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ARTICLE 1
COOPERATION

Section 1.  The City of Piqua ("City"} and Local #984 and Ohio Council 8, AFSCME,
{("Union") mutually agree to use their best efforts to:

(a) serve the citizens of the City and the public in general;

(b)  achieve better understanding, mutual respect and fair dealing among the City,
the Union and the employees included in the bargaining unit;

(c) insure the efficient and uninterrupted delivery of services of the City to its
citizens; and

(d) provide a fair and reasonable method of enabling employees covered by this
Agreement to participate through union representation in the establishment of terms and
conditions of their employment, receive a prompt and fair disposition of grievances and
establish a peaceful procedure for the resolution of all differences between the parties.

The officers of the City and the Union accept their responsibilities as guardians of the
public trust, being sincerely concerned with the best interests and welfare of the citizens

and employees which they represent.

Unless otherwise specified, the authorized representative of the City of Piqua for the
purpose of this Agreement is the City Manager, the Human Resources Director and any
other agent of the City appointed by the City Manager in his absence. When the City
Manager designates someone with authority in his absence, he shall notify the Union in

writing of the designation.

Section 2. The City, the Union, and each employee in the bargaining unit will
cooperate to abide with all applicable laws and regulations forbidding discrimination on
account of age, sex, race, color, creed, disability or national origin.

Section 3. The City agrees that this Agreement shall be applied uniformly to all

bargaining unit members.

ARTICLE 2
RECOGNITION

Section 1.  Recognition: The Union is recognized as the sole and exclusive
bargaining agent for all regular full-time employees in the Health & Sanitation
Department and its divisions, Street Department and its divisions, \WWater Department
and its divisions, Wastewater Department and its divisions, Power Systems and its
divisions, Garage, Parks, Golf Course, and Meter Readers excluding all supervisory
employees, office employees, clerical employees, Police and Fire Department



employees, administrative employees, Engineering employees, the present position of
Instrument and Signalization person and inspectors. No supervisor or bargaining unit
employee shall enter into any agreement which is inconsistent or contrary to the terms
- of this Agreement.

Section 2.  Deduction of Union Dues: During the period this Agreement is in effect,
the City will deduct regular union dues from the wages of employees who individually
and voluntarily authorize and direct such deductions on forms approved by the City and
supplied by the Union. The authorization and direction shall be irrevocable for a period
of one year or for the remaining period of the applicable collective bargaining agreement
between the City and the Union, whichever shall be shorter, and shall be automatically
renewed and irrevocable for successive periods of one year or for the period of each
succeeding applicable collective bargaining agreement between the City and the Union,
whichever shall be shorter, unless written notice to revoke such authorization is given
by the employee to the City not more than 40 days nor less than 10 days prior to the
expiration of any such one-year period, or the expiration of any such collective
bargaining agreement. The Union shall hold the City harmless from any liability arising
out of any action taken by it or omitted by it in compliance with or in an attempt to
comply with the provisions of this Section. Union dues shall be transmitted to the Union
by the City within 10 days from the date the deduction was made. :

Section 3.  Fair Share Fee: All employees, who do not become members in good
standing of the Union, shall pay a fair share fee to the Union effective 60 days from the
employee's date of hire as a condition of employment. The fair share amount shall be
certified to the City by Chio Council 8 or the Secretary-Treasurer of the Local Union, in
writing, but shall not be an amount larger than the dues amount paid by members, as
provided in Ohioc Revised Code 4117.09 (C). Deductions of the fair share fee from any
earnings of the employee shall be automatic and shall not require written authorization
for payroll deduction. Payment to the Union of fair share fees shall be made in
accordance with procedures for delivery of regular dues deductions as provided in this
Agreement.

Section 4.  Assurance of Legal Compliance: Ohio Council 8 and Local 984 each
assures the City and promises that they will comply with all applicable substantive and
procedural legal requirements in connection with the Fair Share clause (Article 2,
Section 3) as determined by the United States Supreme Court. This includes a notice
to all Fair Share fee payers at least once a year, giving them all information required,
and providing Fair Share fee payers procedures for contesting their share as required
by applicable law.

Annually, upon issuance, Ohio Council 8 and Local 984 will provide the City with a copy
of the Fair Share fee notice. They will also provide to the City, upon request, any
additional information which is relevant and necessary for the City to determine
compliance with the law and to carry out the City's obligations on behalf of its
employees, to assure their constitutional rights as between the City and its employees.
The failure of the Union to carry out their obligations does not relieve the City of the



responsibility it must bear by law towards those employees. The City will take all steps
required by law to carry out those responsibilities.

As between the Union and the City, the Union will reimburse the City for any losses it
incurs by reason of the Union's failure to carry out its obligations under the Fair Share

Fee ciause.

ARTICLE 3
- MANAGEMENT RIGHTS

Section 1.  Management has the right and responsibility to:

1. Determine matters of inherent managerial policy which include, but are not
limited to, areas of discretion or policy such as functions and programs of the
public employer, standards of services, its overall budget, utilization of
technology, and organizational structure;

2. Direct, supervise, evaluate, or hire employees;

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

4. Determine the overall methods, process, means, “or personnel by WhICh

governmental operations are to be conducted,

5. Suspend, discipline, or discharge for just cause, or lay off, transfer, assign,
schedule, demote, promote, or retain employees;

B. Determine the adequacy of the work force;

7. Determine the overall mission of the public employer as a unit of government;

8. Effectively manage the work force; and

9. Ta_l:e actions to carry out the mission of the public employer as a governmental
unit.

The City agrees to discuss any proposed layoff with the Union before taking such
action. The Union agrees that all other management rights and responsibilities not
specifically modified by this Agreement shall remain the exclusive function of the City.

Section 2.  No Strike/No Lockout: There will be no strikes of any kind, including
sympathetic strikes, during this Agreement, whether for foreseeable or unforeseeable
reasons. "Strike" includes any work stoppage, slowdown, picketing, or any other
concerted activity, or attempt at concerted activity, which would interrupt or limit the




performance of services. Neither the Union nor any employee will encourage,
authorize, participate in or condone any sftrike.

The Union will use its best efforts to prevent any violation of this Section and to
terminate any violation should one occur. If a violation of this Section occurs, the Union
will publicly denounce the strike, and will provide the City with written notice that the
strike is not authorized, is in violation of this Agreement, and is not to be honored. [f the
Union carries out its obligations under this Section, it shall have no financial liability for

any such violation.

The City shall have the right to discharge, demote, suspend, or in place of suspension
to cause the forfeiture of a like number of days of paid vacation or holidays, or otherwise
discipline employees for violation of this Section. Employees so disciplined shall have
recourse to the grievance and arbitration procedure, but the discipline imposed shall not
be overturned unless the employee is found innocent of any violation, and the arbitrator
shall have no authority or jurisdiction to reduce or modify discipline, except upon such a

finding of innocence.

In the event of a claim by the City of a violation of this Section, written or electronic
notice shall be given to the Union. The City may seek appropriate court relief or may at
its option request the Federal Mediation and Conciliation Service to appoint an arbitrator
to hear and decide the claim on an emergency basis. The hearing shall be held within
48 hours or as soon after that as possible. The parties may not file and the arbitrator
shall not receive post-hearing briefs with respect to the issuance of an immediate
restraining order. The arbitrator shall rule from the bench and, if he finds that this
Section has been violated, he shall immediately issue an award prohibiting continuation
or resumption of the strike. The arbitrator shall have the authority fo continue the
hearing and to request post-hearing briefs with respect to the issue of damages.

The City shall engage in no lockout during the term of this Agreement. If the Union
claims a violation of this section, the arbitration procedures in the preceding paragraph

will apply.

ARTICLE 4
UNION BUSINESS

Section 1.  The Union shall certify in writing to the City the names of the stewards
which shall not exceed one for each department or division within the bargaining unit.
The Union may also certify the hames of alternates who may act in the absence of the
steward, and shall designate the order of such alternates so to act. These certifications
shall be kept current by the Union at all times, and they shall be verified on an annual

basis.

Section 2.  All Union business shall be conducted on the employee's own time, and
not on time paid for by the City. The only exception will be grievance mestings between
- the City and the Union representatives specified in the grievance procedure (but not



including arbitrations), where the City and the Union both agree to hold such meetings
during working hours, discipline or discharge meetings conducted under Article 14,
Section 3, and such necessary time (not to exceed 15 minutes per shift) spent in
drafting, investigating, and filing grievances, in which cases employees shall be paid for
regularly scheduled hours which are lost through necessary attendance at such
meetings or in connection with such activities. This 15 minutes may be extended an
additional 15 minutes by supervision; neither a Union officer nor a supervisor shall take
improper advantage of the other. No City equipment, including printing equipment,
radios, and City transport, shall be used for Union business, except that such limited
use of vehicles or communications equipment as may be necessary to enable Union
representatives fo perform legitimate Union functions during working hours not
otherwise prohibited, shall not violate this general prohibition. The Local President, or
an alternate appointed by him, will receive pay for regular working time lost for actual
attendance at an arbitration.

Section 3.  Duly authorized officers or representatives of the Union, employee or non-
employee, may consult in the various assembly areas of the departments or the
divisions before the start of and at the completion of any shift's or crew's work. Union
officials shall have the right to visit the City's plants, yards, warehouses or work sites
during work hours for the purpose of adjusting or investigating grievances, assisting in
the settlement of disputes, and for the purpose of insuring that the aims and provisions
of the Agreement are properly followed. On any such visit, the Union official shall first
apply to the appropriate supervisor, who may be another member of management if the
immediate supervisor is not available, for permission, which shall not be arbitrarily
denied. This privilege is extended subject to the understanding that work assignments
are not, in fact, interfered with. Employee Union officials shall also seek permission
from their own supervisor, or another member of management if the immediate
supervisor is not available, before leaving their place of work to investigate a grievance.

Section4. Bulletin Boards: The City will continue to provide the existing bulletin
boards. They will be for the exclusive use of the Union. The City will provide
reasonable space on other bulletin boards in other work areas for the exclusive use of
the Union. Neither the Union nor anyone else will use the bulletin boards to bad-mouth

the City. :

ARTICLE 5
WAGES

Section 1. Wage Rates: The hourly wage rates applicable to positions covered by
this Agreement shall be increased by 2% effective January 1, 2014, 2% effective
January 1, 2015 and 2% effective January 1, 2016.

Section 2.  Steps: Each of the various pay ranges shall be divided into steps. Time
in grade for each step before the employee is eligible for a step increase shall be six
months.
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Step raises will be given as provided by applicable City ordinance or personnel
regulations. Each employee's performance will be rated by their supervisor prior to the
anniversary date the employee is eligible, by time in classification, for consideration for
a step increase. An employee must receive a rating of satisfactory or better to receive a
step increase. These ratings also shall be considered for placing probationary
employees into permanent status and for promoting or transferring employees into new
classifications. An employee denied a step increase may request a reevaluation after
90 days from the denial of the step increase.

Employees at the top step will have their performance rated by their supervisor
annually. An employee who receives a rating of less than satisfactory may request a
reevaluation after 90 days from the date of their performance rating.

Rating forms, when completed, will be discussed with the employee. The employee is
required to sign it as evidence of the fact that it has been reviewed and a copy will be
returned to the employee. The signature does not necessarily mean that the employee
is satisfied with the rating. It is recognized that satisfactory performance is a
requirement and that unsatisfactory performance may result in denial of a step increase
or disciplinary action.

