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Dear Colleague:

The valued members of the Hempstead Town 
workforce consistently provide outstanding 
services to the residents our municipality services.

This agreement is the result of many weeks spent 
negotiating between the Town and CSEA 880, 
once again demonstrating the power of collective 

bargaining. It does not matter how far apart the parties start; it matters 
where they end up.

This is a fair agreement for CSEA Members and taxpayers alike, 
respecting precious taxpayer dollars while negotiating benefits for five 
years. What’s more, careful budgeting, strict fiscal discipline and respect 
of both taxpayers and municipal employees have guided this process.

Thanks to the partnership between my administration and CSEA 880’s 
leadership and negotiating team, this contract was negotiated in good 
faith and both sides endured a fair measure of give and take.

I strongly believe in a fair day’s pay for an honest day’s work. That is why 
labor and government collectively bargained and negotiated a five year 
contract that provides reasonable compensation and benefits to CSEA 
880 members.

My Hempstead Town administration and the entire Town Board 
stand behind a workforce that takes its responsibility of public service 
seriously. 
     
     Sincerely,

     
     
     Supervisor
     Town of Hempstead

MESSAGE FROM SUPERVISOR SANTINO
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Dear Fellow Members:

These are extraordinary times where governments, 
large and small, are struggling to meet the growing 
demand for quality municipal services while still 
holding the line on taxes. We all share in the 
responsibility to get this done and the members 
of Local 880 have been especially adaptive and 
efficient at doing so. 

In return, our members have the right to expect a quality contract that 
protects their interests, provides for their future and makes it possible 
to live in the very community that we serve. I am pleased to say that this 
new Collective Bargaining Agreement accomplishes all of these goals.

In addition to a salary increase in every year, the agreement also maintains 
health benefits at their current levels with no increases to our members 
for the next five years. It provides for improved optical & dental benefits 
along with several other new benefits including a permanent retirement 
incentive which has been well received by our members considering 
retirement.

Local 880 members have devoted their lives to providing the essential 
services that are fundamental to the quality of life enjoyed here in the 
Town of Hempstead. Supervisor Santino and the Hempstead Town 
Board have acknowledged your commitment to public service by 
unanimously approving this agreement. 

I am truly proud to continue serving as your Local 880 President and will 
strive to make America’s Largest Township an even a better place to live 
and work as the years roll by.
     
     In solidarity,

     
     President
     CSEA Local 880

MESSAGE FROM PRESIDENT SELLITTO
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 THIS AGREEMENT entered into as of the 1st day of January, 
2017, by and between the TOWN OF HEMPSTEAD, a public 
employer with its principal office at Hempstead Town Hall, 1 
Washington Street, Hempstead, New York, 11550, hereinafter referred 
to as the “Employer” or “Town”  and the Civil Service Employees 
Association, Local 880 and CSEA Inc., AFSCME Local 1000 AFL-CIO 
(collectively hereinafter “CSEA”) an employee organization with its 
principal place of business at 143 Washington Avenue, Albany, NY 
12210 by its Local 880.

W I T N E S S E T H:

 WHEREAS, it is the intent and purpose of the parties to this 
agreement to promote and continue the harmonious relationship 
existing between the CSEA, the Employer and its employees, and to 
provide procedures for the prompt, peaceful and equitable resolution 
of differences which may arise from time to time between the 
Employer and its employees and the Employer and the CSEA, so that 
there will be no interruption of services to the residents of the Town of 
Hempstead; and

 WHEREAS, the CSEA has previously been recognized as the 
sole and exclusive negotiating agent for the employees of the Employer 
other than elected officials;

 NOW, THEREFORE, it is agreed as follows:

1. RECOGNITION: The Employer recognizes the CSEA, Local 1000, 
AFSCME, AFL-CIO, as the sole and exclusive negotiating agent for the 
employees, including other than full-time employees of the Employer, 
except elected officials, those designated by the Town as its Negotiating 
Team Members, Members of Boards, Commissions or Committees, 
and Secretary to Town P.E.R.B., for the term of this agreement, 
January 01, 2017 through and including December 31, 2021.  As 
used throughout this agreement, the term “other than full-time 
employee” refers to an employee employed in a position designated 
by the Town (in its sole discretion) as anything other than full-time 
(notwithstanding the tasks performed and/or the number of hours the 
employee is scheduled to, or actually, works while holding such 
position).
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2. STATUS: The CSEA shall have unchallenged representation status 
until seven (7) months prior to the expiration of this agreement.

3. AGENCY SHOP FEE: The CSEA shall have the following security:

 (a) Every employee, including other than full-time employees, 
who is a member of the CSEA on January 01, 2017 shall remain a 
member in good standing of the CSEA for the term of this agreement 
or pay the CSEA service fee as hereinafter set forth.

 (b) Every employee, including other than full-time employees, 
hired during the term of this agreement shall, no later than the first pay 
day after the date of such hiring, either:

  (i) Become a member of the CSEA and remain a   
  member in good standing for the term of the agreement; 
  or

  (ii) Pay the CSEA service fee hereinafter set forth.

 (c) The CSEA service fee referred to herein is a fee equal to the 
bi-weekly dues of the CSEA, to be paid to the CSEA by employees, 
including other than full-time employees, who do not become 
members of the CSEA. Such amount shall be deducted from the 
employee’s bi-weekly pay check and shall be paid directly to the CSEA 
on each bi-weekly pay day.

4. A PAYROLL DEDUCTIONS (DUES):  The Employer agrees to 
deduct from the wages of such employee, including other than full-
time employees, on each pay day 1/26th of the annual dues prescribed 
by the Union and to forward the full amount of such deductions to the 
Civil Service Employees Association, Inc., 143 Washington Avenue, 
Albany, NY 12210.

B. OTHER DEDUCTIONS:  Upon presentation of an authorization 
in writing and signed by an employee, including other than full-time 
employees, and in a form satisfactory to the Employer, the Employer 
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agrees to deduct from the wages of such Employee on each payday 
(or less often if so specified in such authorization), amounts for CSEA 
insurance programs, CSEA Legal Services Plan (LSP), and/or Town of 
Hempstead Local 880 legal plan, NYS Deferred Compensation Plan 
457B Plan and Roth IRA, cafeteria plan (in accordance with Internal 
Revenue Code section 125), credit union and any other authorized 
deductions, including those which are presently in effect or which 
may arise as a result of agreement with the Civil Service Employees 
Association Inc., Local 1000 AFSCME, AFL-CIO.

 The Town will begin to administer the NYS Deferred 
Compensation Plan Roth IRA option mentioned in section 4.B 
for those employees who choose to elect to participate in said plan 
beginning on January 01, 2018. 

5. WAGES:

 (a) The Employer will provide a one and a half percent (1.5%) 
bonus for employees on the graded salary plan who did not receive a 
step increase on January 01, 2017. The bonus shall be calculated based 
upon the employee’s salary as of January 01, 2017. The bonus shall 
be paid on December 05, 2017 to those employees who are on the 
Town’s payroll as of July 11, 2017 (ratification date of the 2017-2021 
CBA). Employees who separate from service after the date of contract 
ratification but prior to December 05, 2017 shall receive the bonus 
upon separation. The bonus shall be a one-time payment that will not 
be added to the Employee’s base pay. 

 (b) The Employer will provide for a one and a half percent 
(1.5%) bonus for employees on the graded salary plan who did 
not receive a step increase on January 01, 2018. The bonus shall be 
calculated based upon the employee’s salary as of January 01, 2018. 
The bonus shall be paid on the first payday in December of 2018.  
Employees who separate from service prior to the first payday in 
December of 2018, shall receive the bonus upon separation. The bonus 
shall be a one-time payment that will not be added to the Employee’s 
base pay.
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 (c) Effective January 01, 2019, the 2018 Salary Schedule shall be  
increased one and three-quarters percent (1.75%) and all employees on 
the Salary Schedule shall be paid accordingly.

 (d) Effective January 01, 2020, the 2019 Salary Schedule shall be 
increased one and three-quarters percent (1.75%) and all employees on 
the Salary Schedule shall be paid accordingly.

 (e) Effective January 01, 2021, the 2020 Salary Schedule shall be 
increased two percent (2%) and all employees on the Salary Schedule 
shall be paid accordingly.

 (f) All new employees shall remain in the start step for one (1) year.

 (g) All ungraded full-time employees (except those listed in 
Schedule A) shall receive the following:  

 (i) One and a half percent (1.5%) bonus calculated based upon 
the employee’s salary as of January 01, 2017. The bonus shall be paid on 
December 05, 2017 to those employees who are on the Town’s payroll 
as of July 11, 2017 (ratification date of the 2017-2021 CBA). Employees 
who separate from service after the date of contract ratification but 
prior to December 05, 2017 shall receive the bonus upon separation. 
The bonus shall be a one-time payment that will not be added to the 
Employee’s base pay.  

 (ii) One and a half percent (1.5%) bonus calculated based upon 
the employee’s salary as of January 01, 2018. The bonus shall be paid on 
the first payday in December of 2018.  Employees who separate from 
service prior to the first payday in December of 2018, shall receive the 
bonus upon separation. The bonus shall be a one-time payment that 
will not be added to the Employee’s base pay.

 (iii) 1.75% wage increase effective January 01, 2019.
 
 (iv) 1.75% wage increase effective January 01, 2020.
 
 (v) 2.0% wage increase effective January 01, 2021.
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6. GRADED SALARY PLAN:

 (a) Effective January 01, 2018, all employees in Salary Schedules 
“B” and “C” as of December 31, 2017 shall advance to the next step in 
Salary Schedule “D” on January 01, 2018. No employee will suffer a pay 
loss based upon his/her 2017 salary as a result of this change.
 
 (b) Effective January 01, 2018, Salary Schedule “D” shall be 
amended to read as “Salary Schedule.”

 (c) Effective January 01, 2018, Salary Schedules “B” and “C” 
shall be eliminated from the collective bargaining agreement.

7. LONGEVITY INCREMENTS:

 (a) Each year, each employee in the service of the Employer 
shall receive the increments to which he/she is entitled by reason of the 
number of years of service.

Years of Service: Longevity Increment: Total Payment:
10-14 $375 $375
15-19 $525 $900
20+ $775 $1,675

PAYMENT SCHEDULE (effective until January 01, 2018):
Years of Service: Anniversary Date: Payment By:

10-14 Jan 01 - Dec 31 December 31
15-20+ Jan 01 - Jun 30 August 01
15-20+ Jul 01 - Dec 31 January 01

 (b) Effective January 01, 2018, the longevity sum owed as 
specified in subdivision (a) above shall be paid in equal installments 
in the Employee’s bi-weekly paychecks. Employee shall receive such 
additional sum payments beginning in the pay period containing the 
Employee’s respective anniversary date.  The amount paid shall be 
adjusted upon the Employee attaining his/her 10, 15, and 20 year
anniversary with the Employer.
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 (c) In the event of an employee’s severance, any longevity 
payment due to be paid to said employee shall be paid to said employee 
or his/her legal representative. Such payment shall be made within 
forty-five (45) days of the date of severance, unless the parties agree, by 
superseding agreement, to stipulate to a different time frame for said 
payments to be made.

