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PREAMBLE/PURPOSE

Section 1. Parties. This Agreement is hereby entered into by and between the Township of
Austintown, hereinafter referred to as the “Township” or “Employer,” and the Ohio Patrolmen's
Benevolent Association, hereinafter referred to as the “Union.”

Section 2. In an effort to continue harmonious and cooperative relationships with its employees
and to insure the orderly and uninterrupted efficient operations of government, the parties now
desire to enter into an agreement reached through collective bargaining which will have for its
purposes, among others, the following:

1. To recognize the legitimate interests of the employees of the Township to participate
through collective bargaining in the determination of the terms and conditions of their
employment;

2. To promote fair and reasonable working conditions;

3. To promote individual efficiency and service to the citizens of Austintown;

4. To avoid interruption or interference with the efficient operations of the Township’s

business; and

5. To provide a basis for the adjustment of matters of mutual interest by means of amicable
discussion.
ARTICLE 1
RECOGNITION

Section 1. Inclusion. The Township hereby recognizes the Union as the sole and exclusive
bargaining agent with respect to wages, hours and other terms and conditions of employment, for
all employees in the following classifications:

A. Full-time Dispatcher
B. Part-time Dispatcher
Section 2. [Exclusion. All management, supervisory, confidential, seasonal, intermittent,

temporary employees, members of Austintown F.O.P. Lodge 126, and other employees of the
Township are excluded from the bargaining unit.

ARTICLE 2
FAIR SHARE FEE AND DUES DEDUCTION

Section 1. It is hereby agreed between the Township and the Union that, after completion of the
first sixty (60) days of employment, employees occupying bargaining unit classifications shall
either become a dues paying member of the Union or remit a fair share fee in accordance with the
provisions of Ohio Revised Code 4117.09(C). The Union shall indemnify the Township and
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hold it harmless against any and all claims, demands, suits or other liability that may arise by
reason of any action of the Township in complying with the provisions of this article.

Section 2. Dues Deduction Procedure. The Township agrees to deduct Union dues and fees
from any member of the bargaining unit who provides written authorization for payroll dues and
fees deduction.

Section 3. Fair Share Fee Deduction Procedure. In recognition of the Union's services as the
bargaining representative, all employees of the bargaining unit not electing membership shall
share in the financial support of the Union by paying to the Union a fair share fee. Fair share fee
deductions shall be in accordance with the requirements of Ohio Revised Code Section
4117.09(C).

Sixty (60) days after the commencement of employment, employees not electing to hold
membership in the Union will as a condition of employment pay the Union a fair share fee. The
Union warrants to the Employer that it shall administer its fair share fee rebate procedure in
accordance with state and federal law. All disputes concerning the amount of fair share fee shall
not be subject to the grievance procedure of this Agreement. Disputes of this nature shall be
resolved under the Union’s internal rebate reduction procedure.

ARTICLE 3
NON-DISCRIMINATION

Section 1. Neither the Township, its agents, agencies or officials, nor the Union or its agents, or
officers will discriminate against any employee on the basis of age, gender, marital status, race,
color, religion, national origin, disability, military status, genetic history, or political affiliation.

Section 2. The Township agrees not to interfere with the desire of any employee to become or
remain a member of the Union. The OPBA shall not interfere with any person choosing not to be
a member of the OPBA.

Section 3. Gender Neutral. All references in this Agreement to the male gender shall be
construed to be equally applicable to females.

ARTICLE 4
MANAGEMENT RIGHTS

Section 1. Except to the extent otherwise limited or modified by this Agreement, the Township
retains the right and responsibility:

a. To direct the work of employees;

b. To determine the mission of the dispatchers and the personnel, methods, means and
procedures necessary to most efficiently fulfill that mission;

c. To suspend, demote, discipline, or discharge employees for just cause;
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d. To take actions as may be necessary to carry out the mission of the dispatchers in
emergencies;

e. To hire, schedule, transfer and assign employees in accordance with law and the
provisions of this Agreement;

f To recruit, select and determine the qualifications and characteristics of new employees;

g. To schedule or not schedule overtime as required in the manner most advantageous to the
requirements of efficient governmental operations;

h. To train or retrain employees as appropriate;

1. To do all other things which the Township Trustees deem necessary and proper in the
operation and management of the police department.

ARTICLE 5
NO STRIKE/NO LOCKOUT

Section 1. Inasmuch as this Agreement provides machinery for the orderly resolution of
grievances, the Township and the Union recognize and agree that uninterrupted services of the
employees are essential to public health, safety and welfare.

Section 2. No Strike. The Union agrees that it, its officers, agents, representatives and members
shall not, directly or indirectly, call, authorize, instigate, cause, aid, condone, sanction, finance,
participate and/or assist in any way in any strike, work stoppage, slowdown, walkout, concerted
“sick” leave, mass resignation, picketing or interference of any kind of any operation of the
Township by its members or other employees of the Township. The Union shall at all times
cooperate with the Township in continuing operations in a normal manner and shall actively
discourage and endeavor to prevent or terminate any violations of this provision.

In the event any violation occurs, the Union shall immediately notify all employees that the
strike, slowdown, picketing, work stoppage, or other interference at any operation of the
Township is prohibited by this Agreement and by Ohio law and not in any way sanctioned or
approved by the Union. Furthermore, the Union shall also immediately order all employees to
return to work at once.

Section 3. No Lockout. The Township agrees that neither it, its officers, agents or
representatives, individually or collectively, will authorize, instigate, cause, aid or condone any
lockout of any employees for the duration of this Agreement.

Section 4. Crossing Picket Lines. In the event any other employee or group of employees of
the Township engages in any interruption of the Township's business by way of strike or work
stoppage of any kind, members of the Union shall come to work and/or continue to do their
work. Where any member desires to come to work but is fearful of his safety due to the strike or
work stoppage activities of other employees, he will call his or her first level of supervision that
can be reached, express his concern and request assistance in coming to the work place.
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ARTICLE 6
PROBATIONARY PERIOD

Section 1. Initial Hire. The probationary period for all newly hired employees shall be nine
hundred (900) hours in twelve (12) months. In the event a part-time employee becomes a full-
time employee prior to completing the nine hundred (900) probation hours, the employee shall
remain on probation until nine hundred (900) hours are completed.

Newly hired employees shall accrue no seniority during the probationary period; upon
completion of the probationary period, seniority shall be credited back to the date of hire in
accordance with Article 10, Seniority.

Section 2. Probationary Removal/Termination. Removal/termination from probationary
status shall be upon the recommendation of the Chief of Police and approval of the Board of
Trustees, with no right of appeal. The Employer agrees to provide a probationary employee with
thirty (30) days notice if he is being considered for removal/termination.

Should a full-time employee fail to complete his probationary period within twelve (12) months,
that employee shall be terminated or removed and returned to his part-time classification. Should
a part-time employee fail to complete his probationary period in the specified time, that employee
shall be terminated.

Section 3. Return to the Bargaining Unit. A bargaining unit member accepting a promotion
or transfer to a non-bargaining unit position shall be permitted to return to his prior bargaining
unit position for a twelve (12) month period. If the employee returns to his previous position, he
shall suffer no loss of seniority and be entitled to benefits under the parties’ Agreement. The
parties agree that if any employee is displaced (i.e., laid off, removed, etc.) as a result of an
employee’s return to the bargaining unit, such action shall not be subject to the parties’ grievance
procedure.

ARTICLE 7
UNION ACTIVITY/REPRESENTATION

Section 1. The Union President or his designee shall have up to twenty-four (24) hours of annual
paid time off to attend OPBA functions and meetings.

Section 2. The Union shall be allowed to designate two (2) members of the bargaining unit to
attend meetings with the township and/or the OPBA, negotiations sessions, grievance processing
meetings, labor/management meetings, etc. Employees shall suffer no loss in pay, if they are
working, for attendance at these functions.
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ARTICLE 8
LABOR/MANAGEMENT COMMITTEE

Section 1. In order to promote the highest standards of safety and professionalism in the
Communications Division, provide a means for continuing communication between the OPBA
members and the Employer, and support a climate of constructive employee-employer relations,
the parties agree to create a Labor/Management Committee.

Section 2. Meetings. This committee will meet at least quarterly or within fourteen (14) days of
a request of either the OPBA or the Employer to discuss any issues that either party wishes to
raise relating to the operation of the communications division. Each party will provide the other
with a written list of issues to be discussed at least seven (7) days prior to the meeting.

Section 3. Composition. The Committee will consist of not more than three (3) representatives
of the OPBA and three (3) members of Austintown Township Administration.

Section 4. Subject Matter. The LMC shall not be construed as a substitute for the grievance
procedure. The purpose of such meetings shall be to:

A. To make a good faith effort to keep the Union informed of all matters having an effect
upon the employment relations and/or working conditions of the employees in the
bargaining unit.

B. Discuss the administration of this contract.

C. Discuss pending grievances/arbitrations when such discussions are mutually agreed to by
the parties.

D. Disseminate general information of interest to the parties.

E. Give the Union representatives the opportunity to share the view of their members and/or

make suggestions on subjects of interests to their members.

F. Discuss ways to improve efficiency and work performance.

G. Discuss training, education, and development opportunities.

H. Consider policies relative to safety standards and equipment.
ARTICLE 9
DISCIPLINE

Section 1. The tenure of every employee subject to the terms of this Agreement shall be during
good behavior and efficient service. No employee shall be reduced in pay or position (including
working suspensions), fined (not in excess of five [5] days paid leave), suspended, discharged, or
removed except for grounds stated in Section 2 of this article. The Employer may take
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disciplinary action against any employee in the bargaining unit for just cause. Forms of
disciplinary action are:

1. Letter of instruction and cautioning.
2. Written reprimand.
3. Suspension without pay. At the option of the employee and up to a maximum of ten (10)

days time, accrued vacation or holiday time may be forfeited equal to the length of the
suspension. For suspensions greater than ten (10) days, employees may elect to forfeit
accrued paid time only with the agreement of the Employer. Record of suspension will
be maintained.

4. Suspension of record (i.e. paper suspension).
5. Discharge.

An employee who is given a working suspension (i.e., suspension of record) shall be required to
report to work to serve the suspension and shall be compensated at the regular rate of pay for
hours worked. Suspensions of record will only be used to deal with absenteeism related offenses.
The working suspension shall be recorded in the employee’s personnel file in the same manner as
other disciplinary actions having the same effect as a suspension without pay for the purpose of
recording disciplinary action.

Section 2. Incompetency, inefficiency, dishonesty, drunkenness, immoral conduct,
insubordination, discourteous treatment of the public, neglect of duty, absence without leave,
substance abuse, failure of good behavior, any conduct unbecoming a representative of the
Employer, violations of Township or department work rules, policies, procedures, or any other
acts of misfeasance or malfeasance or nonfeasance, shall be cause for disciplinary action.

Section 3. Progressive/Uniform Discipline. Except in instances where an employee is charged
with a serious offense, discipline will be applied in a corrective, progressive and uniform manner
in accordance with the Employer’s policy. Progressive discipline shall take into account the
nature of the violation, the employee’s record of discipline, the employee’s record of conduct,
and how other employees have been disciplined under the same circumstances.

