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ARTICLE! 

PREAMBLE 

Section 1.1. This Agreement, entered into by the City of Lorain, hereinafter refened to as the 
"Employer", and the Ohio Patrolmen's Benevolent Association, representing the Dispatchers for 
the Lorain Police Department, hereinafter refened to as the "OPBA'', has as its pmpose the 
following: 

To comply with the requirements of Chapter 4117 of the Ohio Revised Code; to set forth the full 
and complete understandings and agreements between the parties goveming the wages, hours, 
terms and other conditions of employment for those employees included in the bargaining unit as 
defmed herein; and to provide a peaceful procedure for the resolution of differences. 

ARTICLE2 

RECOGNITION 

Section 2.1. The Employer recognizes the OPBA as the sole and exclusive representative for the 
purpose of negotiating wages, hours, tetms and other conditions of employment for the 
employees of the Employer in the bargaining unit. Wherever used in this Agreement, "Bargaining 
unit" shall be deemed to include those individuals employed full time by the Employer in the 
classification of telecommunicator/infmmation officer. 

Section 2.2. All positions and classifications not specifically established herein as being included 
in the bargaining unit shall be deemed excluded from the bargaining unit. 

ARTICLE3 

NON-DISCRIMINATION 

Section 3.1. The provisions of this Agreement shall be applied equally to all employees in the 
bargaining unit without disctimination as to age, race, sex, color, creed, or national origin. 

Section 3.2. Where there is an alleged violation of the provisions of this Article that qualifies for 
appeal under the Employer's intemal Equal Employment Opportunity complaint procedure or the 
mles ofthe Equal Employment Oppmtunity Commission, or the Ohio Civil Rights Commission, 
such matters shall not be appealable tlu·ough the grievance procedure contained in this 
Agreement. If the alleged violation also constitutes a violation of other provisions of this 
Agreement, said alleged violation shall be subject to the grievance procedure to the extent that 
such alleged violation is not discrhninated-related. The Employer, the employees, and their 
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representatives, however, may meet in an effort to resolve the alleged grievance prior to the 
appeal to any outside agency. 

Section 3.3. The Employer agrees not to interfere with the rights of bargaining unit employees to 
become members of the OPBA and the Employer shall not discriminate, interfere, restrain, or 
coerce any employee because of any legal employee activity in an official capacity on behalf of 
the OPBA as long as that activity does not conflict with the terms of this Agreement. 

Section 3.4. The OPBA agrees not to interfere with the rights of employees to refrain or resign 
from memberships in the OPBA and the OPBA shall not disctiminate, interfere, restrain, or 
coerce any employee exercising the right to abstain from membership in the OPBA activities. 

Section 3.5. All references to employees in this Agreement designate both sexes, and wherever 
the male gender is used, it shall be construed to include male and female employees. 

ARTICLE4 

DUES CHECK-OFF 

Section 4.1. The Employer agrees to deduct OPBA membership dues in accordance with this 
Article for all employees eligible for the ·bargaining unit and who elect to join the OPBA upon 
the completion of sixty (60) days from the date of hire. 

Section 4.2. The Employer agrees to deduct OPBA membership dues once each month from the 
pay of any employee in the bargaining unit eligible for membership upon receiving wtitten 
authmization signed individually and voluntarily by the employee. 

The signed payroll deduction fmm must be presented to the Employer by employee. Upon receipt 
of the proper authotization, the Employer will deduct OPBA dues from the payroll check for the 
next pay petiod in which dues are normally deducted following the pay period in which the 
authorization was received by the Employer. 

Section 4.3. The patties agree that the Employer assumes no obligation, financial or othetwise, 
arising out of the provisions of this Article regarding the deduction of Union dues. The OPBA 
hereby agrees that it will indemnify and hold the Employer hrumless fi"om any claims, actions or 
proceedings by any member of the Bargaining Unit arising from deductions made by the 
Employer pursuant to this Article. Once the funds are remitted to the OPBA, their disposition 
thereafter shall be the sole and exclusive obligation and responsibility of the OPBA. 

Section 4.4. The Employer shall be relieved· fi"Om making such individual "check-off' deductions 
upon an employee's (1) tetmination of employment; (2) transfer to a job other than one covered 
by the bargaining unit; (3) layoff fi·om work; ( 4) an unpaid leave of absence; (5) revocation of the 
check-off authorization or (6) resignation by the employee from the OPBA. 
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Section 4.5. The Employer shall not be obligated to make dues deductions from any employee 
who, during any dues months involved, shall have failed to receive sufficient wages to make all 
legally required deductions in addition to the deduction of OPBA. 

Section 4.6. The parties agree that neither the employees nor the OPBA shall have a claim 
against the Employer for errors in the processing of deductions, unless a claim of error is made to 
the Employer in writing within thirty (30) days after the. date such an error is claimed to have 
occmTed. If it is found an e1mr was made, it will be corrected at the next pay period that the 
OPBA dues deduction would normally be made by deducting the proper amount. 

Section 4.7. The rate at which dues are to be deducted shall be ce1tified in writing to the payroll 
clerk by the OPBA upon ratification by the union of this Agreement and dming January of each 
year, or at the effective date of this Agreement. One(!) month advance notice must be given the 
payroll cled<: prior to making any changes in an individual's dues deductions. 

ARTICLES 

FAIR SHARE FEE 

Section 5.1. It is agreed between the parties that each employee in the bargaining unit who is not 
a member of the OPBA shall be required, as a condition of continued employment, to pay the 
OPBA a Fair Share Fee. 

Section 5.2. The Fair Share Fee shall be established to cover the employee's pro-rata share of: (!) 
the direct costs incurred by the OPBA in negotiating and administe1ing the Agreement, and of 
settling grievances and disputes arising under the Agreement; and (2) the OPBA's expenses 
incurred for activities nonnally and reasonably employed to effectuate its duties as the exclusive 
representative of the employees in the bargaining unit covered by the Agreement. 

Section 5.3. On an aruma! basis, the OPBA shall provide to each fair share fee contributor a copy 
of the OPBA's Annual Financial Accounting repmt upori written request. 

Section 5.4. In the event that any employee who is required to pay a fair share fee to the OPBA 
objects to the propriety of the OPBA's uses of such fee, the OPBA shall immediately, with the 
next fair share fee payment thereafter received, deposit the fair share fees :received from the 
challenging member/employee in an interest-bearing escrow account. These deposits shall 
continue until such time as the challenge is resolved either by an AAA ru·bitrator or by agreement 
ofthe pmties. 

Section 5.5. The Employer shall not be obligated to make Fan· Share Fee deductions from any 
employee who, dming the months involved, shall have failed to :receive sufficient wages to make 
all legally :required deductions, in addition to the deduction afFair Share Fee. The Fair Share Fee 
shall be deducted and :remitted during the same period as OPBA dues. 
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Section 5.6. Any employee who is a member of and adheres to established and traditional tenets 
or teachings of a bona fide religion or religious body which has historically held conscientious 
objections to joining or fmancially supporting an employee organization and which is exempt 
from taxation under the provisions of the lntemal Revenue Code shall not be required to join or 
financially supp01t the OPBA. Upon compliance with the provisions set forth in the Ohio 
Revised Code, Section 4117.09(C), the employee shall be required, in lieu of the Fair Share Fee, 
to pay an amount of money equal to the Fair Share Fee to a non-religious charitable fund 
mutually agreed upon by the employee and the OPBA. 

Section 5.7. The employee shall fumish to the OPBA receipts evidencing such payment and 
failure to make such payment or fumish such receipts shall subject the employee to the same 
sanctions, as would non-payment of dues under the Agreement. 

Section 5.8. The OPBA, its agents, representatives, associates and members, hereby agrees that it 
will indemnify and hold harmless the Employer from any claims, actions or proceedings by any 
employee arising from deductions made pursuant to this Aliicle. Once the funds are remitted to 
the OPBA, their disposition thereafter shall be the sole and exclusive obligation and 
responsibility of the OPBA. 

Section 5.9. The parties agree that neither the employees nor the OPBA shall have a claim 
against the Employer for enors in the processing of deductions made pursuant to this Article, 
unless a claim of en·or is made to the Employer in writing within thirty (30) days after the date 
such alleged enor was made. Any such enor(s) will be corrected in the next pay period that the 
OPBA Fair Share Fee deduction would normally be made by deducting the proper amount. 

ARTICLE6 

UNION REPRESENTATION 

Section 6.1. The Employer will recognize OPBA as representatives to negotiate and to 
administer this Agreement. The Bargaining Unit shall elect a member of the Bargaining Unit to 
represent the OPBA as an associate for the purpose of assisting in the processing grievances and 
attending meetings with the Employer in accordance with the provisions of this Agreement. No 
employee shall be recognized by the Employer as an associate or an altemate until the OPBA has 
presented the Employer with written certification of that person's selection. 

Section 6.2. The investigation and writing of grievances shall be non-duty time unless prior 
approval is obtained from the Chief of Police or his designee. Attendance at grievance hearings 
and other meetings in accordance with the provisions of this Agreement during regular duty 
hours shall be without loss of pay. However, employees shall not be compensated for attendance 
at such hearings and/or meetings during non-duty hours. 
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Section 6.3. Rules goveming the activity ofOPBA representatives are as follows: 

1. The OPBA agrees that no official of the OPBA shall interfere, intenupt, or disrupt 
the nmmal work duties of other employees. The OPBA further agrees not to 
conduct OPBA business during working hours except to the extent specifically 
authorized by this Agreement and the Employer. 

2. The Associate shall not leave his assigned work area to conduct OPBA business 
until he has been released by the Chief or his designees. The OPBA shall not 
conduct OPBA activities in any work areas without notifying the supervisor in 
charge of that area of the nature of the OPBA activity. 

3. The OPBA representative or the Associate shall cease OPBA activities 
immediately upon the request of the supetvisor of the area where the OPBA 
activity is being conducted, or upon the request of the Chief of Police or his 
designee. 

4. Lodge officers or other union representatives found to be abusing the mles of this 
Aliicle may be subject to disciplinary action. 

ARTICLE7 

LABOR-MANAGEMENT MEETING 

Section 7.1. In the interest of sound labor/management relations, unless mutually agreed 
othetwise, once evety quarter on a mutually agreeable day and time the Safety Director and/or his 
designees shall meet with not more than two (2)' representatives of the OPBA to discuss those 
matters addressed in Section 7 .2. Additional representatives may attend by mutual agreement. 

Section 7.2. An agenda will be fumished and/or exchanged at least five (5) working days in 
advance of the scheduled meeting with a list of the matters to be taken up in the meeting. The 
OPBA shall also supply the names of those OPBA representatives who will be attending. The 
pmpose of such meeting shall be to: 

1. discuss the administration of this agreement; 

2. discuss the grievances Which have not been processed beyond Step 3 of the 
grievance procedure but only when such discussions are mutually agreed to by the 
parties; 

3. disseminate general information of interest to the Patiies; 

4. discuss ways to increase productivity and improve efficiency; 

5 



5. give the OPBA representatives the opportunity to share the views of their 
members on topics of interest to both pmties; 

6. consider and discuss health and safety matters relating to employees. 

Section 7 .3. Labor/Management meetings are not intended to be negotiation sessions to alter or 
mnend the basic Agreement. 

Section 7 .4. If special Labor/Management meetings have been requested, and mutually agreed 
upon, they shall be convened as soon as feasible. 

ARTICLES 

HEALTH AND SAFETY 

Section 8.1. It is agreed that Health and Safety must be a concem of all pmties to this Agreement. 
Therefore, the Employer reafthms its responsibility to provide safe working conditions. 
Employees shall accept the responsibility to operate equipment safely and to follow all safety 
rules, safe working methods, and precautions as established by the Employer. Either the union or 
employees shall repmt all unsafe conditions to the Employer as soon as such unsafe conditions 
are known. 

ARTICLE9 

GRIEVANCE PROCEDURE 

Section 9.1. The grievance procedure is a fmmal mechanism intended to assure that employee 
grievances arising under this Agreement are given an adequate fomm for relief. Punitive action 
shall not be taken against any bargaining unit employee for submitting the grievance in good 
faith. 

Section 9.2. The te1m "grievance" shall meiDIIDI allegation by a bargaining unit employee, group 
of employees, or the Employer that there has been a breach, misinterpretation, or inipmper 
application of this Agreement. It is not intended that the grievance procedure be used to effect 
chiDiges in the a1ticles of this Agreement nor those matters not otherwise covered by, superseded 
by, or in conflict with this Agreement which are contmlled by Federal, State, or local laws. 

Section 9.3. All grievances must be processed at the proper step in the progression in order to be 
considered at the subsequent step, except for grievances involving disciplinary suspension which 
shall be introduced at Step 3 of the Grievance Pmcedure. 

Section 9.4. Any employee(s) may withdraw a grieviDice at any point by submitting to the City 
and the OPBA representative a written statement to that effect. Any grievance which is not 
submitted by the employee within the time limits provided herein shall be considered resolved 
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based upon management's last answer. Aily grievance not answered by management within the 
stipulated time limits shall be considered to have been answered in the negative and shall be 
automatically advanced to the next step of the grievance procedure. All time limits on grievances 
may be waived upon mutual wlitten consent of the parties. 

Section 9.5. The Union may designate an Official Grievance Committee, consisting of three (3) 
members of the bargaining unit, and shall notify the Employer in writing as to the membership to 
this committee. At least one member of the Official Grievance Committee shall be notified of 
and have the right to attend all grievance meetings as an obsetver, if not as a representative, and 
the Official Grievance Committee shall receive a copy of all grievance filed and the responses of 
the Employer. 

Section 9.6. All written grievances must contain the following infmmation to be considered: 

1. aggrieved employee's name and signature; 
2. aggrieved employee's classification; 
3. date grievance was first discussed and with whom the grievance was discussed; 
4. . date grievance was filed in writing; 
5. date and time grievance occuned; 
6. location where grievance occutTed; 
7. description of incident giving rise to the grievance; 
8. Articles and Sections of Agreement violated; 
9. reliefrequested. 

The Employer and Union will develop jointly a grievance fmm (Appendix C), which shall 
provide the infmmation as outlined in this section. The Union shall have the responsibility for the 
duplication, distribution and their own accounting of grievance fmms. 

Section 9.7. The following steps shall be followed in the processing of a grievance: 

Step 1- Division Commander 

In order for a grievance to receive consideration under this procedure, the employee(s) who has a 
grievance shall file the grievance in writing, using the fmm jointly developed by the parties 
(Appendix C), with the employee's Division Commander within ftve (5) work days after the 
aggrieved employee's knowledge of the occunence giving rise to the grievance. The Division 
Commander shall have five (5) work days in which to schedule a meeting, if he deems necessary, 
with the aggrieved employee and at the employee's discretion, a member of the Official 
Gtievance Committee. The Division Commander may also call the necessary parties to attend 
this meeting. The Division Commander shall investigate and respond in writing and state the 
reason for the response to the grievance within five (5) work days following the meeting date. If 
no meeting was deemed necessaty by the Division Commander, he shall investigate and respond 
to the grievance within ten (10) work days following the aggrieved employee's written 
submission of the grievartce to the Division Commander. The Division Commander shall provide 
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a copy of his written ariswer to the aggrieved employee, the Official Grievance Committee and 
the Police Chief. 

