
 
 

 
October 7th, 2025 @ 6:30pm 

Council Chambers - 1 Portland Avenue 

www.oobmaine.com/town-council 
 

*Members of the public wishing to view the meeting from home may tune into Local Access TV  
(Channel 3 or 1301 - check with your provider) or by clicking the Meeting Videos link on oobmaine.com.)   

 
PLEDGE OF ALLEGIANCE: 
 
 
ROLL CALL: 
 
 
ACKNOWLEDGEMENTS: 
Charlene LoPresti – MTCCA Deputy Clerk of the Year Award 
 
GOOD & WELFARE: 
 
 
PRESENTATION: 
 
 
ACCEPTANCE OF MINUTES: 
 
Accept the minutes of the 9/16/2025 Town Council Regular meeting. 
 

Chair: Shawn O’Neill 
 

Town Council - Meeting Agenda  

http://www.oobmaine.com/town-council


 
 

PUBLIC HEARING – BUSINESS LICENSE & APPROVALS: 
 
Craig Fogg, (318-8-6-61), 146 West Grand Avenue #61, one (1) year-round 
rental.  
 
Rhonda Haley, (315-9-2), 21 Seaview Avenue, one (1) year-round short-term 
rental.  
 
22 Seaglass Cottage LLC, Kimberly Curry, (311-2-2), 22 Sixteenth Street, one (1) 
year-round rental.  
 
Gregory Damon, (312-6-3), 28 Fern Avenue, one (1) year-round short-term 
rental.  
 
Zafar Properties VI, LLC, Syed Zafar, (312-3-7), 104 First Street, eight (8) year-
round short-term rentals.  
 
Daniel Jackson, (403-17-3), 38 Garden Street, one (1) year-round short-term 
rental. 
 
Samantha Heim, (311-23-2), 24 Twelfth Street, one (1) year-round rental. 
 
Laurie Demmons, (105A-1-A-19), 23 Lacosta Drive, one (1) year-round short-
term rental. 
 
Bonnie Ferreira, (207-2-13-110), 161 Saco Avenue #110, one (1) year-round 
short-term rental.  
 
Catherine O’Connor, (303-1-5-7A), 105 East Grand Avenue #7A, one (1) year-
round rental. 
 
Heather Sadler, (210-2-6-21), 18 Smithwheel Road #21, one (1) year-round 
rental.  
 
Bubble Bliss LLC, Mamta Mohnot, Boba, (206-32-1), 15 Old Orchard Street, 
victualers with prep and no alcohol.  

 Chair: Shawn O’Neill 



 
 

PUBLIC HEARING – SPECIAL AMUSEMENT PERMITS & APPROVALS: 
 
The Beachwood, (307-1-4), 29 West Grand Avenue, DJ, live entertainment, 
outside, 11 am to 10 pm, Sunday through Saturday. (same as last year) 
 
Alouette Atlantic Resorts, LLC, Alouette Beach Resort, (303-1-11), 91 East 
Grand Avenue, music, guitar, assorted, inside and outside, 12 pm to 8 pm, 
Sunday through Saturday. (same as last year) 
 
 

Chair: Shawn O’Neill 
 

 
 
  



 
 

TOWN MANAGER REPORT  
 
  



 
 

NEW BUSINESS: 
 

AGENDA ITEM #8874 
 

Discussion with Action: Approve the quote from New England Marine for the 
purchase of water rescue personal protective equipment for the Fire 
Department in the amount of $28,493.00 from account # 30195-50332 
Stephen and Tabitha King Grant Expense with a balance of $28,868.00. 
 
 

Chair: Shawn O’Neill 
 

  











 
 

AGENDA ITEM #8875 
 

Discussion with Action: Adopt the Personnel Policy Manual as required by 
Charter Section 502.8 and adopt with changes to Article II Beginning 
Employment Section 2-6 Probationary Status of Employment, Article VI 
Employee Compensation and Advancement-Section 6-1 Overtime and 
Compensatory Time, Article VII Time Off From Work-Section 7-4 Earned Paid 
Leave (EPL). 
 

Chair: Shawn O’Neill 
 

  



  

 
 

TOWN OF OLD ORCHARD BEACH MUNICIPAL EMPLOYEES 

PERSONNEL POLICIES AND PROCEDURES 
 

Amended October 7, 2025 
 

Town Council reviewed and adopted the Personnel Policy Manual as required by Charter 
Section 502.8, on October 7, 2025, and adopted with changes to Article II Beginning 
Employment Section 2-6 Probationary Status of Employment, Article VII Time off from 
Work-Section 7-4 State Required Paid Time Off  and  Article VI Employee Compensation and 
Advancement-Section 6-1 Overtime and Compensatory Time, 
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Sec. 1-1 Purpose 
The general purpose of this policy is to establish a system of personnel administration that meets 
the social, economic and program needs of the Town of Old Orchard Beach.  This policy includes 
personnel policies, procedures, and conditions of employment. 

Sec. 1-2 Definitions 

"Appointing Authority" means the Town Manager when not covered by other provisions in the Town 
Charter. 
“Town" means the Town of Old Orchard Beach, Maine. 
"Employee" means any person appointed to a regular, non-elected, position by the Town Manager 
or the Town Council. 

Sec.1-3 Application 

Each employee shall be furnished with a copy of the Personnel Policies and Procedures. These 
Personnel Policies and Procedures do not constitute a contract of employment and may be 
amended by the Town Council at any time. It shall be the responsibility of all employees to acquaint 
themselves thoroughly with material in these Personnel Policies and Procedures and any 
subsequent revisions.   
 
These Personnel Policies and Procedures shall govern the employment of all Town of Old Orchard 
Beach personnel except in those instances where employees subject to an employment contract or 
a Collective Bargaining Agreement are subject to different policies pursuant to that Agreement, in 
which instances the policies of the employment contract, or a Collective Bargaining Agreement shall 
prevail. 
 

ARTICLE II  BEGINNING EMPLOYMENT  

Sec. 2-1 Equal Employment Opportunity 

The Town of Old Orchard Beach is an equal opportunity employer.  All applicants and employees 
shall receive equal employment opportunities, and the Town shall make employment decisions 
without regard to religion, sex, sexual orientation (including gender identity and expression), race, 
color, ancestry or national origin, age or physical or mental disability, Veteran status, or status as a 
whistleblower. The Town shall employ, without discrimination, the best qualified persons who are 
available at the salary levels established for each position, first preference being given to citizens of 
the Town, all other factors being equal. 

Sec. 2-2 Recruitment 

The character of the recruitment and selection process for all Town positions will vary with the 
position.  There shall be as wide and practicable a search as possible, during the time limits allowed 
to fill the position.  This may include advertising, open competitive examination, contact with State 
and other employment offices and other appropriate methods.  The Town Manager or another 
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appointed authority shall have the duty to seek out the most qualified employees for the Town.  
Citizens of Old Orchard Beach shall receive first preference for the position, all other factors being 
equal among the candidates.  In all cases, the Town will provide notice of available positions to all 
employees by posting  job openings at all job sites. 

Sec. 2-3 Anti-Nepotism 

Immediate family members of any department head may not be employed to work in that 
department.   "Immediate family" means parents, spouse, domestic partner, brother, sister, child, 
stepchild, stepparents, adopted child, grandmother, grandfather, mother-in-law, father-in-law, 
son-in-law and daughter-in-law. 

Sec. 2-4 Physical Exams 

The Town may require, depending upon the position (i.e. police, fire, etc.), that applicants or 
employees applying for a new position of employment receive a physical examination as a condition 
of employment.  The Town shall have the right to choose the physician who will conduct the exam.  
The Town shall pay for all medical costs associated with the physical examination. 

Sec. 2-5 Immigration Law Compliance 
In compliance with the Immigration Reform and Control Act of 1986, the Town is committed to 
employing only those individuals who are authorized to work in the United States and does not 
unlawfully discriminate on the basis of citizenship or national origin.  All new employees, as a 
condition of employment, will be required to complete the Employment Eligibility Verification Form 
I-9 and must present documentation establishing identity and employment authorization. 
This form must be completed within 3 days of your start date.  Failure to comply with this 
requirement will result in termination of employment. 

Sec. 2-6 Probationary Status of Employment 

Any full or part-time employee appointed to a regular position shall be considered a probationary 
employee for the first 180 days of employment, except in the case of law enforcement officers, who 
shall complete an employment probationary period that lasts one year after graduation from the 
Maine Criminal Justice Academy or the date the Board waives the basic requirement.  During the 
probationary period, any unpaid break in service lasting longer than two weeks except for military 
leave shall not be credited towards the 180 days probationary period.  Every employee must 
complete the probationary period prior to becoming a regular employee. 
During the probationary period, an employee may be dismissed, suspended, or otherwise 
disciplined without cause. Such actions are not subject to the grievance and arbitration provisions 
of the collective bargaining agreement. Any disciplinary decision during this period must be made 
by the department head with the approval of the Town Manager. 
Examples of reasons for disciplinary action during the probationary period may include, but are not 
limited to: an inability or unwillingness to perform assigned duties, a negative attitude toward the 
job, co-workers, or the public, or unsatisfactory work habits. 
During the probationary period, the department head, with the Town Manager's approval, 'may 
remove an employee for any reason, including a determination that the employee is unable or 
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unwilling to perform required duties, has a poor attitude towards the job, co-workers or  the public 
or has unsatisfactory work habits.   
  Prior to completing the probationary period, an· employee shall receive a written evaluation from 
the department head, which shall become a part of the employee's personnel file. Any employee 
who successfully completes the probationary period shall transfer to regular status, and is subject 
to removal for cause, after notice and hearing. 

ARTICLE III NON-DISCRIMINATION 

Sec. 3-1 Non-Discrimination and Anti-Harassment Policy 

The Town is committed to providing a workplace that is free from discrimination and discriminatory 
harassment.  It is a violation of Town policy and/or state and federal law for any employee to 
discriminate against or harass another employee based on race, color, religion, national origin, 
ancestry, age, sex, sexual orientation (including gender identity and expression), physical or mental 
disability, veteran status, or status as a whistleblower, and for any supervisory employee to permit 
any such act of harassment in the workplace by anyone, whether or not an employee. 
 
Any employee of the Town who believes that he or she has been discriminated against in 
employment on the basis of race, color, religion, national origin, ancestry, age, sex, sexual 
orientation, physical or mental disability, veteran status, or status as a whistleblower, or has been 
harassed on that basis, must report the behavior to the Director of Human Resources or to the Town 
Manager.  The Town takes allegations of discriminatory treatment very seriously. The Town will 
investigate every allegation of discrimination promptly and take whatever action is necessary to 
stop discrimination and remedy any effects of discrimination.  Any employee who believes that he 
or she has been harassed or discriminated against in any way should follow the "Internal Complaint 
Procedure" set forth below.   
 
Definition of Sexual Harassment 
Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a 
sexual nature constitute sexual harassment when: 

1) Submission to such conduct is made either explicitly or implicitly a term or condition of an 
individual's employment; 

2) Submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual; or 

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

 
Description of Sexual Harassment 
The following type of conduct is considered sexual harassment and is not permitted: A. Physical 
assaults of a sexual nature such as: 

1) rape, sexual battery, molestation or attempts to commit these assaults; and 
2) intentional physical  conduct which is sexual in nature; such as touching, pinching, patting, 

grabbing, brushing against another  employee's body,  or poking another employee's body. 
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B. Unwanted sexual advances, propositions, or other sexual comments, such as: 

1) sexually-oriented gestures, noises, remarks, jokes, or comments about a person's sexuality 
or sexual experience directed at or made in the presence of any employee who indicates  or 
has indicated in any way that such conduct in his or her presence  is unwelcome; 

2) preferential treatment or promise of preferential treatment to an employee for submitting 
to sexual conduct, including soliciting or attempting to solicit any employee to engage in 
sexual activity for compensation or reward; and 

3) subjecting, or threats of subjecting, an employee to unwelcome sexual attention or conduct 
or intentionally making performance of that employee's job more difficult because  of that 
employee's sex. 

 
C. Sexual or discriminatory displays of publications anywhere in the workplace by employees, such 

as: 
1) displaying pictures, posters, calendars, graffiti, objects, promotional materials, reading 

materials, or other materials that are sexually suggestive, sexually demeaning, or 
pornographic, or bringing into the work environment or possessing  any such material to 
read, display or view at work.   A picture will be presumed to be sexually suggestive if it 
depicts a person of either sex who is not fully clothed or in clothes that are not suited to or 
ordinarily accepted for the accomplishment of routine work in and around the Town and 
who is posed for the obvious purpose of displaying or drawing attention to private portions 
of his or her body. 

2) reading or otherwise publicizing in the work environment materials that are in any way 
sexually revealing, sexually suggestive, sexually demeaning or pornographic; and 

3) displaying signs or other materials purporting to segregate an employee by sex in any area 
of the workplace (other than restrooms and similar semi­private lockers/changing rooms). 

 
Internal Complaint Procedure 
Any employee who believes he or she has been the subject of discriminatory harassment should 
report the incident or act immediately to their Department Head or to the Director of Human 
Resources or the Town Manager.  The Town will promptly investigate all complaints. Each employee 
alleging discriminatory harassment will be requested, but not required, to put the specifics in 
writing.  All information will be held in confidence to the extent possible and will be discussed only 
with those who have a need to know in order to either investigate or resolve the complaint.  Any 
employee who the Town determines has engaged in discriminatory harassment will be promptly 
disciplined. Disciplinary measures may consist of suspension or termination depending upon the 
severity of the offense. 
No employee will be punished or penalized in any way for reporting, complaining about or filing a 
claim concerning discriminatory harassment, or for participating in any investigation of a 
discriminatory harassment complaint. 
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Sec. 3-2 Reasonable  Accommodations for Employees 
The Town complies with the Americans with Disabilities Act (ADA), as amended by the ADA 
Amendments Act, and all applicable state or local laws. Consistent with those requirements, the 
Town will reasonably accommodate qualified individuals with a disability if such accommodation 
would allow you to perform the essential functions of the job, unless doing so would create an undue 
hardship or a direct threat to others or the employee.  

Under the Maine Human Rights Act, if an employee is a member of a protected class (as described in 
the Town’s Equal Employment Opportunity Policy, above, they may be entitled to a reasonable 
accommodation if such an accommodation is needed to allow them to perform the essential 
functions of their position. 

If you believe that you need a workplace accommodation in order to do your job or enjoy equal 
access to the workplace, you should make a written request to Human Resources Director 
describing the specific accommodation requested and explaining the need for accommodation. 

Upon such request, the Town will promptly engage in an interactive exchange with you, as needed, 
in order to determine the feasibility of providing the requested accommodation, or any other 
reasonably available accommodation. In some cases, particularly when the disabling condition is not 
obvious (such as use of a wheelchair), the Town may request medical documentation from your 
medical or mental health provider. The documentation requested allows the Town to better 
understand several things: (1) describe the nature, severity, and duration of any impairment, (2) the 
activities that may be limited by the applicable condition(s); and (3) to substantiate the need, 
feasibility, and potential efficacy of your requested accommodation. You are not required to provide 
confidential health care information beyond that which meets the substantiation criteria. 

Sec. 3-3 Lactation Break 

In addition to the breaks required by law, the Town will provide adequate unpaid break time or 
permit an employee to use paid break time or mealtime each day to express breast milk for a 
nursing child.  

The Town will make reasonable efforts to provide a clean room or other location, other than a 
bathroom, where an employee may express breast milk in privacy. The Town will not discriminate in 
any way against an employee who chooses to express breast milk in the workplace.  

