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From: McCann, James - Chief <Jim_McCann@cityoflorain.org> 
Sent: Wednesday, June 28, 2023 9:52 AM
To: Greg T. Kopniske <GTKopniske@ohioauditor.gov>
Subject: [External]RE: Ohio Auditor's Office Not a public record
 


*** Auditor of State Security Notice *** This e-mail is from an external source. Think
before you click links or open attachments.


Good Morning:
 
The current United Steel Workers (USW) Local 6621 CBA runs from January
1, 2020 through December 31, 2022 and they are currently in negotiations so
this contract is still in force until the new contract is completed and ratified. 
Article 16 on page 33-34, but specifically Section 2 is gives broad authority to
the Department Head / Sub-Department Head.  Once we have our rough draft
completed, I will send it to you.  Also, I met with our Law Director Pat Riley
and briefed him.  He would like to have a phone call with the three of use,
unless he has already contacted you.  He will be at city hall Thursday and I can
coordinate a call if he has not already called you.  Just let me know. 
 
Just to firm up our previous conversation, I will be the point of contact for
investigative purposes for the City of Lorain.  Like our previous investigations,
I think it’s best if we work together mutually as both agencies have a vested
interest in getting to the truth in these matters.  If any interviews are conducted
with any City of Lorain Officials, I would like to be notified and involved.  I
always have my phone and get my emails on my phone.
 
My cell phone is 440-242-5504
 
Chief Jim McCann
Lorain Police Department
100 W. Erie Ave.
Lorain, Ohio 44052



mailto:GTKopniske@ohioauditor.gov

mailto:CLYoder@ohioauditor.gov
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ARTICLE 1 



STATEMENT OF PERSONNEL RELATIONS 



 



Section 1. Collective bargaining shall be recognized.  It is through the process of collective 



bargaining that the close harmonious relationship between the City, department heads and 



employees, necessary for effective administration is achieved. 



 



Section 2. All collective bargaining, with respect to wages, hours, terms and other conditions 



of employment shall be conducted by authorized representatives of the United Steel, Paper and 



Forestry, Rubber, Manufacturing, Energy, Allied-Industrial and Service Workers International 



Union on behalf of Local Union 6621, and a committee authorized by the Mayor. 



 



Section 3. The City and the Union agree that they have entered into negotiations to establish 



this Agreement which has as its purpose the following: 



 



a. To achieve and maintain a satisfactory and stabilized employer-employee relationship 



and to promote improved work performance; 



 



b. To provide for the peaceful and equitable adjustment of differences which may arise; 



 



c. To attract and retain qualified employees by providing equitable compensation for their 



services; 



 



d. To insure the right of every employee to fair and impartial treatment; 



 



e. To provide an opportunity for the Union and the Employer to negotiate as to hours, 



wages, terms and other conditions of employment; 



 



f. To assure the effectiveness of service by providing an opportunity for employees to meet 



with the Employer through representation of the Union to exchange views and opinions 



on policies and procedures affecting the conditions of their employment; 



 



g. To provide orderly and harmonious employee relations in the interest, not only of the 



parties but of the citizens of Lorain, Ohio. 



 



Section 4. Toward this end, the parties hereto agree to devote every reasonable effort to 



assure that the City and its agents, and the Union and its members and officers, along with all 



members within the Bargaining Unit will comply with the provisions of this Agreement. 



 



ARTICLE 2 



RECOGNITION 



 



Section 1. This Agreement is entered into by the City of Lorain, hereinafter referred to as 



"Employer" or the "City", and the United Steel, Paper and Forestry, Rubber, Manufacturing, 
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Energy, Allied-Industrial and Service Workers International Union , on behalf of Local 6621, 



hereinafter referred to as the "Union", or "Local 6621". 



 



The Employer recognizes the Union as the sole exclusive representative of the bargaining unit 



defined herein, for the purposes of negotiating wages, hours, terms and other conditions of 



employment for the employees of the Employer in the bargaining unit. 



 



Section 2. The power and authority granted under this Agreement shall be subject to the 



rights, privileges and powers as granted to or imposed upon the City of Lorain, its agents, 



servants and employees, under and by the Constitution of the State of Ohio and the Ohio Revised 



Code. 



 



Section 3. The City of Lorain and the Union are in agreement that the positions listed in 



Article 29, Section 6 of this agreement define the positions of the bargaining unit represented by 



the United Steelworkers International Union, on behalf of Local 6621 who are employed by the 



City of Lorain, Ohio.  The City of Lorain and the Union hereby agree to file a joint petition, 



within thirty days of the execution date of this agreement, to the State Employment Relations 



Board, hereinafter referred to as SERB, seeking SERB approval that the positions listed in 



Article 29, Section 6 of this agreement comprise the classifications of the deemed certified 



bargaining unit represented by the United Steelworkers International Union on behalf of United 



Steelworkers International Union, Local 6621.    



 



Section 4. Any and all SERB decisions on the makeup of the bargaining unit shall be 



binding upon the City and the Union, unless and until changed through the appropriate 



procedures mandated by law. 



 



Section 5. All positions and classifications not specifically established through the SERB 



process as being included in the bargaining unit shall be deemed excluded from the bargaining 



unit. 



 



Section 6. Should new classifications be established within the City during the term of this 



agreement either the Union or the Employer may petition the SERB on the issue of whether or 



not the newly established classification should be included or excluded within the bargaining 



unit.  The final and binding decision on all bargaining unit composition matters shall rest solely 



with the SERB and shall be made in accordance with all applicable SERB rules and regulations. 



 



Section 7. If an employee is promoted to a position outside of the bargaining unit, and it is 



subsequently concluded by the Employer that such individual be returned to the bargaining unit 



at any time within a six (6) month period after the date of promotion, they shall retain full 



seniority rights in the bargaining unit. 



 



An employee continued in a position outside of the bargaining unit for a period of more than six 



(6) months who is subsequently returned to the bargaining unit shall begin his seniority 



accumulation anew.  This shall not be considered to affect vacation, longevity or any other fringe 



benefits. 
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Section 8. It is mutually agreed to by the parties that no section of the Civil Service Laws 



contained in Revised Code Chapter 124 or the local rules and regulations of the Lorain Civil 



Service Commission shall apply to employees in the Bargaining Unit where such laws, rules and 



regulations are in conflict with matters addressed in this Agreement.  All sections of the Civil 



Service Laws contained in Revised Code Chapter 124 or the local rules and regulations which 



are not in conflict with matters addressed in this Agreement shall continue to have force and 



effect as per ORC 4117.10(A).  All matters covered by this Agreement shall be governed solely 



by this Agreement.  To the extent that 4117 of the Ohio Revised Code specifies Ohio statutes 



which prevail over terms of collective bargaining agreements such statutes will govern.  It is 



expressly understood and agreed to that the Lorain Civil Service Commission shall have no 



authority or jurisdiction over matters that are subject to the Grievance Procedure of this 



Agreement.  The Lorain Civil Service Commission shall continue to have authority and/or 



jurisdiction over those matters not in conflict with or addressed by this agreement that are not 



subject to the Grievance Procedure of this Agreement. 



 



ARTICLE 3 



NON-DISCRIMINATION 



 



Section 1. Both the City and the Union recognize their respective responsibilities under 



Federal and State Civil Rights Law, fair employment practice acts and other similar 



constitutional statutory requirements.  Therefore, both parties hereby reaffirm their 



commitments, legal and moral, not to discriminate in any manner relating to employment on the 



basis of race, color, national origin, age, sex, religion, disability, military status, familial status, 



political affiliation or political activity allowed by law. 



 



Section 2. The Employer agrees not to interfere with the rights of Bargaining Unit members 



to become members of the Union and the Employer shall not discriminate, interfere, restrain, or 



coerce any employee because of any legal employee activity or any activity that is taken in an 



official capacity on behalf of the Union, as long as that activity does not conflict with the terms 



of this Agreement. 



 



Section 3. The Union agrees not to interfere with the rights of employees to refrain or resign 



from membership in the Union and the Union shall not discriminate, interfere, restrain, or coerce 



any employee exercising the right to abstain from membership in the Union or involvement in 



Union activities. 



 



Section 4. All references to employees in this Agreement designate both sexes, and wherever 



the male gender is used, it shall be construed to include both male and female employees. 



 



ARTICLE 4 



DUES CHECK-OFF 



 



Section 1. The City will check off monthly dues, assessments and initiation fees as 



designated by the International Secretary-Treasurer of the Union for all bargaining unit members 



who are members of the Union for the duration of this agreement, as membership dues in the 



Union. 
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Voluntary PAC contributions, initiation fee, assessments levied by the Union and periodic 



membership dues shall be deducted in proportionate amounts from each pay period of each 



month by the City from the employee’s payroll check and payment thereof to the International 



Union shall be automatic and shall not require an employee's authorization. 



 



Section 2. The City shall promptly remit any and all amounts so deducted, along with a 



check-off list to the International Secretary-Treasurer of the Union, who shall notify the City in 



writing, of the respective amounts of dues, initiation fees and assessments which shall be so 



deducted.  The check-off list will include the names of the Union members, their address and 



their clock or employee number. This list will include all those for whom dues were deducted 



and also from those where no deductions were made, and the reason for non-deduction. If the 



compensation of an employee for any period is insufficient, the City shall make the deduction 



from the next pay period which is sufficient. 



 



The City agrees to provide an electronic copy of the remitted USW Form 5-115 or its equitant 



and the check-off list to the Sub-1 Toledo area office each month.  



 



Section 3. The City agrees that it will check-off and transmit to the Secretary-Treasurer of 



the United Steelworkers International Union Political Action Committee (USW PAC) voluntary 



contributions to the USW Political Action Fund from the earnings of those employees who 



voluntarily authorize such contributions on forms provided for that purpose by the USW PAC.  



The amount and timing of such check-off deductions and the transmittal of such voluntary 



contributions shall be specified in such forms and in conformance with any applicable state or 



federal statute.  The signing of such PAC check-off form and the making of such voluntary 



annual contributions are not conditions of membership in the Union or of employment with the 



City. 



 



ARTICLE 5 



CIVIL RIGHTS 



 



Section A.  Civil Rights Committee 



 



1. A Joint Committee on Civil Rights (Joint Committee) shall be established. The Union 



shall appoint two (2) members.  The Employer shall appoint an equal number of 



members.  The parties shall each appoint a Co-Chair and shall provide each other with 



updated lists of the members of the Joint Committee. 



 



2. The Joint Committee shall meet as necessary and shall review and investigate matters 



involving civil rights and attempt to resolve them. 



 



3. The Joint Committee shall not displace the normal operation of the grievance 



procedure or any other right or remedy and shall have no jurisdiction over initiating, 



filing or processing grievances. 
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4. In the event an Employee brings a complaint to the Joint Committee, the right to bring 



a grievance on the matter shall be preserved, in accordance with the following: 



 



a. The complaint must be brought to the attention of the Joint Committee within 



the same timeframe that a complaint must be brought to the First Step 1 of the 



grievance procedure. 



 



b. The Employee must provide the Joint Committee with at least sixty (60) days to 



attempt to resolve the matter. 



 



c. At any time thereafter, if the Joint Committee has not yet resolved the matter, 



the Employee may request that the Grievance Chair file it as a grievance in Step 



2 of the grievance procedure, and upon such filing the Joint Committee shall 



have no further jurisdiction over the matter. 



 



a. If the Joint Committee proposes a resolution of the matter and the Employee is 



not satisfied with such resolution, then the Employee may file a complaint at 



Step 2 of the grievance procedure, provided such filing is made within thirty 



(30) days of the Employee being made aware of the Joint Committee’s proposed 



resolution. 



 



Section B.  Workplace Harassment, Awareness and Prevention 



1. All Employees shall be educated in the area of harassment awareness and prevention 



on a periodic basis. 



 



2. Unless mutually agreed otherwise, a representative of the Union’s Civil Rights 



Department and a representative designated by the City will work together to develop 



joint harassment and prevention education. 



 



3. Within six (6) months of the Effective Date of this Agreement, members of the Joint 



Civil Rights Committee will be trained in matters relative to this provision. 



 



4. All new Employees (and all Employees who have not received such training) will be 



scheduled to receive two (2) hours of training as to what harassment is, why it is 



unacceptable, its consequences for the harasser and what steps can be taken to prevent 



it. 



 



5. All Employees shall be compensated for time spent in training referred to in this 



Section. 



 



ARTICLE 6 



MANAGEMENT RIGHTS 











 



 



 



 



8 



 



Section 1. The Employer shall have the exclusive right to administer the business of the City 



and its departments in addition to all other functions and responsibilities which are required by 



law, provided that such rights have not been limited or modified by the express terms and 



conditions of this Agreement.  Specifically the Employer's exclusive management rights include, 



but are not limited to the following: 



 



a. Determine matters of inherent managerial policy which include but are not limited to 



areas of discretion or policy such as the functions and programs of the Employer, 



standards of  services, its overall budget, utilization of technology and organizational 



structure; 



  



b. Direct, supervise, evaluate or hire employees; 



 



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



 



d. Determine the overall methods, process, means or personnel by which governmental 



operation are to be conducted; 



 



e. Suspend, discipline, demote or discharge for just cause, or lay-off, transfer, assign, 



schedule, promote or retain employees; 



 



f. Determine the adequacy of the work force; 



 



g. Determine the overall mission of the Employer as a unit of government; 



 



h. Effectively manage the work force. 



 



Section 2. The Employer recognizes that, in the exercise of its rights, it shall comply with 



the provisions of this Agreement.  The Union recognizes and accepts that all rights and 



responsibilities of the Employer not expressly restricted or modified herein and as permitted by 



law shall remain the function of the Employer. 



 



ARTICLE 7 



NO STRIKES AND LOCKOUTS 



 



Section 1. Strikes Prohibited.  During the term of this Agreement, neither the Union, its 



officers, agents or members, nor any employee will authorize, instigate, aid, condone, or engage 



in a work stoppage or strike, or other interruption or any impeding of services at any facility of 



the City covered by this Agreement.  Any employee or employees who violate the provisions of 



this Article may be discharged from the employ of the City.  The City agrees that prior to such 



discharge, it will provide to a Union representative of the facility or facilities involved, a list of 



names of Employees whom the City has determined to discharge. 



 



Section 2. Lockouts Prohibited.  The City agrees that during the term of this Agreement 



there shall be no lockouts of employees who have not violated the provisions of Section 1, 



above. 
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Section 3. Nothing herein shall restrict any statutory rights of the City to act in regard to an 



illegal strike by its employees. 



 



ARTICLE 8 



UNION REPRESENTATION 



 



Section 1. No employee shall be recognized by the Employer as a union representative until 



the Union has presented the Employer with written certification of the person's selection. 



 



Section 2. Upon written notification from the Local Union President to the affected  



Department Head, which shall be given at least seven (7) days in advance, Union representatives 



shall be granted approved leaves of absences without pay, in order to attend to matters pertaining 



to the administration of the business of the Union.  Notification on shorter notice may be granted 



except in cases of extreme emergency and/or when an overtime situation will be created by the 



absence of the union representative that is not approved by the responsible management official.  



The Union shall pay any and all lost wages and expenses incurred by the representative(s) during 



the approved leave period.  Unless approved by the Department Head, no more than two (2) 



union representatives from any one sub-department shall be permitted such leaves at any one 



time. 
 



The Employer agrees that should a Union representative(s) request unpaid leave of  two (2) 



weeks or less under Section 2, it shall continue to compensate the representative as if he/she 



were still in paid status. However, this is contingent upon the Union reimbursing the Employer in 



full for wages associated with maintaining the representative in paid status.  The Financial 



Secretary of Union shall be notified of the amount owed and should the Union fail to reimburse 



the Employer within two (2) pay periods of such notice; the Employer shall dock the applicable 



representative’s paycheck until such time as all monies due the Employer have been recovered. 



Compensation to Union representatives shall be limited to an annual amount of three hundred 



twenty (320) hours in total leave taken for the attendance of the Union’s International 



Convention  



 



Union representatives shall continue to accrue sick leave and vacation leave credits, while on 



approved leaves as provided herein.   All other benefits as provided in this agreement shall 



continue.  All wages paid by the Union to a representative(s) while attending to Union business 



shall be considered hours worked for purposes of overtime pay eligibility. 



 



Section 3. Authorized Union Representatives, may, upon request to their immediate 



supervisor be allowed a reasonable amount of time off from work to perfect grievances and to 



perform other administrative duties in conjunction with their responsibilities as Union 



representatives without loss of pay or benefits.  Such requests shall not be unreasonably denied, 



however, the Union Representatives shall be required to respond to any work situations that may 



arise from time to time before proceeding with leave as provided for in this section. 



 



Section 4.  The Local Union President, Grievance Committee Members and International 



Union Officers shall have the right to visit the various sub-departments, upon approval from the 



affected Department Head, which shall not be unreasonably denied, in order to conduct the 
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legitimate business as provided for above that may arise from time to time in the application and 



administration of the provisions of this agreement.  The before mentioned Representatives agree 



not to disrupt the operation of any facility or sub-department of the Employer. 



 



Section 5.  The City shall allow the Union to conduct a one (1) hour orientation during 



working hours, for newly hired bargaining unit employees on their first day of employment. 



 



Section 6. Notwithstanding any other Article or Section of this Agreement to the contrary, 



when a decrease of force is effected pursuant to the layoff provisions of this Agreement, the 



elected Local Union President, Local Union Grievance Committee Chairman and one (1) Local 



Union Grievance Committee Member from each zone as established by the Union, not to exceed 



six (6), shall, if a reduction of force continues to the point at which they would otherwise be laid 



off, be retained at work in their current classification provided they can perform the work of that 



classification. 



 



The intent of this provision is to retain in active employment the Local Union Officers specified 



above for the purpose of continuity in the administration of the terms of this Agreement, in the 



interest of the bargaining unit employees, so long as a work force is at work, provided that none 



of the above Local Union Officers shall be retained in employment unless work which he can 



perform is available to him in the sub-department or departments which he/she represents on the 



Grievance Committee. 



 



ARTICLE 9 



SENIORITY, LAYOFFS, BUMPING AND RECALL 



 



Section 1. Seniority shall be defined as the length of continuous service with the City.  



Seniority shall be measured in calendar days of employment beginning with the employee's first 



day of employment in the bargaining unit. 



 



Section 2. The term "Continuous Service", as used in this Agreement, shall be so construed 



that absence from employment due to accident, illness, approved leave of absence, or layoff by 



the City due to lack of work or funds shall not cause a break in the meaning of the term 



"Continuous Service" for the purpose of computing seniority.  Any employee absent from work 



due to layoff, physical disability, or approved leave of absence, shall continue to accumulate 



seniority during such absence for a period not to exceed three (3) years, unless otherwise stated 



in this agreement.  Notwithstanding the above, absence due to compensable disability incurred 



during the course of employment shall not cause a break in seniority of an employee until it is 



determined that such employee is permanently disabled. 



 



Section 3. The City shall provide an up to date seniority list of all City employees.  The list 



shall be kept up to date and give the employee's date of employment with the City.  The list shall 



be posted for all City employees to see and shall be updated on a quarterly basis.  In the event of 



two or more employees having the same seniority date, the City shall use the scores of the 



respective employees on their original hire Civil Service test.   Should there be a tied score, the 



stamped date and time of the employee’s application shall determine seniority. 
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The Seniority rights of individual employees shall in no way be prejudiced by errors, 



inaccuracies, or omissions in such lists.  Promptly as possible, but no later than fourteen (14) 



days after the posting, the Employer should be notified of any claimed error, inaccuracy or 



omission, however, the Employer shall correct the matter immediately upon notification. 



 



Section 4. When it becomes necessary, because of lack of work or funds, to reduce the 



number of City employees, emergency, provisional, temporary, seasonal (excepting certified 



Lifeguards and Employees facilitating programming in the Parks and Recreation Department), 



and part-time employees covered by this collective bargaining agreement and employees covered 



by this collective bargaining agreement serving their original probationary periods shall be laid 



off first, in that order. 



 



Section 5. In the event that the Employer determines that further layoffs are necessary, 



because of lack of work or funds, prior to the implementation of the layoff, the Employer may 



meet with the Union for the purpose of discussing the appropriate transfer or bumping procedure 



and to attempt to resolve other matters applicable to the layoff of bargaining unit members. 



 



Section 6. Permanent bargaining unit employees shall be laid off next, City- wide or by sub-



department or sub-departments, or by job classification, at the discretion of the Employer, with 



the employee having the least seniority as defined in Section 1 above, within the City, sub-



department or sub-departments, or job classification, whichever is applicable, being laid off first.  



For purposes of layoff, bumping and recall, sub-departments shall be defined in accordance with 



those listed in Article 15, Section 1 of this Agreement. 



 



Section 7. In the event that a layoff occurs in the working forces, senior bargaining unit 



employees shall be afforded the opportunity to displace/bump junior employees within the 



bargaining unit provided that the bargaining unit employee has qualified by one or more of the 



following criteria: 



 



1. Previously held the position.   



 



2. Was previously tested for the position and passed the test. 



 



3. Is qualified for the position by taking a test if deemed necessary by management.  



 



4. Can become qualified within seven (7) working days that he/she bumps into the position. 



 



Section 8. If a layoff occurs in a sub-department creating a temporary vacancy in a position 



deemed essential by the Employer, the Employer shall fill such position with an interested 



qualified employee having the greatest seniority within the City who is not affected by the layoff.  



The Employer shall not, during the duration of the layoff, be required to fill the position vacated 



by the employee who fills the temporary vacancy in the position deemed essential by the 



employer.  Notwithstanding Article 16 of this Agreement, an employee transferred for the 



employer's convenience because of the provisions contained herein to another job classification, 



shall be paid the rate of the job from which he is transferred, or the rate to which he is 



transferred, whichever is greater. 
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Section 9. The names of employees, who have been laid off, shall be put on a recall list, 



according to their seniority.  This list shall be posted for all City employees to see.  In the event 



of a vacancy in positions or classifications that have displaced or laid off employees, the most 



senior displaced or laid off employee on the recall list shall be recalled to that position unless 



there is a senior laid off or displaced employee available who qualifies as per Section 7 above, 



who desires that position and who did not previously bypass or waive his seniority bumping 



rights to that position or classification. 



 



If a vacancy occurs in a position that has no displaced or laid off employees and the Employer 



determines that position is to be filled, the position shall be posted for bid and filled as per the 



Collective Bargaining Agreement.  Under no circumstances shall any new employees be hired 



"from the street" into positions that have laid off or displaced employees while there are 



employees laid off or displaced from said positions who qualify as per Section 7 above and are 



eligible for recall. 



 



Notwithstanding the above, a position vacancy that is to be filled due to a retirement, leave of 



absence, death of an incumbent, discharge,  if an employee quits, or a job vacancy is created  via 



the job posting procedures, said job shall be filled via the job posting procedures of this 



agreement.  In addition to this, bargaining unit employees who bid on lower grade jobs while 



displaced or laid off shall retain recall rights to their previous position. 



 



Section 10. Employees recalled to the position from which they were laid off or displaced 



must return to that position when recalled.  When all employees have been recalled or when all 



employee recall rights have expired, employees that bumped shall be returned to their former 



positions unless the employer determines that said former positions are not to be filled in which 



case employees that bumped shall be entitled to incumbency status in the position to which they 



bumped into. 



 



Section 11. In the case of layoff, recall or displacements, employees affected by the layoff 



may exercise their seniority rights for job classification and/or shift preference once per layoff or 



displacement. 



 



Section 12. Bargaining unit employees who may be affected by a layoff or displacement and 



the Union shall receive a minimum of seven (7) calendar days advance written notice of a layoff 



and an explanation of the circumstances which make the layoff necessary.   



 



Employees who wish to exercise their seniority bumping rights shall notify the appropriate 



Appointing Authority and the Union within three (3) working days of their receipt of the 



notification of layoff or displacement.   



 



Prior to the layoff becoming effective, all senior bargaining unit employees who wish to exercise 



their bumping rights as provided for in this Article shall be given that opportunity, and once it is 



determined where all bargaining unit employees shall bump and the bumping procedure has been 



exhausted, then the effective date of the layoff and displacements shall be declared and be 



effective upon that date, so long as each individual affected bargaining unit employee who may 



be affected by a layoff or displacement has been given at least a seven calendar day notice of the 
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effective date of the layoff.  However, notwithstanding the above, a part time employee shall not 



be permitted to bump a full time employee. 



 



Section 13. Notwithstanding any other provision of this Agreement, a senior bargaining unit 



employee may voluntarily elect to be laid off in lieu of a junior employee so long as there is a 



junior employee not affected by the layoff who is qualified to perform the work of the senior 



employee exercising this option.  If an employee chooses this option he shall retain all recall 



rights provided by this agreement but shall not be permitted to exercise any bumping rights as 



provided for in this Article.  An employee exercising this option shall not be denied 



unemployment compensation. 



 



Section 14. In the event an employee is laid-off, he shall receive payment for any amount of 



earned but unused vacation time that he so desires, provided however that payment shall not be 



made any earlier than thirty (30) days from the date of layoff, but shall be made at the first 



payday following the thirty (30) days from the date of layoff. The payment for unused vacation 



time shall not be used for the basis of denying unemployment compensation.  



 



Section 15. Non Bargaining Unit personnel shall have no Seniority or Bumping rights within 



the Bargaining Unit. 



 



Section 16. The City shall continue health care coverage for laid off employees for the 



remainder of the month in which the layoff occurs and for two (2) full calendar months after the 



layoff occurs with the cost of the premiums for said coverage borne by the Employer.  After this 



period elapses, employees shall have the option to continue health care coverage as allowed by 



law. 



 



Section 17. A Bargaining Unit employee who feels they have been improperly laid off or 



denied proper bumping rights shall have the right of appeal through the grievance procedure. 



 



Section 18. In an effort to keep the employees and the Local Union advised about the status of 



employees, the Employer will provide non-privileged written information maintained during the 



normal course of business concerning layoffs, recall from layoffs, displacements, promotion and 



demotions of employees in the bargaining unit.  Such information will be given to the Local 



Union President upon his request. 



 



Section 19. The probationary period for original appointments shall be one hundred eighty 



(180) working days.  An employee serving their original probationary period may be terminated 



at any time and for any reason allowed by law without right of appeal through the grievance 



procedure contained in this Agreement.  A probationary employee shall not have seniority.  



However, once such employee completes his probationary period, he shall be credited with 



seniority from his date of hire. 



 



Section 20. The probationary period for promotional appointments and transfers to other 



bargaining unit positions via the job posting procedures contained in this agreement shall be 



sixty (60) calendar days. Additionally, if the employee has been employed for less than one 
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hundred eighty (180) working days, the probationary period referenced in Section 19 above 



shall apply.  



 



In all sub-departments senior bargaining unit employees may exercise shift preference within 



their classification series once per calendar year.  Senior bargaining unit employees may also 



exercise this right prior to a vacancy being posted under the job posting procedures of this 



Agreement.  In other words, seniority shall prevail at all times, except as modified by this 



Agreement. 



 



The Employer may extend the probationary period for a newly hired employee for a period not 



to exceed thirty (30) calendar days.  This extension period shall apply to marginal employees 



whom the Employer and the Local Union Representative agree that the extension of the 



probationary period may result in the marginal employee successfully completing his/her 



training period.  During the extension period the Union will, upon request, be provided with 



periodic evaluation documentation.  The extended probationary period shall begin the next 



day after the completion of the recognized probationary period.  An employee may be deemed 



to have completed his/her training at any time during such probationary extension.  To do so, 



he/she must be able to demonstrate to the Employer and the Local Union Representative that 



he/she has obtained the ability to perform the essential functions of the job. 



