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CONTRACT 

PURPOSE 

This Contract is made between the Northeast Ohio Regional Sewer District (hereinafter referred 
to as the "District"), Ohio Council 8 and Local 2798, American Federation of State, County and 
Municipal Employees, AFL-CIO (hereinafter referred to as the "Union") who have, through 
good faith negotiations, reached certain agreements regarding the relationship of the District and 
the employees of the District. The term "employee" or "employees" where used herein refers to 
all employees in the Union's sole and exclusive bargaining unit. The male pronoun or adjective 
where used herein refers to the female also, unless otherwise indicated. The purpose of this 
Contract is to provide a fair and reasonable method of enabling employees to participate through 
Union representation in the establishment of the policies of their employment and to establish a 
peaceful procedure for the resolution of all differences between the parties. 

ARTICLE 1 
RECOGNITION 

1.1. The Union is recognized as the sole and exclusive bargaining representative for the 
following job classifications for the purpose of establishing wages and terms and conditions of 
employment. The Union's exclusive bargaining unit shall include all of the employees in the 
following job classifications and the District will not recognize any other union, organization or 
person as the representative for any employees within such classifications: 

Included: Building Maintenance Person; Custodial Worker; Electrical Instrument 
Technician; Equipment Operator; Field Technician; Field Technician Operator; 
Field Technician Operator - Heavy Equipment (HEFTO); Heating, Ventilation, 
Air Conditioning, and Refrigeration Technician (HV AC-R Tech); Instrument 
Technician; Maintenance Worker; Operatorffechnician; Plant Clerk; Plant 
Maintenance Electrician; Plant Maintenance Machinist; Plant Utility Maintenance 
Person; Plant Utility Maintenance Person-Welder; Storekeeper; Storekeeper S; 
Systems Utility Maintenance Person; Utility Maintenance Person-Instrument 
Technician; Utility Maintenance Person-Plant Maintenance Electrician; Utility 
Maintenance Person-Plant Utility Maintenance Person; Utility Maintenance 
Person-Systems Utility Maintenance Person; Utility Maintenance Technician; 
Utility Maintenance Technician-Equipment Operator; Fleet Services Mechanic; 
Fleet Services Worker; Wastewater Plant Operator, Wastewater Plant Operator 
In-Training. 

Excluded: All employees hired after January l, 1979, with the classification of 
Clerk I or II, Engineering Aid I and Il; Programmer; Lab Assistant; all 
Technicians not specifically included; Chemist; Biologist; Draft Person; 
administrative employees (including all employees in the Employee Resources 
Department); management-level employees; confidential employees; co-op 
students; professional employees (as defined by law); office clerical employees; 



security employees; supervisors (as defined by law); students; part-time, seasonal 
and casual employees. 

Should the abolished classifications Plant Maintenance Mechanic, Tool Crib Attendant 
and/or Wastewater Plant Utility Operator B be recreated, the classification(s) shaJl be included in 
the bargaining unit represented by Ohio Council 8 and Local 2798. 

1.2. The District is committed to providing equal employment opportunities for all 
persons, regardless of race, color, national origin, language, ancestry, religion, citizenship status, 
sex, age, marital status, sexual orientation, gender identity, military/veteran status, disability, 
status with regards to public assistance, and political affiliation. Equal opportunity extends to all 
aspects of the employment relationship, including but not limited to hiring, transfers, promotions, 
training, terminations, working conditions, compensation, benefits, and other terms and 
conditions of employment. 

Neither the District nor the Union shall discriminate in any manner relating to 
employment on the basis of the above-identified categories. 

1.3. The District recognizes the right of all employees and all applicants for employment 
to be free to join the Union. Therefore, the District agrees that there shall be no discrimination, 
interference, restraint, coercion, or reprisal by the District against any employee or any applicant 
for employment because of Union membership. 

ARTICLE2 
MANAGE1\.1ENT RIGHTS 

2.1. The Union recognizes the District as the body of authority solely vested with the 
right to run the District. It shall have the right to take any action it considers necessary and 
proper to effectuate any management policy, express or implied, except as expressly limited 
under this Contract. Nothing in this Article shall be construed to restrict or to limit any 
management authority. The District has no duty to bargain over its decision or the effects of such 
decisions. 

2.2. Except as limited under this Contract, Management Rights include, but are not 
limited to, the right: 

(a) to manage and direct employees, including the right to select, train, hire, promote, 
transfer, assign, evaluate, retrain, layoff, recall, or reprimand, suspend, discharge 
or discipline for just cause; 

(b) to manage and determine the location, type and number of physical facilities, type 
of equipment, programs and the work to be performed; 

(c) to determine the manner in which the work is to be processed or to be 
subcontracted to outside independent companies; 
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(d) to determine the District's goals, objectives, programs and services, and to utilize 
personnel in a manner determined by the District to effectively and efficiently 
meet those purposes; 

(e) to determine the size and composition of the work force in each department's 
organizational structure, including the right to lay off employees from duty or to 
transfer employees among District sites or between jobs; 

(f) to promulgate and enforce reasonable work rules, District orders, policies and 
procedures; 

(g) to require employees to use or refrain from using specified equipment, uniforms, 
and other tools of duty; 

(h) to determine the hours of work and work schedules; 

(i) to determine when a vacancy exists, the duties to be included in all job 
classifications, and the standards of quality and performance to be maintained; 

(j) to determine overtime and the amount of overtime required; 

(k) to determine the District's budget and uses thereof; 

(I) to determine the security of personnel records and other pertinent records; 

(m) to determine the location of computers and other facilities and equipment of the 
District; 

(n) to determine the conduct and performance expected of an employee in an 
emergency situation; and 

(o) to do all things appropriate and incidental to any of its rights, powers, 
prerogatives, responsibilities and authority, and in all respects to carry out the 
ordinary and customary functions of the administration. 

2.3. Unless otherwise restricted by an express term of this Contract, all rights are 
exclusively reserved by the District. Further, the exercise of any enumerated or reserved 
Management Rights shall not be the subject of negotiation during the term of this Contract, either 
with respect to the decision or its effects. 

ARTICLE3 
UNION SECURITY AND CHECK-OFF 

3.1. All employees in the bargaining unit covered by this Contract who are members of 
the Union on the date this Contract is signed and all other employees in such bargaining unit who 
become members of the Union at any time in the future shall, for the duration of this Contract, 
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continue to be members of the Union, and the District will not honor dues deductions (check off) 
revocations from any such employees except as provided herein. 

3.2. The District shall make payroll deductions for initial fees and monthly dues from pay 
or wages of employees upon receipt from the Union of individual written authorization cards 
voluntarily executed by an employee. 

(a) Union Membership Revocation/Maintenance of Membership. Employees who 
are members of the Union may revoke their union membership at any time by sending 
written notice to the Union of their desire to drop their Union membership. Revocation of 
union membership does not revoke union dues authorization which may only be revoked 
as set forth below in subsection (b ). 

(b) Union Dues Revocation. Any voluntary dues checkoff authorization shall be 
irrevocable, regardless of whether an employee has revoked union membership, for a 
period of one year from the date of execution of the dues checkoff authorization and for 
year to year thereafter, unless the employee gives the District and Union written notice of 
revocation not less than ten (I 0) days and not more than twenty-five (25) days before the 
end of any yearly period. Copies of employees' dues checkoff authorization cards are 
available from the Union upon request. 

3.3. The District shall deduct Union dues on each payday from members of the Union. 
The deducted amount shall be remitted to Ohio Council 8, American Federation of State, County 
and Municipal Employees, AFL-CIO, at an address designated by the Union in writing. If an 
employee has insufficient pay or wages to satisfy the amount to be deducted, the District will 
make successive deductions until the amount to be deducted has been satisfied. The Union shall 
advise the District, in writing, of the amounts to be deducted. The deducted amounts shall be 
remitted to the Union within fifteen (15) calendar days of their deduction. Each remittance shall 
be accompanied by the following alphabetical lists: (a) for employees for which deductions were 
made, the name of the employee and amount deducted; and (b) the name of each employee who 
has been dropped from the prior check off list and the reasons for the omission. 

3.4. The District shall provide the Union with a quarterly list of employees in AFSCME 
bargaining unit positions. The list shall contain the name of the employee, the employee's 
position, and the employee's date of hire. The first list shall be provided with the quarter ending 
March 31, 2019. 

3.5. The District's obligation to make deductions shall terminate automatically upon 
termination of employment or transfer to a job classification outside the recognized bargaining 
unit. 

3.6. The Union shall indemnify and save the District harmless from any action growing 
out of deductions hereunder and commenced by an employee against the District for complying 
with any of the provisions of this Article. 

3.7. Should fair share fees become lawful through actions of the courts or through 
legislative action, the parties agree that the then lawful fair share fee process of the 2015-2017 
Collective Bargaining Agreement will be reinstated. 
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3.8 PEOPLE Checkoff. The District will deduct voluntary contributions to the 
American Federation of State, County and Municipal Employee International Union's Public 
Employees Organized to Promote Legislative Equality (PEOPLE) Committee from the wages of 
an employee upon receipt from the Union of an individual written authorization card voluntarily 
executed by the employee. The contribution amount will be certified to the District by the Union. 
Money deducted shall be remitted to the Union no later than ten ( 10) days following the end of 
the pay period in which the deduction is made. 

The payment will be accompanied by an alphabetical list of the names of those 
employees for whom a deduction was made and the amount of the deduction. This list must be 
separate from the list of employees who had union dues deducted. 

An employee shall have the right to revoke such authorization by giving written notice to 
the District and the Union at any time. 

The District's obligation to make deductions shall terminate automatically upon receipt 
of revocation of authorization or upon termination of employment or transfer to a job 
classification outside the bargaining unit. 

All PEOPLE contributions shall be made as a deduction separate from the dues 
deductions. 

ARTICLE4 
REPRESENTATION 

4.1. The District will recognize for the purpose of union representation local union 
officers, stewards and alternate stewards, upon notification from the Union indicating the name 
and jurisdiction of the respective Union officials. 

4.2. The Union shall have stewards and alternates who shall act as the steward in the 
absence of the steward or when the steward is otherwise unable to act as follows: 

Southerly Plant: Operations - 2 stewards and 2 alternates; 
Maintenance and Stockroom - I steward and 1 alternate 

Westerly Plant: Operations - I steward and 1 alternate; 
Maintenance and Stockroom - I steward and 1 alternate 

Easterly Plant: Operations - 1 steward and I alternate; 
Maintenance and Stockroom - 1 steward and 1 alternate 

Maintenance Services: 2 stewards and 2 alternates 

4.3. Stewards shall be given reasonable time for the processing of grievances. However, 
before beginning the processing of a grievance, the steward shall first receive permission from 
his/her supervisor. The following procedures shall be adhered to in processing grievances: 
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(a) An employee having a grievance as defined herein shall notify his/her immediate 
supervisor and may request him to call his/her steward. The supervisor, in turn, 
shall make arrangements to have the steward leave his/her job, as promptly as 
convenient, based upon the needs of the steward's department and the employee's 
department; 

(b) When it is necessary for a steward to enter a department (or a section of a 
department) supervised by a supervisor other than his/her own, he/she shall report 
first to the supervisor in charge (if he/she is available) and advise him of the 
purpose of his/her being there; and 

(c) Stewards and the Union President will not abuse this procedure. 

4.4. Only the steward who actually processes the grievance (or his/her successor) and the 
Union President or Vice President shall be permitted to attend grievance hearings. This Section 
shall not prohibit grievants from appearing as witnesses at grievance hearings on their own 
grievance( s ). 

4.S. The District agrees to provide the Union President with an office at the Union 
President's permanent work location to be used for the sole purpose of conducting Union 
business. 

4.S.1. The District agrees to allow the Local Union president (or his/her 
designee) twelve (12) hours per week time off with pay for purposes of 
conducting Union business. 

4.S.2. This time off shall be taken in not more than four ( 4) hour segments, in 
instances where the Local Union president is a non-shift worker, and shall 
be taken in not more than eight (8) hour segments, in instances where the 
Local Union president is a twelve (12) hour shift worker. All time shall be 
taken subject to the notice requirements set forth in Paragraph 4.3 of this 
Article. 

4.6. The stewards shall represent one or more classifications as agreed upon by the 
parties. If the need arises to adjust either the number of stewards or the agreed upon areas of 
representation, the District will be notified, in writing, by the Union and the Union and the 
District will endeavor to resolve the matter in a mutually satisfactory manner. 

4.7. If it is necessary to leave the plant site for authorized Union business, the Union 
officer will first obtain authorization through proper supervisory channels. Such authorization 
shall not be unreasonably withheld. 

4.8. The Union President and Vice President shall remain on their respective shifts. 

4.8.1. The District shall endeavor to schedule Union officials, stewards and 
alternate stewards on their respective shifts during their term of office. 
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4.8.2. The Union shall recognize the need of the District to reschedule 
employees in order to facilitate operations. 

4.9. The Union shall furnish the District with a written list of Local Union officers, 
stewards, and alternate stewards, and shall promptly notify the District, in writing, of any 
changes therein. 

4.10. Stewards and alternate stewards must work in the department which they represent 
and shall not function as Union representatives elsewhere, except that all Storekeepers shall be 
represented by the Plant Maintenance stewards and alternates of their respective work locations. 

4.11. No Union meetings or other Union activities shall take place during working hours 
without prior approval of the District, except in the Union Office. 

4.11.1. A steward may discuss a grievance with any employee and his/her 
supervisor only after being requested in accordance with the grievance 
procedure. 

4.12. The District agrees to provide each employee elected to a Union position super 
seniority for purposes of layoff or reduction in force during the terms of their respective offices. 

4.13. The District shall notify the Local Union of any new hires into the bargaining unit 
and permit the local president or designee to meet with new hires during new hire orientation 
period. 

ARTICLES 
DISCIPLINE 

5.1. An employee who is disciplined shall be mailed, via certified mail, return receipt 
requested, or hand delivered, a written notice stating the reason for the disciplinary action within 
fourteen ( 14) calendar days after the incident. 

5.1.1. The Union President and the employee's steward shall be given a copy of 
the written disciplinary notice. 

5.1.2. The fourteen (14) day period shall be triggered by the District's discovery 
of the incident when the activity giving rise to the discipline is discovered 
during or is the object of a criminal investigation. 

5.2. In case of suspension or discharge, employees shall have the right to have their 
stewards present; and, if the employee so requests, he/she shall be promptly granted an 
interview, in a place provided by the District, with his/her steward before being required to leave 
the plant. 

5.3. In imposing discipline on a current charge, the District will not take into account any 
infractions, which occurred more than two (2) years previously. 
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5.4. Discharges may be appealed beginning at STEP 4 of the grievance procedure. 

ARTICLE6 
GRIEVANCE PROCEDURE 

6.1. A grievance is a dispute or difference between the District and the Union, or between 
the District and the employee concerning the interpretation and/or application of and/or 
compliance with any provision of this Contract, including any and all disciplinary actions. 

6.2. It is mutually understood that the prompt presentation, adjustment and/or answering 
of grievances is desirable in the interest of sound relations between the employees and the 
District. The prompt and fair disposition of grievances involves important and equal obligations 
and responsibilities, both joint and independent, on the part of representatives of each party to 
protect and preserve the grievance procedure as an orderly means of resolving grievances. 
Actions by the District or the Union, which tend to impair or weaken the grievance procedure are 
improper. 

6.3. Grievances shall be processed in the following manner: 

STEP 1- Immediate Supervisor. 

Any employee having a complaint shall first discuss the problem with his/her 
immediate supervisor. The employee may request his/her supervisor to call 
his/her steward. If the problem is not settled to the employee's satisfaction, the 
employee may file a grievance through the following procedure: 

STEP 2 - Superintendent/Department Manager. 

The grievance shall be reduced to writing within fourteen (14) calendar days after 
the event giving rise to such grievance or within fourteen (14) calendar days of 
the date the grievant could reasonably be expected to have knowledge of such 
events. The grievance shall be dated and signed by the grievant and the steward 
and shall set forth the details of the grievance (i.e., the facts upon which it is 
based, the approximate time of occurrence and the relief or remedy requested). 
The steward shall present the grievance to the grievant's superintendent (or 
department manager for grievances involving Storekeepers). The superintendent 
(or department manager) (or his/her designee) shall meet promptly with the 
steward and the grievant to resolve the grievance but in no event later than 
fourteen ( 14) calendar days after the grievance was presented. The superintendent 
(or department manager) (or his/her designee) shall give a written answer to the 
steward within fourteen ( 14) calendar days after the meeting. 

STEP 3 - Department Director. 

If the grievance is not satisfactorily settled in STEP 2, the grievance may, within 
fourteen (14) calendar days after receipt of the written STEP 2 answer, be 
appealed to the appropriate department director (or his/her designee). The 

8 



appropriate department director (or his/her designee) shall promptly meet with the 
Local Union President and the steward to resolve the grievance but in no event 
later than fourteen ( 14) calendar days after the grievance was presented. 

