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AGREEMENT AND PURPOSE

THE PARTIES to this Agreement are the City of Eugene and the American Federation of State'

County, and Municipal Èmptoyees (AFSCMÉ), tocãlnZq, hereinafter referred to as the "City"

and the ',Union" respectively.-The purpose of this document is to establish full and complete

ãgi"àm"nt between the p"tti"s retäting to wages, hours, and other terms and conditions of

employment.

WORKING RELATIONS
The parties have discussed strategies to improve employee. relations, organizational

proOuctivity, job flexibility, and employãe involvement in organization decision-making. Both

þarties háe'agreed to'consider the-following principles as part of the framework for their

working relationshiP:

AFSCMÉ anâ respects individual roles and interests of exempt employees.

rolå'¡n the City organization and for the management role in the City organization. This

should result in mutual problem-solving and reduced reliance on third-party intervention...lt

should also result in thä parties citing-policies and contracts to employ.ees as a mutually

accepted framework rathór than to blame one of the parlies or the policy or contract for

wny we make ceftain decisions. The parties agree to process disagreements respectfully

and consistently with the notion of partnership'

påy anO benefìt'distinãtions between exempt and AFSCME-represented positions should

be.

decisions. The agreement on employee involvement should define the City-Union business

partnership, key responsibilities in communications, and understanding of various City

business processes,' financing, and service concerns. lt should also result in a more

productive work process for employees who provide municipal services.

1.1

Article I RECOGNITION

The city recognizes the union as the exclusive bargaining agent for. all employees

except ihore répr"rented by lnternational Association of Fire Fighters (IAFF)' Eugene

Èotic'e fmptoye'es Association (ËPEA), or lnternational Alliance of Theatrical Stage

frpfãVãéJ (ÁfSe); those emplbyees'who are supervisory or confidential as defìned

¡n óné 243;'and those employees who are temporary or exempt managerial. Disputes

conceming managerial e"àrnpt status or whether City employees are appropriately

considereð temporary shall 
'be 

resolved under the process as described in Unit

ðlàriRcation, npþendix 8.9 Enforcement. Any other disputes over unit status will be

submitted to the Employment Relations Board (ERB)'
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1.2

1.3

2.1

2.2

3.1

3.2

The definitions to be applied in deciding whether a position should be included in the

AFSCME unit or whether it should remain non-represented are attached to this
Agreement as Appendix B, Unit Clarification.

Probationary employees have no access to the grievance procedure for issues
involving discipline, discharge, or seniority.

Article 2 EMPLOYEE RIGHTS

Employees shall have the right to self-organization, to form, join, or assist labor

organizations, and to bargain collectively through representatives of their own

choosing with respect to wages, hours, and other terms and conditions of employment.

This Agreement shall apply equally to all members of the bargaining unit regardless of
color, gender, age, disability status, marital status, sexual orientation, race, national

origin, br politicál affiliation. Disputes arising under this provision for which there is

legãl remedy may be processed through the grievance procedure but are not

arbitrable. Disputes arising under this provision for which no legal redress exists are

arbitrable. The Union and the City shall equally share the responsibility for upholding

this provision of the Agreement.

Article 3 UNION SECURITY AND CHECK-OFF

The City and the Union agree to a "fair-share" agreement for all employees in the-

bargaining unit who have not joined the Union within thirty-one (31) days of

em[loyment. The Union agrees to hold the City harmless against claims resulting from

this fair-share agreement.

lnasmuch as it is required that the Union represent every employee within the

bargaining unit, making each employee a recipient of the Union's services, it is

mutually agreed and recognized by the parties that each employee trll
proportionatély and fairly share in the cost of the collective bargaining process. The_

cosi per employee is fixed proportionately at the amount of dues uniformly required of

each'member ótthe Union. This amount shall be deducted each pay period from each

Union member and each non-Union member's compensation and remitted each pay

period in the aggregate, as directed by the treasurer of the Union.

The Union treasurer will certify to the City the amount to be deducted as the pay

period dues approved by the members of the Union.

A like amount in lieu of dues will be automatically deducted from all employees in the

bargaining unit who have not signed an authorization form requesting Union

membership dues deduction.

The City will discontinue dues deductions when an employee leaves the bargaining

unit, due to either a position change or termination. An employee terminating prior to

the end of a pay peiiod witt not be subject to dues or a like amount in lieu of dues

deduction for that pay period.

Employees who are members of the Union on the date of ratifìcation of this

Agrêerirent, or who become members subsequently, shall maintain such membership
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3.7

3.8

4.1

4.2

during the term of this Agreement. However, employees may terminate such

màmõersnip by notice in w¡ing to the Union President. Employees exercising this

right shall be suoject to fair-share payments through payroll deductions.

lf an individual employee has an objection based on bona fide religious tenets or

teachings of a chuich 
-or 

religious boðy of which she or he is a member, she or he

must iníorm the City and the Ùnion of hêr or his objection. The employee will meet with

the representativeiof the Union and establish a mutually satisfactory arrangementfor

distribution of the contribution of an amount of money equivalent to regular Union

membership dues to a non-religious charity.

The City will not be held liable for check-off errors but will make proper adjustments

with the Union for errors as soon as is practicable. ln no case shall such an adjustment

extend beyond the following pay period. ln order for both parties to have adequate

information on dues check-óff, án'updated list of eligible members of the bargaining

unit will be delivered to the Union, aiong with a list of all members paying dues in the-

frãuiáus pay period, a list of bargaining- unit members on leave without pay, a list of

new hires, and a list of terminating employees.

Article 4 MANAGEMENT RIGHTS

The City shall retain the exclusive right to exerc¡se the customary functions of

management, including but not limited to, the right to direct the activities of the

departlment; ihe right io determine the levels of service and methods of operation-'

lnctuOing subcontrãcting and the introducing of new equipment; the right to hire, layoff,

transferiand promote;1he right to discipline or discharge for just cause; the right to

determiñe woik schedules anã assign work; and, any other such rights not specifically

referred to in this Agreement. ttre õity shall not exercise its rights set forth above for

the purpose of avõiding the terms ôt tnis Agreement. Management rights, except

wneie åurioged by spãcific provisions of this Agreement, are not subject to the

grievance procedure.

CONTRACTING OUT OR SUBCONTRACTING WORK
a. Should the City consider contracting out or subcontracting work which will directly

result in the lâyoff of employees ãr the reduction or elimination of a position

covered by this Agreemeni, tñu City shall notify the Union in_writing and provide

information necessary to evaluate the proposal using the competitive service

Delivery Assessmentiool or an equivalent. lf the Union has properly notified the

city of its intent to bargain, the city agrees not to implement such decision until

forty-¡ve (4S) days frorñ such noticé oito layoff any gTql9y9e until one hundred

(tOô) ¿ayà have'elapsed from the City's notice. Good faith bargaining is deemed

ìo ¡å compteted wËen the parties reach agreement, or twgnty (20) days after

ràceipt of ihe fact finder's ieport. ln eithei case, the parties intend that such

procèdur"s be completed within a one hundred twenty (120) day--pe¡od after the

ûnion's notice of intent to bargain, and agree to make every effort to do so by

following the schedule outlined below as closely as possible'

b. The City will provide notification of all positions potentially being eliminated in the

Uãrgainhg ,n¡t *h"n existing bargaìning unit work is being .considered for

coniractirig out. The Union will-haveópportunity to present alternatives to the City

at a point prior to the decision to contract out'
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4.3

4.4

c. TIME PERIOD: This section does not apply in cases of emergency.
TIME PERIOD BARGAINING STAGE
Up to 30 days Bargaining
Up to 30 days Mediation
Within 30 days Fact Finding Hearing
Within 10 days Fact Finder's RePort
20 days Waiting Period

The parties agree to meet and discuss any concerns regarding the positions covered

by this Agreement if requested by either party.

City exempt employees shall not on a regular basis perform work regularly performed

by 
-employees 

in the bargaining unit which would result in the loss or reduction of a
bargaining unit position.

Article 5 SERVICE DELIVERY AND EMPLOYEE INVOLVEMENT

The delivery of municipal services to the community in the most efficient and effective

manner is of paramount importance to both the City and the Union. Optimizing service

delivery to the community is recognized to be a mutual desire of both parties within

their réspective roles and- responsibilities. The parties may agree to meet at mutually

convenient times to discuss means of improving service effectiveness'
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5.1

5.2

5.3

JOINT LABOR MANAGEMENT RELATIONS COMMITTEE
a. Purpose: We agree to work together to create and sustain an environment that

fostärs a committed, passionate, and responsive workforce by using the following
principles:

¡ Use a collaborative process;
o Create a foundation oftrust based on honesty; and

. Understand and be guided by our common mission'

b. We are open to redesigning our contractual processes for mutual effectiveness in

order to develop a participãtory workforce that is directly responsible for quality

public service.

c. To this end each party will appoint three (3) representatives to effectuate the

possibilities. Additional representatives may be added by mutual agreement.

COMPETITIVE SERVICE DELIVERY
a. Whenever the City, a department, or a division forms an internal group to address

service improvement, this group should include at least one (1) represented

employee.'The represented-employee should be a core service employee from

the' fgnctional area responsible for the affected service. For purposes of this

Article, service improvement is defined as optimizing the efficiency and

effectiveness of service delivery. These groups do not include ongoing operational

committees, such as the Fleet Board or the Facilities Board. Service improvement

activities include but are not limited to continuous process improvement, systems

redesign, and systems analYsis.



b.

c.

d

e

It is expected that the represented employees involved in service improvement

groups will inform the Union of the process. The City will notify the Union if a
ðeru¡"e improvement group will address broad organizational . is.sues or affect

multiple work sections ánd the Union may request representation in the group.

The City encourages employee input and involvement in efforts to improve the

efficieniy and efféctivenéss- of work processes and programs. lnformal verbal

suggestiôns may be made by any employee to her or his supervisor, an

apþiopriate manãger, or the JLMRC. A specific written suggestion should receive

a'writien responsã within fifteen (15) working days. Timely supervisory feedback

to suggestions is necessary to support employee input.

The Union and the City agree that employee involvement activities will not be

used to address employee grievances, to alter the provisions of this Agreement,

or to resolve any mattei abdut which the City and the Union are legally obligated

to collectively bárgain, unless both parties specifically and mutually agree to do

so.

The parties mutually developed a Competitive Service Delivery Assessment Tool

that is available to enhance the quality of service delivery.

Article 6 NO STRIKE'-NO LOCK OUT

The Union agrees that, during the term of this Agreement, neither the Union nor any

bargaining uñit employee shai take part in, call, sanction, foster, or support any strike'

*oñ< sto-ppage, iictieting, boycoti, slowdown or any other inte.rruption of, or

interferenäe úr¡tn,'tt'le City's óperations or serv¡ces. The City will not lock out

employees during the term of this Agreement, provided that th-e City shall have no

o¡tig"¡on to provìde work during a laÙor dispute if the number of employees reportìng

for ivork is in'sufficient in the Cit!'s judgment to warrant continuation of part or all of its

operations.

Should a strike, slowdown, picketing, boycott, or other interruption of work occur, the

City shall notify the Union in writing õf the existence of such activity and request advice

from the Union as to whether tñe activity has been authorized. The Union shall

respond to the City's request in writing immediately after receipt of such notice.

Upon receiving notice of a strike, slowdown, picketing, boycott, or other interruption of

wôrk which it ñas not authorized, the Union will take all reasonable steps to terminate

such activity and induce the employees concerned to return to work. lf the Union takes

such action, it shall not be nelO l¡áOle by the City for the unauthorized activity of the

employees involved.

ln the event employees participate in a strike, slowdown, picketing, boycott, or other

intenuption of worf in violation of this Article, the participating_ employees shall be

ruU¡"it to disciplinary action which may include discharge without. recourse to the

grieiance procedure except to determine whether the act in question constitutes a

violation of this Article.

6.2

6.1

6.3

6.4
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6.5

6.6

7.1

7.2

7.3

7.4

7.5

Actions for monetary damages arising from alleged violations of this Article shall be

enforceable in accoidance witfr tne decision reached in circuit court and shall not be

subject to any grievance and/or arbitration provision set forth in this Agreement.

Employees covered by this Agreement are not required to perform the duties of

emþtoyees of anothei public ãgency while that agency is engaged in a strike

recognized by the Union, unless there is an emergency where the City deems a threat

to public health and safety exists.

Article 7 UNION REPRESENTATION

Designated Union representatives shall be allowed reasonable time off without loss of
pay äuring their normal working hours for the purpose of meeting^with the City for

negotiatioñs, grievances, JLMRÕ, investigatory interviews, Benefts Study Group, and

oth-er similar þurposes. ln addition to the time spent meeting with City management,

representativés may be allowed reasonable time off without loss of pay, generally no

môre than thlrty (i0) minutes, during normal working hours immediately prior to. a

grievance heariñg'or'investigatory interview, if required to prepare for.the meeting with

ihe involved emfloyee. No ôvertime will be incurred as a result of the time spent for

these purposes.

The City will allow three hundred twenty five (325) hours per fiscalyear for designated

Union representatives to pedorm representational activities related to Union business

such as grievance preþaration, preparation for discipline matters, and Union

Executive Èoard and steward meetings'and representational training, so long as their

absences do not hamper the normai operations of the department' lf the maximum

allowable hours are reached within a fìscal year, the City agrees to meet with the

Union and discuss additional hours being granted.

Full{ime Union representatives who attend scheduled bargaining sessions outside

their regularly scheduled hours will be allowed to flex-time, on an hour-for-hour basis,

for any-part'of the formal session that occurs before or after their shift hours, unless

there is an operational requirement that precludes allowing the time off. No overtime

*¡tt U" in"rrr"d by the City as a result of time spent at the table or flexed as a result of

bargaining time. 
-Flex-time 

will be given only for those bargaining sessions that occur

on ã r"gúlurty scheduled work day for the employee. The City may allow part-time

Union representatives to flex their schedule, upon request'

Designated union representatives shall meet with their supervisors and develop a work

scheãule that will indicate the time during the work day or week the union

representative will conduct representational activities. lt is understood that urgent

màtters may arise that necessitate changes to the work schedule'

Reasonable notice shall be given to the appropriate supervisor of the representative's

time away from her or his duty assignment. Where the time cannot be granted due.to

operationäl necessity, reasonáble al[ernatives shall be provided. Any time taken under

Article 7.1 or 7.2 must be reflected on the time sheet with the appropriate designated

Union activity code. Activities under section 7.1 (meetings with management) 
-are

coded as 62iO2O.Activities under section 7.2 (Union business) are coded as 621030'
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7.6

7.7

7.8

7.9

7.10

7.11

7.12

Union representatives who are entering a City work site to meet with a union

employee, during the employee's working hours, for representational purposes shall

notify the appropriate supervisor prior to doing so'

Employees involved in a grievance or a discipline will be allowed reasonable time

during'work of up to onJ (1) hour to meet with their Union representative if the

emptõyee or Union representative has obtained prior approval from the employee's

rrputitor. Where the time cannot be granted, the supervisor will provide another

reasonable alternate time if operations permit.

The Union will be allowed use of reasonable space on designated City bulletin boards

located in conspicuous places available to employees to post information regarding

Union business.

Employees requesting leave for reason of paid or unpaid Union appointments, or to

attend Union functioni other than those listed above, are eligible for consideration for

leave without pay. When such time off is used, normally notice of no less than five (5)

dãys wilt Ue jivén. Nothing in this Article is intended to prevent approval of time off

*¡th t".t thañ five (5) dayi notice if no conflict with deparlmental operations exists'

OãsignateO Union emþloyées who take leave without pay for Union business for fìfteen

1tS¡ äatenOar Oays oiteés will receive leave accruals at their current rate for all hours

on leave.

Union representatives may request an extended leave of absence without pay for up to

iwetve (iZ) months to párticipate in Union activities. The City will not unreasonably

àunv tnà réquests. No more than one (1) representative from a work section or two (2)

representafiües from the entire unit will be granted leave at the same time. Upon return

thä employee shall assume the same position he/she held previous to the leave with

no loss of senioritY.

The Union will provide the City with a list of officers, stewards, and authorized Union

representative s whenever changes are made to the current list or upon request.

Designated Union representatives may use the City's telephon-es, electronic mail, and

fax rñachines without cost when it is tñe most expedient and efficient manner in which

to communicate on immediate issues between themselves about representational

matters and with parties involved in grievances and disciplines. Union representatives

may atso use Cìty copiers under 
-the 

same circumstances as mentioned above.

However, they must p"y tn" designated charge and use a city copier which has been

rp"å¡n"ãúV Oésignate¿ ior personãl copies. Aãditionally, the Union may use the City's

eimail as'desig-nated below, provided tney maintain appropriate e-mail distributions

lists to do so.

a. The union may use the city's e-mail system for the following purposes, if the

communications are done in a respectful and factual manner:

1) To communicate with management;

2) To establish meetings with management and bargaining.unit.members of

mutual interest regarding matters of labor relations or related topics;
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b

c.

3) To inform bargaining unit members involved of the status or outcome of
grievances;

4) To inform all bargaining unit members of elections, contract ratification votes,

or union meetings; and,

5) To inform bargaining unit members of matters of interest regardlng the good

and welfare oi bargaining unit members, as long as it does not violate legal

requirements for confidentiality or compromise an individual's rights of
privacy. The union must obtain prior approval from the Human Resources
birectôr or the Human Resources Manager before sending e-mails of this

type.

The Union will comply with all of the City's policies on use of work time and City

equipment, when utilizing the equipment as allowed in this provision.

The Union recognizes that the City's e-mail system is the exclusive property of the

City, and that any communications or files generated or distributed by the Union

on-that system may be accessed by the City according to the City's general

policies.

The Union will not use e-mail to provide political information, solicit support for
political causes, raise funds for political purposes, sell, purchase, or trade private

items or property, or raise funds for any purpose.

Article I OUTSIDE EMPLOYMENT

Employees employed other than with the City must, as soon as reasonably

pr"äti"ä0t", adviseihe City of such employment on forms provided by the City for that

þurpose. For purposes of this Article, employment includes all paid employment, on-

going selÊemployment, volunteer firefìghter, and reserve law enforcement officer. The

ðom[teteO foim 
-is 

to be turned in to the immediate supervisor. Such employment

must:

a. ln no way detract from the efficiency of the employee in City duties

b. ln no way be incompatible with or a discredit to City employment

c. For full-time employees only, not take preference over extra duty required by City

employment

d. Not create a conflict of interest with the employee's City employment'

It is also understood that:

a. Workers' compensation benefits through the City will not be received for illnesses

or injuries resulting from outside employment;

b. Under no circumstances may City equipment or resources be used in outside

employment; and,
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8.3

9.1

9.2

9.3

9.4

c. An employee cannot be a contractor or a sub-contractor on city projects, unless

an exception is granted by the City.

The city may, with reasonable grounds, revoke permission to hold outside

employment at anY time.

Article I SENIORITY

DEFINITION
Seniority means a regular employee's length of continuous service with the City in the

bargaining unit since-her or his last date of hire. lf two (2) or more-employees start on

the-samjdate, their order of seniority shall be determined by lot. Once determined by

lot, the employees' relative seniority shall be fìxed.

LOSS OF SENIORITY
a. An employee shall lose all seniority credit in the event of voluntary or involuntary

termination. lf an employee is on leave without pay for thirty (30) calendar days or

more, her or his hire and seniority dates will be adjusted to reflect the deduction of

the time of leave without PaY.

b. No employee shall lose already accrued seniority because of on- or off-the-job

injury or illness and, upon returning to work for the City, shall have seniority credit

foi previous service in the bargaining unit restored. Any bargaining unit employee

wfró ¡s off work due to a vaiíd woikers' compensation claim, qualifying Family

Medical Leave, Union leave, military leave, or other statutory protected leave shall

continue to accrue seniority so long as the employee is still on an approved leave

of absence without pay from the City. The provisions of this section shall be

retroactive for all current employees.

c. Employees who leave the bargaining unit for another position with the city shall

hav'e éeniority credit for previóus service in this bargaining unit. restored upon

returning to work in the bärgaining unit. Employees are prohibited from bumping

back intó the bargaining unit but may return to a vacant position'

d. Former employees who are rehired by the city within sixty. (60) days of

terminating ämþtoyment will have their bargaining unit. seniority date reinstated.

fnày w¡lt 
"not 

råceive seniority credit for the time they have been gone from the

City.

SENIORITY LIST
A seniority list of the bargaining unit, sorted by classification,.shall be posted in

conspicuous places availabÏe to e-mployees. The revised seniority lists will be prepared

on .llty 1 of each year and updated 
-on 

January '1 of each year. The Union will be

provided with a quarterly updated seniority list'

SENIORITY PREFERENCE
a. ln instances where employees are being given a preference by the city in work

assignments and wnere émptoyees' stittJ in the required areas and individual

perfõrmance records are equäI,'employee career development plans and seniority

will be considered in making assignments'
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b. Preference in vacation scheduling, extra days off, shift selection, or other choices given

by a department to the members of the bargaining unit shall be by seniority unless there

is a valid business necessity for doing othenruise. The Union will be notifìed if an

exception to seniority is being made or if there is a change proposed in a current

established, written piocedure ihat defines shift bidding within a work unit or section.

ln an instance where the City determines that two (2) or more employees are equal

in performance, fitness, and job skills relative to a bargaining unit position, the City

agrees to recognize and consider established career plans and seniority as factors in
dðtermining promotion or permanent transfer from one position to another' A

bargaining-unit employee applying for promotion or permanent transfer to another

claisifìcaiíon, who is 
-not 

granted an interview for that position, will be given an

explanation regarding why no interview was granted.

c.

10.1

10.2

10.3

Article'10 PROBATIONARY PERIOD

An employee who has not completed twelve (12) months of continuous employment shall

not be coîsidered to have seniority, shall not be considered a regular employee and slall
have no recourse if terminated. Extensions may be granted to the probationary period if an

employee has been absent from work for more than a total of eight (8) weeks during their
pro'batlonary period, to allow for additional training, or to give the employee additional time to

address ¡Oént¡ReO performance issues. The employee's probation may be extended .for a

period of time commensurate with the amount of time the employee was absent from work or a

reasonable amount of time to provide training and address performance issues (typically no

more than 3 months). lf the iity chooses to extend the probation, the employee and the

Union must receive written notice prior to the end of the probationary period'
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The City and Union agree that timely, meaningful feedback supports the development of a
skilled siaff who are well-matched to tñeir positions. Given this, an employee on probation shall

receive a written performance appraisal at six (6) months and twelve (12) months. ln addition'

the employee should receive iniormal feedback, at a minimum, at three (3) and nine (9)

months, with written documentation to the employee that this has occurred. lf an employee

does not receive the six (6) month written performance appraisal by the end of the 7th month

of employment, the erpìoyee will not be dismissed without just cause. lf said employee is

dismisseá during their'próbutionury period, the termination would not be subject to the

grievance process.

Employees who promote or transfer to another classification shall serve a probationary

perioO'equal to inat wt'r¡cn a new employee would serve. lf the City determines that a

þromoted'ortransferred employee fails to meet the requirements for the new position at any

iime during their probation,'the employee shall return to the previously held classification or

position próvided ihe or he is qualifiedãnd has greater service in the classification than the

ämptoyeä they would displace. A promoted or transferred employee shall have access to

tn"' g¡"uun"i procedure for all grievable issues except for issues involving the City's

deteñnination that the employee falls to meetthe requirements of the new position'



11.1

11.2

Article 11 WORK FORCE REDUCTIONS

WORK FORCE REDUCTIONS
a. The City is committed to making every reasonable effort to avoid laying off employees'

b. A layoff is defined as any one of the following:

1) A separation of a non-probationary regular employee from the City due to the

elimination of a Position,

2) A reduction of the regularly established hours for a position from full-time to part-

time by the CitY.

