
Town of Hartland

Employee Handbook

Table Of Contents

Section I Applicability And Definitions... i

100-1 Applicability

100-2 Definitions

100-3 Collective Bargaining Agreements 2

100-4 The Purpose of this Employee Handbook 2

Section II Employee Classifications/Appointments 3

200-1 Town Classifications
3

200-2 Civil Service Classifications
3

Section III Employment 5

300-1 Oath of Office
5

300-2 Vacancies/Applications
5

300-3 Probationary Period
5

Section IV Discipline of Employees 7

400-1 Policy
7

400-2 Corrective Action Notice
7

400-3 Prohibited Conduct
7

Section V Personnel File and Records 9

500-1 Policy
9

5D0-2 Content
9

500-3 Location of Files
9

500-4 Immigration (1-9) Forms
9

500-5 Medical Records
9

500-6 Substance Testing Records
9

500-7 Change in Status
9

500-8 Employee Access
9

Section VI Separation from Employment ii

600-1 Notice of Resignation (Employees) 11

600-2 Notice of Resignation (Town Officers) 11



600-3NoticeofResignation(TownClerk)
11

600-4ExitInterviews
11

600-5FinalPaycheck
11

SectionVIIWorkRulesandPolicies12

700-1DepartmentalHours
12

700-2MealBreaks
12

700-3EmergencySituations
12

700-4TimeRecords
13

700-5CorrectionofErrors
14

700-6Unauthorized“Flex-Time”
14

700-7FalsificationofTimeRecords
14

700-8ExpenseReimbursement
14

SectionVIIIVehicleUsageandLicensing16

800-1General
16

800-2Rules
16

800-3RequirementofLicense
16

800-4CommercialDrivers
17

800-5LossofDriver’sLicense
17

Section1XSupplies,ToolsandEquipmentandFuel0
Usage

18

900-1Supplies
18

900-2ToolsandEquipment
18

900-3Fuel
18

900-4Telephone/CellPhoneUsage
18

900-5ComputerSystems
19

900-6Authority
19

900-7Usage
19

900-8ProhibitedUses
19

900-9InternetOn-LineService
20

SectionXWorkRegulations22

1000-1PersonalAppearance
22

1000-2SafetyClothingandEquipment
22

1000-3Uniforms
22

1000-4Solicitation/Distribution
22

1000-5Visitors
22

1000-6Purchasing
22

1000-7WorkArea
23



1000-8 Personal Property
23

1000-9 Personal Liability
23

1000-10 Security lnspections
23

1000-11 Town Property
23

1000-12 Outside Employment
24

Section XI Absence 25

1100-1 Tardiness
25

1100-2 Early Departure
25

1100-3 Jury Duty Leave
25

1100-4 Military Leave and Military Leave of Absence 25

1100-5 Bereavement Leave
26

1100-6 Leave of Absence
26

Section XII Payment of Wages and Salary 27

1200-1 Rate of Pay
27

1200-2 Merit Increases
27

1200-3 Overtime
27

1200-4 Overtime Pay
27

1200-5 Credit for Paid Leave
27

1200-6 Union Employees
27

1200-7 Payroll Period
27

1200-8 Payday
27

1200-9 Distribution
27

1200-10 Direct Deposit
27

1200-11 Authorized Check Release 28

1200-12 Deductions from Pay
28

1200-13 Deferred Compensation Plan 28

1200-14 Longevity Payments
28

Section XIII Benefits 29

1300-1 Holidays
29

1300-2 Vacation Leave
30

1300-3 Sick Leave
31

1300-4 Personal Leave
33

Section XIV insurance Benefits 34

1400-1 General
34

1400-2 Medical Insurance
35

1400-3 Medical Insurance Buy-Out 36

1400-4 Medical Insurance for Retirees 37



1400-5DentalPlanandEyePlans38

1400-6ContinuationofHealthInsuranceBenefits(COBRA)38

1400-7Short-TermDisabilityBenefits38

1400-8Workers’CompensationBenefits39

1400-9UnemploymentBenefits39

1400-10SocialSecurity
39

SectionXVTheNewYorkStateEmployees’

RetirementSystem40

1500-1Summary
40

1500-2MandatoryMembership40

1500-3OptionalMembership40

1500-4WaiverofEnrollment40

SectionXVIStatutoryProvisions41

1600-1TheAmericanswithDisabilitiesAct41

1600-2EqualEmploymentOpportunity42

1600-3FamilyandMedicalLeaveAct42

1600-4FairTreatment42

1600-5SexualHarassment43

1600-6Drug-FreeWorkplace45

1600-7Smoking
47

SectionXVIISafety48

1700-1WorkplaceSafety48

1700-2AccidentorSuddenIllnessPlan48

1700-3AccidentReportingProcedures49

1700-4CompliancewithLaws49

SectionXVIIICommunications50

1800-1BulletinBoards50

Appendix“A”
51

Appendix“B”
55

EmployeeAcknowledgmentForm57



Section I Applicability And Definitions

100-1 Applicability

All employees of the Town of Hartland should thoroughly acquaint themselves with
this Employee Handbook. Union members should also obtain a copy of their
Collective Bargaining Agreement from their respective bargaining representatives.
All employees will be required to adhere to the applicable provisions of this
Handbook, except as provided in Section 100- 3.

100-2 Definitions

The following terms shall have the meanings set forth below:

Town — The Town of Hartland

Elected Official — Officials of the Town who are elected, i.e., Town Supervisor,
Town Board Members, Town Justices, Town Clerk, Tax Collector and
Superintendent of Highways etc.

Full-time Elected Official — Town Clerk and Superintendent of Highways

Part-time Elected Official — Any elected official except Town Clerk and
Superintendent of Highways

Department Head — The person in charge of any department, agency, bureau,
unit, or subdivision of the Town of Hartland. This definition will be applicable in the
event such person is serving in an acting, temporary, or provisional status in the
position of Department Head. This term shall include the Town Supervisor, who
shall be considered the supervisor of all Department Heads and shall function as
a Department Head in the absence or unavailability of a Department Head.
Department Head shall include: Town Supervisor; Town Clerk; Highway
Superintendent; Water Superintendent; and Assessor! Building Inspector..

Supervisor — The individual designated by the Department Head to oversee the
performance of employees.

Employee — Any person employed by the Town, including, but not limited to, an
appointed official, Department Head, managerial employee, confidential
employee, supervisory employee, provisional employee, probationary employee,
temporary employee, seasonal employee, trainee, or student intern, but not an
independent contractor.

100-3 Collective Bargaining Agreements — In the event an expressed and explicit
provision set forth in a collective bargaining agreement between the Town of



HartlandandanemployeeorganizationasdefinedbythePublicEmployees’Fair
EmploymentAct(TaylorLaw)shouldconflictwithanemployeebenefit,personnel
policy,personnelprocedure,orotherprovisionsetforthinthisEmployee
Handbook,theexpressedandexplicitprovisionofthecollectivebargaining
agreementwillcontrol.Otherwise,unlessexpresslyexcludedherein,this
EmployeeHandbookwillbeapplicabletoallemployees.

100-4ThePurposeofthisEmployeeHandbook

StatementofPurpose—ThepurposeofthisEmployeeHandbookistoestablish
theTown’spersonnelpoliciesandpracticestoallemployeesandElectedOfficials.
Itisnecessarythateachemployeeunderstandthepoliciesthatrelatetorules,
regulations,procedures,practices,workstandards,employmentclassifications,
compensation,andbenefits.ThisEmployeeHandbookisnotacontractof
employment,expressorimplied,andshouldnotbeconstruedassuch.
Employmentcanbeterminatedatanytimeatthewillofeithertheemployerorthe
employee,subjectonlytosuchproceduralrequirementsasmaybespecified
pursuanttoNewYorkStateCivilServiceLaw,TownLaw,orotherapplicablelaw,
rule,orregulations.TheEmployeeHandbookprovisionsshallnotbeconstrued
asacreationofhigherlegalstandardofsafetyorcare.AviolationofaHandbook
provisionmayformthebasisfordisciplinaryactionbytheTown.

ChangesorModifications—TheTownBoardreservestherighttointerpret,
change,modify,oreliminateanyprovisioncontainedinthisEmployeeHandbook.
TheprovisionsofthisHandbookmaybesupercededbyotheractionsoftheTown
Board.

Statutes,LawsandOrdinances—Intheeventanapplicablefederalorstate
statuteorregulationoraTownLaworordinanceconflictswithanyprovision
containedinthisEmployeeHandbook,thensuchstatute,regulation,lawor
ordinancewillprevail.Conflictshallmeantotakeprecedenceover,andshallnot
includelaws,regulationsorordinanceswhich,arenotmandatorytotheTown.
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Section II Employee Classifications/Appointments

For purposes of this Employee Handbook, the following terms shall be defined as
indicated. The definition provided for each of these terms applies only within the
context of this Employee Handbook. The meaning and use of these terms or
similar terms may be different in the context of Civil Service Rules or a collective
bargaining agreement.

200-1 Town Classifications

Full-Time Employees - An employee who is regularly scheduled to work a
minimum of thirty hours per week.

Part-Time Employees - An employee who is regularly scheduled to work less
than thirty hours per week.

Temporary Employees - An employee who is employed on an interim basis or
employed to work on a special or emergency basis for a specified period,
consistent with the Civil Service Law as applicable.

Seasonal Employees - An employee who is employed to work for a period not to
exceed six months.

200-2 Civil Service Classifications

The following is intended as a summary only. The Civil Service Law and the
Rules for the Classified Civil Service for Niagara County shall govern regarding
the jurisdictional classification of positions and the appointment and promotion of
personnel.

The Unclassified and Classified Services

A. Unclassified Service — In accordance with Civil Service Law and for
purposes of this Employee Handbook, the term “Unclassified Service” will include
all individuals who are Elected Officials and/or members of boards or commissions.

B. Classified Service — In accordance with Civil Service Law and for
purposes of this Employee Handbook, the term “Classified Service” as defined by
the Civil Service Law and the Rules for the Classified Civil Service for Niagara
County will include all Town employees who are subject to the Rules for the
Classified Civil Service for Niagara County. The Classified Service is divided into
four jurisdictional classes:

(1) Exempt — those positions, other than unskilled labor positions, for which
competitive or non-competitive examinations or other qualification
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requirementsarenotpracticable(CivilServiceLaw,Section41);Q
(2)Competitive—thosepositionsforwhichitispracticabletodeterminemerit

andfitnessbycompetitiveexamination;

(3)Non-Competitive—thosepositionsnotintheexemptclassorthelaborclass
forwhichitisnotpracticabletodeterminemeritandfitnessbycompetitive
examination,butratherbyareviewoftrainingandexperience;and,

(4)Labor—unskilledlaborpositions,exceptthosepositionswhichcanbe
examinedforcompetitively.

C.CivilServiceAppointments-InaccordancewithCivilServiceLaw,the
followingtypesofappointmentsmaybemadetopositionsinthe
CompetitiveClass:

(1)Permanent—anappointmenttoavacantpositionintheCompetitiveClass
fromaneligiblelistestablishedasaresultofexamination,followingsuccessful
completionofaprobationaryterm;

(2)Provisional—anappointmenttoavacantpositionintheCompetitiveClass
whenthereisnotanappropriateeligiblelist.Aprovisionalappointeemusttake
anexaminationwheneveritisscheduled.Thereafter,apermanentappointment
willbemadeonthebasisoftheeligiblelistresultingfromtheexamination;or

(3)Temporary—anappointmenttoapositionintheCompetitiveClassfor
reasonsincluding,butnotlimitedto:emergencyworkprojects;planned
terminationofthepositionafteralimitedtime;toreplaceanemployeewhois
onaleaveofabsence;tofillapositionfundedthroughatemporarygrant;orto
fillapositionvacatedbythepromotionofanotheremployeeuntiltheemployee
whohasbeenpromotedreceivespermanentstatus.

D.ExaminationsandPromotions—InaccordancewithCivilServiceLaw,
intheeventthereisavacancyinaneworexistingpositionintheCompetitive
ClasswhichtheTownintendstomaintain,theTownwillfillthevacancyby
selectionfromtheeligiblelistcertifiedbytheNiagaraCountyCivilService
DepartmentofpersonswhohavetakentheappropriateCivilServiceexamination.
TheNiagaraCountyCivilServiceDepartmentwilltestandrankeachcandidate
accordingtotheindividual’sperformanceontheexamination.Inaccordancewith
CivilServiceLawSection61,theTownwillselectoneofthetopthreeavailable
candidatesonthelisttofilltheposition.Someveteransmayreceivecreditfor
servicepursuanttocivilservicelaw.Whenappropriate,opportunitiesfor
promotionfromcurrentemploymentwillbeconsidered.

C
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Section III Employment

300-1 Oath of Office

Requirement - Each Town Officer as defined in the Town Law and the Public
Officers Law, must take the Oath of Office prior to commencement of duties. The
oath will be filed in the Town Clerks office, unless other filing is required by Law.

300-2 VacancieslApplications

Statement of Compliance — The Town of Hartland complies with all applicable
federal, state and local laws, rules, and regulations throughout the employee
selection process, including, but not limited to, the Public Officers Law, Town Law,
Civil Service Law, Title VII, and the Americans with Disabilities Act, and is an Equal
Opportunity employer.

Residency — In the event there is a vacancy in a new or existing position which
the Town intends to maintain, the Town will, all other qualifications being equal,
give preference to applicants who are residents of the Town. Residency in the
county of Niagara is a requirement of employment.

Employment Applications — The Town relies upon the accuracy of information
contained in the employment application, as well as the accuracy of other data
presented throughout the hiring process. Any misrepresentations, falsifications, or
material omissions in any of this information or data may result in the Town’s
exclusion of the individual from further consideration for employment or dismissal
if the conduct is discovered after employment commences.

