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AGREEMENT BETWEEN THE
CAMBRIDGE SCHOOL COMMITTEE
AND
THE CAMBRIDGE SCHOOL FOOD SERVICE EMPLOYEE ASSOCIATION
JULY 1,2021 THROUGH JUNE 30, 2024
ARTICLE |
PREAMBLE
This Agreement entered into by the Cambridge School Conunittee hereinafter referred to as the Employer and the
Cambridge School Food Service Employees Association, hereinafter referred to as the Association has as its purpose the
promotion of harmonious relations between the Employer and the Union; the establishment of an equitable and peaceful

procedure for the resolution of differences; and the establishment of rates of pay, hours of work and standards of productivity
and other conditions of employment.

ARTICLE 2
RECOGNITION CLAUSE

Pursuant to a certification of representatives issued by the Massachusetts Labor Relations Commission as follows:

"By virtue of and pursuant to the power vested in the Labor Relations Commission by Sec. 178H of Chapter 149 it is
hereby certified that the Cambridge School Food Service Employees Association has been selected by a majority of the
Employees in the appropriate bargaining unit set forth in the Commissioner's decision as their representatives for the
purposes of collective bargaining and that pursuant to Section |78H(3) of the law, the Cambridge School Food Service
Employees Association is the exclusive representative of such Employees of the City of Cambridge School Committee for
the purpose of collective bargaining in respect to rates of pay, wages, hours of employment and other conditions of
employment."

The School Committee recognizes the Cambridge School Food Service Employees Association, hereinafter referred to
as the Union, to be the exclusive bargaining agent of a unit of the cafeteria employees, said unit to include, Chefs, Cooks,
Heads of Kitchen-Cooks, CRLS Station Leads-Cooks, Cafeteria Helpers, and Cashiers employed by the Cambridge School
Commnittee, excluding substitutes and other temporary employees, and excluding all other employees.

ARTICLE 3
DESCRIPTION OF BARGAINING UNIT

L. Bargaining Unit: Chefs, Cooks, Heads of Kitchen-Cooks, CRLS Station Leads-Cooks, Cafeteria Helpers, and
Cashiers employed by the Cambridge School Committee, excluding substitutes and temporary employees, and
excluding all other employees.

2. All above members of the Bargaining Unit are eligible to be members of the Association; those who elect not to be
members will be charged an agency fee.




ARTICLE 4
ASSOCIATION DUES AND AGENCY FEE

Each employee will sign a "check-off" card which will authorize the employer to deduct dues and an agency fee
from each employee's pay check.

Dues and/or agency fee will be deducted from each employee's pay check once a month by the employer and
forwarded directly to the Union.

Agency Service Fee: Pursuant to General Laws Chapter 180, Section 17G, the Employer agrees to require (during
the term of this Agreement) that all Employees covered by this Agreement except those certified to the Employer by
the Union as being members of the Union, as of the 90th date of employment, or the 90th day afRer the effective date
of this Agreement, whichever is later to pay to the Union as a service fee. This provision is contingent upon
compliance by the Union with all the requirements, including ratification requirements, set forth in said sections of
the General Laws, or elsewhere in the General Laws. The Union further agrees as a condition of this provision to
admit to membership any Employee in the Bargaining Unit who may apply for membership and to save harmless
and indemnify the employer for any action it may take pursuant to this provision, including any claims made against
it by an Employee or group of Employees. The Employer shall not be obligated, except as provided herein and by
the General Laws, to take action to collect any agency fee.

ARTICLE 5
GRIEVANCE PROCEDURE

The purpose of the procedure set forth hereinafter is to produce prompt and equitable solutions to those complaints
which from time to time may arise involving the wages, hours, standards of productivity and performance and any
other terms and conditions of employment or the conditions of employment of the members. The Committee and
the Association desire that such procedure shall always be as informal and confidential as may be appropriate for the
complaint involved at the procedural level involved.

DEFINITION: A grievance shall mean a complaint by an employee that there has been a violation, misinterpretation
or inequitable application of any of the provisions of this Agreement.

The Committee acknowledges the right of the Association to participate in the processing of any grievance at any
level.

The President or the Superintendent may be represented by a designee.

Adjustment of Grievance: Grievances presented by the Association or an Association member shall be presented
and adjusted in the following manner:

SECTION |I. GENERAL PROCEDURES

(a) INFORMAL PROCEDURE

The aggrieved member may discuss the matter with their appropriate immediate supervisor or in the cases
where the grievance relates to that supervisor, then with the supervisor's immediate supervisor.




(b)

FORMAL PROCEDURE

Level One. The Association’s President or designec with written authorization with the aggrieved
Employee shall take up the grievance or dispute in writing or via email with the immediate supervisor
within ten (10) business days of the date of the grievance or their knowledge of its occurrence. The
immediate supervisor shall attempt to adjust the matter and shall respond in writing to the President within
ten (10) business days of the grievance being submitted to the immediate supervisor, If there is no response
within this period, said grievance shall be deemed to be denied.

Level Two. If the grievance has not been settled, it shall be presented in writing or via email to the
Superintendent of Schools within ten (10) business days after the immediate supervisor's response is due.
The Superintendent or designee shall respond to the President in writing within ten (10) business days. If
there is no response within this period, said grievance shall be deemed to be denied.

Level Three. If the grievance still remains unadjusted, it shall be presented to the School Committee in
writing or via email within five (5) business days after the response of the Superintendent is due. The
School Committee shall respond in writing within fifleen (15) business days after its second regularly-
scheduled meeting following the presentation of the grievance to the School Committee. Failure by the
School Committee to respond within this period shall be construed as a denial of the grievance.

PROVISIONS APPLICABLE TO GRIEVANCES AT LEVEL ONE, LEVEL TWO AND LEVEL THREE

The School Committee will comply with law with respect to its obligation to furnish information relevant
to grievance processing.

Each written statement of a grievance shall include: (1) a concise statement of facts constituting the
grievance; (2) a date upon which the act or omission giving rise to the grievance occurred, and if
applicable, the later date upon which the member first learned of the same and a concise statement of the
reasons why the member should not be held to have learned of the same earlier; and (3) the dates of all
prior written presentations, if any. Each statement under Level 2 or Level 3 shall be signed on behalf of the
Association by its President or a Vice-President.

Conferences held under this procedure shall be conducted at a time and place which afford a fair and
reasonable opportunity for all persons who are involved to attend and there will be no loss of salary for
working time spent by employees who participate in conferences in the event they are held during work
hours.

Times of meetings will be scheduled so as not to interfere with the operation of the cafeteria. The Director
of Food Services will approve all meetings taking place during work hours.

Records. While both parties may maintain files of grievances and the dispositions thereof, the Committee
shall not make any entry or file any paper in the personnel file of any employee involved in a grievance
except as may be required to implement the disposition thereof.

Reprisals. No reprisals of any kind shall be taken by any party hereto against any person who participates
in any way in any grievance proceedings by reason of such participation.




4, Level Four.,

(a) If the Association is not satisfied with the disposition of the grievance at Level Three, or if no
decision has been rendered within fifteen (15) business days after the next regularly scheduled
meeting of the School Committee, the Association may submit the grievance to the American
Arbitration Association to binding arbitration to be processed according to its rules within fifteen
(15) business days after the denial or the School Commiittee's failure to respond.

L) The costs for the services of the arbitrator, including per diem expenses and actual and necessary
travel and subsistence expenses, will be borne equally by the Cambridge School Committee and
the Association.

GENERAL

l. Any grievant may be represented at all stages of the grievance procedure by a person of their own
choosing, except that they may not be represented by a representative or any officer of any other
organization, other than the Association. When a member is not represented by the Association, the
Association shall have the right to present and to state its views at all stages of the grievance procedure.

2. Decisions rendered at Levels One, Two and Three of the grievance procedure will be in writing setting
forth the decision and the reasons therefore and will be transmitted promptly to the grievants and the
Association.

3. In the event an aggrieved person does not desire to take action under this grievance procedure, the

Association may process the grievance.

4, Forms for filing grievances, serving notices, taking appeals, making reports and recommendations, and
other necessary documents, will be jointly prepared by the Superintendent and the Association and given
appropriate distribution so as to facilitate operation of the grievance procedure.

S. Notwithstanding anything to the contrary, no dispute or controversy shall be subject for arbitration unless it
involves a grievance as defined in said Article under Definitions, Paragraph Two (2) of this Article. The
arbitrator shall have no power to add to, subtract from, or modify any of the terms of this Agreement. The
arbitrator shall arrive at their decision solely upon the facts, evidence, and contentions as presented by the
parties during the arbitration proceedings.

6. Time limits may be extended by mutual agreement in writing.
7. Any grievance pending at the conclusion of the contract will remain operative in the subsequent contract
period unless settled in the negotiations.
ARTICLE 6

STRIKES

The term "strike” wherever used in this Agreement, shall be deemed to include any strike, sit-down, slowdown, or
any other work stoppage or concerted refusal to perform normal work duties on the part of any employee.

The Association agrees that they shall not authorize, condone or aid a strike during the term of this Agreement.




It is understood and agreed that in the event of any strike on the part of any employee or employees during the term
of this Agreement, the Association shall, upon the occurrence of such strike and upon the request of the School
Committee, notify, in writing, the employees involved that such action by said employees was unauthorized and in
violation of the provisions of the Agreement and shall direct said employees to return to work promptly, and the
Association shall take further steps as may be reasonable under the circumstances to bring about a termination of
any such strike. A copy of any written notice required under the provisions of this Section to be sent by the
Association to the employees involved in any such strike shall be given simultaneously by the Association to the
School Committee.

ARTICLE 7
VACANCIES, TRANSFERS AND SENIORITY, LAYOFFS
DEFINITIONS:
L. Permanent Vacancy: a permanent opening in a particular school which the employer decides to fill which

has become vacant as a result of retirement, death, transfer, creation of a new position, or authorized leave
of absence for more than one year of the permanent employee occupying the position.

