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· · '· . :ARTICLE I PREAMBLE " 

..... ·." .. ;~'.01·.~ ... · r~s.A~~~~;·is. h~~~; ent~~.~~o;.bY .ab.~~~tween the C~y·~f~i~fte:.oJµ9; ·:.·. . . . . 
. · . . hereinaft$r referre4: to !is the 11Employei'11 '·and lhe.Fratetllill Onie~ of Police, arl.d its WicJdiffe 

. Lodge No. 116, hereinafter referred to.as the 11Uniori.". . 
. . . 

ARTICLE2 PURPOSE AND INTENT 

2.01 · In an effort ·to continue hannoniou8 and cooperative relationships wi$ its emplo}'ees and · 
to insure the orderly and uninterrupted efficient operations of government, the Employer now 
desires to enter into an agreement reached through collective bargaining which will have for its 
pwpo~e.s, among others, the fo~lowing: 1) To recogQize the legitimate inter~ts of the employees 
of the Employer to participate through collective bargaining iii the determination of the terms 
and conditions of.their employment; 2) To promote fair and reasonable working conditions; 3) 
To promote departmental efficiency as· the parties mutually recognize that the services provided 
are essential to the City of Wickliffe, Ohio; 4) To avoid interruption or interference with the 
efficient ~peration of the Employer's business; and 5) To provide a basis for the adjuslment of 
matters of mutual interest by means of amicable discussion. 

ARTICLE3 RECOGNITION 

3.01 The Employer hereby recognizes the Union as the sole and exclusive bargaining agent 
with respect to wages, hours, and other terms and conditions of employment for all full-time 
employees employed in the Police Department occupying the position of sergeant or lieutenant 
excluding all part-time, seasonal, temporary, probationary employees, and patrolmen. All other 
employees of the Employer are excluded from the Bargaining Unit. Said recognition shell 
continue for a term as provided by law. 

ARTICLE4 DUES DEDUCTIONS 

4.01 During the term of this ,Agreement, the Employer shall deduct regular monthly Union 
dues and/or fair share fees from the wages of those employees who have voluntarily signed dues 
and/or fair share fees deduction authorization fottllS permitting said deductions. The dues and/or 
fair .share fees deductions shall be made from the first pay check of each month. If the 
employeets pay for that period is insufficient to cover the amount to be deducted, the Employer 
will make the deduction ~m the next pay check, providing the employee's check is sufficient to 
cover the deduction. 

4.02 The Employer agrees to supply the Union with a list of those employees for whom the 
dues end/or fair share fees deductions have been made. 

. . 
4.03 . A check in the amount of the total. dues and fair share fees withheld from those 
employees authorizing a ~iues and/or fair share (ees deduction shall be tendered to the trustee <:>f 
the Union prior to the end of the month in which the deductions have been made. 
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4:04 The Uni0n recogruz~ its 'obligatfon to fairly and ~quitably represent all· ~emtiers ofthe 
. :Sarg~ning U~t, whef4~ .or .not they ~e ·mem~.~s Qf the Union~ for .the _pu.rpose-of ~llecitive .. · · 

. .... . -.b~g~~- ~ntrac'~ ei¢d~t~n:i-~~ ·and .8!.ie¥a:il~ .t~~l"Qtioi I7or.t4es~ s~ryices; thQ. u~o~ 'may .. 
· : . assess- a·fair.Share fee !!S: provided iii' ~e iµticfe against melµ~ers· imf non-members "?f the lJiiion · 

wlio_ have completed·a one year prQbationary peri~d. · · · 

4.05 The fair share fee shall be calculated to reimburse the Union for the members and/or 
nonmembers proportionate share of the direct ccist of bargaining, contract enforcement, and 
grievance.resolution. The fair share fee shall not include charges for any qther-Union activity or 
contributions to political candidates or other political activities. The fair share fee shall be equal 
for all members and non-members. 

4.06 Any person' who objects to paying'the rru! share fee because of ~eligious beliefs shall be 
exempt~ from any fair share fees or Union dues, as provided in the Ohio Revised Code Section 
4117.09(C). 

4.07 The Union hereby agrees to hola the Employer harmless from any and all liabilities or 
damages which may arise from the performance of its obligations under this Article and the 
Union shall indemnify the Employer for any such liabilities or claµlage that may arise. 

ARTICLES MANAGEMENT RIGHTS 

5.01 Not by limitation of the following paragraph, but to only indicate the type of matters or 
rights which belong to and are inherent to the Employer, the Employer retains the right to: ·l) 
hire, discharge, transfer, suspend, and discipline employees for just cause; 2) determine the 
number of persons required to be employed, laid off, or discharged; 3) determine the 
qualifications of empl~yees covered by agreement; 4) determine the starting and quitting t4ne 
end the number of hours to be worked by its employees; S) make any and all rules and 

·regulations; 6) determine the work assignments of its employees; 7) determine the basis for 
selection, retention, and promotion of employees to or for positions not within the Bargaining 
Unit established by this Agreement; 8) determine the type of equipment used and the sequence of 
work processes; 9) determine the ma.king of technological alterations by revising either process 
or equipment, or both; 10) detennine work standards and the quality and quantity of work to be 
produced; 11) select and locate buildings and other facilities; 12) establish, expand, tralJSfer, 
and/or consolidate work processes and facilities; 13) consolidate, merge, or otherwise transfer 
any and all of its facilities, property, processes, or work with or to any municipality or entity or 
effect or change in any respect the legal status, management, or responsibility of such property, 
facilities, processes of work; 14) terminate or eliminate all or any part of its work or facilities. 

5.02 In addition, the Union agrees that all of the functions, rights, powers, responsibilities, and 
a:uthority of the Employ~r in regard to the operation of its work and b~siness·and the direction of 
its workforce which the Employer has not specifically abridged, deleted, granted, or modified by 
the express and specific written provisions· of this Agreement are,' and shall remain, exclus~vely 
those of the Employer. · · · · · · · 

.· . . 
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. ,; ~TICLE· 6 . : :: . .. · . ··. . .. . ·. ··· . . 

.. . .. 
. . : NO STR:!KE - NO LbGI{OUf: 

. . . . ... . , . 
. ·: : . .• ~... .. . . . . . . ~ ~--. ·:·. · .... 

·6.01 Neither the Union.nor ~y member of the. Barg~wg Unit shall directly or indireetly can, 
. sanction, encourage, ::finmce, participate in, Qr assist in any way in a,ny strike, slowdown, . 
walkout, concerted nsick leave" or mass resignation, work stoppage or slowdown, or other 
unlawful interference with the normal operations of ~e Employer during the term of.this 
Agreement. A breach of this Section may be grounds for discipline. · · 

6.02 The Union shall at all times cooperate with the Employer in continuing operations in a 
normal manner and shall actively discourage and attempt to prevent any violation of the "no-
·strike11 clause. · · · 

6.03 In the event of a violation of the "no-strike" claus·e, the Union shall promptly notify all 
employees in a reasonable manner that the strike, work stoppage or slowdown, or other unlawful 
interference with normal operations of the Employer is in violation of this Agreement, unlawful, 
and not sonctioned or approved of by the Union. The Union shall advise the employees to retuin 
to work immediately. 

6.04 The Employer agrees that it shall not lock-out any employees during the term of this 
Agreement. 

6.05 Any employee who participates in such strike activities, as previously outlined, may be 
disciplined and the only question before an arbitrator would be whether or not he or she did in 
fact participate in such action. 

ARTICLB7 PROBATIONARY PERIOD 

7.01 All newly promoted employees will be required to serve a promotional probationary 
period of twelve (12) months .. During said period the Employer shall have the sole discretion to 
discipline or demote such employee{s) and any such action shall not be appeatablo through any 
grievances or appeal procedures herein ccintained. The Employer may shorten or waive this 
period at its sole discretion. 

7.02 If an employee is discharged or quits while on probation and is later rehired, he shall be 
considered a new employee and shall be subject to the provisions of this Article. 

ARTICLES NONDISCRIMINATION 

8.01 : The Employer and ~e Union agree not to 4iscriminate against any employee(s) on the 
basis ofrace, color, creed, religion, ·national origin, age, sex., or disability. 

8.02· ':fhe Union and the Employer expressly agree th.at inembers~p in.the pniOn is at the 
option of the employee and that they will not discriminate between members or non-members for 
their pitit~cipation in lawful Un:i<?n.activities. The U'riion ~ees that it will 'riot ~~criminate with · 

.~~pect to representati9:Q. between·members ~d nonmembers. . .-
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· ~.03. The Union ·re;:ognizes that tlie 'Empl9y~r must cotnply"witJi.th~ require~erits of;~~- . · 
. .. . ... : .. Americans" '?ti$ D_is:~~ties Act CAD~}~..;~ whe~ea conili1?t ~a.Y, ·exist betvieen: th~ Ap~ IU?-d a . 

. . speci:fi.~ pi1;>vi~ion of· this Ag:[C}em«?nt. Tuer~fore, the Pni9n agrees to take tU?:Y aqtion which is · · 
· reasonable or deemed necessary to comply with its duty to provide"reasonable accommodation · 

. under the ADA. Actions taken by the Employer for the purpose of complying with the ADA 
shall not be grievable. 

_ARTICLE9 LABOR-MANAGEMENT COMMITTEE 

9.01 There shall be a Labor-Management Committee consisting of not more than three (3) 
Union representativ~ and not more than Uu:ee (3) Employer repres.entatives. The·Commit_tee 
shall meet on the request of either party, but at least quarterly, unless waived, to diseuss mattera 
of mutual concern, excluding negotiable and grievable issues. The Committee shall have the 
authorify to make recommendations to the Employer and the Union, but such recommendations 
shall be advisory only. 

