RCA 23-052-2/27
ORDINANCE NO. 49-23

AN ORDINANCE RATIFYING THE AGREEMENT
BETWEEN THE CITY OF MEDINA AND THE
INTERNATIONAL BROTHERHOOD OF TEAMSTERS,
LOCAL 436, AND DECLARING AN EMERGENCY.

BE IT ORDAINED BY THE COUNCIL OF THE CITY OF MEDINA, OHIO:
SEC. 1: 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.

SEC. 2: That a copy of the Agreement is marked Exhibit A, attached hereto and made a part
hereof.
SEC. 3: That it is found and determined that all 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.

SEC. 4: That this Ordinance shall be considered an emergency measure necessary for the
immediate preservation of the public peace, health and safety, and for the further
reason to permit wage increases to take place as soon as possible to match other
employees; wherefore, this Ordinance shall be in full force and effect immediately
upon its passage and signature by the Mayor.

PASSED: March 13, 2023 SIGNED: John M. Covyne, 111
President of Council
ATTEST: Kathy Patton APPROVED: March 13, 2023
Clerk of Council
OF TH SIGNED: Dennis Hanwell
‘ Mayor

l.gl ) OF
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‘ § 1 %E( ' ;ff?,rah 15,2025

Effective: January 1, 2023 through December 31, 2025

Ord. 49-23



ORD.HA-275

COLLECTIVE BARGAINING AGREEMENT

Between the CITY OF MEDINA

and the

INTERNATIONAL BROTHERHOOD OF TEAMSTERS, Local 436

EFFECTIVE:

JANUARY 1, 2023
THROUGH DECEMBER 31, 2025
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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 employees’ 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 3. 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 April 15, 2001 (00-REP-11-0248) (referred to collectively as “the bargaining unit”),
as follows:

INCLUDED: All regular part-time employees employed 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

Streets Machine Equipment Operator (MEO)
Laborer
Water Operator (System Tech)

Operations Tech

Machine Equipment Operator (MEO)
Laborer

Meter Service

Water Tech

City Engineer Construction Inspector
Senior Construction Inspector

Sanitation Machine Equipment Operator (MEO)
Laborer

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 specifically

included above.

Section 2. The Union’s status as exclusive representative relieves the City of any obligations to allow
the participation of any bargaining unit member’s private attorney 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 partics 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 Employer agrees to deduct union dues and fees as determined by the Union and for
which the employee has voluntarily submitted a signed authorization.

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 voluntary
contribution towards administration of the agreement. An employee is not required to pay a fee unless
he/she voluntarily consents to pay union dues or 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 paycheck.

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 5. The Union shall certify the rate 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 representative and/or union
attorney at all disciplinary hearings and/or disciplinary interrogations. The unavailability of a union
representative or a union attorney within a reasonable time is not grounds to postpone or reschedule a
disciplinary hearing or a disciplinary interrogation.

Section 2. An employee shall have the right, 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 interrogation 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 Atticle 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 members agree that they will not
engage in, initiate, authorize, sanction, ratify, sympathize, support or participate in any strike 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
as contemplated herein may be disciplined up to, and including, discharge.

Section 2. The Employer shall not lock out employees during the term of this Agreement.
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, or
contemporaneous 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;
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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 period. 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 employees may
otherwise file grievances over non-disciplinary breaches of this Agreement.

Section 4. Current employees permanently transferred, recalled, appointed or promoted into 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;

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

f. Inability 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, seniority shall be
determined by the time filed stamp on their employment application.

ARTICLE 13
VACANCIES

Section 1. 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 Department.

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, (c) 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
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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 qualified based on the factors outlined in Section 3 above. The most senior employee who
meets the minimum qualifications to be considered for a vacancy is not automatically entitled to fill the
vacancy. Vacancies are awarded to the candidate 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 temporarily 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
eight (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 assigned 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.
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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 layoff 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.

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. Tf 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 5. 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
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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 Depatrtment 7:00 am -- 3:30 pm
Street Department 7:00 am -- 3:00 pm
Building Department 8:00 am -- 5:00 pm
Engineering Department 7:00 am - 3:00 pm
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 28.

Section 2. Employees required to work in excess of forty (40) hours in the scheduled seven (7) day
work 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 accrue up to 120 hours of compensatory time in lieu 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.
12



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 overtime 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 qualified 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 overtime as the average employee in
that department. Laborers who are qualified and who are called in order of seniority and by the normal
rotation of the overtime roster may perform Motor Equipment Operator work.

Section 5. Mandatory Overtime. If the department head or department supervisor decides
mandatory overtime is necessary, a request for volunteers on the shift where the mandatory overtime is
necessary will be asked first. If no volunteers 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-call 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)
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hours of pay at the overtime rate of pay for cach 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 annually
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.

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 rule violates this Agreement shall be discussed
between the parties. If no resolution of the issue occurs, 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.
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Section 4. No oral discipline exists. Employees shall not rely on any oral warnings as a first step in
the discipline process.

Section 5. 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 meeting 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.

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 refuses to answer questions, the employee may be ordered to do
s0. 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.

Section 9. Records of disciplinary actions shall not be considered for progressive disciplinary action
at the expiration of the periods outlined below:

Discipline Time Period
a. Written Warning/Reprimand Eighteen (18) months
b. suspensions and Reassignments Eighteen (18) months
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If, 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

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

Step 1: Department Head Written grievance filed with department head within seven (7) days
Seven (7) day filing deadline. after immediate supervisor’s Informal Step answer, but no longer
than ten (10) days total from when the grievance event actually

occurred.

Department head must schedule meeting 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* Grievance filed with Service Director within seven (7) days after
Seven (7) day filing deadline. 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 Demand for arbitration submitted to the Service Director within ten
Ten (10) day filing deadline. (10) days after Service Director’s answer at Step 2.

Parties select arbitrator from panel listed under Arbitration
Procedure.

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

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

(b) aggrieved employee(s) classification;

(c) date grievance was first discussed;

(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

(j)  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 limits 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.
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Section 3. Arbitration Procedure. The parties hereby establish a panel of the following three
arbitrators:

A. Dennis Minni
B. Jonathan Klein
3 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 striking names
from the panel until one (1) name remains as the arbitrator. The arbitrator shall be notified 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 to matters specifically covered by the Agreement, or whether the
procedural requirements of this Article have been satisfied. Ifthe grievance is not arbitrable, the grievance
will be considered concluded at that point and the Union will pay all arbitration fees and costs. 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 specific
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 period 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 transcript. All
other expenses are borne by the party incurring them.
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ARTICLE 20
SICK LEAVE

Section 1. Each full-time bargaining unit employee shall be entitled, for each 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. Any 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, injury,
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 (V) 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.