2. Temporary Vacancy: a temporary opening of less than one year’s duration in a particular school which the
employer decides to fill which has become vacant due to illness, injury, or other authorized leave of
absence of the permanent employee normally occupying that position, or a new temporary position of one
year’s duration or less.

3. Seniority: seniority shall be computed from the time an individual was appointed to a provisional position
within the bargaining unit provided there is no break in service.

4, Transfer: a transfer is defined as a permanent change in assignment from one school to another. A transfer
shall be categorized as either voluntary or involuntary,

5. Reassignment: a reassignment is defined as a temporary change in assignment from one school to another
for a period of no more than one year, such reassignment to be at the discretion of management, but also
may be made at management discretion at the request of an employee. After such reassignment, an
individual shall be returned to their original position, unless they have transferred to another permanent
vacancy through the posting process.

FILLING A PERMANENT VACANCY:

Whenever the employer declares a permanent vacancy exists which it determines to fill, the position must first be
offered to members of the Bargaining Unit through a posting of the notice of position vacancy for a period of no less
than ten (10) calendar days. The notice of vacancy shall be posted in each school kitchen or distributed with
paychecks over the summer vacation period. Individuals desiring to transfer to such position shall submit their
transfer requests to the Director of Food Services by the closing date of the notice.

The Director of Food Services shall select the individual to be transferred, taking into consideration the needs of the
department and the particular school and the qualifications and experience of the applicants. When applicants are
deemed to be equally qualified and experienced, consideration shall be given to seniority within the Bargaining
Unit. Such selection shall be non-grievable unless the employer has failed to follow the process required under the
contract.

A permanent vacancy shall not be filled by a substitute for more than 60 working days.




FILLING A TEMPORARY VACANCY:

Whenever the employer determines to fill a temporary vacancy, the following process shall be used:

I Temporary Vacancy of less than three months: the Director of Food Services may fill the temporary
vacancy by seeking volunteers from within the permanent members of the Bargaining Unit, or assignment
of a provisional employee or substitute.

2. Temporary Vacancy of three months up to one year: the Director of Food Services shall request volunteers
from within the permanent members of the Bargaining Unit and shall select from such volunteers. If there
are no volunteers, the Director of Food Services may fill the position with a provisional employee or
substitute.

D. INVOLUNTARY TRANSFER:

The Employer may make an involuntary transfer in the following situations:

l. When there is reduction or elimination of a position in a school and the position is occupied by a permanent
employee, the employee may be involuntarily transferred to a vacancy determined by the Director of Food
Services. Ifno vacancy exists, the layoff provisions of this Article shall apply.

2. A provisional employee may be involuntarily transferred, or reassigned, at any time at the discretion of the
Director of Food Services.

3. The Director of Food Services may determine, for the good of the department, that an individual is to be
involuntarily transferred to another position. At least five days notice shall be given to such individual,
except in emergencies, and the individual shall have the right to request a meeting with the Director of
Food Services to discuss the reasons for such transfer, and to have a union representative present at such
meeting. Such transfers shall only be made for reasons put forth by the Director of Food Services that are
not arbihary, irrational, unreasonable, in bad faith, imelevant to the sound operation of the Cambridge
School system, not for disciplinary reasons.

4. Involuntary transfers may be subject to the grievance process under this contract.

E. No employee shall be bumped or displaced from their job by another employee.

F. A four (4) hour substitute will be provided for a full-time employee’s temporary absence if a substitute is available.

G. The Director of Food Services shall have the right to temporarily exchange a training kitchen worker with an
experienced kitchen worker for a maximum of one week once in the course of each school year for training
purposes.

H. When practical and possible, management will provide a one week training period for individuals who transfer to

full-time positions as Heads of Kitchen — Cooks and CRLS Station Leads-Cooks.

L LAYOFF:

1. In the event of a layoff;, all lists will be merged. Layoff or reduction of full-time employees shall be done
by seniority. That employee with the least amount of seniority shall be laid off first.

2. The individual shall have the right of indefinite recall.

3. The individual shall have substitution rights.




J. In filling vacancies for Heads of Kitchen-Cooks, CRLS Station Leads-Cooks and Cooks positions, when
qualifications are equal, preference will be given to internal candidates.

K. TERMINATION:

The Cambridge School Committee hereby agrees to give the Association and its members at least sixty (60) days
notice, except under annual circumstances, prior to any change in the overall delivery of food services to the
students of the Cambridge Public Schools. Should the Cambridge School Committee terminate the existing delivery
of food services to the students in the Cambridge Public Schools in favor of contracting said food services out to an
independent contractor, the School Committee will require said independent contractor to give the right of first
refusal for any and all jobs related to the delivery of the food services to the existing employees of the Bargaining
Unit,

ARTICLE 8
PROMOTIONS, RECLASSIFICATIONS

A. INVOLUNTARY REDUCTION IN HOURS FROM FULL TIME TO PART TIME:

1. The individual shall be entitled to indefinite recall.
2. The individual shall be given preference for a vacant full-time or part-time position.
B. PROMOTIONS AND RECLASSIFICATIONS:

No individual Cook will be reduced in salary by reason of new conditions defined in Article 7.

ARTICLE9
HOURS OF WORK

L. Full-Time Personnel: The normal work day shall consist of seven (7) hours work with one fifteen minute break for
all employees. Starting time should be no earlier than 6:00 a.m., ending no later than 3:30 pm. Starting and ending
times will be at the discretion and the approval of the Director of Food Services. A half hour lunch period may be
taken by any full-time member of the Association after students are fed. The said employee's ending time shall be
increased by thirty (30) minutes. To the extent that the ending time for an employee’s work day shift ends later than
2:00 p.m., the employer, with regard to an employee’s assignment to a shift ending after 2:00 p.m., shall first seek
volunteers from among existing employees and then shall assign employees to such shifts by seniority with the least
senior employee being assigned first.

Part-Time Personnel: Parttime members of the Bargaining Unit shall be paid on a pro-rata basis based on the full-
time pay rate. The part-time work schedule shall fall within the full-time schedule for regular school operation.

2. If earlier or later times are required because food will not otherwise be ready on time, such requirements will be:
L. Filled voluntarily by an individual or individuals if possible.
2. Equitably distributed by the cook voluntarily if possible.
3. Or will be assigned by reverse seniority if necessary. If a satisfactory plan cannot be worked out at the

school, the Director of Food Services will make the necessary decisions.
3. Timesheets which include an accurate daily record of arrival and dismissal and any work interruption not specified

herein shall be signed and dated by the individual weekly and verified and signed by the Head of Kitchen or Cooks and
forwarded to the Director of Food Services weekly.
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ARTICLE 10
OVERTIME AND SPECIAL FUNCTION

Overtime shall be paid at the rate of 1 1/2 times the regular rate of pay for work in excess of seven (7) hours in one
day and 35 hours in one week.

Employees assigned to work at special functions or details: The assignment will first be made to employees from the
school where the function is to be held. All special function and detail work shall be paid at a rate of $38/hour for
Monday through Saturday work and $48/hour for holiday and Sunday work; employees will be paid for a minimum
of 3 hours or actual hours worked if greater than 3 hours. An employee will only be assigned to special function or
detail work if they are ServeSafe Food Protection Manager Certified or other Food Protection Manager Certification
as determined by the Superintendent or designee

Employees working overtime shall be paid a minimum of three (3) hours on call-back except for hours contiguous to
the regular work schedule wherein, time paid shall equal time actually worked.

No School Days: When school is called off during any regular scheduled school day for any reason including but
not limited to snow, rain, storms, hurricanes, etc., and it is necessary to call in an emergency basis, members of the
Association shall be given compensatory hours, a minimum of three (3). If an individual school is closed (rather
than the entire school system) due to a specific building emergency (lack of heat, etc.) cafeteria staff from that
school may be required to report to another school to assist for that day, if needed to cover absences. The School
Department will provide transportation to and from the alternate site as needed.

Effective as of July 1, 2022, union members shall be required to use any compensatory time that is earned starting as
of July 1, 2022 for any reason within twelve (12) months of the date that the compensatory day is earned or it is lost.
Alternatively, the union member may, at their election, be paid an additional $15.00 (fifteen dollars) per hour for
hours that are worked in lieu of receiving compensatory time.

Additionally, union members may elect to receive a one-time payment for all compensatory time earned up through
June 30, 2022 at the rate of $25.00 (twenty-five dollars) per hour or at the union member’s hourly rate, whichever is
less.

Notwithstanding the provisions of Section 4 above, when a state of emergency is declared and the school district is
moved to fully remote school sessions and members of the Association are requested to report to work, the member
of the Association will be paid an additional rate of $15.00 (fifteen dollars) per hour for all regular and overtime
hours of work performed on-site at the direction of a Department Head. No compensatory time will be granted.

Effective upon ratification, employees in this bargaining unit who are directed to report to work onsite after the
Superintendent directs that all other school department employees to stay home from work due to a non-weather
related public health or safety issue will be eligible to receive a salary differential of $15.00 (fifteen dollars) per hour
for all regular and overtime hours of work performed onsite at the direction of a Department Head. No
compensatory time will be granted.

The School Committee reserves the right to stop paying the salary differential upon providing one week of notice if
oneor more of the following events occur or are scheduled to occur: 1) school department buildings reopen to the
public, with or without requiring appointments; 2) school department employees in one or more departments are
directed to return to onsite work on a rotating or full-time basis; 3) the school department determines that the public
health or safety risk has ended or has been sufficiently reduced and/or mitigated.

In addition, all bargaining unit members will receive an annual payment of $200.00 (two hundred dollars) in
recognition of the fact that they may be asked to report to work onsite as an employee during a non-weather related
public health or safety issue on days that other employees may be asked not to report onsite. The initial payment will
be made within a month of ratification of this agreement. Thereafter, it will be paid out annually in the first payroll
period of November.
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ARTICLE 11
HOLIDAYS

Unit members shall be entitled to the holidays listed below:

Indigenous Peoples’ Day

Veterans Day

Thanksgiving Day

The day after Thanksgiving (if not a school day)
Full day before Christmas Day*
Christmas Day*

Full day before New Year’s Day**
New Year’s Day

. Martin Luther King, Jr. Day

10. President’s Day

11, Patviots Day (if not a school day)
12. Memorial Day

13. Juneteenth

VPN A P~

Labor Day shall be a paid holiday under the terms of this contract if the members of the Association return to work
prior to that day.