Section 4. Timelines for Issuing Discipline. In areas of discipline that are non-criminal in
nature, the Employer shall take disciplinary action within a period of no later than ninety (90)
calendar days from when management knew or should have had knowledge of the alleged
infraction.

Where discipline is based on a criminal conviction, the Employer shall take disciplinary action
within a period of no later than thirty (30) calendar days from when all court proceedings are
concluded, provided that it has knowledge of the conviction.

Section 5. Predisciplinary Conference. Whenever the Employer determines that an employee
may be suspended, reduced in pay or position, or terminated, a predisciplinary meeting will be
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scheduled to investigate the matter. The Employer shall notify the employee and the Union in
writing of the charges against the employee and what form of discipline may be imposed. This
notification shall also include the employee’s right to Union representation and the time and
place of a predisciplinary meeting, to be held within forty-eight (48) hours, between management
and the employee. Should an OPBA representative not be available, a single forty-eight (48)
hour continuance shall be granted.

The employee may be accompanied by a Union director, officer, or representative during the
predisciplinary meeting. Should the employee not wish to be represented by the Union, a Union
Representative shall be allowed in the disciplinary meeting as an observer only. The employee
shall have an opportunity in this meeting to respond orally to the charges prior to discipline being
imposed. Any resolution to the disciplinary action by the employee and the Employer shall be
consistent with the terms and provisions of this Agreement. An employee who is disciplined
may file a grievance in accordance with the grievance procedure herein.

Section 6. Appeals. Appealable disciplinary actions must be filed at Step 2 of the grievance
procedure within fourteen (14) calendar days from receipt of the notice of discipline by the
employee. Disciplinary actions not involving a loss in pay may be appealed through the
grievance procedure, but are not subject to the arbitration procedure.

Section 7. Felony Indictment/Arrest. Any employee under indictment or arrested for a felony
may be placed on an administrative leave of absence with pay until resolution of the court
proceedings.

An employee found guilty by trial court may be summarily discharged, and any accrued unused
leave will be forfeited to offset the time spent on administrative leave. Where the charges are
reduced to a misdemeanor or the employee is found innocent of the charges, the employee may
be subject to discipline pursuant to the terms of this article.

Section 8. Disciplinary Records. Records of disciplinary action shall cease to have any force
or effect or be considered in future disciplinary matters or advancement possibilities, provided
that there has been no intervening discipline, according to the following schedule:

Letters of Instruction and Cautioning six (6) months

Written Reprimands six (6) months

Suspensions, Fines, and Reductions twenty-four (24) months
ARTICLE 10

EMPLOYEE STATUS/SENIORITY

Section 1. Emplovee Status.

A. Full-time. A full-time employee shall be defined as an employee regularly scheduled to
work forty (40) hours per week. Employees hired to fill a full-time position during a year
shall be considered full-time employees.
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B. Part-time. A regular part-time employee shall be defined as an employee who works at
least five hundred and twenty (520) hours per year, but is compensated for less than one
thousand five hundred (1,500) hours per year. A part-time employee who works more
than one thousand five hundred (1,500) hours is a full-time employee.

Section 2. Seniority Defined.

A. Full-Time Total Seniority. Total Seniority is the total accumulated service of an
employee with the Township from the date they become a full-time employee. An
employee moving from part-time to full-time status will receive seniority credit prorated
for the amount of time spent in part-time status (e.g., a full-time employee with one
thousand forty (1,040) hours of part-time service will be credited with a one-half (1/2)
year seniority credit).

B. Full-Time Bargaining Unit Seniority. Bargaining Unit Seniority is the total accumulated
service of an employee as a police/fire dispatcher with the Township from the date they
become a full-time employee. An employee moving from part-time to full-time status
will receive seniority credit prorated for the amount of time spent in part-time status (e.g.,
a full-time employee with one thousand forty (1,040) hours of part-time service will be
credited with a one-half (1/2) year seniority credit.)

C. Part-Time Total & Bargaining Unit Seniority. Part-time employees receive part-time
seniority credit on the basis of hours worked. A full-time employee moving to part-time
status will be credited with all hours worked with the township.

Section 3. Seniority List. A seniority list should be posted in the dispatch room at all times,
showing hire date, seniority ranking, dates of classification change(s), and total years of service.
This list will be updated every three (3) months.

Section 4. Break in Seniority. Seniority is interrupted through voluntary resignation,
termination of employment, layoff in excess of twenty-four (24) months, and failure to report to
work without prior notice to the Employer for a minimum of three (3) consecutive scheduled
workdays, unless such failure to notify was reasonably beyond the employee’s control.

Section 5. No currently employed dispatcher shall lose any seniority ranking by virtue of the
implementation of the contract language upon its execution in the year 2007.

ARTICLE 11
LAYOFF AND RECALL

Section 1. Whenever the Employer determines that a lack of funds or lack of work exists, or
reorganization in the operations of the Employer is necessary, a reduction in force shall occur
(i.e., layoff or job abolishment). The Employer shall notify the affected employee(s) in writing at
least thirty (30) calendar days prior to the date of the reduction.

Section 2. Procedure. When the Employer determines that a reduction in force is to be made
within the bargaining unit, it shall occur by classification, by seniority. The member with the
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least amount of seniority in the affected job classification shall be laid off first. Seniority, for the
purposes of reduction and recall, is calculated in accordance with Article 10, Section 2 (B) or (C)
of this Agreement. The Employer agrees that it shall reduce/layoff all part-time dispatchers prior
to instituting a reduction among full-time dispatchers.

Section 3. Recall. A bargaining unit member laid off under this article shall remain on the
layoff list for twenty-four (24) months. When the Employer determines that it wishes to recall
laid off members of the bargaining unit, it shall recall bargaining unit members from the layoff
list in reverse order in which the members were laid off.

ARTICLE 12
GRIEVANCE PROCEDURE

Section 1. Definition. A grievance is defined as an allegation that there has been a breach,
misinterpretation, or misapplication of the terms of this Collective Bargaining Agreement.

Section 2. Group/Class Actions Grievances. A grievance may be filed by any member of the
bargaining unit. Where a group of bargaining unit members or the OPBA desires to file a
grievance involving a situation affecting more than one member of the bargaining unit in a
similar manner, one member selected by such a group shall process the grievance. Such
grievance shall be defined as a group or class action grievance. The names of each member on
behalf of which the grievance is filed shall be affixed to the grievance form. Group grievances
shall be presented in the first instance to the Chief of Police.

Section 3. Grievance Contents. All grievances shall be filed in writing on a form provided by
the OPBA and must contain, but not be limited to, the following information:

1. Date and time grievance occurred.
2. Description of incident giving rise to the grievance.
3. Articles and sections of the agreement involved.

4. Relief requested.
5. Signature of the employee or OPBA Representative.

Section 4. Procedure Generally. All grievances must be processed and answered at the proper
step in the grievance progression to be considered at the next step. Any grievance that is not
timely appealed to the next step of the procedure will be deemed to have been settled on the basis
of the Employer’s answer at the last completed step. The aggrieved may withdraw a grievance at
any point by submitting, in writing, a statement to that effect, or by permitting the time
requirements at any step to lapse without further appeal.

Section 5. Disciplinary Grievances. Disciplinary grievances involving suspension, reduction
in rank, pay, or discharge are to be appealed directly to Step 2 of the grievance procedure subject
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to the applicable time limitations as specified in this article. All other grievances related to
disciplinary action are to be filed at Step 1.

Section 6. Time Limits. Time limits set forth herein may only be extended by mutual
agreement of the parties. The term "days" used in this article shall mean calendar days, except
that where the deadline for action/response falls on a non-business day (e.g., weekend, holiday,
etc.), such deadline shall be extended to the next business day.

Section 7. Procedure. Nothing in this article shall be interpreted as discouraging or prohibiting
informal discussions of a dispute by the employee and the Township prior to the filing or starting
of the grievance.

Step One. Chief of Police. Within thirty (30) days following the occurrence that initiated the
dispute, the grievant shall file his grievance with the Chief of Police, or it is forever barred. This
does not preclude filing a grievance over a recurring violation or over a violation if it occurs
again.

When the Chief of Police receives the grievance, the Chief or his authorized representative shall
arrange a meeting with the grievant within fourteen (14) days to discuss the grievance. The Chief
shall render his decision in response to the grievance no later than seven (7) days after the above
prescribed meeting. This decision must be in writing and signed by the Chief of Police or his
authorized representative.

Step Two. Board of Trustees/Designee. If the grievant is not satisfied with the decision of the
Chief of Police or his authorized representative, the grievant must then process the grievance to
the Board/designee within fourteen (14) days.

Within fourteen (14) days from receipt of the grievance, the Board/designee shall either grant the
remedy requested by the grievant, deny the grievance, or schedule a meeting to evaluate and
decide the grievance. This meeting may be attended by the grievant and/or his representative of
the Union and any other person so designated by the Employer. If a meeting is held, the
Board/designee shall issue a written decision to the grievant and the Union within seven (7) days.

Grievances unresolved at Step 2 may be submitted to arbitration upon request of the OPBA in
accordance with the provisions of this article.

Section 8. Arbitration. The OPBA, based on the facts presented, has the right to decide
whether to arbitrate a grievance. Within thirty (30) calendar days from the date of the final
answer on a grievance from Step 2, the OPBA shall notify the Employer, in writing, of its intent
to seek arbitration of an unresolved grievance.

Section 9. Selection of the Arbitrator. Within ten (10) days from the receipt of the properly
signed appeal for arbitration, the Trustees' representative shall confer with the appropriate
representative of the Union to determine if an arbitrator can be mutually agreed upon. If the
parties are unable to agree on an arbitrator, the Employer or the Union may request the American
Arbitration Association or the Federal Mediation and Conciliation Service to submit a list of
fifteen (15) Ohio Resident, National Academy Certified arbitrators. Once the panel is submitted
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to the parties, each party shall have fourteen (14) calendar days from the mailing date in which to
strike any name to which it objects, number the names to indicate the order of preference, and
return the list to FMCS or AAA. Each party may reject one (1) list and request another.

Section 10. Hearing Procedure. The arbitrator shall conduct a hearing on the grievance within
sixty (60) days after he or she is selected as arbitrator. The hearing shall be in Austintown, Ohio.

If the question of the arbitrarily of the issue is raised, the arbitrator shall rule first on this
question. If the arbitrator rules that the grievance is arbitrable, he then shall proceed to conduct a
hearing on the merits.

The arbitrator shall make his or her written decision on the grievance within thirty (30) days after
conclusion of the arbitration hearing process. The arbitrator shall be governed by applicable
Ohio law, in its decision and shall not render a decision that is in conflict with the language of
this Agreement. The arbitrator's decision shall be final and binding upon the Township, the
Union, and the grievant.

. Section 11. Arbitration Costs. The arbitrator's fees and other expenses shall be borne equally
by the Township and the Union with regard to all grievances arising out of the interpretation or
application of the specific terms of the Collective Bargaining Agreement, except the costs
associated with the appearance of witnesses, attorneys, the production of documents, or other
fees, whether they be for consultants or otherwise, shall be borne solely by the party which calls
the witnesses or employs the attorneys or consultants.