Section 3.  Uniforms: The City will either rent or purchase 11 uniforms (providing for
a daily change under normal circumstances) and 2 jackets and raingear as identified by
the City containing an identifiable City logo for each member of the bargaining unit.
Each employee must wear his uniform at work and will not wear it any other time except
going to and coming from work. The City shall reimburse an employee for approved,
type of work boots each year, up to $200 upon receiving a receipt from the employee.

Section4. Temporary Transfer: When an employee is performing a higher rated job
temporarily 4 hours or more, the employee shall receive pay at the next higher step for

the full shift.

Section 5. Personal Cars: Employees who are requested by their supervisor to use
their personal car in the performance of their duties will be compensated. Monthly
mileage reports must be filed and approved before payment will be made. No
employee shall be reqguired to use his personal car in the performance of his duties.

Section 8. Call-ln Pay: Call-in pay is for work performed by an employee who has
been called to duty at a time other than that employee's scheduled shift or workday.
Employees so called Monday through Saturday shall be compensated with a minimum

~ of 3 hours pay at their regular rate of pay, and 4 hours at regular rate of pay on Sunday.
If more than two hours are required to complete the work for which the employee was
called in, such employee shall be compensated for the hours actually worked at time
and one-half their regular rate, except where double time applies. If an employee is
recalled within fwo (2) hours of the start of a previous call-in, it will be considered a
continuation of the previous call-in and will not constitute an additional call-in. There
shall be no pyramiding of call-in pay or premium pay.




Section 7.  On-Call Status: On-call status shall exist when an employee or
employees are ordered to make themselves readily available for emergency reasons by
telephone or electronic device and are within a reasonable distance of the City of Piqua.
Employees on on-call status shall be compensated 4 hours pay at the regular rate for
each 24 hours scheduled in such status and proportionately for hours less than 24.

If an employee is assigned on-call status and becomes unavailable, the employee is
required to notify the departmental supervisor or acting supervisor on duty immediately.

Section 8.  Stand-By Status: Stand-by status shall exist when an employee receives
orders from a supervisor to report or stay at any base of operation or other prescribed
work site. All hours thus assigned, whether work is performed or not, will be considered

hours worked and employees will be paid accordingly.

Section 9. New or Changed Jobs: In the event that a new job is created, or an
existing job is so changed as fo necessitate a change in wage rate, the City shall
establish a temporary rate and shall promptly proceed to meet with the Union to
negotiate a permanent rate. Whenever possible, the Union shall be given advance
notification of the job. If no agreement can be reached, regarding the wage rate, within
30 days, the City shall place a rate in effect, provided, however, that any revision of this
rate later agreed upon (including any individual rate adjustment made as a result of
negotiations for the next subsequent contract) shall be fully retroactive. In no event
shall the establishment or revision of wage rates be subject to the grievance or

arbitration procedure.

Section 10. Shift Premium: Employees who work the second shift shall receive an
additional premium of $.40 per hour for work on this shift. Employees who work the
third shift shall receive a premium of $.45 per hour for work on this shift. The second
and third shifts are those with a regularly scheduled starting time between noon and

6:00 a.m.

Section 11. License Requirement: The cost of a license or certification that the City
requires of an employee for his or her regular classification will be paid by the City. An
operator's license for the operation of motor vehicles is excluded from this provision.

The job classifications requiring employees to possess a valid commercial driver's
license (CDL) are designated in Appendix B.

Any employee holding a classification requiring a commercial driver's license, who does
not possess the license, or whose license is suspended, or revoked or cancelled, will be
removed from the classification. If the City determines that no other suitable position is
available, the employee shall be laid off, without bumping rights, and shall have recall
rights pursuant to Article 12 only if and when the employee’s license is restored.

The City will reimburse any employee for the cost for obtaining and renewing a
commercial driver's license including the necessary endorsements. An employee who



fails an examination shall not be reimbursed for any examination costs. An employee
who obtains or renews a commercial driver's license will be reimbursed even though the
employee is in a classification that does not require the license. An employee who
obtains or renews a commercial driver’s license and is reimbursed by the City shall be
subject to the random drug testing required of other employees who possess a
commercial driver's license even though the employee is in a classification that does not
require the license. However, employees shall be required to be on the voluntary call-
out list to receive reimbursement for a CDL when the CDL is not required for their job

description.

Section 12. Lineman Apprenticeship Program: The City of Piqua will continue its
Apprentice Electric Line Worker program. The program has been approved and
certified by the Bureau of Apprenticeship Training.

The apprenticeship program is a four-year program. There are eight steps and each -
step will require approximately eighteen weeks to complete. Each step must be
completed in order to progress to the next step.

The Power Distribution Manager or other individual selected by the City of Piqua will
serve as program administrator. The administrator shall be responsible for
administration of the program and shall serve as the fraining coordinator. The
administrator's duties include, but are not limited to, administering tests/examinations,
scheduling classes, maintaining records and preparation of reporis.

Apprentice Line Workers will be promoted to Journeyman Line Worker upon successful
completion of the apprenticeship program.

The City will bear the full cost of tuition, books and educational material for the
apprenticeship program. Employees will not be compensated for activities/time outside
of scheduled work hours for participation in the apprenticeship program.

The Apprenticeship Committee shall be continued. It shall have five members which
shall be the administrator plus two representatives from the City and two
representatives from the Union. This Commitiee will meet at least once every six
months. The Committee shall have the authority to recommend to the City Manager the
suspension or cancellation of the Apprenticeship Agreement of the apprentice at any
time for any of the following reasons:

(1)  Inability to learn;

(2) Unreliability;

(3)  Unsatisfactory work;

(4)  Lack of interest in work or education;

(5)  Improper conduct;

(6)  Failure to attend assigned classroom related training instruction classes
regularly; or

(7)  Violations of any provisions of the collective barga:nmg agreement



The Committee shall notify the apprentice to appear before the Committee for a hearing
before recommending suspension or cancellation of the Apprenticeship Agreement. If
the apprentice fails to appear before the Committee, such action as the Committee
might recommend must reflect that the decision was the result of Joint Committee

action.

An apprentice, who enters the program and is later removed from the apprenticeship
program or voluntarily withdraws from the program, will be assigned to another
classification in accordance with the layoff provision of the collective bargaining
agreement.

Section 13. Mutual Aid Pay: Employees who participate in mutual aid to other
requesting jurisdictions, shall be paid time and one half for the initial sixteen hours of
work and all hours thereafter shall be paid at double time. Mutual aid shall be separate
from the departmental overtime list, and when worked or passed shall not count as an
opportunity on the departmental overtime list.

Section 14. Woater, Wastewater, and Underground Utilities: Water, Wastewater and
Underground Utility Department operators are afforded an opportunity to advance from
Operator to Operator |, If and il through EPA certification.

The City will bear the cost of tuition, books and educational materials one time for the
schooling and examination in each classification with prior approval by the Department
Head or Superintendent. Should the employee fail the test for the required certification,
it is the sole responsibility of the employee to pay for any retake of the test. Employees
will not be compensated for acfivities/time outside of scheduled work hours for classes
and examinations that is not required for the job. With supervisor approval, a second or
third shift employee may request that his normally scheduled shift be traded for first shift
on the day of the examination or for classes.

An operator shall obtain his respective class | certification as required by the Ohio EPA
within two (2) years from date of employment within the water, wastewater or
underground utilities department.

When an operator has successfully corﬁpleted a new certification, he or she shall be
promoted to the corresponding position in Appendix A of this contract.

Section 15. Time Changes: When a change occurs in daylight savings time or
standard time, an employee will be paid for actual hours worked on the day in which the

time change occurs.




ARTICLE 6 .
HOURS OF WORK AND OVERTIME

Section 1.  Work Week and Pay Period: The normal work week shall consist of 8

- paid hours per day, 5 days per week, Monday through Friday, plus an unpaid half-hour
lunch break, except where “straight eight” or other scheduling normally applies. The
employee shall receive two paid rest periods of 15 minutes each, one in the first 4 hours
of work and one in the last 4 hours of work, subject to the scheduling requirements of
management. Overtime applicability is based on the work week period, unless
otherwise stated in this Agreement. The pay period is from 12:00 A.M. on Monday
through 11:59 P.M. the following Sunday.

Operations employees are required to "overlap” shifts to the extent necessary for proper
communications with respect to all operational information between relieved and
relieving crews. Time for required overlap will be paid as applicable under federal wage

and hour rules.

No continuous outside work shall be required when the temperature is 10 degrees F or
below, except during emergencies. This provision shall apply to all departments. Even
in emergency circumstances, employees shall be permitted to warm themselves at
reasonable intervals.

Determination of starting time shall be made by the City and schedules may be changed
by the City from time to fime to suit varying conditions of the various depariments
provided, however, that indiscriminate changes shali not be made in such schedules
and provided further that changes deemed necessary by the City shall be made known
to the employees one week in advance of such change. A change resulting from
unanticipated absenteeism or unanticipated overtime are not schedule changes, but as
much advance hotice of changes in working hours will be given in such situations as is
reasonably possible. An employee designated or functioning as a relief person may be
assigned to any shift to fill in for an absent employee. The employer will give an
employee a minimum of four calendar days hotice before changing the employee’s

schedule.

Interpretation: An "indiscriminate” schedule change would include, for example,
requiring a Monday-to-Friday employee to work a Saturday instead of a weekday to
avoid overtime premium, even if more than 7 days notice is given. The same would be
true of a shift worker with a shift schedule, where that schedule was changed in a
similar way to avoid overtime premium.

Section 2. QOvertime: Employees shall receive time and one-half their regular hourly
rate for hours of work in excess of 8 consecutive hours worked (except where
employees have mutually agreed to frade shifts) and in excess of 40 straight time hours
worked in any work week (except where double-time applies). There shall be no
pyramiding of overtime. Shift work employees on continuous operation shall receive
double their regular rate for hours worked in excess of 48 hours in any week and other

10



employees shall receive double their regular rate for work on Sunday. Employees may
earn compensatory time in lieu of overtime up to 40 hours per year.

When an employee transfers into a different department, that employee shall be
charged with the average number of overtime hours for the classification in the
department into which the employee is transferring. Overtime will be divided as equally
as possible among qualified employees of like classification. The supervisor will post a
chart showing overtime hours in the calendar year to date including those hours
available but not worked due to absence or other reasons. The qualified employee with
the fewest overtime hours charged against him will be the first assigned to overtime.
The City need not use an employee from a different shift. The City may assign
weekend overtime fo an employee on on-call status if the employee on on-call status is
the lowest on overtime. Voluntary overtime will not be used to deny overtime to
employees within their regular departments.

a. Voluntary Overtime: The City Manager or designee will keep a single voluntary
- overtime list for all employees who volunteer to work overtime outside of their
regular department. Voluntary overtime will be offered first to the employee with
the lowest number of voluntary overtime hours. This voluntary overtime list will
be updated daily. The City shall provide the President of the Local Union a copy
of each updated voluntary overtime list.

b. Call-in Procedures for Overtime

(1) When employees are needed for overtime after their regularly scheduled
shift, Management shall call any and all employees in for the overtime
assignment Monday through Friday at 11:59 p.m.

