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RCA 20-084-4/13

ORDINANCE NO. 79-20

AN ORDINANCE RATIFYING THE COLLECTIVE
BARGAINING AGREEMENT BETWEEN THE CITY OF
MEDINA AND THE OHIO PATROLMEN’S BENEVOLENT
ASSOCIATION FOR THE POLICE SERGEANTS AND
AUTHORIZING THE MAYOR TO EXECUTE SAID
AGREEMENT, AND DECLARING AN EMERGENCY.

BE IT ORDAINED BY THE COUNCIL OF THE CITY OF MEDINA, OHIO:

That the Agreement between the City of Medina and the Ohio Patrolmen’s
Benevolent Association for the Sergeants is hereby ratified for the period of January
1, 2020 through December 31, 2022.

That a copy of the Collective Bargaining Agreement is marked Exhibit A, attached
hereto and made a part hereof, and is subject to the Law Director’s final approval.

That it is found and determined that all formal actions of this Council concerning and
relating to the passage of this Ordinance were adopted in an open meeting of this
Council, and that all deliberations of this Council and any of its committees that
resulted in such formal action, were in meetings open to the public, in compliance
with the law.

That this Ordinance shall be considered an emergency measure necessary for the
immediate preservation of the public peace, health and safety, and for the further
reason that this contract is effective as of January 1, 2020; wherefore, this Ordinance
shall be in full force and effect immediately upon its passage and signature by the
Mayor.

April 27, 2020 SIGNED: John M. Coyne, 111
President of Council
Kathy Patton APPROVED: April 28, 2020
Clerk of Council
* SIGNED: Dennis Hanwell
Mavor
14-20 y

H-R2T7-202.0

Effective date — January 1, 2020 through December 31, 2022

Ord. 79-20
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ARTICLE 1 -PREAMBLE

Section 1. This agreement is hereby entered into by and between the City of Medina,
hereinafter referred to as “the City,” and the medina City Police Sergeants, hereinafter referred to
as “the Sergeants” or “the Union.”

ARTICLE 2 — RECOGNITION

Section 1. The City agrees that it has and will continue to recognize the Sergeants as
exclusive representative for negotiating wages and salaries, hours of work, and all other terms
and conditions of employment, for all sworn, full-time police sergeants on the Medina Police
Department, excluding all sworn officers below the rank of sergeant, all civilian employees and

all other employees.

Section 2. The City will furnish the Sergeants representative, to be designated by the
Sergeants in writing to the City, with a list of employees in the classifications covered by this
Agreement indicating their starting date of employment. Such list will be furnished upon the
execution of this Agreement and will be supplemented by the names of all new employees as
hired and employees that leave the bargaining unit.

ARTICLE 3 - DUES DEDUCTION

Section 1. During the term of this Agreement the City shall deduct initiation fees,
assessments levied by the Union and the regular monthly Union dues from the wages of those
employees who have voluntarily signed dues deduction authorization forms permitting said

deductions.

No new authorization forms will be required from any employees in the Medina Police
Department for whom the city is currently deducting dues.

Section 2. The initiation fees, dues or assessments so deducted shall be in the amounts
established by the Union from time to time in accordance with its Constitution and Bylaws. The
Union shall certify to the city the amounts due and owing from the employees involved.

Section 3. The City shall deduct dues, initiation fees or assessments from the first pay in
each calendar month. If an employee has no pay due on that pay date such amounts shall be
deducted from the next or subsequent pay.

Section 4. A check in the amount of the total dues withheld from those employees
authorizations dues deduction shall be tendered to the treasurer of the Union within thirty (30)
days from the date of making said deductions.



Section 5. The Union herby agrees to hold the City harmless from any and all liabilities or
damages which may arise from the performance of its obligations under this Article and the
Union shall indemnify the City for any such liabilities or damages that may arise.

ARTICLE 4 - MANAGEMENT RIGHTS

Unless otherwise agreed herein, the City maintains the right and responsibility to:

L 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
public employer, standards of service, its overall budget, utilization of
technology, and organizational structure;

2. Direct, supervise, evaluate, or hire employees;

3. Maintain and improve the efficiency and effectiveness of governmental
operations;

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

governmental operations are to be conducted,

5. Suspend, discipline, demote, or discharge for just cause of lay off, transfer,
assign, schedule, promote, or retain employees;

6. Determine the adequacy of the work force;

7, Determine the overall mission of the employer as a unit of government;

8. Effectively manage the work force;

9. Take actions to carry out the mission of the public employer as a

governmental unit.

ARTICLE 5 —NO STRIKE

Section 1. Neither the Sergeants nor any member of the bargaining unit shall directly or
individually call, sanction, encourage, finance, participate, or assist in any way in any mass
resignation, work stoppage or slow down, sympathy strike, or any other interference with the
normal operations of the City. A breach of this provision shall be considered just cause for
discipline, including discharge.

Section 2. The City shall not lock out any employees.



ARTICLE 6 — ASSOCIATION REPRESENTATION

The City will pay an association representative who is requested to attend a grievance hearing or
griecvance meeting during the representative’s scheduled work hours.

ARTICLE 7 - DISCIPLINE

Section 1. A non-probationary employee who is suspended, demoted or discharged shall be
given written notice regarding the reason(s) for the disciplinary action within a reasonable time
after the City has knowledge of the conduct for which an employee is being disciplined. In the
case of suspension or discharge, the employee shall be advised of the right to confer with a
representative of the Sergeants.

Section 2. Disciplinary action taken by the City shall only be for good cause.

Section 3. Demotions and discharges of a non-probationary employee may be appealed at
Step 3 of the Grievance and Arbitration Procedure. Suspensions and written reprimands of a
non-probationary employee may be appealed in accordance with the Grievance and Arbitration

Procedure.

Section 4. Except for discipline due to workplace violence and workplace harassment (e.g.
sexual, racial), records of disciplinary actions shall not be considered for progressive disciplinary
action at the expiration of the periods outlined below, as long as the employee does not receive
additional discipline during such time period. Written (or verbal, where applicable) records of
re-instruction or counselling shall not be considered discipline. To be considered discipline, the
record must reference “reprimand,” “warning” or “suspension.”

Disciplinary Action Time Period
Written warning or reprimand One (1) year
Suspension or demotion Two (2) years

If, after the expiration of any of these time periods set forth above, the employee is disciplined
and uses work history as a defense in order to mitigate the discipline, then all of the employee’s
prior discipline may be brought forth as evidence of the employee’s work record.

ARTICLE 8 - GRIEVANCE PROCEDURE

Section 1. Every employee shall have the right to present his grievance in accordance with
the Procedure provided herein, and shall have the right to be represented by a Union
representative and/or a Union attorney at all stages of the grievance procedure. It is the intent
and purpose of the parties to this Agreement that all grievances shall be settled, if possible, at the
lowest step of this procedure; however, grievances involving demotions or termination shall be
filed directly to Step 3 below.



Section 2.

A.

Section 3.

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

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

Grievant — the “grievant” shall be defined as the employee within the bargaining unit
filing the grievance.

Days — A “day” as used in this procedure shall mean the scheduled working day(s) of
the party who is required to act.

Party-in-Interest — A “party-in-interest” shall be defined as an employee of the City
named in the grievance who is not the grievant.

The following procedures shall apply to the administration of all grievances filed

under this procedure.

A

Except at Step 1, all grievances shall include the name and position of the grievant,
the identity of the provisions of this Agreement involved in the grievance, the time
and place where the alleged events or conditions giving rise to the grievance took
place, the identity of the party responsible for causing the said grievance, if known to
the grievant, and a general statement of the nature of the grievance and the redress
sought by the grievant.

Except at Step 1, all decisions shall be tendered in writing at each step of the
grievance procedure. FEach decision shall be transmitted to the grievant and his

representative, if any.

Nothing contained herein shall be construed as limiting the right of any employee
having a grievance to discuss the matter informally with any appropriate member of
the administration and having said matter informally adjusted, provided that the
adjustment is not inconsistent with the terms of this Agreement. In the event that the
grievance is adjusted without formal determination, pursuant to this procedure, while
such adjustment shall be binding upon the grievant and shall, in all aspects, be final,
said adjustment shall not create a precedent or ruling binding upon the City in future
proceedings.

The grievant may choose whomever he wishes to represent him at any step of the
grievance procedure.

The time limits provided herein will be strictly adhered to and any grievance not filed
initially or appealed within the specific time limits will be deemed waived and void.
If the City fails to reply within the specified time limit, the grievance shall move to
the next step. The time limits specified for either party may be extended only by
written mutual agreement.



F. This procedure shall not be used for the purposes of adding to, subtracting from or
altering in any way, any of the provisions of this Agreement.

Section 4. All grievances shall be administered in accordance with the following steps of the
grievance procedure and a copy of all grievances shall be filed with the City Law Director at

each step.

STEP 1. Any employee who believes he may have a grievance should first discuss it with
his supervisor and attempt to settle the matter without involving this grievance
procedure.

STEP 2. If the dispute is not resolved informally at Step 1, it shall be reduced to writing by

the grievant and presented as a grievance to the Chief of Police within ten (10)
days of the occurrence of the event giving rise to the grievance, or within ten (10)
days after the grievant obtains knowledge of the facts which are the subject of his
or her grievance. The Chief of Police shall provide a written answer within ten
(10) days of receiving the grievance.

STEP 3. If the grievant is not satisfied with the written decision at the conclusion of Step 2,
or for original appeals of demotions or terminations, a written appeal of the
decision may be filed with the Director of Public Safety within five (5) days from
the date the rendering of the decision at Step 2 or the issuance of the Notice of
discipline. Copies of the written decisions shall be submitted with the appeal.
The Director or his designee shall convene a hearing within ten (10) days of the
receipt of the appeal. The Director or his designee shall issue a written decision
to the employee and the Sergeants representative within ten (10) days from the
date of the hearing.

