ORDINANCE NO. 17-26

AN ORDINANCE TO ACCEPT THE FACT FINDER’S REPORT IN THE MATTER OF
THE CITY OF AVON AND THE INTERNATIONAL ASSOCIATION OF
FIREFIGHTERS, LOCAL 4310 SERB CASE NO: 2025-MED-08-0780
AND DECLARING AN EMERGENCY

WHEREAS, the City of Avon, Ohio, (public employer) and the International
Association of Firefighters, (IAFF), Local 4310 representing full-time firefighter/paramedics,
lieutenant/paramedics, and captain/paramedics (Union), (collectively referred to as the parties),
began negotiations for a successor collective bargaining agreement in October of 2025;

WHEREAS, the parties tentatively agreed to issues during negotiations, and for all
outstanding/open issues proceeded to Fact Finding before Fact Finder Barbara M. Baker (“Fact
Finder Baker”), and under the dispute resolution procedures of the provisions of Chapter 4117 of
the Ohio Revised Code (ORC); and -

WHEREAS, Fact Finder Baker issued her report and recommendations on February 18,
2026; and

WHEREAS, pursuant to Ohio Revised Code 4117.14 (C) (6) (a) not later than seven
days after the findings and recommendations are sent, the legislative body, by a three-fifths vote
of its total membership, and in the case of the public employee organization, the membership, by
a three-fifths vote of the total membership, may reject the recommendations;

WHEREAS, pursuant to Ohio Revised Code 4117.14 (C) (6) (a) if neither the City nor
the Union formally rejects the report within seven (7) calendar days from issuance, it is deemed
accepted; and

WHEREAS, upon review, the administration and the legislative body have determined
that the Fact Finder’s report is acceptable as a whole in consideration of the interests of the City
of Avon and the interest and welfare of the public. Further, acceptance of the Fact Finder’s
report is acceptance only as to specified wages, hours, terms and other conditions of employment
for bargaining unit employees, and shall not be construed to establish fixed staffing levels nor to
require specific departmental funding requirements.

NOW THEREFORE, BE IT ORDAINED, BY THE COUNCIL OF THE CITY OF
AVON, COUNTY OF LORAIN AND STATE OF OHIO:

Section 1 - That the Fact Finder’s Report issued by Fact Finder Baker, and tentative
agreements reached between the parties as submitted, to be effective from January 1, 2026
through December 31, 2028 is hereby accepted by the Council of the City of Avon, a copy of
which is attached hereto as Exhibit “A” and incorporated herein by reference. Further, the
Mayor is hereby authorized to execute on behalf of the City of Avon the final document
reflecting this agreement.



Ordinance No. 17-26 (Con’t.)

Section 2 - 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 of any of its committees that resulted in
such formal actions were, unless otherwise exempted, in meetings open to the public, in
compliance with all legal requirements, including Section 121.22 of the Ohio Revised Code.

Section 3 - That this Ordinance is hereby declared to be an emergency measure necessary
for the preservation of the public peace, health, safety and welfare of the citizens of the City of
Avon, the immediate emergency being the necessity to act within thirty (30) days of the
submission of the agreement consistent with the provisions of ORC §4117.10(B); therefore, this
Ordinance shall be in full force and effect immediately upon its passage and approval by the
Mayor.

PASSED: W@ DATE SIGNED: M‘%‘&L

By:
Brian Fischer, Council President

—
DATE APPROVED BY THE MAYOR: ﬁé&uz%,gg;&g C

APPROVED AS TO FORM:
Ot M

Bryan K. Jensen, Mayor
J oﬁ/ 'A. Gasior, Law Director

ATTEST:

Barbara Brooks, Clerk of Council I, Barbara J. Brooks, Clerk of the Council of
L the City of Avon, Ohio, hereby certify this

Posted: 1L{ Amo?g, 9‘0‘9\6 document to be a true and exact copy of
In Five Placed as Ordinance No. 17-26, passed by the Council of
Provided by Council said City on February 23, 2026.

IN WITNESS WHEREOF, I have on this 24"
day of February 2026, affixed my signature and
Prepared By: official seal.

John A. Gasior, Esq.

Law Director ( 6; Z O( W

Barbara J. Brooks, CIérk of the Council
of the City of Avon, Ohio




EXHIBIT A TO ORDINANCE NO. 17-26

STATE OF OHIO
BEFORE THE STATE EMPLOYMENT RELATIONS BOARD

In the Matter of Fact-finding Between
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)

AND )
)

AVON LOCAL FIREFIGHTERS, ) FINDINGS AND
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)
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Ryan J. Lemmerbrock
Lemmerbrock & Boron, LLC
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Melissa M. Fisco

Assistant Regional Manager
Clemens, Nelson & Associates

mfisco@clemansnelson.com

Steve Presley
Director of Finance, city of Avon
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INTRODUCTION

This report concerns fact-finding proceedings between the city of Avon (“Employer”
or “City”) and Avon Fire Fighters, IAFF Local 4310 (“Union” or “IAFF”). The State
Employment Relations Board (“SERB”) appointed Barbara M. Baker as fact-finder. The
parties agreed to extend the fact-finding period as provided under Ohio Administrative

Code Rule 4117-9-05.

BACKGROUND
1. Employer

Avon, Ohio is a medium-size city located in Lorain County, Ohio. Over the years, it
has experienced steady residential and commercial growth with a corresponding increase
in income tax revenue. The City has committed to a number of infrastructure projects to
support this growth and expects to spend $11,731,000 in 2026 on projects including
roadways, storm sewer, and sidewalk improvements. Finance Director Steve Presley
testified that three other large projects, currently in the planning stages, are estimated to
cost 24 to 34 million dollars. The City, which has an Aa1 Moody’ s rating, also has long-term
debt obligations to help finance construction and improvement projects.

The Avon Fire Department is funded by a Fire Fund, a Fire Equipment Fund as well as
transfers from the City’s General Fund. A previous, expired, fund received .5 mil of a 3-mill
levy, for equipment. In May 2025, voters approved an increase in the municipal income tax
from 1.75% to 1.95% (0.2%) to fund the Fire Department (40%) and Police Department
(60%). The funds can be used for multiple purposes including operations and staffing. This
increase is expected to generate between $3.2 million and $3.7 million annually in extra
revenue.

As of 12/31/2025 the City had a General Fund balance of $9,695,000 and an Income
Tax Fund balance of $24, 022,000. The Fire Fund had a balance of $1,768,000. The Fire
Equipment Fund had a balance of $430,000. (U FF Ex. 15)."

T Union Exhibit 10 shows different reserves for some of the funds. Regardless which numbers are used, there
are large balances in these accounts.
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The City has six different collective bargaining agreements in place: OPBA Patrol,
FOP/OLC (Rank), FOP/OLC (Dispatch), AFSCME #277, Teamsters #252, and IAFF #4310.
They have different bargaining schedules and two units, Police and Dispatch, have

agreements expiring in 2026.

2. Union

The Avon Fire Department (“AFD*”/” Fire Department”/” Department”) has one fire
station with three shifts operating 24/7. The Department provides fire suppression, EMS
services and a myriad of other services. AFD works on a 24/48 shift, 24 hours on duty, 48
hours off duty.

Over the past decade, the AFD has responded to an increasing number of
emergencies, requiring additional skills and training. Although the number of fire responses
has remained stable over the years, the Fire Department has seen a significant increase in
emergency calls. According to IAFF, the Department responded to 2,030 EMS calls in 2016.
By 2025, this number increased to 3,609, a 78% increase. (U FF Ex. 20).

The IAFF bargaining unit is made up of 39 bargaining unit members. This includes 28

Firefighter/Paramedics, eight Lieutenant/Paramedics, and three Captain/Paramedics.

3. Bargaining History

The collective bargaining agreement between IAFF and the city of Avon expired on
December 31, 2025. The City and Union engaged in four bargaining sessions prior to
expiration, on October 1, 8, 14, and November 12, 2025. The parties resolved the following:

Article 12, Jury Duty Leave

Article 13, On Duty Injury Leave

Article 19, §19.0 Call Back

Article 19, §19.05, Compensatory Time

Article 24, Disciplinary Procedure

Letter of Understanding, Attendance/Absence Abuse (maintain CCL)

The parties met for fact-finding on January 21 and 23, 2026. Both waived ORC
A117.14(GY{11).



OPEN ISSUES

N OTE LN =

The unresolved Articles are below.

Art. 9: Sick Leave, §9.07
Art. 15: Uniform Allowance, §15.02
Art. 15: Uniform Allowance, §15.03
Art. 17: Holidays, §17.04
Art. 19: Hours of Work, § 19.01
Art. 19: Hours of Work, §19.02
Art. 19: Hours of Work, §19.03:
Art. 19: Hours of Work, §19.05 (new)
Art. 20: Wages, §20.1
.Art. 20: Wages, §20.3
. Art. 22: Health Care Benefits, §22.01
. Art. 22: Health Care Benefits, §22.02
. Art. 22: Health Care Benefits, §22.05

14. Art. 15: Uniform Allowance, §15.02

. Art. 15: Uniform Allowance, §15.03

. Art. 23: Grievance Procedure, §23.01

. Art. 23: Grievance Procedure, §23.06

. Art. 36: Duration of Agreement, §36.01

In making recommendations | have considered the factors in OAC 4117-08-05 (K):

(1) Past collectively bargained agreements, if any, between the parties;

(2) Comparison of the unresolved issues relative to the employees in the bargaining
unit with those issues related to other public and private employees doing
comparable work, giving consideration to factors peculiar to the area and
classification involved;

(3) The interest and welfare of the public, the ability of the public employer to
finance and administer the issues proposed, and the effect of the adjustments on
the normal standard of public service;

(4) The lawful authority of the public employer;
(5) Any stipulations of the parties;

(6) Such other factors, not confined to those listed above, which are normally or
traditionally taken into consideration in the determination of issues submitted to
mutually agreed-upon dispute settlement procedures in the public service orin
private employment.



DISCUSSION AND RECOMMENDATIONS:
ARTICLE 9: SICK LEAVE

Article 9, §9.07 contains specific provisions related to sick leave abuse. Under this
section, the City can discipline an employee who fraudulently obtains or attemptsto
obtain sick leave. It also provides for just cause discipline for excessive or patterned sick
leave usage.

According to the Employer, in 2025, 54.51% of the Fire Department’s overtime was
due to illness or injury. (ER FF Ex. 2). It points out that all current CBAs in the City have
language stating that it can investigate and/or discipline fraudulent or excessive sick leave.
The City proposes to take this language further for the Fire Department contract, in part to
address secondary employment. Due to their unique schedules, Firefighters can hdld
second jobs. The ‘City proposes to add two specific instances that may be investigated for
abuse: (1) using sick leave to work for a second employer, and/or (2) “failing to actin a |
manner which is conducive to being off work on sick leave.”

The Union proposes current contract language. It contends that the proposed
language is superfluous and unnecessary as the City already can punish sick leave abuse

under the contract. It also contends that the “failing to act” language is too vague.

Analysis:

| agree with both Union arguments. The Employer has an existing right under §9.07
to discipline employees for misuse of sick leave, as well as excessive or patterned sick
leave use. The City presented no examples of Firefighters using sick leave to work at
second jobs. Also, the statistics presented do notisolate sick leave from injury, thus do not
shed light on the issue. Finally, the “failing to act” language is vague and can lead to

grievances about the interpretation of that language.
RECOMMENDATION: Retain current contract language.

ARTICLE 9-SICK LEAVE
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9.07 Anyemployee fraudulently obtaining or attempting to obtain
sick leave shall be disciplined, up to and including discharge,
inclusive of a refund of any salary or wages paid. Excessive or
patterned use of sick leave shall also be just cause for discipline.
The City may initiate investigations when an employee is suspected
of abusing his sick leave privilege. Discipline for sick leave abuse of

excessive use of sick leave must be for just cause.
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ARTICLE 15: UNIFORM ALLOWANCE

The Union proposes to increase the Firefighters’ annual uniform allowance from
$1,150 to $1,400. It presented a list of comparable fire departments showing that it ranks
number 8 out of 11 for that allowance. The comparable city average, according to the Union
is $1,305. (U FF Ex. 63). The Union points to the high cost of firefighter uniforms as well as
the damage caused by the nature of their jobs as the necessity for the increase.

The Union also proposes increasing the annual maximum reimbursement for watch
repair/replacement for damage in the line of duty from $30 to $200. Finally, it wants to raise
the annual maximum reimbursement for prescription eyeglasses damaged in the line of
duty from $100 to $200. The Union states that these two reimbursements have not
changed since the initial 2005 contract.

The Employer proposes current contract language, as the uniform allowance was just
increased in the last contract. Furthermore, it said that the current allowance and

reimbursement amounts are consistent with police bargaining units.



Analysis:

Based on the comparison of other uniform allowances, along with the relatively
small impact on the Employer’s budget, an increase to the uniform allowance is
reasonable. | recommend, however, that it be increased t0$1,300, the average amount.

For watches and eyeglasses, payments from insurance or workers’ compensation,
by court order are deducted before reimbursement kicks in. In my opinion, insurance
coverage is likely to be more applicable to glasses than watches, thus it is not necessary to
increase that reimbursement amount. Therefore, | recommend the proposed increase for

watches, but not for prescription eyeglasses.

RECOMMENDATION: Accept Union proposal to increase the annual uniform allowance at
a lower rate than proposed, $1,300, and increase reimbursement for watches to $100.

Retain current contract language regarding glasses reimbursement.

ARTICLE 15-UNIFORM ALLOWANCE

kkk

15.02. Each full-time employee of the Fire Department, excluding
Dispatchers, shall after the first year of full-time employment, receive a
yearly uniform allowance of one thousand three hundred dollars (

$1,300) sre-hundred-fifty-dottars{$15150).

15.03. Inthe event of damage to uniform items, including watches and
prescription eyeglasses, which damage occurs in the active discharge
of the employee's duties suppressing fires or performing emergency
medical procedures, the City shall pay the difference between the

amount of reimbursement from the employee's personal insurance,



court ordered recovery and/or workers' compensation, and the cost of
repair or replacement at the current fair market value. The City's
monetary reimbursement obligation for repair or replacement of the

following articles shall not exceed the amounts set forth below:

1. Watch $100.00 3666
2. Prescription Eyeglasses $100.00
3. Uniform Jacket $200.00

Line of duty damage shall be reported immediately to the Chief of Fire.
Upon approval of the Chief of Fire and the Director of Safety, the above-
noted payment shall be forwarded to the Department of Finance for

processing of payment to the employee. Workers’ compensation claims

will be filed by the employee where applicable. In the event the City reimburses

the employee prior to the employee's receipt of personalinsurance, court

ordered recovery, and/or workers' compensation, reimbursement to the City

will be made upon receipt of any monetary award by the employee.
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ARTICLE 17: HOLIDAYS

1.

recommend a commensurate reduction in holidays and personal days. This is discussed

Section 17.03

The City proposed that if the 48-hour change is recommended, that the fact-finder

along with the Article 19 Hours of Work, later in this report.

Independence Day, Thanksgiving Day, or Christmas Day are paid time and a half. If called
in to work on one of those days, they receive double time. The Union proposes to add three
days, Memorial Day, Labor Day, and Juneteenth to these premium holidays. The Union

presented a list of comparable jurisdictions who average 8.5 days of premium pay.

8

Section 17.04

Under §17.04 of the GBA, Firefighters with a regular shift on New Year’s Day,



The Employer states that Memorial and Labor Days were premium holidays in earlier
contracts but were negotiated out of the 2011-2013 contract in exchange for including sick
leave in the calculation of hours work for overtime purposes. (ER FF Ex. 9). Also,
Juneteenth is not a recognized holiday in the city of Avon for all employees, bargaining unit

and non-bargaining unit.

Analysis:

The Union negotiated the number of premium holidays in retLlrn forwhat it
presumably perceived as a better benefit, sick leave counting towards overtime. The
reverse of this proposal was discussed In City of Avon and Avon Fire Fighters, IAFF Local
4310, CASE NO. 2016-MED-09-0998. There, fact-finder Mancini rejected a management
proposal to remove sick leave from overtime calculations, citing the parties’ prior
negotiations. (ER FF Ex. 11).

For the same reasons, | do not think it is reasonable to recommend adding Memorial
Day and Labor Day back into premium pay language. These two days have been excluded
from premium pay since the 2011-2013 CBA, and the Union received a valuable benefit in
return. Furthermore, while acknowledging that Juneteenth is a recognized holiday in many
jurisdictions, it is not recognized by this City. Therefore, the Employer’s proposal to retain

current contract language is reasonable.
RECOMMENDATION: Retain current contract language.