Step 2 - Police Chief 

If the grievance is not resolved in Step 1, the grievant may within five (5) work days after receipt 
of the Step 1 answer, appeal the grievance in writing to the Police Chief. The Police Chief shall 
have ftve (5) work days in which to schedule a meeting, if he deems necessary, with the 
aggrieved employee and, at the employee's discretion, a member of the Official Grievance 
Committee. The Police Chief may also call the employee's immediate supervisor to attend this 
meeting. The Police Chief shall investigate and respond in writing and state the reason for the 
response to the grievance within five (5) work days following the meeting date. If no meeting 
was deemed necessruy by the Police chief, he shall investigate and respond in writing and state 
his reason for the response to the grievance within ten (1 0) work days following the aggrieved 
employee's written submission of the grievance to the Supervisor. The Supervisor shall provide a 
copy of his written answer to the aggrieved employee, the Official Grievance Committee and the 
Police Chief. 

Step 3 - Director of Public Safety 

If the grievance is not resolved in Step 2, the grievant may within five (5) wodc days after the 
receipt of the Step 2 answer, appeal the g1ievauce in writing to the Director of Public Safety. The 
Director of Public Safety shall have seven (7) work days in which to schedule a meeting, if he 
deems necessruy, with the grievant. The Director of Public Safety may also have the Police 
Chief, the Officer in Chru·ge and/or the inunediate supervisor present at such meeting. The 
Director of Public Safety shall investigate and respond in writing and state the reasons for the 
response to the grievance within ten (10) work days following the meeting date. If no meeting 
was deemed necessmy by the Director of Public Safety, he shall investigate and respond in 
w1iting and state the reasons for the response to the grievance within ten (1 0) work days 
following the grievant's written submission of the grievance to the Director of Public Safety. The 
Director of Public Safety shall provide a copy of his written answer with the reasons stated 
therein to the aggrieved employee, the Official Grievance Committee and, if necessa1y, the 
aggrieved employee's Officer in Charge and/or immediate supervisor. 

Step 4 - Arbitration 

If the grievance is not satisfactorily resolved in Step 3, it may be submitted to arbitration upon 
request of the Union in accordance with this section of the grievance procedure. The Union, 
based on the facts presented, has the right to decide whether to arbitrate a grievance on behalf of 
a bargaining unit member. The right of the Union to arbitrate a grievance is limited to a period of 
ten (1 0) work days from the date a written answer to the grievance with the reason stated therein 
was provided by the Safety Director in Step 3 of the grievance procedure and any grievance not 
submitted in such period shall be deemed settled on the basis of the last answer given by the 
Employer. 
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An alleged grievance brought by the Employer shall be submitted to the Official Grievance 
Committee, within five ( 5) work days of the occurrence that gave rise to the grievance. The 
parties shall have five (5) work days within which to meet to attempt to resolve the alleged 
grievance. If the grievance is not satisfactorily resolved, the Employer may make a written 
request that the grievance be submitted to arbitration within ten (1 0) work days of the date the 
parties met. 

A. Upon receipt of a notice to arbitrate, the Employer and the Union shall each appoint a 
chief spokesperson to represent them at the arbitration hearing. The two designated 
chief spokespersons will meet and appoint a person to act as arbitrator. In the event 
the two designated chief spokespersons cannot agree upon the person within ten (1 0) 
work days of the demand for arbitration, the parties will jointly request the Federal 
Mediation and Conciliation Service to submit a list of seven (7) impartial persons 
qualified to act as an arbitrator in accordance with its applicable rules and regulations. 
Upon receipt of the list of seven (7) arbitrators, the patties shall meet to select an 
arbitrator within ten (I 0) working days from the date the list is received. The parties 
shall use the alternate strike method to select from the list of seven (7) arbitrators 
submitted to the patties by the Federal Mediation and Conciliation Service. The party 
requesting at·bitration shall be the first to strike a name from the list, then the other 
person shall strike a name and alternate in this manner until one name remains on the 
list: the arbitrator. Each patty shall have the right to reject only one list. 

The at·bitrator shall limit his decisions strictly to the intetpretation, application or enforcement of 
the specific articles and sections of this Agreement and he shall be without power or authority to 
make any decision: 

1. Contraty to or inconsistent with or modifYing or varying in any way the te1ms of this 
Agreement or of applicable laws, except as those laws have been superseded by or at·e 
in conflict with this Agreement. 

2. Limiting or interfering in any way with the powers, duties or responsibilities of the 
Employer under this Agreement or applicable law, except as those laws have been 
superseded by or are in conflict with this Agreement. 

3. Limiting or interfering in any way with the powers, duties or responsibilities ofLomin 
City Council under its mle-making powers not inconsistent with and to the extent not 
superseded by, in conflict with, or covered by this Agreement. 

4. Contraty to, inconsistent with, changing, altering, limiting or modifYing any practice, 
policy, rules or regulations presently or in the future established by the Employer so 
long as such practice, policy or regulations do not conflict with, are not covered by, or 
at·e not superseded by this Agreement. 

5. That would change the established wage scales, rates on new or changed jobs, or 
change any wage rate which has been negotiated as part of this Agreement. 
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6. Granting any right or relief for any alleged grievance occurring at any time other than 
the contract period in which such right originated or to make any award based upon 
rights arising under any previous agreement. 

B. The question of arbitrability of a grievance may be raised by either party before the 
arbitration hearing on the grievance on the grounds that the matter is non-arbitrable or beyond 
the arbitrator's jurisdiction. The first question to be placed before the arbitrator will be 
whether or not the alleged grievance is arbitrable. If the arbitrator determines the grievance is 
within the purview of arbitrability, the alleged grievance will be heard on its merits before the 
same arbitrator. 

C. The decision of the arbitrator resulting from any arbitration of grievances shall be in writing 
and sent to the Employer, the Union and the Grievant. The decision shall be final and 
binding, and the Employer will notify the Union and the Gtievant within ten (1 0) working 
days after his receipt of the arbitrator's decision as to when the Employer will implement at 
the arbitrator's decision, provided that the implementation will occur in a reasonable period of 
time subject to post-arbitral review of the arbitrator's decision or award. 

D. The cost of the service of the arbitrator, the cost of any proof produced at the discretion of the 
arbitrator, the fee of the arbitrator and rent, if any, for the hearing room, shall be shared 
equally by the parties. The expenses of any non-employee witness shall be borne, if at all, by 
the party calling such a witness. The fees of the court reporter shall be paid by the party 
asking for one; such fees shall be split equally if both pa1ties desire a repmter, or request a 
copy of any transctipt. Any bargaining unit member whose attendance is required for such 
hearing shall not lose pay or benefits to the extent such hearing hours are dming his nmmally 
scheduled working hours on the day of the hearing. 

Section 9.8. The time limits set fmth in the grievance procedure shall, unless extended by mutual 
written agreement of the Employer and the Union, be binding on both patties. Working days as 
provided in the gtievance procedure shall not include Saturdays, Sundays or recognized holidays. 

Section 9.9. The grievance procedure set fmth in this Agreement shall be the exclusive method 
of reviewing and settling disputes between the Employer and the Union and/or between the 
Employer and employee(s). 

Section 9.10. Special ExpeditedArbitration 

A. The process of special expedited arbitration may be selected by either party for any 
grievance involving ten (10) or less days of suspension and all non-disciplinary 
issues. The parties shall separately choose a panel of three (3) local Al'bitrators, all of 
whom shall be lists provided by the American Arbitration Association or Federal 
Labor Mediation Service list of Arbitrators in the State of Ohio, Local shall mean 
Lorain County and the adjoining Counties. 
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The six (6) arbitrators shall be expedited arbitration panel used by the patties to settle 
non precedent issues as well as discipline issues, excluding suspensions greater than 
five (5) days and discharge issues. The decision of the Arbitrator shall be fmal and 
binding upon the City, the Union and all employees involved, except as provided by 
law. 

B. the Parties shall exchange their respective choices within thitty (30) days of the 
execution of this agreement and annually thereafter by December 1 of the calendar 
year. If either of the patties fails to meet this date, the submitted panel shall comprise 
the panel in its entirety for the following calendar year. If after this first impaneling of 
the expedited Arbitrators, both patties fail to meet the deadline for the next year, the 
panel shall be the existing panel from the previous year. 

C. The patties agree to rotate the Arbitrators on a monthly basis within the calendar year, 
choosing the fust Arbitrator by random choice and then by alternate selection for each 
month thereafter unless mutually agreed to otherwise. 

D. The parties agree that the City shall administrate this procedure and schedule the 
Arbitrator's hearing date, place and time in conjunction with the Local Union 
Representative. 

E. The Arbitration process shall follow the expedited rules of the American Arbitration 
Association except as limited by the following factors: 

1. No pre-hearing briefs shall be submitted. 
2. No conrt recording shall take place. 
3. No post hearing briefs shall be submitted. 
4. The Arbitrator shall have three (3) working days to submit the decision to the 

Patties. 
5. The award of the Arbitrator shall be non-precedent setting. 
6. The Arbitrators fee shall not exceed five hundred dollars ($500.00) per 

Arbitration. 
7. The Arbitrator's fee shall be paid by the losing patty or shared equally in the 

event of a split decision. 

F. The Right of the Union to advance a grievance to expedited Arbitration is limited to 
ten (1 0) days from the date a written answer to the grievance was provided by the 
Safety Director as provided for in Step 3 of the grievance procedure. The limitations 
on the authority of the Arbitrators as hereinbefore provided for in this Agreement 
shall also be applicable to special expedited arbitrations. 
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ARTICLE 10 

BILL OF RIGHTS 

Section 10.1. This Article only applies to non-criminal investigations. 

Section 10.2. At the time that any bargaining unit employee is notified to report for an 
investigation, upon his request, he shall be provided with an opportunity within a reasonable time 
frame to contact a Union Director or OPBA Representative for the purpose of representation; 
provided however that "within a reasonable time frame" shall mean two hours or less, unless no 
Union Director or OPBA Representative is available. In no event shall an investigation be 
disrupted where circumstances require inunediate action. No Union Director or OPBA 
Representative shall be pe1mitted to represent a bargaining unit employee where the 
representative is directly or indirectly involved in the matter under investigation. 

Section 10.3. Bargaining unit employees shall be infmmed of the nature ofthe investigation prior 
to any questioning and shall be infmmed, to tile extent known at the time, whether the 
investigation is focused on the employee for a potential charge. The person conducting the 
questioning shall have all written reports prepared by the employee concerning the matter being 
investigated available for review at the time of the questioning. In the event the employee desires 
to produce and/or review other written materials or notes, he shall be given an oppmtunity to 
secure them and rep01t back immediately. 

Section 10.4. A bargaining unit employee who is to be questioned as a suspect in an internal 
investigation fuat may lead to criminal charges against him shall be advised of his constitutional 
rights in accordance with the law. 

Section 10.5. Any intell'ogation, questioning or interviewing of a bargaining unit employee will 
be conducted at hours reasonably related to his shift, preferably during his working hours. · 
Interrogation sessions shall be for reasonable periods of time, and time shall be allowed during 
such questioning for attendance to physical necessities. 

Section 10.6. Before a bargaining unit employee may be charged with insubordination or a like 
offense for refusing to answer questions or pa1ticipate in an investigation, he shall be advised that 
such conduct, if continued, may be made the basis for a charge, except that no employee shall be 
charged wifu insubordination where such refusal is premised on his exercise of the rights and 
advice afforded him in Section 10.3 of this Article. 

Section 10.7. When a bargaining unit member suspected of a violation is being intel1'ogated in an 
internal investigation, such intel1'ogation shall be recorded by the Police Deprutment at the 
request of eifuer pruty. 

Section 10.8. Any evidence obtained in tile course of an internal investigation through the use of 
administrative pressures, threats, coercion, or promises shall not be admissible in a subsequent 
criminal action or Civil Service Commission hearing. However, notification of an employee fuat 
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potential corrective or disciplinary action could result if the employee continues to refuse to 
answer questions or participate in an investigation shall not be construed as administrative 
pressures, threats, coercion or promises for the pmposes of this Section. 

Section 10.9. When a bargaining unit employee is to be interviewed in an investigation of any 
other bargaining unit employee, such interview shall be conducted in accordance with the 
procedures established in this Alticle. 

Section 10.10. A bargaining unit employee who is charged with violating police rules and 
regulations, and his attorney, when one is involved, shall be provided access to transcripts, 
records, written statements and video tapes. Such access shall be provided reasonably in advance 
of any hearing. 

Section 10.11. At the request of either pruty, interviews or portions thereof with a bargaining unit 
employee conducted during the course of an inquily will be audio taped. Tapes can also be made 
by the Employee. The bargaining unit employee and his attorney will be afforded the opportunity, 
upon written request dil·ectly to the Chief of Police or his designee, to listen to and make personal 
notes or verify the accuracy of a transpript regarding a tape made of this interview subsequent to 
that interview. If a transcript of the tape is made by the Employer, the bargaining unit employee 
will be provided a copy of such transcript upon written request dil·ectly to the Chief of Police or 
his designee. If the bargaining unit employee makes a tape of the hearing the Employer will be 
provided the same oppottunity to hear the tapes as provided above and will be provided a 
transcript if one is made by the Employee. 

Section 10.12. All complaints, internal investigations and deprutmental charges shall be under 
the province of the Chief of Police or his designee to investigate. Prior to any disciplinruy actions 
being taken against any bru·gaining unit employee based on complaints to chru·ges, the Chief of 
Police or his designee shall conduct an independent heating at which the bargaining unit 
employee or his representative shall have the oppottunity to confront or cross examine any 
employee of the Police Deprutment or any other person who can be compelled to testify and offer 
testimony and other evidence on his own behalf. Reasonable advance notice of a heru·ing date, 
time, as well as the charges to be heard, witnesses to be called or whose testilnony will be used, 
and the copies of any pertinent evidentiruy documents will be provided the employee by the 
Chief of Police in advance of any hearing on the charge. 

Section 10.13. If any of these procedures m·e violated, such violations shall be subject to the . 
grievance procedure beginning at Step 3. 

Section 10.14. The appointing authority may request an employee to submit to a polygraph test 
and/or "stress analysis" test if: 

a) such test is administered in connection with an ongoing investigation involving 
economic loss or injmy to the employer's business, such as theft, embezzlement, 
misappropriation or other unlawful and crilninal acts; or 

13 



b) the employee had access to property that is the subject of the investigation; or 

c) the employer has a reasonable suspicion that the employee was involved in the 
incident or activity under investigation. 

No employee may be discharged, disciplined, denied promotion or othe1wise discriminated 
against in any mallller on the basis of the analysis of a polygraph test or the refusal to take a 
polygraph test if such analysis or refusal is the sole basis and with additional supporting evidence 
upon which an adverse employment action is taken against the employee. A refusal to take a 
polygraph test may serve as additional suppmting evidence upon which adverse employment 
action may be taken. 

Prior to the administration of any polygraph test, the appointing authority shall provide the 
employee with written notice containing the following information: 

a) the date, time and location of the test; 

b) a statement that the employee has a right to obtain and consult with counsel or with 
employee's representative; 

c) the nature and characteristics of the test and of the instruments involved; 

d) a statement that a refusal to take the test or that any statement made during the test 
may constitute additional supporting evidence for the purposes of an adverse 
employment action. 