 ARTICLE IV CONDITIONS OF EMPLOYMENT 

Sec. 4-1   Employment Classification 

 
Regular full-time employees work the standard work week (usually 37 or 40 hours) and are hired 
for an indefinite period of time, unless otherwise provided by agreement of the parties.  Such 
employees may be exempt or non-exempt, based on the federal Fair Labor Standards Act criteria.  
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Non-exempt employees are paid on an hourly basis and are eligible for overtime pay; exempt 
employees are paid on a salaried basis and are not eligible for overtime pay.  Regular full-time 
employees are eligible for employee benefits in accordance with this policy.  
 
Regular part-time employees work fewer hours than the standard work week for their department 
and are hired for an indefinite period of time.  Part-time employees may be eligible for employee 
benefits depending on the number of hours per week they work. 
 
Temporary employees may work full-time or part-time for a limited period, usually less than six 
months.  Temporary employees are not eligible for employee benefits. 
 
Per-diem employees are administrative, service and/or support employees who are not on a 
Department’s regular work schedule and who are scheduled to work on an "as needed" basis. Work 
may be scheduled by the Department prospectively but should be considered as "elected and 
accepted" by the employee.  The “election” of a work schedule may vary based on the individual’s 
availability and the availability of open shifts. The employee is essentially a freelance employee, who 
sets their availability with the Department based on the days they elect to work and where.   A 
Department may not assume the availability of a Per-diem employee for a given schedule and the 
Per-diem employee may not assume that hours of work will be offered for a given schedule. Per-
diem employees are not eligible for employee benefits. 

Sec. 4-2  Work Schedules - Standard Work Hours 

 
Due to the variety of services provided by the Town, there are variations in the hours and days of 
work per week within different departments. The hours of work, the starting and stopping time, 
and lunch periods will be established within each department with the Town Manager's approval.  
Hours of work, starting and stopping time, and lunch periods may be changed by the department 
head subject to approval by the Town Manager. 
 
Salaried employees exempt from overtime shall accomplish work assigned to the position 
regardless of the hours required.  This policy will be applied within reason.  It is the responsibility 
of each department head to ensure that the department's work hours are adhered to by all 
employees. 

Sec. 4-3 Attendance and Lateness 

Employees shall be at their respective places of work according to their department schedule 
expectations. It is the employee's responsibility to inform his/her department head of an 
unavoidable absence, such as illness, prior to the start of the work day and each day thereafter.  If 
he/she expects to be late, the employee must contact his/her department head to inform that 
he/she will be late and at what time he/she plans to arrive. 



11 | P a g e  

 

Sec. 4-4 Outside Employment 
A Town employee may engage in outside employment providing the employment does not interfere 
with the proper and effective performance of his/her primary Town duties, result in a conflict of 
interest or the appearance thereof or subject the Town to public criticism or embarrassment. 

Sec. 4-5 Confidentiality Policy 

During the course of their duties, employees of the Town of Old Orchard Beach are often privy to 
sensitive and confidential information. Examples of this include, but are not limited to, labor 
relations and personnel actions.  The Town expects any employee with access to such information 
to respect the confidential nature of the matter. 

Sec. 4-6 Policy on Workplace Threats and Violence 

The safety and security of employees of the Town of Old Orchard Beach, and also the public which 
conducts business in the various municipal buildings, is of paramount importance to the Town. 
Therefore, threats, threatening behavior or acts of violence against or by employees, visitors, guests 
or other individuals on Town property will not be tolerated.  Violations of this policy may lead to 
disciplinary action of employees, which may include dismissal and may lead to arrest and 
prosecution of employees or others. 
 
Any person who makes threats, exhibits threatening behavior or engages in violent acts on Town 
property will be removed from the premises as quickly as safety permits.  The Town will initiate any 
actions necessary to ensure that employees and the public are safe on Town property. 
 
All Town personnel are responsible for notifying the Director of Human Resources of any threats 
that they have witnessed, received or have been told that another person has witnessed or received. 
Even without an actual threat, personnel should also report any behavior they have witnessed that 
they regard as threatening or violent when that behavior is job-related or might be carried out on a 
Town-owned site, or is connected to Town employment.  Employees are responsible for making 
this report regardless of the relationship between the individual who initiated the threat or 
threatening behavior and the person and persons who were threatened or were the focus of the 
threatening behavior.  If the Director of Human Resources is not available, personnel should report 
the threat to their supervisor or to the Town Manager. 
 

Sec. 4-7  Drug and Alcohol-Free Workplace 
 
Purpose: 
To meet its responsibilities to employees and the public, the Town must maintain a healthy, 
productive and safe workplace free from the effects of alcohol, marijuana, prescription medication 
or drug abuse.  Misusing or abusing controlled substances  on the job is prohibited, as is selling, 
manufacturing, distributing, possessing, using, or being under the influence of illegal substances on 
the job.  The Town has established a drug-free workplace program that balances respect for 
individuals with the need to maintain an alcohol and drug-free environment. 
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Covered Workers  
Any individual who conducts business for the Town, is applying for a position or is conducting 
business on the Town’s property is covered by the drug-free workplace policy. The policy includes, 
but is not limited to executive management, managers, supervisors, full-time employees, part-time 
employees and volunteers.  
 
Applicability  
The drug-free workplace policy is intended to apply whenever anyone is representing or 
conducting business for the Town. Therefore, this policy applies during all working hours, whenever 
conducting business or representing the Town, while on call, paid standby and while on Town 
property.  
 
Drivers with Commercial Driver’s License 
Drivers who are subject to Department of Transportation regulations will be required to undergo 
testing for alcohol and controlled substances prior to being permitted to drive.  Tests will be 
conducted before an employee is initially assigned to driver responsibilities; additionally, drivers 
may be subject to "reasonable suspicion" testing and random testing, as well as testing conducted 
following an accident.  No driver will be allowed to drive or continue driving unless the results of all 
tests are negative. All Commercial Drivers are required to enroll in the Federal Motor Carrier Safety 
Association (FMCSA) Drug & Alcohol Clearinghouse and allow a full query prior to hiring and are 
required to allow limited queries annually. (https://clearinghouse.fmcsa.dot.gov/) 

 
Prohibited Behavior  
It is a violation of the drug-free workplace policy to use, possess, sell, trade, and/or offer for sale 
alcohol, marijuana, illegal drugs or intoxicants or be under the influence of alcohol, marijuana, illegal 
drugs or intoxicants.  While at work, employees may also not be under the influence of drugs 
(illegal, recreational, or prescription) which impair their ability to perform the essential functions of 
the job or which threaten safety.   
 
Notification of Convictions  
Any employee who is convicted of a criminal drug violation must notify their Department Head and 
the Human Resources Office in writing within five calendar days of the conviction. The Town will 
take appropriate action within 30 days of notification. Federal contracting agencies will be notified 
when appropriate.  
 
Consequences  
One of the goals of the drug-free workplace program is to encourage employees to voluntarily seek 
help with alcohol and/or drug problems. If, however, an individual violates the policy, the 
consequences are serious.  
In the case of applicants, if he or she violates the drug-free workplace policy, the offer of 
employment can be withdrawn. The applicant may not reapply.  
If an employee violates the policy, he or she will be subject to progressive disciplinary action and 
may be required to enter rehabilitation. An employee required to enter rehabilitation that fails to 
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successfully complete it and/or repeatedly violates the policy will be terminated from employment. 
Nothing in this policy prohibits the employee from being disciplined or discharged for other 
violations and/or performance problems.  
 
Prescription Medications 
The legal use of prescription medications is permitted on the job only if such use does not impair 
an employee's ability to perform the essential functions of the job effectively and in a safe manner 
that does not endanger the employee or others.  If employees are taking prescription medication 
that may affect their work performance, they are required to inform their supervisor of that fact. 
 
Assistance  
The Town of Old Orchard Beach recognizes that alcohol and drug abuse and addiction are treatable 
illnesses, and that early intervention and support improve the success of rehabilitation. To support 
employees, the drug-free workplace policy does the following:  

(1) Encourages employees to seek help if they are concerned that they or their family 
members may have a drug and/or alcohol problem. 
(2) Encourages employees to utilize the services of qualified professionals in the community to 
assess the seriousness of suspected drug or alcohol problems and identify appropriate 
sources of help. 
(3) Offers all employees and their family members assistance with alcohol and drug problems 
through the Employee Assistance Program (EAP). 

Treatment for alcoholism and/or other drug use disorders may be covered by the employee benefit 
plan. However, the ultimate financial responsibility for recommended treatment belongs to the 
employee.  
 
Confidentiality  
All information received by the Town through the drug-free workplace program is confidential 
communication. Access to this information is limited to those who have a legitimate need to know 
in compliance with relevant laws and management policies.  
Shared Responsibility  
A safe and productive drug-free workplace is achieved through cooperation and shared 
responsibility. Both employees and management have important roles to play.  
Employees shall not report to work or be subject to duty while their ability to perform job duties is 
impaired due to use of alcohol or drugs.  
In addition, employees are encouraged to:  
• Be concerned about working in a safe environment.  
• Use the Employee Assistance Program.  
• Report dangerous behavior to their supervisor. 

Sec. 4-8  Political Activity 

Employees may seek or accept nomination or election to any office in the Town government while 
employed by the Town, provided that no person may hold elective office while employed by the 
Town.  Therefore, any employee elected to any Old Orchard Beach Town Office shall resign from 



14 | P a g e  

 

employment prior to taking office.  During the course of their employment, employees shall refrain 
from using their influence publicly in any way for, or against any candidate seeking elective office 
in the Town government. Town employees shall not work at the polls on behalf of any candidate, 
political party or any ballot proposal, circulate petitions or campaign literature for elective Town 
officials, or be in any way concerned with soliciting or receiving subscriptions, contributions, or 
political service from any person for any political purpose pertaining to the Town government.  This 
rule is not to be construed to prevent Town' employees from becoming, or continuing to be 
members of any political organization, from attending political meetings, from expressing their 
views on political matters, or from voting with complete freedom in any municipal, state or national  
election.   

Sec. 4-9 Electronic Communications Systems Policy  

The Town of Old Orchard Beach understands the important role that various electronic 
communications systems, including electronic mail (e-mail), voice mail, and Internet access can 
play in keeping our business competitive and efficient.  However, to protect the confidentiality of 
information and to ensure the secure, appropriate and legal use of electronic communications by 
our staff, all staff must adhere to the Town’s Electronic Communication Systems Policy. As such, all 
Town employees, and contractors and vendors with access 'to the Town’s electronic 
communication systems, are responsible for following appropriate steps to ensure electronic 
communication) is secure.  
 
Procedure 
 
Appropriate Business Use of Electronic Communications 
Employees of the Town may have access to and use of various electronic communications systems 
in the workplace.  Electronic communications should be used primarily for official Town business.  
Limited personal use may be made of electronic communications, but personal use must not be 
excessive, unreasonable, or interfere with a staff member's work (e.g., used during work time).  All 
uses of electronic communications must be appropriate for use in a business environment.   
Employees  who are provided access to the Town's  e-mail system are strictly prohibited from 
creating, distributing, or soliciting messages or transmissions that contain inappropriate, 
unprofessional, offensive, or harassing comments, sexually oriented messages or images, 
communications that constitute slander, defamation, or unlawful trade disparagement  of 
management, employees, customers, clients, vendors, or any other person or entity. Items such as 
jokes, "top ten lists," chain letters, solicitation for commercial ventures, religious or political causes, 
outside organizations, or other non-business- related solicitations are prohibited. 
 
Monitoring and Review of Electronic Communications 
All information and messages sent and received are the property of the Town.  All information 
traveling over the Town's computer network that has not been specifically identified as property of 
other parties will be treated as though it is a Town corporate asset.  Messages are not the property 
of employees and all messages generated on or handled by electronic communications systems, 
including back-up copies, are considered the property of the Town and are not considered private 
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documents.  The use of passwords does not create any privacy rights in the contents of electronic 
communications. The Town may monitor or review the electronic communications of any staff 
member at any time, for whatever reason, including, but not limited to, business-related reasons, 
system maintenance, preventing illegal activity, and guarding the rights or property of the Town.  
Monitoring will be done only by authorized Town staff.  The Town may disclose the contents of any 
electronic communications for any lawful purpose. 
 
Staff of the Town should be aware that information sent via electronic communications is 
susceptible to unlawful interception.  Therefore, staff should avoid sending confidential or 
proprietary Town information in an electronic communication without the express authorization 
of their supervisor. 
 
Further, it is the policy of the Town to prohibit unauthorized access, disclosure, distribution, 
modification, diversion, destruction, loss, misuse, or theft of information.  It is the policy of the 
Town to protect information belonging to third parties that has been entrusted to the Town in 
confidence in accordance with applicable contract and industry standards. 
 
Use of the electronic communications system is subject to all Town policies, including, but not 
limited to, policies on personal business, Town equipment, confidential information, and illegal 
harassment. Violation of the Town’s Electronic Communication Systems Policy by a staff member 
may result in discipline up to and including termination of employment. 
 
Systems Security 
All employees are expected to maintain a secure environment for the Town's electronic systems, 
software, and services. Use of computer software and other copyrighted materials will be in 
accordance with licensing agreements and applicable copyright laws. 
 
Employees will protect all electronic systems equipment and software from inadvertent 
introduction of viruses by not downloading software from public bulletin boards and by not 
installing unauthorized software of any type unless previously approved. 
 
Responsibility 
It is the responsibility of each member of management, from the Town to all first-line supervisors; 
to give this policy full support.  In addition, it is the responsibility of each employee of the Town to 
adhere to the practices regarding electronic systems belonging to the Town. 

Sec. 4-10 Workplace Smoking Policies 

The Town restricts smoking to outside areas designated as smoking areas.  Each building shall have 
an outside-designated area. See Attachment A 
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Sec. 4-11 Reporting of Injuries and Workers' Compensation Procedures 
When an on-the-job accident occurs, the affected employee is to report it immediately to his or her 
direct supervisor or department head. The department head shall notify the Director of Human 
Resources within 24 hours of the injury or on the following work day of the accident. 
 
Medical bills, when received by either the department or employee are to be forwarded immediately 
to the Director of Human Resources Office.  Medical bills are paid without any waiting period. The 
Town remains responsible for employee compensation for the first three days of absence.  This will 
be charged to employee sick leave; between four and thirteen days, the insurance carrier provides 
compensation; fourteen days and over, all compensation is retroactive to day one by the insurance 
carrier and the employee's sick leave shall be credited back to the Town upon payment by the 
employee to the Town for the three days. In some instances, Workers' Compensation payments may 
be delayed.  If this occurs, the Town will continue to pay the employee by charging his/her time to 
sick leave, which the employee must buy back from the compensation paid by the insurance carrier. 
 
If a worker is receiving Workers' Compensation, he/she must continue to pay his/her share of life 
and medical insurance. 

Sec. 4-12 Receipts of Gifts 

All Town employees are prohibited from soliciting or accepting any gift, gratuity, favor, 
entertainment, loan, or any other item of monetary value from any person within or outside Town 
employment, whose interests may be affected by the employee's performance or Nonperformance 
of his/her official duties.  Acceptance of nominal gifts, such as food and refreshments in the 
ordinary course of business meetings, or unsolicited advertising or promotional materials such as 
pens, note pads, calendars, etc., is permitted. 

Sec. 4-13 Use of Town Property 

Employees shall not, directly or indirectly, use or allow the use of Town property of any kind for 
other than official activities. 

