MEMORANDUM OF UNDERSTANDING
BETWEEN THE MASSACHUSETTS DEPARTMENT OF TRANSPORTATION
AND THE
COALITION OF MASSDOT UNIONS
FOR A
SUCCESSOR AGREEMENT COVERING EMPLOYEES IN
BARGAINING UNITE

July 1, 2017 through June 30, 2020

This Memorandum of Understanding is entered between the Massachusetts Department
of Transportation (“MassDOT or Employer”) and the Coalition of MassDOT Unions as the
collective bargaining representative for employees in Bargaining Unit E. (the “Union™) Except as
modified herein, the terms of the current agreement, including all previous memoranda of
understanding, supplemental and side agreements, shall continue in effect. It is understood that
the agreement reflected in this document is the result of mutual compromise. The withdrawal by
either party of any proposal advanced during negotiations shall not be admitted in any
proceeding to prejudice the position of the party who withdrew the proposal. The parties agree
to use their best efforts to agree on a single integrated collective bargaining agreement that
incorporates the modifications to the July 1, 2009 — June 30, 2012 collective bargaining between
the Commonwealth and the Union as set forth in the Memorandum of Understanding for
Successor Collective Bargaining Agreement for the period of July 1, 2012 to June 30, 2015 and
the Memorandum of Understanding for Successor Collective Bargaining Agreement for the
period of July 1, 2014 to June 30, 2017.
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MassDOT

ARTICLE 1
RECOGNITION

Section 1.1

The Employer recognizes the Union as the exclusive collective bargaining representative of
employees of MassDOT in the job titles, as set forth in the attached Addendum A. The parties
acknowledge that any job title that was in existence on the effective date of this Agreement not
appearing on Addendum A has been intentionally excluded.

In order to establish and maintain clear and concise employee/labor relations policy, the parties
agree that the Office of Labor Relations and Employment Law, on behalf of the Secretary of
Transportation, is solely responsible for the development and implementation of all labor and
employee relations policies. Only the Office of Labor Relations and Employment Law has the
authority to make commitments or agreements with respect to wages, hours, standards of
productivity, performance and any other terms and conditions of employment with the Union as
the exclusive union representative for Bargaining Unit E. To effectuate clear labor
management communications and to further the stability of labor relations, any agreement
the implementation of which directly or indirectly affects members of more than one
constituent union shall be signed by an authorized representative of each impacted unions.
Each such agreement shall contain a provision certifying that i.) the person executing the
agreement has been authorized to enter the agreement on behalf of the constituent union;
ii.) the CMU and each of the constituent unions individually agree to be bound by the
agreement; iii) the CMU and each of the constituent unions individually agree to refrain
from filing any grievance or other action in any forum challenging the settlement
agreement or the implementation of the settlement agreement, except for actions alleging
that the employer has failed to comply with terms of the settlement agreement.

Component unions shall continue to have the right to settle grievances or resolve other
matters affecting the individual interests of bargaining unit members they represent.

In addition to the use of other seasonal employees as provided in this agreement or by
practice, #Fhe Employer may engage intermittent seasonal personnel from November 1 to April
15 each year to supplement staffing levels during snow and ice operations. Such employees shal!
be used for manual labor and for operating plowing, sanding or other equipment during snow and
ice operations or weather related events and shall not be used as substitutes for any MassDOT
bargaining unit employees, except in instances where all qualified bargaining unit employees
who are willing to work the event have first been offered the opportunity. Intermittent seasonal
personnel will not be covered by any term or condition of the collective bargaining agreement
but may be required to pay an administrative fee to the Union to the extent permitted by law.
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Section 1.2
As used in this contract the term “employee” or “employees” shall

A. include full-time, and a regular part-time persons employed by the Employer in job
titles in the bargaining unit included in Section 1 above, including federally funded employees
and seasonal employees whose employment is for a period of ninety (90) consecutive days or
more.

B. Exclusion:
1. all managerial and confidential employees;
2. all employees employed in short term jobs established by special federal or state
programs such as summer jobs for underprivileged youths and;
3. all intermittent employees; and
C. No changes to this section.

D.  No changes to this section.

E. An intermittent employee is defined as an employee who is neither a full-time nor a regular
part-time employee whose position has been designated as an intermittent position by histher
appointing—authority the Employer in accordance with existing written procedures of the
Personnel Administrator or those procedures as hereafier amended.

ARTICLE 3
DUES CHECKOFF

Section 3.1 No changes to this section.

Section 3.2

An employee may consent in writing to the authorization of the deduction of union dues from
his/her wages and to the designation of the union as the recipient thereof. Such consent shall be
in a form acceptable to the Employer and shall bear the signature of the employee An employee
may withdraw his/her dues authorization by giving the Employer at least sixty (60) days
written notice and by filing a copy with the Treasurer of the union. The Employer will
promptly notify the Union of any request to withdraw union dues authorization.

Section 3.3

An employee may consent in writing to the authorization of the deductions of an agency fee from
his/her wages and to the designation of the Union as the recipient thereof. Such consent shall be
in a form, acceptable to the Employer, and shall bear the signature of the employee. An
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employee may withdraw his’her agency fee authorization by netifying the union and the
Employer in writing. The Employer will promptly cease deduction and notify the Union of
any request to withdraw agency service fee authorization.

Section 3.4  No changes to this section.

ARTICLE 4
AGENCY FEE

Section 4.1

Employees electing to pay an agency service fee shall receive a year-end rebate from the
Union MOSES. Said rebate shall consist of the percentage of the agency service fee paid which
is equal to the percentage of total annual revenue expended for the following activities:

(1) contributions to political candidates or political committees formed for a candidate or
political party;

(2) publicizing of an organizational preference for a candidate for political office;

(3) efforts to enact, defeat, repeal or amend legislation unrelated to wages, hours,
standards of productivity and performance, and other terms and conditions of
employment, and the welfare or the working environment of employees represented by
the exclusive bargaining agent or its affiliates;

(4) contributions to charitable, religious or ideological causes not germane to its duties as
the exclusive bargaining agent;

(5) benefits which are not germane to the governance or duties as bargaining agent and
available only to the members of the employee organization.

MOSES The Union will pay for an independent audit which will include verification of
the aforementioned expenses on an annual basis. If an employee challenges the computation of
the rebate, the Union-MOSES agrees to submit the issue to an arbitrator chosen through the
American Arbitration Association’s mutual selection process.

4|Page



Section 4:54.2

Neither the Employer Commenweslth nor the Union MOSES shall discriminate against an
employee on the basis of membership, non-membership or agency service fee status in the
employee organization or its affiliates.

Employees electing to pay an agency service fee will be provided with the same
representation as union members under the Unit 9 E Collective Bargaining Agreement.
Accordingly, MOSES the Union may not refuse to process a grievance based on an employee’s
non-membership in the union. Non-members are also eligible for the same dental and vision
coverage as union members under the Health and Welfare Trust Fund outlined in Article 13B.

ARTICLE 5
UNION BUSINESS

Section 5.1  Change “Moses” to *“Union” throughout the section.
Section 5.2  Change “Moses” to “Union” throughout the section.

Section 5.3  Change “Moses™ to “Union” throughout the section.
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Section 5.4  Change “Moses” to “Union” throughout the section.
Section 5.5 Change “Moses” to “Union” throughout the section.
Section 5.6 Change “Moses” to “Union” throughout the section.
Section 5.7 Change “Moses” to “Union” throughout the section.

Section 5.8 Employer Provision of Information

A. The Employer shall continue to provide the Union with the same or similar bargaining
unit information that it currently provides. In the event the Commonwealth discontinues
providing the Union with any information it currently provides concerning members of the
bargaining unit, the Employer will meet with the Union to discuss the availability alternative
methods of providing the same or similar information.

B. The information contained in this Section shall be provided as soon as is
administratively feasible. The Employer will provide the Union with weekly notice of
accepted offers of employment into the bargaining unit, including new hires, rehires and
transfers. The information shall include the following: candidate name, home address,
work location, official title, functional title, and actual start date of employment. The
Union will provide the Employer with a designated e-mail address to which the information
may be sent.

Section 5.9 Orientation

Within the first thirty (30) days of employment or upon entering into the bargaining unit
from a non-bargaining unit position, or as soon as reasonably practical thereafter but not
later than ninety (90) days, the Employer will allow up to thirty (30) minutes for a Union
representative to discuss the Union with the employee(s) without the presence of non-
bargaining unit employees. The Union shall provide the Employer with reasonable
advance notice of the names of the employee(s), date and time of all such meetings, and
upon request certify the dates, and the start and end time of meetings. All meetings will be
conducted at the employee’s regular work location at times that shall be mutually agreed
upon and shall not disrupt business operations. No time in excess of thirty (30) minutes
shall be paid by the Employer. Reasonable time spent by the employee traveling to and
from the meeting location shall not be considered as part of the orientation time.

For the purpose of this Article, unless otherwise agreed upon, access shall be limited to

one (1) CMU steward or official and one (1) CMU staff member per
session.
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ARTICLE 6
ANTIDISCRIMINATION AND AFFIRMATIVE ACTION

Section 6.1 No changes to this section.
Section 6.2  Change “Moses” to “Union”

Section 6.3

The Statewide Labor/Management Committee established pursuant to ARTICLE 26 shall give
priority to the area of affirmative action and reasonable accommodation. The Committee shall
review affirmative action programs and shall devote its best efforts to alleviating any obstacles
that are found to exist to the implementation of the policy and commitments contained in the
Govemor's Executive Order No. 116 dated May 1, 1975 or as subsequently amended or in
Govemnor's Executive Order #253 (1988) or as subsequently amended.

Section 6.4 No changes to this section.

Section 6.5

A grievance alleging a violation of Section 6.4 of this article shall be filed initially at Step 2 of
the grievance procedure. Such action must be brought within 21 days from the alleged act or
occurrence. However, an employee who has filed a complaint alleging sexual harassment under
MassDOT’s Anti-Harassment and Discrimination Policy may not file a grievance regarding
those same allegations under this section.

Section 6.6 No changes to this section.

Section 6.7 No changes to this section.

Section 6.8

A grievance alleging a violation of Section 1 or Section 5 of this Article will be considered
withdrawn with prejudice upon the filing of a claim of discrimination under MGL Chapter
151B, Title VII, the Americans with Disabilities Act or the Age Discrimination in
Employment Act or Chapter 150E, in any state or federal court or agency which arises out
of the same or similar facts as the grievance,

Section 6.9

The Employer and Union agree that individuals with disabilities should enjoy equal access
to all employment opportunities. During the process to identify a reasonable
accommodation the employee may elect to have a union representative present.
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ARTICLE 7
WORKWEEK AND WORK SCHEDULES

Section 7.1 Scheduled Hours, Workweek, Workday

A. Except as otherwise specified in this Agreement the regular hours of work for full-time
employees shall be thirty-seven and one-half (37.5) hours per week excluding duty free meal
periods or forty (40) hours per week excluding duty free meal periods, as has been established
for that job title at the particular job location. Any employee whose regular workweek has
averaged more than forty (40) hours excluding meal periods in the past shall have a forty (40)
hour workweek.

B. No changes to this section.
C. No change to this section.
D. To the extent practicable, the normal workweek shall consist of no more than five (5)

consecutive days, Menday-threugh-Friday, with regular hours of work to be consecutive except
for duty free meal periods. Similarly, to the extent practicable, employees in continuous
operations shall receive two (2) consecutive days off in each seven (7) day period. This section
shall not apply to employees in authorized flexible hours programs or working alternative
work schedules. A workweek other than Monday through Friday may be established
where the Employer reasonably determines the need for such schedule.

E. The Employer may establish alternative work schedules including three (3) or four
(4) day workweeks and a workday of up to 13.34 hours excluding meal periods. The
Employer shall attempt to fill an alternative work schedule by soliciting volunteers and
shall select from qualified volunteers in order of seniority based on operational needs. If
the alternative work schedule cannot be filled by volunteers, the Employer may
involuntarily assign employees within the District, or other departmental unit, in inverse
order of seniority based on i.) ability to do the job; ii.) geography and iii.) hardship. If the
affected employee demonstrates a substantial hardship the employer may assign the next
least senior qualified employee.

F. The parties acknowledge the benefit of establishing alternative work schedules, including
but not limited to flexible hours, staggered hours, part-time and job sharing where such programs
contribute to the efficient delivery of state services. The Union/Management Committee
established pursuant to Article 26 of this Agreement shall meet to determine the feasibility of
establishing such options where they do not currently exist, to monitor existing programs, and to
recommend changes where appropriate. Upon the written request of either party, the Union
shall meet with local and central office representatives relative to developing and implementing
flex-time/alternative-work schedules where feasible for an individual worksite/facility or for the
department/agency. Following said meetings where there continues to be any unresolved issues
the areas of dispute may be brought at the request of either party to the Employer to work
toward a possible resolution. All agreements reached pursuant to the above paragraph shall be
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submitted to the Union and the Employer for approval. Effective the date of this Agreement,
the Alternative Work Schedule Pilot Program attached as Appendix B shall become
permanent. Denials of Alternative work Schedule may be grieved to Step II of the
grievance procedure.

