
 

Board of Supervisors Meeting 
Charlmont Restaurant, Morrisville, VT 

Wednesday, April 3, 2019 
6:00 pm 

 
AGENDA 

 

1) Arrive at 6:00 and order dinner 
 

2) Presentation on Anaerobic Digester 
 

3) Elect Officers: Chair, Vice-Chair, Clerk, Treasurer 
 

4) Vote on Papers of Record 
 

5) Approve Minutes of February 12, 2019 
 

6) FY 2019 Financials 
a. Approve February 2019 Financial Reports 
b. Ratification of Check Register 
c. Pre-payment Authorizations for Large Checks 

 
7) Presentation on Expansion at Stowe Electric Department 

 

8) Discuss for Approval FY2020 budget  
 

9) Discuss for Approval Employee Handbook 
 

10) Other business:   
 
 
 
UPCOMING:    
Every Thursday at 4:40 pm catch Elly on WLVB…feel free to ask her to cover a specific topic 
April 6: Informational Table and Sales of Compost Materials, Jeffersonville Flea Market 9-3 

April 11: VORS, Elly presenting Lamoille Soil Brand to Combat Contamination 
April 13: Worcester Clothing Swap 9-3, Town Hall, Supporting the ReUse Economy 
May 4: HHW Collection, Morrisville, Public Access 9-noon, Businesses MUST Pre-register 

 

LRSWMD Mission Statement: Our mission is to reduce the quantity and toxicity of the trash 
generated and going to the landfill while maintaining or improving overall environmental quality 
(air, water, and soil), treating customers and employees with respect, and operating within a 
balanced budget 

 

 

 



 
Lamoille Regional Solid Waste Management District 

29 Sunset Drive, Suite 5 
Morrisville, VT 05661 

 
BOARD OF SUPERVISORS’ BUSINESS MEETING 

WEDNESDAY, FEBRUARY 20, 2019 
29 SUNSET DRIVE, MORRISVILLE, VT 

 
SUPERVISORS 
Absent Belvidere Dana Sweet Cambridge 
Adrian Owens Craftsbury Absent Eden 
Jane Oliphant Elmore Marilyn Zophar Hyde Park 
Absent Johnson Charles Cooley Morristown 
Willie Noyes Stowe Howard Duchacek Waterville 
Absent Wolcott Absent Worcester 
 
STAFF 
Susan Alexander District Manager Donna Griffiths Clerk 
    
Chair Willie Noyes called the meeting to order at 6:33 pm.  
 

1. PUBLIC COMMENT 
There was none. 
 

2. APPROVE MINUTES OF JANUARY 8, 2019  
Dana moved and Charles seconded to approve the minutes of January 8, 2019.  

 

Susan said the statement on p. 2 that Jersey Heights has signed a contract for organics 
collection needs to be changed to state that they have expressed interest in a contract. 
 
Dana asked what a depackaging facility is. Susan said it takes food scraps in containers 
and uses machinery to separate the food from the packaging. Hannafords signed a 
contract for all their stores to have their waste food taken to a depackaging facility. It 
means a lot of transportation miles but they see it as a huge labor savings. They still try to 
send as much as they can to local food shelves. A recent state grant went to build a bigger 
and better transfer station in another district to facilitate transfer to a depackaging facility. 
Windham was going to use a grant to build a depackaging facility but couldn’t get 
guarantees of contracts so they gave the grant back. 
 
The motion to approve the minutes with the recommended change was passed 

unanimously. 

 

3. FINANCIALS 
a. Approve December 2018 Financial Reports 

Susan said we are halfway through the year and we have $60K in net income. We 
don’t spend money in 12 equal chunks, though. Surcharges and MSW disposal 
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income are looking healthy. She has no reason to be concerned we will have 
anything but a positive ending to the year.  
 
Adrian said even though MRF fees are up it seems like we are making up for it.  
 
Howard suggested that Charles explain for the benefit of new board member 
Marilyn Zophar why the sheet comparing all the transfer stations is important. 
Charles said we look at tons collected and the associated revenue and cost for 
each transfer station. It is helpful to compare revenue and cost per ton at the 
different locations. What sticks out is that Johnson’s MSW revenue is $100/ton 
less than that for any other site except Stowe. That is a reason to put a scale there.  
 
Charles said James and Nate told him there are about the same amount of trucks 
going to Johnson as to Stowe now. Willie and Howard said that means they have 
figured out that they get a better deal at Johnson. Charles said they go to Johnson 
if they have heavy loads. Susan said we have books to help employees figure cost 
based on cubic feet but seldom are they used. Most people probably can’t estimate 
cubic yardage well.  
 
Willie said he thinks scales will also eventually be handy at the compost facility. 
The problem with moving Stowe’s current scale to Johnson is that it is too short 
for a truck and trailer. Dana suggested trading in the current scale and getting two 
new ones. Susan said she will ask James to investigate that.  

 
Willie asked what scales cost. Susan said we got a bid of $90K that included 
removal of the old scale, excavating for the new scale and wiring everything. She 
doesn’t know how much of that is installation vs. the scale itself. Charles said 
hopefully there will be a presentation for the April meeting about the cost of a 
new scale as well as payback. 
 
Charles moved and Dana seconded to approve the December 2018 financial 

reports. The motion was passed unanimously. 

b. Ratification of Check Register 

Charles moved and Dana seconded to ratify the check register. The motion 

was passed unanimously. 

c. Pre-payment Authorizations for Large Checks 

Adrian moved and Dana seconded to authorize pending payments in the 

amount of $61,655.95. The motion was passed unanimously. 

 
4. DISCUSS FOR APPROVAL IT CONTRACT AND NEW PRINTER  

Susan said dealing with IT has been using a lot of Elly’s time. We have had 2 or 3 part-
time IT people helping us. The latest has another full-time job and not a lot of time to 
work for us. We asked for recommendations from around this area and got a bid from 
SymQuest for IT services and we got 2 bids on a printer. Our printer is currently not 
speaking to our network.  
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The IT contract is not cheap and it is a line item we have not had before. SymQuest will 
come in and do installations and setup for the IT system to get everything to work. That is 
a $3623 one-time fee. We found out that we do not have a firewall and they will install 
one. They will provide ongoing maintenance for $450/month. For that fee they will 
maintain the system and answer basic questions. They will charge an hourly fee if there is 
a big problem.  
 
Our printer is probably 7 or 8 years old. It is probably obsolete at this point, which makes 
it harder to get it to work with the network. We got 2 quotes for a printer. One is from 
SymQuest – a different part of the company than the part that provides IT services. 
Because they are parts of the same company, they can’t each point to each other if there 
is a problem with the printer. Their price for a new printer is $5,744.57. Their rental 
option would cost more over time and we have the cash so she would rather not rent. We 
are charged by the copy. The competing bid charges more per copy and almost a 
thousand dollars more for the copier.  
 
Adrian asked if they take care of toner. Susan said yes, that is included. 
 
Susan said we got references and SymQuest has been in twice to talk to us. We have been 
extremely happy with their answers to questions. The current printer is black and white 
but we spend a lot of money printing things elsewhere that need to be in color. The new 
printer would be a color printer. SymQuest’s main office is in Williston but our main 
contact with them lives closer to our area. 
 
Dana said $450/month seems high. Charles asked, if they have to come here they don’t 
charge extra, do they? Susan said they do on some services. 
 
Howard moved and Marilyn seconded to approve a 1-year IT contract with 

SymQuest, including a one-time $3,623 set-up fee and a $450 monthly fee and to 

approve purchase of a printer from SymQuest for $5,744.57. The motion was passed 

unanimously. 

 
Dana asked, if we move to Stowe would they handle the move? Susan said they would 
expect us to move the computers but they would dismantle and set up the wireless 
network, server, etc. and would be paid by the hour to do it. They don’t charge mileage or 
travel time. Elly has probably been spending 35-40% of her time on IT work, which is 
too much. There is other work she is not getting done. She is not trained to be an IT 
specialist.  

 
5. DISCUSS FOR APPROVAL INCREASING MAXIMUM PURCHASE AMOUNT  

Susan said the maximum purchase amount without board approval is now $2K. Most of 
the time that is okay but sometimes there is a situation where a purchase of $3K or $4K is 
needed and it has to wait for approval at the next meeting. That can take almost a month, 
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or more if there is no quorum one month. Costs are going up and she would like to see 
the maximum increased to $5K. 

 
Dana suggested making it $10K. Howard said we will review purchases every month. 
Charles said we have had no issues with abuse. Howard said Susan would presumably 
check with the executive committee if she had a question. Adrian said he thinks $5K is 
okay. 

 
Dana moved and Howard seconded to set the maximum purchase amount not 

requiring board approval at $10,000. The motion was passed unanimously. 

 
6. REVIEW DRAFT 2020 BUDGET 

Susan passed out a draft budget. She suggests that the board review it tonight and give 
feedback and then she will come back with a final budget for approval at the April 
meeting. The current draft is not balanced perfectly. There is a deficit of $4,420. She will 
have to do some tweaking to eliminate that. 
 
Charles said right now we are $60K ahead at the halfway point of the year. Marilyn said 
what we just voted on will possibly take some of that. Susan said we haven’t traditionally 
taken carryover and added it to the budget. We might decide to start this budget with 
carryover from this year. The IT contract approved tonight wasn’t in this year’s budget. It 
will come out of our cash reserve. She put the $450/month service contract in the draft 
budget but she doesn’t think she put hourly service costs in. She may need to. 
 
Susan reviewed the administration budget. We will start charging haulers a higher fee to 
get a license - $25. Health insurance will drop a little because one employee is now on 
Medicare. Consulting fees went up. Much of the increase is the $450/month for the IT 
contract. 
 
Susan reviewed the operations budget. MSW disposal income is going up and disposal 
cost is going up. James asked her to increase the amount budgeted for equipment repairs. 
We have been spending more than budgeted for the last 2 years. She increased the 
amount budgeted for salaries in anticipation of doing baling and having an additional 
person doing some work. We are already running above budget on labor this year 
because we increased our hourly rate and increased the weekend rate for current 
employees. James tries to do 2 days a week as a site attendant but she feels the baling 
operation will take him out of some of that and we will need to backfill. The budget 
shows a huge increase in recycling materials processing fees. That reflects what we are 
paying now. 
 
Susan said in the past we have used money that comes in from surcharges to make up for 
a deficit in operations. But we don’t want surcharge money to be used for our facilities. 
They should pay for themselves. It is getting better. In this budget, operations is partly 
subsidized by surcharge fees and specials. The operations budget includes all the labor 
and trash and recycling income from our facilities. The specials budget includes other 
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things we have added besides regular trash and recycling. We are not really losing as 
much money at facilities as the negative number for operations indicates because specials 
are handled at the same stations and we are in the black for specials. 
 