Sec. 4-14 Strikes and Slowdowns Prohibited 

In view of the prohibitions stated in 26 M.R.S.A. Chapter 9-A, and the public nature of Town 
functions which cannot be subjected to interruption without widespread inconvenience and harm 
to the general public, the Town does not and will not recognize the right of any employee or group 
of employees to engage in, encourage, sanction, support, or suggest any strikes, slowdowns, work 
stoppage or similar actions which would involve suspension of or interference with the normal work 
week of the Town Departments.  Accordingly, any employee who shall participate in the above-
named actions shall be subject to dismissal for cause from Town employment.   

Sec. 4-15 Resignations 

An employee may resign from Town service in "good standing" upon the submittal of a written 
notice to the Department Head fourteen  (14) calendar days in advance of the last day of actual work.  
Failure of a resigning employee to comply with this rule may be cause for denying future 
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employment with the Town.  The Town Manager may permit a shorter period of notice if 
extenuating circumstances exist.  A statement should accompany the resignation by the 
department head as to the resigning employee's service performance and pertinent information 
concerning the cause of resignation. The effective date of the employee's termination with the 
Town is considered to be the last day actually worked. 
 
Upon separation, the Town shall pay all wages owed as well as earned accruals due to the employee, 
if any, on the next regular pay day. 

Sec. 4-16 Lay Offs and Rehires 

During periods when the workload dictates, or a shortage of funds exists, the Town may be forced 
to lay off employees.   In all lay off cases, the employee shall receive either a two-week notice or 
two week's pay. 

Sec. 4-17 Dress Code & Personal Hygiene  

The Town of Old Orchard Beach’s objective in establishing a business casual dress code is to allow 
our employees to work comfortably in the workplace, while maintaining a professional presentation 
for our customers, potential employees, and community visitors. Business casual dress is the 
standard for this dress code. 

Because all casual clothing is not suitable for the office, these guidelines will address what is 
appropriate to wear to work. Clothing that works well for the beach, yard work, dance clubs, 
exercise sessions, and sports contests may not be appropriate for a professional appearance at 
work. 

Clothing that reveals too much is not appropriate for a place of business, even in a business casual 
setting.   Graphic/offensive tees, pajamas, spandex, gym clothes, overalls, and torn, dirty or frayed 
clothing are unacceptable. 

Fridays are dress down days, jeans that are not ripped, torn or frayed, can be worn with a casual 
top. There may be other “theme” days when slightly more casual attire may be allowed. 

No dress code can cover all contingencies, so employees must exert a certain amount of judgment 
in their choice of clothing to wear to work. If you experience uncertainty about acceptable, 
professional business casual attire for work, please ask your supervisor or Director of Human 
Resources before doing so. If you have medical or religious issues that impact upon your choice of 
clothing, please also bring them to our attention in advance. 

If clothing fails to meet these standards, as determined by the employee's supervisor and Director 
of Human Resources, the employee will be asked not to wear the inappropriate item to work again. 

If the problem persists, the employee may be sent home to change clothes and will receive a verbal 
warning for the first offense. All other policies about personal time use will apply. Progressive 
disciplinary action may be applied if dress code violations continue. 

http://humanresources.about.com/od/discipline/g/verbal-warning.htm
http://humanresources.about.com/od/discipline/g/verbal-warning.htm
http://humanresources.about.com/od/discipline/qt/disciplinary-actions.htm
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Town of Old Orchard Beach employees are expected to meet hygiene requirements during regular 
business hours for the duration of their employment.   

• Maintain personal cleanliness by bathing daily. 
• Oral hygiene (brushing of teeth) required. 
• Use deodorant / anti-perspirant to minimize body odors.   
• No heavily scented perfumes, colognes and lotions.  These can cause allergic reactions, 

migraines and respiratory difficulty for some employees.   
• Clean and trimmed fingernails  
• Wash hands after eating, or using the restrooms.   

ARTICLE V. EMPLOYEE CONDUCT AND DISCIPLINE 

Sec. 5-1  Employee Conduct 

The Town requires that all employees treat the public with promptness, patience, courtesy and 
respect.  The Town also expects all employees conduct themselves in a manner non-discreditable 
to the Town or their respective departments. 

Sec. 5-2  Progressive Discipline 

The Town has a policy of progressive discipline of employees, which means that repeated instances 
of poor job performance or misconduct will be subject to progressively more severe sanctions, 
which may include oral or written warnings, counseling, and suspension with or without pay, 
demotion or termination.  Progressive discipline does not mean that the initial disciplinary response 
to unsatisfactory job performance or misconduct will always be the same. 
Serious job performance problems or misconduct such as, but not limited to, dishonesty, violence 
or theft may result in more severe disciplinary sanctions, up to and including dismissal, even oh the 
first occurrence.  . . 
 
When in the judgment of the appointing authority, whether a department head or the Town 
Manager, an employee's work performance or conduct justifies disciplinary action, the employee 
may be disciplined. Consideration shall be given to the severity of the performance problem or 
misconduct and prior disciplinary sanctions, in any, against the employee prior to imposing any 
discipline.  Repeated misconduct or continuing performance problems may be considered 
cumulative, and subject to progressively  more severe discipline, even if the conductor. Performance 
problems vary in nature or severity. 
 
Except in cases of emergency, no employee may be suspended by a department head until the Town 
Manager ratifies the decision.  No employee shall be suspended for more than three days without 
first being given an opportunity to discuss the incident or incidents underlying the suspension with 
either the Town Manager or department head, whoever initiated the suspension. 
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 Any employee who has been disciplined pursuant to this section shall have access to the grievance 
procedure outlined in Sec. 5-4. 
 

Sec. 5-3  Disciplinary Dismissals 

An employee may be dismissed from cause whenever in the judgment of the appointing authority 
the employee's work or misconduct so warrants.  Prior to making a final decision to demote or 
dismiss an employee, the department head or Town Manager (whoever is the appointing authority) 
shall inform the affected employee of the action under consideration, along with the reasons 
therefore, and shall provide the employee an opportunity for an informal meeting to discuss the 
employee’s version of the events and circumstances at issue.  Prior-discussion with the employee 
is not required when in the judgment of the department head or Town Manager the employee’s 
conduct or job performance creates an immediate threat of injury to the employee, any other Town 
employee, or members of the public, provided that the employee shall be treated as suspended with 
pay until such time as an opportunity for an informal meeting is offered. Removal of an employee 
appointed by a department head shall be subject to ratification by the Town Manager and removal 
of an employee appointed by the Town Manager shall be subject to ratification by the Town Council. 

 
An employee who has been dismissed by a department head shall have access to the grievance 
procedure outlined in Sec. 5-4. 

Sec. 5-4  Grievance Procedure 

Regular and effective communication between supervisors and staff members reduces the 
opportunity for misunderstanding and conflict.  The Town expects and encourages supervisors and 
staff to communicate openly, on a regular basis, to create and maintain a positive work environment.  
The employee grievance procedure is designed to accommodate employees a fair and equitable 
process for an unresolved dispute related to conditions of employment. 

 
All employees aggrieved because of some condition of their employment, including disciplinary 
action, are eligible to utilize this process.  Complaints concerning allegations of discrimination or 
harassment should be made pursuant to the procedures set forth in Sec. 3.1. 

 
Procedure 

All time frames and other procedural requirements must be adhered to unless an extension or 
exemption is granted by the Town Manager.  If the grievant fails to respond within the specified 
time frames the grievance may be dismissed.  If the respondent fails to respond within specified 
timeframes, he/she may be subject to disciplinary action and the grievance will go to the next step. 

 
Step 1 

To initiate the grievance, the grievant must  file a written grievance with his/her supervisor or 
department head  within (5) working days of the date he/she knew or should have known of the 
event giving rise to the grievance. 
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Step 2 

The respondent must meet with the grievant to discuss the grievance and provide him/her with a 
written response addressing each issue raised within five working days of receiving the written 
grievance. 

Step 3 
If the grievant is dissatisfied with the supervisor's or department head’s decision, the individual may 
form a written appeal to the Town Manager within three working days of receiving the written 
decision.  The Town Manager will then respond with a written decision within five working days.  
The Town Manager's decision is final and binding. 

 ARTICLE VI   EMPLOYEE COMPENSATION AND ADVANCEMENT  

Sec. 6-1 Overtime and Compensatory Time 

Hourly employees generally will be compensated for overtime work at a rate of one and one-half 
times their established hourly rate for hours worked in the excess of forty (40) hours in one work 
week. The Town may offer employee's compensatory leave on the basis of one and one-half hours 
of compensatory time per overtime hour worked provided that the employee agrees in advance in 
writing to receive the compensatory time off in lieu of overtime pay.  Employees may not accrue 
compensatory leave in excess of 12 hours.  Compensatory time must be used by December 15th or 
be paid out by the last payroll of the calendar year. 
 
In the event an employee works on a holiday, the employee shall be compensated for the time 
worked at the rate of one and one half the normal rate.  In addition, the employee shall receive his 
or her holiday pay. 
 
The Town makes every reasonable effort to distribute overtime equally among employees and their 
respective departments. 

Sec. 6-2  Evaluation of Performance 

Each regular employee shall be evaluated on an annual basis.  The purpose of the evaluation is for 
the supervisor to assess the strengths and weaknesses of the employee.   The Town Manager will 
use the evaluation to aid in consideration of salary increases, promotions, disciplinary action, 
training programs and other related personnel activity. 

Sec. 6-3 Merit Salary Increases 

Based upon work performance, the Town Council, upon recommendation of the Town Manager and 
Department Head, may authorize merit salary increases beyond any so-called cost of living 
adjustments or general pay increases. 

Sec. 6-4  Promotions 

The Town shall provide every employee an opportunity to advance in his/her respective career, 
consistent with the overall needs of the Town. ·All other factors being equal, current employees will 
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receive first consideration for filling a vacancy.  The municipality recognizes however, that the 
community may benefit from recruiting outside the ranks of the Town. 

Sec. 6-5   Training and Education 

Educational training programs for employees not only improve the employee's overall ability to 
function more efficiently, but training also contributes to the municipality's effectiveness.  It shall 
be the responsibility of the Town Manager to provide employees a reasonable opportunity to 
receive education through either internal or external training methods. 
If an employee takes the initiative to enroll in an educational or vocational course that is directly 
related to his/her position, he or she will receive half-tuition-reimbursement up to $1000 per fiscal 
year if the following requirements are met: 1) the employee earns a C average in the course and 2) 
the Department Head pre-approves the course.  Employees must attend classes offered after 
normal working hours. 

Sec. 6-6  Clothing Allowance for Maintenance  

Such attire shall include appropriate OSHA approved footwear, trousers (jeans that present a workman 
like appearance are acceptable), and non-logoed shirts.  
 
The Town will provide up to two hundred fifty dollars ($250) per year for the purchase of the above- 
mentioned attire.  Maintenance and care of the attire will be at the expense of the employees. 
 
The Town will provide purchase orders for the employees to use in participating merchant 
stores for the purchase of the above mention footwear and clothing.  Items purchased through 
the Town’s purchase order system shall not be charged sales tax as provided under State and 
Federal laws.   
 
All clothing purchases are subject to federal, state, FICA and Medicare taxes under the Fringe 
benefit provision of the IRS Circular E guide. 
 
OSHA approved boots are not subject to federal, state, FICA and Medicare taxes under the 
Fringe benefit provision of the IRS Circular E guide 
The purchase of any other work-related clothing not mentioned above which would be 
purchased from the attire allowance, must be approved prior to purchase by the Town Manager 
or designee.  
 OSHA footwear must be on a separate receipt from any clothing purchases.  Signed receipts are 
to be turned in to payroll for processing.   

ARTICLE VII TIME OFF FROM WORK 

Sec. 7-1  Holidays 

The Town of Old Orchard Beach follows the holiday schedule set forth below: 
New Year's Day 
Martin Luther King Day 

President's Day 
 Patriot's Day 
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 Memorial Day 
Juneteenth  
Independence Day 
Labor Day  
Columbus Day  

Veteran's Day 
Thanksgiving & following day 
1/2-day Christmas Day Eve 
Christmas Day 
Two Floating Holidays 

 
If a regular holiday falls on a Sunday, the following Monday is recognized as the holiday; if on a 
Saturday, the preceding Friday is recognized.   Christmas Day Eve will be recognized on the day of 
the week designated by the Town Manager if Christmas falls on a Saturday or a Sunday. 
 
A person on a leave of absence without pay shall not be entitled to holiday pay. 
Holiday pay is to be considered a normal day's wages. 
Temporary and seasonal employees shall not be entitled to paid holidays. 

Sec. 7-2  Vacation 

Each regular full-time or part-time employee shall earn annual vacation time with pay in·· 
accordance with the employee's current term of continuous employment and .in accordance with 
the following schedule: 
 
At beginning of employment     3 weeks 
After completion of five (5) years of employment   4 weeks 
After completion of ten (10) years of employment 5 weeks 
 
Vacation leave accrues on a pro-rata basis each month during the year it is accrued, commencing 
on· the employee's date of employment. Accrued vacation time will be reflected on employees' 
paycheck stubs. No vacation may be utilized during the first six months of employment. 
Exceptions to this schedule may be made pursuant to contract or in the discretion of the Town 
Manager in exceptional circumstances.    
 
Requests for vacation time must be made on the vacation request forms.  Scheduling of vacations 
shall be done by the employee's immediate supervisor and in accordance with operational needs. In 
the event a holiday falls within the vacation period, the holiday will not be counted as a vacation 
day, and the employee will be compensated for the holiday. 
 
Any paid leaves of absence shall not constitute a break in the employment record. 
 
Unused vacation days may accrue from one year to the next with maximum hold over of two weeks.  
No vacation of more than two (2) weeks duration at one time will be allowed unless approved by the 
Town Manager. 
 
Accumulated vacation leave, subject to the maximum allowed, shall be paid to an employee upon 
separation from employment or to the employee's beneficiary upon the employee's death. 
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Sec. 7-3  Sick Leave 

Paid sick leave for each regular full-time employee is earned at the rate of one day for each calendar 
month of service and may accumulate to not more than 120 days (888 hours for a 37 hour per week 
employee and 960 hours for a 40 hour per week employee). 
Regular part-time employees whose annualized standard weekly work hours are greater than or 
equal to twenty (20) shall earn sick leave at the rate of four (4) hours for each calendar month of 
service and may accumulate to not more than 480 hours. Accrued sick leave will be reflected on 
employees' paycheck stubs. 
 
Sick leave may be granted for any of the following reasons: 

1) Personal illness or injury of an incapacitating nature sufficient to justify absence from work; 
2) Personal medical or dental appointments which cannot be scheduled during other than 

working hours; and 
3) To care for a child, spouse or parent who is ill. 

 
Sick leave is to be viewed as a type of "insurance policy" in the above circumstances and may not be 
utilized for any other purpose. 
 
Vacation or compensatory time may also be utilized to care for a child, spouse or parent who is ill. 
 
The Department Head, Director of Human Resources or the Town Manager may, after three days 
as a condition precedent to continuance of sick pay, require a certificate of a qualified physician 
certifying the condition of the employee or of the employee's child, spouse or parent to be such as 
to justify the continued absence from employment. 
 
Probationary employees shall not be entitled to be paid sick leave until they have completed 180 
days of employment.  At the completion of 180 days employment by probationary employees, 
cumulative sick leave days shall be computed from the original date of employment.  After any 
extended sick leave, it may be required by the department head that the absent employee obtain a 
physician's statement, at his or her own cost, that he or she is physically capable of returning to 
normal duty.  It shall be the responsibility of the department head to ensure that this requirement 
is appropriately followed before the employee is allowed to return to his or her regular duties. 
 
