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(5) The Labor Council hereby agrees that it will indemnify and hold the City harmless from
any claims, actions, or proceedings by an employee arising from deductions made by the
City pursuant to this Section. Once the funds are remitted to the Labor Council, their
disposition thereafter shall be the sole exclusive obligation and responsibility of the Labor
Council. Employees wishing to cancel Labor Council membership dues must do so in
writing to the City and Labor Council. Requests to cancel deductions may be made at any
time; however deductions will be cancelled only during the payroll periods closest to the
date of the request. Voluntary authorization shall be for the length of this agreement and
any extension thereof.

(6) The City shall furnish the Labor Council a list of employees and the monthly dues
deducted to the Fraternal Order of Police, Ohio Labor Council, 222 East Town Street,
Columbus, Ohio 43215-4611.

(7) All employees in the bargaining unit shall, within sixty (60) days immediately following
the effective date of this Agreement or sixty (60) days after their date of hire, whichever is
later, either become dues paying members of the Labor Council or remit a fair share fee (
contract administration fee) in an amount to be determined by the Labor Council. Both
dues and fair share fees shall be by payroll deduction.

(8) The Labor Council has established a rebate procedure for fees: deducted from non-
members of the Labor Council in accordance with Ohio Revised Code Section 4117.09.

(9) The City shall furnish the Labor Council a list of employees in the Police Division .
indicating their starting date of employment and mail the monthly fair share deductions to
the Fraternal Order of Police, Ohio Labor Council, Inc. 222 E. Town Street, Columbus,
Ohio 43215-611.

(10) The Labor Council agrees to indemnify and hold the City harmless against any and all
liability, including, but not limited to, such items as wages, damages, awards, fines, court
costs and attorney fees, which may arise by reason of or result from the operation of this
Section of the Agreement, except failure to forward deducted fees.

Section C - Deduction Relief Provisions: The City 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) revocation of the check-off authorization in accordance with the
terms of this agreement; or (6) resignation by the employee from the Lodge and/or the Labor
Council. The City shall not be obligated to make dues deductions from any employee who,
during any dues months involved, shall have failed to receive deductions from any employee
who, during any dues months involved, shall have failed to receive sufficient wages to make all
legally required deductions in addition to the deduction of dues or fees.

Section D - Bargaining Unit Access Procedure: Bargaining Unit representatives from the
Labor Council will be permitted to enter the premises of the City at reasonable times for
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individual discussions of working conditions with the employees or otherwise to assist in
carrying out the terms of the Agreement, provided that authorization is first obtained from the
Chief of Police, or designated representative. Such authorization by the Chief of Police shall not
be arbitrarily denied. The Labor Council agrees not to abuse this privilege nor to interfere with
the normal operations of the Police Division. Any alleged abuse by either party may be the
subject matter of a Labor/Management meeting. The Labor Council shall designate one
representative and may designate one assistant representative. The Labor Council shall notify the
City of the names of the representatives and any change thereof.

Section E - Bulletin Boards: The City shall allow the Lodge and/or Labor Council to post )
notices on the bulletin board in the break room providing such notices and/or postings shall not
be of a political, obscene or scurrilous nature. Articles posted by the Lodge and/or Labor Council
shall not be removed or tampered with by the Employer, unless they are in violation of this
Section.
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(2) Written Reprimand: If the performance/behavior does not improve as a result of the
step one, the supervisor prepares a written reprimand. Prior to presenting the written
reprimand, the supervisor will meet with HR to review the document. The supervisor will
meet with the employee to review the written reprimand. The employee is expected to sign
the written reprimand and receive a copy. If the employee refuses to sign the written
reprimand, the supervisor requests a third party presence (usually HR) to witness the
employee’s refusal to sign. This is noted on the document by the third party, along with
the date of the meeting. The supervisor informs the employee that the written reprimand is
placed in the employee’s personnel record by HR and remains there for twenty-four (24)
months. The reprimand will document:

- Dates of previous discussions/actions and descriptive history of the issue(s).

- Explanation of how the employee’s performance or behavior does not meet
expectations.

- Expected performance or behavior and actions necessary to improve.

- Date when the performance or behavior will be reviewed.

