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AGREEMENT BETWEEN THE 

CAMBRIDGE SCHOOL COMMITTEE 

AND 

THE CAMBRIDGE SCHOOL FOOD SERVICE EMPLOYEE ASSOCIATION 

JULY I, 2018 THROUGH JUNE 30, 2021 

ARTICLE I 
PREAMBLE 

This Agreement entered into by the Cambridge School Committee hereinafter refe1Ted to as the Employer and the 
Cambridge School Food Service Employees Association, hereinafter refe1Ted to as the Association has as its pmpose 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 establislnnent of rates of pay, hours of work and standards of productivity 
and other conditions of pmployment. 

ARTICLE2 
RECOGNITION CLAUSE 

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

"By vi1tue of and pursuant to the power vested in the Labor Relations Commission by Sec. 178H of Chapter 149 it is 
hereby ce1tified 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 l 78H(3) of the law, the Cambridge School Food Se1vice 
Employees Association is the exclusive representative of such Employees of the City of Cambridge School Committee for 
the pmpose of collective bargaining in respect to rates of pay, wages, hours of employment and other conditions of 
employment. 11 

The School Committee recognizes the Cambridge School Food Service Employees Association, hereinafter refe1Ted 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 
Committee, excluding substitutes and other temporary employees, and excluding all other employees. 

ARTICLE3 
DESCRIPTION OF BARGAINING UNIT 

I. 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. 
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ARTICLE4. 
ASSOCIATION DUES AND AGENCY FEE 

I. 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. 

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

3. Agency Service Fee: Pmsuant to General Laws Chapter 180, Section I 7G, 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 after 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 futther 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. 

ARTICLES 
GRIEVANCE PROCEDURE 

I. The purpose of the procedure set fmth 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 tetms 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. 

2. 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. 

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

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

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

SECTION 1. GENERAL PROCEDURES 

(a) INFORMAL PROCEDURE 

The aggrieved member may discuss the matter with his/her appropriate immediate supervisor or in the 
cases where the grievance relates to that superior, then with the superior's immediate superior. 
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(b) FORMAL PROCEDURE 

I. Level One. The Association's President or designee with written authorization with the aggrieved 
Employee shall take up the grievance or dispute in writing or via email with the immediate supe1ior within 
ten (10) business days of the date of the grievance or his/her knowledge of its occmrnnce. The immediate 
superior 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 superior. If there is no response within 
this period, said grievance shall be deemed to be denied. 

2. 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 superior's response is due. 
The Superintendent or his 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. 

3. 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 fifteen (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 GRJEV ANCES 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: (l) a concise statement of facts constituting the 
grievance; (2) a date upon which the act or omission giving rise to the grievance occun-ed, 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 oppmtunity for all persons who are involved to attend and there will be no loss of salaiy for 
working time spent by employees who participate in conferences in the event they are held during work 
hams. 

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

Records. While both paiiies 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 paiiicipation. 
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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 (I 5) 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 Committee's failure to respond. 

(b) 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 

I. Any grievant may be represented at all stages of the grievance procedure by a person of his/her own 
choosing, except that he/she 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. Fmms for filing grievances, se1ving notices, taking appeals, making repmts and recommendations, and 
other necessa,y documents, will be jointly prepared by the Superintendent and the Association and given 
appropriate distribution so as to facilitate operation of the grievance procedure. 

5. Notwithstanding anything to the contrruy, no dispute or controversy shall be subject forru·bitration 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 a1Tive at his 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. 

ARTICLE6 
STRIKES 

1. The term 11strike" 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 prut of any employee. 

2. The Association agrees that they shall not authorize, condone or aid a strike during the term of this Agreement. 
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3. It is understood and agreed that in the event of any sh·ike on the part of any employee or employees during the term 
of this Agreement, the Association shall, upon the occunence 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 Conunittee. 

ARTICLE? 
VACANCIES, TRANSFERS AND SENIORITY, LAYOFFS 

A. DEFINITIONS: 

B. 

C. 