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 illness (or illness of those being cared for).
Tn addition, any abuse or patterned 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 employee’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.

19



Section 7. In 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 accrued 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. Full-time employees shall be allowed to use two (2) days of sick leave annually as personal
days. Employees must report their anticipated use of a personal day to the department supervisor one-half
(V) hour before the start of their shift on the first 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.

ARTICLE 21
FUNERAL LEAVE

Section 1. A full-time employee shall be granted three (3) days off with pay deducted from sick leave
for each 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 daughters-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

Section 1. All full-time employees shall be entitled to eight (8) hours of regular pay with time off 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
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Juneteenth June 19

Independence Day Fourth Day in July
Labor Day First Monday in September
Columbus Day Second Monday in October
Veterans Day November 11
Thanksgiving Day Fourth 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 employee works on a holiday in Section 1 as a normal part of the employee’s schedule,
the employee will be paid time and one-half (172) the employee’s regular rate of pay for all hours 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 (1%4) 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 into
work and works New Year’s Day, Memorial Day, Independence Day, Labor Day, Thanksgiving Day, or
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 in a seven (7) day work period,
an employee who works eight (8) hours on a holiday and receives eight (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'%) their hourly base rate for all hours actually worked.

ARTICLE 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 employee receives the juror pay.
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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 earn vacation with pay at the
rate of 3.077 hours per pay period with a maximum earning of two (2) basic work weeks,
and may carry 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 employee 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 carry 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 earned 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.

<. 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.

. For employees on a leave of absence, lay-off or a period of termination service time will
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 above. Service
time will not be accumulated during a leave of absence, lay-off, or period of employment termination.

Section 4. Vacations normally shall be scheduled in seven (7) calendar day blocks between Sunday
and Saturday. Effective January 1, 2001, available vacation day slots shall be scheduled between January
1% and January 31% of each calendar year for each 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.
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Section 5. After January 31%, 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 leave.

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 Medina 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.

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. 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.
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Employees who satisfy the wellness program obligations (see, Attachment B) will be
eligible for a “wellness” discount and will pay fourteen percent (14%) as their premium
contribution for 2023. In order to qualify for the reduced premiums in 2024 and 2025, the
employee must satisfy the wellness components identified in Attachment B by September
1% of the preceding year.

B. Effective January 1, 2024, if the City’s insurance premium costs increase by one percent
(1%) or more, employees satisfying the wellness program obligations shall pay fifteen
percent (15%) of the premium costs through payroll deduction. Employees failing to
satisfy the wellness program obligations will not be cligible for a “wellness” discount and
will pay twenty percent (20%) as their premium contribution. The employee premium-
contribution percentage shall remain at the 2023 percentage (14% or 20%) for 2024 if the
City’s insurance premium costs do not increase or increase by less than one percent (1%).

cC. Effective January 1, 2025, if the City’s insurance premium costs increase by one percent
(1%) or more, employees satisfying the wellness program obligations shall pay a
premium contribution one percent (1%) higher than the 2023 rate (an increase to 15%) 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 2024 percentage for 2025 if the City’s insurance premium
costs do not increase or increase by less than one percent (1%).

D. 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 eligible 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 are 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 execute an
appropriate waiver form, and who have met the wellness program obligations, will receive Four Hundred
Twenty-Five Dollars (8425.00) 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
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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 eliminate the unsafe condition within a reasonable period of time.

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. In the event of any dispute under this Article, 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 shift. All time actually worked in excess of the
two (2) hours shall be compensated at the rate of one and one- half (1 %) his regular rate of pay. This
provision shall not result in the pyramiding of overtime.
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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 to either 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 parties agree to meet more or less often. When requested, the meetings shall be convened 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 agree to conduct
such meetings during work hours. 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
parties 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 grievances 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;

(d) Dissemination of general information of interest to the parties;

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

(f)  Discussion of ways in which to increase productivity and efficiency of work units; and
employees;

(g) 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
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be allowed a reasonable period of time to discuss alternatives to subcontracting 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.

ARTICLE 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 sleeve shirts.
Section 2. Part-time and newly hired employees shall receive five (5) uniforms. The March 1% after

their anniversary date or at a mutually agreeable 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 turned in by October thirty-first (3 1% for the purchase of ASTM-ANSI approved work
shoes or work boots. New hires must complete their probationary period to be cligible 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 carelessness by an employee may lead to revoking this
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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 outerwear 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.

Section 5. Mechanics in the bargaining unit shall receive a uniform service for regular clean 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. Employees 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 afier 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.
ARTICLE 36
WAGES
Section 1. Employees shall receive the following percent wage increases applied to their rates of pay

offective in the first paycheck of January of each year of the contract as follows:

Retroactive to January 1, 2023 3.50%
January 1, 2024 3.50%
January 1, 2025 3.50%

2023 PAY SCALE - 3.50% increase

Part Time $19.84

9 Construction Inspector $25.54 $26.82 | $28.16 | $29.57 | $31.05 $32.60

10 $26.34 $27.66 | $29.04 | $30.49 | $32.01 $33.61

11 Senior Construction 0.00 0.00 0.00 0.00 0.00 0.00
Inspector

12 $29.04 $30.49 | $32.01 | $33.61 | $35.29 $37.05

16 Building / Property $35.29 $37.05 | $38.90 | $40.85 | $42.89 $45.03
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Maintenance Inspector
31 $19.85 $20.84 $21.88 | $22.97 | $24.12 $25.33
32 Building Maintenance & $20.84 $21.88 | $22.97 |$24.12 | $25.33 $26.60
Repair
Parks Maintenance
Technician
33 Water System Testing $21.88 $22.97 $24.12 | $25.33 | $26.60 $27.93
Tech
34 Sexton $22.97 $24.12 $25.33 | $26.60 | $27.93 $29.33
Motor Equipment
Operator
Tree Care Technician
35 Water Operations $24.12 $25.33 $26.60 | $27.93 | $29.33 $30.80
Technician
36 $25.33 $26.60 $27.93 | $29.33 | $30.80 $32.34
37 $26.60 $27.93 $29.33 | $30.80 | $32.34 $33.96
32.5 Meter Technician / $21.48 $22.55 $23.68 | $24.86 | $26.10 $27.41
ater Technician
34,5 Mechanic $24.62 $25.85 $27.14 | $28.50 | $29.93 $31.43
2024 PAY SCALE — 3.50% increase
Part Time $20.53
9 Construction Inspector $2643 | $27.75 | $29.14 | $30.60 | $32.13 $33.74
10 $27.26 $28.62 $30.05 | $31.55 | $33.13 $34.79
11 Senior Construction 0.00 0.00 0.00 0.00 0.00 0.00
Inspector
12 $30.06 $31.56 $33.14 | $34.80 | $36.54 $38.37
16 Building / Property $36.53 $38.36 $40.28 | $42.29 | $44.40 $46.62
Maintenance Inspector
31 $20.54 $21.57 $22.65 | $23.78 | $24.97 $26.22
32 Building Maintenance & $21.57 $22.65 | $23.78 | $24.97 | $26.22 $27.53
Repair
Parks Maintenance
Technician
33 Water System Testing $22.65 $23.78 $24.97 | $26.22 | $27.53 $28.91
Tech
34 Sexton $23.78 $24.97 $26.22 | $27.53 | $28.91 $30.36
Motor Equipment
Operator
Tree Care Technician
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35 Water Operations $24.97 | $26.22 | $27.53 | $28.91 | $30.36 $31.88
Technician

36 $26.22 $27.53 $28.91 | $30.36 | $31.88 $33.47

37 $27.53 $28.91 $30.36 | $31.88 | $33.47 $35.14

32.5 Meter Technician / Water $22.23 $23.34 | $2451 | $25.74 | $27.03 $28.38
Technician

34.5 Mechanic $25.48 $26.75 $28.09 | $29.49 | $30.96 $32.51

2025 PAY SCALE — 23.5% increase

Part Time $21.25
0 Construction Inspector $27.36 $28.73 | $30.17 | $31.68 | $33.26 | $34.92
10 $28.21 $29.62 $31.10 | $32.66 | $34.29 | $36.00
11 Senior Construction 0.00 0.00 0.00 0.00 0.00 0.00
Inspector
12 $31.11 $32.67 $34.30 | $36.02 | $37.82 | $39.71
16 Building / Property $37.81 $39.70 $4169 | $43.77 | $45.96 | $48.26
Maintenance Inspector
31 $21.26 $22.32 $23.44 | $24.61 $25.84 $27.13
32 Building Maintenance & $22.32 $23.44 $2461 | $25.84 | $27.13 $28.49
Repair
Parks Maintenance
Technician
33 Water System Testing $23.44 $24.61 $25.84 | $27.13 | $2849 | $29.91
Tech
34 Sexton $24.61 $25.84 $27.13 | $28.49 | $29.91 $31.41
Motor Equipment
Operator
Tree Care Technician
35 Water Operations $25.84 $27.13 $28.49 | $29.91 $31.41 $32.98
Technician
36 $27.13 $28.49 $29.91 | $31.41 $32.98 | $34.63
37 $28.49 $29.91 $31.41 | $32.98 | $34.63 | $36.36
32.5 Meter Technician / $23.01 $24.16 $25.37 | $26.64 | $27.97 $29.37
Water Technician
34.5 |Mechanic $26.37 $27.69 $29.07 | $30.52 | $32.05 | $33.65
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.
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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. P.E.R.S. The City shall maintain its current P.E.R.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 loses 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

Section 1. This Agreement shall be effective from the date of ratification (March 13, 2023) through
December 31, 2025.

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 agreement, 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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ARTICLE 38
SIGNATURES

IN WITNESS WHEREOF, the Lgdgsrigned parties pursuant to proper authority have caused this
ay of March, 2023. .

Agreement to be signed as of this |

FOR THE CITY OF MEDINA

Dennis T. Hanwell, Mayor

Nino Piccolli, Service Director

APPROVED AS TO FORM

P ) /
L/' ’\_'.LJ? 4 - /\. {\* \

Greg Huber, Law D@x@ctor

APPROVED AS TO CONTENT

,--'—3]011 M. Dlleno
Dileno Law, LLC

v,

FOR TEAMSTERS LOCAL 436

Wi 1. i

Dennis Kashi, President |

\;@ é) Z}_)C’c 5 )5

Fred Crow Jr., Secretary Treasurer

L0 Gluts

Sal Alioto, Vice President

&2



§e000-505.L667E9CECCNTE
L009EC8LL
93O [ 23eg

ysierdads
"[e11aJa1 e IN0oy}Im 9S00y NoA JSI[EIIads au) 88S Ued NOA ON | E @as 0} [EII9Jal & paau nok oQ
*5801AI8S 186 NOA 810j8q T9PTAGI INOA Ypm Y98YQ “(3Jom ge| se yons)
S80S SULOS 10} TAPIACId JIOMJaU-J0-IN0 Ue asn Jubiw JSPIA0ad }IOMIaU Jnok aleme ag “(BUTq
3oue|eq) sked UB[d Inok Jeym pue abieyd SIapIAcad sy} usamiaq 3ualalip 8y} Joj JopIAoId ‘siapinold

& WoJj [|Iq & aA1eoal 1ybiw noA pue ‘TPIACId YJOMJSU-Jo-IN0 Ue asnh noA Ji jsow ay) Aed [im no
‘JI0MJaU S,uejd ey} U| T9PIA0IA e asn nok Ji sse| Aed ||im no\ “YIOMJaU J18piAoid e sesn Ued siy] |

Bunedionsed Jo1si| B 10}  £86Z-0%5-008
12 10 HGS/wod Teninp\ps|\ 88S ‘Se A

¢ JopiAoad YIoMjau |
e asn noA yi ssaj Aed noA [jipm

TIWI] 18%200-]0-JN0 8y} pIemo} Junod Juop Asyy ‘sesuedxe esay) Aed noA ybnoyy usag

"19A09 J,usaop uefd siyy |

a.ed yj|eay pue sabieyd ps||ig-aoueleq
‘Swnjwaid ‘Sbnip Ajjerdads ulepan

¢ T JOY900-J0-IN0 |
ay} u1 papnjoUI Jou S1 JeyM

"8 Ussq sey It Joy20d-}0-)n0

YIOMIBN-UON

Ajiwey [jeisAo ay) |nun ST J320d-10-JN0 UMO JIau) 19sLu 0} aaey Ay} ‘Tl sy ul sisquisw Ajiwe} Ajlweypayiwijun‘e|buis/pspiwinun JUe[d siy} Joj |
JBUI0 9ABY NOA J| "'S80IAISS palan0d Jo} Jeak e uj Aed pinod noA ysow ay) si JITUT Ja320d=J0-IN0 oy | yloman Ajlwel000°z¢$ e1buis/000°L$ | W] 183490d-J0-IN0 AU} SI JeY
| ¢ S921AI9S 2119ads o}
*$80IAIS J1)198ds 10} SB|qIIONPap ool 0} SABY JUOP NOA ON S9|qIIONpap JoY)o 2iaY) iy