 



ARTICLE 10 



LABOR MANAGEMENT MEETINGS 



 



Section 1. In the interest of sound labor-management relations, up to four (4) labor 



management meetings shall be scheduled during a contractual year at a mutually agreeable time 



provided a one (1) week notice has been issued.  The Mayor, and the Service Director shall meet 



with up to five (5) representatives of the Union to discuss matters addressed in Section 2 of this 



Article.  An agenda for each meeting shall be established one (1) week in advance of each 



scheduled meeting. It is agreed that if additional labor/management meetings are requested and 



mutually agreed upon, they shall be convened as soon as feasible. 



 



Section 2. The purpose of labor-management meetings shall be to: 



 



1. Discuss the administration of this Agreement; 



 



2. Notify the Union of changes made by the City that are within its rights; 



 



3. Exchange general information; 



 



4. Discuss ways to increase productivity, improve efficiency and promote safety; 



 



5. Give the Union the opportunity to share views of their members on topics of interest to the 



parties, and 



 



6. Consider and discuss health and safety matters relating to the bargaining unit that have not 



yet been addressed. 
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Section 3. Labor-management meetings are not intended to be negotiation sessions to alter 



or amend the basic Agreement. 



 



ARTICLE 11 



DISCIPLINARY PROCEDURE 



 



Section 1. Disciplinary action shall not be imposed upon a bargaining unit employee except 



for just cause. 



 



Section 2. The Employer will follow the principles of corrective and progressive discipline.  



Discipline shall not be used solely for the use of punishment except in cases of Gross 



Misconduct.  The Employer agrees to consider any mitigating circumstances involved in 



disciplinary situations.  The Employer agrees that, notwithstanding any section of this Article, 



counseling or additional written reprimands may be used prior to the imposition of Step 3, or 



Step 4, disciplinary actions.  The following four step disciplinary procedure is hereby adopted: 



 



STEP 1.  First Verbal/Written Reprimand.  Addressed to the employee and presented to him and 



his Union representative in the presence of his supervisor, relating all the details and facts of the 



rules infraction within five (5) business days of the City’s knowledge of the occurrence. 



 



STEP 2.  Second Verbal/Written Reprimand. Addressed to the employee and presented to him 



and his Union representative in the presence of his supervisor, relating all the details and facts of 



the rules infraction within five (5) business days of the City’s knowledge of the occurrence. 



 



STEP 3.  Disciplinary Layoff.  This is a further verbal/written reprimand, with the imposition of 



time off as herein established: 



 



A.  Department Level Disciplinary Layoff: 



 



This is imposed by the Department Head Appointing Authority or his Designee and shall be 



limited to a maximum number of three (3) working days.   This is addressed to the employee and 



presented to him in the presence of his Union representative and may be imposed for continuing 



violation of properly established rules or for a pattern or variety of non-compliance with properly 



established rules.  



 



B.  Appointing Authority Level Disciplinary Layoff: 



 



This is imposed by the bargaining unit employees Appointing Authority or his Designee.  This is 



addressed to the employee and presented to him in the presence of his Union representative and 



Department Head. This discipline may be imposed for continuing violations of properly 



established rules or for a pattern or variety of non-compliance with properly established rules or 



for any act of Gross Misconduct where Discharge is not appropriate.    



 



STEP 4.  Discharge.   
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This is imposed by the Bargaining Unit Employees Appointing Authority.  This is addressed to 



the employee and presented to him in the presence of his Union representative and Department 



Head.  



 



Section 3. When a bargaining unit employee commits an infraction which is considered by 



the Employer to be Gross Misconduct, he shall be subject to: 



 



A.  Disciplinary Layoff: or when appropriate 



 



B.  Discharge. 



 



Gross Misconduct shall be defined to include but not be limited to: incompetency, dishonesty, 



use of intoxicants or illegal drugs on the job, insubordination, neglect of duty, falsification of 



records, absence without leave of three (3) consecutive days or more, fighting, sexual 



harassment, drug/alcohol abuse as negotiated per policy, racial and/or ethnic harassment and 



conviction of a felony criminal offense.  Incidences of Gross Misconduct shall be administered 



in accordance with the provisions of Section 2, Steps 3, and 4. 



 



Section 4. Department Head for the purposes of this article is defined to mean Utilities 



Director, Public Property Manager, Street Commissioner, Building Maintenance Superintendent, 



City Engineer, Chief Building Inspector and the Director of Building, Housing and Planning.  



Appointing Authority for the purposes of this article is defined to mean the City Officials having 



the power of appointment and removal of the specific bargaining unit employee involved. 



 



Section 5. An employee shall be entitled to the presence of a union representative at any 



investigatory interview or disciplinary hearing upon his request or if he has reasonable grounds 



to believe that an interview by a management official may be used to support disciplinary action 



against him.  The Employer and his agents shall not impose discipline in the presence of other 



employees, clients, residents or the general public.  Anonymous phone calls and any other 



information provided anonymously shall not be used as the sole basis for discipline. 



 



Section 6. All records relating to verbal or written reprimands will cease to have any force 



and effect  for purposes of progressive discipline after twelve (12) months after the date of record 



provided there have been no other recorded related reprimands given in that timeframe.  All 



records relating to disciplinary layoff or gross misconduct shall cease to have any force and 



effect for purposes of disciplinary action twenty-four (24) months after the date of record.  



 



Discipline issued for harassment in the workplace (e.g. unwelcome sexual comments or sexual 



propositions, use of inappropriate language related to race, religion, national origin, etc.) or 



drug/alcohol use shall not be subject to these timeframes where subsequent acts of workplace 



harassment or drug/alcohol use occur. 



 



Section 7. Any employee in disagreement with disciplinary action taken by the Employer 



against him may file a grievance in accordance with the grievance procedure outlined in this 



Agreement.  In cases involving disciplinary layoff or discharge the grievance may be taken to 



expedited arbitration as provided for in Article 12 of this Agreement.  In the matter of discharge 











 



 



 



 



17 



 



by gross misconduct the entire file of the employee may be submitted at the discretion of the 



Employer to the Arbitrator. 



 



Section 8. Bargaining Unit employees violating any rule or procedure implemented or 



adopted to conform to any mandated state or federal employee protection law, regulation or 



procedure, including OSHA may be disciplined in accordance with the principles and procedures 



of this Article. 



 



Section 9. The time limits referenced in this Article may be extended by mutual agreement. 



 



Section 10. Whenever the Employer determines that an employee may be subject to 



disciplinary layoff, or discharge for just cause, a pre-disciplinary (fact-finding) hearing will be 



scheduled to afford the employee an opportunity to offer an explanation of the alleged conduct, 



inclusive of oral and/or written testimony. The employee and the Union President shall be 



provided with the reason or reasons contemplated for the discipline at least  forty-eight (48) 



hours in advance of the hearing. The Employer shall then notify the affected employee and the 



Union President and the Union Staff Representative of the mutually agreed date and time of the 



hearing. The Union representatives shall be present at the pre-disciplinary conference unless 



agreed otherwise between said employee and the representatives.  Any such agreement shall be 



reduced to writing, signed by both parties, and submitted to the Employer for the record.  An 



employee may also elect, in writing, to waive the opportunity to participate in a pre-disciplinary 



hearing.  



 



Should the Appointing Authority determine that discipline is warranted a statement of facts and 



reasons for the discipline will be given to the Bargaining Unit Employee and the President of the 



Union within five (5) business days following the hearing.  



 



Section 11. At the option of the Appointing Authority, an employee subject to possible 



discipline under Step 4 may be suspended with pay and benefits until a final decision has been 



rendered by the Employer.  



 



ARTICLE 12 



GRIEVANCE PROCEDURE 



 



Section 1. The purpose of this Article is to provide the opportunity for discussion and 



disposition of and to establish procedures for the processing and settlement of any "grievance" 



(as defined in Section 2 below).  Punitive and retaliatory action shall not be taken against any 



Bargaining Unit Employee for submitting a grievance in good faith. 



 



Section 2. The term "grievance" as used in this Agreement shall be defined as an allegation 



of a Bargaining Unit Employee, group of Bargaining Unit Employees, or the Union, that there 



has been a violation or violations of, breach, misinterpretation, improper application of, or non-



compliance with the provisions of this Agreement. 



 



Section 2A. All grievance(s) shall be submitted on a form provided by the Union. 
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Section 3. Any grievance shall be settled by the authorized representatives of the parties in 



accordance with the following procedure: 



 



Step l.  Any bargaining unit employee having a grievance must first take it up in writing with 



his/her sub-department head within three (3) working days after the incident giving rise to the 



grievance or the employee is aware or should reasonably have been aware of the occurrences 



giving rise to the grievance.  The sub-department head shall meet with the parties and must 



attempt to adjust said grievance and render a decision in writing which shall be given to the 



Union Grievance Committee Representative and the grievant within three working days after 



receiving the grievance. 



 



Step 2.  If the grievance is not settled in Step 1, the grievance, in writing may then be appealed 



by the Union Grievance Committee Representative to the Sub-Department Director, if any, 



within five work days of the step 1 answer.  The Sub-Department Director shall hold a meeting 



with the parties and render a decision in writing which shall be given to the Union Grievance 



Committee Representative and the grievant within three working days after having been given 



said grievance in writing. 



 



Step 3.  If the grievance is not settled in Step 2, the grievance, in writing, together with all 



pertinent materials available at the time, may be appealed by the Union Grievance Committee 



Representative to the Appointing Authority's Office within five (5) work days that the Step 2 



answer is received, for review.  The Appointing Authority or his designee, and up to three (3) 



Local Union representative and the Staff Representative of the International Union shall schedule 



a meeting to review said grievance within five working days that the grievance is advanced to 



this Step 3.  The Union and/or the City may elect to have the grievant present.  A decision, in 



writing shall be made by the Appointing Authority or his designee within five working days after 



the scheduled Step 3 meeting unless an extension is mutually agreed to by the parties. 



 



A copy of the decision shall be emailed to the Staff Representative and forwarded to the Local 



Union President and/or the Grievance Committee Chairperson. 



 



Step 4.  If the grievance is not settled in Step 3, the grievance shall be appealed within thirty (30) 



business days of the Step 3 answer to ARBITRATION.  The grievance shall be appealed to 



ARBITRATION by requesting a list of seven (7) impartial arbitrators from the FMCS.  Upon 



receipt of the list of seven (7) impartial arbitrators from the FMCS, the Employer or his Designee 



and the Staff Representative or his Designee shall meet or confer to select an arbitrator within ten 



(10) working days from the date the list is received. 



 



The parties shall use the alternate strike method from the list of seven arbitrators submitted to the 



parties by the FMCS.  The party requesting arbitration shall be the first to strike a name and the 



parties shall alternate in this manner until one name remains on the list.  The remaining name 



shall be designated as the arbitrator to hear the grievance(s) in question.  Prior to the striking of 



names, either party shall have the option to completely reject the list of names provided by the 



FMCS and request another list.  All procedures relative to the hearing shall be in accordance 



with the rules and regulations of the FMCS.  The arbitrator shall hold the arbitration hearing 



promptly and issue his decision and award within a reasonable time thereafter.  The decision of 
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the arbitrator shall be final and binding upon the Employer, the Union, and all employees 



concerned. 



 



The Arbitrator's jurisdiction and authority shall be limited to enforcement, interpretation, 



application, or determination of compliance with the provisions of this Agreement insofar as 



shall be necessary to the determination of the grievance(s) submitted to the Arbitrator.  The 



Arbitrator shall limit his decision strictly to the enforcement, interpretation, application or 



determination of compliance with the provisions of this Agreement and shall be without power 



or authority to make any decision: 



 



1. Contrary to or inconsistent with, modifying or varying in any way the terms of this 



Agreement  except the Arbitrator shall have authority to modify disciplinary actions; 



 



2. Limiting or interfering in any way with the powers, duties or responsibilities of the Employer   



under this Agreement so long as the powers, duties or responsibilities of the Employer are not 



superseded by the terms of this Agreement; 



 



3. Limiting or interfering in any way with the powers, duties or responsibilities of the Employer   



under its rule making powers so long as said powers, duties or responsibilities of the Employer 



are not superseded by the terms of this Agreement. 



 



4. That would change the established wage scales and/or rates on new or changed jobs or 



change any wage rate negotiated as part of this Agreement. 



 



The Arbitrator shall expressly confine himself to the precise issues submitted for Arbitration and 



shall not have jurisdiction or authority to add to, detract from, or alter in any way the provisions 



of this Agreement.  The Arbitrator shall not submit observations or declarations or opinions that 



are not directly essential in reaching determination of the grievance(s) submitted. 



 



The parties agree and stipulate that the arbitrator of any dispute arising out of the terms of this 



Agreement may consider decisions of Federal and State Courts and/or State and Federal Quasi 



Judicial Agencies interpreting the provisions of this Agreement and the laws referenced herein, 



for their precedential value. 



 



All costs directly related to the services of the arbitrator shall be borne by the losing party, except 



in discharge cases and when a grievance is not sustained or denied in its entirety, in such cases 



the services of the arbitrator shall be shared equally by the parties. 



 



Any request for a continuance of a scheduled arbitration hearing shall not be unreasonably 



denied, however, the party requesting the continuance shall be responsible for any per diem costs 



of the arbitrator and any additional administrative fees or charges. 



 



The lost wages and expenses of any non-employee witness shall be paid by the party calling the 



witness.  The fees of any court reporters shall be paid by the party asking for them; such fees 



shall be split equally if both parties desire a court reporters recording or request a copy of any 



transcript. 
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Section 4. GENERAL PROVISIONS APPLYING TO GRIEVANCE PROCEDURE. 



 



A. All grievances must be timely processed and appealed at the proper step in order to be 



considered at subsequent steps. 



 



B. The Union may withdraw a grievance at any point by submitting a written statement to that 



effect. 



 



C. Any grievance not appealed to a further step shall be considered withdrawn. 



 



D. If a grievance is not answered by the Employer or the Employers management agent within 



the time limits of this Article it shall be considered to have been automatically appealed to 



the next step of this procedure. 



 



E. Notwithstanding any other section of this agreement all time limits on grievances and appeals 



of grievances may be extended upon mutual written agreement. 



 



F. For the purposes of this Article, work days shall be defined as Monday through Friday and 



shall exclude Saturday, Sunday and recognized holidays. 



 



G. At all steps of the grievance procedure, the Union Representatives shall disclose to the City 



Representatives any known relevant facts of the case, the remedy sought and the provision of 



the agreement relied upon supporting the grievance. 



 



H. At all steps of the grievance procedure the City Representatives shall disclose all known 



relevant facts relied upon by the City.  The City shall furnish within a reasonable amount of 



time, all public records requested by the Union pertaining to the grievance(s). 



 



I. All grievance settlements and awards shall be promptly implemented.  All monetary awards 



shall be promptly paid, not later than sixty days after the award or settlement is made.  



Employees shall be paid one percent interest on the amount of the award or fifty dollars 



whichever is greater, for each pay period that passes after sixty days that such settlement or 



award is not paid or  implemented. 



 



J. Any bargaining unit employee required to give evidence or testimony during any step of the 



grievance procedure during his regularly scheduled hours shall suffer no loss of pay or 



benefits.  The parties agree to only require employees who have testimony or evidence 



relevant to the particular case at issue present at any step of the grievance procedure.  



Reasonable limitations imposed by the Employer with regard to the testimony, evidence or 



presence of employees at any step of the grievance procedure shall be followed. 



 



K. Notwithstanding any other provision of this Article certain steps of the grievance procedure 



may be bypassed automatically when not applicable.  For example:  Where there is no sub-



department Director the grievance is appealed directly to the Appointing Authority. 
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Section 5. The provisions of this Article shall not infringe, impair, set aside, or limit the 



rights or opportunity for any bargaining unit member, not a member of the United Steelworkers 



International Union to present orally or in writing a grievance to the Employer.  However, the 



Union shall have the right to be present at the adjustment of any grievance, but does not have the 



right to interfere with any settlement that the bargaining unit employee agrees to make so long as 



said settlement is not inconsistent with the terms of this collective bargaining agreement. 



 



Section 6. The grievance procedure set forth in this Agreement shall be the exclusive method 



of reviewing and settling grievances between the Employer and the Union and/or the Employer 



and an Employee(s). 



 



Section 7. The United Steelworkers International Union designated Local Union 



Representative(s) and International Representative(s) shall have the right to settle, modify 



settlements, appeal or withdraw any grievance filed by any member of the Bargaining Unit at 



any step of the procedure. 



 



Section 8. Notwithstanding any other provision of this Agreement, any grievance arising 



from the imposition of a disciplinary layoff (Suspension) or Discharge, as provided for in this 



Agreement shall, at the option of the Union, proceed directly to expedited arbitration.  Expedited 



arbitration shall proceed in accordance with the rules of the FMCS, except as such rules are 



modified by a mutual written agreement of the parties.  The decision of the Arbitrator shall be 



final and binding upon the Employer, The Union and all employees involved. 



 



Section 9. Special Expedited Arbitration.   



 



A. The Parties shall separately choose a panel of three (3) local Arbitrators, all of whom shall be 



on lists provided by the American Arbitration Association or Federal Mediation Conciliation 



Service, of Arbitrators in the State of Ohio. 



 



The six (6) Arbitrators shall be the expedited arbitration panel used by the parties to settle 



non precedent issues as well as precedent-setting issues if stipulated so by the parties prior to 



the hearing, as well as discipline issues, excluding suspensions greater than fifteen (15) days 



and discharge issues unless mutually agreed otherwise by the parties.  The decision of the 



Arbitrator shall be final and binding upon the City, the Union and all employees involved, 



except as provided by law.  The Expedited Arbitrator shall follow the same guidelines 



established and have the same powers as those of an ad hoc Arbitrator appointed pursuant to 



the provisions of this Collective Bargaining Agreement except as modified by the specific 



provisions of this Section. 



 



B. The parties shall exchange their respective choices within thirty days of the execution of this 



agreement and annually thereafter by December 1 of the calendar year.  If either of the 



parties fails to meet this date, the submitted panel shall comprise the panel in its entirety for 



the rolling calendar year.  If after the first empaneling of the expedited Arbitrators, both 



parties fail to meet the deadline for the next year, the panel shall be the existing panel from 



the previous year. 
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C. The parties agree to rotate the Arbitrators on a monthly basis within the calendar year, 



choosing the first Arbitrator by random choice and then by alternate selection for each month 



thereafter unless mutually agreed to otherwise. 



 



D. The parties agree that the City shall administrate this procedure and schedule the Arbitrator's 



hearing date, place and time in conjunction with the Staff Representative, Local Union 



President and/or the Chairman of the Grievance Committee. 



 



E. The Arbitration process shall follow the expedited rules of the American Arbitration 



Association except as limited by the following factors: 



 



1. No pre-hearing briefs shall be permitted. 



 



2. No court recordings shall take place. 



 



3. No post hearing briefs shall be submitted. 



 



4. The Arbitrator shall have three (3) working days to submit his decision to the parties 



unless an extension is mutually agreed to. 



 



5. The award of the Arbitrator shall be non-precedent setting, unless mutually agreed to by 



the parties prior to the hearing that the decision of the Arbitrator shall be precedent 



setting. 



 



6. The Arbitrator fee shall be paid by the losing party or shared equally in the event of a 



split decision.  



 



ARTICLE 13 



SAFETY AND HEALTH & COMPENSATION 



 



Section 1. The City shall make reasonable provisions for the safety and health of its 



employees during the hours of their employment.  The City, the Union and the Employees 



recognize their obligations under existing federal and state laws with respect to safety and health 



matters.  Where requested by an employee, the City shall provide the following shots: 



 



1. Hepatitis A and B to employees assigned to the Sewer Department, Black River WWTP, 



PQM WWTP, Engineering Department, Water Distribution and Transfer Status employees. 



 



Section 2. Where the City uses toxic materials, it shall inform affected Employees what 



hazards, if any, are involved and what precautions shall be taken to insure the safety and health 



of the Employees.  Additionally, the City shall provide the Union with copies of material safety 



data sheets or their equivalents on toxic substances to which Employees are exposed in the work 



place, and indicate the department(s) which uses those substances.  The City shall provide 



adequate first aid for all Employees during their working hours. 
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An Employee who, as a result of an industrial accident, is unable to return to his assigned job for 



the balance of the shift on which he was injured, will be paid for any wages lost on that shift. 



 



Required protective devices, wearing apparel, and other equipment necessary to properly protect 



Employees from injury shall be provided by the city without cost, except safety shoes.  However, 



the City shall provide a one hundred fifty dollar ($150.00) allowance to all Bargaining Unit 



members required to wear safety shoes to be paid on June 1st of each year. 



 



Section 3. The City shall adopt and make every reasonable effort to comply with all 



standards, conditions and requirements and all applicable PERRP rules and regulations. 



 



Section 4. JOINT SAFETY AND HEALTH COMMITTEE. 



 



A. A Joint Safety and Health Committee consisting of not less than 1 nor more than 3 



Employees designated by the Union and an equal number of Management members is hereby 



established. 



 



The Union and the City shall designate their respective Co-Chairman and committee 



members.  The Committee shall hold quarterly meetings at times determined by the Co-



Chairmen who may also agree to hold special meetings. 



 



Each Co-Chairman shall submit a proposed agenda to the other at least 5 days prior to the 



quarterly meeting.  The City shall provide the Union with minutes of all meetings.  The 



function of the committee shall be to advise with City Management concerning safety and 



health matters, but not to handle complaints or grievances.  In the discharge of its function, 



the committee shall consider existing practices and rules relating to safety and health, 



formulate suggested changes in existing practices and rules, recommend adoption of new 



practices and rules, review proposed new safety and health programs developed by 



Management and review accident statistics, trends and disabling injuries which have 



occurred in the City and make appropriate recommendations. 



 



The Union Co-Chairman or his designee will be afforded time off with pay as may be 



required to visit departments at all reasonable times for the purpose of transacting the 



legitimate business of the committee, after notice to the head of the department to be visited 



or his designated representative and, if the committee member is then at work, permission 



(which shall not be unreasonably withheld) from his own department head or his designated 



representative.  If the Union Co-Chairman or his designee is not at work he shall be granted 



access at all reasonable times for the purpose of conducting the legitimate business of the 



committee after notice to the head of the department to be visited, or his designated 



representative. 



 



B. In the event the City requires an Employee to testify at the formal investigation into the 



causes of a disabling injury, the Employee may arrange to have the Union Co-Chairman or 



his designee, present as an observer at the proceedings for the period of time required to take 



the Employee's testimony.  The Union Co-Chairman will be furnished with a copy of such 



record as is made of the Employee's testimony.   
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In addition, in the case of accidents which resulted in disabling injury or death, or accidents 



which could have resulted in disabling injury or death and require a fact finding 



investigation, the City will, as soon as its practicable after such accident, notify the Union 



Co-Chairman or his designee, who shall have the right to visit the scene of the accident 



promptly upon such notification, if he so desires, accompanied by the City Co-Chairman or 



his designated representative.  The City will add the Union Co-Chairman of the Joint Safety 



and Health Committee, or his designee to the notification list for such accidents. 



 



After making an investigation, the City will supply the Union Co-Chairman with a statement 



of the nature of the injury, the circumstances of the accident, and any recommendations 



available at that time and will consider any recommendations he may wish to make regarding 



the report.  In such cases, when requested by the Union Co-Chairman, the City Co-Chairman 



or his designated representative will review the statement with the Union Co-Chairman.  



Also, in such cases, the City Co-Chairman or his designated representative, when requested 



by the Union Co-Chairman, will visit the scene of the accident with the Union Co-Chairman 



or his designated substitute. 



 



C. The City will, from a single source at the City headquarters level, provide the International 



Union Safety and Health Department with prompt notification of any accident resulting in a 



fatality to a Union member.  This notification shall be written and shall include the date of 



the fatality, the location of the fatality, and if known, the cause of the fatality.  The City will 



provide the International Union Safety and Health Department with a copy of the fatal 



accident report that is given to the Local Union Joint Safety and Health Committee when 



such report is available. 



 



D. It is intended that, consistent with the foregoing functions of the safety and health 



committees, the International Union, Local Unions, Union Safety Committees and it's 



officers, employees and agents shall not be liable for any work-connected injuries, 



disabilities or diseases which may be incurred by Employees.  This shall not be construed as 



an indemnification by the City of the International Union, Local Unions, Union Safety 



Committees and it officers employees and agents. 



 



Section 5. The various department heads or persons responsible for the administration of 



workers compensation cases will, upon request of the Local Union Workers Compensation 



Committee, make available all information necessary to ensure that all compensation cases are 



properly processed.  Statistical information shall be provided to the Workers Compensation 



Committee on a quarterly basis.  



 



Section 6. INJURY ON THE JOB 



 



The purpose of this section is to outline general procedures as agreed to by the Union and the 



Employer with regard to bargaining unit members who are injured on the job.  The Employer 



and its agents, the Union and its members, as well as all bargaining unit members agree to follow 



the general principles established herein, unless mutually agreed to otherwise by authorized 



representatives of the parties, in writing. 
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A. Injury on the job claim procedures shall be posted in each department.  The employer shall 



establish all forms and a bargaining unit member "Guidelines booklet in conjunction with the 



Union Safety and Health Committee.  "Guidelines" shall be distributed to each bargaining 



unit member. 



 



B. Bargaining unit members who are injured on the job shall complete the City of Lorain's 



Injury Report form.  This shall be done as soon as the injured bargaining unit member is 



physically able. 



 



C. For bargaining unit members who are injured on the job and require immediate medical 



attention, an ambulance will be called if necessary, or the bargaining unit member will be 



taken to a medical facility.  If it is a minor injury but the bargaining unit member needs 



outside medical assistance, the bargaining unit member's supervisor will have someone drive 



the bargaining unit member.  All injuries must be reported to the bargaining unit member's 



immediate supervisor. 



 



D. An injured bargaining unit member may seek treatment from any provider; however, the 



provider must be BWC-certified in order to receive payments.  This is a BWC regulation.  If 



the provider is not certified, the bargaining unit member will be responsible for the bill.  The 



exception is for an initial emergency visit which can be to any provider. 



 



E. Bargaining Unit members whose medical provider has indicated that they will be out eight 



(8) days or more must notify the employee benefits officer within 24 hours.  The bargaining 



unit member will be sent an election of compensation form which must be completed and 



returned within five (5) business days from date of receipt.  On this form the bargaining unit 



member must indicate their choice between receiving lost time payments from the BWC 



(temporary total or living maintenance) or direct payments from the employer through the 



wage continuation/work return transition program.  Election of the employer's wage 



continuation/work return transition program will in no way nullify a valid worker's 



compensation claim.  A claim number will still be issued for all valid claims. 



 



F. Injured bargaining unit members who have reached maximum medical improvement and 



cannot return to their previous position may apply for disability benefits and/ or continue to 



participate in a rehabilitation program with the BWC if eligible. 



 



Section 7. WAGE CONTINUATION / WORK RETURN TRANSITION PROGRAM 



 



The purpose of this section is to establish procedures and guidelines for a wage continuation/ 



work transition program to be applied to members of the bargaining unit who are injured in the 



course of their employment with the City of Lorain.  The Employer and its agents, the Union and 



its members, as well as all bargaining unit members agree to abide by the procedures and 



policies set forth below, unless mutually agreed to otherwise by authorized representatives of the 



parties, in writing. 



