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Preamble

THIS AGREEMENT is made and entered into this June 30, 2025, between the City of Helena,
hereinafter referred to as the “Employer,” and the Montana Federation of Public Employees
Local #7790, hereinafter referred to as the “Union”.

It is the intent and purpose of this Agreement to assure sound and mutually beneficial
working relationships between the Employer, its Employees, and the Union; to provide an
orderly and peaceful means of resolving Employee grievances; and to set forth an Agreement
between the parties concerning the terms and conditions of employment for the Employees
covered hereunder. In consideration of the mutual covenants herein set forth, which have been
mutually determined at negotiations, the Employer and the Union agreement shall be bound
as follows:




Article 1: Recognition

The Employer recognizes the Union as the exclusive representative for purposes of
collective bargaining with respect to wages, hours of employment, fringe benefits and other
conditions of employment for City of Helena Public Safety Telecommunicators (PSTs), Lead
Public Safety Telecommunicators (Lead PSTs), and temporary part-time Public Safety
Telecommunicators who work an average of 20 hours or more per week over a period of a
calendar year.

Excluded from the unit are Management, temporary, and part-time Employees who work
less than 1040 hours per year and are scheduled to work less than 20 hours per week and are
marked as temporary on the Employer's Employee status form. Temporary Employees include
those Employees who are occasional Employees and are not guaranteed a minimum number of
hours each week but are called to work as needed.

Article 2: Management Rights

All Management rights not specifically limited by this agreement shall continue to rest
exclusively with the Employer, including but not limited to the right to:
1. Direct Employees.

2. Hire, promote, transfer, assign, discipline and retain Employees

3. Relieve Employees from duties because of lack of work or funds or under conditions
where continuation of such work would be inefficient and nonproductive.

4. Maintain the efficiency of government operations.

5. Determine the methods, means, job classifications, and personnel by which government
operations are to be conducted.

6. Take whatever actions may be necessary to carry out the missions of the Employer in
situations of emergency; and

7. Establish the methods and processes by which work is performed.

8. Any other rights reserved to Management under Montana Code Annotated.




Article 3: Definitions

Whenever the following words or phrases appear in this agreement, they shall have the meaning
assigned to them by this Article. When not inconsistent with the context, words used in the
present tense shall include the future, the singular shall include the plural, and the plural shall
include the singular.

1.

Emergency: An emergency event is a sudden, urgent, usually unexpected incident or
occurrence that requires immediate reaction or assistance for emergency situations
faced by the recipients of public assistance. The main purpose of such assistance is to
bring the situation under control and to restore normality. It usually poses a threat to
the health or safety of those involved, responders, and the people in the surrounding
area. An emergency is any event or occasional combination of circumstances that calls
for immediate action or remedy; pressing necessity; exigency; a sudden or unexpected
happening; an unforeseen occurrence or condition. Existing or continuing conditions
are never considered emergencies. Final determination as to whether a situation can be
defined as an emergency resides with Management. Management will notify the Union
within three (3) calendar days of establishing an emergency.

Employee(s): Any employee covered by this agreement including a Public Safety
Communicator (PSC) or Lead PSC.

Regular Full-Time Employee: An Employee as defined in City of Helena personnel
policy.

Regular Part-Time Employee: An Employee as defined in City of Helena personnel
policy.

Probationary Employee: A non-temporary Employee who is on an applicable
probationary period.

Schedule: A defined combination of workdays and days off in each period, often
repeated in a regular cycle.

Shift: The hours within a workday an Employee is scheduled to work, usually
scheduled on a regular, repeating basis.

Temporary Employee: Temporary Employees may be either short-term or long-term,
as defined in City of Helena personnel policy.

Workday: A workday shall not exceed (14) hours of work in any twenty-four period,
unless by mutual agreement of the Employee and the Employer or when an emergency
exists as defined in Article 3.

10. Work Week: A work week shall consist of no more than forty (40) scheduled working
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hours and at least two consecutive scheduled days off in a seven-day period except as
outlined in Article 6. The work week is defined as Sunday through Saturday.

11. Seniority: The number of continuous days as a regular Employee beginning with the
most recent date of hire within the bargaining unit.

12, Lead Seniority: The number of continuous days of qualifying service as a Lead PSC
beginning with the most recent date of appointment into that position.




Article 4: Probationary Period

1. All new Regular Employees shall be considered probationary until they work a
minimum of 12 months. An Employee ends their probationary status upon
successful completion of the 12-month probationary period.