Good Friday, Eid, Yom Kippur and Rosh Hashanah shall be paid holidays when observed by the School Committee
on the school calendar as a holiday when school is not in session.

*Christmas Eve/Christmas Way Whenever Christmas Day is on a Saturday: the holiday will be on Friday, Dec,
24" and if school is in session on Thursday, Dec. 23", employees will be required to work and will receive a paid
holiday on Monday, Dec. 26*. Whenever Christmas Day is on a Sunday: the Christmas holiday will be celebrated
on a Monday, Dec. 26" and if school is in session on Friday, Dec. 23, employees will be required to work and will
receive a paid holiday on Tuesday, Dec. 27.

**New Year’s Eve: In the event school is in session on New Yeat’s Eve, employees will receive a
compensatory day in lieu of a paid holiday.

Unit members shall also be entitled to any other holiday declared by the School Commiittee, or by the
Governor or the General Court of the Commonwealth of Massachusetts.

Any employee required to work on a legal state holiday shall receive double the high rate of pay for all hours
worked, but in no case shall this be less than an amount equal to two (2) hours at the above rate. If an employee is
required to work in excess of eight (8) hours on a holiday triple time their regular rate of pay will be paid for all
hours worked over seven (7) hours.
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ARTICLE ]2
WORK YEAR AND VACATION

The work year shall be one hundred eighty-three (183) days for all part-time and full-time employees, including
Heads of Kitchen-Cooks, CRLS Station Leads-Cooks and Cooks, Cashier/Kitchen Helper, which shall include the
school year for students (one hundred eighty (180) days) and two (2) days prior to the opening of school, and one (1)
day after the close of school. '

Employees under this Agreement shall be on vacation at the same time and for the same number of days as the
students enrolled in various schools except as noted above on work year. Further, employees shall be paid vacation
pay in addition to their regular pro-rated pay periods which occur within the requisite school calendar period of one
hundred eighty-three (183) days.
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3. All present vacation days are retained by present members of the Bargaining Unit and all members of the Bargaining
Unit (prior to July 1, 1988) will be grandfathered with respect to their present vacation days. Effective July 1, 1988
all part-time new hires shall receive a prorated number of vacation days as noted below.

VACATION
Full-Time Employees Part-Time Employees Part-Time Employees
(Unit Members before (Unit Members between July  (Unit Members on or after
June 30, 1988) 1, 1988 and June 30, 2004) July 1, 2004)
For less than one (1) year 1 day vacation for each .8 of a day for each month . | day of vacation for
month worked (for a worked (for a maximum of each month worked (for a
maximum often (10) days) eight (8) days) maximum often (10) days
prorated by full time
equivalency

For one (1) year service but 10 days 8 days 4 days

less than three (3) years

service

For three (3) years service but 14 days 11 days 5.5 days

less than ten (10) years

service:

For ten (10) years service but 19 days 15 days 7.5 days

less than fifteen (15) years

service

For fifteen (15) years service 24 days 19 days 9.5 days

but less than twenty-five (25)

years service

For twenty-five (25) years 28 days 23 days 11.5 days

service

Vacation time shall not be taken during school time. Vacation pay will be paid beginning in July of each year in one lump-
sum based on prior year service.

ARTICLE 13
LEAVES OF ABSENCE

1. PROFESSIONAL LEAVE: When the employer deems that an employee or employees should attend a professional
conference, the employer shall reimburse the employee for all necessary expenses incurred including travel, if any,
and said employee shall be paid as if they worked.

2. SICK LEAVE: All employees shall be entitled to fifteen (15) days of sick. leave per year, which shall be pro-rated
based upon the employee's full time equivalency (FTE). For each sick day taken, the employee shall be paid for the
number of daily hours s/he is regularly scheduled to work.

A. Employees may accumulate an unlimited number of sick days from their annual allotment of sick days.

B. At the conclusion of three (3) consecutive sick days, the employee may be required to present a certificate
from the employee's doctor stating the nature of the illness and the fact that the employee is unable to come
back to work.
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Additionally, the Superintendent, Chief Operating Officer or Director of Food Services may require
medical or other relevant documentation, including without limitation, a doctor’s note, for day(s) absent
preceding or following a school vacation week, holiday or three-day weekend.

C. Upon termination of employment, the employee shall be reimbursed at the rate listed below per day for
each day of sick leave accumulated to be paid to the estate if the employee is deceased.

DAYS AMOUNT/DAY
1-50 $30.00
-51-99 $40.00
100+ $95.00

For all members of the unit hired before September 1, 2009, the maximum number of accumulated sick
days for which sick leave buyback will be permitted is 450 (four hundred fifty). For any member of the
unit hired on or after September 1, 2009, the maximum number of accumulated sick days for which sick
leave buyback will be permitted is 400 (four hundred).

The Committee agrees to implement the use of a 403B plan in accordance with IRS regulations so that all
members of the Unit would make a onetime transfer of sick leave buyback monies at the time of
retirement to a 403B plan to reduce tax liability in accordance with IRS regulations.

PERSONAL LEAVE: Full-time and part-time employees shall be entitled to three (3) days personal leave each year
with the third day chargeable against sick leave. If, in any given year, an employee has exhausted their sick leave,
then they shall not be entitled to the third personal day during that year. Management does not have to replace an
employee out on personal leave unless given one-week notice. Management will use best efforts to replace an
employee if proper notice is given. Full-time and part-time employees will be limited to using only one (1) day of
personal leave in the month of June,

BEREAVEMENT LEAVE: Employees shall be entitled to five (5) days without loss of pay upon the death of a
brother, mother, father, grandparent, sister, spouse, child, grandchild, son-in-law, daughter-in-law, or parent-inlaw,
or for any other relative residing in home. The employee shall be entitled to two (2) days without loss of pay as the
result of the death of a first cousin, brother-in-law, aunt, uncle, nephew, niece or sister-in-law. Said bereavement
leave shall not be deducted from the number of sick leave days to which an employee is entitled within each year of
this Agreement.

JURY DUTY OR WITNESS: The employees shall be entitled to leave without loss of pay for any period of time in
which the employees are required to serve as a juror pursuant to the dictates of Massachusetts General Law, Chapter
234A, Section 37 as it is applicable to municipal employees and employers.

Employees shall further be entitled to leave without loss of pay for any period of time in which the employee is
required to appear as a witness in any court proceedings pursuant to a summons wherein the employee is not a party
to same; however, if the proceeding arises out of litigation involving the Cambridge School Committee, the City of
Cambridge, its agents, servants or employees, the employee shall be entitled to leave without loss of pay for any and
all periods of time lost for appearance as a witness in any court proceeding.

LEAVE OF ABSENCE:

L. After one year of continuous employment, members of the Association may be granted a leave of absence
without pay for up to one year for health reasons and any other reason acceptable to the Superintendent or
designee. If the leave request is for health reasons, said request must be supported by proper medical
evidence.

2. Any member whose personal illness extends beyond the period compensated may be granted a leave of
absence without pay for such time as it is necessary for complete recovery from such illness not to exceed
two (2) years.
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All requests for extended leave of absence or renewal of leaves under this Article will be applied for in
writing and will be subject to approval of the Superintendent or designee.

Family and Medical Leave Act and Small Necessities Leave Act. Notwithstanding anything in this
agreement to the contrary, any unit member eligible for leave under state or federal law may exercise their
right to take Family and Medical Leave pursuant to the Family and Medical Leave Act of 1993 (“FMLA”),
the Massachusetts Parental Leave Act (MPLA)or to take Small Necessities Leave pursuant to the
Massachusetts Small Necessities Leave Act (“SNLA™).

PAID PARENTAL LEAVE:

Effective September 1, 2022, all union members who have worked for at least three (3) consecutive months in a
regularly appointed position of seventeen and one half (17.5) hours per week or more will be eligible for up (o eight
(8) weeks of paid parental leave (“PPL”) in connection with the bitth of a child or the adoption or foster placement
of a child under the age of eighteen (18), or under the age of twenty-three (23) if the child is disabled (“Qualifying
Event). The PPL needs to be taken close in time to the birth, adoption or foster placement of the child, and eight (8)
weeks of PPL may be taken all at once, ormay be spread out over the year but PPL must be used within twelve (12)
calendar months following the Qualifying Event. If PPL is used incrementally, it must be used in increments of one
(1) work day. No more than eight (8) weeks of PPL will be granted in any twelve (12) month period, regardless of
the number of children born, adopted or placed. The PPL runs concurrently with FMLA leave. All union members
may use their accrued time for parental leave in addition to the eight (8) weeks of PPL, but sick leave bank time
cannot be allocated for parental leave. Union members will return to work for a minimum period equal to twice the
length of their leave remain in service unless there are extenuating circumstances, supported by documentation that
is acceptable to the school department, which is provided to the Superintendent and Chief Talent Officer.

ARTICLE 14
SICK LEAVE BANK

The purpose of this Article is to provide additional sick leave to those Association members who are ill and whose
sick leave has been exhausted.

1.

On July Ist of each school year, the School Committee will deposit in the sick leave bank 1/2 day per
member for each member employed on that date. However, the number of days so deposited in the sick
leave bank on July 1 shall not be less than forty (40) days, even if said number of days exceeds the number
of employees of July 1. On June 30 of each year, the balance remaining in the Sick Leave Bank will cease
and a new bank will be finded as of the following July.

In the event that the sick leave bank is exhausted in any given year, members of the unit on a confidential
basis may make voluntary contributions of up to five (5) days from accrued time to meet emergency
situations during a given year. Sick days contributed to the sick leave bank under this provision of the
proceeding sentence will cease on June 30 of each year even if not used by the sick leave bank.

There shall be a Sick Leave Bank Conunittee which will be composed of;

1.

2.

Three members o f the Bargaining Unit,

Two members appointed from central administration of the School Department one of which will be the
Superintendent of Schools or designee.