8. HEALTH INSURANCE:

 (a) New full-time employees will have a six (6) month waiting 
period (or such shorter period as may be required by law or Plan rules) 
in order to be eligible for Town-paid (or co-paid) health insurance 
coverage. These employees may purchase health insurance prior to six 
(6) months (subject to the rules of the New York State Health Insurance 
Plan (NYSHIP), law, or any other available plan), but shall do so at his/
her own expense and at the prevailing rates.

 (b) For employees hired as full-time employees prior to January 
01, 2005, the Employer shall provide at no cost to the employee the 
NYSHIP Empire Plan now in effect or hereafter amended and available 
Health Maintenance Organization (HMO) options pursuant to the 
existing laws and regulations now in force or as hereafter amended.

 (c) For employees hired as full-time employees on and after 
January 01, 2005, the Employer shall provide the employee with the 
same health insurance as provided to employees hired as full-time 
employees prior to January 01, 2005; however, employees hired as full-
time employees on and after January 01, 2005 and prior to January 01, 
2009, shall contribute (commencing with his/her eligibility) towards 
the Town’s cost of such health insurance as follows:

Year of Eligibility Share Percentage
1 - 2 15%
3 - 5 10%
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After 5 ½ years of full-time town employment, the Town shall provide 
health insurance coverage with no contribution by the employees.

 (d) For employees hired as full-time employees on and after 
January 01, 2009, the Employer shall provide the employee with the 
same health insurance plan as is being provided to employees who 
had been hired as full-time employees on and after January 01, 2005;  
however, an employee hired as a full-time employee on and after 
January 01, 2009 and prior to April 23, 2013 (ratification date of the 
2013-2016 CBA) shall contribute (commencing with his/her eligibility)
towards the Town’s cost of such health insurance as follows:

Year of Eligibility Share Percentage
1 - 4 15%

5 - 10 10%

After 10 ½ years of full-time town employment, the Town shall provide 
health insurance coverage with no contribution by the employees.

 (e) For employees hired as full-time employees on and after 
April 23, 2013, the Employer shall provide the employee with the same 
health insurance plan as is being provided to employees who had been 
hired as full-time employees on and after January 1, 2009; however, 
employees hired as full-time employees on and after April 23, 2013, and 
on whose behalf the Town is paying (or co-paying) a health insurance 
premium, shall contribute fifteen (15%) percent (commencing with 
his/her eligibility) towards the Town’s cost of such health insurance.

 (f)(i) For employees hired as full-time employees before April 
23, 2013, the Employer shall only be obligated to pay (or co-pay) a health 
insurance premium if (and for so long as) such full time employee is 
eligible for coverage under the rules of NYSHIP. Notwithstanding the 
foregoing, effective January 01, 2018, the Town shall not be obligated to 
pay (or co-pay) a separate premium for the spouse of a Town employee 
(excepting an individual premium for such spouse commencing with 
his/her retirement) on whose behalf the Town is paying (or co-paying) a 
family premium. The Town will provide the cash buy-out equivalent to 
the Employee spouse with the least seniority (unless such spouse is
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retired), in accordance with subds 8(g)(ii) and (iii). The Employer will 
restore individual health coverage for the Employee upon separation 
with the Town or upon the death or divorce of the spouse who received 
family coverage. For an Employee who demonstrates the need for a 
family plan the Employer will restore said family coverage with the 
same contribution rate which was in effect for such employee on the 
day immediately preceding the employee’s retirement.

 (f)(ii) For employees hired as full-time employees on or after 
April 23, 2013, the Employer shall only be obligated to pay (or co-pay) a 
health insurance premium if (and for so long as) such full time employee 
is eligible for coverage under the rules of NYSHIP. Notwithstanding the 
foregoing, the Town shall not be obligated to pay (or co-pay) a separate 
premium for the spouse of a Town employee (excepting an individual 
premium for such spouse commencing with his/her retirement) on 
whose behalf the Town is paying (or co-paying) a family premium. 
The employee shall not be entitled to the cash buy-out equivalent in 
accordance with subds 8(g)(ii) and (iii). The Employer will restore 
individual health coverage for the Employee upon separation with the 
Town or upon the death or divorce of the spouse who received family 
coverage. For an Employee who demonstrates the need for a family 
plan the Employer will restore said family coverage with the same 
contribution rate which was in effect for such employee on the day 
immediately preceding the employee’s retirement.

 (g)(i) Effective January 01, 2014, and subject to the rules and 
regulations of NYSHIP (or any other Plan offered through the Town) as 
same are in effect from time to time, all employees presently entitled to 
be enrolled in family coverage under the Empire Plan or any other plan 
offered through the Town and all new employees who are entitled to be 
enrolled in the Family Coverage under the Empire Plan or any other 
plan offered through the Town may participate in the Town’s health 
benefit buy-back program.
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 (ii) Employees are eligible to participate in this program in 
accordance with the rules of NYSHIP (or any other plan offered 
through the Town), and if permitted by such rules provided further 
they have health insurance coverage through another insurance 
program and furnish proof of such coverage to the Town.  Such 
employee shall be required to certify on an annual basis that they have 
coverage through another health insurance plan.  The Employer will 
furnish a copy of such proof to the CSEA. These eligible employees may 
discontinue family coverage under the Empire Plan or any other plan 
offered through the Town and receive either (a) individual coverage 
and a sum equal to 33 1/3% of the net premium savings by the Town; 
or (b) no coverage and sum equal to 33 1/3%  of the net premium 
savings by the Town.

 (iii) The money provided under the foregoing buy-back 
plan shall be considered a health supplement payment to provide 
for healthcare expenses not otherwise covered by health insurance 
of these other plans. Payment of the monies will be on June 1st and 
December 1st of each year for the period of time that the employee has 
participated in this program. Employees are entitled to be re-instated 
in the family coverage of the Empire Plan (or any other plan offered 
through the Town) in accordance with the rules of the NYSHIP or 
applicable plan.

 (h) For employees who retire with at least ten (10) years 
of service with the Town, the Employer shall pay (or co-pay) the 
percentage share of the cost of individual or family health and dental 
insurance for employees in retirement which was in effect for such 
employee on the day immediately preceding the employee’s retirement.

 (i) The Employer reserves the right to change health insurance 
carriers, provided however that the level of benefits received by the 
employees are equal to or greater than the level of benefits that were 
received prior to the proposed change. In addition, the Employer shall
give the CSEA sixty (60) days notice of its intent to change carriers 
and the Employer shall provide the CSEA with a copy of the proposed 
carrier’s benefit package forty-five (45) days prior to it being placed into 
effect. 
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 (j) The Employer shall offer the to Employee the option of 
being covered under the Empire Plan or allow the Employee to elect, in 
writing, to purchase one of the Town’s HMO plans. However, effective 
January 01, 2018, should the Employee elect to purchase one of the 
Town’s HMO plans, the Employee shall be required to pay the difference 
in cost between the premium for the Empire Plan and the selected Town 
HMO. The annual sum owed shall be divided into equal payments to be 
deducted from the employee’s bi-weekly paycheck.

9. DENTAL INSURANCE:

 (a) The Employer agrees to continue the non-contributory 
Dental Plan now in effect, including all increases in premium payments. 
Employer agrees to increase benefit payments by two percent (2%) each 
year for the duration of this Agreement commencing with January 01, 
2018. The maximum coverage benefit shall be as follows:

Effective Date: Maximum Coverage Benefit:
Until December 31, 2017 $2,000 per annum

January 01 - December 31, 2018 $2,040 per annum
January 01 - December 31, 2019 $2,081 per annum
January 01 - December 31, 2020 $2,123 per annum
January 01 - December 31, 2021 $2,165 per annum

 (b) The Employer shall maintain a list of at least 150 dentists 
within the Nassau/Suffolk/East Queens area who agree to accept 
payment in full for services rendered as per the Town Dental Plan of 
benefits. Employees shall still be able to change dentists and employees 
shall still be obligated to pay the yearly $25 deductible.

10. OPTICAL PLAN:

 (a) The Employer agrees to continue to pay the full cost of the 
non-contributory optical insurance plan now in effect, including all 
increases in premium payments for the duration of this Agreement. The 
plan coverage shall include spouses and family dependents.
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Effective until 12/31/17 Effective on 01/01/18
Examination $40.00 $45.00

Frames $35.00 $40.00
Lenses $25.00 $30.00

Contacts $30.00 $35.00
Bifocals $40.00 $45.00
Trifocals $50.00 $55.00
Tinting $10.00 $15.00

Anti-reflective $10.00 $15.00

The maximum annual optical coverage shall be $225.00 up to and 
including December 31, 2017. The maximum annual optical coverage 
shall be $275.00 effective January 01, 2018.

11. PERSONAL LEAVE:

 (a)(i) During each calendar year of this agreement, each 
employee hired before March 22, 1988 (ratification date of the 
1988-1989 CBA), shall be entitled to five (5) days leave for personal 
reasons on January 01 of each year.  Personal leave days shall not be 
accumulated from year to year as such. Any unused personal leave days 
shall be converted to vacation days and added to the vacation which an 
employee would be entitled to take during his next vacation year.

 (ii) Employees hired on or after March 22, 1988 shall accrue 
personal leave, on their anniversary date, after completion of the 
following years of service:

Years of Service Personal Days
1 2
2 3
3 4

4+ 5
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Employees may use the personal leave accrued on their anniversary 
date through to their next anniversary date. Any personal leave not used 
by the next anniversary date shall be added to the vacation which an 
employee would be entitled to take during the employee’s next vacation 
year.

 (b) Three (3) days notice of intention to use personal leave shall 
be given to the department, except in the event of an emergency. The 
employee shall determine the existence of an emergency. In such event, 
the employee shall call and report his intended absence because of the 
emergency, if practicable, prior to the start of the regularly scheduled 
work tour. Five (5) personal days per year may be used for emergency 
personal leave. However, employees may not use an “emergency personal 
day” on the workday before or after a holiday listed in Section 18A. 

