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PREAMBLE.

This Agreement is entered into by the City of Coos Bay (the City), an Oregon municipal
corporation, and City of Coos Bay Local 2892, American Federation of State, County and
Municipal Employees, Council 75, AFL-CIO (the Union). The purpose of this Agreement
is to set forth the entire agreement between the parties on matters relating to wages,
hours, and working conditions.

ARTICLE 1: Definitions.

As used in this agreement, the following terms mean:

Bargaining Unit Seniority: an employee's length of continuous service since the date
the employee became a non-probationary employee within the bargaining unit.

Casual Employees: employees hired to substitute on an "as-needed" basis for absent
bargaining unit members.

Confidential Employee: an employee who assists or acts in a confidential capacity to
management in formulating, determining, and carrying out management policies in the
area of collective bargaining.

Family Member: an employee's spouse; or qualified same-sex domestic partner; parent
or domestic partner’s parent, parent-in-law; an employee's biological, adoptive, or foster
child, step-child, or domestic partner’s child; parent, or step-parent, or domestic partner’s
parent, parent-in-law; siblings and siblings-in-law; the grandparent or grandchild of the
employee or the domestic partner’s grandparent, grandchild; an employee's parent-in-law,
or; a person with whom the employee was or is in a relationship of in loco parentis.

Job Classification Seniority: a non-probationary employee's length of continuous
service in a given job classification.

Part-Time Employee: an employee regularly scheduled to work twenty hours or more per
week, but less than forty hours per week.

Public Safety Employees: Police Department and Fire Department employees who are
members of another recognized collective bargaining unit.

Qualified Domestic Partner: domestic partners, as identified by the State of Oregon
through a Registered Domestic Partnership process, prior to Oregon’s legalization of
same-sex marriage.

Supervisory Employee: as defined in the PECBA at ORS 243.650(23).

Temporary Employees: employees hired to work a regular full-time or part-time schedule
for a specific period of time, not to exceed a total of one hundred and eighty (180) calendar
days in a calendar year but excluding casual employees.
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Work Days: All Mondays through Fridays except for the occurrence of a holiday listed in
Article 20A. At management discretion, work week schedules may be on an alternative
work schedule.

Work Week: The standardized work week will be Monday beginning at 12:00 am and
ending at 11:59 pm on Sunday.

ARTICLE 2: Recognition.

The City recognizes the Union as the sole and exclusive bargaining agent for all
employees of the City, except for public safety employees, supervisory employees,
confidential employees, temporary employees and casual employees.

ARTICLE 3: Captions.

The use of headings throughout this Agreement is intended for reference only and shall
not be construed to enlarge upon, limit, diminish, or in any other way modify the terms and
conditions set forth in the body of each article.

ARTICLE 4: Union Security.

Section 1

A. Employees covered by this Agreement shall have the right to become members of
the Union through application to the Union. The Union will be the holder of record and
application or resignation of membership shall be handled by the Union. The Union
will timely provide copies of bargaining unit member authorization forms to the City.

Upon a new hire's acceptance of an offer of employment to any bargaining unit
position the City will provide the Union with notice of the new employee's name,
official start date, reporting location, job title, work e-mail address, work phone, work
schedule/shift, and home or mailing address.

B. During the life of this Agreement, the Union will notify the City periodically of
individuals who have become members of the Union.

C. The Union shall notify the City of the current rate of dues and other authorized
deductions in a timely manner, which will enable the City to make the necessary
payroll deductions as specified.

D. The City shall deduct from the monthly paycheck of the employees in the bargaining
unit who have authorized the City to make the deduction, the specified amount for
payment to AFSCME Council 75. The City agrees to remit the aggregated deductions
together with an itemized statement to AFSCME Council 75, by the third business
day of the succeeding month after such deductions are made. The itemized statement
will be provided electronically in PDF to AFSCME Council 75 finance department (the
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itemized list will include name, dues, PEOPLE/AVIP, wages, and job title).

E. Employees whose employment begins or ends after working less than ten (10)
working days in any calendar month will not be subject to authorized deductions.

F. The City also agrees to make payroll deductions from the pay of those employees
who request, in writing, to deduct from their earnings, regular payroll deductions in
such amounts authorized by the employee for Public Employees Organized to
Promote Legislative Equality (PEOPLE) committee or the AVIP political action
committee.

All PEOPLE and AVIP contributions shall be voluntary and may be revoked at any
time by giving written notice to the Union and the employer. It is expressly understood
that PEOPLE and AVIP contributions are not required as a condition of employment.

Section 2

The City agrees to inform all new employees hired into a position included in the
bargaining unit that they are employed in a position covered by a bargaining unit
represented by AFSCME.

The City agrees to allow duly certified Union Representatives up to sixty (60) minutes
of paid time, to speak to the new employees about Union exclusive recognition, its
benefits, and service available to the membership. This time will not be used for
discussion of labor-management disputes. This time may be split between several
meetings over the first six (6) months of the new employee's employment.

ARTICLE 5: City Security/Lockout.

A. During the term of this agreement, neither the Union nor any of its members shall
initiate, join, cause, permit or participate in any strike, work stoppage, slowdown,
picketing, or any action designed to interrupt City services. Employees shall not
receive any wages or benefits whatsoever while they are engaged in such action.
Disciplinary action, up to and including discharge, may be taken by the City against
any employee who violates this Article. Such disciplinary action may not be grieved
or otherwise appealed except where a genuine question of fact is presented as to
whether the employee did, in fact, participate or engage in a violation of this article.

B. If a strike, work stoppage, slowdown, picketing or other action designed to interrupt
City services occurs, either by an individual employee or a group of employees, then
the Union will, upon notification from the City, immediately attempt to secure an
immediate and orderly return to work. The obligations set forth in this article shall not
be affected by the subject matter giving rise to the action, or by the fact the subject
matter may or may not be grieved under the terms of this agreement.

C. The City shall not engage in any lockout of employees during the term of this
agreement.
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ARTICLE 6: Hours of Work.

A. A full-time employee's regular work week shall normally consist of forty (40) hours

worked as five (5) consecutive eight-hour days followed by two (2) consecutive days
off, unless the employee agrees to work non-consecutive days, or if working within a
division which requires, or allows for, alternative works schedules. The standardized
work week will be Monday beginning at 12:00 am and ending at 11:59 pm on Sunday.
The work week does not set the employee work schedule and only defines the work
week (shifts) in which overtime is calculated.

A full-time employee's regular work day shall normally consist of a shift of eight (8)
hours worked as two (2) four-hour periods, divided by a lunch period, unless the
employee has been scheduled to work a split-shift, or if working within a division which
requires, or allows for, alternative work schedules. If the Department Head
determines an operational need exists, the City may require an employee to work a
four-day, ten- hour per day workweek.

Work schedules showing work days, shift assignments and work hours will be posted
in advance by the City. Except in emergencies, work schedules will not be changed
unless forty-eight-hour notice is given to the employee; provided, however, that if the
change to the work schedule affects more than four hours in a workday, notice will be
provided five days prior to the change.

Nothing in this agreement shall be construed as a guarantee of hours of work.
Reductions in hours of work shall be implemented in the same manner as layoffs.

