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PREAMBLE/PURPOSE 

St!cliou 1. Parties. This contract is between the City of Youngstown (hereinafter referred to as the 
"City" or "Employer") and the International Brotherhood of Chauffeurs, Teamsters, Warehousemen 
and Helpers, Local 377 (hereinafter referred to as the "Union"). 

Section 2. Purpose. The purpose of the City of Youngstown and the International Brotherhood of 
Teamsters Local 377 in entering into this contract is to set forth their understanding as to mutually 
acceptable rates of pay, hours of work and other conditions of employment, including a means for 
equitable adjustment or settlement of alleged grievances. 

Section 3. Intent. It is the intent of the parties to promote orderly and peaceful relations with the 
included employees to insure uninteff!-!pted operation of City services, and to achieve the highest 
level of employee performance consistent with safety, good health and sustained effort. 

Section 4. Implementation. The parties agree that they shall obtain the necessary implementing 
legislation upon the execution of this agreement. 

ARTICLE 1 
RECOGNITION 

Section t. Recognition. The City recognizes Teamsters Local 377 as the sole and exclusive 
collective bargaining agent for all employees in the street department and covered by this 
Agreement for the purposes of collective bargaining with respect to wages, hours of employment, 
and all other terms and conditions of employment. 

Section 2. Inclusion. The provisions of this Agreement shall be applicable to all employees of the 
City Street Department occupying the classifications listed in Appendix A. 

ectioo 3. Exclusion. All fiduciary, management, confidential, professional, supervisory, 
intermittent, temporary, seasonal1 probationary, and employees in the: classifications of General 
Forman, Construction Foreman, Mechanic Foreman, Junior Systems Analyst, and 
Clerk/Timekeeper shall not be included in the bargaining unit. It is understood that litter control 
employees are not in this bargaining unit or covered by this Contract. Employees not specifically 
included in the bargaining unit are excluded. 

ARTICLE 2 
SCOPE OF CONTRACT/MID-TERM BARGAINING 

Section 1. This contract, unless expressly stated to the contrary, it is mutually agreed, supersedes 
and cancels all other written contracts with the exception of local working conditions established by 
the respective department heads, and together with any letter(s) of understanding executed 
concurrently or subsequent to the signing of this contract, constitutes the complete and entire 
understanding and agreement between the parties, except as specifically provided for in Section 2, 
and concludes collective bargaining for the term of this contract. 
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The parties acknowledge that during the negotiations which resulted in this contract, each had the 
unlimited right and opportunity to make its demands and proposals with respect to any subject or 
matter not removed by law from the area of collective bargaining and that the contract and 
agreement arrived at by the parties after the exercise of that right and opportunity are set forth in this 
document. 

Therefore, the City and the Union for the duration of this contract, each voluntarily and 
unqualifiedly waives the right, and each agrees that the other shall not be obligated to bargain 
collectively with respect to any subject or matter referred to or covered in this contract. 

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

ARTICLE3 
NON-DISCRIMINATION 

Section 1. Neither the City, its agents, agencies, or officials, nor the Union, its agents or officers 
will unlawfully discriminate against any bargaining unit member on the basis of age, sex, race, 
color, religion, national origin, national ancestry, genetic information, military status, or 
disability as provided under state or federal law. 

Section 2. There shall be no intimidation or coercion of employees into joining the Union or 
continuing their membership therein. There shall be no discrimination, restraint, coercion 
against, or interference with the rights of any employee because of membership or non­
membership in the Union. 

Section 3. Gender Neutral. Within the provisions of this Agreement, it is the intent of the 
parties that all references to gender specific terms (e.g., his, he, etc.) be construed to include the 
opposite sex. 

ARTICLE4 
NO STRIKE/NO LOCKOUT 

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

Section 2. There shall be no lockouts. 
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ARTICLE 5 
UNION ACTIVITY 

Section t. There shall be no Union activity on City time, except as provided for by this 
agreement and approved by the City or its designated representative. The parties agree that 
incidental conversations that do not interfere with the operations of the Employer shall not be 
considered a violation of this article. 

ARTICLE 6 
MANAGEMENT RIGHTS 

Section I. Unless the City agrees otherwise in this collective bargaining agreement, nothing in 
Chapter 4117 of the Revised Code impairs the right and responsibility of the City to: 

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 public 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 
operations 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 overnll mission of the employer as a unit of government. 

H. Effectively manage the work force. 

I. Take action to carry out the mission of the public employer as a governmental unit. 

ARTICLE7 
UNION MEMBERSHIP, DUES DEDUCTION, AND FAIR SHARE FEE 

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

Section 2. Check Off. The City agrees to deduct monthly dues and/or back dues amounts, 
assessments and initiation fees as designated by the Union in writing. This is to include the 
uniformly required membership dues of the Union and the same as to authorized assessments of the 
Union. The deductions by the City are to be made on the authority of signed check-off cards. 
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These cards are to be signed by each member. The individual Union shall defend and indemnify the 
City against any claims or demands against it arising out of the above deductions. 

Section 3. Fair Share Fee. In recognition of the Union's services as the bargaining representative, 
all members of the bargaining unit shall either be members of the Union or share in the financial 
support of the Union by paying a service fee. The assessment and collection of all fair share fees, 
including but not limited to automatic payroll deductions, shall be in accordance with Ohio Revised 
Code, Section 4 ll 7.09(C). During the life of this Agreement, the City shall deduct fair 
share/service fees levied by the Union from the pay of each employee. The deduction shall be 
transmitted to the Union no later than ten ( l 0) days following the end of the first pay period of each 
month. The Union shall defend and indemnify the City against any and all claims or demands 
against it arising out of this deduction. 

Section 4. Fair Share Fee Deduction Procedure. All covered employees in the bargaining unit 
who sixty (60) days after the date of their hire are not dues paying members of the shall pursuant to 
law pay a fair share fee to cover each employee's prorata share of: (1) the direct costs incurred by 
the Union in negotiating and administering this Agreement and of settling grievances and other 
disputes arising under this Agreement; and (2) the Union's expenses incurred for activities normally 
and reasonably employed to effectuate its duties as the exclusive representative of the employees in 
the bargaining unit covered by this Agreement. The fair share fee amount shall be certified to the 
City by the treasurer of the local union, in writing. 

The deduction of the fair share fee from the earnings of the covered employee shall be automatic 
and does not require a written authorization for payroll deduction. Payment to the Union of the fair 
share fee amount shall be made in accordance with the information, in writing, given to the City as 
to the amount designated to be paid by the employees who are subject to paying the fair share fee 
under this contract. All disputes concerning the amount of the fair share fee shall not be subject to 
the grievance procedure of this Agreement. Disputes of this nature shall be resolved under the 
Union's internal rebate reduction procedure. The Union will notify all members of the bargaining 
unit of its internal rebate procedure. In doing this the employees will be advised of the procedure or 
procedures that provide for a rebate of expenditures that are used in support of partisan politics or 
ideological causes not germane to the work of the employee organization in its collective bargaining 
with the City. 

The Union shall defend and indemnify the City against any and all claims and demands against it 
arising out of the fair share fee deduction procedures. 

ARTICLE 8 
WORK RULES 

Section 1. The Union recognizes that the Employer, under this Agreement, has the right to 
promulgate and implement new and revised work rules, regulations, and policies and procedures 
which regulate the conduct of employees and the conduct of the Employer's services and 
programs. 
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Section 2. Prior to implementation or modification of any new or existing rule, regulation, 
policy or procedure which affects members of the bargaining unit, the Employer will notify the 
Uniuu aml meet with the Union to discuss the matter prior to the date of implementation. 

Section 3. The Employer recognizes and agrees that no work rules, regulations, policies, or 
procedures shall be maintained or established that are in violation of any expressed terms or 
provisions of this Agreement. Should the Union or an employee believe that a new or revised 
work rule, regulation, policy or procedure is unreasonable or violates the parties ' Agreement, 
they may file a grievance. 

ARTICLE9 
DISCIPLINE 

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

1. Letter of instruction and cautioning. 

2. Written reprimand. 

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

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

5. Fines (i.e., forfeiture of accrued leave). 

6. Reduction in pay or position. 

7. Discharge. 

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

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

Section 3. Except in instances where an employee is charged with a serious offense, discipline 
will be applied in a corrective, progressive and uniform manner. Progressive discipline shall 
take into account the nature of the violation, the employee 's record of discipline, the employee 's 
record of conduct, and shall normally begin with a letter of instruction and cautioning and/or a 
written reprimand. 

Section 4. Whenever the Employer determines that an employee may be suspended, reduced in 
pay or position, or terminated, a predisciplinary meeting will be scheduled to provide the 
employee an opportunity to respond to the charges. The Employer shall notify the employee and 
the Union in writing of the charges against the employee. This notification shall also include the 
time and place of a predisciplinary meeting, to be held not sooner than twenty-four (24) hours 
nor later than seventy-two (72) hours following issuance of the notice. 

The employee may be accompanied by a Union steward or officer during the predisciplinary 
meeting. Should the employee not wish to be represented by the Union, a Union Representative 
shall be allowed in the disciplinary meeting as an observer only. The employee shall have an 
opportunity in this meeting to respond orally to the charges prior to discipline being imposed. 
Any resolution to the disciplinary action by the employee and the Employer shall be consistent 
with the terms and provisions of this Agreement. An employee who is disciplined may file a 
grievance in accordance with the grievance procedure herein. 

Section S. Appealable disciplinary actions must be filed at the appropriate level of the grievance 
procedure within seven (7) calendar days from receipt of the notice of discipline by the 
employee. Disciplinary actions not involving a loss in pay may be appealed through the 
grievance procedure, but are not subject to the arbitration procedure. 

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

Letters of Instruction and Cautioning 
Written Reprimands 
Suspensions, Fines, and Reductions 

six ( 6) months 
twelve (12) months 
twenty-four (24) months 

Discipline for drug and alcohol related offenses or violations of the parties' Drug and Alcohol 
Testing policies are not subject to the provisions listed above and shall be considered in all future 
discipline, for a period of ten ( 10) years. 

Section 7. Expired Disciplinary Records. The parties agree that records of discipline that are 
no longer active, according to the schedule set forth above, shall be removed from the 
employee's active personnel file and placed in a separate inactive file. Inactive disciplinary 
records shall not be used in evaluating the level of discipline to be issued to bargaining unit 
members. 
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ARTICLE 10 
GRIEVANCE AND ARBITRATION PROCEDURES 

Section 1. Definition. A grievance is any dispute involving the interpretation or application of 
this collective bargaining Contract. 

Section 2. Designated Stewards. The Union shall identify in writing to the Mayor/Designee 
those persons who are authorized by the Union to process grievances (i.e., stewards). The City shall 
not be required to engage in the grievance procedures herein if the Union is represented by someone 
other than a properly authorized steward or business agent. 

Section 3. Procedure Generally. Nothing in this article shall be interpreted as discouraging or 
prohibiting informal discussions of a dispute by the employee and the City prior to the filing or 
starting of the grievance. 

Where an employee/Union elects to file a grievance, all grievances shall be processed on the 
Union's grievance forms that appear in Appendix D of this Agreement. Grievances must be 
started within fourteen (14) days following the occurrence that initiated the dispute, and all 
grievances must be filed and processed at each step of the procedure to be valid. 

Section 4. Procedure. 

~- Department Head/Designee. Within fourteen (14) days of the grievant having knowledge 
of the event on which the grievance is based, but not later than thirty (30) days after the actual date 
of the occurrence initiating the grievance, the employee may request that the Union submit the 
grievance, in writing, to the head of the department or his authorized representative. 

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

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

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

Step 2. Mayor/Designee. Upon receipt of the Step 1 appeal, the City's representative shall either 
grant the remedy requested by the employee, deny the grievance, or hold a meeting to evaluate the 
grievance. If a meeting is held, within seven (7) calendar days of this meeting, the Mayor/Designee 
shall issue a written decision and transmit a copy of same to the Union and the affected employee. 

Step 3. Arbitration. Within thirty (30) calendar days after the decision of the City's representative, 
or within thirty (30) calendar days from the date the City's representative should have rendered a 
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decision, the grievance may be appealed to arbitration. This appeal to arbitration is conditioned on 
the signed approval of the appeal by the appropriate representative of the Union. 

Section 5. Selection of the Arbitrator. Within ten ( l 0) calendar days from the receipt of the 
properly signed appeal for arbitration, the parties shall confer for the purpose of selecting an 
arbitrator. If the parties fail to agree, the Union may request a panel of seven (7) Ohio resident, 
National Academy certified arbitrators from the American Arbitration Association (AAA). Once 
AAA submits the panel of arbitrators to the parties, each party shall have fourteen ( 14) calendar days 
from the mailing date in which to strike any name to which it objects, number the remaining names to 
indicate the order of preference, and return the list to the AAA. 

Section 6. Hearing Procedure. If the question of the arbitrability of the issue is raised, the 
arbitrator shall rule first on this question. If the arbitrator rules that the grievance is arbitrable, he or 
she then shall proceed to conduct a hearing on the merits. 

Section 7. Hearing Fees/Costs/Facilities. The City shall furnish an appropriate room and 
facilities for the arbitration hearings and if this involves costs, said costs shall be equally borne by 
the City and the Union. The arbitrator's fees and other expenses shall be borne by the losing party, 
except that if the arbitrator renders a split decision, the arbitrator's fees and other expenses will 
be shared equally by the parties. The cost associated with the appearance of witnesses, attorneys, 
the production of documents or other fees whether they be for consultants or otherwise shall be 
borne solely by the party which calls the witnesses or employs the attorneys or consultants. 

Section 8. Decision/Restrictions on the Arbitrator. The arbitrator's decision shall be binding 
upon the City, the Union, and the grievant, subject to the provisions of the Ohio Revised Code. The 
authority of the arbitrator shall be subject to the following limitations: 

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

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

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

Section 9. Arbitration Timelines. All grievances shall be submitted to AAA within thirty (30) 
calendar days of the grievance being submitted for arbitration or the grievance will be considered 
untimely. 
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Section 10. Grievance Times Limits and Forleitures. If the deadline for acting within the 
grievance procedure falls on a non-business day, the applicable timeline shall be extended to the 
next business day. 

If the grievant or Union fails to advance a grievance to the next step, within the time limitations 
provided in this article, the grievance shall be resolved on the basis of the City's last answer. 

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

Grievances resolved for the reason that either party failed to act within the prescribed time 
limitations shall not be considered a precedent for any other case. Time limits established by this 
article may be extended by mutual agreement of the parties. 

Section 11. Grievance Documents/Copies. In ali steps of the above grievance procedure, the 
Union shall be required to prepare the copies of the grievance. The City shall be required to 
acknowledge receipt and provide copies acknowledging receipt to the Union. 

ARTICLE 11 
PERSONNEL FILES 

Section l. The City may compile and maintain an official personnel file for each employee. 
This file shall be maintained in appropriate City department(s) or division(s) as designated by the 
Employer. 

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

ARTICLE 12 
LAYOFF AND RECALL 

Section 1. It is the intent of the parties, through this article, to establish an objective procedure 
by which a reduction in force may be accomplished, should the need arise, and supersede the 
provisions of ORC 124.321 to 124.328, OAC 123: 1-41-01 to 123 : 1-41-22, and all local rules 
and regulations of the City of Youngstown Municipal Civil Service Commission governing work 
force reductions. 