ARTICLE 17-HOLIDAYS
Ko
17.04
A. If a shift employee is required to work on New Year’s Day,
Independence Day, Thanksgiving Day, or Christmas Day,
where such work is a regular shift day (part of his regular tour

of duty), he shall be entitled to pay for all hours of such time



worked at one and one-half (1 1/2) times his regular base rate

of pay (i.e., regular pay plus half-time).

B. Any employee called in to work on New Year’s Day, Independence
Day, Thanksgiving Day, or Christmas Day shall be entitled to double

time for all such hours actually worked.

kkk

ARTICLE 19: HOURS OF WORK

1. Section 19.01

The Union proposes deleting language in section §19.02 that allows the Employer to
restructure “the normal workday, platoon system or to establish work schedules.” The
Union states that this language is both a mandatory subject of bargaining and a necessary
step. ‘

The Union’s proposal stems from Fire Department proposals to mandate overtime
and increase shift staffing to nine, in conjunction with pulling back on hiring more
Firefighters. These events occurred during contract negotiations and, the Union believes, in
response to the Union’s proposal for a 48-hour week. The Union distinguishes the current
situation from that discussed in City of Avon and IAFF Local 4310, SERB Case No, 2016-
MED-09-0998, in which fact-finder Mancini did not recommend this same proposal
because the City had not attempted to change Firefighter work hours.

The Employer cites ORC 4117.08, which gives the Employer the right to manage the
workforce. The Employer also points to Fact Finder Mancini’s 2016 report which
recommended current contract language for this same provision.

Fire Chief David Swope testified at the fact-finding that these actions were not
responses to bargaining proposals. He has always had the goal of staffing to nine and hiring
goals were changed after year end budget discussions. He also withdrew the mandatory

overtime proposal in response to the Union threat to file a ULP with SERB.

10



Analysis:

The Fire Chief’s testimony credibly demonstrated that the proposals, although
unfortunate in timing, were not related to contract negotiations. Plus, the overtime
proposal was pulled after the Union protested. In doing so, the Union demonstrated that it
was able to exercise its rights under existing contract language. Therefore, in my opinion,

nothing presented demonstrates a need for this change in contract language.

2. Section 19.02

(a) 48-hour workweek

The Union proposes to decrease the bargaining unit’s workweek from the current
50.3-hour schedule to 48 hours, retaining the current 24 hours on-48 hours off schedule.
This change would entail revising contract language pertaining to annual hours, Kelly Déys
and overtime. In support of the proposal, the Union said that the Department has the
second highest work hours among comparable departments with the least time off.

The Union contends that the stress of the job, increased number of runs, and range
of medical skills needed for the work justify this change. It also points to the administrative
ease and predictability that this schedule will give the Department as Kelly Days can be
regularly scheduled. Mike Sidor, IAFF Local 4310 President, testified about the need for this
change, citing the traumatic cases that firefighters handle, especially in their paramedic
capacities. The Union also provided articles about the impact of the extended workweek on
the health, mental health and job performance of Firefighters.

The City proposed current contract language. The City is primarily concerned about
the cost of overtime to fill shifts and cover the additional Kelly Days that Firefighters would
earn under the proposal. According to the City, the resulting increase in hourly rate will
also increase pension, workers’ compensation, and Medicare contributions.

The City proposed two items if the 48-hour workweek is recommended. First, it
asked that the implementation be delayed until 2027 as the 2026 calendar has been set.
Second it proposed that other leaves in §17.03 be reduced to make up for the additional

five Kelly Days the Firefighters would earn.
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The Chief presented a summary of estimated overtime hours that would be required
and the cost of those hours, based on 2025 rates. He calculated the number of people
needed to fill shifts plus days off under the 48-hour workweek using his staffing goal of 9
personnel per shift. According to his data, the total one-year cost of overtime without wage
increases or new hiring would be $354,855.60, an increase of $103,000. (ER FF EX. 78).

The Union contends that Chief overestimated overtime and the workers’
compensation costs. It contends that the City is making too many leave assumptions. Plus,

the Department previously staffed eight.

Analysis:

There is no question that overtime will increase under a 48-hour workweek both the
time needed, as well as rates. Firefighters will work fewer hours and receive more Kelly
Days. The hourly overtime rate will be higher at 48 hours and any employer contributions
that are based on hourly rates will increase.

Cost, however, is not the only consideration here. There are other important factors
such as work hours in other jurisdictions and serving the public interest. In Cleveland
Heights, Firefighters Association, Local 402, IAFF, AFL-CIO, SERB Case No. 2024-MED-010-
0022, fact-finder Sellman articulated the benefits of decreased firefighter hours:

These [48-hour workweek] trends are precipitated by increased
workloads of firefighters, which, in turn can result in more injuries
and burnout. The Fact-finder recognizes that this will result in
additional costs to the city to hire additional FTEs to cover for
additionaltime off/reduced hours, and increased overtime costs.
Nonetheless, if the City does not keep up with this comparable to
workweeks in other comparable jurisdictions, it will eventually begin
to lose its experienced firefighters. It is in the best interest of the
welfare of the community to adopt this change.

(U FF Ex. 46).
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Reducing firefighter hours is a clear trend across jurisdictions. It serves the public
interest for firefighters to be rested and focused on their jobs. Other cities have made this
transition and certainly, given Avon’s strong financial condition, this is the optimal time for
the change. Therefore, | believe that the Union proposal for a 48-hour workweek is

reasonable as is the City’s request to delay the effective date until 2027.

(b) Section 17.03
The City proposed that if the 48-hour change is recommended, that it be
accompanied by a reduction in holidays and personal days. The City seeks to decrease the

Firefighters’ five tours of duty holiday pay to three and personal holidays from three to one.

Analysis:

While acknowledging that the City has expressed valid concerns about staffing and
overtime, recommending this proposal would defeat the purpose of the 48-hour workweek.
Firefighters would gain five days Kelly Days but lose four leave days. The reduction in
workweek hours is aimed at relieving firefighter stress, giving more time to decompress

and, ultimately, better serving the community. Therefore, | do not recommend this change.

(c) 40-hour positions

Under Article 19, §19.02, the Fire Chief may assign one Lieutenant Paramedic
and/or one Captain Paramedic to a 40-hour work schedule and determine their
assignment(s) upon the approval of the Safety Director and Mayor. Currently, there are
employees in these positions, overseeing training and fire safety. The Union proposes
modifying the CBA to require that two Lieutenants and/or Captains be assigned to two 40-
hour positions, one assigned to fire prevention and the other to training. This proposal
would add the two required positions to the two existing discretionary positions.

The Union bases the need for these positions on the increasing responsibilities of
firefighter paramedics as well as the growing number of fire inspections needed for this

growing community. The Union expressed concern that the City would eliminate the
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existing discretionary positions, based upon the same retaliation concerns discussed
earlier.
The City proposes current contract language citing its need for flexibility and

believes this proposalis an assignment in violation of its management rights.

Analysis:

Although | do not interpret the Union proposal as an assignment, | also do not see a
reasonable basis for this change. As discussed earlier, the Chief credibly demonstrated
that actions he took were not related to bargaining proposals. Also, despite Union fears, the
Chief has not made any attempt to not staff the positions. Finally, considering the 48-hour
recommendation, it is not appropriate to add additional 40-hour positions and take two
positions out of service.

| agree with the Union’s proposal to modify language in this section to reflect a 48-
hour workweek. The other proposed changes appear to be related to its §19.01 proposal.

Therefore, only the average hours and workweek language should be changed.

3. Section 19.04
The Union proposes to modify §19.4 to reflect a 48-hour workweek. The Employer

opposes this language. This change is needed to reflect the workweek change.

4, Section 19.05
The Union proposes a new section in Article 19 to address mandatory shift fill for
overtime. Under the proposal, the City could only mandate overtime after: (1) staffing drops
below eight, and (2) attempting to fill the shifts through voluntary overtime. Furthermore,
the Union proposes that only employees who are at work and finishing a shift can be
mandated, establishes a rotation schedule, limits how often an employee will be
mandated, and lists eight exemptions from mandatory overtime. The Union is making this

proposalin response to the City’s (withdrawn) mandatory overtime proposal.
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The City proposes current contract language. It views this proposal as an
infringement on its right to determine overtime and set appropriate staffing levels. The City
points to §19.04, which specifically outlines the Employer’s right to set overtime. The City
also points to its long history of reserving staffing rights and not negotiating this issue in
collective bargaining. The City also points to City of Youngstown and IAFF Local 312, SERB
Case No. 2023-MED-02-0165, in support of its position that a fact-finder does not have
_jurisdiction to resolve permissive subjects of bargaining.

There a‘re several reasons why, in my opinion, this proposal is not appropriate for
fact-finding. First, the issue of whether this issue is a mandatory or permissive subject of
bargaining was not fully addressed at the hearing. Second, this proposal, even if
appropriate for fact-finding, could add even more overtime costs to already increasing
costs. Finally, again, the Fire Chief’s credibly refuted the underlying basis for this proposal.

Therefore, there is no reasonable basis for modifying the contract language.

RECOMMENDATION:

1. 8§17.03: Current contract language.

2. 819.01: Accept Employer proposal of current contract language.

2. §19.02:
(a) Accept Union proposal for 48-hour workweek in paragraph one.
(b) Retain current contract language for paragraph two except modifying the
paragraph to reflect a 48-hour workweek and make Kelly Day a scheduled
day.
(c) Reject Union proposal to delete paragraph 3. Change Kelly Day to a
scheduled day.

3. §19.03: Accept Union proposal.

4, 8§19.04: Accept Union proposal.

5. §19.05: Reject Union proposal.

ARTICLE 17-HOLIDAYS
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17.08. In addition to the recognized holidays set forth above, employees
shall be entitled to three (3) personal holidays (i.e., two personal holidays
plus the employee’s birthday). Each personal holiday shall be equivalent to
one (1) twenty-four (24) hour tour for shift employees and one (1) eight (8)
hour day for forty (40) hour employees, and may be taken with the prior
approval of the Chief/designee. The personal “birthday” holiday can be
taken at any time within the calendar year with the prior approval of the
Chief/designee. Employeés with less than one (1) year of service in the

applicable year shall receive personal holiday time on a prorated basis.

*kk

ARTICLE 19: HOURS OF WORK
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19.01. Hours and Schedules. These provisions are intended to define

the normal range of work hours for regular full-time bargaining unit
employees for the purpose of overtime compensation, and shall not
be considered as a guarantee of work per day or per week. Nothing
contained herein shall be construed to prevent the Employer from
restructuring the normal work day, platoon system, or from

establishing work schedules.

19.02. Work shifts, assignments, and schedules shall be established
by the Employer. The normal shift schedule currently consists of a
twenty-four (24) hours period on duty, commencing at 7:00 A.M.ﬂ
followed by a forty-eight (48) hours period off duty. The work year shall

consist of fifty-two (52) weeks per year, seventeen (17) twenty-one (21)

day work periods. thitteen{13)twenty-eight{28)day-workpetriods:

The Department of Fire, through the Chief/designee(s), and as
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approved by the Director of Safety, may institute alternate schedules
provided that average hours worked do not exceed-one hundred forty-four
(144) twehundred-twetve{(212)hotrs-in a twenty-one (21) twenty-eight{28)
day period. Work shifts shall normally consist of a twenty-four (24) hour
period on duty followed by forty-eight(48) hours off duty. Leveling off

time will be scheduled, or authorized with prior approval of the Chief

of Fire/designee, during each scheduling period that would exceed
permissible straight time hours of work. Leveling off time will be

considered an thschedtuted scheduled day.

The work schedules for shift employees, as set forth above, shall not
normally exceed an average of forty-eight (48) fiftyand-three-tenths
{56-3} hours per week or two thousand four hundred ninety-six (2,496)
hoeurssichtndred-fifteen-and-six-tenths{(2;645:6} per year, or one
hundred forty-four (144) based-uporn—atwohtndredoneandtwo-

terths{264-2) average hours in each twenty-one (21) twenty-eight{28}
day work period, and based upon a perpetual calendar. The-werkyeat

28yday-workperiods: Shift employees will utilize 416 2864 hours of

“relief time” or “leveling off time” per year to attain the average 48-hour

56-3 hour work week te-g-thirteer{13ttotrsi24-hotrdaystHoroene{H

A3 333 £ £y 4 £
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[3Hyeareyete). Leveling off time will be scheduled, or authorized with prior
approval of the Chief of Fire/designee, during each scheduling period
that would exceed permissible straight time hours of work. Leveling off

time will be considered amrunschedtted scheduled day.

One (1) Lieutenant/Paramedic and/or Captain/Paramedic(s) may be

assigned to a forty (40) hour work week schedule with the assignment
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made at the discretion of the Chief of Fire and with the approval of the

Director of Public Safety and the Mayor.

19.03. Basic Rate of Pay. The basic rate of pay or regular rate of pay for a
shift position shall be computed on the basis of the applicable annual
compensation for the position divided by two thousand four hundred
ninety-six (2,496) sixhtmdred-fifteenandsix-tenths{2;615:6) hours.

Shift employees shall be compensated on a salary basis, based upon

an average of 96 +66-6 hours bi-weekly pay period, provided the employee

remains working and/or in active pay status (paid status).

The annual compensation for an employee assigned to a forty (40) hour
work week schedule shall be computed based upon the regular hourly rate
of pay multiplied by a projected two thousand eighty (2080) hours. In the
case of a salaried forty (40) hour per week employee, the annual
compensation shall be divided by two thousand eighty (2080} hours to

determine the hourly rate equivalent.

19.04. Qvertime Pay and Call Back. The Employer shall determine the

necessity for excess hours or overtime.

When a shift employee is required by the Employer to work in excess of

the one hundred forty-four (144) basedupon—atwohundredone-andtwo
=tenths{26+:2) average hours in a twenty-one (21) twenty=eight{28) day

work period, or the employee works and is active pay status for more than
1442642 hours in a twenty-one (21) twenty-eight{28} day work period, the‘
employee shall be compensated for all such hours worked or in paid status in

excess of 144 2642 hours of work at time and one-half (1 1/2) his regular pay.



Any bargaining unit shift employee who is called back to duty during an
emergency (emergency overtime), where such time does not abut his regularly
scheduled shift, shall be guaranteed three (3) hours of call back pay at time
and one-half (1 1/2). The Employer shall have the right to retain and require
the employee to engage in productive work for the full three (3) hours, at the
discretion of the Chief or his designee. This provision shall not apply to any
schedule change(s), scheduled overtime, or non-emergency overtime.
Unworked minimum call-back hours shall not apply for purposes of overtime
computation; however, an employee shall be compensated at the highest

of either the actual hours worked or the minimum call-back hours.

Any bargaining unit shift employee who is called back to duty during the three (3)
hour period preceding the start of his shift shall be entitled to overtime pay at time

and one-half (1 1/2) for actual hours.

Holdover Pay. If a bargaining unit employee is “held over” and required to work
fifteen (15) minutes or more beyond the regular schedule, the employee will be paid
one (1) hour of holdover time. If a bargaining unit employee is “held over” and
required to work less than fifteen (15) minutes beyond the regular schedule, the
employee will not be compensated any additional time. Compensation shall be at

straight time or overtime in accordance with the provisions herein.

*k*k

ARTICLE 20: WAGES

1. Section 20.1: Wages
The Union proposes a 6% wage increase each year of the contract beginning January

1, 2026. It contends that Firefighter wage increases are behind neighboring fire
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departments as well as statewide departments. It is also behind increases given by cities

across Ohio. It presented the following comparison:

Year | AFD Raises | Average Ohio | Average Ohio
FF Raises City Raises
2023 3.00% 3.77% 4.00%
2024 3.00% 4.73% 4.47%
2025 3.00% 3.76% 3.58%

(Union FF Exhibit 25).

Mary Schultz, the Union’s financial consultant, testified that the City has the money
to pay this raise. She said that adding the City’s General Fund reserve to its Income Tax
Fund balance gives the City a reserve of $33,718,000, or a180% reserve. She said that the
minimum reserve recommended by the Government Finance Officers Association is 16%.
She notes that the Fire Fund, although not subject to reserve recommendations, has a 23%
reserve. She states that Firefighter wages and benefits increases are “easily” affordable.”
(U. FF Ex. 15).

The Union contends that the cost of living and higher than average insurance
premiums should be considered in any wage recommendation. It presented evidence that
Firefighters’ hourly rates are behind many comparable departments both in minimum and
maximum hourly rates. According to this data, at 25 years, Avon is behind all but 3 cities.
(Union FF Ex. 28, 30).