1. Pe1manent 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, injmy, or other authorized leave of 
absence of the permanent employee normally occupying that position, or a new temporaty 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 reassigurnent is defined as a tempora1y 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 alsd 
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 transfened to another permanent 
vacancy through the posting process. 

FILLING A PERMANENT VACANCY: 

Whenever the employer declares a permanent vacancy exists which it dete1mines 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 sununer vacation period. Individuals desiring to transfer to such position shall submit their 
h·ansfer requests to the Manager of Food Services by the closing date of the notice. 

The Manager of Food Services shall select the individual to be tr·ansferred, 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 pe1manent vacancy shall not be filled by a substitute for more than 60 working days. 
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FILLING A TEMPORARY VACANCY: 

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

I. Temporaiy Vacancy of less than three months: the Manager of Food Services may fill the temporaiy 
vacancy by seeking volunteers from within the pe1manent members of the Bargaining Unit, or assignment 
of a provisional employee or substitute. 

2. Temporary Vacancy of three months up to one year: the Manager of Food Services shall request volunteers 
from within the permanent members of the Bai·gaining Unit and shall select from such volunteers. If there 
are no volunteers, the Manager 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: 

1. 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 Manager of Food 
Services. Ifno vacancy exists, the layoff provisions of this Article shall apply. 

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

3. The Manager of Food Se1vices 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 Manager of 
Food Se1vices 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 Manager of Food Services that are 
not arbitrary, irrational, unreasonable, in bad faith, irrelevant to the sound operation of the Cambridge 
School system, not for disciplinary reasons. 

4. Involuntaiy 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 temporaiy absence if a substitute is available. 

G. The Manager of Food Se1vices 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 ofK.itchen- Cooks and CRLS Station Leads-Cooks. 

I. 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. 
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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 delive1y of the food services to the existing employees of the Bargaining 
Unit. 

ARTICLES 
PROMOTIONS, RECLASSIFICATIONS 

A. INVOLUNTARY REDUCTION JN HOURS FROM FULL TIME TO PART TJME: 

B. 

I. 

I. The individual shall be entitled to indefinite recall. 

2. The individual shall be given preference for a vacant full-time or part-time position. 

PROMOTIONS AND RECLASSIFICATIONS: 

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

ARTICLE9 
HOURS OF WORK 

Full-Time Personnel: The normal work day shall consist of seven (7) hours work with one fifteen minute break for 
all employees. Stmting time should be no earlier than 6:00 a.m., ending no later than 3:30 p.m. Stmting and ending 
times will be at the discretion and the approval of the Manager 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 assigrnnent 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: Part-time 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: 

1. 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 satisfactmy plan cannot be worked out at the 
school, the Manager 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 Manager of Food Se1vices weekly. 
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ARTICLE 10 
OVERTIME AND SPECIAL FUNCTION 

I. Ove1time shall be paid at the rate of I l /2 times the high rate of pay for work in excess of seven (7) hours in one day 
and 3 5 hours in one week. 

2. 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 she/he is Se1veSafe ce1tified. 

3. 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. 

4. 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, hun-icanes, etc., and it is necessaiy to call in an emergency basis, members of the 
Association shall be given compensat01y 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 rep01t 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. 

ARTICLE 11 
HOLIDAYS 

I. Members shall not be required to work on any holiday except those which fall on a regular school day. These 
holidays shall include: 

New Year's Day 
Washington's Birthday 
Veterans' Day 
Memorial Day 
Patriots' Day 

Christmas Day 
Day after Thanksgiving 
Columbus Day 
Thanksgiving Day 
Martin Luther King Day 

Good Friday shall be a paid holiday under the terms of this Agreement whenever the schools in the system are not in 
session that day. 

2. 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 his regular rate of pay will be paid for all hours 
worked over seven (7) hours. 

ARTICLE 12 
WORK YEAR AND VACATIONS 

I. The work year shall be one hundred eighty-tluee (183) days for all part-time and full-time employees, including 
Heads of Kitchen-Cooks, CRLS Station Leads-Cooks and Cooks, 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 (I) day after the close of 
school. 

