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INTRODUCTION

This agreement is entered into by and between the Cranston Public Library Board of Trustees
(hereinafter referred to as "Employer") and the National Association of Government Employees, Local
RI-97 (hereinafter referred to as "Union") which has as its purpose the promotion of harmonious
relations and peaceful procedures for the resolution of differences and the establishment of rates of pay,
hours of work and other terms and conditions of employment.

ARTICLE 1
RECOGNITION

SECTION 1. SOLE AND EXCLUSIVE BARGAINING AGENT.

The Employer recognizes the Union as the sole and exclusive bargaining agent for the purpose of
establishing salaries, wages, hours of work and other terms and conditions of employment for those
employees certified by the Rhode Island State Labor Relations Board in Representation Case No. EE-
3539 which includes all full-time library employees, excluding the Library Director, Assistant Library
Director and such other employees as may lawfully be determined to be excluded from the bargaining
unit.

ARTICLE 2
DUES DEDUCTIONS; INDEMNIFICATION

SECTION 1. EMPLOYER ADVICE TO NEW EMPLOYEES.

The Employer will advise all new employees at the time of employment that the Union is their exclusive
bargaining unit representative, and that they have the option to join or not join the Union as indicated in
Section 2. The Employer will notify the Union at the end of each month of the name, address and
classification of each new employee. The Union will have the opportunity to discuss with new
employees the option they have to join or not join the Union as indicated in Section 2.

SECTION 2. OPTIONAL UNION MEMBERSHIP/COMPLIANCE WITH JANUS.

All full-time employees will have the right and option to voluntarily join the Union or refrain from so
joining. Under Janus v. American Federation of State, County, and Municipal Employees, Council 31, et
al., United States Supreme Court- Decided June 27, 2018, United States Supreme Court- “Neither an
agency fee nor any other payment to the union may be deducted from a nonmember’s waggs, nor may
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any other attempt be made to collect such a payment, unless the employee affirmatively consents to pay”
The Union may no longer charge any employee dues, a so-called “agency fee”, “service charge” or
“service fees” without the employee’s affirming consent. All employees in the bargaining unit on the
effective date of this Agreement may either (1) become members of the Union and pay membership fees,
(2) pay to the Union a service fee in an amount determined by the Union or (3) opt not to pay either

membership dues or a service fee.

If the employee chooses this option, i.e. (3) then in accordance with RIGL 28-9.4-8. Certification of
negotiating agent (f) “Any employee(s) in the bargaining unit, who are not members of the exclusive
bargaining representative organization, may be required to pay a reasonable charge for representation in
grievances and/or arbitrations brought at the non-members request.” Each new employee shall sign a
form expressing his option and choice, by affirmative consent.

SECTION 3. DUES DEDUCTION AUTHORIZATION FORM.

Exhibit A, which is attached hereto and incorporated by reference herein, contains the form of
authorization of dues deduction which shall be used by the employees represented by the Union should
they choose to join the Union or to pay service fees.

SECTION 4. INDEMNIFICATION.

The Union shall indemnify and hold harmless the Employer and any of its agents and employees
performing required duties of the Employer against any and all claims, suits, orders and judgments of
any nature brought or issued against the Employer as result of the Employer's compliance with Section 2
of this Article, including without limitation all costs and reasonable counsel fees.

ARTICLE 3
NEUTRAL REFERENCES/NON-DISCRIMINATION

SECTION 1. NEUTRAL REFERENCES.

All references in this agreement to an "employee" or "employees" as well as use of the pronoun "he" are
intended to include-all genders. When the male gender is used, it shall be construed to include
employees of all genders.

SECTION 2. NON-DISCRIMINATION.

The Employer and the Union agree that they will continue policies of non-discrimination on the basis of
an individual's race, color, national origin, religious affiliation, gender, gender identity, age, sexual
orientation, disability, or any other lawfully-prohibited basis of discrimination, whether now or




hereinafter recognized as such by state or federal legislation. The Employer and Union mutually agree
that there will be no discrimination against an employee because he is or is not a member of the Union
or because he engages or does not engage in activities protected by the Rhode Island State Labor
Relations Act.

ARTICLE 4
MANAGEMENT RIGHTS

SECTION 1. SCOPE OF MANAGEMENT RIGHTS.

Except to the extent that there is contained in this agreement express and specific provisions to the
contrary, all of the authority, power, rights, jurisdiction and responsibilities of the Employer are retained
by and reserved exclusively to it, including but not limited to: the right to direct, hire, promote, transfer,
assign and retain employees within the bargaining unit, or to suspend, demote and discharge said
employees for just cause, or to relieve employees from duties because of lack of work; to maintain the
efficiencies of the operations and to determine the methods, means, processes and personnel by which
such operations are to be conducted, including the right to subcontract. The Employer has the right to
promulgate reasonable policies, rules and reguiations pertaining to the employees covered by this
agreement, so long as these policies, rules and regulations or any of the rights in this article do not
conflict with the terms and conditions of this agreement and applicable law. No provision of this
agreement shall be applied or construed to limit, impede or abridge any of the Employer's statutory
authority or obligations.

ARTICLE 5
NO STRIKE/NO LOCKOUT

SECTION 1. PROSCRIBED ACTIVITY BY EMPLOYEES/EMPLOYER.

No employee covered by this agreement shall engage in, induce, cause or encourage any strike, sit-
down, sit-in, work slowdown, work cessation, work stoppage, work interruption, work boycott, refusal
to perform duties (including collective absenteeism for alleged illness) or withholding of services of any
kind for any reason during the life of this agreement. The Employer will not cause a lockout of any
employee.



SECTION 2. PROSCRIBED ACTIVITY BY UNION.

Further, the Union shall not in any way, directly or indirectly, authorize, assist, encourage, induce,
participate in or sanction any strike, sit-down, sit-in, slowdown, work cessation, work stoppage, or work
interruption, work boycott, refusal to perform duties (including collective absenteeism for alleged
illness) or withholding of services of any kind during the life of this agreement, or ratify, condone or
lend support to any such conduct or action.

SECTION 3. DISCIPLINE.

The Employer shall have the right to discipline, up to and including discharge, any employee who
violates this Article. The Employer's actions in disciplining such employee shall be subject to the
grievance and arbitration procedure set forth in this agreement.