3) A reduction of the regularly established hours for a part-time position, if the reduction

in hours would entaiia chánge in the employee's health insurance tier (as defìned in

21.3).

For the purposes of this article, "regularly established hours" refers to the hours as

established in the most recent offer letter ior an employee. Generally, temporary and

initial hire probationary employees who are doing the same or lower level work within

the job family, within á department, will be terminated prior to the layoff of regular non-

probationary'employees unless there is an operational need that dictates otherwise'

in" City wítt notity ihe Union if it is proposing an exception be made to this guideline.

c. The City recognizes the need for prompt notification and will provide a minimum of 30

days n'ot¡"" 
-to the Union regarding potential work force reductions and the

adíantage of discussions with the Unión to solicit their suggestions and alternatives

to layoff- or other service reductions in time for them to be given due consideration.

Unless there are extenuating circumstances, the City will give at least one (1) week

notice to the union prior to giving layoff notices to any bargaining unit members.

d. Nothing in this Ar¡6e is intended to restrict the prerogative of the City to determine the-

financiãl necessity of service reductions, the form of the reductions, the elimination of

positions, or the location or duration of layoffs.

TRANSITION PERIOD
a. The City will make every reasonable effort to predict the need for workforce

reductions and layoffs sufficiently in advance of the effective date to allow for

transition planning, voluntary moúement, placement assistance, hiring freezes, ?nd
other similar strategies which may minimize the number of layoffs. The appropriate. time

frame needed will- be determined by the number of layoffs anticipated and .fhe
predictability and complexity of the éituation precipitating the layoffs' The transition

period will not exceed six (6) calendar months'

b. whenever the city is anticipating layoffs of AFSCME employees, the transition

assistance plan wÑch has been dèveloped to provide resources to employees who

may ne affécted by the workforce reductions will be reviewed and revised by the City

with the participation of the Union.

c. As soon as specific positions have been identified for layoff, vacant bargaining unit

pãriiions will be filþd fìrst through voluntary transfer and demotion processes. lt is

AFSCME contract Il l]



d

understood that only the least senior employee(s) in the classifìcation in the work

section of the positi-on will be affected first. lf eight (8) or more employees are in
bargaining unit positions which are being eliminated, all vacancies will be first posted

for ãnly ÀfSCVE employees who qualify for transfer or voluntary demotion. lf less

than eight (8) employees are in positions being eliminated, the background of the

employães in the posiiions identified for layoff will be reviewed, and, if they meet the

qualifiðations for the position and are eligible, they will be referred for transfer or

voluntary demotion. lf ail else is equal, seniority will be the deciding factor in placement

under this provision,

When eight (8) or more employees are in positions which are being eliminated within

the bargáining unit and a bargaining unit vacancy has not been filled by a voluntary

transfeior demotion, the position will be posted internally and opened to all current,

regular City employees piior to an external recruitment. Exceptions may be made to

thð requirement io þost a position internally if the vacancy is in a classification that has

unique qualifìcations, such as a certification or education, which is not likely to be

found iniernally. The Union will be notifìed prior to any bargaining unit vacancy being

posted externally during this period.

Because it is difficult to predict the exact circumstances of different workforce

reductions, Article 11.2.c. añd d. above, specifically the number of employees that

determine when positions will be posted, may be modifìed by mutual agreement of the

City and the Union.

lf an employee accepts a voluntary demotion during this period, she or he will retain

her or hii current saiary unless it is above the pay range for the classification' ln that

case, the employee's sälary will be red-circled, or frozen, for twelve (12) months from

the date of 
'thã job change. At the conclusion of the twelve (12) months, the

employee's salary will be reduced to the highest step of the range.

Employees who accept a voluntary transfer or demotion in accordance with these

provisions will not serve a new probationary period.

ln fìlling vacant positions, the City and the Union acknowledge that employees who

must le accommodated ¡aséO on legal requirements, such as Workers'

Compensation or the Americans with Disabilities Act, or who have a right to the

position due to a claim settlement, court order or the recall provisions of this

Agreement will have priority over employees voluntarily moving during a layoff

period.

e.

s.

h.

11.3 DISPLACEMENT
Displacement is the lateral movemenl of an employee to another position in the same

daËsification or at the same salary range within a job family' When the incumbent of the

job that is being eliminated is not ihe least senior employee in the classification, the more

senior incumbeñt employee will displace the least senior employee. lf there are multiple

classifications at the same pay range within the job family, displacement may occur across

classifications. The procedures outlined for bumping in Section

1 1.4.c and 11.4.d will also be followed for displacement.
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11.4

11.5

BUMPING
a. ln the event of a layoff , employees to be laid off from a job classifìcation may elect,

within seven (ï daís oi wr¡tien notice, to bump into a lower classification within the

job family for the classification so long as the employee:

1) meets the minimum qualifications for the position and passes any specifìc

qualifying criteria requiied for the position, such as a background check;

2) possesses any special skills which have been previously identified; and

3) is bumping someone less senior.

b. A listing of job families to be used for purposes of this Article is attached in

Appendix F.

c. Employees eligible to bump may forego that option and elect to be laid off'

d. When the bumping options include more than one classification at the same pay

range, the emptoyeÉ may bump to the pos1ion held by the least senior employee in all

of these classifications.

e. when an employee is bumping a less senior employee in accordance with this

pr*irion, she or he will not be required to accept a position of a different full-time-

äquivalency (FTE) status (e.g. full-time or part-time) if there is one available of the same

status which is currently nãtO ny a less senior employee in the class. Employees

may also choose to bump into ã lower classification in the job family rather than

change status.

f. lf mu1iple positions are eliminated within a classification (or multiple classifications if they

ãr" witn¡n irle job family and at the same pay range), the bumping will be administered

in seniority order with íhe most senior emplóyee whose position is eliminated bumping

the least senior employee in the class and the second most senior employee whose

position is being eliminate¿ bumping the second least senior employee in the class'

ätc. ttlu onty eiceftion to this is siiuations where the FTE status of the employees is

different, as described above in Article 11.4.e.

g. lf more than one employee is subject to layoff at the same time, the seven (7) day
" election period for 'exärcising bumping rights will occur simultaneously for all

employees affected by potential layoffs.

h. ln the event an employee is placed in a lower classification in lieu of layoff, she- or .he
will retain her or' hiå currènt salary unless it is above the pay range for the

classification. ln that case, the employee will be placed on the highest step of the range'

i. There shall be no probationary period for employees who bump into a position in a

different classification in lieu of layoff.

SPECIAL SKILLS
Sp""i"l skills for the purposes of this Article are defined as advanced skills, training' or

knowledge which is not readily attainable by, or available to, other employees in the- same

classificãtion and which 
"rnnót 

generally bä obtained within a reasonable period of time'
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11.6

11.7

11.8

The reasonable period of time must be no less than three (3) months. A request to
designate special skills within a classification must be submitted to Human Resources in
writiñg. lf approved, Human Resources will notify the Union in writing at least six (6) months

in advance of any notice of potential layoff and explain the basis for the special skill

designation.

LAYOFF
a. Layoffs shall be done by classification (or classifications if there are multiple

dalsifications at the same pay range within a job family) on the basis of the

inverse order of seniority, unless there is a special skill that justifies doing otherwise.

b. Except in the event of emergency, no fewer than thirty (30) days notice will be given

to employees who are identified for layoff.

AFSCME contract [4]

SEVERANCE
Employees who have completed siny (60) months of continuous service and who are laid

off wilireceiveone(1)weekof severancepayattheircurrentrateof payforeach full year

of continuous serv¡ce to the City. However, those employees who volunteer for layoff will

be limited to no more than eight (a¡ weeks of severance pay. Severance pay will be given in

add1ion to any other pay to which the employee is entitled. lf an employee is recalled 1o

the City within a time period from the date of layoff that is fewer weeks than the weeks

of comþensation received for severance pay, she or he must reimburse the City for a pro-

rated fortion of the severance pay, based on the length of time she or he has been

away from City employment and the number of weeks of severance pay she or he-

received. A writien noticé of this requirement will be provided to the employee at the time of

separation,

RECALL
a. Employees who have been laid off have the right to be recalled to their previously held

claésification for a period of twenty-four (24) months. Employees' seniority will be

protected for this period of time and if they are recalled, their original seniority date

will be restored.

b. Employees who have demoted, bumped, or moved to a position with a different status

as a result of a workforce reduction, or who have been recalled to a different

classification or status than the one held prior to layoff, will have the right to be recalled

to their previously held classification and/or status for a period of five (5) years from

the original placement or layoff date, unless the employee has subsequently retired.

c. part-time employees whose hours were reduced as a result of a workforce reduction will

have the right tô be recalled to a position in their classification at their previous hours

for a period of five (5) Years.

d. Employees will be recalled in seniority order, without regard to the reason they have

been given recall rights.

e. The employees eligible for recall to a specific classification will be sent notice in

seniority oróer, by ðertifìed mail, to their last known address. To qualify for recall, 
--.an

emptoyäe who ieceives notice must contact the City's Human Resources' office

within'seven (7) calendar days. Any employee who does not respond or turns down

the offer will forfeit recall rights.



11.9

11.10

12.1

12.2

f. lf there are no employees eligible for recall to the classification to be filled' any

employees on the re""ú list whó qualify for a voluntary demotion or transfer into the

por1ioî will be offered the recáll oþportunity. Notice will be sent to all eligible

ämployees as specified above. The most senior employee who expresses interest in the

position within the seven (7) calendar day period will be recalled.

S. Full-time employees who accept part-time employment in lieu of layoff shall retain recall

rights to full-time employment. Part-time employees who accept full{ime employment

¡n lieu of layoff shall retain recall rights to part{ime employment'

h. lf employees are recalled to, or decline recall to, a different classification or a

fositión *itn 
" 

d¡ff"r"nt status (part{ime or full-time) than they had prior to layoff, they

will remain on the recall list for tñe dassification or status held prior to layoff only.

i. Employees who are recalled to a classification other than one previously held, or .within
the'job family for that classification, will serve a new probationary period. Empl9Vg9s

who are laid off prior to the completion of their probation and are recalled to the

same classification must complete their probation.

j. All employees on the recall list are responsible for notifying the city's Hqmal

Resources' office if they have a change in address or phone number' Updated

application information shóuld also be sent to the Human Resources' office.

k. Any employee who has been laid off and subsequently recalled will have her or his

sick leave bank restored.

Any disputes arising out of the bumping, layoff, or recall procedures may be submitted to an

expedited grievance process at step 3 ofthe grievance procedure'

NEW EQUIPMENT
lf the City anticipates a reduction in force due to the introduction of new equipment, the City

will consult with the Union regarding reasonable methods to place affected employees in

positions for which they are õualif¡eO before implementing the layoff procedure.

Article 12 POSTING OF JOBS

The City shall regulafly post all vacancies it intends to fill through a 
-competitive

pro""tt. Vacancieõ snait Ëe posted for internal candidates for a minimum of one week

before going to an external präcess. Should the City determine not to.fill a vacancy in the

b;;éri"itg õnit through the cbmpetitive process, notiðe of how the position will be filled shall

uã i,i""ioäo to the Ùnion. postìngs snätt ¡e distributed electronically to all bargaining unit

r"r¡"r* or posted on bulletiñ boards located in conspicuous places available .to
à*ptoy"". in äreas where employees do not have easy access to e-mail' Positions shall be

Ñ;d ìãi ã perioO of at least f¡ve (5) consecutive work days' The City shall notify the

Únion of the supervisor of a posted position upon request.

lf a promotional position has been posted externally and the posting will.be relied on to fìll an

ã¿Oitionat position in another division, not identified on the original posting, the new position

;ilf ü pdt"d internally for a minimum of one week and any additional internal applicants

will be ionsidered along with applications already received.
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12.3

12.4

13.1

13.2

14.1

Employees have the right, upon inquiring, to be informed of the specific criteria that will be

u"u'd ior selection, inõtuding the areas of knowledge and the skills that will be tested.

Employees who are unsuccessful shall also have the right, upon request, to feedback on

their performance in the selection process.

Complaints arising under this Article concerning selection are not grievable under

Article 34 of this Agreement.

AftiCIE 13 EXISTING BENEFITSM/ORK RULES

Nothing in this Agreement is intended to nullify existing wage or other economic

benefìté to employeõs under current policies, practices, and work rules, unless specifìcally

included in this Agreement. To the extent that any proposed changes in work rules or

working conditionsionsist of or affect mandatory subjects of bargaining, the City agrees to

collectively bargain the mandatory negotiable aspects of the change(s)'

Nothing in this Agreement is intended to restrict the right of the City to adopt, chang-e,. or

modify-reasonablð work rules or procedures necessary for the safe, orderly, and efficient

opera'tion of C1y services. The City agrees to provide a copy of new or revised work rules to

the Union and ämployees covereâ. Èor changes on permissive subjects of bargaining, the

City anO the Union aäknowledge the mutual óbjective of involving employees voluntarily. in

thoie decisions that affect theii work environment. The City agrees to consider reasonable

alternatives to new or existing work rules and policies proposed by the Union a¡d/or

affected employees, and, wheñ feasible, to attempt to reach consensus through facilitated

grorp pro""is.'The City and the Union agree that the JLMRC is the appropriate forum to

[rouiAd Union input anä recommendationé on changing existing or developing new work

iules and policies affecting a significant portion ofthe bargaining unit.

Article 14 ACTING-IN-CAPACITY

ACTING IN CAPACITY PAY
a. Any employee designated to act-in-capacity (AlC) in a higher.position than her or his

r."gulut äaési¡cat¡oñ for eight (8) hours or more in a pay period, shall receive a five

pe"rcent (b%) increase ¡n pãy tòi all hours worked in that capacity, except for the AIC

ãs"ignmèntj speci¡ed in i¿.-A below. The five percent (5%) increase must be no less

tfraritne fìrst siep and no more than the top step of the classification in which they are

working. Employees involved in a specified training program will not receive AIC pay

(see 14.11 below).

b. lf an employee is not assuming the full duties of another classification but is doing duties

that are a substantial change from his or her regular duties, such as assuming

lead worker duties when no leãd worker classification exists, the employee will be given

the equivalent of a five (5%) increase'

c. When an employee is designated to work an acting-in-capacity..(AlC) assignment for

more than onä (i) full pay pãriod, her or his base rate of pay will be adjusted and she

or he will receive AC pây for all paid hours during the duration of the assignment'

unless the employee works extra hours or overtime unrelated to the AIC assignment.

d. lf an employee is designated to work in an AIC assignment for one pay period or less'

she or he will receiv"itC pay for all hours worked in the AIC capacity and any paid
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14.2

14.3

14.4

14.5

14.6

14.7

14.8

14.9

14.10

leave during the assignment that is less than a day. Any leave hours of one full day or

more will be paid at the employee's regular rate'

e. lf there is a circumstance that requires an employee to work Alc on a regular'

recurring basis that does not meet thà hours threshold listed above, the City agrees

to discuss the siiuation with the union and consider appropriate compensation

for the additional duties assigned.

An employee who is appointed to act in the capacity of a superv-isor remains a member

oitf',à'naigaining unit ,'Ëut shall assume all the'duties of (except discipline and.discharge)

ånd be su6¡ect to tne worf¡ng ãonditions of other supervisors of similar rank for the duration

of the appointment.

All Alc assignments shall be made by a supervisor within the organizational structure where

the work is to be performed. Alc assignments cannot be assumed voluntarily by an

Ë*pfãVà". Lead work'ers do not have the authority to make such assignments.

when practical, Alc assignments should be made in writing in advance. Regardless.of. hoy

inuìrå¡gnr"ni ¡s ma¿äithe supervisor should make clear to the employee the duties..to

be performed, the scope of aütnority given, and the overall expectations for the AIC

assignment.

Prior to making an Alc assignment, supervisor should consider other alternatives such as

career development, .io¡ if1ãrã, rotãt¡nb the job among several employees, or involving

other affected employees iÀ tne same wõrr unii to determine if the work can be done without

an AlC,

Once a decision has been made to make an AIC assignment,_ supervisors .shall have

discretion when choosiÃõ 
-un 

emptoyee for an AIC assignment'. Supervisors should take

into consideration the uñit's need fór cross-training, eacñ individual .employee's 
job skills

and interests, flre opportunity to|. growth or reward, and seniority. For Alc assignments

proi"ót"J to'tast fóriõi thån thräe (3) months and for repeated AIC assignments'

supervisors shoutd utiãrpt io fairly àiittinut" AIC opportunities among all qualified'

available employees ¡n tÀå worf seótion unless there is a valid business reason for not

doing so.

An Alc assignment can be made in a variety of circumstances including, but .not

limited to, when there is a position vacancy, when another employee is on leave' or when

a special project arises requiring a higher level of skill'

AIC pay shall also be paid for all time..worked when an employee is 
-ass.igned 

to

operate a piece ot 
"qr',pmåniìesignateo 

as the responsibìlity of a higher classifìcation level

or to do a task thai requires ä licunse or certifìcation not required for her or his

classification but specified at a higher classification level'

It is not necessary that the employee be assigned all the duties of a higher level job;

however, the duties to be performed must represänt a substantial change in the scope and

level of responsibility ãu"i tn" employee's regular. duties. Supervisors may confer with

Hrt"n Resóurces if ñecessary in making this determination'

Long term Alc assignments will be reviewed at six (6) months. by the. supervisor' The union

may request a rist oi'áti-tont t"r1¡ AIC assignmèñts. nssignments normally should not
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14.11

14.12

15.1

15.2

last longer than one (1) Year.

As stated in Article 14.1, employees in training situations are not eligible for AlC. This

includes any type of cross-trainlng designateO Uy tfre supervisor or requested by- the

employee oi any career developmeñt oppoiunity. Generally, training programs will be for a

rrilrur¡of aoîe(1)yearperiod. lf theyaregoingtobeextendedbeyondone(1)year,the
situation should be reúieweO and noticè of tñe extension should be given to the Union.

Training assignments must be described in writing with a copy provided to the employee'

stating-the goals and the estimated completion time for the training assignment.

AIC assignments can only be made to employees who meet the minimum qualifications

of the clãssiflcation. lf an 
-employee 

is in a training situation and is not receiving AIC pay'

the supervisor should clearly estáblish the standards which should be met for the trainee to

advanòe to the fully qualifìed level. Once this level is reached and the employee is asked to

continue to perform the new duties, AIC will be paid'

Article l5 SALARIES

SALARY ADJUSTMENTS
a. Effective July 1, 2016, salaries for employees covered by this Agreement shall be in

accordance with the schedule set fortñ in Appendix A-1 , which reflects a one and a half

percent (1 .5%) increase over the previous year.

b. Effective January 1,2017, salaries shall be adjusted to reflect a one and a half percent

(1.5%) increase.

c. Effective July 1,2017, salaries shall be adjusted to reflect a two percent (2%) increase'

d. Effective July 1 , 2018, salaries shall be adjusted to reflect a two percent (2%) increase

e. Effective July 1, 2019, salaries shall be adjusted to reflect a two percent (2%) increase'

f. Effective July 1, 2016 the salaries of the Application Support Technician and Senior

Application éupport Technician classifications shall be adjusted upward by two salary

giades, in addition to the adjustment listed in 15'1.a'

15.3 NEWCLASSIFICATIONS
Proper notice will be given when a classification not listed on the salary schedule is
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LEGISLATED COMPENSATION OR BENEFITS
óur¡ng tne life of this Agreement, if any new legislated compensation or benefits

increaie payroll costs to thã City beyond thóse stipulated at the time of ratification' these

costs shãll be included as part of ány salary increase scheduled under this Agreement

ãii¡r" t¡r" the salary increaäes are to-become effective. "New legislated compensation or

benefits" include, bui are not limited to, pensions or other retirement benefits, workers'

compensation oi other disability programs, sick leave, holidays, or other paid leaves,

,Àitdrrn or clothing allowances, tiain¡ng, certifìcation, or educational incentive compensation'

The cost of safãty-related legislated- costs exclusive of workers' compensation or other

disability programs shall be borne by the City.



b

established if the City believes the classification is appropriately within the

bargaining unit represented by the Union or if the classifìcation is determined by

app"licablð procedures outlined in Un1 Clarifìcation, Appendix B, to be appropriately

aääed to ihe unit. The notice shall include the classification and proposed pay

range. The Union shall be afforded an opportunity to meet and 
-discuss 

the matter'

Thã Un¡on will be supplied, upon request, with appropriate classification speciflcations

relating to the position in question.

lf the Union does not object to the City's pay proposal within the next fourteen (14)

calendar days, the City's [roposal will bé implémented. lf the Union does object to tle
City's pay pioposal, then ihe'matter may be submitted as a grievance at Step 3' Within

ten 1iO¡' åays ot the Step 3 hearing, the partìes shall meet to exchange and

""t 
nò*tã¿g.' single final óffers of settlement of the grievances,. designating lh9

preferred sätary rãnges for the position in question. The decision of the arbitrator shall

be limited to the selection of either final offer.

CLASSIFICATION SPECIFICATIONS
The City will provide the Union with copies of appropriate classification specifications if some

questioñ arises between the parties concerning the classification plan.

MERIT INCREASES
a. Employees hired at, or promoted to, a bargaining unit pos_ition at..step 1 of the salary-

l."nge *itt be eligibie f* u on" step meriiincreãse six (6) months after the date of

appäintment, twðlve (12) months after the date of appointment, and every year

thereafter, up to the tòp'of the range, provided they are performing at an acceptable

level. Employees hired är promoted ãbove step t wili be eligible for an increase twelve

(12) monihs'after the datå of appointment and every year thereafter, up to the to-p of

th"'r"ng", provided they are perfbrming at an acceptable level. Merit increases will be

effectivð in'e Ueginning'of the pay põriod which is closest to the employee's merit

anniversary date.

b. Employees who are denied a merit increase must be notified in writing prior to th.e

effectiúe date of the increase. The notice must include an evaluation of the employee's

performance, clarifying the areas of deficiency. ln addition, the notice should indicate

itre expectations tói improvement and a timé frame for being re- considered for the

merit. Èmployees who are denied a merit increase may grieve the denial in accordance

with the grievance procedure, outlined in Article 34, only as a Management Rights

violation wn¡cn is alleged to be arbitrary, capricious, or unreasonable.

RECLASSIFICATION REQU ESTS

a. An employee may request a reclassification review if he/she or the Union believes there

have been substantiål changes in duties since the position was last reviewed. The

employee must su¡mit thã completed Position Questionnaire directly to their

,rp"Ñiror. Appropriate forms and óther information are available in the Classification

Handbook.

Human Resources will notifu the employee, Union, and the supervisor when the

reclassifìcation request is reóeived and óutline the next steps of the process' The

rupãr¡i", is resp'onsible for updating the employee reg,arding the timeline. Human

Resources may use a variety'of reðources in dêtermining the proper classification'

including interviews, on-site visit, and internal equity reviews. Human Resources will
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15.5

15.6
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c.

complete an analysis and make a recommendation as to appropriate classification to

the iupervisor and ttre Union within sify (60) days of receiving the request. The

ruperuiror may discuss the review with the employee and the Union. The

recommendation shall include the reasoning based on classifìcation standards.

The Union will notify Human Resources of agreement or grieve the recommendation

w1hin fourteen (14) calendar days of decision notification. During the fourteen (14)

days the Union may request clarification or submit additional information. This request

múst be in wriiing. The Union may file an appeal of the classification

recommendation to stép 3 of the grievance procedure outllned in 34.6 of the contract. lf

the grievance goes to arbitration, the parties will select the arbitrator from the ERB

provided list.

