T80 Queens Division

It is mutually agreed that the callective bargaining agrsessnt between the
MIA NHew Tork City Transit and the Unicn shall be amended as f£ollows:

Inmm of Aareseens

1.

poen

2.

ths term of this agreecent will begin cu August 1, 1991 and conclude
on Mareh 31, 1538,

The wage rates for the esployees repressatad the Unaion shall be
inpreased as follows: -

Bffective Auguwt 1, 1991, the ratas that were in effect on July 21,
1991 sball be ingreared DY 1.0% parcant.

Effootlve Decesber 1, 1993, the rates that were in effact on
Kovember 30, 1992 shall be increisasd DYy 2.5% percent,

Effective Augost 1, 1993, the rates that were in affect on July 31,
1993 ahall be increated by 2.0% paroent.

Effective January 1, 1993, the rates that were in effagt on Dececber
31, 1994 shall be increased by &.0% parcent.

Effective Pabruary 1, 1996, the rates that were in effect on January
31, 1996 shall ba increased by 3.34 percent.

Bffective Waren 1, 1997, the rates that wers in effect on Fsbruary
2%, 1997 shall be increased by 3.20 percent.

Upon ratiflcation and approval of this agreement, the Authority will
ceas® paying night and weeksnd diffsrentials to ssployses for any
day on which ths smployes does not actually wark.

Bffective Janusgy 1, 1997, a 5275 rimnt will be added to the
anmual base salary scales of all employess.

Rage Progrmesion

3.

Enploywes hired on or after the date of ratificacion and approval of
this agreement shall receive during the firsc rour (4) ysars of
their smployment a percwntage of top rate of pay of the soplcysa's
title in accorxdance with the following schedule:

80% during fizst yedr of service
5% during seccnd year of gervice
95% during thizd year of service
100% during fousth year of sexvice

Qalosbarisg
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The parties agree to establish and sbide by the Gailnsharing Program

as outlined in Appendix A of this Meserandum of Understanding.
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Beaitl sod Baligre

Al
(L

Transit will continue to make contributians on behalf of active
Smployses and retirees te maintain existing basic benefit plan
coverages subject to tha follewing changes

1) $10.00 per vimit co-payment for home or cffice visits with gHI
Participating medical providers.

51 510.00 co=pavment for esaeh dikgnostic test e & liasit of
§20.00 in any one visit under GHI except for retirses or
depandents covered under Madiomre.

3) Bliminaticn of raicburfesent under GBI for all nen-
participating medical providers.

The above lListed co-paymant rsuiremants will be sffective
within one menth of tha ratification and approval of this
Agresoant ,

+) EYC Transit pgress to upgrade retires basic coverage to
GHI/CEP from GHI/Type C.

5) NYIC Transit agrees es provide active esployess and retirses
the option of celecting cne of the medical plans that ars
prasently offerred to Other rtepresnted Caressr & Salacy
mployesss of NYC Transit. NYC Transit's premium payments for
h medical plac will be limited to no more than tha HIP/EWO
rate. Active geployees and retirees wio sslect 2 medical plaas
whose pPremium sxcesds the HIP/MND rats will be responsible for
the sdditional premium payment. Active smployees will have
suen additional preeiums deducted from their blweerly
paycheok. Since thezse is no mechanism to colleot excess
premium payménts for retireed, T30 agrwes toc be responsible
for and remit such presius paymants to NYC Transit on bahalf
gf retiress. XYC Transit will netify TS0 when a retires
chooses a health benefit plan requiring a contribution and the
emount of tha contribution duw.

1] Thars will be a continuous open enroliment peried foc all
soployees an] retirees. Howsvar, once an ewployes alects a
m;m will ba froeen into that plan for a minisus of 18

L

It is also agreed that if annual basle prealums for basic bensfits
sxceed 5% 18 any one of tha calendar years beginning in January,
1998 and concluding ia Dscesber, 1977, the parties will meet to
discuss additional ocost centainment options to contrel or reduce
costs.

.  Supeplemental Plan Coverate

NYC Transit agreea teo increase annual contributicns to the
supplesental fund fop active msployeas by $40 effectlve August
1, 1991, §45 effeceive Auguet 1, 1997 and sn adaieional 54J
sffective August 1, 1991,

Thereafear, NYC Transit will ipcreass the pupplemental fund
contributions annually by &% effective January 1, 1995, an
additional 8% increass effective February 1, 1996 and 5%
effactive Mareh 1, 1397.
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HYC Transit will maks the Suppleoental Pund an  intearest
tesaring aceount. Intagrese will credited and reportad to
the union cn a quartwrly basis.

Bealth Cage Costs of Pensjog Plan

6. T80 agrees that the nealth care cofts exmandting from ena 33/55
pensicn plan will bae id for by employees in ascerdance with the
tarms listea in Appendix B.

Bedicare Felabszpemest

7. Bffpctive January 1, 1995, medicars reismbursemant for retirees and
spouses will be eliminated.

Flexible spending Accongt

8. The Authoricy agrees to cffer represented employses, as soon as
practicable, Msdical =Zpanding and/or Dependant Care AcCOunt as
defined undsr Ssction 125 0f the IRS code,

Srievance Froondorws
9. a) The existing grievance procedures will be amended ag pet forth
in Appendix C,

b) The partiss agres to Deet tO demignate a new arbitrator and an
alternste to serve for the durstisn of the agresmentc.

Vecatlon

10. a) 8ingle Day Vacatlions = Employwss who want to take ane (or twa)
woek(g) of their anmual vacation in single days or cash in g
single weak (or two) Of thair vacation allowance will be given
the opportunity =o do a0 provided that they commit to 40 so
apProximately pix weeks before the general pick or the stars
of tha vasation year, whichever comas first. Cash sums pald
to employessy for vVapation days will not ba considared
pensicnables incoms.

b) Enployees who choose to cash ih a singla weak (0F twe) shall
have the choice of seowiving payment concurrent with thair
firet week of ploked vacation or first Pay pericd Lmmediataely
preceding the vacasiPn year.

c) Employes requests for single vication days, AVAS or OT0 tize
will e lizmirsd to ops slot per depot per day within the
Transportation section, Nalntenance leyes requests will be
coneldered subdect %o operational tances, however,
appreval for such leave shall not be unreascpably withheld.
Such requests must D8 mubmittsd at least one week in advance
of the requésted day and are subject to supervisory approval.
Singlie day vacatlion, AVA or OTD time requests submicted wieh
lass than ong week notice wWill bé granted at the sole and
abscluta discretion of supervision regardless of daily quota.

