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PREAMBLE/PURPOSE 

Section 1. Parties. This contract, dated August 11,2011, through December 31,2013, is between 
the City of Youngstown, hereinafter refened to as the "City" or the "Employer," and the United 
Steel, Paper and Forestry, Rubber, Manufactming and Energy, Allied Industrial and Service 
Workers Union on behalf of Local Union 2163-6, hereinafter referred to as the "Union" or 
"Steelworkers." 

Section 2. Pumose. The pmpose of the City and the Union in entering into this Conu·act is to set 
forth their understanding as to mutually acceptable rates of pay, homs of work and other conditions 
of employment, including a means for equitable adjus1lnent or settlement of alleged grievances. 

It is the intent of the pruiies to promote orderly ru1d peaceful relations with the included employees 
to insme unintenupted operation of City services and to achieve the highest level of employee 
performance consistent with safety, good health ru1d sustained effmi. 

It is understood that the effectuation and implementation of this Conu·act must be accomplished 
consistent with applicable statutes and ordinances, including obtaining the necessruy enabling 
legislation ru1d all pruiies, by executing tltis Contract, signifY their intent ru1d desire to assist in 
obtaining effectuation and implementation. 

A._~TICLE 1 
RECOGNITION 

Section 1. Included. The City recognizes the United Steel, Paper ru1d Forest1y, Rubber, 
Mrumfactming ru1d Energy, Allied Industrial and Service Workers Union, Local 2163-6 ru1d its 
designated agents or representatives, as the sole and exClusive bru·gaining agent for those employees 
of the City who work in classifications listed in Appendix "A" with respect to wages, homs of work 
and other conditions of employment. 

Section 2. Excluded. All fiduciary, management, confidential, professional, supervismy, 
inte1mittent, temporruy, ru1d seasonal, employees shall not be included in the bargai11ing unit. 

ARTICLE2 
SCOPE OF CONTRACT/MID-TERM BARGAINING 

Section 1. This Contract, unless expressly stated to the conu·ruy, it is mutually agreed, supersedes 
and cancels all otl1er written conu·acts, with the exception of work rules or local working conditions 
established by the respective depruiment heads; and together with any letter(s) of understanding 
executed concUITently or subsequent to the signing of this Contract constitutes the complete and 
entire understanding and agreement between the pruiies, the City ofYoU11gstown and the Union and 
concludes collective bru-gaining, except as specifically provided for in Section 2, for the term of this 
contract. 

The·parties acknowledge that during the negotiations which resulted in this Contract, each had the 
unlimited right and oppmiunity to malce its demands ru1d proposals with respect to any subject or 
matter not removed by law fi·om the area of collective bru·gaining and that the contract and 
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agreement anived at by the parties after the exercise of that tight and opportunity is set forth in this 
document. 

Therefore, the City ofYoungstown and the Union for the duration oftllis Contract, each voluntarily 
and unqualifiedly waives the right, and each agrees that the other shall not be obligated to bargain 
collectively with respect to any subject or matter refetTed to, or covered in tlus Contract. 

Section 2. Mid-Term Bargaining. If the City is contemplating any changes that would effect the 
wages, hours, and/or conditions of employment not otherwise provided for in this contract, then the 
City, prior to making such change, shall infonn the Union of the proposed change and negotiate to 
impasse with the U11ion over the proposed change. If the parties are unable to reach agreement, the 
City may unilaterally implement and the Union may execute a notice to negotiate over tl1e issue, in 
accordance with O.R.C. 4117. 

ARTICLE3 
BARGAINING UNIT APPLICATION OF CIVIL SERVICE LAW 

Section 1. The pmiies agree that no section of the civil service laws contained in the Ollio 
Revised Code Sections 9.44, 124.01 through 124.56, nor any local ordinance of the City of 
Youngstown or Rules a11d Regulations of the Civil Service Commission of the City of 
Youngstown, petiaining to wages, hours, tenns and other conditions of employment, shall apply 
to bm·gaining unit employees where such matter has been addressed by tins agreement. 

Section 2. Notwithstanding the above, Sections 124.388 and 124.57 ORC shall continue to 
apply to bargaining unit employees. 

Section 3. In accordm1ce with the provisions of Ollio Revised Code section 4117.10 (A), this 
agreement covers the wages, hours, a11d terms and conditions of employment to the extent 
provided herein. It is therefore the intent of the parties that the tenns and conditions of this 
agreement specifically preempt and/or prevail over the statutory rights of bargaining mlit 
members as set fmih below: · 

Contract Article 

Article 10, Discipline 
Aliicle 11, Grievance Procedure 
Article 12, Layoff and Recall 
Article 13, Seniority 
Article 14, Probationary Periods 
Article 21, Ovetiime 
Article 32, Retirement and Severance 
Article 35, Holidays 
Article 36, Vacation 
Article 3 7, Sick Leave 
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Statute/Regulation Preempted (All Statutory 
References include Corresponding MCSC Rules) 
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ORC 124.34 
ORC 124.34 
ORC 124.321-124.328 
ORC 124.321-124.328; ORC 9.44 
ORC 124.27 
ORC 4111.03 
ORC 124.39 
ORC 325.19 
ORC 9.44; ORC 325.19 
ORC 124.38; ORC 124.39 



ARTICLE4 
MANAGEMENT RIGHTS 

Section 1. The City retains th~ exclusive rights to manage and direct its working force. In the 
exercise of this right, the City shall observe the provisions of this Contract, as well as the provisions 
of applicable law. Unless the City agrees othe1wise in tlns collective bargaining agreement, nothing 
in Chapter 4117 of the Olno Revised Code impairs the right and responsibility of the City to: 

1. Detemline matters of inl1erent managerial policy wlnch include, but are not linllted to, areas 
of discretion or policy such as the ftmctions and programs of the public employer, standards 
of services, its overall budget, utilization of teclmology and orgrunzational stmcture; 

2. Direct, supervise, evaluate or hire employees; 

3. Maintain and improve the efficiency and effectiveness of govemmental operations; 

4. Detennine the overall methods, process, means or personnel by which govemmental 
operations are to be conducted; 

5. Suspend, discipline, demote or dischru·ge for proper cause or layoff, transfer, ass1gn, 
schedule, promote or retain employees; 

6. Detennine the adequacy of the work force; 

7. Detennine the overall1nission oftl1e Employer as a unit of govenm1ent; 

8. Effectively manage the work force; 

9. Take actions to carry out the mission of the public employer as a govemmental unit. 

Tlus detennination of proper cause or other legitimate reasons is exclusively subject to this 
Contract's grievance procedure as per Olno Revised Code. 

ARTICLES 
UNION MEMBERSIDP, DUES DEDUCTION, AND FAIR SHARE FEES 

Section 1. Union Membership. All employees of the bargaining unit shall be eligible to become 
members of the Umon and to retain such memberslnp if they so choose. 

Section 2. Dues Checkoff. The City will deduct monthly dues, assessments and i11itiation fees 
each as designated by the local or intemational union officer who is so empowered. This is to 
include unifonnly required membership dues and assessments of the Utnon. The deductions are to 
be made on the basis of the individually signed authorization checkoff cards. The individual Urn on 
shall defend and indemnifY the City against any claims or demands against it arising out of this 
deduction. 
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Section 3. PAC Checkoff. The City agrees to allow a PAC checkoff, if an employee so desires, 
subject to the above terms and conditions and further conditioned upon payment by the Union of the 
cost of the City for including this check-off on the pay stubs. The individual Union shall defend and 
indemnify the City against any claims or demands against it arising out of tlns deduction. 

Section 4. Fair Share Fees. In recognition of the Utnon's services as the bargaining representative, 
all members of the bargailling unit shall either be members of the Union or share in tl1e financial 
support of the Utnon by paying a service fee. The assessment and collection of all fail· share fees, 
includil1g but not linlited to automatic payroll deductions, shall be il1 accordance with Ohio Revised 
Code, Section 4117.09(C). During tl1e life of this Agreement, the City shall deduct fair 
share/service fees levied by the Union from the pay ofeach employee. The Union shall defend and 
il1demnify the City against any and all clailns or demands against it ali sing out of tlns deduction. 

Section 5. Fair Share Fee Deduction Procedure. All employees il1 the bargailnng runt who, sixty 
(60) days after the date of hire are not members in good standil1g of the Utnon, shall pay a fail· share 
fee to the Union. The fair share fee amount shall be certified to the City by the International 
Secretaly-Treasmer and shall be calculated il1 accordallce with Ohio Revised Code 4117.09(C) alld 
applicable federal legal standards. The fail· share fee an10ru1t shall be cetiified to the City by the 
treasmer of the local Union. 

The deduction of the fail· share fee from allY ealnings of the employee shall be automatic and does 
not require a written authorization for payroll deduction. Payment to the Utnon of fair share fees 
shall be made in accordal1ce with the regular dues deductions as provided hereil1. All disputes 
concerning the an1ount of fair share fee shall not be subject to the grievance procedme of tlns 
Agreement. Disputes of tlns natme shall be resolved ru1der the Utnon's il1ternal rebate reduction 
procedme. The Utnon will notify non-members of tl1e bal·gaitnng unit of its internal rebate 
procedme, which advises the bargailnng unit member of a procedme which shall provide for a 
rebate of expenditmes in suppmi of paliisan politics or ideological causes not germane to the work 
of employee orgatlizations in the realm of collective bal·gainillg. 

ARTICLE6 
NON-DISCRIMINATION 

Section 1. Neither the City, its agents, agencies, or officials, nor tl1e Union, its agents or officers, 
will unlawfully discriminate against allY bal·gaillli1g runt member on the basis of age, sex, race, 
color, religion, national oligil1, nnlitaly status, or disability as provided under state or federal law. 

Section 2. Union IVlembership/ Affiliation. There shall be no intilmdation or coercion of 
employees into joining a union or continuil1g their membership therein. There shall be no 
discrilnination, restraint, coercion against, or interference with the lights of allY employee because 
of memberslnp or non-membership in the Union. 

ARTICLE 7 
UNION ACTIVITY 

Section 1. There shall be no Union activity on City time, except as approved by the City or its 
designated representatives employed by the City. 
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ARTICLES 
NO STRIKE/NO LOCKOUT 

Section 1. There shall be no strikes, work stoppages or inteiTuption or impeding of work. No officer 
or representative of the Union shall authorize, instigate, aid or condone any such activities. No 
employee shall participate in any such activities. 

Section 2. There shall be no lockouts. 

ARTICLE9 
WORK RULES 

Section 1. The Union recognizes that the Employer, under this Agreement, has the right to 
promulgate and implement new and revised work mles, regulations, and policies and procedures. 

Section 2. Prior to implementation or modification of any new or existing mle, regulation, 
policy or procedure which affects members of the bargaining unit, the Employer will notify the 
Union and meet with the Union to discuss the matter prior to the date of implementation. 

Section 3. The Employer recognizes and agrees that no work rules, regulations, policies, or 
procedures shall be maintained or established that are in violation of any expressed te1ms or 
provisions of this Agreement. 

ARTICLE 10 
DISCIPLINE 

Section 1. The tenure of every employee subject to the tenns of this Agreement shall be during 
good behavior and efficient service. No employee shall be reduced in pay or position (including 
working suspensions), fined (i.e., forfeiture of accmed leave), suspended, discharged, or 
removed except for grounds stated in Section 2 of this miicle. The Employer may take 
disciplinru·y action against any employee in the bargaining unit for just cause. Fonns of· 
disciplinary action are: 

1. Letter of instmction and cautioning. 

2. Written reprimand. 

3. Suspension without pay. At the option of the employee, and with concuiTence of the 
Employer, accmed vacation or holiday time may be forfeited equal to the length of the 
suspension. Record of suspension will be maintained. 

4. Suspension of record (i.e., paper suspension). 

5. Fines (i.e., forfeiture ofaccmed leave). 

6. Reduction in pay or position. 

flf\/h.J")f\11 Ar!Vr!l\.TrT f\r\f\Ohh')i nrlr'l 



7. Discharge. 

An employee who is given a working suspension (i.e., suspension of record) shall be required to 
repmi to work to serve the suspension and shall be compensated at the regular rate of pay for 
hours worked. The working suspension shall be recorded in the employee's perso1111el file in the 
same manner as other disciplinary actions having the same effect as a suspension without pay for 
the purpose of recording disciplinary action. 

Section 2. h1competency, inefficiency, dishonesty, drunke1111ess, immoral conduct, insubordination, 
discourteous treatment of the public, neglect of duty, absence without leave, substance abuse, failure 
of good behavior, any conduct unbecoming a representative of the Employer, violations of City or 
department work mles, policies, procedures, or any other acts of misfeasance or malfeasance or 
nonfeasance, shall be cause for disciplinaty action. 

Section 3. Progressive Discipline. Except in instances where an employee is charged with a 
serious offense, discipline will be applied in a conective, progressive and unifonn matmer. 
Progressive discipline shall talce into account the nature of the violation, the employee's record 
of discipline, atld the employee's record of conduct. The parties acknowledge that the severity 
of discipline in licensure/substance related infractions may be enhanced by additional conduct 
violation arising from the satne circmnstat1ces (e.g., accidents in city equipment, insubordination, 
etc.). 

Section 4. Predisciplinary Conference. Whenever the Employer determines that at1 employee 
may be suspended, reduced in pay or position, or tenninated, a predisciplinary meeting will be 
scheduled to investigate the matter. The Employer shall notifY the employee and the Union in 
writing of the charges against the employee and what fonn of discipline may be imposed. This 
notification shall also include the time and place of a predisciplinm·y meeting, to be held no 
sooner thm1 twenty-four (24) hours, between mm1agement atld the employee. 

The employee may be accompanied by a Union steward or officer during the predisciplinm·y 
meeting. Should the employee not wish to be represented by the Union, a Union representative 
shall be allowed in the disciplinm·y meeting as an observer only. The employee shall have an 
oppmiunity in this meeting to respond orally to the chm·ges prior to discipline being imposed. 
Any resolution to the disciplinaty action by the employee atld the Employer shall be consistent 
with the terms atld provisions of this Agreement. An employee who is disciplined may file a 
grievance in accordance with the grievance procedure herein. 

Section 5. Disciplinary Anneals. Appealable disciplinary actions must be filed at the 
appropriate level of the grievance procedure within seven (7) calendar days from receipt of the 
notice of discipline by the employee. 

Section 6. Disciplinary Records. Records of disciplinary action shall cease to have force and effect 
or be considered in future discipline matters, provided that there has been no other intervening 
discipline, according to the following schedule: 

Letters of Instruction atld Cautioning six ( 6) months 
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Written Reprimands 

Suspensions, Fines, and Reductions 
Expired Last Chance Agreements, and 
Licensure-related discipline 

twelve (12) months 

twenty-four (24) months 

For purposes of force and effect, the time period the discipline issued in connection with the 
failure to maintain licensure begins to toll is from the time period that the employee regains the 
required licensure and retmns to active duty in the capacity that he held previously. Discipline 
for drug and alcohol related offenses or violations of the parties' drug and alcohol testing policy 
are not subject to the twenty-four (24) month provisions listed above and shall be considered in 
all future drug/ alcohol related discipline for a period often (10) years. 

Section 7. Expired Disciplinary Records. The pruiies agree that records of discipline that are 
no longer active, according to the schedule set fmih above, shall be removed from the 
employee's active persmmel file and placed in a separate inactive file. Inactive disciplinary 
records shall not be used in evaluating the level of discipline to be issued to bargaining unit 
members, but may be used for purposes of notice. 

ARTICLE 11 
GRIEVANCE AND ARBITRATION PROCEDURES 

Section 1. The applicable procedures of this contract will be followed for the settlement of all 
grievances. All grievru1ces shall be considered carefully and processed promptly in accordance with 
the applicable procedures of this contract. 

Section 2. Delmition. A grievance is any dispute between an employee and the City or its 
representative involving the interpretation or application of this collective bargaining contract. 

Section 3. Designated Stewards. The Union shall ce1iify to the Mayor/designee those persons 
authorized by the Union to process grievances (i.e., stewards). The City shall not be required to 
engage in the grievance procedures herein if the Union is represented by someone other than a 
properly authorized and certified representative. 

Section 4. Procedure Generally. Nothing in this ruiicle shall be interpreted as discouraging or 
prohibiting infmmal discussions of a dispute by the employee and the City prior to the filing or 
struiing of the grievance. 

Where ru1 employee/Union elects to file a grievance, all grievances shall be processed on forms 
which appear in Appendix "B" of this Contract. If an employee has a dispute with the City, he and 
his Union representative may elect to discuss said matter with his/her inmlediate supervisor, this 
within fourteen (14) days after the occmTence initiating the dispute. If a resolution is not reached 
during that time, the Union may initiate a grievance at Step 1. 
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A grievance can be stmied by the Union representative stmiing at Step 1. Grievm1ces must be 
started within fomieen (14) days following the occunence that initiated the dispute, and all 
grievances must be filed and processed at each step of the procedure to be valid. 

Section 5. Procedure. 

Step 1. Department Head/Designee. Within fomieen (14) days ofthe date ofthe event on which 
the grievance is based, the employee or Union may file a grievance with the head of the department 
or his authorized representative. 

If the grievm1ce is timely presented to the head of the depmiment or his representative, a meeting 
shall be ananged within fomieen (14) calendar days to consider and discuss the dispute. Within 
seven (7) calendar days following the meeting, the depmiment head/designee shall render a written 
decision on the grievm1ce. 

If the employee/Union is not satisfied with the decision of the department head/designee, within ten 
(1 0) calendm· days of the decision, the Union may process the grievance to Step 2. 

All documents to be considered in Step 2 must be dated, signed by the employee and the Union and 
presented to the Mayor/Designee in the Law Depmiment prior to the Step 2 meeting. 

Step 2. Mayor/Designee. Upon receipt of the Step 1 appeal, the Mayor's designee shall then either 
grm1t the remedy requested by the employee, deny the grievance, or hold a meeting to evaluate the 
grievance. Within seven (7) calendm· days of this meeting, the City's representative shall issue a 
written decision m1d transmit a copy of smne to the Union and the affected employee. 

Step 3. Arbitration. Within thirty (30) calendar days after the receipt of the decision of the City's 
representative, the grievance may be appealed to arbitration. Tllis appeal to arbitration IS 

conditioned on the signed approval of the appeal by the appropriate representative of the Union. 

Section 6. Selection of the Arbitrator. Within ten (1 0) calendar days from the receipt of the 
properly signed appeal for arbitration, the parties shall confer for the purpose of selecting an 
arbitrator. If the parties fail to agree, the City and the Union shall jointly request from the Federal 
Mediation and Conciliation service a pm1el of nine (9) Ohio resident, national academy certified 
m·bitrators. Once FMCS submits the panel of arbitrators to the parties, each party shall have 
fourteen (14) calendar days fi:om the mailing date in which to strike m1y nmne to which it 
objects, number the remaining names to indicate the order of preference, and return the list to the 
FMCS. 

Section 7. Hearing Procedure. If the question of the m·bitrability of the issue is raised, the 
arbitrator shallmle first on this question. If m·bitrator mles that the grievance is arbitrable, he or she 
then shall proceed to conduct a hem·ing on the merits and issue the decision within sixty (60) days 
following the hearing .. 

Section 8. Hearing Fees/Costs/Facilities. The City shall funlish an appropriate room and 
facilities for the m·bitration hearing and if this involves costs, said costs shall be equally borne by the 
City m1d the Union. The arbitrator's fees m1d other expenses shall be borne by the loser of the 
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arbitration. The costs associated with the appearance of witnesses, attorneys, the production of 
documents or consultants, shall be borne solely by the party which calls the witnesses, requests the 
documents or employs the attorney or consultant. 

