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twenty-four (24) hours of their discussion respond to the employee with an answer. If the
employee is not satisfied with the response given, the employee shall within five (5) working
days reduce the grievance to writing on the agreed form and submit at Step 1.

STEP 1 - CHIEF

The Chief, within five (5) working days of receipt of a written grievance, shall schedule a formal
meeting between him/herself and the employee filing the grievance. Prior to this meeting, the
Chief shall make a complete and thorough investigation of all allegations contained in the
grievance. The Chief shall provide the employee with his/her written response to the grievance
within five (5) working days of the meeting. If the employee is not satisfied with the written
response of the Chief, the employee may, within five (5) working days, pursue the grievance to
Step 2 of the procedure.

STEP 2 - CITY MANAGER

The City Manager, within five (5) working days of receipt of a written grievance, shall schedule a
formal meeting between him/herself and the employee filing the grievance. Prior to this meeting,
the City Manager shall make a complete and thorough investigation of all the allegations
contained in the grievance. Within five (5) working days after the meeting, the City Manager
shall provide the employee with his/her written response to the grievance. If the employee is not
satisfied with the written response received from the City Manager, the employee may, within
five (5) working days, pursue the grievance to Step 3 of the procedure.

STEP 3 - ARBITRATION

If the grievance is not satisfactorily settled in Step 2, the Union may submit the grievance to Final
and Binding Arbitration by submitting written notice of intent to the City Manager within fifteen
(15) days of the date of the answer at Step 2.

Within ten (10) calendar days of receipt of a properly signed request for arbitration, the parties
shall confer for the purpose of selecting an arbitrator. The parties agree to a permanent panel
of arbitrators who shall hear and decide those grievances processed to arbitration under the
contract. The panel consists of: 1) Nels Nelson; 2) Jim Rimmel; 3) Harry Graham; 4) Jerry
Fullmer; 5) Rob Stein; 6) Mitchell Goldberg; 7) Michael Paolucci; 8) Jenifer Flesher; 9)
Dennis Byrne. The arbitrator shall be selected by the parties alternatively striking names until
one (1) name remains on the list. The remaining name shall be designated as the arbitrator to
hear the dispute in question,

HEARING AND DECISION

The Arbitrator shall hold the arbitration promptly and issue his decision within a reasonable time
thereafter.
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AUTHORITY OF THE ARBITRATOR

The Arbitrator shall limit his decision strictly to the interpretation, application, or enforcement of
those specific articles and/or sections of this Agreement in question. The Arbitrator's decision
shall be consistent with applicable law.

The Arbitrator shall not have the authority to add to, subtract from, modify, change, or alter any
provision of this Agreement; nor add to, subtract from, or modify the language therein in arriving
at his determination on any issue presented that is proper within the limitations expressed herein.
The arbitrator shall expressly confine him/herself to the precise issues submitted for arbitration
and shall have no authority to determine any other issues not submitted to him/her or to submit
observations or declarations of opinion which are not directly essential in reaching a decision on
the issues in question. The Arbitrator shall be without authority to recommend any right or relief
on an alleged grievance occurring at any time other than the contract period in which such right
originated or to make any award based on rights arising under any previous Agreement, grievance
or practices. The Arbitrator shall not establish any new or different wage rates not negotiated as
part of this Agreement except as specifically authorized herein. In the event of a monetary
award, the Arbitrator shall limit any retroactive settlement to the date of the incident giving rise
to the grievance, or thirty (30) days prior to the date of the grievance, whichever is sooner.

The decision of the Arbitrator shall be final and binding upon the Union, the employee and the
Employer, subject to appeal as provided for in the Ohio Revised Code. The costs of the
Arbitrator shall be shared equally by the parties.

Section 7. Expenses. Expenses of any non-employee witnesses shall be borne by the party
calling the witness. The fees of court reporters shall be paid by the party asking for one; such
fees shall be split equally if both parties desire a court reporter's recording or request a copy of
any transcript.

Section 8. Representation. A grievant may have one employee Union Representative in
addition to any non-employee Union representative(s) accompany him/her at Steps 1, 2, and 3.
Employee representatives and grievants will lose no straight-time pay as a result of meetings with
the Employer at any step of the grievance procedure.

Section 9. Waiver of Representation/Union Involvement. Where an employee does not elect
to be represented by the Union at any step of the grievance procedure, excluding Step 3, the
Union shall have the right to be present at any grievance meeting without intervening. All
grievances presented under such circumstances shall be resolved consistent with the terms and
provisions of this Agreement. Only the Union may proceed to arbitration.
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ARTICLE 12
REDUCTION IN FORCE & RECALL

Section 1. It is the intent of the parties, through this article, to establish an objective procedure
by which a reduction in force may be accomplished, should the need arise, and supersede the
provisions of ORC 124.321 to 124.328, 124.37, OAC 123: 1-41-01 to 123: 1-41-22, and all
local rules and regulations of the City of Columbiana Municipal Civil Service Commission
governing work force reductions.

