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Article 1 - Preamble

1.1  This Agreement is executed by the Board of Trustees of the Cedar Rapids Public Library,
hereinafter called "Employer,” and Communications Workers of America, hereinafter

called "Union."

1.2 Ttisthe Employer's and the Union's desire to provide the people of Cedar Rapids with the
highest quality library service as is possible and to improve the quality of library service
by mutual agreement through good faith negotiations.

Article 2 — Purpose and Definitions

2.1  The purpose of the Employer and the Union in entering into this Agreement is to set forth
" their complete agreement with regard to wages, hours and working conditions for the
employees in the bargaining unit and to promote a harmonious and cooperative
relationship between the Employer and the members of the Union in the carrying out of
their duties and responsibilities to the Cedar Rapids community.

22  EMPLOYMENT DATE. Beginning date of most recent period of continuous
employment at the Cedar Rapids Public Library.

23  SENIORITY/LONGEVITY DATE. Beginning date of most recent period of contimuous
employment at the Cedar Rapids Public Library in a full or regular part-time position
unless adjusted as specified in this Agreement. Seniority for hourly and temporary
position employees is applicable only for the purpose of a layoff, transfer, movement in
Schedule 1. of the pay system, filling a vacancy as specified in this Agreement and

weekend selection.

24 Whenever this Agreement refers to the male gender it shall also mean the female gender.

Article 3 — Recognition

3.1  The Employer hereby recognizes the Union as the exclusive collective bargaining agent
for the following unit: '

Building Maintenance Worker I
Building Maintenance Worker 11
Customer Service Associate
Design & Marketing Specialist.
Materials Iibrarian

Librarian

Library Materials Processor
Library Shelver

Excluded — All persons excluded by Section 4 of the Act, and those employees not
“heretofore mentioned.




3.2

33.a

33D

33.¢c
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4.2

The Employer has, in addition to all powers, duties, and rights established by
constitutional provision, statute, ordinance, charter, or special act, the exclusive power,
duty and the right to direct the work of its public employees; hire, promote, demote,
transfer, assign and retain public employees in positions within the Employer's operation;
to suspend or discharge public employees for proper cause; to maintain the efficiency of
governmental operation; to relieve public employees from duties because of lack of work
or for other legitimate reasons; to determine and implement methods, means, assignments
and personnel by which the public Employer's operations are to be conducted; to take
such action as may be necessary to carry out the mission of the public Employer; to
initiate, prepare, certify, and administer its budget; to exercise all powers and duties
granted to the Employer by law; and to exercise its fotal rights as an employer, except as
expressly limited herein.

Checkoff — The Employer agrees to deduct the Union membership initiation fee and, once
each month, dues from the pay of those employees who individually request in writing
that such deductions be made. The request must be received by the Employer by the first
(1st) of the month in which the first deduction is to be made. The amounts to be
deducted shall be certified to the Employer by the Treasurer of the Union, and the
aggregate deductions of all employees shall be remitted, together with an itemized
Statement, to the Treasurer by the fifteenth (15th) day of the succeeding month.
Individuals whose wages will not allow for the deduction on the appropriate paycheck
will directly pay the Unjon any membership initiation fees and/or dues.

Any authorization for such deductions may be revoked by an employee by giving written
notice to the Employer and to the Union thirty (30) days prior to the pay period such
deductions are made.

The Union, its successors or assigns, agrees to indemnify and hold the Employer
harmless against any and all claims, demands, suits, orders, damages, or judgments
brought or issued against the Employer as a result of any action taken or not taken by the
Employer at the request of the Union as by reason of action taken in reliance on
individually authorized deduction forms furnished to the Employer by the Union, or any
other action under the provisions of this Article 3.

Article 4— Various Types of Employees

Regular full-time employees are employed on the basis of a forty (40) hour week, which
schedule may cover evenings, Saturday hours, and possibly Sunday hours.

Regular part-time employees who have a regular part-time schedule throughout the year
of a minimum of twenty (20) hours per week are entitled to fringe benefits on a prorated
basis determined by the weekly number of hours they are regularly scheduled to work

(i.e. average 30 hours per week.on a regular weekly basis over the calendar year — 75%

of benefit).



4.3

4.4

4,52
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46.a

4.6.b

4.6.c

4.7

5.1

Tn order to cover special needs, individuals are employed on an hourly rate basis and are
paid the prescribed hourly rate only. Hourly rated employees working less than an
annual average of a twenty (20) hour week on a regular basis and who are not regular
part-time employees, are not entitled to any benefits of Flex-I.eave, Long-term
Tliness/Injury, holiday time, or any other fringe benefit to which a regular employee may

be entitled.

“Temporary position employees (such as people hired for a four-month period or less) arc

paid at the agreed upon rate with no fringe benefits.

A new employee shall work a probationary period of six (6) calendar months during
which time he may be released by the Employer for any reason. Such release may not be
challenged as a grievance. However, during such six (6) month period such probationary
employee shall have all other rights under this Agreement and upon completing the
probationary period shall be classed as other employees in his classification, with
established seniority which shall date from the beginning date of his most recent period
of continuous employment unless adjusted as specified in this Agreement.

This probationary period can be extended in an individual case by a written agreement
between the Director and the Union representative.

Employees hired under programs involving Federal or State grants, such as those under
the heading of Work Experience, On-the-Job Training, or Public Service Employment or:
other such program participants, shall be placed in training positions or assignments as
deemed necessary by the Employer for the duration of the special program. Such
participants shall receive the pay and benefits as designated by the grant agreement from
the State or Federal government. No job or job classification shall be displaced because

of the operation of this paragraph.

Any benefits/rights accumulated by an employee while working in any of the above
funded positions shall not be transferable to a regular Library-funded position. Seniority
for all purposes shall begin on the date they are appointed to a regular position. Any
benefits/rights accumulated by an employee while working in a regular Library/City
funded position shall not be transferable to a position as described in 4.6.a.

Article 4.6.a and 4.6.b shall not apply to persons employed in-the Jowa Substance Abuse
Information Center.

The employer agrees to notify the union steward regarding any plan to employ contract
labor to perform duties currently performed by employees covered by this contract.

Article 5 - Hours of Work

This section is intended as a description of a regular workweek for all employees. The
Employer cannot guarantee the number of hours to be worked per day, per week, per
month. Full-time employees will normally work consecutive hours (with appropriate
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5.3

5.4

5.5

5.6

57

5.8

5.9

6.1.a

breaks and lunch periods) except when an emergency scheduling problem arises.
However, no full-time employee will have his working hours reduced except by the terms
of this Agreement under "Staff Reduction" or upon agreement with the Union. Staff
members may be required to work overtime as stated in the "Overtime" section of this
Agreement. All full-time and regular part-time employees shall be paid for at least two
(2) hours work each time they are scheduled or called out.

Hourly employees are paid the hourly rate established and are scheduled for hours
needed. Employees are paid on the basis of time worked to the nearest one-tenth (1/10™)
of an hour; deductions for time not worked are made on the same basis.

Regular part-time employees have a regular part-time schedule throughout the year that,
at minimum, averages twenty (20) hours per week per pay period. Weekly schedules are
posted two (2) weeks in advance. The employer will make every effort to provide a
dedicated day off.

Regular full-time employees are employed on the basis of a forty (40) hour week.

The Employer has the exclusive right to schedule hours all employees work. The
workweek for each employee is scheduled under the supervision of the Department
Manager. Weekly schedules are posted two (2) weeks in advance. All schedules arc
subject to change. Due to the necessity of covering evenings, Saturday hours, and
possibly Sunday hours, all employees are expected to work evenings and Saturdays when
necessary and possibly Sundays.

For pay purposes, the workweek for all employees runs from 11:59 p.m. Saturday to
11:59 p.m. the following Saturday. Also, for pay purposes, holidays for all eligible
employees begin at 12:01 a.m. the day of the holiday and end twenty-four (24) hours
later,

An employee may exchange a workday with another qualified employee in the same
department upon their mutual agreement and with the approval of the appropriate
Department Manager(s).

A mutually agreecable 4 - 40 work schedule will not cause that employee to receive
additional benefits compared to another person working in a similar position.

If scheduled to work a split shift that was not at the employee’s request, the employee
shall be compensated for one half ( 1/2) hour travel time. This provision is not applicable
to situations involving a reassignment of location during the employee’s normally
scheduled shift.

Article 6 — Overtime

Employees shall be paid at the rate of time and one-half (1'%} their basic hourly rate for
hours actually worked in excess of forty (40) hours in any workweek, or any hours



6.1.b

6.2

6.3

6.4

6.5

6.6

scheduled and worked on a Sunday. The employee shall elect whether to receive
overtime pay or compensatory time (equal to 1% fimes the actual overtime or Sunday
time worked). This decision shall be followed except where staffing levels do not allow
that flexibility. In the latter case, the supervisor will be responsible for notifying the
employee of that decision. Scheduling decisions as to when compensatory time is to be
taken shall be made by the appropriate supervisor. Compensatory time may be
accumulated up to a2 maximum of 40 hours. Twenty hours may be carried from one fiscal
year into the next fiscal year. Any hours above 20 will be paid to the employee on the
last paycheck of the fiscal year.