The Sick Leave Bank Committee will decide, by a majority vote, on granting an allotment of sick days
from the Sick Leave Bank using guidelines set forth below:

L. All members of the Bargaining Unit are eligible to apply for days from the bank.




10.

An official application form (the form of which must be approved by the Committee and the
Superintendent) must be completed. This application will include space for certification by a
medical doctor.

The doctor may be the personal physician of the applicant. Additional medical information may
be required by the Sick Leave Bank Committee. The Superintendent has the right to require an
examination by the City's Chief Medical Officer or representative.

Applicant must have exhausted persofial sick leave before he can be allotted additional sick days
from the Sick Leave Bank (as per deductible clause below).

The following is the number of deductible days required per years of service.

YEARS DEDUCTIBLE YEARS DEDUCTIBLE
I 10 days 7 4 days
2 9 days 8 3 days
3 8 days 9 2 days
4 7 days 10 I day
5 6 days 11 or more 0 days
6 S days

Deductible days are those days an applicant must be on unpaid leave because of sickness or injury
before Sick Leave Bank days can be effective.

Applications can be denied by the Sick Leave Bank Commiittee if, in its opinion, any of the
following apply:

Previous abuse of personal sick leave.

Insufficient medical evidence of need.

Disability does not warrant absences from employment.

The balance of days in the bank.

Previous use of Sick Leave Bank (applicable only when applicant shows repeated use of
Sick Leave Bank).

Do

A maximum of fifteen (15) days per applicant may be distributed at one time. If additional days
are needed, a reapplication is required, including medical evidence of continued need.

A maximum of thirty (30) days may be allotted to any one person in any one year.

If the condition exists wherein a limited number of days remain in the bank and applications
exceed this number, the following factors will be considered by the Sick Leave Bank Committee
in making a decision as to the allocation of days:

Seriousness of'illness.

Seniority.

Past use of Sick Leave Bank.

Financial circumstances of the individual.

Ao o

Decisions of the Sick Leave Bank Commiittee are final provided all of the above provisions are
met.
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ARTICLE 15
UNIFORMS

The uniform must conform to standards approved by the Director of Food Services. All employees must wear a
name tag which will be provided by the Director of Food Services. All employees must wear a chef coat provided by the
Director of Food Services. Employees can requestiand will be provided up to 3 chef coats each school year or, beginning
July 1, 2019, up to 2 chef coats and | chef pants, and up to two name tags will be provided annually.

Failure to wear a uniform as required shall be considered a violation of work rules, subject to disciplinary action.

ARTICLE 16
HEALTH AND WELFARE

L. The following medical insurance plans are offered:

a,

HMO Insurance Offerings: Employees may participate in Healthflex Blue (a BC/BS HMO plan product)
with benefits outlined as attached, Harvard Community Health Plan, or other plans available to City
employees.

The health insurance contribution rate for all employees hired prior to July 1, 2012 shall increase to 19%.

It is understood and agreed, that if any portion of the health insurance contribution rate change, set forth in
the paragraph immediately above, which is an essential component of the parties’ settlement, is held invalid
by a tribunal of competent jurisdiction, or if compliance or enforcement of any such provision is in any way
restrained, then the city shall have no obligation to pay or to continue in effect the additional 0.6% salary
increase set forth in Article 20, Section 2(a) for fiscal year 2013, which is specifically linked to the increase
in employee health contributions, until such time as a final judgment is rendered and not appealed which
declares such provisions valid or removes any restraint on their enforcement.

The health insurance contribution rate for all employees hired after July 1, 2012 shall increase to 25%, in
exchange for $200.00 (two hundred dollars) being added to the base salary on July 1, 2012, a bonus of
$200.00 (two hundred dollars) on July 1, 2013, and $200.00 (two hundred dollars) being added to the base
salary on January 1,2014.

Itis understood and agreed, that if any portion of the health insurance contribution rate change, set forth in
the paragraph immediately above, which is an essential component of the parties’ settlement, is held invalid
by a tribunal of competent jurisdiction, or if compliance or enforcement of any such provision is in any way
restrained, then the city shall have no obligation to pay or to continue in effect the additional $200.00 (two
hundred dollars) increase to the base salary on July 1, 2012 set forth in Article 20, Section 2(a) for fiscal
year 2013, a bonus of $200.00 (two hundred dollars) on July 1, 2013, and an additional $200.00 (two
hundred dollars) increase to the base salary on January [, 2014 set forth in Article 20, Section 2(a) for fiscal
year 2014, which is specifically linked to the increase in employee health contributions, until such time as a
final judgment is rendered and not appealed which declares such provisions valid or removes any restraint
on their enforcement.

Indemnity Medical Insurance Offerings: The City shall offer a BC/BS Major Medical with Benefit
Management Plan. The City will pay ninety-nine (99%) percent of the premium of that plan.

2. Starting July 1, 2015, eligible employees who decline City health insurance, but have health insurance coverage
through another source, not contributed to by the City, are eligible to receive an annual sum of $1,600.00 (one
thousand six hundred dollars) payable on a monthly basis at the rate of $133.33 (one hundred thirty-three dollars and
thirty-three cents) per month, for as long as the individual remains eligible for such payments in accordance with the
rules and procedures established by the City of Cambridge. This paymentshall not be included in pay for any other
purpose. Employees who lose the alternative health insurance through no fault of their own (e.g., spouse's loss of
job and hence insurance) will be entitled to enroll in the City plan outside of open enrollment periods with no
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waiting periods or preexisting condition limitations. Employees can elect coverage at open enrollment without
limitation as to other coverage. Starting July 1, 2017, eligible employees who decline City health insurance, but have
health insurance coverage through another source, not contributed to by the City, are eligible to receive an annual
sum of $1,800.00 (one thousand eight hundred dollars) payable on a monthly basis at the rate of $150.00 (one
hundred fifty dollars) per month, for as long as the individual remains eligible for such payments in accordance with
the rules and procedures established by the City of Cambridge,

3. Employee health insurance premium contributions will be made on a pretax basis, in accordance with applicable
law.

4. Employees may obtain health coverage for domestic partners pursuant to applicable City ordinances.

5. Effective following ratification of the Agreement, if and when the trustees of the existing dental pian request the

City for additional money to fund the Health & Welfare Fund, the employer will contribute up to $13 per week per
employee, and should the trustees of said plan inform the employer and the union that the fund requires additional
payments, the cost of these payments above $13.00 (thirteen dollars) per week per member shall be shared on a fifty
percent (50%) basis between the employer and the employee.

6. Should any member of the Association be absent from work as a result of a personal injury sustained by them, which
injury arises in the course of their employment and is compensable under Massachusetts General Laws, Chapter
152, Section 1 et seq., the Workers' Compensation Act, or is the result of an assault, battery or similar unlawful
intentional and deliberate act by another person or persons, they shall follow the procedure for reporting an injury
and applying for Workers’ Compensation in accordance with the requirements of the City of Cambridge Office of
the City Solicitor.

ARTICLE 17
SCHOOL COMMITTEE RIGHTS

Nothing in this Agreement shall be deemed to derogate from or impair any power, right or duty heretofore possessed by
the School Commiittee or to change any rule or policy adopted prior to the date of the acceptance of this Agreement except
where such right, power, duty, rule or policy is specifically limited or changed by this contract. It is agreed that no member
of the Association shall contact the School Committee concerning any matter covered by this Agreement without first
bringing the matter to the attention of the Superintendent.

School Committee is a public body established under the statutes of Massachusetts and has final responsibility for
establishing the policies of the public schools for management of said schools and for directing operation.

The listing of the following specific rights of management in this Article is not intended to be nor shall be considered
restrictive of or as a waiver of any of the rights of the Committee not listed herein. Such inherent Committee responsibilities
are not subject to arbitration and shall remain exclusively with the Committee except as they may be shared with the
Association by specific provisions of this Agreement.

The School Committee reserves the right to take whatever action that is necessary in the event of an emergency (lasting

over five [5] days) including a financial emergency to carry out the work of the School Department.

ARTICLE 18
EMPLOYEE DEVELOPMENT, EDUCATIONAL IMPROVEMENT AND EVALUATION

1. The School Committee will pay the reasonable expenses (including fees, meals, lodging and/or transportation)
incurred by members who attend workshops, seminars, conferences, or other employee improvement sessions at the
request of School Committee or their designee or at their request with advanced approval of the Superintendent of
Schools or designee.
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2.

In addition to the regular work year and work day, each member of the Bargaining Unit shall be required to attend
up to fifteen (15) hours of training, for which they shall be compensated at their appropriate rate of pay. Also,
each employee shall be required to attend up to six (6) one-hour staff meetings per year, held atter the end of the
regular work day, for which they shall be compensated at their appropriate rate of pay.

Additionally, effective July 1, 2022, Unit members will be eligible for tuition reimbursement for job related
programing. The maximum amount of the tuition reimbursement shall be $500.00 (five hundred dollars) per course
per individual per contract year. To be eligible for reimbursement for the course, prior approval by the unit
member's supervisor and the Superintendent's designee shall be required, the course must be taken after working
hours, and a final course grade of at least "B-" shall be required unless a course is only offered "Pass/Fail" in which
case a "passing" grade shall be required. The total tuition reimbursement pool amount shall not exceed $5,000.00
(five thousand dollars).

Certification related educational courses taken on or after July 1, 2022 at an accredited two year or accredited four-
year college, university, or accredited trade school which is leading to a degree, diploma or certification in food
service management, nutrition or related field will be eligible for tuition reimbursement as detailed above in the
preceding paragraph. In the case of an accredited trade school, the District shall keep on file a list of accredited trade
schools in the District's Food & Nutrition Office and this list may be updated annually by the Superintendent or
designee. The decision of whether a certification or diploma is the equivalent of two years of courses shall be in the
sole discretion of the Superintendent or designee. This decision shall be grievable but shall not be arbitrable.