15.7 RECLASSIFICATION
a. Whenever the City determines that a reclassification of a bargaining unit position . is

necessary, the Union and the employee shall be notified prior to the implementation

of the reôlassification. lf the reclassification is to a lower salary range, the Union and

the employee shall be notifìed at least fourteen (14) days in advance and provided a

copy oi thê proposed job description, salary range, and the proposed implementation

Oaié. ffle City' shall 
'meet 

witir the Union, upon request, to discuss the proposed

change. The discussions shall not abrogate the rights or procedures of the parties to this

Agreement.

b. Reclassification Upward: When an employee is reclassified to a classifìcation with a

@incumbentshallreceiveaone-stepincreaseinthehigher
dãssification salafu range effective the date the completed Position Questionnaire was

received by the suPervisor.

c. Reclassification Downward: When an employee is reclassified to a classification with a

lower salary range, the following shall occur:

1) The incumbent employee may choose to exercise her or his displacement,

bumping, and any associated rights, in accordance with Article 11'

2) lf the employee chooses to stay in the position or is unable to move based on her or' 
his seniority, and the employêe's current salary is within the salary range of the

new classification, the employee's salary shall remain the same. lf the employee's

current salary is greater thän the saiary range of the new classification, the

employee's salary'shall be red-circled, or frozen, at its current level for one (1)

yeár. Âtter one (t¡ year, the employee's salary shall be moved to step 6 of the

range of the new classification.

3)

4)

Any employee who is demoted as a result of a reclassification will be granted recall

rights, in accordance with Article 11.

Reclassification which results in a demotion will not affect the employee's merit

date.

d lf a salary range for an individual classification is negotiated for an increase based on

issues ot'her tñan job changes, the incumbent employees will .receive a pay increase

*¡tn no change in ineir meñt review date. lf a salary range is increased for any other
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15.9

reason or a position is reclassified to a higher salary range, the incumbents will

receive a pay increase in accordance with thã contract and City policy and their merit

dates will be reset.

BILINGUAL PAY
a. Employees, who are in positions that require public contact and continual eliciting and

expïuiri¡ng 
'of 

informatioÅ and are in a work location where there is a demonstrated

recurring" need for non-English language translation, including sign language,^.in

providin-g services to the p-ubtic, w¡tl ¡e eligible to receive bilingual pay. The city

itr"tt p"i7 an employee an additional fìve peicent (5%) for a required intermediate or

advanced tevet corñpetency. Either level may include some written translation duties'

The positions quatity'ing foi bitinguat pay wili be designated by the City and may be

changed at any time with notice to the Union.

b. To qualify for bilingual pay, employees must have demonstrated fluency in the

required language àño *úrt'irccesstutty pass a fluency examination administered by

ttre C¡ty's Hùma-n Resources Division. The bity retains.thà rightto contract out bilingual

services as deemeJ necessary. The flueniy examination will be administered as

needed for new employees or êmployees wiéfring to re-test. Employees who do not

pass the examinatiän ¡¡ay re-tesi oîly once pór year. Employees interested in re-

testing must contact Human Resources'

c. Bilingual pay will be effective the beginning of the pay period which is closest to the

date the test was successfully passed.

CERTIFICATION PAY
a. Building lnsPectors

1) To reach top step in the structural/Mechanical lnspector.range, an employee must

hold A-level ãàiincat¡ons in both Structural and Mechanical specialties. lf a¡

employee nolã. änlv óne R-levet Structural or Mechanical certification, they will

only be eligible to earn up to step 4 of the pay range'

2) current employees, who wish to be involved in a career development program to

move into the Residential lnspector classification must commit in writing their

intent to purticipatã in ánd cbmplete the program. Employees who.choo.se to

make this commitment will receive the current-certification pay of-thirty dollars

($3g)/month tor àãcfr residential certification held and forty dollars ($4O)/month for

each A-level ãert¡ñcat¡on held outside of their specialty area. When an employee

obtains all five residential certifications, he/she will be ieclassed into the Residential

lnspector classification.

3)lnadditiontocertificationpay,employees-participating.inacityapproved
training program while employed by th'e city of 

'Eugene 
will be given a one- time

bonus--for successfully obtaining certification as follows:

r Electrical Certification $500 bonus

. Plumbing, Structural, or Mechanical certification $300 bonus

4) Employees in the Residential lnspector classification who possess A-level

certifications änd are assigned relateä A-level inspections will receive certification

pay in addition to their base pay as follows:
¡ ' Electrical certification $8O/month
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Plumbing certification
Structural certification
Mechanical certification

$80/month
$30/month
$30/month

b Fleet Service Technicians
1) Four levels of certification pay is available to all employees in Fleet Service

classifìcations, using one of four career path options outlined in the EW
Certiflcation chart tñat is on file. Monthly certifìcation pay by level will be as

follows:
. Level 1 $50
. Level 2 $100
. Level 3 $150
¡ Level 4 $200

2) To advance to higher classes, the employee must meet- the minimum

requirements of the ñigher classification and be performing satisfactorily in their

cuirent class. Employees who qualify must submit a written request to the City to

advance outlining théir qualifications. lf approved, advancement will be effective at

the beginning õt tne following pay period after the receipt of the request.

Employães riill receive a oné-steþ increase upon advancement and their

merit/review date will be reset.

15.10

15.11

MARKET REVIEW
ln fiscal year 2017 (July 1, 2016 through June 30, 2017), the City will initiate. a

compreheñsive markei reúiew based on mutually agreed upon (between the City and the

Union) benchmark classifications. Comparable markets will be identifled by the party

condu'cting the review, with agreement from the City and the Union. Prior to
implemen[ation, the City and the Union will both be given adequate time to review and

reépond to the proposed results of the review. Previous agreements stipulated a response

period of 30 days,'but given the volume of reviews being completed, both City and Union

ägree that reasonableiexibility in timelines associated with the review will be needed,

wiile also acknowledging a shared value in a timely resolution of the review.

The results of the review will be implemented in fiscal year 2018 and made retroactive to

July 1, 2017 . lf the market review demonstrates that a classification is more than 5% but

lesô than 10% below market, it will be adjusted one salary grade. lf the market review

demonstrates that a classification is more than 10% below market, the City will make

every effort to implement pay adjustments in fìscal year 2018. However, based on overall

budget impact, the City may impiement the salary adjustm,ents using.a "least cost" method

depãndeni on overall budget impact, wherein the classification will be adjusted by.ol9
saiary grade salary grade effective July 1, 2017 and by any additional salary grade(s)

effective July 1 ,. 2018.

CLASSIFICATION STUDIES
a. Classification studies may be initiated in various ways. The City will notify the Union

of its intent to initiate a étuOy, the Union may request a classification study, or parties

may mutually agree to speðific classifications to be reviewed during the life of the

contract.

b. The parties have mutually agreed on the necessary steps to conduct classification
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c.

d

studies. These steps generally include: scoping and developing a timeline for the study'

initiating the study 
-with jòint employee meeting(s), and information gathering'

includiñg market comparisoni from agreed upon jurisdictions. The timeline to complete

a given-study depend's in part on the size and scope of the study to be conducted. At

thõ beginning oi each study, a timeline is mutually developed by the City and the

Union ãnd cõmmunicated to all affected workers. After the information is analyzed, the

City will develop a proposal and submit it to the Union'

The Union has thirty (30) days to respond to the City's proposal' The parties agree-

to work together to resolve issues and concerns raised by workers during the review of

the City's proposal. Unresolved issues or differences shall be referred to mediation or

through the grievance Process.

The City and the Union will work jointly to complete a classifìcation study for the

Wastewâter Tech series. Results of this classification study, which may include a re-

design, willthen be included in the comprehensive market review (see 15.10). The City

and 
-AFSCME will work collaboratively to support a fair classification study with

information from the Union's Research Coordinator.

Article 16 HOURS -- OVERTIME

DEFINITIONS
a. Work Day: The work day is a period of twenty-four (24) consecutive hours beginning at

tnã 
"rpiõy""'s 

regularly scheduled start time. Full-time work days are defined as the

eight (ti) tô ten (tó) hour period beginning at the employee's regularly scheduled start

time.

b. Work Week: The work week is defined as a fixed and regularly recurring period of one

hu"dt€d s'txfy-eight (168) hours - seven (7) consecutive twenty-four (24) hour periods'

The work weeli for' all bargaining unit employees will normally be from 12:01 a.m.

Sunday to midnight Saturday. The alternate work week for the Wastewater Operations

Sectioñ shall be maintained during this Agreement. The beginning and ending of the

work week may be changed, provided thai the change is intended to be permanent

and is not désigned to- evaäe overtime compensation in accordance with state and

federal laws. Onãe the beginning and ending time of an employee's work week is

established, however, it remã¡ns fiied regardless of how many hours are worked within

the week. Full-time employees work forty (40) hours per week'

c. Work Schedules: Work schedules are the work days, days off' and hours of work

ident'fied in a work week for each individual employee. lt is understood that any

change in the assigned hours of work, days off, work days' or. work shift constitutes a

chanle in the work-schedule, except for overtime and flexible time as defined below.

d. part-Time Emplovees: Part-time employees are those who are scheduled to work at

least half the availa¡le nours, but less than all the available hours, in a pay period or

at least twenty (20) hours, but less than forty (40) hours, per week'

1) Part-time employees will be designated in the payroll system with a specific

number of regulárly scheduled hours per work week. The number of actual hours

will be reviewed quarterly to ensure that employees are being accurately

designated for benefit Purposes.
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16.2

Z) Part{ime employees may work additional hours in a different City job in either a

regular or temporary poêition. Employees who are working in two (2) different

poiitions are 
'required to give notice to both supervisors regarding their

employment in a different capacity.

e. Overtime: Overtime means time worked beyond eight (8) hours per day, except as noted

Oelow ¡n g., and contiguous with an employee's assigned work schedule; or those hours

worked in excess of forty (40) hours for the applicable work week.

1) "Hours worked" for the purpose of determining if an employee has worked in excess

of forty (40) hours in a woik week is defined as the time an employee is perform.ing

assigneà d'uties or is utilizing an accrued leave balance, such as Vacation, Sick'

Compensatory Time and PTO (Recreation Activity Employees only)'

2) Other forms of paid leave provided by the City that will be considered hours worked

for the purpose of determìning if an employee has worked in excess of forty (40)

hours in a work week are Legal Holiday Taken, Jury Duty, Compassionate Leave

and Military Leave.

3) Under no circumstances will time recorded as unpaid, such as Unpaid Absence o.r

Voluntary Furlough, be included as "hours worked" for the purpose of determining if

the empl-oyee has "worked" more than forty (40) hours in a work week'

4) Any time recorded as Paid Administrative Leave (Earnings Code ABS) will not be' 
inciuded as "hours worked" for the purpose of determining if the employee has

"worked" more than forty (40) hours in a work week.

S) ln the event an employee has time recorded in excess of forty (40) hours in a work

week, but a portion of ihose hours do not qualify for overtime as defined herein, the

time in excess of forty (40) hours that does not qualify for overtime pay will be paid at

the employee's regular hourly wage rate.

f. Extra Hours: Extra hours are defined as time worked by a part-time employee

belrond the regular schedule but not beyond eight (8) per day, except as noted below

in g., or forty (40) per work week. pârt-time employees who work extra hours w1h

lesð than 24-hours'notice will receive overtime for any hours assigned that are not

continuous with their shift.

S. Alternate Work Schedule: lf employees work an alternate work schedule (see-@regular.scheduleismorethaneight(8)hoursaday,
overtime will be paid for all hours beyond the regularly scheduled hours.

h. Continuous Operations: Continuous operations are those operations for which work

is regularly scheduled seven (7) days a week, for twenty (20) to twenty-four
(24) hours per daY.

OVERTIME COMPENSATION AND OPPORTUNITIES
a. Employees required by the City to work overtime shall receive overtime payment at

on"-"nd-on"-nàn I Uà¡ times their regular base rate of pay for all time worked for one-

tenth (0.10) of an hour or more.
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b.

c.

tn providing compensation to employees who have worked overtime, the City will grant

the emploiee's þreference in thb granting of compensatory time at one-and-one-half

(1-112) 
'tinies th'e hours of overtime worked or the payment of premium pay' as

òpecified above in 16,2.a,except for overtime hours worked on a federal aided project' All

oiertime worked on federal aided projects will be compensated as premium pay'

Employees may accumulate up to one hundred twenty (120) hou.rs of compensatory

time eicept in those work sections where a lower cap is operationally required'

Except in instances where a special project is being completed or special skills are

required, every reasonable effort will be made to distribute overtime equitably amgng

emptoye'es in a work unit, section or division and classification in which overtime

ociurs. lf disagreements ar¡se under th¡s section and evidence exists indicating an

inequity, a reasónable time will be allowed the City to adjust overtime distribution'

ln the event that sufficient personnel do not accept the offered overtime on a

voluntary basis or in the event of an emergency situation where time is of the

"rsen"" 
in executing the overtime work, the addítional perso.nnel'..as are deemed

necessary by the Cityl may be required to work overtime on an assigned basis'

Overtime hours worked shall be authorized in advance by a supervisor' The

working of overtime hours without authorization may result in discipline.

Employees working two (2) hours of contiguous overtime shall receive a fifteen (15)

minlte break periõd. fmþt'oyees working ór scheduled to work more than four (4)

hours of contiguous overtime shall receive a meal period in addition to a break period'

ùLàlr ruy te provided by the City, according fo current policy, in unscheduled

overtime situations, when thé emptoyeä is not provided with enough advance notice of

the overtime to make their bwn meal arrangements. Authorization to pay for

àmptoyee meals during overtime must be made in advance by the supervisor in

;hä;gé Scheduling of- break and meal periods will occur in conformance with

operätionat requireñrents. Compensation for the meal period shall be in accordance

with applicable law and this Àgreement. ln callback situations, employees-will be

frouiOdd breaks and meals under-the guidelines for regular shifts outlined in 16'3'9'

Employees who are required by the city to respond outside regular hours to

inqü¡ri,í. on work relateó subjeits using iheir technical expertise, except contact

reläted to scheduling, call back or absencès, will be compensated for their work time

and guaranteed timJand one-half for a minimum of one-half (1/2) hour.

Nothing in this Article shall be construed to require overtime 
-payment 

at a rate more

than one-and-one-half (1-112) times an employee's base rate of pay, except forworking

oveftime on a holiday as provided in Article'17'10.

d

e.

s

h.

16.3 WORK SCHEDULES
a. Work schedules of employees who work in a work crew situation shall be posted on

bulletin boards in consiicúous places available to employees' Employees who. do not

work in a work crew situation witt ¡e given written notice of their work schedules.

b. The Union recognizes the City's right to determine work schedules based on its

assessment of opåãtio*l reqúiremeîts. The City recognizes its obligation to. avoid'

where practicable, work schedule changes which result in expressed undue hardship to

an affected employee' 
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c. Work schedule changes of more than two (2) hours will normally be made only after

five (5) days notice is given to the employees. Work schedule changes of two (2) or

less hours will normally be made only after thirty-six (36) hours notice is given to the
employees. The changes will be subject to consultation with the Union and

employees upon request.

The City may decide in any situation that it deems an emergency to change work

schedules with less than the required notice. Any work schedule change, including

emergency work schedule changes, without the required notice will result in the

emplõyee(s) affected being paid at the overtime rate for hours worked outside their old

work schedule for the first day of the new work schedule.

lf a work schedule change does not allow a break of at least twelve ('12) hours

between the old and new work schedules, the affected employee(s) will receive

compensation at the overtime rate for all hours of the new schedule that fall within the

required time off period.

Any non-emergency work schedule change of more than two (2) hours that requires a

full-time employee to work more than six (6) days without at least twenty-four (24)

hours off wiil result in the employee being paid overtime for all hours worked until she

or he receives the twenty-four (24) hours off.

Employees whose shift is over 2 hours but less than ten (10) hours shall be

entúleð to a fifteen (15) minute break period near the mid-point of every four (4) hours

of work. Employees who work a ten (10) hour work schedule will be entitled to a twenty
(20) minute break period near the mid-point of every five (5) hours of work. Employees

ènâlt ¡e entitled to a meal period of at least thirty (30) minutes, at, or near, the mid-
point of the work shift, if more than fve (5) hours of work is scheduled. However, the

meal period for an employee whose regular shift is scheduled for more than five (5)

hours, and up to six (6) hours, may be waived if an employee's request not to take a

meal period is approved by the supervisor.

The City shall make a good faith effort to avoid split work shifts (work shifts

separated by a break of more than one hour). When split work schedules are

required, a two (2) hour minimum will be guaranteed for the second portion of the work

shift. Compensaiion for the meal period shall be in accordance with applicable law and

this Agreement.

d.

e.

s

h.

16.4

16.5

FLEXIBLE SCHEDULING
Eligibility for overtime compensation for hours worked in excess of eight (8) hours in a day

miy newaived if mutually agreed to, where the hours are exceeded on one (1) work day

and an equivalent amouñt of time is being taken off within the same work week. lf the

supervisor requests that an employee flexes time, the employee has the right to refuse' See

also articles 16.1(e), 16.1(0, and 16.5.

ALTERNATE WORK SCHEDULE
The City may establish an alternate work schedule for the work week, such as four- nine

(a-g)-hour days and one-four (1-4)-hour day or four-ten (4-1O)-hour days, but not solelyfor
ihe 

'purpote of avoiding overtime. The City agrees to make good faith efforts to

accommodate an employee's request for an alternate work schedule within the context
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16.6

16.7

16.8

16.9

16.10

of operational requirements. See also article 16.1(g)'

EXTRA HOURS
ih" CitV agrees to offer extra hours of work to regular part-time employees in a work unit'

sec¡on,'or-division and classifìcation when feasible' especially when the need is known in

advancã so scheduling can be worked out efficiently. Part-time employees desiring. extra

ñàurs snall be obligatðd to provide written notice specifying when, they will be available to

their supervisor. Wñenevài it is operationally feasible, the lupervisor will post the blocks of

t¡me avä¡la¡le and assign them to those who have expressed an interest on a rotational

basis. Consistent with íA.Z.c, every reasonable effort will be made to distribute extra hours

equitably among eligible employees'

CODING PARTIAL HOURS WORKED
Ãny partial hours worked by employees, including overtime, shall be rounded to the

nearest one tenth (0.10) of an hour.

STANDBY
ã. Employees who are designated by the City to be o.n off-duty.training status and .who

ãrà' requireO to be- acceðsible to the City by telephone or other telecommunications

device shall receive ã itanouy premium adjustment of one (1) hour straight time pay. for

each ten (10) hours designaieO to be on standby status. The one (1) hour straight

time pay'snã¡l Oe prora-ted for employees who are designated to be on standby

statustor any hours less than ten (1d). Êmployees shall not be designated to be.on

standby statús for less than four (4)'hours. denerally employees will not be required

to be ón standby móie tnan iourteìn (14) continuous days, unless there is a compelling

business reason to do so'

b. The standby pay will be in addition to any callback pay for which an employee is

entitled under this Agreement.

c. Standby pay will be given for the actual off-duty hours. designated as standby'

including äsõigneO stanðny during lunch periods, but will not include any time that the

employðe is wãrking overtime contiguous with their work shift'

CALLBACK
ln instances of callback, two (2) hours of overtime will be guaranteed. This eligibility applies

to work that is not coniiguouå with the shift and may lequire physical return to a work

site.

ln cases when an employee has access to equipment to allow for remote response, and when

these employees are nót Oesignated to be on stand-by, they may choose to respond to a

callback and be compensatedfor callback as described in 16.9 without being required to

physically return to the worksite.

Under callback, the off-duty employee is not obligated to respond to communication from the

City or perform requestãã *ort .'lni" differs fiom the obligations when an employee is

designated on standbY (see 16.8)

SHIFT DIFFERENTIAL
à. Employees who have a work schedule where the majority of the hours [one-half (1/2)
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17.1

17.2

17.3

or more of the scheduled hoursl worked are between 6:00 p.m. and 8:00 a.m. will

receive a shift differential of eighty cents (80d) for all hours worked in the shift.

b. Employees who are required to have a work schedule of more than an eight (8) hour
work shift will receive shift differential if four (4) or more hours are scheduled to work

between 6:00 pm and 8:00 a.m.

c. lf an employee is assigned to a shift which qualifies for shift differential for at least one

(1) full pay period, the shift differential pay will be calculated on a bi-weekly basis as

an addiiion to the base rate of pay. Employees who have a regular work schedule that

includes varying hours will receive shift differential for only those shifts that qualify.

Ar.ticle 17 HOLIDAYS

The City observes the following holidays :

a. NewYears-January 1

Martin Luther King Day-Third Monday in January
Presidents' Day-Third Monday in February
Memorial Day - Observed last Monday in May
lndependence Day*July 4
Labor Day - First Monday in September
Veteran's Day * November 11

Thanksgiving * Fourth Thursday in November
Friday following Thanksgiving
Christmas Day-December 25

b. For general City operations which are not continuous, holidays are observed on the

preceding Friday, if they fall on Saturday, and on the following Monday, if they_fall_on

bunday, unless the operation is scheduled to be open on the actual holiday. For City

operations that would generally be open on a Saturday or Sunday, when Saturday or

Sunday is the actual nbtiAay, and the operation closes, that day will be the observed

holiday.

c. For employees working in continuous operations, the holiday is always the actual day of

the holiday.

ln order to qualify for holiday pay, an employee must have worked the last scheduled work

day before and the first scheduled work day after the holiday, or have been on authorized

leaïe w1h pay, or on authorized leave without pay of not more than fifteen (15) calendar

days.

Holiday pay for full-time employees is valued at eight (8) hours. For full-time employees

who aie'required by the City to work an alternate schedule, the value of the holiday will be

equal to the hours normally ðcheduled for that day. Employees who are working an alternate

work schedule that is noi required by the City will be allowed to flex their time during
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17.4

17.5

17.6

weeks which include holidays if there is work available for them outside their normally

scheduled hours and they are not needed by the city to work the holiday

MONDAY THROUGH FRIDAY OPERATIONS
a. Working A Holiday: A full-time or part-time employee shall receive compensation for all

hours she or he is required to work on the holidáy at one-and-one- half (1- 1/2) times

the established straighitime rate in addition to her or his regular holiday pay. Employees

can choose compeñsation in the form of compensatory time or paid time, consistent

with the operation's service and budgetary requirements'

b. Holiday Off: When a holiday falls on a full-time or part-time employee's scheduled day

otf¡f,e last normally schåduled workday before the holiday or the first normally

scheduled workday áfter the holiday, whichever is closer, shall be observed as the

holiday.

MONDAY THROUGH SATURDAY AND MONDAY THROUGH SUNDAY

OPERATIONS:
a. Workinq A Holiday: A full-time or part-time employee shall receive compensation for all

hours she or he is required to wòrk on the holiday at one- and-one-half (1-112) times

the established straighi time rate in addition to her or his holiday pay. Employe"g c9l
àhoo." compensatioî in the form of compensatory time or paid time, consistent with

the operation's service and budgetary requirements'

b. gperation Closes For Holiday: When an operation closes. in observance of a holiday'

ffitimeorpart-iimeemployee,sscheduledworkday,the
employee shall have the day off as a paid holiday'

c. Holiday Off: When a holiday falls on a full-time or part-time employee's scheduled day off'

the h"lid"y time wilL be ban'ked to be used within the fiscal year or be paid at straight time

iôi m" noú¿"y within the fiscal year. lf the banked time is not used or paid for during the

fiscal year, it will ¡e paiJ off witn the rate effective on June 30th but can be taken up to the

end of the pay period including July 1.

d. Alternate Day Paid off: ln any circumstance where a banked holiday is granted .and
@theemployeetimeoffduringthefiscalyear,thetimewillbe
paid off, as described in 17.5.c.