The appropriate department director (or his/her designee) shall give a written 
answer to the Local Union President within fourteen (14) calendar days after the 
STEP 3 meeting. The grievant may participate at STEP 3 of the Grievance 
Procedure with no loss in pay. The employee may participate only with respect to 
his/her individual grievance, and will be released to participate in that grievance 
only for the time period that the grievance is being considered. 

STEP 4 - Director of Human Resources. 

If the grievance is not satisfactorily settled at STEP 3, the Union may, within 
fourteen (14) calendar days after receipt of the written STEP 3 answer, appeal the 
grievance in writing to the Director of Human Resources of the District (or his/her 
designee). The Director of Human Resources of the District (or his/her designee) 
shall promptly meet with the Local Union President, the Local Union Vice 
President (or his/her designee), the involved steward and the Ohio Council 8 
Director and/or staff representative to resolve the grievance but in no event later 
than fourteen ( 14) calendar days after the grievance was presented. The Director 
of Human Resources of the District (or his/her designee) shall give a written 
answer to each grievance to the Union within fourteen (14) calendar days after the 
STEP 4 meeting. In the event the relief sought in the grievance is not granted, the 
answer shall set forth the reason or reasons for the denial of the grievance but this 
answer shall not be considered all inclusive. 

6.4. Upon receipt of the District's STEP 4 written grievance response, the Union may 
request grievance mediation, in writing to the District not later than sixty (60) calendar days 
following mailing of the District's STEP 4 response. 

6.4.1. The District will advise the Union in writing within fourteen (14) calendar 
days of mailing whether or not it agrees to proceed to grievance 
mediation. If the District elects not to proceed to grievance mediation, the 
Union may proceed to arbitration pursuant to the grievance arbitration 
procedure set forth below. 

6.4.2. The request for grievance mediation shall not suspend the time period for 
filing a demand for arbitration. However, all relevant time periods shall be 
suspended if the parties proceed to grievance mediation. 

6.4.3. Notwithstanding the preference that participation in grievance mediation be 
conducted on a voluntary basis, the Union may take up to four (4) 
grievances per calendar year to grievance mediation without the District's 
consent. 

9 



6.5. If the parties proceed to grievance mediation, unless otherwise agreed, the parties 
will contact the Federal Mediation and Conciliation Service and request that a mediator be 
appointed. 

6.5.1. The mediator shall serve in an advisory capacity in an effort to mediate the 
grievance dispute. 

6.5.2. The mediator will attempt to mediate the dispute and offer an advisory 
opinion with respect to the merits of each party's case. 

6.5.3. Nothing in the procedure shall be binding and settlement discussions, as 
well as the mediator's comments and opinions, shall not be admissible in 
any subsequent proceedings. Under no circumstances shall a mediator 
serve as both mediator and arbitrator for the same grievance. 

6.5.4. Fees and expenses of the mediator, should there be any, shall be shared 
equally by the District and the Union. 

6.6. A policy grievance may initially be presented at STEP 4 of the grievance procedure. 

ARTICLE7 
ARBITRATION 

7.1. If the grievance is not satisfactorily settled at STEP 4 , the Union may, within 
sixty (60) calendar days after receipt of the written STEP 4 answer, submit the grievance to final 
and binding arbitration. 

7.2. The fees and expenses of the arbitrator shall be borne equally by the Union and the 
District. The grievant, his/her steward, the Local Union President and any witness shall not lose 
regular pay for scheduled work days while attending the arbitration proceedings. 

7.3. In the event a grievance goes to arbitration, the arbitrator shall have jurisdiction only 
over disputes arising out of grievances as defined herein. In reaching his/her decision, the 
arbitrator shall have no authority to add to or subtract from or modify in any way any of the 
provisions of this Contract. The arbitrator shall issue a decision within thirty (30) calendar days 
after submission of the case. All costs directly related to the services of the arbitrator shall be 
borne equally by the parties. 

7.4. The decision of the arbitrator shall be final and binding upon the District, the Union 
and the employee(s). 

7.5. All pre~arbitration grievance settlements reached between the District and the Union 
shall be final, conclusive, and binding on the District, the Union and the employee(s), provided 
that a grievance may be withdrawn by the Union at any time. The withdrawal of any grievance(s) 
shall not be prejudicial to the positions taken by the parties as they relate to that grievance or any 
other grievances. 

10 



7.6. All time periods will be governed by receipt/sending of written communications, 
including email, as set forth in the Contract. Telephonic or other communications are 
unacceptable to trigger/fulfill the written notification requirements set forth in the Grievance 
Procedure. The time limits set forth in the grievance procedure may be extended by mutual 
written agreement of the District and the Union. 

7.7. The parties will attempt to mutually agree to select an arbitrator from the panel set 
forth below. If such an agreement cannot be reached, the parties will use the alternative strike 
method to select an arbitrator. For the first arbitration between the parties during the term of this 
Contract, the Union shall be the first to strike a name. In subsequent arbitrations, the first to 
strike will alternate between the parties. The remaining name shall be designated as the arbitrator 
to hear the dispute in question. The panel consists of the following names: 

James Mancini 

Harry Graham 

Michael McDowell 

Nels Nelson 

Daniel Zeiser 

Jonathan Klein 

Gregory Lavelle 

7.8. Notwithstanding anything to the contrary contained in this Contract, the District and 
Union may agree to select an agreed upon arbitrator or mediator whose name is not on the panel 
set forth in Section 7.7. 

ARTICLES 
UNION VISITATION 

8.1. The Ohio Council 8 staff representative shall be permitted to enter the District's 
premises during working hours upon prior approval of the District. 

ARTICLE9 
UNION BULLETIN BOARDS 

9.1. The District shall provide the Union with bulletin boards at mutually selected 
locations for the purpose of posting Union notices. All bulletin board notices of the Union shall 
bear the signature of an official of the Local Union and/or Ohio Council 8. Such notices shall be 
restricted to: 

9.1.1. Notice of union meetings; 
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9.1.2. Union elections and results; 

9.1.3. Union appointments; 

9.1.4. Union recreational and social affairs; and 

9.1.S. Employment notices. 

9.2. The District Chief Executive Officer may request the removal of any notice, which is 
believed to be in violation of this paragraph. Such request will be provided, in writing, to the 
Union by the Director. 

ARTICLE 10 
PROBATIONARY PERIOD 

10.1. New employees shall be hired on probationary status for a period of ninety (90) 
calendar days. 

10.1.1. During the probationary period, the District shall have the sole right to 
discipline or terminate any probationary employee, and such discipline or 
termination shall not be subject to the provisions of the grievance 
procedure contained in this Contract. 

10.1.2. Probationary periods for employees in certain classifications or units may 
exceed ninety (90) calendar days where the complexity or the duties of a 
position warrant it. The District and the Union shall mutually agree to 
such extended probationary periods. 

10.1.3. New employees will not be eligible for promotion or lateral transfer under 
the provisions of this Contract for nine (9) months, subject to Paragraphs 
l 0.4 and l 0.5 hereof. 

10.2. During the probationary period, employees shall have no seniority under this 
Contract. Upon completion of the probationary period, seniority shall be retroactive to the date of 
hire. 

10.3. If an employee whose employment has terminated for any reason whatsoever is 
rehired, he/she shall be considered a new employee and be subject to the provisions of Paragraph 
l 0.1 of this Article. 

10.4. In the event a vacancy occurs in the classification of Maintenance Worker, the 
District shall allow Custodial Workers who have successfully completed their probationary 
period but have not been employed for nine months to bid on the job of Maintenance Worker. 

10.S. In the event a vacancy occurs in a classification, all non-probationary employees 
interested in the posted job must submit a bid by the end of the posting period. In the event there 
are no eligible and qualified bidders for the posted job, the District shall consider probationary 
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employees who are qualified but otherwise ineligible under the contract before considering 
applicants who are not District employees. 

ARTICLE 11 
SENIORITY 

11.1. District seniority shall be an employee's uninterrupted length of continuous service 
with the District in this bargaining unit. 

11.2. Seniority shall be broken (or terminated) when an employee: 

(a) Quits or resigns; 

(b) Is discharged for just cause; 

(c) Is laid off or on a leave of absence for any reason for a period of more 
than twenty-four (24) consecutive months; 

(d) Is absent without leave for three (3) consecutive work days and fails to 
give proper excuse or notice of the reasons for such absence, unless the 
failure to give notice was beyond the reasonable control of the employee; 

(e) Fails to report for work when recalled from layoff within ten (10) calendar 
days after which the District sends notice, by certified mail, to the last 
known address provided by the employee; and 

(f) Leaves this bargaining unit. When an employee leaves the bargaining unit 
to work in a non-bargaining unit capacity in the District, the employee 
shall retain his/her seniority rights until the employee satisfactorily 
completes his/her probationary period. Once the employee satisfactorily 
completes his/her probationary period, the employee shall have no 
seniority rights with respect to the bargaining unit. However, if the 
employee subsequently returns to the bargaining unit, he/she will assume 
the seniority as of the time the employee left the bargaining unit. 

11.3 The District shall maintain current seniority lists and make the lists available for 
inspection by members of the Union. The District will provide the Union with seniority lists of 
all employees within the bargaining unit within thirty (30) calendar days after the signing of this 
Contract. The seniority lists shall contain the name, job classification, job classification seniority 
date and District seniority date of all employees in the bargaining unit. Thereafter, the District 
will provide the Union with up-to-date seniority lists as of March 31 and September 30 of each 
calendar year. 

11.4 When Union members have the same District seniority date, preference shall be 
given to employees alphabetically based on last name, then first name, then middle name for 
decisions or selection based on District seniority date. 
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ARTICLE 12 
TEMPORARY ASSIGNMENTS 

12.1. The District shall avoid the scheduling of temporary assignments whenever 
possible. In the event it is necessary to schedule a temporary assignment, said temporary 
assignment shall not exceed thirty (30) calendar days except (I) to fill a vacancy caused by an 
employee being on sick or other approved leave of absence; (2) to provide vacation relief 
scheduling; (3) to temporarily fill an opening pending permanent filling of such opening; or (4) 
to meet an emergency situation. 

12.2. An employee shall be allowed to refuse a temporary assignment; provided, 
however, that temporary assignments shall then be offered to the qualified employee with the 
most District seniority, and in the event such employee refuses the temporary assignment, it shall 
be offered to the qualified employee(s) with the next most District seniority in succession, and 
the qualified employee with the least District seniority must accept the transfer. 

12.3. When an employee is temporarily transferred to another job classification, which is 
lower than his/her regular rate, he/she shall receive his/her regular rate of pay. 

12.4. When an employee is temporarily transferred to another job classification, which is 
higher than his/her regular rate, he/she shall receive the higher rate of pay for the duration of 
time he/she is on the temporary assignment. 

12.5. The District will not rotate temporary assignments in order to deprive employees of 
the opportunity to qualify for a higher rate of pay under these temporary assignment provisions. 

ARTICLE 13 
VACANCY AND PROMOTION/LATERAL TRANSFER 

13.1. When a vacancy occurs, or a new job is created, the District shall post a notice of 
the opening on all bulletin boards for fourteen (14) consecutive calendar days. The notice shall 
contain the job classification title, rate of pay, plant, and job description. Employees who wish to 
be considered for the posted job must file a written application (on forms provided by the 
District) or submit an online application by the end of the posting period. Job announcements 
and the bids resulting therefrom shall remain in effect for six (6) months from the date the 
bidding period ends, such that subsequent vacancies arising in the same job classifications and 
unit within six (6) months of the end of the first bidding period shall not be reposted, so long as 
the original list generated by the initial posting is used. A bid list will be created from all 
applicants who meet the minimum qualifications for the position. A copy of the bid lists will be 
provided to the Local President. 

13.2. All applications timely filed will be reviewed by the District and the job will be 
awarded within fourteen ( 14) calendar days after expiration of the posted notice. Except in cases 
of Lateral Transfers, all applicants who meet the minimum qualifications for the position will be 
interviewed. The District will award the position to the applicant with the most skill, ability and 
experience. In determining the applicant with the most skill, ability and experience, the District 
shall consider the qualifications for the position, any special requirement reasonably related to 
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the job being performed, and the employee's work record, including attendance and disciplinary 
record. If the skill, ability and experience of two or more applicants are substantially equal, 
District seniority shall govern. At the end of the fourteenth (14th) day, a notice will be posted 
showing the results of the job posting. The effective date to begin such new job assignment will 
be contained within the award announcement. Applicants may refuse a position based on its 
location. The applicant will remain on the bid list with no repercussion throughout the six (6) 
month period of the original posting. 

13.3. An employee awarded a job under these provisions will serve ninety (90) calendar 
days probation to determine if the employee is qualified for the job. Probation may be extended 
by mutual agreement between the District and the Union because an employee is absent for an 
extended period during the ninety (90) day probationary period or other good cause, but the 
District must notify the Union President of the request to extend at least seven (7) days prior to 
the end of the regular probationary period. If he/she qualifies and remains on the job, he/she shall 
not be eligible for promotion or lateral transfer within the next nine-month period, subject to 
Articles 10.4 and 10.5 beginning with the date of the job award. If he/she fails to qualify, he/she 
shall be returned to his/her former classification. In such case the District, in its effort to re­
award the position, need not report the vacancy under Section 13. l of this Article, and may select 
an employee from the original list of bids under Section 13.2 of this Article. 

13.4. Only full-time employees who have completed their Probationary period shall be 
eligible for promotions. 

13.S. An employee may exercise his/her District seniority for the purpose of transferring 
within the same work location or to another work location within the same classification within 
the bargaining unit when an opening occurs, provided the employee has the ability to perform the 
work involved. Lateral transfers shall take precedence over a job bid promotion, providing that 
such notification is made at the time of a job bid posting. Once an employee has been awarded 
his/her transfer, he/she shall not be permitted to make another transfer within the next nine (9) 
month period, subject to Article 10.4 and 10.5. An employee shall have the right to refuse a 
lateral transfer assignment for up to thirty (30) calendar days beginning on his/her first day of 
work in the assignment. During that same thirty (30) calendar-day period, the District may 
exercise its right to return the employee to his/her previous position. 

Employees desiring a lateral transfer must sign up to be eligible for such a transfer. 

13.6. For vacancies posted in the Storekeeper classifications, the District agrees to give 
first consideration to an existing employee who places a bid for that vacancy, regardless of 
experience, prior to hiring into the Storekeeper Classification from outside the District. 

13.7. In the event a vacancy occurs in the UMP-PUMP, UMP-IT, UMP-PME, UMP­
SUMP or WPO-IT positions, the District shall consider employees who are qualified and have 
successfully completed the new-hire ninety (90) day probationary period, but have not been in 
their current position for nine (9) months before considering applicants who are not District 
employees. 
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ARTICLE 14 
LAYOFFS 

14.1. Whenever it is necessary lo reduce the working force, the District shall lay off 
employees in the following order: 

14.1.1. Part-time or seasonal employees who have not completed their 
probationary period. 

14.1.2. Part-time or seasonal employees who have completed their probationary 
period. 

14.1.3. Regular full-time employees who have not completed their probationary 
period. 

14.1.4. Regular full-time employees who have completed their probationary 
period. 

14.2. Employees shall be laid off from their classification on the basis of District 
seniority. 

14.3. Once an employee is displaced from his/her regular classification as a result of a 
pending layoff, he/she can exercise his/her District Seniority to bump the least senior employee 
in an equal-rated or lower-rated classification anywhere within the District, provided the 
employee has the full ability and qualifications to perform the work. 

14.4. An employee who has been bumped from his/her classification shall have the same 
right to bump the least senior employee in an equal-rated or lower-rated classification anywhere 
within the District, provided the employee has the full ability and qualifications to perform the 
work. 

14.5. It shall be at the option of the employee as to whether he/she shall exercise his/her 
seniority rights to bump into an equal-rated or lower-rated classification or to take a direct layoff 
from the District, provided that the employee exercises his/her option within seven (7) days of 
receiving the layoff notice. 

14.6. Regular full-time employees shall be given a minimum of two (2) weeks advance 
written notice of layoff indicating the circumstances which make the layoff necessary, except 
where emergency conditions prevail, and the Union shall receive a copy of all such layoff 
notices. 

14.7. In the event an employee is laid off, he/she may, upon request, receive payment for 
earned, but unused, vacation as quickly as possible, but not later than fifteen (15) days after the 
layoff. 

14.8. Before any bargaining-unit employee is given notice of layoff, the District and the 
Union will meet immediately for the purpose of attempting to find an available bargaining-unit 
position with the District which the employee is fully qualified to perform. 
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ARTICLE 15 
RECALLS 

15.1. Employees shall be recalled to their classification in the reverse order of layoff. 

15.1.1. An employee on layoff will be given ten (10) calendar days' notice from 
the date on which the District sends the recall notice to the employee by 
certified mail (to his/her last known address as shown on the District's 
records) to report to work. 