Ms. Schultz estimates that a 1% increase to Firefighter 2025 wages, plus OP&F,
Medicare (1.45%) and 2% Workers Compensation (2%), without overtime, would cost the
city $55,472. (U FF Ex. 15).2 This does not include overtime. The Union points to fourth
quarter 2025 fact finding recommendations for IAFF increases averaging 6.10% (year one),
3.68% (year two), and 3.51% (year three) (U FF Ex. 34). The Union also presented total
compensation information for pay and longevity at 15 years for 2026 (only 2025
compensation is available for Avon). Avon Firefighters are $200.43 above average and

behind Avon Lake, Bay Village and Westlake. (Union FF Exhibit 29). Furthermore, at 25 years

2 The City disagrees with the percentage the Union used for Workers’ Compensation calculations.
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of service, total compensation is $3,225 less per year than the average. (U FF Ex. 32). This
data, of course, will change with 2026 increases.

Anticipating the move to a 48-hour workweek and the resulting costs, the City
proposes no wage increase for each year of the contract. It states that the change in hours,

alone, will boost Firefighters’ hourly rate by 4.75% and overtime rates will increase.

Analysis:

It should be noted at the outset that Avon’s higher workweek lowers its standing in
hourly rate comparisons. The switch to a 48-hour workweek will increase the hourly base
and overtime rates. Furthermore, total compensation comparables are not totally “apples
to apples” as they include items such as stipends and incentives that vary by city. For
example, a one-time non-base equity adjustment will increase annual compensation but
not the base wage.

Fact-finder Bixenstine’s report in The city of Independence and IAFF Local 2375,
SERB Case No. 2024-MED-10-1319, provides a useful structure for analyzing the conflicting
data provided by the parties. Using the factors relevant to this fact-finding, | considered the
following: (1) the City’s ability to pay proposed wage increases; and (2) internal
comparability; (3) external comparability; and (4) cost of the proposals.

(@)  Ability to Pay

Avon is financially strong, has an Aa1 Moody’s rating and a healthy reserve. The City
does not claim an inability to pay wage increases. Rather, it is concerned about the total
cost of all the Union proposals

As Ms. Schultz demonstrated, the City has a large reserve and its General Fund
transfers to the Fire Department have decreased in the past few years. Furthermore, 40% of
the new income tax revenue is earmarked for the Fire Department.

Although the true costs of the 48-hour change are speculative, based on all
available evidence, the City is, in my opinion, able to manage the costs of both the 48-hour

workweek, and fund wage increases for IAFF.

(b) Internal Comparables/Pattern of Bargaining
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The City provided prior fact-findings/conciliations which all support internal
consistency among the City’s bargaining units. (ER FF Ex. 48). An internal comparison is
somewhat complicated by the varying bargaining schedules of these units. However, there

is a uniform 3% wage increase in 2026, and two units have 3% increases in 2027.

BU Term 2024 2025 2026 2027
OPBA 1/1/24- 4% 3% 3%
(Patrol) 12/31/26
FOP/OLC 5/1/2024- 4% 3% 3%
(Rank) 4/30/2027
FOP/OLC 1/1/24- 4% 3% 3%
(Disp.) 12/31/26
AFSCME 1/1/25- 4% 3% 3%
#277 12/31/27
Teamsters 4/7/25- 4% 3% 3%
#252 1/31/28

(ER FF Ex. 47).

This data, of course, is only a snapshot, as there will be negotiations this year with
two bargaining units. At the same time, the City has established a pattern of bargaining and
deviating from that could sow division among bargaining units. Thus, internal consistency
must be given weight in this analysis.

(c) JAFFComparables

The City provided a comparison of 2025 minimum and maximum Avon Firefighter
hourly rates at the current 50.3 hours and the proposed 48 hours. Under the current
workweek and the 2025 wage schedule, the minimum Firefighter hourly rate is $29.73 and
the maximum is $34.89. Under a 48-hour workweek, the minimum hourly rate would

increase to $31.16 and maximum to $36.56.3

Jurisdiction Min. Hourly Max. Hourly Min. Hourly Wage | Max. Hourly
2025 Wage Wage Avon (48) Wage
Avon (50.3) Avon (50.3) Avon (48)

Avon $29.73 $34.89 $31.16 $36.56
Avon Lake $28.47 $37.57 $28.47 $37.57
Bay Village $26.06 $37.19 $26.06 $37.19
Elyria $24.26 $28.85 $24.26 $28.85
Lorain $22.44 $28.04 $22.44 $28.04

% Includes steps.




North Ridgeville $27.75 $32.13 $27.75 $32.13
Sheffield Lake $20.47 $24.38 $20.47 $24.38
Westlake $32.55 $38.66 $32.55 $38.66

(ER FF Ex. 49a). Based on 2025 rates, the shorter workweek increases the Firefighters’
hourly rate but does not change its current ranking as second in minimum and fourth in the
maximum hourly rates. It is, however, well above the average minimum/maximum.

From a total compensation perspective, IAFF éomparables show that at 10 and 25
years, Avon Firefighters are below the comparable city average. (U FF Ex. 31, 32). These
comparables, however, should be viewed with caution. Depending upon the city, anything
from working Kelly Days to a Hazmat certification bonus count towards total compensation
without impacting base rates.

The charts below show 2025 Lieutenant and Captain hour wages at 48-hours:

(ER FF. Ex. 49¢)
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Avon Lt./Para. Hourly

48 Hrs.

Jurisdiction Minimum Hourly | Maximum Hourly
Wage Wage

Avon $39.07 $41.13

Avon Lake $42.45 $42.45

Bay Village $41.95 $41.95

Elyria $33.25 $33.25

Lorain $32.41 $32.41

North Ridgeville $36.30 $36.30

Sheffield Lake $26.82 $26.82

Westlake $42.91 $42.91

Avon Cpt./Para.

Hourly 48 Hrs.
Jurisdiction Minimum Hourly | Maximum Hourly
Wage Wage
Avon $43.95 $46.27
Avon Lake $47.97 $47.97
Bay Village $47.34 $47.34
Elyria $38.23 $38.23
Lorain $37.44 $37.44
North Ridgeville $41.02 $41.02
Sheffield Lake - -
Westlake $47.64 $47.64




(ER FF. Ex. 4e)

Avon Lake provides a strong firefighter comparable as it transitioned to a 48-hour
workweek in 2025, the first year of its new collective bargaining agreement. The negotiated
agreement provides for a year one equity increase of $2,000 and 3% increase each year of
the contract. (SERB 1408-03; 1408-04 24-MED-09-1139 45884).

(d) Cost of Proposals

Wages cannot be considered without taking into consideration the impact of the 48-
hour workweek. There will not only be an increase in overtime needs, but overtime will be
paid at a higher, 48-hour base rate. An added benefit to delaying implementation of the new
workweek until 2027 is that overtime in the first year of the contract should be relatively
stable. '

Below are my calculations for just the first two years of the contract with (1) year one
$2,000 equity adjustment in base plus 3% increase; and (2) year two hourly conversion to
48 hours plus a 3% increase to hourly rate. | have notincluded third year calculations as

this table is meant to show the impact of the change to 48 hours in the second year of the

contract.
2026 2027
$2,000 to base Convert to 48 hours
Plus 3% @ 50.3 hours Plus 3%
Captain /Paramedic Captain /Paramedic - 1
1 Year $46.24 Year $49.91

Captain /Paramedic - Entry $43.97 Captain /Paramedic -Entry | $47.46

Lieutenant/Paramedic- 1 Lieutenant/Paramedic- 1
Year $41.19 Year $44.46

Lieutenant/Paramedic-

Lieutenant/Paramedic- Entry | $39.17 Entry $42.28
Firefighter/Paramedic Firefighter/Paramedic

3Years $36.70 3Years $39.61
2 Years $34.92 2 Years $37.69
1 Year $33.18 1 Year $35.81
Start $31.39 Start $33.88

24



RECOMMENDATION:

2026: $2,000 equity adjustment built into base of $2,000 plus 3% increase to base.
2027-3% base wage increase at 48-hour hourly wage rate. |

2028-3% base wage increase.

2. Section 20.3: Temporary Assignment Pay

The Employer proposes to remove Acting Officer pay from §20.03. The Employer cites
the impact of the total economic package proposed by the Union as a necessity for this
deletion. The Union proposes current contract language. According to the Union, this
provision has been in the collective bargaining agreement since the initial contract in 2005.
(U FF Ex. 36). Furthermore, the industry standard is to pay firefighters who temporarily
perform supervisory duties. (U FF Ex. 35). Both the Union and the Employer note that there
was a recent arbitration decision on this matter. (U FF Ex. 37).

| find it reasonable to retain current contract language. Considering the industry

standard, the recent arbitration decision, as well as the long history of this language, there

is no reasonable basis for deleting this language.
RECOMMENDATION: Retain current contract language.

Article 20-Wages

kkk

20.03. Temporary Assignment Pay. Whenever the Chief of Fire/designee

assigns a firefighter/paramedic the primary duties and responsibilities

of the Lieutenant/shift supervisor (Acting Officer), in the absence of a

shift commander (i.e., shift Captain or Lieutenant), for one (1) full hour or

more, the assigned employee shall be entitled to receive the hourly base rate

of pay for the lieutenant classification for the period of time served in that
capacity. Whenever the Chief of Fire/desighee assigns a Lieutenant the primary
duties and responsibilities of the Shift Captain, a Lieutenant shall receive the
hourly base rate of pay for the captain classification for the period of time served in

25



that capacity. Any such assignment shall be made in writing and is subject to

the oversight and approval of the Chief.

*k%k

ARTICLE 22: HEALTH CARE BENEFITS

The Union proposes four changes to health care benefits: (1) attaching the current
Summary of Benefits and Coverage (“SBC”) as Appendix A to the CBA, (2) changing the
process for adopting cost containment measures; (3) reducing the premium contribution
from 20% to 15%; and (4) making changes to the Health Care Review Committee language

and processes. The employer proposes current contract language for the entire Article.

1. Section 22.01
(a) Appendix A
The Union proposes attaching the current Summary of Benefits and Coverage
(“SBC”) Appendix A to the CBA. In effect, this change would lock in coverage for the term of
the Agreement for this bargaining unit. The Union points to Canton Professional Firefightrs
Association, IAFF Local 249 and GCity of Canton, 2024-MED-08-810, in which the fact-finder
recommended such a change.
The Employer oppoSes deviation from its five other CBAs. It cites its long history of
patterned health insurance for bargaining unit and non-bargaining unit employees as well

as prior fact-finding/conciliation reports supported maintaining consistency.

Analysis:

Although | understand the Union’s desire for certainty in coverage, | have concerns
about the proposal. Even if it is possible to carve out the Firefighters’ coverage* it could lead
to division among bargaining units vying for different coverages. It could also hinder cost-

containment measures, and cause premiumes to rise. As fact-finder Silver stated in City of

4 The city of Sandusky carved out separate Firefighter provisions according to
IN THE MATTER OF FACT-FINDING BETWEEN:
SANDUSKY FIREFIGHTERS, IAFF LOCAL 327) 21-MED-09-1006.
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Avon and the International Association of Firefighters, Local 4310, AFL-CIO, 2103-MED-07-
0837:

the fact finder believes that the true protection that may be relied upon
...is that they are to be treated in the same manner as all other members
of the coverage pool.

Considering possible complications of this proposal as well as the historical consistency
Across CBAs, current contract language is the most reasonable option.

(b) Mid-term changes

The Union proposes that mid-term changes to insurance only be allowed upon the
recommendation of the Health Review Committee (“HCRC”) and approval of the Mayor,
rather than resting with the GCity.

The City points, again, to its history of patterned bargaining in health care. According
to the City this language is consistent with all bargaining unit contracts. The City says that
the Committee has a voice in health care changes through the “meet and confer” language

in §22.01. Furthermore, under §22.05 the HCRC has a path for recommending changes.

Analysis:

This language is consistent across City CBAs. Also, given the current dynamics of
the HCRC, as discussed during fact-finding, it could be difficult for the Committee to take
on additional functions. Furthermore, the Committee has an opportunity to provide input
and develop its own cost containment proposals. In summary, nothing presented

demonstrates a need for the change.

(c)  CityProposal to Allow Option for Other Plans

The Employer proposes to amend §22.01 to include the option of offering additional
health plans including a Health Savings Account (HSA) and Health Reimbursement
Agreement (HRA) beginning in 2027. This language is in all other City CBAs. (ER FF Ex. 55).

The Union opposes this, concerned that the City will use this language fo terminate

the base plan and push employees into these other plans. The Union is also concerned
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about the lack of specificity in the proposed language. Post-hearing, the Union submitted

copy of the Avon Lake CBA agreement which contains specific terms for these options.

Analysis:

The proposed language clearly states that these plans are in addition to the base
plan and are optional. HSA/HRA plans are becoming more common as employers look for
ways to curb health care costs. For some employees, these plans are useful savings and
investment vehicles.

Although Avon Lake’s language is more detailed, the other City CBAs contain the
same language that is proposed. The language is consistent across bargaining units, except
JAFF. This consistency leads me to recommend the City proposal.

Furthermore, although the “meet and confer” language, does not fully address
Union concerns, it gives the Union the opportunity to review and respond to proposed

plans. It also has the right, through the HCRC, to recommend other HSA/HRA options.

2. Section 22.02

The Union proposes to decrease the bargaining unit’s health care premium from 20%
to 15%. The Union says that this is necessary in light of the cost of living. Also, other cities
have lower premium contributions. According to the Union, the average employee
contribution rate for similar PPO plans in Ohio, as reported by SERB, is 12%. (U FF Ex. 57).
Family contributions, according to the Union, are 6% of a Firefighter’s top base pay and the
City is financially able to lower the premium. »

The City proposes current contract language, stating that the plan contribution rate is
the same for all bargaining unit and non-bargaining unit employees. (ER FF Ex. 55). Also,
this contribution rate has been in place for decades. It also maintains that the plan
surpasses other city’s plans in terms of benefits and co-pays. Finally, both a 2024 OPBA

fact finding recommended, and conciliation upheld, this premium percentage.
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Analysis:

The employee 20% premium contribution is long standing, and all City employees
pay the same percentage. The premium is higher than other jurisdictions. At the same time,
Avon is one the cities with the lowest deductible for single and family coverage, ($200/400
in-network), lowest single coverage maximum out-of-pocket ($900 in-network), and second
lowest maximum out-of- pocket family coverage ($1,800 in-network). (U FF Ex. 55). Given
the long-standing premium amount, the consistency across contracts and the benefits of

the plan, current contract language is reasonable.

3. Section 22.05

The Union proposes several changes to §22.05 related to the Health Care Review
Committee (“HCRC”) It proposes: (1) replacing the “[Tlhe Employer is amenable to the
establishment of” a Health Care Review Committee with “There shall be” A Health Care
Review Committee;” (2) clarifying that committee alternates are from the “City”
Administration; (3) adding language that the HCRC chair shall be elected and that meetings
must be conducted in accordance with the Committee’s ground rules; and (4) requiring
everyone on the committee, including alternates, to enroll in the City health care plan. The
Employer proposes current contract language for this section.

Although these appear to be simple changes, it is not clear why the Union found
them necessary. The existing language has not caused confusion and HCRC ground rules
provide for the election of the chair. (U FF Ex. 60). The existing language is also consistent
across all CBAs. (ER FF Ex. 66).

The fourth proposal seeks to require committee members outside of the bargaining
unit to enroll in the City’s health insurance plan. The Union believes that this will ensure
that members have skin in the game. It points to the Avon Lake CBA which contains this

requirement.

Analysis:
In my opinion this fourth proposal should be negotiated through arms-length

negotiations rather than fact-finding. Therefore, | recommend current contract language.
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RECOMMENDATION: Add the City’s proposed language to §22.01. Current contract

language for the rest of this Article.

Article 22-Health Care Benefits

30

22.01. For the term of this agreement, the Employer agrees to provide
bargaining unit employees the same medical insurance (health plan)

as provided to other City employees under a group insurance plan. Such

group insurance may be provided through a self-insured plan or an outside
provider. The City shall offer a base plan and, beginning in 2027, may

offer additional alternative plans, including HSA and HRA options.

Cost containment measures may be adopted by the Employer in consideration
of projected costs, market availability of coverages, and utilization. The City
shall meet and confer with the Unions (all recognized bargaining units)
regarding health care providers and levels of coverage, but the City shall make

the final determination if a consensus is notreached.
22.02. The City agrees to pay eighty percent (80%) of the
premium/contribution costs for health coverage for each eligible full-time

employee enrolled in any of the health coverage plans offered by the City.

