee not covered by the Collective Bargaining Agreement, followed by
any part-time probationary employee in the affected title in that department, shall
be laid off prior to any permanent part-time employee occupying such title in that
department. In the event it becomes necessary to lay off a permanent part-time
employee, such layoff shall be affected in reverse order of Town-wide seniority of
the permanent part-time employees in the affected title in that department. A
permanent part-time twelve month employee who is laid off may elect to displace
in Town government the least senior part-time twelve, eleven or ten month
employee in that title. A permanent part-time eleven month employee who is laid
off may elect to displace in Town government the least senior part-time eleven or
ten month employee in that title. A permanent part-time ten month employee who
is laid off may elect to displace in Town government the least senior part-time ten
month employee in that title.

B. A permanent twelve-month full time employee who is laid off or accepts, as an
alternative to layoff, an eleven-month, ten-month, part-time position or a position
not covered by the Collective Bargaining Agreement shall be placed on a re-
employment list for the twelve-month full time title from which they were laid
off. A permanent eleven-month employee who is laid off or accepts, as an
alternative to layoff, a ten month position, a part-time position or a position not
covered by the Collective Bargaining Agreement shall be placed on a re-
employment list for the eleven-month full-time title from which they were laid
off. A permanent ten-month employee who is laid off or accepts, as an alternative
to layoff, a part-time position or a position not covered by the Collective
Bargaining Agreement shall be placed on a re-employment list for the ten-month
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full-time title from which they were laid off. A permanent part-time employee
who is laid off or accepts, as an alternative to layoff, a position not covered by the
Collective Bargaining Agreement shall be placed on a re-employment list for the
part-time title from which they were laid off. ~The Town shall provide the
Association with a copy of the applicable re-employment list within ten (10)
business days of an employee, who is a member or former member of the
Association as described herein, being added to or removed from the list.

Each employee placed on a re-employment list pursuant to Article 27 shall remain
on the list for twenty-four (24) months from the date of the layoff, from the date
of transfer to a position not covered by the Collective Bargaining Agreement or
from the date the employee is transferred to a position of fewer months
employment (i.e. 12 to 11 or 10 months). Employees listed on the re-employment
list shall be given preference by the Town to fill vacancies in such title or in a
Comparable Position (defined below) prior to the Town offering the vacant
position to those listed on a general employment register.  Offers of re-
employment shall be made in writing by the Town, with a copy to the
Association, on a seniority basis among the individuals on the re-employment list.
An individual who declines an appointment or fails to respond to an offer of re-
employment within seven (7) days of the receipt of such offer shall be removed
from the re-employment list. The Town shall provide written notice to the
Association within ten (10) business days of an individual being removed from a
re-employment list including the reason for such removal.

An employee, who has been notified of a layoff, may test for positions for which
the Town deems him/her to be qualified, notwithstanding the close of the
application filing period but prior to the establishment of an employment register.
It shall be the employee's responsibility to become aware of examination
announcements and submit a complete and timely application for such position(s).
An employee on a re-employment list shall be considered for any temporary work
that may be available within his or her former department for which he or she is
qualified to perform prior to hiring a temporary employee.

C. For the purpose of this provision, a position is "Comparable Position" to the one
the employee held prior to layoff provided:

1. If the employee was full time, the proposed position is full time in the
same title.
2. If the employee was in a twelve-month position, the proposed position is a

twelve-month, eleven-month or ten-month position; if the employee was
in an eleven-month position, the proposed position is an eleven-month or
ten-month position; and if the employee was in a ten-month position, the
proposed position is a ten-month position.
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3. If the employee was part-time, the proposed position is in the same title
and is at the same benefit level under Article 4, Section C.

D. For purposes of this Article, seniority shall be defined as follows:
For regular full time employees:

(i) All Town consecutive service as a regular full time employee, with the
Town, and

(it) All prior Town Service as a regular full time employee where the
break in Town service is less than the employee’s total Town service as a regular
full time employee.

For regular part-time employees:

(i) All Town consecutive service as a regular part-time employee with the
Town, and

(it) All prior Town Service as a regular part-time employee where the
break in Town service is less than the employee’s total Town service as a regular
part-time employee.

E. Periods of unpaid leave in excess of seven (7) calendar days shall be excluded in
calculating an employee’s seniority except if such leave is approved as FMLA

leave.
ARTICLE 28
MISCELLANEOUS
A Nothing contained in this Agreement shall reduce by implication any

management right or prerogative, and the Town shall retain all such rights and
prerogatives, except as abridged or modified by an express provision of this
Agreement, applicable statutes or ordinances or the Town’s Personnel Policy
Manual as may be amended by the Town from time to time.

B. Any party may act by means of an authorized representative.

C. The Association hereby agrees to cooperate fully in any and all efforts by the
Town to improve service to the public via improved and more efficient and/or
effective methods of operation. It is further agreed that the cooperation of all
employees is necessary and that the Association shall encourage such cooperation
towards achievement of increased and improved productivity; towards effective
use of manpower and equipment; and towards improved methods of operation.
This pledge of cooperation is made in the interests of providing the citizens of
Greenwich with the best and most cost effective government services possible.
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D. Should any part of this Agreement be rendered or declared invalid by reason of
any existing or subsequently enacted legislation or by any decree of a court of
competent jurisdiction, such invalidation of such part of this Agreement shall not
invalidate the remaining portions hereof, and they shall remain in full force and
effect.