Section 9. Decision/Restrictions on the Arbitrator. The arbitrator's decision shall be binding 
upon the City, the Union and the grievant, subject to the provisions of the Ohio Revised Code. The 
authority of the arbitrator shall be subject to the following limitations: 

A. The arbitrator shall have no power to add to, delete from or modify any of the tenns of this 
Agreement or to rule on any matters except when this Agreement is in full force and effect. 
The arbitrator shall have no power to establish language for this Agreement or to change any 
existing wage rates or fimge benefits. 

B. The arbitrator shall have no authority to impose any obligations upon the City unless clearly 
required by an express provision of this Agreement. 

C. All findings and decisions for back pay shall be limited to the amount of wages the 
employee otherwise would have earned less any unemployment compensation that he may 
have received during the period in question and wages or salaries emned fi·om other sources 
during that period. 

Section 10. Arbitration Timelines. All grievances shall be submitted to FMCS within sixty 
(60) calendm· days of the grievm1ce being submitted for m·bitration or the grievance will be 
considered untimely. 

Section 11. Grievance Time Limits and Forfeitures. If the deadline for acting within the 
grievance procedure falls on a non-business day, the applicable timeline shall be extended to the 
next business day. 

If the grievant or the U 11ion fails to advm1ce a grievance to the next step within the time limitations 
provided in tllis miicle, tl1e decision by the City's representatives at the previous step shall then be 
conclusive. 

If the City fails to hold a hearing or issue a decision within the time limits provided in this article, 
the grievant or U1lion may appeal the grievance to the next step, in accordm1ce with the applicable 
time limitations. Where a grievance is resolved based on failure to appeal the matter to tl1e next 
step, the resolution shall not be considered to set precedent for future grievances over the smne 
ISSUe. 

Time limits established by this miicle may be extended by mutual agreement of the parties. 

Section 12. Grievance Documents/Copies. In all steps of the above grievance procedure, the 
Union shall be required to prepare the copies of the grievance. The City shall be required to 
acknowledge receipt m1d provide copies acknowledging receipt to the U11ion. 
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ARTICLE 12 
LAYOFFS AND RECALLS 

Section 1. It is the intent of the patiies, through this atiicle, to establish an objective procedure 
by which a reduction in force may be accomplished, should the need at·ise, and supersede the 
provisions of ORC 124.321 to 124.328, OAC 123: 1-41-01 to 123: 1-41-22, atld alllocalmles 
and regulations of the City of Youngstown Municipal Civil Service Commission goveming work 
force reductions. 

Section 2. Notice. Whenever the Employer detetmines that a reduction in force (i.e., layoff or 
job abolishment) is necessat·y, the Employer shall notify the affected employee(s) in writing at 
least seven (7) calendar days prior to the date of the reduction. 

Section 3. Procedure. When the Employer detennines that a reduction in force or layoff is to 
be made within the force, it shall occur by plant seniority within the affected classification. Plant 
seniority is calculated in accordance with Aliicle 13, Seniority. The member with the least 
atnount of plant seniority in the affected classification shall be laid off first. All employee who is 
laid off may utilize his plant seniority to displace (bump) an employee with less plant seniority in 
at1other bat·gaining unit classification within the same classification series provided the employee 
is qualified to perfonn the essential functions of the position. If a displaced employee catmot 
utilize his plat1t seniority to displace a less senior employee in his classification or classification 
series, he can attempt to utilize his plant seniority to displace a member in the unskilled laborer 
classification provided the employee is qualified to perfmm the essential fimctions of the 
position. The employee with the least platlt seniority in the affected classification will be 
displaced. 

A11y employee provided notice of layoff or displacement shall have three (3) workdays to notify 
the Employer in writing of the classification he desires to bump into. · 

Section 4. Recall. A bargaining unit member laid off tmder this atiicle shall remain on the 
layoff list for three (3) years. When the Employer detennines that it wishes to recall laid off 
members of the bargaining unit, the City shall recall from that list in reverse order in which the 
member was laid off. 

Employees shall be given seven (7) calendar days advance notice of recall and such notice shall 
be sent to the employee's last address on record. It shall be the responsibility of the employee(s) 
to keep the Employer advised of his current address and maintain any required licensure or 
cetiification required for his position. Employees who refuse recall shall lose all seniority and 
recall rights. Employees who fail to remain qualified to perfonn the duties of their position will 
lose all seniority and recall rights. 
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Section 1. Defmitions. 

ARTICLE 13 
SENIORITY 

A. Total Senioritv. Total Seniority shall be an employee's unintenupted length of continuous, 
full-time service with the City. 

B. Classification Seniority. Classification seniority is defmed as the length of continuous, 
unintenupted full-time service in a specific classification represented by the bargaining unit. 

C. Plant Seniority. Plant seniority is defmed as the length of continuous, uninteiTupted full
time service as a member of this bargaining unit in the Waste Water Treatment Plant. 

Section 2. List Posting. The City shall post a seniority roster indicating the total seniority, plant 
seniority, and classification seniority in the various departments of the City with employees 
represented by the Union. 

Section 3. Seniority During Probation. An employee shall have no seniority for the probationary 
period, but completion of the probationary period shall result in seniority commencing retroactively 
to the date ofhire. 

Section 4. Seniority Credit for Civil Service Exams. Bargaining unit members taking a civil 
service exam will have seniority credit added to their score in accordance with the mles and 
regulations of the City of Youngstown Municipal Civil Service Commission. 

Section 5. Seniority is broken when: 

A. The employee resigns or retires; 

B. The employee is discharged for cause; 

C. He is laid off for a period of time exceeding twenty-four (24) months; 

D. He becomes unable to perfonn his job duties due to illness or injury and is unable to retum 
to work upon the expiration of any applicable leave available to him; 

E. He refuses to accept recall or fails to repmi to work within seven (7) calendar days from the 
date the Employer sends him a recall :fi:om layoff notice, said notice shall be sent via U.S. 
ce1iified mail with return receipt; 

F. Failure to report for work for more than five (5) consecutive work days without having 
given the City notice of this absence prior to or during this five (5) day period, unless the 
City detennines a justification exists for the failure to give such notice. 
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ARTICLE 14 
PROBATIONARY PERIODS 

Section 1. Initial Hire. Newly appointed employees to full-time bargaining unit positions shall 
be required to successfully complete a probationary period. The probationary period for such 
employees shall begin on the first day of work and shall continue for a period of ninety (90) 
days. A newly appointed employee may be terminated at any time during the probationary 
period and shall have no appeal over such removal. 

Section 2. Promotions/Subsequent Positions. Cun-ent non-probationary employees 
transferring to another full-time bargaining unit position shall be required to successfully 
complete a probationary period. The probationary period for such employees shall continue for a 
period of ninety (90) days. The employee may voluntarily return or may be retumed to his 
previous position at any time during the probationary period and shall have no appeal over such 
decision. Where an employee is displaced from a position as a result of another bargaining unit 
member being returned or voluntarily retuming during tllis subsequent probationary period, the 
displacement shall not be subject to appeal. The Employer agrees to provide the Union with an 
explanation when it determines that an employee is to be retumed to his prior position. 

ARTICLE 15 
JOB DESCRIPTIONS AND CLASSIFICATIONS 

Section 1. Job Descriptions/Classifications. The Union acknowledges that it is within 
management's rights to establish and adjust the essential functions and job duties for those positions 
occupying all bargaining unit classifications. 

Section 2. Notice. The Employer agrees that prior to the date of implementation and adoption by 
the Civil Service Commission, changes in job descriptions or classifications will be discussed with 
the Union. 

Section 3. Creation/Adjustment of Job Classifications. Whenever the Employer substantially 
changes the method of operation, tools or equipment of a job (i.e., a substantial change involves one 
where the knowledge, skills, abilities, experience requirements, required licensure, etc. necessaty to 
perform the duties for a classification are increased or decreased significat1tly), or if a new job is 
established which has not previously been classified, it shall notify the Union of such action. Such 
notification shall state the job classification title, whether or not the classification is to be 
included in the bargaining unit, a description of the duties for such classification, and the initial 
wage rate/schedule for such classification. 

Section 4. Should the parties agree that the new classification is to be included in the bargaining 
unit, both the Employer and the U11ion shall file a joint petition to atnend the bargaining unit with 
the State Employment Relations Board (SERB). The Cit-y shall meet with the Union for the 
purpose of negotiating a rate of pay and classification or placing the job in an existing classification. 
In the event the City and the Union are unable to reach an agreement on the issue, the City shall 
establish a temporaty rate atld classification and will promptly notify the Union in writing. The 
Union shall have the right, within thirty (30) calendar days from receipt of notice from the 
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Employer, to file a notice to negotiate conceming the initial wage rate/schedule established by 
the Employer. 

Section 5. Should the pru1ies disagree on the inclusion of the new classification in the 
bru·gaining unit, the Union or Employer may petition to clarify the bargaining unit with the State 
Employment Relations Board (SERB). If SERB detennines that the new or restructured 
classification is to remain or be included in the bru·gaining unit, the Union may file a notice to 
negotiate concerning the initial wage rate or schedule established by the Employer within thi11y 
(30) calendar days of that detennination. 

Section 6. If negotiations are initiated a11d the pru1ies ru·e tmable to reach agreement, the issue 
may be submitted to SERB for fact finding in accordru1ce with R.C. 4117. 

ARTICLE 16 
OUT OF CLASSIFICATION ASSIGNMENTS 

Section 1. Rate of Pay. It is understood by the pru1ies hereto that if the above tmscheduled call out 
and/or assignments involves the employee working in a task or position that pays less than his 
regular job or position, the said employee will then be paid the wage or salruy that he or she eams in 
their regular job or classification. 

Section 2. Procedure. In the instru1ce where management detennines that it is necessruy to assign 
ail employee out of his classification to perfmm another job, the employee with the longest 
continuous service in the unit or classification shall be given the first oppm1unity to perfmm the said 
job; provided that mru1agement detennines before making the assignment that the employee with 
the longest continuous service has the ability ru1d physical fitness to perfonn the work. This section 
is further subject to the provision that anyone who does not take or who fails a civil service exam 
for the higher paying position will not be allowed to temporarily fill that position so long as there is 
an existing list. 

If an employee refuses to perfmm tasks out of his classification for any unjustifiable reason, the City 
then refuses to honor his seniority status for similar assignments during the applicable payroll 
period. 

The date a11d circumstances of the refusal of the employee shall be recorded a11d kept by the City for 
at least three (3) months. 

Section 3. Filling Temporary Jobs or Assignments. For the purpose of filling a temporruy job or 
an assignment of a temporruy nature, where an increase in wages is involved, classification seniority 
as defined in Article 13 will prevail. Such assignment or assignments shall be made on the basis of 
classification seniority from the employees in the classification in the next lower pay range; 
provided, however, that the employees selected must have the ability and qualification to perform 
the duties required by the position to be filled and crumot have failed to take or failed a civil service 
exan1 for the higher paying position. 
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Section 4. Collection Systems Operator's List. In regards to work assignment and call-out, after 
the collection systems operators list has been exhausted, laborers with CDLs will be assigned in 
order of seniority. 

Section 5. Laborers Assi!m.ed to Sewer Crews. Laborers with CDLs will receive out of class pay 
as a collections systems maintenance operator when actually operating machinery on the crew. 

ARTICLE 17 
CDL LISCENSURE/TESTING 

Section 1. Vehicle Usage. Bargaining unit employees will be pennitted to utilize City vehicles for 
CDL examinations, so long as the CDL is a requirement for City jobs. 

Section 2. Attempts to Qualify. Any lilnitations on the number of qualifying attempts that may be 
taken will follow applicable state laws. 

ARTICLE 18 
LICENSE REQUIREMENT 

Section 1. Required Certification. The parties acknowledge that the minimum qualification of 
the classifications and positions of Plant Operator, Collections System Operator, Plant 
Mechanic/Oiler, Truck Mechanic, Electrical Instrument Techs, Utility Helper, and Mechanic Helper 
requil·e the employee to obtain and maintain a minimum Class I licensure. In order to facilitate that 
process, the parties agree to the following procedure: 

1. Tilne to Obtain Class I License. All persons accepting one of the above positions must 
obtai11 a Class I license withi11 two (2) years from theil· first eligible test date, as detennil1ed 
by the Ohio Administrative Code for the certification of operators. 

2. Number of Attempts. A maximum of three (3) consecutive test attempts, starting from the 
first eligible test date pursuant to Item 1, may be granted to any person who has prepared 
themselves by successful completing of OTCO correspondence or classroom courses. 

3. Failure after Third Attempt. If after the tllli·d consecutive attempt, the individual has not 
attained a Class I license, they will have to appear before a review committee, comprised of 
two management representatives appointed by the Superintendent and two representatives 
appointed by the Union President to determine if those individuals are showing a serious 
attempt to better prepare themselves for the next State exam. The review board will 
reco111111end to the Superintendent what course that employee should follow, such as going 
back to school, take an oral exam, more in-house training, etc., and taking the next available 
exam. 

4. Discipline. Any person not complying with any of the previous provisions are subject to 
disciplinary actions under the cuiTent collective bargaining agreement. 
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Section 2. Licensure Fees/Expenses. All Waste Water license renewal fees will be paid for by the 
City. Bargaining unit employees will be reimbursed mileage for travel to the EPA licensing exams 
at the current rate as established by City ordinance. 

ARTICLE 19 
LICENSURE MAINTENANCE/REPORTING REQUIREMENTS 

Section 1. The parties agree that ce1iain classifications within the bargaining unit require, as a basic 
condition for employment, the employee to obtain and maintain a valid motor vehicle operator's 
license, Commercial Driver's License, or other job-related license (i.e. Water Operators License, 
etc.). 

Section 2. The pmiies agree that the following provisions shall govern instances where an 
employee fails to maintain the required licensure. 

A. 1st Offense- Failure to Maintain Licensure with Notice to the Employer. The parties 
agree that if an employee fails to maintain the necessary licensure, but notifies the 
Employer prior to the beginning of the workday following the date that the employee 
knew, or should have lmown, of his failure/suspension/revocation, then the employee 
may be demoted to a classification where the job duties do not constantly require the 
licensure, if a vacancy is available, and assigned duties that do not involve the required 
licensure, so long as such work exists, but for no longer than six (6) months. 

Should the Employer determine that no vacancy exists or that non-licensure work is no 
longer available, the employee will be placed on an unpaid leave of absence until such 
time as the failure/suspension/revocation is remedied or lifted. Within fomieen (14) 
calendar days of the failure/suspension/revocation being remedied or lifted, the employee 
shall take the necessm·y actions to reinstate his license, present to the Employer the valid 
necessary license, and return to duty. An employee that fails to take the necessary steps 
to reinstate his license and/or retm11 to duty within the fourteen (14) calendar days of the 
failure/suspension/revocation being remedied, shall be considered to have volm1tm·ily 
resigned from his position. 

B. 1st Offense- Failure to Maintain Licensure without Notice to the. Employer. The pmiies 
agree that if an employee fails to maintain the necessm·y licensure, and fails to notify the 
Employer of such failure/suspension/revocation as described above, such failure shall 
constitute just cause for purposes of termination. The pmiies agree that it is the 
employee's obligation to know the status/remain infonned of the status of his license at 
all times. The only issue to be put before an arbitrator, should the Employer's decision to 
issue discipline be challenged, is whether or not the employee provided notice to the 
Employer of the failure/suspension/revocation. 

C. 2nd Offense- Failure to Maintain Licensure. The pmiies agree that if an employee fails to 
maintain the necessm·y license for a second time, where his classification requires the 
maintenance of a valid license, then the employee shall be subject to discipline, up to and 
including tern1ination, pursuant to Article 10, for failure to remain qualified to perform 
the duties of his position; 
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ARTICLE20 
HOURS OF WORK/SCHEDULING 

Section 1. Work Day and Work Week. The normal work day consists of eight (8) consecutive 
hours, except for unpaid lunch periods, in a twenty-four-hour period. The normal work week for 
non-continuous operations shall consist offmiy (40) hours made up of five (5) consecutive eight (8) 
hour days within a seven (7) day period. 

Section 2. Pay Period. The nonnal pay period shall consist of eighty (80) hours made up of ten 
(1 0) days of eight (8) hours each. 

Section 3. Work Scheduling/Adjustments. The Union acknowledges that it is the 
management right of the Employer to schedule and/or adjust work schedules to meet the 
operational needs of the Employer, including but not limited to deviations from the nom1al work 
week schedules made necessmy because of brealcdowns or other matter beyond the control of 
mm1agement including snow or weather conditions that necessitate emergency snow control or 
weather condition scheduling. The above exmnple is illustrative only, m1d shall in no way be 
interpreted to restrict or compromise management rights. 

Section 4. Notice for Schedule Adjustments. The City agrees, in those instances where the City 
detel111ines that there shall be substantial changes in the regular scheduling of employees, that said 
schedule changes shall be discussed with the Union representative prior to their being instituted. 

ARTICLE21 
OVERTIME 

Section 1. FLSA Overtime. The parties agree that, except as otherwise noted, ove1iime due 
tmder the Fair Labor Standards Act (FLSA) shall be paid in accordm1ce with the Act. Bargaining 
unit members shall be entitled to receive one and one-half (1 1/2) times their base hourly rate of 
pay for all hours worked in excess of fmiy ( 40) hours during the standard seven (7) day, one 
hundred sixty-eight (168) hour work week. 

Section 2. Contractual Overtime. An employee shall receive one and one-half (1 1/2) times 
his hourly rate for each hour or fraction thereof which he or she works in excess of eight (8) 
hours in a twenty-four (24) hour period, or in excess of fmiy (40) hours in a seven (7) day 
period. · 

Section 3. Overtime Lists. All oveiiime lists will be on a rotational basis. 

Section 4. Payback List. An employee who is forced to tum down ove1iime due to EPA class 
time will be put on "payback list." 

Section 5. Hours Worked Defined. In addition to hours actually worked, for purposes of 
contractual overtime, time spent on vacation, jruy duty, and bereavement leave shall be 
considered hours worked for overtime eligibility under the contract. Military leave that is given 
for scheduled work days shall also be considered hours worked for ove1iime eligibility. For 
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those employees assigned to non-continuous operations, holiday pay shall also be considered to 
be hours worked for overtime purposes. 

Section 6. Overtime Avvroval. Employees shall not begin work prior to their normal 
scheduled starting time nor work beyond their normal scheduled quitting time unless ove1iime 
has been approved by the Employer. 

Section 7. Mandatory Overtime. Whenever the Employer detennines ovetiime is necessary to 
meet the operational needs of the depatiment, any or all employees may be required to work 
ovetiime. In the event that overtime needs to be ordered, it shall be ordered from the least senior 
employee in the classification from which the order is to made and, if applicable, presently 
available at the work location. 

ARTICLE22 
CALL-OUT/ON-CALL PAY 

Section 1. Call-Out Minimum. An employee who is called out to work during the four (4) hour 
time period that does not abut the beginning or ending of his regularly scheduled shift shall receive 
a minimum of four ( 4) hours pay at the applicable rate of pay. Where the call out time occurs in the 
four (4) hour time period immediately preceding the employee's regularly scheduled shift, the 
employee shall receive pay, at the applicable rate, for the time period of the call-out until the 
begimung of the regula~· shift. 

Where the employee is called back to work in the four ( 4) hour time period after Ius smft ends, he 
shall receive pay at the applicable rate, for the time period from the end of the regula~· smft until the 
completion of the call-out task(s). 

Call-out minimums do not apply to holdover situations. Additionally, a call-out nllnimun1 payment 
covers all calls during the applicable time period, a11d there shall be no pyral11iding of minimum 
call-out payments. 