STEP 4. In the event a grievance is unresolved after being processed through all steps of
the Grievance Procedure, unless mutually waived, then within fifteen (15) days
after the rendering of the decision at Step 3, the Union may submit the grievance
to arbitration. Within the fifteen (15) day period, the moving part shall request
the American Arbitration Association to submit a panel of seven (7) arbitrators.
The parties will choose one arbitrator by the alternative strike method.

Section 5. The arbitrator shall have no power or authority to add to, subtract from, or in any
manner, alter the specific terms of this Agreement or to make any award requiring the
commission of any act prohibited by law, or to make any award that itself is contrary to law or
violates any of the terms and conditions of this Agreement. The arbitrator shall determine only
whether there has been a violation of this Agreement within the allegations set forth in the

grievance.

Section 6. The hearing or hearings shall be conducted pursuant to the “Rules of Voluntary
Arbitration” of the American Arbitration Association.



Section 7. The fees and expenses of the arbitrator and the cost of the hearing room, if any,
will be borne by the party losing the grievance. All other expenses shall be borne by the party
incurring them. Neither party shall be responsible for any of the expenses incurred by the other

party.

Section 8. An employee requested to appear at the arbitration hearing by either party shall
attend without the necessity of subpoena and shall not suffer a loss of pay if his/her attendance
occurs during scheduled work hours. Any request made by either party for the attendance of
witnesses shall be made in good faith, and at no time shall the number of employees in

attendance exceed five (5) employees.

Section 9. The question of arbitrability of a grievance may be raised by either party before
the arbitration hearing of the grievance, on the ground 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. The grievance will be heard on its merits before the
same arbitrator in the same hearing. If the arbitrator determines the grievance is not within the
purview of arbitrability, the arbitrator shall not rule on the merits of the grievance.

Section 10.  The arbitrator’s decision and award will be in writing and delivered within thirty
(30) days from the date the record is closed. The decision of the arbitrator shall be final and

binding upon the parties.

Section 11. The grievance procedure set forth herein shall be the exclusive method of
reviewing and settling grievances between a bargaining unit member and the City.

ARTICLE 9 — SENIORITY

Section 1. All newly appointed sergeants shall be considered a probationary employee for a
period of twelve (12) months, beginning from the first day of assignment as sergeant.

Section 2. A probationary employee may be reduced to patrol officer during the
probationary period at the sole discretion of the City. Such dismissal is not subject to appeal
through the grievance procedure or to the Civil Service Commission.

Section 3. Seniority shall be defined as the length of continuous service as a regular full or
part-time employee in the classification which he is currently serving. A probationary employee
shall not begin to accrue seniority until he has completed the first ninety (90) days of
employment. At such time, a full-time employee will be credited with the seniority retroactive to
his date of hire and shall continue to accrue seniority in accordance with his full-time status.

Section 4. For part-time employees, the amount of seniority shall be calculated by prorating
the amount of hours worked with the amount of regularly scheduled hours in a standard work
year (i.e., Part time employee worked 1040 hours the previous year, seniority is accrued is on-
half (.5) years). After completion of the first ninety (90) days of employment, part-time
employee shall be credited with seniority retroactive to his date of hire, but in accordance with
his part-time employment status.



Section 5. An employee’s seniority shall be terminated for any of the following reasons:
A. Resignation
B. Discharge for Just Cause

C, Layoff for a period exceeding three (3) years

D. Retirement
E. Refusal or failure to report within ten (10) days from the date of mailing of a recall
notice by certified mail to the employee’s last official address as shown on the City’s
records.
Section 6. It is the specific intent of the parties to utilize seniority as defined herein to

determine the order of layoff, displacement rights, and recall pursuant to the Civil Service Rules
of the City of Medina. The parties specifically agree that seniority as defined herein shall be
used to determine order of layoff, displacement rights and recall rights. For this reason, the
parties agreed that Civil Service Rules IX, subsection (G) and Ohio Revised Code Section
124.37 are specifically preempted by this agreement for the purpose of calculating seniority. For
other purpose not specifically addressed herein, the Medina Civil Service Rules and the Ohio

Revised Code shall apply according to law.

ARTICLE 10 — NON-DISCRIMINATION

Section 1. The City and the Sergeants agree not to discriminate against any employee(s) on
the basis of race, religion, color, creed, national origin, age, sex or handicap.

ARTICLE 11 - GENDER

Section 1. Whenever the context so requires, the use of the words herein, whether in the
masculine, feminine, or neutral genders shall be construed to include all of said genders. By the
use of either the masculine or feminine genders it is understood that said use is for convenience
purposes only and is not to be interpreted to be discriminatory by reason of sex.

ARTICLE 12 - HEADINGS

Section 1. It is understood and agreed that the use of headings before Articles is for
convenience only and that no headings shall be used in the interpretation of said articles nor
affect any interpretation of any such Article.



ARTICLE 13 — OBLIGATION TO NEGOTIATE

Section 1. The City and the Sergeants acknowledge that during the negotiations which
preceded this Agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject matter not removed by law from the area of collective
bargaining and that the understandings and agreements arrived at by the parties after the exercise
of that right and opportunity are set forth in this Agreement.

Section 2. Therefore, for the life of this Agreement, the City and the Sergeants each
voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be
obligated to negotiate collectively with respect to any subject or matter referred to or covered in
this Agreement, or with respect to any subject or matter not specifically referred to or covered in
this Agreement, even though such subjects or matters may not have been within the knowledge
or contemplation of either or both of the parties at the time they negotiated and signed this
Agreement.

ARTICLE 14 - CONFORMITY TO LAW

Section 1. This Agreement shall be subject to and subordinated to any present and future
Federal and State laws, along with any applicable Rules and Regulations, and the invalidity of
any provisions of this Agreement by reason of any such existing or future law or rule or
regulation shall not affect the validity of the surviving portions.

Section 2. If the enactment of legislation, or a determination by a court of final and
competent jurisdiction (whether in a proceeding between the parties or in one not between the
parties) renders any portion of this Agreement invalid or unenforceable, such legislation or
decision shall not affect the validity of the surviving portions of this Agreement, which shall
remain in full force and effect as if such invalid portion thereof had not been included herein.

ARTICLE 15 -DUTY HOURS

Section 1. The regular work week for all employees of the City covered by this Agreement
will be forty (40) hours. The work week for bargaining unit employees assigned to the Patrol
Division shall generally consist of four (4), ten (10) hour days. However, in the event that the
level of staffing in the Patrol Division drops below eighteen (18) officers (including patrol
officers), due to lay-offs, injuries, illnesses, or other extended leaves of absences, then the
Employer shall have the discretion and right to change the schedule to five (5), eight (8) hour
days. The Employer shall give fourteen (14) days notice of any such change in the schedule to
the affected employees and the Union. The Employer shall not change the schedule unless the
staffing shortage extends beyond thirty (30) days.

ARTICLE 16 - OVERTIME PAY AND COURT-TIME

Section 1. All employees, for work performed or compensated in excess of forty (40) hours
per week except sick days per Article 19 and for all hours worked or compensated in excess of



the regular weekly forty (40) hours scheduled, except sick days per Article 19, shall be
compensated at the rate of time and one-half.

Section 2. All time worked when called back after normal daily working hours or on a
regular day off, and actual time spent engaged in appropriate police work within the City of
Medina which requires immediate action, shall be compensated at the rate of one and one-half
(1'%4) times his regular rate of pay, or the employee may elect to receive compensatory time,
pursuant to Section 3. Employees called in to work on an unscheduled holiday shall receive
double-time for each hour worked on the holiday. Employees on medical-related or personal
leave (excluding vacation, holiday, personal day or comp-time) for three (3) or more consecutive
days shall not receive any additional compensation for appearing for court time or other work-
related call-in, until such date on which the employee is cleared to return to work. Employees
appearing for court time or call-in during such leave shall not have sick time deducted for the

actual time of appearance.

Section 3. If any employee elects to take compensatory time off in lieu of overtime pay for
any overtime worked, such compensatory time may be granted by his department head, on an
equivalent time basis, at a time mutually convenient to the employee and the department head,
except that such accumulated compensatory time earned shall at no time exceed one hundred
twenty (120) hours. Each hour of overtime worked shall be compensated by one and one-half
(1%2) hours of compensatory time, if so elected by the employee.

Once each calendar year during the term of this Agreement, each employee shall be permitted to
cash in up to thirty five percent (35%) of his accumulated compensatory time at his current
regular rate of pay, provided the City may, in its sole discretion, permit an employee to cash in a
greater percentage of the accumulated compensatory time. Any hours accumulated in excess of
one hundred (100) hours shall be paid to the employee at the end of each calendar year.

Section 4. When the basic work day includes a shift premium, the premium will be
considered part of the regular rate of pay for the purposes of figuring overtime.

Section 5. Every employee called back after normal daily working hours or on a regular day
off including holidays, for a court appearance shall be paid a minimum of three (3) hours at a
rate of one and one-half (1%) times the regular rate of pay, provided the employee is not notified
by 7:00 p.m. the day before the court appearance that the court appearance has been cancelled. If
the employee is called back to work for more than one (1) court appearance in the same day, he
shall be paid a minimum of three (3) hours for the first appearance and the actual time worked
for the second appearance; unless there is three (3) hours or more between appearances, in which
case the employee shall be paid a minimum of three (3) hours for each appearance.

Section 6. Every employee called back after normal daily working hours or on a regular day
off, including holidays, shall be paid a minimum of two (2) hours at a rate of one and one-half
(1%%) times the regular rate of pay for each time the employee is called back to work.