Section 7.2 Overtime
A. At A v o [y =

situation—When overtime is required in non-emergency situations, the Employer shall solicit
volunteers before requiring any employee to work mandatory overtime. If no volunteers
are available, the Employer shall assign, on an inverse seniority rotational system within
the same classification by sub-area within a district, then District, or if there is no such
employee available, then within any classification where the employee’s job description
covers the work required, and that employee’s department head or designee reasonably
determines is qualified to perform the work. All overtime must be approved in advance by
the employee’s department head or designee. Any non-emergency overtime work not
approved in advance will be considered unauthorized, provided that no employee shall be
compelled to work an overtime assignment in the absence of such approval.

B. No changes to this section.
C. No changes to this section.
D. No changes to this section.

E. With the exception of paid sick time, time for which an employee is on full paid leave
status shall be considered time worked for the purpose of calculating overtime
compensation. However, an employee who uses sick leave during the same work week in
which he/she works mandatory or emergency overtime shall have up to three (3) sick days
per calendar year counted towards the calculation of overtime, provided the sick day(s)
was used prior to the notification to report for the overtime. In addition, the employee
shall have the opportunity to replace up to three (3) shifts per fiscal year of sick leave with
his/her available personal leave, vacation leave, accrued compensatory time or holiday
compensatory time. The employer may require the employee to produce satisfactory
medical documentation to substantiate the need for sick leave.

F. No changes to this section.
G. No changes to this section.

H. Change “MOSES” to “Union” where it appears throughout this section.

I No changes to this section.
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J. Upon the request of an employee, the Employer appeinting-authority-may grant at its
discretion compensatory time in lieu of payment for overtime at a rate not less than one and one-

half hours for each hour of employment for which overtime compensation would be required
under this Article. Such compensatory time shall not be accumulated in excess of one hundred
and twenty (120) hours and may be used in one half-hour (0.5) increments. The Employer
appeinting-sutherity shall permit the use of compensatory time at the employee's request upon
reasonable advance notice, provided the use of compensatory time does not unduly disrupt the
operation of a department or agency. Upon termination an employee shall be paid for all unused
compensatory time at the final regular rate of pay.

Section 7.3  No changes to this section.

Section 7.4  Rest Periods

Employees shall be allowed two (2) rest periods of up to fifteen minutes per workday.

Rest periods may not be used to either extend the meal break or reduce the length of the
work day without prior approval of the Department head.

Section 7.5 Time Keeping

Employees may be required to record their daily arrival and departure times as well as the start
and end time of all breaks and meal periods in a form and manner, including by mechanical or
electronic means as determined by the Employer which shall, to the extent reasonably
practicable, be uniform. Employees shall not reduce the length of the work day by working
through a meal break without the prior approval of the Department head.

Section 7.6  Call Back Pay
A, No changes to this section.

B. An employee who is called back to work as outlined above but is not called back to a
work place shall receive a minimum of two (2) hours pay at his/her regular overtime rate. For the
purpose of this Section, a "work place” is defined as any place other than the employee's home to
which he/she is required to report to fulfill the assignment. In situations where an employee
fulfills his’her call back assignment through the use of an electronic communication device such
as a telephone, or “networked” computer or mobile device, the employee shall receive a
minimum of one hour (1) for assignments received before 11:00 p.m. and two (2) hours for such
assignments received on or after 11:00 p.m.

C. No changes to this section.
Section 7.6  Standby Pay This section is renumbered as Section 7.7.

Section 7.7  Shift Differential This section is renumbered to 7.8
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ARTICLE 8
LEAVE

Section 8.1 No changes to this section.
Section 8.2 No changes to this section.
Section 8.3 No changes to this section.
Section 8.4 No changes to this section.
Section 8.6 No changes to this section.

Section 8.7 FAMILY AND MEDICAL LEAVE

A FAMILY LEAVE

1. The Employer shall grant toa ﬁ.lll time or part time employee who has-cempleted histher
srebe 2 s S : GRA! d been employed for at least nine
(9) consecutlve months precedmg commencement of the leave, an unpaid leave of absence for
up to twenty-six (26) weeks in conjunction with the birth, adoption or placement of a child as
long as the leave concludes within twelve (12) months following the birth or placement. The
ability to take leave ceases when a foster placement ceases unless the need for the additional
leave is directly connected to the previous placement.

2, Change “Appointing Authority” to “Employer” where it appears in this section.

3. If an employee has accrued sick leave, personal leave, compensatory leave, or vacation
credits at the commencement of his/her family leave, the employee may shall use such leave
credits for which s/he may be eligible under the sick leave, personal leave or vacation provisions
of this Agreement, except that up to two (2) weeks of accrued leave each calendar year may
be reserved and used after the FMILA leave has ended. The Employer Appeinting-Autherity
may, in his/her discretion, assign an employee to temporarily backfill for an employee who is on
family leave. Such assignment may not be subject to the grievance procedure, except that the
employee may file an Article 16 grievance if they are entitled to pay in a higher
classification.

4. No changes to this section.

5. Employees taking an unpaid leave of absence under this provision will accrue sick, and
vacation leave benefits only for the first eight (8) weeks of such unpaid leave. Notwithstanding
any other provisions of the Agreement to the contrary, the family leave granted under this Article
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shall not affect an employee’s right to receive any other contractual benefits for which s/he was
eligible at the time of his/her leave.

6. Change “Commonwealth” to “Employer” where it appears in this paragraph.
7. No changes to this section.

B. MEDICAL LEAVE

The Employer shal] grant to full-nme or part-tlme any employees who has-completed
he : 3 : : ationary-period have been employed at least
nine (9) consecutxve months lmmedlately precedmg the commencement of the leave, an
unpaid leave of absence for up to twenty-six (26) weeks to care for a spouse, child or parent who
has a serious health condition or for a serious health condition which prevents the employee from
being able to perform the functions of his/her position. For this accompanying regulations, 29
C.F.R. Part 825, the Employer will request medical certification at the time the employee gives
notice of the need for the leave or within five business days thereafter, or in the case of the
unforeseen leave, within five (5) business days afier the leave commences. In the event of an
unanticipated illness, an employee who returns to work within eight (8) working days of the
beginning of their absence will not be required to return form D1 to his/her employer.

1.

New employees, who have completed six full months of employment, may request the
Employer to waive their remaining wait time for FMLA. Such request shall include
submission of satisfactory medical evidence that demonstrates either (a) am existing
catastrophic illness; or (b) a problematic pregnancy that prevents the employee from being
able to perform the functions of her position. Any leave granted under this waiver will be
charged against the employee’s FMLA leave as described in this section. The remaining
rights and obligations under Section 8 shall apply.

2.3: At least thirty (30) days in advance, the employee shall submit a written notice of
his/her intent to take such leave and the dates and expected duration of such leave. If thirty
(30) day notice is not possible, the employee shall give notice as soon as practicable. The
employee shall provide, upon request by the Employer, satisfactory medical evidence. An
employee requesting medical leave shall complete the Department’s FMLA form and submit it
to the Employer. If the Employer has reason to question the validity of the medical evidence,
it may obtain a second opinion at its own expense. In the event there is a conflict between the
second opinion and the original medical opinion, the Employer and the employee may resolve
the conflict by obtaining the opinion of a third medical provider, who is approved jointly by
the Employer and employee, at the Employer’s expense. Where there is no agreement on
the third medical provider within fifteen (15) days after the Employer sends a list of
medical providers to the Union, either party may submit a request that the Department
of Public Health or the Department of Mental Health, as the case may be, provide a list
of five (5) medical specialists in the field of the condition underlying the need for the
leave who are able to schedule an appointment within thirty (30) days of the request.
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Each party may strike two names provided and rank the remaining three in order of
preference and return such list to the respective Department within ten (10) days of the
receipt of the list. The closest matching specialist shall be requested to serve as a third
medical provider. Pending receipt of the third medical opinion, the employee will be
provisionally entitled to the leave, provided that if the employee fails to authorize his/her
medical provider to release all medical information related to the conditions for which
the leave is needed to the second or third medical provider or misses & scheduled
appointment with the medical provider through no fault of his/her own, the Employer
may deny the FMLA leave until the employee provides such authorization or attends a
re-scheduled appointment. If the certification of the third medical provider does not
ultimately establish the employee’s entitlement to FMLA leave, the employee’s
provisional FMLA leave will terminate the effective date of the third medical opinion.

4:3. No change to this section.

5.4. If the employee has accrued sick leave, personal leave, compensatory leave, or vacation
leave credits at the commencement of his/her medical leave, that employee may shall use such
leave credits for which s/he may be eligible under the sick leave, personal leave, or vacation
leave provisions of this Agreement, except that up to two weeks of accrued leave per
calendar year may be reserved and used after the FMLA has ended. The Employer may in
its discretion assign an employee to temporarily backfill for an employee who is on family
or medical leave and such assignment or hire shall not be subject to the grievance
procedure, except that the employee may file an Article 16 if they are entitled to pay in a
higher classification.

6.5. No change to this section.
7.6. No change to this section.
87. No change to this section.

C. The total amount of Family Leave and Medical Leave available to employees
under this section shall not exceed 26 weeks. The total amount of accrued paid leave that
may be reserved and used after the expiration of Family or Medical leave in any calendar
year shall not exceed two (2) weeks in the aggregate.

D. Notwithstanding any provision of this Agreement to the contrary an employee
shall be entitled to benefits as provided by the Massachusetts Parental Leave Act, M.G.L.
c. 149, §105D, Massachusetts Family Medical Leave Act, M.G.L. ¢. 175M and other
applicable laws which shall run concurrent with Family and Medical Leave provided in
this agreement. The terms of this Agreement shall control unless otherwise provided by
law.

Section 8.8 Non-FMLA Family Leave
A. Upon written application to the Employer, including a statement of any reasons, any
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whe-has been employed at least nine (9) consecutive months who has given at least two (2)
weeks prior notice of his/her anticipated date of departure and who has given notice of his/her
intention to return, may be granted non-FMLA family leave for a period not exceeding ten (10)
weeks. Such leave shall be without pay or benefits for such period. The Employer may, in
his/her discretion, assign an employee to temporarily back fill for an employee who is on non-
FMLA family leave. Such assignment may not be subject to the grievance procedure. The
purpose for which an employee may submit his\her application for such unpaid leave shall be
limited to the need to care for, or to make arrangements for care of grandparent, grandchild,
sister or brother living in the same household, or child whether or not the child (or children) is
natural, adoptive, foster, stepchild, or child under the legal guardianship of the employee.

B. No changes to this section.

C. If an employee has accrued sick leave, personal leave, compensatory leave, or vacation
leave credits at the commencement of her\his non-FMLA family leave, that employee may
shall use such leave credits for which s/he may be eligible under the sick leave, personal
leave, or vacation leave provisions of this agreement.

D. No changes to this section.

Section 8.9 Catastrophic Illness/Injury Leave

Upon submission of satisfactory medical evidence that demonstrates an existing catastrophic
illness or injury, the Employer shall grant the employee en-a-ene-time-basis, up to an additional
twenty-six (26) weeks of non-intermittent non-FMLA leave. A catastrophic illness or injury is
a severe condition usually considered to be life threatening or with the threat of serious
residual disability, that requires prolonged recovery or hospitalization and that
incapacitates the employee from working. An employee shall not be granted leave under
this paragraph more than twice during their employment. The total aggregate amount of
leave granted to any one employee under this section shall not exceed 26 weeks.

Renumber the remaining sections of Article 8.

Section 8.10 No changes to this section.

Section 8.11 Educational Leave

Employees may be granted a paid leave of absence in accordance with the policies of the
Employer for educational purposes to attend conferences, seminars, briefing sessions or other
functions of a similar nature that are intended to improve or upgrade the individual's skill or
professional ability. The employee shall not suffer any loss of seniority or benefits as a result of
such leave. Based on the operational needs of the department, Employees enrolled in a
degree program may be granted an unpaid leave of absence(s) up to (12) twelve months for
course work required by the program. The decision to approve or deny any request for a
leave of absence shall not be subject to the grievance procedure as outlined in Article 23,
and shall net be arbitrable.

Section 8.12 No changes to this section.
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Section 8.13 Domestic Violence Leave — No changes to this section.

ARTICLE 9
VACATIONS

Section 9.1 No changes to this section.

Section 9.2
A, No changes to this section.

B. No changes to this section.

C. Employees hired on or after January 1, 2019 with at least 4.5 years of prior
relevant work experience at the time of hire, shall begin to accrue vacation credits at the
rate of 4.326975 hours (75/biweekly) or 4.61538 hours (80/biweekly). Employees will
remain at this accrual rate until they reach 9.5 years of creditable service with the
Employer. Prior relevant work experience is work experience in the same or a related field
or profession using the same or similar skills requiring same or similar level of
responsibility as reasonably determined by the Employer.

The Employer will notify new employees in writing at the time of hire that they may
request credit for prior relevant work experience. Employees shall have six months from
the date of notification to file a request for such credit. If approved, the accrual shall be
effective the date the request is filed.

Section 9.3  No changes to this section.

Section 9.4  No changes to this section.

Section 9.5 No changes to this section.

Section 9.6 No changes to this section.

Section 9.7 No changes to this section.