“SIaUa0-21e0-0AlUSA3I0/aDEIaA0/A0D SIEJU}EST MMM/T-STNY 12 S33IAIRS

SAUSARIT PaiaA0d JO JSi| & 988 “3[qionpap JnoA j9sl noA alojeq pue BULIBYS-JS0D Jnoyjm
S931AI9S SANUaAaId UIEUad siancd TE[d S|y} ‘sjdwexa Jo4 Aidde Aew SOUBINSUIOS 10 JUSWARG0D
e INg "Junowe 3[GIANpap oy} 1aW 1o4 J,UsABY NOA I USAS SSDIAIBS PUE SWIS)l SLWOS S19A0O Ue[d siyL

“3[qnonpap JnoA J9aw nok

alojaq Ue[d ayy Aq pred pue paiaaod
8Je SJUSWABAOD Y)im SIS

[|e pue 3183 SAljUBARId uleps?) "S8A

£9lqnonpap
InoA Jeaw noA alojeq
Po12A03 SADIAISS dlBY) Ay

“3|qnINpap Alllej |[elsA0 aU) sjesw |

slaquis Ajiwey |je Aq pred sesuadxe 3[GIDAPSP JO JuNoWe [210] 8y [jun 3[qIFONP3P [ENPIAIPUI UMO
JIoy) 1981 JSNW Jaquisw Ajiwey yoee ‘Ted sy} U0 siaquiaw Ajiwey 1eyjo aaey noA | “Aed o} suibeq
Tepd siyy 810j0q Junowe 3[GRanpap ay; 0} dn siapiroid wouy s)s09 ay) Jo [[e Aed isnw nok ‘Ajjelsuso 7

K :sJoyeN SiyL Aym

3IoMIBN-UON
Aiwey000°z$ @16uIs/000°L$
suomiaN Aliwey000° 14 el6uIs/006$

siamsuy

¢3GNINPap |
[|e49A0 3U3 S UM

- suonsanp juepiodui]

‘fdoo e 1senbai 0} £86Z-07S-008 e 10 HFS W0 [ENNNPSI Je Auessols) ay)

MaIA UBD NOA “AIBSSO[E) 8y} 98S Swus) PAUIHaPUN Jayjo Jo ‘TapIACId ‘3[qonpap JuawAedod ‘9oUBINSUIOD ‘BUl|[iq 3dUe[eq JUnowe pamo|[e Se Uons ‘Sulis] Lowwod
1O SuonIULAP [elausb 104 *£8GZ-01S-008 (162 ‘©beisA0d Jo suws) sja|dwon ay} o Adoo e 1ab o} Jo ‘sBeienod Jnok Jnoge uojewojul siow 104 Arewwns e Ajuo si sy

‘Kjejesedas papiaoad aq ||im (WNTUIBId ay) pajjes) UE[d siy) Jo 1502 Y} Jnoge uoljewiou] 310N "SS9IAISS a1ed Uj|eay palanod Joj
1509 Y} aJeys pjnom TWed ayj pue nok moy nok smoys 9gs ay L “Te[d yjeay e asooyd nok djay |jm juawnoop (9gs) ebelanod pue syyeusg jo Arewwng ayy

0Odd :edA} ueld | Awe4 Jo 5|buig 1o} abesano)
€Z0Z/LE/ZL -SZ0Z/L0/LD :poldd 3beIan0]

BUIPSI JO AN | Ueld : [emny [eoIpey

S39IAI9S P3ISA0Y) 104 Aed NOA JBUM B SI9A0 U SIU} JeUM :aBeiano pue spjausg jo Alewwing



S£000-5084667E92ECINIE
L005ge8LL

9 Jo 7 a8eq [')gS/Wod [EMNAPS 18 Juawnoop Adljod 1o TE[d 8y} 88s ‘suoljdagxe pue SUOHE}IUL| INOGE UOJeULIOjUl 810Ul J04 |

"81eys-1S00
Jaybiy oy 108lgns oq os|e |jim
Aay] "wnwixeuw 18%490d-j0-JN0 8U} 0}

Ajdde jou op aioje18y} pue sjjsusq soursisse Aedod |
Uljesy |eljuasss-uou palapisuod papunj-iainjoenuew
a.e SBTUp AJe1oads ulena) s|qe|ieAe Aue Jo Xeul 8} 10 |
‘Aiddns Aep og e 0} dn sieA0) Aiddy joN seoq  Aedoo Jap Brup e|qealddy | SBnip Ajjerads |
N : i ¢ JalL Asonjep
L ‘fiddns Aep-0g & 01 dn S18A0D fiddyjoNssog 001§  owoy- fedoo puelq pauajeid-uop
€
‘Alddns Aep-0¢ e 03 dn s18A0) Aiddy 10N seeq 0G$ Jall |ieyel - Aedoo puelq pausjald-uoN IgS/wod’ [ennAPS
‘ : AT le s|qe|iene
‘Addns Aep-0p & 0} dn S18A0) Addy JoN seoQ 09$ Aienjep swoy - Aedoo pueiq peusjeld S| abesanoa bnip uopduasaid
Aiddns Aep-0¢ & 0} dn s18A0D) AddyioNssoq 088 ol Iiejel - Aedoo pueiq panejald INeGEeREULGIISION
‘fiddns Aep-0@ € 0} dn s18A0) A|ddy 10N se0Q 0£$ | JaiL Kienijsp awoy - fedoo oususg LORIPUO3 10 SSAU[]
.z&:w Rep-0¢ & 01 dn s1aA0D Aiddy JoN seoq Gl$ | Ja1 [lejel - Aedod oUeUsD  InoA jeal o}  sBrup pasu noky
SUON - S0UBINSUIO] Y0¥ SOUBINSUI0] %07 (ST ‘sueds | 3d/L0) Buibew
SUON ~ SOUBINSUIOD %0f ~ ebeyooN {3Hom poojq) TS3} JFSOUBEI]
SUON - 30UBINSUIOS %0% ableyo ON _ ) (Rel- v|“wm.._ JNSoubeI] Jsa) & oAy _wo.m |