A. If an Employee is found unsuitable for a position during the probationary
period, the Employee may be discharged.

B. After the probationary period, Employees shall only be terminated for just
cause or for reduction in force.

2. A current Employee promoted to a new position shall serve a new twelve (12)
month probationary period for the new position. If the Employee is found
unsuitable for the new position, the Employee may be placed back into the position
held prior to the promotion if there is a vacancy. If there is no vacancy, the
Employee may be discharged.

3. Management reserves the right to extend a probationary period in accordance with
the City Personnel Policy.

4. Probationary Employees will be formally evaluated at six (6) months and within
one (1) month of the completion of the probationary period. This does not preclude
Management from completing as many formal evaluations as deemed necessary,
and does not include daily, weekly, or other periodic evaluations to take place
during the Communications Training Officer (CTO) Program.

5. Probationary periods apply to all Regular Full-time and Regular Part-time
Employees. Temporary Employees are considered probationary during their full hire
period.

6. Any provisions of City personnel policy governing probationary periods that do not
conflict with this Article also apply.

Article 5: Payroll Deduction of Dues

1. Upon receipt of MFPE membership form from an Employee covered by this
agreement, the Employer shall deduct from the Employee’s pay the amount owed to
the Union for dues.

2. The amounts to be deducted, or any changes in such deductions, shall be certified in
writing to the Employer by an authorized officer of the Union, and at least thirty (30)
days in advance of any such change. Union dues shall be deducted in equal
installments twice monthly or twenty-four (24) times per year. The aggregate
deductions of all Employees shall be remitted, together with an itemized statement, to
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the Montana Federation of Public Employees by the 15" day of the succeeding month,
after such deductions are made.

3. The Union hereby agrees to indemnify and shall hold the Employer harmless against
all claims, demands, suits or other forms of liability including court costs and
attorney's fees that shall arise out of or by reason of action taken or not taken by the
Employer regarding the implementation and/or enforcement of this agreement
concerning the payment of Union dues.

Article 6: Working Conditions

1. General
A. Any permanent schedule changes affecting Employees will be discussed
with the Union and may be brought to the Labor Management Committee
prior to implementation.
B. Management or an on-duty Lead PSC will make reasonable efforts to relieve
an Employee who is currently working overtime outside their assigned shift
prior to extending their working hours.

2. Meal Breaks and Rest Breaks
A. Employees are encouraged to take their paid rest breaks and paid meal
breaks when staffing and workload permits. The figure below outlines the
authorized number of paid rest breaks and paid meal breaks corresponding to
scheduled hours worked.

Hours Worked 15-Minute Rest 30-Minute Meal 45-Minute Meal
Break Break Break
8 2 1
10 2 1
12+ 3 2

B. Out of consideration for all on-duty Employees the following is not

permitted unless authorization has been granted:
i. Combining meal and rest breaks into an extended break.
ii. Taking more than 2 consecutive rest breaks at a time.

iii. Taking more than 1 consecutive meal break at a time.
iv. Taking a rest break or meal break during the first or last 60 minutes of
the workday to shorten or extend the workday.
C. It is understood that employees may leave their workstation or the premises
during their meal or rest breaks, based on the existing operational needs,
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and are subject to recall.

D. Employees forced to work back-to-back shifts, without advanced knowledge,
due to a last-minute vacancy, increased call volume, or an emergent incident
may be granted permission to leave the premises.

i. Departure from the premises can be for a period not to exceed 30
minutes with authorization. Employees remain subject to recall and
are not required to submit a leave request under these unique
conditions.

3. Scheduling
A. Employees have the right to an exchange of shifts or schedules when the

exchange does not interfere with the best interests of the Communication
Center and when the exchange has been pre-approved by Management.
Management or Lead PSC may approve temporary exchanges within the
same pay period. The Employer assumes no obligation for overtime pay or
wage claims because of such an exchange.

B. If changes are made to schedules, Management will meet with the affected
Employees to explain the reasons for the change in the scheduling. Except
for cases of emergency, a 14-calendar day notice will be provided prior to
implementation of all scheduled changes unless mutually agreed upon.

C. If a shortage for a shift occurs with less than twenty-four (24) hours’ notice,
Management or an on-duty Lead PSC has the right to fill the shortage in the
following order.

i. Ifthere is an employee assigned to the on-call position for the shift
with a shortage, Management or an on-duty Lead PSC will contact that
person to respond accordingly.

ii. Management or an on-duty Lead PSC will make reasonable efforts to
fill the shortage by seeking volunteers based on seniority.

iii. If no volunteers are found and all reasonable options have been
exhausted, the on-duty Employee(s) shall fill the shortage. The most
senior Employee will be given priority when selecting which portion of
the shortage to cover.

D. Employees may be assigned to shifts and schedules based on the needs of
the Employer, training considerations, and operational necessity.

4. Days Off
A. Two consecutive days off may be forfeited under the following conditions:

i. The Employee volunteers to attend an event, meeting, committee,
or training.

ii. The Employee volunteers to work a shift that interrupts their two
consecutive days off.

a. This includes an Employee voluntarily accepting an on-call role
that necessitates responding to the workplace.
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iii.

iv.

5. Shift Briefing

Employees must attend training to obtain or maintain certifications
necessary for employment.

Management holds a mandatory staff meeting with a minimum of two
weeks’ notification for all Employees required to attend.

a. These meetings will be held at a time conducive to both day and
night shift Employees to allow reasonable rest hours before
returning to shift.

b. Emergency, non-recurring staff meetings may be held with less
than two weeks’ notification following the identification of an
emergent circumstance.

There is an emergency or exigent circumstance (i.e., an unexpected
vacancy or shortage).

A. Shift briefings may take place at the beginning of a shift and are conducted by
the off-going shift. Because briefing may require off-going personnel to stay
beyond the expected completion of the current shift, off-going Employees may
accrue either comp time or overtime for up to 5 minutes with no accrual
request required.

B. Anything beyond 5 minutes requires the off-going personnel to send an accrual
request in .25 increments (e.g., 5 minutes plus 10 minutes = 15 minutes or .25

hours).

C. Briefing time is not an automatic entitlement. If the Employee is not required
to extend their shift, or no briefing occurs, the Employee is not entitled to
additional compensation.

6. On-Call

The on-call Employee is an exigency-based role filled by qualified Employees to boost

staffing needs.

A. Schedul
I.

ii.
iii.

iv.

ing:

Management will provide reasonable notice prior to implementing or
terminating the need for an on-call Employee to allow Employees to
plan appropriately whenever possible.

Probationary Employees who have not completed the training program
are exempt from being on-call.

Management will not schedule or permit an Employee to be on-call
during their scheduled working hours.

Employees retain the right to an exchange of on-call shifts when the
exchange does not interfere with the best interests of the
Communication Center and when the exchange has been pre-approved
by Management or an on-duty Lead PST.
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B. Compensation:

i. Compensation for being on-call is a flat rate of $60 for a 12-hour
period or at an hourly rate of $5 per hour for on-call requirements less
than 12 hours.

ii. Employees who are called back to duty during their on-call period will
be compensated in accordance with Article 18: Compensation.

iii. Employees who voluntarily sign up to work a shift that takes place
during their on-call period will forfeit the on-call compensation.

iv. If there is a known shortage on an Employee’s on-call day, and that
Employee has been advised at least 24 hours in advance of the
requirement to respond to work at the start of the on-call shift, that
Employee will forfeit their on-call compensation.

C. Response Expectations:

i. The on-call Employee will respond to Management within fifteen (15)
minutes to acknowledge the request and will have one (1) hour to
respond to the Communication Center from the time of the original
request to be considered on duty.

ii. On-call Employees who fail to respond when recalled are subject to
disciplinary action and may not be compensated for the on-call period.

Article 7: Union Privileges

1. With approval of Management, authorized representatives of the Union will be
allowed to visit the work area of Employees during working hours and confer on
employment related matters to the extent that such visits do not disrupt the work of
the Employer, and do not result in compensation outside scheduled work hours.

2. The Union shall be provided with bulletin board space for the use of
communication with its members.

3. The Union shall be allowed the use of the conference room at the Communication
Center for meetings when such facilities are available, and the meetings would not
interfere with the business of the Employer. The Union must schedule the use of the
meeting room with Management.

Article 8: Drug Testing

1. The Employer and the Union recognize that illegal drug usage, misuse of legally

prescribed prescription drugs, and misuse of alcohol are threats to the public safety
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and welfare and to the Employees of the City of Helena. The Employer and the
Union agree to promote the health, safety, and welfare of Employees and the
community by maintaining an alcohol and drug-free workplace.

2. The Employer may conduct reasonable suspicion, post incident, random and return-
to-duty or follow-up drug and alcohol testing of all Support Services Division
Employees in accordance with the Workforce Drug and Alcohol Testing Act of the
Montana Code Annotated and the written policies and procedures issued by the
Employer.

Article 9: Training

1. The Employer will provide necessary training.

2. In addition to the mandatory training requirements, Employees shall be allowed at
least one (1) additional training opportunity annually of their choice pending it is
reasonable and pertains to the scope of employment.

A. Requests shall be submitted through Guardian Tracking or equivalent.
B. Ifarequest is denied, an explanation must be provided, and the employee
is entitled to request an alternate training opportunity.

Article 10: Labor Management Committee

1. There shall be a Labor Management Committee (LMC) including representatives
from the Union and the Employer.

2. Members and protocol will be determined by the committee.

3. This committee is not to be considered part of the established grievance or
negotiation procedure, and, as appointments are voluntary, overtime provisions are
not in effect.

Article 11: Uniforms

1. The Employer will pay for cleaning of uniforms at an Employer-selected cleaner up
to $20 per month for PSTs, which may accumulate to a maximum of $240 in any
fiscal year.

2. The Employer shall purchase uniform clothing and accessories for each Employee
required to wear a uniform.

3. All furnished uniform clothing and accessories will comfortably fit each Employee
at the time of issue and not to include alterations to form fit.
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4. All uniforms and accessories purchased by an Employee in this unit prior to the
acceptance of this agreement are the property of the Employee.

5. Badges, L.D. cards, uniforms and accessories furnished by the Employer shall be
returned to the Employer upon termination.

Article 12: Leave

1. General
A. It is understood that all leave except sick leave must be approved in advance.
B. Any abuse of leave under this Article will result in loss of leave pay and will
constitute grounds for disciplinary action up to and including termination.
C. For leave requests of short notice, seven (7) days or less, that are not of an
emergency nature, Employees may be asked to assist in finding a
replacement.

2. Holidays
A. Employees shall be granted paid holidays as provided by state law plus any
legal holiday declared by the President of the United States or the Governor,
or City of Helena.

B. Regular part-time Employees shall be granted holiday time on a prorated
basis provided they work at least 20 hours per week.

C. Employees shall receive one (1) paid holiday for each of the holidays
regardless of whether they work on the holiday.

D. Employees shall not carry over any holidays from one (1) calendar year to
the next. Holidays earned for each calendar year must be used by March 31st
of the following year.

E. Probationary Employees may only use holiday pay on the day of the holiday
or for holidays that have passed. They will not be able to use paid holidays
for days that have not yet occurred in the calendar year unless approved in
advance by Management.

F. Holidays accrued from the prior calendar year and not used before March
31%, in accordance with the sections above, may be cashed out, up to a
maximum of 80 hours. Holiday cashout shall be paid on the next regularly
scheduled pay day at the Employee’s regular rate of pay. Holiday cashout
shall be at the employees’ “base” hourly rate as stated in Appendix A and
shall not be counted as wages for purposes of the City’s Overtime Liability.

15




G. Employees who terminate their employment shall be entitled to receive

H.

compensation at their regular rate of pay for any holidays accumulated and
not taken in accordance with Paragraph E above. Additionally, any
terminating Employee shall have deducted from their final pay, any amount
of holiday pay received but not earned at the time of termination.

In the event of the death of an Employee, unused earned holiday time shall
be paid to the Employee's beneficiary at their regular rate of pay.

3. Leave

A.

Vacation Leave, Sick Leave, Military Leave, Jury Duty Leave, Witness Leave,
leave without pay, and Family Medical Leave (FMLA) will be used in
accordance with the City of Helena Personnel Policies.

Time off requests will be open from January 1% to June 30™ and July 1* to
December 31% of each year, and will be granted on a first-come, first-served
basis. If a request for time off crosses two periods (i.e., June 30" to July 3™), it
should be submitted during the earlier period.

4. Primary Vacation Leave

A. For the purposes of this contract, a Primary Vacation is a set of consecutive
days off not to exceed twenty-one (21) calendar days.
i. Primary Vacation and time off requests are exclusive to the use of
Vacation Leave, Holiday Leave, and Compensatory Leave.
ii. Primary Vacations are considered a higher priority when considering
coverage for the period.

B. One (1) Primary Vacation leave request may be submitted twice per year,
and must be clearly identified as such in writing:
i. November 1% to December 1 for Primary Vacation requests for the
period of January 1% to June 30™
ii. May 1° to May 31* for Primary Vacation requests for the period of
July 1% to December 31

C. When a request for Primary Vacation crosses two bidding periods (i.e.,
December 25th to January 10th), the request must be submitted during the
earlier of the two bidding periods to allow for proper planning.

i. These requests will count toward one (1) Primary Vacation allotment
of the Employee’s choice.

D. Conflicts with Primary Vacation requests will be resolved by seniority.
i. Management will notify affected Employees to resolve scheduling
conflicts no later than December 15" or June 15" respectively for the
upcoming period.
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E. Requests to change Primary Vacation periods will be considered by
management on an individual basis.

i. Requests for Primary Vacation submitted after the deadline must be
submitted in writing and are subject to consideration by
management.

ii. Conflicts with late Primary Vacation requests will be addressed by
management on a first-come, first-served basis.

5. Vacation Posting
A. Management will post the Primary Vacation leave dates to the schedule no later
than January 1st and July 1st respectively.

B. Once management sets and provides notice of the Primary Vacation leave
schedule, an Employee cannot be “bumped” by another who requests time off
later unless both employees agree, in writing, to the change and receive
approval from management.

C. Time off requests will be posted as soon as reasonable once received by
management or Lead PSC.

Article 13: Health, Safety, and Welfare

1. Insurance
A. For the term of this agreement the City will provide the same insurance with

regard to monetary value, such as premiums, co-insurance, and deductible
amounts, to medical, dental, life and vision insurance plans as it provides to
said plans for City employees not included in a bargaining unit.

B. Benefit-eligible part-time employees are entitled to the same insurance
benefits and premiums as described in Article 13. A. 1.

C. It is the policy of the City of Helena to continue to pay the employer monthly
medical, dental and vision insurance premium contribution while an employee
is out on workers’ compensation as long as the employee is in employment
status. Leaves of absence taken in connection with a worker’s compensation
injury or illness will run concurrently with any FMLA leave entitlement.

D. Employees in a leave without pay status may elect to continue their existing
insurance coverage in accordance with City of Helena Personnel Policies.
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2. Industrial Accidents
The health and safety of all Employees shall be reasonably protected while in the

service of the Employer. The Employer shall carry Workers' Compensation on its
Employees and will be administered per City of Helena Personnel Policies.

3. Equal Compensation
A. If an employee loses time because of an injury sustained in the course of duty

for which he/she qualifies for compensation under Workers' Compensation
Insurance, he/she may elect to coordinate the use of his/her accrued leave in
accordance with MCA 39-71-736 to ensure the aggregate compensation for
the month equals the normal amount of take home pay, upon application and
approval of the Employer on a month to month basis.

i. The aggregate monthly compensation shall be calculated by subtracting
the amount received from the Workers' Compensation Insurance from
the normal take-home pay for the month previous to the date the injury
occurred without overtime pay.

B. Employees electing this option may not buy back their sick leave at some later
date.

4. Mental Health Program Incentive
The Employer will work with the current Employee Assistance Program to provide

mental health support services to the Employee.

A. The Employee will follow the existing procedure for making an appointment
through the Employee Assistance Program unless they are currently working
with a mental health provider. This would enable the Employee to continue
with their current provider.

i. The Employer is not responsible for costs associated with an Employee
continuing to work with an existing provider not provided by the
Employee Assistance Program.

B. Due to the nature of this program, Employees will attend a session during their
off-duty hours so as not to cause conflict with the performance of their duties
and to allow them ample time to schedule a session.

C. Employees who attend at least one session with a mental health provider
between January 1% and December 31 will receive an incentive.
i. Once the Employee has attended the session, the provider will be
required to sign an attendance slip which shall be provided to the
Human Resources Office.

ii. In exchange, the Employee will be compensated with two (2) hours of
18



iii.

iv.

comp time which will be placed into their comp time balance.

Each Employee may capitalize on this incentive one (1) time per
calendar year, earning a maximum of two (2) hours of comp time.
Employees who have accrued the maximum allowable comp time of 80
hours will not accrue the two (2) hours until there is available time in
their comp time bank.

D. Management will not be informed who attended a session.

E. Employees may attend multiple sessions but will only receive comp time for
one session throughout the calendar year.

Article 14: Seniority, Classification, and Layoffs

1. Seniority

A. Seniority means the number of continuous days as a regular Employee
beginning with the first date of hire within the bargaining unit.

i

il

Seniority shall be recognized after successful completion of the
probationary period. Upon successful completion of the probationary
périod, seniority shall date back to the first day of hire in a bargaining
unit position.

Employees may protest their seniority designation through the
grievance procedure if they have cause to believe that an error has
been made. Ties in seniority shall be broken by a drawing of names.

iii. Seniority will apply to the following areas:

a. Longevity Calculation
b. Primary Vacation

B. Lead Seniority means the number of continuous days of qualifying service as
a Lead PSC beginning with the most recent date of appointment into that
position.

C. An Employee shall lose their seniority if:

i.
ii.

iii.
iv.

v.

The Employee resigns or quits.

The Employee is discharged or released.

The Employee retires.

The Employee has been on layoff for more than one (1) year.

The Employee abandons the job by being absent from work without
leave for a period of three (3) consecutive working days.

2. Job Classification

A. There are two distinct job classifications within the bargaining unit.

Public Safety Communicator(s) (PSCs)
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