· ARTICLE 10 SICK LEAVE 

10.01 Sick leave shall be defined as an absence with pay necessitated by the illness or injury of 
the employee. 

10.02 All employees hired before December 31, 1991 shall earn sick leave at the rate of four 
and six-tenths (4.6) hours for every eighty (80) hours paid, excluding overtime, and may 
accumulate such sick leave to an unlimited amount. Employees hired after January 1, 1992 shall 
earn sick leave at the rate of four and six-tenths (4.6) hours for every eighty (80) hours paid 
excluding overtime during the time of their probationary period. Such accrued sick tin).e may be 
accumulated and used during their probationary period. ~mployees hired prior to April 1, 2007 
shall be entitled to six hundred (600) hours of sick l~ave upon completion of the probationary 
period. Such employees shall not accumulate additional sick leave for a period of five (5) years. 
Empl<_>yees shall accumulate additional sick leave as defined in this paragraph after the 
completion of the five (5) year period. Employees who leave the emp_loy of the City during the 
initial five (5) year period shall not be eligible for sick leave buyback as provided by paragraph 
1Ql1 . 

10.03 An employee who is to be absent on sick leave shall notify his supervisor of such absence 
and the reason therefore at least one-half (1/2) hour before the start of his work day each day he 
is absent, unless the absence is expected to be for more than three (3) days, where the employee 
will then give the Employer an approximate date of his return to work. 

10.04 Sick leave may be·used in segments of not less.than one (I) hour; Sick leave must be 
. applied for on a leave. of ~sence form as prescribed by the Employer and filed With the 

Department Head prior to the start of an employee's shift on fir.st day of return from ilJness or 
injury. ·A physician's statement may be ·required to be submitted to the Employer prior to return 
to duty when the expected_ duration of the absenc~ is for an extended period. 

' . . .. . . . . . . . . . . . 
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... 10.05 . Before ah absence.may be :ch~ged a:gain~t accumulated sick lea~e. the Deparb:nent ·~ead · 
. . .. . may ~equire s_uc:\_l..ptoof ?f i~ess as mar.. b~ sattsf~~'.11' to. lii111.Pr ~ay.· requite ·the ern}l.loyee to · .

. · · · . · : . ~~ exaiajri.~ "r ii; ·pl;iysjP.ian d~s~St1a~e:? ~Y .tb.e .pepart,IJ?.en,~ ~ea~ ~d. ~aic;l :QY ~~:.~~P~~r;er .. J?:1 
·any .eve!Jt,. an employee ·abs~nt_.fo~ i:cior.e tQ.an two (2)'Y1o~k days must supply_ a phys1e1an s report 
to be eligible for paid sick leave, utiless such report is waived by the D~~ent Head'. . . . . 

10.06 If the employee fails to submit adequate proof of illness upon request, or in the event that 
upon such proof as is submitted, or upon the report of medical examination, the Department 
Head ffuds 'there is no satisfactory evidence of illness.sufficient to justify the employee's 
absence, such leave may be considered an unauthorized leave and shall be without pay. 

10.07 Any abus~ of sick leave or the patterned use ofsicklea~e shall be sU:fficient caµse of 
disciplinary action. 

10.08 The Department Head may require an employee who has been absent due to personal 
illness or injury, prior to and as a condition of his return to work, to be examined, by a physician 
designated and paid ~y the Employer, to establish that he"is capabl~ of the perfonnance of bis 
normal ~uties and that his return to duty will not jeopardize the health and safety of other 
employees. 

I 0.09 Should there be a conflict between the employee's physician and this physician 
designated· by the Employer over an opinion concerning the employee's ability to retum to work, 
a third physician will be chosen by mutual agreement between the Employer and the Union, and 
shall examine the employee and decide the matter in question. This jointly appointed physician 
shall be paid by the Employer and the Union, with his fee being shared equally by the parties. 

10.10 In ad.d~tion to personal illness or injury to the employee, absence due to death or illness in 
the employee's immediate family when approved by the Department Head, may be charged 
against sick leave. An employee may be granted sick time due to the.birth of their child. Such 
time, when approved by the Department Head, shall be charged against sick leave. 

IO. l l When the use of sick leave fa due to an illness in the immediate family, "immediate 
family" shall be defined to only include the employee's spouse and children. When the use of 
sick leave is due to death in the employee's immediate family, "immediate family" shall be 
defined to only include the employee's spouse, children, parents, brother, sister, mother-in-law, 
father-in-law, and other relatives as approved by the Employer. 

10.12 A new employee employed on or after January 1, 2001 , shall be permitted to transfer any 
accumulated unused sick leave earned with another Ohio political subdivision. No credit will be 
given for any time remaining as the result of a cash out with the employee's previous Employer. 
-Such transf~rred sick leave may onJ.y be used as sick leav~ as set out-in this ArticJe after all sick 
leave earned with the City of Wickliffe has been used and will not be added ·to or subject to cash 
out of sick leave set out in Section 10.13 of this Article. · 

. . 
.10.13 Upon normal r~t;irement, disability reti_rement, or death of an employee who has . 
completed not less than fift~en (15)'years of conlli).uous full~time. servfoe .With the Empl9yer or . 
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. .. has :att~ned tlie age of forty-eight (48) years, ~ch employ~e (or his ~tate) 'shall be ~titled to . ,. 
.. ..- . · · . t~ce~ve ·cash p,n.yment equal_ to bra dai~y qite of p!).Y iu:tiffie of,:etjrement oi death .m,~tiplied hY:· . ·· · : 

: : . . : -. . .. onC:-~~lf-(lf?.) :t!i~ .. tota.i. n:uinb~ 'gf ~!.cic.t~~v~ .houi-s .h~ :~ ~cb~~ul!ifed at th.e· t~~ of r~Ql"e~ent . .. ::--. . . -
or de~:. In ri.q event Shall ~ employee (or lln eril.p,oy~·· s e~tate) be entitl¢ to more tbBii nine -. . . 
hundred and siXo/ (960)° hoiirs. - · · · · ·· · · · ·· · . 

10.14 Any employee shall be granted or placed on up to twelve (12) weeks of leave of absence 
per y~ar for one or more of ~e following: 

1. The birth of a son or daughter to the employee ~d in order to talce car~ of such 
son or daughter. 

2. The placement of a ~on. or daughter with the e~ployee for adoption or foster care. 

3. To care for a spouse, son, daughter, or parent of the employee if such spouse, son, 
daughter, or parent has ti serious health condition. 

4. Beeause of a serious health condition that makes the employee un_able to'.perform 
the functions of the position of such employee. . 

Said leave shall coincide with other leaves in this contract (e.g., sick leave, if medically 
necessary, unpaid disability leave, Workers' Compensation, maternity leave, etc.) and may be 
taken intermittently or on a reduced leave schedule when medically necessary, but shall not 
exceed a total period of twelve (12) weeks i.a. any consecutive twelve month period. The 
Employer shall pay its share of the cost of all negotiated insurance premiums during such leave. 
The authorization for leaves without pay for reasons other than those listed above, or for periods 
of time exceeding those stated, shall be granted at the discretion of the Employer. 

The Employer shall comply with all minimum Federal Laws, in regard to the Family 
Medical Leave Act (FMLA). Employees shall be required to substitute all or part of any accrued 
paid leave time such as sick leave, if medically necessary, or vacatio~ for all or part of the twelve 
(12) weeks pennitted under this Section and applicable law. 

ARTICLEll PERSONNEL FILES AND POLICY 

11.01 Employees may, on at least an annual basis, be permitted to review their personnel files 
upon at least a five (5) day written request. 

11.02 Employees may provide a written and signed comment in rebuttal, mitigation or 
explanation of any derogatory material, which comment shall remain in the employee's file so 
long as the derogatory material remaill#J in said file. 

11.03 When an officer is oharge4 with or is under investigation for contended yiolations of 
departmental rules !ind regulations, reasonable efforts consistent With' applicable law, shall be 
made to withhold puQlication of the officer's name and the extent o~ the discipiinary actio~ taken 

. . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
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or contempl!ited until sirch.time as .a final interdepartmental ruling has· b~en mad~ and· ~erved 
· ~p~n· tlj~ ofP~er. · · . : · · · . .. . : · . . · . .. · 

····· 
. ARTICLE 12 . ' 

. . 

12.01 When an employee is injured.or exposed to a contagious disease in the line 'of duty, while 
actually working for the Employer, he shall be eligible for a paid leave not to exceed ninety (90) 
calendar days. Should payments be made by the Employer to an employee .for an injury that is 
subsequently found to be a non-compensable inji:iry, such payments made·by the Employer shall 
be deducted from the employee's accumulated leave credits (e.g., sick leave, vacation, etc;). 

12.02 If at the end of this ninety (90) calendar day period.the employee is still di.sabled, the 
employee may· make written application for an additional niriety (90) calendar day period or 
portion thereof. The employee shall provide appropriate medical documentation as to the 
employee's diagnosis, progress, etc. as may be required by the Employer. The granting of such 
additional leave shall be at the sole discretion of the Employer. 

12.03 The Employer shall have the·right to require the employee to have a physical exam by a 
physician appointed and paid by the Employer resulting in the physician's certification that the 
employee is unable to work due to the injury, as a condition precedent to the employee receiving 
any benefits under this Article. The physician's opinion shall govern whether the employee is 
ac.tually disabled or not, but shall not govern whether the injury was duty related or whether the 
Employer shall extend the period ofleave. Should there be a conflict between the employee's 
physician and the Employer's physic~, a third physician shall be chosen in accordance with 
paragraph 10.09 of Sick Leave. The Employer shall pay all fees and testing costs of the 
physician, appointed by the Employer. 