The election of single or family coverage rests with the eligible bargaining

unit employee.

Each eligible bargaining unit employee electing (single or family) coverage

shall pay 20% of the monthly premium/contribution cost.

Employee contributions shall be paid by the participating employee through



payroll deduction.

*k*k

22.05. The Employer is amenable to the establishment of a Health Care
Review Committee (HCRG) consisting of one (1) voting representative

and one (1) alternate from each of the recognized Unions (i.e., IAFF, AFSCME,
FOP/OLC, and TEAMSTERS) and four (4) voting representatives and four (4)
alternates from the Administration. The parties recognize that all of the
recognized unions must agree to participate and abide by the terms set forth

herein in order for the HCRC to be effective.

The HCRC shall meet to review health care utilization and options, and to
make recommendations for cost containment provisions/coverage
modification to the Mayor. Any recommendation(s) submitted by a
three-fourths (3/4) vote of the HCRC and approved by the Mayor will be

implemented.

ARTICLE 23: GRIEVANCE PROCEDURE

1. Section 23.01

The Employer proposes language to exclude lower-level discipline, for example,
written reprimands, from the grievance and arbitration procedure. It states that some of it
other agreements have this language and the Firefighter CBA included the proposed
language at one point. (ER FF Ex. 68). The City says that it seeks to control costs of
administrating its CBAs and address the inefficiencies caused by the current contract
language.

The Union opposes this language and points to fact-finder Mancini’s 2016 report in
which he recommended the language the City is proposing to delete. The City agreed to
this language as part of the settlement of that CBA. It also believes the language is
ambiguous.
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Analysis:

In his report, fact-finder Mancini recommended allowing lower-level grievances to
be arbitrated as it can be the basis for future discipline. Furthermore, the discipline could
negatively affect a firefighter’s advancement in the Department. (U FF Ex. 66). He stated, “it
would be reasonable to allow such discipline to be grievable and arbitrable.” | agree with

the fact-finder’s reasoning and recommend retaining current contract language.

2. Section 23.06

(a) Period to File

Section 23.06 of the CBA states that if a grievance is not resolved at the informal
level, it must be presented to the Fire Chief within seven days of the occurrence or
knowledge of the occurrence giving rise to the grievance. The Employer proposes to limit
filing to within seven days of the occurrence. According to the Employer, the City’s safety
forces have this language in their contracts. (ER FF Ex. 70).

The Union opposes this language stating that it incentivizes the City to not notify
Employees of CBA violations or changes. The Union said that an employee nearly always
finds out about action through a paystub, memo or hearing something about the change,

therefore there can be a lag time in knowledge of a violation or action.

Analysis:

I agree with the Union that changing the contract language to require a grievance to
be filed within seven days of occurrence is not reasonable, especially in light of Firefighters
24-0n/48-0off schedules. With this language, a Firefighter who is sick or on vacation, may
well lose the opportunity to file a grievance. Nothing presented sufficiently shows a need
for this change. | recommend current contract language.

(b) Arbitrator Authority
The City proposes two changes to the arbitration provisions of §23.06: (1) to prohibit an

arbitrator from making an award arising under rights stemming from a previous CBA,
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grievance or practice of the grievance procedure and (2) prohibiting an arbitrator from

awarding compensation that goes beyond the date of the Step 2 grievance. The City

provided copies of Teamsters and AFSCME contracts which contain this language. (ER FF

Ex. 72). The City says that the proposals are reasonable cost savings measures.

The Union contends that this language is vague and would unfairly limit an injured

employee’s ability to be made whole. Furthermore, only one IAFF grievance has proceeded

to arbitration since 2020.

Analysis:

In my opinion, the City did not establish a sufficient basis for either proposed

change. There has only been one grievance filed by IAFF in the past six years. Also, limiting

an award to Step 2 may prevent an employee from being made whole for a contract

violation. Therefore, | recommend current contract language.

RECOMMENDATION: Current contract language for this Article.

ARTICLE 23
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23.01.

The term grievance shall mean an allegation by a bargaining unit

employee or the Union that there has been a breach, misinterpretation, or
misapplication of the express terms of this agreement. Any disciplinary

actions, including lower level discipline such as written reprimands, are givable and

arbitrable.

Up to and inclUding Step 3 of the grievance procedure, every employee shall
have the right to present grievances and have them adjusted, without the
intervention of the Union or its representatives, as long as the adjustment is
not inconsistent with the written terms of this agreement. The Union shall be

advised of any adjustment of a grievance and shall be provided the



opportunity to be present at any Step 3 hearing. Where a group of
employees desire to file a grievance involving a situation affecting each
member in the same manner, one member selected by such group may
process the grievance.

-
23.06. The following procedure shall be utilized for handling an employee's

grievance:

A. Step 1 —Informal

Prior to filing any written grievance, the grievant must attempt to resolve it informally

with the Assistant Chief or Chief in the absence of the Assistant Chief.

B. Step 2 - Formal

Any grievance that is not resolved at the informal level must be presented, in writing,
to the Chief of Fire within seven (7) calendar days of the occurrence of the alleged
grievance, or knowledge of the occurrence, not to exceed the time frame set forth in
Section 23.02 herein. Grievances presented beyond the seven (7) calendar daytime
limit shall not be considered. The Chief of Fire may hold a meeting to discuss such
grievance and shall provide a written answer to the grievant and the Union within
seven (7) calendar days after its receipt or the date of the meeting, whichever is
applicable. If a grievance meeting is held, the grievant shall be entitled to Union

representation at said meeting.

ARTICLE 36: DURATION OF AGREEMENT

The City and the Union propose different contract durations. The Union
proposes a term of January 1, 2026, through December 31, 2028. The City proposes

that the CBA be effective upon the latest date of: (1) acceptance or ratification of a
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tentative agreement by both parties, (2) acceptance of the fact-finding report, or (3)
any final dispute resolution. The City says that similar language is in some City
CBAs. The Union states that this will deny bargaining members two months backpay
through no fault of their own. Furthermore, the January 1st date has been in the
contract since its inception.

The City also proposes to add language to §36.03. The current contract
states that the City has the right to exercise its management and statutory rights as
long as it does not conflict with the Agreement. The City proposes adding “the
Agreement or the law.” The Union believes that this change is unnecessary and will
cause confusion about well-established labor processes for public entities.

No reasonable basis was demonstrated at the fact-finding for making either
change. The term language has been consistent, and the City safety forces have the
same language in their contracts. Furthermore, since the contract has only been
expired for two months, retaining this language does not pose significant financial
harm to the City.

As for the “or the law” language, the City did not establish a reasonable need
for this change or discuss the impact of such language on established labor

practices and contract interpretation.

RECOMMENDATION: Current contract language.

Article 36-Duration of Agreement

36.01. This agreement shall be effective as of January 1,
2026 3, and shall remain in full force and effect until 12:00
midnight, December 31, 2028 5, unless otherwise terminated

as provided herein.

kkk

36.03. The parties acknowledge that during the negotiations which

resulted in this agreement, each had the unlimited right to make



demands and proposals on any subject matter not removed by

law from the area of collective bargaining, and that the understandings
and agreement arrived at by the parties after the exercise of that right
and opportunity are set forth in this agreement. The provisions of this
agreement constitute the entire agreement between the Employer and t
the Union, and all prior agreements, either oral or written, are hereby
canceled. The Employer and the Union, for the life of this agreement,
recognize the right of the Employer to exercise its management rights
and statutory rights relative to matters not contemplated or addressed
specifically herein, provided the exercise of such rights do not conflict
with an express provision of this agreement. This agreement may only be
amended or modified during the life of the agreement by the express, mutual

written consent of both parties.

CONCLUSION

This fact-finder hereby submits these recommendations on all the outstanding issues
presented. It is also the recommendation of this fact-finder that all previously agreed upon
tentative agreements be incorporated into the parties’ new contract.

I e T e Date: February 18,2026

Barbara M. Baker

PROOF OF SERVICE:

The foregoing has been sent via email on this 18" day of February 18, 2026 to Ryan J.
Lemmerbrock, Esq. at lemmerbrock@lb-labor.com, , Melissa Fisco, Esq. at
mfisco@clemansnelson.com, and Steve Presley at spresley@cityofavon.com.
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AGREEMENT AND PURPOSE

Agreement. This agreement is hereby entered into between the City of Avon, Ohio, hereinafter
referred to as the “City,” and the International Association of Firefighters Local # 4310, AFL-CIO,
representing full-time employees in the City of Avon, and hereinafter referred to as the “Union™
or “Local #4310.”

Purpose. This agreement is made for the purpose of promoting harmonious relations between the
City and its employees; to set forth the full and complete understandings and agreements between
the parties governing wages, hours, terms, and other conditions of employment consistent with
Chapter 4117 ORC for those employees included within the bargaining unit as defined herein; and
to establish a peaceful procedure for the resolution of differences which may arise under this
agreement.

Definitions. “City,” “Employer,” and “Management” mean the City of Avon, Ohio. “Employee”
or “member” means fulltime bargaining unit employees (Captain/Paramedic,
Lieutenant/Paramedic, Firefighter/Paramedic) employed by the City.

“Union” or “Local 4310” means the International Association of F refighters, Local 4310, AFL-
CIO.

The male pronoun or adjective where used herein refers to the female also, unless otherwise
indicated.

ARTICLE 1
RECOGNITION

1.01. The City hereby recognizes the Avon Firefighters, Local #4310 of the International
Association of Firefighters, AFL-CIO as the sole and exclusive representative of all full-time
employees within classifications included under the SERB certification, excluding the Chief of
Fire and the Assistant Chief of Fire.

The SERB-certified bargaining unit includes full-time employees within the following
classifications:

Captain/Paramedic
Lieutenant/Paramedic
Firefighter/Paramedic

1.02. If a new classification is created within the Department of Fire with functions and duties
that are not managerial, administrative, confidential, clerical, or those performed by other City
employees excluded from the bargaining unit, the Employer will notify the Union of the newly
created classification and meet to discuss inclusion within/exclusion from the bargaining unit.
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Should the parties agree that the new classification is to be included in the bargaining unit, the
Employer and the Union shall file a joint petition to amend or clarify the bargaining unit with the
State Employment Relations Board (SERB).

Should the parties disagree on the inclusion/exclusion of the new classification, the Union or the
Employer may individually petition SERB to amend or clarify the bargaining unit.

ARTICLE 2
MANAGEMENT RIGHTS

2.01. Except as expressly limited by a specific provision(s) of this agreement, the management of
the Employer’s operations, in all of their phases and details, the control of its premises, and the
direction and control of the employees shall remain vested in the Employer. The Employer’s rights
shall include, but in no way be limited to, the following:

I. To 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 services, its overall budget, utilization of technology, and organizational
structure.

2. To direct, supervise, evaluate, or hire employees.

V8]

To maintain and improve the efficiency and effectiveness of governmental operations.

4. To determine the overall methods, processes, means, or personnel by which governmental
operations are to be conducted.

S. To suspend, discipline, demote, or discharge for just cause, or layoff, transfer, assign,
schedule, promote, or retain employees.

6. To determine the adequacy of the workforce.

7. To determine the overall mission of the employer as a unit of government.

8. To effectively manage the work force.

9. To take actions to carry out the mission of the public employer as a governmental unit.

2.02. The exercise of any rights, power, authority, duty, or responsibility by the Employer, and
the adoption of such rules, regulations, and policies as may be deemed necessary, and as they apply
to employees in the bargaining unit, shall be limited only by the specific express terms of this
agreement.

2.03. The conduct and grading of civil service examinations, the rating of candidates, the
establishment of eligible lists from the examinations, and the original appointments from the
eligible lists are not appropriate subjects for collective bargaining.

2
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2.04. The Employer is not required to bargain on subjects reserved to the management and
direction of the governmental unit except as affect wages, hours, terms and conditions of
employment, and the continuation, modification, or deletion of an existing provision of a collective
bargaining agreement.

ARTICLE 3
UNION RIGHTS

3.01.

A. The Union shall have the right to appoint or elect up to two (2) representatives and up to
two (2) alternates from the bargaining unit, and a representative from the IAFF, and such
representatives shall be recognized by the City to represent the Union in contractual and
labor/management related matters. The names of Union members so selected shall be
certified in writing to the City, and no individual shall be recognized by the City until such
written certification has been submitted.

B. The written certification to the Employer of selected Union representatives shall be kept
current at all times and shall include the following:

Name;

Address;

Home and/or cell phone number;
Shift and immediate supervisor;
Union office/designation held.

bl ol o

3.02. The City agrees that during working hours, on City-owned premises, without loss of regular
time or compensation and without interruption of services or disruption of the duties of other
employees, Union representatives shall be permitted reasonable time to:

1. Transmit communications, authorized by the Union or its officers, to the City or its
representatives.

2

Consult with City representatives, Union officers, or other Union representatives
concerning the enforcement, interpretation, application, or claim of violation of any
provision of this agreement.

3. Attend predisciplinary conferences when requested by an affected member.

3.03. The Union may conduct Union meetings on a monthly basis on City property, provided that
the meetings shall be scheduled and conducted so as not to interfere with the effective operation
of the division and have the advance approval of the Chief of Fire/designes. When the Union
holds a meeting off City property in the City of Avon, one (1) officer of the Union, who is working
at the time the meeting is held, may be approved to attend the meeting without suffering loss of
time or compensation, provided that the officer’s absence does not result in the division
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being inadequately staffed, that his attendance has been prior approved by the Chief/designee, and
that the officer will respond immediately if notified to return to work.

3.04. A Union representative(s) and affected employee shall not suffer any loss of straight time
earnings for time spent in grievance meetings or predisciplinary meetings during their regularly
scheduled work hours.

3.05. Two (2) Union representatives appointed by the Executive Board shall be granted time off
without loss of time or compensation to perform their Union functions including attendance at
conventions, conferences and seminars. Said representatives shall be granted time off to attend
one (1) convention per year, two (2) District meetings per year, and two (2) seminars or
conferences per year. Each representative may be granted up to four (4) tours of duty each for a
maximum cumulative total of eight (8) tours per year. Attendance at any convention, meeting

conference or seminar will not be permitted unless at least nine (9) calendar days notice is received
by the Fire Chief.

3.06. The City agrees to allow the Union to install and maintain, at their cost, the proper lines
necessary to run a fax machine and computer owned by the Union. The Union shall comply with
all City policies and procedures relative to computer and internet use.

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

ARTICLE 4
BULLETIN BOARDS

4.01. The Employer agrees to provide the Union a 2” x 4’ bulletin board for posting of authorized
materials as set forth herein.

4.02. Union notices relating to the following matters may be posted without the necessity of
receiving the Employer’s prior approval:

A, Union recreational and social affairs;

B. Notice of Union meetings;

C. Union appointments/elections/election results;
D. Rulings or policies of the Union.

All other notices of any kind not covered in “A” through “D” above must receive prior approval
of the Chief of Fire or his designated representative. It is also understood that no material may be
posted on the Union bulletin boards at any time which contain the following:
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1. Reporting, commentary, endorsement, criticism, or any other statement which is politically
motivated or considered of a political nature, except as provided in “C” above;

2. Personal attacks upon any other member or any other employee, or elected officeholder:
3. Attacks on any employee organization, regardless of whether the organization has local
membership.

4.03. No Union-related materials of any kind may be posted anywhere in the Employer’s facilities
except on the bulletin board designed for use by the Union.

ARTICLE 5
NO STRIKE/NO LOCKOUT

5.01. The Union shall not, directly or indirectly, call, sanction, encourage, finance, and/or assist
in any way, nor shall any employee instigate or participate, directly or indirectly, in any strike,
slowdown, walkout, work stoppage, or interference of any kind in the operation of the Fire
Department.

5.02. The Union shall at all times cooperate with the City in continuing the operations in a normal
manner and shall actively discourage and endeavor to prevent or terminate any violation of Section
5.01. Should any violation of this article occur, the Union shall immediately notify all employees
that the strike, slowdown, work stoppage, or other interference with the Fire Department
operations is prohibited and is not in any way sanctioned or approved by the Union. Furthermore,
the Union shall order all employees to return to work at once.

5.03. It is further agreed that any violation of the above provisions will be sufficient grounds for
disciplinary action, including discharge. Employees shall not have appeal or recourse over
disciplinary action taken in accordance with these provisions. However, the issue as to whether
an employee participated in any strike/work stoppage/interference with Fire Department
operations may be subject to the grievance procedure contained within this agreement.