ARTICLE 17 - HOLIDAYS

Section 1. All full-time employees shall receive the following paid holidays, provided the
employee works their regularly scheduled shift before the holiday, the day of the holiday if
scheduled on the holiday, and their regularly scheduled shift after such holiday, or is scheduled
off the shift before and/or on the holiday and/or the shift after the holiday due to vacation, use of
compensatory time, training day, stress day, or is on sick time due to a work-related injury:

New Year’s Day Labor Day
President’s Day Columbus Day
Martin Luther King Day Veterans’ Day
Easter Sunday Thanksgiving Day
Memorial Day Christmas Day
Independence Day

Section 2. In addition, an employee may receive, subject to the approval of the Mayor, any
day appointed and recommended by the Governor of the State or the President of the United

States, as a holiday.

Section 3. All full-time or regular employees shall receive pay for any legal holiday
established by the City, and in the case of the shift employee, the holiday if it is his regularly
scheduled work day, according to the following provisions:

Except as provided in Section 4 hereof, an employee whose regular work
schedule does not permit a day off for a holiday shall receive his regular pay, and
in addition, holiday pay not to exceed eight (8) hours for each such holiday.

Section 4. New Year’s Day, Easter Sunday, Independence Day, Labor Day, Thanksgiving
and Christmas are hereby designated as premium holidays. A full-time employee who works a
shift the majority of which actually falls on the premium holiday shall be paid at one and one-
half times his regular rate of pay for that shift, and in addition, holiday pay not to exceed eight
hours. An employee who receives such premium pay for working the actual holiday shall not
also receive holiday pay for the Friday or Monday on which the same holiday may be observed

pursuant to Section 3(A) hereof.

ARTICLE 18 - VACATIONS

Section 1. Each full-time employee shall earn and be entitled to paid vacation in accordance
with the following schedule:

A. An employee with less than five (5) years of service shall earn vacation with pay at
the rate of 3.077 hours per pay period with a maximum earning of two (2) basic work
weeks, and may carry over a maximum of 160 hours of earned vacation. Employees
shall not be able to take vacation until completion of one (1) year of service.

10



Section 2.

An employee with five (5) years, but less than eleven (11) years of service shall eamn
vacation with pay at the rate of 4.615 hours per pay period with a maximum earning
of three (3) basic work weeks, and may carry over a maximum of 240 hours of earned
vacation.

An employee with eleven (11) years, but less than twenty (20) years of service, shall
earn vacation with pay at the rate of 6.154 hours per pay period (with a maximum
earning of four (4) basic work weeks, and may carry over a maximum of 320 hours of
earned vacation.

An employee with twenty (20) or more years of service shall earn vacation with pay
at the rate of 7.692 hours per pay period with a maximum earning of five (5) basic
work weeks, and may carry over a maximum of 400 hours of earned vacation.

Employees will not be permitted to carry over vacation into the succeeding calendar
year beyond the carryover limits set forth above in this section, in paragraphs A-D.

For employees on a leave of absence, lay-off, or a period of termination service time
will not be accumulated during such leave of absence, lay-off, or period of
employment termination.

Credited Service. For all employees hired after January 1, 1992 only service as a full-
time employee of the City of Medina will be credited for purposes of vacation
eligibility.

General practices and definitions.

A,

C.

Seetion 3.

Employees will not be permitted to work for the City during their vacation periods
and receive additional compensation; except an employee who has already taken off
work for at least three (3) weeks of vacation in a calendar year may be compensated
for additional accumulated and unused vacation if the Chief is unable to schedule the
employee off prior to the end of the year and the vacation would be forfeited.

Holiday During Vacation Period. When a City-observed holiday for which an
employee is entitled to straight time pay, falls within the scheduled vacation period,
he will be given an additional day off with pay or, at the discretion of his supervisor,

a day’s pay.

Basic Work Week. A basic work week as used in Axrticle 15.

Vacation Benefits For Employment Termination. An employee who leaves the

employ of the City for any reason will receive vacation pay for any vacation he may have been
eligible to receive if not already taken at the time of his termination.
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ARTICLE 19 — SICK LEAVE

Section 1. Each employee shall accumulate sick leave at the rate of 4.615 hours for each
eighty (80) hours of service in active pay status, including paid vacation and approved sick leave,
but not during a leave of absence, lay-off or other period in inactive pay status.

Employees may use sick leave, upon approval of the responsible administrative officer of the
employing unit, for absence due to illness, injury, exposure to contagious disease which could be
communicated to other employees, and to illness or death in the employees’” immediate family.
The previously accumulated sick leave of an employee who has been separated from the City’s
service may be placed to his credit upon his re-employment in the City’s service providing that
such re-employment takes place within ten (10) years of the date on which the employee was last
terminated from public service. Provisional appointees or those who render part-time, seasonal,
intermittent, per diem, or hourly service shall be entitled to sick leave for the time actually
worked at the same rate as that granted full-time employees. The responsible administrative
officer of the employing unit may require the employee to furnish a satisfactory affidavit that this
absence was caused by illness due to any of the causes mentioned in this section.

Section 2. An employee shall be permitted to convert two (2) days (either ten (10) or eight
(8) hours, depending on the employee’s regular work day) of sick leave to two (2) days (either
ten (10) or eight (8) hours) of additional stress time for each six (6) month period during which
the employee does not utilize sick leave. Six month periods shall be defined as January 1
through June 30 and July 1 through December 31. Taking a stress day shall not constitute
utilizing sick leave under this section. The stress days under this Article must be utilized within
six months of when they are earned, and shall only be taken with advance approval of the Chief
except where the day is used in an emergency situation.

Section 3. In addition to Section 1 above, each City employee shall be entitled to sick leave
of thirty (30) days annually with pay, upon approval of the responsible administrative officer of
the employing unit, for absence due to injury or occupational disease, where such injury has
occurred or occupational disease has been contracted in the course of employment with the City
of Medina, provided the same were not purposely self-inflicted. Unused sick leave under this
section shall not be cumulative. The responsible administrative officer of the employing unit
may require the employee to furnish a satisfactory affidavit that this absence was caused by
injury or illness while working, on the job for the City. The additional sick leave provided in this
Section is to be used only after accumulated sick leave as provided elsewhere in this Article has
been depleted.

Section 4. A city employee may elect, at the time of retirement from active service and with
ten (10) or more years of service with the City, to be paid in cash for 37.5% of the value of his
accrued but unused sick leave credit. Such payment shall be based on the employee’s rate of pay
at the time of retirement. Payment for sick leave on this basis shall be considered to eliminate all
sick leave credit accrued by the employee at the time. Such payment shall be made only once to
any employee. The maximum payment which may be made under this section shall be four

hundred (400) hours.
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ARTICLE 20 — STRESS DAYS

Section 1. All Sergeants shall, in addition to all other leave benefits, be granted two (2)
stress days cach year. Employees may earn an additional four (4) stress days pursuant to
Atrticle 19.

Section 2. The stress days shall only be taken with the advance approval of the Chief except
where the day is used in an emergency situation.

Section 3. The stress days under this Article shall be charged against the employee’s sick
leave accumulation, and must be used within the calendar year.

ARTICLE 21 - LONGEVITY PAY

Section 1. All full-time employees of the City of Medina who have completed twenty (20)
years continuous employment with the City shall receive, in addition to their regular salary, an
additional compensation in the amount of ninety dollars ($90.00) per month payable semi-
annually in June and December.

Section 2. All full-time employees of the City of Medina who have completed fifteen (15)
years of continuous employment with the City shall receive, in addition to their regular salary, an
additional compensation in the amount of sixty-nine dollars ($69.00) per month payable semi-
annually in June and December.

Section 3. All full-time employees of the City of Medina who have completed ten (10) years
of continuous employment with the City shall receive, in addition to their regular salary, an
additional compensation in the amount of forty-eight dollars ($48.00) per month payable semi-
annually in June and December.

Section 4. All full-time employees of the City of Medina who have completed five (5) or
more years of continuous employment with the City shall receive, in addition to their regular
salary, an additional compensation in the amount of twenty-seven dollars ($27.00) per month
payable semi-annually in June and December.

Section 5. An employee returning from a leave of absence or lay-off will be entitled to pre-
leave status relative to accumulated service time toward longevity pay. A terminated employee
who returns to work for the City of Medina within a period of one (1) year shall be entitled to
pre-leave status less one (1) year of accumulated service time toward longevity pay. Service
time toward longevity pay will not be accumulated during a leave of absence, lay-off, or a period
of employment termination.

ARTICLE 22 - UNIFORM ALLOWANCE

Section 1. There is hereby granted a maximum yearly uniform and uniform-maintenance
allowance of one thousand, three hundred eight-two dollars ($1,382.00) to each member of the
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bargaining unit, except that during the first six (6) months of employment there will be no
uniform allowance. Said allowance shall be appropriated by the Medina City Council and paid
semi-annually directly to the sergeant.

Section 2. There is hereby granted a sufficient allowance necessary to purchase one
complete uniform, as prescribed by the Chief of Police, to each new member of the bargaining

unit.

ARTICLE 23 - LEAVE OF ABSENCE

Section 1. All employees who are members of the Ohio National Guard or members of other
reserve components of the Armed Forces of the United States shall be entitled to a military leave
of absence from their respective duties without loss of regular pay, holiday pay, or vacation time
for such time as they are in the military service on field training or active duty for periods not to
exceed thirty-eight (38) days in any one calendar year, after presentation of official orders and
submission of a leave request: The department head shall be required to arrange a shift change
permitting employees working other than Monday through Friday to participate in National
Guard or Reserves weekend training sessions without loss of time. If no such shift change can
be arranged, the employees shall be entitled to a leave of absence for same without loss of

regular pay.

Section 2. All regular employees who are drafted, or who enter the Armed Forces of the
United States during a period of national emergency, or who are called to active duty in the
Armed Forces Reserve or Ohio National Guard, shall be granted an extended military leave of
absence for the period of military commitment. Upon presentation of official orders, such an
employee shall receive pay for the number of working days according to his regular work
schedule accruing during the first thirty-eight (38) calendar days of military leave.