ARTICLE 13 HOLIDAYS 

13.01 All employees shall receive the following paid holidays: 

New Year's .Day 
Washington's Birthday 
Friday before· Easter 
Memorial Day 
Independence Day 
Martin Luther King Day 
Labor Day 
Veteran's Day 
Thanksgiving Day 
Christmas· Eve Day 
Christmas Day 
~mploye~'s Birthdar 

. . 
13.02 In addition: .. all employees shall receive sixteen ( 16) personal leave hours per year, and 

·· :an additional personat qay after twenty (ZO)' years. of service, whlcfri;nay_be taken off with: tpe 
· .·. ; . · .·. 
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prior a~proval of.tlte Chlef. A newly hired· employee .shall only be entitled.to. one (1), eight (8) · 
. hour pers9nal dayif.hire"d on o'qltl~r July-.1.st bf a ~en<Jiµ-, year. . . . . : " . .' . " . " 

• , I • :• • • •: 0 • , : •' • I : ' • , •• ~ '• ' • ' • • : '• • • ': 0 ' • • • • • , • ; ., ' ·: .. '" 0 • 

. .. 
·=. 

·. 13.03 ·· Afi~pioree~ .shalt be ·av;itl:ded et~,{8) "110Urs ·· o°f{With·~ay,f6r··~ch of the holidays 
. specifi~ 'in paragraph 13.01, which may be 'taken· only 'at a time-approved of iii. advance by the 
~~ . . . . 

13;04 In addition to the time provided pursuant· to paragraph 13.03, all employees who ar~ 
·required to .work and actually work, shall be paid for their regular hourly rate foi; each hour 
worked on the following holidays: New Year's Day, Easter Sunday, Thanksgiving Day, 
Christmas Eve Day, and. Christmas Day. 

ARTICLE 14 VACATIONS 

14.01 Each full-titne employee shall eani and be entitled to paid vacation in accordance with. 
the following schedule: 

Length of Service 
After one (1) year 
After five (5) years 
After ten (10) years 
After fifteen (15) years 

Vacation Tinie 
Eighty (80) hours · 
One hundred twenty (120) hours 
One hundred sixty (160) hours 
Two hundred (200) hours 

14.02 Earned vacation time shall be taken in accordance with the above schedule, providing the 
employee is employed by the Employer at that time. The amount of vacation an employee is 
entitled to at the beginnillg of each year shall be reduced by one-twelfth (1/12) for every 174 
hours in the previous year in an unpaid status. 

14.03 Vacation time shall be taken at a time approved of in advance by the Employer, with the 
senior employee within jobs granted preference when two (2) or more employees request the 
same time period. The Employer shall have the authority to assign vacation periods to .insure an 
adequate staffing of the Department and to insure·all employees utilize their vacation time. The 
first day of vacation periods shall commence on an employee's work day. 

14.04 If an employee, with at least one (1) year of seniority voluntarily tenninates his 
employment or is involuntarily tenninated by the Employer, he shall be eligible and entitled to 
receive payment for all earned and accrued, but unused vacation time. In the case of death of the 
employee, said vacation time shall be paid to the e~ployee's estate. 

14.05 Each Bargaining Unit member may, at the option of the member planning retirement, and 
with notice of the date c;>fretirement to tl1e C~ef of Police and Financ;e Director, reserve one (1) · 

· week of vacation, in each of his last three (3)' years prior to the year he actually retires, to be paid 
upon retirement · · 

In the e-yent the member does ~ot retire on the date so specified, he shall forf~t all 
· vacation up to the Qhe hundred twentY (12,0} hours, which wa8 'rQ8erved p'ending retii:e~ent. · 

.. . . 



'· · 14.0~ In the e~ent that an ~inploye'e eiec~ ·to retir~· and has attained a minimum age. of f~ity_. · · 
. . . . · eight.(48).and h~. ~~plete~ ~· ~~ o~ twenty.-. .fi,ve. (25) ye.ar~ of sei:vi~~, tJi~n upon ~l' · a~er 

· . . '. =hfs. ~v~rs~·dat~ ~fJµr~.h~:wi~l ·becom~ elig~l.~ t~ i;eeeiye.pa~e~ffo.r '!he-h~.(112) '. ·: ·:. " . · . 
· ' · vs.cation and holidays· ncimiaUy taken fo the follQvii'ng calendar year, as. part of his severanc~ · 

· paymen~. · · · · · · · · 

ARTICLE IS FUNERAL LEA VE 

15.01 All eJP.ploye6.9 shall be granted time off with pay for the purposes of a~tending the funeral 
of a member of the employee's immediate family. The employee shall be entitled to ·a maximum 
of twenty-four (24) hours off for each death in the employee's immediate family. For the 
purpos~ of this Article, "~ediate family" shall be .defined as only includipg the employee's 

·spouse, daughter, son, parents, parents-in-law, grandchildren, son-iri-law, daughter-in-law, 
brother, _and sister. 

15.02 In the event the death occurs during the employee's work day, he shall be granted the 
remainh1g portion of the day off with pay. Such time shall not be deducted from any of the 
employee's leave credits. · · · 

ARTICLE 16 JURY DUTY 

16.01 Any employee who is required to be absent from work due to serving as a.juror or as a 
witness due to a work related incident, shall be paid his regular hourly rate for all hours absent 
:from work, providing he surrenders any and all fees and/or expenses he receives from such duty 
to the Employer and returns to work as soon as possible. 

16.02 This Article shall not apply to employees who must make a court appearance for a 
personal matter such as a divorce, custody, civil, juvenile, criminal, or other proceeding. Such 
appearances must be taken from accumulated vacation or personal days or if no paid leave is 
available, as an unpaid leave of absence. An employee must notify the Chief of Police as soon as 
the date and time of such appearance is made known to the employee. 

ARTICLE 17 UNIFORM ALLOWANCE 

l 7.01 All Sergeants and Lieutenants shall be entitled to a uniform allowance of one thousand 
one hundred ($1,100.00) dollars annually, all Detectives shall be entitled to a uniform allowance 
of one thousand two hundred fifty dollars ($1,250) annually. 

17.02 All newly promoted employees shall be entitled to a one hundred seventy-five dollar 
($175.00) allowance at the time of their promotion. Such allowances shall be in addition to 
payments provided in paragraph 17.01 above. 

17.03 Uni~onn payments made pursuant to paragraph 17.01 above, sha).l be paid on an annual_ 
basis and paid to the employee by separate check followmg his annual anniversary date of hire.· 

· g 



17.04 The employer will purchase rain gear and body armor once every five (5) years or as 
needed for member of the uniform patrol and body annor only every five (5) years or as n~ded 
for plainclothes division. 

ARTICLE 18 INSURANCES 

18.01 The City will offer to all eligible full-time employees at least one hospitalization and 
medical plan with prescription, dental, and vision coverage. The City agrees to maintain insurance 
benefits at a level substantially similar to those currently offered as of the time of ratification. For 
purposes of the current co-payments and deductibles only, 'substantially similar' shall mean that 
the co-payments and deductibles cannot be increased above twice their current levels. This 
limitation regarding current co-payments and deductibles does not inhibit the City's ability to 
niodify other-plan components subject to the 'substantially similar• limitation. 

18.02 Based on plan level, employees will be responsible for a co-pay of eight (8%) percent of 
the collective total of health/prescription, dental and eye monthly premiums in 2013; nine percent 
(9%) in 2014; and ten percent (10%) in 2015. Such premium co-pay shall not exceed one hundred 
ten dollars ($110.00) per month for a single plan; one hundred eighty-four dollars ($184.00) for 
an employee plus child or children plan; two hundred two dollars ($202.00) for an employee plus 
spouse plan; or two hundred thirty dollars ($230.00) per month for a family plan during the term 
ofthis agreement. The employee's contributions toward health care premiums should be on a 
pre-tax basis. 

Where the City contemplates any change to the hospitalization and medical plans, the 
healthcare cost-containment committee shall be convened by the City and the members shall meet 
and confer in good faith prior to any change being implemented by the City. 

18.03 A citywide healthcare cost-containment committee shall be established as an informational 
and advisory committee. The committee shall be comprised of a member of each bargaining unit 
and a member of the non-bargaining employees, as well as representation of the Mayor and City 
Council. Meeting times shall be established by the committee. The purpose of the committee 
shall be to disseminate informaµon, mo.nitor costs and expenses," review plan particulars, and 
advise elements of the insurance program. · 

18.04 The Employer agrees to maintain a thirty-thousand-dollar ($30,000.00) group term life 
insurance coverage for each employee. 

18.05 The Employer shall provide an employee assistance program either through the City's 
health insurance provider or as a stand-alone program. 

18.06 As long as such coverage is available to the Employer, the Employer will provide 
$1,000,000 per occurrence in professional liability coverage for all employees at no cost to the 
employee. The Employer will notify the Union of any changes in such coverage. 

18.07 The City and Union agree to re-open negotiations on healthcare and wages if the current 
health insurance plan or a substantially similar plan is unavailable. 
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'·. .. ... 
. ·.·. ;· 

. ARTiCLB 19 
... ·. ~ . . ~· : .. :: .. : ... . . ·. . : . . 

. ·: ·. ;. . .. 

19:01 . Ally.employee has the ri&Iit to have the localF.O.P. President or a Union .representative . 
px:e8ent at any meeting ill which disciplinary action is being taken against that employee; 

19.02 Two (2) employees designated by the Union shall be allowed up· to three (3) days off with 
pay for attendance at the Union's convention. 

19.03 Not ~ore than two (2) members of the Bargaining Unit negotiating committee, scheduled 
to work while negotiations for a successor agreement are actually in progress, shall be permitted 
to attend such bargaining sessions without loss in pay provided that dep.artmental manpower is' 
maintained and a~sent emergency or other operational necessity. 