(3) In any case in which a reprimand, suspension or dismissal of an employee is
disaffirmed through the grievance procedure, the personnel record relating to such
employee shall be purged of the same. In addition, unfounded or not sustained allegations
or complaints of misconduct made against an employee shall not be placed in the
employee's personnel file and shall not be considered in future corrective action or
promotional considerations, nor shall they be shared outside the division.

Section C - Release of Files: Only those items required by law or ordered by a court of
competent jurisdiction shall be released to the public. Disclosure of information from personnel
files pursuant to state and/or federal law or by order of a court of competent jurisdiction will not
be considered a violation of this contract.
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employee and/or the employee’s attorney/union representative shall be afforded the opportunity,
upon written request directly to the Chief, to listen to and make personal notes from or verify the
accuracy of the recording made of the employee’s interview. If a transcript of the recording is
made by the City, the employee or the employee’s attorney/union representative will be provided
a copy of such transcript upon written request directly to the Chief.

Section G: Before an employee (witness, accused, or otherwise) may be charged with
insubordination or like offense for refusing to answer questions or participate in an investigation,
he/she shall be advised that such conduct, if continued, may be made the basis for such charge.

Section H: Any evidence obtained in the course of questioning through the use of
administrative pressures, threats, coercion or promises shall not be admissible in any subsequent
criminal action

Section I: In the course of questioning, employees cannot be given a polygraph examination,
unless agreed to by the member. Voluntary polygraph examinations shall be administered by
another agency. No polygraph examination may be given in an incident that could not amount to
a violation of law, unless requested by the employee. No polygraph examination shall be given
without the advance approval of the Chief. The results of this examination cannot be used in any
subsequent criminal action unless mutually agreed prior to the giving of such examination.

Section J: Any employee who has been under internal investigation and has been interviewed
shall be informed, in writing, of the outcome of the case at the conclusion of the investigation.

Section K: When any anonymous complaint is made against an employee and no corroborative
evidence is obtained, the complaint shall be classified as unfounded and the employee shall not
be required to submit a written report. When any citizen complaint is filed greater than forty-
five (45) calendar days after the date of the alleged event complained of, and when the
complaint, if true, could not lead to a criminal charge, such complaint shall be classified as
unfounded and the employee shall not be required to submit a written report, but he shall be
notified of the complaint.
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at each step of the grievance procedure, the parties agree to count the work days of the
employee when the employee is the moving party and the work days of the Employer
when the Employer is the responding party.

Section C — Procedure: An employee having a complaint shall first attempt to resolve it
informally with the employee’s immediate supervisor as follows: An employee shall present the
complaint to the immediate supervisor within seven (7) working days of when the event(s)
occurred giving rise to the complaint or within seven (7) working days of when the event(s)
reasonably should have been discovered by such employee. At this stage, there is no need to put
the complaint in writing, nor to have the OLC Associate present. The supervisor shall render a
decision no later than three (3) calendar days from the date of the presentation of the complaint.
If the employee is not satisfied with the response of the immediate supervisor, the employee may
pursue the formal steps which follow. A grievance must be filed at Step 1 within five (5)
working days following the immediate supervisor's communication of the decision to the
employee.

Step 1. Supervisor

a)  The employee shall present the grievance on a grievance form (City HR Form-26) to
the employee’s immediate supervisor. The immediate supervisor shall meet with the
employee who may be accompanied by the OLC Associate or other representative
designated by the OLC. The OLC reserves the right to be present at every step of this
procedure through a Staff Representative or an OLC Associate. Witnesses may be
called by either party.

b)  The supervisor must meet with the grievant and respond in writing within five (5) -
working days of receipt of the grievance.

c) If the grievant does not refer the grievance to Step 2 of the grievance procedure
within five (5) working days of the supervisor's response, the grievance shall be
considered to be satisfactorily settled.

Step 2. Chief of Police

a)  The employee shall next refer the grievance to the Chief of Police who shall meet
with the grievant within five (5) working days. The grievant may be accompanied by
the OLC Associate or OLC Staff Representative. Witnesses may be called by either
party. The Chief of Police shall render a decision in writing within five (5) working
days of the meeting held on the grievance. If the employee does not refer the
grievance to Step 3 within five (5) working days of the answer at Step 2, the
grievance shall be considered to be satisfactorily settled.