2. Employees under this Agreement shall be on vacation at the same time and for the same number of days as the 
students emailed in various schools except as noted above on work year. Furtl1er, 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 I, 1988) will be grandfathered with respect to their present vacation days. Effective July I, 1988 
all part-time new hires shall receive a prorated number of vacation days as noted below. 

For less than one (I) year 

For one(!) year service but 
Jess than three (3) years 
service 

For three (3) years service but 
less than ten (I 0) years 
service 

For ten (I 0) years service but 
less than fifteen (I 5) years 
service 

For fifteen (15) years service 
but Jess than twenty-five (25) 
years service 

For twenty-five (25) years 
service 

VACATION 

Full-Time Employees & 
Part-Time Employees 
(Unit Members before 

June 30, 1988) 

I day vacation for each 
month worked (for a 

maximum of ten (I 0) days) 

10 days 

14 days 

19 days 

24 days 

28 days 

Part-Time Employees 
(Unit Members between July 

I, 1988 and June 30, 2004) 

.8 of a day for each month 
worked (for a maximum of 

eight (8) days) 

8 days 

11 days 

15 days 

19 days 

23 days 

Part-Time Employees 
(Unit Members on or after 

July I, 2004) 

.4 of a day for each month 
worked (for a maximum 

of four (4) days) 

4days 

5.5 days 

7.5 days 

9.5 days 

11.5 days 

Vacation pay will be paid beginning in July of each year in one lump-sum based on prior year service. 

1. 

2. 

ARTICLE 13 
LEAVES OF ABSENCE 

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

SICK LEA VE: 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) consecutiye 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 
1 - 50 

-51-99 
100+ 

AMOUNT/DAY 
$30.00 
$40.00 
$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 I, 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 one-time transfer of sick leave buyback monies at the time of 
retirement to a 403B plan to reduce tax liability in accordance with IRS regulations. 

3. 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 his/her sick leave, 
then he/she 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. 

4. 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-in-law, 
or for any otl1er 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. 

5. WRY 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 3 7 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 tl1e 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. 

6. LEA VE OF ABSENCE: 

I. 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 recove1y from such illness not to exceed 
two (2) years. 
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3. 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 tl1e Superintendent or designee. 

4. 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 his or 
her rights 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"). 

ARTICLE 14 
SICK LEA VE BANK 

I. 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. 

I. On July 1st 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 I 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 funded 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 contiibutions 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. 

2. There shall be a Sick Leave Bank Committee which will be composed of: 

I. Three members of the Bargaining Unit. 

2. Two members appointed from central administi·ation of the School Department one of which will be the 
Superintendent of Schools or his designee. 

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

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

2. 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. 

3. 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 his representative. 

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

5. The following is the number of deductible days required per years of se1vice. 

YEARS 

I 
2 

DEDUCTIBLE 

10 days 
9 days 

13 

YEARS 

7 
8 

DEDUCTIBLE 

4 days 
3 days 



3 
4 
5 
6 

8 days 
7 days 
6 days 
5 days 

9 
10 
11 or more 

2 days 
1 day 
0 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. 

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

I. Previous abuse of personal sick leave. 
2. Insufficient medical evidence of need. 
3. Disability does not warrant absences from employment. 
4. The balance of days in the bank. 
5. Previous use of Sick Leave Bank (applicable only when applicant shows repeated use of 

Sick Leave Bank). 

7. 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. 

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

9. 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: 

a. Seriousness of illness. 
b. Seniority. 
c. Past use of Sick Leave Bank. 
d. Financial circumstances of the individual. 

10. Decisions of the Sick Leave Bank Committee are final provided all of the above provisions are 
met. 

ARTICLE 15 
UNIFORMS 

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

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

ARTICLE 16 
HEALTH AND WELFARE 

I. 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. 

14 



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 patties' settlement, is held invalid 
by a t.tibllilal 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 salruy on July 1, 2012, a bonus of 
$200.00 (two hundred dollru·s) on July I, 2013, and $200.00 (two hundred dollars) being added to the base 
salary on January 1, 2014. 