ARTICLE 29
SUBSTANCE ABUSE TESTING

The Town's "Substance Abuse Policy" Section 417.0 of the "Personnel Policy Manual™ is
made part of this Agreement and shall apply provided the employee is at risk of
disciplinary or other adverse action or manifests performance problems. Such policy
shall not apply in the event an employee on a voluntary basis self refers.

ARTICLE 30
EMPLOYEE EVALUATIONS

Employees are required to submit to and participate in performance reviews. The Town
reserves the right to determine the methodology for use in the performance review
process subject to the following conditions:

A. The performance review evaluation form used by the Town shall include a
section for the employee to respond to the evaluation.

B. The performance review process shall include a meeting between the
employee being evaluated and the supervisor performing the evaluation for
the purpose of discussing the employee's evaluation.

C. Employees shall be given a copy of their performance evaluation review.

ARTICLE 31
COMPLIANCE WITH FMLA AND ADA

The parties agree that the Town may, notwithstanding any other provisions of this
Agreement, take action that is in accord with what is legally permissible under the
Family and Medical Leave Act (FMLA) and the Americans with Disabilities Act (ADA)
in order to be in compliance with such Acts.

ARTICLE 32
EFFECTIVE DATE, RETROACTIVITY AND DURATION

A. The provisions of this Agreement shall become effective on the date the
Agreement is approved by the Representative Town Meeting except as other
effective dates are specifically set forth herein. Any provisions of this
Agreement which are expressly designated as retroactive shall be retroactive for
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APPENDIX A

INDIVIDUAL GROUP PROVISIONS

A. Employees of Greenwich Libraries:

1. For each full-time employee of the libraries, the standard workweek shall be
thirty-five (35) hours, Monday through Saturday.

2. All work performed on Sunday shall be compensated at one and one-half (1
1/2) times the regular rate.

2. All work performed on regularly scheduled holidays shall be compensated
at two and one-half (2 1/2) times the regular rate, which pay shall include
holiday pay.

B. Parks and Recreation Department:

The standard workweek for ferry captains and golf course employees shall not be
limited to thirty-five (35) hours per week, but shall be the number of hours
required properly to perform the assignment; provided, however, that the
employees shall be entitled to compensatory time off (as selected by the employee
and approved by the department head subject to the reasonable needs of the
department) for all hours worked in excess of thirty-five (35) hours per week.
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APPENDIX B

SERVICE FEES

Any employee making service fee payments to the Association in lieu of dues under
Article 25 of this Agreement, shall have the right to object to the expenditure of his/her
portion of any part of the service fee deduction which represents the employees' pro rata
share of expenditures by the Association in aid of activities or causes of a political or
ideological nature only incidentally related to the terms and conditions of employment.

Such objection shall be made, if at all, by the objector individually, by notifying the
Secretary-Treasurer of his/her objection by registered or certified mail, during the period
between September 1 and September 15 of each year.

The appropriate portion of service fees spent by the Association for such purposes shall
be determined annually at the end of the Association's fiscal year. Rebate of a prorated
portion, if any, of his/her service fees corresponding to such proportions shall thereafter
be made to each individual who has timely filed a notice of objection, as provided above.

If an objector is dissatisfied with the proportional allocation that has been determined on
the ground that it allegedly does not accurately reflect the expenditures of the Association
in the defined area, an appeal may be taken by such person to the Association’s
Executive Board within thirty days following receipt of notice of the pro rata share of
expenditures by the organization in aid of activities or causes of a political or ideological
nature only incidentally related to terms and conditions of employment. The Executive
Board shall render a decision on such appeal within thirty (30) days following its receipt.
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APPENDIX C

SALARY GROUP ALLOCATION
Effective July 1, 2010

Salary Grade A

Accounts Payable Coordinator
All-Trade Inspector

Assistant to the Commissioner DPW
Assistant to the Comptroller
Assistant to the Deputy Superintendent of
Schools

Assistant to the Health Director
Assistant to the Superintendent of Schools
Assistant Town Clerk

Building Construction Inspector
Building Electrical Inspector
Building Plumbing Inspector
Business Operations Supervisor
Environmental Hygienist
Engineering Inspector

Engineering Technician
Instructional Technology Supervisor
Legal Office Supervisor

Personal Property Appraiser

Real Estate Appraiser

Risk Management Technician
Zoning Inspector

Salary Grade B

Administrative Assistant

Assessors Assistant

Assistant to the Golf Course Operations
Manager

Contracts Coordinator

Electronics Technician

Employee Benefits Technician
Facilities Technical Assistant
Human Resources Technician BOE
Payroll Processing Coordinator
Public Health Dental Hygienist
Production Technician, Theatre
Senior Center Program Coordinator
Traffic Operations Coordinator
User Support Analyst