At the time of separation by the employee, accumulated sick leave shall be paid to the employee at 
the rate of 50 % of the accumulated time however, in the event of an involuntary termination by the 
Town the employee is not entitled to payment of accrued sick leave. 
 
In the event of an employee's death, the Town will pay all sick leave benefits to the employee's 
beneficiary. 
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Notification must be made by the employee to his or her supervisor if possible, on each day of the 
leave unless other arrangements have been expressly authorized by the Town Manager. 
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Sec. 7-4  Earned Paid Leave (EPL) 
Employees covered under this policy who are not otherwise covered under the Town’s vacation and sick 
leave policies are eligible to accrue Earned Paid Leave (EPL).  A “covered employee” for the purposes of 
this policy includes all active employees.  In addition, this policy applies to probationary regular full-time 
employees for their first six (6) months of employment; upon completion of their probationary period, 
regular full-time employees are subject to either a CBA or the Personnel Policy, as applicable. 

1. EPL Accrual and Carryover 

Employees under this policy are permitted to accrue EPL at a rate of 1 hour for every 40 hours worked up 
to 40 hours in a given year.  EPL does not accrue during unpaid leave of absence or suspension.  
Employees shall roll over any earned by unused hours into the next calendar year, and rollover of 
accruals does not reduce the amount of current year accruals an employee is eligible to earn. 

Example:  An employee has 10 hours EPL accrued and unused at the end of the year.  The employee will 
carry over 10 hours of EPL and is eligible to earn up to 40 hours of EPL in the current year, and stands to 
have a total of 50 hours of EPL in the current year as a result. 

2. Reinstatement of EPL Accruals for Temporary Employees 

For temporary employees covered under this policy, the Town shall maintain a record of the employee’s 
EPL accruals for a period of twelve (12) months following the employee’s separation from employment. 

If the employee is re-employed by the Town within twelve (12) months of their separation, they are 
eligible to reinstate their previously accrued EPL balance, provided that: 

• At least one hundred twenty (120) days have elapsed between the employee’s original date of hire 
and the commencement of employment in the subsequent position; and 

• The employee meets all other applicable eligibility requirements under this policy. 
 

3. Separation from Employment 

Upon separation of employment, unused EPL will be paid out according to consecutive months of 
service, based on the most recent hire date: 

Length of Service Payout Percentage 

Less than 6 months 0% 

6–24 months  25% 

More than 24 months 50% 

4. Use of EPL 

  An employee’s EPL accruals are available for use after the employee completes 120 calendar days of 
employment.  EPL may be taken in minimum increments of 1 hour. 
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Employees must provide at least two (2) weeks’ written notice for planned EPL requests, subject to 
supervisory approval for scheduling.  In cases of illness or emergency, notice should be provided as soon 
as possible.  Requests may be denied if approval would cause undue hardship for the department. 

5. Records 

With the exception of illness or emergency, employees must submit a EPL request form for approval 
before use.  Once approved, employees must record EPL used on their timesheet.  The Town is required 
to track EPL for compliance purposes. Balances will be reflected on employee pay stubs. 

State Required Paid Time Off 

 

Maine has enacted a new Paid Time Off law (26 MRS §637) that will be effective on 
January 1, 2021. 

Under the law, employees are eligible to receive paid time off if you are a non-
seasonal, part time, per-dem, or temporary employee who has been employed for at 
least 120 calendar days and not covered under a Collective Bargaining Agreement 
(CBA).  A probationary full-time employee will be covered by this section for the first 6 
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months of employment, after which they will follow either a CBA or the Personnel 
Policy.  

PTO Accrual 

Accruals start on January 1, 2021 and are not retroactive to hire dates prior to that 
date. 

The amount of paid time off that you can accrue is calculated at 1 hour earned for 
every 40 hours worked.   Paid time off cannot be accrued during a leave of absence or 
suspension.   

Accrual Limit 

The accrual limit is a maximum of 40 hours of accrued time. 

Termination 

In the event that your employment is terminated for any reason, you will be paid  as 
follows for any unused paid time off.   

The payout schedule is based on consecutive months of service. 

Month of 
Employment 

Hours paid 
out 

< 6 months 0 

6-24 months 25% 

> 24 months 50% 

 

Use of PTO 

PTO shall not be used until you have been employed for 120 calendar days. 
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It is your responsibility to manage your paid time off and plan for it in advance. This 
means that you should consider when you will take vacation or take days off for 
personal business. Remember, it is in your best interest to keep some days in reserve 
in case of unexpected events. 

Minimum PTO Increments 

The smallest increment of paid time off that you can take is 1 hour. 

 

Notice 

All employees must provide their respective supervisors with a minimum of 2 weeks’ 
notice in writing of their intention to take time off and must have their request 
approved for scheduling purposes. Emergency circumstances or illness may make 
advanced notice impossible. In the event of illness or emergency, speak to your 
supervisor as soon as possible.  Request may be denied if it creates undue hardship in 
the department. 

Records 

It is your responsibility to complete a timesheet for any paid time off that you use. We 
are required to track all absences for legal and compliance purposes. These reports 
will also be used to record your remaining amount of paid time off on your pay stub. 

Sec. 7-5 Employee Sick Leave Donation Program 

 
.  PURPOSE 
The purpose of this policy is to allow employees to assist fellow employees by donating earned time to 
eligible co-workers in time of financial need due to: (1) a Medical Emergency or (2) a Major Disaster. 
  
II.  DEFINITIONS 
  
“Medical Emergency” means a medical condition of the employee or a family member of the employee 
that will:  
 
1. Require the employee’s prolonged absence from work; and 
2. Result in a substantial loss of income to the employee because the employee will have exhausted all 

paid leave available apart from this earned time donation plan.  
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For the purposes of this policy, “Medical Condition” includes (but is not limited to) medical complications 
arising from pregnancy or childbirth.  
 
“Major Disaster” means a major disaster, as declared by the President of the United States under section 
401 of the Stafford Act, that warrants individual assistance or individual and public assistance from the 
federal government under that Act, and that: 
 
1. Requires the employee’s prolonged absence from work; and 
2. Will result in a substantial loss of income to the employee because the employee will have exhausted 

all paid leave available apart from this earned time donation plan.  
  
III.  SCOPE 
 
This policy applies to all employees of Town of Old Orchard Beach. 
  
IV.  PROCEDURE 
  
1. Donating employee. 

   
a. Any employee wishing to donate earned time to a fellow employee must complete an Earned Time 

Donation Form and return to Human Resources (see Attachment B).  
b. An employee may donate any amount of earned time up to the maximum amount of earned time 

an employee may accrue during the year.  
c. All donations are made anonymously. 
d. Unused donated earned time will default back to the donating employee.     
e. For any Major Disaster, Town of Old Orchard Beach will adopt a reasonable limit, based on the 

severity of the disaster, on the period of time after the Major Disaster occurs during which a 
donating employee may donate earned time.   

 
2. Receiving Employee. 
 
a.   Any employee wishing to receive a donation of earned time must have completed their 

probationary period, have an approved Short-term disability claim or Worker’s Comp claim stating 
the Medical Emergency or document stating  the effects of a declared Major Disaster. 

b.   Such employee must have exhausted all available paid leave apart from donated earned time.    
c.   The employee must use the donated earned time for purposes related to the Medical Emergency 

or Major Disaster. 
d.   For any Major Disaster, Town of Old Orchard Beach will adopt a reasonable limit, based on the 

severity of the disaster, on the period of time after the Major Disaster occurs during which a 
receiving employee must use the donated earned time.   
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e.   A receiving employee may not convert earned time received under this plan into cash in lieu of 
using the earned time.  However, a receiving employee may use such earned time to eliminate a 
negative earned time balance that arose from any earned time advanced to the receiving 
employee because of the effects of the Medical Emergency or Major Disaster.   

f.   Earned time donated on account of one Major Disaster may be used only for employees affected by 
that Major Disaster.   

g.   Town of Old Orchard Beach reserves the right to determine on a case by case basis whether an 
employee is eligible to receive an earned time donation, and how much earned time is approved 
for donation.   

  
3. Communications. 

 
Human Resources will inform the donating employee, the receiving employee, and both employees’ 
supervisors as to whether the request has been approved or denied.  

  
 
 
      4.  Payments. 
 

Earned time donated will be paid at the base rate of the receiving employee.  Donations are paid out 
in the form of a regular paycheck to the receiving employee with all applicable payroll taxes withheld.  
Shift differentials do not apply.   

Sec. 7-6 Bereavement Leave 

The Town shall grant leave. with pay to regular full-time and part-time employees for up to three 
days for the absence caused by the death of a member of the immediate family.  The employee may 
utilize two sick days to cover more time if he/she desires.  "Immediate family" means parents, 
spouse, domestic partner, brother, sister, child, stepchild, stepparents, grandmother, grandfather, 
mother-in-law, and father-in-law.  The Town Manager may allow bereavement leave in other 
appropriate circumstances. 

Sec. 7-7 Maternity and Paternity Leave 
An employee shall be entitled up to twelve (12) consecutive weeks for maternity leave. The leave 
shall be unpaid unless she elects to use accumulated vacation or sick leave.  Upon completion of the 
maternity leave, the employee shall return to her regular position of work.  Paternity leave of up to 
four (4) consecutive weeks will be allowed. The leave shall be unpaid unless the employee elects to 
use accumulated vacation or sick leave. 
 
Employees may be eligible for more extended leave for the birth or adoption of a child pursuant to 
the Federal Family Medical Leave Act or Maine Family Medical Leave law, and should refer to Sec.'s 
7.7 and 7.8. 
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Sec. 7-8  Family Medical Leave of Absence Policy (FMLA) 
Purpose 
 
To define the policy and procedure of the Town with regard to family leave required by the Family 
and Medical Leave Act of 1993 (FMLA). 
 
Policy 
 
Employees who have worked for the Town for at least twelve (12) months and at least 1,250 hours 
during the prior twelve (12) months may take up to twelve (12) weeks of unpaid leave (FMLA leave) 
for the following reasons: 

1) Birth and/or care of a child of the employee; 
2) Placement of a child into the employee's family by adoption or by a foster care arrangement; 
3) Care of the employee's spouse, child or parent who has a serious health condition; or 
4) Inability of the employee to perform the functions of the employee's position due to a serious 

health condition. 
 
Employees who have worked for the Town for 12 months but for less than 1,250 hours during the 
past year and are not eligible for Federal Family Medical Leave may be eligible for a 10-week Family 
Medical Leave under Maine law pursuant to the Maine Family Leave of Absence law as described in 
Sec. 7-8, and should follow the procedures set forth below to apply for a leave. 
 
The twelve (12)-month period during which the twelve weeks of FMLA leave may be taken is 
measured forward from the date an employee's first FMLA leave begins, and the next 12-month 
period would begin the first time FMLA leave is taken after completion of any previous 12-month 
period.  For example, if an employee's first FMLA leave begins on June 1, 2006, the first twelve-
month period would be from June 1, 2006 through May 31, 2007.  Any subsequent twelve (12)-month 
period could commence any time after May 31, 2007. 
 
The right to family leave for the birth and/or placement of a child into an employee's family may 
only be taken within the twelve (12) months after the date of the birth or placement of the child. In 
the case of unpaid leave for the birth or placement of a child, intermittent leave or working a 
reduced number of hours is not permitted, unless both the employee and the Town agree. If both 
parents are employed by the Town the combined leave shall not exceed twelve (12) weeks. 
 
For purposes of this policy, a serious health condition means an illness, injury, impairment or 
physical or mental condition that involves: 

1) any period of incapacity or treatment in connection with or consequent to in­patient care in 
a hospital, hospice or residential medical care facility; 

2) any period of incapacity  requiring absence from work or other regular daily activities for 
more than three (3) calendar days that also involves continuous treatment by or under the 
supervision of a healthcare provider; or 



32 | P a g e  

 

3) continuous treatment by or under the supervision of a healthcare provider for a chronic 
long-term health condition that is incurable or so serious that if not treated would result in 
a period of incapacity of more than three (3) calendar days; or 

4) prenatal care 
 
In the case of unpaid leave for serious health conditions, the leave may be taken intermittently or 
on a reduced hours basis only if such leave is medically necessary.   Where an employee requests 
intermittent leave or leave on a reduced hours basis due to a family member's or the employee's 
own serious health condition, the Town has the option, in its sole discretion, to require the 
employee to transfer to a temporary alternative job for which the employee is qualified and. which 
better accommodates the intermittent leave or reduced hours leave than the employee's regular 
job. The temporary position will have equivalent pay and benefits as the employee's regular job. 
 · 
 
Employees are required to use their available vacation time during the twelve (12) week family leave 
period, and available sick time is required to be used when family leave is taken because  of the 
employee's  serious health condition or to care for a child, spouse  or .parent who has a serious 
health condition.  The remainder of the leave will be unpaid leave.  An employee on a Family Medical 
Leave may be eligible for benefits under the Income Protection Plan set forth in Sec. 8-5.   
 
When the necessity of leave is foreseeable due to the expected birth or placement of a child, the 
employee must provide the Town at least thirty (30) days' notice of the employee's intention to take 
leave.  If the date of birth or placement of a child requires the employee's leave to begin in less than 
thirty (30) days from the date of notice to the Town, he employee must provide such notice as soon 
as practical.  Where the necessity for leave is due to a family members or employee) own serious 
health condition and is foreseeable based on planned medical treatment, the employee must:                                                                                                                

1) give at least thirty (30) days' notice, or as, soon as practical if treatment starts in less than 
thirty (30) days; and 

2) make a reasonable effort to schedule the treatment so as not to unduly disrupt the operation 
of the Town, subject to the approval of the health care provider. · 

Where the need for leave is unforeseeable, the employee must give notice as soon as practical. Any 
leave request based on a family member's or employees own serious health condition must be 
supported by certification from a healthcare provider.  The employee must provide a copy of the 
certification to the Director of Human Resources in a timely manner.  (Fifteen calendar days will be 
allowed to provide the certification.)   Certification from the healthcare provider must contain: 

1) the date the serious health condition began; 
2) the possible duration of the condition; 
3) the appropriate medical facts regarding the condition; 
4) if the leave is based on the care of a spouse, child or parent, a statement that the employee 

is needed to provide the care and an estimate of the amount of time that need will continue; 
5) if the leave is based on the employee’s own serious health condition, a statement that the 

employee is unable to perform the functions of his/her job; and 
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6) in the case of intermittent leave or leave on a reduced hours basis for planned medical 
treatment, the date the treatment is expected to be given and the duration of the treatment. 
 · · 

 
During family leaves of absence, the Town will continue to pay its portion of the health insurance 
premiums and the employee must continue to pay his/her share of the premium. Failure of the 
employee to pay his/her share of the health insurance premium may result in loss of coverage.  If 
the employee does not return to work after the expiration of the leave, the employee will be 
required to reimburse the Town for payment of health insurance premiums during the family leave, 
unless the employee does not return because of the presence of a serious health condition which 
prevents the employee from performing his/her job or circumstances beyond the control of the 
employee. 
 
During unpaid leave, the employee shall not accrue employment benefits, such as vacation pay, sick 
pay, pension, etc.  Employment benefits accrued by the employee up to the day on which the family 
leave of absence begins will not be lost. 
 
The Town may require an employee on FMLA leave to report periodically on his/her status and the 
intention of the employee to return to work, and also periodic recertification of the medical 
condition.  An employee taking leave due to the employee's serious health condition is required to 
obtain certification that the employee is able to resume work prior to the return from any FMLA 
leave. 
 