19.04 Not more than one (1) day per month shall be granted to two (2) member's F.O.P. 116, 
Wickliffe Lodge, elected to hold office, for the purpose of attending regular or special meetings, 
provided at least forty-eight ( 48) hour notice is given the Chief of Police. 

Such release from duty is subject to scheduling requirements in the interest of efficient 
operation of the department at the sole discretion of the Chief of Police. 

ARTICLE20 EDUCATIONAL PAYS 

20.01 Any employee who has received an Associate's Degree in Law Enforcement, shall 
receive 
additional pay in the amount of seventy-five ~ollars ($75.00) per month. 

20.02 Any employee who has received a Bachelor's Degree in Law Enforcement (or its 
approved equivalent), shall receive additional pay in the amount of one hundred twenty dollars 
($120.00) per month. 

20.03 The above benefits provided by this Article shall only be paid under the following 
conditions: 

a) 

b) 

c) 

d) 

TI1e schooling is not paid for by the Employer; 

The employee attends school on his own time; 

The courses are in an approved Law Enforcement field; 

The employee must have been employed by the Employer for not less than· three 
(3) continuous years; and 

the degree is conferred by an accredited university, college, junior college, or 
·CO~munity college. . . . " 



ARTICLE 21 LONGEVITY 

21.01 All employees will be awarded longevity payments at the rate of one hlllldred dollars 
($100.00) for each year of full-time service commencing on the employee's fifth (5th) 
anniversary date of full-time service. At that time, the employee will become entitled to a sum of 
five hundred dollars ($500.00), which will ·be divided by twenty-six (26) weeks and such 
calculated amount shall be included with the employee's successive anniversary dates. Each 
employee will be awarded an additional one hundred dollars ($100.00) every year thereafter until 
the twenty-fifth (25th) year to be paid bi-weekly. All employees will receive two thousand five 
hundred dollars ($2,500.00) per year after the twenty-fifth (25th) year. 

ARTICLE22 SALARY SCHEDULE 

22.01 All employees shall be paid in accordance with the following schedules: 

Job Title 

Sergeants 
Lieutenants 

2013 

38.39 
42.26 

2014 

39.16 
43.11 

2015 

39.94 
43.97 

22.02 Any Lieutenant who is assigned by the Chief as acting Chief shall receive Chiefs pay for 
each day worked in that capacity and shall be expected to complete all necessary responsibilities 
without further compensation. 

22.03 As permitted by the Internal Revenue Service and Police and Fire Disability and Pension 
Fund, the Employer agrees to implement the "salary reduction" method for pension "pick-up". 

22.04 The employee's gross pay will be reduced by the employee's contribution rate, which 
amount will be forwarded to PFDPF. Any other deductions will then be ~ade from the reduced 
salary for that period. The reduced salary shall be in the income reported on the employee's W-2 
form, thus deferring taxes and the pension contribution and increasing the employee's take-home 
pay. 

ARTICLE23 COURT TIME 

23.01 Employees who are required to appear in court as a prosecution witness shall be 
guaranteed a minimum of four ( 4) hours compensatory time for each court appearance, provided 
that such appearance and time paid for shall not abut the employee's regularly scheduled work 
shift and that such employee was not contacted by the Department prior to 9:00 p.m. on the 
evening immediately preceding the day of such appearance and was not advised of any 
cancellation of his expected court appearance. 
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· ·:· 
· · .ARTICLE 24 . .' ., . 

. . :· :. ~. . ·. . ·. 
. . . WORKDAY AND W-ORK:WEEK. . . . ·:. 

·. : .. ··. . . . . : . . \ .. · ··. . .· . . . :. . ': 

24.01 The nomial work day for all employees shall not exceed twelve (12) working hours, and 
the normal fourteen (14) day work cycle shill not exceed eighty.(80) working hours .. · 

24.02 This Article shall not be construed as a guarantee of hours ·of work per day or per week. 
In the .event it is necessary.to modify the hours of ·work; the Employer will meet with the l!nion 
and discuss the situation and attempt to reach.an agreement on the action to be taken. (Se~, 
Addendum '13 A). Changes in hours of work resulting from unusual or emergency situations 
shall not require any discussions with the Union. 

ARTICLE25 OVERTIME 

25.01 All employees when performing assigned overti,me work will be entitled to receive pay at 
the rate of one and one-half (1-112) times their regular hourly rate for all hours actually worked 
in excess of the scheduled workday or in exce·ss of eighty (80) hours in the fourteen (14 day 
work cycle 

25.02 The basic hourly rate of pay for purposes of overtime calculation and payment shall equal 
the respective employee's annual salary, including longevity and educational pay divided by two 
thousand eighty (2,080) hours. 

25.03 Employees shall be allowed to accrue overtime as compensatory time, not to exceed one 
hundred (100) hours, which may be used as time off with pay upon the prior approval of the 
Chief. 

25.04 Any employee who is recalled to work after leaving work or on a day when he is not 
scheduled to work, shall be given a minimum of two (2) hours work or two (2) hours pay at his 
regular hourly rate, providing that the time worked or paid for does not abut the employee's work 
day. 

25.05 To the ex~ent that travel to training school or similar function is required beyond the 
employee's scheduled shift, such time shall be paid as compensatory time. 

An employee required by the City to use his personal vehicle for official business, shall 
be compensated at thirty-two cents ($0.32) per mile. 

ARTICLE26 SHIFT DIFFERENTIAL 

26.01 All employees working between 1 SOQ hours and 2300 hours shall receive an additional 
thirty cents ($0.30) per hour. 

26.02 All employees working between 2300.hours and 0700 hours shall receive an additional 
. ti:ftY·c~nts ($0.50) per.hour:· · · · · · 
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26.o3 . All .employees r~uired' to work overtime-that wouid cause the~to work betweerl' 1soo: · 
. . hours "a.rid ·230.0 )loµrs, -or·betWeen 230Q·hours and 0700 .ho.w:s . -wjll receive· the reap.eqtive shift· 
. clifferei;iti~ .~ ~~dit~on "to ov~~e paYments, . . .. ·. <-. ·: .: .·· ·.: .. . . . . .. . -~ · .. : .' : ·. .· 

. . . ': . . . . . .. ~ . . . . . . 

ARTICLE27 .. OBLIGATION TO·NEGOTIATE 

· 27 .01 The Employer and the Union acknowledge that during negotiations which preceded this 
Agreement, each had the unlimited rigl:it and opportunity to milke demands·and proposals with 
respecit to any subject" or matler not removed by law· from the ar~a of colleetive 
bargaining/negotiations and that the understandings and agreements arrived at by the parties after 
the exercise of that right and opportunity are set forth in this Agreement 

27.02 Therefo~e~ for the life of this Agreement, the Employe~. and the Union each v~luntarily 
and u~qualifiedly waives the. right, and each agrees that the other shall not be obligated to 
negotiate collectively with respect to any subject or matter referred to, or covered in this 
Agreement, or with respect to any subject or matter not specifically referred to or covered in this 
Agreement, even though such subjects or matters may not have been within the knowledge or 
contemplation or ~ither or both of the parties at the time they negotiated 1111d signed thi~ 
Agreement. 

ARTICLE'28 GENDER AND PLURAL 

28.01 Whenever the context so requires, the use of words herein in the singular, shall be 
construed to include the plural, and works in the plural, the singular, and works whether in the 
masculine, feminine, or neuter gender shall be construed to include all of said genders. By the 
use of either the masculine or feminine g~nders it is understood that said use is for convenience 
purposes only and is not to be interpreted to be discrimina~ory by reason of sex. 

ARTICLE29 HEADINGS 

29.01 It is understood and agreed that the use of headings before articles or sections is for . 
convenience only and that no heading shall be used in the interpretation of said article or section 
nor effect any interpretation of any article or section. 

ARTICLE JO LEGISLATIVE APPROVAL 

30.01 It is agreed by and between the parties that any provisions of this Agreement requiring 
legislative action to permit its implementation by amendment of law or by providing the 
additional funds therefore, shall not become effective until the appropriate legislative body has 
given its approval. 

ARTICLE31 CONFORMITY TO LAW 

31.01 .This. Agreement shall be subject to and subordinated to any present and future Federal· . 
. . _and State Laws, and ~e invalidity .of any PCC!Visions of this Agreem~nt by reason of any su9h 

eXisting or future law shaU not effect the validity of fue surviving prcrvi~ions. · .. 
. ·: .. 
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31.02 If the enactment of legislation, or a determination by a court of final and competent 
jurisdiction (whether in a proceeding between the parties or in one not between the parties but 
controlling by reason of the facts) renders any portion of this Agreement invalid or 
unenforceable, such legislation or decision shall not effect the validity of the surviving portions 
of this Agreement, which shall remain in full force and effect as if such invalid portion thereof 
had not been included herein. 

ARTICLE32 TOTAL AGREEMENT 

32.01 This Agreement represents the entire Agreement between the Employer and the Union 
and unless specifically and expressly set forth in the express written provisions of this 
Agreement, all rules, regulations, benefits, and practices previously and presently in effect may 
be modified or discontinued at the sole discretion of the Employer, upon advance written 
notification to the Union. 

ARTICLE33 DURATION 

33.01 This Agreement shall become effective at 12:01 a.m. on January l, 2013, and shall 
continue in full force and effect, along with any amendments made and annexed hereto, until 
midnight December 31,2015. 

33.02 Written notice shall be given at least ninety (90) days but not more than one hundred and 
twenty (120) days prior to expiration of the contract, by either party requesting a change or 
termination of this Agreement. If written notice is given in a timely fashion, negotiations shall 
commence not later than thirty (30) days from the receipt of such notice. If written notice is not 
given, this Agreement shall continue in full force and effect from year to year until such notice is 
given at least one hundred and twenty (120) days, but not more than one hundred and fifty (150) 
days prior to December 31st of any subsequent year. 