Salary Grade C

Assistant Registrar of Vital Statistics
Accounting Clerk I1

Animal Control Officer

Ferry Captain
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Fleet Operations Assistant

Land Use Technician

Library Technical Assistant

Legal Assistant Il

Media Technical Assistant
Parking Enforcement Supervisor
Payroll Processor

Property and Evidence Technician
Reproduction Center Manager
Staffing Administrative Assistant

Salary Grade D

Administrative Clinical Clerk
Administrative Staff Assistant Il
Highway Traffic Operations Assistant
Legal Assistant |

Medical Information Specialist
Medical Records Clerk

Reproduction Center Operator

Salary Grade E

Accounting Clerk |

Library Clerk

Media Assistant

Parking Enforcement Officer
Supervising Homemaker

Salary Grade F
Administrative Staff Assistant |
Rehabilitation Aide
Weighmaster

Salary Grade G
Homemaker/Home Health Aide
Mail Room Clerk

Recreation Aide

Social Service Aide

Switchboard Operator/Receptionist
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APPENDIX D

WAGE SCHEDULE
Salary

Grade Steps July1,2010 July1,2011 July 1, 2012
A 1 $30.5902 $31.2937 $32.0135
2 $32.0464 $32.7835 $33.5375

3 $33.5033 $34.2738 $35.0621

4 $34.9601 $35.7642 $36.5868

5 $36.4169 $37.2545 $38.1114

6 $37.8738 $38.7449 $39.6360

7 $39.3306 $40.2352 $41.1606

8 $40.7874 $41.7255 $42.6852

9 $42.2431 $43.2147 $44.2087

B 1 $27.2946 $27.9224 $28.5646
2 $28.5947 $29.2524 $29.9252

3 $29.8948 $30.5824 $31.2857

4 $31.1943 $31.9117 $32.6457

5 $32.4938 $33.2411 $34.0057

6 $33.7938 $34.5711 $35.3662

7 $35.0934 $35.9005 $36.7262

8 $36.3934 $37.2305 $38.0868

9 $37.6935 $38.5604 $39.4473

C 1 $24.4941 $25.0574 $25.6338
2 $25.6603 $26.2505 $26.8543

3 $26.8271 $27.4442 $28.0754

4 $27.9928 $28.6367 $29.2953

5 $29.1596 $29.8303 $30.5164

6 $30.3264 $31.0240 $31.7375

7 $31.4921 $32.2165 $32.9574

8 $32.6590 $33.4101 $34.1785

9 $33.8252 $34.6032 $35.3991

D 1 $22.0776 $22.5854 $23.1048
2 $23.1291 $23.6610 $24.2052

3 $24.1805 $24.7367 $25.3056

4 $25.2320 $25.8123 $26.4060

5 $26.2829 $26.8874 $27.5058

6 $27.3338 $27.9625 $28.6057

7 $28.3853 $29.0382 $29.7060

8 $29.4368 $30.1138 $30.8064

9 $30.4883 $31.1895 $31.9068

Quiartiles not shown
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Salary

APPENDIX D, continued

Grade Steps

WAGE SCHEDULE

July1,2010 July1,2011 Julyl, 2012

E
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$19.9903
$20.9427
$21.8951
$22.8463
$23.7987
$24.7505
$25.7023
$26.6541
$27.6065

$18.1236
$18.9864
$19.8498
$20.7120
$21.5754
$22.4387
$23.3015
$24.1649
$25.0271

$16.5856
$17.3751
$18.1656
$18.9551
$19.7451
$20.5345
$21.3240
$22.1145
$22.9040

$15.1579
$15.8796
$16.6013
$17.3230
$18.0453
$18.7670
$19.4887
$20.2104
$20.9321

$20.4501
$21.4244
$22.3986
$23.3718
$24.3461
$25.3198
$26.2935
$27.2672
$28.2415

$18.5405
$19.4231
$20.3063
$21.1884
$22.0716
$22.9548
$23.8374
$24.7206
$25.6027

$16.9671
$17.7747
$18.5834
$19.3910
$20.1992
$21.0068
$21.8144
$22.6232
$23.4308

$15.5065
$16.2448
$16.9831
$17.7214
$18.4603
$19.1986
$19.9369
$20.6752
$21.4135

Quiartiles not shown

$20.9204
$21.9171
$22.9138
$23.9093
$24.9060
$25.9021
$26.8982
$27.8943
$28.8910

$18.9669
$19.8699
$20.7734
$21.6757
$22.5792
$23.4828
$24.3857
$25.2892
$26.1916

$17.3573
$18.1835
$19.0109
$19.8370
$20.6638
$21.4900
$22.3162
$23.1435
$23.9697

$15.8632
$16.6185
$17.3737
$18.1290
$18.8849
$19.6402
$20.3954
$21.1507
$21.9060
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APPENDIX E