EVALUATION: Each member shall be evaluated yearly. The written evaluation shall be reviewed by the person

evaluated and they shall sign the document indicating only that they have seen the document. The employee may
add such documentation as they feel is appropriate, including objections to all or any part of the evaluation.
Evaluation will be conducted by the Director of Food Services or designee and/or the principal/head of upper
school with input from the Head of Kitchen-Cook/CRLS Station Lead and/or the evaluation will be conducted by
the Head of Kitchen-Cook/CRLS Station Lead regarding assigned staff who are members of the unit. In addition to
annual evaluation of each member of the unit pursuant to this paragraph, the Director of Food Services may from
time to time evaluate an employee.

Management will periodically review and update the evaluation instrument,

There shall be a management/labor committee, consisting of no more than three (3) designated union
representatives and no more than three (3) designated school department representatives to discuss and identify
topics of training for the Head of Kitchen-Cook/CRLS Station Lead including training regarding staff interaction,
supervision and evaluation of staff and to discuss issues regarding supervision of students in cafeterias.

ARTICLE 19
LONGEVITY

Each employee who has completed the number of years indicated below of employment with the City of Cambridge
shall be granted a longevity lump-sum payment in the amount set forth below for the number of years completed
service:

I to 3 years $ 250
3 to S years $ 350
Sto 10 years $ 450
10 to 15 years $ 600
15 to 20 years $ 700
20 to 25 years $§ 900
25 years or more $1,150

Eligibility for longevity shall be computed as of December 31. Payment shall be pro-rata for less than a full year
of service.
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The longevity award to which an Employee is entitled shall be paid in a lump sum payment in the first pay period
of December of each year.

For purposes of this Article, one year of part-time setrvice is equal to three-quarters (3/4) of a year of full-time
service.

Parttime employees hired after January 17, 1984, shall not receive longevity.

Full-time employees newly hired or transferred into the Bargaining Unit after June 30, 1991 shall not be eligible
for longevity. Also, part-time employees hired after January 17, 1984 who are increased to full-time after June 30,
1991 shall not be eligible for longevity.

ARTICLE 20
GENERAL PROVISIONS

TRANSPORTATION:

If it becomes necessary to transfer one employee from one school to another after said employee has
arrived at school number 1, the employee shall be compensated for out of pocket expenses for said travel
incmired by using the Massachusetts Bay Transportation Authority. Should the employee use their
automobile, they shall be compensated at the rate of $0.15 per mile. Employee shall be paid from the time
they arrive at the first school until the time they leave from the second school.

Effective as of July 1, 2022, the school department shall reimburse an employee up to 65% of the cost of a
T pass, up to a maximum of $265.00 per month.

Effective three months after ratification, the Employer shall offer employees Hubway/Blue Bikes
memberships on the same basis that the Employer and City of Cambridge offier their nonunion employees.
While retaining the right to change the terms of the program at any time, the Employer/City of Cambridge
currently provides the employees with free annual memberships to Hub Way/Blue Bikes.

WAGES:

a. All salaries will be increased by the percentage listed below per annum which is reflected in the attached
schedules as of start of the new school year for the effective year.

Effective Date Percentage Increase Attachment

July 1,2021 1% A,D

January 1, 2022 1% A,D

July 1, 2022 1.5% B, E
January 1, 2023 1% B (cont), E (cont)
July 1, 2023 2.5% C,F

With no increase on any other economic items in the collective bargaining agreement, except where
specifically noted within the collective bargaining agreement.

Should, during the life of this contract, any City or School unit reach voluntary agreement with the City for a
general across-the-board base wage increase greater in percentage than that provided to this Union, then the City
and the Union agree to reopen the contract for the limited purpose of discussing base wages.

Head of Kitchen-Cook/CRLS Station Lead in addition to the duties and responsibilities that are set forth
elsewhere within the collective bargaining agreement shall be responsible for ordering, inventory, supervising
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other helpers or cashiers and unit members that they work with, production of records, completing required
paperwork, employee evaluation of unit members that they work with, training of unit members and other
assigned duties. In the absence of a Head of Kitchen-Cook/CRLS Station Lead-Cook a temporary Head of
Kitchen-Cook/CRLS Station Lead-Cook assignment will be

offered to a single staff member. The assignment will go to the on-site staff member with ServSafe certification.

Should there be more than one staff member with ServSafe certification, the temporary Head of Kitchen
-Cook/CRLS Station Lead-Cook designation will go to the staff member with greater seniority. If there is no
qualified staff member able to take the assignment, then the Director will reassign the temporary position to
another ServeSafe certified member of the unit. Once the temporary Head of Kitchen-Cook/CRLS Station Lead-
Cook designation has been established the affected staff member will receive a daily stipend of $30.00 (thirty
dollars) for each day of substitution.

The hourly wage paid to Heads of Kitchen-Cooks and CRLS Station Leads-Cooks shall be increased by 50

cents per hour effective July 1, 2019 and another 50 cents per hour effective July 1, 2020. These increases are
being paid in recognition for the increased responsibilities of these employees for meal preparation including, but
not limited to, farm to school initiatives and increased scratch cooking methods.

Direct deposit of paychecks shall be provided for the bargaining unit members. Effective June 30, 2018, all unit
members will receive direct deposit paycheck notifications only via their school district email account. Any unit
members who do not have direct deposit as of June 30, 2018 will be exempt from this requirement. New
employees will be allowed up to 6 months to set up a direct deposit account.

Full-time employees who arc designated “Head of Kitchen-Cook/CRLS Station Lead-Cook” must hold a ServeSafe
Food Protection Manager Certification or other Food Protection Manager Certification as determined by the
Superintendent or designee in accordance with the requirements of 105 C.M.R. 590.003(A)(2). Full-time employees
who are designated “Head of Kitchen-Cook/CRLS Station Lead-Cook” who fail to obtain a ServeSafe Food
Protection Manager Certification or other Food Protection Manager Certification as determined by the
Superintendent or designee in accordance with the requirements of 105 CM.R. 590.003(A)(2), or to obtain an
exemption from the ServeSafe Food Protection Manager Certification or other Food Protection Manager
Certification as determined by the Superintendent or designee in accordance with the requirements of 105 C.M.R.
590.003(A)(2) may seek to transfer to any existing vacancy in the Bargaining Unit for which a ServeSafe Food
Protection Manager Certification or other Food Protection Manager Certification as determined by the
Superintendent or designee is not required in accordance with the provisions of Article 7 of the collective bargaining
agreement between the parties as then in effect. If no vacancy exists, the layoff provisions of Article 7 of the
collective bargaining agreement between the parties as then in effect shall apply.

The School Committee and the Cambridge Food Service Employee Association agree to form a joint
laborhmanagement committee that will meet during the fall, winter and spring of each school year to discuss
concerns and possible solutions related to staffing, assignment and coverage of food service at the school facilities.
The joint labor/management committee will consist of three members selected by the Cambridge Food Service
Employee Association, the Chief Operating Officer, the Director of Food Services and one (1) additional
administrator of the Cambridge Public Schools designated by the Superintendent of Schools. The recommendations
of the joint labor/management committee will be advisory to the Superintendent of Schools. This joint
labor/management committee will also work to plan the implementation of a program where the school department
will supply appropriate jackets for food service employees to wear while working to be provided at school
departinent expense.

FOOD SERVICES STIPEND:

Employees shall receive the following “Food Services Stipends” during the time periods indicated:
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Unless negotiated otherwise, the semi-annual Food Services Stipends, shall be continued in the parties’ future
collective bargaining agreements — but with these amounts being increased in each succeeding contract year by the
percentage of any wage and COLA increase agreed to for that year. The Food Services Stipends shall be considered
compensation and subject to income and payroll taxes as well as retirement/pension deductions.

Effective July 1, 2022, in acknowledgement of the growth in student meal services, the food service stipend

will be increased by $70 per year for staff working 20 hours or more per week and by $60 per year for staff working
less than 20 hours per week, paid bi-annually. In addition, the dates of payment of the food service stipend

will change to November and May.

z FoodServices Stipend (8)

o120+ hour weekly schedule ll_es_s than 20 hour weekly schedule
December-2il 7| 6766
oo dwe22l e 63394
November22l  77404] B2
May23l 7] | 68064
November23|  soL32] 69766
May-24 _ . 801-32|__ o 697.66

An Employee who is absent from work as a result of worker’s compensation accident shall not have their Food
Services Stipend reduced.

ARTICLE 21
ATTENDANCE INCENTIVE

The Attendance Incentive Plan shall consist of the following:

1. Effective on July 1, 2018, an attendance incentive payment of $175.00 shall be paid to members of the Bargaining
Unit who have zero chargeable sick days for each five-month attendance period during the school year. Effective on
July 1, 2020, an attendance incentive payment of $200.00 shall be paid to members of the Bargaining Unit who have
zero chargeable sick days for each five-month attendance period during the school year.

2. The five-month attendance periods are firom the beginning of the work year through January 31, and firom February
1 through the end of the school year in June.

3. ltisunderstood that personal days not chargeable to sick leave, and bereavement days, are not counted toward this
benefit.

4. The attendance incentive will only be paid to a member of the bargaining unit who is an active employee within the
Cambridge Public Schools and not to a member of the bargaining unit who is on leave of absence from their
employment.
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ARTICLE 22
DRUG AND ALCOHOL TESTING

The following procedures shall govern the administration of the drug and alcohol screening process by the
administration/management of the Cambridge Public Schools among members of this Unit to test for unauthorized
use of a controlled substance and/or alcohol.

Testing will be conducted on those individual employees where the facts are sufficient to constitute reasonable
suspicion of unauthorized use of a controlled substance and/or alcohol. The Cambridge Public Schools shall have
the right to require that the employee submit without delay to a urinalysis test and/or a breath alcohol test.

Reasonable suspicion shall be based on information of objective facts obtained by the Cambridge Public Schools
and the rational inferences which may be drawn fi-om those facts. The credibility and reliability of information
obtained shall be weighed in determining the presence or absence of reasonable suspicion.

The employee to be drug and/or alcohol tested will be notified of the test requirement just prior to obtaining the
urine sample or breath alcohol test. Advance notification of the testing will not be given, in any circumstances, to
prevent the likelihood of urine sampling tampering.

