Office of the City Manager
5200 Emerald Parkway e Dublin, OH 43017-1090

City Of DUbliﬂ Phone: 614.410.4400 « Fax: 614.410.4490 M e m 0

To: Members of Dublin City Council
From: Dana L. McDaniel, City Mana
Date: January 4, 2018

Initiated By: Homer C. Rogers, Jr., Director of Human Resources

Re: Resolution No. 01-18 - Ratifying a New Collective Bargaining Agreement with the
Fraternal Order of Police — Ohio Labor Council — Communications Technician
Bargaining Unit

Summary

Attached for your consideration is Resolution No. 01-18, authorizing the City Manager to enter into
a Collective Bargaining Agreement (CBA) with the Fraternal Order of Police — Ohio Labor Council
regarding wages, hours, and terms and conditions of employment for employees within the
Communications Technician bargaining unit. This bargaining unit is comprised of 22 employees
within the Dublin Northwest Regional Emergency Command Center.

Highlights of the changes from the previous agreement are provided below. The term of this
agreement is three (3) years, from January 1, 2018 through December 31, 2020. The Bargaining
Unit conducted a ratification vote on the proposed CBA on December 12, 2017 and consequently
ratified the proposed CBA by a majority vote.

Key Economic Terms

» Wage increases for all employee covered by this agreement are 2.5% effective January
1t of 2018 for calendar year 2018 and 2.75% per year for each calendar year 2019 and
2020.

* Vacation accrual rates were updated to accurately reflect actual longstanding practice.
There is no economic impact associated with this change in language.

* Healthcare and the “Healthy by Choice” (HBC) wellness program were modified to match
the rest of the City as Dublin transitions to a waiver of premium-based incentive plan
from a health savings account deposit incentive. Beginning in 2018, covered employees
will be charged a premium at the following annual rates:

Single Coverage = $1,875
Family without a Spouse Coverage = $1,875
Family with Spouse Coverage = $3,750

These premiums, however, may be waived under the Healthy by Choice wellness
program as articulated in the agreement.

 Beginning in 2018, all HSA/HRA deposits are automatic and are no longer tied to the
wellness program. In 2018, however, the participation value will decrease to $750 from
$1,125 for Single and Family without Spouse coverage and to $1,500 from $2,250 for
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Family with Spouse coverage. The biometric screening amounts will increase to $450
from $300 for BMI and $225 from $150 for each of Cholesterol, Blood Pressure and
Tobacco Use.

e The Longevity Bonus Table was increased by $200 per year at each increment to match
the Non-Union Compensation Plan (Ordinance 15-17) and the United Steelworker
Collective Bargaining Agreement (Res. 56-16).

e The Shift Differential rate was increased from $1.20 per hour to $1.25.

The fiscal impact of the wage package in this Agreement is projected to be approximately
$159,225 over the term of the three-year contract, as compared to the wage package in place in
2017.

Recommendation

Staff recommends that Council approve Resolution No. 01-18 authorizing the City Manager to
enter into a new Collective Bargaining Agreement with the Fraternal Order of Police — Ohio Labor
Council.



RECORD OF RESOLUTIONS

Dayton Legal Blank, Inc., Form No. 30045

Resolution No. 01-18 Passed , 20

A RESOLUTION AUTHORIZING THE CITY MANAGER TO
ENTER INTO A COLLECTIVE BARGAINING AGREEMENT
WITH THE FRATERNAL ORDER OF POLICE — OHIO LABOR
COUNCIL REGARDING WAGES, HOURS, AND TERMS AND
CONDITIONS OF EMPLOYMENT FOR EMPLOYEES WITHIN
THE COMMUNICATION TECHNICIAN BARGAINING UNITS.

WHEREAS, the City of Dublin and the Fraternal Order of Police — Ohio Labor Council
have reached tentative agreement regarding wages, hours, terms and conditions of
employment for employees within the Communications Technician bargaining unit;
and

WHEREAS, Council has determined that the attached Agreement should be ratified
by Council.

NOW, THEREFORE, BE IT RESOLVED by the Council of the City of Dublin, State
of Ohio, of the elected members concurring that:

Section 1. The City Manager be, and hereby is, authorized to enter into the
attached Collective Bargaining Agreement with the Fraternal Order of Police — Ohio
Labor Council regarding wages, hours, and terms and conditions of employment for
employees within the Communication Technician bargaining unit.

Section 2.  As referenced in Section 1.6 of the attached Agreement, said Agreement
shall supersede and replace all applicable state and local laws, which it has the
authority to supersede and replace.

Section 3. This Resolution shall be effective immediately upon passage in
accordance with Section 4.04(a) of the Revised Charter.

Passed this day of , 2018.

Mayor - Presiding Officer

ATTEST:

Clerk of Council
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COLLECTIVE BARGAINING AGREEMENT
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ARTICLE 1
CONTRACT

Section 1.1 Contract. This Contract is made and entered into at Dublin, Ohio by and between
the City of Dublin, as the Employer, also referred to as "Employer", “City” or "Department”, and
the Fraternal Order of Police, Ohio Labor Council, Inc., hereinafter referred to as the
"F.0.P./O.L.C.", O.L.C., or the Union.

Section 1.2 Purpose. This Contract is made for the purpose of setting forth the understandings
and agreements between the parties governing the wages, hours, terms and conditions of
employment for those employees included in the bargaining unit identified herein.

Section 1.3 Savings Clause. Should any part of this Contract be held invalid by operation of
law or by final order issued by any tribunal of competent jurisdiction, or should compliance with
or enforcement of any part of this Contract be restrained by any such tribunal pending a final
determination as to its validity, such invalidation or temporary restraint shall not invalidate or
affect the remaining portions hereof or the application of such portions to persons or
circumstances other than those to whom or to which invalidation of any portion of this Contract
by final order issued by a tribunal of competent jurisdiction or by operation of law, and upon
written request by either party, the parties to this Contract shall meet within thirty (30) days of
receipt of the written request, in an attempt to modify the invalidated provisions by good faith
negotiations.

Section 1.4 Conflicting Agreements. The Employer, the Union, and employees agree that
none of their representatives shall make or ask an employee to make any written or verbal
agreement which would conflict with this Contract.

Section 1.5 Contract Amendments. Unless otherwise specified in this Contract, no changes
in this Contract shall be negotiated during its duration unless there is written accord to do so by
and between the parties. Any negotiated changes, to be effective and incorporated in this
Contract, must be in writing and signed by the parties.

Section 1.6 Applicability. This Contract, when executed, shall supersede and replace all
applicable state and local laws which it has authority to supersede and replace. Where this
Contract is silent, the provisions of applicable law shall prevail.

ARTICLE 2
RECOGNITION

Section 2.1 Recognition. The Employer recognizes the Union as the sole and exclusive
representative for all employees in the bargaining unit described herein in any and all matters
relating to wages, hours, terms and conditions of employment, and the continuation, modification,
or deletion of an existing provision of this Contract and for the administration of this Contract.



Section 2.2 Bargaining Unit. There shall exist in the City of Dublin a bargaining unit consisting
of:

All full-time Communications Technicians as certified by the State Employment Relations
Board in case #92-REP-06-0134 November 5, 1992, who are employed by the Employer,
excluding Communications Supervisors.

References throughout this Contract to bargaining unit members shall mean employees within
the bargaining unit.

ARTICLE 3
UNION BUSINESS

Section 3.1 Dues Deduction. The Employer agrees to deduct Union membership dues in the
amount certified by the Union to the Employer. One-half (1/2) of such dues shall be deducted
from each of the first two pay periods of each month from the pay of any Union member
requesting the same in writing. The Employer also agrees to deduct Union initiation fees and
assessments, in the amount certified by the Union to the Employer, the first two pay periods of
each month, in which such fees and assessments are due, from the pay of any appropriate Union
member.

If a deduction is desired, the Union member shall sign a payroll deduction form. Once each
calendar month, a warrant in the aggregate amount of the deductions made for that calendar
month, together with a listing of the Union members for whom deductions were made, shall be
furnished to the Director of the Union. Nothing herein shall prohibit Union members covered by
this Contract from submitting dues directly to the Union.

The Employer shall provide the Union with additional payroll deductions for the purpose of the
Union providing additional non-employer-provided employee benefits, providing the Employer's
payroll accounting system possesses sufficient capacity and capability for additional deductions,
and that the City determines that such deduction is for a legitimate program, the provisions under
such a program are not substantially similar to programs already offered through payroll
deduction, and further, that at least sixty percent (60%) of the bargaining members declare
interest (in writing) in enrolling in such a program.

No other employee organization's dues shall be deducted from any employee's pay for the
duration of this Contract.

The Union agrees to hold the Employer harmless should any deductions be found to have been
unlawfully, illegally or improperly taken. Further, the Union agrees to indemnify the Employer
and to provide legal counsel in defending any action claiming that a deduction has been
unlawfully, illegally or improperly made and will further reimburse the Employer for any payments
made by the Employer as a result of any finding by an administrative agency or court of law that
it has unlawfully, illegally or improperly made deductions.

Section 3.2 Fair Share Fee. Bargaining unit employees who are not members of the Union
shall, as a condition of employment, pay to the Union a fair share fee. The amount of the fair
share fee shall be determined by the Union, but shall not exceed dues paid by members of the




Union who are in the bargaining unit. Such fair share fee shall be certified by the Union to the
Employer at such time during the term of this Contract as necessary to be accurate. Such
payment shall be subject to an internal Union rebate procedure meeting all requirements of state
and federal law.

For the duration of the Contract, such fair share fee shall be automatically deducted by the
Employer from the payroll check of each bargaining unit employee who is not a member of the
Union. One-half (1/2) of the automatic deduction shall be made in the first two pay periods of
each month. The Employer agrees to furnish the Assistant Director of the Union once each
calendar month, a warrant in the aggregate amount of the fair share fees deducted for that
calendar month, together with a listing of the bargaining unit employees for whom said
deductions are made.

The automatic deduction shall be initiated by the Employer whenever a bargaining unit employee
who is not a member of the Union has completed the employee’s first sixty (60) days of
employment.

The Union agrees to hold the Employer harmless should any deductions be found to have been
unlawfully, illegally or improperly taken. Further, the Union agrees to indemnify the Employer
and provide legal counsel in defending any action claiming that a deduction has been unlawfully,
illegally or improperly made and will reimburse the Employer for any payments made by the
Employer as a result of any findings by an administrative agency or court of law that it has
unlawfully, illegally or improperly made deductions.

Section 3.3 Bulletin Boards. The City agrees to provide bulletin board space at Department
headquarters. Union bulletins and Union material will be permitted to be posted on this bulletin
board space. Non-bargaining unit members shall not be permitted to remove, add to or alter the
material posted on this designated space unless said material contains obscene, racially or
sexually offensive material.

Section 3.4 Meeting Locations. The Union shall be permitted, upon prior notification to the
Chief of Police, to hold meetings, for the bargaining unit membership, at police headquarters or
other City building, room or facility. The notification required under this Section shall be in writing
(hard copy or e-mail), shall be delivered to the Chief, or the Chief's designee, at least forty-eight
(48) hours prior to the time of the meeting, and shall state the date, time, and requested location
of the meeting.

The Employer agrees to hold the requested location open for use by the Union on the date and
at the time specified in the Union’s notification to the Chief. However, if it is not practicable for
the Employer to provide the requested location to the Union, the Employer will so notify the Union
and make every effort to provide for an alternate meeting location in another City building, room
or facility. No employee shall attend the above-referenced meetings while on duty without
receiving prior approval from the Chief of Police or the Chief's designee. Such approval shall not
be unreasonably withheld.

No bargaining unit employee or member of the Union shall be obligated or asked to divulge to
the Employer information discussed at said meetings.



Section 3.5 Ballot Boxes. The Union shall be permitted, upon prior notification to the Chief of
Police, to place a ballot box at Department headquarters for the purpose of collecting members’
ballots on all Union issues subject to ballot. Such box shall be the property of the Union and
neither the ballot box nor its contents shall be subject to the Employer’s review.

Section 3.6 Use of Intra-Department Mail. The Union shall be permitted to utilize the intra-
departmental mail (including electronic mail) system for the purpose of providing information
pertaining to Union business or bargaining unit representation, to bargaining unit employees. The
Union agrees that the use of the mail system will be reasonable and limited to providing
information that is necessary for the normal conduct of Union business or bargaining unit
representation. All mail placed into the mail system by the Union shall be the property of the
bargaining unit employees to whom it is addressed, shall be clearly labeled as Union mail, and
such mail shall not be subject to the Employer's review.

Section 3.7 Use of Employer’s Property/Equipment. When possible, a Union representative
will give advance notice and obtain approval from the Chief or the Chief's designee if the Union

intends to use the Employer's equipment or property for Union business or other non-work related
activities. In the Chief's or designee's absence, notice shall be given to and approval obtained
from the shift supervisor at the time. Permission of the Chief or the Chief's designee to use the
equipment or property will not be withheld without a valid reason.

ection 3.8 Bargaining Unit Representatives. Representatives of the Union shall be permitted
to transact official Union business at Departmental work sites at all reasonable times, provided
that this shall not interfere with or interrupt normal Department operations.

The bargaining unit is authorized to select one (1) employee representative and two (2) alternates
to conduct bargaining unit business. The employee representative, upon giving reasonable notice,
and upon receiving authorization from the Communications Supervisor, or in Communication
Supervisor's absence the Technical Services Bureau Commander, shall be allowed reasonable
time off during regular working hours to investigate a grievance, consult with the Employer in
addressing labor/management issues, process a grievance, or assist in the settlement of a
dispute. Permission to perform these functions shall not be unreasonably denied.

Section 3.9 Negotiating Committee. On days when actual negotiation sessions are
scheduled, representatives will have their work schedule altered to day shift provided said change
can be made without creating any overtime obligation to the City and it does not take any shift
below minimum staffing levels as determined by the Police Department. The Union will notify the
Employer of the names and normal work schedules of representatives whose schedules need to
be changed prior to the first negotiation meeting. No members of the Union negotiation
committee will be allowed to attend work sessions of the negotiation committee while on duty if
their attendance would reduce staffing during said time period below minimum staffing levels as
set by the Police Department. No overtime obligation shall be incurred by the City as a result of
any bargaining unit member attending work sessions or any other sessions related to
negotiations. Time spent by a bargaining unit member attending work sessions, negotiations, or
any Union related business outside their scheduled shift, shall not constitute hours worked.




ARTICLE 4
NONDISCRIMINATION

Section 4.1 Joint Pledge. The provisions of this Contract shall be applied equally to all
employees without regard to age, sex, sexual orientation, gender identity, genetic information,
race, color, religion, political affiliation, disability national origin, military status, veteran status,
pregnancy, ancestry, or marital status.

Section 4.2 Employer Pledge. The Employer agrees to not interfere with the right of the
employees to become members of the Union. There shall be no disparate treatment, interference,
restraint or coercion by the Employer or any representative of the Employer against any employee
because of Union membership or because of any lawful employee activity in an official capacity
on behalf of the Union.

Section 4.3 Union Pledge. The Union, within the terms of its constitution and bylaws, to the
extent said terms are legal and in compliance with state and federal law, agrees to not interfere
with the desires of any employee of the bargaining unit to become and remain a member of the
Union. The Union agrees to fairly represent all employees of the bargaining unit subject to the
provisions and procedures set forth in Sections 4117.11(B) and 4117.12 of the Revised Code.

ARTICLE 5
MANAGEMENT RIGHTS

Section 5.1 Management Rights. Except as specifically limited herein, the Employer shall have
the exclusive right to manage the operations, control the premises, direct the working forces, and
maintain efficiency of operation of employees. Specifically, the Employer's exclusive management
rights include, but are not limited to, the sole right to:

A. hire, discipline and discharge for just cause, layoff, and promote;

B. promulgate and enforce reasonable employment rules and regulations;

C. reorganize, discontinue, or enlarge the Police Department;

D. transfer employees (including the assignment and allocation of work) within the Police
Department;

E. introduce new and/or improved equipment, methods and/or facilities, to determine

work methods;

F. determine the size and duties of the work force, the number of shifts required, and
work schedules;

G. establish, modify, consolidate, or abolish jobs (or ranks); and,

H. determine staffing patterns, including but not limited to assignment of employees,
numbers employed, duties to be performed, qualifications required, and areas worked.



The exercise of the above listed management rights is subject only to the restrictions and
regulations governing the exercise of these rights as are expressly provided herein and/or as
permitted or provided by applicable law.

An employee or the employee’s Union representative may raise a legitimate complaint or file a
grievance based upon the provisions of this Article.

ARTICLE 6
LABOR/MANAGEMENT MEETINGS

Section 6.1 Meetings. In the interest of sound labor/management relations, upon request of
either party, at a mutually agreeable date and time, not more than four (4) representatives of
the Employer shall meet with not more than three (3) Union employee representatives and one
(1) non-employee Union representative to discuss pending issues and/or problems and to
promote a more harmonious labor/management relationship. Upon either party’s request these
meetings will be held at least semi-annually at mutually agreeable times, but may be held more
often by agreement.

An agenda will be exchanged by the parties at least five (5) working days in advance of the
scheduled meeting with a list of matters to be taken up in the meeting and the names of those
representatives from each side who will be attending. All matters on the agenda requested by
the parties to be discussed, will be discussed. The purpose of such meeting shall be to:

A. discuss the administration of this Contract;

B. discuss grievances which have been processed beyond the final Step of the Grievance
Procedure, when such discussions are mutually agreed to by the parties;

C. disseminate general information of interest to the parties, or discuss potential
grievances when agreed to by both parties.

D. consider and discuss health and safety matters relating to employees; and,
E. discuss any other items the parties mutually agree to discuss.
ARTICLE 7

SAFE EQUIPMENT

Section 7.1 Safe Equipment. The Employer will furnish and will maintain in good working
condition the necessary tools, facilities, vehicles, supplies and equipment required for employees
to safely carry out their duties. Employees are responsible for reporting unsafe conditions or
practices, for avoiding negligence, and for properly using and caring for tools, facilities, vehicles,
supplies, and equipment provided by the Employer.



ARTICLE 8
GRIEVANCE PROCEDURE

Section 8.1 Definition. A "grievance” is an allegation by one or more employees that there has
been a breach, misinterpretation, or improper application of this Contract. It is not intended that
the Grievance Procedure be used to effect changes in this Contract, nor in those matters not
covered by this Contract.

Section 8.2 Jurisdiction. If exclusive administrative relief of a judicial or quasi-judicial nature
is provided for by the statutes of the State of Ohio, or of the United States, for review or redress
of specific matters (such as civil rights, etc.) such matters shall not be subject to this Grievance
Procedure, or be processed hereunder. Except as provided above, the Grievance Procedure, as
set forth in this Article, shall be the exclusive remedy for bargaining unit employees.

Section 8.3 Qualifications. All grievances must proceed through the Grievance Procedure
described in Section 8.5 of this Contract, and be presented at the proper step and time in
progression in order to be considered at subsequent steps. The proper step to initiate the
grievance is Step 1 unless the occurrence that gave rise to the grievance originates at another
step. The grievant may either initiate a grievance at Step 1 or at the step at which the occurrence
which gives rise to the grievance originates. A grievance shall be considered withdrawn at any
point where an employee submits a written statement to that effect, or where time requirements
at any step have lapsed, without further appeal by the employee.

Any grievance not answered by the employer within the stipulated time limits, may be advanced
by the employee to the next Step in the Grievance Procedure. All time limits on grievances set
forth herein, may be extended only by mutual written consent of the parties.

A grievance may be brought by an aggrieved employee covered by this Contract. Where more
than one (1) employee desires to file a grievance involving an incident affecting several employees
in the same or similar manner, one (1) employee shall be selected by the bargaining unit to
process the grievance. Each aggrieved employee who desires to be included in the grievance shall
sign the grievance.

Section 8.4 Grievance Form. The aggrieved employee shall use a written grievance form which
shall provide the following information:

A. grievant's name and signature;

B. date, time and location of grievance;

C. description of incident giving rise to the grievance;
D. article or section of the Contract allegedly violated;
E. date grievance was first discussed;

F. name of supervisor with whom grievance was first discussed;



G.

H.

date grievance was filed in writing; and,

desired remedy to resolve the grievance.

The bargaining unit shall be responsible for its accounting, duplication and distribution of
grievance forms.

Section 8.5 Grievance Procedure. It is the mutual desire of the Employer and the bargaining
unit to provide for prompt adjustment of grievances, with a minimum amount of interruption of
the work schedules. Every reasonable effort shall be made by the Employer to effect the
resolution of grievances at the earliest possible step. In furtherance of this objective, the following
procedure shall be followed:

A.

Step 1 - Informal. The employee shall orally present the grievance to the employee's
immediate supervisor within fourteen (14) calendar days from the time the employee
becomes aware of the occurrence which gave rise to the grievance. The immediate
supervisor shall investigate and provide an appropriate answer within fourteen (14)
calendar days following an informal meeting at this Step. There shall be no prohibition
against having a grievance representative present.

Step 2 - Chief of Police. If the grievance is not resolved in Step 1, and the employee
wishes to proceed to Step 2, the employee shall reduce the grievance to writing and
shall, within seven (7) calendar days of the answer at Step 1, present the written
grievance to the Chief of Police or the Chief's designee. The Chief of Police or the
Chief's designee shall investigate and respond, in writing, to the employee within
fourteen (14) calendar days following the presentation of the grievance to Step 2.

Step 3 - City Manager. If the grievance is not resolved in Step 2, and the employee
or the Union Staff Representative wishes to proceed to Step 3, the employee shall
present the written grievance to the City Manager or the City Manager's designee
within seven (7) calendar days from receipt of the Step 2 answer. The City Manager
or the City Manager's designee shall investigate the matter and shall meet with the
employee and the employee’s desired representative within fourteen (14) calendar
days of the receipt of the grievance. A written response to the grievance shall be
provided to the employee(s) within fourteen (14) calendar days following the meeting
at Step 3.

Step 4 - Arbitration. If a grievance is not satisfactorily resolved at Step 3, the Union
Staff Representative may submit the grievance to Arbitration. If a written notice of
intent to file under the Arbitration Procedure is not received by the City Manager or
the City Manager’'s designee within fourteen (14) calendar days following the date of
the response outlined in Step 3, the grievance shall be considered resolved. After
receipt of a request to arbitrate from the Union, a designee of the City Manager and
the Union shall attempt to agree on an arbitrator. The parties shall make a joint
request to the Federal Mediation Conciliation Service for a panel list of nine (9)
arbitrators. The parties shall then choose an arbitrator by alternately striking names
from the list until such time as one (1) name remains as the arbitrator chosen by the




parties. Prior to beginning the striking procedure, either party may reject the list and
submit a request for another list from the arbitration tribunal.

In issuing an award, the arbitrator shall be limited to the enforcement of the specific
provisions of the Contract. The arbitrator may not alter, amend, modify, add to or
subtract from the provisions of the Contract.

The question of arbitrability of a grievance, may be raised by either party at any
point in the grievance procedure, on the grounds that the matter is not arbitrable or
beyond the arbitrator’s jurisdiction. The first question to be placed before an
arbitrator will be whether or not the alleged grievance is within the purview of the
arbitrator. The question of arbitrability will be heard and answered before
proceeding on the merits.

Thereafter, the alleged grievance will be heard on its own merits before the same
arbitrator. The decision of the arbitrator shall be final and binding. The arbitrator
shall be without authority to recommend any right to relief on any alleged grievance
occurring at any other time than the contract period in which the right originated.
The arbitrator shall not establish any new or different wage rates not negotiated as
part of the Contract. In case of discharge, suspension or reduction, the arbitrator
shall have the authority to award modification of said discipline.

The arbitrator shall render, in writing, the arbitrator’s findings and award as quickly
as possible within thirty (30) calendar days after the hearing is closed and post-
hearing briefs are submitted, if necessary. The arbitrator shall forward such findings
and award to the City Manager, or the City Manager’s designee, and to the
FOP/O.L.C. Representative, or the FOP/O.L.C. Representative’s designee.

Any employee who is expected to testify, and whose testimony is relevant to the
arbitration, shall be released with pay to attend the hearing, provided that the
hearing is held during the employee’s regular work hours. Any expense related to
any non-employee witness(es) shall be borne by the party requesting the non-
employee attendance at the arbitration hearing.

Both the Union and the Employer shall share equally in the cost of the arbitration
proceedings.

Section 8.6 Right to Representation. A grievant has a right to representation at all Steps of
the Grievance Procedure and shall have an opportunity to fairly present the grievance case by
presentation of witnesses and/or other pertinent information. The grievant and appropriate
witnesses shall be entitled to be present at any Step in the Grievance Procedure and shall not
lose pay as a result of such attendance, if a meeting is scheduled during working hours. Grievance
meetings shall be scheduled at mutually agreeable times.

Section 8.7 Extension of Time Limits. It is the Employer's and the Union’s intention that all
time limits in the above grievance procedure shall be met. However, to the end of encouraging
thoughtful responses at each Step, the Union’s and the Employer's designated representative may
mutually agree, at any Step, to short-term time extensions. But any such agreement must be in




writing and signed by the parties. In the absence of such mutual extensions, if no response is
forthcoming within the specific time limits, the grievance will be moved to the next Step in the
Procedure. However, if no response is forthcoming and the employee desires to receive a
response, the employee can request that the particular official at the applicable Step respond in
writing. The employee will hand deliver a memorandum to both the Chief or the Chief’s designee
and the Director of Human Resources or the Director of Human Resources’ designee requesting
such a response. The applicable official will then respond within seven (7) calendar days from the
receipt of the memorandum. If a response is not forthcoming within the seven (7) calendar day
period the grievance is presumed granted by the City in full and the City shall implement the
requested remedy, except if the requested remedy would constitute a violation of law.

ARTICLE 9
INTERNAL REVIEW PROCEDURES

Section 9.1 Scope. Except for the informal procedure for non-serious complaints or alleged
non-serious offenses described in Section 9.3 below, the investigative procedures set forth in this
Article shall be followed whenever an employee is suspected of or charged with an act which
could result in disciplinary action or criminal charges being filed against the employee.

Section 9.2 Informal Process for Non-Serious Complaints or Offenses. In recognition of
the fact that many types of complaints are of a very minor or non-serious nature which can be

resolved at an initial, informal stage, the following procedure may be adhered to where an
informal resolution is likely to occur.

After a complaint is received or phoned in and is memorialized in writing by the employee taking
the complaint, an informal process may be initiated for resolution of minor infractions or non-
serious allegations. The investigating supervisor, whether a Communications Supervisor, Shift
Sergeant, Support Services Lieutenant, or Chief, may approach the employee and attempt to
gather the facts about the allegation from the employee. At that time, the investigating supervisor
shall notify the accused employee of the nature of the complaint. If the complaint cannot be
resolved at this informal level or the charged employee elects not to make any statement, the
official investigative procedure will be put into place as identified in the remaining sections of this
Article. If other, more serious allegations other than those initially charged are raised during the
informal investigation, the matter will be immediately transferred to the formal process and
subject to progressive discipline. Cases processed and resolved at the informal level may result
in no more than a letter of reprimand. If the matter is not resolved at the informal level, it shall
be set for a meeting and subject to the principles of progressive discipline.

If the matter is not informally resolved, a meeting shall be set with the accused employee within
seventy-two (72) hours at the direction of the Chief of Police or the Chief's designee. The
employee, at the employee’s choosing, may bring a representative to this meeting. The purpose
of this meeting is to formally provide the accused employee with the complaint in writing. At that
time, the Communications Supervisor will again be permitted to gather information pertinent to
the complaint from the accused employee with the presence of a representative.

Section 9.3 Notification. An employee shall be informed of the nature of the investigation
(whether disciplinary or criminal) and shall be provided written notice of the specific factual




allegations made against the employee (except at the informal level), including a copy of the
written complaint made against the employee, prior to any questioning. If either felony or
misdemeanor charges are contemplated, the employee shall be informed of the employee’s
constitutional rights in advance of any questions.

Section 9.4 Right to Representation. All questioning sessions shall be scheduled so that the
employee has an opportunity to obtain representation from the Union. The Union representative
or attorney shall be permitted to be present at any questioning and shall be afforded a reasonable
opportunity to consult with the employee during questioning.

Section 9.5 Conduct of Questioning. As used in this Article, questioning refers to any
investigation, internal affairs review, or interrogation whether or not the employee is to be
guestioned. The following rights are accorded to the employee subject to questioning:

A. Any questioning of an employee will be conducted at hours reasonably related to the
employee’s shift, preferable during the employee’s working hours. Such sessions shall
be for reasonable periods of time, and time shall be allowed during such questioning
for rest periods and for an employee's attendance to physical necessities.

B. Before an employee may be charged with insubordination or like offenses for refusing
to answer questions or participate in any investigation, the employee shall be advised
that such conduct, if continued, may be made the basis for such a charge; except that
an employee who refuses to answer questions or participate in any investigation shall
not be charged with insubordination or like offense for such refusal as permitted on
an exercise of the employee’s constitutional rights in a criminal matter.

C. Such questioning shall be recorded by the Employer at the request of either party.
Tapes will be made by the Employer and may also be made by the employee and/or
Union representative or attorney. The employee and Union representative or Union
attorney will be afforded the opportunity, upon written request directly to the Chief or
the Chief's designee, to listen to make personal notes regarding a tape made of the
employee’s interview by the Department.

D. Any statements or evidence obtained in the course of questioning through the use of
threats, coercion or promises other than notification that the employee may be
charged with insubordination shall not be admissible in any subsequent criminal action
or internal proceeding. However, explaining to an employee that potential corrective
action could result if the employee continues to refuse to answer questions or
participate in an investigation shall not be considered as such threats, coercion or
promises, subject to provisions of paragraph (B) of this Section.

E. In the course of questioning, an employee may only be given a polygraph examination
with the employee’s consent. The results of this examination cannot be used in any
subsequent criminal action. Where consent is given, a polygraph examiner shall be
chosen by mutual agreement of the Employer and the Union.

Section 9.6 Access to Tapes and Documents. Once the investigation is completed, and no
later than two (2) days after requested, and reasonably in advance of any Pre-Disciplinary




Conference, the employee who is subject to questioning, and the employee’s Union representative
or attorney where one is involved, will be provided access to transcripts, records, written
statements, and tapes pertinent to the case, including transcripts of questioning asked and
response to polygraph examinations.

Section 9.7 Citizen Complaint. In order for a citizen complaint to be considered as possible
grounds for disciplinary action, it must be reduced to writing and signed by the citizen within
thirty (30) calendar days after the date of the alleged event upon which the complaint is based.
If the incident alleges conduct which, if true, could lead to criminal charges, the thirty (30) day
requirement shall not be applicable.

Section 9.8 Initial Investigation. All complaints, internal investigations and Departmental
charges should initially be under the province of the Communications Supervisor. If the
Communications Supervisor is not on-duty, the Officer-In-Charge (O.1.C.) will be responsible for
noting the incident and forwarding it to the Communications Supervisor or the Support Services
Lieutenant no later than forty-eight (48) hours after the incident. When the incident is forwarded,
the Communications Supervisor will investigate and make recommendations to the Chief. If the
Communications Supervisor is not available within forty-eight (48) hours of the alleged incident
or on the Monday following the alleged incident if it occurs on the weekend, the Support Services
Lieutenant will investigate and make recommendations to the Chief. If the claim is made that any
provisions of this Article are violated by the Employer, such violations shall be subject to the
Grievance Procedure beginning at Step 2.

ARTICLE 10
DISCIPLINE

Section 10.1 Discipline for Cause. No bargaining unit employee shall be reprimanded,
suspended, reduced in pay, or removed, except for just cause. The Employer may take this type
of action while the employee is on duty; working under color of employment for the Employer;
or off-duty as an employee of the Department or while engaged in conduct that might affect the
employee’s ability to perform duties as an employee. The employee may not be disciplined for
actions on the employee’s own personal time that do not reflect directly on the Department, do
not violate any State or Federal statutory provisions, or off-duty employment Departmental
Standards of Conduct, Rules and Regulations. Incompetency, inefficiency, dishonesty,
drunkenness, immoral conduct, insubordination, discourteous treatment or neglect of duty,
absence without leave, or any conduct unbecoming an employee, or any other acts of
misfeasance, malfeasance or nonfeasance, or violations of any Dublin Police Department General
Orders shall be cause for disciplinary action.

Section 10.2 Progressive Discipline. Except in instances where an employee engages in
serious misconduct, the facts and circumstances of which could justify suspension or discharge,
discipline will be applied in a progressive manner. Progressive discipline shall take into account
the nature of the violation, an employee's record of discipline, and the employee's record of
conduct.

Ordinarily, a progressive disciplinary action will involve an oral reprimand before a written
reprimand, a written reprimand before a suspension, and a suspension before reduction in pay
or removal for a repeated, similar, or related offense. The commission of a repeated or related



offense for which an oral reprimand has been given, permits, but does not require, the Employer
to issue a written reprimand. Should a written reprimand be issued, the Employer is permitted,
but not required, to issue a suspension for the commission of a related offense of the same,
similar, or related nature. Should a suspension be issued, the Employer is permitted, but not
required, to reduce in pay or remove the employee for the commission of a repeated offense of
the same, similar, or related nature.

In all instances of discipline, the Employer shall only impose a disciplinary penalty commensurate
with the offense, which, where practicable, may assist the employee in correcting whatever action
or behavior is deemed inappropriate. Nothing herein precludes the Employer from utilizing
positive steps, including counseling, to correct an employee's inappropriate action or behavior.

When disciplinary action is first proposed, the employee and employee’s representative will be
allowed an opportunity, if desired to meet with the appropriate supervisor to discuss the proposed
discipline.

Section 10.3 Disciplinary Action. The prerogative to issue oral reprimands and written
reprimands rests solely within the Departmental hierarchy of authority. Where there is reason to
believe that an employee is guilty of an offense which might lead to suspension without pay,
reduction in pay or rank, or removal, the Chief has the responsibility to specify charges and the
proposed penalty against the employee, which charges shall be heard in a Pre-Disciplinary
Conference, as established in Section 10.4. In specifying charges, the Chief shall provide the
employee with all evidence supporting the charges.

Section 10.4 Pre-Disciplinary Conference. When charges are specified by the Chief, a Pre-
Disciplinary Conference shall be scheduled to give the employee an opportunity to offer an
explanation of the alleged offense/misconduct. Pre-Disciplinary Conferences will be conducted
by the City Manager, or the City Manager’s designee.