A. An employee granted an extended military leave may elect to be paid for any
accumulated annual leave.

B. Employees on extended military leave shall continue to earn seniority credit for
purposes of annual leave and promotional examination.

C. Upon return from extended military leave, employees will be reinstated to the same
pay step of the pay schedule at which they were situated at the time of leave of
absence. Thus, employees on extended military leave will receive any general salary
adjustments that were granted during their absence to their job classifications.
Employees on extended military leave do not earn time towards merit raises or
longevity pay steps during the unpaid period of military leave. However, they shall
retain such service time as they had at the time of leave of absence.

Section 3. Any employee having been in the employ of the City of Medina for at least six (6)

months may be granted a leave of absence without pay by the responsible appointing authority or
elected official for a period of time as deemed warranted, but not to exceed six (6) months within
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one year. Written notice of said leave will be given to the Civil Service Commission and the
Finance Director.

A. Group hospitalization insurance may be retained during a leave of absence in
accordance with federal and state law.

B. Accumulated Benefits. Time toward sick, vacation, or longevity pay will not
accumulate during the leave of absence. Upon return to work, the employee will be
entitled to pre-leave status relative to accumulated sick, vacation, or longevity pay as
well as pay range and step and job classification.

C. Step Increases. An employee who has been granted a leave of absence will not
receive a step increase under Section 31.08(A) unless he or she has accumulated a
total of nine (9) months active service during the prior calendar year.

D. Any employee who is called for jury duty during his normal working hours shall be
entitled to leave for such service and shall be paid for such leave time at the usual rate
for the applicable pay grade and step.

Section 4. Funeral Leave. EFach employee shall be entitled to up to three (3) days paid
funeral leave, deducted from the employee’s accumulated sick leave, for the purpose of
attending the funeral, whenever the death occurs in their immediate family. The above is
limited to the death of the employee’s spouse, mother, father, brother, sister, child, parents-
in-law, or step-child actually living in the household. Employees shall be entitled to one (1)
paid day, deducted from the employee’s accumulated sick leave, for the death of the
employee’s grandparents, grandchildren, brother- and sister-in-law, step-children not living
in the household and grandparents-in-law. Such days shall be in addition to all other leave
available to the employee.

ARTICLE 24 - TRAVEL, TELEPHONE AND EDUCATIONAL BENEFITS

Section 1. Any employee may attend, at the expense of the City, any conference or other
municipal business relating to municipal affairs, if approved by the Mayor. If advanced funds
are necessary, the employee shall submit said request to the Finance Department not less than
fourteen (14) calendar days in advance of the event and shall be paid within three (3) calendar

days of the event.
Section 2. Any employee may be reimbursed for his actual, necessary expenses incurred

while traveling on official business authorized by law or by his position, office, or employment.
The IRS standard business mileage rate will be allowed for the use of privately owned vehicles.

Section 3. All requests for such allowance shall be made in writing to the Mayor in duplicate
showing the necessity for such attendance and an estimate of the costs thereof to the City.

Section 4. Upon return, all expense reports with applicable itemized receipts attached shall
be approved by the Mayor prior to being submitted to the Finance Department for payment.
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Section 5. All approved expense reports shall be paid within thirty (30) calendar days after
submission to the Finance Department.

Section 6. Upon presentation of receipts as specified by the Finance Director, any employee
required by his department head to have a private telephone in his home shall be reimbursed for
the difference between the cost of a party line and a private line within the City of Medina
amounting to eighty-five cents (85¢) per month. Said reimbursement shall be made annually in
January of each year based on receipts presented as stated above for the prior year. Terminating
employees shall be reimbursed at the time of termination.

Section 7. Upon receipt of, or proof of having earned, an associate degree in the law
enforcement field; or a four (4) year baccalaureate degree from an accredited university; or upon
proof of an honorable discharge after having served three (3) or more years in a branch of the
United States military; or upon proof of having served three (3) or more years in the Ohio
National Guard, a police patrolman or officer shall receive additional compensation in the
amount of three hundred fifty dollars ($350.00), payable semi-annually in June and December of
each contract year. Payments to each employee under this Section shall not exceed $350.00

annually.

ARTICLE 25 - GROUP HOSPITALIZATION

Section 1. The City shall provide group hospitalization, surgical and dental insurance
coverages or options to bargaining unit employees (except short-term temporary employees and
those employed less than thirty (30) hours per week). A summary of insurance benefits that the
City shall provide is set forth in Attachment A.

The premiums for such plan shall be paid as follows:

A. Effective April 1, 2020, the City shall pay eighty percent (80%) of the premium
costs, and the bargaining unit member shall pay twenty percent (20%) of the
premium costs through payroll deduction. Employees who satisfy the wellness
program obligations (see, Attachment B) will be eligible for a “wellness” discount
and will pay thirteen percent (13%) as their premium contribution for 2020. In
order to qualify for the reduced premiums in 2021 and 2022 the employee must
satisfy the wellness components identified in Attachment B by September 1% of
the preceding year.

B, Effective January 1, 2021, if the City’s insurance premium costs increase by one
percent (1%) or more, employees satisfying the wellness program obligations
shall pay fourteen percent (14%) of the premium costs through payroll deduction.
Employees failing to satisfy the wellness program obligations will not be eligible
for a “wellness” discount and will pay twenty percent (20%) as their premium
contribution. The employee premium-contribution percentage shall remain at the
2020 percentage (13% or 20%) for 2021 if the City’s insurance premium costs do
not increase or increase by less than one percent (1%).
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C. Effective January 1, 2022, if the City’s insurance premium costs increase by one
percent (1%) or more, and the employees are still paying a thirteen percent (13%)
premium contribution, the employees satisfying the wellness program obligations
shall pay a premium contribution one percent (1%) higher than the 2021 rate (an
increase to 14%) of the premium costs through payroll deduction. Employees
failing to satisfy the wellness program obligations will not be eligible for a
“wellness” discount and will pay twenty percent (20%) as their premium
contribution. The employee premium contribution percentage shall remain at the
2021 percentage for 2022 if the City’s insurance premium costs do not increase or
increase by less than one percent (1%).

D Newly-hired employees are not eligible for the reduced Wellness premium rate
until the January 1% following successful completion of the September 1% to
August 31%" Wellness requirements.

Temporary full-time employees expected to be employed by the City for a continuous period
greater than three (3) months shall be eligible for said benefit.

Section 2. The City retains the right, in its sole discretion, to change insurance carriers,
provided the benefits and coverages under the policy with the new carrier are comparable to or
better than the benefits and coverages provided to bargaining unit employees as of the effective
date of this Agreement.

Section 3. Employees who are eligible to receive family coverage under any comprehensive
group medical plan who opt not to participate in such program and execute an appropriate waiver
form, and who have met the wellness program obligations, will receive Four Hundred Twenty-
Five Dollars ($425.00) per month in lieu of medical insurance coverage. Employees opting out
of family coverage, who have not met the wellness program obligations, will receive Two
Hundred Dollars ($200.00) per month in lieu of medical insurance coverage.

Section 4. Employees opting out who have successfully completed the wellness obligations
of their spouse’s healthcare plan can be considered as having satisfied the City’s wellness
obligations, provided that the City has approved the wellness criteria of the spouse’s plan and
confirmed the employee’s satisfaction of same.

Section 5. The City and the OPBA mutually recognize that health care cost control is an
important consideration and of mutual interest to both parties. The parties agree that the City’s
health care coverage and premium rates should be reviewed by an independent health care
consultant. Accordingly, the City and OPBA agree to negotiate in good faith concerning health
care cost control in the group hospitalization program provided by this Agreement at the end of
the term of the Agreement.

Section 6. The City agrees that a representative of the bargaining unit shall participate in the

study of health care coverage and premium cost issues with the City’s Health Care Committee.
Any agreed-upon resolution of healthcare program issues adopted by the Health Care
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Committee, and, in turn, approved by both the City and the Union, shall be incorporated into this
Agreement.

ARTICLE 26 - WAGES

Section 1. Sergeants having one (1) or more years of service as a Sergeant in the Medina
City Police Department shall be paid an hourly rate fifteen percent (15%) above the effective top
step of a Patrol Officer’s pay. On appointment to Sergeant, the employee shall serve a 12-month
probationary period, during which time the sergeant shall be paid an hourly rate of six percent
(6%) above the effective top step of a Patrol Officer’s pay.

Section 2. The City will pay ten percent (10%) of the employee’s contribution to the Police
and Fire Disability and Pension Fund. Effective upon execution, the City shall pay said amount
pursuant to a “Deferred” plan as approved by the Ohio Police and Fire Pension Fund and as

explained herein. (Attachment C).

ARTICLE 27 — SHIFT DIFFERENTIAL

Section 1. Effective March 29, 2020, there is hereby granted a fifty cent ($0.50) hourly pay
differential for employees assigned to working the second or third shifts.

ARTICLE 28 — LIFE INSURANCE

Section 1. The City agrees to provide (either through self-insurance or a policy of insurance)
a twenty-five thousand dollar ($25,000.00) life insurance and accidental death/dismemberment
(“life insurance™) benefit to members of the bargaining unit.

Section 2. In the event the bargaining unit member’s life insurance is provided through an
insured plan and the City qualifies under the terms of the insured plan to offer additional life
insurance coverages, bargaining unit members may purchase additional coverages through
payroll deductions. The costs of any additional life insurance coverages shall be the sole
responsibility of the bargaining unit member.