 (c) Each employee shall have the option, once each calendar year, 
to convert at least two but not more than five full personal leave days into 
fifty percent (50%) of the cash equivalent of the converted personal leave 
days. Should an employee elect to convert personal leave days into 50% 
of its monetary equivalent, the employee shall notify the Employer of his 
or her election of this option. Once such notice is given to the Employer, 
the employee shall receive cash payment within thirty (30) calendar days.

12. BEREAVEMENT LEAVE:

 During the term of this agreement, each employee for each 
occurrence, shall be entitled to bereavement leave, without loss of pay, as 
follows:

 (i) Three (3) working days in the event of the death of any of the 
following: Husband, wife, son, daughter, father, mother, sister, brother, 
mother-in-law, father-in-law, stepchildren, stepparents, half brothers or 
half sisters.

 (ii) One (1) working day in the event of the death of any of the 
following: Grandparents, grandchildren, brother-in-law or sister-in-law, 
when a letter from the employee is presented to the department head, 
verifying the relationship to the deceased.
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 (iii) There shall not be any accumulation of any authorized but 
unutilized bereavement leave. 

13. VACATIONS:

 (a) During each calendar year of this agreement, each employee 
shall be entitled to annual vacation leave, with pay, based on employment 
as follows: Upon completion of six (6) months employment (completion 
of 13 bi-weekly payroll periods), an employee will receive a credit of 
five (5) days. After the first anniversary date of employment, employees 
will receive a credit of five (5) days and will begin accruing leave credits 
at a rate of one half (½) day each bi-weekly payroll period provided 
that the employee worked or was paid as having worked (vacation, sick 
leave, personal or bereavement leave) no less than six (6) of the ten (10) 
working days in the payroll period for a total of thirteen (13) days. 

Thereafter on each anniversary date of employment the employee will 
receive additional vacation leave credit to receive the following total 
yearly vacation leave:

Years of Service Bonus Vacation 
Leave

Yearly Total 
Vacation Leave

2 0 days 13 days
3 1 day 14 days
4 2 days 15 days
5 3 days 16 days
6 4 days 17 days
7 5 days 18 days
8 6 days 19 days
9 6 days 19 days

10 7 days 20 days
11 7 days 20 days
12 7 days 20 days
13 8 days 21 days
14 8 days 21 days

15+ 12 days 25 days
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 (b) Subject to section 13(e)(ii) hereof, all eligible employees 
may accumulate unused vacation up to a maximum of one hundred 
(100) days.

 (c)(i) For employees hired prior to January 01, 2013, upon 
termination of service with the Employer, the employee or his/her legal 
representative shall receive payment for accumulated unused vacation 
leave of record up to a maximum of one hundred (100) days or such 
other maximum as may be appropriate under section 13(e)(ii) hereof, 
based on the salary of the employee at the time of such termination. 
Such payment shall be made within forty-five (45) days of the date 
of severance, unless the parties agree, by superseding agreement, to 
stipulate to a different time frame for said payments to be made.

An employee as described in (c)(i) above or his/her legal representative 
may elect to receive a lump sum payment for accumulated but unused 
vacation time subject to the maximum of one hundred (100) days or 
such other maximum as may be appropriate under section 13(e)(ii) 
hereof.

 (ii) For employees hired after January 01, 2013, and upon 
their termination of service with the Employer, the employee or his/
her legal representative shall receive payment for accumulated unused 
vacation leave of record up to a maximum of fifty (50) days or such 
other maximum as may be appropriate under section 13(e)(ii) hereof, 
based on the salary of the employee at the time of such termination. 
Such payment shall be made within forty-five (45) days of the date 
of severance, unless the parties agree, by superseding agreement, to 
stipulate to a different time frame for said payments to be made.

An employee as described in (c)(ii) above or his/her legal representative 
may elect to receive a lump sum payment for accumulated but unused 
vacation time subject to the maximum of fifty (50) days or such other 
maximum as may be appropriate under section 13(e)(ii) hereof, or may 
elect to receive such payment in annual installments not to exceed five 
(5) years.
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 (d)(i) Vacation leave will be considered a pre-planned absence 
from employment. Each department of the Employer based on 
operational needs, shall establish and post reasonable requirements as 
to vacation scheduling. Where practical, seniority with the Employer 
shall determine priority order for vacation schedules. 

 (d)(ii) Absence for any reason not preplanned or scheduled 
vacation leave shall be chargeable to any other authorized leave 
provision, except that a department head, at the request of the 
employee, shall grant to an employee who has exhausted all of his 
sick leave and who is absent due to illness, vacation leave only if the 
employee utilizes three (3) consecutive accrued vacation days, before 
being placed on a leave without pay status. The department head at 
his discretion shall have the right to have an employee who is utilizing 
vacation leave in lieu of sick leave as specified herein, examined by a 
doctor at the employee’s expense. A report of said examination shall be 
submitted to the department head upon the employee’s return to work 
(doctor’s report forms to be provided by the Employer). If the employee 
fails to submit the above-mentioned report, then the employee shall 
be treated as if he was on leave without pay and vacation leave shall 
be re-credited. For purposes of this subdivision, three (3) consecutive 
days shall mean three (3) consecutive regularly scheduled work days 
regardless of intervening non-scheduled work days.

 (e)(i) Employees are required to take all annual vacations, 
which may exceed the one hundred (100) day cap in any calendar year 
or lose the excess days. Employees are required to request vacations 
in accordance with departmental procedures. For the purposes of this 
section, the President of the Hempstead Town Local of CSEA shall be 
deemed the department head for those individuals who are released to 
CSEA Local 880 on a full-time basis.

 (ii) Notwithstanding the one hundred (100) day cap established 
in section 13(b) hereof, when an employee’s vacation request, made 
in accordance with department procedures, is denied because of the 
administrative needs of the department, the employee will be paid 
straight time, at the time of severance, for the maximum accumulated 
vacation time and additionally for those vacation days denied. Such
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denied vacation time can be accumulated and is not subject to nor 
calculated in the one hundred (100) day cap). In order to accumulate 
unused vacation leave in excess of the one hundred (100) day cap, the 
employee must have documentation of the vacation request denials.  
In the case of a department head, the denials must be by the person 
responsible for the departmental oversight.  Nothing herein shall 
prevent an employee from using any or all accumulated vacation time 
in accordance with departmental procedures.

14. A. SICK LEAVE:

 (1) Each employee shall be entitled to thirteen (13) days of paid 
sick leave per year, to be earned at the rate of one-half (½) day per pay 
period provided that the employee worked or was paid as having worked 
(vacation, sick leave, personal or bereavement leave) no less than six (6) 
of the ten (10) working days in the payroll period.

 (a) Unless discharged for cause, each employee, or his/her legal 
representative, shall be compensated for the employee’s accumulated 
unused sick leave in accordance with the following schedule:

 Level 1 - After 5 years completed service - 25%. Employee must 
have a minimum of 25 days.  
 
 Level 2 - After 10 years completed service - 50%. Employee 
must have a minimum of 50 days. 
 
 Level 3 -After 15 years completed service - 75%. Employee must 
have a minimum of 75 days. 
 
 Level 4 - After 20 years completed service - 100%. Employee 
must have a minimum of 100 days for employees hired prior to January 
01, 2013, and 75 days for employees hired on or after January 01, 2013.

If the employee lacks the required minimum for the stated years of 
service, sick time will be paid at the rate commensurate with the 
appropriate minimum. (i.e., an employee with 20 years of service, but 
having only 50 days, will be paid at the 50% rate.)



21

There will be no maximum accumulation of sick time; however, 
payment upon separation will be made at a maximum of two hundred 
(200) days for employees hired prior to January 01, 2013, and one 
hundred (100) days for employees hired on or after January 01, 2013. 
Such payment shall be made within forty-five (45) days of the date 
of severance, unless the parties agree, by superseding agreement, to 
stipulate to a different time frame for said payments to be made.

 (b) If an employee shall die while in the service of the   
Employer, his/her legal representative shall receive payment for 
accumulated unused sick leave based on the above schedule.

 (c) An employee or his/her legal representative may elect to 
receive a lump sum cash payment for accumulated unused sick leave 
based on the above schedule.

 (2) Each department head may grant an officer or employee, 
in addition to regular sick leave as above provided, such supplemental 
sick leave at one-half (½) pay, as the department head shall in his sole 
discretion determine, not to exceed, however, in total, a supplemental 
period equal to two (2) pay periods for each completed year of service.

 (a) The one-half (½) pay supplemental sick leave provided 
herein shall not be granted until such employee or officer shall have 
expended all other leave entitlements.

 (b) Supplemental sick leave shall be granted to a department 
head or appointive officer as above provided at the discretion of the 
appointing officer or body.
 
 (3)  After an officer or employee shall have used four (4) 
consecutive days of sick leave, the department head may, in his/her sole 
discretion, require a certificate from the doctor attending or selected by 
such employee or officer, attesting to his or her illness. For purposes of 
this subdivision, four (4) consecutive days of sick leave shall mean four 
(4) consecutive regularly scheduled work days regardless of intervening 
non-scheduled work days.
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 (4) CANCER SCREENINGS: Each employee, including “other 
than full-time employees,” who shall have averaged at least twenty 
(20) hours per week of scheduled work for the Town in a calendar 
year, shall be entitled to up to four hours paid leave in the subsequent 
calendar year within the term of this Agreement for the purpose of 
being screened for cancer. Such screening to be by a licensed medical 
professional and verified pursuant to such reasonable regulations 
regarding same as may be established by the Town from time to time.

 (5) BLOOD DONATIONS: Each employee, including “other 
than full-time employees,” who shall have averaged at least 20 hours 
per week of scheduled work for the Town in a calendar year, shall be 
entitled to up to four hours paid leave in the subsequent calendar year 
(within the term of this Agreement) for the purpose of donating blood 
to a licensed medical facility or other institution authorized by law 
to receive blood donations.  An employee’s blood donation shall be 
verified pursuant to such reasonable regulations regarding same as may 
be established by the Town from time to time.

B. CHILD CARE LEAVE: Child care leave shall be provided without 
pay or benefits to employees for parenthood. Leave, including any 
accrued leave entitlements utilized, must commence within one 
hundred twenty (120) calendar days of the birth of a child parented 
by the employee, or one hundred twenty (120) calendar days of the 
adoption by an employee of a child less than five (5) years of age. Such 
leave shall extend up to one (1) calendar year inclusive of the use of 
accrued leave entitlements, except that the Town of Hempstead may 
elect to extend up to one additional calendar year leave of absence 
(for a total maximum of two [2] calendar years), in accordance with 
Rule 21 of the Town of Hempstead Civil Service Commission. Birth 
mothers may use their sick time for prenatal or postnatal care when 
substantiated by a doctor’s certificate. No more than one (1) marital 
spouse may be on child care leave at any one time. No employee shall 
be eligible for Child Care Leave until after the completion of one year 
of actual completed service.