When employees are needed for overtime after their regularly scheduled shift,
the assigned Wastewater employee shall call any and all employees in for the
overtime assignment after supervisor approval from 12:00 a.m. Saturday until
Sunday at 11:59 p.m.

(2) Regardless of the department the employee called in for overtime works
for, he shall report directly to the department that the overtime assignment
belongs and clock in and outf at that department.

(3) If automated time clocks are not available at the department where the
employee can clock in and out using his employee 1D number or his
fingerprint, Management shall make available blank time cards for use.

(4)  The overtime list shall be maintained on a shared network drive and the
AFSCME President shall have viewing access of the overtime list.

(6) Management shall update the overtime list daily Monday through Friday
and shall update the list by 9:00 a.m. Monday morning after using the list on a

11



weekend. Because the overtime list cannot be updated from a weekend
event, no grievance shall be filed for a passed over employee. In this
situation, the Employer shall follow Section 2(c)(5).

(C). Employer and Employee Responsibilities

(N An employee is permitted to work 16 consecutive hours inclusive of his
regular hours before he must be off for a period of eight hours with the only
exception being an extreme emergency as approved by the City Manager.

(2)  When called in for overtime, the employee shall inform the Manager on
duty or who is responsible for the overtime event how many hours he has
available fo work within his 16 hour allotted timeframe.

(3) An employee's normal work hours shall take first priority over voluntary -
overtime.

(4) If an employee is called as next in line on the overtime list and does not
respond for any reason other than scheduled time off such as persecnal time,
sick time or vacation, that number of hours of the overtime event shall be
counted against the employee.

(6)  Should an employee inadvertently be passed on the overtime list, that
employee shall be the next employee called for the next overtime event and
will be eligible for the number of overtime hours he would have worked had
he not been passed over. :

(6) All overtime shall be tracked by hours rather than number of events.

Section 3.  Part-time, Seasonal and Temporary Employees: Part-time employees are
defined as employees who work less than 30 hours per week.

Seasonal and temporary employees are defined as employees hired to work 6 months
or less per calendar year (buf in no case more than 6 consecutive months), except golf
course employees hired to work nine months or less per calendar year (but in no case

more than 9 consecutive months).

ARTICLE 7
HOLIDAYS

Section 1.  The following are recognized as holidays under this Agreement; New
Year's Day, Martin Luther King's Day, President's Day, Memorial Day, Independence
Day, Labor Day, Thanksgiving Day, the day after Thanksgiving Day, the day before
Christmas and Christmas Day. If the City voluntarily grants another bargaining unit an
additional holiday, such holiday will also be recognized under this Agreement. An

12



additional holiday ordered by a conciliator will not be considered voluntarily granted by
the City under the preceding sentence.

Section 2.  For employees who normally work Monday through Friday, if a holiday
falls on a Saturday, the preceding Friday will be observed as a holiday. If a holiday falls
on a Sunday, the following Monday shall be observed as a holiday. For purposes of this
section, the employees who work other than a normal schedule, their first day off shall
be their Saturday and their second day off shall be their Sunday.

Section 3. In order for an employee to receive pay for the holiday, the employee must
work the employee's scheduled shift before and after the holiday. Employees on
vacation, approved sick leave, or leave of absence with pay (including paid funeral
leave under Article 9, Section 8), shall be considered as working their regular scheduled
day for purposes of this Section. ' ‘

Section 4. Eligible employees who are not scheduled to work on a designated
holiday shall be paid for 8 hours of work at applicable straight time (holiday pay).
Eligible employees who work on a designated holiday shall be paid their holiday pay,
plus double their regular rate of pay for all hours actually worked. Only holiday hours
actually worked will count toward overtime pay.

Section 5. Personal Leave Days: On January 1%, after one (1) full year of service
with the City, each permanent employee actively at work will receive 5 personal leave
days per year. Employees with less than one year's service with the City on January 1%
shall receive a pro-rated amount of personal leave. Personal leave days can only be
taken at a mutually agreeable date. The City's consent will not be unreasonably
withheld. The City shall give the employee a copy of the denial or approval of request
forms for use of personal leave days. Personal leave days not taken by the following
January 1 will be forfeited. If the employee does not use any personal time within a
calendar year then the employee may cash out three personal days per year.

ARTICLE 8
VACATIONS

Section 1.  After one full year's service, each permanent employee will receive 2
weeks vacation with full pay, 3 weeks annual vacation with full pay after 8 years
continuous service, 4 weeks annual vacation with full pay after 15 years continuous
service and 5 weeks annual vacation with full pay after 25 years continuous service.

Vacations must be scheduled with the employee's supervisor. The vacation period for
each employee will begin on the first anniversary date of employment. Vacation credits
will be granted on a monthly basis and can be used at any time before the employee's
next anniversary date. In the case of retirement, resignation, disability, dismissal, or
death, vacation credit will be prorated according to the terms listed below:
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(a) Employees entitled to 2 weeks shall be paid .8333 days for each fuil month
worked beyond his anniversary date.

(b)  Employees entitled to 3 weeks shall be paid 1.25 days for each full month
worked beyond his anniversary date.

(c) Employees entitled to 4 weeks shall be paid 1.6667 days for each full month
worked beyond his anniversary date.

(d) Employees entitled to 5 weeks shall be paid 2. 0833 days for each full month
worked beyond his anniversary date.

(e) Forvacations requested after the January scheduling period, the City shall give
an employee a copy of the approval or denial of the employee’s request for
vacation time within 10 working days.

“Subject to scheduling requirements and approval by the City, depariment seniority shall
determine which employees have first choice of vacation days (including vacation time
which falls on a holiday), provided such choices are made during the month of January
in the year the vacation date is selected. After January, department seniority shall no
longer control and the first to apply shall have first choice. If the City cancels an
employee's scheduled vacation with less than 30 days notice, and without the
employee's agreement, the employee will receive an extra $.50 per hour for time
worked during a period of canceled vacation.

An emp[oy.ee’s- request to change that schedule or to add unscheduled vacation will be
considered only if at least one week's notice is given and will be granted as scheduling
permits.

Section2.  The City Manager may, in special and meritorious cases, permit an
employee to accumulate and carry over vacation leave to the following anniversary
year. Written notice of this will be given to the Local President.

Vacation not used within the current entitlement period will be forfeited, unless approved
for carryover to the next entitlement period by the City Manager.

An employee may not take more than 3 weeks of vacation at any one time, except an
employee who is retiring may use up o 6 weeks of vacation immediately before his
retirement date. The City Manager may, in special and meritorious cases, permit an
employee to take additional available weeks of vacation at the same fime.

Section 3. An employee who is entitled to a vacation of two or more weeks per year
may convert up to forty (40) hours of vacation to cash. The employee must notify the
City at least two weeks before he wishes the payment and no later than November 15 of

each calendar year.
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Section4.  Eligible employees who are not scheduled to work on a designated
holiday shall be paid for 8 hours of work at applicable straight time (holiday pay).

Eligible employees who are not scheduled to work but are called in on a designated
holiday shall be paid their holiday pay, plus double their regular rate of pay for all hours
actually worked. Only holiday hours actually worked will count toward overtime pay.
Regularly scheduled employees working on a holiday shall be paid time and one half for
actual hours worked.

Section 5. An employee may receive the employee’s direct deposits for a vacation
period the payday before the employee's scheduled vacation by submitting a written
request to the accounting department at least two weeks before that payday.

ARTICLE 9
SICK LEAVE

Section 1.  Accumulation and Use of Sick Leave. Permanent employees shall
accumulate sick leave credits on the basis of 10 hours for each completed month of
service. Credit shall be accumulated by an employee on extended sick leave only if
there is an intention to and a reasonable expectation of a return to work. Unused sick
feave shall be cumulative up to and including 1440 hours for use as sick leave.

Sick leave may be used for absence due 1o illness, injury, treatment of illness or injury,
an employee’s enforced guarantine due to exposure to a contagious disease, and,
where it reasonably necessitates the employee’s absence, for iliness or injury in the
employee's immediate family. Immediate family means spouse, parent (natural, step or
in-law) children (natural or step), or other relative living in the employee's househoid.
Sick leave will not be granted while an employee is on vacation unless proof of iliness or
injury is submitted.

A reasonable amount of time for traveling to and from the site where an iliness or injury
is treated will be considered as sick leave.

Probationary employees shall become eligible to receive paid sick leave after
completion of 60 calendar days of employment.

With the City Manager's approval, any employee in cases of hardship with full intentions
and a reasonable expectation of staying as a City employee, may be granted paid sick
leave up to one year's credit (120 hours) when needed and requested.

The City reserves the right fo require the employee to complete an absence slip and
turn it into the immediate supervisor for approval before sick leave pay is granted. The
City shall give the employee a copy of the approved or rejected absence slip. The
Union agrees to support the City in its efforts to control the misuse of sick leave.
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Section 2.  Conversion of Sick Leave to Cash.

(A)  Annual Conversions

An employee who has accumulated four hundred eighty (480) hours sick leave pay may
convert hours in excess of four hundred eighty (480) hours, up to forty (40) hours to
cash per year. An employee who has received more than twenty-four (24) hours of
unexcused absences during the year ending October 31st shall not be eligible to
convert sick leave to cash for that year. The conversion will be on the basis of one hour
of sick leave for each hour of pay at the employee's rate for the pay period ending on
the last Sunday in October of each year. The conversion can be made in November
and the employee must request conversion no later than November 30" of the calendar
year. Sick leave converted to cash is sick leave that was earned in prior years.

(B) Conversion on Termination of Employment

Accumulated sick leave up to 960 hours will be payable upon termination of
employment (except discharge for any conviction of theft or felony offense) on the

following formula:
Less than 8 years service, no conversion.

8 years to 15 years of service, one (1) hour's pay for each three (3) hours of
accumulated sick leave.

16 years 1o 25 years service, one (1) hour’s pay for every two (2) hours of accumulated
sick leave. '

Over 25 years of service, one (1) hour’s pay for every one (1) hour of accumulated sick
leave.

(C)  Conversion on Retirement or Death

There shall be payable to an employee, upon retirement in accordance with the
provisions of the Public Employees Retirement System of Ohio or upon death of an
active employee, to the employee's beneficiary designated in writing on the form
provided by the City and delivered to the City (or if no valid designation has been made,
the estate), in addition to any PERS benefits, payment for all accumulated sick leave up
to and including 1440 hours (720 hours for employees hired after September 15, 2003).
This payment may be made weekly or in a lump sum at the option of the Director of
Finance, with due regard to the financial status of the City.

Conversion of unused sick leave credited to employees who receive retirement or death
benefits shall be on the basis of one (1) hour for each one (1) hour accumulated up to
the applicable maximum. Conversion of unused sick leave credited to employees who
are permanently laid off shall be on the basis on one (1) hour for each one (1) hour
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accumulated up to a maximum of 960 hours (480 hours for employees hired after
September 15, 2003).

Contributions to PERS will be made on sick leave converted to cash should PERS
require contributions. PERS will determine if contributions are to be included in the

calculation of average wage.

(D) Conversion for New Employees

For employees hired after September 15, 2003, unused sick time shall be cumulative up
to and including 720 hours for retirement and death benefits, and shall be cumulative up
to and including 480 hours upon other termination of employment (except for dismissal
for conviction of any theft or felony offense), on the same conversion formula applicable
to employees hired before the effective date of this Agreement. Upon retirement, the
employee shall also be paid for accumulated sick time, at the current hourly rate, for
hours earned above 720 hours up to 1560 at the rate of 1 for 3, for a combined total of

up to 1000 hours.