15.1.2. The District will maintain a list of those employees who are laid off for a 
period of two (2) years. 

15.2. In the event a job opening occurs in an equal-rated or lower-rated classification, the 
most senior employee will be recalled and given the option of accepting the job or not, provided 
the employee has the full ability and qualifications to perform the work. 

15.2.1. If the employee declines the job, the next most senior employee shall be 
accorded the same rights. This procedure shall continue until the District 
has exhausted the recall list. 

15.2.2. No new bargaining unit employees shall be hired until all qualified 
employees on layoff status desiring to return to work have been recalled. 

An employee who accepts a lower rated classification will remain on the recall 
list for his/her classification prior to layoff. 

15.3. If an employee is recalled to his/her classification and the employee refuses to 
accept the job, the employee shall be removed from the recall list and lose seniority rights. 

ARTICLE 16 
HOURS OF WORK 

16.1. The normal work week for regular full-time day employees shall be forty (40) hours 
of work in five (5) eight (8) hour days, exclusive of time allotted for meals, during the period 
starting at the employee's regularly scheduled start time on Monday to the same time the 
following Monday, except where different hours are necessary to meet operational requirements. 

16.2. Beginning the first Monday after December 27, 2009, all day personnel shall begin 
at 7:00 a.m. and end at 3:30 p.m. 

16.3. In the event it is necessary to establish, change or reschedule the hours of work, 
shifts and schedule of hours, the District and the Union shall meet prior to any change. 

16.4. Maintenance personnel may be assigned to rotating shifts when designated by plant 
supervision and subject to provisions of Article 42.1 (Shift Premium). 
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16.4.1. All promoted and newly-hired maintenance personnel may be subject to 
shift work. 

16.S. All employees shall swipe their time cards in and out at their assigned units. 

ARTICLE 17 
LUNCH PERIOD 

17.1. Employees working a regular eight (8) hour work day shall be allowed not less than 
thirty (30) uninterrupted minutes for a scheduled lunch period. Based upon operational needs, the 
lunch period shall be scheduled within two (2) hours of the regular lunch period. 

17.2. The lunch period for plant shift operation employees shall not be separate from their 
work period, but shall be taken during their regular twelve ( 12) hour shift. 

ARTICLE 18 
WASH-UP TIME 

18.1. All employees shall be allowed a five (5) minute wash-up time prior to a scheduled 
lunch period and a ten ( 10) minute wash-up time prior to the end of their work day. 

18.2. Wash-up time shall be utilized for personal clean up and shall not be considered 
free time that the employee can use for other purposes. 

ARTICLE 19 
REST PERIODS 

19.1. Employees working a regular eight (8) hour work day shall be allowed one ( 1) 
fifteen (15) minute afternoon rest period on each shift each work day. In the morning, 
employees do not have a formal break, but shall be given personal time as required under the 
direction of supervision. 

19.2. The rest period, to the extent practicable, will be scheduled during the middle two 
(2) hours of the afternoon shift, but it may not be scheduled immediately after the meal period 
nor at the end of the shift. 

19.3. Plant Operations employees shall not be entitled to regular scheduled rest periods, 
but will be given personal time as required after being properly relieved. 

ARTICLE20 
HOURS OF WORK - SIDFT PERSONNEL 

20.1. Certain operations of the District must be maintained on a continuous twenty­
four (24) hour basis. Therefore, it shall be the policy of the District to schedule the hours of 

18 



work of shift personnel so as to equitably distribute the number of hours and holidays worked by 
the employees. 

20.2. Easterly and Westerly Wastewater Treatment Plants. The District will assign 
personnel to a crew, which will change at periodic scheduled intervals from shift to shift. The 
first shift of the week (night) will begin at 7:00 p.m. Sunday and end at 7:00 a.m. Monday. The 
second shift (day) will begin at 7:00 a.m. and end at 7:00 p.m. Rotation shall occur every two (2) 
weeks. 

Southerly Wastewater Treatment Plant. The District will assign personnel to a 
crew, which will change at periodic scheduled intervals from shift to shift. The 
first Shift of the week (night) will begin at 6:45 p.m. Sunday and end at 6:45 a.m. 
Monday. The second shift (day) will begin at 6:45 a.m. and end at 6:45 p.m. 
Rotation shall occur every two (2) weeks. 

20.3. The schedule shall be a 48-hour/36-hour biweekly schedule with a maximum 
allowable time worked consecutively of eighteen ( 18) hours. 

20.4. The shift worker is only properly relieved when his/her shift is over, his/her 
replacement has swiped in, reported to the unit in working clothes. 

20.5. Should the relief take place eight (8) or more minutes after the scheduled shift 
change, the employee staying over shall be entitled to time-and-one-half for the period he/she 
stays, rounded up to the nearest one-quarter (114) of an hour, and his/her relief shall be docked 
for the same period. The relief may also be subject to disciplinary action. 

20.6. If the relief finds the unit in an unsuitable condition, he/she may refuse to relieve 
the employee at no loss of pay until the conditions are acceptable. In case of a dispute over the 
condition of a unit, the District shall decide whether the conditions are acceptable or not. 

20.7. In the event of unexcused absence, excessive tardiness or other unforeseen 
circumstances, the supervisor shall make any necessary plans for relief depending on the 
prevailing circumstances. 

ARTICLE21 
OVERTIME· PREMIUM PAY 

21.1. All 12-hour shift employees shall receive time and one-half ( 1 1/2) their regular rate 
of pay for all hours worked in excess of forty (40) hours during scheduled forty-eight (48) hour 
weeks and in excess of thirty-six (36) hours during scheduled thirty-six (36) hour weeks. 

21.2. All other Union employees shall receive time and one-half (l 1/2) their regular rate 
of pay for all hours worked in excess of forty (40) hours in one (l) work week. 

21.3. All 12-hour shift employees shall receive time and one-half ( 1 1/2) their regular rate 
of pay for all hours worked in excess of twelve (12) hours in one (1) day during the period 
beginning with the start of his/her shift. 
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21.4. All other Union employees shall receive time and one-half ( l 112) their regular rate 
of pay for all hours worked in excess of eight (8) hours in one ( l) day. A day begins at the start 
of his/her regular shift and completes after 24 hours. 

21.5. All 12-hour shift employees shall receive four (4) hours of standard Holiday pay at 
their regular rate of pay in addition to all hours actually worked on Holidays. 

21.6. All other Union employees shall receive time and one-half ( l 1/2) their regular rate 
of pay for all hours worked on Holidays. 

21.7. All paid Holiday hours, paid Vacation hours and District paid Union Business hours 
shall be counted as hours worked for the purpose of computing overtime. 

21.8. There shall be no pyramiding of overtime or other premium pay compensation. 

ARTICLE22 
EQUALIZATION OF OVERTIME 

22.1. The District shall be the sole judge of the necessity of overtime and will undertake 
good-faith efforts to equalize overtime by classification within the units of a department while 
maintaining the efficiency of District facilities. 

22.2. When there is scheduled overtime, management will notify employees two (2) days 
ahead, if possible. 

22.3. An employee who has been inadvertently bypassed shall be entitled to be called 
first on the next available overtime. 

22.4. No Employee shall be charged (worked, refused or unavailable) for an overtime 
opportunity if that opportunity is subsequently canceled and no overtime is worked. 

22.5. Outreach assignments worked as overtime will be counted as overtime worked for 
purposes of equalization, but are not subject to the overtime rotation. "Outreach" refers to 
projects that deal with educating the public about the business of the District. 

22.6. The overtime list will be posted in the employees' work area on a weekly basis. 

ARTICLE23 
JOB DESCRIPTIONS AND JOB CLASSIFICATIONS 

23.1. The District agrees to provide the Union with copies of Job Descriptions for all job 
Classifications in the bargaining unit. Revised job descriptions for all job classifications in the 
bargaining unit will be provided to the Union which will have one (I) week to review and, upon 
request, meet and discuss the revisions. 
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23.2. Where significant changes in the method of operation or equipment occur, or if a 
new job is established which has not been previously classified, the District shall meet with the 
Union for the purpose of determining whether the job should be placed in a new Classification. 

23.2.1. In the event the District and the Union are unable to reach agreement on 
the issue, the District may initially establish a new job classification and 
rate. The Union can file a grievance at STEP 4 of the grievance 
procedure. 

23.2.2. In the event the rate and/or classification issue(s) are not resolved at STEP 
4, such grievance may be carried to mediation and/or arbitration. In the 
event of arbitration, the arbitrator shall have the authority to establish a 
new rate and classification, or place the job in an existing classification. 
Any award of the arbitrator shall be retroactive to the date the District 
placed the temporary rate into effect. 

23.2.3. Any rate and classification mutually agreed to by the District and the 
Union, or decided by the arbitrator, shall become part of this Contract. 

ARTICLE24 
LEAVES OF ABSENCE 

24.1. Bereavement Leave. The District understands the impact death can have on an 
individual and a family; it creates a very difficult time. To ensure employees are able to grieve 
their loss and attend to important family matters, the District has adopted the following 
guidelines for bereavement. 

Eight (8) hour shift employees are entitled to up to forty (40) hours of paid bereavement 
leave and twelve (12) hour shift employees are entitled to up to thirty-six (36) hours of paid 
bereavement leave for the loss of a spouse, mother, father, stepparent, child, step-child, or 
persons to whom they stand in loco parentis or who stood in loco parentis to them. 

Eight (8) and twelve ( 12) hour shift employees are entitled to up to twenty-four (24) 
hours of paid bereavement leave for the loss of a brother, sister, half-brother, half-sister, step­
brother, step-sister, mother-in-law, father-in-law, brother-in-law, sister-in-law, son-in-law, 
daughter-in-law, great-grandparent, grandparent, grandchild, or any relative residing with the 
employee (proof of residency required). 

Eight (8) hour shift employees are entitled to up to eight (8) hours of paid bereavement 
leave and twelve (12) hour shift employees are entitled to up to twelve (12) hours of paid 
bereavement leave for the loss of an uncle, aunt, first cousin, niece or nephew. 

To be eligible for bereavement leave, employees must provide the District with a written 
request on a form supplied by the District. 

The District recognizes the occasional need for additional bereavement leave. In the 
event that an employee requires bereavement leave in addition to the time set out above, 
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employees may utilize any and all accumulated unused leave with the approval of their 
supervisor/manager. Once these paid leaves are depleted, employees may request an unpaid 
leave. 

Verbal or telephone requests for extended funeral leave shall be permitted, provided the 
employee gives at least twenty-four (24) hours' advance notice (unless special circumstances 
preclude such notice, in which case notice must be provided at least one ( 1) hour before the start 
of the employee's scheduled shift). 

24.2. Military Leave. The District shall provide leaves of absence and re-employment 
rights for non-probationary employees of the District serving in the military in accordance with 
the terms and conditions of Uniformed Services Employment and Re-employment Rights Act 
(USERRA). 

24.3. Union Leave. Upon a seven (7) day advance written request of the Union, a leave of 
absence without pay shall be granted to any employee selected for a Union office, employed by 
the Union, or required to attend a Union convention or perform any other function on behalf of 
the Union necessitating a suspension of active employment. The granting of such leave will be 
based upon operational needs of the employee's department, not to exceed ninety (90) calendar 
days unless renewed. 

24.4. Personal Leave. An employee may request and receive, for good cause shown, a 
personal leave of absence, without pay. The granting of a personal leave of absence is subject to 
approval of the Director of Human Resources of the District (or his/her designee), but such leave 
shall not be unreasonably denied. 

24.5. Sick Leave. 

24.5.1. Paid sick leave shall be granted only for actual sickness or injury, 
pregnancy, confinement by reason of a contagious disease, or a visit to a 
medical care provider for medical care of the employee or his/her spouse, 
parent or child. 

24.5.2. For employees hired after the effective date of this Contract, paid sick 
leave will be credited for, his/her initial probationary period with the 
District, but cannot be used until the employee has satisfactorily 
completed his/her probation. 

24.5.3. No paid sick leave shall be granted unless the District is notified of the 
illness no later than one (1) hour for Operations employees and thirty (30) 
minutes for Maintenance employees, prior to the employee's scheduled 
starting time on each day of the absence, unless such absence is for a 
definite period of time, and the District has been notified thereof 

24.5.4. A certificate from a physician may be required for any sickness from an 
employee who has been previously notified in writing of such 
requirement. A certificate from a physician must be provided for any 
sickness extending beyond three (3) days. 
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24.5.5. Employees shall receive fifty-six (56) sick hours with pay each calendar 
year. Covered absences shall be compensated at one hundred percent 
(100%) of the employee's regular wage rate. An absence of less than one 
( I) full day to visit a doctor or dentist shall be compensated provided that 
the employee obtains prior approval from District, and further provided 
that such absences will be deducted from the fifty-six (56) hours to which 
the employee is entitled. 

24.5.6. Employees who did not use their full fifty-six (56) sick hours in a calendar 
year shall be entitled to receive a cash buyback for all remaining unused 
sick days at one hundred percent (l00%) of the employee's regular wage 
rate. 

24.5.7. In the event an absence caused by bona fide sickness or accident exceeds 
three (3) consecutive working days for twelve ( 12) hour-shift employees 
or exceeds five (5) consecutive working days for all other Union 
employees, and the employee is unable to work because of such sickness 
or accident, the employee shall be entitled to disability leave and pay 
(upon proper documentation and verification as determined by the District 
and the District's Short-Term Disability insurance carrier) beginning with 
the fourth (4th) and sixth (6th) working day, respectively. Disability pay 
will be compensated at seventy percent (70%) of the employee's regular 
wage rate for the period of disability, not to exceed six (6) months. The 
District will continue to provide health and life insurance coverage for the 
period of the disability, not to exceed six (6) months. The District will 
suspend all other fringe benefits, with the exception of OPERS 
contributions and credited service, healthcare buy-out (if elected), 
Personal Days and Sick Leave with Pay and vacation accrual benefits for 
the period of the disability. 

24.5.8. The District shall have the right to have an employee on disability leave 
examined by a physician of the District's choosing, at the District's 
expense, as often as reasonably necessary while a claim is pending. In the 
event the findings of the District's physician conflict with the findings of 
the employee's physician, the District's physician's opinion shall control, 
except that the employee may, within seven (7) calendar days of receipt of 
notice of the District's physician's opinion, request a third physician's 
opinion. A physician mutually selected by the District's physician and the 
employee's physician shall conduct such third examination. The findings 
of this third physician shall be binding. The District shall bear the expense 
of the third examination. Failure of an employee to submit to an 
examination shall be grounds for terminating the employee's disability 
pay and leave. 

24.6. Sick Leave Without Pay. After an employee has exhausted his/her sick leave with 
pay, or his/her disability leave, he/she may be granted a leave of absence without pay and 
benefits for a period not to exceed six (6) months because of personal illness or injury, upon 
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request supported by medical evidence satisfactory to the District. An employee on sick leave 
shall keep the District informed on the progress of his/her illness or injury, as circumstances 
allow. An employee who has complied with all sick leave provisions, but has exhausted all 
accrued sick leave shall be considered absent during the continuance of his/her illness and shall 
be so designated on the payroll records. 

24.7. If the District implements a Paid Parental (Maternity/Paternity) Leave policy for 
non-union employees, the same benefit will be provided to employees of the AFSCME 
bargaining unit. 

ARTICLE25 
JURY DUTY AND WITNESS DUTY LEA VE 

25.1. An employee called for jury duty or subpoenaed as a witness shall be granted a 
leave of absence for the period of jury or witness service and will be compensated for the 
difference between his/her regular pay and jury duty pay or witness pay for work absences 
necessarily caused by the jury duty or witness duty. 

25.2. To be eligible for such pay, an employee must present verification of his/her call to 
jury or witness duty (i.e., the subpoena), seven (7) days in advance, if possible, and deposit with 
the District the amount received as a jury or witness fee. For jury and witness duty on 
employee's off days, the employee shall not be required to deposit the fee with the District. 

25.3. There is no cap on paid witness leave when District employees are witnesses 
involving District business. 

25.4. For non-District business, employees may have up to two (2) days per payroll year 
of paid witness leave in full-day increments. However, such paid witness leave can only be used 
when the employee is subpoenaed for non-District business and only if the employee does not 
know the party(ies) involved. 

25.5. For purposes of this Article, all District employees are deemed to know all other 
District employees. 

25.6. Paid witness leave may not be used regarding a District employee's non-District 
employment. Unpaid witness leave may be taken as provided for in the other Articles of this 
Contract. 