ARTICLE 29 — SAVINGS CLAUSE

Section 1. In the event any one or more provisions of the Agreement is or are deemed
invalid or unenforceable by any final decision or a court of governmental agency, that portion
shall be deemed severable from the rest of the Agreement and all such other parts of this
Agreement shall remain in full force and effect.
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ARTICLE 30 — RETENTION OF BENEFITS

Section 1. All benefits which are presently enjoyed by all City employees are a part of
working conditions and shall be continued throughout the life of this Agreement.

ARTICLE 31 - EMPLOYEE RIGHTS

Section 1. The procedural provisions of this article shall be followed whenever an employee
is suspected of an action or inaction which could result in a disciplinary action or criminal
charges being filed against the employee. This article shall also apply, where appropriate
(Sections 2, 4, 5, and 7), to employees questioned as a witness. This article shall not apply to
communications or conversations intended to provide instructions, training or corrections of
work performance or techniques.

Section 2. In the event an employee is to be questioned or interviewed concerning an
allegation of misconduct, the employee shall be informed at the commencement of the
investigation as to the general nature of the alleged misconduct (whether disciplinary or
criminal) and of the factual allegations against the employee known at that time. If an employee
to be questioned is, at the time of questioning, a witness and not under investigation, he shall be
so advised of such status.

Section 3. At the time any employee is notified that he or she is the subject of an
investigation, the employee shall be given the opportunity to contact a Union Representative
and/or Union Attorney for the purpose of representation. The scheduled interview shall not be
delayed more than twenty-four (24) hours in order for the employee’s representative to be
present. In the event of an employee-involved shooting, or use by an employee of physical force
resulting in serious physical injury or death, the Chief of Police may order an immediate
investigation to determine compliance with departmental procedures.

Section 4. Questioning or interviewing of any employee in the course of an internal
investigation will be conducted at hours reasonably related to the employee’s shift, unless
operational necessities require otherwise. Investigative sessions shall be for reasonable periods

of time.

Section 5. Before an employee may be charged with insubordination or a like offense for
refusing to answer questions or participate in an investigation, the employee shall be advised that
he is being ordered to answer or participate and that such refusal, if continued, may be made the
basis for such a charge. No employee shall be charged with insubordination where such refusal
is based on the employee’s exercise of the rights afforded the employee in regard to a criminal
investigation unless the employee is informed by the investigating officer that his or her
responses to questions will not result in criminal charges against the employee. If the employee
is ordered to answer the questions after being so advised, an employee’s refusal to answer
questions or refusal to participate in the investigation may form the basis for a charge of
insubordination.
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Section 6. All complaints by citizens, which may result in suspension, reduction, or
discharge of a bargaining unit employee, shall be in writing and signed by the complainant.
However, the Employer reserves the right to investigate any complaint and to question a
bargaining unit employee regarding any complaint, including an anonymous complaint.
Discipline shall not be imposed solely on the basis of an anonymous complaint.

Section 7. Polygraph. In the course of questioning, an employee may only be given a
polygraph examination (or voice stress analysis, etc.) with his or her consent. Such consent shall
set forth the purposes for which the test results may be used. Such examination shall not be used
in any subsequent court action, except in accordance with applicable rules of evidence. An
employee’s refusal to consent to such an examination shall not be the basis for disciplinary

action.

Section 8. Status of Investigations. An employee subject to investigation shall, upon
request, be advised at reasonable intervals either that the matter is still under investigation or that
the investigation has been concluded, and shall be advised of the conclusion and finding of such
investigation.  All items in an employee’s personnel file with regard to complaints and
investigations will be clearly marked with respect to final disposition.

ARTICLE 32 - INJURY LEAVE/WAGE CONTINUATION

Section 1. Any employee who suffers a compensable industrial injury or illness can, subject
to the below-mentioned terms, receive injury leave at full-salary and full benefits (in so far as
full benefits are provided to employees on workers’ compensation) in lieu of workers’
compensation, lost-time benefits. Payments for related medical benefits are the responsibility of
the Bureau of Workers’ Compensation (OBWC).

Section 2. QUALIFICATIONS

1. The injury or illness must be determined to be compensable by the City, or in the
case of dispute, the Ohio Industrial Commission. In no event will compensation
commence before paperwork is filed with OBWC.

2. Competent medical proof of disability must be provided via form C-84 or
Physician’s Update and Physical Capabilities Form. The attending physician
must complete the form in its entirety and affix his/her original signature to the
form. Copies are unacceptable. On the Clock Care of Medina General Hospital is

the City’s chosen provider.

3. The employee must complete a C-1, OD-1, or FROI-1 application and sign a
wage agreement, medical release and an election form.

4. The City reserves the right to have the employee examined by a physician of its
choice at the City’s cost to confirm the medical diagnosis and/or the period of
disability. Failure to submit to examination will result in termination of injury

leave benefits.
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Section 3.

Injury leave time will be paid for only those period(s) of lost time that otherwise
would qualify the employee for receipt of workers’ compensation lost time
benefits, subject to the following limitations:

TERMINATION CONDITIONS

Wage continuation/injury leave will cease upon any of the following conditions:

1.

2,

Attending physician releases employee to return to work.
Employee returns to work for another employer.

Employee fails to return to transitional “limited duty” assignment consistent with
his/her medical restrictions and approved by the injured worker’s treating
physician.

Employee fails to appear for employer-sponsored medical examination.

Employee has reached maximum medical recovery and/or the condition has
become permanent.

Regardless of the above conditions of termination, management may, at its sole
discretion terminate injury leave benefits at any time of disability exceeds ninety

(90) calendar days. The maximum claim allowed per employee is one hundred-
eighty (180) calendar days per year.

The claim is found to be fraudulent after payment has commenced.

The injured worker attempts to collect both wage continuation and temporary
total compensation; or

Employment termination.

ARTICLE 33 - DURATION

Section 1.

The term of this Agreement shall be from date of ratification (March 23, 2020) or

conciliator’s award through October 31, 2022.

Section 2.

Due to the contract expiration date of October 31, 2022, the City agrees that

restrictions on the Conciliator’s power pursuant to Ohio Revised Code 4117.14(G)(11) are
waived by the City for purposes of negotiating the successor collective bargaining agreement.
As such, the Conciliator appointed pursuant to negotiations for the.successor collective
bargaining agreement shall have full power to award wages and other matters of compensation
from the contract expiration date and thereafter.
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SIGNATURE PAGE

IN WITNESS WHEREOF, the parties hereunto have set their hands this 9&3 H day of
April, 2020. =

On Behalf of the On behall of the

CITY OF MEDINA OHI0 PATROLMEN’S

BENEVOLENT ASSOCIATION A

Fos— 1 Hovs S LM

Dennis T. Hanwell
Mayor, City of Medina

AL

Rdward Kindey
Chief of Police, City of Medina

T Tt

George B, Gerken i
Attorney for Ohio Patrolmen’s
Benevolent Association

APPROVED AS TO CONTENT:

—J6n M., Dileno, Fsq.
Zashin & Rich Co., LPA

¢ APPROVED AS TO FORM:

ﬁ//wén

Gregory A./Huber/ Esq.
Law Direetor, City of Medina

—pi

1659-19-03
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Attachment A
SUMMARY PLAN DESCRIPTION

23



L€G00-¥EL00000SL00ZSIND
L009£28.LL

V LNJINHOVL1LY
930 1 28eg

B Woy ||Iq e aA1e0a1 Jybiw noA pue ‘ToPIACId YIOMISU-JO-JN0 UB 3Sn NOA Ji 1sow ay} Aed [Im no
"YIoMJau S Ue[d sy Ul J8pIACId € asn noA Ji ssa| Aed [1m noA “YI0MIaU JapiAoid e sesn Ue[d siy|

Bunedionled jojsi| e 10} £857-G85-008
([0 1o HES/WoY [eMNPa}y 985 ‘S8

¢Isieroads
"[e1I8Jal e noylm 8S00y9 noA JSI[BIdS U} 89S UBD NOA ON | & 99S 0} [B1I9Ja] B pasu hoA og
"$80IA9s 106 noA s10jeq TSPIACIA 1NOA Ujm ¥98y0 “(OM ge| SE yons)
$80IAISS 8WOS 10} TOPIACId YIOMISU-J0-JN0 Ue 8sn Jybiw JSpIAcid Y1oMau Inok aleme ag “(BUI|q
8Jue[ed) sAed Ue[d noA jeym pue sbieyo SISPIACIT aU) Usamlaq aoualallp 8y} Jo} JapiAoid "siapinold

¢ JopIACId YIom)au
e asn noA i ssa| Aed noA [jip

"JIWI] 19420d-J0-JN0 U} pJemo) Junod Juop Ay} ‘sasuadxa asay) Aed noA ybnoyy usng

"18A0J 1, USS0p UB[d Siy} 213 Yieay
pue sabieyd ps|jig-eoueleq ‘Swnwalg

¢TI 13%90G-J0-JN0
Sy} U1 papnjoul Jou 1 Jeyp

"Jow usaq Sey JiWI| }9320d-}0-JN0
Ajiwey ||leJeA0 sy} [pun SILI] }94200-JO-JN0 UMO 1By} Jeaw 0) sney Asy) ‘TE[d SIu) ul siaquiaw Ajiwe)
1810 @AY noA J| "S80IA8S palanod Joj Jeak e ul Aed pinod noA Jsow sy st U 1a%20d-§0-3R0 8y |