Throughout all phases of the polygraph test, the examinee shall be pennitted to terminate the test 
at any time and questions shall not be asked in any mallller to degrade or needlessly intrude on 
the privacy of such examinee. The polygraph examiner shall not conduct a test if there is 
sufficient written evidence by a physician that the examinee is suffering from a psychological 
condition or undergoing treatment that might cause abnmmal response during the actual testing 
phase. 

The polygraph examiner shall have a valid and cunent license granted by licensing and 
regulatmy authorities in Ohio. The examiner shall render any opinion or conclusions regarding 
the test in wliting and solely on the basis of an analysis of polygraph chmts. The repmt shall not 
contain infmmation other than admissions, infmmation, case facts and interpretations of the 
chmts relevant to the pmpose and stated objectives of the test, and shall not contain infmmation 
or any recommendation conceming the employment of the examinee. 

A person, other than the examinee, may not disclose information obtained during a polygraph test 
except as follows: 

a) to the examinee or any other person specifically designated in writing by the 
examinee; 
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b) to the appointing authority; 

c) to any court, agency, arbitrator or mediator in accordance with due process oflaw, 
pursuant to an order of court of competent jurisdiction. 

ARTICLE 11 

DISCIPLINARY/CORRECTIVE ACTION 

Section 11.1. No non-probationary employee shall be disciplined except for just cause as defined 
in Ohio Revised Code, Section 124.34. Probationa1y employees shall be disciplined in 
accordance with Civil Service laws and regulations and shall have no right to file an appeal of 
such action through the grievance procedure provided for in this Agreement. 

Section 11.2. Except in instances of gross misconduct, discipline will be applied in a corrective 
and progressive manner in accordance with the Employer's policy and Article 10 of the 
Agreement. All discipline shall be administered in a fair and equitable manner. 

Section 11.3. Whenever the Chief of Police or the Safety Director determines that there may be 
cause for an employee to be suspended or discharged, the employee shall. be apprised of the 
alleged charges in writing, and a pre-disciplinmy conference as provided for in Atticle 10 Section . 1 
10.12 will be scheduled to give the employee an opportunity to offer an explanation of the 
alleged conduct. The pre-disciplinary conference procedures shall be in accordance with Article 
10 of this Agreement. The affected employees may elect to have a representative of the OPBA 
present at any such pre-disciplinary conference. 

Section 11.4. Depending upon the severity of the offense/violation, the Chief of Police may 
suspend an employee with loss of pay for up to three (3) days for just cause as defmed in Ohio 
Revised Code Section 124.34. 

Section 11.5. Depending upon the seve1ity of the offense/violation, the Safety Director has the 
sole authority to: 

1. Suspend an employee for more than three (3) days without pay; 

2. Reduce an employee in pay or position; 

3. Demote an employee; or 

4. Dischm·ge an employee, for just cause as defmed m Ohio Revised Code 
Section 124.34. 
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Section 11.6. All discipline involving a reduction, demotion, suspension or discharge shall be 
appealable at the option of the employee through the grievance procedure or to the Civil Service 
Commission but not both. 

Records more than two (2) years old of disciplinaty action consisting of a verbal a written 
reprimand or a suspension ofless than ten (10) days, shall not be used for disciplina1y purposes, 
and shall be expunged fi"om all files. 

Records more than five (5) yeat·s old of disciplinary action involving a suspension of from ten 
(10) days to thirty (30) days, or of a reduction or demotion, shall not be used for disciplina1y 
pmposes, and shall be expunged from all files. 

Records more than ten (1 0) years old of disciplina1y action consisting of a suspension in excess 
of thirty (30) days, shall not be used for disciplinary pmposes, and shall be expunged from all 
files. 

Section 11.7. The Employer agrees that all disciplinary procedures shall be carr-ied out on a 
private and businesslike matmer. 

ARTICLE 12 

LAYOFF AND RECALL 

Section 12.1. When it becomes necessa1y in the Police Depatiment, through lack of work or lack 
of funds, or for job abolishment to reduce the force of such depatiment, the least senior 
bm·gaining unit member shall be the first laid off, provided however: all pa1t-time, seasonal" 
employees within this classification within the Police Department are laid offfrrst. 

Section 12.2. Reinstatement rights and preservation of Civil Service and lay-off status of 
employees so laid off who enter into the active military service of the United States, shall be 
governed by the provisions of applicable Civil Service law. 

Section 12.3. In the event two or more employees have the same seniority date, the employee 
with the lowest total entrance score at the time of original appointment without reference to 
efficiency points shall be the fJISt laid off. 

Section 12.4. Bargaining Ullit members shall be given at least fourteen (14) days advanced 
written notice of layoff. The effective date of such notice shall be on the date when said written 
notice is either sent by certified U.S. mail to the employee's last home address, or hand delivered 
to the employee at the workplace. 

Section 12.5. The Employer shall, prior to the layoff of any bargaining unit members, canvas all 
such members to determine whether any bargaining unit member is willing to be voluntarily laid 
off, regardless of seniority. In the event there is not a sufficient number of Bargaining Unit 
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members who will agree to a voluntary layoff, the Employer shall canvas the remaining 
Bargaining Unit members to determine whether any such member is willing to voluntarily take a 
leave of absence, without pay, for up to two (2) years in order to prevent or reduce anticipated 
layoffs. 

Section 12.6. In the event an employee is laid off, the member shall receive payment for his 
earned but unused vacation time. Such payment shall be made in the first pay period following 
the request of such vacation payment. 

Section 12.7. All members of the Bargaining Unit shall be recalled in reverse order in which they 
were laid off. A member shall retain rights to be recalled for a period of two (2) years from the 
effective date of the affected employee's date of layoff. A member who is to be recalled shall be 
given a ten (1 0) day notice of such recall by certified mail to the member's last known address as 
shown on the Employer's records. A member who fails to notify the Employer within said ten 
(1 0) day period of his or her acceptance or rejection of recall shall be deemed to have forfeited 
his or her rights to recall and shall be removed from the recall list. 

Section 12.8. Bargaining Unit members who are recalled from layoff shall not serve a 
probationmy period, unless such member was on probationary status at the time his layoff 
became effective. 

Section 12.9. No employees of the City or contracted workers shall work within this Bargaining 
Unit's classification while any member of the Bargaining Unit is laid off. 

ARTICLE 13 

HOURS OF WORK AND OVERTIME COMPENSATION 

Section 13.1. The regular scheduled work week for all full-time bargaining unit members shall 
be forty ( 40) hours in a seven day period, and a regular scheduied work day shall be eight (8) 
hours in a twenty-four (24) hour period, inclusive of a one (1) hour paid lunch period. Lunch 
hours are received in increments of .25 an hour per evety 2 hours worked i.e., a full 8 hour shift 
equals 60 minute lunch period, 6 hours worked but less than 8 equals 45 minutes, 4 hours but 
less than 6 hours equals 30 minutes, 2 hours but less than 4 equals 15 minute break period; less 
than 2 hours worked on a shift does not receive any lunch period. Whenever possible, the 
Employer shall post assignments in advance, in four ( 4) week increments. However, nothing 
herein shall prevent the Employer fi·om changing work schedules at any time for emergency 
reasons. 

Section 13.2. Employees who are required by the Employer to work more than forty ( 40) hours 
in a seven (7) day work period shall be entitled to ovettinte compensation at one and one-half 
(lY,) tintes their regular base rate of pay for all hours worked, and for all hours worked in excess 
of eight (8) hours in a work day. If forced to work ovettime, up to four ( 4) hours of overtime will 
be paid at time and one-half (1 Y,), and forced overtime in excess of four (4) hours will be paid at 
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double time. There shall be no pyramiding of overtime pay. For the purposes of this Section, the 
work day is the twenty-four (24) hour period beginning with the time the employee begins work. 
Payment for all such overtime shall be paid in cash, unless the employee exercises his right under 
Section 13.3. 

The Employer shall have the right to change the beginning of the work period. If such change is 
intended to be petmanent, the Union shall be notified forty-eight ( 48) hours in advance of any 
such permanent change. 

Section 13.3. The employee, in lieu of cash payments for all actual hours worked in excess of 
forty ( 40) hours in a work week, or eight (8) hours in a work day, may utilize compensatory time 
calculated at one and one-half (1 Y:z) times the excess hours worked. Thereafter, accumulated 
compensatmy tinle may be taken off by the employee at the sole discretion of and with the 
approval of the Chief of Police. If compensatmy time cannot be taken off within a reasonable 
period of time after it is earned, the employee may elect to either be paid the overtinle 
compensation or allow a cany-over not to exceed a maximum of four hundred eighty ( 480) hours 
of accumulated compensatmy time. The compensatory time bank provided for herein shall be 
separate from and in addition to compensatmy time accumulated by employees prior to the 
execution of this Agreement. 

Section 13.4. Employees who wish to be paid for their accumulated compensatory time may 
request such payment from the Employer up to a maximum of three hundred and forty (340) 
hours per year. Upon proof of a bona fide emergency, as detetmined by the Employer, an 
employee shall be entitled to payment.within fomteen (14) days of making his request for all 
accumulated compensatory time at any time during the duration of this Agreement. 

s·ection 13.5. It is the intent of the Employer to distribute overtime that is offered to the 
employees in the dispatcher's classification as equally as possible. The Employer shall be 
responsible for promulgating mles and procedures for the distribution of ovetiime. Ovetiime 
"when necessary", as detennined by the Chief of Police or his designee, the least senior 
employee(s) on duty shall be ordered held over their regular shift in an ovetiime situation, but 
such emergency ovetiime shall not exceed four ( 4) hours for the bru·gaining unit member who 
shall be ordered to stay over. Where a violation of the rules and procedures petiaining to 
ovettime equalization occurs, resulting in a lost overtime tum for an employee, the remedy shall 
be for the employer to provide the employee an oppmtunity to make up the lost tum without the 
offered tum being charged against the employee. 

Section 13.6. For the pmpose of dete1mining ovettime compensation eligibility, any hours paid 
to an employee as "sick leave pay" shall be included for calculating the employee's ovetiiule 
compensation eligibility. 
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ARTICLE 14 

COURT/CALL-IN ASSIGNMENT 

Section 14.1. Full-time regular employees of the Employer in the bargaining unit scheduled for 
comt appearances on off-duty time shall be guaranteed a minimum of four ( 4) hom compensation 
for comt appearances at Lorain Municipal Comt and a minimum of six (6) hours of 
compensation for court appearances at Lorain County Comts, inespective of the number .of 
appearances made during such period. Any hours actually worked in excess of the 
aforementioned minimums shall be compensated on an hour-for-hour basis. The applicable rate 
of pay shall be in accordance with the provisions of Alticle 14 of this Agreement. Scheduled 
appearances on off-duty times at Comts or Commissions which are a distance greater than thitty 
(30) miles from the City of Lorain shall be compensated on an hour-for-hour basis. The 
employee shall have the Office of the Clerk of Comts time-stamp his anival at the 
commencement of his comt appearance and departure at the conclusion of his comt appearance 
on a form provided by and retumed to the Employer. 

Section 14.2. "Call-in" pay is defmed as payment for work assigned by the chief of Police or his 
designated representative and performed by au employee at a time disconnected fiom and not 
abutting his normally scheduled hours of work. Employees who are called in to work shall be 
guaranteed a minimUlll of four (4) hours' pay for said call-in at the applicable rate of pay in 
accordance with the provisions of Alticle 13 of this Agreement. 

ARTICLE 15 

TRAINING TIME 

Section 15.1. Required training time, pmtal to portal, and required departmental business time to 
be compensated under the Fair Labor Standards Act shall be considered hours worked and 
compensated on au hour-for-hour basis, at the applicable rate of pay, in accordance with other 
provisions of this Agreement. 

Section 15.2. In the event the Employer assigns an employee to attend a training session where 
an overnight stay is required, the employee shall be entitled to receive a per diem payment, in 
accordance with policies established by the Employer for other employees, for each day of the 
training school. The current per diem hcys been established at $34.00 per day for meals including 
gratuities. When the duration of the school is known, per diem advances shall be provided upon 
written request of the trainee. 

Section 15.3. Employees who are designated to train other employees in their classification shall 
receive 1.2 hours compensatory time for each day (8 hours) of training that has been performed 
in accordance with the criteria established by the Lorain Police Depattment. Compensation shall 
be provided in the fmm of compensatory time for the first four ( 4) haUl'S eamed in a week, with 
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additional hours earned in a week paid in either cash or compensatory time as determined by the 
City. 

ARTICLE 16 

NEGOTIATIONS 

Section16.1. Employee members of the Union negotiation team who may be required to meet for 
purposes of labor contract negotiations during their regularly scheduled working hours shall 
suffer no loss of straight time pay and shall be paid only for such time actually spent in 
negotiations for which the employee would have been othe1wise scheduled to work. 

ARTICLE 17 

LONGEVITY 

Section17.1. An eligible member of the bargaining unit shall be entitled to longevity payments 
according to the following schedule: 

After three (3) years of completed service ................. $600.00 
After four (4) years of completed service .................. $800.00 
After five (5) years of completed service ................... $1,000.00 
After six (6) years of completed service .................... $1,200.00 
After seven (7) years of completed service ................ $1,400.00 
After eight (8) years of completed service ................. $1,600.00 
After nine (9) years of completed service .................. $1,800.00 
After ten (10) years of completed service .................. $2,000.00 
After eleven (II) years of completed service ............. $2,200.00 
After twelve (12) years of completed service ............ $2,400.00 
After thilteen (13) years of completed service ........... $2,600.00 
After fomteen (14) years of completed selvice .......... $2,800.00 
After fifteen (15) years of completed selvice ............. $3,000,00 
After sixteen (16) years of completed service ............ $3,200.00 
After seventeen (17) years of completed service ....... $3,400.00 
After eighteen (18) years of completed service ......... $3,600.00 
After nineteen (19) years of completed service ......... $3,800.00 
After twenty (20) years of completed service ............ $4,000.00 

Section17.2. All time employed by the City of Lorain shall be counted towards seniority. 

Section17.3. An employee shall receive each applicable payment increase to which he is entitled 
begilming on the second scheduled pay date following his anniversary date or revised anniversmy 
date of employment. 
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ARTICLE 18 

VACATIONS 

Section18.1. Full time employees who have completed one (I) full year of continuous service 
with the City of Lorain Police Depmtment shall be entitled to vacation with pay. An employee's 
length of continuous service for the purpose of this Atticle shall be dete1mined by the employee's 
original hire date, less allY time off the payroll of the Employer. The mnount of vacation leave to 
which an employee is entitled is based upon continuous length of se1vice as follows: 

Length of Se1vice 

One (1) year but less than seven (7) years 
Seven (7) years but less thau fifteen (15) years 
Fifteen (15) years but less than twenty-five (25) years 

Vacation Hours 

80 
120 
160 

The vacation hours for the current year shall be credited to the dispatcher's annual payroll 
vacation account (AVAC) by the second pay period in Janumy. If a dispatcher changes vacation 
level during the year, the yem·ly vacation hours will be prorated based on the new step and the 
dispatcher's anniversa1y date (seniority date). 

Newly hired empioyees of the Police Department shall have their first year vacation hours 
credited to their mmual payroll vacation account (AVAC) on the first anniversary of their 
employment. They will also receive a prorated number of hours for their second year of 
employment - these hours will be credited to their payroll account (VA C) - for example, an 
employee hired on 7/112007 will have, on 7/112008, 80 hours credited to the AVAC vacation 
account and 40 hours credited to the V AC vacation account - stmting in January 2009 and 
thereafter, the vacation credits will be added to the A V AC vacation account the first pay in 
January. 