Section 12. Time Limits and Forfeitures. If the grievant fails to advance his or her grievance
to the next step within the time limitations provided in this Article, the decision by the
Township’s representatives at the previous step shall then be conclusive.

If the Board/designee fails to issue a decision within the applicable time limitations, the
grievance shall be granted and the remedy awarded, provided that the remedy is commensurate to
the alleged contractual violation

Section 13. Grievance Documents. In all steps of the above grievance procedure, the grievant
shall be required to prepare the copies of the grievance and the Township shall be required to
acknowledge receipt. The Township shall provide copies verifying receipt to the Union or the
grievant.

ARTICLE 13
WORK RULES AND POLICIES

Section 1. The Union recognizes that the Township, in order to carry out the statutory mandates
and goals, has the right to promulgate reasonable work rules, policies, procedures and directives
consistent with statutory authority, to regulate the personal conduct of employees while at work
and the conduct of the Township's services and programs.

Section 2. The Township agrees that, to the extent any work rules have been or will become
reduced to writing, every employee shall have access to them for the duration of this Agreement.
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Copies of newly established written work rules or amendments to existing work rules will be
furnished to the Union and employees at least ten (10) business days prior to their
implementation except in a bona fide emergency situation. Copies of the General Orders Manual
shall be provided to all dispatchers within (10) days of hire.

Section 3. FEach employee shall get a full copy of all Rules and Regulations, prior to
implementing any new Rules or Regulations. All employees and the Union must receive and
review the rule.

ARTICLE 14
SHIFT BIDDING/SCHEDULING

Section 1. The OPBA (the “Union”) agrees that Austintown Township (the “Employer”) shall
establish shifts and post the available shifts for bid by bargaining unit members.

Section 2. Bidding Procedure. For scheduling purposes, every three (3) months, the Employer
will conduct a shift selection bid during which time bargaining unit members will be permitted to
bid for their shift preference and days off. Bidding will be conducted by classification with shift
selection being awarded by bargaining unit seniority. Bargaining unit seniority will govern shift
selection.

Section 3. Posting Period. Bid selection sheets for the next cycle shall be posted for seven (7)
calendar days during the second month of the current three (3) month period. Fourteen (14) days
after the posting period is complete, the new schedule shall be posted.

Section 4. Award. Full shifts will be awarded over partial shifts regardless of status, seniority,
or shift preference order. Award of shift preference/days off for full-time and part-time
employees shall be as follows:

A. Full-time Employees. Full-time employees shall be awarded their shift preference on the
basis of bargaining unit seniority. Full-time employees shall also be allowed to select
their desired days off on the basis of bargaining unit seniority.

B. Part-time Employees. Part-time employees shall be awarded their shift preference on the
basis of the total amount of the hours that the employee has worked as a part-time
dispatcher. (For each shift onto which a part-time employee bids as the second
dispatcher, he shall be required to bid onto an available unmanned shift.)

Section S. Dispatch Supervisor. This position will be limited to twenty-four (24) hours of
actual dispatching and sixteen (16) hours of non-dispatch (Supervisory) duties per week. The
Dispatch Supervisor, as a bargaining unit member, will bid along with other full-time
Dispatchers. If he needs to change a shift due to fulfilling the duties of the Dispatch Supervisor
position, the vacant shift will be filled per Appendix A.
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Section 6. Part-time Schedule Adjustments. After the conclusion of the shift bidding process,
the Employer may adjust the schedule for operational need prior to positing the final schedule.
Any shifts still open will be filled pursuant to Appendix A of the parties’ Agreement.

ARTICLE 15
HOURS OF WORK/OVERTIME

Section 1. Workday. Eight (8) consecutive hours per day shall constitute a normal workday,
including a thirty (30) minute paid lunch. The lunch period shall occur sometime during the shift
as the situation allows.

Section 2. Workweek. The normal workweek shall consist of forty (40) hours worked per week
scheduled over a seven (7) day, one hundred sixty eight (168) hour period. During this period,
work shall be scheduled as five (5) eight (8) hour days and two (2) days off, which may be
consecutive or nonconsecutive. Any shift that spans more than one (1) day shall be considered to
have ended on the day the shift began.

Section 3. Contractual/FLSA Overtime. Overtime due under the parties’ Agreement shall be
paid in accordance with the contract. Contractual overtime includes those hours paid, even if not
actually worked, except that for purposes of overtime in excess of the normal workweek, sick
leave shall not be included as hours worked, as defined in this contract or applicable law.
Overtime due under the FLSA will be paid in accordance with the Act.

Section 4. Overtime Defined. Overtime shall consist of any time worked in excess of the
regularly scheduled workday, workweek, or hours worked within eight (8) hours of the end of the
employee’s previous shift. In no case shall a dispatcher be forced to work more than sixteen (16)
hours in a 24-hour period.

Section 5. Overtime Rate. Each employee shall receive for each overtime hour worked an
amount equal to one and one-half (1-1/2) times their regular hourly rate.

Section 6. Overtime on Time Change Dates. Notwithstanding the provisions of this
agreement, those dispatchers working the midnight turn, affected by the time change twice a
year, will be paid a standard rate of pay for an eight hour shift and shall not be entitled to any
overtime compensation when the time falls back one (1) hour, making it necessary for the
dispatcher to work nine hours.

When the time moves forward one hour, those dispatchers working the midnight turn will be paid
for eight (8), hours when in actuality they are only working seven (7).

It is understood and agreed that this provision will only affect the overtime compensation relative
to the dispatchers working the midnight turn on that turn on the two (2) days a year affected by
the time change. Any other disputes concerning overtime pay will be handled on a case-by-case,
individual basis, pursuant to this agreement.

Section 7. Compensatory Time. An employee who works overtime may, at the time the
overtime is worked, elect to be paid for the overtime or receive compensatory time off. Overtime
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hours banked as compensatory time will be converted to regular hours (i.e., eight [8] hours of
overtime will be banked as twelve [12] hours regular time). Compensatory time may be taken on
an hour-per-hour basis with the approval of the Chief of Police, Chief Dispatcher, Turn
Commander or other designee.

Upon retirement or separation of employment the employee shall be paid his accumulated
compensatory hours at the current rate of pay at the time of retirement or separation. In the case
of the employee’s death it will be paid to the surviving spouse or the member’s estate at the
current rate of pay at the time of death.

ARTICLE 16
CALL-OUT/COURT TIME

Section 1. Call-Out Pay. An employee ordered to report for work shall receive a minimum of
four (4) hours pay or the actual time worked whichever is greater. The minimum call-out does
not apply where the employee is called to work or held over and such time abuts his regularly
scheduled shift.

Section 2. Court Time. If a bargaining unit member is subpoenaed to appear in court or before
an administrative agency of the State of Ohio or any other political subdivision on Township
business on their off duty time, he will receive a minimum of 2.67 hours (2 hours 40 minutes)
overtime pay. In the event such dispatcher is required to remain over 2.67 hours (2 hours 40
minutes), the dispatcher shall be entitled to overtime hours equal to actual hours spent in court.
All dispatchers must be professionally attired pursuant to the General Orders Manual for all court
appearances.

ARTICLE 17
COMPENSATION

Section 1. Bargaining unit members shall not receive any general wage increases for the
duration of this agreement. The Union may request a wage reopener for the third (3™) year of the
agreement in accordance with Ohio Revised Code 4117. Wage rates for the duration of the
agreement shall be as set forth below. The Township shall have the right to hire an employee or
advance an employee through the steps faster based upon merit.

Section 2. Full-Time Dispatchers. Wage rates for full-time bargaining unit members are based
on years of continuous full-time service with the Employer, and shall be as follows for the
duration of the agreement for those employees in full-time status prior to April 1, 2011:

Years of Service

Less than one (1) year $17.69
One (1) to Three (3) years $18.67
More than three (3) years $19.66

Section 3. New Full-Time Dispatchers. Wage rates for full-time bargaining unit members are
based on years of continuous full-time service with the Employer, and shall be as follows for the
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duration of the agreement for those employees who enter full-time status on or after April 1,
2011:

Years of Service

Probationary Rate $15.00
Less than one (1) year $16.00
One (1) year to two (2) years $17.69
Two (2) to Three (3) years $18.67
More than three (3) years $19.66

Section 4. Part-Time Dispatchers. Wage rates for part-time bargaining unit members are
based on years of continuous part-time service with the Employer, and shall be as follows for the
duration of the agreement:

Years of Service

Less than nine hundred $9.78
(900) hours

Nine hundred (900) hours $12.40
to three (3) years

More than three (3) years $16.22

Section 5. Lead Dispatcher/Working Supervisor. Wage rates for the Lead Dispatcher shall be
as follows for the duration of the agreement:

$22.61

Section 6. Wage/Longevity Schedule Administration. Effective January 1, 2007, full-time
employees are credited with wage/longevity service credit for part-time service in accordance
with Article 10, section 2(B). Present full-time employees shall not be adversely affected by this
language.

ARTICLE 18
PERS PICKUP

Section 1. All dispatchers shall have six (6%) percent of their PERS picked up and paid by the
Township.

ARTICLE 19
LONGEVITY

Section 1. Eligibility/Payment Schedule. Each full-time employee shall receive an annual
longevity payment, in December of each year, based on the length of continuous full-time service
with the department from his/her anniversary date. Length of continuous full-time service is
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calculated in the same manner as Article 10, Section 2 (A), Total Seniority, and shall include
prior service credit based on PERS service time.

Section 2. Payment Amount. The full-time employee shall receive overtime hours at the
member's overtime rate determined by applicable law in an amount of hours which shall equal
fifty dollars ($50.00) for each two (2) years of service up to a maximum of ten (10) years plus an
additional one hundred fifty ($150.00) for each two (2) years of service over ten (10) years
without limitation.

Section 3. Separation Payment. Should an employee leave the department or retire, he shall be
paid for his accumulated longevity without the need to wait for the payment date. In the case of
the death of the employee, the money shall be paid to the surviving spouse or the member’s
estate.

ARTICLE 20
OUT-OF-CLASS PAY

Section 1. LEADS/TAC Officer. Any dispatcher assigned the responsibilities of a
LEADS/TAC Officer shall have an additional ten percent (10%) added to his hourly wage rate
for all hours worked in that capacity.

Section 2. Training Officer. Any dispatcher assigned the responsibilities of a Training Officer
shall have an additional five percent (5%) added to their hourly wage rate for all hours worked as
a Training Officer.

Section 3. Lead Dispatcher/Working Supervisor. The supplemental out of class payment
differentials listed above are not available to the bargaining unit member occupying the Lead
Dispatcher/Working Supervisor position. The rate of pay for that position already includes
compensation for these duties.

ARTICLE 21
CLOTHING ALLOWANCE

Section 1. Full-time Employees. Full-time employees shall receive an annual clothing
allowance of five hundred dollars ($500.00). Payment shall be issued in a check for the full
amount of the allowance by the first regular pay in February.