YIOM¥SN-UON
Aliwey/payunun ‘sjbuis/paywjun

YomieN Ajiwey/000‘¢$ sibus/000°L$

¢ UEd siyj Joy
JIWI] 33900-JO-10 3y} I JeYM

"S90IAI9S J1y10ads 1o} SSIGIONPSP 18aW 0} SABY J,UOP NOA

ON

¢,S921M3s 119ads 10}
S9|qIoNpap Jayjo aiay) aly

‘[Slauaq-2Jed-snuenaid/abelen0d/A0D BIBU)Eay MMM/T-SANI Je S3IIAIRS

SATIUSARId palanod Jo Jsi| B 995 "B]qoNpap Jnok Jesw nok alojeq pue BUNEYS-1S09 Jnoyym
SSJIAJSS SATJUSASIT Ulepa) s19A02 UB[d siy} ‘sjdwexs Jo *Ajdde Aew SOUBINSUIOD 10 JUSIAEA0D
B Ing "Junolue S[qIINP3P 8y Jalll 1aA J,usney nok J| usns $92IASS pue SLWa) SLoS SIan00 Tefd siy)

"3[qIoNpsp InoA 195w nok

alojaq Ue[d ayj Aq pied pue palarod
8Je SJUSWABTOD Y)IM S321AI0S

lle pue 3180 SAUSASIT UlBRY) "SAA

&3lgnonpsp
inoA j3eaw noA aioyeq
paiaA02 SITIAISS BIdl) Ay

, 3[qRANpap Ajiwe} |[eIaA0 sy} s}esul
siequisw Ajwel |je Aq pred sesusdxe 3]qIIONPAP JO JUNOWE [eJ0} 8y} [HUN S[GRINPSP [ENPIAIPUI UMO

JIgy} 198w Jsnw Jaquialu Ajiwe} yoes ‘Uejd auy) uo siequial Ajiwey Jayjo aaey nok §| “Aed oy suibieq
UE[d siy} alojeq Junowe S[qRINPap sy} 0} dn siepircid wody $1509 au Jo |Ie Aed 1snw noA ‘Ajjeisuss)

YomlaN-UON
Aiwey000°z$ ‘e16u1s/000°1$
suomieN Ajiwel/000‘L$ ‘e1buis/00ss

[ ‘Adoa

B 1senbal 0} £8G2-G85-008 189 10

MaIA Ued no, *Auessojs) ay} 9es suwg) PAUIISpUN Jajo o ‘TopTAcId ‘S[qIonpap ‘JUSWAEd03 ‘FIUBINSUIo) ‘Buljjig Soueeq

DaS/Wod EIMNPOI Je Alessols) ey
Junoule pamoje se yons ‘sus] Uowwos

¢31qRINpap
I[e12A0 3y S JeyMm

Jo suonjuyap [e1eusb 104 “£852-G85-008 I1e2 ‘aBeiencd o suus) ajejdwos sy} 10 Adod e 1a6 0} Jo ‘abesan0o 1ok noge uonewiol; siow Jo4 “Arewwns e Ajuo si siy)

‘Ajeyesedss papirold oq [im (WATWSI ay3 ps||ed) TE[d SIy} JO 3509 3y} In0ge UOKBULION| :JLON 'SSIIAISS 1B jjeay Palanod 1oy
}02 8y} aJeys pjnom Te[d sy} pue nok moy nok smoys Hgs oyl “Ued yyeay e asooyd noA djay jjim Juswinaop (9gs) abeienos pue syyousg jo faewuwing ay)

Odd :2dA] ueld | Ajwe4 Jo ajfuis :io} abelanon
0Z02Z/1E/2) -0Z02/10/10 :poliad abelano)

| Uelg : [enjnjy fea1pepy

S20IAI9S PaIanoy 104 Aed Noj JeyYM B SIBA0D UB|d SIU) Jeyp) :ebelanos pue syyeusg jo Alewwng




LES00-7EL00000SL00ZSID
1009€28.1
9 jo 7 2%

BEE—— T
, ‘Ajddns Aep-0¢ e 0} dn s18A00) Ajddy JoN seoq | Aedoa Jan Brup ajgealddy SBnip Ajferosds |
PRRIIS . ubiaseckhial . il itk e ~ i}
‘Aiddns Aep-qg e 0} dn sisn09) Alddy 10N se0( 001% awoy - Aedoo pueiq pauajaid-uon
B ¢
_ ‘Alddns Aep-q¢ & 01 dn s1on0D) Alddy JoN seog 0S¢ Ja1] iesal - Aedod puelq palsjeud-uoy 0gS/Woy [lenniypsiy
| AC] Je s|qejiene
*Ajddns Aep-gg e 01 dn s1an0) Ajddy JoN seoq 09¢$ | Aienjep swoy - Aedoo puelq pausjald | s 9besanod Bnip uonduosaid
*Alddns Aep-0¢ & 0} dn s1en0) Aiddy 10N seoQ 0s$ _ Z Jel] [ieya1 - Aedoo puelq pausjald INGQe uoewliojul aloly
‘fiddns Aep-0s e 01 dn sien0) ‘ Addy 1oN se0( | 0£$ | | Ja1] Alanyjap awoy - Aedoo oususs UORIPUO3 10 SSaUl!
‘Aiddns Aep-g¢ e 0} dn s1eno) Aiddy 10N se0q GL$ | J81] |1ejal - Aedoo ousuan ~ inoA jeau) 0} sBnup paau noA 'R
- SUON SOUBINSUIOY %0 ~ SOUBINSUI0D %07 ) (19N 'sueds | 3d/1.0) buibew
- SOUBINSUIOJ %07 abreyo oN | (*om poo|q) 158} JSOUBEIq
_ 3UON SOUBINSUI0D %0f | abieyo oN f (Rel-x) 7587 2nS0UDEIQ 158} e aAeY noA
_ ‘101 Aed |im Tefd h | 3
oA 1eym 328yd usy | “SARUBASID |
e pasu noA s8dInl8s au) JI 13pIacId ,
nok ysy "3ANUBAGId } usle Jey) _ uojjeziunwwi
s8o1M8s oy Aed 0] aney Aew noj SOUEINSUI0D %0t ableyd oN JBUIUSAIDS JaIed SAUBA3Id
BUON SOUBINSUIOD %)% ysin/Aedod oy SIS SERERS
” R | ssaul! 31Ul|2 10 391440 S J3pIAoId
auoN 8OUBINSUIOD %01 | usinvRedoa gzg | 1o Ainful ue jeas) o} JISIA 8189 Alewld aled yjjeay e JsiA noA Jj

ueeULoU] Jueioduw]
191} B 'Suends9x ‘suoRel]

(3sour ay Aed [jim no|
I3pInoid 3 10mMisN-UON

(3ses) sy Aed [imno)
19pIAOId HIOMIDN

Aed [iIm NOA 32UAA

pasN Aey noA ss2in1g

"payioads asImIBy)o Ssejun ‘S[GIANpap Jnok
Joow noA 810joq paIan02 Ble SJUSWABTOS Yjm saoines “saydde S[OINPaP e J| ‘Jaw Ussq Sey S[OTINPaP NOA Joye ale LBYO SIU) Ul UMOYS S)S09 FIUBINSUIGS ||y

JUSAT [ESIP3JA UOLULIOD




1€500-#€L00000SLO0ESIND
1009¢e28.L

9 jo ¢ a8eq

BUON BOUBINSUIOD %01 3OUBINSUIOD %07 sa0IIas Ayioe) ABASp/UMIGRIYD)
_ S90INI3S |
BUON FOUBINSUIOD %01 FOUBINSUI00 %07 [eucissajoid AiaAijap/yuigpIyD
~ (punoseqn - o _ s N

"9'1) DgS 8u) Ul alaymasie
Paguosap S9IIAISS pUB §)S8) 8pnjoul
few aies Ayuisiepy “Aidde Aew
S|qnonpap Jo 3JUeInsuIod ‘Aedod |
‘92155 J0 8dA1 8y uo Bulpuadag H
"S90IAI8S SANUBASId UlelaD ,

o bamm_“mm .m.m.o.m..ul.. UJEUSIS0) S0UBINSUIOD %,0f ableyo oN - SYSIA 2O jueufaid a1e noA
- S92IAI9S asnqe aJue)sqns
SUON  sjjaueq [edlpau Buipuodsaiioa uo paseq pied syeusg _ $92I/I8S Jusijedu| 10 “Yeay [BIOIABYS
BUON  SHieuaq |edlpaw Buipuodsaliod uo paseq pled sjsusg _ $801A8S Juaneding | ‘Yyesy [ejusw uomc. noA j
,,,,, BUON .8%52_8 %0Y SOUBINSUIOD %07 (yuanedur) as} uoabins juemiskug |
S aUON S0UBINSUI0D %0f 9OUBINSUIOY %07 (woou eydsoy “69) aay Ajioe Aejs [eydsoy e aaey nof
B SUON SOUBINSUI0D %0 usin/Aedoo 0zg EIERBUE]p)
(Rousbisws-uou sapnjour) nsivAedod ggg ” uonuane
- 3UON nsinAedod 0oL , ]9 WOOI AOUSDISWT [edipaw 3jelpawiul paau noA j|
3|qronpap Ja)e saoe|d m

1810 ||e FIUBINSUI0D
%0 JSTEradS

e ysinAedoo 0§
BUON BOUBINSUIOD %0 'd0d te hisivAedoo 0z | (wsneding) seay uoshinsuedisiyd
_ (18)us0
auoN SOUBINSUIOD %Y JOUBINSUIOS %0z = Ausbins Aiojeinque “6-) a8} Ayjioe Ausbuns jusedino saey nof j)

(3sow ayy Aed [imAoA)  (1sesfauy) Aedm nox)
J9PIN0Id HIOMIBN-LION J9PINOI HIOMISN
uoRewIou] Juepodw|

131Q » "sHondsIxXT ‘suoneyul] Red [[Ip NOA TeYM __ pasN Aepy noj sa3ia1eg JUSAJ [BIIPSJY UOUIUIOD



L€500-7EL00000SL00ZSND
1009e28.LL

9 3o t 38eg

80IAI8S papnjox3 paIan0)) 10N dn-y99y [ejUSp SUBIPIUYD !