ARTICLE26 
GENERAL LEA VE CONDITIONS 

26.1. All leaves of absence (and extensions thereof) must be applied for at least three (3) 
working days in advance, when foreseeable, in writing on forms provided by the District. The 
District will grant or reject such application prior to the requested beginning of such leave, if 
possible, or within three (3) days of receipt of such application. 
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26.2. An employee may, upon request, return to work prior to the expiration of any leave 
of absence if the District agrees to such early return. 

26.3. When an employee returns to work after a leave of absence, he/she will be assigned 
to the position, which he/she formerly occupied, or to a similar position if his/her former position 
is not vacant or no longer exists, at his/her rate of pay of his former position. 

26.4. Any misrepresentation of facts related to any leave of absence shall be proper cause 
for disciplinary action, including forfeiture of any pay for the leave. 

26.5. An employee who fails to report to work at the expiration or cancellation of a leave 
of absence, or fails to secure an extension of such leave, shall be deemed to be absent without 
leave and shall be subject to loss of seniority and termination of employment. 

ARTICLE27 
TRANSPORTATION 

27.1 . The District may require an employee to use his/her personal vehicle for personal 
transportation to and from work related activities. 

27.1.1. Employees must have a valid Ohio Driver's License and the required 
minimum State of Ohio automobile insurance coverage. 

27.1.2. The employee is responsible for maintaining and paying for the required 
insurance coverage. 

27.2. Employees who are required to use their personal vehicle for work related activities, 
shall be reimbursed for mileage expense based upon current guidelines established from time to 
time by the Internal Revenue Service 

27.2.1. All requests for reimbursement must be submitted on fonns approved by 
the District within two (2) weeks from the use of employee's vehicle for 
required work related activities. 

27.2.2. Travel expense reimbursements shall be paid to the employee within two 
(2) weeks of the date of employee's submission of the request for 
reimbursement or by the next pay period whichever is later. 

27.3. The District may implement the Article by issuing a policy but if there are any 
conflicts between the District's policy and this Article then this Article shall control. 

27.4. Employees shall not be required to transport tools, equipment or gear in their 
personal vehicles (excluding hard hats, safety glasses and protective footwear). 
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ARTICLE28 
HOLIDAYS 

28.1. All regular full-time employees shall be entitled to eleven ( 11) paid holidays 
recognized on the following dates. 

1. New Year's Day (January l) 

2. Martin Luther King Day (Third Monday in January) 

3. Presidents' Day (Third Monday in February) 

4. Memorial Day (Last Monday in May) 

5. Independence Day (July 4) 

6. Labor Day (First Monday in September) 

7. Veterans' Day (November 11) 

8. Thanksgiving Day (Fourth Thursday in November) 

9. Christmas Day (December 25) 

10. Two (2) Personal Days 

28.2. All twelve ( 12) hour shift employees will be entitled to four ( 4) hours of holiday 
pay for each of the named holiday(s). 

28.3. To be eligible for holiday pay an employee must have worked his/her last scheduled 
work day prior to said holiday and his/her first scheduled work day following the holiday unless 
excused because of a bona fide illness, injury, bereavement leave or jury duty. 

28.4. Any twelve ( 12) hour-shift employees requesting to be off work on a named holiday 
will receive four (4) hours of his/her regular rate if such request is approved. The employee must 
use a combination of eight (8) hours of vacation or Personal Day time to receive a full day's 
compensation. 

28.5. The employee must use eight (8) hours of vacation or Personal Day time to receive 
a full day' s compensation. 

28.6. If any of the above holidays fall on a Sunday, the following Monday shall be 
observed as the holiday. If any of the above holidays fall on Saturday, the preceding Friday shall 
be observed as the holiday. 

28.7. The Personal Day holiday must be taken with appropriate advance notification and 
consistent with operations. 
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28.7.1. The employee must notify his/her supervisor of his/her intention to take 
his/her personal holiday(s) at least forty-eight (48) hours in advance 
thereof, and must be approved by the supervisor. 

28.7.2. All twelve (12) hour-shift employees will receive twenty-four (24) hours 
of Personal Holiday time, to be taken in twelve ( 12) hour and six (6) hour 
increment, subject to the notice and approval provisions of subsection 
28.7.1 above. 

ARTICLE29 
VACATIONS 

29.1. All regular full-time employees shall be granted the following vacation leave with 
full pay for each year based upon their length of service as follows: 

Length of Service Length of Vacation 
(A) One ( 1) year but less than five (5) years 80 hours 

(B) Five (5) years but less than ten ( 10) years 120 hours 

(C) Ten ( 10) years but less than twenty (20) years 160 hours 

(D) Twenty (20) years or over 200 hours 

29.2. On the anniversary date of his/her fifth (5th), tenth (101h) and twentieth (20th) year 
of service, an employee shall begin to accrue vacation credit at the next highest rate of vacation 
time. 

29.3. Once an employee's vacation leave balance totals three (3) times the amount that 
the employee accrues in one (1) year, no further vacation leave shall accrue until the balance 
drops below this maximum amount. 

29.4. If an employee terminates his/her employment after more than one ( 1) year of 
continuous service, he/she is entitled to payment for earned but unused vacation at the following 
accrual rate based on twenty-six (26) bi-weekly pay periods. 

3.08 hours per pay period - if eligible for 80 hours of vacation 

4.62 hours per pay period - if eligible for 120 hours of vacation 

6.16 hours per pay period - if eligible for l 60 hours of vacation 

7. 7 hours per pay period - if eligible for 200 hours of vacation 

29.5. In case of death of an employee, earned but unused vacation leave shall be paid in 
accordance with Section 2113.04 of the Ohio Revised Code or to his/her estate. 
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29.6. Full-time service with other political subdivisions of the State of Ohio will be 
recognized for the purpose of determining length of service for length of vacation leave. 

29.7. If a holiday falls within an employee's vacation leave, the employee shall receive 
an additional paid vacation day in lieu of the holiday either at the beginning or at the end of 
his/her vacation. 

29.8. All vacations shall be granted and taken at such time as shall be mutually agreeable 
to the employee and his/her department head as far as possible. Where they are unable to agree, 
the decision of the department head shall govern. 

29.8.1. The department head may permit the vacation to be taken on other than 
consecutive days. 

29.8.2. Each department head shall annually prepare a vacation schedule so 
devised as to cause minimum interference with normal operation of the 
department. 

29.8.3. In the event of conflict between employees in regard to vacation 
scheduling preferences, District seniority shall control. Lists shall be 
provided so employees may give their preferences according to seniority. 
If requests are not made at the prescribed time, then seniority no longer 
governs. 

29.9. Once an employee's vacation application has been granted, it cannot be changed 
without a mutual agreement between the District and the employee. 

29.10. The District agrees to permit shift employees to schedule vacations between the 
period of December 16 to January 8 in accordance with this Article 29. 

ARTICLE30 
CALL-IN-PAY 

30.1. An employee who is called in to work at a time when he/she is not regularly 
scheduled for work shall receive a minimum of two (2) hours pay at time-and-one-half ( 1 112) 
his/her regular hourly rate, or an opportunity to work four (4) hours minimum at time-and one­
half ( 1 112) his/her regular hourly rate. 
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ARTICLE31 
LONGEVITY PAY 

31.1. Beginning January 31, 20 IO, all regular full-time employees shall receive longevity 
pay by January 31 51 annually as follows for service milestones reached in the previous calendar 
year: 

Years of Service 
5 
lO 
15 
20 
25 

Annual Benefit to Employees 
$200.00 
$300.00 
$400.00 
$500.00 
$650.00 

ARTICLE32 
PAID SICK LEAVE CONVERSION 

32.1. Upon death or retirement, an employee or his/her beneficiary shall have the 
opportunity to convert the employee's accumulated but unused paid sick leave into a cash lump­
sum payment at the rate of one hundred percent ( 100%) for each day of such unused leave. The 
pay rate used shall be the employee's then-current rate of pay. 

32.2. Retirement shall be deemed to be leaving District employment with ten (10) years 
or more of accredited service with the District as determined by the employee's seniority date of 
hire pursuant to Section I I . I 

ARTICLE33 
HOSPITALIZATION AND HEALTH CARE INSURANCE 

33.1. The District agrees to provide a Preferred Provider Organization (PPO) 
hospitalization and health care plan or its equivalent. Effective January 1, 2021 , the District shall 
provide the plan benefits as summarized in Appendix A. 

33.2. The District shall, for all full-time employees who are not covered by their spouse's 
employer, pay the prevailing monthly premium charge for employees and dependent coverage in 
either of the above plans, subject to the contribution schedule set forth below. 

33.3. Such coverage will be made available on the date of hire. 

Through December 31 , 2019, all eligible full-time employees who participate in the 
hospitalization and health care plans set forth above shall make the following contributions to the 
monthly premium cost: 

Single 
Employee+ I 
Family 
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20% of the premium 
15% of the premium 
12% of the premium 



Effective January l, 2020, all eligible full-time employees who part1c1pate in the 
hospitalization and health care plans set forth above shall make the following contributions to the 
monthly premium cost: 

Single 
Employee+ 1 
Employee + Family 

23% of the premium 
18% of the premium 
15% of the premium 

33.4. The District shall have the right to unilaterally change insurance carriers and plan 
design, provided the levels of coverage remain equal or better. 

33.5. Employees who demonstrate they have alternative coverage may elect to waive 
major medical insurance from the District and receive $350.00 per month in exchange for the 
waiver of insurance. 

33.6. The District will pay its cost of the benefits as set forth in Section 31.1 to 33.6 of 
this Article for the first six (6) months of a covered employee's authorized unpaid sick leave due 
to an industrial injury while working for the District. 

33.7. The District will make a lump sum monthly contribution to the Ohio AFSCME 
Care Plan for each employee beginning their date of hire. The contributions are as follows: 

Life Insurance $7.50 
Hearing $0.50 
Vision Ill $16.25 
Prescription Drug Reimbursement $15.00 
Dental Level IV $60.00 
EAP Level III $1.40 

Total $100.65 

33.8. The District will continue to offer bargaining unit employees the right to participate 
in its Flexible Spending Account. 

33.9. The District will continue to offer bargaining unit employees the opportunity to 
participate in its Disability Insurance Premium Payment Option program. 

33.10. The parties shall form a labor/management health care committee that is 
comprised of an equal number of union and management members, in order to analyze the 
current health care plan, seek information about cost savings and plan improvements, and make 
recommendations for changes to the District. 

ARTICLE34 
LIFE INSURANCE 

34.1. The District will provide each employee with a group life insurance policy in the 
amount of Fifteen Thousand Dollars ($15,000.00). For all new employees, such insurance will be 
provided after ninety (90) days of employment with the District. 
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34.2. In addition to the life insurance provided for in Paragraph 34.1, current employees 
will be entitled to purchase coverage (beyond that is provided by the District, provided that any 
such additional coverage shall be at the employee's own cost, and further provided that the effect 
of such additional coverage shall not result in an increase in premium costs paid by the District. 

34.3. Employees will be entitled to purchase life insurance to cover themselves after their 
retirement from the District. An employee must purchase such life insurance within thirty-one 
(31) days after he/she retires from the District. 

ARTICLE35 
TRAINING REIMBURSEMENT 

35.1. The District will reimburse the costs incurred by an employee who attends, 
completes and obtains certification of satisfactory completion from the school or training facility 
attended by the employee at the request of the District or by mutual agreement of the District and 
the employee. Said schooling or training must be related to the employee's work assignment or 
development requirements. 

35.2. Where District employees must comply with continuing education requirements in 
order to maintain their state licenses or certificates, such continuing education shall be on 
District time without any loss of pay to the employees. 

ARTICLE36 
UNIFORM AND TOOLS 

36.1. The District agrees to provide necessary uniforms for employees during the term of 
this Contract. 

36.1.1. The selection and distribution of uniforms will be at the sole discretion of 
the District. 

36.1.2. The District agrees to have the uniforms laundered once a week. 

36.1.3. The District will provide employees with not less than eleven ( 11) 
uniforms every three (3) years. 

36.1.4. The District will make every effort to require that the uniform vendor 
maintains the uniforms effectively and replaces uniforms where necessary. 

36.1.5. Employees will have a choice of short or long sleeve shirts. 

36.2. All employees shall be provided five (5) T-shirts by the District every year. It shall 
be the employee's responsibility to clean the T-shirts. 
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36.3. The District will supply one ( 1) upgraded winter coverall to all bargaining unit 
employees who are not provided for in the table below. The District will continue supplying the 
number and type of coveralls to these specified classifications: 

Wastewater Plant Operators 

Fleet Services Mechanics and Fleet Service 
Workers 

Building Maintenance Persons, Field 
Technician Operators, Operatorffechnicians, 
Field Technicians, HEFTO, HV AC-R Tech 
and Systems Utility 
Maintenance Persons 

Two (2) summer 

Four ( 4) summer 

Two (2) summer and two (2) 
upgraded winter 

Employees may select one ( l) jacket or one ( 1) sweatshirt instead of each upgraded 
winter coverall. Sweatshirts will be purchased by the District and laundered by the Employee. 

36.4. The District shall replace an employee's tools that are broken or damaged on the 
job and during the course of performing duties required by the job, provided that the employee 
completes the information sheet supplied by the District. 

36.5. The District has established a prescription safety eyewear program for the 
employees covered by this Contract as set forth in Appendix C. 

36.6. If an employee's identification card is lost or stolen, the District will provide the 
employee with up to two (2) replacement employee identification cards at no cost to the 
employee. Thereafter the employee will be responsible for the cost of replacing their employee 
identification card. 

ARTICLE37 
PAYDAY 

37.1. The District shall regularly pay all employees by electronic deposit every other 
week on Friday. 

37.2. An employee may only take as much paid time off as he/she has earned through the 
payroll period immediately preceding the time in which the employee wishes to take paid time 
off. 

37.3. When an employee's pay is erroneously short eight (8) or more hours of time 
earned, the District shall issue a payment to correct the error as soon as possible after 
notification/discovery of the error, but not later than the end of the next business day following 
notification/discovery. 

32 



ARTICLE38 
GENERAL PROVISIONS 

38.1. The District and the Union will meet for the purpose of placing an employee who 
has become disabled or handicapped into another job within the District at an appropriate rate of 
pay. Such cases shall supersede lateral transfers, job bidding, promotions, and shift preferences. 

38.2. Employees shall keep the Human Resources Department advised of their current 
address and phone number. For purposes of notification, the District shall rely on the last address 
and phone number supplied by the employee. 

38.3. Employees shall perform their work in a safe and work person like manner and are 
required to follow all management directives with regard to safe practices and procedures. The 
District shall furnish proper safety equipment for the employees on all jobs. 

38.4. District employees shall have access to and the right to review their personnel 
records upon reasonable notice, which, in the case of personnel files maintained in the Human 
Resources Department, shall not be less than twenty-four (24) hours. 

38.4.1. Files shall be examined during non-working time (i.e., breaks, lunch, 
before or after work). These rights apply to all their personnel records, 
regardless of which file(s) their records are kept in. 

38.4.2. Although personnel records cannot be discarded, in imposing discipline on 
a current charge, the District will not take into account any pnor 
infractions which occurred more than two (2) years previously. 

38.4.3. Employees shall receive a copy of all disciplinary and tracking entries in 
their personnel records as soon as practicable and be given verbal notice 
whenever practicable. 

38.5. In the event that District security employees have reason to examine the inside of an 
employee's locker, the District will so advise the affected employee's Union steward who will be 
given the opportunity to be present at the time that District security forces examine the inside of 
the employee's locker. 

38.6. The District will consider the shift schedule and effect on employees before 
scheduling contact hours and will make a good faith effort to schedule contact hours so as to be 
available for employees during their scheduled shifts. 

38.7. In order to keep the Union informed of the District's safety and security plans and 
developments, a representative of the Safety and Security Department will confer with Union 
leaders on a regular basis through the Executive Labor Management Team . 

38.8. The District shall provide the Union Staff Representative and the Local Union 
President with any proposed new or amended personnel policy that affects the bargaining unit at 
least thirty (30) days before the effective date of the policy. 
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ARTICLE39 
SUBCONTRACTORS 

39.1. Any subcontracting of any work will not result in a reduction of the workforce. 

39.2. The District may subcontract work consistent with Article 2, Paragraph 2.2(e) and 
Paragraph 39. l of this Contract. 

39.3. Except in cases of emergency or work currently being subcontracted, the District 
will notify the Union of the bargaining unit work being subcontracted and, upon request, meet 
and discuss the issue before subcontracting additional work within the scope of the bargaining 
unit. 

ARTICLE40 
WAGES 

40.1. All employees in the bargaining unit shall receive a zero percent (0.00%) across­
the-board wage increase, retroactive to the pay period beginning on December 28, 2020. The 
parties acknowledge that Fact-Finder Michael King awarded a one percent (1 %) bonus paid in 
year one, but in lieu of such bonus the parties agreed to the following: 

All employees in the bargaining unit shall receive a one-time lump sum bonus of seven 
hundred dollars ($700) within thirty (30) days of contract execution or by December 31, 2021, 
whichever comes first, such bonus shall not become part of employee's base pay. 