D. The City reserves the right to implement a job-sharing program.

ARTICLE 7: Rest Periods/Lunch Periods.

A.

All employees shall have a paid fifteen-minute rest period during each one-half shift,
except in emergencies. Rest periods shall be taken at approximately the middle of
each one-half shift, as designated by the employee's supervisor.

All employees shall have a lunch period of not less than one-half hour, nor more than
one hour, except in emergencies. Lunch periods shall be without pay and shall be
utilized at approximately the middle of the work shift, as designated by the employee's
supervisor.

ARTICLE 8: Overtime/Compensatory Time.

A.

Employees required by the City to work more than forty (40) hours in a single
workweek shall receive overtime compensation, which shall be computed to the
nearest quarter (.25) hour. In calculating the forty hours in a single workweek, any
sick, vacation, or compensatory time taken will be excluded, with the exception of
Parks and Street division employees and limited to hours worked during the Bay Area
Fun Festival, Blackberry Arts Festival, Memorial Day Parade, Empire Clamboree, and
Memorial Day workweeks.
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The employee's overtime rate of pay (overtime rate) shall be one and one-half times
the employee's regular straight-time rate of pay (regular rate). Overtime shall be
based on the actual time on duty in excess of forty hours per week. An employee
shall be guaranteed a minimum of two hours of overtime if the employee is called
back to duty for an emergency after their shift has ended.

If the employee and the City mutually agree, an employee may be granted
compensatory time in lieu of overtime pay. Compensatory time will be accrued at the
rate of one and one-half hours of compensatory time for each hour of overtime
worked. Compensatory time shall be paid at the employee's regular rate.

Except by mutual agreement, compensatory time shall not be accrued in excess of
eighty (80) hours during any one fiscal year, and not more than forty (40) hours of
compensatory time may be carried forward from one fiscal year into the next. Earned
but unused compensatory time in excess of forty (40) hours will be paid out to the
employee at the end of the fiscal year in which it was earned at the employee's then-
current regular rate.

An employee may request to be paid for all or a portion of the employee's accrued
compensatory time as part of the employee's regular paycheck, subject to approval
by the City and the availability of budgeted funds; provided, however, that such
request may not be made on more than two occasions during any one fiscal year.
The City may, at the City's discretion, pay all or a portion of the employee's accrued
compensatory time at any time during a fiscal year.

Time off for compensatory time shall be mutually scheduled by the City and the
employee. Time off may be scheduled at the City's discretion, if the City wishes to
reduce the employee's accrued compensatory time to forty hours or less per year.

If the employee and the City mutually agree, an employee may be granted flex time,
in lieu of overtime pay or compensatory time for hours worked, at an hour for hour
rate, in excess of eight (8) hours in a workday. Hours of flex time taken off must be
used within the work week of accrual and at a time mutually agreeable to both the
employee and the City. In the event that flex time accrual is not taken, it shall be
awarded at compensatory time at the rate stipulated in section "B" of this article.
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ARTICLE 9: Seniority.

A.

An employee who has not completed their probationary period shall not have
bargaining unit or job classification seniority and shall not be considered a regular
employee.

. An employee shall lose all bargaining unit and job classification seniority in the event

of a voluntary or involuntary termination or failure to return from an expired leave of
absence.

Bargaining unit and job classification seniority lists shall be posted in conspicuous
places available to employees and shall be updated whenever an employee achieves
non-probationary status or at least once annually.

If an employee leaves the bargaining unit for another City position, the employee’s
bargaining unit seniority shall be frozen. If the employee then has no break in
employment with the City and returns to the bargaining unit, the employee shall have
their previously earned bargaining unit seniority reinstated.

ARTICLE 10: Layoffs.

A.

If the City determines the need for a reduction in its work force, layoff notices shall be
provided to the affected bargaining unit employees not less than one month prior to
the layoff date. Layoffs within each affected job classification shall be determined by
the City based on the order of the employees' job classification seniority within the
affected job classification. Layoffs out of job classification seniority order may be made
based on a Department's operational needs or an employee's demonstrated special
occupational skills.

An employee who has received a layoff notice may elect to bump any employee in an
equal or lower job classification, provided the employee has bargaining unit seniority
over the employee being bumped and meets the minimum experience and training
required for the equal or lower job classification. The employee's election to bump
must be submitted to the City no later than two weeks after the employee receives
their layoff notice. An employee who exercises their bumping rights will be placed in
the new job classification at the step that is closest to, but not higher than, the base
salary in the classification from which they were laid off.

An employee who has been laid off shall be placed on a recall list in order of the
employee's bargaining unit seniority. The employee shall be recalled according to the
employee's order on the recall list if positions in a job classification equal to or lower
than the employee's previous job classification become available. An employee
accepting a temporary position or a position in a lower job classification shall retain
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recall rights to the employee's previously held job classification. The employee shall
retain recall rights for twenty-four months from the employee's last day of work.

D. No new employees shall be hired into job classifications from which employees have
been laid off until the recall list is exhausted; provided, however, the City may fill a
vacant position if no person on the recall list meets the minimum experience and
training required for that job classification.

E. Failure by an employee to timely reply to a recall notice and accept the position offered
to the employee within five working days of the date the recall notice is received by
the employee shall constitute an immediate voluntary termination by the employee and
result in removal of the employee from the recall list. Recall notices shall be sent by
certified letter to the employee's last known address. The employee shall be
responsible for supplying the City with a current address, and failure to receive a recall
notice because of the employee's failure to provide a reliable address shall also
constitute an immediate voluntary termination and result in removal from the recall list.

F. During the period an employee is on a recall list, the employee shall accrue no seniority
or other benefits. An employee who has been recalled shall have their previously
accrued bargaining unit seniority and accrued sick leave reinstated.

G. An employee who has been recalled, within the recall timeframe stipulated in section
C of this article, to fill a job classification equal to or lower than the employee's previous
job classification will not be required to serve a probationary period. The recalled
employee will return to the same salary range and step if returning to the same job
classification held prior to the layoff. If the recalled employee returns to a position in a
lower classification the employee will start at the same step prior to the layoff but in
the salary range of the lower classification.

ARTICLE 11: Probationary Period.

A. Newly hired employees shall serve a probationary period of six (6) months, during
which time the employee is at-will, and may be discharged for any reason whatsoever,
except as otherwise provided by law, with no right to protest or grieve the discharge.
At the conclusion of six (6) months, the City shall determine whether the employee has
satisfactorily completed probation. If the City determines that the employee has not
satisfactorily completed probation, the City may extend probation for an additional
period of up to ninety (90) days. The probationary period may be extended beyond
the additional ninety-day period by written agreement with the Union. Any employee
who successfully completes their probationary period shall have six (6) months of
bargaining unit seniority credited to them.

B. If a regular employee is promoted to a higher job classification, the employee shall
serve a promotional probationary period of six months. If the City determines the
promoted employee does not meet the City's expected performance standards, the
employee shall be returned to their previous job classification. Determination that the
employee has satisfactorily completed the promotional probationary period is in the
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sole discretion of the City and return to their previous job classification shall be without
right to grieve under the contract. Except as provided in this paragraph, the promoted
employee shall otherwise be covered by the terms of this agreement during their
promotional probationary period.