ARTICLE 6

HOURS OF WORK; SHIFTS AND BREAK PERIODS; UNION
REPRESENTATIVES AND ACTIVITY

SECTION 1. WORK WEEK.

The regular workweek for full time employees shall consist of five (5) days which may not be
consecutive, totaling thirty-five (35) hours within a calendar week, beginning on a Saturday and ending
on a Friday.

On Sunday, the Employer shall make reasonable efforts to assign full-time employees as one-half (}2) of
the scheduled staff, but without any obligation to assure such a staffing proportion. In the event that a
service desk (Reference, Youth Services, Circulation) is not adequately staffed to meet the needs of
Sunday staffing, the department heads will make every effort to find a replacement. In the event that
they are unable to do so, shift(s) will be assigned by the library administration by reverse seniority.

SECTION 2. SHIFTS AND BREAK PERIODS.

Shifts for employees assigned to the Central Library generally shall be eight (8) hours in length. Shifts
for employees assigned to the Branch Libraries shall vary in length depending upon the hours of
operation of the Branch Libraries, as may be determined by the Employer, in its sole discretion. To the
extent practical, the Employer will post the schedule of shifts one (1) week in advance.

Employees assigned to work an eight (8) hour shift shall be allowed a one (1) hour unpaid meal break
and may be allowed one (1) fifteen (15) minute paid break during the first half of the shift and one (1)
fifteen (15) minute paid break during the second half of the shift. These fifteen (15) minute breaks shall
not be unreasonably denied and under usual conditions will be allowed routinely.
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SECTION 3. DESIGNATION OF UNION REPRESENTATIVES.

From among the employees in the bargaining unit, the Union may designate and the Employer will
recognize not more than two (2) representatives to serve as the Union's agents in grievance
representation of employees; provided however that the Employer will recognize up to five (5)
representatives for collective bargaining agreement negotiations. The Employer shall not be required to
recognize any employee as a Union representative unless the Union has informed the Employer, in
writing, of the employee's name and designation as a Union representative.

SECTION 4. LEAVE FOR UNION ACTIVITY.

The employer will pay Members of the Executive Board at their straight-time rate of pay to attend a one
(1) day NAGE/SEIU workshop per calendar year. The employer will also pay at the straight-time rate of
pay for scheduled work hours lost in attendance at meetings with the Employer pertinent to collective
bargaining, grievance adjustment, or representing an employee at any step of the grievance procedure
and arbitration. Each Member of the Union Executive Board will be compensated for four (4) hours per
quarter per calendar year to use for officially sanctioned union business, in addition to time already
allotted for grievances and contract negotiations. In no event will the Employer compensate a Union
representative for work hours lost in preparation for collective bargaining agreement negotiations,
grievance arbitration, interest arbitration, unfair labor practice hearings or any contested adversary
proceeding between the Employer and Union (or any employee it represents). The Employer may refuse
to grant leave under this section if, in the judgment of the Employer, the employee's absence would
adversely impact the operation of the library.



ARTICLE 7
ANNUAL SALARIES

Bargaining unit employees assigned to the job classifications listed in this article shall be paid the annual
salaries set forth in the schedule listed below.!

Schedules of Salaries for July 1, 2022-June 30, 2023
Grades 10,11,14,18,20,24,28: 3% increase.
Grade 32: 1% increase.

Schedules of Salaries for July 1, 2023-June 30, 2024
Grades 10,11,14,18,20,24,28: 3% increase.
Grade 32: 1% increase.

Schedules of Salaries for July 1, 2024-June 30, 2025

Grades 10,11,14,18,20,24,28: 3% increase.
Grade 32: 1% increase.

DR

1 Classification Grades 10,14,18,11,20 received a $1,000 step increase in year one of this agreement. The agreement also

includes changes to the Service Steps for all classifications. Step 10 becomes 18 Y to 23 4 years; Step 11 is added at 23 ' years
with a 2% increase.
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SCHEDULES OF SALARIES JULY 1, 2022-JUNE 30, 2023

CLASSIFICATIONS
GRADE 24 : 28 32

*Service Steps Librarian I Librarian II Librarian III

] $50,595.00 $59,233.00 $68,368.00

2 $52,596.47 $61,689.99 $71,290.78

3 $54,715.24 $64,256.23 $74,365.89

4 $56,894.81 $66,940.98 $77,539.35

5 $59,299.24 $69,721.43 $80,873.69

6 $61,689.99 $72,702.48 $84,409.16

7 $65,391.21 $77,060.07 $89,473.27

8 $66,640.13 $78,422.92 $90,934.82

9 $67,260.03 $79,152.36 $91,784.04

10 $67,875.39 $79,877.00 $92,628.85

11 $69,232.90 $81,474.54 $94,481.42

GRADE 10 14 18

*Service Steps Library Assistant I Library Assistant IT Library Assistant I1I
1 $31,720.00 $36,087.00 $41,406.00

2 $32,786.63 $37,285.52 $42,901.16

3 $33,821.34 $38,621.06 $44,450.92

4 $34,956.29 $40,038.64 $46,132.86

5 $36,086.71 $41,406.08 $47,874.08

6 $37,285.52 $42,901.16 $49,706.47

7 $39,459.77 $45,417.24 $52,623.69

8 $40,462.53 $46,470.17 $53,744.97

9 $40,822.62 $46,889.52 $54,232.68

10 $41,187.29 $47,304.31 $54,715.88

11 $42,011.04 $48,250.39 $55,810.19

GRADE 11 20

*Service Steps Custodian Comm. Manager *Service Steps Key

1 $37,195.00 $51,187.00 1 Date of hire to 6 months
2 $38,193.42 $52,692.08 2 6 months to 1%; years
3 $39,159.68 $54,500.26 3 1%to2%years

4 $40,295.95 $56,371.71 4 2%to3 % years

5 $41,271.84 $58,308.67 5 3%to4’syears

6 $43,102.85 $60,313.43 6 4Yto5 Ysyears

7 $45,627.22 $63,870.43 7 5% to 8 years

8 $46,679.99 $65,315.76 8 8lYto 13 % years
9 $47,103.13 $65,894.33 9 13 % to 18 2 years
10 $47,530.27 $66,478.12 10 18 ¥ -23 Y years
11 $48,480.87 $67,807.68 11 23 Y% years