The testing of ficer will maintain the sterility of the sample and the integrity of the sampling process, by executing a
chain-of-custody process for the sample given and all related documentation. The sample shall be split into two (2)
parts. One (1) part of the sample shall be tested. The other part of the sample shall be preserved for independent
analysis in the event the first part of the sample tests positive.

If an employee refuses to submit to a drug and/or alcohol screening test, under the agreement, it shall be considered
insubordination warranting discipline under a just cause standard.

A result of .02 as a breath alcohol level will be sufficient for a positive confirmatory alcohol screening test.

An employee with a positive confirmatory drug and/or alcohol screening result will be suspended under a just cause
standard. An employee with two (2) positive confirmatory drug and/or alcohol screening results within a five (5)
year period will be discharged from employment.

Nothing in this provision shall preclude the Cambridge Public Schools from disciplining or discharging an employee
under a just cause standard for any misconduct engaged in by their collateral to the use of a controlled substance or
the abuse of alcohol (e.g., assault and battety), provided that the fact of a positive screening result for a controlled
substance or alcohol may not be used in any way in proving such misconduct.

An employee who tests positive for a controlled substance and/or alcohol shall be medically evaluated, counseled
and treated for rehabilitation as recommended by the employee’s personal medical provider.

An employee who completes a rehabilitation program will be retested randomly once every quarter for the following
twenty-four (24) months. An employee who tests positive during the twenty-four (24) month period shall be subject

to disciplinary action, up to and including discharge from employment.

An employee who enters a rehabilitation program of their own initiative without having tested positive for a
controlled substance and/or alcohol shall not be subject to retesting on a random basis.
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ARTICLE 23
NEGOTIATIONS

1. This Agreement shall be effective for a period of three (3) years, beginning on July 1, 2021 and expiring on June 30, 2024,
unless the parties mutually agree to extend the Agreement in writing,

2. Upon mutual consent, the parties may amend this Agreement in writing at any time.

3, Either party may initiate negotiations for a successor agreement at any time in the 2023-2024 school year by sending
written notice by mail and email to the other party.
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l SCHEDULEA Helper/Cashier

| | . .

1 : H |

! | I |

{Overtime to be paid on hourly regular rate at reqgular time, time and one half, or double time, as appropriate.
26

REGULAR RATE ($)
l Use‘d for elmployees hired after start |of scho|ol year, paid for working m‘leeks o‘nl y ‘l
l
Effective School Year 21-22: 1.00% Salary Increase‘ f Effective 1-1-22: 1.00‘7, Salary Increase |
!
I

Helper/Cashier 1 Step Hourly Rate | 1} Helper/Cashier Step! Hourly Rate,
1&2 1843 | 182| 18,61
1917 | 3! 19.36
Regular Hourly Rate ] 4\ 20.55§ i Regular Hourly Rate 4§ 20.76
| s 2188, | 3 22.10!
el 23271 | 61 2351

i ! i

- | |
Weekly Rate! I Weekly Rate
| 182] 644.89) | | 182] 65134
3 670.97! |3l 677.68|
Regular Weekly Rate-f 4! 719.40? Regular Weekly Rate-s 4! 726.59§
35 Hours Per Week § ; 765.76‘1*E 35 Hours Per Week i 5! 773.41i
el 81460, | | 6 822.74!
| L L |
o | - |
1 WeeklyRate! 5 ! Weekly Rate'
| 182] 552.76! | 18] 558.29!
| 3 575.11/ |3 580.871
Regular Weekly Rate- 4] 616.63: , {Regular Weekly Rate!l 4! 622.79'
30 Hours Per Week { 5| 656.36. ! 30 Hours Per Week | 5‘ 662.93§
- 698.23, | | 6 705.21!
] o | |
o | |
‘ Weekly Rate! ' | | Weekly Rate n
| 182 32245 | 182! 325.67]
! 33548 | 3. 338.84!
Regular Weekly Rate- 4| 35970, |RegularWeeklyRate-, 4 363.30.
17.5 Hours Per Week | i 5! 382.88 17 5 Hours Per Week | 5 386.71§
6l 407300 | e 41137,
o . |
| i | |
Weekly Rate: | Weekly Rate |
| 1821 27638, | | 182 279.15,
Regular Weekly Rate-i 3 28756; “ ;Regular Weekly Rate % 3L 290'435
15 Hours Per Week | % 30831 115 Hours Per Week i 4. 311.40
i 51 328.18: { 5! 331.46;
o6l 349110 | | 6 352,60,
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SCHEDULE B Helper/Cashier 1 |

L | | L

REGULAR RATE ($)
Used for employees hired after start of schoogl year, paid for working|weeks only \‘ §
Effective School Year 22-23: 1.50% Salary Increase ‘ 3
f ; Associate's Degree| Bachelor's Degree! i
Helper/Cashier Step! Hourly Rate] Hourly Rate; Hourly Rate! i
1| 18.89 19.25/ 19.54]
2| 19.65! 20.01] 20.30] |
Regular Hourly Rate 3*1 21.07| 21.43! 21.721 ?
4 22.43 22.79 23.08 i
3 23.86 2427 24.51] |
! Associate's Degree% Bachelor's Degree‘ E
i Weelly Rate; Weekly Rate| Weelly Rate, g
| 1 661.11! 673.71] 683.86! é
Y 687.84. 700.44! 710.59! E
Regular Weekly Rate- 3| 737.49] 750.09 760.24;
35 Hours Per Week | 4| 785.01| 797.61! 807.76! E
| s 835.09. 847,69 857.84 |
. ! l f
2 | } Associate's DegreeE Bachelor's Degreef ;
| } Weekly Rate. Weekly Rate| Weekly Rate!
|l 566.67, 577.47, 58617, |
L2l 589.58, 600.38! 609.08| §
Regular Weekly Rate- 3! 632.13! 642.93 651.63!
30 Hours Per Week | 4] 672.87) 683.67, 692.37|
L5 715.79! 726.59! 735.29|
L | l |
3 } ‘ Associate’s Degree§ Bachelot's Degree"
| Weelly Rate | Weekly Rate! Weekly Rate,
1 330.55! 336.85! 341,93/
| 2 343.92! 350.22! 355.30!
Regular Weekly Rate-' 3| 368.74. 375.04] 380.12,
17.5 Hours Per Week | 4! 392,511 398.81| 403.88
5 417.54. 423.84] 42892
P | %
5 t  Associate's Degree| Bachelor's Degree!
| [ Weekly Rate' Weekly Rate| Weekly Rate!
Pl 283.33" 288.73! 293.08i |
Regular Weekly Rate-i 22 222(7); 2(2)(1)13, gg:gg'
15 Hours Per Week | ; et o D
L4l 336.43! 341.83! 346.18! ;
| 5] 357.89) 363.29 36764, |
! | i

| | 3: | ! |
Overtime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate. |
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|
|

!

Used for employees hired after start of school year, paid for working weeks only

Helper/Cashier

Regular Hourly Rate

Regular Weekly Rate-|

30 Hours Per Week ;

Regular Weekly Rate-;
17.5 Hours Per Week!

Regular Weekly Rate-
15 Hours Per Week !

§
i
H

SCHEDULE B-continued

|

Helper/Cashier
H

; 1

REGULAR RATE ($)

| |

Effective 1-1-23 1.00% Salary Increase
I

| gt !
| Associate's Degree

Step; Hourly Rate! Hourly Rate;
1l 19.08| 19,44
2| 19.85 20.21
3! 21.28! 21.65!
4l 22.65! 23.02)
5! 24.10! 24.46|

? f Associate's Degree{
| Weekly Ratej Weekly Rate!
1} 667.72, 680.45|
2| 694.72] 707.45|
3! 744.86, 757.59]
4l 792.86! 805.59;
5 843.44! 856.16!
| | ‘
‘ | Associate's Degree§
| Weekly Rate Weekly Rate|
1] 572,33§ 583.24]
2| 595.47, 606.38]
3 638.45 649.36|
4 679.60. 690.51]
5! 722.95| 733.85|
% | |
: : Associate's Degree|
% Weekly Rate| Weekly Rate!
1 333.86| 340.22|
2 34736 353.72)
3 372.43, 378.80;
4! 396.43 402.80
5 421.72! 428.08'
| | E
} ’ Associate's Degree§
! Weekly Rate | Weekly Rate |
1| 286.17! 291.62!
2| 297.74 303.19
3! 319.23! 324.68
4] 339.80/ 345.25,
5; 361.47! 366.93
| !

|
i
|

Bachelor's Degreeg
Hourly Rate |

19.73!

20.51]

21.94|

23.31

24.75!

i
1
1
|

Bachelor's Degree!
Weekly Rate;
690.70

717.70!

767.84!

815.84!

866.41]
s

Bachelor's Degreeé
Weekly Rate§
592.03!

61517,

658.15'

699.29!

742.64|

|
i

Bachelor's Degree}
Weekly Rate!
345.35,

358.85!

383.92,

407.92]

43321

Bachelor'sDegree
Weekly Rate!
296.01!