10} Aed [im Ted
INOA Jeym 3o8yo usy] ‘SAUBASID |
ale pasu noA seoInIas 8y} Ji TOpIAcId

INOA Ysy “SAUSASI usle Jey} | uoneziunwwl
seoles 10} Aed 0) aaey Aew NOA B0UBINSUIOD %01 Wmhmco ON ~ PUINRAIIS [aIed SAjUSASId
BUON SOUBINSUIOD %0t nsinyAedod oy USINTSI[EI80S

‘ - _ ssau|| 21uij2 10 2910 SJapIAcid

BUON S0UBINSUIOD %0 usinAedoo ggg  Jo Aunful ue yeay} o) JISIA a1ed Areuwllid aled yyjeay e usiA nok j|

IM NO 2d |[1M oA

19pIACId YJOMIDN-UON I9pIAOId YIOMIBN

uolew.ojuj Juepodwy
JayjQ @ ‘suondsax3 ‘suoneyiwr Aed [IIM DOA J_YAA paaN Ae|j NOA SPJIAIRS  JUSAT [EDIPSJ UOWIWIOD

‘palyioads asivMIaYl0 SSajun B|qIONPaP noA g
108U NOK 810}8q PaISA0D aJe SJUSWABA0S Yjim seoineg “saljdde S[GIINPap e Ji Jew useq Sey S[qIONPap NoA Jajje aie Leyd SiY) Ul umoys S}S00 SIUBIASUIOD ||y

=4



§2000-505£667E92ECENIE
L009€C8LL

9 30 ¢ aSeg [')gS/Woo’ [BNNAPS 1 uswnoop Aojod 1o TE[d 8y} 99s ‘suofjdaoxe pue SUOe}IUL| JNOGe UOHEULIOjuU 810Ul J04 |

SUoN SJUBINSUIOD % 0¥ 35UBINSUIOd %07 saoInes Ayjoey AsAlBp/YHIgPIYD
S9IAIBS
BUON SOUBINSUI0D %0¥ S2UBINSUI0d ¢%,0Z |euocissajold AusAllep/yHIgpIIyD |
- ~“(punoseyn . i ,_ . .

'8'l) O9S 8} Ul BIsyMas|S
paquIosep S80IAISS puB §)$8} apnjoul
few a1e9 Ayweiel “Aidde Aew
3[qnonpap Jo 3oueInsulod ‘Aedod
‘seoInes Jo 2dAy sy} uo Bulpusdsg
"SB0IMISS OAUASId UIBHSD

01 Ajdde you seop DULELS 1500 SOUBINSUI0D %0t - abieyo oN sysimeoyo jueubaid aze nok 4|
= : — ( S@21AIaS aSN(e d9uesgns
B BUON  Slieuaq [edipaw Buipuodsaliod uo peseq b_ma sjysusg ) $901M9S Jualjedu| 10 ‘y3{eay [eIoIARYRY
SUON  Sjyauaq [edlpaw Bulpuodsauod uo peseq pled syyousg $20IAI9S Juaneding - ‘yesy [ejuaw paau noky
SUON SOUBINSUIO) %0 | SOUBINSUIND %07 (1usiedur) a8} uoabins juepisAyd
auoN mo,meh|=m:_o.o %y SOUBINSUIo) %02 (woou [eydsoy “69) a8} Aylj10e4 ‘ Reys |eydsoy mw»mk:r_wo.a N
BUON SOUBINSUIOd %Y usin/Aedod oz . EIERUE )
) (Kouabuswis-uou wmc:_oc_v ysin/Aedoo 0G¢ ~ TOjeHodSUEN [eJpall ASUSbIoWs uonuane
QUON Jsin/Aedod 00 1L$ 31E0 W00l AJUSDIaWT  [edipalu ajelpawwl pasu nok |
- . S[anonpep Jeye saoed | o TED G < g B el e
Jay}0 ||e S3UBINSUIOD
%0¢ JSIenads
1e usiv/Aedod op$
3UON SOUBINSUIOD %0 ‘dod e usinAedoo gz (ueneding) sesy uoabinsjueioisAyd
) o (1ejuen
3UON BOUBINSUIOD %0t 3OUBINSUIOD %07  Aisbins Aiojeinquie “6°9) e} Ayjoe4  A1abuns jusijedino aaey nok j

I3PIAOIJ YIOMJBN-UON 19pIAOId YIOMIaN

uoneuLiou] juepodu)
130 ® ‘suondadxy ‘suonejwiny Ked [IIM NOA JBUAA pasN Aej\l NOA S9JIAISS  JUSAT [edIpa\ UCWILUOD



5£000-505.66¥€92ECNTY
1008€Z8LL

9 Jo 4 25eg ['0gS/wod fennjypajy 1 Juswnaop Aoijod 1o TE[d 8y} 98s ‘suofdaoxa pue Suone)iwi| INOGe LONBULIOJUI 810w 104 |

| mo_amw_nmus_mxm_ , palarod) 10N L . dn-y08U9 [ejusp s,usIp|IyD
901133 papn|oX3 ~ paivno) joN ] - sosse|f s,ualp|iy Sy
aUON SOUBINSUIOD %0t . ableyo oN wexe ofe suSIPIy) 4o [ejuap spaduU pIIyYd inoA y
3UON SOUBINSUIOD %0 SOUBINSUIOD %07 SSOINIGS 9010S0H |
SUON BSOUBINSUIOD % (0¥ 90UeINsUI0d %07 TUSWdmba [eolpaW s|qeIng
(uoneyliqeysy pue . o
auIdIpa| [edIsAud Uym pauIquiod _
‘pouiad yeusq Jad skep 0z)) B0UBINSUIOD %0 8JUBINSUI0D %02 3Ied bUSINU po[iS |
h , (Adesoy
(pouad yusuaq Jad sysIA 09) S0UBINSUIOd %01 usinRedod 0zg yosedg) SS0IAISS UONENIGEH
\\\\\ ~ (peianod [ - . ]
10U $I yaiym ‘Buiuspiey }1om 1o} (Adesay)
1dsoxs ‘pouied Jyauaq Jad sysiA 09) SOUBINSUIOD %0 ysivAedoo gz§  [euolednooQ) SSJIAISS UOHENIGEH
| _ (Adesay ) spaau
(pouad Jysuaq Jad sysiA 0g) 30UBINSUIODd %01 | usinAedod 0z _mo_w>mn_vl.||mmo_>._mw uoneqeyey yieay [eioads 1930 Ay
(pouad Juauaq Jad sysiA 09) SOUBINSUIOD %0% SOUBINSUIOT %07 5Ied YJeay sWoH 4o Buleaoaal djay paau noA |

jsea) ay3 Aed jjim no
13pIA0Ig YIOMIDN-UON 13pIAOId YioMIaN
uoneuLIou] Juepodu)