Section 2. Part-time Employees. Part-time employees shall receive an annual clothing
allowance to be paid as follows:

a) Part-time employees who work 1-299 hours shall receive $200.00

b) Part-time employees who work 300-519 hours shall receive an additional $50.00
or a total clothing allowance of $250.00

c) Part-time employees who work 520 hours or more shall receive an additional
$50.00 or a total clothing allowance of $300.00
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Part-time employees shall be issued a check for $200.00 by the first regular pay in February.
Part-time employees who advance to the higher steps will have a check issued by the second
regular pay after achieving the required number of hours.

Section 3. Change in Status. Part-time employees who are hired as full-time employees shall
receive the amount of difference in the clothing allowance for the period in which they are hired
to full time service, not to exceed five hundred dollars ($500.00).

Section 4. Uniform Changes/Replacement. Any proposed change in uniforms by
management, including new required items shall be provided by the Township if new, or
exchanged on a one for one basis for replacements. The Township will pay for any repair or
replacement of any uniform item that is stolen or damaged or changed.

Section 6 5. Prorated Payment in Initial/Final Year of Employment. During the first and
last year of employment the clothing allowance shall be paid on a pro-rata basis if an employee
works less then the full year. Such time shall be calculated on a monthly basis with all time after
the 15™ of a month to be considered as a full month of service.

ARTICLE 22
ATTENDANCE BONUS

Section 1. Time Period. Each full-time member subject to this agreement shall be able to earn
a semi-annual attendance bonus for periods of service of six (6) consecutive months during
which he qualifies for payment. Payment is based on his attendance during the six (6) month
periods of July 1% - December 31% and January 1 — June 30" each year.

Section 2. Amount. Qualifying employees shall receive payment for each six month period in
the amount of:

One Hundred Sixty Dollars ($160.00) for perfect attendance; or
Eighty Dollars ($80.00) for having one (1) absence

Section 3. Eligibility. Employees absent from work due to vacation, holiday, funeral leave,
military leave, attendance at approved seminars and training functions or due to on duty injury
shall not be considered as absent from work for the purpose of this benefit.

ARTICLE 23
ATTENDANCE INCENTIVE PROGRAM

Section 1. Sick Leave Sell-Back. An employee with twenty-three (23) or more years of service
maintaining seventy percent (70%) of his earned sick leave may elect to sell back one hundred
twenty (120) hours of sick leave earned during the previous year for a three (3) year period. The
maximum sell back of sick leave shall not exceed two hundred forty (240) hours, and an
employee electing this option shall not be eligible for the sick leave conversion payment in
Article 26, Sick Leave, Section 6.
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Section 2. Procedure. If the employee is eligible, he shall notify the Employer by December 1
of each year as to how much sick leave, if any, he desires to sell back. The sick leave sold back
to the Employer shall be paid to the employee by January 30 of the following year.

Section 3. Any full-time employee, who during his career was off on sick leave due to an
extended illness or injury, may make a request to the Administrator to not consider sick leave
time used for those purposes against his percentage of earned sick leave, for the purposes of
Sections 1 and 2.

ARTICLE 24
INSURANCE

Section 1. The Employer shall provide coverage to all full-time bargaining unit members
represented by OPBA comprehensive major medical/hospitalization health care insurance and
ancillary coverage pursuant to the plan selected by the insurance committee under this article.
The applicable plan offering(s) shall be reduced to writing and appended to the agreement as
Appendix B. The eligible employee may select coverage (i.e., single, two-party, family, etc.)
subject to the plan offerings.

Section 2. Contribution Rates for Township Coverage. Effective July 1, 2011, the parties shall
contribute the following amounts toward the monthly premiums for health care coverage
provided by the Austintown Township Board of Trustees as follows:

PPO Plan Coverage Employer Employee | Total Base Contribution
Single Contribution $379.80 $42.20 $422.00
Employee/Child(ren) $694.80 $77.20 $772.00
Employee/Spouse $795.60 $88.20 $844.00

Family Contribution $1,120.50 $124.50 $1,245.00

HSA Plan Coverage Empioyer Empioyee | Total Base Contribution
Single Contribution $294.30 $32.70 $327.00
Employee/Child(ren) $541.80 $60.20 $602.00
Employee/Spouse $588.60 $65.40 $654.00

Family Contribution $868.50 $96.50 $965.00

Should the plan costs exceed the total base contribution amounts set forth above, the
participating employee shall be required to contribute fifty percent (50%) of the amount in excess
of the total in order to continue participation.

Section 3. Township HSA Contributions. The Township will establish an HSA account for
each bargaining unit member covered by its HSA plan and contribute the following annual
amounts to each member’s respective account based upon the applicable coverage:

Annual Contribution Amount
$1,400.00
$2,800.00

Single Coverage
Employee/Child(ren) Coverage
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Employee/Spouse Coverage $2,800.00
Family Coverage $2,800.00

Annual contributions shall be credited to the Employee’s HSA account effective January 1 of
each year. Any employee that separates from service with the Employer during the course of the
year shall have his annual contribution prorated on a monthly basis so that any overpayment
amount is deducted from the employee’s final severance check. Employees may elect to
supplement the above Township contribution, subject to the IRS maximum limits, through the
execution of a pre-tax payroll deduction form.

Section 4. Carrier Changes for Township Coverage. If, during the life of this agreement, it
becomes necessary for the Employer to change carriers, the Employer agrees to provide notice to
the Union through the Insurance Committee in advance of such action.

Section 5. Insurance Committee/Insurance Changes for Township Coverage. The Union
agrees that the Employer shall create and maintain an insurance committee for the purpose of
studying and recommending cost containment programs for medical and prescription coverage,
reviewing usage, and recommending benefit levels. Once created, the Union agrees to participate
in the committee. The committee shall consist of one (1) representative from each of the
Township bargaining units having members receiving insurance benefits through the Township
insurance plan, one (1) or two (2) representatives of the Board/designee, whichever is needed for
an odd number, and one (1) representative of the Township Clerk/designee. The insurance
committee shall have the authority to approve program coverage changes, recommend alterations
to benefit levels, and/or recommend adjustments to coverage levels through majority vote.

The Committee may recommend any of the following options:

A. To keep the same plan and pass on any cost increase above the levels set forth in Section
2 of this article to the parties; or

B. To change the plan and alter the benefit levels so that there is no increase in the cost of
the plan; or

C. To change the plan and alter the benefit levels and, if there is an increase in the cost of the
plan above the levels set forth in Section 2 of this article, pass that increase along to the
parties.

Section 6. Committee Recommendations for Township Coverage. Recommendations of the
committee cannot be unilaterally changed by the Township. Recommendations of the
committee, and Employer actions to carry out those recommendations, are final and binding on
all parties involved and shall not be subject to the grievance procedure or any other avenue of
appeal. If, however, the committee makes no recommendation by June 1 or thirty (30) days prior
to renewal for the following plan year, the Township may unilaterally adjust the benefit levels if
required to stay within the costs set forth in Section 3. If the committee is going to recommend
that the Township go out for bid for the following year, the committee must provide the
Township with the necessary information by April 1 preceding the plan year for which bids are
taken.
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Section 7. Opt-Out. An employee may elect to “opt out” of the Township’s health care plan.
The employee is eligible to receive one hundred dollars ($100.00) per month, minus taxes, to be
paid bi-weekly. Proof of other insurance must be submitted to the Township.

Section 8. Life Insurance. The Township shall continue to provide and maintain in force, by
payment of necessary premiums life insurance in the amount of fifty thousand ($50,000.00)
dollars for all full time employees

Section 9. Continuation of Coverage.

A. Your individual and your family coverage terminates on your last day of work when you
cease to be an employee of the Township. When you cease work because of a leave of
absence, your individual and your family coverage terminates on the last day of the month
in which you last worked. You have the privilege of continuing your medical insurance
coverage for the number of months prescribed by law if the full premium payment is
made in advance to continuation period to convert to an individual policy with the
insurance company. Coverage is strictly between the insurance company and the former
employee.

B. If you cease work because of layoff, the following provisions will be applicable to your
coverage under the benefit programs. Your individual and your family medical insurance
will be continued during such layoff up to a maximum of six (6) months from the end of
the month in which you last worked. If you have not returned to work at the end of such
period your individual and your family medical coverage terminates subject to the
"Continuation" and "Conversion Privilege" described above.

C. If you cease work because of a non-occupational disability, your individual and your
family medical insurance will be continued during absence due to such disability up to a
maximum of three (3) months from the end of the month in which you last worked.

D. If you cease work because of an occupational disability, your individual and your family
medical insurance will be continued during absence due to such disability, up to a
maximum of twelve (12) months from the end of the month in which you last worked but
in no event more than the end of the month for which statutory compensation payments
terminate.

E. If you return to work following an absence on account of layoff, leave of absence, or
disability during which your coverage under the insurance programs shall have terminated
all your coverage under the insurance programs will be reinstated on the date you return
to work.

Section 10. Part-Time Insurance. Optionally part-time employees shall have access to the
same medical, dental, drug, and vision insurance, as full-time employees except part-time
employees will reimburse the Township the difference in cost to the Township with the part-time
member included in the medical group and the part-time member not included in the medical

group.

{6/9/2011 AGASTTW 00091104.DOC} 20



Optionally part-time employees shall have access to the same life insurance, as full-time
employees except part-time employees will reimburse the Township the difference in cost to the
Township with the part-time member included in the medical group and the part-time member
not included in the medical group.

ARTICLE 25
EMPLOYEE LIABILITY

Section 1. The Township shall follow the provisions of Ohio Revised Code 2744.07 as it relates
to the defense of an employee in civil actions brought against the employee as a result of his
employment with the Township.

ARTICLE 26
SICK LEAVE

Section 1. Accrual. Full-time employees earn sick leave at the rate of four and six-tenths (4.6)
hours with pay, per eighty (80) hours of service, not including those hours spent on sick leave.
Part-time employees shall earn sick leave at this rate and be credited retroactively once they have
worked five hundred twenty (520) hours during each calendar year. Sick leave shall be
cumulative without limit, and unused sick leave accumulated prior to the effective date of this
agreement shall be retained and taken at such times and in such amounts as provided in this
agreement.

Section 2. Usage/Deduction. Paid sick leave shall be deducted from a member's accumulated
sick leave credit on the basis of actual regularly scheduled time (hour by hour) absent. Upon
approval of the Employer, sick leave shall be granted for the following reasons:

1. Personal illness or injury of the member;

2. Disability due to pregnancy of the member;

3. Exposure to contagious disease that could be communicated to other persons;
4. Illness or injury of a member of the immediate family;
5. Death of a member of the employee’s immediate family.

Section 3. Immediate Family Defined. Immediate family shall be defined as: spouse, former
spouse if there is a minor child in common with the employee, parents, stepparents, child, step-
child, mother-in-law, father-in-law, grandparents, grandchildren, brother, sister, half-brother,
half-sister, or the member is legal guardian of.

Section 4. Documentation. Employees shall be required to document the use of sick leave.
Where the employee utilizes sick leave for three (3) consecutive days or more, he shall provide a
certificate from a licensed practitioner stating the practitioner’s opinion about the employee’s
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ability to return to work. Falsification of submitted documentation or a physician’s certificate
shall be grounds for disciplinary action, including dismissal.