Temporary or casual employees who move to a represented position shall not have
their previous time credited toward their probationary period and shall receive no credit
for vacation or sick leave for their period of temporary or casual employment.

ARTICLE 12: Discipline and Discharge.

A.

Disciplinary action may be imposed on non-probationary employees by the City for
just cause, including, but not limited to, violations of work rules, misconduct,
insubordination, misfeasance or malfeasance, violation of the terms of this agreement,
engaging in illegal political activity, or poor job performance. The severity of
disciplinary action depends on the nature of the violation and the employee's work
record.

Discipline includes, but is not limited to, the following:
* Oral reprimand
*  Written reprimand
* Suspension without pay
» Discharge

Discipline will normally be progressive, beginning with an oral reprimand and
culminating with discharge, except where the employee has engaged in a serious
violation. Prior to imposing discipline, the City shall inform the employee in writing of
the reasons for the disciplinary action.

If the City determines there is just cause for discipline greater than a written reprimand,
it shall provide the employee with written notice of the proposed disciplinary action,
the grounds for such action, and the opportunity to respond orally or in writing to the
person taking the proposed action. The employee's response opportunity shall be
scheduled no sooner than three (3) work days after their receipt of proposed
disciplinary action, which may be extended upon mutual agreement of the parties.

. Employees may request, and, upon such request, shall be entitled to, Union

representation during investigatory interviews or at any meeting the employee is
required to attend for the purpose of administering or determining the appropriateness
of discipline.

If the City has reason to discipline an employee, reasonable effort shall be made to
impose discipline in a manner that will not embarrass the employee before other
employees or the public.

Disciplinary action above an oral reprimand may be appealed by filing a grievance as
provided in this agreement. If disciplinary action is discharge, the grievance shall be
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filed with the City Manager at Step 3 within seven (7) work days of the date of
discharge.

G. If an employee is suspended without pay, the employee shall not accrue any vacation,
sick leave, or other benefits during the period of suspension. If it is determined by the
City Manager or an arbitrator, or the Employment Relations Board (ERB), chosen to
hear a grievance of the discipline that an employee was unjustly suspended, the
employee shall be granted benefits and compensation for lost time to the extent
deemed equitable under the circumstances. If the City Manager or arbitrator determine
that an employee was unjustly discharged, the employee shall be reinstated with
benefits, and shall, unless contrary to an order of an arbitrator or the ERB, be awarded
compensation for all or part of the lost time to the extent deemed equitable under the
circumstances.

ARTICLE 13: Grievance Procedure.

A. A grievance is defined as a dispute brought by the Union or the City regarding an
alleged violation of this agreement.

B. In an effort to provide for a peaceful procedure for resolution of disputes, the parties
agree to the following grievance procedure:

Step 1: The employee or steward shall first file the grievance in writing with the
employee's immediate supervisor outside the bargaining unit within ten
working days from the occurrence of the event which is the basis for the
grievance, or ten working days from the date the employee knew or
should have known of the event which is the basis for the grievance.

The written grievance shall include:

a. The name and position of the employee or employees or party on
whose behalf the grievance is brought.

b.  The date of the circumstances giving rise to the grievance or the
date of the employee's first knowledge thereof.

c. A clear and concise statement of the grievance, including the
relevant facts necessary to a full and objective understanding of
the employee's position.

d. Statement of alleged violation or violations, including reference to

the specific provisions of the contract which are alleged to have
been violated.

e. The remedy or relief sought by the employee.
f. Signature of the person submitting the grievance.
9
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The supervisor shall meet with the aggrieved employee, if requested,
and a representative of the Union, if requested by the employee. Any
such meeting shall be within ten working days of the filing of the
grievance. The supervisor shall respond to the employee in writing
within ten (10) work days of the date of the filing of the grievance or the
date of the meeting, if one occurs.

Step 2: If the grievance is denied at Step 1, the grievance may be submitted to
the Department Head within ten (10) working days of the date the
employee is provided with the response from Step 1. The Department
Head may meet with the employee's immediate supervisor and shall
meet with the aggrieved employee and, if requested by the employee,
the Union representative. The Department Head shall respond to the
employee and Union in writing within ten (10) work days of the date of
the meeting.

Step 3: If the grievance is denied at Step 2, the grievance may be submitted to
the City Manager within ten days of the date the employee is provided
with the response from Step 2. The City Manager shall meet with the
Department Head and the aggrieved employee and, if requested by the
employee, the Union representative. The City Manager shall respond
to the employee and Union in writing within ten (10) work days of the
date of the meeting.

Step 4: If the grievance is denied at Step 3, the grievance may be submitted to
arbitration within ten (10) work days of the date the employee is provided
with the response from Step 3. The parties shall confer and attempt to
select an arbitrator by mutual agreement within ten (10) work days of the
date of submission to arbitration. If the parties cannot agree upon an
arbitrator, a list of nine (9) names shall be jointly requested from the
State Mediation and Conciliation Service. Within ten (10) work days
after receipt of the list by both parties, the parties shall confer and shall
alternately strike one name from the list until only one name remains,
with the remaining name being selected as the arbitrator. The order of
striking shall be determined by lot.

The jurisdiction of the arbitrator shall be limited to the interpretation of
the provision of the contract alleged to have been violated and the
determination if a violation has occurred. The arbitrator shall not have
the power to alter, modify, add to, or detract from the terms of this
agreement. The decision of the arbitrator shall be within the scope and
terms of the grievance, shall be in writing, shall be requested to be
provided to the parties within thirty (30) days from the close of the
hearing record, and shall be binding on all parties, including the
employee(s) concerned.

C. Grievances filed by the City shall be initiated at Step 2 by filing the grievance with the
Council 75 representative representing Local 2892. Step 3 shall be appealed to the
Union president. Step 4 shall take the grievance to arbitration. The deadlines for the
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City to file and to advance the grievance to the next step and for the Union to issue
written responses thereto shall be the same as for grievances filed by the Union.

. No award shall be made by the arbitrator which grants any right or relief which is
retroactive prior to the execution date of this agreement. If a grievance involves a
monetary claim against the City, the arbitrator shall not make any award which allows
any back pay or back benefits which are retroactive for more than ten days before the
date the grievance is first filed.

Each party shall be responsible for paying the costs of presenting its own case in
arbitration, including the payment of witness fees, if any, and the payment of costs of
recording the proceedings. The fees and expenses of the arbitrator and any court
reporter required by the arbitrator shall be paid by the party that does not prevail in the
decision, which shall be designated in the arbitrator's opinion. The arbitrator may
determine that there is no non-prevailing party in which case the parties shall split the
payment of fees and expenses equally.

. Any time limit specified in this Article may be extended by mutual consent, in writing,
of the parties. Failure to advance a grievance, by the union, within the time limit
specified at each step shall constitute abandonment of the grievance. Failure by the
City to advance the grievance within the time limit specified at any step shall cause
the grievance to move to the next step in the process. A grievance may be withdrawn
at any time, upon receipt of a signed statement from the grievant, be confirming that
the employee(s), the Union or the City, consider that the matter has been resolved.
An employee may be represented by a Union representative. Meetings under this
article will be scheduled by mutual agreement of the parties.