Section18.2. Employees of the Police Depmtment shall be allowed to accumulate up to tluee (3) 
years of vacation leave in their V AC account. 

Beginning in 2008, any hours in the VAC account in excess of three (3) years shall be paid to the 
employee in the first pay pe1iod of April in the next succeeding year at the prior year's rate of 
pay. 

Iu time of emergency, the Chief of Police may postpone annual vacation days. Emergency, as 
used in this Section, is defined as a situation whereby the absence of the dispatcher would have 
an adverse effect upon the health and safety of the citizens of Lorain. Any unused mmual 
vacation dming the calendar year shall be pe1mitted to be canied over to the next succeeding year 
for a period of six ( 6) months. After six ( 6) months, any unused prior year vacation will be 
automatically paid to the dispatcher. 
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Section18.3. The Chief of Police shall have jurisdiction over the scheduling of vacation and shall 
have, in time of emergency, authority to suspend, postpone or cancel vacation days. 

Employees of the Police Department should make every attempt to use their vacation days in the 
year they eam them. The Chief of Police is encouraged to allow employees of the Police 
Depa1iment to take their vacation each year. 

Any unused vacation remaining in the employee's AVAC account during the calendar year shall 
be credited or moved to the employee's VAC account. 

Section18.4. Upon separation from service, employees of the Police Department shall be entitled 
to compensation at their cunent rate of pay for all lawfully accmed and unused vacation leave in 
their V AC payroll account to his or her credit at the time of separation up to a maximum accmal 
period of three (3) years. 

Upon separation from service, employees of the Police Department shall be entitled to pay for 
any accmed but unused vacation time in their annual vacation payroll account (A V AC). 
Separation pay for this A V AC account will be prorated fi·om January 1" of the year to the date of 
separation (the vacation credits in this account are for the cunent year. Thus, if an employee of 
the Police Depmtment separates, the vacation will be prorated). If an employee has used all of 
their vacation but sepm·ates before the end of the year, they will owe a prorated amount of the 
vacation used to the City of Lorain or it will be deducted fi·orn their separation pay. 

ARTICLE 19 

HOLIDAYS 

Section19.1. There are hereby established the following paid holidays in the calendar year, 
comprising eleven (II) in number: 

1. New Year's Day 
2. Memorial Day 
3. Veterans Day 
4. Thanksgiving Day 
5. Day after Thanksgiving 
6. Clu·istmas Day 
7. Good Friday 
8. Fomth ofJuly 
9. LaborDay 
10. Day before Christmas 
II. Ma1tin Luther King Day (effective 1990) 
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Section19.2. In addition to the above enumerated holidays, employees who have completed 
six ( 6) or more months of continuous service shall be entitled to the following days off with pay: 

1. the employee's bhihday 
2. one (1) day during the calendar year for personal business 

Section19.3. In lieu of said holidays in Sections 19.1 and 19.2 above, employees shall be credited 
with leveling off thne in the amount of one hundred four (104) hours, which time off shall be 
given at the discretion of the Police Chief. In addition, each employee shall receive one-half (112) 
hour of overtime pay for each hour worked on any holiday listed in Section 19.1, beyond the 
regular hourly wage. Employees may elect to take said pay in compensatmy thne. 

Section19.4. In addition to the holidays provided for in Sections 19.1 and 19.2 of this Article, 
employees shall be entitled to one (1) day, eight (8) hours, during the calendar year for the 
purpose of providing release from duty, when required, due to duty-related stress. Thne off for 
such "stress day" shall be scheduled at the discretion of the Police chief and in accordance with 
the Employer's procedures established for the scheduling of the "personal day" in Section 19.2, 
subsection 2 of this Atiicle. Employees shall forfeit their right to take a stress day not scheduled 
off in the calendar year in which it is accmed. Employees shall not be entitled to compensation 
for an "accmed but unused stress day" upon layoff or separation fi·om service with the Employer. 

Section19.5. Employees shall be entitled to eight (8) hours compensatory thne slips for each full 
day in which a majority of the non-uniformed employees of the Employer are released from duty 
for holidays not othetwise provided for in Sections 19.1 and 19.2 of this Aliicle due to 
emergencies declared by the Mayor of Lorain, Govemor of Ohio, or President of the United 
States. 

Section19.6. If any employee takes time off from work based upon the Family Medical Leave 
Act, they shall be paid for all sick, compensatmy, vacation and holiday thne prior to going on an 
unpaid status. However, if said employee were to request in writing, to tlte City, they may 'save' 
any unaccmed holiday thne for theh· retum to work. 

ARTICLE20 

INSURANCE COVERAGE 

Section 20.1. The City of Lorain agrees to provide Super Med Plus Medical Coverage, or an 
equivalent medical insurance coverage with a comparable network, including vision coverage 
and prescription drug coverage for all members of the bargaining unit at benefit levels at least 
equivalent to those attached in this Agreement (see, Appendix A), with the cost of the premiums 
to be borne by the employee as follows: 

$40/month for single coverage· 
$80/month for family coverage 
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There shall be one COBRA rate dete1mined by the Plan Administrator, and that rate shall be 
determined on an annual basis and shall be comprised of the sum total of all city employees' 
medical, prescription, vision and other insurance costs as provided under federal and/or state law. 

Prior to the changing of any insurance, third pa1ty administrator or medical coverage plan the 
City will allow the Union an opportunity to review the planned change of administrators and 
medical coverage plan to asce1tain if it meets the criteria of an equivalent medical insurance 
coverage as stated above. If the union disputes the equivalence of any planned change in medical 
insurance coverage and said differences cannot be mutually resolved, the matter shall proceed 
directly to the Arbitration procedures of this Agreement for fmal and binding resolution. 

Section 20.1(A). The City of Lorain will continue to provide for the administration of a 
Section 125 "Cafeteria Plan." This Cafeteria Plan will have an Open Emollment period each 
January. The plan shall allow for employee pre-tax conhibutions to a Medical Savings Account. 
See Appendix B. 

Section 20.1(B). Medical, Prescription Drug and Vision benefits are defined in Appendix A. 

Section 20.1(C). Employees who elect on a yearly basis not to be covered by the Employer's 
medical coverage shall be paid the sum of $20.00 per month for each month that they opt not to 
be covered. 

Section 20.2. The City shall provide all Bargaining Unit members with a copy of the current 
medical and benefits plan within 120 days of the execution of this agreement. Any updates or 
changes to an equivalent plan shall be given to all Bargaining Unit members within a reasonable 
amount oftime. 

Section 20.3. The City agrees to keep all insurance plan money sepal"ate from other City money, 
and shall pay all insurance plan premiums and bills in a prompt and timely manner. 

The City will abide by any applicable state or federal regulations with regard to the 
administration of employee health and medical insurance coverage, however, the pa1ties agree 
that ERISA is not an applicable federal regulation at this time. (Refer to Paragraph 37.036 
Gove1mnental Plans; State, local, and regional agencies.) 

The City shall require that any "inhouse" or third pmty administrator of the Medical Insurance 
Plan will adhere to the following guidelines and will allow a bargaining unit Member an appeal 
provision that will include allowing a bargaining unit claimant to: 

A. Request fi:om the Plan Administrator or Third Party Administrator a review of the 
eligibility status for any claim denied in whole or in pa11. 
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B. Request from the Plan Administrator or Third Pa1ty Administrator a review of any 
claim payments for that bargaining unit member. Such requests shall include the name 
of the Employee and the Social Security Number, the name of the patient and Group 
Identification number. if any. 

C. File his request for review in writing, stating in clear and concise te1ms the reason or 
reasons for the disagreement with the handling of his claim. 

D. The request for review shall be directed to the Plan Adminish·ator or the Third Pmty 
Adminish·ator within sixty ( 60) days after the claim payment date or the date of the 
notification of denial of benefits. 

E. A review of the denial will be made by the Plan Administrator or the Third Party 
Administrator and the Plan Adminish·ator or the Third Party Administrator shall 
provide the claimant with a written response withln sixty ( 60) days of the date he 
receives the claimant's request for review. The Plan Adminish·ator or the Third Pmty 
Administrator's response to the claimant shall, if the denial is upheld, cite the specific 
Plan provision(s) upon which the denial is based. 

F. If the claimant is not satisfied with the adjustment of any claim as provided herein, a 
grievance may be filed directly to Step 3 of the grievance procedure of this 
Agreement. 

G. In addition to the above and in the interest of encouraging employees to assist in the 
monitoring of the health insurance plan, the following Hospital Self Audit Incentive 
Service shall apply to the Health Insurance Plan for all bargaining unit members: 

This service is payable in the event that a covered person discovers a billing en·or in a hospital or 
health cm·e provider statement representing a claim for charges covered under the Plan. 

The deductible and coinsurance level othe1wise applicable in a calendar year will be adjusted to 
the extent necessary to reduce the "out of pocket expenses" of the covered person or the covered 
person will receive twenty five percent of the Plan's savings resulting from the discovery of an 
overcharge by the hospital and all medical providers, whichever amount is greater. 

Section 20.4. Emollment Criteria/General Infmmation 

1. For medical insurance, an open emollment period shall be held every December/January. 
If an employee does not emoll in the medical insurance plan at the tinle he/she is first eligible, a 
90 day waiting period may be required before coverage is effective. Coverage shall be effective 
the first of the month following the 90 day waiting period. Preexisting condition exclusions shall 
apply. 

2. If an employee and/or his/her dependents involuntarily lose insurance coverage(s) from 
any other plan, that employee and/or Spouse and/or dependents are automatically eligible to 
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enroll in the City's insurance coverage(s) with no pre-existing condition exclusions or waiting 
period. Notification of loss of insurance coverage(s) must be received by the Payroll Department 
within thirty (30) days of the loss of insurance coverage(s). If not received within thirty (30) days, 
pre-existing conditions and a waiting period may apply. Premium payments and insurance 
coverage(s) will begin the first of the month following notification or the fust of the month 
following loss of insurance coverage(s), whichever is later. Written verification indicating date of 
loss of insurance coverage(s) from the previous employer shall be required. 

3. For any insurance coverage, an employee aheady emolled in the plan may switch from 
single to family coverage, or family to single, due to changes in marital status and/or additions 
and deletions of family members. Notification must be received in writing, by the Payroll 
Department within thirty (30) days of the event in order for there to be no waiting period and pre­
existing conditions exclusion. After thi.J.ty (30) days from the event, the ninety (90) day waiting 
period and pre-existing conditions and exclusions policy will apply. 

4. Health Plans, optional insurance coverage (life, cancer, accident, etc.), must have a 
mini.J.num of 10% of the bargaining unit participation in order to maintain a payroll deduction 
status. All participants shall have thirty (30) days' notice of coverage that no longer qualifies for 
availability through payroll deduction. 

5. New employees will be eligible the first day of employment in the month they are hired, 
provided proper enrolhnent fmms are completed and turned in to the Benefits Manager. Pre­
existing condition mles apply. Forms should be turned in within the first two weeks of 
employment. 

6. The City of Lorain provides Spousal coverage as a Secondary Payer. The City of Lorain 
will be the Prirua1y Payer if the Spouse is not eligible for coverage elsewhere, or, if the 
reimbursement cost of the Spousal coverage is, in the opinion of the City's Plan Administrator 
detrimental to the fruancial integrity of the City of Lorain's Health Plan. Spouses provided 
coverage with their employer must elect coverage as provided herein. 

The City of Lorain will not reimburse Spouse's contributions for elective, dental, life insurance, 
vision, disability, family, or a "high level" plan if a lesser-cost option is available. 

Those Spouses who have elected other employer coverage will still be eligible for those benefits 
offered by the City under family coverage, that was not covered by their employer's coverage; 
i.e., prescription dmg, vision, Flex account, etc. 

Spouses will be reimbursed for their contributions on a quarterly basis with the Spouse providing 
proof of coverage and proper documentation of their contributions. 

Should a Spouse no longer be eligible for benefits from thei.J.· employer due to a qualifying event 
(full to part-time status, coverage of employer is no longer available, the City's Plan 
Administrator deems reimbursing contributions are detrimental to the City's Plan, termination of 
employment, etc.), the Spouse will be covered under the City's family coverage. 
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Waiting limits and pre-existing conditions will be waived, providing the Spouse notifies the 
City's Benefits Department of such change within 30 days of occmring event. See Appendix 8 
regarding Spousal Reimbursement. 

7. Additions, changes and annual enrollment fmms must be returned in thirty (30) days. 
Coordination of Benefits (COB) is applicable to ALL benefits. Requested COB information must 
be furnished or the City will be a secondaty payer. 

8. Plan changes that occur and are detected as enhancement, or reductions in benefits, due to 
enors, misunderstandings, or misinterpretations, of the claims administrator, will not become 
grandfathered or past practice inclusions, unless the enhancements or reductions are specifically 
negotiated. 

Section 20.5. Each member of the Bargaining Unit who is actively employed by the City shall 
be entitled to Group Life Insurance Coverage in the face amount of twenty-five thousand dollars 
($25,000), with the cost of premiums for such coverage to be borne by the Employer. An 
employee who elects to retire and who has completed twenty (20) or more years of service with 
the Employer shall be entitled to Group Life Insurance in the face amount of twelve thousand 
five hundred dollars ($12,500) with the cost of premiums for such coverage to be borne by the 
Employer. 

In addition to the above, the Employer shall continue to provide an Accidental Dismemberment 
and Accidental Death Policy in benefit amounts at least equivalent to those in effect on 
December 31, 1994 without cost to the Employees. 

Section 20.6. Dental Coverage 

Dental insurance coverage shall end on August 31, 2011, except that it shall be continued or 
reinstated should the City agree in negotiations for the 2011-2013 contract to continue dental 
insmance coverage for the police officers. The requirement to continue or reinstate dental 
insurance coverage shall not apply to action taken as a result of a fact-finder's recommendation 
or a conciliator's award. 

ARTICLE21 

CLOTHING/MAINTENANCE ALLOWANCE 

Section 21.1. Effective in 2008, the City shall pay a lump sum uniform allowance to a bargaining 
unit member for the purchase and/or replacement of unifmms and equipment in the amount of 
Six Hundred Fifty Dollars ($650.00) per employee per year. The Employer shall replace any 
uniform or equipment, at no cost to the employee, if such is datnaged or destroyed in the line of 
duty. 
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Section 21.2. The clothing allowance shall be paid by the second scheduled pay period in May 
and shall be pro-rated as to employees laid off or separated from service with the Employer prior 
thereto. There shall be no pro-ration in the event the employee separates from service with the 
Employer after payment of the clothing allowance has ah·eady been received. 

ARTICLE22 

PENSION PICK-UP 

Section 22.1. Within a reasonable period of time after written approval of the Intemal Revenue 
Service and the employee's pension fund (Public Employees Retirement System), the Employer 
will pick up the employee's ten percent (10%) contribution to the Public Employees Retirement 
System and any subsequent increases therein through the sala1y reduction method. 

ARTICLE23 

SICK LEAVE 

Section 23.1. Sick leave will be eamed and accumulated without limit at the rate of 4.6 hours for 
each bi-weekly period in active pay status. Pay for sick leave shall be at the employee's regular 
straight tinle hourly rate of pay. 