Not less than seven (7) calendar days prior to the scheduled Pre-Disciplinary Conference, the
Chief will provide the employee with written notice of the preferred charges. The employee may
choose to:

A. appear at the Conference to present an oral or written statement in the employee’s
defense;

B. appear at the Conference with a Union representative or attorney; or,

C. elect to waive (in writing) the opportunity to have a Pre-Disciplinary Conference.

At the Pre-Disciplinary Conference, the City Manager, or City Manager’s designee, will ask the
employee or employee's representative to respond to the preferred charges. At the Pre-
Disciplinary Conference, the employee or the employee’s representative shall be permitted to
offer testimony and evidence in the employee’s defense, call witnesses material to the employee’s
defense, and confront the employee’s accusers. The employee or the employee’s representative
shall provide a list of witnesses to the City Manager or the City Manager’'s designee as far in
advance as possible, but no later than two (2) calendar days prior to the Pre-Disciplinary



Conference. It is the employee's responsibility to notify the employee’s witnesses that the
employee desires their attendance at the Pre-Disciplinary Conference.

A written report will be prepared by the City Manager, or the City Manager's designee,
summarizing the findings of fact and disciplinary penalty to be imposed, if any. A copy of this
written report will be provided to the employee or the employee’s representative within fourteen
(14) calendar days following the Conference. Pre-Disciplinary Conferences shall be tape-recorded.
A copy of the recording shall be furnished to the employee, the Union representative, or the
employee’s attorney, upon request, within forty-eight (48) hours of the close of the Conference.
The employee may also record the Conference.

Any imposition of discipline shall be accomplished in such a manner that will not embarrass the
employee before other employees or the public.

Section 10.5 Copy of Discipline Record. Whenever a disciplinary action is taken which results
in a disciplinary action of record, (Section 10.2), the employee shall be given a copy of such
record.

Section 10.6 Appeal. The Union may elect to appeal the disposition made by the City Manager
or the City Manager’s designee directly to arbitration as provided in Section 8.5 D. of this Contract.
In the event the Union wishes to appeal such decision to arbitration, written notice of the intent
to file such an appeal under the Arbitration procedure must be received by the City Manager or
the City Manager's designee within fourteen (14) calendar days of the City Manager's, or the City
Manager’s designee's, written determination.

ARTICLE 11
PERSONNEL RECORDS

Section 11.1 Personnel File. One (1) official personnel file shall be maintained for each
employee and shall be in the custody of the Division of Human Resources. The personnel file shall
contain all the official records of the City regarding an individual employee with the exception of
medical records which shall be maintained in a separate file pursuant to applicable Federal and
State Law and which shall be considered confidential. Where past disciplinary actions or
allegations of misconduct are relevant to considerations of future disciplinary action or promotion,
only those disciplinary actions of record contained in the personnel file shall be considered. An
employee may review the employee’s own personnel file at reasonable times in the presence of
the Director of Human Resources, or the Director of Human Resources’ designee, upon written
request to the Director of Human Resources or the Director of Human Resources’ designee.
During the term of this Contract, each employee may obtain one (1) copy of the employee’s own
entire personnel file at no cost. This copy shall be provided upon request from the employee and
within a reasonable period of time. All other copies of documents shall be made available to the
employee at a reasonable charge. Anytime a document is placed in the employee's personnel
file, the employee shall be forwarded a copy of such document, with the exception of selection
records and materials created prior to the employee's date of appointment (e.g. background
investigations, polygraph examination, reference checks, criminal record checks, interview
appraisal forms and evaluation profiles, etc.); such selection records/materials shall be made
available for inspection of the employee upon request to the Director of Human Resources or the
Director of Human Resources’ designee. The confidentiality of matters contained in the personnel
files shall be the responsibility of the Director of Human Resources or the Director of Human



Resources’ designee who shall release only such information required by law and then only to
those persons with a legitimate right to the information, subject to the provisions of the Ohio
Privacy Act, Ohio Public Records Act, or other applicable Federal or State Law. In the event a
legitimate request is made to inspect or obtain copies of records from an employee's personnel
file, the City will make a reasonable attempt to notify the employee that such a request has been
made.

Section 11.2 Retention of Records. All actions of record, including appointment, evaluations,
promotions, reprimands, dismissals, suspensions, will be maintained in each employee's
personnel file throughout the employee’s period of employment. Record of documented oral
reprimands will not be considered for purposes of future disciplinary action more than six (6)
months after issuance provided that no repeated offense(s) of a same or similar nature have
occurred within said six (6) month period following issuance. Record of written reprimands will
not be considered for purposes of future disciplinary action more than twelve (12) months after
issuance provided that no repeat offense(s) of a same or similar nature have occurred within said
twelve (12) month period following issuance. Suspensions of less than thirty (30) days will not
be considered for purposes of future disciplinary action more than three (3) years after issuance
provided that no repeated offense(s) of a same or similar nature have occurred within said three
(3) year period following issuance.

In the event that a repeated offense(s) of a same or similar nature occurs during the appropriate
time limit(s), the initial disciplinary action shall be considered for the duration of the time period
for which the most recent documented disciplinary action will remain in effect, pursuant to this
Article.

Section 11.3 Inaccurate Documents. If, upon examining the employee’s own personnel file,
an employee has reason to believe that there are inaccuracies in documents contained therein,
the employee may write a memorandum to the Director of Human Resources explaining the
alleged inaccuracy. If the Director of Human Resources concurs with the employee's
contentions, the Director of Human Resources shall either correct or remove the faulty
document or attach the employee's memorandum to the document and note thereon his
concurrence with the memorandum. The Director of Human Resources may also attach the
memorandum to the document and note any disagreement with memorandum'’s contents.

ARTICLE 12
WORK RULES

Section 12.1 Work Rules. The Employer agrees that, to the extent possible, work rules shall
be reduced to writing and provided to all employees in advance of their enforcement. Any
allegation by an employee that a work rule or Departmental directive is in violation of this
Contract, or has not been applied or interpreted uniformly to all employees, shall be a proper
subject for a grievance.



ARTICLE 13
POLITICAL ACTIVITY

Section 13.1 Political Activity. In addition to other rights, as permissible by law:

A. An employee is permitted outside the City to actively participate in partisan political
activity, provided that an employee undertakes such activity while off-duty, not in
identifiable uniform, and does not represent that such activity is either undertaken in
the employee’s official capacity as an employee of the Employer or is sanctioned by
the Employer.

B. An employee is permitted within the City to exercise the employee’s rights as a citizen
to express the employee’s personal opinions and to cast the employee’s vote.
However, an employee shall not:

1. orally or in writing solicit or in any manner be concerned with soliciting any
assessment, subscription or contribution of any type for any political party
or political purpose whatsoever from any person holding a position in the
service of the Employer;

2. make any contribution to the campaign funds of any candidate for a City
elective office for the actual or apparent purpose of influencing said
persons or receiving favors of any nature from said persons; and,

3. become actively involved in the elective process or campaigns for any City
elective office.

ARTICLE 14
SENIORITY

Section 14.1 Seniority. For purposes of this Contract, "Seniority" shall be defined as total
continuous service when hired as a full-time employee within the Communications Center.
Seniority shall begin to accumulate on the date an individual becomes employed in a full-time
position within the Communications Center; however, should more than one (1) individual be
hired on the same day, seniority preference will be determined by the individual's relative ranking
on the Final Eligibility List. An individual with a higher ranking shall always receive seniority
preference over an individual with a lower ranking. Methods for determining seniority prior to the
effective date of this contract shall not be affected. Continuous service shall reflect the
uninterrupted service of an employee as calculated by years/days of service. Continuous service
shall be interrupted only when a "break in service" occurs.

A "break in service" shall occur in the following instances:
A. Removal/Dismissal
B. Failure to return from an authorized leave of absence

C. Resignation/Separation from a position within the Communications Center.



An employee who has a "break in service" and who is subsequently rehired or reinstated, shall
not receive continuous service credit and will be placed at the bottom of the seniority list.

The following shall not constitute a break in service:
A. If an employee is reinstated due to the disaffirmance of removal or layoff;

B. When an employee leaves the employee’s position as a Communications Technician
for a promotion or lateral move within the Communications Center.

Section 14.2 Application of Seniority - Vacation Leave. When vacation leaves are to be
scheduled on an annual basis, and where in these instances there are two (2) or more employees

requesting vacation leave for the same period of time, the employee with the greater seniority
shall be granted the request, if the request is granted at all.

Section 14.3 Application of Seniority - Shift Assignments. Assignments to shift and shift
slots shall be posted for fifteen (15) days and shall be made by means of seniority unless the
Chief determines that the effective operation of the Department dictates that seniority not be the
determining factor for shift assignments and shift slots. Employees shall be given at least fifteen
(15) days’ notice of a change in shift assignments or shift slots. Employees who are serving in
their original appointment probationary period shall not have an opportunity to compete for a
new shift, unless their probationary period is completed prior to January 5™ of the following year.

By November 1% of each year, the Department shall post a shift schedule for the upcoming year.
The Communications Supervisor shall present the proposed schedule to the most senior
Communications Technician. That individual shall have twenty-four (24) hours to decide which
position on the proposed schedule they desire. Once the most senior Communications Technician
makes a shift selection, the most senior Communications Technician shall communicate such
selection to the Communications Supervisor via e-mail. The Communications Supervisor will log
the selection on the master schedule and pass the schedule along to the next most senior
Communications Technician for shift selection. This procedure will continue until each
Communications Technician has made a bid for a shift. The new shift assignments will go into
effect February 1 for 2019 and 2020.

Section 14.4 No Posting Response. In instances where shift assignments, as set forth in
Section 14.3 are posted and no employees respond to the posting, the Chief reserves the
discretion to make such assignments based upon the needs of the Department.

ARTICLE 15
EMPLOYEE ASSISTANCE PROGRAM

Section 15.1 Employee Assistance. The Employer and the members of the bargaining unit
recognize that a wide range of personal difficulties/problems in the lives of employees may affect
work performance and that most personal difficulties/problems can be successfully resolved
provided they are identified and referred to an appropriate source of assistance.




The Employee Assistance Program (EAP) is provided by the Employer to assist employees and
their families in dealing with a wide range of personal difficulties/problems. This range of personal
difficulties/problems may include mental, emotional, financial, family, marital, employment-
related stress, drug abuse, alcoholism, legal, elder-care/aging, spiritual, career, illness/disability,
or other such difficulties/problems.

The purpose of the EAP shall be to help employees and their immediate family members deal
with the kinds of difficulties and problems identified above by linking them with resources that
can: provide appropriate help; reduce job performance problems; retain valued employees.

When an employee or someone in the employee’s immediate family is experiencing a problem,
whether or not such problem affects the employee's job performance, the employee and/or
immediate family members are strongly encouraged to seek assistance through the EAP.

Section 15.2 Coverage Terms & Conditions. Under the coverage terms of the EAP,
employees and/or their immediate family members shall each be entitled to unlimited assessment

and referral and a maximum of six (6) sessions per problem, at no cost to the employee or family
member, for problems amenable to short-term counseling intervention. Employees and/or family
members are encouraged to access available benefits, as provided by the City medical benefits
program, for counseling/treatment beyond the six (6) session limit.

Section 15.3 Other EAP Terms & Conditions. The Employer and the members of the
bargaining unit agree that:

A. Participation in the EAP shall be strictly voluntary, except where the completion of an
EAP is required to satisfy the conditions of an imposed disciplinary measure or an
agreement to complete an EAP in lieu of discipline. However, employees and their
immediate family members who have problems they feel may affect their health, well-
being, and/or the employee's job performance, are encouraged to contact the EAP.

B. Employees and their immediate family members shall receive an offer of assistance to
help resolve such problems in an effective and confidential manner. All EAP issues
shall be handled in a confidential manner by the EAP provider consistent with federal
and state law. No information concerning the nature of individual personal problems
will be released without proper written consent from the employee and/or immediate
family member.

C. Nothing in this Article shall be interpreted as constituting a waiver of the Employer's
responsibility to maintain discipline or its right to take disciplinary action in accordance
with provisions of this Agreement. Normal disciplinary procedures shall remain
unaltered and use of the EAP shall not alter the responsibility of employees to maintain
an acceptable level of performance or acceptable behavior/conduct.

D. EAP-related appointments scheduled during normal work hours shall be scheduled
within the framework of the Employer's existing leave policies.



Supervisory personnel may encourage the use of the EAP, recognizing the fact that
many job performance difficulties may be related to a personal problem. However,
supervisory personnel shall refrain from diagnosing personal problems or
recommending specific solutions other than referral to the EAP.

Supervisory training is critical to the success of the EAP. In that regard, the Employer
will provide supervisory training, to be scheduled at the discretion of the Employer, to
enhance the knowledge of supervisory personnel concerning the proper methods to
be used when dealing with an employee who is experiencing personal or work-related
distress.

The Employer shall reserve the right to contract, at its sole discretion, with the
company/organization of its choice that will, in its judgment, provide the most cost
effective, meaningful, and responsive service to the Employer and employees.

ARTICLE 16
SUBSTANCE ABUSE AND TESTING

Section 16.1 Purpose. The Employer and the bargaining unit recognize that the ability of an

employee to properly perform the employee’s duties depends, in part, on a workplace which is
free of substances abuse. In an effort to maintain a safe and healthy work environment, to
promote public safety, to uphold the public confidence in the work performed by City employees,
to provide employees who may be drug or alcohol dependent with an opportunity for treatment
and for remaining productive employees of the Police Department, and in recognition that
substance abuse is a problem which, depending on individual circumstances, may require
intervention, rehabilitation, or discipline, it is the purpose of this Article to provide a method for
responding to the risks presented by the presence of substance abuse in the workplace by:

A.

Requiring employees to submit to drug/alcohol testing when the City has reasonable
suspicion to believe that an employee is under the influence of drugs or alcohol while
on City premises or on City business, or when an employee is involved in a work-
related accident or safety violation resulting in any of the following:

1. bodily injury (other than minor abrasions/contusions) requiring off-site
medical attention;

2. employee receives a traffic citation for a moving violation in connection
with a vehicular accident;

3. vehicular damage in apparent excess of $1,000;
4, non-vehicular property damage in apparent excess of $500;
5. any vehicular accident involving fatalities.

Dealing with incidents of substance abuse which present a reasonable likelihood of
risk to employees, the general public, or other employees of the Employer;



C. Providing assistance to an employee with drug or alcohol dependency problems; and

D. Disciplining an employee whose work performance is adversely affected by substance
abuse.

Section 16.2 Responsibility. Although it is the responsibility of every employee to be alert to
potential incidents of substance abuse in the workplace, it is the primary responsibility of
supervisors to initially respond to such incidents, particularly where circumstances are present
which pose a reasonable likelihood of risk to the public safety. Supervisors shall take such action,
not inconsistent with this Article, as they deem appropriate to eliminate the likelihood of risks
associated with any incident of potential substance abuse.

Section 16.3 Definitions. The following definitions shall govern this Article:

A. “Under the influence” means that the employee is impaired in the performance of the
employee’s duties by any illegal drug or alcohol, or the combination of any illegal drug
and alcohol.

B. “Legal drug” means prescribed drugs or over-the-counter drugs which have been

legally obtained for the user and are used for the purpose for which they were
prescribed and manufactured.

C. “lllegal drug” means any drug (1) which is not legally obtainable, or (2) which is legally
obtainable but has not been legally obtained and prescribed drugs not being used for
prescribed purpose.

D. “Reasonable suspicion” is an articulated belief that an employee is using illegal drugs
or misusing alcohol such that the employee’s work performance is impaired by the
presence of alcohol or illegal drugs. This articulated belief must be drawn from specific
and particularized objective behavior and conduct exhibited by the employee, and
reasonable inferences therefrom. Reasonable suspicion may be based upon an
employee’s slurred speech, odor, disorientation, abnormal appearance, conduct or
behavior, or other observable cause.

Section 16.4 Prohibited Conduct. For purposes of this Article, no employee shall, while
performing the employee’s duties for the Employer, while in the Employer's facilities or vehicles,
while in uniform, during their on-duty meal period, or while off-duty in public when wearing any
City-issued apparel which clearly identifies them as employees of the City:

A. be under the influence of alcohol; or

B. use or be under the influence of any illegal drug or while using any legal drug be
impaired to the point that the employee cannot satisfactorily perform the employee’s
assigned duties; or

C. unlawfully use, sell, purchase, transfer or possess an illegal drug.



Section 16.5 Inspections. Bargaining unit employees hereby understand that any building,
facility, structure, property, etc., or the contents there of (i.e. employee lockers, offices, desks,
etc.), owned or leased by the City shall be subject to unannounced inspection at any time by
appropriate supervisory personnel and City officials.

Section 16.6 Reasonable Suspicion Testing. An employee shall be tested for alcohol or illegal
drug usage when there is a reasonable suspicion that the employee is under the influence of
illegal drugs or alcohol, or an employee is involved in a work-related accident or safety violation
resulting in the incidents described in Section 16.1.

Section 16.7 Testing Determination. Upon determining that an employee must submit to
testing (whether urinalysis for drugs or breath for alcohol) because of reasonable suspicion or a
work-related accident or safety violation, the supervisor shall give the employee a reasonable
opportunity, prior to the test, to request the presence of or to seek the advice from a Union
representative.

The employee and the Union representative, if available, shall be given an opportunity to
communicate any information or other explanation relevant to the circumstances to the
supervisor. The supervisor shall then determine, after considering all of the circumstances,
whether the test shall be administered. If the supervisor determines that a test shall be given,
testing shall take place immediately after discussion with the employee and the Union
representative, if available, but in no case longer than one hundred and twenty (120) minutes
after the reasonable suspicion or the work-related accident or safety violation determination has
been made.

Should a Union representative not be readily available and the supervisor believes time is critical
in determining whether or not the employee is impaired, the supervisor may direct the employee
to submit to testing immediately. The Union representative, if available, may accompany the
employee to and be present with the employee at the collectionAesting site.

Section 16.8 Urine Samples. The collection and processing of urine samples shall, in the case
of drug testing, comply in all material and applicable respects to the procedures set forth in the
most recent revision of “DHHS: Mandatory Guidelines for Federal Workplace Drug Testing
Program” initially published on April 11, 1988 in 53 Federal Register 11970. The Employer shall
contract with a certified laboratory for the collection, processing and testing of urine samples.

Where the employee provides a sufficient urine sample at the time of the original sample
collection, this sample shall be split and placed in two (2) separate containers at the collection
site. In the presence of the employee at the testing site, and without ever leaving the employee’s
sight, each urine sample taken shall be placed in two sterile screw-capped, self-sealed, tamper-
resistant urine collection containers which shall each be sealed and labeled and then initialed by
the employee.

The collection of urine samples shall allow individual privacy unless there is reason to believe that
the employee being tested may alter or substitute the specimen to be provided. Should it be
determined by qualified personnel at the collection site that the employee has adulterated,
diluted, tampered in any way with the employee’s specimen, substituted another individual's
specimen for the employee’s own, or has otherwise obstructed the collection/testing process by



refusing to provide a valid specimen, such shall be considered as a “refusal to submit to testing”
and the employee shall be subject to appropriate disciplinary action. The sample within the first
container shall be sent, by the most expedient means available, to the testing laboratory as soon
as practicable on the day of the test. The sample within the second container shall also be sent,
by the most expedient means available, to the testing laboratory where it shall also be stored in
accordance with all applicable Federal guidelines and regulations.

Section 16.9 Drug Testing Procedure. The laboratory shall commence testing of the sample
within the first container only if the sample is received in an undamaged condition, properly sealed
and labeled, and properly initialed by the employee. The certified laboratory shall first conduct an
initial screening of this sample. If illegal drugs are found in the sample, then that sample shall
be submitted for confirmatory testing. The initial screening shall be accomplished by means of
Thin Layer Chromatography (TLC) or equally reliable testing methods, and the confirmatory test
shall be accomplished by means of Gas Chromatography/Mass Spectrometry (GS/MS).

If as a result of the initial screening and confirmatory test, the test result is positive, the employee
will be contacted directly by the Medical Review Officer (M.R.O.) at the testing company/lab and
will be given the opportunity to explain the reasons for a positive test result. Should the employee
offer an explanation that in the judgement of the M.R.O. sufficiently explains the positive test
result, the M.R.O. will consider the results as negative and the Employer will not be contacted.

Should masking agents be found in the sample on the initial test, such shall be treated as a refusal
to submit to testing and any option to pursue testing of the specimen in the second container
shall be forfeited. The Employer shall be notified of such refusal to submit to testing. This refusal
to submit to testing shall then subject the employee to appropriate disciplinary action.

Section 16.10 Drug Test Results. If the test results are positive and the employee has not
offered an explanation to the M.R.O. sufficient to cause the M.R.O. to consider the results
negative, the Director of Human Resources, or the Director’s designee, shall be notified and the
Director, or his designee, shall in turn contact the employee. The employee must then decide
whether or not the employee wants the sample within the second container stored at the initial
collection site to be tested. If the employee so requests, then the sample within the second
container shall be tested by the Employer using a second certified laboratory, subject to the
testing procedure set forth in Section 16.9 of this Article.

If the employee does not request the testing of the sample within the second container after the
sample within the first container tests positive or if the employee requests the testing of the
sample within the second container and it is also tests positive for an illegal drug, rehabilitative
or disciplinary action shall be taken.

Should the results be a “dilute negative”, the employee shall be required to repeat the testing
procedure within 24 hours; the result of the second test shall then become the test of record.
Should the candidate decline to repeat the testing procedure because of a “dilute negative” result
on the first test, such shall constitute a “refusal to submit to testing”, which shall result in
appropriate disciplinary action. Should the results of the second test be “dilute negative”, the
candidate shall be deemed to have successfully completed the testing process. Should a “dilute
positive” result be received by the City on the first or second test, such shall be considered as a
“verified positive test”, which shall result in appropriate disciplinary action.



Section 16.11 Alcohol Testing. Alcohol Testing shall be accomplished by means of Breath
Testing which shall be administered by a Breath Alcohol Technician (BAT). The Employer shall
contract with a provider to perform such breath testing and only Evidential Breath Testing (EBT)
devices certified by the Federal Government shall be used in the administration of such testing.

Section 16.12 Alcohol Testing Procedure and Results. The Breath Alcohol Technician (BAT)
shall administer an initial breath test via the Evidential Breath Testing (EBT) device. If the initial
test results in a reading of less than 0.02, the test shall be recorded as “negative”. If the initial
test results in a reading of 0.02 or greater, a confirmatory test shall be administered. Prior to the
administration of a confirmatory test, there shall be a 20-30 minute waiting period to ensure that
the presence of mouth alcohol from the recent use of food, tobacco, or hygiene products does
not artificially raise the test result.

Should the confirmatory test result be different from the initial test result, the confirmatory test
result shall be deemed the final result, upon which any disciplinary/corrective action shall be
based. A test result of 0.02 or greater on the confirmatory test shall subject the employee to
appropriate disciplinary/corrective action.

Section 16.13 Discipline/Rehabilitation. A positive test result for alcohol or illegal drug
usage may, depending on individual circumstances, result either in discipline and/or referral to
the Employee Assistance Program (EAP), as set forth in Article 15, for rehabilitation purposes.
Likewise, any refusal to submit to testing may, depending on the individual circumstances, result
in either discipline and/or referral to the Employee Assistance Program (EAP).

In addition, any employee who voluntarily seeks assistance with a drug or alcohol dependency
problem shall not be required to, but may, submit to a test and shall be initially referred to the
EAP, without any disciplinary action being taken and without any requirement for follow-up
random testing.

A positive test result for alcohol or illegal drug usage may result in appropriate discipline to an
employee.

Any discipline to be imposed shall be for just cause and shall take into account all facts and
circumstances, including the need for testing, the employee’s desire for and progress in
rehabilitation, and the employee’s past work performance.

Any action taken pursuant to this Article including any positive test results, shall not be used as
evidence or otherwise in any criminal proceeding against the employee. If an employee accepts
a referral to the EAP for assessment as the result of a positive drug or alcohol test as a result of
being required to submit to a test or as a result of a refusal to submit to testing, the employee
must comply with any recommendation made by the EAP Drug and Alcohol Counselor resulting
from the assessment, as a condition of continued employment.

The employee shall further be subject to follow-up random drug or alcohol testing for a period of
up to one (1) year from the date of completion of the rehabilitation program. Failure to comply
with any of the conditions associated with the recommendation of the EAP Drug and Alcohol



Counselor, the conditions associated with the rehabilitation program, and random testing as
specified above, may result in discipline of the employee.

Bargaining unit members shall be subject to appropriate disciplinary action for engaging in off-
duty, illegal conduct/behavior unbecoming a City employee emanating from the use of illegal
drugs or alcohol which detracts from the image or reputation of the City as an organization or
which erodes the public confidence in the City as an organization (e.g. disorderly conduct, assault,
fighting, criminal menacing, disturbing the peace, OMVI, etc., or other criminal acts).

ARTICLE 17
CONTRACT COPIES

Section 17.1 Contract Copies. As soon as is possible following the signing of this Contract,
the Employer and the Union shall have printed sufficient copies of this Contract. The actual cost
of printing this Contract, and any future printing beyond the copies specified herein in an amount
the parties may later agree as necessary, shall be shared equally by the parties. The Union shall
be responsible for distribution of copies to current members and the Employer shall be responsible
for distribution of copies to new members who are hired during the term of this Contract.

ARTICLE 18
(RESERVED)

ARTICLE 19
REIMBURSABLE BUSINESS EXPENSES

Section 19.1 Reimbursable Business Expenses. Whenever authorized to engage in or to
undertake official business for the Employer, an employee shall be reimbursed for reasonable and
necessary expenses and travel. If practicable, the employee shall be allowed the use of a City
vehicle for travel. If not practicable, reimbursement for authorized use of a personal automobile
will be at the current rate established by Internal Revenue Service (IRS). It is recognized that the
Employer has the right to promulgate reasonable regulations pertaining to reimbursement for
expenses and travel. Where overnight lodging is provided at the City's expense, an employee will
only be reimbursed for mileage to and from the training facility on one occasion each way unless
otherwise approved or directed by the Chief. All other travel is considered to be non-work-related
and non-reimbursable.

ARTICLE 20
LAYOFFS

Section 20.1 Layoffs. Whenever the City determines that a layoff is necessary, the City shall
notify the affected employees forty-five (45) calendar days in advance of the projected layoff
date. Employees shall be laid off at the time and in the number specified by the City Manager in
the inverse order of their seniority. All part-time, temporary and/or seasonal employees shall be
laid off first, then full-time probationary employees, followed by full-time regular employees.

Section 20.2 Call-Back. When employees are laid off, their names shall be placed on a Re-
employment Eligibility List established by the Division of Human Resources. When deemed




appropriate by the City, those employees who have been laid off shall be called back to work
and reinstated to the job classification they held before layoff with the same status and seniority
as they had at the time of layoff, in inverse order of their layoff, if they are available. Should
vacancies occur during the time for which the Re-Employment Eligibility List is valid, and should
the City decide to fill such vacancies, said vacancies shall be filled from this Re-Employment
Eligibility List. Call-back notification shall be sent to affected employees by certified mail with a
copy sent to the Union. Should an employee not be available within twenty-one (21) calendar
days of call-back notification, or if they decline an offer of re-employment, or if they do not
respond to the City within twenty-one (21) calendar days of call-back notification, their names
shall be removed from the Re-Employment Eligibility List. The Re-employment Eligibility List shall
be valid for two (2) years from the date of original creation unless said list is exhausted prior to
the completion of the two year time frame due to the re-employment of all individuals on said
list, the removal of all individuals' names from said list for reasons of non-availability or declination
of re-employment, or any combination thereof. Call-back notification shall be provided to laid-off
employees by certified mail addressed to the last known mailing address of said laid-off
employees. It shall be the responsibility of the laid-off employees to keep the Division of Human
Resources advised of their current mailing address.

ARTICLE 21
RATES OF PAY/WAGES

Section 21.1 Wages. Wage increases for the term of this agreement are as follows and are
reflected in the table below:

NRECC Wage Structure
Annual Base Wage Rates Jan 1-Dec 31
2017 2018 2019 2020
Increase %o 2.50%0 2.75%0 2.75%0
COMM TECH

Step 1 $49,931.17 $51,179.45 $52,586.88 $54,033.02
Step 2 $52,739.79 $54,058.28 | $55544.80 | $57,072.37
Step 3 $55,548.43 $56,037.14 | $58,502.91 | $60,111.74
Step 4 $58,357.04 $59.815.97 | $61.460.91 | $63.151.08
Step 5 $61,477.73 $63,014.67 | $64,747.58 | $66,528.14
Step 6 $64,598.44 $66,213.40 | $68,034.27 | $69,905.21

Section 21.2 Appointment and Advance Step Hiring. The City Manager, when making
appointments to the Communications Technician classification, shall be authorized to recognize

the overall qualifications of candidates in determining their placement within the wage structure.



Section 21.3 Step Advancement. Following the employee's initial appointment to a position
within the Communications Technician classification, advancement to successive steps within the
wage structure shall occur annually on the employee's anniversary date.

Section 21.4 Application of Pay Rates. The rates of pay set forth in Section 21.1 are based
on full-time employment of forty (40) hours in a work week and two thousand and eighty (2,080)
hours in a work year. These rates shall be used to calculate wages for hours in paid status for
the appropriate step. "Paid Status" shall include all hours in approved paid leave including
vacation, injury, military (active duty), personal, compensatory time, sick leave, etc.

Section 21.5 Instant Bonus Program. Eligibility to participate in this program and the receipt
of any bonus awarded through this program shall be governed by the terms and conditions
specified within Ordinance No. 38-04. Any City Manager or Council approved modifications to
this program will also be applied to FOP/OLC members and non-bargaining unit employees alike.

Section 21.6 Longevity Pay. All employees shall receive, in addition to the pay rates
established in Section 21.1, a longevity payment based upon completed years of service with the
City according to the following schedule.

Years of Completed Amount
Service

4 Years through 6 $950.00
Years

7 Years through 10 $1,150.00
Years

11 Years through 14 $1,450.00
Years

15 Years through 19 $1,700.00
Years

20 or More Years $1,900.00

Longevity pay shall be issued during the pay period in which the employee's anniversary date of
appointment falls. The employee will be paid in one (1) lump sum in the form of a regular
paycheck for that given pay period which will be taxed at the employee’s W-4 rate.

Section 21.7 Shift Differential. Shift differential pay shall be provided as follows, excluding
hours in paid status while on approved leave and off-duty court-time hours:

For all employees shift differential shall be applied to any hours worked during the hours covered
by second and third shift only.



Shift differential pay shall be applicable to actual hours worked. Shift differential shall not be paid
in addition to regular pay for any hours spent on approved paid leave, with the exception of leave
due to mandatory training, which shall qualify for shift differential pay if the mandatory training
is held on second or third shifts. Mandatory training is defined as classes/coursework where
employee attendance is required by the Department. Time spent in optional training programs
shall not qualify for shift differential pay. If authorized overtime occurs in conjunction with the
regular workday, the shift differential shall be paid for each hour of overtime worked as specified
above. If shift differential pay is applicable, and overtime occurs, the shift differential pay shall
be added to the base hourly rate prior to computing the overtime rate. Shift differential pay will
be paid on a bi-weekly basis and will not be cumulative under any circumstance.

Effective upon execution of this Contract, the shift differential rate will be as follows:

$1.25 per hour
ARTICLE 22

HOURS OF WORK AND OVERTIME

Section 22.1 Workweek. The workweek normally consists of forty (40) hours based on five
(5) consecutive eight (8) hour work days followed by two (2) consecutive days off.

Section 22.2 Overtime. Employees shall be compensated at straight-time rates for all hours
worked, as well as in paid status, except that all hours, in excess of either eight (8) hours in paid
status in any work day or forty (40) hours in paid status in any workweek shall be compensated
for at a rate of time-and-one-half (1-1/2). All overtime shall be authorized by the employee’s
immediate supervisor. Failure of the employee to obtain supervisory approval for overtime, prior
to working the overtime, may result in disciplinary action. Except in emergency situations, the
Department shall post available overtime opportunities and shall attempt to evenly distribute, as
far as practicable, overtime to employees requesting same.

Section 22.3 Seventh Consecutive Day of Work. Employees shall be compensated at a rate
of time-and-one-half (1-1/2) for all authorized hours worked on their first regular day off. When
an employee works with approval from an appropriate supervisor their second regular day off
and the employee has actually worked or has been in paid status each of the previous six days,
that employee shall be compensated at the rate of double-time for all hours worked on the second
regular day off. If an employee works their second regular day off and they have not met the
above criteria, their second regular day off shall be compensated at the rate of time-and-one-
half.

Section 22.4 Overtime Rotation.

A. Beginning February1® of each year, the City shall assign overtime opportunities to an
employee, in the order of their seniority, from most senior to least senior, provided
that sufficient opportunities exist. Upon completion of this seniority offering, the City
shall rotate overtime opportunities among full-time Communications Technicians by
assigning subsequent scheduled overtime opportunities to the Communications
Technician in order of combined overtime totals from lowest to highest, toward this
end, the City shall post and maintain an overtime roster. This roster shall include a
list of Communications Technicians and an updated total of hours worked and hours



refused by each employee. All Communications Technicians on this overtime roster
shall revert to zero (0) as of February 1% of each year. Employees who are released
from training shall be given the average of all employee’s totals for each column
worked, refused, and combined totals and shall be logged accordingly on the overtime
roster. Hours refused by a Communications Technician shall be credited in the same
manner as hours actually worked. Inability to contact a Communications Technician
shall not count as a refusal and the attempt to contact the Communications Technician
shall be noted on the log. Errors in the distribution of overtime opportunities shall be
corrected at the next opportunity for overtime.

B. Scheduled overtime opportunities are those known to the Employer seventy-two (72)
hours or more in advance. The Employer will post scheduled overtime opportunities in
advance by listing the opportunity on a sign-up sheet. Sign-up sheets will be posted
for a minimum of forty-eight (48) hours and shall indicate the date and time the
overtime opportunity will be assigned. Assignments shall be made in accordance with
the procedure outlined in paragraph A of this section.

C. Incidental overtime opportunities, which result from last minute call-offs or other
unforeseen circumstances, shall first be offered to the full-time Communication
Technicians that are on duty, in order of combined overtime totals from lowest to
highest. Incidental overtime opportunities are those known to the Employer less than
seventy-two (72) hours in advance.

D. If the proper procedure in section C above has been followed and sufficient staffing
has not been obtained to fill the overtime opportunity, then the City may fill the
remaining staffing requirement for the overtime by offering it to part-time
Communications personnel or mandating overtime in the following order:

1. ordering in of the Communications Technician(s) on the adjacent
contiguous shift(s), in order of overtime hours worked from lowest to
highest, with a maximum of four (4) hours;

2. ordering in of Communications Technician(s) on days off;
3. ordering in of Communications Technician(s) on approved leave.
Mandatory overtime shall not be credited to the overtime roster referred to in paragraph A above.