Employees who return to work from family leave of absence within or on the business day following 
the expiration of the twelve (12) weeks are entitled to return to their job or an equivalent position 
without loss of benefits or pay, unless (a) their employment with the Town would have terminated 
if no leave had been taken; (b) they have given notice of their intent to terminate their employment;  
or (c) they cannot, with or without reasonable accommodations, safely perform the essential 
functions of the job to which they may be restored.  Certain key employees may not enjoy these 
reinstatement rights. 
 
Procedure 
 
Applications for family leave of absence must be submitted to the Director of Human Resources in 
writing and signed by the employee's immediate supervisor. Applications should be submitted at 
least thirty (30) days before the leave is to commence or as soon as possible if thirty (30) days’ notice 
is not possible. Appropriate forms must be submitted to the Director of Human Resources to initiate 
a family leave and to return the employee to active status. All necessary forms are available from 
the Director of Human Resources. 
 
Each employee taking leave which meets the requirements for FMLA leave will be provided the 
"Response to Your Request for Leave" form. 
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.  . . 

Sec. 7-9 Maine Family Medical Leave (MFML) 

1) Maine Family Medical Leave-Unpaid: 

In accordance with the Maine Family Medical Leave Law, The Town provides family leaves of 
absence without pay to eligible employees who wish to take time off from work duties to fulfill 
certain family obligations. Employees who have been employed by the Town for at least one year 
are entitled to take up to 10 consecutive weeks of unpaid leave during any 2-year period for: 

1) their own serious health condition; 
2) the birth of their child; 
3) adoption of a child 16 years of age or younger); or 
4) to care for the employee's child, spouse, or parent who has a serious health condition. 

A serious health condition means an illness, injury, impairment, or physical or mental condition that 
involves inpatient care in a hospital, hospice, or residential medical care facility, or continuing 
treatment by health care provider. 
 
Employees must make a request for family leave in writing to the Director of Human Resources at 
least 30 days in advance of the intended medical leave, unless prevented by medical emergency.  
Certification from a physician, other health care provider, or accredited practitioner of the healing 
methods of a recognized church or religious denomination, must accompany the request for leave, 
to verify the need for the leave and the amount of leave time requested. 
 
If an employee is granted family leave, he/she may elect to use any accrued vacation time, and if 
the leave is taken because of the employee's serious health condition or the serious health condition 
of the employee's spouse, child or parent, the employee may utilize any accrued sick leave before 
taking unpaid leave: Employees will be allowed to continue fringe benefits, such as health insurance, 
on the same basis as before their leave. Employees may also be eligible for benefits under the 
Income Protection Plan set forth in Sec. 8-5. Vacation and sick leave do not accrue during unpaid 
leave. 
 
During leave, employees are expected to keep their supervisor informed of their status and 
intentions, and to submit additional medical certification if necessary. So that return to work can 
be properly scheduled and planned for, employees should provide their supervisor with at least two 
weeks advance notice of their intended return to work date. Upon expiration of leave, employee 
will be reinstated to the same position or an equivalent position unless: 

1) they have given notice of their intent to terminate their employment; 
2) they fail to return to work on the agreed-upon return date; 
3) they are unable, with or without reasonable accommodation, to safely perform the essential 

functions of their job; or 
4) their position no longer exists for reasons unrelated to their taking of family leave. Additional 

information regarding family leave, as well as all necessary forms for requesting and 
certifying family leave, are available from the Director of Human Resources. 
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2) Maine Paid Family Medical Leave (PFML) 
Purpose 

This policy outlines the Maine Paid Family Medical Leave (PFML) benefits available to eligible 
employees in accordance with the Maine Paid Family Medical Leave Law. 

Eligibility 

All employees are eligible for family leave upon employment. However, to qualify for job 
protection, employees must have worked for the Town for 120 consecutive days. 

 
 
 
Leave Benefits  

Eligible employees can take up to 12 weeks of paid leave for the following reasons: 
1) Medical Leave: 

a. To address the employee's own serious health condition. 
2) Family Leave: 

a. To care for a new child (birth, adoption, fostering). 
b. To care for a family member with serious health condition. 

3) Safe Leave: 
a. To obtain healthcare, counseling, legal services, protection from abuse, or secure housing 

related to being a victim of violence, assault, sexual assault, stalking, or abuse. 
4) Military Deployment: 

a. For emergencies related to military deployment 
Contribution and Benefits Timeline 

1) The State will determine the mandatory combined payroll contribution rate, to be shared 
equally between the Town and the employee, effective January 1, 2025. 

2) Benefits will commence on May 1, 2026, or as determined by the State. 

Application Process 

1) Employees must submit a leave request through the Maine Department of Labor's Paid Family 
Medical Leave Portal; 

2) Timing: No more than 60 days before the leave starts and no more than 90 days after the 
leave begins, unless there is good cause, as determined by the State. 

Payments and Benefits 

1) Payments will be made directly to the employee, with the following benefit structure based 
on the State Average Weekly Wage (SAWW), set each July 1st: 

2) 90% of the employee's average weekly wage for earnings up to 50% of SAWW. 



36 | P a g e  

 

3) 66% for earnings over 50% of SAWW. 

4) Benefits are capped at the SAWW. 

5) Employees may elect to use accrued leave to supplement State payments.  

6) Employees are responsible for insurance premiums not covered during leave  

7) Employees will continue to accrue vacation and sick time if eligible. 

 

 

Notification Requirements 

1) Employees must give reasonable written notice to their Department Head or Director of 
Human Resources before taking leave. 

2) Employees are expected to keep the Director of Human Resources informed about their 
status and intentions during their leave and provide at least two weeks' notice of their 
intended return to work date. 

Job Protection and Reinstatement 

Upon returning from leave, employees will be reinstated to the same position or an equivalent 
position unless: 

1) The employee has not been employed for 120 consecutive days. 

2) The employee has indicated an intent to terminate employment. 

3) The employee fails to return on the agreed-upon return date. 

4) The employee is unable to perform essential job functions, even with reasonable 
accommodation. 

5) The employee's position no longer exists for reasons unrelated to their taking of family leave. 

Additional Information 

For more details about the Maine Paid Family Medical Leave policy, employees should contact the 
Director of Human Resources. 

Sec. 7-10 Military Leave of Absence 

In accordance with state and federal law, all employees will be granted time off from work for annual 
training obligations or active service in the United States uniformed services. Employees engaged 
in active military service will be placed on military leave of absence status. You should advise your 
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supervisor of the dates of your military service as far in advance as possible, unless military 
necessity prevents such notice. You should confer with your supervisor concerning your rights and 
the requirements of reemployment. 

Sec. 7-11 Jury Duties 

Employees have a legal and civic responsibility to serve on a jury or to appear as a witness, if 
summoned or subpoenaed, and will be excused from work for as long as they are needed for such 
duty.  Employee must show the jury duty summons or subpoena to their supervisor as soon as 
possible, so that arrangements can be made to accommodate their absence, and they are expected 
to keep in touch with their supervisor on a daily basis to advise of their required absence. 
 
Employees are also expected to report to work on days that they are not required to be in court, or 
partial days when excused early by the court. If they are excused from jury duty because of not 
being chosen for a trial, they are required to report for work on that day, provided it is early enough 
to make such action practical. If they are excused from jury duty because of a holiday that is not 
observed by the Town, they are expected to report for work on that day. 
 
Regular full-time and part-time employees will be paid the difference between the gross fees, 
excluding travel expense; they receive from the court and their regular straight time earnings for 
that week. Any compensation received from the court for jury duty will be deducted from the 
amount paid by the Town. Employees must report such compensation.  Jury duty will not be 
considered time worked for purposes of computing overtime. 

Sec. 7-12 Leave for Victims of Domestic Violence 

In accordance with Maine Law, the Town will grant you a reasonable and necessary amount of time 
off from work without pay if you are a victim of domestic violence, domestic assault, sexual assault 
or stalking, and you need the time to: 

1) Prepare for or attend court proceedings, 
2) Receive medical treatment, or 
3) Obtain necessary services to remedy a crisis caused by domestic violence, sexual assault or 

stalking. 
 
You must request the leave as soon as circumstances make it clear that time off is necessary. 
Approval of leave will be dependent upon (a) whether your absence will create an undue hardship 
for the Town, (b) whether you requested leave within a reasonable time, and (c) whether the 
requested leave is impractical, unreasonable or unnecessary given the facts made available to the 
Town at the time of your request.  
 
If your leave is approved, you will be required to first use any accrued paid vacation or sick time 
before taking unpaid leave. Vacation and sick days do not accrue during your leave and holidays are 
not paid while you are on: leave.  You will not be discriminated against, for taking or asking for leave. 
· 
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Sec. 7-13 Unpaid Leaves of Absence · 
An employee of good standing may be granted a leave of absence without pay and insurance·· 
benefits, unless paid by the employee, in the discretion of the Town Manager recommendation of 
the department head, with such leave not to exceed one year in length, where the leave will not 
unreasonably burden the Town or employee's coworkers. The granting of the leave shall protect 
the employee's existing continuous service for the leave period but shall not count as service time 
for Maine State Retirement, nor shall vacation or sick leave accrue during the absence, nor the 
employee receive pay for the municipal holidays.     . 

Sec. 7-14 Employee Statuses When All Paid Leave Is Utilized 

When all leave including sick and vacation leave, has been utilized by an employee, and the employee 
is still unable to return to work, salary payments to the employee shall cease immediately. The Town 
will no longer pay any amount toward insurances. The employee will then have the opportunity to 
continue the benefits by paying the full premiums themselves. 
 

ARTICLE VIII EMPLOYEE BENEFITS, PROGRAMS AND SERVICES 

Sec. 8-1 Overview 

Regular full- and part-time employees who work at least 30 hours a week are eligible to participate 
in the Town's  benefits programs, currently including health and dental insurance, life insurance,  
an income protection plan, and a choice between two retirement plans.  All employees may be 
eligible to receive Workers’ Compensation insurance or unemployment compensation insurance. 
 
The following is an overview of the Town's current benefit plans.  These descriptions are only 
summaries of the benefits currently provided.  For complete details regarding the terms, conditions, 
restrictions, eligibility requirements and coverage, employees should refer to the summary plan 
descriptions, which are provided to eligible regular employees, or contact the Director of Human 
Resources, who will provide Employees with a summary sheet pertaining to the current level of 
benefits.  The Town reserves the right to change or eliminate any benefit plan at any time and for 
any reason, without advance notice by the Town.  In the event of any discrepancy between the 
summaries contained in these policies and the specific insurance documents or summary plan 
descriptions, the insurance documents and summary plan descriptions will govern. 

Sec. 8-2 Health Insurance 

The Town currently provides a group health insurance plan through Maine Municipal Employees 
Health Trust to help reduce the costs of medical treatment for employees and their dependents.  
The cost of the premiums is shared between the Town and the employee, and the Town offers a 
plan to allow employees pay their share of the insurance premiums with pre-tax dollars. 
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At the time employees become eligible, they will be provided with information on the health 
insurance plan, and will be given an opportunity to choose the plan that best meets their needs. 
Eligibility for health insurance begins the first of the month following the date of the employment. 
 
Upon termination of employment, employees may elect continuation of health insurance coverage, 
under COBRA, for themselves and eligible dependents for a limited time and at their own expense.  
Alternatively, employees may wish to convert health insurance coverage to an individual policy, 
according to provisions in the law and the Town's medical insurance contract. Upon notice of 
termination, employees should contact the Director of Human Resources for the necessary 
information. 
 

Sec. 8-3 Dental Insurance 

The Town currently makes group dental insurance available to eligible and interested employees 
through Maine Municipal Employees Health Trust.  To be eligible to participate in this plan, 
employees must work at least 30 hours per week.  Eligibility for coverage begins the first of the 
month following the date of employment.   The cost of premiums for the dental plan is shared 
between the Town and the employee, and the employee's contribution may be made on a pre-tax 
basis through payroll deduction.   

Sec. 8-4 Group Life Insurance 

The Town currently provides life insurance through Maine Municipal Employees Health Trust in 
the amount equal to one year's salary at no cost to employees. Employees may purchase additional 
coverage at their own expense through payroll deduction. When an employee reaches age 70, the 
amount will equal half of one year’s salary, in accordance with the Maine Municipal Employees 
Health Trust guidelines. 

Sec. 8-5 Income Protection Plan 

The Town currently makes short term disability insurance (Income Protection) available to eligible 
and interested employees through Maine Municipal Employees Health Trust.  To be eligible to 
participate in this plan, employees must work at least 37 hours per week.  Eligibility for this plan 
begins the first of the month following the date of employment.  The cost of premiums for the base 
level of income protection is currently paid by the Town, and coverage may be increased at the cost 
of the employee.  See Attachment C 

Sec. 8-6 Retirement Plans 

The Town offers full-time employees two retirement plan options: Maine State Public Employees 
Retirement System (MainePERS) and a Section 457 Deferred Compensation Plan account 
administered by the International City Management Association Retirement Corporation (ICMA-
RC).  The Town will make contributions to only one of these plans on behalf of all eligible full-time 
employees.  Following are general statements about each plan. 
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ICMA-RC: The Town will contribute a minimum of five percent (5%) of the employee’s wages to a 
Section 457 Deferred Compensation Plan administered through ICMA-RC.  Employees may add to 
that amount or not as they choose, up to the legally allowed maximum. Employees who are members 
of MainePERS may also contribute to an ICMA-RC plan without any Town contribution. 

 
MainePERS: The Town and the participating employee will each contribute the percentage of the 
employee’s wages established annually by MainePERS, except that an employee who is a service 
retirement plan beneficiary member of MainePERS under Chapter 801: Participating Local District 
Consolidated Retirement Plan shall, at the discretion of the Town, be responsible for making any 
contributions to MainePERS required under Chapter 801, Section 14.  
Active employees may retire from MainePERS and continue their employment with the Town under 
the following conditions:  
 

1) The employee must be eligible (age and/or years of service) to retire with full MainePERS 
retirement benefits; (no early retirement). 

2) The Town does not contribute to MainePERS or any other retirement plan on behalf of the 
employee. 

3) The Town will be responsible for any required MainePERS contributions and those 
contributions will be made weekly through payroll deduction. 

4) The employee shall enter into a one-year employment agreement with the Town that may 
be renewed annually at the Town’s sole discretion. There shall be no expectation of 
continued or future Town employment for the employee.  

5) Consideration will be given to the employee’s prior years of service for the purpose of 
determining the accrual rate for sick and vacation leave. The employment agreement shall 
specify the rates of accrual 

Sec. 8-7 Social Security 

If employees have worked the required length of time and retire, die or become disabled, Social 
Security provides monthly cash benefits to replace part of their working earnings; through 
Medicare, funded by Social Security payments, employees may also be eligible for medical insurance 
after the age of 65.  The Social Security program is supported equally by the employee and the Town. 
Every dollar the employee contributes under the required deduction is matched · by the Town and 
the combined total is forwarded to the employee's Social Security account, administered by the 
federal government. The amount of your retirement benefit will depend on the employee's pre-
retirement earnings and the age at which the employee retires. 
 

Sec. 8-8 Workers’ Compensation Insurance 

The Town of Old Orchard Beach shall provide Workers' Compensation insurance coverage for all of its 
regular employees as governed and applied in accordance with the applicable State of Maine Workers' 
Compensation Law. 
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All job-related injuries and/or illnesses shall be immediately reported to the employee's supervisor who, 
with the employee's assistance, shall submit the first report of injury form. Supervisors are responsible 
for reporting an injury within twenty-four (24) hours of its occurrence, or their knowledge of the 
occurrence, regardless of the timing of the employee's first written report. 