4) ona month baform the end of the vacation year, unscheduled
single vacation days will be casped in, Scheduled singla
vacaticn days which are not used by B8 end of the vacation
year will b® cashed in at the end of the vacation year.

@) Uruged single vacation days will not be permitted to be
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carried cver to the subfequent vacatliog year.
faliorme

il. The Authority will supply uniforme to those employees requirsd to
wWaATr thea.

Deua_snd Algobol

12, Tha provisions of the partiew collective bargaining agressmenc
covering drug and aleshsal testing ghall be amended by ing tha
provisicons set forth in Appendiz D of ehis Memorandum of
Understanding.

Igiusy op Doty and Phyaicsl Disability

13. Tha axisting Injury on Duty and Physieal Digability provisions of
the collective bargaining agreepent shall be smendad accordanse
with Appendix X and P, cespestively, ©Of this Merorandum of

Mericans with Digsbilities Act

14 ™ha Union 4grees with any modification of this Agreement naedad to
ceaply with the regulatory rIequiresents of ths Americans with
Disabrilities Act.

Beporting Asssults

15. All supervisors shall immediztely call the mew York Clty Transit
Police Department whenever an Aasaule to an saployee Ls reported 1f
the smpioyee clalaing the assault has not done so., Failure to do ®o
or to cooperats with a police investigation oay result in
disciplinary actisca.

Irapsportation Fees

1s. All smployees and retirees will receive a transportation pass which
cAn be used on bogh oA and TA facilities. Spousal passes will be
sliminated.
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Sheck CASDLNG

17. Bffective January |, 1995, check cashing time and services where and
if thay axist will be eliminaced.

THI? AGRERKENT MAY MNOT AR EINTEREC INTO EVIDENCE DURINO ANY INTEREST
ARBITRATI.S PROCELURES CON THME CONTRACT TO EE EFFECTIVE AUGUST 1, 1991.

IT 1§ RGREED BY AMD RETWERN THE PAKTIES THAT ANY PROVIEION OF THIS
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS INFLEMENTATION EY AGRERMENT
OF LAN OR BY PROVIDING ADDITIONAL FUNDS, TEERIFORE, SHALL ROT EECOME EFFECTIVE
UNTIL THE APPROPRIATE LESISLATIVE BCDY RAS CIVEN APPROVAL.

IT IS PORTHER AGREED THAT THR PARTIES WILL JOINTLY SEEK SUCH APPROVAL WHERS
REQUIRRD.

KTA NYC TRAMBIT TRANSIZ SUPERVIECRS ORGANIZATION

a
PN o [ iy
Carmen 5. Suardy f.#" Hichasl Colline
./ f

4

Vice Presidant President
Labor Ralations Ti0

Staven Mayo Darid Rosen
Directorx General Counsal
Labcr Research T80

Datea:r
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Appendix 4

Queens Division - Transit Supervisors Organization - TSO

Gainsharing

It is the intent of the _.rties to 2stablish a Gainsharing Program,
“hereby employees who partlcipate in jointly adopted programs to increase
productivity will receive a share of the savings generated.

1. Gaipsharing Program

a. In Queens Division a Joint Labor-Management Committee composed of
two (2) management representatives and two (2) union representatives will meet
to consider work productivity issues which will enhance the cost effactiveness
and/or efficiency of the Authority. The Committee will review current work
practices and consider altermatives which will reduce the cost of operating
the system without diminishing service. However, the Authority waives nome of
its right to exercise all management prerogatives as set forth in the
Management Rights clause of the Agreement, including but not limited to the
level and type of service enhancement: nor does the Union waive any

contractual right or working condition secured to it by the collective
bargaining agreement.

b. Upon the recommendation of a Joint Committee to implement a
gainsharing project, a program shall be established. The savings associated
with any gainsharing program, which may include a pilot phase if the committee
so recommends, will be determined by periodic audits conducted by the
Authority's Office of Internal Audit., If the Union disagrees with the
findings of the Authority's Office of Internal Audit, the parties will select
an independent ocutside auditor. If the parties cannot agree on an independent
outside auditor, the contract arbitrator will select an independent ocutside
auditor. The determination of the independent ocutside auditor will be binding

on the parties. After completion of the Audit, the cost savings will be
quantified.

c. Effective May 1, 1993, or on a subsequent date as described below
savings thus quantified shall be distributed to employees involved in each
program as follows: a sum up to but not to exceed 1% of the annual wages of
the employees shall be distributed to employees as wage increases, provided
however, that wage rates may not vary for any particular title. Anything
beyond shall be divided as follows: 1/3 to employees, in cash; 1/3 to the
Authority; and 1/3 to provide service enhancements to the public provided that
the Authority is not otherwise required to reduce existing service. If the
quantified savings do not generate 1X of the annual wages of the employees by
May 1, 1993, the 1% wage increase will be made effective on the subsequent
date when the 1% savings is annualized. In order to prévent creating
different wage rates for the same title, the 1% wage increase may, by
agreement of the parties, be converted into a cash payment.

d. By mutual agreement, the parties may discontinue gainsharing
programs. In this case, the payments associated with such discontinued
gainsharing programs shall also cease.



_5_

e. The recommendations of the Joint Committee and the amount of cost
savings are not subject to the grievance procedure of the collective
bargaining agreement. Recommendations of the Committee to proceed with a
Gainsharing project must be unanimously approved by its members., In the event
of disagreement either party may appeal a decision of the Committee to the
Presidents of the Authority and the Union. Failure of the Committee and the

Presidents to agree on a project recommendation will be deemed a rejection of
the projecet.



Appendix A

Queens Divialon - Transit Supervisors Organization - TSO

Gainsharing

It is the intent of the _.rties to 2stablish a Gainsharing Program,
whereby employees who participate in jointly adopted programs to increase
productivity will receive a share of the savings generated.