 



A. The Wage Continuation/ Work Transition Program is an option available to bargaining unit 



members injured on the job who will be off work eight (8) days or more.  Wage continuation 
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of payroll wages based on the current rate for the pay grade held on the date of injury.  All 



benefits provided by this collective bargaining agreement shall continue during the duration 



of participation in the wage continuation/ work return transition program, including but not 



limited to sick and vacation leave accruals.  For eligible claims, these wages and benefits will 



be paid during lost time and during participation in transitional duties and will cease only 



under conditions listed below in Section 7(L). 



 



B. Eligibility is based on recognition of valid worker's compensation claims.  The injury or 



illness must be determined to be compensable by the City, or in the case of a dispute, the 



Ohio Industrial Commission.  In no event will compensation commence before paperwork is 



filed with the BWC. 



 



C. Medical proof of disability must be provided via Form C-84 or Transitional Work - 



Attending Physicians Statement. 



 



D. The City reserves the right to have the bargaining unit member examined a maximum of 



three times by a physician of its choice to confirm the medical diagnosis and/or the period of 



disability. Failure to submit to examination may result in termination wage continuation/ 



work return transition program benefits.  Any disputes and/or discrepancies shall be settled 



through a hearing. 



 



E. The bargaining unit member must complete a FROI-1 and sign a Wage Reimbursement 



Agreement, medical release and an Election of Compensation form.  The bargaining unit 



member must complete any required forms which are included in the "Guidelines" as 



directed by the WC Coordinator. 



 



F. Bargaining Unit members who elect wage continuation, and have not yet been assigned to 



work return transition duties, shall call in each day during normal business hours and report 



their progress to the WC Coordinator unless other arrangements are mutually agreed upon. 



 



G. Wage continuation and transitional work are one program. Bargaining unit members who 



elect wage continuation must participate in the transitional work program. 



 



H. All participants in the wage continuation / work return transition program shall participate in 



any properly established BWC-certified rehabilitation plan for the bargaining unit member. 



 



I. Bargaining unit members will not be required to use sick or vacation time to attend required 



physical therapy, doctor's appointments, or other activities that are part of their work return 



transition plan.  Any bargaining unit member who is unable to report to work for their 



assigned transitional duties may apply for sick leave as per Article 21. 



 



J. Wage continuation payments will be available on payday and shall be collected in person 



from the safety/service director's office, unless the bargaining unit member's disability 



prevents him/her from physically appearing, or other arrangements are mutually agreed upon. 
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K. Wage continuation payments will be paid for a 40 hour week.  Participants who work 



overtime in these temporary positions will be compensated accordingly.  Only those periods 



of lost time that otherwise would qualify the bargaining unit member for receipt of workers' 



compensation lost time benefits will be compensated for and is subject to the termination 



conditions listed below. 



 



L. Wage continuation / work return transition benefits shall cease upon any of the following 



conditions: 



 



1. Attending physician releases bargaining unit member to return to work with no 



restrictions. 



 



2. Bargaining unit member returns to work for another employer. 



 



3. Bargaining unit member fails to return to a transitional duty assignment consistent with 



his/her medical restrictions and approved by the injured worker's treating physician. 



 



4. Bargaining unit member fails to appear for the employer - requested medical  



      examination. 



 



5. Bargaining unit member has reached maximum medical recovery and / or the condition 



becomes permanent as determined by his attending physician. 



 



6. Bargaining unit member refuses to participate in an individualized vocational 



rehabilitation plan as established by his attending physician. 



 



7. The claim is found to be fraudulent after payment has commenced as determined by the 



Ohio Industrial Commission. 



 



8. Bargaining unit member separates from service. 



 



M. If the bargaining unit member is unable to immediately return to their regular position, every 



attempt will be made to assign the bargaining unit member to transitional duties that meet 



their physician’s restrictions.  The treating physician will be contacted to coordinate duties 



which the bargaining unit member may perform.  Every attempt shall be made to place the 



bargaining unit member in their regular department to perform transitional duties.  If there 



are no duties available within the bargaining unit member’s physical restrictions available in 



their regular department, they shall be assigned transitional duties in another department.  



Transitional duty assignments shall always be discussed with the bargaining unit member.  



The wage continuation / work return transition program is a day shift program.  Transitional 



duty assignments will have a starting time within two and one-half (2 ½) hours of the 



bargaining unit member's regular day shift starting time.  Those bargaining unit members 



who work other than the day shift or work rotational shifts, will be placed on the day shift for 



the duration of their participation in the wage continuation / work return transition program 



with a starting time within two and one-half hours of their department's regular day shift 



starting time. 











 



 



 



 



28 



 



N. The wage continuation / work return transition program shall not be used to avoid filling a 



position through the job posting procedure. 



 



O. The wage continuation / work return transition program will be reviewed every four (4) 



weeks and have a limit of twelve (12) weeks.  After twelve weeks, the program may be 



extended in increments up to four weeks based on physician's recommendation not to exceed 



52 weeks. 



 



P. Authorized representatives of the employer and union may, by mutual agreement, enter into 



various letter agreements or memorandums of understandings during the life of this 



agreement, in order to execute any mutually agreed upon changes or to mutually clarify the 



meaning on any provision of this Article as per Article 34, Section 3. 



Q. In the event that an injury or disability requiring the bargaining unit member to be off work is 



disallowed by the compensation fund, the bargaining unit member shall be charged with all 



time lost from work against his accumulated sick leave time.  If the bargaining g unit 



member does not have accumulated sick leave time to cover either all or part of the time off 



up to and including the date the claim is disallowed, then any monies paid to the bargaining 



unit member by the employer under this Section shall be repaid by the bargaining unit 



member to the employer. 



 



R. Management reserves the right to promulgate policy to manage these articles.  Rules to 



enforce and implement such policies shall be negotiated with the Union. 



 



ARTICLE 14 



HOURS OF WORK AND OVERTIME COMPENSATION 



 



Section 1. A forty hour work week and a normal eight hour day for all bargaining unit 



employees is hereby established as provided below: 



 



A. All bargaining unit employees work days shall consist of eight consecutive hours of work in 



a twenty four hour period except as broken for by a one hour paid lunch period in accordance 



with reasonable procedures to be established by the parties in the various sub-departments.  



The paid lunch period shall in no way cause a reduction of pay or lengthen the work day or 



work week and shall constitute actual time away from an employees work duties. 



 



B. All bargaining unit employees work weeks shall consist of five consecutive work days in any 



seven (7) consecutive day period for a total of forty hours in a work week except for 



employees specifically hired for part time work, followed by two consecutive days off, with 



the exception of bargaining unit employees in the Cemetery Sub department where the 



current work schedule shall remain in force. 



 



C. Notwithstanding the above or any other article or section of this agreement, the Employer or 



his sub-department designee and the Local Union negotiating committee may develop and 



implement by mutual agreement, alternative working hours, experimental schedules and 



shifts and the modification of over-time compensation thereof, which shall not be less than 
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that provided by law, in the various sub-departments for the bargaining unit employees 



employed therein, but only where all  such affected employees are in unanimous agreement.   



 



Such agreements, if reached, shall be reduced to writing and signed by the parties and 



become part of this agreement for the duration and under the terms so specified.  If no such 



alternative agreements are reached as provided in this sub-section C then all terms and 



conditions as provided in this Agreement shall remain in effect for the duration of this 



agreement. 



 



D. Alternative work schedules Addendums for the Black River WWTP, P.Q.M and Water 



Purification Departments are attached hereto as Appendix 7. 



 



Section 2. An overtime premium rate of one and one-half (1 ½) times the employees regular 



rate of pay, shall be paid to all bargaining unit employees for: 



 



1. Hours worked in excess of eight (8) hours in a work day; 



 



2. Hours worked in excess of forty (40) hours in a workweek; 



 



Section 3. The payroll week shall consist of seven (7) consecutive days beginning at 12:01 



AM, Monday or at the turn-changing nearest that time. 



 



Section 4. The workday for the purposes of this Article is the 24-hour period beginning with 



the time the employee begins work, except that a tardy employee's workday shall begin at the 



time it would have begun had he not been tardy.  



 



Section 5. Sick days, holidays and other paid leave time compensated as per past practice 



shall count as time worked for the purposes of computing the above overtime rates. 



 



Section 6. All hours worked shall be calculated after rounding to the nearest quarter of an 



hour. 



 



Section 7. In lieu of payment at the overtime premium rates above, an employee may, at his 



option, on a case by case basis, with the approval of the employee’s immediate supervisor, earn 



compensatory time off with pay ("COMP TIME") at the above rates.  Approval and/or denial of 



a compensatory-time or cash election within each classification shall be applied in a uniform 



manner. 



 



Employees shall be permitted to use any accrued and unused compensatory time within 180 



calendar days after earning such time. .  All compensatory time shall be scheduled and used at a 



mutually agreeable time to the employee and his immediate supervisor in increments of at least 



two hours at a time. 



 



If the compensatory time cannot be mutually scheduled for use within 180 days that it is earned, 



or before an employee separates service with the City, whichever is sooner, the Employer shall 



convert the compensatory time back to overtime hours and make payment to the employee at the 
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rate which was in effect at the time the employee earned the compensatory time, on the second 



pay period in June and  the first pay period in December or the first pay period following an 



employee’s separation. 



 



An employee who is laid off shall have the option of receiving payment for all unused 



compensatory time to his credit at the rate at which it was earned.  Compensatory time records 



shall be kept by the Employer. 



 



Section 8. All schedules in continuous operations sub-departments shall be posted for all 



employees to see at least three weeks in advance. 



 



Section 9. There shall be no pyramiding of time eligible for over-time. 



 



Section 10. Distribution of Overtime:  Overtime shall be distributed as much as possible on an 



equal basis within each bargaining unit classification in the sub-departments as listed in Article 



15, Section 1 of this Agreement. 



 



Overtime opportunities shall be offered on the basis of an employee’s seniority as defined in 



Article 9, Section 1 of this Agreement.  Overtime shall be on a straight rotation basis by seniority 



with the goal being the equalization of overtime within each classification in a sub-department in 



a calendar year.  



 



Should an employee refuse an overtime opportunity or be unavailable when contacted for same, 



he shall be charged for such overtime hours (for distribution purposes) as if he had worked. 



 



Overtime shall be on a voluntary basis, however, should an insufficient number of employees 



volunteer for each overtime opportunity, the Employer or his sub-department designee, shall 



assign the work in inverse seniority order by classification needed until such time a sufficient 



number of employees are available to perform the necessary work. 



 



Overtime rosters shall be kept up-to-date and remain posted in each sub department. Separate 



agreements for the application of the goals of this section in the various sub-departments may be 



mutually agreed upon by the Local Union and the Sub-Department Head.  Such agreements shall 



be reduced to writing, signed and posted in each sub-department. 



 



Mistakes in call out rotation for overtime shall be corrected by allowing the employee who 



should have been called the next overtime opportunity. 



 



Section 11.  Whenever a  bargaining unit employee is called out to work at times other than his 



regular work schedule he shall be paid a minimum of four hours pay for time worked up to the 



first  two (2) hours and forty (40) minutes. Actual time worked in excess of two hours and forty 



minutes shall be paid at the rate of one and one-half (1-1/2) times the employee's regular hourly 



rate.  If an employee is called to work and such call out is contiguous to his regularly scheduled 



hours he shall be paid a minimum of two hours pay or be paid at the appropriate over-time rate 



whichever is greater. 
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Section 12.    In addition to the above, employees called out as provided herein shall be entitled 



to any shift premium for the hours worked as provided for in Article 25 of this Agreement. 



 



Section 13.  Notwithstanding any other provision of this Agreement, all employees shall be 



entitled to a minimum of four (4) hours of the basic rate if they report for duty and their services 



are terminated due to inclement weather and lack of work.  Lack of work for purposes of this 



Article shall be defined to include and be limited to lack of work attributable to unusual events 



such as major equipment breakdown.  The employer, in the exercise of this right shall use 



seniority as the basis to dictate which employee's services are terminated as herein provided, 



provided the senior employee is qualified to do the work.  An affected employee may at his 



option elect to use vacation time to compensate for any loss of wages.  Notwithstanding this 



section, employees shall continue to accrue benefits if their services are terminated as herein 



provided. 



 



ARTICLE 15 



JOB POSTINGS AND VACANCIES 



 



Section 1. For the purpose of Job Postings and the Distribution of Overtime, the Sub-



Departments shall be defined as follows: 



 



Animal Control/Safety Director Department      



Building Housing and Planning Department – Building Division 



Building Housing and Planning Department – Federal Program Division 



City Income Tax Department      



Civil Service Commission Department 



Engineering Department 



Fire Department       



Police Department      



Mayor’s Office Department 



Public Property Department - Mechanical & Garage Division   



Public Property Department - Cemetery Division 



Public Property Department – Park & Recreation Division 



Public Property Department – Electrical Division 



Public Property Department – Street Division 



Public Property Department – Maintenance Division 



Utilities Department - Office Division 



Utilities Department -Water Distribution Division 



Utilities Department - Water Purification Division 



Utilities Department - Water Pollution Control Division Black River Plant 



Utilities Department - Water Pollution Control Division PQM Plant 



Utilities Department - Sewer Collections Division 



 



Section 2. When vacancies within the Bargaining Unit are to be filled as such vacancies are 



declared by the Employer, they shall be filled by way of job postings with the factors set forth 



below considered in the following order: 



 











 



 



 



 



32 



 



1. Ability  



2. Physical Fitness 



3. Continuous Service 



 



If the Appointing Authority determines that a test is to be given, any Bargaining Unit 



employee(s) signing the job posting must pass a job related test administered by the Appointing 



Authority or his Designee.  The Appointing Authority Designee, if any, shall not be a Bargaining 



Unit Employee.  Any test given shall conform to Section 5A. and Section 5B. of this Article. 



 



Where factors 1 and 2 are relatively equal, length of Continuous Service shall govern. 



 



All Bargaining Unit positions and classifications that are to be filled shall be posted for bid by 



only those employees covered by this Collective Bargaining Agreement and on a City-wide 



basis, except for the, Lead Operator and Crew Leader job classifications in each sub-department, 



which shall first be posted for bid only in the sub-department, and if not filled as provided for 



above from within the sub-department, then such jobs shall be posted on a city wide basis. 



 



It shall be the responsibility of the head of each of the above sub-departments to insure that these 



positions are posted as they become vacant and are to be filled; as such vacancies are declared by 



the Employer.  The City shall fill all vacancies from the list of employees who bid on it as 



provided for above and in accordance with the above factors. 



 



Job vacancies shall be posted for three (3) working days and following the removal of the 



posting the position shall be filled within twenty (20) working days.  If a test is to be given, job 



vacancies shall be filled within thirty (30) working days following the removal of the posting. 



 



Section 3. The employee who is selected to fill a vacancy in accordance with Section 2 



above shall serve a sixty (60) day probationary period.  If the employee performs satisfactorily 



during the probationary period, the employee shall gain seniority in the classification as of the 



date he began his probationary period.  If the employee does not perform satisfactorily during the 



probationary period, the employee shall be returned to his last classification without loss of 



seniority or former pay grade. 



 



Such a promoted or transferred employee may elect within fifteen (15) days after being assigned 



to a position, in accordance with the provisions of this Article to be returned to his former 



position.  If the employee selects this option he shall be returned to his former position without 



loss of seniority or former pay grade and the position shall be filled by selecting the next eligible 



employee from the posting.  



 



Section 4. Job postings shall be signed by the Employer and the Union and shall be posted in 



all sub-departments outlined in Section 1 of this Article, except as provided in this article.  In the 



event that no qualified bargaining unit member bids on a posted job, the position may be filled 



from outside the bargaining unit in accordance with local or state law within the period of sixty 



days and if not filled within sixty days then the process shall begin anew. 
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Section 5A.  When tests are used as a tool to select candidates for vacancies in the bargaining 



unit, the content of such tests shall be job-related.  The Employer shall give all employees 



reasonable notice as to the date and time that any such test shall be given. 



 



Section 5B. Pursuant to the understandings reached in March of 1993 the following guidelines 



shall be adhered to with regard to the testing of bargaining unit positions: 



 



A. The City and the Union agree that where tests are used as an aid in making determinations 



for the filling of vacant bargaining unit jobs, such tests shall be a job-related test. 



 



B. A job-related test, whether oral, written or in the form of an actual work demonstration, is 



one which measures whether an employee can satisfactorily meet the specific requirements  



of that job including the ability to absorb any training which may necessarily be provided in 



connection with that job. 



 



C. Written, practical and/or oral tests may be given and the employee must pass each test.  As in 



the past, a seventy percent (70%) score shall be considered the lowest possible passing grade. 



 



D. Notwithstanding any Article or Section of this Agreement, an employee who has previously 



held a position, or has previously passed the test within the last three (3) years, shall not be 



required to test for the position sought.  However, the City can require testing or re-testing 



for vacancies where the City can demonstrate that the testing or re-testing is based upon a 



change in the essential job functions of the position.  



 



E. The senior bargaining unit employee who passes a job-related test, if a test is given, shall be 



appointed to the sought for job, subject to satisfactory completing the probationary period 



provided for in this Agreement. 



 



F. The City agrees that all tests, to the extent feasible, shall be fair in their makeup and 



administration and free of cultural, racial or ethnic bias.  The City agrees to review the extent 



to which math tests are given as a requirement to successfully obtaining a job bid. 



 



G. All disputes related to job test questions and/or answers shall be resolved through the 



grievance procedure.  



 



ARTICLE 16 



APPOINTMENTS, PROMOTIONS, TEMPORARY SUBSTITUTIONS, 



RE-ALLOCATIONS DOWNWARD AND LABOR POOLS 



 



Section 1. When a person is appointed to a bargaining unit position his salary shall be set at 



the rate designated by this agreement for that classification.   



 



Section 2. When it is determined and approved by the Sub Department Head that it is 



necessary for a bargaining unit employee to temporarily fill a higher position or to perform 



duties equivalent to a higher position, said employee shall receive the designated pay for that 
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higher job classification for the time period that he is assigned to the position or for a minimum 



of four hours, whichever is greater.   



 



Section 3. When the Employer or his sub-department head designee determines that it is 



necessary to fill a position on a temporary basis, the supervisor shall, to the greatest extent 



consistent with the efficiency of the operation and the safety of employees, assign the senior 



employee in the affected sub department, provided the employee desires the assignment and is 



qualified to perform it.  If the senior Employee declines the assignment, the supervisor shall 



make the assignment from the most senior Employee in the affected sub-department who is 



willing and is qualified to perform the job. 



 



Section 4. When, no willing, qualified Employee within the affected sub-department desires 



such temporary assignment, the Employer may transfer an Employee or Employees, to the same 



or similar position from another Department or sub-department, beginning with the most senior, 



qualified Employee who desires such temporary position.  If no qualified Employee desires such 



temporary position, the Employer shall temporarily transfer a qualified Employee or Employees, 



to the same or similar position(s), starting with the least senior, qualified Employee, and 



continuing in reverse seniority order until a sufficient number of Employees are available to 



perform the temporary work.  Should the temporary assignment be to a position in a higher 



classification, the affected employee shall be compensated in accordance with the provisions of 



Section 2 of this Article. 



 



Section 5. When consistent with the efficiency of the operation, all such temporary 



assignments shall be regarded as training, by which the Employer shall assist the Employee(s) 



with the most seniority to become qualified for a permanent promotion, as promotions become 



available.  All such temporary assignments as described in this Article shall be limited to a 



maximum of ninety (90) days in any twelve (12) month period for any Bargaining Unit 



Employee unless an agreement is reached with the Appointing Authority and the Local Union for 



an extension.  In addition, all such temporary assignments shall be limited to a maximum of one 



hundred-eighty (180) days in any twelve (12) month period for any one position unless an 



agreement is reached with the Appointing Authority and the Local Union for an extension.  



Temporary assignments shall not be used on a continuing basis to avoid the permanent filling of 



a position(s). 



 



Section 6.       Should an employee be assigned temporarily to a position that is not included in 



the bargaining unit, he/she shall continue to be covered under the terms of this Agreement for the 



duration of the temporary assignment. 



 



An employee assigned to a temporary position that is not included in the bargaining unit will not 



issue discipline to employees. 



 



The City agrees that minus mutual agreement by the parties, non-bargaining unit positions shall 



not be filled by bargaining unit employees for more than one hundred eighty (180) days per 



calendar year during the term of this Agreement.   
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Section 7.    (RE-ALLOCATIONS DOWNWARD).  When an employee's position is reallocated 



to a lower class position, the employee shall be permitted to continue at his present rate of pay 



during the period of incumbency (except in the event of general service wide reductions) but 



shall not be entitled to a salary increase. 



 



ARTICLE 17 



PART-TIME EMPLOYMENT 



 



Section 1. When employment is on a part-time basis, only the proportionate part of the rate 



for the time actually employed shall be paid. 



 



Section 2. The following is agreed to by the parties in regards to bargaining unit employees 



employed by the City on a part time basis: 



 



A. The bargaining unit classificationlisted in Section 3 of this Article is the only positions of the 



Employer that shall be considered as part time within the bargaining unit.   



 



B. Employees hired into this position shall not be eligible for any Insurance coverage benefits 



provided for in this agreement. 



 



C. Employees holding said position shall not be eligible to bid on full time bargaining unit 



positions through the procedures listed in this agreement until they have completed four (4) 



months of employment. 



 



D. The number of part time employees hired into any of this classification shall be limited to the 



number indicated next to the classification listing in Section 3 of this Article. 



 



E. Part time employees shall not be scheduled to work more than (20) hours per payroll week 



unless mutually agreed to otherwise by the parties, in writing.  Part time employees shall not 



be used to erode the integrity of the work performed by full time bargaining unit employees.   



 



F. Part time employees shall be entitled to sick time, vacation time, personal time and holiday 



pay on a pro-rated basis and at no more than half the rate provided for to full time bargaining 



unit employees. 



 



G. Part time employees shall be entitled to all benefits and be subject to all provisions of this 



agreement that are not specifically modified herein.   



 



Section 3. Part Time Bargaining Unit Position: 



 



(4) Part Time Laborer                  Grade 11                   Public Property Department 



 



 



ARTICLE 18 



LEAVES OF ABSENCE 
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Section 1. Maternity Leave and Child Care Leave. 



 



A. Any employee who becomes pregnant shall be granted a maternity leave of absence without 



pay upon request to her Appointing Authority.  Maternity leave may include reasonable pre-



delivery, delivery, and recovery time.  Such maternity leave absent emergency conditions 



shall be taken at or near the expected date of delivery. If she chooses, the employee may, at 



her option, use any or all of her accrued sick leave and/or vacation leave for pregnancy 



before being granted said maternity leave of absence without pay. 



 



B. Such maternity leaves of absence without pay as stated above shall not exceed twelve (12) 



weeks. 



 



C. If the Employer has reason to believe that an employee pregnancy is inhibiting the usual 



performance of said employee's duties, the Appointing Authority may request in writing that 



said employee begin sick leave, vacation leave or maternity leave without pay, at the 



employees option.  The employee may refuse such a request if supported by medical 



documentation from her physician that her pregnancy will not inhibit or impair the 



performance of her duties. 



 



D. After the expiration of any maternity leave as stated herein, the employee may be granted a 



personal leave of absence as provided for below. 



 



Section 2. Personal Leave of Absence. 



 



A. The employer may grant a leave of absence without pay upon written request of an employee 



to his/her Appointing Authority for any of the following reasons: 



 



1. Personal reasons of the employee; 



 



2. Purposes of education or training or specialized experience that would benefit the City. 



The maximum duration of such non mandatory leaves as stated above shall be for six months 



at a time. However, at the sole discretion of the Appointing Authority, such leave may be 



extended upon request of the employee for up to a two year maximum. 



 



B. Federal Family Leave Act of 1993:  Any leave mandated by the FMLA of 1993 shall be 



consistent with the provisions of the FMLA of 1993. 



 



Section 2 B.  Family and Medical Leave Act of 1993 



  



The Employer agrees that it will extend FMLA benefits and protections to all employees in the 



Bargaining Unit.  The Employer agrees to adhere to the Family and Medical Leave Act of 1993 



FMLA and its regulations for all eligible employees in the bargaining unit.  Bargaining Unit 



Employees may file grievances concerning disputes in application of the provisions of the 



Family Medical Leave Act of 1993.  Any leave mandated by the FMLA of 1993 shall be 



consistent with the provisions of the FMLA of 1993 except as enhanced by the following 



provisions. 
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1. The leave year for FMLA purposes shall be a rolling calendar year. 



 



2. The employer agrees that it will pay the full cost of health insurance during any leave 



taken under FMLA.  Employees who return from FMLA leave will not be required to 



reimburse the employer. 



 



3. Medical certification for FMLA absences shall be consistent with the FMLA.  Requests 



for medical certification shall be in writing and shall be delivered or mailed to the 



employee.  Employees shall have twenty one (21) days to comply with the request.  The 



request may be in letter form on the health care provider’s stationery. 



 



4. Bargaining Unit Employees shall not be required to utilize paid vacation, sick or personal 



leave for any FMLA approved absence in which the Bargaining Unit Employee does not 



request to receive such pay. 



 



5. Bargaining Unit Employees taking FMLA childbirth newborn care, adoption, and foster 



placement leave shall be allowed to take such leave on an intermittent or reduced 



schedule basis.   



 



6. The Employer agrees that life insurance and disability insurance shall be continued 



during FMLA leave at no additional expense to the employee. 



 



7. Bargaining Unit Employees returning from FMLA leave shall be assigned to their 



original positions. Assignment to an equivalent position will only be permitted if the 



original position no longer exists or if the Bargaining Unit Employee is physically 



incapable of performing the duties of the original position. 



 



8. Bargaining unit employees utilizing intermittent leave for a chronic condition for 



themselves or an eligible family member must complete the form shown in appendix 5.  



This form must be completed within 48 hours of return to work for each absence.  Failure 



to complete the form will result in the absence being unpaid.   



 



Section 3. Extended Union Leave.  



 



A. A mandatory leave of absence without pay for a maximum two years shall be granted to any 



employee who is elected or appointed to any International Union Position. 



 



B. Only one (1) employee shall be granted such mandatory leaves as stated in Section 3 A 



above, at any one time. 



 



Section 4. Military Leave (Mandatory):  An employee shall be granted a military leave in 



accordance with applicable state or federal laws.  If a bargaining unit member is involuntarily 



called to active duty that will exceed 30 calendar days, he/she shall be entitled to continuation of 



health care for the duration of the time they are on involuntary active duty.  The bargaining unit 



member must pay their share of premiums.  In addition, the City shall continue to supplement the 



bargaining unit member’s military pay as per state or federal laws, so that the member will suffer 











 



 



 



 



38 



 



no loss from his/her current regular bargaining unit income, excluding overtime compensation, 



compared to his/her military income.  This shall continue for the duration of the time the member 



is away on involuntary active duty.  



 



Section 5. Leaves of Absences - General Guidelines. 



 



A. All requests for leaves of absences as stated above shall be requested at least thirty days in 



advance of the planned commencement of such leave whenever possible. 



 



B. Upon the completion of any leave of absence contained herein, an employee shall be 



reinstated to the position that he/she formerly occupied prior to the commencement of said 



leave or to a similar position if it no longer exists.  Any replacement in the position while an 



employee is on leave shall be on a temporary basis. 



 



C. An employee may return to work before the scheduled expiration of leave if so requested by 



the employee and agreed to by the employee's Appointing Authority. 