Per the Fact Finder's report dated March 12, 2021, the one-time bonus was designated as 
an Essential Worker bonus. District Board Resolution No. 99-21, adopted on March 18, 2021 , is 
incorporated herein. 

40.2. All employees in the bargaining unit shall receive a two and one half percent (2.5%) 
across-the-board wage increase, retroactive to the pay period beginning on December 27, 2021. 

40.3. Effective on the pay period beginning on December 26, 2022, all employees in the 
bargaining unit shall receive a three and one half percent (3.5%) across-the-board wage increase. 

40.4. Building Maintenance persons shall receive an additional one dollar ($1 .00) per 
hour for performing construction work. Such work does not include repair and maintenance 
work for the preservation and restoration of existing structures. 

40.5. A fifty-nine cent ($0.59) per hour increase shall be added to the 2020 base wage of 
the Building Maintenance Person classification effective December 28, 2020. 

40.6. A twenty-five cent ($0.25) per hour increase shall be added to the 2020 base wage 
of the Plant Clerk classification effective December 28, 2020. 
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ARTICLE41 
CO-OP STUDENTS 

41.1. Co-op students shall not replace or displace bargaining unit employees. 

ARTICLE42 
SHIFT PREl\flUM 

42.1. The District will pay Fifty Cents ($.50) per hour in addition to the employee's 
regular hourly rate to employees who are permanently assigned to rotating shifts. 

ARTICLE43 
ST ATE LICENSE INCENTIVE 

43.1. Effective March 25, 2019, the below certifications shall be increased by Twenty· 
Five Cents ($0.25) per hour as follows: 

Class I Certificate - Seventy-Five Cents ($0.75) per hour over employee's regular rate. 

Class II Certificate - One Dollar ($1.00) per hour over employee's regular rate. 

Class III Certificate - One Dollar and Twenty-Five Cents ($1.25) per hour over 
employee's regular rate. 

43.2. As an incentive for career development, the District agrees to pay the biennial 
certification renewal fee set forth in the Ohio Revised Code for any employee to renew his/her 
Wastewater Plant Operator and/or Wastewater Systems Collection Operator Certification with 
the State of Ohio. 

43.3. Employees are required to renew their licenses. Employees who fail to renew their 
licenses in a timely fashion and fall into the "Expired, but not Renewed" category shall lose any 
license incentive pay until such time as the license is renewed. There shall be no retroactive 
payment of license incentives after renewal. An employee classified as Wastewater Plant 
Operator, Field Technician Operator or Operatorff echnician whose license falls into the 
"Expired and Invalid" category shall be removed from their classification, placed into the 
Custodial Worker classification and paid the Custodial Worker rate of pay. 

43.4. Effective January 6, 2003, the District will reimburse employees for the cost of 
renewing their Commercial Driver's Licenses. 

ARTICLE44 
NO STRIKE - NO LOCKOUT 

44.1. For the duration of this Contract, the District shall not lock out any employees. 
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44.2. The Union shall not directly or indirectly call, sanction, encourage, finance, and/or 
assist in any way, nor shall any employee instigate or participate in, directly or indirectly, any 
strike, slowdown, walkout, concerted sick leave or mass resignation, work stoppage, picketing, 
or interference of any kind at any operation of the District for the duration of this Contract. 

44.3. Violation of Paragraph 44.2 of this Article shall be proper cause for discharge or 
other disciplinary action by the District, and the Union shall make every effort to assist the 
District in continuing operations in a normal manner and shall actively discourage and endeavor 
to prevent or terminate any violator of Paragraph 44.2 of this Article. In the event any violation 
of Paragraph 44.2 of this Article occurs, the Union shall immediately notify all employees that 
the strike, slowdown, picketing, work stoppage, or other interference at any operation of the 
District is prohibited and is not in any way sanctioned or approved by the Union. The Union 
shall also immediately advise all employees to return to work at once. 

ARTICLE45 
SUCCESSOR 

45.1. The provisions of this Contract shall be binding upon the District and its successors, 
assigns, or future purchasers, and all of the terms and obligations herein contained shall not be 
affected or changed in any respect by the consolidation, merger, sale, transfer, assignment and/or 
relocation of operations within Cuyahoga County or the District including changes in legal 
status, ownership and/or management. This Contract shall cover all future locations, which the 
District may operate during the term of this Contract or any extension thereof, or any transfer of 
operations from an existing location, or any subcontract of work covered or performed by 
employees in the existing location. 

ARTICLE46 
LEGALITY - CONFORMITY TO LAW 

46.1. It is the intent of the District and the Union that this Contract complies, in every 
respect, with applicable legal statutes and governmental regulations which have the effect of law, 
and judicial opinions, and if it is determined by a final order of a court of competent jurisdiction 
that any provision of this Contract is in conflict with law, that provision shall be null and void 
and shall not affect the validity of the remaining provisions of this Contract. 

46.2. In the event of such a determination of invalidity, the District and the Union shall 
meet within fourteen ( 14) days for the purpose of negotiating a lawful alternative provision. 

ARTICLE47 
SUPERVISORS - BARGAINING UNIT WORK 

47.1. Supervisors shall not ordinarily perform bargaining unit work except in an 
emergency situation, and when no bargaining unit employees are immediately available. 
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ARTICLE48 
LABOR-MANAGEMENT COOPERATION 

48.1. The Executive Committee of the Union and the District Senior Staff Team shall be 
the Executive Labor Management Team which shall be convened at the request of either party to 
consider matters of concern. The Executive Labor Management Team shall be charged with 
specific objectives, tasks, deadlines and other relevant parameters. The Executive Labor 
Management Team shall have authority to bind the District and Union, provided that no action 
may contradict the Collective Bargaining Contract or a practice or policy, which would be a 
mandatory subject of bargaining, unless otherwise approved. Further, no action or inaction of the 
Executive Labor Management Team shall constitute a waiver of the grievance/arbitration 
procedure set forth in the contract. 

48.2. Location-specific Labor-Management Committees shall be established at Easterly, 
Westerly, Southerly and EMSC. These Labor-Management Committees will receive training 
and be facilitated as contemplated for the Labor Management Team. 

ARTICLE49 
SUBSTANCE ABUSE TESTING 

49.1. OVERVIEW. The Northeast Ohio Regional Sewer District strives for a substance­
free workplace. The success of the District's substance-free workplace program depends on 
informing our employees of the hazards of substance use, clarifying the District's expectations 
for employees with respect to substance use and the potential consequences of violations of those 
expectations, and ensuring availability of rehabilitative assistance programs to substance users. 
Because of the importance of maintaining a safe and productive workplace, however, the 
substance-free workplace program must be coupled with the District's disciplinary policies. 

49.2. INDIVIDUALS COVERED. This Administrative Procedure applies to all 
employees. Applicants for employment are subject to pre-employment testing requirements as 
described in this procedure. 

49.3. SUBSTANCE-FREE WORKPLACE PROGRAM ADMINISTRATORS. This 
procedure shall be administered by the Human Resources Department. 

49.4. DEFINITIONS. For purposes of this substance-free workplace administrative 
procedure, the following terms shall have the following meanings: 

"District premises" shall include, without limitation, the plants, pump stations, 
trailers, offices, parking lots, and all other property owned, or leased by the 
District, including all vehicles. 

"District time" shall include all time during which an employee is on District 
premises or performing work for the benefit of the District. 

"Employee Assistance Program" or "EAP" are employee benefit programs 
intended to help employees deal with personal problems and/or behavior that may 
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adversely impact work performance, health, and well-being. EAP's generally 
include assessment, counseling and referral services for employees and their 
household members. 

"Illegal drug" means any substance identified as a controlled substance under 
federal or Ohio law that is not being used legally under the supervision of a 
licensed physician. 

"Last Chance Agreement" (LCA) is an agreement between the District, an 
employee and the employee's union, if the employee is in a collective bargaining 
unit, which may be offered to an employee found to be in violation of this policy. 
If offered, the last chance agreement sets forth behavior or performance the 
employee agrees to change in exchange for an opportunity for the employee to 
remain in employment with the District. 

"Legal drug" means any substance the possession or sale of which is not 
prohibited by law, including prescription drugs and over-the-counter drugs. 

"Reasonable suspicion" means suspicion based on personal observations that the 
District's representatives can describe concerning an employee's appearance, 
behavior, speech, breath, body odor, and other physical or behavioral indicia of 
possible drug and/or alcohol use. Reasonable suspicion also may be based upon 
the documented observation of variances in an employee's typical mode of 
conduct (e.g., excessive absence/tardiness or work performance changes) which 
raises an inference of drug and/or alcohol use. 

"Refusing to Cooperate" means ( 1) to refuse to sign a consent form (2) to obstruct 
the specimen collection process, including by use of a "masking agent," (3) to 
attempt to or to tamper with the collection or testing process, or (4) to fail to 
provide breath and/or urine specimens adequate for testing when directed to do 
so. Refusal to cooperate will typically result in suspension pending discharge 
unless the employee promptly establishes a valid medical basis for the failure to 
provide such specimens. 

"Substance Abuse Professional" or "SAP" means a person who evaluates 
employees who have violated a drug or alcohol program regulation applicable to 
commercial drivers licensing. The SAP generally makes recommendations 
concerning employee education, treatment, follow-up testing and aftercare. 

"Under the influence" means that the result of an employee's breath alcohol test 
(BAT) or a laboratory's analysis of the employee's urine or blood specimen 
shows a concentration of more than 0.04 of alcohol, a positive result for any 
illegal drug or for a legal drug in contravention of the conditions delineated under 
§ 49.5. Employees holding a commercial driver's license will be held to the 
standard determined by Federal law or regulations adopted by the U.S. 
Department of Transportation. 
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49.5. Prohibited Conduct. Behaviors and activities that are strictly prohibited include: 

Using or being under the influence of illegal drugs and/or alcohol at work. 

Selling, distributing, transferring, delivering purchasing, using or possessing 
alcohol any illegal drugs or prescription drugs obtained illegally on the District's 
premises or while on District time, in or on District vehicles, or while 
representing the District in any way. 

Refusing to Cooperate. 

Failure by an employee to report immediately to his or her supervisor any duty­
related limitations as a result of prescription or over-the-counter medications the 
employee is taking. (Prescription or over-the-counter medications that do not 
impair the employee's safety or job performance or the safety or job performance 
of others are not required to be reported.) employees may not use or be under the 
influence of any legal drug while on District time or while on the District's 
premises if said drug may adversely affect the employee's safety or job 
performance or the safety or job performance of others. An employee will not be 
subject to discipline for traceable legal drugs only if: (i) the employee has 
previously provided to his/her immediate supervisor a statement from the 
prescribing physician that taking the prescribed legal drug(s) will not present a 
safety risk to the employee, the employee's co-workers or the general public; and 
(ii) the employee is not consuming such legal drug(s) in a manner contrary to the 
prescription, the drug's label or the physician's advice. 

Being convicted of criminal offense related to substance use/abuse that occurs on 
District property, or in or on District vehicles, or while conducting District 
business. 

Failing to report a work-related vehicular accident to your immediate supervisor 
or other designated District personnel where such non-reporting results in a 
failing to comply with the post-accident testing requirements of this Procedure. 

49.6. TYPES OF SUBSTANCE TESTING TO BE INSTITUTED: 

Post-offer, pre-employment substance testing; 

Reasonable suspicion testing; Post-accident testing; 

Testing as part of or as follow-up to counseling or rehabilitation; 

Random testing; and 

Commercial Driver's License. 
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49.7. REASONABLE SUSPICION TESTING. If the District has reasonable suspicion 
based on observations reported by a supervisor, or another employee, and documented on an 
Observation Checklist, the employee will be immediately sent for substance testing. 

The supervisor who made a referral for substance testing shall complete and sign an 
Observation Checklist setting forth the observations upon which such supervisor relied in 
making the referral for drug and/or alcohol testing. If possible the Observation Checklist will be 
prepared before the end of the current shift, but no later than twenty-four (24) hours after the end 
of the current shift. A copy of the Observation Checklist shall be provided upon request to the 
subject employee. 

49.8. POST-ACCIDENT TESTING. When an employee is involved in an accident, the 
employee must report the accident to the supervisor or manager immediately. The District shall 
require the employee to provide both urine and/or blood specimens for laboratory testing and/or 
to take a breath alcohol test (BAT) at the medical clinic of the District's choice, if: 

A. The employee is involved in a work-related accident which the District's 
representatives conclude was in whole or in part through the employee's 
action or inaction; or the accident resulted in damage to District property 
either leased or owned by the District. 

B. The employee is involved in a motor vehicle accident while driving a 
District owned or leased vehicle, or was driving a personal vehicle while 
on District business. Employees shall be subject to post-accident testing in 
both single and/or multi-vehicle accidents which took place on or off the 
public roadways. 

The supervisor who made a referral for substance testing shall complete and sign an 
Observation Checklist indicating a post-accident testing referral. A copy of the Observation 
Checklist shall be provided upon request to the subject employee. 

49.9. FOLLOW-UP TESTING BEFORE RETURNING TO WORK. Employees may be 
required to take a substance test before they may return to work. 

49.10. RANDOM TESTING. All District employees, with the sole exception of members 
of the District's Board of Trustees, shall be required to undergo screening for alcohol and 
substances prohibited under the terms hereof on a random basis. The testing shall be performed 
at the District's designated independent testing facility according to a randomly made selection. 
The selection may be performed by the independent testing facility or by the District through the 
use of certified random selection software. 

49.11. COMMERCIAL DRIVER'S LICENSE. In addition to the testing described above, 
employees required to have a valid Commercial Driver's License will also be subject to random 
testing as required by State and Federal regulations. Testing shall be performed by medical 
facilities/personnel and laboratories certified to perform such testing by the US Department of 
Transportation and the Ohio Department of Transportation. 

40 



An employee who tests positive for drugs and/or alcohol under the Random Tests will be 
suspended from employment. The employee will also be referred to a SAP by the District's EAP. 
The employee shall remain on suspension pending release by the SAP and shall be subject to 
random testing as directed by the SAP. The District will accept SAP recommendations and 
implement any recommendations as soon as possible. 

Employees who test positive have the right to request an independent test at a certified 
laboratory of their choice. The District's testing facility will send the specimen to the 
independent testing facility at the employee's request; the specimen will not be given to the 
employee directly. Any costs for independent tests requested by the employee shall be paid by 
the employee. If the employee is unable to pay for the cost at the time the request for a retest, the 
District shall pay for the test and the employee will be required to reimburse this cost to the 
District. 

49.12. UNION REPRESENTATION. Employees belonging to a collective bargaining 
unit have the right to Union representation prior to referral for drug or alcohol testing provided 
that a Union representative is immediately available. In addition to Union stewards and 
alternates, the Union may designate names of members solely for the purpose of representation 
prior to referral for drug or alcohol testing. The non-availability of Union representation shall not 
operate to delay the referral for testing. 

49.13. EMPLOYEE ASSISTANCE. 

Voluntary: 

The District provides employees with an opportunity to overcome drug and/or alcohol 
related problems through an EAP. Employees with substance abuse problems are encouraged to 
voluntarily seek treatment and/or rehabilitation through the District's EAP or the employee's 
personal physician or other professional. If the employee is unable to perform his/her job duties 
without presenting a safety risk to themselves, their co-workers or the general public, or as a 
result of his/her involvement in the EAP, he/she is required to take time off from safety sensitive 
work, they may request coverage under the District's Short Term Disability Program during their 
voluntary treatment and/or rehabilitation. 

If the employee desires to continue to work while participating in a voluntary treatment 
and/or rehabilitation program, such voluntary participation will not prevent disciplinary action 
should the employee be randomly selected for testing under the Substance Free Workplace 
Administrative Procedure or for any other violation. 

Involuntary: 

If an employee is found to be under the influence of drugs and/or alcohol, the District 
may require the employee to undergo alcohol and/or drug rehabilitative treatment at the facility 
recommended by the District's EAP as part of a LCA offered to a suspended employee as a 
condition of re-employment. To the extent such treatment or counseling is not paid for by a 
third-party health care provider, it shall be at the employee's expense. Such employee may 
request coverage under the District's Short Term Disability Program during their treatment 
and/or rehabilitation. 
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Continuation of Benefits: 

Employees off work participating in a rehabilitation plan will be responsible for their 
portion of health insurance premiums. Health insurance coverage will continue for up to six (6) 
months, as long as the employee is not more than thirty (30) days late with their portion of the 
Premium Payments. After six (6) months the employee will be responsible for 100% of the 
Districts group rate premiums in accordance with COBRA. 

