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ARTICLE 1
PURPOSE

Section 1.1. Purpose. This Agreement is entered into this day of September 5, 2013, between
the Vinton County Board of Commissioners (referred to as “Employer”), and International
Association of EMTs and Paramedics Local 054, SEIU/NAGE, CTW, CLC (“IAEP” or
“Union”), to set forth the full and complete understandings and agreements and establish the
wages, hours, terms, and conditions of employment between the parties 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 specifically contained herein.

ARTICLE 2
RECOGNITION

Section 2.1. Union As Employees’ Representative. The County hereby recognizes the Union as
the sole and exclusive representative for all employees included within the bargaining unit
described in the State Employment Relations Board’s order of April 10, 2008 in Case No. 07-
REP-07-0101 on matters related to wages, hours, and other terms and conditions of employment.

Section 2.2. Bargaining Unit. The Bargaining Unit shall consist of the following:

Included: All full-time, regular part-time and casual EMT-B, EMT-I, and Paramedics.
Excluded: All other employees, including Clerical, Administrative, and Billing.

Section 2.3. If New Classification Created. In the event that a new classification is created, and
the parties disagree as to whether such position should be included or excluded from the
bargaining unit, the dispute shall be submitted to the State Employment Relations Board in
accordance with their rules.

Section 2.4. Temporary Transfer Outside Bargaining Unit. If an employee is temporarily
transferred or reassigned (for less than six (6) months) to a position outside of the bargaining

unit, the employee shall remain a member of the bargaining unit. However, the County may
modify the temporarily transferred or reassigned employee’s terms and conditions of
employment during the period of the transfer or reassignment consistent with the terms and
conditions of employment of those employees who are employed in a position similar to that into
which the temporarily transferred employee has been placed.

ARTICLE 3
UNION RIGHTS

Section 3.1. Union Representatives/Stewards. The Employer recognizes the right of the Union
to designate Union Representatives or Stewards. The Union agrees to notify the Employer in
writing within seven (7) days of any changes to such designation. No employee shall be
recognized as a Union Representative or steward until the Union has presented the Employer
with written notice that employee’s selection. The authority of the Union Steward shall be
limited to, and shall not exceed, the following duties and responsibilities:
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Grievances: The investigation and presentation of individual grievances with the
Employer or the designated Employer representative in accordance with the provisions of
this Agreement provided it does not interfere with the Employer’s operations as
determined by the Employer.

Information: The transmission of such messages and information which originate with
and are authorized by an officer of the Union, provided such messages and information
have been reduced to writing, or are of a routine nature and do not involve, encourage, or
condone work stoppages, slowdowns, refusal to handle assignments, or any other
interference with the Employer’s operations. All written notices shall be posted only on
the designated bulletin board.

Section 3.2. Admittance To Work Areas. With prior notice given to Employer by the Union, a
Union Staff Representative may visit the work site(s) in order to view the conditions under
which bargaining unit members are working including but not limited to crew quarters and other
conditions of employment. The Union Staff Representative shall not interfere with the
performance of work or duties of employees and shall be responsible for observing all safety
standards and confidentiality requirements at the work site or location.

Section 3.3. Steward Release Time. Union Representatives, designated in accordance with the
provisions herein, upon presentation of proper advance notice to their supervisor, shall be
allowed reasonable release time for the investigation and presentation of grievances and for
mutually scheduled meetings with the Employer for the resolution of disputes arising under this
Agreement. Such time may, at the request of the employee, be designated vacation leave or
unpaid time off. In no event are Union Officials entitled to be paid by the Employer during time
they spent acting in the capacity of Union Representative or Steward outside their normal
schedule work hours. Representatives, who, while on duty, attend mutually scheduled meetings
with the Employer for the purpose of resolving disputes arising under this Agreement, will not
lose pay for attending the meetings.

Section 3.4. Bulletin Board. The Employer agrees to provide a bulletin board for use by the
Union. All Union notices, which appear on the bulletin boards, shall be posted, and removed by
the Union President or his/her designee. No material may be posted on the Union bulletin boards
that contain the following:

A. Personal attacks upon any employee;

B Scandalous, scurrilous or derogatory attacks upon the administration;

C. Attacks on any other employee organization, regardless of whether the organization has
local membership; or, '

D Attacks on and/or favorable comments regarding a candidate for public office, or for

office in an employee organization.
Material posted in violation of this Article may be removed by the Director and notice to the

Union President within twenty-four (24) hours. Violation or misuse of this section may be
grounds for a Labor/Management meeting.
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Section 3.5. Ballot Box. The Union shall be permitted, upon prior notification to the County, to
place ballot boxes in all EMS stations for the purpose of collecting members’ ballots on all
Union issues subject to ballot. Such boxes shall be property of the Union and their contents shall
not be subject to the Department’s review. Responsibility for boxes rests with the Union.

Section 3.6. Union Meetings. The Employer shall allow the Union to hold no more than one (1)
Union meeting per month at an approved County location. The Union must provide to the
Employer at least two (2) weeks prior notice to such meeting. The Union is solely responsible
for housekeeping duties while using such facility.

Section 3.7. Union Business Leave.

A. With sixty (60) days advance notice, one (1) Union delegate may be granted unpaid leave
from duty to attend the convention of the National Association of Government
Employees for five (5) days. The delegate may utilize vacation leave at his/her option.

B. Based on operational requirements, elected officers or members of the Executive Board
of the Local may be granted unpaid leave from duty to attend meetings of the IAEP and
Local 054. Such leave shall not be unreasonably denied. These employees have the
option to utilize their benefit time during such leave. Notice of request for such leave
shall be given to the Employer seven (7) days prior.

ARTICLE 4
MANAGEMENT'S RIGHTS

Section 4.1. Except as specifically limited herein, the Employer shall have the exclusive right to
administer the business of the Vinton County EMS Department in addition to all other functions
and responsibilities which are required by law. Specifically, the Employer’s exclusive
management rights include, but are limited to the following:

A. To manage and direct its employees, including the right to select, hire, promote, transfer,
assign, evaluate, layoff and recall or to reprimand, suspend, discharge, or discipline for
just cause to maintain order among employees;

B. To promulgate and enforce employment rules and regulations and to otherwise exercise
the prerogatives of management;

C. To manage and determine the location, type and number of physical facilities, equipment,
programs, and the work to be performed;

D. To determine the Department's goals, objectives, programs and services;

E. To determine the size, composition, and duties of the work force, the number of shifts
required, to establish work schedules, to establish hours of work, to establish modify,
consolidate, or abolish jobs (or classifications); and to determine staffing patterns,
including, but not limited to the assignment of employees, duties to be performed,
qualifications required, and areas worked;
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F. To relieve employees from duty due to the lack of work or lack of funds;

G. To determine when a job vacancy exists, the standards of quality and performance to be
maintained;

H. To determine the necessity to schedule overtime and the amount required thereof;

L To maintain the security of records and other pertinent information;

J. To determine the overall budget;

K. To maintain and improve the efficiency and effectiveness of the Employer's operation;
and

L. To determine and implement necessary actions in emergency situations.

Section 4.2. The Union recognizes and accepts that all rights and responsibilities of the
Employer not expressly restricted or modified herein and as permitted by law shall remain the
function of the Employer.

ARTICLE 5
DUES DEDUCTION AND FAIR SHARE

Section S.1. Dues Deductions. During the term of this Agreement and upon written instruction
by the Union, the Employer shall instruct the Auditor to make periodic deductions levied by the
Union from the wages of bargaining unit employees who have voluntarily signed and presented a
written deduction authorization to the County. Upon receipt of the proper authorization form,
the Employer will deduct Union dues from the employee's payroll check for the pay period
following the pay period in which the authorization was received and in which dues are normally
deducted by the Employer.

Section 5.2. Union; Dues Card, Amount, or Increases. The Union shall advise the County
Auditor, in writing, of the amount due and owing from each applicable employee’s wages. The
Union shall notify the Employer and the County Auditor in writing of any increase in the amount
of monies to be deducted. One (1) month advance notice must be given to the Employer or
designee prior to making any changes in an individual’s dues deduction and such changes are
limited to only one change in any six (6) month period. Deductions shall only be made for a pay
period when actual wages are earned.

Section 5.3. Auditor; Dues to Union. The Employer shall instruct the Auditor to deduct the
amounts from each payroll check. Monies deducted pursuant to this Article shall be remitted to
the National Association of Government Employees, Attn: Comptroller, 159 Burgin Parkway,
Quincy, MA 02169. Included with this transmission should be a list of all members who have
paid dues for that pay period.
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Section 5.4. Harmless of Monies; Employer. The parties agree that the Employer assumes no
obligations, financial or otherwise, arising out of the provisions of this Article regarding the
deduction of Union dues. The Union hereby agrees that it will indemnify and hold the County
harmless from any claims, actions, or proceedings by any employee arising from deductions
made by the Employer pursuant to this Article. It shall be the responsibility of the employee to
obtain appropriate refunds from the Union. Once the funds are remitted to the Union, their
disposition thereafter shall be the sole and exclusive obligation and responsibility of the Union.

Section 5.5. The Employer shall be relieved from making such "check-off" deductions upon
termination of employment, transfer to a job other than one covered by the bargaining unit, lay
off from work, approved leave of absence without pay, or revocation of the check-off
authorization. A copy of any notice of revocation of dues deduction authorization shall be
submitted to the Union following receipt by the Employer.

Section 5.6. It is agreed that neither the employees nor the Union shall have a claim against the
Employer for errors in the processing of deductions except as follows. If a claim of error is
made to the Employer in writing within one hundred twenty (120) calendar days after the date
such error is claimed to have occurred, and it is found an error was made, the error will be
corrected at the next pay period that Union dues are normally deducted, by deducting the proper
amount from the pay of the employee to correct said error. Payroll collection of dues, fees and
assessments shall be authorized for the exclusive bargaining agent only, and no other
organization attempting to represent the employees within the bargaining unit as herein
determined.

Section S5.7. Each eligible employee's written authorization for dues deduction shall be honored
by the Employer for the duration of this Agreement, subject to Section 4.5, unless an eligible
employee certifies, in writing, that the dues check-off authorization has been revoked, at which
point the dues deduction will cease effective the pay period following the pay period in which
the written dues deduction revocation was received by the Employer. A copy of the written
revocation shall be forwarded to the Union. All dues, fees, and assessments shall cancel upon
the termination date of the Agreement, unless the parties agree otherwise.

Section 5.8. Fair Share. All employees in the bargaining unit shall, sixty (60) days after their
date of hire, pay to the Union a fair share fee pursuant to Section 4117.09(C) of the Ohio
Revised Code.

Nothing herein shall require any employee to become a member of the Union as a condition of
employment, and fair share fees shall not exceed dues paid by members of the Union who are in
the bargaining unit covered by this Agreement.

The Union represents to the Employer that it has promulgated and shall maintain in force
throughout the term of this Agreement a fair share fee reduction and challenge procedure for fair
share fees of employees who are not members of the Union and which conform to the provisions
of Section 4117.09(C) of the Ohio Revised Code, federal law, and applicable state and federal
court decisions.
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The deduction of the fair share fee by the Employer from the payroll check of a non-member
employee shall be automatic and does not require the written authorization of the employee.
Payment of such fair share fees shall be made to the Union in accordance with dues deduction
procedures provided for in this article. The obligation of the Employer to deduct a fair share fee
shall cease upon the removal of the non-member employee from the active payroll for any
reason.

The Local Union President or Treasurer shall provide the Employer with a statement as to the
amount of the fair share fee and as to any changes in said fee including its effective date, prior to
being obligated to make such deduction(s).

Section 5.9. The Employer will provide the Union a list of the names and addresses of all
bargaining unit employees effective thirty (30) days after the execution of this Agreement and
annually thereafter.

ARTICLE 6
NO STRIKE/NO LOCKOUT

Section 6.1. The Employer and the Union realize that the Agreement provides machinery for the
orderly resolution of grievances. The parties, therefore, agree to the following:

A. The Union agrees that neither it, its officers, representatives, or members will authorize,
instigate, cause, aid, condone or participate in strike, sympathy strike, work stoppage, or
any other concerted activities which interrupt the operations or services of the Employer
by its members during the life of this Agreement.

Section 6.2. Should any employee(s) engage in a sick call work stoppage, strike, sympathy
strike or slowdown, upon notification by the Employer the Union will prepare a letter addressed
to the Employer and all bargaining unit employees stating "the strike action is not sanctioned by
the Union and that all employees should return to work immediately," signed by the ranking
Union officer of the Local.

Nothing in this article shall be construed to limit or abridge the Employer's right to seek any
available legal remedies against the Union or its bargaining unit members to deal with any
unauthorized or unlawful strike, or to impose discipline including discharge upon those
employees violating this article. A grievance may be filed on the issue of whether any employee
was actually engaged in a strike, work stoppage or slowdown, or other concerted activity as
outlined in Section 6.1(A) of this article.

Section 6.3. The Employer agrees that neither it, its officers, agents or representatives,
individually or collectively, will authorize, instigate, cause, aid or condone any lockout of
bargaining unit members during the term of this Agreement, unless those members have violated
Section 6.1 of this article.
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ARTICLE 7
NONDISCRIMINATION

Section 7.1. The Employer and the Union agree not to unlawfully discriminate against any
bargaining unit employee with respect to compensation, terms, or conditions of employment
because of such on the basis of an individual’s race, color, religion, sex, age, national origin,
disability/handicap, ancestry, genetic information, veteran/military status of any person or in any
manner prohibited by the laws of the State of Ohio or the United States. The Union shall share
equally with the Employer the responsibility for applying this article of the agreement.

Section 7.2. Policy. The Employer and the Union agree not to interfere with the desire of any
employee to become, remain, or refrain from becoming a member of the Union, or restrain or
coerce employees in the exercise of the rights guaranteed in Ohio Rev. Code Chapter 4117.
Bargaining unit employees shall not be subject to any threat or reprisal for using the grievance
procedure provided herein.

Section 7.3. Discipline. Nothing herein shall be construed to prevent or preclude the Employer
from disciplining an employee for lack of performance or inability to perform assigned tasks in
accordance with the disciplinary article of this Agreement.

Section 7.4. Gender. Any reference to the male gender in this Agreement shall be equally
applicable to females, or vice-versa.

ARTICLE 8
GRIEVANCE AND ARBITRATION PROCEDURE

Grievance Procedure: The purpose of this procedure is a timely adjustment of grievances by
the Employer and the Union following a prompt investigation and thorough discussion. In the
event any grievances arise concerning the interpretation or application of any terms of this
Agreement, such matters shall be adjusted according to the procedures and conditions set forth
below.

Employees should attempt to resolve problems informally with their immediate supervisor
before resorting to the grievance procedure. Any agreement between the employee and the
supervisor will be a non-precedent setting settlement.

A grievance shall be defined as a dispute between the Employer and the Union, an employee, or
a group of employees, as to the interpretation, application, or violation of any terms or provisions
of this Agreement and shall be processed in accordance with this Article. Any dispute or
grievance which would change the terms of this Agreement is not a grievance and is not subject
to the grievance procedure.

Section 8.2. Step One: The employee or the Union through its shop steward, Local Executive
Board, or National Representative shall submit the grievance in writing via certified mail,
electronic mail, or hand delivery during business hours to the Director or his/her designee, within
ten (10) calendar days of the occurrence giving rise to the grievance, or at the time the grievant
or Union became aware of the occurrence. In no case will a grievance be considered which is
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submitted later than thirty (30) calendar days following the date of the facts. This thirty (30)
calendar day limit is designed to accommodate employees who were on leave status at the time
of the occurrence of the facts. An employee returning from leave has five (5) working days to
file a grievance over an occurrence during the term of her leave, provided the thirty (30) day
limit is not exhausted. The Director shall meet with the grievant and his/her representative
within fourteen (14) calendar days and give his/her answer in writing within five (5) days after
such discussion.

Section 8.3. Step Two: Grievance Mediation: If the grievance is not satisfactorily settled at
Step One, the Union and the Employer may, within ten (10) calendar days, submit the grievance
to mediation only by mutual agreement. The parties shall use FMCS mediators. The action(s) or
recommendation of the mediator is not binding on either party. Neither party can use mediation
against the other party for arbitration. ’

Section 8.4. Step Three: If the parties are unable to resolve the grievance at Step One, or Step
Two if utilized, the Union, in its sole discretion, may file with the FMCS a demand for
arbitration. A demand to arbitrate must be filed within thirty (30) calendar days after the Step
One response, or the conclusion of Step Two if utilized, and the Union shall provide to the
Employer a copy of its demand.

Section 8.5. Arbitration Procedure: The party demanding arbitration shall request from the
Federal Mediation and Conciliation Service (“FMCS”) a panel of nine (15) impartial arbitrators,
domiciled in Ohio, NAA arbitrators only.

Within fourteen (14) calendar days of receipt of the list of arbitrators, each party shall
rank the list by striking any name to which it objects and ranking the remaining names by
number to indicate the order of preference (number one [1] being the first choice) and shall
return the ranked list to the FMCS.

Prior to ranking, either party shall have the option to reject the list of names provided by the
FMCS and request another list. Each party may strike up to two (2) lists.

The Federal Mediation and Conciliation Service shall assign an arbitrator based upon the ranking
of the parties (arbitrator with lowest combined ranking) and shall notify the parties of the
arbitrator assigned to the grievance. The arbitrator shall arrange with the parties the date, time,
and place of the meeting.

The arbitrator shall limit his decisions strictly to the interpretation, application, or enforcement of
the specific articles and sections of this Agreement, and shall be without power or authority to
make any decision:

A. Contrary to or inconsistent with or modifying or varying in any way the terms of this
Agreement or of applicable law;

B. Recommending any right or relief on an alleged grievance occurring at any time other

than the contract period in which such right originated, or making any award based on
rights arising under any previous Agreement; or
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C. Establishing any new or different wage rates not negotiated as part of this Agreement.

In the event of a monetary award, the arbitrator shall limit any retroactive settlement to the date
of the occurrence giving rise to the grievance in accordance with the timelines specified in
Section 8.2, Step One.

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 grievance is arbitrable. If the arbitrator determines that the grievance is within the
purview of arbitrability, the grievance will be heard on its merits before a different arbitrator.

The decision of the arbitrator shall be final and binding on the Grievant, the Union 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.

The fees of the court reporter shall be paid by the party asking for one; such fees shall be split
equally if both parties desire a reporter, or request a copy of any transcripts. Any bargaining unit
member whose attendance is required for such hearings shall not lose pay or benefits to the
extent such hearing hours are during normally scheduled working hours on the day of the
hearing, and for only such time as the employee is required to be present at the hearing.

Each party shall bear one-half (0.5) of the fee for the arbitrator, hearing, and any other expenses
jointly incurred by mutual agreement. All other expenses shall be borne by the party incurring
them and neither party shall be responsible for the expenses of witnesses called by the other

party.

Section 8.6. Suspension and Termination Grievances: The Employer shall notify the Union in
writing of any suspension or termination within ten (10) calendar days of such action. The Union
and/or the employee shall have ten (10) calendar days to grieve the suspension or termination.
Such grievances may be processed at Step Two of the grievance procedure.

Section 8.7. Time Limits: Any grievance which is not filed or prosecuted within the time
limitations set forth shall be deemed waived. By mutual agreement between the Union and the
Employer, the time limits of any step of the grievance procedure may be extended and this
extension must be confirmed in writing within the specified time limits.

Section 8.8. The grievant(s) and at least one (1), but no more than two (2) Stewards, only one
(1) of whom shall be eligible for no loss of pay under Section 3.3 (Union Rights), shall
participate in any and all steps of the grievance procedure. The parties agree to exercise their best
efforts to schedule grievance meetings outside the grievant’s regularly scheduled work time.
Unless explicitly authorized by the Employer, no more than two (2) grievants shall be permitted
to attend a grievance meeting.

Section_8.9. Only discipline resulting in suspension, reduction in pay and/or position, or
discharge shall be arbitrable under this Agreement. Written and verbal reprimands may be
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grieved directly to Step One, but shall not be arbitrable. However, employees may prepare and
have attached their written comments regarding their written or verbal reprimand.

Section 8.10. The procedures set forth in this article shall be the sole and exclusive procedures
for resolving any grievance or dispute which was or could have been raised by the Union or by
an employee covered by this contract. It is expressly understood that the procedures set forth in
this article completely replace (and are not in addition to) any appeal process of the State
Personnel Board of Review or of any such set of procedures.

ARTICLE 9
CORRECTIVE ACTION

Section 9.1. Employee Discipline or Discharge. No Employee shall be disciplined or
discharged without just cause.

Section 9.2. Work Punctuality. Employees shall be present and ready to work at their scheduled
starting times and at the assigned work site. The Union recognizes that punctuality of employees
is of vital importance.

Section 9.3. Absence Without Leave. An employee who is absent for all or part of a scheduled
workday without leave is subject to the disciplinary policy. Failure of an employee to return to
work at the expiration of an approved leave of absence shall be considered an absence without
leave and shall be grounds for discipline, up to and including discharge, in accordance with the
regular practice or policy on absences without leave.

Section 9.4. Types of Discipline. Examples of the types of discipline that may be imposed
under this article are:

Oral Reprimand

Written Reprimand
Suspension (Paid or Unpaid)
Last Chance Agreement
Discharge

The Union recognizes the right of the Employer to require an employee to attend counseling
such as anger management courses and/or drug and alcohol treatment. An instruction to attend
such classes shall not be subject to arbitration and such class(es) shall be paid for by the
Employer.

Section 9.5. Pre-Disciplinary Procedure. Before imposing discipline above a written reprimand,
the Director or designee shall notify the employee, in writing, of the charges against him and
hold a pre-disciplinary meeting with the employee to give the employee an opportunity to
challenge the reason for the intended action or to otherwise explain his behavior. The employee
has the right to be accompanied at the meeting by an employee of the Agency or a Union
steward. The Director or designee may impose reasonable rules on the length of the meeting and
the conduct of the participants.

10
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Section 9.6. Employee Contesting Disciplinary Action through Grievance. Ohio Revised Code
124.34 is superseded by this Agreement and the sole and exclusive remedy for an employee
wishing to contest a disciplinary action shall be through the grievance procedure. Oral and
written reprimands are not subject to the arbitration step of the Grievance Procedure (Section
8.7).

Section 9.7. Disciplinary Records. A copy of any record of disciplinary action that has been
placed in the employee’s file shall be provided to the employee at the time of placement. In the
event that no intervening discipline is issued to the employee, the following shall apply:

A. Oral and written reprimands will cease to have force and effect after eighteen (18)
months, however, employees may prepare and have attached their written comments
regarding their written or verbal reprimand,;

B. Records of suspensions will cease to have force and effect after thirty (30) months.

Section 9.8. A newly-hired probationary employee may be terminated anytime during her
probationary period and the discharge shall not be subject to the grievance and arbitration
procedure.

Section 9.9. In accordance with the provisions of ORC 4117.10(A), this article and/or sections
thereof are intended to specifically supersede and/or prevail over those subjects described in the
Ohio Revised Code and/or Ohio Administrative Code including but not limited to ORC 124.03,
124.33 and 124.34; OAC 123:1-31-01; OAC 123:1-31-01 through 123:1-31-04.

ARTICLE 10
PROBATIONARY PERIODS

Section 10.1. Every newly-hired employee will be required to successfully complete a
probationary period. The probationary period for new employees shall begin on the first day for
which the employee receives compensation from the Employer. All full-time employees' new
hire probationary period shall be for a period of six (6) calendar months. All part-time
employees’ new hire probationary period shall be for 1,040 worked hours not to exceed one (1)
calendar year. A newly hired probationary employee may be terminated any time during his or
her probationary period and shall have no appeal over such removal.

Section 10.2. Any newly-promoted employee will be required to successfully complete a
probationary period in his or her newly-appointed position. The probationary period for a
newly-promoted employee shall begin on the effective date of the promotion and shall continue
for a period of ninety (90) calendar days. A newly-promoted employee may be returned to his or
her former position any time during this probationary period. The Employer may fill any
position vacated as a result of a promotion, however, such appointment is considered temporary
and possibly subject to its own probationary period. If any promoted employee is returned to
their former position, the employee temporarily appointed to fill a vacancy shall be moved back
to their formerly held position.
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Section 10.3. For new hire probationary periods, time spent on any leave of absence without pay
and any paid leave of absence shall not be counted as part of the probationary period. The
probationary period shall automatically be extended by a corresponding period of time.

Section 10.4. In accordance with the provisions of ORC 4117.10(A), this article and/or sections
thereof are intended to specifically supersede and/or prevail over those subjects described in the
Ohio Revised Code and/or Ohio Administrative Code including but not limited to ORC 124.27;
OAC 123:1-19-01 through 123:1-19-05.

ARTICLE 11
SENIORITY

Section 11.1. Seniority. Departmental seniority shall be computed from the date of hire on the
basis of uninterrupted length of service with Vinton County EMS in either a full- or part-time
position. When an employee takes an approved unpaid leave of absence, his/her seniority date
- shall be changed by the period of time during which he/she was on leave. The amount of time
spent as either a full-time or part-time employee shall determine the employee’s overall
departmental seniority. Part-time employees who have served as full-time employees and
returned to a part-time position can use their full-time service when calculating their
departmental seniority, but full-time seniority is based solely on the amount of time spent in a
full-time status.

Section 11.2. Break in Service. The following will be considered breaks in continuous service
if an employee:

quits;

retires;

is terminated for just cause;

refused recall and/or fails to return to work within seven (7) calendar days after service of
notice of recall;

fails to return to