Section 9.8

The Employer shall grant vacation leave in the vacation year in which it becomes available,
unless in its opinion it is impossible or impracticable to do so because of work schedules or
emergencies. In cases where the vacation requests by employees in the same title conflict,

preference, subject to the operational needs of the Department/Agency, shall be given to
employees on the basis of years of service with MassDOT.
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Unused vacation leave earned during the previous two (2) vacation years can be carried over to
the new calendar year beginning with the first full pay period in January for use during the
following vacation year. Annual earned vacation leave credit not used by the last full pay period
inclusive of December 31 of the second year it was earned will be forfeited.

All vacation time must be approved in advance by the employee’s supervisor. Except in the
case of emergency or other exigent circumstances, employees must submit the request at
least 48 hours before the use of the vacation day (s).

== ke daze-zails 2diiss Each employee who does not have access to
Self Servuce Time and Attendance shall receive annually, on or before October 1, as of
September 1, a preliminary statement of the available vacation credits from the local oi’ﬁce A
eemiEal-afiee

The parties recognize the need to ensure the granting of personal leave, vacation, holiday and
compensatory time when it is requested and as it becomes available. Towards this end the
department heads and MOSES union representatives at each work location shall work out
procedures for implementing this policy of granting time off.

Section 9.9  No changes to this section.

Section 9.10 No changes to this section.

Section 9.11 No changes to this section.

Section 9.12 No changes to this section.

Section 9.13 No changes to this section.

Section 9.14 No changes to this section.

Section 9.15 Change “Appointing Authority” to “Employer”

Section 9.16 No changes to this section.

ARTICLE 11
EMPLOYEE EXPENSES

Section 11.1

A. When an employee is authorized to use his/her personal automobile for travel
related to his/her employment he/she shall be reimbursed at the rate of forty cents per mile.
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Mileage shall be determined by reading the odometer of the motor vehicle, but may be subject to
review by the Employer who shall use a web-based service as a guide.

Employees on authorized travel will be reimbursed for parking and tolls.

July 2019 an employee who travels from his/her home to an asslgned temporary work
location shall be reimbursed for mileage only for the distance that is in excess of the
distance between the employee’s home and his/her regular work location using the most
direct route to each location.

C. Employees shall not be reimbursed for commuting between their home and office
or other regular work location. With the approval of the Rersonnel-Administrator Director of
Human Resources an employee's home may be designated as his/her regular office by his/her
appointing authority for the purposes of allowed transportation expenses in cases where the
employee has no regular office or other work location.

Section 11.2

A. No changes to this section.

B. No changes to this section.

C. No changes to this section.

D. No changes to this section.

E. No changes to this section.

Section 11.3 No changes to this section.
Section 11.4 No changes to this section.
ARTICLE 12
SALARY RATES
Section 12.1 Strike in its entirety and replace with the following:
A, Effective the first full pay period in July 2017 employees who meet the

eligibility criteria provided in Section 2 of this Article shall be paid in accordance with the
July 9, 2017 Schedule of Bi-Weekly Salary rates shown in Appendix S-1.
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B. Effective the first full pay period of July, 2018, employees who meet the
eligibility criteria provided in Section 2 of this Article shall be paid in accordance with the
July 8, 2018 Schedule of Bi-Weekly Salary rates shown in Appendix S-2.

C. Effective the first full pay period of July, 2019, employees who meet the
eligibility criteria provided in Section 2 of this Article shall be paid in accordance with the
July 7, 2019 Schedule of Bi-Weekly Salary Rates shown in Appendix S-3.

Section 12.32

Employees who receive a “Below” rating on their annual EPRS evaluation shall not be eligible
to receive the salary increases provided in Section 12.1 of this article, nor any step increases.
Employees who receive a “Below” rating will have their performance reviewed in accordance
with article 24A of this Agreement and-Supplemental-HH and will become eligibie for their
salary and step rate increase previously denied effective upon the date of receiving a “Meets” or
“Exceeds” rating.

Section 12.43

Section 12.4

A. No changes to this section.
B. No changes to this section.

C. For promotions effective after the first full pay period of April 1, 2019, if the
application of the promotional factor results in a salary that is less than the amount
the employee would receive had he/she been promoted to the next lower grade, the
employee’s salary upon promotion shall be increased to the next higher step in the
grade the employee is being promoted into.

For promotions effective after the first full pay period after of April 1, 2019 an
employee who is not at the terminal step in their grade and has been in their current
step for at least nine (9) months at the time of a promotion shall be advanced one (1)
step in in the new job grade after the promotional factor is applied.

Employees shall have the option of one of the above promotional provisions and not
both.
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Section 12.5 No changes to this section.
Section 12.6 Change “Unit 97 to “Unit E”
Section 12.7
A. Change “Unit 9" to “Unit E”
B. Change “Unit 9” to “Unit E”
Section 12.8 Change “Commonwealth to “MassDOT".
Section 12.9 Change “Personnel Administrator” to “Director of Human Resources”.

Section 12.10 No changes to this section.

Section 12.11 Overpayments
When the Employer determines that an employee has been overpaid, it shall notify the employee

e#ﬂm—?&e%&nd—ﬂa&wase&s—daeree#&w—empleyeﬁshall—aﬁangmrecover such overpayment from
the employee over the same penod of time in whjch the employee was overpand—Ee—g—aa

: e sErEpE—perei—E Renth unless the employer and the
employee agree to another arrangement A repayment schedule requested by the employee shall
not be unreasonably demed : = re-th gig 3y th

feafemeﬂ%—ealetﬁaeas—ef—eﬂm—empleﬁneﬂt—beneﬁcs- As a condmon of any payment

agreement an employee will be required to execute 8 wage withholding agreement that
allows the Employer to withhold any unpaid sums from the employee’s final paycheck or
any amounts due the employee at the time of separation for unused; vacation; and/or
compensatory time. Any claims alleging a violation of any state or federal law governing
the payment of wages will not be the subject of arbitration.

ARTICLE 13B
TUITION REMISSION

Section 13B.1
Full-time employees shall be eligible for tuition remission as follows: (For the UMass system,
“tuition remission” is defined as the “student fuition credit™).

No changes to this section.
No changes to this section.
No changes to this section.
No changes to this section.
No changes to this section.

EEOR»>
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ARTICLE 14
SENIORITY, TRANSFERS, PROMOTIONS,
REASSIGNMENTS, FILLING OF VACANCIES
AND NEW POSITIONS

Section 14.1

A. A promotion shall mean an advancement to a higher salary grade within
MassDOT. This Article is applicable to all promotions except those reasonably anticipated to be
for less than one year and its application in all cases is restricted to employees who possess the
educational, training, and/or experience requirements established by the Personnel Administrator
or Employer for appointment to the relevant position. The provisions of this Article shall apply
when promoting employees covered by this Agreement and other employees within the Division
to positions other than positions to be filled by appointments from a civil service eligibility list.
Where the Union files a grievance over the non-selection of an employee(s), the Union shall be
limited to advancing the grievance of one (1) non-selected employee per vacancy or class action.
The Union shall identify such grievant in writing within sixty (60) days after filing its demand
for Arbitration. In any-class action, the Arbitrator shall not have the authority to select the
successful candidate for the position but shall be limited to an order re-posting the position and
reconsidering candidates from the original pool of applicants, except if the Employer re-selects
the original successful candidate following an order to repost the position and the arbitrator finds
a new violation of Article 14. If a redetermination of the selection process is ordered, it shall be
limited to the original pool of applicants.

B. In the event that a civil service examination for a position has been administered,
but scores have not been announced, the Employer shall initially restrict eligibility for
application for promotion to such position to those employees who have taken the examination.
In the event that civil service has published an eligible list of those who passed a civil service
examination for a position, but has not certified said list, the Employer shall initially restrict
eligibility for application for promotion to such position to those who passed said examination.
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Section 14.2

The following factors in priority shall be used by the Employer or his designee in
considering employees covered by this Agreement and other employees within the Division who
apply for promotions under the provisions of this Article:

(1)  Ability to do the job as determined by:

a) Experience and competence (job performance) in the same or
related work

b) Education and training related to the vacant position

(2)  Seniority, as measured by length of service within the Division, provided that
employees who transferred from a Commonwealth agency or the Massachusetts Turnpike
Authority as a result of Chapter 25 of the Acts of 2009 shall be credited with the seniority
they had with the predecessor agency as of November 1, 2009.

3) Work history

Section 14.3

A. All positions to be filled shall be posted throughout the Division for seven
workdays. Postings may be made by electronic means in any work unit(s) where employees
have access to email. The Employer may reasonably determine the positions in which
employees must be employed and/or the requisite related work experience the employee must
possess in order to be eligible to apply for a given promotion. The job posting shall include the
job title, salary grade and other pertinent information. The Employer may receive and consider
applications from persons outside the department simultaneously with applications from
employees for a vacancy posted under these provisions. All positions to be filled shall be posted
throughout the Division wherever employees covered by this Agreement are employed. Initial
consideration may be limited to those applicants who meet the minimum entrance
requirements for the position and any preferred qualifications. The Employer may
establish a screening procedure to determine who among those who meet the minimum
entrance qualifications will be interviewed for the position provided it shall be based on
objective and job related factors.

B. An employee promoted in accordance with this Article whose performance is
unsatisfactory may be returned to his/her previous job title within the Division where the
position was held. If an employee's performance is determined to be unsatisfactory at any time
during the six months probationary period, such determination shall not be subject to the
grievance procedure. If the employee's performance is determined to be unsatisfactory and
his/her former position is not available, he/she shall be entitled to the layoff/recall provisions of
this Agreement except for employees promoted from outside the bargaining unit.

C. If the employee so requests within two weeks prior to the mid-point of the above

designated probationary period, then his/her supervisor shall meet with the employee and a
MOSES Union representative to discuss the employee's performance in the position.
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D. At any time prior to the mid-point of the above designated probationary period an

employee may request to return to his/her former job title underthejurisdiction-of the-appeinting
autherity in the Division where the position was held and such request will be granted.

E. No changes to this section.
F. No changes to this section.

G. Notwithstanding the above paragraphs, employees may return to their former job
titles under these provisions provided there is a position available under the jurisdiction of the

appeinting-authroity Employer.

H. All promotions made pursuant to this Article shall be temporary appointments at
least until the completion of the probationary period. All vacancies resulting from an employee's
promotion pursuant to this Article shall be filled temporarily at least until the promoted
employee has completed his/her probationary period.

| In the event that new titles are created by the Personnel Administrator or
Employer which the Employer considers necessary to be excluded from the provisions of this
Article, it shall so notify MOSES—the Union. MOSES The Union may negotiate with the
Employer over whether such new titles shall be subject to the provisions of this Article. If the
parties are unable to agree as to whether a new title(s) should be covered by this Article, MOSES
the Union may submit its request for inclusion of specified title(s) to arbitration in accordance
with the grievance procedure provided for in this Agreement. All new titles on the Employer's
list shall be excluded from the promotion procedure under this Article until such time as an
arbitrator determines that such titles should be covered by the provisions of this Article. Any
titles which are not on a list of excluded titles shall be covered by the provisions of this Article.

J. At the time the vacancy is filled, the unsuccessful applicant(s) for promotion to a

vacancy posted under these provisions shall receive a notice en—a—NenSeleetion-Form—{(see
Appendix-€) stating the reason(s) for non-selection.

Section 14.4

A. Employees may apply for reassignment to the same classification in another
location that does not involve a substantial change in job duties. Such application shall be
submitted in writing on a form provided by the Employer. Requests for reassignment shall
remain valid for twelve (12) months or until the employee is selected or he/she rescinds the
request in writing. When such a position becomes available to be filled those who have
requested reassignment to the location of the available vacancy shall be considered for such
position and notified. Employees may upon notification rescind their request for reassignment.
Employees who rescind their request after selection may not request reassignment for a period of
one (1) year. Applicants seeking reassignment shall be considered along with other candidates
based on the following factors in priority:
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L. Ability to do the job as determined by:

(a) Experience and competence (job performance) in the same or
related work

(b)  Education and training related to the vacant position

2 Seniority, as measured by length of state service from date of hire
within the Division, provided that employees who transferred from a
Commonwealth agency or the Massachusetts Turnpike Authority as a
result of Chapter 25 of the Acts of 2009 shall be credited with the
seniority they had with the predecessor agency as of November 1,
2009.

3. Work History

Should an applicant be reassigned to the same classification in another location by the
above procedure he/she shall be given a thirty (30) working day probationary period in the new
assignment, and if at the end of the probationary period it is determined the employee is unable
to perform the duties of the new assignment, he/she shall be returned to his’her former duties in
his/her original position. If an employee's performance is determined to be unsatisfactory at any
time during such probationary period, such determination shall not be subject to the grievance
procedure,

B. No changes to this Section.

C. At the time selection is made for the reassignment of an employee(s) under
Section 14.4 of these provisions, MOSES the Union shall be notified of all employees
considered and which employee(s) are to be reassigned.

D. Nothing in this Article shall be construed to impede the Employer’s ability to
grant any reassignment or voluntary transfer request not otherwise provided for in this
Article, provided that it does not otherwise violate any other provision in this collective
bargaining agreement.