 



D. An employee on leave of absence as contained herein, shall not constitute a break in 



continuous service, provided the proper procedure for such leave and return to active service 



following the expiration of said leave is followed. 



 



E. An employee on permissive or mandatory leave of absence without pay shall not earn sick 



leave, vacation or holiday credit during the duration of such leave.  Further, except as 



provided in Section F below, an employee's medical insurance coverage shall not continue 



except as provided by law. 



 



F. An employee's medical insurance coverage for maternity leave shall continue without cost to 



the employee for the duration of such leave as provided herein. 



 



G. If a leave of absence is granted for a specific purpose and the employee violates the 



conditions of the leave, the Employer may impose disciplinary action up to and including 



termination. 



 



H. An employee who fails to return to duty within three (3) days of the completion of any 



permissive or mandatory leave of absence will be considered to have resigned his/her 



position with the City. 



 



ARTICLE 19 



REINSTATED EMPLOYEES 



 



Section 1. A reinstated employee shall be paid at a salary rate within the approved salary 



range for the position in which he is reinstated and shall be at a step comparable to the one 



previously held. 



 



ARTICLE 20 



REPORTING FOR WORK 
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Section 1. An employee reporting off work or late shall notify the employer prior to the start 



of his scheduled shift.  For bargaining unit employees employed in the continuous shift 



operations, such call shall be made no later than two hours prior to the start of the employee’s 



shift. 



 



Any employee reporting off or late more than one-half (1/2) hour after their shift has started will 



be charged with a no call/no show unless he is permitted to work by the sub-department head.  



 



No call/no show shall be discipline in the following manner: 



 



First (1st) Occurrence - Written Warning 



Second (2nd) Occurrence - Up to three (3) days Suspension  



Third (3rd) Occurrence - Discipline up to Discharge 



 



Section 2. Any bargaining unit employee who is habitually late and/or shows a pattern of 



tardiness shall be subject to the disciplinary procedure as provided for under this Section 2.  Late 



or tardy means the employee reported for work after the established starting time or after the 



required return time following the lunch period.    



 



Tardys shall be disciplined in the following manner: 



 



          Third (3rd) Tardy - Letter of Counseling 



          Fifth (5th) Tardy - 1st Written Warning 



          Seventh (7th) Tardy - 2nd Written Warning 



          Tenth (10th) Tardy - Final Warning 



          Twelfth (12th) Tardy - Discipline up to Discharge 



 



An employee will not be subject to discipline for weather related tardiness such as ice or snow 



conditions, verified tardiness of an emergency nature, or tardiness due to the bridge being 



opened. 



 



Section 3. All discipline issued under Article 20 will cease to have any force and effect as 



follows:  



 



1. Letters of Counseling or Written and Final Warnings, twelve (12) months after the date 



record; 



 



2. Disciplinary Suspension, twenty-four (24) months after the date of record.  



 



Section 4. Bargaining unit employees will be required to clock in and out at the beginning 



and end of their shift.  Bargaining unit employees who are not working “in the field” will be 



required to clock in and out for the lunch period.  



 



ARTICLE 21 



SICK LEAVE 
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Section 1. Accrual:  Bargaining Unit employees shall accumulate four and six tenths (4.6) 



hours of sick leave for each bi-weekly pay period in active pay status.  Unused sick leave shall 



be cumulative without limit. 



 



Section 2. The Employer reserves the right, at its discretion, to have a nurse from the Lorain 



County Public Health Department verify the use of sick leave when an employee calls off sick 



by checking their place of residence. 



 



Section 3. Evidence required for Sick Leave Usage: All Bargaining Unit Employees shall be 



required to furnish a signed sick leave form to his/her sub-department head or his designee 



within forty eight (48) hours of his return to work to justify the use of sick leave or the 



bargaining unit employee will not be paid for the use of sick leave on the next scheduled pay-day 



and disciplinary action may be implemented, at the discretion of the Employer, as provided for in 



this Agreement.  If medical attention is required or if the employee is absent for three or more 



consecutive work days, a certificate stating the nature of the illness from a licensed physician 



shall be required to justify the use of sick leave.  Falsification of a sick leave form or a 



physician's certificate shall be grounds for disciplinary action, including dismissal. 



 



Section 4. Charging of Sick Leave:  Sick leave shall be charged in a minimum unit of one-



quarter (1/4) hour.  An employee shall be charged for sick leave only for days upon which he 



would otherwise have been scheduled to work.  Sick leave payment shall not exceed the normal 



work day or work week earnings. 



 



Section 5. Usage of Sick Leave:  Sick leave may be used by a bargaining unit employee for 



the following reasons: 



 



A. Illness or injury of the employee or a serious illness or injury of a member of his/her 



immediate family where the employee's presence is needed; 



 



B. Medical, dental or optical examination of an employee or his immediate family that cannot 



be   scheduled during non-working hours; 



 



C. Pregnancy and/or childbirth or other medical conditions related to pregnancy or childbirth of 



an employee or his immediate family; 



 



D. Funeral bereavement leave as provided for in Article 22, Section 4 of this Agreement. 



 



Section 6. Notification by Employee:  When an employee is unable to report to work due to 



a reason listed in Section 5 above, he shall notify the employer or his designee at the phone 



number designated by the Employer for his sub-department prior to the start of his scheduled 



shift unless there are serious extenuating circumstances that prevent him from doing so.  For 



bargaining unit employees employed in the continuous shift operations, such call shall be made 



no later than two hours prior to the start of the employees shift unless there are serious 



extenuating circumstances that prevent him from doing so.  In case of illness, injury, 



hospitalization or other situations where an employee will be absent for several days, the 
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employee shall state the projected duration of use of sick leave and daily call in shall not be 



necessary. 



 



Section 6A. Any bargaining unit member who is unable to report to work and does not have 



enough sick leave to cover the duration of their absence or if they otherwise abuse sick leave (i.e. 



pattern, overuse, etc.)  shall be disciplined as follows within a twenty-four month timeframe: 



 



 1st occurrence             Letter of Counseling 



 



 2nd occurrence             1st written warning 



 



 3rd occurrence            Three (3) working days suspension without pay 



 



 4th occurrence            Subject to Termination 



 



1.1 The 24 month period is a rolling 24 month period.  The level of discipline issued shall be 



based on the number of occurrences within the 24 month period prior to the current 



occurrence.  Once 24 months has elapsed since the date of an occurrence, it can no longer 



be referenced in determining the level of discipline to be issued. 



 



1.2 Upon return to work, bargaining unit employees shall furnish a signed sick leave form as 



described in Article 21, Section 3, even if they do not have enough sick leave to cover 



their absence.   



 



Section 7. Immediate Family defined:  For the purpose of this Article immediate family is 



defined as the employee's spouse, children, step-children living in the household, or parents. 



 



Section 8. Unused Sick Leave Payment:  Upon separation from service, excluding 



termination, a bargaining unit employee shall be paid: 



 



One hundred percent (100%), up to a maximum of nine hundred sixty (960) hours of accrued 



sick leave at the employee's base rate of pay including longevity with twenty-five (25) years or 



more of service. 



 



Seventy-five percent (75%), up to a maximum of nine hundred sixty (960) hours of accrued sick 



leave at the employee's base rate of pay including longevity with twenty (20) but less than 



twenty five (25) years of service. 



 



Fifty percent (50%), up to a maximum of nine hundred sixty (960) hours of accrued sick leave at 



the employee's base rate of pay including longevity with ten (10) but less than twenty (20) years 



of service. 



 



Zero unused sick leave payment with less than ten (10) years of service. 



 



Years of service, for the purpose of this Article, means the employee’s number of years 



employed with the City. 
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Section 9. Upon approval and notification from the Local Union to the Employer, a Sick 



Leave Incentive Program similar to that already in use by non-safety forces and non-bargaining 



unit employees in the City shall be initiated for all bargaining unit employees within a reasonable 



amount of time.    



 



Section 10. Employees may donate sick leave to fellow employees.  The intent of the sick 



leave program is to allow employees to voluntarily provide assistance to their co-workers who 



are in critical need of sick leave due to the illness or injury of the employee. 



 



A. An employee may receive donated sick leave at a dollar per sick hour conversion rate.  



Donated hours shall be calculated by multiplying the hours donated by the rate of pay of the 



donor.  Then the total will be divided by the rate of pay of the recipient to obtain the sick 



hours to be credited to the employee.  Leave may be donated up to the number of hours the 



employee is scheduled to work each pay period, if the employee who is to receive the 



donated sick leave: 



 



1. Has an illness or injury; 



 



2. Does not have enough accrued sick leave for the pay period or has not been approved to 



receive other state paid benefits; 



 



3. Has requested in writing to receive donated sick time, certifying that the employee has an 



illness or injury; and 



 



4. Has used the vacation, personal and/or comp hours they are entitled to and has applied for 



any paid leave, workers’ compensation, or benefits programs for which the employee is 



eligible.  Employees who have applied for these programs may use donated leave to 



satisfy the waiting period for such benefits where applicable. 



 



B. Employees may donate sick leave if the donating employee: 



 



1. Voluntarily elects to donate sick leave and does so with the understanding that donated 



unused sick leave will be returned; 



2. Donates a minimum of eight (8) hours of accrued sick leave; 



 



3. Retains a combined sick leave balance of at least eighty (80) hours.  Sick leave shall be 



donated in the same manner in which it would otherwise be used. 



 



C. The sick leave donation program shall be administered on a pay period-by-pay period basis. 



 



1. Payroll code DSCK will be used on the employee’s pay stub.  Donated hours received 



will be added.  Hours used will be deducted.  As this is done on a pay period-by-pay 



period basis, donated hours should equal used hours each pay period. 
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2. Employees using donated sick leave shall be considered in an active pay status and shall 



accrue sick leave and be entitled to any benefits to which they would otherwise be 



entitled. 



 



3. Sick leave accrued by an employee while using donated sick leave shall be used, if 



necessary, in the following pay period before additional donated leave may be used. 



 



4. Donated sick leave shall not count toward the probationary period of an employee who 



receives donated sick leave during his or her probationary period. 



 



D. Employees who wish to donate sick leave shall put in writing: 



 



1. The name of the employee for whom the donated sick leave is intended. 



 



2. The number of hours to be donated.  These donated hours will be deducted from the 



employee’s bank of accrued sick leave as needed on a pay period-to-pay period basis. 



 



3. The employee will have a minimum combined sick leave balance of at least eighty (80) 



hours remaining after all donated hours are deducted. 



 



4. The sick leave is donated voluntarily. 



 



E. Appointing authorities shall ensure that no employees are forced to donate sick leave.  



Appointing authorities shall respect an employee’s right to privacy; however, appointing 



authorities may, with the permission of the employee who is in need of sick leave, inform 



other employees/co-workers of their critical need for donated sick leave for themselves.  



Appointing authorities shall not directly solicit sick leave donations from employees.  The 



donation of sick leave shall occur on a strictly voluntary basis. 



 



F. Forms will be established within thirty (30) days of the execution of this contract.  Until such 



forms are created and agreed to by both parties, signed written requests containing the 



required information shall be accepted. 



 



Section 11. For purposes of determining an employee’s “final average salary” as defined 



under ORC 145.01 (k)(1), an employee may elect to receive a cash conversion of such 



employee’s current year accrued but unused sick leave benefits for RIO purposes. PERS 



contributions are to be taken when this conversion takes place. 



 



A. Only sick hours earned, but not used, during the current calendar year may be used for 



conversion for RIO purposes. Sick leave shall be converted on a last in, first out (LIFO) 



basis. Any prior year accrued sick hours may not be used for RIO purposes. 



 



B.  An employee converting less than their annual sick accrual for RIO purposes shall be 



allowed to cash-in the difference (non-pensionable) from their banked sick hours as long 



as the employee does not exceed the amount of their annual sick accrual (one-hundred 



twenty (120) hours) in any calendar year.  
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C. Cash conversion of Sick Benefits shall be limited to the maximum accrual of sick time an 



employee is entitled to receive per year, said amount not to exceed one-hundred twenty 



(120) hours per year, which is the maximum an employee can accrue in a one year 



period. An employee must maintain a minimum of 480 hours of sick leave to be eligible 



for this cash conversion program. The payment for these accumulated hours shall be 



requested by November 1st with payment to be made on the last pay of December. 



Payments shall be at the employee’s base rate of pay including longevity at the time of 



payment.  



 



D. An employee shall be limited to a maximum total of 960 hours when utilizing conversion 



of Sick leave for RIO purposes and/or receiving payment under Section 8, Unused Sick 



Leave Payment.  



 



ARTICLE 22 



FUNERAL BEREAVEMENT LEAVE 



 



Section 1. Each Bargaining Unit Employee shall be entitled to three (3) consecutive work 



days paid funeral-bereavement leave for each death in the employee's immediate family within 



the State of Ohio, provided one such day shall be the day of the funeral or service.  For deaths in 



the employee's immediate family outside the State of Ohio, Bargaining Unit Employees may use 



an additional three days of their Sick Leave in addition to the above. 



 



Section 2. In order for an employee to be paid, proof of bereavement must be presented to 



the employee's sub-department head within forty eight hours of his return to work. 



 



Section 3. For purposes of this Article, immediate family shall be defined as follows:  



Spouse, parent, parent-in-law, step-parent, child, step-child, brother, sister, brother-in-law, sister-



in-law, half-brother, half-sister, son-in-law, daughter-in-law, grandparent, grand-parent-in law, 



or grandchild. 



 



Section 4. In the event of a death of an employee's relative or any individual living in the 



household of the employee that is not listed in Section 3 above, an employee may use his sick 



leave up to a maximum of three (3) consecutive days provided one such day is the day of the 



funeral or service. 



 



ARTICLE 23 



HOLIDAYS 



 



Section 1. There are hereby established the following paid holidays in the calendar year, 



comprising twelve (12) in number: 



 



1. New Year's Day 



2. Martin Luther King Day 



3. Good Friday 



4. Memorial Day 



5. Fourth of July 
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6. Labor Day 



7. Veterans Day 



8. Thanksgiving Day 



9. Day after Thanksgiving 



10. Christmas Eve Day 



11. Christmas Day 



12. General Election Day 



 



Section 2. In the event that any of the holidays as listed in Section 1 above falls on Saturday, 



the Friday immediately preceding shall be observed as the holiday.  In the event that any of the 



holidays listed in Section 1 above should fall on Sunday, the Monday immediately succeeding 



shall be observed as the holiday.  This shall not apply to Bargaining unit employees who are 



scheduled in continuous operations in the Water Pollution Control and Water Purification 



Divisions of the Utilities Department, where the actual day of the holiday shall continue to be the 



observed day.   



 



Section 3. In the event that a holiday comes during an employee’s vacation period, he shall 



not be charged for vacation time for the day of the holiday but shall be credited for holiday pay 



on said day.  In the event that an employee is sick on a holiday he is scheduled to work he shall 



not be charged for the use of sick leave provided they have complied with the sick leave 



provisions of this agreement, provided however that said employee shall not be paid any 



overtime premium for the holiday the employee was sick and did not work.  An employee 



utilizing sick time on the last scheduled day before or first scheduled day after a holiday will not 



be entitled to holiday pay unless the employee presents certification of the absence from a 



licensed physician immediately upon return to work. 



 



Section 4. No bargaining unit employee shall be scheduled to work on the holidays listed in 



Section 1, above, unless in the opinion of the Safety/Service Director failure to work on such 



holidays would impair the public service.   



 



All bargaining unit employees working on any of the holidays as provided herein, shall be 



entitled to be paid time and one-half (1-1/2) their base rate of pay for a minimum of six (6) 



hours plus pay for the holiday. All bargaining unit employees working on any holiday that is 



not part of their regular schedule shall be paid two (2) times their base rate of pay for a 



minimum of six (6) hours in addition to holiday pay. All employees working on New Year’s 



Eve between the hours of 4PM and 12AM shall be paid two (2) times their base rate of pay.  



 



It is further provided that all employees not scheduled to work on the holidays are to be paid for 



the holiday at their regular straight time base rate of pay, provided said employees work their 



regular scheduled day before and scheduled day after said holiday, unless an employee is sick, or 



is in the hospital with a verification of same by a personal physician, he is on vacation leave, 



there is a death in his immediate family, as defined in Article 22, or the employee has a 



justifiable excuse from his department head, provided however that an employee must be in 



active pay status during the week of the holiday in order to be eligible for holiday pay.  If a 



bargaining unit employee’s work schedule is other than Monday through Friday, the employee 
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shall be entitled to holiday pay for holidays observed on the employee’s day off regardless of the 



day of the week on which they are observed. 



 



Section 5. In addition to the above enumerated holidays, employees in the bargaining unit 



who have completed six (6) or more months of continuous service with the City shall be entitled 



to the following days off with pay per calendar year: 



 



Two (2) days during the calendar year for personal business, provided that day shall not be taken 



on the day before or the day following a holiday as designated in Section 1 of this Article.  



Employees shall make every effort to schedule personal days off as far in advance as possible.  



An employee's request for a personal day shall not be unreasonably denied. 



 



Section 6. Effective in calendar year 1999 and each year thereafter, the Employer agrees to 



recognize Workers Memorial Day, April 28.  Each year during the week that Workers Memorial 



Day falls, the Employer, in conjunction with the Local Union Safety & Health Committee shall 



participate in various workplace safety awareness programs and activities designed to increase 



workplace safety and promote the need for improved legislation regarding workplace safety and 



injured worker issues and to remember and honor those workers who have been injured, diseased 



or killed at their workplace.  



 



ARTICLE 24 



VACATIONS 



 



Section 1. Bargaining Unit employees who have completed one (1) full year of continuous 



service with the Employer shall be entitled to vacation with pay.  The amount of vacation leave 



to which an employee is entitled to per year is based upon continuous length of service as 



follows: 



 



LENGTH OF SERVICE                         VACATION HOURS 



 



After one (1) year of completed service                80 



After seven (7) years of completed service            120 



After fourteen (14) years of completed service             160 



After twenty one (21) years of completed service     200 



After twenty-eight (28) years of completed service                                                 240 



 



Section 2. Vacation credit shall be cumulative to a maximum of what an employee can earn 



in a period of three years. 



 



Section 3. Scheduling and miscellaneous vacation guidelines: 



 



A. The sub-department head shall have the authority, in time of emergency, to suspend, 



postpone, or cancel vacation days.   
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B. Sub-department heads will make every effort to schedule employee vacations so that the 



employees receive their vacation leaves at the time the employees most desire.  Vacations 



shall be scheduled and approved in advance by the sub-department head. 



 



C. Except in cases of emergency, employees will submit vacation requests at least three (3) 



weeks in advance of the time being requested.  Vacations shall be granted on shorter notice if 



they do not conflict with another employees previously scheduled vacation as provided 



herein.   



 



D. In the event of conflicting requests, seniority shall govern except as otherwise provided in 



sub-section 3 (E) below. 



 



E. To receive seniority preference for vacations, said vacation request must be submitted in 



writing to the respective sub-department head on or before April 1 of the calendar year.  



After  April 1 of the calendar year, vacations shall be scheduled and approved on a first 



come, first serve basis, as long as they do not conflict with any  vacation request submitted 



on or before April 1 of the calendar year.   



 



F. Should it be mutually agreed that an employee work during a scheduled vacation period and 



such time cannot by mutual agreement be rescheduled, such employee shall be compensated 



for such vacation time at his regular base rate of pay, but shall not be credited with such 



vacation hours for the purpose of computing overtime.   



 



G. Emergency, as used in this Section is defined as a situation whereby the absence of the 



employee would have an adverse effect upon the health and safety of the citizens of Lorain, 



Ohio. 



 



Section 4. Any bargaining unit employee leaving the service of the City shall be entitled to 



pay for any accrued but unused vacation time at his regular base rate of pay at the time he 



separates service.  Employees who have 25 or more years of service may, for their last three (3) 



years of employment, carry over up to five (5) weeks of accumulated vacation made payable on 



the last pay of December, except that the final payment shall be made at the time of retirement. 



 



Section 5. For purposes of determining an employee’s “final average salary” as defined 



under ORC 145.01 (k)(1), employees may elect to receive a cash conversion of such employee’s 



current year accrued but unused vacation leave. PERS contributions are to be taken when this 



conversion takes place. 



 



Only vacation hours earned, but not used, during the current calendar year may be used for 



conversion for RIO purposes. Vacation leave shall be converted on a last in, first out (LIFO) 



basis. Any prior year vacation hours accrued in a vacation bank may not be used for RIO 



purposes. 



 



 An employee converting less than their annual vacation accrual for RIO purposes shall be 



allowed to cash-in the difference (non-pensionable) from their banked vacation pool as long as 



the employee does not exceed the amount of their annual vacation accrual in any calendar year. 
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Cash conversion of Vacation Benefits shall be limited to the maximum accrual of vacation time 



an employee is entitled to receive per year, said amount not to exceed two hundred forty (240) 



hours per year, which is the maximum an employee can accrue in a one year period. Any 



vacation leave utilized for cash conversion purposes will be deducted from the employee’s bank 



of accumulated hours. The payment for these accumulated hours shall be requested by November 



1st with payment to be made on the last pay of December. Payments shall be at the employee’s 



base rate of pay including longevity at the time of payment.  



 



ARTICLE 25 



SHIFT DIFFERENTIAL 



 



Section 1. Bargaining Unit Employees working on the afternoon or second shift and 



employees working on the night or third shift shall receive seventy cents ($.70) per hour in 



addition to their regular hourly rate of pay. 



 



ARTICLE 26 



LONGEVITY 



 



Section 1. Effective January 1, 2021 all members of the bargaining unit shall be entitled to 



longevity payments according to the following schedule: 



 



On the third anniversary date of service a longevity payment of (2%) of the employee’s hourly 



base rate of pay multiplied by 2080 hours. Thereafter, an employee’s longevity payment shall 



increase 1% each subsequent anniversary date until the employee’s 20th anniversary date 



when the payment shall be increased by 2% for a maximum percentage of 20%. 



 



YEARS OF 



SERVICE 



% OF HOURLY 



BASE RATE 



YEARS OF 



SERVICE 



% OF HOURLY 



BASE RATE 



3 2% 12 11% 



4 3% 13 12% 



5 4% 14 13% 



6 5% 15 14% 



7 6% 16 15% 



8 7% 17 16% 



9 8% 18 17% 



10 9% 19 18% 



11 10% 20 20% 



 



Section 2. Longevity payment shall be made a part of each bargaining unit employee’s base 



rate of pay based upon their continuous length of service.  Payment shall be pursuant to Fair 



Labor Standards Act rulings.  All hours compensated for shall be included.   



 



Section 3. A bargaining unit employee's length of continuous service, for the purposes of 



this Article, shall be determined by the bargaining unit employee's original date of hire, less any 
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time off of  active pay status for any reason, except for scheduled time off, paid leaves off, or as 



may otherwise be provided for in this Agreement. 



 



Section 4. Each bargaining unit employee shall receive the applicable longevity payment 



increase to which they are entitled to on the second scheduled pay date following their 



anniversary date of employment. Longevity shall be paid in equal installments each pay period. 



 



Bargaining unit employees hired after the execution of this agreement shall receive credit for 



any full time employment with another governmental agency (city, state, or local) and receive 



the appropriate longevity payment after one year of continuous service with the City of Lorain. 



 



ARTICLE 27 



ALLOWANCE FOR JURY OR WITNESS SERVICE 



 



Section 1. In the event an employee is called for jury service duty or is subpoenaed by the 



court or administrative agency in relation to the performance of his/her duties in the City of 



Lorain he will receive the difference between jury duty pay or witness fee and his established 



rate. 



 



ARTICLE 28 



INSURANCE COVERAGE 



 



Section 1. The City of Lorain agrees to provide Medical Mutual of Ohio, Super Med Plus 



Medical Coverage, or an equivalent medical insurance coverage with a comparable network, 



including vision and dental coverage and prescription drug coverage for all members of the 



bargaining unit at benefit levels at least equivalent to those as attached to this Agreement (see, 



Appendix 4), with the cost of premiums to be borne by the  employee as follows: 



 



Effective January 1, 2021, the employees will contribute to the cost of the health 



coverage as follows:   



 



$80.00 per month for single 



$160.00 per month for Employee plus one 



$205.00 per month for family  



Effective July 1, 2021, the employees will contribute to the cost of health coverage as 



follows: 



 



$83.00 per month for single 



$165.00 per month for Employee plus one 



$209.00 per month for family 



 



Effective January 1, 2018 an Employee will contribute for Vision $3.49 for single and 



$7.89 for family. 



 



Effective January 1, 2019 for Dental an Employee will contribute 100% of the premium.  
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The City and the Union agree to discuss participation in the Steelwork Health and 



Welfare Fund. City employees may participate in said plans(s) if the parties mutually 



agree.  



 



There shall be one COBRA rate determined by the Plan Administrator, and that rate shall be 



determined on an annual basis and shall be comprised of the sum total of all city employees’ 



medical, prescription, vision and other insurance costs as provided under federal and/or state law. 



 



Prior to the changing of any insurance, third party administrator or medical coverage plan the 



City will allow the Union an opportunity to review the planned change of administrators and 



medical coverage plan to ascertain if it meets the criteria of an equivalent medical insurance 



coverage as stated above.  If the Union disputes the equivalence of any planned change in 



medical insurance coverage and said differences cannot be mutually resolved, the matter shall 



proceed directly to the Arbitration procedures of this Agreement for final and binding resolution. 



 



Section 1A. The City of Lorain will continue to provide for the administration of a Section 



125 “Cafeteria Plan”.  This Cafeteria Plan will have an Open Enrollment period each January.  



The plan shall allow for employee pre-tax contributions to a Medical and/or Child Care Savings 



Account.  See Appendix 5. 



 



Section 1B. Medical, Prescription Drug, Dental and Vision benefits are defined in Appendix 



4. 



 



Section 1C.     Health Care Committee:  As soon as practicable, a Health Care Committee shall 



be formed.  Not less than ninety days prior to the date of the renewal of the City’s health 



insurance, the City will meet with one member of each bargaining unit to review the insurance 



plan and discuss economically feasible alternatives.  This committee shall have no authority to 



bind the City, but upon consensus shall make a recommendation to the Mayor or his designee 



regarding a possible insurance alternative.    



 



Section 2. The City shall provide all Bargaining Unit members with a copy of the current 



medical and benefits plan within 120 days of the execution of this agreement.  Any updates or 



changes to an equivalent plan shall be given to all Bargaining Unit members within a reasonable 



amount of time. 



 



Section 3. The City agrees to keep all insurance plan money separate from other City money, 



and shall pay all insurance plan premiums and bills in a prompt and timely manner. 



 



The City will abide by any applicable state or federal regulations with regard to the 



administration of employee health and medical insurance coverage, however, the parties agree 



that ERISA is not an applicable federal regulation at this time.  (Refer to Paragraph 37,036 



Governmental Plans; State, local, and regional agencies.) 



 



The City shall require that any "in house" or third party administrator of the Medical Insurance 



Plan will adhere to the following guidelines and will allow a bargaining unit Member an appeal 



provision that will include allowing a bargaining unit claimant to: 
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A. Request from the Plan Administrator or Third Party Administrator a review of the eligibility 



status for any claim denied in whole or in part. 



 



B. Request from the Plan Administrator or Third Party Administrator a review of any claim 



payments for that bargaining unit member.  Such requests shall include the name of the 



Employee and the Social Security Number, the name of the patient and Group Identification 



number, if any. 