For employees hired after October 1, 2011, unused sick time shall be cumulative up to
and including 480 hours for retirement and death benefits, and shall be cumulative up to
an including 480 hours upon other termination of employment (except for dismissal for
conviction of any theft or felony offense), on the same conversion formula applicable to
employees hired before October 1, 2011. Upon retirement, the employee shall also be
paid for accumulated sick time, at the current hourly rate, for hours earned above 480
hours up to 720 at the rate of 1 for 3, for a combined total of up to 560 hours.

Section 3. Attendance Rules

Good attendance is a requirement, not an option. The following rules shall cover
attendance.

(A)  Excused Absences: Absences covered by the Family and Medical Leave Act
shall be excused. The following absences shall also be excused. Necessary absence
for medical or dental appointments scheduled in advance for the employee or the
employee's immediate family will be excused if the employee has given the City full
advance notice and has cooperated fully in arranging the date and time of the
appointment to be as little in conflict as possible. A doctor's certificate is required for
verification if the employee is absent for 3 work days or more. Absence due to
compensable injury or to a disability accompanied by hospital admission will be
excused. Necessary absence for illness or injury of an employee or the employee's
immediate family will be excused providing the employee properly notifies the City of the
absence, presents satisfactory medical evidence showing the employee was unable to
work (in the case of an absence of three or more days or when required by the City) or
that an immediate family member was treated and the employee was needed to care for
the family member. Paid funeral leave, paid jury duty, paid holidays, paid vacations,
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paid personal leave days, military leave, and absence covered by formal leave of
absence will be excused.

(B)  Unexcused Absences: Unexcused absence of more than five (5) days of
scheduled work in any 12 months is excessive. All unexcused absence over five (5) full
days of scheduled work in 12 months, except as excused under paragraph (A), will be
handled as follows: '

6th day written waming

7th day 3 day suspension

8th day discharge

An absence of less than eight (8) hours will count pro rata.

(C)  Attendance Credit: An employee with 8 or more consecutive months of perfect
attendance will have a cushion of one unexcused absence before being counted. An
employee with 12 consecutive months within an individual calendar year commencing
January 1 of perfect attendance will receive 8 hours pay at the employee’s regular rate
of pay. Perfect attendance is defined as paid time off or regular hours worked,
excluding sick time, but not time off covered by the FMLA.

(D) Notification: To notify properly of absence, an employee shall notify the City as
far in advance as possible, but no later than the start of his shift. The only exception fo
this is where an employee is unable to give such notification, in which case, the
employee shall notify the City as soon as possible. If an employee is-unable o reach

any other working number in advance of his starting time, he shall call the number
designated by each department and leave specific details of the expected absence.

Failure to notify propérly of absence:

1st day: written warning | |

Within a 12-month rolling period, 2nd occurrence: 3 day suspension
Within a 12-month rolling period, 3rd occurrence: discharge

(£) Tardiness: Tardiness on more than two (2) days in any 12 month rolling petiod is
excessive, and will be handled as follows:

3" day first written warning
A" day final written warning
51 day 3 day suspension
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6™ day

discharge

19



Section 3. Sick Leave Donation

A. All available time (sick time, personal and vacation time) is to be exhausted
before being eligible to receive donations of sick time.

B. The recipient will receive donated hours on an as required, hourly basis only.

C.  The hours donated but not used remain with the donor. The maximum number of
hours donated per employee is forty (40). Employees with a minimum of 480 hours
accumulated sick leave may be allowed to donate in excess of forty (40) hours with the
approval of the City Manager.

D. The hours donated will be kept on an equity basis i.e., the number of hours
credited will be based upon donor and recipient pay rate conversions fo hours.

E. Hours donated will be used in the order in which they are received.

Section 4.  Injury Pay: If an employee suffers a compensable injury or illness while in
the performance of his duties with the City and while properly performing an assigned
task, such injured employee shall continue to receive his full weekly rate of pay from the
City for the first 6 months following the date of injury. Such paymentis shall take the
place of the employee’s receipt of temporary total disability payments from the Bureau
of Workers’ Compensation. The City may require the employee to perform any duties
within the limitations of such injury or ifiness.

The City and the Union agree to support a transitional work program to help injured
workers return to their regular job duties by temporarily providing more limited job duties
consistent with the medical restrictions resulting from the allowed conditions in an
employee’s workers’ compensation claim. In order to provide an employee with suitable
transitional work, the City may assign the employee to work in a different job
classification or department, or to a temporary transitional work job created specifically
to accommodate an injured worker's medical restrictions. During the time the City
provides transitional work, the City will continue to pay the employee the pay rate
applicable to the employee’s regular job classification.

In determining an employee's mental or physical ability to perform work under this
Article or under any provision of this Agreement, the City may rely upon medical
evidence presented by the employee, or may require the employee to submit to an
examination selected and paid for by the City. If the employee does not agree with the
results of the City's examination, he may appeal to a third physician agreed upon by the
City's physician and the employee's physician. The results of the third physician shall
be binding on the City and the employee, and the examination shall be paid half by the
City and half by the employee.
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Section 5.  Satisfactory medical evidence is required whenever sick leave is
requested for three days or more. The City may require satisfactory medical evidence
when sick leave is requested for less than three days if the employee has been absent
on sick leave without satisfactory medical evidence on five days within a calendar year.
Sick leave is to be used only for iliness or injury; dishonesty in connection with sick
leave is just cause for disciplinary action. '

Section 8.  Satisfactory medical evidence is medical evidence that supports the use of
sick leave. |t may include a note from a doctor, a chiropractor, a nurse-practitioner or
other health care provider. To provide a uniform interpretation across departments,
whether medical evidence is satisfactory will be determined by the Director of Human
Resources, subject to the grievance and arbitration procedure.

Section 7.  Jury Pay: An employee required io serve on a jury during his/fher working
hours before a court empowered by law to require such service shall be excused from
duty for the time required for such service and must report for duty whenever released
from jury service. The employee shall be paid the difference between jury pay and the
regular hourly rate of pay. Employees must present proof of the amount of jury pay
received before pay for the hours absent is granted. An employee working on the
second or third shift shall be excused from their scheduled work hours when he/she
serves five or more hours on jury duty.

Section 8.  Funeral Leave: An employee shall be paid for 8 hours for each day lost at
the regular rate due to absence caused by death in an employee's immediate family.
Three (3) days shall be allowed under this Section for immediate family members.
Immediate family means: spouse, parent, child, grandparent, grandchild, brother or
sister (including natural, step or in-law). Other relatives living in the same household as
the employee shall be considered as immediate family. One day will be granted for
attendance at a funeral of the following relatives: aunt, uncle, niece and nephew.

Proof acceptable to the City is required before payment of funeral leave. Examples of
proof acceptable to the City include, but are not limited to one of the following: memorial
service program, newspaper obituary, memorial card, or documentation provided by a
funeral home.

ARTICLE 10
LEAVE OF ABSENCE

Section 1. Temporary leaves of absence with or without pay, for training purposes or
for any other objective related fo the employee's work, may be granted and renewed by
the City Manager for such periods as the City Manager may consider justifiable within
the limitations of the budget.

Section 2.  An employee who has exhausted FMLA leave and accumulated sick leave
benefits may be granted a medical leave of absence without pay by the City Manager
for up to a maximum of one year. Leaves of absence without pay may be granted by
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the City Manager for periods of time not to exceed one year for any other reason that
the City Manager may consider to be to the benefit of the City.

Section 3. The City shalil grént military leave and reinstatement as required by law.

Section4. The City Manager may require an employee to submit to a medical
examination by a physician selected by the City before the employee is granted a leave
of absence, granted an extension, or permitted to return to work. Any such medical
examination will be paid for by the Clty A copy of the medical report will be furished
when requested by the employee.

Section 5.  No more than two (2) employees may be granted a leave to attend Union
conventions or similar functions, subject to the following conditions. Such leaves must
be scheduled as far in advance as the employee has knowledge of the proposed
absence. All such leaves are subject to their being reasonable in length, frequency and
impact upon the City, and the City may deny such leaves if they are not reasonable in
any of these respects. Employees may use vacation time for such leaves, or may take
such leaves without pay if, and only if, no vacation time is available.

ARTICLE 11
INSURANCE

Section 1. Healith Insurance.

(a) Benefits Offered. The City will offer health insurance benefits throughout the
term of this Agreement as federal and state law requires. The benefits will include a
high deductible health plan (HDHP) and, at the employee’s option, either a health
savings account {HSA) or a health reimbursement account (HRA). The HDHP will have
“network” deductibles of $2,000 for individual coverage and $4,000 for family coverage.
Benefits will be as provided in the carrier's certificate of coverage.

The City will fund the employee HSA accounts by funding 1/12" of the annual total each
month. The City will fund the employee HRA accounts by funding the entire amount
each year in January. For the 2014 plan year, the City will fund 75% of employee HSA
and HRA accounts ($1,500 for individual coverage and $3,000 for family coverage). For
the 2015 and 2016 plan year, the City will fund 50% of employee HSA and HRA
accounts ($1,000 for individual coverage and $2,000 for family coverage). Employees
hired during a plan year shall have the City’s contribution to their HSA prorated based
upon the number of full months employed by Piqua during that initial plan year.

The City shall select the carrier for the HDHP annually after consulting with the
Insurance Committee. The City will maintain comparable coverage for the duration of
this Agreement. Comparable coverage shall mean that the City shall salicit quoies
annually from up to three carriers and request standard products which most closely
match the plan design then in effect. Exact match of plan design need not be obtained.
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Bargaining unit employees shalt be offered the same benefits on the same terms
applicable to the City's unrepresented employees.

(b) HSA Reimbursement. An employee may be reimbursed up to a maximum of
$400 if on a family plan and $200 for a single plan for 2014 and up to a maximum of
$1,000 on a family plan and $500 on a single plan for 2015 and 2016. The employee
and not the family member must participate in the below activities to be eligible for the
reimbursement.

Such reimbursement shall be based on participation in self-selected programs
established by the health insurance provider for eligibility for the Bend the Trend
Program, or other similar program.

Upon completion of an eligible program, the employee shall submit the required form
and information to the Human Resources Director who will submif the request for
reimbursement. All reimbursement checks will go to the employee’s HSA account and
not directly to the employee.

Reimbursement for 2014:

Eligible Activity | Amount Special Conditions

Reimbursed
Biometric $200 Eligible for reimbursement once
Screening each calendar year.
Event '
Health Risk $50 Eligible for reimbursement once
Assessment each calendar year.
Wellness $50 Wellness Coaching is as indicated
Coaching _ by the Health Risk Assessment.

Eligible for reimbursement once
each calendar year.

Registeringon | $50 Eligible for reimbursement once
health each calendar year.

insurance |

website

Flu Shot $50 Must be received at the City.

Eligible for reimbursement once
each calendar year.
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90 minutes of physical activity per

Exercise $50
week for each 8 week period
completed. Forms must be
completed and turned in to Human
Resources. The forms are
available at HR

BP of less than | $100 To qualify for reimbursement, the

130/80 ' employee must meet two of the
three categories.