For overtime purposes, the current basic hourly wage of a salaried employee is described
as the employee's base annual rate divided by the number of hours in the standard work
year of forty (40) hour weeks; namely 2080 hours. All overtime shall be computed to the

nearest one-tenth (1/10th) hour.

There shall be no pyramiding of overtime in that any hours for which overtime or
premium pay has been paid will not be included or counted as hours worked for the
purpose of determining further overtime or further premium pay under this Agreement.
A change in work schedule or trade-off of work assignments or other rescheduling of
work assignments requested by an employee, when approved by the Employer, which
results in work assignments within a workday in addition to the regularly scheduled eight
(8) hour shift of the employee, shall not be construed as overtime. :

Any granted paid leave such as Flex-Leave, Long-term Tness/Injury and holiday hours
worked and holiday hours not worked shall not be considered as time worked for the

purposes of computing overtime.

All overtime to be worked must be approved in advance by the Director or immediate
supervisor except in the case of an emergency. In an emergency, overtime may be
approved by the person in charge of the Library.

The Employer retains the right to decide when unscheduled working hours are necessary.
In the calling order for unscheduled hours, preference will be given to persons in the
department of the job that is being filled. Unscheduled hours, excluding emergency call-
ins, will be offered to part-time or hourly employees, in order of seniority, who could
work at straight time. Overtime will be offered on a senjority basis, beginning with the
highest seniority person of the same or higher grade who is qualified to do the job that is
being filled. An individual may decline unscheduled hours as long as there is a qualified
employee in the same department with Jess seniority available to work. In the case where
I ibrary property (e.g. bookmobile, buildings, or equipment) may be in danger or need of
last minute repair, the employee in charge of the agency shall stay on the job until the
problem is resolved. Any employee assigned to extra-time duty shall be given lunch and
rest periods that would normally be granted during the hours worked.

All employees must provide the Employer with a reasonable method of contacting them
in the event the employee does not have a telephone in his place of residence.




6.7

7.1

7.2

8.1

8.2

8.3

It is anticipated that from time-to-time, an employee may receive a telephone call when
he is not at work for information to assist the Library in fulfilling its mission. The
employee shall furnish all information in his possession to the person making such call
and this shall not be construed as overtime.

Article 7 — Salaries and Job Classification

Employees covered by this bargaining unit, shall have effective J uly 1, 2016, and for the
duration of this Agreement, their pay rates adjusted according to the Library Bargaining
Unit Plan — Salary Schedule: ‘

Job Classification. The Position Classification currently being utilized shall continue to
be in effect during the life of this Agreement. All official personnel records concerning
Library staff members are maintained by the Library. |

Article 8 ~ Major Change in Job Content or Establishment of a New Job

In the event of a major change of job content or the installation of a new job, the
Employer shall establish a new rate in accordance with the present practice. The
Employer will inform the Union President and the CWA. Chief Steward of the Cedar
Rapids Public Library by electronic means or in writing prior to the effective date
regarding the above changes. Either party, if not satisfied with the rate, may file a
grievance in accordance with the grievance procedure.

Such grievance cannot be filed until the thirtieth (30th) working day of the job. If such
grievance is filed between the thirtieth (30th) and fortieth (40th) working day of the job
and if the rate of the job is increased by the Employer, such rate shall apply as of the first
day the new job or revised job began. :

If a grievance is filed later than the fortieth (40th) working day of theij ob, and the rate is
changed, such new rate will apply as of the date the grievance is filed.

Article 9— Job Improvement Program, Employee Performance Report, and In-service

9.1

92.a

Training

Job Improvement Program. The Employer will periodically discuss with each employee
ways to improve his performarnce, using the City’s evaluation form. New employees will
be evaluated at two (2), five (5), and twelve (12) month intervals, with all employees then
being evaluated at least once every twelve (12) months. A copy of that evaluation will be
given to the employee at the supervisor/employee meeting and both copies will be signed
by the supervisor and employee. Afier a written warning, the employee will be evaluated
within forty-five (45) days.

Conferences and Meetings: The employer will post listings of Library-related
conferences, seminars and meetings as they are announced.



9.2.b

92c¢

93

94.a

9.4.b

04.c

9.4.d

Qtaff interested in attending any of these conferences or any other conferences for work-
related reasons shall return the form to the Administrative Office with his choice(s)
indicated. Employees may request to attend other conferences that are available during
the year, The administration will then, according to preferences indicated, considering
available funds and scheduling problems, decide who, if any, shall attend each
conference. If more people than are possible to release indicate an interest, the
administration shall give priority to staff who are participating in the program or
committee work and/or who need such experience for their development. In cases where
several staff members repeatedly indicate an interest in attending one conference (such as
ALA) the choice of who shall attend will be rotated among staff members.

An employee who has requested and is permitted to attend a seminar, professional
meeting, or training will not suffer any loss in pay for the time necessary for such
attendance. The employee’s regularly scheduled hours will be typically adjusted so that
an employee will not work in excess of 40 hours during any work week. Time spent at a
seminar, meeting, training or travel in excess of 8 hours for any day will be handled as
compensatory time. Time spent in attendance at a conference or in travel to or from a
conference on a Sunday will not be paid at the overtime rate.

Reserved

Course Work — Purpose: To encourage and facilitate the continual growth and
competency of the Cedar Rapids Public Library staff by encouraging the staff to enroll in
courses offered in the Cedar Rapids-Towa City area.

Scheduling: When a staff member expresses a desire to attend a course related to his
work (i.e. all library science courses and any other work-related course) the Department
Director shall endeavor to arrange the schedule so the employee can attend the class.

Recognition: Bvidence of completed courses shall be added to the employee's personnel
record upon the request of the employee and shall be taken into consideration when the

employee applies for other positions in the Library.

Release Time: An employee may request release time for library science college credit
courses and other direct work-related college credit courses. There will be a pool of one
hundred-fifty (150) work-release hours in the contract year, which can be distributed to
staff who request release time. No individual shall be awarded more than one-third (1/3)
of the fotal pool of hours during the contract year. Up to 50% of the college credit
contact hours may be awarded. The committee is not obliged to allocate the entire pool
of hours if there is insufficient demand. Hours not awarded by the end of the contract
year are losi. Employees defined in 4.3 and 4.4 are not entitled to release time.

A committee of three (3) staff members called the release time committee, consisting of:
one (1) administrator, one (1) supervisor, and one (1) non-supervisor (all appointed by
the Union representative), will decide who shall receive these hours. In making such




9.5

10.1

10.2

10.3

decision, the committee must first secure the recommendation of the supervisor of the
employee requesting such release time, particularly involving scheduling problems. The
committee shall make the final decision. Supervisors shall forward all release time
requests to the administrator serving on the release time committee. Both the supervisor
and employee shall be notified of the decision and the supervisor shall arrange a specific
schedule of release time with employee. Committee appointments shall be for a term of
three (3) years. At the end of a committee persons term, the current appointed person
shall either be reappointed for another term of three (3) years or another person shall be
appointed to the committee.

Proof of completion of such course may be required by the release time commitiee. If an
employee does not complete a course, compensation equal to that of the paid release time
may be deducted from the employee's paycheck upon the decision of the release time
committee and the paid release time hours returned to the pool.

If, during a given workweek, an employee has taken release time, and it is later
determined that he must work additional hours during that week, the hours taken for
release time which equal the additional hours worked shall not be counted as hours
worked or as release time hours used.

Personnel Files: Employees may review their personnel file not more than twice each
year upon their written request. Upon receipt of the written notice, the Employer shall
schedule a time and place for the employee to review the file, Such review of the file
shall be under the supervision of the Library Director or designated representative. The
employee may review the entire contents of the personnel file with the exception of pre-
employment references from schools, colleges, or previous employers. '

Article 10— Senijority

All employees have seniority based on the beginning date of their most recent period of
continuous employment at the Cedar Rapids Public Library, except as otherwise provided
in this Agreement. Employees who resigned or retired and were rehired will have a new
seniority date which will be the date of rehire.

An employee shall not accumulate senjority in any month in which he is on unpaid status
(excluding unpaid sick leave) for a total of ten (10) or more unpaid days. However, an
employee shall not lose seniority for the first applicable unpaid leave during the contract
year, if the leave does not exceed twenty-two (22) unpaid days. I the leave exceeds
twenty-two (22) unpaid days, the excess shall be calculated as though the first twenty-two
(22) days had not been taken. In any month in which seniority is not accumulated, the
seniority/longevity date shall be adjusted by the number of days in the month. Each
month shall be considered to have thirty (30) days.

Seniority rights shall continue for any employee in the bargaining unit who is temporarﬂy
appointed to a supervisory position for a period of less than twelve (12) months.



104  An employee shall be terminated and lose all seniority rights under this Agreement for

10.5

the following reasons:

Voluntary resignation or retirement.

Discharge for cause.
Failure to respond within seven (7) calendar days to a recall from layoff.

Failure to return to work within fifteen (15) calendar days, or if working in a
professional status, within thirty (30) calendar days after accepting a recall from
layoff.