GRADE
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SCHEDULES OF SALARIES JULY 1, 2023-JUNE 30, 2024

24
Librarian I
$52,113.00
$54,174.36
$56,356.69
$58,601.65
$61,078.22
$63,540.69
$67,352.94
$68,639.34
$69,277.83
$69,911.65
$71,309.89

10

Library Assistant I

$32,672.00
$33,770.23
$34,835.98
$36,004.98
$37,169.31
$38,404.08
$40,643.57
$41,676.41
$42,047.30
$42,422 91
$43,271.37

11

Custodian
$38,311.00
$39,339.22
$40,334.47
$41,504.83
$42,510.00
$44,395.94
$46,996.03
$48,080.39
$48,516.22
$48,956.17
$49,935.30

CLASSIFICATIONS

28

Librarian II

$61,010.00
$63,540.69
$66,183.92
$68,949.21
$71,813.07
$74,883.55
$79,371.87
$80,775.61
$81,526.93
$82,273.31
$83,918.78

14

Library Assistant 11

$37,170.00
$38,404.08
$39,779.69
$41,239.80
$42,648.26
$44,188.19
$46,779.76
$47,864.28
$48,296.21
$48,723.43
$49,697.90

20

Comm. Manager

$52,723.00
$54,272.84
$56,135.26
$58,062.87
$60,057.93
$62,122.83
$65,786.55
$67,275.23
$67,871.16
$68,472.46
$69,841.91

32
Librarian III
$69,052.00
$72,003.69
$75,109.54
$78,314.74
$81,682.43
$85,253.26
$90,368.01
$91,844.17
$92,701.88
$93,555.14
$95,426.24

18
Library Assistant ITT
$42,648.00
$44,188.19
$45,784.44
$47,516.84
$49,310.30
$51,197.67
$54,202.40
$55,357.32
$55,859.66
$56,357.35
$57,484.50

*Service Steps Key

Date of hire to 6 months
6 months to 1% years
1% to 2 > years

2 Y% to 3 Y2 years

3 %2 to 4 2 years

4% to 5 s years

5% to 8 2 years

8 Y2to 13 2 years

13 %2 to 18 Y2 years
10 18 2 -23 Y2 years

11 23 Y% years
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SCHEDULES OF SALARIES JULY 1, 2024-JUNE 30, 2025

CLASSIFICATIONS
GRADE 24 28 32
*Service Steps Librarian I Librarian II Librarian III
1 $53,676.00 $62,840.00 $69,743.00
2 $55,799.59 $65,446.91 $72,723.72
3 $58,047.40 $68,169.44 $75,860.64
4 $60,359.70 $71,017.68 $79,097.89
5 $62,910.57 $73,967.47 $82,499.25
6 $65,446.91 $77,130.06 $86,105.79
7 $69,373.53 $81,753.03 $91,271.69
8 $70,698.52 $83,198.88 $92,762.61
9 $71,356.17 $83,972.74 $93,628.90
10 $72,009.00 $84,741.51 $94,490.69
11 $73,449.18 $86,436.34 $96,380.50
GRADE 10 14 18
*Service Steps Library Assistant I Library Assistant I1 Library Assistant IIT
1 $33,652.00 $38,285.00 $43,927.00
2 $34,783.34 $39,556.20 $45,513.84
3 $35,881.06 $40,973.08 $47,157.98
4 $37,085.13 $42,477.00 $48,942.35
5 $38,284.39 $43,927.71 $50,789.61
6 $39,556.20 $45,513.84 $52,733.60
7 $41,862.87 $48,183.15 $55,828.47
8 $42,926.70 $49,300.20 $57,018.04
9 $43,308.72 $49,745.10 $57,535.45
10 $43,695.60 $50,185.14 $58,048.07
11 $44,569.51 $51,188.84 $59,209.03
11 20
*Service Steps Custodian Comm. Manager *Service Steps Key
1 $39,460.00 $54,305.00 1 Date of hire to 6 months
2 $40,519.40 $55,901.03 2 6 months to 1% years
3 $41,544.51 $57,819.32 3 1%to2 Y% years
4 $42,749.97 $59,804.75 4 27to3 Ysyears
3 $43,785.30 $61,859.67 5 3'%to4d % years
6 $45,727.82 $63,986.52 6 4'%to05 % years
7 $48,405.92 $67,760.14 7 5%to 8 % years
8 $49,522.80 $69,293.49 8 8'to 13 years
g $49,971.71 $69,907.30 9 13 %2to 18 %2 years
10 $50,424.86 $70,526.63 10 18 2 -23 V2 years
11 $51,433.36 $71,937.17 11 23 Y2 years



ARTICLE 8
HEALTH AND DENTAL COVERAGES

SECTION 1. DESCRIPTION OF COVERAGES.

For the duration of this agreement, the Employer agrees to assume 80% of the cost of providing
individual or family coverage, as appropriate, health insurance coverage which is substantially similar to
the coverage provided to eligible employees as of the date of the execution of this agreement or such
coverage as the insurer may create or modify as a substantially similar substitute if it discontinues a plan
covering employees.

In addition, prior to any future voluntary change by the Employer, the Union will assist the Employer in
reviewing all insurance proposals to assure substantially similar benefits at possible reduced costs to the
Employer and Employee. In the event of a good faith dispute between the Employer and the Union as to
"substantially similar benefits" with respect to a future voluntary plan change by the Employer, the
parties shall submit the dispute to arbitration as set forth in this Agreement. The employee agrees to
assume and co-pay the balance of the cost of providing the health coverage.

SECTION 2. DENTAL INSURANCE.

For the duration of this agreement, the Employer agrees to assume 80% of the cost of providing
individual or family dental insurance which is substantially similar to the coverage provided to eligible
employees as of the date of the execution of this agreement or such coverage as the insurer may create or
modify as a substantially similar substitute if it discontinues a plan covering employees.