BOARD OF EDUCATIONFOOD SERVICE EMPLOYEES
WAGE SCHEDULE

Salary
Classifications GradeStep ~ July 1,2010 July 1, 2011 July 1, 2012

Food 1 1 $224807  $229978  $235267
Production 2 $24.2147 $24.7716 $25.3414
Coordinator 3 $25.9498 $26.5466 $27.1572
4 $27.6821 $28.3188 $28.9701
5 $29.4149 $30.0915 $30.7836
Cook Il 2 1 $18.1600 $18.5777 $19.0050
Head Cashier 2 $19.3470 $19.7920 $20.2472
3 $20.5362 $21.0085 $21.4917
4 $21.7243 $22.2240 $22.7351
5 $22.9157 $23.4428 $23.9820
Cook | 3 1 $17.2944 $17.6922 $18.0991
2 $18.4260 $18.8498 $19.2833
3 $19.5581 $20.0079 $20.4681
4 $20.6896 $21.1655 $21.6523
5 $21.8245 $22.3265 $22.8400
Food 4 1 $154502  $158055  $16.1690
Service 2 $15.9121 $16.2781 $16.6524
Worker 3 $16.3717 $16.7483 $17.1335
4 $16.8320 $17.2191 $17.6152
5 $17.2922 $17.6899 $18.0968

Quartiles not shown
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APPENDIX F

PUBLIC SAFETY DISPATCHER WAGE SCHEDULE

Classification Steps July 1, 2010 July 1, 2011 July 1, 2012
Lead Dispatcher 1 $21.4324 $21.9254 $22.4297
2 $22.4528 $22.9693 $23.4976
3 $23.4737 $24.0136 $24.5659
4 $24.4937 $25.0571 $25.6334
5 $25.5147 $26.1016 $26.7019
6 $26.5357 $27.1460 $27.7704
7 $27.5557 $28.1895 $28.8378
8 $28.5766 $29.2339 $29.9063
9 $29.5972 $30.2779 $30.9743
Dispatcher 1 $19.3180 $19.7623 $20.2168
2 $20.2380 $20.7034 $21.1796
3 $21.1580 $21.6446 $22.1425
4 $22.0781 $22.5859 $23.1053
5 $22.9976 $23.5266 $24.0677
6 $23.9171 $24.4671 $25.0299
7 $24.8371 $25.4084 $25.9928
8 $25.7572 $26.3496 $26.9556
9 $26.6772 $27.2908 $27.9185
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APPENDIX G
Anthem Bluecare $10 POE
Benefits at a Glance

The $10POE is a plan that features a primary care physician (PCP) who works with you to
coordinate your health care. PCP referrals are not required to receive care from a specialist

provider.
In Network
You pay:

Office Visit (OV) Copayment $10 per visit
Specialist Visit (SV) Copayment $10 per visit
Hospital (HSP) Copayment No charge
Urgent Care (UR) Copayment - CT Network Only $25 per visit
Emergency Room (ER) Copayment — waived if admitted $50 per visit
Outpatient Surgery (OS) Copayment — Prior authorization required No charge
Lifetime Maximum Unlimited

PREVENTATIVE CARE
*Well child care
Birth to 12 years No Charge
All others
Periodic, routine health examinations
Routine eye exams — one exam per year as part of preventative visit
$10 co-pay outside of preventative visit
Routine OB/GYN visits — one exam per year
*Mammography
Hearing Screening - $10 co-pay outside of preventative visit

MEDICAL CARE
Office Visits $10 per visit
OB/GYN Care $10 per visit
Maternity Care — initial visit subject to copayment, no charge thereafter $10 per visit
Laboratory No charge
X-ray and Diagnostic Testing No charge
High-cost outpatient diagnostic — prior authorization required
The following subject to copay: MRI, MRA, CAT, CTA, PET, SPECT scans No charge
Allergy Services
Office visits/testing $10 per visit
Injections — unlimited visits No charge
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HOSPITAL CARE - Prior authorization Required

Semi-private room No charge
Maternity and newborn care No charge
Skilled nursing facility — up to 90 days per calendar year No charge
Rehabilitative services — up to 60 days per person per calendar year No charge
Outpatient surgery — in a hospital or surgi-center No charge
EMERGENCY CARE
Walk-in Centers $10 per visit
Urgent Care — CT Network Only $25 per visit
Emergency Care — copayment waived if admitted $50 per visit
Ambulance — air subject to maximum per trip No charge
OTHER HEALTH CARE
Outpatient Rehabilitative Services — Prior authorization required $10 per visit
30 visit maximum for PT, OT, and ST per year.
Chiropratic Visits — Prior authorization required 30 visit maximum No charge
Prosthetic Devices — Unlimited coverage for specific items. No charge
Durable Medical Equipment - Unlimited coverage for specific items. No charge
Orthotics — covered up to $1,500 per calendar yr- foot orthotics not covered 50% copay
Hearing Aids - Children under age 12 — maximum of $1,000 within 2 year No charge
period. Age 12 and over not covered.
Infertility Services — State Mandates, Subject to Age and cycle limits. No charge
Home Health Care — 80 visits per calendar year No charge
Acupuncture — unlimited $10 per visit
MENTAL HEALTH/SUBSTANCE ABUSE CARE
Inpatient No charge
Outpatient/office visits — Prior authorization after 12" visit. $10 per visit
PREVENTATIVE SCHEDULES
*Well Child Care (including immunizations Adult Exams

» 7 exams 0 to 12 months
» 6 exams 13 to 60 months

» 1 exam every year, ages 6 - 21

» 1exam every 4 years, ages 22 — 29
» 1 exam every 4 years, ages 30 — 39
» 1exam every 4 years, ages 40 — 49
» 1 exam every 4 years, ages 50+

*Mammography
» 1 baseline screening, ages 35-39
» 1 screening per year, ages 40+
» Additional exams when medically necessary

Vision Exams: 1 exam every year (includes refraction)

Hearing Exams: 1 exam every year

OB/GYN Exams: 1 exam per calendar year
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Notes To Benefit Descriptions

» Unmarried Dependent Children covered to age 26.