Section 14.5 Shift Assignments

A, When more than one shift is required, employees in the same or equivalent
classification who work at that particular work location or project may submit a written request
to their department head appeinting-sutherity-er-designee to transfer to an open position at
the same work location or project. Selection between employees seeking reassignments
transfers to open positions on a different shift shall be made on the basis of seniority from
among those employees capable of performing the work.




in the same or equivalent classification capable of performing the work, the Employer may
in reverse order of seniority transfer an employee in the same or equivalent classification
capable of performing the work. For purposes of this provision, equivalent classification
shall mean any classification whose job description includes those duties of the open
position provided the classification is at the same or lower grade as the open position.

ARTICLE 16
OUT OF TITLE WORK
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Section 16.1 Work in a Lower Classification - No changes to this section.

Section 16.2 Work in a Higher Classification

Any employee who is assigned by his/her supervisor to a position in a higher grade for a period
of more than thirty consecutive days shall receive the salary rate for the higher position from the
first day of assignment, provided such assignment has the prior approval in writing of the
department head. Written approval must be provided on the written form which is
attached as Appendix C. The approval of the department head or his/her designee shall take
effect as of the first day of assignment. In the event authorization is granted or payment is
awarded for out-of-title work, no payment shall be made for any period prior to fifty-one days
from the date the grievance was filed unless the assignment was in writing.

This Article shall not apply to working in a higher grade when the holder of the higher grade is
absent on vacation leave.

ARTICLE 18
LAYOFF
RECALL PROCEDURE
Section 18.1
A. Impending Layoff In- the event management becomes aware of an impending

reduction in work force, which includes a civil service displacement, it will make every effort to
notify MOSES the Union at least twenty (20) days prior to the layoff.

Within five (5) days of notification of the impending layoff, management shall
meet with MOSES the Union to discuss the impact of the layoff on the affected employees,
including the availability of similar positions within the same depaﬁmemlageney Division. Upon
request, HRD the Employer will meet with MOSE g - g
Union to discuss available positions and training programs.

Prior to notifying employees of the reduction in force the appeintingautherity
Employer will first solicit volunteers for layoff within the department/ageney Division.

However, nothing contained in this article shall preclude the appeinting—suthority Employer
from rejecting a volunteer based on the operational needs of the departmentiagency Division.
During the reduction in force process, the -appeinting-autherity Employer may also consider the
termination of consultant contracts.
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B. Actual Lavoff Seniority- is based on service within the department/agenecy
Division, R i provisional-emploveas—in-a-ttle-muy ba-laid-a Betore—-an P royes

In the event of an actual layoff, management will notify the affected employees in
writing not less than ten (10) working days in advance of the layoff date and will send a copy of
such notice to MOSES the Union. Where notices are sent by first class mail, the time shall begin
to run on the date of the mailing of the notice.

Section 18.2
Within five (5) workdays of receipt of notification of layoff, the employee shall
elect to either transfer or bump in accordance with the following sections.

A. Lateral Transfer and Bumping Procedure Any- employee who has been
notified that he/she will actually be laid off may file with his‘her—appeinting—authorty the
Employer, within five (5) working days of receipt of such notice, a written request to laterally
transfer to a position in the same title and/or bump to a lower title in accordance with the
provisions in this subsection:

1. An employee whose position is being eliminated shall have the opportunity to
exercise his’her seniority rights by transferring laterally to a position in the same title within the
jurisdietion—ofhistherappeinting—autherity Division for which the employee is determined
qualified to perform the duties, provided there is an employee junior to him/her in departmental
years of service.

2. The first employee displaced by the lateral transfer of the more senior employee
may exercise his/her seniority rights by transferring laterally to a position in the same title for
which the employee is determined qualified to perform the duties of the position, occupied by an
employee junior to him/her in departmental years of service within histher-appeinting-authesity
the Division:

3. The second employee displaced by the lateral transfer referred to above may
exercise his/her seniority rights by displacing the least senior employee in departmental years of
service in the same title with the appeinting-autherity Division.

4, Notwithstanding the above, no employee exercising his/her rights under 18.2(A)
(1) or {2) above shall be denied an opportunity to displace the least senior employee in the same
title in the affected employee’s facility, departmental unit, district, region, or appeinting

autherity-orstatewide Division.

5. A displaced employee or one whose position is eliminated may exercise his/her
seniority right by either transferring laterally or by bumping to a Bargaining Unit 9-E position

within the jurisdiction-of-histher-appeointing—autherity Division in the next lower title or titles
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occupied by a less senior employee and for which the employee is determined qualified by the
Employer.

6. Any lateral transfer or bump occurring as the result of a reduction in force shail
be limited to three transactions per title with a transaction being defined as the displacement of
an employee by an employee senior in departmental years of service.

7. An employee being displaced from his/her position by a lateral transfer of a more
senior employee in the same title shall notify the department/ageney Employer of his/her

intentions within the third working day of being notified by the department/ageney Employer of
the displacement.

B. Other Transfers
1. Within the DepartmentiAgeney Division The employee who is to be laid off

shall also have the opportunity to transfer laterally to a fillable, vacant, Bargaining Unit 9-E

position, in any other title within the jurisdietion-ef-histher-appeinting-autherity Division, for
which he/she is qualified.

2, Between Ageneies Divisions - The employee who is to be laid off may file a
request for transfer to any ageney—in—state-serviee vacant position in a MassDOT Division

other than that Division from which he/she is to be laid off. Upon approval of that-ageney
the Employer, such employee may be appointed to any vacancy in Bargaining Unit 9 E, in the
same grade and title or any similar title for which he/she might meet the necessary qualifications
in the same or lower salary range as the position from which he/she was laid off. Seniority shall
be the determining factor in the event one or more such employees are seeking the same position
in another state—ageney Division. This provision shall not be subject to the grievance
arbitration provisions of this Agreement.

Section 18.3 Departinent/Agency Division Recall Procedure

A. Where recall is to the job title from which layoff occurred, recall shall be in the reverse
order of layoff.

B. The depertment/ageney Employer shall maintain a recall roster from which laid off
employees will be recalled, to positions to be filled, in accordance with their seniority and in
accordance with their qualifications to perform the work.
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C. If the position of an employee is abolished as the result of the transfer of the functions to
another department/ageney Division, such employee may elect to have his/her name placed
on the recall roster or to be transferred, subject to the approval of the appointing authority, to
a similar position in such department/agency without loss of seniority, retirement or other

rights.

D. The department/ageney Employer shall appoint employees on the recall roster, prior to
the appointment of any other applicant, to fillable vacant Bargaining Unit E positions for
which the laid off- employee is determined qualified by the Employer.

E. A laid off- employee will remain on the recall roster for two years except an employee
who is offered recall to a position in the same job grade as the position from which he/she
was laid off and who refuses such offer shall be removed from the recall list and his‘her
recall rights shall terminate at that time.

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

Notices of recall sent by the appeinting-autherity Employer to a laid off employee and
the employee's notice of acceptance or rejection of said recall offer shall be sent by certified
mail, return receipt requested. Notices required to be sent by the Employer will be
effective 5 days after mailed to the last mailing address provided by the employee.

Section 18.4

In computing seniority as defined in this Agreement any break in service for two (2)

years or less due to an involuntary layoff shall be included in total seniority as with military,
maternity, educational and industrial accident leave.

Section 18.5 Expedited Grievances

Whenever an employee is denied lateral transfer, bumping or recall rights based on a
determination he/she is unqualified, a grievance may be filed at Step II and if unresolved,
expedited arbitration will commence inside of thirty (30) days.
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ARTICLE 19B
USE OF GPS TECHNOLOGY

Beginning January 1, 2019, the Employer may install and/or use Global Positioning System
devices or other similar technology in department vehicles and use the data obtained by
such devices for any business purpose, including but not limited to the deployment of
personnel, the safety of the public and employees, and to gather statistical data regarding
the efficiency of department vehicles. The Employer shall not use any such system to
conduct live surveillance of employees on either a random or scheduled basis. However,
where the Employer has received a credible complaint, or possesses other independent
reliable information, the Employer may use stored data to investigate allegations of
misconduct or policy violations. In any disciplinary proceeding where the Employer relies
on the GPS data to establish employee misconduct or a policy violation, it shall provide a
copy of the data to the Union as may be required by G.L. ¢. 150E. Aill vehicles with
installed and active GPS or similar technology will be identified by a conspicuously placed
sticker or other indicator. The Union acknowledges that such devices have already been
installed in some department vehicles.

ARTICLE 23
ARBITRATION OF DISCIPLINARY ACTION
Section 23.1

No employee who has been employed by the Employer for six consecutive months or more shall
be discharged, suspended or demoted for disciplinary reasons or given a written warning or
reprimand without just cause. The Employer may extend the probationary period for an
additional three (3) months by providing a ten (10) day netice to the employee in advance
of the expiration of the original probationary period. The Employer shall promptly notify
the employee’s collective bargaining representative of the decision to extend the
probationary period, provided that the failure of any notice shall not invalidate the
extension.

An employee who severs his/her employment with the-Commenwealth
MassDOT must serve an additional probationary period upon reemployment whether in the
same or a different job title.
Section 23.2 No changes to this section.
Section 23.3 No changes to this section.

Section 23.4 No changes to this section.
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ARTICLE 23A

GRIEVANCE PROCEDURE
Section 23A.1 No changes to this section.
Section 23A.2 The grievance procedure shall be as follows:

Step I - An employee and/or the Union shall submit a grievance in writing to the person
designated by the agency head for such purpose not later than twenty one- (21) calendar days after
the date on which the alleged act or omission giving rise to the grievance occurred or after the date
on which there was a reasonable basis for knowledge of the occurrence. The person so designated
by the agency head shall reply in writing by the end of seven (7) calendar days following the date of
submission or if a Step I meeting is held, within fourteen (14) calendar days following the
conclusion of the meeting.

Step II - In the event the employee or the Union wishes to appeal an unsatisfactory decision
at Step 1, the appeal shall be presented in writing to the Director of the Office of Labor Relations
and Employment Law within ten (10) calendar days of the receipt of the Step I decision or if no
Step 1 decision is issued within twenty one (21) days following the date of the appeal. The
Employer or his/her designee shall meet with the employee and/or the Union to review the
grievance and shall issue a written decision by the end of the fourteen (14) calendar days following
the day on which the appeal was filed. If the Union does not request a Step II meeting within
10 days of filing an appeal the Employer may issue a decision.

Step III - Grievances unresolved at Step II may be brought to arbitration solely by the
Union by filing with the Director of the Office of Labor Relations and Employment Law within
thirty (30) calendar days of the receipt of the Step Il decision a completed Request for Arbitration
form. Once arbitration has been requested by the Union, a hearing shall be held no Iater than twelve
months from such request. If a hearing is not held within the twelve month period, due to inaction
of the Union, the grievance is thereby withdrawn with prejudice and without precedence.
Grievances that are not filed for arbitration within the thirty day (30) days as provided above shall
be considered waived.

Section 23A.3 No changes to this section.
Section 23A4 No changes to this section.
Section 23A.5 No changes to this section.
Section 23A.6 No changes to this section.
Section 23A.7 No changes to this section.
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Section 23A.8 No changes to this section.
Section 23A.9 No changes to this section.

Section 23A.10

A MOSESUnion representative or steward, whichever is appropriate, shall be notified of
grievances filed by an employee on histher own behalf and shall have the opportunity to be present
at grievance meetings between the employee and the Employer held in accordance with the
grievance procedure.

Section 23A.11
It is agreed that grievances may be filed by MOSES the Union electronically, either by
facsimile or by email as a scanned attachment.

Section 23A.12 Alternative Dispute Resolution (ADR) Committee

A. A Joint Labor-Management Committee, consisting of four (4) people designated
by MOSES the Union and four (4) people designated by the Employer, shall meet and develop
mutually agreed upon policies and implementation procedures for an Alternative Dispute
Resolution Program which may include an option for mediation or a binding tri-partite panel at
the Step III grievance level.

B. No changes to this section.

C. At, or following the Step HE II stage of the grievance procedure and in certain
designated Agencies, Alternative Dispute Resolution (ADR) pilot programs shall be developed
with a goal for initial implementation within six (6) months from the signing date of the
Agreement. ADR Programs may include, but shall not be limited to mediation, an oral Step 1
grievance and review committee.

D. Through this provision MassDOT shall fund one (1) day of ADR per month.

ARTICLE 24A
PERFORMANCE EVALUATION

Strike Article 24A in its entirety and replace with the following language:
Section 24A.1 — EPRS Standards
The Employee Performance Review System (EPRS) shall permit variations in format
between various departments. There shall be no variation in format within the same
department for the same job titles. Any format must meet the following criteria:

A. All employee evaluations shall be in writing and shall be included in the

employee's official personnel file. The Union shall be notified should the employee
lack English proficiency to understand the evaluation and its process. All EPRS
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evaluations shall be based on “Meets” expectations "Exceeds" expectations, or
"Below" expectations standard.

B. Evaluations shall be completed by the employee's immediate supervisor and
be approved by a supervisor of a higher grade designated by the Employer (except
in cases of potential conflict of interest or other legitimate reasons).

C. A Final Formal EPRS evaluation shall be completed once per year for each
employee. Probationary employees shall be evaluated by the mid-point of their
probationary period. However, the standard EPRS program shall commence no
later than the first July 1st of their employment.