Cholesterol of

less than 200

mg

BMI of less than

25

Prescription $100 Employee must switch from brand

Medications medication to generic. Must begin
only in January and continue for
the calendar year. Eligible for
each prescription changed.

Prescription $50 Employee must switch from brand

Medications medication to generic. Must be for
a consecufive six month period.
Eligible for each prescription

: changed.
Cessation $100 Employee must complete a
Program program as approved by the HR

department and successfully have
stopped smoking for a
consecutive 6 month period.
Employee will be subject to
random testing to verify continued
success. Eligible for
reimbursement only one time
during employee’s tenure and at
conclusion of 6 month period.
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Reimbursement for 2015 and 2016

Eligible Activity | Amount Special Conditions
Reimbursed

Biometric $400 Eligible for reimbursement once

Screening each calendar year.

Event

Health Risk $100 Eligible for reimbursement once

Assessment each calendar year.

Wellness $100 Wellness Coaching is as indicated

Coaching by the Health Risk Assessment.
Eligible for reimbursement once
each calendar year.

Registeringon | $100 Eligible for reimbursement once

health each calendar year.

insurance

website

Fiu Shot $100 Must be received at the City.
Eligible for reimbursement once
each calendar year.

Exercise $100 90 minutes of physical activity per
week for each 8 week period
completed. Forms must be
completed and turned in to Human
Resources. The forms are
available at HR

BP of less than | $200 To qualify for reimbursement, the

130/80 | employee must meet two of the
three categories.

Cholesterol of

less than 200 mg

BMI of less than

25

25




Prescription $100 Employee must switch from brand
Medications medication to generic. Must begin
only in January and continue for
the calendar year. Eligible for
each prescription changed.

Prescription $50 Employee must switch from brand
Medications . | medication to generic. Must be for
a consecutive six month period.
Eligible for each prescription

changed.
Cessation $100 Employee must complete a
Program program as approved by the HR

department and successfully have
stopped smoking for a
consecutive 6 month period.
Employee will be subject to
random testing to verify continued
success. Eligible for
reimbursement only one time
during employee’s tenure and at
conclusion of 6 month period.

(c) Insurance Committee. The Union shall designate two bargaining unit employees
to represent the bargaining unit on the City’s Insurance Committee. The Insurance
Committee will meet periodically to (1) review the benefits being provided and the cost
of those benefits and (2) to consider alternatives to maintain acceptable benefit levels at
an acceptable cost to employees and the City. Any recommendation approved by a
majority of the members of the Insurance Committee will be submitted to the City
Manager for his consideration.

(d) Cost Sharing. Forthe 2014, 2015 and 2016 plan year, an employee will
confribute 15% of the City's total cost of purchasing the employee’s HDHP and funding
the employee’s HSA or HRA, by weekly payroll deduction.

(e) Option Out. Eligible employees who decline the city offered health insurance

benefits, will be entitled to receive a one-lime payment per healih insurance year of
$2,000 for those eligible for family coverage and $1,000 for individual coverage.
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Section 2.  Life Insurance. The City shall provide and pay the necessary premium for
group life insurance in the amount of $50,000 for each employee covered by this
Agreement.

Section 3. Reopener. Should the quotes received annually as required above result
in the City's health insurance premium increasing by 10% or more from the previous
year for 2015 or 2018, either party can request this Article be reopened to achieve a
mutual benefit for the parties recognizing that the cost of future health care is
unpredictable with the implementation of the new federal regulations. The parties may
also reopen this Article should there be an effect on costs from the opening of the City
health clinic or the carrier selected provides a cafeteria plan of benefits that may be
considered. The reopener is solely conditioned on a 10% or greater increase in
premium renewal, the opening of the health clinic or a viable cafeteria plan. If one of
these events does not trigger the reopener, health care shall be provided as stated
above.

ARTICLE 12
SENIORITY, LAYOFF, CALLBACKS AND PROMOTIONS

Section 1.  Seniority or length of service means the employee’s length of service with
the City since his last date of hire, except as otherwise provided in this Article.

All new full-time employees shall be considered probationary employees for a
probationary period of 180 days worked from the date of their employment. Any
probationary employee may be discharged at any time during said period and such
discharge shall not be subject to review or the grievance procedure. No seniority shall
accrue until an employee has been accorded regular permanent status, however, at the
completion of the probationary period, the employee's seniority shall date back to the
date of employment. The new hire probationary period may be extended only by mutual
consent of the Union and the City.

For the purpose of this Agreement, there shall be three types of seniority:

1. Job Seniorityf Described as the total length of active service in a specific job
classification as a permanent employee. (When an employee is regularly assigned to
more than one classification, then job seniority shall run with the highest classification

regardless of pay level).

2. Department Seniority: Described as the total length of service presently within a
department of the City since the employee's first day of employment with that
department.

3. City Seniority: Described as the total length of service with the City since the
employee's first day of employment with the City regardless of classification or
department or division.

27



Section 2.  Layoff: Whenever there is a reduction in the number of employees due to
lack of funds, lack of work, or other legitimate reasons, the City Manager shall
determine the classification of the employment in which reduction shall be made and the
number to be laid off. Employees shall be laid off at the time and in the number
specified by the City Manager in reverse order of their seniority. Within each affected
classification, all part-time and seasonal employees shall be laid off before probationary
employees and all probationary employees before permanent employees. The City shall
discuss any proposed layoff with the Union before taking such action. When an
employee has been removed from his classification, he may displace another employee
(including a seasonal, part-time, or temporary employee) in an equal or lower paying job
classification if the employee to be displaced has less seniority. When an employee
displaces another employee under this Section, he must be able to perform the work
required during a trial period for the first sixty days worked if this is a position he has not
previously held. If at any time during this trial period, the employee fails to perform
satisfactorily, the City may remove him from the job and shall then place him otherwise
in accordance with the provisions of this Section. [f an employee cannot otherwise
retain a full-time job under this Section and is subject to layoff, he shall be entitled to
displace the least senior employee in a classification for which he is presently qualified.

The use of part-time employees or outside contractors for performance of work which
has been or could be performed by employees shall be at the discretion of the City
provided such action does not resuit in the layoff of any employee in the bargaining unit.

When an employee bumps down into another classification, he shall receive pay at the
step in his new classification which is closest to, but not higher than, the employee’s

previous pay rate.

Section 3. Call Back: When there is a callback, those who have been laid off shall,
for a period of time not to exceed their length of seniority, be eligible to be called back to
work on the same principles as are applied in cases of layoff, if they are still available. If
any employee called back notifies the City within 20 calendar days (from when the City
sends him notice by registered letter) that he is not immediately available, his name
shall be placed upon re-employment eligibility lists for future employment, where it shall
remain for a period of 24 months at which time, if not available, it will be dropped from
the list. Employees on layoff shall be recalled to their previous jobs in the bargaining
unit prior to the hiring of new employees for such jobs.

If after having been laid off, an employee is notified by the City to return to work on a
specified date (which shall be not less than 2 weeks after notice is received by
registered letter at his last known address), he has 20 days from receipt of notice to
notify the City of his intention to return, after which time the City is no longer obligated to

re-hire said employee.
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Section 4. Reinstatement: Any employee who resigns voluntarily may be reinstated
upon application to any position in the same-class and salary if there is a need for his
services within 2 years after the date of his resignation upon the recommendation of the
supervisor and at the discretion of the City Manager.

Section 5.  Job Bidding: In the event of a vacancy within the bargaining unit, a notice
shall be posted for three (3) working days on the bulletin boards of all departments in
the bargaining unit, and in such other locations as the Human Resources Director
determines necessary, advising employees of this vacancy. The Human Resources
Director shall send a copy of the notice to the President of the Local Union. if an
employee wishes to be considered for a permanent transfer to such vacancy, he shall
fill out a request for transfer with the City within three (3) days of the date of the posting.’

When a vacancy occurs, the City will interview all employees who have filed a request

. for transfer to that vacancy. The City shall consider the length of service, the quality of
the work record and the ability to perform the work required. To be qualified for transfer
to the vacancy, the employee must satisfy the minimum posted requirements, must
have received no discipline during the last 6 months, and no suspension during the last
12 months. A disqualification based on discipline less than a suspension may be
waived at the discretion of the Director of Human Resources for the purpose of
increasing the number of qualified candidates.

The most qualified applicant shall be entitled to the vacancy. [f two or more employees
are equally qualified, then the most senior employee shall receive the vacancy.
Department Seniority will take precedence over City Seniority. If there are no qualified
employees, the City may interview and hire an outside applicant.

An employee transferring to another job shall be on a trial period for the first sixty days
worked. The trial period may be extended up to another sixty days worked by mutual
consent of the employee and the City. If at any time during the trial period, the
employee fails to make satisfactory progress or the employee elects not to remain on
the job, the City may remove him and return him to his former job, or, if in the judgment
of the City this would be disruptive, return him to such other job as would create a
minimum of disruption. :

The City need not consider the request for transfer if that employee has been given a
transfer to a classification or has been removed from a job including an employee
initiated removal, within the last 12 months. This rule shall not apply in the event a job
classification is added.

Employees who are promoted to a higher rated classification shall receive an increase
in their wage rate and will be assigned to the lowest step in the pay range of the new
classification that results in a wage increase. Employees who are transferred to a lower
rated classification shall have a step wage rate in the new classification that resulis in
the least reduction in their wage rate.
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Section 8.  Supervisory Work: It is recognized that the primary responsibility of a
supervisor is to supervise. However, the parties agree that supervisors may perform
bargaining unit work so long as this does not cause layoffs or reductions in the .
bargaining unit. Itis understood that the performance of such work by a supervisor
shall be for the purpose of supplementing or assisting bargaining unit personnel, such
as assisting in the completion of a job duty when the employees are short handed due
to illness, injury or other reason, or assisting in an emergency, or providing training. Itis
further agreed that supervisors shall not perform bargaining unit work for the sole
purpose of circumventing overtime call-ins for bargaining unit members.

: ARTICLE 13
LABOR-MANAGEMENT AND SAFETY COMMITTEE

in the interest of sound industrial relations, a joint committee of no less than four, nor
more than eight members, half of whom shall be from Management and half of whom
shall be from the Union, will convene guarterly (or at other times mutually agreed to by
the parties) for the purpose of discussing subjects of mutual concern, including a review
of grievances. It shall be the express purpose of this committee to build and maintain a
climate of mutual understanding and respect in the solution of common problems. The
City will prepare a written summary of all issues discussed at Labor-Management and
Safety Committee meetings within 10 days of the meeting.

. ARTICLE 14
DISCIPLINE, DEMOTION AND DISCHARGE

Section 1.  Discipline: The City shall impose no discipline or discharge on an
employee without just cause. A discharge grievance shall be started at Step 3, and a
suspension grievance at Step 2, but with the same time limits and written requirements’
as for Step 1. All other disciplinary grievances will start at Step 1 in the normal way.
This shall be applied uniformly to all departments. Disciplinary actions by the City shall
include but are not limited to reprimands, suspension without pay, demotions, or
discharge. These disciplinary actions may be initiated by the immediate supervisor or
department head. All such actions shall be reduced to writing and copies shall be
submitted to the employee, Union steward and local president and all involved

supervisory levels.