ARTICLE34 GRIEVANCE PROCEDURE 

34.01 Every employee shall have the right to present his grievance in accordance with the 
procedures provided herein, free from any interference, coercion, restraint, discrimination or 
reprisal and except at Step 1 shall have the right to be represented by a person of his own 
choosing at all stages of this Grievance Procedure. It is the intent and purpose of the parties to 
this Agreement that all grievances shall be settled, if possible, at the lowest step of this 
procedure. 

34.02 For the purposes of this procedure, the below listed terms are defined as follows: 

a) Grievance - A "Grievance" shall be defined as a dispute or controversy arising 
from the misapplication or misinterpretation of the specific and express written 
provisions of this Agreement. 

b) Aggrieved party-The "aggrieved party" shall be defined as only any employee or 
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.. . . .. 
grou~ ·o.f employees ~ithin. fue- Bargahiirig Unit a~tually· or-the Unio~·~ling a 

. . grievance. · · · · · · 
.·. ·• ... . ·. . . . . . .. · . 

. P~.in ititdest": ·A ,;party in in~er~·t" shail be de~ed .as -~y ·einploye~ d.£ ~~ 
Employer named hi the grievance who is not the aggrieved party. · 

d) Days - A "day" as used in this pro<;:edure shall mean calendar days, excluding 
Saturdays, Sundays, and the hol~days as provided for ii'!- this Agreement 

34.03 The following provisions shall apply to the administration of all grievances fited·under 
this procedure. 

a) Except nt Step 1, ail grievances shall include the name and positi~n of the 
· aggrieved party; the identity of the provisions of this Agreement involved in· the 

grievance; the time and place where the alleged events or conditions constituting 
the grievance took place; the identity of the party responsible for causing the said 
grievance, if known to the aggrieved party; and a general statement of the nature 
of the grievance and the redress sought by the aggrieved patty. 

b) Except at Step 1, all decisions shall be rendered in writing at each step of the 
Grievance Procedure. Each decision shall be transmitted to the aggrieved party 
and his representative, if any. · 

c) If a grievance affects a group of employees working in different locations, with 
. different principals, or associated with an employer-wide controversy, it may be 
submitted at Step 3. · 

cl) The preparation and processing of grievances shall be conducted only during 
nonworking hours. 

e) No~g contained·herein shall be construed as limiting the right of any employee 
having a grievance to discuss the matter informally wfth any appropriate member 
of the administration and having said matter informally adjusted without the 
intervention of the Union, provided that the adjustment is not inconsistent with 
the terms of this Agreement In the event that any grievance is adjusted without 
formal determination, pursuant to this procedure, while such adjustment shall be 
binding upon the aggrieved party and shall, in all respects, be .final, said 
adjustment shall not create a precedent or ruling binding upon the Employer or 
F.O.P. in future proceedings . 

.t) The grievant may choose whomever he wishes .to represent him at any step of the 
Grievance Procedure after Step 1. 

g) The existence of this Grievance Procedure, hereby established, shall riot be 
de~med to require any e~ployee to pursue the r.emedies available unde~ law, 
excep,f.that any employee "wqo pursues any other av;rilable remedy other th.an 

. . 
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.· pr~vi<4id by thls procedure; ·shrul·autoinatically have waived and forfeited·aPY · 
. "· ... . . rem~~eS p~vi~¢ PY this'· J?~Cedur~~ ... . . . . . : .: .' . .·.. . . ,.' : ·. : ... ,. 

" :. · ·:. · :. ~) , The ~e ~~·~r~vid~d lierQ~"VfilJ·~be:·st.rictly adh~d ·~o ~d_'any gi;ievnnQt?, n~t · "" ·. · 
. . . filed i~tially'oi' i\ppealed within tbe ·sp~cified time liri:tjtS will Qe deem~ wa,iveq . . 

and void. If the Employer faiis to reply'within the sj,"epified tirile limit, the' . 
grievance shall au.tomatically move to the·nex.t step by default. The t4ne limits 
specified for either party may be extended only by written mutual agreement. 

i) This procedure sh!;lll not be used for the p:urpose of adding to, stibtracting tram, or 
altering in any way, any ·of the provisions of this Agreement 

34.04 All grievances shall be aqministered in accordiµice with the following. steps of the 
Grievanci;i Procedure. 

Step 1: 

An employee who believes he may have a grievance shall notify his immediate 
supervisor (officer in charge of shift at time of filing), or the Chief at Step 2, if applicable, of the 
possible grievance within five (5) days of the notice by the employee. The supervisor and the 
employee, along with the employee's steward, if his presence is requested by the employee, will 
discuss the issues in dispute with the objective of resolving the matter informally. 

Step 2: 

If the dispute is not resolved informally at Step 1, it shall be reduced to writing by the 
grievant and presented as a grievance to the Chiefs designee within five (5) days of the informal 
meeting or notification of the supervisor's decision at Step l, whichever is later, but not later than 
seven (7) days from the date of the meeting if the shift supervisor fails to give the employee an 
answer. The supervisor shall give his answer within five (5) days of the meeting. 

Step 3: 

If the party initiating the grievance is not satisfied with the written decision at the 
conclusion of Step 2, or if a written decision is not issued, a written appeal of the grievance may 
be filed with the Chief within five (5) days from the date ofth:e rendering of the decision in Step 
2. Copies of the written decisions shall be submitted with the appeal. The hearing will be held 
with the aggrieved party, and his representative, if he requests one. The Chief shall issue a 
written decision to the employee's representative and a copy to the employee if the employee 
requests one, Within fifteen (15) days from the date of the hearing. 

Step 4: 

. If the aggrieved parcy is not satisfied with the written decision at $.e conclusion of Step 3, . 
or if a written .decision is not forthcoming, a written appeal· of tlie grievance may be filed with 
the Mayor wi~in five (5) days from ~e date of the rendering of the decision in Step 3. Copies of 
the written decisiqo.s shall be submitted· with the appeal. The Ma,yor, or his designee, s4all 
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, · . 

· · : conveile a hearlng Within. ten (10-) da~s aft~r :the receipt of the appeal. The hearing .will 6e held · 
·-. With, ~e.aggrieve~_party, ~s.repi:esentative; and. e.ny.other party necess11Iy .to piovide_ ~e ._ · · . . . . 
. ·:;ft:;qul~~d ~rmat,i.on ·f~r: ¢.~ .tendez:{ng of. a prpp.~rAeq~~ioµ. The M!lYOf~. di: •his desigtie~. _shall. ·... : ·. . 

issile a written de~ision to;-.theemployee, with"a copy te the employee's representative ~f the"· '· 
employee's representative requests "one within fiftee~ (15) days" from the date of the hearing:. If . 
the aggneved party is not satisfied with the decision at Step 4, he may proceed to arbitration 
pursuant to the Arbitration Procedure herein contained. · . . 

· 34.05 ,ln the event the Employer emplo,.:S an individµal to serve as a Safety Director, rather than 
the Mayor filling the position, Step 3 will be repeated with the words "Safety Director" 
substituted for '.'Chief." Step 4 will then become Step 5. 

. . . . 
34.06 In the event that a grievance involves the Chief; the grievance shall be initially filed at 
Step 3 of"the Grievance Procedure. 

ARTICLE 35 ARBITRATION PROCEDURE 

35.01 · In the event a grievance.is unresolved after being processed th.rough all ofth.e steps of the 
Grievance Procedure, unless mutUally waived or having passed through the various steps by 
timely default of the Employer, then within ten (10) days after the rendering of the decision at 
Step 4 pr a timely default by the Employer at Step 6, the aggrieved party may submit the 
grievance to arbitration. 

Within this ten (10) day period, the parties will meet to attempt to mutually agree upon an 
arbitrator selected from the permanent panel created by this procedure. If such agreement is not 
reached, then the panel members names will be stricken alternately until one name remains who 
s~l be designated the arbitrator to hear the grievance in question. 

35.02 The arbitrator shall have no power or authority to add to, subtract from, or in any manner, 
alter the specific terms of this Agreement or to make ony award requiring the commission of any 
act prohibited: by law or to mske any award that itself is CO£!.trary to law or violates any of the 
terms and conditions of this Agreement 

35.03 The arbitrator shall not decide more than one grievance op. the same hearing day or series 
of hearing days except by the mutual written agreement of the parties. 

35.04 The hearing or hearings shall be conducted pursuant to the Rules of Voluntary 
Arbitration of the American Arbitration Association. 

35.05 The fees and expenses of the arbitrator and the cost of the hearing roomi if any, shall be 
home by the party losing the grievan~. All other expenses shall be home by the p~y incurring 
them. · · · 

Neither party shall be responsibl~ for any of the expenses in~ed by the other_part:y. 
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. . . 35.06 The ~bitratOr's decision and award.shall be in wrlting anci d·elivet-ed withi~ tbuty (30) 
· . . · day~ · .frpm the date. the r:e~ofd )s .closed. The decisipn. of the arbitrator shall Qe final .and Binding 
· · ·· · as to· all parties · · · ·· · · .; ·.. · · · · · ·· · · ·, " · · · · .. · · .. : · ·: · · ... · · .·, ·. 

... '.35;61 .. -Th~re.:i~ _her~by created a pe~tµient"paiiel ~farbitr_~to~ to be ~e'tl° fQr the ·~el~tioft of-· .. 
· arbitrators pursuant tcJ.th~s Arbitration Procedure. Those individuals ·placed on this panel shall be: 
1) James Mancini; 2) Dr. Ha'rry Graham; and, 3) Dr. Dennis By:me. · · 

35.08 The Union agrees tci indemnify and hold the Employer harntless against any and all 
cl~. demands~ suits, or other forms or liability th~t may arise out of any determination that the 
F .O.P .-failed to. fairly represent a member of the Bargaining Unit during the ex:ercise of his rights · 
as provided by the Grievance and Arbitration Procedures herein contained. 