Howard asked if it makes sense to change the way the budget and accounting are done, 
maybe moving at least some of the specials into the operating budget. Susan said we 
could do that. She would look for suggestions or recommendations. 
 
Susan reviewed the specials budget. She said it doesn’t include the recent increase in tire 
disposal costs. 
 
Willie said now that we will have more space he thinks we could get a good deal if we 
could park a trailer from a major tire recycler on our property. Susan said she doesn’t 
think that will be a good deal. She thinks we will just have to start charging more for 
tires. James is doing the homework on it. 
 
Jane asked if Susan could explain the vaccinations line on the operations page. Susan we 
were providing flu shots and maybe another vaccine. Now vaccines are covered under 
employees’ insurance. 
 
Susan reviewed the composting facility budget. She had Chris do the expenses and 
backed into the income we would need. There is no way we will make the income we 
anticipated this fiscal year. We are now doing hauling of our own organics and organics 
from Northern Vermont University and the Vermont Studio Center. We have been 
substituting side attendant labor for Chris’s labor to keep costs down as much as possible. 
Chris said we greatly overestimated the value of feedstocks. He dropped that down in the 
new budget. 
 
Susan said our capacity is easily 8-10 tons a week of organics. Charles said we haven’t 
been challenged to figure out what maximum capacity is. It could be more. Susan said 
Chris now has 13 tons in one place. Another question is how fast we can compost the 
material so we can move it. Chris would love to look into a heat exchanger that could 
take heat off a hot pile and introduce it into a cold pile. Now we try to take the frozen 
totes and put them in the shop area for at least half a day to thaw. 
 
Willie asked if we have had any odor problems. Susan said no. 
 
Susan said a problem with frozen food scraps is that when they freeze the cells all pop 
and release a lot of water as soon as they thaw. We have a big concern with leachate. We 
have to keep it on the pad. 

 
Willie asked if we can get an attachment for the loader to chop material. Susan said Chris 
has been talking about a grinder for bioplastics. 
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Dana asked if Chris is having a hard time getting compost to heat. Susan said when he 
has tried to try to make a really large pile there has been trouble. With a medium pile it is 
not so hard. 

 
Jane asked about organics from Lamoille Union High School. Susan said Black Dirt 
Farm picks up their organics.  
 
Susan said the state has decided that chicken feeding operations on a farm are not an 
agricultural activity; they are a solid waste activity. In the next 18 months chicken 
feeding operations are supposed to register with the state and obtain composting 
certification. That is very different from what chicken farmers are doing now. She is not 
sure how much impact that will have on us. If larger chicken farms have to become 
composting operations they may decide to get out of the food scrap business. One thing 
they will have to do is leachate collection, which is expensive.  

 
7. OTHER BUSINESS 

Susan said April 3 is the reorganization meeting. Our charter requires the reorganization 
meeting to be on the first Wednesday of April. She read the names of board members 
who are up for re-election. Officers will be re-elected or elected at the April meeting. She 
thinks she will plan to have that meeting at the Charlmont again if that is okay with 
everyone. She would like to have a presentation on the proposed anaerobic digester 
system that is going to have a feasibility study. Hopefully there will also be an update on 
renovations. 
 
Susan said we did get the full $22K ANR grant we originally applied for after Windham 
gave their grant money back. 
 
We are in the process of updating the policy manual. Staff will get it in March to review, 
then it will come to the board for final approval. Susan is finishing the hiring policy the 
board had talked about with background checking.  
 
Adrian asked about solid waste bills. Susan said there are two new bottle bills. The Solid 
Waste Managers’ Association has a lobbyist who sends Susan an update on all the new 
bills and she could pass that along. Things like Act 250 review and water quality are 
taking a lot of committee attention. One bottle bill includes water bottles and wine 
bottles. Another is similar and also raises the refund to ten cents. 
 
Susan said the state is being asked to investigate having a state-run landfill. There are 
some residual Act 46 questions such as when haulers will be required to pick up food 
scraps. She has heard there is a question about what would be considered a commercial 
building. 
 

Dana moved and Charles seconded to adjourn. The motion was passed unanimously. 

Chair, Willie Noyes adjourned the meeting at 8:01 PM. 
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Respectfully submitted,    
 
 

Donna Griffiths, District Clerk                                                                                         Date 

 

Willie Noyes, Chair                                                                                                          Date 



Feb 28, 19

ASSETS
Current Assets

Checking/Savings
CNB - Operating Account 148,266.31
Community National Bank - HRA 6,450.45
Community National Bank - Sweep 280,794.39
Community National Capital Fund 67,194.77
Community National Money Market 127,215.71

Total Checking/Savings 629,921.63

Accounts Receivable
Accounts Receivable 38,046.91

Total Accounts Receivable 38,046.91

Other Current Assets
Petty Cash 1,655.00
STS Bottle Redemption Petty Cas 2,000.00

Total Other Current Assets 3,655.00

Total Current Assets 671,623.54

Fixed Assets
Fixed Assets

Equipment 895,720.28
Less Accumulated Depreciation -516,023.88
Fixed Assets - Other -5,259.00

Total Fixed Assets 374,437.40

Total Fixed Assets 374,437.40

TOTAL ASSETS 1,046,060.94

LIABILITIES & EQUITY
Liabilities

Current Liabilities
Accounts Payable

Accounts Payable 47,646.63

Total Accounts Payable 47,646.63

Other Current Liabilities
Accrued Payroll 9,868.81
Deferred Income 2,220.82
Payroll Liabilities 110.98
Pension Plan Payable 135.17

Total Other Current Liabilities 12,335.78

Total Current Liabilities 59,982.41

Total Liabilities 59,982.41

Equity
Investment in Gen'l Fixed Asset 374,437.40
Retained Earnings 602,989.36
Net Income 8,651.77

Total Equity 986,078.53

TOTAL LIABILITIES & EQUITY 1,046,060.94

9:16 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Balance Sheet
Accrual Basis As of February 28, 2019

Page 1



Jul '18 - Feb 19 Budget $ Over Budget % of Budget

Ordinary Income/Expense
Income

Administrative Fees 1,000.00
Appliances 1,545.00 1,900.00 -355.00 81.3%
Batteries 485.75 1,700.00 -1,214.25 28.6%
Book Recycling Income 302.50 500.00 -197.50 60.5%
Bottle Redemption Program

Bottle Redemption - Distributor 73,055.32 115,000.00 -41,944.68 63.5%

Total Bottle Redemption Program 73,055.32 115,000.00 -41,944.68 63.5%

Bulky Waste 18,441.00 17,000.00 1,441.00 108.5%
C&D Disposal Income 71,847.50 120,000.00 -48,152.50 59.9%
Call2Recycle Battery Reimburse 1,203.25
Capital Reserve Transfers 40,000.00
Collection of Food Scraps 0.00 1,000.00 -1,000.00 0.0%
Compost Bin Sales

Bucket - Lamoille Soil Kit 1,155.00
Filters for Kitchen Collectors 18.00
Green Cone Sales 460.00
Kitchen Collectors 435.00
Lids for Buckets 20.00
Compost Bin Sales - Other 800.00 3,500.00 -2,700.00 22.9%

Total Compost Bin Sales 2,888.00 3,500.00 -612.00 82.5%

Compost Product Sales 907.00 74,000.00 -73,093.00 1.2%
E-waste Reimbursement 4,639.28 13,000.00 -8,360.72 35.7%
Electronics Recycling Program

Television Monitors 240.00
Electronics Recycling Program - Other 2,696.70 3,000.00 -303.30 89.9%

Total Electronics Recycling Program 2,936.70 3,000.00 -63.30 97.9%

Equipment Sales 1,650.00 750.00 900.00 220.0%
Fluorescent Bulbs

Hg Bulb Reimbursement 0.00 0.00 0.00 0.0%
Fluorescent Bulbs - Other 670.70 2,200.00 -1,529.30 30.5%

Total Fluorescent Bulbs 670.70 2,200.00 -1,529.30 30.5%

Freon Appliances 7,620.00 8,500.00 -880.00 89.6%
Grants

Grant Income - HHW 14,649.98 26,000.00 -11,350.02 56.3%
Grant Income - VLCT 0.00 1,500.00 -1,500.00 0.0%

Total Grants 14,649.98 27,500.00 -12,850.02 53.3%

9:41 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Profit & Loss Budget vs. Actual
Accrual Basis July 2018 through February 2019

BUDGET TO ACTUAL ALL CLASSES Page 1



Jul '18 - Feb 19 Budget $ Over Budget % of Budget

Hauler's License Fees 130.00 120.00 10.00 108.3%
HHW CEG Businesses 6,254.80 6,000.00 254.80 104.2%
Interest Income 1,270.42 1,200.00 70.42 105.9%
Leaf & Yard Waste 272.25
Maple tubing 556.90 100.00 456.90 556.9%
Miscellaneous Income 4.00
MSW Disposal Income 458,833.90 645,000.00 -186,166.10 71.1%
Organics - Compost Residential

Commercial Organics Tip Fee 2,922.60 9,000.00 -6,077.40 32.5%
Organics - Compost Residential - Other 3,591.00 4,000.00 -409.00 89.8%

Total Organics - Compost Residential 6,513.60 13,000.00 -6,486.40 50.1%

Overages/Shortages 378.76
Plastic film 77.00
Propane Tanks 405.00 700.00 -295.00 57.9%
Recycling Income 108,352.83 700.00 107,652.83 15,479.0%

Recycling Sales of Bins 289.25 500.00 -210.75 57.9%

Scrap Metal 21,137.40 13,000.00 8,137.40 162.6%
Stump Dump 38.00
Surcharge - C&D - Haulers 86,389.17 118,000.00 -31,610.83 73.2%

Surcharge - MSW - Haulers 154,718.61 214,500.00 -59,781.39 72.1%

Textiles 2,762.50 3,500.00 -737.50 78.9%
Thermostat Recycling Refund 105.00
Tire Income 8,486.50 14,000.00 -5,513.50 60.6%

Total Income 1,100,817.87 1,419,870.00 -319,052.13 77.5%

Expense
Advertising 0.00 3,000.00 -3,000.00 0.0%
Bottle Redemption Payout 40,474.70 61,000.00 -20,525.30 66.4%
Clerk Stipend 700.02 1,100.00 -399.98 63.6%
Compost Bin Purchase

Green Cone Purchase 1,838.00
Purchase of Kitchen Collectors 125.00
Compost Bin Purchase - Other 0.00 1,500.00 -1,500.00 0.0%