 



C. File his request for review in writing, stating in clear and concise terms the reason or reasons 



for the disagreement with the handling of his claim. 



 



D. The request for review shall be directed to the Plan Administrator or the Third Party 



Administrator within 60 days after the claim payment date or the date of the notification of 



denial of benefits. 



 



E. A review of the denial will be made by the Plan Administrator or the Third Party 



Administrator and the Plan Administrator or the Third Party Administrator shall provide the 



claimant with a written response within 60 days of the date he receives the claimant's request 



for review.  The Plan Administrator or the Third Party Administrator's response to the 



claimant shall, if the denial is upheld, cite the specific Plan provision(s) upon which the 



denial is based. 



 



F. If the claimant is not satisfied with the adjustment of any claim as provided herein, a 



grievance may be filed directly to Step 3 of the grievance procedure of this Agreement. 



 



G. In addition to the above and in the interest of encouraging employees to assist in the 



monitoring of the health insurance plan, the following Hospital Self Audit Incentive Service 



shall apply to the Health Insurance Plan for all bargaining unit members: 



This service is payable in the event that a covered person discovers a billing error in a 



hospital or health care provider statement representing a claim for charges covered under the 



Plan. 



 



The deductible and coinsurance level otherwise applicable in a calendar year will be adjusted 



to the extent necessary to reduce the "out of pocket expenses" of the covered person or the 



covered person will receive twenty five percent of the Plan's savings resulting from the 



discovery of an overcharge by the hospital and all medical providers, whichever amount is 



greater. 



 



Section 4. Enrollment Criteria/General Information 



 



1. For medical insurance, an open enrollment period shall be held every December/January.  If 



an employee does not enroll in the medical insurance plan at the time he/she is first eligible, a 



90 day waiting period may be required before coverage is effective.  Coverage shall be 



effective the first of the month following the 90 day waiting period.  Pre-existing condition 



shall not apply. 
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2. If an employee and/or his/her dependents involuntarily lose insurance coverage(s) from any 



other plan, that employee and/or Spouse and/or dependents are automatically eligible to 



enroll in the City’s insurance coverage(s) with no pre-existing condition exclusions or 



waiting period.  Notification of loss of insurance coverage(s) must be received by the Payroll 



Department within (30) days of the loss of insurance coverage(s).  If not received within (30) 



days, a waiting period may apply.  Premium payments and insurance coverage(s) will begin 



the first of the month following notification or the first of the month following loss of 



insurance coverage(s), whichever is later.  Written verification indicating date of loss of 



insurance coverage(s) from the previous employer shall be required. 



 



3. For any insurance coverage, an employee already enrolled in the plan may switch from single 



to family coverage, or family to single, due to changes in marital status and/or additions and 



deletions of family members.  Notification must be received in writing, by the Payroll 



Department within (30) days of the event in order for there to be no waiting period.  After 



thirty (30) days from the event, the ninety (90) day waiting period policy will apply. 



 



4. Health Plans, optional insurance coverage (life, cancer, accident. etc.), must have a minimum 



of 10% of the bargaining unit participation in order to maintain a payroll deduction status.  



All participants shall have 30 days notice of coverage that no longer qualifies for availability 



through payroll deduction. 



 



5. New employees will be eligible the first day of employment in the month they are hired, 



provided proper enrollment forms are completed and turned in to the Benefits Manager.    



Forms should be turned in within the first two weeks of employment. 



 



6. Effective January 1, 2018, if an Employee does not elect health insurance coverage under the 



City’s plan, the City will pay for the Employee’s coverage on an alternative plan up to 



$500.00 a month.  



 



7. Additions, changes and annual enrollment forms must be returned in 30 days.  Coordination 



of Benefits (COB) is applicable to ALL benefits.  Requested COB information must be 



furnished or the City will be a secondary payer. 



 



8. The co-insurance out of pocket maximum (excluding deductible and copays) will be 



$1,500.00  single/ $3,000.00 family for network; $3,000.00 single/$6,000.00 family for non-



network.  (See Schedule of Benefits.) 



 



9. Charges above reasonable and customary do not count towards this out of pocket maximum. 



 



10. There is no Lifetime Health Benefit Claims maximum. 



 



11. The comprehensive benefit period deductible is $300.00 single and $600.00 family, for both 



network and non-network services.  Other deductibles and co-pays are identified in the 



Schedule of Benefits. 
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12. Plan changes that occur and are detected as enhancement, or reductions in benefits, due to 



errors, misunderstandings, or misinterpretations, of the claims administrator, will not become 



grand fathered or  past practice inclusions, unless the enhancements or reductions are 



specifically negotiated. 



 



Section 5. Each member of the Bargaining Unit who is actively employed by the City shall 



be entitled to Group Life Insurance Coverage in the face amount of twenty-five thousand dollars 



($25,000), with the cost of premiums for such coverage to be borne by the Employer.  An 



employee who elects to retire and has applied for benefits from a retirement plan and has 



completed twenty (20) or more years of service with the Employer shall be entitled to Group Life 



Insurance in the face amount of fifteen thousand ($15,000) with the cost of premiums for such 



coverage to be borne by the Employer. 



 



In addition to the above, the Employer shall continue to provide an Accidental Dismemberment 



and Accidental Death Policy in benefit amounts at least equivalent to those in effect on 



December 31, 1994 without cost to the Employees. 



 



ARTICLE 29 



WAGES 



 



An employee hired prior to April 21, 2021, will be paid a Lump Sum payment of $1000.00. 



Payment will be issued on the second full pay period following ratification of the contract. 



 



Effective January 1, 2022 – Employees shall receive a two percent (2%) Hourly Wage 



Increase. 



 



Section 1. The Employer will pick up the ten percent (10%) employee contribution to the 



Public Employees Retirement System through the salary reduction method. 



 



This shall not be construed to obligate the employer to make any contributions to PERS that are 



in excess of those mandated by public employers by PERS. 



 



Section 2. There shall be one pay rate for each of the bargaining unit job classes covered by 



this agreement subject to the following provisions: 



 



A. All employees hired into a bargaining unit position after the execution date of this agreement 



shall be compensated at ninety percent (90%) of the applicable rate until they have 



completed six (6) months of service with the Employer. 



 



B. With six (6) months of service with the Employer each bargaining unit member shall be 



compensated ninety-five (95%) of the applicable pay rate until they have completed two full 



years of service with the Employer. 



 



C. With one full years of service with the Employer each bargaining unit member shall be paid 



at the maximum pay rate for the job class that they hold. 
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D. As determined by qualifications and experience, the employer at its discretion, may   



      compensate a newly hired employee at the maximum pay rate for the job class that they hold.   



 



E. Bargaining unit employees who retire then rehire shall be compensated at hundred percent    



      (100%) of the applicable rate for the job class that they perform. 



 



Section 3. This section hereby establishes the bargaining unit positions and classifications of 



the deemed certified bargaining unit, represented by the United Steelworkers in the various sub 



departments of the City of Lorain, Ohio, and the respective pay grades and/or rates of pay 



assigned to each job classification of the bargaining unit and a mechanism to determine rates of 



pay for any new bargaining unit job classes that may be established during the term of this 



agreement.   



 



Should new bargaining unit jobs be established during the life of this Agreement an attempt shall 



be made by the parties to negotiate a rate of pay for said job.  If no agreement is reached on the 



rate of pay for the newly established job the matter shall be settled through the grievance 



procedure as provided for in this agreement, starting at Step 3 of the procedure.   



 



The Employer shall have the right to set a temporary rate for the job class while the matter is 



pending in the grievance procedure.  If the matter proceeds to final and binding arbitration the 



arbitrator of the dispute shall only have the authority to accept either the position of the 



Employer or the position of the Union in setting the rate of pay for the disputed job class, unless 



mutually agreed otherwise by the parties.  Any employee who was assigned to the disputed job 



class pending the resolution of the matter, shall be made whole any monies, if any, upon the 



resolution of the matter in the grievance procedure. 



 



After the execution date of this agreement, no part of any City ordinance, (except the provisions 



of this agreement setting forth limitations on part time bargaining unit classifications), shall limit 



the number of bargaining unit members who may be appointed to any bargaining unit job 



classification.  All parts of ordinances setting forth said limitations are hereby made null and 



void.  



 



The following established bargaining unit job classes and their respective pay grades in the 



various sub departments of the Employer are as follows, subject to all other relevant provisions 



of this collective bargaining agreement: 



 



PUBLIC PROPERTY – STREET DIVISION 



WORKING CREW LEADER GRADE 28* 



PAINT TECHNICIAN CREW LEADER GRADE 28*** 



PAINT TECHNICIAN 



MOTOR EQUIPMENT OPERATOR 3 Heavy Equipment Operator 



GRADE 23*** 



GRADE 26* 



MOTOR EQUIPMENT OPERATOR 2 (compensatory only) (includes 



running Bucket Truck) 



GRADE 24* 



MOTOR EQUIPMENT OPERATOR 1(includes running Street Sweeper) GRADE 23* 



UTILITY WORKER    (compensatory only) GRADE 21* 



LABORER CLASS 1 GRADE 11** 











 



 



 



 



55 



 



LABORER CLASS 2 (must have CDL and 2 years service) GRADE 14** 



ADMINISTRATIVE ASSISTANT  



ADMINISTRATIVE SECRETARY 



GRADE 25 



GRADE 19 



  



* MAXIMUM (2) STEP INCREASE AVAILABLE - ONE (1) STEP EACH FOR 



CERTIFICATION OF ACI CONCRETE FLATWORK FINISHER/TECHNICIAN, ASPHALT, 



AND LIVE-WIRE.  



**MAXIMUM (1) STEP INCREASE AVAILAVBLE FOR ACI CONCRETE FLATWORK 



FININSHER/TECHNICIAN AND ASPHALT 



*** ONE STEP INCREASE FOR EACH OF THE FOLLOWING CERTIFICATIONS; 



SIGN AND PAYMENT MARKING TECHNICIAN LEVEL I, SIGN TECHNICIAN LEVEL 



II, OR PAVEMENT MARKER LEVEL II. 



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE INCREASE IN A TWELVE 



(12) MONTH PERIOD. 



 



PUBLIC PROPERTY – MECHANICAL/GARAGE DIVISION 



LEAD MASTER MECHANIC GRADE 30* 



MASTER MECHANIC (must have CDL) GRADE 28* 



  



*UP TO A THREE (3) PAY GRADE INCREASE FOR ASE AND EVT 



CERTIFICATIONS. 



 



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE INCREASE IN A TWELVE 



(12) MONTH PERIOD. 



 



PUBLIC PROPERTY – CEMETERY DIVISION 



WORKING CREW LEADER GRADE 30 



MOTOR EQUIPMENT OPERATOR GRADE 23* 



UTILITY WORKER GRADE 21* 



LABORER CLASS 1 GRADE 11* 



LABORER CLASS 2 (must have 2 years of service) GRADE 14* 



*ONE PAY GRADE INCREASE FOR PESTICIDE LICENSE AND/OR LIVE WIRE 



CERTIFICATGION. 



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE INCREASE IN A TWELVE 



(12) MONTH PERIOD. 



 



PUBLIC PROPERTY - PARKS AND RECREATION DIVISION  



WORKING CREW LEADER GRADE 28* 



LANDSCAPE/GARDENER GRADE 24 



RECREATION COORDINATOR GRADE 24 



PARK MAINTENANCE MILLWRIGHT GRADE 24 



MOTOR EQUIPMENT OPERATOR 3 (compensatory only) GRADE 26 



MOTOR EQUIPMENT OPERATOR 2 (compensatory only) GRADE 24 



MOTOR EQUIPMENT OPERATOR 1  GRADE 23** 
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UTILITY WORKER GRADE 21* 



YOUTH COORDINATOR GRADE 19 



SECRETARY GRADE 17 



LABORER CLASS 2 (must have CDL and 2 years service) GRADE 14* 



LABORER CLASS 1  GRADE 11* 



 



* MAXIMUM (2) STEP INCREASE AVAILABLE FOR LICENSURE 



OBTAINED PERTINENT TO PERFORMING DUTIES ASSOCIATED 



WITH JOB  



 



 



** MAXIMUM (2) STEP INCREASE AVAILABLE FOR POOL OR LANDSCAPING 



CERTIFCATION  



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE INCREASE IN A TWELVE 



(12) MONTH PERIOD. 



 



PUBLIC PROPERTY - BUILDING MAINTENANCE DIVISION 



CUSTODIAN GRADE 19 



MATRON/CLEANER GRADE 10 



 



PUBLIC PROPERTY – ELECTRICAL DIVISION 



TRAFFIC SIGNAL TECHNICIAN CREW LEADER GRADE 28* 



TRAFFIC SIGNAL TECHNICIAN II GRADE 27* 



TRAFFIC SIGNAL TECHNICIAN I 



*ONE PAY GRADE INCREASE FOR EACH OF THE FOLLOWING 



CERTIFICATIONS; TRAFFIC SIGNAL TECHNICIAN LEVEL I, 



TRAFFIC SIGNAL TECHNICIAN LEVEL II, OR TRAFFIC SIGNAL 



BENCH TECHNICIAN LEVEL II.  



 



AN EMPLOYEE IS ONLY ELIGBLE FOR ONE PAY GRADE 



INCREASE IN A TWELVE (12) MONTH PERIOD. 



 



GRADE 25* 



 



  



CIVIL SERVICE COMMISSION DEPARTMENT 



ADMINISTRATIVE ASSISTANT.  GRADE 28 



SECRETARY GRADE 17 



 



ENGINEERING DEPARTMENT 



CIVIL ENGINEER I GRADE 31 



ENGINEER AIDE GRADE 22 



ENGINEER AIDE (with 2 years experience @ Engineering Aide) GRADE 24 



ENGINEER AIDE I  GRADE 26 



ENGINEER AIDE II GRADE 27 



ENGINEER AIDE III 



ENGINEER PLANNER 



MOTOR EQUIPMENT HEAVY EQUIPMENT OPERATOR 



BLACK RIVER RECLAMATION FACILITY LEADER 



GRADE 29 



GRADE 31 



GRADE 26 



GRADE 31 
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TECHNICAL ADMINISTRATIVE ASSISTANT (entry level) GRADE 24 



TECHNICAL ADMINISTRATIVE ASSISTANT (after two years as Tech. 



Adm. Asst. or Engineer Aide) 



GRADE 25 



TECHNICAL ADMINISTRATIVE ASSISTANT (after four years total as 



Tech. Adm. Asst. or Engineer Aide) 



GRADE 26 



TECHNICAL ADMINISTRATIVE ASSISTANT (after six years total as 



Tech. Adm. Asst. or Engineer Aide) 



GRADE 27 



There shall be a one grade step increase for any bargaining unit employee 



who obtains ACI certification.  If certification lapses the step increase shall 



be removed.  Bargaining unit employees shall be required to show proof of 



certification each year in order to continue receiving the one grade step 



increase. 



 



  



FIRE DEPARTMENT 



ADMINISTRATIVE ASSISTANT  GRADE 25 



 



POLICE DEPARTMENT 



ADMINISTRATIVE SECRETARY GRADE 19 



 ADMINISTRATIVE ASISSTANT GRADE 25 



 



ANIMAL CONTROL DEPARTMENT/SAFETY DIRECTOR DEPARTMENT 



ANIMAL CONTROL OFFICER GRADE 22 



 



UTILITIES DEPARTMENT – OFFICE DIVISION 



ADMINISTRATIVE SECRETARY GRADE 19 



FINANCIAL BOOKKEEPER GRADE 24 



ADMINISTRATIVE ASSISTANT  GRADE 25 



ACCOUNTS CLERK  GRADE 22 



OFFICE DIVISION CREW LEADER GRADE 30 



SERVICE REPRESENTATIVE GRADE 25 



WATER METER READER 



DELINQUENT REPRESENTATIVE (NO C.D.L. REQUIRED) 



PURCHASE/INVENTORY CLERK (NO C.D.L. REQUIRED)  



PURCHASE/INVENTORY CLERK B (CLASS B CDL/AIR 



BRAKE/TANKER)  



PURCHASE/INVENTORY CLERK A (CLASS A CDL/AIR 



BRAKE/TANKER)  



ACCOUNT REPRESENTATIVE IN-TRAINING 



ACCOUNTS REPRESENTATIVE        



ACCOUNTS REPRESENTATIVE (with two years of experience) 



ACCOUNTS REPRESENTATIVE (with three years of experience) 



GRADE 23 



GRADE 20 



GRADE 26 



GRADE 27 



  



GRADE 28 



 



GRADE 16  



GRADE 18 



GRADE 20 



GRADE 21 



  



UTILITIES DEPARTMENT – WATER PURIFICATION DIVISION 



LABORATORY TECHNICIAN III GRADE 28 



LABORATORY TECHNICIAN II GRADE 26 



LABORATORY TECHNICIAN I GRADE 25 
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LABORATORY TECHNICIAN GRADE 23 



LAB-TECHNICIAN-IN-TRAINING GRADE 22 



OPERATOR CLASS III GRADE 32 



OPERATOR CLASS II GRADE 27 



OPERATOR CLASS I GRADE 25 



OPERATOR GRADE 23 



OPERATOR-IN-TRAINING GRADE 22 



LEAD MILLWRIGHT (with a class III) 



LEAD MILLWRIGHT (with a class II) 



LEAD MILLWRIGHT (with a class I) 



MILLWRIGHT CLASS III 



GRADE 34* 



GRADE 33* 



GRADE 32* 



GRADE 30* 



MILLWRIGHT CLASS II GRADE 29* 



MILLWRIGHT CLASS I GRADE 28* 



MILLWRIGHT HELPER GRADE 26* 



MILLWRIGHT-IN-TRAINING GRADE 24* 



CLEANER GRADE 10 



ADMINISTRATIVE SECRETARY  



 



*ONE PAY GRADE INCREASE FOR BACK FLOW TESTING 



CERTIFICATION. 



GRADE 19 



 



 



UTILITIES DEPARTMENT – WATER DISTRIBUTION DIVISION 



WATER SYSTEM CREW LEADER GRADE 28* 



LINE MECHANIC GRADE 26* 



UTILITY WORKER/WATER DISTRIBUTION GRADE 23* 



SECRETARY 



ADMINISTRATIVE SECRETARY 



DISTRIBUTION TECHNICIAN 



*An employee obtaining a relevant EPA license will receive a one (1) pay 



grade increase for each license obtained not to exceed two (2) pay grades.  



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE 



INCREASE IN A TWELVE (12) MONTH PERIOD. 



 



GRADE 17 



GRADE 19 



GRADE 25* 



UTILITIES DEPARTMENT – WATER POLLUTION CONTROL DIVISION 



LABORATORY TECHNICIAN III GRADE 28 



LABORATORY TECHNICIAN II GRADE 26 



LABORATORY TECHNICIAN I GRADE 25 



LABORATORY TECHNICIAN GRADE 23 



LAB TECHNICIAN-IN-TRAINING GRADE 22 



OPERATOR CLASS III GRADE 32 



OPERATOR CLASS II GRADE 27 



OPERATOR CLASS I GRADE 25 



OPERATOR GRADE 23 



OPERATOR-IN-TRAINING 



LEAD MILLWRIGHT (with a class III) 



GRADE 22 



GRADE 34*** 
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LEAD MILLWRIGHT (with a class II) 



LEAD MILLWRIGHT (with a class I) 



MILLWRIGHT CLASS III 



GRADE 33*** 



GRADE 32*** 



GRADE 30*** 



MILLWRIGHT CLASS II GRADE 29*** 



MILLWRIGHT CLASS I GRADE 28*** 



MILLWRIGHT HELPER GRADE 26*** 



MILLWRIGHT-IN-TRAINING GRADE 24*** 



PUMP STATION OPERATOR GRADE 25* 



UTILITY WORKER (with a class A license) GRADE 24 



CLEANER GRADE 10 



ADMINISTRATIVE SECRETARY  



SLUDGE PRESS OPERATOR 



*One (1) step increase for each EPA Certification in either Wastewater 



Operator or Wastewater Collections and a one (1) step increase for Back 



Flow. 



**This position is eligible for advancement of one (1) additional pay grade 



for each obtained Ohio EPA Wastewater License up to a maximum of a 



grade 27. 



***One (1) step increase for EPA Certification in Wastewater Operator 



and one (1) step increase for Back Flow.  



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE 



INCREASE IN A TWELVE (12) MONTH PERIOD. 



   



GRADE 19 



GRADE 23** 



 



UTILITIES DEPARTMENT – SEWER COLLECTION DIVISION 



SEWER COLLECTIONS CREW LEADER GRADE 28* 



SEWER REPAIRMAN AND CLEANER 



CAMERA TECHNICIAN 



GRADE 26* 



GRADE 26* 



UTILITY WORKER/SEWER 



*An employee obtaining a PACP/LACP/MACP CERTIFICATION will 



 receive a one (1) pay grade increase. 



*An employee obtaining a relevant EPA license will receive a one (1) pay  



grade increase for each license obtained not to exceed three (3) pay grades.  



 



AN EMPLOYEE IS ONLY ELIGIBLE FOR ONE PAY GRADE 



INCREASE IN A TWELVE (12) MONTH PERIOD. 



 



UTILITIES DEPARTMENT – LANDSCAPING DIVISION 



LANDSCAPE CREW LEADER*                                                                           



GROUNDSKEEPER/FACILITES CREW WORKER**  



LABORER  CLASS 2                                                                                            



*An employee who obtains an additional Ohio Dept. of Agriculture 



Commercial Applicator License category in excess of the 5, 8, and Core-



categories shall receive one (1) pay grade increase for each additional 



category not to exceed pay grade 30. 



** An employee who obtains the Ohio Dept. of Agriculture Commercial 



GRADE 23* 



 



 



 



 



 



 



 



 



 



GRADE 26* 



GRADE 21** 



GRADE 14                                                                                               
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Applicator License category 5, 8, and Core shall receive pay Grade 24.  



                                           



BUILDING HOUSING AND PLANNING DEPT. - BUILDING DIVISION 



2ND ASSISTANT BUILDING INSPECTOR GRADE 25 



ADMINISTRATIVE LEGAL LIAISON 



HOUSING INSPECTOR SUPERVISOR 



GRADE 25* 



GRADE 32 



BUILDING INSPECTOR (interim certificate) GRADE 25 



BUILDING INSPECTOR (state certified) GRADE 26 



BUILDING INSPECTOR TRAINEE GRADE 23 



RESIDENTIAL BUILDING INSPECTOR GRADE 22 



ADMINISTRATIVE SECRETARY GRADE 19** 



SECRETARY GRADE 17 



ASSISTANT PLUMBING INSPECTOR (state certified) GRADE 26 



HOUSING INSPECTOR GRADE 24 



HOUSING INSPECTOR (2 years with ICC Certificate) 



ELECTRICAL INSPECTOR 



ELECTRICAL INSPECTOR (State Certified)  



ASST. PLUMBING INSPECTOR 



 



*ONE PAY GRADE INCREASE WITH ZONING CERTIFICATE 



**ONE PAY GRADE INCREASE WITH PERMIT TECHNICIAN 



CERTIFICATION 



GRADE 26 



GRADE 22 



GRADE 29 



GRADE 25 



 



BUILDING. HOUSING AND PLANNING DEPT. 



FINANCE OFFICER GRADE 33 



ACCOUNTANT GRADE 30 



BUSINESS RELOCATION SUPERVISOR GRADE 29 



RESIDENTIAL RELOCATION SUPERVISOR GRADE 27 



RELOCATION COUNSELOR GRADE 20 



SECRETARY GRADE 17 



COMMUNITY DEVELOPMENT COORDINATOR GRADE 27 



ASSISTANT FISCAL OFFICER GRADE 24 



LOAN AND GRANT ADVISOR GRADE 25 



CONSTRUCTION SPECIALIST GRADE 27 



CONSTRUCTION SPECIFICATION SPECIALIST GRADE 27 



ADMINISTRATIVE SECRETARY GRADE 19 



ACCOUNTS CLERK 



ADMINISTRATIVE ASSISTANT(H.P.D.) 



COMMUNITY DEVELOPMENT SPECIALIST 



FINANCE SPECIALIST 



COMPLIANCE SPECIALIST 



 



 



 



 



 



GRADE 22 



GRADE 25 



GRADE 26 



GRADE 26 



GRADE 24 
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                                 2019 through 2021 



 



 



 



  



   100% 95% 90% 



9 14.46 2% 14.75 14.01 13.27 



10 14.78 2% 15.08 14.33 13.57 



11 15.11 2% 15.41 14.64 13.87 



12 15.45 2% 15.76 14.97 14.18 



13 15.81 2% 16.12 15.32 14.51 



14 16.21 2% 16.53 15.70 14.88 



15 16.63 2% 16.96 16.11 15.26 



16 17.05 2% 17.39 16.52 15.65 



17 17.47 2% 17.82 16.93 16.04 



18 17.93 2% 18.29 17.37 16.46 



19 18.43 2% 18.79 17.85 16.91 



20 18.96 2% 19.33 18.37 17.40 



21 19.49 2% 19.88 18.88 17.89 



22 20.05 2% 20.45 19.43 18.41 



23 20.64 2% 21.06 20.00 18.95 



24 21.28 2% 21.71 20.62 19.54 



25 21.96 2% 22.40 21.28 20.16 



26 22.62 2% 23.07 21.92 20.77 



27 23.37 2% 23.84 22.64 21.45 



28 24.12 2% 24.60 23.37 22.14 



29 24.92 2% 25.42 24.15 22.88 



30 25.78 2% 26.30 24.98 23.67 



31 26.66 2% 27.19 25.83 24.47 



32 27.58 2% 28.13 26.72 25.32 



33 28.55 2% 29.12 27.67 26.21 



34 29.59 2% 30.18 28.67 27.16 



35 30.64 2% 31.25 29.69 28.13 



36 31.75 2% 32.38 30.77 29.15 



37 32.93 2% 33.59 31.91 30.23 



38 34.22 2% 34.91 33.16 31.42 



39 35.52 2% 36.23 34.42 32.61 



40 36.86 2% 37.60 35.72 33.84 
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   2022   



      



   100% 95% 90% 



9 14.75 2% 15.05 14.29 13.54 



10 15.08 2% 15.38 14.61 13.84 



11 15.41 2% 15.72 14.93 14.15 



12 15.76 2% 16.08 15.27 14.47 



13 16.12 2% 16.44 15.62 14.80 



14 16.53 2% 16.86 16.02 15.17 



15 16.96 2% 17.30 16.43 15.57 



16 17.39 2% 17.74 16.85 15.96 



17 17.82 2% 18.18 17.27 16.36 



18 18.29 2% 18.66 17.72 16.79 



19 18.79 2% 19.17 18.21 17.25 



20 19.33 2% 19.72 18.73 17.74 



21 19.88 2% 20.28 19.26 18.25 



22 20.45 2% 20.86 19.82 18.77 



23 21.06 2% 21.48 20.41 19.33 



24 21.71 2% 22.14 21.04 19.93 



25 22.40 2% 22.85 21.71 20.56 



26 23.07 2% 23.53 22.35 21.18 



27 23.84 2% 24.32 23.10 21.89 



28 24.60 2% 25.09 23.84 22.58 



29 25.42 2% 25.93 24.63 23.34 



30 26.30 2% 26.83 25.48 24.14 



31 27.19 2% 27.73 26.35 24.96 



32 28.13 2% 28.69 27.26 25.82 



33 29.12 2% 29.70 28.22 26.73 



34 30.18 2% 30.78 29.24 27.71 



35 31.25 2% 31.88 30.28 28.69 



36 32.38 2% 33.03 31.38 29.72 



37 33.59 2% 34.26 32.55 30.84 



38 34.91 2% 35.61 33.83 32.05 



39 36.23 2% 36.95 35.11 33.26 



40 37.60 2% 38.35 36.43 34.52 
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BILINGUAL PAY SUPPLEMENT 



Employees who are required to utilize a second language (speak, write, read, and understand) 



during the course of the performance of their routine duties will receive a one (1) pay grade 



increase. Eligible employees will be required to pass a test established by the parties. 