Step 3. Mayor or Mayor's Designee
a) The employee shall refer the grievance and all relevant material concerning the

grievance to the Mayor or Mayor’s designee. Within ten (10) calendar days from the
receipt of same, the Mayor or Mayor's designee shall convene a hearing into the cause

15
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b)

b)

d)

of the grievance. The Mayor or Mayor's designee shall conduct a fair and impartial
hearing on the grievance.

The Mayor or Mayor's designee shall render written findings as quickly as possible but
no later than ten (10) working days after the hearing and shall forward such findings,
and all supporting data to the grievant and the Labor Council.

Step 4. Arbitration

General: Should the grievant not be satisfied with the Mayor's or Mayor's designee's
response to the grievance at Step 3, the grievant shall notify the grievance representative
of the desire to proceed to arbitration. The grievance representative will present the
grievant's request for arbitration to the Labor Council. Should the Labor Council
determine to proceed to arbitration with the grievance, the Labor Council shall so notify
the City in writing. This written notification shall be delivered by hand, electronic mail,
or mailed (postmarked) to the Mayor or Mayor's designee within fourteen (14) days
after the grievant's receipt of the Step 3 written response.

Selection of Arbitrator: Within fourteen (14) calendar days following the receipt of the
Labor Council' s written notification of the Labor Council' s intention to proceed to
arbitration, the Mayor or Mayor's designee, either personally or through an appropriate
City designee, and the Labor Councilor its designee, will consult and attempt to select
and impartial arbitrator by mutual agreement. In the event these representatives cannot
reach agreement on an arbitrator, they will, by joint letter request-the Federal Mediation
Conciliation Services to submit a panel of nine (9) arbitrators from which the City and
the Labor Council shall select one by mutual agreement. If an agreement cannot be
reached as to one mutually acceptable arbitrator from the panel, an arbitrator will then .
be selected by the representatives of the parties by alternatively striking names and
selecting the final remaining name. Either party shall have the option to completely
reject the list of names and request another list only once each.

Authority of Arbitrator: The arbitrator shall conduct a fair and impartial hearing on the
grievance, hearing testimony and evidence from both parties, unless the parties mutually
agree to submit their dispute on written stipulations. The arbitrator shall not have
authority to add to, subtract from, modify, change or alter any provision of this
Agreement. The arbitrator shall be confined to the precise issue(s) submitted for
arbitration and shall, absent mutual agreement of the parties, have no authority to
determine any other issue not so submitted. The arbitrator shall not issue observations
or declarations of opinion which are not directly essential in reaching a decision on the
issue(s) in question. The arbitrator shall not establish any new or different wage rates
not negotiated as part of this Agreement. In disciplinary cases, the arbitrator shall have
the authority to affirm or modify said discipline.

The question of arbitability of a grievance may be raised by either party before the
arbitrator hears the merits of the grievance. If a question of arbitability is raised, the
arbitrator may either rule on this issue or reserve ruling on the same and hear the merits
of the grievance before issuing a ruling on this question. The decision of the arbitrator
shall be final and binding upon the Labor Council, the grievant and the City.

16
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€)

2

Arbitration Costs: The costs of the services of the arbitrator, the cost of any proofs
produced at the direction of the arbitrator, the fee of the arbitrator and rent, if any, for
the hearing rooms, shall be split equally between the Labor Council and City.

The expenses of any non-employee witnesses shall be borne, if at all, by the party
calling them. 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
transcript. Any bargaining unit member whose attendance is required for such hearing
shall not lose payor benefits to the extent such hearing hours are during his/her normally
scheduled working Hours on the day of the hearing.

Arbitrator's Award: The arbitrator's decision will be in writing and should be mailed to
the Labor Council and the City within thirty (30) days from the date the hearing record
is closed.

Section D — Jurisdiction: Nothing in this grievance procedure shall deny employees any rights
available at law to achieve redress of their legal rights, including the right to appear before the
Marysville Civil Service Commission (MCSC). Once the employee elects as a remedy the
Marysville Civil Service Commission (and if and when the MCSC takes jurisdiction), or if legal
action is taken, the employee is thereafter denied the remedy of the grievance procedure
provided herein.
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(6)

another shift. ). This notice must include the exact effective date and shift change
information. These voluntary shift changes do not count against the twice a year shift
bumping.

Operation Needs: Management reserves the right to deny any bump or voluntary shift
change for operational needs of the Police Division.

Time Limits Within Shift: An employee initiating a bump must stay on the new shift for
no less than ninety (90) days before initiating another bump.

