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PREAMBLE 

This agreement is entered into by the City of Medford, Oregon, hereinafter referred to as the 
"City" and AFSCME Local 2621, Council 75, AFL-CIO representing the Medford Municipal 
Employees Association, hereinafter collectively referred to as the "Union". 

The purpose of this agreement is to set forth those matters pertaining to the rates of pay, hours 
of work, fringe benefits, and other working conditions. This agreement is the sole document of 
these matters and supersedes the City of Medford Personnel Rules and all other rules and 
policies which may have pertained to those matters prior to the date of this agreement. 

DEFINITIONS 

Business Days. Any reference to business days shall mean Monday through Friday, inclusive, 
except legal holidays observed by the City. 

Irregular Part-time Employee. Any reference to an "irregular part-time employee" in this 
Agreement shall mean an employee who is regularly scheduled to work Jess than 25 hours per 
week. 

New Hire Probationarv Employee. Any reference to a "new hire probationary employee" in this 
Agreement shall mean an employee who has not completed probation in any position with the 
City of Medford. 

Promotional Probationarv Employee. Any reference to a "promotional probationary employee" in 
this Agreement shall mean an employee who has successfully completed a probationary period 
in any position with the City of Medford but who has been appointed to a higher position within 
the bargaining unit and' who is required to serve a probationary period as defined in Section 
14.3 of this Agreement. 

Regular Full-time Employee. Any reference to a "regular fulltime employee" in this Agreement 
shall mean an employee, including an employee on probation, who is regularly scheduled to 
work 40 hours per week. 

Regular Part-time Employee. Any reference to a "regular part-time employee" in this Agreement 
shall mean an employee who is regularly scheduled to work 25 or more hours per week, but 
less than 40 hours per week. A regular fulltime employee may request a reduction in hours and 
qualify for regular part-time status. The department head, Human Resources Director and City 
Manager shall approve or deny such request within 30 calendar days. 

·' 

Use of Gender. All references to "employees" in this Agreement designate both sexes. 



City of Medford & AFSCME Local2621, Council75- Collective Bargaining Agreement- 7/112014-6/3012017 

The parties agree as follows= 

ARTICLE 1 -RECOGNITION 

1.-1 Bargaining Agent 
The City recognizes ~MEAIAFSCME Local 2621, Council 75, AFL-CIO as the sole and 
exclusive bargaining agent for the purposes of establishing sala-ries, wages, hours, ~nd other 
conditions of employment for all its employees within the bargaining unit as listed by Position 
Code and Tltte - Exhibit A. 

1!2 Qnlt D~crip!i9n 
This agreement~haft apply to the non-s~pervisory, non-confidential employees iiiCiilaed in the 
adopted City of Medfor~ budget M_nger ftle· position titles listed in the attached E?<liibit A, or their 
successors, if changed, except those presently within other bargaining units, and except 
irr~~)ar, part-tim!! employees (less than 25 regular hours per week), seasonal employees, 
employees hired for a limited term, and federally funded employees. New rela!ec:l ~non
supervisory, non-confidential classifications developed py \tJ~ C-ity will be forwarc!ed t~ the Uhion 
for review and lnclu~ion, if appropriate, under this contract ~y @dgen~um. 

it I~ unde~tood that oy i~ cli~~er ~he City acts through its Gity Manager witt\ ~fef(!nce to the 
m!lnicipal functions which it perforrj'l~ i(l pjrt through employment of members of the bargaining 
u.11it represented by the Union. Wh~re reference is made to some duty to be perform~d ~ t}1e 
"Qjty" in the contfact, OJ sorn.e not!c~ to Qf fiJing to be m~de with the. "City," ttte Ci1}' will act 
t_hJQtjgh it~ GitY M~11ag~r or such otber ~up~rvisciry Qffi~rs ·or employees as may be deslgna~d 
~y itS City Manager. · 

ARTICLE 2 - UNI.ON RIGfiTS 

~·1 M~mbei';Shlp 
AH ~mplc;>ye~ wno ,~~ current· memb.~~ 9f tj1~ A.ssocjatiop aj the sig-nl~g Qf. tlii! agreemen,t or 
WfiQ sjg11 a membershlp t?Brd su~sequ~nJ J_g fhe sjgf}lng Qf this agreem,ent _sh~llr JTfaiiitalr tlieir 
rn~mb~l"§hip for ttl_e duration of tlie collectiv~ bargaining agreement The City sliall notify the 
U~f.Qn, i~ writiJtg, ~ithm flv~ (5)., days <?!. thl! hir~. giving ttl~ ·n~.rne. ~oci~L~~!94ri_ty I"!Um~~r1 .attd 
~C!dr~s of all n@w.t4J!!!tLme employ~. fig!n9 posltlon_s r@P-r~~n1~ by~ Unjcm. 

2.2 Dues Check-Off 
~PQIJ receipt of written authgiiz~tiQfl fr91T1 ~n ~mploy_ee 011 ~ _foi"I'T! ~lippli~~ §}' ttl~ VnlQn, Y1e 
Cif:Y. ~g~~ to_ d_elJuc_t regular !Jffi.f?n ijie!)i§@.~l!ip du.es fro111 tt1e. employ~·~ first payche.ck ¢f 
@~~ .mQnth. Tn~ ·C!ggreg~te .de_ductions gf ~II empJqyees sh.~ll be remitted to Counc1175~s S@l~ifi 
9ffii:e. !Qg@tji_er wiJ~ @!'I it~IJ'Iiz~ stat~mj!rJt consi~tiftg Qf o:_~m~s. mailing address_e!! and amount 
of ~~J@s p~i~ t.O the Union on or about tlie 2oth onh~ mQnth ~c;>r which the de~ue!iohs Y{ere 
made. Tlie lis~ ~li~ll E!!ISO include new hires and termlnatiofi~~ Ttle l)nlon ~~II proVide the City 
prior written r:t6tic~ Q.f ~t !~!1St Qfl~ month of any cttange In i:i~~-or fair shar.~ ~Q4ntsJ an~ the~ 
amounts shall not c~@nge more than on~ per fiscal year. When an employ~ retir@.s while a 
member, the City will notify tlie Salem office and provide the retiree's addres~ !_f authorized by 
the rejlree. 

2.3 Fair Share 
This sectiQn shall be known as the Fair Share Agreement. Employees, who on the effective 
date of this agreement, are members of the Union, shall either remain members in good 
standing or ma~e a payment In lieu of dues to the Union In accordance with applicable statutory 
and legal requlrem~nts. Employees who are not dues-paying members of the Union shall 

2 
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contribute each month a payment in lieu of dues in an amount equal to the monthly Union dues 
deducted by the City and remitted to the Union at the time of dues remittance. 

2.4 Religious Obje~tlon , 
As provided in ORS 243.666, any employee who is a member of a church or religious body 
having a bona fi~e tenet or teaching whiqh prohibits association with a labor organization, or the 
payment of dues to it, shall pay an amount per month equivalent to regular Union dues to a 
nonreligious charity or to another charitable organization mutually agreed upon by the affected 
employee and a representative of the Union. 

2.6 P.E.O.R.LE 
The City agrees 'to make payroll ~eductions~from the pay of those employees who request, in 
writing, to d~duct from their ef.llrnings regular payr9ll deductions in such amou11ts authorized by 
the employees ~o ~e paid to tt1~ Treasurer of the National Public Employees Organlz~d to 
Promote Legislative Equality (PEOPLE) Committee. 

The City shall r~mit the ~ggregate dedu9tions of all emP-_Ioyees, together with an itemi~ed 
st~te01ent showing the name of eacf1 employee from whose pay deductions t!ave been made 
and the amount deducted during the period covered by the remittance, to AFSCME Council 75. 

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

2.6 Hoi.~ Harmless 
The Union will indeml'!ify, defend, and hold the City harmless against any claim made or suits 
brought as a result of the City's carrying out the provision of this Article. 

2.7 Union Internal ~uslness 
The Union agrees that its members will not solicit membership in the Union or otherwise carry 
on Union activities during working hours, except as specifically provided in this Agreement. The 
Union may identify five (5) employees who may spend one (1) hour per week on Union 
business. The employees shall notify their supervisor prior to expenditure of such time. The 
Union may use inter-office mall service, City bulletin boards, City meeting rooms on an 
availability basis, and aJI office equipment and software during non-office hours. Copying and 
prfnting will be provided ~y t~~ City at internal ~illing rates. A Union ~presen~tive will be 
allowed up to 15 !Tiinutes during new employee qri~ntation to explain the contra_ct and answer 
que~ion~ regarding membership. The Union representative will be allowe.d to eng!!lg~ in this 
orie~t~tion on Oiw time. 

2!8 C~~tract Negotiations 
Du~ng contra~ negotiations, ~P to ~ev~n (7) employees identified by th!! Union shall be 
released from duties without loss of pay for all bargaining sessions, and shall be permitted up to 
an additional one hour preceding each bargaining session for team meetings. Wrth approval 
from the applicable department head, bargaining representatives may come from the same 
department. In .~he event only one employee from the same department is released, the Union 
shall choose wl1ich empJoyee shall be released. 

2.9 Non-Discrimination 
The provisjqn~ of this agreement shall be applied equally to all employees of the bargaining unit 
without dis~riminatiqn as to race, color, . c~ed, national origin, age; sex, religion, mental or 
physical disability, union affiliation, political affiliation, or any other class protected by Federal or 

3 
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State law. Any Claim which is subject to review by the EEOC or oth~r regulatory agency shall 
not be arbitrable. 

ARTICLE 3- MANAGEMENT RIGHTS 

In additio·n to rignts specifiec! else~here In this agreement, the City shall have all legal an~ 
customary riglits Including, but not limited to: the exclusive right to determine the mission of its 
constituent dep~m.ehts-~~Jd diylsion, b·oards -and ·c_ommissions; set standards, tYpes and 
frequency of service; exercise complete control ~nd df~creti.o.n overlts o"rg~nlzatjqn, operati<?_hs, 
a_n9 the technolqgy of p~iforming its work; determjne ttf~ prg~eq!JJ'es ~nd staJld.?~n;f~ of s_elec~on 
for ~tnplo_ym~nj !ilriq promotlqi:l: dire~ an_ct supervls~ ~lin~loyee~; take dlsclpljn.afY action f2_r j~s! 
cause; re.li~ve employees from duty aue to -~orl<load ·d~fig~nci~s. redu¢t!oli 'Of budg~ted 
posi~ions, re~lloca!e w§rk asslgnmerjts; establish _aiid at1rril!'ljster: th~ fi~cal t)ydgitj !V!iii!J~te 
employee J)efforman~; det~rrrilne the content ·of job ~la~s_ificatioris; assu·me alf rfeCes'~rY 
actions to carry Qi.rt its rn!§Sion In emergen·cles and other situ-ations of lin-usual or- temporar)i 
circumstances; tak~ a]l fe~!!On~ble ag!ion necessary to a_5sist employees in their career 
9eveloprnent through special ~raiffiflg assignm_!ntS: mcWltaln tti~ ~;tffi_cj~ncy of It~ operation and 
geterm1i\e th~ m~ans! methods,_ a,.i\d pefi;on_I1~L by Wh~h ~y_ch OP-~~tions ~ tg oe cond~cted. 
Notwnhsta"qing the above; the €ity stiall give the Union SQ Clay~ writt@n notice of a_ny deci~lofl 
to subcontract -

ARTIC~E 4 .-.WAIVe~ OF BARGAINING 

The parties. ai;:knowl~tlge that. Clu_ri_ng the negotiatrons wryicn resulte_d in this agreement, each 
had the uri limited ngf"!t and OPP.9r1~~Jty tc;> rn·ii!k.e d~;tmands ~nd propo_sals with respect to any 
~~bject or matter iibt remoVed. llY l~w from ttle ~nJI c;~f ~"QIIectiv~ -~-~rgftihing. It is agreect tliat 
thi~ ctQ«;lJ.m~nt c;:oojains the full ana eomplete agreement Qii all b~i'9iiill1.ing ls~u~ b.~tween t.tie 
parfi~ and for all for whose benefit this agreeme~nt is mad~. i11 tJle eve,-i~ ~ CO!JfliC\ between t!'l~ 
provisions of th~ @gre~~nt ancl ~ny ru!e or regulation heretofore existing, tlie provlsiQn§ of th~ 
ag.reement sniiU ~Qntrgl. 