HOLIDAY PAY FOR PART-TIME EMPLOYEES

a. Holiday pay for part-time employees shall be pro-rated. to their regular work

schedúle.'tt-a part-iime employeå is scheduled to work more hours on a holiday than

she or he is entitled to receiuel the City will grant the employee the option of taking.the

additional hours as fersonal i""uu oi leavé without pay, or working the equivalent

number of hours on ã oir"tunt day during the pay period unless no work is available'

b. The number of holiday hours for which a part-time employee in the bargaining unit

shall be eligible ¡s nasåd on a weekly average of the sta.ndard hours designated in the

óãVio¡ ry.tËrn. The amount of standãrd houis will be reviewed quarterly in the months

bt npril, 
-July, 

October, and January of each year and- adjusted to reflect any chang.es

in ttre emptôv""'r-i"g!ái schedule. (For purfoses of this calculation, vacation, sick

AFSCME contract [29]



leave, compensatory time, or other forms of paid leave, shall be counted as hours

worked.) The number of holiday hours for new part-time employees will be based on

their projected regularly scheduled hours.

17.7

17.8

17.9

18.1

CONTINUOUS OPERATIONS
a. Working A Holiday: A full-time or part-time employee shall receive compensation for all

nours s¡re or he is required to work on the holiday at one-and-one- half (1- 1/2) times the

established straight time rate in addition to her or his regular holiday pay. Employegs c9n

choose compenðation in the form of compensatory time or paid time, consistent with the

operation's service and budgetary requirements. For employees who work a shift where

the majority of hours fall between 2:00 p.m. and 6:00 a.m., the work day is the date their

shift begins.

Holiday Off: When a holiday falls on a full-time or paû{ime employee's scheduled

daftñ, the employee can eiiher choose to bank the holiday time to be used within the

fìsóal year or ne páid at straight time for the holiday within the fiscal. year. lf the banked

time iinot ilsed or paid for during the fìscalyear, it will be paid off with the rate effective

on June 30In but can be taken up to the end of the pay period including July 1.

HOLIDAY OVERTIME
Employees who work overtime, as defìned in Article 16.1, on an actual holiday, notthe

o¡s'erv-eO holiday, will receive two (2) times their regular rate of pay for all overtime

hours worked. Tñe day will be determined by when the employee begins working.

RELIGIOUS BELIEFS ACCOMMODATION
Employees who have a religious belief that requires them to be a.bsent from work on

certaií religious holidays shãuld work with their supervisors to schedule the time off.

Employees-may use théir vacation, compensatory time, or flex time for the day, depending

on the situation.

b.

Article 18 VACATIONS

VACATION ACCRUAL SCHEDULES
a. The schedule is as follows:

Length of Continuous
Service in Years

Full-Time Bi-WeeklY
Accrual Rate

Full-Time Annual
Accrual Rate

less than 2 3.692 hours 96 hours

2 but less than 5 4.308 hours 1 12 hours

5 but less than 10 5.231 hours 136 hours

10 but less than 15 6.154 hours 160 hours

15 but less than 1 9 6.769 hours 176 hours
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19 but less lhan 24 7.385 hours 192 hours

24 and over 8.308 hours 216 hours

b. The schedule for employees required to work a 4/10 schedule for a full pay-period is as

follows:

Length of Continuous
Service in Years

Full-Time Bi-Weekly
Accrual Rate

Full-Time Annual
Accrual Rate

less than 2 3.846 hours 100 hours

2 but less than 5 4.462 hours 116 hours

5 but less than 10 5.385 hours 140 hours

10 but less than 15 6.308 hours 164 hours

1 5 but less than 19 6.923 hours 180 hours

19 but less than 24 7.538 hours '196 hours

24 and over 8.462 hours 220 hours

18.2

To qualify, the employee must be required to work the 4/10 schedule for a full pay period'

Op¡ånal ¿/10 scheOules are not eligibie. lf the employee works a required 4/10 schedule for

lãls t¡un a full pay period or returns io a 5/8 scheduie d'uring the pay period, the accrual rates in

18.1 .a will apply for the full pay period.

c. Vacation will accrue each bi-weekly pay period based on hours of work and paid leave

time coded, in accordance with ihe accrual rates indicated above. Employees may

not use vacation accruals during the first six (6) months of continuous service. Accrued

vacation may not be used until ihe completion of the pay period in which it is earned.

d. when using personal leave hours (vacation, compensatory time, or banked holidays)'

part-time eñ.rþtoyees will code vacation hours according to the scheduled hours to be

worked Per daY.

Employees are encouraged to plan and use vacation time when available, except that .an

"röfoí"u 
reaching *"*i"*ur aöcrual shall be given reasonable notice to schedule vacation
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18.3

18.4

time off. lf the City is unable to allow an employee vacation time off, she or he shall be paid

for the vacation time at her or his current rate of pay.

Employees are allowed to accrue up to four hundred forty (440) hours of vacation time.

Employees terminating after six (6) months of continuous service with vacation accruals

sfiaìt Oe paid all accrued vacation hours up to two (2) times their current annual accrual

rate at the employee's pay rate at the time of termination.

Employees promoted or transferred shall retain all rights to vacation accrual and

eligibility that they enjoyed prior to their transfer or promotion'

Each employee may exercise seniority one time each year in the scheduling of a single

vacation 
'perioO on tne vacation schedule established by the department. lf senior

employees do not exercise their right to request the same days off within a reasonable

period- of time, the supervisor may approve the time off. lf a conflict occurs between

äpproved, scheduled vacations and' senior employees scheduling days off outside of the

vacation schedule, employees with approved vacations will be given preference' ln cases

of involuntary transfer, no employee shall lose a previously approved vacation'

Employees who have fìfteen (1 5) or more years of continuous service shall have the option

of ðas'tring out a maximum of Îorty (40) hours of accrued vacation when a minimum of

forty (40)'hours of vacation are taken in that fiscal year. Employees must have a balance of

at lêast eighty (80) hours of vacation after using the options above. This cash-out may be

requested only once per fiscal year and is subject to availability of funds.

AÉicle 19 TOOLS AND EQUIPMENT

Employees in the classification of Fleet Service Technician must supply their_own tools

"nO' 
équipment unless required tools or equipment are unique to the City's work

rãqu¡rements. Personal toois or equipment shall be in good repair at the time of

employment or when this Agreement becomes effective. The City will provide _any
speciai tools or equipment. The City shall provide a tool and equipment allowance to Fleet

Service Technicians of twenty five dollars ($25) per pay period.

Employees using City tools or equipment who damage them due to proven negligence. or a

deli'beiate act máy be required to reimburse the City for the cost of replacing the materials.

The City may require safe work attire. lf an employee is required to wear protective

clothing 
- 
or any type of protective device, excluding garments and footwear used by

"rþtoy""t 
ut itut. of pàrsonal apparel, it will be provided by the City. The City will

p.iiOä rain gear, rubber boots, and climbing boots to employees where reasonably

required based upon their job duties.

PROTECTIVE FOOTWEAR
a. protective Footwear Provided by the City: Protective footwear provided by the City is-

not intended to be worn off{he-job or to and from home and remains the property of

the City. This footwear is typicãlly stored at the worksite or in a work vehicle. The

footwear allowance for emþioyee-provided footwear is in addition to any protective

footwear or Personal Protective Equipment provided by the City.
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b.

c.

d.

Specialty Boots-Employees may also require safety-rated footwear for protection from

specific types of hazards, such as electrical hazards, and for specific uses, such as tree

ciimUing. in these cases the City shall provide or will reimburse employees for this

footwear at no cost to the employee.

Protective work shoes or boots: For employees who, when working, may enter areas

where there is a danger of foot injury due to hazards such as objects piercing the sole,

uneven ground or rolllng objects, employees shall receive an annual payment of $130, in

July of éach year. New employees will receive a pro-rated annual payment until they
qualify for the full annual payment.

Safety toe work shoes or boots: For employees who, when working, may enfer areas

where there is a danger of foot injury due to impact and/or compression, hot substances,

hot work surfaces oi corrosive or poisonous material, and/or slippery or wet surfaces,

employees shall receive an annual payment of $182 in July of each year. New

emþtoyees will receive a pro-rated annual payment until they qualify for the full annual

payment.

Employees have the option of receiving a cell phone allowance in lieu of the use of a City

cell phone under the following circumstances:

a. City management has determined there is a business need for the employee to use a

cell phone for work related purposes;
b. City management has determined providing the allowance in lieu of a City cell phone

is a viable and cost effective option for the City:

c. The employee prefers a cell phone allowance in lieu of being issued a City cell

phone, and;
d. The employee agrees he/she will be responsible for the purchase 

- 
and

maintenancs of the 
-phone 

and any accessories used and for paying any costs of the

service.

The amount paid to employees who have been approved for a cell phone allowance by the

City will genàrally be twenty five dollars ($25) per month. lf the cell phone co-sts for. an

individual- employee have ñistorically been significantly greater than twenty five dollars

($2S), the City may choose to grani the employee a cell phone allowance of forty dollars

($a0) per month.

Article 20 INDUSTRIAL ACCIDENTS AND ILLNESS

The City provides workers' compensation benefits in accordance with state law for all

emptoyees for injuries and illnesses arising out of, and in the course of, employment with

tne' iity of Eúgene. Benelts will be administered in accordance with Workers'

Compeniation Law and Administrative Rules of the Workers' Compensation Department

or itó successor. Complaints arising under provisions of Workers' Compensation Law or

Rule are not grievable but are to be addressed through procedures established by the

Workers' Compensation Department, State of Oregon, or its successor.

Employees who sustain an injury or illness compensable by workers' compensation, and

wnó áre eligible for workeré' ôompensation temporary disability benefits, will receive

wage continuätion in lieu of temporary disability benefits, which will ensure the employee's
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20.3

20.4

20.5

20.6

21.1

21.2

regular take-home pay, so long as the temporary disability benefits are due on the

claim. The wage continuation and the insurance benefits continuation provided in Articles
21 and 22 will be available for a period of one hundred eighty (180) calendar days from the

date the workers' compensation claim becomes disabling, as defìned by Workers'

Compensation Law.

lf an employee is off work beyond the one hundred eighty (180) calendar days from the

date the claim is classifìed as disabling, she or he may use her or his accrued vacation,

holiday, compensatory time, and sick leave at her or his discretion in addition to workers'

compensation temporary disability benefits, up to the level of her or his normal take-home
pay, until the leave time is exhausted.

Medicat progress reports may be required to the extent allowed by Workers'

Compensation law prior to approval of any industrial accident or illness payments. lf the

City has offered light duty work for which the employee has been medically released, the-

employee must accept the light duty assignment or may have loss or reduction of
disability benefits as allowed by the Oregon Workers' Compensation Division.

Employees continuing on disability income, who no longer are eligible for the supplemental
payments noted in Articles 20.2and 20.3 above, may continue their City health and accident

and life insurances by pre-paying the appropriate amount to the City monthly'

Employees are allowed reasonable time away from work, including reasonable travel time,

to seek treatment for an injury or condition covered by workers' compensation.

Article 21 HEALTH INSURANCE

The City shall provide medical, dental and vision benefits for eligible employees for non-

occupational injuries and illnesses as described in the Employee Benefits Handbooks. All

employees and their dependents are eligible for coverage on the first of the month following

the employee's date of hire.

All employees covered by this Agreement will share in the cost of health insurance as

follows:

a. Effective September 1,2016, full-time employees (32 hours and above) and part-time

employees who elect employee only coverage will pay eight percent (8%) of the total cost

of t'he premium for health iniurance under the City Health Plan or the City Managed Care

Plan or four percent (%) of the total cost of the premium for health insurance under the

City Hybrid Plan. During the life of this contract, in the event that the annual healthcare
premium increases by 30% or more, either party may choose to re-open the contract to

re-negotiate the annual premium share and plan design'

b. Beginning with the pay period which includes September 1, 2016, premiums shall. be

baðed on tiered rates fôr single, two-par1y, and family coverage. Prior to implementation,

health plans and contributions from the previous contract will apply.

c. Premium cost sharing will continue as a pre-tax health insurance deduction which will

be reflected on employees' paychecks as a deduction, as allowed under IRS

regulations.
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21.3

21.4

21.5

d. Plan design changes will be implemented as outlined in Appendix H'

Employees who work a schedule of less than thirty-two (32) hours per week are

reqriréO to pay for a portion of their health and accident insurance prorated to their work

schedule. Part-t¡me employees who elect employee-only coverage will pay the cost

specified in 21.2 above. The employee's contribution to health and accident insurance

premiums shall be based on the following levels:

Tier Standard Hours Employee Contribution

Tier 1
32.0 - 40.0
hrs/week

Same amount as for full{ime employees as

defined in the Agreement

Tier 2 24.0 - 31.9
hrs/week

25% of full-time premium, based on a tiered
rate (two-party, familY)

Tier 3 20.0 - 23.9
hrs/week

50% of full-time premium, based on a tiered
rate (two-party, familY)

The City's contribution to health and accident insurance premiums for part-time employees

will be based on the standard hours designated in the payroll system. The amount of

standard hours will be reviewed quarterly in the months of April, July, October, and

January of each year. lf it is deteimined that an employee is working more than. their

standard hours on average, the City will change their work status to reflect the additional

hours.

DEFAULT ENROLLMENT

a. For new employees, if the employee does not submit a health plan enrollment form

to the Benef1s-Program within sixty (60) days of date of hire, the Benefits Program

will automatically en-roll the employée'in'employee-only coverage in the City's Default

Health plan and will notify the employee of the automatic default enrollment and

required payroll deduction. This does not apply to employees who opt out of the Benefits

Program within sixty (60) days of hire.

b. The employee will have an additional two calendar weeks immediately followinq t¡"1f

sirty (60) 
'day initial enrollment period to enroll eligible dependents in the Default

Health Plan.

c. The City Health Plan (PPO) will be the City of Eugene's .Default Health Plan.

Employees enrolled in the City Health Plan through default enrollment will be

required to pay the standard payroll deduction required in the contract.

d. Employees will not be able to change from the Default Health Plan until the next Open

Enrottment or mid-year qualifying event enrollment' as provided for in the Plan

Document.

e. Coverage will be effective retroactive to the fìrst of the month after the employee's date
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21.6

22.1

22.2

22.3

of hire, the same as if they had enrolled during their initial enrollment period.

f. Payroll deductions will be retroactive to the date they would normally have been

effective if the employee had enrolled during their initial enrollment period'

S. Payroll deductions will be applicable only for employees who have not opted-out of
health insurance coverage, and will be based on the period of effective coverage.

h. The employee will still maintain all rights with respect to mid-year enrollment as

outlined in the Health Plan Document.

BENEFITS STUDY GROUP
a. The parties agree to participate in a Benefits Study Group with other employee groups

during the term of this Agreement. The purpose of the Benefits Study Group is to:

1) Review existing benefits and study alternative approaches to providing benefìts for
City employees.

2) Offer a forum for employees to become more involved and knowledgeable about

their benefits, especially health insurance.

3) Monitor insurance plan costs and utilization.

4) Provide a mechanism for responsibly modifying benefits during the term of the
Agreement, with a focus on health plan cost containment.

b. The Union will consider modifications of the insurance plans recommended by the

Benefìts Study Group during the term of this Agreement; however, any such

changes shall be subject to mutual agreement between the parties.

Article 22 LIFE INSURANCE

During the life of this Agreement, the City will purchase a term life insurance benefit and

an aðcidental death and dismemberment benefit for covered employees. The scheduled

amount for each benefit is one times the employee's current annual regular rate of income

rounded off to the nearest thousand dollars or twenty-five thousand dollars ($25,000),

whichever is greater. Both benefits will be paid in the event of accidental death.

For part-time employees the "annual regular rate of income" will be based on the

amount of standard hours designated for the employee in the payroll system at the time

of loss. The amount of standard hours will be reviewed quarterly in the months of April, July,

October, and January of each year and adjusted to reflect any changes in the employee's

regular schedule.

lf an employee's status regularly changes from part-time to full-time each year due to
operational need, the employee's annual rate of earnings will be based on the number of

hôurs worked during the preceding twelve ('12) calendar months, or during the perijlof
employment if less than twelve (12) months, but not more than two thousand eighty (2080)

hours.
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22.4

22.5

23.1

23.2

23.3

23.4

24.1

24.2

24.3

During the term of this Agreement, the City shall parlicipate in the public employee

retireñrent plans for employels covered by this Agreement, providing benefìts equal to or

better thañ those proviO'eO by the puOt¡c Employees Retirement System (PERS)'

established in ORS Chapter 23tí and 238A, and in effect as of the effective date of this

Agreement, for employees covered by this Agreement. The retirement benefits provided

*il b" thor" defìned iñ ORS Chapter ãgA anO 2ggR anO may change during the life of this

Agreement if the statutes or administrative rules governing the public employee retirement

plãns 
"r" 

changed. The City will make contributions to the plans as required by law'

To the extent allowed by law, retiring employees shall receive credit for unused sick leave

for the purpose of calculãting f nal average salary for PERS retirement benefits.

The amount of each benefit will be reduced to sixty-five percent (65%) at age seventy

(70) and forty-fìve percent (45o/o) at age seventy-five (75).

The City will assume any increase in premiums during the life of this Agreement.

Article 23 RETIREMENT

Article 25 SAFETY AND HEALTH
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As of the date that an employee becomes a member of the public retirement plans'

lndividual Account Program'(lnp), tfre City agrees to pay six percent (6%) of each

àtigl5t" employee's salañ7, as òefned by ORS Cñapter 238, as the employee's contribution

to the employee's IAP account.

lf, during the life of this contract, the City's payment of the six percent (6%) employee

contribuiíon must be discontinued due to a change in state law or a final non- appealable

judgment from a courl of competent jurisdiction, the City agrees to negotiate with the Union

for a comparable level benefit.

Article 24 DEFERRED COMPENSATION

Employees who defer at least one percent (1Yù o1 their base salary to the .city's-
O"täuåO Compensation Plan each pay perioC witt receive an Employer contribution of

iwo percent d:1") o¡ the employees' ¡aáe salary for the pay period to the employee's pre-

tax deferred compensation account.

Eligible employees may enroll in the Deferred Compensation Program at any time'

Effective no later than October 1,2016, newly hired AFScME-represented employees will be

ãutàmatically enrolled in the City's default Defened Compensation Plan at the one percent

iiy"l "*ploy"e 
contribution rate ánd two percent (2%) empioyer co.ntribution rate, as described

in 2a.1. 
'Employees 

may choose to stop contribuìing to the plan by submitting a contribution

"n"ng" 
torm lsirspenOing tnelr deferral) to the Payroll Divisìon. Current.eligible employees. who

urá nät conÍibutiñg to th-e Deferred Cómpensation Plan will not be automatically enrolled, but

may choose to enroll at anY time.



25.1

25.2

25.3

25.4

25.5

25.6

26.1

26.2

The City acknowledges an obligation to provide a safe and healthy environment for its

employees, and agreés to do so in accordance with any and all applicable local, state, and

federal laws pertaining to health and safety.

The JLMRC shall maintain a Safety and Health Subcommittee to discuss issues of mutual

concern and make recommendations to the City Manager and Executive Managers

regarding the safety and health of City employees. The committee shall be composed of .an
eq-uat nLimner of City and Union representatives, not to exceed eight (8) persons. The Union

representatives shall be selected by the local Union.

The Safety and Health Subcommittee shall function as provided in OAR 437-001- 0765'

and shall develop its own goals and work plan of activities.

To the extent required by law, a Union and City representative of the Safety and Health

Subcommittee wilÍ be allowed to be present on any safety inspection conducted under the

auspices of the State Occupational Safety and Health Division, or its successor.

ln the event an employee feels that a work assignment may constitute a danger to her or his

health or safety, tñe employee must notify her or his supervisor as soon as practicable.

The supervisoi shall make a determination as to whether the work shall continue. lf the

problem is not resolved to the employee's satisfaction, she or he may raise the issue to the

bity's Loss Control/Environmental Piogram Manager. Employees may at any time file a

complaint under the procedures of the Oregon Safe Employment Act or its successor.

COMMERCIAL DRIVER'S LICENSE
a. The City will attempt to make assignments to commercial driver's license (CDL) holders

coveréd by this Agreement in ã manner that will ensure sufficient opportunity to

maintain ápplicablJ driving skills. lf an employee has not had the opportunity to

operate COt equipment within a six (6) month period of time or she or he is asked to

operate a type ót equipment for the first time, additional training will be provided.

b. Renewal of CDL licenses must be done on an employee's own time. CDL license fees,

including renewal fees, must be paid for by the employee. CDL holders are required to

pass a physical examination every two (2) years, in accordance with State Law.
'fmptoyeàs'are 

allowed to take their required physicals on City time. The Citywillpay
tor itre physical exam if it is performed by the City physician. lf an employee elects.to

have th'e þhysical performed by her or his own physician, the City will reimburse the

employee up to an ämount equãl to the current fee charged by the City physician for the

same exam.

Article 26 SICK LEAVE
To reduce the fìnancial burden of time off due to non-occupational illnesses and injuries,

employees accrue sick leave at the rate of ninety-six (96) hours for each full- time, full year

of service. Sick leave will accrue each bi-weekÍy pay period based on hours of work and

paid leave ¡me coded. There is a limit of nine hundred sixty (960) hours on the amount of

sick leave time that can be accrued. Accrued sick leave may not be used until the

completion of the pay period in which it is earned.

Sick leave may be used for personal illnesses and injuries, family illn-ess, as defined below

in 26.6, or foi qualified family and parental leave, under state and federal law' lt may be
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26.3

26.4

26.5

26.6

used in conjunction with Article 20, lndustrial Accidents and lllness and Article 27, Long'

Term Disability. Sick leave may also be used for qualified medical care provider

appointments. Employees must get prior approval from their supervisor for medical

aþþointments during work hours. 
-Whenever possible, appointments should be scheduled

ouisiOe work hours. lf medical appointments must occur during working no-*:'
employees may request to flex up to two (2) hours of the time within the work week' Sick

teaüe may nof ne used for illnesses or injuries resulting from outside employment'

Unused sick leave is not compensated for upon termination.

An employee requesting time off due to a non-occupational illness or injury or a

medical aþpointment müst charge the time to her or his sick leave accrual' lf an

employee 
'¡¡äs 

no sick leave time accrued, she or he will be placed on leave without pay

untäss an exception is granted by the City. Exceptions will be granted for chronic, long-term'

or catastrophic' illnessel anO may be considered for other extenuating circumstances by

written request. lf an exception is granted, the employee may use other available accruals

for sick leave purposes.