Section 2. Notice. Whenever the Employer determines that a reduction in force (i.e., layoff or 
job abolishment) is necessary, the Employer shall notify the affected employee(s) in writing at 
least fourteen ( 14) calendar days prior to the date of the reduction. This notice requirement 
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only applies to the original employee(s) selected for reduction, and does not apply to 
employee(s) displaced as a result of bumping. 

Section 3. Procedure. When the Employer determines that a reduction in force or layoff is to 
be made within the bargaining unit, it shall occur by departmental seniority within the affected 
classification. Departmental seniority, defined as being seniority with the City Street 
Department, is calculated in accordance with Article 17, Seniority. The member with the least 
amount of departmental seniority in the affected classification shall be laid off first. 

Section 4. Bumping Procedure. An employee who is laid off may utilize his departmental 
seniority to displace an employee with less departmental seniority in another equal or lower paid 
bargaining unit classification provided that he is qualified to perform the essential functions of 
the position. Upon receipt of notice as described in Section 2, the affected employee or his 
Union steward shall notify the Employer by the end of the workday on which notice was given 
of his intent to exercise his bumping rights and what equal or lower classification, if any, he 
seeks to displace into. An employee that is displaced from his position, or his Union steward, 
shall notify the Employer by the end of the next workday following the day on which notice was 
given of his intent to exercise bumping rights and what equal or lower classification, if any, he 
seeks to displace into. 

Section 5. Recall. A bargaining unit member laid off under this article shall remain on the 
layoff list for two (2) years . When the Employer determines that it wishes to recall laid off 
members of the bargaining unit, the City shall recall from that list in reverse order in which the 
member was laid off. 

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

ARTICLE 13 
LABOR MANAGEMENT COMMITTEE 

Section 1. Each of the parties hereto acknowledges the rights and responsibilities of the other party 
and agrees to discharge its responsibility under this contract. The Union, its officers and 
representatives and members are bound to observe the provisions of this contract. The city, its 
officers and representatives are bound to observe the provisions of this contract. 

Section 2. There shall be established a Labor Management Committee consisting of three (3) 
members of management and three (3) members of the Union. This Committee shall meet at least 
once each quarter and more often by mutual agreement. 

Section 3. Purpose. The purpose of this Committee shall be to meet and discuss the 
administration of this Agreement, matters of health and safety and other matters of mutual interest 
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or concern to the parties. The parties shall meet each calendar quarter of the year. The parties shall 
provide each other with an agenda of the issues to be discussed and a list of names of the parties 
who will be in attendance, al leasl one week priut tu the scheduled date of the meeting. 

ARTICLE 14 
DRUG AND ALCOHOL TESTING PROGRAM 

Section 1. The Employer's Drug and Alcohol Testing Program and COL Drug and Alcohol 
Testing Program are attached as an addendum to this agreement at Appendix B and are fully 
incorporated herein. The parties agree that all employees of the Youngstown Street Department 
bargaining unit members will be subject to the City's Drug and Alcohol Testing Program. 
Where applicable, bargaining unit members holding CDLs are also subject to the City's Drug 
and Alcohol Testing Program. The listing of controlled substances which may be tested for will 
be updated periodically as warranted by statutory updates/societal changes. Updates will be 
reviewed with the Union in a labor-management meeting pursuant to the provisions of Article 13 
herein. 

ARTICLE 15 
LlCENSURE MAINTENANCEfREPORTlNG REQUIREMENTS 

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

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

A. l 51 Offense- Failure to Maintain Licensure with Notice to the Employer. The parties 
agree that if an employee fails to maintain the necessary licensure, but notifies the 
Employer prior to the beginning of the workday following the date that the employee 
knew, or should have known, of his failure/suspension/revocation, then the employee 
may be demoted to a classification where the job duties do not constantly require the 
licensure, if a vacancy is available, and assigned duties that do not involve the required 
licensure, so long as such work exists, but for no longer than six (6) months. 

Should the Employer determine that no vacancy exists or that non-licensure work is no 
longer available, the employee will be placed on an unpaid leave of absence until such 
time as the failure/suspension/revocation is remedied or lifted. Within fourteen (14) 
calendar days of the failure/suspension/revocation being remedied or lifted, the employee 
shall take the necessary actions to reinstate his license, present to the Employer the valid 
necessary license, and return to duty. An employee that fails to take the necessary steps 
to reinstate his license and/or return to duty within the fourteen ( 14) calendar days of the 
failure/suspension/revocation being remedied, shall be considered to have voluntarily 
resigned from his position. 
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B. l st Offense- Failure to Maintain Licensure without Notice to the Employer. The parties 
agree that if an employee fails to maintain the necessary licensure, and fails to notify the 
Employer of such failure/suspension/revocation as described above, then the employee 
shall be subject to discipline, up to and including termination, for failure to remain 
qualified to perform the duties of his position. 

C. 2nd Offense- Failure to Maintain Licensure. The parties agree that if an employee fails to 
maintain the necessary license for a second time, where his classification requires the 
maintenance of a valid license, then the employee shall be subject to discipline, up to and 
including termination, for failure to remain qualified to perform the duties of his position. 

Section 3. Annual License Checks. Each employee shall be required to complete a waiver for 
the Employer that will allow it to check/verify the status of any job related licensure annually. 

Section 4. Vehicle Usage. Bargaining unit employees will be permitted to utilize City vehicles 
for CDL examinations, so long as the CDL is a requirement for City jobs. 

Section 5. Attempts to Qualify. Any limitations on the number of qualifying attempts that may 
be taken will follow applicable state laws. 

ARTICLE 16 
NOTIFICATION OF EMPLOYMENT INFORMA Tl ON/ST A TUS 

Section l. Contact Information. All bargaining unit members are required to ensure that all of 
their contact and address information is kept current and, upon demand, complete the necessary 
forms so that the City can ensure that its files and contract information are accurate and up to 
date. 

Section 2. Dependent Status Information Reporting. All bargaining unit members are 
required to provide notification to the City, within one (1) week of the occurrence of a 
potentially eligibility changing event, so that the City can report such information to its insurance 
carrier. Not by way of limitation of the foregoing requirement, illustrative examples of events or 
the types of events that shall require notice to the Employer are: 

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

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

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

4. The attainment of nineteen (19) years of age by any child or dependent of the 
employee. 
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5. The attainment of twenty-five (25) years of age by any child or dependent of the 
employee that is a full-time student. 

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

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

Section 4. Reimbursement. Effective January l , 2010, in the event that the employee fails to 
provide notification to the Employer as described above, and public funds are expended for 
coverage, benefits, or other costs that otherwise would not have been paid had the accurate 
employment information been provided, the employee will be required to reimburse the 
Employer for those monies that were inappropriately expended. The employee shall be required 
to enter into a repayment plan and execute any documentation that the Employer determines to 
be necessary to facilitate the repayment in a prompt manner. The plan shall be entered into 
within thirty (30) days of the event first being brought to the attention of the employee. The 
Employer agrees to act reasonably in setting the requirements of the repayment plan. 

The parties agree to enter into a reasonable reimbursement plan which may include the forfeiture 
of monetary payments due under the contract, payroll deductions, forfeiture of accrued paid 
leave, etc. In the event that an employee does not make arrangements for reimbursement in full, 
the Employer may take whatever actions deemed necessary to achieve repayment, including the 
involuntary withholding/offset from payments due under the contract or at separation, if 
necessary. 

Section S. Discipline. Any employee that intentionally or willfolly: ( 1) refoses to enter into the 
mandatory reimbursement agreement, (2) refuses to fully complete any initial or updated request for 
information required by the Employer, (3) refuses to provide documentation as directed by the 
Employer, or ( 4) provides inaccurate information shall be subject to termination for insubordination 
and/or uishuuesly. Any employee that otherwise fails to report any of the informational changes to 
the Employer as required by this article shall be subject to discipline, pursuant to the terms of the 
parties' agreement. 

ARTICLE 17 
WORK WEEK/SCHEDULING 

Section 1. Work Week Defined. Each employee's normal work schedule shall be determined 
by the Employer. The normal workweek for full-time bargaining unit employees shall consist of 
forty (40) hours of work performed during a seven (7) consecutive day, one hundred sixty-eight 
(168) hour period, established by the Employer. The normal workweek is scheduled Monday 
through Friday. 

Section 2. Work Scheduling/Adjustments. The Union acknowledges that it is the 
management right of the Employer to schedule and/or adjust work schedules to meet the 
operational needs of the Employer. Should the Employer determine that substantial changes in 
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the regular schedule are necessary, the Employer shall meet and discuss the changes with the Union 
at least two (2) weeks prior to the date of implementation. 

In the event that exigent circumstances arise which makes a two (2) week meeting notice 
impossible, a meeting may be called by the department head at the earliest opportunity. Exigent 
circumstances shall be defined as unanticipated circumstances due to weather changes, equipment 
failure, call off of three (3) or more employees at one time, and/or supply chain failures. 

Section 3. Declared State of Emergency. In the event that the Mayor declares a state of 
emergency, the parties agree that the City may utilize outside contractors/entities to supplement 
street department services. 

ARTICLE 18 
HOURS OF WORK/OVERTIME 

Section I. Workday and Workweek. The normal work day shall consist of eight (8) consecutive 
hours, including lunch periods, in a twenty-four (24) hour period. The normal work week shall 
consist of forty (40) hours made up of five (5) consecutive eight (8)-hour days, Monday through 
Friday, within a seven (7) day, one hundred sixty-eight (168) hour period. 

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

Section 3. FLSA Overtime. Overtime due to bargaining unit members under the Fair Labor 
Standards Act (FLSA) shall be paid in accordance with the Act. Overtime due to bargaining unit 
members under the parties ' agreement shall be paid according to the contract. 

Section 4. Contractual Overtime. An employee shall receive one and one-half (1.5) times his 
hourly rate for each hour or fraction thereof which he works in excess of eight (8) hours in a twenty­
four (24) hour period, or in excess of forty (40) hours in a seven (7) day period. 

Section S. Hours Worked for Contractual Overtime. Overtime shall be paid based on all hours 
an employee is in "pay status" even if the hours were not actually worked. "Pay status" includes 
time paid for vacation. 

Section 6. Call Out Procedure. The parties agree to maintain the current practice regarding 
call-out during the term of this Agreement, except that employees using vacation, personal 
holiday time, or personal time on Friday will remain eligible for weekend overtime. In the event 
that an oversight is made in this regard, the employee will be afforded the next opportunity to 
accept a call-out. 

ARTICLE 19 
SHIFT BIDDING 

Section 1. When the Employer determines that its operational needs require the usage of additional 
shifts, the following procedure shall be used to allow employees to select their shift preference. 
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Section 2. Determination. The Employer shall have the sole and exclusive discretion in 
determining the need for additional shifts, allocating the number of personnel needed on each shift, 
allocating the job classifications nee<le<l on ead1 shifi, allm.:aling spedftc lici.::nsures needed on each 
shift, and establishing any other requirement that will be made part of the shift bid prequalification. 

Section 3. Procedure. Once the Employer establishes the available spots for bid on a shift, 
members will be permitted to bid their shift preference by departmental seniority, with the most 
senior members receiving his preference. All bids are subject to the operational needs of the 
Employer and irrespective of the result, the Employer may adjust the bid if it determines that it 
requires specialized licensure or other need on another shift. In making the adjustment, the 
Employer agrees that the member with the least amount of departmental seniority in the affected 
classification and who possesses the necessary licensure, if applicable, shall be affected. 

ARTICLE 20 
SENIORITY 

Section 1. Definitions. Total Seniority is defined as the length of continuous uninterrupted full­
time service with the City of Youngstown. Department seniority is defined as the length of time an 
employee has been continuously employed by the City Street Department. Classification seniority 
is defined as the length of continuous unintemtpted full-time service in a specific classification. 

Section 2. Probationary Period. An employee shall have no seniority during his probationary 
period, but upon successful completion of his probationary period, seniority shall be retroactive to 
the first day of hire. 

Section 3. Senioritv Roster. A seniority roster shall be established showing each employee ' s 
length of service in the department and his division. The City shall post this roster in a conspicuous 
place. Said roster shall be updated at least every six months, if necessary. 

Section 4. Length of continuous service is broken by: 

A. Voluntary termination (resignation); 

B. Discharge for cause; 

C. Failure to return to work after layoff or any approved leave of absence within fourteen 
(14) days after notification to return by registered mail addressed to the employee's last 
address on City records, unless tmable to return due to illness or disability or unless such 
time is extended by the City. 

ARTICLE 21 
PROMOTIONAL VACANCTRS 

Section 1. Posting. Whenever the Employer determines that a promotional vacancy exists in a 
bargaining unit classification, and it intends to fill the vacancy, a notice of the opening shall be 
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posted for ten (10) workdays in the Department. For infon:Ilational purposes, each posting shall 
indicate the classification, the position control number, the location of the job, the pay rate, the 
minimum qualifications established in the job description, the date the posting goes up, and the date 
the posting expires. 

Section 2. B.idding/Testing. Those positions within the laborer classification series (i .e., 
laborer, driver/laborer, operator/laborer) shail be made available for bid to bargaining unit 
members . During the posting period, bargaining unit members may bid for the job by submi lting a 
written application to the Department Head and the Mayor's Designee. The Union steward may 
submit a bid for a vacant position on behalf of an employee who is not present at work during the 
posting period. Such bids shall be signed by the steward on behalf of the employee and shall be 
verified by the employee personally within thirty (30) days of the date the posting originally went 
up. 

For all other positions, the Employer shall utilize civil service testing to establish eligibility lists 
for appointments, and, at its sole discretion, determine the manner of test given (i .e., closed 
testing, open competitive examination, etc.). Once an eligibility list is generated, appointment 
shall be made pursuant to the Ohio Civil Service Law. Any issue concerning the award of a 
tested vacancy shall be handled through the applicable statutory appeals process and shall not be 
eligible for the parties' grievance procedure. · 

Section 3. Bid Vacancy Award. The Employer shall award a bid vacancy to the most senior 
qualified employee using department seniority within ten (1 0) working days of the bid period 
closing. 

Section 4. Probationary Period. An employee who is awarded a promotional opportunity under 
the bidding procedure will serve a probationary period of one hundred twenty (120) calendar days. 
During this promotional probationary peri.od, if the Employer determines that the employee's 
performance is unsatisfactory, he shall be returned to his former job. 

ARTICLE 22 
TE.MPORARY JOBS/ASSIGNMENTS 

Section 1. When an opportunity for work in a higher paying temporary job/assignment becomes 
available, the Employer agrees to offer that opportunity by total seniority to bargaining unit 
memqers. In order to be eligible for the opportunity, the employee must satisfy all of the position's 
minimum qualifications and be capable of performing all of the essential functions of the position. 