Probationary/FTO Exemption: Police Officers and Communication Dispatch Officers
are exempted from bumping during the probationary period or first year of duty.
Sergeants in the six (6) month probationary period are also exempted from bumping. In
addition, any employee serving in a field training officer (FTO) capacity is exempted
from bumping during the FTO period.

20
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Section E - Recall Notification: Notice of recall shall be sent to the employee by certified mail.
The Employer shall be deemed to have fulfilled its obligation by mailing the recall notice by
certified mail, return receipt requested, to the last address provided by the employee. All
members of the bargaining units with recall rights must be given the right to reinstatement before
any City funded temporary, intermittent, part-time, seasonal or new employees may be hired or
re-hired in the Division of Police.

Section F - Time Limits: The recalled employee shall have five (5) work days following the
date of mailing of the recall notice to notify the Employer of the intention to return to work. The
employee shall have up to ten (10) work days following the mailing date of the notification in
which to report for duty, unless a later date for returning to work is otherwise specified in the

notice.
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court duty. (Example; if an employee is called in at 5 p.m. and released at 6 p.m., the next
three (3) hour minimum cannot begin until after 8 p.m.)

(3) Call-in time for need, (which is less than seventy-two [72] hour notice for the required
overtime) shall be filled as follows:

a. Officers who work the shift which overtime is required who are on their normal days
off.

4
b. Officers on abutting shifts, using the overtime log and seniority as a guide for eligible
officers.

c. Officers Division-wide who are on a scheduled day off, using the overtime log and
seniority as a guide to select eligible officers.

(4) Overtime where there is seventy-two (72) hours or more notice for the required
overtime shall be filled as follows:

a. The need for overtime will be posted by the Sergeant or OIC in the roll call room the
same shift when the City knows there is a vacancy to be filled. The notice will have exact
date and time of the overtime and the date of the post.

b. The posting will be posted for at least seventy-two (72) hours.

c. Interested Officers will be required to sign-up for the overtime slot(s) within the
seventy-two (72) hour timeframe, by placing their name on the post. Officers may have a
fellow Officer post for them if they are unable to come to the station (this does not include
Officers in a disciplinary suspension status).

d. Selection will be from the overtime log, awarded to the Officer with the least amount of
overtime hours logged.

e. If there is a tie, the Officer with the most seniority will be awarded the overtime
opportunity.

NOTE: Only the overtime hours which are actually worked will be reported in the
overtime log.

(5) When an employee is subject to scheduled duty (with 14 days notice) and the duty
becomes connected to (either prior shift or after shift) the employee’s regularly schedule shift,
the call-in/time and one-half ends and normal compensation begins. (Example: an employee is
called in at 3p.m., works one hour at time and a half, and returns to normal paid time when
his/her normally scheduled shift begins at 4 p.m.)
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(6) There shall be no pyramiding of overtime hours. (Example: if called in at 5 p.m. and
released at 6 p.m., the next (3) hour minimum cannot begin until after 8 p.m.).

Section D - Right of Refusal: Except in cases of emergency as defined in Article 17 employees
shall have an initial right to refuse an offer for overtime or call-in work. If the supervisor is
unable to obtain an employee for the required emergency work, the supervisor may go back to
the top of the list and require the first individual the supervisor is able to reach to perform the
necessary work.

Section E - Overtime Offered First to Full- Time Employees: When overtime is operationally
necessary and required by management, overtime hours will first be offered to eligible
employees of the bargaining unit in their respective classification. With respect to the filling of a
Sergeant position, the parties agree to the following process: '

(1) To fill a regular or normally scheduled Sergeant’s position for the one day (eight hours)
the Sergeant is not available, the City will offer this opening as overtime to all other
Sergeants in order of seniority. This offer will come in the form of a telephone contact.
If the Sergeant refuses the overtime or can not be reached in a reasonable time period
the City will move to the next Sergeant per seniority. If all Sergeants either refuse or
can not be contacted the City will then offer the overtime to Police Officers as an
Officer in Charge and per Article 19, Section D — Right of Refusal.

(2) For shifts that there is not a regularly scheduled Sergeant, the City reserves the right to
assign a Police Officer as an Officer in Charge as required and per Article 19, Section D
— Right of Refusal.