Section 23.2. Sick leave shall be charged in minimum units of one (1) hour. An employee shall 
be charged for sick leave only for days upon which he would othe1wise have been scheduled to 
work. Sick leave payment shall not exceed the nmmal scheduled work day or work week 
eammgs. 

Section 23.3. Sick leave may be granted to an employee upon approval of the Employer and in 
accordance with procedures established by the Police Chief for absence due to: 

a) illness or injmy of the employee or a member of his immediate family wherein the 
employee's presence is required; 

b) death of a member of his immediate family (for defmition of inmlediate fatnily see 
Alticle 24.3); 

c) exposure to a contagious disease wherein the presence of the employee at his job 
would jeopardize the health of others; 

d) pregnancy and/or childbirth and other conditions related thereto. 

Section 23.4. To be eligible for paid sick leave an employee must, prior to his scheduled stalting 
time and in accordance with procedures established by the Police Chief, report the reason for his 
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absence to the Chief of Police or his designee on each day involved, unless otherwise approved 
by the Employer. 

Section 23.5. If medical attention is required, a certificate stating the nature of the illness from a 
licensed physician shall be required to justify the use of sick leave. When sick leave is requested 
to care for a member of the employee's immediate family, the Employer may require the 
employee to furnish a satisfactory written signed statement to justify that the presence of the 
employee is necessary to care for such family member. Falsification of either a written, signed 
statement or a physician's ce1tificate shall be grounds for disciplina1y action. 

Section 23.6. An employee who is absent for more than three (3} consecutive work days due to 
an illness or injury, may be required at the discretion of the Chief of Police, to submit a 
physician's statement to the Employer for such illness or injury that required such absence. 

Section 23.7. At the discretion of the Employer, an employee absent for more than thiJ.ty (30) 
work days due to an illness or injmy may be required to undergo a medical examination by a 
licensed physician, to verify the employee's physical or mental ability to perform his/her duties, 
before being pe1mitted to return to work. The Employer will pay the expense of said examination 
and shall further pay the employee for all time lost or sick leave used that is solely due to the 
Employer's demand for examination, in the event the Employer's physician approves the 
employee's return to work. 

Section 23.8. Application for sick leave with intent to defraud may result in disciplinary action. 
The Employer may initiate investigations when an employee is suspected of abusing sick leave 
privileges. 

Section 23.9. Upon separation from service, an employee who has been employed by the City for 
at least ten (1 0) years and not te1minated for cause shall be paid: 

One hundred percent (100%). up to a maximum of nine hundred sixty (960) hours accrued sick 
leave at the employee's base rate of pay with thiJ.ty (30) years of service*; 

Seventy-five percent (75%). up to a maximum of nine hundred sixty (960) hours of accrued sick 
leave at the employee's base rate of pay with twenty-five (25) years of service. 

Fifty percent (50%). up to a maximum of nine hundred and sixty (960) hours of accrued sick 
leave at the employee's base rate of pay with less than twenty-five (25) years of service. 

*Years of service, for pmposes of the Alticle, shall be as dete1mined by the Public Employees 
Retirement System. 

Section 23.10. Beginning on November 151
h of each year starting in 1997, all employees who 

have at least two hundred fmty (240) hours of banked sick time accumulated are eligible to 
participate in a sick leave buyback program. Those employees will be allowed, if they so choose, 
to sell the sick tinle they have not used from November l51

h to November 14th of the following 
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year at a 2:1 ratio (50% pay). Banked sick leave may not be sold until retirement. This bonus is 
not subject to the PERS for either the employee or the Employer. 

Each occunence of sick leave ( occunence is any consecutive number of sick days) that is not 
accompanied with a medical excuse will be tracked by the City for possible discipline in each 
calendar year (Januaty 1 to December 31). There shall be no discipline imposed for the first ten 
(1 0) sick leave occurrences without a medical excuse. The following cha1t indicates the various 
steps of progressive discipline for sick abuse. 

OCCURENCES IN A 
CALENDAR YEAR 

11 
12 
13 
14 
15 
16 
17 
18 

DISCIPLINE 
Verbal Reprimand · 
Written Reprimand 
1 Day Suspension 
2 Day Suspension 
3 Day Suspension 
5 Day Suspension 
10 Day Suspension 
Tetmination 

Family Medical Leaves shall not be counted as occunences. 

Section 23.11. 

Employees may donate sick leave to fellow employees. The intent of the sick leave program is to 
allow employees to voluntarily provide assistance to their co-workers who are in critical need of 
sick leave due to the serious illness or injnry of the employee, 

A. An employee may receive donated sick leave at a dollar per sick hour conversion rate. 
Donated hours shall be calculated by multiplying the hours donated by the rate of pay of 
the donor. Then the total will be divided by the rate of pay of the recipient to obtain the 
sick hours to be credited to the employee. Leave may be donated up to the number of 
hours the employee is scheduled to work each pay period. If the employee who is to 
receive the donated sick leave: 

1. Has a serious illness 0r injury; 

2. Does not have enough accrued sick leave for the pay peliod or has not been 
approved to receive other state paid benefits; 

3. Has requested in writing to receive donated sick time,. certifying that the employee 
has a serious illness or injury; 

4. Has used the vacation, personal and/or comp hours they are entitled to and has 
applied for any paid leave, workers' compensation, or benefits programs for 
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which the employee is eligible. Employees who have applied for these programs 
may use donated leave to satisfY the waiting period for such benefits where 
applicable; and 

5. Has, p1ior to the onset of the serious illness or injury, accmed sick leave in the 
amount of thirty-two (30) hours multiplied by the years of service ofthe employee 
(example: 10-year employee must have at least three hundred (300) hours at time 
of onset of serious illness or injury). 

B. Employees may donate sick leave if the donating employee: 

1. Voluntarily elects to donate sick leave and does so with the understanding that 
donated unused sick leave will be retumed; 

2. Donates a minimum of eight (8) hours of accmed sick leave; and 

3. Retains a sick leave balance of at least one hundred-twenty (120) hours. 

C. The sick leave donation program shall be administered on a pay period-by-pay period 
basis. 

D. Sick leave accmed by an employee while using donated sick leave shall be used, if 
necessruy, in the following pay period before additional donated leave may be used. 

E. Employee who wish to donate sick leave shall put in writing: 

1. The name of the employee for whom the donated sick leave is intended. 

2. The number of hours to be donated. These donated hours will be deducted from 
the employee's bank of accmed sick leave as needed on a pay period-to-pay 
period basis. 

ARTICLE24 

BEREAVEMENT LEAVE 

Section 24.1. Paid leave to attend the funeral of a member of the employee's immediate family 
shall be granted by the Employer for up to three (3) consecutive days. In each instance of such 
leave, the employee shall only be paid for those days on which he was scheduled to work. With 
the recommendation and approval of the Chief of Police, bereavement leave may be extended an 
additional tlU"ee (3) consecutive days, such additional days to be drawn from the employee's 
accumulated sick leave. 
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Section 24.2. In order for an employee to be paid, proof of bereavement shall be presented to the 
Chief of Police upon return to work. 

Section 24.3. For purposes of this Alticle, immediate family shall be defined as: spouse, parent, 
parent-in-law, step-parent, child, step-child, brother, sister, grandparent, grandparent-in-law, 
grandchild, half-brother, half-sister, brother-in-law or sister-in-law. Other relatives living in the 
same household shall be considered as i=ediate family. 

ARTICLE25 

INJURY-ON-DUTY BENEFITS 

Section 25.1. Eve1y full-time employee shall be entitled to apply for benefits under this Alticle 
on account of sickness or injury, provided that such disability was occasioned while ordered to 
assist any officer while in the perfmmance of his/her duties. In no event shall this provision 
entitle the employee to receive more than twelve (12) months full pay and thereafter, if fu1ther 
approved by the Safety Director and Chief of Police, six (6) months full pay for the injmy. The 
benefits shall be computed on the basis of forty ( 40) hours per week. 

Section 25.2. To apply for benefits under Section 25.1 hereof, written application shall be made 
to the Director of Safety and Chief of Police accompanied by a ce1tificate from a registered 
physician stating that such employee is unable to work and that such disability is the result of or 
is connected with the duties of such employee. It shall be the duty of the Director and the Chief 
of Police to approve or reject the application and in doing so, thereafter they may requiTe 
examination by a registered physician of theil' selection. 

Before any employee who has made application to the Chief of Police and Director of Safety for 
benefits under this Alticle is entitled to receive any benefits under this Alticle, he shall first make 
application for workers' compensation benefits or any compensation fund to which the Employer 
contributes and complete a reimbursement agreement (see Appendix B). No employee shall be 
eligible for Employer paid injmy-on-duty benefits until this requil'ement has been completed. 

Section 25.3. When the employee's application is approved, the Chief of Police and Dil'ector of 
Safety shall place the employee on such benefit status, the employee will be paid his full benefits 
as provided in Section 25 .I until such time as Worker's Compensation begins making payments, 
then the employee shall reimburse the Employer all back compensation for lost time from such 
fund and the Employer thereafter shall pay the employee his injmy-on-duty benefits for lost time. 
Employees shall be entitled to retain Worker's Compensation benefits for temporary and 
permanent disabilities whether pmtial or total. 

Section 25.4. In the event that an injury or disability requiring the employee to be off work for 
more than seven (7) calendar days is disallowed by the Compensation fund, the employee shall 
be charged with all time lost from work against this accumulated sick leave time to cover either 
all or part of the time off up to and including the date the claim is disallowed, then any monies 
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paid to the employee by the Employer under this Article shall be repaid by the employee to the 
Employer. 

Section 25.5. The City does not maintain nor are employees entitled to altemative (light duty) 
assignments. However, the City will consider requests for altemative assignments where such 
work is available and the employee has submitted medical documentation supporting the request. 
Decisions to grant such requests remains in the discretion of the City. 

ARTICLE26 

SHIFT DIFFERENTIAL 

Section 26.1. There are hereby established three (3) shifts in the Police Depattment as follows: 

a) First Shift known as the day shift; 
b) Second Shift known as the afternoon shift; 
c) Third Shift known as the night shift. 

Section 26.2. The employee working on the aftemoon or second shift shall receive fotty cents 
($.40) per hour in addition to their regular rate of pay, and employee working on the night or 
third shift shall receive fotty-five cents ($.45) per hour in addition to .their regular hourly rate of 
pay. 

ARTICLE27 

WAGES 

Section 27.1. 
There shall be no increase in wages for the duration of this Agreement. However, any employee 
eligible for a step wage increase shall receive the scheduled increase. 

Each member of the bargaining unit shall be paid a base rate as follows: 

Statt: 
1 year: 
2 years: 

11112011 
$29,847.15 
$32,142.92 
$34,439.12 
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111/2012 
$29,847.15 
$32,142.92 
$34,439.12 

11112013 
$29,847.15 
$32,142.92 
$34,439.12 



ARTICLE28 

NO STRIKE/NO LOCKOUT 

Section 28.1. Inasmuch as this Agreement provides machine1y for the orderly resolution of 
grievances, the Employer and the OPBA recognize their mutual responsibility to provide for the 
uninterrupted services essential to the public health, safety and welfare of the citizens of the City 
of Lorain. Therefore: 

A The OPBA agrees that neither it, its officers, agents, representatives or members will 
authorize, instigate, cause, aid, condone or pmiicipate in any sh'ike, work stoppage, 
sick out, walkout, slowdown or any other intenuption or cmiailment of operations or 
services of the Employer by its members. 

B. The Employer agrees that neither it, its officers, agents, representatives or employees, 
individually or collectively, will authorize, instigate, cause, aid, or condone any 
lockout of members of the OPBA unless those members shall have violated 
subsection A of this Article. 

Section 28.2. Nothing herein shall restrict any statntmy rights of the Employer to act in regard to 
an illegal strike by its employees. 

ARTICDE29 

LEGAL DEFENSE AND REIMBURSEMENT 

Section 29.1. Civil Actions 

A. The Employer shall provide for the defense of a bargaining unit member, in any state or 
federal comi, in any civil action or proceeding or recover damages for injmy, death or loss to 
persons or prope1iy allegedly caused by an act or omission of the employee in connection 
with the performance of his functions as a dispatcher (whether govemmental or proprietmy) 
if the act or omission occmTed or is alleged to have occurred while the employee was acting 
in good faith and not manifestly outside the scope of her employment or official 
responsibilities. Duty to provide for the defense of an employee specified in this Section does 
not apply in a civil action or proceeding that is initiated by or on behalf of the Employer. 

B. Except as otherwise provided in Section 29.1 of this Article, the Employer shall indemnify 
and hold hmmless a bargaining unit employee in the amount of any judgment, other than a 
judgment for punitive or exemplmy damages, that is obtained against the employee in a state 
or federal court or as a result of a law of a foreign jurisdiction and that is for damages for 
injury, death or loss to persons or property caused by an act or omission in connection with 
the perfmmance of his functions as a dispatcher (whether govemmental or prop1'ietary), if at 
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the time of the act or omission the member was acting in good faith and within the scope of 
his employment or official responsibilities. 

C. The Employer may enter into a consent judgment or settlement and may secure releases from 
liability for itself or an employee with respect to any claim for injury, death or loss to persons 
or property caused by an act or omission in connection with a govemmental or proprietary 
function. No employee shall commence an action or appeal of any kind with respect to a 
decision of the Employer made in connection with this subparagraph (c) covering the 
circumstances or amount of a settlement or consent judgment. 

D. If the Employer refuses to provide a member with a defense in a civil action or proceeding as 
described in this Section29 .1, the member may file an action in the Lorain County Court of 
Common Pleas. 

Section 29.2 Criminal Actions. 

A. (1) In the event a bargaining unit employee is subjected to criminal proceedings for an act 
or omission of the employee arising out of actions taken within the course and scope of the 
perfmmance of his duties as a dispatcher and the employee is acquitted of any and all charges, 
the employee may submit an application to the City Council of Lorain, Ohio for payment of legal 
fees and costs incurred in connection with the defense of said charges. 

(2) Lorain City Council shall consider the application for legal fees and costs on a 
case-by-case basis and shall consider the following factors in making its decision on the 
application: 

a) the extent to which the policies or procedures of the Employer and/or Police 
Depmiment gave rise to the charges filed against the employee; 

b) the extent to which the criminal charges filed against the employee were the 
result of acts or omissions taken by the employee pursuant to direct orders of a 
superior officer or official employed by the Employer. 

Lorain City Council may fiuiher take into account such other factors as it deems relevant 
to the application. 

(3) Lorain City Council shall render its decision on the application in writing and shall set 
forth in the decision the reason or reasons for the decision. 

( 4) A decision granting or denying an application in a pmiiculm' case shall not be deemed 
a precedent for future or past cases. 

B. Section 29.2 of this Article shall be subject to the grievance procedure; provided 
however, the arbitrator's authority shall be limited to the determination of whether or not Lorain 
City Council followed the procedural steps herein. In no event shall the substantive issues of the 
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ARTICLE33 

WAIVER IN CASE OF EMERGENCY 

Section 33.1. In cases of bona fide emergency declared by the President of the United States, the 
Govemor of the State of Ohio, or the Mayor of Lorain, such acts of God or civil disorder, the 
following conditions of this Agreement may automatically be suspended at the discretion of the 
Employer: 

1. Time limits for management replies on grievances, or OPBA submissions of 
gnevance. 

2. Selected work rules and/or agreements and practices relating to the assignment of all 
employees; except that it is agreed that there be no loss of premium pay eamed as set 
forth in this Agreement, unless othetwise mutually agreed upon between the parties. 