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 tribllilal 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 salaty on July I, 2012 set forth in Article 20, Section 2(a) for fiscal 
year 2013, a bonus of $200.00 (two hundred dollars) on July I, 2013, and an additional $200.00 (two 
hllildred dollars) increase to the base salaty on January l, 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. 

b. Indemnity Medical Insurance Offetings: 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 payment shall 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 email in the City plan outside of open emollment periods with no 
waiting petiods or preexisting condition limitations. Employees can elect coverage at open emollment without 
limitation as to other coverage. Starting July I, 2017, eligible employees who decline City heaHh 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 tl1e 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 conttibutions 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 trnstees of the existing dental pl811 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 t.rnstees of said plfill 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 811d the employee. 
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6. Should any member of the Association be absent from work as a result of a personal injury sustained by her/him, 
which injury arises in the course of her/his employment and is compensable under Massachusetts General Laws, 
Chapter 152, Section I 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, she/he shall follow the procedure for repmting 
an injury and applying for Workers' Compensation in accordance with the requirements of the City of C,µnbridge 
Office of the City Solicitor. 

ARTICLE 17 
SCHOOL COMMITTEE RIGHTS 

Nothing in tlris Agreement shall be deemed to derogate from or impair any power, right or duty heretofore possessed by 
the School Committee 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 AND EDUCATIONAL IMPROVEMENT 

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 his designee. 

In addition to the regular work year and.work day, each member of the Bargaining Unit shall be required to attend up to 
fifteen (I 5) 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 after the end of the regular work day, for which they 
shall be compensated at their appropriate rate of pay. 

EVALUATION: Each member shall be evaluated yearly. The written evaluation shall be reviewed by the person 
evaluated and he/she shall sign the document indicating only that he/she has seen the document. The employee may add such 
documentation as he/she feels is appropriate, including objections to all or any part of the evaluation. Evaluation will be 
conducted by the Manager of Food Services or designee and/or the principal/head of upper school with input from the Head 
of K.itchen-Cook/CRLS Station Lead and/or the evaluation will be conducted by the Head of K.itchen-Cook/CRLS Station 
Lead regarding assigned staff who are members of the unit. In addition to armual evaluation of each member of the unit 
pursuant to this paragraph, the Manager 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 connnittee, consisting of no more than tln·ee (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. 
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ARTICLE 19 
LONGEVITY 

A. 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: 

1 to 3 years 
3 to 5 years 
5 to 10 years 
10 to 15 years 
15 to 20 years 
20 to 25 years 
25 years or more 

$ 250 
$ 350 
$ 450 
$ 600 
$ 700 
$ 900 
$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. 

B. 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. 

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

D. Part-time employees hired after January 17, 1984, shall not receive longevity. 

E. 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 Jnne 30, 
1991 shall not be eligible for longevity. 

1. TRANSPORTATION: 

ARTICLE20 
GENERAL PROVISIONS 

a. 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 
incmred by using the Massachusetts Bay Transportation Authority. Should the employee use his/her 
automobile, he/she shall be compensated at the rate of $0.15 per mile. Employee shall be paid from the 
time he/she arrives at the first school until the time he/she leaves from the second school. 

b. The school department shall reimburse an employee up to 65% of the cost of a T pass, up to a maximum of 
$60.00 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 offer their 
nonunion employees. While retaining the right to change the terms of the program at any time, the 
Employer/City of Cambridge c1mently provides the employees with free annual memberships to Hub 
Way/Blue Bikes. 