In addition, prior to any future voluntary change by the Employer, the Union will assist the Employer in
reviewing all insurance proposals to assure substantially similar benefits at possible reduced costs to the
Employer and Employee. In the event of a good faith dispute between the Employer and the Union as to
"substantially similar benefits" with respect to a future voluntary plan change by the Employer, the
parties shall submit the dispute to arbitration as set forth in this Agreement. The employee agrees to
assume and co-pay the balance of the cost of providing the dental coverage.

SECTION 3. EMPLOYEE CO-PAYMENT/PAYROLL DEDUCTION.

Each employee shall assume his percentage co-payments of the cost of providing the health and dental
insurance coverages referenced in Section 1. and Section 2. above. Each employee shall sign a written
payroll deduction form authorizing the Employer to deduct from his salary a sum sufficient to satisfy the
employee's co-payment obligation.

9 ;
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SECTION 4. COMPENSATION IN LIEU OF COVERAGE.

If an employee elects not to receive the health and/or dental coverage(s) described in Section 1. and
Section 2. above, the Employer shall pay him a sum of money which equates to the following for each
year of the contract of the Employer's annual cost for providing such coverage(s):

FOR HEALTH INSURANCE:

Lump sum payments of $3,000 for family plan and $1,000 for individual plan.
FOR DENTAL INSURANCE:

Lump sum payments of $300 for family plan and $100 for individual plan.

These payments shall be made to the electing employee in two equal lump sum installments, one during
the first pay period in January of each year and the other during the first pay period in July of each year.
An employee shall make his election allowed under this section in writing, addressed to the Library
Director and deliver it to the Library Director or his designee. If an employee terminates his
employment, he agrees to pay to the Employer within forty-five (45) days of termination the pro-rata
share of compensation in lieu of coverage.

New members of the bargaining unit hired on or after July 1, 2013 are not eligible for compensation in
lieu of coverage.

SECTION 5. SUBSTANTIALLY SIMILAR COVERAGES.

In the event that any of the health or dental coverages described in this Article should no longer be
offered or available, then the Employer may obtain a substantially similar form of coverage as a
substitute, subject to the employee's co-payment obligations set forth in Section 1. and Section 2. of this
Article.

ARTICLE 9
LIFE INSURANCE

SECTION 1. NATURE AND FACE VALUE OF COVERAGE.

The Employer will purchase for each employee in the bargaining unit, at no cost to the employee, group
term life insurance, which, in the event of death of an employee while employed by the Employer, will
provide a benefit of Fifty Thousand Dollars ($50,000.00).

)N
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ARTICLE 10
PENSION PLAN

SECTION 1. PENSION PLAN AND CONTRIBUTIONS.

Consistent with the provisions of Rhode Island General Laws, Section 45-21-2(5) and 45-21-2(11)
eligible employees must participate in the retirement system defined in Rhode Island General Laws 45-
21-2(17) and 45-21-32. The Employer and each employee shall contribute such percentage of the
employee's wages as may be required under law.

ARTICLE 11
HOLIDAYS

SECTION 1. HOLIDAYS OBSERVED.

The holidays listed below shall be observed and celebrated:

New Year’s Day Independence Day Veterans Day
Martin Luther King Day Victory Day Thanksgiving Day
Presidents’ Day Labor Day December 24™
Memorial Day Columbus Day Christmas Day
Juneteenth

SECTION 2. ELIGIBLE EMPLOYEES.

Each employee who has actually worked during the seven (7) day period immediately preceding the date
observed as a holiday or who was on vacation during that seven (7) day period, and who actually worked
his last scheduled work day before and first scheduled work day after the date observed as the holiday,
shall be eligible for the benefits set forth in this article.

SECTION 3. NO WORK ON THE HOLIDAY.

An eligible employee, who is not required to work on the day observed as a holiday shall receive his
ordinary straight-time rate of pay for that day and no additional compensation, except for the holidays of
New Year’s Day, Independence Day, Veterans Day and Christmas Day, which in such instances, shall
receive another mutually agreed day off.
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SECTION 4. WORK ON A HOLIDAY.

An eligible employee who voluntarily works on a day observed as a holiday shall receive one and one-
half times his or her ordinary straight time rate of pay only with the prior approval of the Director or his
or her designee of the duties to be performed and the total number of hours worked.

SECTION 5. HOLIDAYS DURING A VACATION PERIOD.

If a holiday occurs during the scheduled vacation of an eligible employee, the employee will not receive
any additional compensation for the work week in which the holiday occurs.

ARTICLE 12
TEMPORARY SERVICE OUT OF CLASSIFICATION

SECTION 1. OUT OF CLASSIFICATION COMPENSATION.

If an employee has been assigned, directed and authorized by the Library Director, or his designee, to
serve temporarily in a higher rated classification for more than five (§) consecutive working days, then
the employee shall be compensated at the rate of the higher classification for all time served in that
classification retroactive to the first day. ’

ARTICLE 13
TUITION STIPEND

SECTION 1. TUITION STIPEND AND COURSE ATTENDANCE.

An employee will be paid a tuition stipend up to Seven Hundred Dollars ($700.00) per annum upon the
successful completion of a course of study in a field reasonably related to the employee's duties and
responsibilities in the Cranston Library system, as determined in the discretion of the Employer prior to
the employee's enrollment. Subject to operational conditions, an employee may be granted up to six (6)
hours per week of authorized leave for attendance at such a course without loss of pay for that time. The
Employer's determination may be reviewed in accordance with the grievance and arbitration procedures
set forth herein. Under no circumstances will an employee be paid more than Seven Hundred Dollars
(8700.00) per calendar year pursuant to the provisions of this article.
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ARTICLE 14
SICK LEAVE

SECTION 1. SICK LEAVE DEFINITION.

Sick leave with pay shall be granted because of a medically necessary absence caused by personal illness
or non-work related injury which functionally impairs an employee from performing his regular duties.
Exposure to a contagious disease or enforced quarantine when established and declared by the
Department of Health or other competent authority for the period of such quarantine only shall entitle an
employee to sick leave.

In circumstances in which an employee's spouse, domestic partner?, child or parent is ill, the employee
may be granted sick leave from his accumulation up to thirty (30) days or two hundred ten (210) hours
per calendar year if: (1) attendance upon said employee's spouse, domestic partner', child or parent is
medically necessary; and (2) said employee is unable to make any other arrangements for the attendance
upon said spouse, domestic partner, child or parent. To be eligible to receive sick leave under such
circumstances for a period longer than five (5) consecutive days, the employee shall be required to
submit sufficient medical documentation, at his expense, verifying the medical necessity for attendance
upon said spouse, domestic partner, child or parent and/or an affidavit substantiating the inability to
make alternate arrangements.

