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RCA 20-029-2/10

ORDINANCE NO. 42-20

AN ORDINANCE RATIFYING THE AGREEMENT
BETWEEN THE CITY OF MEDINA AND THE
INTERNATIONAL BROTHERHOOD OF TEAMSTERS,

LOCAL 436.

BEIT ORDAINED BY THE COUNCIL OF THE CITY OF MEDINA, OH10:

That the Agreement between the City of Medina and the International Brotherhood of
Teamsters, Local 436, is hereby ratified for various part-time and full time Service,
Building, Engineering, and Parks and Recreation employees.

That a copy of the Agreement 15 marked Exhibit A, attached hereto and made a part
hereof and subject to the final approval of the Law Director.

That it s found and determined that ail formal actions of this Council concerning and
relating to the passage of this Ordinance were adopted in an open meeting of this
Council, and that all deliberations of this Council and any of its committees that
resulted in such formal action, were in meetings open to the public, in compliance

with the law.

That this Ordinance shall be in full force and effect at the earliest period allowed by
aw.,

February 24, 2020 SIGNED: John M. Coyne, 111
President of Council
Kathy Patton APPROVED: February 25, 2020
Clerk of Council
SIGNED: Dennis Hanwell
Mayor

Effective: January 1, 2020 through December 31, 2022

Ord. 42-20
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ARTICLE 1
AGREEMENT

Section 1. This document is a contractual agreement (“Agreement”), entered into between the City
of Medina, (“the City”), subject to approval by the Medina City Council, and the Teamsters Local 436
(“the Union™), to establish the bargaining unit employeces’ wages, hours, terms and conditions of

employment.

Section 2. The wages, hours, terms, and conditions of employment in this Agreement supersede any
related Ohio laws, including all specifications under those related laws. Specifications in Ohio laws that
are not specifically written into this Agreement are nonetheless modified by this Agreement.

Section 3, If any part of this Agreement is rendered illegal by state or federal legislation or by a
court of competent jurisdiction, it shall be considered void, but the remainder of the Agreement shall

remain effective.

Section 4. Any reference to a City management representative in this Agreement includes that
representative’s designee. References to male gender include the female gender.

Section 5. References to the Medina Salary and Benefits Code are those in effect on January 1,
2015, notwithstanding any changes in the cited Code sections after January 1, 2015. The Medina Salary
and Benefits Code will be inserted where applicable into this collective bargaining agreement as contract

provisions,
ARTICLE 2
RECOGNITION
Section 1. The City recognizes the Union as the exclusive certified bargaining representative of all

employees employed in the job classifications certified as the bargaining unit by the State Employment
Relations board on Aptil 15, 2001 (00-REP-11-0248) (referred to collectively as “the bargaining unit”),

as follows:

INCLUDED: All regular part-time employees cmployed by the City of Medina in Parks, Building,
Streets and Sanitation and all full-time employees employed by the City of Medina in the following

departments working in the following Classifications:

Department Classification

Building Inspectors

Service Building Maintenance and Repair
Parks Laborer

Cemetery Sexton
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Streets Machine Equipment Operator (MEO)
{.aborer

Water Operator (System Tech)
Operations Tech
Machine Equipment Operator (MEO)
Laborer
Meter Service
Water Tech

City Engineer Construction Inspector
Senior Construction Inspector

Machine Equipment Operator (MEQ)
Laborer

Sanitation

Equipment Maintenance  Mechanic

EXCLUDED: Superintendents, assistant superintendents, foremen, all other part-time employees,
employees excluded under O.R.C. 4117.01(C)(1)-(15), and all other classifications not specificaily

included above.

Section 2. The Unjon’s status as exclusive representative relieves the City of any obligations to
allow the participation of any bargaining unit member’s private attomey or private representative in any
matter concerning negotiations, grievances, a violation of this Agreement, or any other matter where the

legal right to representation exists.

Section 3. The Union agrees to represent all bargaining unit members fairly and equally. Any one
of the Union’s designated representatives shall be deemed equally qualified and capable of representing
a bargaining unit employee.

Section 4. The City’s recognition of the classifications in this Article as a bargaining unit does not
limit the City’s right to add or eliminate bargaining unit positions or to add job duties to those positions.

Section 5. If a disagreement arises between the City and the Union as to whether a position belongs
in the bargaining unit, the parties will discuss the issue. If the parties are unable to reach agreement on
the issue, they shall file a petition with SERB requesting a unit clarification determination. This section

establishes mutual consent under O.A.C. Section 4117-5-01.

ARTICLE 3
DUES DEDUCTIONS AND MEMBER FEE

Section 1. The Bmployer agrees to deduct union dues and fees as determined by the Union and for
which the employee has voluntarily submitted a signed authotization.




Section 2, Employees are not required to become members of the Union as a condition of
employment. New employees who do not become members within thirty-one (31) days following the
beginning of their employment may voluntarily consent to pay a non-member fee as a volumtary
contribution towards administration of the agreement. An employee is not required to pay a fee unless
he/she voluntarily consents to pay union dues ot a non-member fee through payroll deduction. Non-

member fees and Union dues shall be deducted on a monthly basis.

If sufficient funds do not exist in the employee’s paycheck for the payment of the Union dues or non-
member fees, then the balance of the Union membership dues or the non-member fee shall be deducted

from the employee’s next paychecl.

Section 3. A check in the amount of the total Union dues or non-member fee withheld shall be
tendered to the treasurer of the Teamsters within fifteen (15) days from the date of the deduction.

Section 4. The Union hereby agrees to hold the City harmless from any and all liabilities or
damages which may arise from the performance of its obligations under this Article and the Union shall

defend and indemnify the City for any such liabilities or damages that may arise.

Section 3. The Union shall certify the tate at which Union dues and non-member fees are to be
deducted to the City Finance Director during January of each year.

ARTICLE 4
UNION REPRESENTATION

Section 1. Four (4) designated employee representatives shall be recognized by the City as Union
Stewards upon the Union’s submission of a letter identifying them as the Stewards.

Section 2. A Steward who is on duty working a normal shift shall be allowed reasonable time off
without pay to represent an employee for reasons allowed under this agreement or provided by law.
Any Steward that comes into work early or works outside of normal scheduled hours to handle Union
matters or to represent a bargaining member does so voluntarily without pay or overtime.

Section 3. Stewards shall be paid for all meetings required by the City for which the Steward has a
right to represent a bargaining unit member.

Section 4. Non-employee union representatives may be allowed on City property with prior notice
to and approval by the Mayor. Approval shall not be unreasonably denied.

ARTICLE 5
EMPLOYEE RIGHTS

Section 1. An employee has the right to the presence and advice of a union represeniative and/or
union attorney at all disciplinary hearings and/or disciplinary interrogations. The unavailability of a
union representative or a umion attorney within a reasonable time is not grounds o postpone or

reschedule a disciplinary hearing or a disciplinary interrogation.
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Section 2. An employee shall have the tight, upon written request, to review the employee’s civil
service personnel file. Requests for copies of the items included in the file shall be honored within a

reasonable period of time.

Section 3. Citizen complaints against an employee that are reduced to writing shall be provided to

the employee.

Section 4. Whenever an employee receives any written disciplinary action that will appear in the
employee’s file, the employee shall be provided a copy of it.

Section 5. Upon completion of an investigation of a complaint against an employee, the employee
shall be notified in a reasonable period of time.

Section 6. Questioning or interviewing an employee in the course of an internal or external
investigation will be conducted in hours reasonably related to the employee’s shift, unless operational
needs require otherwise. The intetrogation sessions shall be for a reasonable period of time and shall
allow the employee periodic rest periods for a refreshment and snack and a bathroom break.

ARTICLE 6
NONDISCRIMINATION

Section 1. Neither the City nor the Union shall discriminate against any bargaining unit member on
the basis of age (40 and over), sex, race, color, creed, national origin, disability or handicap. The Union

shall share equally with the City the responsibility for applying this Article to the Agreement.

Section 2. All references to employees in this Agreement designate both sexes, and whenever the
male gender is used, it shall be construed to include males and females.

ARTICLE 7
NO STRIKES

Section 1. During the term of this Agreement, the Union and its membets agree that they will not
engage in, initiate, authorize, sanction, ratify, sympathize, support or participate in any stiike or other
concerted activity affecting the City’s operation, including sick outs, slowdowns, protests over safety or
refusals to perform voluntary assignments. The Union shall promptly take all possible actions to prevent
and to end any such concerted activity. Bargaining unit members engaging in a strike or concerted
activity ag contemplated herein may be disciplined up to, and including, discharge.

The Employer shall not lock out employees during the term of this Agreement.

Section 2.
ARTICLE 8
TOTAL INTEGRATION
Section 1. This Agreement represents the entire scope of the City’s negotiated agreement with

respect to wages, hours, terms and conditions of employment. It supersedes and nullifies prior, existing,
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or contemporancous oral or written agreements, understandings, or practices between the parties. Any
past practices carried over during the term of this Agreement may be discontinued with prior notice to

the affected party.

ARTICLE 9
WAIVER OF NEGOTIATIONS

Section 1. The Union acknowledges that it had the unlimited opportunity to negotiate with respect
to any mandatory or permissive subject of bargaining. The Union therefore waives the right to bargain
over any mandatory or permissive subject of bargaining during the life of this Agreement.

ARTICLE 10
MANAGEMENT RIGHTS

Section 1. The Union recognizes that the management of the City in all its phases and details
remains vested in the City and its designated representatives. The City shall have the right to take any
action it considers necessary and proper to effectuate any management policy, express or implied.

Section 2. Except as limited by the express terms of this Agreement, the City’s management rights
include, but are not limited to, the rights:

To manage and direct employees, including the right to hire, select, train, promote,
transfer, assign, reassign, evaluate, retrain, layoff, and recall employees; to discipline
employees for just cause; to manage and determine the location, type and number of
physical facilities, type of equipment, programs and the work to be performed; to
subcontract services; to determine the City’s goals, objectives, budget programs and
services, and to utilize personnel in a manner determined by the City to effectively and
efficiently meet those purposes; to determine the size and composition of the work force
and each department’s organizational structure; to introduce technology and other
modern methods; to promulgate and enforce reasonable work rules, policies and
procedures; to determine the hours of work and work schedules; to determine when a job
vacancy exists, the duties to be included in all job classifications, and the standards of
quality and performance to be maintained; to determine overtime, the amount of overtime
required, and to assign mandatory overtime; to determine each department’s budget and
uses thereof: to maintain the security of records and other pertinent information; and to
exercise all management rights outlined in O.R.C. § 4117.08(C)(1)-(9).

Section 3. The City reserves to itself all other management rights not expressly listed in this

Agreement.

History: Language regarding arbitration of management rights withdrawn without prejudice.




ARTICLE 11
PROBATION

Section 1. Newly hired employees must complete a probationary period of one hundred eighty (180)

calendar days.

Section 2. Newly hired probationary employees shall be employed at the City’s discretion until the
completion of their probationary petiod. A newly hired probationary employee’s seniority is calculated
from the original date of hire after the employee successfully completes the probationary period.