LEAVE DONATION
An employee who qualifies under the City's Leave Donation Program may receive time

donations 
- 
in catastrophic circumstances, such as a non-occupational life threatening

illness, major surgery, or debilitating illness or injury, which would result in the employee

going on íeave iv¡tnout pay for riore than a iwó (Z) week period, as specified in the

policy.

a. An employee is required to use all his or her sick leave and personal leave

accruals prior to receiving donations'

b. An employee who is receiving donations will continue to be required to use accrued

leave while receiving donations.

c. The employee who is receiving donations must apply for long term disability (LTD)

for any iitnéss or iniury that r".ritr in the employee being off work for more than six (6)

pay pêriods (12 wêeks). The LTD application must be completed,

sent, and ¡6rceived Ui tne City's iong term disability insurer by the end of the

rãi"n¡l tztn) pay period, or ihe emþloyue will no longer be eligible to receive

donations.

d. An employee who is in a qualifying domestic partner relation-ship, pursuant to the Cìty

policy ön 
-health 

insurance coverage, may receive donations for leave taken to care for

their domestic partner and family members'

SICK LEAVE FOR FAMILY MEMBERS
ln addition to qualifying time under state and federal law, employees may use up to three

(á) wãrking Oays oi s'ók leau" per occurrence because of an illness of a family member

when tne ärpioy"u'r presence is necessary for the care of the family member. Fa.mily

member, for purposes'of this provision, is defined as the employee's spouse' children'

parents, parents-in-la*, and thä employee's legal dependents, .or other individuals living

i"ìinin inä employee's personal nóusêtrolA. 'Family member" also includes domestic

J"rtn"r and the equivateÅt family relations for employees who are in a qualifying domestic

þartner relationship, pursuant to itre City policy on health insurance coverage' Exceptions to

ihe three (3) day limit may be granted by the City.
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26.7

26.8

26.9

27.1

27.2

VERIFICATION OF HEALTH CONDITION
The City may request a doctor's verification of an employee's condition of health. The
purpose of the doctor's verification is to ascertain if the employee is really unable to report

io work or to confirm that the employee is seeking treatment. When requested, the

enrployee must provide verifìcation satisfactory to the City's physician.

a. A doctor's verification of illness may be required by the City in cases of frequent use of

sick leave or when the pattern of sick leave usage indicates potential abuse of sick leave
privileges. ln determining whether such pattern suggests abuse of sick leave, the

supeÑisor shall consider the number of days per week and hours per day worked by

the employee and particular conditions of the job.

b. Verification may also be required in any circumstance in which the City determines

the employee'ð health status constitutes an obstacle to performing her or his

employment responsibilities. Verifìcation may not be used as a form of discipline.

c. Normal expenses, if any, resulting from verification of illness not to exceed the usual

and customary charges for a doctor's visit will be the responsibility of the employee.

Expenditures in excess of the usual and customary charges will be paid for by the

City, providing the employee informed her or his supervisor and receives approval for

the excess cósts prior to incurrence of such liability. The City will not be liable for any

expenses resulting from doctor's verification if the employee has abused the sick leave

benefits.

Part{ime employees will code sick leave hours according to the scheduled hours to be

worked per day.

The supervisor must be notified as soon as possible before, or at the beginning of,.the
scheduled shift when an employee needs to use sick leave, unless the supervisor gives

different directions or the employee has made a concerted effort to contact the supervisor

and has been unable to do so. The employee shall be expected to provide the notice

personally,

The Union and the City agree to work jointly and constructively to correct patterns of high

rates of absenteeism. ln the event the City has notified an employee that sick leave

absences are affecting her or his performance, the employee, the supervisor, or. the

manager may request inat the Union assist in a joint meeting with the employee to address

concerns.

Article 27 FAMILY MEDICAL AND PARENTAL LEAVE

Eligible employees may take family medical or parental leave as provided und_er the

fediral Family-and Medical Leave Act of 1993 (FMLA) and under the State of Oregon

Parental Leave Law (ORS 659.360) and Family Leave Law (OFLA) (ORS 659.560). See

the City's administrative policies for more information or contact Human Resources.

Family member, under FMLA, is currently defined as spouse, child, or parent. Under

OfLA, a family member is currently defined as spouse, child, parent, parent-inJaw, same-

sex domestic partner, grandpareni, or grandchild. "Parent" includes persons who have

day-to-day responsibilitiãs to care for and financially support a child or persons who had
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27.3

27.4

27.5

28.1

the responsibility for the employee when the employee was a child. 
. 
A biological or legal

relationàhip is nót necessary. Seê the City's administrative policies for the most recent family

member definitions.

DOMESTIC PARTNER MEDICAL LEAVE
Employees who are in a qualifying domestic partner relationship, pursuant to the City policy-

on health insurance 
"ou"irge, 

mãy take leave to care for the serious health condition of

their domestic partner or pìeople with the equivalent family relationships stated in 26.2

above.

a. The employee may take up to twelve (12) weeks of leave in a twelve (12) month period

under this'provisión if théy have not yet taken qualifying familY medical leave under

federal or state law in thã previous iwelve (12) months. lf they have taken family

medical leave, they may onty take domestic partner medical leave up to a total of

twelve (12) weeks-combined domestic partner and family medical leave.

b. lf an employee takes leave under this provision, the City will provide continuation of

health insurance during the twelve (12) week leave' unless the employee has already

received health insuraîce continuaiion for family medical leave during the previous

twelve (12) months.

LEAVE ACCRUALS
a. Eligible employees may use FMLA leave up to twelve (12) weeks in a twelve (12) month

peñod and'cóntinue tó receive their healih benefits in accordance with Article2l.

b. Employees may use sick leave, other personal leave, or, if they have exhausted paid

leave, may také a leave of absence without pay for the qualifying time.

c. Vacation and sick leave accruals will continue while the employee is on FMLA

except during any leave of absence coded without pay'

REQUEST PROCEDURE
Requests must be made to the employee's supervisor orally or in writing thirty (30) days

before the leave is to begin, if the läave is foreseeable. The employee should arrange the

leave schedule to minimlze disruption in the workplace, if possible. The employee may

direct any other questions to Human Resources.

Article 28 LONG-TERM DISABILITY

The City will provide a long-term disability benefit that conforms to the insuring

"jr""t"ntr, 
as ået forth in the 

-pre-existing 
Stándard lnsurance policy number 406871' for

¡ãrgã¡Àing únit members disabléd due to óf- or on{he-job injury or.illness' The long-term

ãùãn¡l¡ty 
"benefit will insure sixty percent (60%) of the employee's. base salary at the

timã of'tne disabling injury or illness (up to'$6,ObO permonth, and'.effective September 1'

ZOfO, rp to $7,50dpei month). Benefiis for eligible employees wìll begin accruing 
-after

n¡n"ty töOl dayi of iotal disabiity and will be aðministered according to the terms of the

ôåiùí. Èrpr"yâes etigible for long- term djsability benefìts shall not be terminated until one

[1) É"a nås iapseo irom the fiist day of total disability as determined by the insurance

òiä"¡Oàr. After ninety (Sô) Oays from ihe f1¡9! daV of total disability^as determined bv the

inrur"n." provider, t"he'-ãig¡OÉ employee will be ón leave from the City without pay unless

receiving the sick leave benefit as provided in this Agreement'
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28.2

28.3

28.4

29.1

29.2

29.3

29.4

29.5

29.6

30.1

This benefit shall be available for represented employees regularly scheduled to work at

least twenty (20) hours per week or half, or more, of the available hours in a pay period.

For part-time emptoyees, the "annual base salary" will be based on the amount of standard

hours designateO tór the employee in the payroll system at the time of loss. The amount

of standarð hours will be reviewed quarterly in the months of April, July, October, and

January of each year and adjusted to reflect any changes in the employee's regular

schedule.

lf an employee's employment status regularly changes from part-time to full-time each year

due to opeiational need, her or his monthly rate of earnings will be based on the average

number of hours she or he worked per month during the preceding twelve
(12) calendar months, or during ihe period of employment if less than twelve (12)

months, but not more than one hundred seventy-three (173) hours per month.

Health care coverage will be paid for by the City for any current employee on both LTD and

unpaid leave for a-maximum of one year from the date that they were deemed disabled

by the insurance provider.

Article 29 COMPASSIONATE LEAVE

ln the event of a death in the immediate family, employees are entitled to take up to three

(3) working days off for compassionate leave. Employees may be granted up to two (2)

àdO¡tional 
- 
working days by their supervisor, if warranted by the circumstances.

Compassionate leave should be taken within one (1) month of the death.

For purposes of this Article, immediate family is defined as spouse, parent,. step-

p"r"nt, '"t"'itd, 
step-child, sister, brother, niece, nephew, father-in-law, mother-in-law,

brother-in-law, sister-in-law, son-in-law, daughter-in-law, grandchild, grandparent,

trandparent-in-law, foster parent or legal guardian, or any person living in the affected

ãmptoyee's household. lmmediate family also includes domestic partner and the equivalent

tamity'relations for employees who âre in a qualifying domestic partner relationship

pursuant to the City policy on health insurance coverage.

The division manager may grant exceptions to the limitations defined above in Articles 28.1

and28.2 based on the situation.

Compassionate leave shall not be charged to sick leave accumulation.

Employees may be granted compassionate leave with pay of up to four (4) hours to attend

the'funeral of ã cowórker. Employees may also be granted leave with pay of up to four (4)

hours for other funerals if the employee is serving as a pallbearer.

Vacation, compensatory time, or holiday time may be used to.supplement compassionate

leave. ln som'e circumstances, the usê of sick leave in conjunction with compassionate

leave may be apProPriate.

Article 30 MILITARY LEAVE

ANNUAL TRAINING LEAVE
An employee with six (6) months service with the City who is a member of the National Guard
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30.2

32.1

32.2

32.3

or a reserve component of the Armed Forces of the United States is entitled to a leave of

absence for a peiiod not to exceed fifteen (15) days in any training year for annual active

duty for training. The training year coincides'with the federal fiscal year. The leave shall be

trrírt"O withou-t loss of pa!'or other leave, and without impairment of other rights or

benefìts to which the empíoyee is entitled, providing the employee received bona fìde

orders to active or training ãuty for a temporary peiiod, provides them to the City, and

returns to her or his positiõn immediately upon eipiration of the period for which she or he

was ordered to duty. Employees may use accrued personal time or leave without pay to

cover additional National Guãrd or reserve training leave, including weekend training.

MILITARY LEAVE WHILE ON ACTIVE DUTY
Employees called up for active duty will be granted leave without pay in accordance with

staie ãn¿ federal laws. See the City's administrative policies for more information or contact

Human Resources.

Article 3l WITNESS OR JURY DUTY

When an employee is called for jury duty or is subpoenaed as a witness under

circumstances beyonO her or his contró|, ãnd where the duties can be construed to be in the

pr¡i¡" ¡nt"t"tt, shL or he will be continued at full salary for the period of required service' All

monies received as witness fees or pay for jury duiy must be signed over to the City'

unless the fees are earned on an employee;s days off or during other authorized leave

with pay. Employees will be expected to report tó work when less than a normal work

Jay is iequirdo 6y jury or witness duties. Employees who have been required to report

ioi w¡tnes's or ¡úri duty outside their regular work schedule may adjust their work

schedule, on an hôur-for-nour basis, for aÀy time that occurs before or after their shift

hours, up to a maximum of their regularly ècheduled hours per day' unless there is an

operational requirement that precludes allowing the time off.

Article 32 LEAVE WITHOUT PAY

An employee may be granted leave of absence without pay for up to one (1) year when

the woik ót t'ter or his d'epartment will not be seriously handicapped by her or his absence'

supervisors ray 
"pprou" 

leave without pay of up to five (5) working days' Leav,e requests

beyond f¡ve (5i days must be in writing 
-and 

must establish reasonable justification 
. 
for

ãóóiou"l OV tÀé C¡tV. The requests musibe submitted to the City to allow reasonable time

for review. Response to ã rãquest should be given to allow an employee adequate notice of

its ¿epos¡t¡on [rior to me peiioO for which thl leave of absence is being requested' Union

repres'entation leave, as piovided in Article 7, shall be considered reasonable justification'

Fámily medical or parentäl leave will be considered reasonable justìflcation for approval of

i"qrá'rtr ør leave without pay which, notwithstanding any other provision of this

Agreement, shall be granted as required by law.

Employees on leave without pay for one (1) calendar month or more will not be eligible for

ãny inrur"n"e benefits p.uid"O under tÈre terms of this Agreement, except as required

by FMLA .

Except for military leave, family medical leave, workers' compensation leave, union leave'

or. oth"r statutoriy protected íeave, employees' credited years of service and seniority

ãates will Ue aO¡uóteO after thirty (3'0) days-on leave without pay to reflect a deduction of
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32.4

32.5

32.6

32.7

33.1

33.2

33.3

33.4

34.1

the time of a leave without pay. Employee's merit eligibility and performance review dates

will also be adjusted. Employees on leave without pay status will not accrue vacation or

sick leave.

Employees on an approved leave of absence may purchase City health insurance at their

own e*p"nse. The City may establish procedures for this purchase. Employees on family

medical or parental leáve sñall continue to have health insurance benefits paid as provided

in state and federal law.

Except for Union representation leaves as provided in Article 7, sick leave as specifìed in

Article 25, and Famiiy Medical and Parental Leave as specifìed in Article 26, employees are

generally required to use accrued vacation, holiday and compensatory time prior to going on

leave without pay.

ln the event an employee going on leave without pay requests to save some paid leave

time, the request must be mãOe in writing and must specify the reason for saving paid leave.

lf the request is denied, the denial shall be in writing.

Designated Union employees who take leave without pay for Union business as specified in

nrticie Z.S for fifteen (tS) calendar days or less will receive leave accruals at their current

rate for all hours on leave.

Article 33 PERSONNEL RECORDS

The City shall maintain records relative to each employee's performance, including merit

increasés, s, promotions, disciplinary actions, or other matters relative to the status of an

employee. The records shall be collectively referred to as the personnel file.

personnel files of all employees shall be treated in accordance with Oregon's Public

Records Law. Access to the þersonnel files shall be limited to authorized supervisory and

management employees, and those clerical employees responsible for maintaining the files.

Persoñnel files 
'sháll 

be available for inspection by an employee upon request' An

employee may, by written authorization, grant a Union steward or other representative. the

right io inspäct the employee's fìles. The employee or an authorized steward or

rãpresentativä may receiv'e 
-copies 

of documents or request a "certified copy" of the

employee's personñel file. A charge may be assessed for providing the copies. Nothjng in

tnis Aireemänt shall be construed as a waiver of the Union's right to information to which it

is entiied under the Public Employee Collective Bargaining Act (PECBA)'

All documentation must be dated before inclusion in the personnel file. Employees must

bã given the opportunity to sign any document relating to performance or disciplinary action

befõre it ¡s pläce¿ in the 
-emplôyee's personnel fìle. The document shall include a

disclaimer which indicates the emplbyee's signature is only confirming that the employee

has received a copy and not indicating agreement or disagreement.

Employees shall have the right to attach a statement of rebuttal to any information

placed in the personnel file.

Article 34 DISCIPLINE AND DISCHARGE
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a Discipline shall normally be progressive, beginning with oral reprimand and proceeding

to wiitten reprimand, suspensioñ, demotion, or discharge. Alternate forms of discipline

may be useà when deemed more appropriate. No one who has completed the initial

pro-bation shall be disciplined except for just cause. Any memorandum addressed to an

individual employee which includes a warning regarding future discipline will be

considered disciplinary in action.

34.2

34.3

34.4

34.5

34.6

b. Steps in the progressive process may be skipped when justified by the severity. of the

Oisôiplinary issuã. Progressive discipline will normally not apply to suspensions or

demotions that occurreð more than five (5) years prior, or to oral or written reprimands

that occurred more than three (3) years prior to the current disciplinary action, however,

exceptions will be made when justifìed by a clear pattern of disciplinary action.

lf the City determines there is just cause for discharge, demotion,.or suspension, at.least

five (5) óalendar days prior tó tne effective date, the City shall provide the employee

with à notice of discipiinary action, the grounds for the action, and the right to respond either

orally or in writing to the person taking the action prior to the effective date.

A copy of any notice of discipline shall be provided to the Union Chief Steward, who shall

regard the notice as confidential.

I NVESTEGATORY M EETINGS

a. An employee shall have the right to request Union representation at investigatory

meetings iequired by the City, ii there is a potential that the discussion will lead to

discipliñe. fne emptoyee snàll, also, be entitled to have a Union representative

present at any pie-úisciplinary meeting scheduled for the purpose of an oral

i"rponr". Unless withdrãwn ór otherwise resolved' the disciplinary action shall

beiome effective at the end of the response period. Should the City assign the

ãmptoyee to administrative leave during the investigatory period, the employee shall

be'immediately available by phone anð expected to respond to a call from the City

within half an hour.

b. Employees will normally be provided a twenty-four hour (24) n.otice of an investigatory

interviéw. The City may determine that the nature of an investigation requires that an

employee be interviewed with less than a 24 hour notice'

c. All interviews related to the investigation should be concluded within sixty (60) days

from the date the investigation ¡s init¡ateO. An investigation should be initiated within

twenty one (21) days froñr the occurrence or reasonable knowledge thereof. When

the iniestigaiion is iomplete, notice will be promptly provided to the employee.

Protests of disciplinary action shall be made through the regular grievance procedure, as set

forth in Article 34. Ãn employee who has beeñ discharged or suspended may elect to

initiate a grievance at step 2 of the grievance procedure.

When appropriate, the City agrees to make reasonable efforts to resolve work performance

problems' through a poStiuã out-placement and/or the Employee Assistance Program

(EAP).
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35.1

3s.2

IMPORTANT PRINCIPLES
These principles describe the way the Union leadership and the City management (we)

choose to manage conflict. They are not, however, grievable in themselves:

a. Conflict is a natural outgrowth of people working together. We value conflict as an

opportunity to work together and solve problems. Suggestions, complaints, or

giievanceé are not viewed as negative, but are seen as a sign of a healthy'
productive organization.

b. Win-win problem solving is the best. We "get to yes" by focusing on interests rather

than positions, by sepaiating people from the problem, by inventing options for mutual

gain, and by using objective criteria for deciding on solutions'

c. Timelines as noted in this procedure are important. They force the parties to identify

issues and to respond to them. They help the parties resolve the issues behind the

conflict. Supervisors and Union stewards have the responsibility jointly to determine

when it serves the interests of all concerned to renegotiate the deadline in order to

focus on problem solving or when problem solving is best accomplished within the

deadlines. The City and Únion recognize that in rare occasions an unforeseen situation

may exist that resúfts in either side fãiling to meet the timelines identified in this article. ln

this event, the City and the Union agree to notify the other party within three (3) business

days of the expired timeline. The parties mutually agree to allow the grievance to be

carried fon¡¡ard; however, it shall not be subject to arbitration.

d. problem solving is best done at the level closest to the problem. This means that

grievances and complaints are, ideally, resolved in the work team. We support

þroblem solving by ensuring that Union and City organizational. interests are included

in the problem éolvlng, añO tnat supervisors, stewards, and employees have all

available information to assist them in solving the problem.

e. Real problem solving occurs when participants are free to brainstorm, to freely

discusà ideas, and to propose alternatives that might solve the problem or lead others

involved in the problem solving to even better ideas. For this reason, some discussions

among employäes, supervisors, and Union representatives need to be considered

"safe@, tnát ¡d, not to be construed as a commitment to a position and not to be used

outsidã the brainstorming environment. Clear, mutual agreements about the safe

discussions are to be estãblished prior to the discussion if this option is to be used.

f. Disclosure is an important element in problem solving. All parties to a grievance o.r

complaint are to fully share information that relates to the problem at hand. The spirit

of tnis procedure is not served when information is withheld for a "win" at a later

meeting. Evidence, whether documented or developed through witnesses, is to be

shared at the earliest possible time.

The City and the Union agree it is desirable to resolve problems and issues informally and

with the employee(s) invoived. ln the event a problem related to this Agreement cannot be

resolved ¡ntórmãtly, ihe grievance procedure outlined in this Article shall be followed.

A,rticle 35 GRIEVANCE PROCEDURE
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35.3

35.4

35.5

Problems or issues which are not related to this Agreement, which cannot be solved

informally, may be processed as a complaint under the City's complaint procedure. 4 "opyof the óomplãint procedure is attached to this Agreement as Appendix G' Although

employees do not 
'have 

a right to representation during the processing of a complaint, the

Citi will accommodate ã request from an employee for Union representation

throughout the complaint procedure.

As used in this Article, "days" means calendar days, excluding holidays.

An employee who has been discharged, demoted, or suspended may elect to

initiate a grievance at step 2 of the grievance procedure'

The City agrees to provide information requested by the Union related to a

grievancL, in accordánce with collective bargaining law. All requests will be

directed to Human Resources.
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PROCEDURES
a. Grievances will be processed in the following manner and within the stated time limits.

The event must have occurred within the past thirty (30) days or the employee should

reasonably have had knowledge of the event for no longer than thirty (30) days to be

eligible for processing.

b. The employee and the designated Union representative will be allowed reasonable

time, wiinoû loss of pay, to present the employee's issue should the meetings occur

during working time.

c. Grievances are processed in the following manner:

1) Consistent with the principle of dispute resolution, any or all time limits specified in

this procedure may be waived by mutual consent of the parties. Failure by the

empl'oyee or the Únion to submii the issue in accordance with these time limits

withoui a waiver shall constitute abandonment of the issue. Failure by the City to

respond at any step will constitute a waiver of response allowing the employee. to

proäeed to the next'step within specified time limits. An issue may be terminated, at

äny time upon receipt'of a signed statement from the employee or the Union that

the matter has been resolved.

2) An employee may decide to accept a City offer of settlement of an issue at any

time. However, â grievance setilement without Union concurrence does not

constitute a contractual precedent.

3) A grievance settlement does not constitute a contractual precedent, unless the' 
deJignated Union and C1y representatives have agreed to the settlement.

4) ln the event of a public records request, all information related to the grievance will

be kept confidential to the extent possible under the law'

5) lf a grievance involves employees from different work sections, or if the issue' 
involvls a subject that could hãve a broad impact across work sections, the Union

may request of the Human Resources Division Manager to start the grievance at

step 2 or 3, as aPProPriate.

6)

7)



35.6 GRIEVANCE STEPS
a. The employee and/or the employee's union representative should first attempt to

informally iesolve the issue with her or his immediate supervisor. This informal

discussión should include specific facts upon which the grievance is based and the

remedy sought. As stated in 35.1 c above, Supervisors and Union stewards have the

responsibility jointly to determine when it serves the interests of all concerned to

renegotiate the deadline in order to focus on problem solving or when problem

solving is best accomplished within the deadlines.

b.

d.

c.

Step 1

t¡ tf tnis attempt is not successful, the employee may submit a written notice of a

formal grievance to the supervisor with a copy to the Union, within thirty (30) days

from the occurrence or reasonable knowledge thereof, including:

A. a statement of the grievance and relevant facts;

B. the specific contract provisions in question; and,

C. the remedy sought.

2) The supervisor will respond to the employee in writing within twenty one (21)

days, with a copy to the Chief Steward.

Step 2
t) lt tt're issue remains unresolved, it may be submitted in writing to the Division

Manager within twenty one (21) days from receipt of the supervisor's reply, with a
copy to the Human Resource Division Manager.

2) The Division Manager, or her or his designee, shall meet with the employee and

her or his immediate supervisor and respond in writing within twenty-one (21) days.

The employee may request a union representative be at the meeting. A copy

shall be sent to the Chief Steward.

Step 3
1) lf the issue remains unresolved within twenty one (21) days of receipt of the

Division Manager's written reply, the grievance, along with all pertinent written

information, snãtl Oe submitted to the Executive Manager with a copy to the

Human Resources Division Manager.

2) The Executive Manager, or her or his designee, will meet with the employee, the

Union representative (s), and the Human Resources Division Manager, or her or

his designee, and respond in writing to all parties within twenty-one (21) days.

Step 4 - Resolution of Grievance
1) f the gr'te"arce is still not resolved, it may be submitted to grievance mediation,

under Ârticle gS.Z below, upon mulual agreement of the City and the Union or,

absent such agreement, the Union may submit it within twenty-one (21) daysto an

arbitrator in the following manner:

A. The parties will attempt to negotiate a mutual statement stipulating the issue

to be submitted for arbitration.
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35.7

35.8

B. A list of five (5) American Arbitration Association (AAA) qualified members
shall be requested from the Employment Relations Board and the parties shall

alternately strike one name from the list until one (1) is left. The order of
striking shall be determined by lot and shall not require more than one (1) day

to complete each strike.