SECTION 2. NOTIFICATION OF ABSENCE.

Sick leave will be granted for the employee upon notification to the Library Director or his or her
designee within a reasonable period of time after the time that the employee is scheduled to work.

SECTION 3. PHYSICIAN'S CERTIFICATION; VIOLATION OF PROVISIONS.

In the event that an employee must take sick leave pursuant to this Article for a period in excess of five
(5) consecutive days, then said employee may be required to submit a physician's certificate to the
Library Director, if so requested. Any employee who has used sick leave on three (3) separate occasions
(regardless of the amount of time used on each such occasion) in a calendar year may be required to
provide a physician's certificate to the Library Director, if so requested, for each and every additional
request for sick leave.

Willful violation of any of the sick leave provisions contained herein or hereafter promulgated by the
Employer, or the willful making of a false claim for sick leave shall subject the employee chargeable

2 In order to qualify as a domestic partner, both partners must certify by affidavit that (1) both partners are at least 18
years old and mentally competent to contract, (2) that neither partner is married to anyone, (3) that the partners are not
related by blood to a degree that would prohibit marriage in the State of Rhode Island, (4) that the partners live together
and have lived together for at least one year, (5) that the partners are financially interdependent as evidenced by at least
one of the following: (a) a domestic partnership agreement or relationship contract; (b) a joint mortgage or joint ownership
of a primary residence; (c) two of (i) joint ownership of a motor vehicle; (ii) a joint checking account; (iii) joint credit
account; (iv) joint lease and/or the domestic partner has been designated a beneficiary for the employee's will, retirement
contract or life insurance.
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therewith to disciplinary action and/or the requirement to make restitution. The Union and employees of
the bargaining unit acknowledge that regular and predictable attendance is an essential function of each
position within the bargaining unit.

SECTION 4. SICK LEAVE ACCRUAL AND ACCUMULATION.

An employee shall be granted sick leave if he suffers an injury or illness which prevents him from
working and with respect to which the employee is not entitled to worker's compensation benefits
pursuant to Rhode Island law. Sick leave shall accrue at the rate of .50 days per month for a total annual
accrual of eighteen (18) days per year. An employee may accumulate and carry over unused sick leave
from year to year, but in no event shall the accumulation exceed one hundred forty (140) days.

SECTION 5. PAYMENT OF UNUSED SICK LEAVE.

Employees who have completed less than ten (10) years of service shall not be entitled to payment of
unused, accumulated sick leave upon retirement or death prior to retirement. Employees who have
completed ten (10) years of service shall be paid one-third (I/3) the value of their unused, accumulated
sick leave, at the time of retirement or death prior to retirement, up to a limit of forty (40) days.
Employees who have completed twenty (20) years of service shall be paid one-half (1/2) the value of
their unused, accumulated sick leave, at the time of retirement or death prior to retirement, up to a limit
of sixty (60) days. Buyout calculations will continue to be based on a one hundred twenty (120) day
maximum (i.e., 1/3= 40-day maximum, %= 60-day maximum).

SECTION 6. SICK LEAVE BANK

The Union and Employer agree to the establishment of an employee sick leave bank, subject to the terms
and conditions set forth herein and such rules and regulations as may be promulgated by the sick leave
bank committee.

The purpose of the sick leave bank is to generate a pool of employee-donated sick leave which may be
used to compensate eligible employees afflicted with a major or catastrophic illness and who have
exhausted all accrued and accumulated sick leave under Section 4 of this Article and all other forms of
leave which may be accumulated under this Agreement.

The sick leave bank shall be funded with contributions of an employee from his accumulated sick leave.
Employee contributions of sick leave are voluntary, but if made, shall be in a minimum amount of one
(1) day and a maximum amount of three (3) days per contribution period.

An employee's election to contribute to the sick leave bank must be expressed in writing on a form
provided by the Library Director. Employees with less than fifteen (15) accumulated days of sick leave
shall not be permitted to donate to the sick leave bank. Employee contributions may be made during two
(2) contribution periods: January 1 through January 31 and July 1 through July 31. All contributions of
sick leave are irrevocable and without any reversionary rights in the dongr-employee.
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The sick leave bank shall be governed and administered by a three (3) member sick leave bank
committee consisting of the president of the Union, the Library Director and the chairperson of the
Cranston Public Library Board of Trustees.

The sick leave bank committee shall use such data and criteria as it, in its sole discretion, deems
necessary for the purpose of assessing and passing upon the merits of any application for sick leave
benefits, including but not limited to:

(a) competent medical evidence from a board certified specialist in a relevant field of medicine
related to the applicant's affliction, verifying the applicant's diagnosis, treatment, disability from
conducting the regular duties and responsibilities of his employment and prognosis;

(b) prior utilization and exhaustion of all other sick leave benefits by the applicant pursuant to
other sections of this Article;

(c) the amount of sick leave days donated in the bank and available for all employees in the
bargaining unit; and

(d) the number of applicants.

No employee shall be entitled to apply or use sick leave benefits from the sick leave bank for the illness
of anyone but the employee himself. No employee may receive more than sixty (60) days of donated
sick leave within five (5) calendar years. An employee discharging donated sick leave shall do so at his
rate of pay. During the time period an employee discharges donated sick leave, he shall not accrue
vacation leave or sick leave.

Neither the Employer nor Union shall bear any obligation to replenish the depletion of the sick leave
bank. Should the sick leave bank be abolished through collective bargaining or interest arbitration, there
shall be no payment or restitution of contributed sick leave to any employee.

Any and all disputes of any nature arising out of the administration of the sick leave bank shall not be
subject to the grievance and arbitration provisions of this Agreement, it being expressly understood and
agreed that all decisions of the sick leave bank committee shall be final and binding.

During the use of sick leave bank, the Employer will maintain its share of the employee's Health
Insurance coverage.

ARTICLE 15
VACATIONS

SECTION 1. ELIGIBLE EMPLOYEES.