Section F - Compensatory Time

Employees may choose to receive payment for overtime work through compensatory time off at
the time and one-half (1-1/2) rate if requested within the same pay period. No more than two
hundred forty (240) hours of compensatory time may be carried over from one year to the next.
Compensatory time in excess of such two hundred forty (240) hours and not used at the end of a
calendar year will be paid for by the Employer.

Use of compensatory time must be mutually agreed to by the employee and the Employer,
subject to the manpower needs of the department. An employee cannot be required to use/accept
compensatory time except at the employee’s discretion. An employee will not be required to
use/accept compensatory time in lieu of monetary payment for overtime hours worked.

An employee who is to be separated from service through discharge, resignation, retirement or
layoff, and who has unused compensatory time shall be paid such accrued compensatory time
upon separation. In the event that an employee dies while in paid status, that employee’s unused
compensatory time shall be paid to the surviving spouse or, in the event that there is no surviving
spouse, to the estate of such decreased employee.

Section G - Special Duty: The parties agree that any extra duty/special duty performed by an
employee under this section is not to be considered as overtime. The parties agree that the
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employer may continue to utilize Auxiliary officers for special details such as parades, fairs, and
declared emergencies as defined in Article 17. For this section, the term special duty and special
detail have the same meaning and are used interchangeably.

(1) All qualified employees of the Marysville Police Division may be hired by various
businesses or organizations of the community with the advance approval of the Chief to work
special duty assignments.

(2) Each year, there will be a Labor/Management meeting to set the rates for special duty
events. Payment for such services shall be made by the hiring party at a rate established in this
labor management meeting. Special duty for both non-profit and for-profit organizations shall
have a three (3) hour minimum.

(3) When a request is made for more than six (6) employees to work the same function/event
at the same time, one of those employees must be a sergeant who will be paid three (3)
additional dollars per hour for such function/event.

(4) Special detail assignments shall be made available in the following manner:

(2)
(b)

(©)

(d)

(e)

®

¢:9)

()

Regular monthly details will be posted at least fifteen (15) days in advance.

Each officer will be limited to two (2) initial sign-ups. After the posting has been up
for at least seventy-two (72) hours, officers may sign up for one (1) additional detail.

Each officer will be limited to four (4) initial sign-ups and one (1) additional sign up
after the seventy-two (72) hour posting.

If an officer fails to work a detail, the officer will forfeit four (4) opportunities the
next month.

When the employer has less than seventy-two (72) hours to fill a detail, the Chief or
designee will assign any qualified employee. The employer will attempt to fill these
details equitably among the members as they occur.

Auxiliary officers cannot sign up for details until after the special duty assignments
have been posted for at least five (5) days.

The Chief reserves the right to withhold an officer's opportunity to participate in the
monthly details for infractions during details as a form of discipline.

Only the Chief or designee may approve a request for leave time to work a special
duty at the beginning or end of a regular tour of duty on the same day as the special
duty. This language does not prohibit a member from using approved leave time to
work special duty when approval was granted twenty-four hours prior to the special
detail.
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(8) Due to the nature of this assignment, the Canine Officer agrees to be “on-call” with the
understanding that the canine services may be requested at any time during the day or night.
Should the Canine Officer not be available to respond to a request for service during their
normal time off, the officer will not be subject to disciplinary action. Repeated failure to
respond to requests for service during normal time off is grounds for reevaluation of the
officer’s assignment to the canine unit.
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in a lump sum to a surviving spouse, or in the event there is no surviving spouse, to the estate of
the deceased.

Section E - Call to Duty Procedure: Any employee ordered to work while on approved

vacation leave shall be paid at one and one-half (1-1/2) times the straight time hourly rate for all
hours worked, and the employee shall be granted reinstatement of the vacation leave.
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Section C — Transitional Work/Light Duty: A transitional work/light duty program was
established through labor management discussions that provides employees an opportunity to
continue working for the division either upon return from injury leave, and/or sick leave or when
1t is medically necessary to temporarily reduce and/or eliminate certain job responsibilities.
Employees may be offered the opportunity for transitional/light duty as indicated by their
medical professional. Employees shall not be required to return to work on transitional/light duty
unless and until their medical professional authorizes such a return.

Section D — Snow Emergency Level 3 Provision: In the event a Level 3 snow emergency is
called and a member is scheduled to report to work under that condition, if that employee is
injured in this process the City agrees to use Injury Leave for that employee in accordance with
this article.
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(7)  When uniform changes are mandated by the City, the initial change shall be paid by the
City.