80IAI9S papn|ox3 ‘ pa1an0d) 10N sosse|b s,uaipiy) a1es afa
auUON BOUBINSUIOD %0¥ abieyo oN ” wexa efo sualplyy 1o [ejusp spasu pjiyd nok y
8UON 93UBINSUIOd %0f mocmsw,c_oo %02 | So0IAISS 8J1050H
aUoN SJUBINSUIOD %01 BOUEINSUIOT %07 Jusldinbs [edipa s|qemng

(Uoneyigeysy pue
SUIOIPAI [e9ISAYH LM pauIquioD
‘pouad Jysuaq Jad skep gz1)

JoUBINSUIOD %07 7

2led bulsinu pajMsS

(Adesay]

(pouad Jeuaq Jad sysiA 09) SOUBINSUI0D %(f nsin/Aedod 0zg Uyosadg) SA0IAISS UOREN|IqeH
(palanod
Jou si yoiym ‘Buiuapiey yiom oy , (Adessy )
1deoxe ‘pouad Jusuaq Jad sysIA 09) BOUBINSUIOD %0 7 ysiyAedod ggg  |euonednaoQ) SSOIAISS UONENNIGEH
| | ____{ideiey] spaau
(powiad yauaq Jad sysiA omwi SOUBINSUIOD %(Y | nsivAedod gzg [e21SAU4) SSIMISS UOREYIqeaY | UieaY [e19ads Jay30 aAey

(pouad auaq Jad sysiA 9)

uoljeULIoju| JuBLIOdU]
18y)0 B ‘suoiidaaxg ‘suoneyw]

SOUBINSUIOD %0f

3OUBINSUIO) %07

(sow sy Aed jimnox) (1ses]ayy Aed (im noj)
I3PIAOId HI0MISN-UON 1apInoid yiomisN

_Ked [l oA Jeum

31BJ Jj|esy swoH i o Bunsnodal djgy paau noA jj

_peoN Aejy noj S821AIRS JUSAT [BIIPIN UCWLUWOD



1£500-7€1000005L00ZSWO
L009g28.L
930 g adeyg

"1amo| aq AW §]s00
InoA usyy ‘sasuadxa 18%00d-jo-Ino Joj Aed o} 1l 8sn pue yS4 1o i Ue ul ajedioiied nok §| "yS4 10 YyH Ue asn Jou seop juaied sy jey) swnsse slaquinu ajdwexs abeianoa ay|
LI0JJO8S JXaU 8y] 88s 'suopenys jeapsw ajdwes oy SJS0a 4aA0d Jybiw ueyd siy) moy Jo sejdiexe 88s 0]

"S0e[dS el sy} ybnoly) Tefd e Joj Aed noA djsy o) Iparo Xey wniuaid e Joy 9|qibije aq Aew noA 'SPIEPUBIS SNJe,, WWIUI U} 198l J,USaop UE[d JnoA J

'S\ ¢Splepuels anjep wnwiuly 199w uejd siyj seoqg

"yjuow Jeyy Joj abe1anod yieay aney nok jey

Juswaunbai ay} woy uondwaxa ue Joj Ajjenb nok ssejun uinyal xe} 1noA sy nok usym JusLAed e axew 0] arey ||,NOA ‘YUOW B Jo} SbeJan0y)) [enusass WnUWIUI sAeY },uop noA J|
's9 ) ¢obelano) [enuassy wnwyuip apiroad ueld siy) ssoq

"£856¢-G85-008 J& Ue[d JnoA 1o 9761-989-008 1e Juswedsp

SoueINsUl SJe)s oA :O.JUD ‘BUEJSISSE 10 ‘B[OU SIU} ‘S)yBL oA Jnoge uoieuojul aiow o4 “TE[A InoA 0} uoseal Aue 10} SUBRSIID e o E5dde ‘W e JWAns o} uoljewwoul
8ja|dwoo spiroid osfe sjuswnoop Te[d Jno TE3 [BIIpaW Jeu} Jo} ansdal [IM NoA sjyauaq Jo uolieue|dxa auj je 3oo] ‘sjybl InoA Inoge uonewoI alouw 104 TE3AdE Jo ERNEE)
e paj[ea s| julejdwoo siy TIIE[3 & Jo [eiusp e Joj Te[d anoA jsuiebe julejdwod e arey nof i diey ued jey) saiouabe ale alay | SYbIY m_mwn_n< pue aJueAaLIg) InOA

'965¢-81.€-008 1129 Jo AODBIEUIESH }isin ‘SIB[CINIE]Y 8y INOGe UoheuLIojul

alow Io4 "3Je|dJSIel soueInsul YesH ey} ybnouy) sbesanod soueinsul [enpiaipul BuiAng Buipnjour ‘nok o) sjgejiene aq Aew suondo abelanod JayQ "AOD'SWIONDD JO G9GLOX
€2€¢-192-1/8 e WBisIanQ souBINSU| U UOHRULIOU] JSWNSUOY 10} JaJUs) ‘S80IAeS UBWNY pue esH Jo Juswpedsq ay) pue 9251-989-008 Je Juswyedsp aoueInsul 81L)S INoA
's| salouabe 8s0U} J0f UOIRULIOJUI J0BIUOD Y| "SPUB )i Jele abelanod Jnok snunuod o) Juem noA Ji djay ues ey seinusbe eie aley] “mmm._m>oo anupuo?) o3 sjybiy 1no A

(unpy) a1en ohg sugnoy - spiy Bupesy - alep onoesdolyny .
(‘Juswndop Weyd inoA ass ases)d °}si| 939]dwio e J,usi siy | "sealAias asay) o) Ajdde Kew suonejwry) S82IMISS PaIsno? JayIQ

sweiboid ssoyblopy e alep uus)-Buot . _ sosse|b suaipiyny e

8/e0) 1004 8ulnNoy . Juswieal) Ayps| e dn-yo8yd [RIUBP SUBIPIYD .

Buisiny fing-sleald . (Unpy) alen [eleg . fsbing oujeleg

'S’ 8y} episino BuijeAes) usym a1ed Aousbiswa-uoN . fabIng opswson . aimoundnay .

("S331AISS PAPNIX3 Jayjo Aue Jo }si| B pue uoljewoul a1o0w Joj Juswinaop UE[d 10 A21jod 1nok ¥a9y9) Jeron LON seoq Ajjejausg U4 1IN0\ S9IIAISS

:S90IAIBS PaJan0?) Jsy)Q @ SaJIAISS Papnjoxg



+€500-7EL00000S LODZSND
L00gezeLL

930 9 28eq

'S8OIAISS PaIsA0d JdINYXT 9S8} JO S1S02 Jay)o 8y} 1o} |qisuodsal aq pinom TEd sy

"£852-G8G-008 “1oeju00 eses|d ‘weifoid ssaujjem sy} Jnoge UCREWIOUI BI0W 104 "S1S0D INOA sanpal
0} 8|qe &q Aew noA ‘weJboid ssaujjom SUEd sy} ul sjedioed noA J “welboud ssaujjem STE[D ayy ul sjedioed Jou sa0p Jusied ay) sLINSSE SIAQUINU 8SAY | ‘8JON

005$ | E >ma E:Qs m_s_ [e303 a_._ ._._, 09°L$ s1 Aed E:Qs aor _EB. ayy 0908 si %n(._u_:oa mumx_m%omul_.m...
0% | < SUoISN[oXa J0 S 09% I o SUOISNOX 10 mm_s_.__ 094 | SUOISN|oX8 10 E_EJ;
pa12A03 3,Us| IDY/  Pasan03 3,us| UM p212n02 3,us] 0YM
T - 90UBINSUI0Y ow  oouemnsuion s souelnsuio)
0088 N - wEmE%aoo 0z'18 - suswhedon 0% f - m&m@ﬁmmu,.
o  segmpnpea  00S§  selqpnpe 00§ sajquonpeg
buLinys 3507 BuLIbYS 150D buLIbYS 150D

:Red pjnom eipy ‘ejdwexa sipuyp 0000 “:Aed pjnom sop ‘ejdwiexa siy} uj ~ :Aed pjnom Baq ‘sjdwexs siyj uj
g1 wopsdwexamiol 00w isopedwexdiol 007§ | jsopeidwexapeiol
(4212w 3502n1B6) Juswdinbs [ealpewW s|geIng (p1sayrsaup) ysin Jsijeloadg
(Adpiayi (p2isAyd) saainies UonRYjIqeySY sbrnup uonduasaid (310m poojq pup spunosp.yin) sjse) ansoubeiq
(saya3n.o) Juswdinbs [eolpaw sjgeIng (340m poojq) siss} onsoubelq saaIneg A)ioe Alanla@/yuIgpiuD
(ApJ-x) 159) onsoubelq (uonponpa $80IM8S [BUOISSBJ01d AlaAIIBQ/YHIGPIIYD
(sayddns jpoipaw butpnaul) aied wool Aousblewy  asoasip Buipniour) sysIA 3010 ueiisAyd a1ea Aewild (2402 jp30US.4) SYSIA 8010 ISIBID8dS
:8)1] S82IAIBS SOpN|aul JUBAS J1dINVXT SIUL :9)1] S821AI8S SapNjoul JusAd J1dINVYXI SIUL :9)1] S8IIAIBS SBpN|oUl JudaAe J1dINVYXT SIUL
%02 S0UBINSUIOD Jay)g = %02 SJUBINSUIOD J8Y)) = %02 SJUBINSUIOD Joy)Q =
%02 adueinsuiod (Ayjioey) |eydsoy = 9,02 aoueInNsuIod (Ayj1oey) [eyidsoy = %02 3jueInsuIod (Ayjioey) [eydsoy =
ors Redos jsienads = or$ Aedo? Jsieeds = 07s Aedod Js|eneds =
0053 9|qIoNpap jjesoro SUBd oy = 005$ 3[qnINpap [[eiano SUE[d oy = 005$ 9]qi3oNpap [[eJsA0 S :m_m 9yl =

"abeian00 Ajuo-jjes uo paseq ale sejdwexe abessnco asay) sjou
ases|d "SUEJA u}eay jusiayip Japun Aed jybiw noA sjs0o Jo uomod sy ssedwod o) uoeuiojul siy} asn “TEJd 8y} Jopun sSOIATSS PapN[aXa pue (SIUBINSUIoD
pue SJUSWABAO? ‘SB[GRANPap) sjunowe BUIBTS JS0J 8y} U0 Snoo4 "S10joe) Jaylo Auetu pue ‘afieyd STSPIACIA INoA seoud au ‘oigdsl NoA a1e9 [enjoe ay) uo

f m:_ucm%v JUIeyIp 8q |[M ]SO0 [BNJB JNOA "aled [BIIPSW JaA0d Jybiu Tefd siyy moy jo sejdwexa jsnf 8Je UMOUS sjuslujeal | "J0JeWNsa JS09 e jou s siy|

:se|dwex3 sbelsnoy assy) noqy



Multi-Language Interpreter Services

& Nondiscrimination Notice

@ MEDICAL MUTUAL

This document notifies individuals of how to seek assistance if they speak a language other than English.

