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ARTICLE I - UNION RECOGNITION

The Syracuse Regional Airport Authority (“SRAA”) recognizes the Central and Northern NY
Building Trades Council and signatory Local Unions (referred to collectively as the “Union”) as

the collective bargaining representative for the building trades workers employed by the SRAA in
the job titles Carpenter, Painter, Electrician, Plumber and Steamfitter, excluding employees hired

on a temporary or seasonal basis.

ARTICLE II - UNION RELATIONSHIP

1. The Union affirms that it does not assert the right to strike nor to assist nor to participate in
any strike nor to impose an obligation to conduct, assist or participate in any strike, slowdown, or

work stoppage pursuant to Section 210 of NY'S Civil Service Law.

2. Productivity: The Union recognizes the necessity of continuous improvement in
productivity throughout the SRAA's operations covered by this collective bargaining agreement
and, to this end, will urge its representatives and members to cooperate with the SRAA in

accomplishing this result.

3. Union Stewards: The Union shall be permitted to appoint one (1) steward and (1) alternate
steward in the bargaining unit. The Union Steward may investigate disputes or complaints arising
under this Agreement, process grievances, and participate in negotiations for collective bargaining
agreements during working hours without loss of time or pay. It is the intent of the parties that this
section shall not result in unreasonable amounts of time being taken and will be subject to the

operating needs and requirements of the SRAA.

ARTICLE IIT - MANAGEMENT RIGHTS

I. It is agreed that the SRAA has the complete authority over the policies and administration
of all Airport operations which it shall exercise under the provisions of law and in fulfilling its

responsibilities under this Agreement.



2. Said authority shall include the establishment of work rules and regulations consistent with
the terms of this Agreement. The SRAA retains the authority, including but not limited to, the right
to establish, eliminate or modify operations, the right to determine the size of the work force, the
work performed and its place of performance. Any matter involving the SRAA and not specifically
covered by this Agreement is in the province of the SRAA. The SRAA retains and reserves unto
itself all rights, power, authority, duty, and responsibility confirmed on and vested in it by Title 34
of Article 8 of the New York Public Authorities Law; and of other laws and Constitution of the
State of New York and/or the United States of America.

3. The exercise of any such right, power, authority, duty, or responsibility by the SRAA and
the adoption of such rules, regulations, and policies as it may deem necessary, and as they apply
to employees represented by the Council, shall be limited only by the specific and express terms

of this Agreement.

ARTICLE 1V - DUES CHECKOFF

1. The SRAA shall, upon thirty (30) days notice and receipt of written and signed direction
from each employee, deduct from the wages due such employee the regular union dues and fees
fixed by the applicable Local Union and shall remit such amounts to the Local Union treasury on
a regular monthly basis. Employees may revoke such payroll deduction authorization at any time

upon thirty (30) days notice to the designated SRAA official.

2. The applicable Local Union shall indemnify the SRAA against any and all liability which
may arise by reason of the check-off by the SRAA of Local Union dues, fees, and assessments

from an employee’s wages in accordance with this Agreement.

ARTICLE V - WAGES

1. The hourly wage schedules are set forth in Appendix A.

2. Employee checks or direct deposit advices and W-2 forms shall be placed in sealed

envelopes prior to distribution to employees, unless employee chooses to go paperless through the



Authority’s payroll system. When necessary, the Authority will provide a pay stub upon request

to an employee who chooses to go paperless.

3. Work Clothes

Each skilled tradesperson shall be allotted $250.00 per year for work uniforms payable in the
regular payroll check on or near September 15", Rain gear, protective clothing, gloves, protective
devices, and safety shoes shall be provided by the SRAA for employees requiring such outfitting.
Each active employee will be provided a $100.00 bootslip twice a year to be used to purchase

safety boots or safety shoes as required by their specific job duties.

4. Authority Cell Phone
All members of the bargaining unit will be provided an Authority cell phone for use for SRAA

business.

ARTICLE VI - FOREPERSON

Whenever three or more employees (to include temporary and seasonal skilled trades) of the same
trade and within the same department perform a job where a layout is necessary and ordering
materials is required, then one of the employees shall be designated as Foreperson only for the

duration of that specific job and is not to be considered as permanent title.

ARTICLE VII - PAID LEAVE BENEFITS

Employees of the SRAA shall be entitled to the following benefits:

1. Holidays

a. The following days shall be recognized as paid holidays under this Agreement: New Year's Day,
Martin Luther King, Jr.'s Birthday, President’s Day, Memorial Day, Independence Day, Labor
Day, Columbus Day, Veterans Day, Thanksgiving Day, Day after Thanksgiving, and Christmas
Day.

b. The Authority will recognize two (2) paid "Floating" holidays, the second of which shall be in

recognition of Juneteenth, which shall be used during the calendar year in which they occur.



Employees shall submit a written request to take a floating holiday not less than three (3) days
prior to the requested date. Approval for such intended date shall be given by the employee’s
supervisor. Such approval shall be subject to the operational needs of the airport. Employees who
are hired on or after July 1, will receive one (1) floating holiday until their next calendar year of

employment.

c. Subject to operational requirements, employees will be released from work upon completion of
four (4) hours after the start of their regular work shift on Good Friday and either the day before
Christmas or the day before New Year’s Day.

If operational requirements prevent release on those days, employees may take, subject to approval
of their supervisor, four (4) hours at a later time subject to the following conditions for Good
Friday, within the same calendar year, for the day before Christmas or the day before New Year’s

Day, within the following calendar year.

2. Personal Leave

Three (3) paid, non-cumulative, personal leave days per year for the purpose of attending to
personal matters which cannot be taken care of during other than scheduled working hours. Prior
authorization must be received from the employee's supervisor. They may be used in quarter (.25)
hour increments, per the supervisor’s approval. Personal leave days will be pro-rated for new hires

with less than one year of service according to the following proration: For these employees hired

between:
January - April 3 days (24 hours)
May - August 2 days (16 hours)
September - December 1 day (8 hours)

3. Sick Leave with Pay
a. Each employee shall be entitled to sick leave with pay for absence due to illness up to his/her
accumulation of sick time. The SRAA may require the production of a physician's certificate for

any absence due to illness where an employee has been absent due to illness eight (8) days during



the calendar year or three (3) consecutive days during the calendar year as a condition of receipt

of sick time pay.

b. Employees shall earn one and one-quarter (1-1/4) day per month of service.

4. Vacation Time

a. Vacation days with pay pursuant to the following schedule:

Seniority as of July 1 Vacation Allowance
6 months 5 days
1 year or more 10 days
5 years or more 15 days
10 years or more 18 days
15 years or more 21 days
20 years or more 23 days
25 years or more 25 days

b. To be eligible to take vacation an employee must have completed his/her probationary period.

c. The vacation period shall begin on July 1 of a given year and end on June 30 of the following
year. At the exclusive discretion of the SRAA Executive Director, an employee may be permitted
to take some or all of the vacation prior to July 1 that he or she would be entitled to as of July 1.
To be eligible for a vacation, the employee must have had earnings in at least half (1/2) the payroll
periods in the twelve (12) months prior to the July 1 in question. In the case of an employee with
less than twelve (12) months of continuous service, this requirement will be met if an employee
has had earnings in at least half (1/2) of the payroll period since the commencement of his/her

employment.

d. Insofar as practicable, vacations will be granted at the time most desired by the employee,
consistent with operational needs. Where it is necessary to limit the number of employees on

vacation at a given time, preference normally will be given on the basis of seniority.



e. An employee may carry over up to twenty (20) unused days of vacation to the following vacation
period. An employee may request up to 10 of those unused days to instead be paid out to the
employee. The vacation payout will be calculated at the employee’s regular rate of pay as of June
30", The employee must be an active employee as of June 30™ to be eligible for the vacation

payout..

f. Working During Vacation. Any employee who is required to work on his/her vacation period
because of any emergency shall receive time and one-half for any hours worked and the regular
vacation pay for that day or shall receive time and one-half for any hours worked and a vacation

day(s) off in lieu of any vacation day(s) lost as a result of such emergency.

g. An employee, except a probationary employee, who is laid off, discharged, retired, or separated
from service of the Authority for any reason after July 1, but prior to taking his/her vacation, shall
be compensated in cash for the unused vacation he or she has become entitled to on July 1. In the

case of a death of such an employee, such payment shall be made to his/her estate.