5. Absence for three (3) consecutively scheduled workdays without authorization or just
cause (see Article 20.3).

6. Failure to secure proper leave of absence or failure to return by the expiration date of
leave of absence, or an extension thereof properly granted. The Director has the
authority under Article 21 to grant additional unpaid leave. The Union shall be made
aware in advance of any action taken under this clause. ,

7. Laid off for a period of more than eighteen (18) consecutive months.

BN =

The employer will post forms on October 1% indicating the number of employees who
may be off on scheduled blocks of Flex-Leave in each job classification during a
particular week for the next calendar year. Employees may state preferences for blocks
of Flex-Leave during the following calendar year. A block of Flex-Leave equals 5 days.
No more than 3 consecutive blocks of 5 may be selected on a seniority basis. After the 5-
day block selection has been completed, a second round of preferences will take place on
the basis of seniority for blocks of less than 5 days. After choices have been entered on
the form, they may not be changed until the selection process, is completed; after that they
may be changed by mutual agreement of any other employees involved and the
appropriate supetrvisor. If employees share the same seniority day, the order of selection
will be alphabetically by first name.

After blocks and single days are selected, affected employees will bid by seniority and
department required time for programs and special events (such as story time) followed
by selection of weekends to be worked. Weekend selection will be on the basis of
seniority by hire date at the Library. An employee transferred to another position after
selecting their block may have to reschedule to a different date.

Flex-Teave from the week preceding Christmas through the end of the year will be
granted on a random basis. Employees may enter the drawings for both weeks but should
they win both, may only select one of the weeks. The remaining week will be re-drawn

from the original pool of interested employees.
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11.2
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Article 11 — Staff Reduction

In the event of a reduction in force, employees may request an unpaid leave of absence or
a reduction in hours and wages not to exceed sixty (60) working days during which time
there will be no reduction in accruing benefits. Final decision on approval of the
foregoing rests with the Director.

Employees in the bargaining unit holding full-time positions whose positions have been
climinated will have the right to bump the person youngest in seniority in any position in
the same or lower pay range providing they are qualified to work the position, Full-time
employees may use their seniority to bump into a part-time job for which they are

‘qualified.

Employees in the bargaining unit holding part-time positions whose jobs have been
eliminated will have the right to bump the person youngest in seniority in any part-time
position in the same or lower pay range providing they are qualified to work the part-time
position.

No employee can bump another employee unless he has more seniority than the person
being bumped.

Positions subject to bumping shall be defined by pay range as follows:

Grade 30 Librarian
Materials Librarian

Grade 22 Design & Marketing Specialist

Grade 18 Customer Service Associate
Building Maintenance Worker II

Grade 14 . DBuilding Maintenance Worker
Library Materials Processor

Grade 08 Library Shelver

Persons employed with funds from federal, state, or other grants shall be exempt from
bumps and shall not be entitled to bump any other employee. Also, such employees shall
not have any seniority rights under the contract to fill vacancies or to bid on permanent
Jobs. Consideration will be given to such employees, when necessary, to employ
personnel from outside the staff.

Bumping will be done in order of seniority. The employee whose position has been

eliminated holding the highest seniority shall make the first bump, the employee holding
the second highest seniority shall make the second bump, etc. Normally, employees will

10N



11.8

11.9

11.10

12.1

12.2.a

be expected to make a bumping decision within forty-eight (48) hours. An employee
who has taken a different position by the bumping process shall receive placement in the
new pay grade at the same step he had attained at the time of the bump. Inno case is the

employee entitled to an increase.
Any employee displaced by this section shall also have the foregoing buxﬁping rights.

All employees on a lay-off status shall retain their seniority that they had when they were
Jaid off: they will not continue to earn seniority while on lay-off. Employees who have
been on lay-off status for eighteen (18) continuous months shall lose all seniority rights.
During the eighteen (18) months of lay-off, it is the employee's responsibility to keep the
administration informed of his current address. The Employer will send a recall notice
(notice of available position) by certified letter. An employee who fails to respond to a
recall notice by certified letter within seven (7) calendar days shall relinquish the right to
be recalled. However, an employee previously employed on a full-time job will not have
to accept a recall notice for a part-time job, and a former part-iime employee need not
accept a recall notice for a full-time job, but shall notify the Employer, in. writing, of his
decision not to accept such recall notice in order to retain his seniority for a later recall.
Nor need an employee accept a recall notice for a position in a lower classification than
was held at the time of lay-off in order to retain seniority for a later recall. The employee
who accepts the position upon recall must return to work within fifteen (15) calendar
days, or if working in a professional status, within thirty (30) calendar days, or the
employee is thereby considered to have relinquished the right to be recalled.

If there is, or has been, a reduction in force in the organization and a bargaining unit
position becomes vacant or is later restored, the employee (whether working or laid off)
with the most seniority who worked in that classification or a higher classification and
who qualifies is entitled to the position. If no one accepts or qualifies under the
foregoing, the position will be filled as if it were a new position. New positions in the
bargaining unit will be opened to qualified staff (working or laid off) before being offered
to outside applicants, and if all other factors are équal among applicants, seniority will be
used to select the candidate.

Article 12 - Transfers and Filling Vacancies

The Tibrary Director shall have the right to transfer an employee to fill a vacancy that is
not expected to exist for more than thirty (3 0) calendar days and does not exist for more

than forty-five (45) calendar days.

On vacancies that are to be filled that are expected to last for more than thirty (30)
calendar days, but less than one (1) year, the job will be posted for seven (7) calendar
days, during which time employees interested may apply. The selection of a qualified
person to fill such vacancy will be made from such.list of names by the Tibrary Dircctor.
If no qualified employee applies to fill such vacancy, the Library Director may transfer
the qualified person who is youngest in seniority to fill such vacancy. Should the
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13.1

temporary vacancy become a permanent vacancy, it will be posted as a permanent
position.

The employee temporarily filling such vacancy may return to his previous job. ‘He shall
retain his original seniority date, pay status, and all benefits he would have had as if he
had remained in the original job. In the event his original job no longer exists, he shall
have rights under Article 11.7.

The vacant, permanent positions to be filled will be posted for seven (7) calendar days
and any employee may apply before the position is filled, If qualifications are equal
between employees who apply, seniority will prevail. Lateral transfer requests shall
receive priority consideration to the interviewing of outside applicants. Also, the Library
Director may consider other applicants outside the staff. If all qualifications are equal,
preference will be given to employees first, then to outsiders.

An employee formally transferred to a higher level position lasting more than one (1)
week shall have his salary adjusted to reflect the new responsibilities (o the step in the
higher pay range representing the least increase).

If an employee is transferred against his will to a position of a lower grade, he will retain
all benefits and privileges of his previous position. If an employee applies for and is
chosen for a lower pay level position than he is presently in, he shall be placed on the
same step of the lower pay level position as he was in his present position.

An employee transferred to a different position for which he has applied shall have a trial
period of twenty-one (21) calendar days during which time he may return to his previous
position. The decision to return an employee to his previous position within the twenty-
one (21) calendar day limitation may be made by either the employee or Employer and is
not subject to the grievance procedure. The employee shall be returned to his previous
position at a time convenient to the Employer, but within fourteen (14) calendar days
after the decision is known. An employee may exercise the right to return to a previous
position a maximum of one (1) time per contract year. An employee returning to a
previous position under the foregoing conditions shall receive the salary and benefits
which he would have had if he had continued in that former position.

Credit for Flex-Leave, Long-term Ilness/Injury, seniority and other benefits transfer with
the employee who transfers within the bargaining unit.

An hourly employee who transfers to a regular full or part-time position of equal or
higher grade shall suffer no loss in pay.

Article 13 — Separation from Service

Retirement age for staff members in the bargaining unit shall be in conformity with
federal and state guidelines.
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13.3

14.1

14.2

14.3

14.4

15.1

15.1.a

15.1b

Any change of which the Employer is aware in the Jowa Public Employees Retirement
System or Social Security will be passed on to all staff and to the Union.

Resignation: Employees are urged to give as much advance notice of their resignation as
possible. At least four (4) weeks written notice is required from members of the
professional staff when they resign. Other employecs are expected to give at least two
(2) weeks written notice when they resign.

Article 14 — Discipline and Discharge

Disciplinary action may be imposed upon an employee for failing to fulfill his
responsibilities as an employee. In imposing discipline, except for serious cases
justifying immediate suspension or discharge, the Employer agrees that it will use
progressive discipline. ’

Progressive discipline shall include first an oral, then written warning(s) and suspension
or discharge. Oral and written warnings shall expire at the end of twelve (12) months;
however, a copy of the employee’s oral and written warnings shall remain in the
employee’s official personnel file. After a written warning, the employee will be
evaluated within forty-five (45) days. No employee will be discharged except for just

cause.

If any form of discipline is to be discussed between an employee and his supervisot,
including oral or written warnings, the employee may have a Union repres entative

present if requested.

An employee who has been discharged or suspended may have his grievance filed
directly at Step 2 under Article 15.2.

