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PREAMBLE

This Agreement, entered into by the City of Washington Court House, Ohio, hereinafter
referred to as the “Employer” or “the City”, and the Fraternal Order of Police, Ohio
Labor Council, Inc., hereinafter referred to as the “FOP” or “the Union”, has as its
purpose the following:

To comply with the requirements of Chapter 4117 of the Ohio Revised
Code; and to set forth the full and complete understandings and agreements
between the parties governing the wages, hours, terms and other conditions
of employment for those employees included in the bargaining unit as
defined herein. The parties intend the terms of this Agreement to supersede
any Ohio Revised Code provision on the subjects.




ARTICLE 1
FOP RECOGNITION

Section 1.1. The Employer recognizes the FOP as the sole and exclusive representative
for all full-time non-probationary employees that have been certified by the State
Employment Relations Board in the following units:

Unit A: Sergeants — 89-REP-08-0194 on December 12, 1989

Unit B: Patrol Officers — 89-REP-08-0192 on December 12, 1989

Unit C: Dispatcher, Secretary/Dispatcher — 89-REP-08-0913 on December
12, 1989 as amended on July 17, 1997

Whenever used in this Agreement, the term “bargaining unit” shall be deemed to include
those individuals employed by the Employer in the above classifications.

Section 1.2. It is understood that this Agreement is a multiple unit agreement, entered
into voluntarily by the parties and that no further obligation exists that would require the
parties to bargain for these units in separate negotiations.

Section 1.3. All articles of this agreement shall cover all classifications within the three
(3) bargaining units unless otherwise excluded by the specific language within a specific
article.




ARTICLE 2
NEGOTIATIONS PROCEDURE

Section 2.1. The parties agree that the negotiations procedure outlined in Ohio Revised
Code §§ 4117.08-4117.10 and § 4117.14 will govern this collective bargaining

agreement.

Section 2.2. Bargaining unit employees involved in negotiations shall be released from
work if negotiations occur during their normal work hours, subject to return to work for
emergency response, without loss of pay. If negotiations occur during a period when an
employee is not scheduled to work, the Employer shall count all hours spent in actual
negotiations with the Employer as hours worked. Such time shall not be converted to
compensatory time and cannot be flexed out by the employee. The Union shall not be
permitted to send any more than two (2) bargaining unit employees per certified unit to
negotiations for successor labor agreements.




ARTICLE 3
MANAGEMENT RIGHTS

Section 3.1. The Employer possesses the sole right to operate the Department and all
management rights reposed in it. The Employer’s exclusive rights shall include, but shall
not be limited to the following, except as limited by the terms and conditions set forth in
this Agreement:

A. Determine matters of inherent managerial policy which include but are not limited
to areas of discretion or policy such as functions and programs of the Department,
standards of services, its overall budget, utilization of technology, and
organizational structure;

B. Direct, supervise, evaluate, and/or hire employees;

C. Maintain and improve the efficiency and effectiveness of operations and
programs;

D. Determine the overall methods, process, means or personnel by which operations

are to be conducted;

E. Suspend, discipline, demote, or discharge for just cause;

F. Layoff, assign, promote, or retain employees;

G. Transfer and schedule employees;

H. Promulgate and enforce work rules, department orders, policies and procedures;
L Determine the adequacy of the work force;

J. Determine the mission of the Department as a unit of government;

K. Effectively manage the work force;
L. Take actions to carry out the mission of the Department as a government unit.

Section 3.2. The FOP recognizes and accepts that all rights and responsibilities of the
Employer not specifically modified by this Agreement shall remain the exclusive
function of the Employer.

Section 3.3. Management rights set forth above shall not be impaired by an arbitration
award. Arbitration to determine that certain actions are or are not within the scope of
management rights shall be binding upon the parties. Failure to exercise it in a particular
way shall not be deemed a waiver of any management right. The Employer may make




decisions in the exercise of its management rights without prior negotiation with or
agreement of the FOP.




ARTICLE 4
DRUG/ALCOHOL TESTING

Section 4.1. Drug/alcohol testing may be conducted on employees post-incident, follow-
up, or with reasonable suspicion. (These bargaining units agree to participate in a valid
random drug testing program for employees in safety sensitive positions).