Probationary employees do not accrue and may not take vacation leave during their probationary period
(see Article 24 Probationary employees). An employee shall be entitled to paid vacation if the employee
completes six (6) months of continuous service.
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SECTION 2. VACATION ALLOTMENT.

The amount of vacation to which an employee shall be entitled during any calendar year shall be
determined by the length of continuous service completed by the employee as of January 1% in the year
in which the vacation is to be taken, in accordance with the following chart:

Length of continuous service days of vacation accrual rate (per month)

Prior to

Completion of 6

Months* 1-5 years 6-10 Years 11-24 Years 25+ Years

-0-/ -0- 19 days per year / 21 days per year/ 24 days per year/ 25 days per year /
11.09 hours per 12.25 hours per 14.00 hours per 14.58 hours per
month month month month

*Upon completion of six (6) months of service an employee is eligible to receive and use six (6) days of vacation.

Employees will accrue vacation time in one calendar year to be used in the following year.

SECTION 3. SCHEDULING.

The Employer shall retain the final right to approve, deny, schedule and cancel all vacations. During the
period of December 1 through December 15 of each calendar year, an employee may submit to the
Library Director, in writing, the vacation dates the employee desires to schedule for the ensuing calendar
year. The Library Director or his designee will approve or deny such request in writing not later than
December 31 of that calendar year. If, during the period of December 1 through December 15, two (2) or
more employees request the same vacation date(s) and the Employer determines to approve some but not
all such vacation request for such dates, the request of the senior employee(s) shall be honored. Vacation
scheduling requests received after December 15 shall be approved or denied in the order in which they
are received by the Library Director. An employee must take at least five (5) consecutive vacation days
in a calendar year.

SECTION 4. ACCUMULATION AND USE OF VACATION.

An employee shall be allowed to accumulate and carry over to the next calendar year a maximum of five
(5) vacation days per year. Any vacation leave accumulated in excess of the five (5) day cap which is not
used by the end of the calendar year will be lost and an employee shall not receive pay in lieu of
vacation. An employee will be paid for vacation hours to which he is entitled but which he has not used
at the time of termination of employment.
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SECTION 5. RATE OF PAY.

An employee shall be compensated for vacation at the straight-time rate of pay at the time the vacation is
taken.

ARTICLE 16
BEREAVEMENT LEAVE

SECTION 1. NATURE OF LEAVE; LIMITATIONS.

Bereavement leave shall be granted for a death in an employee's immediate family from the date of
death through the conclusion of the funeral or period of mourning, inclusive of transportation time. The
term "immediate family" is defined to include an employee's father, mother, spouse, domestic partner?,
child, brother, sister, mother-in-law, father-in-law, grandparents, or a relative or friend domiciled in the
employee's household at the time of death. In no event shall such leave exceed five (5) days.
Bereavement leave shall also be granted for a death of an employee's other relative, close friend or
associate for a period not to exceed one (1) work day. Requests for bereavement leave shall be made to
the Library Director as soon as practical.

ARTICLE 17
PARENTAL AND FAMILY MEDICAL LEAVE

SECTION 1. FEDERAL/STATE LAW.

To the extent it may be applicable, the Employer agrees to comply with governing state and federal
parental, family and medical leave legislation including the Family and Medical Leave Act of 1993,
("FMLA") Pub. L. No. 103-03, Section 405(b)(2), 107 Stat. 6 (1993) and the Rhode Island Parental and
Family Medical Leave Act, R.I.G.L. 28-48-1, et seq.

3 In order to qualify as a domestic partner, both partners must certify by affidavit that (1) both partners are at least 18
years old and mentally competent to contract, (2) that neither partner is married to anyone, (3) that the partners are not
related by blood to a degree that would prohibit marriage in the State of Rhode Island, (4) that the partners live together
and have lived together for at least one year, (5) that the partners are financially interdependent as evidenced by at least
one of the following: (a) a domestic partnership agreement or relationship contract; (b) a joint mortgage or joint ownership
of a primary residence; (c) two of (i) joint ownership of a motor vehicle; (ii) a joint checking account; (iii) joint credit
account; (iv) joint lease and/or the domestic partner has been designated a beneficiary for the employee's will, retirement

contract or life insurance.



SECTION 2. FMLA NOTICE AND MEDICAL CERTIFICATION.

An employee who is eligible for FMLA leave shall comply with the notice and medical certification
requirements of FMLA. The Employer shall provide notice to an employee discharging paid leave
provided under this agreement (i.e. Articles XIV, XV and XXI) that such leave will be counted against
the employee's FMLA allowance.

ARTICLE 18
MILITARY LEAVE

SECTION 1. COMPLIANCE WITH FEDERAL LAW.

The Employer will comply with the provisions of the Veterans Reemployment Rights Act 38 USC,
Sections 2021-2026, as amended and re-codified. An employee who is unable to report for regularly
scheduled work because the employee is required to report for active duty with the United States
National Guard or a reserve unit of the United States Military shall, for each day of the first fourteen
(14) work days lost because of such duty, be compensated in an amount equal to the difference between
eight (8) hours' pay at his straight-time rate of pay, as specified in this agreement, and the amount earned
for military service.

ARTICLE 19
JURY DUTY LEAVE

SECTION 1. LEAVE FOR JURY SERVICE; COMPENSATION; NOTICE.

An employee who is required to report for jury duty, shall be entitled to leave with pay for scheduled
work hours lost as the result of such service. For each hour of such leave taken, the Employee will be
compensated by the Employer in an amount equal to his straight-time hourly rate of pay, less the amount
received by the employee as compensation for such jury service. An employee who reports for such
service and is excused therefrom shall immediately contact his direct supervisor and report for work, if
requested. In order to be paid by the Employer for such leave, the employee must submit to the Library
Director written proof, executed by the administrator of the court (or other appropriate official), of
having served, the duration of such service and the amount of compensation received for such service.
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ARTICLE 20
STAFF DEVELOPMENT LEAVE

SECTION 1. NATURE OF LEAVE; EXPENSES; SELECTION TO ATTEND.