ARTICLE 5 ~sTRikES AND LOCKOUTS 

5.1 Strikes Prohibited 
Th~ \:Joic;~n . and. i.ti .memil:e~rs, as indivictuais or as a grQ"~p, w!ll not initiate, cause, permit, ~r 
·part~clpate or joi~ in ~ny_ stnke, worl<· stoppage or-slowdown. plc;:k~tirig, .9r ~iiy Q~h@r r~stri~ion gf 
wotk, at any lo~tiQn 1.11 th~ CJW. Employe~s' in the t>ar§alriin9, unit, w~lle· a~ing _In !ti~ CQM~~ c;~f 
their eriiploym~mt, ~nail "Qt nor)or a~y plcRe~ Tine esfablish_~d )n th~e ~iti by tli~--Unlop ~or cy an.Y 
other labo(org~n~~tloii Wfiil1 ~lle~- ~P-~m to c;:r~~-s piCket li'les _in the line of thitY. Dlsc1plinaij 
action, i!'lch.idlng dis¢11ir9~. 1'\'lBY b!l! taKen bY the City against any ~mploy~e or employee§ 
~ngaged in ~ yiol~!ion of ttjis Article! §ygn gl~cip.Jjnary aetjon may be UQct~rta~e·n se!~cti~ely at 
1h~ option of the CitY ~iid shall not pregUde or ~trfct r~go~.:Jfse tp. any other-rem·eares1 inc!udiffg 
action for dam~g~s; whlch· may be -available to th!l! cii}i. 

5.2 Union R~p~nisJbiJity 
hi the event of @ stn_k~. ·work stpppage, slowaoWJ1,. picketing, _ oi5sefvance of ~a picket llfie; gf 
other rest_rietjQ[l 9f W9~ In any form, either on the baSis of inctivldual choige or coll~gj .!l! 
employee coiiduct, ttie Ynio_D ~ill immediately upQn notifi_cation, atte111pt to secure an im!f1edil!!~ 
~n.d orderly return to work. This obligation ant;t tn~ obligations set forth in 5.1 above shall not It! 
affected or limited by ttfe sUtsjeCt matter invo{ved in the ~ispute giving rise to stoppag~ 91 by 
whether such subf~ matter is or is not subject to ·the §ii~jice ~ng mediation P.rovisiori of ·this 
a~reement. . 

4 
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6.3 .. Lock~Outs Prohibited 
There will be no lockout of employe~ in the unit by the City. as a consequence of any dispute 
arising during the period of this Agreement. 

ARTICLE.$ ~HOURS OF WORK 

6.1 Workweek 
The City will schedule the ,normal workweek which will consist of eit~er four (4) or five (5) days 
totaling (no more than) 40 hours, midnight Sunday to midnight Sunday. Reduction of the 
workwee,k will b~ accompanied by a pr9 .rata .reductior:t in sa!ary. For purposes of impleme!)ting 
the Fair Labor Standards Act, the seven-:day work period for employees working a_ 9-d~y 80-
hour work schedule (hereinafter "the 9-80 schedulen) shall begin at 1 p.m. on the first Monday or 
Friday the employee is scheduled to work on a 9~80 schedule. 

6.2 . Work Schedule . . 
The regular wo~ schedule for employees as sphedul~d by the City shall be for eight (8) hours of 
work per day, Monday through Friday, or ten (10) hours per day for four (4) days, exclusive of 
meal periods. Employees may also be permitted to use a 9-80 work schedule, subject to the 
City's rules for the use of said schedule. Any employee requesting use of the ~-80 s_c.!'ledule wi!l 
be provided a copy of the rules at the time of the request E;_xceptions to the above scheduling 
may be implemented by t~e City ~t its option if the Ci!Y finds that a ~iffere.nt schedule will be 
more beneficial to the public service. Employees affegte~ by such an exceptional schedule or a 
change in work schedule will be notified in advance. 

6.3 Rest Period 
A rest period of 15 minutes shall be permitted for all employees during ea~h l:lalf shift during a 
regular work shift, which periods shall be scheduled by the City in accordance with its 
determination as to the operating requirements and each employee's duties. 

6.4 Meal Periods 
All employees ~hall be grante.d a meat period during each yvork shift T9 the extent consistent 
with operating requirements of the respective departments, meal periods shall be schedule~ in 
the middle of the work shift. Meal periods shall not be paid, but shall be in addition to the hours 
of service comprising the work day. A meal period shall consist of a maximum of one (1) hour. 
Employees may travel from the place of work for meal perio~s. but the time of travel shall be 
incluc!ed in and charged against the time available for the meal .period, and the same shall be 
unpaid and in addition to the hours of service comprising the work day. 

A,RTICL~ 7- HOLIDAYS 

7.1 Paid Holidays 
A holiday is defined as eight (8) paid hours (6 hours for a regular part-time employee who is 
regularly scheduled to W9rk.30 or more hours a week). The following ~hall be paid holidays for 
regular fulltime employees: 

New Yea,.s Day 
~artin Luther King Day 
President's Day 
Memorial Day 
Independence Day 

Labor Day 
Thanksgiving Day 
Friday following Thanksgiving 
Christmas Day 
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Should the Medford City Council declare an additional day of Qbserv1=1nce and order the closure 
of City facilities for other than required, essential 24-hour services, that day shall also be 
recognized as an additional paid holiday for regular fulltime employees. 

Whenever a holiday shall fall on a Satur~ay, the preceding Friday shall be observed as the 
h.9tid~y. Whenever a holiday shall fall on a Sunday, the succeeding Monctay shall be pbserved 
as the holiday. If a regular fulltime employee is on authorized vacation or si9k le~ve whe"' a 
holiday occurs, sue~ holiday shall .not be c_t,arged against Sl!Ch leave. Employees shall not be 
paid for any holiday time for wf1ich they also receive W9Jke.rs' c_pmp.ensation time Joss pay. 

I . I 

~n f!mployee snail no! be · gf!in~e~ h.Pliday P.ay urifess iri a j:i~y status (inclu~ing use of any 
QQnatea leave) on the last scheduled work· ~ay precedl~g the tiolidaY, 

7.2 Holiday Work l 

Regula! fulltime ~IJ'lployees who are req~Jired_ to work on days recognized as hoiiC:Iays which fall 
within their regular work s_ched.ule shalt be ~~ditipnally compensated at the rate of i51'!.e an~ one
ti~lf (1%) times th~ ~abJish:~d ~trajgflt tim~ rate for atl noli~ w9r~ed on the holi~ay. Employees 
shall not accrue c6!ijp~nsatory time for holid~ w6~. ~ 

7.3 Fl9~tlng koflttays 
Effective ~ach J~ly 1, a regular fullljme employee shall b~ given 24 hot.trs of floating holiday 
time. A reg!J!ar part-time employee wh~ is regularly sctteduted to worl< 30 or m9r~· hours pef 
weel< $h!ill ~~ given 18 hours offloatih~ hQiiqay time. ' · 

1.4 UfniieCI :rime 
Floating holiday tim~ m_l)§t ~ used by O_ctober 1 foJ!qwihg the fiscal year in which it is ea111ecf Q.r 
it Will be converted on QC10ber 1 to v~catlon time. 

ARTICLE ~-VACATIONS 

8.1 Vacation Accrual 
Regular lulittrn~ · E!rnployees s.hall be elfgibl~ for ~n11u~! v:;,~cafion time Wf(tj 'p:;,~y~ wt'iicfi sli~fi 
accf4e In accorQ.ai1~ with the following; - · · - ' 

A. For the fir5t five (~) ye1=1rs of conSecutive emplgym~n!, full-t!mf! employees stlJlll accru~ 
v~cc;~tion at ttie lite of 3:333 ho:"urs per p~ period - tQtallng 80 hpLfrs pf a~crued 
va~tion. per year. · -

B. Aft~r five (5) years of con~~cu_tiy@ employment, full-time .employees shall accrue 
vacation at the rate of 4.667 hQurs per pay period - totaling 112 h.Qy_r~ Qf ~cqflteq 
vacaijon J)er year. . 

c. After ten (10) y@ars- of consecutive· employment, full-time einplpyees sna_il accrUe 
vacation at thl! -rate of 5.667 hours per pay peiiQd - ~otaling 136" hourS of accrued 
vac~tion per year. 

D. A_fter 15 ye~rs of consecutive employmenf, full4iriil! employees ~natl a¢.~1'4e va<lation at 
the rate of 7.0 hours per pay period ~ totalin~ ~68 nours of accrued vaQ.ajlOn p~r year. 

6 
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E. Full-time employees with more than 20 years of consecutive employment shall accrue 
vacation time at the rate of 8.333 hours per pay period - totaling 200 hours of accrued 
vacation per year. 

F. . A regular part-~ime ,employee who is regularly schectuled to work 30 or more ho4rs shall 
accrue a~ 75% of the rates specified in subsections A-E depending on their length of 
service with the City . 

. , 
Vacation leave for the pay period shall not be accrued if the employee is on a leave of absence 
without pay equal to eight (8) or more hours. 

8.2 Continuous Service 
For purposes of establishing service dates for vacation accruals in Section 8.1, a break in 
continuous service shall b.e defined as occurring if an employee has unpaid leave in excess of 
15 consecutiv~ calen~ar days, and· such absence shall be d~ducted from tfle service date of the 
employee. Time spent by an employee on military leave, sick leave resulting from an illness or 
injury incur,red in th~ ~ c;qurse of employm~nt, FMLAIOFLA leave whether paid or unpaid, and 
paid time off shall not be considered as a break in service. 

8.3 Maximum Accrual 
the maximum vacation that may be accumulated by an employee is vacation credit for two (2) 
years. When maximum vacation accumulation accrues, no further credit shall accrue until, and 
to the extent that the use of the credit reduces the accumulation below the employee's 
maximum. The City shall mC!intain, a procedure to notify each employee, at the time of the first 
semi-monthly saJary date of each month, of the amount of vacation time accrued by .said 
employee. No payment shall be made for vacation time lost by an employee because of accrual 
limitation unless the failure to take vacation is caused by the City's insistence that the employee 
be at work during a vacation period already scheduled for the employee: When the maximum 
allowed vacation accurpulation is accrued and an employe~·~ workload or duties are such that 
the employee is not allowed to use vacation time, to prevent the loss of vacation accrua!, the 
maximum all_owed va~tlon accumulation may be extended with the approval of the employee's 
department head, with the concurrence of the Human Resources Director. 

8.4 Vacation Selection 
Employees shall be permitted to request vacation on a split basis. Vacation times for employees 
shall be scheduled by the City, based on the City's judgment as to the needs of efficient 
operation, the availability of vacation relief, and the City's right to so arrange scheduling that 
each employee has ~I'! opportunity, if. he/she chooses, to use at so~e time during the fiscal 
year, the full amount of vacation credit which ~e/she could .accumulate in 12 1J1onths of 
continuous service. Vacation times shall be selected on the basis of seniority, provided, 
h~wever, that ea~h employee will be permitted to ~xercise h_is/her right of seniority only once 
e~ch calen~~r year an~ for one bloc~ c;Jf tim.e only. Confli~ing reques~ for the same vacation 
time shall be resolved on the basis of prior scheduling. Seniority can only ~e exercised 30 days 
or more prior to the scheduled time block. All vacation requests under the 30-day limit will be 
grant~ on a first come, first served basis an~ will n~t be subject to seniority. Subject to the 
for~going, the employee shall have the right to determine vacation t!rnes. 

8.5 Death or Termination 
In the event of termination of employment of an employee who is otherwise entitled to vacation 
credit, the employee shali be entitled to payment for any earned vacation leave. In the event of 
death, earned but.unused vacation shall be paid in the same manner as salary. 

7 
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,.6 Vacation Cash Out 
An employee may request to sell back to the City a maximum of 80 hours vacation leave per 
fiscal year. Three (3) sellback requests can be made each year, up to the 80 hour total annual 
limJt, and the employee must have at least 80 hour$ of total a,ccrued leave rema!ning after any 
sell-back (includ_ing at least 49 hours accrued vacation leave). Payment for hours cashed out 
under this section shall be at base pay exclusive of differentials and will be paid on the regular 
pay check provided that the emproyee gives at leasf three (3) weeks' notice to the Human 
Resources Department of the employee·~ wish to exerc.ts~ a sellback option and the requested 
payday for the ca·sh out. 

' . 
ARTICLE 9 ·SICK LEAVE - -

9.1 Sick Leave Accrual 
A regular futl~irrii! employee shafi accrue ~ick leave for the p~rposes _stated heretn a..t tn_! rat_e Qf 
four .(4) liou~ for e~ch full pay pe·riod of ~ervice commenc1ng ~ith th·~ aate of e_mploy-mem. A 
regular part-tim~ e_nip!oyee who is regularly s_cbedulf~ to work 30 or mpre .ho-urs per we~k stl~ll . 
accrue sick leave fQflhe P.hJ!'PO~tts sta_ted h'ereln a.t the rate of thr'e (~) ~qurs for each full pay
period of service commen~ing witn the ~ate of employinetlt. 