Section 33.2. Upon the termination of the emergency, should valid grievances exist, they shall be 
processed in accordance with the provisions outlined in the grievance procedure and shall 
proceed from the applicable point in the grievance procedure to which they had properly 
progressed. 

ARTICLE34 

SEVERABILITY 

Section 34.1. This Agreement is subject to all applicable federal laws and Chapter 4117 of the 
Ohio Revised Code and shall be interpreted wherever possible so as to comply fully with such 
laws, provisions, or any official decision interpreting them. 

Section 34.2. Should any part of this Agreement or any provisions contained herein be declared 
invalid by operation of law or by a tribunal of competent jurisdiction, it shall be of no further 
force and effect, but such invalidatiqn of a patt or provision of this Agreement shall not 
invalidate the remaining pottions and they shall remain in full force and effect. 

In such event, the Employer and the OPBA will, at the request of either patty hereto, promptly 
enter into discussions relative to the pruticulru· provision(s) deemed invalid and unenforceable. 
Should the parties reach mutual agreement on an altemate provision(s), such agreement shall be 
reduced to writing and signed by both patties. 
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ARTICLE35 

DURATION OF AGREEMENT 

Section 35.1. This Agreement shall be effective as of the date of ratification and shall remain in 
full force aod effect until December 31, 2013. 

Section 35.2. If either party desires to modify or amend this Agreement, it shall give written 
notice of such intent no earlier thao one hundred twenty (120) calendar days nor later than ninety 
(90) calendar days prior to the expiration date of this Agreement. Such notice shall be by certified 
mail with retum receipt. The pruties shall commence negotiations within two (2) calendar weeks 
upon receiving notice of intent. 

Section 35.3. The pruties acknowledge that during the negotiations which resulted in this 
Agreement, each had the unlimited right to make demands and proposals on any subject matter 
not removed by law from the area of collective bargaining, and that the understanding aod 
agreement arrived at by the pa1ties after the exercise of that right and oppmtunity are set fmth in 
this Agreement. The provisions of this Agreement constitute the entire agreement between the 
Employer aod the OPBA and all prior agreements, either oral or written, are hereby canceled. 
Therefore, the Employer and the OPBA each voluntarily and unequivocally waive the right aod 
each agrees that the other shall not be obligated to bargain collectively on any subject matter for 
the life of this Agreement. 

ARTICLE36 

SENIORITY 

Section 36.1. Seniority shall be defined as the unintenupted length of continuous service as a 
full-time telecommunicatm'linfmmation officer. Should two (2) employees desire, they may 
swap shifts, so long as the switch does not cause overtime, with twenty-four (24) hours' notice. 

Section 36.2. New telecomniunicator/infmmation officers shall be considered as probationary for 
one (1) year following appointment to the position. Probationruy employees may be removed for 
any reason. Upon completion of the probationruy period, the employee shall be entered on the 
seniority list and shall rank in seniority from the first day of employment in the position. 

Section 36.3. An employee who resigns or quits the depa11ment aod requests to retum to her 
employment within thuty (30) days shall be re-employed provided: 

a) the employee was not subject to disciplinary charges at the time she quit or resigoed; 

b) the employee was not the subject matter of a criminal investigation or criminal 
charges at the time she quit or resigned; 
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c) the Employer has not filled her position by other employees, probationary or 
non-probationary; 

d) the Employer has not abolished telecommunicator/ information officers positions; 

e) the Employer has sufficient funds and/or sufficient work for the employee; and 

f) the Chief of Police detetmines that the employee's retum will not be detrimental to the 
operation and/or morale of the department. 

Section 36.4. Subject to the provisions of Section 36.3 above, an employee who quits or resigns 
from the department and retums to her employment thirty-one (31) days or less shall not 
constitute a break in seniority, provided such employee shall not accme any benefits dming the 
period of absence. 

Section 36.5. All baTgaining unit members hired after January 26, 1996 shall become residents of 
the City of Lorain within one (1) year of employment and agree to maintain residency within the 
City of Lorain for the life of this Agreement. 

ARTICLE37 

SIDFT PREFERENCE 

Section 37.1. Subject to the operational needs of the department, shift preferences will be 
awarded on the basis of department seniority within the employee's classification. 

Section 37.2. Should a vacancy occur within a division, the shift of such vacancy will be offered, 
subject to the operational needs of the depat1ment, to the most senior employee that had selected 
that shift as a first choice, as defined in Section 37.1 in this Article. 

Section 37.3. Should an anticipated specialized assignment occur that would be perfmmed 
ptimarily outside the general duties of the radio dispatchers or records clerks, the new assignment 
shall be posted for two weeks and the position shall be awarded to the most qualified applicant. 

ARTICLE38 

CITY OF LORAIN ALCOHOL AND DRUG TESTING POLICY 

A. The City of Lorain has a strong commitment to the health, safety, and welfare of its 
employees, their families, and its customers. Widely available statistics and infmmation 
establish that the incidence of dtug and alcohol abuse is increasing and the effect is 
devastating to lives, business, and the community at large. 
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The City of Lorain is concemed that, in the event of substance abuse among our employees, 
the safety of our employees and the general public could be endangered. Our commitment to 
maintaining a safe and secure workplace requires a clear policy and supportive programs 
relating to the detection, treatment and prevention of substance abuse by employees. 

It is the goal of the City of Lorain to provide a safe workplace by eliminating the hazards to 
health and job safety created by alcohol and other dmg abuse. We believe this goal to be in 
the best interest of our employees and the general public. 

B. The Personnel Deprutment is responsible for implementing and communicating these 
policies. Any questions regarding these policies or procedures should be directed to the 
Personnel Department. 

C. Employees are encouraged to voluntatily admit problems with dmgs and alcohol ptior to 
violating policies of the Employer. 

Employees who voluntarily admit problems with mugs or alcohol prior to violating these 
policies will not have his or her job security or promotional oppmtunities jeopru·dized by a 
request for treatment. Employees should not read this to mean that a request for treatment 
will automatically excuse them from discipline or dischru·ge where the Employer initiates 
corrective action for violation of these policies and/or for manufacturing, distributing, 
dispensing, possessing, or using dmgs in the workplace. Rather, an employee who seeks 
treatment on his or her own initiative is in a better position than one who btings up a drinking 
or drug problem for the first time in response to an investigation on the Employer's initiation 
of corrective action. An Employee shall not be disciplined for frrst time adtnission of dmg or 
alcohol dependency. 

It will be the responsibility of the employee to comply with the Employer representative's 
refetTal for diagnosis, and it is also the employee's responsibility to cooperate with the 
prescribed treatment. An employee's refusal to accept referral or follow the prescribed plan 
of treatment may be considered insubordination only after first being wamed that such refusal 
would be considered insubordination. An employee who is refened to a dmg rehabilitation 
program and fails to satisfactorily pruticipate in the progrrun may be tetminated from 
employment. 

RefetTal to a rehabilitation program is designed primarily for those employees who appear to 
have a treatable condition, not to protect those who manufacture, dishibute, or dispense dmgs 
in the workplace. 

D. This policy applies to all employees of the Employer while on the job and to situations where 
an employee's off-the-job or off-premises conduct impairs work performance or undetmines 
public confidence in, or harms the reputation of, the City of Lorain. 

Although the Employer respects the private lives of its employees, we recognize that 
involvement with alcohol and other dmgs off the job eventually takes its toll on job 
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performance. We want to assure that employees report to work in condition to perform their 
duties safely and efficiently in the interest of their fellow workers and the public as well as 
themselves. 

E. It is the policy of the City of Lorain that all employees are prohibited from engaging in the 
following: 

1. Reporting to duty or remaining on duty while having an alcohol concentration of .04 
BAC Level Concentration or greater; 

2. Reporting to duty or remaining on duty while using a controlled substance (including 
prescription drugs that impair the employee's ability to perfmm the assigned duties, 
unless the prescribing doctor has approved the employee's use of the prescribed drug 
while working); 

3. Testing positive for illegal controlled substances; 

4. Possessing alcohol or illegal controlled substances while on duty; 

5. Using alcohol or illegal controlled substances while on duty; 

6. Refusing to submit to a post-accident, reasonable suspicion, retum-to-duty, or follow 
up alcohol or controlled substance test. 

F. If an employee violates any of the prohibitions listed in Section E of this policy, the following 
consequences will result: 

1. The employee may be disciplined up to and including dismissal. 

2. The employee may be reassigned. 

3. The employee will be provided with information regarding the services available for 
alcohol and substance abuse. 

4. The employee will be refe1Ted for an evaluation by a substance abuse professional 
(SAP). 

5. The employee will be subject to reevaluation, return-to-duty testing, and unannounced 
follow-up testing of up to three times during the six month period of return to work 
and is required to report the use of any prescription or nonprescription medicines 
containing alcohol or controlled substances to his or her supervisor. 

G. An employee will be required to submit to testing for alcohol and/or controlled substances 
under the following circumstances: 
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1. Pre-employment testing: Prior to the first time an employee perfonns official duties 
for the Employer, or within ninety (90) days of employment, the employee will be 
tested for alcohol and controlled substances. The employee will not be hired unless 
the alcohol and controlled substance test results are negative. 

2. Reasonable suspicion testing: A trained supervisor or official may require an 
employee to undergo testing for alcohol or controlled substances based upon specific, 
objective facts and reasonable inferences drawn from these facts in light of experience 
and training. Such facts and inferences may be based on, but are not limited to, any of 
the following: 

a. Observable phenomena, such as direct observation of drug or alcohol use, 
possession, or distribution, or the physical symptoms of being under the 
influence of chugs or alcohol, such as, but not limited to, slurred speech, odor 
of alcohol or marijuana, etc.; 

b. An established pattem of abnormal conduct, erratic or aberrant behavior, or 
deteriorating work performance (e.g., frequent absenteeism, recurrent 
accident, etc.) which appears to be related to substance abuse and does not 
appear to be atttibutable to other factors; 

c. The identification of an employee as the focus of a criminal investigation into 
unauthmized drug possession, use, or trafficking; 

d. A signed wtitten report of alcohol or other drug use provided by a reliable, 
credible and identified source; 

e. Repeated or flagrant violations of the Employer's safety or work rules, which 
are determined by a supervisor to pose a substantial risk of physical injmy or 
property damage and which appear to be related to substance use do not 
appear attributable to other factors. 

3. Retum-to-dutv testing: Before an employee who has been found to be in violation of 
the prohibitions section of this policy, set out in Section C, may retum to duty, the 
employee must undergo testing for alcohol and controlled substances. The results of 
the alcohol test must show less than .04 BAC Level concentration if the offense 
involved alcohol, and the controlled substance test must be negative if the offense 
involved contr·olled substances. 

4. Follow-up testing: When an employee has been found to be in violation of the 
prohibitions section of this policy, set out in Section C, the employee will be subject 
to a minimum of three (3) unannounced follow-up tests, in addition to the retum-to­
duty test, within the first six (6) months following the employee's return to duty. 

43 



5. Random testing: 

A. All employees are subject to periodic controlled substance drug testing without 
notice. If an employee refuses to take such a drug test, the employee may be subject 
to discharge or suspension at the discretion of the City of Lorain, Ohio. 

B. Tests will be conducted on a random basis at unannounced time throughout the 
year. Random test for controlled substance drugs may be conducted just before, 
during or just after the performance of safety-sensitive functions but are not limited to 
the immediate time proximity of the performance of safety-sensitive functions. Once 
notified of selection for dmg testing, the employee must proceed to a collection site to 
provide a urine specimen. 

C. Employee will be selected by a scientifically random process, and each employee 
will have an equal chance of being tested each time selections are made. The number 
of employees selected for random testing will be in accordance with Level 2 or 
Level3 OBWC regulations. 

6. Post-accident testing: 

Post-accident drug/alcohol testing shall be administered where any of the following 
circumstances occur: 

1. A fatality of anyone involved in the accident; 

2. Bodily injmy to the employee and/or another person that requires off-site medical 
attention; 

3. Any vehicular damage in apparent excess of $500.00; and/or 

4. Non-vehicular damage in apparent excess of $500.00. 

H. All drug screening and confnmation tests shall be conducted by a laboratmy certified under 
the DHHS "Mandatory Guidelines for Federal Workplace Drug Testing Programs." The 
Employer and the laboratmy shall have a clear and well documented procedure for collection, 
shipment, and accessing of urine specimens. The procedures utilized by the Employer and the 
laboratory shall include an evidentimy chain of custody and control and split S8lllple 
collection and testing. The collection site person is responsible for maintaining the integrity 
of the specimen collection and transfer process. All procedures shall be outlined in writing 
and provided to the Employer representatives and donors. 

Each specimen will be tested for the following ten (10) substances: 
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Substance Initial Level Confirmation Level 
Amphetamines 1,000 500 
Barbiturates 300 200 
Benzodiazepines 300 300 
Cannabinoids 50 15 
Cocaine Metabolites 300 150 
Methadone 300 300 
Methaqualones 300 100 
Opiate Metabolites 300**+ 300+ 
6"Acetylmorphine*** 10*** 
Phencyclidine (PCP) 25 25 

. Propoxyphene 300 300 

** 25 ng/ml ifinnnunoassay specific for fi·ee morphine 
+ Initial and confumatmy test levels are changed to 2,000 ng/ml effective May 1, 1998; also 
disregard ** above on that date 
*** 4 test for 6-AM when the morphine concentration exceeds 2,000 ng/ml; dmg confumatory 
test for this dmg effective May 1, 1998. 

I. Alcohol tests shall be administered using a breath or saliva initial screen with a confirmatory 
evidential breath test administered by a trained breath alcohol techoician (BAT) or a law 
enforcement officer ce1tified to conduct such tests. (Note for BWC Program: If an EBT is not 
available or reasonably accessible, a blood test shall be made available to the employee, per 
the BWC requirements.) All tests shall be administered in accordance with federal standards 
for alcohol testing. 

J. Refusal to submit to any of the alcohol or controlled substance tests required by this policy 
may result in the employee's immediate unpaid suspension after the employee is informed 
that their refusal may result in said suspension. Actions constituting a refusal to submit to a 
test include: 

1. Providing adequate breath for alcohol testing, or failing to provide adequate urine for 
controlled substance testing; 

2. Engaging in conduct that clearly obshucts the testing procedure; 

3. Failing to remain readily available for a post-accident test; 

4. Attempting to substitute and/or adulterate the specimen. 

K. Tllis policy is not to be utilized for criminal law enforcement purposes. However, this policy 
does not prevent CJirninallaw enforcement investigation of illegal activity. For example, an 
employee charged with operating a motor vehicle under the influence of alcohol and/or dmgs 
of abuse (OMVI) may be required to submit to testing as part of the criminal investigation 
and the procedures of this policy would not be applicable to that investigation. Fmthe1more, 
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evidence derived in a criminal investigation, including dmg and alcohol testing, may be used 
as evidence in a disciplinary proceeding. 