2. 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. 
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Effective Date Percentage 
July I, 2018 

July I, 2019 

July I, 2020 

Increase 
2.5% 

2.5% 

2.5% 

Attachment 
A 

B 

C 

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

Should, dming the life of this contract, any City or School unit reach voluntaiy 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. 

b. Head ofKitchen-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, inventoiy, supervising 
other helpers or cashiers and unit members that they work with, production ofrecords, completing required 
paperwork, employee evaluation of unit members that they work with, training of unit members and other 
assigned duties. In the short term absence of a Head of Kitchen-Cook/CRLS Station Lead-Cook [2 or fewer 
consecutive work days], the food service office will arrange for staff coverage. This may wairnnt extending the 
hours of one or more patt time staff member, or assigning a temporaty transfer to the affected school. The 
assignment will be offered first to a staff member with ServSafe cettification. No stipend will be issued under 
these circmnstances. In the long tetm absence of a Head of Kitchen-Cook/CRLS Station Lead-Cook [3 or more 
consecutive work days] a temporaty Head ofKitchen-Cook/CRLS Station Lead-Cook assignment will be issued 
to a single staff member. The assignment will go to the on-site staff member with SeivSafe certification. Should 
there be more than one staff member with ServSafe certification, the temporary Head ofKitchen-Cook/CRLS 
Station Lead-Cook designation will go to the staff member with greater seniority. Once the temporaiy 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 I, 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. 

An employee will be paid a daily stipend of $30 on the third day, and every day thereafter, that she/he fills in to 
perform the duties of an absent Head of Kitchen-Cook or CRLS Station Lead-Cook. 

c. 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. 

3. Full-time employees who are designated "Head of Kitchen-Cook/CRLS Station Lead-Cook" must hold a food 
protection manager ce1tification in accordance with the requirements of 105 C.M.R. 590.003(A)(2). Full-time 
employees who ai·e designated "Head of Kitchen-Cook/CRLS Station Lead-Cook" who fail to obtain a food 
protection manager ce1tification in accordance with the requirements of 105 C.M.R. 590.003(A)(2), or to obtain an 
exemption from the food protection manager certification 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 food protection 
manager certification 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 Atticle 7 of the 
collective bargaining agreement between the parties as then in effect shall apply. 

4. The School Committee and the Cainbridge Food Se1vice Employee Association agree to form a joint 
labor/management committee that will meet during the fall, winter and spring of each school year to discuss 
conce1ns and possible solutions related to staffing, assignment and coverage of food service at the scho?l facilities. 
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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 
depa1iment expense. 

5. FOOD SERVICES STIPEND: 

Employees shall receive the following "Food Seivices Stipends" during the time periods indicated: 

December 2015 
June 2016 
December 2016 
June 2017 
December 201 7 
June 2018 

20+ hour weekly schedule 
$633.50 
$633.50 
$646.17 
$646.17 
$662.33 
$662.33 

Less than 20 hour weekly schedule 
$551.95 
$551.95 
$562.99 
$562.99 
$577.07 
$577.07 

Unless negotiated otherwise, the semi-annual Food Services Stipends of $662.33 and $577.07, respectively, 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. 

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

ARTICLE21 
ATTENDANCE INCENTIVE 

The Attendance Incentive Plao shall consist of the following: 

I. 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 dming the school year. 

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

3. It is understood 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. 

19 



ARTICLE22 
DRUG AND ALCOHOL TESTING 

The following procedures shall govern the administration of the drng 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 from those facts. The credibility and reliability of information 
obtained shall be weighed in dete1mining the presence or absence of reasonable suspicion. 

The employee to be drng and/or alcohol tested will be notified of the test requirement just p1ior 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 officer 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 pait of the sample tests positive. 

If an employee refuses to submit to a drng 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 mug and/or alcohol screening result will be suspended under a just cause 
standard. An employee with two (2) positive confilmat01y mug and/or alcohol screening results witl1in 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 him/her collateral to the use of a controlled substance 
or the abuse of alcohol ( e.g., assault and batte1y), 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 disciplinaiy 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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EFFECTIVE DATE: 

ARTICLE23 
NEGOTIATIONS 

Upon signing by anthorized representatives of the Association and the Employer, this Agreement will become effective for 
three years for the period Jnly I, 2018 through June 30, 2021. 