SiCk le~v!! for the pay periOd shall not be accrued if the employee is on -a ie~ve of ab~ence 
WijhoiJt pl!y equal to eight (8) or more hQ~_rs. 

On retirem.enJ qn_ or ~fter Jaliual)i 1, 709Q, fiftY P! rcenJ (50_%) . of _ j~.ii_ e!ffploye~s unu..s~ 
acc_urtjulat~d ~i~k ~~~v~ shall ~e · appP~d as pf§yige~ b.Y g~s 2~8.:.~~0 . and regylatlon~ 
~stat>!lshed t>y th_e 0regon Pubh_c· Employees -~~tL~m~nf §Y~~em (PE~St in_ the ~olffi of 
increased retirement be_ifefi!~ 191 tliq~ employees qL.ialif$1 t:IY 9regoJl PERS for retifeme ht 
credits based on unus~ sick leavE!_. -

Aft i rrtP.JQy,e who "te1111111ates employm~t _w!fh ~ne Qlty for [e~s_p_ns other than r§tifE!_rJ1e~t ~haJ! 
t@v~ ~ll ~nyse~ sLg!< leave hours 'reporte~ lQ the Oreg~n P~BUc Employees R~~!rf!rfienJ §y~tem 
fQ.r purposes gf c~Jcl[~ting service credli f.or-Mu~ r~rem!nt purpo-~esj as· permftte~ ~ @w! 

9.2 Definitions 
For purposes of .Aif!gle ~. th~ fQUo~ing defini~_ons app{y: 

"~pouse" means a husband or Wjfj ~s defined or recognized Iinder Or~ on l~w, 

"DQIJlijStiq partner" is an h1ctivi(!H_~! WhQ has cc:>mplet~d ali A'ffidavit of M~mage or 
[;)6m~st[9 Partnership with an effi pl~ee. ' 

~Ghild" _ri'ieafi~ biolgglcal, a~opt~d, or _foster cffi~; ~~pghllq; i~gal W~rCii !ndlvid~al ~~q 
has or had 1Jie ~mployee s_tanCIJng in loco parenljs; arid gomestic partn~er's' child. Chl lct 
may be an adult of !I mii1.0r. . 

Parent" means bioiogrcai, adgP.i[y@, fqster ~r ~epparent; an lnctlvid![aj w_liQ staJ!~S or 
stood in lq~o parentis to an erT)p@"ye@ w~~n the emiployee ~was a ffiinot; ·ang p~r~f1t of an 
employee's spouse or domestic p~itiier~ 

"Grandpar~nr mijans the biological, adoptive or fo~~r ~rand_p~renl 

"Grandchild. means the biological, adopted, foster, or stepchild of the child of an 
employee or the employee's spouse. 
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I 

"Sibling" means biological, adopted, or foster brothE;!r or sister of the employee. 

9.3 Statutory Leave . • . 
Unpaid leave is granted in accordance with tile Federal Family ~n~ Medical Leave Act and the 
OregQn Family L~ave Act for cert~in purposes. If the leave of absence qul[llifies for 
FMLAIOFLA, th~ employee shall be required to use sick J,ave for the absen~. See Family and 
Medical Leave Policy; Administrative Regulation 94-6 as reyi~ed: 

' " 
A part-time employee shall be granted stat~tory leave witho~ pay as provided by law. 

9.4 Utilization for Illness or Injury 
EIJiployees may use. si~~ leave for an illness or injury qf the employ~e. ~pause, domes1ic 
partner or child. In cases where an emplc;»Y~- is unable to provide advance notice of. the need 
fot sic;k leav~ us~g~ bY completion ~f a leave request form, the leave request form must be 
compl~!ed by the employee on the day he/~he retUrf!S to work. 

Sick leave may be used during periods that the employee is under an enforced quarantine in 
accordance with community health regulations, or restricted due to exposure to a contagious 
disease in accordance with a doctor's order. 

Sick leave may also be used for annual t;Jr routine rnedical/denta!/vision appointments that are 
scheduled at least 24 hours in advC!nce, fQ~ the employe~ • . spouse, or child. If an employee 
does not complete ~ sick l~aave request fc:>rm at l~ast ~4 hours in adv~nce of the need for 
absence, the employee shall not be eligible tq utilize accrued sick leave. However, the 
employee may use other accrued leave for the absence. Departmental supervisors may 
authorize the use of sick leave with less than 24 hour.s' n9tice to accommodate a change in a 
previously approved appointment p_rovided department 11~eds are no.t affec_ted. 

• Notification Requirements- In the event of illness or injury, the employee shall notify his/her 
immediate supervisor, on-duty s~pervisor; or other .supervisor as ~.esignated in writing of 
ab.sence due \to illness or injury and the nature and expected length thereof, as soon as 
possible prior to beginning of his regularly scheduled work shift, unless unable to do so 
because of the serious nature of th~ . injury or illness. If such supervisor is unavailable, 
employees are to follow departmental procedures for notifying other departmental 
management staff of the need for their absence . 

. 
An employee who is unable to complete the regularly scheduled shift due to an illness or 
injury shall, prior to leaving work, notify his/her immediate supervisor, on-duty supervisor, or 
other departmental supervisor. 

• Physician's Certification - The City may require a physician's· statement establishing the 
employee's fitness for duty so long as there is a reasonable belief the employee may not be 
able to safely or appropriately fulfill the responsibilities of his/her position. In the event of an 
extended absence for an illness/injury, prior to allowing the employee to return to work, the 
City may require a doctor's release stating that the employee ·may return to his normal duties 
without risk of aggravating the illness or injury. The City may request a physician's 
verification of an injury or illness of a family meniber. 

• Uses for Non-FMLAIOFLA Caregiving - For non-FMLAIOFLA leave, where the employee 
needs to care for or arrange care for a parent or grandparent with an illness or injury, the 
employee may use up to eight (B) hours of sick leave per occurrence. Accrued vacation or 
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compensatQry time may be used for additional leave in such cases, at the City's discretion. 
The City shall not unreasonably withhold apprQval of the use of other leave for said purpose. 

9.6 lntegrati~m with Workers' Compensation 
When a compensable injury __ o_ccurs ln ·th·e course qf employment, or interim compensation is 
beLng paidr the City~s obligaljoh to ,:?ay ~.n.dfi'r this sjc~ !Etaye Article ts limited to the differ~nc~ 
be~~eri any disability 'paymerrt or ~time lost paynJent" receiv~ ~'l~er WQrker~· Gompen~_ati(!n 
!.aws and the employee's regular pa-y~ In sUch fnsta-nces ·prorcited charges will be matte ·against 
accrued sj~k te.aye (the mil'1i11J_um charge to s!~:k leave wl!! b~ two (2) ho_urs of sick leave for 
~VerY eight (B) hours of tiine ·to~ cav~Fed · oy WOI'kers' compen~ation). • 1 

9.6 Bereavement Leave . - · 
A reguiar fullt!ffie effi pttiy~- !.h~11 ~-fi' g~f!_te~ !JP. to g-4 hgt)~ tJ-~e_a.Yement t_~~'[e with r~gL!!a} 
salary fn th~ eyent of ctea!h . of ~ spoUse, c;@1'\e~tic P-~11r:!~f! 9hl.i~ •. R·ar~J'lt, grahdp~-f!!nt! 
g~ndchilct , or sibling a·s deJine<t Jri Section 9.2. Up t& 1~ _119~~ !d~itiq~at ~eaVe ~@kep frQrri f!ny 
othEJJr ~ccru_~d ~~~ve may be grant~d upbh request. · Co~cuifelit with the Benefrt d~cni5~Q 
above, emplQY~~~ will R' gr.§nted ~dditjo~e~Jieave as. provided by ~nd In accordance with ~h~ 
ore-on F-amll~ Leave ACt. , -g - .. Y -·----· --

9. 7 Sick Leave Sefi Bac·k 
Sick leave in e~cess of 52o hours may ~~ a¢~;fU~Q ~od y_s~d d~;~ring the co~;~rse of each fiscal 
y~~:~r. ~l!t any sur;:h e?<c.€ss remaining ea9n June 30 WiJI c~ p~i~ Qff ~t fifty percent (50%) of its 
~L!ne ~o v~Jue based on tl)e erpplgy'e~'s B~~ -Y{~g~ !iit~. ~x9Ju~1V@' 9f ~ny p~y diff~_rential: _An:; 
P.@YJT1_@nt m.~de P.Yrsuant to tnrs sect!on shall oeptaceet in t~~ ~mptoy~~·~-HRA V~BA tfuSt 
@g~Q~nt ~ab.tfsh~d pursu~nt to secttqn 1 ~. i 2 of1hls agreemfi'nt! · -

~._8 Appllcatfo_r:-e tor PERs·. Retli'fm,nt - _ . 
In the event that me1:ilcat atJttlQiitifl'~ ~jteiijiifie that ~f! ~rnptoye_e wlll no longer be able to return 
tp fuit~tjme wor~ pe!iormapc~. w~~iti~r rJ!J~ t9 ~ V{Qr~ r~J!!\1!~~ 9r n_on-,wor~ r~!ate.P IU_ne~s or 
inJi.iry, 1he emP-IQYee shall, up]/1 .sugh ~~t~rmlf1jijg_n; Jti~! ~RP.II!!I!tiQD fQ-r f'ERS di~a-~i!itY 
!'@tir~ _ _ment; Th~ g_m·ptoyee, sfiall t5e _separ~tea_ -frq_m ! erv"@.! .ID. !~@ ~xmratton· §f w ·_sj~UtQtiJY 
_g~~t_ed 1!1@9i~T ~~~ve, · ~:m.fl c:~fb~! a_ defetmjnatlqn bY the_ CitY's t-tuni~f1 R~soY[C:e~ Pi~etor! Wi~li 
t~~ ~~!'1~~~~- _p--t _!tJ~~ 'fP.9i~•!h9 .tfY!h~rity,_ ~tia~ ~1~~ _ ~m_e~~:e·~. -'!Tl~tion§ canftQt t;~ 
rea~onal51y ~ccotnmo~~te~ un~er prov1sion_s of the;_Amencans witt1 Qlsabihbes Act. 

9.9 Limits to Sl~k L~a~~ i.J~j~g' . _ 
Sick leave shall not be used or acc~ed i.Ji'l.~~i' tn~ fQ.l,!9wlng circurn~?.tan~es: 

A) DI.JI'!h9 layoff penods.-
B) During peri_oc!s when a city operation Is siiut Clown chJ~ to ~tik~~ 

sic~ te~vf# !~~IJ nQt ~~ used. during -a 'spl:leduiec! te~ve (he. \li!!c§!tlon Qr· hgli~) 1f 1t1~ ~mete -~~ 
~nd/Qr f~mtly ff\~rnJ§r ha~ ~I'\ ln)l,lcy .OJ b~9o_rries jll: · - · -

On any day Wli~p sfck Jeav~ of l~s~ to~.n e ~Qii~ i~ l,l~~d, ~i.ck Jee~v~ used will not be conslc{er~ 
ul')ours worK~~'! f~f.pUfpose,._S ~f ~J~IJ_Ia1f9g "~my g~IIY QVlrtlme. AJ'1·.employee \'Yhpl_s approved to 
work beyond his/her normal ~hift Q"n ~ucli ~@Y~ th~U hive s~_i_~ hQUJ:S ded.l!cte«;i from the sfc~. 
l~av~ time use.c!. If an employee is requlre.ct to atten~ -an ev~niijg m~e~ng gn. ~ ~ay !!'I w!'llc;li a or 
more hours of siCk Je~ve i~ used, said empioyee shall 15e coliipem$af~d at ttl~ r@t!! Qf 1 ~ times 
hj$/tler re~~Jar rate Qf pay .fc;~r h91::1rs ~or!<eq .attending ~uch JT'Iee~ing. 
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9.10 Abuse or Excessive Use of Sick Leave 
Exce~sive use or abuse of sick leave bene~ts shall be subject to progressive disciplinary action 
up to and including termination. Abuse of ~ick leave shall include, but is not limited to, 
falsification of reasons for leave, and fai!ure to follow City procedures for reporting an absence. 