At the Library Director's discretion leave with pay may be allowed for employees to attend library
conferences and other professional meetings, inclusive of reasonable travel time. The Employer will
contribute to the expenses of the officially-designated representatives from the Cranston Public Library
system. The privilege of attendance at such conferences or meetings will be rotated among members of
the staff as may be practical; but, an employee having program responsibility shall be entitled to priority
to attend.

ARTICLE 21
LEAVE OF ABSENCE

SECTION 1. LEAVE OF ABSENCE.

The Employer may grant an employee who has completed at least two (2) full years of service a leave of
absence without pay for a period not to exceed one hundred thirty (130) calendar days for circumstances
of personal hardship or educational advancement. Requests for such leave shall be submitted in writing
to the Library Director or his designee and shall be reasonably justified. Except in emergency
circumstances, requests for such leave shall be submitted not less than thirty (30) calendar days before
the first day of the anticipated commencement of leave. The request shall include the reasons for the
leave and the expected date of return. At the end of such leave of absence, the employee shall be
reinstated to his former position.

SECTION 2. SERVICE BENEFIT ACCRUALS.

The period of leave of absence shall not be credited for the accrual of benefits such as sick leave,
vacation leave, and any other benefit set forth in this agreement dependent upon an employee's length of
service.

SECTION 3. INSURANCE BENEFITS.

During a period of leave of absence granted by the Employer, it shall not be responsible for assuming
the cost of any and all insurance benefits provided under this agreement. Should the employee desire the
continuation of such insurance benefits, then the employee must assume said costs and advance funds to
the Employer for the payment of premiums necessary to maintain such insurance benefits in full force
and effect.
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ARTICLE 22
EMPLOYEE DISCIPLINE

SECTION 1. JUST CAUSE.

The Employer hereby agrees that no member of the bargaining unit shall be disciplined in any manner or
form without just cause. Any contested disciplinary action shall be processed through the grievance and
arbitration procedures set forth in this agreement.

ARTICLE 23
SENIORITY AND LAYOFFS

SECTION 1. DEFINITION.

Seniority shall be defined as an employee's length of continuous service computed from the first date of
full-time employment.

SECTION 2. LAYOFFS.

In the event of a layoff, reduction in the work force, or abolition of a bargaining unit position, non-
bargaining unit employees performing bargaining unit work shall be released from employment prior to
any member of the bargaining unit. Thereafter, the least senior member of the bargaining unit in an
affected classification shall be released from employment first. Any bargaining unit member notified of
his layoff shall, prior to his actual separation from service, have the option to bump into a lower
classification, provided there is a less senior bargaining unit member within said classification, and
provided further, that the more senior, bumping employee is qualified to perform all of the duties and
responsibilities of the lower classification.

SECTION 3. OTHER FACTORS ASSOCIATED WITH LAYOFFS

In the event the Employer decides to layoff, reduce in the workforce, or abolish a bargaining unit
position, any member of the bargaining unit hired on or after July 1, 2013 may be released from
employment without regard to the Employer's retention of non-bargaining unit, part-time employees
who perform bargaining unit work; provided however, that the least senior member of the bargaining
unit in the affected classification shall be released from employment first; and provided further that any
such employee released from employment shall have the right to bump into any other bargaining unit

position held by an employee hired after July 1, 2013.
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ARTICLE 24
PROBATIONARY EMPLOYEES

SECTION 1. PROBATIONARY PERIOD.

Any newly hired member of the bargaining unit shall serve a six (6) month probationary period,
commencing on the first day of employment. During said employment period, a probationary employee
may be terminated for any reason, in the sole and exclusive discretion of the Employer, and shall have
no redress through the grievance procedure.

SECTION 2. SENIORITY.

Probationary employees shall not accrue vacation leave and seniority until the successful completion of
the probationary period, at which point such entitlements shall accrue retroactive to the first date of
employment. Probationary employees cannot take vacation leave during the probationary period.

SECTION 3. INSURANCE BENEFITS.

The Employer shall not be responsible for its cost for any and all insurance benefits provided under this
agreement until a probationary employee has completed thirty (30) days of employment.

SECTION 4. OTHER RIGHTS AND BENEFITS.

Other than those conditions stated in Section 1. through Section 3. above, any and all rights and benefits
provided by this agreement shall apply to probationary employees, unless the parties agree otherwise.

ARTICLE 25
GRIEVANCE AND ARBITRATION PROCEDURES

SECTION 1. DEFINITION.

A grievance is a dispute between the Employee (or the Union) and the Employer which involves the
application, meaning or interpretation of the express provisions of this agreement.

SECTION 2. EXCLUSIVITY.

The procedures set forth in this article shall comprise the sole and exclusive dispute resolution process
for a grievance.

26




SECTION 3. PROCEDURAL STEPS.

Step 1. Not later than ten (10) days, excluding weekends and holidays, after the event giving rise to
the grievance, the Employee (or the Union) must submit his grievance in writing to the Library
Director. The Library Director, or his designee shall respond in writing within five (5) days,
excluding weekends and holidays, of the receipt of the grievance. Should the Library Director or his
designee not respond within the time period set forth herein, it shall be presumed that the grievance
has been denied.

Step 2. If the grievance is not settled at Step 1., it shall be presented in writing by the Employee (or
the Union) to the Personnel/Labor Relations Committee, through its chairperson, within five (5)
days thereafter, excluding weekends and holidays. The Personnel/Labor Relations Committee,
through its chairperson, shall give its written answer to the grievance within ten (10) days, excluding
weekends and holidays, after receipt of the grievance. Should the Personnel/Labor Relations
Committee fail to respond within the time period set forth herein, it shall be presumed that the
grievance has been denied.

SECTION 4. WRITTEN PRESENTATION.

All grievances presented in accordance with the procedures set forth in Section 3. shall include: the facts
giving rise to the grievance; the provision(s) of the agreement, if any, alleged to have been violated; the
name(s) of the aggrieved Employee(s); and remedy sought. All grievances shali be signed and dated by
the aggrieved Employee and a duly authorized Union representative.

SECTION 5. TIME LIMITATIONS.

The time limitations set forth in Section 3. are of the essence of this agreement and the failure by an
Employee (or the Union) to comply with the time limits shall be deemed to constitute a waiver of the
grievance.

SECTION 6. SUBMISSION TO ARBITRATION.