CHANGES: 

Should either party to this Agreement wish to initiate collective bargaining discussion over changes they may wish to 
introduce into this Agreement, it is agreed that notice of the substance of the changes and the language with which such 
desired changes are to be expressed shall be mailed to the authorized patties signatory to the Agreement on or before sixty 
(60) days before the end of the term (the anniversary date as set forth in paragraph I) of this Agreement. And the other party 
will have a reasonable period of time in which to make proposals of their own. 

The parties receiving such notice of desired changes shall forthwith seek establishment of a meeting for purposes of 
discussion and runicable accommodation for the desired changes. Nothing in this Article shall preclude the Association or 
the School Committee from modifying any previous proposal during the course of negotiations. 

RENEWAL: 

Should neither party to this Agreement send a notice within sixty (60) days of the rumiversaty date as set forth in paragraph 
one, this Agreement shall be considered to have been automatically renewed for another calendar year. 

The Employer shall print a sufficient number of copies of the collective bargaining agreement to provide a copy to each 
employee (including new employees after sixty days of employment) and twenty copies to the Association. 
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SCHEDULE A 

I 
EFFECTIVE September 1, 2018 

This Salary schedule reflects an increase for al I employees of 2.5% over the former schedule. 

I I ' - I ' I ' 
- - I I - I 

HIGH RATE - used only for employees hired after the start of the school year, paid for working we 

Hourly Rotes 

Helper/Cashier 

Head of Kitchen-Cook/CRLS Station 

Lead-Cook 

Weekly Rates 

Helper/Cashier (35 hrs) 

Head of Kitchen-Cook/CRLS Station 

Lead-Cook (35 hrs) 

Helper/Cashier (30 hrs) 

Helper/Cashier (17.5 hrs) 

Helper/Cashier (15 hrs) 

I ! 1' , I - ! -
I I i 

I !step 1 [step 2 [step 3 istep 4 [step s lstep 6 

I i I i I i 
I 117.36 !17.36 lrn.01 119.37 !20.62 121.93 

I 21.90 121.90 :22.61 23.91 :25.16 126.48 

I I I 
I 

[607.74 
i 

I 1766.65 

i520.92 

1303.87 
' i260.46 
I 

i i 
! i 

!607.74 

1766.65 

is20.92 
I 
1303.87 
i 
1260.46 
I 

632.31 

i 
1791.40 

1541.98 

677.95 721.64 

836.96 880.73 

;581.10 _ 618.55 

[316.16 i338.98 360.82 

309.27 
I 

!270.99 290.55 

!767.67 

I 
[926.65 

1658.00 

[383.83 

329.00 

LOW RATE- employees paid 52 weeks per year (High Rate Hourly X 38.8/ 52 = Low Rate Hourly) 
i 

Hourly Rates 

Helper/Cashier 

Head of Kitchen-Cook/CRLS Station 

Lead-Cook 

Weekly Rates 

Helper/Cashier (35 hrs) 

1
1
· Head of Kitchen-Cook/CRLS Station 

,Lead-Cook (35 hrs) 

[Helper/Cashier (30 hrs) 

I Helper/Cashier (17.5 hrs) 

I Helper/Cashier (15 hrs) 

istep 1 !Step 2 
I 

l 12.96 i 12.96 

) 16.34 16.34 

\453.47 i453.47 

' i I 

572.04 1572.04 
I 

!388.69 !388.69 

!226.73 i226.73 

i 194. 34 I 194. 34 

i 

!step 3 
! 
' !13.48 

116.87 

•Step4 ;steps 

' 14.45 ; 15.38 

i 
,17.84 118.78 

' !Step 6 
j 

:16.37 

19.75 

471.80 ,sos.86 !s38.4S !s12.80 

I 
i 590.51 

1404.40 
I 1235.90 

I 202.20 

624.50 \657.16 1691.42 
' 433.59 1461.53 

252.93 \269.23 

,216.80 !230.77 
I 

!490.97 
' 1286.40 

1245.49 

! 

ks only 

Overtime to be paid on hourly high rate at straight-time, time and one-half, or double time, asap ropriate. 
I I I I I I 
I i I . , . 