Total Compost Bin Purchase 1,963.00 1,500.00 463.00 130.9%

Conferences 1,488.08 2,700.00 -1,211.92 55.1%
Disposal  MSW 171,279.98 245,000.00 -73,720.02 69.9%

9:41 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Profit & Loss Budget vs. Actual
Accrual Basis July 2018 through February 2019

BUDGET TO ACTUAL ALL CLASSES Page 2



Jul '18 - Feb 19 Budget $ Over Budget % of Budget

Disposal Tip Fee
Craftsbury Tip Fee at STS 3,825.06 5,600.00 -1,774.94 68.3%
Eden Tip Fee at STS 4,185.00 6,200.00 -2,015.00 67.5%
Morrisville Tip Fee at STS 4,338.24 6,000.00 -1,661.76 72.3%

Total Disposal Tip Fee 12,348.30 17,800.00 -5,451.70 69.4%

Donations 5,249.35 7,000.00 -1,750.65 75.0%
Electronic Waste Processing 986.70 600.00 386.70 164.5%
Equipment

Purchase 29,967.71 7,500.00 22,467.71 399.6%
Rental 0.00 3,000.00 -3,000.00 0.0%
Repairs/Maintenance 43,483.63 6,400.00 37,083.63 679.4%

Total Equipment 73,451.34 16,900.00 56,551.34 434.6%

Feedstocks 1,150.00 15,600.00 -14,450.00 7.4%
Fluorescent Bulb Recycling 800.27 2,500.00 -1,699.73 32.0%
Freon Removal 4,768.00 5,500.00 -732.00 86.7%
Fuel

Off Road Diesel 486.60 1,000.00 -513.40 48.7%
Fuel - Other 4,608.11 7,500.00 -2,891.89 61.4%

Total Fuel 5,094.71 8,500.00 -3,405.29 59.9%

Green Up Day
Dump Clean Up Fund 0.00 1,000.00 -1,000.00 0.0%
Town Contributions 1,200.00 1,200.00 0.00 100.0%
Green Up Day - Other 0.00 400.00 -400.00 0.0%

Total Green Up Day 1,200.00 2,600.00 -1,400.00 46.2%

Hauler Audits 327.50 1,000.00 -672.50 32.8%
Hauling

C&D/Bulky Box 362.20 2,000.00 -1,637.80 18.1%
MSW 15,664.74 11,000.00 4,664.74 142.4%
Recycling 45,699.30 47,500.00 -1,800.70 96.2%
Hauling - Other 396.30

Total Hauling 62,122.54 60,500.00 1,622.54 102.7%

HHW Collections
Disposal Contract 22,600.10 20,000.00 2,600.10 113.0%
HHW Events Ads 544.47 1,000.00 -455.53 54.4%
Rolloff Rental & Disposal 1,187.13 1,000.00 187.13 118.7%
HHW Collections - Other 18.53

Total HHW Collections 24,350.23 22,000.00 2,350.23 110.7%

9:41 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Profit & Loss Budget vs. Actual
Accrual Basis July 2018 through February 2019
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Jul '18 - Feb 19 Budget $ Over Budget % of Budget

Insurance
Automobile Insurance 2,276.25 2,800.00 -523.75 81.3%
Dental Insurance 2,274.11 4,000.00 -1,725.89 56.9%
Employee Crime 456.98 600.00 -143.02 76.2%
Employer Practices Liability 2,551.50 3,400.00 -848.50 75.0%
Health Insurance 40,151.18 82,400.00 -42,248.82 48.7%
Property & Casualty 5,794.77 9,350.00 -3,555.23 62.0%
Public Officials Liability 225.00 300.00 -75.00 75.0%
Vision Plan 331.92 2,700.00 -2,368.08 12.3%
Workers Comp Insurance 62,500.25 84,400.00 -21,899.75 74.1%

Total Insurance 116,561.96 189,950.00 -73,388.04 61.4%

Maintenance Agreements 3,412.87 2,900.00 512.87 117.7%
Maple tubing process fee 1,100.00
Meetings 260.05 500.00 -239.95 52.0%
Memberships 3,608.53 2,650.00 958.53 136.2%
Newsletter Printing & Postage 7,934.34 18,500.00 -10,565.66 42.9%
Office Supplies 1,639.42 1,400.00 239.42 117.1%
Organics Pick Up 0.00 500.00 -500.00 0.0%
Other Expenses 925.00 250.00 675.00 370.0%
Outreach-Advertising & Promo 6,528.14 3,700.00 2,828.14 176.4%
Outreach-Printing 1,007.32 3,100.00 -2,092.68 32.5%
Outreach-Programs 1,395.00 3,000.00 -1,605.00 46.5%
Payroll Expenses

Payroll Direct Deposit Fees 298.00 300.00 -2.00 99.3%
Payroll FICA /Medicare Expense 19,703.77 34,350.00 -14,646.23 57.4%
Payroll Unemployment Expense 5,663.03 11,200.00 -5,536.97 50.6%
Payroll Expenses - Other 317,802.31 449,500.00 -131,697.69 70.7%

Total Payroll Expenses 343,467.11 495,350.00 -151,882.89 69.3%

Pension Plan - Employer Share 4,635.70 8,300.00 -3,664.30 55.9%
Permits 0.00 170.00 -170.00 0.0%
Plastic Bag Recycling Fee 830.00 500.00 330.00 166.0%
Postage 1,311.30 3,250.00 -1,938.70 40.3%
Professional Fees

Accounting 6,900.00 6,700.00 200.00 103.0%
Consulting 624.38 6,000.00 -5,375.62 10.4%
District Manager 46,042.88 65,000.00 -18,957.12 70.8%
ECO AmeriCorps 5,250.00 7,500.00 -2,250.00 70.0%
Legal Fees 385.00 500.00 -115.00 77.0%

Total Professional Fees 59,202.26 85,700.00 -26,497.74 69.1%

Propane Tank Recycling 281.50 500.00 -218.50 56.3%
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Jul '18 - Feb 19 Budget $ Over Budget % of Budget

Recycling Mat'l Processing Fees
Myers C&D Recycling 294.65
Recycling Mat'l Processing Fees - Other 65,331.97 26,000.00 39,331.97 251.3%

Total Recycling Mat'l Processing Fees 65,626.62 26,000.00 39,626.62 252.4%

Recycling Purchase of Bins 0.00 0.00 0.00 0.0%

Rent 10,624.00 20,950.00 -10,326.00 50.7%
Sales Tax 329.70 200.00 129.70 164.9%
Signage 0.00 300.00 -300.00 0.0%
Snow Removal 4,975.00 5,500.00 -525.00 90.5%
Software 971.57 2,000.00 -1,028.43 48.6%
Stowe Electric Dept Project 288.00
Stump Dump Management 0.00 500.00 -500.00 0.0%
Subscriptions & Publications 158.00 1,600.00 -1,442.00 9.9%
Supplies - Stations 4,926.36 6,300.00 -1,373.64 78.2%
Testing and Analysis 491.00 1,500.00 -1,009.00 32.7%
Textile Processing 0.00 300.00 -300.00 0.0%
Tire Disposal/Recycling 9,358.50 8,000.00 1,358.50 117.0%
Training - Attendants 49.00 1,700.00 -1,651.00 2.9%
Transfer Station

Maintenance 857.45 4,500.00 -3,642.55 19.1%
Site Work 2,497.30 3,500.00 -1,002.70 71.4%

Total Transfer Station 3,354.75 8,000.00 -4,645.25 41.9%

Travel & Meals 3,541.46 6,000.00 -2,458.54 59.0%
Treasurer Stipend 1,800.00 2,700.00 -900.00 66.7%
Uniforms 5,107.56 6,000.00 -892.44 85.1%
Utilities

Electric/Water/Sewer 6,798.05 9,900.00 -3,101.95 68.7%
Heating 2,909.70 3,000.00 -90.30 97.0%
Telephone and Internet 5,767.61 8,200.00 -2,432.39 70.3%

Toilet Rental 2,418.00 4,200.00 -1,782.00 57.6%

Total Utilities 17,893.36 25,300.00 -7,406.64 70.7%

Work Crews - VOWP 816.00 2,000.00 -1,184.00 40.8%

Total Expense 1,092,166.10 1,419,870.00 -327,703.90 76.9%

Net Ordinary Income 8,651.77 0.00 8,651.77 100.0%

Net Income 8,651.77 0.00 8,651.77 100.0%
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Jul '18 - Feb 19 Jul '17 - Feb 18 $ Change

Ordinary Income/Expense
Income

Administrative Fees 1,000.00 0.00 1,000.00
Appliances 1,545.00 1,410.00 135.00
Batteries 485.75 1,262.25 -776.50
Book Recycling Income 302.50 236.00 66.50
Bottle Redemption Program

Bottle Redemption - Distributor 73,055.32 73,441.98 -386.66

Total Bottle Redemption Program 73,055.32 73,441.98 -386.66

Bulky Waste 18,441.00 12,261.00 6,180.00
C&D Disposal Income 71,847.50 75,867.25 -4,019.75
Call2Recycle Battery Reimburse 1,203.25 0.00 1,203.25
Capital Reserve Transfers 40,000.00 40,000.00 0.00
Compost Bin Sales

Accessories for Green Cone 0.00 40.00 -40.00
Bucket - Lamoille Soil Kit 1,155.00 255.00 900.00
Donations of composters & KCs 0.00 122.00 -122.00
Filters for Kitchen Collectors 18.00 66.00 -48.00
Green Cone Sales 460.00 690.00 -230.00
Kitchen Collectors 435.00 400.00 35.00
Lids for Buckets 20.00 0.00 20.00
Compost Bin Sales - Other 800.00 1,200.00 -400.00

Total Compost Bin Sales 2,888.00 2,773.00 115.00

Compost Product Sales 907.00 0.00 907.00
E-waste Reimbursement 4,639.28 7,439.04 -2,799.76
Electronics Recycling Program

Television Monitors 240.00 0.00 240.00
Electronics Recycling Program - Other 2,696.70 1,316.00 1,380.70

Total Electronics Recycling Program 2,936.70 1,316.00 1,620.70

Equipment Sales 1,650.00 1,500.00 150.00
Fluorescent Bulbs 670.70 563.21 107.49

Freon Appliances 7,620.00 7,404.00 216.00
Grants

Grant Income - HHW 14,649.98 19,982.00 -5,332.02
Grant Income - High Meadows 0.00 6,424.19 -6,424.19
Grant Income - Northern Borders 0.00 50,000.00 -50,000.00