Section 5. Employer Required Examination. If the Employer has a reasonable basis for
believing that an employee is no longer mentally or physically capable of performing the
essential functions of his position, or poses a threat to himself or others, the Employer may order
an examination by an appropriately qualified medical professional, at the Employer’s expense.
For an Employer ordered exam, the employee will be on paid time, which shall not be charged
against accrued leave. The employee, at his option, may also seek an opinion from his own
doctor.

Upon receipt of the medical professional’s opinion(s) on fitness for duty, the Employer, the
OPBA, and the employee will meet to discuss possible alternatives and/or accommodations. If
no alternative or accommodation is mutually agreeable, then the employee will be placed upon
disability leave or disability separation, and the Union may grieve the reasonableness of the
Employer’s decision.

Section 6. Sick Leave Conversion. Fifty percent (50%) of unused accumulated sick leave shall
be paid to a member upon separation or retirement, or to the surviving spouse or estate of any
member who dies, up to a maximum of eight hundred (800) hours.

Section 7. Use of Other Paid Leave. An employee that is not capable of reporting to work for
an extended period of time, and who has no sick leave, shall be allowed, but not required, to
utilize accumulated, unused paid leave (e.g., vacation, compensatory, etc.), prior to being placed
on an unpaid leave.

Section 8. Sick Leave Transfer. The parties agree that bargaining unit members hired after
January 1, 2007, shall only be permitted to transfer eighty (80) hours of sick leave earned with
another public entity. Any transferred time shall be utilized first, after the onset of Township
employment.

ARTICLE 27
INJURY ON DUTY LEAVE

Section 1. Injury on Duty Leave. When a bargaining unit employee is injured in the line of
duty while actually working for the Township on regular assignment, and is disabled from his
current position of employment for more than seven (7) consecutive days as a result of the work-
related injury, the employee may be eligible for Injured on Duty leave (I1.0.D), provided that he
completes all of the steps required by the Employer to determine eligibility and otherwise
adheres to any proscribed course of treatment/transitional work/light duty. The employee shall
be paid for the rest of the day of injury and those scheduled work days going forward from the
injury date during the IOD period provided that he satisfies the eligibility requirements of Section
2 and there shall be no loss of benefits provided by this agreement during the period of 1.O.D.

Section 2. Eligibility Requirements. To be eligible for injured on duty leave, the employee
shall:
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1. Follow the Incident Reporting Policies which have been discussed with the Union prior to
implementation.

2. Submit a completed and signed internal incident report containing the nature of the
injury, the date of occurrence, the identity of all witnesses and persons involved, the facts
surrounding the injury and any other information supporting the granting of injured on
duty leave.

3. Furnish the Township with a signed Austintown Township Authorization(s) to Release
Medical Information relevant to the claim.

4. File for Workers' Compensation benefits with the Ohio Bureau of Workers'
Compensation and be approved for the receipt of benefits.

5. Provide a medical certification from a physician on the list of Township-approved
providers opining that the claimant is disabled from employment in excess of seven (7)
consecutive days as a result of the work-related injury and specifying the injury,
recommended treatment, and the employee's inability to return to work as a result of the
injury along with an estimated return to work date.

Section 3. Healthcare Coverage. An employee’s healthcare coverage shall remain in effect
during the period that he is receiving IOD benefits.

Section 4. Independent Medical Review. The Township reserves the right to require the
employee to have an independent medical examination by a physician selected by and paid for by
the Township at any time when the employee is receiving injured on duty leave, and reserves the
right to review the employee’s status every thirty (30) days.

Section 5. Rate of Pay/Duration of Leave. Leave may be paid at the employee's current rate at
the time of the injury for a period of three (3) months from the date of injury.

Section 6. Denial of Claim/Reimbursement. If, for any reason, the employee's claim is finally
disallowed by the Ohio Bureau of Workers' Compensation, said leave shall cease and the
employee shall reimburse the Township for any amounts paid pursuant to this section. The
Township may exercise its right to reimbursement through payroll deduction either in paid or
accrued time. Any deduction by the Employer shall not exceed more than five percent (5%) of
the employee’s pay but will not exceed twenty-six (26) pay periods.

Section 7. Concurrent FMIL/Exhaustion of IOD Benefits. In accordance with the Employer’s
policy, Family and Medical Leave time is run concurrently with all paid time, including 10D
benefits, used for a qualifying condition. An employee that is no longer eligible for IOD benefits
shall take his accrued sick, vacation, personal time prior to applying for an unpaid leave of
absence or unpaid Family and Medical Leave. This request must be in writing.

Section 8. Transitional Work/Light Duty Program. The Transitional Work Program will be
used to direct the work of all employees injured during the course and scope of employment and
whose work restrictions are a direct result of the occupational injury.
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At any time an employee is released to return to work with restrictions, the employee prior to
starting work shall present the Employer with the medical return to work notice that indicates the
employee can return to work under restricted function, commonly known as light duty.

The Township will correspond with the medical provider issuing the notice to determine the
employee's limits as far as the essential functions of the transitional work that may be assigned to
the employee.

The Township will determine if the employee is eligible for assignment to the Transitional Work
Program. The Township will assign the employee approved for transitional work to an
assignment for a period not to exceed sixty (60) calendar days. The assignment of the employee
will not cause the displacement of any other employee from any bid position. The transitional
work assignments will fall outside of the bidding processes in the C.B.A. and will be
discretionary assignments by the Township. The transitional work assignments will not be
permanent jobs and will not be construed as new jobs created for vacancy bidding.

At the end of sixty (60) calendar days, the Township and the employee's medical provider will
make a decision as to the employee's availability to return to his/her regular assignment. It will
be the expectation of the Township that all employees will make the transition into their regular
assignment within the sixty (60) calendar days.

If the employee cannot perform regular assignments at the end of the sixty (60) calendar day
limit, the Township may extend the transitional assignments for a period of ten (10) more
working days.

An employee that was injured in a work-related incident will not be eligible to return to Injured
on Duty status at the expiration of his sixty (60) calendar days of Transitional Duty.

A maximum of two (2) employees are permitted on light duty at any time. Light duty can consist
not only of road-related work, but also non-road related work such as light maintenance work
(cleaning or janitorial work, for example) so long as the employee’s condition permits.

Section 9. Discipline. The failure to properly document and report IOD related incidents on the
day of the event, unless physically incapable of doing so, shall be considered a Group II
infraction under Article 5, Discipline.

ARTICLE 28
JURY DUTY LEAVE

Section 1. Bargaining unit members that are called to serve on a jury in a court of law will be
paid their regular wages for those hours that they must be away from duty, minus any
compensation otherwise received for serving on the jury. Bargaining unit members not working
the hours when court is in session will then be on paid leave for the shift(s) that are scheduled to
work on that day or be paid at the overtime rate for said hours of work. There shall be no
financial penalty attached to such service in any way. Such days shall not be deducted from any
other leave days.
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ARTICLE 29
FAMILY AND MEDICAL LEAVE ACT (FMLA)

Section 1. Amount/Qualifying Conditions. The parties agree to be bound by the provisions of
the Family and Medical Leave Act of 1993, and as set forth herein below. Any leave taken by an
employee, whether paid or unpaid, for the following reasons, shall be applied against the
employee's entitlement to twelve (12) work weeks of leave during the twelve (12) month period
commencing with the first use of the leave.

a. The birth of a son or daughter, and to care for the newborn child
b. The placement with the employee of a son or daughter for adoption or foster care.
c. To care for the employee's relatives as listed in Article 26 Section 2 with a health

condition; and,

d. Because of a health condition that makes the employee unable to perform the functions of
his or her job.

Section 2. Time Period. The annual twelve (12) month period shall commence and be
measured forward from the date the employee first uses the leave set forth above. An employee
taking funeral leave, during a period of FMLA, shall not have the funeral leave time counted
against his FMLA entitlement.

Section 3. Seniority/Benefits. No employee shall lose seniority during the period of time off
which is attributable to the Family Medical Leave Act. An employee shall not be required to use
paid leave benefits provided in this Labor Agreement prior to the use of unpaid leave. During
FMLA leave all health care and life insurance benefits will be paid by the Employer.

ARTICLE 30
LEAVE OF ABSENCE WITHOUT PAY

Section 1. An employee shall, upon request, be granted an unpaid leave of absence, not to
exceed ninety (90) calendar days. An employee may only exercise the right one time during the
term of this agreement. Leave taken under a previous contract, or any extension thereof, shall not
be counted against the ninety (90) day entitlement for this contract term. During such leave, the
bargaining unit member’s seniority shall not be broken, but the member shall cease to
accumulate all paid leave and shall be responsible for the full payment of the insurance premium
for that month for the plan in which he is enrolled. A bargaining unit member who requests and
is granted a leave of absence without pay for less than thirty (30) days will be responsible for the
payment of the insurance premium for that month(s), in proportion to the number of days of
unpaid leave that are requested (i.e., in a thirty [30] day month, with a fifteen [15] day leave
without pay request, the employee would pay half of the total insurance premium should he wish
to remain on the plan). The employee shall never contribute less than the amount established by
the contract for employee contributions through the operation of this article.
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ARTICLE 31
BEREAVEMENT LEAVE

Section 1. In the event of a death of the employee’s grandparent, grandchild, or half-sibling, the
employee shall be allowed time off with pay for the next three (3) scheduled days of work.

If the death or funeral occurs beyond thirty miles from the employee’s home, or the death is to a
parent, child or spouse, former spouse with a minor child in common, brother, sister, stepparents,
stepchild, mother-in-law, father-in-law, or the member is legal guardian of said relatives, the
days off shall increase to five (5) days.

Additional bereavement days may be taken if the burial/cremation is delayed beyond the
decedent’s family’s control. Such additional days will be deducted from the employee’s
accumulated sick leave and will not count against attendance incentive or performance
evaluation.

ARTICLE 32
HOLIDAYS/PERSONAL LEAVE

Section 1. Full-time bargaining unit members are entitled to receive eight (8) hours of pay (i.e.,
holiday pay) for the following recognized holidays:

1. New Years Day 1st Day in January

2. Martin Luther King Day 3rd Monday in January

3. Presidents Day 3rd Monday in February

4. Memorial Day Last Monday in May

5. Independence Day 4th Day of July

6. Labor Day 1st Monday in September
7. Columbus Day 2nd Monday in October

8. Veterans Day 11th Day of November

9. Thanksgiving Day 4th Thursday in November
10. Christmas Day 25th of December

Section 2. Holiday Work Rate. In addition to holiday pay, a full-time employee working on a
paid holiday shall be paid for all hours worked at the rate of one and one-half (1-1/2) times the
regular hourly base rate. A part-time employee who works a scheduled holiday shall be paid for
all hours worked at the rate of one and one-half (1-1/2) times the regular hourly base rate. An
employee working on a holiday may, at his option, elect to receive payment for any hours worked
after eight (8) as A/T time.

Section 3. Holiday Pay Eligibility. In order to be eligible for holiday pay, a full-time employee
must work their scheduled day before and their scheduled day after the holiday, unless the
employee furnishes satisfactory medical proof to the Employer that he was unable to work such
days.