Effective September 1, 1984, Cashiers will be on the same hourly rate as Cafeteria Helpers. 
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EFFECTIVE September 1. 2019 

SCHEDULE B 
I 
: I 

I 
This Salary schedule reflects $.SO/hour increase for Heads of Kitch'en-Cooks/CRLS Station Leads-Cooks. and I 
a~ incre~se for all e~ployees of 2.5% ~ve~-the f~;mer sch~d~le. I -I --I I ------I 

- I _i -- \ i i I i I I 

i _HIGH RATE-used only for employees hired after the start of the school year, paid for working weeks only .. . . . , " , , I '! . [ , . j , .. j , 1· ' ! .. . I ' · 

' ! : I I : I 

Hourly Rates 

J !Step 1 istep 2 ;step 3 !step 4 !step 5 !Step 6 I I I ' I l I i . --- I 
Helper/C~shier I 117.80 [17.80 118.52 !19.85 !21.13 /22.48 
Head of Kitchen-Cook/CRLS Station I I - I -- -- I - - ! i 
Lead-Cook !23.57 i23.57 124.31 !_25.67 '26.97 !28.34 

I ! ' I 
Weekly Fl_ates 

Helper/Cashier (35 hrs) 

Head of Kitchen-Cook/CRLS Station 
Lead-Cook (35 hrs) 

Helper/Cashier (30 hrs)_ 

Helper/Cashi~r(l7.5 hrs) 

Helper/Cashier (15 hrs) 

I 
I 

I 
I 
I 
I 
I 

f 522.93 

I 
]824,83 
I 
\533.94 

1311.47 
\266.97 

I I 

1622.93 i648.12 !694.90 i739.68 

!824.83 
I - , -

!533,94 

i311.47 

!266.97 

18so.69 

!555.s3 
I ;324.06 

!277.77 

! 
\898.29 
I 
1595.63 
I :347.45 i"-... -
l297.81 

! 
!944.01 
[634.01 

!369.84 
I -- -. • 

1317.Ql 

! . 
!786.86 '! -.··•·----
1 
1991.99 

l614.4s 
[393'43 

i 
I 

I 
I 
I 
I 
I 
I 

LOW RATE-employees paid year round (High Rate Hourly X 38.8/ 53 = Low Rate Hourly) i i 
Note:FY2020willhave53payperiods ' 1 i - 1 

- - I 
I I i i 

I I !step 1 
I I 

!step 4 
I 

!step 6 /Step 2 iStep 3 !Step 5 

I I Hourly Rates i I 
I 

Helper/Cashier I I 113.03 113.03 
I 

!14.53 i16.46 !13.56 15.47 

Head of Kitchen-Cook/CRLS Station I I 
Lead-Cook I I 

I 

I 

!17.25 
I i !17.25 /17.79 18.79 19.75 120.75 

Weekly Rates 

1-lelper/Cashier (35 hrs) 

I I 
! I ' I !456.o3 i 4s6.o3 I l474.47 i508.72 

I 

!s76.04 i541.50 

Head of Kitchen-Cook/CRLS Station I i i I 
- 11603.84 

! i 
' 1622.77 1657.62 1691.09 l126.21 

I 

I 

I 
I 

I 

Lead~Cook (35 hrs) 1603,84 

l !~~~:~~ :~~~:~~ l~i~:~: !~:::~: :~~~:~: -!~:::~~ _ i I Helper/Cashier (30 hrs) 

Helper/Cashier (17.5 hrs) 

Helper/Cashier (15 hrs) I 1195.44 !:t95.44 1203.35 1218.02 1232.07 1246.88 II I 
I ' i I I 

Overtime to be paid on hourly highrateat straight-time, time and one-half, or double time, as appropriate. I - - - - --- - I i - -- ! I -- I - I l - - I ---- ----I 
Effective September 1, 1984, Cashiers will be on th~ same hourly rate as Cafeteria Helpers. I I 
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EFFECTIVE September 1, 2020 

SCHEDULE C 

I 
I 
I 

This Salary schedule reflects $.SO/hour increase for Heads of Kitchen-Cooks/CRLS Station Leads-Cooks, and 

an increase for all employees of 2.5% over the former schedule. I I 
I I I I I 

HIGH RATE - used only for employees hired after the start of the school year, paid for working weeks only 

I 
I I I I : I 
I [step 1 [step 2 [step 3 /Step 4 !step s lstep 6 

Hourly Rates 

Helper/Cashier 
I I ! I I 
I [18.24 /18.24 118.98 i20.3s 21.66 l23.04 

I 124.37 124.37 l2s.11 126.48 27.79 129.17 
Head of Kitchen-Cook/CRLS Station 

Lead-Cook 

I 
. - I ! I 

Weekly Rates I i i I 
Helper/Cashier{35hrs) [ [638.51 [638.51 [664.32 '712.27 

Head of Kitchen-Cook/CRLS Station 1

1
,, ! 

Lead~Cook {35 hrs) 852.95 1852.95 878.96 926.83 

Helper/Cashier{30hrs) l 547.29 [547.29 569.42 1610.52 

Helper/Cashier (17.5 hrs) [319.25 [319.25 332.16 :356.14 

[758.17 
I 

1972.81 

[649.86 

[379.09 

l8o6.53 

1021.06 

691.31 

\403.27 

Helper/Cashier {15 hrs) 1273.65 [273.65 284.71 :305.26 I 324.93 1345.66 

I I 
I ' I I I ' I 

[LOW RATE-employees paid 52 weeks per year {High Rate Hourly X 38.8/ 52 = Low Rate Hourly) 
I ! I i I 
I is{ep 1 !Step2 !step 3 !Step 4 !Step 5 istep 6 

[Hourly Rates 

I Helper/Cashier 

Head of Kitchen-Cook/CRLS Station 

Lead-Cook 

Weekly Rates 
I Helper/Cashier (35 hrs) I 

Head of l(itchen-Cook/CRLS Station 
I 

Lead-Cook {35 hrs) 

Helper/Cashier (30 hrs) 

[Helper/Cashier {17.5 hrs) 

Helper/Cashier (15 hrs) 

1 l ! [ I 
1 t l 
I ,13.61 13.61 ,14.16 115.18 I 16.16 117.19 

i 
!18.18 !18.18 18.74 

i 
• !476.42 

I 
1476.42 1495.69 

I I --
I 
I 

[655.84 1636.43 [636.43 

1408.36 J4o8.36 [424.88 

[238.21 [238.21 1247.84 

[204.18 [204.18 1212.44 

I i 

I 

119.76 

!531.47 

!691.56 
1455_54 

,265.73 

227.77 

' 
I 

i 
,20.74 

' 1565.71 
I 
I 

' I 
!725.87 
' 1484.90 
' 1282.86 

1242.45 

21.77 

!601.80 
I 

i 
1761.87 
I 

1515.83 

[300.90 

[257.91 

! 
Overtime to be paid on hourly high rate at straight-time, time and one-half, or double time, asap ropriate. --- -- --r 1 - - 1 -

1 
----- I ---- • 1 

Effective September 1, 1984, Cashiers will be on the same hourly rate as Cafeteria Helpers. 
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This Agreement entered into this 

,;)OIY 

;{ o K day of /vcn/,c.,_,i,.,_, ~- , 

FOR THE CAMBRJDE SCHOOL COMMITTEE FOR THE CAMBRJDGE FOOD SERVICE 
ASSOCIATION 

/J(Qk, C. ~ 
DoshaE. Beard ~ -,f' 
Executive Secretary to School Committee 

[)4u4;; ~ 
eent 

~,Rd.D auser, Vice President, CSFSEA 
Superintendent 

{JJMM,~ 
Claire Spinner 
Chief Financial Officer 

on 
Director Food Services 

Voted by the School Committee: 

C!~3'i'& 
Date Order Number 
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