Section 2. I an employee receives a verbal warning (on the form marked and
attached hereto as Exhibit "A") which is placed in his personnel folder, such verbal
warning shall be removed at the expiration of ninety (90) days from the date of
infraction. However, if the employee receives a second verbal warning within 90 days
from the first verbal warning for the same offense, both verbal warnings shall be kept for
an additional 90 days from the date of the second verbal warming. =

30



If an employee receives a written warning (on the form marked and attached
hereto as Exhibit “B”) which was placed in his personnel folder, such written warning
shall be removed at the expiration of 180 days from the date of infraction. However, if
the employee receives a second written warning within 180 days from the first verbal
warning for the same offense, both verbal warnings shall be kept for an additional 180
days from the date of the second written warning.

If an employee receives a written warning for an unexcused absence (on the form
marked and attached hereto as Exhibit “C”) which is placed in his personnel folder, such
written warning shall be removed at the expiration of 1 year from the date of infraction
uniess if in a one year rolling period, the employee has a second unexcused absence
then the written warning shall be maintained for a period of eighteen months from the
date of the second unexcused absence offense.

Warnings removed from the employee’s personnel file may be maintained by the City in
a separate file for record keeping and documentation purposes.

Section 3. When an employee is to be discharged, given disciplinary layoff, an oral or
written reprimand, or an investigation is being conducted which may result in
disciplinary action, he/she shall be entitled to have a steward present, except where

" immediate action is required, as in.situations endangering personnel, and a steward or
officer is not available, in which case the employee may be suspended pending a
meeting with the steward present. The employee may waive, in writing, the right to
have a steward present. ‘

ARTICLE 15
GRIEVANCE PROCEDURE

Section 1.  There shall be an earnest and honest effort to settle differences and
disputes promptly. An aggrieved employee shall first take up his grievance with his
immediate supervisor. Upon the request of either of them, a steward shall be present.
If any controveérsy or difference arises between an employee and the City with respect
to the interpretation or application of this Agreement or the rights, obligation or liabilities
of the parties hereunder with reference to this Agreement, then such controversy or
difference shall be handled as follows:

Step 1: The employee or employees will present the grievance in writing on forms
provided by the Union to the department supervisor within 5 work days of the time the
employee becomes aware of the alleged grievance or could reasonably be assumed to
have been aware of the alleged grievance. The employee shall be accompanied by a
Union representative except as provided by law. Class grievances must be filed within
5 work days of the alleged cause for grievances. The Union will be entitied to be
represented by the steward and management by the immediate supervisor, unless
waived by the other side. The supervisor will schedule a meeting within 5 work days
after the grievance has been presented to him. The supervisor will reply to the
grievance within 5 work days of the meeting. if the employee does not refer the
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grievance to the next step of the grievance procedure within 5 work days after receipt of
the decision rendered in this step, it shall be con31dered to have been satisfactorily -
resolved.

The grievance, as prepared in Step 1, shall be prepared in 5 copies by the grievant an'd
given to the depariment supervisor under Step 1. The department supervisor shall make
distribution of said copies as follows:

Retain one and deliver to;

1 Copy Department Head
1 Copy City Manager

1 Copy Personnel

1 Copy Local President

The 6™ copy shall be retained by or forwarded to the emploYee or his representative.

If, through inadvertence, a copy is not distributed pursuant to the above, it shall not
prejudice the grievance. . .

Step 2; The grievance, along with all correspondence, shall be submitted to the
Department Head who shall investigate the grievance and schedule a grievance
meeting within 5 work days. The Union will be entitled to be represented at the meeting
by the steward and the chief steward and management by the immediate supervisor
and the depariment head unless waived by the other side. Both the employee and
management shall have the right to present such withesses as are necessary for a
complete airing of the grievance. At this step and subsequent steps, the employee may
have up to four witnesses appear at the hearing. The department head shall replyto =
the grievance within 7 work days after the grievance meeting. If the grievance is not
referred to the next step within 5 work days after receipt of the reply from the
Department Head, it shall be presumed to have been satisfactorily resolved. If the .
department head fails to schedule the grievance meeting within 5 work days of ifs being
submitted to him, the employee may, at his option and upon written notification -
delivered to the C:ty Manager, take the gr[evance directly to Step 3.

Step 3: The grievance, with all correspondence shall be subm:tted to the Clty Manager :
and/or his designated representative. The City Manager or his designated
representative shall investigate the grievance and schedule a grievance meeting within.
five work days of receipt of the grievance. The Union.will be entitled to be represented
by the steward, chief steward, local Union president and the staff representative, unless
waived by the other side. The City Manager or the designated representative shall rep]y
to the grievance in writing within 7 wiork days after the grievance hearing. The -
grievance shall be considered to have been satisfacterily resolved unless a written
notice of a request to arbitrate is received by the City Manager WIthln 10 days after
receipt of his reply to the grievance. : S
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A hearing by the City Manager may be waived by the Union in the case of a termination
where the City Manager made the decision to terminate the employment.

Step 4: Arbitration Procedure. After the delivery of the intent to arbitrate, either the City
or the Union may request the appointment of an arbitrator by the Arbitration Mediation
Service from Cincinnati, Ohio under its voluntary rules for labor matters. Nothing that
happens after this Agreement expires shall give rise to any right under this Agreement
nor shall it be subject to arbitration, except that no employee shall be deprived of any
benefit vested under the terms of this Agreement and a claim of deprivation of
confractually vested benefits shall continue to be subject to arbitration after the
expiration of this Agreement. A date for arbitration hearing shall be set as soon as
possible in accordance with the availability of the arbitrator and the needs of the City
and the Union. The decision of the arbitrator shall be final and binding on all parties.

Section 2.  Sharing of Costs; The City and the Union shall share equally in the
expense of the arbitration.

Section 3. Time Limits: It is understood that the time limits imposed in this Article
may be extended at any step by mutual consent. Similarly, any step in the grievance
procedure may be eliminated by mutual consent.

Section 4.  Arbitrator's Scope of Authority: The arbitrator shall have no power to add
or subtract from or modify any of the terms of this Agreement. His sole authority and
responsibility shall be to render an award on the matters presented to him.

Section 5. Duplicate Redress: Any matter subject to appeal to the Civil Service
Board shall not be subject to the grievance procedure unless the employee waives, in
writing, the right to appeal to the other agencies. Section 32 of the Charter of the City of
Pigqua also provides a grievance procedure which is hereby interpreted as the grievance
procedure set forth in this Article 14.

Section 8. In any case when a decision of the appropriate Management
representative is not given at Step 2 or Step 3 of the grievance procedure within the .
limits specified or within the period that may have been extended by mutual agreement,
the grievance may be taken to the next step of the grievance procedure.

Section 7.  The City will schedule all third step grievance meetings at a time when
both the Chio Council 8 Staff Representative and the grievant can attend.

Section 8.  Any grievance that remains unresolved at step 3 may, by agreement of
the parties, be submitted to a mediator. If the parties agree to mediate a grievance,
step 4 and its time limits will be stayed until either party gives the other written notice
that the party is withdrawing from the mediation effort. The following rules will apply to
grievance mediation:
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a) The parties shall mutually select the mediator;

b) The Local President or alternate appointed by him, will receive pay for
regular working time lost for actual attendance at a mediation;

C) Each party may select up to 4 persons to attend the mediation.

d) Mediation efforts will be informal in nature and shall not include written
opinions from the mediator unless mutually requested by the parties. if a
grievance which has been mediated proceeds to arbitration, there shall be
no reference in the arbitration proceeding to the fact that a mediation was
held;

e) Fees and expenses of the mediator shall be shared equally by the parties.

ARTICLE 16
WAIVER

Since both sides had the chance to bring up any appropriate subject in negotiations for
this Agreement, they both give up the right to require the other to bargain about
anything during the life of this Agreement.

The only exceptions are:

Bargaining for a new contract to succeed this one under Article 23;
Negotiations under Article 18, Effect of Laws;

Article 5: Wages in 2011; and

Article 11: Health insurance benefits for 2012.

AWN o

ARTICLE 17
- SENIORITY ROSTER

Section 1.  Each quarter the City shall provide to the President of the Local Union a .
roster of all bargaining unit employees. It shall be in order of length of service with the
City and shall legibly state the employee's name, job classification, pay range, pay step,
and the date the employee was placed in that pay step.

Section2.  Each quarter the City will provide to the President of the Local Union a
roster of all seasonal and part-time employees. It shail contain name, job classification,
pay rate, and date employed by the City.
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ARTICLE 18
EFFECT OF LAWS

This Agreement is subject to all applicable laws, regulations, or provisions of the United
States and State of Ohio, and, except for negotiable subjects, is subject o the City of
Piqua Charter, general ordinances, resolutions, and Civil Service rules and regulations.
All provisions of this Agreement shall, where reasonably possible, be interpreted fo
comply with applicable laws, provisions, ordinances, regulations and judicial decisions
under them.

The City Commission shall adopt no ordinances, resolutions or other legislative matters
in conflict with this Agreement. Neither the City Manager, nor his subordinates, shall
adopt or issue any rules, regulations, orders, or other executive directives in conflict with
this Agreement.

If any provision of this Agreement is contrary to the law or any authority set forth above,
it shall be of no further force and effect, but the remainder of this Agreement shall
remain in full force and effect. The City and the Union shall meet promptly, upon the
request of either, to negotiate a lawful replacement provision. These negotiations shall
be in good faith, but the replacement provision itself shall not be subject either to
arbitration or to impasse procedures.

ARTICLE 19
NEGOTIATION PAY

if meetings to negotiate a successor agreement are held during the working hours of the
Local Union’s President, Vice President, Chief Steward and Chapter Chair, such
employees shall not suffer any loss in pay for time spent attending such meetings. |f
the President or Vice President is on any shift other than the first shift, he/she shall be
assigned to the first shift on those working days on which negotiations are held.

ARTICLE 20
AMERICANS WITH DISABILITIES ACT AND
FAMILY AND MEDICAL LEAVE ACT
COMPLIANCE

Section 1. Compliance: The City has the right to take steps reasonably necessary to
comply with the Americans with Disabilities Act and with the Family and Medical Leave
~ Act, or to remove doubts about such compliance.

This section shall be governed by federal and state law and by City policy as City policy
pertains to notice requirements.
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ARTICLE 21
EMPLOYEE NOTIFICATION

Employees are required to keep the City informed of their current address, telephone
number, operator’s license, commercial driver’s license status and dependency status.

ARTICLE 22
DRUGS AND ALCOHOL

The purpose of this Article is to provide a safer work environment, to improve an

employee's health and job performance when affected by the abuse of alcohol or drugs,
and to provide guidelines for the consistent handling of alcohol and drug-related
situations.

Section 1. Use of Alcohol and Drugs.

A

Employees shall not possess, sell, distribute or use alcohol or controlled
substances while on the job, including meal periods.

Employees shall not work or report to work under the influence of alcohol or
controlled substances, except as provided in subparagraph C or D below.

Employees must report to their supervisors when they are experiencing a
reaction to a prescription or over-the-counter drug which may affect their ability to

do their job.

Employees called into work due to manpoWer shortage, emergency or other
similar incident will report to the supervisor on duty any usage of alcohol.

If an employee is called into work after consuming alcohol or is reporting to work
when experiencing a reaction to a prescription or over-the-counter drug which
may affect his ability to do his job, and reports this to the on-duty supervisor as
required in subparagraph C or D above, the on-duty supervisor will make a
determination as to fitness for duty.