ARTICLE 23 
OUT OF CLASSIFICATION ASSIGNMENTS 

Section l. Opportunities. The Union acknowledges that it is the management right of the 
Employer to determine when an out-of-classification work opportunity is available and from which 
classification it is to be offered. 
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Section 2. Rate of Pay. Effective April 24, 2010, where an employee working in a lower 
classification is directed to perform duties in a higher classification for more than one (1) hour, he 
shall receive the probationary rate of pay for the higher classification, if applicable, for those hours 
worked or the permanent rate for the higher classification, whichever is less. In any event, such 
assigrnnent shall result in an employee receiving an increase above the employee's current rate for 
those hours worked in the higher classification. Where an employee is assigned to perform work in 
a classification having a lesser rate of pay than the employee normally receives, he shall be paid his 
regular rate for those hours worked in the lower classification. 

Section 3. Assienment. The Union acknowledges that it is the management right of the Employer 
to assign work and manage its operations. When an opportunity for out-of-classification work is 
offered, the Employer agrees to offer that opportunity by departmental seniority within the selected 
classification where the assignment will be made and to those employees presently available. In 
order to be eligible for an out-of-classification opportunity, the employee must satisfy all of the 
position's minimum qualifications, be capable of performing all of the essential functions of the 
position, and be presently available. Tue Employer agrees, however, that should it determine that 
an out-of-classification assignment must be ordered, the Employer shall order the least senior, 
presently available, scheduled employee capable of performing the essential functions of the 
position to perform the work. 

ARTICLE24 
SALARY AND WAGES 

Section l. Bargaining unit members' wage rates are attached to this agreement as Appendix A and 
incorporated by reference. For the duration of the parties' Agreement, bargaining unit members 
shall receive the following general wage increases. 

Effective January 1, 2020, bargaining unit members shall receive a one and one half percent (1.5%) 
general increase. 

Effective January 1, 2021, bargaining unit members shall receive a one percent (1 %) general 
mcrease. 

ARTICLE25 
INSURANCE BENEFITS 

Section 1. Medical and Hospitalization Insurance. The City of Y ourigstown shall continue to 
provide to each bargaining unit member and his/her family medical, hospitalization and 
prescription insurance coverages and benefits comparable to the summary of coverages and 
benefits attached hereto as Appendix E or subsequently modified as provided in this section and 
elsewhere in this article. In the event of a modification, the modified insurance coverage will be 
appended to the Agreement as Appendix E. 
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Section 2. Vision/Dental Coverage. The City agrees to continue the program of providing 
coverage for existing vision and dental insurance except that this benefit will be entirely funded and 
administered by the City, except as stated herein. 

Section 3. Life/ADD Insurance. The City will carry life insurance with a death benefit in the 
amount of twenty thousand dollars ($20,000) per year. The accidental death and dismemberment 
insurance will be in the same amount. 

Section 4. Insurance Waiver. If any member of the bargaining unit elects to refuse the coverage 
set out in Section 1, then the member shall be paid one hundred thirty-one dollars and twenty cents 
($131.20) per month payable in monthly increments. Each employee who elects this payment shall 
demonstrate that he receives like or better coverage elsewhere. A bargaining unit employee whose 
spouse works for the City of Youngstown shall not be eligible for this incentive. Such election is 
contingent upon the bargaining unit member documenting any and all existence of alternative health 
care coverage and executing a waiver of the City's group plan and further waiving any action for 
damages or reimbursement resulting for such election. Employees and the City shall abide by all 
COBRA rules and regulations. 

Section 5. Emolovee Contributions. Effective January 1, 2012, employees shall contribute ten 
percent ( 10%) of the total premium for medical, hospitalization, prescription, vision, and dental 
coverage, not to exceed a cap of one hundred dollars ($100.00) per month for single coverage 
and two hundred dollars ($200.00) per month for family coverage. 

Effective January 1, 2016, employees shall contribute ten percent (10%) of the total premium for 
medical, hospitalization, prescription, vision, and dental coverage. 

Section 6. Carrier Changes. If, during the life of this agreement, it becomes necessary for the 
Employer to change carriers, the Employer agrees to meet with the Union in advance of such 
action. 

Section 7. The City shall designate a full-time employee who will act as a liaison between the 
bargaining unit members and any insurance carrier for all insurance, Workers' Compensation and 
injured on duty pay. 

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

Section 9. Health Insurance Review Committee CHIRC). The Union acknowledges the 
Employer's right to determine to provide coverage through a selected insurance provider, a 
consortium, to self-insure, or to utilize a combination of the preceding. 

The Union agrees that the City may create and maintain a health insurance review committee 
(HIRC) for the purpose of studying and recommending cost containment programs for medical, 
prescription, and dental coverages, reviewing usage, and recommending changes to the plan and 
benefit levels. Once created, the Union agrees to participate in the committee. The committee 
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shall consist of one ( 1) representative from each of the bargaining units, one ( 1) non-bargaining 
unit employee, and a number of management representatives of the Employer equivalent to the 
total numbt!t of city bargaining unit representatives participating. The insurance committee shall 
have the authority to recommend alterations to the plan and benefit levels and/or recommend 
adjustments to coverage levels through majority vote. 

Specifically, the committee may recommend any of the following options: 

A. To keep the same plan and/or benefit levels and pass on any cost increases to the parties 
consistent with the levels set forth in Section 5 of this article; or 

B. To change the plan and/or alter the benefit levels so that there is no increase in the cost of 
the plan; or 

C. To change the plan and/or alter the benefit levels to reduce or minimize the increase in 
the cost of the plan to be passed on to the parties. 

Recommendations of the committee will not be unilaterally changed by the City. 
Recommendations of the committee and Employer actions to carry out those recommendations 
are final and shall not be subject to the grievance procedure. If, however, the committee makes 
no recommendation by April 15 or fifteen (15) calendar days prior to the plan expiration date as 
applicable, for the following plan year, the City may unilaterally adjust the plan and benefit 
levels, and cost increases, if any, will be passed on to the parties consistent with the levels set 
forth in Section 5 of this article. Recommendations of the committee and Employer actions to 
carry out those recommendations, or actions of the Employer in the event that the committee 
fails to act, are final and shall not be subject to the grievance procedure. 

ARTICLE 26 
LONGEVITY 

Section 1. All employees who have completed three (3) years service with the City, in ;my division 
of the City's work force, shall be eligible for longevity payment in the amount of sixty-five dollars 
($65.00) for each completed year of continuous, uninterrupted, full-time service with the City. 
Longevity shall be paid for each year of service in any division of the work force in the City 
completed as of October 1. Payment shall be made in the first week of December, and the 
maximum payment shall be limited to twenty-five (25) years of service. 

ARTICLE 27 
NON-USE OF SICK LEA VE 

Section 1. Bargaining unit members that maintain a minimum balance of one hundred twenty ( 120) 
hours of sick leave and do not use their sick leave during the agreed upon time periods shall be 
eligible to receive a quarterly incentive payment in the amount of one hundred fifty-nine dollars and 
ninety-two cents ($159.92), provided, however, that an employee is ineligible for said bonus 
(incentive) if a disciplinary suspension is incurred during the particular quarter. Quarterly time 
periods are measured as follows: 
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First Quarter 
Second Quarter 
Third Quarter 
Fourth Quarter 

January 1 - March 31 
April 1 - June 30 
July 1 - September 30 
October 1 - December 31 

Section 2. Payment Timing/Conditions. The cash incentive payments for non-use of sick leave 
are not to be paid on a pro-rated basis, under any circumstances. Payments shall be paid by the City 
at the end of the month of November or early December in the calendar year in which it is earned, 
and shall be based on the previously completed four (4) quarters (i.e., fourth quarter of the prior year 
and the first three (3) quarters of the current year). 

ARTICLE 28 
SHIFT DIFFERENTIAL 

Section 1. Amount. The parties agree that the shift differential pay shall be as follows: 

Thirty-five cents ($.35) for the 3:00 p.m. to 11:00 p.m. shift 
Fifty-five cents ($.55) for the 11 :00 p.m. to 7:00 a.m. shift 

Section 2. Guidelines. In administering and determining eligibility for shift differential payments, 
the following guidelines shall be utilized: 

A. Detennination of 1"1, 211
<.1. 3rd Shift. The shifts starting between 5:00 a.m. and 11:00 a.m. 

shall, for purposes of shift differential payments, be determined to be the first or day shift; 
the shifts starting after 11:00 a.m. and up to and including 7:00 p.m. shall be determined to 
be the second or afternoon shift; any shift starting after 7:00 p.m. through and including 5:00 
a.m. shall be deemed the third or night shift. 

B. Rate. Those employees who start their turn in the times designated for each shift shall be 
paid the appropriate rate plus the appropriate shift differential as the second or afternoon, 
and third or night shifts for the full eight-hour shift worked or any hourly portion thereof. 

C. No Split Differential Rates. The employee shall not be eligible for a change in shift 
differential rate during the eight hours of a shift worked. If the employee works in excess of 
eight hours, however, he is entitled to an increase in shift differential for the period 
exceeding eight hours for which he worked, where appropriate. 

D. Call-Out Prior to Shi.ft. In the instance where the employee is called out prior to his regular 
scheduled first shift, he shall be eligible for shift differential payment for the time worked 
prior to his scheduled starting time. 

E. No Differential Payment for l 1 Shift Hours. In no case shall an employee be paid shift 
differential for any hours worked during his first regularly scheduled day shift. 

F. No Duplication/Pyramiding. There shall be no duplication of shift differential payments nor 
shall this section be interpreted to permit duplication of premium pay. 
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ARTICLE 29 
TOOLS AND EQUIPMENT 

Section 1. Mechanics and Welders shall not be required to provide their own equipment and tools 
in order to perform their job duties. 

The Employer will provide the tools and equipment so that Mechanics and Welders will no longer 
be required to provide such items. 

ARTICLE 30 
UNIFORM ALLOWANCE 

Section 1. Amount. The City shall provide uniforms to bargaining unit members. The City will 
also provide an allowance of one hundred twenty-five dollars ($125.00) in 2020 and one hundred 
fifty dollars ($150.00) in 2021 for steel toe boots. Payment, if applicable, shall be made in June of 
each year, and shall not be prorated. 

Section 2. Proper Dress Reg uired. Continued payment of this benefit is conditioned on the 
agreement that any employee receiving this benefit shall be properly dressed while on the job. 
Proper dress means that the employee is attired in clothing that is of the proper color, is clean, 
and is in good repair. Failure to be properly dressed for duty may subject an employee to 
discipline. 

Section 3. The City shall have the right to designate the color of shirt that each employee must 
wear at all times on the job. The color designated by the City will be distinctive, and the City 
will notify bargaining unit members of the designated color prior to issuing payment of this 
benefit. 

ARTICLE 31 
COMMERC1AL DRIVER'S LICENSE BONUS 

Section 1. The City will pay a yearly bonus of one thousand one hundred dollars ($1, 100) to each 
bargaining unit member who possesses a commercial driver's license (CDL). 

Effective January l, 2018, the City will pay a yearly bonus of one thousand one hundred dollars 
($1,100) to each bargaining unit member who possesses a valid Class A commercial driver's 
license. 

Effective January 1, 2018, the City will pay a yearly bonus of two hundred-fifty dollars ($250) to 
each bargaining unit member who possesses a valid Class B commercial driver's license. 

Notwithstanding the above, any employee hired prior to January 1, 2016 and holding a Class B 
license shall continue to receive the one thousand one hundred dollars ($1,100) CDL bonus. 

Section 2. Any Class B license holder who successfully completes the process to obtain a Class A 
license will be paid a one-time bonus of one thousand dollars ($1,000). Any employee who 
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receives the one-time lump sum bonus for obtaining a Class A license is required to complete a 
minimum of twelve (12) months of service following receipt of the Class A license. Should an 
employee leave City employment prior to completion of the twelve (12) months, the COL bonus 
will be deducted from the final pays. 

ARTICLE32 
PERS PICK-UP 

Section 1. The Employer agrees to "pickup" (assume and pay) as a fringe benefit eight and one­
half percent (8.5%) of the employee's statutorily required PERS contribution share to the Ohio 
Public Employees Retirement System (OPERS) that the individual employee is required to pay 
pursuant to Federal and Ohio laws, resulting in no modification of the employee' s taxable salary. 
Any additional percentage of the statutorily required employee PERS contribution will be withheld 
through salary reduction from the gross pay of each employee, thereby reducing the employee's 
taxable salary by such percentage, and remitted on behalf of the employee to PERS along with the 
"pick up" referenced previously. No employee shall have the option of receiving the statutorily 
required contribution directly instead of having it "picked up" by the City of Youngstown. 

Section 2. Reporting. The City shall, in reporting and making remittance to the PERS, report that 
the employee's contribution has been made as required by statute. The gross wage or salary of the 
employee subject to the "pick up" provided by this section shall not change as a result of this "pick 
up." 

Section 3. Notwithstanding Sections 1 and 2 above, employees hired on or after June 1, 2014, shall 
be responsible for the full statutorily required employee PERS contribution. 

ARTICLE 33 
YMCA BONUS 

Section 1. The Employer agrees that it shall continue to reimburse bargaining unit members one 
hundred forty-five dollars ($145 .00) annually for a City of Youngstown YMCA membership. 

ARTICLE34 
HOLIDAYS 

Section 1. An employee shall be paid eight (8) hours of pay (i.e., holiday pay) for each of the 
following holidays. 

1. 
2. 
3. 
4. 
5. 
6. 

New Year's Day 
Martin Luther King Day 
Presidents Day 
Memorial Day 
Fourth of July 
Labor Day 
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7. 
8. 
9. 
10. 
11. 

Columbus Day 
Veterans Day 
Thanksgiving Day 
Christmas Day 
Personal Holiday 



Section 2. Holiday Work Rate. The employee who works any of the foregoing holidays, not 
including the personal huliuay, shall receive his normal holiday pay, plus time of one and three­
quarters (l 3/4) times for each hour worked. 

Section 3. Holiday Pay Eligibilitv. In order to be eligible to receive holiday pay, an employee 
must work his regularly scheduled shift before and after the holiday 

Section 4. Closure of City Hall. In the event that City Hall is closed, those employees who 
work that day shall receive eight (8) hours of personal holiday time. 

ARTICLE35 
VACATIONS 

Section 1. Benefit. lt is the intent of the parties to supersede ORC 9.44. Each full-time employee 
shall accrue vacation time on the basis of full-time continuous service with the City according to the 
following schedule: 

After one ( 1) year of service 
After five (5) years of service 
After eleven ( 11) years of service 
After seventeen (17) years of service 

2 weeks 
3 weeks 
4 weeks 
5 weeks 

Notwithstanding the above, any employee hired on or before January 1, 2017, shall remain eligible 
to accrue six (6) weeks of vacation after twenty-three (23) years of service. 

Section 2. Eligibility/Usage. The length of vacation is determined by an employee's full-time 
employment anniversary date with the City of Youngstown, Ohio. The City will continue to utilize 
a "use-it-or-lose-it" vacation policy. In conformity with current practice, an employee must 
complete one (1) year of service before being eligible for vacation leave. Upon completion of this 
one ( 1) year of service, the employee will be entitled to utilize a prorated amount of vacation earned 
from the employee's initial hire date until December 31 of the anniversary year. Effective January 1 
of the next year, the employee will be eligible to take the earned amount of vacation as outlined in 
Section 1 of this article. 