ARTICLE 10 ·OTHER LEAVE OF AB$1j:NCE 

10.1 . Criteria and Procedure 
Where a leave of absence without pay does not qualify as FMLAIOFLA leave, tf1e City will 
consider a written application for leave of a~sence without pay if the City finds there is 
reason~ble justification to grant s~c~ leave an~ that the work of the department will not be 
seriously handicapped by the temporary absence of the employee. A leave Qf apsence without 
pay must be approved in advance by the employee's department head with the concurrence of 
the Human Resources Director, and a request for a leave of a~_sence without pay of- more than 
nine (9) consecutive calendar days shall also require approval by the City Manager. The City 
may terminate or cancel an approved leave of absence without pay by providing thirty (30) days 
wr:itten notice mailed to the employee's la~t known add~ess. If an emplqyee is granted l~ave 
without pay for a perio~ of 15 consecutive calendar day~ or longer, and thereby ~oes not work 
the required hours to qualify for health insurance, the employee will be eligible to pay for 
COBRA continuation of City insurance coverage, or may go without insurance; in such case, 
the employee acknowledges that coverE!ge may be l!mited upon, return to work f9llowing the 
leave of absence. 

1 0.2 Jury Duty 
An employee shall be granted a leave with pay for service upon a jury on days when the 
employee is normally scheduled to work. The employee is required to waive any jury duty pay 
for each day of jury service when the employee is paid by the City. The ~mpl9yee shall be 
entitled to receive and retain mileage reimbursement for jury service. Upon being excused from 
jury duty for any day, an employee shall immediately contact the department head or other 
supervisor fQr a~~ignment for the "mainder of hisl~er regul~r workday. 

10.3 Work Related Court Appearances 
Leave with pay s~a!l be granted for a work related appearan~e before a court, legislative 
committee, juqicial or q~~~!·J~dicial body as a witness in respqnse to a subpoena or other order 
by proper authority compelling the employee's attendance under penalty described by law; 
provided, however, that the salary paid to such employee shall be reduced by an amount equal 
to any compensation he/she receives as witness fees. 

10.4 Non-Work Rel!ted c;ourt Appe~rance 
Vacation may be taken for any non-work related compulsory appearance in court. If employee 
has no vacation credit, leave. without pay may .be granted. 

~0.6 · Educ~tiona' Le~v~ . 
Employees may be granted time off with pay for educatiqnal purposes to attend confer~n~i 
seminars, briefing sessions, training programs, and other programs of a similar nature that are 
intended to improve or upgrade the employee's skill and professional ability wf:len ordered ~y 
the City. ~ . 

10.6 Military Leave of Absence 
Military leave shall be granted to the extent required by Federal and State law and under the 
provisions of the City's administrative regulations applying to military leave. 
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1Q.7 R't~rn from Leave 
Any employ~ who is granted a leave of absence and who for any reason fails to return to work 
at the expiration or termination of said leave of absence s~aU be considere~ as having resigned 
his position with the City, ~nd his pos~ion shall be declared vacant; Uf!le~s· the emp!oyee prior to 
expiration of his leave of absence or prior to the termrnation date has furnished evidence that he 
is l!nabje to W9ri( by reason of sjckness, physical disability, or ~ther legitimate reason beycirid 
his contrql and seeks a.n exte!'isiQ.IJ of l~av~ for sy_ch re_as!)n. S4_c~ ~ r~u.es~ fpr_ e2(t~nsion s_ha_ll 
be made _in writing. An ~xtensiO:.n sha!t pe granted only for a specified _period 'Qf time; and only if 
th~ City determines that the request Is reasonable and justified and that the extension may be 
gran~eq· Wittiout-unCiuly' h~ndicapping ·th~ cfperafion of t.he· d~par{meril Ttl~ e~en~l9n _sli~ll be 
gra~te~ upon approval by the employee·~ geP.aitl!lent direcipr, th~ Hum~n R~§ourges ~tr~~Qf, 
and the 'City Manager. · • ... . - . '\..:;: ': 

A~TIC~E 11 - CQMPENjATlQN 

11.1 Wage Scliedule 
Effectjve July 1; 2914, ~fmployees shall be qomp~nsaf~ hi ~~¢9rg~~e wi_th tt'i~ monthly ~~ l!ry 
schedule att~ci'J.~~ to thl§ Agree:ment ~ii"ri~ ~rk~ Exl1i~ A; V!_lii~h i~ Ji~r~by Lfi!!QfPQrateg i.fiJ.Q 
and made a part of thls AQreement. ~ 

Ttie salary $ctJedule in Exhibit A will be adjusted as folloWs: 

~ffectlv~ J~ly 1, ~Q14-2.5% 

Effective July 1, 2Q15 -. 2.~5% 

!=ffective July 1, 2016 ~·2.5% 

11.~· N~w Cl~~~~ 

.. 

ft'i~ City ~l'L~li fQrwaJg ~Y' 'l~W propqsed c;l~s_slficatlon ~na prORO~~ w~g~ ~ fo the U~lon 
for f~v~w tQ , a~!§m'!!r'i~ .. if sajg PQ! I!ion {i_h_ou(d b~ r~P.r~senJ§c::l l:fy t~~ Uii~n or _!lnQther 
barg~Ihi!iQ unit of tt'ie CitY, or shQuld b~ ~nrepr~s~nteg_. Fqr !fJj P.(i.rpQ~~ Qf lncl_ijatng n~ 
c;l~s:S~s UJ1d_er t~~- terms 9f tt'i!~ 9qnt(ciet, ~ QQfl~~g wffi t~~l1 ~ ~~ect~ti5 @.Be@l~J§'tri§LJge 
only· the new class !-Jn~er- the s.cope of t_lii~ Agr~m~lft. N~W ~IS§.§es -ww-D! ~~~@d, bY ' 
memorandum attached hereto. - · 

11.3 ~tep lrt~;r'@~~ 
S~p {nt;f~~~~~ s}1@1! l;>e_ ~t th~ dr~creticm of the depa~ment ~ea~!o· A (lew h)r~. prob.atiQpj:t_ry 
employee shall g~ _ gr§ifit~Q $gv~n~em~nt tQ tt'le n~~ ~ep ·uJ?qn sati~ac;tdry cohipl~tion gf ttl~ 
pi'ooatlon~ry R~iio~ "Qf 1 a m~mtlj~. E_fflpiQy~ will t;>~ e!iglbli! 'for consli;t~on for -~vaneern_eflt 
to a subsequeflt hi9.h~r ~~P. - ~f!~r Qfij (1) ·y~@t Qf ~iiYi§@ lh. th~ P.r~~all'!g_ !tep.f .HoW!Yer! _an 
e111ployee rriay oe advap~ed ih ~tep witt'i ~~~ t!'lj:fi __ Qfi.~ <1> y~~ Q[~~i9e ~ tl1! pJ~~dlijg §!!P. 
Q)' -a departme!_'lt head, with the concurrence of the· H!d_man ResoU"@~· _t,)jr~9_or ~l\.Q CitY 
Man~~~r, b·C!sed UpQn:-exf!rnplary peifomfa"flce or to meet the seiVice ne~as ann~ Oit}t . . 
·11.4 Pa-·Piriotli - -y -.. -- . -· -
EffiP.IQy~e~ ~.ha!l t?e p~Jc;l on a semt-mon~hly ba'sis. In the event a regul~fly ~chedule.d pay, date 
falls. C?li ~ ~att.fr@"y, Su]1ct~ 9r a J:i61iday, tlie last preceding work ctay of the Fiflanc_e Departrne.nt 
shall be the regul~ pay dC!t~. · 
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11.5 Overtime 
All full-time employees shall be paid at time and one-half for work in excess of eight (8) hours 
per day except those employees who hav~ either a 1Q..hour day, 4 day work schedyle or a 9-
day, 80-hour wo11< schedule, in which cas~ overtime is paid for all hours worked in excess of 40 
hours in the seven-day work perio.d. It is recognized that it i~ a management right to require 
overtime. A regular part-time employee who is reg~larly scheduled to work 30 or more hours p_er 
week shall be paid overtime for all hours worked in excess of 40 in the work week but shall not 
accrue compensatory time under Section 11.6. 

11.6 Compensatory Time 
Employees assigned by management to work overtime may, in lieu of overtime pay, accumulate 
compensatory time at the rate of one and one-half (1 %) times the h(l~rs actually worked. 
Documentation and use of compensatory time hours shall be controlled by . this section as 
follows: 

A. Maximum Accumulation. An employee may accrue up to 80 compen~atory time hours at 
any one time. If an ~mployee ~as accrued 80 hours of compensatory time, he/she will 
not be permitted to accrue additional compens~tory time in lieu of overtime, and shall be 
compensated at the rate of one and one-half (1 %) times the employee's regular rate of 
pay for all hours of overtime worked. 

B. Use of Compensatorv Time Hours. An employee. shall be p_ermitted to use 
compensatory time hours during the year, subject to the following Umitations: 

1. Use of compensatory time ;s requ~sted at least 24 hours prior to use. 
2. Use of compens~tory time shall be in increments of one or more hours. 
3. Use of compensatory time may be denied at other times if an employee's use of 

compensatory time off would unduly disrupt the operations of the department. 

C. Compensatorv Time Pavoff. At the request of an employee, the City shall pay off 
compensatory time at the employee's regular rate of pay (base salary plus salary 
differentials) as part of a regular paycheck, provided the employee requests a payoff of 
at least 20 hours and provides 15 working days' noti~. At the end of the fi~:tcal year, 
compensatory time shall be paid at the employee's regular rate of pay (base salary plus 
salary differentials). 

11.7 Mileage 
An employee required to report for special duty at any location other than his/her permanent 
report!ng location and who is required to ~;~s~ his/her personal automobile for transportation to 
such lo~tion ,shall be compensated at the current IRS allowable rate for the use of such 
autorTJobile directly in the lin' of duty. 

11.8 Per Diem 
wtlen ~n employee's d~ties require him to travel outside Jaqkson County, the City agrees to 
provide meal and lodging expenses in accordance with Administrative Regulation OQ..9 entitled 
Travel Expenses and Emplc_;>yee Reimbursements. 

11.9 Training Trave_l Time 
Employees required to travel to attend conferences, seminars or other training shall be 
compensated for travel in accordance with the requirements of the Fair Labor Standards Act, as 
outlined 'in Administrative Regulation 04-2. 

13 
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11.10 Working Out of Class 
Any person covered by this agreement who is assigned by a department head or designee the 
added respo11sibilities of a position or rank above that which the employee normally holds for 
more than three (3) consecutive work shifts shall receive a·n additional five percent (5%) wage 
for all hours worked in such assignment. However, this section shall not apply to voluntary 
training assignments to other bargaining unit pos!tions for peri_ods not greater than 5® hours 
during the term of this agreement. 

11. H Lead Person Assignment 
Wfle_n al'l employee is· assigned by a department head or d_esignee as 'lead person over two (2) 
or •more ftill-time 91 p~rt-t!rne emptoyees, the employee shaJI b"e paid fiye per~nt (~%) aboye 
his/her current wag.e for the dUration of such assignm~nt Under the gener~l 9ireclion 9f -~ 
suR.ervisor, an enfployee a~signated as~ le~d person is f~ponsible for din!cting, ~oordinating; 
monitoring and checking the work of the employees over whom the te~d person Is assigned: 
J"h~ lead person is also responslbl~ for providing the majority of tr~ining,_ and for providing 
fe(adback to the sLipefviso"r regardl!ig e_mployee penc;n:mance. Th~ lead person ·shall be 
respo~sJ.PJ,1Q.t'~he ~u~ntity and qualitY Qf\YQrk performed by the assigned ~iiip[Qyees. A lead 
p~~on is nQJ resp·o.n~i_Qie; and flas no autli9rfty, to approve leave, ais~lifi~. hif~. t~fmi11ate or 
pei'foffli fof!Y~il ey~lu~_tions of employees. Persons a~!igned as lea~ pei'Soiis· shaJI ~rfonn in 
such capacity in @Qditlon to the other duties of their norm;;~! work cJ.assificatio~n. 