Section 2. Dependency Treatment.

A

Employees are urged to request assistance with any drug or alcohol problem
before disciplinary action is necessary. If an employee advises the City of a drug
or alcohol problem, the employee will be urged to receive counseling and, if
necessary, will be permitted to take accrued paid sick leave or vacation to
receive the recommended treatment. If an employee has exhausted accrued
paid sick leave and vacation; he may apply for an unpaid personal leave of
absence for the period of time necessary to receive the recommended treatment,
which application shall not be unreasonably denied.

36 -



Alcoholism and chemical dependencies are treatable. Employees covered by
City-sponsored health insurance have limited coverage for treatment of
alcoholism and chemical dependency. Any costs associated with treatment that
are not covered by insurance will be the responsibility of the employee.

Section 3. Testing Procedure,

A

Drug and/or alcoho! testing will be conducted when there is a reasonable
suspicion that an employee is using or possessing controlled substances or
alcohol, or abusinga controlled substance at work, or is working or reporting to
work under the influence of illegal drugs, alcohol or an abused controlled

substance. Reasonable suspicion may be based upon, but is not limited to,
unexplained and excessive absence, a reliable report, reporting to work with the
odor of alcohol or marijuana on an employee, unusual behavior such as slurred
speech or [ack of coordination, or the possession of drug paraphernalia.

The City shall identify to the employee and the employee’s union
representative the basis for reasonable suspicion. The City may withhold the
rtames of persons who have provided information if the City identifies facts and
circumstances which independently provide a basis for reasonable suspicion.

Drug and/or alcohol testing also will be conducted when an employee is involved
in an on-duty accident or other on-duty incident which results in phys;cal harm or
property damage.

Testing will require that the employee provide a urine, blood, breath or saliva
sample, or some other medically accepted procedure will be used. Any time an
employee is requested to take a drug or alcohol test, the employee will be
required to sign an authorization form permitting the physician or lab to conduct
the test and release the results to the City and the employee. Refusal to sign the
authorization form or to submit immediately to a requested drug or alcohol test
will be considered insubordination and will subject the employee to discharge.

All test samples will be given at a licensed testing facility selected by the City,
sealed and properly identified. Testing will be conducted by a certified
laboratory, and the test results will be considered a confidential medical record
not subject to public disclosure. Results will be distributed to the City and the
employee only. Positive drug screens results will be confirmed by gas
chromatography/mass spectrometry (GC/MS). Drugs being screened may
include any controlled substance contained in Schedules | through V of Section
202 of the Controlled Substance Act, Section 21 U.S.C. 812, or as defined in
O.R.C. 3719.01.

When testing is done on blood, urine or saliva samples, a minimum of three
samples will be collected. One sample will be sent to the lab of the City's
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choosing. One other sample may, at the employee's choice, will be sent to a lab
of the employee's choosing, or the sample will be preserved in the proper
manner to be tested in the case of positive results on the first sample. The third
sample will be preserved in the proper manner to be tested by a different lab
selected by the City if the results of the City's and the employee's first test are in
conflict. [f this is the case, the results of the third test shall be controlling.

Section 4. Rehabilitation and Counseling.

A.

An employee who tests positive for drugs or alcohol under this Arlicle shall be
given one opportunity for rehabilitation, provided that the employee's only rule
violation is working or reporting to work under the influence of alcohol or
controlled substances. An employee who violates any other rule under this
Article shall be subject to disciplinary action, which may include discharge, for the
first offense. C

A positive drug or alcohol test, or a drug or alcohol problem, shall not excuse or
mitigate any other misconduct (e.g., insubordination or dishonesty). The City
shall respond to such misconduct by applying the same principles of disciplinary
action as it would apply to an employee who had no positive test result and no
drug or alcohol problem.

An employee who is entitled to an opportunity for rehabilitation under this Article
will be relieved from duty immediately and placed on paid accrued sick leave, if
available. This leave may be conditioned upon receipt of reports that the
employee is cooperating and making reasonable progress in the treatment
program.

Within 45 days of entering the treatment program the employee must provide
satisfactory medical evidence that he has completed the program and is fit to
return to work and must pass another drug/alcohol screen. This time limit can be
extended based on satisfactory medical evidence that a longer time is

justified. However, no period longer than 6 months total from the date of the
original positive test will be permitted. Failure to meet these conditions will result
in termination of employment. Accrued sick leave up to a maximum of 60
calendar days and accrued vacation may be used for this leave; otherwise this

leave will be unpaid.

The treatmenf program must be provided by a facility accredited by the Joint
Commission on the Accreditation of Hospitals and/or licensed through an

- appropriate state agency.

Any employee who successfully completes a drug/alcohol program as described
above and successfully passes an alcohol/drug screen shall be reinstated to his
former position without loss of time in grade.

The City may require up to two tests of an employee during the six month period
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after an employee has completed a rehabilitation program. These tests need
not be based upon a reasonable suspicion of drug or alcohol use. if either
test is positive, the employee's employment shall be terminated.

Section 5. Drug-Free Workplace Program.

The City shall adopt policies for the administration of this Article consistent with
the requirements of the Ohio BWC Drug-Free Workplace Program. = -

Section 6. CDL Testing.

The City shall continue to maintain an alcohol and drug testing policy in
compliance with Federal Highway Administration regulations. This Article supplements
the City’s existing CDL alcohol and drug testing policy.

Section 7. Appeal.

An employee may appeal any action taken by the City under this Article through
the grievance procedure.
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ARTICLE 23
DURATION

This Agreement will be in effect from January 1, 2014, through 11:59 P.M. December
31, 2016, and will then terminate. Upon the request of either party, negotiations for a
new Agreement will begin 90 days before that date, and the parties will iry to conclude

negotiations by 45 days before that date.

Gary A. Huff, City Manager

Sthaey . (Wa ()

Stacy M.Wall, Law Director

Elzine Barton, HR Director

Bpp!e, Financé Pirector

D (00§ A

Aty Wélker, Health & Sanitation Dir.

Date signed __ A-/3. /4
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OHIO COUNCIL 8 AMERICAN
FEDERATION OF STATE, LOCAL
& MUNICIPAL EMPLOYEES,

AFL-CIO, AND ITS LOCAL # 984

0 ) Iy

Dave Mclintosh, Union Rep.

J.% Lairzrs g2l

Miké Thompson, Presidént

2L C

Date signed :,)” {2 - fd/




CLASS
CODE

140
143

701
703
704

709

71
712
713
714
718

718
719
720
721

801
802
803
804

805
807
816
817

818

830
831
832
833
835
838

839

Effective January 1, 2014
CLASSIFICATION

METER READER
METER READER
WORKING SUPERVISOR

LABORER
REFUSE COLLECTOR
STREET DIVISION
WORKING SUPERVISOR
SANITATION DEPARTMENT
WORKING SUPERVISOR
REFUSE DRIVER
EQUIPMENT OPERATCR |
EQUIPMENT OPERATOR Il
EQUIPMENT OPERATOR Ii!
GOLF COURSE WKG. SUPV.
GOLF TURF MAINTENANCE

WORKER |

WORKER I
PARKS DEPT. WKG, SUPV.
PARKS MAINTENANCE WKR.
WATER PLANT

OPERATOR

OPERATOR |

OPERATOR Il

OPERATOR Il
WATER SERVICE

REPRESENTATIVE |

REPRESENTATIVE Il
WATER PLANT MECHANIC
WATER PLANT MAINTENANCE
WORKING SUPERVISOR
WATER PLANT OPERATOR IH
AND WORKING SUPERVISOR
WASTEWATER PLANT

OPERATOR

OPERATOR |

OPERATORII

OPERATOR Il
LABORATORY TECHNICIAN
INDUSTRIAL PRETREATMENT
COORDINATOR
MAINTENANCE WORKER

PAY

SCHEDULE B

RANGE STEPA STEPB STEPC STERD STEPE STEPF

14

18
10
12

28

29
16
14
18
22
29

12
16
28
16

18
22
26
28

18
22
18

28
28

18
22
26
28
24

28
16

17.79

18.57
17.07
17.44

20.87

21.00
18.14
17.78
18.57
18.40
21.00

17.44
18.14
20.87
18.14

18.57
19.40
20,37
20.88

18.57
19.40
18.57

20.87
21.00

18.57
18.40
20.37
20.88
20.88

20.88
18.14

18.14

19.01
17.44
17.78

2142

2164
18.57
18.14
19.01
19.81
21.64

17.78
18.57

21.42

18.57

19.01
19.81
20.88
21.42

19.01
19.81
19.01

2142
21.84

19.01
19.81
20.88
21.42
21.42

21.42
18.57

18.57

19.40
17.78
18.14

21.98

22,29
18.01
18.57
19.40
20,37
22.29

18.14
19.01
21.98
19.01

18.40
20.37
21,42
2198

19.40
20.37
19.40

21.098
22.29

19.40
20.37
2142
21.98
21.68

21.08
19.01

19.01

19.81

18.14 .
18.57

2280

2298
19.40
19.01
19.81
20.88
2298

18.57
19.40
22.80
19.40

19.81
20.88
21.98
22.60

19.61
20.88
19.81

22.60
22.98

19.81
20.88
21.98
22.60
22.60

22,60
19.40

19.40

20.38
18:57
19.01

23.22

23.72
19.81
19.40
20.38
2142
23.72

19.01
19.81
23.22
19.81

20.38
21.42
22.60
23.22

20.38
21.42
20.38

23.22
23.72

20.38
21.42
22.60
23.22
23.22

23.22
19.81

19.87

20.88
19.01
19.40

23.87

24.48
20.38
19.87
20.88
21.98
24.48

19.40
20.38
23.87
20.38

20.88
21.98
23.22
23.87

20.88
21.98
20.87

23.87
24.48

20.88
21.98
2322
23.87
23.87

23.87
20.38




CLASS
GCODE

820
821
822
823
840

859
868
869
871
872
ar7
882
883
884

886
888
889

CLASSIFICATION
UNDERGROUND UTILITIES
MAINTENANCE WORKER
MAINTENANCE WORKER |
MAINTENANGCE WORKER i
MAINTENANCE WORKER Il
UNDERGROUND UTILITIES
WORKING SUPVSR
SHIFT OPERATOR
ELECTRICIAN |
ELECTRICIAN II
INSTRUMENT TECHNICIAN
MASTER ELECTRICIAN
STOREKEEPER
ELECTRIC METER TECH.
ELECTRIC SERVICE WKR.
APPRENTIGE ELEC. LN. WKR.