1. Gainsharing Program

a. In Queens Division a Joint Labor-Management Cosmittee composed of
two (2) management representatives and two (2) union representatives will meet
to consider work productivity lssues which will enhance the cost effectivensess
and/or efficiency of the Authority. The Committee will review current work
practices and consider alternatives which will reduce the cost of operating
the system without diminishing service. However, the Authority walves none of
its right to exercise all management prercgatives as set ferth in the
Management Bights clause of the Agreement, including but not limited to the
level and type of service enhancement: nor does the Union waive any
contractual right or working condition secured to it by the collective
bargaining agreement.

b. Upon the recommendation of a Joint Committee to implement a
gainsharing project, a program shall be eatablished. The savings assoclated
with any gainsharing program, which may include a pilot phase if the committee
g0 recommends, will be determined by periodic audits conducted by the
Authority's Office of Internal Audit. If the Union disagrees with the
findings of the Authority's Office of Internal Audit, the parties will select
an independent outside auditor. If the parties cannot agree on an independent
outside auditor, the contract arbitrator will select an independent cutside
auditor., The determination of the independent ocutside auditor will be binding
on the parties. After completicn of the Audit, the cost savings will be
quantified.

¢. Effective May 1, 1993, or on a subsegquent date as described below
savings thus quantified shall be distributed to employees involved in each
program as follows: a sum up to but not to exceed 1X of the annual wvages of
the emplovees shall be distributed to employees as wage increases, provided
however, that wage rates may not vary for any particular title. Anything
beyond shall be divided as follows: 1/3 to employees, in cash; 1/3 to the
Authoricy; and 1/3 to provide service enhancements to the public provided thac
the Authority 1s not otherwise required to reduce exliating service. If the
quantified savings do not generate 1% of the annual wages of the employees by
May 1, 1993, the 1X wage increase will be made effective on the subsequent
date when the 1% savings is annualized. In order to prévent creating
different wage rates for the same title, the 1X wage increase may, by
agreement of the partiea, be converted into a cash payment.

d. By mutual agreement, the parties may discontinue gainsharing
programs. In this case, the payments assoclated with such discontinued
galnsharing programs shall also cease.
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e. The recommendations of the Joint Committee and the amount of ceat
savings are not subject to the grievance procedure of the collective
bargaining agreement. Recommendations of the Committee to proceed with a
Cainsharing project must be unanimously approved by its members. In the event
of disagreement either party may appeal a decision of the Committee to the
Presidents of the Autherity and the Union. Failure of the Committee and the

Presidents to agree on a project recommendation will be deemed a rejection of
the project.



APPENDIX B

It 1s undersiood that the additional nealth benefk cosls that anas out of the passage
into law of the 25/58 pension plan (A.12080 and 584204] for TSC Queans Division
represented supervisoly employees shafl be bome by all amployess represaentsd by TSO.
The parties will negotate as to He amount of such cost immediately following ratfication of
this agreement. If no sgreement is reachad ragarding such cost, efther party may request the
ourment Imparial Arbitrator to appoint a special arbitrator to dacide what the cost is. Such
request may be mads &t any me but no sooner than 30 days sfter ratification of this
agreement. The Special Arbitrator's decision shall be issued ho later than January 31, 1996.
it i fyrther undemstood that he cost shall ba imposed in & manner thal parties shall hersafter
agres 1. If 1he partes do not &gres, Mia heath benefit cosl will be spit In haf with sach hat
payable out of the agreed upon wage increases for the last two years of the 1981-1008
coliective bargaifing ageement. Such imposiion of costs shall be implementad during the
tarm of the 1991-1998 bargaining agreement.

The cbgations imposed by this agreement shall ba incorporated and implamentad as
part of the 1991-1998 coliecve Bargaining agreement.

Agread To

AZ-18-1995 12: 180 LER RSRCH RMND SGT'NS
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Appendix (O

QUEENS SUPERVISORY UNIT (TSO)
Disciplinary and Contractual Grievance Procedure

Article VI, Grievance Procedure
A. Contractual Interpretation Grievance Precedure

A "Contractual Interpretation Grievance" is hereby defined to be a
complaint on the part of any employee covered by this contract, or a group of
such employees, that there has been, on the part of management, noncompliance
with, or a misinterpretation or misapplication of any of the provisions of
this Agreement or any written working condltion, rule, or resolution of the
Transit Authority governing or affecting its employees.

1. Contractual Interpretation Grievances of employees covered by this
collective bargaining agreement shall be processed and settled in the
following manner:

Step 1

Any employee [, either orally or in writing,] personally or through the
Union, may present a grievance, in writing, to his/her Department Head or
designee [immediate superior at any time] within five (5) days after the
occurrence of the event complained of, and may discuss the grievance with such
Department Head or designee [superior], but only one representative of the
Union shall be permitted to be present at this discussion. The Department
Head or designee [superior] to whom the employee makes his/her complaint
shall communicate his/her decision to the employee and to the Union, if he/she
has been represented by the Union, within seven (7) days after receiving the
complaint.

[Step 2]

[At any time within three (1) days after the decision at Step 1 i3 made,
the employee, personaliy or througt his/her Union Representative, may appeal
from that decision to the head of :ie department in which the grievance
arose. Such appeal shall be in.writing, and shall be heard by the head of the
department within five (5) days after the receipt of the appeal. Notice of
hearing shall be given to the employee and to the Union, if he/she is
represented by the Union, and he/she and/or his/her Union Representative shall
be allowed to attend and be heard. The Department Head shall, within seven (7)
days after the hearing, deliver his/her written decision to the employee and
his/her Union Representative and shall file a copy thereof with the
Authority's Department of Labor Relations.]

[Where three (3) or more employees in one Department have a similar
grievance, they, individually or through the Union, may in the first instance,
without invoking Step 1, present such group grievance to the Department Head,
who shall order an informal hearing and render his/her decision within seven
(7) days.]

Step 2 [3]

The aggrieved employee or his/her Union Representative may,at any time
within five (5) days after the filing and mailing of said decision, appeal
from the decision of the Department Head to the Deputy Vice President, Labor
Disputes Resclution. Such appeal shall be in writing and shall be delivered



to the Deputy Vice President, Labor Disputes Resoluticn accompanied by a copy
of the decision of the Department Head and a brief written statement of the
reason for the appeal from that decision. The Deputy Vice President, Labor
Disputes Resolution shall conduct a hearing on such appeal on notice to the
aggrieved employee and/or to his/her Union Representative, giving him/her an
opportunity to attend and said employee shall have the right to be heard
personally or through his/her Union Representative. The Deputy Vice
President, Labor Disputes Resclution shall mail a copy thereof to the
aggrieved employee and his/her Union Representative, if any, within ten (10)
days after the close of the hearings.