C. MEDICAL CARE LEAVE: Medical Care Leave without pay or 
benefits may be provided to employees who have an immediate family
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member whose medical condition requires someone’s presence or 
who’s own medical condition causes the employee to be unable to 
perform his/her job functions. If the employee is on a medical care 
leave pursuant to this section due to his own serious health condition, 
then such leave shall not exceed one year, inclusive of any accrued 
leave entitlements. If the employee is on medical leave because of an 
immediate family member’s medical condition that requires someone’s 
presence then such leave shall not exceed one year, inclusive of any 
accrued leave entitlements excluding sick leave. For purposes of being 
the caretaker for an immediate family member no more than one 
marital spouse may be on medical care leave at any one time. Eligibility 
for medical care leave shall be limited to employees who have one (1) 
year of service or more with the Town. A leave request for this purpose 
shall not be unreasonably denied.

D. REDUCED WORK SCHEDULE: Employees having full-time 
status, who are on a leave of absence, subject to the discretion of their 
Department Head, which shall not be arbitrary, may return to their 
positions on a reduced schedule at a prorated salary for the length of 
the leave.  A reduced schedule is defined as a minimum of twenty (20) 
hours per week, or forty (40) hours per pay period. During the period 
of this schedule, vacation, sick leave and holiday pay will be earned 
on a prorated basis. Health, dental and optical insurance shall also be 
provided. Employees failing to work the minimum amount of hours 
shall cease to be covered by the terms of this agreement and must 
return to their leave of absence status, subject to its original provisions.

E. CATASTROPHIC LEAVE: The Town has established a catastrophic 
sick leave program. Such catastrophic leave program shall be composed 
of employee-donated sick, vacation, or personal leave and shall be 
administered by a jointly established Committee comprised of six (6) 
members, three of whom shall be appointed by the Local 880 CSEA 
and three of whom shall be appointed by the Town. The purpose of 
the catastrophic leave program shall be to offer employees who have 
exhausted their accumulated leave entitlements some level of assistance 
in the form of donated paid leave so that such employees may attend 
to matters of necessity without suffering loss of pay.  Employee 
contributions made through the catastrophic leave program shall be on
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a voluntary basis. There shall be limit to the number of days donated 
by any employee. In order to be eligible to receive donated time, an 
employee must have worked a minimum of six months as a full-time 
employee. All Committee decisions shall require a majority vote.

15. EMPLOYEE RIGHTS ON SEVERANCE: 
 
 When, because of economy, consolidation, abolition of 
functions or curtailment of activities, an employee’s position is 
abolished and the Employer after the exercise of reasonable efforts 
is unable to offer the employee another position comparable as to 
compensation, the Employer shall:

 (i) Provide severance pay of two (2) weeks salary for each 
completed year of service with the Employer; and
 
 (ii) Place the employee on a preferred list for future 
employment.

 (iii) For purposes of this section, “comparable as to 
compensation”  shall be defined as compensation that is within five 
percent (5%) of the base salary earned by the employee at the time his/
her position is abolished pursuant to this section. 
 
 (iv) Any employee terminated for cause shall not be entitled to 
severance pay.

16. RETIREMENT: 

 (a) The Employer shall continue the existing retirement plan.

 (b) Retirement Incentive:
 
 (i) The Employer shall pay the percentage share of the cost of 
health and dental insurance for the surviving spouse (and, if applicable, 
the Employee’s dependents, provided that the surviving spouse 
demonstrates a need for family coverage) for the life of the surviving 
spouse of the Employee described in section 16(b)(i)(a) hereof at the 
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same rate of contribution which was in effect for such Employee on the 
day immediately preceding the Employee’s retirement.   

 Employees covered by the incentive described in the preceding 
paragraph are those who have completed twenty (20) years of service 
with the Employer and who retire from the Town: 

 (1)(a) on or after the date on which the Employee is first eligible 
to retire, with or without penalty, based on age, length of service and 
tier under the New York State and Local Retirement System (NYSLRS); 
and 

 (b) before the six (6) month anniversary of the date on which 
the Employee was first eligible to retire, without penalty, based on age, 
length of service and tier under the NYSLRS or December 31, 2017, 
whichever is later.
 
 OR

 (2) within six (6) months of the anniversary of the date on 
which the Employee completed twenty (20) years of service with the 
Employer only if, on the effective date hereof, he/she has already passed 
the date on which he/she was first eligible to retire without penalty, 
based on age, length of service and tier under the NYSLRS.

 (ii) For purposes of this retirement incentive, the term 
“surviving spouse” shall be defined as the spouse of the Employee at 
the time of his/her retirement. These benefits shall not extend to any 
subsequent re-marriage of the Employee subsequent to retirement. 

17. OVERTIME:

 (a) Insofar as is consistent with the legitimate operational 
needs of each department, overtime shall be equitably offered amongst 
employees. The Union acknowledges the right of the Town to order 
overtime.
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 (b) Each employee, except employees whose titles are 
enumerated in Schedule F, shall be paid one and one-half (1 ½) times 
his/her regular hourly rate of pay for all time worked in excess of 
forty (40) hours per week. Employees whose titles are enumerated in 
Schedule F shall receive compensatory time at the rate of time and 
a half (1 ½) for all hours worked in excess of forty (40) hours in any 
scheduled workweek in lieu of cash overtime. The regular hourly rate 
for overtime purposes shall be computed by dividing the annual salary 
of such employee by two thousand eighty (2,080) hours. Vacation 
time, sick days, holidays, personal leave and bereavement leave shall be 
counted as time worked for the purposes of computing overtime.

 (c) Employees whose titles are enumerated in Schedule F shall 
be eligible to receive holiday pay as described in Article 18 of the 
current contract.

 (d) All overtime pay shall be listed separately in the employees 
paycheck stub.

 (e) Employees who earn compensatory time in lieu of 
cash overtime shall be paid at the rate of time and a half (1 ½). 
Compensatory time earned shall be placed in a “Compensatory 
Time Bank.” Subject to the cash payout upon termination limitation 
in subdivision (f) below, there shall be no limit to the amount of 
compensatory time that may be accumulated in a “Compensatory 
Time Bank.” The use of compensatory time shall be considered a 
pre-planned absence from employment and shall be governed by each 
Department’s operational needs and vacation leave policies. 

 (f) Upon termination of service with the Employer, the 
employee or his/her legal representative shall receive payment 
for accumulated unused compensatory time in the employee’s 
“Compensatory Time Bank” of record up to a maximum of one 
hundred (100) days, based on the salary of the employee at the time of 
such termination. Such payment shall be made within forty-five (45) 
days of the date of severance, unless the parties agree, by superseding 
agreement, to stipulate to a different time frame for said payments to 
be made.
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18. A. HOLIDAYS:  All employees shall receive the following holidays 
off, with pay:

New Year’s Day
Martin Luther King’s Birthday

President’s Day
Memorial Day

Independence Day
Labor Day

Columbus Day
Election Day
Veterans Day

Thanksgiving Day
Day after Thanksgiving Day

Christmas Day
Floating Holiday*

 *Each employee shall be required to give ten (10) days notice 
of intent to use the floating holiday, to his/her department head. 
Should the department head be unable to grant the employee the day 
requested because of departmental scheduling, the employee may 
request another day upon ten (10) days notice. Scheduling conflicts are 
to be resolved on a seniority basis. The floating holiday must be used in 
the calendar year and shall not be accrued.

B. HOLIDAY PAY: An employee who is required to perform any work 
on any of the above-named holidays, shall receive the regular day’s 
pay for the holiday and, in addition thereto, he/she shall receive one 
and one-half (1 ½) times his regular pay for all hours worked on the 
holiday.

C. TIME OWED DAYS: Time owed days for holidays not celebrated 
shall be utilized within one year of the date earned.
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19. UNIFORM MAINTENANCE ALLOWANCE: 

 Employees required to wear uniforms shall receive 
compensation for maintenance of required uniforms paid in 
accordance with the following schedule:

 (a) Annual uniform allowance: Four Hundred Dollars 
($400.00);

 (b) The Employer shall have the right to maintain the uniforms 
necessary to perform the employee’s work in lieu of any payment 
provided herein;

 (c) Payments provided herein shall be paid at least twice a year 
in accordance with procedures issued by the Comptroller;

 (d) lf the employee is not required to wear a uniform by his/her 
department, he is not entitled to any payment provided herein.

20. EMERGENCY REPORT TO WORK PAY: 

 Employees, other than those enumerated in Schedule F, who 
are called to work on other than a regularly-scheduled work tour shall 
be guaranteed a minimum of four (4) hours pay at straight time unless 
actual time worked (computed at time and one-half) should exceed the 
monetary amount that is represented by four (4) hours at straight time. 
Employees enumerated in Schedule F, shall receive compensatory time 
at the rate of time and a half (1 ½) for all hours worked in excess of 
forty (40) hours in any scheduled workweek in lieu of cash overtime.

 a. For the purpose of this article, actual time worked shall 
begin from the time that the employee receives the call to report to 
work under this article, provided, however, that the time between the 
employee receiving the call and his actual reporting to work does not 
exceed thirty (30) minutes.
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 b. In the event that the Employer’s administrative offices are 
closed by executive order, employees other than those enumerated on 
Schedule F, who are required to perform work shall be paid at a rate 
of time and one-half and actual travel time shall be increased but may 
not exceed one (1) hour. Work performed by the employee under this 
article is completed for pay purposes at the time of his release from 
such further duty by the Employer.

21. A. MEAL BREAK:  

 Full-time employees who are scheduled to work at least eight 
(8) hours per day of a five (5) day week, shall receive a one (1) hour 
paid meal period.

B. MEAL ALLOWANCE:  Any employee, upon completion of twelve 
(12) consecutive clock hours, including only actual hours worked while 
on a route or otherwise, shall be entitled to a meal allowance of  Seven 
Dollars ($7.00).

22. TUITION: 

 When the Employer authorizes an employee to take a work 
related course, the Employer shall pay for any tuition so charged.

23. SHIFT DIFFERENTIAL: 

 The Employer agrees to pay employees additional differential 
compensation. The rate of payment for the additional differential 
compensation is seven and one-half percent (7 ½ %) for each premium 
hour worked. The compensation of the premium hours for an 
employee is as follows:

 (a) Employees must work a full shift at least half of which is 
between 4:00 p.m. and 6:00 a.m.



30

 (b) If an employee works such a qualified shift, he shall receive 
additional differential compensation for all hours worked, regardless 
of whether such hours are between 4:00 p.m. and 6:00 a.m. Note, 
however, that if an employee works one shift more than half of which 
is outside the period between 4:00 p.m. and 6:00 a.m., and then works 
another shift which is within such period, the employee receives such 
additional differential compensation for only the shift worked during 
the premium hours.