Employment Reference and Background Checks — To ensure employees are
well qualified and have a strong potential to be productive and successful, the
Town reserves the right to check the employment references and appropriate
background information of applicants.

300-3 Probationary Period

A. Purpose of Probationary Period —The probationary period provides the Town
Board and the Department Head with an opportunity to evaluate the employee’s
job performance and potential for development in the position, and to determine
whether the employee will become a permanent employee. Employment may be
terminated at will during the probationary period. Union employees should refer to
the collective bargaining agreement in reference to the probationary period.

B. Length of Probationary Period — Except as otherwise provided in the Rules
for the Classified Civil Service for Niagara County, an employee appointed from an
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open-competitivelistmustserveaprobationaryperiodoffifty-twoweeks.Unless
otherwisenotifiedinwriting,theprobationaryperiodshallbefifty-twoweeks.The
lengthoftheprobationaryperiodmaybeextendedinaccordancewiththeRules
fortheClassifiedCivilSeiviceforNiagaraCounty.

C.SuccessfulCompletionofProbationaryPeriod—Anemployee’s
appointmentwillbecomepermanentoncetheprobationaryperiodhasbeen
successfullycompleted.Exceptasotherwiseprovidedbylaworacollective
bargainingagreement,completionoftheprobationaryperioddoesnotnecessarily
conferrightsorprivilegesintheposition.

0.FailuretoSuccessfullyCompleteProbationaryPeriod—TheTownmay
dismisstheemployeefromemploymentatanytimeduringtheprobationaryperiod
andbeforecompletionofthemaximumprobationaryperiod.Iftheperformanceof
anemployeeservingaprobationaryperiodwhohasbeenpromotedortransferred
fromadifferentpermanentpositionisnotsatisfactory,theemployeeshallbe
returnedtotheemployee’sformerpermanentposition.Unionemployeesshould
refertothecollectivebargainingagreementinreferencetofailingtocompletethe
probationaryperiod.

0
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Section IV Discipline of Employees

400-1 Policy — It is the policy of the Town of Hartland that certain rules and
regulations regarding employee behavior are necessary for the benefit and safety
of all employees, the efficient operation of the Town, and the delivery of services
to the public. Any conduct that interferes with operations or that discredits the
Town will not be tolerated. An employee must conduct oneself in a positive manner
so as to promote the best interests of the Town.

Forms of Discipline — Employees entitled to the protection afforded by Civil
Service Law Section 75 (a summary of civil service law §75 is attached in Appendix
“A”) shall be disciplined in accordance with the provisions and procedures
contained therein. The Town retains the right to discipline employees in such
manners it shall determine.

400-2 Corrective Action Notice — A Corrective Action Notice or a Letter of Counsel
are not disciplinary actions. Such notice or letter may be issued by the Town
Supervisor or the Department Head whenever deemed necessary to address a
deficiency or violation of the Town’s policies, work rules, or job performance. Such
notice or letter is not a pre-requisite to taking disciplinary action. As a condition of
employment, employees are required to sign any corrective action notice and letter
of counsel to indicate that a discussion of the issue has taken place. If an employee
refuses to sign the notice, the Town Supervisor will note such refusal along with
the date and time. The Corrective Action Notice or Letter of Council will be filed in
the employee’s personnel file. Employees shall receive a copy of any corrective
action notice or letter of counsel.

400-3 Prohibited Conduct—Any employee who violates the policies, procedures, rules,
or regulations outlined in this Employee Handbook or those established by the
employee’s department, or engages in other misconduct will be subject to
disciplinary action. Misconduct for which disciplinary action may be taken, include,
but are not limited to, the following:

A. Falsification of any records or reports including, employment applications,
medical reports, time records, work-related records, absence from work,
injuries on the job, claims for benefits provided by the Town;

B. Intimidating, coercing, threatening, or assaulting, or fighting with or interfering
with, other employees, Elected Officials, residents of the Town; or any other
person;

C. Engagement in any form of discrimination or harassment, including sexual
harassment;

D. Improper performance of job duties or failure to perform assigned duties and
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responsibilities;Q
E.Insubordination,including,butnotlimitedto,refusalorfailuretoobey

instructionsofaDepartmentHeadorsupervisor.

F.Carelessornegligentuseoroperationofequipment.Improperoperationof
equipment;causingdamageorexcessivewearandtearonequipment.

G.Willfulordeliberateabuse,destruction,defacement,misuse,ortheftofTown
propertyorremovalofTownpropertywithoutpermission;

H.IllegalgamblingonTownproperty;

I.Sleepingonthejob;

J.Violationand/ordisregardofsafetyrulesorsafetypractices,includingfailure
towearassignedsafetyclothingorequipment;

K.Failuretoadheretothepersonalappearance/dresscodepolicy;

L.ViolationsofTownpolicies,proceduresorengaginginprohibitedconduct;

M.Leavingworkareawithoutpermission;

N.Tardinessand/orunauthorizedabsences;

0.Failuretogivepropernoticeofabsences;

P.PossessionoruseofcontrolledsubstancesoralcoholwhileonTownproperty
orinTownvehicles,orduringthecourseofemployment;

Q.PossessionoffirearmsorexplosivesonTownpropertyorinTownvehiclesor
duringthecourseofemployment,unlessotherwiseauthorizedaspartofjob
duties;or

R.Actsofsabotage;

S.Beingundertheinfluenceofcontrolledsubstancesoralcoholwhileworking.
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Section V Personnel File and Records

500-1 Policy - It is the policy of the Town to obtain, use, and retain employment
information. Personnel records will be maintained for current and past employees
in order to document employment related decisions and comply with government
record keeping and reporting requirements. At the same time, it is the Town’s
policy to respect each employee’s privacy and to comply with all State and Federal
Privacy laws.

500-2 Content — The personnel records maintained by the Town include, but are not
limited to, Employment Applications, Report of Personnel Change Forms; copies
of job-required licenses and certificates, Federal and State Withholding Tax Forms,
Retirement Enrollment/Waiver Forms, Health Insurance Enrollment/Waiver Forms,
disciplinary information, grievance or dispute notices, letters of acclamation,
probationary reports, and Corrective Action Notices or Letters of Council, and
employee evaluations.

500-3 Location of Files — All original personnel records for current employees will be
kept in the Town Supervisor’s office and will be maintained and controlled by the
Confidential Secretary to the Supervisor.

500-4 Immigration (1-9) Forms —All Immigration (1-9) Forms will be kept in a separate
file apart from the employee’s personnel file, in the Supervisor’s Office.

500-5 Medical Records — All employee medical records will be kept in a separate file
apart from the employee’s personnel file in the Town Supervisor’s office and will
be maintained and controlled by the Confidential Secretary to the Supervisor..

500-6 Substance Testing Records — All employee substance testing records will be
kept in a separate file apart from the employee’s personnel file in the Supervisor’s
Office and will be maintained and controlled by the Town Supervisor’s Office,
maintained and controlled by the Confidential Secretary to the Town Supervisor.
For security purposes, these files will be locked at all times.

500-7 Change in Status — An employee must immediately notify the Confidential
Secretary to the Supervisor of a change of name, address, telephone number,
marital status, number and age of dependents, beneficiary designations, and
individuals to notify in case of emergency.

500-8 Employee Access — An employee, or a representative designated by a written
statement signed by the employee, may inspect and copy the contents of the
employee’s own personnel file. Inspections by employees must be requested in
writing to the Town Supervisor and will be scheduled at a mutually convenient time.
An authorized official must be present when the employee inspects the file. The
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employeemaynotremoveorplaceanymaterialinthefilewithouttheapprovalof(
theTownSupervisor.Copiesofrecordscontainedinanemployee’spersonnelfile
maynotbereleasedtoathirdpartywithoutthewrittenconsentoftheemployee,
unlessfederal,stateorlocallawsrequireotherwise.

0

0
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Section VI Separation from Employment

600-1 Notice of Resignation (Employees) — An employee who intends to resign from
employment must submit a written resignation to the employee’s Department Head
at least two weeks before the date of resignation is to be effective.

600-2 Notice of Resignation (Town Officers) — Pursuant to New York State Public
Officer’s Law, a Town Officer (as defined by Public Officers Law) must resign by
delivering a written notice to the Town Clerk, If no effective date is specified, the
office becomes vacant immediately upon delivery of the notice to the Town Clerk.
If a Town Officer wishes to resign at some future date, the Town Officer may
specify a resignation date. However, if the resignation date is more than thirty days
after delivery of the notice to the Town Clerk (ninety days for Justices), the
resignation will become effective thirty days after such delivery (ninety days for
Justices).

600-3 Notice of Resignation (Town Clerk) — Pursuant to New York State Public
Officer’s Law, the Town Clerk who intends to resign must submit a written
resignation to the Secretary of State.

600-4 Exit Interviews — Exit interviews are normally conducted by the Department Head
and/or the Town Supervisor. The exit interview provides an opportunity to discuss
a number of items including employee benefits, COBRA eligibility, changing of
computer passwords, and return of Town property. During the exit interview,
employees are encouraged to give suggestions, concerns and constructive
recommendations.

600-5 Final Paycheck — Employees receive their final paycheck on the next regularly
scheduled payday. The final paycheck includes payment for accumulated vacation
benefits, if applicable.

11
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SectionVIIWorkRulesandPolicies

700-1DepartmentalHours

A.NormalHoursofOperation—Thenormaldaysandhoursofoperationare
establishedbytheTownBoard.SubjecttothediscretionoftheTownBoard,an
employee’sDepartmentHeadwillestablishtheemployee’sworkschedule,which
maydifferfromthenormalhoursofoperationdependingupontheparticularneeds
andrequirementsofthedepartment.TheTownBoardreservestherighttoapprove
ormodifyallemployeeworkschedules.

B.Flex-Time—Whereitmaybebeneficialtoagivendepartmenttohavean
employeebeginand/orendagivenworkdayatatimeotherthantheregularly
establisheddepartmentworkhours,ortosplitworkdays,aDepartmentHeadmay
approveaflex-timeschedulefordesignatedemployees.Whenjobdutiesdemand
extrawork,adepartmentheadmayadjustthescheduleduringthesamepay
period.TheTownSupervisorandtheTownBoardreservetherighttoapprove,
modify,orrejectall“flex-time”schedules.

C.DepartmentHeadAbsences—DepartmentHeadshavedutiesthatmay
requirethemtobeabsentfromtheirofficesatcertaintimesduringtheday.Itisthe
DepartmentHead’sresponsibilitytoassignwork,andservices,andsupervisionas
neededinanabsence.

700-2MealBreaks

A.MealBreaks—Anemployeewhoworksmorethansixhoursinagivenday
willreceiveapaid,duty-freemealbreakofnotlessthanthirtyminutesormorethan
sixtyminutes,asdeterminedbytheDepartmentHead.

B.SchedulingofMealBreaks—Schedulingofmealbreaksshallbeapproved
bytheDepartmentHeadinaccordancewiththeneedsandrequirementsofthe
department.Mealbreakswillnormally,andwillnotbeauthorizedatthebeginning
orendoftheday.UnlessotherwisedirectedbytheDepartmentHead,anemployee
mayleavethework-siteduringthemealbreak.

700-3EmergencySituations

A.ClosingProcedures—Intheeventthatharshweatherconditionsorother
emergenciesdeveloppriortothebeginningoftheworkday,theTownSupervisor
mayauthorizetheclosingofnon-emergencyoperations,or,ifweatherconditions
orotheremergenciesdevelopduringaworkday,theTownSupervisormaydirect
thatcertainemployeeswhoperformnon-essentialservicesleavework.

12



B. Closing Affect on Compensation — Pay for salaried employees will not be
affected by an emergency closing. Pay for other employees will be in accordance
with the provisions below:

(1) During Work — A full-time employee who is directed by the Town Supervisor
to leave work due to an emergency closing will be paid for the remainder of the
employee’s normal workday at the employee’s regular rate of pay. Such time
will not be included as time worked for the purpose of computing overtime. A
part-time employee who is directed to leave work due to an emergency closing
will not be paid for the remainder of the employee’s normal workday. Such
employee may choose to make up the time at a later date during the same pay
period if agreed to by the Department Head. An employee who has previously
scheduled a paid leave day must still charge the absence for the day to the
appropriate paid leave.

(2) Prior to Reporting to Work — If a determination is made to close operations
prior to the start of a workday, the Town Supervisor will initiate notification to all
affected employees. A full-time employee who is directed not to report to work
due to an emergency closing will be paid for the employee’s normal workday at
the employee’s regular rate of pay. Such time will not be included as time
worked for the purpose of computing overtime. A part-time employee who is
directed not to report to work will not be paid for the workday. Such employee
may choose to make-up the time at a later date during the same pay period if
agreed to by the Department Head. An employee who has previously scheduled
a paid leave day must still charge the absence for the day to the appropriate
paid leave.

700-4 Time Records

A. Policy — Other than elected officials, all employees are required to complete
an individual time record showing the daily hours worked. Employees in the
Highway Department must punch a time card.

B. Procedures — An employee required to complete a time record or punch a
time card must comply with the following procedures:

(1) Time records must be completed by the close of each workday;

(2) All time worked, including the beginning and ending time, must be recorded;

(3) All paid and unpaid leaves of absence must be recorded;

(4) Employees must complete their own time record or punch their own time card.
In circumstances where an employee is not able to complete the employee’s

I-,
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owntimerecord,theDepartmentHeadmaycompletethetimerecordonbehalf
oftheemployee,andshallnoteonthetimerecordthereasonforsuch
completion.

(5)ThetimerecordmustbesubmittedtotheDepartmentHeadforverificationand
signaturepriortosubmissiontotheConfidentialSecretarytotheSupervisor.