Section 22.5 Call In Pay/Court Pay. When an employee is called in or scheduled in advance
for work by an appropriate supervisor, and the employee reports for said work more than thirty
(30) minutes after the completion of the employee’s shift, the employee shall be paid or credited
with a minimum of three (3) hours at the appropriate over-time rate. This provision shall apply
portal to portal to employees called in while off-duty for court appearances. Employees, otherwise
off duty, who are required by the Court to be and remain available for work-related court sessions,
shall be compensated at the overtime rate for such time not to exceed two (2) hours in duration.
In order to be compensated for more than two (2) hours at the appropriate overtime rate for said
purpose, the employee must provide appropriate justification from the Court that the employee
was required to remain available for said time in excess of two (2) hours.



Section 22.6 Compensatory Time. At the election of the employee, overtime may be
compensated with compensatory time off in accordance with the provisions of the Fair Labor
Standards Act. Such compensatory time off shall be equal to one and one-half (1-1/2) times or
two (2) times, whichever may be applicable, for each one (1) hour of overtime worked. The
maximum number of accumulated compensatory hours permitted in an employee's compensatory
time bank, at any point in time, shall be one hundred sixty (160). The one hundred sixty (160)
hours in an employee’s compensatory time bank can be used and refilled without limit each
calendar year. After an employee's maximum compensatory time bank has reached 160 hours,
all additional overtime for such employee shall be paid at the appropriate overtime rate. No
employee shall carry over more than 120 hours into the next calendar year. During the month of
December of each year, the employee shall be permitted to convert compensatory time in said
bank to cash, HSA, deferred comp., or tuition reimbursement plan. The calculation for converting
Compensatory Time to cash shall be the employee's established hourly rate of pay multiplied by
the number of hours the employee desires to convert. In the event the employee wishes to
exercise this option, it shall be his responsibility to forward a memorandum to the Department of
Finance specifying the number of hours the employee wishes to convert prior to the end of the
period in December. The cash conversion will then be paid in the form of a separate payroll check
in the last pay period in December.

Section 22.7 Payment For Accrued Compensatory Time Upon Separation. An employee
who has accrued compensatory time shall, upon the termination of employment for any reason,

be paid for the unused compensatory time at the employee’s rate of pay at the time of separation.
In the event of any employee's death, such compensation shall be paid to the employee's
surviving spouse or, secondarily, his estate.

Section 22.8 Use of Compensatory Time. Any request to use compensatory time in excess
of eight (8) consecutive hours shall be submitted at least seventy-two (72) hours in advance of

its requested usage. The notice period may be waived in cases where circumstances make
compliance impracticable. Requests to use eight (8) or less consecutive hours of Compensatory
Time may be submitted with less than seventy-two (72) hours' notice and may be approved, as
scheduling and operational needs of the Department permit such usage. Compensatory time may
be requested in multiples of one-quarter hours.

ARTICLE 23
RATES FOR EMPLOYEES FOLLOWING CERTAIN PERSONNEL ACTIONS

Section 23.1 Return to Duty. Any Communications Technician who voluntarily resigns, may
be reinstated as a full-time Communications Technician if there is a need for the employee’s
services within two (2) years after the date of resignation, subject to approval by the City
Manager. If there is no vacancy at the time of request for reinstatement, the Director of Human
Resources shall place the name of said applicant at the top of the appropriate re-employment list
for the remainder of the two (2) year period.

Section 23.2 Return from Military Service. Pursuant to the Ohio Revised Code Section 5923,
any employee who leaves, or has left, the City service to enter the active service of the Armed
Forces of the United States, or any branch thereof, and who is subsequently reinstated to
employment with the City, shall be entitled to receive compensation at the Step rate to which the



employee would have been entitled had service with the City not been interrupted by service in
the Armed Services.

Section 23.3 Reinstatement from Authorized Leave. Time spent on authorized leave shall
be credited for purposes of step advancement and shall not constitute a break in service.

ARTICLE 24
UNIFORMS, EQUIPMENT, PERSONAL PROPERTY AND REPLACEMENT

Section 24.1 Initial Issue. Effective January 1, 2012, all probationary Communications
Technicians will be required to wear business casual attire and all non-probationary
Communications Technicians shall be entitled to and are required to wear the items listed below:

Item Description Quantity
Short sleeve or long sleeve shirt 12
Pants 6
All season black uniform shoes 1 pair
Jacket or sweater 1
Fleece jacket 1
Black uniform belt 1

The above listed items shall meet the specification of the Chief of Police and shall be provided
by the City.

Although the Department will not provide a dress uniform, the Chief of Police will develop
specifications for such uniform and the employees may choose to purchase such uniform.

Section 24.2 Change in Issuance. Should the required issuance of uniforms, uniform parts,
or equipment for the Communication Center be changed by the City, all employees within the
bargaining unit shall be provided the new uniforms, uniform parts, or equipment at no cost to the
employee.

Section 24.3 Uniform and Equipment Replacement. Anytime an employee needs any
uniform or equipment item(s) replaced due to normal wear and tear, the employee shall submit
a request to the Communications Supervisor for the replacement thereof. At the time the request
is submitted, the employee must turn-in the item(s) in question to the Communications
Supervisor. The Communications Supervisor shall properly evaluate the need for replacement
and if a valid need indeed exists for the replacement of such items, the Communications
Supervisor shall forward such request and item(s) to the individual within the Department with
the assigned responsibility for approving the replacement of such item(s). If such request is




subsequently approved, the individual responsible for uniform & equipment ordering shall process
an order as expeditiously as possible for the replacement of requested item(s).

Section 24.4 Dry Cleaning/Laundering. The Employer shall provide uniform cleaning at no
cost to the employee. In any week, an employee shall be entitled to have laundered/cleaned up
to ten (10) uniform items. The City shall designate a dry cleaning service or services where
uniforms are to be cleaned and the City shall have the exclusive authority to contract for the
provisions of such services.

Section 24.5 Damaged, Destroyed, Lost Personal Property. In general, personal property
of an employee, previously approved for City use, which is damaged or destroyed in the line of
duty shall be replaced by the City, via a reimbursement procedure, up to a maximum value of
one hundred and seventy-five dollars ($175.00) on a per occurrence basis. Requests for
replacement of damaged or destroyed personal property must be submitted in writing to the Chief
identifying the circumstances under which the damage or destruction occurred and the type,
brand name, model, value, condition prior to damage/destruction, etc. of said property, together
with as much of the damaged/destroyed property as possible, under the circumstances. If such
request is subsequently approved, the employee shall be reimbursed for the purchase of
replacement personal property which, in all respects, is substantially similar to that which was
damaged/destroyed, up to the maximum value identified above, provided that the employee
submits a valid receipt identifying the type, brand name, model, dollar amount, etc. of the
property purchased as a replacement. Specific exceptions to the above mentioned one hundred
and seventy-five dollars ($175.00) maximum reimbursement shall include eyewear, the maximum
reimbursement for which shall be the replacement value of the eyewear.

Personal property of an employee, previously approved for City use, which is lost in the line of
duty, may be replaced, via a reimbursement procedure, in full or partial value, up to a maximum
value of one hundred and seventy-five dollars ($175.00) per occurrence, if it can be shown that
reasonable precautions had been taken by the employee to prevent such loss. Requests for
replacement of lost personal property must be submitted in writing to the Chief identifying the
circumstances under which the loss occurred and the type, brand name, model, value, condition
prior to loss, etc. of said property. If such request is subsequently approved, the employee shall
be reimbursed for the purchase of replacement personal property which, in all respects, is
substantially similar to that which was lost, up to the maximum value identified above, provided
that the employee submits a valid receipt identifying the type, brand name, model, dollar amount,
etc. of the property purchased as a replacement. Specific exceptions to the above mentioned one
hundred and seventy-five dollars ($175.00) maximum reimbursement shall include eyewear, the
maximum reimbursement for which shall be the replacement value of the eyewear.

For purposes of this Section of the Contract, "personal property" shall not include uniform parts
or equipment identified under Section 24.1 ("Initial Issue") as those items shall be replaced on
an "as needed" basis by the City.

Section 24.6 Termination. Upon termination, employees shall return to the Department all
Department-issued uniforms and equipment in good condition, minus normal wear.




ARTICLE 25
VACATION LEAVE

Section 25.1 Vacation Year. The vacation year for employees shall end at midnight on January
31st of each year, solely for purposes of vacation scheduling.

Section 25.2 Conditions for Accrual. Employees shall accrue vacation leave by pay period at
the annual rate set forth in Section 25.3, based upon years of continuous active service. A new
member having less than one year of prior public service shall accrue but not use vacation until
completion of six (6) months of service with the City. A new member with more than one (1) year
of prior public service shall be entitled to accrue and use vacation leave immediately upon
appointment in accordance with the schedule in Section 25.3.

An employee shall not earn full vacation accrual in a given pay period unless the employee is in
full pay status (i.e. on duty or on approved leave with pay) in the entire pay period. In the event
an employee is not in full pay status during the entire pay period, the employee shall accrue
vacation on a pro-rated basis taking into account the number of hours in full pay status during
the pay period and the employee’s rate of accrual at that given time. The formula for pro-rating
the employee’s accrual under such circumstances shall be the number of hours in full pay status
multiplied by the converted hourly accrual rate.

An employee who has prior public service with any state government, or any political subdivision
thereof, may receive credit for the employee’s prior service with such entity for the purpose of
computing the amount of the employee’s vacation leave with the City, if the nature of said service
is relevant to the nature of the employee’s service with the City.

Section 25.3 Vacation Accrual Schedule. Each employee shall be entitled to vacation leave
based upon the following vacation accrual schedule:

Completed Years of | Accrued Vacation Hours
Public Service Per Year
O Year up to 1 Year 40 Hours
1 Year up to 4 Years 108 Hours
4 Years up to 9 Years 142 Hours
9 Years up to 15 Years 182 Hours
15 Years up to 20 Years 208 Hours
20 Years or more 246 Hours

Section 25.4 Vacation Carry-Over. An employee may carry-over from one payroll calendar
year to another a maximum of one hundred and sixty (160) hours of vacation leave previously



earned but not used. An employee may carry-over more than one hundred and sixty (160) hours
of vacation leave from one payroll calendar year to another with the approval of the City Manager,
which shall be at the City Manager’s sole discretion.

Section 25.5 Vacation Scheduling/Use. The Department shall attempt to honor all vacation
requests in the following manner with the understanding that all vacation leaves shall be taken
at such time or times at the discretion of and as approved by the Chief of Police.

A. Annual Scheduling. At the conclusion of the shift bidding process, but no later than
November 20", the Department shall post a vacation schedule. Employees shall submit
written requests for vacation leave by no later than December 1. In cases of conflict,
seniority shall control as to granting of requests of vacation leave. In the event an
employee's request is disapproved, that employee shall have twenty-four (24) hours
to resubmit an alternate request for consideration. During said twenty-four (24) hour
period of time, vacation requests from other employees with less seniority shall not
be approved. In the event the employee does not resubmit an alternate request within
said twenty-four (24) hour time period, vacation requests from other employees with
less seniority may then be approved.

B. Casual Scheduling. For other than annual scheduling, employees may request
occasional use of vacation leave on a first-come first served basis.

C. Incremental Usage. Vacation leave may be taken in multiples of one-quarter (1/4)
hour.

Vacation Leave shall not be used to artificially extend the separation date of an employee’s
resignation from employment with the City. The effective date of an employee’s resignation from
employment shall be the same as the employee’s last day worked.

Section 25.6 Rates of Pay for Vacation Hours. All vacation hours shall be paid at the
applicable straight time rates; however, an employee ordered to work while on approved vacation
leave shall be paid at the double time rate, with a minimum guarantee of four (4) hours pay for
each such call-in. Should an employee have time-off approved in advance (vacation, personal, or
comp time) and have to work, they shall be entitled to double time for all hours actually worked
which were previously approved off.

Section 25.7 Payment for Accrued Vacation Leave Upon Resignation/Separation or
Death. Employees are encouraged to utilize the vacation benefit for the purpose for which it is

intended - e.g. rest, relaxation, travel, etc. Therefore, payment for accrued vacation leave in lieu
of actual use shall not be approved, except when an employee resigns from employment with
two weeks' notice, is terminated by the City, dies, or is laid off. In such cases where payment for
accrued vacation leave is authorized in lieu of its actual use, the maximum amount of vacation
for which the employee may receive payment shall not exceed one hundred sixty (160) hours. In
the event of an employee's death, compensation for unused vacation leave shall be paid to the
employee's surviving spouse or, secondarily, his estate.



ARTICLE 26
HOLIDAYS

Section 26.1 Paid Holidays. The following are designated as paid holidays for bargaining unit
employees:

New Year's Day (January 1)
President's Day (Third Monday in February)
Memorial Day (Fourth Monday in May)
Independence Day (July 4)

Labor Day (First Monday in September)
Columbus Day (Second Monday in October)
Veteran's Day (November 11)
Thanksgiving Day (Fourth Thursday in November)
Christmas Day (December 25)

Section 26.2 Special Holidays. Any special holiday, as designated by the City, when City offices
are closed for all or part of the day, will also be observed as a holiday under this Article. The
holidays identified above may be recognized by the City on different dates than those noted above
(for employees not in this bargaining unit). Should this occur, these days shall not be considered
special holidays.

Section 26.3 Holiday Work. Each holiday which is observed on an employee's regularly
scheduled workday shall be worked by the employee unless the employee is excused from work.
However, the Department may schedule the work force as necessary to provide adequate
coverage to the City.

Employees may request to be scheduled off on a particular holiday by timely request to the Chief
of Police. Such request may be granted provided that the request would not affect the normal
operations of the Department or the normal level of service to the community. Conflicts involving
multiple requests shall be resolved on a first-come-first-served basis.

Section 26.4 Holiday Pay.

A. If a holiday falls on an employee's regularly scheduled day off and the employee is
not required to work the holiday, or if the employee is excused from work, the
employee shall receive eight (8) hours of compensatory time at the straight time rate,
provided that the employee was not absent without authorized leave on either the
workday before or after the holiday. An employee on sick leave the workday before or
after the holiday may be required to present a doctor's certificate in order to receive
credit for eight (8) hours of compensatory time.

B. When an employee works a holiday on the employee’s regularly scheduled workday,
the employee shall be entitled to:

1. straight time pay for all hours worked if eight (8) hours or less are
worked, and the double-time for any hours worked in excess of eight (8)
hours;



2. at the employee's option, eight (8) hours' pay or eight (8) hours'
compensatory time at the straight time rate;

3. one half (¥2) hour of compensatory time at the straight time rate for each
hour worked.

C. When an employee works a holiday on the employee’s regularly scheduled day off the
employee shall be entitled to:

A. double time pay for all hours worked;

B. at the employee's option, eight (8) hours' pay or eight (8) hours'
compensatory time at the straight time rate;

C. one-half (1/2) hour compensatory time at the regular rate of pay for each
hour worked in excess of eight (8) hours.

ARTICLE 27
PERSONAL LEAVE

Section 27.1 Allocation & Usage of Leave. Effective the first pay period of each payroll year,
each employee who is in full pay status at such time, shall receive 40 hours (5 days) of personal
leave. However, new employees appointed throughout the year shall receive a pro-rated
allocation of personal leave in accordance with the following schedule:

PRO-RATED PERSONAL LEAVE ALLOCATION
Timeframe Appointed Personal Leave Allocation
January 1 through March 31 40 Hours (5 days)
April 1 through June 30 32 Hours (4 days)
July 1 through September 10 20 Hours (2.5 days)
October 1 through November 30 8 Hours (1 day)
December 1 or Later None

In the event an employee is not in full pay status at the time personal leave is normally allocated
to each employee, yet returns to full pay status at some point thereafter, the amount of that
employee's personal leave allocation shall be pro-rated. For every pay period the employee has
been in less than full pay status, 1.55 hours of personal leave shall be deducted from the normal
forty (40) hour annual allocation.

Eight (8) hours (1 day) of personal leave may be used, on one occasion annually, at the
employee’s discretion, provided that the employee gives at least two (2) hours of call-off notice
prior to the start of the employee’s shift. Only one (1) employee may be approved for personal
leave usage in this manner provided there is at least twenty-four (24) hours between the end of
one such personal leave and the commencement of another. Personal leave requested in this
manner shall not be granted during designated “No Time Off” situations. Any personal leave not



used in this fashion is subject to sufficient prior notice and prior approval of the employee’s
supervisor. Personal leave must be used by the last pay period in December of the year in which
it was received and may not be carried over to the next payroll calendar year.

Personal leave shall not be used to artificially extend the separation date of an employee’s
resignation from employment with the City. The effective date of the employee’s resignation from
employment shall be the same as the employee’s last day worked.

Section 27.2 Payment for Unused Personal Leave Upon Layoff or Death. In the event
that an employee is laid off from City service, said employee shall be compensated for all unused

personal leave at the rate of pay in effect at the time of lay-off. In the event of the employee’s
death, such compensation shall be paid to the employee’s spouse, or secondarily, the employee’s
estate. For any other form of separation, no compensation will be provided to the employee for
unused personal leave.

ARTICLE 28
INSURANCE

Section 28.1 Medical, Dental, & Vision Benefits. The City shall make available group
medical, prescription drug, dental, and vision benefits to all employees and dependents who meet
the eligibility requirements of the plan.

A. Medical and Pharmacy Coverage. The City will provide health insurance
coverage to employees through a high deductible health plan with an associated
health savings account (HSA) or a High Reimbursement Account (HRA). An HRA is
for those employees ineligible for an HSA based on being covered by other
healthcare coverage like Medicare or TriCare.

Premiums.
The City will charge a premium for medical coverage at the following base rates:

Single Coverage: $1,875
Family Coverage w/o spouse $1,875
Family Coverage w/ spouse: $3,750

These premiums can be waived depending on the employee’'s and spouse’s, if applicable,
participation in the Healthy by Choice wellness program and meeting its associated standards as
follows:

Participation Based Premium Waiver.
Single Coverage: $750

Family w/o Spouse Coverage: $750
Family w/Spouse Coverage: $1,500

Results Based Premium Waiver.
$225 per health factor for blood pressure, cholesterol and tobacco-free status
$450 per health factor for BMI/waist circumference



Participating employees hired during the year shall receive the City’s contribution to their HSA or
HRA prorated based on their date of hire. The premium and waiver of the premium associated
with the wellness program will be based on the enrollment period for the HBC program in the
initial year.

In addition to the base rates, if an employee or covered spouse is a tobacco user, then a tobacco
use premium surcharge will be charged as follows:

Premium Equivalent Contribution (Tobacco Use Premium Surcharge). A tobacco use

premium surcharge will be applied to an employee and/or covered spouse who uses tobacco. The
premium surcharge will be 15% of the single coverage premium equivalent (COBRA rate). In the
event that both the employee and the spouse use tobacco, the premium surcharge shall be
applied to both the employee and the spouse for a total of 30%. The employee and/or spouse
may make a request for an alternative standard during open enrollment and the City will work
with an employee (and, if medically necessary, the employee’s doctor) to earn the same reward
by different means. This tobacco use premium will be waived for the tobacco user if the tobacco
user successfully participates in an alternative standard as prescribed under the “Healthy by
Choice” program described in Attachment A of this document. If coverage is elected and an
alternative standard is not requested and completed, then the premium surcharge for tobacco
use will be charged through payroll deduction evenly over the year.

Annual Deductibles.

Single Coverage = $2,500

Family Coverage w/o Spouse = $5,000
Family Coverage w/Spouse = $5,000

HSA/HRA Contributions.

The City will make automatic annual contributions paid out in the month of January to each
employees’ HSA or HRA account who are covered by the City Health Insurance Plan based on the
coverage level. Employees hired after January will receive contributions at the next available
schedule deposit of May or September. These HSA/HRA deposits are not tied to the City's HBC
Wellness Program and will be made in the following annual amounts:

Single Coverage: $1,875
Family Coverage w/o spouse $3,750
Family Coverage w/ spouse: $3,750



Medical Plan
Preventive Care

In-Network

Out-of-Network

Plan Pays 100% / Member Pays 0%

Plan Pays 0% / Member Pays 100%

Covered items include, but are not
necessarily limited to annual physical
examinations, immunizations,
mammograms, pap smears, prostate
exams, colonoscopies and routine lab work.
Services will be covered as recommended
by a physician based on preventive care
guidelines as outlined in the PPAC. (See
Plan Document for more information.)

No covered items.

Medical Plan
Annual Deductible

In-Network Out-of-Network
Individual Individual
$2,500 $5,000
Family Family
$5,000 $10,000

Both medical and pharmacy expenses will contribute towards the deductible. For family
coverage, the family deductible must be satisfied — either by the member or by a
covered family member or a combination thereof - before the plan pays for any covered

services for you and your dependents.

Medical Plan
Co-Insurance

In-Network

Out-of- Network

85%/15%

60%/40%

Medical Plan
Out-of-Pocket Maximum

In-Network Out-of- Network
Individual Individual
$3,425 $6,850
Family Family
$6,850 $13,700
Medical Plan
Hospital In-Patient Stay
In-Network Out-of-Network

85%/15%

60%/40%




Medical Plan
Emergency Room

In-Network Out-of-Network

85%/15% 85%/15%

Medical Plan
Mental Health/Drug & Alcohol Out-Patient

In-Network Out-of-Network

85%/15% 60%/40%

Medical Plan
Mental Health/Drug & Alcohol In-Patient Stay

In-Network Out-of-Network

85%/15% 60%/40%

Medical Plan
Prescription Drug Coverage

Tier 1 — Generic Drugs 15% per rx to max co-pay of $25

Tier 2 — Drugs on Formulary 25% per rx to max co-pay of $100

Tier 3 — Non-Formulary Drugs Except 30% per rx to max co-pay of $200
Specialty Drugs

Specialty Drugs 25% per rx to max co-pay of $100

The above co-insurance applies to mail
order prescriptions; however, it is for a 90-

Mail Order day supply vs. 30-day supply. Maximum
co-pay is double the retail max co-pay for
each tier.

Specialty drugs available only through the

Stipulations UHC specialty network at a 30-day supply.

Medical Plan
Coverage Additions

Acupuncture services shall be covered as an Out-of-Network benefit subject to
the Out-Network Deductible.

Nutritional counseling services shall be provided by In-Network providers subject
to the In-Network Deductible.




Flexible Spending Account
Members may choose annually, during the established open enrollment period, to
participate in a Dependent Care Flexible Spending Account to cover eligible expenses as
determined by the IRS.

Dependent Care Expenses
Maximum contribution of $5,000 per year per family, subject to applicable IRS
regulations.

Flexible Spending Account Limitations
o Member must use the money in their FSA prior to a pre-specified deadline.
¢ Money not used by the deadline reverts back to the City.
¢ he City will provide notice of any changes to the FSA limitations based upon the
applicable IRS regulations.

B. Dental and Vision Coverage.

The City shall make available group dental and vision benefits to all employees and
dependents who meet the eligibility of the plan. The plan design of this program shall
be substantially similar as that in effect on December 31, 2017 with the following
exceptions, which shall become effective upon execution of this Agreement.

1. Premium Equivalent Contribution. Dental/vision only insurance
coverage will continue to be a separate option for employees. The City will
make dental/vision only coverage available at no charge to new employees
if the employee has elected medical insurance. For calendar years 2018,
2019, and 2020 a premium equivalent contribution will be charged for
dental/vision only coverage.

Dental coverage will be paid at 90% of the Usual and Customary Rate (UCR).



Consumer MaxMultiplier Design Feature.

This design feature allows plan members to use less dental services in a particular year or series
of years, accumulate award credits, and use more dental services in future year. The following
table explains how this design feature will operate.

Original Annual Annual Annual Annual Consumer Total
Annual Claim Account | Network Award + MaxMultiplier Annual
Maximum | Threshold Award Bonus Bonus Account Limit | Maximum +

Maximum Account
limit
$1,750 $750 $400 $100 $500 $1,750 $3,500
Definitions

Original Annual Maximum - Dental plan annual or plan-year maximum coverage level
without regard to the Consumer MaxMultiplier benefit.

Annual Claim Threshold — To earn a Consumer MaxMultiplier benefit, claims during the
plan year cannot exceed this amount.

Annual Account Award - This is the award amount earned when claims in the year are
greater than $0 and less than the Annual Claim Threshold.

Annual Network Bonus — This is the bonus amount earned only when network claims
occur during the plan year.

Annual Award + Bonus Maximum — This is the maximum an individual may earn for
his/her Consumer MaxMultiplier account during the plan year.

Consumer MaxMultiplier Account Limit — This is the maximum limit for an individual’'s
Consumer MaxMultiplier account. After reaching this limit, no additional funds are placed in
an award account, regardless of plan year claims.

Total Annual Maximum plus Consumer MaxMultiplier Account Limit — This is the
potential available dollar amount for an individual to use in any one benefit year if he/she
reaches the Consumer MaxMultiplier account limit. It is the combination of the original
annual benefit maximum plus the Consumer MaxMultiplier account.

Requirements

Plan members are required to have one claim per year, this can include an annual preventive
exam.

Exclusions

This design feature is not applicable to Orthodontia coverage.




Patient Protection and Affordable Care Act (PPACA).

In light of the Patient Protection and Affordable Care Act of 2010 and anticipated changes that
may result from further rules as defined by the governing bodies, the City will be legally required
to adhere to changes that affect our benefit plan and could affect the delivery of benefits to
Employees.

Section 28.2 Liability Insurance. The City shall maintain, subject to availability, Law
Enforcement Liability insurance coverage for all employees for the duration of this Contract. The
City shall pay the annual premium for such coverage. Whether or not insurance coverage is
available, the employee shall be indemnified and held harmless by the City, provided the
employee acted within the scope of his assigned duties in the situation/ incident out of which a
claim or lawsuit arises.

Section 28.3 Change in Carriers. If it becomes necessary to change carriers (medical, dental,
vision, and life insurance benefits only), and such change would affect the benefits under the
plans, the City agrees to meet with representatives of the Union prior to implementing the change
in order to negotiate the impact of any proposed change.

Section 28.4 Life Insurance. Effective upon execution of this Contract, the City shall provide
group term life insurance coverage in an amount equal to 1.5 times each employee’s annual base
compensation rate, with a minimum coverage level of $50,000 and a maximum overage level of
$150,000. The full premium for this coverage shall be paid by the City. For purposes of
administrative efficiency, the annual base compensation rate in effect on December 31 of each
year shall be used to calculate the amount of life insurance the employee will have the following
year. In addition, the coverage reduction provisions within the existing life insurance policy in
effect as of 5/1/13, which begins at age 65, shall remain in the life insurance policy under the
new Agreement. Coverage amounts shall be doubled if the employee is killed in the line of duty.




Attachment A. Healthy by Choice Benefit Plan including a Health Savings
Account/Health Reimbursement Account

A.

The City will provide health insurance coverage to Members through a high deductible
health plan and health savings account (HSA) or a health reimbursement account
(HRA).

The City will make an annual contribution to each health insurance covered members’
HSA or HRA based on coverage level (single or family) on the first pay date in January.

Participating employees, newly hired during the year, shall have the City’s contribution
to their HSA or HRA prorated based on the number of full months employed by the
City in that initial year. These deposits will happen during the first pay period in May
or September.

Results-Based Waiver of Premium: Employee and Enrolled Spouse

The City of Dublin health plan is committed to helping you achieve your best health.
Waivers of premium for participating in the Healthy by Choice wellness program are
available to participants covered by the health plan. If an employee or enrolled spouse
thinks they might be unable to meet a health factor under this wellness program in
light of their health status, they might qualify for an opportunity to earn the same
reward by different means. They must contact the City’s wellness coordinator during
the open enrolliment period, and the City will work with them (and, if medically
necessary, with their doctor) to find a wellness program with the same reward that is
right for them in light of their health status.

Participating employees, hired after the annual open enrollment period, shall have the
opportunity to participate in an initial screening that will be offered during the year.



C. Employee HSA or HRA Contribution

If the participant enrolls in the City’'s medical coverage the City will make an annual
contribution described in Section 28.1. To earn a waiver of premium, employees and
enrolled spouses will participate in the City’s Wellness Initiative (Healthy by Choice)
described below:

Medical Plan
Employee Premium Contribution
Wellness Initiative

An employee will earn a waiver of premium if employees and enrolled spouse, if applicable,
participate in the City’s Wellness Initiative, Healthy by Choice, and designate such during
established open enrollment period including:

Requirement(s):

1. take an online Health Assessment (employee and spouse);

2. attend a biometric screening (employee and spouse);

3. complete an annual preventive care testing guidelines_with physician (employee and spouse);
4. participate in 1 (one) HBC educational seminar (employee only)

Results are not reviewed by City personnel.

D. Result Based Wellness Incentive

If enrollees voluntarily participate in the City’s Results-Based Wellness Program as
described below, the employee will earn a waiver of premium. The results-based
waiver of premium are based on meeting four key health factors targets described
below:

Health Factor HBC Target
Controlled Blood Pressure <140/90**
(based on up to three
separate readings)*
Controlled total cholesterol <=200mg/dl or LDL <=130
(based on finger stick blood

draw)*

BMI or waist measurement BMI <= 25 or if BMI >25, waist

at the navel circumference of 35 inches
(female)/40 inches (male)

Tobacco Use Tobacco free for one year and at

time of screening
* With or without medication to control
** May test two times during screening appointment

A participant who elects to participate in the results-based incentives must attend a
screening exam to be held on-site or other location as chosen by the City, in order to
qualify for the incentive contributions for blood pressure, cholesterol, and BMI or
waist circumference. Off-site screenings will not be accepted. Participating




employees and spouses will be asked to sign a confirmation form regarding their
non-tobacco use to qualify for the incentive in relation to being tobacco-free.
Employees and spouses who do not meet the health factor targets will be charged a
results-based premium unless they request and complete an alternative standard.

If it is unreasonably difficult due to a medical condition for participants to meet the
alternative standard under the Healthy by Choice program or if medically
unadvisable to do so, the City of Dublin will require an employee or spouse submit a
statement from a physician confirming that a medical condition makes it
unreasonably difficult to meet the requirements of the program and offer different
alternative standard.

ARTICLE 29
SICK LEAVE

Section 29.1 Sick Leave Accrual. All employees shall be entitled to sick leave with pay at the
rate of 4.614 hours per pay period. Sick leave with pay shall accrue without limitation, with the
exception that an employee shall earn the full sick leave accrual each pay period only if the
employee is in full pay status for the entire period. In the event the employee is not in full pay
status for the entire pay period, the employee shall accrue sick leave at the rate of .0577 hours
for each one (1) hour in full pay status during the pay period. New employees shall be granted
sick leave at the date of their employment and "advanced" three (3) days of sick leave. However,
no additional sick leave will be allowed to accumulate until the end of the third month of
employment.

Section 29.2 Use of Sick Leave. Sick leave with full straight-time pay shall be granted for the
following reasons:

A. Personal illness or disability of the employee;

B. lliness or physical incapacity of one or more of the employee's immediate family
members, requiring the employee’s personal care and attendance. Immediate family,
for the purpose of this section, is defined as mother, father, spouse, , son, daughter,
step-son, step-daughter, legal guardian, or someone who stands in place of a parent.
Communications Technicians shall be permitted to petition the City Manager for usage
of sick leave for illness of family members outside the definition of immediate family.
The parties agree that the City Manager shall evaluate such requests and may, on a
case-by-case basis, approve such requests, at the City Manager’s or the City Manager’s
designee’s discretion;

C. Enforced quarantine of the employee in accordance with community health
regulations;

D. Necessary appointments with physicians and dentists; or,

E. Where injury leave has expired and the employee must be absent from work for an

additional period.



In order to qualify for sick leave payments, the employee must notify the employee’s supervisor
no later than one (1) hour before the employee’s normal starting time on the first day of absence,
unless the circumstances surrounding the absence make such reporting impossible, in which case
such report must be made as soon as possible. Sick leave for doctor or dentist appointments
must be requested forty-eight (48) hours in advance, except in emergency situations.

Absence from work due to a non-duty incurred illness or injury will be compensated for by use of
sick leave.

In the event an employee requests sick leave for a period of longer than two (2) consecutive
days, or for the day immediately preceding or following a holiday, the employee may be required
by the Communications Supervisor to submit a doctor's certificate verifying the illness and
justifying the necessity of the absence. If the Communications Supervisor determines that an
employee's use of sick leave is not justified, the Communications Supervisor shall have the
authority to charge the absent time to the employee's vacation, personal leave, or compensatory
time balance or to record the absent time as leave without pay.

The City Manager, assisted by all supervisory personnel, shall be responsible for preventing
abuses of sick leave. Sick leave shall not be considered leave time which an employee may use
at his discretion for personal business. The employer may require medical proof of the necessity
for said sick leave, in which event the involved employee shall be required to produce a statement
from a medical doctor certifying to the necessity of such absence. In the event the employee
fails to submit adequate proof of the necessity for sick leave, such leave shall be considered
unauthorized leave and shall be without pay. If an employee is found to have abused this sick
leave policy, the employee shall be subject to disciplinary action, including possible suspension
or dismissal.

In the case of pregnancy, the pregnant employee will be permitted to continue working as long
as she is physically capable to do so with the approval of her physician and supervisor. "Physically
Capable” shall mean the ability to satisfactorily perform the essential job duties of the position to
which the employee is assigned, as determined by the City. If deemed necessary by the
Communications Supervisor, the employee must provide certification from a doctor of her choice
that continued employment will not be detrimental to the employee's health.

Vacation leave, personal leave, or compensatory time may be used to supplement sick leave when
the latter is exhausted in accordance with Family Medical Leave. All sick leave shall be requested
by use of the established Leave Request process.

Absence for a fraction of a day that is chargeable to sick leave in accordance with these provisions
shall be charged proportionately in one quarter (1/4) hour increments.

Section 29.3 Conversion of Sick Leave. An employee shall be entitled to the conversion of
the employee’s sick leave as follows:

A. Upon Retirement

After at least ten (10) complete years (i.e. 120 months) of continuous service with
the City, an employee, who is laid off or who qualifies for retirement benefits under



the State of Ohio's "Public Employees Retirement System™, and actually retires from
City Service with a pension from said system, shall be entitled to receive payment for
accrued unused sick leave. The rate of pay for such unused sick leave shall be at
the employee’s straight time hourly rate of pay at separation multiplied by one-third
(1/3) of the total number of accrued sick leave hours. Total payment under this
provision shall not exceed five hundred forty (540) hours (67.5 paid days). In the
event an employee dies while in the employ of the City, except as provided in
paragraph (D) of this section, and the employee qualifies for the employee’s
respective retirement/pension fund, the employee’s surviving spouse, or secondarily,
the employee’s estate shall be paid the aforementioned rate of redemption for
accrued unused sick leave.