5.04. The City shall not lockout any employee for the duration of this agreement provided there
1s no violation of Section 1 of 2 herein.

ARTICLE 6
NON-DISCRIMINATION

6.01. The Employer and the Union recognize their rights and responsibilities under federal and
state civil rights laws and affirmative action requirements. The parties agree that insofar as
practicable, the provisions of this agreement will be applied without regard to race, color, religion,
ancestry, national origin, sex, age, military status, veteran’s status, genetic information, or
disability, except where a bona fide occupational qualification exists.
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6.02. The Employer and the Union recognize the rights of employees to join, assist, or participate
in the Union and lawful concerted activities, and the right of employees to refrain from joining,
assisting, or participating in the Union and lawful concerted activities. The Employer agrees not
to interfere with the rights of employees to become members of the Union, and agrees there shall
be no interference, restraint, or coercion against any employee because of any lawful activity in an
official capacity on behalf of the Union, provided that activity does not conflict with the terms of
this agreement. The Union agrees not to interfere with the rights of employees to refrain or resign
from membership in the Union, and agrees there shall be no interference, restraint, or coercion
against any employee exercising the right to abstain from involvement in Union activities.

6.03. Whenever the context so requires, the use of the words herein in the singular shall be
construed to include the plural; the singular and words whether in the masculine or feminine gender
shall be construed to include both sexes. By use of either the masculine or feminine gender, it is
understood that said use is for convenience purposes only and it shall not be construed to be
discriminatory by reason of sex.

ARTICLE 7
RULES AND REGULATIONS

7.01. The Union recognizes the right of the Employer to establish reasonable work rules,
regulations, policies, and procedure (rules).

7.02. New or modified rules will, except in case of emergency, be discussed in a
labor/management meeting at least ten (10) calendar days in advance of their effective date, and
provided to employees at least seven (7) calendar days in advance.

An official copy of rules will be maintained at the Fire Department and be available for review by
employees.

7.03. Any action of the Employer pursuant to Section 1 above may be challenged by the Union as
being unreasonable, arbitrary, discriminatory, or a violation of the Agreement by the filing of a
grievance at Step 2 of the Grievance Procedure set forth in Article 23.

ARTICLE 8
PROBATIONARY PERIOD

8.01. Initial Probation. All newly hired employees shall be required to serve an initial
probationary period of one (1) year. During the initial probation, the Employer shall have the right
to discipline or discharge such employee(s) without restriction and such action shall not be
appealable through the Grievance or Arbitration Procedures herein contained or to any Civil
Service Commission. Employees shall be moved to the next step on the salary schedule after one
(1) year of employment. Any part-time firefighter moving to full-time firefighter shall be
considered a newly hired employee for purposes of this article.
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8.02. If an employee is discharged or quits while on probation, and is later rehired, he shall be
considered to be a newly hired employee.

8.03. Promotional Probation. All employees who are promoted shall serve a probationary period
of one (1) year. During promotional probation, the Employer shall have the right, without
restriction, to reduce such employees. Any such reduction shall not be appealable through the
Grievance or Arbitration Procedures herein contained or to any civil service proceedings.

Nothing herein shall limit the Employer’s ability to discharge for cause consistent with other
provisions of this agreement.

8.04.  Probationary employees shall be evaluated by the immediate supervisor and the
Chief/designee, not less than once each ninety (90) days during the probationary period.
Evaluation shall be in writing and reviewed with the employee. More frequent evaluations may
be conducted at the discretion of the Chief/designee.

8.05. Extended absences of two (2) work weeks or more during initial or promotional probation
shall extend the probationary period by the actual number of days of absence.

ARTICLE 9
SICK LEAVE

9.01. Sick leave shall be defined as an absence with pay necessitated by: 1) illness, including
pregnancy, or injury to the employee, and as medically necessary; 2) exposure by the employee
to a contagious disease communicable to other employees; and/or 3) illness or injury in the
employee’s immediate family where the employee’s presence is medically or reasonably
necessary.

In the case of a male shift employee, up to three (3) shifts of sick leave may be utilized for the
birth of a child. In the case of a male forty (40) hour per week employee, up to five (5) days of
sick leave may be utilized for the birth of a child.

9.02. When the use of sick leave is due to illness or injury in the immediate family, “immediate
family” shall be defined to only include the employee’s spouse, child(ren), or parent.

9.03. Full-time employees shall be eligible to accumulate up to the equivalent of ten (10) hours
per month for forty (40) hours per week employees and thirteen (13) hours per month for shift
employees.

9.04. A new employee shall receive 78 hours of sick leave at the time of hire and will not begin
to accumulate additional sick leave according to section 9.03 above, until the completion of their
sixth (6th) month of employment. Should the employee separate prior to completion of the six (6)
month period, they shall receive credit for accrued hours using the calculation established in
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section 9.03. In the event the employee uses more time than accumulated during the six (6) month
period and is separated from service, the city shall be reimbursed for any hours in arrears and such
cost will be withheld from the employee’s final pay.

9.05. Absence for a fraction or part of a day that is chargeable to sick leave in accordance with
these provisions shall be charge proportionately first in a minimum increment of one (1) hour, and
then in one-half (1/2) hour increments thereafter.

9.06. An employee who is to be absent on sick leave shall notify the officer on duty of such an
absence and the reason therefore as soon as possible and at least one (1) hour before the start of
the shift that he is scheduled to work. Failure to do so may be cause for denial of sick leave with
pay for the period of absence unless emergency conditions make timely notification impossible.

9.07. Any employee fraudulently obtaining or attempting to obtain sick leave shall be disciplined,
up to and including discharge, inclusive of a refund of any salary or wages paid. Excessive or
patterned use of sick leave shall also be just cause for discipline. The City may initiate
investigations when an employee is suspected of abusing his sick leave privilege. Discipline for
sick leave abuse of excessive use of sick leave must be for just cause.

9.08. The City may require an employee who has been absent due to a personal illness or injury,
prior to and as a condition of his return to duty, to provide acceptable medical documentation
and/or be examined by a physician designated by the Employer and paid for by the Employer, to
establish that he is not disabled from the performance of his normal duties and that his return to
work will not jeopardize the health and safety of other employees. The medical examination, if
required, shall be limited to the purpose of determining whether or not the employee 1s able to
perform the duties of his job, which determination shall be reported in writing by the examining
physician so selected by the City, to the City and to the employee, and the costs therefore shall be
paid by the City.

9.09. A shift employee requesting sick leave with pay for two (2) consecutive work days or more
will be required to present a written statement from a physician or other certified medical
practitioner certifying that the employee’s condition prevents him from performing the duties of
his position, before sick leave will be approved. If the condition continues for more than seven
(7) calendar days, medical documentation, including the expected date of return, must be submitted
by the employee. Tt shall be the responsibility of the employee to ensure that such medical
documentation remains current. Forty (40) hour per week employees shall be required to provide
medical documentation for absences of three (3) consecutive work days or more. Medical
documentation is necessary for usage of sick leave for two (2) consecutive work days or more due
to the illness or injury of an immediate family member.

9.10. All shift employees who have accumulated more than one thousand two hundred (1,200)
hours of sick time may convert up to two (2) regular average work weeks of such excess sick leave
to cash at the rate of two (2) hours of sick leave for one (1) hour of pay, to a maximum of one (1)
regular average work week of pay per calendar year. All forty (40) hour per week employees who
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have accumulated more than eight hundred forty-eight (848) hours of sick time may convert up to
two (2) regular average work weeks of such excess sick leave to cash at the rate of two (2) hours
of sick leave for one (1) hour of pay, to a maximum of one (1) regular average work week of pay
per calendar year. Requests to convert sick leave to cash must be submitted not later than J anuary
10 of the applicable vear.

9.11. Upon service or disability retirement, a shift employee shall be paid for any accumulated,
unused paid sick leave at the ratio of one (1) hour’s pay for each two (2) hours accumulated, up to
a maximum of twelve hundred (1200) hours of pay. Upon service or disability retirement, a forty
(40) hour per week employee shall be paid for any accumulated, unused paid sick leave at the ratio
of one (1) hour’s pay for each two (2) hours accumulated, up to a maximum of nine hundred sixty
(960) hours of pay.

To be eligible for retirement under this section, the employee shall have worked full-time for the
City for at least ten (10) years and shall have been approved under the pension system for disability
OT service retirement.

ARTICLE 10
FUNERAL LEAVE

10.01. If a death occurs within an employee’s immediate family, the employee shall be granted
funeral leave without loss of pay or benefits, in accordance with the following schedule:

Shift Forty (40) Hour
Emplovees Per Week Emplovees
1) Spouse, Son, Daughter, Two (2) tours Four (4) days
Step-Children, Mother, of duty
Father, Step-Parents
2) Sibling (including step-sibling or One (1) Tour Three (3) days

half-sibling), Grandparents,
Grandson/Daughter, Mother/Father
in-law, Brother/Sister-in-law,
Grandparents-in-law

10.02. Funeral leave may be extended at the discretion of the Director of Safety, based on an
individual circumstance. Such extra time off will be utilized out of the employee’s paid leave
accounts, inciuding holiday, compensatory time, sick time, and vacation time.

ARTICLE 11
EMERGENCY LEAVE

11.01. In the case of a sudden or serious illness or emergency in the employee’s immediate family,

4919-8556-4322, v. 1




and upon securing approval of the Chief of Fire or his designated representative, the employee
may be granted time off without any loss of compensation or benefits not to exceed four (4) hours,
to aid the family and complete any urgent business concerning the emergency. Upon completion
of said emergency, the employee shall return immediately to duty. In the event that an employee
is denied emergency leave, said employee has the right to appeal that decision directly to the Chief
of Fire. Should the employee be denied emergency leave by the Chief of Fire, the employee shall
have the right to appeal to the Safety Director of the City of Avon.

Should the employee be denied emergency leave by the Safety Director of the City of Avon, the
employee has the right to appeal to the Mayor of the City of Avon.

11.02. If emergency leave is granted and additional time is necessary, the Chief of Fire/designee
may approve sick leave or another leave bank as applicable on an hour-for-hour basis as necessary.

ARTICLE 12
JURY DUTY LEAVE

12.01. Any employee called for jury duty or subpoenaed as a witness, either Municipal, County,
or Federal, shall be granted a leave of absence without loss of pay, benefits, vacation time, or
compensatory time for the duration of the required jury duty.

12.02. The leave of absence for jury duty or being subpoenaed as a witness shall begin at twenty-
two hundred hours (2200) on the date prior to the first required reporting date. The leave of
absence shall continue until the next scheduled duty day following termination of jury duty or
subpoenaed witness. However, if the employee is released on or before nineteen hundred (1900)
hours, the employee shall return for the remainder of his shift.

12.03. Any compensation received by the employee from the court of record for such jury duty
for scheduled work days shall be turned over to the City.

ARTICLE 13
ONDUTY INJURY LEAVE

13.01. Inthe event of an occupational injury incurred as a direct result of performing a lawful and
assigned duty or sworn function within the scope of the employee’s job duties and authority, said
employee shall be entitled to on-duty injury leave (ODIL) in an amount not to exceed two hundred
seventy (270) consecutive calendar days when the injury is timely reported, recommended by the
employee’s department head/designee, and verified by a competent physician as a disabling injury.
The City reserves the right, at its cost, to require the employee to see a physician of its choice
before injury leave may be granted.

13.02. To receive on-duty injury leave with pay, the employee must:

A.  Immediately notify the department head/supervisor when an incident or accident occurs.
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B. Complete an Incident/Accident Report to be forwarded to the Department Head within
thirty-one (31) hours of the incident or accident and seek appropriate medical attention.
When an employee is hospitalized or otherwise unable to complete the report, the supervisor
or department head shall initiate the form.

C. Complete a Request for Injury Leave form.

D. Where applicable as requested by the Assistant Finance Director/designee, execute a
release (reimbursement agreement), which obligates the employee to reimburse the City
the amount of the Workers’ Compensation benefits received for lost wages during the same
time period the employee collected injury leave. Any employee who applies for lost wages
must submit such payments to the City for the period which the employee also received
ODIL.

E. Attend a medical examination/evaluation whenever scheduled with a physician/medical
provider selected and paid for by the City.

13.03. Injury leave shall not be cumulative, i.e., an employee may receive injury leave only once
for each work-related accident/injury. When an employee requests injury leave for a disputable
illness/accident and is denied, the employee may be subsequently credited with such leave upon a
favorable decision by the Bureau of Workers” Compensation (BWC), provided that the City may
appeal or otherwise contest a decision, in which case, injury leave will be credited only when the
City either exhausts its remedies or accepts the judgment rendered by the BWC.

13.04. In the event an employee’s claim for medical/lost wages is disallowed by the Bureau of
Workers” Compensation or the Industrial Commission of Ohio, the employee shall be charged for
all time lost from work, first against sick leave, then against vacation leave and any other accrued
compensable leave time. If the employee does not have enough compensable leave to cover all
time off, the employee shall be responsible to repay the difference to the Emplover.

13.05. An employee may be offered transitional work or modified duty by the City, consistent
with the restrictions/limitations of the employee’s physician or a physician selected by the City,
when determined appropriate by the City, and when the following requirements are met:

A.  The assignment must be medically suitable. The employee must be capable of performing
the work without violating any medical restriction or limitation.

B. The assignment must fulfill a necessary job function or functions. The City shall not be
required to “create work™ and the availability of work at one time shall not mean that the
work will always be available for transitional work within a department or within the City.

C.  The assignment must be anticipated to be temporary.

D.  The employee must have the capability (knowledge, skills, and abilities) necessary to

properly perform the work.
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The availability of transitional work and/or modified duty assignments is solely determined by the
City in consideration of operational and staffing needs as well as capability of the affected
employee, is not guaranteed, and is subject to approval of the Mayor/designee.

13.06. An employee forfeits all rights to any on-duty injury leave (wage continuation payments)
or transitional work for which the employee would otherwise have been entitled, if the employee:

A. engages in work with any other entity, whether part-time or full-time, while receiving
ODIL payments; however, part-time work will be allowed if the work is consistent with
any medical limitations;

B. terminates employment for any reason;
C. fails to act in a manner which is conducive to being off work convalescing from a job-
related injury;

D. refuses to perform light, modified, or transitional duty when offered by the City;

E. refuses to return to regular duty after being released by the treating physician or a physician
selected City.

13.07. An employee may return to full duty upon authorization by the employee’s attending
physician or by a physician of the City’s choice. “Authorization” refers to and must include the
physician’s review of the employee’s position description and a certification that the employee is
fit to perform the essential duties described therein. In the event of a conflict between the attending
physician and the physician selected by the City, the matter of fitness for duty shall be referred to
a mutually agreed upon physician {or if mutual agreement is not reached, by a physician selected
by the City’s MCO) whose opinion shall be binding on the parties. The cost of the third physician
shall be born equally between the parties.

ARTICLE 14
MILITARY LEAVE

14.01. An employee shall be granted a military leave in accordance with Local City Ordinance
No. 170-01, or any amendment thereof. However, should any such amendment provide for less
than what is provided by state or federal law, the higher standard shall be applied.

ARTICLE 15
UNIFORM ALLOWANCE

15.01. Each newly hired full-time firefighter/paramedic shall, during the first year of employment,
be provided turnout gear and the following items:

One (1) Class A Uniform
Three (3) Class B Uniforms
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Six (6) Department Tee-Shirts
Two (2) Job Shirts

One (1) Jacket/Coat

One (1) Winter Hat

One (1) Safety Vest

15.02. Each full-time employee of the Fire Department, excluding Dispatchers, shall after the first

vear of full-time employment, receive a yearly uniform allowance of one thousand three hundred
dollars ($1,300).

15.03. In the event of damage to uniform items, including watches and prescription eyeglasses,
which damage occurs in the active discharge of the employee's duties suppressing fires or
performing emergency medical procedures, the City shall pay the difference between the amount
of reimbursement from the employee's personal insurance, court ordered recovery and/or workers'
compensation, and the cost of repair or replacement at the current fair market value. The City's
monetary reimbursement obligation for repair or replacement of the following articles shall not
exceed the amounts set forth below:

1. Watch $100.00
2. Prescription Eyeglasses $100.00
3. Uniform Jacket $200.00

Line of duty damage shall be reported immediately to the Chief of Fire. Upon approval of the
Chief of Fire and the Director of Safety, the above-noted payment shall be forwarded to the
Department of Finance for processing of payment to the employee. Workers’ compensation claims
will be filed by the employee where applicable. In the event the City reimburses the employee
prior to the employee's receipt of personal insurance, court ordered recovery, and/or workers'
compensation, reimbursement to the City will be made upon receipt of any monetary award by the
employee.