11.12 Medical Savin-gs Account 
Effective June 1~, 2005; the City sha_ll cause to IJe cteat_ed ~.li account under ~he Voluntary 
Sf'!ipiQy~e Beneficiary Union Medj~C\! Expense Plan for Public Eriip~ees in the Northwes! 
(gQmmonly referred to as· the HR.A VJ;~A Tn.Jst) ·under Section ~91 .(c) (9) of the Internal 
R_!!v~nu~ Code for flcfch employee of tli~ ~~rgaining unit The City sliall coiitri!?Ute 1._2% of each 
einploy'ee's gro~ ~l~ry per pay period to said aqcount 

_A_~TICLE 12- DI~CIPLINE AND DISCHARGE 

1 t 1 Pl!!C!plin_' 
tPi~crpli·n·~ m~y JnciLid~ b-of not b~ !im~-~d tjj ~rltten repiimafias, su~peii~lon. te.!11P.6J~.Y reduction 
tli . p~y, ~emoti~m ,ali~ 1EuinlnatiQ~ • . ~xceP-t ttlat written reprimands . ~h.@D rfQt b~ §iJbject to 
gri~vaiig~. NQ nQ!JfP-fQP~t!oriar}i employee ~t'iall be discipllhed except for just caus~. Wrthin five 
(5) busiries5 ~ay~ Qf re~lpt of written discipllne, employees may submit a f'~~\1~1 ~~tement, 
On request of the employee, the rebuttal sh~ll be pli!oe~ in his/her personnel file .. 

12.2 Discharge 
If tt'ie CitY d~termliies fliere is ju~t ca4!S!' fqr dlsch~rge, the QltY~~Iiall suspenq the employee ~ltfi 
Qr wltho4t PCiY for not more tti~ fiv~ (5) WQtking Clays arid sli~ll deliver to the empl9yee C!nd tfie 
l)nigfi a wrttte!1 notice ~f su~penslorf @nd pending dismiss~!. SiJcli n§ljc~ $1f~ll sp~ecjfy !}le 
rfrinCipal grqund~ for such action. Th.e ~mpLoyee has the right to requ~t ~ _he~Jing withTn the 
fiye (5) day_period to offer any_ eviden~ Qf mitigating circ~m-st~nces reg~d - 119 !li@ p~n~lng 
dismissal. The _employee hal? the riglit-to be repfes~ilt~ ~t the heaiing. Failiifil! to riqi:J~ ~ 
hearing within fiv~ - (5) days pre·cll.!des !he enipl9yee trom ·any further app~~~ o_f tlit QiW§ 
qecision. After taking Ji1.Q ~CCQI,mt the evidence or ffifOI'J!liJigfi provide~ at tne h~anhg, the Qify 
shall act on the ~enaing di~.missal, and deliver notice ~f tlie ,!3ction to ~he employee within fiv~ 
(~) d~ys of the hearing. If tlie employe~ disagrees. with the City's f!et~rminatlon following the 
~e~iing, !fle ·employ~ may P.rotest ~ecisions thro~Ligh tne regular gri~vance procedure, 
beginning at Step 3; within teri (1 O) days of the City's written notice following the fiearin~. 
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The process followed herein satisfies the due process procedure set out in 12.4 Due Process 
below. 

12.3 Just Cause Standards 
For the purpos~ of this . agreement, just cause shall be determined in accordance with the 
following guidelines: 

a) The employee shall have some warning of the consequences of their conduct, 
unless the conduct is of such a nature that no prior warning is necessary in the eyes 
of a reasonable pe~on; 

b) If a rule or order is the subject of the alleged misconduct, it must be reasonable and 
applied evenhandedly, if appropriate; 

c) The City mu~t conduct a reasonable investigation; • 

. d) It must be determined that the employee is guilty of the alleged misconduct or 
act; 

e) The discipline must be appropriate based on the severity of the mi~:~conduct; 

f) The employee's past employmen~ record shall be consider~. if appropriate, based 
on tt1e severity of the act. · 

12.4 Due Process , 
In the event the City believes an employee may be subject to discipline greater than a written 
reprimand, the following procedural due process shall be followed: 

a) The employee shall be notified of the charges or allegations that may subject them 
to discipline, including the relevant facts of the ~vent and policy or o~her violations; 

b) The employee shall be notified of the disciplinary sanctions being considered; 

c) The employee or representative will be given an opportunity to refute the charges or 
allegations either in writing or orally in an informal hearing. The employee or 
representative may present additional evidence or mitigating circumstances to the 
Ciyy; and 

' 
d) At their request, the employee will be entitled to be accompanied by a fellow 

employee or· a representative of the Union at the informal hearing. 

12.5 Probationary Employees 
This Art!cle shall n9t apply to any empl_oyee on pr()bation as defined in Article 14 - Probationary 
Period, 14.~ New Hire. 

. . 

IS 
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ARTICLE 13 • SETTLEMENT OF DISPUTES 

13.1 Grievance Defined 
A g~_evance shall mean a c[ajm by an employee, and/or the Unjon, ~ha! there ll_as beef! a 
violation of a specific provision ·of the contract. For the purposes of this p·ro'cedure, "immediate 
supervisor'' is ~n employee whQ is not a memb-er o_f the pargaining unit and WfiQ has direct 
administrative or supervi~ory r~ponsibili~ies over tne grie~ant in ~he area of grieyanc~. "Days" 
as used in tHis proceaure shall be business days. · - · · 

lri ttie ~v~nt of discharge, the employe_e may grieve th~ ··d~cislon fproi.Jg~ 'ttie grievance 
pr~cedure beginning at Step 3 h~reil"! wiJhln t~n (1 0) gay~ 9f the ~ctual c!~~ Qf Cllschar~i~! 

. . 
SteR 1 - imrf!-ediate Sup_ervisor. The grievant st;~ll di~cuss the gri~Vafic~ first wit~ his 
!ntm_~ct@~ ~UR~_ryisQr With the obj~¢ive. of !nfo_nn~lly re.solving the gtjeVance. Sald 
di~c~s~i9n shall oc;~ur within 15 days after the grievant pecor:nes aware, ·o,r should nave 
r~asonably becom~ awaf(a, _9f t_h~ . g~evan~e. WithLii ten (1 0) qays after initial di~?f::USsioii 
w1th th~ immediate s'lJp~r'yis9r, if 'thf: grf~'{ctn~ h~~ n.o! ~~~n solveq infQnil@l!y, tile 
grievant sh~ll file the grieva_nce l!l writing witH th~ gt~yan.t'~ rm.rn~iat~ ~!J'p·~ryisQI. Th@ 
supervisor shall hear the appeal and render a writt~n d~qisiQii within ~n (1 Q) 'days ~ftej 
receiving ~h..e grievance. 

SteP 2- Departrnerif Head. Wrt~Jn ten (10) d~s if· the grievant~, hot ~satisfied with th~ 
cti~P9~ili9n of tl'l~ gr;~~:ufce at leveJ one, a written grievance stiall t?e. filed with the 
~~P~rtmeiil head. ~l'le ~ep~tffi.'l~r1t ti~ag shall ~~ar th@ ~ppeai ana reng~r a Written 
decision withiri ten (1Q) day~ ~:ft~r r~p"vin~ the grjev~nce. - · 

Steo 3 • Citv Manager: Within ten (1 o) days lf tii~ gtievWjt is not s~ii~fi.et;t with fhe 
di~position of the gne~ar'!Ce at level two (Z), ali aRpe~l ~-li~ll ~~ fll~Q in Wri.fhig with t!'le 
City M~nager, Tile CitY M~nag~r or de5ignee,"l;.stiall hear· the appeal ana render a 
Cl~'!iSjl;)ri Within te_h (iO) Cfa_ys afte'f feceJvtng· it. 

steP 4 - ArDitration 

A. if !he grl~ant fs_iiQ! s_~~~~ Wlth tli@ ~~~SIQ.fi ~~ ~yel ·!hfe@ {§), ttie grievant shall 
wlthin -teri {1 Q) c~ f~e. ~ hQtiQ~ §f _i_ffi~fi.t wlU'I til~ ll!*'n a_riJ;! . th~ G!ty to ~P.pe~l 
the gnevance to arbitration. 

B. Within .ten (1Q) ~ay,s aft~r s_uch pofice of iriterit, the c ·ity and th~. gneva.(lt a-nd/or 
tli@ UffiC!n, !Jruess tney g~n mutu~lly agree: to an arbitrator, sliall request a li~t of 
~rojti'atQrs from1tie Ernp!oyrnent ·Reiatlons Boara. The Union Will be ~llowed fi~ 
·~tril<~ wh~ri ~hQQ'Sln~ ~n ~Jtitr@l9r. 

d. The findings of'itl_~ ~r~itrator· ~HJt!l_~e fimi_t~~ tQ t_li~!etm~ §ffh~ Agfe_!m~i1ti ~ng 
~he arbit~C!tor shall have no authoiity to amen_d, mot:tify, alter, of aCfct tg Of $UBtraet 
fr9m this A~reement. 

D. The decision and award of the arbitrator stlail be final and binding on ~he parties. 

13.2 Time Limit 
All parties ~ubject -to t.!ie5~ procedur~s s.hall be bound by the time limits contained therein. If 
either pa_rty fails to follow such liml~. thi! fQIIQw!_ng sh~ll r~s~lt: 

16 



City of Medford & AFSCME Local2621, Council75- Collective Bargaining Agreement-7/1/2014 -6/30/2017 

A. If the grievant/Union fails to respond In a timely fashion, the grievance ~hall be 
deemed waived. 

B. If the City fails to respond in a timely fas~ion, the grievance shall proceed to the 
next step. 

13.3 .Personnel File 
All documents, communications, and records dealing with the processing of a griev~!'lce shall be 
filed in a separate grievance file and may not be placed in the personnel file. 

ARTICLE 14 ·PROBATIONARY PERIOD 

14.1 Purpose 
The probationary period is an integral part of the employee's selection process and provides the 
City with the opportunity to upgrade and improve the departJnent by observing the employee's 
work and training, by aiding the employee in adjustment to his/her position, and by providing an 
oppqrtunity to review the employee. 

14.2 New Hire 
Every new or rehired employee hired into the b~rgaining unit, excll!ding those recalled from a 
layoff or promotional employees, shall serve a probationary period of 12 full months excluding 
any time spent on leave of absenpe withe~ pay, after which the employee shall ~e considered a 
regular employee and granted seniority from the last date of hire. The Union recognizes the 
right of the City to terminate a probationary employee at any time for· any reason with or without 
cause or notice. Discipline or termination of a probationary employee shall not be subject to the 
grievance procedure under Article 13. Upon completion of the probationary period, an ~mpl_oyee 
is immediately eligible for all rights, benefits, and privileges guaranteed the employee by this 
contract. In instances where a new hire is transferred or promoted during his/he_r new hire 
probationary period, the one (1) year probationary period will remain in place regardless of the 
tran~er or promotion . 

.. 
14.3 Promotional 
Regular employees promoted into a higher classification and laterally transferred employees 
shall serve a promotional probationary period of three (3) full months excluding any time spent 
on a leave of absence without pay. The Union also recognizes the right of the employer to 
demote an employee on promotional probationary status to his/her previous position for any 
reason at ~my time. Sue~ demotion_of an employee on promotions! probationary status shall not 
be subject to the grievance p~qqedure und~r Article 13. 

14.4 Recalled Employees 
If an individual is appointed under the proyisions of Article 1 ~ to. a position within the bargalo!ng 
unit that he/she has never held, the employee shall serve a probationary period of three (3) full 
months excluding any time spent on a leave of absence without pay. The employee shall be 
subject to dismissal during the probationary period, but shall retain any rights to recall to a 
prev!ous position. 

17 



City of Medford & AFSCME Local 2621 , Council 75- Collective Bargaining Agreement- 7/1/2014 - 8/30/2017 

ARnCLE 15-SENIORITY 

Seniority, for those employees who are covered by this Agreement, shall be the length of 
service dating from the employee's last date of hire (City senio'rijy), excluding any time spent on 
a leave of absence without pay, except where the leave of absence without pay was in 
ct;mjunction ~itl'l auth_orized military leave, workers' compensation injury or illness or 
FM~OFLA leave as described in Ar1!c;le 9 aboye. ~eniority may be proportionately aaj4sted 
for time spent as a regula·r part-tiine employee regularly scheduled to work 30 or more Hours p·er 
week. · 

Llmitatio_ns: Seniority shall be broken or terminated if'ah e!'TlpiQY~rt: 

a) Quits. 

b) Is discharged for just cause. 

c) Is laid off and fails to respond to written notice wi\h_in t~11 (10) ,b~siness days from date of 
writt~n notice of recall. 

d) Falls to r~tL:!m tq wqrk within 20 business days from ifate of written notice of're9all. 

e) Falls to report to·work at ttie terminatiqn of a ~~~ve of ab_s~nce. 

f) Whfle on leave of absence accepts employmenHvlthout permission. 

~l ~etires: 

h) Promot~s i}l!t of the bargaining unit. 