Upon Resignation

After twenty (20) years of non-continuous service with the City of Dublin City, an
employee who resigns from City service in good standing (employee’s separation
must not be for just cause) and who has a minimum of one thousand two hundred
eighty (1,280) hours of sick leave in the employee’s sick leave balance at the time of
resignation, shall be entitled to convert a portion of the employee’s unused sick
leave balance. The conversion payment under this provision shall be the employee’s
straight-time hourly rate of pay multiplied by one-third (1/3) of the total number of
unused sick leave hours, up to a maximum of five hundred (500) hours.

Annual Conversion

Each year, an employee may convert a portion of the employee’s accrued but unused
sick leave to a cash payment subject to all of the following conditions:

1. The employee must have a sick leave balance of at least seven hundred
twenty (720) hours at the end of the first pay period in December;

2. The employee must have thirty two (32) hours or less of sick leave usage
as of the end of the first pay period in December (FMLA protected leave
exempted);

3. The employee may convert no more than thirty two (32) hours of sick leave
to pay;

4. Sick leave shall be converted at the rate of one (1) hour of sick leave to

one (1) hour of pay at the straight time hourly rate of pay;

5. Once sick leave has been converted to pay, it shall not be converted back
to sick leave;
6. This payment shall be made to the employee by separate check with the

first pay of the following calendar year.



D. Killed in the Line of Duty

If an employee is killed while performing the employee’s authorized, assigned job
duties, the employee’s surviving spouse, or secondarily, the estate, shall be paid for
one hundred percent (100%) of the value of the employee's accrued but unused sick
leave, at the straight time rate in effect at the time of death. The amount so paid
shall constitute payment in full for all accrued and unused sick leave credited to the
employee.

Section 29.4 Sick Leave Transfer from Prior Public Employer. Any employee who has
accrued sick leave with the State of Ohio or any political subdivision of the State shall be entitled
to have this accrued sick leave transferred to the City, provided the employee was hired by the
City within ten (10) years of resignation/separation from the prior public Employer, and provided
the City receives written verification of such prior service from the prior public Employer.
Employees hired on or after the effective date of this Contract, whose sick leave is transferred
from another public employer, must first use sick leave accrued with the City prior to using the
employee’s transferred sick leave balance. In addition, employees hired on or after the effective
date of this Contract, shall not be eligible for conversation of sick leave to a cash payment either
on an annual basis or upon separation.

ARTICLE 30
INJURY LEAVE

Section 30.1 Injury Leave with Pay. When an employee's absence from work is necessitated
because of an illness or injury incurred while on the job with the City and said illness or injury is
compensable under Ohio Worker's Compensation Law, injury leave shall be granted for a period
not to exceed one hundred eighty (180) calendar days for each injury. This one hundred eighty
(180) calendar days must be used within two (2) calendar years of the employee’s date of injury.
Such leave shall be granted by the City Manager, or the City Manager’s designee, based upon the
recommendation of the Chief of Police and upon submittal by the employee of a statement from
a licensed physician justifying that the employee is unable to return to modified duty or full work
status due to the illness or injury. The physician statement must be a fully completed and signed
BWC-Medco 14 (or equivalent). Such leave shall not be charged against the employee's sick leave
balance unless it is determined that the illness or injury is a non-work-related illness or injury and
is not compensable under Ohio Worker's Compensation Law. In order to be eligible for injury
leave, the employee must report the illness/injury to the employee’s supervisor within three (3)
work-days of the incident giving rise to the illness/injury.

Simultaneously with the request for injury leave, the employee shall also make application and
actively pursue a claim for benefits under Ohio Workers' Compensation Law. If the application
for benefits is granted and the claim allowed, the City's obligation under the continued use of
injury leave would be the employee's regular rate of pay.

In cases where injury leave or medical leave are necessary, the Chief of Police may offer a limited-
duty work program which will provide for the attempted placement of Departmental personnel
who are unable to perform in their normal capacity.



The limitations imposed on injury leave shall be considered as limitations on leave granted as a
result of each incident of a work-related illness/injury, rather than limitations on leave to be
granted in any one calendar year or other unit of time.

A maximum of three (3) hours of Injury Leave will be granted for an absence from work
necessitated due to the attendance of an Industrial Commission Hearing resulting in the allowance
a of the claim and/or medical diagnosis code being heard. Other forms of leave will not be
converted to Injury Leave until 15 days of the City’s receipt of the final order.

A maximum of three (3) hours of Injury Leave will be granted for an absence from work
necessitated due to the attendance of a physician’s appointment for an approved condition. Only
in circumstances involving additional travel and/or appropriate supporting medical documentation
will Injury Leave greater than three hours be considered for an appointment.

ARTICLE 31
SPECIAL LEAVES

Section 31.1 Leave Without Pay. Leave without pay may be granted, upon the approval of
the City Manager, or the City Manager’s designee, if requested in writing by the employee. An
employee on leave without pay shall not accrue sick leave, compensatory time or vacation benefits
and, except for the time spent on FMLA Leave, the employee will be required to pay one hundred
percent (100%) of the cost associated with maintaining the employee’s medical, dental, vision
insurance coverages if the employee wishes any or all of said coverages continued. Leave without
pay during an employee’s probationary period shall extend the probationary period by a period
of time equivalent to the time spent on leave without pay. Failure of any employee to report
promptly at the expiration of such leave of absence shall be considered as a resignation. Leave
without pay may be granted for:

A. Personal Leave. A leave without pay may be granted at the discretion of the City
Manager, or the City Manager’'s designee, for personal reasons not to exceed thirty
(30) days without loss of seniority, if the employee can be spared. This may be
extended only with the written approval of the City Manager, or the City Manager’s
designee, and must be submitted in writing a minimum of two (2) weeks prior to the
requested date of the extension.

B. Extended lllness or Accident Leave. A leave without pay may be granted to an
employee for a period not to exceed one (1) year without loss of seniority when such
employee is physically unable to report for work because of illness or accident. The
employee must promptly notify the employee’s supervisor of the necessity therefore
(and the supervisor shall transmit the request to the City Manager, or the City
Manager’s designee, for approval), and the employee must supply certification from a
qualified physician attesting to the necessity for such absence.

C. Maternity Leave. A maternity leave without pay may be granted to an employee
without loss of seniority upon approval of the City Manager, or the City Manager’s
designee. Extension of the leave may be granted for a period not to exceed one (1)
year, if the employee's physician states in writing that such an extension is needed for
recuperative health reasons. (Employees may take paid leave (i.e. sick, personal,



vacation, comp time) for maternity purposes provided the employee has sufficient paid
leave balances to cover the period of absence.) (Use of paid sick leave for maternity
purposes must be justified by a medical certification from a licensed physician.)

Military Leave (Active Duty). Except as may otherwise be specifically provided
herein, an employee may be granted a leave of absence without pay to be inducted

into or otherwise enter the military on an active duty basis.

Section 31.2 Leave with Pay. Leave with pay may be granted upon the approval of the City
Manager, or the City Manager’'s designee, to an employee in the following instances:

A.

Court Leave. Leave with pay may be granted to an employee in order that the
employee may serve required jury duty or if the employee is required by law to appear
in a case resulting directly from the discharge of the employee’s duties as a City
employee. In such cases, all witness or jury fees shall be signed over to the City.

Bereavement Leave. In the event of a death in an employee's family, the employee
shall be entitled to up to three (3) consecutive paid work days for a funeral service
and/or burial. Additional days of sick leave, personal leave, vacation leave, and
compensatory time may be approved by the City Manager, or the City Manager’s
designee, on a "case-by-case" basis, given the merits of each particular set of
circumstances. The family, for purposes of bereavement leave, shall include: spouse,
son, daughter, brother, sister, parent, legal guardian, person who stands in place of a
parent, grand-parent, grandchild, step-father, step-mother, step-brother, step-sister,
step-son, step-daughter, mother-in-law, father-in-law, daughter-in-law, son-in-law,
brother-in-law, sister-in-law, grandparent-in-law, half-brother and half-sister, aunt,
uncle, or any other relative living in the home of the employee.

Military Leave. An employee who, as a member of the Ohio National Guard, the
Ohio Defense Corporation, the Ohio naval Militia, or as a reserve member of the Armed
Forces of the United States, is called upon to receive military training or who is called
to active duty, shall be entitled to a leave of absence with pay for a period or periods
not to exceed twenty-two (22) eight (8) hour work days or one hundred seventy six
(176) hours in any one (1) calendar year. An employee qualifying for paid military
leave who is called or ordered to the uniformed services for longer than the above
period shall be paid for the remaining time beyond the first twenty-two (22) eight (8)
hour work days or one hundred seventy six (176) hours at the employee’s regular
compensation rate less whatever compensation the employee may receive for such
military service. If the employee’s military compensation exceeds the compensation
the employee is otherwise entitled to from the City, the employee will not be entitled
to any additional compensation from the City. Provided, however, the City shall
comply with all applicable state and federal law regarding military leave.

Family & Medical Leave. Pursuant to the Family and Medical Leave Act (“FMLA”) of
1993, FMLA leave may be granted to an employee who has been employed for at least
twelve (12) months by the City and who has provided at least one thousand two
hundred fifty (1,250) hours of service during the twelve (12) months before the leave




is requested. The leave may be granted up to a total of twelve (12) weeks during any
twelve (12) month rolling period for the following reasons:

1. Because of the birth of a child or placement for adoption or foster care of
a child;
2. In order to care for the spouse, son, daughter, parent, or one who stood

in place of a parent of the employee, if such spouse, son, daughter, parent,
or “in loco parentis” has a serious health condition; or,

3. Because of a serious health condition that makes the employee unable to
perform employment functions.

The employee must provide the City with thirty (30) days advance notice of the leave,
if such leave is reasonably foreseeable, or such notice as is practicable if thirty (30)
days’ notice is not possible. The employee must provide the City with certification of
the condition from a health care provider. The City, at City expense, may require a
second opinion on the validity of the certification. If this second opinion contradicts
the first opinion submitted by the employee, a third opinion, at the City’s expense,
shall be sought from a mutually agreeable physician, which shall be binding on both
the employee and City.

An employee seeking FMLA leave must first use paid sick time (if applicable), vacation,
personal leave, and compensatory time before going on unpaid leave. The total
amount of FMLA leave paid and unpaid will not exceed a total of twelve (12) weeks.
In any case in which a husband and wife entitled to FMLA leave are both employed by
the City, the aggregate number of workweeks of leave to which both may be entitled
may be limited to twelve (12) weeks taken because of the birth of a child or placement
for adoption or foster care of a child. The employee will be responsible for the
employee’s share of the health insurance cost (if any) during the unpaid leave. If the
employee does not return from the leave, the employee is responsible for payment to
the City of the monthly Single/Family rate paid by the City on behalf of the employee
during the leave. The City may, at its sole discretion, waive the repayment of such
amount. The City will be responsible for the thirty (30) day plan costs under COBRA.

It is intended that this Article comply with the Family and Medical Leave Act of 1993
and the City may promulgate policies in furtherance of the Family and Medical Leave
Act that are not inconsistent with this Agreement.

Other. Leave with pay may be granted by the City Manager, or the City Manager’'s
designee, for good and sufficient reasons which are considered to be in the best
interest of the City, but only in the event of extraordinary circumstances.



ARTICLE 32
LEAVE DONATION PROGRAM

Section 32.1 Purpose. The purpose of this Article is to establish regulations governing the
operation of a Leave Donation Program that allows employees to voluntarily donate sick leave,
vacation leave, personal leave, or compensatory time to another employee when the employee
experiences a catastrophic illness/injury, or when such an employee’s immediate household family
member experiences such an illness or injury requiring the employee’s personal care and
attendance, and the employee has exhausted all of the employee’s leave balances.

Section 32.2 Definitions.

Catastrophic lliness/Injury. A devastating illness or injury that is expected to incapacitate the
employee or a member of the employee’s immediate household family for an extended period of
time, provided that taking extended time off from work creates a financial hardship for the
employee because the employee has exhausted all leave balances. Catastrophic is defined as an
illness or injury which results in the employee or the employee’s immediate family member
requiring a level of care and treatment beyond what he or she could provide without assistance.
Catastrophic illness or injury would be defined as any life-threatening illness or injury that would
require the employee to be off the job for a minimum of 180 calendar days.

Donation. The act of voluntarily, unconditionally, and irrevocably surrendering a portion of one’s
sick leave, vacation leave, personal leave, and/or compensatory time to a qualified employee.

Immediate Family Member. Mother, father, spouse, son, daughter, stepson, stepdaughter,
legal guardian, or someone who legally stands in place of a parent.

Section 32.3 Program Requlations.

Eligibility

Eligibility to receive donated leave under this program shall be limited to those employees in full-
time permanent positions who have a total of one hundred twenty (120) hours or less in all forms
of paid leave in the aggregate (i.e. sick leave, vacation leave, personal leave, compensatory time)
at the time of their written request to receive donated leave, and who have not been disciplined
for leave abuse the two (2) years prior to the date of their request to receive donated leave.

Request for Leave

When an employee has less than a total of one hundred twenty (120) hours in all forms of paid
leave (as specified above) in the aggregate, the employee or the employee’s Division Head (with
the employee’s consent) may initiate a request for assistance. The request shall be forwarded to
the affected employee’s Department Head for review and consideration of the facts and
circumstances specific to the employee’s need. Such review shall include, but not necessarily be
limited to, an assessment of a written certification from the employee’s physician regarding the
employee’s or family member’'s medical condition, an analysis of the employee’s sick leave usage
and overall work history with the City, and consideration of input provided by the Department’s



supervisory/managerial staff. Following this review by the affected employee’s Department Head,
the Department Head may recommend approval for receipt of donated leave to the City Manager.
The City Manager shall make the final decision regarding approval of the employee’s request.
The final decision to approve or disapprove the request rests within the sole discretion of the City
Manager.

Donation Process, Procedures & Requirements

Should the employee’s request to receive donated leave be approved by the City Manager,
employees (herein called donors) who desire to contribute leave time shall complete a “Leave
Donation Form”, a copy of which is attached. Such forms shall be made available by the Division
of Human Resources/Procurement and by each Department/Division. The donor shall designate
on the form the name of the employee who is to be the recipient of the donated leave and the
amount of such donated leave.

Leave shall be donated in the following sequence and amounts for each approved recipient:

The first eight (8) hours of any donation shall be vacation leave. If the donor does not have
vacation time available, this requirement may be waived or reduced by the Department Head.

The second eight (8) hours of any donation shall be personal leave, compensatory time, or
vacation leave. If the donor does not have eight (8) hours of such leave available, this
requirement may be waived or reduced by the Department Head.

After sixteen (16) hours of vacation leave, personal leave, or compensatory time have been
donate, or waived as specified above, sick leave may then be donated. Sick leave donations shall
be limited to forty (40) hours. After forty (40) hours of sick leave donation has been reached,
the entire donation sequence may begin again starting with item #1 above.

Minimum Donation Increments

The minimum amount of leave time which can be donated shall be one (1) hour. Donors may
contribute any amount of time at or above one (1) hour in whole amounts (no fractions of an
hour can be transferred). However, the donor shall not be allowed to donate an amount of leave
which would reduce the donor’s leave balance or combination of balances below one hundred
and twenty (120) hours of available leave time.

Divisional Coordinator

Should the employee’s request to receive donated leave be approved by the City Manager, the
employee’s Human Resources Business Partner shall facilitate the flow of information and
maintain a direct line of communication with the recipient.

Should the number of donated leave hours exceed the recipient's need for a given pay period,
those excess donated leave hours will be held in reserve by the “Divisional Coordinator” and will
be used to satisfy the recipient’s continuing future need for such hours. Should the recipient’s
eligibility to receive donated leave cease, in accordance with Section 32.3 K. (“Eligibility Ceases”),
and donated hours remain in the above referenced reserve, these hours will be returned to the



donor within a reasonable period of time thereafter. (It is critical to note that once donated leave
time is forwarded from the “Divisional Coordinator” to the Finance Department, and such donated
leave time is actually physically transferred from the donor’s leave balance to the recipient’s sick
leave balance, the donor has no right to recover any portion of such leave time.)

Donation Credited

Upon receipt of all approved Leave Donation Forms, the Department of Finance will credit all
donated leave time to the recipient’s sick leave balance.

Conditions on Receipt of Leave

Before an employee may receive the donated leave, the employee must have exhausted all of
the employee’s sick leave, vacation leave, personal leave, compensatory time, or other applicable
leave balances available to the employee (excluding the exception listed below).

Exception: One leave balance designated by the employee (other than sick leave) may contain
no more than twenty-four (24) hours of leave time. Such leave time will be held in reserve to
allow the employee the opportunity to take some time off following the end of the catastrophic
situation, should such time off be needed to attend to family needs.

Prohibition on Continued Accrual of Leave

While using donated leave, the employee shall not accrue or receive any leave time in excess of
the twenty-four (24) hours identified in item G above.

Prohibition on Conversion to Cash

All donated leave time, regardless of the type, shall be considered to be sick leave and shall only
be used under the conditions of sick leave as set forth in the Collective Bargaining Agreement or
the City Personnel Code (whichever is applicable). No cash payments shall be provided to the
employee or the surviving spouse of the employee under this program.

Continuation of Medical, Dental, Vision, Life Insurance And Other Benefits

Employees using donated leave shall be considered to be in paid status solely for the purpose of
receiving all medical, dental, vision, and life insurance benefits, step increases, merit increases,
longevity payments, and seniority credit to which they would have otherwise been entitled.
However, original or promotional probationary employees using such leave shall have their
probationary periods extended by the same length of time for which the employee has used the
donated leave.

Eligibility Ceases

Eligibility to receive donated leave under this program shall cease upon certification from the
employee’s physician that the employee is capable of engaging in sustained regular employment,
certification from the employee’s family member’s physician documenting the family member’s
recovery from the catastrophic illness/injury, an employee’s application for disability retirement is



approved by the appropriate retirement system (Public Employee’s Retirement System of Ohio),
or death of the employee or employee’s family member, whichever should first occur.

ARTICLE 33
TRAINING AND TUITION REIMBURSEMENT

Section 33.1 Training. In recognition of the value of continuing education and professional
development of employees, the City agrees to provide training opportunities for employees within
the bargaining unit at the City's expense. This training may be either initiated by the City pursuant
to a training schedule or by the employee, with the approval of the Chief of Police or his designee.
The training shall be related to an employee's performance of the employee’s job duties or in
preparation for job duties which may be assigned to the employee after completion of training.
Reasonable effort shall be made to accommodate the training to the employee's regular work
schedule. The Department shall endeavor to provide as much advanced notice as practical to
employees regarding their training schedules. In that this training is a work-related duty, the
employee shall receive all pay and benefits to which the employee is otherwise entitled during
training.

The expense for employees who are required or requested to attend training schools, seminars,
or other instructional or educational programs, including examination to increase their knowledge
and further their competency in their occupation with the Employer, shall be paid by the Employer
as follows:

A. Registration fees, tuition charges for the training school, seminar, or educational or
other instructional programs.

B. The employer shall pay for meals when not provided by the tuition, with the exception
of training programs/seminars which are hosted by the City at the Dublin Justice
Center.

C. The employer shall pay the current rate for mileage, as determined by the IRS, when

an employee is not provided with a City-owned vehicle. Where overnight lodging is
provided at the City's expense, an employee will only be reimbursed for mileage to
and from the training facility on one occasion each way unless otherwise approved or
directed by the Chief. All other travel shall be considered to be non-work-related and
non-reimbursable. Bus, train, or airfare at tourist’s rate will be provided for lengthy
trips when travel is approved by the City Manager.

D. Hotel or motel charges when lodging is not provided as a term of tuition payment.

E. Hourly rates will be paid when schools or training are scheduled during regular working
hours.

F. All necessary tools and equipment required by the course of instruction.

Checks may be issued in advance for expenses related to paragraphs A and D of this Section.



Time spent in transit, when it involves travel away from home overnight, shall be considered work
time and, therefore, is compensable. Leisure time and sleep time are not considered work time
and are, therefore, not compensable.

Section 33.2 Tuition Reimbursement.

A.

Reimbursement Program. All employees of the bargaining unit may participate in
the City's Tuition Reimbursement Program. Under this program, each employee shall
be eligible for a maximum of Three Thousand Seven Hundred and Fifty Dollars
($3,750) in reimbursement per calendar year for fees and required textbooks, and
courses of instruction voluntarily undertaken. Courses of instruction eligible for
reimbursement under this program shall include courses necessary for job-related
degree programs or courses of study not necessarily within a job-related degree
program but which are still job-related. In addition, only coursework provided by a
recognized institution (e.g. college, university, community college, post-secondary
technical school, etc.) shall be eligible for reimbursement under this program. No
reimbursement shall be approved for correspondence courses.

Necessary Approval. All coursework subject to reimbursement shall be transmitted,
in advance and through the Chief of Police, to the Director of Human Resources or the
Director of Human Resources’ designee for approval. The Chief of Police shall provide
a written recommendation concerning approval/disapproval of the request at time of
transmittal to the Director of Human Resources or the Director of Human Resources’
designee. If practicable, an employee shall make application for approval of
coursework at least fifteen (15) days prior to commencement of the course of study.
The Director of Human Resources or the Director of Human Resources’ designee shall
evaluate the employee's coursework/degree program for job-relatedness and shall
notify the employee, in writing, regarding the approval/disapproval of said course-
work/degree program on that basis. The City agrees that approval of
coursework/degree program will not be unreasonably withheld. An employee may
receive blanket approval for an entire degree program or a continuing course of study
if all courses within the program are identified. If all or part of the program is
approved, the employee need not reapply for approval for each course within the
portion(s) approved.

Course Attendance. Courses are to be taken on other than scheduled working
hours, unless approval is obtained from the Chief of Police, or the Chief of Police’s
designee, to take such courses on work time.

Reimbursement Procedure. Reimbursement shall be made upon successful
completion of a course with a grade of C (2.00) or better. The employee shall submit
an official transcript or certificate demonstrating successful completion of the course
and a receipt from the institution confirming the employee has paid for tuition, fees,
and required textbooks. Any financial assistance available to an employee shall be
deducted from the amount of tuition reimbursement that would otherwise be payable.
The employee shall not be reimbursed for incidental expenses such as paper or
supplies, mileage, parking, meals, or other expenses other than tuition, fees, and
required textbooks.




ARTICLE 34
EMPLOYEE INCENTIVE PROGRAMS

Section 34.1 Employee Incentive Programs. Members of the bargaining unit shall be eligible
for employee incentive programs offered to other non-bargaining unit employees of the City. This
article is not intended and does not apply to programs that are part of a compensation, benefits,
or economic package. Eligibility to participate in these incentive programs and receipt of any
awards through these programs shall be governed by the written program rules, regulations, and
requirements as approved by the City Manager.

Section 34.2 Employee Discounts. Should Dublin City Council approve employee discounts
in the future, the City agrees to apply such approved employee discounts to bargaining unit
employees and non-bargaining unit employees alike. Likewise, any Council approved
modifications to present or future discounts will also be applied to bargaining unit employees
and non-bargaining unit employees alike.

ARTICLE 35
TRAINING ASSIGNMENTS

Section 35.1 Compensation. Any employee who serves in the capacity of a trainer shall be
entitled to two (2) hours of either paid time or compensatory time for each eight (8) hours of
training time spent with the trainee. However, in the case that the trainer has three (3) or more
trainees, the trainer shall be entitled to three (3) hours of compensatory time for each eight (8)
hours of training spent with those three (3) or more trainees.




ARTICLE 36
DURATION

Section 36.1 Duration. All of the provisions of this Contract shall become effective January 1,
2018 or upon the execution by a representative of both parties, whichever occurs later. This
Contract shall continue in full force and effect until December 31, 2020.

Section 36.2 Signatures. Signed and dated at Dublin, Ohio on or as of this th day of
Fraternal Order of Police, Ohio Labor Council, Inc.: City of Dublin:

Tracy Rader, Staff Representative Dana L. McDaniel, City Manager

Barbara L. Conaway, Bargaining Committee Member Homer C. Rogers, Jr., Director of Human Resources

Amy M. Heger, Bargaining Committee Member Heinz von Eckartsberg, Chief of Police

Benjamin P. Karns, Bargaining Committee Member Jay D. Somerville, Technical Services Bureau Commander

David J. Gaines, Deputy Director of Finance

Allison C. Stir, Human Resources Business Partner



City of Dublin

COLLECTIVE BARGAINING AGREEMENT
BETWEEN

THE CITY OF DUBLIN
AND
THE FRATERNAL ORDER OF POLICE
OHIO LABOR COUNCIL, INC.

COMMUNICATIONS TECHNICIAN
BARGAINING UNIT

CONTRACT PERIOD:
JANUARY 1, 2018 THROUGH DECEMBER 31,
2020






Table of Contents

o I O P PP UP PP UPRUPPN 11
010 L I N Y PP 11
ISTTo! 1o o 0 00 O ] 0 1 7= oy P 11
SECLION 1.2 PUIPOSE ...evvuiiieieiniseeeiet e et e e et e e e e s e e et s e e e e s e e e ean e e e eena s e e eerna e e e eennaes 11
SeCtion 1.3 SAVINGS ClAUSE ....ccuuieee et e eee e e et e e e e e e e e e e e e e e e e e ee s e een e e enneeenneeeenns 11
Section 1.4 Conflicting AQrEEMENTS ......ccevuuieiernieeeeerie e e e e e e e e e e s e e een e e ern e eeeenans 11
Section 1.5 Contract AMENAMENTS .....ccuuiieuuiieneeee e et e ee e e e e e e e e e e e re e e een e e reneeeenaeeenns 11
Section 1.6 APPHCADIIITY. ......cuuuieieeie e 11
FaN I (O PP 1134342
RECOGNITION ..ttt et ettt ettt et et et e et et e e e e et e ea e e e e e en e eneeaaeneenaenaaenannnas 11333442
SY=Tox A [0 NP2t Nl (=T oTo Yo | 1 4o N 11344442
Section 2.2 Bargaining UL ......c.euieieiiie it et ee e e e e e e s e eae e s e eaense s e eaeaens 1143343142
A I O PP UPRPRN 12
UNTON BUSINESS ... ooiiiii ittt ettt e et et e ettt e et et e et et e ea e e e e e ea e ea e e e e e en e eeaeeneenneenaennns 12
Section 3.1 DUES DEAUCTION ....cuuuieeueeeteieeeneeee e et e e et e e ee e et e e een e e eaa e eeea s eeeneeenaeeenneeeenns 12
SECtiON 3.2 FAIr SNAE FBB..uuiiii i e e e eeaeas 12424243
Section 3.3 BUIlEtin BOAIAS .......ieieruieieeeie et e et e e e e e e e e e e e e e e e e e eennaas 13
Section 3.4 MEETING LOCALIONS . cucuieiiiniieiiie et e eeee e e e e e e e e e e e e se e ea s e enensereenanens 13131314
SECTION 3.5 BaAllOt BOXES +1vuiuinitininieie ittt et et ettt eare e ee e e enre e enearereaensereaenenrens 13331314
Section 3.6 Use of Intra-Department Malil...........ocuuiieniiiiniieeieec e e e 14
Section 3.7 Use of Employer’s Property/EQUIPMENT ..........ccuuvueiiiiiiiiiiiiiiii e 14
Section 3.8 Bargaining Unit REPreSENtAtIVES ... vuiuieiiiiiiie e e eas 141443415
Section 3.9 Negotiating COMMUEEEE . .uvuirieiiiie ettt ettt e e s eenrereaenearens 14343445
A I (O PP PUPRPRN 15
NONDISCRIMINATION . uineitttee et ettt e et et et et e e e e e e et e e e e e aea e en e eaeeaeeneaeeaeeneennaen 15
SeCtion 4.1 JOINE PIEAGE .. eeerueeieii ettt e e et e e et e e e e e e e e e e eea e e e eenaaes 15
Section 4.2 EMPIOYEr PIEAUE ......ieeniiieiiieie et e e e e en e eenas 15
SeCtion 4.3 UNION PlEAGE. ... cuniiiee ittt e e e e e e e e e e e e enseanas 15454546
N [ S PP UPRTPR 15351516
MANAGEMENT REGHT S . ..ttt ittt et e e e e e e e e nea e e e e e e eens 15351516
Section 5.1 Management RIGNES......ivuiuieie i e e e eeaeas 153454516

N N L TN 1636161+



LABOR/MANAGEMENT MEETINGS .....ietiiieeiieete e e e e e e e e e e e e e e e eena e 1636161+

ST=Ter AT ST MY F=T = 1 T N 1616161+
N I [ PP PR lei6i6ts
SAFE EQUIPIMENT ..ttt ettt ettt ettt e e et e e et e et e e e e s e e e e e e e et n e e en e e e e e aannas 1616161+

Section 7.1 SaAfe EQUIDMENT ... e . ieinie et eeee et e e e e e e e e e e e e e a e e sea e ease e e snsereensnens 1616161+
N O C PR 173348
GRIEVANCE PROCEDURE ... ettt ettt ettt e e et e e e e e e e e e e e e e ennas 17434748

Y=Y ox 1o T T M B 1Y T 1T o 173448

YT ox 110 TS TZA LU 1= o [Tt o o 174418

SeCtioN 8.3 QUAITICALIONS +.euivieininie ittt ettt ettt e e e et eare e e eare e eneereaenenrens 174448

SeCtiON 8.4 GriEVANCE FOIM . uueiininie i it et e e et e e e e e e e e e e e s e e ea s e e eaaareenanens 174418

Section 8.5 GrieVaANCE PrOCEAUIE......cueeieie et e e e e e e e e e s e e e e s e eaeaens 18181819

Section 8.6 Right t0 REPreSENtation .....ccuvvieiieiiiiiiieee e ee e eeaes 1949492¢

Section 8.7 EXtension Of TIME LIMHES ..cuiue it it eee e s e e e e e eeaeaens 19494924
N I (O S PP 20262622
INTERNAL REVIEW PROCEDURES ... cuieieie ettt et et e e e e e e e eenas 20262622

ST=To A 10 Yoo ] 1N 20262022

Section 9.2 Informal Process for Non-Serious Complaints or Offenses .........cc..ccev..... 20202022

ST=Tox 1o A I RC T AN ) o= o o 20202022

Section 9.4 Right t0 REPIrESENTALION ...cuvieiinieii et e e e e e e e e e e e e e e eeaeaens 21242323

Section 9.5 CoNdUCt Of QUESTIONING vuvuvrrereninieieienee e eenrereeees e eaeneereaenenrereaenearens 21242123

Section 9.6 Access to Tapes and DOCUMENTS ....cucuieieriniieieeciie e e e e e ee s eens 21242324

Section 9.7 CitizeN COMPIAINT ..eueuieieiiie ettt et e ettt eare e e eareeenensereaenenrens 222222724

Section 9.8 Initial INVESTIGALION ......ueeiniie i e e e e e e e e e e e eeeaens 222222724
ARTICLE J0 iuitieiiiu it et e e et et e et e e e e e et e ea e e e e e e e en e e e e s e e e e e s en e enee e e enns 22222224
[ ST O N PP UPRPT 22227272724

Section 10.1 DiSCIPIINE fOr CAUSE ...uueninieie it e e e e e e eaeaens 22222274

Section 10.2 Progressive DiSCIPIINE ....cuveeieiiiiiei et ee e eaes 22222225

Section 10.3 DiSCIPINAIY ACLION ..uieiieniie it e e e e e e e e e reeaeaens 23232325

Section 10.4 Pre-Disciplinary CONTEIENCE . ... iuieie it aaes 23232325

Section 10.5 Copy of DISCIPIINE RECOI ... ..cuiuieiiiie it aeas 242424726

SECHON 10.6 APDEA ..enieieieie e e 24242426

Y N L P 24242477



PERSONNEL RECORDS .....uiiiuieiieteeee e e e e e e e e e e e e e e e e e e n e e e een s 24242477

Section 11.1 PerSONNEl FilE.....cuiiiii e e e e e eaes 24242427
Section 11.2 Retention Of RECOIUS ...cucuinieiiiiie i et e e e e e e eeeaens 25252527
Section 11.3 INaccurate DOCUMENTS .....ceuiuiriinieeit et e e e eneeeaeennes 25252528
FaN I (Ot PP 25252528
WORK RULES . ..ottt ettt e et et e e et e et e e e e e e e e e e s e e neeeeneenns 25252528
SectioN 12.1 WOTK RUIES ....ueieiiiie et et ettt e e e e e e e e e e e eenaeas 25252528
I Ot PP 26262628
POLIT I AL AT IV T Y ettt ettt et ettt et e e e et e e e e et e e e e ennas 26262628
Section 13.1 POlLICAI ACTIVILY ..vuenieniiiiiiei i e e e e e e eeaes 26262628
FaN A I (O PP UPRPR 26262629
ST A [ I PP UP PP PRUPRT 26262629
ST=Ter AT o I Y=Y 0 1N 26262629
Section 14.2 Application of Seniority - Vacation LEAVE ........ccvveieeiiieiiiiiiiiieeeieeenen, 27272436
Section 14.3 Application of Seniority - Shift ASSIONMENTS ......c.cviviiniiiiiiiiiiieieeeenns 27242436
Section 14.4 NO POSEING RESPONSE ...eueuieieiininieieieeeeieeee e eeeae e eease e enensereensaens 27272436
ARTICLE A ittt et e et e e et e et e e e et r e e e 2724243%
EMPLOYEE ASSISTANCE PROGRAM . ...ttt ettt ettt e e e e e eeaas 2724243%
Section 15.1 EMPIOYEE ASSISTANCE ... .ueuirieeinieiee ettt ettt erea e eaeneereaeaerereaenearens 272F243%
Section 15.2 Coverage Terms & CONAITIONS ....vuvuinieieiiieieeeee e e ee e eens 28282831
Section 15.3 Other EAP Terms & CONITIONS ..vuvuinieieiiieieeenieeeeeeneeeeeeeeneeeeenensenens 2828283%
ARTICLE JB -eunitiitie ettt ettt ettt e et et e e et e e e e e et e e e e e e e e e e e e e e ea e e aanaenns 29292932
SUBSTANCE ABUSE AND TESTING euueuetueeuieuaetieee e eeeee e et e et e e eees e e eeaeeneeeaas 29292932
SECLION 16.1 PUIDOSE ..ueieninieieiieeet et e ee e et e e et e e e eaee s e e ea s e e eaeeseaeneasesenensareaenananns 29292932
Section 16.2 RESPONSIDIITY ..vueriinieiiiiei e e e e eeae 30382835
Y=o 1o I TR T B L= 10T X1 30363033
Section 16.4 Prohibited CONAUCT ........euieieiiii e e e e e e eeaeas 30363934
SECLION 16.5 INSPECLIONS ..vuieniniiniiei et et e e e e e e a e e e eeaeenaes 313431434
Section 16.6 Reasonable SUSPICION TESLING ....ueuinieieeiieieeeeeieeee e e eeeee e enens 31313134
Section 16.7 Testing DetermMiNatiON........uvueieienieeieieieeet e e e e e e aeeaees 31343135
Section 16.8 UMNNE SAMPIES ....viininieiiieie et ettt e e e e e e e s e e e s e s e eaeaens 31313135
Section 16.9 Drug TesSting ProCEAUIE .....uivieiiieii et ee e eaes 32323236