. Stewards designated by the Union shall not suffer loss of pay or benefits when meeting
with supervisors or other management representatives concerning official written
grievances or resolving grievances under investigation, but the steward shall not be
entitled to receive overtime compensation as a result of the steward's participation in
such proceedings. If the grievance affects a group of three or more employees, the
Union shall select a representative for the entire group, who shall represent the group
in any grievance proceedings. If the City subpoenas an employee as a witness at an
arbitration, the employee shall not lose pay or benefits for the time spent attending the
proceeding. No more than two employees shall be away from their assigned work at
any one time to appear as witnesses at an arbitration.
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ARTICLE 14: Salaries.

A.

C.

Salaries shall be in accordance with Exhibit A, which is attached hereto and
incorporated herein by reference. Step increases are for merit. During the term of this
agreement, each employee shall receive the salary set forth for his or her job
classification and step as set forth in Exhibit A, which shall be the employee's base
salary.

Effective July 1, 2022, or upon execution, whichever is later, the wages for all
employees covered by this agreement shall be increased by four and one-half
percent 4.5%.

Effective July 1, 2023, the wages for all employees covered by this agreement
shall be increased equal to the US CPI-W- West Size Class B/C, from January
through December of 2022, with a minimum of one percent (1%) and a maximum
of four percent (4%).

Effective July 1, 2024, the wages for all employees covered by this agreement
shall be increased equal to the US CPI-W- West Size Class B/C, from January
through December of 2023, with a minimum of one percent (1%) and a maximum
of four percent (4%).

. Promoted employees shall be placed in their new job classification at the step next

higher than their old rate of pay. A demoted employee will be placed in the new job
classification at the step that is closest to, but not higher than, his or her old base
salary.

Any new or substantially revised job classification shall be provided to the Union, which
shall be afforded the opportunity to negotiate a permanent pay scale for the
classification.

E. Bilingual Spanish incentive pay: As needed to assist in the services provided to the

public, and in the sole discretion of the City Manager, an employee may be approved
for a five percent (5%) incentive on base wage for Spanish bilingual, certified through
an approved testing process.

ARTICLE 15: PERS.

The City will enroll all eligible employees in the Oregon Public Employee Retirement
System (PERS) and shall assume the employees’ contribution of six (6) percent to PERS.
Any percentage amount in excess of 6%, as required by state legislation, shall be the
responsibility of the employee.
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ARTICLE 16: Working Out of Classification.

A. An employee required to temporarily work in a job classification with a higher pay
range shall have written authorization (listed on the employees time card and signed
by both the employee and the employee’s supervisor). The employee shall be eligible
to receive premium pay as defined in subsection 16 B, except when the employee is
temporarily taking the place of another employee for a period of time not to exceed ten
(10) days per fiscal year, or when an employee is enrolled in a specific departmental
training program for a total number of hours not to exceed five hundred (500) hours
during the term of this contract.

B. Premium pay shall be paid at the regular rate for the beginning step of the job
classification or five percent above the employee's regular rate, whichever is greater.
An employee temporarily assigned to work in a job classification with a lower pay scale
shall continue to receive their regular rate.

ARTICLE 17: On-Call.

If an employee is required by the City to be on-call, the employee shall be fit and available
for work. The requirement to be on-call shall be documented in writing (listed on the
employee’s time card and signed by both the employee and the employee’s supervisor)
and the employee shall be compensated at the rate of one (1) hour for each eight (8) hours
that the employee is required to be on-call provided, that the employee shall be
compensated at the rate of one and one half (1.5) hours for each eight (8) hours the
employee is required to be on-call on a paid holiday. Compensation shall be at the
employee's regular rate and may be taken as compensatory time according to the terms
of this Agreement. Compensation for on-call time shall be in addition to any compensation
for actual time the employee spends on duty if called in.

Effective July 1, 2022, or upon execution, whichever is later, for those employees who are
on-call, and who are required to respond to work as a result, the City will pay them at the
flat rate of $57.00 per hour for such response. The flat rate will be adjusted based upon
the July 1, 2023 and July 1, 2024 applicable base wage adjustment provided for in Article
14.

ARTICLE 18: Job Posting.

Vacancies in the bargaining unit shall be posted for two weeks in a place available to all
employees. Employees may apply for such vacancies by submitting an application
according to the City's standard job application procedures. A qualified employee's
service with the City shall be considered as a factor in filling a vacancy, provided the
employee's qualifications are, in the City's judgment, equivalent to those of other
applicants. If two or more qualified employees are otherwise equivalently qualified to fill
the vacancy in the City's judgment, the employees' bargaining unit seniority shall also be
considered as a factor in evaluating the applications of the two employees.
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ARTICLE 19: Vacation.

A. Full-time employees shall accrue vacation hours per calendar month of service
completed as follows:

Months 1 through 12 6.67 hours/month (80 hours/year)
Months 13 through 60 8.00 hours/month (96 hours/year)
Months 61 through 120 10.00 hours/month (120 hours/year)
Months 121 through 180 13.33 hours/month (160 hours/year)
Months 181 through 299 15.00 hours/month (180 hours/year)
Months 300 or more 16.67 hours/month (200 hours/year)

Vacation shall be credited monthly as accrued vacation, except that vacation accrued
during an employee's first six months of continuous service shall not be credited as
accrued vacation until the employee has completed the first six (6) months of
continuous service. Newly hired employees may use accrued vacation upon
completion of six months of service (not including any unpaid leave).

B. An employee's accrued but unused vacation shall not accumulate beyond double the
employee's yearly accrual rate. The City may initiate a mandatory vacation to reduce
accrued but unused vacation below the maximum allowable accrual rate. The City,
through pay-stubs, will provide information to an employee regarding the employee’s
accrued but unused vacation balances so that the employee may reduce their total
accrual below the maximum amount. Part-time employees shall accrue vacation pro-
rata, based on a 2080-hour work year.

C. Upon termination, resignation, or retirement, a non-probationary employee shall be
paid all accrued but unused vacation at the employee's then-current regular rate.
Initial hire probationary employees who are terminated shall receive no payment.
Upon the death of a non-probationary employee, the estate of the employee shall be
paid compensation for all accrued but unused vacation at the employee's regular rate
at the time of death.

D. Dates on which to use vacation preference shall be granted on the basis of job
classification seniority and subject to the Department's operational needs; provided,
however, an employee may exercise his or her right to have seniority considered in
vacation preference only once per fiscal year.

ARTICLE 20: Holidays.

A. Employees who are members of the bargaining unit shall receive the following paid

holidays:
New Year's Day January 1
Martin Luther King Day Third Monday of January
President's Day Third Monday of February
Memorial Day Last Monday of May
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Fourth of July July 4

Labor Day First Monday of September
Veteran's Day November 11

Thanksgiving Day Fourth Thursday of November
Day after Thanksgiving Fourth Friday of November
Christmas Eve December 24

Christmas Day December 25

B. Whenever a paid holiday falls on Sunday, the following Monday shall be observed as
the holiday; whenever a paid holiday falls on Saturday, the previous Friday shall be
observed as the holiday.