 (c) If an employee works at least half of a payroll period on a 
shift in which a majority of hours worked were between 4:00 p.m. and 
6:00 a.m., the employee shall be paid the shift differential for the entire 
payroll period. 
 
 (d) Any employee who, during a calendar year is scheduled 
to work fifty percent (50%) or more of his work schedule during 
premium hours as defined in this contract, or any Town employee who 
has received shift differential for fifty percent (50%) or more of his 
work year, shall receive shift differential for the purpose of computing 
vacation, sick, personal and bereavement leave.

24. JURY DUTY: 
 
 An employee who is called to serve as a juror will receive his 
regular pay. The employee will remit to the Employer all pay, less 
mileage allowance, received for Jury Duty. Receipt of a subpoena or 
notice to report for jury duty must be immediately reported to the 
department head.

25. SENIORITY: 

 Ability, adaptability and seniority shall prevail insofar as 
practicable and consistent with the needs and practices of the 
department, including:

 a. promotions in labor and noncompetitive jobs;
 b. job assignments;
 c. transfers within a department regarding proximity of job;
 d. vacancies in a department.
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For all applications in the Collective Bargaining Agreement, seniority 
shall be defined as time with the employer in full-time status. Should 
a tie exist, then in that situation only, the employee’s “other than full-
time” experience with the Employer shall be considered, pro rata, to 
determine seniority.

26. WEATHER EMERGENCY: 

 During a weather emergency the Employer will provide 
reasonable breaks and rest periods to insure maximum safety and 
efficiency. Rest facilities will be provided when appropriate.

27. GRIEVANCE PROCEDURE: 

 The grievance procedure is attached hereto. However, the 
parties shall continue to discuss streamlining such procedure.

28. DISCIPLINARY PROCEDURE: 

 The disciplinary procedure is attached hereto.

29. TIME OFF FOR UNION BUSINESS: 

 The duly elected officers of the CSEA shall be permitted 
reasonable time off during the working day to ensure that this 
agreement is being followed and to participate in and process 
grievances arising hereunder. The duly elected representatives of the 
CSEA shall be permitted time off to attend CSEA conventions during 
the course of the year, without loss of pay or other benefits. In addition 
to the above excused time provision, the President and three (3) 
Executive Assistants to the President and four (4) clerical personnel are 
permitted to perform their duties on a full-time basis without loss of 
pay or other benefits. The Executive Assistants to the President and the 
clerical personnel shall be chosen by the President, with the approval 
of the Town Supervisor. Once approval has been granted by the Town 
Supervisor, the individuals released on a full-time basis cannot be 
removed without joint approval of the Town Supervisor and the
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President of the Hempstead Town local of CSEA. Shop stewards may 
request of the CSEA local President who may, in turn, request of the 
Director of Human Resources, reasonable time off during the work 
day to process grievances and disciplinary matters. Such requests shall 
not be unreasonably denied by the Director of Human Resources. The 
CSEA shall also furnish the Employer with a list of its officers and shop 
stewards, which shall be kept current.

30. OFFICE SPACE: 

 The Union shall be provided by the Employer with an office 
at 1580 Merrick Road, Merrick, NY, 11566 without charge, for the 
purpose of conducting its business relative to employees of the 
Employer. 

31. PRODUCTIVITY: 
 
 The comprehensive bilateral program to increase and study 
productivity will be continued.

32. LABOR MANAGEMENT: 

 In order to continue the exploration of avenues for the 
improvement of services to the residents of the Town of Hempstead 
and on behalf of the employees of the Employer, the Employer and the 
CSEA shall cooperate through the Labor Management Committee to 
study and formulate recommendations regarding public service and 
personnel practices. This Committee shall be comprised of no more 
than four (4) representatives of management and no more than four (4) 
representatives of the Union. All questions of contract interpretation 
concerning conditions of employment, shall in the first instance be 
referred to the joint Labor Management Committee.

33. NO DISCRIMINATION: 

 There shall be no discrimination with regard to hiring, job 
tenure, promotions or otherwise because of activities on behalf of the 
Union.
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34. NO STRIKES: 

 During the term of this agreement there shall be no strikes, 
slowdowns, lockouts or any other concerted work stoppage or 
slowdown.

35. MANAGEMENT RIGHTS: 
 
 It is understood and agreed that the Employer has the exclusive 
right to manage its affairs, to direct and control its operations and to 
independently make, carry out and execute all plans and decisions 
which it deems necessary in its judgment for its welfare, advancement 
or best interests of its constituency. Such management prerogatives 
shall include, but not be limited to, the following rights:

 (1) To select, hire, fix the salaries of, promote, transfer, 
assign, discharge, discipline or lay off employees, or discontinue their 
positions, Subject however, to the applicable sections of the Civil 
Service Law, the Grievance Procedure and this contract. Failure to 
present such grievance as provided therein shall result in a waiver of all 
rights involved.

 (2) To make rules and regulations governing conduct, 
appearance and safety of employees.

 (3) To maintain discipline and efficiency of employees.

 (4) To determine schedules of work, including overtime.

 (5) To contract for performance of any of its services and 
increase or decrease the scope thereof, subject to the applicable 
provisions of this contract.

 (6) To install or remove equipment.

 (7) To establish and maintain all other work rules and 
necessary and reasonable operating rules and regulations.
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36. PAST PRACTICES: 

 It is agreed, however, that no conduct or action of the Town 
hereunder shall be inconsistent with any provision of this agreement or 
of the Civil Service Law and Rules, or diminish any prior benefits. 

 With respect to Sanitation “6 for 5” pay, the value of the sixth 
days hourly rate shall be monetarily computed for each employee as of 
12/31/99, and such hourly rate shall not be increased thereafter.

37. TERM: 

 This contract shall take effect at 12:01 a.m. January 01, 2017 and 
expire at midnight December 31, 2021.

38. LEGISLATIVE ACTION REQUIRED: 

 IT IS AGREED BY AND BETWEEN THE PARTIES 
THAT ANY PROVISION OF THIS AGREEMENT REQUIRING 
LEGISLATIVE  ACTION TO PERMIT ITS IMPLEMENTATION BY 
AMENDMENT OF LAW OR BY PROVIDING THE ADDITIONAL 
FUNDS THEREFORE, SHALL NOT BECOME EFFECTIVE 
UNTIL THE APPROPRIATE LEGISLATIVE BODY HAS GIVEN 
APPROVAL.

39. REOPEN NEGOTIATIONS: 

 Should the twenty (20) year retirement plan at one-half pay, no 
age limit, or any other retirement benefit become permissive by New 
York State legislation, the Employer agrees to reopen negotiations.

40. SAVINGS CLAUSE: 

 Should any part of this agreement be held illegal by any 
competent tribunal, then the balance of the agreement shall remain in 
full force and effect. The parties agree to meet immediately to work out 
a proper substitute for any portion of the agreement, which is held to 
be illegal.
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41. COPY OF AGREEMENT: 
 
 A copy of this agreement, together with a table of contents 
alphabetically arranged, will be provided to each employee by the Town 
of Hempstead.

42. MILEAGE ALLOWANCE:  

 Any employee authorized by Town Board resolution to use
his/her automobile in the performance of his/he duties shall be 
compensated pursuant to the federally established IRS mileage 
reimbursement allowance for use of such automobile for each mile 
actually and necessarily traveled by the employee in the performance of 
his/her duties.

43. UNEMPLOYMENT COMPENSATION:  

 All employees of the Employer shall be afforded unemployment 
compensation as prescribed in Article 18 of the New York State Labor 
Laws.

44. SUBCONTRACTING: 

 The Employer shall not lay off any employee as a result of 
subcontracting. The Employer also agrees that, when possible, it will 
not cause any hardship to the employee. (Hardship shall be defined as 
additional expense incurred in reporting to and from work, change of 
work shift hours or working additional hours).



36

45. LAYOFF AND REHIRING PROCEDURE FOR NON-
COMPETITIVE AND LABOR CLASS EMPLOYEES: 

 In the event that a layoff becomes necessary, the Employer shall 
lay off the least senior employee within title. If an employee is laid off, 
he/she shall be placed on a preferred list, by title, established by the 
Employer in seniority order.  The employee’s name shall remain on the 
preferred list for two (2) years. Before any new employee is hired into a 
title that there is a preferred list for, the preferred list must be utilized. 
Should an employee be laid off in accordance with the layoff procedure, 
he/she shall have the right to displace the least senior employee in the 
next lower title in his/her promotional line, provided that the laid off 
employee has more seniority than the person in the lower title. If an 
employee is rehired from a preferred list, the employee shall be placed 
on his/her former step and be re-credited with his/her former seniority.

46. HOLD HARMLESS: 

 The Employer agrees to provide each employee with protection 
as provided in Chapter 11 of the Code of the Town of Hempstead. 
It is agreed that, should the Town Board decide to diminish the 
protection that is provided under Chapter 11 of the Code of the 
Town of Hempstead, the Employer shall continue to provide identical 
protection to its employees until a mutually acceptable solution can 
be negotiated between the CSEA and the Employer. It is further 
agreed that the Employer shall immediately notify the CSEA should 
the protection provided under Chapter 11 of the Code of the Town of 
Hempstead be reduced in any way and that the Employer shall, upon 
demand by the CSEA, immediately participate in negotiations with the 
CSEA to negotiate a mutually agreeable substitute providing similar 
protection to employees.

47. MECHANICS’ TOOLS: 

 The Employer shall provide all tools to its mechanics.
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48. DISABILITY BENEFITS: 

 The Employer shall elect to provide disability benefits for 
its employees pursuant to Article 9 of the New York State Workers’ 
Compensation Law. The contribution for each employee for the cost of 
disability benefits provided hereunder shall be one-half percent (½%) 
of the employee’s wages, but not in excess of sixty cents ($.60) per week.

49. OTHER THAN FULL-TIME EMPLOYEES:

 A. Unless a section of this Agreement expressly and explicitly 
recites that it is applicable to other than full-time employees, such 
section is not applicable to other than full-time employees.  The term 
“other than full-time employee” is defined in Section 1 hereof.

 B. Annually, during January of each calendar year, the Town 
shall establish a list (the “Eligibility List”) of Town employees who

 (i) since January 01, 2006, have been properly paid to work 
at least 1600 regular (non-overtime) hours in a calendar year (in a 
position classified as either non-competitive or labor class); and 

 (ii) are employed in Town positions which are other than full-
time; and

 (iii) have not already begun to receive pensions resulting from 
employment by public entities.