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

Section 4. Vacation Scheduling. Vacation requests are subject to the operational needs of the 
Employer. In any specific department or division, the employee with the most department seniority 
shall receive first preference for selection of vacation time. However, the City reserves the right to 
allocate the vacation schedule in order to assure the orderly operation of the department. 
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Section 5. Carn-Over. Vacation benefits cannot be carried over from one calendar year to the 
next. Any accrual will be lost if not used before December 31 of the year of entitlement. 

ARTICLE36 
SICK LEAVE 

Section 1. Accrual. Each employee shall be eligible to earn sick leave at the rate of one and one 
quarter days per month, not to exceed fifteen (15) days per year. An employee may not earn sick 
leave while on sick leave, injured on duty leave, leave of absence or lay off. Sick leave may be 
accumulated without limit. 

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

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

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

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

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

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

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

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

Section 5. Notification. When an employee is unable to report to work due to illness or injury, 
he shall notify his immediate supervisor, or other designated person, at least one-half (112) hour 
prior to the start of his shift, unless an emergency prevents such notice. 
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Section 6. Documentation. The Employer may require an employee to furnish a satisfactory 
written, signed statement to justify the use of sick leave. This statement will be accepted if legible, 
subject to verifa:alion al a later time by the City. If medical attention is required, or the absence is 
greater than three (3) days, a certificate stating the nature of the illness from a licensed physician 
shall be required to justify the use of sick leave. 

The certificate must state that the employee was examined, the date and time of such examination, 
that the employee cannot work, and the expected return date. Falsification of either an application 
for injured on duty leave, a written signed statement or a physician's certificate shall be grounds for 
disciplinary action, including dismissal. The applicable ordinances shall be followed for sick leave 
usage and documentation. 

Section 7. Sick Leave Transfer. It is the intent of the parties to supersede ORC 124.38. An 
employee who transfers to the City from another public agency shall not be credited with any 
unused accumulated sick leave. 

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

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

Section 9. Patterned Absence/Abuse. Any employee suspected of abusing sick leave and/or 
showing a pattern of abuse shall be subject to counseling by the general foreman or his designee. A 
pattern of abuse consists of absence while on sick leave as evidenced by a frequency or pattern 
contiguous or related to holidays, weekends, vacation and/or consistent regular usage, or a method 
of usages of available sick leave. Further abuse/patterned use of sick leave or pattern abuse will 
result in disciplinary action, up to and including termination. 

ARTICLE37 
INJURY ON DUTY LEA VE 

Section I. Injured on duty leave (IOD) shall be granted to any employee certified by the City as 
injured in the course and scope of City employment. Certification will not be unreasonably 
withheld by the City. 

The employee shall be paid Injured on Duty (IOD) pay from the City instead of Temporary Total 
Benefits from the Bureau of Workers ' Compensation but only if the employee obtains medical 
treatment from a schedule of providers designated by the City (see Appendix C). An employee who 
chooses to seek treatment from a medical provider who is not included in the City's schedule of 
providers will not be entitled to IOD, but will be entitled to any benefits the Bureau of Workers' 
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Compensation will allow. The City reserves the right to add or delete health providers from the 
City's schedule of providers. 

Section 2. Procedure. An employee claiming to be injured on duty shall notify his immediate 
supervisor by the end of the employee's shift of an alleged work place injury which occmTed 
during that shift in order for the City to consider certification of the alleged injury. The 
employee may report an injury without actually filing for !OD/Workers' Compensation for up to 
the time limits allowed by the Bureau of Workers' Compensation. Once an employee files for 
!OD/Workers' Compensation, IOD will not commence until all City required documentation is 
received by the City. Until such time, the employee will be continued on payroll with sick leave, 
vacation or A/T for any time off duty. Such time will be reimbursed upon the City's grant of 
IOD pay. lf such return of documents exceeds seven (7) calendar days, time will not be 
reimbursed unless a physician's cooperation or lack thereof makes such impracticable. The 
Employer shall have the responsibility to present necessary documentation to the employee at the 
time the injury is reported and the employee shall have the responsibility to ensure timely 
completion of this documentation. 

Section 3. Continued Participation. Continued participation in the IOD program is dependent 
on the employee participating in an injury-related rehabilitation or return-to-work program. If, 
however, an employee files for temporary total or permanent total disability or is working elsewhere 
during the time the employee claims to be disabled from his City job, or is found to be performing 
tasks that are in conflict with the reported injury, all City benefits will immediately stop (including, 
but not limited to, the accumulation of sick, vacation or any other leave, eligibility for holiday pay 
and the Employer's contribution to the employee's pension fund). 

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

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

Section 6. Vocational Rehabilitation Program. Any employee granted IOD who is referred to 
a Bureau Vocational Rehabilitation Program will be required to apply for, attend and fully cooperate 
with said program. Failure to fully cooperate with the Bureau Vocational Rehabilitation Program 
may result in loss of IOD benefits. 

Section 7. Duration. Wages and all benefits, except sick leave as excluded by Article 36, Section 
1, for those off-duty on IOD will be continued for up to three hundred sixty-five (365) calendar 
days, two thousand eighty hours (2080), in a three (3) year period from the date of injury if all 
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requirements above are met. After that period an employee unable to return to work can file for 
Workers ' Compensation TT, but will not continue to be eligible for City benefits including sick or 
vacation accrual. Hospitalizaliun bendils for an employee who has exhausted IOD but is unable to 
return to work will be continued for another six (6) months if the employee continues to provide the 
City with doctors' reports stating that he is unable to return to work at least one time per month. 
After exhaustion of this six (6)-month period, the City shall treat such as a "reduction of hours" 
Cobra-qualifying event and make necessary modifications to the employee under COBRA. 
Employees on IOD must use their accumulated vacation as required by Article 35, Vacations. The 
employee's annual vacation usage will extend IOD by the amount of days equal to that allotment. 
This language does not require that vacation time be taken instead of IOD benefits except in those 
situations where an employee would otherwise not be able to take vacation within the year the 
employee is required to use it or lose it. 

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

Section 9. Li2ht Duty Work. Both the City and the Union recognize that an employee may be 
assigned to a light duty assignment in any City department, subject to any demonstrated physician 
restriction. If the employee is able to work in a light duty work assignment, the City may provide 
work within the Department, if available. A light duty work assignment shall not exceed sixty (60) 
days, unless permitted by the City. 

An employee cannot refuse to accept a light-duty work assignment. Only an employee's physician 
may provide evidence supporting an employee's inability to accept a light-duty work assignment. 
Upon receipt of such an opinion, the City reserves the right to send an employee for an independent 
medical examination at the City's expense or to initiate disability separation proceedings in 
accordance with the City's Municipal Civil Service Rules. Time spent on a light-duty assignment 
shall constitute time off under these IOD provisions. 

ARTICLE38 
BEREAVEMENT LEAVE 

Section t. Bargaining unit employees shall be eligible for bereavement leave, not to exceed three 
(3) scheduled duty days, for death in their immediate family. Paid bereavement leave shall only 
apply when the funeral services, including the calling hours, shall fall on regularly scheduled work 
days. Immediate family shall include the employee's spouse, child (natural or adopted), father, 
mother, father-in-law, mother-in-law, grandparent or grandchild, brother or sister, brother-in-law or 
sister-in-law. 
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ARTICLE39 
FMLA/PERSONAL LEAVE WITHOUT PAY 

Section 1. FMLA. The employees may avail themselves of personal leave without pay subject to 
the City's standing policy on the Family and Medical Leave Act. 

Section 2. Leave without Pay. All unpaid leaves of absences not specifically addressed in this 
agreement shall be governed by the Civil Service Laws and Rules. 

ARTICLE 40 
JURY DUTY 

Section 1. Any employee while serving as a juror in any court system on a duty day shall receive 
full pay and benefits from the City and shall reimburse the City any pay received from the courts. If 
not reimbursed to the City within thirty (30) days, the City will deduct the amount from the 
employee's net pay, and the employee may be subject to discipline. 

Section 2. Dismjssal/Release from Jury Service. In the event that an employee reports for jury 
duty and is dismissed or an employee is released from duty with more than three (3) hours left in the 
workday, he shall return to work. An employee that fails to return to work may be subject to 
discipline. 

ARTICLE 41 
PERSONAL DAYS 

Section 1. Amount. The Employer agrees to provide each bargaining unit member with two (2) 
personal days annually, one (1) of which will be paid by deducting eight (8) hours of sick leave 
from the employee's sick leave bank and the other which will be unpaid. Use of these days will not 
impact payments under Article 24. 

Section 2. Scheduling. All requests for personal day usage are subject to the operational needs of 
the Employer. Bargaining unit members shall provide a minimum of twenty-four (24) hours 
advance notice of the date sought when submitting a request to use a personal day. 

ARTICLE 42 
RETIREMENT AND SEVERANCE 

Section 1. When an employee retires or leaves City employment for any other reason, the City 
shall pay him the full value of his accumulated vacation time and thirty-five percent (35%) of the 
value of his accumulated sick leave, not to exceed two hundred forty (240) hours. This shall be paid 
on the basis of the employee's current basic hourly wage or on the basis of the hourly wage at the 
time the benefit was accrued, whichever is greater. 

Section 2. If an employee dies prior to retirement, the City shall pay his estate, the full value of his 
accumulated vacation time, and thirty-five percent (35%) of the value of his accumulated sick leave, 
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not to exceed two hundred forty (240) hours. This shall be paid on the basis of the hourly wage at 
the time the benefit was accrued, whichever is greater. 

ARTICLE 43 
ATTENDANCE/SAFETY INCENTIVE PROGRAM 

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

Section 2. Pa.-ticipation Criteria. Bargaining unit members are required to maintain a 
minimum balance of eight hundred (800) hours of sick leave. "Balance" is what an employee 
has as of December 31 of the program year. 

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

Section 3. Conversion/Liquidation Options. An employee that satisfies the criteria for 
participation and achieves the following goals may convert a maximum of one hundred ( 100) 
hours of paid leave annually utilizing any combination of the following options: 

A. An employee who utilizes no sick leave during a calendar year (January I - December 
31) may liquidate up to eighty (80) hours of paid sick leave at the rate of forty percent 
(40%) of his current hourly rate. 

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

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

Section 4. Payment Maximum/Schedule. The combined amount of paid leave that may be 
converted shall not exceed one hundred (100) hours for any given year. Payment will be made 
during the first quarter following the year in which the employee participated in the program. 
The parties agree that the first payout will be during the first quarter of 2008 for the 2007 benefit 
year. 

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

Section 6. Any full-time employee, who during his career was off on sick leave due to an 
extended illness or injury, may make a request to the Appointing Authority to not consider sick 
leave time used for those purposes against his percentage of earned sick leave, for the purposes 
of Sections 1 and 2. It is within the Appointing Authority's sole discretion as to whether or not 
to grant such a waiver. 

ARTICLE44 
PART-TIME EMPLOYEE BENEFITS 

Section 1. Part-time Empl.ovees. Persons employed in the part-time employee category, 
defined as permanent employees who are scheduled to work less than the full forty ( 40) hours 
per week and do not change status merely because they may actually work forty (40) or more 
hours on an intermittent basis, will receive different treatment with regard to benefits than full­
time permanent employees. Even though a part-time employee may work a forty ( 40) hour 
week, he cannot be considered a full-time employee. 

Section 2. Benefits. Part-time employees shall receive benefits and be treated in the following 
manner: 

Benefit 

1. Hospitalization 

2. Option out of hospital insurance 

3. Holidays 

4. Vacations 

5. Sick leave, non-use, retire 

6. Injured on Duty 

7. Bereavement Leave 

8. Leave without pay 

9. Longevity 
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How Treated 

Yes, if regularly scheduled/works 
thirty (30) hours or more per week 

No 

Yes, occurring during time 
employed 

No, but hours worked wil1 count 
when employee becomes a 
permanent full-time employee 

Yes, No, Yes 

Yes 

Yes 

No 

No, but hours will be credited 



10. Shift Differential Yes 

1 i. Promotions Yes, hours dictate 

12. Grievance Yes 

13. Random drug and alcohol Yes 

14. Seniority Yes, based on hours 

ARTICLE45 
SEVERABILITY & LEGALITY 

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

Section 2. In the event that any part of this Contract should be so found to be illegal or contrary 
to law, the City and the Union shall meet within fourteen (14) days of the finalization of the 
decision to discuss same and to detem1ine whether a lawful alternative provision can be agreed 
upon. In the event this type of meeting should occur, the only matter to be discussed would be 
the question of a lawful alternate provision. 

ARTICLE 46 
EXPOSURE PAY 

Section 1. Amount. Effective in calendar year 2017, after the completion of probation, bargaining 
unit members shall be eligible to receive eight hundred and five dollars ($805.00) annually for 
exposure pay. Payment shall be made in the form of a lump sum in accordance with the procedures 
of the finance department, and not added to each employee' s base rate of pay. 

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

Section 3. Exposure pay shall be paid in July of the applicable calendar year. 
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ARTICLE47 
DURATION 

Section 1. This Agreement shall be effective upon ratification/acceptance by both parties (date 
of latest acceptance), or the acceptance of a fact finding report (date of latest 
acceptance/expiration of seven [7] day period), or implementation, as applicable. This 
agreement shall expire on December 31, 2021, unless either party gives timely written notice to 
the other of their intent to commence negotiations. Notice shall be given no sooner than one 
hundred twenty (120) days, nor later than sixty (60) days prior to the expiration of the 
Agreement. If such notice is given, negotiations shall commence and the provisions of this 
Agreement will be maintained until such time as a successor Agreement is in effect. 
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SIGNATURE PAGE 

IN WITNESS WHEREOF, the parties hereto have set their hands this _ ____ day of __ _ 

-----~ 
2020. 

For the City of Youngstown For the Union 

~ ~ MiePefSOTI: ocat 377 Steward 

Sam Cook, Secretary Treasurer Local 377 

G ss;,Committee Member 

APPROVED AS TO FORM 
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SIDE LETTER #1 
~CK LEAVE SEVERANCE PAY 

The parties agree that those employees that are members of the bargaining unit as of April 3, 
2010, shall continue to be allowed to receive payment for thirty-five percent (35%) of the value 
of their accumulated sick leave and all accumulated unused vacation leave at one hundred 
percent (100%) upon separation from City employment. 
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SIDE LETTER #2 
GRIEVANCE PROCEDURE 

For purposes of the grievance procedure, the Employer agrees that bargaining unit members may 
file Step I grievances with the General Foreman, notwithstanding the fact that the Employer may 
designate another member of management as its designee at Step 1. 
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SIDE LETTER #3 
OPERATOR/LABORER CLASS A LICENSE 

All employees that are members of the bargaining unit or subsequently become members of the 
unit that possess COL Class A Licenses or obtain a COL Class A License shall be obligated to 
maintain the CDL Class A License. Members that do not maintain such license shall be subject 
to termination, except as otherwise provided for under the parties' Drug and Alcohol Testing 
Policies or Licensure Maintenance/Reporting Requirement Article. 
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SIDE LETTER #4 
JOB ASSIGNMENTS 

The Employer shall determine how many employees are to be assigned to each shift, division, 
and unit subject to the following: 

Job assignments in the Youngstown Street Department, whether it be daily, seasonally, or 
annually, shall be done by classification seniority and qualification. The senior person in said 
classification shall be assigned first, providing that person meets the minimum qualification of 
the task to be performed to the duties deemed necessary by the management. 