C. To receive holiday pay, the employee must have worked the last scheduled workday
before and the first scheduled workday after the holiday, or have been on authorized
leave with pay on those days.

D. If an employee's scheduled day off falls on a paid holiday, the employee shall accrue
one holiday with pay, to be scheduled at the mutual convenience of the employee and
the City within thirty (30) days of the holiday.

E. Full-time employees shall receive eight hours pay for each of the holidays listed above.
Full-time employees with a work week schedule other than eight hours per day will be
paid holiday pay applicable to the work schedule they are on at the time of the holiday.
Part-time employees' holiday pay shall be pro-rated. Employees required to work on
a paid holiday shall be compensated for time worked at one and one-half times the
employee's regular rate, in addition to their holiday pay.

F. If the City institutes additional paid holidays, for non-represented employees, after

execution of this CBA, the City will provide that additional holiday to the Union
members.

ARTICLE 21: Sick Leave.

A. Full-time employees shall accrue sick leave at the rate of eight hours for each month
of service. Part-time employees shall accrue vacation pro-rata, based on a 2080-hour
work year. Sick leave may be accumulated to a maximum of 960 hours.

B. Sick leave may be taken for the purposes set forth in Appendix B.

C. An employee shall notify his or her immediate supervisor of the need to use sick leave
as soon as possible after knowing the need. If an employee takes more than three
consecutive scheduled workdays of sick leave, written verification by a qualified health
care professional of the need to use sick leave shall be provided if requested by the
City. Verification shall be provided to the employer within fifteen (15) calendar days
after the City’s request. Pursuant to ORS 653.626, the City shall be responsible for
any costs associated with provision of verification if not covered by the employee’s
health insurance.
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D. Upon retirement from the City of Coos Bay, an employee with ten (10) or more years
of service with the City of Coos Bay’'s AFSCME bargaining unit shall be paid a
percentage of their unused sick leave into a deferred compensation plan of the
employees choosing (from those plans available at the City of Coos Bay), not to
exceed the Federally mandated limits. The percentage shall be equal to the completed
years of service by such employee with the City of Coos Bay's AFSCME bargaining
unit.

E. If the City suspects that an employee is abusing sick time, including engaging in a
pattern of abuse, the employer may require verification from a health care provider of
the need of the employee to use sick leave, regardless of whether the employee has
used sick leave for more than three consecutive days. A “pattern of abuse” includes,
but is not limited to, repeated use of unscheduled sick time on or adjacent to
weekends, holidays, vacation days or paydays.

ARTICLE 22: Workers' Compensation.

The City shall pay an injured worker the difference between time-loss pay the employee
receives from the worker's compensation insurer and the employee's regular salary after
all mandatory and voluntary withholdings. The payment shall be made without cost or
offset suffered by the employee during the first six (6) months after injury which is an
accepted claim by the workers compensation insurer. Thereafter, the dollar value paid by
the City shall be converted to the employee's regular hourly wage rate and charged on an
hourly basis against the employee's accrued compensatory time, sick leave and vacation,
in that order. After the first six (6) months of time loss and exhaustion of the employee's
accrued compensatory time, sick leave and vacation, supplemental payments shall cease.
Following the exhaustion of the employee's supplemental benefits under this Article, the
employee shall only receive Workers’ Compensation benefits as provided under state law.

ARTICLE 23: Bereavement Leave.

A leave of absence with pay may be granted an employee when a death of an employee's
family member requires the absence of an employee to make funeral arrangements or
attend the funeral. The employee may take up to five (5) work days leave if the funeral is
in or within 250 miles of Coos Bay, OR, and up to seven (7) work days if the funeral is
more than 250 miles from Coos Bay, OR. Should circumstances require an employee be
absent in excess of the allotted leave of absence, the days in excess may be charged
against accumulated sick leave. For the purpose of the paid bereavement benefit only,
"family member" is defined in Article 1.

Unpaid bereavement leave is also available under OFLA though with specific limitations
and differences from the paid bereavement benefit stated above, including differences in
the definition of “family member”. (See ORS 659A.159(1)(e)).
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ARTICLE 24: Jury Duty.

An employee duly summoned for jury duty will not suffer loss of pay. The employee shall
transfer to the City any and all compensation paid to the employee for jury duty, less
mileage allowance received, and shall receive the employee's regular compensation for
the time absent.

ARTICLE 25: Family Medical Leave.

A.

The City shall provide employees with family unpaid leave pursuant to ORS 659A.150
— 659A.186. During the period of leave, the employee shall not accrue seniority or
any other employment benefits or rights during any portion of the leave period in which
the employee is in unpaid status, unless required by law.

Any employee taking family leave may elect to take the entire leave without pay. If the
employee wishes to utilize paid leave, the employee shall first use accrued sick leave
then accrued compensatory time. After exhausting sick leave and compensatory time,
the employee may then use accrued vacation leave. When all accrued paid leaves are
exhausted, the balance of time still available for family medical leave shall be without

pay.

If the employee wishes to take family medical leave, the employee shall give at least
fifteen (15) days’ notice to the City, unless the need to take family medical leave results
from an unexpected serious health condition of the employee or the employee's family
(as defined in Article 1) , an unexpected illness, injury, or condition of a child of the
employee which requires home care, or a premature birth, unexpected adoption or
foster placement, in which case no advance notice need be provided.

The City may require an employee during a period of family leave to report periodically
to the City on the employee’s status and on the employee’s intention to return to work.

. Before restoring an employee to a position under subsection A. of this section, the City

may require that the employee receive certification from the employee’s health care
provider that the employee is able to resume work.

ARTICLE 26: Americans with Disabilities Act.

Subject to the wishes of an employee for the Union to do so on their behalf, the City and
the Union shall consult and cooperate in making reasonable accommodations under the
Americans with Disabilities Act.

ARTICLE 27: Leave Without Pay.

A leave of absence without pay for up to six (6) months may be granted by the City
Manager of the City. Leave will not be granted if an employee has accrued vacation or
other applicable paid leave available. Employees shall not accrue seniority, benefits or
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any compensation whatsoever during leave without pay. Insurance coverage will be
continued at the expense of the employee upon his or her request.

ARTICLE 28: Clothing and Uniforms.

A. The City will provide and launder coveralls for maintenance mechanics in the
Operations Division.

B. Upon request by the employee, the City will provide one (1) rain suit as needed by
employees who are outside workers, who shall keep the rain suit for use on the job,
and who shall replace the rain suit if lost, or destroyed as a result of the employee’s
negligence.

C. No more than once per year, the City shall purchase Shop, Engineering, Water Quality,
Building Maintenance, Building Code, Park, Street, and Courier Driver employees
appropriate work related footwear which meets the minimum ASTM “F2413-11"
standards. The City will purchase the employee’s boots on as needed basis (as
determined by their superviosr), but not more than once per fiscal year. The City will
pay up to $250 for the footwear. Employees will be responsible for payment of any
additional cost. Employees will be required to wear the City purchased footwear when
carrying out their duties for the City.