» Members must utilize participating Blue Quality Centers for Transplant hospitals to
receive benefits for Human Organ & Tissue Transplant services. This network of the
finest medical transplant programs in the nation is available to members who are
candidates for an organ or bone marrow transplant. A nurse consultant trained in case
management is dedicated to managing members who require organ and/or tissue
transplants. Covered services are subject to the lifetime maximum of $1,000,000.

Please refer to the SpecialOffers@Anthem brochure in your enrollment kit for information on
the discounts we offer on health-related products and services.

This does not constitute your health plan or insurance policy. It is only a general description of the plan. The
following are examples of services NOT covered by your BlueCare Health Plan. Please refer to your Subscriber
Agreement/Certificate of Coverage/Summary Booklet for more details: Cosmetic surgeries and services;
custodial care; genetic testing; refractive eye surgery; services and supplies related to, as well as the performance
of, sex change operations; surgical and non-surgical services related to TMJ syndrome; travel expenses; vision
therapy; services rendered prior to your contract effective date or rendered after your contract termination date;
and workers’ compensation.

A product of Anthem Blue Cross and Blue Shield serving residents and businesses in the State of Connecticut.
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APPENDIX H

Anthem Bluecare $10 POS

Benefits at a Glance

The $10POS is a point-of-service (POS) plan that features a primary care physician (PCP) who
works with you to coordinate your health care. PCP referrals are not required to receive care

from a specialist provider.

In Network Out-of-Network
You pay: You pay:

Office Visit (OV) Copayment $10 per visit Deductible & Coinsurance
Specialist Visit (SV) Copayment $10 per visit Deductible & Coinsurance
Hospital (HSP) Copayment No charge Deductible & Coinsurance
Urgent Care (UR) Copayment - CT Network Only $25 per visit Not covered
Emergency Room (ER) Copayment — waived if admitted $50 per visit $50
Outpatient Surgery (OS) Copayment — Prior authorization required No charge Deductible & Coinsurance
Annual Deductible (individual/2-member family/3-member family) Not applicable $250/$500
Coinsurance 20% after deductible up to
Max Annual Out of Pocket (individual/2-member family/3-member family) $1,250/$2,500
Lifetime Maximum Unlimited $1,000,000

PREVENTATIVE CARE
*Well child care
Birth to 12 years No Charge Deductible & Coinsurance
All others
Periodic, routine health examinations
Routine eye exams — one exam per year as part of preventative visit
$10 co-pay outside of preventative visit
Routine OB/GYN visits — one exam per year
*Mammaography
Hearing Screening - $10 co-pay outside of preventative visit

MEDICAL CARE
Office Visits $10 per visit Deductible & Coinsurance
OB/GYN Care $10 per visit
Maternity Care — initial visit subject to copayment, no charge thereafter $10 per visit
Laboratory No charge
X-ray and Diagnostic Testing No charge
High-cost outpatient diagnostic — prior authorization required
The following subject to copay: MRI, MRA, CAT, CTA, PET, SPECT scans No charge

Allergy Services
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Office visits/testing $10 per visit
Injections — unlimited visits No charge
HOSPITAL CARE - Prior authorization Required
Semi-private room No charge Deductible & Coinsurance
Maternity and newborn care No charge
Skilled nursing facility — up to 90 days per calendar year No charge
Rehabilitative services — up to 60 days per person per calendar year No charge
Outpatient surgery — in a hospital or surgi-center No charge
EMERGENCY CARE
Urgent Care / Walk-in Centers — CT Network Only $25 per visit Not covered
Emergency Care — copayment waived if admitted $50 per visit $50 per visit
Ambulance — air subject to maximum per trip No charge No charge
OTHER HEALTH CARE
Outpatient Rehabilitative Services — Prior authorization required $10 per visit Deductible & Coinsurance
30 visit maximum for PT, OT, and ST per year.
Chiropratic Visits — Prior authorization required 30 visit maximum No charge
Prosthetic Devices — Unlimited coverage for specific items. No charge
Durable Medical Equipment - Unlimited coverage for specific items. No charge
Orthotics — covered up to $1,500 per calendar yr- foot orthotics not covered 50% copay 50% copay
Hearing Aids - Children under age 12 — maximum of $1,000 within 2 year No charge Deductible & Coinsurance
period. Age 12 and over not covered.
Infertility Services — State Mandates, Subject to Age and cycle limits. No charge Deductible & Coinsurance
Home Health Care — 80 visits per calendar year No charge
Acupuncture — unlimited $10 per visit
MENTAL HEALTH/SUBSTANCE ABUSE CARE
Inpatient No charge Deductible & Coinsurance
Outpatient/office visits — Prior authorization after 12" visit. $10 per visit
PREVENTATIVE SCHEDULES
*Well Child Care (including immunizations Adult Exams