Section 2. On-Call Pay Requirements. Bargaining unit members assigned to be on call a~·e 

expected to be available to respond if called out, witllln a reasonable proximity so that response will 
be prompt, a11d fit for duty during all on-call periods. Failure to respond when on call will subject 
an employee to discipline, and result in the loss of the on-call pay supplement for that week. 

Section 3. On-Call Pay Eligibilitv/Amount Bargaining unit members that are scheduled by 
management to be on call shall receive one hundred eleven dollars ($111.00) per week that they are 
required to be in on-call status. 

Section 4. Weekly On-Call Coverage Trades/Changes. Upon the approval of the Employer, an 
employee scheduled for on-call status may be allowed to switch ms on-call week with another 
qualified bargaining mut member. 

Section 5. Daily Emergency On-Call Coverage Trades/Changes. Upon the approval of the 
Employer, on-call personnel may be penmtted to switch with another qualified person in their 
depatiment on a daily basis. Approval for daily changes will be granted only during normal work 
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hours (7:00 a.m. through 3:00 p.m.) on Monday tlu·ough Friday, and the employee seeking the 
switch must also notify the computer room personnel of the changes for this period of time. 

Section 6. Overtime Pay Back List On call persmmel in collections systems will be put on a 
payback list for overtime. 

ARTICLE23 
WAGES 

Section 1. For the te1m of this agreement, the wages for bargaining unit employees shall be as set 
fmih in the Wage Schedule, Appendix C. 

Section 2. Steo Svstem Administration. The City will institute pay steps for the position of 
Laborer as follows: There will be six (6) steps for Laborers. Employees appointed to the position 
will automatically move up a step eve1y six (6) months so long as that employee has actually 
worked the six months. Effective January 1, 2008, all other classifications within the unit shall be 
subject to a step system. Employees hired after this date enter at seventy five percent (75%) of 
the top rate of the applicable classification, move to eighty percent (80%) of the top rate after 
completing year one (1), and progress five percent (5%) after completing their second (2nd) year, 
third (3rd) year, fourth (4th) year, and fifth (5th) year. After five (5) years of service the employee 
will be at the top rate of the pay scale. Members of the bargaining unit, hired after September 
16, 2008, that are promoted shall be placed at the lowest step in the system within the applicable 
classification so that there is an increase. 

Section 3. Waiver of Steo Svstem Requirement. The Employer, at its sole discretion and based 
on its detennination that a new employee's knowledge, skills, abilities, experience level, or 
licensure wanant a waiver, may place a new hire at a step above that which the employee would 
nom1ally be placed. Thereafter, the employee will proceed thi·ough the step system in accordance 
with the parties' Agreement. 

ARTICLE24 
{:PERS.PICKUP. 

Effective upon the execution of the Agreement, the City agrees to pickup and pay one percent 
(1.0%) ofthe employee's PERS contribution during the term ofthe pmiies' Agreement. 

ARTICLE25 
INSURANCE BENEFITS 

Section 1. Medical and Hospitalization Insurance. The City of Youngstown shall continue to 
provide to each bargaining unit member and his/her family Anthem Blue Cross PPO (or a 
comparable health care coverage and benefits plm1) medical, hospitalization and prescription 
insurance coverages and benefits per the sUllllilaty of coverages m1d benefits attached hereto as 
Appendix D. 
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Section 2. Vision/Dental Coverage. The City agrees to continue the program of providing 
coverage for existing vision and dental insurance except that tlris benefit will be entirely funded and 
adnrinistered by tl1e City, except as stated herein. 

Section 3. Life/ADD Insurance. The City will provide life insurance and accidental death and 
dismemberment insurance in the face amount of fifteen thousand dollars ($15,000) for active 
employees and four thousand seven hundred fifty dollars ($4,750) for retirees. Any employee hired 
on or after January 1, 2002, will not be eligible for any retiree life insurance. The City and the 
Union will attempt to obtain optional additional life insurance at group rates at the employee's 
expense. 

Section 4. Insurance Waiver. If any bargaining unit member elects to refuse the coverage set out 
in Section 1, then the bargaining unit member shall be paid the prenrium saved by the City, one 
hundred seventy-four dollars and forty cents ($174.40), payable in bi-weekly increments. Such 
election is contingent upon the bargaining unit member documenting the existence of health care 
coverage and executing a waiver of the City's group plan and further waiving any action for 
damages or reimbursement resulting from such election. 

Section 5. Employee Contributions. Effective January 1, 2010, employees shall contribute ten 
percent (1 0%) of the total prenrium for medical, hospitalization, prescription, vision, and dental 
coverage; however, employee contributions shall not exceed eighty dollars ($80.00) per month 
for single and one htmdred fifty dollars ($150.00) per month for families. Any percentage 
exceeding the eighty dollars ($80.00) or one hundred fifty dollars ($150.00) contribution, as 
applicable, shall be paid entirely by the City. 

Effective January 1, 2012, employees shall contribute ten percent (10%) of the total premium for 
medical, hospitalization, prescription, vision, and dental coverage, not to exceed a cap of one 
hundred dollars ($100.00) per month for single coverage and two hundred dollars ($200.00) per 
month for fanrily coverage. 

Section 6. The City shall designate a full-time employee who will act as a liaison between the 
bargaining unit members and any insurance carrier for all insurance, Workers' Compensation and 
injured on duty pay. 

Section 7. The City shall only be allowed to change health carriers after meeting to discuss the 
matter with the Union during any contract year. 

Section 8. Each new bargaining unit member will be provided a full and complete copy of the 
insurance policy. Within thirty (30) days of any change of carrier coverage, the City will also 
provide each bargaining unit member with all such changes of coverage policy provisions. 

ARTICLE26 
LONGEVITY 

Section 1. Eli!ribilitv. All. employees who have completed two (2) years of service with the City of 
Youngstown, in any division of the City's work force, shall be eligible for longevity payment. 
However, all bargaining unit employees hired on or after January 1, 2002, who have completed not 



less than three (3) full years of service, shall be granted longevity pay. The cap on longevity is set at 
twenty-five (25) years. 

Section 2. Amount/Payment Timing. For the duration of the Agreement, longevity shall be paid 
in the first week of December at the rate of sixty-two dollars ($62.00) for each year of service in any 
division of the work force of the City of Y onngstown completed as of September 1. Payment shall 
be made in the first week of December. 

ARTICLE27 
SIDFT DIFFERENTIAL 

Section 1. Shift Deshmation. For purposes of shift differential payments, the shifts statiing 
between 5:00 a.m. and 11 :00 a.m. shall be considered first or day shift, the shifts starting after 11 :00 
a.m. and up to and including 7:00 p.m. shall be considered the second or afternoon shift, and any 
shift statiing after 7:00p.m. through and including 5:00 a.m. shall be considered the third or night 
shift. 

Section 2. Administration of Differential Payments. Those employees who stati their turn in the 
times designated for each shift shall receive, in addition to their regular rate, the applicable shift 
differential payment for all hours worked as part of their shift. Employees shall not be eligible for a 
change in shift differential rate during the hours of a shift worked. 

Where employees at·e required to work beyond the hours of their regularly scheduled shift, they 
shall receive the applicable shift differential for the hours for which they worked. Where employees 
are called out prior to the beginning of their regular scheduled first shift, they shall receive the 
applicable shift differential for those hours worked which abut the beginning of their regularly 
scheduled shift. 

Section 3. Restrictions of Differential Payments/No Pvramiding. In no case shall an employee 
be paid shift differential for any hours worked during his/her first regulat·ly scheduled day shift. 
There shall be no duplication of shift differential payments nor shall tllis section be interpreted to 
pennit duplication of premium pay. 

Section 4. Amounts. Those hours worked between 3:00 p.m. - 11:00 p.m. receive a shift 
differential oftl.fty-five cents ($.55) per hour. Those hours worked between 11:00 p.m.-7:00a.m. 
receive a shift differential of sixty-five cents ($.65) per hour. 

ARTICLE28 
EXPOSURE PAY 

Section 1. Amount After the completion of probation, bargaining unit members shall be eligible 
to receive seven hnndred seventy dollars ($770.00) atmually for exposure pay. Payment shall be 
made in the fmm of a lmnp smn in accordance with the procedures of the finance department, and 
not added to each employee's base rate of pay: 

Section 2. Proration of Payment. An employee must complete the ninety (90)-day probationary 
period before becoming eligible for exposure pay. The employee must be on the payroll and 
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actually working so that payments to those not working for any reason other than regularly 
scheduled vacation will have the exposure pay prorated. Proration will begin after a fmiy-five (45) 
consecutive day absence other than vacation. 

ARTICLE29 
COLLEGE EDUCATION BONUS 

Section 1. Annual educational bonus payments shall be made in the month of January as set fmih 
below: 

A. Associate's Degree. For each bargaining unit employee who has an associate degree, such 
employee shall receive an extra annual bonus of one hundred seventy-five dollars ($175.00). 

B. Bachelor's Degree. For each bargaining unit employee who has a bachelor's degree, 
such employee shall receive an extra annual bonus of two hundred dollars ($200.00) 

C. Master's Degree. For each bargaining unit employee who has a master's degree, such 
employee shall receive an extra annual bonus of two hundred twenty-five dollars ($225.00). 

ARTICLE30 
UNIFORMS/EQillPMENT ALLOWANCE 

Section 1. Uniforms/Safety Equipment. The City shall provide bargaining unit members with 
identifiable uniforms, including two (2) jackets with a City of Y otmgstown logo, and safety 
equipment. Bargaining unit members are required to wear the unifonns provided by the Employer 
and properly utilize the provided safety equipment. Failure to adhere to these requirements may 
subject an employee to disciplinary action. 

Section 2. Boot/Safetv Glasses Allowance. Those employees that are required to wear a specific 
type of work boot in the perfmmance of their duties shall be reimbursed up to eighty-five dollars 
($85.00) annually for the purchase of approved work boots. An employee may elect to forego his 
boot allowance in any given year and then utilize that amount in conjunction with the following 
year's allowance to purchase boots, not to exceed one hundred seventy dollars ($170.00). The City 
also agrees to reimburse bargaining unit members that require the use of prescription safety glasses 
up to three hundred twenty-five dollars ($325.00) annually for the purchase of prescription safety 
glasses. 

Section 3. Documentation. In order to receive reimbursement, receipts must be submitted based 
on timelines posted by the General Accounting Manager. With the exception of the fomih quarter, 
receipts must be submitted by November 30 of each calendar year. 

ARTICLE31 
LICENSURE FEES/REIMBURSEMENT/CONTACT HOURS 

Section 1. Licensure Costs/Expenses. With prior approval of the Employer/designee, the cost of 
tuition, books, and testing fees will be paid by the City upon successful completion of an 
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examination required for obtaining one of the licenses described in Article 18. Such approval 
should not be tmreasonably withheld. 

Section 2. Seminar/Workshop Costs. With prior approval of the Employer/designee, the tuition 
costs for seminars/workshops may be paid by the City of Youngstown. The seminar/workshop 
must be directly related to the employee's City of Youngstown employment. 

Section 3. Contact Hours. The City agrees to schedule twelve (12) hams of on-site training 
classes for contact hams bi-armually. 

ARTICLE32 
RETIREMENT AND SEVERANCE 

Section 1. When an employee retires under the applicable pension system with ten (10) or more 
years of service with the City, the City shall pay him the full value of his/her accumulated vacation 
time and thirty-five percent (35%) ofthe value ofllis accumulated sick leave. Tllls shall be paid on 
the basis of the employee's current basic homly wage or on the basis of the homly wage at the time 
the benefit was accrued, wluchever is greater. 

Section 2. If an employee dies prior to retirement, the City shall pay llls/her designated beneficiary, 
or the legally appropriate beneficiary, the full value of llis/her accumulated vacation time, and 
thlrty-five percent (3 5%) of the value of llls/her accumulated sick leave. Tills shall be paid on the 
basis of the homly wage at the time the benefit was accrued, wllichever is greater. The proper 
designation of the beneficimy shall be made on fonns provided by the City of Y mmgstown's Risk 
Mmmgement office. 

ARTICLE33 
Y. M. C. A. REIMBURSEMENT 

Section 1. The Employer agrees that it shall reimbmse bargaining runt members one hundred fifty
three dollars and twenty-eight cents ($153.28) armually for a City of Youngstown YMCA 
membersllip. To receive tllls reimbmsement, receipts must be submitted by November 30 of the 
current year documenting the expenditme. 

ARTICLE34 
SICK LEAVE BONUS 

Section 1. For each qumier in whlch an employee does not use llls sick leave and maintains a sick 
leave balm1ce of one hundred twenty (120) hams or more, he shall be entitled to a bonus of one 
hundred fifty-five dollars ($155.00) that is from First Quarter, October through December, 
inclusive; Second Quarter, Janumy through March, inclusive; Tlllrd Quarter, April through June, 
inclusive; and Fomth Qumier, July through September. 

Section 2. Payment Schedule. These cash bonuses are payable at the end of November or early 
December in the calendar yem· in wlllch eamed. The cash bonuses for the non-use of sick leave 
shall not be prorated under any circumstances. It is understood by and between the pm1ies that lost 
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time fi·om injury at work or lost time due to bereavement leave does not affect this cash incentive 
program. 

ARTICLE35 
HOLIDAYS 

Section 1. Holiday Pay. An employee shall be paid at his/her nonnal daily rate of pay for eight (8) 
hours each holiday (i.e., holiday pay) for each of the recognized holidays listed below, provided that 
he satisfies the requirements of this article. 

1. 
2. 
, 
.). 

4. 
5. 
6. 

New Year's Day 
Martin Luther King Day 
Presidents Day 
Memorial Day 
Fomih of July 
Labor Day 

7. 
8. 
9. 
10. 
11. 

Colmnbus Day 
Veterans Day 
Thanksgiving Day 
Christmas Day 
Personal Holiday 

Section 2. Holiday Schedules. Holiday schedules will be posted one (1) week in advance. 

Section 3. Holiday Pay Rate. An employee that is scheduled to work on any of the recognized 
holidays above shall, in addition to the holiday pay provided in section 1, receive one and three
quarter (1 3/4) times his/her nonnal hourly rate of pay for each hour worked on said holiday. This 
premimn will be paid regardless of any other circmnstances. There is to be no doubling of holiday 
pay under any circmnstances. 

Section 4. Holiday Pay Eligibility. In order to be eligible to receive holiday pay as set forth in 
Section 1, an employee must work his last regularly scheduled shift before, the day of if 
applicable, and first scheduled shift after the holiday. 

Section 5. Personal Holiday Scheduling/Eligibility. The personal holiday listed above can be 
taken by the employee upon one (1) working day notice subject to the approval of his department 
head. Employees must complete the ninety (90)-day probationary period before becoming eligible 
for the personal holiday. An employee who intends to use the personal holiday in the month of 
December must request said day by October 1 of that year. If December is unavailable due to 
scheduling conflicts, the personal holiday may be refused by the City and the employee will be 
forced to use the day prior to December 1 of that year. 

ARTICLE36 
VACATION 

Section 1. Benefit. Each full-time employee shall be granted paid vacations and accme vacation 
time on the basis of full-time employment with the City according to the following schedule: 

After one year of service 
After five years of service 
After eleven years of service 
After seventeen years of service 

2 weeks 
3 weeks 
4 weeks 
5 weeks 



After twenty-three years of service 6 weeks 

Section 2. Eligibility/Usage. The length of vacation is detennined by an employee's full-time 
employment anniversary. 

The City will continue to utilize a "use-it-or-lose-it" vacation policy. Employees hired after 
December 31, 2001, must complete one (1) year of service before being eligible for vacation leave. 
Upon completion of this one (1) year of service, the employee will be entitled to a pro-rated amOtmt 
of vacation from the anniversary date tmtil December 31 of the first anniversmy year. This pro
rated amount will be detem1ined by the vacation hours emned :fi:om the employee's hire date to 
December 31 of the initial hire year. Effective January 1 of the next year, the employee will be 
eligible to take the eamed mnount of vacation as outlined in Section 1 of this miicle. Thereafter, the 
employee's anniversmy date shall be Janumy 1 of said anniversmy year. 

Section 3. Vacation Pay/Cashout For each week of vacation, the eligible employee shall receive 
his/her nonnal week's pay ( 40 hours) in accordance with his/her regular pay scale at the stmi of the 
vacation. By agreement between the City and the employee involved, vacation benefits may be 
liquidated in cash. 

Section 4. Vacation Scheduling. Annual vacation scheduling and selection will generally be 
conducted within each specific division by classification seniority, except that the City reserves 
the right to allocate/adjust the vacation schedule in order to assure the orderly operation of the 
depmiment. Vacation choice by classification seniority is only applicable prior to April 1 of each 
year. After April 1, vacation choice is on a "first come - first serve" basis. The bargaining unit 
member with the greatest classification seniority shall receive first preference for selection of 
vacation time provided that such request is submitted during the designated annual scheduling 
period. Scheduling of vacation in two (2) day blocks shall take precedence over requests for less 
than that ai110unt. Sixteen (16) hours of vacation may be taken in increments of one (1) hour or two 
(2) hours. Vacation increments of one (1) or two (2) hours cmmot be combined, and must be taken 
at the end of the employee's shift. Vacation requests for a half-day or single day may be taken as 
set forth in this section. 

ARTICLE37 
SICK LEAVE 

Section 1. Accrual. Each employee shall be eligible to eam sick leave at the rate of one m1d one 
quarter days per month, not to exceed fifteen (15) days per year. An employee may not emn sick 
leave while on sick leave, leave of absence including IOD, or layoff. Sick leave shall be 
accumulated without limit. 

Section 2. Status/Benefit Entitlement During Leave. Sick leave compensation shall be 
computed at the employee's nonnal daily or hourly rate at the time absence occurs. An employee on 
sick leave or injured on duty leave shall be considered as being on the payroll and entitled to all 
benefits thereof, save those mentioned in Section 1 of this miicle. 

Section 3. Usage. Employees may use sick leave, upon approval of the Employer, for the 
following reasons: 



A. illness, injury, or pregnancy-related condition of the employee; 

B. exposure to contagious disease that could be commtmicated to and jeopardize the health 
of other employees; 

C. examination of the employee, including medical, psychological, dental, or optical 
examination, by an appropriate licensed practitioner which cannot be scheduled during 
non-work hours; 

D. illness, injury, or pregnancy-related condition of a member of the employee's immediate 
family where the employee's presence is reasonably necessary for the health and welfare 
of the affected family member; 

E. examination including medical, psychological, dental, or optical examination of a 
member of the employee's immediate family by an appropriate practitioner where the 
employee's presence is reasonably necessary. 

Section 4. Charging of Sick Leave. Sick leave shall be charged in minimum increments of one 
(1) hour. An employee shall be charged for sick leave only for days upon which he would 
otherwise have been scheduled to work. Sick leave payment shall not exceed the normal 
scheduled workday or workweek earnings. 

Section 5. Notification. When an employee is unable to repmi to work due to illness or injury, 
he shall notify his immediate supervisor, or other designated person, at least one (1) hour prior to 
the stmi of his shift, unless an emergency prevents such notice. Additionally, within eight (8) 
hours of each scheduled shift thereafter, the employee will notify the Employer of his 
availability. 

Section 6. Documentation. The Employer may require an employee to fumish a satisfactory 
written, signed statement to justify the use of sick leave. This statement will be accepted if legible, 
subject to vetification at a later time by the City. If medical attention is required, or the absence is 
greater than three (3) days, a cetiificate stating the nature of the illness from a licensed physician 
shall be required to justify the use of sick leave. 

The cetiificate must state that the employee was examined, the date of such examination, that the 
employee cannot work, and the expected rettm1 date. Falsification of either an application for 
injured on duty leave, a written signed statement or a physician's cetiificate shall be grounds for 
disciplinary action, including dismissal. 