5. Family Illness Leave

a. Employees covered by this Agreement shall be allowed to take six (6) family illness leave days
from work in the event of illness in the employee's family (spouse, parents, children, sister, brother,
grandchildren, grandparents, and mother/father-in-law) upon prior approval of the supervisor;

however, in the event of extenuating circumstances such prior approval shall be waived.

b. Satisfactory medical documentation of such family illness may be requested by the supervisor

where the illness leave exceeds three (3) days in a calendar year.

c. Unused family illness days shall be converted to sick leave at the end of each calendar year at a

2 to 1 ratio.

6. Bereavement Leave
a. Each employee in the defined bargaining unit shall be allowed up to ten (10) working days for

each death of family members defined as: spouse, parents, and children; and four (4) working days



for each death of family members defined as:: sister, brother, grandchildren, grandparents,
mother/father-in-law, and daughter/son-in-law. The employee shall provide satisfactory evidence

of such death upon request.

b. In the event of death of an employee's brother/sister-in-law, aunt and uncle, or niece and nephew,
the employee will be given the day of the funeral off without loss of pay provided such day is a

regularly scheduled work day and the employee actually attends the funeral.

7. Jury Duty

All employees covered by this Agreement shall be granted time off with pay, less any amount
received by the employee as juror fees, when they are required to report for jury duty. If called for
jury duty, the employee must notify and show proof of such notice to his/her supervisor no later
than the first scheduled work day following receipt of such notice of jury duty. Employees serving
jury duty who are released or dismissed by court officials shall report to work on the day of such
release or dismissal unless the release or dismissal occurs within two (2) hours of the end of the

employee's shift.

8. Absence Due to Workers Compensation Injury
Any employee who is absent on a work-related injury for a period of twelve (12) continuous
months shall be terminated in accordance with provisions of the NYS Civil Service Law and

informed of his/her recall rights.

0. Workers Compensation Follow-Up Visits
Employees will be entitled to paid leave up to 3 hours for actual attendance at each Workers
Compensation follow-up medical appointment. Documentation of such attendance shall be

required.

ARTICLE VIII - MEDICAL, DENTAL AND VISION PLANS

1. Medical/Dental/Vision Benefits



All medical, dental, and vision plans offered by the SRAA will be made available to all bargaining

unit employees.

AMOUNT OF PAYMENT

1.

Employee health insurance contributions in each year of the collective bargaining
agreement will be 20% of the premium cost to the SRAA as set forth in Appendix B.

It is understood that the Authority’s obligation is limited to making required payments for
those eligible employees who have actually enrolled in an Authority health plan. Employee
contributions for medical, dental, and vision coverage shall be deducted on a pre-tax basis
and shall be deducted weekly.

Active employees who are not receiving a paycheck for more than a month will be required
to pay healthcare contributions through monthly direct billing in order to continue

coverage.

Retiree Medical Insurance

Bargaining unit members who retire from employment with the Authority during the term of this

collective bargaining agreement and who satisfy the following eligibility criteria shall be eligible

to participate in the Authority’s medical insurance plan for retirees.

Eligibility Criteria: The following are the eligibility criteria for participation in the Authority’s

medical insurance plan for retirees:

1.

He/she/they must have ten (10) years of employment (full or part-time) with the
Authority;
He/she/they must be eligible to retire with a pension from the NYS Employees Retirement
System;
He/she/they must immediately apply for and thereafter collect the pension upon leaving
Authority payroll; and
He/she/they must be currently enrolled in the Authority’s medical plan.



3. Retiree Contributions

A retiree shall contribute to the cost of health insurance coverage in an amount equal to that paid
by an active employee of the bargaining unit. The parties recognize that a retiree’s contribution
toward the cost of health insurance may change and is not fixed. Whenever an active employee's
contribution toward the cost of health insurance changes (provided such changes are negotiated,
effected in accordance with the collective bargaining agreement then in effect, or mandated by
state or federal law), including any such changes in future years beyond the expiration of this
collective bargaining agreement, the retiree’s contribution shall also change to an equivalent

amount.

4. Plan Design Changes/Adjustments in Co-Payments, Deductibles and Out-of-Pocket Costs

The Authority retains the right to implement retiree health insurance plan design changes and to
adjust co-payments and deductibles and out-of-pocket costs on terms that are commensurate with
plan design changes and co-payments, deductibles, and out-of-pocket costs for active employees
(provided that such changes are effected in accordance with the collective bargaining agreement,
negotiations, or mandated by state or federal law). The Union acknowledges that actives and
retirees may have different plans and, therefore, these provisions shall be broadly construed to give
the Authority the right to make changes that are similar to those made for actives under the active
health insurance plan in effect for active employees; such changes do not have to mirror the active
plan or plans in areas where the plans differ as long as the plan design changes for both actives
and retirees are commensurate on the whole. Retiree health benefits under this provision will also
be coordinated with Medicare eligibility and any other governmental health insurance program
that may subsequently replace, supplement, or coordinate with Medicare, with Medicare and any
other such health insurance being primary at all times. Upon becoming Medicare eligible, retirees
must elect and obtain Medicare and any other governmental health insurance program that may
subsequently replace, supplement, or coordinate with Medicare to continue participation in the

Authority’s health insurance plan.

5. Survivor Benefits



In order to remain eligible to continue enrollment in a health insurance plan offered by the

Authority, a retiree who reaches age 65 must enroll in Medicare Parts A & B.

A person, being the spouse of the retiree at the time of retirement, who survives the retiree may
continue to enroll in any health insurance plan offered by the Authority, under the same terms as
the retiree, if they:

1. were enrolled at the time of the retiree’s death,

1i. have not re-married, and

iii. are under the age of 65.

Coverage for surviving spouse ends on the earlier of the last day of the month in which the
surviving spouse reaches age 65 or remarries. Once a surviving spouse becomes ineligible to

continue coverage, any dependents of the surviving spouse are also ineligible to continue coverage.

Retirees/spouses/dependents not otherwise eligible to continue health insurance coverage may

choose to do so according to applicable COBRA provisions.

ARTICLE IX - HOURS AND PREMIUM PAY (OVERTIME)

1. The normal work week shall consist of five (5) consecutive eight (8) hour days, Monday through
Friday inclusive from 7:00 a.m. till 3:30 p.m. Should the SRAA determine that a schedule requiring
regular Saturday and/or Sunday work is necessary for employees on the payroll, the SRAA will
discuss the change with the Union and attempt to reach Agreement with the Union with respect to

premium pay, if any, for work performed on Saturdays and/or Sundays.

2. All employees covered by this Agreement shall be paid a premium rate of one and one-half
times their regular rate of pay for all work performed:
a. in excess of eight (8) straight time hours in any work day, and

b. in excess of forty (40) straight time hours in any one work week.
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3. All employees covered by this agreement shall be paid a premium rate of one and one-half times
their regular rate of pay for all work performed on the sixth (6) consecutive day of actual work.
All employees covered by this Agreement shall be paid a premium rate of double their regular rate

of pay for all work performed on the seventh (7th) consecutive day of actual work.

a. Scheduled overtime shall be offered first to permanent full-time bargaining unit employees.

b. However, any work already in progress and/or beyond the 8 hr. and 40 hr. limitations of
Subsections 2(a) & (b) above shall be offered to the employee performing such work regardless
of such employee's permanent or temporary/seasonal status. Work already in progress shall
include special projects of any duration which may be offered to the employee already

performing such work regardless of his/her permanent or temporary/seasonal status.

c.  Notwithstanding the above, in any overtime situation, management reserves the right to
offer such overtime to any employee in a specific trade, regardless of the employee's permanent
or temporary/seasonal status, based on that employee's skill level, knowledge of and/or

familiarity with such specific job.

d. Management reserves the right to contract out any bargaining unit work without regard to
potential overtime opportunities where the employees in the applicable trade fail to answer or

respond in a timely manner to a call to report to work.