Employees who are eligible to receive Workers' Compensation benefits will receive the percentage of pay 
covered by Workers' Compensation for the duration of the Workers Compensation coverage period. 
Employees will be given the option to use their accumulated sick time to offset the amount paid under 
Workers Compensation for the duration of Workers' Compensation benefit eligibility period, including 
during the seven 

day waiting period. The weekly amount paid to an employee through the combination of sick time pay 
and Workers' Compensation benefits during the period of eligibility shall not exceed the employee's 
regular weekly base pay prior to the injury. 

Until such time as the employee is capable of returning to his/her position, the Town may assign 
the employee to other duties or to another position within the Town on a temporary or regular 
basis consistent with the abilities of the employee based on restrictions set by the physician.  If the 
employee refused to carry out the light duty assignment, the employee may be subject to discipline  
 

Sec. 8-9 Unemployment Compensation Insurance 

In the event an employee is terminated from employment through no fault of his/her own, the 
employee may be eligible for payments for specified periods under state unemployment law. The 
Town pays taxes to support this state program and there is no deduction from pay. 

ARTICLE IX   MISCELLANEOUS 

Sec. 9-1 Personnel Records 

The Town maintains personnel records for each employee. An employee may review his or her file(s) 
and make copies from such files in the presence of the staff member responsible for the files during 
normal office hours.  In order for the employee to perform such a review, he/she must make an 
appointment, to occur at the convenience of the Town, via written request. See Attachment D. 
 
The Director of Human Resources shall be responsible for maintaining current records regarding 
compensatory time, vacation time, sick leave and holidays. Department Heads shall be responsible 
for providing this information on the weekly payroll slips directly to the Treasurer. 
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EMPLOYEE RECEIPT AND ACKNOWLEDGEMENT OF PERSONNEL POLICIES AND PROCEDURES 

 
Adopted December 3, 2024 
 
As part of your orientation, the Town of Old Orchard Beach Municipal Employees Personnel Policies 
and Procedures manual will provide important information. Please read it thoroughly.  The policies 
have been developed as guidelines and do not constitute conditions of employment.  Revisions to 
the policies may occur from time to time, as the Town deems necessary.  When any of the policies 
are updated, they supersede the policies in this manual and you will be provided with copies of the 
updates.  The Old Orchard Beach Municipal Employee Personnel Policies and Procedures do not 
constitute an employment contract. 
 
 
I acknowledge that I have received a copy of the Town of Old Orchard Beach 
·Municipal Employees Personnel Policies and Procedures manual and understand that it is my 
responsibility to become familiar with its contents. 
 
 
 
 
 
(Signature)        (Date) 
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Attachment A- Smoke Free Workplace Policy- Updated April 28, 2016 
Issue date: January 28, 2014 

Updated: April 28, 2016 

To: All Town Employees, Clients, Contractors & Visitors 

Fr: Larry S. Mead, Town Manager 

Smoke-Free Workplace Policy 

1. Purpose 
A. The Town of Old Orchard Beach is dedicated to providing a healthful, comfortable and 

productive work environment for all of our employees, customers, and visitors.  This policy 
covers the smoking of any tobacco product and the use of smokeless or “spit” tobacco and 
applies to all employees, customers, and visitors. 

B. The Environmental Protection Agency (EPA) classifies secondhand smoke as a Class A 
carcinogen.  This is a substance, like asbestos, known to cause cancer in humans. 

2. Regulation 
A. Because required by law (22 M.R.S.A. § 1580-A) and because of the acknowledged health hazards 

arising from exposure to secondhand smoke, it will be our policy to provide a smoke-free 
workplace, effective February 1, 2014. 

1) There will be no smoking of tobacco products or the use of smokeless or “spit” tobacco 
within town-owned or leased buildings, including:  offices, hallways, restrooms, 
lunchrooms, elevators, meeting rooms, community areas and garage. 

2) There will be no smoking in any town-owned or leased vehicle or equipment. 
3) There will be no smoking on town-owned property, except in designated areas. 

3. Designated Employee Smoking Areas are by law required to be a minimum of 20 feet from entrances 
and exits of public buildings under Maine smoking laws, and must be away from ventilation and 
doorways, windows, etc.  A sign will mark the designated areas: 
A. Town Hall 

1) In the rear parking lot by the storage shed (street side) 
B. Fire Department 

1) Rear parking area by the fence between the Fire and Police Departments 
C. Police Department 

1) By the fence area at the rear of the Fire Department parking area 
D. Recreation/Ballpark Complex 

1) A marked area near the garage with a table  
2) Smoking is prohibited in the infield area 

E. Public Works 
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1) To the left of the building (by employee parking area), approximately 40 feet from the side 
of the building.  

F. Waste Water 
1) To the right of the Administrative building, a picnic table will be located in the designated 

area. 
 

**Employees notified on: April 28, 2016___ 

Attachment B Earned time Donation form 
 

EARNED TIME DONATION FORM 
                     
  
Name of Employee Donating:  _____________________________________________ 
  
  
Amount Wishing to Donate:  ________________ earned time Hours  
  
  
Signature of Donating Employee:  ________________________________________ 
  
  
Date:  _______________________________________  
************************************************************************* 
For Human Resources Use Only 
  
Date Received in HR:  _____________________________________ 
  
Signature of Receiving Employee's Dept Director:  _______________________ 
  
Donator's Accrued ET Hours after donation:  ___________________   
  
Donator's Base Rate:  _______________________________ 
  
Receiver's Base Rate:  ______________________________ 
  
Approval by:  __________________________________ 
  
Payroll date processed:  ____________________________  
 
 



45 | P a g e  

 

 
 
 
 
 
 
 
 

Attachment C- Income Protection Plan Procedure 
The Town has made it available to all full-time employees the opportunity to participate in an Income Protection 
plan. This plan is administered through the Maine Municipal Association. Each employee has the opportunity to 
choose to protect either 55%, or 70% of their base salary.  
Employees are eligible for the weekly disability income insurance as outlined above when the inability to work is not 
work related.  
An employee receiving the weekly disability benefit will receive a combination of the disability benefit and accrued 
sick time or other accrued time (vacation, personal, or comp), once sick hours have been exhausted to bring them 
up to 100% of their base pay.    
Please keep in mind that the first seven (7) days are not covered by this plan. 
 
UNUM will send a check directly to the employee for the elected percent (55% or 70%), & the Town will process the 
remaining percent of pay (30% or 45%) in payroll & mail the employee their payroll checks. 
The chart below shows the number of hours that will be paid by UNUM and the Town. 
 
The breakdown will be as follows: 

weekly hours hours 
covered 
with IPP 

55% 
(UNUM 
check) 

hours paid 
with accrued 
time with IPP 
55% (45% of 

pay) 

  hours 
covered 
with IPP 

70% 
(UNUM 
check) 

hours paid 
with accrued 
time with IPP 
70% (30% of 

pay) 

37 20.35 16.65   25.9 11.1 

40 22 18   28 12 

42 23.1 18.9   29.4 12.6 
   

  
  

 
In January, the employee will receive a W2 from UNUM as well as a W2 from the Town; both will need to be used 
when filing taxes. 
 
Employees must notify the Human Resource Office and complete all required forms prior to the start of disability 
leave if possible.  An employee must have sick and/or vacation time and be receiving a paycheck from the Town in 
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order to continue all voluntary deductions and benefits (health, dental, vision, etc.) withheld during payroll 
processing, as currently available to employees.  If an employee does not have sick, vacation, or other accrued time 
to use during the leave, the employee will be responsible to contact Human Resources to set up a repayment plan 
for all missed benefits.  If an employee terminates employment before completing the repayment, the employee is 
responsible to pay the remaining amount to the Town in full. 
 
Please contact the Human Resource Office for specifics. 

Attachment D- Personnel File Inspection/Copy Form 

 

PERSONNEL FILE: INSPECTION/COPY REQUEST FORM 
 
Employee/Former Employee Name: 
__________________________________________________________________  
 
____I am requesting to: _____ Inspect my personnel file  _____Obtain a copy of my personnel file  
 
_____I am designating, in writing, the following representative, 
______________________________________, to:  
 _______Inspect my personnel file  _____Obtain a copy of my personnel file  
 
I understand the following:  
• If I am inspecting my personnel file, I may not add, remove or revise any documents.  
• Names of non-supervisory employees and other privileged and/or private, third party information will 
be removed from the records prior to my inspection and/or receiving a copy.  
•  I may be required to reimburse the Town for the actual cost of reproduction of my personnel file. (one 
free copy allowed per year by Maine Statute) 
• If I am a former employee, I understand that I am limited to one request per year and I may be required 
to reimburse the Town for any postal expenses related to my request.  
• I understand the Town may verify any representative designated by me.  
 
_______________________________________________________________  
Signature        Date  
 
To be completed by Human Resources:  
 
Date request received: ___________________________________  
 
Date of review of file with  
employee/representative: ____________________________________  
 
Date on which a copy of the  
personnel file was provided  



47 | P a g e  

 

to the employee/representative: ______________________________________   
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  
 
I, __________________________________, acknowledge that I have reviewed/received my personnel 
file on ______________________. 
 
______________________________________________________ 
Employee/Former Employee Signature 
_________________________________________________________________________  
HR Representative       Date 



 
 

AGENDA ITEM #8876 
 

Discussion with Action: Set Public Hearing date of October 21, 2025, to repeal 
and replace the General Assistance Ordinance. 
 

Chair: Shawn O’Neill 
 
 
 

  



  
 

 

Maine Department of Health and Human Services 
Office for Family Independence 

11 State House Station 
109 Capitol Street 

Augusta, Maine 04333-0011 
Tel.: (207) 624-4168; Toll-Free: (800) 442-6003 

TTY: Dial 711 (Maine Relay); Fax: (207) 287-3455 
  
 

Janet T. Mills 
Governor 
 
Sara Gagné-Holmes 
Commissioner 
 

 
  
To:  Welfare Officials and Contracted Agents 

From:  Sara Denson, Program Manager, General Assistance 

Date:  September 5, 2025 

Subject: New GA Maximums for October 1, 2025 

  

Enclosed please find the following items:   

• MMA's updated General Assistance Ordinance (9/2024) 
• MMA’s new (October 1, 2025–September 30, 2026) “General Assistance Ordinance 

Appendices” (A – H). 
• Recovery Residence Housing Maximums (October 1, 2025-September 30, 2026) 
• “GA Ordinance Adoption Form” which was developed so that municipalities may 

easily send DHHS proof of the adoption of any updated or changed GA Ordinance. Once 
the selectpersons or council adopts the new ordinance, the enclosed form should be 
signed and submitted to DHHS. (see “Filing of GA Ordinance and/or Appendices” below 
for further information). 

• “GA Maximums Adoption Form” which was developed so that municipalities may 
easily send DHHS proof of GA maximums adoption.  Once the selectpersons or council 
adopts the new maximums, the enclosed form should be signed and submitted to DHHS. 
(see “Filing of GA Ordinance and/or Appendices” below for further information). 

 
Updates 

Please note that updates have been made to Appendix A (overall maximums), Appendix B (food 
maximums), and Appendix C (housing maximums) of the General Assistance Ordinance.  There 
is also a new Recovery Residence Housing Maximums guide.  You can find information about the 
MMA Model Ordinance on the Maine Welfare Director’s Association (MWDA) website at 
www.mainewelfaredirectors.org.  

 
Appendix A – C  

The enclosed Appendices A – C have been revised for your municipality’s General Assistance 
Ordinance.  These new Appendices, once adopted, should replace the existing Appendices A – C.  
Even if you are not updating your GA Ordinance, the municipal officers must approve/adopt 
the new Appendices yearly.   

 

http://www.mainewelfaredirectors.org/


 

 

The Adoption Process 

The municipal officers (i.e., selectpersons/council) adopt the local General Assistance 
Ordinance and yearly Appendices, even in town meeting communities.  The law requires that 
the municipal officers conduct a notice and hearing prior to the adoption of the Ordinance and/or 
Appendices.  Seven days posted notice is recommended, unless local law (or practice) provides 
otherwise. 

At the hearing, the municipal officers should: 
 
1) Allow all interested members of the public an opportunity to comment on the proposed 

ordinance;  

2) End public discussion, close the hearing; and  

3) Move and vote to adopt the ordinance and/or appendices either in its posted form or as amended 
in light of public discussion. 

 
Municipalities May Establish Their Own Maximums 

Municipalities may establish their own maximum levels of assistance provided that the proposed 
levels of assistance are reasonable and meet adequate standards sufficient to maintain the health 
and safety of applicants in the municipality. The municipality must submit to the Department 
documentation to justify these levels of assistance and verify that the figures developed are 
appropriate to maintain health and decency. 
 
A municipality’s maximum assistance level for food may not be below the Department provided 
figures which are issued by the USDA and published annually following a study of cost of food 
for various family sizes.  A market basket survey may be used to establish food maximums if the 
maximums provided by the USDA are insufficient to maintain health in the municipality. 
(C.M.R. 10-144, Chapter 323, Section V). 

 

Filing of GA Ordinance and/or Appendices 

Please remember that General Assistance law requires each municipality to send DHHS a copy of 
its ordinance once adopted, should that ordinance differ from the MMA Model. Any changes or 
amendments, such as new Appendices, must also be submitted to DHHS.  DHHS will accept the 
enclosed “adoption sheet” as proof that your Municipal Officers have adopted the current MMA 
Model GA maximums and/or ordinance. If you are not making changes to your adopted ordinance, 
you are only required to submit verification that the new Appendices have been adopted. 
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7/2025 

 

1  

2025-2026 GA Overall Maximums  
 

Metropolitan Areas 
 Persons in Household 

COUNTY 1 2 3 4 5* 

Bangor HMFA: 
Bangor, Brewer, Eddington, Glenburn, Hampden, 

Hermon, Holden, Kenduskeag, Milford, Old Town, 

Orono, Orrington, Penobscot Indian Island 

Reservation, Veazie 

 

1,137 

 

1,225 

 

1,566 

 

 

2,008 

 

2,401 

      
Cumberland County HMFA: Baldwin, 

Bridgton, Brunswick, Harpswell, Harrison, Naples, 

New Gloucester, Pownal, Sebago 

 

1,317 

 

1,463 

 

1,920 

 

2,410 

 

2,934 

      

Lewiston/Auburn MSA: 
Auburn, Durham, Greene, Leeds, Lewiston, Lisbon, 

Livermore, Livermore Falls, Mechanic Falls, Minot, 

Poland, Sabattus, Turner, Wales 

 

988 

 

1,093 

 

1,395 

 

1,829 

 

2,030 

      

Penobscot County HMFA: 
Alton, Argyle UT, Bradford, Bradley, Burlington, 

Carmel, Carroll plantation, Charleston, Chester, 

Clifton, Corinna, Corinth, Dexter, Dixmont, Drew 

plantation, East Central Penobscot UT, East 

Millinocket, Edinburg, Enfield, Etna, Exeter, 

Garland, Greenbush, Howland, Hudson, Kingman 

UT, Lagrange, Lakeville, Lee, Levant, Lincoln, 

Lowell town, Mattawamkeag, Maxfield, Medway, 

Millinocket, Mount Chase, Newburgh Newport, 

North Penobscot UT, Passadumkeag, Patten, 

Plymouth, Prentiss UT, Seboeis plantation, 

Springfield, Stacyville, Stetson, Twombly UT, 

Webster plantation, Whitney UT, Winn, Woodville 

 

923 

 

968 

 

 

1,271 

 

1,601 

 

1,895 

      
Portland HMFA: 
Cape Elizabeth, Casco, Chebeague Island, 

Cumberland, Falmouth, Freeport, Frye Island, 

Gorham, Gray, Long Island,  North Yarmouth, 

Portland, Raymond, Scarborough, South Portland, 

Standish, Westbrook, Windham, Yarmouth; Buxton, 

Hollis, Limington, Old Orchard Beach 

 

1,517 

 

1,721 

 

2,212 

 

2,798 

 

3,429 

      

Sagadahoc HMFA: 
Arrowsic, Bath, Bowdoin, Bowdoinham, 

Georgetown, Perkins UT, Phippsburg, Richmond, 

Topsham, West Bath, Woolwich 

 

1,141 

 

1,285 

 

1,579 

 

2,212 

 

2,651 
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COUNTY 1 2 3 4 5* 

York County HMFA:  
Acton, Alfred, Arundel, Biddeford, Cornish, Dayton, 

Kennebunk, Kennebunkport, Lebanon, Limerick, 

Lyman, Newfield, North Berwick, Ogunquit, 

Parsonsfield, Saco, Sanford, Shapleigh, Waterboro, 

Wells 

 

1,278 

 

1,443 

 

1,778 

 

2,347 

 

2,586 

      
York/Kittery/S.Berwick HMFA: 
Berwick, Eliot, Kittery, South Berwick, York 

 

1,487 

 

 

1,681 

 

2,168 

 

2,807 

 

3,641 

*Note:  Add $75 for each additional person. 