1910 B ‘suondaaxg ‘suonejiwry Ked [[IM NOA JBUM paoN ABAl NOA SO2IAISS  JUSAT [RIIPSIA UOWILLOD)



S
o
i
L
e}
)
r~
oo
[s7]
~F
oD
w
o
(42
o
o
=
LLJ
(a8

['Dgs/woo [eninjypa Je Juswnoop Aojjod Jo TE[A oy} 8as ‘suoidaoxe pue SUOHENWI INOGE UOKBWLIOUI 3J0W 40 |

"Jamo| 8q Aew 81800

InoA uay) ‘sesuadxs Je3o0d-jo-Jno Joj Aed 0} 11 8sN pue YS 10 HH Ue Ul sjedidiied nok J| 'yS4 J0 WyH Ue asn Jou seop Jusied au) Jey) awnsse sisquinu aduwexs sbelancd sy

UOO3s JXaU 8y} ses ‘suojenys [ealpaw sjduies 1oy S]S00 1oA00 Jybiw ueld sy} moy jo sajduwexs 88s 0]

‘Soe[d)exE oy} ybnouy) Te[d e o} Aed noA djey o) JIPald Xe} wniwuaid e Joj a|qibije aq Aew noA ‘SPIEPUBIS SN[E/ WNUWIUI o) Joaul ),usaop TE[d Jnof j|

'S8 ¢ Spiepue)S anjep wnwiulp 3esw ueld siyj seo(

"}pa1d xe} winjwaid sy} Joj 8jqibije o4 Jou Aew noA ‘ebeleno) [enusssg wnwiuly jo sadfy utepia 1o} a|qibije a1e noA §| -aBeIaA0 JaU)0 Uleps pue
"FUVOIAL ‘dIHO ‘Pledlpel ‘eJedipajy ‘seloljod jedew [enpialpul Joyjo Jo soejdiexiely ey) ybnolyy sjge|iene soueinsul yyeay ‘suejd sapnjoul Ajjeleust sbesano)) [enuess3 winwiulpy

"S9 ¢ obeltano [erpuassy wnwiulp apiroid uejd siyy seoq

"£862-0%75-008 Je UB[d noA Jo 975 |-989-008 Je Juswpedsp

8ouBINSU| 8je)s JNOA 130Bju0D ‘souBlsisse 10 ‘8aj3ou siy} ‘spyBu Jnok noge uonewwojul aiow Jo4 ‘TE[d oA o} uoses. Aue 1oj BOUBASHD e Jo ‘E5dde ‘TIER e JWAnS 0} UOKeULIojUl
8je|dwiod apiroid osfe sjusLnoop UE[d Jno TIIEP [edlpalu ey Joj 8A[998) ||Im NOA sjeuaq Jo uojeue|dxe ay) Je Yoo| ‘sjybu InoA Jnoge uonelLIojul SI0W 104 ‘E3ddE Jo SOUBASHD
e paj|ed si juiejdwioo siy| TWIED e Jo [elusp e Joj UE[d JnoA jsuiebe juje|dwod e aaey noA Ji djay ued jey seiousbe sie aiay| :SIybry w_mon_n_< pue 89UBASLIS) JNO A

"96G¢-81.£-008 ||ed 10 AoD'a1eUlesH 1ISIA "S0B[dINIBIN 2y3 INOCE UOIBULIO

alow JoJ “SIBAJSYIE soueInsu| yjesH ey ybnouy sbesencd soueinsul fenpiapul BuiAng Buipnjoul ‘nok o} sjgejiere eq Aew suondo abesencd JayyQ AOD SWIOTDY JO G9G L 9X
£28Z-192-1/8 Je 'WBIsInQ 8oUBINSU| pUE UOKEULIOM| JBWNSUOY) 0} JaJus) ‘Se0lAleg UBWINH pue UjeaH Jo juswipedsq 8y} pue 9z61-089-008 18 Jusluyiedap souelnsul aje)s Inok
8| sa1ouabie 90U} 10} UONBULIOJUI JOBIUOD BY | "SPUS }i Joye aBeIan0d INOA snuRuOoD 0} Juem nok 11 djay ues jey) ssiouabe ale alay | :abelano anuiuoy 03 syybry ino A

(npy) 8180 Az aupnoy -

(‘Juswinoop UE[d inoA 9as ases|d “si| 83a|dwo e j,us| siy] "saainIas asay) 0} Ajdde Aew suonewi) S22IAI9g PaIsAC) JaYl0

spiy Buuesy - alen onoeldodyy -

sweibold ssoTblopy e

8IE) 1004 8UKNOY

Buisiny fing-sjealld .

‘S’ 8y} apisino BuijeAel) usym aled Aousblaws-UuoN o

('S331AISS PapNIXE Jayjo Aue Jo Jsi| B pue uoHeLLIcLU 8I0W J0j Juawnaop TE(d Jo Aatjod nok yaayg) 18A09 JON Seoq Ajeseuss B[ JnoA SIOIAISS

aley uue|-buoy . sesse|b suaipyy e
Juswieal] Aysl . dn-408y0 [ejusp suaIpyy e
(unpy) 8169 [BUBg . Aebing oujeleg o

Kiebing onowson . ainpundnay

:S9JIAI9S PISA0Y) JBY)Q B S92IAISS PapN[oXT



€£000-505.,667€9CECCNTd
1009€Z8.L
g JO 9 25

['Dgs/woo feninppa Je Juswnaop Adljod Jo Teld sy} 898 ‘suondsoxa pue SUuone)iul| INOGE UOIJBULIoUl 810W 104 ]

'S8OIAISS PaJaA02 JdINYXT 9Seu) 10 S1S09 Jay0 8U} 4o} 8|qisuodsal aq pjnom TE[d ay |