35.09 Arbitration for disciplinary matters shall b~ restricted to discipliu~ which exceeds thi-ee 
(3) day suspensio1~s. · 

ARTICLE36 DRUG TESTING 

36.01 .Drug screening/testing. shall be conducted in accord~ce with the attached Drug-Free 
Workplace Policy. (See, Addendum B). Drug screening/testing shall be conducted solely for 
administrative purposes and the results obtained shall not be used in any criminal proceeding. 
Under no circumstances may the results of drug screening or testing be released to a third party, 
except as requir~d by law. The fullowing procedure shall not preclude the Employer from other 
administrative action but such actions shall not be based solely upon the test results. 

36.02 Upon findings of positive test results for an illegal controlled substance the Employer 
shall have the right to disciplinary action. The Employer may require the employee to participate 
in a rehabilitation or detoxification program, ~ determined by appropriate medical personn~l. An 
employee who participates in a rehabilitation or detoxification program shall be allowed to use 
sick leave, vacation leave, and personal days fur the period of.the detoxification program. If no 
such leave credits are available, such employee shall be placed on a medical leave of absence 
without pay_ for the period of the rehabilitation or detoxification program. Upon completion of 
such program and a retest that demonstrates the employee is no longer illegally using a 
controlled substance, the employee shall be returned to his position. Such employee may be 
subject to periodic retesting at the discretion of the Employer upon his return to his position. Any 
employee in the above-mentioned rehabilitation or detoxification programs will not lose any 
seniority or benefits should it be necessary that he be required to take a medical leave of absence 
without pay for a period not to exceed 90 days. 

36.03 If the employee refuses to undergo rehabilitation or detoxification, or if he fails to 
complete a program ofrehabilitation, or if he tests positive at any time within two (2) years after 
his return to work. upon completion of the program of rehabilita!ion, such employee sh?ll be 

·subject to disciplinary·action. Except as· otherwise provided herein, costs of all drug sereening 
~ests and confirmatory tests shall be borne by ~e City. For the purpo~e of this Article, "periodic" 
shilll mean not more than.six (6) tin1es per year, except that drug t~ts niay be' performed at any 
time upo~ .'.'reasonable suspicion" of.drug use or per the random testing process. identified in 
Addendum B .. · · · . · . · · . · · . . · . . . . . · . · -, . 
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. 3.6.Q4 No drug tesHng·l!haU ·be conducted with,ou~ the authoriZ!ltion of tQ.e :Dep~eilt·Head .. ·If 
. ·t~e.IJepar.ttne~~ f¥a4 d~ders, ¢.e.~inpl~y~e shiiµ ~mit .to a· tmtj.cc;ilo~ test jii accqrdaJ?.ce :Wi_th 

·the procedure liet .forth below~ Refusal to ·submit to toxicology-testing after beirig ordered fo do · 
so _may re8ult in disciplihary action. · ." · · . · · . · · · · . 

36.05 The employee and the Union, with proper waiver and authorization from the employee, 
shall be given. a copy of the laboratory report of both speci~ens before any discipli?-e is imposed. 

ARTICLE31 MATERNITY LEA VE 

3.7.01 The Employer ~ay authorize a matemicy leave of absence wi~out pay but with 
continuation of health care benefits for a period not to exceed three (3) calendar months i11 
anyone (1) calendar year for any female employee .due to give birth to a child. 

ARTICLE38 RESIDENCY 

38.01 All Bargaining Unit employees including new hires must maintain a primary residence 
within twenty-two (22) "statute miles" of Police Headquarters as a minimum condition of 
continued employment Any employee who does not maintain such residence may be 
immediately terminated without recourse to the Grievance Procedure. 

ARTICLE39 PROFICIENCY ALLOWANCE 

39.01 Annually, and in accordance with the standards set forth in Ohio Revised Code Section 
109.801, all Bargaining Unit members shall be required to complete a department-approved 
Firearms Re-qualification Program consistent with the requirements of the Ohio Revised Code 
and Regulations issued pursuant thereto. 

Upon presentation of an appropriate letter from an authorized range or, training officer 
evidencing satisfactory comple~on of and compliance with the State of Ohio'~ Firearms 
Requalification Program, each member of the Bargaining Unit shall be entitled to a payment of 
five hundred dollars ($500) each year of the agreement Such sum shall be paid to the employee 
in a lump sum separate check on February 1 st of each contract year. 

39.02 Annually each member of the barga.lning unit shall be required to maintain their 
certification in first aid and CPR. An Officer evidencing re-certification in first aid/CPR shall 
receive a lump sum check for $400.00 on February 1 st of each contract year. 

ARTICLE40 · RETIREMENT 

40.01 Any employee intending to retire should provide the City with at least a six '(6) month . 
advance notificatiolJ,. . · · 

• ' .. 

·20 

'· . 

. . . 



. ·: .. ·AR.TICLE4.l .: . ··: · . · . ·FITNESS .FOR D'UTY ,._ . . . . . . . · ... . . ·. 
. . 

· 41.01 In cases where the Employer feels an· employee is unable to perform ·the essential . . 
elements of his position, an evaluation of the employee's condition.shall be made by the 
physician designated and paid for by the Employer. Should the physician concur with the 
Employer, the employee may be placed on sick leave or extended unpaid leave. 

·Should there be a conflict. between the employee~s doctor and the doctor designated by 
the Employer over an opinion concerning the employee's ability to return to work, the Employer 
will obtain a second opinion. · 

If found unfit for duty an unable to return to regular duty within one (1) year, the 
employee may be separated from service. 

41.02 To conform with the Ohio Peace Office Training Academy (OPOTA) fitness standards 
for entry into police work, all union members will be required to participate in an Annual 
Departmental Wellness Fitness Program. 

Every member of the unit will be required to take an annual medical exam paid for by the 
Employer. A status report from the medical provider will be sent to the Chief of Police indicating 
the member's ability to participate in the physical fitness evaluation. Only the information 
necessary for the general fitness report will be included in this evaluation and will be placed in 
the employee's medical file. 

All Union members that are medically fit to participate in the annual fitness testing are 
required to participate. The goal of the fitness testing will be for every member of the department 
to achieve the 50th percentile for their respective age and gender of the OPOTA fitness standard, 

· which is based on the Cooper Institute research. The fitness test will consist of three (3) objective 
tests: 

Aerobk/Cardiovascular, Muscular Strength, and Muscular Endurance. 

41.03 The Goal of the Annual Wellness Fitness Program is to encourage the degree of fitness 
and agility that promotes good physical and mental health and minimizes illjury and illness 
caused by the demands of emergency response. 

Employees who do not pass the fitness test will be given training and an opportunity to 
pass the test in a subsequent evaluation. Failing the fitness test will not subject the employee to 
progressive discipline. 
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ARTICLE42 EXECUTION 

42.01 IN wrnross WHEREOF, tl}e parties hereto have caused this Agreement to be duly 
executed this ~day of Wt'Rl(Lbei-t-- , 2012. 

FOR THE UNION: 

Fraternal Order of Police 
Lodge No. 116 

?\b~ 

FOR THE EMPLOYER: 
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. . . . ·. 
: ··AJ)DENDUM.B · · 

' . . .. ··The" C;_ty ofWic,k~lffe ·. . . . 
l>RUG-FREE WORKPLACE POLICY 

It is The City of Wickliffe's policy to maintain a safe Blcohol and drug-free workplace 
and promoting high stantlards of ~ployee health. To achieve this, The City of Wickliffe, 
considers the abuse of drugs or alcohol on the job to be an unsafe and countei:productive work 
practice. In accordfince with the Drug-Free Workpl~ce Act of 1988, we hereby emphasiz.e and 
commit that, The City of Wickliffe adopt this Drug-Free.Workplace Policy, iniplementing 
provisions contained herein. · 

DEFINITIONS. 

City Premises - The term "City Premises" as used in this Program includes all property, 
facilities, land, buildings, structures, automobiles, trucks and other vehicles owned, leased or 
used by The Ci~ ofWickliffe. · 

' ' . 
Prohibited Substances - Prohibited substances include illegal drugs, (including controlled 
substances, look-alike drugs and designer drugs) and alcoholic beverages. 

Employee - Individuals who are employed by The City of Wickllff e and are members of the 
bargaining unit covered by this Agreemenl 

Accident - An unplanned, unexpected or unintended event which occurs on The City of 
Wickliffe premises during the conduct o.f the City's business; or during working hours; at which 
involves Cify-supplied motor vehicles or motor vehicles used in conducting the City's business; 
or w~thin the scope of employment, and which results in any of the following: 

A. A Fatality of anyone in the accidenl 

B. Bodily injury requiring off-site medical attention. 

C. Vehicular damage. 

D. Non-vehicular damage. 

E. Other unplanned, unexpected or unintended event that endangers the health, 
safety and welfare of co-workers or the comrmmity. 

. ' 

Reasonable. Cau~e - Reasonable cause shall be defined as slurr~d speech, alcohol smeU, glassy 
or bloodshot eyes and/or erratic beliavfor such as noticeable imbalance, incoherence and 

· dis.orientation. · 

Retest -Testing required in order to return to· work after a.positive drng test and proper 
proc~dura} steps ~ve beeri takeµ.. · . . · · · · 
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Re:·Ailalyz~ - A challenge· of a-·positjve. drug t~t. · --. ' . ·. . - . 

~p~t S-rt~pl~-·-A s~pi~-~~~~:a~::~e ~olle~ti_oti ~~te· ~~P~~fud-into ·~~:-~~;1~ ~~iste~t ~th_ 
approved meth?dologies of the Department ofH'.ealth and Human Services. , -

Positive Drug Test - A test which exceeds the cut-off limits within the established guidelines 
developed by: the U.S. Department of Health ap_d Human Services or one that is tampered with in 
any.way (adulter~ed speciinen). · · 

Negative Drug Test'- A test acceptable for employment. 
. . . . 