 

Non-Metropolitan Areas 
 Persons in Household 
 

COUNTY 1 2 3 4 5* 

 

Aroostook County 

 

803 

  

871 

 

1,085 

 

1,486 

 

1,569 

 

Franklin County 

 

842 

 

936 

 

1,228 

 

1,621 

 

1,816 

 

Hancock County 

 

1,139 

 

1,140 

 

1,349 

 

1,787 

 

1,791 

 

Kennebec County 

 

985 

 

991 

 

1,276 

 

1,599 

 

1,913 

 

Knox County 

 

972 

 

987 

 

1,200 

 

1,597 

 

1,780 

 

Lincoln County 

 

1,190 

 

1,213 

 

1,375 

 

1,807 

 

2,217 

 

Oxford County 

 

937 

 

942 

 

1,223 

 

1,623 

 

2,024 

 

Piscataquis County 

 

848 

 

943 

 

1,236 

 

1,489 

 

1,738 

 

Somerset County  

 

932 

 

1,002 

 

1,177 

 

1,532 

 

1,661 

 

Waldo County 

 

1,117 

 

1,123 

 

1,347 

 

1,734 

 

2,284 

 

Washington County 

 

871 

 

875 

 

 1,136 

 

1,582 

 

1,695 
 

* Please Note:  Add $75 for each additional person. 
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2025-2026 Food Maximums 
 

Please Note:  The maximum amounts allowed for food are established in accordance with the 

U.S.D.A. Thrifty Food Plan. As of October 1, 2025, those amounts are: 

 

 

Number in  

Household 

Weekly  

Maximum 

Monthly  

Maximum  

1       69.30       298.00  

2     126.98       546.00  

3     182.56       785.00  

4     231.16       994.00  

5     275.12    1,183.00  

6     330.47    1,421.00  

7     365.35    1,571.00  

8     416.05    1,789.00  

 

 

Note:  For each additional person add $218 per month. 

 

 

https://fns-prod.azureedge.us/sites/default/files/resource-files/snap-cola-fy25.pdf
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 C-1 Prepared by MMA – 7/2025

   

2025-2026 GA Housing Maximums  
(Heated & Unheated Rents) 

 

NOTE: NOT ALL MUNICIPALITIES SHOULD ADOPT THESE SUGGESTED 

HOUSING MAXIMUMS!  ONLY consider adopting the following numbers if these figures 

are consistent with local rent values.  If not, a market survey should be conducted, and the 

figures altered accordingly. The results of any such survey must be presented to DHHS prior to 

adoption. Or, no housing maximums should be adopted and eligibility should be analyzed in 

terms of the Overall Maximum—Appendix A. (See Instruction Memo for further guidance.) 

 

Non-Metropolitan FMR Areas 

Aroostook County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 149 640 181 779 

1 155 667 196 844 

2 192 826 245 1,054 

3 273 1,174 338 1,451 

4 278 1,196 356 1,529 

     

Franklin County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 158 679 190 818 

1 170 732 211 909 

2 225 969 278 1,197 

3 304 1,309 369 1,586 

4 336 1,443 413 1,776 

     

Hancock County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 231 995 260 1,118 

1 231 995 260 1,118 

2 260 1,118 307 1,322 

3 351 1,509 408 1,756 

4 351 1,509 408 1,756 

     

Kennebec County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 196 841 224 964 

1 196 841 225 968 

2 243 1,045 291 1,249 

3 307 1,321 365 1,568 

4 367 1,578 437 1,877 
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Non-Metropolitan FMR Areas 

Knox County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 192 828 221 951 

1 192 828 224 964 

2 225 969 273 1,173 

3 307 1,319 364 1,566 

4 336 1,445 406 1,744 

     

Lincoln County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 243 1,046 272 1,169 

1 243 1,046 277 1,190 

2 266 1,144 314 1,348 

3 356 1,529 413 1,776 

4 438 1,882 507 2,181 

     

Oxford County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 184 793 213 916 

1 184 793 214 919 

2 231 992 278 1,196 

3 313 1,345 370 1,592 

4 393 1,689 462 1,988 

     

Piscataquis County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 159 685 192 824 

1 172 739 213 916 

2 227 977 280 1,205 

3 274 1,177 338 1,454 

4 317 1,365 395 1,698 

     

Somerset County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 183 788 212 911 

1 191 820 228 979 

2 220 946 267 1,150 

3 292 1,254 349 1,501 

4 308 1,326 378 1,625 
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Non-Metropolitan FMR Areas 

Waldo County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 226 973 255 1,096 

1 226 973 256 1,100 

2 260 1,116 307 1,320 

3 339 1,456 396 1,703 

4 453 1,949 523 2,248 

     

Washington County Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 169 727 198 850 

1 169 727 198 852 

2 210 905 258 1,109 

3 303 1,305 361 1,551 

4 316 1,360 386 1,659 

Metropolitan FMR Areas 

Bangor HMFA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 231 993 260 1,116 

1 243 1,043 280 1,202 

2 310 1,335 358 1,539 

3 402 1,730 460 1,977 

4 481 2,066 550 2,365 

     

Cumberland Cty. 

HMFA 
Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 273 1,173 301 1,296 

1 298 1,281 335 1,440 

2 393 1,689 440 1,893 

3 496 2,132 553 2,379 

4 604 2,599 674 2,898 

     

Lewiston/Auburn MSA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 196 844 225 967 

1 212 911 249 1,070 

2 271 1,164 318 1,368 

3 361 1,551 418 1,798 

4 394 1,695 464 1,994 
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Metropolitan FMR Areas 

Penobscot Cty. HMFA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 181 779 210 902 

1 183 786 220 945 

2 242 1,040 289 1,244 

3 308 1,323 365 1,570 

4 363 1,560 432 1,859 

     

Portland HMFA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 319 1,373 348 1,496 

1 358 1,539 395 1,698 

2 461 1,981 508 2,185 

3 586 2,520 644 2,767 

4 720 3,094 789 3,393 

     

Sagadahoc Cty. HMFA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 232 997 261 1,120 

1 256 1,103 293 1,262 

2 313 1,348 361 1,552 

3 450 1,934 507 2,181 

4 539 2,316 608 2,615 

     

York Cty. HMFA Unheated Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 264 1,134 292 1,257 

1 293 1,261 330 1,420 

2 360 1,547 407 1,751 

3 481 2,069 539 2,316 

4 524 2,251 593 2,550 

     

York/Kittery/S. Berwick 

HMFA 
 

Unheated 

 

Heated 

Bedrooms Weekly Monthly Weekly Monthly 

0 312 1,343 341 1,466 

1 349 1,499 386 1,658 

2 450 1,937 498 2,141 

3 588 2,529 646 2,776 

4 769 3,306 838 3,605 
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2025-2026 GA MAXIMUMS SUMMARY SHEET 

 

Note:  The overall maximums found in Appendices A, B, C, D, E, and F are effective from 

October 1, 2025 to September 30, 2026. 

 

APPENDIX A - OVERALL MAXIMUMS  

 

County  Persons in Household 

  1 2 3 4 5 6 

        

        

NOTE:  For each additional person add $75 per month. 
 

(The applicable figures from Appendix A, once adopted, should be inserted here.) 

 

 

APPENDIX B - FOOD MAXIMUMS  
 

Number in Household Weekly Maximum Monthly Maximum 
1 $ 69.30  $ 298.00 

2  126.98   546.00 

3  182.56   785.00 

4  231.16    994.00 

5  275.12  1,183.00 

6  330.47  1,421.00 

7  365.35                      1,517.00  

8  416.05 

 

 1,789.00 

NOTE:  For each additional person add $218 per month. 

 

 

APPENDIX C - HOUSING MAXIMUMS 

 

 
Unheated  Heated 

Number of 

Bedrooms 

 
Weekly  Monthly  Weekly 

 
Monthly 

0         

1         

2  

3         

4         

(The applicable figures from Appendix C, once adopted, should be inserted here.) 
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APPENDIX D - UTILITIES  
 

ELECTRIC 
 

NOTE:  For an electrically heated dwelling also see “Heating Fuel” maximums below.  But remember, an 

applicant is not automatically entitled to the “maximums” established⎯applicants must demonstrate 

need. 
 

1)  Electricity Maximums for Households Without Electric Hot Water: The maximum amounts 

allowed for utilities, for lights, cooking and other electric uses excluding electric hot water and heat: 

Number in Household Weekly Monthly 

1 $19.95 $ 85.50 

2 $22.52 $ 96.50 

3 $24.97 $107.00 

4 $27.53 $118.00 

5 $29.88 $128.50 

6 $32.55 $139.50 

NOTE:  For each additional person add $10.50 per month. 
 

2)  Electricity Maximums for Households With Electrically Heated Hot Water:  The maximum 

amounts allowed for utilities, hot water, for lights, cooking and other electric uses excluding heat: 

Number in Household Weekly Monthly 

1 $29.63 $127.00 

2 $34.07 $146.00 

3 $39.67 $170.00 

4 $46.32 $198.50 

5 $55.65 $238.50 

6 $58.68 $251.50 

NOTE:  For each additional person add $14.50 per month. 
 

NOTE: For electrically heated households, the maximum amount allowed for electrical utilities per 

month shall be the sum of the appropriate maximum amount under this subsection and the appropriate 

maximum for heating fuel as provided below. 

 

APPENDIX E - HEATING FUEL  
 

Month Gallons Month Gallons 

September 50 January 225 

October 100 February 225 

November 200 March 125 

December 200 April 125 

  May 50 
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NOTE:  When the dwelling unit is heated electrically, the maximum amount allowed for heating 

purposes will be calculated by multiplying the number of gallons of fuel allowed for that month 

by the current price per gallon.  When fuels such as wood, coal and/or natural gas are used for 

heating purposes, they will be budgeted at actual rates, if they are reasonable.  No eligible 

applicant shall be considered to need more than 7 tons of coal per year, 8 cords of wood per year, 

126,000 cubic feet of natural gas per year, or 1000 gallons of propane. 

 

APPENDIX F - PERSONAL CARE & HOUSEHOLD SUPPLIES 
 

 

Number in Household Weekly Amount Monthly Amount 

1-2 $10.50 $45.00 

3-4 $11.60 $50.00 

5-6 $12.80 $55.00 

7-8 $14.00 $60.00 

NOTE:  For each additional person add $1.25 per week or $5.00 per month. 

 

SUPPLEMENT FOR HOUSEHOLDS WITH CHILDREN UNDER 5 

 
When an applicant can verify expenditures for the following items, a special supplement will be budgeted 

as necessary for households with children under 5 years of age for items such as cloth or disposable 

diapers, laundry powder, oil, shampoo, and ointment up to the following amounts: 

 

Number of Children Weekly Amount Monthly Amount 

1 $12.80 $55.00 

2 $17.40 $75.00 

3 $23.30 $100.00 

4 $27.90 $120.00 
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2025-2026 Mileage Rate  
 

This municipality adopts the State of Maine travel expense reimbursement rate as set by the Office of the 

State Comptroller.  The current rate for approved employment and necessary medical travel etc. is 54 cents 

(54¢) per mile.  

 

Please refer to the Office of the State Controller for changes to this rate at 626-8420 or visit 

https://www.maine.gov/osc/travel/mileage-other-info. 

 

 

https://www.maine.gov/osc/travel/mileage-other-info


The following Recovery Residence maximums are in effect from 10/1/2025- 9/30/2026

Non-Metropolitan FMR Areas
Area Weekly Monthly Weekly Monthly
Aroostook County $147.00 $633.00 $102.90 $443.10
Franklin County $158.25 $681.75 $110.78 $477.23
Hancock County $195.00 $838.50 $136.50 $586.95
Kennebec County $168.75 $726.00 $118.13 $508.20
Knox County $168.00 $723.00 $117.60 $506.10
Lincoln County $207.75 $892.50 $145.43 $624.75
Oxford County $160.50 $689.25 $112.35 $482.48
Piscataquis County $159.75 $687.00 $111.83 $480.90
Somerset County $171.00 $734.25 $119.70 $513.98
Waldo County $192.00 $825.00 $134.40 $577.50
Washington County $148.50 $639.00 $103.95 $447.30

Metropolitan FMR Areas
Area Weekly Monthly Weekly Monthly
Bangor HMFA $210.00 $901.50 $147.00 $631.05
Cumberland Cty. HMFA $251.25 $1,080.00 $175.88 $756.00
Lewiston/Auburn MSA $186.75 $802.50 $130.73 $561.75
Penobscot Cty. HMFA $165.00 $708.75 $115.50 $496.13
Portland HMFA $296.25 $1,273.50 $207.38 $891.45
Sagadahoc Cty. HMFA $219.75 $946.50 $153.83 $662.55
York Cty. HMFA $247.50 $1,065.00 $173.25 $745.50
York/Kittery/S. Berwick HMFA $289.50 $1,243.50 $202.65 $870.45

These rates were calculated according to CMR 10-144, Ch. 323, Section V which requires:
A. Recovery Residences are 75% of 1 BR heated rate.
B. Recovery Residences with 26 or more BR are 70% of the <26 RR rate(A).

Revised 08/22/2025

2025-2026 GA Housing Maximums
Recovery Residences

25 Beds or less 26+ Beds

25 Beds or less 26+ Beds
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Funeral Maximums  

 

Burial Maximums 

 

The maximum amount of general assistance granted for the purpose of burial is $1,620.   

The municipality’s obligation to provide funds for burial purposes is limited to a 

reasonable calculation of the funeral director’s direct costs, not to exceed the maximum 

amounts of assistance described in this section.  Allowable burial expenses are limited to:  

• removal of the body from a local residence or institution 

• a secured death certificate or obituary 

• embalming  

• a minimum casket 

• a reasonable cost for necessary transportation 

• other reasonable and necessary specified direct costs, as itemized by 

the funeral director and approved by the municipal administrator. 