Spanish

ATENCION: Si habla espaiiol, tiene a su disposicion
servicios gratuitos de asistencia lingtistica. Llame al
1-800-382-5729 (TTY: 711).

Chinese
EEMBEERERP BT BESIESER
%o FHHE 1-800-382-5729 (TTY: 711),

German

ACHTUNG: Wenn Sie Deutsch sprechen, stehen
lhnen kostenlos sprachliche Hilfsdienstleistungen zur
Verfugung. Rufnummer; 1-800-382-5729 (TTY: 711).

Arabic

el 8lgis dyg2lldaclunallloaz o9 el S5l oz cuS 13 :dlbg=lo
(711 05lg puall sl 09 1-800-382-5729 69 1 il .olxally )
Pennsylvania Dutch

Wann du Deitsch schwetzscht, kannscht du mitaus Koschte
ebber gricke, ass dihr helft mit die englisch Schprooch. Ruf
selli Nummer uff: Call 1-800-382-5729 (TTY: 711).

Russian

BHUMAHWE: Ecnu Bbl roBopuTe Ha PYCCKOM A3bIKE,
TO BaM JOCTYNHbI BecnnaTHble ycnyri nepesoga.
3BoHuTe 1-800-382-5729 (tenetaiin: 711).

French

ATTENTION: Si vous parlez frangais, des services
d'aide linguistique vous sont proposés gratuitement.
Appelez le 1-800-382-5729 (ATS: 711).

Viethamese
CHU Y: Néu ban néi Tiéng Viét, c6 cac dich vu hd trg ngdn ngir
mién phi danh cho ban. Goi s6 1-800-382-5729 (TTY: 711).

Navajo

Dii baa akd ninizin: Dii saad bee yanitti’ go Diné
Bizaad, saad bee dka'anida’awo’deg, t'aa jiik'eh, éi
né holg, kojj’ hodiilnih 1-800-382-5729 (TTY: 711).

Oromo

XIYYEEFFANNAA: Afaan dubbattu Oroomiffa,
tajaajila gargaarsa afaanii, kanfaltiidhaan ala, ni
argama. Bilbilaa 1-800-382-5729 (TTY: 711).

Korean

F ol 32018 AFSEtAlE B2, ¢o X MHIAE
S22 0|84 = UsL|Ch 1-800-382-5729 (TTY:
71 2 TMetsl FAAL.

Italian

ATTENZIONE: In caso la lingua parlata sia l'italiano,
sono disponibili servizi di assistenza linguistica gratuiti.
Chiamare il numero 1-800-382-5729 (TTY: 711).

Japanese

EEPHE HAEENENDEE,. ERHOSEXEE
CRAWEEFET, 1-800-382-5729 (TTY: 711) £
T, BEFICTIEH/LS W,

Dutch

AANDACHT: Als u nederlands spreekt, kunt u gratis
gebruikmaken van de taalkundige diensten. Bel
1-800-382-5729 (TTY: 711).

Ukrainian

YBATA! Hkllo BY po3MoBIsieTe YKPaiHCbKO0 MOBOIO, BU
MOXeETEe 3BEPHYTUCH 40 BE3KOLUTOBHOT Cry)<Ou MOBHOT
nigTpuMku. TenedhoHyiite 3a Homepom 1-800-382-5729
(tenetain: 711).

Romanian

ATENTIE: Daca vorbiti limba roméana, vé stau la
dispozitie servicii de asistenta lingvistica, gratuit.
Sunati la 1-800-382-5729 (TTY: 711).

Tagalog

PAUNAWA: Kung nagsasalita ka ng Tagalog, maaari
kang gumamit ng mga serbisyo ng tulong sa wika nang
walang bayad. Tumawag sa 1-800-382-5729 (TTY: 711).

Z8188-MCA R11/16



QUESTIONS ABOUT YOUR BENEFITS OR OTHER INQUIRIES ABOUT YOUR HEALTH INSURANCE
SHOULD BE DIRECTED TO MEDICAL MUTUAL'S CUSTOMER CARE DEPARTMIENT AT 1-800-382-5729.

Nondiscrimination Notice

Medical Mutual of Ohio complies with applicable federal civil rights laws and does not discriminate on the
basis of race, color, national origin, age, disability or sex in its operation of health programs and activities.
Medical Mutual does not exclude people or treat them differently because of race, color, national origin, age,
disability or sex in its operation of health programs and activities.

m Medical Mutual provides free aids and services to people with disabilities to communicate effectively with
us, such as qualified sign language interpreters, and written information in other formats (large print, audio,
accessible electronic formats, etc.).

m Medical Mutual provides free language services to people whose primary language is not English, such as
qualified interpreters and information written in other languages.

If you need these services or if you believe Medical Mutual failed to provide these services or discriminated
in another way on the basis of race, color, national origin, age, disability or sex, with respect to your health
care benefits or services, you can submit a written complaint to the person listed below. Please include
as much detail as possible in your written complaint to allow us to effectively research and respond.

Civil Rights Coordinator
Medical Mutual of Ohio
2060 East Ninth Street
Cleveland, OH 44115-1355
MZ: 01-10-1900

Email: CivilRightsCoordinator@MedMutual.com

You can also file a civil rights complaint with the U.S. Department of Health and Human Services, Office for Civil Rights.

m Electronically through the Office for Civil Rights Complaint Portal available at:
ocrportal.hhs.gov/ocr/portal/lobby.jsf
u By mail at:
U.S. Department of Health and Human Services
200 Independence Avenue, SW Room 509F
HHH Building
Washington, DC 20201-0004

u By phone at:
(800) 368-1019 (TDD: (800) 537-7697)

s Complaint forms are available at;
hhs.gov/ocr/office/file/index.html

Products marketed by Medical Mutual may be underwritten by one of its subsidiaries, such as Medical Health Insuring
Carporation of Ohjo or Consumers Life Insuranee Company.



Attachment B
WELLNESS PROGRAM

To be eligible for the reduced premium contributions for 2021, 2022 and 2023 the employee

must:

1. Complete an annual Health Risk Analysis by August 31, 2020; August 31, 2021 and
August 31, 2022 to be administered by the wellness provider. The Health Risk Analysis
is comprised of:

a. A Health Risk Questionnaire, including height, weight, body mass index (BMI),
waist circumference.
b. Biometric screening in the form of a blood draw that will measure:
i. Total Cholesterol
ii. High-density lipoprotein (HDL)
iii. Glucose
iv. Low-density lipoprotein (LDL)
v. Triglycerides
vi. Blood pressure

2. Maintain an active account with a wellness provider designated by the City.

a. Employees will need to log onto the website a minimum of 10 days per month and
enter one or more entries each of those days. A minimum total of 10 days per
month or 120 days per 12 months of logged entries must be entered in the following
time frames: 09/01/2019-08/31/2020, 09/01/2020-08/31/2021; 09/01/2021-
08/31/2022.

b. This total will be gathered on an average, so if the employee misses logging on a
specific month, although they will not be able to back log/back enter into a previous
month once it has ended, they will be able to add additional entries in the
current/future months to maintain their acceptable average. One activity per day,
each month is the maximum credit they can earn towards the 120 annual amount.

3. Employee must attend or participate in three (3) Educational Activities during the
following time frames: 09/01/2019-08/31/2020; 09/01/2020-08/31/2021, 09/01/2021-
08/31/2022 — these can be a combination of any activities offered (need proof of

participation).

Wellness program requirements may be subject to change based on the Healthcare Committee

recommendations.

The parties agree, in concept, to the introduction of an outcomes-based component to the
Wellness Program in future Collective Bargaining Agreements. The parties agree to discuss the

31



introduction of the outcomes-based component in the next negotiations consistent with the

Federal Patient Protection and Affordable Care Act.

Wellness Program design complies with Federal regulations. Program design may change as
new regulations and / or clarifications are issued.

32



Attachment C
PENSION ALTERNATIVES

33



ATTACHMENT C
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Competisons of yarioly pehsion wlternatives:

: Assumpriany
25% Trox
10% Persion shure
75% Pnsion payrens (besed on lse¢ pnd highest tiess yees)
T 40,000 tsse pay

Pick vp

Cuereni
Basy pry plas (0% Ine,  $44,000 £40,000
Taxas belorn pension 1,000 .. . cleoog o

Texes el pansion ‘

344,000
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: Penslon shore * 4400 ce N 4,400
" “faks hamne pry 28,600 : 30,0007 = 29,700
Weticumede pey $33.000 $30,000 §33,000
(Part Taxabie) (Full taxnble) (Full Texuble)
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