49.14. DISCIPLINARY ACTION. 

If as a result of any alcohol screening test, the alcohol concentration is 0.04 or 
less, the District will take no further action. For employees holding a 
commercial driver's license, this alcohol concentration shall be established 
by the Department of Transportation. 

An employee who tests positive for either an illegal drug, for a legal drug in 
contravention of the conditions delineated under §49.5, or who after being 
subjected to an alcohol screening test has an alcohol concentration of more 
than 0.04 (or for employees holding a commercial driver's license, an 
alcohol concentration as set by the Department of Transportation), may be 
subject to discipline up to and including discharge. The determination of 
whether or not to discipline an employee shall be made on a case by case 
basis. 

The District may discharge any employee who refuses to sign a "Consent for 
Testing and Release" form provided by the District or the District's 
Healthcare Provider, and/or fails or refuses to submit to urinalysis or a 
blood test or undergo rehabilitative treatment. 

The District will comply with applicable federal and state laws in administering 
this administrative procedure. 

49.15. RETURN-TO-WORK REQUIREMENTS. The employee will be allowed to 
return to work following treatment and rehabilitation for drugs and/or alcohol only after meeting 
terms set forth in the employee's LCA, if the employee is offered an LCA. 

49.16. CONSENT. The employee shall sign a consent form authorizing withdrawal of 
specimens of blood and/or urine and/or to conduct a breath-alcohol test. Such consent shall 
include a release of testing results obtained by a third-party laboratory to the District. 

49.17. REFUSAL TO PROVIDE A SPECIMEN OR SIGN THE CONSENT. Any 
employee who refuses to provide a urine or blood specimen, or to take a breath alcohol test 
requested under this administrative procedure, or who refuses to sign a consent form, shall be 
suspended pending discharge. 

49.18. CHAIN OF CUSTODY PROCEDURE. At the time specimens are taken, and 
upon request, the employee shall be given a copy of the specimen collection procedures. 
Specimens must be immediately sealed and labeled. The employee shall initial the specimen 
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container(s) to confirm that the specimen(s) tested are those of the employee. Refusal to initial 
the specimen container(s) shall be deemed a Refusal to Cooperate and shall be subject to 
discipline as a violation of this procedure. The required procedure is as follows: 

Blood specimen(s) shall be drawn with as little delay and as painlessly as 
reasonably possible. Immediately after the specimens are drawn, the individual 
test tubes or other specimen collection packaging shall be labeled in the presence 
of the employee, and then be initialed by the employee. As indicated above, the 
employee has an obligation to identify each specimen and initial same. If 
specimens are to be sent to an outside designated testing laboratory, the 
specimens shall be placed in the transportation container after being drawn. The 
transportation container then shall be securely sealed in the employee 's presence 
along with a test requisition form which includes the employee's signature. 
Refusal to sign the test requisition shall be deemed a Refusal to Cooperate and 
shall be subject to discipline as a violation of this procedure. The transportation 
container shall be dispatched the day the specimen was collected or the next 
business day by a commercially reasonable overnight delivery method. 

Urine specimens shall be sealed in the employee's presence and the container 
therefore shall be initialed by the employee. The employee has an obligation to 
identify each specimen container and initial same. If specimens are to be sent to 
an outside designated testing laboratory, the specimens shall be placed in the 
transportation container. The container then shall be securely sealed in the 
employee's presence along with a test requisition form which includes the 
employee's signature. The transportation container shall be dispatched the day the 
specimens were collected or the next business day by a commercially reasonable 
overnight delivery method. If there is any issue as to the integrity of the specimen 
for any reason, the employee will be required to submit new specimens. Actions 
by the employee which may affect the integrity of a specimen shall be subject to 
discipline as violations of this procedure. 

Breathalyzer tests shall be conducted in accordance with standard procedures for 
the administration of such tests, including testing and calibration frequency. 

49.19. CONFIDENTIALITY. The results of any blood or urine analysis or breath alcohol 
tests shall be kept confidential to the extent required by law. The District may use the test results 
to decide upon any action to be taken towards an employee, or to the extent necessary or 
reasonable, to defend its actions in subsequent grievance, arbitration, legal or other proceedings. 

49.20. TRAINING. 

Employee Training: 

All employees will receive substance abuse awareness training. Training will be 
conducted when this administrative procedure is implemented and once every two (2) years 
thereafter. Training may be provided by a certified substance abuse trainer. 
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Newly hired employees will receive the substance awareness training as part of the On­
Boarding process. 

All current employees will be required to sign a Training Sheet indicating that they have 
attended the Substance-Free Workplace training, they have read and understand this 
administrative procedure, and that they were provided the opportunity to have their questions 
answered. The Human Resources Department will maintain these records. 

Following the initial training, the District will arrange for refresher training, to be 
conducted once every two (2) years, to help ensure on-going employee awareness. 

ARTICLE SO 
SAFETY COMMITTEE 

50.1. A Safety Committee will be established at each of the Easterly, Westerly, Southerly 
and Environmental and Maintenance Services locations. The Union wiJI appoint one member 
from Maintenance and one member from Operations at the Easterly location, one member from 
Maintenance and one member from Operations at the Westerly location, one member from 
Maintenance and one member from Operations at the Southerly location, and one member from 
the Environmental and Maintenance Services at the Environmental and Maintenance Services 
location. The Safety Committee will meet at the request of either party during working hours 
without loss of pay, but, unless mutually agreed, not more than once per month. Safety 
Committee reports will be forwarded to the Chief Executive Officer's Office. 

50.2. The District agrees to maintain safe working conditions and vehicles. In the event 
an employee reasonably believes a condition of vehicle to be unsafe, the employee shall notify 
his/her supervisor immediately. Any reasonable claim of unsafe working conditions will be 
handled on an expedited basis by the Plant Safety Committee. 

50.3. In-plant employees may have facial hair provided they keep a personal shaving kit 
immediately available and accessible in their work area and are clean-shaven whenever using a 
self-contained-breathing-apparatus (SCBA) or a respirator. An in-plant employee's failure to 
have his/her shaving kit immediately available and accessible may result in discipline of that 
employee. Furthermore, this shaving policy is subject to revision by the Safety Program 
Development Team. Regardless, confined-space-rescue-team members must be clean shaven, 
and employees notified in advance of their shift that they must wear a respirator or SCBA must 
report to work clean-shaven. 

ARTICLE St 
EMERGENCY CLOSING 

51.1. When an emergency closing is declared by the Chief Executive Officer or his/her 
designee the pay for Union employees will be handled as follows: 
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51.2. Employees who are scheduled to work, but are released from working due to the 
emergency closing, will be paid at their standard rate for scheduled working hours. These hours 
will not count as hours worked for the purpose of computing overtime. 

51.3. Employees who are scheduled to work, but are deemed as essential by management 
and are not relieved from working during the emergency closing will be paid time and one-half 
(I 112) for their scheduled working hours. 

THE REMAlNDER OF THIS PAGE lNTENTIONALL Y LEFT BLANK 
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ARTICLE52 
DURATION 

52.1. This Contract shall be in full force and effect from the date of ratification (by both 
parties), March 19, 2021 through December 31, 2023, and thereafter from year to year unless at 
least ninety (90) days prior to said expiration date, or any anniversary thereof, either party gives 
timely written notice to the other of an intent to negotiate on any or all of its provisions. 

52.2. If such notice is given, negotiations \\.' ill commence no later than thirty (30) days 
after receipt of such notice. 

52.3. Both parties agree to make every effort to reach a settlement prior to the regular 
Board of Trustee~ meeting in Junuary of 2024 in order that the Board of Tru.,tees may adopt any 
resolution~ ncce~sary to implement the new Contract and to provide for guaranteed continuity of 
good labor·management relations. 

NORTHEAST OHIO 
REGIONAL SEWER DISTRICT 

Darnell Brown, President Date 
Board of Trustees 
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Treasurer 
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AGREEMENT NO. 

NORTHEAST OHIO REGIONAL SEWER 
DISTRICT 

AND 

OHIO COUNCIL 8 
LOCAL 2798 

AMERICAN FEDERATION OF ST A TE, 
COUNTY AND MUNICIPAL EMPLOYEES, 

AFL-CIO 

FOR 

JANUARY I, 2021 · DECEMBER 31, 2023 

Total Apprmdrnate Cost: S0.00 

The legal form and correctness of the within 
instrument arc hereby approved. 

CHIEF LEGAL OFFICER 

Date 

CERTIFICATION 

It is hereby certilied that the amount required to 

meet the contract, agreement, obligation, 

payment or expenditure, for the above, has been 

lawfully appropriated or authorized or directed 

for such purpose and is in the Treasury or in 

process of collection to the credit of the fund free 

from any obligation or certification now 

outstanding. 

CHIEF FINANCIAL OFFICER 

Date 
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APPENDIXA­
SUMMARY PLAN DESCRIPTIONS 

Summary of Benefits and Coverage: What this Plan Covers & What You Pay For Covered Services 
Northeast Ohio Regional Sewer District : Plan 2 

Coverage Period: 0610112021- 1213112021 
Coverage for. Single Of Family I Plan Type: PPO 

J1.. The Summary of Benefits and Coverage (SBCj, document wlll help you choose a. health* The SBC shows you how you and the g would share the coat 
... for covered health care services. NOTE: Information about the cott of thlt ll1m (called the prpmlym) will be provided Hparately. 

Thi• is only a 1ummary. For more mfoonalion about your coverage, or to gel a copy of the complete tBflll& of coverage, call 800-540-2583. For general definilions or 
common terms. such as lllowf.d amovnt, balance bl!Hnq colntucance, copayment. dtductlb!t. provider, or other under!inec! terms see the Glossary. You can view 
the GI06sa at or call 800-540-2583 to uest a 

-- -- -

Important Questions Answers Why This Matters : 

What Is the overall SSOO/single.$1,000/family Network GeneraDy. you must pay an or the costs hom providers up to the deductible amount before lt1l6 .Rli.!I. 
dtdudible? S5001611l1lle.S1,000/family Non-Network begins to pay. If you have other family members on the J!lm, each famiy member must meet Imm 

own individual desluct!b!e unta the Iota! amounl or dedych)lt expenses paid by al famay members 
meels the overal family !Wh!s:Uble, 

Are there services covered Yes. Certain prpyen!lye cere and all This plan covers some items and seMCeS even rf you haven't yet met the deductible amount. But a 
before you meet your services with copayments are coeayment or colnsurans:e may apply_ For example. this plan covers certain preventive services 

~ dldust!blg? covered and paid by the R!m before without cMt-abaring and before you meel your dldyct!blg. See a list of oovered preycntlye 

I 

Are there other dtdyctlbtu 
for 1peclflc eerv!ces? 

What Is the IHd·Rf:RIHi~I& llmil 
for this alln? 

'1 
! 

What Is not included In the 
!2!,!t-of.DOCket llm!I? 

Wdt you pay less If you use a 
~provider? 

I 

Do you need•!!!!!!!! to see a 

1m1n1r. 

you meet your ~eductl~le. 

No 

S2,000/slngle.$4,00011'amily Network 

1 

$3,500/smgle,$7,000lfamily 
Non-Network 

Premium• balance-b~led charges and 
heallh care ttus Rim doesn't cover. 

Yes, See M~M111li!il l comtSaQ or call 
800-540.2583 for a lisl ol participabng 
providers. 

No 

~at b!l!!!illwww hl!i!!l!Je!!! 122vl!l2verj1gell!mvenm~m-!!!!W!fi!§!. 

You don't have to meet dedus:tlbln for specific seMCeS. 

The gy&.gf-pgck1t !!mil is the most you could pay in a year ror covered services. If you have other 
family members In this aim. lhey have to meet their own pyt.gf.pgcket llmlts unbl the overal family 
gut-of-pgsket limil has been mel 

Even though you pay these expenses, they don't count toward the out-of=pos:ket lltnlt. 

This .Pim uses a l>Wid!r eetwork. You will pay less if you use a~ in the .l!!!n:!.~-
You will pay the most if you use an gut-of-network provider, and you mtght receive a bill horn a 
l!!2!.l!f!r. ror the difference between the proyid!r'• charge and what youfJ!!m pays (J!il!!!g 
J2!1!!!!i) Be aware your networ!s provider might use an out-of-network provider for some services 
(such as lab work). Check wrth your provider before you gel services. 

You can see the IHS:iall!t you choo&e· without a Wm!!. 
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220426053 

BEN21 15331DJ2J66.-00007 

! 

i 
I 

i 



A All colnsur1oee costs shown 111 this chart are after your d!ductible has been met. if a dtsfu!;tlble applies. Services with i;opayments are covered belOl& you meet 
your deductible unless otierMse specified. 

- ---

Common Medical Event Services You May Need What You Will Pay 

Network Provider Non-Network Provider 
(You will pay the least) (You will pay the most) 

If you visit • health care Primary care visit to lreat an mJUry or S20 copay/visit 30% mnwrance 
movlftr't office or cl!nlc 11Wness 

I Soecialisl visit S20 copay/Visit 30% Q;!inmrg 
Preventive mrl!! screen!lgl No charge 30% coinmnce 
immunization 

If you h•ve • teat ll!i!11n2£!~ IHI (x-rny) 20% WD:!Lllilll~ 30% WD:llltilnce 
O!i!gn2§!is< !~Iii (blood work) 20% gij!ll!U!!!D!i!! 30% "2!n~Yll!agi 

I Imaging (CT/PET scans, MRls) 20% roiDSU!i![!!i!! 30% ~lll!!i!!l9! 

[ For mof8 mfonnation about limi!alions and exceptions. 688 the J!lim or policy document at MedMutual.comlSBC I 
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Limitations, Exceptions, & Other 
Important Information 

None 

I None 

You may have lo pay for services 
that aren't oreventive. Ask your 
provider if the services you need are 
orevenlive. Then check what your 
olan will oav for. 
None 

None 

None 
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Common Medical Event Services You May Need What You Will Pay 

Network Provider Non-Netwol'X Provider 
(You will pay the least) (You will pay the most) 

If you need drug• to treat your Drug Out of Pocket l.Jmrt - Single SS,600 Does Not Apply 
lllne11 or condition Drug Out of Pocket Limrt - Family $11.200 Does Not Apply 

More information about 
Generic copay - retail Tier 1 $10 Does Nol Apply 

prescription drug Generic copay - home delivery Tier 1 $10 Does Not Apply 
coverage IS available at Preferred brand copay • retail Tiet 2 $20 Does Not Apply 
MedMutual.com/SBC 

Preferred brand copay • home delivery $20 Does Nol Apply 
. Tier2 
Non-preferred brand copay - retail Tier S40 Does Not Apply 
3 
Non-preferred brand copay - home $40 Does Nol Apply 
dehverv Tier 3 
Specaattv druas Applicable drug lier copay Does Nol Apply 

applies or the max of any 
available 
manufacturer-funded 
copay assistance 

I 
If you hive outpatient surgery Faality fee (e.g • ambulatory surgery 20% coinsurance 30% rojnsurance 

center I 
Physician/surgeon fees (OutpallenO 20% ml~Y!l!"ce 30% !;2i~um~ 

If you need lmmedbite medical Ememen!:Jr: '!!!!!!! !2!!!! S100 copayNisit 
attention i;!!!!i!a:l!!e:!i.l m~1!a!l l?il!H!SIWl!s!ll 20% coinsurance 30% ~nsurance 

Lllillllll "1W $20 copay/visit 30% minsum!JC8 

If you have a hospital stay Facility fee (e g .. hospctal room) 20% "2!£m!rance 30% min~um!lce 
Physician! surgeon fee (anpabent) 20% coinsurance 30% £!,?insurance 

If you need mental hnlth, OUlpahent seMCes Benefits paid based on corresponding medical benefits 
behavioral health, or Inpatient 158rvice5 Benefils paid based on corresponding medical benefits 
tubttance abuae aervlces 

I 
I For more information about ~mrtabons and excepllOllS. &ee lhe l!!i!l or policy document at MedMutual.comlSBC J 
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Limitations, Exceptions, & Other 
Important Information 

I None 

I None 

Covers up lo a 30-day supply 

Covers up lo a 90-day supply. 

Covers up to a 30-day supply. 

Covers up to a 90-day supply. 

Covers up to a 30-day supply. 

Covers up to a 90-day supply. 

Covers up lo a 30 day supply 
Certain specialty drugs are 
considered non-essential health 
benefits and therefore do not apply 
to the out-Of-pocket maximum. They 
will also be subject to higher 
cost-share. 