The Deputy Vice President, Labor Disputes Resolution may, at any time, cn
his/her own motion, review any decision at Step([s] 1 [and 2,] and may overrule
or modify said decision after first giving the employee or employees who are
affected thereby and his/her or their Union Representative an cpportunity to
be heard. Within (10) days after the close of the hearing, the written
decision of the Deputy Vice President, Labor Disputes Eesolution whether it be
to sustain or to overrule, or modify such decision made at any lower step in
the procedure, shall be mailed to the employee and/or his/her Unien
Representative. ’

The Authority shall maintain a Department of Labor Relations to promote
the efficient and expeditious processing of grievances and uniformity of
interpretation and application of contract provisions and working rules, to

keep grievances to a minimm and to promote harmonious labor and management
relations.

In any case where the decision on a grievance, filed and presented by an
employee individually, would affect other employees or would involve a basic
interpretation or application of the provisions of this contract or of any
working condition, rule or resoclution, the Union shall be given notice and its

representative shall be permitted to attend and be heard at each step in the
grievance procedure.

2. (a) If the Union [An employee, represented by the Union, whe] is not
satisfied with the decision on a [his/her] grievance or complaint at Step 2
[3] of the grievance procedure it may, within ten (10) days after receipt of
the Step 2 [3] decision [, either individually or through his/her Union
Representative,] give written notice of Iintention to arbitrate to the Deputy
Vice President, Labor Disputes Resolution. Within twenty (20) days
thereafter, or within such time as otherwise agreed to by the parties [, the
employee or his/her representative] shall file with the Arbitrator, and serve
upon the Deputy Vice President, Labor Disputes Relaticns, a full and complete
statement of the nature and grounds of the grievance or complaint and the
remedy sought, together with a copy of the Step 3 decision.

(b) The Arbitrator shall fix a date for a hearing on at least three (2)
days notice to the Authority and to the employee and his/her Union
Representative, and the employee and his/her representative and a
representative of the Authority shall attend the hearing. At the request of
the Arbitrator, witnesses, records and other documentary evidence as required
shall be produced.

The Impartial Arbitrator to serve as such until [July 31, 1991] shall be
Daniel G. Collins who has been selected by the parties to this Agreement.



If the parties cannot agree on the designation of an arbitrater, or if the
affice should become vacant, they should utilize the procedures of the
tmerican Arbitration Association for the selection of an arbitratoer.

(¢) The Arbitrator shall mail a copy of his/her opinion and award to the
Deputy Vice President, Labor Disputes Resolution and to the employee or
his/her representative within ten (10) days after the close of the hearing.
His/her determination upon matters within his/her jurisdiction and submitted
to him/her under and pursuant to the terms and conditions of this Agreement,
shall be final and binding upon the parties.

(d) In rendering his/her opinion and award, the Arbitrator shall be
strictly limited to the interpretation and application of any agreement
between the parties, any written working conditioenm, rule or resolution of the
Authority governing or affecting employees represented by the Union, but shall
be without power or authority to add to, delete from, or modify any such
agreement, working condition, rule or resolution. The Arbitrator shall not
have authority to render any opinion or make any recommendations hereunder:

(1) inconsistent with or contrary to the provisions of applicable
Civil Service Laws, Rules and Regulatlons;

{2} limiting or interfering in any way with the statutory powers,
duties and responsibilities of the Authority in operating, contrelling and
directing the maintenance and operation of the transit facilities, or with the
Authority's managerial responaibility to run the transit lines safely,
efficiently and economically;

(3) with respect to modification of any wage rates applicable to
employees represented by the Union;

(4) with respect to any disciplinary action or determination of
unfitness of any employee to perform his/her duties taken or proposed to be
taken by the Authority.

(e.) The Authority shall also have the right to submit to the Arbitrator
for his/her opinion and determination, upon twenty (20) days notice to the
Union, any complaint or dispute between the parties arising solely out of the
interpretation, application, breach or claim of breach of the provisions of
this Agreement.

In computing the time within which any action must be taken under the
foregoing grievance procedure, Saturdays, Sundays, and Holidays shall not be
counted.

The time limitations provided in this Article shall be strictly adhered to
by the employees, by the Union, and by the Authority. A grievance, may be
denied at any level because of failure to adhere to the time limitatioms. In
exceptional cases, however, and for good cause shown, the time limitations may
be waived and a decision made on the merits. It is agreed, however, that
neither the filing of any complaint nor the pendency of any grievance as
provided in this Article, shall prevent, delay, obstruct, or interfere with
the right of the Authority to take the action complained of, subject of
course, to the final disposition of the complaint or grievance as provided for
herein.



Nothing contained in this Article or elsewhere in this Agreement shall be
construed to deprive any individual employee or employees from presenting or
processing his/her or their own grievance through the procedures provided in
this Article.

B. Disciplinary Grievance Procedure

4 "disciplinary grievance" is hereby defined to be a complaint on the part
of any covered employee that there has been a viclation of the employee's
contractual rights with respect to a disciplinary action of a warning,
reprimand, fine, suspension, demotion, and/or dismissal except that a
"disciplinary grievance" shall not include the removal or cther discipline of
a probationary or provisional employee. This provision shall not be construed
to deprive a provisional employee of his/her right to use this procedure prior
to suspension or termination from his/her permanent title.

ot i

1. It is understood that the right to discharge or discipline employees
for cause and to maintain discipline and efficiency of employees is the
responsibility of the Authority.

2. The disciplinary procedure set forth in this Section shall bte in lieu
of any other disciplinary procedure that may have previously applied to an
employee covered by this Agreement including but not limited to the procedure
specified in Sections 75 and 76 of the Civil Service Law and shall apply to
all persons who but for this procedure would be subject to Sections 75 and 76
of the Civil Service Law. This procedure shall not apply to probationary or
provisional employees.

3, No warning or reprimand or other disciplinary action, shall be entered
on an employee's record or otherwise imposed until the completion of the
disciplinary procedure set forth . This provision shall not, however,
foreclose pre-disciplinary suspension of an employee for reason of serious
misconduct detrimental to the operation of the Authority including but net
limited to use of controlled substances, being under the influence of an
intoxicating liquor on the the job, theft of Authority property, assault upon
a supervisor or gross insubordination.