Section 7. Sick Leave Transfer. An employee who transfers to the City from another public 
agency shall not be credited with any unused accumulated sick leave. 

Section 8. Employer Required Examination. If the Employer has a reasonable basis for 
believing that an employee is no longer mentally or physically capable of perfonning the 
essential functions of his position, or poses a threat to himself or others, the Employer may order 
an examination by an appropriately qualified medical professional, at the Employer's expense. 



Upon receipt of the medical professional's opinion on fitness for duty, the Employer, the Union, 
and the employee will meet to discuss possible altematives and/or accmmnodations. If no 
altemative or accommodation is mutually agreeable, then the employee will be placed upon 
disability leave or disability separation. 

Section 9. Patterned Absence/Abuse. Any employee suspected of abusing sick leave and/or 
showing a pattem of abuse shall be subject to cmTective action. A pattem of abuse consists of 
absence while on sick leave as evidenced by a frequency or pattem contiguous or related to 
holidays, weekends, vacation and/or consistent regular usage, or a method of usages of available 
sick leave. Further abuse/pattemed use of sick leave or pattem abuse will result in disciplinmy 
action, up to and including tennination. 

ARTICLE 38 
BEREAVEMENT LEAVE 

Section 1. Bereavement Leave. Employees shall be eligible for bereavement leave, not to exceed 
tln·ee (3) scheduled duty days, for death in their innnediate fan1ily. Paid bereavement leave shall 
only apply :fi·om the date of death to the date of funeral services or cremation, provided those days 
fall on regulmly scheduled work days. Innnediate family shall include the employee's spouse, a 
child (natural or adopted), current stepchildren, father, mother, father-in-law, mother-in-law, 
grandpm·ent, grandparent-in-law or grandchild, brother or sister, brother-in-law or sister-in-law. At 
the discretion of the Depmiment Head, an employee may be allowed an additional seven (7) days 
offwitl1out pay. 

ARTICLE39 
LEAVE WITHOUT PAY 

The Rules and Regulations of the Y mmgstown Civil Service Cmmnission as to leave of absence 
apply. Leave of absence will be granted pursuant to those rules. 

ARTICLE40 
PERSONAL DAYS 

Section 1. Amount. Each employee may be given three (3) personal business days each year. 
Two (2) of these days shall be paid and deducted from the employee's sick leave balance and one 
(1) day shall be unpaid. These days will not affect longevity, vacation, or sick leave bonus. 

Section 2. Usage/Scheduling. Use of these days is expressly conditioned upon no creation of 
overtime and the operational needs of the Employer. An employee wishing to use personal business 
days will be required to submit his request to the Depmiment Head or his designee with at least 
three (3) days notice. An employee refused personal business days must come to work or face 
disciplinary action. Personal days may not be scheduled for an employee's regulm·ly scheduled shift 
before, on if applicable, or after a recognized holiday. In the event of a documented emergency 
situation, a request for usage with less that tln·ee (3) days notice shall be granted. 
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ARTICLE41 
JURY DUTY LEAVE 

Section 1. Any employee while serving as a juror on a duty day shall receive full pay and benefits 
from the City and shall reimburse to the City any pay received fi:om the coruis. If not reimbursed to 
the City within thirty (30) days, the City will deduct the amount from the employee's next pay and 
the employee may be subject to discipline. Tllis article applies to service in any court system (i.e., 
municipal, cmmty, state, or federal). 

ARTICLE42 
UNION LEAVE 

Section 1. Union Activity during Work Hours. The City will attend labor management 
meetings, attend grievance meetings, or attend to other scheduled meetings between the parties, if 
necessruy, with the understanding that at no time will ove1iime be paid to the designated officer. 
The Urn on will cooperate in covering ills/her job duties for the period involved. 

Section 2. Unpaid Union Leave. Two (2) elected U11ion officials may use up to six (6) days per 
officer of unpaid Urn on leave without effect on vacation accruals. Additionally, one (1) elected 
Umon official may use up to eight (8) days of unpaid uillon leave without effect on vacation 
accruals. Any leave in excess of the allotment set forth above will result in loss of vacation 
accmals. Tins unpaid leave may be used for attendance at U11ion trailing and education. 

ARTICLE43 
INJURED ON DUTY GOD) 

Section 1. IrDured on duty leave (IOD) shall be granted to any employee ce1iified by the City as 
injured in the course and scope of City employment. Ce1iification will not be unreasonably 
withheld by the City. 

The employee shall be paid Injured on Duty (IOD) pay from the City instead of Temporruy Total 
Benefits fi:om the Bureau of Workers' Compensation only if the employee obtains medical 
treatment fi:om a schedule of providers designated by the City (see Appendix E). Chru1ges to the 
schedule of providers shall be fmalized in Jrummy of each yeru·. Bmgaimng unit members may 
subnlit provider nrunes to the law director in writing during May of the current yem or by 
November 1 of each preceding yem. An employee who chooses to seek treatment from a medical 
provider who is not included in the City's schedule of providers will not be entitled to IOD pay, but 
will be entitled to any benefits the Bureau of Workers' Compensation will allow. The City reserves 
the right to add or delete health providers from the City's schedule of providers. 

Section 2. Procedure. An employee claiming to be injured on duty shall notify ills immediate 
supervisor by the end of the employee's sllift of an alleged work place injury willch occurred dming 
that sillft in order for the City to consider ce1iification of the alleged injruy. The employee may 
report an injury without actually filing for IOD/Workers' Compensation for up to the time limits 
allowed by the Bureau of Workers' Compensation. Once an employee files for IOD/Workers' 
Compensation, IOD will not commence rn1til all City required documentation is received by the 
City. Until such time, the employee will be continued on payroll with sick leave, vacation or A/T 

I /6/2011 AGYGNCI OOOCJ1ifi?7 nnr1 ?7 



for any time off duty. Such time will be reimbursed upon City's grant ofiOD pay. If such retum of 
documents exceed seven (7) calendar days, time will not be reimbursed unless a physician's 
cooperation or lack thereof makes such impracticable. The employer shall have the responsibility to 
present necessary documentation to the employee at the time the injury is repmied and the employee 
shall have the responsibility to ensure timely completion of this documentation. 

Section 3. Continued Participation. Continued patiicipation in the IOD progrrun is dependent 
on the employee suffering an on-the-job injury cetiified by the City and the employee patiicipating 
in an injury-related rehabilitation or return-to-work program. If, however, atl employee files for 
temporary total or pe1mat1ent total disability or is working elsewhere during the time the employee 
claims to be disabled from his City job, or is found to be perfmming tasks that are in conflict with 
the reported injury, all City benefits will immediately stop (including, but not limited to, the 
accumulation of sick, vacation or atly other leave, eligibility for holiday pay atld the Employer's 
contribution to the employee's pension :fimd). 

Section 4. Eventual Denial of Claim. If, after a Bureau of Workers' Compensation 
determination or the administrative appeals process, whichever stage finalizes the process, it is 
found by the Bureau, the Industrial Commission or a corui that the claim is not related to the 
employee's City job, the employee must reimburse the City for all IOD used by any means 
available: accrunulated sick leave, vacation or regular biweekly pay deductions. The atnount so 
used must be repaid within a twelve (12)-month period. 

Section 5. City Denial of Claim. If the City does not certify a claim, the employee will be 
permitted to use his/her sick leave or vacation leave which shall be reimbursed if, after the Bureau 
deternlination or the administrative appeal process, whichever stage fmalizes the process, it is found 
by the Bureau, Industrial Commission or a court that the claim was incurred in the scope of City 
employment. 

Section 6. Vocational Rehabilitation Program. Any employee grru1ted IOD who is refen-ed to 
a Bmeau Vocational Rehabilitation Program will be required to apply for, attend atld fully cooperate 
with said progt·run. Failure to fully cooperate with the Bureau Vocational Rehabilitation Progratn 
may result in loss ofiOD benefits. 

Section 7. Duration. Wages atld all benefits, except sick leave as excluded by Aliicle 37, Section 
1, for those off-duty on IOD will be continued for up to two thousand eighty (2080) hours in a three 
(3) year period from the date of injury if all requirements above are met. After that period an 
employee rn1able to return to work can file for Workers' Compensation TT, but will not continue to 
be eligible for City benefits including sick or vacation accrual. Hospitalization benefits for an 
employee who has exhausted IOD but is rn1able to return to work will be continued for another six 
(6) months if the employee continues to provide the City with doctors' reports stating that he is 
unable to retrun to work at least one time per month. After exhaustion of this six (6)-month period, 
the City shall treat such as a "reduction of hours" Cobra-qualifying event and make necessary 
modifications to the employee under COBRA. 

Employees on IOD must use their accrunulated vacation as required by Aliicle 36, Vacations. The 
employee's annual vacation usage will extend IOD by the amount of days equal to that allotment. 
This language does not require that vacation time be taken instead of IOD benefits except in those 
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situations where an employee would otherwise not be able to take vacation within the year the 
employee is required to use it or lose it. 

Section 8. False Claims/ Abuse. The City reserves the right to recoup benefit payments to any 
employee who is guilty of submitting a false claim or abuse of the privilege covered in this article, 
or working for another employer while on injury leave, and to take disciplinary action. Examples of 
what might constitute "abuse" as used in this section, including an employee's refusal to perfmm the 
duties associated with his/her transitional work duty assignment, failure to comply with the te1ms 
outlined in this Agreement, etc. -

Section 9. Light Duty/Transitional Work. If the employee is able to work in a light duty or 
transitional work assignment, the City may provide work within the Depaliment, if available. A 
light duty or transitional work assignment shall not exceed sixty (60) days, unless pennitted by the 
City. 

An employee cannot refuse to accept a light -duty or transitional work assignment. Only an 
employee's physician may provide evidence supporting an employee's inability to accept a light
duty or trallsitional work assignment. Upon receipt of such an opinion, the City reserves the right to 
send all employee for all independent medical examination at the City's expense or to initiate 
disability separation proceedings in accordallce with the City's Municipal Civil Service Rules. 

Time spent on a light-duty assignment is counted toward the two thousand eighty (2080) hour limit 
for payment ofiOD. 

ARTICLE 44 
ATTENDANCE/SAFETY INCENTIVE PROGRAM 

Section 1. Purpose/Scope. In order to promote safety in the workplace, decrease the alnount of 
preventable sick leave usage, and reduce IOD/Workers' Compensation claims, the City may 
offer to bargaining unit members a leave conversion progran1. The City may, at its sole . 
discretion, discontinue the program during the first qumier of any year. 

Section 2. Participation Criteria. Bargaining unit members m·e required to maintain a 
minimum balance of five hundred (500) hours of sick leave. "Balance" is what an employee has 
as of December 31 of the program yeal·. 

These minimum balances must be maintained in order to qualify for program participation. The 
conversion of paid leave under tllis program may not exceed the maximum alnounts set forth 
below or reduce the paliicipant's balance below the minimum amounts described previously. 
Conversion of paid leave under this program is to be done in minimum increments of one (1) 
hour. 

Section 3. Conversion/Liquidation Options. An employee that satisfies the criteria for 
partiCipation and acllieves the following goals may convert a maximum of one hundred (100) 
hours of paid leave annually utilizing any combination of the following options: 
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A. An employee who utilizes no sick leave during a calendar year (January 1 - December 
31) may liquidate up to eighty (80) hours of paid sick leave at the rate of fmiy percent 
(40%) ofhis cunent hourly rate. 

B. An employee who has no lost time due to a work-related injury claim (IOD) during a 
calendar year (January 1 - December 31) may liquidate up to forty ( 40) hours of paid 
leave at a rate of forty percent (40%) ofhis cunent hourly rate. 

C. An employee who does not file a claim for workers' compensation during a calendar year 
(January 1 -December 31), in connection with a cunent incident or a previous/pre
existing claim or condition, may liquidate up to forty ( 40) hours of paid leave at a rate of 
forty percent (40%) ofhis cunent hourly rate. 

Section 4. Payment Maximum/Schedule. The combined ammmt of paid leave that may be 
converted shall not exceed one hundred (1 00) hours for any given year. Payment will be made 
during the first quatier following the yeat· in which the employee patiicipated in the program. 

Section 5. Procedure. If the employee is eligible, he shall notify the Employer by December 1 
of each yeat· as to how much paid leave, if any, he desires to sell back. The paid leave sold back 
to the Employer shall be that which is eamed during the previous yeat· and paid to the employee 
by April 30 ofthe following year. 

Section 6. Any full-time employee, who during his career was off on sick leave due to ail 
extended illness or injury, may make a request to the Appointing Authority to waive his 
eligibility threshold of eatned sick leave, for the purposes of Sections 2. It is within the 
Appointing Authority's sole discretion as to whether or not to gratlt such a waiver. 

ARTICLE45 
LABOR MANAGEMENT COMMITTEE 

Section 1. Purpose. To facilitate better communication and understanding between Local 
2163-6 and the City of Youngstown a11d for a discussion of rules, regulations, administration of 
this Agreement and other matters of mutual interest or concem, a Labor-Management committee 
is hereby established. 

Section 2. Composition. This Committee shall consist of five (5) members of management a11d 
five (5) members of the Union. 

Section 3. Meetings. Meetings will be held at times and places mutually agreeable to the 
parties. The patiies shall provide each other with an agenda of the issues to be discussed and a 
list of the parties who will be in attendance at least one week prior to the scheduled date of the 
meeting. 

Section 4. Agenda. For any labor/management meeting, both parties will endeavor to provide the 
other with infonnation as to the topic( s) to be discussed prior to the meeting for informational 
purposes only. 
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ARTICLE46 
SAFETY PROGRAM 

Section 1. A safety program will be established whereby a Union/management safety committee 
will meet once per month on a day mutually selected by the parties for the pmpose of discussing 
safety and health in plant and collections systems operations. The committee will consist of four ( 4) 
representatives from the City and four (4) representatives of the Union, appointed by the Union 
president. 

Section 2. The Union and City committee will jointly devise a safety policy for use on tl1e job with 
a procedure for addressing any safety infractions. Should an employee, after first completing this 
process, remain dissatisfied with the resolution of the issue by the safety program, he/she will have 
the ability to grieve tl1e reasonableness of the safety committee resolution directly into third step. 

ARTICLE 47 
DRUG/ALCOHOL TESTING PROGRAM 

The Employer's Dmg and Alcohol Testing Program and CDL Dmg and Alcohol Testing 
Program are attached as an addendum to this agreement at Appendix F and is fully incorporated 
herein. The parties agree that all employees of the Youngstown Waste Water Department will be 
subject to the City's Dmg and Alcohol Testing Program. Where applicable, bargaining unit 
members holding CDLs are also subject to the City's CDL Dmg and Alcohol Testing Program. 

ARTICLE48 
PERSONNEL FILE 

Section 1. The City may compile and maintain an official persmmel file for each employee. This 
file shall be maintained at the Waste Water Department and in appropriate City department(s) or 
division(s) as designated by the Employer. The persom1el file of each employee shall contain the 
name, address, social security nun1ber and other identifying infonnation as to the employee. 

Section 2. Notification of Personal Information Change. Each employee shall notify the City 
as to his or her change of address and/or phone number at least within fomieen (14) calendar days 
of said change or changes. If there is a failure of notification as to any change of address or phone 
number, the address or phone number last given to the City shall be used for notification as to call 
out of the said employee or any other notification at the peril of the employee. 

Section 3. Access. Each employee shall have the right to inspect his or her file at any reasonable 
time. The employee shall not remove any document fi·om said file, but shall be permitted to make 
copies of documents in the file. The file shall be accessible to the legal representative of the 
employee or to an authorized representative of the Union, who shall be permitted to malce copies of 
file documents, but only to the extent that the materials are public records. 

Section 4. Clarification. If an employee disputes the accuracy of any of the documentation 
contained in the personnel file, he may enter a statement into tl1e file in order to clarify the 
documentation. This statement shall not be derogatory or inflmmnatory in nature, and after 
inspection by the Employer's representative, will be appended to the material at which it is directed. 
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ARTICLE49 
DEFERRAL OF INCOME AND TAXATION 

Section 1. The City will, as soon as practicable, defer the employee share of the Public Employee 
Retirement System (PERS) contribution for income tax purposes. That is, the City will withhold 
the full amount of the statutorily required contribution from the gross pay of each employee within 
the bargaining unit and shall pay to the PERS in Columbus, Ohio, those individual employee 
contributions the City will be "picking up." This contribution will cause it to be defened fi·om 
income taxation resulting in some increase in the net take home pay of the employee. No employee 
shall have the option of choosing to receive the statutorily required contribution directly instead of 
having it picked up by the City of Youngstown and sent to PERS in Columbus, Ohio. The City of 
Youngstown shall, in reporting and making remittance to the PERS, report that the employee's 
contribution has been made as provided by statute. The gross wage or salmy of the employee 
subject to the pick up, as provided by this section, shall not change as a result of this pick up 
progrrun. 

ARTICLE 50 
CONTRACTING OUT/BARGAINING UNIT WORK 

Section 1. Contracting Out. The City intends to utilize bargaining unit employees to perform 
work which they normally perfonn. However, the City reserves the right to contract out any work it 
deems necessary due to emergency conditions or operational/programmatic concerns. 

Section 2. Bargaining Unit Work Management recognizes that it will not perfom1 bargaining 
unit work. 

ARTICLE 51 
SEPARABILITY AND LEGALITY 

Section 1. It is the intent of the City and the Union that this Contract and its various provisions 
shall be effective and cmTied out in accordm1ce with the applicable law. If any provision or part of 
this Contract is found to be contrary to law and illegal by a court having jurisdiction and authority to 
make that decision, that provision, article or part of this Contract so held to be illegal shall alone be 
null and void. The remainder of this Contract in all parts shall remain in full force and effect. 

Section 2. In the event that any part of this Contract is found by the proper court to be contrary to 
law, the City and the Union shall meet within fourteen (14) days of the decision to discuss whether a 
lawful alternative provision can be agreed upon. In the event that no decision cru1 be reached, either 
party may execute a notice to negotiate over the invalidated language. 

ARTICLE 52 
NOTIFICATION OF EMPLOYMENT INFORMATION/STATUS 

Section 1. Contact Information. All bargaining unit members are requiredto ensure that all of the 
contact and address infonnation is kept crnTent a11d, upon demand, complete the necessary fonns so 
that the City can ensure that its files and contact infmmation are accurate a11d up to date. 
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Section 2. Dependent Status Information Reporting. All bargaining unit members are 
required to provide notification to the City, within one (1) week of the occunence of a potential 
eligibility changing event, so that the City can repmi such infom1ation to its insurance canier. 
Not by way of limitation of the foregoing requirement, illustrative examples of events or the 
types of events that shall require notice to the Employer are: 

1. A change in the marital status of the employee (e.g., maniage, divorce, dissolution, 
annulment, death, etc.). 

2. A change in college enrollment status of the employee's child or dependent (e.g., 
withdrawal, dismissal, expulsion, full-time to part-time status, etc.). 

3. A change in the identity of or status regarding any of the employee's children or 
dependents (i.e., adoption, custody status arrangements, birth, death, etc.). 

4. The attainment of nineteen (19) years of age by any child or dependent of the 
employee, or any other age limit as established by the plan. 

5. Mental or physical disability of any dependent affecting dependency status. 

The parties recognize that additional situations may exist requiring notice and agree that any 
situation requiring notice not listed above will not result in discipline (provided that the . 
employee takes action to enter into a repayment plan) until such time as the Employer provides 
notice to the employee, with a copy to the Union, of that matter and an effective date for 
compliance. The reimbursement obligation under Section 4 would still apply. 