Section 3. Newly hired probationary employees may be disciplined or dismissed for any reason and
at any time prior to the completion of the probationary period and such actions shall not be grievable
under the terms of this Agreement or otherwise subject to challenge before the State Employment
Relations Board or under any legal or other dispute resolution procedure. Newly hired probationary
employces may otherwise file grievances over non-disciplinary breaches of this Agreement.

Section 4. Current employees permanently transferred, recalled, appointed or promoted nto a
different classification shall serve a forty-five (45) calendar day evaluation period. They are still subject
to the just cause provisions of this Agreement. Should the City determine that the employee cannot
acceptably perform the duties of the new classification, the employee has no guaranteed right to return
to his prior classification. The City reserves the right to determine the appropriate measures to be taken
with an employee who does not succeed in the new classification, (e.g., transfer, demotion, etc.).

ARTICLE 12
SENIORITY
Section 1. Seniority shall be defined as an employee’s uninterrupted length of continuous full-time
employment with the City.
Section 2. An employee’s seniority and employment shall be terminated under the following
conditions:
a. Discharge;

b. Resignation;

c. Layoff for a period exceeding one year,

d, Retirement;

€. Unexcused failure to report to work for two (2) or more working days;

f. Tnability to return to work upon exhaustion of paid leave and FMLA. leave;

g Failure to report to work within five (5) working days from the date the employee

receives the recall notice by certified mail.




Section 3. If two (2) or more employees are hired or appointed on the same date, senjority shall be
determined by the time filed stamp on their employment application.

ARTICLE 13
VACANCIES

Section I, A vacancy is a job opening, other than original appointments and positions filled by
temporary assignment or permanent transfer that the City decides to post and fill on a permanent basis.
The Rules of the City of Medina Civil Service Commission shall apply to all original appointments.

Section 2. The Mayor is the appointing authority for the Parks and Recreation Department and the
Building Department. The Service Director is the appointing authority for the Service Department and

the Engineering Depattment.

Section 3. Qualifications. The appointing authority decides whether candidates are qualified to fill
vacancies. The appointing authority shall consider a candidate’s skill, qualifications, experience,
potential, and, if current employees are candidates, the employee’s seniority, overall job record, and

prior performance evaluations.

Section 4. Posting. The department shall post a vacancy notice that contains at least (a) the job title,
(b) the general job duties and responsibilities, (¢} the minimum qualifications necessary to be considered
for the job; and (d) whether a test will be administered for the job. The City shall provide the Union

stewards with a copy of all bargaining unit job postings.

The initial job posting shall be for no longer than seven (7) calendar days, including the first working
day of the posting. A full-time bargaining unit employee, or his Union Steward, must submit a written
request to the shift supervisor during the posting period, or the employee has waived all rights to be
considered eligible as a candidate for the vacancy. After the initial seven (7)-day posting period, the

City shall interview full-time bargaining unit candidates first for the vacancy.

If a vacancy for a full-time laborer position is not filled by the appointing authority with a full- time
bargaining unit candidate through the process set forth in the preceding paragraph, the City shall post a
vacancy notice for a second seven (7) calendar day period, including the first working day of the
posting. A part-time bargaining unit employee, or his Union Steward, must submit a written request to
the shift supervisor during the second posting period, or the employee has waived all rights to be
considered eligible as a candidate for the full-time position vacancy. The City shall then interview part-
time bargaining unit employees for the full-time position vacancy. Part-time bargaining unit candidates
will be subjected to a written test as a requirement for appointment to a full-time position.

If a vacancy is not filled by the appointing authority with either a full-time or part-time bargaining unit
candidate through the procedures set forth in this Section 4, the position becomes an original
appointment and the Civil Service Commission shall be responsible for advertising and testing for the

vacancy.

Section 5. Selection. The appointing authority shall select the candidate the appointing authority
deems most gualified based on the factors outlined in Section 3 above. The most senior employee who
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meets the minimum qualifications to be considered for a vacancy is not automatically entitled to fill the
vacancy. Vacancies are awarded to the candldate the appointing authority believes is the most qualified

for the job.

ARTICLE 14
TRANSFERS AND ASSIGNMENTS

- Section 1. The service director determines all permanent and temporary transfers. An involuntary
temporary transfer shall not be longer than forty-five (45) days in a position(s).

Employees tempotarily transferred involuntarily to a higher job classification shall receive a seven
percent (7%) increase above their current rate of pay. No less than their current rate of pay applies to

employees temporarily transferred involuntarily to a lower classification.

Employees permanently transferred on a voluntarily basis shall be paid the rate of the new position.
Employees permanently transferred on an involuntarily basis shall be paid the rate of the new position,

but no less than their old rate of pay.

Section 2. An assignment is an order to perform work, including temporary assignments of less than
cight (8) hours in a day, to another shift or to another department. The department head determines all

assignments. A temporary assignment to a vacancy is not considered filling a vacancy.

If an employee is assigned to perform work in a higher classification for four (4) hours or less, the
employee shall receive four (4) hours of pay at a rate of pay seven percent (7%) higher than the
employee’s regular hourly rate of pay. If an employee is asmgned to perform work in a higher
classification for more than four (4) hours, the employee shall receive pay at a rate of pay seven percent
(7%) higher than the employee’s regular hourly rate of pay for all hours actually worked on his regular

shift that day.

Section 3. The work performance of employees temporarily transferred or temporarily assigned to a
vacancy shall not be considered as part of the employee’s qualifications if the employee becomes a
candidate for the vacant position.

ARTICLE 15
LAYOFFS AND RECALLS

Section 1. A layoff is a decision to reduce the present number of employees in a job classification in
a department. A layoff becomes effective at the end of the working day named in the written layolf
notice. An employee’s seniority becomes frozen at the time the layoff becomes effective. A laid off

employee shall be given reasonable notice (two [2] weeks) prior to being laid off.

Section 2, Layoff. The City will use the following procedure when it decides to lay off any

employee:
A. Part-time employees in the classification of the full-time person who is being laid
off shall be laid off first.
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B. Newly hired probationary employees in the bargaining unit are laid off next.

C. Full-time employees shall then be laid off by juniority in the affected
classification of the affected department.

Section 3. Recall. Recall shall be by total continuous service with the City. An employee recalled
to a position outside his classification shall serve an evaluation period in accordance with Article 11,
Section 4. If the employee does not perform satisfactorily during the evaluation recall period, the
employee shall be laid off and shall thereafter only be eligible for recall to his former position.

The City shall provide notice of recall to laid-off employees by registered mail at their last known
address. Recall rights are lost if the employee fails to accept the offered job within five (5) days from
the recall notice (attempt of service). The employee must provide the City with the employee’s most
current address. If the employee is on vacation or otherwise not immediately available, the employee

must notify the City of where a recall notice can be received.

Section 4. A laid-off employee is not eligible for recall after one (1) year from the effective date of
the layoff. Laid-off employees lose all seniority rights after that one (1) year period.

Section 3. Bumping. Bargaining unit employees who are laid off have the right to bump any other
bargaining unit employee, or a part-time employee in another classification with less converted full-time
seniority, if they have more seniority than the bumped employee and can satisfactorily perform the
employee’s job within the forty-five (45) calendar day evaluation period. If the bumping employee fails
to perform satisfactorily during the forty-five (45) calendar day evaluation period, the employee shall be
laid off. Conversion of part-time to full- time seniority is as follows:

Total part-time regular hours worked/2080 = Years of full-time seniority

ARTICLE 16
HOURS OF WORK AND OVERTIME

Section 1 The department head shall establish schedules and assign scheduled and mandatory
overtime. The City reserves the right to set the hours, shifts, and work days according to the operational
needs of the City. The City shall provide seven (7) days’ notice to the Union and the affected
employees prior to changing hours, shifts or work days. The City agrees to change shifts no more
than quarterly each year, unless otherwise agreed by the parties. Starting and ending times may vary
from department to department. The following are the normal working hours for each department as of

the date of execution of this agreement:

Mechanics 6:00 am - 4:00 pm
Water Department 7:00 am -~ 3:30 pm
Sanitation Department 5:00 am - 1:00 pm
Parks Department 7:00 am - 3:30 pm
Street Department 7:00 am - 3:00 pm
Building Department 8:00 am - 5:00 pm

e 3:00 pm

Engineering Department 7:00 am
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Service Department 6:00 am -~ 4:00 pm

Any hours worked outside the employee’s normal working hours shall be considered for overtime,
provided the hours worked are in excess of forty (40) hours in the scheduled work period as provided in

Section 2, or qualify as call in time pursuant to Article 2.8.

Section 2. Employees required to work in excess of forty (40) hours in the scheduled seven (7) day
worlk period shall be paid at the rate of one and one-half (1%%) times their regular hourly rate of pay for
all hours actually worked. Vacation time, comp time and holidays shall be considered hours worked for
the purposes of calculating overtime. Sick time and any other paid or unpaid time off are not considered

hours worked for calculating overtime.

Section 3. Employees may elect to acerue up to 120 hours of compensatory time in licu of overtime
annually. All compensatory time over 100 hours at the end of each calendar year shall be cashed out.
Compensation time requests must be approved in writing in advance by the department head. A
minimum of forty-eight (48) hours’ notice must be provided. All overtime earned working for another
Department must be taken as overtime pay. Compensatory time can only be earned in your home

Department.

Section 4. Voluntary Overtime. A voluntary overtime roster shall be maintained for each
department. An employee is not required to sign up for voluntary overtime in his own department. If an
employee does not wish to be called for overtime in his own department, he must give a written opt-out
note to his supervisor or Department Head. The voluntary overtime roster for employees within the
department shall be contacted in order of seniority, on a rotating basis based upon qualifications to
perform the work needed. The department voluntary overtime roster will be updated only as personnel

leave or enter a department.

The Water Meter, Water Distribution, and Water Operations Departments shall all be considered a part
of the Water Department for purposes of overtime.

At the beginning of each month, the Union Steward shall submit to the department head a written
voluntary overtime roster of employees outside the department who are willing to work voluntary
overtime. The employees on the roster shall be contacted in order of seniority, on a rotating basis based
upon qualifications to perform the work needed. Any employee who refuses the overlime or cannot be
contacted shall be credited with having been offered the overtime for equalization and rotation purposes.
The Department Head or Supervisor does not have to call the top name or any name on the list if that

person is not quatified to perform the work requiring the overtime.

To assist the City in providing the best service at the lowest cost, a Department Head or Supervisor may
call the highest, most senior full-time Laborer on the overtime roster over a Motor Equipment Operator,
regardless of his place on the overtime roster. The City recognizes that the intent of this provision is to
have the laborer perform “laborer” work, as long as the Laborer is qualified to do the work. At the end
of each calendar year, the laborer should have an equivalent amount of overfime as the average
employee in that department. Laborers who are gualified and who are called in order of seniority and by
the normal rotation of the overtime roster may perform Motor Equipment Operator work.
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Section 3. Mandatory Overtime. If the department head or department supervisor decides
mandatory overtime is necessary, a request for volunteers on the shift where the mandatory ovetime is
necessary will be asked first. If no volunieers exist, employees in the effected department shall be
contacted in accordance with their juniority, by rotation, and asked to volunteer for the overtime. If no
employees can be contacted or no volunteers exist, mandatory overtime shall be assigned in accordance

with juniority.

Section 6. In some cases, where the department head determines that an employee’s unique skill or
qualifications are essential to perform the overtime work, the employee may be assigned the overtime

without regard to seniority.