Adulterated Specimen - A urine screening which has been tampered with to cover the true 
results. 

Diluted Samples - A urine drug sample which appears to have been made thinner or less 
concentrated by adding a liquid Collection Facility/Site - Approved location where participants 
can provide a specimen for testing. · · 

Substance Abuse and Mental Health Services Administration - SAMSHA 
Gas ChromatographylMass Spectrometry- GCIMS 
Medical Review Officer - MRO 
Under the Influence of a Prohibited Substance - "Under the influence of a prohibited substance" 
as used by this Program, means the following: 

A. Alcohol - Blood alcohol level of as measured by blood or breath tests. 

B. Other Prohibited Substances - Positive results based on the following thresholds 
for urine split sample testing. 

_ Substance Initial Screen Confirmatory 
Threshold Test Threshold 
(ngLmll (ngLml) . 
(i) Marijuana 50 15 · 
(ii) Cocaine 300 150 
(iii) Opiates 2,000 2,000 
(iv) Phencyclidine 25 25 
(v) Amphetamines 1,000 500 

Levels for other prohibited substances shall be in accord with accepted GCIMS 
quantitative procedures as recommepded by the Federal Gqvernment Standards. lJ;l order to 
ensilre that the workplace is free from drugs and/or alcohol, The City of Wickliffe.makes the 
following stateme~~ of policy: 

1. The ~ity of Wicldiffe DFWP policy statements supplant, and not detract from or 
otherwise modify ariy qbligations imposed._ by ~mion contracts, locitl, ~ta~e. or fed~ral-law. . . ._· 
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'· . 

: ·. · . 2.,- . · . ·The il~egaruse, ~a,nufacture, diStiibutioti,:sa,le: or pos~ession of.~uu:cotics, ~gs, " . . · 
o~ cqn~~ll~d sub.stanC?e/3 (in_cl~1.cliiig . .inha)ants qo~t~g co!J.t:roiled s"Qb.sta:ri~~) ~~ile on any : · ·:.- . . · . .. _: . 
p&rµel.pating·Cjty's p:rop.eity;' .in· City :v.ehioles or on· City ti:µie_constitu~es giounds foi: dis~iplinary· ' . 
action up tO and including discharge. The ·city of Wickliffe also ·prohibits certain items such as 
drug paraphernalia and/or literature promoting illegal drug or substance use froni being brought 
on City property or i.11 City vehicles. 

3. Illegal use of drugs, narcotics, or controlled substance8 off duty an~ off the 
participating City's premises is not acceptable because it can affect on-the-job performance and 
the confidence of the public in the pmticipating City's ability to meet its responsibilities; such use 
may constitute grounds for discip~inary action up to and j.ncluding discharge. . 

4. The illegal sale, manufacture, ·or distribution of narcotics, drugs, or controlled 
substances off duty and off the City's premises may result in discharge. 

5.. The abuse of prescription chugs to the extent that job performance or safety is 
compromised is prohibited and such use may constitute groilnds for disciplinary action up to and 
including discharge. 

6. Whether an employee is on or off duty, The City of Wiclcliffe prohibits the 
unauthorized use of alcoholic beverages on City's property or in City vehicles. Such use may 
constitute grounds for disciplinary action up to and including discharge. 

7. Any use of alcohol that adversely affects an employee's job performance is not 
acceptable and may result in disciplinary action up to and including discharge. 

DRUG TESTING 

To provide a means to deter and detect substance abuse and to ensure that employees are 
fit for duty while on the premises of The City of Wickliffe employees shall be required to 
submit tq drug and alcohol testing uqder the following circumstances I : 

1 At a minimum, all drug testing will consist of testing for marijuana, cocaine, 
opiates, amphetamines and phencyclidine. When conducting Federal regulated testing, 
reasonable suspicion and/or post accident - testing may be conducted for any drug in schedule I 
or II of the Controlled Substance Act. 

The City of Wickliffe shall adopt the guidelines of the Department of Health and Human 
Services, DHHS, "Mandatory Guidelines for Federal Workplace Drug Testing Programs", and 
subsequent amendments hereto. These·guidelines shall be admj.uistered by a third patfy 
administrator engaged on behalf of The City of Wickliffe. The Third party Administrator shall 
adopt procedures for the follqwing: split specimen c9llection procedures, Cp.ain-of-custody 
procedures, laboratory qualifications, testing methodologies, quality c0ntrol procedi.ires, qnd . 
reporting requir~ents. 

. .. 
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". ". '· . 

· · ·: · .. : 1.. · .Pre EmpJoyrrien.~."Drug Testing. .. . . ·. . . ·. . .. . ~ . . ·· . . · :· · . . : . . . . . . . 
. . All applicantS being considered' fot employment will be subject to a preemployment dnig 

test. The.City- of Wicldiffe will'not employ the applicant.until the initial drug·screen results are 
received. If the applicant tests positive, he/she will be eliminated from consideration for 
employment. 

2. Reasonable Suspicion Testing Reasonable suspicion testing will occur when 
management has reason to suspect that an employee may be in violation of this Policy. The 
suspici~n will be docwnented ~ writing prior to the r~lease of test findings . .(\. reasonable 
suspicion test may occur when: 

a. Observed behavior, such as direct observation of drug/alcohol use or possession 
and/or physical symptoms of drug and/or alcohol use; 

b. A pattern of abnormal conduct or erratic behavior; · 

c. Arrest or conviction for a drug-related offense, or identification of an employee as 
the focus of a criminal investigation into illegal drug possession, use or 
trafficking. The employee is responsible for notification of the City, within five 
(5) working days, of any drug-related. conviction. · 

d. Information provided either by reliable and credible sources or independently 
corroborated regarding an employees' substance use; or 

e. Newly disc0vered evidence that the employee has tampered with a previous drug 
or alcohol test 

· Reasonable suspicion testing does not require certainty, but mere "hunches" are not 
sufficient to justify testing. To prevent' this, all manager/supervisors will be trained to recognize 
drug and alcohol related signs and symptoms. Testing may be for drugs or alcohol or both. 

3. Post Accident. Post accident testing will be conducted whenever an accident 
occurs, regardless of whether there is an injury. An accident is considered an unplanned, 
unexpected or unintended event that occurs on City property, during the conduct of business, or 
during working hours, or which involves a City-owned motor vehicle or motor vehicles that are 
used in conducting City business, or is within the scope of employment, and which results in any 
of the following: 

EJ., A fatality of any.one involved in the accident; 

b. Bodily injury to the employee and/or another person that requires off-site meqical' 
. attention; 

c, Vehicular damage in a~piirent ·excess 0($250;.or · 
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.. . 

· No:n-vehicut~r Qainage in apparent excess of $250 . 

. . ·· : o. . :· .· ~~e; ~p·l~ed, ~d~~e.~t~:~r ~~t~n~~ ~;e~t ·fu~t ~~~gers. tli·e he~i'ili;·:. 
safety and welfare of co-workers or the commumty. 

When such an accident results in one of the situations above, any employee who may 
have eontributed t? the accident will be. tested for' drugs or alco~ol use or both. 

4. Follow-up Testing after Return to Duty from Assessment or Treatment 

. This test occurs wheµ an employee who~ previously tested posiµve and the decision is. 
made to retain the employee under a "last-chance" agreement. A negative return-to-duty test is · 
required before the employee will be allowed to return to work. If the employee fails this test, 
this will lead to the discontinuation of employment Once an employee passes the drug and/or 
alcohol test and returns to work, management may choose to do additional unannounced tests for 
as long as deemed necessary. Any employee with a second positive test result will be disciplined 
up to and including termination from employment. Follow-up tests will be una11nounce4 and may· 
occur at any time for a time period that management considers reasonable. The intent is to deter 
any subsequent usage that would result in a violation of this Policy and termination of 
employment 

· 5. Random Drug Testing. All existing part time and full time employees will be 
subject to random drug testing during the tune period this policy is implemented. 

Random testing will be conducted using acceptable objectiv~ and non discriminatory 
~mputer generated methods for random selection. Random selection for testing shall not exceed 
25% of the employees. 

6. Testing for Cause. Employees may be required to submit to drug and/or alcohol 
testing at a laboratory chosen by The City of Wickliffe third party administrator, if there is cause 
for reasonable ~uspicion of substance· abuse and/ot after a work related aecident warranting such 
testing. Employees who refuse substance abuse testing under these circumstances, or having 
adulterated samples will be disciplined - up to and including discharge. 

7. Testing as a Condition for Promotion. Employees being promoted to a managerial 
position may be subject to a drug test before the promotion is granted. 

25% of workforce is defined as the total number of The City of Wickliffe full time 
equivalents employees who are subject to random testing over the previous calendar year. 
Holders of Commercial Driver's Licenses (CDL) shall be tested as a separate pool as required by 
federal standards.· 

· ADMINISTRATlON· 
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: · l.. . ·· The Ci~·ofWickliffe· sb:aU submit to f:he Uurd"P~ Administratota ii~t·of°all 
~pl9yees to ~clUde ~l .na;me, ad~~s; city, s.tate, zip co~e,.phone D':lJ;Ilb~r, ~d·~ ~niqu~ .. _ .. 