4. In a disciplinary grievance where an employee subject to the
disciplinary grievance provisions herein has been suspended pending appeal
under this procedure, such employee shall be restored to the payroll pending
the finalization of the disciplinary case after the employee has been
suspended from service for thirty five (35) Suspension Days.

nSuspension Days" shall be counted from the day on which the Authority
receives the employee's notice of appeal to Step I and counting shall continue
until the day that the case is first scheduled before the Impartial
Arbitrator. However, Suspension Days shall not include any time after an
employee is notified of the decision at any of the steps until the Autherity
receives written notice of the appeal to the next step in the procedure nor
any delay of a hearing or pestponement brought about by the employee or
his/her Union representative. Additionally, regular days off and Authority
observed holidays shall be excluded from the calculation of Suspension Days.



In no event shall section 4 entitle an employee to pay beyond the first
scheduled hearing date before the Arbitrator except that where such hearing
date is postponed at the request of the Authority, Suspension Days shall
include any delay directly caused by such postponement.

5. An employee may work off suspension time, at management's discretion,
on his/her regular day off or during his/her vacation period at a rate of one
day for each day of suspension.

6. HNo meeting, hearing or arbitration for a disciplinary grievance shall
interfere with the employee's work schedule.

7. A copy of the employee's transcript of disciplinary record will he
supplied to the Union as early in the procedure as is feasible.

ovisio se agra ot b v le
Lo emplovees who are pre-disciplinary suspended,

9.[8.] Disciplinary grievances as defined in Article VI Paragraph B
above, shall be processed and settled in the following mammer:

Step I

An employee or his/her Union representative shall be permitted within five
(5) days from the time of notification of the disciplinary action to reguest
in writing, by completing a form provided by the Autherity, and presenting it
to the employee's Department Head or designee [Location Chief]. General
Superintendents or Superintendents may hold disciplinary, grievance, or
administrative hearings; however, Superintendents holding disciplinary
hearings may not award any punishment in excess of a final warning. The
grievance shall be scheduled to be heard within fifteen (15) days after
receipt of the written request by the employee's Department [Responsibility
Center] Head or designee. The employee may be accompanied at this meeting by
his/her Union representative. The decision on the appeal will be rendered to
the employee and his/her Union representative within ten (10) days after the
meeting.

Where a pre-disciplinary suspension has been imposed, the employee will be
given an opportunity to meet with the Department [Responsibility Center] Head
or his/her designee, within twenty-four (24) hours after his/her suspension
(or the next weekday work day if suspension is on Saturday, Sunday or holiday)
at which meeting a representative of the Union may be present, and notice,
which may be by telephone, of such meeting shall be given to such employee and
his/her Union representative or the union office in the event the employee's
Union representative is not available at least twelve (12) hours before such
meeting. The loccaticn of the meeting will normally be at the field office of
the designated member of supervision. The decision of the Department
[Responsibility Center] Head will be rendered in writing to the employee and
his/her Union representative within seven (7) days following said meeting.



(Step II]

[In the event that the matter is not satisfactorily adjusted with the
Responsibility Center Head, the employee or his/her Union representative may,
within five (5) days of notification of the decision, appeal in writing, by
completing a form provided by the Authority, to the employee's Department Head
or his/her designee. The appeal shall be scheduled to be heard within twenty
(20) days after receipt of the written request by the Department Head or
his/her designee. The employee may ba accompanied by his/her Union
representative. The decision upon the appeal shall be rendered in writing
within ten (10) days after the meeting.]

[Where a pre-disciplinary suspension haa been imposed, the employee or
his/her Union representative will be given an opportumity to meet with the
employee's Department Head or his/her designee, within nine (9) days of
receipt of written appeal to Step II. The decision of the Department Head
will be rendered in writing to the employee and his/her Union representative
within seven (7) days after the meeting.]

Step IT [III]

In the event that the matter is not satisfactorily adjusted with the
Department Head or uesignee, the employee or his/her Union representative may,
within five (5) days after the receipt of written notification from the
Department Head of his/her decision, submit the dispute in writing, by
completing a form provided by the Authority, to the Authority's Deputy Vice
Fresident of Labor Disputes Resolution or his/her designee. The appeal shall
be heard within thirty (30) days after the receipt of the written request by
the Deputy Vice President of Labor Disputes Eesolution or his/her deaignee.
The Deputy Vice President of Labor Disputes Resolution or designee shall

within twenty (20) days after such hearing is closed, render his/her decision
in writing.

Where a pre-disciplinary suspension has been imposed, the hearing shall be
held within eight days of receipt of appeal in the Labor Eelations
Department. The Deputy Vice Preasident of Labor Disputes Resolution or
designee shall within twe (2) days after such hearing 1s cleosed, render
~is/her decision in writing.

Where proof of the violatica involves evidence from a Special Inspector,
the Union representative may request that the Deputy Vice President of Labor
Disputes Resolution or his/her designee direct that such Special Inspector be
present at a fact finding conference between the union representative and
management. In his/her discretion the Deputy Vice President of Labor Disputes
Resclution or his/her designee may direct that such a conference be held.

10, [9.] Impartial Arbitrator

In the event that the disciplinary grievance is not satisfactorily
adjusted with the Authority's Deputy Vice President of Labor Disputes
Resclution or his/her designee at Step II [III], the employee or his/her Unicn
representative may within five (5) days of notification of the decision,
appeal in writing to the Impartial Arbitrator.

The Impartial Arbitrator to serve as such until [July 31,
1991] shall be Daniel G. Collins who has been salected by the parties to this
Agreement.




If the parties cannot agree on the designation of an Impartial Arbitrator,
or if the offlce of the Impartial Arbitrator should become vacant, they shall
utilize the procedure of the American Arbitration Associlation fer the
selection of an arbitrator.

The impartial arbitration hearing shall take place as soon as practicable
at a time and place to be agreed upon by the parties, or, if they cannot
agree, at a time and place fixed by the designated Impartial Arbitrator upen
at leasc fourteen (14) days notice to the parties.

The Union and the Authority shall be given an opportunity to be heard and

to submit proof as may be deaired to the Impartial Arbitrator. No transeript
of the arbitration hearing shall be reguired.

Within fifteen (15) days after the closing of the hearing, the decision of
the Impartial Arbitrator, whether it be to sustain or to overrule or modify
the decision made at a Step II [III] hearing in the procedure, shall be
issued. Such decision shall be final and binding. Such decision shall be
mailed to the employee and his/her said representative and to the Deputy Vice
President of Labor Eelations.

Where an employee is suspended, the Impartial Arbitrator shall make every
effort to make its decision within five daya. Where such a decision is
reached within five days but the Impartial Arbitrator has not yet reduced it
to a written opinion, said decision shall be rendered in writing to all
parties as a one line award, and the Impartial Arbitrator may set forth the
written opinion afterwards. This, however, does not relieve the Impartial
Arbitrator from his/her obligation to render a formal written opinion and
award within fifteen days.

