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 MONTAGUE SELECTBOARD Meeting 
1 Avenue A, 2nd Floor Meeting Room, Turners Falls, MA and VIA ZOOM 

Monday, December 5, 2022 
 

AGENDA 
 

Join Zoom Meeting   https://us02web.zoom.us/j/87202777652 
Meeting ID:  872 0277 7652       Dial into meeting:    +1 646 558 8656 

This meeting/hearing of the Selectboard will be held in-person at the location provided on this notice. 
Members of the public are welcome to attend this in-person meeting. Please note that while an option for 
remote attendance and/or participation is being provided as a courtesy to the public, the meeting/hearing 
will not be suspended or terminated if technological problems interrupt the virtual broadcast, unless 
otherwise required by law. Members of the public with particular interest in any specific item on this 
agenda should make plans for in-person vs. virtual attendance accordingly. 

 
Topics may start earlier than specified, unless there is a hearing scheduled 

 
Meeting Being Taped            Votes May Be Taken  
 
1. 6:30 PM  Selectboard Chair opens the meeting, including announcing that the meeting is being  

recorded and roll call taken  
 

2.  6:30  Approve minutes of November 1, 7, 14, 21 and 28 2022 (if available) 
 

3.  6:31 Public Comment Period:  Individuals will be limited to two (2) minutes each and the  
Selectboard will strictly adhere to time allotted for public comment   

 
4.  6:33 Tom Bergeron, DPW Superintendent 

• DPW Reserve Fund Transfer Request for Town Hall Boilers, $40,000 
• Sandy Lane Paving Status 

 
5. 6:40 Personnel Board 

• Appoint Maureen Pollock, Planner & Conservation Agent, NAGE Grade G, Step 8,  
35 hrs, effective January 3, 2023 

• Discuss Town Administrators contract and evaluation process 
 
6.  6:50 Rustic Romance, 26 East Main St. Millers Falls 

• 1 Day Beer & Wine License, Sip N’ Shop, February 10, 2023 
 
7.  6:55 Mark Wisnewiski, Rendezvous 

• Request to stay open until 2:00 AM on New Year’s Eve 
 
8.  7:00 Suzanne LoManto, Assistant Town Planner 

• Use of Public Property:  Spinner Park, It’s a Wonderful Night in Turners Falls, 
12/9/22, 6:15 PM to 7:15 PM 

 
9. 7:05 Community Development Block Grant (CDBG) Program Informational Meeting to 

discuss and solicit public input to the FY2022, 2023 Massachusetts CDBG application 
 
 

https://us02web.zoom.us/j/87202777652
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10.  7:35 Brian McHugh, Director, FCRHRA 

• Authorize Payment #4 to Berkshire Design Group for Design Services on FY20 
MONT CDBG Hillcrest Neighborhood Playground Design Project, $774.90  

• Authorize Payment #4 to Berkshire Design Group for Construction Administration 
on FY21 MONT CDBG Avenue A Streetscape Phase III Continuation Project, 
$836.00 

 
11.  7:45 Rachel Stoler, FRCOG 

• Presentation on Mass in Motion funding for Montague age-friendly  work 
• Execute MOU with FRCOG for Mass in Motion Age Friendly Planning 

 
12.  8:00 Wendy Bogusz, Executive Assistant 

• Holiday Meeting Schedule 
 

13. 8:05  Walter Ramsey, Assistant Town Administrator 
• Execute grant timeline extension from 3/1/2023 to 3/1/2024 for the Montague City 

Road Flooding Relief Project.  Mass Emergency Management Agency (MEMA) 
grant #PDMC 19-03 

• Topics not anticipated in the 48-hour posting 
 
14. 8:15 Preparation for FY23 Tax Classification Hearing on December 7, 2022 
 
15. 8:25 Town Administrator’s Business  

• Consider Intermunicipal agreement with Greenfield for Health Agent support 
• Hear interest in establishing hearing officer for building and fire code violations 

(stipend) 
• Topics not anticipated in the 48-hour posting 

 
 

OTHER: 
 