700-5CorrectionofErrors—Anemployeemustimmediatelybringerrorsintime
recordstotheattentionoftheemployee’sDepartmentHeadwhowillinvestigate
thematterandmakeandinitialthecorrectiononcetheerrorhasbeenverified.

700-6Unauthorized“Flex-Time”—Unlesspriorapprovalhasbeenobtainedfromthe
DepartmentHead,arrivingearlyorleavinglatefortheemployee’sown
convenienceisnottobeincludedinworkingtime,providedthattheemployee
performednopre-approvedauthorizeddutiesfortheTownduringsuchintervals.

700-7FalsificationofTimeRecords—Anemployeewho,isfoundtohavefalsifiedor
alteredatimerecord,orthetimerecordofanotheremployee,orcompletedatime
recordforanotheremployee,willbesubjecttodisciplinaryaction.

700-8ExpenseReimbursement

A.General—UponproperauthorizationoftheTownBoard,anemployeeor
ElectedOfficialwillbereimbursedforexpensesassociatedwithcarryingoutTown
business,including,butnotlimitedto,meals,lodging,mileage,parking,highway
tolls,andtrainingandmembershipfees.Aproperlycompletedvoucher,alongwith
allrequireddocumentationandcorrespondingreceiptsmustbesubmittedtothe
TownClerkorTownSupervisor’sConfidentialSecretaryinorderforthe
reimbursementtobeprocessed.

B.Insurance—TheTownwillprovidebondinginsuranceforanemployeewho
isrequiredtoactinafiduciarycapacity.

C.Mileage—AnemployeewhoisdirectedbytheappropriateDepartmentHead
orsupervisortousetheemployee’sownvehicletoconductTownbusinesswillbe
reimbursedatthemileagerateestablishedbytheTownBoard.

D.EducationandTraining—UponproperauthorizationoftheTownBoard,an
employeewillbereimbursedfortrainingcoursesthataredirectlyrelatedtothe
employee’spresentjob.EmployeesmustfirstseekapprovalfromtheirDepartment
HeadbeforetherequestispresentedtotheTownBoard.

E.RequiredMembershipFees—UponproperauthorizationoftheTownBoard,
anemployeemayholdmembershipinaprofessionalorganizationandwillbe
reimbursedforanyrequiredduesand/orfeesrelatedtoemploymentwiththeTown.
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F. Association of Towns Meeting — Upon prior authorization of the Town Board,
an employee or Elected Official who attends the annual meeting conducted by the
Association of Towns will be reimbursed for all reasonable expenses. Delegates to
this meeting will be selected by the Town Board.
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SectionVIIIVehicleUsageandLicensing

800-1General—AllvehiclesandrelatedequipmentoftheTownofHartlandareowned
orleasedandmaintainedforthepurposeofconductingofficialbusinessofthe
Town.Saidvehiclesandequipmentmaynotbeusedforthepersonaluseorprivate
gainofanyofficialoremployee.

800-2Rules—Thefollowingrulesshallbeadheredto:

A.Townvehiclesandrelatedequipmentmustremainunderthegeneral
administrativejurisdictionanddirectionoftheDepartmentHeadtowhichitis
assigned;

B.TownvehiclesareassignedtospecificTownofficialsandemployeesfor
specificpurposesandtasks.Saidvehiclesmaynotbeusedforany
unauthorizedpurposenortoconductpersonal,private,ornon-Townrelated
business.TheTownBoardshalldeterminewhichEmployeesorofficialsmay
useTownVehiclesfortravelbetweenworkandhome;

C.Townvehiclesmustalwaysbeoperatedinasafeandresponsiblemanner,and
incompliancewithallapplicablemotorvehicleandtrafficlaws.Employeesare
responsibleforanydrivinginfractionsorfinesthatresultfromtheiroperationof
Townvehicles,andmustreportthemtothetheirDepartmentHead.Intheevent
ofanaccident,regardlessofseverity,theaccidentmustbeimmediately
reportedtoaDepartmentHeadandanaccidentreportmustbefiledwiththe
TownSupervisor’sOffice,bytheapplicableDepartmentHeadwithintwenty-
fourhours;

D.ExceptintheconductofTownbusiness,Townvehiclesmaynotbeusedto
transportpersonswhoarenotofficialsoremployeesoftheTownofHartland.
MaterialnotrelatedtotheconductofTownbusinessshallnotbeinTown
vehicles;

E.Townvehiclesshallbemaintainedinasafeandsecureconditionwhennotin
use.Vehiclesshallbelockedwhennotinuse.Keystovehiclesshallbe
controlledbytheappropriateDepartmentHead;

F.ExcepttheauthorizedTowninsigniaordecal,noadvertisements,signs,
bumperstickersorothermarkingsshallbedisplayedonTownvehiclesatany
time.

800-3RequirementofLicense—AnemployeewhoisrequiredtodriveeitheraTown
ownedvehicleortheemployee’sownpersonalvehicletoconductbusinesson
behalfoftheTown,mustpossessatthetimeofappointment,andmustmaintain
throughoutemployment,avalidNewYorkStatedriver’slicense.
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800-4 Commercial Drivers — An employee who operates a vehicle which requires a
Commercial Driver’s License (CDL), must maintain such license throughout
employment. In accordance with the federal Commercial Motor Vehicle Safety Act
of 1986, a commercial driver must notify the Town within thirty days of a conviction
of any traffic violation (except parking), no matter where or what type of vehicle the
employee was driving.

800-5 Loss of Driver’s License — An employee who is required to possess a driver’s
license or CDL license in order to perform certain job duties and responsibilities
must immediately notify the appropriate Department Head in the event the license
is suspended or revoked. The loss or suspension of the driver’s license or CDL
license may affect the employee’s employment with the Town. Failure to report
loss or suspension may result in disciplinary action.
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SectionIXSupplies,ToolsandEquipmentandFuelUsage0

900-1Supplies—AllTownownedsuppliesshallbeusedefficientlyandnotwasted.An
employeemaynotuseanyTownsuppliesincluding,butnotlimitedto,postage,
paper,orofficesuppliesforpersonaluse.

900-2ToolsandEquipment—AnemployeemaynotuseTown-ownedtoolsor
equipment,including,butnotlimitedto,faxmachines,copiersandcomputer
equipmentforpersonaluseoranyotherusewhichisnotwithinTownauthorized
scopeofemployment.AnemployeemaynotuseTownfacilitiesforpersonaluse
unlesssuchuseisinaccordancewithusageopentothepublicatlarge.

900-3Fuel—Anemployeemaynotusegasoline,fueloil,ormotoroilpurchasedbythe
Townforpersonaluse.

900-4TelephoneICellPhoneUsage

Properphoneetiquetteisrequiredatalltimes.Excessivepersonalphoneusage
isnotallowed.Telephoneandcellphoneusagemustadheretothefollowing
guidelines:

A.Anemployeeshallanswerpromptlyandspeakinaclear,friendlyand
courteoustone;

B.Anemployeeshallgivethenameofthedepartmentorofficeandone’sown
name.Ifthecallisnotfortheemployeewhoanswers,theemployeemust
transferthecallertothecorrectparty,ortakeamessagerecordingall
pertinentinformation,ortransferthecalltothecorrectparty’svoicemail;

C.Ifthecallmustbeplacedonhold,theemployeewhoansweredthecallwill
returntothelinefrequentlytoconfirmthatthecallisbeingtransferred;

D.Anemployeemaymakenecessarylocalpersonaltelephonecalls,however,
suchcallsshallbelimitedinduration,nottoexceedfourminutesinlength,
andmustnotinterferewiththeperformanceoftheemployee’sjobduties.Any
personalcallsexceptduringbreaktimesinexcessoftwoperdaywillbe
consideredexcessive.Additionalpersonalcallsforfamilyorpersonalmatters
maybemadeonlyonapprovaloftheDepartmentHead,forgoodand
necessaryreasons.Personalcallsmay,atthediscretionoftheDepartment
Head,belimitedtobreaktimesonly;

E.AnemployeemaynotmakepersonalcallsonaTownprovidedtelephoneor
cellphonethatwillresultinadditionalchargestotheTown,exceptinan
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emergency and/or with prior approval from the Department Head. The
employee must reimburse the Town for the cost of the call.

F. Employees cell phone use may not exceed that set forth in D” above.
Department heads may prohibit cell phone usage or limit its use to break time
only.

G. Texting and e-mailing on cell phones shall not exceed that allowed in “D”
above.

H. Mobile devices shall be distributed to elected officials and employees as
directed by a resolution of the Town Board.

900-5 Computer Systems — All computer systems, hardware, software, and tiles,
including e-mails and memory are the property of the Town of Hartland. Personal
computers or notepads are prohibited from the work place.

900-6 Authority — Department Heads have the authority to inspect the contents of any
computer equipment, data/files, or electronic mail (“e-mail”) of their subordinates
at any time. In addition, the data/files of Department Heads and supervisors may
be inspected by the Town Supervisor or his designee at any time.

900-7 Usage — All computer systems, hardware, and software provided to an employee
are provided for the purpose of aiding that employee in the performance of the
employee’s job functions. All hardware and software used is to be supplied by the
Town of Hartland. No unauthorized or unlicensed hardware or software may be
used or installed on any Town-owned computer. Any hardware or software
necessary to perform job duties should be requested of the employee’s
Department Head. The Town may restrict internet access and block websites.

900-8 Prohibited Uses — In addition to the guidelines set forth above, the following uses
of Town-owned computers and equipment are prohibited. This list is meant to be
illustrative, and not exhaustive.

A. Any illegal activity;

B. Usage for any private or personal purposes, including e-mails;

C. Threats or harassment;

0. Slander or defamation;

E. Transferring of obscene or suggestive messages or graphical images;
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F.Anynon-workrelatedcommercialactivity;Commercialactivityislimited
todesignatedterminals.Ifauserisunsurewhetheraterminalisavailable
forcommercialuse,theemployeeshouldasktheDepartmentHead;

G.Accessingorattemptingtoaccessthedata/filesofanotherperson,
unlessauthorized,exceptbysupervisorypersonnel;

H.Usingoraidingintheunauthorizeduseofanotherperson’spassword;

I.Harmingordestroyingdata/files(otherthaneditingordeletinginformation
intheinthenormalcourseofone’sjobduties);

J.Useofnon-businesssoftware;

K.Useofentertainmentsoftware,suchasgamesandpuzzles;

L.Installationoruseofanyhardwareorsoftware,notownedbytheTown;

M.InstallationoruseofTown-ownedhardwareorsoftwareforanyusethat
isnotTownrelatedbusiness;

N.Installationoruseofanyunauthorizedorunlicensedhardwareor
software;

0.Installationofanysoftwarecontainingviruses;

P.Accessingofunauthorizedinternetsites.

900-9InternetOn-LineService-Internet/on-lineserviceisprovidedtoemployeeswho
havedemonstrateawork-relatedreasontohaveaccess.Usageissubjectto
controlbytheemployee’sDepartmentHeadorsupervisor.

A.InternetEtiquette—Employeesshallcommunicateinamannerthatwillreflect
positivelyonboththemselvesandtheTownofHartland.

B.Reliability—TheTownofHartlandisnotresponsibleforlossordamagetoa
user’sdataorforthereliabilityofinformationthatisobtainedviatheInternet/on
lineservice.Also,thisinformationmustbeusedinaccordancewithapplicable
copyrightlaws.

C.Copyright—Employeesshallcomplywithallcopyrightlaws.

0.Security—Thereisnoguaranteeofprivacyofdata/files,includinge-mail,on
Town-ownedcomputers.AllfilesaresubjecttoinspectionbyDepartmentHeads
andsupervisors.Anyemployeewhoisrequiredtohaveapasswordmustsubmit
thatpasswordtotheemployee’sDepartmentHeadinasealedenvelope.

C)
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E. Violations —Anyone with information as to a violation of this policy shall report
said information to the employee’s Department Head who shall report it to the
Town Supervisor.
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SectionXWorkRegulations0

1000-1PersonalAppearance-Anemployeeshallmaintainapersonal
appearanceinamannerthatreflectsagoodimagetothepublic.Acceptable
personalappearanceisanongoingrequirementofemploymentwiththeTown.
Employeesshouldnotwearsuggestiveattire,athleticclothing,noveltybuttons,or
similaritems.

1000-2SafetyClothingandEquipment—Anemployeeisrequiredtowearsafety
clothingandequipmentasrequiredforthejobbeingperformedorasdirectedby
theDepartmentHead.

1000-3Uniforms—Anemployeemayberequiredtowearauniformasdirected
bytheDepartmentHead.Ifsuchisthecase,theemployeemustcomplywithall
requirements.

1000-4SolicitationlDistribution

A.Non-Employees—ExceptasprovidedbytheTaylorLaworCollective
BargainingAgreement,solicitationanddistributiononitspremisesbynon-
employeesisprohibitedandtopermitsolicitationanddistributionbyemployees
onlyasoutlinedbelow.AnyactivitiesprotectedbytheTaylorLawarehereby
excludedfromthisprovision.

B.DuringWorkingHours—Anemployeemaynotdistributeliteratureorsolicit
otheremployeesduringworkinghourswithoutapprovalfromtheappropriate
DepartmentHead.

C.DuringMealandRestBreaks—Anemployeemaydistributeliteratureand
solicitotheremployeesduringmealandrestbreaksprovideditdoesnotinterfere
withthenormaloperationsofthedepartment,reduceemployeeefficiency,annoy
fellowemployees,orposeathreattotheTown’ssecurity.

1000-5Visitors-Employeesarenotallowedvisitorsduringworkinghours,except
foremergencysituations.Visitorsareallowedforbriefvisitsduringanemployee’s
mealbreakaslongassuchvisitdoesnotinterferewithTownoperationsor
interruptotheremployeeswhoarestillworking.