The Impartial Arbitrator, in rendering any opinion or determination, shall
be strictly limited to the interpretation and application of the provisions of
this Agreement, or of any written working condition, rule or resolution of the
Authority governing or affecting hourly paid employees, and it shall be
without any power or authority to add to, delete from, or modify any of the
provisions of this Agreement, or of such working conditions, rules or
resolutions. The Impartial Arbitrator shall not have the authority to render
any opinion or make any recommendations:

(a) inconsistent with or contrary to the provisions of the applicable
Civil Service Laws and Regulations;

(b) 1limiting or interfering in any way with the statutory powers, duties,
and responsibilities of the Authority in operating, controlling, and directing
tne maintenance and operation of the transit facilities, or with the
Authority's managerial responsibility to rum the transit lines safely,
efficiently and economically;

(c) with respect to modification of any wage rates provided in Article V
hereof.

If there is presented to the Impartial Arbitrater for decision any charge
which, if proved in Court, would constitute a felony, or any charge involving
assault, theft of Authority property, intoxication, use of controlled
substances or chronic absenteeism, the question to be determined by the
Impartial Arbitrater szhall be with respect to the fact of such-conduct. Where



such charge is sustained by the Impartial Arbitrator, the action by the
Authority, based thereon, shall be affirmed and sustained by the Arbitrator
except if there is presented to the arbitrator credible evidence that the
action by the Authority is clearly excessive in the light of the employee's
record and past precedent in similar cases. It is understocod by the parties
that this exception will be used rarely and only to prevent a clear injustice.

C. Involuntary Medical Leave Grievance Procedure

[This grievance and arbitration procedure shall take effect two weeks
after the approval of this Agreement by the Financial Control Board and no
part of this procedure shall apply to any grievance, as defined herein,
commenced prior to that date.]

1. The involuntary medical leave grievance procedures centained herein,
shall be in lieu of any administrative procedure specified in Sectiona 72
and/or Section 73 of the Civil Service Law.

2. Nothing in these procedures shall prevent the Authority from placing an
employee on an involuntary leave of absence where such leave has been
determined to be appropriate by the Authority's Medical Department.

3. An " Involuntary Medical Leave Grievance" 13 hereby defined to be a
complaint on the part of any covered employes that would otherwise be subject
to Sections 72 and/or 73 of the Civil Service Law that he or she has been
improperly placed on such involuntary leave, Involuntary Medical Leave
Grievances shall be processed and settled in the following manner:

Step I

An employee or his/her Union representative shall be permitted within ten
{10) ([five (5)] days from the time of notification of his/her work status
based upon the Authority's medical diagnosis [being placed on an involuntary
leave of absence due to a medical condition,] to request in writing a Step I
hearing, by completing a form provided by tha Authority, to be heard directly
by the Deputy Vice President, Labor Disputes Resolution or his/her designee.
The employee may be accompanied at this meeting by his/her Union
representative(.] and must provide written medical documentation in support of
his/her claim, The Deputy Vice President, Labor Disputes Resolution or
designee shall within twenty (20) days after such hearing is closed, render
his/her decision in writing. Such decision may be to return the grievant to
full duty, to allow the grievant to remain on leave or to require the grievant
to undergu a mndical e:anination hy an tnp;rtial phyai:inn Ihg_ﬁinﬂinag__:

glazijinngign; .Thl"dElignntinn of the 1mmnrt111.phyainian shall be made
promptly after the Step I decision i3 rendered. A joint letter requesting the
medical examination will be sent by the Authority and the Union. The fees of

the impartial physician shall be divided equally between the Authority and the
Uni O,

D. Impartial Arbitrator
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[In the event that an involuntary medical leave grievance is not
satlisfactorily adjusted with the Authority's Deputy Vice Preaident of Labor
Disputes Resolution or his/her designee, the employee or his/her umnion
representative may within five (5) days of notification of the decision,
appeal in writing to the Impartial Arbitrator.]

[The Impartial Arbitrator to serve as such until July 31, 1991 shall be
Daniel G. Collins who has been selected by the parties to this Agreement.]

[If the parties cannot agree on the designation of an Impartial
Arbitrator, or if the office of the Impartial Arbitrator should become vacant,

they shall utilize the procedure of the American Arbitration Association for
the selection of an arbitrator.]

The Impartial Arbitrator shall meet as soon as practicable at a time and
place to be agreed upon by the parties, or, if they cannot agree, at a time
and place fixed by the designated Impartial Arbitrator upon at least fourteen
{14) days notice to the parties.

The Union and the Authority shall be given an cpportunity to be heard and
to submit proof as may be desired to the Impartial Arbitrator. No transcript
of the arbitration hearing shall be required.

Within fifteen (15) days after the closing of the hearing, the decision of
the Impartial Arbitrator, whether it be to sustain or to overrule or modify
the decision of the Deputy Vice President, Labor Disputes Resclution or

his/her designee, shall be issued. shall be b ority vote

and be w rtial ¢ Such decision shall be final and
binding. Such decision shall be mailed to the Unlon [employee and his/her
representative] a t Vice President es Resolutio

W omptly apprise t m 2 decision



The Impartial Arbitrator, in rendering any opinion or determination, shall
be strictly limited to the interpretation and application of the provisions of

this Agreement, of any w st
Authority [or of any written working condition, rule or resolution] governing

or affecting hourly paid emplovees, and it shall be without any power or
authority to add to, delete from, or modify any of the provisicns of this
Agreement, or of such rules, [working conditions, or resclutions] or
Policy/Inastructions., Impartial Arbitrator shall not have the authority to
render any -2inion or make any recommendations:

(1) inconsistent with or contrary to the provisions of the applicable
Civil Service Laws and Regulations;

{(ii) limiting or interfering in any way with the statutory powers, dutles,
and responsibilities of the Authority in operating, controlling, and directing
the maintenance and operation of the transit facilities, or with the
Authority's managerial responsibility to run the transit lines safely,
efficiently and econcmically;

(111) with respect to modification of any wage rates provided in
Section hereof.

All fees and expenses of the [mpartial Arbitrator shall be divided eguallv
between the Authority and the Union.