L. All employees shall receive at least two (2) hours of annual training covering the Employer's 
written policy and the dangers of, and signs and symptoms associated with, substance abuse. 
Each employee shall receive and sign an acknowledgment of receipt of the Employer's 
written policy and the required training, annually. 

M. All supetvisors shall receive at least two (2) hours of initial training upon implementation of 
this policy and two (2) hours of refresher training annually, thereafter, on the supetvisor's 
role and responsibility in administering this program. The training shall include the signs and 
symptoms of substance abuse, documentation, confrontation and iutetvention· methods, 
refenal, and follow-up. 

N. Infmmation regarding the effects of alcohol and controlled substance use on an individual's 
health, work and personal life, and information about dmg and alcohol ·counseling, 
rehabilitation, and employee assistance programs is available through the Personnel 
Depatiment (EAP Program), and will be periodically provided to employees. 

0. All records relating to an employee's testing shall be maintained as confidential medical 
records. 

P. All employees subject to this policy remain subject to all other policies, procedures, mles, 
regulations, and collective bargaining agreements established by the Employer under its 
independent authority which are not inconsistent with the requirements herein. All employees 
also remain subject to all other relevant federal, state and local laws and regulations. 
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ARTICLE39 

EXECUTION 

Section 39.1. IN W!1WESS WHEREOF, the parties hereto have caused this Agreement to be 
duly executed this ::l~ dayofMay 2012. 

FOR THE CITY OF LORAIN, OHIO 

1794·11·03 
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Attachment A 
Medical Prescription Drug ond Vision Coverage Schedule of Benefits 

' 
Physician Office Service In Network Out of Network 

ln Network/Out of Network You are ~ponsible for The Plan P~ys 

Office Visits forpreventiv~? Health Care 

Including comprehensive ph~ical exams $15.00 oopay per visit SIS.OO copay, !hen 70% of 

(lncludin.e: routine immunization a1Kl mammo!UIDll'l) eligible expenses 

Pep smears and mammograms $15.00 cop11y per visit then 90% S!5.00 copaY:, then 70% Of 

eli.e:iblc exoenses 

Vision and Hearing ex:runs $15.00 copay per visit !hen 100% Not covered 

Well baby/child care $15.00 copay per visit then 90% Sl5.00 copay,lhen 70% of 

(including routine immunizations and injection) elig,ible expenses 

Office Visits for injury or sickness, including routine $15.00 capay per visit then 90% Sl5.00 copay, then 70% of 

Office visits (includicg x-rays and diagnostic testing in eligible expenses 

the offico) 

Surgical Services in office SIS,OO copay per visit then 90% $15.00 capay, then 70% of 

eli.e:ible exoenses 

Obstetrical office visil.s, pre and postna!nl $15.00 copay (initial visit) No $15.00 copay, then 70% of 

co pay thereafter for preg~umcy eligible e:qJenses 

URGENT CARE FACILITY SEVTCES* Sl$.00 capay per visit · Sl5.00 copay, then 70% 

*At least one Urgent Care Facility within 3 miles of City Limits wiU be In-Network 

INP ATIEN'r HOSPITAL SERVICES JNNETWORK OUT OF NETWORK 

Room and Board (semi-private room) 80% Paid at 60% of eligible expenses 

- Hospital services and supplies 80% Paid at 60% ofelig,ible expenses 

Physicians and surgeon setvices 80% Paid at 60% of eligible expenses 



Anesthesia 80% Paid at 60% of eligible expenses 

OUTPATIENT HOSPITAL SERVICES IN NETWORK OUT OF NETWORK 

All outpatient service and supplies 80% Paid nt 60% of eligible expenses 

(unless olherwise indicated) 

x.·m)' and diagnoslic tests 80% Paid at 60% ofeUgible expenses 

Physician and professionol services 80% Paid at 60% of eligible expenses 

EMERGENCY HEALTH SERVICES IN NETWORK OUT NETWORK 

Emergency room services, in or out of aren (The plan must be notified SIOO.OO Co-pay per visit (No co-pay if SlOO.OO Co-pay per visit (No co-pny if 

within 24 hours or as soon as possJble of emergency hospital admission) patient is admitted to hospital from patient is ·admitted to hospital from 

emergency room) or if visit is result of emergency room) or if visit is result of 

iniurv caused bv accident injurv caused hv accident 

PPO NETWORK COMPREHENSIVE MAJOR MEDICAL 

SCHEDULE OF BENEFITS 

Benefits Period Calendar Year 

PPO Network Benefit Period Deductible .$300 single/ $600 family 

Non-PPO Network Benefrt Period Deductible $300 suwo/ $600 f•milv 

Blood DeductJOJe 2 Dints 

The 19w birthday or the 23m birthday if the dependent is a full time Student aDd 

Dependent Aee Limit receives more than half their sunoort from their parents 

Coinsurance Limit (Excluding Deductible and Copay) $1.000 single I $2 000 family 



Non-l>PO Network Coinsurance Limit $2,000 single I $4,000 fa:mily (Excluding Deductible and Copay) 

Any nmounlS applied to your Coinsurance Limit will also applic;d to your Non-PPO Network Coinsurance Limit. Any amounts applied to your Non­

PPO Network Coinsurance Limit will also be applied to your Coinsurance Limit. Non-PPO Network Deductible and Coinsurance will apply to all 

Non-Network Provides. 

Any Excess Charges you pay for claims will not accwnulate towards the Coinsura11ce Limits or toward the Non-PPO Network coinrurnnce Limits. 

The following Covered Service is not subject to the Benefit Period Deductible or Coinsurance provisions: 

Arnbulallce Services 

The fa !towing Covered Service is nots:ubject to the Benefit Period Deductible or Coinsurance provision but is subject to a$ LOO.OO medical and non­

medical emergency co-payment: 

Emergency room visits (co-payme11t waived if admitted or resulf ofaccideJJt andresu(fing in injury) 

Tite following Covered Services ere not subject to the Benefit Period Deductible or Coinsurance provisions when received from PPO Network Provider 

but are subject to a S15 Co·Pfly: 

Medically Necessary office visils 

Roufine physlcal exams 

Second Surgical Opinion services 

Well child care exams 

It is importanlthatyou understand how MMO calculates your responsibilities under this Benefits 

Book. Plense consult the "HOW CLAIMS ARE PAID" section for necessary informelion. 

To receive maximum benefits you must use PPD NetworkProvideiS. PPO Network Providers may change. MMO will tell you 6{1 days before a PPO 

Network Hospital becomes Non-PPO Network. Participating Providers: The Claims Administ:ralOr may have contracts n place with Non-Network 

Providers who have agreed to accept the Claims Administrator's reimbursement levels and wil\uo1 balance bill the Perticipant for covered charges. 

City of Lorain has elected to exempt the Plan (or self-funded portion) from all oflbe above requirements. 

Due to the Plan being gm•emed by a collecti\'e bargaining agreement, the exception from the Federal requircmcn1s will be on effect for three." years for 

the Plan year beginning February 1, 2002 and may be reneweil for subsequent .Plan years. (Please note lhe HPPAA fonn located in lhe General 

Provisions Section). 



BENEFIT PERIOD MAXIMUMS PER COVERED PERSON 

Health Supervision services te(:eived from a PPO $500 e!lch calendar year to age 9 

Network Provided 

Child Health Supervision Services ~ived from a Non- SSOO up lO l year or nge; S LSO each calendar year to age 9 

PPO Network Provider 

Homo Health Care Services 180 days 

Tnpatieot Mental Heallh Care Services received rrom a 365 days: Firs! 30 days, you pay I 0% of tbe Lesser Ammmt 

Network Provider -Next 60 days, you pay 20% of the Lesser Amount-

Remaining 275 days, you pay 50% of the Lesser Amount 

Inpatient Mental Health Care Services received from a $4QOO 

Non-Network Provider 

Inpatient Drug Abuse and Alcohol Services received 15 days 

from a PPO Network Provider 

Inpatient Drug Abuse and Alcohol Services received ssso 

from a Non-PPO Network Provider 

Inpatient Physical Rehabilitation Servk:C$ 45 days 

Outpntient Mental Health Care, Drug Abuse and Alcohol Services received 180 visits 

from a PPO Network Provider 

Outpatient Mental Health Care, Drug Abuse and Alcohol Services received S550 

from a Non-PPO Network Provider 

Routine Mammogram Service 1 mammogram limited to $85 

Routine Physical Exun'IS 2 exams 

Routine PAP Test I test 

RouHne CBC, SMA~I2 urinalysis, c!Jest x-ray and EKG 1 of each tesl 



Skilled Nun;ing Facility Services 180 day 

MAXIMUM BENEFITS PAYABLE PER LIFETIME PER COVERED PERSON 

For all Covered Services Sl 500,000 

For Hospice services 180 days 

COINSURANCE PA YMENTS-CONTRACTINO PROVIDERS 

TYPE Of SERVICE For covered Por Covered Sell'ices received For Covered Servioes received 

Services received from a Non PPO Network from a Non PPO Network 

fromaPPO Provider Provider 

Network Provider 

Before your Non-PPO Network After your Non-PPO Network 

Coinsurance Limit has been Coinsurance Limit has been 

reached reached 

YOU PAY THE FOLLOWING YOU PAY TilE FOLLOWING 

BEFORE YOUR BEFORE YOUR 

COINSURANCE LIMIT HAS COINSURANCE LIMIT HAS 

BEEN REACHED BEEN REACHED 

AUergy injections, Allergy test, 

Durnble Medical Equipment. 

Bxtractlons (bony impactions) 

Om! Accident. Outpatient 

lllood Typing ond 

Administrntion, Ou~patient 

Professional Speech Therapy, 

blood, Privnte Duty Nwsing, IO%of 10%of 

Outpatient Mental Hc::allh, Drug lesser Amounl Jesser Amount DOES NOT APPY 

and Alcohol 

ALL OTHER COVERED 10%of JO%of 



SERVICES lesser Amount lesser Amount DOES NOT APPY 

After your Coinsurance Limit hilS been reached 

Allergy injections, Allergy test, 

Durable Medical Equipmenl, 

&tractions (bony impaclions) 

Om I Accident, Outpatient 

Blood Typing ond 

Administration, Outpatient 

Professiono.l Speech 11lerapy, 

blood, Private Duty Nursiug, 0% oflesser O%of 

Outpatient Mental Health, Drug Amount lesser Amount DOES NOT APPY 

and Alcohol 

ALL OTHER COVERED 0% of lesser 0% of lesser 

SERVICES AmoW1t Amount DOES NOT APPY 

·I AFTER YOURCOINSURANCELIMITHASBEENREACHED 

Allergy Utjectioos, Allergy test, Dm':lble 

Medical Equipment. Extrnclions (bony 

impactions) Om! Accident, Outpatient 

Blood Typing and Administtation, 

Outpatient Professional Speech Therapy, 0% ofCovecedCbnrges 

blood, Privato Duly Nursing, Ou1palient 0% of Covered Charges 

Mental Healtb, Dnu~ and Alcohol 

ALL OTHER COVERED 0% of Covered Charges 0% of Covered Charges 

SERVICES 



Prescription Drua 

Reminder: Wilh your card or through Mail Order, if there is a generic cost, for those prescriptions that exceed three (3) thirty (30) day supplies, they 

may be purchased through the Mail Order Maiotenance Drug Program. Notify your Physician of this bef01o he writes your prescription. See the 

attached Prescription Drug Schedule of Benefits for infonuation. 

Prescription Dmg Schedule of Benefits 

Covered Drugs: 

A. Federal Legend Drugs (excluding injcetables unless specifically included or a)Jproved by tl1e Plan Administrntor on a case-by-case 
basis. 

B. Stale Restricted Drugs 
C. Compowtd Medications 
D. Insulin 
E, Insulin Needles !Lild Syringes on Prescription only 
F. lnjectables bee sting kiis 
G. Imitrex 
H. Generic Pre-natftl vitamins 
J. Insulin Glucose monitoring materials 

The following drugs are excluded (Wlless specifically covered above): 

A. Comraccptives, diaphragms, contraceptive jellies and ointments, foams, or de\' ices regardless of intended use. 
B. Fertility Drugs 
C. Investigational or experimental drugs 
D. Non-Federal Legend Drugs 
E. Therapeutic Devices or appliances 
F. Medication for wl1ich the cost is recoverable under any Workers' Compensation or Occupational Disease Law or any State or 

Governmental Agency, ()r medication furnished hy any other Drug or Medical Services for which no charge is made to a member. 
G. lnjecwbles 
H. Growth Hormope drugs 
1. Smoking cessation patches or medication in e)( cess ofOJle trealment,. nof to exceed 12 weeks. 
J. Veterinary medications 
K. Weight loss drugs 
L. hnUIUuization agents, sera and blood components 
M, Any product fur cosmetic purposes (e.g., RetinA, if O\'er the age of23) regardless of intended use. 
N. Any drugs not used for acute care or maintenance of a medical condition. 
0. Vitamins, excluding pre-natal generic 
P. Drugs available without a prescription 

Some of the above exclusions may be approved after reviewed by the Plan one cuse by case basis. The final decision regarding covered, 

excluded, fonnulary or preferred, and non-fonnulary or non-preferred rests witb the Plan. 

**Physician Exception: If the prescribing physician writes a Ieuer to the Plan Administrator/Plan Sponsor outlining /he clinical needfor the 

member to be preset/bed the brand name drug versus the geJzen·c drug, the Plan Administrator will se.nd this letter to the Claims Adm(nistrotor 

for a clinical evaluation. If, upon reviewing the Claim Administrator's evafuaUon, the Plan Administrator concurs with the prescribing 

physician's reques~ ll!iJ member may submit Pharmacy receipts,jor that drug,Jor reimburseme/11, less the $5.00brand co-pay to the Claims 

Adrnilllstrator. 



Phannacy/Disnensi11g Ljmit· 

Up too 30 day supply with two rcfiUs. After the 3 month carrl supply, tbe prescription is considered to~ a Maintenance drug and future 

prescriptions are lObe rllled under ilie Mail Order Plan. Mail Order/Djsperuing Limit: Minimum 90 day supply. Prescriptions must be renewed 

at least once every 12 months. 

Co-uay Costs: 

Mail Orde-r: 

Phannacy: 

A. Generic drugs- $10.00 Co-pay 
B. Brand drug Fotmulary or Preferred with no generic equivalent- 525.00 co-pay 
C. Bnmd drug Non-formulary or Non-preferred -$40.00 
D. Brand drug with a Generic equivalent, fhemember pays the cost difference between the Brand and the 

Generic orthedesignatedco-paymentwbicheveris greater. If dispensed as wril1en, then designetedco­
payap~lies. 

A. Generic drugs - $20.00 co-pay - 9{1 day supply 
B. Braud drugs Fonnulacy or Preferred with no generic equivalent -$50.00-90 day supply 
C. Brand drugs Noo.-Forrnulary or Noit-Preferred- $80.00 • 90 day supply 
D. Brand drug with a Generic equivalent, the membet pays the cost differenoo between the Brand and the 

Generic orthe<le.signatedoo-payment whichever is gren1er. ffdispensed as written, then designated co­
pay I'IJlplies. 

Note: If the cost of the prescription is less than the co-payment, lhen the employee pays the cost of the prescription. 