307.58:

329,07,

349,65

371.32

i
i

Overtime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate.
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|

SCHEDULE C Helper/Cashier

|
l

REGULAR RATE ($)
l Used for employees hired after start of schoc:l year, paid for working weeks only E
|

Effective School Year 23-24: 2.50% Salary Increase l
Associate's Degree| Bachelor's Degreeg
Helper/Cashier |Step Hourly Rate Hourly Rate Hourly Rate!
1| 19.55! 19.93! 20.23
| 2 20.35! 20.72) 21.02]
Regular Hourly Rate | 3| 21.81l 22.19] 22.49|
| 4l 23.22] 23.59| 23.89
s 24.70 25.07| 25.37|
i E i Associate's Degree‘ Bachelor's Degree
i I Weekly Rate! Weekly Rate; Weekly Rate
|1 684.41] 697.46 707.97,
I 2l 712.09] 725.13) 735.64
Regular Weekly Rate- 3| 763.49) 776.53| 787.04/
35Hours Per Week | 4] 812.69! 825.73! 836.24!
| sl 864.52| 877.57, 888.07|
. ‘_ |
‘ l ' Associate's DegreeiI Bachelor's Degreej@
| Weekly Rate Weekly Rate! Weekly Rate%
I 586.64! 597.82! 606.83:
| 2l 610.36! 62154/ 630.55'
Regular Weekly Rate- 3! 654.42! 665.60 674.60.
30 Hours Per Week | 4| 696.59! 707.77, 716.78!
| sl 741.02, 752.20; 761.21
i |
E I [ Associate's Degreeg Bachelor's Degreel
] i Weekly Rate; Weekly Rate| Weekly Ratel
Y 342,21} 348.73) 353,98
|2 356.04! 362.57: 367.82|
Regular Weekly Rate- 3] 381.74| 388.26 393.52|
17.5 Hours Per Week| 4] 40634 412.87, 418.12|
iP5 432.26! 438.78 444,04

b |
§ : Associate's Degree! Bachelor's Degree
% Weekly Ratei Weekly Rateg Weekly Rate,
Lol 293.32] 298.91] 303.41
5 ! { !
Regular Weekly Rate. 2; 305.18; 31077, 315.27:
15 Hours Per Week ‘ 3| 32721? 332'80; 337'30§
| al 348.29 353.88| 358.39
| sl 370,51 376.10 380.60,

| |

’Overtime to be paid on hourly regularrate at regular time, time and one hallf, or double time, as appropriate.

i
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Step!
182|

3!
Stretch Hourly Rate 4|
5!

Helper/Cashier

Stretch Weekly Rate- 4
35 Hours Per Week | 5!

Effective School Year 21-22: 1.00% Salary Increase |

Effective 1-1-22;: 1.00% Salary Increase

SCHEDULE A-1 HTIper/Cashier l ;
| .
STRETCH RATE(S)
Employess paid year round: Regular Rate X 40/52 = Stretch Rate
L |
} |
t
Hourly RateE Helper/Cashier ‘ Step!
1417, | | 182
14.75) 3l
15.81] Stretch Hourly Rate E 4|
16.83! -
17.90! | sl
|
Weekly Rate% l
496.07, | | 182]
516.13! L3
553.381 Stretch Weekly Rate- ? 4!
589.04} 35 Hours Per Week 5 5i
6! 626.61! L 6l
] ]
| -
i .
! Weekly Rate! f |
| 182 425.20! | 182,
3] 44240 | |3
Stretch Weekly Rate- 4 474.33! Stretch Weekly Rate-! 4!
30 Hours Per Week 5! 504.89" 30Hours Per Week | 5|
6! 53710, | {6
[ P P
| | -
1 Weekly Rate’ 1 'I
: 182| 248.03) : 1&2§
Stretch Weekly Rate-% i‘ ;3222 Stretch Weekly Rate- l 2,
17.5 Hours Per Week | o 17.5 Hours Per Week |
L5 294.52: -
i 6 31331 | G
|
J | Weekly Rate: | [ |
}{ 182] 212600 | 1&21}
Stretch Weekly Rate- E Zi ;?}ig' g Stretch Weekly Rate- ; ii
15 Hours Per Week "> | 15Hours Per Week | ;
I 5 25245 | T
| L6 268.55 } | 6|'
P | |

Hourly Rate
14.32}
14.89
15.97,
17.00
18.08,

Weekly Rate
501.03;
521.29
558.92
594.93
632.88:

|

|
|

|

Weekly Ratei
429.45
446.82.
479.07;
509.94:
54247,

i
|
Weekly Ratei
250.52
260.65'
279.46
297.47;
316.44?

Weekly Rate%
214.73
223.41i
239.54
254.97,
271.23

|Ove1time to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate,

30




|

t
I
H
!
;
;
{

;
{
t
i

!
!
|

i
i

L
|

Employess paid yearround: RegularRate X 40/52 = Stretch Rate

l

SCHEDULEB-1 Helper/Cashier

STRETCH RATE ($)

Effective School Year 22-23: 1.50% Salary Increase

Helper/Cashier

Stretch Hourly Rate

iStretch Weekly Rate-

35 Hours Per Week

Stretch Weekly Rate-
30 Hours Per Week

Stretch Weekly Rate- |
: 172.5 Hours Per Week

Stretch Weekly Rate-
15 Hours Per Week

H
i

i
i

|
1

|

Step;

1|
2|
3]
4/
5!

Hourly Ratel
14.53!

15.12]

16.21

17.25!

18.35%;

|

Weekly Ratei
508.55!
529.11!
567.30!
603.86|
642.37]

Weekly Rate
435.90!
45352
486.26!
517.59,
550.61/

Weekly Rate
254.27,
264.55;
283.65:
301.93
321.19,

|
|
1
|

Associate's Degreei
Hourly Rate|

14.81|

15.39|

16.49|

17.53!

18.63!

Associate's Degree
Weekly Rate
51824

538.80]

576.99!

613.55|

652.07,
i

H
i

Associate's Degree§
Weekly Ratei
444.20°

461.83]

49456

525.90!

558.91!

!

Associate's Degreei
Weekly Rate!
259.12|

269.40!

288.50.

306.77,

326.03]!

| Assoclate's Degree |

Weekly Ratei
217.95!
226.76'
243.13!
258.80'
27530!

Weekly Rate!
222.10
230.92!
24728
262.95;
279.46!

!
i
i

Bachelor's Degree
Hourly Rate

15.03

15.62

16.71

17.75

18.85

Bachelor's Degree
Weekly Rate
526.05

546.61

584.80

621.36

659.87

Bachelor's Degree,
Weekly Rate‘[
45090,

468.52|

501.26|

532,59

565.61/

|

Bachelor's Degree[‘

Weekly Rate,
263.02,
273.30,
292.40,
310.68
329.94!

Bachelor's Degree}

Weekly Ratel
225.45!
234.26|
250.63!
266.30!
282.80:

|

Overtime to be paid on hourly regular rate at regular time, time and one halyf, ordouble time, as appropriate. |
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Helper/Cashier

Stretch Hourly Rate

Stretch Weekly Rate-
35 Hours Per Week

{
|
i

Stretch Weekly Rate-
I : 17.5 Hotirs Per Week

iStretch Weekly Rate-
15 Hours Per Week

10vertime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate.

iStretch Weekly Rate- |

30 Hours Per Week |

|
|

I

SCHEDULE B-1-continued

I

Effective 1-1-23 1.00%
|

Stepg
1]
2|
3|
4]
gl

I CL I R -

Helper/Cashier
§

STRETCH RATE ($)

l

!

E

Hourly Rate;
14.68
15.27)
16.37i
17.43,
1854

Weekly Ratei
513,63
534.40!
572,97,
609.90'
648.80.

i
]
i
J
|
|

Weekly Rate:
440.26:
45806
49112
522,77,
556.11;

i
'

i

Weekly Ratef
256.82!
267.20°
286.49.
304.95'

324.40'
|

Weekly Ratel‘;
22013
22903
24556
261.38.
278.06%

Employess paid year round: RegularRateX 40/52 = Stretch

l

Salary Increase

Associate's Degree

Hourly Rate
14.95
15.55/
16.65!
17.711
18.82]

|
Associate's Degree |

Associate's Degreei

32

Weekly Rate%
523.42
544.19]
582.76
619.68]
658.59

i
i
i
i

i
Weekly Rate |

448.65;
466.45'
499.51;
531.16!

564.50;
:

1
i . ;
i Associate's Degree

Weekly Rate§
261.71!
272.09!
291.38!
309.84
329.29@

| Associate's Degree !

Weekly Rate?
224.32,
23322,
24975
265.58'
282.25!

{

Rate
f

Bachelor's Degreei

Hourly Rate'
15.18,
15.77;
16.88'
17.93.
19.04.

Bachelor's Degree%
Weekly Rate;
531.31]

552.08:

590.65!

627.57.

666.47.

Bachelor's Degreef
Weekly Ratei
455.41;

47321

506.27;

537.92

57126

Bachelor's Degree!
Weekly Rateij
265.65'

276.04.

295.32

313.79.

33324

Bachelor's Degreef
Weekly Ratei
227.70.

236.60,

253.13

268.96

285.63%




| Stretch Hourly Rate

|

Stretch Weekly Rate-
| 35 Hours Per Week

Stretch Weekly Rate-|
30 Hours Per Week §
i

i
]
|

|
i
i

i
IStretch Weekly Rate-

17.5 Hours Per Week :

Stretch Weekly Rate-;
;15 Hours Per Week

j
i
i
|
]
i
;
|
j
!
<
i
|

H
}

Lo |

Helper/Cashier {Step

|

1]
2l
3|
4/
5!

H W N

(O

b o

S

WY

B owon

Lrual NN S N

SCHEDULE C-1 Helper/Cashier

STRETCH RATE (S)
‘ Employess paid year round: Regular Rate X 40/52 = Stretch Rate

|

Hourly Rate
15.04|
15.65|
16.78|
17.86
19.00|

Weekly Rate
526.47
547.76)
587.30.
625.14]
665.02|

Weekly Rate
451.26
469.51|
503.40,
535.84]
570.01]

Weekly Rate
263.24!
273.88|
293.65!
312.57}
332.51|

Effective School Year 23-24;2.50% Salary Increase

Associate's Degree}

Hourly Rate|
15.33!
15.94/
17.07,
18.15|
19.29!

Assoclate's Degree‘

Weekly Rate
536.51]
557.79!
597.33)
635.18!
675.05]

|

Associate's Degree

Weekly Rate
459.86
478.11]
512.00;
544.44]
578.62§:

H
H

i
Associate's Degree!

Weekly Ratef
268.25!
278.90!
298,67,
317.59'
337.53!

f i
Associate's Degree,

Weekly Rate;
225,631
234.75|
251,70\
267.92|
285.01|

Weekly Rate
229.93!
239.05|
256.00!
27222,
289311

t

|
|
|

Bachelor's Degree|
Hourly Ratei

15.56!

16.17]

17.30.