1000-6PurchasingPolicy-ItisthepolicyoftheTowntoauthorizecertain
individualstomakepurchasesonbehalfoftheTown.Noemployeeshallmake
purchasesfortheTown,orusetheTown’snametomakepurchases,unlessso
authorizedbytheDepartmentHead,subjecttoTownSupervisorandTownBoard
oversight.NopurchasesshallbemadeinviolationoftheTown’sprocurement
policy.UseofTowncreditcardsshallbelimitedtoauthorizedpersonnelandshall
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be in accordance with policies implemented by the Supervisor or Town Board.

1000-7 Work Area — Work areas must be kept safe, clean and orderly at all times.
Employees are responsible for maintaining their work area in a clean, safe and
orderly fashion. Department Heads and Supervisors shall be responsible to
assuring compliance. The following are to be observed:

A. Place coats, boots, umbrellas and other items of clothing in designated areas
so that work areas are not unnecessarily cluttered;

B. Report any existing or potential workplace hazards and safety violations to the
Department Head;

C. Clean and store all tools and equipment and properly store any items, papers
or confidential information in a manner prescribed by the Department Head.

D. Keep aisles, floors and walls are free from debris and other unnecessary items;

E. Maintain the facilities and equipment in a clean and orderly fashion;

F. Remove items from the workplace that are not needed for the flow of business
or the enhancement of employee comfort;

G. Ensure the proper disposal of all trash and waste.

1000-8 Personal Property — Employees shall refrain from bringing unnecessary
or inappropriate personal property to work. The Town recognizes that an
employee may need to bring certain items to work. However, personal property
brought to the workplace shall not disrupt work or pose a safety risk to other
employees. Department Heads may prohibit specific items of personal property.

1000-9 Personal Liability — The Town will not repair, replace, or reimburse an
employee for the damage or loss of the employee’s personal property. An
employee bringing personal property to the workplace does so at one’s own risk.

1000-10 Security Inspections — Desks, lockers and other storage areas may be
provided for the convenience of employees but remain the sole property of the
Town. Such storage areas, as well as any articles found within them, or elsewhere
in the workplace, can be inspected by the Supervisor or Department Heads at
anytime, with or without notice.

1000-11 Town Property —An employee will be responsible for items issued by the
Town which is in the employee’s possession and/or control, such as, but not limited
to equipment, badges, keys, uniforms, manuals and other Town property. All Town
property must be returned to the Town before the employee’s last day of work.
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0 1000-12OutsideEmployment-Anemployeemayengageinoutsideworkaslong
assuchoutsideworkdoesnotinterlerewiththeemployee’sperformance,cause
anactualorpotentialconflictofinterest,compromisetheinterestsoftheTown,
andisdonewhentheemployeeisoffduty.NoTownequipment,supplies,orother
materialmaybeusedbyanemployeeexceptinperformanceofTownwork.

0

0
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Section XI Absence

1100-1 Tardiness — An employee must be ready and able to work at the time the
employee is scheduled to begin work. In the event an employee is unable to report
to work at the scheduled time, the employee must notify the employee’s
Department Head prior to the employee’s scheduled starting time. Such notification
does not excuse tardiness.

1100-2 Early Departure — If an employee must leave work during the workday,
the employee must obtain permission from the employee’s Department Head prior
to leaving. If permission is not obtained, the departure will be unexcused absence
without pay and will be subject to discipline.

1100-3 Jury Duty Leave - Unless otherwise provided by a collective bargaining
agreement, the following procedure shall apply regarding jury duty:

A. Full-time — In the event a full-time employee is required to perform jury
duty on a day the employee is scheduled to work, the employee will receive paid
jury duty leave. Such leave will not be subtracted from any of the employee’s leave
credits.

B. Part-time - A part-time, temporary or seasonal employee shall receive paid
jury duty leave if the employee is scheduled to work for the Town on the day the
jury duty is served.

C. An employee is obligated to notify the Commissioner of Jurors that the Town
is paying the employee’s full pay during jury duty. An employee can collect and
keep any mileage expense reimbursement that may be issued by the court system
for performing jury duty.

D. Notification of Jury Duty — When an employee receives notice to report
for jury duty, the employee must immediately submit a copy of the notice to the
employee’s Department Head.

E. Return to Duty — In the event the employee is released from jury duty on
a given day and there are two or more hours remaining in the employee’s
scheduled workday, the employee must report to work. The employee will be
allotted time to return home and prepare for work.

F. Accrual of Benefits — The Town will continue to provide health insurance
benefits for an eligible employee during the jury leave. Vacation leave, sick leave
and holiday benefits will continue to accrue during jury duty leave.

1100-4 Military Leave and Military Leave of Absence — Military leave and
military leave of absence shall be governed by New York State and Federal Law.
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1100-5BereavementLeave

A.Eligibility—Intheeventofadeathofafull-timeemployee’simmediatefamily
member,theemployeemaytakeapaidleaveforuptothreeconsecutivedays
fromtheemployee’sregularlyscheduledwork.Suchleavewillnotbesubtracted
fromanyoftheemployee’sleavecredits.Apart-time,temporary,orseasonal
employeeisnoteligibleforpaidbereavementleavebutmaybeallowedtotake
time-offwithoutpayprovidedtheemployeehaspriorapprovalfromtheDepartment
Head.

B.DefinitionofImmediateFamily—Forpurposeofbereavementleave,
“immediatefamilymember”willmeanthefollowing:Spouse;Child;Parent;Sibling;
Mother-in-law;Father-in-law;Daughter-in-law;Son-in-law;Grandparentor
Grandchild,orpersonresidinginthehousehold.

C.ExtendedBereavementLeave—Withauthorizationfromtheemployee’s
DepartmentHead,anemployeemayusevacationleaveand/orpersonalleaveto
extendabereavementleave.

1100-6LeaveofAbsence—Afull-timeemployeemayrequestaleaveofabsence
withoutpayforaperiodnottoexceedsixmonths.Therequestmustbemadein
writingtotheemployee’sDepartmentHead,andmuststatethereasonforthe
requestedleaveanditsduration.Therequestmaybeapprovedordeniedatthe
solediscretionoftheTownBoard.Aleaveofabsencewithoutpaywillnotresultin
alossofbenefitsaccruedbytheemployeepriortothecommencementofsuch
leave.Innootherrespect,however,shallanemployeebeeligibleforbenefits
duringtheperiodofanunpaidleaveofabsence.Anemployeewishingtocontinue
medicalinsurancecoverageduringtheunpaidleaveofabsencemustremit
paymentofthefullpremiumtotheTownatleastoneweekpriortothe
commencementofthemonthduringwhichcoverageistobeprovided.Failureto
reporttoworkattheendoftheleavewillbeconsideredavoluntaryresignation.

0
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Section XII Payment of Wages and Salary

1200-1 Rate of Pay — An employee’s rate of pay will be established by the Town
Board.

1200-2 Merit Increases — An employee may receive, but is not entitled to, a pay
increase based upon the employee’s past performance. The merit increase will be
granted at the discretion of the Town Board.

1200-3 Overtime — A Department Head may require an employee to work
additional hours beyond the employee’s normal workday and workweek. An
employee must receive prior approval from the employee’s Department Head or
supervisor before working additional hours. An employee is not entitled to overtime
pay for additional hours worked without proper authorization. The Town
Supervisor shall direct Department Heads regarding overtime, as he shall
determine.

1200 -4 Overtime Pay — An hourly employee will be paid one and one-half times
the employee’s regular hourly rate of pay for all authorized time worked over
forty hours in a given workweek.

1200-5 Credit for Paid Leave — Personal leave, vacation leave, sick leave,
bereavement leave, jury duty leave, military leave and holidays will be included as
time worked for the purpose of computing overtime.

1200-6 Union Employees — An employee who is a member of a collective
bargaining unit should refer to the applicable collective bargaining agreement for
compensation matters.

1200-7 Payroll Period — Normally, employees are paid on a bi-weekly basis.
Certain employees may be paid on a different schedule as established by the Town
Board.

1200-8 Payday — Under normal circumstances, paychecks will be issued on a
every other Thursday. In the event the payday is a designated holiday, paychecks
will be distributed on the previous workday.

1200-9 Distribution — The Confidential Secretary to the Supervisor will deliver
paychecks to the Department Heads for further distribution to employees.

1200-10 Direct Deposit — The Town provides a direct deposit option for employees.
If elected, the paycheck will be deposited directly into the employee’s account at
the designated financial institution. The employee must submit a signed, written
authorization for direct deposit to the Confidential Secretary to the Supervisor.
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1200-11AuthorizedCheckRelease—TheDepartmentHeadwillnotreleasea
paychecktoanyoneotherthantheemployeeunlesstheemployeehassubmitted
asigned,authorizationwiththeConfidentialSecretarytotheSupervisor.

1200-12DeductionsfromPay

A.StatutoryDeductions—Therequiredportionofanemployee’spayforfederal
andstatetaxes,andanyotherdeductionrequiredbylaw,willbedeductedfrom
theemployee’spaycheck.Suchdeductionswillbenotedonthepaycheck.

B.VoluntaryDeductions—PayrolldeductionsprovidedthroughtheTown’s
payrollsystemwillbemadefromanemployee’spaycheckwhenauthorizedbythe
employee.Suchdeductionswillbenotedonthepaycheck.

1200-13DeferredCompensationPlan—TheTownofHartlandhasestablisheda
DeferredCompensationPlanwherebyaportionofanemployee’ssalarymaybe
voluntarilywithheldandinvested.Adescriptionoftheplanmaybeobtainedfrom
theConfidentialSecretarytotheSupervisor.

1200-14LongevityPayments—Allfull-timeemployees(butnottemporaryor
seasonalemployees)shallbeeligibletoreceivealongevitypaymentbasedon
yearsofserviceasfollows:

•Atleast10yearsbutlessthan15years-$400
•Atleast15yearsbutlessthan20years-$500
•Atleast20yearsbutlessthan25years-$700
•Atleast25yearsbutlessthan30years-$800
•Atleast30yearsbutlessthan35years-$900
•Atleast35yearsbutlessthan40years-$1,000
•40yearsormore-$1,100

ThelongevitypaymentwillbemadeinDecemberofeachyearandanemployee’s
eligibilitywillbebasedonyearsofserviceasofDecember31Stofthatyear.This
paymentisinadditiontothecompensationand/orsalarytowhichtheemployeeis
otherwiseentitled,andwillbetreatedaspartoftheemployee’sgrossincomeand
willbesubjecttotheappropriatewithholdingforincomeandpayrolltaxpurposes.
UnionEmployeesarenoteligibleforpaymentunderthissectionandshould
consulttheircollectivebargainingagreement.

0
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Section XIII Benefits

1300-1 Holidays

A. Designated Holidays — The Town of Hartland will observe the following
holidays:

New Year’s Day
Presidents’ Day
Good Friday
Memorial Day
Independence Day
Labor Day
Columbus Day
Veterans’ Day
Thanksgiving Day
Day after Thanksgiving
Christmas Eve
Christmas Day
Optional Holiday

B. Eligibility — A full-time or part-time employee is eligible for holiday pay at the
employee’s regular rate of pay. A temporary or seasonal employee is not eligible
for holiday pay. A part-time employee shall not be eligible for holiday pay if the
holiday does not fall on their regularly scheduled workday (ie. Part-time employee
regularly works Thursdays and Fridays and Christmas falls on a Monday. The
part-time employee is not entitled to holiday pay for Christmas).

C. Holiday Observance — In the event a designated holiday occurs on a
Saturday, the holiday will be observed on the preceding Friday. In the event that
Christmas Day falls on a Saturday, Christmas Eve will be observed on Thursday
and Christmas Day will be observed on Friday. In the event a designated holiday
occurs on a Sunday, the holiday will be observed on the following Monday. In the
event a designated holiday occurs on a Monday and the Town Board has
established that a full or part-time employee is not regularly scheduled to work on
said Monday, then the holiday will be observed as directed by the Town Supervisor.

0. Holiday Pay Requirement — Employees shall not be paid for holiday leave
unless they work the last day prior to the holiday leave and the first day after
such holiday leave, unless such absence is approved by the Department Head.

1300-2 Vacation Leave
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A.Eligibility—Full-timeandparttimeemployeesareeligibleforpaidvacation
leaveinaccordancewiththispolicy.Atemporaryorseasonalemployeeisnot
eligibleforpaidvacationleavebutmaybeallowedtotaketime-offwithoutpay
providedtheemployeehaspriorapprovalfromtheDepartmentHead.

B.Allowance

1)Full-timeemployees--Afull-timeemployeewillbecreditedwithpaid
vacationleaveinaccordancewiththevacationschedulebelow.Vacation
Leavetimeiscountedinunitsofhours.Anemployeemaytakevacation
leaveonlyafterithasbeencredited.Theemployeewillbecreditedonthe
anniversarydateofemploymentforthevacationleaveearnedduringthe
previousyear.

AfterCompletionOf:VacationLeave
Oneyearofcontinuousservice:40workinghours
Twoyearsofcontinuousservice:80workinghours
Sevenyearsofcontinuousservice:120workinghours
Tenyearsofcontinuousservice:160workinghours
Fifteenyearsofcontinuousservice160workinghoursplus8

workinghoursforeach
yearofserviceafter
fifteenyearswitha

maximumof200working
hours.

2)Part-timeemployees—Apart-timeemployeeshallnotbeeligiblefor
vacationleaveuntilthecompletionofoneyearofcontinuousservice.Part-
timeemployeeswillbecreditedeight(8)hourspaidvacationforeverytwo
hundred(200)hoursworked.Anemployeemaytakevacationleaveonly
afterithasbeencredited.

C.ContinuousService—ContinuousServiceshallmeanuninterruptedservice.
Anauthorizedleaveofabsencewithoutpay,oraresignationfollowedby
reinstatementwithinoneyearfollowingsuchresignation,shallnotconstitutean
interruptionofcontinuousservice.Vacationisearnedonlyformonthlypayperiods
duringwhichanemployeeisinfullpaystatusforatleastfifteenworkingdays
duringsuchmonthlypayperiod.

0.Scheduling—Anemployeemustreceivepriorapprovalfromtheemployee’s
DepartmentHeadtotakevacationleave.Vacationleavecreditsmaynotbeused
inincrementsoflessthanone-halfday.Vacationrequestswillgenerallybe
prioritizedaccordingtothedatereceivedandseniority,however,theDepartment
Headwillhavetotaldiscretionintheapprovalofvacationleavetoassureadequate
workforcelevelsatalltimes.

0
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E. Accumulation — An employee may carry-over up to 5 days of vacation leave
into the next calendar year. All other vacation leave must be used by December
31st of the year or it will be forfeited. There will be no “pay-out” of unused vacation
time.

F. Holiday During Scheduled Vacation — In the event a designated holiday
occurs on an employee’s normal workday and the employee is on paid vacation,
the employee will receive holiday pay for the day and the employee’s vacation
leave credits will not be charged for that day.

G. Separation of Employment — An employee who resigns, retires or is laid off
will receive cash payment for unused vacation leave to which the employee is
properly entitled at the employee’s then current rate of pay. To be eligible to receive
this payment, an employee who is to resign or retire must give written notice at
least two weeks in advance of the last day of employment. In the event an
employee leaves employment due to disciplinary action, the employee will not
receive a settlement for unused vacation leave. In cases of death of an employee,
the Town will pay an employee’s designated beneficiary for any unused vacation
leave.

H. Union Employees — An employee who is a member of a collective bargaining
unit should refer to the applicable collective bargaining agreement for vacation
leave.

1300-3 Sick Leave

A. Eligibility — A full-time employee is eligible for paid sick leave in accordance
with this policy. A part-time, temporary, or seasonal employee is not eligible for
paid sick leave.

B. Allowance —

(1) A full-time employee will be credited with one (1) day of paid sick leave
each month. The employee will be credited on the last day of the month in which
the sick leave has been earned. An employee may take sick leave only after it
has been credited.
(2) Employees will be paid without charge to sick time, or personal leave time,
a full days pay if they attend a doctor’s appointment after 2:00pm in the
afternoon. A doctor’s statement of illness or visit will be provided in order for any
employee to receive a full days pay without reduction. (The foregoing shall not
apply in excess of four times a year).

C. Accrual During Leaves of Absence — An employee will be credited with sick
leave credits while on a paid leave of absence, but not while on an unpaid leave of
absence.
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D.NotificationofSickLeave—Intheeventanemployeemusttakesickleave,
theemployeemustnotifytheDepartmentHeadatleastone-halfhourbeforethe
employee’sscheduledreportingtime.Thenotificationmustbemadepersonallyto
theDepartmentHead,unlesstheDepartmentHeadauthorizestheuseofan
answeringdeviceforthispurpose.Unlessanextendedsickleaveabsencehas
beenauthorized,theemployeemustnotifytheemployee’sDepartmentHeadeach
dayoftheabsence.Theseproceduresmustbefollowedtoreceivepaidsickleave.

E.ProperUseofSickLeave—Sickleaveisprovidedtoprotectanemployee
againstfinancialhardshipduringanillnessorinjury.Anemployeemayonlyuse
sickleavecreditsforpersonalillnessorinjurythatinhibitstheemployee’swork.
Sickleavecreditsmaynotbeusedinincrementsoflessthanone-halfday.
However,adepartmentheadmaypermitanemployeetousesicktimecreditsin
onehoursegmentsunderrarecircumstances.

F.MedicallDentalAppointments—Anemployeeisgivenanallowanceofupto
twohourstoattendamedicalordentalappointmentwithoutanychargetopaid
leavecreditsuptofourtimesayear.Absenceforsuchpurposeinexcessoftwo
hoursshallbechargedtoearnedsickleaveorpersonalleaveinone-halfdayunits.
LeaveforamedicalordentalappointmentisatthediscretionoftheDepartment
Head.Eachemployeeshallpresentasignedslipfromthedoctorordentistwhen
returningtowork.Thisprovisionappliesonlyforanemployee’sappointment,and
isnottobeusedtoaccompanyotherfamilymemberstoadoctorordentist.

G.Accumulation—Anemployeemayaccumulateunlimitedsickleavecredits.

H.MedicalVerification—TheTownmayrequiremedicalverificationofan
employee’sabsenceiftheTownperceivestheemployeeisabusingsickleave,or
hasusedanexcessamountofsickleave,orwhenanemployeeisabsentformore
thanthreeconsecutiveworkdaysduetoanillnessorinjury.

I.AbuseofSickLeave—Anemployeewhoabusestheuseofsickleaveor
falsifiessupportingdocumentation,willbesubjecttodisciplinaryaction.

J.SeparationofEmployment—AnemployeewhoseemploymentwiththeTown
isterminatedduetoadisciplinarydischargewfllreceivecashpaymentforunused
sickleave.AnemployeewhoretiresfromtheTown(i.e.hasappliedforandbeen
grantedabona-fideretirementbenefitfromtheNewYorkStateEmployees’
RetirementSystem)willreceivecashpaymentforuptoeighthundredthirtytwo
(832)hoursofaccumulatedsickleaveorconvertsaidtimetowardthepurchaseof
healthcareinsuranceatretirement.Anysickleavecreditsearnedovereight
hundredthirtytwo(832)hoursbytheemployeemayonlybeusedtowardsthe
purchaseofhealthcareinsurancefortheemployee,spouseand/oreligible
dependents.
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K. Union Employees — An employee who is a member of a collective bargaining
unit should refer to the applicable collective bargaining agreement.

1300-4 Personal Leave

A. Eligibility — A full-time employee is eligible for paid personal leave in
accordance with this policy. A part-time, temporary, or seasonal employee is not
eligible for paid personal leave.

B. Allowance — A full-time employee will be credited with twenty four (24) hours
of paid personal leave on an annual basis. The employee will be credited on
January 1 of each year. An employee may take personal leave only after it has
been credited. Also, an employee will be afforded four (4) hours for the annual
Town picnic.

C. New Employee — A new employee will be credited with twenty-four (24) hours
of paid personal leave. Thereafter, the employee will be credited with three days
of paid personal leave on each subsequent January 1.

0. Proper Use of Personal Leave — An employee may use personal leave
credits to conduct personal business which cannot be conducted outside of normal
working hours, non-emergency medical and dental appointments, and for other
personal matters. An employee is not required to account for activities during
personal leave. In no event may personal leave credits be used on the scheduled
workday immediately prior to or following a holiday or vacation; in lieu of sick leave
or other leaves of absences, except to extend bereavement leave.

E. Notification of Personal Leave — An employee must receive prior approval
from the employee’s Department Head to take personal leave. A request for
personal leave must be made at least twenty-four hours in advance. The
Department Head will have discretion in the approval of personal leave.

F. Accumulation — Any personal leave credits remaining unused at close of
business on the last day of the calendar year may be accrued as sick time pursuant
to the limitations contained in Section 1300.

G. Separation of Employment — An employee whose employment with the
Town is terminated for any reason, including retirement, will not receive cash
payment for unused personal leave.

H. Union Employees — An employee who is a member of a collective bargaining
unit is not covered by the Personal Leave provisions set forth herein above and
should refer to the applicable collective bargaining agreement.
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SectionXIVInsuranceBenefits0
1400-1General

ThefollowingisabriefdescriptionoftheinsurancebenefitsofferedbytheTown
toeligibleemployees.Eligibilityforbenefitsisdependentuponavarietyoffactors,
includingemploymentclassificationandlengthofservice.Thedescriptionofthe
benefitsprovidedisonlyanoverview.Theplandocumentsorspecificgovernment
regulationprovideafulldescriptionofthespecificbenefit.

A.PlanAdministrator—TheTownClerkoradesigneeoftheSupervisorserves
astheAdministratoroftheTown’sbenefitsplans.TheAdministratorisresponsible
forallcommunicationsanddisclosuresconcerninginsurancebenefitsandis
availabletoanswerquestionsconcerningthebenefitplans.Adescriptionofeach
oftheplansmaybeobtainedfromtheConfidentialSecretarytotheSupervisor.

B.PlanDocuments—Benefitsareadministeredaccordingtoapplicable
governmentregulation,benefitplandocuments,insurancecarriermasterpolicy,or
Townpolicy,whichshallgovernoveranyinformationcontainedintheEmployee
Handbook.TheTownBoardmay,atitsdiscretion,changecarriersand/oroffer
alternativeinsuranceplans.UnionmembersshouldrefertoCollectiveBargaining
Agreements.

C.ChangesinBenefits—SubjecttoexplicitprovisionsoftheCollective
BargainingAgreementforUnionEmployees,anybenefitofferedbytheTownis
subjecttochangeoreliminationbyresolutionoftheTownBoard.

D.WaiverofBenefits—Anemployeewhoiseligibletoparticipateinanyofthe
availableinsuranceplansbutwhoelectsnottoparticipatemustsignanappropriate
waiverofenrollmentform.

E.EnrollmentInformation—TheConfidentialSecretarytotheSupervisorwill
providetheemployeewiththeenrollmentformsandassistwiththeadministrative
andoperationalaspectsofthevariousinsuranceplans.Enrollmentinabenefit
planisnotautomatic.Employeesmustcompletetheappropriateenrollmentforms
andapplicablepayrolldeductionauthorizationsinordertoreceivebenefits.

F.ChangesinStatus—Employeeswhosestatuschangesfromfull-timetopart-
timearenotifiedofthechangestotheirTownbenefits.Thisnotificationcontains
alllegallymandatedinformationregardingapplicablebenefits,includingCOBRA
healthinsurancecontinuation.Anemployeemustimmediatelynotifythe
ConfidentialSecretarytotheSupervisorintheeventthattheemployeehasa
changeinmaritalorfamilystatusthatmayaffectcoverage,suchasmarriage,
divorce,legalseparation,deathofaspouseordependent,acquiringorlosinga
dependent,changesinaddress.
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G. Beneficiary — Under some of the Town’s benefit plans, each employee must
designate a beneficiary for the employee’s death benefits. This designation must
be made in writing and on the form provided by the plan Administrator.

1400-2 Medical Insurance

A. Eligibility — The Town makes available medical insurance coverage to each
full-time employee and full-time Elected Official and their eligible family members.
At the discretion of the Town Board, a part-time employee may be permitted to
participate in the medical insurance plan offered by the Town, provided such
employee pays the full cost of the premium. A temporary or seasonal employee is
not eligible for medical insurance coverage.

B. Plan — The medical insurance coverage plan provided may change from time
to time. Also, amounts of co-insurance and deductibles may vary. The Plan
Administrator will notify employees of such changes.

C. When Coverage Begins — So long as coverage is available, an employee
may be covered beginning on the employee’s first day of employment or for full -

time Elected Officials, the first day of office, provided all eligibility requirements of
the insurance plan are met. An employee who chooses not to enroll upon hire will
be ineligible to enroll until reaching the first anniversary date of employment.

D. Premium Payment (Full-Time Employees) — The Town will pay the full
premium for individual or family medical insurance coverage, as the case may be,
for each eligible full-time employee who was hired prior to December 31, 2004. For
an eligible employee hired on or after January 1, 2005, the employee shall pay ten
percent (10%) of the premium by payroll deduction for either single or family
coverage. If two employees are married to each other and have dependent
children, the Town shall provide family coverage to only one employee. If two
employees are married to each other and do not have dependent children, the
Town reserves the right to provide two single plans, provided that it is less
expensive than one family plan. When one plus one coverage becomes available,
the Town has the right to apply said coverage to employees meeting the eligibility
requirements.

E. Premium Payment (Full-Time Elected Officials) — The Town will pay the full
premium for individual or family medical insurance coverage, as the case may be,
for each eligible full-time Elected Official, beginning on the first day of office.

F. Changes in Premium Contributions — The amount of the insurance premium
an employee or Elected Official is required to contribute is subject to change by
resolution of the Town Board. The Town Board will provide a two-month written
notice of such change.



G.BanonDuplicateEnrollment—IfbothspousesareemployedbytheTown,
theTownwillprovideonlyonefamilyplan.Thispolicyprohibitsenrollmentsat
Townexpenseifanemployeeortheemployee’sspouse/dependent(s)areeligible
forandelectcoveragebyanyothergrouphealthinsuranceplan.

H.UnionEmployees—Anemployeewhoisamemberofacollectivebargaining
unitisnotcoveredbytheMedicalInsuranceprovisionssetforthimmediatelyabove
andshouldrefertotheapplicablecollectivebargainingagreement.

1400-3MedicalInsuranceBuy-out

A.Eligibility—Afull-timeemployeeorfull-timeElectedOfficialwhoiseligiblefor
medicalinsurancecoveragemadeavailablethroughtheTownmayreceiveacash
buy-outinlieuofreceivingmedicalinsurancebenefits.Tobeeligibleforthe
medicalinsurancebuy-out,theemployeemustprovidedocumentationof
comparablemedicalinsurancecoverageinamannerandformtobedetermined
bytheTownandsignanappropriatewaiverofmedicalinsurancecoverageand
waiverofliabilitytotheTown.Themedicalinsurancebuyoutisnotapplicableina
situationinwhichtwoemployeesaremarriedorinafamilyrelationshipthatmakes
botheligibleforcoverageunderthesamemedicalinsuranceplan.

B.AmountofBuy-out—AnemployeeorElectedOfficialwhocommences
employmentorserviceafterJanuary1,2014,andwhoiseligibleandoptsforthe
medicalinsurancebuy-outwillreceiveawaiverpaymentconsistingofcash
paymentofthirty-threepercent(33%)ofthecostoftheapplicabletypeofcoverage
forwhichtheemployeeiseligible.Inlieuofabuy-out,andsolongastheTown
offersaflexiblebenefitaccount,anemployeeorElectedOfficialmayelectto
receivereimbursementfromtheflexiblebenefitsplanforactualmedicalexpenses
uptothirty-threepercent(33%)ofthecostoftheapplicabletypeofcoveragefor
whichtheemployeeiseligible.

ThepercentageforanyemployeeorElectedOfficialwhoseemploymentorservice
commencedpriortoJanuary1,2014,andwhoremainedcontinuouslyemployed
orinoffice,willcontinuetobefiftypercent(50%).

AnemployeeorElectedOfficialwhocommencesemploymentorserviceafterJuly
1,2020willreceiveawaiverpaymentconsistingoftwentypercent(20%)ofthe
costoftheapplicabletypeofcoverageforwhichtheemployeeiseligible.

C.MethodandFormofPayment—Paymentofthebuy-outwillbemadein
Decemberoftheyearinwhichcoverageiswaived.Thispaymentisinadditionto
thecompensationand/orsalarytowhichtheemployeeisotherwiseentitled,and
willbetreatedaspartoftheemployee’sgrossincomeandwillbesubjecttothe
appropriatewithholdingforincomeandpayrolltaxpurposes.
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0. Reinstatement — In the event the employee loses coverage under the
alternate insurance plan, the employee may resume coverage under a medical
insurance plan made available through the Town. Coverage will become effective
in accordance with the provisions specified in the plan documents, provided that
the employee meets all eligibility requirements of the insurance plan. Upon
reinstatement the amount of the waiver benefit will be prorated, and if applicable
the employee must refund any portion of a payment received for a period in which
the Town will subsequently provide coverage.

E. Union Employees — An employee who is a member of a collective bargaining
unit is not covered by the Medical Insurance Buy-out provisions set forth above
and should refer to the applicable collective bargaining agreement.

1400-4 Medical Insurance for Retirees

A. Coverage — The Town will make available medical insurance coverage to an
eligible full-time employee or full-time Elected Official who retires from the Town
provided they pay the full cost of the premium. Coverage is also available for
eligible dependents if they were covered under the Town’s medical insurance plan
at the employee’s date of retirement provided they pay the full cost of the premium.
In the event the retiree predeceases the dependents, the dependents may
continue medical insurance coverage provided they pay the full cost of the
premium. Coverage of a dependent at the time of divorce or legal separation is in
accordance with plan documents and COBRA requirements. However, any
earned sick leave credits (minus any eligible cash buy out amount taken by the
retiree at the time of retirement) may be used as a credit towards the payment of
these aforementioned premiums.
The type of coverage provided shall be the same coverage provided to other
employees of the Town, as amended from time to time.

B. Union Employees — An employee who is a member of a collective bargaining
unit is not covered by the Medical Insurance for Retirees provisions set forth
immediately above and should refer to the applicable collective bargaining
agreement. A retiree who was a member of a Collective Bargaining unit during
the term of his/her employment is not covered by the medical insurance for
employees provisions and should refer to applicable Collective Bargaining
Agreements.

C. Town Contribution to Employees’ Deferred Compensation Accounts
The Town of Hartland will contribute the equivalent of forty (40) hours of pay at
MEO2 rates beginning at the end of the 2021 calendar year.
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1400-5DentalandEyePlans

A.Eligibility—TheTownwillmakeavailableadentalplantoeachfull-time
employeeandfull-timeElectedOfficial.AtthediscretionoftheTownBoard,apart-
timeemployeemaybepermittedtoparticipateinthedentalinsuranceplanoffered
bytheTown,providedsuchemployeepaysthefullcostofthepremium.A
temporaryorseasonalemployeeisnoteligibleforthisplan.

B.WhenCoverageBegins—Coverageisavailablebeginningontheemployee’s
firstdayofemploymentorforfull-timeElectedOfficials,thefirstdayofoffice,
providedalleligibilityrequirementsoftheinsuranceplanaremet.Anemployee
whochoosesnottoenrolluponhirewillbeineligibletoenrolluntilreachingthefirst
anniversarydateofemployment.

C.PremiumPayment(Full-TimeEmployeesandFull-TimeElectedOfficials)and
Coverage-DentalandEyeinsurancepremiumsandcoverageforfull-time
employeesandfull-timeelectedofficialsshallparallelanycoverageprovidedto
andpremiumspaidbyunionemployeesunderthemostcurrentCollecting
BargainingAgreementwithTeamstersLocal264.—

F.UnionEmployees—Anemployeewhoisamemberofacollectivebargaining
unit,exceptforTeamstersLocal264,isnotcoveredbytheDentalandEyePlan
provisionssetforthimmediatelyaboveandshouldrefertotheapplicablecollective
bargainingagreement.

1400-6ContinuationofHealthInsuranceBenefits(COBRA)

TheConsolidatedOmnibusBudgetReconciliationActof1985(COBRA)offers
“qualifiedbeneficiaries”therighttocontinueexistinghealthinsurancecoverage,
completelyattheirownexpense,undercertainqualifyingconditions.Allrequired
premiumsandadministrativefeesmustbepaidinatimelymannerinorderfor
coveragetocontinue.SeeAppendix“C”forasummaryofCobraprovisions.

1400-7Short-TermDisabilityBenefits

A.Eligibility-Asrequiredbylaw,afull-timeorpart-timeemployeeisprovided
withdisabilitycoveragethroughtherequiredNewYorkStateDisabilityBenefits
Policy.Atemporaryorseasonalemployeeisnoteligibleforpaidshort-term
disabilitycoverage.Thisbenefitistosupplementlossoftimefromworkduetoa
qualifiednon-jobrelatedillnessorinjury.Fullydetailsofthepolicycurrentlyin
effectisavailablefromtheConfidentialSecretarytotheSupervisor.

B.ReportingofIllnessorInjury-Theemployeemustsubmitawrittenreportof
theillnessorinjuryontheproperapplicationformtotheemployee’sDepartment
HeadandtheConfidentialSecretarytotheSupervisorwithintwenty-fourhoursof
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the occurrence or as soon as the employee is able to make such report. The
Confidential Secretary to the Supervisor will provide the employee with the
necessary forms. Proper medical certification will be required.

C. Use of Sick Leave Credits An employee may draw from the employee’s sick
leave credits in conjunction with disability payments to equal, but not exceed, the
employee’s regular daily rate of pay. If the employee uses sick leave, the disability
payments will come to the Town; and the employee will be credited back sick days
prorated by the amount the Town receives.

0. Union Employees -An employee who is a member of a collective bargaining
unit and should refer to the applicable collective bargaining agreement.

1400-8 Workers’ Compensation Benefits

Coverage The Town will make available Workers’ Compensation benefits as
required by law. The Supervisor’s Confidential Secretary handles all worker’s
compensation claims, after reporting to the Department Head.

1400-9 Unemployment Benefits

The Town participates in required New York State Unemployment Program.

1400-10 Social Security

Summary - Social Security benefits are available for retirement, survivor’s
benefits, and medical costs under qualifying conditions, as determined by the
Federal Social Security Administration Office. Employee contributions to Social
Security (FICA) are matched by the Town.
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SectionXVTheNewYorkStateEmployees’Retirement

System

1500-1Summary-TheTownwillmakeavailabletheNewYorkStateEmployees’
RetirementSystempensionplantoeacheligibleemployee.Anemployeeiseligible
forserviceretirementbenefitsafterfiveyearsofcreditablepublicsectorservice.In
theeventanemployeeleavesafterfiveyearsofservicebutpriortoretirementage,
suchemployeemayreceiveabenefitatretirementagerelatedtothoseyearsas
apublicsectoremployee.

1500-2MandatoryMembershipAfull-timeemployeewhobeganemployment
withtheStateofNewYorkorwithaparticipatingemployer,onorafterJuly27,
1976,mustjointheretirementsystem.Anemployeewhoisappointedtoa
permanent,full-timepositiononaprobationarybasismustjointheretirement
systemontheeffectivedateoftheprobationaryappointment.Employmentis
consideredfull-timeunless:

A.Theemployeeworkslessthanthirtyhoursperweek;or

B.TheannualcompensationforthepositionislessthantheState’sminimumwage
multipliedby2,000hours;orC

C.Durationofemploymentforlessthanoneyearoremploymentonlessthana
12monthperyearbasis;or

D.ThepositioniseitherprovisionalortemporaryunderCivilServiceLaw.

1500-3OptionalMembership-Anemployeewhoisnotmandatedtojoinmayjoin
theretirementsystem.Suchemployeewillbeinformed,inwriting,thatthe
employeemayjointheRetirementSystemandwillacknowledgereceiptofsuch
noticebysigningacopythereofandreturningittotheConfidentialSecretaryto
theSupervisor.IftheemployeeelectstojointheretirementSystem,theemployee
mustcompletetheapplicationformandreturnittotheConfidentialSecretaryto
theSupervisor.

1500-4WaiverofEnrollment-Anemployeewhoisnotmandatedtojointhe
retirementsystem,andwhochoosesnottojoin,mustcompleteawaiverof
enrollmentform.

0
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Section XVI Statutory Provisions

1600-1 The Americans with Disabilities Act - It is the policy of the Town of
Hartland to fully comply with the provisions and spirit of the Americans with
Disabilities Act and ensure equal employment opportunity for all qualified persons
with disabilities. All employment practices, such as recruitment, hiring, promotion,
demotion, layoff and return from layoff, compensation, job assignments, job
classifications, paid or unpaid leave, fringe benefits, training, employer-sponsored
activities, including recreational or social programs, will be conducted so as not to
discriminate unlawfully against persons with disabilities. This also extends to
prohibit discrimination based on a person’s relationship or association with a
disabled individual. Qualified individuals with disabilities are entitled to equal pay
and other forms of compensation (or changes in compensation) along with work
assignments, classifications, seniority, leave, and all other forms of employment
compensation or advantage.

A. Reasonable Accommodation — Reasonable accommodation is available to
all qualified employees and applicants with disabilities, unless it imposes an undue
hardship on the Town and/or operations of a program.

B. Pre-Employment Inquiries — Pre-employment inquiries are made only
regarding an applicant’s ability to perform the duties of the position and not any
disabling condition. Pre-employment physical exams will only be requested when
in compliance with the law. The Town of Hartland intends to base employment
decisions on principles of equal employment opportunity and nondiscrimination, as
defined by law.

C. Notification of Policy Violations — An employee should immediately report
any perceived violation of this policy to the employee’s Department Head. In the
event the employee is unable to discuss this matter with the Department Head, the
complaint should be reported in writing to the Town Supervisor or any member of
the Town Board. All complaints of discrimination will be investigated discreetly and
promptly. An employee who reports discrimination will not suffer adverse
employment consequences as a result of making the complaint. This procedure is
not intended to restrict an individual’s rights to make a complaint to a federal or
state agency.

0. Application of Policy — This policy is for Town use only and does not apply
in any criminal or civil proceeding. This policy shall not be construed as a creation
of higher legal standard of safety or care in an evidential sense with respect to third
party claims. Violations of this policy will only form the basis for Town administrative
action, which may include disciplinary action. Violations of law will form the basis
for civil and criminal sanctions in a recognized judicial setting.
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1600-2EqualEmploymentOpportunity-TheTownofHartlandisanEqual

OpportunityEmployer.TheTowncomplieswithallFederalandStateLawsrelating
toEqualEmploymentOpportunity.TheTowndoesnotdiscriminateonthebasisof
race,religion,color,sex,age,nationalorigin,disability,maritalstatus,militaryor
veteranstatus,arrestornon-relevantcriminalrecords,geneticpredispositionor
carrierstatus,orsexualorientation.Discriminationbasedonanyoftheaboveis
strictlyprohibited.Thispolicyappliestoalltermsandconditionsofemployment,
including,butnotlimitedto,hiring,placement,compensation,promotion,transfer,
training,leaveofabsence,andtermination.

A.NotificationofPolicyViolations—Anemployeeshouldimmediatelyreport
anyperceivedviolationofthispolicytotheemployee’sDepartmentHead.Inthe
eventtheemployeeisunabletodiscussthismatterwiththeDepartmentHead,the
complaintshouldbereportedinwritingtotheTownSupervisororanymemberof
theTownBoard.Allcomplaintsofdiscriminationwillbeinvestigateddiscreetlyand
promptly.Anemployeewhoreportsdiscriminationwillnotsufferadverse
employmentconsequencesasaresultofmakingthecomplaint.

B.ApplicationofPolicy—ThispolicyisforTownuseonlyanddoesnotapply
inanycriminalorcivilproceeding.Thispolicyshallnotbeconstruedasacreation
ofhigherlegalstandardofsafetyorcareinanevidentialsensewithrespecttothird
partyclaims.ViolationsofthispolicywillonlyformthebasisforTownadministrative
action,whichmayincludedisciplinaryaction.Violationsoflawwillformthebasis
forcivilandcriminalsanctionsinarecognizedjudicialsetting.

1600-3FamilyandMedicalLeaveAct

StatementofCompliance-TheTownofHartlandcomplieswiththeprovisionsof
theFamilyandMedicalLeaveAct(FMLA).

1600-4FairTreatment-ItisthepolicyoftheTowntopromoteaproductivework
environmentinwhichallemployeesaretreatedwithfairness,respect,anddignity.
TheTownwillnottolerateharassmentordiscriminationofanykindinthe
workplace.Anemployeeshouldimmediatelyreportanykindofharassmentor
discriminationintheworkplacetotheemployee’sDepartmentHead.Intheevent
theemployeeisunabletodiscussthismatterwiththeDepartmentHead,the
complaintshouldbereported,inwriting,totheTownSupervisororanymemberof
theTownBoard.Allcomplaintsofdiscriminationwillbeinvestigateddiscreetlyand
promptly.Anemployeewhoreportsharassmentordiscriminationintheworkplace
willnotsufferadverseemploymentconsequencesasaresultofmakingthe
complaint.

1600-5SexualHarassment-ItisthepolicyoftheTownofHartlandtopromotea
productiveworkenvironment.Aswithdiscriminationinvolvingrace,color,
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national origin, religion, disability, age, marital status, or military status, the Town
of Hartland prohibits sex discrimination, including sexual harassment of its
employees in any form. No form of harassment will be tolerated. The Town will
take all steps necessary to prevent and stop the occurrence of sexual
harassment in the workplace. If any provision of this section conflicts with State or
Federal Law or Regulations, such Laws or Regulations shall prevail. The
accompanying complaint procedure is intended to provide an effective
mechanism for reporting and resolving promptly, complaints of sexual
harassment without any risk of repercussion to a complaining employee for filing
a complaint of sexual harassment in good faith.

A. Applicability of Policy -This policy applies to all Town employees and Elected
Officials regardless of supervisory level, whether employed full or part-time,
temporary or seasonal, whether elected or appointed and regardless of
compensation level, and all personnel in a contractual relationship with the Town.

B. Supervisory Responsibility Department Heads and supervisory personnel
are responsible for ensuring a work environment free from unsolicited, unwelcome
and intimidating sexual overtures. Supervisors must take immediate and
appropriate corrective action, when instances of sexual harassment come to their
attention, to assure compliance with this policy, and shall report such instances
immediately to the Town Supervisor.

C. Definition of Sexual Harassment -Sexual advances that are not welcome,
requests for sexual favors, and other verbal or physical conduct of a sexual nature
constitute sexual harassment when:

1. Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual’s employment; -OR-

2. Submission to or rejection of such conduct by an individual is used as the basis
for employment decisions, such as promotion, transfer, or termination, affecting
such individual; -OR-

3. Such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile or offensive
working environment.

Sexual harassment refers to behavior that is not welcome, that is personally and
objectively offensive, that fails to respect the rights of others, that lowers morale
and that, therefore, interferes with an employees’ work performance and/or
effectiveness or creates an intimidating, hostile or offensive working environment.
Exposure to such conduct that serves to alter the terms and conditions of
employment is prohibited by this policy and state and federal law.
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D.FormsofSexualHarassmentSpecificformsofbehaviorthattheTownof
Hartlandconsiderssexualharassmentandwhichareprohibitedinclude,butare
notlimitedto,thefollowing:

1.Verbalharassmentofasexualnaturerelatedtoanemployee’sgender,
includingsexualinnuendoes,slurs,sexualslurs,suggestive,derogatory,
insultingorlewdcommentsorsounds,whistling,jokesofasexualnature,
sexualpropositionsand/orthreats.

2.Sexuallyorientedcommentsaboutanemployee’sbodythatareunwelcome
and/orunreasonablyinterferewithanemployee’sworkperformanceorcreate
anintimidating,hostile,oroffensiveworkingenvironment.

3.Anysexualadvancethatisunwelcomeoranydemandforsexualfavors.

4.Sexuallysuggestivewritten,recordedorelectronicallytransmittedmaterial,
showingordisplayingpornographicorsexuallyexplicitobjectsorpictures,
graphiccommentaries,leeringorobscenegesturesintheworkplacesuchthat
itunreasonablyinterfereswithanemployee’sworkperformanceorcreatesan
intimidating,hostile,oroffensiveworkingenvironment.

5.Physicalcontactofanykind,whichisnotwelcome,includingtouching,
grabbing,hugging,fondling,jostling,petting,pinching,coercedsexual
intercourseorsexualrelations,assaultorintentionalbrushingupagainsta
person’sbody.

E.ReportingofSexualHarassment—Employeesareencouragedtoreport
incidentsofsexualharassmenttotheirimmediateDepartmentHeadassoonas
possibleaftertheiroccurrence.Iftheemployee’sDepartmentHeadisbelievedto
beinvolvedintheincident,thereportshouldbemadedirectlytotheTown
SupervisororanymemberoftheTownBoard.Anemployeemayelecttoreport
suchanincidentdirectlytotheTownSupervisororanymemberoftheTownBoard.
Employeeswhobelievetheyhavebeensexuallyharassedandwouldliketoobtain
guidanceastohowtoproceedinfilingacomplaint,shouldcontacttheirimmediate
supervisor,DepartmentHead,theTownSupervisororanymemberoftheTown
Board.Employeeswhoworksecondandthirdshiftsareencouragedtocontact
theirsupervisor,DepartmentHeadortheTownSupervisorathomeifthese
individualsdonotworkduringtheemployee’sshift.

F.Confidentiality—Complaintsofharassmentwillbehandledandinvestigated
promptlyandinasimpartialandconfidentialamanneraspossible.

G.InvestigationofComplaint—Investigationofacomplaintwillbeconducted
bythecomplainant’sDepartmentHeadortheTownSupervisorandwillnormally
includeconferringwiththepartiesinvolvedandanynamedorapparentwitnesses.
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The particular facts of the allegation will be examined individually, with a review of
the nature of the behavior and the context in which the incident(s) occurred. In
those instances when a Department Head or Town Supervisor requests
assistance, or when the Department Head or Town Supervisor is named in the
complaint or involved in the incident, the Town Board will appoint an individual to
conduct the investigation.

H. Employee Defense — Any employee charged with sexual harassment will be
afforded a full and fair opportunity to offer and present information in the
employee’s defense. Such information will be confidential to the extent possible.

I. Employee Rights — Nothing in this policy should be construed as in any way
limiting employees’ rights to use the Grievance Procedure contained in the
collective bargaining agreement.

J. Prohibition Against Retaliation — Intimidation, coercion, threats, reprisal or
discrimination against any employee who in good faith brings a written or verbal
sexual harassment complaint or who assists or aids in the investigation of such a
complaint is prohibited. Any employee who participates in the procedure may do
so without fear of retaliation. Retaliation against any employee who has filed a sex
discrimination or sexual harassment complaint is illegal.

K. Disciplinary Action — Any employee or official, who is found to have
committed an act of sexual harassment or act of retaliation will be subject to
disciplinary action, up to and including termination of employment.

1600-6 Drug-Free Workplace — It is the policy of the Town of Hartland that
unlawful possession or use of drugs is prohibited in the workplace, and violation
of this policy will result in disciplinary action as defined in this bid book. Further,
the Town hereby adopts the Federal Drug-Free work place requirements as set
forth in this section.

A. Compliance — The Federal Drug-Free Workplace Act of 1988 (“the Act”) is
applicable to all recipients of Federal grants. In order to receive federal funds, the
Town must certify to the granting Federal agency that it will provide a drug-free
workplace in accordance with the legislation. As a recipient of Federal grants, the
Town hereby complies with the requirements of the Drug-Free Workplace Act by
adopting the following policy and drug-free awareness program:

B. Statement — The unlawful manufacture, distribution, dispensation, possession,
or use of an illegal controlled substance as defined in the Act, is prohibited on the
job or at the workplace.

C. Implementation of Policy — This policy will be distributed to all employees
and officials of the Town.



D.Sanctions—Theunlawfulmanufacture,distribution,dispensation,possession
oruseofacontrolledsubstanceisstrictlyprohibitedinallworkplacesandwork-
sites.Anemployeewhoisfoundtohaveviolatedthisprohibitionmaybereferred
forcounselingorrehabilitationandsatisfactorytreatmentandwillbesubjectto
criminal,civilanddisciplinarypenalties,uptoandincludingdismissalfrom
employment

E.EmployeeResponsibilities—AsaconditionoftheTownreceivingFederal
grantmonies,eachemployeemustabidebythispolicyandnotifytheDepartment
Headofanycriminaldrugstatuteconvictionforaviolationoccurringinthe
workplacewithinfivecalendardaysoftheconviction.

F.TownResponsibilities—TheTownwillnotifyanygrantingfederalagency
withintendaysafterreceivingnoticefromanemployeeofsuchaconvictionor
otherwisereceivingactualnoticeofsuchconviction.Inaddition,withinthirty
calendardaysofreceivingnoticeofaconviction,theTownwilltakedisciplinary
actionagainsttheemployeeand/orrequiresuchemployeetosatisfactorily
participateinadrugabuseassistanceorrehabilitationprogrampursuantto
Sections702and703oftheDrug-FreeWorkplaceAct.

G.Drug-FreeAwarenessProgram_ltisthepolicyoftheTownofHartlandto
maintainadrug-freeworkplace.Inaccordancewiththatpolicy,theTownis
providingthefollowingdrug-freeawarenessinformationtoraiseemployee
awarenessofthedangersassociatedwiththedrugabuseintheworkplace.

H.DangersofDrugAbuseintheWorkplace-Employeeswithchemical
dependenceproblemshaveamajornegativeimpactonproductivity,staffmoral,
andlabor/managementrelations.Theirhiddenillnessisresponsiblefor

1.DecliningPerformance

•poorconcentration
•confusioninfollowingdirections
•noticeablechangeinthequalityofwork
•inabilitytomeetdeadlines
•errorsinjudgmentaffectingthehealthandsafetyofothers.
•customercomplaintsandinjuries.

2.IncreasedCosts

•fivetimestheaveragesickandaccidentbenefits
•higherjobturnover,replacementandtrainingcosts
•greaterworkers’compensationandhealthinsurancepayments.
•3to5timesmoreon-the-jobaccidents



• unemployment claims

3. Absenteeism and Tardiness

• double the normal rate
• repeatedly being late for work and often leaving early
• extended lunch hours
• frequent illness and accidents both on and off the job

4. Damaged Relationships

• emotional outbursts, over-reaction to criticism, mood swings, complaints
from coworkers, associates and the public often leading to damaged
relations.

I. Controlled Substance and Alcohol Testing

1. Compliance — The Town Board has adopted a Controlled Substance and
Alcohol Testing Policy that is in compliance with the “Omnibus Transportation
Employee Testing Act of 1991” (OTETA). The purpose of this policy is to reduce
accidents resulting from an employee’s use of controlled substances and alcohol,
thus reducing fatalities, injuries and property damage.

2. Covered Employees — The Town’s Controlled Substance and Alcohol Testing
Policy applies to all covered drivers as defined by the federal regulations, which
includes all employees who drive commercial motor vehicles (as defined in Sec.
382.107 of the OTETA) requiring a commercial driver’s license to operate.

3. Acknowledgment Form — A covered employee will receive a written copy of
the Controlled Substance and Alcohol Testing Policy and must sign an Employee
Acknowledgment Form. This form will be placed in the employee’s personnel file.

4. The Town reserves the right to require any employee to submit to controlled
substance and alcohol testing.

1600-7 Smoking — It is the policy of the Town to prohibit smoking in all Town buildings
and all Town vehicles. Smoking is also prohibited within ten feet of entrances to
Town buildings.



SectionXVIISafety

1700-1WorkplaceSafety-Preventionofinjuryandillnessintheworkplace
requiresthecooperationofallemployeesinallsafetyandhealthmatters.
Accidentscanbepreventedthroughuseofreasonableprecautionsandthe
practiceofsafeworkinghabits.ItisthepolicyoftheTowntoprovideasafe
workplaceandtotakeactionstoreducethenumberofworkplaceinjuriesand
illnesses.

A.EmployeeResponsibilitylnanefforttoprotectallemployeesandto
safeguardequipmentandproperty,beforeanemployeebeginsagiventask,itis
theemployee’sresponsibilitytounderstandthecorrectoperationandpossible
hazardsinvolved,safetyprocedures,andnecessarysafetyequipmentrequiredto
performthejob.

TheTownmayadoptandimplementfromtimetotimesafetyprocedures,
including,butnotlimitedto,thefollowing:

1.Providingmaximummechanicalandphysicalsafeguards;

2.Conductinginspectionstofindandeliminateunsafeworkingconditionsand
practices,controlhealthhazards,andcomplywiththesafetyandhealth
standardsforeveryjob;

3.Trainingallemployeesinsafetyandhealthpractices;

4.Providingnecessarypersonalprotectiveequipmentandinstructionsforitsuse
andcare;

5.Developingandenforcingsafetyandhealthrulesandrequiringthat
employeescooperatewiththeserulesasaconditionofemployment;

6.Investigating,promptlyandthoroughly,everyaccidenttofindthecauseand
correcttheproblemtopreventfutureoccurrences;

1700-2AccidentorSuddenIllnessPlan—TheTownprovidesfirstaidkitsand
fireextinguishersthroughoutbuildingsandfacilities.Intheeventofanaccident
orasuddeneventofseriousillnessthreateninglifeorphysicalwell-being,an
employeemustimmediatelystopworkandtakethefollowingsteps:

1.Eliminatetheimmediatecauseoftheaccident;

2.Provideaidtotheinjuredpersonandsummonforassistance;

3.CalltheDepartmentHeadimmediately;



4. If the accident appears serious, call 911 ambulance; and

5. Take steps to prevent additional accidents.

1700-3 Accident Reporting Procedures — In the event an accident occurs in the
workplace or in the course of employment, the following procedures will apply:

1. When an accident occurs which results either in the loss of an employee’s work
time, or in the provision of medical care to an employee, the employee must
immediately notify the Department Head who will in turn notify the Confidential
Secretary to the Supervisor. The Confidential Secretary to the Supervisor must
complete an Employer’s Report of Injuiy Form (C-2) and submit according to
operating procedures.

2. When an accident occurs which does not result in the loss of an employee’s
work time, or in the provision of medical care to the employee, the employee
must immediately notify the Department Head who will in turn notify the
Confidential Secretary to the Supervisor. The Confidential Secretary to the
Supervisor must complete a Supetvisor’s Report of Incident Form.

3. The Confidential Secretary to the Supervisor must keep a record of the injury
or illness for five years following the end of the calendar year to which it relates.

1700-4 Compliance with Laws — The Town of Hartland is committed to providing
a safe and healthy work environment and complies with all Federal, State and local
laws regarding hazard recognition, accident prevention, and working conditions.
The Town considers Hazard Communication and the prevention of workplace
injuries and illnesses to be of prime importance. Employees working with
hazardous chemicals shall abide by all regulations and rules as provided by the
Department Head.
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SectionXVIIICOMMUNICATIONS

1800-1BulletinBoards

A.Summary—BulletinboardsarelocatedthroughoutTownbuildingsfor
communicatinginformationtoemployees.Anemployeeshouldcheckthebulletin
boardsfrequentlytokeepinformedonchangesinemploymentmattersandother
itemsofinterest.

B.PostingofMaterial—ExceptasotherwiseprovidedbytheTaylorLaws,all
materialtobepostedonbulletinboards,includingmemosandannouncements,
musthavethepriorapprovaloftheappropriateDepartmentHead.

0

0
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APPENDIX “A”

Civil Service Law Section 75

Summary -New York State Civil Service Law Section 75 establishes disciplinary
procedures for covered employees. Section 75 affords a covered employee the
opportunity. for a hearing when charges of incompetence or misconduct have been
made against the employee by the Town. The provisions set forth herein are a
summary. If any provision of Section 75 as amended from time to time is
inconsistent with this Appendix, the provisions of Section 75 shall prevail.

Union Employees - Employees covered by a collective bargaining agreement are
disciplined in accordance with such agreement.

Employees Not Covered by Section 75 -The following employees are not covered
under Section 75:

• Any employee in the Unclassified Service (such as Elected Officials and
members of boards and commissions);

• A newly hired employee serving a required probationary period, even if the
employee is a veteran as defined by the Civil Service Law, or exempt volunteer
firefighter, as defined by the General Municipal Law;

• An employee holding a position in the Non-Competitive Class who has less
than five years of continuous uninterrupted service, unless the employee is an
eligible veteran, as defined by the Civil Service Law, or exempt volunteer
firefighter, as defined by the General Municipal Law, who has successfully
completed the required probationary period;

• An employee holding a position in the Non-Competitive Class designated as
management/confidential;

• An employee holding a position in the Exempt Class, unless the employee is
an eligible veteran as defined by the Civil Service Law, or exempt volunteer
firefighter, as defined by the General Municipal Law, who has successfully
completed the required probationary period;

• An employee holding a position in the Labor Class unless the employee is an
eligible veteran as defined by the Civil Service Law, or exempt volunteer
firefighter, as defined by the General Municipal Law, who has successfully
completed the required probationary period;
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•Anemployeeholdingapositionbyprovisionalappointment;and

•ATemporaryorSeasonalemployee.

CoveredEmployees-InaccordancewithCivilServiceLaw,thefollowing
employeesaregenerallycoveredunderSection75:

•AnemployeeholdingapositionbypermanentappointmentintheCompetitive
ClassoftheclassifiedCivilService;

•AnemployeeholdingapositionintheNon-CompetitiveClasswhohasbeen
employedforatleastfiveyearsofcontinuousuninterruptedserviceinthenon-
competitiveclass,exceptwhensuchanemployeeholdsapositiondesignated
asmanagement/confidential.Eventhoughtheemployeehascompletedthe
requiredprobationaryperiodandhasreceivedpermanentappointmentor
employmentinthenon-competitiveclass,theemployeeisnotcoveredunder
Section75untiltheemployeehascompletedfiveyearsofcontinuousservice
inthenon-competitiveclass;

•Anemployeeholdingapositionbypermanentappointmentoremploymentin
theExempt,Competitive,Non-Competitive,orLaborClasswhoisaqualified
veteranasdefinedbytheCivilServiceLaw,orexemptvolunteerfirefighter,as
definedbytheGeneralMunicipalLaw,exceptwhensuchanemployeeholds
thepositionofprivatesecretary,cashier,ordeputyofanyofficialordepartment.
Specifically,theemployeemusthavebeenhonorablydischargedorreleased
underhonorablecircumstancesfromthearmedforcesoftheUnitedStates
havingservedthereinassuchmemberintimeofwarasdefinedinSection85
oftheNewYorkStateCivilServiceLaw,ortheemployeemustbeanexempt
volunteerfirefighterasdefinedintheGeneralMunicipalLaw.

DisciplinaryProcedure-Exceptasotherwiseprovidedbyacollectivebargaining
agreement,thefollowingdisciplinaryprocedureshallapplytoemployeescovered
byCivilServiceLawSection75.

Section75Hearing-AnemployeewhoiscoveredundertheNewYorkStateCivil
ServiceLawSection75willnotbesubjectedtoanydisciplinarypenaltyexceptfor
incompetenceormisconductshownafterahearinguponstatedcharges,pursuant
tothatlaw.

QuestioningRights-AnemployeecoveredunderSection75whoatthetimeof
questioningappearstobeapotentialsubjectofdisciplinaryaction,willhavethe
righttorepresentationbytheemployee’scertifiedorrecognizedemployee
organizationunderCivilServiceLawArticle14,andwillbegivenadvancednotice,
inwriting,ofsuchright.Intheeventtheemployeerequestsrepresentation,the
employeewillbeallowedareasonableperiodoftimetoobtainsuch
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representation. In the event the employee is unable to obtain such representation
within a reasonable period .of time, the employer will have the right to then question
the employee.

Notice of Discipline -An employee subject to discipline will be provided with a
written Notice of Discipline (NOD) which will contain all charges and specifications.

Employee Answer The employee will have eight calendar days to respond to the
charges. The employee’s response must be in writing.

Disciplinary Hearing Unless there is a stipulation of settlement between the Town
and the employee, the Appointing Authority will designate a hearing officer in
accordance with Civil Service Law Section 75. The designation must be in writing.
The hearing officer will set the time and place for the hearing. The hearing officer
will make a record of the hearing which will be submitted to the Appointing
Authority, with the hearing officer’s recommendations, for review and decision.

Right to Representation The employee may have representation by counsel or by
a representative of a recognized or certified employee organization at the hearing
and may summon witnesses on the employee’s behalf.

Suspension Without Pay Pending Determination of Charges Pending the hearing
and determination of charges, the employee may be suspended without pay for a
period not to exceed thirty calendar days.

Penalties -In the event the employee is found to be guilty of the charges, the
penalty may consist of one of the following:

• Written reprimand;

• Fine not to exceed one-hundred dollars which will be deducted from the
employee’s pay;

• Suspension without pay not to exceed two months;

• Demotion in grade and title; or

• Termination from Town employment.

Finding of Not-Guilty — In the event the employee is found to be not guilty, the
employee will be restored to the employee’s position with full pay for the period of
suspension less the amount of any unemployment insurance benefits that the
employee may have received during such period.

Limitations — Notwithstanding any other provision of law, no removal or



0 disciplinaryproceedingwillbecommencedmorethaneighteenmonthsafterthe
occurrenceoftheallegedincompetenceormisconductcomplainedofand
describedinthecharges.Suchlimitationwillnotapplywheretheincompetenceor
misconductcomplainedofanddescribedinthechargeswould,ifprovedinacourt
ofappropriatejurisdiction,constituteacrime.

FilingRequirements—Intheeventtheemployeeisfoundtobeguilty,acopyof
thecharges,theemployee’swrittenanswer,atranscriptofthehearing,andthe
determinationwillbefiledintheofficeofthedepartmentinwhichtheemployeeis
employed.AcopywillalsobefiledwiththeNiagaraCountyCivilService
Department.

0

0
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APPENDIX “B”

This is a brief overview of Cobra coverage. Eligibility and coverage rules are
subject to change. On-line information is available from the United State Department of
Labor at www.dol.gov.

Cobra

Eligibility An individual is a “qualified beneficiary” if the individual is covered
under a group health plan on the day before a qualifying event as either a covered
employee or elected official, the spouse of a covered employee or elected official,
or a dependent child of a covered employee or elected official. A child who is either
born to or who is placed for adoption with the covered employee or elected official
during a period of COBRA coverage is also a “qualified beneficiary” entitled to
COBRA coverage.

Qualifying Events -If a qualified beneficiary loses coverage under a group health
plan as a result of a “qualifying event,” the qualified beneficiary is entitled by
COBRA to the continuation of group health insurance coverage at the qualified
beneficiary’s own expense and for a limited time as described below. The COBRA
requirements do not put any limit on the number of times a qualified beneficiary
may be entitled to COBRA continuation coverage. COBRA coverage is in effect for
a period of up to eighteen, twenty-nine, or thirty-six months, depending upon any
of the following qualifying events:

• An eighteen month continuation will be available to a qualified beneficiary in
the event of the covered employee’s (or elected official’s) termination of
employment for any reason except gross misconduct, or the covered
employee’s loss of eligibility to participate due to reduced work hours.

• A twenty-four month continuation will be available when a covered employee
is on a leave of absence due to military service obligations.

• A twenty-nine month continuation will be available to a qualified beneficiary in
the event that the qualified beneficiary is disabled, per a determination under
the Social Security Act, or becomes disabled within the first sixty days of
COBRA coverage. The qualified beneficiary must provide the plan administrator
with notice of the disability within sixty days of the determination of the disability
by Social Security and before the end of the original eighteen-month COBRA
coverage period. The qualified beneficiary must notify the plan administrator of
a determination by Social Security that the individual is no longer disabled within
thirty calendar days of such determination.

• A thirty-six month continuation will be available to a qualified beneficiary in the
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eventofanyoneofthefollowing:

•Deathofacoveredemployeeorelectedofficial;

*

Divorceorlegalseparationfromacoveredemployeeorelectedofficial;

•Acovereddependentchild’slossofeligibilitytoparticipateintheinsurance
planduetothecoveredemployeeorelectedofficialbecomingcoveredby
MedicareasaresultoftotaldisabilityorchoosingMedicareinplaceofthe
insuranceplanatagesixty-five;or

*Acovereddependentceasestobea“dependentchild”underthehealth
insuranceplan.

Limitations1ntheeventanemployeeorelectedofficialbecomescoveredby
Medicare,butnolossofcoverageresultsfortheemployeeorelectedofficialorthe
covereddependents,andasubsequentqualifyingeventoccurs,thedurationof
coverageforallqualifiedbeneficiarieswillbethirty-sixmonthsfromthedateofthe
terminationorreductioninhours.Aqualifiedbeneficiarymaybecoveredunder
multiplequalifyingevents,butinnocasewillcoveragebecontinuedformorethan
thirty-sixmonths.

ChangeinBeneficiaryStatus-Anemployeeorelectedofficialmustnotifythe
Townwithinsixtycalendardaysofalegalseparationordivorceorwhena
dependentisnolongereligibleforinsuranceduetotheagelimitationsor
educationalstatusrequirementsestablishedbytheinsuranceplan.TheTownwill
notberesponsibleforanylossofcoverageresultingfromfailurebytheemployee
orelectedofficialtogivenotificationofsuchanevent.

EnrollmentInformationTheConfidentialSecretarytotheSupervisorwillprovide
theemployeeorelectedofficialwiththeenrollmentformsandassistwiththe
administrativeandoperationalaspectsofCOBRA.Enrollmentisnotautomatic.
Theemployeeorelectedofficialmustcompletethenecessaryenrollmentforms
andreturnallCOBRAformstotheConfidentialSecretarytotheSupervisorwithin
thetimeindicated.Iftherequiredformsorpremiumpaymentsarenotreceivedat
thetimespecified,medicalinsurancecoveragewillcease.

EMPLOYEEACKNOWLEDGEMENTFORM
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A copy of this form will be signed by each employee and placed in employee’s personnel
file.

TOWN OF HARTLAND

EMPLOYEE HANDBOOK ACKNOWLEDGMENT

I hereby acknowledge that I have received a copy of the Town of Hartland Employee
Handbook as amended January 8, 2015 outlining the rules, regulations, procedures,
practices, work standards, employment classifications, compensation, and benefits of the
Town of Hartland. I further acknowledge that I have read, or will read, the contents of the
Employee Handbook and will contact my Department Head or the Town Supervisor if I
have any questions.

I understand that the Employee Handbook is not meant to create a contract of
employment, nor should it be construed as creating a contract of employment and that
the Town Board of the Town of Hartland reserves the right to interpret, change or modify
any section of the Employee Handbook at any time.

I understand that, if I am covered by a collective bargaining agreement between the Town
of Hartland and an employee organization as defined by the Public Employees’ Fair
Employment Act, in the event an expressed and explicit provision set forth in a collective
bargaining agreement should conflict with an employee benefit, personnel policy,
personnel procedure, or other provision set forth in the Employee Handbook, the
expressed and explicit provision of the collective bargaining agreement will control.
Otherwise, unless expressly excluded herein, the Employee Handbook is applicable to
all employees.

I agree to abide by the personnel policies, procedures, rules and regulations outlined in
the Employee Handbook.

I understand that the Employee Handbook and the changes contained herein are
intended to supersede all prior manuals and guidelines issued by the Town of Hartland.

Employee name (please print) Department Head Name (please print)

Employee Signature Department Head Signature

Date of Signature Date of Signature
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