15.04. Annual uniform allowances will be issued to employees currently in active pay status with
one-half (1/2) paid in April and one-half (1/2) paid in September.

ARTICLE 16
LONGEVITY

16.01. Each full-time employee shall be entitled to and will receive longevity pay under the
following schedule:

Completed Years Amount
of Service
3 $500.00
6 $625.00
7 $750.00
8 $875.00
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9 $1,000.00
10 $1,125.00
11 $1,250.00
12 $1,375.00
13 $1,500.00
14 $1,625.00
15 $1.750.00
16 $1.875.00
17 $2.000.00
18 £2,125.00
19 $2,250.00
20 $2,375.00
21 $2.500.00
22 $2,625.00
23 $2,750.00
24 $2.875.00
25 or more $3,000.00

Longevity pay shall be computed only on years of full-time service with the City, and shall not be
pro-rated. Longevity shall be paid in the month of June based upon years of service as of
December 31, of the applicable calendar year. An employee leaving the service of the Employer
prior to completing a year of service for which he has already been paid longevity shall have such
excess longevity amount deducted from his final pay.

ARTICLE 17
HOLIDAYS

17.01. The recognized holidays for full-time bargaining unit employees shall include the
following:

New Year’s Day
Martin Luther King Day
Easter

Memorial Day
Independence Day
Labor Day

Columbus Day
Thanksgiving Day

) Day after Thanksgiving
0. Christmas Eve

1. Christmas Day

— 0 %0 O L W N

17.02. Shift employees who have completed one (1) year of service as of January 1 of the
applicable calendar year shall receive five (5) tours of duty as holiday pay or time in consideration
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of all of the designated holidays as set forth above, provided the employee works the regularly
scheduled days surrounding the holiday, and when scheduled, the holiday itself.

Employees with less than one (1) year of service as of January 1 of the applicable calendar year
shall receive holiday time on a pro-rated basis.

Forty (40) hour per week employees who have completed one (1) year of service as of January 1
of the applicable calendar year shall receive eight (8) hours of holiday pay or time, as applicable,
for each of the designated qualifying holidays. Employees with less than one (1) year of service
as of January 1 of the applicable year shall receive holiday time on a pro-rated basis.

Holiday time not used or scheduled shall be paid in the first pay of December of the applicable
calendar year.

An employee who separates from service during the year, after having utilized a greater amount
of holiday time than he is otherwise entitled to on a prorated basis, shall be required to pay back
such excess through an offset from his final pay or separation payment. An employee who
separates from service during the year, having not yet utilized the prorated amount of holiday time
to which he is entitled, will receive a cash payment for the value of the unused time in his final
pay or separation payment.

17.03. In addition to the recognized holidays set forth above, employees shall be entitled to three
(3) personal holidays (i.e., two personal holidays plus the employee’s birthday). Each personal
holiday shall be equivalent to one (1) twenty-four (24) hour tour for shift employees and one (1)
eight (8) hour day for forty (40) hour employees, and may be taken with the prior approval of the
Chief/designee. The personal “birthday” holiday can be taken at any time within the calendar year
with the prior approval of the Chief/designee. Employees with less than one (1) year of service in
the applicable year shall receive personal holiday time on a prorated basis.

17.04.

A. If a shift employee is required to work on New Year’s Day, Independence Day,
Thanksgiving Day, or Christmas Day, where such work is a regular shift day (part of his
regular tour of duty), he shall be entitled to pay for all hours of such time worked at one
and one-half (1 1/2) times his regular base rate of pay (i.e., regular pay plus half-time).

B. Any employee called in to work on New Year’s Day, Independence Day, Thanksgiving
Day, or Christmas Day shall be entitled to double time for all such hours actually worked.

ARTICLE 18
VYACATIONS

18.01. All full-time bargaining unit employees with the Department of Fire shall be eligible for
vacation with pay in accordance with the following:
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A. Years of Service Defined. “Years of service,” for the purposes of this section, means
continuous uninterrupted full-time service.

B. Amount of Vacation

Full-time bargaining unit personne! shall be eligible for vacation in accordance with the
following schedule:

Completed Years 40 Hours/Week Shift Employees

of Full-Time Service Emplovees

=1 Prorated 80 hours Prorated 120 hours
(1) 80 hours 120 hours -5 tours
(5) 120 hours 168 hours -7 tours
(10} 136 hours 192 hours -8 tours
(15) 160 hours 216 hours - 9 tours
(20) 200 hours 264 hours - 11 tours

Vacation will be credited in accordance with the payroll system(s) adopted by the
Department of Finance.

C. Vacation Scheduling. Vacations shall be taken, subject to operational and staffing needs,
at a time scheduled and approved by the Chief of Fire/designee, who shall be responsible
for the reporting of authorized vacation taken to the Director of Finance/designee.

The Chief of Fire shall determine the number of rank personnel and firefighter/paramedic
personnel who may request and be approved for vacation within any given week of the
applicable calendar year.

Vacation requests shall be for full work days, except that forty {(40) hour employees may
split up to four (4) days (thirty-two [32] hours) into increments of four (4) hours, shift
employees may split up to four (4) tours (ninety-six [96] hours) into increments of twelve
(12) hours.

Vacation requests shall normally be submitted at least fifteen (15) calendar days in advance
of the date(s) being requested. The fifteen (15) calendar day requirement may be waived
at the discretion of the Chief. In the event of a conflict with another employee requesting
the same dates, the employee with the most seniority shall prevail, except that requests
encompassing a full calendar week (e.g., Sunday through Saturday) or more will be given
preference irrespective of seniority.

18.02. Vacations earned shall be taken within one (1) year from the vacation calculation date,
except that each employee shall be able to bank the equivalent of five (5) tours/days (1.e., 120
hours for shift employees and 40 hours for 40 hours per week employees) of vacation time, which
must be used during the following calendar year,
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18.03. The vacation calculation date shall be December 31 of each year. All vacations earned in
the current year will be calculated on the basis of the months or years of continuous service
completed by December 31 of the preceding year. Employees with less than one (1) year of service
as of December 31 of the applicable calendar year shall receive vacation on a prorated basis (from
the date of hire to December 31). Such prorated vacation leave shall not accrue until December
31 and may be used no earlier than January 1 of the following calendar year.

18.04. In the event of termination of employment for any reason, an employee shall be paid the
full cash amount for any and all accrued and unused vacation leave, including any vacation leave
carried over from the previous year, upon separation from service.

If, for any reason, an employee wishes to work rather than take a vacation, there shall be no double
pay allowed.

18.05. Employees are eligible for prior service credit for continuous, full-time service with the
State of Ohio, Ohio County, or another Ohio city. It is the responsibility of the employee to obtain
and submit documentation from previous employers within thirty (30) calendar days of
commencement of employment.

ARTICLE 19
HOURS OF WORK

19.01. Hours and Schedules. These provisions are intended to define the normal range of work
hours for regular full-time bargaining unit employees for the purposes of overtime compensation,
and shall not be considered as a guarantee of work per day or per week. Nothing contained herein
shall be construed to prevent the Employer from restructuring the normal work day, platoon
system, or from establishing work schedules.

19.02. Work shifts, assignments, and schedules shall be established by the Employer. The normal
shift schedule currently consists of a twenty-four (24) hours period on duty, commencing at 7:00
AM., followed by a forty-eight (48) hours period off duty. The work year shall consist of fifty-
two (52) weeks per year, thirteen (13) twenty-eight (28) day work periods.

The Department of Fire, through the Chief/designee(s), and as approved by the Director of Safety,
may institute alternate schedules provided that average hours worked do not exceed two hundred
twelve (212) hours in a twenty-eight (28) day period. Work shifts shall normally consist of a
twenty-four (24) hour period on duty followed by forty-eight (48) hours off duty. Leveling off
time will be scheduled, or authorized with prior approval of the Chief of Fire/designee, during
each scheduling period that would exceed permissible straight time hours of work. Leveling off
time will be considered an unscheduled day.

The work schedules for shift employees, as set forth above, shall not normally exceed an average

of fifty and three-tenths (50.3) hours per week or two thousand six hundred fifteen and six-tenths
(2,615.6) per year, based upon a two hundred one and two-tenths (201.2) average hours in each
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twenty-eight (28) day work period, and based upon a perpetual calendar. The work year shall
consist of fifty-two (52) weeks per year, thirteen (13) twenty-eight (28) day work periods. Shift
employees will utilize 296.4 hours of “relief time” or “leveling off time” per year to attain the
average 50.3 hour work week (e.g., thirteen [13] tours [24 hour days] for one [1] year and twelve
[12] tours [24 hour days] for two [2] years out of a three [3] year cycle). Leveling off time will be
scheduled, or authorized with prior approval of the Chief of Fire/designee, during each scheduling
period that would exceed permissible straight time hours of work. Leveling off time will be
considered an unscheduled day.

Effective January 3, 2027, work shifts, assignments, and schedules shall be established by the
Employer. The normal shift schedule currently consists of a twenty-four (24) hours period on
duty, commencing at 7:00 AM., followed by a forty-eight (48) hours period off duty. The work
year shall consist of fifty-two (52) weeks per year, seventeen (17) twenty-one (21) day work
periods.

The Department of Fire, through the Chief/designee(s), and as approved by the Director of Safety,
may institute alternate schedules provided that average hours worked do not exceed one hundred
forty-four (144) hours in a twenty-one (21) day period. Work shifts shall normally consist of a
twenty-four (24) hour period on duty followed by forty-eight (48) hours off duty. Leveling off
time will be scheduled, or authorized with prior approval of the Chief of Fire/designee, during
each scheduling period that would exceed permissible straight time hours of work. Leveling off
time will be considered a scheduled day.

The work schedules for shift employees, as set forth above, shall not normally exceed an average
of forty-eight (48) hours per week or two thousand four hundred ninety-six (2,496) per year, or
one hundred forty-four (144) average hours in each twenty-one (21) day work period, and based
upon a perpetual calendar. Shift employees will utilize 416 hours of “relief time” or “leveling off
time” per year to attain the average 48-hour work week Leveling off time will be scheduled, or
authorized with prior approval of the Chief of Fire/designee, during each scheduling period that
would exceed permissible straight time hours of work. Leveling off time will be considered a
scheduled day.

One (1) Lieutenant/Paramedic and/or Captain/Paramedic(s) may be assigned to a forty (40) hour
work week schedule with the assignment made at the discretion of the Chief of Fire and with the
approval of the Director of Public Safety and the Mayor.

19.03. Basic Rate of Pay. The basic rate of pay or regular rate of pay for a shift position shall be
computed on the basis of the applicable annual compensation for the position divided by two
thousand six hundred fifteen and six-tenths (2,615.6) hours. Shift employees shall be compensated
on a salary basis, based upon an average of 100.6 hours bi-weekly pay period, provided the
employee remains working and/or in active pay status (paid status).

Effective January 3, 2027, the basic rate of pay or regular rate of pay for a shift position shall be
computed on the basis of the applicable annual compensation for the position divided by two
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thousand four hundred ninety-six (2,496) hours. Shift employees shall be compensated on a salary
basis, based upon an average of 96 hours bi-weekly pay period, provided the employee remains
working and/or in active pay status (paid status).

The annual compensation for an employee assigned to a forty (40) hour work week schedule shall
be computed based upon the regular hourly rate of pay multiplied by a projected two thousand
eighty (2080) hours. In the case of a salaried forty (40) hour per week employee, the annual
compensation shall be divided by two thousand eighty (2080) hours to determine the hourly rate
equivalent.

19.04. Overtime Pay and Call Back. The Employer shall determine the necessity for excess hours
or overtime.

When a shift employee is required by the Employer to work in excess of the 201.2 hours of work
in a twenty-eight (28) day work period, or the employee works and is active pay status for more
than 201.2 hours in a twenty-eight (28) day work period, the employee shall be compensated for
all such hours worked or in paid status in excess of 201.2 hours of work at time and one-half (1
1/2) his regular pay.

Effective January 3, 2027, when a shift employee is required by the Employer to work in excess
of the one hundred forty-four (144) hours of work in a twenty-one (21) day work period, or the
employee works and is active pay status for more than 144 hours in a twenty-one (21) day work
period, the employee shall be compensated for all such hours worked or in paid status in excess of
144 hours of work at time and one-half (1 1/2) his regular pay.

Any bargaining unit shift employee who is called back to duty during an emergency (emergency
overtime), where such time does not abut his regularly scheduled shift, shall be guaranteed three
(3) hours of call back pay at time and one-half (1 1/2). The Employer shall have the right to retain
and require the employee to engage in productive work for the full three (3) hours, at the discretion
of the Chief or his designee. This provision shall not apply to any schedule change(s), scheduled
overtime, or non-emergency overtime. Unworked minimum call-back hours shall not apply for
purposes of overtime computation; however, an employee shall be compensated at the highest of
either the actual hours worked or the minimum call-back hours.

Any bargaining unit shift employee who is called back to duty during the three (3) hour period
preceding the start of his shift shall be entitled to overtime pay at time and one-half (1 1/2) for
actual hours.

Holdover Pay. If a bargaining unit employee is “held over” and required to work fifteen (15)
minutes or more beyond the regular schedule, the employee will be paid one (1) hour of holdover
time. If a bargaining unit employee is “held over” and required to work less than fifteen (15)
minutes beyond the regular schedule, the employee will not be compensated any additional time.
Compensation shall be at straight time or overtime in accordance with the provisions herein.

19

4919-8556-4322, v. 1




There shall be no pyramiding or duplication of overtime and/or premium pay for the same hours;
ie., premium or overtime compensation shall not be paid more than once for the same hours
worked.

19.05. At their option, employees may elect to take overtime compensation in the form of pay or
compensatory time off. Conversion of overtime to compensatory time is available for whole hour
increments only. Employees may not accrue nor use more than one hundred ninety-two (192}
hours of compensatory time at any one time or use more than one hundred ninety-two (192) hours
In any calendar year. If an employee does not indicate an election for compensatory time, or has
an accumulation of the maximum number of compensatory hours, the employee shall be paid for
the overtime. Requests for overtime compensation or compensatory time shall be made within the
same work period the overtime was earned. Compensatory time off shall be scheduled in advance
at the request of the employee subject to the approval of the Chief and operational needs.

An employee may convert compensatory time to “cash” in an amount not to exceed fifty (50) hours
in any calendar year. Conversion must be requested in writing to the Chief/designee and the

Department of Finance at least two (2) weeks in advance of the anticipated conversion.

Compensatory time conversion to cash may occur only in June and/or December of the calendar
year.

ARTICLE 20
WAGES

20.01. Wages and compensation for bargaining unit employees shall be as set forth below:

Effective with the 1 pay of calendar vear 2026 ($2,000 equity adjustment plus 3.0%)

Classification Weekly H(?urly Annual
Hours Equivalent
Captain/Paramedic - 1 Year 50.3 $46.26 $121,008.77
Captain/Paramedic - 1 Year 40 $58.18 $121,008.77
Captain/Paramedic - Entry 50.3 $43.99 $115,061.34
Captain/Paramedic - Intry 40 $55.32 $115,061.34
Lieutenant/Paramedic - 1 Year 50.3 $41.21 $107,792.23
Lieutenant/Paramedic - 1 Year 40 $51.82 $107,792.23
Lieutenant/Paramedic - Entry 50.3 $39.19 $102,505.62
Lieutenant/Paramedic - Entry 40 $49.28 $102,505.62
20
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Firefigchter/Paramedic

3 Years 50.3 $36.72 $96,044.20
2 Years 50.3 $34.95 $91,404.85
1 Year 50.3 $33.20 $86,840.35
Start 50.3 $31.41 $82,163.55

Effective Januarv 3, 2027 (3.0%)

Classification Weekly I-I(.)urly Annunal
Hours Equivalent

Captain/Paramedic - 1 Year 48 $49.94 $124,639.03
Captain/Paramedic - 1 Year 40 $59.02 $124.639.03
Captain/Paramedic - Entry 48 $47.48 $118,513.18
Captain/Paramedic - Entry 40 $56.98 $118,513.18
Lieutenant/Paramedic - 1 Year 48 $44.48 $111,026.00
Lieutenant/Paramedic - 1 Year 40 $53.38 $111,026.00
Lieutenant/Paramedic - Entry 438 $42.30 $105,580.79
Lieutenant/Paramedic - Entry 40 $50.76 $105,580.79
Firefighter/Paramedic

3 Years 48 $39.63 $98,925.53
2 Years 48 $37.72 $94,146.99
1 Year 48 $35.84 $89,445.56
Start 48 $33.91 $84,628.46

Effective with the 15 pav of calendar vear 2028 (3.0%)

Classification Weekly Hqurly Annual
Hours Equivalent
Captain/Paramedic - I Year 48 $51.43 $128,378.20
Captain/Paramedic - I Year 40 $61.72 $128,378.20
Captain/Paramedic - Entry 48 $48.91 $122,068.58
Captain/Paramedic - Entry 40 $58.69 $122,068.58

! Effective January 3, 2027, and to coincide with the reduction of the workweek to 48 hours, employees shall receive
a three percent (3%) general wage increase. In the first pay thereafter, employees shall receive a pay adjustment equal
to the value of the three percent (3%) increase that would have been effective the first pay period of calendar year
2027 {i.e., pay starting December 20, 2026, and ending January 2, 2027).
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Lieutenant/Paramedic - 1 Year 48 $45.82 $114,356.78
Lieutenant/Paramedic - 1 Year 40 $54.98 $114.356.78
Lieutenant/Paramedic - Entry 48 $43.57 $108,748.21
Lieutenant/Paramedic - Entry 40 $52.28 $108,748.21
Firefishter/Paramedic

3 Years 48 $40.82 $101,893.30
2 Years 48 $38.85 $96.971.40

1 Year 48 $36.91 $92,128.93

Start 48 $34.92 $87.167.31

20.02. Wages for the applicable calendar year shall be effective with the first pay of the calendar
year. Newly hired employees shall be hired at the start rate and shall advance on the schedule
based upon their full-time hire anniversary rate. However, based upon prior experience, education
and/or training, a newly hired employee may be placed at the 1 year or 2 year rate as recommended
by the Chief of Fire and approved by the Director of Safety and the Mayor.