4. For the purpose of computing premium pay under this Article, time lost from regularly
scheduled work for which an employee is compensated through any paid leave provision of this
Agreement shall be considered as time actually worked.

5. There shall be no pyramiding of overtime.

6. No overtime shall be worked unless the overtime work has been specifically ordered by the

SRAA supervisor overseeing the work or his/her designee.

7. 1f an employee of this bargaining unit is appointed to a permanent position on the second or

11



third shift schedule, the SRAA agrees to reopen negotiations on the subject of a shift differential.

8. Rest Break
All employees shall receive a fifteen (15) minute rest period during each one-half of the work shift,
which shall be scheduled as close to the middle of each half of the work shift as reasonable

depending on the work situation existing at that time.

9. Standby Time

An employee who is required to be available for call and thereby is placed on "standby" by the
SRAA shall be compensated at the rate of three (3) hours pay for every twenty-four (24) hour
period occurring Monday through Friday, four (4) hours pay for Saturdays and six (6) hours pay
for Sundays and holidays. Said pay shall be at the employee’s regular hourly pay rate.

10. Call Time

a. Any employee called for emergency duty for working time not contiguous to his/her regular
working hours, shall receive not less than four (4) hours pay.

b. The employee shall receive premium pay for the time actually worked upon such call in and if
four (4) hours is not worked, straight time shall be paid for the remaining time to the minimum of
four (4) hours.

c. This minimum shall not apply to an employee called out for emergencies while under an

established standby arrangement.

11. Eating Break

The normal workday shall include a one-half (1/2) hour meal break. When circumstances permit,
any employee required to work four (4) hours of overtime following his/her regular full day shall
be granted one-half (1/2) hour off with pay for the purpose of eating. A similar one-half (1/2) hour
with pay shall be granted for each such subsequent four (4) hour period of overtime to be followed

by additional overtime.
ARTICLE X - SENIORITY

1. Definition:
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a. Seniority shall constitute the length of continuous, full-time service as an employee of
the SRAA in a job, or jobs, covered by this contract, and shall accrue from the date the person was
first hired or following a break in seniority from a date the employee was re-hired. In the case of
those employees who were hired on a temporary/seasonal basis who subsequently receive
permanent appointment by the SRAA to a job covered by this Agreement, seniority shall include
the most recent continuous service as a temporary/seasonal employee immediately prior to and
contiguous to permanent appointment. Such seniority shall not exceed six (6) months.

b. Employees who are actively employed in the City of Syracuse/Union bargaining unit
at time of the transfer of all bargaining unit employees working at the Airport from the City to the
SRAA, and who elect to accept such transfer at that time, shall be credited with their existing

seniority dates with the City of Syracuse, subject to all applicable provisions of this Article.

2. Termination of Seniority

All seniority rights shall be terminated by:

a. A quit or retirement;

b. Justifiable discharge or termination;

c. Absence due to layoff of one year or longer;

d. Absence due to disability which continues for a period of leave provided as a
reasonable accommodation to the disability or a cumulative period of one year, whichever is
longer, subject to applicable law;

e. Failure to return to work after recall from layoff;

f. Failure to return to work at the expiration of a leave of absence;

g. Three (3) days unauthorized absence (unless, due to serious accident or hospitalization
or other bona fide emergency, it is physically impossible for an employee to provide the required
notice, subject to applicable law).

3. Probationary Employees:

a. Itis agreed by and between the parties that any employee covered by this Agreement
working in a Probationary status may be discharged at the sole discretion of the SRAA and shall
not have the right to such relief pursuant to the grievance procedure contained herein. Employees
shall be probationary for a maximum period of fifty-two (52) weeks commencing on the date of

the permanent appointment. The probationary period for temporary/seasonal employees who
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receive permanent appointment shall be reduced by up to twenty-six (26) weeks for prior

continuous temporary/seasonal employment.

ARTICLE XI - JOB VACANCIES

1. Whenever a job opening occurs in any skilled classification, the SRAA will notify the
respective Local Union of its intention to fill such vacancy. The SRAA will provide such notice in

advance of any action to seek referral from other sources.

2. Upon such notification, the Local Union so notified shall submit the names of at least three
(3), but not more than six (6), skilled tradespersons to the SRAA for consideration. Individuals so
referred shall promptly make themselves available to be interviewed. Skilled tradespersons
recommended for consideration must have met the appropriate journeyman requirements for that
particular trade. The Authority may require the employee to enroll in available Union sponsored
or other training programs for the purpose of obtaining any certifications necessary to the
performance of their work. Time spent by an employee in training shall be considered time worked

for purposes of Article IX.

3. This Section is not intended to limit the right of the SRAA to pursue other referral sources
as a means of locating candidates for employment where the Local Union fails to submit names
within a reasonable time following such notice or where the individuals referred by the Local
Union are rejected following their interviews. Furthermore, the SRAA reserves its appointing
authority to make the final determination in the selection of appropriate candidates for employment

in the skilled trades position.

4. The Authority is committed to the Union as the primary work force for trades work covered
under this Agreement. Accordingly, the Authority will not use subcontracting as a method to
abolish occupied, regular positions or to fill or replace regular positions that become vacant due to

retirement, resignation, discharge, etc.

ARTICLE XII - LAYOFF AND RECALL
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1. The word “layoff” means a reduction in a work force for any reason, including but not
limited to, a reduction in the number of employees in a trade classification or classifications as
defined by the SRAA, the elimination of jobs because of consolidation of duties, the installation
of new equipment or machinery, or the curtailment or replacement of the existing facility or

because of any other reason.

2. In the event of a layoff, the following procedure will be followed:
a. Temporary and seasonal employees in the classification involved will be first laid off;
b. Probationary employees in the classification involved will be the next laid off;
c. Seniority employees in the classification involved will be laid off in the reverse order

of seniority.

3. When the work force is increased after a layoff, employees will be recalled in the reverse
order of layoff, provided that in all cases the employee recalled must be able to perform the work
in the classification from which he or she was laid off. Notice of recall shall be sent to the employee
at then last known address by registered or certified mail. If any employee fails to report for work
by the fifth day from the date of mailing of the notice of recall, they shall be considered a "quit".
Recall rights of an employee who has not been recalled after layoff shall expire 18 months from

the date of the layoff.

4. During the term of this Agreement, the Authority will not contract out or sub-contract any
work performed by employees covered by this Agreement that would result in the layoff of an

employee.

ARTICLE XIII - EMPLOYEES RIGHTS OF PROTECTION AND REPRESENTATION

1. Nothing contained in this Agreement shall be construed to deny any employee their rights
under applicable New York State Civil Service Laws and Regulations. Every employee shall have
the right to present their grievances to the SRAA free from interference, coercion, restraint,
discrimination, or reprisal, and shall have the right to be represented at all stages thereof.

2. Grievance Defined:
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A grievance shall mean all alleged violation, misapplication, or misinterpretation of an express

provision of this Agreement. The filing or pendency of any grievance shall in no way operate to

impede, delay, or interfere with the right of the SRAA to take the action complained of, subject,

however, to the final decision of the grievance.

3. Grievance Procedure:

Step 1 -

Step 2 -

Step 3 -

(a) Any grievance under this Agreement between an employee or a group of
employees and the SRAA shall be initiated in the first instance by the employees
involved and their representative, if any, with the local or immediate supervisor. A
grievance submitted in writing shall be answered in writing within one week from

the time the grievance was received by the supervisor.

(b) A grievance shall not be initiated later than two weeks after the event, act or
occurrence giving rise to the grievance or no later than two weeks after the grievant
reasonably became aware of the event constituting the alleged grievance. Such

limitation can be raised at any step throughout the grievance procedure.

Any grievance unresolved in Step 1, or any grievance involving a contract
interpretation question of general application (i.e., involving or affecting
employees of a number of different supervisors), shall be reduced to writing,
signed by a Union representative and a copy served on the Chief Operations
Officer or his/her designee within one (1) calendar week of the conclusion of
Step 1. There will be a meeting between the Chief Operations Officer and up to
two (2) representatives of the Authority, and up to three (3) authorized
representatives of the Union at a time mutually convenient to the parties, but
within five (5) work days of the service of the written grievance. It is understood
that grievances settled in Steps 1 and 2 shall be without precedent or prejudice as

to future grievances.

(a) If the grievance remains unresolved after Step 2, the Union President or his/her

designee may, within five (5) days following the Step 2 meeting, appeal in writing
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Step 4 -

(copy of grievance attached) to the Authority Executive Director or his/her
designee. Within five (5) working days of the receipt of such appeal there will be a
meeting at a mutually convenient time between the Executive Director and his/her
representatives and the Union President or his/her designee and up to three (3)
additional Union representatives. The Authority shall serve a written answer to the
grievance upon the Union within five (5) work days after this meeting and such
time requirement may be extended by the mutual consent of the parties. If the
parties mutually agree, there may be an additional meeting between the Executive
Director and/or his/her designee and the representatives of the Union.

(b) A grievance dispute arising under any term of this Agreement involving SRAA
policy or discretion may be submitted to the Executive Director only on the
question whether the SRAA policy was disregarded, or was applied in such

discriminatory, arbitrary, or capricious manner.

(a) If the grievance is not adjusted at the conclusion of Step 3, the aggrieved may
request the appointment of an arbitrator by requesting the American Arbitration
Association or the Public Employment Relations Board (PERB) within five (5)

working days after receipt of the decision rendered at the conclusion of Step 3.

(b) It is understood by the parties that the cost of such arbitration shall be borne
equally by the parties.

(c)The Arbitrator shall not have jurisdiction or authority to add to, modify, detract
from, or alter in any way the provisions of this Agreement or any amendment or
supplement thereto. If the grievance concerns matters not covered by this
Agreement or the procedures contained herein have not been adhered to, said

grievance shall be returned to the parties without decision.

(d) The award of the Arbitrator for resolution of the grievance shall be binding on

all parties to the proceeding.
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ARTICLE XIV - SICK LEAVE CONSERVATION PLAN

It is hereby understood and agreed between the SRAA and the Union that the following Sick Leave
Conservation Plan shall apply to those employees whose titles are represented by the Union and
who are employed by the SRAA. The Sick Leave Conservation Plan has its purpose to promote

the judicious use by eligible employees of the sick leave benefits.

Upon retiring from employment with the Authority, employees have the option under Section 41-
j of the NYS Retirement and Social Security Law to utilize up to 165 days (or 100 days for Tier
6) of unreimbursed sick days to be calculated as service credit. In addition, an employee may
receive cash payment of $20 per day up to a maximum of 60 unused sick days in excess of 165
days (or 100 days for Tier 6) for a maximum of $1,200. Payment shall be made in the employee’s
final paycheck.

As such, the Plan shall consist of the following provisions:

1. Eligibility:
To be eligible under the Plan an employee must be eligible for Retirement under the New York

State Employees Retirement System.

2. Notice of Retirement:
An eligible employee must submit an irrevocable letter of retirement no less, than 90 days of the

effective date of retirement.

3. Payment:
Inclusion in the employee’s final average salary for retirement benefit purposes shall be

determined by the NYS Employee’s Retirement System rules and regulations.

ARTICLE XV - APPLICABLE LAW

This Agreement and its component provisions are subordinate to any present or future Federal or
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New York State laws and regulations. If any Federal or New York law or regulation, or the final
decisions of any Federal or New York Court or administrative agency, affects any provision of
this Agreement, each such provision will be deemed amended to the extent necessary to comply

with such law, regulation, or decision, but otherwise this Agreement will not be affected.

IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF THIS
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS IMPLEMENTATION
BY AMENDMENT OF LAW OR BY PROVIDING THE ADDITIONAL FUNDS THEREFOR,
SHALL NOT BECOME EFFECTIVE UNTIL THE APPROPRIATE LEGISLATIVE BODY
HAS GIVEN APPROVAL.

ARTICLE XVI - DURATION

The term of this Agreement shall be effective commencing July 1, 2025 and shall continue in full
force and effect until June 30, 2028.

SYRACUSE REGIONAL AIRPORT CENTRAL AND NORTHERN NY
AUTHORITY BUILDING TRADES COUNCIL AND
SIGNATORY LOCAL UNIONS
/i Ml & nJfA
H/ Jaéon Terreri Matthew R. Nesbitt .
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Appendix A

WAGES
Job Classification 7/1/2025 7/1/2026 7/1/2027
Carpenter 39.34 40.91 42.34
Carpenter Foreperson 42.67 44.38 45,93
Cement Mason 38.52 40.06 41.46
Cement Mason Foreperson 40.34 41.95 43.42
Electrician 44.87 46.66 48.29
Electrician Foreperson 48.95 50.91 52.69
Mason/Bricklayer 39.93 41.53 42.98
Mason/Bricklay Foreperson 41.36 43.01 44.52
Painter 37.91 39.43 40.81
Painter Foreperson 41.89 43.57 45.09
Plasterer 39.03 40.59 42.01
Plumber 40.06 41.66 43.12
Plumber Foreperson 42.54 44.24 45.79
Roofer 40.34 41.95 43.42
Roofer Foreperson 42.80 44.51 46.07
Sheetmetal Journeyman 40.79 42.42 43.90
Sheetmetal Foreperson 43.00 44.72 46.29
Steamfitter 40.58 42.20 43.68
Steamfitter Foreperson 42.54 44.24 45.79
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Appendix B

HEALTH INSURANCE (weekly rates)

HSA - *funded o HSA 3
HSA per year Contribution  |IRS HSA Max
per Qtr. pro-

In Network funded by rated based on hire  |2110Wed by 2025 (EE & Emp

OCEBA Plan M 7/1/2025 |7/1/2026 |7/1/2027* TBD Deductible Employer* date. Employee Combined)
i o
\Fndwlldual zijjgs iiz;gz ;g;o o: prem?um Health Savings Account {HSA) not available for Plans M and K.
SmY . . ° Of premium Employees may elect Flexible Spending Account (FSA) to be
OCEBA Plan K 7/1/2025 |7/1/2026 |7/1/2027
— = deducted pre-tax from paycheck to help pay for out of pocket

Individual $49.41 $52.86 20% of premium s
Family $124.92 $133.67 |20% of premium '
OCEBA Plan H2 7/1/2025 |7/1/2026 |7/1/2027
Individual $30.13 $32.23 20% of premium $4,300
Family $73.07 $78.18 20% of premium $7,750] $4,000] $1,000] $4,550| $8,550

Flexible Spending Account not available for Plan H2, may contribute to HSA instead,

up to IRS max (employee and employer combined) pear calendar year.

Dental 7/1/2025 |7/1/2026 |7/1/2027
Individual 51.94 $2.00 20% of premium
Family $4.66 $4.80 20% of premium
Vision 7/1/2025 |7/1/2026 |7/1/2027
Individual $0.24 $0.24 20% of premium
Family $0.53 $0.53 20% of premium

*Each July the employee contribution will be increased to 20% of the premium as indicated above

21



Appendix C
VOLUNTEER LEAVE POLICY

The Authority encourages employees to become involved in their communities, lending their

voluntary support to programs that positively impact the quality of life within these communities.

The following guidelines are for Authority employees who serve as volunteers in approved non-
profit community programs that are either of personal interest or are corporate-sponsored

initiatives.

Employees may take up to 16 hours of paid volunteer leave per calendar year, at four (4) hours
of leave per quarter. Leave must be used in 4-hour (half day) increments; however, leave may
be combined for a full day subject to supervisor approval. New hires earn a pro-rated amount

starting at the beginning of the first full quarter of employment.

Unused volunteer leave does not carry over into the next calendar year.

Whenever possible, volunteer leave should be regular and on a set schedule to help with the

coordination of other work-related responsibilities.

Volunteer leave should not conflict with the peak work schedule and other work-related

responsibilities, create a need for overtime, or cause conflicts with other employees' schedules.

Volunteer leave may not be used for organizations that discriminate based on race, religion,
creed, color, sex, age, national origin/citizenship, disability, marital/familial status, sexual
orientation, gender identity, domestic violence victim status, military status, genetic information,

or any other status or condition protected by Federal, State, or local law.

Eligibility

All full-time Executive, Administrative, Operations, ACC, and Law Enforcement employees are

eligible, and participating collective bargaining units.

Interested employees should have satisfactory performance or above and cannot currently be
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on a performance improvement plan or on discipline for misconduct.

Employees must complete a Volunteer Leave Request Form and submit it to their supervisor at
least one week before the requested time off. The supervisor should consult with Human
Resources regarding any questions or concerns before approving or denying the request.

Approval is at the discretion of the employee’s supervisor and HR.
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Appendix D

SYRACUSE REGIONAL AIRPORT AUTHORITY SICK LEAVE BANK

Sick Leave Bank

a. Eligibility Criteria for Recipient
i. Employee must have a serious protracted illness or injury that is confirmed by a
physician’s statement.

ii. Employee must have exhausted all of his/her paid time off (i.e., sick, vacation, personal
and floating holiday, etc.)

iii. Employee cannot be awarded more than thirty (30) paid days from the sick leave bank.

iv. Employee must use sick time awarded in either 4.00 or 8.00-hour increments
(depending on employee’s standard workday).

b. Donation Criteria
i.  Only those employees with a minimum of thirty (30) accrued sick leave days may
donate to the bank. A maximum of five sick days per year may be donated.

i1. Donations must be made in writing and, once made, may not be withdrawn.

c. Procedures
An eligible employee may request additional sick leave credit from the bank by submitting
a written request to the HR Manager. The HR Manager will inform the employee if the
request has been approved or disapproved. Once approved, the approved amount will be
transferred to the employee’s sick time accruals. Any unused time will be returned to the
bank. The decision of the Executive Director will be final as regards to any questions on
the administration of the sick leave bank program.
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Appendix E
MEMORANDUM OF AGREEMENT
RE: NYS PAID FAMILY LEAVE
1. Overview

New York State Paid Family Leave (PFL) benefits provided through the Authority’s statutory
disability carrier are available to all eligible employees, and guarantees the following when leave
is taken due to caring for a newborn child/adopted child with 12 months of birth/placement, caring
for a family member with a serious medical condition, or helping with family obligations when a
family member is on active military duty:

i.  Wage replacement (see benefit schedule below)
il. Job protection upon return from PFL; and
iii. Continuation of health insurance while out on PFL

2. Eligibility
i. Employees with a regular work schedule of 20 or more hours per week are eligible after 26
weeks of employment.
ii. Employees with a regular work schedule of less than 20 hours per week are eligible after
175 days worked.
3. Benefits

Paid Family Leave provides partial wage replacement only. Payments are subject to Social
Security and tax withholding. The program is funded by employees through a minimal payroll
deduction set by New York State.

The benefit schedule as assigned by New York State is listed below:

Year Benefit Length of Leave
2021 67% of average weekly wage 12 weeks

4. Use/Accrual of Paid Leave

Employees do not have to take all of their family illness and/or vacation before using paid family
leave. Employees may request to use family illness or vacation leave for full pay while on leave,
although it is not required. The combination of all benefits paid to an employee may not exceed
the employee’s regular earnings.

If the employee goes out on unpaid leave, the benefit will be paid directly to the employee. If the

Authority continues to pay the employee while on PFL through the use of family illness leave
and/or vacation, the benefit will be paid to the Authority.
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Employees will accrue paid time leave while out on PFL.

5. Family and Medical Leave Act (FMLA) Coordination

Where leave is taken for a reason specified for both FMLA and PFL, the Authority may designate
the leave to be counted simultaneously against the employee's entitlement under both FMLA and
PFL, with prior notice to the employee.

6. Claim Procedure

When an employee has a foreseeable situation, they should provide the Authority with 30 days
advance notice of their intention to use Paid Family Leave, along with any required documentation.
If the event was not foreseeable, the employee must notify the Authority as soon as practical.

It is the employee’s responsibility to submit a completed claim package to the Authority’s Paid
Family Leave insurance carrier within 30 days of their first day of paid leave. The insurance carrier

will process the claim and issue a determination within 18 days.

A claim form is available from Human Resources, the Authority’s Paid Family Leave insurance
carrier, or on the Paid Family Leave website.

7. Family Members as defined for the purposes of PFL as:

1. Spouses

1i. Domestic Partners
iii. Children

1v. Parents

v. Parents-in-law
vi. Grandparents

vii. Grandchildren

8. Serious Health Condition

A Serious Health Condition as defined by the New York State PFL regulations includes an illness,
injury, impairment, or physical or mental condition that involves inpatient care in a hospital,
hospice, or residential health care facility; or continuing treatment or supervision by a health care
provider.

Ordinarily, conditions such as the common cold, the flu, earaches, upset stomach, minor ulcers,

routine dental or orthodontia problems, periodontal disease, etc. do not meet the definition of a
serious health condition.
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9. Heath Insurance Continuation

As with FMLA, employees taking leave under PFL are entitled to receive health benefits during
the leave at the same level and terms of coverage as if they had been working throughout the leave.
If applicable, arrangements will be made for employees to pay their share of health insurance
premiums while on leave. In some instances, the Authority may recover premiums it paid to
maintain health coverage for an employee who fails to return to work from PFL leave.

10. Job Restoration

An employee will be restored to the position held when the leave began or to a comparable position
with comparable employment benefits, pay, and other terms and conditions of employment,
provided he or she returns to work within the time period allowed.

The Authority will not discriminate or retaliate against employees for taking or inquiring about

Paid Family Leave. For more information or to file a claim, contact the Human Resources
Manager.
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Appendix F
MATERNITY/PATERNITY LEAVE POLICY

The Syracuse Regional Airport Authority will provide up to 12 weeks of paid maternity/paternity
leave (“parental leave”) to employees following the birth of an employee’s child or the placement
of a child with an employee in connection with adoption or foster care. The purpose of paid
parental leave is to enable the employee to care for and bond with a newborn or a newly
adopted or newly placed child. This policy will run concurrently with Family and Medical Leave
Act (FMLA) leave, Short-term Disability, and NYS Paid Family Leave, as applicable. This policy
will be in effect retroactively for births, adoptions or placements of foster children occurring on or

after January 1, 2021.

1. Eligibility

Employees must meet the following criteria to be eligible for the Authority’s paid parental leave:

a. Regular work schedule of 20 or more hours per week are eligible after 26 weeks
of employment; and

b. Has given birth to a child; or

c. Has a spouse or committed partner who has given birth to a child, and the
employee is the biological parent or legal guardian of the child; or

d. Has adopted a child or been placed with a foster child (in either case, the child
must be age 17 or younger). The adoption of a new spouse's child is excluded
from this policy.

Temporary employees and paid interns are not eligible for parental leave.

2. Amount, Time Frame and Duration of Paid Parental Leave

Eligible employees will receive a maximum of 12 weeks of paid parental leave per birth,
adoption or placement of a child/children. The fact that a multiple birth, adoption or placement
occurs (e.g., the birth of twins or adoption of siblings) does not increase the 12-week total
amount of paid parental leave granted for that event. In addition, in no case will an employee
receive more than 12 weeks of paid parental leave in a rolling 12-month period, regardless of
whether more than one birth, adoption or foster care placement event occurs within that 12-

month time frame.
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Each week of paid parental leave is compensated at 100 percent of the employee’s regular,
straight-time weekly pay. Paid parental leave will be paid on a weekly or biweekly basis on

regularly scheduled pay dates in accordance with the employee’s regular pay period.

Approved paid parental leave may be taken at any time during the 12-month period immediately
following the birth, adoption or placement of a child with the employee. Paid parental leave may

not be used or extended beyond this 12-month time frame.

Employees must take paid parental leave in full day increments based on the employee’s
standard workday, and must use all paid parental leave during the 12-month time frame
indicated above. Any unused paid parental leave will be forfeited at the end of the 12-month

time frame.

Upon termination of the individual’s employment at the company, he or she will not be paid for

any unused paid parental leave for which he or she was eligible.

3. Coordination with Other Policies

In the event of an employee who has given birth, the 12 weeks of paid parental leave will run
concurrently with any short-term disability leave/benefit and/or NYS Paid Family Leave benefit

provided to the employee for the employee’s own medical recovery following childbirth.

If an employee is approved for short-term disability and/or NYS Paid Family Leave benefits, the
Authority will pay the difference between what the employee earns from DBL and/or PFL and
the employee’s standard salary, not including overtime, not to exceed 12 weeks in combined

benefits.

Paid parental leave taken under this policy will also run concurrently with leave under FMLA,
when eligible; thus, any leave taken under this policy that falls under the definition of
circumstances qualifying for leave due to the birth or placement of a child due to adoption or
foster care, the leave will be counted toward the 12 weeks of available FMLA leave per a 12-
month period. All other requirements and provisions under the FMLA will apply. In no case will
the total amount of leave—whether paid or unpaid—granted to the employee under the FMLA

exceed 12 weeks during the 12-month FMLA period. Please refer to the Family and Medical
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Leave Policy for further guidance on the FMLA.

After the paid parental leave is exhausted, the balance of FMLA leave (if applicable) will be
compensated through employees’ accrued sick, vacation and personal time, or any other
eligible leave. Upon exhaustion of said leave, any remaining leave will be unpaid leave. Please

refer to the Family and Medical Leave Policy for further guidance on the FMLA.

The Authority will maintain all benefits for employees during the paid parental leave period just
as if they were taking any other company paid leave such as paid vacation leave or paid sick

leave.

If an Authority holiday occurs while the employee is on paid parental leave, such day will be
charged to holiday pay; however, such holiday pay will not extend the total paid parental leave

entitlement.

If the employee is on paid parental leave when the Authority offers administrative leave (known
as an “admin day”), that time will be recorded as paid parental leave. Administrative leave will
not extend the paid parental leave entitlement.

An employee who takes paid parental leave that does not qualify for FMLA leave will be
afforded the same level of job protection for the period of time that the employee is on paid
parental leave as if the employee were on FMLA-qualifying leave.

Paid parental leave is not counted towards hours worked for the purpose of computing overtime.

4. Requests for Paid Parental Leave

The employee will provide their supervisor and the human resource department with notice of
the request for leave at least 30 days prior to the proposed date of the leave (or if the leave was
not foreseeable, as soon as possible). The employee must complete the necessary HR forms

and provide all documentation as required by the HR department to substantiate the request.

As is the case with all Authority policies, the organization has the exclusive right to interpret this

policy.
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Appendix G
AIRPORT CERTIFICATIONS COMPENSATION PROGRAM

SRAA employees are eligible to increase their compensation upon completion of the following
airport industry professional development programs as outlined below. Salaried staff would

receive an increase in their annualized salary. Hourly staff would receive a one-time bonus.

AAAE Airport Certified Employee (ACE) - $2,500

e Finance

e Communications

e Airfield Lighting Maintenance
e Airfield Operations

e Safety Management Systems
e Security

e Trusted Agent

AAAE Certified Member Program (CM) - $3,000
AAAE Accredited Airport Executive (AAE) - $4,000
SHRM-CP/SCP or HRCI-PHR/SPHR - $2,500 each ($5,000 total)

Recommended certifications by division/union:

Police Department

e ACELEO
Airport Communications Center

e ACE Communications Center Operations
Terminal/Airfield Maintenance (400a)

e ACE Operations or ACE Security
Terminal/Airfield Maintenance (1773a)

e CM
e ACE Operations or ACE Security

Trades

e Airfield Lighting Maintenance
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Operations

e CM
e ACE Operations (*required for new hires), ACE Security, or ACE Safety
Management System

Executive
e AAE
e CM

Administrative — recommended based on the department/position

e AAE (director/management level)

e CM(all)

e ACE (relevant to department)

e SHRM/HRCI — (HR in lieu of CM)

Costs:

Airport Certified Employee (ACE) — Employee is responsible for paying the cost of the
course. Employer will reimburse employee 50% of the cost of the course upon completion of
course and passing exam, unless the course is a requirement of the position in which case

the Authority will pay 100% per the SRAA professional development policy*

AAAE Certified Member (CM) & Accredited Airport Executive (AAE) — Employer is
responsible for being a member of AAAE before sitting for the exam. SRAA will pay the cost
for the first year of membership. The employee is responsible for paying for any future year

of membership if they don’t pass CM or AAE exams after the first year of membership.

SHRM/HRCI — Follow’s SRAA standard professional development policy.

*Class and/or study time for the above exams will not be paid for unless approved by

employee’s supervisor and/or Executive Director based on the needs of the position.

Requirements/Limits:

e Employee must have supervisor approval to take the certification exam.

e Employee must be in good standing with the Authority.

e Employees may only be compensated for passing one certification exam per
fiscal year.

e Part-time regular employees will be eligible for pro-rated bonus (based on their
average hours worked over the previous 6 months).
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e Temporary, seasonal, part-time as-needed, and interns are not eligible.

General Professional Development Opportunities:
Other professional development opportunities are available to all SRAA employees in

accordance with our professional development policy.

Time paid for general Professional Development opportunities:

e Mandatory Professional Development. Hourly/non-exempt employees will be
paid for time in mandatory/required professional development training whether
the training is scheduled during the employee’s regular shift or not.

e Voluntary Professional Development. Hourly/non-exempt employees will be paid
for time in voluntary professional development training only if it's scheduled
during the employee’s regular shift, unless having received prior approval from
their supervisor.

Management Prerogative
This policy will be reviewed annually by SRAA management and may be revised or

discontinued at any time.
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Appendix H
DRUG FREE WORKPLACE POLICY

1. Purpose and Policy Statement

The Syracuse Regional Airport Authority is dedicated to providing a safe and productive work
environment for its employees, which is essential in meeting our mission of maintaining and
operating the facilities in a safe, secure, and efficient manner, while also providing a safe and
comfortable experience for the flying public. Being under the influence of alcohol or certain drugs
poses a serious safety and health risk, not only to the user but also to those in contact with the
user. Consistent with Federal Regulations, the Authority will not tolerate any drug use or alcohol
use that endangers the health and well-being of its employees or threatens the operation of the

airport.

The Authority is also committed to respecting the privacy of employees, rehabilitation, and desires
to help those who voluntarily seek assistance for problems with illegal drug and alcohol abuse,
while simultaneously ensuring a safe, productive work environment free from illegal drug and
alcohol use. It is intended that this policy will be interpreted and implemented in a manner
consistent with all federal and state employment laws and mandates regarding substance abuse
in the workplace, and may be amended from time to time to ensure compliance with federal and

state mandates.

2. Applicability

This policy affects any individual employed by the Syracuse Regional Authority, including regular
full-time, part-time, temporary, classified, unclassified and contract employees. This policy applies
during work hours, while on duty, on call, or while conducting official Authority business onsite or

offsite.
Employees who operate motor vehicles subject to the commercial driver’s license (CDL)
requirements of the Code of Federal Regulations promulgated under the Omnibus Transportation

Act will be subject to random testing as provided in this policy

Any employees covered by a collective bargaining agreement will be subject to any drug and
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alcohol test provisions mandated, or policies referenced therein, except to the extent of any
inconsistencies in requirements for union represented employees. Any employees covered by a

collective bargaining agreement will be subject to negotiated drug and alcohol testing policies.

3. Policy Dissemination and Enforcement

Employees will be provided this policy at the time of hire and will have access to this policy and
any subsequent revisions through notices on employee bulletin boards, the Authority Employee
Handbook, and the Human Resources office. A notice regarding the Authority’s pre-employment
drug testing will be included in all applicable job postings. The Director of Human Resources is

responsible for the enforcement of this policy.

4. Duty to Report

Both employees and management have an important role to play in maintaining a safe and
productive drug-free workplace. All employees are expected to not report to work or be subject to
duty while their ability to perform job duties is impaired due to on or off-duty use of alcohol or other

drugs, prescription, illegal, or otherwise.

5. Prohibited Behavior/Conduct

A violation of this policy occurs when an employee or other individual covered by this policy:

a. Uses, possesses, solicits for, distributes, or sells narcotics or other illegal drugs,
or prescription medication without a prescription on Authority premises or while
performing work or assignment on behalf of the Authority

b. Is under the influence of prohibited drugs or alcohol during work hours, whether on
Authority premises or at an offsite location (including lunch and break periods)

c. Is arrested for possessing, manufacturing, distributing, using or being under the
influence of prohibited drugs and fails to report it to Human Resources within two
(2) business days

d. Fails to report conviction for a violation of a criminal drug statute in writing to
Human Resources within two (2) business days after such conviction

e. Verification of a misdemeanor or felony conviction for a drug related offense

f. Engages in the unauthorized possession, manufacture, distribution, sale or use of
alcohol

g. Is under the influence of alcohol as defined in Section 7 on Authority premises or
during work hours
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h. Consumption or possession of alcohol or illegal drugs in an Authority-owned or
controlled vehicle

i. Refuses to submit to, tampers with, or fails to pass an alcohol or drug test

j- Newly discovered evidence that an employee tampered with a previously
administered drug test

k. Fails to report that their driver’s license was suspended as the result of a drug or
alcohol related incident while operating a vehicle within two (2) business days after
such suspension, where the employee operates a vehicle as part of their job
responsibilities.

I.  Misuses or abuses prescription medication as outlined in Section 6 below.

Violations of this policy will subject the employee to discipline, up to and including termination.

6. Prescription Drugs

An employee who must use prescribed drugs during work that could adversely affect the
employee’s ability to perform essential functions of the position, or the safety of him/herself, or
others in the workplace must report this fact to their immediate supervisor along with acceptable
medical documentation. The Authority will make reasonable accommodations in accordance with
law, and will make accommodation for such request when a reasonable accommodation is

available that does not create an undue hardship on the Authority’s business.

Employees must report the use of prescriptions and over-the-counter drugs that could have a
disabling effect or otherwise adversely affect the covered employee’s fitness for duty or safe job
performance to their immediate supervisor (without giving the name of prescription/over the

counter drug).

It is the employee’s responsibility to determine from the physician, pharmacist, or other health
care professional whether or not the prescribed or over-the-counter drugs could adversely affect

the covered employee’s fitness for duty or impair job performance.

Employees may be required to provide a written medical authorization to work from a physician,

upon reporting the use of prescription or over-the-counter drugs.
If the Authority finds that an employee’s use of such medication poses a risk to the employee or
others by impairing their ability to safely and effectively perform their job, the employee will be

required to take advantage of appropriate human resources procedures (requesting a reasonable
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accommodation, use of available paid leave, etc.) to avoid unsafe workplace practices.

If an employee initially tests positive for controlled substances on the drug-testing panel (see 8.f.
Semi-synthetic Opioids - i.e., hydrocodone, oxycodone, hydromorphone, oxymorphone) and is
subsequently able to provide the required medical documentation to satisfy the Medical Review
Officer (MRO) and Federal DOT regulations of the appropriate use of the medication and MRO

then indicates a negative drug test result, the employee will not be in violation of this policy.

7. Alcohol

For purposes of this policy, an employee will be considered under the influence of alcohol and
subject to disciplinary action if their blood alcohol concentration (BAC) is .02 or greater. The

Authority reserves the right to test employees for alcohol as provided under this policy.

If the initial test reveals a blood alcohol concentration of .02 or greater, a confirmatory test must
be performed. The confirmatory test will produce the only result from which disciplinary action
may be taken. If the blood alcohol concentration is 0.02 to 0.0399 (but less than 0.04), the
employee will be suspended without pay for 24 hours. If the blood alcohol concentration is 0.04
or greater the employee will be suspended without pay for 10 days subject to the provisions of
Section 12.

8. Drug and Alcohol Testing

The following substances are tested when “drug” is indicated (refer to DOT Rule 49 CFR
Part 40 Section 40.85, eff 1/1/18):

Marijuana metabolites

Cocaine metabolites

Amphetamines

Opiates

Phencyclidine (PCP)

Semi-synthetic Opioids (i.e., hydrocodone, oxycodone, hydromorphone,
oxymorphone)

~0 o0 TP

The Authority may require applicants and employees to submit to drug and alcohol testing
under the following circumstances:
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a. Pre-employment testing of job applicants: Any applicant who has been provided a
conditional offer of employment, regardless of position applying for, will be subject
to pre-employment drug test. The applicant shall not be hired into the position
unless the applicant takes a drug test with a verified negative result. A non-safety
sensitive position employee shall not be placed, transferred or promoted into a
safety sensitive position until the employee takes a drug test with a verified
negative result. Refusal to submit to testing will result in rejection of application or
removal from eligible list. If an applicant fails or refuses a pre-employment drug
test, the conditional offer shall be rescinded.

b. Reasonable suspicion testing of employees: The Authority may ask any employee,
regardless of position, to submit to a drug and/or alcohol test at any time it feels
the employee may be under the influence of drugs and/or alcohol. Reasonable
suspicion exists where: 1. A manager who has been trained in identifying
Reasonable Suspicion observes an employee’s abnormal/erratic behavior that
suggest she/he is under the influence of drugs and/or alcohol while at work, or 2.
There is evidence, including a reliable and credible report of an employee’s drug
or alcohol use while at work. The trained manager who believes “reasonable
suspicion” exists must contact Human Resources to review circumstances before
requiring that the employee submits to testing. The employee will be provided safe
transportation to a testing facility or onsite testing will be provided by a certified
testing facilitator or SRAAPD as soon as possible following the determination that
reasonable suspicion exists to believe that the provisions of this policy have been
violated. The employee will be placed on leave with pay in accordance with the
Authority’s policies. An employee who refuses an instruction to submit to a
drug/alcohol test shall not be permitted to finish their shift and shall immediately
be terminated. A written record of the observance which led to a drug/alcohol test
based on reasonable suspicion must be prepared and signed by the supervisor
making the observation, within 24 hours of the observation or prior to the release
of the test results.

The following non-exclusive list contains examples of circumstances that could raise a
Reasonable Suspicion about an employee. These circumstances under which substance
screening may be considered is strictly limited to employee’s conduct on duty or during
work hours, during Authority functions, or on Airport property:

i. Direct observation of what is perceived to be an illegal drug or alcohol use by
a credible, reliable source

ii. A sufficiently specific report of illegal drug or alcohol use by a credible, reliable
source

iii. Observation of physical symptoms that are consistent with drug or alcohol use,
such as slurred speech or unbalanced or uncoordinated movement, without
proper medical justification

iv. Observation of erratic behavior, abnormal actions, or unusual conduct that is
consistent with drug or alcohol use without proper medical justification
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v. Detection of an alcohol or an illegal drug-related odor on the employee’s person
vi. Admission of being under the influence of drugs or alcohol by the employee at
issue, without a proper medical justification

Random testing: Employees who operate motor vehicles subject to the commercial
driver's license (CDL) requirements of the Code of Federal Regulations
promulgated under the Omnibus Transportation Act may be selected at random
for drug and/or alcohol testing at any interval determined by the Authority. The
sample will be computer generated by an independent third party. When an
employee has been selected for a random test, the HR Department will notify the
employee, and the employee shall be required to report immediately to the
designated testing facility. Collection, testing, reporting will follow the process set
forth in this policy. After providing the sample, the employee will immediately return
to their work duties. Random testing may be conducted at any time a covered
driver is on duty for the Authority, including immediately prior to the start of duty,
during duty hours, or immediately following completion of duty in a safety-sensitive
function.

. Post-accident and/or injury testing of employees: Any employee, regardless of
position, may be required to take and pass a drug and/or alcohol test following an
accident or injury involving the employee on Airport property or while the employee
was on duty, including accidents/injuries involving damage to Airport vehicle or
motorized equipment. Employees involved in an accident will be required to submit
to testing as soon as practicable following the accident and at the most, the test
specimen must be collected from an employee within 24 hours after the accident.
The employee who voluntarily leaves the scene of an accident or fails to make him
or herself available for testing following an accident will be deemed to have refused
to submit to testing and will be terminated. If an employee is injured and unable
to report to a testing facility immediately following the accident due to the need for
treatment at a medical facility, specimens for testing may be collected at the
medical facility in accordance with U.S. Department of Health and Human Services
guidelines.