C. Neither the City nor the Union may submit any new factual information in

arbitration that was not presented previously in the administrative hearings.

lf, prior to the arbitration hearing, either party discovers new factual

information not previously discussed, the parties shall reconvene a step 3
hearing. This meeting may not delay the arbitration hearing unless both
parties mutually agree to delay it.

D. The arbitrator shall render a decision within thirty (30) days. The powers of the

arbitrator shall be limited to interpreting the collective bargaining agreement

and determining if it has been violated. She or he shall have no authority to

alter, modify, vacate, or amend any terms of the collective bargaining
agreement, or to decide on any condition which is not specifically treated in

thìs agreement. The decision of the arbitrator shall be final and binding on both
parties.

E. Each grievance will be submitted at a separately convened arbitration

hearing unless the parties agree mutually to submit more than one (1)

grievance at the same arbitration hearing. The cost of the impartial arbitrator

ãnd the cost of a court reporter or stenographer, if requested by the

arbitrator, and transcript of the hearing furnished to the arbitrator, shall be

shared equally by the parties. Each party shall be responsible for all costs of
presenting its position to the arbitrator. All meetings and hearings under this
proceduré shall be kept informal and private, and shall include only the
parties in interest and/or designated representatives referred to in this
procedure.

OPTIONAL MEDIATION
As an alternative to arbitration, the parties may mutually agree to grievance mediation' Such

attempt at mediation shall not constitute a waiver of the right to seek arbitration and shall

constitute a waiver of time limits specifìed herein pending the outcome of the mediation

process.

The parties agree that this Agreement and its provisions are to be enforced solely

through the grievance procedure, or as otherwise expressly specifìed herein.

Article 36 HEALTHY WORKPLACE

The City and the Union have a shared interest in promoting a safe and respectful

workplaðe for all staff as outlined in the Respectful Work Environment (RWE) Policy'

Conierns related to the RWE policy can be raised pursuant to the Complaint Process for
the Respectful Work Environment Policy. Employees may contact a Union steward for

assistance.
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37.1

37.2

37.3

38.1

38.2

Article 37 ELECTRONIC RECOGNITION SYSTEMS

Electronic recognition systems, including but not limited to Automatic Vehicle Location

(AVL), Global Þositioniñg System (GPS), security cameras, proximity cards and any

àvolút¡on of these respeciive iechnologies may be used for operational and programmatic

purposes, including but not limited to improving health and safety at City work locations'

iné tracting shou'id be limited to the legitimate operational purposes, conducted only

during workìng hours. The City will comply with employees' reasonable expectation of
privaðy. This lncludes protection from data collection in restrooms, dressing rooms,. and

iactatión rooms. Policies developed and implemented to explain the legitimate operational
purposes, circumstances under which data-collecting will take place, notices of the City's

rignt to review and use gathered data of employee actions while using City-owned property'

añO tnu data-collecting capabilities of the City-issued property, will be developed with

feedback from the union.

NOTICE REQUIREMENT
The City agrees to notify all employees that electronic recognitions systems are being used in

tne woikptace and wriiten confìrmation of such notice will be signed by the employees'

Employees will be given proper training regarding the use and operation of such systems.

The City shall provide the Union with advance notice of any proposed new technology that may

have an impaðt on the terms and conditions of employment. The Union will have 30 days to

notify the City of its intent to bargain the impact.

INVESTIGATION
Any and all such data will not be used as the sole basis for any investigation that results from

vioíation of C1y policies and/or state and federal law. However, it may be used as corroborating

information in 
-any 

such investigation. lf the data is to be used to discipline or discharge an

employee, the City must providð the Union, prior to the investigatory meeting, an opportunity to

review the data used by the City to support the discipline or discharge'

Under this agreement, such data will be limited to active work time and not during lunch or

breaks unless other policies are violated.

Article 38 CAREER DEVELOPMENT ASSISTANCE PROGRAM

The City and the Union support the Career Development Assistance Program (CDAP)' a

program which assists employees who wish to develop their careers. The CDAP provides a

urr'Ëty of career developmeni tools, resources, and opportunities for employees' The CDAP

will bé periodically reviewed and updated in collaboration with AFSCME leadership'

A career development plan is a tool to assist employees in achieving their career goals'

The plan iden¡fiés an employee's career goals, outlines steps to accomplish the goals, and

tracks progress. Employees ãre not required to complete a plan to access any of the career

àevetopmãnt tools,' re-sources or opportunities. The plan does not guarantee training

opportunities, a promotion, a career development assignment, or any other resource or

opportunity offered bY the CDAP.
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38.3

38.4

38.5

39.1

39.2

39.3

40.1

Career development resources include career counseling through the City's Employee
Assistance Program, education aid, classification manuals, job postings, informational
interviews, assessment resources, career development contacts, and career development
library materials located in Human Resources. The CDAP guidelines can be found on-line on

the City's web pages.

Career development opportunities include but are not limited to career development
assignments (posted opportunities), special assignments, acting-in-capacity assignments,
cross- training oppoftunities, flex-time, involvement in the Union, participation on task teams
or committees, parlicipation in City-sponsored and external trainings, membership in

professional organizations, and serving as a career development contact.

Career development assignments are opportunities for employees to develop skills, gain

knowledge, and acquire experience. A career development plan is not required, although a
well-crafted plan that includes clearly stated career goals may enhance an employee's
competitiveness for an assignment. As part of the career development assignment, the
employee and the career development (new) supervisor will discuss and commit to writing
the duties of the assignment, the supervisor's performance expectations of the employee,
and how performance will be evaluated. Employees who demonstrate an inability to
perform in a career development assignment shall be given constructive feedback by the
supervisor and may revise their career development plans, but the inability to perform shall

not be a basis for negative evaluation in their regular position(s).

Article 39 EMPLOYEE ASSISTANCE PROGRAM

The City shall continue to provide an Employee Assistance Program (EAP) to bargaining
unit employees to provide individual, confidential personal, family, financial, and other

counseling services. The cost of these services shall be borne by the City for the term of
this Agreement. Employees, their immediate families, and members of the employees'
households are eligible for up to four (4) visits per problem, per year. The same provider

may be used by the City for a wide variety of services, including, but not limited to,

training, work group intervention, mediation, and critical incident debriefs. These work-site
related services are not part of the "Employee Assistance Program" as defined in this
Section.

The Benefìts Study Group, a joint labor-management committee, shall monitor and

evaluate the EAP. and make recommendations concerning selection of the EAP provider to
the City's contract administrator, who shall retain final authority, with the understanding
that he/she will choose a provider acceptable to the committee.

Participation in the EAP programs for individual counseling services is strictly voluntary.

Supervisors or employees may suggest using the services of the EAP. to assist in

resolving work performance problems.

Article 40 SAVINGS CLAUSE

The provisions of this Agreement are declared to be severable. lf any section, subsection,

sentence, clause, or phrase of this Agreement shall for any reason be held to be invalid or

unconstitutional, the decision shall not affect the validity of the remaining sections,

sentences, clauses, and phrases of this Agreement. They shall remain in effect, it being

the intent of the parties that this Agreement shall stand notwithstanding the invalidity of
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any part,

40.2 ln the event that any section, subsection, clause, or phrase of this Agreement is held to be

invalid or unconstitútional, the parties shall attempt to bargain a replacement that, to the

àxtànt legatly allowable, serves the same purpose as the severed language. The bargaining

óiòãégs r¡ff'be conducted as specified in óublic employee collective bargaining law and

regulations.
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41.1

41.2

Article 41 TERMINATION

This Agreement, or any part of it, may be terminated or renegotiated at any time by

mutual consent of both padies.

This Agreement shall be effective upon ratification, and shall be binding upon the City,

the Union, and its members and shall remain in full force and effect through June 30,

2020.

41.3 The parties acknowledge that during the negotiations which resulted in this

Agreement, each had the unlimited right and opportunity to make demands and proposals

with respect to any subject or matter appropriate for collective bargaining, and that the

understandings and agreements arrived at by the parlies after the exercise of that right

and opportunity are set forth in this Agreement. Therefore, the City and the Union, for
the life of this Agreement, each voluntarily and unqualifiedly waives the right and agrees

that the other shall not be obligated to bargain collectively with respect to any subject or
matter without mutual consent, even though the subjects or matters may not have been

within the knowledge or contemplation of either or both of the parties at the time they
negotiated or signed this Agreement. All terms and conditions of employment not

covered by this Agreement shall continue to be subject to the City's direction and control.

41.4 After June 30,2020, this Agreement shall automatically be renewed from yearto year

and shall be binding for additional periods of one (1) year unless eitherthe City orthe
Union gives written notice to the other, not laterthan January 15, priorto the aforesaid

expiration date of the Agreement, of its desire to modify the Agreement. Negotiations
will begin no later than March 1. The Agreement shall remain in full force and effect
during the period of negotiations.

ln witness whereof, the parties to this Agreement have executed the same, by their offices and

agents as duly authorized on this 22nd Day of September,2016.

FOR THE CITY FOR THE UNION

Jon z, Cily ,AFSCME Council 75

Alana Holmes, uman Resources Director , AFSCME President

Keri Beral , Chief Negotiator / Human We AFSCME Bargaining Team

Resources Manager

B n, AFSCME rgaining Team

Dal Ol Bargaining Team

Trail Smith, AFSCME Bargaining Team



Step 6Step 3 Step 4 Step 5Grade Step 1 Step 2Class Title

20.99 21.88 22.89'18.40 19.20 20.08170Accounting Clerk
21.88 22.89 23.9019.20 20.08 20.99'180Accounting Clerk, Senior

26.1523.90 24.98200 20.99 21.88 22.89Accounting Technician
18.4016.12 16.85 17.58120 14.77 15.41Admin Aide
20.99'18.40 19.20 20.08150 16.85 17.58Admin Specialist
22.8920.08 20.99 21.88170 18.40 19.20Admin Specialist, Sr

28.52 29.8124.98 26.15 27.31230 23.90Airport Operation Duty Officer
20.99 21.8818.40 19.20 20.08160 17.58Airport Worker 1

23.9021.88 22.8919.20 20.08 20.99180Airport Worker 2
26.1523.90 24.9820.99 21.88 22.89200Airport Worker 3
29.8126.15 27.31 28.52230 23.90 24.98Airpod Worker 4
21.8820.08 20.99160 17.58 18.40 19.20Animal Technician

29.81 31 .1527.31 28.52240 24.98 26.15Application Support Tech
32.57 34.0329.81 31.15260 27.31 28.52Application Support Tech, Sr
18.40 19.2016.12 16.85 17.58'130 15.41Box Office Spec

20.99 21.88 22.8919.20 20.08170 18.40Building MaintWorker 1

24.9822.89 23.9020.08 20.99 21.88190Building Maint Worker 2
27.3124.98 26.1521.88 22.89 23.90210Building MaintWorker 3
29.8126.15 27.31 28.5223.90 24.98230Code Enforcement lnsP.

20.99 21.8819.20 20.08160 17.58 18.40Concessionaire Cord
17.58 18.4015.41 16.12 16.85120 14.77Courier/Mail Clerk
20.99 21.8818.40 19.20 20.08160 17.58Court Operations SPecialist A

23.9021.88 22.8919.20 20.08 20.99180Court Operations SPecialíst B
18.4016.85 17.5814.77 15.41 16.12120Custodian

24.98 26.1522.89 23.90200 20.99 21.88Electrician - Apprentice
35.5634.0329.81 31 .15 32.57270 28.52Electrical lnspector
38.8335.56 37.1731.15 32.57 34.03290Electrical lnspector, Lead
32.5728.52 29.81 31.1526.15 27.31250Electrician 1

34.03 35.5631.'15 32.57270 28.52 29.81Electrician 2
27.31 28.5223.90 24.98 26.15220 22.89Engineering Permit Tech 1

31.1528.52 29.8126.15 27.31240 24.98Engineering Permit Tech 2
27.3124.98 26.1522.89 23.90210 21.88Engineering Tech 1

28.52 29.8126.15 27.3123.90 24.98230Engineering Tech 2
31 .15 32.5727.31 28.52 29.81250 26.15Engineering Tech, Associate
22.89 23.9020.08 20.99 21.88180 19.20Fire Maintenance Worker

24.9822.89 23.9020.99 21.88190 20.08istFleet Parts
29.8127.31 28.5223.90 24.98 26.15230Fleet Service Tech, Master

27.31 28.5224.98 26.1522.89 23.90220Fleet Service Technician

APPENDIX A Salary Schedule (Hourly Rates)
Ju 2016 thro December 31 2016
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Glass Title Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6

Fleet Service Technician, Lead 240 24.98 26.15 27.31 28.52 29.81 31.15

Fleet Service Worker 170 18.40 19.20 20.08 20.99 21.88 22.89

Gardener 200 20.99 21.88 22.89 23.90 24.98 26.15

General Service Aide 90 12.94 13.52 14.12 14.77 15.41 16.12

Geographic lnformation Tech 1 180 19.20 20.08 20.99 21.88 22.89 23.90

Geographic lnformation Tech 2 230 23.90 24.98 26.15 27.31 28.52 29.81

Graphic Designer 210 21.88 22.89 23,90 24.98 26.15 27.31

HVAC Technician 1 220 22.89 23.90 24.98 26.15 27.31 28.52

HVAC Technician 2 240 24.98 26.15 27.31 28.52 29.81 31.15

Land Use Review/SurveY Tech 240 24.98 26.15 27.31 28.52 29.81 31.15

Lead Custodian 150 '16.85 17.58 18.40 19.20 20.08 20.99

LegalAssistant 210 21.88 22.89 23.90 24.98 26.15 27.31

Library Assistant 1 120 14.77 15.41 16.12 16.85 17.58 18.40

Library Assistant 2 150 16.85 17.58 18.40 19.20 20.08 20.99

Library Assistant 3 160 17.58 18.40 19.20 20.08 20.99 21.88

Library Assistant 4 180 19.20 20.08 20.99 21.88 22.89 23.90

Maintenance Worker 1 170 18.40 19.20 20.08 20.99 21.88 22.89

Maintenance Worker 2 180 19.20 20.08 20.99 21.88 22.89 23.90

Maintenance Worker 3 200 20.99 21.88 22.89 23.90 24.98 26.15

Maintenance Worker 4 230 23.90 24.98 26.15 27.31 28.52 29.81

Mechanical I Lead 280 29.81 31.15 32.57 34.03 35.56 37.17

Park Specialist 1 170 18.40 19.20 20.08 20.99 21.88 22.89

Park Specialist 2 180 19.20 20.08 20.99 21.88 22.89 23.90

Park Specialist 3 200 20.99 21.88 22.89 23.90 24.98 26.15

Park ist 4 230 23.90 24.98 26.15 27.31 28.52 29.81

Parki Services Officer-Lead 170 18.40 19.20 20.08 20.99 21.88 22.89

Parkin Services Officer 160 17.58 18.40 19.20 20.08 20.99 21.88

Parking Services Technician 170 18.40 19.20 20.08 20.99 21.88 22.89

Parts and SupPlY SPecialist 170 18.40 19.20 20.08 20.99 21.88 22.89

PC/Network Su Tech 1 240 24.98 26.15 27.31 28.52 29.81 31.15

PC/Network SupPotl Tech 2 250 26.15 27.31 28.52 29.81 31.15 32.57

Permit Specialist 1 140 16.12 16.85 17.58 18.40 19.20 20.08

Permit Specialist 2 160 17.58 18.40 19.20 20.08 20.99 21.88

Permit Specialist 3 170 18.40 19.20 20.08 20.99 21.88 22.89

Permit Technician 1 190 20.08 20.99 21.88 22.89 23.90 24.98

Permit Technician 2 210 21.88 22.89 23.90 24.98 26.15 27.31

Use Permit Tech 1 190 20.08 20.99 21.88 22.89 23.90 24.98

Plannin Use Permit Tech 2 210 21.88 22.89 23.90 24.98 26.15 27.31

Plumbing lnspector 270 28.52 29.81 31.15 32.57 34.03 35.56
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Class Title Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6

Plumbinq lnspector, Lead 290 31 .15 32.57 34.03 35.56 37.17 38.83

Plumbing/Mech. Systems Tech 250 26.15 27.31 28.52 29.81 31.15 32.57

Pool Operator 180 19.20 20.08 20.99 21.88 22.89 23.90

Printing Technician 170 18.40 19.20 20.08 20.99 21.88 22.89

Program Coordinator 210 21.88 22.89 23.90 24.98 26.15 27.31

Program Coordinator, Sr 240 24.98 26.15 27.31 28.52 29.81 31 .15

Program Specialist 190 20.08 20.99 21.88 22.89 23.90 24.98

Radio Communication lnstaller 180 19.20 20.08 20.99 21.88 22.89 23.90

Radio Communication Tech 1 220 22.89 23.90 24.98 26.15 27.31 28.52

Radio Communication Tech 2 240 24.98 26.15 27,31 28.52 29.81 31 .15

Radio Communications Tech 3 260 27.31 28.52 29.81 31.15 32.57 34.03

Rec. Offlce Coordinator 160 17.58 18.40 19.20 20.08 20.99 21.88

Recreation Program Assistant 180 19.20 20.08 20.99 21.88 22.89 23.90

Rehabilitation Specialist 230 23.90 24.98 26.15 27.31 28.52 29.81

Residential lnspector 270 28.52 29.81 31 .15 32.57 34.03 35.56

Residential Plans Reviewer 240 24.98 26.15 27.31 28.52 29.81 31 .15

Stores Clerk 150 16.85 17.58 18.40 19.20 20.08 20.99

Structural lnspector, Lead 280 29.81 31.15 32.57 34.03 35.56 s7.17

Structure/Mech lnsPector 260 27.31 28.52 29.81 3'1 .1 5 32.57 34.03

TechnicalSpecialist 1 210 21.88 22.89 23.90 24.98 26.15 27.31

Technical Specialist 2 230 23.90 24.98 26.15 27.31 28.52 29.81

Trafflc Engineering Tech 1 210 21.88 22.89 23.90 24.98 26.15 27.31

Traffic Engineering Tech 2 230 23.90 24.98 26.15 27.31 28.52 29.81

Traffic SignalTech 240 24.98 26.15 27.31 28.52 29.81 31.15

Tree Trimmer 210 21.88 22.89 23.90 24.98 26.15 27.31

Traffic Sgnl Ltd Mnt Electrician 220 22.89 23.90 24.98 26.15 27.31 28.52

Utility Admin Coordinator 1 200 20.99 21.88 22.89 23.90 24.98 26.15

Utility Admin Coordinator 2 220 22.89 23.90 24.98 26.15 27.31 28.52

Video Technician 210 21.88 22.89 23.90 24.98 26.15 27.31

Wastewater Assistant 180 19.20 20.08 20.99 21.88 22.89 23.90

Wastewater Supply SPecialist 190 20.08 20.99 21.88 22.89 23.90 24.98

Wastewater Tech 1 (Tues-Mon) 220 22.89 23.90 24.98 26.15 27.31 28.52

Wastewater Tech 2 240 24.98 26.15 27.31 28.52 29.81 31.15

Wastewater Tech 3 260 27.31 28.52 29.81 31.15 32.57 34.03

Wastewater Technician 1 220 22.89 23.90 24.98 26.15 27.31 28.52

Wastewater Technician 2 240 24.98 26.15 27.31 28.52 29.81 31.15

Wastewater Technician 3 260 27.31 28.52 29.81 31 .15 32.57 34.03

\AA¡V lnstrument Electrician 240 24.98 26.15 27.31 28.52 29.81 31.15
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Class Title Grade Step I Step 2 Step 3 Step 4 Step 5 Step 6 ltep 7 Step I Step 9

EMS Accounting
Specialist 123 19.41 20.34 21.26 22.19 23.11 24.04 24.96 25,89 26.81
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Appendix B UNIT CLARIFICATION

The parties have agreed to the following definitions to be applied in deciding whether a position

snoul¿ ¡e included ln the AFSCME unit or whether it should remain non-represented'

2.

REGULAR EMPLOYEES
Regular employment occurs when a position is budgeted as regular based on an

exp=ectation thai the function and the funding will be ongoing in the City workforce.

Regular employees must work at least one thousand forty (1040) hours in a calendar

year beginning with the first pay period beginning in January.

TEMPORARY EMPLOYEES
a. Temporary employees are those hired to work, except in the Recreation Division,

on a'temforary, seasonal, occasional, or on-call basis for less than one thousand

forty (1040) hours in a calendar year. The same parameter shall apply to

temporary positions. Temporary employment is used to supplement the regular

work force but not to supplant regular bargaining unit positions. lt is not the intent

of this Agreement to allow for a temporary position to be filled on a regular, on-

going basis at, or close to, half-time from year to year.

b. Seasonal Recreation Employees are those who are scheduled to work less than

forty (40) hours per pay period in sixteen (16) of the twenty-six (26) pay periods-

fypicàttf the ten (10) pay periods where employees will work more than forty (40)

hóurs pêr pay period will be during the months of May through October and during

school breaks.

3. RECREATION ACTIVITY EMPLOYEES (RAE's)

a. Recreation Activity Employees are regular employees who are fìlling regularly

scheduled position in a program in the Recreation Division who are guaranteed to

work a minimum of one thousand forty (1040) hours per year but who are not

guaranteed to work in each pay period in the year.

b, For specific information on Recreation Activity Employees see Appendix c.

LIMITED DURATION EMPLOYEES
a. Limited duration employees are those hired as full-time or part-time employees

for a period of six (6) months to two (2) years. Employees h.ired in a limited

duratión position w¡il 
'Oe 

members of the bargaining unit and covered by all

provisions of this Agreement except as specified below:

Article 9 -SenioritY
Article 10 -Probationary Period
Article 11 -Workforce Reduction
Article 33 -Discipline and Discharge

b. ln addition, the following provisions of this Agreement will be modified as

indicated:
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5.

1) Article 16, Hours and overtime - overtime will be restricted to paid

compensation onlY.

2) Article 21, Health and Accident lnsurance - Health, dental, and vision

insurance will be provided only for the employee on the city health plans.

Employees will pay the cosi specified in Ar¡6e 21.2. Limited duration

"mptoyees 
will be eligible to purchase dependent coverage at their own

expense.

c. ln the event a limited duration employee is hired into a regular bargaining unit

position, without a break in service, and successfully completes her or his

þrobationary period, the employee will be granted seniority back to the date of hire

in the limited duration Position.

MANAGERIAL EXEMPT EMPLOYEE
Employees in the following positions will be considered managerial exempt

employees:

a. A position which requires the development of policy and procedures for approval

by legislative or ádministrative officials and is accountable for exercising

independent judgment, discretion, and decision-making.

b, A position to which authority is delegated to manage a program successfully

inciuding latitude to initiate and implement policy or program changes'

c. A position which requires a relevant degree (at a four-year. college), or an

eqüivalent in professional experience and/or graduate degree training. A four-year

Aegree muy be characteristic of these positions but not determinative. Position

mãy requiré professional certificate such as engineer, architect, CPA, etc.

d. A program management trainee, including a person promoted. from a technical

o"åupätion and aðsigned professional dut'res as defined above is included in this

definition. lf a C1y eñrptoyäe is a successful applicant for a program management

trainee position, émptóyeäs in the bargaining unit may retain, at their option, their

representation rights during their trainee program.