 

Additional costs may be allowed by the GA administrator, where there is an actual cost, 

for: 

 

• the wholesale cost of a cement liner if the cemetery by-laws require 

one; 

• the opening and closing of the grave site; and 

• a lot in the least expensive section of the cemetery.  If the municipality 

is able to provide a cemetery lot in a municipally owned cemetery or 

in a cemetery under municipal control, the cost of the cemetery lot in 

any other cemetery will not be paid by the municipality. 

 

 

 
Cremation Maximums 

The maximum amount of assistance granted for a cremation shall be $1,125.   

The municipality’s obligation to provide funds for cremation purposes is limited to a 

reasonable calculation of the funeral director’s direct costs, not to exceed the maximum 

amounts of assistance described in this section.  Allowable cremation expenses are 

limited to:  

• removal and transportation of the body from a local residence or 

institution 

• professional fees 

• crematorium fees 

• a secured death certificate or obituary 
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• other reasonable and necessary specified direct costs, as itemized by 

the funeral director and approved by the municipal administrator. 

Additional costs may be allowed by the GA administrator where there is an actual cost, 

for: 

• a cremation lot in the least expensive section of the cemetery 

• a reasonable cost for a burial urn not to exceed $55 

• transportation costs borne by the funeral director at a reasonable rate 

per mile for transporting the remains to and from the cremation 

facility. 

 



 
 

AGENDA ITEM #8877 
 
 

Discussion with Action: Shall the Town Council cancel the regularly 
scheduled November 4th Town Council meeting for Election Day. 
 
 

Chair: Shawn O’Neill 
  



 
 

AGENDA ITEM #8878 
 

Discussion with Action: Authorize the Town Manager to enter into a 
Memorandum of Understanding with the City of Biddeford to ensure 
continuity of General Assistance services for residents of Old Orchard Beach 
during periods when the Old Orchard Beach General Assistance Administrator 
is on scheduled vacation or leave. 
 

Chair: Shawn O’Neill 
 
  



MEMORANDUM OF UNDERSTANDING 
Between the Town of Old Orchard Beach and the City of Biddeford 
Regarding General Assistance Vacation/Leave Coverage for the Town of Old Orchard 
Beach  

This Memorandum of Understanding (“MOU”) is entered into by and between the Town of Old 
Orchard Beach (“OOB”) and the City of Biddeford (“Biddeford”), collectively referred to as the 
“Parties,” for the purpose of outlining the terms under which Biddeford General Assistance (GA) 
staff will provide vacation coverage for the OOB GA Administrator. 

1. Purpose 

The purpose of this MOU is to ensure continuity of General Assistance services for residents of 
Old Orchard Beach during periods when the OOB GA Administrator is on scheduled vacation or 
leave. 

2. Request for Coverage 

a. Requests for coverage will be made by the OOB GA Administrator to the Biddeford GA 
Supervisor at least two (2) weeks in advance of scheduled vacation time. 
b. Approval of coverage will be at the discretion of the Biddeford GA Supervisor and contingent 
upon staff capacity and resource availability. Notification of approval will be given by the 
Biddeford GA Supervisor to the OOB GA administrator within one week of the request. 

3. Responsibilities of the Town of Old Orchard Beach 

The OOB GA Administrator shall: 

a. Notify clients, community partners, and resource providers of planned vacation leave and 
inform them of the plan to access services at Biddeford GA. 
b. Provide Biddeford GA with a summary of anticipated needs and relevant case information 
prior to the start of vacation leave. 

4. Responsibilities of the City of Biddeford 

The Biddeford GA Administrator shall: 

a. Respond to and process all General Assistance applications for OOB residents during the 
approved coverage period, pursuant to Maine statute.  
b. Submit all eligible OOB applications to the Old Orchard Beach Finance department for 
processing. OOB will then seek reimbursement from the State of Maine in accordance with 
statute, as normally done. 
c. Maintain a record of all OOB GA interactions and provide such records to the OOB GA 
Administrator upon their return. 

5. Financial Terms 



a. Biddeford shall bill OOB for staff time dedicated to OOB GA matters, in 15-minute 
increments, at a rate of $29.00 per hour plus benefits ($43.03 per hour total). 

6. Term and Termination 

This MOU shall take effect upon execution and remain in effect until June 31st, 2026. Either 
Party may terminate this agreement at any time, with written notice. 

7. General Provisions 

a. This MOU does not create or imply any employment relationship between OOB and 
Biddeford staff. 
b. This MOU represents the entire understanding between the Parties regarding the subject 
matter herein and supersedes any prior discussions or agreements. 

8. Signatures 

IN WITNESS WHEREOF, the Parties hereto have executed this Memorandum of Understanding 
on the dates indicated below: 

For the Town of Old Orchard Beach: 
Name: __________________________ 
Title: __________________________ 
Date: __________________________ 

For the City of Biddeford: 
Name: __________________________ 
Title: __________________________ 
Date: __________________________ 

 



 
 

AGENDA ITEM #8879 
 

Discussion with Action: Renew the liquor license for The Beachwood, (307-1-
4), 29 West Grand Avenue, hotel (food optional) m-s-v on-premise.  
 
 

Chair: Shawn O’Neill 
 

  



 
 

AGENDA ITEM #8880 
 

Discussion with Action: Renew the liquor license for 27 West Grand, LLC, The 
Shack, (307-1-3), 27 West Grand Avenue, m-s-v in a restaurant.  
 
 

Chair: Shawn O’Neill 
  



 
 

AGENDA ITEM #8881 
 

Discussion with Action: Renew the liquor license for Alouette Atlantic 
Resorts, LLC, Alouette Beach Resort, (303-1-11), 91 East Grand Avenue, m-v at a 
hotel. 
 
 

Chair: Shawn O’Neill 
 

  



 
 

AGENDA ITEM #8882 
 

Discussion with Action: To approve the Resolution to support the decision by 
Northern New England Passenger Rail Association (NNEPRA) to relocate the 
Downeaster’s Portland station along the main line and Mountain Division 
branch line adjacent to St. John’s St. in Portland (a/k/a “Site 3”), which is the 
preferred site by the railroad owner and operator CSX, Amtrak, MaineDOT, 
and the Portland Chamber of Commerce. Site 3 is within walking distance to 
more than 9,000 jobs in Portland, and will support potential expansion of 
passenger rail service in the region and to the north. 
 
 

Chair: Shawn O’Neill 
 

 
ADJOURNMENT 
 

Chair: Shawn O’Neill 



 

 

   

 

TOWN OF OLD ORCHARD BEACH 
Old Orchard Beach, Maine 

 

 

RESOLUTION 
 

 

WHEREAS the Amtrak Downeaster passenger train service operating between Brunswick, Maine and 
Boston, Massachusetts is an important public transportation link for the region as well as residents 
visitors, and businesses within the Town of Old Orchard Beach; 

 

WHEREAS there is an important opportunity to reduce the travel time between Boston and 
Brunswick by relocating the Downeaster station in Portland from its current location along the 
Mountain Division branch line to a new location along the main line to eliminate the need for time­ 
consuming reverse movements by the train to access the station. Eliminating this movement will 
save fifteen minutes of travel time in each direction for each train; 

 

WHEREAS the Northern New England Passenger Rail Authority (NNEPRA) is completing a double 
track extension and station project in Wells that, in conjunction with a relocated Portland Station, 
will enable the operation of a new morning train for commuters traveling into the greater Portland 
Region for work; 

 

WHEREAS NNEPRA, the operator of the Downeaster conducted a thorough Site Alternatives 
Analysis of potential locations for the Portland Station along the main line, including a robust public 
process and input from the Maine Department of Transportation and other stakeholders, 
culminating in a decision by NNEPRA that the most advantageous site for the station is the junction  

 

 Town Of Old Orchard Beach 
1 Portland Ave, Old Orchard Beach, ME 04064 

207.937.5626 
www.oobmaine.com 

 



 

 

 

 

between the main line and the Mountain Division branch line adjacent to St. John's St. in Portland 
(a/k/a "Site 3"). In reaching this conclusion, NNEPRA determined that "Site l" was not functional, and 
that "Site 2" presented significant operational challenges and was located on land that was not 
available for acquisition; 

 

WHEREAS Site 3 is also preferred by the railroad owner and operator CSX, Amtrak, MaineDOT, the 
Portland Regional Chamber of Commerce, and the strong majority of public commenters; is within 
walking distance to more than 9,000 jobs; will enable a pedestrian link between St. Johns Street and 
the Fore River Parkway; and will support potential expansion of passenger rail service in the region 
and to the north; 

 

NOW THEREFORE, BE IT RESOLVED: The Town of Old Orchard Beach supports the decision by 
NNEPRA to relocate the Downeaster's Portland station along the main line at Site 3. 

  

 Given under our hands this 7th Day of October, 2025. 

 

TOWN COUNCIL OF THE TOWN OF OLD ORCHARD BEACH: 

 

 

 

Shawn O’Neill  Chairman 

 

 

Kenneth Blow  Vice Chairman 

 

 

Connor Rague Councilor 

 

 

V. Louise Reid  Councilor 

 

 

Michael Tousignant Councilor  

 


	ADP808F.tmp
	TOWN OF OLD ORCHARD BEACH MUNICIPAL EMPLOYEES
	PERSONNEL POLICIES AND PROCEDURES
	Sec. 1-1 Purpose
	Sec. 1-2 Definitions
	Sec.1-3 Application
	ARTICLE II  BEGINNING EMPLOYMENT
	Sec. 2-1 Equal Employment Opportunity
	Sec. 2-2 Recruitment
	Sec. 2-3 Anti-Nepotism
	Sec. 2-4 Physical Exams
	Sec. 2-5 Immigration Law Compliance
	Sec. 2-6 Probationary Status of Employment

	ARTICLE III NON-DISCRIMINATION
	Sec. 3-1 Non-Discrimination and Anti-Harassment Policy
	Sec. 3-2 Reasonable  Accommodations for Employees
	Sec. 3-3 Lactation Break

	ARTICLE IV CONDITIONS OF EMPLOYMENT
	Sec. 4-1   Employment Classification
	Sec. 4-2  Work Schedules - Standard Work Hours
	Sec. 4-3 Attendance and Lateness
	Sec. 4-4 Outside Employment
	Sec. 4-5 Confidentiality Policy
	Sec. 4-6 Policy on Workplace Threats and Violence
	Sec. 4-7  Drug and Alcohol-Free Workplace
	Sec. 4-8  Political Activity
	Sec. 4-9 Electronic Communications Systems Policy
	Sec. 4-10 Workplace Smoking Policies
	Sec. 4-11 Reporting of Injuries and Workers' Compensation Procedures
	Sec. 4-12 Receipts of Gifts
	Sec. 4-13 Use of Town Property
	Sec. 4-14 Strikes and Slowdowns Prohibited
	Sec. 4-15 Resignations
	Sec. 4-16 Lay Offs and Rehires
	Sec. 4-17 Dress Code & Personal Hygiene

	ARTICLE V. EMPLOYEE CONDUCT AND DISCIPLINE
	Sec. 5-1  Employee Conduct
	Sec. 5-2  Progressive Discipline
	Sec. 5-3  Disciplinary Dismissals
	Sec. 5-4  Grievance Procedure

	ARTICLE VI   EMPLOYEE COMPENSATION AND ADVANCEMENT
	Sec. 6-1 Overtime and Compensatory Time
	Sec. 6-2  Evaluation of Performance
	Sec. 6-3 Merit Salary Increases
	Sec. 6-4  Promotions
	Sec. 6-5   Training and Education
	Sec. 6-6  Clothing Allowance for Maintenance

	ARTICLE VII TIME OFF FROM WORK
	Sec. 7-1  Holidays
	Sec. 7-2  Vacation
	Sec. 7-3  Sick Leave
	Sec. 7-4  Earned Paid Leave (EPL)

	With the exception of illness or emergency, employees must submit a EPL request form for approval before use.  Once approved, employees must record EPL used on their timesheet.  The Town is required to track EPL for compliance purposes. Balances will ...
	State Required Paid Time Off
	Maine has enacted a new Paid Time Off law (26 MRS §637) that will be effective on January 1, 2021.
	Under the law, employees are eligible to receive paid time off if you are a non-seasonal, part time, per-dem, or temporary employee who has been employed for at least 120 calendar days and not covered under a Collective Bargaining Agreement (CBA).  A ...
	PTO Accrual
	Accruals start on January 1, 2021 and are not retroactive to hire dates prior to that date.
	The amount of paid time off that you can accrue is calculated at 1 hour earned for every 40 hours worked.   Paid time off cannot be accrued during a leave of absence or suspension.
	Accrual Limit
	The accrual limit is a maximum of 40 hours of accrued time.
	Termination
	In the event that your employment is terminated for any reason, you will be paid  as follows for any unused paid time off.
	The payout schedule is based on consecutive months of service.
	Use of PTO
	PTO shall not be used until you have been employed for 120 calendar days.
	It is your responsibility to manage your paid time off and plan for it in advance. This means that you should consider when you will take vacation or take days off for personal business. Remember, it is in your best interest to keep some days in reser...
	Minimum PTO Increments
	The smallest increment of paid time off that you can take is 1 hour.
	Notice
	All employees must provide their respective supervisors with a minimum of 2 weeks’ notice in writing of their intention to take time off and must have their request approved for scheduling purposes. Emergency circumstances or illness may make advanced...
	Records
	It is your responsibility to complete a timesheet for any paid time off that you use. We are required to track all absences for legal and compliance purposes. These reports will also be used to record your remaining amount of paid time off on your pay...
	Sec. 7-5 Employee Sick Leave Donation Program
	Sec. 7-6 Bereavement Leave
	Sec. 7-7 Maternity and Paternity Leave
	Sec. 7-8  Family Medical Leave of Absence Policy (FMLA)
	Sec. 7-9 Maine Family Medical Leave (MFML)
	1) Maine Family Medical Leave-Unpaid:
	2) Maine Paid Family Medical Leave (PFML)

	Sec. 7-10 Military Leave of Absence
	Sec. 7-11 Jury Duties
	Sec. 7-12 Leave for Victims of Domestic Violence
	Sec. 7-14 Employee Statuses When All Paid Leave Is Utilized

	ARTICLE VIII EMPLOYEE BENEFITS, PROGRAMS AND SERVICES
	Sec. 8-1 Overview
	Sec. 8-2 Health Insurance
	Sec. 8-3 Dental Insurance
	Sec. 8-4 Group Life Insurance
	Sec. 8-5 Income Protection Plan
	Sec. 8-6 Retirement Plans
	Sec. 8-7 Social Security
	Sec. 8-8 Workers’ Compensation Insurance
	Sec. 8-9 Unemployment Compensation Insurance

	ARTICLE IX   MISCELLANEOUS
	Sec. 9-1 Personnel Records
	EMPLOYEE RECEIPT AND ACKNOWLEDGEMENT OF PERSONNEL POLICIES AND PROCEDURES

	Attachment A- Smoke Free Workplace Policy- Updated April 28, 2016
	Attachment B Earned time Donation form
	Attachment C- Income Protection Plan Procedure
	Attachment D- Personnel File Inspection/Copy Form



	2025 DHHS Maximums Memo.pdf
	Updates
	Appendix A – C

	ADP1D59.tmp
	1. Purpose
	2. Request for Coverage
	3. Responsibilities of the Town of Old Orchard Beach
	The OOB GA Administrator shall:
	4. Responsibilities of the City of Biddeford
	The Biddeford GA Administrator shall:
	5. Financial Terms
	6. Term and Termination
	7. General Provisions
	8. Signatures