Section 7. Employees must be dressed and ready to begin work at the time they report to work at

their assigned starting time.

Section 8. Employees who are on stand-by and are restricted from leaving their homes in order to
report to work immediately shall be paid their applicable rate of pay for all hours on stand-by.

Employees on call-in, who are given a beeper or are told to call in and report where they can be
contacted, shall be paid their applicable rate of pay for all hours from the time they get called to report to

work. Employees shall respond and report to work immediately.

The supervisor shall have the employee fill out a form indicating whether the employee has been
assigned to stand-by or on-cail status. The form shall also state how many hours the employee has been

assigned on stand-by or on-call status.

Section 9. Water Department Remote Monitoring. Employees of the Water Department may be
assigned the duties of monitoring the water system by a remote computer link using the Water

Department laptop computer. Any employee assigned the duty of remote monitoring shall receive two
(2) hours of pay at the overtime rate of pay for each day he is assigned the monitoring duty. Should the
employee be required to respond to the City facility to maintain the water system, the employee shall
receive two (2) hours of pay at the overtime rate of pay for each on-site response. The employee shall
be required to keep a time log sheet and document all hours actually spent monitoring the water system.
The employee shall receive compensation for all hours actually worked above the two (2) hour

minimum at the employee’s applicable rate of pay.

Section 10. A supervisor in a department will not work more overtime bargaining unit hours anaually
than the highest number of overtime hours worked by a bargaining unit member in the same department

for the same period of time.

ARTICLE 17
WORK RULES

Section 1. The City has the right to promulgate written work rules and directives to regulate the
conduct of employees. The City agrees to notify the Union prior to implementing any written work
rules. Copies of work rules will be furnished to the Union. All work rules that exist at the time this

Agreement is executed are presumed to be in accordance with this Agreement.
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Section 2. Upon receiving a copy of a new or revised work rule, the Union has seven (7) calendar
days to provide written notice as to whether it believes the work rule violates the terms of this
Agreement. If the City does not receive written notice within that seven (7) day period, the work rule is
considered consistent with the terms of this Agreement and may be implemented. The work rule shall

not be grievable after the seven (7) day period expires.

Section 3. Disagreements as to whether a work tule violates this Agreement shall be discussed
between the parties. If no resolution of the issue ocours, the City may implement the work rule and the

Union may challenge the rule through the grievance procedures.

Section 4. The Union has the right at any time to grieve the consistent application of the work rules.
“Consistency” for the application of work rules is reviewed on a department basis.

ARTICLE 18
DISCIPLINE

Section 1. The City shall discipline a non-probationary employee only for just cause. Employees
shall be entitled to union representation at any level of the discipline process. This does not mean
management has to consult with the Union before deciding or imposing discipline.

Section 2. Administering discipline is a management right. The City’s decision to administer a
certain level of discipline for a given offense shall be based on the facts and circumstances of each

situation.

Section 3. Discipline is cumulative. Any written form of discipline for any matter is considered in
determining a greater level of discipline for any subsequent offenses.

Section 4. No oral discipline exists. Employees shall not rely on any oral warnings as a first step in

the discipline process.

Section 3. The City normally will administer a system of discipline based on its assessment of the
circumstances. Discipline may include (1) written warning; (2) written reprimand; (3} suspension;
(4) reassignment; and (5) termination. All discipline must be imparted within ten (10) days after the

employer notifies the employee of the employee’s misconduct.

Section 6. With respect to discipline under this Article, only disciplinary reassignments, suspensions

and discharges are arbitrable.

Section 7. Before the City issues a suspension, disciplinary reassignment, or termination, the
employee will be given a personal opportunity to informally present a statement about the facts and
circumstances of the proposed discipline. The City will provide prior written notice to the employee and
the Union representative of the time, date, and place where the mesting shall occur and of the nature and
grounds for the proposed discipline. The employee will have waived the opportunity to make a

statement about the proposed discipline if the employee fails to attend the meeting.
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If the employee does not make a statement or fails to attend the pre-disciplinary meeting, the City will
make its decision regarding discipline based on the facts and the inferences drawn from the facts known

at the time of the decision.

The Union shall not use any recording device or stenographic or transcription during questioning of the
employee during the disciplinary meeting. If the city records the meeting, a copy of the tape shall be

supplied to the union upon its request.

Section 8. When an employee is under formal investigation for criminal charges or illegal offenses,
the employee shall cooperate in the investigation and answer all questions relevant to the investigation.
Prior to any interrogations for alleged criminal charges, the employee shall be given Miranda rights and
be allowed to consult with an attorney who is available within a reasonable amount of time. If, after
being provided Miranda warning, the employee refises to answer questions, the employee may be
ordered to do so. Prior to ordering an employee to answer questions, Garrity rights must be given,
assuring the employee that the City will not use any answers against the employee in criminal
prosecution. If an employee still refuses to answer questions after having been provided Miranda and
Garrity rights, the employee may be disciplined, up to and including discharge, for insubordination,

Records of disciplinary actions shall not be considered for progressive disciplinary action

Section 9.

at the expiration of the periods outlined below:
Discipline Time Period
a. Written Warning/Reprimand ‘ Fighteen (18) months
b. suspensions and Reassignments Eighteen (18) months

Tf, after the expiration of any of these time periods outlined above, the employee is disciplined and uses
work history as defense to mitigate discipline, then all of the employee’s prior discipline may be brought

forth as evidence of the employee’s work record.
Section 10.  Discipline shall be carried out in a private and business-like manner.

Section 11,  Grievances over discipline outlined in Section 6 may be filed at Step 2 of the grievance

procedure.

ARTICLE 19
GRIEVANCE PROCEDURE

Grievances shall be resolved according to the procedures outlined below.

GRIEVANCE EVENT ACTUALLY OCCURS

Discussion with immediate supervisor and verbal
answer within two (2) days after discussion.

Informal Step
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Step 1: Departraent Head

Seven (7) day filing deadline.

Written grievance filed with department head within
seven (7) days after immediate supervisor’s Informal
Step answer, but no longer than ten (10) days tolal
from when the grievance event actually occurred.

Department head must schedule meefing with the
grievant, consider merits of the grievance, and provide
a written final answer within ten (10) days after
receiving the employee’s grievance from the Informal

Step.

Step 2: Service Director™®

Seven (7) day filing deadline.

Grievance filed with Service Director within seven (7)
days after the department head’s Step 1 response.

Service Director reviews grievance claim and, if
necessary, consults with the department head or the
grievant to review the merits of the grievance and the
City’s answer to the claim. Service Director provides
answer to the grievant within seven (7) days of
receiving the grievance at Step 2.

Step 3: Arbitration

Ten (10) day filing deadline.

Demand for arbitration submitted to the Service
Director within ten (10) days after Service Director’s

answer at Step 2.

Parties select arbitrator from pane! listed under
Arbitration Procedure.

Hearing date must be established within fourteen (14)
days after the arbitrator has accepted the appointment.

*Parks and recreation employees shall file their grievance with the Parks Director at this step instead of

the Service Director.

Section 1. Definitions

The term “grievance” shall mean an allegation by an employee or the

Union that a breach, misinterpretation, or improper application of this Agreement has occurred.

Section 2.

Grievance Procedure Rules All grievances must be written, including group grievances,

and shall contain the following information:

(@) aggrieved employee(s) name and signature;

(b) aggrieved employee(s) classification;

(c) date grievance was first discussed,
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(d) name of supervisor with whom grievance was discussed;
(e) date grievance was filed in writing;

(f) date and time grievance occurred;

(g)  where grievance occurred,;

(h)  description of incident giving rise to the grievance;

(i) articles and sections of Agreement violated; and

) resolution requested.
The Union shall have the responsibility for the duplication, distribution, and accounting of the grievance
forms. :
Section 3. Any grievance not answered by the City within the stipulated time lmils above may be

advanced to the next step in the grievance procedure automatically. A grievance not submitted by the
Union within the stipulated time limits above shall be dismissed with prejudice. All time limits on
grievances or steps in the procedure may be waived upon mutual written consent of the parties.

Section 4. When an employee covered by this Agreement does not want Union representation, no
grievance settlement shall conflict with any provision of this Agreement. An employee shall be entitled
to representation at each step of the grievance procedure by a union representative or a union attorney.
The absence or unavailability of the union representative or union attorney shall not delay the processing

of the grievance.
The parties hereby establish a panel of the following three

Section 5. Arbitration Procedure.
arbitrators:
A, Dennis Minni

B. Jonathan Klein
C. Dennis Byrne

The parties agree to mutually agree to add two additional names of arbitrators within sixty (60) days of
execution of the 2020-2022 Agreement.

Upon receipt of a notice to arbitrate, the parties shall choose an arbitrator by alternatively siriking names
from the panel until one (1) name remains as the arbitrator. The arbitrator shall be notifted as soon as
possible of the selection and a hearing shall be held within forty-five (45) days of the arbitrator’s
confirmation that the appointment as arbitrator has been accepted. Once selected, the arbitrator shall not

be eligible to hear another case until the panel is exhausted.

Section 6. Arbitration Rules, The first question to be placed before the arbitrator may be whether or
not the alleged grievance is related fo matters specifically covered by the Agreement, or whether the
procedural requirements of this Axticle have been satisfied. If the grievance is not arbitrable, the
prievance will be considered concluded at that point and the Union will pay all arbitration fees and costs.
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If the arbitrator determines that the grievance is timely and is within the arbitrator’s jurisdiction, the
grievance will be heard on its merits before the same arbitrator in the same hearing.

The arbitrator shall limit decisions strictly to the interpretation, application, or enforcement of the
spécific Articles of this Agreement, and shall be without power or authority to:

@ make any decisions contrary to or inconsistent with or modifying or varying in
any way the terms of this Agreement.

)] make any decisions granting any right or relief or any alleged grievance occurring
at any time other than the contract perjod in which such right originated; and

© make any decisions concerning the establishment of wage scales.

@ Reduce or dismiss any employee discipline where the City has proven just cause

for the level of discipline.

Section 7. The decision of the arbitrator made within the arbitrator’s jurisdiction shall be final and
binding on the parties. Unless otherwise agreed, the arbitrator’s decision shall be rendered within 30

days of the submission of the parties’ briefs.

Section 8. The costs of the services of the arbitrator shall be borne by the losing party. The fees of
the court reporter, if any, shall be paid by the party requesting the reporter. The appearance fees and
transcript shall be split equally if both parties desire a reporter or request a copy of any transeript. All

other expenses are borne by the party incurring them.

ARTICLE 20
SICK LEAVE

Section 1. Fach full-time bargaining unit employee shall be entitled, for sach completed eighty (80)
hours of service, sick leave of 4.615 hours based on the employee’s regular hourly wage. Unused sick
leave shall be cumulative without limit. Auny sick leave used for purposes that are FMLA qualifying

shall be credited against any unpaid time available under the FMLA.

Section 2, Employees may use sick leave for absence due to personal illness, pregnancy, injuory,
exposure to contagious disease which could be communicated to other employees, and for illness, injury
or death in the employee’s immediate family. For purposes of this Article, immediate family is defined
as parent, mother and father-in-law, sister, brother, spouse, child, or stepchild.