CONFIDENTIAL, NON-REPRESENTED EMPLOYEE

a. confidential, non-represented employees are regular employees who perform

work that is generally covered by the terms of this Agreement but who are

exempted frorñ the bárgaining unit because of the nature of their assignmenl as

Oefinéd by ORS 2a3 ind thið Agreement. Con¡den¡al employees must perform

work that involves the administraäon of the Agreement' grievance, and bargaining

preparation, or support of human resources or senior management employees

wnò Oevetop recommendations or make decisions directly related to negotiations

and grievances for the CitY.

b. The following positions will be identified as confidential, non-represented:

1) One clerical or administrative position for the city Manager and each

ExecutiveManager'unlessthisroleisperformedbyasupervisoryexempt
position.
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2) All Para-professional (Program Specialist, Program Coordinator, and Senior
Program Coordinator) positions in the Human Resource Section of Public
Works and the Human Resources and Risk Services Divisions, except those
involved in training and development and general liability.

All Administrative Aides, Administrative Specialists, and Senior Administrative
Specialists working in Human Resources and those in Risk Services that falls
within the above defnition.

3)

c. Either the City or the Union may request a review of a position to discuss the
confidential or non-represented status of the position. Should a position that has

been confidential, non-represented be changed to represented, the employee will

become a member of the AFSCME bargaining unit, in accordance with Article 3'

within sixty (60) days of being notifìed in writing of the decision.

Employees who become bargaining unit members because of a change in their

confidéntial or non-represented status will be given seniority credit based on their
date of hire with the organization. However, their seniority earned while out of the

bargaining unit shall not be used in Article 11 to bump during a layoff. All other

seciions óf Rrt¡cle 11 are applicable. Employees who move into the bargaining

unit as a result of a change in their confidential status will have any wages or
benefits they have been receiving which are greater than those of the bargaining

unit red circied for a period of twelve (12) months from the date of implementation
of the change.

d

7 NEW POSITIONS
a. Except for positions represented by another bargaining unit or exempt positions,

tne iity wili notify the Union promptly if it intends to establish a new classifìcation
or posiiion, or to reclassify any position. lf requested, the City will meet to discuss

any Union concerns. lf, after notice, the Union does not notifo the City within ten
(1ó) working days of concerns regarding bargaining unit status, the City may

imflement the ciassification and unit status proposed. The implementation shall

be the mutual agreement of the parties if notice is not received within ten (10)

working days. Time limits may be waived by mutual agreement of the parties.

b. Any disagreements concerning exclusion on the basis of managerial exempt

duúes of-a position from the bargaining unit will be resolved as provided in
Section 9 - Enforcement, below. The provision of Article 15 - Salaries, shall apply

to the resolution of salary disputes.

TEMPORARY REVIEW PROCESS
a. Both the City and the Union agree that a clear distinction between regular and

temporary employees is a signifìcant issue in the labor management relationship

and will periodically rev¡ew the status of temporary employees.

b. The city will provide the union quarterly reports on temporary employee usage.

c. The Union and the City will meet upon request of either party to discuss any

potential questions regarding temporary employee usage and, will jointly review

ihem. The review proðess does not guarantee the creation of additional regular
positions. The review process may result in improved methods of tracking and

reporting the use of temporary employees.
AFSCME contract [60]
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d.

e.

g

lf the review process results in a conclusion that temporary employment_of certain

employees conflicts with the provisions of this Agreement, and funding for regular

emþtoyment is not approveO, tfre positions will be eliminated within a reasonable
perioO of time not to'exceed thirty (30) days from the end of the defined duration

äs set forth in the temporary employment definition unless othenvise agreed

between the parties.

The City will establish a process that will identify the function performed (e.9.

Custodian).

Orientation of newly hired temporary employees shall include information on the

City's Unions and organizational philosophy.

Exceptions may be made to the limitations set for temporary employment by

mutuäl agreement of the parties for valid business reasons. Valid business

reasons iñdude, but are not limited to, backfìll for an employee who has taken a

leave of absence or career development opportunity for up to a year, and student

internship, training, or placement programs designed to meet specific recruitment

needs.

L ENFORCEMENT
a. lt is our intent to resolve any Unit Clarification dispute between AFSCME Local

1724 and the City of Eugóne, Oregon by using the process of mediation-

arbitration, utilizing any médiator-arbatrator mutually agreed upon or selected

through the Oregõn State Mediation and Conciliation Service. The Union must

reque;t mediatioñ within twenty (20) working days after the Union response of its

concerns to the City to advance the dispute.

b. lt is the intent of the parties to first mediate the dispute. ln the event resolution

cannot be reached through the mediation process the Union may seek arbitration

by requesting a list of sevln names within ten (10) working d"y1919t mediation to

bä obìained from the Oregon Employment Relations Board (ERB), all of whom

must be certified by the American'Arbitration Association for listing on the

American Arbitration Association Panel of Arbitrators. The arbitrator shall be

mutually selected from the Oregon Employment Relations Board list by using a

striking process, with the winner of the first coin toss to make the first strike.

c. The Union recognizes that it may not challenge this definition of.the bargaining

unit unless there are new positiôns added to the work force which the Union

believes belong in the bargaining unit or unless current positions undergo

substantial chañges in duties and iesponsibilities. lf such challenges occur, they

shall be submitted to the mediation-arbitration process.
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2.

Appendix G RECREATION ACTIVITY EMPLOYEES

The City and the Union agree to apply the terms outlined below to any employee who

falls in the category of a Recreation Activity Employee (RAE).

Recreation Activity Employees are those who are filling a regularly scheduled position in

a program in the Recreation Division who are guaranteed to work a minimum of one

thousãnd forty (1040) hours per year but who are not guaranteed to work in each pay

period in the year.

Employees will be members of the Union and covered by all provisions of the Agreement

except for the following Articles:
. Article 25 - Sick Leave

The following Articles will apply to all RAE's as modified below:
. Article9-Seniority
. Article 11 - Work Force Reduction
. Article 16 - Hours and Overtime
. Article 17 - Holidays
r Article 18 - Vacations
. Article 2'1 - Health and Accident lnsurance
. Article 22 - Ltfe lnsurance
. Article 28 - Long-Term Disability

3.

4.

5.

6.

SENIORITY
a. Employees will start accruing seniority when they become a RAE. Seniority for

employees who become a RÂf on the same date will be determined by the earliest

hire dâte (or rehire date if there is a break in service). When two (2) or more

employees have the same hire date, their order of seniority shall be determined by

lot. once determined by lot, the employee's relative seniority shall be fixed.

b. An employee shall lose all seniority credit in the event of a voluntary or involuntary

termination. lf an employee does not work temporarily because of a lack of work, it

is not considered a termination, as indicated in 5. Furlough below.

c. RAE's will be given preference upon request for additional, available hours of work

in their program, in a RAE classiflcation for which they are qualified, up to forty (40)

in a work week.

d. RAE's hired into a regular AFSCME position will be given seniority credit for their
time as a RAE. Additionally, they will be given retroactive leave accrual date credit'

FURLOUGH
a. Furlough is defined as the placement of an employee in a temporary non-duty, non-

pay stãtus due to a lack of funds or work. Employees may be furloughed for up to

inirty-Rve (35) consecutive days. The City shall provide at least thirty (30) days
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written notice of furlough to the employee, except in emergency situations beyond

the City's control.

b. Employees may use personal leave, indicated in 11 below, during furlough.

c. Employees will be furloughed by seniority in a program area at a site, starting with

the'bást senior employeõ within the classifìcation of the affected program area and

work site.

d. Furloughs will not be considered a break in service for purposes of seniority or hire

date.

e. Employees in unpaid status for one (1) calendar month or more will not be eligible

for'insurance benefits provided under the terms of this agreement. However,

employees may purchase insurance at their own expense.

f. Employees who are placed on furlough shall be given an opportunity to work any

auaita¡le temporary irours in a classification for which they are qualifìed at their

regular rate of PaY.

LAYOFF
a. Layoff is defined as the separation of a non-probationary e_mployee from the City

duä to tfre lack of work for a period of more than thirty-five (35) days or more or the

elimination of a position.

b. Non-probationary RAE's will be laid off in inverse order of seniority in a

classification.

c. RAE's who have been laid off will have right to be recalled by seniority to their

previously held classifìcation for a period oi twenty four (24) months. Employees'

seniority w¡lt ¡e protected during this time. ln addition, employees who have been

laid off will be given the opportunity to bump into any temporary position in the

program for which they are qualified during the layoff/recall period'

d. Employees on the recall list are responsible for notifying the City's Hymgn Resource

omðe ¡t they have a change in address or phone number. To qualify for recall, .an
employee who receives ñotice must contact the Human Resource office within

seven'(7) calendar days of the date mailed. Any employee who does not respond or

turns down the offer will forfeit recall rights.

SALARIES
a. RAE's will be paid in accordance with the schedule in section 13 below

8.

b. RAE's will get the cost of living adjustments effective July 1, 2O16, effective January

l, ZOll,eñective Juty 1,2011, efiective July 1, 2018, and effective July 1,2019, in
aãcordance with 15.1.a, 1S.1.b, 15.1.c, 15.1.d and 15.1.e, except for those

employees whose salaries have been adjusted due to an increase in the state

r"quiréO minimum wage. Employees who receive a salary adjustment on January

f åi rny given year due to än in"rease in the State required minimumwage will

have theii cost of living adjustment reduced by the percent of increase they

received the previous January.
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c. RAE's who have been working for twelve (12) months in a classification will have

their performance reviewed and, if performing satisfactorily will get a four and one

half percent (4.5%) increase in their hourly wage, up to the maximum of the

Recreation Salary Schedule rate for their classification.

HOURS AND OVERTIME
a. RAE's shall be paid overtime for all hours worked beyond forty (40) in a work week.

Overtime will be compensated at one and one-half (1 112) times the employee's

regular rate. Employees will be restricted to paid compensation only.

b. RAE employees are not eligible for shift differential pay'

HOLIDAYS
a. RAE's shall be paid for their normal scheduled hours of work pro-rated based on

standard hours worked in accordance with 17.7a, for the following holidays

observed by the City:

New Year's - January 1

Thanksgiving - fourth Thursday in November
Christmas - December 25

lf the Recreation Division decides to close all normal operations division-wide on

another designated City holiday, as defined in Article 17, than those listed above,

that holiday will be granted to RAE's for that year.

At the current time, the Friday after Thanksgiving qualifies as a holiday, under b.

above. However, if normal operations are scheduled at any Recreation Division site

in the future, this day will not be granted as a holiday for RAE's.

Should a holiday fall on the employee's regular day off, the holiday hours, prorated

in accordance with the standard hours designated in the payroll system, shall be

added to the employee's personal leave bank.

ln the event that the Recreation program remains open on one of the holidays

mentioned above and the employee is required to work, the holiday hours shall be

added to the employee's personal leave bank.

10

11

b.

c.

d.

e

PERSONAL LEAVE
a. personal leave will accrue each bi-weekly pay period based on actual hours worked

and paid leave time coded in lieu of work. Employees may not use personal leave

accruals during the first six (6) months of continuous service except for when they

are sick.

AFSCME contract [64]



12

b. Employees will earn personal leave time for every hour worked in accordance with

the following schedule:
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c. Employees are allowed to accrue up to a maximum of one hundred twenty (120)

hours of personal leave time.

d. Employees must submit a written request to use personal leave-to.their supervisor,

nott"iy, no more than three (3) monihs in advance. However, if advanced planning

is requíred, employees may'submit personal leave request more than three (3)

months in advance. Personál leave wiil be granted or denied, subject to reasonable

operating requirements, within five (5) working days of the date received by the

supervisãr. ùoweuer, vacation requests may be held if work schedules for a

particular program area have not been established.

e. Each employee may exercise a seniority right to have preference in vacation

scheduling for a single vacation period within a calendar year'

f. ln certain program areas, employees may be required to use their personal leave

during scneOriteC facility andTor- program closures. However, employees will be

allowãd to retain up to forty (40) houis of accrued leave to be used for sick leave

purposes.

INSURANCE AND OTHER BENEFITS
a. The City shall provide eligible RAE's with health, dental, and vision insurance under

the City self-insured plãns, along with life insurance, and long term disability

insurance. lnsurance c'overage wili be provided for the employee only. Employees

may purchase dependent coverage on the City plans.

b. RAE,s will share in the cost of health insurance as outlined in Article 21 .2.a and

21.2.b.

c. lnsurance-eligible RAE's will be covered by a twenty-flve thousand dollar ($25'000)

life insurancJbenefìt. ln addition, they will have long-term disability (LTD) insurance

Length of
Continuous Service

in Years

Full-Time
Bi-Weekly

Accrual Rate

Full-Time
Annual

Accrual Rate

1to5 3.692 hours 96 hours

5 to 10 4.308 hours 1 12 hours

10+ 4.923 hours 128 hours
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based on the standard hours designated in the payroll system. The standard hours

will be updated quarterly based on the average hours worked in the previous twenty-

six (26) pay periods.

d. RAE's will also be eligible to participate in the City's deferred compensation
program, flexible spending account program, and employee assistance program,

purchase supplemental life insurance, and receive a free bus pass.

SALARY SCHEDULE FOR RECREATION ACTIVITY EMPLOYEES

a. Effective July 1,2016 to December 31,2016.

b lf a RAE is assigned to work in another classification during his/her regularly

scheduled hours ai his/her site, his/her pay rate will remain the same, unless he/she

is assigned to work in a higher classification. lf an employee requests- and is granted

additioñal hours, he/she w¡ll Ue paid at the appropriate pay rate for the position

worked.
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CLAS CLASSIFICATION GRADE MINIMUM MAXIMUM

1 8635

1 8655

1 8675

18685

1 8695

Recreation Activity Leader - RAE

Recreation Activity Coordinator -

RAE
lnstructor I - RAE

lnstructor ll - RAE

lnstructor lll- RAE

7s2

753

754

755

756

10.29

11.80

10.29

13.51

17.17

12.86

14.80

12.86

16.90

21.51

18715

18725

18735

Lifeguard - RAE

Head Lifeguard - RAE

Aquatics Coordinator - RAE

757

758

759

10.29

11.80

14.17

12.86

14.80

18.05
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6.

STATEMENT OF PRINCIPLE
The City and the Union jointly recognize that alcohol and drug use by an employee

which aâversely affects jón pérformãnce may constitute a serious threat to the health

and safety of t'he public, the employee, and coworkers. lt is the policy of the City to

attempt to prevent drug and alcohol abuse by providing education and..assistance to all

emptoyees. The use ìf, or being under the influence of, alcoholic beverages or

controite¿ substances as defined- by the law, excluding any substance lawfully

prescribed for the employee's use, shãll not be permitted at the work site and/or while

on duty. Prohibited conduct is further defined in City policy.

NOTICE OF POLICY
All employees will be fully informed of the City's drug and alcohol testing policy and

pio""álr"t and prohibiteä conduct before any testing is admjnistered. Newly hired

ämployees will be provided with this information as part of their orientation' No

employee shall be tested untilthis information is provided to him/her'

GROUNDS FOR TESTING
Drug or alcohol testing shall only occur in those circumstances where specific,

ob¡eitive facts become ãpparent to a trained supervisor which.led. him/her to believe

thé employee is under the influence of alcohol or drugs while on the job'

RANDOM OR MASSIVE TESTING
Random or massive testing of any kind is prohibited, except as provided for in Section

1 1b of this Appendix, or otherwise provided by state or federal laws'

DOCUMENTATION
No testing may be conducted without the approval of the employee's supervisor' The

superviso-r muét document in writing the circumstances surrounding the testing and the

r"åsons why the test was ordered]The employee will be provided with a copy of the

documentation within twenty-four (24) hours oi the conclusion of the test' lt shall be

the policy of the City thai whenever possible, before orderins t!9 testing of an

"rptby"", 
supervisoriwill consult with the City's Human Resources Director or her or

his designee to verify the appropriateness of the testing.

TESTI NG STANDARDS/MECHANISMS
The following standards/ mechanisms shall be observed:

a. Drug and Alcohol Testing Laboratory: The city and the u_nion. shall select a

Depärtment of Health añd Human Services (DHHS) certified laboratory or a
lab'oratory licensed through the State of Oregon that can demonstrate experience

ãnO capänitity of qualiti control, documeniation, chain of evidence, technical

expertise, and demonstrãted proficiency in urine, breath, and blood analysis.

Appendix D USE OF ALCOHOL AND DRUGS
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b. Substances Tested: All samples will be tested for chemical adulteration,
narcotics, cannabis, PCP, cocaine, amphetamines, and sedatives. Any urine
sample which has been adulterated or is shown to be of a substance other than

urine will be reported as such.

c. Test Result Standards for Drugs: Test results for drugs will be evaluated and
judged based on accepted DHHS standards.

d. Test Result Standard for Alcohol: Test results for alcohol will be considered
positive when the individual's breath or blood alcohol content is four hundredths of

a percent (.04%) or greater.

e. Testing Mechanisms: The following testing mechanisms shall be used for any test

for alcohol or drugs performed on employees:
1) Any urine screening will be performed by the use of the enzyme' 

immunoassay (EMIT) method and confirmed by the use of Gas

chromatography/Mass spectrometry (GC/MS). lf at any time tests exist with

higher rates of reliability than either of these methods, such tests will be used

in place of them, if agreed to by the City and the Union.

2) Alcohol tests shall be performed by standard laboratory breath or blood

alcohol analysis. A breath alcohol test will be performed first. lf the result is

four hundredths of a percent (.04%) or higher, the employee may request

either a breath or a blood alcohol analysis for their second test.

7 PROCEDURES USED WHEN THE URINE SAMPLE IS GIVEN
The following procedures shall be used whenever an employee is requested to give a

urine sample:

a. The employee will be transpofted as soon as possible to the contracted City

physician's-office during normal business hours or to the City's designated

hospital during non-business hours. The test shall be given in such a manner as

to protect the authenticity of the sample and the privacy of the individual.

b. lf a urine sample tests positive, the medical review physician will question the

employee on what prescribed medications, controlled substances, and/or over-

the-counter medicaiions she or he currently might be using. Prescribed

medications or controlled substances listed will be substantiated by written

communication from the attending physician.

c. Urine collection shall be conducted in a manner which provides a high degree of

security for the sample and freedom from adulteration. Employees shall not be

witnesðed while submitting a sample. lnstead, administrative procedures and

biologic testing of the sample will be conducted to prevent the submission of

fraudulent testã. Upon request, an employee shall be entitled to the presence of a

Union representaiive before testing is administered, provided it does not

unreasonablY delaY the testing.

d. lmmediately after the sample is given, it will be divided into two (2) equal parts'

Each of thé two (2) portions of thè sample will be separately sealed, labeled, and

stored in a secure and refrigerated atmosphere. Both of the samples will then be

delivered to the City's designated testing laboratory. lf the test is positive, both
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samples will be held by the laboratory for one (1) year and then destroyed' lf the

test is negative, both såmples will be held for seven (7) days and then destroyed.

e. The sample will first be tested using the screening procedures set forth in Section

6.e of this Appendix.

f. lf the test is positive for the presence of drugs, the employee will be notified of the

positive results no later than twenty-four (24) hours after the City learns of the

results, and will be provided with copies of all documents pertinent to the test' The

employee will then have the option of having the untested sampþ submitted to a

taOäraiory of the employee's own choosing which meets the standards specified in

Section é.a of this Àppêndix. lf the second test is negative, the results of the first

test will be discarded. Both samples will be held for seven (7) days and then

destroyed.

S. Each step in the collecting and processing of the urine. specimens shall be

documented to establish procedural integrity and chain of evidence'

PROCEDURES USED WHEN THE BREATH SAMPLE IS GIVEN

The following procedure shall be used whenever an employee is requested to give a

breath sample:

a. The employee will be transported as soon as possible to the-.contracted City

physician's'office during normal business hours or to the City's designated
'hoäpital 

during non-business hours. The test shall be given in such a manner as

to protect thã authenticity and reliabil1y of the sample and the privacy of the

individual.

b. After the sample has been drawn, and the test is determined by the technician to

have been próperty executed, if the test results are less than four hundredths of a

percent (.04%), no furthertesting is necessary.

c. lf the test results exceed the limit of four hundredths of a percent ('04%) alcohol

content, the employee shall have the option of repeating the breath test or taking

a blood alcohol teét as described in Section 8 of this Appendix, lf the employee

chooses another breath alcohol test, the test will be performed after a mandatory

fifteen (15) minute waiting period. ln the event that the screening and confirmation

test results are not identical, the confirmation test result is deemed to be the final

result upon which any action shall be taken.

d. The employee will be notified of the results no later than twenty-four (24) hours

after thä ö1y learns of the results and will be provided with copies of all

documents pertinent to the test.

e. Each step in the breath analysis testing process shall be documented to establish

procedural integrity and chain of evidence'

PROCEDURES USED WHEN THE BLOOD SAMPLE IS GIVEN

The following procedure shall be used whenever an employee is requested to give a

blood sample:

9
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a. The employee will be transported as soon as possible to the contracted City
physician's office during normal business hours or to the City's designated
hospital during non-business hours. The test shall be given in such a manner as

to protect the authenticity and reliability of the sample and the privacy of the
individual.

c.

lmmediately after the sample has been drawn, it will be divided into two (2) equal
parts. Each of the two (2) portions of the sample will be separately sealed,

labeled, and stored in a secure and refrigerated atmosphere. Both of the samples
will then be delivered to the designated testing laboratory. lf the test if positive,

both samples will be held by the laboratory for one (1) year and then destroyed. lf
the test is negative, both samples will be held for seven (7) days and then

destroyed.

lf the test results exceed the limit specifìed in Section 6.d of this Appendix, the

employee will be notified of the results no later than twenty-four (24) hours after
the City learns of the results and will be provided with copies of all documents
pertinent to the test. The employee will then have the option of having the
untested sample submitted to a laboratory of the employee's own choosing which

meets the standards specified in Section 6.a of this Appendix. lf the second test is
negative, the first test will be discarded. Both samples will be held for seven (7)

days and then destroyed.

Each step in the collecting and processing of the blood specimens shall be

documented to establish procedural integrity and chain of evidence.

FURTHER PROCEDURAL REQUIREMENTS
ln addition to the procedures listed in Sections 7, 8, and 9 of this Appendix, the
following procedures shall also be observed:

a. The City will bear the cost of the initial and confirmatory tests. lf an employee

chooses to test the second sample, the employee will pay the cost of the test(s).

However, in the event that the second sample produces a negative test, the City

will reimburse the employee for the cost of the second sample testing.

b. Testing shall be evaluated in a manner to ensure that an employee's legal drug

and alcohol use does not affect the evaluation of the test results.

c. All test results will be evaluated by a suitably trained physician.

d. Test results will be treated with the same confidentiality as other employee
medical records.

d

10

11 CONSEQUENCES OF POSITIVE TEST RESULTS
a. An employee who has tested positive for the presence of intoxicants or controlled

substances pursuant to this Appendix shall be referred to the Employee

Assistance Program or drug or alcohol counseling. An employee's participation in

the Employee Assistance Program or in drug or alcohol counseling will be

considered in determining what, if any, disciplinary action may be taken.

b. An employee who has tested positive may be subject to unannounced testing for

a one (1) year period following the date of the positive test. lf the employee
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violates the terms of agreed-to treatment or again tests positive during this period,

she or he will be subjeót to immediate discipline, which may include discharge.

COSTS
The cost of treatment and required time away from work will be covered as defined in

the provisions of this Agreement.

CALLBACK SITUATIONS
ln the event that the City contacts an employee in a callback situation to perform

additional duties and the ômployee has consumed alcohol or drugs in a quantìty that

may meet the standards foi "únder the influence" as defìned in this Appendix, the

ernþtoy"e must decline the request to report for duty and shall .suffer no adverse

"on."iu"n."s 
for doing so. lf the employee reports to work, he or she shall be subject

to the provisions of this Appendix.