0} 9|qe aq Aew noA ‘weiboid ssaujiem SUe[d sy} ul sedionied noA j|

"£86Z-015-008 :10BJu02 asea|d ‘welBboid ssaujjem sy} Jnoge UOKeWLIo 8I0W 104 "S1S00 INoA aonpal
‘weJBoud sseujjem SUEd 2y} Ul sjedioiled jou seop Jusied auy) sWNSSe siaquinu say| :sloN

(sayddns jpaipaw buipnjoul) 3183 W00 AJUabielig

009$ si Aed pjnom eify [e303 ay |
0$ SUOISN|9X8 10 SHWIT
Pa4anos 1,ust 1Y N
0 SOUEINSU0)
00€$ - SUBWABI0)
00€$ ss|qnonpeq
buripys 1507
:Ked pjnom ey ‘sjdwexs siyp uj
008'Z$ }so ojdwexg jejoy

(Adpaay) jpo1sAyd) SSOTAISS UOTENIGEYSY
(sa2yozn.0) JUSWIAINDS [E2IpaW o|qeing
(Ap4-x) 1531 ONSOUDEI]

:9){]] S32IAISS SApPN[OUl JUSAS FdINYXE SIUL

028$ si fed pjnom aor |30} 3y
0$ SUOISN|OX? O S)WI
Pa43nod 3,usi IbYm
0$ 30UBINSUIY)
008 SUETVEN )
0$ ~ Seiqronpaq
burioys 350D
:Aed pinom sop ‘ajdwiexs siy |
009‘6$ }s09 ajdwex3 [ejoL

(4232w 2500n)6) JUSWAINDS [edIpall B|qeIng

SBnIp Uondudsaldg
(>41om pooyq) SI1587 JnSoubeIq
(uonpanpa

asasip Buipnjaui) SYSIA 9210 UBOISAYT 8180 ATty

18)1| S831AIBS SAPN|oUl JUAAS JTdINYXS SIYL

090°L$ si fed pinom Bad |ejo3 ay L
09% - SUOISN|OX8 0 ﬂ_E:
P3a4an02 3,uUs! I0YM
00S$ FOUBINSUIY
¢ SJUSWABA0)
0053 sa[quonpsq
butipys 3s0)

:Aed pinom Bad ‘ajdwexa siy} u
002218 1500 ajdurex3 fejoL.

(pisayasaup) ysin STEIOEAS

(340m poojq pup spunospiyin) SIS3} OlSOUDEIQ
s9aInag Ajljioed AsAlpa/YMIaPIYD

S30IAISS [euoissajold AlaAllaQ/UMIAPIYD

(24p2 jp3PU2d) SYSIA 90110 TSTEIDRAS

:9)1| S8oIAI8S Sapn[aul JusA® JdINYX3 SIYL

%02 OUBINSUIOD J8Y)Q =
%02 20UBINSUI0d (Ayjioey) [eyidsoy =
ov$ Aedod jsiededs =

]

005$

ases|d ‘SUe[d yyjeey Jualsip sepun Aed Jybiw noA s)s00 Jo uoipod sy siedwod o} uoreunoul sy} 8s “Ueld 8y} Japun SSIIAIES papnoxe pue (SOUBINSUIoD

9]qnoNpap |[eJaAo S Ued ay]

e
slabiaus

MOJ|0! PUB 1ISIA LU

. )b,;.r-..
aiMarid siaulie s
= I Iy S,

005$

%02 85UBINSUIOd J8y)Q =
%02 SOUEINSUIOD (Ay1oey) eydsoy =
07$ Redod jsieneds =

| |

3[qNINPap |[elaAo S,UB[d ay ]

005$

%0¢ 9JUBINSUIOD Jay)Q =
%02 3JUBINSUIOY (Ay|19ey) [eyidsoy =
0vs$ Redos JSieeds =

|

‘abe1an09 A|uo-Yjas uo paseq ale se|dwexe abelarod 8say) 8jou

pue SJUSWABAO? ‘SS[qRonpap) sjunowe BUBYS 100 8y} U0 SNa04 's10j0e} Jayjo Auew pue ‘abieyo SISPIAGIA JnoA seoud sy ‘aAisoal NOA 8189 [enjoe au} uo

Buipuadap jusiayip aq [|im S}S09 [ENJOE JNOA "8I3 [23IPaLL J8ACO JyBiw TEfd siy) Moy JO sa|dwexe Jsn( e1e UMOYS SjusLLjeal | “IOJBLISS JS09 B Jou S| SIYL

:sa|dwex3 abeienon esay) Jnoqy



Multi-Language Interpreter Services

& Nondiscrimination Notice

@ MEDICAL MUTUAL

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

Spanish

ATENCION: Si habla espafiol, tiene a su disposicion
servicios gratuitos de asistencia lingliistica. Llame al
1-800-382-5729 (TTY: 711).

Chinese
SEEE 0N SR A6 F GRRE R e BT DA S BB YR 1S5S S BB BN AR
&, FEBNE 1-800-382-5729 (TTY: 711).

German

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

Arabic
ol dlgisdygelllsaclunnl wloss o8 dglll S5l oz cas 13]:dlbg=le
(711 pSllg puall il 28, 1-800-382-5729 8 1 Juail. lxolly )

Pennsylvania Dutch

Wann du Deitsch schwetzscht, kannscht du mitaus Koschte
ebber gricke, ass dihr helft mit die englisch Schprooch. Ruf
selli Nummer uff: Call 1-800-382-5729 (TTY: 711).

Russian

BHUMAHWE: Ecnn Bbl roBOpUTE Ha PYCCKOM 513bIKe,
To Bam A0CTynNHbI GecnnaTHble yeryri nepesoaa.
3BoHuTe 1-800-382-5729 (Tenetaiin: 711).

French

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

Vietnamese
CHU Y: Néu ban néi Tiéng Viét, ¢6 cac dich vy hé tro ngdn nglr
mi&n phi danh cho ban. Goi sb 1-800-382-5729 (TTY: 711).

Navajo

Dii baa aké ninizin: Dii saad bee yanitti’ go Dine
Bizaad, saad bee aka'anida’awo’déé, t'aa jiik’eh, éi
na hold, kojj’ hédiilnih 1-800-382-5729 (TTY: 711).

Oromo

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

Korean

Zzo|: 312012 MBtAIE B2, 2o X[ MHIAE
222 o|g3stal £+ &Lt 1-800-382-5729 (TTY:
71MHe 2 Fekel FA AR,

ltalian

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

Japanese

EEEEAAEEFENDBES, ENOFHEEZE
SHEAWERETET. 1-800-382-5729 (TTY: 711) &
T, BBFEICCIEBILEZT N,

Dutch
AANDACHT: Als u nederlands spreekt, kunt u gratis

gebruikmaken van de taalkundige diensten. Bel
1-800-382-5729 (TTY: 711).