Total Grants 14,649.98 76,406.19 -61,756.21

Hauler's License Fees 130.00 120.00 10.00
HHW CEG Businesses 6,254.80 3,585.45 2,669.35
Interest Income 1,270.42 867.04 403.38
Leaf & Yard Waste 272.25 0.00 272.25
Maple tubing 556.90 20.00 536.90
Miscellaneous Income 4.00 138.11 -134.11
MSW Disposal Income 458,833.90 458,353.95 479.95
Organics - Compost Residential

Commercial Organics Tip Fee 2,922.60 528.49 2,394.11
Organics - Compost Residential - Other 3,591.00 2,062.00 1,529.00

Total Organics - Compost Residential 6,513.60 2,590.49 3,923.11

Overages/Shortages 378.76 252.69 126.07
Plastic film 77.00 0.00 77.00
Propane Tanks 405.00 536.50 -131.50
Recycling Income 108,352.83 404.23 107,948.60

9:16 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Profit & Loss Prev Year Comparison
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Jul '18 - Feb 19 Jul '17 - Feb 18 $ Change

Recycling Sales of Bins
Donations of recycling bins 0.00 38.99 -38.99
Recycling Sales of Bins - Other 289.25 217.75 71.50

Total Recycling Sales of Bins 289.25 256.74 32.51

Scrap Metal 21,137.40 22,430.25 -1,292.85
Stump Dump 38.00 50.00 -12.00
Surcharge - C&D - Haulers 86,389.17 95,895.03 -9,505.86

Surcharge - MSW - Haulers 154,718.61 152,177.39 2,541.22

Textiles 2,762.50 2,868.00 -105.50
Thermostat Recycling Refund 105.00 0.00 105.00
Tire Income 8,486.50 8,901.90 -415.40

Total Income 1,100,817.87 1,051,327.69 49,490.18

Expense
Advertising 0.00 566.15 -566.15
Bottle Redemption Payout 40,474.70 38,187.65 2,287.05
Clerk Stipend 700.02 725.02 -25.00
Compost Bin Purchase

Donated composters and kcs 0.00 122.00 -122.00
Green Cone Purchase 1,838.00 0.00 1,838.00
KCs filters 0.00 184.09 -184.09
Lids for Buckets 0.00 580.46 -580.46
Purchase of Kitchen Collectors 125.00 768.96 -643.96
Compost Bin Purchase - Other 0.00 3,085.92 -3,085.92

Total Compost Bin Purchase 1,963.00 4,741.43 -2,778.43

Conferences 1,488.08 2,151.19 -663.11
Disposal  MSW 171,279.98 163,972.77 7,307.21
Disposal Tip Fee

Craftsbury Tip Fee at STS 3,825.06 3,765.86 59.20
Eden Tip Fee at STS 4,185.00 4,467.26 -282.26
Morrisville Tip Fee at STS 4,338.24 3,781.12 557.12
Disposal Tip Fee - Other 0.00 127.29 -127.29

Total Disposal Tip Fee 12,348.30 12,141.53 206.77

Donations 5,249.35 5,497.04 -247.69
Electronic Waste Processing 986.70 21.80 964.90
Equipment

Purchase 29,967.71 94,456.60 -64,488.89
Registration 0.00 12.36 -12.36
Rental 0.00 275.00 -275.00
Repairs/Maintenance 43,483.63 16,879.56 26,604.07

Total Equipment 73,451.34 111,623.52 -38,172.18

Feedstocks 1,150.00 1,395.00 -245.00
Fluorescent Bulb Recycling 800.27 225.05 575.22
Freon Removal 4,768.00 4,864.00 -96.00
Fuel

Off Road Diesel 486.60 215.81 270.79
Fuel - Other 4,608.11 2,568.58 2,039.53

Total Fuel 5,094.71 2,784.39 2,310.32

Green Up Day
Town Contributions 1,200.00 1,200.00 0.00

Total Green Up Day 1,200.00 1,200.00 0.00

Hauler Audits 327.50 805.00 -477.50
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Jul '18 - Feb 19 Jul '17 - Feb 18 $ Change

Hauling
C&D/Bulky Box 362.20 208.79 153.41
MSW 15,664.74 7,102.06 8,562.68
Recycling 45,699.30 29,714.14 15,985.16
Hauling - Other 396.30 238.96 157.34

Total Hauling 62,122.54 37,263.95 24,858.59

HHW Collections
Disposal Contract 22,600.10 16,655.00 5,945.10
HHW Events Ads 544.47 782.52 -238.05
Rolloff Rental & Disposal 1,187.13 451.74 735.39
HHW Collections - Other 18.53 106.27 -87.74

Total HHW Collections 24,350.23 17,995.53 6,354.70

Insurance
Automobile Insurance 2,276.25 1,969.75 306.50
Dental Insurance 2,274.11 1,782.96 491.15
Employee Crime 456.98 393.74 63.24
Employer Practices Liability 2,551.50 2,478.00 73.50
Health Insurance 40,151.18 38,328.15 1,823.03
Property & Casualty 5,794.77 8,339.76 -2,544.99
Public Officials Liability 225.00 225.00 0.00
Vision Plan 331.92 267.38 64.54
Workers Comp Insurance 62,500.25 57,483.25 5,017.00

Total Insurance 116,561.96 111,267.99 5,293.97

Maintenance Agreements 3,412.87 3,029.87 383.00
Maple tubing process fee 1,100.00 0.00 1,100.00
Meetings 260.05 302.33 -42.28
Memberships 3,608.53 3,502.53 106.00
Newsletter Printing & Postage 7,934.34 5,683.00 2,251.34
Office Supplies 1,639.42 1,388.16 251.26
Organics Pick Up 0.00 520.00 -520.00
Other Expenses 925.00 1,192.97 -267.97
Outreach-Advertising & Promo 6,528.14 1,214.24 5,313.90
Outreach-Printing 1,007.32 196.00 811.32
Outreach-Programs 1,395.00 516.00 879.00
Payroll Expenses

Payroll Direct Deposit Fees 298.00 110.00 188.00
Payroll FICA /Medicare Expense 19,703.77 18,135.05 1,568.72
Payroll Unemployment Expense 5,663.03 5,697.78 -34.75
Payroll Expenses - Other 317,802.31 292,667.28 25,135.03

Total Payroll Expenses 343,467.11 316,610.11 26,857.00

Pension Plan - Employer Share 4,635.70 4,251.97 383.73
Plastic Bag Recycling Fee 830.00 530.00 300.00
Postage 1,311.30 4,710.51 -3,399.21
Printing 0.00 3,008.99 -3,008.99
Professional Fees

Accounting 6,900.00 6,900.00 0.00
Consulting 624.38 434.14 190.24
District Manager 46,042.88 44,084.66 1,958.22
ECO AmeriCorps 5,250.00 3,250.00 2,000.00
Legal Fees 385.00 168.00 217.00

Total Professional Fees 59,202.26 54,836.80 4,365.46

Propane Tank Recycling 281.50 628.00 -346.50
Recycling Mat'l Processing Fees

Myers C&D Recycling 294.65 368.49 -73.84
Recycling Mat'l Processing Fees - Other 65,331.97 15,424.08 49,907.89

Total Recycling Mat'l Processing Fees 65,626.62 15,792.57 49,834.05

9:16 AM Lamoille Regional Solid Waste Mgt District
03/20/19 Profit & Loss Prev Year Comparison
Accrual Basis July 2018 through February 2019

Page 3



Jul '18 - Feb 19 Jul '17 - Feb 18 $ Change

Recycling Purchase of Bins
Donated recycling bins 0.00 38.99 -38.99
Recycling Purchase of Bins - Other 0.00 1,630.00 -1,630.00

Total Recycling Purchase of Bins 0.00 1,668.99 -1,668.99

Rent 10,624.00 9,645.94 978.06
Sales Tax 329.70 301.50 28.20
Signage 0.00 170.77 -170.77
Snow Removal 4,975.00 4,940.00 35.00
Software 971.57 715.18 256.39
Stowe Electric Dept Project 288.00 0.00 288.00
Stump Dump Management 0.00 1,765.00 -1,765.00
Subscriptions & Publications 158.00 217.00 -59.00
Supplies - Stations 4,926.36 7,470.72 -2,544.36
Testing and Analysis 491.00 770.30 -279.30
Tire Disposal/Recycling 9,358.50 5,371.50 3,987.00
Training - Attendants 49.00 380.00 -331.00
Transfer Station

Maintenance 857.45 3,640.62 -2,783.17
Site Work 2,497.30 45,119.25 -42,621.95

Total Transfer Station 3,354.75 48,759.87 -45,405.12

Travel & Meals 3,541.46 5,632.47 -2,091.01
Treasurer Stipend 1,800.00 1,800.00 0.00
Uniforms 5,107.56 4,236.18 871.38
Utilities

Electric/Water/Sewer 6,798.05 6,315.95 482.10
Heating 2,909.70 4,089.34 -1,179.64
Telephone and Internet 5,767.61 5,159.66 607.95

Toilet Rental 2,418.00 2,790.00 -372.00

Total Utilities 17,893.36 18,354.95 -461.59

Work Crews - VOWP 816.00 720.00 96.00

Total Expense 1,092,166.10 1,048,263.43 43,902.67

Net Ordinary Income 8,651.77 3,064.26 5,587.51

Net Income 8,651.77 3,064.26 5,587.51
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1.0  INTRODUCTION  

The purpose of these Personnel Policies is to communicate general personnel, pay, and benefit 

information and to act as an orientation guide for employees of the Lamoille Regional Solid 

Waste Management District (District). None of the benefits or policies in this handbook is 

intended by reason of their publication to confer any rights or privileges to an employee, nor 

to entitle an employee to be or remain employed by the District.   

  

While the District believes in the policies described herein, they are not conditions or a contract 

of employment.  While these policies do not grant you a property interest in your employment 

with the District, they do not protect the District if you are treated in a capricious or arbitrary 

manner.  

  

This version of the Employee Manual is intended to supersede any and all previous versions.  

  

2.0  ADMINISTRATION OF POLICIES  

The administration of these Personnel Policies is delegated by the District’s Board of Supervisors 

to the District Manager.  The procedures for managing staff are left to the discretion of the 

District Manager.   

  

3.0  OPEN DOOR POLICY  

The District Manager maintains an open-door policy for all District personnel.  Complaints, 

suggestions for improvements, personal inquiries, requests for clarification of directions or 

procedures can be aired without fear of reprisal.  

  

4.0  OFFICE HOURS   

Normal office hours are 8:00 AM - 4:30 PM, with a half hour (30-minute) lunch.  