Section 3. Employees unable to report for any of the reasons in Section 2, must report their
anticipated absence to the department supervisor one-half (¥2) hour before the start of their shift on the
first day of absence and each succeeding day of absence, unless other arrangements are authorized by
the supervisor. Employees who fail to provide the required one-half (%) hour notice will not be paid for
the time off. Upon return to work from sick leave, the employee shall submit to the department head a

sick leave absence card confirming the sick leave hours taken off.,
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Section 4. When sick leave is used, it shall be deducted from the employee’s accumulated sick leave
credit on the basis of one (1) hour for every one (1) hour of absence from previously scheduled work.

Section 3. All employees who are absent for three (3) or more consecutive days may be requested to
submit a statement from a licensed physician concerning their iliness (or illness of those being cared
for). In addition, any abuse or pafterned use of sick leave may be just and sufficient cause for
disciplinary action. The City may require a physician’s verification for each occurrence of sick leave of
employees who have demonstrated a patterned use or abuse of sick leave.

Patterned use or abuse of sick leave includes regularly using sick leave before or after weekends, before
or after holidays, before or after normal days off, on certain days of the week, in an excessive number of
individual sick days off compared to the average number of sick leave days off for the department as a
whole, use immediately after sick leave is accrued, or in a manner inconsistent with the request for sick
leave, e.g. personal reasons during the time the employee would have been scheduled to work.

Section 6. Sick leave time off is for the employee’s recuperation from illness or activity directly
related to recuperation, e.g., purchase of medicine, or doctor’s visits, during an cmployee’s normal
working hours. It also includes similar activity for the care of a person defined in Section 2 above.

Employees on sick leave or taking care of someone for appropriate sick leave purposes shall not engage
in any personal or recreational activity during the time they would have been scheduled to work. Sick
leave for a doctor’s visit shall be used for the time necessary for such visit and related visits to obtain
prescription drugs or prescribed therapy. Sick leave abuse will be analyzed based on an employee’s

conduct during normal working hours while on sick leave.

Section 7. Tn addition to sick leave accrued in Section 1 above, each City employee shall be entitled

to sick leave of thirty (30) days annually with pay, upon approval of the responsible administrative
officer of the employing unit, for absence due to injury or occupational disease, where such injury has
occurred or occupational disease has been contracted in the course of employment with the City of
Medina, provided the same was not purposely self-inflicted. Unused sick leave under this section shall
not be cumulative. The responsible administrative officer of the employing unit may require the
employee to furnish a satisfactory affidavit that this absence was caused by injury or illness while

working on the job for the City.

Section 8. A City employee may elect, at the time of retirement from the active service and with ten
(10) or more years of service with the City, to be paid in cash for 37.5% of the value of his acorued but
unused sick leave credit. Such payment shall be based on the employee’s rate of pay at the time of
retirement. Payment for sick leave credit on this basis shall be considered to eliminate all sick leave
credit accrued by the employee at the time. Such payment shall be made only once to any employee.
The maximum payment that may be made under this section shall be four hundred (400) hours.

Section 9. With prior written approval from their supervisors, full-time employees shall be allowed
to use two (2) days of sick leave annually as personal days.
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ARTICLE 21
FUNERAL LEAVE

Section 1. A full-time employee shall be granted three (3) days off with pay deducted from sick
leave for cach death in the immediate family. Immediate family shall be defined to include the
employee’s spouse, children, mother, father, grandmother, grandfather, brother, sister, mother-and
danghters-in-law and father-and sons-in-law. A death certificate or an obituary notice in the newspaper

is necessary for payment.

Section 2. The City may approve two (2) additional sick leave days off for funeral leave for funerals
or for other legitimate reasons related to the death of a member of an employee’s immediate family.

ARTICLE 22
HOLIDAYS

All full-time employees shall be entitled to eight (8) hours of regular pay with time off

Section 1.

for the following ten (10) holidays:
New Year’s Day First Day in January
Martin Luther King Day Third Monday in January
President’s Day Second Monday in February
Memorial Day Last Monday in May
Independence Day Fourth Day in July
Labor Day First Monday in September
Columbus Day Second Monday in October
Veterans Day November 11
Thanksgiving Day Foutth Thursday in November
Christmas Day Twenty-Fifth Day in December

Section 2. Unless otherwise granted by the department head or designee, including approval of
appropriate use of sick leave, an employee must work the employee’s regularly scheduled day before

and after the holidays listed in Section 1 to receive holiday pay.

Section 3. If an employes works on a holiday in Section [ as a normal part of the employee’s
schedule, the employee will be paid time and one-half (1%%) the employee’s regular rate of pay for all
houss actually worked, plus eight (8) hours of holiday pay. Employees who do not work on any of the

holidays listed in Section 1 are just paid holiday pay.

Section 4. If an employee is not regularly scheduled to work on the day on which a holiday falls and
is called in to work and works Martin Luther King Day, Presidents’ Day, Columbus Day, or Veteran’
Day, the employee will be paid time and one-half (172) the employee’s regular rate of pay for all hours

actually worked on the holiday, plus eight (8) hours of holiday pay.

If an employee is not regularly scheduled to work on the day on which a holiday falls and is called inio
work and works New Yeat’s Day, Memorial Day, Independence Day, Labor Day, Thanksgiving Day, or
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Christmas Day, the employee will be paid at the rate of two (2) times his regular rate of pay for all hours
actually worked on the holiday, plus eight (8) hours of holiday pay.

Section 5. For purposes of calculating overtime based on hours worked i a seven (7) day work
period, an employee who works eight (8) hours on a holiday and receives gight (8) hours of holiday pay
shall only be credited with eight (8) hours worked on the holiday and not sixteen (16) hours for that
day.

Section 6. Part-time employees who work on a weekend or holiday shall be paid one and one-half
(1%5) their hourly base rate for all hours actually worked.

ARTICLLE 23
JURY DUTY

Section 1. Any employee who is called for jury duty shall continue to receive the employee’s
regular rate of pay. The employee shall submit the juror pay per diems to the City before the next pay

period after the employes receives the juror pay.

ARTICLE 24
VACATIONS

Section 1. Each full-time employee shall be entitled to paid vacation in accordance with the

following schedule:

A. An employee with less than five (5) years of service shall carn vacation with pay at the
rate of 3.077 hours per pay period with a maximum earning of two () basic work weeks,
and may cairy over a maximum of 160 hours of earned vacation. Employees shall not be

able to take vacation until completion of one (1) year of service.

B. An employec with five (5) years, but less than eleven (11) years of service, shall earn
vacation with pay at the rate of 4.615 hours per pay period with a maximum earning of
three (3) basic work weeks, and may catry over a maximum of 240 hours of earned

vacation.

An employee with eleven (11) years, but less than twenty (20) years of service, shall earn
vacation with pay at the rate of 6.154 hours per pay period with a maximum earning of
four (4) basic work weeks, and may carry over a maximum of 320 hours of eamed

vacation.

An employee with twenty (20) years or more of service shall earn vacation with pay at
the rate of 7.692 hours per pay period with a maximum earning of five (5) basic work

weeks, and may carry over a maximum of 400 hours of earned vacation.

C. Credited Service.  For all employees hired after January 1, 1992 only service as a full-
time employee of the City of Medina will be credited for purposes of vacation eligibility.
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For employees on a leave of absence, lay-off or a period of termination service time will

D.
not be accumulated during such leave of absence, lay-off, or period of employment

termination.
Section 2. A part-time employee employed by the City of Medina shall earn one (1)} vacation day at
seven (7) hours pay for every month worked up to a maximum of seven (7) days’ vacation in a calendar
year to be awarded on January First (1.
Section 3. Employees returning from approved leaves of absences, lay-off, or a period of

termination will be entitled to a vacation in the succeeding year based on the schedule in Section 1
Service time will not be accumulated during a leave of absence, lay-off, or period of

above.
employment termination.
Seétion 4. Vacations normally shall be scheduled in seven (7) calendar day blocks between Sunday

and Saturday. FEffective January 1, 2001, available vacation day slots shall be scheduled between
January 1% and January 31° of each calendar year for cach current calendar year in accordance with
seniority. Two (2) weeks maximum shall be chosen by seniority at one time. Prior approval of the
department head is necessary for any vacation to be scheduled in less than seven (7) day blocks in
conjunction with holidays or compensatory time off, which approval shall not be unreasonably denied.

Section 5, After January 3 1* vacations are scheduled on a first-come first-served basis, in
accordance with the department head’s perception of the department’s personnel needs. In addition, two
weeks® prior notice must be given to the department head for vacation requests made after January 31,
Exceptions can be made where the department head determines scheduling can be accommodated.
Vacation scheduling (in 7 days blocks) takes precedence over any other personal time off.

Section 6. If the supervisor determines department staffing needs can be met, more than one
employee may be allowed to take vacation off for the same period of time. An employee whose
vacation has been denied because of staffing needs can request review and reconsideration of the
employee’s request for vacation time off by the Service Director within ten (10) days of the supervisor’s

denial of vacation Jeave.
Section 7. Any employee who resigns, is terminated, retires, or is separated from employment by
the City because of a reduction in force will receive pay for the unused and accrued vacation time. In

the case of resignation, the employee shall give two (2) weeks’ notice in writing to the department head
to be eligible for such payment. The money shall be paid the pay period following separation.

Section 8. Vacation time may be carried over from one (1) year to another, in accordance with
Medina Salary Benefits Code §31.13(B)(1).

Section 9. The City shall continue to recognize service credit under in accordance with Medna

Salary Benefits Code §31.13(b).

Section 10.  The vacation period is from the first day of the payroll year through the last day of the
payroll year. The payroll year is based on pay dates, not worked dates.
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ARTICLE 25
PAYROLL

Section 1. There are normally twenty-six (26) pay periods per fiscal year. All employees are
normally paid every other Friday and are normally paid for a two (2) week period.

Section 2. If a holiday falls on a Friday, pay checks shall be distributed by the close of the working
day on the previous Thursday.

ARTICLE 26
INSURANCE BENEFITS

Section 1. The City shall provide group hospitalization, surgical and dental insurance coverages or
options to full time employees. A summary of insurance benefits that the City shall provide effective

February 1, 2020 is set forth in Attachment A.

The premiums for such plan shall be paid as follows:

A Effective February 1, 2020, the City shall pay eighty percent (80%) of the
premium costs, and the bargaining unit member shall pay twenty percent (20%) of
the premium costs through payroll deduction. Employees who satisfy the
wellness program obligations (see, Attachment B) will be eligible for a “wellness”
discount and will pay thirteen percent (13%) as their premium contribution for
2020. In order to qualify for the reduced premiums in 2021 and 2022, the
employee must satisfy the wellness components identified in Attachment B by

September 1% of the preceding year.