Next Meeting:   
Selectboard, Wednesday, December 7, 2022 at 6:00 PM via ZOOM      

Selectboard, Monday, December 12, 2022 at 6:30 PM via ZOOM 
 





Performance Appraisal Review 

APPENDIX 

TOWN OF MONTAGUE 

PERFORMANCE APPRAISAL SYSTEM 

GUIDELINES

I. INTRODUCTION

A. WHAT IS PERFORMANCE APPRAISAL?

Performance appraisal is a process of assessing a person’s work performance against a set
of pre-determined criteria and discussing that appraisal directly with the person at
periodic intervals during the year.  It is important that the appraisal focus on the
individual’s actual performance on the job, what the person does or does not do and
how well it is done, not on personal characteristics or traits.

B. WHY PERFORMANCE APPRAISAL?

Numerous reasons exist for implementing a performance appraisal system.  However, the
Town of Montague has decided to focus on the following three primary purposes:

1. To ensure that both the employee and supervisor have a clear understanding of
what it expected in terms of job performance, what standards or objectives are to
be pursued and how they relate to the employee’s particular job.

2. To encourage a dialogue between the two parties about the employee’s overall
performance pattern.  The purpose of the dialogue is to allow for the direct
recognition of achievements and strengths, as well as, the identification of areas
needing improvement.



Performance Appraisal Review  
 
 

3. To serve as a mechanism for discussing the employee’s career growth potential 
and for planning professional development activities that advance his or her 
career goals.  Appraisals may also be factored into other personnel decisions. 

 
The performance appraisal process provides a system for the comprehensive and on-
going communication of expectations and instruction, not simply the completion of a 
form. 
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C. WHO EVALUATES WHOM? 
 
Employees are appraised by their immediate supervisor.  In those instances where an 
employee also answers to a Board of Directors, the Board will also be given an 
opportunity to have input into the evaluation.  Generally, the immediate supervisor is the 
person responsible for most of the following: 
 
• Assigning work to the employee and changing work assignments as needed. 

 
• Reviewing the employee’s work. 

 
• Approving weekly time use for the employee. 

 
• Handling employee complaints. 

 
• Recommending discipline, if necessary. 

 
In most cases, the immediate supervisor is a department or mid-level manager 
 

D. HOW OFTEN SHOULD AN APPRAISAL TAKE PLACE? 
 

Performance appraisal works best when it is an on-going process and when the supervisor 
frequently meets both formally and informally, with the employee to discuss progress 
from both perspectives.  Regular informal communication is strongly recommended. 
 
This system requires three formal sessions: 
 
1. A meeting at the beginning of the appraisal year to review the evaluation 

criteria and to establish what is expected in terms performance. 
 

2. A mid-year review to assess and measure progress for the first six months 
against the criteria established on the form. 

 
3. An annual review to apprise the employee’s overall performance for the full 

appraisal year and to discuss plans for any future professional development 
needs. 

 
E. THE APPRAISAL CYCLE 
 

The appraisal year would begin on July 1 and end on the following June 30th.  The Mid-
Year Review would take place on or before December 1st, and the annual review on or 
before June 1st. 
 

F. HOW TO ENSURE FAIRNESS 
 

As with any appraisal system, the potential exists for misuse or inconsistent application 
across departments.  Among the problems that can develop are: 



• Consistently harsh or lenient appraisals. 
 

• The reluctance to rate either high or low, but to give all “accomplished” or “Met 
Expectations”. 

 
• The “Halo effect”, if a person is seen as a “good employee” s/he is evaluated as 

“Exceeded Expectations” on every key performance factor whether it is justified or 
not. 

 
• Allowing personal likes or dislikes to influence appraisals and overlooking the actual 

performance. 
 

Because of these natural tendencies, the following checks and balances are built into the 
system. 
 
1. Training and Orientation 

All managers and employees will receive training to provide them with: 
 
• A complete understanding of the performance appraisal process including its 

purpose, the evaluation criteria, the rating mechanism, and the procedures for 
implementing the system. 

 
• Practice in applying the critical skills of evaluation, communication and 

coaching. 
 