~enioiitY shall ~e ~s~ fgr ~~JE!~ion of vacation and use of floating holidays~ In ftie ~y~nt t~_aj 
r[lore than o~ employee h~ th! §~m@ daJ~ of hire, seniority will be determined by ttle drawing 
of !ots. ProbationarY employees haVe iio s~'1_iorit¥ right_~. 

ARTICLE 1§ ~ REQUCTION·s IN PERSOtfNEL 

-16:1 Notice 
When possible, tn~ Qify ~liEI! prpvi~e ~t least· ten (19J tiusi~ess day~ ai.:tvance riotj¢e 9f any 
reduction in class or propo~~~ r~d_~ction ln for~e (layoff)' or rettu-ction iii tioiJfS. -

1 §!~ Voluntary Redu~ions 
§!'lo4ld a re~uctioo in class or force be r!~ul"'g ~y· rna_nagerneri.t, vol~o.te~rs shall first be 
sou~h_t.· --

16.3 Redi.ictloiii lri Cl~s'l ~nd In Force 
Reduction IIi qa~s_ID~tion will be made by department on the basi~ of length of servi~ Within 
that clas·sificatiQh. Sti9~1~ the City determine a reduction in force. is necessary, r~ultjng ip a 
layoff or layoffs, said red~ctJ.Qn will be made within cla·ss !2}' department on the basis of l~ngth Qf 
servi~ within that classifigatioii, Ul')less the skills, training, and departmental evahfatioli~ of 
individuals within the class, as detennined by th_e supervisor and the department head, are not 
equal. 
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16.4 Bumping 
An employee subject to a reduction in force by elimination of a classification or authorized 
position may bump into a lower level classification within the department provid~~ ~he employee 
meets the required skills and minimum qualifications of the posi_tion I if they h!ive great~r city 
seniority than the (east senior individual within the lower classification. 

16.5 Return from Layoff and Advance Notice 
The City shall, prior to hiring any new personnel within the ,bargaining unit, recall employees laid 
off. Such recall shall be made by the mailing of a certified letter to the last known address of the 
in~!vidual. Recall shall be made on the basis of seniority providing that the in~ividual to be 
recalled meets the required skills and minimum qualifications of the position. An employee 
recalled and appointed to a position within the bargaining unit that the employee has never held 
shall serve a probationary period under Section 14.4. The City may recall new hire probationary 
employees when no other former employee meeting the requirements of the position is 
available: - I 

Recall rights shall expire two (2) years from the date of layoff. Faiiure to respond to a written 
notice of recall within 20 busine~s days shall result in loss of re~ll rights. 

ARTICLE 17 ~GENERAL PROVISIONS 

17.1 Vacant Position Openings 
The City shall post one (1) or more notices of recruitment to fill any vacant position within the 
bargaining unit. A copy of the notice shall be provided to ~he Union. The City shall wait for a 
period of at least four (4) days before selecting an employee to fill a vacant posHion. The Union 
recognizes that it is a management right to conduct an external recruitment. 

17.2 Protective Clothing, Uniforms, and Safety Wear 
Any protective clothing, uniforms, and/or safety wear an employee is specially required by the 
City shall be provided by the City. Employees shall wear protective clothing, unifQrms, and 
safety wear as required by the City whil~ on duty or when traveling to and from work, but at no 
other time. As of July 1, 2014, each employee required by his/her department head to wear 
ANSI-approved safety shoes during work-hours shall be provided a cash allowance of $225 
annually to purchase arid maintain said shoes during the period Qf this agreement. Eligible 
employees hired during the life of the contract shall be paid a prorated amount. 

17.3 Reimbursement of Tuition and Fees 
It is the intent of the City to encourage participation by employees in courSe work at institutions 
of higher education and various correspondence training programs. Upon application from an 
employee for tuition or fee asSistance, and if the City determines that th~ proposed training or 
course work will benefit the performance of the employee's duties and responsibilities, the City 
may provide up to 1 00% of the tuition or fees. Such expenses may _Qe ~imb~rse~ to the 
employee following completion of the course work in a manner deemed by the City to be 
satisfactory. 

17.4 Deferred Compensation 
Employees shall be permitted to participate in any deferred compensation plan available 
through the City. 
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ARTICLE 18 • HEALTH AND WELFARE 

1 ~.1 Benefits 
The City Will prQvide the following benefits for all regular fulltime em-ployees and all regular p_art
time employees regularly scheduled to work 30 or more hours per week subject to waiting 
perio.ds r~uired by the insurance carriers for new e_!Tl~loy~es·. -

• A full-family medical, vision and deritaf plan: 
• 9i!}'-P.aid ~~9.Q09 !tf':.l~~~Tt~ P-9li9Y f9~ t_~~-~mP-IQyee. _ ~ __ .... _ _ _ 
• City-P,aiq !o,ng-t~rm di~~bJJLtyJnsufance pl~_!i Ql_~s~ A egiJ_aling ~~ ~~%Mtff~ emP.~Y~!·~ 

montlily sal~ry (up !9 $,3100Q)~ . . - . , • -
• R,ity contri~1,1fes etrJP.IC?Y~r's share for So_clal Secuiijy gr its ~Uc~ij:S~qf~ . , 
• 9~~ p@_i~ ~!l9Y.strial aq~ide.nt ih~uranqe. . .. --- - . ' 
• CitY ~iitrlt;J1,1tes employer's and employee's stiare for PERS retirement Qi" lts su~§~sQr. 

18.2 Medical, -Dental and Vision P-lan 
Reguiar fl:!ll-time ·~mpiQY~.~~ ~~ r~g~!¥ P.§rf-iim,t;! e!JlR~oye«a§ r~gularly Sf;heciu!~dJ9 work SO or 
more hours a week shall~ t;:6v~r~d by a r!ledical, dental and Vision plan selected by the Union 
for the benefit of its members. -

• Eff~;~ctive January 1, 2015, the City will contribute up ~Q $1..400 t9ward t~e c~mp·osite 
premlurn forth~ selected plan~t 

! ~ffe.C!!ve .~nLi@ry 1! ~1$, !tl~ -City )YJII CQDtri~~fe up, tQ ~1.450 tqw~rd the comp.cfsfte 
premium for 11i~ ~~~~c~erJ P-l,ns. 

• Effective Janua,Y ~, 2017, the Q!!Y will 9Qiltrt~ut~ UB tQ $11§00 !oVJ~~ th_~ ~pmpQsitll 
preniium for ~he ~~lected plans. 

f;_r,y ~MP.l§Y~@ c;.Q.n!ri.P.utiqn fg_r he~ltht ~etrt~l or vjslofl coy~r.~g~ ~h!l~ _9~. P.~id Q"y pjyfQil 
qe~ljglo_fi: .-§ho-uJg tl:l_~ LrJ.sur~n~. prem(um fqr 1Tle.£iica~, pr~~~i'fptiQf1, q~~tjiJ ~na '{sion caf! p@. 
le.s~ . tflil~n tij~ m~~ril~iiJ cjty t;QI'I_trj~!Jliqp ~pecjfied irl tflis ~egib)l1 ttre. · ~iff..-!f~riq_e 1:5etw~~fi !~e 
m_aximj.lm city ~oJi!rlputi911.·~nq th~ h§~Jth inju.ra.l1~ pr~m.ium -~n~n ~~ c.Qtltti~ut9Q ~em•monthly 
to each en1ployee!s Hf{A" VE;BA. ~§i;Qiifiti: -

18.3 Insurance Committee 
Th.e _CitY sbl=ll! ~stabll~~ - a ~lty-wide 1n.sur~11~ qomrnitt~.~ ~lth th~ i!i.t~n! .gf· Q.rlng!flg all Gity 
~~rnplot.~~ lpJ§' ~ uniy~~!l RIC!n• Jn t~e .e.v~11! t'lere is agre~~Dt with the P-6li~ ·an~~ F-!~ 
Vnlqh~ !9 jQirt th@_ g9mf!lltt~e. thl~ Qoi'TLi'nittee Will be r~spC!_n~il:5!e {9f rljaki~g P-ljin, Q~n.,~flt ~fig 
ag~nt Qf r'~cgfQ ~~~~ctiQD~·. -

1 §!4 $,~_ti.P.n 1~5 ~ta-n . ~ ~ . 
Ttie City s,hall mal!ltain a prggr@m !Jfil;f~r ~~ct,iOJ' 125 of the Internal Revenue Qo-de whjcti 
~illows any tiealth insurance premiiJm paid by_ ~n erhP.I9.Yee t9 !;!~done 011@ pr~tax bas.is, and 
ci;intail).?· a flexible spend[ng account for unreim~u~~ i'n~dig~j ~xp~f'l.§.~ ~ru! ~@P-e_n.Q~.f'l! c_hilc! 
q!lr~ e1epen~~. ~~ prgvideq by Fed~r~llaw, -
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City of Medford & AFSCME Local2621, Council75- C~llectiv~ Bargaining Agreement- 7/1/2014-6/3012017 

ARTICLE 19 ·SAVINGS CLAUSE AND F-UNDING 

19.1 Savings Clause 
Any provision of thjs Agreement be subsequently declared by the proper legislative or judicial 
authority to be unlawful, unenforceable, or not in accordance with applicable statutes or 
ordipances, all ~~he~r provisions of this Agreement shall remain in full force and effect for th~ 
duration of t!'ljs Agre~ment · 

Upon written ne>tice of the change, if either party desires to bargain, it shall be conducted under 
the provisipns\ of QR~ 243.698, unless the parties have already commenced collective 
bargalnilig fbr.a.successor a~reement. 

19.2 Funding 
The parties recognize that r~venue needed to fund wages and benefits provided by the 
Agreement must pe approved '.bY established budget procedures and in certain circumstances 
by vote of the citizens of the City. All such wages and benefits ~re therefore contingent upon 
sourteS of r~vE:mue an~ where applicable, voter budget approval. The City has no intention of 
cutting the wages and benefits specified in this Agreement beca~use of budgetary limitations, but 
cannot and does not g~~rantee any level of employment in the b~rgaining unit covered by this 
Agreement. The City agrees to include in its budget request amounts sufficient to fund the 
wages and ~e~~fi~s P.r~'<ided by this Agreement, but makes no guarantee as to passage of such 
budget requests. or-vo~er approval thereof. In the event sources of revenue are such that a 
reduction in the level of employment in the bargaining unit is likely, the City may reopen Article 
11 - Compensation and Article 18 - Health and Welfare. Such request must occur no later than 
May 1 of each fiscal year. 

"' \\ 
ARTICl~ ~0 • t-=RNI!..N~TI_QN AND REOPENING · 
----~-.>~ ~~,~~~.~ 
This Agreement shall .be ~ff~~ive as of July 1, 2014 unless otherwise specifically referenced in 
an Anicle and/or as of the date the Agreement is ratified by the City Council, whichever date is 
the latest, and shall remain in full force and effect through the last day of June, 2017. This 
Agreement $hall terml~@!e all prior agreements and practices, and includ~ all collective 
bargaining for~ifte\te(U\"-ofiftis Agreement This Agreement shall be a~omatica!IY renewed from 
year-to-year ttiereatter u~l~s eJther party shall notify the other in writing nof later than 90 days 
prior to the expiration that it wishes to modify this Agreement in part for any reasons or 
terminate the Agreement in its entirety. Upon either notice, negotiations shall begin no later than 
30 days after such notice. 
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City of Medford & AFSCME Local 2621 , CouncU 75 - Collective Bargaining Agreement- 7/1120.14 - 613012017 

EXECUTION OF AGREEMENT 

~.?'.L s;?;l 
ROdliMccambridVe"b 

' ' 

AFSCME Council Representative 

Date Date l 

~ ;rir:..,,~ 
AFSCME Local 26~1 PresTde-nt 

Date 

~ ~~ 
AFSCME Lo~l ~e..~1 VI~ Pre~ldent 

~ .... -_ ... ____ _ 

Human Resources birectof. 
• . , . 

,, 



City of Medford & AFSCME Local2621, Council75- Collective Bargaining Agreement- 7/1/2014-6130/2017 

EXHIBIT A 
SALARY SCHEDULE 

l::ffec!ive Ju ly 1, 20 14 reflects <J 2.5',;, for each no urly ra te. 

M07 

M20 

M25 

M27 

209:CUSTODIAN 

309:CLERICAL SUPPORT TECHNICIAN 

180:ENGINEERING TECH I 

195:FINANCIAL SUPPORT TECHNICIAN 

197:COURT SPECIALIST 

207:WAREHOUSE/;rRADES TECHNICIAN 

264:ADMINISTRATIVE SUPPORTTECHN. 