Section 4. Holiday Staffing. The Chief of Police or his/her designated supervisor shall
determine the staffing requirements for work on a holiday shift.
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Section 5. Personal Leave. Each non-probationary employee shall be entitled to sixteen (16)
hours of personal leave each calendar year.

ARTICLE 33
YACATIONS

Section 1. Accrual. Vacation leave is accrued and credited based on years of full-time service
with the Employer, and shall include prior service credit computed on the basis of PERS service
time. Years of full-time service is calculated in the same manner as Article 10, Section 2(A),
Total Seniority. For the duration of the parties’ agreement, the vacation schedule shall be as
follows:

Completed Years of Service Days/Weeks Hours
Less than one (1) year 0 0

One (1) to six (6) years 10 days / 2 weeks 80 hours
Seven (7) to twelve (12) years 15 days / 3 weeks 120 hours
Thirteen (13) to nineteen (19) years 20 days / 4 weeks 160 hours
Twenty (20) years or more 25 days / 5 weeks 200 hours

Section 2. Scheduling. Employees may take vacation leave to which they are entitled, in
minimum increments of four (4) hours, beginning the first full day they complete the required
years of service.

For scheduling purposes, vacation requests for the next calendar year shall be made in writing by
December 1*. Vacation requests will be awarded according to bargaining unit seniority, with the
most senior member receiving his preference. Vacation requested after December 1% shall be
scheduled on a first-come first-serve basis. Vacation, AT, and personal time off will not be
denied so long as someone else is working. Generally, bargaining unit members shall provide a
minimum of seventy-two (72) hours advance notice on vacation requests.

Section 3. Separation Payment. Unused accumulated vacation time prorated to the date of
separation shall be paid at the time of such separation to any employee who leaves the employ of
the department for any reason or is laid off. Unused accumulated vacation time will be paid to
the surviving spouse or estate of any employee who dies, prorated to the date of his or her death.

Section 4. Vacation Pay Rate. Vacation pay will be computed at the appropriate rate earned by
the employee at the time vacation is actually taken.

Section 5. Vacation Carryover. Up to one (1) week of vacation time may be paid or carried
over for use during the next year.

Section 6. Banking Vacation/Cashout. Once a full-time employee has completed ten (10)
years of employment with the Township of Austintown, all vacation will be banked. Vacation
used will be taken out in a FIFO method. Vacation cashed out will be taken out in a LIFO
method. The banked vacation days can be cashed out or taken as time off in any given year.
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Such time shall be compensated at the employee’s rate of pay at the time it is taken or cashed out.
Days cashed out will be paid at the next regular pay date. In the case of the death of the
employee the money shall be paid to the surviving spouse or the member’s estate.

Section 7. Part-Time Employee’s Vacation Leave. Part-time employees shall earn vacation
leave based on hours actually worked, provided that they actually work at least six hundred (600)
hours in a calendar year. Upon attaining the required minimum hour threshold, the employee
will be credited with vacation earned based on the schedule set forth below. Vacation leave must
be used in the year credited except for a portion of a day which can be carried over to the next
year. No vacation leave shall be accumulated while on probation but total hours shall be counted
and leave credited from date of hire once the employee is off probation. Time earned will be
credited to the employee on the next regular pay. No part-time employees shall earn more than
ten (10) vacation days per year.

Total Hours Worked Vacation Leave Earned Per Hour Worked

0-6,240 .0385 hours
6,241 12,480 .0577 hours
12,481 - 19,760 .077 hours
19,761 — above .0962 hours

Part-time employees hired on or before April 1, 2011, shall retain their accrued vacation banks
but shall earn any additional vacation leave according to this section.

Part-time employees who become full-time employees, shall earn a year’s vacation credit for
each 1040 hours they worked since his part-time hire date, but in no case shall the employee earn
more credit then if he had worked full-time since his part-time hire date.

ARTICLE 34
HEALTH AND SAFETY

Section 1. The Township agrees to furnish, maintain in safe working condition, all tools,
facilities, supplies and equipment required to safely carry out the duties of each employee.
Employees are responsible for immediately reporting any unsafe conditions or practices, and for
properly using and caring for all tools and equipment furnished by the Township.

Section 2. Adequate first aid equipment and training shall be provided at the appropriate
locations. Dispatchers shall be provided with the same immunization shots as the police.

Section 3. No dispatcher shall be required to perform police/jailer functions without prior

training. Searching a prisoner is part of the Dispatcher’s Duties when no Police Officer of the
same sex as the arrestee is available.
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ARTICLE 35
BULLETIN BOARD

Section 1. The Township shall provide a bulletin board at the Police Station for the use by
employees, as well as the Trustees and the Chief of Police.

ARTICLE 36
PERSONNEL FILES

Section 1. Personnel Files. It is recognized by the parties that the Township may prescribe
regulations for the custody, use and preservation of the records, papers, books, documents, and
property pertaining to the Township. Insomuch as material in a public employee’s personnel file
is considered a public record under the Ohio Public Records Law, the Employer is prohibited
from denying access to certain portions of an employee personnel file when a public records
request is made for the material. The Employer agrees to notify bargaining unit members when
such a request has been made and keep inactive discipline in a separate file.

Section 2. Access. Each bargaining unit member shall be allowed to review his personnel file
during non-working time within twenty-four (24) hours of submitting a written request to do so.
If any member disputes the accuracy of the material in his personnel file, he may make a written
request that an OPBA representative be granted access to the personnel file. The Employer
agrees to schedule a mutually agreeable time for the OPBA representative to be granted access to
the personnel file once the request has been made.

Section 3. Clarification. Bargaining unit members will be provided a copy of any new material
placed in a member’s personnel file. If the member feels that clarification of the circumstances
surrounding the writing of such new or any existing material is necessary, the member may
submit to the Chief or the Administrator a written clarification or explanatory memorandum.
Such memorandum shall not contain derogatory or scurrilous matter regarding the
Administration or any other employees. A response that points out inconsistent/disparate
treatment shall be permitted. Upon examination, the Chief of Police or the Administrator shall
have such memorandum attached to the material to which it is directed and placed in the
member’s personnel file.

ARTICLE 37
EDUCATION AND TRAINING

Section 1. Notice/Training Opportunities. The Employer shall post and make available
training seminar(s) or schooling to allow employees to meet their minimum training
requirements for licensure certification. In addition to that which is mandated for certification
maintenance, but subject to the availability of funds and operational needs, the employee may
request forty-eight (48) hours of additional training each year.

Section 2. Training Time/Compensation. Time spent training and traveling for
licensure/certification regquired training shall be considered working time and paid as such to the
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extent that such time coincides with the employee’s scheduled work hours. The Employer and
employee may agree to adjust the employee’s schedule for the purpose of an employee to attend.

Section 3. Training Expenses. An employee that is required to use his personal vehicle for
training located outside of Austintown, shall receive mileage, at the IRS rate, to and from the
training site. If required, the Employer shall pay for overnight accommodations, including meals.

Section 4. Educational Scheduling Requests. The Employer agrees that it shall attempt to
make reasonable scheduling accommodations in order to allow employees to attend job related or
mandatory core courses at an accredited college or university. The parties agree that such
accommodations shall not unduly disrupt or cause hardship to the operations of the Employer.

Section 5. Ride Along. The Township may require each Dispatcher to complete eight (8) hours
of ride along time with the Police Department and eight (8) hours of ride along time with the Fire
Department. Subject to the availability of funds and operational needs, an employee may request
to complete an additional thirty-two (32) hours of ride along time annually. Ride along time
shall be considered as hours worked.

ARTICLE 38
INTERNAL INVESTIGATIONS

Section 1. Notice. When an employee is be interviewed or questioned concerning a complaint
or allegation of misconduct, the employee will be informed of, prior to the interview, the nature
of the investigation and whether the employee is the subject or a witness in the investigation. If
the employee is the subject of investigation, the employee will also be informed of the specifics
of each complaint or allegation against him or her. Additionally, if the complaint is in writing
and does not fall within an exclusion under the Ohio Public Records Law, the Employer shall
furnish a copy of the complaint to the employee against whom the complaint has been made.
The Employer acknowledges that the Union may raise a challenge to the legitimacy of a
complaint that is not made in writing.

Section 2. Representation. Prior to an interview or questioning which might reasonably lead to
disciplinary action, the employee shall be advised of his or her rights to Union representation
and, if the employee so requests, the Union representative shall be provided before the interview
and investigation proceeds. This right of representation shall apply except for unusual situations
in which the interview or questioning must take place immediately. This right does not extend to
performance evaluation interviews or meeting the purpose of which is solely to inform the
employee of intended disciplinary action.

Section 3. Garrity Warnings. An employee who is to be interviewed, questioned, or tested
concerning the employee’s performance or fitness for office shall be informed that the interview,
questioning or test is part of an official investigation and that the employee is subject to
disciplinary action, including dismissal, for failing to answer the questions. Before an employee
may be subject to a charge of insubordination or like offense for refusing to answer questions
honestly and participate in an investigation, he or she shall be advised that such conduct may be
the basis for such a charge. The employee will be advised that the answers will not be used
against him or her in criminal proceedings. Evidence obtained in the course of an internal
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investigation through the use of administrative pressure, threats, coercion, or promises shall not
be admissible in any such subsequent proceedings. If, during the investigation, it is believed the
employee has knowledge of, or has participated in, any act which violates the criminal laws of
the United States, the State of Ohio or any of its political subdivisions, the employee shall be
advised of all constitutional and other legal rights applicable.

Section 4. Interview Procedure. Austintown Township will make reasonable efforts to
conduct interviews during regular business hours, and employees will be in on-duty paid status
for the duration of all interviews.

Interview(s) shall be conducted in a professional manner, with questions posed by one
investigator at a time. Reasonable breaks for necessities will be permitted and questioning will
not exceed fifty (50) minutes without ten (10) minute break unless waived by the employee.

Section 5. Tape Recordings/Transcripts. If a tape recording or transcript of the interview or
questioning is being made, the party making such recording shall advise the other party of such
recording or transcription prior to the start of the interview or questioning. A copy of the tape
recording or transcript will be provided upon written request of either party and provided within
a reasonable time.

Section 6. Polygraphs. Austintown Township shall not use any type of polygraph machine to
investigate the statements made by an employee without the employee’s request in writing and
approved by both the requesting employee and the Chief of Police. Uncorroborated anonymous
complaints and uncorroborated information from a polygraph examination will not be used as a
basis for disciplinary action but maybe the basis for conducting further investigation. The results
of any polygraph examination given to a bargaining unit member will not be used in any
disciplinary proceeding without a written waiver from both the employee and the Union.

Section 7. News Releases. In the event the Employer is engaged in an investigation of an
employee covered by this agreement, the Township shall not discuss the matter with the media
nor allow any documents to be released or inspected unless required by law.