2. Oversight Role of the Administrator’s Office and Board of Selectmen 
 

The Town Administrator will monitor the appraisal process to ensure that the 
appraisals are done in a timely manner and that appraisers adhere to the system’s 
guidelines.  A major component of the oversight process will be a review of the 
supervisor’s ability to evaluate subordinates.  This is included as a criteria in 
department head evaluations, including that of the Town Administrator, who is 
evaluated by the Board of Selectmen. 
 

3. Second-Level Review 
 

Following the establishment of the performance plan, the mid-year review, and 
the annual review, the process will be reviewed by an ad-hoc reviewing authority 
in order to ensure consistency and proper use of the system.  The review 
committee will consist of three members, the first appointed by the Town 
Administrator, the second by a simple majority vote of Department heads, and the 
third member shall be selected by the first two.  The second level review will take 
place after the performance plan has been established and after the appraisals 
have been completed by the supervisor.  The reviewing authority will not alter 
any of the appraisals.  However, the reviewing authority may point out 
inconsistencies, ask for more justification, or require additional meetings between 
the supervisor and the employee in order to clarify or re-assess certain objectives 
and/or performance factors. 
 



4. Appeals Process 
 

At the time of the annual review, an employee who feels that his or her appraisal 
is inaccurate may appeal that appraisal to the reviewing authority.  The reviewing 
authority may, after thorough review, sustain or recommend a modification of the 
appraisal. 
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II.  THE PROCESS 
               
 
A. TOWN-WIDE GOALS 
 

The performance appraisal process begins with the setting of town-wide goals by the 
Board of Selectmen.  Annually in May, the Board of Selectmen shall formulate and adopt 
town-wide policy goals for the ensuing twelve month period.  The Town Administrator 
shall submit his/her written recommendations in this regard to the Board of Selectmen; 
and the goals, once adopted by the board, shall be reduced to writing and provided to the 
Town Administrator.  The ultimate responsibility for the development, finalization and 
communication of these statements lies with the appointing authority. 
 

B. DEPARTMENT MISSION, GOAL AND OBJECTIVE SETTING 
 

Town-wide goals establish the broad parameters within which departments define their 
missions, set departmental goals and objectives, and develop specific programs with 
budgets to move the departments or the town towards the goals it has set.  Under the 
program-based budget that the Town of Montague has adopted, departments formulate 
their priority objectives when they develop and submit their budget proposals for the 
upcoming year. 
 
The department head/administrator can work from the department’s budget document to 
accomplish mission setting and strategic planning.  Using the budget document to build 
on, the steps to be completed in this phase are: 
  

• To finalize these statements, each year after the budgetary process has been 
completed. 

 
• To communicate them within the department. 

 
Department objectives should be reviewed and formalized as soon as possible after the 
new fiscal year has begun so that the department’s employees can begin working toward 
their achievement. 
 

C. PERFORMANCE PLANNING 
 

A process of joint planning and communication among the management levels is required 
once the department’s mission, goals and priority objectives have been established and 
communicated within the department.  This process of joint planning is to ensure that 
each manager understands what he/she is expected to accomplish in the upcoming 
performance period, and communicates these expectations to staff.  Different measures of 
performance are used in the evaluation of management and non-management personnel.  
These key differences are described below: 



1. Performance measures for management personnel 
 

The appraisal format for management personnel focuses on two aspects of 
performance. 
 
• Results – specific measurable objectives the manager is committed to 

achieving (Priority performance objectives); and 
 

• How the person manages – what skills or abilities he or she displays in 
pursuing those objectives (Key performance factors) 

 
2. Priority Performance Objectives 
 

At the beginning of each fiscal year, the manager and his or her supervising 
manager will negotiate a set of five objectives which represent the most important 
aspects of the manager’s responsibilities for that year.  Where possible, those 
objectives should be linked to town-wide goals formulated by the Board of 
Selectmen. 
 
Objectives may be negotiated if changing conditions warrant a different outcome.  
It is also helpful to identify conditional factors that will influence the manager’s 
ability to accomplish a particular objective, e.g. various kinds of support needed, 
official approvals, changes in priorities etc. 
 