292:DEVELOPMENT SVCS SUPPORT TECH 

295:RECREATION PROGRAM COORDINATOR 

TBO:UTILITY BILLING SUPPORT TECHNICIAN 

335:FINANCIAL SUPPORT SPECIALIST 

M30/31 249:TECH.NOLOGY SUPPORT TECHNICIAN 

251:PARKS CUSTOMER SVCSPECIALIST 

254:DEVELOPMENT SVCS SPECIALIST 

258:DATA BASE TECHNICIAN 
' 328:PARKS MARKETING SPECIAl EVENTS 

i63:ENGINEERING TECH II 

305:PLANNER I 

340:GRANTS SUPPORT TECHNICIAN 

M40 159:PLANS EXAMINER I 

23 

1 

2 

$14.3735 $2,491.42 $29,897 

$15.0921 $2,616.00 $31,392 

3 $15.8468 $2,746.75 $32,961 

4 $16.6391 $2,884.08 $34,609 

5 

6 

1 

2 

3 

$17.4710 

$18.3446 

$16.5147 

$17.3404 

$18.2075 

$3,028.33 

$3,179.75 

$2,862.58 

$3,005.67 

$3,156.00 

$36,340 

$38,157 

$34,351 

$36,068 

$37,872 

4 $19.1179 $3,313.75 $39,-765 

5 ' $20.0738 $3,479.50 $41,754 

6 

1 

2 

3 

4 

5 

6 

1 

2 

3 

4 

s 
6 

1 

2 

3 

4 

5 

6 

1 

2 

3 

$21.0775 

$17.0565 

$17.9093 

$18.8048 

$19.7450 

$20.7322 

$21.7688 

$18.7672 

$19.7056 

$20.6909 

$21.7254 

$22.8117 

$23.9522 

$20.0173 

$21.0182 

$22.0693 

$23.1727 

$24.3313 

$25.5479 

$20.3456 

$21.3629 

$22.4311 

$3,653.42 

$2,956.50 

$3,104.25 

$43,841 

$35,478 

$37,251 

$3,259.50 $39,114 

$3,422.50 $41,070 

$3,593.58 $43,123 

$3,773.25 $45,279 

$3,253.00 $39,036 

$3,415.67 $40,988 

$3,586.42 

$3,765.75 

$3,954.00 

$4,151.75 

$3,469.67 

$3,643.17 

$3,825.33 

$4,016.58 

$4,217.42 

$4,428.33 

$3,526.58 

$3,702.92 

$3,888.08 

$43,037 

$45,189 

$47,448 

$49,821 

$41,636 

$43,718 

$45,904 

$48,199 

$50,609 

$53,140 

$42,319 

$44,435 

$46,657 

4 $23.5527 $4,082.50 $48,990 

5 $24.7304 $4,286.58 $51,439 

6 $25.9669 $4,500.92 $54,011 



City of Medford & AFSCME Local 2621, Counc1115- Collective Bargaining Agreement- 7/112014-6/30/2017 

Effective July 1. 2014 refiet:ls a 2.5"/, for each hourly rate. 

M41 30.6:PLANNER II 

M4S 

MSO 

M51 

M60 

-
27?:CONSTRUCT1QN IN~pECTOR 

- 't. - .. ~ - -

~,O~:p~V~.~9P~ti_~TSV~ CQO~Q,NATQR 

143:~NGINEERINGTECH ~~ 

29~:!;'ARKS PLAr"JNER !II 
307:PLANNER Ill 

- --.... - - - --~-- - oW 

~45;ELE_Cj~~L !N_SPEq9R_ 

~2:fl!.JM~!~G ~~~.PECTQR 

175!STRUCTURAL/MECH iNSPECTOR . . ._ - ... ~ ... -- .... - ... _ ~- - ................ -

--

24 

l, $21;.98~ $3,810.~3 $45/~24.> 

2 ~23.0816 $4,000.83 $48,010 

3 $24.2356 $4,200.83 $50;410 

4 $25.44i4 $4.410.92 S5t~3i 
5 $26.7198 $4,631.42 $55,577 

. 6. $28.65-58 $4,863.00 $58;356 
-

$22;7653 1 $3,946.Q9 $47~35~ 

! $23.9·Q~~ $4,14~.2;,5 $41.?19 
3 $25.0988 $4,350.~0 ~~~.206 
4 $26.35~7 $4,568.0~ $~4.~1~ 
5 $27.6714 $4,796.4~ $57,557 

6 $29.0550 $5,036.17 $60,434 

1 $i3 .• 7~~-~ $4,03~!~_8 $48,427 

2 $24.4461 $4,~37.33 $50,848 

3 $~5.668~ $4!~9,17 $5~,390 

4 $26.95iO $4!67l::67 $56,060 

s $28.l9~5 $4,~0_?.~ ~5-~~~63 
. - ,_6 --· ~$29.7i44_- __ $5;150.50. _ $.6i,806 

1 $2~.7~!7 $4,1~0.QO $~.f19 
~ $24.~~?4 $4,~~~.5!J $~1,787 
3 $7~·141~ $4!~~1.~~ $~4.?7~ 
4 $~7.~j4 $4,7~.92 ~~lQ~~ 

? $2!J.8219 $4,~~~.83 $~~.~50 
6 $30.2629_ _$5,24558 $621947 

--
1 $-~)~?499 $4,11§'~6? $49,400 

2 $24~9~?3 $4,327_.50 $51,870 

3 $2_6._t$42 $4!538,5~8 .$54,46.3 

4 $27:49~~ $4!?6~~9· $~7.?.86 
5 $f8.8~81 $5,00~.8~ $~.6.046 

- 6 ~ ~-$30.3lls ___ .. $5;254. oo ___ $63,048 

1 $23.9?~~ ' $4,156.42 • - $~9,877 
i $25.1782 $4.~64.~ $52!~'71 
3 $26.4371 $4,582.42 $54,989 . - ~ . ,,--
4 $i7.7591 $4,81i.S8 ~S]£]f9-

~ 
6 

$29.1470 $5,052.17 $.60,626 
·-- - - . - - - '·:t;~-

$30.6043 - _$5;304.75 ____ $63:657 



City of Medford & AFSCME Local 2621, Council 75 - Collective Bargaining Agreel'('lent - 7/1/2014 - 6/30/2017 

Effective July 1, 2014 reflects d 2.5</o ior eJ(;h ho.Jr\y rate. -M66 308:PLANNER IV ~ $24.6~~6 $4,271.92 $51,263 , . . 
2 $25.8779 $4,485.50 $53,826 

3 $27.1718 $4,709.75 $56,517 

4 $28.5304 $4,945.25 $59,343 

5 $29.9569 

M70 326:ENG CHIEF OF FIELD SURVEY 1 $25.1128 $4,352.92 $52,235 

2 $26.3685 $4,570.50 $54,846 

3 $27.6870 $4,799.08 ·$57,589 

4 $29.0713 $5,039.00 $60,468 

$5,291.00 

M80 339:GIS .COORDINATOR 1 $28.6078 $4,958.67 $59,504 

2 $30.0381 $5,206.58 $62,479 

3 $31.5401 $5,466.92 $65,603 

4 $33.1170 $5,740.25 $68,883 

5 $34.7729 $6,02733 $72,328 

6 $36.5115 $6,328.67 $75,944 

... 



City of Medford & AFSCME Local2621, Councll75- Collective Bargaining Agreement-7/112014- 6/30/2017 

EXHIBIT A 
SALARY SCHEDULE . . 

Effcc:t1vP. .July 1, 2015- ref lects a 2 25% fur each hourly r<Jte. 

I M07 209:CUSTODIAN 

399:CLERICAL ~!:!PPORT TECHNtCJAN 

-
M20 - ~~O:~NGINE~R ING -TEcH I 

M25 

·- - -
M27 

195:.FINANCIAL sUPPORT TECHNICIAN 

~?:COU~T SPECiALIST 

iQ7:WAREHOU-SE/TRAD~ TECHNtCIAN 

264:ADMINISTRATIVE ~l)PPORT T;CH~: 

i92:5Ev§l>PM~NT SV~ S~PPQ~TT~~ti 
295:RECREATION P~O~RAM CQO~DINATOR 

TBD:UTILITY BILLING SUPPORT TECHNICIAN 

3~~:FINANCIAL SUPPORT SPECIALIST 

M30l31 .249;TECHNOLOGY SUPPORTTECHNICIAN 

2Si:PARKS CUsTOMER ~VC SP~QA!J~ 

254:~EvELOPMENf svt.S SPECIALIST 

258:DATA 8AsE TECHNICIAN 

328_;Pf\RKs MARKETING SPECIAL EVENTs 

163:ENG-IN-EEFUNG TECH II 

30S!PLANNER I 

340:GRANTS SUPPORT TECHNICiAN 

159:PLANS ~XAM!NER I 

26 

1 

2 

3 

-4 
~ 
6 

1 

2 

3 

4 

5 

6 

1 

? 
3 

4 

5 

6 

1 

2 
3 

4 

s 
-- 6 

1 

! 
3 

4 

~ 
6 

1 

i 
3 

4 

5 

6 

~~ 
$14.6969 $2,547.50 $30,570 

$15.4317 $~,674.83 $32,0~8 

$16.21?34 $2,8Q~.58 $33,703 

$J7!QP-5 $_2,~49_;_00 $3~!3-~8 
$17.8641 . $~,0~6.4~ $37,i57 

$18.7574 $3,251.25 -=-$39,015 

$16.8863 $2,927.00 $35,124 

$17:7306 $3,073.33 $36,880 

$18.6172 $3,227.00 $38,724 

$19.548i $313~8.33 $4Q16~Q 
$2o.siss $3,557.75 $42,§93 

$21.5517 __ $3,735.67 - $44,828 

$17.4403 $3,02~.QO 

$~_8._3*-2~ $3,174.17 

$19.2279 $3,332.83 

$2_0.189.3 $3,499.5Q 

$2b1987 ~~!~?4.42 
$22.2586 $3,858.1'7 

$36,276 

$3~,099 
$39;994 

$41,994 

$44,093 

$46,298 

$19!1895 $3.~26.17 $3~.~14 
$io.i49o $3,492.5o $41,~10 
$21.1564 $3,667.68 $44,005 

$2i.2142 $3!8~0-~Q $46,206 

$23.3iso $4,04~.oQ $48,516 

$i4.4911 $4,245.08 - $50,941 

$20.4677 $3,547.75 

$~~~~11: $~.?~!0_~ 
$72~1?59 $3,91~,.42 

$!3!~94~ $4,107.00 

$~4.87~8 $4,312.33 

$26.1227 $4,~27.92 

$21iso34. $3,6o5.9i 

$21.~436 $~. 786.~ 

$22.~3$8 $3,97~.50 
$24.0826 $4,174.33 

$25.2868 $4,383.08 

$26.5512 $4,602.17 

$42;57~ 

$44!70J 
$46,9.37 

$49,-~84 

$51,748 

$54,335 

$43,-271 

$4?,4~5 

$47,7Q6 

$50,092 

$52,597 

$55,226 



City of Medford & AFSCME Local2621, qouncil75- Collective Bargaining Agreement-7/1/2014- 6/30/2017 

M4t 306:PLANNER II 1 $22.4771 $3,896 .. 00 $46,752 

2 $23.6009 $4,090.83 $49,090 

3 $24.7809 $4,295.33 $51,544 

4 $26.0200 $4,510.17 $54,122 

5 $27.3210 $4,735.67 $56,828 

6 
-

M45 275:CONSTRUCTION INSPECTOR 1 $23.2775 $4,034:.75 $48,417 

2 $24.4413 $4,236.50 $50,838 

3 $25.6635 $4,448.33 $53,380 

4 $26.9467 $4,670.75 $56,049 

5 $28.2940 $4,904.33 $58,852 

6 
-

M50 303:DEVELOPMENT SVCS COORDINATOR 1 $4,126.33 $49,516 

2 $24.9961 $4,332.67 $51,992 

3 $26.2460 $4,549.33 $54,592 

4 $27.5584 $4,776.75 $57,321 

5 $28.9362 $5,015.58 $60,187 

6 $30.3830 $63,197 
-

MS1 143:ENGINEERING TECH Ill 1 $24.2452 $4,202.50 $50,430 

293:PARKS PLANNER Ill 2 $25.4576 $4,412.67 $52,952 

307:PLANNER Ill 3 $26.7305 $4,633.25 $55,599 

4 $28.0670 $4,864.92 $58,379 

5 $29.4704 $5,108.17 $61,298 

6 363 

M60 145:ELECTRICAL INSPECTOR 1 $24.2843 $4,209.25 $50,511 

152:PLUMBING INSPECTOR 2 $25.4984 $4,419.75 $53,037 

175:STRUCTURAL/MECH INSPECTOR 3 $26.7733 $4,640.67 $55,688 

4 $28.1121 $4,872.75 $58,473 

5 $29.5176 $5,116.42 $61,397 

6 17 

M65 140:PLANS EXAMINER II 1 $24.5188 $4,249.92 $50,999 

2 $25.7447 $4,462.42 $53,549 

3 $27.0319 $4,685.50 $56,226 

4 $28.3837 $4,919.83 $59,038 

5 $29.8028 $5,165.83 $61,990 

6 

21 



City of Medford & AFSCME Local 2621 , Councn 75- Collective Bargaining Agreement- 7/1/2014-6/3012017 

Effective July 1. 2015- reflects a 2.25'!.: fur l!ddl t!uu rl y rOJ~e. 