» 7 exams 0 to 12 months
» 6 exams 13 to 60 months

» 1 exam every year, ages 6 - 21

» 1exam every 4 years, ages 22 — 29
» 1exam every 4 years, ages 30 — 39
» 1exam every 4 years, ages 40 — 49
» 1 exam every 4 years, ages 50+

*Mammaography Vision Exams: 1 exam every year (includes refraction)

» 1 baseline screening, ages 35-39
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» 1screening per year, ages 40+ Hearing Exams: 1 exam every year

» Additional exams when medically necessary OB/GYN Exams: 1 exam per calendar year

Notes To Benefit Descriptions

» Unmarried Dependent Children covered to age 26.

» Members must utilize participating Blue Quality Centers for Transplant hospitals to
receive benefits for Human Organ & Tissue Transplant services. This network of the
finest medical transplant programs in the nation is available to members who are
candidates for an organ or bone marrow transplant. A nurse consultant trained in case
management is dedicated to managing members who require organ and/or tissue
transplants. Covered services are subject to the lifetime maximum of $1,000,000.

Please refer to the SpecialOffers@Anthem brochure in your enrollment kit for information on
the discounts we offer on health-related products and services.

This does not constitute your health plan or insurance policy. It is only a general description of the plan. The
following are examples of services NOT covered by your BlueCare Health Plan. Please refer to your Subscriber
Agreement/Certificate of Coverage/Summary Booklet for more details: Cosmetic surgeries and services;
custodial care; genetic testing; refractive eye surgery; services and supplies related to, as well as the performance
of, sex change operations; surgical and non-surgical services related to TMJ syndrome; travel expenses; vision
therapy; services rendered prior to your contract effective date or rendered after your contract termination date;
and workers’ compensation.

A product of Anthem Blue Cross and Blue Shield serving residents and businesses in the State of Connecticut.

TOG/GMEA 2010 - 2013 49




APPENDIX |

Town of Greenwich - High Deductible Health Plan

Summary of High Deductible Health Plan

Cost shares

Integrated In-Network & Out-of-Network Deductible
$1,500 Individual Deductible / $3,000 Family Deductible (Two or More)

In-Network Benefits
Plan pays 100% after deducible is met
100% Coverage for In-Network Preventive Services - No Deductible
No Referrals Required

Out-of-Network Benefits
Plan pays 80% of Maximum Allowable Amount; after deductible is met

After $1,500/$3,000 Deductible met
Additional $1,500 Individual / $3,000 Family Coinsurance Maximum (Includes Rx)

Lifetime Maximum - Unlimited

*Town of Greenwich will contribute $1,250/$2,500 towards deductibles
**Deductibles and Co-Insurance are calculated on a calendar year

***Pre-Certs/Prior Authorizations Coordination is Member Responsibility

Prescription Drugs
Retail or Mail Order Pharmacy

Effective January 1, 2012
$10/$25/$40 Retail (30 day supply) $10/$50/$80 Mail Order (90 day supply)
Copayments apply after deductible is met

Only In-Network Coinsurance Levels Illustrated Below

Preventive Care

Pediatric 100% Covered - No Deductible
Adult 100% Covered - No Deductible
Vision 100% Covered - No Deductible
Hearing 100% Covered - No Deductible

(For Hearing Aids - See "Other Services" Category Below)

Gynecological

100% Covered - No Deductible
Covered once every year

Mammography

100% Covered - No Deductible

Medical Services
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Medical Office Visit
(Including Sick Visits to
OB/GYN)

100% Coinsurance after Deductible

Outpatient PT/OT/Chiro

Speech Therapy

50 combined visits

Excess visits covered as Out of Network

100% Coinsurance after Deductible Per Visit on all Outpatient Rehabilitation

Cardiac Rehabilitation

100% Coinsurance after Deductible

Allergy Services

100% Coinsurance after Deductible
Unlimited Injections

Diagnostic Lab & X-ray

100% Coinsurance after Deductible

Inpatient Medical Services

100% Coinsurance after Deductible

Surgery Fees 100% Coinsurance after Deductible
Office Surgery 100% Coinsurance after Deductible
Outpatient MH/SA 100% Coinsurance after Deductible
Infertility 100% Coinsurance after Deductible

No Age or Cycle Limits
Prior Authorization is Required

Emergency Care

Emergency Room

100% Coinsurance after Deductible

Urgent Care
Walk In Centers

100% Coinsurance after Deductible
CT Network Only

Ambulance - Land or Air

100% Coinsurance after Deductible

Inpatient Hospital

Note: All hospital admissions require pre-cert

General/Medical/
Surgical/Maternity
(Semi-private)

100% Coinsurance after Deductible

Ancillary Services
Medication, supplies

100% Coinsurance after Deductible

Psychiatric/
Alcohol Rehabilitation

100% Coinsurance after Deductible

Substance Abuse/ Detox

100% Coinsurance after Deductible
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Rehabilitative