Section B - Personal Property: The City will replace or repair eyeglasses or contacts limited
to three hundred dollars ($300), and watches limited at fifty dollars ($50) damaged in the line of
duty unless negligence by the employee contributed to the property lost or damaged.

Section C — Ballistic Vest (Police Officers and Sergeants): A ballistic vest is required as part
of the standard uniform requirements for police officers and sergeants of the City of Marysville
Police Division. The City shall pay the cost of ballistic vest for employees who are required to
wear them. The City will pay replacement costs in the same manner subject to the discretion of
the Chief. Replacement of the ballistic vest shall be within the recommendations of the
manufacturer, but at least every five years.
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- Beginning of Year: Your annual contribution for the year is based on your status under the
group health plan as of the first day of the plan year (or open enrollment). The annual
contribution is deposited into your HRA account on or about January 7. Example: if you elect
family coverage and this is your first year in the plan your annual contribution for 2014 is $3,200
for the plan year. The maximum cap is also based on this same status and your previous years in
the plan. The amount in your account as of December 31 of that previous year is used to
determine your cap. If the employee has claims pending from that previous year (date of service
before January 1), they must produce this claim information on or before April 1 of the current
plan year to gain credit to the cap.

- New Employees: New employees are given a pledge amount prorated for the entire year
based on their single/family status. The initial date of service includes that entire month in this
calculation. Example: employee starts in October under single plan, first year in plan, gets 3
months of $1,600 or $400.

- Single/Family Changes in Plan Year: If the employee switches from family to single
Coverage during the plan year the contribution is prorated to the lower (single) amount. If an
employee changes from single to family the contribution is prorated to the higher (family)
amount. Employees are not responsible for negative amounts in these accounts (they do not pay
the City back).

Note that your HRA account balance is forfeited if your employment with the City of Marysville
terminates for any reason.

Plan C (HSA): This is the same plan offered in year 2013 as Plan C, with the exception of the
basic differences (by-law) between the HRA and the consumer-driven Health Savings Account
(HSA). The two (2) major differences are the deductable and the City’s pledge (contribution for
HSA) to the account (see the below table for amounts by category):

There 1s no cap regarding the Single Coverage Family Coverage
HSA. Annual Contribution Annual Contribution
1* Year in Plan* $ 2,300 $ 4,500
2™ Year in Plan $ 2,150 $ 4,250
3" Year (or more) in plan $ 2,000 $ 4,000

(* 1** Year in plan is defined as new employees, current employee not taking HSA
previously, or any employee not taking the City’s medical insurance for three (3) calendar
years.)
- Beginning of Year: Because there is no cap regarding HSA, the employee receives funding
based on type of plan (single/family) distributed in four equal sums on a quarterly basis starting
January 7, then April 8, July 8, and the last on October 7. The funding goes directly to the
employee.

- New Employees: Funding is based on type plan (single/family and is prorated for the year.
The initial date of service includes that entire month in this calculation. Example: employee
starts in October under single plan, first year in plan, gets 3 months of $2,300 or $575.
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- Single/Family Changes in Plan Year: If the employee switches from family to single coverage
during the plan year the contribution is prorated to the lower (single) amount. If an employee
changes from single to family the contribution is prorated to the higher (family) amount.
Employees are not responsible for negative amounts in these accounts (they do not pay the City
back).

- Employees leaving employment with the City are no longer eligible for the HSA as of their
last official date of service. Funding is carried forward from one year to the next. If the employee
elects to not select the HSA the funding remains the employees. Account balance remains with
employee on opted out. ’

Section D - Premium Splits: The City and labor agree to an 80/20% split respectfully, regarding
monthly premiums for the above plans.

Should the adopted health care legislation of the Congress of the United States alter (by-law)
these plans during the term of this agreement, the parties agree to meet to discuss changes and
implementations of the required Federal Health Care legislation.

Section E - Opt Out/Stay Out Provision: The City reserves the right to initiate an Opt Out/Stay
Out program during the term of this collective bargaining agreement to see if it is fiscally sound
to the citizens as well as a viable choice to the employee. It would be given as an option only to
the plans listed in this article.