B. Effective January 1, 2021, if the City’s insurance premium costs increase by one
percent (1%) or more, employecs satisfying the wellness program obligations
shall pay fourteen percent (14%) of the premium costs through payroll deduction.
Employees failing to satisfy the wellness program obligations will not be eligible
for a “wellness” discount and will pay twenty percent (20%) as their premium
contribution. The employee premium-contribution percentage shall remain at the
2020 percentage (13% or 20%) for 2021 if the City’s insurance premium costs do
not increase or increase by less than one percent (1%). Effective January 1, 2022,
if the City’s insurance premium costs increase by one percent (1%) or more,
employees satisfying the wellness program obligations shail pay fourteen percent
(14%) of the premium costs through payroll deduction. Employees failing to
satisfy the wellness program obligations will not be eligible for a “wellness”
discount and will pay twenty percent (20%) as their premium contribution. The
employee premium contribution percentage shall remain at the 2021 percentage
for 2022 if the City’s insurance premium costs do not increase or increase by less

than one percent (1%).
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C. Newly-hired employees are not eligible for the reduced Wellness premium rate
until the January 1% following successful completion of the September 1% to

August 31™ Wellness requirements.

Temporary full-time employees expected to be employed by the City for a continuous period greater
than three (3) months shall be cligible for said benefit.

Section 2. The City retains the right, in its sole discretion, to change insurance carriers, provided the
benefits under the policy with the new carrier are comparable to or better than the benefits provided to
bargaining unit employees as of the effective date of this Agreement. Insurance benefits arc comparable
even if employee deductibles, co-pays, coinsurance levels, or payments for prescription drugs increase

to maintain comparable or better coverage.

Section 3. Opt-out benefits set forth in the 2013-2016 Agreement shall be maintained through
September 1, 2017. Effective September 1, 2017, employees who are eligible to receive family
coverage under any comprehensive group medical plan, who opt not to participate in such program and
exeoute an appropriate waiver form, and who have met the wellness program obligations, will receive
Four Hundred Twenty-Five Dollars ($425.00) per month in lieu of medical insurance coverage.
Employees opting out of family coverage who have not met the wellness program obligations, will
receive Two Hundred Dollars ($200.00) per month in lieu of medical insurance coverage. For the
period covering May 23, 2017 through August 31, 2017, pro-rated wellness-satisfaction requirements
shall be identified by the City for those employees opting out who were not participating in the wellness
program, in order for those employees to have an opportunity to satisfy the wellness obligations for
September 1, 2017 through December 31, 2018. Failure to satisfy these pro-rated requirements will

result in the employee receiving the reduced opt-out amount.

Section 4. Employees opting out who have successfully completed the wellness obligations of their
spouse’s healthcare plan can be considered as having satisfied the City’s wellness obligations, provided
that the City has approved the wellness criteria of the spouse’s plan and confirmed the employee’s

satisfaction of same.

Section 5. The City shall provide each full-time employee with a $25,000 paid life insurance policy
in accordance with the rules of the carrier.

ARTICLE 27
HEALTH AND SAFETY

Section 1, All employees accept the responsibility to maintain their personal safety equipment and
work area in a safe and proper manner, and accept the responsibility to follow all safety rules and safe
working methods of the City. All working conditions believed to be unsafe must be reported to the
designated supervisor as soon as said unsafe working conditions are known. The supervisor will
investigate all reports of unsafe working conditions, and will attempt to correct any which are found and
see that safety rules and safe working methods are followed by his employees. The Employer shall
make all reasonable efforts to climinate the unsafe condition within a reasonable period of time.
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Section 2. Any employee operating equipment that the employee believes to have a dangerous
defect shall report such defect to the Employer immediately. Upon receipt of such notice of defect, the
Employer shall have the equipment inspected by a supervisor. If the supervisor determines the
equipment is unsafe, the equipment shall be taken out of service.

Section 3. First aid kits and protective equipment shall be provided where required by law.

Section 4. Tn the event of any dispute under this Asticle, such dispute shall be immediately subject
to resolution pursuant to Step 2 of the grievance procedure.

ARTICLE 28
CALL IN PAY

Section 1. Any employee called into work during their off-duty hours shall be guaranteed a
minimum of two (2) hours pay at the rate of one and one-half (1 %) his regular rate of pay, so long as
such time does not abut or overlap the employee’s regularly scheduled shifi. All time actually worked in
excess of the two (2) hours shall be compensated at the rate of one and one- half (1 14) his regular rate of

pay. This provision shall not result in the pyramiding of overtime,

ARTICLE 29
LABOR-MANAGEMENT CONFERENCES

Section 1. In the interest of Labor/Management relations, the Union or the City may request a
Labor/Management meeting in order to discuss issues of safety or concern {o ecither party. When
requested, meetings shall be convened as soon as possible, subject to the provisions of Section 2.

Section 2. The Safety and Labor/Management meetings as set forth herein shall meet at least
quarterly unless the partics agree to meet more or less oftern. When requested, the meetings shall be
convetied as soon as possible. At least two (2) work days prior to the meetings, the party requesting the
meeting shall provide to the other party an agenda of the list of items to be discussed. The parties may
agres to conduct such meetings during work hows. In the event a meeting under this Article is
scheduled during work hours, the Union shall be permitted to have representatives who shall suffer no
loss in pay while attending such meetings. Meetings will normally last 1 — 2 hours unless agreed to
otherwise by the parties. The partics agree that the safety and/or Labor/Management meetings

hereunder are advisory only.

Section 3. Appropriate topics for discussion at labor-management conferences shall be limited to:

(a) Administration of this Agreement;
(b)  Notification of the Union of changes made by the City that affect bargaining unit
employees;

(c) Discussion of grisvances that have not been processed beyond the final step of the
established grievance process, only if such discussion is mutually agreed to by the
City and the Union or bargaining unit members;
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(d Dissemination of general information of interest to the parties;

(e) Sharing of perspectives of bargaining unit members with management and
discussion of proposed suggestions concerning items of concern or interest to

bargaining unit employees;
©H Discussion of ways in which to increase productivity and efficiency of work units;
and employees;

(2 Consideration and discussion and health and safety matters relating to bargaining

unit employees.

ARTICLE 30
SUBCONTRACTING AND SEASONAL EMPLOYEES

Section 1. If a decision to subcontract work will result in job loss or a reduction in regularly

scheduled non-overtime hours for employees, the City will provide reasonable notice to the Union. The
Union will be allowed a reasonable period of time to discuss alternatives to subconiracting with the city

before its decision is final.

Section 2. The City retains the right to hire up to twenty (20) seasonal employees for the Parks
Department and up to six (6) seasonal employees in the Cemetery Department. Seasonal employees will
not work more than 153 calendar days or 910 hours between May 1 and September 30 of any calendar

year.
ARTICILE 31
JOB DESCRIPTION
Section 1. The City shall create, amend or update all job descriptions. Employees shall have access

to their current job. description. The Union shall receive a copy of a modification or update of any
bargaining unit job description.

ARTICLE 32
TOOLS
Section 1. The City shall provide all tools that it deems necessary for employees to perform  their
assigned duties.
ARTICLE 33
EMPLOYEE UNIFORMS
Section 1. An employee uniform consists of a shirt and pants. The employee has a choice of long or

short sieeve shitis.
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Section 2. Part-time and newly hired employees shall receive five (5) uniforms. The March 1% after
their anniversary date or at a mutually agrecable time, part-time and new hires shall receive up to a one
hundred fifty dollar ($150) annual allowance for the purchase of uniforms with reflective safety stripes.
Current employees shall receive up to a one hundred fifty dollar ($150) annual allowance for
replacement uniforms with reflective safety stripes by March 1%, As an alternative to the $150 annual
allowance, the City, in its discretion, may provide uniforms. Newly hired employees must complete

their probationary period to be eligible for a uniform allowance.

Section 3. In addition to their uniforms, new hires, part-time employees, and full-time employees
shall receive up to a two hundred twenty-five dollar ($225.00) annual shoe allowance effective
January 1, 2017. Purchases must be tutned in by October thirty-fivst (31*") for the purchase of ASTM-
ANSI approved work shoes or work boots. New hires must complete their probationary period to be

eligible for a shoe allowance.

Section 4. The City shall provide all employees with work gloves, rain gear and rubber boots or
rubber shoes as necessary and is job related. Abuse or carclessness by an employee may lead to
revoking this benefit for that employee. At the employee’s option, the employee shall receive a one
hundred dollar ($100.00) outerwear allowance for the employee to purchase winter outerwear during the
life of this agreement. Any outerswear purchased must have safety reflective stripes to be approved for
payment. New hires must complete their probationary period to be eligible for an outerwear allowance.

Mechanics in the bargaining unit shall receive a uniform service for regular clean

Section 5,
uniforms.
ARTICLE 34
CDL LICENSES
Section 1. The City shall provide all equipment for training and testing for CDL licenses. The City

will pay for the initial CDL license for all bargaining unit employees required to have one to perform the
essential functions of their job. Eraployees shall pay for any renewals of CDL licenses. They agree to
reimburse the City for any CDL license payment by automatic deduction from their paycheck if they
leave the City within one (1) year after the City pays for their CDL license. CDL license payments
are prospective only, and do not apply to any bargaining unit member who has already obtained a CDL

license.
ARTICLE 35
LEAVES OF ABSENCE
Section 1. The City agrees to maintain the Medina Salaries and Benefits Code policy regarding

leaves of absences in Section 31.18.
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ARTICLE 36
WAGES

Employees shall receive the following percent wage increases applied to their rates of

Section 1.

pay effective in the first paycheck of January of each year of the contract as follows:
Retroactive to January 1, 2020 2.50%
January 1, 2021 2.50%
January 1, 2022 2.75%

2020 PAY SCALE — 2.50% increase

part time 18.20

9 Construction Inspector 23.43 24,60 25.83 27.12 2848 29,90

10 2417 25.38 76,65 27.98 (2038 30.85

11 Senior Construction 0.00 0.00 0.00 0.00 0.00 0.00
[nspector

12 26.65 27.98 29.38 30.85  (32.3% 34,01

16 Building / Property 32.39 34.01 35,71 3750  139.38 41.35
Malntenance Inspector

31 | aborer 18.21 19,12 20.08 21.08 2213 23.24
Tree Care Technician

32 Building Maintenance &  [19.12 20.08 21.08 2213 123.24 2440
Repair

33 Water System Testing 20.08 21,08 22.13 23,24 2440 25.62
Tach

134 Sexton 21.08 22,13 23,24 2440 [25.62 26.90
Motor Equipment
Operator

35 \Water Operations 72,13 23.24 24.40 20.62  (26.90 28.25
Technician

36 23.24 24,40 25.62 26.90 [28.25 29,66

37 2440 25.62 26.90 28,25 [29.65 31.14

32.5 Moter Tachniclan / 19.70 20.69 21.72 22.81 2395 25.15
Water Technician

4.5 MMechanic 22.59 23,72 24,91 20,16 [27.47 28,84

2021 PAY SCALE — 2.50% increase

nart fime 18.66
¢ Constuction Inspector 24.02 25,22 26.48 27.80 2919 30.65
10 24,77 26.01 27.31 28.68  [30.11 31.62
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11 Senior Construction 0.00 0.00 0.00 0.00 0.00 0.00
Inspector