Due to the caustic chemicals and outdoor work associated with wastewater, the City
will purchase the employees of the Water Quality Division rubber boots, on as needed
basis (as determined by their supervisor) but not more than once per fiscal year, that
meet ASTMF2413-18. The City will pay up to $175 for the rubber boots. Employees
will be responsible for payment of any additional cost. Employees will be required to
wear the City purchased rubber boots when carrying out their duties for the City.

Footwear damaged and rendered unusable during the course of work will be replaced
by the City. With a supervisor’s approval, the City will purchase replacement safety
footwear for the wornout footwear during the fiscal year they were purchased in. The
cost for the additional footwear will be charged against the following year’s footwear
allowance.

D. On an annual basis, the City shall purchase for each Shop, Water Quality, Park, and
Street employee up to six (6) non-flammable, high visibility colored safety tee shirts
(Class 3), one (1) high visibility colored cap, and one (1) reflective safety jacket.
Because of the administrative functions performed by Engineering staff and Building
Codes staff, they shall have the option to choose one (1) high visibility safety vest (with
City logo) in lieu of receiving safety shirts. With the exception of the cap, all City
supplied safety clothing shall have the City logo. The style, type, and color, shall be
recommended by the Uniform Committee and approved by the Public Works and
Community Development Director. The Uniform Committee must be comprised of two
(2) union employees from the Operations and Water Quality Divisions for a maximum
of four (4) members. Clothing must meet the requirements of this Article and
applicable OSHA, ANSI/ISEA, and ASTM standards. The Committee can meet for up
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to a total of two (2) times, during normal working hours, for up to one (1) hour for each
meeting. All new safety clothing purchased by the City will include the City’s logo.

The City will replace said employees’ reflective safety jacket when an employee’s
existing jacket is no longer functional and needs replacement (as determined by their
supervisor). New clothing shall meet The American National Standard for High-
Visibility Safety Apparel and Headwear, (ANSI/ISEA 107-2015) as appropriate and as
determined by their supervisor. The City purchased clothing will only be replaced once
per fiscal year and only if the existing clothing is no longer functional and needs
replacement (as determined by their supervisor).

Employees are responsible for laundering the City provided clothing and employees’
clothing shall be clean and neat at the start of the work shift. The employees of the
Water Quality Division can use the provided laundry facilities if they so choose.
Employees are required to wear the clothing, as appropriate for the weather
conditions, while carrying out duties for the City. The employees will be required to
return City purchased clothing to the City at the end of their employment with the City.

E. Due to the hazards of working with wastewater, the employees of the Water Quality
Division have a $250 clothing (uniform) allowance per fiscal year. This allowance will
only be eligible for pants, coveralls, and/or overalls. Employees will be responsible
for payment of additional costs. The City shall provide onsite laundry facilities
available for Water Quality Division employees to launder their uniforms. Uniforms are
described as: high-visibility shirts, as determined by the City and as identified in
section D, (long or short sleeve) with City logo and black or navy blue work pants
and/or coveralls.

ARTICLE 29: Continuing Education and Required Licenses/Certificates.

A. Employees may request reimbursement for the costs of college level course work relevant
to their role in the organization. Whether a course is relevant or not shall be decided by
the City at its sole discretion. Reimbursement will be limited to $750.00 per fiscal year per
union employee. Those seeking tuition and instructional material costs reimbursement
must make a request in writing to their department head for approval prior to the
employee's enrollment of participation. Reimbursement for college level course work will
be determined by the letter grades received by the student.

Letter Grade “A” = 100% tuition reimbursement

Letter Grade “B” = 80% tuition reimbursement

Letter Grade “C” = 70% tuition reimbursement

Letter Grade “D” or below = 0% tuition reimbursement

Pass/Fail Classes “P” = 70% tuition reimbursement

B. The City will pay the costs of obtaining and maintaining City-required licenses and
certificates, physical examinations and any mandatory training necessary.
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ARTICLE 30: Employee Insurance Coverage.

A. For the term of this Agreement, the City agrees to provide dental and vision insurance
coverage for employees and their dependents that is substantially similar on the whole
to that presently in effect to the Regence High Deductible Health Plan with Health
Savings Account (HDHP w/HSA4) unless another plan is mutually agreed upon.
Parties agree that benefit changes during the term of this Agreement that are
mandated by the Affordable Care Act (ACA) and the Internal Revenue Service are not
subject to bargaining. During the term of this Agreement, full-time employees shall
contribute 10% of the cost of the full premium for employees, their dependents as well
as qualified domestic partner grandfathered in prior to the legalization of same sex
marriage in Oregon.

B. For part-time employees, the employee shall contribute 10% of the cost of the full
premium, but coverage shall be for the employee only; a part-time employee who
wishes coverage for their dependents and grandfathered qualified domestic partner
shall pay the full cost of such coverage.

C. The City shall make available to employees an IRS Section 125 premium conversion
plan, under the terms of which an employee may elect and instruct the City to withhold,
on a pre-tax basis, the employee’s contribution to medical, dental and vision
premiums.

D. The City shall contribute 100% of the HDHP4 plan deductible ($1,700 for a single and
$3,400 for two or more) into eligible employee’s HSA accounts for the employee’s use
for any eligible medical charges. On or about January 1st of each year during this
Agreement the City will contribute the full deductible into non-probationary employee’s
HSA accounts. Employees on probation will have their prorated share deposited into
their HSA account on a monthly basis.

For AFSCME employees who are not eligible for an HSA as deemed by IRS rules and
regulations (for instance they are on Medicare or Medicare eligible and/or they are
covered by another non-HDHP insurance policy) the City shall contribute 100% of the
HDHP4 plan deductible ($1,700 for single and $3,400 for two or more) into a HRA
VEBA.

The City will make the maximum contribution to HSAs allowable by IRS rules and
regulation to married employees who are both working for the City ($1,700 for a single
and $3,400 for two or more). The City shall contribute the reminder part of the two
HDHP plan deductibles into an HRA VEBA.

Contributions to HSAs and/or HRA VEBAs for mid-year hires will begin at the same
time that medical insurance coverage starts which currently is the first of the month
following the date of hire. The City will prorate the deductible and deposit 1/12 of the
employee's deductible in the employee's HSA and/or HRA VEBA account. The
amount deposited each month will be a pro-rated amount of $1,700 for single and
$3,400 for two or more. This will continue each month through the month of December
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as long as the individual is still a City employee.

If an employee’s status changes (they move from single to two or more) within the first
three quarters of the calendar year (January through September) the City will make
an additional contribution, that being, the difference between single to two or more,
into the effected employee’s HSA and/or HRA VEBA for those months during which
the employee’s status was changed.

If after receiving a calendar year’s contribution into an HSA and/or HRA VEBA, an
employee retires, or resigns prior to June 30" of that same year, the employee will be
required to reimburse the City 1/12 of the contribution which was made to their HSA
and/or HRA VEBA for each full month remaining in the calendar year after their
separation of employment with the City. Employees who are unable to continue their
employment with the City due to a layoff or medical retirement would not be subject to
repay any portion of the employer HSA and/or HRA VEBA contribution.