 C. The employees on the Eligibility List shall be placed in a 
numerical order, with such employees ranked in order of the number 
of consecutive calendar years of having been paid to work at least 1600 
regular (non-overtime) hours for the Town in either a non-competitive 
or labor class position (i.e., the employee with the most such years of 
consecutive service shall be number 1 on the List while the employee 
with the fewest such years of service shall be last on the List, with ties 
resolved by seniority based on adjusted anniversary dates). See Exhibit 
“A”.



 D. A copy of the Eligibility List shall be annually provided to 
the CSEA not later than the last day of February of each year, together 
with such reasonable documentation as supports the accuracy of the 
List.

 E. During the course of each calendar year, commencing 
with 2009, the first 30 persons on the List shall be offered full-time 
positions by the Town in a labor class or non-competitive position.  
Notwithstanding the previous sentence, where necessary to meet the 
bona fide operational needs of the Town, and subject to the consent 
of the CSEA (which consent shall not be unreasonably withheld), the 
Town may, from time to time, hire a person out-of-order on the List.

 F. Upon acceptance of such an offer by the employee, the Town 
shall upon Civil Service approval, appoint such employee to such full-
time position, and such employee shall thereupon commence receiving 
the benefits of this Agreement applicable to such newly hired full-time 
employee (e.g., the employee shall receive a new anniversary date, and 
shall otherwise be treated for all purposes as a new employee).

 G. A declination by the employee of an offer from the Town in 
compliance with this Section, or a failure by the employee to qualify for 
the offered position (where the qualifications for the offered position 
are comparable to the qualifications for the other-than-full-time 
position being lawfully held by the employee immediately prior to 
the offer) under Civil Service law and/or regulations, shall cause the 
affected employee to be removed from the List and the next person 
shall be offered the position.  The disqualification or declination shall 
not be considered one of the 30 offers per year.  A person who declines 
(or is, as described above, unqualified for) such an offer shall cease to 
be eligible thereafter, i.e., he/she shall be removed from the List.

 H. During the time that an employee is on the Eligibility List, 
said employee shall be entitled to use the disciplinary procedure of this 
Agreement.
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 I. Nothing in this Section shall require the Town to violate the 
NYS Civil Service Law (or any other law) or civil service regulations.

 J. Commencing in 2009, and for calendar years thereafter, the 
Town will not employ more than 150 persons (except as hereinafter 
exempted from such limitation) who are paid to work at least 1600 
regular (non-overtime) hours in a calendar year, which persons are 
in other full-time positions. Notwithstanding the foregoing, any 
person hereinafter described shall not be included in such 150 person 
limitation:

 (i) persons who have declined an offer under this Section; and

 (ii) persons who fail to qualify for the offered position under 
Civil Service law or regulation, as described above; and

 (iii) persons who have already begun to receive pensions 
resulting from employment by public entities.

50. WORKERS’ COMPENSATION LEAVE:

 (a) Employees who are injured in the course of their 
employment on or after July 11, 2017 (ratification date of the 2017-
2021 CBA), as determined by the Workers’ Compensation Board, 
shall receive their full salary, without the use of accruals, for a period 
not exceeding six (6) months (based on the number of working 
days per month), less the amount of loss wage benefits that were 
awarded to or received by the employee during that six (6) month 
period, commencing as of the date of the report by the Town’s carrier 
that indicates its determination that such injury is a compensable 
injury. The Town’s carrier will make said determination within ten 
(10) working days. Payments under this section shall be limited to a 
maximum of an aggregated six (6) months of working days during an 
employee’s tenure with the Town. Employees receiving payments under 
this section shall not earn sick leave, vacation leave, personal leave, 
or other paid leave days while on Workers’ Compensation leave. In 
the event of permanent disability, salary payments shall cease when a 
determination of such permanency is made, but in no event shall the
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Town be obligated to pay more than an aggregated six (6) months 
of full salary during an employee’s tenure with the Town. Employees 
shall comply with the Town’s procedures as set forth below, in order 
to qualify to receive their six (6) months of full salary as stated herein. 
Any employee who received compensation benefits for wages at any 
time while they also received full pay from the Town shall assign such 
compensation payments to the Town.

 (b) An Employee may utilize his/her leave accruals while out on 
workers’ compensation leave only during the first ten (10) days of leave 
or only after he/she receives the aggregated six (6) months of full salary 
payments as stated in paragraph (a) of this Section.  An Employee 
who utilizes his/her leave entitlements (except during the first ten (10) 
days of the Employee’s initial injury)  or is receiving payments from 
the workers’ compensation board or is on a no-pay status because 
the Employee is claiming to have suffered a work-related injury must 
comply with the Town’s procedures as stated in subdivision (e) of this 
Section. 

 (c) Any employee, who is on Workers’ Compensation leave 
and receiving his/her full salary from the Town as specified in 
paragraph (a), shall remain in his/her current address as it appears 
on the Employer’s personnel records for the period from 9:00 a.m. to 
5:00 p.m., Monday through Friday. The employee may leave his/her 
residence between the hours of 9:00 a.m. to 5:00 p.m., Monday through 
Friday, only to receive medical treatment and shall notify the Town’s 
designated representative that he/she is leaving the residence. After 
receiving said treatment, the employee must produce a report of said 
examination and proof of attendance to the department head within 
seven (7) calendar days. The Employer will supply the report forms the 
doctor is required to fill out. The employee must be available to answer 
the door in person for a Town representative or answer a telephone call 
to his/her current telephone number as it appears on the Employer’s 
personnel records from a Town representative ascertaining the 
employee’s status within the residence. Failing to be available in person 
or on the telephone will result in the discontinuance of payments as 
specified in subdivision (a) and in disciplinary action. 
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 (d) After the employee exhausts the six (6) months of paid 
leave as specified in paragraph (a), the employee shall be entitled to the 
benefits received by order of the Workers’ Compensation Board or may 
utilize his/her leave accruals. 

 (e) An employee, who is on Workers’ Compensation leave and 
has exhausted the six (6) months of paid leave as specified in paragraph 
(a), or meets one the of the criteria listed in (b) above, shall be required 
to report daily, in person, to the office designated by the Town between 
the hours of 9:00 a.m. and 9:30 a.m. to scan in (if the employee is 
exempt from scanning in in accordance with the Employee’s 
Department’s Time and Attendance Policy, the Employee shall sign in). 
If an employee cannot report in person because the Employee is non-
ambulatory, a letter must be presented by the employee’s doctor stating 
same and the period of time such employee will not be able to report in 
person because the employee is non-ambulatory. 

 (f) Nothing herein is intended to reduce any benefit that the 
employee is entitled to under the Workers’ Compensation Law.

51. REASONABLE NOTICE: 

 The Employer shall provide ten (10) calendar days written 
notice to the employee of a permanent schedule change and five 
(5) calendar days written notice to the employee of a temporary 
schedule change. For purposes of this section, a “temporary schedule 
change” shall not exceed ten (10) working days. Notwithstanding the 
foregoing, written notice will not be required if the schedule change is 
necessitated by an emergency situation.
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Assistant to the Supervisor
Assistant to the Town Board
Chief Deputy Town Attorney

Chief of Staff (In Office of the Supervisor)
Chief Investigator

Commissioner (ALL)
Counsels (ALL)

Deputy Commissioner (ALL)
Deputy Executive Director, Civil Service Commission

Deputy Receiver of Taxes (ALL)
Deputy Town Clerk

Deputy Town Comptroller
Director (ALL)

Executive Assistant to the Supervisor
Executive Assistant to Town Board

Executive Director, Civil Service Commission
Legislative Aide
Press Secretary

Principal Deputy Town Attorney
Registrar of Vital Statistics
Secretary to the Supervisor

Secretary to the Town Board
Senior Policy Advisor to the Supervisor

Special Assistant to the Supervisor
Town Attorney

Town Comptroller

SCHEDULE “A”
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Accountant III
Administrative Assistant
Administrative Officer I
Administrative Officer II
Assistant Director (ALL)
Assistant Superintendent of Sanitation
Assistant to Commissioner (ALL)
Assistant to Deputy Commissioner (ALL)
Assistant to the Chief Bay Constable
Assistant to the Deputy Commissioner (ALL)
Assistant to the Supervisor
Assistant to the Town Board
Assistant to the Town Comptroller (ALL)
Automotive Maintenance Coordinator
Automotive Parts Supervisor
Automotive Shop Supervisor
Bookkeeping Operations Supervisor
Building Maintenance Supervisor I
Building Maintenance Supervisor II
Building Manager
Carpenter Services Supervisor
Chairman - Board, Commission or Committee
Chief Deputy Town Attorney
Chief Investigator 
Chief of Staff (In Office of the Supervisor)
Civil Service Administrator
Commissioner (ALL)
Community Development Communications Coordinator
Confidential Assistant (ALL)
Confidential Investigator
Coordinator, Cultural Arts Program
Coordinator, Developmentally Challenged Recreation Program
Counsel (ALL)
Deputy Commissioner (ALL)
Deputy Executive Director (ALL)
Deputy Receiver of Taxes (ALL)

SCHEDULE “F”
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Deputy Town Attorney
Deputy Town Clerk
Deputy Town Comptroller
Director (ALL)
Electrical Services Supervisor
Executive Assistant to the Supervisor
Executive Assistant to Town Board
Executive Director, Civil Service Commission
Highway Maintenance Crew Chief
Highway Maintenance Supervisor
Historian
Housing Supervisor
Industrial Development Assistant
Inspector
Laboratory Supervisor
Legislative Aide 
Multi-Keyboard Supervisor
Office Services Supervisor
Parks Maintenance Supervisor
Park Supervisor II
Park Supervisor III
Payroll Supervisor
Personnel Specialist II
Personnel Specialist III
Personnel Specialist IV
Pest Control Supervisor
Planner Supervisor
Press Secretary
Principal Deputy Town Attorney
Public Information Officer
Recreation Facility Manager
Registrar of Vital Statistics (Part-Time)
Risk Management Officer
Sanitation Safety Coordinator
Sanitation Supervisor
Secretary (in the Office of the Supervisor)

SCHEDULE “F” (continued)
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Secretary to Joint Village-Town Aircraft Noise Abatement Committee
Secretary to the Board of Zoning Appeals
Secretary to the Public Employment Relations Board
Secretary to the Supervisor
Secretary to the Town Board
Secretary to the Town Clerk
Senior Deputy Town Attorney
Senior Law Assistant 
Senior Policy Advisor to the Supervisor
Special Assistant to the Supervisor
Special Investigator (Classified Matters)
Special Investigator (Sanitation)
Special Park District Supervisor
Superintendent of Sanitation
Superintendent of Street Lighting
Superintendent of Water Supply
Supervisor of Building Operations
Supervisor of Construction Inspection Services
Supervisor of Inspection Services
Supervisor of Licensing
Supervisor of Marina Maintenance
Supervisor of Marine Maintenance
Supervisor of Waterways Maintenance
Town Attorney
Town Comptroller
Vocational Training Supervisor
Water Distribution Supervisor
Water Metering Supervisor 

SCHEDULE “F” (continued)
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Including other than full-time employees as per Part 6.0 hereof. 
Regulations governing the submission and settlement of grievances of 
Town of Hempstead employees.