D. The performance dimensions shall be job-related, objective and measurable
to the extent practicable.

Section 24.A.2 — EPRS Procedures

A. Prior to each annual evaluation period, the employee’s supervisor shall meet
with the employee and shall inform the employee of the general performance
dimensions and procedures to be utilized in evaluating the employee's performance.

B. At least once during the evaluation period, at or near its mid-point, the
supervisor shall meet with the employee to review the employee's progress. The
employee shall have two (2) work days to review the evaluation prior to signing it.
If the mid-term review results in a rating of “Below” the employee shall be placed
on a remedial development plan. At least once not later than 90 days before the end
of the evaluation period, the supervisor and employee shall meet to review the
employee’s progress. The supervisor will identify the employee’s specific
performance deficiencies and what the employee must do to attain a “Meets” rating.

C. At or near the end of the evaluation period, the supervisor shall meet with
the employee to inform the employee of the results of the evaluation. Following the
employee’s review, the form shall be submitted to a management employee
designated by the Employer for final determination of ratings. The employee shall
have two (2) work days to review the evaluation prior to signing and shall be given a
copy of the completed form. The employee shall sign the evaluation and indicate
whether he/she agrees or disagrees with the content thereof.

Section 24A.3 — Redetermination and Appeal Rights

A. Any employee who has received a final rating of "Below" will have his/her
evaluation reviewed by the Employer or his/her designee, who shall review all the
circumstances of the rating. The Employer or his‘her designee may re-determine
the rating after reviewing the circumstances of the initial evaluation. If the
Employer or his/her designee re-determines the rating the employee will receive the
increases provided under Article 12 retroactively.
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B. If the Employer does not re-determine the rating, the Union may file within
fourteen (14) days a request for a review of the final rating by an arbitrator
appointed by the Division of Labor Relations. The standard of review shall be solely
limited to whether or not the final performance rating of "Below" was justified. The
decision of the arbitrator shall be final and binding and any employee having a
"Below"” rating overturned shall be made whole in as prompt a manner as possible.
Any costs associated with this process will be borne equally by the parties. The
arbitration shall be conducted on an expedited basis as agreed by the parties.

C. Only employees receiving an annual rating of “Below” shall have the right to
appeal the rating. Any employee who elects to appeal their ERRS rating pursuant
to G.L. c. 31 shall not be entitled to file an appeal under this agreement.

D. All performance merit ratings shall be based upon the EPRS system as found
in this Article and all payment of salary and/or step increases shall be based upon
current language found in Article 12 related to pay for performance based on the
employee’s most recent final annual evaluation. Notwithstanding the foregoing, the
Employer may implement a program of bonuses for employees who receive a final
rating of “Exceeds”.

Section 24A.4 - Attainment of Meets or Exceeds

A, Any employee who receives a “Below” evaluation who then receives a
“Meets” or “Exceeds” rating at the mid-point of the following annual evaluation
period will be eligible for the denied step and/or denied salary increases effective the
date of the mid-point evaluation. An employee’s anniversary date for step purposes
shall not be retarded upon receiving “Meets” or “Exceeds”.

B. Any employee who is adversely impacted by an untimely evaluation shall be
made whole upon completion of the performance evaluation and upon the final a
final rating of “Meets” or “Exceeds”.

C. When work related circumstances occur over which the employee or
department has no control, the employee shall not be prevented from attaining an
overall rating of “Meets™.

Section 24A.5 — Labor Management Committees on EPRS

A, There shall be established a Labor/Management Committee, consisting of not
more than four (4) representatives of each party, which shall meet at reasonable
times to discuss any problems or issues surrounding the Performance Evaluation
System.

B. There shall be established a Labor/Management Committee to review and
make recommendations fo the Director of Human Resources to revise the
Performance Evaluation Guidelines/Form. Said Committee shall consist of three (3)
representatives selected by the Union and three (3) representatives selected by the
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Employer. The Committee shall convene and shall continue to meet upon request
by either party.

Section 24.A.6 -

Nothing in this Article is intended to restrict the Employer’s ability to discipline,
demote or discharge any employee, for performance related issues during the EPRS
cycle consistent with Article 23.1.

ARTICLE 25
MANAGERIAL RIGHTS/PRODUCTIVITY

Section 25.1 No changes to this section.

Section 25.2 Change “MOSES” to “Union”

Section 25.3 Change “MOSES” to “Union throughout this section.
Section 25.4

Any prior agreement covering employees in Bargaining Unit 9E, shall be terminated upon the
effective date of this Agreement and shall be superseded by this Agreement.

ARTICLE 29
WAGE REOPENER

In the event that during the term of this Agreement a Collective Bargaining Agreement is
submitted by either the Governor, or the Secretary for Administration & Finance and said
Agreement is funded by the Legislature and in the event such Agreement contains
provisions for across-the-board salary increases or other economic terms that in the
aggregate are in excess of those contained in this Agreement, the parties agree to re-open
those provisions of this Agreement to further bargaining.

ARTICLE 30
DURATION

This Agreement shall be for the three year period from July 1, 2017 through June 30,
2020 and the terms contained herein shall be effective upon execution unless otherwise
specified. Should a successor agreement not be executed by June 30, 2020, this Agreement shall
remain in full force and effect until a successor agreement is executed. At the written request of

either party, negotiations for a subsequent agreement will be commenced on after January 1,
2020.
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SUPPLEMENTAL AGREEMENT III

Deleted in its entirety.

MODIFICATIONS TO MASTER LABOR INTEGRATION AGREEMENT

The parties agree to modify the provisions of the Master Labor Integration Agreement applicable
to Bargaining Unit E as follows:

UNION SECURITY

Strike the current language and replace with the following:

The representation of all employees hired after October 31, 2009 will be determined by the
constituent unions. Upon receipt of an authorization card from the employee; MassDOT
will deduct the Union dues or voluntary Agency fee and transmit such to the appropriate
Union. MassDOT shall have no obligation to withhold, escrow, or transmit Union dues or
voluntary agency service fees for any employee hired after October 31, 2009 until receipt of
such written notice and authorization card. The Union and the constituent unions
individually agree to indemnify and hold MassDOT harmless from and against any and all
liability that may arise due to disputes over the withholding, transmittal or ownership of
the union dues or voluntary Agency service fees. New hires shall be placed in the
applicable state Health and Welfare Trust Fund, regardless of union affiliation.

RELOCATION

Modify the current language as follows:

As a general rule, MassDOT will not involuntarily relocate any of its employees to another work
location that is more than thirty-miles from his/her current work location. For purposes of this
provision, work location shall mean the location at which the employee customarily reports to
work. Should management decide that operational needs require the involuntary relocation of an
employee more than thirty miles from his/her current work location MassDOT will do so from
among the pool of qualified employees within the classification needed to relocate in the reverse
order of seniority, provided that any employee so relocated shall not be relocated beyond an
adjacent district, and further provided that any such employee so relocated will be returned to his
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former work location as soon as operational needs permit. For purposes of this provision
district 4 and District 5 shall be considered adjacent, except that no employee transferred
between these districts shall be relocated more than 45 miles from their current work
location. This Article shall not apply to employees assigned as resident engineers or inspectors;
the assignment and reassignment of such employees shall be subject to the applicable collective
bargaining agreement and 1o established practice thereunder.

Strike the following language in its entirety:
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE MASSACHUSETTS DEPARTMENT OF TRANSPORTATION
AND
COALITION OF MASSDOT UNIONS
FOR BARGAINING UNIT E

Current employees with less than 4.5 years of creditable service as of the date of this MOU
may, upon the approval of the Employer, begin accruing vacation credits at the rate of
9.375 hours (37.5/week) or 10.000 hours (40/week).

To be eligible, employees must have had at least 4.5 years of relevant work history prior to
commencement of employment with MassDOT. Prior relevant work history is work
experience in the same or a related field or profession using the same or similar skills and
requiring the same or similar level of responsibility as reasonably determined by the
Employer.

Employees must apply within 6 months of the implementation of the parties’ Collective
Bargaining Agreement, on a form to be supplied by the Employer. If approved, the
commencement of the enhanced vacation accrual will be effective the first full pay period of
January 2019. If the employees’ vacation accrual is changed, the employees will remain at
this rate until they reach 9.5 years of creditable service with the Employer.

Grievances of the Employer’s denial of accelerated vacation accrual may be processed in
an expedited Alternative Dispute Resolution (ADR) hearing upon request by the Union.
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This document sets forth the terms of a tentative agreement reached between the
representatives from the Massachusetts Department of Transportation and the Coalition of
Massachusetts Unions for Bargaining Unit E for a successor collective bargaining agreement for
the term covering July 1, 2017 to June 30, 2020. The final agreement is subject to approval by
the Massachusetts Department of Transportation Board of Directors and ratification by the
Union.

Massachusetts Department of Transportation Coalition of MassDOT Unions

Stephanie Pollack, Secretary and CEO

Er

. Rota, Acti;lg Director OLREL Karen Bartholomew, Vice-Chair

President USW Local 5696
Date: &5 - 7" / ?

Datg:

Mari

Date:
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MASSACHUSETTS DEPARTMENT OF TRANSPORTATION

EMPLOYEE RELEVANT SERVICE REQUEST FORM
FOR VACATION ACCRUAL STATUS ADJUSTMENT
(To be returned to the agency Human Resources/Payroll office after completion by
employee)

1 understand that current employees accruing two weeks of vacation may apply to receive a three
week accrual, effective January 1, 2019, if they meet the threshold of four and one half (4 ')
years of relevant work experience at the time of hire. Iwish to be considered for accelerated
vacation accrual status, and I hereby certify that I had at least four and one half years of the
Jfollowing relevant work experience at my time of hire. I am including either a current resume,
or the resume I submitted at the time of hire, and submit the following information.

Name: Current department:

Current job title:

Work email address:

Area code/telephone number: Employee ID number:

Please provide a detailed description of relevant job and/or professional experience, amounting
to at least four and one half (4 ') years at time of agency hire (attach extra pages if necessary):

Name of employer:

Dates of employment:

Description of relevant job duties:

Name of employer:

Dates of employment:

Description of relevant job duties:




Name of employer:

Dates of employment:

Description of relevant job duties:

Employee signature Date

SUBMISSION MUST BE RECEIBVED NO LATER THAN

[6 months from date of the implementation of this agreement]

Approval:

Agency head or designee Date

Resume included: (Y/N)
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Addendum A
List of Bargaining Unit E Job Titles

Chemist 1

Chemist II

Civil Engineer I

Civil Engineer II

Civil Engineer III

Civil Engineer IV

Civil Engineer V

Civil Engineer VI
Construction Coordinator I
Electrical Engineer I
Electrical Engineer 11
Electrical Engineer II
Electrical Engineer IV
Electrical Engineer V
Electrical Engineer VI
Engineering Aide I
Engineering Aide I1
Environmental Analyst I
Environmental Analyst II
Environmental Analyst I1I
Environmental Analyst IV
Environmental Analyst V
Environmental Analyst VI
Environmental Engineer I
Environmental Engineer II
Environmental Engineer 111
Environmental Engineer IV
Environmental Engineer V
Environmental Engineer VI
Federal Aid Coordinator I
Federal Aid Coordinator II
Federal Aid Coordinator II1
Federal Aid Coordinator IV
Federal Aid Coordinator V
General Construction Inspector I
General Construction Inspector II
Highway Traffic Inspector I
Highway Traffic Inspector II



Highway Traffic Inspector III

Highway Traffic Inspector IV

Laboratory Supervisor I

Laboratory Supervisor I1

Laboratory Supervisor III

Landscape Architect I

Landscape Architect 11

MassDOT Bridge Inspector 1

MassDOT Bridge Inspector 11

MassDOT Bridge Inspector 111

MassDOT Bridge Inspector IV

MassDOT Construction Coordinator I

MassDOT Construction Coordinator II

MassDOT Construction Coordinator 111

MassDOT District Construction Engineer
MassDOT District Maintenance Engineer
MassDOT District 6 Facilities Engineer

MassDOT HOC Supervisor I

MassDOT HOC Supervisor II

MassDOT Industrial Safety/Health Inspector I
MassDOT Industrial Safety/Health Inspector II
MassDOT Industrial Safety/Health Inspector I11
MassDOT Industrial Safety/Health Inspector IV
MassDOT Mechanical Engineer HWY-Structures 1
MassDOT Mechanical Engineer HWY-Structures II
MassDOT Mechanical Engineer HWY-Structures I11
MassDOT Mechanical Engineer HWY-Structures IV
MassDOT Mechanical Engineer HWY-Structures V
MassDOT Mechanical Engineer HWY -Structures VI
Mechanical Engineer IV

MassDOT MHS Inspector 1

MassDOT MHS Inspector II

MassDOT MHS Inspector IIH

MassDOT MHS Inspector IV

Transportation Program Planner I

Transportation Program Planner 11

Transportation Program Planner III

Transportation Program Planner IV

Transportation Program Planner V
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ALTERNATIVE WORK OPTIONS

1. OVERVIEW

MassDOT recogmizzs the imgonance of slternative or fiexible work aptions for both the employes and the employer
Alternative work oplions provide employees with greater flexibiliy in their work schedules sa thai they are able to
maintain productivily at work and better manage personal demands including child or elder care, academic pursuits, or
transitioning into retrement  Altemative work options also beacfit MassDOT because they provide access to 2 diverse
talent pool of expesienced employees. who might otherwise be unavailable for traditional work schedules  Emplayees
working non-treditional hours also provide opportunities for expended customer service coverage for both the public we
serve and our own workforce  Flexible work arrangements can also reduce employee absenlecism, contribute lo increased
waorkplace morale snd empioyee toyalty, fower tumover costs, and increase employee productivity.!

2. PURPOSE

The purpose of this policy is to provide guidance to employees, managers and supervisors about the alternative work
options available for consideration at MassDOT. Tt is important to note that, depending on the type of work being
performed, certain positions within MassDOT ere not ameneble to flexible schedules. While it is 2very employes's rigit
lo request an altemative work schedule, all requests are subject to the approval of the Secretary CEO or his ber designes

consistent with the principles outlined herein. The opecational needs of MassDOT and the traveling pubhic we serve
remain the highest priority.

Unless atherwise slated, nothing in this policy shall be deemed to enhance or diminish any employee or employer
contractual rights es they relate to the staffing or assignment of personnel.

3. DEFINITIONS
Compressed Workweek: A form of flextime enabling emplayees 1o work four or four-and-one-half day workwesks.

Flextime: A work scheduling strategy that permits employess to establish variable arrival and departure timas within
guidelines established by MassDOT; the hours worked each day may vary, but a lotal of 37'3 (or 40 hours for some
positions) musl be worked each week,

Intermitieni Emplayees: Employees who work less than haif-time, either by working fewer than 18% hours per week or
less than half s year.

Job-Sharing. Job-shanng enables two or more employees to share the responsibililies essigned 10 one specified position
Part-time; A pant-me employee is scheduled to work at least balf time but less than full-time

Seasanal Employment A seasonal employes is employed for fewer than 1000 hours in a fiscal year, with sn expectation
of a short tenmi relationshup with MassDOT.

! See Botton Collega Center far Work & Family 'Overcanng the implementaton Gap  How 20 Leading Comprnles Are Making Flanibiiuy Wark
(2008)
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Staggeied Work Hows  Tlas scheduling oplion enables employees to establish fixed arrival and departure times other ) O
than the stendard & 43 2 m and 5:00 p.m —

Telecommuring  Working al an altemative work location rather than physically traveling back and fonh 10 a designated M
site. In mos! instances, it is the act of working from home, thus eliminating travel to and from an office.

4. GENERAL PROGRAM GUIDELINES AND CONSIDERATIONS
The following apply to MassDOT's Altemalive Work Option Program.

+ Inconsideration for perticipating in an altemanve work schedule, employees shall not be entitled 1o shift
differantial pay if they work lime outside of day shifis,

»  MassDOT reserves the right lo change, amend or termunate any pant or all of thus altemative work option program
at any time for any reason;

»  Supervisory epproval is subject to change or revocation at any time, should business or performance concerns
arise;

« Impacts of aliemative work armangements should he wéll underslood prior Lo implementalion with an overall
consideration for nll employees in the office or depariment who may be impacted by such a change;

s Employees should continue 1o cater their arrival and departure times and keep 8 running tally of the hours worked
each day to ensure that they wark the Rl number of hours required;

e Each work unit musl specify the procedure for scheduling overtime, consisient with any applicable collective
bargaining agreement provision, for those employees participaling in any alternative work option;

*  Any applicable grievance procedure does not apply lo decisions regarding altemative work option requesis;

s  Allernative work schedules are not a benefit for employees, and every job, worker and situstion are different
Managers and supervisors know the operalions of their unit(s) best and are responsible for final decisions on how
Jo get the work accomplished.

5. ELIGIBILAITY FOR ALTERNATIVE WORK OPTION PROGRAM PARTICIPATION

Participating in an allemative work aption is voluntary and all employess are eligible for consideration  Requests for

alternative schedules will be considered in light of fhe business peeds of MeassDOT and will be granted when reasonably O
possible MassDOT belicves that allemative work schedules should not affect an employee's professional development or
ability lo provide services 10 MassDOT or the customers we serve,

Work unit productivily must be maintained and appropriate coverage of work responsibililics must be provided al all
times, withoul incurring overtime costs. Work unit managers retain the right to establish minimum levels of staffing and
edequacy of coversge. Employees who may not be offered the option of panicipating in a flextime program include:

Employees whose physical presence is critical during stendard work haurs;

Employees whose wortk is difficull to plan or schedule in advance;

Employees with legally mandated time limitations;

Employees whose positions are structured in such as way that working independently is difficult; and
Employees with en identified performance or attendance problem, however if an altemative work schedule will
coniribute to improved performance 2nd/or atiendance then it may be considered.

Employees who violate their allernative work oplion program requirements, abuse or otherwise lake advantage of the
propram may be excluded from participation. Exampies of “abuse” include but are not limited io the following:

+ [naccurately filling out time sheets;

+ Failing lo share duties or cover for other employees as required by the flextime errangement; or

»  Decressed productivity when staying late or coming in carly, indicating that an employee is nol working when
others are not around.

The program can also be withdrawn by management at any time; participating employees will be provided up 1o 30 days
written nolice of program cancellation.
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The success of an altermative work oplion program 15 bull on multual trust and flexibility. Employees must cooperate with
each alher, and enployees and supervisors need lo work together 1o ensure that the program works and that, above all
else, the needs of MassDOT continue to be met. Managers have the prerogative of reviewing the overall usage of

Aliernative Wark Options and removing an Individual employee or a work unit because of abuse of the program. '3’_3'

6. AVAILABLE ALTERNATIVE WORK OPTIONS
6.1. Compressed Work Schedule

A Compressed Work Schedule is a traditional 37% or 40 hour work week condensed into fewer than five work days With

& compressed work schedule, the focus is on putcomes snd managing the appropriate workload in a condensed version of
the work week

Common Compressed Work Schedules for raditional 37% or 40 hour work weeks are:

o 4% Four 9%-hour days (37% hoursy
o 4N10 Four 10-hour days (40 hours)
o A4fvaried  Three 10 hour days, one 7% hour day {37*% hours)

Another papular option is a nine day/iwo week work arangement, which allows for Iwo weeks of wark 1o be compressed
inta nine or nine and a balf days of work, This is popular with individuals who want some Rexibility in their schedule and

do not mind extra time built into the beginning or end of the work day, bu! do not want the long days Compressed Work
Schedules require.

1f an employee chooses to work four 9%-hour days (this does not inciude the mandatary 30 minute hunch break) then the
employce mey select one day out of the five in the workweek that would be a day off.

If en employec calls in sick on a day that he/she is scheduled to work nine hours and 30 minutes, and the time cannot be

made up during the regular work hours (8:45 am - 5:00 pm) later in the week, then the employee will be charged 9 hows
and 30 minutes sick leave,

Any time a holiday falls on a day the employee would normally work, the employee is given credit for seven and one-half
{or eight) hours, not nine hours and 30 minutes. The employee may then choose one of several ways to make up the
additional time: (1) he/she may wark langer hours for the three remaining days of that week's schedule; {2) he/she may
come in on the fifth day to work a few hours; or (3) he/she may charge the time lo personal or vacalion leave.

6.2. Flextime

Flextime permits employees 1o establish their own daily work pattarns within the guidelines outlined herein and
established by management, consistent with the needs of MassDOT. Arrival and deperture times may vary. Employees
can make up time missed for a doctor's appointment or other personal business by working longer that day or another day
that week. The hours worked each day may vary, but a total of 37% hours (or 40 hours for some positions) must be

worked each week. Part-lime employees may vary their hours each day but must fulfill their totel weekly scheduled work
hours commliments.

Flextime is comprised of three main components: core hours, flexible hours and band width.

Core hours: MassDOT's corc hours are those hours between 9:30 and [1:30 a.m. end 1:00 and 3:00 p.m. when all
employees must be at work, regardless of their individual flextime arrangements, or they will be charged personal, sick or
vacation leave. Core hours encourage continued connection between employees and offer opportunities for group
meetings and communications.

Flexible hours: Flexible hours are the times during the working day when employees may choose their arrivat and

departure times, within limils consistent with appropriate department coveruge. Examples of flexible hours are 7:00 w0
9:0¢ 8.m. and 3:30 to 7:00 p.m.

I MassDOT's current payrolltime keeping system cannot support & 4/9.375 hous day {nine hours and 22 minutes); time must be
recorded as nine hours and 30 minutes. .
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Bandwidth The bandw:idth of & flextime plan 15 the span of time belween the earhesi an employee may armive at the ! , g O
office and the latest an employee may leave. The office or worksite 15 not open to the public dunng the entire bandwadth
MassDOT's business hours are B.45 s m. t0 5:00 p.m but its bandwidth exlends from 700am 0 7 00 p sn

The following features of the program apply S 3

¢ Employees mus! first define their “default™ schedule using the Flextime Approval Form in Attachment A, to be
used as a planning tool for supervisors to ensure thal minimurs staffing requirements are met  Then, within the
fiexible bands, employees may vary starting and departure time without prior notification or approval of the
supervisor, as long as the needs of 1he office are mel.

« Employees may choose to work less or more than seven and one-half (or eight) hours on any given day, up 1o a
limit established by management; they must work their regular number of hours (37% or 40) within the normal

workweek. Pani-lime employees may vary the tength of each workday but must Rulfill their weekdy work hours
commilment

s Employees may luke an extended lunch period within the times established by program guidelines as long as lhe
required number of hours ere worked each week Employees who work at least six hours on one day are required
10 take a lunch break of o1 least 30 minutes during the mid-day bandwidth of 11:30 a.m to 1:00 p.m. Lunches

cannot be laken during core hours. Employees who fail to take the required lunch break will have 30 minutes
deducted from their daily time

Everyone must be in the office during core hours lo be svailable for meelings, conununication with supervisors,
elc,

s  Work can siant as early as 7:00 a.m. and continue as laic as 7:00 p.m.

Each departmenl is entitled 1o set its own minimum coverage requirements during office hours (8:45 a m. 1o 5.00
p.m.).

62 1. Time Records

For a Flextime Program to function effectively en accurale means of keeping Irack of lime must be meintained MassDOT O
time sheets are an imponant record for all employees but they are a crtical document for the flextime participant. Asrival

and departures must be recorded as they occur. Failure to record weekly hours appropriately may result in termination
from the Flextime Program.

6.2.2, Sick Leave

Flextime employees who call in sick on Monday through Thursday will have the option of making up all the non-core
hour for the day during the remainder of that week. Flextiime employees who call in sick on Friday will be charged the
difference between the hours worked and 37% hours or Friday's coretime hours, whichever is greater. The maximom
amount of sick leave that can be credited on a Friday is 0% hours,

Employecs who report in for a work day and then leave because of illness or to make a medicel appointment must uge sick
leave or personal leave 1o cover any corelime hours missed, Flextime employees who wish fo use hoth regular hours and
sick leave in 2 day cannot have more than 10% hours eredited for that day.

6.2.3. Vacation or Personal Leave

Flextime employees can credit up to 7' houss of vacation and personal leave per day, Flextime employees who wish lo
use both regulsr hours and leave time in one day cannot have more than 10% hours credited for that day. Please refer to
MassDOT's Vacation Policy for a deiailed description of the rules governing vacation and personal leave.

6.2.4. Laleness

Flextime employees who sign in afier 9:30 a.m. are late for corztime snd will be considered absent withoul leave,
Employees who are sbsent without leave may request personal or vacation leave to cover the time absent.
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6.25 Hours Per Weck; Exemptions

Flexible hours employees are exempted from thase provisions of Massachusetts General Laws Chapler 149, sectson 30A,
which require an eight hour tour of duty in 10 consecutive bours in any work day and resinet work to five tours of duty in
any one workweek and from any similer MassDOT policy (if any) related Lo tours of duty, excepl il otherwise exempt by
statute Flaxible hours employees are not exempt from the provisions of Massachusetts General Laws Chapter 149,
seclion 30A, or the relevent provisions of collective bargaining agreements, which require, except in the case of part-time
employment, not more than 37y hours for those who work a 37% hour workweek nor more than 40 hours for those who
work a 40 hour warkweek, of work each week

Unless otherwise authorized in advance, a flexible hours employee must 1imit the total of scheduled hours in any one
work-week lo 37% for those who work a 37% hour workweek, and to 40 hours for those who work a 40 hour workweek,
Flexible hours employees who are requested and agree to work beyond their scheduled hours shall not be required to
shorten their scheduled hours during a workweek in order to avoid the paymeni of overtime, provided they are otherwise
tligible. Flexible hours employees may, however, incorporate provisiona! avertime hours into their scheduled hours
during the seme workweek if they elect to do so0.

Excepi on the iast workday of the workweek, flexible hours employees who utilize accrued leave or who are on leave of
absence with pay or absent withoul pay shall be charged on the basis of a seven and one-half or eight hour day ag
indicated above. On the last workday of the workweek, charges shell be the difference between the total hours worked,
excluding provisional overtime credit, and 37 hours or 40 hours, or the core time whichever is greater.

6.3. Job-Shariag

Job-sharing enables two (or more) employess to share the responsibilities assigned to one specific position. The job-
sharers may divide the respansibilities based on their individua) cxpertise, preference ar schedules  Together, the jab-
sharers comprise one full-time equivalent position; their 1oial hours worked per week do not excesd 37% or 40 hours.
Job-sharers are considered part-time employees iF they are scheduled to work at leas! half-time (i 8% hours per week fora
37% hour job). Job-sharers wha work less than half-time, by cither working fewer than 18% hours per week or less than
haif a year, arc considered “intermiltent employees”,

Job-sherers who are part-time employees (those who work at least 18% or 20 hours a week) are entitled to the same
benefits as full-time employees; some are granted on a pro-rated basis.  See the section entitied “Part-Time
Employment™ below for more details.

Employees who wish lo set up a job-share should:

=  Carefully choose a Job-share partner, since a good match of personalities as well as skills is critical to the
success of the job-share. Employees who can work independently, are able to ket priorities, have good
communication skills, and are willing to be flexible about being consulled during their off time are the most
ideal candidates for job-sharing.

* Preparc a delailed job description that identifics each job responsibility, when it occurs (for example on a
daily basis or a quarterly basis) and whao will be responsible for it.

=  Establish a schedule for the job-share that accommedates the necds of the position and is workable for each of
the job-shering partners. 1t is strongly recommended that at least a few hours of overlap time be scheduled
cach weck 10 that job-sharers can fill each other in on their work.

= Cousider physical seitings which encourage communication. Some job-sharers find it helpful 1o share an
ofTice, or even a desk.

»  Set up communleation procedures that specify how the job-sharing partners will convey necessary
information lo each other, as well as how other people can communicate information to the position
(regardless of who is in 21 any given lime)

6.4. Part-Time Employment

Pursuant to M.G.L. c. 7, §6F, MassDOT employses have the right 1o request that their work schedule be converted 1o part-
timae, subject to the epproval of the Secretary/CEO or his/her designee.
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All leave and salary increnses for pari-time employees are propartional to the amount of ume worked. This means thal
employees who reduce their hours 1o half-time will cam only 1% personal days annually insiead of three, and half as
much sick and vacation time. Similarly, employees will receive 50% of any salary increase they would have received as

full-time employees  Employees close to retirement who chose Lo reduce their hours may potentially reduce their eventual % ‘S\S
™

retiremnent benefit because they will be eaming less creditable service »

6.4.1. Salary

Part-time employees eam o proportion of the full-time salary that is allocated for the position they hold  For example, an

employee who works half-time eams 50% of the full-ime salary for that position, and an employee who works four-fifihs
time cams B0% of the full-time salary for that position.

6.4.2. Siep Rate Salary Increases

Pari-time employees are eligible for a performance-based siep rate increasc after 52 weeks of regular part-lime service
6.4.3. Leaves

A pen-time employee accrues vacation, personel and sick fcave credits on a proportional besls, meaning that an cmployee
who works helf-lime eams half as much vacation, personal and sick jeave as a full-time employee with the same length of
service. For vacation stetus purposes, which determines when an employee is eligible for additional vecation accrual afier
a designaled period of creditable service, one year of parl- lime service is equal lo one year of creditable service.

Eligibility for and entitlements lo FMLA, Bereavement, Voting, Court, Military end Unpaid Educational Leaves are the
same for part-time employees es they are for full-tlime employzes. {Note: for more information aboul leaves and other
policies thal are described as the same as for full-time employees, consull the specific leave policy, the applicable
collective bargaining conlract, or your human resources office)

6.4.4. Holidays

Part-time managers and confidential employees receive a day off with pay if the holiday falls on a day that they arc
narmually scheduled to work.

Most part-time collective bargaining employees receive pro-rated holiday pay, or pro-rated compensatory time for
working  holidey. The applicable callective bargaining agreement should be consulted to determine how holiday credit
may be applied to the employee's weekly schedule.

6.4.5. Group Insurance Coverage

Part-time emplayees who work a minimum of half-time are eligible for the same group life and heaith insurance ot the
same retes as those for full-time employees; however part-time employees are not eligible for dental insurance. They may
also purchase optional insurance coverage af lhe same rales as those for full-time employess. Pan-time employees are
eligible to participate in the long-term disability plan aveilable 1o Commonwezlth employees.

6.4.5. Civil Service Status

Converting lo pan-time employment from full-time employment does not affect Civil Service status. For example, s
permanent full-time employee 15 still considered permanent when that employee converts lo part-time.

Part-time employees with permanent status are eligible to take promotional exeminations, as long as they meel other
eligibility requirements.

Part-time employees, regardless of Civil Service status, are eliglble to bid for promotion in accordance with collective
bargaining agreements or the intemal promoticnal policy that is in effect for all other employees of the agency.
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tor purposes of layofTs and qualifying promotional examsnalions, pari-time employees accrue seniorily on a pro-rated M
basis, 1n the proporiion that their service bears to full-ime service. For example, a half-time employee accrues six months
ol seniority afler one year 8 -S. S_

6.4.8 Retirement

For retirement purposes, creditable service is measured in terms of full-time years For example, sn employee wha waorks
half-time camns a half-year of creditable service for retirement purposes for a full year (52 weeks) of half-time
employment.

6.4.9. Tuition Remission

Pari-time employees ere not currently eligible for tuition remission.

6.4.10 Deferred Compensetion Program
Pani-time employees are eligible to participate in the Commonwealth's Deferred Compensation Program

6.4.11. Unemployment Insurance

Part-time employees are cavered by unemployment insurance just as full-time emaployces are,

I you have any questions aboul employment benefits or leave policles for part-lime employees, you can gel more
information from MassDOT's Human Resources Department

6.5. Staggered Work Hours

A staggered work hours schedule requires employees 10 adhere ta fixed times of arrival and departure, five days a week,
&lthough those times may vary from the traditione] 8:45 a,m. and 5:00 p.m For exemple, an employee on a staggercd
work hours schedule may work from 8:00 a.m. to 4:15 p.m. or from 7:30 &.m. t0 3:45 p.m There is no opportunily to

make up missed work time, as is the case under flextime; an employee must use accrued leave for ime away from the
office.

6.6. Telecommuting
6.6.1. General Considerations

Some jobs have tasks thal can be sccomplished while telecommuting one to two days per week or month, on an ad hoc,
project-spesific or incidental basis. Telecommuting arcangements are most appropriate for work that has clearly defined
lasks, measurable work activity end does not require the employee's presence in the work place. Many assiguments are
nol suitable for lelecommuling, either because of the type of work 1o be done, the need for frequent supervision, he lack
of necessary technology at home, or the need for a presence in the office. Additionally, those positions that require
regular face-to-face contact with co-workers, clients or patrons are also not appropriate positions for telecommuting.

Telecommuters arc entitled to the same consideration 23 non-telecomumuters with respeet to promotions and translers.
Similarly, a telecommuting arrangement will not affect an employee®s amount of pay or benefils received.
Telecommuters and non-lelecommuters are evaluated by their performance based on individually established work plans
according to their positions and responsibilities

The decision to approve individual telecommuting agreements is a1 the sole discretion of MassDOT management and
subject to final approval by the Secretary/CEO or hisher designee In terms of suparvisian, clear expectations and
measurable 1asks are essential components in considering whether telecommuting should be an option. Manzgement musi
supervise telecommuting employess by developing a system of distributing work appropriate for telecommuting and
designaling tasks with measurable outputs that can ensure appropriale levels of employee accountebilily. A
telecammuting schedule shall be designed 10 meet the needs of MassDOT and allow the telecommuter to achieve his/her
wark objectives

MassDOT employees who have a proven record of working independently with minima! supervision and who have
schitved at least "Meets” or “Mects Expectations™ (or its equivalent if not using EPRS ar ACES) on their performance
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evaluations may be considered for 1elecommuting  Managemen may also take into account the employee's stiendance
record and other related factars New employzes may not be eligible to telecommute umil they have compleied their first
six months of employment, unless otherwise approved by the Director of Human Resources

6.6.2. Equipment and Other Expenses

I telecommuling arengements require the use of technological resources, there are costs that will be incurred for
establishing appropriate hardware, sofiware, and connectivity as well as operating, maintaining and supporting that sewg
Ghiven that MassDOT is a public employer, employees wishing to telecomumute nay have (o invest in or offset same of
these costs depending on their needs  Employees who chose Lo telecommute must provide their own telephone lines and
intemmel service 1fa MassDOT-issued laplop computer and/or mobile device is needed for a telecommuting employee,
tha! employee may have to forego histher desk-top and/or land-line so that MassDOT is nol incurring duphicative costs
Employees with mobile telephones should use those devices for alt MassDOT-relaled business calls while telecommuting;
reimbursements for phone charges incurred by employees working from home will not be allowed.

6.6.3. Telecommuler Agreement

All telecommuiing employees must complete the Telecommuter Agreement in Attachment B regardless of whether the
telecommulting will be done on a regular, ad-hoc or incidental basis, The telecommuter must receive advanced approval
from his or her supervisor for each telecommuting instance if the individual is telecommuting on an incidenial basis,

The telecommuler is also responsible for assigning the appropniale lime reporting code (TEL) for “telecommute™ and for
indicating the approprisie comments (i.e., the number of hours, if less than a full day, on his or her weekly timesheet)

7. REQUESTING AN ALTERNATIVE WORK SCHEDULE

Employees who wish to request an alternative work schedule must present carefully developed proposals to their
supervisors lhat includes the following elements:

¢ The exacl type and schedule for the requestad altermative work schedule;

s A description of how the employee's work will be ascomplished and how nccountability, cost effectiveness and
customer satisfaction needs will be addressed,

»  Why he/she is suitable for this errangement;

* The business case for the requesied altemative work arrangement, i.e., what benefits it offers lo the employes's
work ieam, office, or MassDOT (e.p., greater efficiency, increased productivily, expanded hours of service);

¢  An explanation of how customer and co-worker needs will be handled (e.g., backup, voicemail, pager, fax)
without secrificing quality or responsiveness;

» A description of how the employee will handle regular communications with intermal or extemal customers, co-
workers, supervisees, and supervisors’managers without sacrificing accessibillty or quality;

An ecknowledgment thal it is the requesting employee’s responsibility to make the amangement work;

An cxpressed willingness to consider allemative arrangemenis and solutions with the employee's

supervisor/manager;

An acknowledgment that the employee wili be flexible and willing to make adjustments Lo ensure success;

A suggested start date for Lransitioning lo & new schedule if the alternative work proposal is approved; .

A recommendation for a trial period with regular intervals of evaluation; and

An acknowledgement that the arrangement is subject to termination at any lime should business needs change or
performance issues arise.

. o & @

If the employee’s immediale supervisor denies the requesy, the employee may appesl to the supervisor's manager, The
Secrelary/CEO or his/her designee will make the final determination.

If the supervisor delermines that the proposa) is satisfactory, the arrangement must be formalizad with a written
agreement,

The arangement should be tested during & probationary period established by the supervisor, Dunng this probationary
perind, the supervisor and employee should meet regularly 1o discuss the following:
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Are expectaons cleacly understaod?

Is productivity being inainlained?

Are MassDOT's needs still being met?
Ast there benefits that can be identified?
Are adjusiments needed?

Shouid the arrangement be maintained?

4

X

-0 afh ocmn

ST

[ear

Al the conclusion of the probationary period, the arrangement should be evaluated It is importam to keep in mind that
cither party may end the arrangement if it is not meeting MassDOT's and/or the employee’s needs

8. RELATIONSHIP BETWEEN ALTERNATIVE WORK OPTIONS AND WORKPLACE AND PERSONNEL
POLICIES AND/OR COLLECTIVE BARGAINING CONTRACTS

8.1. General Rule

Allermative Work Oplion employees shall conlinue 1o be subject to and enjoy the benefits of MassDOT s policies, rules
and regulations, or the provisions of the applicable coliective bargaining agreements; provided, however, that should there
exist any conflict between a provision contained herein and a provision within an applicable collective bargaining
apreement, the aliemative work oplion provision shall control

8.2. Benefits and Charges

Far the purpose of escertaining the benefits 1o which altemative work oplion program employees are entitled, including
vacalion, sick leave, and holidays, the word 'day’ as used in the relzvant sections of MassDOT workplace and personnel
policies and collective bargnining agreements shall mean seven and one-hall hours for employees who work a 37% hour
week and eight hours for employzes who work a 40 hour week.

B3. Holidays

In any warkweek in which a holiday occurs on s day thet MessDOT has determined an altemative work optioa employee
may choose for hisher scheduled hours, any such employee who (1) fails to work the day immediately preceding that
holiday or immediatcly following that holiday and {2) is on a leave of absence without pay or absent without pay during
the workweek in which such a day falls, shall nol be paid for that holiday. Nolwithstanding any other provision of these
regulations to the contrary, an emplayee who is on leave without pay or absent withoul pay for any part of the core time
immediately preceding 2 holiday or immediately following a holiday shall not be paid for the holiday.

9. VIOLATION AND TERMINATION FROM AN ALTERNATIVE WORK OPTIONS PROGRAM

Employees participating in one of the altemative work options outlined herein who do nat comply wilh the requirements,

their specific altemalive work option agreement, or otherwise abuse the program will be subject to the following
sanctions:

First offense:  Employees will be notified of the infraction and sdvised that subsequent infractions may be
grounds for suspension or terménation from the program.

Subsequent offense
within six months:  Employees may be suspended or terminated from the program,

Any conduct that violates MassDOT"'s workplace and personnel policies and/or the provisions of any applicable coliective
bargaining agreement may subject the employee o discipline.

Employees who wish to end their participation in any allermnative work option program may do so by notifying their
supervisor in writing at least five days before they intend 1o resume a set schedule.
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ATTACHMENT A

Massachuseits Departmant of Transportation
FLEXTIME APPROVAL FORM

This Form does nal consliiuie & contract for employmeni or a modification of any other existing term or condition of
employment belween the employee snd MassDOT. The employas effirms thet he/she has read and fully understands
MassDOT's Alternatlve Work Options Policy, which is hereby incorporated and mads peri of lhis Agreement.

NAME

PROPOSED ARRIVAUDEPARTURE TIMES, FOR PLANNING PURPOSES ONLY:

Mon Tues Wed Thur Fd
ARRIVAL B
DEPARTURE:
Employes Signature Date
Supervisor Signature Date
Secretary/CEO or histher designee Date
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0 ATTACHMENTB

Massachugelts Department of Transportation
TELECOMMUTER AGREEMENT

5%

fﬁ_fs'_gé;samenr doss nol conslitute a contract for amﬁloyinanl or 3 modificalion of any other existing lerm or condition of
empioymen! batwaen the empioyes and MassDOT. The employea affirms that he/she has resd end fully undersiands
MassDOT's Allernative Work Options Policy, which is hereby incorperated end made pert  of this Agraament.

This Telecommuler Agreement ls betwaen the Massachusetis Deparimen! of Transpaitation and
tha Islecammuler employesa (hereinalter *MassDOT” and “telacommuter”),

1. HOURS OF WORK

{8} Al work schedules raquire aupervisar approval. Changes in work schedules or lemporary felacommuting astignmants may be
made atl MassDOT's discralion lo meel management naeds Addtonally, sy modification or change fo the dasignated
lelacommuling day{s} may be made al MassDOT's discration.

{b) Cenaln meslings are mandatory and will require the Lefocommuler (o coma into B work location specified by MassODOT
Advance nolice of such meetings wili ba givan to the exlert possibla.

() The lelecommuter wifl foliow MeeaDOT's imekasping and reporting requirements.
{d) The lalecommuter's work hours and dasignated telecommuting days will be tha following:*

WORK DAYS WORK HOURS

*for ad-hoc assignmants, indicals relfative fraquancy, such as one day a monih, one day avery other month, aic; for incitlental
situations, indicale “incidental.*

{e) The inlacommuler must b available by phone during the core business hours of SR I |
(N Overime must be euthorized In advanca by the lelecommular's suparvisar.

{p) Telacommulars will not provide primery cam during designaiad core business hours for chiidren ar sldars who would
ctharwise requira a providar's care.

2. WORK SITE

{(a) Telacommutars musi malntein & proper and safe work snvironmenl. A proper and safe work environmenl ls defined as taking
tare Io angure thet homs office aquipmant (computers, printers, tax machinas, lighting) do nol avariosd atactrical clrcuits, thal
circull breakers and surge protectors are usad whan necessary, and that walkways are clsar of dabrls and slecirical cords.
MassDOT ratalns the right to maka an on-sits Insparton of the designated warkepacs at a mulually agraed upon tims,

{6} The telacommutier 1s raspansibla far the safsty and security of MassDOT's equipmant, sahware, data and supplies in
accondance with the MaseDOT's Acceptable Use of Information Techniology Rasources Pollcy.

{c) If a telecommuter incura & work-ralated infury whils talecommuting, workers' compansation laws and rules witt apply Just as
thay wauld If such an injury occurmed ai the rsgular work sia.

(d] MassDOT s not liabla for any damages to the telacommuiar's propesty that may result from participation In this Agraament

(e} Thae lalscommuter designates Iha foliowing address es histher “talecommuting work locelion,” subjact 1o the taams and
conditions of this Agresmant:

(N Tha lelecommuter agress to use a designated workspace that is conducive o working and is fres from work hazards to the
telecommuler and MassDOT equipmant. Al tha “alecommuting work location” tha employes designatas the lollowing area as
hisher “letacommuling hame affice,” subject lo tha tamms and condittone of this Agrasmant:
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3 WORK PRODUCT, EQUIPMENT & EXPENSES

(a) Work product and programs developed by the ielecommuler remain the property of MassDOT

{b) Under approprisle circumsiances MessDOT may provide the use of infarmation technology resources {ITRs), including bul

nol fimited lo, compulers, prinfers and other paripherals, programs, data, sofiware, fax machine and B Virtual Privale Nebxork
{VPN) Certificate for conngclivity lo the MassDOT Network.

{c) MassDOT-owned equipmenl and services are lo be used for MassDOT business only  The use of MassDOT |TRs shall ba in

accordance with relsvanl MassDOT ITR policies with respect to the responsibiiitias of the employas, acceplable and

unacceplable uses of [TRs, data confidentality, copyright protection, computer viruses, network security, e-matl and employse
expectetions of privacy.

{d} Caosls associated with office furniture will ba the respansibility of the lalecommuter. MassDOT, al its discretion, may loan 1o

the employee surplus ollice fumiture such as file cabinets, desks, chalrs and bookeases

(e} Selaction, inslaltation. maintenence, repair of replacament of talecommuter-owned equipment and softwara is the
respansibility of the istecommuter  In the event of equipment malfunclion, the telecommuter musl contact hisiher suparvisor

s 500n es possible. I rapalrs wiil take some tima, the lelecommuler may ba required to report to @ work location spacified by

Masz0O0T unlil the equipment is usable

{f) The following equipment invaniory idenufias MassDOT aquipmant and soflware which has been pravided Lo the above-named
telecommutar for his or her lelacemmuling purpases.

Iterm Description

Serlal Number

(g) MassDOT will not pay for Ihe following expensas:

=  Maintenance or rapairs of privataly owned equipment,

«  Utity costs assoclaled with the use of tha computer or oceupation of the homs, including but not Emitad 1o, slectncity
and phone usage,;

Equipment suppllas ({lhese showld be requisitioned through MassDOT); and

= Travel expenses associatad with commuling Lo the central office

This Agreamenl sheli bacome sffective when signed by the employee and hisfher supervisor and shall remain in effect until
unless isrminated earfier by either party or extended upon mutual willten agreement by bath partias.

Tha following signature of the employee and hisher supervisor, end the Secretaty or histhar designes, indicates thet aech has
read and understands this Agreement and agraes to eblde by tha lenms and conditions contalned herain.

Employee Signelure

Supervisor Signature

Secratary/CEO or his'her dasignee

Admimsigtive Services
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Appendix C

Assignment of Work in a Higher Classification Unit E

To:
(Employee Name)
From:
(Department Head)
Effective you are being assigned to perform the duties

described below which are outside of your current classification in a higher job
classification. You will be paid at the higher grade from the first day of assignment after
you perform the duties for a period of thirty (30) consecutive days or more.

Current classification:

Higher classification:

Below is a description of the duties being assigned:

Approved By:

District Highway Director or Designee

Date:




MEMORANDUM OF UNDERSTANDING
between
MASSACHUSETTS DEPARTMENT OF TRANSPORTATION
and the
COALITION OF MASSDOT UNIONS FOR BARGAINING UNIT E

RE: CLASSIFICATION STUDY IMPLEMENTATION

This agreement (the “Agreement”) is made and entered into by and between the Massachusetts
Department of Transportation (“MassDOT"), and the Coalition of MassDOT Unions, Bargaining
Unit E (the “Union” or “CMU?”) (collectively the “Parties”) and sets forth the agreement of all
parties concerning modifications to the Classification Study Implementation Agreement dated
May 8, 2017 (“CSIA”).

WHEREAS, the parties have been engaged in discussions for a successor collective bargaining
agreement for the term July 1, 2017 to June 30, 2020 and during those discussion have determined
that it is in their mutual interest to amend the CSIA to address certain other classification issues
affecting bargaining unit employees;

THEREFORE, for good and valuable consideration the parties agree to amend the CSIA as
follows:

1. Class Reallocations of Positions

A. Effective July 8, 2019 the following positions will be reallocated to the job grades
listed below. Employees will be placed at the same salary step at the higher grade with
no change in anniversary date,

Title Current Grade New Grade
General Construction Inspector I 18A 19B
General Construction Inspector II 21A 21E
Electrical Engineer I 18C 19B
Electrical Engineer 11 21D 21E
Electrical Engineer I1I 23B 23C
Electrical Engineer IV 25 25A
Electrical Engineer V 27A 27B
Electrical Engineer V1 29 29A
Environmental Engineer I 18C 19B
Environmental Engineer il 21D 21E
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Environmental Engineer III 23B 23C
Environmental Engineer IV 25 25A
Environmental Engineer V 27A 27B
Environmental Engineer VI 29 29A

B. Effective the first full pay period in July 2020 the following positions will be
reallocated to the job grades listed below. Employees will be placed at the same salary
step at the higher grade with no change in anniversary date.

Title Current Grade New Grade
Civil Engineer III 23C 24C
Electrical Engineer 111 23C 24C
Environmental Engineer III 23C 24C
MassDOT Mech Eng Hwy Struct 111 23C 24C

2, Creation of New Job Classifications

MassDOT will request that the Commonwealth Human Resources Division create the following
new MassDOT job titles which the parties agree shall be within bargaining unit E. Prior to
finalizing the job specifications for these titles MassDOT will provide copies to the Union. The
job titles and salary grades shall be as follows:

Job Title Job Grade
MassDOT District Construction Engineer 31
MassDOT District Maintenance Engineer 31
MassDOT District 6 Facilities Engineer 31

Effective the first full pay period after the collective bargaining agreement is ratified, the
following employees will be placed in the new titles as set forth below. Employees will be
placed in a step at the higher grade using the promotional factor and shall have their anniversary
date adjusted to the effective date of the pay adjustment.
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Employee New Title

Mark Ringie MassDOT District Construction Engineer
John Donoghue MassDOT District Construction Engineer
Michael Hartnett MassDOT District Construction Engineer
Paul Maloy MassDOT District Construction Engineer
Gerald Bemard MassDOT District Construction Engineer

Steven Capasso*
David Sherman
Kenneth Crochiere
Jason Benoit*
Peter Collette
Matthew Broderick

MassDOT District Construction Engineer
MassDOT District Maintenance Engineer
MassDOT District Maintenance Engineer
MassDOT District Maintenance Engineer
MassDOT District Maintenance Engineer
MassDOT District Maintenance Engineer



David Belanger MassDOT District Maintenance Engineer
Thomas Conneely MassDOT District 6 Facilities Engineer

*These employees are currently serving in an acting position and will be placed in the new title
on an acting basis.

3. Moratorium on Classification Appeals
No employee who is upgraded or reclassified as a result of this agreement may file an individual
classification appeal under G.L. c. 30, §49 before March 1, 2021.

4, Exempt Management Positions

MassDOT may in its discretion create the position of Deputy District Highway Director which
shall be a managerial and/or confidential position exempted from collective bargaining.
MassDOT may assign incumbents in these positions duties it deems appropriate to support the
functions of the District Highway Director, including some duties that are currently or have in
the past been performed by bargaining unit members. The Union agrees that it will not challenge
the assignment or transfer of any such duties in any forum.

5. Collective Bargaining Contingency.

This agreement will not be effective until a collective bargaining agreement for the term July 1,
2017 to June 30, 2020 is ratified by the union and approved by the MassDOT Board of Directors
or other legislative body as provided by G.L. ¢. 150E, §7(c).

6. Conflict of Provisions
Unless specifically modified by the terms of this agreement the terms of the Classification Study
Implementation Agreement or CSIA shall control.

7. Authority of Signatories
The persons executing this Agreement represent and warrant that they have the legal authority to
execute this Agreement on behalf of their principals and the unions that constitute the CMU.

8. No Precedent

Implementation of this Agreement, the circumstances and statements leading to the Agreement,
and the Agreement itself, shall be without precedent or prejudice in any other matter and shall
not be admissible in any other proceeding; however, this Agreement and any information
pertaining to this Agreement may be introduced in any proceeding to enforce this Agreement.

We acknowledge that we have had every opportunity to obtain counsel in this matter, and have
either benefited from receipt of such counsel or have otherwise voluntarily chosen not to consult
with such counsel in this matter. We further acknowledge that we accept and agree to the
provisions of this Agreement and hereby execute it voluntarily with full understanding of its
consequences and without being coerced in any way.

SIGNATURES APPEAR ON FOLLOWING PAGE
Massachusetts Department of Transportation Coalition of MassDOT Unions for Unit E
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Stephanie Pollack, Secretary and CEb Joseph Dorant,Pfesident =
sachusetts Organization of State Scientists

and Engineers
Coalition of MassDOT Unions for Unit E

way Administrator Karen A Bartholomew, President
United Steel Workers (USW) — Local 5696
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