~ 
M66 308:PLANN_ER IV 

Mi o 326:~NG CHIEF OF FiELD SURVEY 

' . . 
M80 339:GIS GoorQ.[n~~§r 

-- - --- -------

28 

1 

2 

3 

4 

5 

$25.2001 $4,368.00 

$26.4602 $4,586.42 

$27.7832 $4,815.75 

$29.1723 $5,056.50 

$30.6309 $5,309.33 

$52,416 

$55,037 

$57,789 

$60,678 

$63,712 

.-.::&'" - -· + $25.~78 $4,45Q.83 $53,410 

~ $26.~618 $4.~~!.42 $.2_~,Q~l, 
3 $28.3100 $4,907.08 $58,8~ 

4 $~?.7~4 $_5,~2.42 $!)1,829 

5 $3+.2],17 $5,410.00 $64,920 

. 6_ - $32.7722. $5,680.50 _$68,166. 

-i --- $i9 .. isJs --s:fofo.2s sso,843 

2. $30.1146 $5,3i3.75 $63,885 

3 $32.2498 $5,590.00 $67,080 

4 $33.862i $5,869.42 $76,433 

5 $35.5553 $6,162.92 $73,955 
_6. '-'-$37..33.3o_ $6;47i.os_ $}t,ss3 __ 



City of Medford & AFSCME Local2621, Councll75- Collective Bargaining Agreement-7/1/2014- 6/30/~017 

M07 

M20 

. 

M25 

M27 

M30/31 

M40 

EXHIBIT A 
SALARY SCHEDULE 

F ffc c t ;vr. .Ju l y 1. 2015 - rc f l cc: t s <1 2 5','_ for eilc h hourly rate_ 

~~~ . 
209:CUSTODIAN 1 $15.0643 $2,611.17 $31,334 

309:CLERICAL SUPPORT TECHNICIAN 2 $15.8175 $2,741.67 $32,900 

3 $16.6085 $2,878.83 $34,546 

4 $17.4388 $3,022.75 $36,273 

5 $18.3107 $3,173.83 $38,086 

6 $19.2263 $3,332.58 $39,991 

180:ENGINEERING TECH I 1 $17.3085 $3,000.17 $36,002 

2 $18.1739 $3,150.17 $37,802 

3 $19.0826 $3,307.67 $39,692 

4 $20.0368 $3,473.08 $41,677 

5 $21.0386 $3,646'.67 $43,760 

' 6 $22.0905 $3,829.00 $45,948 

19S:FINANCIAL SUPPORT TECHNICIAN 1 $17.8763 $3,098.58 $37,183 

197:COURT SPECIALIST 2 $18.7701 $3,253.50 $39,042 

207:WAREHOUSE/TRAOE5 TECHNICIAN 3 $19.7086 $3,416.17 $40,994 

264:ADMINisTRATIVE SOPPORTTECHN. 4 $20.6940 $3,587.00 $43,044 

292:DEVELOPMENT SVCS SUPPORT TECH 5 $21.7287 $3,766.33 $45,196 

295:RECREATION PROGRAM COORDINATOR 6 $22.8151 $3,954.58 $47,455 

TBD:UTILITY BILLING SUPPORT TECHNICIAN 
~ 

335:FINANCIAL SUPPORT SPECIALIST 1 $19.6692 $3,409.33 $40,912 

2 $20.6527 $3,579.83 $42,958 

3 $21.6853 $3,758.75 $45,105 

4 $22.7696 $3,946.75 $47,361 

5 $23.9081 $4,144.08 $49,729 

6 $25.1034 $4,351.25 $52,215 

249:TECHNOLOGY SUPPORT TECHNICIAN 1 $20.9794 $3,636.42 $43,637 

251:PARKS CUSTOMER SVC SPECIALIST 2 $22.0284 $3,818.25 $45,819 

254:DEVELOPMENT SVCS SPECIALIST 3 $23.1300 $4,009.17 $48,110 

258:DATA BASE TECHNICIAN 4 $24.2865 $4,209.67 $50,516 

328:PARKS MARKETING SPECIAL EVENTS 5 $25.S008 $4,420.17 $53,042 

163:ENGINEERING TECH II 6 $26.7758 $4,641.17 $55,694 

305:PLANNER I 

340:GRANTS SUPPORT TECHNICIAN 

159:PLANS EXAMINER I 1 $21.3235 $3,696.08 $44;353 

2 $22.3897 $3,880.92 $46,571 

3 $23.5092 $4,074.92 $48,899 

4 $24.6847 $4,278.67 $51,344 

5 $25.9190 $4,492.67 $53,912 

6 $27.2150 $4,717.25 $56,607 
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M41 3_06!PLANNER II 1 $23.0390 $3,993.42 $47,921 

2 $24.1909 $4,193.08 $50,31.7 

3 $25.4004 $4,402.75 $52,833 

4 $26.6705 $4,622.92 .$55,475 

5 $28.0040 $4,854.00 $58,248 

M45 275:CONSTRUCTION INSpECTOR 1 $23.8594 $4!135.~ $49,628 

2 $25.0523 $4,342.42 $52,109 

~ $~~.w.~ $4,55~.5~ $54,715 

4 $27.6204 $4,787.50 $57,450 

5 $2~.0Q14 $~,0~6.92 $60,323 

6 

~~Q 303: DEV~LOPMENT SVCS COORDINATOR 1 $24.4010 $4,229.50 $50,754 

2 $25.6'210 $4,441.00 $53,292 

3 $26.9022. ~4,66~.08 $55,957 

4 $i8.2474 $4,89~.~5 $58,755 

5 $29.6596 $5,141 . .QQ .$6~,692 

777 

143: ENG_tr,IE~_R !NG T~CH I ! ~ 1 -$24._85!~ $4,3_07.58 $51,691 

293:PARKS PLANNER Ill 2 $26.0940 $4,~3.p0 $54,276 

307:PLANN~R Ill 3 $27~988 $~.749.17 $56,990 

4 $~~.71?§? $4,986.58 ' . - ~59,839 
5 $30.207~ $5,235.92 $62,831 

717.4 

1 $_24.89i4 $4,314.50 
I 

$51,774: 

~:P~UtJ!BIN~ INSPECTOR ~ $i6.i359 $4,530.25 $54,36~ 

p5~U¢f\JAAL/MECH iNSPECTOR 3 $27.4426 $4,756.75 $57,081 

4 $i:.S.ij!f9 $4,994.5_8 $59,935 

5 $30.2555 $5,244.25 $62,?~1 

078 

M65 140:PLANS ~MINE~ 11 1 $25.131~ $4,35_6._1? ~~2,p4 
2 $26.3~~ $4,57A.OO $54!888 

3 $27.10?7 $4,802.67 ~57,632 
4 $~.Q933 $~!~2.83 ~60,514 
5 $~Q~5479 $~;29~~0Q ~~.54.9 
6 - 67._ 
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M66 308:PLANNER IV 1 $25.8301 $4,477.25 $53,727 

2 $27.1217 $4,701.08 $56,413 

3 $28.4778 $4,936.17 $59,234 

4 $29.9016 $5,182.92 $62,195 

5 $31.3967 $5,442.08 $65,305 

6 

M70 326:ENG CHIEF OF FIELD SURVEY 1 $26.3197 $54,745 

2 $27.6358 $4,790.17 $57,482 

3 $29.0178 $5,029.75 $60,357 

4 $30.4685 $5,281.17 $63,374 

5 $31.9920 $5,545.25 $66,543 

6 

M80 339:GIS COORDINATOR 1 $62,364 

2 $31.4819 $5,456.83 $6~.482 

3 $33.0560 $5,729.67 $68,756 

4 $34.7087 $6,016.17 $72,194 

5 $36.4442 $6,317.00 $75,804 

6 $38.2663 
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OIFFEREtmALS 

An employee is eligible for a maximum of 10% differential under the provisions of this exhibit. 

The City shall pay a glfferential up to 5% to employees who are bilingual in Spanish and pass 
the City's language test. 

All Administrative SupP.ort staff ~ 
Grade M~O and below 1 

Building and Ep9i~¥ring 
perrl}i.t staff grade M30 and below 

All staff grade M35 and below 

All staff grade aoove M~5 

bata Base Technician 
Engineering Technician I, II, Ill 
Planner II, Ill, iv 
G is Coordinator 

Planner I-IV 

Parks Planner Ill 

Engineering Technician II 

Engineering Tegh_riigi~n Ill 

Plans _examiner I 

Plans Examiner II 
EleCtrical Inspector 
Plumbing 1.11spe_cior 
StructuraVMechanlcal Inspector 

Administrative Professional- 2.5% 
International Association of Administrative 
Professionals - ·IAAP 

or 
Busines_s Assistant Certificate - Rogue Community 
College (RCC) or Qt~~r approveg pJogram 

International Code Council Permit Technician 
Certificate - 2.5% -

Associat~ D~gr~~- 2:.5% or 
Bachelor's Degre~- 5% 

Master's Degree- 5% 

GIS Professionai Certification - 2.5% 

AICP Certificate - 5% 

Oregon La~9s¢~P~ Cori~racto_r's ~! 
Land~g~p~ A~~it,ct's License - 5% 

Bachelor's Degree in Civii Engineering or 
Surveying or FE or- FS. g~rt.ific;~te - 5% 

FE or F.S Certificate, P-rofessional Engineer, or 
Land Surv~y"Qr Registration - s% - · 

Bachelor's in _l:ngin~rifig or FE Certificate - 5% 

Pr:Ofe$siqnal Engirteer Registration - 5% 

1 Except for existing employe~ who is grand fathered at 5% so long as she maintains her certification. 
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A 5% differential is available for any of the following additional certifications not required by 
each position classification specification for the positions shown in Table 1 below. 

TABLE 1 

Minimum Certification within 
Certlfh::atlon 12 months of hire Additional Certifications 

Plans Examiner I 1 + 2 Family Plans 1 + 2 Family Inspector Fire+ Ufe Safety Plans Examiner 

Examiner A-level Mechanical Inspector 

A-level Structural Inspector 

1 + 2 Family Mechanical Inspector 

1 + 2 Family Plumbing Inspector 

1 + 2 Family Electrical Inspector 

A-Level Plans 
Plans Examiner II Examiner Fire+ Ufe Safety Plans A-level Mechanical Inspector 

1 + 2 Family Plans Examiner A-level Structurailnspector 

Examiner 1 + 2 Family Inspector 1 + 2 Family Mechanical Inspector 

1 + 2 Family Plumbing Inspector 

1 + 2 Family Electrical inspector 

Structural/Mechanical A-level Building 1 + 2 Family Plans Examiner Fire + Ufe Safety Plans Examiner 

Inspector Inspector 1 + 2 Family Mechanical A-level Plans Examiner 
1+2 Family 
Structural Inspector A-level Mechanical Inspector 

Inspector Mobile Home Inspector 1 + 2 Family Plumbing Inspector 

1 + 2 Family Electrical Inspector 

Plumbing Inspector A-level Plumbing Medical Gas Inspector A-Level Mechanical Inspector 

Inspector A-level Structural Inspector 

A-level Plans Examiner 

1 + 2 Family Mechanical Inspector 

1 + 2 Family Electrical Inspector 

1 + 2 Family Structural Inspector 

Electrical Inspector A-level Electrical A-Level Mechanical inspector 

Inspector A-Level Structural Inspector 

A-level Plans Examiner 

1 + 2 Family Mechanical Inspector 

1 + 2 Family Plumbing Inspector 

1 + 2 Family Structural Inspector 
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