An empioyee who takes a voluntary reduction or who 1s demoted shall be placed at the applicable
step based upon years of full-time service.

Changes in rates of pay shall occur with the pay pertod that includes the anniversary date.

20.03.  Temporary Assignment Pay. Whenever the Chief of Fire/designee assigns a
firefighter/paramedic the primary duties and responsibilities of the Lieutenant/shift supervisor
(Acting Officer), in the absence of a shift commander (i.e., shift Captain or Lieutenant), for one
(1) full hour or more, the assigned employee shall be entitled to receive the hourly base rate of pay
for the lieutenant classification for the period of time served in that capacity. Whenever the Chief
of Fire/designee assigns a Lieutenant the primary duties and responsibilities of the Shift Captain,
a Licutenant shall receive the hourly base rate of pay for the captain classification for the period
of time served in that capacity. Any such assignment shall be made in writing and is subject to the
oversight and approval of the Chief.

20.04. Mechanic Assignment. Any employee who obtains and maintains an Emergency Vehicle
Technician certification and who is assigned by the Chief of Fire to perform mechanic duties and
responsibilities (above regular maintenance activities) shall be compensated an additional one
dollar and fifty cents ($1.50) per hour for the period of such assignment. The assignment shall be
in writing with a copy to the Safety Director, Finance Department, and Mayor. Not more than one

(1) departmental employee shall be assigned mechanic duties and responsibilities at any given
time.
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ARTICLE 21
HEALTH AND SAFETY

21.01. Safe Equipment and Practices. It is agreed that safety must be a prime concern,
commitment and responsibility of both parties. The City agrees to furnish and to maintain in
adequate working condition all tools, facilities, vehicles, supplies, and equipment required to carry
out the duties of each position as safely as possible. Employees are responsible for reporting any
unsafe conditions or practices, and for properly using and caring for all tools, facilities, vehicles,
and equipment furnished by the City.

21.02. There is hereby established a Safety Committee consisting of three (3) members of the
bargaining unit and three (3) members of the Administration which shall meet on a quarterly basis
or as mutually agreed, after a written request from either party.

21.03. The Safety Committee will assemble for the purpose of discussing problems and objectives
of mutual concern in regard to safety and health conditions of the Division of Fire.

21.04. Should a situation arise that requires corrective action, the Committee’s findings along with
a recommendation shall be forwarded in writing to the Fire Chief. His corrective action or reply
to the Safety Committee shall be made in writing within fourteen (14) calendar days.

21.05. Should a dispute exist as to the Chief’s corrective action or response, the Committee may
submit their recommendations to the Safety Director. His reply shall be made within fourteen (14)
calendar days to the Safety Committee.

21.06. If the dispute is not settled after the Safety Director’s reply or proposed corrective action,
the Union Safety Committee and the Fire Chief may meet with the Mayor to discuss the concerns
of both parties. The Mayor shall reply, in writing, within fourteen (14) calendar days and such
reply shall be final.

21.07. No employee shall be subjected to any disciplinary action for the reasonable reporting of
unsafe conditions.

ARTICLE 22
HEALTH CARE BENEFITS

22.01. For the term of this agreement, the Employer agrees to provide bargaining unit employees
the same medical insurance (health plan) as provided to other City employees under a group
insurance plan. Such group insurance may be provided through a self-insured plan or an outside
provider. The City shall offer a base plan and, beginning in 2027, may offer additional alternative
plans, including HSA and HRA options. Cost containment measures may be adopted by the
Employer m consideration of projected costs, market availability of coverages, and utilization.
The City shall meet and confer with the Unions (all recognized bargaining units) regarding health
care providers and levels of coverage, but the City shall make the final determination if a consensus
1s not reached.
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22.02. The City agrees to pay eighty percent (80%) of the premium/contribution costs for health
coverage for cach eligible full-time employee enrolled in any of the health coverage plans offered
by the City.

The election of single or family coverage rests with the eligible bargaining unit employee.

Each eligible bargaining unit employee electing (single or family) coverage shall pay 20% of the
monthly premium/contribution cost.

Employee contributions shall be paid by the participating employee through payroll deduction.

22.03. Any full-time bargaining unit employee may waive health plan coverage and be paid one
hundred twenty dollars ($120.00) per month in lieu of such coverage. The waiver must be
requested, in writing, to the Finance Director thirty (30) days prior to the beginning of any billing
cycle. Applicable waiver amounts are payable by the City to the applicable employee(s) in June
and December of ecach year. Employees may elect to enroll in the health plan by submitting prior
written notification to the Finance Director. Health coverage will commence with the applicable
date following the next open enrollment period. At the time of actual enrollment, the employee
shall forfeit the waiver. Notwithstanding the provisions above, if a change of status occurs which
meets plan requirements, an employee may elect to enroll in the health plan by submitting prior
written notification to the Finance Director and coverage shall commence in accordance with the
terms of the plan.

22.04. The City, at its sole cost and expense, shall provide each full-time employee with group
life insurance coverage in the face amount of thirty thousand dollars ($30,000).

22.05. The Employer is amenable to the establishment of a Health Care Review Committee
(HCRC) consisting of one (1) voting representative and one (1) alternate from each of the
recognized Unions (i.e., IAFF, AFSCME, FOP/OLC, and TEAMSTERS) and four (4) voting
representatives and four (4) alternates from the Administration. The parties recognize that all of

the recognized unions must agree to participate and abide by the terms set forth herein in order for
the HCRC to be effective.

The HCRC shall meet to review health care utilization and options, and to make recommendations
for cost containment provisions/coverage modification to the Mayor. Any recommendation(s)

submitted by a three-fourths (3/4) vote of the HCRC and approved by the Mayor will be
implemented.

ARTICLE 23
GRIEVANCE PROCEDURE

23.01. The term grievance shall mean an allegation by a bargaining unit employee or the Union
that there has been a breach, misinterpretation, or misapplication of the express terms of this
agreement. Any disciplinary actions, including lower level discipline such as written reprimands,
are grievable and arbitrable.
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Up to and including Step 3 of the grievance procedure, every employee shall have the right to
present grievances and have them adjusted, without the intervention of the Union or its
representatives, as long as the adjustment is not inconsistent with the written terms of this
agreement. The Union shall be advised of any adjustment of a grievance and shall be provided the
opportunity to be present at any Step 3 hearing. Where a group of employees desire to file a
grievance involving a situation affecting each member in the same manner, one member selected
by such group may process the grievance.

23.02. A grievance is barred unless it is presented at Step 2 within seven (7) calendar days of the
actual event giving rise to the grievance.

23.03. All grievances must be processed at the proper step in the progression in order to be
considered at the subsequent step.

Any employee or the Union may withdraw a grievance at any point by submitting in writing a
statement to that effect, or by permitting the time requirements to lapse without further appeal.

Any grievance not answered by management within the stipulated time limits may be considered
to have been answered in the negative and may be appealed to the next step of the grievance
procedure.

23.04. Beginning at Step 2, a grievance shall be submitted in writing and shall contain the
following information:

A. name of aggrieved employee(s);

B. classification of aggrieved employee(s);

C. name of the immediate supervisor of the employee(s);

D. date and time of the incident giving rise to the grievance;

E. date and time the grievance was first discussed at the informal step;

F. a statement as to the specific articles and sections of the agreement violated;
G. a brief statement of the facts involved in the grievance; and

H. the remedy requested to resolve the grievance.

23.05. The time limitations provided for in this article may be extended by mutual written
agreement between the Employer and the affected employee(s) or the Union.

23.06. The following procedure shall be utilized for handling an employee's grievance:
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A. Step 1 — Informal

Prior to filing any written grievance, the grievant must attempt to resolve it informally with
the Assistant Chief or Chief in the absence of the Assistant Chief.

B. Step 2 - Formal

Any grievance that is not resolved at the informal level must be presented, in writing, to
the Chief of Fire within seven (7) calendar days of the occurrence of the alleged grievance,
or knowledge of the occurrence, not to exceed the time frame set forth in Section 23.02
herein. Grievances presented beyond the seven (7) calendar day time limit shall not be
considered. The Chief of Fire may hold a meeting to discuss such grievance and shall
provide a written answer to the grievant and the Union within seven (7) calendar days after
its receipt or the date of the meeting, whichever is applicable. If a grievance meeting is
held, the grievant shall be entitled to Union representation at said meeting.

C. Step 3 - Director of Public Safety

If the grievant is not satisfied with the resolution at Step 2, he may appeal to the Director
of Public Safety or designate, in writing, within seven (7) calendar days after issuance of
the Step 2 answer. The grievance and written response shall be submitted with the appeal.
The Director of Public Safety or designee shall hold a meeting with the grievant within
seven (7) calendar days after receipt of the grievance and shall answer the grievance in
writing within seven (7) calendar days of such meeting, with a copy to the grievant/Union.
The grievant shall be entitled to Union representation at said meeting.

D. Step 4 — Mayor

If the grievant is not satisfied with the written decision at the conclusion of Step 3, a written
appeal of the decision may be filed with the Mayor within seven (7) calendar days from
the date of the rendering of the decision in Step 3. Copies of the written decisions and
other pertinent documents shall be submitted with the appeal. The Mayor or his designee
shall convene a hearing within fourteen (14) calendar days of the receipt of the appeal. The
hearing will be held with the grievant, his Union representative, and any other party
necessary to provide the required information for the rendering of a proper decision. The
Mayor or his designee shall issue a written decision to the grievant, with a copy to the
Union representative, within fourteen (14) calendar days from the date of the hearing. If
the Union is not satisfied with the decision at Step 4, the Union may proceed to arbitration
pursuant to the arbitration procedure set forth in Step 5 below.

E. Step 5 — Arbitration

If the grievance is not satisfactorily resolved at Step 4, the Union may file a request for
arbitration. The Union must file such request within thirty (30) calendar days of the Step
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4 decision from the Mayor or designee. A request to the American Arbitration Association
(AAA), or FMCS if mutually agreed, in writing, for a list of fifteen (15) Ohio arbitrators
must be submitted simultaneously with the request submitted to the Mayor.

Within twenty-one (21) calendar days of receipt of the list of arbitrators from AAA or
FMCS, each party shall rank the list by striking any name to which it objects and ranking
the remaining names by number to indicate the order of preference (number one [1] being
the first choice) and shall return the ranked list to the AAA or FMCS.

Either party may reject up to two (2) lists and request another list; any party rejecting a list
shall be responsible for the cost of the next list.

AAA or FMCS, as applicable, shall assign an arbitrator based upon the ranking of the
parties (arbitrator with lowest combined ranking) and shall notify the parties of the
arbitrator assigned to the grievance, or that no arbitrator was able to be selected from the
rankings. If no selection was able to be made from the rankings, the parties shall split the
cost of the next list.

Once an arbitrator is selected, the arbitrator shall arrange with the parties the date, time,
and place of the hearing.

The fees and expense of the arbitrator shall be borne by the losing party unless the parties
mutually agree otherwise, in writing. The aggrieved employee, appropriate Union
representative, and any witness(es) shall not lose any regular straight time earnings while
attending arbitration proceedings. The decision of the arbitrator shall be final and binding
on the parties.

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

1. contrary to or inconsistent with or modifying or varying in any way the terms of
this agreement or of any applicable laws;

2. limiting or interfering in any way with the powers, duties, or responsibilities of the
Avon City Council or the Mayor/designee under their rule making powers not
inconsistent with the written provisions of this agreement;

3. contrary to, inconsistent with, changing, altering, limiting, or modifying any
policy, rules, or regulations presently or in the future established by the Employer
so long as such policy, rules, and regulations do not conflict with the written
provisions of this agreement;
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4. implying any restrictions or condition upon the Employer from this agreement, it
being understood that, except where such restrictions or conditions upon the
Employer as are specifically set forth herein, the matter in question remains within
the exercise of rights set forth in the article of this agreement entitled “Management
Rights;”

5. granting any right or relief of any alleged grievance occurring at any time other
than the contract period in which such right originated.

The question of arbitrability of a grievance may be raised by either party before arbitration
hearing of the grievance, on the grounds that the matter is non-arbitrable or beyond the
arbitrator's jurisdiction. The first question to be placed before the arbitrator will be whether
or not the alleged grievance is arbitrable. The merits of the grievance will also be presented
to the same arbitrator at the same hearing.

ARTICLE 24
DISCIPLINARY PROCEDURE

24.01. The tenure of every employee subject to the terms of this agreement shall be only during
good behavior and efficient service. The Employer may take disciplinary action against any
employee in the bargaining unit for just cause. Forms of disciplinary action may include any of

the following:

A. Instruction and cautioning (documented oral warning).
B. Written reprimand.

C. Working suspension (1.e., paper suspension).

D. Suspension without pay or fine.

E. Reduction in pay and position (demotion).

F. Discharge.

Except in instances of serious misconduct, discipline shall normally be applied in a corrective
manner. In determining the appropriate level of discipline, the Employer shall take into account
the nature of the violation, the emplovee’s record of discipline, the employee’s record of
performance and conduct, and the impact of the conduct upon the Department and the City.

Copies of written disciplinary action excluding a documented oral reprimand (instruction and
cautioning) shall be forwarded to the Union representative of record.
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24.02. Whenever the Employer determines that an employee may be reduced in pay or position
(i-e., suspended, demoted, or discharged for just cause), a predisciplinary hearing will be scheduled
to give the employee an opportunity o offer an explanation of the alleged misconduct. A notice
of the predisciplinary conference shall be provided to the employee and shall contain a general
description of the alleged misconduct and a statement that the employee shall have the right to
have a Union representative present at the conference if he so desires. When possible, the date
and time of the predisciplinary conference may be extended to accommodate a desired Union
representative.  If immediate attention is required, or an accommodation cannot be scheduled
within seven (7) calendar days of the original conference date, an alternate representative will
attend.

Predisciplinary hearings will be conducted by a representative of the Employer (hearing
administrator). The employee may choose to:

A. Appear at the hearing to present oral or written statements in defense.

B. Appear at the hearing to present oral or written statements in defense with a Union
representative present.

C. Elect in writing to waive the opportunity to have a predisciplinary hearing. Failure to elect
and pursue one of these three (3) options will be deemed a waiver of the predisciplinary
hearing.

At the predisciplinary hearing, the hearing administrator will ask the employee to respond to the
allegations of misconduct as outlined to the employee. At the hearing, the employee may present
any testimony, witnesses, or documents which explain whether or not the alleged misconduct
occurred and may confer with his Union representative. The hearing administrator may require
the employee to respond directly to any inquiry. The employee shall provide a list of witnesses
and the name of his representative, if any, to the Employer as far in advance as possible, but no
later than twenty-four (24) hours prior to the predisciplinary hearing. Tt is the employee's
responsibility to notify his Union representative and witnesses that he desires their attendance at
the hearing.

A written report will be prepared by the hearing administrator concluding whether or not the
alleged misconduct occurred. A copy of the hearing administrator’s report will be provided to the
employee, and the Union representative if applicable, within ten (10) calendar days following the
hearing.