• Types of Objectives 

 
Improvement objectives: are established when an existing condition or level 
of performance will not be desirable or acceptable in the future.  For example: 
 
To increase the return on the investment of town revenues from $    to  
$   during the next fiscal year. 
 
Maintenance objectives: represent a commitment to stabilizing a desireable 
existing condition or level of performance.  For example: 
 
To maintain the same snow removal routes as last year, at the same level of 
quality, with a 2% increase in costs. 
 
Innovative objectives: reflect a commitment to institute a new method or 
approach to the work effort.  For example: 
 
To develop and implement a more sophisticated, computerized financial 
management system by June 30, 2002 
 
Professional Development objectives: represent a commitment to improving 
the manager’s base of knowledge and skill, to become more expert in a critical 
area.  For example: 
 



To become fully knowledgeable and conversant in modern criminal 
investigation techniques, to a point where I can effective instruct other officers 
(by May 15, 2002) 
 

• Criteria for Sound Objectives – to be meaningful each objective needs to 
meet the following guidelines: 

 
Begin with an action verb – a word that provides direction and signifies 
action or accomplishment.  For example: 
 
- To increase 
- To reduce 
- To maintain 
- To install 
- To develop and implement 

 
Relate to a single key result – All objectives should specify what is to be 
accomplished, not how.  But only one result should be sought; more than one 
will make it difficult to verify. 
 
Include one or more measures of performance – These are usually 
indications of how much is to be accomplished (quantitative) or how well it is 
to be done (qualitative) 
 
Be understandable – to those who will help in its achievement 
 
Include a time frame – when the results will be achieved. 
 

3. Key Performance Factors 
 

In addition to targeting performance toward specific outcomes or results, it is also 
important to consider the manager’s performance in key performance areas.  For 
management personnel these key areas are: 
 
• Communication 
• Managing Personnel 
• Financial Management 
• Planning and Organizing 
• Innovation 

 
At the beginning of the appraisal process, the supervising manager and the manager 
should discuss performance expectations for each of the key performance factors. 
 
 
 
 
 
 
 



4. Performance measures for non-management personnel 
 

The appraisal format for non-management personnel focuses solely on the 
employee’s performance in key performance areas.  For non-management 
personnel the key performance factors are: 
 
• Quality of Work 
• Cooperation 
• Dealing Effectively with the Public 
• Dependability 
• Job Knowledge; and 
• Supervision (for supervisors only) 

 
The supervisor and the employee should discuss performance expectations for 
each of the performance factors at the beginning of the appraisal cycle. 
 

D. THE MID YEAR REVIEW 
 
Approximately six months after establishing priority performance objectives and/or key 
performance factors, employees will meet with their supervisors to discuss progress on 
the attainment of objectives (managers only), renegotiating them if warranted, and in 
relation to key performance factors (all employees).  The meeting should be a formal 
review meeting requiring both parties’ complete attention, not something sandwiched 
between other meetings or responsibilities.  The meeting is an opportunity to reinforce 
and commend good performance, acknowledge the level of progress in the attainment of 
priority performance objectives and key performance factors, and identify the need for 
improvement in specific areas. 
 

E. ANNUAL REVIEW 
 
The annual review meeting is the supervisor’s final evaluation of the employee’s overall 
performance during the appraisal year.  The meeting should include: 
 
• An appraisal of the degree of accomplishment of each priority performance objective 

(managers only), checking the appropriate box and making narrative comments about 
each objective. 

 
• An appraisal of the employee’s performance against each of the key performance 

factors (all employees), checking the appropriate box and including written comments 
about each factor. 

 
F. PROFESSIONAL DEVELOPMENT PLAN 

 
Professional development goals may be expressed in terms of responsibilities the 
employee aspires to assume both in the short term and the long term.  The development 
strategies committed to should be aimed at promoting the growth necessary to prepare for 
these responsibilities. 
 



The employee should take the initiative in proposing development strategies for 
professional growth.  The supervisor should provide the guidance and coordination 
necessary to make the proposed plan work. 
 