Section 3. Documentation. The City may require that an employee provide the insurance 
company with documentation establishing and/or verifying any infonnation that is required to be 
provided under this article. 

Section 4. Reimbursement. In the event that the employee fails to provide notification to the 
Employer as described above, and public funds are expended for coverage, benefits, or other 
costs that otherwise would not have been paid had the accurate employment infonnation been 
provided, the employee will be required to reimburse the Employer for those monies that were 
inappropriately expended. The employee shall be required to enter into a repayment plan and 
execute any documentation that the Employer detennines to be necessary to facilitate the 
repayment in a prompt manner. The plan ·shall be entered into within thirty (30) days of the 
event first being brought to the attention of the employee. 

The parties agree to enter into a reasonable reimbursement plan which may include the forfeiture 
of monetary payments due under the contract, payroll deductions, forfeiture of accrued paid 
leave, etc. In the event that an employee does not make arrangements for reimbursement in full, 
the Employer may talce whatever actions deemed necessary to achieve repayment, including the 
involuntary withholding/offset from payments due under the contract or at separation, if 
necessary. In the event that the Employer takes action to achieve repayment, the employee may 
file a grievance over the "reasonableness" of the Employer's action. 
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Section 5. Discipline. Any employee that refuses to enter into the mandatmy reimbursement 
agreement, refuses to fully complete any initial or update request for infonnation required by the 
Employer, refuses to provide documentation as directed by the Employer, or provides inaccmate 
information shall be subject to discipline, up to and including te1mination, for insubordination 
and/or dishonesty. Any employee that otherwise fails to report any of the infmmational changes to 
the Employer as required by this miicle shall be subject to appropriate disciplinmy action. 

ARTICLE 53 
DURATION 

Section 1. This contract shall become effective upon ratification/acceptance of a tentative 
agreement by both parties (date of latest acceptm1ce ), the acceptm1ce by both parties of a fact 
finding repmi (date of latest acceptm1ce at SERB or expiration of seven [7] day time period as 
applicable), or implementation, as applicable, a11d shall remain in effect until December 31, 2013. 

Section 2. Not sooner than one hundred twenty (120) days prior to the expiration of the Agreement, 
either pmiy may file a notice to negotiate on a successor contract pmsuant to the Ohio Revised 
Code, Chapter 411 7. 

Section 3. Any notice to be given under this contract shall be by certified mail and is to be sent, if 
by the City, to the United Steel, Paper and Forestry, Rubber, Manufactming and Energy, Allied 
Industrial a11d Service Workers Union, Five Gateway Center, Pittsbmgh, Pennsylvania, 15222, and 
if by the Union to the Mayor of the City of Y mmgstown, Ohio, City Hall, Y otmgstown, Ohio, 
44503. Either paiiy may, by written notice, make a chm1ge of address. 
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SIGNATURE PAGE 

z;1re/ 
IN,:-WITNESS WfiEREOF, the patiies hereto have set their hands this __ -___ day of __ _ 
-hz:bV'UCLY'\/ , 20yt.2 

I 

Charles Satlnnat·one, Mayor 

ABSENT 

David Bozanich, Finance Director 

Director of Law 

APPROVED AS TO FORM 

Anthony Farris, ]6;~~dor-of Law 
(J\) ' 

For the Union 

OlkfLA 
Cli(an Hardei1, Ba(gaining Team Member 

Vemon Smith, Bargaining Team Member 

Dominic Martino 
Bargaining Teat~1Member ll y~- -"'Q I -

C ,~>.LJ.,A ~-u 
lolu; Siembfed'; 
Bat·gaining Team Member 

Kirk Davies, StaffRepresentative 



SIDE LETTER #1 
DISCIPLINE DOCUMENTATION 

The patiies agree that bmgaining unit members shall be provided written documentation 
reflecting the issuance of discipline (i.e., letters of instruction a11d cautioning, written watning, 
suspensions, etc.). 

FOR THE EMPLOYER FOR THE UNION 

Date Signed: _______ _ 
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SIDE LETTER #2 
BOILER OPERATIONS 

In the event that the Boiler Operation is eliminated, those persons cuiTently classified as Boiler 
Operators will be absorbed into Waste Water Plant Operations. Any reduction in force from that 
point will occur in accordance with the parties' Agreement. 

FOR THE EMPLOYER FOR THE UNION 

Date Signed: _______ _ 
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SIDE LETTER #3 
LEAVE CONVERSION AT RETIREMENT 

Notwithstanding Article 31, Section 1, an employee that is a member of the bargaining unit as of 
January 1, 2008, shall continue, upon retirement or leaving the City for any other reason, to be 
eligible to receive payment for the full value of his accumulated vacation time and thirty-five 
percent (35%) of the value of his accumulated sick leave. This shall be paid on the basis of the 
employee's cmTent basic hourly wage or one the basis of the hourly wage at the time the benefit 
was accmed, whichever is greater. 

FOR THE EMPLOYER FOR THE UNION 

Date Signed: _______ _ 



APPENDIX A 
BARGAINING UNIT COMPOSITION 

The following listed classifications are included in the Local 2163 bargaining mlit: 

Classification Title 

Boiler Operator 

Boiler Operator 1 (Operator Lie Class 1) 

Boiler Operator 2 (Operator Lie Class 2) 

Boiler Operator 3 (Operator Lie Class 3) 

Clerk-Clerk/Typist 3 

Clerk-ClerldTypist 4 

Clerk-Clerk/Typist 5 

Computer Room Plant Operator 1 (Operator Lie Class 1) 

Computer Room Plant Operator 2 (Operator Lie Class 2) 

Computer Room Plant Operator 3 (Operator Lie Class 3) 

Collection System Maint. Operator 

Collection System Maint. Operator 1 (Operator Lie Class 1) 

Collection System Maint. Operator 2 (Operator Lie Class 2) 

Collection System Maint. Operator 3 (Operator Lie Class 3) 

Collection System Maint. Operator 

Collection System Maint. Operator 1 (Collection Lie Class 1) 

Collection System Maint. Operator 2 (Collection Lie Class 2) 

Collection System Maintenance Operator Gang Leader 

Collection System Maint. Operator Gang Leader 1 (Operator Lie Class 1) 

Collection System Maint. Operator Gang Leader 2 (Operator Lie Class 2) 

Collection System Maint. Operator Gang Leader 3 (Operator Lie Class 3) 

Collection System Maintenance Operator Gang Leader 

Collection System Maint. Operator Gang Leader 1 (Collection Lie Class 1) 

Collection System Maint. Operator Gang Leader 2 (Collection Lie Class 2) 

Custodian 

Electrical Instrumentation Technician 

Electrical Instrumentation Tech. 1 (Operator Lie Class 1) 

Electrical Instrumentation Tech. 2 (Operator Lie Class 2) 

Electrical Instrumentation Tech. 3 (Opetator Lie Class 3) 



APPENDIX A 
BARGAINING UNIT COMPOSITION 

(CONTINUED) 

Classification Title 

Laborer (Step 1) 

Laborer (Step 2) 

Laborer (Step 3) 

Laborer (Step 4) 

Laborer (Step 5) 

Laborer 

Laborer 1 (Operator Lie Class 1) 

Laborer 2 (Operator Lie Class 2) 

Laborer 3 (Operator Lie Class 3) 

Laborer/Truck Driver 

Masonry Repainnan 

Masonry Repainnan 1 (Collection Lie Class 1) 

Masonry Repainnan 2 (Collection Lie Class 2) 

Mechanic Helper 

Mechanic Helper 1 (Operator Lie Class 1) 

Mechanic Helper 2 (Operator Lie Class 2) 

Mechanic Helper 3 (Operator Lie Class 3) 

Mechanic Helper/Oiler 

Mechanic Helper/Oiler 1 (Operator Lie Class 1) 

Mechanic Helper/Oiler 2 (Operator Lie Class 2) 

Mechanic Helper/Oiler 3 (Operator Lie Class 3) 

Plant Clerk 

Plant Mechanic 

Plant Mechanic 1 (Operator Lie Class 1) 

Plant Mechanic 2 (Operator Lie Class 2) 

Plant Mechanic 3 (Operator Lie Class 3) 

Plant Operator 

Plant Operator 1 (Operator Lie Class 1) 

Plant Operator 2 (Operator Lie Class 2) 

Plant Operator 3 (Operator Lie Class 3) 
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APPENDIX A 
BARGAINING UNIT COMPOSITION 

(CONTINUED) 

Classification Title 

Plant Painter 

Pretreatment Sampler Utility Operator 

Pretreatment Sampler Utility Operator 1 (Operator Lie Class 1) 

Pretreatment Sampler Utility Operator 2 (Operator Lie Class 2) 

Pretreatment Sampler Utility Operator 3 (Operator Lie Class 3) 

Truck Mechanic 

Truck Mechanic 1 (Operator Lie Class 1) 

Truck Mechanic 2 (Operator Lie Class 2) 

Truck Mechanic 3 (Operator Lie Class 3) 

Utility Helper 

Utility Helper 1 (Operator Lie Class 1) 

Utility Helper 2 (Operator Lie Class 2) 

Utility Helper 3 (Operator Lie Class 3) 
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NO. _____ _ 
STEP ____ _ 

APPENDIXB 
GRIEVANCE PROCEDURE 

U}ITON _______________ _ 
DEPARTMENT AND/OR DIVISION ______ _ 
DATE FILED _____________ _ 

DATE RECEIVED BY THE CITY OF YOUNGSTOWN ___________ _ 
NAME OF PERSON RECEIVING SAME. ________________ _ 

NAME OF GRIEVANT 
POSITION HELD _______________________ _ 
CURRENT ASSIGNMENT ____________________ _ 

IF ANY DOCUMENT IS NECESSARY TO PROVE YOUR GRIEVANCE, PLEASE INDICATE 
SAME. ___________________________ _ 

DESCRIPTION OF GRIEVANCE, INCLUDING DATE: ___________ _ 

REMEDY DESIRED ______________________ _ 

UNION REPRESENTATIVE GRIEVANT 

DATE ______ _ 

COPIES TO: GRIEVANT; PRESIDENT OF U}ITQN; DEPARTMENT HEAD 
MAYOR'S DESIGNEE 
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APPENDIX B (Continued) 
GRIEVANCE PROCEDURE 

CITY OF YOUNGSTOWN RESPONSE TO GRIEVANCE 

NO. _____________________________ STEP ______________________ _ 

NAME OF RESPONDENT ______________________________________ ___ 

RANK AND/OR DESIGNATION TO PROCESS GRIEVANCE _________ _ 

DATE OF HEARING _________________________________________ __ 

RESPONSE TO CITY TO HEARING BEFORE DEPARTMENT HEAD OR HIS/HER 
REPRESENTATNE ____________________________________________ __ 

DISPOSITION-------------------------------------------------

SIGNATURE WITH RANK OR DESIGNATION 

DATE 

{10/6/2011 AGYGNCI 00096627.DOC) 43 



APPENDIX B (Continued) 
GRIEVANCE PROCEDURE 

CITY OF YOUNGSTOWN 
MAYOR'S DESIGNEE DECISION 

NO. _____________________________ STEP ______________________ __ 

DATE RECEIVED BY MAYOR'S DESIGNEE _______________________ _ 

NAME OF GRIEVANT ____________________________________ ___ 

DISPOSITION ______________________________________________ __ 

SIGNATURE OF PERSON DISPOSING OF GRIEVANCE 

DATE DISPOSED 

COPIES TO: GRIEVANT; PRESIDENT OF UNION; DEPARTMENT HEAD; 
MAYOR'S DESIGNEE 
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APPENDIX B (Continued) 
GRIEVANCE PROCEDURE 

CITY OF YOUNGSTOWN 
GRIEVANCE FORM 

SUMMARY AND DISPOSITION SHEET 

NO. ____________________________ STEP ______________________ _ 

DEPARTMENT AND/OR DIVISION __________________________________ _ 

NAME OF GRIEVANT--------------------------

DATE FILED ________________________ __ 

SIGNATURE OF PERSON RECEIVING SAME FOR CITY ___________________ _ 

0 THIS GRIEVANCE IS SETTLED 

D THIS GRIEVANCE IS NOT SETTLED 

0 I APPEAL TO THE __________ STEP 

0 I DO NOT WISH TO APPEAL 

0 I APPEAL TO THE DEPARTMENT HEAD 

0 I APPEAL TO THE MAYOR'S DESIGNEE 

0 I APPEAL TO ARBITRATION 

COMMENTS ___________________________________ __ 

UNION REPRESENTATIVE 
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Effective Januarv 1. 2011 

Classification Title 

Boiler Operator 

Boiler Operator 1 (Operator Lie Class 1) 

Boiler Operator 2 (Operator Lie Class 2) 

'Boiler Operator 3 (Operator Lie Class 3) 

Clerk-Clerk/Typist 3 

Clerk-Clerk/T)'Q_ist 4 

Clerk-Clerk/Typist 5 

Computer Room Plant Operator 1 
(Operator Lie Class 1) 

Computer Room Plant Operator 2 
(Operator Lie Class 2) 

Computer Room Plant Operator 3 
(O_g_erator Lie Class 3) 

Collection System Maint. Operator 

Collection System Maint. Operator 1 
(Operator Lie Class 1) 

Collection System Maint. Operator 2 
(Operator Lie Class 2) 

Collection System Maint. Operator 3 
(Operator Lie Class 3) 

Collection System Maint. Operator 

Collection System Maint. Operator 1 
(Collection Lie Class 1) 

Collection System Maint. Operator 2 
(Collection Lie Class 2) 

Collection System Maintenance Operator 
Gang Leader 

Collection System Maint. Operator 1 
Gang Leader (Operator Lie Class 1) 

Collection System Maint. Operator 2 
Gang Leader (Operator Lie Class 2) 

I 0/6/2011 AGYGNCI 00096627.DOC1 

APPENDIXC 
WAGE SCHEDULE 

Entry 1 Year 

75% 80% 

$18.8772 $20.1357 

$19.4997 $20.7997 

$19.7902 $21.1096 

$20.1440 $21.4869 

$12.0103 $12.8110 

$12.2808 $13.0995 

$12.5724 $13.4105 

$18.4739 $19.7055 

$19.1408 $20.4168 

$19.8524 $21.1759 

$15.9504 $17.0138 

$16.5732 $17.6781 

$17.2401 $18.3894 

$17.9522 $19.1490 

$15.9504 $17.0138 

$16.3953 $17.4884 

$16.9289 $18.0575 

$17.6300 $18.8054 

$18.2526 $19.4695 

$18.9195 $20.1808 

46 

2 Years 3 Years 4 Years 5 Years 

85% 90% 95% Top Rate 

$21.3942 $22.6526 $23.9111 $25.1696 

$22.0997 $23.3997 $24.6996 $25.9996 

$22.4289 $23.7483 $25.0676 $26.3870 

$22.8299 $24.1728 $25.5157 $26.8587 

$13.6117 $14.4123 $15.2130 $16.0137 

$13.9182 $14.7370 $15.5557 $16.3744 

$14.2487 $15.0868 $15.9250 $16.7632 

$20.9371 $22.1687 $23.4003 $24.6319 

$21.6929 $22.9689 $24.2450 $25.5210 

$22.4994 $23.8229 $25.1464 $26.4699 

$18.0772 $19.1405 $20.2039 $21.2673 

$18.7830 $19.8879 $20.9927 $22.0976 

$19.5388 $20.6881 $21.8375 $22.9868 

$20.3458 $21.5426 $22.7394 $23.9362 

$18.0772 $19.1405 $20.2039 $21.2673 

$18.5814 $19.6744 $20.7674 $21.8605 

$19.1861 $20.3147 $21.4433 $22.5718 

$19.9807 $21.1560 $22.3314 $23.5067 

$20.6863 $21.9032 $23.1200 $24.3368 

$21.4421 $22.7034 $23.9647 $25.2260 



Effective Januan: ll 2011 

Classification Title 

Collection System Maint. Operator 3 
Gang Leader (Operator Lie Class 3) 

Collection System Maintenance Operator 
Gang Leader 

Collection System Maint. Operator 1 
Gang Leader (Collection Lie Class 1) 

Collection System Maint. Operator 2 
Gang Leader (Collection Lie Class 2) 

Custodian 

Electrical Instrumentation Technician 

Electrical Instrumentation Tech. 1 
(Operator Lie Class 1) 

Electrical Instrumentation Tech. 2 
(Operator Lie Class 2) 

Electrical Instrumentation Tech. 3 
(Operator Lie Class 3) 

Laborer (Step 1) Entry 

Laborer (Step 2) After 6 months 

Laborer (Step 3) After 12 months 

Laborer (Step 4) After 18 months 

Laborer (Step 5) After 24 months 

Laborer (Step 6) After 32 months 

Laborer 1 (Operator Lie Class 1) 

Laborer 2 (Operator Lie Class 2) 

Laborer 3 (Operator Lie Class 3) 

Laborer/Truck Driver 

Masonry Repainnan 

Masonry Repairman 1 (Collection Lie 
Class 1) 

Masonry Repairman 2 (Collection Lie 
Class 2) 

Mechanic Helper 

APPENDIXC 
WAGE SCHEDULE 

(Continued) 

Entry 1 Year 

75% 80% 

$19.5013 $20.8014 

$17.6300 $18.8054 

$18.0748 $19.2798 

$18.6088 $19.8494 

$14.2495 $15.1995 

$18.2425 $19.4587 

$18.8654 $20.1231 

$19.5323 $20.8344 

$20.2442 $21.5938 

$14.8720 $15.8635 

$15.5390 $16.5749 

$16.2508 $17.3342 

$15.5390 $16.5749 

$17.6212 $18.7960 

$18.0661 $19.2705 

$18.5997 $19.8396 

$16.3388 $17.4281 

11'7 

2 Years 3 Years 4 Years 5 Years 

85% 90% 95% Top Rate 

$22.1015 $23.4016 $24.7017 $26.0018 

$19.9807 $21.1560 $22.3314 $23.5067 

$20.4848 $21.6898 $22.8948 $24.0998 

$21.0900 $22.3305 $23.5711 $24.8117 

$16.1494 $17.0994 $18.0494 $18.9993 

$20.6749 $21.8910 $23.1072 $24.3234 

$21.3807 $22.6384 $23.8961 $25.1538 

$22.1366 $23.4387 $24.7409 $26.0430 

$22.9434 $24.2930 $25.6426 $26.9922 

$14.9733 

$15.7787 

$16.5840 

$17.3890 

$18.1943 

$18.9993 

$16.8550 $17.8464 $18.8379 $19.8294 

$17.6109 $18.6468 $19.6827 $20.7187 

$18.4176 $19.5010 $20.5844 $21.6678 

$17.6109 $18.6468 $19.6827 $20.7187 

$19.9707 $21.1455 $22.3202 $23.4950 

$20.4749 $21.6793 $22.8837 $24.0881 

$21.0796 $22.3196 $23.5596 $24.7995 

$18.5173 $19.6066 $20.6958 $21.7851 



Effective January 1, 2011 

Classification Title 

Mechanic Helper 1 (Operator Lie Class 1) 

Mechanic Helper 2 (Operator Lie Class 2) 

Mechanic Helper 3 (Operator Lie Class 3) 

Mechanic Helper/Oiler 

Mechanic Helper/Oiler 1 (Op. Lie Class1) 

Mechanic Helper/Oiler 2 (Op.Lic Class 2) 

Mechanic Helper/Oiler 3 (Op.Lic Class 3) 

Plant Clerk 

Plant Mechanic 

Plant Mechanic 1 (Operator Lie Class 1) 

Plant Mechanic 2 (Operator Lie Class 2) 

Plant Mechanic 3 (Operator Lie Class 3) 

Plant Operator 

Plant Operator 1 (Operator Lie Class 1) 