- LINE WORKER 1]

JOURNEYMAN LINE WKR**
JOURNEYMAN LINE Crew Leader

PAY

RANGE STEPA STEPB STEPC STEPD STEFE STEPF

18
22
26
28
29

34
24
28
28
34
22
22
18
224

28
37A
38A

18.57  19.01
1940  19.81
20.37  20.88
2088 2142
21.00 2164
2260 2322
19.87  20.37
2088 2142
20.88 2142
2260 2322
1940 19.81
1940  19.81
18.57  18.01
18.14 1857
STEP G STEPH
2142 2200
2088 21.42
23.90 2458
2599 - 26,77

19.40
20.37
21.42
21.98
22.29

- 23.87

20.88
21.98
21.98
23.87
20.37
20.37
18.40
19.01

21,98
25.16
27.44

19.81
20.88
21.98
22.60
22.98

24.58
21.42
22.60
22.60
24.58
20.88
20.88
18.81
19.81

22.60
25,79
28.12

20.38
21.42
22.60
23.22
23.72

25.16
21.98
23.22
23.22
25.16
21.42
21.42
20.38
20.38

23.22
26.43
28.83

20.88
21.98
23.22
23.87
24.48

25.99
22.60
23.87
23.87
25.99
21.98
21.98
20.88
20.88

23.87
27.09
28.6b



CLASS
CODE

140
143

701
703
704

709

711
712
713
714
716

718
719
720
721

801
802
803
804

805
807"
815
817

819

830
831
832
833
835
838

839

Effective January 1, 2015
CLASSIFICATION

METER READER
METER READER
WORKING SUPERVISOR

LABORER
REFUSE COLLECTOR
STREET DIVISION
WORKING SUPERVISOR
SANITATION DEPARTMENT
WORKING SUPERVISOR
REFUSE DRIVER
EQUIPMENT OPERATOR |
EQUIPMENT OPERATOR I
EQUIPMENT OPERATOR 1l
GOLF COURSE WKG. SUPV.
GOLF TURF MAINTENANCE

WORKER |

WORKER I
PARKS DEPT. WKG. SUPV.
PARKS MAINTENANCE WKR,
WATER PLANT

OPERATOR

OPERATOR |

OPERATOR I

OPERATOR Il
WATER SERVICE

REPRESENTATIVE |

REPRESENTATIVE Il
WATER PLANT MECHANIC
WATER PLANT MAINTENANCE
WORKING SUPERVISOR
WATER PLANT OPERATCR Ilf
AND WORKING SUPERVISOR
WASTEWATER PLANT

OPERATOR

OPERATOR |

OPERATOR |

OPERATOR Il
FABORATORY TECHNICIAN
INDUSTRIAL PRETREATMENT
COORDINATOR
MAINTENANCE WORKER

SCHEDULE B

PAY -

RANGE STEPA STEPB STEPC STEPD STEPE STEPF
14 18,15 1851 1884 1939 19.79 20.27
18 18.94 19398 1979 2021 20.79 21.30
10 1741 17.79 1814 1851  18.94 19.39
12 17.79 1814 1851 18984 1938 19.79
28 2129 21.85 2242 23.056 2369 24.35
29 2142 2207 2273 2344 2420 24.97
16 18.51 1894 . 1839 1979 2021 20.79
14 18.14 1851 1894 1939 1979 20.27
18 18.94 1939 1979 2021 ° 20.79 21.30
22 1978 2021 2077 2130 21.84 2242
29 21,42 2207 - 2273 2344 2420 2497
12 17.7¢ 1814 1851 1894 1839 18.79
16 18.561 1894 19.3¢ 1979  20.21 20.79
28 21.29 2185 2242 23.056 2369 24.35
16 18.51 1894 1939 1979 201 20.79
18 18.94 1839 1879 2021 2079 21.30
22 t9.7¢ 2021 2077 2130 21.84 22.42
26 2077 2130 21.84 2242 2306 23.69
28 21.30 2184 2242 23.06 2369 24.35
18 1894 1939 1879 2021 2079 21.30
22 1979 2021 2077 2130 2184 22.42
18 18.94 1939 1979 2021 2079 21.29
28 2129 2185 2242 2305 2369 24.35
29 2142 2207 2273 2344 2420 24.97
18 18.84 1939 1978 202t 20.79 21.30
22 19.79 2021 2077 2130 2184 2242
25 2077 2130 2184 2242 23.086 23.69
28 2130 2184 2242 2306 2369 24.35
28 2130 21.84 2242 23.06 23.69 24.35
28 2130 21.84 2242 23.06 2369 24.35
16 18,61 1884 1939 1978 201 20.79




CLASS
CODE

820
821
822
823
840

859
868
869
871
872
877
882
883
884

866
888
889

CLASSIFICATION
UNDERGROUND UTILITIES
MAINTENANCE WORKER
MAINTENANCE WORKER 1
- MAINTENANCE WORKER H
MAINTENANCE WORKER I}
UNDERGRQUND UTILITIES
WORKING SUPVSR
SHIFT OPERATOR
ELECTRICIAN |
ELECTRICIAN 1i
INSTRUMENT TECHNICIAN

MASTER ELECTRICIAN -

STOREKEEPER -

ELECTRIC METER TECH.
ELECTRIC SERVICE WKR.
APPRENTICE ELEC. LN. WKR.

LINE WORKER 1l
JOURNEYMAN LINE WKR** .
JOURNEYMAN LINE Crew Leader

PAY

RANGE STEPA STEPB STEPC STEPD STEPE STEPF

18
22
28
28
29

34
24
28
28
34
22
22
18
22A

28
37A
38A

18.894  19.39
1979  20.21
20,78  21.30
21.30  21.85
2142 22.07
23.06 23.69
2027 20.77
2130 21.84
2130 21.84
23,06 . 23.69
19.78 2021
19.78  20.21
18.94  19.39
18.51 18.94
STEP G STEPH
21.84 2244
2130  21.84
2438 2507
2651 27.31

19.78
20.78
21.85
22.42
22,74

- 24.35

21.30
22.42
22.42
24,35
20.77
20.77
19.79
19.39

22.42
2566
27.89

20.21
21.30
22.42
23.05
23.44

25,07
21.84
23.06
23.086
25.07
21.30
21.30
20.21
20,21

23.06
26.30
28.68

20.79
21.85
23.08
23.68
24,19

25.66
22.42
23.69
23.62
25.66
21.84
21.84
20.79
20.79

23,69
26.96
29.40

21.30
22.42
23.68
24,35
24.97

26.51
23.06
24.35
24.35
286.51
22.42

2242 .

21.30
21.30

24,35
27.83
30.14



CLASS
CODE

140
143

701
703
704

709

711
712
713
714
716

718
719
720
721

801
802
803
804

805
807
815
817

819

830
831
832
833
835
838

839

Effective January 1, 2016
CLASSIFICATION

METER READER
METER READER
WORKING SUPERVISOR

LABORER
REFUSE COLLECTOR
STREET DIVISION
WORKING SUPERVISOR
SANITATION DEPARTMENT
WORKING SUPERVISOR
REFUSE DRIVER
EQUIPMENT OPERATOR I
EQUIPMENT OPERATOR Il
EQUIPMENT OPERATOR I}
GOLF COURSE WKG. SUPV.
GOLF TURF MAINTENANCE

WORKER |

WORKER I}
PARKS DEPT. WKG, SUPV,
PARKS MAINTENANCE WKR.
WATER PLANT

OPERATOR

OPERATOR |

OPERATOR I

OPERATOR it
WATER SERVICE

REPRESENTATIVE |

REPRESENTATIVE H
WATER PLANT MECHANIC
WATER PLANT MAINTENANCE
WORKING SUPERVISOR -
WATER PLANT OPERATOR 1l
AND WORKING SUPERVISOR
WASTEWATER PLANT

OPERATOR

OPERATORI

OPERATOR I

OPERATOR It
LABORATORY TECHNICIAN
INDUSTRIAL PRETREATMENT
COORDINATOR
MAINTENANCE WORKER

PAY

SCHEDULE B

RANGE STEPA STEPB STEPC STEPD STEPE STEPF

14

18
10
12

28

29
16
14
18
22
28

12
16
28
16

18
22
26
28

18
22
18

28

29

18
22
26
28
28

28
16

18.51
19.32
17.76
18.14
21.72

21.85

18.88 .

18.50
19.32
20.18
21.85

18.14
18.88
21.72
18.88

19.32
20.18
21.19
21.72

19.32
20.18
19.32

21.72
21.85

19.32
20.18
21.19
21.72
21.72

21.72
18.88

18.88

19.78
18.14
18.50

22.29

22.51
19.32
18.88
19.78
20.61
22.51

18.50
19.32
22.29
19.32

19.78
20.61
21.72
22.28

19.78
20.61
18.78

2228

22.51

19.78
20.61
21.72
2228
2228

22.28
19.32

19.32
20.18
18.50
16.88
22.87

23.19

. 19.78

19.32
20.18
21.19
23.19

18.88

. 19.78

22.87
19.78

2018
21.19
2228
22.87

20.18
21.19
20.18

22.87

2318

20.18
2119
22.28
22.87
22.87

22.87
18.78

19.78

20.61
18.88
19.32

23.51

23.90
20.18
19.78
20.61
21.72
23.90

19.32
20.18
23.51
20.18

20.61
21.72
22.87
23.52

20.61
2172
20.61

23.51

23.80

20.61
21.72
22.87
23.62
23.52

23.52
20,18

20.18
21.20
19.32
19.78
24.16

2468

.20.61

20.18
21.20
22.28
24.68

19.78
20.61
24.16
20.61

21.20

22.28 .

23.52
2416

21.20
22.28
21.20

24.16
24.68

21.20
22.28
23.52
24.18
2418

2416
2061

2067

21.72
19.78
20.18

24.84

2547
21.20
20.67
21.72
22.87
25.47

20.18
2120
24.84
21.20

21.72
22.87
2418
24.84

21.72
22.87
21.72

24.84
2547

2172
22.87
24.18
24.84
24.84

24.84
21.20




GLASS
CODE

820
821
822
823
840

859
868
869
871

872
877
882
883
884

. 888
888
889

CLASSIFICATION
UNDERGROUND UTILITIES |
MAINTENANCE WORKER
MAINTENANCE WORKER |
MAINTENANCE WORKER I
MAINTENANCE WORKER |
UNDERGROUND UTILITIES
WORKING SUPVYSR
SHIFT OPERATOR
ELECTRICIAN |
ELECTRICIAN 11
INSTRUMENT TECHNICIAN
MASTER ELECTRICIAN
STOREKEEPER
ELECTRIC METER TECH.
ELECTRIC SERVICE WKR.
APPRENTICE ELEC. LN. WKR.

LINE WORKER Il
JOURNEYMAN LINE WKR*
JOURNEYMAN LINE Crew Leader

PAY

RANGE STEPA STEPB STEPC STEPD STEPE STEPF

18
22
28
28
28

34
24
28
28
34
22
22
18
22A

28
37A
38A

18.32  19.78
2018 2061
2119 21.72
2172 2229
21.85  22.51
2352 2416
2087 2119
2172 2228
2172 2228
23.52. 2416 .
2018  20.61
. 2018 2081
1932 19.78
18.88 19.32
STEPG STEPH
2228 2288
2172 22.28
24.87 2557
2704 2786

20.18
21.19
2229
22.87
23.18

24.84
21.72
22.87
22.87

24.84 .

21.19
21.19
20.18
19.78

0.00
22.87
26.17
28.54

20.61
21.72
22.87
23.51
23.91

25,57
22.28
23.52
23.52
25.57
21.72
21.72
20.61
20.61

0.00
23.52
26.83
28.26

21.20
22,28
23.61
24.16
24.68

26.17
22.87

24,16

24,16

26.17

22.28
22.28
21.20
21.20

0.00
24.16
27.50
29.99

21,72
22.87
24.16
24.83
2547

27.04
23.52
24.84
24.84
27.04
22.87
22.87
21.72
21,72

0.00
24.84
28.19
30.74