100% Coinsurance after Deductible
up to 100 days - Excess days covered as Out of Network

Skilled Nursing Facility

100% Coinsurance after Deductible
Covered up to 120 days per calendar year

Hospice

100% Coinsurance after Deductible

Outpatient Hospital

Outpatient Surgery
Facility Charges

100% Coinsurance after Deductible
(Prior Authorization Required)

Diagnostic Lab & X-ray

100% Coinsurance after Deductible

Pre-Admission Testing

100% Coinsurance after Deductible

Other Services

Durable Medical Equipment
Including Prosthetics

100% Coinsurance after Deductible

Home Health Care

100% Coinsurance after Deductible

Infusion Therapy

100% Coinsurance after Deductible
Unlimited Visits

Human Organ &
Tissue Transplant

100% Coinsurance after Deductible

Private Duty Nursing

100% Coinsurance after Deductible
Up to a $100,000 maximum

Hearing Aids

100% Coinsurance after Deductible
Children under Age 12 - maximum of $1,000 within 2 year period
Age 12 & over - Not Covered

TMJ Procedures

Not Covered

Penalty for Failure to Pre-Cert
Prior Authorized Covered
Services

No Penalty for Hospitalization
No Penalty for Physician Services

This Benefit Comparison does not constitute your health plan or insurance policy. It is only a general description of the plans.
Please refer to your plan documents for exclusions and limitations under the plan.

TOG/GMEA 2010 - 2013

52




APPENDIX ]

TOWN OF GREENWICH AND GMEA

PRESCRIPTION DRUG PLAN

PRESCRIPTION DRUGS

Prescription Coverage $ 5 Generic Drug Co-payment Effective Covered in Network Only
Retail Pharmacy January 1, 2012 $10.

$15 Preferred Brand Name Drug Co-payment.
Effective July 1, 2011 $25.

$30 Co-payment for all other drugs per
prescription — Effective July 1, 2011 $40.

Mandatory Mail Order for maintenance
medications after 2 retail

Unlimited Maximum per Member, per Calendar
Year

Mail Order Pharmacy $10 Generic, $30 Preferred Brand Name $60 all | Covered in Network Only
other drugs (up to a 90-Day Supply) Effective
July 1, 2011 co-pays $10, $50, $80. January
1,2012 co-pays $20, $50, $80
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APPENDIX K
DENTAL INSURANCE PLAN

Effective Date First day of the first month following
date of employment

Eligibility Active regular full-time employee
Dental Benefits
Calendar year deductible,
Per person $100
Per family unit $300
The deductible applies to these classes of service:
Class B Services — Basic
Class C Services — Major

Class D Services — Orthodontia

Dental Percentage Payable

Class A Service — Preventive 100%
Class B Services — Basic 80%
Class C Services — Major 50%
Class D Services - Orthodontia 50%

Maximum Benefit Amount
For other than Class D — Orthodontia:
Per person per calendar year $2,500
For Class D — Orthodontia:
Lifetime maximum per person (age 8 to 19 years old) $2,000

Pre-EXxisting None
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APPENDIX L

Public Safety Dispatchers
Terms and Conditions of Employment

The Town recognizes to the Greenwich Municipal Employees Association the
classifications of Public Safety Dispatcher and Senior Public Safety Dispatcher. Individuals
employed by the Town in these classifications shall be covered by the terms of the Town/GMEA
collective bargaining agreement except as modified herein. Any reference to Dispatcher shall
include both Senior Public Safety Dispatcher and Public Safety Dispatcher except as otherwise
expressly stated.

A. In lieu of Article 7 (Hours and Workweek) of the collective bargaining agreement, the
workday shall consist of eight consecutive hours. There shall be a thirty-minute paid meal
period during which the Dispatcher shall be relieved from work when practical; however, the
Dispatcher shall remain on the premises and be available to return to work if required. The
workweek shall consist of five consecutive days. The work schedule shall consist of a rotation
of five-day shifts, five-late shifts and five-night shifts. A day shift shall begin prior to 11:00
a.m., a late shift shall begin prior to 7:00 p.m. and a night shift shall begin prior to 3:00 a.m. The
Town shall have the authority to set and change the hours of work, including starting and
quitting times to meet the needs and operations of the department. The starting and quitting time
may vary among Dispatchers assigned to the same shift to meet the needs and operations of the
Town. The Chief of Police retains the discretion to authorize work schedules other than the
rotating schedule set forth in this paragraph to meet the operational needs of the Town.

B. A Dispatcher who is unable to report to work as scheduled is required to contact a
designated Town representative at least three hours prior to the scheduled starting time of the
Dispatcher’s shift. A Dispatcher who does not provide the required three-hour advance notice
shall be required to provide the Town with sufficient cause as to why s/he was unable to meet
this requirement.

C. A Dispatcher shall be required to report to work dressed in the appropriate uniform or
other attire as determined by the Town, and at all times during working hours be so attired.