Development strategies can be planned to build capabilities in areas, which have not been 
stressed in the past, but will be needed in light of career goals.  The development 
strategies could also serve to encourage the employee to further develop in areas of 
identified strength. 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
             

 

TOWN OF MONTAGUE 
 

PERFORMANCE APPRAISAL SYSTEM 
(FOR MANAGERS) 

 
             
 
 
 
 

Name        
Position       
Appraisal year      
Mid-Year    Annual    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



PERFORMANCE PLAN 
              

 
PRIORITY PERFORMANCE OBJECTIVES 

              
 
The manager and supervising manager will jointly develop a series of five priority objectives to 
be accomplished during the next 12 months.  Care should be taken that each objective states 
what the manager plans to accomplish, identifies one or more performance measures to 
determine whether each objective is accomplished, and specifies the target date of completion.  
(Attach additional pages if necessary) 
 
1.              
              
             
              
 
2.              
              
              
              
 
3.              
              
              
              
 
4.              
              
              
              
 
5.              
              
              
              
 
 
 
 
 
 
 
 
 
 
 
 



              
 

KEY PERFORMANCE FACTORS 
              
 
Whether a manager can accomplish the performance objectives depends in part on how 
effectively the manager performs the key managerial functions listed below.  A mutual 
understanding should be reached on expectations in each of these areas.  Any specific or 
important agreements on performance expectations should be recorded below. 
 
Communication:            
             
              
 
Managing 
Personnel:             
             
              
 
Financial  
Management:            
             
              
 
Planning and  
Organization:            
             
              
 
Innovation:             
             
              
 
 
 
              
 Position   Signatures    Performance Plan  
 
Manager         Date: 
Supervising Manager        Date: 
Reviewing Authority        Date: 
              
 
 
 
 
 
 



MID YEAR REVIEW 
 
              
In addition to informal discussions of progress, the manager and supervising manager should 
review the progress in meeting the priority performance objectives at least once during the 
twelve month period.  The purpose of this discussion is to assess progress against objectives, 
identify obstacles, determine appropriate actions, and if necessary, revise objectives.  This 
session will also be used to assess the key performance factors. 
 

PRIORITY PERFORMANCE OBJECTIVES 
 
1. Status:  Ahead of Schedule      On Schedule          Behind Schedule   
 Action Steps:             
 
2. Status:  Ahead of Schedule      On Schedule          Behind Schedule   
 Action Steps:             
 
3. Status:  Ahead of Schedule      On Schedule          Behind Schedule   
 Action Steps:             
 
4. Status:  Ahead of Schedule      On Schedule          Behind Schedule   
 Action Steps:             
 
5. Status:  Ahead of Schedule      On Schedule          Behind Schedule   
 Action Steps:             
 
 

KEY PERFORMANCE FACTORS 
 

    Exceeds   Meets   Does Not Meet 
    Expectations  Expectations  Expectations  
 
Communications           
 
Managing Personnel           
 
Financial Management          
 
Planning & Organizing          
 
Innovation            
 
 
 
 
 
 
 



Comments:            
             
             
             
             
             
              
 
Corrective Action or Support Needed:         
             
             
              
 
 
 
 
 
 
 
 
 
              
 Position   Signatures    Mid-Year Review  
 
Manager         Date: 
Supervising Manager        Date: 
Reviewing Authority        Date: 
              
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



ANNUAL REVIEW 
             
At the end of the twelve month period, the manager and supervising manager will meet to 
determine whether each priority performance objective has been accomplished.  The 
supervising manager will also assess performance, after discussion with the manager, 
terms of the key performance factors. 
 

Priority Performance Objectives 
 
 

1. Results: Exceeded      Accomplished            Did not Accomplish   
Comments:             

 
2. Results: Exceeded      Accomplished            Did not Accomplish   
 Comments:             
 
3. Results: Exceeded      Accomplished            Did not Accomplish   
 Comments:             
 
4. Results: Exceeded      Accomplished            Did not Accomplish   
 Comments:             
 
5. Results: Exceeded      Accomplished            Did not Accomplish   
 Comments:             
 

Key Performance Factors 
 

Managers will also be appraised against each of the criteria on the ensuring pages using the 
following three part rating scale: 
 
Exceeds  The manager consistently performs above and beyond what is expected 
Expectations  from a person in that position. 
 