None 

I None 

None 

None 

None 

None 

None 

None 

None 
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Common Medical Event Services You May Need What You Will Pay 

Network Provider Non.Network Provider 
(You will pay the least) (You will pay the most) 

If you •re pregnant Office vi6its No charge 30% W!O:HIW!!jft 

I C~btrthldelively professional 20% coinsurance 30% coinsurance 
seMCeS 

I Childbnth/delivery facility services 20% 2i!!Dl!!ll:2!l~ 30%min~umoce 

If you need help recovering or !'tra'I ~lll! S!!!! 20% Wmlltilll~ 30% miD~UCDID 
have other special health I Ballal!Nillul liilrvie!H; tphysical 
needs , Theraov) 

20% coinsurance 30% coinsurance 

' !::li!bili!al!sm §!MCeS (Occupational 20% roiw1raoce 30% cojn34rapce 
Therall\I) 
Heb1ltlabo!J §!MceS (Speech 20% eoinsumnce 30% cornsumnce 
Therapy) 

~~Hlad DUailDIZ rata 20% coinsurance 30% !i2i!JS!!!i!nce 

~!i~ !!!!!~ie! !!lluill!!!H!"I 20% coinsurance 30% coinsurance 

!::12~!<1H~im 20% !Q!insuwn~ 30% ~DSUfl!nce 

If your child needs dental or Children'5 eye exam No charge 30% coinsumoce 
eye care 

Children's glasses Not Covered 

Children's dental check.up Nol Covered 

I For more rnfonnalion about 6mrtation5 and exceptions. see the a °' policy document al MedMulual.com/SBC.I 

51 

Limitations, Exceptions, & Other 
Important Information 

Cost ;ibarioo does not apptf lo 
oertasn preven!jve servgs 
Depending on the type of services, 
copay, coinsurance or deduchble 
may apply. Matemily care may 
include tests and seMces desaibed 
elsewhere in the SBC f1.e 
ultrasound). 
None 

None 

None 

(40 visits per benerrt period) 

( 40 visits per benerrt period) 

(20 visits per benefit period) 

(100 days per benefit period) 

None 

I (180 days per benefit period) 

Inclusive with a preyen!jye well child 
visit 
Exduded Service 

Excluded service 
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Excluded Services & Other Covered Services: 

Services Your Plan Generally Does NOT Cover (Check your policy or l!!mdocument for more Information and a llst of any other excluded services .. ) 

• Acupuncture • Dental Care (Adult) • Non-emergency care when traveling outside the US. 
• Children's dental check-up • Heanng.Aids • Routine Eye Care (AduH) 
• Children's glasses . Infertility Treatment . Routine Fool Care 
• Cosmetic Surgery • Long-Term Care • Weight Loss Programs 

Other Covered Services (Limitations may apply to these services. This Isn't a complete list Please see your mm document) . Barialric Surgery . Chf'Opracbc care . Pnvale-Duty Nur5ing 

Your Rights to Continue Coverage: There are ageooes that can help if you want to conl!nue your coverage after rt ends.The contact mfonnation for those agencies is· the 
Depar1ment of Health and Human Se1Y1ces, Center for Consumer Information and Insurance Oversight. at 877 -267 -2323 x61565 or ccoo cms goy_ Other coverage options may be 
available to you. including buying individual insurance coverage through the Health Insurance Mar!tet0!ace- For more information about the Marketplace. visit HealthCare gov or call 

800-318-2596. 

Your Grievance and Appeals RI g hts: There are agenaes lhat can help 1f you have a complaint against your m for a de ma I ot a mm, This complaint is called a 
grievance or m!i!!!!!!, For more infonnation about your rights, look at Iha explanation of benefits you will receive for that medical~- Your el!!! documents also provide complete 
information lo submit a claim. il!O!ll!!. or a grievance for any reason to your .P!!!n.- For more Information about your rights, this notice, or assistance. contact your .l!!ml al 
800-540-2583. 

Does this plan provide Minimum Essential Coverage? Yes. 
M1mmum Essential Coverage generally includes plans, heallh insurance available through the Markelplaca or olher indiVidual malket policies. Medicare. Medicaid. CHIP. TRICARE. 
and certain other coverage If you are efigible for certain types of Minimum Essential Coverage. you may not be eligible for the premium lax credil 

Does this plan meet Minimum Value Standards? Yes. 
If your R!i!n. doesfl'I meet the Minimum Valle standards, you may be eligible for a premium tax credtl lo help you pay for a .l!!i!!. lhrough the Marice I place. 

----------To see examples of how lllis plan might caver costs tor S<Jmple medical situations, see tile next section-------­
The coverage example numbers assume that lhe patient does not use an HRA or FSA. If you participate m an HRA or FSA and use II to pay for out-of-pocket expenses, then your 
costs may be lower 

[ For more infonnalion about limitations and excepllOlls. see the J!l!!!. or poicy d(l(mnent al MedMulual.com/SBC ' 
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About these Covera Exam les: 
This Is not a cost esumator. Treatments shown are JUSt examples of how this~ might cover medical earn_ Your actual cosl5 will be cflfferent depending 

ft.. on the actual care you recewe. lhe pnces your proyiders charge. and many other factors. Focus on Iha cost shamg amounts <deductibles cooayments and 
.. QlRBDOC@l and exdyded seMCeS under the 8 Use this mlonnation to compare the portion of costs you might pay under different health~ Please 

note these coverage examples are based on self-ooly coverage_ 

• The aim overall deductible S500 

• Soeclellst ~ $20 

• Hospital (factllty) colnsuraoce 20% 

• Other coinsurance 20% 

This EXAMPLE event Includes services llke: 
SQegakst office wits (prenatal care) 
Ch11dbttfh1Dehvery Professional SeMces 
ChildbtrtMlelivery Facility Services 
P@QOOS!!c tests (ultrasounds and blood work) 
Soegalist Visit (anesthesia) 

Total Example Cost $12,700 

In this example, Peg would pay; 
Cost Sharing 

s. $500 

~milfmenl~ $10 

~surafts;! $1,500 

What Isn't awered 
Limits or exd~ s60 
The total Peg would pay Is $2,070 

• The l!l!lll overaU deductible $500 

• Soeclall&t m!fi $20 

• Hospital (facl!lty) coln!!QDC! 20% 

• Other to!DSljlflllCf 20% 

This EXAMPLE event Includes services llke: 
pnmary cam Qhy;iidan office YISits (including disease 
education) 
Qiaanostic tests (blood work) 
Pmsgiption druos 
Durable rned!cal eau1proent (glucose meter) 

Total Example Cost $5,600 

In this examele. Joe would eay: 
Cost Shoring 

n..r!uctibles $100 
Ill $600 

QQm1i1ma~ so 
What Isn't covered 

Limits or exclusions S20 

The total Joe would pay Is $720 

• The Rl!!ll overall cleduct!ble S500 

• Specialist £2l!ll $20 

• Hospital (facl!!ty) colmyranct 20% 

• Other coinsurance 20% 

This EXAMPLE event fncludes services like: 
Emergency rpgm c;am (including medical supplies) 
Piooom'ic te;st (x-roy) 

Durable medical eouipment (crotches) 
Rehabilrtabon servi~ (physical theropy) 

Total Example Coat 

In this example, Mia would pay: 
Cost Sharing 

Deduchbles 

~Q~ll!IJ2DIS 
QQil!~!l!"i;!! 

What Isn't covered 

$2,800 

$500 
$100 

S300 

- 10 Lmrts or exclusions 
The total Mia would pay Is $900 

Note These numbers assume the pabent does not partiopate m the ~ welness program_ II you participate in the~ wellness program. you may be able to 
ro<ltce your costs. For more informabon about the wellness program, please contact: 800-540-2583 

The l!!i!!l would be responsible for the other costs of these EXAMPLE covered services_ 

( For more 1nformabon about tmrtabons and excepllOllS, see them or policy document at MedMutual.com/SBC I 
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Multi-Language Interpreter Seavices 
& Nondiscrimination Notice ~MEDICAL MUTUAr 

ThiS doament notifies indivJduals of how to seek aSSistance if they speak a language other than English. 

Spanish 
ATENCl6N· 51 habla espanol, tiene a su d1sposici6n 
seMcios gratuitos de asistencia hngllistica. Uame :ii 
1-800-382-5729 (TTY: 711) 

Chinese 

ila:11DWU~CillUR&iti 3t,1.? iJ ~~·-~!I walfJlli 
5. llB• 1.a00-382-5729 (TTY: 711). 

Gennan 

ACHTUNG. Wenn Sie Deutsch sprechen, stehen 
Ihnen kostenlos sprachliche Hdfsdlenstleistungen zur 
VerfOgung. Rufnummer: 1-800-382-5729 (TTY: 711) 

Arabic 

cl.l~~chd..wl.;,Lu.>~.WJl.fol~u&fh)·~ 
.(711~!!1,iwJl~pjJ 1-8)).382-5729p.9~j.ail~) 

Pennsylvania Dutch 

WJrTiw Oeilsch~~ k.-nsdtdurrit.'.IJs ~ 
eli>ergric:ke. 4lSS dtY helft nit de~ ~oodt Ruf 
selli ttm'Ju'ut c.. 1~382-5729 (TIY: 711 } 

Russian 

BHL'1MAH"1E· Ecm1 e~ roBOJMTe Ha pyccKOM fflblKe. 
10 eaM ,a.ocrynHhl 6ecnnarn~ ycnyrn nepeBOAa 
3eoHHTe 1-800-382&5729 (TeneTaW.. 711) 

French 

ATTENTION: Si vous pattez fran~ais, des services 
d'mde linguistique vous sont proposes graturtement 
Appelez le 1-800-382-5729 (ATS. 711) 

Oro mo 
XIYYEEFFANNAA: Afaan dubbattu Oroomrffa. 
tajaajila gargaarsa afaanii, k:.infaltndhaan ala, ni 

argama. Bilbilaa 1-M0-382-5729 (TTY: 711) 

Korean 
~.9~· f!~O~R AlS~J.H:· ~~. ~~ Xlf;! A·H::l l~R 
JililB! 018~~ ~ 2lfitt...IQ 1-800-382-5729 (TTY· 
711)~2!l ~§Jt11 ~~Al2 

ltillian 

ATIENZIONE. In caso la lingua parfab sia lltaliano. 
sono disponibili sef'lizi di assislenza hnguistica gratuitJ. 
Chiamare ii numero 1-800-382-5729 (TTY; 711 ). 

Japanese 

~-•JD : 8 *Eli'Uih~ n~•*. Mf.tO) Rm~•'Z 
~f!JJij\,\~~'t#:"t. 1-800-382-5729 (TTY· 711) :t: 
~. ts• ftL.:-C ~•*!< ~~ "'· 
Dutch 
AANDACHT: Als u nedertands spreekt kunt u gratis 
gebruikmaken van de taalkundige d1ensten. Bel 
1-800-382-5729 (TTY: 711). 

Ukrainian 

YBAf"A! s:llQ140 B&1 po3MOBllRCTe yl(J>aiHCbKOIO MOBOtO, BH 
MO.llCe'Te 3BeJJHY™CR AO 6e3iax.uroeHoi cnym1 MOeHDi 
niAlJ>HMIG'I_ Tene¢oHyme 33 HOMepoM 1.aoo.382-5729 
(1enerai1n: 711). 

Romanian 

ATEN'f'E: Dac3 vorbl1i ltmba rom.ina, va stau la 
Vietnamese disporitie servicii de asistenta lingvistica, gratuit. 
oUY: ~t:mroT~~c0c3cqd't'w\JrotQ-np.rg.r Sunab la 1-800-382-5729 (TTY· 711). 
men Jtti cMt ao 1x;n &;i s61.m).m-5729{T1Y: 111 ~ • 

Oii baa ako ninizin. Oii saad bee yaniftl go Orne 
Bczaad, saad bee aka'anida'awo·~~. t'aa 1uk'eh, ei 
na h61Q. koU' h6diflnih 1·800-382-5729 (TTY: 711) 
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Tagalog 

PAUNAWA: Kung nagsasahta ka ng Tagalog, maaari 
blQ gumamit ng mga 5ert>isyo ng tulong sa wik:.i nang 
walang bayad. Tlmr.vag sa 1-800-382-5729 (ITV: 711). 
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QUESTIONS ABOUT YOUR BENEATS OR OTHER INQUIRIES ABOUT YOUR HEALTH INSURANCE 
SHOULD BE OIRECTEOTO MEDICAL MUTUAL'S CUSTOMER CARE DEPARTMENT AT 1-800-382-5729. 

Nondiscrimination Notice 

Medical Mutual of Ohio comphes with applicable federal civil nghts laws and does not d1scrim1nate on the 
basis of race. color. national ongm, age, disability or sex in its operation of health programs and actMties 
Medical Mutual does not exclude people or ueat them differently because of race, color, national ongm age 
disability or sex m its operation of health programs and activities 

• Medical Mutual provides free aids and services to people with d1sabilit1es to communicate effectively with 
us. such as Quahfled sign language interpreters, and written information in other formats Oarge print audlO. 
accessible electronic formats, etc ) 

• Medical Mutual provides free language services to people whose pr1mafy language 1s not English. such as 
Quahhed interpreters and information wnnen m other languages 

tf you need these services or if you believe Medical Mutual failed to provide these services or discriminated 
in another way on the basis of race. color, national origin, age. disability or sex. with respect to your health 
care benefits or services. you can submit a written complaint to the person listed below. Please include 
as much detail as possible in your written complaint to allow us to effectively research and respond. 

Civil Rights Coordinator 
Medical Muaual of Ohio 
2060 East Nmth Street 
Cleveland. OH 44115-1355 
MZ: 01·10-1900 

Email; CMIRightsCoordmator@MedMutual.com 

You can also file a cMl nghts complaint \vrth the U.S. Department of Health and Human Services, Office for CM~ Rights. 

• Elect•orncally through the Office for CMl Rights Complaint Portal available at 
ocrpon al . hhs gov/ocr/port aVlobbv.1sf 

• By mail at 
U S Department of Health and Human Services 
200 Independence Avenue, SW Room 509F 
HHH Building 
Washington. DC 20201-0004 

• Byphoneat 
!8001368-1019 !TDD. !BOO! 537-7697) 

• Complaint forms are available at 
hhs gov/ocr/off1ceJf de/index.html 

Products marketed by Medical Mutual may be underwritten by one ol rts subs1d1anes, such as Medical Health Insuring 
Corporation of Ohio or Consumers Ufe Insurance Company 
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APPENDIXB-
MAINTENANCE & OPERATIONS JOB TRAINING PROGRAMS 

The District will develop and implement job-training programs for the following job 
classifications: 

Maintenance job-training programs 
Utility Maintenance Person - Instrument Technician (UMP-PMIT) 
Utility Maintenance Person - Plant Maintenance Electrician (UMP-PME) 
Utility Maintenance Person - Plant Utility Maintenance Person (UMP-PUMP) 
Utility Maintenance Person - Systems Utility Maintenance Person (UMP-SUMP) 

Operations job-training program 
Wastewater Plant Operator (WPO-IT) 

It is the District's intent when feasible to develop and promote internal candidates. 

Employees currently enrolled in the training programs will continue in the programs but 
will be subject to new program criteria. Changes in the program will be based on relevant 
operational need. 

In order to receive job-training for these classifications, employees must first satisfy the 
District-established minimum qualifications which are relevant to the particular job 
classification, including those qualifications needed to progress through the program. 

The job-training programs shall include classroom instruction, independent study, on-line 
instruction, evaluation~ and reviews, and on-the-job training and, where feasible, will be done in­
house. The job-training programs may ab.o include corre'ipondence and/or computer courses, at 
the discretion of the District. 

The number of spaces available for employees to be placed into the job-training programs 
shall be at least equal to the number of projected openings for the particular job classification as 
determined by the District. 

Except in exigent circumstances, or if there are no successful candidates, full-craft 
position vacancies shall be filled from the list of employees who have successfully completed the 
corresponding job-training program. The District will notify the Union in writing of a vacancy at 
least fourteen (14) days in advance of filling the vacancy. 

An employee entering into the Maintenance or WPO job-training program will have the 
right to bump into the employee's former classification and applicable pay rate within twelve 
( 12) months from the date of transfer into a Utility Maintenance Person -or WPO, position. An 
employee desiring to withdraw from the training program after serving twelve ( 12) or more 
months in a Utility Maintenance Person position will have the right to bump into either an equal­
rated or lower-rated classification. 
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An employee ~uccess fully completing a j ob-training program must work in the 
corresponding full -c raft j ob classification in active ~latus for two (2) years, provided that any 
location-specific designation shall not apply to this two-year requirement. 

Both prio r to and during implementation of this job-training program, the District 
will meet and consider input from the Union regarding the program as part of the Executive 
Labor Management Committee. The terms of the program will be determined by the Di~tricl. 

MAINTENANCE JOB TRAINING PROGRAMS 

The Maintenance job-training program shall include milestones which, when achieved by 
the employee, will result in additional compensation. 

Employees in the Maintenance job-training program reaching certain milestones will be 
provided additional compensation unless immediately prior to entering the Maintenance Job 
Training program, the employee is in a classification with a higher base rate than the Utility 
Maintenance Person. 