PRESCRIBED MEDICATIONS
It is the responsibility of an employee for whom drugs have been prescribed to ask the

tieating physician wîether the'use of the drug(s) may limit or imp^air the employee's

ability 
-tà 

þerform employment related dutìes safely and efficiently and what

restrictions,'if any, should 
-be 

followed. Employees using prescribed medications are

responsible for meeting the obligations of Section 1.

SEARCHES
For administration of this Appendix, the City may, upon reasonable suspicion' conduct

searches on City property óf employees ãnd/or assigned C1y property and/or.their

óãrionrl property äxciuOiñg personaÍ vehicles parked on City property. An employee

i'ras the rigfrt'to request a Ùnìon representative be present during the.search, provided

that the Jearch is not unreasonably delayed by accommodating this provision' This

órãu¡i¡on ís not intended to restrict itre Ciiy's right to conduct admin'tstrative searches

äf assigned City property for other purfoseJ or searches related to any c¡minal

investigation.

INTERFERENCE WITH POLICY
Any activity which purposely interferes with this Appendix will be grounds 

. 
for

Oisäiptinary'action. Ei<amples include, but are not limited to, the following: tainting'

tamduring, or substitution of breath, blood, or urine samples; falsifying information

regårO¡nõ'the use of prescribed medications or controlled substances; failure to

coäperaiê with any testå outlined in this policy to determine the presence of drugs or

alcohol; or failure to comply with the requirements of Section 15'

EMPLOYEE RIGHTS
a. The employee shall have the right to a Union representative up to and including

the time thä sample is given; hõwever this provision shall not unreasonably delay

testing. Nothing hereinlhall restrict the employee's right to representation under

general law.

b. lf at any point the results of the laboratory testing procedure_s.specifìed in the

Appendi'x äre negative, all further testing of the employee will be discontinued'

exòept as specified in Section 't 1.b of this Appendix'
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c. The employee will be provided with a copy of the results and all documentation of
the testing will be sealed and maintained in a secure place. All test results will be

kept confidential by the City.

d. Any employee who tests positive will be given access to all written documentation
aváilable fiom the testing laboratory which verifies the accuracy of the testing

equipment used in the testing process, the chain of evidence, and the accuracy

rate of the laboratory.

lf an employee successfully completes a treatment program and is released for duty'

she or he shall be returned to her or his regular duty assignment. Employee

assignment during treatment will be based on each individual's circumstances, lf
follow-up care is þrescribed after treatment, complying with it may be a condition of
employment.

This drug and alcohol testing program is initiated solely at the request of the City' The

Union sñall be held harmless for the violation of any employee's rights by the City

arising from the administration of this drug and alcohol program.
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Appendix E COMMERCIAL DRIVER'S LICENSE/FEDERAL TRANSIT

ADMIñI'STRATION RANDoM DRUG AND ALCOHoL TESTING PRocEDURES

This Memorandum of Agreement is entered into by the City of Eugene (City) and AFSCME

Locali724 (Union) forlhe purpose of specifying those City policies which are in addition

to the requiràmentó of the 
'Omnibus 

Transportation Employee Testing Act of 1991 or the

rules promulgated by the Federal Motor Carrier Safety Administration (FMCSA) to

implement this Act.

Scope of Agreement - This Agreement applies only to those bargaining unit employees

who are re'quired to hold a Còmmercial Driver's License (CDL) or whose driving duties

are regulateå under the Federal Transit Administration (FTA), as a condition of their

emploiment w1h the City of Eugene. Nothing in this Agreement is intended to nullify or

amená any term or coñdition in the partieé' current contract, other Memoranda of

Agreement, policies, practices, and work rules'

The random selection and testing will be conducted by the contracted City physician's

office. The contracted City physic-ian's offìce will also perform the role of Medical Review

Offìcer. The City's EAP. úil¡ bê used as the Substance Abuse Professional (SAP). lf the

City desires to change any of these arrangements, it will notify the Union sufficiently in

advance of any change to allow for consultation.

ln applying 49 CFR 382.305(l), employees who are required to hold a cDL or operate

motoi venlcles under FTA regulations will be considered to be "waiting to be dispatched"

*tl*n"uut they are working. Íhis means when an employee is notified that they have

been selected for random alcohol or drug testing, they will be tested on the day they are

notified.

The costs of conducting the testing and subsequent employee evaluations will be paid for

by the City except tnaiit an empúyee chooses to test the second sample, the employee

*itt pry the cost of the test(s¡. However, in the event that the second sample produces.a

n"gåtiúe test, the City will reímburse the employee for the cost of the second sample

testing.

Under the FMCSA rules, a tested employee with an alcohol concentration of two

hundredths of a percent i.OZW¡tothirty-ninéthousandthsof apercent(0397o)shall not

be allowed to perform satèty- éensitive functions for twenty-four (24) hours. lf a covered

óity érnploy"" is tested and found to be in this range' theywill not be.allowed to return to

*ãif nri wílt be ptaced on administrative leave until [he beginning of their next scheduled

work day. The employee will also be referred to the Employee Assistance Program

tEÀÈl fdr an initial cónsultation and every effort will be made to schedule the EAP

àp-poíntment within this twenty-four (2a) hbur period. lf this is .not possible, then 
-the

ãþþóint."nt will be scheduled on the'employee's next regular work day. lf the.twenty-four

1Zi) nour period has not elapsed prior to tÉre employee returning to work, they will be

àsSgneO 
'other 

duties outside of their regular classification for the remainder of the

(twenty-four) (24) hour Period.

prescribed medications authorized by a licensed medical provider which may impair

performance must be reported to thê employee's direct supervis.or. Upon receiving a

biér"r¡ption, it is the employee's responéiOiiity to ask the treating medical pro.vider

whether the use of the pies'cribed medication(s) would adversely affect their ability to

safely operate a motor uãni"l" and to report that information to their supervisor. Such
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informatíon will be kept confidential and known only by those needing such information

The City will conduct Post-accident testing involving CDL or FTA regulated operators as

described in part 382.303 of the Federal Motor Carrier Safety Administration regulations.

This Agreement is initiated solely because of implementation of the Omnibus Transportation

Employee Testing Act of 1991. The Union shall be held harmless for the violation of any

emþtoyee's rights 
-by the City arising from the administration of this drug and alcohol testing

program.
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Appendix F JOB FAMILIES

The following list identifies job families to be used in workforce reductions procedures
defined in Article 11.

CLASSIFICATION TITLE RANGE1) Senior Program Coordinator 24-00
Utility Administration Coordinator 2 22-00
LegalAssistant 21-00
Program Coordinator 21-00
Utility Administration Coordinator 1 20-00
Program Specialist 19-00
EMS Accounting Specialist 123
Court Operations Specialist B 18-00
Senior Administrative Specialist 17-00
Court Operations Specialist A 16-00
Recreation Offìce Coordinator 16-00
Administrative Specialist 15-00
Administrative Aide 12-oo
Courier/MailClerk 12-00

2) Plumbing lnspector, Lead
Mechanical lnspector, Lead
Structural lnspector, Lead
Plumbing lnspector
Residential lnspector
Structural/Mechanical I nspector
Residential Plans Reviewer
Code Enforcement lnspector
Permit Technician 2
Planning and Land Use Permit Technician 2
Permit Technician 1

Planning and Land Use Permit Technician 1

Permit Specialist 3
Permit Specialist 2
Permit Specialist 1

3) Technical Specialist 2
Technical Specialist 1

Lead Parking Services Officer
Parking Services Offìcer

4) Engineering Permit Technician 2
Engineering Permit Technician 1

Associate Engineering Technician
Land Use RevieilSurvey Technician
Engineering Technician 2
Traffic Engineering Technician 2
Engineering Technician 1

Traffic Engineering Technician 1
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29-00
28-00
28-00
27-00
27-00
26-00
24-00
23-00
21-00
21-00
1 9-00
1 9-00
1 7-00
1 6-00
14-00

23-00
21-00
17-00
1 6-00

24-00
22-00

5) 25-00
24-00
23-00
23-00
21-00
21-00



6) Geographic lnformation Technician 2
Geographic lnformation Technician 1

7) Maintenance Worker 4
Maintenance Worker 3
Maintenance Worker 2
Parking Services Technician
Maintenance Worker 1

8) Airport Operation DutY Officer
Airport Worker 4
Airport Worker 3
Airport Worker 2
Airport Worker 1

9) Park Specialist 4
Tree Trimmer
Gardener
Park Specialist 3
Park Specialist 2
Park Specialist 1

Lead Custodian
Custodian

10) Fleet Service Technician, Lead
Fleet Service Technician, Master
Fleet Service Technician
Fleet Parts Specialist
Parts and SupPly SPecialist
Fleet ServiceWorker

11) Building Maintenance Worker 3
Building Maintenance Worker 2
Fire Maintenance Worker
Pool Operator*
Building Maintenance Worker 1

12) Electrical lnspector, Lead
Electrical lnspector
Electrician 2
Electrician 1

Traffic Signal Technician
Traffic Signal Limited Maintenance Electrician

13) HVAC Technician 2
HVAC Technician 1

23-00
't8-00

23-00
20-00
1 8-00
17-00
17-00

23-00

23-00
20-00
18-00
16-00

23-00
21-00
20-00
20-00
1 8-00
1 7-00
1 5-00
12-00

24-00
23-00
22-00
1 9-00
17-00
1 7-00

21-00
1 9-00
1 8-00
1 8-00
1 7-00

29-00
27-00
27-00
25-00
24-OO
22-00

24-00
22-00

14) Plumbing/Mechanical Systems Technician 25-00

*The classifìcation of Pool Operator will be discontinued when the three (3) current employees

leave the classification.
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CLASSIFICATION TITLE15) Radio Communications Technician 3
\AÂlV I nstrument Electrician
Radio Communication Technician 2
Radio Communication Technician 1

Radio Communication lnstaller

16) AccountingTechnician
Senior Accounting Clerk
Accounting Clerk
Stores Clerk

17) Senior Application Support Technician
Application SuPPort Technician

18) PC Network Technician 2
PC Network Technician 1

RANGE
26-00
24-00
24-00
22-00
1 8-00

20-00
1 8-00
1 7-00
1 5-00

26-00
24-00

25-00
24-00

1 7-00

21-00

21-00

'18-00

16-00
1 5-00
12-00

16-00

18-00

16-00
1 3-00

1e)

20)

21)

22)

Printing Technician

Graphic Designer

Video Technician

Library Assistant 4
Library Assistant 3
Library Assistant 2
Library Assistant 1

23) AnimalTechnician

24) Recreation Program Assistant

Concessionaire Coordinator
Box Office Specialist

26) Wastewater Technician 3
Wastewater Technician 2
Wastewater Technician 1

Wastewater SuPPIY SPecialist
Wastewater Assistant

25)

26-00
24-00
22-00
1 9-00
1 8-00

B

27) Rehabilitation Specialist 23-00

28) General Service Aide 09-00

29) Electrician - Apprentice 20-00

The list of job families willbe reviewed periodically and,may be.revisedto reflect

classificatíons that have been added, deleted, or significantly changed by mutual

agreement.
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Appendix G CITY OF EUGENE COMPLAINT PROCEDURE

lf an employee has a job-related complaint or problem or a dispute about the interpretation or

administration of a City policy or procedure, he/she may use the following complaint procedure

to resolve the issue. This procedure may be used by any non-represented employee who is not

covered by a collective bargaining agreement for any employment action taken or by

represented employees on matters not covered by her or his collective bargaining agreement- A

Union-represented employee should use the grievance procedure outlined in her or his Union

contract for any dispute related to the administration or application of the contract.

The City believes it is desirable to resolve problems and issues informally. Before beginning a

formal complaint process, an employee should discuss the issue with her or his immediate
supervisor within the (10) calendar days of the event. lf a problem relating to an employment

action cannot be resolved informally, complaints should be processed in the following manner:

Step 1

lf the attempt to resolve the problem informally is unsuccessful, the employee(s) may submit

the complaint in writing to her or his immediate supervisor within twenty (20) calendar days of
the event, or of when the employee should reasonably have had knowledge of the event. The

written notice shall include the facts upon which the complaint is based, the provision of City
policy he/she believes has been violated, and the remedy sought. The supervisor shall respond

io the complaint in writing as quickly as possible, but no later than ten (10) calendar days after

the complaint is submitted.

Step 2
tt áiter ten (10) calendar days from receipt of the immediate supervisor's reply, the complaint

remains unresolved, the employee may submit written notice along with all pertinent written

information including a statement of the complaint and relevant facts, the specific provision(s) of
the City policy allegedly violated, and a remedy sought to the Division Manager or her or his

designee. mè O¡vié¡on Manager or her or his designee should meet with the employee within

ten (tO) calendar days of the receipt of the written notice to review the facts of the complaint.

The Division Manager or her or his designee shall respond to the employee in writing within ten
(10) calendar days of the meeting.

Step 3
lf tne complaint is not resolved, within ten (10) calendar days following the response at Step 2,

the complaint, along with all pertinent written information, may be submitted to the Department

Director with a copy to the Human Resources Director or her or his designee. The Department

Director or her or hìs designee and the Human Resource Director or her or his designee should

meet with the employee with ten (10) calendar days of the receipt of the written notice' The

Department Director shall render a decision within ten (10) calendar days of the meeting.

Step 4
lf the Department Director's decision does not resolve the complaint, it may be submitted, along

with all pertinent written information, to the City Manager within ten (10) calendar days following

the Step 3 response, The City Manager may choose to hear the complaint, may designate

another City manager to hear the complaint, or may refer the complaint to an independent

neutral third party iiappropriate. The City Manager or her or his designee should meet with the

employee wilfrin ifrirty (30) calendar days of the receipt of the written notice to review the facts
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of the complaint. The City Manager or her or his designee shall respond to the employee in

writing within ten (10) calendar days of the meeting. The decision of the City Manager is final'

lf a non-represented employee is filing a complaint related to a discharge or a discipline which

deprives the employee of something to which he/she has a property right (e.9. suspension or

demotion), the empioyee is entitbdlo request a full hearing and representation at the Step 4

level of the complaint.

Any or all time limfts specified in the complaint procedure may be waived by mutual consent of

the parties. The employee or the City may request the extension of time. Such request will not

be àrbitrarily denieb. Éailure to submit ihe complaint in accordance.with these time limits

without a wäiver will constitute abandonment of the complaint. Failure by the City to submit a

reply wiihin the specified time without a waiver will allow the employee to move the complaint to

the next step.

IMPORTANT NOTE -
lf an employge's complaint involves an alleged violation of the City's anti-harassment / anti-

discrim¡nätion policy, anti-violence policy, o1 an allegation of supervisory misconduct, the

employee shouid contact a management employee in Human Resources immediately.
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Appendix H Health Plan Changes
FOR

CITY OF EUGENE AFSCME-REPRESENTED EMPLOYEES

Detailed information on health insurance benefits is available on the Employee Benefits website

at www.eugene-or.gov/employeebenefìts. All changes listed in this Appendix effective
September 1,2016.

Gity Health Plan (PPO)

. Emergency transportation benefit: 100% (no deductible

.The following preventative care benefits: 100% (no deductible)
' WellBaby

Women's Exam (includes pap and mammogram)
' Routine Physical
' lmmunizations
' Cancer Screenings

City Managed Health Plan (POS)

¡The following preventative care benefits: 100%, no co-pay
' WellBaby
' Women's Exam (includes pap and mammogram)
' Routine Physical
' Cancer Screenings

Dental Plan
. Annual maximum (after first year): $1600

Dental implants: 50% after deductible. lmplant placement and removal once per

lifetime per tooth space.

Vision Plan
Maximum benefit for prescription frames, lenses, and/or contacts: $300 every 24

months

a

a
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MOU (1) Custodial Services at the Library 51161'11

MEMORANDUM OF UNDËRSTANDIf{C

BETWEEN

THE C|TY Or Et GËNE (CrTYl

ANÞ

AMERICAN FEDERATION OF STATË, COUNTY, ANO MUNICIPAL EMPLOYEES, {AF5CME}

t0cAL 1724

Subject; li{OU Regarding Custodial Se¡vices at tlre l.ibrary

Thc Ciry and ¡1FSCMË ãgree to the follorving provisious for the purpose of
rcsolving the contracting out ofcttstodial services at the Library:

L The City agrees that City enployees and AIISCME me¡nbers will provide

custodinl seivices rvhen the Police Departrle¡¡t is rclocated to nerv facilities ar

300 Country Ch¡b Road.

2. The City ancl AFSCMË agree to direct thc -loinl .Labor Manttgement Relations

Colnnrittee lo f.onn a te-mporflry sub-contmiltee for the pu¡?ose of evaluating

custodial sel,ices t¡ ¡chicyc tçeplipnal cfficiency and reduce s{jr"/ice tleliverT

costs. The revien'rvill includc a.cr:rnprchcrrsivc analysis of thc ftlll cnst. The

r:rethodcrlogy selected will bc cct¡tsidrred the "cquivalcltt tool" as outtined in

Artiole 4.2 of the Collcctivc Baryaining Agrccmcnt and tÏtc ¡:adic.s arc opcn to

the selvice delivery options thttt wi¡l be garerated tlrrough the review.

3. Á-F'SCME sgrees to tlrc continuance of contracled out enstodial sc¡r'ices

currently in place at thc Library.

4. l'l¡e City agrccs to r¡crk with the Union rrsing the agreed upon tool, as

rcferenced above to cvaluate cu.stodial seliçrts at the tblloruirrg fLcilit.ies:

r Hult Ccntcr

¡ Znd md Chambers

. 1820 llooscvelt

r Library
r Aldum

AFSCME contract [B l]



The discussion regarding city Flall operations will be defeffed pending tlre

outcÆme of poticy direction on the fuhrre of City l{all'

5. The partics agree tl¡åt this review rvill not obligate ti:e City to discontinue tle

current conlracting out of custodial services at tfic Libra4'or obligale the City

to make changes in the provision of custodial sen'ices for any other City

operatiols.

6. The parties agrre that, lo tlc extent the provisions of'F{B 2867, and the

eme;dments to the Oregon Public Contracting Code thal u'cre inlplernentcd by

Iß 2867,may arguably apply to the city, this Mo{J ar:d the revierv of sc¡"¡iccs

add¡essed in this MOU do not cre¡te anY ncw obligations of tire City under HB

2867 orthe Public Conracting Code nor do ürey ffeate ¿u¡y basis for A'FSCME,

under the AFSCT\4E contract or othenvise, to clainr a violation of I-IB 2867 or

the Public Conracting Code.

7. Both parties agree not 1o file or pursue any grievances, arbiUation, claims or

other legal actions regarding or related to auy issue(s) arising out oftltç

contracting out ofcustodial sen¡ices in the Library'

L Both pa¡1ies resen e rhe right to pulsue othe¡'contr¡ct disputes tlu'ough the use

of grievances and/or arbiuations as de'e¡ued necessary in the future'

Agreed to this 16ú day of lvfay, 201 l.

For the Cir,v For A-FSCÀ4E

Tom Iìick

Ernployee and Labor Relations Manager Cou¡rcil Representalivc

Alana Hol¡ues

Directcir, Human Resources

Cind¡'

Prssident
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MOU (2) Logistics Successor Program 1115113

Memorandum of Understanding

Between

The City of Eugene

And

IAFF Local851

And

AFSCME Local 1724

The City and Unions recognize the benefit of establishing a successor program within the Logistics

Section to create a career development pathway for Fire Maintenance Workers (FMW) to the

Emergency Equipment Technician I (EET) classification. The City and Unions have agreed to work

together to develop a formal career development program similar in structure to the Fire

Department Engineer and Officer Development Programs'

The program is to include: Notice of lntent, Task Book Concept, Training and Certifications. A

review by a mutually agreed party will be conducted to clarify and to clearly define the tasks

associated with the job duties of the EET and FMW classifications. A market salary survey is not

intended to be included in this review. The review process is expected to be completed by April

30,2014.

FMW,s will not perform Emergency Equipment Technician duties independently while participating

in the Logistics successor program. Those who complete the Logistics successor program will not

assume the duties or work in the capacity of the EET unless assigned the work and in agreement

with IAFF and AFSCME.

For the Clty of Eugene .For

Randy B. Groves

Fire Chief

AFSCM

Clndy Clarke, Presldent
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MOU (3) Fire Billing Specialist 1218114

MEMORANDUM OF UNDERSTANDING

THE CITY OF EUGENE
AND

THE AMER¡CAN FEDERAT¡ON OF STATE, COUNTY AND MUNICIPAL EMPLOYEES

This Memorandum of Understanding (MOU) is entered into by and between the City of Eugene

(City), and the American Federation of State, County and Municipal Employees, AFSCME

Local 1724 (Union).

The purpose behind the MOU is to complete the merger that occurred between the City of

Eugene's Fire Department and the City of Springfield's Fire Department.

The City has created a new classification titled Emergency Medical Services Accounting

Specialìst to reflect the merged working environment between the City of Eugene and the City

oi Sp¡ngfìeld. Employees currently working in the classification of Program Specialist within the

Ambulañce Billing Diúision will move to the City's new classification of Emergency Medical

Services Accounting Specialist effective August 1,2014.

The following is only applicable to employees assigned to the Emergency Medical Services

Accounting Specialist classification:

1. Effective August 1,2014, affected City employees will move from the City of Eugene's

salary schedule to the City of Springfìeld's SEIU 822 salary schedule and pay grade'

Employees will move to the next higher step closest to their current City of Eugene rate

of pay. Employees will only receive wage adjustments as the City of Springfield's

saiary scheduie reflects adjustments. ln exchange for moving to the City of
Sp¡ngfield's salary schedule employees in this classification will no longer receive any

cost-of-living adjustments negotiated by the AFSCME Union'

2. ln the event that there are changes in the City of Springfield SEIU contract regarding

the compensation of Ambulance Billing Division employees, the City of Eugene and

AFSCMÈ agree to come to the table to engage in interest based bargaining. For

interest basèd bargaining to occur the AFSCME Union is required to provide notice to

the City within thirty (30) days of knowledge of said changes.

3. The new rate of pay will take effect August 1,2014, or upon date of hire, whichever

date is later. Employees will be eligible for annual merit increase opportunities as

outlined in the AFSCME Union contract'

4. Employees will retain AFSCME bargaining unit seniority and will remain in the same

¡oO famity as the Program Specialist classification should workforce reductions occur.
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S. Effective December 1,2014, work between the City of Eugene and City of Springfield

Fire Department will integrate and blend between the two Cities, working as one unit.

This means employees will perform and process work applicable to both the City of

Eugene and the City of Springfield.

6. Effective December 12,2014, affected City employees will receive a one-time payment

of one-thousand and five-hundred dollars ($1,500.00).

7. tn exchange for the one-time payment of $1,500.00, the affected employees will no

longer receive a deferred compensation contribution from the City of Eugene 9s.9{ ,

January 1 ,2015. Employees will be able to participate and contribute to their individual

accounts but the City will no longer provide any type of contribution.

Except as provided in this MOU, all terms and conditions of the collective bargaining agreement

between the City and AFSCME Union shall remain in effect. This agreement shall be non-
precedent setting.

City of Eugene American Fede

and Municipal
ration of State, County

Employees (AFSCME)

ìr t. ..-I

Alana Holmés

Human Resources Director

j..

l': ¿ t ¡, I
I,) i {1 i.\-l

Cindy Clarke

President

Date Date:

Date

í-' iii.q.í"(-,

American Federation of State, County

and Municipal EmPloYees (AFSCME)

JaNell E ey

Council Representat

By:
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