E. The City shall make available to employees an IRS Section 125 premium conversion
plan, under the terms of which an employee may elect and instruct the City to withhold
on a pre-tax basis the employee’s contribution to the health, vision and dental
premiums, and HSA contributions, as permitted by law. The City shall make available
to employees an IRS Section 125 plan, under the terms of which an employee may
elect and instruct the City to withhold on a pre-tax basis an employee’s contribution to
their FSA up to a limit set by IRS rules and regulations. The City agrees to pay both
the set up cost and administrative costs associated with the FSAs.

F. For the duration of this contract the City agrees to provide life and long-term disability
coverage for employees that are substantially equivalent to that presently in effect.
The life and long-term employer paid disability coverage is limited to employees only
(dependents are not insured). The City shall pay the full premium for such coverage.
Increases in cost of health insurance shall be considered by the parties in negotiations.

ARTICLE 31: Safety Committee.

A. The City and the Union agree to form a safety committee. The committee shall be
composed of three (3) representatives of management and a maximum of five (5)
representatives from the Union, with a minimum of one (1) representative each from
the Library, City Hall, and from a department other than Public Works. The City
Manager shall appoint a Safety Officer, who shall keep minutes of each meeting, and
shall distribute copies of the minutes to all committee members, Department Heads
and Union members. The minutes shall include findings and recommendations, and,
if the committee is unable to reach a consensus, minority and majority
recommendations.

B. The safety committee shall meet at least once every month, and shall have the
following duties and powers:

1. The Committee may make periodic inspections of the City’s facilities;
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2. The Committee will investigate the causes and prevention of reportable accidents
and injuries, as defined by OSHA,

3. The Committee may promote the education of employees on health and safety
issues.

ARTICLE 32: Management Rights.

A. The rights of employees in the bargaining unit and the Union are limited to those
specifically set forth in this agreement and in the City’s written policies consistent
herewith. The City retains all its customary, usual and exclusive rights, its decision-
making and other prerogatives, and all other functions and authority arising from
incidental to its responsibility to manage the affairs of the City. The City shall have no
obligation to bargain with the Union with respect to any subjects covered by the terms
of this agreement nor any subject which was or might have been raised in the course
of collective bargaining. The City shall have the unqualified right to unilaterally modify
any permissive employment condition not covered by the terms of this agreement
without bargaining either the decision to do so or its impact on the bargaining unit,
except as hereinafter provided.

B. Without limitation, but by way of illustration, management rights of the City shall include
the following:

1. To determine the specific programs and services to be offered by the City, and the
methods, means, and facilities by which they shall be effectuated.

2. To determine the nature and qualifications of employees, to introduce and assign
duties and equipment, to direct and evaluate the employees in the performance of
their work assignments, and to determine schedules of work and time off.

3. To hire, promote, train, retain, layoff, suspend with pay and to discipline employees
for just cause, and to discharge probationary employees at will.

4. To implement new, and to revise or discard, whether in whole or in part,
procedures, materials, equipment, facilities and standards.

5. To eliminate, reorganize, or combine the work of the City.

6. The City shall not be limited, confined or restricted by past practice, rule, custom
or regulation in making changes in policies, procedure, rules or regulations to carry
out the mission of the City.

7. To contract or subcontract work as may be determined by the City, provided that
the impacts of such action must be negotiated upon request.
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ARTICLE 33: Union Leave.

The Union shall be credited with forty (40) hours of union leave at the beginning of each
fiscal year. Unused leave shall not be carried over into the next fiscal year. Leave shall
be with pay, and shall be for conducting Union business, training sessions, and
conferences relating to collective bargaining and negotiations with the City.

No more than two members will be allowed off at the same time utilizing the union leave
bank for Union business, training sessions, and conferences and such leave will be at the
mutual agreement of the City and the Union.

All requests for union leave shall be authorized by the union president or another union
officer. The bargaining unit member who will utilize union leave shall provide forty-eight
hours advance notice of such utilization to their Department Head and shall provide an
accounting of the hours utilized to their Department Head, in writing, within two days of
the date the leave is used. If no accounting is provided, the Department Head shall
estimate the time taken for union leave, which shall be binding on the Union. Employee
members of the Union shall not suffer any loss of pay while participating in bona fide
negotiations between the Union and the City, provided, however, that the number of
employees be limited to four (4) at any one time, plus the Union President. During
successor CBA bargaining with the City, union bargaining team members, will be allowed
up to one (1) hour prior to, and up to one (1) hour after bargaining sessions with the City,
and shall not suffer any loss of pay for that time during their regularly scheduled work
hours. Time accessed under this provision will count toward the forty (40) hour leave bank
described in the first paragraph. At no time will the bargaining time result in the payment
of overtime.

ARTICLE 34: Savings Clause.

The provisions of this agreement are severable; if any words, section, subsection,
sentence or clause are declared to be invalid by a court of competent jurisdiction,
Employment Relations Board, statute or constitutional amendment, the remainder of the
agreement shall remain in full force and effect. In that event and upon the request by
either party, the invalid words or sections of the collective bargaining agreement shall be
reopened for negotiation. Such negotiation is subject to and will be governed by ORS
243.698.

ARTICLE 35: Personnel Records.

A. The City shall maintain one (1) official personnel file on each employee, which shall
be confidential to the extent provided by Oregon public records law. Access to
personnel files shall be limited to authorized supervisory and management employees,
and clerical employees responsible for maintaining files. Employees may inspect
and/or obtain a copy of the contents of their official personnel file upon request. The
City may require payment of a reasonable charge to recover the cost of producing a

copy.
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B. Documents included in the official personnel file will be dated, and no document
relating to performance or disciplinary action will be placed in an employee’s official
personnel file without the employee’s knowledge. Employees shall have an
opportunity to attach a statement of rebuttal to any information placed in their official
personnel file.

C. No document may be removed from the official personnel file except pursuant to a
determination by the City Manager (1) that the particular document is not accurate or
(2) is no longer relevant or timely to any personnel or performance matter. In order for
any document to be removed from an official personnel file, the employee must petition
the City Manager for removal, based on the criteria hereinbefore stated. All material
removed from an official personnel file will be given to the employee. A copy of all
material removed will be maintained, outside of the personnel file and the personnel
filing cabinet, and in a secured location for the period required by public records
retention schedule.

D. No disciplinary action which has been removed from an employee’s personnel file

pursuant to this Article may be introduced by either party in subsequent disciplinary
proceedings.

ARTICLE 36: Furnishing Contract to Members.

The Union agrees to furnish each employee of the bargaining unit with a copy of this
Agreement at the time of hire. The cost of printing and assembling the copies of this
Agreement will be borne by the City.

ARTICLE 37: Notice of Unilateral Changes.

The City will provide the Union with changes to existing policies or new polices and
directives at least fourteen (14) days prior to the effective date unless the City Manager
determines that emergency operational need dictates an earlier or immediate effective
date. In the event of an effective date that is less than fourteen (14) days from the notice
to the Union, the City Manager or designee shall offer to the Union in writing date(s) and
time(s) to meet to hear any Union concerns about the change(s). Although such a
directive may become effective immediately, the dispute resolution process as provided
for under PECBA shall nevertheless apply.

ARTICLE 38: Term of Agreement.

A. This Agreement shall be effective retroactive from July 1, 2022, or upon execution,
whichever is later, and shall remain in full force and effect through June 30, 2025.

B. During the negotiations which resulted in this Agreement, each party had the unlimited
right and opportunity to make demands and proposals with respect to any subject of
collective bargaining, and all the understandings and agreements arrived at by the
parties after the exercise of this right and opportunity are set forth in this agreement.
The City and the Union, for the life of this Agreement, agree that this Agreement
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represents the complete and total understanding as to all matters which are the
subjects of collective bargaining between the parties, and each agrees that the other
shall not be obligated to bargain with the other with respect to any subject of collective
bargaining not contained herein. Therefore, the City and the Union, for the life of this
Agreement, each voluntarily and unqualifiedly waive the right to and each agrees that
the other shall not be obligated to bargain collectively any term or condition of
employment contained herein, unless mutually agreed upon, even though such
subject may not have been known or contemplated by 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.

. This Agreement shall automatically be renewed from year to year and shall be binding
for additional periods of one year unless the City or the Union gives written notice to
the other not later than December 15 prior to the expiration date of the Agreement, or
any renewal term thereof, of its desire to modify the Agreement for a successor
agreement. The Agreement shall remain in full force and effect during the period of
negotiations.

CITY OF COOS BAY:

Rddger Craddock,
City Manager

AFSCME Local 2892:

(2. */7//

Rodney cCambridge, ,
CounCI epresentative
AFSCME Council 75 - Bargaining Team

[RIeeT

O~/ -9

Date

£/ S ole

Debbie Erler, President
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APPENDIX A

City of Coos Bay Salary Schedule - Effective July 1, 2022

AFSCME - Contract Expires 102%

| I n v \" Vi Vil

AFSCME - Salaries Effective July 1, 2022 (expiration 06/30/2025
| Il 1] v Vv VI VIl
GIS Coordinator 5928, 6162; 6411} 6668; 6932i 7209 7390
Engineering Serv Coord Superviser 5466 5684 5913 6148 6394 6650 6814
GIS Specialist 5389} 5604; 5826; 6060; 6302; 6553; 6719
Engineering Services Coord, Codes Inspector I 5259 5467 5688 5915 6153 6397 6556
Environmental Specialist (WQ) 5259 5467 5688 5915/ 6153 6397 6556
Intermediate Accountant, Planner I 4855 5051 5253 5461 5681 5910 6056
Codes Inspector | 4809f 5001, 5201} 5406; 5624 5849 5996
Planner |, Maintenance Foreman 4460 4640 4824 5018 5215 5426 5561
Treat/Collect/Maint Leads, Maint Spec (Electrician) 4460 4640, 4824{ 5018; 5215. 5426 5561
Finance Assistant 4405} 4581; 4765; 4954, 5154 5361 5493
Facility Maint Tech, Codes Enforcement Officer 4197} 4367, 4540{ 4721, 4910: 5109 5235
Engineering Tech, Codes/Plan Tech 4197 4367 4540 4721 4910 5109 5235
Mechanic I, Maintenance Mechanic (WQ) 4197 4367; 4540{ 4721, 49100 5109 5235
Lead Maint I, Construction Maint Tech 4187 4354 4526 4708 4896 5092 5218
Accounting Technician Il 4064; 4229 4397; 4572 4754; 4944 5070
Office Mgr, Eng Aide IlI/Draftsman, Database Spec 4011} 4171, 4339} 4512; 4693 4882 5004
Treatment Operator Il, Collections Operator I 4011 4171 4339 4512 4693 4882 5004
Maintenance Worker | 4001} 4161, 4327 4502; 4682 4867: 4988
Accounting Technician | 3919 4077 4238 4408 4585 4768 4888
Econ Dev Asst, Plan Tech 3898 4054; 4215, 4383} 4559; 4741; 4858
Librarian 3768 3917; 4073} 4235{ 4406; 4585 4696
Treatment Operator |, Collections Operator | 3768 3917 4073 4235 4406 4585 4696
Codes/Plan Spec, Contracts Admin Spec 3693 3841 3992 4150 4319 4494 4604
Water Quality Admin Assistant 3693 3841; 3992} 4150; 4319; 4494 4604
Maintenance Worker | 3670; 3817 3970, 4131} 4291} 4466; 4576
Plant OIT, Collection OIT, Utility Worker 3665] 3814; 3964; 4124; 4288: 4460; 4549
Codes Specialist, Secretary, PW Admin Clerk 3551 3694; 3843 3997, 4157¢ 4323 4432
Library Assistant Il 3387} 3522) 3663] 3811 3962; 4122i 4225
Library Asst, Ref Serv Asst, ILL Tech, ILL/Out/Cour 3169 3296 3428 3565/ 3710 3854 3952
Courier Driver 2392} 2489) 2590; 2693; 2800; 2913; 2984
Certification Pay - Wastewater Treatment Operator Collections Operator
Level 3 Certification 3.50% base pay 3.50%
Level 4 Certification 6.00% base pay ---
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APPENDIX B

Sick Time Use

Employees are entitled to use sick time for the following purposes:

To care for the employee or the employee’s family member with a mental or physical illness,
injury, or health condition, need for medical diagnosis, care, or treatment of a mental or
physical illness, injury, or health condition, or need for preventive medical care;

To care for an infant or newly adopted child under 18 years of age, or for a newly placed
foster child under 18 years of age, or for an adopted or foster child older than 18 years of
age if the child is incapable of self-care because of a mental or physical disability, completed
within 12 months after birth or placement of the child;

To recover from or seek treatment for a health condition of the employee that renders the
employee unable to perform at least one of the essential functions of the employee’s regular
position;

Absences associated with the death of a family member by:

= Attending the funeral or alternative to a funeral of the family member;
= Making arrangements necessitated by the death of the family member; or
= Grieving the death of the family member;

Absences related to domestic violence, harassment, sexual assault or stalking:

= To seek legal or law enforcement assistance or remedies to ensure the health and safety
of the employee or the employee’s minor child or dependent, including preparing for and
participating in protective order proceedings or other civil or criminal legal proceedings
related to domestic violence, harassment, sexual assault or stalking;

= To seek medical treatment for or to recover from injuries caused by domestic violence
or sexual assault to or harassment or stalking of the eligible employee or the employee’s
minor child or dependent;

= To obtain, or to assist a minor child or dependent in obtaining, counseling from a licensed
mental health professional related to an experience of domestic violence, harassment,
sexual assault or stalking;

= To obtain services from a victim services provider for the eligible employee or the
employee’s minor child or dependent; or

= To relocate or take steps to secure an existing home to ensure the health and safety of
the eligible employee or the employee’s minor child or dependent;

In the event of a public health emergency, including but not limited to:

Closure of the employee’s place of business, or the school or place of care of the employee’s
child, by order of a public official due to a public health emergency;

A determination by a lawful public health authority or a health care provider that the
presence of the employee or the family member of the employee in the community would
jeopardize the health of others; or

The exclusion of the employee from workplace under any law or rule that requires the
employer to exclude the employee from the workplace for health reasons; or
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e To donate accrued sick time to another employee if the other employee uses the donated
sick time for an authorized purpose and the employer has a policy that allows an employee
to donate sick time to a coworker.
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