Reasonable suspicion that an employee used or is using a controlled substance or alcohol
in an unlawful or abusive manner may be based upon, but not limited to:

A. Observable phenomena, such as direct observation of drug and alcohol use or
possession and/or the physical symptoms of being under the influence of a drug or
alcohol;

B. A pattern of abnormal conduct or erratic behavior;

C. Arrest or conviction for a drug or alcohol-related offense, or the identification of

an employee as the focus of a criminal investigation into illegal drug or alcohol
possession, use, or trafficking;

D. Information provided either by reliable or credible sources and independently
corroborated; and

E. Evidence that an employee had tampered with a previous drug test.

A bargaining unit employee may of his own volition, even if not ordered to do so,
undergo a drug and/or alcohol screening test if he is involved in an on duty incident or
accident involving bodily injury, extensive property damage or death. Testing done
under these circumstances will be treated in the same manner as if the employee had been
ordered to undergo screening.

Section 4.2. All drug screening tests shall be conducted by medical laboratories meeting
the standards of the Department of Health and Human Services. No test shall be
considered positive until it has been confirmed by a Gas Chromatography/Mass
Spectrometry full scan test or its equivalent. The procedures utilized by the Employer
and testing laboratory shall include an evidentiary chain of custody control. All samples
collected shall be contained in two (2) separate containers for use in the prescribed testing
procedures. All procedures shall be outlined in writing and this outline shall be followed
in all situations arising under this Article.

Section 4.3. Alcohol testing shall be done the same as to detect drivers operating a motor
vehicle under the influence. A positive result of a blood alcohol concentration of .02% or
above shall entitle the Employer to proceed with sanctions as set forth in this Article and
Article 11 (Discipline).

Section 4.4.




A. The results of the testing shall be delivered to the Employer and the employee
tested. An employee whose confirmatory test result is positive shall have the right
to request a certified copy of the testing results in which the vendor shall affirm
that the test results were obtained using the approved protocol methods. The
employee shall provide a signed release for disclosure of the testing results, and
refusing to allow disclosure of results will lead to discharge. Refusal to submit to
the testing provided for under this Agreement may be grounds for discipline.

B. The Employer may suspend the employee without loss of pay before the time the
confirmatory test results are complete. If the screening test and confirmatory test
are positive, the Employer may discipline the employee. The use of illicit
substances, on or off duty, will ordinarily result in termiination. The improper use
of prescription drugs and/or alcohol may result in a lesser discipline, depending
upon the relevant circumstances. Such discipline must be uniform in its

application.
Section 4.5.
A.  If adrug screening test is positive, a confirmatory test shall be conducted utilizing

the fluid from the same container collected in the manner prescribed above.

B. In the event the second test confirms the results of the first test, the Employer may
proceed within the sanctions as set forth in this Article.

C. In the event that the second test contradicts the result of the first test, the Employer
may request a third test in accordance with the procedures prescribed above. The
results of this test, if positive, shall allow the Employer to proceed with sanctions
as set forth in this Article. If the results are negative, the employee shall be given
the benefit of the doubt and no sanctions shall be imposed.

D. In the event that any two (2) results are positive, the employee is entitled to have
the sample in the second container tested in the manner prescribed above at the
employee’s expense. The results of this test, whether positive or negative, shall be
determinative.

Section 4.6. A list of two (2) testing laboratories shall be maintained by the Employer.
These laboratories shall conduct any testing directed by the Employer.

Section 4.7. If the testing required above has produced a positive result, the Employer
may take disciplinary action and/or require the employee to participate in any
rehabilitation or detoxification program that is covered by the employee’s health
insurance. An employee who participates in a rehabilitation or detoxification program
shall be allowed to use sick time, compensatory days, vacation leave, and personal leave
days for a period of the rehabilitation or detoxification program. If no such leave credits
are available, the employee shall be placed on medical leave of absence without pay for
the period of the rehabilitation or detoxification program. Upon completion of such
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program, and upon receiving results from a retest demonstrating that the employee is no
longer abusing a substance, the employee may be returned to his former position. Such
employee may be subject to periodic retesting upon his return to his position for a period
of one (1) year from the date of his return to work. Any employee in a rehabilitation or
detoxification program in accordance with this Article will not lose any seniority or
benefits, should it be necessary for the employee to be placed on medical leave of
absence without pay for a period not to exceed ninety (90) days.

Section 4.8. If the employee refuses to undergo rehabilitation or detoxification, or if he
tests positive during a retesting within one (1) year after his return to work from such a
program, the employee shall be subject to disciplinary action up to and including
termination of his employment.

Section 4.9. Costs of all drug screening tests and confirmatory tests shall be borne by the
Employer except that any test initiated by the employee and follow-up tests shall be at the

employee’s expense.

Section 4.10. All test results and actions taken under or pursuant to this Article shall be
kept confidential if allowed by state and federal law.

10




ARTICLE 5
NON-DISCRIMINATION

Section 5.1. Neither the Employer nor the FOP shall discriminate unlawfully against any
bargaining unit employee on the basis of age, sex, race, color, religion, disability, or
national origin. The employer, however, reserves the right to establish bona fide
occupational qualifications, which employees and prospective employees must satisfy as
a term or condition of employment.

Section 5.2. 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.

Section 5.3. No employee shall be discriminated against, harassed or reassigned due to
the employee exercising his or her grievance rights granted under this agreement.
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ARTICLE 6
FOP REPRESENTATION

Section 6.1. Representative(s) of the FOP shall be admitted to the Employer’s facilities
for the purpose of processing grievances or attending meetings as permitted herein. The
FOP Representative’s appearance at the Employer’s facility shall not cause an employee
to conduct union business while such employee is on duty, unless the conduction of
union business with an employee during working hours is specifically authorized by this
Agreement. Upon arrival, the FOP Representative shall identify himself to the Employer
or the Employer’s designated representative.

Section 6.2. The Employer shall recognize employees designated by the FOP to act as
FOP representatives for the purpose of representation as outlined under this Agreement.

Section 6.3. The FOP shall provide to the Employer a roster of its officers and FOP
Representatives which is to be kept current at all times and shall include the following:

A. Name

B. Address

C. Home Telephone Number

D.  Immediate Supervisor’s name and phone number
E. FOP Office Held

No employee shall be recognized by the Employer as FOP representative until the FOP
has presented the Employer with written certification of that person’s selection.

Section 6.4. Rules governing the activity of FOP representatives are as follows:

A. The FOP agrees that no official of the FOP, employee or non-employee, shall
interfere, interrupt, or disrupt the normal work duties of other employees. The
FOP further agrees not to conduct FOP business during working hours except to
the extent specifically authorized herein.

B. The FOP Representatives shall not enter any work areas of the Employer without
obtaining permission of the Employer or the designated representative of the
Employer, and shall not conduct FOP activities in any work area(s) without
notifying the supervisor(s) in charge of that area(s) of the nature of the FOP
activity.

Section 6.5. The FOP shall be permitted, upon prior written request to the Employer or
his designee, to place a ballot box in the Employer’s facility to collect ballots on FOP
issues subject to ballot. Ballot boxes may not be placed in the Employer’s facility in
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excess of twenty-one (21) days per calendar year without written permission of the
employer or his designee. Ballot boxes and their contents are the property of the FOP,
and shall not be subject to review by the Employer or non-bargaining unit staff. The
Employer shall bear no responsibility for any ballot boxes placed within the Employer’s
facility.
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ARTICLE 7
UNION DUES

Section 7.1. The Employer agrees to deduct FOP membership dues in accordance with
this Article for all employees of the bargaining unit.

Section 7.2. The Employer agrees to deduct regular FOP membership dues (One-half the
amount from each of the first two [2] paychecks each month) from the pay of any
employee in the bargaining unit eligible for such deduction upon receiving written
authorization signed individually and voluntarily by the employee. A signed payroll
deduction form as provided by the Employer must be presented to the Employer by the
employee. Upon receipt of the proper authorization, the Employer will deduct FOP dues
from the payroll check for the next pay period following the pay period in which the
authorization was received by the Employer.

Section 7.3. The parties agree that the Employer assumes no obligation, financial or
otherwise, arising out of the provisions of this Article regarding the deduction of FOP
dues. The FOP hereby agrees that it will indemnify and hold the Employer harmless
from any claims, actions or proceedings by any employee arising from deductions made
by the Employer pursuant to this Article. Once the funds are remitted to the FOP, their
disposition thereafter shall be the sole and exclusive obligation and responsibility of the
FOP.

Section 7.4. The Employer shall be relieved from making such individual “check-off”
deductions upon an employee’s (1) termination of employment; (2) transfer to a job other
than one covered by the bargaining unit; (3) layoff from work; (4) an unpaid leave of
absence; (5) written revocation of the check-off authorization in accordance with the
terms of this Agreement; or (6) resignation by the employee from the FOP.

Section 7.5. The Employer shall not be obligated to make dues deductions from any
employee who, during any dues payment period involved, shall have failed to receive
sufficient wages to make all legally required deductions in addition to the deduction of
FOP dues.

Section 7.6. The rate at which dues are to be deducted shall be certified to the employer
by the FOP as is necessary to be accurate. One (1) month advance notice must be given
the payroll clerk prior to making changes in an individual’s dues deductions.

Section 7.7. Except as otherwise provided herein, each eligible employee’s written
authorization for dues deduction shall be honored by the Employer for the duration of this
Agreement.

Section 7.8. Fair Share Fee.

A.  Payroll Deductions of Fair Share Fee — The city shall deduct from the pay of
members of the bargaining unit who elect not to become or remain members of the
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FOP, a fair share fee for the FOP’s representation of such non-members during the
term of this contract. No Non-member filing a timely demand shall be required to
subsidize partisan political or ideological causes, or any other endeavors not
germane to the FOP’s work in the realm of collective bargaining and contract
administration.

Notification of the Amount of Fair Share Fee — Notice of the amount of the
annual fair share fee, which shall not exceed 100% of the FOP dues for members,
shall be transmitted by the FOP to the City Finance Director as is necessary to be
accurate during the term of this contract for the purpose of determining the amount
to be payroll deducted. The City agrees to transmit all amounts deducted to the
FOP once each month, at the same time and to the same place as regular
membership dues.

The FOP represents to the City that an internal rebate procedure has been
established in accordance with Section No. 4117.09(C) of the Revised Code, and
that a procedure for challenging the amount of the representation fee has been
established and will be given to each member of the bargaining unit who does not
join the FOP, and that such procedure and notice shall be in compliance with all
applicable state and federal laws and the constitutions of the United States and the
State of Ohio.

Entitlement to Rebate — Upon timely demand, non-members may apply to the
FOP for an advance reduction/rebate of the fair share fee pursuant to the internal
procedures adopted by the FOP.

Indemnification of Employer — The FOP shall defend, indemnify and hold
harmless the City, the City Council members, the Finance Director, and any and
all other officers and employees of the City against any and all claims and/or costs
arising from or in any way related to the implementation and enforcement of this
Article, specifically including, but not limited to, any costs arising from an action
in any court or administrative agency alleging that the FOP’s internal rebate
procedure is legally defective.
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ARTICLE 8
BULLETIN BOARDS

Section 8.1. The Employer agrees to provide space for the FOP bulletin board in an
agreed upon area of the Employer’s facilities.

Section 8.2. All FOP notices of any kind posted on the bulletin boards shall be signed,
posted or removed by the FOP representative. It is understood that no material may be
posted on the FOP bulletin board at any time which contains the following:

A. Personal attacks on any other member or any other employee;

B. Scandalous, scurrilous or derogatory attacks upon the Employer, or any other
governmental units or officials;

C. Attacks on and/or favorable comments regarding a candidate for public office.

Section 8.3. No FOP related materials of any kind may be posted anywhere in the
Employer’s facilities or on the Employer’s equipment except on the FOP bulletin board.

Section 8.4. Upon the request of the Employer or his designee, the FOP shall cause the
immediate removal of any material posted in violation of this Article.

Section 8.5. The FOP bulletin board shall be used only for FOP bargaining units.
Section 8.6. All items posted on the bulletin board shall be initialed by the person who

posts the item, dated to indicate the actual date of posting, and removed within forty-five
(45) days of posting.
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ARTICLE 9
WORK RULES — GENERAL ORDERS

Section 9.1. The Employer may issue or modify work rules for employees. The
Employer agrees that all work rules and general orders shall be applied uniformly within
the group or groups of employees to whom such rules and/or general orders are directed.

Section 9.2. In the event the Employer seeks national accreditation for the Police
Department, the Employer and the FOP recognize that the current work rules established
by the Employer may change. Both parties agree to work together to effectuate the
desired accreditation. The FOP and the Employer may meet to discuss any change that
may be affected by the accreditation process. In the event a meeting is held during the
working hours of an employee who wishes to partake in the meetings to discuss any
changes in the Employer’s work rules, such employee may be released from duty and
shall not lose pay or benefits. The FOP agrees not to pursue binding grievance arbitration
under Article 12 to challenge or dispute the decision to see, or the effects/affects of
seeking, national accreditation.

Section 9.3. One (1) copy of the City’s Personnel Policy and Procedure Manual shall be
provided to the Chairman of the FOP grievance committee. Copies of any additions to
said manual will also be provided. Except where specifically overridden by this contract,
the City’s Personnel Policy and Procedure Manual shall be in effect and apply to
employees during the term of this contract.
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ARTICLE 10
HEALTH AND SAFETY

Section 10.1. It is agreed that the health and safety of the work force is a prime concern
and responsibility of both parties.

Section 10.2. All alleged unsafe working conditions or health hazards must be reported
to the Policy Chief as soon as such alleged conditions or hazards are known. The Police
Chief shall investigate the condition as promptly as warranted and determine whether
such condition does in fact present a significant threat to the safety or health of the
employee(s) involved and, if he deems it necessary, initiate appropriate action.
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ARTICLE 11
DISCIPLINE

Section 11.1. Except as provided elsewhere in this Agreement, no employee shall be
reprimanded, reduced in pay or position, suspended, discharged, or removed except for
just cause.

Section 11.2. Except in unusual circumstances, discipline will be applied in a corrective,
progressive and uniform manner.

Section 11.3. When an employee is asked to attend a meeting or conference with a
supervisor and the employee reasonably believes that discipline may result from such
meeting or conference, he may request that a local FOP representative be present.

Section 11.4. When the Employer has reason to believe an employee warrants discipline,
such employee shall have a pre-disciplinary conference. The Employer shall furnish the
employee written notice of the charges against him and notice of the time and date of the
conference at least forty-eighty (48) hours prior to such conference. At the conference,
the employee or his FOP representative shall be given an opportunity to respond to the
charges. An employee may waive the right to such pre-disciplinary conference by
notifying the Employer in writing.

Section 11.5. An employee must appeal any disciplinary action only through the
grievance procedure set forth in this contract within seven (7) calendar days from the
time the Employer notifies the employee in writing of the disciplinary action taken
against him. The day the employee receives notification of the disciplinary action shall
not be counted towards the time limits in which the employee can file his grievance.

Section 11.6. The Employer agrees that all disciplinary procedures shall be carried out in
private and in a businesslike manner. When actual discipline is to be given to any
employee, he will be informed prior to the time that he may have a Union representative
accompany him unless such action is solely the notification of discipline imposed.

Section 11.7. If the Employer determines that the employee’s continued employment
prior to the conference poses a danger to persons or property or a threat of disrupting
operations, he may relieve the employee from duty pending the conference provided for
in Section 11.3 above to determine final disciplinary action.

Section 11.8. This Agreement shall be the sole and exclusive remedy for an employee
wishing to contest a disciplinary action by use of the grievance procedure in Article 12.
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ARTICLE 12
GRIEVANCE PROCEDURE

Section 12.1. The term “grievance” shall mean an allegation by a bargaining unit
employee that there has been a breach, misinterpretation, or improper application of this
Agreement. The term “grievant” shall mean the employee initiating a grievance. It is not
intended that the grievance procedure be used to affect changes in the Articles of this
Agreement nor those matters which are controlled by the provisions of the Federal Law,
State Law, the Constitution of the United States or the State of Ohio, unless alterable
state statutory provisions are lawfully modified by this labor agreement.

Section 12.2. All grievances must be processed at the proper step in order to be
considered at subsequent steps. Any employee may withdraw a grievance at any point by
submitting in writing a statement to that effect, or by permitting the time requirements at
each step to lapse without further appeal. Any grievance, which is not processed by the
employee within the time limits provided, shall be considered waived.

Any grievance not answered by the Employer within the stipulated time limits will be
advanced by the employee to the next step in the grievance procedure. All time limits on
grievances may be extended or reduced upon mutual written consent of the parties.

Any grievant may, if he so desires, have an FOP representative of his choice accompany
the grievant at any step or meeting provided for in this Article.

Section 12.3. It is the mutual desire of the Employer and the FOP to provide for prompt
adjustment of grievances, with a minimum amount of interruption of the work schedules.
Every reasonable effort shall be made by the Employer and the FOP to affect the
resolution of grievances at the earliest step possible. In furtherance of this objective, the
following procedure shall be followed.

Step 1:  In order for an alleged grievance to receive consideration under this procedure
the grievant must identify the alleged grievance to the Police Chief or his
designee within seven (7) calendar days after the employee knows or should
have reasonably known the facts giving rise to the grievance. Such grievance
shall be in writing. The Police Chief or his designee shall investigate and
provide an appropriate answer directly to the grievant or a representative of the
grievant within seven (7) calendar days following the date on which the
grievance was presented.

Step 2:  If the grievance is not resolved in Step 1, the employee may within seven (7)
calendar days following the Step 1 reply, refer the grievance to the City
Manager or his designee. The City Manager or his designee shall have seven
(7) calendar days in which to schedule a meeting, if he deems such necessary,
with the aggrieved employee. The City Manager or his designee shall
investigate and respond in writing to the grievant within seven (7) calendar
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days following the meeting date or seven (7) calendar days following receipt of
the grievance, whichever is later.

Step 3: A grievance unresolved at Step 2 may be submitted to arbitration upon request
of the FOP in accordance with provisions of Section 4 and Section 10 of this
Article hereinafter set forth.

Section 12.4. The FOP, based upon the facts presented, has the right to decide whether to
arbitrate a grievance. Within fourteen (14) calendar days from the date of the final
answer on a grievance at Step 2, the FOP shall notify the Employer of its intent to seek
arbitration of an unresolved grievance. Notification to seek arbitration by the FOP must
be in writing and must either be hand delivered or delivered by certified mail. The FOP
may withdraw its request to arbitrate at any time prior to the actual hearing. Any
cancellation fee due the arbitrator shall be paid by the party or parties canceling the
arbitration. Any grievance not submitted within the fourteen (14) calendar day period
described above shall be deemed settled on the basis of the last answer given by the
Employer or his representative(s).

Within fourteen (14) calendar days following the notice to arbitrate, the parties shall
either agree upon an arbitrator or shall request in writing to the Federal Mediation and
Conciliation Service to furnish the parties with a list of seven (7) arbitrators. The parties
shall within seven (7) calendar days of receipt of the list of arbitrators alternately strike
the names of the arbitrators until only one (1) name remains. The party who loses a coin
toss shall strike first. Thereafter the parties shall alternate striking the first name.

The arbitrator shall limit his decision strictly to the interpretation, application, or
enforcement of specific Articles on this Agreement. The arbitrator shall not have the
authority to add to, subtract from, modify, change or alter any of the provisions of this
Agreement, nor to add to, subtract from or modify the language therein in arriving at a
determination of any issue presented that is properly within the limitations expressed
herein. The arbitrator shall expressly confine himself to the precise issue(s) submitted for
arbitration and shall have no authority to determine any other issue(s) not so submitted to
him or to submit observations or declarations of opinion which are not directly essential
in reaching the determination.

The question of arbitrability of a grievance may be raised by either party before the
arbitration hearing of 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 arbitrable, the alleged grievance will be heard on its merits before the same
arbitrator.

The decision of the arbitrator shall be final and binding on the grievant, the FOP and the
Employer. The arbitrator shall be requested to issue his decision within thirty (30)
calendar days after the conclusion of testimony and argument or submission of final
briefs.
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The costs of the services of the arbitrator, the costs of any proofs produced at the
direction of the arbitrator, and the fee of the arbitrator shall be borne equally by the
parties. The expenses of any non-employee witness shall be borne, if any, by the party
calling them. The fees of the court reporter shall be paid by the party asking for one, or
split equally by the parties if both parties desire a reporter, or request a copy of any
transcripts. The grievant only shall not lose pay or benefits to the extent such hearing
hours are during normally scheduled working hours on the day of the hearing. The
grievance hearing will be held at a mutually agreeable date and time. All reasonable
steps shall be taken to schedule the grievance hearing for a date and time that does not
conflict with the working schedules of the grievant or any employee witness.

Section 12.5. All grievances must contain the following information to be considered
and must be filed using the grievance form mutually agreed upon by both parties:

A.  Aggrieved employee’s name and signature

B.  Aggrieved employee’s classification
C. Date grievance was filed in writing
D.  Date and time incident occurred

E. A description of the incident giving rise to the grievance
F. Specific Articles and Sections of the Agreement violated
G.  Desired remedy to resolve the grievance

The FOP shall have the responsibility for the duplication, distribution, and their own
accounting of the grievance form.

Section 12.6. Identical grievances may be consolidated with the consent of the individual
grievant and upon agreement of the FOP and the Appointing Authority.

Section 12.7. Whenever any time limit specified in this Article ends on a Saturday,
Sunday, or legal holiday, the end of such time limit shall be extended until the end of the
next day which is not a Saturday, Sunday or legal holiday.

Section 12.8. When an employee covered by this Agreement chooses to represent
himself in the presentation of a grievance, no adjustment of the grievance will be
inconsistent with the terms of this Agreement. Prior to the adjustment of any such
grievance, the appropriate FOP representative will be notified of his right to be present at
the adjustment.

Section 12.9. The investigation of a grievance (alleged or filed) shall be on non-work
time, except in those circumstances where time constraints or safety factors deem it
necessary that the grievance be investigated immediately. Writing of grievances by
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representatives may be performed during working hours when such activity does not
interfere with the performance of the representative’s assigned duties.

Section 12.10. Disciplinary actions of verbal warning (record of instruction and
cautioning) and/or written reprimand taken by the Employer against any bargaining unit
employee may be appealed to steps one and two of the grievance procedure, but shall not
be appealed to step three (arbitration).

Disciplinary actions of suspensions without pay, reduction in pay or classification, and/or
discharge from employment taken by the Employer against any bargaining unit employee
may be appealed to steps two and three of the grievance procedure. Such grievances
shall be submitted directly to step two within seven (7) calendar days after the employee
knows or should have reasonably known the facts giving rise to the grievance.
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ARTICLE 13
PROBATIONARY PERIODS

Section 13.1. Every newly hired employee will be required to successfully complete a
probationary period. The probationary period for new sworn employees shall begin on
the first day for which the employee receives compensation from the Employer and shall
continue for a period not to exceed one (1) year from the date of receipt of the Ohio
Peace Officer Certificate (if not certified at hire date), or one (1) year from date of hire if
peace officer certification is established at date of hire. The probationary period for
newly hired dispatchers shall begin on the first day for which the employee receives
compensation from the Employer and shall continue for a period not to exceed one (1)
year from the date of receipt of L.E.A.D.S Certification (if not certified at hire date), or
one (1) year from date of hire if L.E.A.D.S. Certification is established at date of hire.
Newly hired employees shall be “employee-at-will” until completion of the probationary
period. Probationary employees may be discharged at any time during the probationary
period and shall have no right to the grievance procedure, or to an appeal to the Civil
Service Board. During the probationary period, the employee shall be included in the
classification of “probationary employee,” and shall be subject to applicable city
ordinances and policies and procedures.
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ARTICLE 14
SENIORITY

Section 14.1. "Seniority" shall be computed on the basis of uninterrupted length of
continuous service with the City of Washington Court House Police Department. A
probationary employee shall have no seniority until he satisfactorily completes the
probationary period. An employee's seniority shall be terminated when one or more of
the following occurs: 1) he resigns; 2) he is discharged for cause; 3) he is laid off for a
period exceeding three hundred and sixty five days (365); 4) he refuses a recall or fails
to report to work within seven (7) days from the date the Employer mails by certified
mail the recall notice; 5) he retires; 6) he dies; 7) he is lawfully separated from

employment.

Section 14.2. An approved leave of absence does not constitute a break in continuous
service, provided the employee follows the proper procedure for such leave, and returns
to active service immediately following the expiration of the approved leave.

Section 14.3. The policy as presented to the union on May 2, 2013 shall be the procedure
used for shift bids for the life of this agreement.
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ARTICLE 15
VACANCIES AND PROMOTIONS

Section 15.1. The parties agree that all appointments to the position of Police Officer
shall be from eligibility lists as requested by the Chief of Police, and in accordance with
municipal civil service board rules.

Section 15.2. Nothing in this Article shall be construed to limit or prevent the Employer
from temporarily filling a vacant position pending the Employer's determination to fill
the vacancy on a permanent basis. Additionally, nothing in this Article shall be construed
to require the Employer to fill a vacant position.

Section 15.3. A police officer must serve in the rank of police officer a minimum of
forty-eight (48) cumulative months with the City of Washington Court House Police
Department, calculated from the original date of hire, before becoming eligible to be
promoted to the next higher rank. Promotions shall be made according to the
candidate(s) ranking on the eligibility list based upon the final score i.e. 1, 2, 3. If a
candidate declines the promotion the next candidate shall be offered the promotion and so
on until all promotions have been filled. Nothing in this Article shall be construed to limit
or prevent the Employer from hiring an individual that is not currently in the bargaining
unit to fill a vacant position or assume the rank of a newly created position.

The process for the promotional Sergeants examination will consist of a written exam,
oral test, and /or assessment centers, and shall relate to those matters which test the
ability of the person being examined to discharge the particular duties of the position
sought.

The written examination shall be equivalent to sixty percent (60%) of the total promotion
score. No person shall be eligible for promotion unless he or she has received a passing
score of seventy percent (70%) on the written portion of the assessment center
promotional examination, and any person not receiving such passing score on the written
portion of the examination will not be allowed to proceed to the assessment and interview
portion of the examination.

The professional outside assessment shall be utilized and shall be equivalent to thirty
percent (30%) of the total score.

The interview and assessment by City staff shall be equivalent to ten percent (10%) of the
total score.

An employee taking an assessment center promotional examination must obtain at least
seventy percent (70%) total score to be placed on an eligible list. Seniority credits will be
applied at the end of the testing process, provided the applicant obtains at least s seventy
percent (70%) total score.

Credit for seniority shall equal, for the first four (4) years of service, one percent (1%) of
the total grade attainable in the promotion examination; and, for each of the fifth )
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through fourteenth (14™) years of service tents (.6) of one percent (1%) of the total grade
attainable, with a total maximum allowance of them (10) points.

The parties agree that the interpretation of minimum of forty-eight (48) cumulative
months “for eligibility for promotion is to be interpreted to require a minimum of forty-
eight (48) cumulative months before a police officer is eligible to sit for a Sergeant’s
promotional examination. In other words, the employee must have at least forty-eight
(48) cumulative months with the City of Washington Court House Police Department
prior to the date scheduled for the promotional examination to be eligible to sit for such
examination.

Section 15.4. For pay purposes, any promotions following the initial appointment of a
Police Officer shall change the anniversary date of the employee promoted. FEach.
promotion thereafter, the anniversary date shall change to the effective date of that
promotion within the Department of Police. Subsequent step increases would be given
on the anniversary date of the latest promotion in the current position held.

Section 15.5. The parties agree the Dispatcher II position(s) require extra work and/or
responsibilities and are filled by the Chief of Police as an assignment, not as a promotion.
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ARTICLE 16
LAYOFF AND RECALL

Section 16.1. When the Employer determines that a long term layoff or job abolishment
1s necessary, he shall notify the affected employee(s) as soon as possible but not less than
ten (10) calendar days in advance of the effective date of the layoff or job abolishment.
Employees will be notified of the Employer's decision to implement any short-term
layoff, lasting seventy-two (72) hours or less, as soon as possible. The layoff procedure
shall not be used for disciplinary purposes.

Section 16.2. Layoff order shall be in the inverse order of seniority. Employees who are
laid off shall be placed on a recall list for a period of three hundred sixty-five (365)
calendar days. If there is a recall, employees who are still on the recall list shall be
recalled, in the inverse order of their layoff, provided they are presently qualified to
perform the work in the work section to which they are recalled.

Section 16.3. Notice of recall shall be sent to the employee by certified mail with a copy
to the FOP. The employer shall be deemed to have fulfilled its obligations by mailing the
recall notice by certified mail, return receipt requested, to the last mailing address
provided by the employee. It is the responsibility of the employee to provide the
Employer with a written notice of any change of address and/or telephone number during
his period of layoff.

Section 16.4. The recalled employee shall have five (5) calendar days following the date
of receipt or attempted delivery of the recall notice to notify the Employer of his intention
to return to work and shall actually return to work as soon as possible, but not more than
seven (7) days following the receipt or attempted delivery of the recall notice in which to
report for duty, unless a later date for returning to work is otherwise specified in the
notice.
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ARTICLE 17
PERSONNEL FILES

Section 17.1. Each employee may inspect all his personnel file(s) maintained by the
Employer at a mutually agreeable time during the regular scheduled working hours of the
administrative staff of any documents contained therein. At a reasonable cost, the
bargaining unit member shall be permitted to make copies of material in the file. An
employee shall be entitled to have a representative of his choice accompany him during
each review.

Section 17.2. If the employee feels that any document, statement, or notation in his
personnel file is inaccurate or unfavorable to him, he shall be given the right to place a
statement of rebuttal or explanation in his file. Such statement shall not contain any
defamatory or scurrilous attacks upon any employee, supervisor or the Employer.

Section 17.3. Employees will not be required to sign any documents relating to personnel
matters except to acknowledge receipt of that document.

Section 17.4. Records of instruction and cautioning shall cease to have force and effect
one (1) year after their effective date, providing there is no intervening disciplinary action
of any nature during that time period. Records of written reprimands shall cease to have
force and effect two (2) years after their effective date, providing there is no intervening
disciplinary action of any nature during that time period. Records of suspension shall
cease to have force and effect three (3) years after their effective date, providing there is
no intervening disciplinary action of any nature during that time period.

Section 17.5. This Article is intended to comply with the Ohio Public Records Act, R.C.
149.43, and nothing in this labor agreement shall contradict such Act.
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ARTICLE 18
HOURS OF WORK AND OVERTIME

Section 18.1. The work week shall consist of forty (40) hours based on five (5) eight (8)
hour work days and two (2) consecutive days off, or four (4) ten (10) hour days with
three (3) consecutive days off.

Section 18.2. Overtime at the rate of one and one-half (1-1/2) times the employee's
regular hourly rate will be paid for any hours in paid status (except sick time, off duty
court time, and military time) in excess of forty (40) hours in a work week, or the
appropriate hours in a work day; (either eight (8) or ten (10) hours according to the
employee’s schedule). However, any sick leave time, (not previously scheduled) that is
taken in the work week when overtime is worked, shall not be considered time worked
for calculating overtime and shall void the overtime pay until such time as the “actual
hours worked” would apply, unless the overtime is not a pre-scheduled shift or the
employee is called in under Article 19. Overtime must be authorized in advance by the
Police Chief or Supervisor on Duty.

Section 18.3. If authorized by the Police Chief or his designee, the employee will be
allowed to take banked compensatory time off at the rate of one and one-half hours of
compensatory time for each hour of overtime work. An employee who earns overtime in
an OIC position and chooses compensatory time shall be compensated an additional one
(1) hour of compensatory time for each eight (8) hour