Plant Operator 2 (Operator Lie Class 2) 

Plant Operator 3 (Operator Lie Class 3) 

Plant Painter 

Pretreatment Sampler Utility Operator 

Pretreatment Sampler Utility Operator 1 
(Operator Lie Class 1) 

Pretreatment Sampler Utility Operator 2 
(Operator Lie Class 2) 

Pretreatment Sampler Utility Operator 3 
(Operator Lie Class 3) 

Truck Mechanic 

Truck Mechanic 1 (Operator Lie Class 1) 

Truck Mechanic 2 (Operator Lie Class 2) 

Truck Mechanic 3 (Operator Lie Class 3) 

Utility Helper 

Utility Helper 3 (Operator Lie Class 3) 

APPENDIXC 
WAGE SCHEDULE 

(Continued) 

Entry 1 Year 

75% 80% 

$16.9617 $18.0924 

$17.6287 $18.8040 

$18.3403 $19.5630 

$16.3388 $17.4281 

$16.9617 $18.0924 

$17.6287 $18.8040 

$18.3403 $19.5630 

$15.8168 $16.8712 

$18.2425 $19.4587 

$18.8654 $20.1231 

$19.5323 $20.8344 

$20.2442 $21.5938 

$17.4592 $18.6231 

$18.0816 $19.2870 

$18.7487 $19.9986 

$19.4605 $20.7579 

$18.2425 $19.4587 

$17.4592 $18.6231 

$18.0816 $19.2870 

$18.7487 $19.9986 

$19.4605 $20.7579 

$18.8308 $20.0862 

$19.4532 $20.7501 

$19.9867 $21.3191 

$20.6987 $22.0786 

$16.3388 $17.4281 

$18.3403 $19.5630 

11Q 

2 Years 3 Years 4 Years 5 Years 

85% 90% 95% Top Rate 

$19.2232 $20.3540 $21.4848 $22.6156 

$19.9792 $21.1545 $22.3297 $23.5050 

$20.7857 $22.0084 $23.2311 $24.4537 

$18.5173 $19.6066 $20.6958 $21.7851 

$19.2232 $20.3540 $21.4848 $22.6156 

$19.9792 $2l.i545 $22.3297 $23.5050 

$20.7857 $22.0084 $23.2311 $24.4537 

$17.9257 $18.9801 $20.0346 $21.0890 

$20.6749 . $21.8910 $23.1072 $24.3234 

$21.3807 $22.6384 $23.8961 $25.1538 

$22.1366 $23.4387 $24.7409 $26.0430 

$22.9434 $24.2930 $25.6426 $26.9922 

$19.7871 $20.9510 $22.1149 $23.2789 

$20.4925 $21.6979 $22.9034 $24.1088 

$21.2485 $22.4984 $23.7483 $24.9982 

$22.0552 $23.3526 $24.6499 $25.9473 

$20.6749 $21.8910 $23.1072 $24.3234 

$19.7871 $20.9510 $22.1149 $23.2789 

$20.4925 $21.6979 $22.9034 $24.1088 

$21.2485 $22.4984 $23.7483 $24.9982 

$22.0552 $23.3526 $24.6499 $25.9473 

$21.3416 $22.5969 $23.8523 $25.1077 

$22.0470 $23.3439 $24.6408 $25.9376 

$22.6516 $23.9840 $25.3165 $26.6489 

$23.4585 $24.8384 $26.2183 $27.5982 

$18.5173 $19.6066 $20.6958 $21.7851 

$20.7857 $22.0084 $23.2311 $24.4537 
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CITY OF YOUNGSTOWN 

INSURANCE BENEFITS SCHEDULE 

49 



APPENDIXE 
IOD/WORKERS' COMPENSATION PROVIDERS 

Note: The attached list represents the City's tentative list of approved providers for IOD. This 
list will be reviewed and finalized in January 2008. Thereafter, the list will be updated in 
January of each year. 

For new claims during the interim period, physicians not on the approved list will be considered 
on a case-by-case basis. Anyone requesting a physician not on the list must contact the Union so 
that the request can be forwarded to the City for consideration. Bargaining unit members with 
existing claims may remain with their respective physician of record (POR) for that claim. 
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IOD/WORKERS' COMPENSATION PROVIDERS 

Prov Name Prov Type Prac Address Prac City Prac Zip Prac Phone S ec Code 1 

. ~~~:~~:::~ ~·. ~~----=--==-_1·~~~~:~:.:~~~-~~~~- . _ _ __ J ..... ~.?.~9.~A~EI~.I.:P.gP......... . ......... _~9-~_9._~IQ~ .. J~'.I.?.U ...................... _(~:~~!1·················· 
GRANETO, JAMES J. DC l.~~ir,gp~<_~~!IJ.U!?f) -t ]~~! 'v\(~ST BLVD (330)758-S.l~. 

~~;~: ~~~~-~~~L ~· -]_~:~~~~:~:~~~:~~g_:=:---- ······j·····;~!;~~~~~~~~C;f\~~!§1.:!?.~.!?~} I POLAND --!····::;·:·~······ ····--~~~~?§~?404 ... =J················· 

_ _Y.ANKUSH, THOMA§_!'~ o.c._. _ __j ~J!.ir,QP.!.'.l9.!~:>r.JP~L.. ] ;;;~;,\~~M~ ~~~~;~~~~; -~~?Q.A.~i?.~A~ ··::] ~~~J.?;~i~Q 9330 __ ............ . 

BABINEC, JILL K., oos .1~~~~;-~;(~~s)- ··-- L •••••••••• ... .Y.9.~s:.i~i9.~:J. ~i~9.~;!9.9§ ···(33o)746=;;~--····· ··· ~------·----·· .. j ...... IQ~~ ... I?..~.Ic!':::IQ~TAY~..... ····
1
--·-·-·----·-r······ 

BAJI, RAJESH, DDS I Dentist (DDS) ! 3830 STARRS CENTRE DR J.~A:t:J.f!§!:P j 44406-8003 ;_ (330)533-8699 . \. ..... . 

CHUNG, KWANG H., DDS =:=J~~~;;~;(o-;s)·----- --- r;7o)M,\_~~o~;o~~E .......................... X..Q!!.:t:J.Q~_TQ~ ... ~~'.I.?.Q?~?~~? (216)793-5511 

- !?.E~~ TT~Q,J3Rl~I:::J. J ., DDS __ ~--- p;~;;~;-(~~~1=--- ...........••• ! .. ~~i.Q~IA~~~9~~i~§ pg ....... --~A:t:!£.1.?!::!?. __ ....................... :f4406-8003 ....... ..J330)533..:..S.§99 --- ....... . 

_I:I_OVELL, ~AMES_B.~os _ Pt:_~.l!i_st cops) .............. :3(ii 'v\I~P!A~Q!:!\AY? ........................................ Y9.!:l:t:J..9STOWN 4451 !:?~?? ..J440lZ.S._~~~-·- q~l!~!.'.l!P~l!t.!~t.~ 

JEREN, BRADLEY K., DDS _1?~1!tist (Q_I)S) 17991 MAHONING AVE -!······································································································ ··I 

NALLURI, SARAT, DDS _ _j _J:)t':_l_l!!~!JpDS) I 044 BELMONT AVE 

PETRAKOS, FRANK, DDS ~ P.~l_l~i~~Q?l?S) ! 11695 MARKET ST 

44504-1006 ! (330)746-7211 
44452-9769 [(330)549-2800 ,························ .. 

~~~~~~~~:~~~:s~~ ---1 ~~~::~ ~~~~;-- -- :~~~~f~~~~:;:;~~;~~ 
T ANEJA, RAJIV, DDS __ -.=j_Qe_11!ist_ (DDS) ---1 ??QQ!y.!!\;~IS§I§.T 

... -(3-30-)9-6~~000-0 -]·················· 

(~0)745-72!_1__] 
... (330)783_::9_202 L 

WOJTKOWSKI, AJ':I~EW M., D.M.D. . l Dp~)__ ! 3768 BOARDMAN CANFIELD RD _, ··--·-----·· 

! 565 E MAIN ST STE 240 

. (330)702-I288 _ _j 

BEEGHLY IMMEDIATE CARE 

~ON IF ACE, RAYMOND S., MD, INC. 

J?.EVITO, PETER M. M.D., INC. 

DEVITO, PETER M. MD., IN<;;_ ___ +-··=:: . .=.:c 

DIORIO, W. S., INC. 

DUFFETT, RAYMOND S., MD, IN<;: 

ELLIS, GEORGE G. JR., MD. INC 

_ _gARCIA ARMAND M.D., INC. 

GAETANO, H. ROBERT, OD 

MENDEZ, CONSU~LO A2 M.D. I::...N:..:C:..:... --!·-Qr,gt,~p"-r,~~_!_i9.~ 

_ MILADORE, MICHAEL J. fvi_.D.,""IN..;_C::..c. __ J ..... 9..!.<?.1,1.P. .. .I.'.~'.l9.!.i.~.~--·········· 

NFIELD 

-·············\···············································································································································1····-·····-·-·-·········-·················-·········-·-+············································+----··--· .... . 

LCi?.9?.MA~!S§T§.TI?hP9.!? . .. YOUNGSTQ~.- _44512-3458 (330)726-2130 ...... . 

[?~!?QT§.f(?gi?§T POLAND 44514-1755 (330)757-9274 

.... ._J .... ??.QYA~fYI.A!::?~AY.?§T? ... ~9.9 ..................•••••••• :·_yq~_g~_TQ'v\1!'1 4451 Q~1§Q?·i~C3_30_l_74_4-_7o_.I7_1 ••••. 

7355 CALIFORNIA AVE i (330)744-7017 . 

·--- ........j ..... ?.? ... MA~Qg.Ii.~!::!: .. I?~ ............. . 
____ ---/}I 55 CANFIEI,D Rp . 30)792-4923 / 

L?9.?.?.~A~YI?!:P~I? YOUNGSTOWN 44511-2804 (330)270-01 ;-8-,····· 

2894 CENTER RD (330)757-94M-T 

i 1335 BELMONT AVE 
1C330-)7-47--2-70-0-~····· 

·:]?.;9.?9.A~P~A~~A~~i~~i?.~i?.···· Cl30)9.§S.-0832_]············ 
I 

... ~.AQI"A.Y..!:., AfYI.A~J~I:'.T§.,IY.!,P.,,.I.~.~: .......... L ... 9.r.~~P.J'.~'.l~!i~~ ____ _ I
I 1335 BELMONT AVE .•••••••••••••••••. ,~:·YQ~ .. Q~Q~~:jr~i~Q~;ii9i. ]I (330)74!:2700 _[ _ 

_ 755 BOARDMAN CANFIELD RD .X..Q~.9~_TQ~-- ~~?.I?~~QQ _(440)726-550..::.0_'-----------' 
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ProvName Prac Address Prac City Prac Phone Spec Code 1 

RSEICVHA,CFI:1RAKON,KGAE.RAq.LoD., ISN.,CM. D INC li_oG ...... rr.oo .... uu .. Pp.JP .. ' .. rr.a~cctt .. ti'ec .... e~. i 920 TRAIL WOOD DR JyQ~9.~.T.QY.{N_j'!4.?.E:?.99? I {330)75_8-_8_33'-1 __ + ......................................................................................................... 1 ·········· ·- 1····;;;;;s0~~~E~~~c~·~······ J Yo as WN 1 4 629 rm;;-8 
1-=-::...;..;:..::..::.:.::.:=::.2....:==-==-=::2-:.:.=c..:.:...:..=------i- ----·- ____ _ --·- ............ ...................... .................... ............. .. . ........................................... _ --~.-.... TQ. .. ___ ':!.?.!?.:?. ... -=3::..:o:L)7:..:s:.;:_:-3'"-93::..:7'---t ......... . 

WORKMED ___ , _______ _j Q!:'?t.~.P~!.~~!i~~~~·-----··-~ _j <'i4.??.!YIA~I~?T~:f .. ...... j Y.Q~Q.~I9~ ... 144.?.!?.:~4~4.~ (330)726-.::..:54..:.:5:...:4_+ .... · 

YOSSEF, SAYED MD INC !.9.f..'?t.I.P .. f~~~!i~~ -·------ .. -. ~~}Q4.~TQ~§.~TJ::l~Q~AYJ?. i POLA.:.J:Il?. _____ ,_ ... L'!4.?.!4:4?.Q4. i-'(c:..33::..:0:L)7:...:0:..:_7__:-1...:..1.:.:15'--+............................................................................................ I , ~ r· 1 ! ____ . 
sT ELIZABETH HEAL TI~ CENTER ~Ji_~-·-:;; a-· ·-;;A"-·;····c-- .... L.... ······················ ························.· ............. ·.·.·.·.·.·.·.·.· .... ·.· .. ·.·l-...... ~.-..... o.·.·_ .. _·tm.·.·.·.·.· ... _ ... ·.-.. Ci ....... s .. ·.·-~_o_·.·.·_ ... \vN.·.-..... ·.·.·.·.-.. ·.-... -...... J .. · ... ·.·.·.·.~.· .. ·.4 .......... ;.·.·.·.i.·.· .. ;.· ..... -.·.·.6.·.·.·.7 .... · .. ;.·.· .... ~ .. ·.· .·.·.·.·l._c3_30_)729.-=-2:.:c.92=9 _ _, ..... .. 

-·-.. ~ ~ . ---·-- ......... .'?.~P.I ... ~ ..... : ..... ~.f.l.i::.f..~.... cu e are 
ST ELIZABETH HEALTH CENTER . -
ST ELIZABETH HEALTH CENTER 

-~EBASTJAN, SA~1UEL A., MD 

_!?~PASCALE, BART V., OD 

GABRIEL, DAVID E., OD ______ ._ 

_GAJ::T ANO, H. ROBERT, OD 

_GERBERRY,RQ~ER . .:.:T__:J:..:_·~O~.D~·----~ 

.. .c ................. ?. .. <::A~.~.'.E..~I:J ... ~I:J . 
]§IIO fyl,<\.RKJ?..TST 

i 5600 MAHONING AVE 

i 3155 CANFIELD RD 

IODUTTON DR 

........... .1 . ., ... 

!:'!1Y.~)~i':l!:l.(I:JQ) ................................................... ; .... cl .. 0.:.4 .. : .. 4.: .... B= .. E::c~ .. L:::.:M .... : .. 0.: ... N: ..... T.: .... :A ... :v .. : ... E::~: ............................................................... . 
I 3002 STATE RT 5 

CONTI, DOMINIC F., DO 

__ I)ECHELLIS, ERI\jEST A DO 

HARTWIG, RANDALL J. DO ! Physician (DO) 
~~---.................................................. .. 

_!~IOBBS, EDWARD M., JR,;2.,..:::Dc::O:__ ___ ~?.l!Y~!~i':l!:l(I:JQL .. 

_kiOFFMAN, DAVID A DO 

KATZ, ALLAN DO 

_f\:11NOTTI, ARMA~D--=L2.,_D-"0 _____ _ 

NOVAK, GLENN J. DO ysician (DO) 

~13-ICH •. F~N-~ A., DO ·---~=P'!;~;~·i~!~(P.92 

I 6505 MARKET STREET ...... T .... 

I 4321 MAHONING AVE 

... :J••••iiiQ.·~~C~o~~··~~E·········· 
J ..... ?.Q?.§A!:!.~ ... T.~ ...... . 

819MCKAYCT 
···········t········ 

i 51 WESTCHESTER DR .............. ----,····~;c;·~~;c;;;;;~~~· 

I 315 STRUTHERS LIBERTY RD 

.. : .. , .... _............................... ---.~]·· ~~QQ~9~601i~i?.~yJ?························ .... 
~HULTZ, Mlc:_I-IAEL V!...:..· c:..D.:..::.0:..:..·------1 

.Y_ ARGO, JOl-IN DO 

i 5900 YOUNGSTOWN POLAND RD ................... r----...... 

_ _ABOU-JAOUDE, SAL!M S., MD !:'l!Y.~!~i!J.t.!(!Yi..'?.L ................ .. 

AN~EVIN, CARL F .•. MD ---·---·_j?.I!Y~!.~it.~~(MI:J.L 
_A.,ROMATORIO, GEORGE J., MD I __ ?.I!y~i-~il!!:!~...!?.L --- L 

~ALL_AS, STEVEN L., MD ..... !'..l!Y~!.~!~JMI:JL .. 
-~ECKER, JOHN R. JR., M.D. !:'!!¥.~!~ .. i~(JYI'.?.t 
.. BINDRA, AKHIL P., MD 

250 DEBARTOLO PL 

-.~_:] ~~Q~~~A~IiliAYii···~i!ii9.9.···· 
..j ..... ?.?.Q .. ~~P.J::l.AM .. fT ..... 

BITONTE, A. GARY f\1..:.I?.:__ ___ _ i 5395 BAY HILL DR 
.......... f·· .... .......... .. .... 

BOLOTIN, TOD.=D.c:S:.:... l'v:.:.:I::..:.D:..:.· _____ --i ..... : . .J I 044 BELMONT AVE 

BURLEY, MICHAEL W., MD 1325 5TH AVE 
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·''-'-~~~..;_:;_;-=--l 
(216)746-7691 l ·-----r .................. ·····················--.. -·-- --r··· .. . 

.. ...................................... ___ , __ [ 

(330)799-9745 I 
.. ...... c ...................... : .................... ,,....,(:;::--1 .. . 

J_g30)726:.z.!.OO I f~!:!!ily~r~~~i~~ ....... . 
I (330)799-1718 I 
(33Q)758-8~11_-1 i~~;,;p:.;.;;i~; 
(330)750-1333 lE~!:!!ily~r.l!~~i~~ .... 

(330)799-8000 _) 

"""""""""' ----·--·-~~ m 

(330)726-5673 Pulmonary Disease 

~l2?H?.9~~ ~~;~~~;~~~ttl~; 
..:...:..::---:c~-t····~~t.I.E~I~!\Y. ..... . 

30)726-3357 Pulmonary Disease ! ......................................................................... . 

330)759-9119 ! Urology 

i--'==c.::.::.::....=.::...:..::...--tl···?.;~;~~~~;···~·~·~·i~}~;··········· Cardiovascular 



ProvName Prac Address 

CUTTICA, ROBERT JOSEPH MD 6470 TIPPECANOE RD 

DUFFETT, RAYMOND~ ~---~ .. )'.)!~~~LC.!.:l.!!.i~'.L._ ... ____ .... _t····-13·······3·····5······B·····E··: .. L ..... M ........ o ..... N ....... T., ..... A ...... v .... E .................................................................. . 
EL-HA YEK, MOUNIR MD 

ELLIS, GEORGE .TR M.D. 
FINLEY-BELGRAD, ELIZABETH A 

FRANCO, ALEJANDRO A, ~!2__ 

FRANGOPOULOS,~~CHAEL~A~-~M~.D~. -+··~·~'-~:c~~c.~::=L ....... --·-········------··1 

HAD!, ANTONIUS SUSATYO, MD 

HAYEK, BENJAMIN M., MD 

_l:IOUSTON, ROBERT R M.D . 

. _HUNT, ROBERT E. MD=-----·--

.J:!!:lSAIN, SADIQ SYED, MD 

JAMISON, JAMES P. M,_:P_·-----· 
JOL Y, THOMAS l MD 

_!0CHMER, MICHAEL .. :..:Ac::.MD=--·---

- KELLEY, SUSAN G. MD 

KENNJ?DY, DAVID M., MD __ 

_IS]3RRIGAN, JAMES THOMAS MD 

KHAN, MUHAMMAD_!. MD ·---

KOHLI CHANDER M. MD 

KOLLIPARA, ROOP K l'v!P ____ _ 
_ISQ_LLIPARA, _YENKATA SK 

MAl-INA, SATISH MD Physician (MD) MAI-IONING AVE 

~~~~~:'s~~~::~ [~;:~~:~~~i~-~=====·--.:::-__ :T .. i.~~i.~~~;~~ff.:~~= 
MAZANEK, GREGORY l MD I Physician (MD) 1325 5TH AVE ·---;····-----·········--····---·······----·------······ ·---···----·····'· .. :..:. ... : ... : .. : ... :: ..................................................................................... . 
MCAULEY, CLYDE MD i .. R!~:t.~~-~~---~.L ............ __ ......... ;! J1.'0~:4f.:f.4 .. .J::Bs.E!::~!::L:M!~l..~O!N£~_JT, .... ~A~V.Y..Et.~. .............. , ................................................. j .... ~::!...L!:~.I,!.~~~~'::i .. _. 