Article 15— Grievance Procedures

The parties recognize the need to provide an orderly process for the resolution of
differences. Anything that affects an employee may be grieved by that employee through
Step 2 of the procedures.

No employee bringing a grievance in this way shall be interfered with, restrained,
discriminated against, or punished in any way for doing so during the grievance
procedure or thereafter. :

The Employer shall make available to a grievant or the Union during normal business
hours payroll records or time and attendance records of an employee pertaining to a
particular grievance. Ifif is necessary for the employee's personnel file to be examined,
the employee must sign a written authorization for his file to be examined. Such
authorization shall relieve the Employer from any responsibility for the release of any
information contained in the file. Grievance forms shall not become a part of the
employee's personnel file either during the grievance procedure or thereatter.




15.1.c Failure on the part of the grievant to meet any time requirement shall be interpreted as
terminating the grievance.

15.1.d Failure on the part of the supervisor to meet any time requirement shall allow the grievant
to automatically utilize the next step of the procedure.

15.1.e At Steps 1 through 2 (@il steps prior to arbitration) all representatives of the grievant(s)
and the Public Library supervisory staff must be employees of the Public Library or
representatives of the Union or City,

15.1.f All meectings directly concerned with the filing and processing of a grievance through
Step 2 may be conducted on Library time, provided they are scheduled at such times as
not to interfere with normal operations and have been approved by the Director.

15.1.g Time limitation of any procedural step may be extended by mutual consent of both
partics.

15.1.h The Union president or designated representative may request to meet with the Library
Director to attempt to resolve potential grievances and seek clarification of policy during
scheduled working hours. Should this meeting not resolve the problem of a group of
employees, the Union president may file a group grievance signed by all of the group
members at Step 2 of this grievance procedure.

152 Procedural Steps:

Step 1. If a grievance is not satisfactorily handled verbally, the employee and/or
Union representative shall present to the employee's Department Manager a
completed grievance form within thirty (30) calendar days of the date of the
cause of grievance. The Department Manager shali attempt to adjust the
matter within fourteen (14) calendar days of receipt. The decision shall be in
writing,

Step 2. If the grievance has not been resolved, and if the grievance relates to the
: interpretation or application of the provisions of this Agreement, it may be
appealed (by the employee and/or his Union representative) to the Director
within fourteen (14) calendar days of receipt. The Director shall attempt to
resolve the grievance within fourteen ( 14) calendar days of receipt. The
decision shall be in writing.

Step 3.a  If the grievance is not settled in Step 2, it may be appealed to arbitration by
the Union by written notice of a Request for Arbitration submitied to the
Director within thirty (30) calendar days after the receipt of the Director's
answer. Said written notice shall be signed by a representative of the Union,
and shall state the specific section of this Agreement, which is to be
considered by the arbitrator. When a timely Request for Arbitration has been
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16.1

16.1.a

made, a representative of the Employer and a representative of the Union shall
select a mutually agreeable arbitrator to hear and determine the grievance. If
the representatives of the parties are unable to agree upon the selection of an
arbitrator within fifteen (15) calendar days of the Employer's receipt of the
arbitration notice, either party has fifteen (15) calendar days to request the
Federal Mediation and Conciliation Service to submit a list of five (5)
arbitrators. Upon 14 days from receipt of the list, the parties shall alternately
strike names with the remaining fifth person being the arbitrator. The party
requesting the arbitration shall strike the first name.

Step 3.b  An arbitrator selected pursuant to provisions of Step 3.a shall schedule a
hearing on the grievance and, after hearing such evidence as the parties desire
{o present, shall render a written opinion and award. The arbitrator shall have
no authority to hear or determine wage or fringe benefits adjustments, nor to
add to, subtract from, modify or amend any terms of this Agreement. The
arbitrator shall have no authority to substitute his discretion for that of the
Employer in any matter reserved to the Employer by law or by the terms of
this Agreement. A decision of the arbitrator, within the scope of his authority,
shall be final and binding upon the Employer, the Union and the aggrieved
employee(s). The arbitrator may not hear more than one grievance unless the
presentation of more than one grievance is mutually agreed to by-the
Employer and the Union.

'Step3.c  The Employer and the Union shall share equally any joint costs of the

arbitration procedure, such as the fees and expenses of the arbitrator, and the
court reporter if one is desired by the arbitrator, and the costs of a hearing
room and transcript. Any other expenses shall be paid by the party incurting
them.

Article 16 — Health and Welfare

The Employer shall continue in effect the present insurance programs now available to all
full-time and regular part-time employees. These programs and the contribution by the

Employer are:

Group hospitalization, diagnostic, x-ray, laboratory, and major medical with the
Employer's contribution being no more than the full single or family rate in effect as of
July 1, 2016, until age sixty-five (65) at which time the Employer will offer to pay no
more than the full single rate or Medicare supplement rate in effect on July 1, 2016. The
Employer will pay the family premium only for those employees having family coverage
on December 31, 1985, and for new hires electing coverage after that date or for those
employees who have an "event" as described by the carrier, after December 31, 1985.

Employees electing single ot family coverage shall contribute toward the cost the
applicable monthly premium as follows:




Traditional Plan:

Percentage Contribution Single Cap  Family Cap
January 1, 2017 10% $90.00 $190.00
January 1, 2018 10% $95.00 $210.00
January 1, 2019 , 10% $100.00 $230.00
Traditional Plan — Participate in Wellness:

Percentage Contribution  * Single Cap Family Cap
January 1, 2017 10% $65.00 $140.00
January 1, 2018 10% $75.00 $160.00
January 1, 2019 10% $85.00 $180.00
Deductibles and Out-of-Pocket Maximums

Single/Family Deductible  Single/F amily OPM

200/500 .700/1400

Prescription Drugs

Tier 1 (generic) — 90/10%
Tier 2 (formulary) - 75/25%
Tier 3 (non-formulary) — 60/40%

Prescription Deductible: $150single and $300 family
Prescription OPM: $500 single and family

Choice Plan:

Employees may elect the Choice Health Insurance Plan, with a monthly premium of 5% of the
total premium cost, if the employee participates in the City’s Wellness Plan. Subsequent
monthly contributions for the duration of the contract will follow the 5% of the total premium
cost. Or employees may elect the Choice Health Insurance Plan, with a monthly premium of
10% of the total premium cost, if the employee does not participate in the City’s Wellness Plan.
Subsequent monthly contributions for the duration of the contract will follow the 10% of the
total premium cost. Total premium cost may change subject to review by the employer.

5% — Participate in Wellness

10% - Not Participating in Wellness

Part-time employees shall pay a pro-rated amount based on their benefit level.

Employees are eligible for IRS 125 to pay the premiums in pretax dollars as well as sign up for
other tax breaks allowed under the law.
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Fach calendar year the City will offer a Health Risk Assessment process. Any full-time or part-
time employee that is eligible for benefits, who completes a Health Risk Assessment will receive
the incentive plan offered by the City. Information gained in the Health Risk Assessment
process will not be shared with City of Cedar Rapids management except in aggregate form.

The Health Risk Assessment process is optional. -

16.1.b Group Life Insurance with Accidental Death and Dismemberment in the amounts of
$25.000 on each eligible employee. The Employer's contribution amounts to no more

than the full single rate.

16.1.c Bligible employees will be offered the opportunity to purchase supplemental life
insurance up to five (5) times their annual salary with a maximum of $500,000.00,
subject to availability and certain limitations.

16.1.d Group Hospitalization, Diagnostic, X-ray, Laboratory, and Major Medical Insurance and
Group Life Insurance with Accidental Death and Dismemberment, similar to those
available to full-time employees, are available to regular part-time employces where
possible on a prorated cost contribution basis by the Employer.

16.1.e The Employer will cover each employee that is eligible for Flex-Leave with a Long-Term
Disability insurance policy that will provide the employee with 66-2/3% of their wages
following a 90 calendar-day waiting period.

16.2 The Employer agrees to offer and pay no more than the monthly premium in effect on
July 1, 2013, for the employee's portion of dental insurance covering check-ups and teeth
cleaning, cavity repair and tooth extractions, and high cost fillings, root canal fillings,
gums and bone diseases (non-surgical) subject to certain deductibles and reimbursement
percentages. The employee may elect to pay the cost of dependent coverage for the
above coverages at his.own expense. That coverage will also include coverage, again
subject to certain deductibles and reimbursement percentages, for teeth straightening for
dependents as defined by the carrier.

16.3 The Employer shall continue in effect the present coverage of insurance programs
currently available to employees; however, this statement, nor any other contract
language, is to be construed as limiting the Employer's authority to change insurance

carriers. Employees will be notified of such change thirty (30) days before its effective

date.

Article 17 — Holidays
17.1  Legal holidays observed by the Library are:

New Year’s Day Labor Day
Presidents’ Day Thanksgiving Day
Memorial Day Day After Thanksgiving

Independence Day Christmas Day




17.2

17.3

174

175

17.6

17.7

18.1

18.2

When a holiday falls on Saturday, the day before shall be the holiday and the Library will
be closed both Friday and Saturday. When a holiday falls on Sunday, the following day
shall be the holiday and the Library will be closed both Sunday and Monday. Full-time
employees covered by this Agreement shall be paid eight (8) hours pay at the basic
hourly rate as holiday pay for the foregoing holidays.