Section 2. Notice. Whenever the Employer determines that a layoff or job abolishment is
necessary, a reduction in force shall occur. The Employer shall notify the affected employee(s)
at least fifteen (15) calendar days in advance of the date of layoff or job abolishment.

Section 3. Procedure. Whenever the Employer determines that there exists a lack of work or
lack of funds, that a reorganization in the operations of the Employer is necessary, or that for
reasons other than those specified in R.C. 124.34 such is needed, a reduction in force (i.e.,
layoff or job abolishment) shall occur. The Employer shall determine in which classification(s)
the layoff or job abolishment will occur. If initiated, such reduction shall occur by
classification seniority within the affected classification. The employee with the least amount
of classification seniority within the affected classification shall be laid off first or subject to
abolishment. For layoff purposes only and not job abolishment, within the affected
classification, the Employer agrees to first layoff all temporary, seasonal, and part-time
employees prior to initiating a layoff of regular full-time employees. Classification seniority is
calculated in accordance with Article 6, Seniority. For job abolishment, the Employer is not
required to first layoff, within the affected classification, all temporary, seasonal, and part-time
employees prior to abolishing a specific position within that classification. However, in all
instances (both layoff and abolishment), bumping rights shall be afforded per Section 4.

Section 4. Bumping Rights. An employee who is subject to layoff or abolishment from a
classification above the rank of patrolman shall be permitted to exercise his departmental
seniority, if possible, to displace the bargaining unit member with the least amount of
departmental seniority within any lower classification within the same classification series. In
an abolishment situation, the employee displaced as a result of bumping shall have the ability
to displace into a part-time position.

Section 5. Recall Rights. A bargaining unit member who is laid off shall be subject to recall
for the lesser of: (1) his/her length of service as a full-time employee at the time of layoff, or
(2) a period of three (3) years. Upon recall, recertification, if necessary shall be paid by the
City.

Section 6. Notice of Recall. Notice of recall shall be sent to the employee by certified mail
with a copy to the Union. The Employer shall be deemed to have fulfilled its obligations by
mailing the recall notice by registered mail, return receipt requested, to the last mailing address
provided by the employee.
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New Year's Day Columbus Day

Martin Luther King Day Good Friday

Presidents Day Thanksgiving Day

Memorial Day Day after Thanksgiving Day
Independence Day Christmas Day

Labor Day

Section 2. Date of Observance. Holidays shall be observed on the actual calendar day the
holiday falls, without regard to the day on which the legal holiday falls

Section 3. Holiday Pay/Time. Each employee in the bargaining unit shall be credited on
January 1 of each year with eight (8) hours for each holiday specified in Section 1, above, which
holiday time must be used within the calendar year. Employees may not convert holiday time to
cash, except as provided herein, nor may holiday time be carried over from one year to the next.
At the beginning of each year, each employee may designate all or a portion of the holiday time
to be given as holiday pay for the coming year. In such instances, the employee would receive
eight (8) hours of pay for the holiday provided that he meets the eligibility requirements of
Section 5. The annual allotment would then be reduced by the number of days designated for
holiday pay. Such designation must be made prior to the end of January each year,

Section 4. Holiday Pay Rate. An employee who is required to work on a holiday specified
herein shall receive one and one-half (1 1/2) times his/her hourly rate for all hours worked on the
holiday.

Section 5. Holiday Pay Eligibility. In order to be eligible to receive holiday pay, an employee
must work his last scheduled work day before the holiday and the first scheduled work day after
the holiday. The Employer may waive this requirement in where it determines such is warranted.

Section 6. Proration upon Separation. Any employee separating from service who has
utilized holiday time for holidays occurring after the date of separation will be required to
reimburse the City from his separation payment for any time utilized but not earned.

ARTICLE 17
VACATIONS

Section 1. Accrual/Service Credit. Vacation service credit is based upon years of uninterrupted
years of continuous full-time service with the City of Columbiana and such other prior part-time
service as provided for in Section 6 of this article. Full-time employees regularly scheduled to
work forty (40) hours each week will earn vacation benefits as follows:

Years of Service with the City Vacation days

1 year Eighty (80) hours (Pro rata)

2 years Eighty (80) hours

6 years One hundred twenty (120) hours

12 or more years One hundred sixty (160) hours
17
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Section 2. Accumulation. Sick leave shall accumulate without limit.