 



ARTICLE 30 



PRESENT BENEFITS AND PAST PRACTICES 



 



It is mutually recognized by the parties that all present benefits and past practices in effect prior 



to this Agreement and not covered by in conflict with or superseded by this Agreement shall 



remain in full force and effect, unless and until changed in writing by mutual agreement of the 



parties. 



 



ARTICLE 31 



MISCELLANEOUS PROVISIONS 



 



Section 1. The following provisions regarding required licenses and/or certifications for 



Bargaining Unit positions shall be followed: 



 



A. The Employer will continue to provide information and programs designed to assist 



employees in obtaining and maintaining licenses and/or certifications required by their 



respective sub-departments for the performance of their duties. 



 



B. The Employer shall reimburse Bargaining Unit Employees for any license fees and/or State 



mandated continuing education costs they are required to pay for in order to maintain various 



licenses and/or certifications required by their job classification and/or their respective sub-



departments for the performance of their duties, except for standard Ohio Drivers license 



fees. 



 



C. Bargaining Unit Employees shall be notified, in writing, of any Commercial Drivers License 



(CDL) endorsements they are required to obtain and/or maintain for their job class.   



 



The Employer and the Union have agreed on the Commercial Drivers License level and 



endorsements required for each Bargaining Unit position that shall require any type of CDL, 



they are as follows: 



 



Public Property  Sub-Departments Job Class             Requirement 



 



Street Division 



Street               Working Crew Leader  Class A - Tanker - Air Brake 



Street               Motor Equipment Operator 3  Class A - Tanker - Air Brake 



Street    Motor Equipment Operator 2  Class B - Tanker - Air Brake 



Street    Motor Equipment Operator 1  Class B - Tanker - Air Brake 



Street     Utility Worker    Class B - Air Brake 
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Street     Laborer 2    Class B - Tanker - Air Brake 



Street      Paint Technician   Class B –Tanker - Air Brake 



 



Mechanical/Garage Division 



Mechanical/Garage Master Mechanic               Class B – Tanker – Air Brake 



Mechanical/Garage Lead Master Mechanic              Class A – Tanker – Air Brake  



 



Park and Recreation Division 



Parks & Recreation Working Crew Leader              Class A -Air Brake 



Parks & Recreation Motor Equipment Operator 3              Class A - Air Brake 



Parks & Recreation     Motor Equipment Operator 2              Class B - Air Brake 



Parks & Recreation Motor Equipment Operator 1              Class B - Air Brake 



Parks & Recreation Laborer 2                Class B - Air Brake 



Electrical Division      Electrical Inspector (state Class B – Air Brake certified) / 



                                   Traffic Signal Tech Coordinator  



Electrical Division      Traffic Signal Technician Crew  Leader        Class B – Air Brake  



Electrical Division      Traffic Signal Technician II                           Class B – Air Brake 



Electrical Division      Traffic Signal Technician I                            Class B – Air Brake 



 



Utilities Sub-Departments 



Water Distribution  Crew Leader    Class A - Air Brake 



Water Distribution  Line Mechanic   Class A - Air Brake 



Water Distribution  Utility Worker    Class B - Air Brake 



Water Distribution  Master Mechanic   Class A - Tanker - Air Brake 



Water Distribution  Journeyman Mechanic  Class A - Tanker - Air Brake 



Sewer Collection  Crew Leader    Class A - Tanker - Air Brake 



Sewer Collection  Sewer Repairman/Cleaner  Class A - Tanker - Air Brake 



Sewer Collection  Utility Worker    Class B - Tanker - Air Brake 



Water Pollution   Millwright A      Class B - Tanker - Air Brake 



Water Pollution   Millwright B    Class B - Tanker - Air Brake 



Water Pollution   Millwright Helper   Class B - Tanker - Air Brake 



Water Pollution  Millwright In Training  Class B - Tanker - Air Brake 



Water Pollution   Utility Worker    Class B - Tanker - Air Brake 



 



D. The Employer shall make arrangements for all Bargaining Unit Employees who must 



upgrade or obtain a CDL certification or endorsement(s), as a requirement for the job 



classifications as established herein, to be trained and tested once without cost to the 



Bargaining Unit Employee.  These arrangements shall include the use of a City vehicle and 



equipment if necessary. 



 



E. Any Bargaining Unit Employee who fails to maintain the proper CDL and/or endorsement 



shall be placed in the Laborer Grade 11 job classification in his home department for a period 



not to exceed two years provided he/she has been given the opportunity as provided for in 



sub-section (D) above.  If during this two-years, he obtains the proper CDL/ and/or his CDL 



is re-instated, he shall be returned to his/her previous job classification and pay grade.  An  



     employee whose CDL and/or endorsement permanently or for a period of two years or more   
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     shall become an incumbent in the Laborer Grade 11 Job Classification. 



 



F. The following CDL Upgrade Program is hereby agreed to: 



 



1. All bargaining Unit Employees shall have the opportunity to obtain and/or upgrade a 



CDL License and/or endorsement except for Hazardous Materials Endorsements which 



are not approved at this time. 



 



2. The City of Lorain shall reimburse Bargaining Unit Employees for the cost of training 



and costs of testing for their CDL up to the amount of Three Hundred Fifty dollars 



(350.00).  This reimbursement shall be made to the employee within 30 days that he turns 



in a receipt for the costs related to the CDL Training and Testing and only after the 



employee shows proof of passing the CDL test for the license or endorsement sought. 



 



3. Employees shall be responsible to arrange for any training or testing that they desire on 



their own.  This training and testing may be at any certified training or testing facility in 



the State of Ohio.  A copy of certified training and testing facilities shall be posted in 



each sub-department. 



 



4. All training and testing shall be on the employee’s own time except for those employee’s 



in the Water Distribution Sub-Department who are seeking an Air Brake Endorsement.  



Those employee’s in the Water Department Sub-Department seeking an Air Brake 



Endorsement may make arrangements for their training and testing to take place during 



working hours.  These arrangements shall be approved in advance with the 



Superintendent or Assistant Superintendent of Distribution. 



 



5. Any problem with this program shall be addressed by the Safety Service Director or his 



designee and the Local Union President or his designee.  Any changes to the program 



shall be agreed to in writing by authorized representatives of the parties.  



 



Section 2. Bargaining unit employees will  be allowed time off with pay, for purposes of 



taking required license examinations and/ or when attending required training programs and/or 



approved continuing education courses, seminars or classes that take place during his regularly 



scheduled hours. 



 



Section 3. The Employer will continue to provide uniforms without cost, or in lieu of 



providing uniforms without cost, the Employer shall pay a uniform allowance, to the employee 



to those employees who have been provided uniforms in past Collective Bargaining Agreements.  



Within ninety days of the execution date of this Agreement the parties shall meet for the purpose  



of reviewing the allocation of uniforms to bargaining unit members.  The parties shall be 



empowered to make any changes necessary for the equitable allocation of uniforms and/or 



uniform allowances for the various bargaining unit members.  These changes shall be reduced to 



writing and executed when reached. 



 



Section 4     The City shall reimburse Mechanics in the Garage and Parks & Recreation Sub-



Departments up to two hundred seventy-five dollars ($275.00) effective January 1, 2021 and 
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three hundred dollars ($300.00) per year effective January 1, 2022 for the purchase of tools.  



Employees will be required to furnish receipts as proof of purchase of the tools as provided 



herein.    The City shall allocate monies for, and implement a training program for Mechanics, to 



be determined by the Employer. 



 



CLOTHING ALLOWANCE - The parties agree that the City shall provide a clothing allowance 



of two hundred seventy-five dollars ($275.00) effective January 1, 2021 and three hundred 



dollars ($300.00) per year effective January 1, 2022 to all employees in this bargaining unit, 



payable on December 1st each year.  This allowance is in addition to any other allowances 



provided within the Agreement itself.  



  



Section 5. No contracting out language:  The City of Lorain recognizes the integrity of the 



work performed by the Bargaining Unit and agrees that no work shall be contracted out for the 



life of this Agreement unless and until the City enters into good faith collective bargaining with 



the Union as required by Ohio Law, except for contracting out of work that has customarily been 



contracted out.  The City shall provide copies of any bid specifications to the Union without cost, 



upon their request. 



 



Section 6. The City shall continue funding of the United Steelworkers Career Development 



Center in accordance with the Letter Agreement initiated in 1999.  If this program is terminated 



by any party prior to the expiration of this Agreement the parties shall meet to develop a 



successor program that shall have the same Employer contribution rate as the Career 



Development Center.  Such program shall be open to all Bargaining Unit Union Members under 



guidelines jointly established by the parties. 



 



Section 7. Redlining:  Notwithstanding any provision of this Agreement to the contrary, the 



"Redlining" of positions as negotiated in this or previous collective bargaining agreements shall 



have no effect on any Bargaining Unit member who was employed on or before January 1, 1995, 



with respect to lateral transfers to a new position, bumping/displacement and recall due to 



layoffs, temporary transfers or labor pool transfers.  Employees whose positions have been red-



lined shall continue to receive percent increases in their base rate of pay. 



 



Section 8. Bargaining Unit Members shall not be required to become residents of the City of 



Lorain.  



 



Section 9. The following appendixes and exhibits incorporated herein by reference shall be 



considered part of this Agreement:   



 



Within sixty (60) days of ratification, the Parties agree to meet for the purpose of updating or 



incorporating all of the MOUs and Appendices attached to the current CBA. 



 



Appendix 1:  Memorandum of Understanding – Personal Time – Black River Waste Water   



                       Treatment Plant (February 8, 2013)  



Appendix 2:   Side letter – Reorganization of Building Department – May 2001 



Appendix 3:   FMLA Intermittent Leave Use Form                      



Appendix 4: Schedule of Medical, Drug and Vision Coverage 
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Appendix 5:   Medical Savings Account 



Appendix 6:   Letter of Understanding – Water Purification Lab Schedule (September 3, 2015) 



Appendix 7: MOU – 12-Hour Shifts 



Appendix 8:   Memorandum of Understanding - Sixteen Hours of Work (September 16, 2104) 



Appendix 9:   Form – Application for Sick Leave 



 



The various letter agreements entered into and confirmed during the course of negotiations are 



hereby made part of this Agreement. 



 



Section 10. Ohio Revised Code 124.57 shall not apply to members of the bargaining unit 



except to the extent that bargaining unit members shall not be permitted to be a candidate for any 



elected municipal office of the City of Lorain. 



 



Section 11. The purpose of this section is to memorialize matters agreed to in past agreements 



and/ or the current agreement regarding the various Utilities sub-departments.  



 



A. The Water Meter Reader incentive program initiated in 1994 shall be extended for the life of 



the Collective Bargaining Agreement.  Any employee bidding on the Meter Reader position 



shall abide by the incentive program initiated in 1994. 



 



B. Notwithstanding any Article or section of the collective bargaining agreement any temporary 



replacement to the Meter Reader position shall be offered first to bargaining unit employees 



from the Utilities Department Office Division. 



 



C. All job descriptions in the various Utilities sub-departments were adopted after negotiations 



with the Union.  For the purpose of interpreting qualifications and the principles related 



thereto as outlined in said job descriptions:  the previously accepted explanation of the job 



description ordinance (The Yarger Report Ordinance) shall continue to be adhered to. 



 



D. Water Distribution Department second shift provisions. 



 



1. Management may, at its discretion, schedule one Distribution Crew consisting of one 



Crew Leader, one Line Mechanic and two Utility Workers on a rotating second shift 



schedule, Monday through Friday, from December through March, (16 weeks), each year 



beginning on or about the first week of December 1995. 



 



2. The hours of the second shift shall be from 3:00 p.m. until 11:00 p.m. 



 



3. The second shift rotation shall coincide with the Crew Leader who is on call that week. 



 



4. Deviations in this agreement shall be agreed to by mutual written agreement of the Local 



Union Grievance Committee and the Director of Utilities. 



 



5. The current Call-Out payment agreement shall be reduced to writing, signed by the 



parties and continue to remain in effect. 
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E. The twelve hour shift in place in the Water Purification sub-department, P Q M and the 



BRWWTP shall be continued for the life of the Collective Bargaining Agreement.  Any new 



employees bidding and awarded a job covered by the twelve hour shift agreement shall be 



required to abide by its terms and conditions.  (See, Appendix 7). 



 



F. The alternative working schedule in the Water Purification Department Lab shall be 



continued for the life of the Collective Bargaining Agreement.  Any new employees bidding 



and awarded a job in the Water Purification Lab shall be required to abide by its terms. (See 



Appendix 6). 



 



G. The Call Out Pay for bargaining unit employees in the Water Distribution, Street Department 



and Sewer Collections Department shall be reduced to writing and continue to remain in 



effect. 



 



H. Any bargaining unit employee performing duties operating the Sludge Press at the Water 



Pollution Control Plant shall be paid at a Grade 23 or his/her present pay grade whichever is 



greater. 



 



I. It is understood that the job classification series of Lab Technician, Operator and Millwright 



in the Water Purification and Water Pollution Control Divisions of the Utilities Department 



are “automatic progression” positions.  All bargaining unit employees shall begin at the “in 



training” level of these job classifications and advance through the series on an “automatic 



progression” basis by obtaining the appropriate EPA operational certificate(s) as outlined in 



the respective job descriptions.  The Union agrees to the changes in the job descriptions of 



these job classes as proposed by the Utilities Director in the June 15, 1998 memo to the 



Personnel administrator. 



 



J. Any bargaining unit employee classified as a Utility Worker in the Water Distribution 



Division shall be paid the pay grade of Meter Installer when assigned to work involving the 



installation of water meters. 



 



K. Notwithstanding the provisions of the above sub-section D, the parties agree that the Safety 



Service Director shall review the feasibility of eliminating the second shift in Water 



Distribution. The Safety Service Director shall inform the Union by October 1, 2001 of his 



decision.  If the second shift is to be continued the parties agree to change the provisions of 



rotation to be on a voluntary and/or seniority driven basis in accordance with Article 9, 



Section 21 of this Collective Bargaining Agreement.  



 



Section 12. It is mutually agreed to that all  incumbent bargaining unit members of the Public 



Property Department Cemetery Division sub-department shall continue to be assigned to work in 



their job classification at Elmwood Cemetery, so long as there is work at Elmwood Cemetery to 



be performed, as determined by management. 



 



Section 13. In order to be reclassified as a Laborer 2, a bargaining unit member must possess 



a valid Class B CDL with an air brake endorsement and have at least two years service in a 



bargaining unit job classification requiring a commercial drivers license or two (2) years as a 
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Laborer 1 or equivalent grade, except in the Cemetery Sub-Department where there shall be no 



CDL requirements. 



 



Section 14.    The purpose of this section is to memorialize past agreements with regard to the 



employment of seasonal employees to perform work normally performed by bargaining unit 



employees.  Those agreements are as follows: 



 



A. Seasonal employees shall have no seniority rights within the bargaining unit. 



 



B. Under no circumstances shall any seasonal employees be hired while there are bargaining 



unit members on layoff status. 



 



C. The Employer recognizes the integrity of the bargaining unit and the work it performs.  



Seasonal employees shall not be employed to the extent that they erode the integrity of the 



bargaining unit or infringe upon the rights of bargaining unit employees. 



 



Section 15.   The principles established in the January 30, 1992 Letter Agreement regarding 



Seasonal Parks and Recreation Programming, Letter Agreement #5 of the 1995-1997 Agreement 



shall continue to be recognized by the parties. 



 



Section 16.    The following agreement was made regarding “Relief Operators and Relief Lead 



Operators” in the Water Pollution Control Division of the Utilities Department: 



 



1. Designated relief persons may not work five consecutive days with two days off depending 



on the scheduling needs of the department. 



 



2. Designated relief persons shall be guaranteed a minimum of 40 hours per week. 



 



3. Designated relief persons shall not be required to work more than seven consecutive days 



over any two week period. 



 



4. The relief schedule may be changed with six (6) days prior notice. 



 



The parties agree that additional language to address the working conditions of Operators and 



Lead Operators in the Water Pollution Control Sub-Departments shall be negotiated at the sub-



departmental level within 90 days of the execution date of this agreement. 



 



ARTICLE 32 



SUBSTANCE ABUSE POLICY 



 



Section 1. Concerns.  The abusive use of drugs and alcohol is a major social problem in the 



United States that has permeated all aspects of American Society.  In addition to the personal and 



family tragedies inherent with substance abuse our economy and individual businesses suffer 



from lost productivity, quality and safety. 
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The parties recognize that substance abuse is symptomatic, but not necessarily inclusive thereof, 



of hopelessness, economic deprivation, peer pressure and an inability on the part of local, state 



and federal governments to eradicate abused substances from society.  Moreover, substances like 



tobacco and alcohol enjoy certain governmental protection and yet each cost the taxpayers 



billions of dollars each year.  Consistent with these positions the City of Lorain, Ohio and 



USWA Local Union No. 6621 feel a strong responsibility to our citizens, the general public, and 



employees to focus on the problems of substance abuse.  As the City of Lorain, Ohio and Local 



Union No. 6621 recognize the importance of maintaining public safety, operational efficiency 



and service, and when substance abuse threatens these objectives we must meet the challenge 



and correct it. 



 



Section 2. Objective.  This policy establishes the appropriate direction of substance abuse 



situations.  Alcoholism and drug abuse are recognized by the parties to be treatable conditions.  



Without detracting from the existing rights and obligations of the parties recognized in other 



provisions of this agreement, the City of Lorain, Ohio and Local Union No. 6621, (hereinafter 



the City and the Union, or collectively "the parties") agree to cooperate in encouraging 



employees affected by alcoholism and/or drug abuse to undergo a coordinated program directed 



to their rehabilitation at The Lakeland Institute or other mutually agreed to facility.  The costs 



associated with testing shall be borne by the Employer.  The costs associated with screening 



and/or assessment shall be borne by the Employer if covered under the Health program or if 



required by law. 



 



Section 3. Applicability. 



 



A. Employees. 



This policy as negotiated applies to the Members of USWA Local Union No. 6621 who are 



employees of the City of Lorain, Ohio. Government required CDL testing shall apply only to 



those Employees who are required to hold a CDL to perform their duties. 



 



B. Substances. 



Examples of substances generally considered to be substances subject to abuse are: 



1. marijuana metabolites 



2. amphetamines 



3. cocaine metabolites 



4. opiate metabolites 



5. phencyclidine 



6. alcohol 



 



Section 4. Policy 



 



THE ABUSE OF DRUGS AND ALCOHOL IS A MAJOR SOCIAL PROBLEM IN THE 



UNITED STATES.  THE CITY OF LORAIN, OHIO FEELS A STRONG RESPONSIBILITY 



TO ITS CITIZENS, EMPLOYEES AND THE GENERAL PUBLIC TO FOCUS ON THE 



SUBSTANCE ABUSE PROBLEM THE CITY OF LORAIN, OHIO WILL UTILIZE TESTING 



AS A MEANS OF DETECTING SUBSTANCE ABUSE IN THE WORKPLACE AND WILL 



CONTROL THIS SITUATION BY APPROPRIATE FOLLOW-UP ACTION AS OUTLINED 
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IN THIS POLICY.  ALCOHOL AND DRUG ABUSE WILL NOT BE TOLERATED IN THE 



WORKPLACE AND ITS PRESENCE MAY RESULT IN THE TERMINATION OF AN 



EMPLOYEE. 



 



Section 5. Prohibitions. 



 



A. The sale, possession, manufacturing, distribution, dispensation, use or purchase of illegal 



substances during working hours may subject an employee to immediate discharge from 



employment. 



 



B. No non-Union employee, Union employee or management, will be permitted to work under 



the influence of alcohol and/or a controlled substance, which induces an unsafe mental or 



physical state or which actually impairs the performance of work during employer work time.  



As used in this section, "under the influence" shall be defined as being in a condition where 



ones work performance is substantially impaired. 



 



Section 6. Voluntary request for assistance. 



 



Employees may voluntarily request assistance from the City in solving a substance abuse 



problem at any time prior to a test being administered without fear of suspension without pay 



and/or discharge. Such request should normally be directed to the Service Director in complete 



confidentiality. 



 



Leaves of absences to correct a substance abuse situation voluntarily identified will be granted in 



conjunction with request for assistance.  Such leaves will be consistent with Ohio law and the 



Federal Medical Leave Act and as outlined in other Sections of this Policy. 



 



Section 7. Guidelines for establishment of Employee Assistance Program (EAP): 



 



The parties have reached the following understanding with respect to general guidelines:   



 



A. An assessment of alcohol/drug abuse will be made by a trained professional at the Lakeland 



Institute or other agreed to facility.  



 



B. A joint City and Local Union No. 6621 Employee Assistance Program Committee shall be 



promptly established comprised of equal numbers of members designated by the employer 



and the president of the Local Union.  The parties will select a mutually agreed to impartial 



certified medical professional to break ties in recommendations and implementations.  The 



EAP committees in their implementation activities and ongoing evaluation shall regard the 



following: 



 



1. Review and recommend an appropriate supervisor/Local Union representative training 



program. 
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2. Review the testing procedures to assure that they include appropriate safeguards for 



privacy, confidentiality, chain of custody and that they meet local, state and federal 



guidelines, regulations and statutes. 



 



3. Ensure selection of NIDA certified laboratories to ensure accuracy and proficiency 



ratings. 



 



4. Perform other activities as agreed upon by the Local Union and the City of Lorain. 



 



C. No employee will be referred to assessment solely on the basis of anonymous or third party 



reports. 



 



D. The EAP committee will develop procedures for Union personnel to refer management 



personnel for assessment based on the provisions of this agreement.  Substance abuse makes 



no distinction between Union and Management.  It affects all. 



 



E. 1.  The City will not require employees to submit to random or blanket alcohol or drug 



screening except as required by Federal or State regulations/statutes and except as required 



in accordance with level 2 or level 3 OBWC regulations.  



 



      2.  Employees will be selected by a scientifically valid random process, and each employee 



will have an equal chance of being tested each time selections are made.  The number of 



employees selected for random testing will be in accordance with Level 2 or Level 3 



OBWC regulations. 



   



      3. This periodic testing without notice will not be implemented until 60 days after the 



execution of this Agreement or 60 days after it is implemented throughout the workforce 



on a city-wide basis, whichever is later. 



 



F. If an employee requests a test for drugs, any positive screening result must be confirmed by 



Gas Chromatography/Mass Spectrometry-(GC/MS) before they are reported back as positive.  



Tests will be determined positive in accordance with the levels set out in item X of this 



agreement.   



 



G. If an employee requests a Breathalyzer test for alcohol, it must be performed by a trained 



operator who has the authority to calibrate the Breathalyzer, on a properly calibrated machine 



and the person being tested shall have the option to have any positive result confirmed by 



blood test at the City’s expense. 



 



Section 8. Employee Testing. 



 



A. Pre-employment testing. 



 



1. Tests may be administered to all new hires.  The test(s) may be required of an applicant 



only after he/she has been offered a position. Employment with the City would be 



conditional upon the applicant receiving a negative alcohol and drug test result. 
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2. Exceptions may be made if the applicant has had an alcohol test administered in 



accordance with Federal regulations within the previous six (6) months and the City 



ensures that no prior employer of whom the City has knowledge has records indicating a 



violation of the alcohol use rules within the past six (6) months. 



 



3. An applicant may also be exempt from the pre-employment drug tests if he/she has 



participated in a drug testing program within thirty (30) days prior to the application for 



employment or has participated in a random drug testing program in the previous twelve 



(12) months, provided that the City has been able to make all verifications required by 



law. 



 



B. Reasonable Cause Testing. 



 



1. In cases in which an individual is observed acting in an abnormal manner and there exists 



a "reasonable cause to believe" that the individual is under the influence of controlled 



substances and/or alcohol, the City may require the person to go to a medical facility to 



provide urine specimens for laboratory testing.  A "reasonable cause to believe" 



observation should be made directly by a City supervisory employee and, if available, the 



Union Designee who have both been trained in these specifics. In any event, the trained 



City supervisory employee shall make the final determination as to whether or not there 



is reasonable cause to believe.  



 



2. An employee who is required to undergo "reasonable cause to believe" testing must be 



accompanied by a City representative and the Local Union Designee to the Local facility 



selected to perform the testing. In cases where the Union designee is not readily 



available, another trained Union designee shall be given one (1) hour from the time 



He/She is notified, to meet and accompany the Employee to the local facility selected to 



perform the testing.  



 



3. Alcohol tests will be authorized for "reasonable cause" only if the required observations 



are made during, just before or just after the period of the work day when the driver must 



comply with alcohol prohibitions.  An alcohol test must be performed by a qualified 



person who has the authority to calibrate, on a machine which has been properly 



calibrated and said calibration dates and time made observable to the person taking the 



test.  The test will not be given by the person making the reasonable cause determination 



to test. 



 



4. A supervisor who makes a finding of reasonable suspicion also must make a written 



record of his observations leading to a reasonable suspicion drug test within twenty-four 



(24) hours of the observed behavior.  The Union shall be issued a copy of the 



aforementioned data within twenty-four (24) hours of the occurrence.   



 



C. Reasonable Cause test procedure. 



 



1. "Reasonable cause to believe" tests shall consist of the laboratory analysis of urine 



specimens.  Such analysis must be made by a NIDA certified laboratory. 
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2. Urine specimens will be taken by authorized medical personnel. 



 



3. At the time the specimens are taken, the individuals to be tested shall be given a copy of 



the specimen collection procedures.  In addition, the individual must sign a consent form 



authorizing the testing and release of the test results to the Service Director and Union. 



Refusal to sign the consent form or to provide a specimen will subject the individual in 



question to disciplinary action up to and including discharge. In those cases where a 



sample is not obtainable after a reasonable waiting period (not to exceed two (2) hours) 



and having liquids provided for them, if the employee further refuses to comply  with a 



request for sample he/she may be subject to discipline up to and including discharge. 



 



4. The Urine specimen should then be collected in accordance with the procedure set forth 



in Appendix A.  The Urine sample shall then be placed in the transportation container. 



 



5. The transportation container and the stored sample container shall then be sealed in the 



individual's presence and initialed by the tested individual.  The containers should then be 



sent on that day or the next normal business day via air courier to a NIDA certified 



laboratory. 



 



D. Post-Accident Tests 



 



1. Alcohol and controlled substance tests will be conducted in the time limits imposed by the 



federal regulations for  commercial driver's license after an accident on any  driver who: 



 



a. Was performing safety-sensitive functions with respect to the vehicle if the accident 



involved loss of human life. 



 



b. Received a citation under state or local law for a moving traffic violation arising from the 



accident. 



 



2. No Employee involved in an accident may use alcohol for eight (8) hours after the accident 



or until after He/She undergoes a post-accident test, whichever comes first. 



 



3. If an alcohol test is not administered within two (2) hours or if a drug test is not administered 



within thirty-two (32) hours after the accident, no tests will be administered, and the City will 



prepare and maintain records explaining why the test was not conducted. 



 



4. Breath tests will validate only the alcohol test and cannot be used to fulfill controlled 



substance testing obligations.  Likewise, substance abuse testing can only indicate a presence 



of abused substances and not, immediate use. 



 



5. Before any driver operates a commercial motor vehicle, the City will provide him with post-



accident procedures that will make it possible to comply with post-accident testing 



requirements consistent with local, state and federal regulations or statutes. 
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6. The City shall conduct a post-accident drug/alcohol test for any employee where the 



following circumstances occur: 



 



a. A fatality of anyone involved in the accident; 



 



b. Bodily injury to the employee and/or another person that requires off-site medical 



attention; 



 



c. Any vehicular damage in apparent excess of $800.00; 



 



d. Non-vehicular damage in apparent excess of $800.00. 



 



E. Blanket/Random testing without notice. 



 



1. As referenced in Section 7.E. 



 



F. Return to duty tests. 



 



1. A drug or alcohol test will be conducted when an employee who has violated the City's drug 



or alcohol prohibition returns to work. 



 



2. Employees whose conduct involved alcohol may not return to work until the return to duty 



alcohol test produces a verified negative result. 



 



3. Employees whose conduct involved misuse of drugs may not return to work until the return 



to duty drug test produces a verified negative result. 



 



Section 9. Safety-sensitive functions. 



 



A. Those positions as defined by Federal Law and/or State statutes shall be deemed as "Safety 



Sensitive" for the purposes of this Policy.  In addition to any state or federal 



regulation/statute the parties will, by agreement, identify such functions as they deem safety-



sensitive.  Said list of agreed to, or regulation/statute required functions, will be posted for all 



employees to see.  The parties will sign-off on the list and the City will make available to the 



Local Union a list of all agreed to safety-sensitive functions that relate to this policy. 



 



Section 10. Scientific and Technical Requirements 



 



A. Laboratory Analysis Procedures 



 



1. Initial Test. 



 



b. The initial test shall use an immunoassay, which meets the requirements of the Food and 



Drug Administration for commercial distribution.  The following initial cutoff levels shall 



be used when screening specimens to determine whether they are negative for these five 



drugs or classes of drugs: 
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initial test level (NG/ml) 



marijuana metabolites   100 



cocaine metabolites   300 



opiate metabolites   300 



phencyclidine      25 



amphetamines   1000 



alcohol    (.04) 



 



2. Confirmatory Test Level. 



 



c. All specimens identified as positive on the initial test shall be confirmed using gas 



chromatography/ mass spectrometry-(GC/MS) techniques at the cutoff values listed in 



this paragraph for each drug.  All confirmations shall be by quantative analysis.  



Concentrations which exceed the linear region of the standard curve shall be documented 



in the laboratory record as "greater than highest curve value." 



confirmatory test level (NG/ml) 



marijuana metabolite   15 



cocaine metabolite  150 



opiates: morphine  300 



codeine   300 



phencyclidine    25 



amphetamine   500 



methamphetamine  500 



alcohol    (.04) 



 



1. 25 ng/ml if immunoassay specific for free morphine. 



2. Delta-9-tertrahydrocannabin0l-9-carboxylic acid. 



3. Benxoylecgonine. 



 



Section 11. Disciplinary Actions 



 



A. In addition to an employee’s rights under Article Eleven (11) of the Collective Bargaining 



Agreement, Disciplinary Procedure, the following shall apply: 



 



B. The City of Lorain, Ohio recognizes the serious consequences of a suspension/termination of 



an individual However, the exposure of fellow employees and/or the general public to injury 



or death by a substance abuser may warrant such action.  The City of Lorain, Ohio is acutely 



aware of its responsibility in this area.  Employees must also be mindful of their 



responsibility to approach the performance of their jobs free of drugs or alcohol. 



 



C. If an employee tests positive to the substance abuse test as outlined in this agreement, he/she 



will be given the opportunity to attend an accepted rehab program at the City's expense, if 



provided for by the City's Health coverage program, or by law.  If said rehab program is not 



covered by the Health program or by Law, the Employee may elect to bear the cost him/her 



self.  Rehabilitation must be completed to the satisfaction of the physician in charge of the 



program. 
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D. Medical leaves of absence at the agreed to rehab facility will be granted twice to Employees 



who fail substance abuse tests.  Such leaves shall be consistent with Ohio law and the Federal 



Medical Leave Act.  Employees shall be allowed to use any accrued paid leave such as sick 



or vacation time. 



 



E. After satisfactorily completing a prescribed period of rehabilitation, the employee will be put 



back to work following a negative drug test.  Said Employee may be tested up to six (6) 



times during the following twelve (12) months without notice. 



 



F. An employee who fails a return to duty test, except for an Employee predicated in "d" above, 



will be disciplined as follows: 



 



1. The Employee may, at the sole discretion of the Employer, receive up to a thirty (30) day 



suspension. 



2. If the Employee is placed into the inpatient care and He/She has accrued paid leave, 



he/she will be given the opportunity to use such leave. 



 



Section 12. Union notification of policy enforcement. 



 



The City of Lorain, Ohio, shall, on a quarterly basis, report in writing to the Local Union the 



total number of employees, both represented and non-represented, who have been tested and the 



reason for the test.  The report shall also specify the number of positive tests, the substance for 



which the test was positive and the action taken with respect to the employees.  The report shall 



not include individual names or identifiers. 



 



The City shall provide the Local Union with advance notice of any changes to the city's policy 



that will be required by federal, state or local regulations during the term of the applicable 



collective bargaining agreement.  If the city contemplates changes in the policy or the underlying 



testing procedures, including but not limited to changes in the levels that determine a positive 



result and the substances to be tested for, the city will notify the Union of such contemplated 



changes and will negotiate with the Union about any such changes, except as required by law. 



 



Section 13. Notification to affected employees. 



 



A. Each employee will receive educational materials that explain the requirements of the Code 



of Federal Regulations, Title 49, Part 382, together with a copy of the City's policy and 



regulations for meeting these requirements.  Representatives of employee organizations will 



be notified of the availability of this information.  The information will identify: 



 



1. The person designated by the City to answer employee questions about the materials 



 



2. Categories of employees who are subject to the drug and alcohol testing requirements. 



 



3. Sufficient information about the safety sensitive functions performed by employees to 



make clear for what period of the work day employee compliance is required. 



 











 



 



 



 



78 



 



4. Specific information concerning employee conduct that is prohibited. 



 



5. Circumstances under which an employee will be tested for drugs and/or alcohol. 



 



6. Procedures that will be used to test for the presence of drugs and alcohol, protect the 



employee and the integrity of the testing process, safeguard the validity of test results and 



insure that the test results are attributed to the correct employee. 



 



7. The requirement that an employee submit to drug and alcohol tests administered in 



accordance with federal regulations. 



 



8. An explanation of what constitutes a refusal to submit to a drug or alcohol test and the 



attendant consequences. 



 



9. Consequences for employees found to have violated the drug and alcohol prohibitions 



including the requirement that the employee be removed immediately from safety 



sensitive functions and the procedures for referral, evaluation and treatment. 



 



10. Consequences for employees found to have an alcohol concentration of 0.04, or as 



required by federal regulations. 



 



11. Information concerning the effects of drugs and alcohol on an individual's health, work 



and personal life; external and internal signs and symptoms of a drug or alcohol problem, 



and available methods of intervening when a drug or alcohol problem is suspected 



including confrontation, referral to an employee assistance program and/or referral to 



administrative officials. 



 



B. Each employee must sign a statement certifying that he has received a copy of the above 



materials.  A copy of the statement will be given to the employee and a copy entered into 



his/her service file. 



 



Section 14. Records. 



 



A. Employee drug and alcohol test results and records will be maintained under strict 



confidentiality and released only in accordance with law.  Upon written request, an employee 



will receive copies of any records pertaining to his use of drugs or alcohol, including any 



records pertaining to his drug or alcohol tests.  Records will be made available to a 



subsequent employer or other identified persons only as expressly requested in writing by the 



employee. 



 



Section 15. Reasonable Cause to Believe Test forms. 



 



A. All Bargaining Unit Employees will be required to sign a Reasonable Cause to Believe Test 



release form (Appendix B).  A copy of the signed form will be given to the Employee and a 



copy entered into his/her service file. 
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APPENDIX A 



 



Employee testing kits. 



 



A.  The contents of the employment testing kit shall be as follows: 



 



1.   Screw capped, self sealing, tamper resistant urine collection bottles. 



 



2.   Security seal for sealing and initialing the urine bottles. 



 



3.   Instructions for urine collection. 



 



4.  Chain of possession form, with space for listing prescribed medication and non prescribed 



medication. 



 



5.   Nylon reinforced shipping seal or sealing flaps for securing the exterior of the urine kit. 



 



B.  The chain of possession form in the urine collection kit shall be completed by the clinic 



personnel and returned to the kit before sealing the entire kit.  The exterior of the urine 



collection kit shall then be secured.  If possible have the individual tested initial the "nylon" 



seal for sealing flaps. 



 



C.  Shrink wrapped or similarly protected kits shall be used in all instances pertaining to A and B 



above.  Alternatively, the individual to be tested shall be given a choice of the available kits. 
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APPENDIX B 



 



THE CITY OF LORAIN, OHIO 



 



REASONABLE CAUSE TO BELIEVE TESTING 



(Instructions/Receipt/Release/Listing) 



 



NOTIFICATION OF TESTING: 



_________________________________ _____________________________________ 



Name of Employee (Print)          Date of Notification 



 



You are hereby notified that at such time as the Service Director of the City of Lorain, Ohio or 



his qualified designee has reasonable cause to believe that you are under the influence of or may 



be affected by the presence of alcohol and/or controlled substances while on the job at the City 



of Lorain, Ohio, you may be required to take an immediate no notice urine and/or Breathalyzer 



test for the purpose of determining the presence of alcohol and/or controlled substances.  If you 



are required to take the reasonable cause to believe no notice drug test, you must notify the 



testing lab of use of prescription and non-prescription medications prior to the administration of 



the test. 



 



INSTRUCTIONS FOR COLLECTION: 



 



(Hospital/Clinic Personnel) 



 



The urine specimen obtained in the course  of collection will be placed in a self-sealing, screw 



capped container and sealed, initialed by the employee and labeled (on the Chain of Possession 



form) without the urine container and kit leaving the employee's presence.  The employee has an 



obligation to identify the urine specimen will be sealed (and initialed by the employee) in the 



transportation container and sent via fastest available means to a NADA certified laboratory. 



 



 



 



 



RECEIPT: 



 



I have received a copy of the "Reasonable Cause to Believe Testing" form (Appendix B) which 



explains that I may be required to take a no notice drug test to determine the presence of alcohol 



and/or controlled substances. 



 



_______________________    ____________________________________ 



Date of Acknowledgment    Employee Signature 



 



_____________________________________ 



Name of Employee 
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ARTICLE 33 



SEVERABILITY 



 



Section 1. Should any change be made in applicable State or Federal Law, or should a court 



of recognized jurisdiction determine that a provision of this Agreement is illegal, then such 



provision would be automatically terminated and the remainder of the Agreement shall remain in 



full force and effect.  



 



Should the parties reach mutual agreement on an alternate provision(s), such agreement shall be 



reduced to writing and signed by both parties. 



 



ARTICLE 34 



DURATION OF AGREEMENT 



RE-OPENER CLAUSE PROVISIONS 



 



Section 1. This Agreement shall be effective as of the date of ratification and shall remain in 



full force and effect through December 31, 2022. 



 



Section 2. If either party desires to modify or amend this Agreement, except as provided in 



Section 3 of this Article, it shall give written notice of intent no earlier than one hundred twenty 



(120) calendar days nor later than ninety (90) calendar days prior to the expiration of this 



Agreement.  Such notice shall be by certified mail with return receipt to the certified 



representatives. 



 



Should the parties agree to amend or modify this Agreement at any time during the life of this 



agreement other than that provided above or in Section 3 of this Article, such amendments or 



modifications shall be reduced to writing and incorporated as part of this Agreement.  



Notwithstanding the above, nothing herein shall be construed as an obligation by either party to 



negotiate during the life of this agreement. 



 



Section 3. The parties may, by mutual agreement reopen negotiations at any time during the 



term of this agreement.  The parties may also, by mutual agreement, enter into various letter 



agreements or memorandums of understandings during the life of this agreement, in order to 



execute any mutually agreed upon changes or to mutually clarify the meaning of any provision 



of this agreement.  Said letter agreements or memorandum of understandings, if reached shall be 



signed by authorized representatives of the Employer and the Union and shall become part of 



this agreement under the terms so specified.  



 



Section 4. The parties acknowledge that during the negotiations which resulted in this 



Agreement, each had the unlimited right to make demands and proposals on any subject matter 



not removed by law from the area of collective bargaining, and that the understandings and 



agreement arrived by the parties after the exercise of that right and opportunity are set forth in 



this Agreement.  The provisions of this Agreement constitute the entire agreement between the 



Employer and the Union and all prior agreements, either oral or written are hereby canceled. 
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SIGNATURE PAGE 



 



This Agreement is made this ________ day of May, 2021 by and between the City of Lorain, 



Ohio, a municipality corporation and the United Steelworkers United Steel, Paper and 



Forestry, Rubber, Manufacturing, Energy, Allied-Industrial and Service Workers 



International Union, on behalf of Local 6621, hereinafter referred to as the "Union", or 



"Local 6621".  



For the City of Lorain, Ohio   For the USW 



 



            



Jack Bradley                Thomas M. Conway 



Mayor      International President 



 



 



            



Sanford Washington Jr.   John E. Shinn 



Safety/Service Director   International Secretary-Treasurer 



 



 



______________________________       



Rick Soto     David R. McCall 



Chief of Staff     Vice-President (Administration) 



 



 



______________________________       



Linda Rivera     Fred Redmond 



Human Resources    Vice-President (Human Affairs) 



 



 



            



      Donald E. Blatt 



      Director District 1 



 



 



            



      Christopher Martinez 



      USW Staff Representative 
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      USW District 1, Sub District 4 



      Local 6621 



 



 



            



      Jason Daniels 



      President 



 



 



            



      Jason Graves 



      Vice-President 



 



 



            



      Jessica Potter 



      Committeeperson 



 



 



            



      Juanita Torres 



      Committeeperson 
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APPENDIX 1 



 



MEMORANDUM OF UNDERSTANDING 



BETWEEN THE CITY OF LORAIN, OHIO AND 
UNITED STEELWORKERS ON BEHALF OF USW LOCAL 6621 



 
In accordance with the provisions of Article 34 of the Collective Bargaining Agreement, the following is 



hereby agreed to by the authorized representatives of the City of Lorain, Ohio and the United 



Steelworkers on behalf of Local 6621: 



 



Whereas, the Union and the City are parties to a Collective Bargaining Agreement; and 



 
Whereas, Article 23: Holidays, Section 5, sets forth and defines the reception and usage restrictions of 



two (2) personal days per calendar year; and 



 



Whereas, the parties to this memorandum desire to enter into an agreement to modify the terms of usage 



of those personal days; 



 



NOW, THEREFORE, the parties agree in this Memorandum of Understanding that personal time will not 



be honored during the last two (2) weeks in December. It is also understood and agreed that if there is any 



unused personal time, not exceeding eight (8) hours, that personal time will be converted to comp time to 



be taken within the next calendar year (within the limits and time constraints of the Collective Bargaining 



Agreement). 



 



This Memorandum of Understand shall pertain solely to the Black River Waste Water Treatment Plant 



and shall not be used for any other department or sub-department. 



 



This is a non-precedent setting Memorandum of Understanding between the City of Lorain, Ohio and 



United Steelworkers Local 6621. 



 



Agreed to this 8th, day of February, 2013. 



 



For the City:                          For the USW: 



 



            



Dan Given               Christopher Martinez 



Safety/Service Director    Staff Representative 



 



 



                                                                   



                                     Jason Daniels 



                                     Local 6621 President 
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APPENDIX 2 



 



 



LETTER AGREEMENT         May 2001 



 



Mr. Craig Miller, Safety Service Director      



Chief Negotiator - City of Lorain, Ohio 



 



RE: Reorganization of Building Department 



 



Dear Mr. Miller: 



 



This letter is to confirm the understanding and agreements reached during the course of 



negotiations of the Collective Bargaining Agreement between the Union and the city of Lorain 



regarding reorganization of Bargaining Unit employees of the City of Lorain Building 



Department.  In order to increase the efficiency and productivity of the department and in order 



to compensate bargaining unit employees for added training and work load requirements the 



following agreements were reached: in this regard: 



 



1.   Building, Plumbing, and Electrical Inspectors with interim State Certificates shall start at 



pay grade 25. 



 



2.  Upon obtaining full state certification in their respective fields the Inspectors listed above 



shall have their rate of pay increased to Grade 26.  



 



3.  Each current Inspector, namely Saul Plaza, Linda Fowler, Louis Czapp and Keith Waters, 



shall increase two (2) pay grades for each additional State Certification held in good 



standing, to a maximum of (2) two additional certificates and a maximum pay grade of 



Grade 30 for the following certifications:  Residential Building Inspector, Commercial 



building Inspector, Residential Plumbing Inspector, Commercial Plumbing Inspector, 



and/or Electrical Safety Inspector.  Each Inspector appointed after 6/1/2009 shall increase 



one (1) pay grade for each additional State certification held in good standing, to a 



maximum of (4) four additional certificates and a maximum pay grade of Grade 30 for 



the following certifications:  Residential Building Inspector, Commercial Building 



Inspector, Residential Plumbing Inspector, Commercial Plumbing Inspector, and/or 



Electrical Safety Inspector. (Item 3 as updated 6/3/2009). 



 



Confirmed by: 



 



 



Phillip Dore,      Mary Garza,  



Safety Service Director    President USWA 6621 
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APPENDIX 3 



 



REVISED FINAL COPY 1/19/99 



 



 



FMLA INTERMITTENT LEAVE USE 



 



PLEASE NOTE:  THIS FORM IS TO BE TURNED IN BY THE EMPLOYEE WITHIN 



FORTY-EIGHT (48) HOURS OF HIS/HER RETURN TO WORK.  FAILURE TO 



COMPLETE THIS FORM WILL RESULT IN NO-PAY FOR THE TIME MISSED. 



 



 



________________________________________________________________________ 



Name of Employee   Department    Date 



 



 



I, (employee name) ___________________________________, was absent for work 



 



on (date/dates or date and hours) _________________________________________ 



 



due to the condition on my FMLA application for (check which applies) 



 



_________ myself 



 



_________ my family member 



 



I hereby request payment as follows: 



 



_____________ HOURS SICK TIME 



 



_____________ HOURS VACATION TIME 



 



_____________ HOURS PERSONAL TIME 



 



_____________ HOURS NO PAY 



 



__________________________________________  __________________ 



Signature of Employee      Date 



 



 



Received by and copy provided to employee: 



 



____________________________________________  __________________ 



Supervisor or Designee      Date 
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APPENDIX 4 



Medical, Prescription Drug and Vision Coverage Schedule of Benefits 



*At least one Urgent Care Facility within 3 miles of City Limits will be In-Network 



 



 



 



         



Physician Office Service 



In Network/Out of Network 



In Network 



You are responsible for 



Out of Network 



The Plan Pays 



Office Visits for preventive Health Care 



 Including comprehensive physical exams 



(Including routine immunization and mammograms) 



 



$15.00 copay per visit 



 



$15.00 copay, then 70% of  



eligible expenses 



 



Pap smears and mammograms 



 



$15.00 copay per visit then 90% 



 



 



$15.00 copay, then 70% of  



eligible expenses 



 



Vision and Hearing exams 



 



$15.00 copay per visit then 100% 



 



 



Not covered 



 



Well baby/child care 



(including routine immunizations and injection) 



 



$15.00 copay per visit then 90% 



 



 



$15.00 copay, then 70% of  



eligible expenses 



 



Office Visits for injury or sickness, including routine 



Office visits (including x-rays and diagnostic testing in 



the office) 



 



$15.00 copay per visit then 90% 



 



 



$15.00 copay, then 70% of  



eligible expenses 



 



Surgical Services in office 



 



$15.00 copay per visit then 90% 



 



 



$15.00 copay, then 70% of  



eligible expenses 



 



Obstetrical office visits, pre and post natal 



 



$15.00 copay (initial visit) No 



copay thereafter for pregnancy   



 



 



$15.00 copay, then 70% of  



eligible expenses 



 



URGENT CARE FACILITY SEVICES* 



 



$15.00 copay per visit  



 



 



$15.00 copay, then 70%  
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INPATIENT HOSPITAL SERVICES                                                       IN NETWORK                                         OUT OF NETWORK 



 



 



Room and Board (semi-private room) 



 



80% 



 



Paid at 60% of eligible expenses 



 



Hospital services and supplies 



 



80% 



 



Paid at 60% of eligible expenses 



Physicians and surgeon services 80% Paid at 60% of eligible expenses 



 



Anesthesia 



 



80% 



 



Paid at 60% of eligible expenses 



 



  OUTPATIENT HOSPITAL SERVICES                                        IN NETWORK                                   OUT OF NETWORK 



 



 



All outpatient service and supplies 



(unless otherwise indicated) 



 



 



80% 



 



Paid at 60% of eligible expenses 



 



x-ray and diagnostic tests 



 



80% 



 



Paid at 60% of eligible expenses 



 



Physician and professional services 



 



80% 



 



Paid at 60% of eligible expenses 



 



         EMERGENCY HEALTH SERVICES                                 IN NETWORK                                            OUT NETWORK 



 



Emergency room services, in or out of area  (The plan must be 



notified within 24 hours or as soon as possible of emergency 



hospital admission) 



 



$100.00 Co-pay per visit (No co-pay if 



patient is admitted to hospital from 



emergency room) or if visit is result of 



injury caused by accident 



 



$100.00 Co-pay per visit (No co-pay if 



patient is admitted to hospital from 



emergency room) or if visit is result of 



injury caused by accident 



PPO NETWORK COMPREHENSIVE MAJOR MEDICAL 



SCHEDULE OF BENEFITS 



 



Benefits Period 



 



 



Calendar Year 



 



PPO Network Benefit Period Deductible 



 



$300 single/ $600 family 
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Non-PPO Network Benefit Period Deductible $300 single/ $600 family 



 



Blood Deductible 



 



2 pints 



 



Dependent Age Limit 



 



The 26th  birthday. 



Coinsurance Limit (Excluding Deductible and Copay) $1,500 single / $3,000 family 



 



Non-PPO Network Coinsurance Limit  



 



 $3,000 single / $6,000 family (Excluding Deductible and Copay) 



 



Any amounts applied to your Coinsurance Limit will also apply to your Non-PPO Network Coinsurance Limit. Any amounts applied to your 



Non-PPO Network Coinsurance Limit will also be applied to your Coinsurance Limit.  Non-PPO Network Deductible and Coinsurance will apply 



to all Non-Network Provides. 



 



Any Excess Charges you pay for claims will not accumulate towards the Coinsurance Limits or toward the Non-PPO Network coinsurance 



Limits. 



 



The following Covered Service is not subject to the Benefit Period Deductible or Coinsurance provisions: 



Ambulance Services 



 



The following Covered Service is not subject to the Benefit Period Deductible or Coinsurance provision but is subject to a $100.00 medical and 



non-medical emergency co-payment: 



Emergency room visits (co-payment waived if admitted or result of accident and resulting in injury) 



 



The following Covered Services are not subject to the Benefit Period Deductible or Coinsurance provisions when received from PPO Network 



Provider but are subject to a $15 Co-pay: 



 



Medically Necessary office visits 



Routine physical exams 



Second Surgical Opinion services 



Well child care exams 



 



It is important that you understand how MMO calculates your responsibilities under this Benefits  



Book. Please consult the “HOW CLAIMS ARE PAID” section for necessary information. 



To receive maximum benefits you must use PPO Network Providers. PPO Network Providers may change. MMO will tell you 60 days before a 



PPO Network Hospital becomes Non-PPO Network. Participating Providers: The Claims Administrator may have contracts n place with Non-
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Network Providers who have agreed to accept the Claims Administrator’s reimbursement levels and will not balance bill the Participant for 



covered charges. City of Lorain has elected to exempt the Plan (or self-funded portion) from all of the above requirements. 



 



Due to the Plan being governed by a collective bargaining agreement, the exception from the Federal requirements will be on effect for three 



years for the Plan year beginning February 1, 2002 and may be renewed for subsequent Plan years. (Please note the HPPAA form located in the 



General Provisions Section). 



  



BENEFIT PERIOD MAXIMUMS PER COVERED PERSON 



 



 



Health Supervision services received from a PPO  



Network Provided 



 



$500 each calendar year to age 9 



 



Child Health Supervision Services received from a Non- 



PPO Network Provider 



 



$500 up to 1 year or age; $150 each calendar year to age 9 



 



Home Health Care Services 



 



180 days 



 



Inpatient Mental Health Care Services received from a  



Network Provider 



 



 365 days: First 30 days, you pay 10% of the Lesser Amount 



 – Next 60 days, you pay 20% of the Lesser Amount –  



Remaining 275 days, you pay 50% of the Lesser Amount 



 



Inpatient Mental Health Care Services received from a  



Non-Network Provider 



 



$4000 



 



Inpatient Drug Abuse and Alcohol Services received  



from a PPO Network Provider 



 



15 days 



 



Inpatient Drug Abuse and Alcohol Services received  



from a Non-PPO Network Provider 



 



$550 



 



Inpatient Physical Rehabilitation Services  



 



45 days 



 



Outpatient Mental Health Care, Drug Abuse and Alcohol Services received  



from a PPO Network Provider  



 



180 visits 
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Outpatient Mental Health Care, Drug Abuse and Alcohol Services received  



from a Non-PPO Network Provider 



 



$550 



 



Routine Mammogram Service 



 



1 mammogram limited to $85 



 



Routine Physical Exams 



 



2 exams 



 



Routine PAP Test 



 



1 test 



Routine CBC, SMA-12, urinalysis, chest x-ray and EKG 1 of each test 



 



Skilled Nursing Facility Services 



 



180 day 



MAXIMUM BENEFITS PAYABLE PER LIFETIME PER COVERED PERSON 



 



 



For all Covered Services 



 



$1,500,000 



 



For Hospice services 



 



180 days 



COINSURANCE PAYMENTS-CONTRACTING PROVIDERS 



 



 



TYPE Of SERVICE 



 



For covered  



Services received  



from a PPO  



Network Provider 



 



For Covered Services received 



from a Non PPO Network 



Provider 



 



For Covered Services received 



from a Non PPO Network 



Provider 



   



Before your Non-PPO 



Network Coinsurance Limit 



has been reached 



 



After your Non-PPO Network 



Coinsurance Limit has been 



reached 



   



YOU PAY THE 



FOLLOWING BEFORE 



YOUR COINSURANCE 



LIMIT HAS BEEN 



REACHED 



 



YOU PAY THE 



FOLLOWING BEFORE 



YOUR COINSURANCE 



LIMIT HAS BEEN 



REACHED 
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Allergy injections, Allergy 



test, Durable Medical 



Equipment, Extractions (bony 



impactions) Oral Accident, 



Outpatient Blood Typing and 



Administration, Outpatient 



Professional Speech Therapy, 



blood, Private Duty Nursing, 



Outpatient Mental Health, 



Drug and Alcohol 



 



 



 



 



 



 



 



 



10% of 



lesser Amount 



 



 



 



 



 



 



 



 



10% of 



lesser Amount 



 



 



 



 



 



 



 



 



 



DOES NOT APPY 



 



ALL OTHER COVERED  



SERVICES 



 



10% of 



lesser Amount 



 



10% of 



lesser Amount 



 



 



DOES NOT APPY 



 



After your Coinsurance Limit has been reached 



 



 



Allergy injections, Allergy 



test, Durable Medical 



Equipment, Extractions (bony 



impactions) Oral Accident, 



Outpatient Blood Typing and 



Administration, Outpatient 



Professional Speech Therapy, 



blood, Private Duty Nursing, 



Outpatient Mental Health, 



Drug and Alcohol 



 



 



 



 



 



 



 



 



0% of lesser 



Amount 



 



 



 



 



 



 



 



 



0% of 



lesser Amount 



 



 



 



 



 



 



 



 



 



DOES NOT APPY 



 



ALL OTHER COVERED 



SERVICES 



 



0% of lesser  



Amount 



 



0% of lesser  



Amount 



 



 



DOES NOT APPY 



 



  



AFTER YOUR COINSURANCE LIMIT HAS BEEN REACHED 
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Allergy injections, Allergy test, Durable 



Medical Equipment, Extractions (bony 



impactions) Oral Accident, Outpatient 



Blood Typing and Administration, 



Outpatient Professional Speech Therapy, 



blood, Private Duty Nursing, Outpatient 



Mental Health, Drug and Alcohol 



 



 



 



 



 



 



0% of Covered Charges 



 



 



 



 



 



0% of Covered Charges 



ALL OTHER COVERED  



SERVICES 



0% of Covered Charges 0% of Covered Charges 



 



Prescription Drug 



 



Reminder:  With your card or through Mail Order, if there is a generic cost, for those prescriptions that exceed three (3) thirty (30) day supplies, 



they may be purchased through the Mail Order Maintenance Drug Program.  Notify your Physician of this before he writes your prescription.  



See the attached Prescription Drug Schedule of Benefits for information. 



 



Prescription Drug Schedule of Benefits 



 



Covered Drugs: 



 



A. Federal Legend Drugs (excluding injectables unless specifically included or approved by the Plan Administrator on a case-by-
case basis. 



B. State Restricted Drugs 



C. Compound Medications 
D. Insulin 



E. Insulin Needles and Syringes on Prescription only 



F. Injectables bee sting kits 
G. Imitrex 



H. Generic Pre-natal vitamins 



I. Insulin Glucose monitoring materials   



The following drugs are excluded (unless specifically covered above): 



 
A. Contraceptives, diaphragms, contraceptive jellies and ointments, foams, or devices regardless of intended use. 



B. Fertility Drugs 



C. Investigational or experimental drugs 
D. Non-Federal Legend Drugs 



E. Therapeutic Devices or appliances 



F. Medication for which the cost is recoverable under any Workers’ Compensation or Occupational Disease Law or any State or 
Governmental Agency, or medication furnished by any other Drug or Medical Services for which no charge is made to a 



member. 



G. Injectables 
H. Growth Hormone drugs 



I. Smoking cessation patches or medication in excess of one treatment, not to exceed 12 weeks. 



J. Veterinary medications 
K. Weight loss drugs 



L. Immunization agents, sera and blood components 
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M. Any product for cosmetic purposes (e.g., Retin A, if over the age of 23) regardless of intended use. 



N. Any drugs not used for acute care or maintenance of a medical condition. 
O. Vitamins, excluding pre-natal generic 



P. Drugs available without a prescription 



 



Some of the above exclusions may be approved after reviewed by the Plan on a case by case basis.  The final decision regarding covered, 



excluded, formulary or preferred, and non-formulary or non-preferred rests with the Plan. 



 



**Physician Exception:  If the prescribing physician writes a letter to the Plan Administrator/Plan Sponsor outlining the clinical need for 



the member to be prescribed the brand name drug versus the generic drug, the Plan Administrator will send this letter to the Claims 



Administrator for a clinical evaluation.  If, upon reviewing the Claim Administrator’s evaluation, the Plan Administrator concurs with the 



prescribing physician’s request, this member may submit Pharmacy receipts, for that drug, for reimbursement, less the $5.00 brand co-pay 



to the Claims Administrator. 



Pharmacy/Dispensing Limit: 



 



Up to a 30 day supply with two refills.  After the 3 month card supply, the prescription is considered to be a Maintenance drug and future 



prescriptions are to be filled under the Mail Order Plan.  Mail Order/Dispensing Limit:  Minimum 90 day supply.  Prescriptions must be 



renewed at least once every 12 months. 



 



Co-pay Costs:  Pharmacy: 



 



A. Generic drugs - $10.00 Co-pay 
B. Brand drug Formulary or Preferred with no generic equivalent - $25.00 co-pay 



C. Brand drug Non-formulary or Non-preferred  - $40.00 



D. Brand drug with a Generic equivalent, the member pays the cost difference between the Brand and 
the Generic or the designated co-payment whichever is greater.  If dispensed as written, then 



designated co-pay applies. 



Mail Order: 



A. Generic drugs - $20.00 co-pay – 90 day supply 



B. Brand drugs Formulary or Preferred with no generic equivalent - $50.00 – 90 day supply 



C. Brand drugs Non-Formulary or Non-Preferred – $80.00 - 90 day supply 



D. Brand drug with a Generic equivalent, the member pays the cost difference between the Brand and 
the Generic or the designated co-payment whichever is greater.  If dispensed as written, then 



designated co-pay applies. 



Note:  If the cost of the prescription is less than the co-payment, then the employee pays the cost of the prescription. 



VISION SERVICE PLAN 



Available Every 12 months 



 



VISION CARE MATERIALS 



 



VSP 



MEMBER DOCTOR BENEFITS 



 



NON-MEMBER DOCTOR 



BENEFITS 



(co-pay apply to charges) 



 



LENSES / SERVICE 
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Single Vision 



 



Covered In Full 



 after $25.00 Co-pay 



 



Up to $25.00 



 



Bifocal 



 



Covered In Full 



 after $25.00 Co-pay 



 



Up to $40.00 



 



Trifocal 



 



Covered In Full 



 after $25.00 Co-pay 



 



Up to $55.00 



 



 



Lenticular 



Covered In Full 



 after $25.00 Co-pay 



 



Up to $80.00 



 



Contact Lenses (In place of spectacle 



lenses and frames) 



 



If medically necessary covered in full 



after $25.00 co-pay – If elected $105.00 



 



$205 – Medically necessary  



$105 – elected 



 



Examination for glasses 



 



Covered in Full 



 after $10.00 Co-pay 



 



Up to $35.00 



 



Examination for contact lenses 



 



Covered in Full 



 after $10.00 Co-pay (excluding 



evaluation and fitting charge) 



 



Up to $35.00 



 



VISION SERVICE PLAN 



Available Every 24 months 



 



VISION CARE MATERIALS MEMBER DOCTOR NON-MEMBER BENEFIT 



 



FRAMES* 



 



Covered in Full up to Plan 



Allowance after $25.00 Co-pay  



 



Up to $35.00 



 



*There is only one $25.00 co-payment for lenses and frames.  Within plan limitations.  If you select a frame that costs more than your plan 



allowance, there will be an additional charge you will pay out-of-pocket.  When you visit the VSP member doctor ask him/her which frames are 



covered in full.  The allowance designated by City of Lorain covers the majority of frames on the market and ensures a good choice. 



Lenses and frames include such professional services as are necessary, which shall include: 
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1. Prescribing and ordering proper lenses; 



2. Assisting in the selection of frames; 
3. Verifying the accuracy of finished lenses; 



4. Proper fitting and adjustment of frames; 



5. Subsequent adjustments to frames to maintain comfort and efficiency; 
6. Progress or follow-up work as necessary. 



Lens Options:  The plan is designed to cover your visual needs rather than elective materials.  There will be extra costs involved if you select 



materials or services which are elective in nature, such as blended or progressive lenses, special edging, special lens materials, oversize lenses, 



tints and coatings. 



 



VISION SERVICE PLAN GUIDELINES 



Plan Discounts:  Patient may now obtain additional pairs of prescription glasses at a 20% discount off usual and customary charges.  In addition, 



the plan now offers a 15% discount on contact lens professional services.  These discounts are available for 12 months following the patient’s last 



covered eye examination from the VSP member doctor who provided the examination. 



 



How to use the plan: 



To obtain vision care benefits once you are a member, you must first call your VSP member doctor and identify yourself as a VSP member.  The 



VSP member doctor will schedule your appointment and contact VSP to verify your eligibility and plan coverage.  The doctor will obtain 



authorization for services and materials. 



 



OPTION I: If you choose to see a VSP Doctor: 



 



Step 1 -   Choose a doctor from the list of VSP member doctors and make an appointment for an exam. 



Step 2 – The VSP member doctor will contact VSP to verify eligibility and obtain authorization for services and materials.  



The VSP member doctor will explain any additional charges and have you sign the benefit form and pay any applicable co-



payment. 



 



Step 3 – The VSP member doctor will take care of all paperwork for payment.  VSP will pay the doctor for the services 



received according to VSP’s Agreement with the doctor. 



OPTION II: If you choose to see an Optometrist, Ophthalmologist, or Dispensing Optician who is not a VSP Member Doctor: 



Step 1 – Make an appointment and receive the necessary services from the provider.  Pay the doctor his/her full fee and 



obtain an itemized receipt, which must contain the following information: 



 



a) Patients name 



b) Date services began 
c) The services and materials received 



d) The type of lenses you received (single vision, bifocal, trifocal, etc.) 



e) The employees social security number 



Step 2 – Mail the receipt and the above information to: 



VISION SERVICE PLAN 



P.O. BOX 2487 
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Columbus, Ohio  43216-2487 



Step 3 – You will then be reimbursed directly according to the Non-Member Doctor Reimbursement Schedule. 



OPTION III: If you choose to see a Non-Member Doctor for an examination and have a VSP Member Doctor fill your prescription: 



 



  Step 1 – After receiving an examination from the doctor, pay the doctor his/her exam fee.  Obtain a receipt for 



the exam and the prescription for your lenses.  Send the top copy of the benefits form along with your exam receipt to VSP.  



You will be paid directly according to the Non-Member Doctor Reimbursement Schedule for your exam. 



 



  Step 2 – The VSP member doctor will verify eligibility and plan coverage.  Take your prescription on your first 



visit. 



 



Step 3 – The VSP member doctor will fit you with your new glasses/contacts and take care of any further paperwork.  The 



VSP member doctor will be paid by VSP for dispensing your glasses/contacts according to VSP’s Agreement with the 



doctor. 
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APPENDIX 5 



 



FLEXIBLE SPENDING/ MEDICAL REIMBURSEMENT ACCOUNT 



 



The Plan will offer the following: 



 



A. The Plan Participants may voluntarily elect to contribute up to The maximum allowed 



under IRS regulations per year of their own dollars, to the Cafeteria Plan on a pre-tax 



basis. 



 



a. These contributions would be under the "Use it or Lose it" rule. 



 



b. The Participants may, under the rules of a Section 125, Cafeteria Plan, voluntarily 



 elect to allocate their credits to the following. 



 



(i) A medical reimbursement account (the same qualified reimbursements as 2000) 



 



(ii) A child care account (qualified baby sitters, Little Rascals, Kindercare, etc.) 



 



(iii) The following optional insurance coverages, or their equivalent: 



 



Colonial/Unum off the job long-term disability 



Colonial/Unum off the job accident coverage 



Colonial/Unum Catastrophic Illness coverage 



Term Life Insurance (within the amounts allowable by IRS Code) 



 



B. Employees may also elect the after-tax Whole Life or Universal Life and approved 



AFLAC options. 



 



C. Any unused funds that are remaining at the end of a Plan year will revert back to the City 



of Lorain.  The Section 125 Cafeteria Plan is under a "use it or lose it" rule of the IRS 



Codes. 



 



D. New Employees will not be eligible to participate in the Cafeteria Plan until the month 



following their first full month of employment.  
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APPENDIX 6 



 



In accordance with the provision of Article 35 of the Collective Bargaining Agreement, the 



following is hereby agreed to by the authorized representative of the City of Lorain, Ohio, and 



the United Steelworkers on behalf of Local 6621. 



 



Whereas, the Union and the City are parties to a Collective Bargaining Agreement; and 



 



Whereas, Appendix 9 (Letter of Agreement, Article 31, Section 11(F), sets forth the modified 



work week for affected bargaining unit personnel within the Water Purification Lab; 



 



Whereas, Appendix 3 sets forth an agreement for the purpose of clarification regarding 



compensation received during the modified work schedule: 



 



 The parties hereby agree to delete Appendix 3 and replace Appendix 9 with the following:  



 



Appendix 6 – amended 



 



LETTER OF AGREEMENT, Article 31, Section 11 (F) 



 



Pursuant to the Collective Bargaining Agreement, Article XIV, Section 1 (C), the modified work 



week for the two affected bargaining unit personnel in the Water Purification Lab shall be as 



follows: 



     M T W R F Sa S 



 



Week A-(Wet Chemistry)  8 8 8 8 8 off  off 



Week B-(Bacteria)   8 8 8 8 4  2  2 



 



Miscellaneous Provisions: 



 



A. Weekends off shall be alternated except as modified to cover any vacation periods or 



other time off. 



B. When one employee is sick, on vacation or other time off, the remaining employee shall 



have the option to work a full 8 hour day on the Friday in Week B. 



C. Working hours shall be from 7:30 a.m. to 3:30 p.m. except as broken for the one hour 



paid lunch period which shall be from 11:30 a.m. until 12:30 p.m. daily.  When leaving 



the plant for the paid lunch period, employees shall clock out/in. 



D. On Friday in work week B, the employee scheduled to work the weekend may clock out 



at 11:00 a.m. without loss of any kind.   



E. Each scheduled two (2) hour day will be paid as per Article 14, Section 11, with the 



employee required to work a minimum of two hours. If a holiday falls on a Friday in 



week B, there is no change to the schedule. The employee who was scheduled 4 hours 
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will be paid 8 hours holiday pay, and Saturday and Sunday will be paid as per Article 14, 



Section 11. The Employee working the holiday shall be determined based on Article 14, 



Section 10. In addition, the employee working the holiday shall work a minimum of two 



hours and will be paid per Article 23, Section 4. For clarification pay shall be recorded as 



follows: 



  



Week B will be paid as follows except when Friday is a holiday:    



8 8 8 8 4  2.67  2.67 



REG   RED    REG    REG    REG      OT      OT 



 



When Friday is a holiday: 



8 8 8 8 8  2.67  2.67 



REG   RED    REG    REG    REG      OT      OT 



For individuals working the holiday, the payroll will show 8 REG (for the holiday) and 4 



OT for up to the first 4 hours worked. 



 



F. In the interest of equalization of overtime and in consideration of holidays, the work 



schedule shall be alternated annually. 



G. After hours call-outs shall be alternated, as per Article 14, Section 10 of the Collective 



Bargaining Agreement.  



H. All other provisions of the Collective Bargaining Agreement shall remain in full force 



and effect. 



I. Management may, at any time during the life of the Collective Bargaining Agreement, 



change the schedule to conform to Article XIV, Section 1 (A&B). 



 



For the City                                                                   For the Union 



 



____________________________   ____________________________ 



        



Date ________________________   Date ________________________ 
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APPENDIX 7 



MEMORANDUM OF AGREEMENT 



 



For the purpose of establishing a twelve (12) hour shift for the affected Operational Lead 



Operators and Operators assigned to the Water Purification, P Q M and Black River Wastewater 



Treatment Plants, pursuant to the C.B.A., Article XIV, Section 1(D), the following Alternate 



Working Hours schedule and modification of overtime compensation for the affected bargaining 



unit employees have been developed and will be implemented in accordance with this 



Memorandum of Agreement. 



 



l. The attached Alternative Shift Agreement shall be effective on the execution date of this 



contract and shall continue in full force and effect unless changed in accordance with 



Article XIV, Section 1C. 



 



ll. All parties are in agreement that all Articles and Sections of the current C.B.A. not 



specifically modified herein shall remain in full force and effect. 



 



lll. For the purposes of implementing and maintaining this Alterative Working Hours 



Schedule, the parties do hereby agree to the following changes in the C.B.A., ARTICLE 



XIV.  



 



Article XIV, Section 1A. The normal workday shall be eight (8) hours on Monday and 



twelve (12) hours on any other day in the workweek.  



 



Every effort will be made to allow employees to leave the plant to pick up lunch during their 



shift. Employees may be permitted to leave at other times with prior approval from the 



superintendent.   In the event of an emergency situation at a plant or that the flow is 25MGD 



or more at the BRWWTP, operations personnel will not be permitted to leave the plant.  



 



Section 1B.  A twelve (12) hour employees’ work schedule shall consist of alternating weeks 



of thirty-six (36) and forty-four (44) hours.  An employee shall be paid overtime for all hours 



worked in excess of twelve (12) in any day or forty (40) in any week.   



 



(1) An employees’ workday shall not be scheduled for less than eight (8) hours. 



 



Section 1C. The work schedule for the Relief Lead Operator and Relief Operator will be 



Monday at 3:00P.M. until 11:00 P.M. and Tuesday thru Friday from 7:00 A.M. until 3:00 



P.M.  When working a “normal” relief schedule, an employee will have the option of either 



two (2) hours comp time or two (2) hours paid at straight time when there is less than sixteen 



(16) hours off between the shift ending at 11:00P.M. Monday and beginning at 7:00 A.M. 



Tuesday. By default, two (2) hours comp time will be recorded. If the employee desires to 



receive two (2) hours paid at straight time instead, they must notify the superintendent by 



7:00 A.M. on Monday.  
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When working in place of other Lead Operators and/or Operators on sick leave or vacation, 



they shall be paid overtime for having less than sixteen (16) hours off between shifts. If the 



Relief Lead Operator and/or Relief Operator are called out during the week to cover sick 



time, they shall be permitted to finish out the previously posted schedule for the payroll 



week. 



 



(1) For Relief Lead Operator and/or Relief Operator, Article XIV, Section 11 will not apply. 



 



(2) For the Relief Lead Operator and Relief Operator, the workweek begins at 12:01 am 



Sunday and ends at 11:59 pm Saturday.  



 



(3) As much as possible, the Relief Operators will cover shifts first, on an equal basis 



between the Relief Lead Operator for Lead Operators and the Relief Operator for Operators.  



Thereafter, Relief personnel may be scheduled to cover any shift necessary, provided they 



possess the required license and experience as per the current C.B.A. 



 



(4) Relief Lead Operators and Relief Operators shall not be scheduled for less than forty (40) 



hours in a workweek. 



 



Section 1D. When working twelve (12) hour shifts (7 P.M. to 7 A.M.), an employee shall 



receive shift differential in the amount of seventy ($.70) cents per hour.  When an employee 



is working the eight (8) hour shifts, Article XXV, Section 1, shall apply.  



 



Section 2.  Overtime at the rate of one and one-half times (1½) the regular rate of pay shall 



be paid all Lead Operators and Operators for: 



 



1. Hours worked in excess of forty (40) hours in a payroll week. 



2. Hours worked in excess of eight (8) hours on a Monday. 



3. Hours worked in excess of twelve (12) hours on any other day. 



4. Hours worked in excess of the “normal” twelve (12) hour schedule. 



5. There shall be no overtime if there are eight (8) or more hours between shifts, 



provided conditions in Section 2; 1, 2, 3, and 4, have not been met. 



6. Hours worked on the seventh (7th) consecutive day, provided the days are 



worked within a two (2) week pay period and the employee has not 



substituted any paid time off as time worked during the seven (7) consecutive 



days.  



7. Once any of the above conditions have been met, overtime shall be at time 



and one half (1 ½) for hours worked, not “call out” pay. 



 



A. Hours worked on a holiday shall be paid in accordance with Article 23 Holidays 



Section 4. 



 



B. Employees on twelve (12) hour shifts who are not scheduled to work on the 



holidays are to be paid twelve (12) hours for the holiday at their regular straight 



time base rate of pay, provided said employees work their regular scheduled day 



before and scheduled day after said holiday, unless an employee is sick, or is in the 
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hospital with a verification of same by a personal physician, he is on vacation 



leave, there is a death in his immediate family as defined in Article 22, or the 



employee has a justifiable excuse from his department head, provided however 



that an employee must be in active pay status during the week of the holiday in 



order to be eligible for holiday pay.  If a bargaining unit employee’s work schedule 



is other than Monday through Friday, the employee shall be entitled to holiday pay 



for holidays observed on the employee’s day off regardless of the day of the week 



on which they are observed. 



 



C. Employees on twelve (12) hour shifts who have completed six (6) or more months 



of continuous service with the City shall be entitled to two (2) twelve (12) hour 



paid days during the calendar year for personal business, provided that day shall 



not be taken on the day before or the day following a holiday as designated in 



Section 1 of Article 23.  Employees shall make every effort to schedule personal 



days off as far in advance as possible.  An employee's request for a personal day 



shall not be unreasonably denied. 



 



Section 3. The payroll week shall consist of seven (7) consecutive days beginning at 7 A.M. 



Sunday for Lead Operators and Operators working twelve (12) hours shifts. 



 



Section 4. The workday is the twenty-four (24) hour period beginning at 7 A.M.  The eight (8) 



hour shift begins on Monday at 7 A.M. 



 



Section 5. Current C.B.A.  



(1)  Employees not required to work on a holiday shall receive eight (8) hours pay at their regular 



rate of pay. 



 



(2). The Holiday for twelve (12) hour Operations begins at 7 A.M. of the calendar day and 



continues until 7 A.M. the following day. 



 



(3). Employees required to work on a holiday shall be paid time and one half (1 ½) the regular 



rate of pay, for all hours worked in addition to holiday pay. 



 



Section 6. and 7.  Current C.B.A.,  



 



Section 8. All schedules in continuous operation sub-departments shall be posted for all 



employees to see at least three weeks in advance. As per Article 31, Section 18, 4, the relief 



schedule may be changed with six (6) days prior notice.  



 



A current relief operator will be offered a onetime option of opting out of the relief operator 



position. An employee shall have ten (10) days from ratification of this agreement to make a 



decision.  



 



Section 9 and 10.  Current C.B.A.,  
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APPENDIX 8 



 



MEMORANDUM of AGREEMENT  



between The City of Lorain, Ohio and 



The United Steelworkers (USW), Local 6621 



 



 



In accordance with the provisions of Article 34 of the Collective Bargaining Agreement, the 



following is hereby agreed to by authorized representatives of the City of Lorain, Ohio, and the 



United Steelworkers on behalf of Local 6621. 



 



Whereas, the Union and the City are parties to a Collective Bargaining Agreement; and 



 



Whereas, the parties recognize that the Health and Safety of an employee is of the outmost 



importance; 



 



Whereas, the parties have both expressed a desire of assuring that an employee is afforded the 



opportunity of a proper amount of recuperation time before returning to work; and 



 



Whereas, Article 14 sets forth hours of work and overtime compensation; and 



 



Now therefore, the parties have entered into this agreement clarifying a maximum amount of 



hour an employee may be scheduled to work: 



 



❖ No employee shall work more than the sixteen (16) consecutive hours or a total of twenty 



(20) hours in a twenty-four period without being off for a minimum of four (4) 



consecutive hours.  In no case will an employee be permitted to work more than a total of 



thirty-six (36) hours in a forty-eight (48) hour period. 



❖ The amount of hours an employee is eligible to work under point one (1) resets each time 



an employee has been off work for a minimum of eight (8) consecutive hours. 



❖ If any of the consecutive hours off the clock time runs continuously with the start of the 



employee’s next scheduled shift, an employee will be excused from work and be granted 



up to four (4) hours of compensation without utilizing any paid time accrued by that 



employee (Sick time, Comp time, Vacation, etc.).  The four (4) hours of compensation 



shall be considered time worked for the purpose of computing overtime.  If the employee 



feels that he/she needs additional time off from work for the purpose of recuperation, 



such employee will be granted the additional time off by utilizing any accrued paid time. 



❖ Overtime will continue to be distributed equally.  Should an employee only be eligible to 



work two (2) hours due to the applicable maximum hour time provision hereby created, 



that employee will still be offered the overtime if he/she is next in order of overtime 



distribution.  There will be no reduction in the opportunity if overtime for any employee 



regardless of the hours said employee has available to work before reaching the 



applicable maximum hours per day. 



❖ In those departments where “call men” are utilized, calls answered after hours will not 



count towards applicable maximum hours allowed unless it is necessary for the “call 



man” to call out a crew to respond to the emergency. 
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❖ Either party may exercise their right to modify or terminate this agreement by issuing the 



other party a ten (10) day notice.  Modification of this agreement must be by mutual 



agreement. 



❖ All Articles, Sections and provisions of the existing CBA not modified by this agreement 



shall remain in full force and effect. 



❖ This is a non-precedent setting Memorandum of Understanding between the City of 



Lorain, Ohio and United Steelworkers Local 6621. 



 



 



Agreed to this ___________ day of _____________________ 2015. 



 



For the City    For the Union 



 



 



______________________  ______________________ 



Robert Fowler    Christopher Martinez 



Director Safety/Service              USW Staff Representative 



 



       



      ______________________ 



      Jason Daniels 



      President USW Local 6621 
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APPENDIX 9 



APPLICATION FOR SICK LEAVE 



(TO BE COMPLETED TO COVER ENTIRE ABSENCE) 



_______________________________________________________________________ 



NAME OF EMPLOYEE  DEPARTMENT OR OFFICE  DATE 



______________________________________________________________________I, 



 



hereby apply for _________ days Sick leave beginning ___________a.m/p.m. beginning 



 



on _________________and ending at _______________ a.m/p.m. on _______________ 



 



_________ 1. Personal illness: ______________________________________________ 



 



_________ 2. Personal injury: ______________________________________________ 



 



_________ 3. Illness or injury in immediate family: _____________________________ 



                Name and Relationship 



 



_________ 4. Death of ________________________ on _________________________ 



         Name and Relationship   Date of Death 



 



__________________________________________  __________________ 



SIGNATURE OF EMPLOYEE     DATE 



 



Received by: _______________________________  __________________ 



            Sub Department Head/Designee   DATE 



 



Copy provided to Employee: ____________ on _______________ 



 



PLEASE NOTE:  THIS FORM IS TO BE TURNED IN BY THE EMPLOYEE WITHIN 



FORTY EIGHT HOURS OF HIS/HER RETURN TO WORK AS PER THE COLLECTIVE 



BARGAINING AGREEMENT, ARTICLE 21, SECTION 3. 
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April 21, 2021 



 



MEMORANDUM OF AGREEMENT 



 



COVID INCENTIVE TIME 



 



The City of Lorain and the United Steelworkers on behalf of its Local 6621 do hereby agree to 



the following: 



 



Each employee shall be granted a bank of one hundred (100) hours of COVID incentive time 



coded in the City’s payroll system as such. COVID incentive time must be taken within the five 



(5) year period commencing on the date of ratification of the Collective Bargaining Agreement 



effective January 1, 2020.  



 



The COVID incentive time shall have no cash value and any employee balance will expire on the 



5th anniversary of the ratification date of the Collective Bargaining Agreement effective January 



1, 2020 or when an employee leaves employment with the City, whichever occurs first. Issues 



related to a payout of this incentive time shall not be subject to the provisions of Article 12. 



Grievance Procedure. 



 



We are in agreement with the above memorandum of agreement and have indicated so by 



signing on the space provided below: 



 



 



FOR THE CITY OF LORAIN:    FOR THE USW: 



 



 



__________________________    __________________________ 



 



 



__________________________    __________________________ 
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