12 27.31 28.68 30,11 31.62 133.20 34.86

16 RBuilding / Property 33.20 34,86 36.60 38.43  |40.35 42,37
Malnfenance inspeclor

31 Lahorer 18.67 19.60 20.58 21.61 (2269 23.82
Tree Care Technician

32 Building Maintenance &  {19.60 20.58 21.61 7269  [23.82 25,01
Repair

33 \Water System Testing 20.58 21.61 22,69 03.82  [26.01 26.26
Tech

34 Sexton 21.61 72.69 23.82 2501 [26.26 27,57
Motor Equipment
Qperator

35 \Water Qperations 22.69 23.82 25.01 26.26  |27.57 28.95
Technlcian

36 23.82 25.01 76.26 2757  28.95 30.40

37 25.01 26.26 27.57 28.95  [30.40 31.92

32.5 Meter Technician / 20,19 21.20 22.26 23,37 |24.54 25,77
\Water Technician

34.5 Mechanic 23.15 24,31 25.53 26.81 [28.15 29.56

2022 PAY SCALE - 2.75% increase
part time
19,17

] Consteuction Inspector 24,68 25,91 07,21 28.57  130.00 31.50

10 25,45 26,72 28.06 2046 [30.93 32.48

11 Senior Construction 0.00 0.00 0.00 0,00 0.00 0.00
Inspector )

12 28.06 29,46 30.93 3248  [34.10 35.81

16 Building / Property 34.10 35.81 37.60 3048 141.45 43.52
Maintenance Inspector

31 Lahorer 19,18 20.14 21.15 2221 [23.32 24.49
Tree Care Technician

32 Building Maintenance &  [20.14 21.158 22.21 2332 |24.48 25.71
Repair

33 \Watar System Testing 21,15 22,21 23,32 24,49  25.71 27.00
Tech '

34 Sexton 22.21 23,32 24.49 2571 [27.00 28.35
Motor Equipment
Operator

3b Water Operations 23.32 24 49 25.71 27.00  [28.35 29.77
Tachnician

36 74.49 25.71 27.00 28,35  129.77 31.26

37 25.71 27.00 28.35 29.77  [31.26 32.82
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32.5 Meter Technician / 20,75 21.79 22,88 2402 [2522 26.48
Water Technician
34.5 Mechanic 23,79 24.98 26,23 27.54  [28.92 30,37

Section 2. Longevity. The City agrees to maintain the longevity formula outlined in City of Medina
Salaries and Benefits Code policy Section 31.17. In addition, each full-time bargaining unit member
shall receive an additional five dollars ($5.00) per month above the monthly amount paid pursuant to

the Salaries and Benefits Code.

Section 3. Shift Premium. The City shall pay a $.35 shift premium for all second and third shifts
designated by the City. Second and third shifts are those that follow the first shift established by the
City, or designated by the city as a second or third shift. A. shift equals a minimum of eight (8) hours.
The shift premium applies only if the employees assigned to work the second or third shift as a regularly

scheduled shift. It does not apply to call-ins or overtime.

Section 4. PER.S. The City shall maintain its current P.ER.S. contribution in accordance with

State law.

Section 5. Travel and Education Benefits. The City shall maintain the travel and education benefits
provided under City of Medina Salaries and Benefit Code Section 31.15.

Section 6. Severance Pay. All employees who are employed at the City’s Water Treatment Plant
who are not retained by the City after the Water Treatment Plant closes shall be awarded one (1) week
of severance pay for each year of continuous service and/or fraction thereof. By accepting the severance
pay, the employee terminates the employee’s employment with the City and loges all seniority and/or
reemployment rights with the City. If an employee is offered the same or greater paid position and

rejects the offer, the employee shall not receive severance pay.

The City agrees that it shall consult with the Union about severance if it decides to eliminate a
department in the future.

ARTICLE 37

DURATION Redvodctiive %
Section 1. This Agrecment shall be effective from the date of ratification (g, I 20y through
December 31, 2022,

Section 2. Negotiations on a successor agreement shall be in conformity with R.C. 4117, et seq. If
either party desires to modify, amend, or terminate this agrecment, it shall give written notice of such
intent not more than one hundred twenty (120) calendar days nor less sixty (60) calendar days prior to

the expiration date of this agreement.
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ARTICLIE 38
SIGNATURES

IN WITNESS WHEREOYF, the undersﬁ?ed parties pursuant to proper authority have cavsed this
Agreement to be signed as of this &5 day of Fzﬁbb"wﬁ#’? , 2020.

FOR THE CITY OF MEDINA FOR TEAMSTERS LOCAL 436

@D/T }"\ Sopvsse M

Dennis T. Hanwell, Mayor

John M. Fortesque, President

Nino Piccolli, Service Director Dennis Kashi, Secretary Treasurer

APPROVED AS TO FORM Sal Alioto, Business Representative

Greg Huber, Law Director

APPROVED AS TO CONTENT

Jon M. Dileno
Zashin & Rich Co., LPA

1659-19-04

29




}£200-7£1.00000SLCOZSIND
+009€28.L.

g 30 T 98eg

[B119JS1 B JNOYUM 8S00U0 NOA JET[EISSUS 9L} 998 UBS NOA

oN

AIEIRERH
€ 995 0} e1I8f3l & pasu nok og

'S891085 Jefi no4 s10eq TBPIROIT N0k LM Yoey) (oM qej se yans)

S90j/uSS SWOS 10} JIPIACIA YICMISU-G-INT uUe 35N JUBiW TPTAGIT JIOMIBU JNok aleme og "(PUIfg
Souereq) sfed TedInoA 1eysm pue ofieyo SIOPIAOIT su) Usemlaq souslayp sy Joj TapIAGId

2 WoJj J1q 2 anedss JyBiw noA pus TOPTAGIT SHOMIBU-JG-IN0 Ue 8N nok #1sow ayy Aed [im no A
Y1Om3U S,ue[d sy ul TSPIAGHT 2 asn noA Jj ssa] Aed Jjim no A Ylomjeu SPIACKT e sesh TEd sjy)

"slapiacid
Bugedioed 4o 151 € Joy £08¢-G85-008
2 10 DgSUOITEMRARSI 883 ‘ss A

¢I8PIRGI JIomgau
€ 9sn noA i1 sse fed nok jjipn

FIY Euo. ~JO-ING 8] pIEMO] JUNQJ JUop ey ‘sesuadxe asay) fed nok ybnow uang

I )
J8AQ0 J,useap Te[d _m_.ﬁ 8189 U)|esy
ucmwmm_m%nm_u_glmocm_mﬂnmEz_EEn_

¢TI J0530G-J0-Jo
9l uj papNaU| Jou s ey

: Jow useq sey | 155 300-}5-M0
Alluey [les9A0 sy jaun SHUIIT FOI0AJOIA0 UMO Jisif} 55w o} aAzY ey TR s1y} Ul slequisw Afjuie)
180 ehey noA Jj "seolales palsncd 1o} eak e Uy Aed pnoo noA Jsow sy S| TIIT| JoY30 =J0=J0 81|

HIOAMBN-UCN
Allweypayiwngun‘s|Buis/pepwiun
ereN AlWeye00°zs eibuis/000°14

¢ UE[d suj 1o}
HIULT FYI0d-J5-310 oy S| ey

'590|A18S Woads 10} SOFTHONPSR Jealll O SABY 1,UOP NOA

ON

¢ S92IAI18S l)0ads Jo}
S3|qIINPap Jayio alay) aly

[SlISUSG-aie0-onUSASId/ShBISROI/ACD SIB0Ues MmNy STy Je SSaIAIa8

SADUBABIT Palenco J0 1Sy e 993 “B[RINPaP Jnok JesW nof aloreq pue BULEYSIS0S NOURM
SIVNALSS IARUIASIM UIBLISD 10400 Uefd syl ‘s|dwexe o4 “Aldde Aew F5UBINSU03 Jo JUSABIBS
B Ing "Junoule S[qHINPSP sl 15W 194 LUsABy NOA J| USRS SBIJAIES PUE SWSY 2UI0S SISA0D uefd sy

"S[AHIAPSP AN0A J99W noA

alojaq UB[d ayy Aq pred pue psionod
ale S)USWAEATY YJIM seolales

[le pue 316 SARUSASIT Uela)) ss )\

&HYIANpsp
noA j9sw noA aioeq
PoIRA0D S30[Al8S QlaY) aly

"31qIINPaP AlLie; |[2I8A0 sU) Sisoil
slequal Afiure) (e A9 pred sasuadyxe S[GRANPap [0 JUNOWLE [€307 a2 [AUN SIqRINPER [BNPIAIPUI UMO

118U} Jepul Jsnw ssquisw Afjwe) yoee ‘TBIG sty U0 siequiaw Ajuue; 18yjo sney nok | “Aed ) suibag
Ued s)y) 2lojeq Junolue F[GHBPap sl ¢ dn siepinoid wWoly s3s09 9y} jo fte Aed Jshit nok

‘Aessusg)y

W NICMIBN-UCN
Aliwrer000°2$ slbuIs/000° 1§
JEoMieN AllWEY000!1$ s|Buis/0083

MEA Ued no A "Alessols) oy} eas sulie} FEUISPUN Jalfjo 10 “TSpIAGId ‘I[qIonpep TUSWARUOD ©
| JOsuopiugsp [eleueh Jo4 "£8GZ-68S-008 1120 ‘obelsnnd Jo suig) ajajduwoo a0 Adoo 2 1a6

‘Ajoyeredes papiroid aq jum (TIRTRIA al} paj|eo) UEd
1809 913 ateys pnom TE[d sy3 pue nof moy noA smoys ngs sy Ted yyeay e 9s0

‘Adoo e 1sanbai o] £962-G85-008 720 10
Q0UBINSUGY "B 9JUefEq ¢

¢ FTGANPap
H{eJeno 3y} s Jey

85/ TeNINAPaIN Je Alessols) auy
JUNOWE PBMO[[E SE YoNs ‘SULis) LOWICD
0}10 “8fiessnod Jnof Jnoge uoneiLIojUl 10U Jo4 "Alewwns e fjuo st s1y
SIU3 J0 J300 3y} Joge UoRBULION] ‘ILON 's3d]nIes aled yj[esy paisnos Joy
0Y3 noA diey Jjim Juswnoop (0gs) abelocy pue sjljsuag jo Alewiwing sy

Odd :edAL ueld | Awed jo sjbug o4 afiesonog
0202/LERL -0Z02/10/10 polied efessnroy

SAJJMIeg PaleAay 104 Aed NOA JeUA B SISAOD UB[d SI Jeyp, (eBeIanos pu

b UEJd : [enjafy jealpapy
e sjiisuag Jo Alewiung




LEG00-7EL 000005 L00ZSIND
1009€28..