D. Employees represented by the Silver Shield Association and Local 1042 I.A.F.F. may be
assigned on an as needed basis to perform public safety dispatcher duties as such duties are
defined in the Dispatcher job description.

E. Dispatchers shall be paid at the time and one-half rate of their straight time hourly rate
for all hours worked in excess of their regular eight (8) workday or forty (40) hour workweek. A
dispatcher shall not work more than sixteen (16) consecutive hours except during a bona fide
emergency when there are no other qualified employees (dispatchers or police officers) to work
dispatch. A dispatcher who works sixteen (16) or more consecutive hours shall be provided with
a minimum of eight hours of time off before the dispatcher may resume work. A dispatcher who
is provided with mandatory time off following an extended shift pursuant to this provision, shall
not be deemed to have taken time off for non-occupational illness or injury (sick leave) pursuant
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to Article 8 (A) and shall be entitled to overtime compensation for excess time worked beyond
his or her standard eight (8) hour workday, or standard forty (40) hour workweek. A dispatcher
shall be paid at the double time rate of pay for each consecutive hour worked in excess of sixteen
consecutive hours.

F. In lieu of the provisions of Article 10 (Holidays) of the collective bargaining agreement
Dispatchers shall receive an annual payment that is the equivalent of twelve (12) days pay at the
straight time rate of pay. The annual payment shall be made in two six-day installments to be
paid on the first Friday in June and on the first Friday in December of each year. Payments shall
be pro-rated for Dispatchers who did not work the entire holiday payment period.

G. Article 8 (B) (shift differential) of the collective bargaining agreement shall be applied in
the following manner: the Dispatcher’s late shift shall be considered the second shift and the
Dispatcher’s night shift shall be considered the third shift.

H. This paragraph H shall expire and become null and void on June 30, 2009, except as to
retired TOG police officers employed as dispatchers prior to such date.

1. A former Town of Greenwich (TOG) police officer receiving his or her retirement
allowance from the Town of Greenwich Retirement System (the “Retirement System”) may be
appointed by the Town as a Public Safety Dispatcher or Senior Public Safety Dispatcher
(Dispatcher) subject to the following conditions:

a. A retired TOG police officer who meets the minimum qualifications for
the position, is able to perform the essential duties of the position and who has previous
experience as a TOG police dispatcher may be appointed as a Public Safety Dispatcher
notwithstanding the provisions of Article 24 (Appointments) of the collective bargaining
agreement or the TOG’s pre-employment testing process.

b. A retired TOG police officer with no previous experience as a TOG police
dispatcher shall have his or her appointment as a Public Safety Dispatcher subject to
Article 24 of the collective bargaining agreement and to the TOG’s pre-employment
testing process. All appointments to Senior Public Safety Dispatcher shall be subject to
Article 24 of the collective bargaining agreement and the TOG’s pre-employment testing
process.

2. A retired TOG police officer appointed as a Dispatcher shall be covered by the
terms and conditions of the GMEA collective bargaining agreement as modified by paragraphs A
through F above and as further modified by this paragraph G (2).

a. A retired TOG police officer appointed as a Dispatcher shall continue to
receive his or her retirement allowance under the Retirement System.

b. Notwithstanding Article 17 of the collective bargaining agreement the

retired TOG police officer shall not be eligible to actively participate in, and shall not
accrue additional benefits under, the Retirement System during his or her period of
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employment as a Dispatcher. Such retired TOG police officer’s retirement allowance
shall have been determined as of the date of his or her retirement from police service, and
subsequent years of service and compensation as a Dispatcher shall not alter the amount
of such retirement allowance.

C. The retired TOG police officer shall be eligible to participate in the TOG’s
401-k and/or 457 plans pursuant to the terms of Article 26 of the collective bargaining
agreement and in accordance with the terms and conditions and restrictions under such
plans.

d. The retired TOG police officer shall receive the medical benefits as
provided to other GMEA covered employees pursuant to Article 14 of the collective
bargaining agreement in lieu of any retiree medical benefits that the former police officer
may be eligible to receive from his TOG services as a police officer. Upon subsequent
separation of service from the TOG, the retired TOG police officer may elect to receive
the retiree medical benefits earned as a police officer (based on his or her years of service
as a police officer), or the retiree medical benefits provided pursuant to the terms of
Article 14 (B) of the collective bargaining agreement (based on his or her years of service
as a public safety dispatcher), if any.

e. The retired TOG police officer shall have the option at time of retirement
as a TOG police officer to carryover all or a portion of unused vacation accruals in lieu of
receiving payment for such unused vacation accruals. In no event shall the retired TOG
police officer’s unused vacation accruals, including any vacation accruals carried over
pursuant to this paragraph, exceed the maximum accruals limits provided for in Article
12 (E) of the collective bargaining agreement.

This Agreement together with the Town/GMEA collective bargaining agreement

constltutes the entire agreement of the parties establishing the terms and conditions of
employment for individuals employed as Dispatchers. Any other agreements, understandings or
promises, either oral or in writing, are hereby terminated and made null and void.

J.

The classification of Public Safety Dispatcher shall be allocated to salary grade D and the

position of Senior Public Safety Dispatcher shall be allocated to salary grade C.
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