MCELROY, J.QHN B. MD. ·----·-J ... !'J!Y~.<:.i~! ... ~L ....... ------·--+···:9 ... o., .. 4., .... s.: .. :.AHARA .. =.=···=··:.: .. :: ... T .... ,R:. .. : ............................................................................... +·······_;:_;;;_ 

~~~~~~~:: ~~ :M:D. ··=---j-.-.~~~t:l~-~-=·=-~:~:-.:::::Ji.~~~!.~~~~~iA.Y.?: ·---
MUSSELMAN, PAUL w. M.D. Jr.l~:t.~.i.~i~ (MD) I 904 SAHARA TRL 

NALLAPANENI, SUDHIR K MD I Physician (MD) 550 PARMALEE AVE STE 100 
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.. _(330)270-0118 

(330)965-0832 

Internal Medicine 

p;:..::.::,c.:_:_.:_::::.::.:::.--!····I.l~i?.~l'l.~i~ .. §l,l.~~~ry ..... 
I .Xl'l.f.l:!!lx~.r.~.~!.i.~.~ 

1---"'~'-'-=-'-===---t···..Q~~!~!r.!~~!.QY.I_I~!:.I?.l.<J.gY.. 

(330)758-9787 L.v..r.9.r.9.!\Y..... ........ . ............ .. 

!!~~:;~~!~;;---[ ~i.:.~~:~~.~:.~~~~:.~~;.~~~-
1 

330)758-9787 i Urology , ................. ,,,_,,, ......... .. 



ProvName Prov Type IPrac Address , Prac City 

500 GYPSY LANE 

--~:~II~~:~~~~~~,:~D -·-···- j-~~~~:~~~~~~::~:=~==~ -!;;O~P~::A~::E~~E STE IOO 
····; 

~A Y, GLEN-~~--------
RICCIARDI, SANTUCCI()_M_._D_. __ _ 

RICH, DAVID M.l2.:_ _________ _ 

SAXENA, SAMIR MD 

_§CHMETTERER, LAWRENCE .J:...:.M.::::D=--

SCHWENDEMAN, LESLIE .1. M.D. 

__ §<;:OTT, RONALD S MD 

_§_ETHI,.._MANU MD 

SEV ACHKO, GERALD S M_Q __ ·--···-·
_ §.HAER, .JAMES A MD 

Y BLVD STE 250 

2959 CANFIELD RD STE 8&9 

6426 MARKET ST 

550 PARMALEE AVE STE 300 

-- T6470 TIPPECANOE RD 

I 053 BELMONT AVE 

7525 CALIFORNIA AVE 

7422 SOUTHERN BLVD 

I 044 BELMONT AVE 
!''''' 

_§.I_~GA!:-2. JOEL _D~M~D~~------·--~ pj,;:~i~;~;;;~~-~·;················································r ;54;(o; 1P~~AR~M;~·A~~LE1~;E~···· A~~V~E···~S.~T~E. ;3 ill 0;············ 
11 

~ 
SINGH, D!.QVI],I..:_A:..:Y.....:M.:.c.:::::D______ ··-··-------···-·-·-·-·-!···5 ..... 5 .... 0 ...... P ..... AR ............ M ....... A ........ L ..... E .... E ......... A ...... v ...... E ....... s .. : .. T ...... E ...... 2 ....... 1 ... o .................................. . 

__ §..!_N_G_ti,_KARAN_QEEP MD ·--------- 905 SAHARA TRL 

SINGH, PARDUMAN MD \ Physician (MD) 126 YORK AVE 
SORBORO, JOl-IN !V!.Q __________ J_~j;~;~j~;;(~;; --·---·-

SOUNDARARAJAN, RAMESH MD 

SPALDING, JANET MD 

SPIRTOS, GEORGE MD 

STEFEK, PAUL., MD 

STEFKO, JOSEPH M., MD 

STOVER, JEf.F:..:.'R.::::E:...:Y.....;T:..:.. . .;:.:.M:.:.:.D::..;. _____ 
1 

TOFIL, SCOTT B., MD 

TOLIVER, JAMES E. JR., MD 

Physician (MD 

\ 1325 5TH AVE 
···············-···········t 

.............. J. 6470 TIPPECANOE RD 

···········---·-·---_j 550 PARMALEE AVE 
602 P ARMALEE AVE STE 400 

! YOUNGSTOWN 

YOUNGSTOWN 

Prac Phone S ec Code I 

.... .I.'.'::I.I.I!l.'?!:l.~.I)'. .. Qi.~.~-~~-~-········ 

c ... : ... : ......•. ;-=:::.=..:_..:e_e_..::.=.:=---!1·· r:~~!l:fJ.:'f.~~~i~~ 
···'·········+-..>.:.e:.~.:::..:_..:....:.::....:_--!' Internal Medicine 

(330)743-360:! __ J_c;:.ardiovascular 

.~.:..:::..::...::.::..::..:..---: .. Qpl_l_~!!.~!.l!l.'?.l.l:lg).'. __ 

Q~l~gp~~~i~ §ttr.ge,ry .. 

:.: ... :. .. : ..... :. .. : .. : .. : ........ ;--==:..=.L:....:..c_:_.:_=--=--; ~e.'::l.rglggj~~I.§'::I~g~l)'. 
Internal Medicine 

_ I}~QJ?!=il~MQ~.T .. AY.I? ... §Tl? .. l.~~---··· ,.XQ~Q_§TQ~---· 
VASSILAROS, LEONIDAS G MD I Physician (MD) I 1340 BELMONT AVE STE 2300 YOUNGSTOWN I 44504-112 
V SSO AROS . MARIA -----·1 pj- -·:-:·--(~;·· . -----1····;;;~-~~~~;i~N··~; ···························································r·~;~-;;;-:;:;;;;··-r~~;o9~~;;; 

-~!l~~Ho;~;;~-~;--~ ___ J:.?.l~~!.~~~~1~!?.~ ···········~·····;·a~~--~-~~~;~~-~-~-~ ···•····••••·•••••••••••••••••••••••••••••••••••••••• Ix2~:9~I9;;; L~±~9.~;i99~ ~ILSON, KEITH A MD ... ·r;ooG~~;N;~ YOUNGSTOWN 44502-I818 . .................. ..... ········t ................................................................................................................................................... ,_ 

... I?~~r.g~.I!.~Y .. M~.~-i .. ~.i.~l.~ ..... . 

... Qpll~~-~!.l!l<?!l:lgY. ..... 
WOOD ARTHUR P MD 

=..!. .. ·---········································-+····7·: .. ::2.::2 .. 7.c ..... G.:: .. L::::.:E:::.N: .... :.W.: .. : ... o.::: ... o.::: .. :::D ..... :A ... :.V ... : ... :E::: ......................................................... i ... Y..Q~Q§IOWN 
I 20 OHL TOWN RD :..<..:..::...:.....:=~-=---+ !:?.e.~l!l~tl:)I'?.~Y 

....:.c...:-=--....J ...... Tl!.t:JE~.~-i.~ ... ~.'::l~~~ry 

WOODS, SUSAN M.D. 

. . ----·~ 1044 B .... E ..... L ..... M ........ 0 .. : ... N ...... T ....... A ...... v ...... E .. ~ ..................................................................•.... Y._O __ ,_: ... : .. . 
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Prov Name Prac Address Prac City Prac Phone S ec Code 1 

_y:OUNG, GARY A. M.D. 1325 5TH AVE i YOUNGSTOWN i 44504-1702 I (330)744-3278 i Cardiovascular 

- .. I 300 s CANFIELD NILES RD IAY.iiriii..QF.i;J~·:~Ii4~i~;i9~1 1_1 (_33_027._~:...;-6::.::5_:_19:__+················ .. ···........................................................................... I ARTERS, JOS~!:_H CANB-=Y_,_, =-D::...:PM..c:_ __ _ 

_!?~ER, DAVID N. DPM 3660 STARRS CENTRE DR# 2 I CANFIELD ! 44406-9514 j_ill.Q)332-4900 

~AK, EDWARD !'._._D_.P_.M_. ____ _ T YOUNGSTOWN (440)758-3434 

BALM~TI, PHILLIP E., DPM_··----

BARRETT, JOHN ~· D.P.f\1..:.._ ____ + 
BEAUDIS, MICHt-.Et:_ CRAIG I\1_D ___ ~··· 

BLASKO, GREGORY A., DPM I Podiatrist (DPM) 

............................................... 1 1265 BOARDMAN CANFIELD RD 

............................................ ! 1265 BDMN CANFIELD RD 

~~~CCILLI, THEOpORE ANDR~~~~ p;~l~~~i;~i·g~Ml·==-
CARBONELL, CI-IR.:!§.T.IAN P. DPM. LY..~!~\~!s.~_(D_P ..... M ....... , .................................................. .., ............ : ............ : ..................... . 

_ _f!:IIARO, JOl-IN R. JR., D. P.M. 

_<;:_!:!.!J._BA, VERN M., D~M 819 MCCARTNEY R:::D ............................................................. . 

DALVIN, MITCHELL ~.:.J?PM ----+~~~i.!!!!J.?.~(Q~l ---·--- ............ J .... .l.?.~?. ... ~JY:\_gggQ~.R.:P 
DEBIEC, ROBERT D.P.M. Podiatrist (DPM) 1265 BOARDMAN CANFIELD RD 

DIORIO, WILLIAM S ... :::...D:.;;...P.:.:...M;.;:.;.___ I Podi_a,~~i.?.t.JI.?.f~l _______ .. ,1 ..... cc2.8.c.:9 ... 4.: .... c.: .. :oE: .. N .... :.T .. : .. :E: ... R: .. : .... R ..... D ................................................................................. ; .. ...;;_:...:::c~.: ..... :.: ......... ... 
_ _g~_gH, KENNETH J D~~-···------+--·····--<!i~~~i.?..~(Q~~) ......... ! 6505 MARKET ST 

..£!.-.AUTO, JOHN A., D. P.M. ~i?~~a.~~i.?.~.(Q.fly.!) 1300 S NILES CANFIELD #I 
1 ··············-···r····· ··· 

FRANCISCO, JOSEPI-~ JR., DPM i Podiatr~s.!JDP~.) _______ J 1265 BOARDMAN CANFIELD RD 

INNQg:NZI, ANTHONY E. D. P.M. ..J 5385 MARKET ST 

I~§:'{~J::~LJE~AH~A JANE DPM i 819 MCKAy CT 

~_IJ.3,0LLA, ANGELO£, :::...D:...:PM....:....... __ . ! Podiatrist (DPM) ! 3507 CANFIELD RD STE 7 

PETROLLA, HEATHER A., DPM l·;~;)j~~;;~~-(~;~;- ------- r;;<;;CAN~IE~~~~~~; 
.....t~.J.30LLA. HEATHER A., DPM [F.;;;~!~i..~!(i?.P.M2::~=~:::~:~:---r92~~c;~;;s:r0\VN~oLAND RD 

_tODO!:_SKY, EUGENE D. D.P.M. Podia.t.!:.~S..t.(DP~L .. ----·-- I 
PODOLSKY, EUGENE D., DPM 

-~~OMMERSBERG_§_R.:, JAMES E. D.P.M. 

PUSATERI, GENE J. D.P.M. Podiatrist (DPM) 

REYES, CARMEU~PM --:-i.P.~~;;.;;;;!(QP.M)~--~ I 819 MCCARTNEY RD 

SMESKO, MARKs., D. P.M.____ !'~di~~S.t.\f?~ly.!l -~:~::~~] ~~Q~MA~i.~§i~i§i~·· .. I: .. o:: .. ~ .. : ....................................................... . 
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APPENDIXF 
CITY OF YOUNGSTOWN 

DRUG AND ALCOHOL TESTING PROGRAM 

A. Purpose: Notice 

1. The City of Youngstown has a legal responsibility and management obligation to ensure a 
safe work environment, as well as paramow1t interest in protecting the public by ensuring 
that its employees have the physical stamina and emotional stability to perform their 
assigned duties. A requirement for employment must be an employee who is free from 
drug dependence, illegal drug use or drug and alcohol abuse. 

2. Liability could be found against the City and the employee if the City fails to address and 
ensure that employees can perform their duties without endangering themselves or the 
public. 

3. There is sufficient evidence to conclude that use of illegal drugs, the misuse of drug and 
drug, or alcohol dependence seriously impairs an employee's performance and general 
physical and mental health. The illegal possession and use of drugs and narcotics by 
employees is a crime in this jurisdiction and clearly tmacceptable. 

4. Further, the magnitude of harm and risk are increased where Employees carrying out 
safety sensitive functions are impaired. Thus, those persom1el occupying safety-sensitive 
positions are subject to greater scrutiny for the use of illegal drugs or the abuse of drugs or 
alcohol. 

B. Definitions 

1. "Employee" means all personnel employed by the City. "Safety-sensitive Employee" 
means those personnel occupying positions where the essential ftmctions of the position 
involve the discharge of duties fraught with risks of injwy to others such that a 
momentary lapse of attention can have disastrous consequences. 

2. "Safety sensitive functions" means all time an employee is at work or required to be in 
readiness for work. 

3. "Reasonable suspicion" means an apparent state of facts, circumstances or infonnation 
which exists from an inquiry by the supervisor or from a creditable source which would 
induce a reasonably intelligent and prudent person to believe the employee was under the 
influence or using drugs/narcotics. 

C. General Rules 

1. Employees shall not take any narcotics or dangerous substances unless prescribed by a 
person licensed to practice medicine. Employees who are required to take prescription 
medicine shall notify their immediate supervisors of the medication prescribed and the 
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DRUG AND ALCOHOL TESTING PROGRAM (Continued) 

nature of the illness or injury. Any statutory defined illegal use of chugs by an employee, 
whether at or outside City employment, shall not be tolerated. 

2. All propeiiy belonging to the City is subject to inspection at any time without notice as 
there is no expectation of privacy. Propeiiy includes, but is not limited to, City-owned 
vehicles, desks, containers, files and storage lockers. 

3. Employees who have reasonable basis to believe that another employee is illegally using 
drugs or narcotics shall repmi the facts and circumstances immediately to their 
supervisor. 

4. Failure to comply with the intent or provisions of tllis section may be used as grounds for 
disciplinary action. Refusal by an employee to take the required drug test or follow the 
regulations prescribed in tills section shall result in immediate relief from City duties 
pending disposition of any administrative perso1111el action. 

D. Policy- Drug Testing and Alcohol Testing 

Pre-Employment Testing 

All prospective appointees for any safety-sensitive position in the City will be routinely 
tested for drug or narcotic usage. The testing procedure and safeguards set fmih in tills 
section shall be followed. Applicants testing positive for drugs or refusing a drug test 
shall not be hired. 

Reasonable Suspicion Testing 

Reasonable suspicion drug and/or alcohol testing will be required if a supervisor or 
management person has reasonable suspicion to believe that an employee is tmder the 
influence of alcohol or drugs using illegal drugs, or had a substance abuse problem. 
Employees to be tested under reasonable suspicion shall be driven to the test site by a 
supervisor. 

A supervisor who orders a drug or alcohol test when there is a reasonable suspicion of the 
use of alcohol or any drug or narcotic shall forward a repmi contaimng the facts and 
circumstances directly to the depmiment head. The employee shall be 
verbally advised of any applicable reasonable suspicion at the time of the test and receive 
a written statement of the same reasonable suspicion within twenty-four (24) hours of the 
test. 

Post-Accident Testing 
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Post-accident testing for drugs and alcohol will be required after accidents occurring 
while an employee is carrying out safety sensitive functions in the following 
circumstances: 

Any accident involving a fatality; any moving vehicle accident in which 
the employee driver is cited and there is disabling damage to the vehicle(s) 
requiring tow-away; or any moving vehicle accident in which: the 
employee driver is cited and off-site medical treatment is required: for any 
drivers or passengers. 

Random Testing 

Up to five percent (5%) of all safety-sensitive employees may be randomly tested for 
alcohol per year and twenty percent (20%) may be randomly tested for drugs per year. 

All safety-sensitive employees will be included in a computer-based random selection 
pool and names of employees selected for testing shall be retumed to the random pool 
after testing to insure that each employee's chances of being selected are the same. 

Retum to Duty Testing and Follow-up Testing 

Any employee who tests positive on a drug or alcohol test must be evaluated, treated and 
must successfully complete a drug or alcohol treatment program and be given a return to 
duty test with passing results as a condition for returning to duty. The alcohol test result 
must be less than 0.04 BAC, and the controlled substance test must be negative. After 
testing positive for drugs and returning to duty, the employee will be subject to random 
urinalysis at any time for a two (2) year period 

Alcohol Testing Procedures 

Alcohol tests shall be by breathalizer (EBT) administered by a ce1iified Breath Alcohol 
Technician (BAT). A breath alcohol content (BAC) of 0.04 shall be considered a positive 
test. 

The · test shall take place at a location that assures privacy and denies access to 
unauthorized individuals. The employee will provide photo ID and has the right to 
request ID of the BAT. A copy of the result will be provided to the employee. 

A confirmation test will be required of any result showing an alcohol concentration level 
of 0.04 or greater. Positive test results shall. be immediately transmitted to an employer 
representative in a confidential manner. 

An employee testing 0.04 or above shall be removed from duty for no less than twenty
four (24) hours. If an employee testing 0.04 or above was driven to a testing site by a 
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supervisor, the supervisor shall drive the employee home after testing or the employee 
may choose to contact a family member or other individual to drive him/her home. If the 
employee drove himself/herself, the employee will remain at the test site until a 
supervisor anives to drive the employee home. The employee shall be responsible to 
make arr-angements for his vehicle left at work or the testing site. 

Drug Testing Procedure 

Drug testing shall be by urinalysis for the presence of metabolites of cannabinoids 
(marijuana) , cocaine, opiates, amphetamines, methamphetamine, oyxcodone ( oxycotin), 
propoxyphene, benzodiazepines, barbiturates, methylenedioxmethyl amphetamine 
(Ecstasy) and phencyclidine;) (PCP). A "split sample" method of collection will be used. 
The primary specimen shall be subject to an instant testing method. The foregoing drugs 
test positive at the following thresholds: 

Cannabinoids (marijuana) 
Cocaine 
Methamphetamine 
Amphetamines 
Opiates 
Oyxcodone ( oxycotin) 
Propoxyphene 
Benzodiazepines 
Barbiturates 
Methylenedioxmethyl amphetamine 
(Ecstasy) 
Phencyclidine (PCP) 

Initial 
Screening 

50 ng/ml 
300 ng/ml 
1,000 ng/ml 
1,000 ng/ml 
2,000 ng/ml 
100 ng/ml 
300 ng/ml 
300 ng/ml 
200 ng/ml 
500 ng/ml 

25 ng/ml 

Confinnation 

15 ng/ml 
150 ng/ml 
500 ng/ml 
500 ng/ml 
2,000 ng/ml 
100 ng/ml 
300 ng/ml 
300 ng/ml 
300 ng/ml 
500 ng/ml 

25 ng/ml 

In the event that the primary specimen tests positive, a confirmatory test will be 
perfonned. The confirmatory test shall be performed by a DHHS certified laboratory. 
An employee may request a re-test within seventy-two (72) hours of being informed of a 
positive result and may have the re- test performed at a different DHHS ce1iified 
laboratory at the employee's cost. 