PREAMBLE:

In order to establish a more harmonious and cooperative relationship 
between the Town of Hempstead and its employees, it is hereby 
declared to be the policy of the administration of the Town to provide 
for the settlement of employment grievances through the following 
procedure.

Part 1.0 DEFINITIONS

1.1      The term “Board” shall mean the Town of Hempstead Grievance 
Board.

1.2      The term “Department” means departments, boards, agencies, 
commissions, or special districts of the Town government.

1.3      The term “CSEA” means the recognized bargaining agent.

1.4      The term “Employee Representative” means the agent selected by 
the employee to act in his/her behalf in the processing of a grievance.

1.5      The term “Department Representative” means the officer or 
employee designated by the head of such department to act with full 
authority in his/her behalf in making a determination on a grievance.

1.6       “Immediate Supervisor” means the employee or officer on the 
next higher level of authority above the employee in the department 
wherein the grievance exists and who normally assigns and reviews 
the employee’s work, approves his/her time record or evaluates his/her 
work performance by or with the designation of the department head.

GRIEVANCE PROCEDURE
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1.7       “Grievance” shall be defined as any claimed violation, 
misinterpretation or inequitable application of the existing collective 
bargaining agreement, rules, procedures, regulations, administrative 
orders or work rules of the employer or a department, except any 
matter which is otherwise reviewable pursuant to the Civil Service Law.

1.8       “Group Grievance” means a grievance affecting more than 
one employee in which a common question(s) predominates and the 
joining of such claims is superior for the fair and efficient resolution of 
the matter. Only CSEA can process group grievances.

1.9       “Higher Ranking Supervisor” means the employee or officer on 
a higher level of authority in direct line above the immediate supervisor 
and below the level of the department head.

1.10       “Hearing Representative” means the officer or employee 
designated by the department head to conduct a hearing at the second 
step of the procedure herein.

INTRODUCTION:

Part 2.0

The provisions and procedures established hereunder shall be 
applicable to grievances in any department, board, agency, commission 
or special district of the Town of Hempstead. This procedure shall not 
apply to any matter involving an employee’s job classification, title, 
retirement benefits, disciplinary proceeding or any matter which is 
otherwise reviewable pursuant to Civil Service Law or any rule, law or 
regulation having the force and effect of law.

It is the fundamental responsibility of supervisors or those in charge 
to take appropriate action promptly and fairly upon the grievances of 
their subordinates.

GRIEVANCE PROCEDURE (continued)
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The head of each department, board, agency, commission or special 
district of the Town of Hempstead shall be responsible for carrying out 
the regulations prescribed herein and maintaining the standards herein 
prescribed.

DEPARTMENTAL RESPONSIBILITY:

Part 3.0

An employee shall be entitled to a representative selected by CSEA in 
the presentation and processing of a grievance.

3.1      The first step shall consist of the employee’s presentation of 
his/her grievance to his/her immediate supervisor, who shall consult 
with and permit the employee to consult with any of his/her higher-
ranking supervisors below the head of the department, board, agency, 
commission, or special district of the Town of Hempstead. The 
discussion and resolution of grievances in the first step shall be on an 
oral basis.

3.2      The second step shall be the determination of the grievance by 
the head of the department, board, agency, commission, or special 
district or by a duly designated representative. If a grievance is not 
satisfactorily settled at the first step, the employee may request a 
review and determination by the head of the department, board, 
agency, commission, or special district of the Town of Hempstead 
or designated representative. In this case, the specific nature of the 
grievance shall be made in writing, by the employee and by the 
appropriate supervisors. The head of the department, board, agency, 
commission, or special district shall, at the request of the employee, 
hold an informal hearing. The employee and his/her representative may 
appear and present oral statements or arguments. The determination 
of such grievance shall be made by the head of the department, board, 
agency, commission, or special district, or his/her representative.

GRIEVANCE PROCEDURE (continued)
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PROCEDURES:

Part 4.0

4.1      All employees have the right to present their grievance in 
accordance with the procedures described herein, with the assistance 
of a representative of the CSEA, and free from interference, coercion, 
restraint, discrimination, or reprisal. The CSEA shall have a right to 
have a representative present at each grievance step and to be notified 
of each decision. The time within which to bring an employee or group 
grievance shall be six (6) months.

4.2      Step 1: An employee who feels that he/she has been aggrieved 
may orally present his/her grievance to his/her immediate supervisor 
or department supervisor common to the group who shall carefully 
consider the matter and, within five (5) working days thereafter, make a 
determination and advise the employee and the CSEA of the decision.

4.3      Step 2: If the grievance is not satisfactorily adjusted at Step 1, an 
employee or his/her CSEA representative may present the matter to 
his/her department head within five (5) working days after notification 
of the decision provided in Step 1, by filing with his/her department 
head or a duly designated representative, a written notice of the 
specified grievance on an official form provided for that purpose. 
Within ten (10) working days after it is presented to him/her, the 
department head or duly designated representative shall make a written 
determination and advise the employee and the CSEA of the decision.

4.4      Step 3: If the grievance is not satisfactorily adjusted at Step 2, an 
employee or his/her CSEA representative may appeal the matter to the 
Town of Hempstead Grievance Board within thirty (30) working days 
after the decision provided at Step 2.

GRIEVANCE PROCEDURE (continued)
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4.5      The Grievance Board shall commence a hearing within twenty 
(20) working days after the receipt of the employee’s request and 
shall render a decision within forty-five (45) working days. Both 
the Grievance Board and the employee shall be entitled to one (1) 
adjournment as of right, but further adjournments may only be by 
mutual consent.

4.6      Any matter that is not a grievance as defined herein shall not be 
the subject of the binding arbitration procedure provided herein.

4.7      The parties to the grievance may submit written statements on 
matters relating to the grievance to the Board prior to the hearing. The 
employee, his representative, if any, and the head of the department 
shall be notified in writing of the decision of the Board.

4.8      If a grievance is referred to the Labor Management Committee 
by mutual consent, the Labor Management Committee shall meet 
within ten (10) working days and render a decision within ten (10) 
working days subsequent to its last meeting.

4.9      The appeals to the Grievance Board will be heard in private.

4.10      Step 4: Within thirty (30) working days after the notification of 
the decision reached at Step 3, a grievance as defined herein, with the 
consent of the CSEA, shall be submitted to arbitration for review.

4.11      Panel of Arbitrators. The Employer and the CSEA shall 
mutually agree on a panel of twelve (12) arbitrators. Each person 
selected must be a labor arbitration panel member of the American 
Arbitration Association or the New York State Public Employment 
Relations Board (PERB) panel. 

4.12      Arbitrators shall be selected in alphabetical order. The arbitrator 
selected shall be notified immediately and must hold the hearing 
within thirty (30) calendar days from the date of his/her designation 
unless otherwise agreed to by the parties. 

GRIEVANCE PROCEDURE (continued)
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4.13      If the arbitrator selected advises the parties that he/she is 
unable to hear the dispute within thirty (30) calendar days from the 
date he/she is notified of selection, the next arbitrator on the list shall 
be designated. Names of arbitrators who have served and of those who 
have been unable to accept an assignment shall be moved to the bottom 
of the panel list. 

4.14      Those selected as arbitrators under this Agreement shall receive 
a fee as may be agreed upon between the parties per day, to include all 
expenses, and to be borne equally by the parties.

4.15      The arbitrator shall have no authority to add to, subtract from, 
modify or change in any way the provisions of this Agreement or any 
expressly written amendment or supplement thereto, or to extend its 
duration, unless the parties have expressly agreed in writing, to give the 
arbitrator specific authority to do so, or to make an award which has 
this effect. It is understood that a grievance proceeding commenced 
during the term of this Agreement or after its expiration date, but prior 
to execution of a new agreement, may be processed after the stated 
expiration date as if the Agreement was still in effect. The award of the 
arbitrator so made shall be final and binding on the parties. 

4.16      The arbitrator shall confine himself to the precise issue 
submitted for arbitration and shall have no authority to determine any 
other issues not so submitted to him, nor shall he submit observations 
or declarations of opinion which are not essential in reaching the 
determination.

4.17      The arbitrators shall issue written findings of fact and binding 
decision for resolving the grievance to the parties within thirty (30) 
calendar days after the hearing.

4.18     Arbitration hearings shall consist of, but not be limited to, a 
review of the evidence, record and decisions reached at Step 3.

GRIEVANCE PROCEDURE (continued)
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4.19     Evidence that has not been submitted at the Grievance Board 
hearing shall not be submitted at an arbitration hearing unless the 
party submitting the evidence has submitted same to the Grievance 
Board at least ten (10) calendar days prior to the arbitration hearing. It 
is understood that the term “evidence” shall not include the submission 
of decisions regarding similar cases, new arguments, the submission of 
applicable statutes, rules, regulations or case law.

 4.20      Should the Town Grievance Board change its decision 
subsequent to the timely submission of new evidence, and should the 
CSEA withdraw a grievance as a result thereof, any cancellation fee 
charged by the arbitrator shall be borne equally by the parties.

4.21      Group Grievances shall be presented to the Department Head 
or the Director of Human Resources if the group encompasses more 
than one department.

Part 5.0 For the purpose of this Grievance Procedure:

5.1      Failure by the Employer, at any step of the procedure provided 
herein, to communicate a decision of a grievance within the specified 
time limits shall permit the employee to proceed to the next step.

5.2      Failure by the employee or CSEA at any step of this procedure to 
appeal a grievance to the next step within the specified time limits shall 
be deemed to be a waiver of the right to appeal to the next step.

5.3      Conferences and hearings held under the procedure provided 
herein shall be conducted at times and places which will afford a fair 
and reasonable opportunity for all persons entitled to be present at 
such conferences or hearings. When such conferences or hearings 
are held during working hours, all individuals necessary for the 
conferences or hearings will be excused without loss of pay or benefits 
for the purpose of attending such conferences or hearings.

GRIEVANCE PROCEDURE (continued)
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Part 6.0 A Grievance Committee, comprised of a total of four 
(4) members (two [2] from CSEA and two [2] from the Town of 
Hempstead), mutually agreeable to both sides, shall be formed solely 
for the purpose of investigating grievances on behalf of other than full-
time employees having a minimum of thirty (30) days length of service. 
Upon finding by a majority of this Committee that the grievance is 
warranted, said other than full-time employee will be permitted to 
process his/her grievance in accordance with the grievance procedure 
herein.