The following will be the pay for the Utility Maintenance Person: 
• Successful completion of each of the first two (2) milestones will result in a fifty 

cents ($.50) per hour increase for each milestone. 
• Successful completion of the final two (2) milestones will result in a five percent 

(5%) base wage increase per hour for each of the final two (2) milestones for 
employees in the UMP-Plant Utility Maintenance Person, UMP-Plant 
Maintenance Electrician and UMP-Instrument Technician positions. 

• Successful completion of the third milestone will result in a five percent (5%) 
base wage increase and completion of the final milestone will result in a ten 
percent ( 10%) base wage increase for employees in the UMP-Systems Utility 
Maintenance Person position. 

The milestones will be defined and in writing. 

Individuals with appropriate training and experience, as defined in the Instrument 
Technician, Plant Maintenance Electrician and Plant Utility Maintenance Person job 
descriptions, may enter the Maintenance Training Program at the third milestone (M6000) and 
may complete the training program with an additional 2,000 tracked hours. 

Individuals with appropriate training and experience, as defined in the Systems Utility 
Maintenance Person job description, may enter the Maintenance Training Program at the third 
milestone (M6000) and may complete the training program with an additional 2,000 to 4,000 
tracked hours. 

Upon full completion of the maintenance trammg program, as determined by the 
District, a maintenance trainee is eligible to bid on and must bid on a full-craft position in the 
corresponding craft. The District will post a full-craft maintenance position in the 
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corresponding craft within sixty (60) days of a maintenance trainee completing the training 
program. 

OPERATIONS JOB-TRAINING PROGRAM (WPO-IT> 

WASTEWATER CERTIFICATION 
An individual promoted to the Wastewater Plant Operator In Training (WPO-IT) position 

shall have thirty-six (36) months in which to obtain the Ohio EPA Class II Wastewater Operator 
Certification identified in the applicable job description. 

WPO-ITs must also obtain Ohio EPA Class I Operator Certificates within 24 months of 
placement into the positions. 

Failure to meet any of the Wastewater certification examination testing requirements set 
forth above will result in the employee being displaced into an equal-rated or lower-rated 
position for which the employee is qualified, and more senior. 

The wage structure for the WPO-IT training program will be as follows f: 

WPO-IT's shall receive ninety percent (90%) of the "Standard Rate" during the first year 
in the classification, ninety-five percent (95%) of the "Standard Rate" after successful 
achievement of 2,000 tracked hours and attainment of a Class I Wastewater Operator Certificate 
from the State of Ohio, and one hundred percent ( 100%) of the "Standard Rate" after successful 
achievement of 4,000 tracked hours and attainment of a Class II (OIT) Wastewater Operator 
Certificate from the Ohio EPA. 

Individuals who possess Ohio EPA Class II Wastewater Operator Certification and have 
two years of actual wastewater treatment plant operating experience upon hire or promotion into 
the WPO-IT position shall receive 100% of the "Standard Rate" and may complete the training 
program in 12 months. 

Upon full completion of the WPO-IT program training, as determined by the District, a WPO­
IT is eligible to bid on and must bid on a full-craft WPO position. The District will post a 
WPO position within sixty (60) days of a WPO-IT completing the training program. 

The Wastewater Plant Operator training program will have qualification levels known as 
tiers. Each tier will contain specific requirements that determine an individual's standing in 
relation to other candidates. The tier structure and the associated qualifications will be as 
follows: 

Tier structure for the Wastewater Plant Operator training program: 
• Tier l - Local 2798 bargaining-unit member, Class II (or higher) Wastewater Works 

Certification and achieved the required assessment levels. 
• Tier 2 - External candidate, Class II (or higher) Wastewater Works Certification and 

achieved the required assessment levels. 
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• Tier 3 - Local 2798 bargaining-unit member who possesses a valid OEPA Wastewater 
certificate, including Operator-In Training and achieved the required assessment levels. 

• Tier 4 - Local 2798 bargaining-unit member who has successfully completed one or 
more of the following - EDS, TPC, OTCO, or California WW course and achieved the 
required assessment levels. 

• Tier 5 - Local 2798 bargaining-unit member and achieved the required assessment levels. 
• Tier 6 - External candidate and achieved the required assessment levels. 

Current WPO's classified as "a11 but a license" or (''ABL") will not be subject to license 
requirements and will be grandfathered into the WPO position. 

Former WPO-IT's seeking to enter the WPO classification are subject to only the 
fo11owing: 

They must obtain the Wastewater Class ll Operator certification within 36 months, subject to the 
12 and 24 month thresholds and consequences for failure as set forth above; and 

Fulfillment of all on-the-job training requirements. 

WPO-IT day training hours will be from 7:00 a.m. to 3:00 p.m. 

FIELD TECHNICIAN OPERATOR AND OPERATOR TECHNICIAN 

WASTEWATER CERTIFICATION 
An individual promoted to the Field Technician Operator (FTO) or Operator Technician 

(OT) position shall have thirty-six (36) months in which to obtain the required Wastewater 
Certification identified in the applicable job description. 

During each twelve (12) month period of the thirty-six (36) months an FTO and OT is in 
the FTO or OT position, the employee must take the required Wastewater certification 
examination(s) and must receive a score of at least 25% by the end of the first consecutive 
twelve (12) months, a score of at least 50% by the end of the second consecutive twelve (12) 
months, and must successfu11y obtain the required Wastewater Certification by the end of the 
third consecutive twelve ( 12) months. 

Failure to meet any of the Wastewater certification examination testing requirements set 
forth above will result in the employee being displaced into an equal-rated or lower-rated 
position for which the employee is qualified, and more senior. 

BARGAINING UNIT POSITIONS REQUIRING 
A COMMERCIAL DRIVER'S LICENSE 

An individual promoted to a position requiring a Commercial Driver's License shall have 
ninety (90) days from the first day the training is commenced in which to obtain the required 
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Commercial Driver's License (CDL) identified in the applicable job description. 

Failure to obtain the CDL within the ninety (90) days set forth above will result in the 
employee being returned to his/her former position. 

GENERAL INFORMATION 

To facilitate training for employees in progressions relative to the above classifications, 
the District shall provide the following: 

l . Contact hours/training opportunities at no loss in pay to employees in the 
classification progression as well as to those in the classification. All employees may 
enroll in these courses, with priority to employees in the progression; 

2. Correspondence and computer courses; 
3. Related Training Materials for employees in the progression; 

Payment for the appropriate CDL training and the use of the District's vehicle(s) for applicable 
training and testing. 
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APPENDIXC­
PRESCRIPTION SAFETY GLASSES PROCESS 

Pn:Kript!on Safe!)' GbHet Pmcm 

A presaiplion safety eycwearprogram has b=i esllblished in the lab lhal offm 1 llllriety of 
frames 111d lenses 1ha1 meet OSHA reqlli~ments. This program will be: alcndcd to 2798. 

The DiJlrict will p1y for the frames and lenses included in the buc: pmgr1111. The base prt>grarn 
will include any hmes £min !he Base Group (SS.CO) 11p to sm11p C ($20.00) willl intesrated 1ide shield!. 
Removable side shields will llQt be pamilled. The propm will include 1ingle vision, bifocal or trifocal 
lcnsi::s. AU lcnacs will be: polycarbonalc with a str1lch resislAlll coalin: and 11l111violct prolc:clion. The 
Oislrici will purchase new fiamc:s and lenses eveiy two~ ifnceiled. lfan employee's prescriplion Is 
11pda1ed within one year, the District will pay for the rq>laccrncnt oflhc ICDSeS. The employee is 
rr.sponsible for lost i:laasc:s and will be required 10 p1y for rcplacc:mcnl. 

Lenses Fnmcs 
:i&n2lc \'ision $2!1,00 Bue Group $5.CO 
Btfoal 551./JO Gniupi\ $111.00 
'fAf<ial 559.00 Gftllm B $15_00 

•PfffE'e#/1•t j9000 GrollJ> C $20.00 

"Dumlile ro1~1clcnsi:s. SI0.00 

• Oplional: Dlffc~ncc IO be paid by Ille employee 
.. Ccar i:lm or pl~lc CR-39 111o1y be subslhu1al 

The mulmum eo5t the D~rict will PIY for safety i;lme1 wiU be: S89.00, thc aiJt aflhc ten- (129,00, 
S5 I .00, $59 00) plus a mulmum value or SlD.00 far the frames, :and SI 0.00 for the palyar11Ci1111e lens~ An 
employee choosJns •frame frvm group B or lawtr is not enlilled ro the diffemice In cCISI. All emplarcc wimini: ro 
puidiasc pro&Jmive laucs will be IC5p0t!Siblc lar Ilic: price di!Tcrence between lhc bifocal er 1rifocal l=. All 
other C11ccptloa.s JllllSI k proven 10 be: medically ~· 

Junt 8, :?009 
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APPENDIXD­
WAGES 

The following classifications and hourly levels of compensation are hereby adopted for the following non­
supervisory Wastewater Treatment Plant employees and other hourly rate employees of the Northeast Ohio Regional 
Sewer District lo be effective December 28, 2020. December 27, 2021 and December 26, 2022, as follows: 

Contract 2021-2023 
Year 1: 0.00% Year 2: 2.5% Year 3: 3.5% 

AFSCME HOURLY RATES 
Hourly Rate Hourly Rate Hourly Rate 

(excludes shift premium & license incentive) 

Classification 12l28l2020 12l27l2021 12l26l2022 
Building Maintenance Person 30.00 30.75 31.83 
Custodial Worker 20.02 20.52 21.24 
Electrical Instrument Technician 32.68 33.50 34.67 
Equipment Operator 25.29 25.92 26.83 
Field Technician 24.40 25.01 25.89 
Field Technician Operator 27.93 28.63 29.63 
Field Technician Operator Heavy Equipment (HEFTO) 28.93 29.65 30.69 
Fleet Services Mechanic 28.49 29.20 30.22 
Fleet Services Worker 22.56 23.12 23.93 
HVAC R Technician (HVAC) 30.00 30.75 31.83 
Instrument Technician 31.08 31.86 32.98 
Maintenance Worker 22.94 23.51 24.33 
Operator/Technician 26.58 27.24 28.19 
Plant Clerk 22.06 22.61 23.40 
Plant Maintenance Electrician 31.08 31.86 32.98 
Plant Maintenance Machinist 28.64 29.36 30.39 
Plant Utility Maintenance Person 31.08 31.86 32.98 
Plant Utility Maintenance Person/Welder 31.71 32.50 33.64 
Storekeeper 23.93 24.53 25.39 
Storekeeper S 24.17 24.77 25.64 
Systems Utility Maintenance Person 32.36 33.17 34.33 
Utility Maintenance Technician 24.11 24.71 25.57 
UMP - Plant Utility Maintenance Person 25.54 26.18 27.10 
UMP - System Utility Maintenance Person 25.54 26.18 27.10 
UMP - Plant Maintenance Electrician 25.54 26.18 27.10 
UMP - Instrument Technician 25.54 26.18 27.10 
Utility Maintenance Technician/Equipment Operator 25.32 25.95 26.86 
Wastewater Plant Operator 28.59 29.30 30.33 
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APPENDIXE­
EIT CLASSIFICATION 

The District will supplement the current EIT classification with two (2) separate 
classifications: Plant Maintenance Electrician and Instrument Technician. Both the Plan 
Maintenance Electrician and Instrument Technician, including the current Instrument 
Technician, will pad a rate of $24.682.02 per_ hour, subject to any wage increases during the term 
of the 2009-201 l Collective Bargaining Agreement. Current EIT's will receive the current EIT 
rate of pay as set forth in the 2003-2005 Collective Bargaining Agreement, subject to any wage 
increases during the term of the 2009-2011 Collective Bargaining Agreement. Further, 
employees currently in the training program to become EIT's will be eligible for the progression 
rates culminating in the current EIT rate and shall be eligible for all wage increases as EIT' s 
during the term of the 2009-2011 Collective Bargaining Agreement. Employees currently in the 
EIT classification and EIT's in traiing, once they have successfully completed their training, 
shall remain in the EIT classification for the duration of their employment with the District 
subject to the Collective Bargaining Agreement. 

The District will give first consideration to empl<?yees who have the qualifications for the 
position of EIT and continue to provide a pathway for employees to transfer to the EIT 
classification. 
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MEMORANDUM OF UNDERSTANDING 
BETWEEN 

THE NORTHEAST OHIO REGIONAL SEWER DISTRICT 
AND 

LOCAL UNION 2798, AMERICAN FEDERATION OF STATE, COUNTY, 
AND MUNICIPAL EMPLOYEES, AFL-CIO 

Update to Appendix E 

The parties agree to convene a committee comprised of three representatives of management and 

three representatives from the Union to discuss the possible structure and approach to 

implementing the EIT training program referenced in Appendix E and integrating it with the 

District's Maintenance Training Program as described in Appendix B. The committee shall be 

convened within 90 days of ratification of the 2021 - 2023 agreement. 

IN WITNESS WHEREOF, the parties have executed thi'i Memorandum of Understanding 

effective as of , 2021. 

Northeast Ohio Regional Sewer District: 

Kyle~w1.~ 
The legal form and correctness of the within instrument are hereby approved. 

Eric Luckage, Chief Legal Officer 

Date 
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== Northeast Ohio 
M Regional Sewer District 

July 30, 2015 

Mark Davis 
AFSCME, Ohio Council 8 
1603 East 27•h Street 
Cleveland, Ohio 44114-4217 

Re: Equalization of Overtime Letter of Agreement 

Dear Mr. Davis: 

The following chart outlines the agreed upon categories, definitions and related scenarios to 
clarify how equalization of overtime will be tracked for AFSCME employees. 

Equalization of OT Definitions 

Category Definition Scenarios 

Refused Employee was contacted I.) Contacted employee and they said No 
at their designated 
primary contact number 2.) Spoke directly to employee (face-to-face) and they 
or asked face to face and said No 
the employee refused the 
opportunity to work. 

Unavailable Employee was contacted I.) Attempted contacting the employee using their 
at their designated primary contact number but unsuccessful in speaking 
primary contact number to the employee 
and OT was extended or 
was attempted to be 2.) Employee was contacted or opportunity for OT was 
extended and no discussed with employee face to face and employee did 
response was received. not respond to OT offering in time allotted 
Employee has not 
"Accepted" or 
"Refused" overtime or 
we have not heard from 

I the employee. 

3.) Employee is off of work on leave (i.e. sick, 
vacation, PTO, personal holiday, FMLA, Workers 
Compensation, personal leave, bereavement, 
administrative leave, suspension, etc.) 

4.) Employee is not trained in that unit or on days for 
training (new hire, lateral, promotion), if applicable 

5.) Employee in their probation period (90 days), if 
applicable 

The following chart outlines the practice of averaging the overtime hours for AFSCME 
employees who are hired, promoted or transferred subsequent to the beginning of the year. 
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Employee 
Cate~ory 
Operations 

Averaging Overtime Equalization 

Process 

When a Union employee is hired, promoted or 
transferred into Operations an average number of 
overtime hours is calculated based on crew 
assignment. This amount is calculated by taking the 

! average number of hours worked, refused and not 
' available of all employees on their assigned crew. The 

average amount is the amount of hours that the 
employee will start with on the equalization of 
overtime list. 

Maintenance When a Union employee is hired, promoted or 
transferred into Maintenance an average number of 

, 1 overtime hours is calculated based on job 
' ' classification*. This amount is calculated by taldng 

the average number of hours worked, refused and not 
available of all employees in the same job 
classification. The average amount is the amount of 
hours that the employee will start with on the 
equalization of overtime list. 

*If the employee is at Southerly these amounts are 
calculated based on job classification and unit. 

NORTHEAST OHIO 
REGIONAL SEWER DISTRICT 

Date 
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MEMORANDUM OF UNDERSTANDING 
BETWEEN 

THE NORTHEAST OHIO REGIONAL SEWER DISTRICT 
AND 

LOCAL UNION 2798, AMERICAN FEDERATION OF STATE, COUNTY, 
AND MUNICIPAL EMPLOYEES, AFLMCIO 

4MDay/10 Hour Schedule 

The parties agree to convene the Executive Labor Management team to discuss the possible 
implementation of a 4-day/10-hour schedule in addition to the current 5-day/8-hour schedule. 
The parties shall commence these discus"iions within 90 day~ of ratification of the 2021-2023 
Agreement. 

If agreement i"> reached by the committee to implement a 4-day/IO-hour ~chedule, it shall be 

subject to the approval of the Union membership and the District's Chief Executive Officer and 
will be implemented through a separate Memorandum of Understanding. 

IN WITNESS WHEREOF, the parties have executed this Memorandum of Understanding 
effective as of , 2021. 

The legal form and correctness of the within instrument are hereby approved. 

!:~ 
Eric Luckage, Chief Legal Officer 

0 ~ 7 L .to ::L./ 
~) 

Date 
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