Section 16.10 Drug TESE RESUILS . .euvuieeieieieieieie ettt et et ee e reeerarataeneneeenenenens 32323236




Section 16.171 AICONOL TESTING «uvueurneneeetetetetntntnen ettt et eaeeeaereeerererararneeneneneneneaens 3333333+

Section 16.12 Alcohol Testing Procedure and RESUIS ........c.vvuveiiniiiiiiiiiiiiiieeeeeenes 33333337
Section 16.13 Discipline/Renabilitaltion .........ceveinieieiiiiii e e 33333337
e I O PP 34343438
CONTRACT COPIES ...ttt ettt ettt et et et e et e e e e et e e e e e et e e s e e eaaeenaeaaannas 34343438
Section 17.1 CONTIACT COPIES ..ouuiniinitiiniee ettt e e et et et e e e e e e e a e e eneeeenees 34343438
FaN I O PP 34343438
(RESERVED) ittt ettt et et e e et et e et e e e et et e e n e e e e e n e e e e enaas 34343438
FaN I (O S PP 34343439
REIMBURSABLE BUSINESS EXPENSES ....uiitiiiiiiiie et e e e 34343439
Section 19.1 Reimbursable BUSINESS EXDENSES ....cuiuieriuiieieeiieeeeeaeeaeeieeeeesaeenens 34343439
ARTICLE 20 - euitiett ettt ettt e et e et e et e ea et e e e e e et e e e e et e e e e a e e e e e eans 34343439
N O TP 34343439
T Tox 1o TP O B0t N I Y/ 0 i 34343439
SeCtion 20.2 Call-BACK ... .uieuieiniiiiie ettt e e e a e 35353539
ART I CLE 20 ittt ettt et e et et et e e et e e a et et e e e e a e e e e e eans 35353540
RATES OF PAY/WAGES . ... ittt e et e e e e e e e et e et e e e e e e e e e e e eaeeaneanns 35353540
Y=o 1o P2 N YL = T [ 35353540
Section 21.2 Appointment and Advance Step HiliNg «..cuveveeeieieiieiieeeeeeee e eens 36363641
Section 21.3 SteP AQVANCEMENT . ......ieiniie et e e e e e e s e e e e s s e e easereenaaens 36363641
Section 21.4 Application Of PAY RAtES.....ouiiiieiieiiiie ettt e ens 36363641
Section 21.5 InStant BONUS PrOOIAIM .. ..u.eiinieiiie it et e e ee e e e s e e e e e eeeaeaeas 36363641
SeCtion 21.6 LONGEVIEY PAY .....iuiiniiiiiiiiiei et e e e e e e e e eenes 36363641
Section 21.7 Shift DIffErENTIAl .. cucuieiieiie i e e e e e e e eeaens 37373142
N I O PP 73343
HOURS OF WORK AND OVERTIME ...eutieii ettt ettt e e e e e e e 373343
SECHION 22.1 WOTKWEEK .. enenieieiiiie it ee et et et e et e e e e e et e e e e s e e e a e s e e nsaseenenens 3737343
T =To K10 N A @ ) V/=] o V1 = N 38383843
Section 22.3 Seventh Consecutive Day Of WOIK .....uvveiiiiiiiiiiieeeeeeee e 38383843
Section 22.4 Overtime ROTALION ......iviieiiiiiiiee e e ee e eeaes 38383843
Section 22.5 Call IN PAY/COUIT PAY .. .ucuiuieiiiieie et et e e s e e e e eeaens 39393944
Section 22.6 COMPENSALONY TIMIE . .uiuiuieit et et eee e et e e e eneeeaeennes 39393945

Section 22.7 Payment For Accrued Compensatory Time Upon Separation................ 404040645




Section 22.8 Use 0f COMPENSALONY TIMIE ..vuvreeieieinininenteneeeeeeareeaeseeerererarareeenens 40404045

I O I 40404046
RATES FOR EMPLOYEES FOLLOWING CERTAIN PERSONNEL ACTIONS .....c.cvvvvvneennnn. 404064046
Section 23.1 RETUIN T0 DULY ..cuiinieiiiiiiiee e e e e e e e e e e e enae 40404046
Section 23.2 Return from MIlITAry SEIVICE ...uuieinii i e e 40404046
Section 23.3 Reinstatement from AUthorized LEAVE........ovvveiiieieiieiiiiieeeiieeeeeeee e 40404046
I L PSR 40404046
UNIFORMS, EQUIPMENT, PERSONAL PROPERTY AND REPLACEMENT .....ccviveniiiiennns 40404046
SeCtioN 24.1 INILAI ISSUE ....uuieiniie et ettt et e et e e e e e e e e s s e e e eas e s e eaanens 40404046
Section 24.2 ChaNgE IN ISSUBINCE ....uvuenieieienenesieteenesreeensereaenessereaeneereeeaenrereaenenrens 41434147
Section 24.3 Uniform and Equipment Replacement ........co.veueeiiiiiiiiiieeieiieeeeeeeeen, 41434347
Section 24.4 Dry Cleaning/LaunNdering .......cueueeieeueuieieeeeieieeeeieeeeeeseeensereaeeaens 41434347
Section 24.5 Damaged, Destroyed, Lost Personal Property ......cccoeeveveeeiienieniniennenss 41434147
SECtiON 24.6 TOIMUNALION. ....cueiniieie et et e e et e e e e e e ea e e e ea e e ensareeenrens 42424248
I L 2 R 42424248
VACATION LEAVE. ...ttt ettt ettt et e e et e e e e e et s e et e e e aa e e e e e e eaa e e e aneenannes 42424248
SECtioN 25.1 VaACALION YBAI ...uuiuiinieit ettt ettt et e e e s e a e e e eeaeennes 42424248
Section 25.2 ConditioNS fOr ACCIUAL ... ..iue i e e e e aeas 42424248
Section 25.3 Vacation AcCrual SChEAUIE........uvvieeiiie e e 43434349
Section 25.4 VaCALION CarTY-OVEr . ... cucuiuie i eieie et e eeee et e et e e e e e s e e easerreanens 43434350
Section 25.5 Vacation SChedUlNG/USE ......u.iuiinieiiiiee e e 434343506
Section 25.6 Rates of Pay for Vacation HOUIS .........veiniieiiiiiiiie e 44444450
Section 25.7 Payment for Accrued Vacation Leave Upon Resignation/Separation or Death
.......................................................................................................................... 44444450
I O I 44444451
i (I N SR 44444457
Section 26.1 Paid HOIAAYS......euiniieiieiie ettt e e et e e e e e e e e eaens 44444451
Section 26.2 Special HONAAYS ....cuivniriiiiiei e ee e eaes 45454551
SectioN 26.3 HOLAAY WOTK......e it ettt et e e e e e e e s e e e e e e e e eaenaens 45454551
Section 26.4 HONAAY PAY .....uiieuuiiiiiieii ettt e et e et et e e e e e e e e e ea e eeas 45454551
A I O A PSR 46464652
PERSONAL LEAVE ...oiiiiiiiieeeeite e e et e ettt s e e et e e e et s s e e e e s e e e e s e e e eeaa s e e eeanneeeeennns 46464652
Section 27.1 Allocation & USAQE Of LEAVE .....uerieiniie e e e e e e 46464652

Section 27.2 Payment for Unused Personal Leave Upon Layoff or Death ................. 46464653




N N L P AT414F53

A ST A AN ATA+4F53
Section 28.1 Medical, Dental, & ViSion BENETItS .......oviuiieiiiiii e 47474453
Section 28.2 Liability INSUFANCE .....uivinieiiiiie e e e e e e e eaes 54545461
Section 28.3 ChaNQE IN CAITIEIS cu.uuieneneaieieeeee e e eeee et e e e e e e ear e s e e ea s e e sasereenanrens 54545461+
SECtION 28.4 LifE INSUIBINCE ..vitiininieieeeet et ettt ee e et eaen e e st e ease s e e eare st ensereaenenrens 54545461
Attachment A. Healthy by Choice Plus Benefit Plan including a Health Savings Account/Health
ReIMbBUISEMENT ACCOUNT. ... e ittt e e e e e e e e e e e e e e e e eenas 55555563

I O 58585866

101 18 N S 58585866
Section 29.1 Sick LeAVE ACCIUAL .....uivieiei e e e eaes 58585866
Section 29.2 USE OF SICK LEAVE ....uiuiiiniie it eee et ettt st e e e e e e e s e e e s e s e eaenens 59595966
Section 29.3 Conversion Of SICK LEBAVE.......iviiiiiii e e 60606068
Section 29.4 Sick Leave Transfer from Prior Public EMPIOYEr ......cvvveiiiiniiiiiiieene, 61616169

ARTICLE B0 cettuuieietuuteeeetieeeettus e e s eeta s e e eeaaaa s e e eata s e e e easaseeeaeaa e eeeasanseeeeenanseeensnnnaanees 62626270

INJURY LEAVE ..ottt sttt et ettt et st et s e e e et e e r e e e e e e eeas 62626270
Section 30.1 INJUrY LEAVE WIth PAY . .ucuieieiiii ettt ettt et ee e e eeanens 62626270

I L 0 1 P 636363+t

SPECIAL LEAVES ... ittt ee ettt e ettt e ettt e e e ettt s e e e e et s e e e e aa e e e eeaa e e e e eaaaeeeeeannas 6363637%
Section 31.1 Leave WINOUL PAY ......eeiuiie i et et e e e e e e e eeeaeas 6363637t
Section 31.2 LeaVve WIth PAY .....ccuiuieiiieiii e e e e ee e eaes 63636372

A I O I PSR 65656574

LEAVE DONATION PROGRAM ..euuittiitiiteeetneeeteeeeneeeaseeeueeeennsestaseeennseeennseeensaannnnaes 65656574
SECHION 32.0 PUIDOSE ..eviinieniteie it e e e et e et e e e et e e e e e e e e e e e s e ens e e eseenes 65656574
SECtION 32.2 DEfINILIONS . . euinieie ittt e e e e e e e e s e e e e e e e e e eenenens 65656574
Section 32.3 Program ReQUIATIONS. .......veuiuiiiiei et e e e eaes 66666675

I O B 68686878

TRAINING AND TUITION REIMBURSEMENT ...vniiiiiiii et ee e e e e e e e 68686878
Y= Tox 1o a1 0 N I =1 V10T 68686878
Section 33.2 TUition REIMBUISEMENT ......vv ittt ettt e e e enenrereaenearens 69696979

I L PR 70+6+086

EMPLOYEE INCENTIVE PROGRAMS ...ttt ettt st e e n e e n e e e e enes 7076+086
Section 34.1 Employee INCENtIVE PrOOraMS ......vuiuieieiiiie e e e e e e ens 70707086

Section 34.2 EMPIOYEE DISCOUNES.....vuiuieieeenieieeieneereeeentereaeesrereneneereeenenrereaenenrens 70707681




ARTICLE 35....ccviviieenneen.
TRAINING ASSIGNMENTS

SECION 35.1 COMPENSALION . eueutitteteee ettt tetn ettt ettt e s eeaerererareraratneenenenenenrarns




Page Intentionally Left Blank



ARTICLE 1
CONTRACT

Section 1.1 Contract. This Contract is made and entered into at Dublin, Ohio by and between
the City of Dublin, as the Employer, also referred to as "Employer”, “City” or
"DepartmentBivisiont”, and the Fraternal Order of Police, Ohio Labor Council, Inc., hereinafter
referred to as the "F.0.P./O.L.C.", O.L.C., or the Union.

Section 1.2 Purpose. This Contract is made for the purpose of setting forth the understandings
and agreements between the parties governing the wages, hours, terms and conditions of
employment for those employees included in the bargaining unit identified herein.

Section 1.3 Savings Clause. Should any part of this Contract be held invalid by operation of
law or by final order issued by any tribunal of competent jurisdiction, or should compliance with
or enforcement of any part of this Contract be restrained by any such tribunal pending a final
determination as to its validity, such invalidation or temporary restraint shall not invalidate or
affect the remaining portions hereof or the application of such portions to persons or
circumstances other than those to whom or to which invalidation of any portion of this Contract
by final order issued by a tribunal of competent jurisdiction or by operation of law, and upon
written request by either party, the parties to this Contract shall meet within thirty (30) days of
receipt of the written request, in an attempt to modify the invalidated provisions by good faith
negotiations.

Section 1.4 Conflicting Agreements. The Employer, the Union, and employees agree that
none of their representatives shall make or ask an employee to make any written or verbal
agreement which would conflict with this Contract.

Section 1.5 Contract Amendments. Unless otherwise specified in this Contract, no changes
in this Contract shall be negotiated during its duration unless there is written accord to do so by
and between the parties. Any negotiated changes, to be effective and incorporated in this
Contract, must be in writing and signed by the parties.

Section 1.6 Applicability. This Contract, when executed, shall supersede and replace all
applicable state and local laws which it has authority to supersede and replace. Where this
Contract is silent, the provisions of applicable law shall prevail.

ARTICLE 2
RECOGNITION

Section 2.1 Recognition. The Employer recognizes the Union as the sole and exclusive
representative for all employees in the bargaining unit described herein in any and all matters
relating to wages, hours, terms and conditions of employment, and the continuation, modification,
or deletion of an existing provision of this Contract and for the administration of this Contract.

Section 2.2 Bargaining Unit. There shall exist in the City of Dublin a bargaining unit consisting
of:



All full-time Communications Technicians as certified by the State Employment Relations
Board in case #92-REP-06-0134 November 5, 1992, who are employed by the Employer,
excluding Communications Supervisors.

References throughout this Contract to bargaining unit members shall mean employees within
the bargaining unit.

ARTICLE 3
UNION BUSINESS

Section 3.1 Dues Deduction. The Employer agrees to deduct Union membership dues in the
amount certified by the Union to the Employer. One-half (1/2) of such dues shall be deducted
from each of the first two pay periods of each month from the pay of any Union member
requesting the same in writing. The Employer also agrees to deduct Union initiation fees and
assessments, in the amount certified by the Union to the Employer, the first two pay periods of
each month, in which such fees and assessments are due, from the pay of any appropriate Union
member.

If a deduction is desired, the Union member shall sign a payroll deduction form. Once each
calendar month, a warrant in the aggregate amount of the deductions made for that calendar
month, together with a listing of the Union members for whom deductions were made, shall be
furnished to the Director of the Union. Nothing herein shall prohibit Union members covered by
this Contract from submitting dues directly to the Union.

The Employer shall provide the Union with additional payroll deductions for the purpose of the
Union providing additional non-employer-provided employee benefits, providing the Employer's
payroll accounting system possesses sufficient capacity and capability for additional deductions,
and that the City determines that such deduction is for a legitimate program, the provisions under
such a program are not substantially similar to programs already offered through payroll
deduction, and further, that at least sixty percent (60%) of the bargaining members declare
interest (in writing) in enrolling in such a program.

No other employee organization's dues shall be deducted from any employee's pay for the
duration of this Contract.

The Union agrees to hold the Employer harmless should any deductions be found to have been
unlawfully, illegally or improperly taken. Further, the Union agrees to indemnify the Employer
and to provide legal counsel in defending any action claiming that a deduction has been
unlawfully, illegally or improperly made and will further reimburse the Employer for any payments
made by the Employer as a result of any finding by an administrative agency or court of law that
it has unlawfully, illegally or improperly made deductions.

Section 3.2 Fair Share Fee. Bargaining unit employees who are not members of the Union
shall, as a condition of employment, pay to the Union a fair share fee. The amount of the fair
share fee shall be determined by the Union, but shall not exceed dues paid by members of the
Union who are in the bargaining unit. Such fair share fee shall be certified by the Union to the
Employer at such time during the term of this Contract as necessary to be accurate. Such




payment shall be subject to an internal Union rebate procedure meeting all requirements of state
and federal law.

For the duration of the Contract, such fair share fee shall be automatically deducted by the
Employer from the payroll check of each bargaining unit employee who is not a member of the
Union. One-half (1/2) of the automatic deduction shall be made in the first two pay periods of
each month. The Employer agrees to furnish the Assistant Director of the Union once each
calendar month, a warrant in the aggregate amount of the fair share fees deducted for that
calendar month, together with a listing of the bargaining unit employees for whom said
deductions are made.

The automatic deduction shall be initiated by the Employer whenever a bargaining unit employee
who is not a member of the Union has completed the employee’s first sixty (60) days of
employment.

The Union agrees to hold the Employer harmless should any deductions be found to have been
unlawfully, illegally or improperly taken. Further, the Union agrees to indemnify the Employer
and provide legal counsel in defending any action claiming that a deduction has been unlawfully,
illegally or improperly made and will reimburse the Employer for any payments made by the
Employer as a result of any findings by an administrative agency or court of law that it has
unlawfully, illegally or improperly made deductions.

Section 3.3 Bulletin Boards. The City agrees to provide bulletin board space at
DepartmentBivision—_headquarters. Union bulletins and Union material will be permitted to be
posted on this bulletin board space. Non-bargaining unit members shall not be permitted to
remove, add to or alter the material posted on this designated space unless said material contains
obscene, racially or sexually offensive material.

Section 3.4 Meeting Locations. The Union shall be permitted, upon prior notification to the
Chief of Police, to hold meetings, for the bargaining unit membership, at police headquarters or
other City building, room or facility. The notification required under this Section shall be in writing
(hard copy or e-mail), shall be delivered to the Chief, or the Chief's designee, at least forty-eight
(48) hours prior to the time of the meeting, and shall state the date, time, and requested location
of the meeting.

The Employer agrees to hold the requested location open for use by the Union on the date and
at the time specified in the Union’s notification to the Chief. However, if it is not practicable for
the Employer to provide the requested location to the Union, the Employer will so notify the Union
and make every effort to provide for an alternate meeting location in another City building, room
or facility. No employee shall attend the above-referenced meetings while on duty without
receiving prior approval from the Chief of Police or the Chief's designee. Such approval shall not
be unreasonably withheld.

No bargaining unit employee or member of the Union shall be obligated or asked to divulge to
the Employer information discussed at said meetings.

Section 3.5 Ballot Boxes. The Union shall be permitted, upon prior notification to the Chief of
Police, to place a ballot box at Bivisien-Department headquarters for the purpose of collecting



members’ ballots on all Union issues subject to ballot. Such box shall be the property of the Union
and neither the ballot box nor its contents shall be subject to the Employer’s review.

Section 3.6 Use of Intra-Department Mail. The Union shall be permitted to utilize the intra-
departmental mail (including electronic mail) system for the purpose of providing information
pertaining to Union business or bargaining unit representation, to bargaining unit employees. The
Union agrees that the use of the mail system will be reasonable and limited to providing
information that is necessary for the normal conduct of Union business or bargaining unit
representation. All mail placed into the mail system by the Union shall be the property of the
bargaining unit employees to whom it is addressed, shall be clearly labeled as Union mail, and
such mail shall not be subject to the Employer's review.

Section 3.7 Use of Employer’s Property/Equipment. When possible, a Union representative
will give advance notice and obtain approval from the Chief or the Chief's designee if the Union

intends to use the Employer's equipment or property for Union business or other non-work related
activities. In the Chief's or designee's absence, notice shall be given to and approval obtained
from the shift supervisor at the time. Permission of the Chief or the Chief’s designee to use the
equipment or property will not be withheld without a valid reason.

Section 3.8 Bargaining Unit Representatives. Representatives of the Union shall be
permitted to transact official Union business at DepartmentBivisieral work sites at all reasonable
times, provided that this shall not interfere with or interrupt normal Bivisier—Department
operations.

The bargaining unit is authorized to select one (1) employee representative and two (2) alternates
to conduct bargaining unit business. The employee representative, upon giving reasonable notice,
and upon receiving authorization from the Communications Supervisor, or in Communication
Supervisor's absence the Technical Services Bureau Commander, shall be allowed reasonable
time off during regular working hours to investigate a grievance, consult with the Employer in
addressing labor/management issues, process a grievance, or assist in the settlement of a
dispute. Permission to perform these functions shall not be unreasonably denied.

Section 3.9 Negotiating Committee. On days when actual negotiation sessions are
scheduled, representatives will have their work schedule altered to day shift provided said change
can be made without creating any overtime obligation to the City and it does not take any shift
below minimum staffing levels as determined by the Bivisiea—ef-Police_Department. The Union
will notify the Employer of the names and normal work schedules of representatives whose
schedules need to be changed prior to the first negotiation meeting. No members of the Union
negotiation committee will be allowed to attend work sessions of the negotiation committee while
on duty if their attendance would reduce staffing during said time period below minimum staffing
levels as set by the Bivister-ef-Police_Department. No overtime obligation shall be incurred by
the City as a result of any bargaining unit member attending work sessions or any other sessions
related to negotiations. Time spent by a bargaining unit member attending work sessions,
negotiations, or any Union related business outside their scheduled shift, shall not constitute
hours worked.



ARTICLE 4
NONDISCRIMINATION

Section 4.1 Joint Pledge. The provisions of this Contract shall be applied equally to all
employees without regard to age, sex, sexual orientation, gender identity, genetic information,
race, color, religion, political affiliation, disability er-national origin, military status, veteran status,
pregnancy, ancestry, or marital status.

Section 4.2 Employer Pledge. The Employer agrees to not interfere with the right of the
employees to become members of the Union. There shall be no disparate treatment, interference,
restraint or coercion by the Employer or any representative of the Employer against any employee
because of Union membership or because of any lawful employee activity in an official capacity
on behalf of the Union.

Section 4.3 Union Pledge. The Union, within the terms of its constitution and bylaws, to the
extent said terms are legal and in compliance with state and federal law, agrees to not interfere
with the desires of any employee of the bargaining unit to become and remain a member of the
Union. The Union agrees to fairly represent all employees of the bargaining unit subject to the
provisions and procedures set forth in Sections 4117.11(B) and 4117.12 of the Revised Code.

ARTICLE 5
MANAGEMENT RIGHTS

Section 5.1 Management Rights. Except as specifically limited herein, the Employer shall have
the exclusive right to manage the operations, control the premises, direct the working forces, and
maintain efficiency of operation of employees. Specifically, the Employer's exclusive management
rights include, but are not limited to, the sole right to:

A. hire, discipline and discharge for just cause, layoff, and promote;
B. promulgate and enforce reasonable employment rules and regulations;
C. reorganize, discontinue, or enlarge the Bivisieref-Police_Department;

D. transfer employees (including the assignment and allocation of work) within the Police
BivistenDepartment;

E. introduce new and/or improved equipment, methods and/or facilities, to determine
work methods;

F. determine the size and duties of the work force, the number of shifts required, and
work schedules;

G. establish, modify, consolidate, or abolish jobs (or ranks); and,

H. determine staffing patterns, including but not limited to assignment of employees,
numbers employed, duties to be performed, qualifications required, and areas worked.



The exercise of the above listed management rights is subject only to the restrictions and
regulations governing the exercise of these rights as are expressly provided herein and/or as
permitted or provided by applicable law.

An employee or the employee’s Union representative may raise a legitimate complaint or file a
grievance based upon the provisions of this Article.

ARTICLE 6
LABOR/MANAGEMENT MEETINGS

Section 6.1 Meetings. In the interest of sound labor/management relations, upon request of
either party, at a mutually agreeable date and time, not more than four (4) representatives of
the Employer shall meet with not more than three (3) Union employee representatives and one
(1) non-employee Union representative to discuss pending issues and/or problems and to
promote a more harmonious labor/management relationship. Upon either party’s request these
meetings will be held at least semi-annually at mutually agreeable times, but may be held more
often by agreement.

An agenda will be exchanged by the parties at least five (5) working days in advance of the
scheduled meeting with a list of matters to be taken up in the meeting and the names of those
representatives from each side who will be attending. All matters on the agenda requested by
the parties to be discussed, will be discussed. The purpose of such meeting shall be to:

A. discuss the administration of this Contract;

B. discuss grievances which have been processed beyond the final Step of the Grievance
Procedure, when such discussions are mutually agreed to by the parties;

C. disseminate general information of interest to the parties, or discuss potential
grievances when agreed to by both parties.

D. consider and discuss health and safety matters relating to employees; and,
E. discuss any other items the parties mutually agree to discuss.
ARTICLE 7

SAFE EQUIPMENT

Section 7.1 Safe Equipment. The Employer will furnish and will maintain in good working
condition the necessary tools, facilities, vehicles, supplies and equipment required for employees
to safely carry out their duties. Employees are responsible for reporting unsafe conditions or
practices, for avoiding negligence, and for properly using and caring for tools, facilities, vehicles,
supplies, and equipment provided by the Employer.



ARTICLE 8
GRIEVANCE PROCEDURE

Section 8.1 Definition. A "grievance” is an allegation by one or more employees that there has
been a breach, misinterpretation, or improper application of this Contract. It is not intended that
the Grievance Procedure be used to effect changes in this Contract, nor in those matters not
covered by this Contract.

Section 8.2 Jurisdiction. If exclusive administrative relief of a judicial or quasi-judicial nature
is provided for by the statutes of the State of Ohio, or of the United States, for review or redress
of specific matters (such as civil rights, etc.) such matters shall not be subject to this Grievance
Procedure, or be processed hereunder. Except as provided above, the Grievance Procedure, as
set forth in this Article, shall be the exclusive remedy for bargaining unit employees.

Section 8.3 Qualifications. All grievances must proceed through the Grievance Procedure
described in Section 8.5 of this Contract, and be presented at the proper step and time in
progression in order to be considered at subsequent steps. The proper step to initiate the
grievance is Step 1 unless the occurrence that gave rise to the grievance originates at another
step. The grievant may either initiate a grievance at Step 1 or at the step at which the occurrence
which gives rise to the grievance originates. A grievance shall be considered withdrawn at any
point where an employee submits a written statement to that effect, or where time requirements
at any step have lapsed, without further appeal by the employee.

Any grievance not answered by the employer within the stipulated time limits, may be advanced
by the employee to the next Step in the Grievance Procedure. All time limits on grievances set
forth herein, may be extended only by mutual written consent of the parties.

A grievance may be brought by an aggrieved employee covered by this Contract. Where more
than one (1) employee desires to file a grievance involving an incident affecting several employees
in the same or similar manner, one (1) employee shall be selected by the bargaining unit to
process the grievance. Each aggrieved employee who desires to be included in the grievance shall
sign the grievance.

Section 8.4 Grievance Form. The aggrieved employee shall use a written grievance form which
shall provide the following information:

A. grievant's name and signature;

B. date, time and location of grievance;

C. description of incident giving rise to the grievance;
D. article or section of the Contract allegedly violated;
E. date grievance was first discussed;

F. name of supervisor with whom grievance was first discussed;



G.

H.

date grievance was filed in writing; and,

desired remedy to resolve the grievance.

The bargaining unit shall be responsible for its accounting, duplication and distribution of
grievance forms.

Section 8.5 Grievance Procedure. It is the mutual desire of the Employer and the bargaining
unit to provide for prompt adjustment of grievances, with a minimum amount of interruption of
the work schedules. Every reasonable effort shall be made by the Employer to effect the
resolution of grievances at the earliest possible step. In furtherance of this objective, the following
procedure shall be followed:

A.

Step 1 - Informal. The employee shall orally present the grievance to the employee's
immediate supervisor within fourteen (14) calendar days from the time the employee
becomes aware of the occurrence which gave rise to the grievance. The immediate
supervisor shall investigate and provide an appropriate answer within fourteen (14)
calendar days following an informal meeting at this Step. There shall be no prohibition
against having a grievance representative present.

Step 2 - Chief of Police. If the grievance is not resolved in Step 1, and the employee
wishes to proceed to Step 2, the employee shall reduce the grievance to writing and
shall, within seven (7) calendar days of the answer at Step 1, present the written
grievance to the Chief of Police or the Chief's designee. The Chief of Police or the
Chief's designee shall investigate and respond, in writing, to the employee within
fourteen (14) calendar days following the presentation of the grievance to Step 2.

Step 3 - City Manager. If the grievance is not resolved in Step 2, and the employee
or the Union Staff Representative wishes to proceed to Step 3, the employee shall
present the written grievance to the City Manager or the City Manager's designee
within seven (7) calendar days from receipt of the Step 2 answer. The City Manager
or the City Manager's designee shall investigate the matter and shall meet with the
employee and the employee’s desired representative within fourteen (14) calendar
days of the receipt of the grievance. A written response to the grievance shall be
provided to the employee(s) within fourteen (14) calendar days following the meeting
at Step 3.

Step 4 - Arbitration. If a grievance is not satisfactorily resolved at Step 3, the Union
Staff Representative may submit the grievance to Arbitration. If a written notice of
intent to file under the Arbitration Procedure is not received by the City Manager or
the City Manager’'s designee within fourteen (14) calendar days following the date of
the response outlined in Step 3, the grievance shall be considered resolved. After
receipt of a request to arbitrate from the Union, a designee of the City Manager and
the Union shall attempt to agree on an arbitrator. The parties shall make a joint
request to the Federal Mediation Conciliation Service for a panel list of nine (9)
arbitrators. The parties shall then choose an arbitrator by alternately striking names
from the list until such time as one (1) name remains as the arbitrator chosen by the




parties. Prior to beginning the striking procedure, either party may reject the list and
submit a request for another list from the arbitration tribunal.

In issuing an award, the arbitrator shall be limited to the enforcement of the specific
provisions of the Contract. The arbitrator may not alter, amend, modify, add to or
subtract from the provisions of the Contract.

The question of arbitrability of a grievance, may be raised by either party at any
point in the grievance procedure, on the grounds that the matter is not arbitrable or
beyond the arbitrator’s jurisdiction. The first question to be placed before an
arbitrator will be whether or not the alleged grievance is within the purview of the
arbitrator. The question of arbitrability will be heard and answered before
proceeding on the merits.

Thereafter, the alleged grievance will be heard on its own merits before the same
arbitrator. The decision of the arbitrator shall be final and binding. The arbitrator
shall be without authority to recommend any right to relief on any alleged grievance
occurring at any other time than the contract period in which the right originated.
The arbitrator shall not establish any new or different wage rates not negotiated as
part of the Contract. In case of discharge, suspension or reduction, the arbitrator
shall have the authority to award modification of said discipline.

The arbitrator shall render, in writing, the arbitrator’s findings and award as quickly
as possible within thirty (30) calendar days after the hearing is closed and post-
hearing briefs are submitted, if necessary. The arbitrator shall forward such findings
and award to the City Manager, or the City Manager’s designee, and to the
FOP/O.L.C. Representative, or the FOP/O.L.C. Representative’s designee.

Any employee who is expected to testify, and whose testimony is relevant to the
arbitration, shall be released with pay to attend the hearing, provided that the
hearing is held during the employee’s regular work hours. Any expense related to
any non-employee witness(es) shall be borne by the party requesting the non-
employee attendance at the arbitration hearing.

Both the Union and the Employer shall share equally in the cost of the arbitration
proceedings.

Section 8.6 Right to Representation. A grievant has a right to representation at all Steps of
the Grievance Procedure and shall have an opportunity to fairly present the grievance case by
presentation of witnesses and/or other pertinent information. The grievant and appropriate
witnesses shall be entitled to be present at any Step in the Grievance Procedure and shall not
lose pay as a result of such attendance, if a meeting is scheduled during working hours. Grievance
meetings shall be scheduled at mutually agreeable times.

Section 8.7 Extension of Time Limits. It is the Employer's and the Union’s intention that all
time limits in the above grievance procedure shall be met. However, to the end of encouraging
thoughtful responses at each Step, the Union’s and the Employer's designated representative may
mutually agree, at any Step, to short-term time extensions. But any such agreement must be in




writing and signed by the parties. In the absence of such mutual extensions, if no response is
forthcoming within the specific time limits, the grievance will be moved to the next Step in the
Procedure. However, if no response is forthcoming and the employee desires to receive a
response, the employee can request that the particular official at the applicable Step respond in
writing. The employee will hand deliver a memorandum to both the Chief or the Chief’s designee
and the Director of Human Resources or the Director of Human Resources’ designee requesting
such a response. The applicable official will then respond within seven (7) calendar days from the
receipt of the memorandum. If a response is not forthcoming within the seven (7) calendar day
period the grievance is presumed granted by the City in full and the City shall implement the
requested remedy, except if the requested remedy would constitute a violation of law.

ARTICLE 9
INTERNAL REVIEW PROCEDURES

Section 9.1 Scope. Except for the informal procedure for non-serious complaints or alleged
non-serious offenses described in Section 9.3 below, the investigative procedures set forth in this
Article shall be followed whenever an employee is suspected of or charged with an act which
could result in disciplinary action or criminal charges being filed against the employee.

Section 9.2 Informal Process for Non-Serious Complaints or Offenses. In recognition of
the fact that many types of complaints are of a very minor or non-serious nature which can be

resolved at an initial, informal stage, the following procedure may be adhered to where an
informal resolution is likely to occur.

After a complaint is received or phoned in and is memorialized in writing by the employee taking
the complaint, an informal process may be initiated for resolution of minor infractions or non-
serious allegations. The investigating supervisor, whether a Communications Supervisor, Shift
Sergeant, Support Services Lieutenant, or Chief, may approach the employee and attempt to
gather the facts about the allegation from the employee. At that time, the investigating supervisor
shall notify the accused employee of the nature of the complaint. If the complaint cannot be
resolved at this informal level or the charged employee elects not to make any statement, the
official investigative procedure will be put into place as identified in the remaining sections of this
Article. If other, more serious allegations other than those initially charged are raised during the
informal investigation, the matter will be immediately transferred to the formal process and
subject to progressive discipline. Cases processed and resolved at the informal level may result
in no more than a letter of reprimand. If the matter is not resolved at the informal level, it shall
be set for a meeting and subject to the principles of progressive discipline.