Regular part-time staff will have their schedules adjusted during weeks in which a
holiday(s) occurs so that they are credited at the begimming of the week with pay equal to
the amount of hours on their base weekly schedule divided by five (5) (i.e. a thirty (30)
hour week employee will be credited with six (6) hours of holiday pay and will be
scheduled for twenty-four (24) hours during the balance of the week).

An employee shall forfeit his right to payment for a holiday if absent from work on the
scheduled day preceding such holiday or on the next scheduled working day following
such holiday except when such employee is on any leave with pay.

Full-time employees or regular part-time employees who are scheduled to work or called
in to work on a holiday shall be paid time and one-half for hours worked on the holiday
in addition to holiday pay.

Employees who are serving their probationary period are entitled to holiday pay for
holidays falling within such probationary period.

Hourly rated employces, Library Shelvers who are not benefit eligible, and temporary
position employees are not entitled to holiday pay but if they arc scheduled to work or
called in to work on a holiday, they shall be paid time and one-half (1-1/2) for the hours
worked on the holiday.

Article 18 — Flex-Leave

All paid leave will be included in one policy that will allow greater flexibility for
employees and easier administration for the management staff. With a few exceptions,
employees will manage their own paid leave. The policy will include two (2) leave
accounts: 1) Flex-Leave Account and 2) Long-term lness/Injury Account (LTII). The
Long-term lilness/Injury account is correlated to the Long Term Disability (LTD)
insurance waiting period of ninety (90) calendar days or five hundred and twenty (520)
regular scheduled work hours.

It is the policy of the Cedar Rapids Librar‘j Board of Directors to provide a Flex-Leave
program that will include all paid leave except as listed below:

Compensatory time/holiday time coming

Pay for work performed on a holiday

Regularly scheduled holiday (i.e. Christmas, New Year's Day, Thanksgiving, etc.)
Workers” Compensation

Jury Duty
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18.3
18.4

18.5

18.6

o Military Leave

This policy is applicable to all bargaining unit employees of the Cedar Rapids Public
Library.

Any employee on an unpaid leave of absence in excess of thirty (30) days will not accrue
Flex-Leave or Illness/Injury leave. Accrual will apply to the first thirty (30) days only.

Definitions:
Anniversary Date. Employee's last date of hire as a regular employee with the Library.
Flex-Leave Account: Current accumulations of paid leave.

Long-term Hiness/Injury Account. Accumulated paid leave accessed only as a result of
illness/injury after forty (40) conseculive hours (prorated for part-time employees) of
Flex-Leave for medical purposes. Employees on a concentrated medical treatment
program (i.e.: chemotherapy regimen, eic.) may be eligible to access for the time spent in
treatment without meeting the forty (40) consecutive hour requirement.

Scheduled Leave: This paid leave requires notification by the employee and approval
received from the Department Manager or designee no later than the end of the
employee's previous workday or what would have been the end of the previous workday
had the employee been scheduled to work. Approval of scheduled leave by the
Department Manager or designee is subject to the operational needs of the department. A
waiver of such notification includes if an employee must leave work due to illness or
other emergency situation or if an employee calls in with an illness or emergency prior to
7:00 a.m. for all shifts that start before 12:00 p.m. or prior to 7:00 a.m. for all shifts that
start at 12:00 p.m. or later. Employees with a diagnosed, chronic illness that is certified
by the attending physician, in advance, may be granted, at the discretion of the
Department Manager, additional scheduled leave. Such employee will be required to
cooperate fully in order to qualify. An employee is not required to use Flex-Leave for the
day of the funeral of a spouse, parent, child, sibling, grandparent, grandchild or domestic
partner if the funeral is on a day an employee is normally scheduled to work.

Unscheduled Leave: This paid/unpaid leave requires that notification must be provided
to the Department Manager or designee prior to the employee’s workday. Approval of
unscheduled leave is subject to operational requirements of the department.

Employees will have two (2) paid leave accounts: Flex-T.eave Account and Long-term
[lness/Injury Account.

18.6.a Employees will accumulate paid leave in their Flex-Leave Account on a monthly basis,

the first payday of the month according to the following schedule (pari-time accrue on
a pro-rata basis).




18.6.b

18.6.c

18.7

18.7.a

18.7.b

18.8

Completion of 1 month through 24 months of service.............. el 11.4 hours

Completion of 25 months through 76 months of service................... . 14.7 hours
Completion of 77 months through 132 months of service ............... 18.0 hours
Completion of 133 months through 192 months of service................. 21.4 hours
Completion of 192 months of SEIVice .......ov.vveveveoooooo 24.7 hours

Employee’s whose position profile requires a Master’s of Library Science will earn
Flex-Leave at the following rate: '

Completion of 1 month through 192 months of service .................... 21.4 hours
Completion of 192 months of Service...........o.vvemeeoeioooo 24.7 hours

Employees will accrue six (6) days annually into the Long-term TlIness/Injury Account
as spelled out below:

Employees who have more than five hundred and twenty (520) hours on January 1,
2002, will continue to accrue the six (6) additional days until they leave Library
employment. |

Employees who have less than five hundred and twenty (520) hours on January 1,
2002, will continue to accrue the six (6) additional days only until the lilness/Injury
Account reaches five hundred and twenty (520) hours. If the LTII account drops to five
hundred (500) hours, the employee will begin accruing four (4) hours per month until
the account is again at five hundred and twenty (520) hours.

New hires will accrue six (6) days annually in the Iliness/Tnjury Account only unil they
reach five hundred and twenty (520) hours.

Employees may utilize the Flex-Leave Account either as scheduled or unscheduled
leave.

Scheduled leave will be deducted from either the Flex-Leave Account or the Long-term
Iness/Injury Account, whichever is applicable.

Unscheduled leave will be deducted from the flex-leave account only. Employees who
have used unscheduled leave five (5) times up to forty (40) hours in a calendar year will
be required to take additional unscheduled leave during the calendar year without pay
except for those situations spelled out under Article 18.5 of this policy.

Employees required to take unscheduled and/or scheduled leave for medical reasons in
excess of forty (40) consecutive hours (prorated for part-time employees) may use any
accumulated paid leave from the Long-term Hlness/Injury Account for any additional
consecutive hours of leave for medical reasons. The employee must provide the
Employer with a statement from his/her attending physician certifying the employee's
disabling illness or injury, and duration thereof, before the accumulated leave from the
Long-term Illness/Injury Account is approved for use.
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18.9

18.10

18.10.a

18.11

18.12

Employees with an unused accumulated balance in the Flex-Leave Account on the
employee's anniversary date will be allowed to carry the balance into the next year or
exercise the option outlined in Article 18.10. Employees are allowed a maximum
accumulation of twelve (12) times their monthly accrual rate in effect on the employee's
anniversary date in the Flex-Leave Account.

Employees who have an accumulated balance of Flex-Leave in their accounts on their
anniversary of less than the annual accrual may elect any combination of the following:

e Carry part or all of the balance info the next year;

e Convert up to forty-eight (48) hours (prorated for part-time employees) to cash at
their regular rate on their anniversary date if the Long-term [ness/Injury Account
is at or above five hundred and twenty (520) hours or the applicable part-time
requirement;

e Transfer hours to the Long-term Illness/Injury Account.

Employees who have Flex-Leave Accounts in excess of maximum allowed (see Article
18.9) are required to exercise one of the following options applicable:

If the Long-term Iliness/Injury Account is less than five hundred and twenty (520)
hours, the employee must transfer the excess amount to the Long-term Illness/Injury
Account until five hundred and twenty (520) hours (prorated for pari-time employees)

is accumulated.

If the Long-term Illness/Injury Account is already at five hundred and twenty (520)
hours, the employee has the option of transferring all or a portion of such excess hours
in the Flex-Leave Account to the Long-term Illness/Injury Account and/or converting
up to forty-eight (48) hours (prorated for pari-time employees) to cash at their regular

rate on their anniversary date.

Employees who terminate employment with the City will receive payment for the
balance in the Flex-Leave Account accrued through the employee's last day of

employment.

Employees may donate Flex-Leave Account hours to another employee who is on an
unpaid medical leave of absence and has exhausted all paid leave hours.




19.1

19.2

19.3

194

20.1

20.2

20.3

Article 19 - Longevity Pay

Longevity rate schedules are intended to recognize long and faithful service, particularly
where the opportunity for employment is limited and where there is no provision for
further advancement within the base pay range. Longevity rate schedules are not
construed as being a part of base pay schedules, which relate to the level, nature, and
difficulty of work of positions. Such payments are made as a reward for past service and
the amount is not measured by or dependent on hours worked, production, or efficiency.
To qualify, employees must have completed the seniority years shown on the schedule
and be on the current payroll on the date payments are made. Eligible employees shall
receive a prorated longevity payment upon termination.