Section 3. Usage. Upon the approval of the Employer, a member of the bargaining unit may
use sick leave for:

A. Iliness or injury of the employee, or illness or injury of a member of the employee's
immediate family, defined as spouse, children, and parents where the presence of the
employee is reasonably necessary;

B. Exposure of the employee to a contagious disease that would have the potential of
jeopardizing the health of the employee or the health of others;

C. Medical, dental or optical examinations or treatment of the employee or a member of the
employee's immediate family, as defined in subsection “A” herein, where the presence of
the employee is necessary and the appointment cannot be scheduled during non-work
time;

D. Disability due to pregnancy, childbirth or related medical conditions;

E. Care of the employee's wife or family during the post-natal period, the leave not to exceed
five (5) workdays; or

F. Bereavement leave not to exceed three (3) days for the death of a member of the
employee's immediate family including a step-child whose primary residence is the
residence of the employee. Five (5) days may be used for the death of a father, mother,
spouse or child.

For purposes of subsection “F,” “immediate family” is defined as parent, brother, sister, child,
spouse, grandparent, grandchild, mother-in-law, father-in-law, sister-in-law, brother-in-law,
daughter-in-law, son-in-law, or a legal guardian of other person who stands in place of a parent
(in loco parentis).

Section 4. Minimum Usage Increments. Sick leave is charged in minimum units of one-
quarter (1/4) hour.

Section 5. Sick Leave Conversion. Employees who retire after a minimum of ten (10) years
full-time service with the City and who are in good standing at the time of their retirement from
active service may choose to be paid in cash for one-fourth (1/4) the value of his/her earned but
unused sick leave credit up to a maximum of one thousand two hundred (1,200) hours
accumulation. The maximum payment may not exceed three hundred (300) hours.

Section 6. Notification of Absence/Return Date. An employee who is to be on sick leave
shall notify the Chief or his/her designee of such absence and the reason therefore, at least one
(1) hour prior to the start of his/her work shift each day s/he is to be absent. Daily notification
shall not be necessary for absences in excess of three (3) days that are documented with a
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Section 2. Contribution Rates. Employee participation costs, as may be applicable, shall be
made through payroll deduction. Each employee responsible for any health plan costs shall
sign a payroll authorization form for the applicable deduction in order to participate in or
continue coverage. Upon enrollment/application of an eligible employee, coverage will
commence in accordance with the provisions of the plan, plan provider, or administrator, as
applicable. Contribution rates during the course of the Agreement are as follows:

Effective January 1, 2015, the Employer shall contribute eighty-nine percent (89.0%) and
bargaining unit members shall contribute eleven percent (11.0%) for the monthly premium cost
of health care coverage.

Effective September 1, 2016, the Employer shall contribute eighty-five percent (85.0%) and
bargaining unit members shall contribute fifteen percent (15.0%) for the monthly premium cost
of health care coverage.

Section 3. Prescription Drug Deductible. The drug deductible amounts will be set pursuant
to Sections 5 & 6.

Section 4. Health Insurance Waiver. Employees who voluntarily waive health insurance
coverage may do so in writing through the Finance Department of the City and by providing
proof of alternate coverage in January of each year. Such employees may be readmitted to the
Plan in accordance with, and subject to, the provisions of the Plan. Employees who waive
health insurance coverage shall receive one hundred dollars ($100.00) per month for single
coverage, two hundred dollars ($200.00) per month for 2-party coverage, or three hundred
dollars ($300.00) for family coverage for each month insurance is waived and the employee is
not covered by City health insurance. Where the City provides coverage for husband and wife,
neither is eligible for the waiver stipend.

Section 5. Insurance Committee. The Employer and Union agree that an insurance
committee is created consisting of the following: one (1) management representative of the
City, one (1) representative for the OPBA bargaining units, one (1) representative for
AFSCME, and one (1) non-bargaining unit, non-management employee chosen by the
Employer. The Union agrees to participate in this committee. The purpose of this committee
is to review benefit levels, review costs, review usage history, investigate other plan designs
and/or policies that may provide a savings in insurance costs, and formulate recommendations
for effective plan management. The committee shall make recommendations to the City
concerning a plan design and/or policy and such recommendations shall be made by majority
vote of the committee. In the event of a tie vote, the City Manager/designee shall cast the
deciding vote.

Section 6. Committee Recommendations. The Committee established above may
recommend a change in plan design and/or policy, in which event the recommendation shall be
transmitted to City Council for consideration for adoption. All parties to the committee agree
that actions taken by the Employer to adopt and implement recommendations of the committee
shall not be subject to the grievance procedure or any other avenue of appeal.
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SIDE LETTER
CONSOLIDATION

In the event that the City is approached by another entity for the purposes of consolidation or
expanding the City’s dispatch operations to cover other jurisdictions, or should the City opt out
of a consolidation arrangement or lose expanded operations, the City will notify the union and
meet to discuss the impact that such actions would have on bargaining unit members. In the
event that the parties cannot reach agreement over the matters under discussion, they agree to
request the assistance of a FMCS mediator to assist them in attempting to resolve any
outstanding issues.
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