·.. " Jd~n~~c!ltion n,~~e1)· _(S~c~al ~ecurity p.~b~.ra'.'c~ be subm,itted p;fo~ded ~e empJO¥ep ~$te~ 
·to ~d signs a u~e of scfoiaj. security number authorization.fon:ll). Additlqnally, ·each time The _ 
·City of Wickliffe desires to hire an employee,-the third party achninisµ"ator shall be contacted for 
scheduling of alcohol and drµg screen. · · 

2. : The City of Wickliffe specifies that only laboratories approved by the Department 
of Health & Huinan Services,(DHHS); shall be used to perform substance abuse testing 

3. The Third Party Administrator shall conduct testing consistent with theDHHS. 
T0;9ting form shall be uriQ.alysis EMIT Screen, also referred to as Drug ~creen, plus a gas 
chromatography/mass spectrometry, (GeIMS), confirmatory test for a panel of five drugs, and 
breath ·alcohol test with confirmatory Evidentiary Breath Test (EBT) for alcohol, · 

~· A strict chain of custody will be adopted. Procedures established by DHHS, the 
US Department of Transportation, {DOT), and Federal Motor Carrier Safeo/ Administration, 
(FMC SA) will be utilized. 

5. The City of Wickliffe has determined that the following drug/metabolite in urine 
shall not exceed these levels in non federal testing: 

DRUG lvllT SCREEN (ng/ml) GCMS CONFIRMATION (ag/ml) 
Amphetamines 1000 )00 
Cannabinoids, 50 15 
(MarijuanalTHC) 
Cocaine 300 150 
Opiates 2,000 ~,ooo 
Phencyclidine 25 -5 
(PCP) 

6. A positive te8t shall mean 0.02 or greater for alcohol. 

SPECIMEN COLLECTION PROCEDURE 

Urine specimens and breath testing will be conducted by trained collection personnel who 
meet standards for urine collection and breath alcohol testing. Confidentiality is required from 
the collection sites and labs. Employees are pennitted to provide urine specimens in private, but 
subject to strict scrutiny by collection person.o.el so as to avoid any alteration or substitution of 

. the specimen. Breath alcohol testing will likewise be done in an area that affords the individual 
pri~cy; In all cases, there will- only be one individµal tested at a time. Failure to appear .for 
testing when scheduled. shall be considered re~sal to participate in testing, and will subject an . 
employee to . the range of disciplinary actioll!I, including dismissal, and 'an applicant to the 
cancellation of an offer of employnient. An observ'ed· voiding will only occU:r.if tliere is grounds 
for susp.ecting manipulation of~~ testing process. 
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. . . · ·:. '. .. :·· . ._ · ·.. . REVIEW OF.TEST ruisULTS" ... " :'. . "·: '. · .. · . 
.To e~re"tli.at every employee ~ho '.is tested ~s treated fuirly; The City of Wickliffe's· 

Third Party Administrator shall employ a: Medical Review Officer ("fyIR.0"). The MRO . 
. re8ponsibilities includ~ the following: 

1. Receive Confirmed Positive Results from the Laboratory 

2-. Request, if necessary Quantitative Description of Test Results 

3. Review ~d Interpret Positive ~aboratory Results 

4. Review and Interpret Questionable Laboratory Results (e.g. adulterated 
specimens, etc.) 

5. Inform Tested Individual and Provide Test Results 

6. Conduct a Medical Interview with the Tested Individual . 

7. Review the Individuals Medical History and/or any other Relevant Biomedical 
Factors 

8. Provide the Tested Individual an Opportunity to Discuss the Test Results 

9. Order a Re-Analysis of the Original Sample Specimen at a Certified Laboratory 

10. Consult with Laboratory Officials 

11. Do not Receive Urinalysis Results that DO NOT COMPLY with Mandatory 
Guidelines 

12. Do not Declare as Positive any Opiate-Positive Urine without "Clinical Evidence" 

13. Determine whether a Result is Scientifically Insufficient 

14. Determine whether a Result is Consistent with Legal Drug use 

15. Forward Results of Verified Positive Test to EAP and Management Officials 
Empowered to Recommend or take Administratiye Actio11 

. . . 

EMPLOYEES' RIGHTS WHEN THERE'S~ POSITIVE TEST RESULT 

An empfoyee who te5ts positive under this Policy y.1ill be given an ·opporfym.ity to explain· 
the findings to the MRO prior to the issuance of a positive test result to The City of Wickliffe 
DFWP ·c0<;>rdinator. Upon receipt. of a.confirmed positiv~ finding, the MR6wil:1 attempt to 
contact the employee by .telephone or in ~erson, ~f contact i~ made by·.th,e MRO, ·the ·employe~ . 
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wUl .be inforined -~f the positlve· fi~ding ~rid given .a~ opp.ortuni~ to rebut or explrun the find~gs. 
. . . '.The MRO can ·r~q~e.st lnforma,tio"n·t'lri re~nt medical- history and. Qn tnedicati,oµs. taken within the · 

.· .. ·.;. ..l~t. thirty~~ "by ti:ie ~mployee. tr ~e ¥Ro .1.b:id.s suppprt 41 the: explanation offer¢.~y ~"- .• . 
· e~ployee,_ th~ ·eniployee ma,y.be ~ked to provl:de docwt?-en,tary evidence tp .supporfthe · :. 
· employee's positipn {for example, the names of treating physician.S, pharmacies where . · 

. · prescriptions have been filled, etc.). A failure on the part of the employee to provide such · 
documentary evidence will result in the issuance of a positive report by the MR.O with no 

· attendant medical explanation. A medical disqualification of the employee will result If the 
. employee ·rails to contiict the MRO as instructed, the MRO will issu~ a positive report to the 
City. 

REPOR'IJNG OF RESULTS 

All test results will be reported to the MR.O prior to the results being issued to the City. 
The MRO will receive a detailed report of the .findings of the analysis from the te~ting 
laboratory. Each substance tested for will be listed along with the results of the testing. The City 
of Wickliffe DFWP coordinator will receive a summary report, and this report will indicate that 
the employee passed or· failed the test. All of these procedures are intended to be consistent with 
the most current guidelines for Medical Review Officers, published by the federal Department of 
Health and Human Services. 

STORAGE OF TEST RESULTS AND RIGHT TO REVIEW TEST RESULTS 

All records of drug/alcohol testing will be stored separately and apart from the 
employee's general pe~sonnel documents. These records shall be maintained under lock and key 
at alf times. Access is limited to designated Tlie City of Wickliffe officials. The information 
contained in these files shall be utilized only to properly administer this Policy and to provide to 
certifying agencies for review as required by law. Designated City officials that shall have access 
to these records are charged with the responsibility of maintaining the· confidentiality of these 
records. Any breach of confidentiality with regard to these records may be an offense resulting in 
termination of employment. 

°Any employee tested under this Policy has the right to review and/or receive a copy of 
their own test results. An emplojree may request from the Drug-Free Coordinator, in writing, 
presenting a duly notariZed Employee Request for Release of Drug Tests Results form, 
requesting that a copy of the test be provided. The City will use its best efforts to promptly 
comply _with this request and will issue to the employee a copy of the results personally or by 
U.S. Certified Mail, Retum Receipt Requested. 

POSITIVE TEST RESULTS 
. . . 

Employees who are found to have a confirmed p'ositive drug or alcohol test will be 
immediately tak~n off safety-sensitive duties and are subject tp discipline up to and h~cluding 
termination. · · · · · " · · 
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' 
. · . · ARRESTS. AND CONVICTIONS 

. ~ . ·._ . ·. . . . ·:. : · ... ·· . ·. . .. 

·· i. . ·If an empl~yee is con~cted.under a criminal drug ~tatute ofa violation, the 
employee must notify his/her supervi.Sor no later than five days aner the conviction. 

2. Conviction of an employee for any drug~related · criminal felony, whether on or off 
City premises, may constitute grounds for disciplinary action up to and including discharge. 

EMPLOYEE REHABILITATION/ EMPL.OYEE ASSISTANCE 

Employe~ are continually enco~aged to voluntarily seek help for problems iilvolving 
drugs and alcohol through treatment programs. The City of Wickliffe will cooperate with 
employees who recognize that they have an aicohol or drug problem and request assistance. 
However, any employee whose use of alcohol or drugs constitutes a threat to property or safety, 
or any employee who violates The City of Wickliffe Drug-Free Workplace Policy, or tests 
positive for illegal drug usage, may cons.titute grounds for disciplinary action up to and including 
discharge. 

This Drug and Alcohol Policy reflects the current views of The City of Wickliffe and its 
management However, The City of Wickliffe reserves the right to modify, change, or update 
this policy as it may deem necessary or as required by law provided that adequate notice of such 
change is made to all employees. Below is a list of Local Employee Assistance programs 
employees may voluntarily contact for controlled substance and or alcohol counseling: 
o Concern EAP (UHHS) - 1:-216-663-3287 
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• . . 

. . -
'· ...... ; . 

. ·~ . . · · Training .. · 
·su.,c.rvis.or Trakm:g:·· 

. ~· 
... . · .. 

Each ~upervisor and manag~ent representative under the employee of The City of 
Wickliffe shall participate in supervisor level drug free workplace training. The training shall at a 
minimum cover the identification of controlled substance abuse in the workplace, training, 
employee assistance progran;i.s, discipline, and discharge. Consistent with.the Ohio BWC, 
DFWP, supervisors will be required to participate in an initial training followed by annual 
refresher training. Training for supervisors will be conducted under the direct supervision of a 
Certified Professional. Supervisor training is in addition to employee training. 

: .. : 

Employe.e. Training: 

Each employee, including supervisors, shall participate in The City of Wickliffe 
sponsored employee drug free workplace training. This training, at a minimum, shall include a 
review of the City's policy, substance abllse in the workplace a.lid community treatment 
programs. Consistent with the Ohio BWC, DFWP, employees .will Qe required to participate in 
.an initial training followed by annual refresher training. Training for nonsupervisory employees 
will be conducted under the direct supervision of a Certified Professional. 

Laboi\Wicidiffe\Scrgcants and Ueuts·FINALExp. 2012 
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