GRIEVANCE PROCEDURE (continued)
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1.0  The provisions of this section shall be exclusive for all 
employees of the Employer who previously had, or upon subsequently 
becoming employed would have had, the disciplinary protections 
afforded under Section 75 of the Civil Service Law of the State of New 
York or Chapter 37 of the Code of the Town of Hempstead, were it 
not for the enactment of this new disciplinary procedure. It is further 
understood that employees of the Employer who were not previously 
granted the protections of either Section 75 or Chapter 37 are not 
entitled to the disciplinary protection afforded herein unless they are 
subsequently employed in a title that provides for such protection were 
it not for the enactment of this new disciplinary procedure.

1.1      There shall be a trial period of six (6) months from date of 
original hire for all employees in full-time positions, unless a longer, 
or new, or additional probationary or trainee period is provided by 
the Civil Service Commission Rules or by New York State statute. 
During this trial period, the employee holding the position shall not 
have any disciplinary protection. In addition, an employee’s failure 
of a probationary or trainee period required by the Civil Service 
Commission shall not be subject to the Disciplinary Procedure.

1.2      Interruptions of service in a full-time or other than full-time 
position, lasting less than one year, shall not be an interruption of years 
of continuous service.

1.3      Only an employee who has passed the trial period, as set forth 
above, shall be entitled to use the Disciplinary Review Procedure as set 
forth in this section.

1.4      An employee who is other than full-time, temporary, provisional, 
exempt (unless otherwise protected under the Civil Service Law), or in 
the unclassified service, or in a position designated by the Civil Service 
Commission as “confidential” or “influencing policy”, shall not have

DISCIPLINARY PROCEDURE
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the protections of this procedure in this Agreement. However, during 
the time that an other than full-time employee is on the Eligibility 
List (provided under Section 49B of the parties’ CBA), such employee 
shall be eligible for the protections of Schedule E of this Agreement. 
Time served in any such position shall not be credited towards a trial 
period, except that following a permanent appointment, time served in 
subsequent positions (other than: full-time, temporary, unclassified, or 
positions designated by the Civil Service Commission as “confidential” 
or “influencing policy”) shall be credited towards the trial period.

2.0       An employee who is covered by this schedule may not have any 
of the Health, Dental or Optical insurance benefits provided for in 
this Agreement suspended, discontinued, or interrupted by the Town 
pending the completion of the Disciplinary Review Procedure provided 
for in this section. The Town shall continue to pay the full cost of 
individual and family health and dental insurance that was in effect for 
such employee on the day immediately preceding his/her termination. 
However, the employee shall be required to reimburse the Employer 
for any required percentage share of the cost of the health insurance 
premium upon the conclusion of the disciplinary proceedings.

3.0      No penalty or punishment beyond a reprimand may be imposed 
unless the employee has been given a reasonable opportunity to 
have a CSEA representative present at the time any such penalty or 
punishment is imposed.

3.1      No employee shall be asked or required to sign a resignation 
unless he/she has first been afforded a reasonable opportunity to 
consult with a CSEA representative.

4.0      When an employee is being interviewed by a departmental 
representative under circumstances that may lead to the imposition 
of a disciplinary penalty against him/her other than a reprimand, the 
employee shall be given an opportunity to have a CSEA representative 
present during such interview.

DISCIPLINARY PROCEDURE (continued)
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4.1      Such CSEA representative shall be excused from work for a 
sufficient period of time necessary to assist the employee who has 
requested his/her presence.

4.2    Such representative, while having the right to be present during 
the period of interview, shall also have the right to confer with and 
advise the employee both before and after the interview.

4.3    Statements made by an employee after notice of an investigation 
related to charges which may be brought against such employee, which 
statements are made in the absence of an opportunity to have his 
representative available at the interview, shall not be admissible in the 
Disciplinary Review Procedure.

5.0    NOTICE OF DISCIPLINE AND CHARGES: An employee 
who is entitled to the protections of this section shall, within fifteen 
(15) calendar days of the imposition of a penalty, be served with 
written notice of the discipline and charges of incompetence and/
or misconduct either in person or by certified mail, return receipt 
requested, to his/her current address as it appears on the Employer’s 
personnel records. If the employee wishes to contest said discipline, the 
employee must proceed in accordance with the Disciplinary Review 
Procedure set forth in this section. A copy of such notice and charges 
shall simultaneously be served upon the CSEA.

6.0    Discipline may consist of and shall be limited to a reprimand, 
or a fine not to exceed one hundred dollars ($100) or a loss of leave 
entitlements not to exceed thirty (30) days, or a suspension without 
pay, or demotion in grade or step or dismissal from Town service.

6.1    A discharge or a suspension without pay, in excess of fifteen 
working days, shall entitle the CSEA to proceed directly to Step 3 of the 
Disciplinary Review Procedure for expedited arbitration.

DISCIPLINARY PROCEDURE (continued)
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7.0    No discipline may be imposed more than eighteen (18) months 
after the occurrence of the alleged incompetence or misconduct 
complained of by the Town and described in the notice and charges, 
unless said incompetence or misconduct would, if proved in a court of 
competent jurisdiction, constitute a crime.

8.0      DISCIPLINARY REVIEW PROCEDURE:

8.1      Step 1: Within fifteen (15) working days after the imposition 
of disciplinary action or receipt of notice of discipline and charges, 
whichever is first, an employee who objects to the disciplinary action 
which was imposed shall present his/her objection in writing to his/her 
department head, who shall carefully consider the matter, and within 
ten (10) working days thereafter, make a determination and advise the 
employee and the CSEA of the decision.

8.2      Step 2: If the objection is not satisfactorily adjusted at Step 1, an 
employee or his/her CSEA representative shall appeal the matter to 
a Town disciplinary review officer within ten (10) working days after 
notification of the decision provided in Step 1, by filing with the Town 
disciplinary review officer a notice of appeal on the form provided by 
the Town. On a date mutually agreed upon by the Town and the CSEA, 
but not exceeding sixty (60) working days after the filing of the appeal, 
the disciplinary review officer shall commence a conference to review 
the appeal. Conferences will be concluded no later than twenty (20) 
working days after the initial conference unless there is mutual consent 
to extend the time. Within fifteen (15) working days after the close 
of the conference, the Town disciplinary review officer shall make a 
written determination on the appeal and advise the employee and the 
CSEA of that determination.

8.3      Step 3: Within fifteen (15) working days after (a) notification of 
the decision reached at Step 2; (b) discharge; or (c) suspension without 
pay in excess of fifteen (15) working days, only the CSEA may proceed 
to Disciplinary Arbitration.

DISCIPLINARY PROCEDURE (continued)
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9.0     DISCIPLINARY ARBITRATION:

9.1      Panel of Arbitrators. The Employer and the CSEA shall mutually 
agree on a panel of twelve (12) arbitrators. Each person selected must 
be a labor arbitration panel member of the American Arbitration 
Association or the New York State Public Employment Relations Board 
panel. 

9.2      Arbitrators shall be selected in alphabetical order. The arbitrator 
selected shall be notified immediately and must hold the hearing 
within thirty (30) calendar days from the date of his/her designation 
unless otherwise agreed to by the parties. 

9.3      If the arbitrator selected advises the parties that he/she is unable 
to hear the dispute within thirty (30) calendar days from the date 
he/she is notified of selection, the next arbitrator on the list shall be 
designated. Names of arbitrators who have served and of those who 
have been unable to accept an assignment shall be moved to the bottom 
of the panel list. 

9.4      Those selected as arbitrators under this Agreement shall receive 
a fee as may be agreed upon between the parties per day, to include all 
expenses, and to be borne equally by the parties.

9.5      The arbitrator shall have no authority to add to, subtract from, 
modify or change in any way the provisions of this Agreement or any 
expressly written amendment or supplement thereto, or to extend its 
duration, unless the parties have expressly agreed in writing, to give the 
arbitrator specific authority to do so, or to make an award which has 
this effect. It is understood that a disciplinary proceeding commenced 
during the term of this Agreement or after its expiration date, but prior 
to execution of a new agreement, may be processed after the stated 
expiration date as if the Agreement was still in effect. The award of the 
arbitrator so made shall be final and binding on the parties.

DISCIPLINARY PROCEDURE (continued)
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DISCIPLINARY PROCEDURE (continued)

9.6      The arbitrator shall confine himself to the precise issue submitted 
for arbitration and shall have no authority to determine any other 
issues not so submitted to him, nor shall he submit observations 
or declarations of opinion which are not essential in reaching the 
determination.

9.7      The arbitrators shall issue written findings of fact and binding 
decision for resolving the disciplinary action to the parties within 
thirty (30) calendar days after the hearing.

9.8      For the purpose of this Disciplinary Review Procedure:

 (a)     Failure by the Town, at any step of the procedure provided 
herein, to communicate a decision on a grievance or objection within 
the specified time limits shall permit the employee or the CSEA to 
proceed to the next step.

(b)    Failure by the employee or CSEA at any step of this procedure to 
appeal a disciplinary action to the next step within the specified time 
limits shall be deemed to be a waiver of the right to appeal to the next 
step.

(c)    Judicial Review of Disciplinary Action shall be exclusively limited 
to procedures available under New York Civil Practice Law and Rules 
(NYCPLR) Article 75.

(d)     Neither the CSEA nor the Town shall be permitted more than 
two (2) adjournments of any arbitration case. No adjournment shall be 
for more than ten (10) working days. Default will be granted against 
the party requesting more than two (2) adjournments.

(e)     The arbitrator shall only decide whether misconduct or 
incompetence existed, and if so, the appropriate penalty permitted 
by this Agreement. The arbitrator shall also decide whether the 
disciplinary procedures set forth in this agreement were violated.
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(f)    No employee shall be suspended for more than fifteen (15) 
working days, pending the ruling of the arbitrator, unless the employee:

 (i)      poses a threat to the residents of the Town of Hempstead, 
property of the Town of Hempstead, or other employees of the Town of 
Hempstead; or

 (ii)      is dismissed by the Town of Hempstead.

DISCIPLINARY PROCEDURE (continued)
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SALARY SCHEDULE “B” - 2017
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SALARY SCHEDULE “C” - 2017
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SALARY SCHEDULE “D” - 2017
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SALARY SCHEDULE - 2018
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SALARY SCHEDULE - 2019
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SALARY SCHEDULE - 2020
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SALARY SCHEDULE - 2021
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EXHIBIT “A”
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NOTES