The Employer will decide what discipline, if any, is appropriate. Any resulting disciplinary action
will be issued within fourteen (14) calendar days of the issuance of the hearing administrator’s
findings.

24.03. Disciplinary action may be appealed through the grievance procedure set forth herein.
Appealable disciplinary actions must be filed at the Director of Public Safety’s level (Step 3) of
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the grievance procedure within seven (7) calendar days of the issuance of the notice of discipline
to the employee.

24.04. Any employee under indictment or arrested for a crime of moral turpitude who is not
disciplined or discharged by the Employer shall be placed on a leave of absence with pay until
resolution of the court proceedings. An employee may use accrued vacation or holiday time during
the leave. An employee found guilty by the trial court shall be summarily discharged. An
employee found not guilty of the charges may be returned to work or placed on administrative
leave and shall have any vacation or holiday time used restored to his credit, and may be subject
to disciplinary action if such action was held in abeyance. The Employer shall continue to pay the
Employer's share of the health premium/contribution during the leave of absence; however, if the
employee is summarily discharged, the amount of such premium/contribution shall be reimbursed
to the City by the employee.

24.05. Any investigations, interviews, and disciplinary procedures shall be conducted in a
professional manner. Discipline and/or corrective action shall be conducted in a private manner
and not in the presence of the employee's co-workers or the public.

24.06. An employee shall, upon request, have the right to have a Union representative present at
any investigation or interview where the employee reasonably believes that he may be the subject
of disciplinary action as the result of such investigation/meeting. It is understood that at any time
during an investigatory interview, when the interview moves from investigatory to accusatory, or
the employee reasonably believes disciplinary action may result against him, the employee has the
right to halt the interview until Union representation is acquired and present. A probationary
removal (removal during the initial probationary period) is not “discipline.”

24.07. Cease To Have Force And Effect. Written reprimands and warnings shall cease to have
force and effect one (1) year from the date of the discipline provided no other related documented
disciplinary action has occurred during that period.

Suspensions, fines, or demotions shall cease to have force and effect five (5) years after the date
of the discipline provided no other documented disciplinary action has occurred during the period.

ARTICLE 25
SHIFT EXCHANGE

25.01. Employees shall have the right to exchange hours when said change does not, in the opinion
of the Shift Commanders (where applicable) and Fire Chief, interfere with the operation of the

Division of Fire. All said exchanges are subject to the advance approval of the Fire Chief /
designee.

25.02. All exchanges shall be submitted to the Fire Chief/ designee for approval at least seventy-
two (72) hours prior to the trade. The Chief / designee may waive the minimum notice
requirement, at his discretion, based upon operational needs and/or extenuating circumstances.
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25.03. Approval of hour exchanges shall normally be made within forty-eight (48) hours of
submission of the request. The Chief / designee may, at his discretion, establish minimum hours
subject to exchange and/or a maximum number of exchanges which may be approved within any
work period.

25.04. In no event shall an exchange of hours result in overtime compensation.

ARTICLE 26
PENSION

26.01. The City will pay that portion of the employee’s pension to the Police and Fireman’s
Pension und as mandated by the State of Ohio.

26.02. Arrangements exist with the Internal Revenue Service and the Police and Fireman’s
Pension Fund to have federal and state taxes, which are due on the employee’s contribution to the
respective retirement fund, deferred until retirement (commonly known as the Employer “pick up”
program). The City agrees to participate in said program in accordance with applicable law.

ARTICLE 27
DUES CHECKOFF

27.01. The Employer agrees to deduct Union membership dues in accordance with this article for
all employees who execute a dues authorization card. Deductions shall commence with the first
pay period in which dues are customarily deducted following receipt of the signed authorization
card.

27.02. The Employer shall remit dues deducted under this article to the Union Treasurer along
with an alphabetical list of names of all employees whose dues have been deducted. The Union
shall notify the Employer in writing of the name and address to whom the dues are to be sent.

27.03. The Employer assumes no obligation of any kind arising out of its deduction of dues in
accordance with this article. The Union shall indemnify and save the Employer harmless from
any claim, action, or proceeding brought by any person or entity against it as a result of its
deduction of dues pursuant to this article. Once dues are remitted to the Union, their disposition
thereafter shall be the sole obligation and responsibility of the Union.

27.04. The Employer shall be relieved from making dues deductions when an employee terminates
his employment, transfers to a position outside of the bargaining unit, is laid off from work, is on
unpaid leave of absence, for any reason fails to earn sufficient wages to make all legally required
deductions in addition to the deduction of Union dues, or revokes his authorization.

27.05. Neither the Union nor any employee shall have a claim against the Emplover for any error

made 1n processing deductions unless a written claim of error is submitted to the Employer not
more than sixty (60) calendar days after the error was made. Verified errors will be corrected by
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appropriate deductions from the next pay check from which dues are customarily deducted.
Individual reimbursements due, exceeding seventy-five dollars ($75.00) will be corrected not later
than the next pay period.

27.06. The amount of dues to be deducted shall be certified to the Employer, in writing, by the
Union. Changes in rates of deduction shall be effective thirty (30) calendar days after written
notice is received by the Employer, or on the next pay day from which dues are customarily
deducted, whichever is later.

27.07. It is understood that in consideration of the decision in Janus v. AFSCME, Council 31, et
al (US Supreme Court, June 27, 2018), (“Janus™), the fair share fee provisions as they existed
within the January 1, 2016, through December 31, 2018, collective bargaining agreement (2016 -
2018 CBA) are no longer operational.

Should fair share fees again become lawful through action of Janus being overturned and/or
modified, or through legislative action, the parties agree that the then lawful fair share fee
provisions of the 2016 - 2018 CBA will be reinstated.

ARTICLE 28
PAYMENT TO ESTATE UPON DEATH

28.01. In case of death of an employee, any earned but unused regular pay, compensatory time,
or vacation time shall be paid to his spouse, or if no spouse exists, to his estate. Accrued sick time,
for an employee with at least ten (10) years of full-time service, shall be paid to the spouse or
estate at the ratio of one day’s pay for each two (2) days earned.

ARTICLE 29
EDUCATIONAL CREDIT

29.01. Any full-time bargaining unit employee within the Department of I'ire who has obtained
an Associate Degree in fire science or in a field related to the position held by the employee as
approved by the Fire Chiefand in concurrence with the Director of Safety shall receive six hundred
fifty dollars ($650.00) additional compensation annually, prorated in the year of completion. This
compensation shall be paid in the first pay period of December.

29.02. Any full-time bargaining unit employee within the Department of Fire who has obtained a
Bachelor’s Degree in fire science or in a field related to the position held by the employee as
approved by the Fire Chief and in concurrence with the Director of Safety shall receive one
thousand dollars ($1,000.00) additional compensation annually, prorated in the year of completion.
This compensation shall be paid in the first pay period of December.

ARTICLE 30
SAVINGS CLAUSE

30.01. Should any part of this agreement or any specific provisions contained herein be declared
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invalid by operation of applicable law or by a court of competent and final jurisdiction, it shall be
of no further force and effect, but such invalidation of a part or provision of this agreement shall
not invalidate the remaining portions and they shall remain in full force and effect. In such event,
the Employer and the Union will, at the written request of either party hereto, promptly enter into
discussions relative to the particular provision(s) deemed invalid or unenforceable. Should the
parties reach mutual agreement on an altemnate provision(s), such agreement shall be reduced to
writing and signed by both parties.

ARTICLE 31
SENIORITY AND LAYOFES

31.01. Seniority shall be based upon full-time continuous service in the Avon Fire Department
calculated from the original date of full-time employment with the Avon Fire Department.

Continuous service shall be broken only by resignation, discharge, or other separation from service
lasting thirty-one (31) calendar days or more. Employees with the same employment date shall be
assigned to the seniority list in order of their part-time seniority and thereafter based upon their
rank on the Civil Service Eligibility List. Employees who are promoted to the next higher rank
within the bargaining unit shall be credited with seniority in rank based upon the date of the
promotion.

31.02. The Employer shall post and maintain annually a current seniority list. The seniority list
shall be utilized whenever called for by specific articles and sections of this agreement.

31.03. The Employer shall determine when personnel reductions within the bargaining unit are
necessary, for the purpose of layoff due to lack of work, lack of funds or job abolishment. The
Employer shall determine the classifications and number of positions to be affected by a layoff.

Within each classification layoff shall occur by inverse order of seniority (least senior first). Ifa
position(s) is above the rank of Firefighter/paramedic, the least senior officer in point of service in
the affected rank classification shall be reduced to the next lower rank, and the least senior officer
in point of service in such lower rank shall be reduced, until the least senior person in point of
service in the classification of Firefighter/paramedic has been reached and he shall be laid off. The
Employer shall notify affected employees in writing at least seven (7) calendar days in advance of
the effective date of the layoff.

31.04. For the purpose of reduction, “rank™ shall be defined in order from highest to lowest as
Captain/paramedic, Lieutenant/paramedic and Firefighter/paramedic.

31.05. Employees who are laid off will be placed on a recall list for a period of one (1) year from

the effective date of the layoff. Recall from layoff will be made in reverse order of layoff; that is,
the last employee placed on layoff from a classification will be the first to be recalled.
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Employees shall be given fourteen (14) calendar days advance notice of recall and such notice
shall be sent by certified mail to the employee’s last address on record. Employees shall have five
(5) calendar days to accept or reject the Employer’s offer of recall. Employees rejecting recall or
failing to report to work on the effective date of the recall shall lose all seniority and rights of
recall.

ARTICLE 32
BARGAINING UNIT APPLICATION OF CIVIL SERVICE LAW

32.01. The parties agree that no section of the Civil Service Laws contained in Chapter 124 of the
Ohio Revised Code or Section 9.44 ORC or as adopted by the City of Avon, nor any local City
ordinances pertaining to wages, hours, terms and other conditions of employment, shall apply to
bargaining unit employees, where the general or specific matter has been addressed by this
agreement.

32.02. Notwithstanding Section 1 above, the parties agree that the conduct and grading of civil
service examinations (as related to the City of Avon Civil Service Commission), the establishment
of eligible lists from examinations, the original appointments from the eligible lists, and
promotional examinations and appointments shall continue to be governed by City Charter, local
statutes, ordinances, and the Civil Service Commission Rules and Regulations of the City of Avon,
as may be applicable.

32.03. Sections 124.388 and 124.57 ORC shall continue to apply to bargaining unit employees.

ARTICLE 33
LABOR-MANAGEMENT CONFERENCE

33.01. In the interest of effective communications, either party may at any time request a Labor-
Management Conference at least once per quarter, unless both parties agree to meet more
frequently. Such request shall be made in writing and be presented to the other party fourteen (14)
calendar days in advance of the requested meeting date. The written request shall include an
agenda of items the party wishes to discuss and the names of those representatives who will be
attending. A Labor-Management Conference shall be scheduled within ten (10) days of the date
requested. Additionally, this process may be expedited upon mutual agreement of the parties. The
parties are not obligated to discuss any issue not listed upon the exchanged agendas.

Nothing herein shall preclude the parties from meeting on an informal basis as deemed appropriate.
33.02. The purpose of such conference shall be limited to:
A. notifying the Union of changes made by the Employer which affect bargaining unit

employees;

B. disseminating general information of interest to the parties;
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C. giving the Union representative the opportunity to share the views of their members and/or
make suggestions on subjects of interest to their members;

D. discussing substantial changes in job duties and responsibilities;

E. discussing the administration of this agreement.

33.03. There shall be no more than three (3) employee Union representatives in attendance at the
Labor-Management Conference. There shall be no more than three (3) management employee

representatives at the conference.

ARTICLE 34
WAIVER IN CASE OF EMERGENCY

34.01. In cases of emergency declared by the President of the United States, the Governor of the
State of Ohio, the Board of Lorain County Commissioners, the federal or state legislature, City
Council, or the Mayor, such as acts of God, acts of terror, or civil disorder, the following conditions
of this agreement may automatically be suspended at the discretion of the Employer:

1. Time himits for management replies on grievances or Union submissions of grievances.

2. Any or all agreements and practices relating to the assignment of employees; except that it
is agreed that there shall be no loss of overtime/premium pay earned as set forth in this
agreement, unless otherwise mutually agreed upon between the parties.

34.02. Upon the termination of the emergency, should valid grievances exist, they shall be
processed in accordance with the provisions outlined in the grievance procedure and shall proceed
from the applicable point in the grievance procedure to which they had properly progressed.

ARTICLE 35
MILEAGE

35.01. All regular full-time employees required to use their personal car in the performance of
their job duties for the Employer shall be reimbursed only for such actual mileage at the rate of the
current IRS rate per mile, but the employee shall not be entitled to reimbursement unless the use
of the employee’s car was authorized by the Mayor or designee.

35.02. Verification of expenses by the Department Head/designee must be submitted to the

Iinance Director along with an expense account voucher in order to receive payment as specified
in Section 1 herein.
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ARTICLE 36
DURATION OF AGREEMENT

36.01. This agreement shall be effective as of January 1, 2026, and shall remain in full force and
effect until 12:00 midnight, December 31, 2028, unless otherwise terminated as provided herein.

36.02. If either party desires to modify, amend, or terminate this agreement, it shall give written
notice of such intent no earlier than one hundred twenty (120) calendar days nor later than ninety
(90) calendar days prior to the expiration date of this agreement. Such notice shall be served via
electronic mail upon the other party and the State Employment Relations Board. The parties shall
attempt to commence negotiations within two (2) calendar weeks upon receiving notice of intent.

36.03. The parties acknowledge that during the negotiations which resulted in this agreement,
cach had the unlimited right to make demands and proposals on any subject matter not removed
by law from the area of collective bargaining, and that the understandings and agreement arrived
at by the parties after the exercise of that right and opportunity are set forth in this agreement. The
provisions of this agreement constitute the entire agreement between the Employer and the Union,
and all prior agreements, either oral or written, are hereby canceled. The Employer and the Union,
for the life of this agreement, recognize the right of the Employer to exercise its management rights
and statutory rights relative to matters not contemplated or addressed specifically herein, provided
the exercise of such rights do not conflict with an express provision of this agreement. This
agreement may only be amended or modified during the life of the agreement by the express,
mutual written consent of both parties.
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SIGNATURE PAGE

IN WITNESS WHEREOF, the parties have caused this agreement to be executed on this
05/ OT7/20R (a _ day of 2026.

For the, City of Avon For the IAFF/Local #4310, AFL-CIO
e s it
Bryan K. Jensen, Mayor Mike-Sidor, Presidént, Local #4310
( e { r\ )

Duane Streator, Safety Service Director Gene Legeza, IAFF Bargaining Committee

- Member

) /',/{ / -——?
"2ave Soloma g 0L
Diane Szlempa, HR Coordi hator Bruce Ggfl"mley, JAFF Bargaining Committee
Member

David Swope, Fire C%’ i3 Ryan Lemmerbrock, IAFF Attorney

Melisa Fisco, Labor Consultant

Approved as to form:

Quic - Baeer

JoHw Gasior, Law Director
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LETTER OF UNDERSTANDING
ATTENDANCE/ABSENCE ABUSE

This Letter of Understanding is hereby entered into between the City of Avon, hereinafier referred

“to as the “City,” and the International Association of Firefighters, Local # 4310, AFL-CIO,

hereinafter referred to as the “Union,” and collectively referred to the parties.

1.

The City agrees to waive the application of the Attendance/Absence Abuse policy (City
Personnel Policy 7.5) for bargaining unit employees for the 3™ and 4™ quarters of calendar
year 2019, as well as the time period that the parties meet to develop a mutually agreeable
policy as addressed herein, without precedent or prejudice.

Within forty-five (45) days of ratification of the 2020-2022 collective bargaining
agreement by both parties, the parties agree to meet in Labor/Management meetings for
the purpose of developing a mutually agreeable policy to address attendance and absence
abuse. Such policy may modify or replace existing policy 7.5. The agreement of the Union
to meet for the above purpose shall not be construed as an admission of absence abuse by
any of its members.

If the parties are successful in developing a mutually agreeable absence abuse policy, said
policy will be implemented. If the parties are unsuccessful in developing a mutually
agreeable absence abuse policy, the provisions of existing personnel policy 7.5 shall
continue to apply except as modified by the award of Arbitrator Fullmer (AAA Case No.
01-18-0002-7530), and the Union reserves the right to contest the reasonableness of the
implementation or enforcement of that policy through the grievance process consistent with
the provisions of the collective bargaining agreement between the City and the Union.
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