Ukrainian

YBAIA! SKL10 BM pO3MOBNSETE YKPATHCHKOK MOBOLO, BU
MOXETE 3BEPHYTUCS [0 GE3KOLLITOBHOI CITyXB1 MOBHOT
ninTpumkn. TenedoHyiite 3a Homepom 1-800-382-5729
(tenetann: 711).

Romanian

ATENTIE: Dacé vorbiti limba roména, va stau la
dispozitie servicii de asistenta lingvistica, gratuit.
Sunati la 1-800-382-5729 (TTY: 711).

Tagalog

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

/8188-MCA R11/16



QUESTIONS ABOUT YOUR BENEFITS OR OTHER INQUIRIES ABOUT YOUR HEALTH INSURANCE
SHOULD BE DIRECTED TO MEDICAL MUTUAL'S CUSTOMER CARE DEPARTMENT AT 1-800-382-5729.

Nondiscrimination Notice

Medical Mutual of Ohio 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 formats (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 health
care benefits or services, you can submit a written complaint to the person listed below. Please include
as much detail as possible in your written complaint to allow us to effectively research and respond.

Civil Rights Coordinator
Medical Mutual of Ohio
2060 East Ninth Street
Cleveland, OH 44115-1355
MZ: 01-10-1900

Email: CivilRightsCoordinator@MedMutual.com

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

= Electronically through the Office for Civil Rights Complaint Portal available at:
ocrportal.hhs.gov/ocr/portal/lobby.jsf
= By mail at:
U.S. Department of Health and Human Services
200 Independence Avenue, SW Room b09F
HHH Building
Washington, DC 20201-0004

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

m Complaint forms are available at:
hhs.gov/ocr/office/file/index.html

Praducts marketed by Medical Mutual may be underwritien by one of its subsidiaries, such as Medical Health Insuring
Corparation of Ohio or Consumers Life Insurance Company.



ENROLLMENT INFORMATION
:‘:'ru/a erior Dental Care” Clty of Medina
A Medical Mutual Company Contract Period: 1/1/2023 through 12/31/2023

SUPERIOR SMILES START WITH SUPERIOR DENTAL CARE

Dental coverage through SDC offers financial protection for maintaining oral health and helps care for general health in the
process. Regular oral exams, like those covered by your SDC plan, prevent and detect dental problems before they turn into
something serious. A simple routine dental check-up could even save your life, as major health problems can first show
symptoms in the mouth. Your employer has selected a SUPERIOR dental plan for you to elect — please see the plan details
below. Sign up today for your new SUPERIOR dental coverage...and let SDC keep you smiling for a lifetime!

Preventive

oral exams, x-rays, cleanings, fluoride treatments for children, emergency treatment, 80% 80%
sealants for children, space maintainers

Basic

fillings, root canal therapy, oral surgery, extractions, repairs & recementation, periodontal 80% 80%
treatment

Major 0 0
crowns, onlays, bridges, dentures, implants, occlusal guards 80% 80%
Contract Maximum

per member, per contract period; applies to Preventive, Basic & Major services $1 ,350.00 $1 +350.00
Orthodontia o 5
fimited to members under age 20 60% 60%
Orthodontia Maximum

lifetime maximum applies to Orthodontic services $1,000.00 $1,000.00
Deductible

applies to Basic & Major services and follows the contract period $25/50 $25/50
Gopay N/A N/A

applies to Preventive exams

Network Access No Balance Billing Balance Billing Possible

Any out of network service may be subject to a "balance bill" for any amount that the dentist's charge exceeds SDC's then current allowable amount for an eligible
service.

To review the complete List of Covered Services, refer to SDC’s Evidence of Coverage or the Schedule of Benefits associated with the plan number above.
PROTECT YOUR SMILE...AND YOUR MONEY!

SDC'’s dental plans focus on preventive services like cleanings and exams
that can help you avoid major dental procedures and save you money.
Without SDC dental coverage, the cost of an emergency dental procedure
that wasn't detected and treated early can easily reach thousands of
dollars. Additionally, SDC will provide a Free Second Opinion by a
participating dentist for extensive treatment plans. This is provided at no
cost and without ulilizing any portion of the individual's Contract Maximum.
This benefit is required to be coordinated, in advance, through SDC's
Dentist and Member Services team.

s o

OVER HALF A MILLION NETWORK ACCESS POINTS ACROSS THE COUNTRY
NO WAITING PERIODS | NO BALANCE BILLING (in network) | NO CLAIM FORMS (in network) | NO MISSING TOOTH EXCLUSION

Notice: Any person obligated for any part of a pre-payment may cancel such agreement within 72-hours after having
signed the agreement or offer to enroll. Cancellation occurs when written notice of cancellation is given to SDC or its
agents or other representatives.

Warning: If you or your family members are covered by more than one healthcare plan, you may not be able to collect
benefits from both plans. Each plan may require you to follow its rules or use specific doctors and hospitals, and it
may be impossible to comply with both plans at the same time. Before you enroll in this plan, read all of the rules

very carefully and compare them with the rules of any other plan that covers you or your family.
This document is for the sole use of intended recipient(s) and may contain confidential and privileged information. Any unauthorized review, use, disclosure,

or distribution is prohibited.

KEEPING YOU AND YOUR FAMILY SMILING FOR A LIFETIME
6683 Centerville Business Parkway, Centerville, Ohio 45459 | Local 937.438.0283 | Toll-Free 800.762.3159 | Fax 937.438.0288
superiordental.com | Facebook | Twitter | Pinterest



ATTACHMENT B
THE CITY OF MEDINA WELLNESS PROGRAM

To be eligible for the reduced premium contributions for 2023, 2024 and 2025 the employee must:

1. Complete an annual Health Risk Analysis by August 31, 2022; August 31, 2023 and August 31,
2024 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.
b. Biometric screening in the form of a blood draw that will 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.

a. 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: 09/01/2022-
08/31/2023, 09/01/2023-08/31/2024; 09/01/2024-08/31/2025.

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: 09/01/2022-08/31/2023; 09/01/2023-08/31/2024, 09/01/2024-08/31/2025 — these can
be a combination of any activities offered (need proof of participation).

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.

42



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