Longevity rates for full-time employees shall be applied as follows:

After five (5) years of SENIOTILY «....oovereevreverrovesooosoos $20.00 per month
After ten.(10) years of SENioLity .........c.ovvevmvvervvrernionn. $40.00 per month
After fifteen (15) years of SENIOLItY .......verveeeeerrreeoee $60.00 per month
After twenty (20) years of SEniority.........ocoeovovvveeeveooenn . $80.00 per month
After twenty-five (25) years of Semiority ............o..ovon....... $100.00 per month

Payment of longevity shall be made twice yearly to employees on the payroll at that time,
An employee shall not accumulate longevity pay in any month in which he is on unpaid
status for a total of ten (10) or more unpaid days. However, an employee shall not lose
longevity pay for the first applicable unpaid leave during the contract year, if the leave
does not exceed twenty-two (22) unpaid days. If the leave exceeds twenty-two (22)
unpaid days, the excess shall be calculated as though the first twenty-two (22) days had
not been taken, .

Employees in regular part-time positions will receive prorated longevity payments based
on their seniority date in a full or regular part-time position. However, those employees
currently in a full or regular part-time position and who were given regular part-time
status on July 1, 1975, shall have their longevity date computed from their employment
date,

Article 20 — Absence Without Leave

Any employee who is absent from duty for a valid reason other than illness shall report
the reason to his supervisor as early as is possible.

All unauthorized and unreported absences shall be considered absence without leave, and
deduction of pay shall be made for the period of absence. Such absences may be grounds
for disciplinary action.

Any employee who is absent from his job for three (3) consecutively scheduled workdays

without authorization or just cause shall be considered to have abandoned his job and
resigned.

als]



21.1

21.2

21.3

21.4

21.5

21.6

22.1

22.2

22.3

22.4

Article 21 — Unpaid Leaves

The Director may authorize an unpaid leave for a period not to exceed six (6) months.

Normally, requests for unpaid Ieave will not be granted until available leave has been
exhausted.

Employees wishing to request an unpaid leave should do so in writing to their
Depariment Manager, specifying the exact dates and reason for the leave. Department
Managers will forward the request to the Director with a recommendation as to whether

or not the request should be granted.

The employee will pay for his own health, dental and life insurance in any month in
which he does not accumulate seniority.

See Arficles 10.2, 18, and 19.3 of this Agreement for the effect of an unpaid leave on
seniority, longevity, and flex-leave.

The Employer will endeavor to grant o an employee designated by the Union time off to
handle Union business above the local Union level, such as attendance at national or
regional meetings or conferences. Such time off shall be without pay, but without loss of
seniority or benefits. Tt is agreed that not more than two (2) employees shall be so
engaged at any one time, and not more than twenty (20) days shall be used in. the contract
year. The Employer shall be given at least two (2) weeks notice in advance of beginning
date and of the probable duration of such absences.

Article 22 — Court Leave

Leave with pay is granted for necessary court appearances as & juror or as a subpoenaed
witness. This shall be construed to mean pay for the scheduled work hours posted for the
employee selected for such court appearances. Leave without pay will be granted where
the employee is the plaintiff or defendant in a case.

The Employer shall pay the difference in salary Between jury pay or court appearance pay
(exclusive of allowances for subsistence and travel) and the employee's regular salary
while in such service. If the employee is discharged from the jury or court appearance
before the workday ends, the employee must report immediately to the Employer for

worlk.

The Employer will not pay for the time any employee, who lives outside of Linn County, .
spends in traveling from any jury or court appearance in his county of residence to the
Library work site.

Any exception to the above may be presented to the Library Director on an individual
basis.




23.1

232

233

23.4

23.5

23.6

24.1

242.a

24.2.b

Article 23 — Safety

The Employer and the Union recognize the importance of the personal safety and health
of individual employees on the job. The Employer shall endeavor to ensure a safe
working place.

Employees will not be required to work in areas or to operate equipment that is a hazard
to themselves or the public. Periodic training in safety matters will be provided to
employees, especially those who engage in hazardous work. Employees will have access
to protective gear required by law. Employees will handle property and equipment of the
FEmployer with due care appropriate to the nature of the work and equipment employed.

An employee shall report as soon as possible any safety problem to the person in charge.

If an employee is working in a location or with equipment that presents an imminent
personal hazard, the employee will report said situation immediately to the person in
charge of his area who will determine the minimal standard under which the employee
must work. If the employee feels he has been directed to work in a location or with
equipment that poses an imminent personal hazard, he may file a Step 2 grievance with
the Director. Other disputes over safety hazards will be processed through the regular
grievance procedure ih Article 15.

An employee involved in an accident with Library equipment shall immediately report
said accident to his Department Manager and is responsible for filling out an accident
report promptly, submitting all available names and addresses of witnesses. He shall also
report any physical injuries sustained by himself or any other persons involved in such
accident.

Occasionally, in the interest of the welfare and safety of the Library staff, the Director or
Library Board may excuse employees from one or more agencies for a short period of
time without loss of pay. Employees working at other agencies may be required to stay
on the job without equal time off,

Article 24 — Workers’ Compensation

Any employee injured while on duty must report such injury to his Department Manager
and fill out an accident report prompily. An employee required to leave the job because
of such injury and required to remain off the job by licensed medical authority (i.e.
Physician or nurse), will be paid for the balance of the employee's scheduled day.

All accidents must be reported to the supervisor within twenty-four (24) hours or the
following working day after the accident to insure proper coverage under the City's
Safety Rules and Regulations.

The first three (3) consecutive calendar days that an employee injured on the job in the

employment of the Employer is off work shall be on the basis of such regular medical
leave to which he is entitled under the pay plan of the Employer.
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242 After said three (3) day period, the employee shall be entitled to thirty (30) further days
medical leave without the same being deducted from his Flex-Leave or LTII whichever is
applicable if recommended by the City physician and approved by the Library Board of

Trustees.

24.2.d After the expiration of said additional thirty (30) day period, the employee shall be
examined by the City physician and the City physician shall make his report to the
Library Board of Trustees or its authorized representative; that the Library Board of
Trustees or its representative shall then confer with the employee and such other persons
as may have a material relationship to the matter, and the Library Board of Trustees shall
then determine and prescribe whether the employee may be entitled to any further
medical leave without the same being deducted from the Flex-Leave or LTII, whichever

is applicable provided by the pay plan.

24.2.e Employees injured in the course of regular employment with another employer, (on the
payroll of another employer), shall not be eligible to use medical feave from the Public

Library.

Article 25 — Common Interest Forum

25.1 The parties agree to establish a Common Interest Forum for the purpose of ensuring.
communication between staff and management, to discuss and review ideas, and to avoid

unnecessary disputes.

The Common Interest Forum shall consist of three members of management appointed by
the Library Director and three members of the bargaining unit appointed by the Union
president. The members of the Forum shall determine its structure, agenda, and methods

of operation.

The Common Interest Forum shall be convened by the parties at least bi-monthly, at
mutually agreeable times and places.

Tt is the intent of the parties that the Common Interest Forum supports the collective
bargaining process and the established dispute resolution procedures. The Employer and
the Union each retains all of the rights outlined in the Agreement and the law.

Article 26 — Breaks
26.1 Any employee working an eight (8) hour day shall receive two 15- minute break periods.

26.2 Employees who work an eight (8) hour day shift shall receive a break in the morning and
the afternoon.

26.3 Employees who work an eight (8) hour evening shift shall receive a break in the
afternoon and a break in the evening.




. 26.4

26.5

27.1

272

273

274

275

27.6

28.1

28.2

28.3

Any part-time or hourly staff working a consecutive four-hour period or more shall
receive a 15-minute break.

Breaks may not be accumulated.

Article 27 — Outside Employment

Regular full-time employees may undertake employment outside of the Cedar Rapids
Public Library only if there is no conflict of working hours, no impairment of the
working efficiency of the employee, or no conflict of interest as a result of the other
position. If one of the foregoing occurs, the Director may request that the employee
resign from one of the positions.

The Employer hereby states and the Union agrees, that the Employer totally absolves
itself of any liability of any consequence for any claim, charge, or suit, brought against an
employee arising out of his activities on outside employment, either of a civil or criminal
nature. The employee engaging in such outside activity, agrees that he will absolve and
hold the Employer harmless from any such claim, charge, or suit. ‘

Employees engaged in outside employment shall in no way purport to be representing the
Public Library.

Employees may not engage in outside activities while on duty nor may the Employer's
property be used for any but Library business, unless specifically authorized by the
Director.

Part-time émployees, who may also be employed elsewhere, nevertheless are obligated to
work as scheduled by the Employer.

The Employer recognizes the need to schedule students around class contact hours.

Article 28 — Miscellaneous

Mileage: Reimbursement for the authorized use of private vehicles on official Library
business shall be paid at the- maximum rate allowable under State law, after approval by
the Library Board of Trustees.

Prior to elimination or replacement of full-time positions with part-time positions,
management will meet and discuss the changes with the Union representative,

The Union may designate a staff representative to attend the meetings of the Library

Board of Trustees as an observer. (This is not to be considered as time worked for the
purpose of computing wages). '
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28.4

28.5

29.1

30.1

30.2

31.1
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Any regular full-time or regular part-time employee of the Library is eligible for
reimbursement as outlined in City Personnel Policy 6.04, Educational Assistance
Program. The program pays 60% of the cost of tuition and books fo $1,700 annually in
pursuit of a degree in the Library or related field. All courses must be approved by the
Library Director prior to enrollment in the classes. City Personnel Policy 6.04.
Educational Assistance Program, speils out the procedural rules for participating in this

program.

Each employee shall be eligible to contribute up to the maximum amount allowed by the
IRS into a deferred compensation plan currently established by the City. The City agrees
to contribute a sum equal to that contributed by the employee up to one-half percent (1/2

%) of the employee’s annual salary.

Article 29 - Americans with Disabilities Act

The employer and the Union will adhere to all provisions of the Americans with

- Disabilities Act.

Article 30 — Complete Agreement

The Union and the Employer acknowledge that the understandings and agreements
arrived at between the parties after negotiations are set forth in this Agreement.
Therefore, the Employer and the Union for the duration of this Agreement and any

‘extensions thereof, each voluntarily and unqualifiedly waive the right to bargain

collectively with respect to any subject or matter even though said subject or matter may
not have been within the knowledge or contemplation of either or both of the parties at

the time that they negotiated or signed this Agreement.

This atticle is not intended to prohibit discussion between the Employer and employees
in regard to existing practices or any changes effected by either the legislature or courts

during the term of this Agreement.

Article 31 — Separability and Saving-s Clause

It is the sense and intention of the parties hereto that all of the provisions of this
Agreement shall comply with all applicable statutes or authority or restriction on
authority granted the Employer and any ordinances, rules, and regulations made in

compliance with. such statute.

Tn the event that any provision of the Agreement shall, at any time, be declared invalid by
a court of competent jurisdiction or found to be in conflict with any statute, ordinance, or
rule or regulation made in compliance with such statute, such decision or conflict shall
not invalidate the entire Agreement and it being the express intention of the parties that
all other provisions of this Agreement shall remain in full force and effect.




31.3  Inthe event that any provision of this Agreement is held invalid, as set forth above, the
parties shall enter into negotiation to modify such provision to comply with such

decision.

31.4  (From the Code of Iowa)
"601A.14 Promotion or transfer. After a handicapped individual is employed, the

Employer shall not be required under this chapter to promote or transfer such
handicapped person to another job or occupation, unless, prior to such transfer, such
handicapped person by training or experience is qualified for such job or occupation.
Any collective barpaining agreement between an employer-and labor organization shall
contain this section as part of such agreement."

Article 32 - Effective Dafte

32.1 This Agreement shall be in full force and effect from July 1, 2016, to and including
June 30, 2019. Written notice to negotiate a new agreement must be serviced by either

party between September 1, 2018, and September 15, 2018.

Signed this O~ dayof uAe , 2016.
Communications Workers of America Cedar Rapids Public Library

(T e, ke (D G-

CWA fiternational Representative oard of Trustees

Desa ¥ [

CWA Intérnational Local President W—Bﬁe_cﬁ.

\N\am%m%ww—-

@i\ Local Répresentative




Library Bargaining Unit Plan — Salary Schedule

Effective 1% Payday in July, 2016

Job Title Grade Step 1
Library Shelver® 08 12.36
Bldg Maint Wkr | 14 17.19
Material Processor
Bldg Maint Wkr Il 18 18.43
Customer Service
Associate
Design & Marketing 29 19.76
Specialist "
Librarian 30 23.35
Materials Librarian
* There is a 6-month time period between each step

All other classifications have a 2-year time period between each step

Wage increase = 2.25%

Step 2

13.14

20.19

C21.72

23.30

27.32 .

Step 3
13.91




Library Bargaining Unit Plan —~ Salary Schedule

Effective 1% Payday in July, 2017

Job Title Grade Step 1
Library Shelver* 08 12.67
Bldg Maint Wkr 1 14 17.62
Material Processor
Bidg Maint Wkr |l 18 18.89
Customer Service
Associate
Design & Marketing
Specialist 22 20.26
Librarian 30 23.94
Materials Librarian
* There is a 6-month time period between each step

Step 2 Step 3
13.47 14.25

20.70

22.26

23.89

28.00

All other classifications have a 2-year time period between each step

Wage increase = 2.50% - -
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Library Bargaining Unit Plan — Salary Schedule

Effective 1% Payday in July, 2018

Job Title Grade Step 1
Library Shelver® 08 13.02
Bldg Maint Wkrl - 14 18.10
Material Processor
Bldg Maint Wkr i 18 19.41
Customer Service
Associate
Design & Marketing 29 20.82
Specialist '
Librarian 30 24.60
Materials Librarian
* There is a 6-month time period between each step

All other classifications have a 2-year time period between each step

Wage increase = 2.75%

Step 2

13.84

21.27

22.87

24.54

28.77

Step 3
14.65




Appendix A - Flex Leave Policy
GWA Bargaining Unit

BACKGROUND _

All paid leave will be included in one policy that will ailow greater flexibility for employees and easier
administration for the management staff. With a few exceptions, employees will manage their own paid
ieave. The policy will include two (2) leave accounts: 1) Flex-Leave Account; and, 2) Long-term
Iness/Injury Account. The Long-term lliness/Injury account is a correlation to the Long-term Disability
Insurance waiting period of ninety (90) calendar days, or five hundred and twenty (520) regular scheduled
work hours. :

POLICY :
'tis the policy of the Cedar Rapids Library Board of Directors to provide a Flex-Leave program that will
include all paid leave except as listed below.

EXCLUSIONS

This policy does not include nor does it apply to: 1) compensatory time/holiday time coming, 2) pay for
work performed on a holiday; 3) regularly scheduled holiday (i.e.: Christmas, New Year's Day,
Thanksgiving, etc.}; 4) workers’ compensation: 5) jury duty; or, 6) military leave.

SCOPE
This policy is applicable to all bargaining unit employees of the Cedar Rapids Public Library,

EXCEPTIONS
Any employee on an unpaid leave of absence in excess of thirty (30) days will not accrue Flex-Leave or
liness/injury leave. Accrual will apply to the first thirty (30) days only.

DEFINITIONS
1. ANNIVERSARY DATE: Employee's last date of hire as a regular employee with the Library.
2. FLEX-LEAVE ACCOUNT: Current accumulations of paid leave.

3. LONG TERM ILLNESS/INJURY ACCOUNT: Accumulated paid leave accessed only as a result of
linessfinjury after forty (40} consecutive hours (prorated for part-time employees) of Flex-Leave for
medical purposes. Employees on a concentrated medical treatment program (i.e.. chemotherapy
regimen, etc.) may be eligibie to access for the time spent in treatment without meeting the forty (40)
consecutive hour requirement. :

4. SCHEDULED LEAVE: This paid leave requires notification by the employee and approvatl received
from the Department Manager or designee no later than the end of the employee's previous workday
or what would have been the end of the previous workday had the employee been scheduled to work.
Approval of scheduled leave by the Department Manager or designee is subject to the operational
needs of the department. A waiver of such notification includes if an employee must leave work due
to illness or other emergency situation or if an employee calls in prior to 6 a.m. with an illness or
emergency situation. Employees with a diagnosed, chronic illness that is certified by the attending
physician in advance may be granted, at the discretion of the Department Manager, additional
scheduled leave. Such employee will be required to cooperate fully in order to qualify. An employee
is not required to use Flex-Leave for the day of the funeral of a spouse, parent, child, sibling,
grandparent, grandchild or domestic partner if the funeral is on a day an employee is normally
scheduled to work.

5. UNSCHEDULED LEAVE: This paid/unpaid leave requires that notification must be provided to the

Department Director or designee prior to the employee's workday. Approval of unscheduled leave is
subject to operational requirements of the department.
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SPECIFIC PROVISIONS

1.

Employees will have two (2) paid leave accounts:

a. Flex-Leave Account
b. Long-term lliness/Injury Account

Employees will accumulate pé’ld leave in their Flex-Leave Account on a monthly basis, the first pay
day of the month, according to the following schedule (part-time accrue on a pro-rata basis):

Completion of 1 month through 24 months of SEIVICE 1oveeeeeeeei e esnne s 11.4 hours monthly
Completion of 25 months through 76 months of SEIVICE ..........cevcciniirnnens 14,7 hours monthly
Completion of 77 months through 132 months of BEIVICE oo iree e v 18.0 hours monthly
Completion of 133 months through 192 months of SEIVICE ..o ceireeecaeeeeeies 21.4,hours monthly
Completion of 192 months of SEIVICE ... 247 hours monthly

MLS employees wili accumulate paid leave in their Flex-Leave Account on a monthly basis of:

Completion of 1 month through 192 months of SEIVICe ..., 21.4 hours monthly
Completion of 192'Months 0f SEIVICE ... 24.7 hours rmonthly

Employees will accrue six (6) days annually into the Long-term liness/Injury Account as spelled out
below:

a. Employees who have more than five hundred and twenty (520) hours January 1, 2002, will
continue to accrue the six (6) additional days until they leave Library employment.

b. Employees who have less than five hundred and twenty (520) hours on January 1, 2002, will
continue to accrue the six (6) additional days only until the lliness/Injury Account reaches five
hundred and twenty (520) hours. if the LTIl account drops to five hundred {500} hours, the
employee will begin accruing four (4) hours per month until the account is again at five hundred

and twenty (520) hours.

c. New hires will accrue six (8) days annually in the Hiness/Injury Account only until they reach five

hundred and twenty (520) hours.
Employees may utilize the Flex-Leave Account either as scheduled or unscheduled leave.

4. Scheduled leave will be deducted from either the Flex-Leave Account or the Long-term
lliness/Injury Account, whichever is applicable.

b. Unscheduled leave will be deducted from the Flex-Leave Account only. Employees who have
used Unscheduled Leave five (5) fimes up to forty (40) hours in a calendar year (prorated for part-
time employees) will be required to take additional unscheduled leave during the calendar year
without pay except for those situations spelied out under the DEFINITIONS section of this policy.

Employees required to take unscheduled and/or scheduled leave for medical reasons in excess of
forty (40) consecutive hours (prorated for part-time employees) may Use any accumulated paid leave
from the Long-term lliness/Injury Account for any additional consecutive hours of leave for medical
reasons. The employee must provide the employer with a statement from hisfher attending physician
certifying the employee's disabling illness or injury, and duration thereof, before the accumulated
leave from the Long-term Ifiness/Injury Account is approved for use.

Employees with an unused accumulated balance in the Flex-Leave Account on the employee's
anniversary date will be allowed to carry the balance into the next year or exercise the option outlined
in paragraph six {(6). Employees are allowed a maximum accumulation of twelve (12) times their
monthly accrual rate in effect on the employee’s anniversary date in the Flex-Leave Account.

Employees who terminate employment with the Gity will receive payment for the balance in the Flex-
Leave Account accrued through the employee's last day of employment. '




6. Employees who have an accumulated balance of Fiex-Leave in their accounts on their anniversary of
less than the annual accrual may elect any combination of the following:

a. Carry part or all of the balance into the next year;

b. Convert up to forty-eight (48) hours (prorated for part-time employees) to cash at their reqular
rate on their anniversary date if the Long-term lllness/Injury Account is at or above five hundred
and twenty (520) hours, or the applicable part-time requirement;

c. Transfer hours to the Long-term lliness/Injury Account.

7. Employees who have Flex-Leave Accounts in excess of maximum allowed (See Paragraph 5) are
required to exercise one of the following options, applicable:

a. |If the Long-term lliness/Injury Account is less than five hundred and twenty (520) hours, the
employee must transfer the excess amount to the Long-term lness/Injury Account until five
hundred and twenty (520) hours (prorated for part-time employees) is accumulated.

b. If the Long-term iliness/Injury Account is already at five hundred and twenty (520) hours, the
employee has the option of transferring all or a portion of such excess hours in the Flex-Leave
Account to the Long-term lliness/Injury Account andfor converting up to forty-eight (48) hours
(prorated for part-time employees) to cash at their regular rate on their anniversary date.

8. Employees may donate Flex-Leave Account hours to another employee who is on an unpaid medical
leave of absence and has exhausted all paid leave hours.
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Appendix B — Choice Health Insurance Plan Design

This summary does not contain all of the provisions or limitations which apply to your Medical and Prescription Drugs
coverages. For coverage details, see your Benefif Plan Booklet.

5 Wi el L
PPO PROVIDER NON-PPO PROVIDER
Lifetime Maximum Payment Limit Unlimited
Calendar Year Deductibie
individual ' $500
Family $1.000

You pay one individual Deducfible Amount each calendar year. For satisfaction of the family Deductible Amount, no
more than one individual Deductible Amount will apply for any one person. After the Deductible is satisfied for one

individual, other family members’ claims will combined to satisfy the remainder of the Family Deductible.

Out-of-Pocket Maximums

Individual $2,000
Family $4,000

If the amount you pay for Covered Chérges in any one calendar year reaches the QOut-of-Pocket Expense Maximum
shown above, Comprehensive Medical benefits payable will be 100% of additional Covered Charges (except as

described below).
The amounts that DO NOT apply toward your Out-of-Pocket Expense Maximum are:

« outpatient charges related to mental or nervous disorders and alcoholism or drug abuse; and

¢ infertility charges; and :
» the amount you must pay because of penalty charges for failure to comply with Utilization Management

Requirements.




SERVICE

PPO PROVIDER

NON-PPO PROVIDER

The Calendar Year Deductible applies to the following services, except as noted.

All coinsurance amounis listed are based on allowable provider charge, after PPO network discounts
have been applied. For Non-PPO charges, all coinsurance amounts will not exceed Prevailing Charges.

Physician Visit Charges

(Treatment or Service furnished at a
Physician's clinic or office)

Plan pays 90%
{Deductible waived)

Plan pays 80%
{Deductible waived}

Preventive Care

Routine Physical Exams
Routine Gynecological Exams
Routine Mammograms
Routine Sigmoidoscopies
Well Child Care
Immunizations

X-Ray and Lab services
provided during the exam

Plan pays 100%
(Deductible waived)

Plan pays 100%
(Deductible waived)

Colonoscopies (routine or with a

Plan pays 100%

Plan pays 100%

diagnosis) {Deductible waived) {Deductible waived)
Allergy Injections and Serum You pay Deductible, You pay Deductible,

then plan pays 90%

then plan pays 80%

Inpatient Hospital Care

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Qutpatient Hospital Care

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

X-Ray and Laboratory Services

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Emergency Room Services

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Ambulance Services for a Medical
Emergency

You pay Deductible,
then plan pays 20%

You pay Deductible,
then plan pays 80%
You will not be responsible for
charges in excess of the Prevailing
Charges.

Ambulance Services for other
than a Medical Emergency

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Chiropractic Services (performed
by DC, MD, or DO)

Limited to a combined 24 visit

maximum per year {if determined to

be Medically Necessary Care

additional visits may be allowed)

Plan pays 90%
(Deductible waived)

Plan pays 80%
{Deductible waived)

Physical Therapy, when provided
by a licensed physical therapist

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Home Health Care, Home Skilled
Nursing

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Hospice Care

Inpatient Treatment
Limited to 15 days of respite
care per lifetime

Outpatient Treatment

Limited to 15 days of respite
care per lifetime

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Skilled Nursing Fagcility Care

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Durable Medical Equipment,
including oxygen

You pay Deduciible,
then plan pays 20%

You pay Deductible,
then plan pays 80%
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SERVICE

PPO PROVIDER

NON-PPO PROVIDER

Blood

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Prosthetic Appliances

You pay Deductible,
then plan pays 90%

You pay Deducfible,
then plan pays 80%

Infertility Treatment

Limited to a lifetime maximum
benefit of $15,000

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

One Postpartum Home Visit

Applicable when you and your baby

are discharged from the Hospital

within 48 hours of a normal delivery

gr within 96 hours of a cesarean
irth

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Mental or Nervous Disorders and
Alcoholism and Drug Abuse

Inpatient Treatment
Limited to 30 days per year

Outpatient Treatment
Limited to 52 visits per year

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

All Other Covered Charges

You pay Deductible,
then plan pays 90%

You pay Deductible,
then plan pays 80%

Medical Emergency

If you or one of your Dependents requires treatment for a Medical Emergency and cannot reasonably reach a PPO
Provider, benefits for such treatment received will be paid at the same level as a PPO Provider.

Uncontrollable Providers
For services provided by a Non-PPO emergency room Physician, anesthesiologist, radiologist, or pathologist,

benefits wiil be payable at the PPO ievel when such services are provided at a PPO Hospital (inpatient, outpatient,
and Hospital emergency roon} or a licensed PPO freestanding surgical center.




RETAIL DRUGS MAIL CRDER DRUGS

Tier 1: Generic Drugs

Plan pays 90%, you pay 10%.

Tier 2: Formulary Brand Name

Plan pays 75%, you pay 25%.

Drugs
Tier 3: Non-Formulary Brand Name Plan pays 60%, you pay 40%.
Drugs
Maximum Supply N/A | 90 days for each prescription
Prior Authorization For certain drugs and classes of drugs designated by the
laims Admimstrator, the Claim A strator reserves the

right to:

s require prior authorization for dispensing; and

= limit payment of benefits for specified quantities; and

= require the dispensing of certain drugs before paying benefits for
another drug within a given class, as established by the Claims
Administrator.

To request a preauthorization, contact the Pharmacy Benefit Manager at
the telephone number listed on your or your Dependent's identification
card.

The group coverage(s) described above are self-funded by your employer with administrative services provided by
the National Accounts Division of Principal Life Insurance Company. This means Principal Life does not assume
any of the risk for any medical or prescription drug claims. Because this material is a summary, it does not state all
coverage provisions, restrictions of coverage, benefits, conditions, limitations, or provisions required by fedoral law.
If any provision presented here is found to be in conflict with federal law, that provision will be applied to comply
with federal law. The group plan determines all rights, benefits, exclusions and limitations of the coverage

described above.
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