EAP/Return to Duty/Follow-Up testing: Employees for whom the positive drug test
is a first offense will have opportunity for return to duty/follow-up testing in
accordance with the EAP policy in Section 12 below. Any employee who tests
positive for drugs or alcohol with a BAC of 0.04 or greater upon return to
duty/follow-up testing, or refuses such testing,, shall be terminated.

All time spent in testing will be without loss of pay, with the exception of return to duty
testing.

9. Drug Testing Procedure

Employees will be required to comply with the screening provider’'s ordinary procedures
for urine specimen collection, which will follow the Substance Abuse and Mental Health
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Services Administration (SAMHSA) guidelines on urine specimen collection. The
screening provider will explain the collection procedure to the employee. In addition, the
employee will be required to sign any and all requisition and consent forms presented to
the employee prior to giving the sample, which forms shall specifically include, but not be
limited to, granting the employee’s consent to have the Medical Review Officer (MRO)
review test results and to release the test results to the HR Department. The HR
Department will be informed immediately if the employee refused to sign any requisition
or consent form at the testing facility when required to take a drug test. Failure to sign
such forms will be deemed a refusal to submit to testing. It is the responsibility of the
employee to keep visual contact with the sample and containers at all times at the testing
facility until the sample is sealed and initialed. A chain of custody document is to be
completed at the testing facility and the employee may ask to have it explained to him/her
that the document records all handling of the sample. The sample specimens will be
number-coded and cross-referenced as to the name of the tested employee.

10. Appeal Procedure

Applicants/employees who received a positive confirmed test result may appeal the
results by contacting the Medical Review Office within 5 days after notification. In the
event an employee disagrees with the results of a positive drug test, he/she may request
that a portion of the initial sample be sent by the laboratory to another approved laboratory
of their choosing for confirmation. Should an employee request confirmation, it will be at
their sole expense and liability. The confirmation test must be completed with results
received by the HR Department within 5 business days of when the employee initially
received notification from the HR Department of the first positive test. If the test results
are confirmed as positive, the employee will be subject to discipline, up to and including
termination. If the test results are negative, the employee will be returned to duty and paid
for time missed up to normal work schedule, and reimbursed for the expense of testing.
If confirmation test results are inconclusive, the employee will be required to submit to a
hair sample analysis, if applicable, at the employee’s expense.

11. Consequences of failing to follow policy

If an employee refuses to submit to a required test, such refusal will result in termination.

12. Employee Assistance Program/Treatment

The Authority recognizes that alcohol and drug abuse/addiction are treatable ilinesses.
The Authority also knows that early intervention and support improves the likelihood of
successful rehabilitation. To provide value support to its employees:

The Authority offers an Employee Assistance Program (EAP) to assist employees and
their family members who suffer from substance abuse and other personal/emotional
problems. The Authority employees may voluntarily contact the EAP provider. The service
is confidential and free to all Authority employees.
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The Authority encourages employees to voluntarily seek treatment for themselves or for
a family member who may have a drug and/or alcohol problem.

If an employee has voluntarily sought the assistance of EAP for an illegal drug and/or
alcohol problem, the employee may be required to take and pass drug and/or alcohol
tests before being permitted to return to work and may be required to submit to periodic
drug and/or alcohol tests for a period of up to sixty (60) months following the employee’s
return to work, as may be recommended by the substance abuse professional (SAP), to
confirm that the employee is no longer currently engaged in the illegal use of drugs or
misuse of alcohol.

An employee who has tested positive for the first time for drugs or alcohol with a BAC of
0.04 or greater will be immediately suspended without pay for 10 days and an
administrative referral will be made to the Authority’s Employee Assistance Program
(EAP) substance abuse professional (SAP) program. The employee will not be released
to return back to work until the employee completes the requirements set by the SAP,
including a return to duty drug and/or alcohol test. If the leave surpasses the initial
suspension, the employee may use accrued paid leave for the remainder of the
suspension. The employee will be subject to follow-up testing as assigned by the SAP
return to work program, and in compliance with DOT regulations, where applicable, not
to exceed sixty (60) months. If the employee tests positive for drugs and/or alcohol on a
follow-up test within the sixty (60) month period, the employee will be terminated
immediately. Employees who test positive and were also involved in accidents or found
to have engaged in misconduct will be subject to disciplinary action up to and including
termination from employment.

An employee who only seeks treatment after being notified of a drug or alcohol test
required under this policy, yet refuses to take a drug test, is not deemed to have voluntarily
sought this treatment, and will be subject to termination.

The use of EAP or other treatment resources will not shield an employee from discipline
up to and including termination, where evidence supports the employee is in violation of
this policy.

The cost of the EAP is covered by the Authority. The cost of the SAP, when required by
the Authority, is paid for by the Authority. Employee’s voluntarily seeking EAP services
will have access to the standard counseling benefits available to all employees, but not
paid SAP services. Employees enrolled in the Authority’s medical insurance plan may
voluntarily choose to use inpatient/outpatient rehabilitation services covered by the
Authority’s plan. Employees should refer to the Summary Plan Document or contact the
Authority’s health insurance provider to confirm coverage.

13. Notification of Conviction

The Director of Human Resources or Executive Director will notify the appropriate Federal
agency of the conviction within 10 days of the notice from the employee and the Authority
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will take appropriate disciplinary action, up to and including termination, against the
employee within 30 days of receiving such a notice from an employee.

14. Protection of Employee Privacy

All employee information received by the Authority in connection with its drug-free
workplace program and the administration of this policy is confidential. The Authority will
not release employee test results or medical information about an employee without the
employee’s specific written consent.

15. Records Release

a. Drug/alcohol testing records shall be maintained by the HR Department and,
except as provided below or by law, the results of any drug/alcohol test shall not
be disclosed without express consent of the tested employee.

b. Records of a positive drug test result, positive alcohol test result, or a refusal to
test shall be released to the employee’s department head or designee, and other
persons in a need-to-know positions.

c. Records of an employee’s drug/alcohol tests shall be released to the adjudicator
in a grievance, lawsuit, or other proceeding initiated by or on behalf of the tested
individual arising from the results of the drug/alcohol test.

d. The employee, upon written request, is entitled to obtain copies of any records
pertaining to their use of prohibited drugs or misuse of alcohol, including testing
records. Employee may not have access to follow-up testing plans, if applicable.

16. Appendix of Job Classifications

DOT/Safety-Sensitive

1. Airfield Maintenance Crew Leader
2. Airport Maintenance Worker

Non-DOT Automobile/Equipment Operators

1 Executive Director

2 Chief Operations Officer

3 Deputy Chief Operations Officer
4. Director of Airport Operations

5. Director of Airport Maintenance
6 Airport Operations Manager

7 Airport Operations Specialist

8 Fleet Maintenance Supervisor

9. Duty Manager

10.  Environmental, Health and Safety Manager
11.  Manager of Terminal Services
12. Manager of Airfield Maintenance
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13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.

Asst. Manager of Terminal/ Services
Director of Facilities

Construction Project Manager
Construction Project Coordinator
Airport Planner |

Airport Planner |l

Airport Police Captain

Airport Police Chief

Airport Police Administrative Lieutenant
Airport Police Officer

Airport Police Sergeant

Heavy Equipment Mechanic Crew Leader
Heavy Equipment Mechanic | & I
Airport Security Manager

Security and Badging Coordinator
Ground Transportation and Parking Manager
Terminal Crew Leader

Custodial Worker II

Custodial Worker |

Gardener

Carpenter

Carpenter Foreperson

Cement Mason

Cement Mason Foreperson
Electrician

Electrician Foreperson
Mason/Bricklayer

Mason/Bricklayer Foreperson
Painter

Painter Foreperson

Plasterer

Plumber

Plumber Foreperson

Roofer

Roofer Foreperson

Sheetmetal Journeyman
Sheetmetal Foreperson

Steamfitter

Steamfitter Foreperson
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