Demonstrates a great deal of initiative in solving problems or overcoming 
obstacles that might otherwise impede performance. 
 

Meets The manager performs at a level expected of a person in that position.   
Expectations S/he possesses and utilizes the knowledge and skills needed to meet the 

responsibilities of the position. 
 
Does not Meet The manager’s performance falls below what is expected for a person in  
Expectations that position. 
 
 Improvement in the manager’s knowledge and skill or a greater individual 

effort is needed to bring that person up to standard. 
 
 
 



              
 

PERFORMANCE CRITERIA 
              
 
         E  M   D 
 
1. Communication 
 

A. Presents plans, ideas, and issues in a clear  
concise and persuasive manner to diverse  
audiences.              ____ ____ ____ 
 

B. Listens intently to others.  Is open to and 
solicits reactions and ideas.            ____ ____ ____ 
 

C. Cooperates with (and insures that his or her 
staff cooperates with) other departments by 
consistently meeting commitments, freely 
sharing information, informing them about 
actions that will affect them, and seeking  
their input where appropriate.           ____ ____   ____ 
 

D. Handles conflict situations calmly and 
constructively by reducing tensions, getting 
at the real issue and (where possible) 
reconciling differences.          ____ ____ ____ 
 

E. Written reports are clear, well organized, 
And accurate.            ____ ____ ____ 
 

 Summary Appraisal:           ____ ____ ____ 
 
Comments:             
             
             
              

 
 
 
 
 
 
 
 
 
 
 



         E  M   D 
 
2. Managing Personnel 
 

A. Develops staff into competent professionals;  
promotes and organizes appropriate training 
and development opportunities.           ____ ____ ____ 
 

 B. Fully delegates responsibility and authority 
to employees who are able to accept it.          ____ ____ ____ 
 

C. Through a combination of training, 
guidance, and coaching, achieves quality 
performance from his or her employee.          ____ ____   ____ 
 

D. Does a thoughtful and complete appraisal 
of each employee’s performance, focusing 
on specific job-related behavior.           ____ ____ ____ 
  

E. Deals quickly and skillfully with performance 
issues or situations that might adversely affect 
the morale of the staff, the quality of services, 
or the image of the town.            ____ ____ ____ 
 

 Summary Appraisal:             ____ ____ ____ 
 
Comments:             
             
             
              

 
 

          
3. Financial Management 
 

A. Prepares budget requests on schedule.  
Requests reflect the department’s major 
objectives and are accurate and well- 
substantiated.              ____ ____ ____ 
 

 B. Consistently operates within budgeted 
amounts; no overruns occur without  
prior justification and approval.           ____ ____ ____ 
 

C. Seriously attempts to develop and 
implement cost reductions.            ____ ____   ____ 
 
 
 



       E  M  D 
 

D. Make cost-effective use of overtime           ____ ____ ____ 
  

 Summary Appraisal:             ____ ____ ____ 
 
Comments:             
             
             
              

 
 
          
4. Planning and Organization 
 

A. Anticipates problems before they arise and          ____ ____ ____ 
 

 B. Each year, produces a well-thought out plan 
of action to implement major departmental 
objectives.              ____ ____ ____ 
 

C. Clearly establishes priorities and communicates, 
those to the staff, insures that important things 
are completed first.             ____ ____   ____ 
 

D. Involves staff and others in the planning  
process, helping them to become better 
planners.              ____ ____ ____ 
  

E. Insures that objectives are achieved as 
efficiently as possible by the way he/she 
organizes the work, assigns personnel, 
marshals resources, and follows through.          ____ ____ ____ 
 

 Summary Appraisal:             ____ ____ ____ 
 
Comments:             
             
             
              
          
 
 
 
 
 
 
 
 



E  M   D 
 
5. Innovation 
 

A. Comes up with fresh, new approaches to   
departmental problems, or to serving 
citizens or users of the department’s 
services.              ____ ____ ____ 
 

 B. Actively involves and supports others in  
the search for innovative ideas.           ____ ____ ____ 
 

C. Finds creative ways to secure non-tax, 
resources.              ____ ____   ____ 
 

D. Finds creative ways to produce higher levels 
of service at the same cost or maintain the 
same services at a reduced cost.           ____ ____ ____ 
  

 Summary Appraisal:             ____ ____ ____ 
 
Comments:             
             
             
              

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



             
 

PROFESSIONAL DEVELOPMENT 
             
 
 
Specific skills and knowledge to be developed during the year. 
            
            
             
 
Training and Development Plan for the manager. 
            
            
             
 

SIGNATURES/APPROVALS 
             
Supervising Manager: 
 Mid-Year Review       Date:      
 Annual Review       Date:      
 
Comments on the overall appraisal         
            
            
             
 
Manager’s: 

Please Note:  The manager’s signature indicates that he or she has seen the 
appraisal and discussed it with the supervising manager, but does not necessarily 
mean the manager agrees with the appraisal. 
 
Mid-Year Review       Date:      

 Annual Review       Date:      
 
Comments on the overall appraisal         
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Tax Levy  

 

The FY2023 property tax levy is $20,439,562.44.  This represents an increase of $232,023.51 or 

approximately 1.1% over last year’s levy of $20,207,538.93.   This figure represents the amounts raised 

and appropriated at Annual/Special Town Meetings minus estimated receipts and other revenue sources.     

 

     Average Single Family Tax Bill  

 

The average assessment of a single family residence in Montague is $258,821 up $23,671 from last 

year’s average of $235,150. Using a shift similar to last year’s, the average tax bill for a single family 

dwelling would be $4,029 which represents an increase of $88 from last year’s average. Single family 

homes are the predominant type of residence in the residential class, therefore averages provide a good 

measure of data. It should be noted, however, that these figures do not reflect the average of other 

residential dwelling types (condos, two and three families, mobile homes, etc). The current housing 

market has caused significant increases in residential values which have not been recognized in 

commercial or industrial properties, therefore, consideration should be given to adjusting the residential 

factor lower.  The average FY23 tax bill for a commercial property using a similar shift would be 

$4,122.70 (avg value $174,248 x $23.66).  This is a decrease from last year’s average commercial 

property bill $4,909.12 (avg value $190,055 x $25.83) due to a drop in both the average valuation and 

the commercial tax rate.    

 

The chart below illustrates the average single family tax bill trend:   
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Tax Shift Options 

 

A factor of .8501 was voted last year and resulted in a residential rate of $16.76 and a 

commercial/industrial/personal property (CIP) rate of $25.83.  Should a similar shift be voted this year 

(highlighted below), the estimated residential rate would decrease by $1.19 to $15.57.  Similarly, the 

CIP rate would decrease by $2.17 to $23.66.    Without a shift, a single rate would yield a rate of $18.20 

for all classes of properties.  

 

The table below illustrations the options for several different residential factors and the affect the factor 

has on the estimated rates:    
 

  Share Percentages  Estimates Rates 

CIP 
Shift 

Res 
Factor Res % 

Com 
% Ind % PP % Total % Res ET Com ET Ind ET PP ET 

1.0000 1.0000 67.4817 3.8135 15.5958 13.1090 100.0000 18.20 18.20 18.20 18.20 

1.0300 0.9855 66.5062 3.9279 16.0637 13.5023 100.0000 17.94 18.74 18.74 18.74 

1.0600 0.9711 65.5306 4.0423 16.5315 13.8955 100.0000 17.67 19.29 19.29 19.29 

1.0900 0.9566 64.5551 4.1567 16.9994 14.2888 100.0000 17.41 19.84 19.84 19.84 

1.1200 0.9422 63.5795 4.2711 17.4673 14.6821 100.0000 17.15 20.38 20.38 20.38 

1.1500 0.9277 62.6040 4.3855 17.9352 15.0754 100.0000 16.88 20.93 20.93 20.93 

1.1800 0.9133 61.6284 4.4999 18.4030 15.4686 100.0000 16.62 21.47 21.47 21.47 

1.2100 0.8988 60.6529 4.6143 18.8709 15.8619 100.0000 16.36 22.02 22.02 22.02 

1.2400 0.8843 59.6773 4.7287 19.3388 16.2552 100.0000 16.09 22.57 22.57 22.57 

1.2700 0.8699 58.7018 4.8431 19.8067 16.6484 100.0000 15.83 23.11 23.11 23.11 

1.3000 0.8554 57.7262 4.9576 20.2745 17.0417 100.0000 15.57 23.66 23.66 23.66 

1.3300 0.8410 56.7507 5.0720 20.7424 17.4350 100.0000 15.30 24.20 24.20 24.20 

1.3600 0.8265 55.7751 5.1864 21.2103 17.8282 100.0000 15.04 24.75 24.75 24.75 

1.3900 0.8121 54.7996 5.3008 21.6782 18.2215 100.0000 14.78 25.30 25.30 25.30 

1.4200 0.7976 53.8240 5.4152 22.1460 18.6148 100.0000 14.52 25.84 25.84 25.84 

1.4500 0.7832 52.8485 5.5296 22.6139 19.0081 100.0000 14.25 26.39 26.39 26.39 

1.4800 0.7687 51.8729 5.6440 23.0818 19.4013 100.0000 13.99 26.93 26.93 26.93 

Note: This table should be used for planning purposes only. Actual calculations may differ slightly due to rounding.    

For actual calculations, complete Recap.        
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The four options when setting a multiple tax rate are: 

 

●  a tax shift from residential and open space to business property owners  

●  an open space discount that shifts taxes from open space to residential property owners 

●  a residential exemption that shifts taxes on lower valued owner-occupied residential property to other 

residential property owners 

● a small commercial exemption that shifts taxes on small business property to other commercial and 

industrial property owners  

 

 

 

 

 

The above charts demonstrate the change in components used to calculate the tax rate when a shift 

occurs i.e. the amount of the levy being paid, or the assessed valuation of, each class.  The total tax levy 

remains the same.   

 

 

 

Other Votes to Be Taken 

 

 

Open Space Discount 

This option allows a discount of up to 25% of land that is maintained in a natural condition.  There is 

currently no land classified as Open Space in Montague.  Currently there are no municipalities in the 

Commonwealth that have adopted this discount.    
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Residential Exemption  

This option allows a discount to property that is the principal residence of a taxpayer.  The discount 

cannot exceed 35% of the average assessed value of residential properties.  This option would increase 

the residential rate and shift the burden from lower value properties to higher value properties. Currently 

only 16 of 351 communities in Massachusetts have adopted this exemption.  This option makes sense 

only if a community has a significant percentage of non-owner occupied properties (i.e. seasonal renters) 

which Montague does not.   

 

 

 

Small Commercial Exemption  

This option allows for a 10% discount to certain commercial properties that meet criteria established by 

the state.  Only businesses that have been certified by the Massachusetts Department of Workforce 

Development as having no more than an average of ten employees in the previous year would be 

eligible.  It is important to note that the owner of the property (not the actual business owner) benefits 

from this exemption and is not required to pass any savings to the qualified business. The tax burden is 

redistributed to the non-qualifying commercial property owners in the form of a higher tax rate.  A 

review of assessor’s records shows that most of the eligible businesses are rented by tenants who would 

not benefit from this exemption.  As of last year, only 12 Massachusetts communities voted for this 

exemption: Auburn, Avon, Bellingham, Berlin, Braintree, Chelmsford, Dartmouth, Erving, North 

Attleboro, Seekonk, Swampscott and Wrentham.    

 

Notification of Excess Levy Capacity 

 

Under Proposition 2 ½ a community may choose to set its levy at any amount below or equal to its levy 

limit.  When a community sets its levy below the limit, the difference between the levy and the levy 

limit is referred to as excess levy capacity.  Currently, Montague’s excess levy capacity is 

$1,784,312.56. 

     

On behalf of the Montague Board of Assessors, Ann Cenzano, Ann Fisk and Rebecca Sabelawski, I 

thank you for the opportunity to present this data you.  If you have questions or wish to be provided with 

additional information at future tax hearings, please let me know. 

 

 

 

Karen M. Tonelli, M.A.A. 

Director of Assessing 

(413) 863-3200 ext 118  
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