VISION SERVICE PLA.N 

Available Every_l2 mon1hs 

VISION CARE MATERIALS VSP NON-MEMBER DOCTOR 

MEMBER DOC'.fOR BENEFITS BENEFITS 

(co-pay apply to charges) 

LENSES I SERVICE 

Single Vision Covered In Full Up to $25.00 

after $25.00 Co-pay 

Bifocal Covered lnFu11 Up to $40.00 

aft<r S2S.OO Co-pay 

Trifocal Covcred lu Full UptoS55.00 

aft" S25.00 Co-pay 

Covered ln Full 

Lenticular after S25.00 Co-pay Up to 580.00 

Contact Lenses (ln place of spectacle If medically necessary covered in full ~205 -Medically necessary 

lenses and frames) after S25.00 co-pay -If elected $105.00 S105 ~elected 



Examination for glasses Covered in Full Up to $35.00 

after $10.00 Co-nav 

Examinalion for contact lenses Covered in Full Up toS35.00 

aft.er$10.00 Co-pay (excluding 

evaluation and fittino charge) 

VISION SERVICE PLAN 

Available Every 24 months 

VISION CARE MA1ERIALS MEMBER DOCTOR NON-MEMBER BENEFIT 

FRAMES* Covered in F"ll up to Plan Up to $35.00 

Allowance after $25.00 Co-pay 

*There is only one $25.00 co-payment for lenses o.ndframes. Within plan limitations-. If you select a frnme tbatoost!i:more than your plan allowance, 

there will be an additional charge you will payout-of-pocket. When you visit the VSP member doctor ask him/her which frames are covered in full. 

The aLLowance desigtlated by City of Lorain covers the majority of frnmes 011 the market and ensures a good choice. 

Lenses and frames-includesuch professional services as are necessary,-which shalL include: 

1. Prescribing and ordering proper lenses; 
2. Assisting.in the selection of frames; 
3. VerifYing the accuracy of finished -lenses; 
4. Proper fitting ond adjUWnentofframes; 
5. Subsequent adjUSbneuts to frames to maintain comfort and efficiency; 
6. Progress or follow~up work as necessary. 

Lens Options: The plan is designed to cover your visual needsrelherthan elective materials. There will be extm costs involved if you select materials 

or services which are elective in nature, such as blended or progressive lenses, special edging, specfa.J.lens materials, oven;ize lenses, tints and CQatings. 

VISION SERVICE PLAN GUIDELINES 

Plan Discounts: Patlent may now obtain additional pairs ofpresoription glasses at a 20% discount off usual and customnry charges. In addition, tbe 

plan now offers a 15% discount on contact teru professional. services. These discmlnts are avail~ble for 12 monthsfoUowingthe pntient's lastoovered 

eye examination from the VSP membet doc{Or who provided the examination. 

How to use the plan: 

To obtain vision care benefits ooce you are a member, you must first call your VSP member doctor and identify yourself as a VSP member. The VSP 

member doctor will schedule your appointment and contact VSP to verify your eligibility and plan coverage. The doctor will obtain authorization for 

services and materials. 



OPTION!' If you choose to see a VSP Doctor: 

Step 1 - Choose a doctor from the list ofVSP n1~mber doctors and make an appointment for an exam, 

Step 2-The VSP member doctor will contact VSP to verify eligibility and obtainautholization for services. and materials. The 

VSPmember doctor will explain any additional charges and have you sign the benefit formand pay any applicableco-paymenL 

Step 3-The VSP member doctor will take care of all paperwork for paymrnt. VSP will pay the doctor fur the services received 

according to VSP's Agreement with the doctor. 

OPTION II' Jfyou choose 10 see nn Optometrist, Ophthalmologist.. or Dispensing Optician who is not a VSP Member Doctor. 

Step I -Make an appoiohnenl and receive the necessary services from the provider. Pay the doctor his'her full fee and obtain 

an itemized receipt, which must contain the following infmmation: 

a) Jlatients name 
b) Date services began 
c) The services and materia1s received 
d) The type of lenses you received (single vision, bifocal, trifocal, etc.) 
e) The employees social security number 

S1cp 2 -Mail the receipt and the above infonnalion to: 

VISION SERVICE PLAN 

P.O.BOX24S7 

Colmnbw, Ohio 43216-2487 

Step 3- You will !hen be reimbursed directly according to the Non-Member Doctor ~eimbursement Schedule. 

OPTION Ill' Tfyou choose to see a Non-Member Doctor for an examination and have a VSP Member Doctor fill your prescription: 

Step 1 -After receiving an examination fTOm the doctor, pay the doctor bis!here:xam fee. Obtain a receipt for the exam and the 

prescription for your lenses. Send the top copy of the benefits fonn along with your exam receipt to VSP. You will be paid 

directly according to the Non-Member Doc lor Reimbursement Schedule for your exam. 

Step 2- The VSl' mcmOOr doctor will verify eligibility and plan coverage. Tnke your prescription on your first vjsit. 



Step 3-The VSP member doctor will fit you with your new glasses/contacts und tnke care of any further paperwork. The VSP 

member doctor will be paid by VSP for dispensing your glasses/contacts according to VSP's Agreement with the doc!.or, 



MEMORANDUM OF UNDERSTANDING 

Between 

CITY OF LORAIN 
And 

OHIO PATROLMEN'S BENEVOLENT ASSOCIATION 

This AGREEMENT, made this 2 rotf:. day of March, 2011, between the City of Lorain and the 
Ohio Patrolmen's Benevolent Association of Telecommunlcators for the Lorain Police 
Department (hereinafter "OPBA"): 

WHEREAS, both parties hereby agree that effective January 1, 2012, all vacation time due to all 
OPBA members in fiscal year 2012, and each year thereafter, shall be credited to each OPBA 
members annual payroll vacation account (AVAC} by the second pay period in January. 
These hours shall then be allowed to be utilized by each employee as of the first of January, at 
their own discretion, as long as it meets with the approval of the Departments policies and 
procedures governing vacation usage. 

WHEREAS, this MOU shall eliminate the prior practice of accruing vacation hours on a bi-weekly 
basis. Any unused AVAC hours shall now be carried over into the Vacation (VAC) bank each 
fiscal year. 

IT IS HEREBY agreed and understood between the parties as follows: 

This MOU will begin on January 1, 2.012 and shall be continuous. 

0 ASSOCIATOIN 

DIRECTOR F PUBLIC SAFETY/SERVICE 
CITY Of LORAIN, OHIO 



MEMORANDUM OF UNDERSTANDING 

Between 

CITY OF LORAIN 
And 

OHIO PATROLMEN'S BENEVOLENT ASSOCIATION 

· This AGREEMENT, made this day of February, 2011, between the City of Lorain and 

the Ohio Patrolmen's Benevolent Association of Telecommunicators for the Lorain Police 

Department (hereinafter "OPBA"): 

WHEREAS, both parties hereby agree that effective January 1, 2012, all vacation time due to all 
QPBA members in fiscal year 2012, and each year thereafter, shall be credited to each OPBA 

members annual payroll vacation account (AVAC) by the second pay period in January. 

These hours shall then be allowed to be utilized by each employee, at their own discretion, as 
long as it meets with the approval of the Departments policies and procedures governing 

vacation usage. 

WHEREAS, this MOU shall eliminate the prior practice of accruing vacation hours on a bi-weekly 

basis. Any unused AVAC hours shall now be carried over into the Vacation (VAC) bank each 

fiscal year. 

IT IS HEREBY agreed and understood between the parties as follows: 

This MOU will begin on February ____ _, 2012 and shall be continuous. 

OHIO PATROLMEN'S BENEVOLENT ASSOCIATOIN 

DIRECTOR OF PUBLIC SAFETY/SERVICE 
CITY OF LORAIN, OHIO 

DATE 

DATE 



February 16, 2012 

Mr. Ron Mantini 
Lora in City Auditor 
City Hall- 61

h floor 

Lorain, OH 

RE: OPBA Vacation Hours 

Sir: 

Effective January 1, 2012, all members of the OPBA Bargaining Unit will receive their annual vacation 
hours in one lump sum,- thus eliminating the prior practice of accruing vacation hours on a bi-weekly 
basis. 

Sincerely, 

Geoff Smith 
Deputy Safety/Service Director 



-· 
./ 

ARTICLE XX 

Vacation 

SIECTION 20.1 

Vacation Hours Earned 

Full time employees who have completed one (1) full year of Continuous 
Service with the City of Lorain Police Department shall be entitled to vacation 
with pay. An employee's length of continuous service for the purpose of this 
Article shall be deteirmlned by the employee's original hire date, less any time off 
the payroll of the ~ployer. The amount of vacation leave to which an employee 
Is entitled is based upon continuous length of service as follows: 

Length of Serlvic·e 

1 year but less than 7 years 
7 years but lass than 13 years 
13 years but less than 22 years 
22 years 

Vacation Hours 

80 Hours 
t20Hours 
160 Hours 
200Hours 

The vacation hours for the current year. shall' be credited; to th9' pollee officer's 
annual payroll vacation account (AVAC) by the second pay period· iil·January. If 
an officer changes vacation level during the year, the yearly vacation hours will 
be prorated based on the new step and the officer's anniversary date (seniority 
date). 

Newly hired employees of the Pollee Department shall have their first year 
vacation hours credited to their annual payroll vacation account (AVAC) on the 
first anniversary of their employment. They will also receive a prorated number 
of hours for their second year of employment -·these hours will be credited to 
their payroll account (VAC) - for example, an employee hired on 7/1/2007 will 
have, on 7/1/2008, 80 hours credited to the AVAC vacation account and 40 hours 
credited to the VAC vacation account - starting in January 4009 and thereafter, 
the vacation credits will be added to the AVAC vacation account the first pay in 
January: 

• 1 • 
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SECTION 20.2 

Scheduling Vacations 

The Chief of Police shall have jurisdiction over the scheduling of vacation and 
shall have, In time of emergency, authority to suspend, postpone or cancel 
vacation days. 

Employe·es of the Police Department should make every attempt to use their 
vacation days In the year they earn them. The Chief of Police is encouraged to 
allow employees of the Police Department to take their vacation each year. 

Any unused vacation remaining In the employees AVAC account during the 
calendar year shall be credited or moved to the employees VAC account. 

SECTION 20.3 

Accumulation of Vacation Time 

' 

( 

Employees of the PolleE» li1epalilment shall! be allbwed to· accumulate up to - ( 
three (3) years of vacation leava ill, their VAC: account 

Beginning in 2008, any hours in the VAC account in excess of three.(3) years 
shall be paid to the employee In the first pay period of April In the next 
succeeding year at the prior years rate of pay. 

In time of emergency, the Chief of Police may postpone annual vacation days. 
Emergency, as used in this Section, is defined as a situation whereby the 
absence of the officer would have an adverse effect upon the health and safety 
of the citizens of Lorain. Any unused annual vacation during the calendar year 
shall be permitted to be carried over to the next succeeding year for a period of 
six months. After six months, any unused prior year vacation will be 
automatically paid to the officer. 

SECTION 20.4 

Pay for Vacation Time 

Upon separation from service, employees of the Pollee Department shall 
be entitled to compensation at their currant rate of pay for all lawfully accrued 
and unused vacation leave in their VAC payroll account to his or her credit at the 
time of separation up to a maximum accrual period of three (3) years. 

Upon separation from service, employees of the Police Department shall be 
entitled to pay for any accrued but unused vacation time In their annual vac\1-tion 

·2· 
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·payroll account (AVAC). Separation pay for this AVAC account will be prorated 
from January 181 of the ysar to the date of separation (the vacation credits· In this 
account are for the current year thus, If an employee of the Police Department 
separates, the vacation will be prorated). If you have used all of your vacation 
but depart before the end of the year you will owe a prorated amount of the 
vacation used to the City of Lorain or it will be deducted from your separation 
pay. 

Memorandum of Understanding 

Between the 

. 3. 
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ARTICLE XX 

Vacation 

SECTION 20.1 

Vacation Hours Earned 

Full time employees who have completed one (1) full year of Continuous 
Service with the City of Lorain Police Department shall be entitled to vacation 
with pay. An employee's length of continuous service for the purpose of this 
Article shall be determined by the employee's original hire date, less any time off 
the payroll of the Employer. The amount of vacation leave to which an employee 
is entitled is based upon continuous length of service as follows: 

Length of Service 

1 year but less than 7 years _ IS' 
7 years but less than@years 

to ~ears but less than@years 
--a2 Y9At"S 2 .) 

Vacation Hours 

80 Hours 
120 Hours 
160Hours 
fi!@tl llel:lfs 

I')" 'I 

The vacation hours for the current year shall be credited to the police officer's 
annual payroll vacation account (AVAC) by the second pay period in January. If 
an officer changes vacation level during the year, the yearly vacation hours will 
be prorated based on the new step and the officer's anniversary date (seniority 
date). 

Newly hired employees of the Police Department shall have their first year 
vacation hours credited to their annual payroll vacation account (AVAC) on the 
first anniversary of their employment. They will also receive a prorated number 
of hours for their second year of employment - these hours will be credited to 
their payroll account (VAC) -for example, an employee hired on 7/1/200Twill 
have, on 7/1/2008, 80 hours credited to the AVAC vacation account and 40 hours 
credited to the VAC vacation account- starting in January 2009 and thereafter, 
the vacation credits will be added to the AVAC vacation account the first pay in 
January. 

- 1 -
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SECTION 20.2 

Scheduling Vacations 

The Chief of Police shall have jurisdiction over the scheduling of vacation and 
shall have, in time of emergency, authority to suspend, postpone or cancel 
vacation days. 

Employees of the Police Department should make every attempt to use their 
vacation days in the year they earn them. The Chief of Police is encouraged to 
allow employees of the Police Department to take their vacation each year. 

Any unused vacation re aining-in-tA employees AVAC account during the 
calendar year shall credited or mov o the employees VAG account. 

I 
SECTION 20.3 

Employees of the Police apartment shall be allowed to accumulate up to 
three (3) years of vacation le e in their VAG account. 

~ -~-- Beginning in 2008, any hour in the VAG account in excess of three. (3) years 
shall be paid to the emplo ee in the first pay period of April in the next 
succeeding year at the priory ars rate of pay. · 

V In time of emergency, the Chef of Police may postpone annual vacation days. 
Emergency, as used in this Section, is defined as a situation whereby the 
absence of the officer would ave an adverse effect upon the health and safety 
of the citizens of Lorain. Any unused annual vacation during the calendar year 
shall be permitted to be carried over to the next succeeding year for a period of 
six months. After six months, any unused prior year vacation will be 
automatically paid to the office~ ~ -

r·--~ SECTION20.4 

Pay for Vacation Time 

Upon separation from service, employees of the Police Department shall 
be entitled to compensation at their current rate of pay for all lawfully accrued 
and unused vacation leave in their VAC payroll account to his or her credit at the 
time of separation up to a maximum accrual period of three (3) years. 

Upon separation from service, employees of the Police Department shall be 
entitled to pay for any accrued but unused vacation time in their annual vacation 

- 2-
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payroll account (AVAC). Separation pay for this AVAC account will be prorated 
from January 151 of the year to the date of separation (the vacation credits in this 
account are for the current year thus, if an employee of the Police Department 
separates, the vacation will be prorated). If you have used all of your vacation 
but depart before the end of the year you will owe a prorated amount of the 
vacation used to the City of Lorain or it will be deducted from your separation 
pay. 

Memorandum of Understanding 

Between the 

- 3-
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