Urine collection for controlled substances shall be at a collection site which shall have in 
place sufficient security measures to ensure that no unauthorized personnel handle 
specimens or gain access to the laboratory process or to the area where records are stored, 
and shall use chain of custody procedures and chain of custody fmms. The date, time, 
and purpose of handling or transfer and every individual in the chain of custody shall be 
identified and documented. 
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Specimen collection shall occur in a private setting and procedures shall be used that do 
not demean, embanass or cause physical discomfort to the employee. The collection site 
technician shall be of the same sex as the employee to be tested. The employee will 
provide photo ID. 

A tamper-proof seal shall be used on the containers and they shall be labeled with the 
date and the employee's identifying number, and shall initialed by the employee. The 
employee shall also be required to sign a cetiification on the custody and control form 
that the san1ple is his. 

The laboratory shall report test results in a manner ensunng confidentiality to the 
employer's Medical Review Officer (MRO 

The MRO shall report only that the test was positive or negative, and if positive, for 
which drugs. However, the MRO may reveal the quantitational test results to the 
employer, the employee or decision maker in a lawsuit, grievance, or by other 
proceedings initiated by or on behalf of the employee and arising from a verified positive 
drug test. 

The MRO will contact the employee directly, where possible, for a medical interview 
prior to verifying a test result as positive. 

Any employee shall upon written request have access to any records relating to his or her 
drug test. 

Refusal to Test 

An employee's refusal will be considered as a positive test and subject him to discipline 
under pati (C) of the Discipline Section of this program. Refusal includes failure to 
appem for any test or to remain at the testing site until testing is completed; refusal to 
sign the prescribed form(s); ·failure to provide sufficient breath or urine satnple to 
complete the test without adequate medical expla11ation for the failure; failure to undergo 
a medical evaluation directed by the MRO; failure to cooperate with any pati of the 
testing process; and having an adulterated or substituted test result. 

Any person refusing to take a pre-employment test will not be hired. An employee 
refusing to take a return to duty test catmot be retumed to duty. 

Required Evaluation and Treatment 

No covered employee known to be using drugs, or known to have tested positive for 
drugs shall be permitted to perform or continue to perfonn safety-sensitive functions. 
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· Any covered employee found to have engaged in prohibited drug or alcohol use shall be 
informed of available resources to evaluate and resolve problems with the misuse of 
alcohol and drugs and provided with a list of substance abuse professionals and 
counseling and treatment programs. 

The covered employee must be evaluated by a substance abuse professional (SAP) to 
detennine what assistance, if any, the employee needs; must follow any rehabilitation 
program prescribed; must be evaluated to determine that he has properly followed said 
rehabilitation program; and, after a detennination that he has successfully complied with 
an education and/or treatment program, must pass a return to duty alcohol or drug test. 

Discipline 

A. Employees who have tested positive on a drug and/or alcohol test shall be subject to 
disciplinary action. If the employee agrees to enter and successfully complete a 
rehabilitation program, the disciplinary action will not exceed thi1iy (30) calendar days 
for the first offense. Thereafter, for a period of two years, the employee shall be subject 
to random urinalysis at any time. 

B. Discipline for subsequent positive findings on a drug or alcohol test shall be administered 
in a progressive and uniforn1 manner and may require the employee to enter into a "last 
chance agreement" for continued employment. 

C. Refusal to test, follow-up positive drug or alcohol tests, or failure to successfully 
complete a rehabilitation program will subject a covered employee to immediate 
tennination. 

The cost of an employee requested retest of a urinalysis sample and the cost of an alcohol or drug 
rehabilitation program (including testing while in a rehabilitation program) required under this 
policy after a positive drug or alcohol test result, shall be the responsibility of the employee. 

An employee who tests positive on a drug or alcohol test, and cannot return to work pending a 
negative re-test or completion of a drug or alcohol rehabilitation program, will be required to use 
accrued paid vacation or personal leave, accrued paid sick or medical leave, or unpaid leave 
pursuant to the City ofYoungstown's Family Medical Leave Act Policies and Procedures. 
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Pmpose 

In order to comply with federal requirements of the Omnibus Transpmiation Employee Testing 
Act of 1991, the City of Youngstown will require drug and alcohol testing of all homly or salary 
employees who have a commercial driver's license and drive commercial vehicles as part of their 
job duties (covered employees). 

The following policies and procedmes shall be kept available by the City Risk Management 
department for any employee or employee organization representative wishing to obtain a copy. 
Driver-employees should direct questions about these materials to Iris Guglucello, Deputy Law 
Director, Law Department, Fourth Floor, City Hall. 

The following policies and procedmes conform to the requirements oft the Federal Code of 
Regulations, Title 49, Sections 382.103, et seq. and 40.01, et seq. Highlighted sections are 
additional policies of the City of Youngstown based on the City's exclusive right to manage and 
control its work force. 

Information conceming the effects of drug and alcohol use, the signs and symptoms of alcohol or 
drug abuse, and available method of intervention is provided with these policies. 

Covered Employee's Notice Obligations 

Covered employees must notify their supervisor in writing on a fonn provided by the City of the 
following: 

1. A conviction for violation of a state or local law relating to motor vehicle traffic control 
(excluding parking violations). Notification must be within thi1iy (30) days of 
conviction. 

2. Suspension or revocation of any driving privileges (before end of business day following 
receipt of notification). 

The following acts are prohibited: 

1. The use of alcohol or any controlled substance while performing safety-sensitive 
functions; 

2. The perfmmance of any safety-sensitive duty within four (4) hours after the consumption 
of alcohol or with BAC between 0.02 to 0.0399; 

3. The refusal to take an alcohol or drug test; 
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4. Reporting or remaining on duty after a positive alcohol (0.04 IBAC or greater) or drug 
test; 

5. The consumption. of any alcohol within eight (8) hours of an accident by any employee 
subject to a post-accident test. 

NOTE: Employees who test between 0.02 and 0.0399 BAC must be removed from safety
sensitive duties and cannot return to such duties until twenty-four (24) hours have elapsed, or 
until a re-test for alcohol is less than 0.02. 

Safety-sensitive functions include: 

1. All time a covered employee is at work or required to be in readiness for work. 

2. All time spent aboard, servicing or driving a commercial motor vehicle or waiting to be 
dispatched. 

3. All time spent repairing, loading or unloading a commercial vehicle or supervising same. 

Pre-Employment Testing 

All applicants the City intends to hire whose duties will include operation of a commercial 
vehicle and safety sensitive ftmctions will be subject to a urine test for drugs. This includes 
testing of individuals already employed by the City transfening to commercial driver and safety 
sensitive positions. 

Reasonable Suspicion Testing 

Required if a supervisor or management person has reasonable suspicion to believe that a 
covered employee is under the influence of alcohol or drugs, using illegal drugs, or had a 
substance abuse problem. Employees to be tested under reasonable suspicion shall be driven to 
the test site by a supervisor and may be accompanied by a union representative upon request. 

Post-Accident Testing 

Will occur in three situations: 

1. Any accident involving a fatality; 

2. Any accident in which the driver is cited and there is disabling damage to the vehicle(s) 
requiring tow-away; or 
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3. Any accident in which the driver is cited and off-site medical treatment for anyone is 
required. 

Employees must inunediately notify the City about the accident, remain available for drug and 
alcohol testing and not consume any alcohol for eight (8) hours after the accident, or until an 
alcohol test has been administered. See instructions for post-accident procedure attached. 

Random Testing 

Ten percent (10%) of all covered employees must be randomly tested for alcohol per year and 
fifty percent (50%) must be randomly tested for drugs per year. 

All covered employees will be included in a computer-based random selection pool and names of 
employees selected for testing shall be returned to the random pool after testing to insure that 
each employee's chances of being selected are the same. 

Transportation to Testing Site 

Unless otherwise provided in an applicable collective bargaining agreement or the employee 
lacks transportation, the City is not obligated to provide transportation to the testing site for a 
random drug or alcohol test. Use of a City vehicle, if available, shall be at the discretion of the 
employee's supervisor. Employees shall be reimbursed mileage for use of their own vehicle 
upon submission of a proper request. 

Return to Duty Testing and Follow-Up Testing 

Any employee who has violated any of the Act's alcohol/drug misuse rules must be evaluated, 
treated (when indicated), must successfully complete treatment and be given a return to duty test 
with passing results as a condition for resuming safety sensitive ftmctions. The alcohol test 
result must be less than 0.02 BAC, and the controlled substance test must be negative. After 
required treatment and/or return to duty, the employee will be subject to a minimum of six (6) 
unannounced follow-up tests during the first twelve months and up to 60 months as detennined 
by the substance abuse professional (SAP). 

Alcohol Testing Procedures 

Alcohol tests shall be by breathalizer (EBT) administered by a ce1iified Breath Alcohol 
Technician (BAT). 

The test shall take place at a location that assures privacy and denies access to unauthorized 
individuals. The employee will provide photo ID and has theright to request ID of the BAT. 
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The EBTs used shall generate results on fmms prescribed under 49 CFR, Part 40, which identify 
the employee by a unique number and identify the EBT used. A copy of the result will be 
provided to the employee. 

A confirmation test will be required of ar1y result showing an alcohol concentration level of 0.02 
or greater. Positive test results shall be immediately transmitted to an employer representative in 
a confidential manner. 

An employee testing 0.02 or above shall not operate a City vehicle and shall be removed from 
duty for no less than twenty-four (24) hours. If the employee was driven to a testing site by a 
supervisor, the supervisor shall drive the employee home after testing or the employee may 
choose to contact a family member or other individual to drive him/her home. If the employee 
drove himself/herself, the employee will remain at the test site until a supervisor mTives to drive 
the employee home. The employee shall be responsible to malce arrangements for his/her 
vehicle left at work or the testing site. 

Drug Testing Procedure 

Drug testing shall be by urinalysis for the presence of metabolites of marijuana, cocaine, opiates, 
an1phetamines, and phencyclidine (PCP). A "split sample" method of collection will be used. 

In the event that the primary specimen tests positive, a confinnatory test will be perfonned. An 
employee may request a re-test within 72 hours of being infom1ed of a positive result and may 
have the re-test performed at a different DHHS ce1iified laboratory at the employee's cost. 

Urine collection for controlled substances shall be at a collection site which shall have in place 
sufficient security measures to ensure that no unauthorized persol1llel handle specimens or gain 
access to the laboratory process or to the m·ea where records m·e stored, and shall use chain of 
custody procedures and chain of custody fonns prescribed by 49 CFR, Part 40. The date, time 
and purpose of handling or transfer and every individual in the chain of custody shall be 
identified and documented. 

Specimen collection shall occur in a private setting and procedures shall be used that do not 
demean, embarrass or cause physical discomfort to the employee. The collection site technician 
shall be of the smne sex as the employee to be tested. The employee will provide photo ID. 

A tamper-proof seal shall be used on the containers and they shall be labeled with the date, 
employee's identifying number and shall be initialed by the employee. The employee shall also 
be required to sign a certification on the custody and control fonn that the sample is his/hers. 

The laboratory shall report test results in a manner ensuring confidentiality to the employer's 
Medical Review Officer (MRO). 
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The MRO shall repmi only that the test was positive or negative and if positive, for which drugs. 
However, the MRO may reveal the quantitational test results to the employer, the employee or 
decision maker in a lawsuit, grievance or by other proceedings initiated by or on behalf of the 
employee and arising from a verified positive drug test. 

The MRO will contact the employee directly, where possible, for a medical interview prior to 
verifying a test result as positive. 

Any employee shall upon written request have access to any records relating to his or her drug 
test. 

Refusals to Test 

An employee's refusal will be considered as a positive test. Refusal includes failure to appear for 
any test or to remain at the testing site tmtil testing is completed; refusal to sign the prescribed 
fonn(s); failure to provide sufficient breath or urine sample to complete the test without adequate 
medical explanation for the failure; failure to undergo a medical evaluation directed by the 
MRO; failure to cooperate with any pati of the testing process; a11d having an adulterated or 
substituted test result. 

Any person refusing to take a pre-employment test will not be hired. An employee refusing to 
take a retum to duty test cannot be retumed to duty. 

Required Evaluation And Treatment 

No covered employee lmown to be using drugs, or lmown to have tested positive for drugs shall 
be permitted to perform or continue to perform safety-sensitive functions. 

Any covered employee found to have engaged in prohibited drug or alcohol use shall be 
informed of available resources to evaluate and resolve problems with the misuse of alcohol a11d 
drugs and provided with a list of substance abuse professionals and counseling and treatment 
progratns. 

The covered employee must be evaluated by a substance abuse professional (SAP) to determine 
what assistance, if any, the employee needs; must follow any rehabilitation progratn prescribed; 
must be evaluated to detennine that he/she has properly followed said rehabilitation progratn; 
and, after a detennination that he/she has successfully complied with an education and/or 
treatment progratn, must pass a retum to duty alcohol or drug test. 

Discipline 

The following discipline shall apply to violation of this policy. 
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Except where a specific labor contract provides otherwise, covered employees who have tested 
positive for the first time with no other disciplinable offenses, shall be subject to disciplinary 
action not to exceed thirty (30) days suspension for a first offense, so iong as the employee enters 
and successfully completes the rehabilitation program recommended by a Substance Abuse 
Professional. 

A covered employee who has not been cetiified by a SAP as having successfully complied with 
an education or treatment program and/or has not tested negative on a retum to work test shall 
not retum to safety-sensitive functions but may return to work at non safety-sensitive functions 
if, in the discretion of the depaliment management, such non-safety-sensitive functions are 
available; and after completion of any disciplinary suspension. 

A covered employee who tests positive, for a second time, on all above-defined drug and alcohol 
test, will be subject to immediate termination. 

Refusal to test, follow-up positive drug or alcohol tests, or failure to successfully complete a 
Substance Abuse Professional recommended program will subject a covered employee to 
immediate tetmination. 

The cost of a SAP assessment and all confim1atory, back to work, or follow-up drug or alcohol 
testing required to be done after all initial drug or alcohol test with positive results, will be bome 
by the employer. 

The cost of an employee requested retest of a urinalysis sample and the cost of an alcohol or drug 
rehabilitation program (including testing while in a rehabilitation prograln) required under this 
policy after a positive drug or alcohol test result shall be the responsibility of the employee. 
An employee who tests positive on a drug or alcohol test, and cannot retum to work pending a 
negative re-test or completion of a drug or alcohol rehabilitation program, will be required to use 
accrued paid vacation or personal leave, accrued paid sick or medical leave, or tmpaid leave 
pursuant to the City ofYoungstown's Family Medical Leave Act Policies alld Procedures. 

Post Accident Procedure 

If you are involved in a motor vehicle accident while driving a commercial vehicle, YOU MUST 
do the following: 

1. Notify a department supervisor immediately or, if you cannot, have safety or ambulance 
personnel notify your supervisor as soon as practicable. 

2. Do not consume any alcohol for at least eight (8) hours after the accident. 
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3. If you do not require off-site medical treatment, BUT 

• Somebody died as a result of the accident, or 
• You are cited for a traffic violation and someone was taken from the scene for 

medical treatment, or 
• You are cited AND there was disabling damage to any vehicle which required 

towing. 

YOU MUST: 

• within two (2) hours of the accident (within 8 hours if not possible within 2) 
repmi to WorkMed at 6426 Market Street, Youngstown, Ohio, 44512, or after 
4:30p.m. to Beeghly Medical Park Emergency at 6505 Market Street, 
Youngstown, Ohio, for dmg and alcohol tests. 

4. Advise the persol1llel at WorkMed or Beeghly that: 

• You are employed by the City of Youngstown as a CDL driver, 
• You had an accident while driving a commercial vehicle, 
• The time of the accident and that you need DOT dmg and alcohol screens done. 

5. If you are injured, but conscious, and removed from the scene for treatment, AND THE 
CIRCUMSTANCES LISTED IN NUMBER 3 ABOVE APPLY, YOU MUST: 

I!! Notify ambulance or hospital persol1llel that you must have dmg and alcohol tests 
administered, 

• Give your consent to dmg and alcohol tests. 
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CDL Employee 

You have been randomly selected to undergo a DOT dmg or alcohol screening. 

Please repmi directly to WorkMed, located at 6426 Market Street, Youngstown, Ohio, or after 
4:30 p.m., to Beeghly Medical Park Emergency at 6505 Market Street, Youngstown, Ohio, for a _ 
________ test at_ a.m./p.m. today. Be prepared to present photo ID (your CDL 
license). 

Date Supervisor 

Acknowledgment of Receipt: 

Employee Signature 
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Name ofDriver 

Report Of Traffic Conviction And/Or 
License Suspension Restrictions 

CDL License Number 

Type of Violation (Include Ordinance or State Law Violated) ____________ _ 

Date of Conviction ________ _ 

Were You Driving a Commercial Vehicle at the Time of the Violation? 

0 Yes 0 No 

Location of Offense -------------------------

Has License Been 0 Suspended 0 Restricted 

Date of Suspension. ___________ _ Until __________ _ 

Restrictions _________________ Until ______ ~-----

Date Submitted Employee Signature 
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APPENDIX F-1 
CITY OF YOUNGSTOWN 

CDL DRUG AND ALCOHOL TESTING POLICY FOR CDL LICENSEES 
(Continued) 

Acknowledgment Of Receipt Of 
Drug And Alcohol Testing Policies And Procedmes 

For Cdl Licensees 

I hereby acknowledge that I have received a copy of the City of Youngstown Drug and Alcohol 
Testing Policies and Procedmes for CDL Licensees on the day of _______ _ 

Name 

Social Security Ntm1ber 
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CITY OF YOUNGSTO'WN 
USWA2163-6 

11/15/2011 

MEMORANDUM OJF UNDERSTANDING 
WAGE SCHEDULE/LICENSE PAY ADJUSTMENT 

The parties agree that Appendix C, Wage Schedule shall be adjusted in order to correct a clerical 
oversight and offel' license incentive payments to additional classifications as follows: 

Entry 1 Year 2 Years 3 Years 41 Years SYea11rs 

CBassmcation Tit!e 75% 80% 85% 90% 95% Top Rate 

Masonry Repairman $17.6300 $18.8054 $19.9807 $21.1560 $22.3314 $23.5067 

Masonry Repainnan 1 
$18.0748 $19.2798 $20.4848 $21.6898 $22.8948 $24.0998 (Collection License Class 1) 

Masonry Repairman 2 
$18.6088 $19.8494 $21.0900 $22.3305 $23.5711 $24.8117 

(Collection License Class 2) 

Masolli-y Repairman 1 
$18.2526 $19.4695 $20.6863 $21.9032 $23.1200 $24.3368 

(Operator License Class 1) ... 

Masonry Repairman 2 
$18.9195 $20.1808 $21.4421 $22.7034 $23.9647 $252260 

(Operator License Class 2) 

Masonry Repairman 3 
$19.5013 $20.8014 $22.1015 $23.4016 $24.7017 $26.0018 

(Operator License Class 3) 

The parties recognize that this adjustment shall not be effective until the first full pay period 
following adoption by the proper parties for implementation. 

------·-·-" I)-' 
/ 

Charles Sammarone, Mayor 

ABSENT 
David Bozanich, Finance Director 

Date $i~ed ? b& j '2-f.?JZ- .· 
·'' • ·-' ," .... , .. ,, .-1- ·--., "·' .. ---
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