Any grievance, as defined in Section 1. of this article, that has been properly and timely processed
through the grievance procedures set forth above and that has not been settled at the conclusion thereof,
may be submitted to arbitration by the Union serving the Employer with a written demand for arbitration
within ten (10) days, excluding weekends and holidays, after the response of the Personnel/Labor
Relations Committee is due. The failure to file a demand for arbitration within the time limits set forth
herein shall constitute a waiver of the Employee's and Union's right to demand arbitration.

SECTION 7. ARBITRATOR SELECTION.

The Union's demand for arbitration shall be submitted to the closest local office of the American
Arbitration Association with a request that it furnish to the Union and the Employer a list of at least
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seven (7) qualified and impartial arbitrators. The arbitrator selection process shall be governed by the
voluntary Labor Arbitration Rules in effect as of the date of the demand for arbitration.

SECTION 8. ARBITRATOR'S AUTHORITY AND JURISDICTION.

The authority and jurisdiction of the arbitrator and his opinion and award shall be confined exclusively
to the interpretation and/or application of the express provision(s) of this agreement. The arbitrator shall
have no authority to add to, detract from, alter, amend or modify any provision of this agreement; to
impose on either party a limitation or obligation not explicitly provided for in this agreement; or to
establish or alter any wage rate or wage structure. Without intending to limit the generality of the
foregoing, the arbitrator shall be without power or authority to issue an award which: (a) is violative or
inconsistent with any of the terms of this agreement or applicable law; (b) exceeds his jurisdiction and
authority under law and this agreement; (c) involves any matter which by law or under the terms of this
agreement, is within the exclusive authority or prerogative of the Employer; or (d) involves any matter
wherein the Employer's decision is final and binding under either the terms of this agreement or by
applicable law.

SECTION 9. BINDING EFFECT.

Subject to applicable law, the decision of the arbitrator shall be final and binding upon both parties.

SECTION 10. FEES AND EXPENSES OF ARBITRATION.

The fees of the American Arbitration Association and the fees and expenses of the arbitrator shall be
shared equally by the Union and the Employer.

ARTICLE 26
DURATION OF AGREEMENT; SEPARABILITY

SECTION 1. DURATION OF AGREEMENT.

This agreement is effective from July 1, 2022 and shall continue in full force and effect through
midnight on June 30, 2025.

SECTION 2. SEPARABILITY.

If any term or provision of this agreement is, at any time during the life of this agreement, adjudged by a
court or administrative body of competent jurisdiction to be in conflict with any law, such term or
provision shall become invalid and unenforceable, but such invalidity or unenforceability shall not
impair or affect any other term or provision of this agreement.
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ARTICLE 27
ENTIRE UNDERSTANDING

SECTION 1. ENTIRE UNDERSTANDING.

The parties acknowledge that during the negotiations which resulted in this agreement, each had the
unlimited right and opportunity to make demands and proposals with respect to any subject or matter not
removed by law from the area of collective bargaining, and that the understandings and agreements
arrived at by the parties after the exercise of that right and opportunity are set forth in this agreement.
Therefore, the Employer and the Union, for the life of this agreement, each voluntarily and unqualifiedly
waive the right, and each agrees that the other shall not be obligated, to bargain collectively with respect
to any subject or matter referred to, or covered in this agreement, or with respect to any subject or matter
not specifically referred to or covered in this agreement, even though such subject or matter may not
have been within the knowledge or contemplation of either or both of the parties at the time that they
negotiated or signed this agreement.

SECTION 2. MODIFICATIONS.

Any modifications or changes to this agreement must be reduced to writing and executed by duly
authorized representatives of the Employer and Union.



EXECUTION AND SIGNATORIES

IN WITNESS WHEREOF, the Employer and Union, by and through their respective

duly authorized representatives have executed this agreement on the

_Q_ﬂday of Fa b 4;7 ,2022.

In the Presence of:

CRANSTON PUBLIC LIBRARY BOARD OF TRUSTEES

BOQ PN Aeqon

' Jack Tregar, Chairperson

NATIONAL ASSPCIATION OF GOVERNMEENT EMPLOYEES, LOCAL R1-97

- C
{ ),\ ML hv/ \
h R \/

Dana Santagata, President

30



NOTICE TO NEW CRANSTON PUBLIC LIBRARY EMPLOYEES
ON PAYROLL DEDUCTION OF
UNION DUES, AGENCY FEE. SERVICE CHARGE OR SERVICE FEE

In accordance with a United States Supreme Court decision, NAGE LOCAL R1-97 (“Union™)
may no longer require you to pay dues, or a so-called “agency fee”, “service charge” or “service fees”
without your affirmative consent. Janus v. American Federation of State, County, and Municipal
Employees, Council 31, et al., United States Supreme Court—Decided June 27, 2018. The Union
negotiates the collective bargaining agreement that sets forth the terms and conditions of employment of
all positions in the bargaining unit. But the decision whether to join or not join the Union or pay an
agency service fee is yours. If you should decide not to join the Union, or pay an agency service fee, your
terms and conditions of employment shall be those set forth in the Union’s collective bargaining
agreement.

If you opt out of membership in the Union, and payment of an agency service fee then please
confirm your choice below and the Cranston Public Library (“Library”) shall cease or continue, as you
choose, payroll deduction of any union dues, or agency fee, a service charge or service fees as referenced
in its collective bargaining agreement with the Union.

Return this signed form to: the Library Director. If you have questions concerning the terms
and conditions of Union membership, please contact your Union representative.

OPT IN

The undersigned employee does hereby opt for membership in the Union and directs the Library to
commence payroll deductions for Union dues.

PRINT NAME:

SIGNATURE:

DATE:

OPT IN AGENCY FEE

The undersigned employee does hereby opt for no membership in the Union and directs the Library
to commence payroll deductions for any agency fee, a service charge or service fees as referenced in its
collective bargaining agreement with the Union.

PRINT NAME:

SIGNATURE:

DATE:
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OPT OUT
The undersigned employee does hereby opt for no membership in the Union nor payment of agency

service fee and directs the Library not to commence deductions for any union dues, agency fee, a service
charge or service fees as referenced in its collective bargaining agreement with the Union.

PRINT NAME:

SIGNATURE:

DATE:
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