930 7 9geg

OES/WOodeninApey

1e a|ge|ieAr

s| abeian0d Bnip uonduassid
JNCQE UofBULIOJ| 810}y

UORIPU09-10 ssauj]|
Eo> - Jesd} 0) wm?_v pasu =o> A

u‘mﬁ B SARY :QA i

saldde
"Alddns Aep-qg & 0] dn sisnon) Addy 1o secq . Redoo Jay Brup s|qeo)ddy SHrIp Aeneds
” R T ’ € 18l Kienjep
Alddns Aep-05 € 0} dn s1en09) _Aiddy 10N s80(] 001$ auwoy - Aedos pueiq pausield- coz |
_ SRS U ot Sttt S 1 2 0 A i -
W ‘Ajddns Aep-q Qg e o} dn SishoQ _Ajddy joN seoq | 034 | Jall [rege - Aedoo puelq paulegald- -UON |
S O 2 Mbuiit=-AL il A
Alddns fep- 06 B 0} dn sisnod | - Addyioy 80 098 Awsniep 8oy - edoo pueig pauajsld |
Addns fepgeeojdnsienog | Addyjonseoq .0 gy g - fecioo puig posiefeiq |
_ fddnsfepgseodnsencg ddyiowseoq| B8yl Rengep suwoy - fedoo ouausg |
CAddns fep-gg e oydnsienog | fddy ONSeoQ | o ss el lieza - fedoo ajeusg |-
BUGN | OOUEINSUIOD %0% | mocm‘_:mc_oo %02 (S|l ‘sueos En: 12) BurBeul|
T suoN WEMSUD %0y | abeyooy __buom poojg) BT EsouReTq
L SUON | SOUBINSUD %0 sbewoN| (e TeTopoueg
e Eii@wmﬁafwﬂtw; T | .
Lok JEUM 3300 usy ] ‘BANUSASIT \
| 8l pesu NoA sedles By )| TSTIA0I | _7
nof )8y ‘SAJUSASIT LUsle 8L | uoleziunwiw
S80IMes J0; Aed 0] sABy ABW NOA | SOUEINSU[OT %0 | afleya oN /PUITSSITS JRIED SAIUSASI
SUON SQUBINSUIOD %Y ysivyAedod oyg USINTSE03dg |
B m ssaljjf |
3UON | mocm‘_swc_oo Qoow usiyAedes gz | Jo Anfur ue jeay o JISIA 8120 amg_i _
T m.xcx 57 T = Y

193l ROA al0jeq Palsnco ale STUSWIABHGS UM saolues "sadde

S[qHonpep e

18U Usaq sey

vmm_om% SIS0 SS8fUN
S[qIONPEP InoA Jaye 8UE 12U SIU) Ul UMOYS S)S6D

QU] J0 sa1y0 SISPIAGIT
889 Ujfeay & JIS|A nok Jj

S[aRonpap ok
SOUBINST03 [y




LESG0-pE 000008 L00ESIND

1009678./
930 ¢ 288g
L o BUoN | SOURIRUIGS %04 | SOUBITSU %07 | Ss09s Aljoe) Aisnep/ ol |
CERTNERE
; B ST SOUBINSTI0T 9,0% SOUBINSUI03 %07 [euojssajoid Alsalsp/uMigpIyD |
T T ..ﬁwcsommb_z i T %w”.il i [ )
'9) OGS OU: Ul a1eymas|e |
paquIosep sadlAas pue S)$e) apnjoul
Aew s1ea Ayutejeyy “Aidde Aew |
S[qNINPap 10 B3UBINSU0A ‘Aedoo | ,
‘s0jAles 40 adfy eyj uo Bujpusds( | i
"STUINISS SAUBABIC Uels)
. . O1Adde jou seop BUTEYS 1507 | o BSOSy | eBEwoy ) SHSIA 9910 | ueuBaid ale nof y
_Tia-. T e m . mmo_amm 3snge aoue)syns
b e SUON | SHOUSG [BOJpAW Buipuadsaiion uo peseq pled syjsueg | . mmo_@wm,mm@b 1o ‘yyeay [eloiARyeq
.. SUON . sjjaUeq [eofpsi @mcﬁmﬂ%mm@ Poseq | m_mﬂmmw%m . Seomesiusgeding | “gjeey [episw pesu nod y
. QUON SOUBITSUIS %0y | BOWINSUIO3 %07 | {uagedu) o5 uoaBins juepishy T
_ e ) N b AR e TITUTEY VG gueiedul)
L L SMON| O SOUBITSUIOS %04 ,-.}- Mmmmmm‘wm@mh\%m-..ii:@‘ue leyidsouy “f 8) o8] Ayioey * Em. ejidsoy e aney noky
e wEmSUmwgy | gswfedeoozg SEIYEEN
] gocm@mfwm@%@oe e ‘H‘_m_%mmamm,@ e .i,;.,_s.ﬁ._m_%ﬂogwcg = uonusyR
e BWONT ~ ¥sivAedao golg el SIECWUOOI acmgmgm [edipaw Sjelpawiyy pasu.nof
: ﬁ S[AISNpap Joye segefd | o T ST e
W 18Yj0 [[& BIUEMSUGS
%02 ISTER8a3 w
i | }e ysivAedoo gyg h
e SUONG SOUBISTION %0% | {dDd e ysinhedoo gz¢ | (juepeding) see uosBinsyuzioisiyg
(isiue0
- sloy | .mocm%w.goo %0 mocszwc_oo %0T_ \cmmém aoym_EEm “Bra) agy Aujroe4 ammh:w Em;m&:o aney hof :




L2500-¥EL00000G00ZSIND
L009e78.LL

930 1 a8eg

201G POpN[oXg

PaIBACT JON

dn-yoey0 [ejusp suaIpIy

SIIAISS PSPNJOXT |

paIanag JoN sosseb sualpiun 2185 5fa

BUON BOUBINSUIOT %01 abieyo oy N wexs ehe sualIpiun Do [BJUSp Spasu pjIyo. oAk il

s CBUON| S0TBINSUI0D %0t SOUBINSUICD %07 EERINERE v SOH | B )
. _8UON |

(UopENigeysy ple
SUIOIpaY [BaISAU LM paUiquion

_(povad Jyoueq Jad sysia gg)

‘poliad ysuaq Jed shep 0z})

SOUBINSUIOT 9,0y |

SOUBINSUITS 907

FOUBINSUI0D %

—— e,

SOUBIMNSIOT %07

EoEnscm EREVELE )

8169 DUSIT PG |

(Adeusy] !

(poued yeueq Jad sysin 0g) |

SOUBIRSUIOS 9,0
e e

- SIURINSUI0D %% usiAedoo 0z$ ~Yooeds) SEIISS USTET R
(paiano ‘ T o T
Jou f yorym ‘Buluspuey siom 1o} u “ {Adeloy]
j 1deoxs ao.cma mausq ng Spsin 09) ) ~_ SQUENSUOY %0% usia/Redon zg JeucliednooQ) S8IIIES UOTENGer |
m (Adesay]
L (pousd weuaq Jad sysia gg) . ~ SOUETSTUO0 90 nsinRedoo gzg _[e91sAYd) SSTINISS UOHRNIaE0sY
m

SIS0 %02

SIET U[ESY 30N |

spasu
ﬁ_mms [ejoads Jayyo aAey
o Bulisnodal &2_ com: =o> o




+E500-FE1L0000051 0023 NI

LO09ETELL
930 g 3deg

190} 89 ABW 1502
IncA usy) ‘sastiadxs 19%200-j0-1no 10} ABd 0}l @SN pUB yS 4o WHH Ue Ul sjediopled noA §| 'S4 10 yyH ue asn jou se0p Juafied 8l 12U} slinsse slequinu ajdwiexs sBaien0g ayl

UOROBS JX8U 841 998 'SUOJEMYS [2oIpawW o|dues 0] §]500.19/00 Jybiw ueid iy} moy o sejdwexs a9s o [

SCR[IS IR syt ybnoiyy Tefd e Joj Aed noA djey o) TPEID XBT WRIUEI & Jo} a|qibije oq Aew nok ‘SPIEPUEIS SNEn, WINWIUIA; 81 Jeot J,ussop TR inof |

"SSA ¢ SPARPURYS anje A WnWILI Jesw ued siy) seoq

“Ljuoul Jeyy 1o} s3EIsAco Yiesy eney nof ey
ueuizlnbal U} Woy uondwaxs Ue Joj Agenb nok ssejun wnjel Xe} ok a[jj noA usym JusuAed e exeul q) aney j,nok Yuow e Joj SHETEAGT [eRUSSS WU eAey 1,U0p nok |

"89] ¢9beienc [ERuassg wnwiully epiacid uejd siy) ssog

"£85¢-589-008 12 UBid InoA 10 9751-089-008 I8 Wewpedap
8JUeinsu] 8jejs InoA |Joe1U09 ‘9SUEB)SISSE J0 ‘800U SiuL ‘spyBu ok INCQE UOjetiLol] aioW 104 TB[d noA o) uoseal Au Joj SOUEASLID € 10 BSA0E TIERD 2 Juqns o] UoeuIo
s)9jdwod apirold osfe syuswnaop TE[E inoj “UIFE[S [201PpaLU U] 10} SA18981 [l NOA Syjeuaq Jo uoneue|dxa sy 18 %00} ‘spybul Inok Eonmco_ﬁéo%c_msfom._mmaafomoc@a_qc

@ pajiea sl ureidwoa siy | TEPS & 10 |ejuap & o) TB[d Jnok jsueBe juejdwos & aney nof Jt diay ueajey) ssioushe ale aley) 's3ybry sjesddy pue 9OUBASLIS) INC A

969¢-81£-008 [1€2 J0 AOD SR UNESH Yisin "SIBTASHISH SU INOGe LSO
I0ul J0 4 "BIECISHIEN] souRInsy] yieaH ey ybnayl sheisacg aoueInsul [enpinipul BuiAng Buipniou ‘noA o} sjqe)ieae 8q Aew suondo sbelsnog 18Y)Q "AODSUITONTT 1o GOG | oX
€2€¢-197-L18 18 WBISISAQ 8OURINSU} PUB UONBULIOM| JSWNSU0T 40} JBURY "SadjM8S UBINH pue UeaH J0 Jusudledag sy PUE 9251-989-008 J& Juslupedep souelnsus a1es Inok
‘S| $8louse 80U} Joj UOEULIOJU) 1981UCO SU] "spus ¥ Jeye aBeland INok enugjuon 03 Juem nof Jl diey ues J2u; ssjousfe aie sisy] :ofeionon AMNUNUOY 03 SUBIY Inc,

(inpy) ez eAg sugnoy - spry Buyesy

aiep opcaldenyy .
(juswinaop UeJd inok 9es oses)d -

181] 9)91dwioa B 3,us] SIY |, *SIVIAIDS 958} 0} 3&« Rew suopeywur) se91AI0g patsAon 1BYI0

sulelfold ssoTiybiepy o

910 J004 SUINGY

Buisiny Aing-steald o

'S°MN 8Y3 episine fuiianes usym aued Aoushialis-uoy .

(‘S3ITRIES PopNoXs Joy30 AuE Jo )s1]

alen Wie]-fuct .
ueugest] Alwsup o
(inpy) s129 [eJueq

fiefing opewisoy s

B pue ucljeuwiojur 810w 1oy EoE:oo_o Ue[d 4o fAagjod Inok xumr_owm..mwoo LON ss0q A}

sesse[d suaipyn .
dn-408y0 [eiusp sUBIPIYD
feBing olteleg .
aimoundnoy .