ARTICLE 39
BARGAINING UNIT APPLICATION
OF EXTERNAL LAW

Section 1. The parties agree that no section of the civil service laws contained in the Ohio
Revised Code Sections 9.44, 124.01 through 124.56, 325.19, 511.10, 505 et seq., ORC 2506.01-
2506.04, pertaining to wages, hours, terms and other conditions of employment, shall apply to
bargaining unit employees where such matter has been addressed by this agreement. Where such
matters have not been negotiated and agreed to by the parties, bargaining unit members shall
receive such benefits in accordance with the law.
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ARTICLE 40
SEVERABILITY

Section 1. Should any part of this Agreement be held invalid by operation of law or tribunal of
competent jurisdiction, such invalidation shall not invalidate or affect remaining portions of the
parties’ Agreement. In the event that this occurs, the parties agree to meet for the purpose of
discussing a mutually acceptable alternative to the invalidated language. Should the parties be
unable to agree, either party may execute a notice to negotiate pursuant to R.C. 4117.

ARTICLE 41
DURATION

Section 1. This Agreement shall become effective April 1, 2011, and shall continue in full force
and effect until March 31, 2014. The parties agree that should negotiations of the successor
agreement proceed to conciliation pursuant to Ohio Revised Code Section 4117.14(G), the parties
agree that notwithstanding any contrary provision in R.C. §4117.14(G)(11), the conciliator shall
have the right to determine that rates of compensation and matters with cost implications may be
retroactive to April 1, 2014.

Section 2. Either party may file a notice to negotiate indicating its intent to commence

negotiations over a successor agreement not earlier than one hundred twenty (120) days nor later
than ninety (90) days prior to the expiration of the current agreement.
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SIDE LETTER
EXPANSION/CONSOLIDATION OF DISPATCH FUNCTIONS

The parties agree that should dispatchers be required to handle dispatch duties for any entity
other then Austintown Police and Fire, or should the Employer merge its dispatch functions with
another governmental entity, then the contract will be re-opened. The purpose of this re-opener
will be to discuss the effects of such actions on bargaining unit members.
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SIDE LETTER
SIGNING BONUS

In lieu of general wage increases, the parties agree that current full-time bargaining unit members
shall receive annual lump sum payments in the amount of seven hundred fifty dollars ($750.00)
for each year of the Agreement. Payments shall be made in the first pay period in December for
each year of the Agreement. A full-time member that retires during calendar year who has
worked less than six (6) months will receive three hundred seventy five dollars ($375.00) for that
year. If a full-time member works more than six (6) months, the full-amount shall be given.

Each part-time bargaining unit member shall receive a three hundred seventy-five dollar
($375.00) pro-rata lump sum payment for each year of the Agreement. The lump sum payments
shall be divided into six (6) equal annual payments, and paid out on or before the first pay in July
and on or before the last pay in December based on the numbers of hours worked as a portion of
1040 hours for each of the six (6) months.
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SIDE LETTER
PRIOR SERVICE CREDIT/VACATION & LONGEVITY

The parties agree that the language adjustments to Article 33, Vacation, and Article 19,
Longevity, shall not negatively impact any current bargaining unit member’s level of benefit.
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SIDE LETTER
DISCIPLINARY RECORDS RETENTION SCHEDULE

Section 1. The parties agree that they shall jointly petition the Township Records Commission
to adopt a personmel records retention schedule that conforms with the parties’ negotiated
language regarding active discipline.
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SIDE LETTER
SCHEDULING OF PART-TIME DISPATCHERS

Section 1. The Employer agrees that it shall not unilaterally adjust schedules for part-time
personnel in a manner that would cause part-time personnel to be scheduled more than the
negotiated maximum annual hours worked under the parties’ agreement. The Employer agrees to
consider an employee’s other commitments when making part-time schedule adjustments.
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SIDE LETTER
2011 HSA CONTRIBUTION AMOUNTS

Section 1. HSA Contributions. For the year 2011 only, the HSA contribution for members
enrolling in the plan for the first time effective Julyl, 2011, shall be half of the amount listed in
the insurance article of the parties’ Agreement. For subsequent years the contributions shall be
according to the parties’ Agreement.

Section 2. Limited Self-Insurance for 2011. In order to bridge the funding gap between the
prorated amount for 2011 funding as provided for in Section 1, the parties agree as follows:

a. Single Plan Members. After a single member enrolling in the HSA for the first time
effective Julyl, 2011, has incurred costs in excess of eight hundred fifty dollars ($700 +
$150 premium credit = $850.00), the Township shall self insure the next five hundred and
fifty dollars ($550.00) in actual costs incurred ($850 employee obligation + $550
Township Self-Insured Amount = $1,400.00).

b. Other Plan Members. After a member enrolling in the HSA for the first time effective
Julyl, 2011, has incurred costs in excess of one thousand seven hundred dollars ($1,400 +
$300 premium credit = $1,700.00), the Township shall self insure the next one thousand
one hundred dollars in actual costs incurred ($1,700 employee obligation + $1,100
Township Self-Insured Amount = $2,800.00).

Section 3. Costs/Documentation. Costs in excess of the funding amount (i.e., $1,400/$2,800)
are the employee’s responsibility in accordance with the applicable plan. All expenditures
submitted for self-insurance reimbursement must be eligible for HSA expenditure in order to
qualify. Further, all expenditures submitted for reimbursement must be properly documented in
order to qualify for self-insurance reimbursement. Any monies paid under this side letter shall be
done as an additional HSA contribution.

Section 4. Expiration. This side letter shall only apply to the 2011 year and shall expire
December 31, 2011.
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APPENDIX A
OVERTIME SCHEDULING POLICY

Section 1. In an effort to attempt to maintain double coverage for dispatch scheduling, the
following procedure will be used for filing schedule vacancies. Shifts will not be moved to avoid
calling someone out. The Turn Commander or designated supervisor shall institute call out
under the procedure.

Section 2. Vacant Shifts. Where schedule vacancies exist after the bidding procedure, the
vacancy shall be offered by bargaining unit seniority to full-time employees, then part-time
employees. Attempts shall be made to fill the full shift prior to awarding a partial shift.

Section 3. Errors may only cause compensatory time not overtime pay.

Section 4. 3:00 a.m. to 11:00 a.m. Shift Fill. If any part-time dispatcher who is scheduled 3:00
a.m. to 11:00 a.m. uses any type of leave, causing the 3:00 a.m. to 11:00 a.m. shift not to be
filled, then only part-time dispatchers will be called in accordance with the contract provisions
and established scheduling procedures to fill the 3:00 a.m. to 11:00 a.m. shift. If the shift is not
filled by a part-time dispatcher, the shift will remain unfilled and no full-time dispatcher will
need to be called.

If different times are to be designated for the shifts that dispatchers work, then it will be mutually
agreed upon by the Township and OPBA in writing to which shift the above procedures for only
the 3a-11a shift are applied, if the procedures need to be applied at all.

Section 5. Emergency/Operational Needs. Non-bargaining unit members shall only be used to
cover dispatch vacancies in the event of a declared state of emergency or where no dispatchers
are willing or can be forced to cover the schedule vacancy.
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APPENDIX B

{6/9/2011 AGASTTW 00091104.DOC} 41



APPENDIX C
IOD/WORKERS’ COMPENSATION PROVIDERS

Note: The attached list represents the Township’s tentative list of approved providers for IOD.
Generally this list will be reviewed, finalized, and updated in January of each year. Other

modifications and adjustments to the list may occur during the course of the year at the discretion
of the Township.

Physicians not on the approved list will be considered on a case-by-case basis. Anyone
requesting a physician not on the list must contact the Union so that the request can be forwarded
to the Township for consideration.
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Hera is a preliminary list with no addrésses etc, _Just_ o get you
nviders and approval is within full discretion of the employer.
Jrtified providers also establishes approval.

starled. The list can change at any time without notice and
Verification of the praviders' continued certification as BWC

WorkMed ~ Austintown
Emenjency Care suspacted fraclures of frauma

1. Elizabeth — Austintown, Youngstown or Boardman
Forum Heatih — North Side Hospital

specialired care

Dthdpedic surgery )
Joseph Stefko Michael Kedth Anthony Miniaci
James Solmern Stephen Lacey
James Bonifaca John Sontich
Raymond Dufieit Alan VWilde
Léslie Schwendeman James Jarrdson

Thormas Joseph John Biondi
Michael Stanich Kerwyn Jones

Spinal or neurosurgery
Paul Pagano Brian Brocker
Douglas Musser Gordon Bell
lain Kalfas
Briah Brocker
Morris Pulliam
Joel Siegal
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General Surgery
Mounir Awad
Peter Davito
Salim El Haysk

Physical Medicine/Rehab
Michael Engla
Ronald Yarab

Podiatry
Lawrence Didomenico
William Diorio
Kenneth Emch
John Flauto
Lawrence Karlock
John Kunkel
Kwaime Willlams

Psychiatry/Psychology
Anil Nallur
David Chiarelia

Chiropraciic
Patrick A Lalama

E D Podolsky
Gene Pusater

Thomas Yankush — physical therapy onsite
Joseph DiDomenico ~ physical therapy oiisite

Chiistopher Clautti

Dematology
John Bemat
Patrick Shannon
Anthony Mehle

Ear Nose and Throat
John Babyak
Richard Peardsieln
Eugeéne Potesta
Escarlito Sevilla