  

5.0  MISSION STATEMENT  

The District is a municipal corporation responsible for the proper management of solid waste in 

the 12 member towns of Belvidere, Cambridge, Craftsbury, Eden, Elmore, Hyde Park, Johnson, 

Morristown, Stowe, Waterville, Wolcott and Worcester and represents about 25,000 people. 

The District manages six mixed waste and recycling transfer stations and one composting 

facility. Programs such as education to the public and schools, household hazardous waste 

management and other special programs are also provided at no direct cost to the public. 

Assistance to local government, businesses, and individuals is also provided to manage their 

wastes. The District also interacts with the Agency of Natural Resources and the Vermont 

legislature on regulation and new programs which are proposed or put in action. The above list 

is not complete but shows that the District is a public service agency. As such, an employee is 

a public servant and represents the District. Employees are expected to work and act in a 
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manner that reflects well on the District. Public perception is an important aspect of any  

employee’s performance evaluation.  

  5.1 Mission Statement  

  The mission of the LRSWMD is to reduce the quantity and toxicity of the trash 
generated and going to the landfill while maintaining or improving overall 
environmental quality (air, water, and soil), treating customers and employees with 
respect, and operating within a balanced budget.  

6.0  EQUAL EMPLOYMENT OPPORTUNITY  

The District is an equal opportunity employer and is committed to offering equal employment 

opportunities in accordance with Title VII of the Civil Rights Act of 1964 and its amendments 

and  21 V.S.A. §495. The District’s personnel policies and practices prohibit discrimination on 

the basis of race, color, religion, ancestry, national origin, sex, sexual orientation, gender 

identity1, place of birth, age, or physical or mental condition (a person with a qualifying 

disability) and any other factor that is protected by law in all employment practices including, 

but not limited to: recruitment, hiring, promotion, demotion or transfer; layoff or termination; 

rates of pay and other forms of compensation; job assignment, selection for training; discipline, 

District sponsored social and recreational events; and all other terms, privileges, and conditions 

of employment.   

Supervisory and management personnel are responsible and accountable for their performance 

regarding ensuring compliance with this equal employment opportunity policy. The Manager2 

has been designated by the District to coordinate the District's compliance with state and 

federal anti-discrimination laws.    

Many of the above-listed forms of discrimination are made unlawful by state and federal law. 

In addition to the prohibitions on discrimination, it is unlawful to retaliate against an employee 

or a Board of Director, or Supervisor for filing a complaint of discrimination. Allegations of such 

retaliation will be investigated in the same manner as reports of discrimination. Discipline for 

making a complaint of discrimination that the complainant knows to be false is not retaliation.   

All persons associated with the District, including managers, employees, and Board Members, 

are expected to comply with this policy and take appropriate measures to ensure that 

discrimination does not occur. Disciplinary action, up to and including dismissal, may be taken 

against any employee who engages in discrimination or who otherwise violates this policy or 

applicable state or federal laws.    

In addition, every manager and supervisor within the District is responsible for providing a work 

place free from discrimination. This duty includes disseminating this policy so that all 

employees and Board of Director Supervisors are aware that:   

• they are not required to endure discrimination,   

                                            

1 For further explanation see 21 V.S.A. §495 regarding sexual orientation and 1 V.S.A. §144 regarding 
“gender identity”.   

2 See Notices of Non- Discrimination Policy posted at worksites for names and contact information of 
Manager and other individuals designated to receive complaints.   
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• discrimination will not be allowed;   

• this policy, and state and federal discrimination laws will be enforced; and   
charges of discrimination will be impartially and immediately investigated.   

The Manager is responsible for ensuring that all new employees receive a copy of this policy; 

for posting this policy in prominent and accessible locations in the work place; and striving to 

provide employees with diversity training. Any manager or supervisor who does not deal with 

discrimination complaints consistent with the terms of this policy may be subject to disciplinary 

action.   

    

6.1 EXPLANATION OF TERMS USED   

Discrimination - As used in this policy, the term discrimination is intended to include all forms 

of mistreatment or denial of privileges in the workplace based upon impermissible factors as 

established by state or federal law and applicable regulations.   

Victim - Throughout this policy, the term “victim” means the actual or alleged target of the 

discriminatory behavior that is being investigated. The term victim is not interchangeable with 

the term complainant because not all victims complain, nor are all complainants victims.   

Complainant - An individual who brings allegations of discrimination or retaliation to the 

attention of supervisory personnel.   

6.2 REPORTING & RESOLUTION OF COMPLAINTS   

The District, through this policy, commits itself to take necessary action to deter discrimination 

in the workplace and to promptly end it should it be discovered.  The fulfillment of this 

commitment will, however, in large part, depend on the willingness of employees to report 

prohibited behavior. A timely response to discrimination is essential to protect victims from 

further unwelcome behavior. It also ensures that the person responsible for objectionable 

behavior understands its impact on others.  

A timely report provides the best opportunity for the District to expeditiously and effectively 

address the matter with the least possible adverse impact on all parties concerned. Therefore, 

all applicants or employees should report any incidents of discrimination, based upon any of 

the prohibited factors, that they experience, witness, or of which they are aware and 

immediately report incidents of retaliation.   

In some instances, such as where discriminatory or offensive behavior may be unintentional, 

informal and direct objection can be the best way to remedy a problem. In such instances, 

employees are encouraged, but not required, to identify objectionable actions to those who 

commit them, and to try to resolve issues informally.   

The following process allows employees to freely report incidents of discrimination, free from 

threats of reprisal, and protects the rights of all parties involved.   

6.3 TO FILE A COMPLAINT:   
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Any applicant, employee or Board of Director Supervisor who believes (s)he has been the subject 

of discrimination shall report the alleged act(s) as soon as possible to any one of the following:   

• an immediate supervisor;   

• the District Manager;  or  

a Chairperson of the Board where the Manager or Board Member is alleged to 
have engaged in inappropriate behavior in violation of this policy or 

• the Executive Committee if the Board Chair is alleged to have engaged in 

inappropriate behavior. 

     
Employees or Board of Director Supervisor who witness discriminatory acts are encouraged to 

report their observations to any of the above individuals.  Please refer to the Notices of Non- 

Discrimination Policy posted at worksites for names and contact information of Manager and 

other individuals designated to receive complaints.  

6.4 COMPLAINT PROCESSING PROCEDURE:   

1. All complaints received by a supervisor, or manager or Board member will be immediately 

addressed. If the complaint is made against the Manager or Board Member, the Chairperson of 

the Board will coordinate a response consistent with the steps below with the assistance of 

Board legal counsel. If the complaint is made against the Board Chairperson, the Executive 

Committee will coordinate the response. The steps are to be taken promptly upon receipt of a 

complaint are:   

a. Appointment of an Investigator. The Manager will be responsible to determine 

who will investigate and to define the scope of the investigation.  

The investigator assigned may be a qualified employee from the District, another 

agency, or may be someone hired on a personal services contract to conduct the 

investigation. An investigator will be appointed in writing and given specific instruction 

on the scope of the investigation. Where the allegations include claims of serious 

misconduct that may constitute criminal conduct, the Manager may elect to defer 

investigation until completion of a criminal investigation, but only after consultation 

with the Chair.   

b. Notification to Complainant, Victim, and Accused. Within (5) five workdays of 

the receipt of the complaint or receipt of knowledge of potentially discriminatory 

behavior, the Manager shall issue written notices to complainants, victims, and those 

accused of discriminatory acts.   

For a complainant who is not a victim, the notice should acknowledge the complaint, 

advise that an investigation is occurring and that any retaliation should be reported to 

the Manager.   

For a complainant who is a victim, the notice should state the above plus that the 

District will endeavor to prevent any additional prohibited activity, that an investigation 

will be done promptly, and that a written response will be provided when the 

investigation is completed.   
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If the complainant identifies specific District employees accused of wrong doing, written 

notices should be provided to such accused employees. For an employee accused of 

discriminatory conduct, the notice should state: that the employee has been accused of 

discriminatory behavior; that while no conclusions about allegations will be drawn until 

completion of the investigation, such behavior is prohibited by law and District Policy 

and that employees are subject to discipline, up to and including dismissal, for engaging 

in such behavior. The notice should also state that retaliation of any type is not 

tolerated and may result in further discipline.   

Where the complaint alleges serious misconduct, the Manager should consider relieving 

the accused employee from duty with pay.   

 

2. Investigation Procedures   

The actions taken by the investigator will vary depending on the nature of the allegations and 

the resources made available, however, the investigation should be broad enough to comply 

with the minimum reporting requirements listed in the following paragraph.   

Witness Interviews   

Persons interviewed in the course of the investigation should be informed that statements made 

to the investigator are not confidential and that while the District’s policy is to strictly control 

distribution of investigative reports, such reports may be released as the result of a public 

records request or in the course of litigation.   

  

Preserving Evidence   

An investigator may find tangible evidence when investigating a complaint of discrimination or 

retaliation. Examples include documents used in committing discriminatory acts or that 

memorialize such acts, and non-documentary evidence such as graffiti on a wall or damaged 

personal property. Reasonable and prudent measures should be taken to preserve evidence. 

Investigators should seek the assistance of legal counsel or other experts whenever necessary.   

3. Contents of Investigation Report   

At a minimum, the report of an investigation into allegations of discrimination will include:   

• a summary of the allegations and how they were brought to the attention of District 

officials;   

• summaries of interviews with any alleged victims;   

• summaries of interviews of any employees accused of or suspected of wrongdoing;   

• summaries of interviews of any other witnesses who may possess information relevant 

to a fair resolution of the complaint; and   

• any documents or other tangible evidence, or photographs or descriptions of such 

evidence, as appropriate, along with notation of where such evidence is being held for 

safekeeping.   

In any investigation where there is a disagreement as to any material facts, the investigator 

will state factual findings that reflect his or her resolution of that disagreement.   
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4. Distribution of the Final Report and Notification to Interested Parties   

The final report will be provided to only the Manager, or the Board Chair if the Manager is an 

accused, is a witness or otherwise involved. Neither the final report nor the supporting 

materials will be provided to the victim(s) or employee(s) accused of wrongdoing.   

The Manager will provide notice to the victim that the investigation is completed and whether 

any of the allegations are substantiated.  If any allegations are substantiated, the victim will 

be informed that the District has taken action which it reasonably believes will end the 

discriminatory conduct and will instruct the victim to report any on-going or future 

discrimination or retaliation by the accused.  

If the allegations are substantiated the Manager will identify and take steps to promptly remedy 

any discrimination and prevent its recurrence. Such steps can include but are not limited to, 

letters of apology, training, counseling, and disciplinary action, up to and including 

termination.   

The use of this procedure does not preclude any victim of discrimination, retaliation, or 

harassment from pursuing any other legal remedy. To explore other remedies, employees may 

also contact the following:   

Equal Employment Opportunity Commission  

1 Congress Street 25 Sudbury Street 

Boston, MA 02222  

617-565-3200 (Voice/TDD)  

Complaints must be filed within 300 days of the adverse action.   

Vermont Attorney General's Office  Civil Rights Unit  

109 State Street  

Montpelier, VT 05609-1001 802-828-3171 
(Voice/TDD) civilrights@atg.state.vt.us   
ago.civilrights@vermont.gov 
 
  

Complaints should be filed within 300 days of the adverse action.  

7.0  PERSONNEL FILES  

All personnel records for all employees shall be maintained in a permanent place in the District's 

office indefinitely. Personnel records are not public records, as allowed under V.S.A. Section 

317(b)(7), and, therefore, are maintained as confidential.  Employees and their representatives 

have a right to view their personnel records. Contact the District Manager to view employee 

records.  

8.0  CLASSIFICATION OF EMPLOYEES  

The District employs people in various classifications.  These classifications are important 

because they determine pay, levels of benefits, and certain working conditions.  

  

mailto:civilrights@atg.state.vt.us
mailto:civilrights@atg.state.vt.us
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 8.1  Exempt Status  

Exempt employees are those who are not covered by the overtime provisions of the Fair 

Labor Standards Act and for whom there is no legal requirement to be paid regular 

overtime. Exempt employees include the District Manager, Operations Administrator 

Outreach Manager and the Facilities Manager Foreman, and any other positions which 

the Board of Supervisors or their appointees so designate within the provisions of Fair 

Labor Standards Act (FLSA).  

 8.2  Non-Exempt Status  

Non-exempt employees are those who are not exempted from the FLSA. Non-exempt 

employees are generally hourly employees or salaried employees not covered under the 

definition of Exempt Employees under FLSA, all of whom receive overtime payment for 

time worked beyond 40 hours per week.  

 8.3  Full-Time Regular Employees  

Full-time regular employees are those who are employed to work at least 30 32 hours 

per week to fill an exempt or non-exempt position for an indefinite period. Full-time 

regular employees are eligible to participate in all District benefits and activities, 

subject to any limitations noted in the descriptions of those benefits and activities. 

Those who work a regular schedule between 30 32 and 40 hours a week accrue a 

proportionate share of vacation, holiday and medical leave credits. For instance, a 32-

hour a week employee earns these benefits at a rate of 4/5th of the total.  

  

              8.4 Part-Time Regular Exempt Employees   

A part time regular employee is one who is engaged to work less than 30  32 hours a 

week.  Employees in this classification are eligible for statutory benefits and may be 

eligible for discretionary benefits (see retirement benefits). They are also eligible for 

holiday leave or pay prorated according to the number of hours worked or fraction of a 

Full Time Equivalent (FTE) (see Section 13.4 Holidays).    

 8.5  Temporary Employees  

A temporary employee is one whose term of employment is for a definite, limited period 

of 90 days or less. Employees in this classification are eligible for statutory benefits 

only.  

  

 8.6   Probationary Period  

 

All new employees and any rehired employees are required to complete a 90-day 

probationary period before becoming eligible for discretionary benefits. The 

purpose of this probationary period is to determine whether the employee is 

suited for the job. During the probationary period, an employee may be 

terminated at any time at the sole discretion of the District. Notwithstanding 

any other provision of this policy, an employee terminated during the 

probationary period will have no right to appeal such termination.  New fulltime 

employees must complete a 90-day probationary period before becoming eligible 

for discretionary benefits.  

8.7 Status change from full time to part time      
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Should an employee’s status change from full time regular employee to part time 
regular employee, the employee’s accrued sick and personal leave shall be 
forfeited.  Any accrued vacation leave shall be paid in full.  The employee is no 
longer eligible to accrue any further sick time nor be eligible for personal day 
accrual.  Refer to Section 8.4 for further clarification. 
 

9.0  WORK STANDARDS  

To provide for a safe and productive workplace and to present itself to the public in the best 

light, employees will adhere to the following standards.  This list presents the most common 

issues employees and supervisors deal with and is not necessarily complete.  

  

 9.1  Appearance    

Employees will show up for work well- groomed and in appropriate, clean clothes.  

 9.2 Professional  Personal Conduct  

Employees will always behave in a courteous and respectful manner toward the public 

and fellow workers. Swearing, spitting or speaking disrespectfully are examples of 

unprofessional conduct. All employees must be free of any impairment while working 

i.e. alcohol, marijuana or any legal or illegal substance.  

 9.3 Personal  Professional Conduct  

Employees are expected to be honest and show respect for their supervisor’s authority 

and District property and interests. The District’s image is important.  Complaints or 

grievances are to be aired and resolved with the immediate supervisor or the District 

Manager and not in public.   

 9.4  District Trust  

Employees are expected to show up to work on time, use District equipment 

appropriately, perform the job assigned, stay at their assigned post, maintain customer 

and District confidentiality and be honest. Violating these standards will erode the 

District’s trust in you and will affect your employment with the District.  

 9.5  Use of District Computer System  

The District computer system is to be used by employees for the purpose of conducting 

District business. Occasional, brief and appropriate personal use of the District 

computer system is permitted, provided it is consistent with this policy and does not 

interfere with an employee’s job duties and responsibilities.  

  

Employees should have no expectation of privacy regarding anything created, sent or 

received on the District computer system. The District may monitor any and all 

computer transactions, communications and transmissions to ensure compliance with 

this policy and to evaluate the use of its computer system. All files, documents, data 

and other electronic messages created, received or stored on the District computer 

system are open to review and regulation by the District and may be subject to the 

provisions of Vermont’s Public Records Law.  

  

Employees may not introduce software from any outside source on the District computer 

system without explicit prior authorization from their supervisor and approved by the 
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District’s IT consultant. Employees may be held responsible for any damages caused by 

using unauthorized software or viruses they introduce into the District computer system.  

  

Employees who have a confidential password to access the District’s operating system 

should be aware that this does not mean the computer system is for personal 

confidential communication, nor does it suggest that the computer system is the 

property of that person. The password administrator will be given all user names and 

passwords.  

  

Transmission of electronic messages on the District computer system shall be treated 

with the same degree of propriety, professionalism and confidentiality as written 

correspondence. The following are examples of uses of the District computer system 

which are prohibited:  

  

● Communications that in any way may be construed by others as disruptive,  

offensive, abusive, discriminatory, harassing, or threatening;  

● Communications of sexually explicit images or messages;  

● Transmission of chain letters or solicitations for personal gain, commercial or 

investment ventures, religious or political causes, outside organizations, or 

other non-job-related solicitations during or after work hours;  

● Access to Internet resources, including web sites and news groups that are 

inappropriate in a business setting;  

● Any other use that may compromise the integrity of the District and its 

business in any way.  

  

Email messages that are intended to be temporary, non-substantive communications 

may be routinely discarded. However, employees must recognize that emails sent, 

received, or stored on the District computer system are subject to Vermont’s Public 

Records Law and may be covered by the State of Vermont’s retention schedule for 

municipal records.  

  

For purposes of this section, computer system means all computer-related components 

and equipment including, but not limited to, host computers, file servers, workstation 

terminals, laptops, software, internal or external communication networks, the world 

wide web [www], the Internet, commercial online services, bulletin board systems, 

backup systems and the internal and external e-mail systems accessed via the District’s 

computer equipment.  

  

9.6 MILEAGE REIMBURSEMENT  

Employees will not be reimbursed for mileage to travel back and forth to work as their 
regular commute.  It is the employee’s responsibility to arrive at the station they are 
scheduled to work at that day on their own.  However, once they have arrived at the 
location they are scheduled to work at that day any use of personal vehicles to travel 
to meetings, trainings, other facilities, the office or other work-related events for 
which the employee is being compensated will be reimbursed at the rate set by the 
IRS.  Employees are encouraged to seek carpooling opportunities.  Mileage records may 
be submitted during any payroll period for reimbursement.  Non-exempt employees 
required to travel on a non-scheduled work day will be reimbursed for mileage.   
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           9.7  GRATUITIES 
Employees may not directly or indirectly ask, demand, exact, or solicit a gift, gratuity, 
act or promise beneficial to that individual, or another, which could influence any action 
or inaction associated with their official duties on behalf of the LRSWMD, or create the 
appearance of impropriety in connection with any action or inactions associated with 
their official duties on behalf of the LRSWMD. 
 
 
 
9.8 VIDEO TAPING ON LRSWMD PREMISES 
 
The LRSWMD Board has a fiduciary responsibility to the residents of the region as well 
as an obligation to create a safe and secure workplace for its employees and therefore 
has undertaken a program to video record the LRSWMD premises. 
 
The intent of this program is to: 

1. Reduce the opportunity for vandalism and theft 
2. Provide management an opportunity to review customer transaction with 

district personnel to better improve or streamline services 
3. Protect employees accused of wrongful misconduct, theft, etc. 
4. Provide a tool for management to take appropriate action should misconduct, 

theft, fraud or other action require disciplinary or legal measures. 
 
LRSWMD will not video record places where employees and others have a reasonable 
expectation of privacy, such as bathrooms.  All other premises, however, of any LRSWMD 
facility, may be the subject of LRSWMD video recording.  Audio recording will not be 
used.  Signs will be posted to inform employees and customers that surveillance 
equipment is in use. 
 
9.9 BEHAVIOR OF THE PUBLIC 
As a union municipality, the LRSWMD office and facilities are open to the public during 
all hours of operation.  It is expected when visitors and customers enter the premises 
under our control they comport themselves in a reasonable fashion.  When such visitor 
or customer does not reasonably conduct their business or is otherwise disruptive or 
threatening in any way, the person may be asked to leave by any employee.  If that 
person does not voluntarily comply, the employee shall call the constable or police to 
restore order. 
 

 
10.0 SMOKING POLICY  

The rights of a non-smoker to a smoke free environment takes precedence over an employee’s 
desire to smoke.  All smoking, including vaping, in enclosed areas is prohibited. unless 80 
percent of employees vote to designate a particular room as a smoking area.  Such a room 
cannot be one which a non-smoker is required to enter.  

11.0 SEXUAL HARASSMENT POLICY  

Sexual harassment in the workplace is illegal under federal and state law and is strictly 

prohibited. The District is committed to providing a workplace free from unlawful conduct. All 

employees have the right to work without being subjected to insulting, degrading, or exploitive 
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treatment based on their gender.  In accordance with 21 V.S.A. 495h, the District has adopted 

this policy.   

  

Sexual harassment is a form of sex discrimination and means unwelcome sexual advances, 

requests for sexual favors, and other verbal or physical conduct of a sexual nature when:  

  

1. submission to that conduct is made either explicitly or implicitly a term or condition 

of employment; or  

  

2. submission to or rejection of such conduct by an individual is used as a component 

of the basis for employment decisions affecting that individual; or  

  

3. the conduct has the purpose or effect of substantially interfering with an individual’s 

work performance or creating an intimidating, hostile, or offensive working 

environment.  

  

Examples of sexual harassment include, but are not limited to the following, when such acts or 

behavior come within one of the above definitions:  

  

• either explicitly or implicitly conditioning any term of employment (e.g. 

continued employment, wages, evaluation, advancement, assigned duties or 

shifts) on the provision of sexual favors;  

  

• touching or grabbing a sexual part of an individual’s body;  

  

• touching or grabbing any part of an individual’s body after that person has 

indicated, or it is known, that such physical contact was unwelcome;  

  

• continuing to ask an employee to socialize on or off-duty when that person has 

indicated she or he is not interested;  

  

• displaying or transmitting sexually suggestive pictures, objects, cartoons, or 

posters if it is known or should be known that the behavior is unwelcome;  

  

• continuing to write sexually suggestive notes or letters if it is known or should 

be known that the person does not welcome that behavior;  

  

• referring to or calling a person a sexualized name if it is known or should be 

known that the person does not welcome such behavior;  

  

• regularly telling sexual jokes or using sexually vulgar or explicit language in the 

presence of a person if it is known or should be known that the person does not 

welcome such behavior;  

  

• retaliation of any kind for having filed or supported a complaint of sexual 

harassment (e.g. ostracizing the person, pressuring the person to drop or not 

support the complaint, adversely altering that person’s duties or work 

environment, etc.);  
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• derogatory or provoking remarks about or relating to an employee’s sex or 

sexual orientation;  

  

• harassing acts or behavior directed against a person based on his or her sex or 

sexual orientation;  

  

• off-duty conduct which falls within the above definition and affects the work 

environment.  

  

Any employee who believes that she or he has been the target of sexual harassment or who 

believes she or he has been subjected to retaliation for having brought or supported a complaint 

of harassment, is encouraged to directly inform the offending person or persons that such 

conduct is offensive and must stop. If the employee does not wish to communicate directly with 

the alleged harassed or harassers, or if direct communication has been ineffective, then the 

person with the complaint is encouraged to report the situation as soon as possible to the 

District Manager, or to the Chairperson of the District s Board of Supervisors  or any other Board 

of Supervisor. It is helpful to an investigation if the employee keeps a diary of events and the 

names of people who witnessed or were told of the harassment, if possible.  

  

In the event the District receives a complaint of sexual harassment, or otherwise has reason to 

believe that sexual harassment is occurring, it will take all necessary steps to ensure that the 

matter is promptly investigated and addressed. The employer is required by law to act if it 

learns of potential sexual harassment, even if the aggrieved employee does not wish to formally 

file a complaint. Every Supervisor is responsible for promptly responding to, or reporting, any 

complaint or suspected acts of harassment. Supervisors should report to the District Manager, 

or to the Chairperson of the District, ’s Board of Supervisors or any other Board of Supervisor. 

Failure by a Supervisor to appropriately report or address such sexual harassment complaints 

or suspected acts shall be in violation of this policy.  

  

Care will be taken to protect the identity of the person with the complaint and of the accused 

party or parties, except as may be reasonably necessary to successfully complete the 

investigation. It shall be a violation of this policy for any employee who learns of the 

investigation or complaint to take any retaliatory action which affects the working environment 

of any person involved in this investigation.  

  

If the allegation of sexual harassment is found to be credible, the District will take appropriate 

corrective action. The District will inform the complaining person and the accused of the results 

of the investigation and what actions will be taken to ensure that the harassment will cease 

and that no retaliation will occur.  Any employee, supervisor, or agent who has been found by 

the employer to have harassed another employee will be subject to sanction appropriate to the 

circumstances, ranging from verbal warning up to and including dismissal.  

  

If the allegation is not found to be credible, the person with the complaint and the accused 

person shall be so informed, with appropriate instruction provided to each, including the right 

of the complainant to contact any of the state or federal agencies identified in this policy 

notice.  

  

If the complainant is dissatisfied with the District’s action, or is otherwise interested in doing 

so, she or he may file a complaint by writing or calling any of the following state or federal 

agencies:  
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Vermont Attorney General’s Office  

109 State Street, Montpelier, Vermont 05609-1001  

802-828-3171 voice/TDD  

aginfo@atg.state.vt.us  

ago.info@vermont.gov 

  

At such time as the District may employ 15 or more persons, an employee alleging sexual 

harassment may, at any time prior to, during, or after using the procedure above, contact:  

  

Equal Employment Opportunity Council  

JFK Federal Building  

475 Government Center  

Boston, Massachusetts 02203  

1-800-669-4000 voice www.eeoc.gov  

  

These agencies may conduct impartial investigations, facilitate conciliation, and, if they find 

that there is probable cause or reasonable grounds to believe sexual harassment occurred, they 

may take the case to court.  

12.0 STATUTORY BENEFITS  

Statutory benefits are those required to be provided to employees by state and/or federal law.  

Please contact the District Manager if you require more information about these benefits.   

  

12.1 Workers' Compensation  

Workers' compensation insurance is mandatory for all Vermont employers. An 

injured District employee may be entitled to one or more of these specific 

benefits:   

Medical care/treatment that is reasonable and necessary to treat injury.   

Lost time if disabled due to work injury; roughly 2/3 of usual work wages.   

Permanent impairment only if injury results in permanent impairment; per 

AMA Guides to the Evaluation of Permanent Impairment.   

Vocational rehabilitation if unable to return to suitable employment.   

Death benefits if evidence supports the death arose due to work injury.  

An injured employee must immediately notify his/her employer of an injury and 

complete an incident report.   

Information concerning injured worker rights and benefits is available on the 

Vermont Department of Labor’s website at http://www.labor.vermont.gov or by 

calling (802) 828-2286.  
  

12.2 Social Security (FICA)  

 District employees are covered under FICA (Social Security).  Social security  provides 

for the payment of monthly benefits to retired and disabled workers and  their 

dependents and to certain survivors of covered workers who are deceased.   Both the 

employee and the District pay social security taxes in equal amounts. Information about 

social security is available at http://www.ssa.gov  

mailto:aginfo@atg.state.vt.us
mailto:aginfo@atg.state.vt.us
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12.3 Unemployment Insurance  

District employees are covered by unemployment insurance.  The objective of 

unemployment insurance is to provide temporary income for those workers who 

become involuntarily unemployed, and who are able and willing to accept 

suitable jobs that are available.  The costs of the program are borne entirely by 

the District by payment of taxes to the Vermont Department of Labor.  

Information concerning unemployment benefits is available on the Vermont  

Department of Labor website at http://www.labor.vermont.gov or by calling 888-

214-3332. 

           12.4 Overtime 
 Non-exempt employees will be paid for all time worked beyond 40 hours in any given 
 week at a rate of 1.5 times the regular hourly wage.  The first 40 hours will include only                                             
 actual hours worked.  

 
12.4 5. Parental and Family Leave  

Eligible employees (as defined by the Parental and Family Leave Law, are those who 

have worked an average of 30 hours per week over the course of a year) may receive 

leave as described in the Family and Medical Leave Act (FMLA) and the Vermont Parental 

and Family Leave Act (PFLA). These federal and state laws will determine employee 

eligibility, the qualifying reasons for such leave and the length of leave.  

  

The District reserves the right to designate any qualifying leave of absence granted 

under this policy as leave under FMLA or the PFLA. Where an employee’s leave request 

is covered by the PFLA and the FMLA, the District will adhere to the law that provides 

the most benefits to the employee. If an employee is entitled to leave under both the 

PFLA and FMLA, the leave periods will run concurrently.  

  

Under the FMLA and PFLA, District employees are required to give reasonable written 

notice of intent to take foreseeable leave.  The notice must include the date the leave 

is expected to begin and the estimated length of the leave.  Failure to provide the 

requisite notice for foreseeable leave with no reasonable excuse for the delay may 

result in delay of the leave.  Where the need for the leave is not foreseeable, then the 

notice must be given as soon as is practicable.    

  

 Where the leave is foreseeable and at least a 30-day notice has been provided, the 

employee may be required to provide a medical certification (when requested by the 

District) before the leave begins.  When this is not possible, the certification should be 

provided within the time frame requested by the District.     

  

When leave is requested for planned medical treatment, the employee must 
consult with the District to make a reasonable effort to schedule the leave so 
as not to unduly disrupt the District’s operations.  Also, if the leave 
circumstances change (e.g. a longer or shorter leave is necessary), the District 
employee is to provide reasonable notice of the changed circumstances.    

  

The District will require a fitness for duty certification for a health condition that caused 

the employee's need for FMLA leave. The certification from the employee's health care 

provider must certify that the employee is able to resume work and specifically address 
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the employee's ability to perform the essential functions of the employee's job.  The 

cost of the certification shall be borne by the employee. The employee is not entitled 

to be paid for the time or travel costs spent in acquiring the certification.  

For the purposes of determining the 12-month period in which an employee may be entitled to 

PFLA and/or FMLA leave, the District will use a rolling twelve-month period measured backward 

from the date an employee uses such leave.  

 

12.6 EARNED SICK LEAVE LAW 

 

Vermont’s earned sick time law, 21 V.S.A.§§481 et seq., requires Vermont employers to 

provide their eligible employees with at least one hour of paid sick leave for every 52 

hours worked.  Eligible employees are those that are age 18 or over; work an average 

of 18 or more hours per week during the year; and are expected to work more than 20 

weeks in a 12-month period. 

 

The maximum accrual is 24 hours of sick leave for the year 2018 and a maximum of 40 

hour of sick leave for the year 2019 and beyond.  Payment will not be made for any 

accumulated, unused earned sick leave, either during active employment or upon 

conclusion of employment. 

 

  

13.0 DISCRETIONARY BENEFITS  

The following benefits are provided at the discretion of the District.  Unless provided under a 

separate agreement, these benefits are provided equally to qualified employees.  

13.1 Vacations  

Vacation with pay is granted to every full-time regular employee. Each month pay 

period, employees accrue a portion of their vacation. The amount given depends on 

length of full-time service. Vacation leave will be accrued based upon the following 

schedule:  

                                          

Length of Service         
Amount Accrued   
Per Month       

Amount Accrued     

Per Year        

  
0 through 60 months  

(5 years) 

  
10/12 days (.83)  

  
10 days  

  
60 through 180 months 

(5 – 15 years)  

  
15/12 days (1.25)  

  
15 days  

  
after 180 months  
(15 years) 

  
20/12 days (1.7)  

  
20 days  

  

Employees are encouraged to take accrued vacation during the year. A maximum accrual 

of 20 vacation days will be allowed.   
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13.1.1 Scheduling Vacation  

Employees may request the scheduling of their accrued vacation at any time 

during the year, subject to the approval of the immediate supervisor to ensure 

that no interference with the employee's work will result.  

13.1.2 Vacation Pay  

Vacation pay shall be computed at the straight-time rate for the employee's 

regular work schedule, based on the regular pay which the employee would have 

received had he or she been working, and shall not include overtime or any other 

extra payments.  

13.1.3 Holiday During Vacation  

When a paid holiday occurs during the vacation period, it will not be charged as 

a day of vacation but will be recorded as a holiday.  

  

13.1.4 Compensation for Unused Vacation Time   

Employees who resign from employment with the District will be 

compensated for unused accrued vacation time, provided that the 

employee gives at least two weeks written notice of the resignation.  
  

13.2 Medical Leave  

Medical Leave will be accrued at the rate of one day per month. This time is to be used 

in the case of illness of the employee or the employee's immediate family as defined in 

section 13.5.2. If such leave is anticipated in advance, notice should be given to the 

immediate supervisor as early as possible on the preceding day. If, as in the case of 

illness, such notice is impossible, the employee is to notify their Operations 

Administrator immediate supervisor or District Manager as early in the business day as 

possible and on each day such leave may continue. If an employee is absent more than 

five consecutive scheduled work days due to illness, a physician's statement indicating 

the reason for the absence and a projected return to work date is may be required.  

  

Medical Leave accrual is unlimited; however, payment will not be made for any 

accumulated, unused medical leave, either during active employment or upon 

conclusion of employment.  

 13.3 Personal Leave  

Two paid days per year personal leave will be granted each full-time regular employee 

on the first day of each calendar year. This time is to be used at the discretion of the 

employee as circumstances in his or her personal life may dictate. If such leave is 

anticipated in advance, notice should be given to the immediate supervisor as early as 

possible.  These days do not roll over if unused at the end of the calendar year.  

  

 

 

13.4 HOLIDAY LEAVE  

The LRSWMD recognizes 10 holidays and employees will be eligible for time off accordingly.  

The holidays are:  
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New Year’s Day          Independence Day  

Martin Luther King Day        Presidents Day  

Town Meeting Day          Memorial Day  

Labor Day            Veterans Day  

Thanksgiving Day          Christmas Day  

 

OFFICE EMPLOYEES:  When any of these holidays falls on a Saturday, the office will be closed 

on the Friday immediately preceding it and those employees working in the office will have 

that day off in celebration of that holiday.  When any of these holidays falls on a Sunday, the 

office will be closed on the following Monday and those employees working in the office will 

have that day off in celebration of that holiday.   

  

FIELD EMPLOYEES: For employees who work at the drop off stations, the facilities will be closed 

following the same closings as the State of Vermont District Office, except for Martin Luther 

King Day and President’s Day.  For example: If the State of Vermont District office closes offices 

on a Monday for Labor Day, so too will the LRSWMD stations.  We reserve the option to open 

facilities a day before, day of or a day after such a holiday to accommodate the customers.  If 

you are a full-time employee and the holiday falls on a day you are not scheduled to work you 

are eligible to take that holiday at another time with prior approval of the Facilities Manager 

or you may choose to be paid at straight time for that holiday.    

  

For example, if you are a full time field employee and you are not scheduled to work on Mondays 

and since Labor Day and Memorial Days are celebrated on Monday you are entitled to take those 

holidays at another time with prior approval from your supervisor or you may be paid 8 hours 

for such holiday in addition to your 40 hours.  

  

For ALL part time employees, you will be granted the benefit of prorated holidays based on the 

number of hours worked relative to a full-time schedule. If you work 20 hours per week or 50% 

of a full time equivalent, then you are eligible for 50% of the holiday leave granted to full time 

employees.    

13.5 Leave Of Absence With Pay  

13.5.1 Training and Professional Development  

The District encourages employee training and development activities which are 

of joint benefit to the employee and the Solid Waste District. Activities may 

include college-sponsored programs as well as other training/development 

opportunities. Participation may be employee-initiated/supported or employer-

initiated/supported. The District Manager has the right to determine how 

personnel shall be trained and to require employee participation in job-related 

training/development activities. Only full-time regular employees are eligible 

for this benefit.  

  

The District may set aside funds for professional development training. A college 

course will require a grade of B or better for reimbursement. Books and student 

fees will not be reimbursed unless otherwise approved. Classes will normally be 

taken outside of work hours unless approved by the District Manager.  
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13.5.2 Death in Family  

If there is a death in an employee's immediate family, he or she will be paid for 

the time necessarily involved for regularly scheduled workdays. The number of 

days allowed will depend on specific circumstances, but however, the maximum 

is three days. Immediate family is defined as employee’s parents, grandparents, 

spouse, party to civil union, siblings, children (stepchildren, foster children, 

wards), parents and siblings of spouse, or as approved by the District Manager.   

13.5.3 Religious Holidays   

Days which have a religious significance to employees may be taken as personal 

leave with pay.  

 

13.5.4 Jury Duty  

Jury duty is an obligation and a privilege of citizenship. The District encourages 

employees to serve on jury duty when asked to do so. During this time of service 

employees will be paid the difference between regular wages and their jury pay. 

When jury duty does not demand services for a full day, the employee must 

return to work. This time away from work will be considered as leave of absence 

with pay.  

13.5.5 Voting   

On election days, employees are required to work normally scheduled hours. 

Flexibility in the work day can accommodate the employee's desire to vote.  

  

13.5.6 Military Leave   

The District will comply with the requirements of the Uniformed Services 

Employment and Reemployment Rights Act (USERRA), 38 U.S.C. §§ 4303 et seq., 

and 21 V.S.A. §§ 491 et. seq.  Employees who take military leave subject to the 

provisions of these laws will be granted leave without pay.  At the option of the 

employee, any paid leave accrued prior to the commencement of the leave may 

be used.  

Employees who are required to fulfill annual training requirements with an 

armed forces reserve or National Guard unit will be granted unpaid leave of up 

to ten (10) working days during each calendar year.  Employees called to active 

duty for an unspecified period may return to work with the same level of pay, 

benefits and seniority.  Requests for such leaves must be made in writing to the 

District Manager.  

  

13.6 Leave of Absence Without Pay  

A leave of absence is an authorized absence from work without pay for a specific period 

authorized by the District Manager up to a maximum of 6 months.  

  

All benefits lapse during a leave of absence without pay (except as noted for short-term 

family leave noted below). Holidays are not paid, and vacation and sick leave credits do 

not accrue.  Health insurance may be continued provided the premiums are paid in 

advance by the first of each month by the employee.  
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13.6.1 Short-term Family Leave  

In accordance with the Vermont Short Term Family Leave Law, eligible 

employees may be entitled to take unpaid leave not to exceed four hours in any 

30-day calendar period and not to exceed 24-hours in any 12-month period for 

the following purposes:  

  

● To participate in preschool or school activities directly related to the 

academic educational advancement of the employee’s child, step-

child, foster child, or ward;  

● To attend or accompany the employee’s child or other family member 

to routine medical or dental appointments;  

● To accompany the employee’s parent, spouse or parent-in-law to other 

appointments for professional services related to their care and well-

being; or  

● To respond to a medical emergency of the employee’s family member.  

  

The District may require that leave be taken in a minimum of two-hour segments. 

At the option of the employee, accrued paid leave may be used. An employee 

shall make a reasonable attempt to schedule appointments for which leave may 

be taken outside of regular work hours. An employee shall provide the District 

with the earliest possible notice of the intent to take short-term family leave, 

but in no case later than seven days before leave is to be taken, except in the 

case of an emergency.  

13.7 Compensatory Time  

The time off plan for exempt employees provides for compensatory time for evening 

meetings, weekends worked, etc. Employees shall receive 1.5 hours of compensatory 

time for each hour worked over 40 hours per week.   

  

Employees requesting compensatory time off must notify the District Manager in 

advance of when time-off will be taken. All time-off taken is dependent on the 

anticipated work load and prior vacation or time-off requests from other employees. 

The Manager shall make a reasonable effort to allow the time off.   

  

No employee will be allowed to accrue more than 40 hours of compensatory time.  No 

cash payment will be made in lieu of compensatory time other than for accumulated 

compensatory time at the time of termination of employment.    

  

13.9 8 Health Insurance  

Employees working thirty (30) 32 or more hours a week may elect to be covered by any 

or all of the District medical insurance plans which include health, vision and dental 

care.    

  

Medical coverage becomes effective after on the first day of the month following the 

90-day probationary period, provided the employee completes the insurance enrollment 

forms within thirty (30) 32 days of that date and provided the insurance company issues 

notification of coverage.  

  

The District will pay 100% of this benefit for the employee. The employee may elect to 

purchase coverage at the employee's expense for additional family members.  
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  13.9 MEDICARE ELIGIBLE EMPLOYEES 
 

Upon reaching the age of eligibility, employees who are on the LRSWMD Health Insurance 
program must sign up for Medicare.  The LRSWMD will cover the costs of the following 
provided it does not exceed the cost of the LRSWMD’s current health care plan: 
 
1) The premium (excluding any penalties) for Part B; 
2) Th premium for Plan F Vermont Health Plan Medigap Blue 
3) The premium for Part D (prescription drugs) 
4) Prescription deductible up to the amount covered by current LRSWMD Health 

Insurance Plan. 
The individual parts may be determined and calculated on a case by case basis as long 
as the total cost to the LRSWMD does not exceed that of the current LRSWMD policy. 

 
 

14.0 RETIREMENT   

The District shall contribute to a deferred compensation retirement plan for each qualified 

employee according to the following conditions:  

  

a) A qualified employee is one which can be reasonably expected to receive earned income 

from the District of at least $5,000 for the upcoming year and elects to participate in 

the District plan.    

 

       

A qualified employee is one which has received at least $5,000 in compensation as defined 

under the terms of the Plan from the District during any two prior years and can be 

reasonably expected to receive earned income from the District of at least $5,000 during the 

current year and elects to participate in the District plan. 

 

In lieu of Matching Contributions, the District has elected to contribute 2% of Gross Wages to 

the SIMPLE IRA, whether the employee elects to make pre-tax contributions or not. 

 

 

 

 

THE END  