If the matter is not informally resolved, a meeting shall be set with the accused employee within
seventy-two (72) hours at the direction of the Chief of Police or the Chief's designee. The
employee, at the employee’s choosing, may bring a representative to this meeting. The purpose
of this meeting is to formally provide the accused employee with the complaint in writing. At that
time, the Communications Supervisor will again be permitted to gather information pertinent to
the complaint from the accused employee with the presence of a representative.

Section 9.3 Notification. An employee shall be informed of the nature of the investigation
(whether disciplinary or criminal) and shall be provided written notice of the specific factual
allegations made against the employee (except at the informal level), including a copy of the




written complaint made against the employee, prior to any questioning. If either felony or
misdemeanor charges are contemplated, the employee shall be informed of the employee’s
constitutional rights in advance of any questions.

Section 9.4 Right to Representation. All questioning sessions shall be scheduled so that the
employee has an opportunity to obtain representation from the Union. The Union representative
or attorney shall be permitted to be present at any questioning and shall be afforded a reasonable
opportunity to consult with the employee during questioning.

Section 9.5 Conduct of Questioning. As used in this Article, questioning refers to any
investigation, internal affairs review, or interrogation whether or not the employee is to be
guestioned. The following rights are accorded to the employee subject to questioning:

A. Any questioning of an employee will be conducted at hours reasonably related to the
employee’s shift, preferable during the employee’s working hours. Such sessions shall
be for reasonable periods of time, and time shall be allowed during such questioning
for rest periods and for an employee's attendance to physical necessities.

B. Before an employee may be charged with insubordination or like offenses for refusing
to answer questions or participate in any investigation, the employee shall be advised
that such conduct, if continued, may be made the basis for such a charge; except that
an employee who refuses to answer questions or participate in any investigation shall
not be charged with insubordination or like offense for such refusal as permitted on
an exercise of the employee’s constitutional rights in a criminal matter.

C. Such questioning shall be recorded by the Employer at the request of either party.
Tapes will be made by the Employer and may also be made by the employee and/or
Union representative or attorney. The employee and Union representative or Union
attorney will be afforded the opportunity, upon written request directly to the Chief or
the Chief's designee, to listen to make personal notes regarding a tape made of the
employee’s interview by the DepartmentBivision.

D. Any statements or evidence obtained in the course of questioning through the use of
threats, coercion or promises other than notification that the employee may be
charged with insubordination shall not be admissible in any subsequent criminal action
or internal proceeding. However, explaining to an employee that potential corrective
action could result if the employee continues to refuse to answer questions or
participate in an investigation shall not be considered as such threats, coercion or
promises, subject to provisions of paragraph (B) of this Section.

E. In the course of questioning, an employee may only be given a polygraph examination
with the employee’s consent. The results of this examination cannot be used in any
subsequent criminal action. Where consent is given, a polygraph examiner shall be
chosen by mutual agreement of the Employer and the Union.

Section 9.6 Access to Tapes and Documents. Once the investigation is completed, and no
later than two (2) days after requested, and reasonably in advance of any Pre-Disciplinary

Conference, the employee who is subject to questioning, and the employee’s Union representative



or attorney where one is involved, will be provided access to transcripts, records, written
statements, and tapes pertinent to the case, including transcripts of questioning asked and
response to polygraph examinations.

Section 9.7 Citizen Complaint. In order for a citizen complaint to be considered as possible
grounds for disciplinary action, it must be reduced to writing and signed by the citizen within
thirty (30) calendar days after the date of the alleged event upon which the complaint is based.
If the incident alleges conduct which, if true, could lead to criminal charges, the thirty (30) day
requirement shall not be applicable.

Section 9.8 Initial Investigation. All complaints, internal investigations and
DepartmentBivisieral charges should initially be under the province of the Communications
Supervisor. If the Communications Supervisor is not on-duty, the Officer-In-Charge (O.1.C.) will
be responsible for noting the incident and forwarding it to the Communications Supervisor or the
Support Services Lieutenant no later than forty-eight (48) hours after the incident. When the
incident is forwarded, the Communications Supervisor will investigate and make
recommendations to the Chief. If the Communications Supervisor is not available within forty-
eight (48) hours of the alleged incident or on the Monday following the alleged incident if it occurs
on the weekend, the Support Services Lieutenant will investigate and make recommendations to
the Chief. If the claim is made that any provisions of this Article are violated by the Employer,
such violations shall be subject to the Grievance Procedure beginning at Step 2.

ARTICLE 10
DISCIPLINE

Section 10.1 Discipline for Cause. No bargaining unit employee shall be reprimanded,
suspended, reduced in pay, or removed, except for just cause. The Employer may take this type
of action while the employee is on duty; working under color of employment for the Employer;
or off-duty as an employee of the Bivisier-Department or while engaged in conduct that might
affect the employee’s ability to perform duties as an employee. The employee may not be
disciplined for actions on the employee’s own personal time that do not reflect directly on the
DepartmentBivisiorr, do not violate any State or Federal statutory provisions, or off-duty
employment Bivisieral—Departmental Standards of Conduct, Rules and Regulations.
Incompetency, inefficiency, dishonesty, drunkenness, immoral conduct, insubordination,
discourteous treatment or neglect of duty, absence without leave, or any conduct unbecoming
an employee, or any other acts of misfeasance, malfeasance or nonfeasance, or violations of any
Dublin Bivister-ef-Police_Department General Orders shall be cause for disciplinary action.

Section 10.2 Progressive Discipline. Except in instances where an employee engages in
serious misconduct, the facts and circumstances of which could justify suspension or discharge,

discipline will be applied in a progressive manner. Progressive discipline shall take into account
the nature of the violation, an employee's record of discipline, and the employee's record of
conduct.

Ordinarily, a progressive disciplinary action will involve an oral reprimand before a written
reprimand, a written reprimand before a suspension, and a suspension before reduction in pay
or removal for a repeated, similar, or related offense. The commission of a repeated or related
offense for which an oral reprimand has been given, permits, but does not require, the Employer



to issue a written reprimand. Should a written reprimand be issued, the Employer is permitted,
but not required, to issue a suspension for the commission of a related offense of the same,
similar, or related nature. Should a suspension be issued, the Employer is permitted, but not
required, to reduce in pay or remove the employee for the commission of a repeated offense of
the same, similar, or related nature.

In all instances of discipline, the Employer shall only impose a disciplinary penalty commensurate
with the offense, which, where practicable, may assist the employee in correcting whatever action
or behavior is deemed inappropriate. Nothing herein precludes the Employer from utilizing
positive steps, including counseling, to correct an employee's inappropriate action or behavior.

When disciplinary action is first proposed, the employee and employee’s representative will be
allowed an opportunity, if desired to meet with the appropriate supervisor to discuss the proposed
discipline.

Section 10.3 Disciplinary Action. The prerogative to issue oral reprimands and written
reprimands rests solely within the Departmentbivisieral hierarchy of authority. Where there is
reason to believe that an employee is guilty of an offense which might lead to suspension without
pay, reduction in pay or rank, or removal, the Chief has the responsibility to specify charges and
the proposed penalty against the employee, which charges shall be heard in a Pre-Disciplinary
Conference, as established in Section 10.4. In specifying charges, the Chief shall provide the
employee with all evidence supporting the charges.

Section 10.4 Pre-Disciplinary Conference. When charges are specified by the Chief, a Pre-
Disciplinary Conference shall be scheduled to give the employee an opportunity to offer an
explanation of the alleged offense/misconduct. Pre-Disciplinary Conferences will be conducted
by the City Manager, or the City Manager’s designee.

Not less than seven (7) calendar days prior to the scheduled Pre-Disciplinary Conference, the
Chief will provide the employee with written notice of the preferred charges. The employee may
choose to:

A. appear at the Conference to present an oral or written statement in the employee’s
defense;

B. appear at the Conference with a Union representative or attorney; or,

C. elect to waive (in writing) the opportunity to have a Pre-Disciplinary Conference.

At the Pre-Disciplinary Conference, the City Manager, or City Manager's designee, will ask the
employee or employee's representative to respond to the preferred charges. At the Pre-
Disciplinary Conference, the employee or the employee’s representative shall be permitted to
offer testimony and evidence in the employee’s defense, call witnesses material to the employee’s
defense, and confront the employee’s accusers. The employee or the employee’s representative
shall provide a list of witnesses to the City Manager or the City Manager’'s designee as far in
advance as possible, but no later than two (2) calendar days prior to the Pre-Disciplinary
Conference. It is the employee's responsibility to notify the employee’s witnesses that the
employee desires their attendance at the Pre-Disciplinary Conference.



A written report will be prepared by the City Manager, or the City Manager's designee,
summarizing the findings of fact and disciplinary penalty to be imposed, if any. A copy of this
written report will be provided to the employee or the employee’s representative within fourteen
(14) calendar days following the Conference. Pre-Disciplinary Conferences shall be tape-recorded.
A copy of the recording shall be furnished to the employee, the Union representative, or the
employee’s attorney, upon request, within forty-eight (48) hours of the close of the Conference.
The employee may also record the Conference.

Any imposition of discipline shall be accomplished in such a manner that will not embarrass the
employee before other employees or the public.

Section 10.5 Copy of Discipline Record. Whenever a disciplinary action is taken which results
in a disciplinary action of record, (Section 10.2), the employee shall be given a copy of such
record.

Section 10.6 Appeal. The Union may elect to appeal the disposition made by the City Manager
or the City Manager’s designee directly to arbitration as provided in Section 8.5 D. of this Contract.
In the event the Union wishes to appeal such decision to arbitration, written notice of the intent
to file such an appeal under the Arbitration procedure must be received by the City Manager or
the City Manager’s designee within fourteen (14) calendar days of the City Manager's, or the City
Manager’s designee's, written determination.

ARTICLE 11
PERSONNEL RECORDS

Section 11.1 Personnel File. One (1) official personnel file shall be maintained for each
employee and shall be in the custody of the Division of Human Resources. The personnel file shall
contain all the official records of the City regarding an individual employee with the exception of
medical records which shall be maintained in a separate file pursuant to applicable Federal and
State Law and which shall be considered confidential. Where past disciplinary actions or
allegations of misconduct are relevant to considerations of future disciplinary action or promotion,
only those disciplinary actions of record contained in the personnel file shall be considered. An
employee may review the employee’s own personnel file at reasonable times in the presence of
the Director of Human Resources, or the Director of Human Resources’ designee, upon written
request to the Director of Human Resources or the Director of Human Resources’ designee.
During the term of this Contract, each employee may obtain one (1) copy of the employee’s own
entire personnel file at no cost. This copy shall be provided upon request from the employee and
within a reasonable period of time. All other copies of documents shall be made available to the
employee at a reasonable charge. Anytime a document is placed in the employee's personnel
file, the employee shall be forwarded a copy of such document, with the exception of selection
records and materials created prior to the employee's date of appointment (e.g. background
investigations, polygraph examination, reference checks, criminal record checks, interview
appraisal forms and evaluation profiles, etc.); such selection records/materials shall be made
available for inspection of the employee upon request to the Director of Human Resources or the
Director of Human Resources’ designee. The confidentiality of matters contained in the personnel
files shall be the responsibility of the Director of Human Resources or the Director of Human
Resources’ designee who shall release only such information required by law and then only to




those persons with a legitimate right to the information, subject to the provisions of the Ohio
Privacy Act, Ohio Public Records Act, or other applicable Federal or State Law. In the event a
legitimate request is made to inspect or obtain copies of records from an employee's personnel
file, the City will make a reasonable attempt to notify the employee that such a request has been
made.

Section 11.2 Retention of Records. All actions of record, including appointment, evaluations,
promotions, reprimands, dismissals, suspensions, will be maintained in each employee's
personnel file throughout the employee’s period of employment. Record of documented oral
reprimands will not be considered for purposes of future disciplinary action more than six (6)
months after issuance provided that no repeated offense(s) of a same or similar nature have
occurred within said six (6) month period following issuance. Record of written reprimands will
not be considered for purposes of future disciplinary action more than twelve (12) months after
issuance provided that no repeat offense(s) of a same or similar nature have occurred within said
twelve (12) month period following issuance. Suspensions of less than thirty (30) days will not
be considered for purposes of future disciplinary action more than three (3) years after issuance
provided that no repeated offense(s) of a same or similar nature have occurred within said three
(3) year period following issuance.

In the event that a repeated offense(s) of a same or similar nature occurs during the appropriate
time limit(s), the initial disciplinary action shall be considered for the duration of the time period
for which the most recent documented disciplinary action will remain in effect, pursuant to this
Article.

Section 11.3 Inaccurate Documents. If, upon examining the employee’s own personnel
file, an employee has reason to believe that there are inaccuracies in documents contained
therein, the employee may write a memorandum to the Director of Human Resources
explaining the alleged inaccuracy. If the Director of Human Resources concurs with the
employee's contentions, the Director of Human Resources shall either correct or remove the
faulty document or attach the employee's memorandum to the document and note thereon his
concurrence with the memorandum. The Director of Human Resources may also attach the
memorandum to the document and note any disagreement with memorandum'’s contents.

ARTICLE 12
WORK RULES

Section 12.1 Work Rules. The Employer agrees that, to the extent possible, work rules shall
be reduced to writing and provided to all employees in advance of their enforcement. Any
allegation by an employee that a work rule or Departmental/Bivisierat directive is in violation of
this Contract, or has not been applied or interpreted uniformly to all employees, shall be a proper
subject for a grievance.




ARTICLE 13
POLITICAL ACTIVITY

Section 13.1 Political Activity. In addition to other rights, as permissible by law:

A. An employee is permitted outside the City to actively participate in partisan political
activity, provided that an employee undertakes such activity while off-duty, not in
identifiable uniform, and does not represent that such activity is either undertaken in
the employee’s official capacity as an employee of the Employer or is sanctioned by
the Employer.

B. An employee is permitted within the City to exercise the employee’s rights as a citizen
to express the employee’s personal opinions and to cast the employee’s vote.
However, an employee shall not:

1. orally or in writing solicit or in any manner be concerned with soliciting any
assessment, subscription or contribution of any type for any political party
or political purpose whatsoever from any person holding a position in the
service of the Employer;

2. make any contribution to the campaign funds of any candidate for a City
elective office for the actual or apparent purpose of influencing said
persons or receiving favors of any nature from said persons; and,

3. become actively involved in the elective process or campaigns for any City
elective office.

ARTICLE 14
SENIORITY

Section 14.1 Seniority. For purposes of this Contract, "Seniority" shall be defined as total
continuous service when hired as a full-time employee within the Communications Center.
Seniority shall begin to accumulate on the date an individual becomes employed in a full-time
position within the Communications Center; however, should more than one (1) individual be
hired on the same day, seniority preference will be determined by the individual's relative ranking
on the Final Eligibility List. An individual with a higher ranking shall always receive seniority
preference over an individual with a lower ranking. Methods for determining seniority prior to the
effective date of this contract shall not be affected. Continuous service shall reflect the
uninterrupted service of an employee as calculated by years/days of service. Continuous service
shall be interrupted only when a "break in service" occurs.

A "break in service" shall occur in the following instances:
A. Removal/Dismissal
B. Failure to return from an authorized leave of absence

C. Resignation/Separation from a position within the Communications Center.



An employee who has a "break in service" and who is subsequently rehired or reinstated, shall
not receive continuous service credit and will be placed at the bottom of the seniority list.

The following shall not constitute a break in service:
A. If an employee is reinstated due to the disaffirmance of removal or layoff;

B. When an employee leaves the employee’s position as a Communications Technician
for a promotion or lateral move within the Communications Center.

Section 14.2 Application of Seniority - Vacation Leave. When vacation leaves are to be
scheduled on an annual basis, and where in these instances there are two (2) or more employees

requesting vacation leave for the same period of time, the employee with the greater seniority
shall be granted the request, if the request is granted at all.

Section 14.3 Application of Seniority - Shift Assignments. Assignments to shift and shift
slots shall be posted for fifteen (15) days and shall be made by means of seniority unless the
Chief determines that the effective operation of the Bivisien-Department dictates that seniority
not be the determining factor for shift assignments and shift slots. Employees shall be given at
least fifteen (15) days’ notice of a change in shift assignments or shift slots. Employees who are
serving in their original appointment probationary period shall not have an opportunity to compete
for a new shift, unless their probationary period is completed prior to January 5™ of the following
year.

By November 1%t of each year, the Bivisien—Department shall post a shift schedule for the
upcoming year. The Communications Supervisor shall present the proposed schedule to the most
senior Communications Technician. That individual shall have twenty-four (24) hours to decide
which position on the proposed schedule they desire. Once the most senior Communications
Technician makes a shift selection, the most senior Communications Technician shall
communicate such selection to the Communications Supervisor via e-mail. The Communications
Supervisor will log the selection on the master schedule and pass the schedule along to the next
most senior Communications Technician for shift selection. This procedure will continue until each
Communications Technician has made a bid for a shift. The new shift assignments will go into

effect_February 1 for 2019 and 2020-Jdandary-Sth-efthe-tpecoming-year.

Section 14.4 No Posting Response. In instances where shift assignments, as set forth in
Section 14.3 are posted and no employees respond to the posting, the Chief reserves the
discretion to make such assignments based upon the needs of the BivisienDepartment.

ARTICLE 15
EMPLOYEE ASSISTANCE PROGRAM

Section 15.1 Employee Assistance. The Employer and the members of the bargaining unit
recognize that a wide range of personal difficulties/problems in the lives of employees may affect
work performance and that most personal difficulties/problems can be successfully resolved
provided they are identified and referred to an appropriate source of assistance.



The Employee Assistance Program (EAP) is provided by the Employer to assist employees and
their families in dealing with a wide range of personal difficulties/problems. This range of personal
difficulties/problems may include mental, emotional, financial, family, marital, employment-
related stress, drug abuse, alcoholism, legal, elder-care/aging, spiritual, career, illness/disability,
or other such difficulties/problems.

The purpose of the EAP shall be to help employees and their immediate family members deal
with the kinds of difficulties and problems identified above by linking them with resources that
can: provide appropriate help; reduce job performance problems; retain valued employees.

When an employee or someone in the employee’s immediate family is experiencing a problem,
whether or not such problem affects the employee's job performance, the employee and/or
immediate family members are strongly encouraged to seek assistance through the EAP.

Section 15.2 Coverage Terms & Conditions. Under the coverage terms of the EAP,
employees and/or their immediate family members shall each be entitled to unlimited assessment

and referral and a maximum of six (6) sessions per problem, at no cost to the employee or family
member, for problems amenable to short-term counseling intervention. Employees and/or family
members are encouraged to access available benefits, as provided by the City medical benefits
program, for counseling/treatment beyond the six (6) session limit.

Section 15.3 Other EAP Terms & Conditions. The Employer and the members of the
bargaining unit agree that:

A. Participation in the EAP shall be strictly voluntary, except where the completion of an
EAP is required to satisfy the conditions of an imposed disciplinary measure or an
agreement to complete an EAP in lieu of discipline. However, employees and their
immediate family members who have problems they feel may affect their health, well-
being, and/or the employee's job performance, are encouraged to contact the EAP.

B. Employees and their immediate family members shall receive an offer of assistance to
help resolve such problems in an effective and confidential manner. All EAP issues
shall be handled in a confidential manner by the EAP provider consistent with federal
and state law. No information concerning the nature of individual personal problems
will be released without proper written consent from the employee and/or immediate
family member.

C. Nothing in this Article shall be interpreted as constituting a waiver of the Employer's
responsibility to maintain discipline or its right to take disciplinary action in accordance
with provisions of this Agreement. Normal disciplinary procedures shall remain
unaltered and use of the EAP shall not alter the responsibility of employees to maintain
an acceptable level of performance or acceptable behavior/conduct.

D. EAP-related appointments scheduled during normal work hours shall be scheduled
within the framework of the Employer's existing leave policies.



Supervisory personnel may encourage the use of the EAP, recognizing the fact that
many job performance difficulties may be related to a personal problem. However,
supervisory personnel shall refrain from diagnosing personal problems or
recommending specific solutions other than referral to the EAP.

Supervisory training is critical to the success of the EAP. In that regard, the Employer
will provide supervisory training, to be scheduled at the discretion of the Employer, to
enhance the knowledge of supervisory personnel concerning the proper methods to
be used when dealing with an employee who is experiencing personal or work-related
distress.

The Employer shall reserve the right to contract, at its sole discretion, with the
company/organization of its choice that will, in its judgment, provide the most cost
effective, meaningful, and responsive service to the Employer and employees.

ARTICLE 16
SUBSTANCE ABUSE AND TESTING

Section 16.1 Purpose. The Employer and the bargaining unit recognize that the ability of an

employee to properly perform the employee’s duties depends, in part, on a workplace which is
free of substances abuse. In an effort to maintain a safe and healthy work environment, to
promote public safety, to uphold the public confidence in the work performed by City employees,
to provide employees who may be drug or alcohol dependent with an opportunity for treatment
and for remaining productive employees of the Bivision-ef-Police_Department, and in recognition
that substance abuse is a problem which, depending on individual circumstances, may require
intervention, rehabilitation, or discipline, it is the purpose of this Article to provide a method for
responding to the risks presented by the presence of substance abuse in the workplace by:

A.

Requiring employees to submit to drug/alcohol testing when the City has reasonable
suspicion to believe that an employee is under the influence of drugs or alcohol while
on City premises or on City business, or when an employee is involved in a work-
related accident or safety violation resulting in any of the following:

1. bodily injury (other than minor abrasions/contusions) requiring off-site
medical attention;

2. employee receives a traffic citation for a moving violation in connection
with a vehicular accident;

3. vehicular damage in apparent excess of $1,000;
4, non-vehicular property damage in apparent excess of $500;
5. any vehicular accident involving fatalities.

Dealing with incidents of substance abuse which present a reasonable likelihood of
risk to employees, the general public, or other employees of the Employer;



C. Providing assistance to an employee with drug or alcohol dependency problems; and

D. Disciplining an employee whose work performance is adversely affected by substance
abuse.

Section 16.2 Responsibility. Although it is the responsibility of every employee to be alert to
potential incidents of substance abuse in the workplace, it is the primary responsibility of
supervisors to initially respond to such incidents, particularly where circumstances are present
which pose a reasonable likelihood of risk to the public safety. Supervisors shall take such action,
not inconsistent with this Article, as they deem appropriate to eliminate the likelihood of risks
associated with any incident of potential substance abuse.

Section 16.3 Definitions. The following definitions shall govern this Article:

A. “Under the influence” means that the employee is impaired in the performance of the
employee’s duties by any illegal drug or alcohol, or the combination of any illegal drug
and alcohol.

B. “Legal drug” means prescribed drugs or over-the-counter drugs which have been

legally obtained for the user and are used for the purpose for which they were
prescribed and manufactured.

C. “lllegal drug” means any drug (1) which is not legally obtainable, or (2) which is legally
obtainable but has not been legally obtained and prescribed drugs not being used for
prescribed purpose.

D. “Reasonable suspicion” is an articulated belief that an employee is using illegal drugs
or misusing alcohol such that the employee’s work performance is impaired by the
presence of alcohol or illegal drugs. This articulated belief must be drawn from specific
and particularized objective behavior and conduct exhibited by the employee, and
reasonable inferences therefrom. Reasonable suspicion may be based upon an
employee’s slurred speech, odor, disorientation, abnormal appearance, conduct or
behavior, or other observable cause.

Section 16.4 Prohibited Conduct. For purposes of this Article, no employee shall, while
performing the employee’s duties for the Employer, while in the Employer's facilities or vehicles,
while in uniform, during their on-duty meal period, or while off-duty in public when wearing any
City-issued apparel which clearly identifies them as employees of the City:

A. be under the influence of alcohol; or

B. use or be under the influence of any illegal drug or while using any legal drug be
impaired to the point that the employee cannot satisfactorily perform the employee’s
assigned duties; or

C. unlawfully use, sell, purchase, transfer or possess an illegal drug.



Section 16.5 Inspections. Bargaining unit employees hereby understand that any building,
facility, structure, property, etc., or the contents there of (i.e. employee lockers, offices, desks,
etc.), owned or leased by the City shall be subject to unannounced inspection at any time by
appropriate supervisory personnel and City officials.

Section 16.6 Reasonable Suspicion Testing. An employee shall be tested for alcohol or illegal
drug usage when there is a reasonable suspicion that the employee is under the influence of
illegal drugs or alcohol, or an employee is involved in a work-related accident or safety violation
resulting in the incidents described in Section 16.1.

Section 16.7 Testing Determination. Upon determining that an employee must submit to
testing (whether urinalysis for drugs or breath for alcohol) because of reasonable suspicion or a
work-related accident or safety violation, the supervisor shall give the employee a reasonable
opportunity, prior to the test, to request the presence of or to seek the advice from a Union
representative.

The employee and the Union representative, if available, shall be given an opportunity to
communicate any information or other explanation relevant to the circumstances to the
supervisor. The supervisor shall then determine, after considering all of the circumstances,
whether the test shall be administered. If the supervisor determines that a test shall be given,
testing shall take place immediately after discussion with the employee and the Union
representative, if available, but in no case longer than one hundred and twenty (120) minutes
after the reasonable suspicion or the work-related accident or safety violation determination has
been made.

Should a Union representative not be readily available and the supervisor believes time is critical
in determining whether or not the employee is impaired, the supervisor may direct the employee
to submit to testing immediately. The Union representative, if available, may accompany the
employee to and be present with the employee at the collectionAesting site.

Section 16.8 Urine Samples. The collection and processing of urine samples shall, in the case
of drug testing, comply in all material and applicable respects to the procedures set forth in the
most recent revision of “DHHS: Mandatory Guidelines for Federal Workplace Drug Testing
Program” initially published on April 11, 1988 in 53 Federal Register 11970. The Employer shall
contract with a certified laboratory for the collection, processing and testing of urine samples.

Where the employee provides a sufficient urine sample at the time of the original sample
collection, this sample shall be split and placed in two (2) separate containers at the collection
site. In the presence of the employee at the testing site, and without ever leaving the employee’s
sight, each urine sample taken shall be placed in two sterile screw-capped, self-sealed, tamper-
resistant urine collection containers which shall each be sealed and labeled and then initialed by
the employee.

The collection of urine samples shall allow individual privacy unless there is reason to believe that
the employee being tested may alter or substitute the specimen to be provided. Should it be
determined by qualified personnel at the collection site that the employee has adulterated,
diluted, tampered in any way with the employee’s specimen, substituted another individual's
specimen for the employee’s own, or has otherwise obstructed the collection/testing process by



refusing to provide a valid specimen, such shall be considered as a “refusal to submit to testing”
and the employee shall be subject to appropriate disciplinary action. The sample within the first
container shall be sent, by the most expedient means available, to the testing laboratory as soon
as practicable on the day of the test. The sample within the second container shall also be sent,
by the most expedient means available, to the testing laboratory where it shall also be stored in
accordance with all applicable Federal guidelines and regulations.

Section 16.9 Drug Testing Procedure. The laboratory shall commence testing of the sample
within the first container only if the sample is received in an undamaged condition, properly sealed
and labeled, and properly initialed by the employee. The certified laboratory shall first conduct an
initial screening of this sample. If illegal drugs are found in the sample, then that sample shall
be submitted for confirmatory testing. The initial screening shall be accomplished by means of
Thin Layer Chromatography (TLC) or equally reliable testing methods, and the confirmatory test
shall be accomplished by means of Gas Chromatography/Mass Spectrometry (GS/MS).

If as a result of the initial screening and confirmatory test, the test result is positive, the employee
will be contacted directly by the Medical Review Officer (M.R.O.) at the testing company/lab and
will be given the opportunity to explain the reasons for a positive test result. Should the employee
offer an explanation that in the judgement of the M.R.O. sufficiently explains the positive test
result, the M.R.O. will consider the results as negative and the Employer will not be contacted.

Should masking agents be found in the sample on the initial test, such shall be treated as a refusal
to submit to testing and any option to pursue testing of the specimen in the second container
shall be forfeited. The Employer shall be notified of such refusal to submit to testing. This refusal
to submit to testing shall then subject the employee to appropriate disciplinary action.

Section 16.10 Drug Test Results. If the test results are positive and the employee has not
offered an explanation to the M.R.O. sufficient to cause the M.R.O. to consider the results
negative, the Director of Human Resources, or the Director’s designee, shall be notified and the
Director, or his designee, shall in turn contact the employee. The employee must then decide
whether or not the employee wants the sample within the second container stored at the initial
collection site to be tested. If the employee so requests, then the sample within the second
container shall be tested by the Employer using a second certified laboratory, subject to the
testing procedure set forth in Section 16.9 of this Article.

If the employee does not request the testing of the sample within the second container after the
sample within the first container tests positive or if the employee requests the testing of the
sample within the second container and it is also tests positive for an illegal drug, rehabilitative
or disciplinary action shall be taken.

Should the results be a “dilute negative”, the employee shall be required to repeat the testing
procedure within 24 hours; the result of the second test shall then become the test of record.
Should the candidate decline to repeat the testing procedure because of a “dilute negative” result
on the first test, such shall constitute a “refusal to submit to testing”, which shall result in
appropriate disciplinary action. Should the results of the second test be “dilute negative”, the
candidate shall be deemed to have successfully completed the testing process. Should a “dilute
positive” result be received by the City on the first or second test, such shall be considered as a
“verified positive test”, which shall result in appropriate disciplinary action.



Section 16.11 Alcohol Testing. Alcohol Testing shall be accomplished by means of Breath
Testing which shall be administered by a Breath Alcohol Technician (BAT). The Employer shall
contract with a provider to perform such breath testing and only Evidential Breath Testing (EBT)
devices certified by the Federal Government shall be used in the administration of such testing.

Section 16.12 Alcohol Testing Procedure and Results. The Breath Alcohol Technician (BAT)
shall administer an initial breath test via the Evidential Breath Testing (EBT) device. If the initial
test results in a reading of less than 0.02, the test shall be recorded as “negative”. If the initial
test results in a reading of 0.02 or greater, a confirmatory test shall be administered. Prior to the
administration of a confirmatory test, there shall be a 20-30 minute waiting period to ensure that
the presence of mouth alcohol from the recent use of food, tobacco, or hygiene products does
not artificially raise the test result.

Should the confirmatory test result be different from the initial test result, the confirmatory test
result shall be deemed the final result, upon which any disciplinary/corrective action shall be
based. A test result of 0.02 or greater on the confirmatory test shall subject the employee to
appropriate disciplinary/corrective action.

Section 16.13 Discipline/Rehabilitation. A positive test result for alcohol or illegal drug
usage may, depending on individual circumstances, result either in discipline and/or referral to
the Employee Assistance Program (EAP), as set forth in Article 15, for rehabilitation purposes.
Likewise, any refusal to submit to testing may, depending on the individual circumstances, result
in either discipline and/or referral to the Employee Assistance Program (EAP).

In addition, any employee who voluntarily seeks assistance with a drug or alcohol dependency
problem shall not be required to, but may, submit to a test and shall be initially referred to the
EAP, without any disciplinary action being taken and without any requirement for follow-up
random testing.

A positive test result for alcohol or illegal drug usage may result in appropriate discipline to an
employee.

Any discipline to be imposed shall be for just cause and shall take into account all facts and
circumstances, including the need for testing, the employee’s desire for and progress in
rehabilitation, and the employee’s past work performance.

Any action taken pursuant to this Article including any positive test results, shall not be used as
evidence or otherwise in any criminal proceeding against the employee. If an employee accepts
a referral to the EAP for assessment as the result of a positive drug or alcohol test as a result of
being required to submit to a test or as a result of a refusal to submit to testing, the employee
must comply with any recommendation made by the EAP Drug and Alcohol Counselor resulting
from the assessment, as a condition of continued employment.

The employee shall further be subject to follow-up random drug or alcohol testing for a period of
up to one (1) year from the date of completion of the rehabilitation program. Failure to comply
with any of the conditions associated with the recommendation of the EAP Drug and Alcohol



Counselor, the conditions associated with the rehabilitation program, and random testing as
specified above, may result in discipline of the employee.

Bargaining unit members shall be subject to appropriate disciplinary action for engaging in off-
duty, illegal conduct/behavior unbecoming a City employee emanating from the use of illegal
drugs or alcohol which detracts from the image or reputation of the City as an organization or
which erodes the public confidence in the City as an organization (e.g. disorderly conduct, assault,
fighting, criminal menacing, disturbing the peace, OMVI, etc., or other criminal acts).

ARTICLE 17
CONTRACT COPIES

Section 17.1 Contract Copies. As soon as is possible following the signing of this Contract,
the Employer and the Union shall have printed sufficient copies of this Contract. The actual cost
of printing this Contract, and any future printing beyond the copies specified herein in an amount
the parties may later agree as necessary, shall be shared equally by the parties. The Union shall
be responsible for distribution of copies to current members and the Employer shall be responsible
for distribution of copies to new members who are hired during the term of this Contract.

ARTICLE 18
(RESERVED)

ARTICLE 19
REIMBURSABLE BUSINESS EXPENSES

Section 19.1 Reimbursable Business Expenses. Whenever authorized to engage in or to
undertake official business for the Employer, an employee shall be reimbursed for reasonable and
necessary expenses and travel. If practicable, the employee shall be allowed the use of a City
vehicle for travel. If not practicable, reimbursement for authorized use of a personal automobile
will be at the current rate established by Internal Revenue Service (IRS). It is recognized that the
Employer has the right to promulgate reasonable regulations pertaining to reimbursement for
expenses and travel. Where overnight lodging is provided at the City's expense, an employee will
only be reimbursed for mileage to and from the training facility on one occasion each way unless
otherwise approved or directed by the Chief. All other travel is considered to be non-work-related
and non-reimbursable.

ARTICLE 20
LAYOFFS

Section 20.1 Layoffs. Whenever the City determines that a layoff is necessary, the City shall
notify the affected employees forty-five (45) calendar days in advance of the projected layoff
date. Employees shall be laid off at the time and in the number specified by the City Manager in
the inverse order of their seniority. All part-time, temporary and./or seasonal employees shall be
laid off first, then full-time probationary employees, followed by full-time regular employees.




Section 20.2 Call-Back. When employees are laid off, their names shall be placed on a Re-
employment Eligibility List established by the Division of Human Resources. When deemed
appropriate by the City, those employees who have been laid off shall be called back to work
and reinstated to the job classification they held before layoff with the same status and seniority
as they had at the time of layoff, in inverse order of their layoff, if they are available. Should
vacancies occur during the time for which the Re-Employment Eligibility List is valid, and should
the City decide to fill such vacancies, said vacancies shall be filled from this Re-Employment
Eligibility List. Call-back notification shall be sent to affected employees by certified mail with a
copy sent to the Union. Should an employee not be available within twenty-one (21) calendar
days of call-back notification, or if they decline an offer of re-employment, or if they do not
respond to the City within twenty-one (21) calendar days of call-back notification, their names
shall be removed from the Re-Employment Eligibility List. The Re-employment Eligibility List shall
be valid for two (2) years from the date of original creation unless said list is exhausted prior to
the completion of the two year time frame due to the re-employment of all individuals on said
list, the removal of all individuals' names from said list for reasons of non-availability or declination
of re-employment, or any combination thereof. Call-back notification shall be provided to laid-off
employees by certified mail addressed to the last known mailing address of said laid-off
employees. It shall be the responsibility of the laid-off employees to keep the Division of Human
Resources advised of their current mailing address.

ARTICLE 21
RATES OF PAY/WAGES

Section 21.1 Wages. Wage increases for the term of this agreement are as follows and are

reflected in the table below Eﬁeetwe%ﬁ%uaw&—ze%&wmeﬂ—e*eetmeﬁ—ef—ﬂmﬁgfeemem—by—a




NRECC Wage Structure
Annual Base Wage Rates Jan 1-Dec 31
2017 2018 2019 2020
Increase %o 2.50%0 2.75% 2.75%0
COMM TECH

Step 1 $49,931.17 $51,179.45 $52,586.88 $54,033.02
Step 2 $52,739.79 $54,058.28 $55,544.89 $57,072.37
Step 3 $55,548.43 $56,937.14 $58,502.91 $60,111.74
Step 4 $58,357.04 $59,815.97 $61,460.91 $63,151.08
Step 5 $61,477.73 $63,014.67 $64,747.58 $66,528.14
Step 6 $64,598.44 $66,213.40 | $68,034.27 | $69,905.21

Section 21.2 Appointment and Advance Step Hiring. The City Manager, when making
appointments to the Communications Technician classification, shall be authorized to recognize

the overall qualifications of candidates in determining their placement within the wage structure.

Section 21.3 Step Advancement. Following the employee's initial appointment to a position
within the Communications Technician classification, advancement to successive steps within the
wage structure shall occur annually on the employee's anniversary date.

Section 21.4 Application of Pay Rates. The rates of pay set forth in Section 21.1 are based
on full-time employment of forty (40) hours in a work week and two thousand and eighty (2,080)
hours in a work year. These rates shall be used to calculate wages for hours in paid status for
the appropriate step. "Paid Status" shall include all hours in approved paid leave including
vacation, injury, military (active duty), personal, compensatory time, sick leave, etc.

Section 21.5 Instant Bonus Program. Eligibility to participate in this program and the receipt
of any bonus awarded through this program shall be governed by the terms and conditions

specified within Ordinance No. 38-04. Any City Manager or Council approved modifications to
this program will also be applied to FOP/OLC members and non-bargaining unit employees alike.

Section 21.6 Longevity Pay. All employees shall receive, in addition to the pay rates
established in Section 21.1, a longevity payment based upon completed years of service with the
City according to the following schedule.




Years of Completed Amount
Service

4 Years through- 6 $950.00756-66
Years

7 Years through—- 10 $1,150.00956-66
Years

11 Years through- 14 $1.450.004;256-60
Years

15 Years through- 19 $1,700.004;560-60
Years

20 or More Years $1,900.004-+066-66

Longevity pay shall be issued during the pay period in which the employee's anniversary date of
appointment falls. The employee will be paid in one (1) lump sum in the form of a regular
paycheck for that given pay period which will be taxed at the employee’s W-4 rate.

Section 21.7 Shift Differential. Shift differential pay shall be provided as follows, excluding
hours in paid status while on approved leave and off-duty court-time hours:

For all employees shift differential shall be applied to any hours worked during the hours covered
by second and third shift only.

Shift differential pay shall be applicable to actual hours worked. Shift differential shall not be paid
in addition to regular pay for any hours spent on approved paid leave, with the exception of leave
due to mandatory training, which shall qualify for shift differential pay if the mandatory training
is held on second or third shifts. Mandatory training is defined as classes/coursework where
employee attendance is required by the DepartmentBivisier. Time spent in optional training
programs shall not qualify for shift differential pay. If authorized overtime occurs in conjunction
with the regular workday, the shift differential shall be paid for each hour of overtime worked as
specified above. If shift differential pay is applicable, and overtime occurs, the shift differential
pay shall be added to the base hourly rate prior to computing the overtime rate. Shift differential
pay will be paid on a bi-weekly basis and will not be cumulative under any circumstance.

Effective upon execution of this Contract, the shift differential rate will be as follows:

$1.25 per hour
ARTICLE 22

HOURS OF WORK AND OVERTIME

Section 22.1 Workweek. The workweek normally consists of forty (40) hours based on five
(5) consecutive eight (8) hour work days followed by two (2) consecutive days off.



Section 22.2 Overtime. Employees shall be compensated at straight-time rates for all hours
worked, as well as in paid status, except that all hours-werkee—or-ir—pait-statys, in excess of
either eight (8) hours in paid status in any work day or forty (40) hours in paid status in any
workweek shall be compensated for at a rate of time-and-one-half (1-1/2). All overtime shall be
authorized by the employee’s immediate supervisor. Failure of the employee to obtain supervisory
approval for overtime, prior to working the overtime, may result in disciplinary action. Except in
emergency situations, the Bivisien—Department shall post available overtime opportunities and
shall attempt to evenly distribute, as far as practicable, overtime to employees requesting same.

Sectlon 22.3 Seventh Consecutive Day of Work Wheﬁ—acﬁ—emp{eyee—is—&ppfeved—by—a

he&m—we*ked—en%—seven{-h—é?‘h)—eeﬂeeeu%we—day—Emplovees shall be compensated at a rate of

time-and-one-half (1-1/2) for all authorized hours worked on their first reqular day off. When an
employee works with approval from an appropriate supervisor their second reqular day off and
the employee has actually worked or has been in paid status each of the previous six days, that
employee shall be compensated at the rate of double-time for all hours worked on the second
reqgular day off. If an employee works their second reqular day off and they have not met the
above criteria, their second reqular day off shall be compensated at the rate of time-and-one-
half.

Section 22.4 Overtime Rotation.

A. Beginning Februarydanuary—1%t —of each year, the City shall assign overtime
opportunities to an employee, in the order of their seniority, from most senior to least
senior, provided that sufficient opportunities exist. Upon completion of this seniority
offering, the City shall rotate overtime opportunities among full-time Communications
Technicians by assigning subsequent scheduled overtime opportunities to the
Communications Technician in order of combined overtime totals from lowest to
highest, toward this end, the City shall post and maintain an overtime roster. This
roster shall include a list of Communications Technicians and an updated total of hours
worked and hours refused by each employee. All Communications Technicians on this
overtime roster shall revert to zero (0) as of Februarythe 1% of each year. Employees
who are released from training shall be given the average of all employee’s totals for
each column worked, refused, and combined totals and shall be logged accordingly
on the overtime roster. Hours refused by a Communications Technician shall be
credited in the same manner as hours actually worked. Inability to contact a
Communications Technician shall not count as a refusal and the attempt to contact
the Communications Technician shall be noted on the log. Errors in the distribution
of overtime opportunities shall be corrected at the next opportunity for overtime.

B. Scheduled overtime opportunities are those known to the Employer seventy-two (72)
hours or more in advance. The Employer will post scheduled overtime opportunities in
advance by listing the opportunity on a sign-up sheet. Sign-up sheets will be posted
for a minimum of forty-eight (48) hours and shall indicate the date and time the



overtime opportunity will be assigned. Assignments shall be made in accordance with
the procedure outlined in paragraph A of this section.

C. Incidental overtime opportunities, which result from last minute call-offs or other
unforeseen circumstances, shall first be offered to the full-time Communication
Technicians that are on duty, in order of combined overtime totals from lowest to
highest. Incidental overtime opportunities are those known to the Employer less than
seventy-two (72) hours in advance.

D. If the proper procedure in section C above has been followed and sufficient staffing
has not been obtained to fill the overtime opportunity, then the City may fill the
remaining staffing requirement for the overtime by offering it to part-time
Communications personnel or mandating overtime in the following order:

1. ordering in of the Communications Technician(s) on the adjacent
contiguous shift(s), in order of overtime hours worked from lowest to
highest, with a maximum of four (4) hours;

2. ordering in of Communications Technician(s) on days off;
3. ordering in of Communications Technician(s) on approved leave.
Mandatory overtime shall not be credited to the overtime roster referred to in paragraph A above.

Section 22.5 Call In Pay/Court Pay. When an employee is called in or scheduled in advance
for work by an appropriate supervisor, and the employee reports for said work more than thirty
(30) minutes after the completion of the employee’s shift, the employee shall be paid or credited
with a minimum of three (3) hours at the appropriate over-time rate. This provision shall apply
portal to portal to employees called in while off-duty for court appearances. Employees, otherwise
off duty, who are required by the Court to be and remain available for work-related court sessions,
shall be compensated at the overtime rate for such time not to exceed two (2) hours in duration.
In order to be compensated for more than two (2) hours at the appropriate overtime rate for said
purpose, the employee must provide appropriate justification from the Court that the employee
was required to remain available for said time in excess of two (2) hours.

Section 22.6 Compensatory Time. At the election of the employee, overtime may be
compensated with compensatory time off in accordance with the provisions of the Fair Labor
Standards Act. Such compensatory time off shall be equal to one and one-half (1-1/2) times or
two (2) times, whichever may be applicable, for each one (1) hour of overtime worked. The
maximum number of accumulated compensatory hours permitted in an employee's compensatory
time bank, at any point in time, shall be one hundred sixty (160). The one hundred sixty (160)
hours in an employee’s compensatory time bank can be used and refilled without limit each
calendar year. After an employee's maximum compensatory time bank has reached 160 hours,
all additional overtime for such employee shall be paid at the appropriate overtime rate. No
employee shall carry over more than 120 hours into the next calendar year. During the month of
December of each year, the employee shall be permitted to convert compensatory time in said
bank to cash, HSA, deferred comp., or tuition reimbursement plan. The calculation for converting
Compensatory Time to cash shall be the employee's established hourly rate of pay multiplied by



the number of hours the employee desires to convert. In the event the employee wishes to
exercise this option, it shall be his responsibility to forward a memorandum to the Department of
Finance specifying the number of hours the employee wishes to convert prior to the end of the
period in December. The cash conversion will then be paid in the form of a separate payroll check
in the last pay period in December.

Section 22.7 Payment For Accrued Compensatory Time Upon Separation. An employee
who has accrued compensatory time shall, upon the termination of employment for any reason,
be paid for the unused compensatory time at the employee’s rate of pay at the time of separation.
In the event of any employee's death, such compensation shall be paid to the employee's
surviving spouse or, secondarily, his estate.

Section 22.8 Use of Compensatory Time. Any request to use compensatory time in excess
of eight (8) consecutive hours shall be submitted at least seventy-two (72) hours in advance of

its requested usage. The notice period may be waived in cases where circumstances make
compliance impracticable. Requests to use eight (8) or less consecutive hours of Compensatory
Time may be submitted with less than seventy-two (72) hours' notice and may be approved, as
scheduling and operational needs of the Bivision-Department permit such usage. Compensatory
time may be requested in multiples of one-quarter hours.

ARTICLE 23
RATES FOR EMPLOYEES FOLLOWING CERTAIN PERSONNEL ACTIONS

Section 23.1 Return to Duty. Any Communications Technician who voluntarily resigns, may
be reinstated as a full-time Communications Technician if there is a need for the employee’s
services within two (2) years after the date of resignation, subject to approval by the City
Manager. If there is no vacancy at the time of request for reinstatement, the Director of Human
Resources shall place the name of said applicant at the top of the appropriate re-employment list
for the remainder of the two (2) year period.

Section 23.2 Return from Military Service. Pursuant to the Ohio Revised Code Section 5923,
any employee who leaves, or has left, the City service to enter the active service of the Armed
Forces of the United States, or any branch thereof, and who is subsequently reinstated to
employment with the City, shall be entitled to receive compensation at the Step rate to which the
employee would have been entitled had service with the City not been interrupted by service in
the Armed Services.

Section 23.3 Reinstatement from Authorized Leave. Time spent on authorized leave shall
be credited for purposes of step advancement and shall not constitute a break in service.

ARTICLE 24
UNIFORMS, EQUIPMENT, PERSONAL PROPERTY AND REPLACEMENT

Section 24.1 lInitial Issue. Effective January 1, 2012, all probationary Communications
Technicians will be required to wear business casual attire and all non-probationary
Communications Technicians shall be entitled to and are required to wear the items listed below:



Item Description Quantity

Short sleeve_or long sleeve shirt 126
Lonrg-steeve-shirt 6
Pants 6

All season black uniform shoes 1 pair
Jacket or sweater 1
Fleece jacket 1
Black uniform belt 1

The above listed items shall meet the specification of the Chief of Police and shall be provided
by the City.

Although the Bivisier-Department will not provide a dress uniform, the Chief of Police will develop
specifications for such uniform and the employees may choose to purchase such uniform.

Section 24.2 Change in Issuance. Should the required issuance of uniforms, uniform parts,
or equipment for the Communication Center be changed by the City, all employees within the
bargaining unit shall be provided the new uniforms, uniform parts, or equipment at no cost to the
employee.

Section 24.3 Uniform and Equipment Replacement. Anytime an employee needs any
uniform or equipment item(s) replaced due to normal wear and tear, the employee shall submit
a request to the Communications Supervisor for the replacement thereof. At the time the request
is submitted, the employee must turn-in the item(s) in question to the Communications
Supervisor. The Communications Supervisor shall properly evaluate the need for replacement
and if a valid need indeed exists for the replacement of such items, the Communications
Supervisor shall forward such request and item(s) to the individual within the DepartmentBivisier
with the assigned responsibility for approving the replacement of such item(s). If such request is
subsequently approved, the individual responsible for uniform & equipment ordering shall process
an order as expeditiously as possible for the replacement of requested item(s).

Section 24.4 Dry Cleaning/Laundering. The Employer shall provide uniform cleaning at no
cost to the employee. In any week, an employee shall be entitled to have laundered/cleaned up
to ten (10) uniform items. The City shall designate a dry cleaning service or services where
uniforms are to be cleaned and the City shall have the exclusive authority to contract for the
provisions of such services.

Section 24.5 Damaged, Destroyed, Lost Personal Property. In general, personal property
of an employee, previously approved for City use, which is damaged or destroyed in the line of
duty shall be replaced by the City, via a reimbursement procedure, up to a maximum value of
one hundred and seventy-five dollars ($175.00) on a per occurrence basis. Requests for




replacement of damaged or destroyed personal property must be submitted in writing to the Chief
identifying the circumstances under which the damage or destruction occurred and the type,
brand name, model, value, condition prior to damage/destruction, etc. of said property, together
with as much of the damaged/destroyed property as possible, under the circumstances. If such
request is subsequently approved, the employee shall be reimbursed for the purchase of
replacement personal property which, in all respects, is substantially similar to that which was
damaged/destroyed, up to the maximum value identified above, provided that the employee
submits a valid receipt identifying the type, brand name, model, dollar amount, etc. of the
property purchased as a replacement. Specific exceptions to the above mentioned one hundred
and seventy-five dollars ($175.00) maximum reimbursement shall include eyewear, the maximum
reimbursement for which shall be the replacement value of the eyewear.

Personal property of an employee, previously approved for City use, which is lost in the line of
duty, may be replaced, via a reimbursement procedure, in full or partial value, up to a maximum
value of one hundred and seventy-five dollars ($175.00) per occurrence, if it can be shown that
reasonable precautions had been taken by the employee to prevent such loss. Requests for
replacement of lost personal property must be submitted in writing to the Chief identifying the
circumstances under which the loss occurred and the type, brand name, model, value, condition
prior to loss, etc. of said property. If such request is subsequently approved, the employee shall
be reimbursed for the purchase of replacement personal property which, in all respects, is
substantially similar to that which was lost, up to the maximum value identified above, provided
that the employee submits a valid receipt identifying the type, brand name, model, dollar amount,
etc. of the property purchased as a replacement. Specific exceptions to the above mentioned one
hundred and seventy-five dollars ($175.00) maximum reimbursement shall include eyewear, the
maximum reimbursement for which shall be the replacement value of the eyewear.

For purposes of this Section of the Contract, "personal property" shall not include uniform parts
or equipment identified under Section 24.1 ("Initial Issue™) as those items shall be replaced on
an "as needed" basis by the City.

Section 24.6 Termination. Upon termination, employees shall return to the Bivisier
Department all BivistenDepartment-issued uniforms and equipment in good condition, minus
normal wear.

ARTICLE 25
VACATION LEAVE

Section 25.1 Vacation Year. The vacation year for employees shall end at midnight on January
31st of each year, solely for purposes of vacation scheduling.

Section 25.2 Conditions for Accrual. Employees shall accrue vacation leave by pay period at
the annual rate set forth in Section 25.3, based upon years of continuous active service. A new
member having less than one year of prior public service shall accrue but not use vacation until
completion of six (6) months of service with the City. A new member with more than one (1) year
of prior public service shall be entitled to accrue and use vacation leave immediately upon
appointment in accordance with the schedule in Section 25.3.



An employee shall not earn full vacation accrual in a given pay period unless the employee is in
full pay status (i.e. on duty or on approved leave with pay) in the entire pay period. In the event
an employee is not in full pay status during the entire pay period, the employee shall accrue
vacation on a pro-rated basis taking into account the number of hours in full pay status during
the pay period and the employee’s rate of accrual at that given time. The formula for pro-rating
the employee’s accrual under such circumstances shall be the number of hours in full pay status
multiplied by the converted hourly accrual rate.

An employee who has prior public service with any state government, or any political subdivision
thereof, may receive credit for the employee’s prior service with such entity for the purpose of
computing the amount of the employee’s vacation leave with the City, if the nature of said service
is relevant to the nature of the employee’s service with the City.

Section 25.3 Vacation Accrual Schedule. Each employee shall be entitled to vacation leave
based upon the following vacation accrual schedule:

Completed Years of | Accrued Vacation Hours

Public Service Per Year

O Year up to- 1 Year 40 Hours

12 Years_up to —4 Years 108 Hours

45 Years up to- 9 _Years 142 Hours

946 Years up to— 15 182 Hours
Years

156 Years up to—- 20 208 Hours
Years

20% Years or more 246 Hours

Section 25.4 Vacation Carry-Over. An employee may carry-over from one payroll calendar
year to another a maximum of one hundred and sixty (160) hours of vacation leave previously
earned but not used. An employee may carry-over more than one hundred and sixty (160) hours
of vacation leave from one payroll calendar year to another with the approval of the City Manager,
which shall be at the City Manager’s sole discretion.

Section 25.5 Vacation Scheduling/ZUse. The Department Bivision-shall attempt to honor all
vacation requests in the following manner with the understanding that all vacation leaves shall

be taken at such time or times at the discretion of and as approved by the Chief of Police.

A. Annual Scheduling. At the conclusion of the shift bidding process, but no later than
November 20", the Bivisien-Department shall post a vacation schedule. Employees
shall submit written requests for vacation leave by no later than December 1%. In
cases of conflict, seniority shall control as to granting of requests of vacation leave. In




the event an employee's request is disapproved, that employee shall have twenty-four
(24) hours to resubmit an alternate request for consideration. During said twenty-four
(24) hour period of time, vacation requests from other employees with less seniority
shall not be approved. In the event the employee does not resubmit an alternate
request within said twenty-four (24) hour time period, vacation requests from other
employees with less seniority may then be approved.

B. Casual Scheduling. For other than annual scheduling, employees may request
occasional use of vacation leave on a first-come first served basis.

C. Incremental Usage. Vacation leave may be taken in multiples of one-quarter (1/4)
hour.

Vacation Leave shall not be used to artificially extend the separation date of an employee’s
resignation from employment with the City. The effective date of an employee’s resignation from
employment shall be the same as the employee’s last day worked.

Section 25.6 Rates of Pay for Vacation Hours. All vacation hours shall be paid at the
applicable straight time rates; however, an employee ordered to work while on approved vacation

leave shall be paid at the double time rate, with a minimum guarantee of four (4) hours pay for
each such call-in. Should an employee have time-off approved in advance (vacation, personal, or
comp time) and have to work, they shall be entitled to double time for all hours actually worked
which were previously approved off.

Section 25.7 Payment for Accrued Vacation Leave Upon Resignation/Separation or
Death. Employees are encouraged to utilize the vacation benefit for the purpose for which it is
intended - e.g. rest, relaxation, travel, etc. Therefore, payment for accrued vacation leave in lieu
of actual use shall not be approved, except when an employee resigns from employment with
two weeks' notice, is terminated by the City, dies, or is laid off. In such cases where payment for
accrued vacation leave is authorized in lieu of its actual use, the maximum amount of vacation
for which the employee may receive payment shall not exceed one hundred sixty (160) hours. In
the event of an employee's death, compensation for unused vacation leave shall be paid to the
employee's surviving spouse or, secondarily, his estate.

ARTICLE 26
HOLIDAYS

Section 26.1 Paid Holidays. The following are designated as paid holidays for bargaining unit
employees:

New Year's Day (January 1)
President's Day (Third Monday in February)
Memorial Day (Fourth Monday in May)
Independence Day (July 4)

Labor Day (First Monday in September)
Columbus Day (Second Monday in October)
Veteran's Day (November 11)
Thanksgiving Day (Fourth Thursday in November)



Christmas Day (December 25)

Section 26.2 Special Holidays. Any special holiday, as designated by the City, when City offices
are closed for all or part of the day, will also be observed as a holiday under this Article. The
holidays identified above may be recognized by the City on different dates than those noted above
(for employees not in this bargaining unit). Should this occur, these days shall not be considered
special holidays.

Section 26.3 Holiday Work. Each holiday which is observed on an employee's regularly
scheduled workday shall be worked by the employee unless the employee is excused from work.
However, the DepartmentBivisior-_may schedule the work force as necessary to provide adequate
coverage to the City.

Employees may request to be scheduled off on a particular holiday by timely request to the Chief
of Police. Such request may be granted provided that the request would not affect the normal
operations of the Bivisien-Department or the normal level of service to the community. Conflicts
involving multiple requests shall be resolved on a first-come-first-served basis.

Section 26.4 Holiday Pay.

A. If a holiday falls on an employee's regularly scheduled day off and the employee is
not required to work the holiday, or if the employee is excused from work, the
employee shall receive eight (8) hours of compensatory time at the straight time rate,
provided that the employee was not absent without authorized leave on either the
workday before or after the holiday. An employee on sick leave the workday before or
after the holiday may be required to present a doctor's certificate in order to receive
credit for eight (8) hours of compensatory time.

B. When an employee works a holiday on the employee’s regularly scheduled workday,
the employee shall be entitled to:

1. straight time pay for all hours worked if eight (8) hours or less are
worked, and the double-time for any hours worked in excess of eight (8)
hours;

2. at the employee's option, eight (8) hours' pay or eight (8) hours'

compensatory time at the straight time rate;

3. one half (*2) hour of compensatory time at the straight time rate for each
hour worked.

C. When an employee works a holiday on the employee’s regularly scheduled day off the
employee shall be entitled to:

A. double time pay for all hours worked;

B. at the employee's option, eight (8) hours' pay or eight (8) hours'
compensatory time at the straight time rate;



C. one-half (1/2) hour compensatory time at the regular rate of pay for each
hour worked in excess of eight (8) hours.

ARTICLE 27
PERSONAL LEAVE

Section 27.1 Allocation & Usage of Leave. Effective the first pay period efdaruary-of each
payroll year, each employee who is in full pay status at such time, shall receive 40 hours (5 days)

of personal leave. However, new employees appointed throughout the year shall receive a pro-
rated allocation of personal leave in accordance with the following schedule:

PRO-RATED PERSONAL LEAVE ALLOCATION
Timeframe Appointed Personal Leave Allocation
January 1 through March 31 40 Hours (5 days)
April 1 through June 30 32 Hours (4 days)
July 1 through September 10 20 Hours (2.5 days)
October 1 through November 30 8 Hours (1 day)
December 1 or Later None

In the event an employee is not in full pay status at the time personal leave is hormally allocated
to each employee, yet returns to full pay status at some point thereafter, the amount of that
employee's personal leave allocation shall be pro-rated. For every pay period the employee has
been in less than full pay status, 1.55 hours of personal leave shall be deducted from the normal
forty (40) hour annual allocation.

Eight (8) hours (1 day) of personal leave may be used, on one occasion annually, at the
employee’s discretion, provided that the employee gives at least two (2) hours of call-off notice
prior to the start of the employee’s shift. Only one (1) employee may be approved for personal
leave usage in this manner provided there is at least twenty-four (24) hours between the end of
one such personal leave and the commencement of another. Personal leave requested in this
manner shall not be granted during designated “No Time Off” situations. Any personal leave not
used in this fashion is subject to sufficient prior notice and prior approval of the employee’s
supervisor. Personal leave must be used by the last pay period in December of the year in which
it was received and may not be carried over to the next payroll calendar year.

Personal leave shall not be used to artificially extend the separation date of an employee’s
resignation from employment with the City. The effective date of the employee’s resignation from
employment shall be the same as the employee’s last day worked.

Section 27.2 Payment for Unused Personal Leave Upon Layoff or Death. In the event
that an employee is laid off from City service, said employee shall be compensated for all unused

personal leave at the rate of pay in effect at the time of lay-off. In the event of the employee’s
death, such compensation shall be paid to the employee’s spouse, or secondarily, the employee’s
estate. For any other form of separation, no compensation will be provided to the employee for
unused personal leave.



ARTICLE 28
INSURANCE

Section 28.1 Medical, Dental, & Vision Benefits. The City shall make available group

medical, prescription drug, dental, and vision benefits to all employees and dependents who meet
the eI|g|b|I|ty requwements of the plan ?heﬁﬁn—deagﬁ—ef—ﬂms—pfegﬁ%—&halHae—anmﬁﬁas—tha{—m

A. Medical and Pharmacy Coverage. The City will provide health insurance
coverage to eEmployees through a high deductible health plan with an associated
health savings account (HSA) or a High Reimbursement Account (HRA). An HRA is
for those employees ineligible for an HSA-S-A- based on being covered by other
healthcare coverage Ilke e&helLMedlcare or TnCare—eHFeHmeH{




Premiums.
The City will charge a premium for medical coverage at the following base rates:

Single Coverage: $1.875
Family Coverage w/o spouse $1,875
Family Coverage w/ spouse: $3.750

These premiums can be waived depending on the employee’'s and spouse’s, if applicable,
participation in the Healthy by Choice wellness program and meeting its associated standards as
follows:

Participation Based Premium Waiver.
Single Coverage: $750

Family w/o Spouse Coverage: $750
Family w/Spouse Coverage: $1,500

Results Based Premium Waiver.
$225 per health factor for blood pressure, cholesterol and tobacco-free status
$450 per health factor for BMI/waist circumference

Participating employees hired during the year shall receivehave the City’s contribution to their
HSA or HRA prorated based on their date of hire. based-en-theirparticipation-efFthe HBCpregram
mthatinitialbyear—The premium and waiver of the premium associated with the wellness program
will be based on the enrollment period for the HBC program in the initial year.

In addition to the base rates, if an employee or covered spouse is a tobacco user, then a tobacco
use premium surcharge will be charged as follows:




Premium Equivalent Contribution (Tobacco Use Premium Surcharge). A tobacco use
premium surcharge will be applied to an employee and/or covered spouse who uses tobacco. The
premium surcharqe will beet— 15% of the smqle coveraqe premium equwalent (COBRA rate)-based

tebacee—In the event that both the emplovee and the spouse use tobacco therrthea premium

surcharge-ef15%of the premium—eauivalent based-thelevel-ef-singlecoverage-shall be applied
to both the employee and the spouse for a total of 30%. The employee and/or spouse may make
a request for an alternative standard during open enrollment and the City will work with an
employee (and, if medically necessarythey-wish, the employee’s doctor) to earn the same reward
by different means. This tobacco use premium will be waived for the tobacco user if the tobacco
user successfully participates in_an alternative standard as prescribed under the “Healthy by
Choice” program described in Attachment A of this document. If coverage is elected and an
alternative standard is not requested and completed, then the premium surcharge for tobacco
use will be charged through payroll deduction evenly over the year.

Annual Deductibles,

Single Coverage = $2,500

Family Coverage w/o Spouse = $5,000
Family Coverage w/Spouse = $5,000

HSA/HRA Contributions.

The City will make automatic annual contributions paid out in the month of January to each
employees’ keatth-savingsHSA or HRA account who are covered by the City Health Insurance Plan
based on the coverage level. Employees hired after January will receive contributions at the next
available schedule deposit of May or September. These HSA/HRA deposits are not tied to the
City's HBC Wellness Program and will be made in the following annual amounts:

Single Coverage: $1.875
Family Coverage w/o spouse $3,750
Family Coverage w/ spouse: $3,750

Medical Plan
Preventive Care
In-Network Out-of-Network

Plan Pays 100% / Member Pays 0% Plan Pays 0% / Member Pays 100%
Covered items include, but are not
necessarily limited to annual physical
examinations, immunizations,
mammograms, pap smears, prostate No covered items.




exams, colonoscopies and routine lab work.
Services will be covered as recommended
by a physician based on preventive care
guidelines as outlined in the PPAC. —(See

Plan Document for more information.)

Medical Plan
Annual Deductible

In-Network Out-of-Network
Individual Individual
$2,500 $5,000
Family Family
$5,000 $10,000

Both medical and pharmacy expenses will contribute towards the deductible. For family
coverage, the family deductible must be satisfied — either by the member or by a
covered family member or a combination thereof - before the plan pays for any covered
services for you and your dependents.

Medical Plan
Co-Insurance

In-Network Out-of- Network

85%/15% 60%/40%

Medical Plan
Out-of-Pocket Maximum

In-Network Out-of- Network
Individual Individual
$3.4254,666 $6.8508;606
Family Family
$6,8508;000 $13,70046-066
Medical Plan
Hospital In-Patient Stay
In-Network Out-of-Network
85%/15% 60%/40%
Medical Plan
Emergency Room
In-Network Out-of-Network
85%/15% 85%/15%

Medical Plan




Mental Health/Drug & Alcohol Out-Patient

In-Network Out-of-Network

85%/15% 60%/40%

Medical Plan
Mental Health/Drug & Alcohol In-Patient Stay

In-Network Out-of-Network

85%/15% 60%/40%

Medical Plan
Prescription Drug Coverage

Tier 1 — Generic Drugs 15% per rx to max co-pay of $25

Tier 2 — Drugs on Formulary 25% per rx to max co-pay of $100

Tier 3 — Non-Formulary Drugs Except 30% per rx to max co-pay of $200
—Specialty Drugs

Specialty Drugs 25% per rx to max co-pay of $100

The above co-insurance applies to mail
order prescriptions; however, it is for a 90-

Mail Order day supply vs. 30-day supply. Maximum
co-pay is double the retail max co-pay for
each tier.

Specialty drugs available only through the

Stipulations UHC specialty network at a 30-day supply.

Medical Plan
Coverage Additions

Acupuncture services shall be covered as an Out-of-Network benefit subject to
the Out-Network Deductible.

Nutritional counseling services shall be provided by In-Network providers subject
to the In-Network Deductible.

Flexible Spending Account

Members may choose annually, during the established open enrollment period, to
participate in a Dependent Care Flexible Spending Account to cover eligible expenses as
determined by the IRS.

Dependent Care Expenses

Maximum contribution of $5,000 per year per family, subject to applicable IRS
regulations.

Flexible Spending Account Limitations

e Member must use the money in their FSA prior to a pre-specified deadline.

e Money not used by the deadline reverts back to the City.

«The City will provide notice of any changes to the FSA limitations based upon the
applicable IRS regulations.

A : : . T



B. Dental PremitmEgaivatentcentributionand Vision Coverage.

The City shall make available group dental and vision benefits to all employees and
dependents who meet the eligibility of the plan. The plan design of this program shall
be substantially similar as that in effect on December 31, 20174 with the following
exceptions, which shall become effective upon execution of this Agreement.

1. Premium_ Equivalent Contribution. Dental/vision only insurance
coverage will continue to be a separate option for employees. The City will
make dental/vision only coverage available at no charge to new employees
if the employee has elected medical insurance. For calendar years 2018,
2019, and 2020 a premium equivalent contribution will be charged for

dental/vision only coverage. Fhepremivm—eativalentwillbe-waivedifthe

TV ctl O

4-—Dental coverage will be paid at 90% of the Usual and Customary Rate (UCR)-beginning
2015,
2

Consumer MaxMultiplier Design Feature.

This design feature allows plan members to use less dental services in a particular year or series
of years, accumulate award credits, and use more dental services in future year. The following
table explains how this design feature will operate.




Original Annual Annual Annual Annual Consumer Total
Annual Claim Account | Network Award + MaxMultiplier Annual
Maximum | Threshold Award Bonus Bonus Account Limit | Maximum +

Maximum Account
limit
$1,750 $750 $400 $100 $500 $1,750 $3,500
Definitions

Original Annual Maximum - Dental plan annual or plan-year maximum coverage level
without regard to the Consumer MaxMultiplier benefit.

Annual Claim Threshold — To earn a Consumer MaxMultiplier benefit, claims during the
plan year cannot exceed this amount.

Annual Account Award - This is the award amount earned when claims in the year are
greater than $0 and less than the Annual Claim Threshold.

Annual Network Bonus — This is the bonus amount earned only when network claims
occur during the plan year.

Annual Award + Bonus Maximum — This is the maximum an individual may earn for
his/her Consumer MaxMultiplier account during the plan year.

Consumer MaxMultiplier Account Limit — This is the maximum limit for an individual’'s
Consumer MaxMultiplier account.- After reaching this limit, no additional funds are placed in
an award account, regardless of plan year claims.

Total Annual Maximum plus Consumer MaxMultiplier Account Limit — This is the
potential available dollar amount for an individual to use in any one benefit year if he/she
reaches the Consumer MaxMultiplier account limit.- It is the combination of the original
annual benefit maximum plus the Consumer MaxMultiplier account.

Requirements

Plan members are required to have one claim per year, this can include an annual preventive

Exclusions

This design feature is not applicable to Orthodontia coverage.




Patient Protection and Affordable Care Act (PPACA).
In light of the Patient Protection and Affordable Care Act of 2010 and anticipated changes that

may result from further rules as defined by the governing bodies, the City will be legally required
to adhere to changes that affect our benefit plan and could affect the dellvery of beneflts to
Employees

Section 28.2 Liability Insurance. The City shall maintain, subject to availability, Law

Enforcement Liability insurance coverage for all employees for the duration of this Contract. —The

City shall pay the annual premium for such coverage. —Shallas-used-inthe—contextoefliabiity
Rsurance—is—based—on—avaitability—ef-sueh—eoverage—Whether or not insurance coverage is

available, the employee shall be indemnified and held harmless by the City, provided the
employee acted within the scope of his assigned duties in the situation/ incident out of which a
claim or lawsuit arises.

Section 28.3 Change in Carriers. If it becomes necessary to change carriers (medical, dental,
vision, and life insurance benefits only), and such change would affect the benefits under the
plans, the City agrees to meet with representatives of the Union prior to implementing the change
in order to negotiate the impact of any proposed change.

Section 28.4 Life Insurance. Effective upon execution of this Contract, the City shall provide
group term life insurance coverage in an amount equal to 1.5 times each employee’s annual base
compensation rate, with a minimum coverage level of $50,000 and a maximum overage level of
$150,000. The full premium for this coverage shall be paid by the City. For purposes of
administrative efficiency, the annual base compensation rate in effect on December 31 of each
year shall be used to calculate the amount of I|fe insurance the employee will have the foIIowmg

coverage reduction provisions W|th|n the eX|st|ng life insurance pollcy in effect as of %2-3%—
20025/1/13, which begins at age 65, shall remain in the life insurance policy under the new
Agreement. -Coverage amounts shall be doubled if the employee is killed in the line of duty.



Attachment A. Healthy by Choice Plas-Benefit Plan including a Health Savings
Account/Health Reimbursement Account

A. The City will provide health insurance coverage to Members through a high deductible
health plan and health savings account (HSA)_or a health reimbursement account

The City will make an annual contribution to each health insurance covered members’

HSA or HRA based on coverage level (single or family) on the first pay date in January.

PPRarticipating employees, newly hired during the vear, shall have the City’s

contribution to their HSA or HRA prorated based on the number of full months

employed by the City in that initial year. These deposits will happen
during the first pay period in May or September.

B. Results-Based HreentivesWaiver of Premium: Employee and Enrolled Spouse

The City of Dublin health plan is committed to helping you achieve your best health.
Rewards—ferWaivers of premium for participating in the Healthy by Choice e—Plus
wellness program are available to participants covered by the health plan. If an
employee or enrolled spousefdomesticpartrer thinks they might be unable to meet a
reward-health factor under this wellness program in light of their health status, they
might qualify for an opportunity to earn the same reward by different means. They
must contact the City’s wellness coordinator during the open enrollment period, and
the City will work with them (and, if they—wishmedically necessary, with their doctor)




to find a wellness program with the same reward that is right for them in light of their
health status.

Participating employees, rewly—hired—during—the—yearhired after the annual open

enrollment period, shall have the opportunity to participate in an initial screening that

WI|| be offered durlng the year $he—ameuﬁ{—ef—the—eeﬂmbuﬂen—\ﬁﬂﬂ—be—based—eﬂ—the

Employee HSA or HRA*Health-Savirgs-Aceount” Contribution —Participatienin

WellnessPrograrm

If the participant enrolls in the City's WelnessHnitiatirvemedical coverage-as-deseribed
belew; the City will make an annual contribution described in Section 28.1. To earn a
waiver of premium, employees and enrolled spouses will Erretment-participate in the
City’s Wellness Initiative (Healthy by Choice-Plus) described below:

Medical Plan

Employee Premium “Health-SavirgsAceeurt—Contribution

Wellness Initiative




An employee will - -
te-earn a waiver of premium if employees and enroIIed spouse, if applicable, participate in the
City’s Wellness Initiative, Healthy by Choice, -and designate such during established open
enrollment period including:

Requwement(s)
1. take an online Health Risk

AppFarsalAssessment (emplovee and spouse);:

2. attend a biometric screening_(employee and spouse);s-and-submit-decumentation-during
establishee-openenroftment-period;
3. —complete an annual preventive care testing guidelines_-with physician;_(employee and

spouse);

4and, participate in 1 (one)art HBC educational seminar_(employee only)

Results are not reviewed by City personnel.

D. mployeeHealth-Savings-Account™Contribution——Result Based Wellness

Incentive

If enrollees voluntarily participate in the City’s Results-Based Wellness +Hacentive
Program as described below, the employee will earn a waiver of premium&Ety-witmake

an—anndal—contribution—deseribed—above. The results-based ireentives—waiver of

premium are based on meeting four key health factors targets described below:

Health Factor HBC Target
Controlled Blood Pressure <140/90**
(based on up to three
separate readings)*
Controlled total cholesterol <=200mg/dl or LDL <=130
(based on finger stick blood

draw)*

BMI or waist measurement BMI <= 25 or if BMI >25, waist

at the navel circumference of 35 inches
(female)/40 inches (male)

Tobacco Use Tobacco free for one year and at

time of screening
* With or without medication to control
** May test two times during screening appointment

A participant who elects to participate in the results-based incentives must attend a
screening exam to be held on-site or other location as chosen by the City, in order to
qualify for the incentive contributions for blood pressure, cholesterol, and BMI or
waist circumference. Off-site screenings will not be accepted. Participating
employees and spouses will be asked to sign a confirmation form regarding their
non-tobacco use to qualify for the incentive in relation to being tobacco-free.
Employees and spouses who do not meet the health factor targets will be charged a
results-based premium unless they request and complete an alternative standard.




If it is unreasonably difficult due to a medical condition for participants te-achieve-a
health-facterto meet the alternative standard under the Healthy by Choice Plus
program or if-+ medically unadvisable to do so, the City of Dublin will make-avaitable

fer-therequirereguirement; an employee or spouse_-must-submit a statement from a
physician confirming that a medical condition —makes it unreasonably difficult to
meet the requirements of the program_and offer different alternative standard.

——Beginning-Seteober12645and-Beyond

ARTICLE 29
SICK LEAVE

Section 29.1 Sick Leave Accrual. All employees shall be entitled to sick leave with pay at the
rate of 4.614 hours per pay period. Sick leave with pay shall accrue without limitation, with the
exception that an employee shall earn the full sick leave accrual each pay period only if the
employee is in full pay status for the entire period. In the event the employee is not in full pay
status for the entire pay period, the employee shall accrue sick leave at the rate of .0577 hours
for each one (1) hour in full pay status during the pay period. New employees shall be granted
sick leave at the date of their employment and "advanced" three (3) days of sick leave. However,



no additional sick leave will be allowed to accumulate until the end of the third month of
employment.

Section 29.2 Use of Sick Leave. Sick leave with full straight-time pay shall be granted for the
following reasons:

A. Personal illness or disability of the employee;

B. lliness or physical incapacity of one or more of the employee's immediate family
members, requiring the employee’s personal care and attendance. Immediate family,
for the purpose of this section, is defined as mother, father, spouse, demestic-partrer,
son, daughter, step-son, step-daughter, legal guardian, or someone who stands in
place of a parent. Communications Technicians shall be permitted to petition the City
Manager for usage of sick leave for illness of family members outside the definition of
immediate family. The parties agree that the City Manager shall evaluate such
requests and may, on a case-by-case basis, approve such requests, at the City
Manager’s or the City Manager’s designee’s discretion;

C. Enforced quarantine of the employee in accordance with community health
regulations;

D. Necessary appointments with physicians and dentists; or,

E. Where injury leave has expired and the employee must be absent from work for an

additional period.

In order to qualify for sick leave payments, the employee must notify the employee’s supervisor
no later than one (1) hour before the employee’s normal starting time on the first day of absence,
unless the circumstances surrounding the absence make such reporting impossible, in which case
such report must be made as soon as possible. Sick leave for doctor or dentist appointments
must be requested forty-eight (48) hours in advance, except in emergency situations.

Absence from work due to a non-duty incurred illness or injury will be compensated for by use of
sick leave.

In the event an employee requests sick leave for a period of longer than two (2) consecutive
days, or for the day immediately preceding or following a holiday, the employee may be required
by the Communications Supervisor to submit a doctor's certificate verifying the illness and
justifying the necessity of the absence. If the Communications Supervisor determines that an
employee's use of sick leave is not justified, the Communications Supervisor shall have the
authority to charge the absent time to the employee’'s vacation, personal leave, or compensatory
time balance or to record the absent time as leave without pay.

The City Manager, assisted by all supervisory personnel, shall be responsible for preventing
abuses of sick leave. Sick leave shall not be considered leave time which an employee may use
at his discretion for personal business. The employer may require medical proof of the necessity
for said sick leave, in which event the involved employee shall be required to produce a statement
from a medical doctor certifying to the necessity of such absence. In the event the employee



fails to submit adequate proof of the necessity for sick leave, such leave shall be considered
unauthorized leave and shall be without pay. If an employee is found to have abused this sick
leave policy, the employee shall be subject to disciplinary action, including possible suspension
or dismissal.

In the case of pregnancy, the pregnant employee will be permitted to continue working as long
as she is physically capable to do so with the approval of her physician and supervisor. "Physically
Capable” shall mean the ability to satisfactorily perform the essential job duties of the position to
which the employee is assigned, as determined by the City. If deemed necessary by the
Communications Supervisor, the employee must provide certification from a doctor of her choice
that continued employment will not be detrimental to the employee's health.

Vacation leave, personal leave, or compensatory time may be used to supplement sick leave when
the latter is exhausted in accordance with Family Medical Leave. All sick leave shall be requested
by use of the established Leave Request process.

Absence for a fraction of a day that is chargeable to sick leave in accordance with these provisions
shall be charged proportionately in one quarter (1/4) hour increments.

Section 29.3 Conversion of Sick Leave. An employee shall be entitled to the conversion of
the employee’s sick leave as follows:

A. Upon Retirement

After at least ten (10) complete years (i.e. 120 months) of continuous service with
the City, an employee, who is laid off or who qualifies for retirement benefits under
the State of Ohio's "Public Employees Retirement System”, and actually retires from
City Service with a pension from said system, shall be entitled to receive payment for
accrued unused sick leave. The rate of pay for such unused sick leave shall be at
the employee's straight time hourly rate of pay at separation multiplied by one-third
(1/3) of the total number of accrued sick leave hours. Total payment under this
provision shall not exceed five hundred forty (540) hours (67.5 paid days). In the
event an employee dies while in the employ of the City, except as provided in
paragraph (D) of this section, and the employee qualifies for the employee’s
respective retirement/pension fund, the employee’s surviving spouse, or secondarily,
the employee’s estate shall be paid the aforementioned rate of redemption for
accrued unused sick leave.

B. Upon Resignation

After twenty (20) years of non-continuous service with the City of Dublin City, an
employee who resigns from City service in good standing (employee’s separation
must not be for just cause) and who has a minimum of one thousand two hundred
eighty (1,280) hours of sick leave in the employee’s sick leave balance at the time of
resignation, shall be entitled to convert a portion of the employee’s unused sick
leave balance. The conversion payment under this provision shall be the employee’s
straight-time hourly rate of pay multiplied by one-third (1/3) of the total number of
unused sick leave hours, up to a maximum of five hundred (500) hours.



C. Annual Conversion

Each year, an employee may convert a portion of the employee’s accrued but unused
sick leave to a cash payment subject to all of the following conditions:

1.

The employee must have a sick leave balance of at least seven hundred
twenty (720) hours at the end of the first pay period in December;

The employee must have thirty two (32) hours or less of sick leave usage
as of the end of the first pay period in December (FMLA protected leave
exempted);

The employee may convert no more than thirty two (32) hours of sick leave
to pay;

Sick leave shall be converted at the rate of onetwe (12) hours of sick leave
to one (1) hour of pay at the straight time hourly rate of pay;

Once sick leave has been converted to pay, it shall not be converted back
to sick leave;

This payment shall be made to the employee by separate check with the
first pay of the following calendar year.

D. Killed in the Line of Duty

If an employee is killed while performing the employee’s authorized, assigned job
duties, the employee’s surviving spouse, or secondarily, the estate, shall be paid for
one hundred percent (100%) of the value of the employee's accrued but unused sick
leave, at the straight time rate in effect at the time of death. The amount so paid
shall constitute payment in full for all accrued and unused sick leave credited to the

employee.

Section 29.4 Sick Leave Transfer from Prior Public Employer. Any employee who has

accrued sick leave with the State of Ohio or any political subdivision of the State shall be entitled
to have this accrued sick leave transferred to the City, provided the employee was hired by the
City within ten (10) years of resignation/separation from the prior public Employer, and provided
the City receives written verification of such prior service from the prior public Employer.
Employees hired on or after the effective date of this Contract, whose sick leave is transferred
from another public employer, must first use sick leave accrued with the City prior to using the
employee’s transferred sick leave balance. In addition, employees hired on or after the effective
date of this Contract, shall not be eligible for conversation of sick leave to a cash payment either
on an annual basis or upon separation.



ARTICLE 30
INJURY LEAVE

Section 30.1 Injury Leave with Pay. When an employee's absence from work is necessitated
because of an illness or injury incurred while on the job with the City and said illness or injury is
compensable under Ohio Worker's Compensation Law, injury leave shall be granted for a period
not to exceed one hundred eighty (180) calendar days_for each injury. -This one hundred eighty
(180) calendar days must be used within two (2) calendar years of the employee’s date of injury.
Such leave shall be granted by the City Manager, or the City Manager’s designee, based upon the
recommendation of the Chief of Police and upon submittal by the employee of a statement from
a licensed physician justifying that the employee is unable to return to maodified duty or full work
status due to the illness or injury. The physician statement must be a fully completed and signed
BWC-Medco 14 (or equivalent). Such leave shall not be charged against the employee's sick leave
balance unless it is determined that the illness or injury is a non-work-related illness or injury and
is not compensable under Ohio Worker's Compensation Law. In order to be eligible for injury
leave, the employee must report the illness/injury to the employee’s supervisor within three (3)
work-days of the incident giving rise to the illness/injury.

Simultaneously with the request for injury leave, the employee shall also make application and
actively pursue a claim for test-wage-benefits under Ohio Workers' Compensation Law. If the
application for benefits is granted and the claim allowed, the City's obligation under the continued

use of injury leave shal-would be the menetary-difference-between-the-employee's regular rate
of pay.-ard-benefitsreceivedunderthe-Werkers—Compensation-system:

In cases where injury leave or medical leave are necessary, the Chief of Police may offer a limited-
duty work program which will provide for the attempted placement of Departmental personnel
who are unable to perform in their normal capacity.

The limitations imposed on injury leave shall be considered as limitations on leave granted as a
result of each incident of a work-related illness/injury, rather than limitations on leave to be
granted in any one calendar year or other unit of time.

A maximum of three (3) hours of Injury Leave will be granted for an absence from work
necessitated due to the attendance of an Industrial Commission Hearing resulting in the allowance
a of the claim and/or medical diagnosis code being heard. Other forms of leave will not be
converted to Injury Leave until 15 days of the City’s receipt of the final order.

A maximum of three (3) hours of Injury Leave will be granted for an absence from work
necessitated due to the attendance of a physician’s appointment for an approved condition. Only
in circumstances involving additional travel and/or appropriate supporting medical documentation

will In|urv Leave qreater than three hours be considered for an appomtment




ARTICLE 31
SPECIAL LEAVES

Section 31.1 Leave Without Pay. Leave without pay may be granted, upon the approval of

the City Manager, or the City Manager’s designee, if requested in writing by the employee. An
employee on leave without pay shall not accrue sick leave, compensatory time or vacation benefits
and, except for the time spent on FMLA Leave, the employee will be required to pay one hundred
percent (100%) of the cost associated with maintaining the employee’s medical, dental, vision
insurance coverages if the employee wishes any or all of said coverages continued. Leave without
pay during an employee’s probationary period shall extend the probationary period by a period
of time equivalent to the time spent on leave without pay. Failure of any employee to report
promptly at the expiration of such leave of absence shall be considered as a resignation. Leave
without pay may be granted for:

A.

Personal Leave. A leave without pay may be granted at the discretion of the City
Manager, or the City Manager’s designee, for personal reasons not to exceed thirty
(30) days without loss of seniority, if the employee can be spared. This may be
extended only with the written approval of the City Manager, or the City Manager’s
designee, and must be submitted in writing a minimum of two (2) weeks prior to the
requested date of the extension.

Extended lliness or Accident Leave. A leave without pay may be granted to an
employee for a period not to exceed one (1) year without loss of seniority when such
employee is physically unable to report for work because of illness or accident. The
employee must promptly notify the employee’s supervisor of the necessity therefore
(and the supervisor shall transmit the request to the City Manager, or the City
Manager’s designee, for approval), and the employee must supply certification from a
qualified physician attesting to the necessity for such absence.

Maternity Leave. A maternity leave without pay may be granted to an employee
without loss of seniority upon approval of the City Manager, or the City Manager’s
designee. Extension of the leave may be granted for a period not to exceed one (1)
year, if the employee's physician states in writing that such an extension is needed for
recuperative health reasons. (Employees may take paid leave (i.e. sick, personal,
vacation, comp time) for maternity purposes provided the employee has sufficient paid
leave balances to cover the period of absence.) (Use of paid sick leave for maternity
purposes must be justified by a medical certification from a licensed physician.)

Military Leave (Active Duty). Except as may otherwise be specifically provided
herein, an employee may be granted a leave of absence without pay to be inducted

into or otherwise enter the military on an active duty basis.

Section 31.2 Leave with Pay. Leave with pay may be granted upon the approval of the City

Manager, or the City Manager’s designee, to an employee in the following instances:

A.

Court Leave. Leave with pay may be granted to an employee in order that the
employee may serve required jury duty or if the employee is required by law to appear



in a case resulting directly from the discharge of the employee’s duties as a City
employee. In such cases, all witness or jury fees shall be signed over to the City.

Bereavement Leave. In the event of a death in an employee's family, the employee
shall be entitled to up to three (3) consecutive paid work days for a funeral service
and/or burial. Additional days of sick leave, personal leave, vacation leave, and
compensatory time may be approved by the City Manager, or the City Manager’s
designee, on a "case-by-case" basis, given the merits of each particular set of
circumstances. The family, for purposes of bereavement leave, shall include: spouse;
demestic-partner, son, daughter, brother, sister, parent, legal guardian, person who
stands in place of a parent, grand-parent, grandchild, step-father, step-mother, step-
brother, step-sister, step-son, step-daughter, mother-in-law, father-in-law, daughter-
in-law, son-in-law, brother-in-law, sister-in-law, grandparent-in-law, half-brother and
half-sister, aunt, uncle, or any other relative living in the home of the employee.

Military Leave. An employee who, as a member of the Ohio National Guard, the
Ohio Defense Corporation, the Ohio naval Militia, or as a reserve member of the Armed
Forces of the United States, is called upon to receive military training or who is called
to active duty, shall be entitled to a leave of absence with pay for a period or periods
not to exceed twenty-two (22) eight (8) hour work days or one hundred seventy six
(176) hours in any one (1) calendar year. An employee qualifying for paid military
leave who is called or ordered to the uniformed services for longer than the above
period shall be paid for the remaining time beyond the first twenty-two (22) eight (8)
hour work days or one hundred seventy six (176) hours at the employee’s regular
compensation rate less whatever compensation the employee may receive for such
military service. If the employee’s military compensation exceeds the compensation
the employee is otherwise entitled to from the City, the employee will not be entitled
to any additional compensation from the City. Provided, however, the City shall
comply with all applicable state and federal law regarding military leave.

Family & Medical Leave. Pursuant to the Family and Medical Leave Act (“FMLA”) of
1993, FMLA leave may be granted to an employee who has been employed for at least
twelve (12) months by the City and who has provided at least one thousand two
hundred fifty (1,250) hours of service during the twelve (12) months before the leave
is requested. The leave may be granted up to a total of twelve (12) weeks during any
twelve (12) month rolling period for the following reasons:

1. Because of the birth of a child or placement for adoption or foster care of
a child;
2. In order to care for the spouse, demestiecpartrer—son, daughter, parent,

or one who stood in place of a parent of the employee, if such spouse, son,
daughter, parent, or “in loco parentis” has a serious health condition; or,

3. Because of a serious health condition that makes the employee unable to
perform employment functions.



The employee must provide the City with thirty (30) days advance notice of the leave,
if such leave is reasonably foreseeable, or such notice as is practicable if thirty (30)
days’ notice is not possible. The employee must provide the City with certification of
the condition from a health care provider. The City, at City expense, may require a
second opinion on the validity of the certification. If this second opinion contradicts
the first opinion submitted by the employee, a third opinion, at the City’s expense,
shall be sought from a mutually agreeable physician, which shall be binding on both
the employee and City.

An employee seeking FMLA leave must first use paid sick time (if applicable), vacation,
personal leave, and compensatory time before going on unpaid leave. The total
amount of FMLA leave paid and unpaid will not exceed a total of twelve (12) weeks.
In any case in which a husband and wife entitled to FMLA leave are both employed by
the City, the aggregate number of workweeks of leave to which both may be entitled
may be limited to twelve (12) weeks taken because of the birth of a child or placement
for adoption or foster care of a child. The employee will be responsible for the
employee’s share of the health insurance cost (if any) during the unpaid leave. If the
employee does not return from the leave, the employee is responsible for payment to
the City of the monthly Single/Family rate paid by the City on behalf of the employee
during the leave. The City may, at its sole discretion, waive the repayment of such
amount. The City will be responsible for the thirty (30) day plan costs under COBRA.

It is intended that this Article comply with the Family and Medical Leave Act of 1993
and the City may promulgate policies in furtherance of the Family and Medical Leave
Act that are not inconsistent with this Agreement.

E. Other. Leave with pay may be granted by the City Manager, or the City Manager’'s
designee, for good and sufficient reasons which are considered to be in the best
interest of the City, but only in the event of extraordinary circumstances.

ARTICLE 32
LEAVE DONATION PROGRAM

Section 32.1 Purpose. The purpose of this Article is to establish regulations governing the
operation of a Leave Donation Program that allows employees to voluntarily donate sick leave,
vacation leave, personal leave, or compensatory time to another employee when the employee
experiences a catastrophic illness/injury, or when such an employee’s immediate household family
member experiences such an illness or injury requiring the employee’s personal care and
attendance, and the employee has exhausted all of the employee’s leave balances.

Section 32.2 Definitions.

Catastrophic lliness/Injury. A devastating illness or injury that is expected to incapacitate the
employee or a member of the employee’s immediate household family for an extended period of
time, provided that taking extended time off from work creates a financial hardship for the
employee because the employee has exhausted all leave balances. Catastrophic is defined as an
illness or injury which results in the employee or the employee’s immediate family member




requiring a level of care and treatment beyond what he or she could provide without assistance.
Catastrophic illness or injury would be defined as any life-threatening illness or injury that would
require the employee to be off the job for a minimum of 180 calendar days.

Donation. The act of voluntarily, unconditionally, and irrevocably surrendering a portion of one’s
sick leave, vacation leave, personal leave, and/or compensatory time to a qualified employee.

Immediate Family Member. Mother, father, spouse, son, daughter, stepson, stepdaughter,
legal guardian, or someone who legally stands in place of a parent.

Section 32.3 Program Regulations.
Eligibility

Eligibility to receive donated leave under this program shall be limited to those employees in full-
time permanent positions who have a total of one hundred twenty (120) hours or less in all forms
of paid leave in the aggregate (i.e. sick leave, vacation leave, personal leave, compensatory time)
at the time of their written request to receive donated leave, and who have not been disciplined
for leave abuse the two (2) years prior to the date of their request to receive donated leave.

Request for Leave

When an employee has less than a total of one hundred twenty (120) hours in all forms of paid
leave (as specified above) in the aggregate, the employee or the employee’s Division Head (with
the employee’s consent) may initiate a request for assistance. The request shall be forwarded to
the affected employee’s Department Head for review and consideration of the facts and
circumstances specific to the employee’s need. Such review shall include, but not necessarily be
limited to, an assessment of a written certification from the employee’s physician regarding the
employee’s or family member’s medical condition, an analysis of the employee’s sick leave usage
and overall work history with the City, and consideration of input provided by the Department’s
supervisory/managerial staff. Following this review by the affected employee’s Department Head,
the Department Head may recommend approval for receipt of donated leave to the City Manager.
The City Manager shall make the final decision regarding approval of the employee’s request.
The final decision to approve or disapprove the request rests within the sole discretion of the City
Manager.

Donation Process, Procedures & Requirements

Should the employee’s request to receive donated leave be approved by the City Manager,
employees (herein called donors) who desire to contribute leave time shall complete a “Leave
Donation Form”, a copy of which is attached. Such forms shall be made available by the Division
of Human Resources/Procurement and by each Department/Division. The donor shall designate
on the form the name of the employee who is to be the recipient of the donated leave and the
amount of such donated leave.

Leave shall be donated in the following sequence and amounts for each approved recipient:



The first eight (8) hours of any donation shall be vacation leave. If the donor does not have
vacation time available, this requirement may be waived or reduced by the Department Head.

The second eight (8) hours of any donation shall be personal leave, compensatory time, or
vacation leave. If the donor does not have eight (8) hours of such leave available, this
requirement may be waived or reduced by the Department Head.

After sixteen (16) hours of vacation leave, personal leave, or compensatory time have been
donate, or waived as specified above, sick leave may then be donated. Sick leave donations shall
be limited to forty (40) hours. After forty (40) hours of sick leave donation has been reached,
the entire donation sequence may begin again starting with item #1 above.

Minimum Donation Increments

The minimum amount of leave time which can be donated shall be one (1) hour. Donors may
contribute any amount of time at or above one (1) hour in whole amounts (no fractions of an
hour can be transferred). However, the donor shall not be allowed to donate an amount of leave
which would reduce the donor’s leave balance or combination of balances below one hundred
and twenty (120) hours of available leave time.

Divisional Coordinator

Should the employee’s request to receive donated leave be approved by the City Manager, the
employee’s Human Resources Business Partner shall facilitate the flow of information and
maintain a direct line of communication with the recipient.

Should the number of donated leave hours exceed the recipient’'s need for a given pay period,
those excess donated leave hours will be held in reserve by the “Divisional Coordinator” and will
be used to satisfy the recipient’s continuing future need for such hours. Should the recipient’s
eligibility to receive donated leave cease, in accordance with Section 32.3 K. (“Eligibility Ceases”),
and donated hours remain in the above referenced reserve, these hours will be returned to the
donor within a reasonable period of time thereafter. (It is critical to note that once donated leave
time is forwarded from the “Divisional Coordinator” to the Finance Department, and such donated
leave time is actually physically transferred from the donor’s leave balance to the recipient’s sick
leave balance, the donor has no right to recover any portion of such leave time.)

Donation Credited

Upon receipt of all approved Leave Donation Forms, the Department of Finance will credit all
donated leave time to the recipient’s sick leave balance.

Conditions on Receipt of Leave

Before an employee may receive the donated leave, the employee must have exhausted all of
the employee’s sick leave, vacation leave, personal leave, compensatory time, or other applicable
leave balances available to the employee (excluding the exception listed below).



Exception: One leave balance designated by the employee (other than sick leave) may contain
no more than twenty-four (24) hours of leave time. Such leave time will be held in reserve to
allow the employee the opportunity to take some time off following the end of the catastrophic
situation, should such time off be needed to attend to family needs.

Prohibition on Continued Accrual of Leave

While using donated leave, the employee shall not accrue or receive any leave time in excess of
the twenty-four (24) hours identified in item G above.

Prohibition on Conversion to Cash

All donated leave time, regardless of the type, shall be considered to be sick leave and shall only
be used under the conditions of sick leave as set forth in the Collective Bargaining Agreement or
the City Personnel Code (whichever is applicable). No cash payments shall be provided to the
employee or the surviving spouse of the employee under this program.

Continuation of Medical, Dental, Vision, Life Insurance And Other Benefits

Employees using donated leave shall be considered to be in paid status solely for the purpose of
receiving all medical, dental, vision, and life insurance benefits, step increases, merit increases,
longevity payments, and seniority credit to which they would have otherwise been entitled.
However, original or promotional probationary employees using such leave shall have their
probationary periods extended by the same length of time for which the employee has used the
donated leave.

Eligibility Ceases

Eligibility to receive donated leave under this program shall cease upon certification from the
employee’s physician that the employee is capable of engaging in sustained regular employment,
certification from the employee’s family member’s physician documenting the family member’s
recovery from the catastrophic illness/injury, an employee’s application for disability retirement is
approved by the appropriate retirement system (Public Employee’s Retirement System of Ohio),
or death of the employee or employee’s family member, whichever should first occur.

ARTICLE 33
TRAINING AND TUITION REIMBURSEMENT

Section 33.1 Training. In recognition of the value of continuing education and professional
development of employees, the City agrees to provide training opportunities for employees within
the bargaining unit at the City's expense. This training may be either initiated by the City pursuant
to a training schedule or by the employee, with the approval of the Chief of Police or his designee.
The training shall be related to an employee's performance of the employee’s job duties or in
preparation for job duties which may be assigned to the employee after completion of training.
Reasonable effort shall be made to accommodate the training to the employee's regular work
schedule. The Departmentdivisier-shall endeavor to provide as much advanced notice as practical
to employees regarding their training schedules. In that this training is a work-related duty, the



employee shall receive all pay and benefits to which the employee is otherwise entitled during
training.

The expense for employees who are required or requested to attend training schools, seminars,
or other instructional or educational programs, including examination to increase their knowledge
and further their competency in their occupation with the Employer, shall be paid by the Employer
as follows:

A. Registration fees, tuition charges for the training school, seminar, or educational or
other instructional programs.

B. The employer shall pay for meals when not provided by the tuition, with the exception
of training programs/seminars which are hosted by the City at the Dublin Justice
Center.

C. The employer shall pay the current rate for mileage, as determined by the IRS, when

an employee is not provided with a City-owned vehicle. Where overnight lodging is
provided at the City's expense, an employee will only be reimbursed for mileage to
and from the training facility on one occasion each way unless otherwise approved or
directed by the Chief. All other travel shall be considered to be non-work-related and
non-reimbursable. Bus, train, or airfare at tourist’s rate will be provided for lengthy
trips when travel is approved by the City Manager.

D. Hotel or motel charges when lodging is not provided as a term of tuition payment.

E. Hourly rates will be paid when schools or training are scheduled during regular working
hours.

F. All necessary tools and equipment required by the course of instruction.

Checks may be issued in advance for expenses related to paragraphs A and D of this Section.
Time spent in transit, when it involves travel away from home overnight, shall be considered work

time and, therefore, is compensable. Leisure time and sleep time are not considered work time
and are, therefore, not compensable.

Section 33.2 Tuition Reimbursement.

A. Reimbursement Program. All employees of the bargaining unit may participate in
the City's Tuition Reimbursement Program. Under this program, each employee shall
be eligible for a maximum of Three Thousand Seven Hundred and Fifty Dollars
($3,750) in reimbursement per calendar year for fees and required textbooks, and
courses of instruction voluntarily undertaken. Courses of instruction eligible for
reimbursement under this program shall include courses necessary for job-related
degree programs or courses of study not necessarily within a job-related degree
program but which are still job-related. In addition, only coursework provided by a
recognized institution (e.g. college, university, community college, post-secondary




technical school, etc.) shall be eligible for reimbursement under this program. No
reimbursement shall be approved for correspondence courses.

B. Necessary Approval. All coursework subject to reimbursement shall be transmitted,
in advance and through the Chief of Police, to the Director of Human Resources or the
Director of Human Resources’ designee for approval. The Chief of Police shall provide
a written recommendation concerning approval/disapproval of the request at time of
transmittal to the Director of Human Resources or the Director of Human Resources’
designee. If practicable, an employee shall make application for approval of
coursework at least fifteen (15) days prior to commencement of the course of study.
The Director of Human Resources or the Director of Human Resources’ designee shall
evaluate the employee's coursework/degree program for job-relatedness and shall
notify the employee, in writing, regarding the approval/disapproval of said course-
work/degree program on that basis. The City agrees that approval of
coursework/degree program will not be unreasonably withheld. An employee may
receive blanket approval for an entire degree program or a continuing course of study
if all courses within the program are identified. If all or part of the program is
approved, the employee need not reapply for approval for each course within the
portion(s) approved.

C. Course Attendance. Courses are to be taken on other than scheduled working
hours, unless approval is obtained from the Chief of Police, or the Chief of Police’s
designee, to take such courses on work time.

D. Reimbursement Procedure. Reimbursement shall be made upon successful
completion of a course with a grade of C (2.00) or better. The employee shall submit
an official transcript or certificate demonstrating successful completion of the course
and a receipt from the institution confirming the employee has paid for tuition, fees,
and required textbooks. Any financial assistance available to an employee shall be
deducted from the amount of tuition reimbursement that would otherwise be payable.
The employee shall not be reimbursed for incidental expenses such as paper or
supplies, mileage, parking, meals, or other expenses other than tuition, fees, and
required textbooks.

ARTICLE 34
EMPLOYEE INCENTIVE PROGRAMS

Section 34.1 Employee Incentive Programs. Members of the bargaining unit shall be eligible
for employee incentive programs offered to other non-bargaining unit employees of the City. This

article is not intended and does not apply to programs that are part of a compensation, benefits,
or economic package. Eligibility to participate in these incentive programs and receipt of any
awards through these programs shall be governed by the written program rules, regulations, and
requirements as approved by the City Manager.

Section 34.2 Employee Discounts. Should Dublin City Council approve employee discounts
in the future, the City agrees to apply such approved employee discounts to bargaining unit
employees and non-bargaining unit employees alike. Likewise, any Council approved



modifications to present or future discounts will also be applied to bargaining unit employees
and non-bargaining unit employees alike.

ARTICLE 35
TRAINING ASSIGNMENTS

Section 35.1 Compensation. Any employee who serves in the capacity of a trainer shall be
entitled to two (2) hours of either paid time or compensatory time for each eight (8) hours of
training time spent with the trainee. However, in the case that the trainer has three (3) or more
trainees, the trainer shall be entitled to three (3) hours of compensatory time for each eight (8)
hours of training spent with those three (3) or more trainees.



ARTICLE 36
DURATION

Section 36.1 Duration. All of the provisions of this Contract shall become effective January 1,
2018 or upon the execution by a representative of both parties, whichever occurs later. This
Contract shall continue in full force and effect until December 31, 2020.

Section 36.2 Signatures. Signed and dated at Dublin, Ohio on or as of this th day of
Fraternal Order of Police, Ohio Labor Council, Inc.: City of Dublin:

Tracy Rader, Staff Representative Dana L. McDaniel, City Manager

Barbara L. Conaway, Bargaining Committee Member Homer C. Rogers, Jr., Director of Human Resources

Amy M. Heger, Bargaining Committee Member Heinz von Eckartsberg, Chief of Police

Benjamin P. Karns, Bargaining Committee Member Jay D. Somerville, Technical Services Bureau Commander

David J. Gaines, Deputy Director of Finance

Allison C. Stir, Human Resources Business Partner