Opthalimology
Hai Shiuh VWang
Lyn Yakubov
kMaureeit Matthews

Gral Maxiliofacial
Mark Billy
Craig Wagley
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The ﬂhlo Plan Healthcare Consortlum .
MEDICAL Austmtown Townshlp S!I i I'Mﬂﬂ
MUTUAL. -SuperMed Plus PPO Plan Vg oo
Berieft Pehod . . January 1° lhrough Deeembe; 31
‘Depeandent Agé Llmk 19-Dependeit / 24-Student;
Removal uponend of caleidar year
_Pre-Exisling C ndltxon Waiting Penod N Initial Group Walver: All Others: 8-12
Lifetime Maximum N $1,000,000.
Benafit Period Deductibla — Single/Family’ . ‘ None 320075400
Colnsuranca ‘ . 100% . . , i 70%
"Cainsurance Out-of-Pockal Maximum ' Nona : '$1’,BOOI$3.600 :
{Excluding Deductible) - Single/Family .
Physlelan/Office Services - . ' -
Office Visit (Ilinase/njiry)~ $15 copay, then 100% | 70% afler deduchble
Urgant‘Care Office Viat < ' 335 copay, then 100%
‘Surgical Services in Physicians Office $15 copsy, then 160% | 70% after deduciible
Preventalive Seivices . L S
. Routine Physical Exams- ‘$15 c:opay then T009% . 70% atter deductibls
Well Child Care Services mdudmg Exam and $15 copay, then 100% 70% after deductible
Immunzations {To age 9) .
. Well Child Care Laboraiory Tests (1o 100% ] 70% after deductibla
Routins Vision Exams (intludes Reﬁacﬂon) %15 copay, then 10055 70% aiter deductibla
Routing Hearing Exams” . $15 copay, then 1005 70% after dedilctiole
Rouling ammagram (Ohe per benaft nenod) . -$15 copay, then 100% .70% after deductitia
Routina Pap Test {One per banefit pariod) 100% 70% after deductible
Routine Laboratory, X-ray and Medical Tesis 100% 70% aftér deductible
(Age 9 and older) » . B
Rovtine Endescoplc Services [ jgg Sand olden) _100% , 70% afier.deductinie
Outpatient Services . ' . i
Surgical Services (other than & physician's nfﬁce) - 100% . 70% after deductible
Digjnostic Sewn:es , i 100% ' ____10% dfer deductible
Disgnostic Maimmograms L ‘ $15 copay, then 100% . __10% after deductibie
Physical Therapy — meassbanal ant Faciiy $15 copay, then 100% 70% after deductible -
20 visits per benefit perod) (me&cshnd) 100% (Fagiiity) ' :
Occupahgnal Tharapy — Professxanal and Facility $15 cdpay, then 1 00% 70% after deductible
(20 visits per benafit period) (Prof&csmna!) 00% (Faalrty)
Chlmprachc Therapy — Professional Only $15 copay, then 100% 70% after deduciible
12 visits per bendiil peiiod) )
Spesath Therapy - Fau&ty and Professmnai $15 copgy; then 100% " 70% after deduclible
(20 visits psr banaft period) (Proféssional): 100% (Facility) . . , A .
Cardize Rehabilitation $15 copay, ihen 1 00% 70% aiter deduchbla
(Professman 100% (Facxlny) . .
Emergency usé 'df-an Emergency Room™” __$50 copay, then 100%
Nofni-Ememency use'of an Emergency Room™ 350 copay, then 100% | 350 copay, then 70%
Inpatient Facility =~ .. .
Semi-Private Room and Boarg _ 100% . . 70% ‘after‘dedut’:tibla
Diagnostic. Seivicas ' i . 100%. ' 70% aflér deduclible
Professkanal. Sska:as— 100% 70% after dediictibis
Matamity = . 100% 70% afief deductible
Physical Medlcine/Rehah ™ ' 100% 70% after deductible
{60 days per benefit periad) . _
Skilled Nursing Fagility _ 100% 70% zfler deductitle
] ddyb per benefii period) ) .
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Addmonal Services . : ) o
Ambulanca . 100% 100% no deductible
All lmmunizationsg ] . ___100% 70% after dedictible
Allergy Testing 100% ____T0% after deduictible
| Allerfy Tredtments and Injections 35 copay, then 100% _70% afler deductibla
Diabetic Education and Traking . %15 copay, then 100% _ 70% afier deductible
‘Durable Madical Eqiipment including Prosthetic 100% 70% after deductible
Appliancss aid Orthotic Devicas
($8,000 per bensfil pariod) » - .
Home Heallhcare {90 visits per benefil pened) _ §00% 70% after dedictibla
Hospica ] , 100% - 100% o deductible
Orgzn Transplants . 100% ‘ . 50% after deductibla
Welght Losg Siingical Servicas inckiding Naot Covered Not Covered
complicsttons from Welght Loss Surgeiy ,
Pitvals Duty Nursing . 100% _ 70% after deduciibla
ieinial Health and Substance Ahuze : B
Inpatient Mental Health and Subsiance Abusa 100% ~ 70% affter deductible
Servicas (30 days par benefii period; Substance {Comblined Inpatient and
Abiusa limited to two admisslons per fifetime) outpatisnt substines abuse
. limited to $550)
Quipatient Manta! Healkth and _Substari’c‘:e Abusa $15 copay, then 100% 70% after déductibla
Services (30 visita pat benefit period) {Combined Inpaﬂem and
otitpatisnt sutistenca abusa
limited to $550; 10 visits for
Menta) Health per benefit
— period)
Moie: Services requiring a copayment are nol subject 1o the singlefiamily deductible,

Non-Contmitting and Faciiity Other Providars vl pay tha sams az Hon-Nebhwori.
Bériefits will be determined based on Medica! Mulusls medical snd administrative policles and procedures.

This document is onfy a partial Bsting of benefits. Thisis nota, contract of insuranca. Mo parcon dtherthen en officar of

Medcal Mutual mey agres, orally or In wiiting, to dlanga tha banefiis listed hare, The cantract or ceitificats will contain
{he complate lIsting of coverad services,

In Cerisin lnslanca-:. Medical Mulusi's payment may riot squal the percentage lisled above. Howelrer, thé tovered
PperEon's coinsurance wil ahways be based on the lesserof tha provider's biged chargas or Medical Mulvala nagotated '
faie with the pravider.

‘Mmmum femlly dadudlble Merhbar deductible i; the same as singla doductibla. Z-monlh cartyoves applies.
“The offics viell copay appiies to the cost of the affice visil caty. ‘
Ccpay waived If admitted,

& copay applios to room charges onfy. Al other covered charges are subject lo deducﬂb!e and calnst!tam:e
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73 MEDICAL
¢ MUTUAL.

Austintown Township
Superfed Plus HSA 2000/100
Option Il (Current HSA

Benafits . Network Non-Network
Benafit Period January 1 through Decamber 312

| Dependsiit Age Limit

Prs-Ex]sting Condition Waing Pariod

~ 19-Deperndent / 24-Student:

—Removal upon end of caléndar year
Initial Grolip Waiver; All Others: §-12

Lifatime Maxdmum

- $2,0007%4,000 "

$2,000 134,000
100% 70%
Noria $2,000/34,000
uctible) — Singla/Family L
Physiclsn/Offica Serviéss | ‘ _ ' A . o
Office Vish (linesa/injury) 100% afler deductibla 70% after deductibla
Urgent Cams Offica Vieit 100% after deductible 70% after deductible -
_100% after deduciibla 70% after deductibla

Surgical Servicesin Physicians Office
All immuntzgtions ,

100% after deductible

70% &fler dediiclible

Allergy Testing snd Troaimants

70% afler deductible

Preventstive Services

100% aftes deductible

Occupational Therepy — Professional and Facifiy
(20 visits per bénsfit pariod)

Routine Physical Exams - ' 100% 70% after deductible
Well ChlldCareServicm including Exam and 100% 70% after deductbla
Immunizstions (To sge §) _ _

Well Child Cari Laboratory Tests (To ags 9) 100% 70% after deductible
Routine Vision Exains (includes Refraction) 100% 70% after dediictible
Routine Hearing Exanis : 100% 70% after déductible
Routing Mammisgram (One per benefit period) 100% 70% after. deductible
Routing Pap Test (One per benefit psriod) v 100% 70% after dedictinle
Routine Laboratary, X-ray and Medical Tests (Ags 100% 70% after dedictible
S and oldar) . . . .

Routine Endoscopic Services (Agse 3 and older) 100% 70% after deductible -
Ouipatient Sérvices ‘ . . - :
Surglcal Services {Gther than a 100% after deductible 70% after deductible
Diagnostic Senices ‘ 100% after deduciible 70% after dediictiblg

100% after deductible

70% after deductible

Physical Therspy — Professional and Faoifly (20
visits per banefit pariod) ‘

100% after dedictiole

70% after deductble

Chiropractic Therapy ~ Professional Orly {12 visis
| par benefit period)

100% after deducttla

70% after deduciible *

Speech Thempy — Facility and Professional (20
visits per benefit period)

100% after dedlictibla

70% afier deductible

Non-Emeaiger "usfaof_é'n Ememeéncy Réom

100% after deductible

Cardiac Rehabilitation | 100% after deductible |~ 70% afiar dediciinia
- Emergency usé of an Emergency Room 100% after doductible

70% after dedtctible

Inpatisnt Facility

100% aher daductble

 Semi-Privats Reom and Board

70% aféer deduchbla

Mert AN SMP HIA 2000 26 e

Diagnostic Sérvices __100% after deductible 70% éifter deductible
Professicnal Services 100% afier deductible 70% after dediictible
Matemity 100% sfter deduciible 70% ‘éﬁe‘idedklcﬁblé_




Be“a“b ::,’»l' FEEE :*‘ SRR & RN . ‘v.f ‘; :'
_!npatiani Facillly (contlnu-d)

Phyaical Medicine/Rehab (60 daya per Genefi 100% after deductible 70% after deductible

period) . . . : :

Skilled Nursing Faciilly (100 days per benafit 100% after deductible 70% after deductible

,panod) _ .

Additional Servlces . L

Ambulance . 100% after deductible

Durable Medical Equipmﬂnt lndudmg Pmsihehc 100% after deductible 70% affer deductible

Appliancas and Orthotic Dévicas (38,000 per

beneft pariod)

Homis Healthcara (100 wsds psr beneﬁt panod) 100% after deduciible 70% after dedictible

Hospics ' ' "~ 100% afier deductible

Omari Transplants ' 100% after deductible - 50% aftér deductible

Wedght Loss Stinglcal Services znc!udln-g " Not Covered ' Nol Covered

compl:catlons from Weight Loss Surgery_

Private Duty Nura!ng __100% after deductible ~ | 70% &fter deductible

Prescription Drugs® ' 100% after deductibls -

Mantsl Health snd Substance Abuse _ A

Inpatient Mantal Heslth and Substancs Abtise 100% after deductible 70% after deductible

Services (30 dsys per benefit period; Two (Combined mpa’nani and

Substance Abuse admissions lifstime maximurm) outpatient substanca

abuisa of $550 per
benefit pericd).

Ouipaﬂunt Mental Haglth and Substanca Abuse 100% after deductible 70% after déductible

Servicas (30 visits per benefit pariod) {Combined inpatient and
olitpatietit subistance

abysea of $550 per
benefit period ; 10 visits
for Mental Health per -
banaﬁt penod)

Note:

Services requinng & copayment ara not suibject ta the single/Tamily dedudible.

Non-Contracting and Fecility Other Providers wil pay the same as Non-Networis

+

Deductible expensas ncumed for sanvices bya fietwork provider will unly apply (o tha networlk dedudxh!a out—of-pocke’i
limite. Deduclibls sspenses incumsd for sepvicss by 8 non-natwork provider vall only apply 10 this ion-network deduciible

blit-ot-pocket Timits.

a

Colnsuiancs axpenses incumad for 5éndced by a network provdder will only apphq' la the nehm:vrk coinsuranca out-of-
pockel limits. Colnetrance expenses tncurmed for sarvices by a non-netork provider vill only apply lo the noa-natworl

colnsurdnca out-of-pockst imits.

Bensite will ba determined based on Medical Mulusf's medical and administrative policies and procedures.

‘This documen s onfy & pariisl lisling of benafits, Thls ls ned &contract of insuranca. No person other than an officer of
Medical Mutual may ages, oralty or invriting, to changs the bansfits listed hess. The contract or certificats wilt contaln

tha complete Ilsthg of covered senvices,

=

In caﬂa!n Instances, Medical Mutual's paymem may not equal the percentage listed above, Howgirer, the coveredd
‘Parson’s comsumnm will Bfways ba based o the Ieasezn:rf tha provider's bilfed cheme® or Medical Mu!uars negoﬁa!ed

rata wkh {ha provider.

"Masgrium famlly deduciible. Family dedtciibla must b met before benefils are provided on 2 family cootraét, The gingle deductible

applles to’ single contracls.

*Failure to presant an ID ¢ard may result in decreased beriefits.

Wiais] A, 8407 FONA UKD B0 Dot

2