18.38!

19.52|

Bachelor's Degree |
Weekly Rate§
544.59

565.88!

605.41}

643.26!

683.13]

|

|

Bachelor's Degree]
Weekly Rate
466.79|

485,04/

518.93|

551.37,

585.54.

|

Bachelor's Degree |

Weekly Rate |

27229
282.94'
30271
321.63

341.57,

Bachelor's Degree}
Weekly Rate
233.40

24252

259.46

27568’

292.77,

%Ove/time to be paid on hourly regular rate at regular time, time and one half, ordouble time, as appropriate.
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SCHEDULE D Head of Kitchen/CRLS Lead Cook
Lo P .
Effective School Year I21-22: 1.00% Salary Increasel } Effective 1-1-22:I 1.00% Salary Increase
| L |
REGULARRATE ($) REGULAR RATE ($)
Used for employees hired after start of school year, paid for working weeks only
Head of Kitchen- i E Head of Kitchen- g
Cook & CRLS Station § Cook & CRLS Station ‘
Lead-Cook Step| Hourly Ratei Lead-Cook Step: Hourly Rate
1182 24.61| | 182! 24.86!
3] 25.36 3 25.62,
Regular Hourly Rate 4\ 26.75! Regular Hourly Rate E 4 27.01‘
5 28.07) |5 28.35|
6 29.46! | 6 29.76!
| L | |
| |
i E Weekly Rate!E f Weekly Rate
. |
- |
Regular Weekly Rate-E 1&23 861'48; Regular Weekly Rate-, 18{2; 870'10i
35 Hours Per Week | 3| 887'751 35 Hours Per Week 3; 896'63}
L4l 936.10, 4! 945.46.
| s 982.54| | s 992.37,
6 1031.27, | L6 104158,
N L N |
STRETCHRATE (S) STRETCH RATE ($)
i Employess paid year round: Regular Rate X 40/.52 = Stretch Rate
Head of Iitchen- | | | |Head of Kitchen- i
Cook & CRLS Station | | | {Cook & CRLS Station ‘g
Lead-Cook {Step? Hourly Rate! Lead-Cook Step’ Hourly Ratei
L 182! 1893} | 182, 19.12
3 19,51 |3 19.71)
Stretch Hourly Rate | 4! 2057 Stretch Hourly Rate | 4’ 20.78.
- 2159, L5 21.81
6 2267, | i 6 2289,
| L
Weekly Ratel w‘ } Weekly Rate
Stretch Weekly Rate 1&25_ 662.68' l Stretch Weekly Rate } 182 669.31;
35Hours PerWeek : 3/ 68288 | 35Hours Per Week | 3’ 689.71!
L4 72007 | ' L4 727.28
L5 75580 | . 763.36;
L6 79328 | | 6 80122
b ] o
Overtime to be paid on hourly regular rate at regular time, time and one half, ordouble time, as appropriate.
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SCHEDULEE Head of Kitchen/CRLS Lead Cook
i | | |

i I

Effective School Year 22-23: 1.50% Salary Increase
H § | 1
{ ‘ !

? i

REGULARRATE ($)
Used for employees hired afterstart of school year, paid for working weeks only

! ]
Head of Kitchen-Cook & § ]1 Associate's Degree] Bachelor's Degree
CRLS Station Lead-Cook ;Step; Hourly Ratei Hourly Rate Hourly Rate
bl 25.23| 25.66/ 25.95|
L2 26.00! 26.43] 26.72
Regular Hourly Rate ‘ 3‘ 27.42| 27.85/ 28.14
4 2878 29.21 29.50!
5! 30.21 30.64 30.93

I | !

| Associate's Degreei Bachelor's Degree}

£
b
E
E Weekly Rate ; Weekly Rate Weekly Rate]
? i |
|
; i :
ety
35 Hours Per Week i ’ ; T o
: 3i 959.64! 974.69; 984.84;
L4 1007.25' 1022.30] 1032.45|
_ s 1057.20! 1072.25| 1082.40
| . | if
STRETCH RATE (3)
i Employess paidyearround: Regular R?te X 40/:52 = Stretch Ralte \
I ]
Head of Kitchen-Cook & ‘ | Associate's Degree | Bachelor's Degree
CRLS Station Lead-Cook |Step! Hourly Ratei; Hourly Rate! Hourly Rate'
Lol 19.41! 19.74/ 19.96
) 20.00! 20.33) 20.56'
Stretch Hourly Rate | 3! 21.09] 21.42! 21.64,
4l 22.14] 22.47) 22.69
Y 23.24/ 23.57] 23.79
|

s | |
| | i

i
|

Associate's Degree | Bachelor's Degree

: Weekly Rate Weekly Rateg Weekly Rate

Stretch WeeklyRate - | 1 679.35! 690.92] 698.73|
35Hours PerWeek | 2 700.06! 711.64: 719.44,
3] 738.18' 74976/ 757.57

4] 774.81! 786.39, 794.19!

i ! |
; ! | !

- 813.23! 824,81, 832,62,

Overtime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate.
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SCHEDULE E- continued Head of Kltchen/CRLS Lead Cook §
| | | ?
Effective 1-1-23 1.00% Salary Increase E
. | | E
REGULAR RATE ($)
Used for employees hired after start of school year, paid for working Ml/eeks only E
i
Head of Kitchen-Cook & Associate's Degree! Bachelor's Degreeg
CRLS Station Lead-Cook | Step Hourly Rate Hourly Rate Hourly Rate |
| 25.49) 25.92| 26.21
| a2 26.26] 26.70 26.99)
Regular HourlyRate | 3] 27.69, 28.13] 28.42}
|4 29.07] 29.50, 29.79)
5 30.51! 30.94] 31.24
L 5 | !
E i E Associate's Degreeé Bachelor's Degreei
! ! Weekly Rate ! Weekly Rate} Weelly Rate
o | |
. | |
Regular Weelly Rate- | L 891.983 907.18§ 917.43§
35 Hours Per Week | 2% 919.182 934.38; 944.63%‘P
|3 969.24, 984.44, 994.69;
| 4 1017.32] 103252, 104278
i 5! 1067.78| 1082.98 1093.23}
s | P
STRETCH RATE ($)
Employess paid year round: Regular Rate X 40/52 = Stretch Rate '
5 !
Head of Kitchen-Cook & § § Associate’s Degree§ Bachelor's Degree%
CRLS Station Lead-Cook Step% Hourly Rate | Hourly Ratef Hourly Rates%
1! 19.60! 19.94] 20.16!
2| 20.20! 20.54' 20.76
Stretch Hourly Rate 3! 21.30! 21.64, 21.86!
4| 22,36/ 22.69; 22.92)
5] 23.47| 23.80 24,03
L
i i ; i
i |
% ﬁ Associate's Degreeg Bachelor's Degreei*
i Weekly Rate | Weekly Rate! Weekly Rate!
Stretch Weekly Rate- | 1! 686.14] 697.83 705.72"
35Hours Per Week | 2| 707.06] 718.75' 726.64,
3| 74557, 757.26: 765.14!
4! 782.56| 794.25! 802.13!
| sl 821.37| 833.06 840.94;
j = ! ;
;

H
H

Overtime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate. f
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SCHEDULE F Head of Kitchen/CRLS Lead Cook
l ]

b f

Effective School Year 23-24: 2.50% Salary Increase

Lo E

E

REGULAR RATE ($)
Used for employlees hired after start of school year, paid for working weeks only
|
Head of Kltchen-Cook & ! ! Associate's Degree Bachelor's Degree
CRLS Station Lead-Cook iStep Hourly Rate] Hourly Rate Hourly Rate
bl 26.12| 26,57} 26,87, |
Y 26,92, 27.36] 27.66!
Regular HourlyRate | 3! 28.38! 28.83| 29.13|
Y 29,79 30.24| 30.54!
L s 31.27] 31.72] 32.02|
. | 2 |
; § Associate's Degreei Bachelor's Degree‘{
| ; Weelly Rate: Weelly Rate| Weekly Rate
i H i
L ‘ é
. | |
Regular Weekly Rate- 3 1} 914.28; 929.86|; 940.37‘
s PrWask | o 00508 10195€
i i G/ o D0,
L4l 1042.76! 105834 106884,
| s 1094.47; 1110.05\I 1120.5(5;
| |
STRETCH RATE ($)

L
Head of Kitchen-Cook & ! : '

CRLS Station Lead-Cook i{Step Hourly Rate

1 2009,
Y 20711
Stretch Hourly Rate 3| 21.83?
4 22.92|
s 24,05/
| |
|
' Weekly Rate !
Stretch Weekly Rate - 1 703.29'
35Hours Per Week | 2| 724.74
3 764.21|
(Y 802.12!

! 5i

841.90!

' i

Employess paid yearround:RegularRate X 40/52 = Stretch Rate l
3 : i |

Associate's Degree| Bachelor's Degree

Hourly Rate% Hourly Rate
20.44! 20.67|
21.05! 21.28]
22.18| 22.41]
23.26! 23.49)
24.40 24.63)

|

i
H
i
i

Associate's Degree; Bachelor's Degree

Weekly Rate! Weekly Rate;
715.28! 723.36!
736.72| 744.80!
776.19! 784,27,
814.11] 822.19]
853.88 861.97,

| |
i t

! ; :
|Overtime to be paid on hourly regular rate at regular time, time and one half, or double time, as appropriate.
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This Agreement entered intothisg [ ___dayof _J U NE 2002

FOR THE CAMBRIDE SCHOOL COMMITTEE FOR THE CAMBRIDGE FOOD

SERVICE ASSOCIATION
il M/W()/ﬂw/u a@%////zfmu,—

Ariel Kenneblew Sally J ohnso

Executive Secretary to School Committee President

Vi) dope, 0 \)

Victoria L. Greer, PhD Paul Oberhauser,
Superintendent Vice President, CSFSEA

QZWW

Claire Spinner
C_Ihlcf Financial Ofﬁcer

Director Food Scrvxces

Voted by the School Committee:

(0/2,/22 QZZ”‘8?

Date Order Number
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