Section F - Change in Carriers: If it becomes necessary to change carriers and such change
would affect the benefits under the plans, the City agrees to meet with representatives of the
Union prior to implementing the change in order to negotiate the impact of any proposed change.
The City will make every effort to fund a plan or plans as similar to this that currently exist, but
there is no guarantee that the exact plan will be available based on carrier.

Section G — Life: The City agrees to provide a term life insurance policy covering each
employee in the amount of 1.5 times the employee’s base salary up to a maximum of $50,000.
The City shall pay the entire cost of the policy. This coverage amount shall be doubled for a
member killed in the line of duty.

Section H - Professional Liability: Professional liability insurance will be provided to the
members at no cost, so long as it is reasonably available.

Section I - Short-Term Wage Plan: The City shall assume self-funding of the short-term
disability program for off-the-job accidents and illnesses. The employee shall first use
accumulated sick leave for such off-the-job accidents and illnesses. After accumulated sick leave
has reduced to 72 hours, the City shall provide compensation up to sixty-seven percent (67%) of
the weekly wage not to exceed $500 for a period up to 26 weeks. Such payments shall begin
after seven (7) days for illnesses and zero (0) days for accidents, if the employee has no
accumulated sick leave. Management may disapprove this entitlement on a case-by-case basis
when evidence of excessive use exists; subject to grievance process.
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Section D - Shift Differential: A shift differential shall be paid to employees working the 4 p.m.
to 12-midnight (C Shift) period and midnight and 8 a.m. (A Shift) in the amount of sixty cents
(3.60) per hour.

Section E. Field Training Officer: When an officer is assigned the duties of Field Training
Officer, the officer shall receive one-half hour of overtime per each eight-hour day.

Section F. Working Out of Classification: When a police officer is assigned the duties of the
next higher rank/officer in charge (OIC) , the police officer shall be paid at Step A of the next
higher rank.

Section G. Detectives: Detectives will receive an hourly premium of fifty cents ($.50) per hour
while assigned/acting as Detectives. The parties acknowledge that the Detective position is an
assignment, not a promotion. Employees may be assigned to and from the Detective position
from time to time. The parties agree that this premium is for actual hours worked.

56







City of Marysville & Local FOP/OLC-2014-2016 CBA

Section E. Field Training Officer: When a Sergeant is assigned the duties of Field Training
Officer, the Sergeant shall receive one-half (.5) hour of overtime per each eight-hour day.

Section F. Working Out of Classification: When a Sergeant is assigned the duties of the next
higher rank, the Sergeant shall be paid at lowest step of the next higher rank.
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(5) HR routes the complete request form back to the employee and files a copy in the
employee’s record.

(6) All approved applications for that calendar year will be honored by the City.

Section D — Degree Programs: For degree programs, the request must include a list of courses
required for the program and a copy of the acceptance letter for the degree program. Once the
Police Chief and HR approves a degree program, it is not necessary to submit requests for each
term. Instead, the employee completes and submits the appropriate institutes’ term enrollment
form to HR. If the employee’s major is changed, department/division heads and HR must
approve the new degree.

Section E — Appeal Process: If all or part of an employee’s request is not approved, the
employee may appeal the decision to the Director of Administration. This appeal is a written
letter/memo detailing additional information and submitted to the Director of Administration
within seventy-two (72) hours of the HR notification to the employee. The Director of
Administration will issue the final written decision within five (5) workdays.

Section F — Reimbursement Process: The City reimburses employees upon successful
completion of the course(s) (grade of C or better). After submitting required documents to HR,
employees receive tuition reimbursement as a separate check enclosed with their paycheck for
the following pay period. An employee must submit the following documents to HR within
forty-five (45) days of the completion of an approved course:

(1) Copy or original request form (HR Form — 10).

(2) Official receipts showing payment for tuition and fees by employee

(3) A gradeslip

(4) A certificate or letter documenting successful completion of certification coursework

Section G — Pay Back for Resignation/Termination of Employment: If an employee resigns
or is terminated within two (2) years of receiving tuition reimbursement, that employee must pay
back reimbursements. Within the first year after reimbursement, the employee must pay back
one hundred percent (100%) of the reimbursement. Within the second year after reimbursement,
the employee must pay back fifty percent (50%) of the reimbursement. This payback is deducted
from remaining City paychecks. All funds in excess of City paychecks are due on or before the
last day of employment.
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