E. General Provisions

1. The Authority recognizes the Union as the exclusive representative for
the presenting and processing of employee grievances,

2, It 13 agreed that neither the filing of any complaint, nor the pendency
of any grievance, as provided in Articles VI, VII, and VIII shall prevent,
delay, obstruct, or interfere with the right of the Authority to take the
action complained of, subject, of course, to the final disposition of the
complaint or the grievance as provided for herein.

3. By mutual agreement, on a case by case basis, the parties may agree to
bypass any step of this procedure.

4. In computing the time within which any action must be taken under the
above procedures, Saturdays, Sundays and holidays shall not be counted.

5. The time limitations provided in this Article shall be strictly adhered
to by employees, by the Union and by the Transit Authority. A grievance may
be denied at any level because of failure to adhere to the time limitations.
In exceptional cases, however, and for good cause shown, the time limitations
may be waived and a decision made on the merits. In any case where the
Authority does not schedule a matter for hearing or render a decision within

the prescribed time limits the grievance may be appealed to the next Step of
the procedurs.

6. In any case where the decision on a grievance filed and presented by an
employee individually, would affect other employees and would invelve a basic



interpretation or application of the provisions of this contract, or of any
written working rules or resolution, the Union shall be given notice, and its
representative shall be permitted to attend and be heard at each step in the
grievance procedure.

7. NHothing contained in this Article, or elsewhere in this Agreement,
shall be construed to deprive any individual employee, or employees, from
presenting and processing his/her or their own grievances through the
pro. -Zfures provided in this section.






Appendix

oF ERS G

Memorandum of Understanding entered into this day of
1994, by the NEW YORK CITY TRANSIT AUTHORITY (hereinafter referred to as "the

Authority") and Queens Division of the Transit Supervisors Organization (TS0);
(hereinafter referred to as "the Uniomn™).

WHEREAS, the Union and the Authority, have discussed the Authority's
insistence that public safety reguires the introduction of random testing for
drugs and alecohol at the Authority; and

WHEEEAS, the parties have agreed to a random testing program for
safety gensitive titles, and

WHEREAS, the Authority and the Union have mutually agreed as to how to

resolve these issues without the necessity of any further proceedings
hereupon; and

WHEEEAS, the parties have entered intc this agreement in good faith
and with the intent of expeditiously implementing a random drug/alcohol
testing program which is expected to deter employees in safety sensitive
titles from reporting to work in an unsafe condition and reassure the public

that the Authority is providing safe transportation and a safe environment for
its passengers and its employees; and

WHEREAS, the resolution of these issues is in furtherance of sound
Labor Relations, the Union and the Authority agree that the existing
collective bargaining agreement between the parties shall continue in effect,
supplemented by this agreement only to the following extent:

FIRST: The Authority will add to its mutually agreed upom policies
(hereinafter the "Policies") on Alecohol, and Drugs and
Controlled Substances an additional component of random
testing for employees in safety sensitive titles,

SECORD: No disciplinary action will be taken against an employee who
tests positive for druga and /or alcohol in a random test if
(i) the employee has no record of prior positive drug and or
alcohol tests at the Authority and (ii) the employee
completes rehabllitation as herein described. The employee
shall be referred to the Employee Assistance Program,
relieved of his or her responsibilities, and given the
opportunity for rehabilitation through that program. The
employee will be in no pay status, however, he/she will be
permitted to use accrued leave balances during his/her
participation in the Employee Assistance Program. Once the
employee is certified as drug/alcohol free and otherwise
eligible for restoration under Section 9 of the policies,
the employee will be restored to duty. The employee will be
required to submit to an Authority administered drug/alechol
test before he or she will be returned to duty.



Employees whose first positive drug test at the Authority is
a positive test for marijuana only shall be treated in
accord with the above paragraph except that they shall be
referred to UAP.

In the event the employee tests positive for drugs and/or
alcohol a second time as a result of any alcochol and/or drug
testing, Including a random test, the employee shall be
dismissed, except that when the second positive test occurs
more than one year after the employee's restorati-n to duty
following the first positive test, the employee w.ll be
eligible for restoration to an available, budgeted
non-safety sensitive position if he/she again completes
rehabilitation as described in the second paragraph above.
The employee will be paid the applicable rate of the
non-safety sensitive position as per the collective
bargaining agreement. The "Physical Disability"” section
does not apply herein.

The employee will be reclassified and assigned to the
non-safety sensitive position in accordance with the
procedures defined in the restricted duty policy.

An employee who tests positive a third time shall be
dismissed without opportunity for restorationm.

Once an employee has tested positive for alecohol, whether in
a random or other teat, and has been restored to duty,
he/she will be required to submit to a breath analysis test
on an unannounced basis for a period of one year after
successful completion of the Employee Assistance Program.

If the breath analysis test indicates a reading of .02

mgm/ce or greater, the employee will be required to submit
to a blood alcohol test.

Refusal to take a randem drug/alcchol test as directed will
be deemed an admission of improper use of controlled
substances, drugs and alcohol and treated as if the employee
had been found positive, In addition, the employee will be
subject to appropriate dlscipline for fallure to comply with
a direct order for which the penalty may be dismissal.

Eepresentatives of the Authority and the Unlon have met to
discuss the method in which random testing will be
conducted, The random testing will be conducted in a manner
which accords with the appropriate standards of medical
safety and which respects employee privacy and the standards
of work place fairmess and decency, as well as the
Authority's needs for efficiency in its operation. The
method of random testing will require that the Authority
develop a 1list of unique selected numbers (e.g. soclal
security numbers) which pool of numbers will be used for
random selection; avoidance of the use of actual employees
names in the selection has the purpose of avoiding any
suspicion of subjectivity in selection.



SEVENTH:

The Authority will inform the Union of selection methods to
be used. It is understoocd that mobile vans may be used to
facilitate the collection of test samples with minimal work
disruption and to accommodate the work locations of
employees, 7

Under the random testing program for alechol, the Authority
shall utilize a breath analysis test to determine whether a
bloed alcohol test should be given. After breath analysis
test indicating a reading of less than .02 mgm/ce, there
shall be no further testing. If the breath analysis test
indicates a reading of .02 mgm/cc or greater the employee
will be required to submit to a blood alcohol test.
However, the employee may waive the blood alcohol test in
which case the results of the breath analysis test will be
construed as positive as defined by the policy.

An employee who is required to submit to a blood alcohol

test following a breath analysis test will be relieved of
his/her responsibilities pending the results of the blood
alcohol test., Should the blood alecchol test result in a

negative finding, the employee will be paid for the time

held out of service as if he/she had worked.