Notwithstanding the Snow Routes and Truck Assignments section below, selection of equipment 
and work area location shall not be a factor in any of this process and shall remain the sole right 
of management to determine. 

Temporary job assignments and out of classification assignments shall be administered by 
departmental seniority and qualification. Overtime assignments Uob) shall be made by 
classification seniority and qualification. 

For overtime, senior persons may select by classification seniority from the list of tasks to be 
performed. Should there be more than one in any overtime event, however, management will 
reserve the right to assign equipment to that person and/or task, notwithstanding the Snow 
Routes and Truck Assignments section below. 

Snow Routes and Truck Equipment Assignments: As part of the annual bid for truck (hereinafter 
equipment) and route assignments, at least fourteen (14) days prior to the bid, the Superintendent 
shall provide notice of the Employer's intended deployment of personnel, the routes and 
equipment open for bid. All assignments to snow routes and equipment for snow routes shall be 
bid annually in October, by classification seniority. 

When the employee's assigned equipment becomes inoperable or is out of service, said 
employee shall select from spare, otherwise unassigned equipment until the employee's 
originally bid equipment is returned to service. 

In the event that new equipment is put into service after the annual bid, said equipment shall be 
bid by classification seniority. Any resulting available equipment will then be bid by 
classification seniority until the open equipment list or the employee list is exhausted, whichever 
is sooner. 
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APPENDIX A 
CITY OF YOUNGSTOWNffEAMSTERS LOCAL 377 

WAGE SCHEDULE 

First Full Pay 1/1/2020 1/1/2021 

1/1/2019 
Period 

Following 1.50% 1.00% 
Ratification 

Classification Hourly Hourly Rate Hourly Rate Hourly Rate 
Rate 

Laborer - Entry Rate $10.4575 $13.9368 
Laborer - After 12 Months $11.5034 $12.5490 $13.7988 
Laborer - After 24 Months $12.5490 $13.5949 
Laborer - After 36 Months $13 .5949 
Driver/Laborer 1 - $15.5984 $15.5984 $15.8324 $15.9907 
Probationary 
Driver/Laborer 2 $17.2964 $17.2964 $17.5558 $17.7314 
Operator/Laborer 1 -

$18.8236 $18.8236 $19.1060 $19.2970 
Probationa 
Operator/Laborer 2 $20.4953 $20.4953 $20.8027 $21.0108 
Paver Mason $20.4953 $20.4953 $20.8027 $21.0108 
Auto Maintenance Clerk $19.5118 $19.5118 $19.8045 $20.0025 
Mechanic 1 $19.7800 $19.7800 $20.0767 $20.2775 
Mechanic 2 $20.8108 $20.8108 $21.1230 $21.3342 
Blacksmith $20.9151 $20.9151 $21.2288 $21.4411 
Tire man $19.3819 $19.3819 $19.6726 $19.8694 
Watchman $17.8568 $17.8568 $18.1247 $18.3059 
Garage man $19.9778 $19.9778 $20.2775 $20.4802 
Maintenance Painter $21.2201 $21.2201 $21.5384 $21.7538 
Maintenance Man $17.6144 $17.6144 $17.8786 $18.0574 
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APPENDIXB 
CITY OF YOUNGSTOWN 

DRUG AND ALCOHOL TESTING PROGRAM 

A. .Pu.rpose: Notice 

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

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

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

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

B. Definitions 

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

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

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

C. General Rules 

1. Employees shall not take any narcotics or dangerous substances unless prescribed by a 
person licensed to practice medicine. Employees who are required to take prescription 
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Appendix B (Continued) 

medicine shall notify their immediate supervisors of the medication prescribed and the 
nature of the illness or injury. Any statutory defined illegal use of drugs by an employee, 
whether at or outside City employment, shall not be tolerated. 

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

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

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

D. Policv - Drug Testing and Alcohol Testing 

Pre-Employment Testing 

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

Reasonable Suspicion Testing 

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

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

Post-Accident Testing 

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

40 
!312612020 AGYGNCI 00247806.DOCX) 



Appendix B (Continued) 

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

Random Te ting 

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

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

Return to Duty Testing and Follow-up Testing 

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

Alcohol Testine Procedures 

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

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

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

An employee testing 0.04 or above shall be removed from duty for no less than twenty­
four (24) hours. lf an employee testing 0.04 or above was driven to a testing site by a 
supervisor, the supervisor shall drive the employee home after testing or the employee 
may choose to contact a family member or other individual to drive him/her home. If the 
employee drove himself/herself, the employee will remain at the test site until a 
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Appendix B (Continued) 

supervisor arrives to drive the employee home. The employee shall be responsible to 
make arrangements for his vehicle left at work or the testing site. 

Drug Testing Procedure 

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

Cannabinoids (marijuana) 
Cocaine 
Methamphetamine 
Amphetamines 
Opiates 
Oyxcodone (oxycotin) 
Propoxyphene 
Benzodiazepines 
Barbiturates 
Methylenedioxmethyl amphetamine 
(Ecstasy) 
Phencyclidine (PCP) 
Non-Prescribed Steroids/anabolic 
Steroids 
Non-Prescribed Vicodin 
Methadone 
6-Acetylmorphine 

Initial 
Screening 

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

25 ng/ml 
NIA 

NIA 
300 ng/ml 
10 ng/ml 

Confirmation 

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

25 ng/ml 
NIA 

NIA 
300 ng/ml 
10 ng/ml 

In the event that the primary specimen tests pos1t1ve, a confirmatory test will be 
performed. The confirmatory test shall be performed by a DHHS certified laboratory. 
An employee may request a re-test within seventy-two (72) hours of being informed of a 
positive result and may have the re- test performed at a different DHHS certified 
laboratory at the employee's cost. 

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

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

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

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

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

Refusal to Test 

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

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

Required Evaluation and Treatment 

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

Any covered employee found to have engaged in prohibited drug or alcohol use shall be 
informed of available resources to evaluate and resolve problems with the misuse of 
alcohol and drugs and provided with a list of substance abuse professionals and 
counseling and treatment programs. The covered employee must be evaluated by a 
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substance abuse professional (SAP) to determine what assistance, if any, the employee 
needs; must follow any rehabilitation program prescribed; must be evaluated to determine 
that he has properly followed said rehabilitation program; and, after a determination that 
he has successfully complied with an education and/or treatment program, must pass a 
return to duty alcohol or drug test. 

Discipline 

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

B. Covered employee who tests positive, for a: second time, on an above-defined drug and 
alcohol test, will be subject to immediate termination. 

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

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

An employee who tests positive on a drug or alcohol test, and cannot return to work pending a 
negative re-test or completion of a drug or alcohol rehabilitation program, will be required to use 
accrued paid vacation or personal leave, accrued paid sick or medical leave, or unpaid leave 
pursuant to the City of Youngstown's Family Medical Leave Act Policies and Procedures. 
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APPENDIX B-1 
CITY OF YOUNGSTOWN 

COL DRUG AND ALCOHOL TESTING POLICY FOR COL LICENSEES 

Purpose 

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

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

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

Information concerning the effects of dn,1g and alcohol use, the signs and symptoms of alcohol or 
drug abuse, and available method of intervention is provided with these policies. 

Covered Employee's Notice Obligations 

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

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

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

The following acts are prohibited: 

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

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

3. The refusal to take an alcohol or drug test; 
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Appendix B-1 CDL Drug And Alcohol Testing 
Policy For CDL Licensees (Continued) 

4. Reporting or remaining on duty after a positive alcohol (0.04 IBAC or greater) or drug 
test; 

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

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

Safety-Sensitive Functions Include: 

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

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

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

Pre-Employment Testing 

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

Reasonable Suspicion Testing 

Required if a supervisor or management person has reasonable susptc1on to believe that a 
covered employee is under the influence of alcohol or drugs, using illegal drugs, or had a 
substance abuse problem. Employees to be tested under reasonable suspicion shall be driven to 
the test site by a supervisor and may be accompanied by a union representative upon request. 

Post-Accident Testing 

Will occur in four (4) situations: 

1. Any accident involving a fatality; 

2. Any accident in which the driver is cited and there is disabling damage to the vehicle(s) 
requiring tow-away; 

3. Any accident in which the driver is cited and off-site medical treatment for anyone is 
required; or 
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Appendix B-1 CDL Drug And Alcohol Testing 
Policy For CDL Licensees (Continued) 

4. Any accident involving damage to a City vehicle where testing is directed by a 
supervisor/manager. 

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

Random Testine: 

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

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

Transportation to Testing Site 

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

Return to Duty Testing and Follow-Up Testing 

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

Alcohol Testine: Procedures 

Alcohol tests shall be by Breathalyzer (EBT) administered by a certified Breath Alcohol 
Technician (BAT). 

The test shall take place at a location that assures privacy and denies access to unauthorized 
individuals. The employee will provide photo ID and has the right to request ID of the BAT. 
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Policy For CDL Licensees (Continued) 

The EBTs used shall generate results on forms prescribed under 49 CFR, Part 40, which identify 
the employee by a unique number and identify the EBT used. A copy of the result will be 
provided to the employee. 

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

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

Drug Testing Procedure 

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

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

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

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

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

The laboratory shall report test results in a manner ensuring confidentiality to the employer's 
Medical Review Officer (MRO). 
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Policy For CDL Licensees (Continued) 

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

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

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

Refusals to Test 

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

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

Required Evaluation And Treatment 

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

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

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

Discipline 

The following discipline shall apply to violation of this policy. 

49 
13/26/2020 AGYGNCI 00247806.DOCX f 



Appendix B-1 CDL Drug And Alcohol Testing 
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Except where a specific labor contract provides otherwise, covered employees who have tested 
positive for the first time with no other disciplinable offenses, shall be subject to disciplinary 
action not to exceed thirty (30) days suspension for a first offense, so long as the employee enters 
and successfully completes the rehabilitation program recommended by a Substance Abuse 
Professional. 

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

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

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

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

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

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

Post Accident Procedure 

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

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

2. Do not consume any alcohol for at least eight (8) hours after the accident. 
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3. If you tlu 11ul re4uire uff-sile 111edical treatment, BUT 

• Somebody died as a result of the accident, or 

• You are cited for a traffic violation and someone was taken from the scene for 
medical treatment, 

• You are cited AND there was disabling damage to any vehicle which required 
towing; or 

• An accident involving damage to a City vehicle occurred and testing was directed 
by a supervisor/manager; 

YOU MUST: 

• within two (2) hours of the accident (within 8 hours if not possible within 2) 
report to Worklife by Meridian, a Division of Meridian Healthcare, 527 N. 
Meridian Road, Youngstown, Ohio 44509, for drug and alcohol tests. 

4. Advise the personnel at Worklife by Meridian that: 

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

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

• Notify ambulance or hospital personnel that you must have drug and alcohol tests 
administered, 

• Give your consent to drug and alcohol tests. 
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TO: 
CDL Employee 

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

Please report directly to WorkLife by Meridian, a Division of Meridian Healthcare, 527 N. 
Meridian Road, Youngstown, Ohio 44509, or after 4:30 p.m., to Worklife by Meridian, a 
Division of Meridian Healthcare, 527 N. Meridian Road, Youngstown, Ohio 44508, for a __ _ 
_____ test at a.m./p.m. today. Be prepared to present photo ID (your CDL 
license). 

Date Supervisor 

Acknowledgment of Receipt: 

Employee Signature 
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Rt!pur l Of Traffic Con viction Aud/Or· 
License Suspension Restrictions 

Name of Driver CDL License Number 

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

Date of Conviction _ _ _ _____ _ 

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

0 Yes 0 No 

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

Has License Been 0 Suspended 0 Restricted 

Date of Suspension ___________ _ Until - ----------

Re trictions _ _______________ _ Until ___________ _ 

Date Submitted Employee Signature 
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Acknowledgment Of Receipt Of 
Drug And Alcohol Testing Policies And Procedures 

For CDL Licensees 

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

Name 

Social Security Number 
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APPENDJXC 
!OD/WORKERS' COMPENSATION PROVIDERS 

Note: The attached list represents the City's list of approved providers for IOD. The list will be 
updated in January of each year. 

Anyone requesting a physician not on the list must contact the Union so that the request can be 
forwarded to the City for consideration. Bargaining unit members with existing claims may 
remain with their respective physician of record (POR) for that claim. 
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IOD/WORKERS' COMPENSATION PROVIDERS 

CITY OFYOUNGS fOWN JJ,NUM('I i.l.!~l.J 

100/WOru.;rn~ (0M,1£NS..t\l:ON PROV1(Jf.H5 

---
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!OD/WORKERS' COMPENSATION PROVIDERS 

Cl fY OF YOUNG~ TOWN 

JOD/'NORl<ERS' COMPENSATION PF:O\!IQEH.5 
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!OD/WORKERS' COMPENSATION PROVIDERS 

r:ITY OF YOUNG'>rDWN 
J(H)1WOH1<rns· 1:0MPEN'iA TION Pl{CVIDERS 

(<><&>11k --,--
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NO. _____ _ 
STEP _ ___ _ 

APPENDIXD 
GRIEVANCE PROCEDURE 

UNION _______________ _ 

DEPARTMENT AND/OR DIVISION _____ _ 
DATE FILED --------------

DATE RECEIVED BY THE CITY OF YOUNGSTOWN ___________ _ 
NAME OF PERSON RECEIVING SAME -----------------
NAME OF GRIEV ANT 
POSITION HELD _______________________ _ 
CURRENT ASSIGNMENT ____________________ _ 

IF ANY DOCUMENT TS NECESSARY TO PROVE YOUR GRIEVANCE, PLEASE INDICATE 
SAME __________________ _ _______ _ 

DESCRIPTION OF GRIEVANCE, INCLUDING DATE:------------

REMEDY DESIRED ______________________ _ 

UNION REPRESENTATIVE GRIEVANT 

DATE ______ _ 

COPIES TO: GRIEV ANT; PRESIDENT OF UNION; DEPARTMENT HEAD 
MAYOR'S DESIGNEE 
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APPENDIX D (Continued) 
GRIEVANCE PROCEDURE 

CITY OF YOUNGSTOWN RESPONSE TO GRIEVANCE 

RANK AND/OR DESIGNATION TO PROCESS GRIEVANCE _________ _ 

RESPONSE TO CITY TO HEARING BEFORE DEPARTMENT HEAD OR HIS/HER 
REPRESENTATIVE _ __________ __________ ~ 

DISPOSITION ___________ _____________ _ 

SIGNATURE WITH RANK OR DESIGNATION 

DATE 
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APPENDIX D (Continued) 
GRIEVANCE PROCEDURE 

CITY OF YOUNGSTOWN 
MAYOR'S DESIGNEE DECISION 

DATE RECEIVED BY MAYOR'S DESIGNEE 
~~~~~~~~~~~~~~~ 

SIGNATURE OF PERSON DISPOSING OF GRIEVANCE 

DA TE DISPOSED 

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

CITY OF YOUNGSTOWN 
GRIEVANCE FORM 

SUMMARY AND DISPOSITION SHEET 

DEPARTMENT AND/OR DNISION ________________ _ 

SIGNATURE OF PERSON RECENING SAME FOR CITY __________ _ 

D THIS GRIEVANCE IS SETTLED 

D THIS GRIEVANCE IS NOT SETTLED 

D I APPEAL TO THE _______ STEP 

D I DO NOT WISH TO APPEAL 

DI APPEAL TO THE DEPARTMENT HEAD 

D I APPEAL TO THE MAYOR'S DESIGNEE 

DI APPEAL TO ARBITRATION 

COMMENTS ________________________ ~ 

UNION REPRESENTATIVE 
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APPENDIXE 
INSURANCE BENEFIT SCHEDULE 

Anthem@ BlucCross and BlueShicld 

Your Plan: City otYoungstown -Anthem Blue Access PPO with National Formulacy 

Your Network: Blue Access Effective March 1, 2020 

Tbis 111111111nry of b111efit1 is n brief 11111/i111 of '°/Jtflll'• tluigi11d lo htlp j'IJJJ with flu 11/tcli1111 pmus. This m1JJJJ1Pry thu not njl«I tnth (1111{ 

m.1y IH11tjil, txt/110011 nnd li111ildtio111JJhkh 111t1y app!J lo llN t0Nm§. For mon drlai/1, i111}11(ffJnt 1i1Hllt1flon1 rtnd IJ«h11i11111, p/tm• ,.,.;,,,, 
!ht far111t1! citidm" .ojl'olllmgt (EOq. If thin is t1 diffe1~11a whWtn this 111H1111t1i:y n11tf 11!1 E11idn1tt of Cowmg• (BO(.), tht BPidMc< 
of Cowr"l' (EOC), 111ill piv11t1il 

This .111w1111r:J of bmtjils l/tll bm1 uprla/td lo romp!J lllilh fidm1/ a11d slolu mJ1tiroJ11nls, i11.-111dil'l t1pplk11b/1 protisio111 of the 1~m1t!J 
•111trltd fttk1wl !HJ1ltb (Olf rrfarm "11111. Ar 1w 1utiw addltio11t1l t/fidt111t·1 n//fl ,-/a1ijiratiu11 011 t& "'"'""11th am TYfa1111 laws front the U.S. 
D1port111t11t of Ht11lth a"11 fV1111011 Stroitu, D1pmtmt11/ of Lo/Mr mu/ llllm10/ Rt11tn111 S er11ia, '"' may IH rt'fllim{ lo ntt1l:.t 11drlitioJ1nl 
dHll'IJI to Ibis IHlllllHll.J of btlldjils. 

(. OSI d \'tlll \1'1\.' ,\fl l~1P.t t i :1 111 1 I J'-. 1' 

( lJ 'l "Jr 11 \1, d• 11 lwn{ f1/, (u . f'\ )l· f\••nrl :'~nll l'J · t•,? I;! 

Ovctall Deduc1ibJe 
Sn flO/ts .1¢/011 lo 11/llHflfllntl how )"Dllr d1tl11ftib/, 11111rk.r. Your plttTJ ""!J uho 
bm.w 11 srpt1mt1 PTY1tdp1io11 Dn'& D1d11<1iblt. Su l 1rumptio11 Df'lfg Co1V1"fll6 
JtdiOll. 

Pfl1\ 1d 1· t Pt11 '~ 1 .. l1 I 

S500 pct80n I $1,000 person I 
st ,000 family $2,000 &mily 

l--=---~~--.~~~--~~--~.--~~---~~ ........ ~~--11 .,...~~--,,...-~~~-1-~~~~~~--1 - ~ .......... ~ -.. . . r 
Out~iir-Pockct Limit 
f'(/hiJ,p lf ,;;t11lp11r. O/d-'1ffio.i:ii li111il1JVJll wiH NO /oJIF hq~ Ip ./H!J "111· 
~IJati111;fpg:ilR N11tiNi!Uof.)'Ollfl1111'.flt JH!¥. Sit 110.f~t 1it1toRfor _ .. · 
odditf ~nnl !iifo.itN.ilioit "r1g11nJi1rgJOHr 011t of }Jotk.lt (llt1.vinl11111. 

' 
Preventive care/ screening/ immunization 
ln-11t!JIJOl'k. ptr11111li11t mn i1 Ml m/Jjttl lo rlt1/111tibk, /f;v11r plan hns n 
'tktl11tlibk. 
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..! ' • 

$3,000 pi;rspn ) 
•$6,00Q f11.mll(:. 

-

. 
No cbnigc 

--
'1~ COP.DY per visit 
deducl;ihlc _docs nqt . 
11pp~y 

s~7ooo : pcrsnn I 
$12,000 family 

- --

--
20% COWUlllllCC 

aftcc deductible is 
met 

. 

'20% coinawancc 
9nei:· deductible is 
met . 

' 
. . 



Appendix E (Continued) 

Your summary of benefits 

Cost ifyn11 tlSl' a11 Cnst iJ you u~ L' a 
~ovcn·d Medical lkl>l'ht" h1-N,·tw1>1k Nnn-Nriwork 

Specialist Care Visit 
lll'btn Alltrv iJijeetio11s an bi/ltd 1tparale!J by "'flllork. prollitllrs, tbr 
1n1n1b1r is not rerpo11ribk far a rop~. IP'br11 bi/ltd as jJtrTi of 011 ojfiu 
1Jisi1, Ihm it 110 ntfdi1io110/ «Ml la th1 mtmlw far tbt iiy1tlio11. 

Prcoalal aad Po11t~iiltt8l Que ....: 
1"·Ntlll/tfr! prrw11{iN J!~1lti_ftl/ 11;.,i;ru '!re t11/,l/1Vf/ nl 100%. 

.. . . ... 
-. 

Other Practitioner Visits: 

Relllil Health Clinic 

Pre£encd On-line Visit 
lnrlnJu Mmtal/ Bthaviorol T-lmhh and SnbJtaf/CI A/,w11 

Other Participating Providcc On-line Visit 
/n(/nJes Mentnl/ JJehallioml HMllh a111f S11bllmia Abun 

Manipulation Therapy 
Ulltl'rlfl It limittd·tll 12 nii/1 JMrbt111jir J>triod. LJmil is toN1bi11ta 
ln·Nmvork. mid Non-NttworJr. Visit llmilt art "11/Jhintrl bath 
11'1'011111r. lftk"llt lfnd 1th1r 10 111iii1111' 11ui11. 

Other Services in an Office: . 

Allergy Testing : 

Chemo/Ra.dit~ Therapy Pcrfor.r:ned by~ PrimA.ty Care 
Physidao 

'. 
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l'rnvilll r l'rovilll'r 

S20 copay per visit 
deductible does not 
apply 

20% coinsutnncc 
after deductible is 
met 

$15 copay pei: 

P'°&!l•IKf f<tt th~ 
m·lt '"!&its aml then 
0% co'i.nsumncc 11£te.r • 

.dcdui:tiblc is .r:net . 

- .200/o coinsuraucc 
11,fuu:_ deductible i_& 

St 5 copay pet visit 
deductiblcdoea not 
apply 

$15 cop.11y per visit 
deductible does not 
apply 

$20 copay per visit 
deductible does not 
apply 

$20 copa)' per visit 
deductible d~ not 
apply 

0% all.nsurancc att.c:t 
deductible.is met • 

$15 copay p~\lhit · 
'deducll1;ile dqes not 
apply ; '. 

. $20 cop_3y per vijlt 
·~cl;ikle ~,-~t 
-np,Plr · •• 

met 

20% coinsurimce 
.ll au deductible is 
met 

20% coinsumnce 
after deductible is 
met 

20% coinsurance 
after deductibh: is 
met 

20o/o coinsurance 
11fter deductible is 
met 

20o/o CO~IWUICC 
11ftu dcd-ictij:llc is 
lnl!t 

200/o coimumm:e 
ilft.U dCdutt;iblc.is 
met 

--

20o/·~~~ -
a.l't.cr deelu¢ble is 
met 



Appendix E (Continued) 

Your summary of benefits 

('p~t 1fyo11 \l '-; l' .111 C11 •,11fyuu 11~t· a 

Covt reel r-,1,·<11c.tl ficudit., 111-N1·two1k Nnn-N1·1wn1k 

. ~/H 

.·. 
PrcScription Drugs 
Fl!r f}J~· dJ'll,V ltn!f Jif}>'11Slfl i11 1~1 aj[M (broliJ.b iJJj11i~/ iiJftdfo11. 

·~ 

Diagnostic Secvices 

Lab: 

Office 

Outpatient Hospital 

X-Ray: 

Offli;c 
Diqgt101lk X.~ i11 011 ~" i11dmfi1'1. Non·#lflltmity U/Jms.inu/J 

· 111¥ 10111rrrf pt~ 'l!#W· . - . . . . · . 
OutpntiCAt Ho$pltal_ -- ~· 

Advanced Dil1gnostic Imaging (for example, 
MRI/PET /CAT scans): 

Office 

Outpatient Hospital 
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l'rnvi 1I1·1 Prnvulc 1 

Noch~tgc 

No charge 

0% coinsutllncc after 
deductible is met 

.r~.dC<!u~tibic ~ 
•met · 

2b°lo .~ojnaunmcc 
! ftCl: c!cdllcllblc'is 
met 

20% coinsurance 
after deductible is 
met 

20% coinsurance 
a&cr deductible is 
met 

·• 
2do/o colosuraocc .; ~ 

·. ~·ftt;r .dcd~~tiblc is . . r 
. .met 

CWo coinsutll~Cc''ciftci :zOoi~ coil'lsumnc~ ·-~ 
;~du~I~ ii met = a&cr 4cductil;IJc is. 

~cf·:. - ' · · 

0% coinsurance after 
deductible is met 

0% coinsurance after 
deductible is rnc:t 

20% coinsurance 
after deductible ls 
an ct 

20% coiruuruncc 
after deductible is 
met 



Appendix E (Continued) 

Your summary of benefits 

f'1 .q 1J )0\111 '-: t: . 11 1 ( 'o,,t it you 11 .. l' :1 

(,ff\ c-n d '.: l \IH ' l l n( ;: \ ltt ' lH N~:h•''{id.. Nt1\1-N1'l\\'{)) \<. 

Emcitency ~'d'Ufi"etit Can: 

Urgent C-arc (OfBcc,Scidw . • 
Mt111/Jtrtos1 f#ti for AllrlJJ iitjidiop1 /Ji/ltd stJ>orot1!J /JaJ l!o toMJ. Tf 
bilkd with 011 U11111tCan FINi/j{y tho1gt, it wijl /JI t0111ml 1111t/fr J/H 
(./C t0fa'!J/tlt11I, l//tfl is /IO ti!lt!if/01111/ au/ lo llH JNtNlbtr for /ht i'f!'dio11.. 

Urec~t clire(Pacllity' .Sctdna) 

Urgent Cate: }tacllir.y ~c11 

·. 

Bmcrge_ocy. ~9-ti~in P.-«;JUt{Scrilcce · 
• .CoJN!y ll'tfhlttl v tidNUJl~d. 

Emergency ~om Doi:tor and Other Sccvic~a 

Ambulance (Air, Ground, and Water) 

Outpatient Mcntul/Bch11viornl Health and Subetancc Abuse 

Doctor Office Visit 

Facility visit: 

Facility Fees 

Docior Services 
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Pr1J\·ich•1 P10\idl'1 

$35 c0piiy (>Cl vi3it 
dcducd!>Jc docs not 
apply 

No~gc 

Noch~ge 

l15o copny.pcr\'Wt -
deductible docs .noc 
apply -- -

·No ch~ 

0% coinsumnce a ftu 
deductible is met 

$15 copay per visit 
deductible does not 
apply 

0% coinsurnncc after 
deductible is met 

0% coinsurance after 
deductible is met 

20% coinsunncc 
after deductible is 
n\tl 

20-/o c:iOinsumncc 
after deductible Js, 
UIC! 

20"/.o coins'lttllCC 
aftu' dedu~tiblc ii 

ct 

('Avcrcd as ln­
Nc~ork 

Cc;\retcd l\S m­
Nctwotk · · 

Covered ns In­
Network 

20% coinsw:ancc 
aftcc deductible is 
met 

20% coinsurance 
11ftt:r deductible is 
met 

20% coinsurnncc 
aftC1' deductible is 
met 



Appendix E (Continued) 

Your summary of benefits 

<'osl it vn11 use .10 CrP l if }"dll \1L t' .l 

C" \""' "d :\lt-1111 .ti ll1 •111· ht' [11 -Netwurk No11-N1·1work 

,OutpatiCnt,Sufaeq' 

· P~cillty Fees; 
~Qlpitol 

Doc!br 1t11d Ocher !ierVi¢11: · -

Hospitnl Stay (all inpatient au1ya including Maternity, Menial 
/ Behavioml Health, and Substance Abuse) 

Facility fees (for example, room & board) 
G6w11111 for l11poli111/ p1!Jsitol mediri111 nutl rthnbi!ilt1l1"o11 i11d11di11g !lay 
rthnbilitaliu progm1J1s is li111irni to 60 days a1111bi11td )Ir /HJ1efit JHriod 
Umil iI rombi11td l11-N1/1JJOJ1e 1111dNon·Ntl1110rk. Dt11efi1 iltclttdu 
tolltrQ/;I far 0111pt1fi111t Rrhnbili1t1li1m /J'fllratN· 

Human Org11n and Tiaaue Ttansplanta 
Atrp1i1ition 1111d ln111sp/tllll /Jmf1d111u, a1/ltdio11 nnd sfomgt. KidHl.J nnd 
Com111 t/rt lrttlltd tht Jlllllt nr nl!J ofhlf i//111n nnd snijtd lo lbt nmfiml 
lllntjitr. 

Doctor and other &el'Viceii . 

68 
i3/26/2020 AGYGNCI 00247806.DOCX} 

Pf\1\'uh.~t· Provider 

0% coln$urru:lce after 
dcductibii1' m-'ct 

0% coin;;f,ancc aft.ct 
dcductij,lc b met ,. 

0% coinsumncc after 
deductible is met 

No charge 

0% coinsurnncc 11ftci: 
deductible is tnet 

20"/ci colilallnncc 
·aner'dedu°ctiblC is 
met 

2!)% c:OinsJr.nc:e 
11(tCt deductible is 
met 

20"!. coinsur:mce 
after deductible is 
met 

50% coinsUI11nce 
afrcr deductible: is 
met 

20% coinsurance 
after deductible is 
met 



Appendix E (Continued) 

Your summary of benefits 

l~!l\I tl \!OU lht.: 0 \ll ('o...,f ti )!Iii ll'"l' .~ 

C11•·1 •~·,1 :\11 d 1.· d n1, ,.i,,, Ill l'I··t\\'t11L l':rn·-1'~t·~\\".it! ... 

Rccovciy &: ~eh,llblUta!fqJ:i 

Hoine ~Ith Care 

. . 

Gllll'llu ls. li"!(ltd lo 1f)P Wil{f'!_r.bl/IJ)IJNriotl. If~i( is ~b.ilirtll11-. 
N1t11101! a,if.IN~·~illl!O(.k.. f:lif'l(:~ nof"}JftjJ lo..frj>qfU/t Pftyrl"11 ar 
Om1J11Jll1ma( Thmifi.i lfmits. 11111111 }'r:fanNtil_fUpart ofH!Nld H~b, 

Private Duty Nursing 
Co1111r13ti1 lu11iluJ to 82 wits ptr Cak!fdar y t1Ji;l.i1nit is (Olllb/ntr/ IN· 
N1f'lllorlc olllf No11-Nt1Wark · • • 

Rehabilitation sel:Yicee (for example, 
physical/ apeech/ occupational therapy): 

Office 
Um# ii '1JNlbi11td far 1¥/J11/Ji/ilafiP: 1111rl habilil11ti11C «n•ku. Co111nw 
far Otrlljialio11nl Tbtmpy is limiftd lo JO uisi/1 pt1· bt11tjil ptriotf, 
Pl111iral Tht111J!Y iJ limiltd la JO tisil.t ptr benefit Jmiod all(/ Sp.4ch 
Tbtmpy is /i111i!td lo 20 lli11°/1 ptr benefit ptriod. l.Jm/°/ it CD11tbintd 
far In-NtllllDrA: llHd Non·NtlJJJOrlil. U1'1it is CO!llbhl#d 1mvss 
pTr1fatsi11111/ ri1il11111d 011tpnfit11f fmiliriu. Bmfiu /tr A11tilm 
Sptdirmt Dimrdmfor m11,,1H1r up fD au 14iwth«ltr1111 ndtfitio1111/ 
20 flisi/1 far l/lt«h 1111d lmw1111,1 tkmpit1, 20 f111il1 far IJ(tllpatlo11al 
thtmpy, 1111d 11 fb11it of 20 ho11rs ptr 11111k far Clinkol Tbwpt11/it 
111temufiD11 nm'.~1 .• 

Outpnlient Hospitnl 
l.iAlil ir to111bi111d far 1rh11bifif(ffitJt rmd h1tbifiltJliK sr1vi~L CoNtqgt 
far O«Jlfktf/01111/ Thtmpy ii limiftti to 30 llisils ptr bt11tfit pmod, 
Physir'l11T/Jtmpy ii limitt.i Ii JO Pisil.t ptr bt11tflt ptiirlrl a11J Spt"b 
Tl11mpy ir /1111/M lo 20 ,,;1it1 ptr btntjit ptn'od l.Jmll Ir cvmbi11ed 
far Lt-NtfulorA mu/ No11-N1f/llorJe. l.Jmil i.t tt1n1bintd nmus 
p10/mional llisits anti 0111J1alil11t fatilltiu. B1111jit1 far A.111um 
S pttl'11111 Di.torrkn far mtmbus II]> lo Of! 14 inrlrulu an additional 
20 risit1far ipt•tll and ln"l.fllfgt tlHmpiu, ZO visits for o«1tpn1io1Ml 
thtrnp.J> aml a limit of 20 hours ptr wuk far Clinirttl Thtroptlflit 
b1111111ntion slfflim. 
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l'f11t·i~lcr Prcnndc1 

0% coinsuraoce afu:t 
.deductible: is OlCt 

0% coinsW11nce afttt 
dcduc'llhlc is met 

S20 copay pct visit 
deductible does not 
apply 

0% coinsunmce aftei: 
deductible is met 

ip"/o.cplnsiu,~!=C • 
aftu ~dii~ble is 
JllCt 

20% coinsumnce 
a{ti:t deductible is 
Dldt 

20% coins1U11ncc 
a ftcr deducu'blc is 
met 

20% coinsurance 
aftet deductible is 
met 
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Your summary of benefits 

Cfls l ifyo1111s L" .111 C<hl if you ll ·l' .1 
Co1nl'll M,·di1 .. tl Beuellls !11 NL"twn1k Nou-Ndwork 

' 

C11.1diac re~biUtiltion 

Office: 
<JollUllf! ir 111ilil11il1d w1i11."jitr IH11!fit puiod. Limfl is "6111bi1"t/J11-
NtfWiii-.li (/lid ~»·Nr~r~ ,Viii1,/llpi11 ar(<OllibiRul botp tHTUu _ 
011tpnli1111 anfl o1bg:pnfusi~1141,,Jti11. • 

· Ou~.111icnt Ho{~iw . · _ · ,: . _ . . 
0!111111§ /111u/j111ijul.,.;µJ1 pfi hi'nljil puiod. Lllf1iJ_ l1 '1JINl]litetl fll . • 
N~llJlflr~ atill l(Vono'Ntitiloifa. 7Vilil '!imilr iur COlflbilNtl btitb iktnll 

• 0111J:atitf1/ and 11bt1)mfutio1111/ lirils. • _ 

Pulmonary rehabilitation 

Office 
Co111m11 is 111tli111it1d viJi/1 per b111efil Jmi11d. Limit is combiRtd Jn. 
Ntt1J101-k aJJtf N11JJ-Nt/J110rk. ViJit limilt an trJ111biJJtll both a1TllJJ 

0111poti111I a1ltl othtr proft11i1111a/ mils. 

Outpatient Hospital 
Co11tmt,e it 11nli111lltd l'isils ptr WINjil ptriatf. UmiJ is r:tJINhimd In­
Nttwarl:. 11nd N1111N1rworlt. Vi1il /imilr t/IY (Olllbi111d bath llmJU 
a11tpnti1nt mid ot!Nr ptJJfas1Jo1111f lli1i11. 

SkiUcd Numing Care (ln a facility) 
Co11trogt is limifttf lo 180 tft!P pt1· IH111jl1 ptriod. LJn1iJ is 1T1111binui In· 
N111vurk a11d Nan-Nu11JOrk. 

Hospice· -
~ ... .-- -· ... .·. 

.· . 
Durable Medical Equipment 

Prosthetic Devices 
Cowrage far lllit,t 11tetkd after'"""' lrrnlmmf i1 limit~ to 1 i/1111 ptr bl11'.fil 
ptriod. Cow1'r{!! far tcalp hair pro1r/u1ics t1lld Ill/gs efltr mJJm· fnnflillPI is 
li~iltd lo 1 itt111 /'" btn~it period. IJ111il ir t0111bintd ln-Ntl®rk and Non­
N11work.. 
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l' cm·1<k1 Prn vc dc1 

i20 copay pee visit 
deductible docs !lOt 

~pply -. 

0% cqjnsii.t:anc~ ·a£teI 
dc:d1:1cublds mcl 

$20 cop:iy per visit 
deductible does not 
apply 

0% coinsuunce after 
deductible is met 

00/o coinsunmcc a frcr 
deductible is met 

Noclnrge /: 

0% coinsurance after 
deductible is met 

0% coillaunmcc after 
deductible is met 

2.0°lo c:Oi.riswiuicc 
af~ d~ui:tlbli: is 
met 

20% ioins~nce 
af~ ded"!=tlblc is' 
met ' 

20% coinsur.incc 
aftu deductible is 
met 

20% coinsurance 
afcer deductible is 
met 

20% coinsuC11ncc 
aftct deductible is 
met 

20% coinslltancc 
after deductible is 
met 

20% coinsutimce 
after deductible is 
met 

-
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( :1t:.l 1! \011 \1.-..t• :l (:o~.t 1fyoll \hi" ,\II t:n~l ti ','Hll 11 ... t' ,I 

< 11 \•ert. j, l'n •.t. rip1i1111 Dru~: n, 1u:fi1... r>tef"·1rl ii Nc..·f\\ tul... I 11 N.·1" 111k N1111-">l"·f\\ 111k -

Prc11,1dc 1 l1fllVukr 1'1t1\H.h·1 

Pha~;scy Deductible 

.· 

NQt appUC:ablc 

I 1· 

Not ilpplia,blc 

Pharmacy Out of Pocket Combined with In- Combined with In- Combined with Non· 

Prescription Diug Coverage 
Rx Ti~red Cb~JceNetwork 
htlhem NolioHttl DfiiJ LJsl . 
This p"'tb'" hos a 90-tl'!J R1toil Pllflmt0f1 
NllworJ:. alitlita/!k, J4 90 i11!J mpp!J is awtililble (Jf 

11101t nlni/ plkmiHIU. · · · -

Tier 1- Typically Generic . . 
Cutllrs tljJ lo a 10-tfey supp!J (i!IP.(/ !../;f!_rmaf}). 
CoW/:1 trp la 11 !JO.~ 111p/J& (!J#l'ifrll!i!Y _. 
/Jl'9f/Pf'I). C.,.,rs trp lo_ !JJJ-1/qy 1fj.fi!J.7n'fiil_r 
11111iillma11« pl/di'Nltlg), _ . · 

.:."::.=: . 

-·~~ .. ... 

Tier 2 -Typically Preferred Brand 
Cowrr 1p lo 11 JO·n'!} ,upp!J (1rtni/ pbam1tifj). 
Coum 11p lo 11 90-rlqy 11rpp!J (bo111t tft/iwiy 
Prat.mm). Cwtrr 1p lo 90-tlay mpp!J {f'lfai/ 
111ai11f1111111rt pln11m19). 

Network medical out Ncl:\vork medical 
of pcx:kct maximum out of pocket 

maximum 

Levell 

$15 cppay per 
piesa:ij>tion, 
de41lcu"bLt @cs not 
appfy (tct1111} ~~ ~ 
,coe_1tyJ1~r , 
ptcscnption, . 
~udiblc do~ n.Ot 
applf (h~e dcliv~) . . 
S30 copay per 
p.rocription, 
deductible does not 
stpply (retail) and S60 
copoyper 
prC.!lcription, 
deductible docs not 
11pply Q1ome delivery) 

Level 2 

$25 copiay pet 
ptcaq!ptlgn, 
~~etif;ilc doe5, not 
11ppJy (~~ii) a.rid - . 
I'tot C!JVcim.I (home 
dc:llJrciy). , 

$40 copay per 
pre~eription, 

deductible docs not 
11pply (rc:rnil} and 
Not coveted (home 
delivery) . 

.. 
Tk:r3~TyplcailyNoit-Prcf~e~ ·- .' ;s6li~6r.ifp0! .. 
Brand ~ :.T *:--:- 1 1~ption, • . en:sCPption, -

f70 ·~oplfl>U 

Co111r111p ID O Jf>i/a.J IHJ>P!J (ntagpbtJ"'!iifi).1 ocdftttibl.c docs. \lot • il~d!l~bJc, iloi:s tlO l 

~lllrJ trp to~ ?fl·tla.J 111.PP!J (bwi{ lkH~!J llpply-(rcaiil) 'l"d.$120 · 11pply (reWI) and 
pmzran1). Cowrs 11p lo 90·d'!J 11fp/f!J-(ir1~l · - · copay pa ' Not covW:d (hol'Qe -· 
111ai11/111111ia pllflr/Jl.il~). · ·· - preactiptio~, - dclivc:<y) 

- _ ~ · _- ... - - - dedudiblC dOc& not : 
- a_pply _(hon.ii: ddivei:y) . ~":' -
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Network medical out 
. of pocket maximum 

l - -

SO"lo 'cOinNrllnce, $60 
·~um,c;opaymecu 
'(~,and Not. 
covucd. (hQmc 
ddl\'.c.ty) : 

. . 

50% coinsurnm;e, $60 
nunimwn cop11yment 
(.retail) and Not 
covered (home 
delivery) 

50% C:OinsumnCD; J60 
mUWn\llD. i:opaymcnt · 
(mall) an~t'Not 
covjm! QlOmc 
delil"Uy) 
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<:oslifj1111t1')l ' .l Co•.lityo1111i..:P,\ll ( '. 11•)l1fy1111t11(' 1 

Ccn cn:d 1't('SClljllll11t nu111 B1·11t l1h Pn·f1 •rr1·d N .. lwork I 11 - ~h t\\'Ol l.. N1J11¥N{ l\\ ut!' 

Tier 4 - Typlcany Specialty (brand 
and generic) 
Ca11n 11p lo R JO·tltlJ mpp!J (~ftli/ pbamt11f!). 
Ca1m 1rp lo It JU.Ng sHf>J>!J (holNI tkliwiy 
progm111). 
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Prov 1th· a Pr i>\·td1·1 p,, 1\ 111 ... · t 

2511. colnsunince up 
to 5250 pct 
prescription, 
deductible docs not 
11pply (retail and home 
delivery) 

72 

251/D coinsurance up 
to $250 per 
prcsaiption, 
dcd~tiblc: docs not 
llpply (retail) and. 
Not covered (home 
dcUvc[f) 

50% coinauronce, S60 
minimum copaymcnt 
(retail) Ml.d Not 
covered (home 
dclivc[)') 
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Notes: 

• The family deductible and out-of-pocket nwcimum are embedded meaning the co.st shares of one family 
member will be applied to both the individual deductible and individual out-of-pocket maximum; In addition, 
amounts for all covered family members apply to both the family deductible snd family out-of-p<ickct 
maximum. No one membct will pay more tl1An the individual deductible and individual out-of-pocket 
tna.ximum. 

• Network and Non-network deductibles, copayments, coinautMce and out-of-pocket maximums ate separate 
and do not accumulate toward each other. 

• Dependent age: to end of the month in which the child attains age 26. 

• No charge means no deducliblc/copayment/coinsumnce up to tlu: maximum allowable amount. 0% meaos no 
coinsurance up to the maximum allownblc amount. However, when choosing a Non-network provider, the 
mcmbci: is responsible for any balance due after the plan payment. 

• Cert.Un diabetic and asthmatic supplies ru:e availtble at Network phllt!rulcies, diabetic test strips paid same as 
any other drug. 

• Behavioral Hc:ilth Sccviccs: Mental Health and Substnnce Abuse benefits provided in accordance with Federal 
Mental Health Parity. 

Preventive Care Services that meet the requirements of federal and state law, including certain sC(ecnings, 
immuniz11tions and physiciao \•isits arc coveted. 

• R.x non-network diabetic/asthmatic supplies not covered e."tcept diabetic test strips. 

• Members llIC encouraged to always obtain prior approval when using non-network providers. Prcccrtification 
will help the member kno\V if the services arc considered not medically necessary. 

• AU medical and prescription drug deductibles, copoymcnts and coinsurance apply toward the out-of-pocket 
mmcimum (excluding Non-Network Humnn Organ and Tissue Transplant (HOTI) Services). 

• If office visit is a coinsurance, the coinsu.mncc also applies to allergy injections. 

• No Copnyment or Coinsuroncc applies to a:i:tnin di.'lbetic and asthmatic supplies when you get them from an 
In-Network Pharmacy. These supplies are coveted as Medical Supplies and Durable Medical Equipment if you 
get them &om an Out-of-Network Pharmacy. Dinbetic test strips are covered subject to applicl\ble Prescription 
Drug Copnymcnt / Coinsurnnce. Rx non-netwotk diabedc/asdunatic supplies not covered except dinbetic test 
sttips. 

• Hospital stay fot Maternity Coverage will not be limited to less than 48 hours for a vaginal dcliver:y or 96 hours 
foe a caesarean section. 

• PCP ia a Network Provide.c who is a pmctitionCl d1at specializes in family practice, general practice, intem11l 
medicine, pccli11trlcs, gedntrics or nny other Network provider as allowed by the plan. 

• Urgent Care Facility Copay exclude certain diagnostic test such as MRAs, MRis, C-Scnns, Nuclear Cardiology 
Imaging Studies, non-maternity related Ultrasounds, Allergy Testing, and Phamiaceutical injection and drugs. 

• Benefit Period: Calendar Year 

• A Specialist copaymcnt is applicable to care provided by Specialists, excluding Gencml Physicians, Ina:mist, 
Pediatricians, OB/GYNs and Geriatrics or other Network Provide.t 118 allowed by Plan. 

• Benefit limits for speech and language therapy and occupntional therapy for the treatment of autism are in 
addition to the separate listed occupational and speech therapy benefit limits. Behavioral a1111lysis ptovidcd by 
or under the supervision of 11 ptofession11l who is licensed, certified, or registered by an appropriate agency of 

Anthem Blue Cnn• ,nJ Dlu. Shield is lhc 1r•dc IW1"' oCConunwUty lmunna: c,,...,.,.r. lmlq!cniJmr lie..- of rho Blue Croa •ndBlu< Shield .\uoci>rion. <Ill AN1'H~M is• 
qinrl«i rndmnrk of Anrh"" '""""""' Com,......, Inc. lbc Bhie Crou ""'1 Blue ShidJ n>n\a anJ aymhok .,. Rgitt<ral rmrlu of rhc Blu< Croo •nd Uluc Sliidd 
ANoc;,o... 
Questions: (833) 639-1634 or visit us at www,aothcm.com 
OH/LG/ Antl1cm Blue Access PP0/03-01-2020 
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the st:ite of Ohio to perform the sc:rvica in accotdancc wid1 a treatment plun is linlitcd to 20 houtS per week 
for members up to age 14 • 

• lnlhcru Slue !"JOU and w.. Shid•I b ""' in.SC "*"" o( <Ammwilrr IMICl\Ct Complnr. lndcprndCll< r ....... or lhe Dluo CIOll tnd Biiio Shield A....Ullan. llD ,\NTHJ!Jll ii. 
••ai11<1td ll>d<nurk of .ln<hcn1 lnsunna: C~""""· Inc. The Biii< C1ou>nd Okie Sliidd .,.,,.. ml 1Jmbo1r 21c •<!i1ttrod mMb nClhc Blue Cmu w alsc Shlcld 
r\noci.Don. 

Questions: (833) 639-1634 at visit us nt www.qodu:m.com 
OH/LG/ Anthem Blue Access PPO /03-01-2020 
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Thiuammaryolbwllls 19lnlendedbbe1~oullhacif C1We11Qa. 'Ille enlffa PftNl!la111 o/bcnet4a llld ~ aroal!llllNd In Iha GmupCcnllld.Cellble, oad ScWllGol 
llenetu. In lhe avell ol 1arillk:IbelMeesl11111 Gmup C...lrad end lhll dualodon, Iha lorma ol Ille G11q1 COnl'ld wll pravall, 

Anlban BlilcCros&>nd Blue91idd ii Iha 1r>dea,,.,. ofCon"""'1iq !.-. C~. lndrp<ndcnlllcmue of Illa 11 .... C..,.. and Hu Shi.id AModatian.® ,\Nllilll.I iu 
1<1ilt<C<d U:><km><t ol AAlhtm IM1r.1n« C4mp>nia1, Ille;. 'lbilhltC-and Blut511latd-:u.lt)'ll1boktrt "'IPtM<ed INtks ofiho lllueCm11 ond Blue Shlcld 
A<1ocl.IO-
Questions: (833) 639-1634 or visit us nt www.aothcm.com 
OH/LG/Anthem Blue Access PPO /03-0t-2020 
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Language Access Services: 

Get help in your language 

Curious to know what aU dtls says? We would be too. Here's die English version: 
If you have any questions about this document, you have the right to get help and infounation in your language at no 
cost. To ll11k to an interptctcr, call (833) 639-1634 

Separate from our language assistance program, we make documents available In 
alternate formats for members with visual Impairments. If you need a copy of this 
document In an alternate format, please call the customer service telephone 
number on the back of your ID card. 

(TTY /TDD: 711) 

~( .:.i..111 .Jili. ,j_JJ~ul....,UIJ t:.i.....JI > J,,...-.11~~1~1 lj,\.:).:., .:.l}.& ... 1._.141.11 J.s.1~ :(~JO-II) Arabic 

. (833) 639-1634 .,i. i.J..ll 'f+ fa 

Armenian (hWJhphti). bph WJU tiiwumwpl\P'P hhm ~w111qwb hUl(lgh(l m.bhp, qm.p pr.wqm.bp ml1bp 
wln{AWJl uuiwbwl oqbm.pJnLu b mhq hlJwu11.t.nLJ.itJllLU !hp thqqnq: @iupquwb.1}l hhui tunuht,m. hwuwl' 
qwhqwhw(lhp hhmliJWL hhnwiunuwhwtlw(lnq' (833) 639-1634: 

Chincsc(lf!X): :llD :~Ufllt-*::R:~fi"'fHiiJll.!111 , ~;fl"-1'f.11Ui!agllf•ft•81-fffiltlJ®WIJl. :1111111.U•AB 
ft . 111Ul(B33) 639-1634. 

w uJ-4 IJ .w J .:.u~I u -4JI J IJ Lt> c;..,1 , .1..ul J .u... c;..,1 u>-''.H-1 ~·1-ao u irlJJ-O JJ : (..,...iul Fnni 
(833) 639-1634 •JW Y .~u.:. H-.>-U .1..i L/ ,.ll.J.f .s'.H .-4-J..S.;.Jt.u~ uLil!JJW u~J ~ "' U--OJ 

•.l../.H.l....t i;W 

French (Fran9'is) : Si \•ous avcz des questions sur cc doc1unent, vous avcz In possibilite d'acccdcr gratuitemcnt ii ces 

infonnations ct a unc aide dans votre languc. Pout padcr a un intctpcete, appclcz le (833) 639-1634. 

Haitian Creole (Kreyol Ayisycn): Si OU gen ncnpot kcsyoll sou dokimnn 1111 n, OU gen dwa pou jwcnn cd ak 
cnfomnsyon nnn lang ou gratis. Pou pale ak yon cntcprct, rclc (833) 639-1634. 

Italian (Italiano): In cnso di cvcntunli domande aul pccsc:ntc docwncnto, hail diritto di rlccvcrc Auistcnza e 

informazioni ncUn sun lingua scnza 11lcun costo aggiuntivo. Per patlarc con un interptetc, chiami il numcro (833) 639-

1634. 

Japanese ( B *il):L.17)~·{(:?(, \ "(Q(C:IJl~::t'BJl{J ffi\:b(lltl.lt. if>?Jftlt:litl>tl1tl7)'1"fft'•lll-<:~~~t~~ 

~ft,~~fUb\'~ l'.>*i". 3ltm:::t'fttt:tt, (833) 639-t 634 tn 11tft<t:cL'. 

Page 13of14 
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Language Access Services: 

Korean (!!'~01): ~ .lf-A1otl [HoH OJ [Ci~ .g.£1J..l-~Ol2.~ £ V.i- i:1~. i11a!-D!Plle i11~~7~ A~%5~e ~Ol.£ 
¥.e. £§'ill. ~.!ii.!-~~ .:el217~ ~eqq, !-'2fA~.2~ Oj0pj~~2~~(833) 639-1634.£-@2.l~~t!Al.2.. 

Navnjo (Dine): Dli oaaltsoos bik:i'igii lahgo biua'idUkidgo ni boboneedzi doo bee abciot'i' t'ii ai a.Wad k' ehj bee nil 
bodoollih t'b.doo bj*1t lllnigcici. Ala• halnc' laU la' blob 'j' hadecscl:rih nlol71ngo koj' bodillnih (833) 639-1634 . 

Polish (polski): W przypadku jak.ichkolwiek pyran zwi\7.anych z ninicjs2ym dokumcntcm mAsz prawo do bc2plntncgo 
uzyskania pomocy ot:iz informacji w swoiln jrrxyku. Aby porozmawiae :z tlumaczem, zadzwon pod nutner: (833) 639-
1634. 

Punjabi ('tfwdi)! it~ fui:i' ~ W ~ lW8 ;fe' ~at~~ 'lj:E Mr ilf'U<?t AT fl:fu J.ra't!' id~ 
~cran ~ ~ ;Jer ~' ftfc;r~ ~ m, ~ m!t, (833) 639-1634 ~cm cra1 

Russian (Pyc:ctcnfi): ec.\Jl y BRC ccn. l(IJalC-,\B60 .BOIIJIOClll B OTHOWCIUW A!IKBOrO A01..~CHT1l, Bibi mJeCTe DpRBO Rel 

6ecru.aTJ1oc no.\f'ICHlle no;:\IOllPT 111mqio~1awur 1111 a~meM •~ 'lT06111 Cllll3UbCJI c yCTllli!M ncpCBOA'l'mo;u, 
.1103llOBUTC l:IO TC.A. (833) 639 -1634. 

Spanish (EspaAol): Si ticnc ptcguntas accn:a de cste documc11to, tiene detecho a cccibir ayuda c informaciOn en su 
idioma, sin costos. Pata habl:ir con un intfu:pretc, llame al (833) 639-1634. 

Taealog (T11ealog): Kung mayroon ka.ng anumang katanWlgan tungkol sa dokumentong ito, may kuapa.tan knng 
humingi og tulong at imponnasyon sa iyong wika nug walang ba.yad. Ma.l<lpug-usap sa isang tagapAgpaliwanag, 
tawngan ang (833) 639-l6l4. 

Vietnamese (Ti£nll' Viit): Nau quy vi co bit kY chic mic mo vA t.il ueu n~y. quy vi co quyAn nh$n 5\f uq giup va 

thong tin bAng ngon ng<t clia. quy vi 1ioRn toon mi~n phi. FJt! tmo dAi vai m~t thong dich vien, hay &Qi (833) 639-1634. 

It's important we tteal you fairly 
That's why we follow federal civil rights law11 in our health progr.um and activitil!l. We don't discriminate, exclude 
people, or treat them differently on the ba.ais of race, color, national origin, aa, age or disability. Foe people with 
disabilities, we offct free nids and services. For people whose primar:y language isn't English, we offer free lnnguagc 
assistance services through intcrptetcrs nnd other written languages. Interested in these services? Call the Member 
Scrvici:s number on your ID card foe help (ITY /TDD: 711). If you tlUnk. we failed to offer these services or 
discriminated based on race, color, n11tion11l origin, Age, diaability, or sex, you can 61c.11 complaint, also known u a 
grievance. Yau can file a complaint with out Compliance Cootdinator in writing to Compliance Coordinator, P .0. 
Box 27401, Mail Drop VA2002-N160, Riclunond, VA 23279. Ot you can file a complaint with the U.S. Department 
of Health and Human SCLVlces, 0£fice for Civil Righlll at 200 Independence Avenue, S\V; Room 509F, HHH Building; 
Washington, D.C. 20201 or by calling 1-800-368-1019 (IUD: 1- 800-537-7697) oronlinc at 
lmps://oqpoxtill hhs.gosr/ocr/porrnl/!obb)'.isf. Complaint for1ns arc available at 
hctp://www,bh.s,goy/oet/officc/fi!e/jndcs,htnll. 
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Dental Blue 100/200/300 
Group Name City of Voung1town 
Effeetlve Dite: 03101/2020 

D.ental cov•ras• you c:111cqunt011. 

Anthem.+.U 

DelUI 811111 Iola you ..Wt env dentist cnpedllltl you Wllll-llllb k>Mf' c:oets llfMlll you dJooso one 
~lftour&x!WMl~onlll11alwollc. To ,.,d apnMiler, slmplylog on lo1111!11111.oom. 

We'rt hoco to help. 
If yoo M6d ~ anyY.flOnt lllong Ibo wey, you GIA Clll Illa number on Ibo back ol your 10 cerd, \l4lld1 f& 
WWtted by 11\1e,domeelocull0111erw.icenipro&el\lllM. Cellng oftet·boura?We CM 111 aaslal 
~ 111111 OUI lillerlctie YOlcaiapon•a holl'ne. 

YOUR DENTAL BLUE PLAN AT·A4LANCE 
Annllll DtdllClllJle 

~-c.lllilld .. llld CMolN.-. 
Alllllll .. ufnlllln 
"-n etnyowl'l9*lon 
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Appendix E (Continued) 

Anthem.•V 
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o EleclYedllpolabi& $130111owence Upb$105rell!Clutaemlnl ~every 
(no addlioMI cllendlr year 

OR dbcowO 
!1 .fl~e(medlcaly~) CD'lftdlnlAI Upb~~10r~I 
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Ratr Authorization 
City of Younptown 
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MAYOf~ JMv'IAEL TlTO BROWN 

AN ORDINANCE 

RA'flFYlNG THE 1-"ENTA'l'lVE· AGREEIVlEN'T REACHED 
BE'fWEEN ~HE CITY ADlVLXNISTRATION AND THE 
T;EAtv.lSTERS, LOCAL 377.; AND 

PROVIDING THAT THIS ORDll'~ANCE' SHALL BE AN. EMERGENCY 
MEASURE IF IT RECEIVES THE AFFIRMATIVE. VOTE OF Si~ OF 
THE MEMBERS OF' COUNCIL; OTSERWISE,. ·IT SBALL TAKE 
EFFECT AND BE IN FORCE FROM AND AF1'E:R THE EARLIEST· 
PERIOn ALLOWED BY LAW. 

*· * 

BE IT ORDAINED BY THE COUNCIL OF THE CITY OF YOUNGSTOWN> 
STATE OF OHIO: 

SECT.JON 1 

Th~t the tentative ag.-eem~nt reached between th~ City 
Administration and The Team$tets, Local 377~ be anci ·the same: i$ 
hereby ta,tified. · 

SECTION 2 

That this. ordiha1ice is ·here.by declare<;l. to. be an emergency· 
·measure necessary .for the immec:iiate preservation. .. of th~ pu.blfo peace, 
w.eifare ·and safety, the emerg~ncy l:>:eirig . the ne,cessity to ratify . t-he 
t~rttative agreement reached betw~.en the C.ity Ad'mini~t:ration and: 
Th~ reatri.sters, 'Local 3771 as al;:love-desc:ribed; an.d provided it receives· 

·~he ·affirmative v9te of six . of the membets .~lected to ¢e 1.egislg,ti.ve 
autl;wrlty1 it. shall take etf ect and be. in force irntn~diately t.lP.91:1 ~t~ 
fia.'ssage arid · app11q:v~l by the Mayor; 9therwise., 1t shall take effect· and he 
1-n· Jor.6e .fr<?m and after the earlie~t J?e'riod allowed by ~aw . 

. . I (..,.,, 
) 

\ 1 





PASSED[NCOUJ'iCfLTHIS ~AYOF ~~ ' 2020. 

~< I' PRESIDEN~ COUNCIL -

~/!Jr; ;j_AV J 

CTTY CLERK ~-LlU..JJ,L 

APPROVED: THIS _rDAY OF Jno..AcJ__ '2020. 