BI9U9D) B[ INOA S89[AISS

'S90IAIG [1RISAQY JOYIC B SOOIAIOS PAPN|OXT



LEGQO-FE 1000005100230

1009€7844
970 ¢ 3%eg
'SSQIMBS PaIBA0Y JTdINYXE 838ULI0 $1809 JaYI0 8y} 10} sjqisuodsal 9q pinom T oy 1
'£85¢-685-008 3021U00 aseald ‘weifoud ssaufjem sy} Jnoge UogeLLOU) oW 104 "SISO INOA 89npay
0} 8qe 8q Aeui nok ‘wesboud ssaujjem FTB[M sy; Ul sjediopled noA J “welfold ssaujjem STE[d 8y} Ul sjedionied Jou seop jusiad sy slinsse slaquiny esay] :ejoN
s sfedpmomeniecioir  gsfls  sifedpmomsormiojsul  go0ys - sified pinom Baq fejoj sy
o8 SOSTRKSloSIWr 098 svosoxelosyur  ggg SUOISTOXB J0 Sy
 Tpamaodiusiioym . panodusioym 1 peenoayusioy
6 o sensuey g L eumnsuoy gg ___SouBInsuo
s smewfedog o T UTgigifesoy e i Sjuewfedag
00§ TSR oo T T T T e Goss o SeEmeEpeq
T Buunys 1509 mc.:n:ﬂm.pmou - - o Buiioys 1509
~iRed pinoM ey ‘edusexe siyy uj ~ 7 tRed pinom eof ‘sjdwexs Sii uj R Aed pjnom Bagd ‘ejdwexs siuy U]

3507 |dutexg [ejo]

5O

08218 |

sogodueka 0L a0pss 3509 aydurexg oy,

(#315W 3502116) JUsWdinba EaPSW 8[qaing

sBrup uonduosely

- (iom pooyg) sjss) osoubelg

(uonbonpas

asnasip bujpnjau) St S0 Ueishyd sien Aeuld
-SYI] S9IAIBS S9PN| AU JUBAS I TdINYXT SIYL

(Adpiayz jpaysAyd) saoinses uofiey|iqeyay
{sayazn42) Wewdnba jeapew sjqeing

(Ap.-x) 189} opsoubelq

(saiddns poagpaw Buipniou) ares woo) AousBiouwg
23] $89IAIRS SSPN{OUY JUBAS FdINYYE SlUL

(DisayrsauD) ysin ®I[eadg

(>10m poojg pun Spunosp.iny siss} ansoubelq
se2jMIeg Aok AleAllaq/uIGPIYD

SSOSS [eUojssajold AeallsauHIgpluD

(8402 fo10U2.4d)} SYISIA B31Y0 Isieads

-1} SBVUAIBS SAPNJOU JUBAS T1dIYXT SIUL

%02 VUBMSUIOI JoYl0 = yq7 JUBIMSUDS JaylQ & 907 SUBINSUIOD layy) =
%07 2JUBSUIOD (Ayj1oey) eydsoy = %07 SOUBINSUIOD (A)j1o8)) [eydsoy = %07 SOUEBINSUIOT {Ayi1oe)) jeyidsoy =
ovs Redod Jselseds or$ Aedod BI[eI580S = (pg Fedos jsiepeds =
005$ °[qionpap jleleA0 SB[ 2yl m  pgs S|GHonpap JleroAOSUBAaY] = gogs oIquonpep jlesoro SUEMd sty m

i

afielonos Ajuo-es Uo paseq ale ss|dulexe
©828|d "SUE[d sy Jusiayip Jspun Aed 1ybiw nof sjs00 J0 uoiod sy; eleduion oy uogeuLio siy esq “TB[d SU} Jopun S8IIRISS DIPIIoXS pue (SIUBINEU0D)
pue SJUSUIAEd03 Se[qIIoNpap) sjunole BETeTs 59 U} U SN04 "s.0:08} Joul0 Auel pue ‘sbleyo SEPAOIC Inok s20d 8y} ‘aAj8v8l NOA ik jEnjoe aui Lo
| Buipusdep Jusiapip sq fI1m 51500 [ENj0E INOA "aled [2IP8UL 19409 1Bjw TE[A si moy jo ssjdwexs jsnf ale UMOYS SJUSLUJESL | “IOJBLILSS }S09 B JOU ] SIY |,

m e o LA e s S e (ST
| abesan0 Bs8U) S10U

:sejdwexg eheien0] eseu] oGy



Multi-Language Interpreter Services |

& Nondiscrimination Notice

K MEDICAL MUTUAL

This document notifies individuals of how to seek assistance if they speak a language other than English.

Spanish

ATENCION: Si habla espariol, tiene a su disposicidn
servicios gratuitos de asistencia lingtifstica. Liame al
1-800-382-5729 (TTY: 711).

Chinese

R R BRI B HES
%o FEIE 1-800-382-5729 (TTY: 711)a

BRIk

li

German

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

Arabic
A dlgisaggelidrctuollcloas olodslll sl ez cashidbg=ds
(711 oS llo punll ssl® 08, 1-800-382-5729 8 5 Jail loeally)

Pennsyivania Dutch

Wann du Deitsch schwetzscht, kannscht du mitaus Koschie
ebber gricke, ass dihr helft mit die englisch Schprooch. Ruf
sefli Nummer uff; Call 1-800-382-5728 (TTY: 711).

Russian
BHWUMAHWE: Ecniu Bii roBopUTe Ha PYGCKOM H3bIKE,
TO BaM OCTyNHbl BecrnarHele Yoty nepesosa.
3BoHuTe 1-800-382-5729 (Tenetairn: 711).

French

ATTENTION: Sivous parlez francais, des services
d’aide linguistique vous sont proposés gratuitement.
Appelez le 1-800-382-5729 (ATS: 711).

Viethamese
CHU Y: Néu ban néi Tiéng Vigt, ¢6 céc dich vu hd tro ngdn ngl
mién phi danh cho ban. Goi s 1-800-382-5729 (TTY: 711).

Navajo

Dil baa aké ninizin: DIif saad bee yaniiti' go Diné
Bizaad, saad bee aké'anida’awao’déé, t'aa jiilk'eh, éi
na holg, kojf’ hédifinih 1-800-382-5729 (TTY: 711).

Oromo
XIYYEEFFANNAA: Afaan dubbatiu Oroomiffa,
tajaajila gargaarsa afaanil, kanfaltiidhaan ala, ni
argama. Bilbilaa 1-800-382-5729 (TTY: 711).

Korean

Zo|: Bt 0B A& AIE A2, 0] X3 ME[A
R ol&sta 4 YU&Lch 1-800-382-5729 (TTY
7INHe R HMatsl TAA2

Italian
ATTENZIONE: In caso la lingua parlata sia 'ifaliano,
sono disponibili servizi di assistenza linguistica gratuiti.
Chiamare il numero 1-800-382-5729 (TTY: 711).

Japanese
AEEEAREERTCLDIES, EHoFEEEE
CHBWERETET. 1-800-382-5729 (TTY: 711) &
T, BEFFICTIEBALEETL,

Dutch

AANDACHT: Als u nederlands spreeki, kunt u graiis
gebruikmaken van de taalkundige diensten. Bel
1-800-382-5728 (TTY: 711).

Ukrainian

YBATA! Axine BY po3amMoBAseTe yKPalHCbKOW MOBO, BU
MO¥ETe 3BepHyTUCA 40 BeskoiuToBHeT iy 61U MoBHOT
nifTpuMka. Tenedouyiite 3a Homepom 1-800-382-5729

(tenerain: 711).

Romanian

ATENTIE: Daca vorbiti limba roméana, va stau la
dispozitie servicii de asistentd lingvistica, gratuit.
Sunali la 1-800-382-5729 (TTY: 711}.

Tagalog

PAUNAWA: Kung nagsasalita ka ng Tagalog, maaari
kang gumamit ng mga serbisyo ng fulong sa wika nang
walang bayad. Tumawag sa 1-800-382-5729 (TTY: 711).

78188-MCA R11/16




QUESTIONS ABCUT YOUR BENEFITS OR OTHER INQUIRIES ABOUT YOUR HEALTH INSURANCE
SHOULD BE DIRECTEDTO MEDICAL MUTUAL'S CUSTOMER CARE DEPARTMENT AT 1-800-3562-5729.

Naondiscrimination Notice

Medical Mutual of Chio complies with applicable federal civil rights laws and does not discriminate on the

basis of race, color, national origin, age, disability or sex in its operation of health programs and activities.

Medical Mutual does not exclude people or treat them differently because of race, color, national origin, age,

disability or sex in its operation of health programs and activities.

Medical Mutual provides free aids and services to people with disabilities to communicate effectively with
us, such as qualified sign language interpreters, and written information in other fermats {large print, audio,

accessible electronic formats, etc.).
Medical Mutual provides free language services to people whose primary language is not English, such as
qualified interpreters and information written in other languages.

If 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 heatth
care benefiis 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 Mutual of Ohio

2060 East Ninth Street

Cleveland, OH 44115-13bb

MZ: 01-10-1900

Email; CivilRightsCoordinator@MedMutual.com

You can also file a civil rights complaint with the U.S. Department of Health and Hurnan Services, Office for Civil Rights.

-m Electronically through the Office for Civil Rights Complaint Portal available at:
ocrportal.hhs.gov/ocr/portalfiobby.jsf
By mail at:
U.S. Department of Health and Human Services
200 Independence Avenue, SW Room b0SF
HHH Building
Washington, DC 20201-0004

= By phone at:
{800) 368-1019 {TDD: (800) 537-7697)

a Complaint forms are available at:
hhs.gov/ocr/officeffile/index.him]

Produects marketed by Medical Mutual may be underwritien hy one of its subsidiaries, such as Medical Health Insuring
Corporation of Ohia or Consumers Life Insurance Company.




ATTACHMENT B
THE CITY OF MEDINA WELLNESS PROGRAM

To be eligible for the reduced premium contributions for 2021, 2022 and 2023 the employee must:
1. Complete an annual Health Risk Analysis by August 31, 2020; August 31, 2021 and August
31, 2022 to be administered by the wellness provider. The Health Risk Analysis is comprised
of:
a. A Health Risk Questionnaire, including height, weight, body mass index
(BMI), waist circumference.
h. Biometric screening in the form of a blood draw that wili measure:
i. Total Cholesterol
ii. High-density lipoprotein (HDL)
iii. Glucose
iv. Low-density lipoprotein (LDL)
v, Triglycerides
vi. Blood pressure
2. Maintain an active account with a wellness provider designated by the City.

Employees will need to log onto the website a minimum of 10 days per month and enter

one or more entries each of those days. A minimum total of 10 days per month or 120

days per 12 months of logged entries must be entered in the following time frames:

09/01/2019-08/31/2020, 09/01/2020-08/31/2021; 09/01/2021-08/31/2022.

b. This total will be gathered on an average, so if the employee misses logging on a specific
month, although they will not be able to back log/back enter into a previous month once
it has ended, they will be able to add additional entries in the current/future months to
maintain their acceptable average. One activity per day, each month is the maximum

credit they can earn towards the 120 annual amount.
3. Employee must attend or participate in three (3) Educational Activities during the following
time frames: 09/01/2019-08/31/2020; 09/01/2020-08/31/2021, 09/01/2021-08/31/2022 —
these can be a combination of any activities offered (need proof of participation).

d.

Wellness program requirements may be subject to change based on the Healthcare Committee
recommendations.
The parties agree, in concept, to the introduction of an outcomes-based component to the Wellness

Program in future Collective Bargaining Agreements. The parties agree to discuss the introduction of
the outcomes-based component in the next negotiations consistent with the Federal Patient

Protection and Affordable Care Act.

‘Wellness program design complies with Federal regulations. Program design may change as new
regulations and / or clarifications are issued.
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