The Authority provides and will continue to provide, on an
on-going basis, training programs for managers and
supervisors on the subject of drugs and alecohol abuse. In
addition, the Authority will provide to all employees

information and educational materials on the subject of drug
and alcohol abuse.

Whenever it is feasible to do so during day time hours, the
Authority will transport and escort employees to the testing
site. The Authority will transport and escort employees who
are required to report at night to the testing site.
Employees who are not transported and escorted are required
to report for testing to the appropriate medical assessment
center or other appropriate teating site, as directed by
supervision, as scon as possible via public transportation.
Use of an employee's personal vehicle is prohibited unless
the employee is escorted by supervision. Employees who
report unreasonably late after they are directed for testing
or who do not appear at all shall be considered as having
refused the test,

For purposes of meeting service to the public, absences
created by random drug/alcohol testing will be filled as per
current practice for filling any other open work.



JENTH-

FOURTEENTH:

The Authority will provide to the Union Assistance program
(UAP) a reasonable sum, to be agreed upon, to be used for
payment of reasonable administrative and operating expenses
of the program. The UAP will prepare a detailed budget for
the period October 1, 1993 to October 1, 1994, describing
the projected expenses of the program and proposed
allocation of the monies to be provided.

All expenses which are presently being reimbursed by the
Authority, inecluding salaries of the UAP Counselor(s), will
be paid by the UAP from the funds to be provided as
described herein. In no event shall payments to the UAP
exceed the agreed upon sum for the period October 1, 1993 to
October 1, 1994,

The UAP shall make its accounting, administrative and other
records documenting expenditures pursuant to this agreement
available for inspection and audit by the Authority or
Authority designees upon reasonable notice to the UAP. Such
records shall remain available for inspection for the pericd
of two years after October 1, 1994.

A probationary employee who tests positive will be dismissed
and not have the right to restoration. This will apply to
random test as well.

In the event that State or Federal statues, rules or
regulations hereafter adopted impose on the Authority the
obligation to conduct drug or aleochol testing in a manner
inconsistent with the provisions of this agreement and/or
the policies, this agreement and/or the policies shall be
amended after discussions by the parties to conform to such
legal requirements.

The following is applicable to all drug and alcohol cases:

Where an employee who is required to participate in the
Employee Assistance Program fails to comply with the
requirements of the Employee Assistance Program, and the
employee is working in a safety sensitive position, the
Employee Assistance Program shall immediately notify the
employee's Department Head to relieve the employee of
his/her respensibilities and place him/her in a no pay
status. The Employee Assistance Program shall then notify
the director of the Union Assistance Program of the
employee's non-compliance. The Union Assistance Program
will have ten (10) working days in which to contact the
employees and encourage him/her to comply with the
requirements of the Employee Assistance Program., If after
ten (10) working days the employee has not complied, the
Empleoyee Assisctance Program shall notify the employee's
Department Head and the employee shall be dismissed.



FOR:

BY:

DATED:

DATED:

FIFTEENTH:

If the employee is not complying with the requirements of
the Employee Assistance Program and is not working or is not
working in a safety sensitive position, the employee's
Department Head will not be notified of the non-compliance
unti]l after the ten (10) days and only if the employee is
stil]l non-compliant. It is understocod that the employee
must authorize the Employee Assistance Program, in writing,
to notify the Union Assistance Program of his/her
non-compliance in order for the Employee Assistance Program
to be bound by the notice provisions of this agreement.
Failure to provide sick authorization will result in
immediate notification of non-compliance to the Department
Head.

It is further understood that he EAP will not unreascnably
apply its non-compliance standards.

This agreement supersedes any prior stipulation of agreement
concerning drug testing as per the Urban Mass Transportation
Administration Drug Rule.

The Authority will make reasconable efforts to place the
Union on equal footing with the Authority with regard to
site visits to laboratories which it selects for use.

NEW YORKE CITY TRANSIT AUTHORITY FOR: Queens Divisicn - TS0

BY:
Carmen 5, Suardy, Vice President, Michael Collins, President
Labor Eelations

DATE:

BY:

David Rosen, Eaq.




Appendix EE
Queens Division - Transit Supervisors Organization
TRARSIT AUTHORITY
Injury on Duty
Article 21. Injury on Duty
The €irst paragraph shall be amended as follows:

A. An employee incapacitated from perforning any type of avallable work
22 24 result of an accidental injury sustained in the course of his/her
employment will be allowed, for such peried or periods during such incapacity
as the Transit Authority may determine, a differential payment which shall he
sufficient to comprise, together with any Workers' Compensation payable to
him/her under the provisions of the Workers' Compensation law an amount after
taxes equal to his/her after tax wages for a forty (40) hour work week.

New second paragraph

1f rhe Workers' Compensation payment granted pursuant to law i3 equal to
or greater than the amount the employee was receiving prior to the period of
incapacity, after taxes, for a forty (40) hour work week, the emplayee shall
not receive any differential payments. If the sbsence for which he/she 13 to
be allowed pay 4s herein provided occurs two years or more after the date of
the original accident, the allowance shall be bazed upon an amount egual 1o
seventy (70) percent of his/her earnings on the date of the original accident
as set forth herein.

The instances for denial of differential are reduced as follows:
No differential shall be granted:

(1) Unless the employee sustained an accidental injury while engaged in
the performance of his/her assigned duty for the Authority and such
accidental injury was the direct cause of the employeée's incapacity
for work.

(2) If the employee tests positive for alechol, drugs or controlled
substances which testing was initiated by the incident which caused
the harm or the injury te the emplovee,

(3) If the employee falled to report for any work within title when
directed that they are medically gualified to perform.

(4) If the employee does not give due notice of the accident or does not
report to the Autharity’'s designated Physiclan(s) fer examination or
re-examination when told to do so. This provision shall not he used
to require an employee to report for examination at unreascnable
times and frequency.



Appendizx
Queens Division - Tranait Supervisors Organization
TRARSIT AUTHORITY
Physical Disability
The certification of conditions to be met will be reduced ¢o the same
condirions as i1isted in the instances for denial of differential as listed
abave,
Article 17 Physical Disability
Section D is amended as followas:
D. Any employee who has been disqualified by a medical consultant
utilized by the Authority and who disputes the medical findings of the

examining consultant, shall have the right to utillize the provisions of
Arricle VI,

F:



