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AGENDA 

A. Disposition of Minutes for Meeting Held December 1, 2021 

B. Old Business 

C. Committee Items 

1. Intercollegiate Athletics Action Item 

C.1.a. = Tab 1 a. Resolution to Ratify Personnel Actions 

Presidents' Suites 
Kilcawley Center 

University policies require that the Chief Human Resources Officer provide a 
summary of appointments, promotions, and other personnel actions for 
intercollegiate athletics staff and coaching positions, for October 16, 202 1, through 
January 15, 2022. Personnel actions for intercollegiate athletics staff and coaching 
are contingent upon approval of the Board of Trustees. 

C.2.a. = Tab 2 

C.2.b. = Tab 3 

C.2.c. = Tab 4 

C.2.d. = Tab 5 

Ron Strollo, Executi ve Director of Athletics, will report. 

2. Intercollegiate Athletics Discussion Items 

a. Report on the Educational Outcome of Student-Athletes 
Ron Strol lo, Executive Director of Athletics, will report. 

b. Report of the Academic Progress Rate (APR) Figures 
Ron Strollo, Executive Director of Athletics, will report. 

c. Report on the Average Cumulative GPA 's by Term 
Ron Strollo, Executive Director of Athleti cs, will report. 

d. Report on the Number of Athletes by Academic Major 
Ron Strollo, Executive Director of Athletics, will report. 



C.3.a. = Tab 6 

C.3.b. = Tab 7 

C.3.c. = Tab 8 

C.3.d. = Tab 9 

3. University Affairs Consent Items* 

a. Resolution to Modify Drug-free Environment Policy, 3356-7-20 

b. Resolution to Modify and Retitle Administrative Compliant Process - Professional/ 
Administrative Staff Not Covered by a Collective Bargaining Agreement Policy, 
3356-7-37 

c. Resolution to Modify and Retitle Employee Files Policy, 3356-7-39 

d. Resolution to Modify Employee Assistance Program Policy, 3356-7-51 

4. University Affairs Action Items 

C.4.a. = Tab 10 a. Resolution to Amend and Restate the Youngstown State University Alternative 
Retirement Plan 
Greg Morgione, Associate General Counsel, will report. 

b. Litigation, Personnel and Collective Bargaining Update 
Holly Jacobs, Vice President for Legal Affairs and Human Resources, will provide a 
summary of current litigation and personnel matters, as well as a collective bargaining 
update. 

C.4.c. = Tab 11 c. Resolution to Ratify the Fraternal Order of Police, Ohio Labor Council, Inc., 
Collective Bargaining Agreement 
Holly Jacobs, Vice President for Legal Affairs and Human Resources, will 
report. 

C.4.d. = Tab 12 d. Resolution Regarding Terms and Conditions for Classified Law Enforcement 
Employees Excluded from Collective Bargaining 
Holly Jacobs, Vice President for Legal Affairs and Human Resources, will 
report. 

C.4.e. = Tab 13 e. Resolution to Ratify Personnel Actions 
University policies require that the Chief Human Resources Officer provide a 
summary of appointments, promotions, and other personnel actions for faculty and 
professional/administrative staff, for October 16, 2021, through January 15, 2022. 
Personnel actions for faculty and professional/administrative staff are contingent upon 
approval of the Board of Trustees. 
Cynthia Kravitz, Associate Vice President and Chief Human Resources Officer, will 
report. 

5. University Affairs Discussion Items 

C.5.a. = Tab 14 a. Affirmative Action Plan 
Dana Lantz, Director, Equal Opportunity and Policy Compliance, will report. 

C.5.b. = Tab 15 b. Update on Recruitment and Outreach 
Dana Lantz, Director, Equal Opportunity and Policy Compliance, will report. 

*Items listed under the Consent Agenda require Board approval; however they may be presented without 
discussion as these items include only non-substantive changes. 
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c. Support Area Assessment: Finance and Business Operations 
Neal McNally, Vice President for Finance and Business Operations, will report. 

d. Support Area Assessment: Human Resources 
Holly Jacobs, Vice President for Legal Affairs and Human Resources, will report. 

D. New Business 

E. Adjournment 
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RESOLUTION TO RATIFY 
PERSONNEL ACTIONS 

WHEREAS, the Policies of the Board of Trustees authorize the President to 
manage the University, including appointing Sllch employees as are necessary to 
effecti vet y carry Ollt the operation of the University and any other necessary 
personnel actions; and 

WHEREAS, new appointments and other personnel actions have been made 
SL1bseqL1ent to the December 2, 2021, meeting of the Board of Trustees; and 

WHEREAS, sllch personnel actions are in accordance with the 202 1-2022 
Blldget and with University policies 3356-2-02, Eqllal Opportllnity and 
Affirmative Action Recruitment and Employment; 3356-7-36, Hiring and 
Selection Process, Contracts and Compensation fo r Interco llegiate Athletic 
Coaches; 3356-9-02, Selection and Annllal Eva!L1ation of Administrative Officers 
of the University; and 3356-7-42, Selection of Professional/Administrative Staff; 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Yollngstown State Uni versity does hereby ratify and confirm the personnel 
actions attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-
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SUMMARY OF PERSONNEL ACTIONS 

Appointments - 4 

Athletics Employees 

10/16/21 through 1/15/22 

• Professional Administrative Excluded - 4 

Separations - 3 

• Professional Administrative Exc luded - 3 

Reclassification/Position Adjustment - 4 

• Professional Administrative Excluded - 3 
• Professional Administrative Staff - I 

Salary Adjustments - 5 

• Professional Administrative Excluded - 5 



EMPLOYEE 
:MPLOYEE NAME TYPE 
:chevarria, Jesus Excluded 

jibson, Deonte Excluded 

:lekner-Alt, Kiersten Excluded 

f\/onner, Cory Excluded 

YOUNGSTOWN STATE UNIVERSITY 

ATHLETICS EMPLOYEES 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
APPOINTMENTS 

CONTRACT/ 
APPOINTMENT 

POSITION TITLE DEPARTMENT DATES 
Assistant Coach, Volleyball Volleyball 1/4/2022 
Assistant Coach, Football Football 1/10/2022 

Assistant Athletics Director Athletic Administration 1/10/2022 
Manager Ath Facilities and Prg Athletic Facilities Rental 11/16/2021 

Page 1 

FTE SALARY 
1.00 $ 41,000.06 

1.00 $ 60,000.00 

1.00 $ 60,000.00 

1.00 $ 47,500.00 



EMPLOYEE 
EMPLOYEE NAME TYPE 

Clark, Destiny Excluded 

Mcclendon, Kenneth Excluded 

Sommers, Matthew Excluded 

-----..•----·~·-------
' 

I 

YOUNGSTOWN STATE UNIVERSITY 

ATHLETICS EMPLOYEES 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
SEPARATIONS 

DATE OF 
POSITION TITLE DEPARTMENT ·SEPARATON 

Assistant Volleyball Coach Volleyball 12/10/2021 
Assistant Coach Football Football 12/27/2021 

Assist Coach Dir Sports Perfor Training Room 1/1/2022 

:Page 2 

TYPE OF 
FTE SALARY SEPARATION 
1.00 $ 41,006.00 Resigned 

1.00 $ 60,900.00 Resigned 

1.00 $ 47,705.00 Resigned 



EMPLOYEE EMPLOYEE 

NAME TYPE 

Hyden, Martha APAS 

Kroynovich, Kyle Excluded 

Pinciaro, Steven Excluded 

Snodgrass, Austin Excluded 

YOUNGSTOWN STATE UNIVERSITY 

ATHLETICS EMPLOYEES 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 

RECLASSIFICATIONS/POSITION ADJUSTMENTS 

CONTRACT/ 

NEW POSITION TITLE/ NEW DEPARTMENT/ APPOINTMENT 

OLD POSITION TITLE OLD DEPARTMENT DATES 

Senior Athletic Advisor/ 

Athletic Academic Advisor Academic Counseling 11/16/2021 

Business Manager Athletics/ 

Coordinator Athletic Facilities Rental 10/16/2021 

Assistant Athletics Director/ 

Athletic Business Manager Ticket Office 10/16/2021 

Business Manager/ 

Manager Athletic Ticket Sales Ticket Office 11/16/2021 

NEW PREVIOUS 

FTE SALARY SALARY 

1.00 $ 40,000.00 $ 37,435.64 

1.00 $ 4.5,000.00 $ 39,827.27 

1.00 $ 57,500.00 $ 53,328.30 

1.00 $ 50,395.24 $ 47,995.47 

-- .. ·•-- - -~-~--------·----- - --- --- ·-- ---~--- .. - -- -------- ~-~---~---- ---------·--- -----~- --- .. - -----

-- - -· •--- ------ -------- ------·•---- -------·-· -----• ------ -- ----------·---~------- --- -----·-•- -·- ---- - ----

------------•- --- - --------- --- ----- -- -
- -------~~----------- -------- ----- --- ----------- - - - -- - -- --

-··-- ---- ---------- - - ---· -- ---- - ---- - - ----- ----- -------- -- -··- - •~---·· ·- --- . - - ----------

•----- --------- --~--~- -- --- .... - --- -------- --~ ----- - -· 

·-- ---·- -------♦-- -- - -·- ... ---- ------~--- ---·-~-- --- ------- -------- - ·--

--- -- ··- .. 

---------------- - - - -------· -----. - ---~-- ·- -- ---- ------- ---- ·-

>----- .... -·· ---- . -- ------ -· •- --- ---- ---·- --- - ------- ----·--•--- - ~-----·-----· ------

t---- ~-- . _ ... - .. -~ ---------- --·--•+----------------- ------♦~ •--

------ ---- ---------.-----~--- -- ---~--~------ -------- -- ----•---·- ----

---- - ----·-- -·~-- --------- -· ----- ---------- ------ ------ -

-------- ----- . -------- - ·----- ___ ,.__. --

--· --------- ----
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EMPLOYEE EMPLOYEE 
NAME TYPE 

Faulkner, Ethan Excluded 

,acanowski, Jason Excluded 

Reese, Daniel Excluded 

tollins, Matthews Excluded 

Tomei, Megan Excluded 

YOUNGSTOWN STATE UNIVERSITY 

ATHLETICS EMPLOYEES 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
SALARY ADJUSTMENTS 

CONTRACT/ 
APPOINTMENT NEW 

POSITION TITLE DEPARTMENT DATES FTE 
Asst Coach Bsktball Men's Basketball - Men's 10/16/2021 1.00 $ 

Asst Coach Dir Ops Wms Bktb Basketball - Women's 11/1/2021 1.00 $ 
Asst Coach Mens Basketball Basketball - Men's 10/16/2021 1.00 $ 
Assistant Athletics Director Athletic Facilities Rental 10/16/2021 1.00 $ 

Asst Coach Track Field Throws Track - Women's 10/16/2021 1.00 $ 

1 Page 4 

NEW OLD PREVIOUS 
SALARY FTE SALARY 

74,000.00 1.00 $ 50,750.00 
38,602.00 1.00 $ 36,101.52 
63,598.00 1.00 $ 52,282.65 
55,000.00 1.00 $ 47,154.81 
43,500.00 1.00 $ 40,541.32 



YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FOUR-YEAR COHORT STUDENT ATHLETES VS. GENERAL STUDENT BODY GRADUATION RATE 
TEN YEAR HISTORY 

2021 2020 2019 2018 2017 2016 2015 2014 2013 2012 
ENTERING FRESHMEN CLASS 14-15 13-14 12-13 11-12 10- 11 09-10 08-09 07-08 06-07 05-06 

YSU STUDENT-ATHLETES 59 62 61 60 63 61 64 65 62 59 

YSU GENERAL STUDENTS 40 36 33 33 32 32 34 34 35 36 

DIFFERENCE 19 26 28 27 3 1 29 30 31 2 7 23 

YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

STUDENT ATHLETES VS. GENERAL STUDENT BODY GRADUATION RATE (NON-COHORT) 
TEN YEAR HISTORY 

2021 2020 2019 2018 2017 2016 2015 2014 2013 2012 
ENTERING FRESHMEN CLASS 14-15 13-14 12 -13 11 - 12 10-11 09-10 08-09 07-08 06-07 05-06 

YSU STUDENT-ATHLETES 63 64 52 54 72 59 49 65 69 71 

YSU GENERAL STUDENTS 48 41 37 35 31 31 33 33 32 35 

DIFFERENCE 15 23 15 19 41 28 16 32 37 36 

NCAA REQU IREMENT OF> 13% 13 13 13 13 13 13 13 13 13 13 

DIFFERENCE 2 10 2 6 28 15 3 19 24 23 

YSU · GSR 78 80 81 80 79 79 78 76 74 70 

NCAA REQUIR EMENT OF> 90% 90 90 90 90 90 90 90 90 90 90 

DIFFERENCE -12 -10 -9 - 10 -11 -11 -12 -14 -16 -20 

Note: The above figures represent a four-year cohort. Students must graduate within six years. Therefore, the 2017 figures represent the freshman entering classes of 07-08. 08-09, 09-10. J0- 11 . 

1/26/ 2022 



YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FOUR-YEAR COHORT STUDENT-ATHLETES GRADUATION RATES 
TEN YEAR HISTORY 

202 1 2020 20 19 2018 2017 2016 2015 2014 2013 2012 
ENTERING FRESHMEN CLASS 14-15 13-14 12- 13 11-12 10-11 09-10 08-09 07-08 06-07 05-06 

HORIZON LEAGUE: 

CLEVELANO STATE 70 71 71 71 65 62 ·59 57 57 59 
DETROIT 70 73 71 7 1 70 64 64 66 65 69 
GREEN BAY 72 69 67 66 65 68 70 7 1 74 72 
IUPUI 72 67 64 63 62 
MILWAUKEE 73 74 67 63 60 56 60 62 66 69 
NORTHERN KENTUCKY 67 61 61 63 58 61 
OAKLAND 73 73 70 66 62 60 61 60 59 
PURDUE FORT WAYNE 57 
ROBERT MORRIS 64 
UIC 74 73 75 75 73 72 70 68 69 67 
WRIGHT STATE 6 1 62 64 64 68 71 66 69 65 63 
YOUNGSTOWN STATE 59 62 61 60 63 61 64 65 62 59 

HORIZON LEAGUE AVERAGE 68 69 67 66 65 64 64 65 65 65 

NCAA DIVISION I 69 69 68 67 67 66 66 65 65 64 

YSU GENERAL STUDENTS 40 36 33 33 32 32 34 34 35 36 

HL GENERAL STUDENTS (AVERAGE) 5 1 48 47 46 45 46 47 47 47 44 

YSU S/A'S ABOVE GENERAL STUDENTS 19 26 28 27 31 29 30 31 27 23 

HL S/A'S ABOVE GENERAL STUDENTS 17 21 20 20 20 18 17 18 18 21 

MISSOURI VALLEY FOOTBALL: 

ILLINOIS STATE 73 74 71 69 7 1 71 7 1 70 66 65 
INDIANA STATE 59 62 57 59 57 55 58 54 57 58 
MISSOURI STATE 72 72 66 63 60 6 1 62 63 65 64 
NORTH DAKOTA 64 
NORTH DAKOTA STATE 7 1 70 66 67 66 64 62 64 65 62 
NORTHERN IOWA 72 69 69 70 68 66 68 67 70 71 
SOUTH DAKOTA 71 71 69 68 67 60 64 60 57 57 
SOUTH DAKOTA STATE 70 71 73 73 72 72 73 70 71 68 
SOUTHERN ILLINOIS 68 67 69 67 65 66 65 66 64 64 
WESTERN ILLINOIS 63 65 63 63 65 63 66 68 65 64 
YOUNGSTOWN STATE 59 62 61 60 63 61 64 65 62 59 

MISSOURI VALLEY AVERAGE 67 68 66 66 65 64 65 65 64 63 

NCAA DIVISION I 69 69 68 67 67 66 66 65 65 64 

FCS 69 68 67 66 65 65 64 65 65 64 

YSU GENERAL STUDENTS 40 36 33 33 32 32 34 34 35 36 

MVFC GENERAL STUDENTS (AVERAGE) 55 53 53 52 53 52 53 53 53 52 

YSU S/A'S ABOVE GENERAL STUDENTS 19 26 28 27 31 29 30 31 27 23 

MVFC $/A'S ABOVE GENERAL STUDENTS 12 15 13 14 12 12 12 12 11 11 

Source: NCAA Gradua1ion Rales Report 

Note: All figures represent the institutional rates. Therelore, the Missouri Valley Football Conference figures are not exclusively the football 
program figures rather they are the institutional figures. 

Note: A cohort is four collective years of data, i.e. the 2019 cohort includes those sludents entering as freshmen 
receiving athletic aid in the years 09-10, 10-11 , 11-12, 12-13 and who subsequently graduate with a four-year 
degree within six years of initial enrollment. 

Note: Student-Athletes who, as entering freshmen received athletically-related aid, spent their entire athletic career 
at Youngstown State University (exhausting athletic eligibility), and subsequently graduated with a four-year degree. 

t /]6/2022 



YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FOUR-YEAR COHORT GENERAL STUDENTS GRADUATION RATES 
TEN YEAR HISTORY 

2021 2020 2019 2018 2017 2016 2015 

ENTERING FRESHMEN CLASS 14-15 13-14 12-13 11-12 10-11 09-10 08-09 

HORIZON LEAGUE: 

CLEVELAND STATE 48 47 46 46 38 36 34 

DETROIT 73 66 65 61 60 58 56 

GREEN BAY 36 51 50 49 48 49 50 

IUPUI 54 49 48 47 46 

MILWAUKEE 46 45 45 45 46 45 44 

NORTHERN KENTUCKY 48 42 40 38 38 31 

OAKLAND 56 51 48 46 45 44 43 

PURDUE FORT WAYNE 39 

ROBERT MORRIS 69 

UIC 63 59 59 59 58 58 57 

WRIGHT ST A TE 43 38 37 37 39 40 40 

YOUNGSTOWN STATE 40 36 33 33 32 32 34 

HORIZON LEAGUE AVERAGE 51 48 47 46 45 44 45 

NCAA DIVISION I 69 67 66 66 65 65 64 

MISSOURI VALLEY FOOTBALL: 

ILLINOtS STATE 68 70 71 7 1 72 72 71 

INDIANA STATE 41 40 40 39 40 41 41 

MISSOURI STATE 58 55 54 54 54 54 55 

NORTH DAKOTA 61 

NORTH DAKOTA STATE 62 58 56 56 55 54 54 

NORTHERN IOWA 64 66 66 66 66 66 66 

SOUTH DAKOTA 60 57 55 53 53 48 51 

SOUTH DAKOTA STATE 59 55 55 55 56 56 58 

SOUTHERN ILLINOIS 47 47 46 44 44 45 45 

WESTERN ILLINOIS 46 50 51 53 54 54 55 

YOUNGSTOWN STATE 40 36 33 33 32 32 34 

MISSOURI VALLEY AVERAGE 55 53 53 52 53 52 53 

NCAA DIVISION I 69 67 66 66 65 65 64 

FCS 64 61 60 60 60 58 59 

Source: NCAA Graduation Rates Report 

Nole: All figures represent the institutional rates Therefore, the Missouri Valley Football Conference figures are not exclusively the football 

program figures rather they are the institutional figures 

Note: A cohort is four collective years of data, i.e. the 2018 cohort includes those students entering as freshmen 

receiving athletic aid in the years 08-09, 09-10, 10-11, 11 -12 and who subsequently graduate with a four-year 

degree within six years of initial enrollment. 

2014 2013 2012 

07-08 06-07 05-06 

31 30 28 

56 54 54 

50 52 53 

43 42 42 

42 41 

56 55 52 

42 43 43 

34 35 36 

44 44 44 

64 63 63 

71 70 70 

42 42 42 

54 55 54 

53 53 51 

67 66 66 

51 50 48 

57 56 55 

46 48 45 

56 54 56 

34 35 36 

53 53 52 

64 63 63 

64 63 63 

1/26/2022 



2021 
ENTERING FRESHMEN CLASS 14-15 

HORIZON -LEAGUE: 

CLEVELAND STATE 89 
DETROIT 90 
GREEN BAY 90 
IUPUI 92 
MILWAUKEE 91 
NORTHERN KENTUCKY 84 
OAKLAND 90 
PURDUE FORT WAYNE 80 
ROBERT MORRIS 86 
UIC 91 
WRIGHT STATE 87 
YOUNGSTOWN STATE 78 

HORIZON LEAGUE AVERAGE 87 

NCAA DIVISION I 89 

MISSOURI VALLEY FOOTBALL: 

ILLINOIS STATE 90 
INDIANA STATE 82 
MISSOURI STATE 86 
NORTH DAKOTA 82 
NORTH DAKOTA STATE 91 
NORTHERN IOWA 88 
SOUTH DA KOT A 93 
SOUTH DAKOTA STATE 86 
SOUTHERN ILLINOIS 90 
WESTERN ILLINOIS 85 
YOUNGSTOWN STATE 78 

MISSOURI VALLEY AVERAGE 86 

NCAA DIVISION I 89 

FCS 88 

Source: NCAA Gradualion Success Rates Report 

YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

NCAA GRADUATION SUCCESS RATES 
TEN YEAR HISTORY 

2020 2019 2018 2017 2016 
13-14 12-13 11· 12 10-11 09-10 

92 95 94 90 86 
91 91 90 90 82 
91 92 93 94 96 
91 90 89 86 
89 84 78 74 71 
79 78 77 72 76 
90 87 84 82 80 

89 88 84 83 82 
86 87 84 87 88 
80 81 80 79 79 

88 87 85 84 82 

90 88 87 86 84 

9 1 90 88 88 88 
85 84 82 81 74 
85 83 83 82 81 

88 85 85 85 84 
87 87 85 82 80 
92 88 89 86 79 
86 86 85 83 82 
89 90 86 83 81 
86 86 86 84 79 
80 81 80 79 79 

87 86 85 83 81 

90 88 87 86 84 

88 87 76 74 73 

How does it differ from the Federal Graduation Rate?: 

2015 2014 2013 
08-09 07-08 06-07 

82 82 82 
80 81 80 
92 90 91 

74 76 77 

80 80 81 

82 83 82 
79 79 75 
78 76 74 

81 81 80 

83 82 81 

87 87 84 
70 60 62 
81 82 82 

80 82 82 
80 82 84 
76 74 73 
83 8 1 83 
78 80 79 
78 77 76 
78 76 74 

79 78 78 

83 82 81 

71 72 68 

The NCAA developed its Graduation Success Rate (GSA) in response to criticism that the Federal Graduation Rate (FGR) understates the academic 
success of athletes because the FGR method does not take into account two important factors in college athletics: 

When student-athletes transfer FROM an institution before graduating and is in good academic 
standing (perhaps to transfer to another insti tution for more playing time, different major, or to go pro); and 
Those student-athletes who transfer TO an institution (e.g. from a community college or another 4-year college) and earn a degree. 

The Federal Graduation Rate (FGR) treats transfers as nongraduates for the original institution the student-athlete attended, even if 
that student-athlete later graduates from another institution. Also, the FGR does not include that student-athlete 
in the graduation rates at the new institution where he/she does graduate. Therefore, once a 
student-athlete transfers to another school he/she is no longer recognized in the calculated graduation 
rate. The GSR takes into accounts both factors and gives credit to institutions for successful transfers, 
whether they are leaving or entering an institution. 

Note: All figures represent the institutional rates. Therefore, the Missouri Valley Football Conference figures are not exclusively the football 
program figures rather they are the institutional figures. 

2012 
05-06 

84 
88 
91 

80 

84 
74 
70 

82 

80 

85 
66 
80 

81 
83 
75 
83 
80 
78 
70 

78 

80 

80 
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YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

SPORT BY SPORT 
ACADEMIC PROGRESS RATE (APR) 

2020·21 2019·20 2018-19 2017-1 8 
NCAA POINTS TOTAL ANNUAL MULTI-YEAR POINTS TOTAL ANNUAL MULTI-YEAR POINTS TOTAL ANNUAL MULTI-YEAR POINTS TOTAL ANNUAL MULTI-YEAR 

AVERAGE ~ POSSIBLE !!EB APR EARNED POSSIBLE APR APR EARNED POSSIBLE APR APR EARNED POSSIBLE APR APR 

BASEBALL 977 102 103 990 981 106 109 972 973 101 103 981 980 106 108 98 1 988 

MEN'S BASKETBALL 966 48 48 1000 948 46 51 902 938 48 48 1000 958 42 47 894 947 

MEN'S CROSS COUNTRY 982 56 56 1000 977 31 34 912 949 44 44 1000 970 39 40 975 970 

FOOTBALL 959 292 305 957 946 307 337 911 949 325 345 942 956 318 326 975 945 

MEN'S GOLF 987 36 36 1000 1007 32 32 1000 977 34 34 1000 979 33 32 1031 979 

MEN'S SWIMMING 983 54 56 964 972 16 16 1000 1000 

MEN'S TENNIS 983 28 30 933 958 26 26 1000 957 31 32 969 939 29 31 935 946 

MEN'S TRACK 974 145 151 960 971 151 153 987 961 143 150 953 953 130 132 985 961 

WOMEN'S BASKETBALL 983 53 56 946 982 59 59 1000 991 55 55 1000 990 53 54 981 990 

BOWLING 983 32 32 1000 1000 39 39 1000 982 24 24 1000 971 24 24 1000 957 

WOMEN'S CROSS COUNTRY 989 67 68 985 990 44 44 1000 994 48 48 1000 987 33 34 971 985 

WOMEN'S GOLF 992 44 44 1000 979 40 40 1000 977 31 32 969 976 25 27 926 984 

LACROSSE 994 74 74 1000 1000 

SOCCER 990 116 117 991 980 98 99 990 964 87 91 956 957 e,1 86 977 961 

SOFTBALL 986 91 92 989 984 78 82 951 984 72 72 1000 993 72 72 1000 993 

WOMEN'S SWIMMING 993 93 93 1000 988 81 83 976 986 90 91 989 991 77 78 987 991 

WOMEN'S TENNIS 991 32 32 1000 991 26 26 1000 973 28 29 966 973 30 30 1000 981 

WOMEN'S TRACK 984 180 181 994 986 164 166 988 978 176 180 978 965 161 164 982 964 

VOLLEYBALL 988 46 46 1000 984 40 40 1000 973 50 49 1000 970 46 50 920 965 

INSTITUTIONAL APR 983 985 980 977 972 983 971 972 971 

· The APR, holds 1ns111u11ons accoun1ao1e lor the academic progress ol Ihe1r s1uden1-athte1es lhrougn a ream-based rnetrIc !hat accounts lor the ehg1b1hty 
and reten11on of each student-alh1ete lor each academic term 

- The APA is calculated as lollows. 

· Each student receiving a1hte11cally related linanc,al aid earns 1 pomt lor staying 1n schoo1 (retenuon) & 1 point for being academically ehg1ble (retention) 
- lhe 2 lac1ors research 1den1ities as best ind1ca1ors of graouatIon. 

- A leam's 101aI points are divided by points possible and then mu1tIplted by 1,000 to eQual the 1earn's Academic Progress Rate 
· In addition 10 a team's current-year APR. us rollrng four·year APR ,s also used to delermrne accountabIh1y. 

· Teams musl earn a four-year APR ol 930 10 compete 1n NCAA Championships. 

1/2612022 



YOUNGSTOWN STATE UNI VERSITY 
INTERCOLLEGIATE ATHLETICS 

AVERAGE CUMULATIVE GPA'S BY TERM 
FIVE YEAR HISTORY 

THREE 2020-21 2020-21 2019-20 2018-19 2017-18 
YEAR SPRING FALL SPRING FALL SPRING FALL SPRING FI\LL SPRING FALL 

SPORT AVERAGE 2022 2021 2021 2020 20?0 2019 2019 2018 2018 2017 

BASEBALL 3.26 3.26 3.32 3.27 3.29 3.18 3.23 3.23 3.22 3.32 

MEN"S BASKETBALL 3.11 3.40 3.33 3.19 2.95 2.88 2.89 2.78 2.89 2.89 

WOMEN'S BASKETBALL 3.76 3.84 3.76 3.76 3.73 3.73 3.74 3.75 3.66 3.65 

MEN"S CROSS COUNTRY 3.08 3.13 3.24 3.13 2.96 2.78 3.23 3.16 3.12 3.18 

WOMEN"S CROSS COUNTRY 3.44 3.46 3.52 3.41 3.47 3.40 3.38 3.36 3.20 .3.15 

FOOTBALL 2.99 3.10 3.12 3.06 2.94 2.88 2.81 2.84 2.80 2.71 

MEN"S GOLF 3.54 3.59 3.55 3.55 3.53 3.47 3.52 3.52 3.55 3.61 

WOMEN"S GOLF 3.49 3.60 3.56 3.54 3.47 3.34 3.43 3.42 3.65 3.67 

LACROSSE 3.51 3.50 3.59 3.43 

SOCCER 3.63 3.65 3.71 3.71 3.64 3.56 3.48 3.55 3.51 3.37 

SOFTBALL 3.16 3.37 3.23 3.1 8 3.05 3.03 3.11 3.14 3.24 3.27 

MEN'S SWIMMING 3.51 3.51 3.62 3.59 3.41 3.44 

WOMEN'S SWIMMING 3.44 3.51 3.52 3.51 3.43 3.34 3.31 3.29 3.42 3.41 

MEN'S TENNIS 3.48 3.73 3.61 3.56 3.37 3.25 3.36 3.30 3.18 3.14 

WOMEN"S TENNIS 3.64 3.63 3.64 3.70 3.66 3.65 3.55 3.53 3.39 3.39 

MEN'S TRACK 3.08 3.16 3.09 2.86 3.15 3.09 3.13 3.14 3.04 3.05 

WOMEN'S TRACK 3.37 3.43 3.35 3.34 3.42 3.33 3.36 3.37 3.26 3.20 

VOLLEYBALL 3.61 3.62 3.56 3.54 3.65 3.66 3.64 3.62 3.47 3.40 

BOWLING 3.59 3.87 3.80 3.78 3.48 3.43 3.19 3.14 3.23 3.31 

ALL STUDENT-ATHLETE"S 3.35 3.52 3.48 3.43 3.26 3.20 3.19 3.17 3.17 3.11 

NUMBER OF TEAMS ABOVE 3.0 16.83 0 19 19 18 15 15 15 15 15 15 

NUMBER OF S/A"S WITH: 
SEMESTER GP/\ OF 4.00 102 111 114 104 64 50 52 50 44 

SEMESTER GPA ABOVE 3.00 381 364 384 307 295 246 276 235 256 
% SEMESTER GPA ABOVE 3.00 73% 76% 77% 76% 68% 62% 67~~ 62% 62% 

CUMULATIVE GPA ABOVE 3.00 403 379 389 295 293 255 276 238 258 
% CUMULATIVE GPA ABOVE 3.00 77% 80% 76% 73% 67% 65% 67% 63% 63% 

CHECK 0.00 69.88 69.60 68.54 63.86 62.64 59.55 59.31 59.00 58.83 

Source: YSU Permanen1 Records 1/26/2022 



YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FIVE YEAR HISTORY OF ACADEMIC MAJORS 

AS OF FALL SEMESTER 
MAJOR COLLEGE 2021 2020 2019 2018 2017 

Accounting Business Administration 16 8 8 12 7 
Advertising and PR Business Administration 
Allied Health Health and Human Services 
Anthropology CLASS 
Art Education Education 1 
Art Studio Creative Arts and Communication 3 2 3 3 
Athletic Training Health and Human Services 1 
Biology STEM 10 21 21 22 22 
BSMD STEM 
Business Business Administration 82 35 50 37 22 
Chemical Engineering STEM 1 1 3 1 4 
Chemistry STEM 2 2 2 2 4 
Civil and Construct Eng STEM 2 1 2 4 
Civil Engineering STEM 5 3 3 
Clinical Laboratory Sci Health and Human Services 
Communication Studies Creative Arts and Communication 15 13 18 13 16 
Computer Information Systems STEM 
Computer Science STEM 3 1 1 
Coordinated Program Dietetics Health and Human Services 3 2 
Counseling Education 1 1 
Criminal Justice Health and Human Services 33 26 30 23 19 
Dental Hygiene Health and Human Services 2 5 5 4 2 
Dietics Health and Human Services 2 3 2 
Early Childhood Education Education 1 1 4 
Economics CLASS 5 4 3 2 1 
Electric Utili Tech STEM 1 1 
Electrical Engineering STEM 3 2 3 2 
Engineering STEM 14 21 18 16 9 
English CLASS 1 1 
Environmental Studies STEM 4 5 4 3 7 
Exercise Science Health and Human Services 53 59 46 56 59 
Family and Consumer Studies Health and Human Services 
Finance Business Administration 7 11 8 11 10 
Food and Nutrition Health and Human Services 
Forensic Science Health and Human Services 6 5 2 5 4 
General Administration Business Administration 19 2 8 
General Studies CLASS 45 31 30 49 48 
Geography CLASS 1 1 
Geology CLASS 
Health and Human Services Health and Human Services 2 
Health Education Education 2 
History CLASS 1 1 
Hospitality Management Health and Human Services 5 4 2 
Human Resource Management Business Administration 1 2 2 
Individual Curriculum Prog CLASS 3 2 

1/26/2022 



YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FIVE YEAR HISTORY OF ACADEMIC MAJORS 

AS OF FALL SEMESTER 
MAJOR COLLEGE 2021 2020 2019 2018 2017 

Industrial and Systems Engr STEM 3 2 3 
Info & Supply Chain Management Business Administration 
Information Technology STEM 1 
Information Technology B STEM 2 3 1 4 6 
Integrated Language Arts Educ Education 2 2 3 
Integrated Math Education Education 1 1 1 
Integrated Sciences Education Education 2 2 2 2 1 
Integrated Social Studies Educ Education 2 1 1 1 3 
Intervention Specialist Education 8 8 5 4 
Journalism CLASS 3 1 1 2 
Law CLASS 2 2 
Life Sciences Education Education 
Long Term Care Administration CLASS 
Management Business Administration 4 15 6 8 18 
Marketing Business Administration 5 3 5 2 5 
Marketing Management Business Administration 17 9 6 5 9 
Mathematics STEM 4 3 2 2 1 
Mechanical Engineering STEM 9 10 5 7 6 
Medical Lab Science Health and Human Services 1 1 
March Fashion and Interior Health and Human Services 3 3 t 2 
Middle Childhood Education Education 4 4 5 3 4 
Music Education Creative Arts and Communication 1 
Music Pert Emphasis Music Record Creative Arts and Communication 1 
Natural Science STEM 5 6 6 5 5 
Nursing Health and Human Services 27 27 24 21 18 
Philosophy CLASS 
Physical Education Education 2 2 3 3 
Physical Sciences Education Education 
Physical Therapy Health and Human Services 1 1 
Physics STEM 2 2 1 1 1 
Political Science CLASS 4 4 2 4 5 
Prof Writing and Editing CLASS 3 
Psychology CLASS 21 19 12 11 9 
Public Health Health and Human Services 4 3 1 2 
Religious Studies CLASS 
Respiratory Care Health and Human Services 
Science Pre Education Education 
Social Services Health and Human Services 
Social Work Health and Human Services 2 3 3 2 1 
Sociology CLASS 2 1 1 3 
Spanish CLASS 1 
Special Education Education 1 2 2 4 2 
Technology STEM 2 2 1 1 
Telecommunications Creative Arts and Communication 1 6 5 4 5 
Telecomm St. Sprts Broadcast Tr Business Administration 5 

1/26/2022 



MAJOR 

Theatre Studies 
Undetermined 

Total 

YOUNGSTOWN STATE UNIVERSITY 
INTERCOLLEGIATE ATHLETICS 

FIVE YEAR HISTORY OF ACADEMIC MAJORS 

COLLEGE 2021 2020 

Creative Arts and Communication 1 
Undetermined 47 75 

521 510 

Business Administration 137 101 
CLASS 86 70 
Creative Arts and Communication 21 20 
Education 21 19 
Health and Human Services 138 139 
STEM 71 86 
Undetermined 47 75 

Total 521 510 

AS OF FALL SEMESTER 
2019 2018 2017 

58 49 31 

435 429 414 

83 79 82 
53 72 72 
25 20 24 
22 21 21 
121 117 110 
73 71 74 
58 49 31 

435 429 414 

1/26/2022 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO MODIFY 
DRUG-FREE ENVIRONMENT POLICY, 3356-7-20 

WHEREAS, University Policies are reviewed and reconceptualized on an ongoing 
basis; and 

WHEREAS, this process can result in the modification of existing policies, the 
creation of new policies, or the deletion of policies no longer needed; and 

WHEREAS, action is required by the Board of Trustees prior to replacing and/or 
implementing modified or newly created policies, or to rescind existing policies; and 

WHEREAS, the Drug-free Environment policy has been reviewed pursuant to the 
five-year review cycle, and formatted in accordance with Policy 3356- 1-09, 
Development and Issuance of University Policies. 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Youngstown State University does hereby approve the modification of the University 
Policy Drug-free Environment, policy number 3356-7-20, attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



3356-7-20 Drug-free environment. 

Responsible Division/Office: 

Responsible Officer: 

Revision History: 

Board Committee: 

Effective Date: 
Next Review: 

Human Resources, Student Affairs, Athletics 

A VP for Human Resources, A VP of Student 

Experience, Dean of Students, Executive Director of 

Athletics 

September 1998; December 2010; September 2015; 

December 2016; March 2022 

University Affairs 

March 3, 2022 
2027 

(A) Policy statement. Youngstown state university ("university") is committed 
to creating a safe and healthy environment for its employees, students, and 
visitors. The university prohibits the unlawful manufacture, distribution, 
dispensation, possession, sale or use of illegal drugs, controlled substances, 
intoxicants, and alcohol by any student, employee, organization (including 
student organizations), volunteer or visitor on university premises, at any 
location where university business is being conducted, as part of any 
university activity, in a university vehicle, or in the workplace. Employees 
are prohibited from working and from operating any university vehicle or 
equipment while under the influence of alcohol or non-prescribed controlled 
substances. Employees using prescribed or over-the-counter medication are 
prohibited from operating university vehicles or equipment at any time when 
their ability to do so might be impaired by the medication. No passenger in a 
university vehicle may consume alcoholic beverages or use non-prescribed 
controlled substances while in the vehicle. 

(B) Purpose. This policy is designed to create and maintain an environment 
which sustains the general health and well-being of students, employees, and 
visitors and to comply with the Drug-Free Workplace Act of 1988 and the 
Drug-Free Schools and Communities Act Amendments of 1989. The 
authorized use of alcohol on university premises is governed by university 
policy 3356-5-10, "Alcoholic beverages on campus" (rule 3356-5-10 of the 
Administrative Code). 

(C) Scope. This policy applies to all students, interns, faculty, employees 
(including student employees), volunteers, university visitors, third parties, 
(unless otherwise noted) and any individual or organization using university 
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premises or engaged in a university activity or program whether on or off 
campus. NCAA student athletes shall follow the policies and guidelines set 

· forth by the NCAA, the affiliated conference and the university department 
of athletics, in addition to this policy. 

2 

( 1) As a recipient of federal funding, such as student financial aid and 
federal grants and contracts for research, the university is required to 
follow federal law, including the Controlled Substances Act ("CSA") 
(21 U.S.C. 13). The CSA prohibits the manufacture, dispensation, 
possession, use, or distribution of marijuana in any form on any 
university-owned property, in the conduct of university business, or 
as part of any university activity. 

On September 8, 2016, Ohio law allowed certain activities related to 
the possession and use of medical marijuana. However, using and 
possessing marijuana, including medically prescribed marijuana, 
continues to be prohibited by and a violation of the CSA and 
university policy. This prohibition applies even when the possession 
and use would be legal under the laws of Ohio. As a result, those 
with medical marijuana prescriptions/cards are not permitted to use 
medical marijuana on campus, in the conduct of university business, 
or as part of any university activity. Sanctions for students and 
employees who are found to be in possession of or using marijuana 
include suspension, expulsion and/or termination of employment. 

(2) This prohibition does not extend to research related to marijuana that 
is approved by any of the following: 

(a) The agency for health care research and quality; 

(b) The national institutes of health; 

( c) The national academy of sciences; 

( d) The centers for medicare and medicaid services; 

(e) The United States department of defense; 

(f) The centers for disease control and prevention; 
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(g) 

(h) 

(i) 

(j) 

The United States department of veterans affairs; 

The drug enforcement administration; 

The food and drug administration; and 

Any board recognized by the national institutes of health for 
the purpose of evaluating the medical value of healthcare 
services. 

3 

(3) Students who are legally authorized Ohio medical marijuana users 
and are li ving in university-owned or managed housing, may submit a 
letter with supporti ng documentation to the associate vice president 
for student experience asking to be released from their university 
hous ing and dining obligations. 

(4) Students who are legally authorized Ohio medical marijuana users 
and are living in university-owned or managed housing, may not 
possess or use marijuana in these facilities. Any questions regarding 
medical marijuana and on-campus living may be directed to the 
associate vice president of studen t experience in Ki lcawley House or 
email jlbyers@ysu.edu. 

(D) Definitions. 

( I) "University premise." Any building or land (including parking lots) 
owned, leased or used by the university including any site at which an 
employee is to perform work for the uni versity. 

(2) "University vehicle or equipment." Any vehicle or equipment 
owned, leased, or operated by the university. 

(3) "Controlled substances." lnclude and are not limited to narcotics, 
depressants, stimulants, hallucinogens, cannabis, and any chemical 
compound added to federal or state regulations and denoted as a 
controlled substance. 
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(4) 

(5) 

(6) 

(7) 

(8) 

4 

"Illegal drugs." A substance whose use or possession is controlled by 
federal or state law but is not being used or possessed under the 
supervision of a licensed health care professional. 

"Intoxicant." Any substance which can induce a condition of 
diminished mental and/or physical ability, excitement, irrational 
behavior or other physiological effects. 

"Random testing." Drug or alcohol testing that is conducted on 
employees chosen by random selection. 

"Reasonable suspicion testing." Testing based on specific, objective 
observations concerning the appearance, behavior, speech, or body 
odors of an employee including but not limited to slurred speech; 
dilated or pinpoint pupils; drowsiness or sleepiness; unusual or rapid 
changes in mood; unexplained work errors; impaired manual 
dexterity, coordination, or ability to reason; or upon verification of a 
drug or alcohol-related conviction; and self-disclosure of selling or 
taking drugs or alcohol. 

"Refusal to consent." Obstructing the collection or testing process; 
submitting an altered, adulterated, or substitute sample; failing to 
appear for a scheduled test; refusing to complete the requested 
testing forms; failing to promptly provide specimen(s) for testing 
when directed to do so and without a valid medical basis for the 
failure. 

(E) Guidelines. 

( 1) All faculty, staff, volunteers, and student employees are required to 
report known or suspected violations of this policy to their 
supervisor, manager, or an appropriate administrator. 

(2) This policy is subject to all applicable collective bargaining 
agreements and state law; however, no employee or bargaining unit 
may be exempted from application of this policy. 

(3) Information and records relating to positive test results, drug and 
alcohol dependencies, and legitimate medical explanations provided 
by an employee or volunteer shall be kept confidential to the extent 
required by law and maintained in files separate from personnel 
files. Such records and information may only be disclosed among 
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managers and supervisors on a need-to-know basis and may also be 
disclosed where relevant to a grievance, charge, claim or other legal 
proceeding. 

( 4) Voluntary submission for treatment of substance abuse problems 
will not subject employees or volunteers to disciplinary action or 
sanctions; however, submission for treatment shall not serve as a 
substitute for disciplinary action or sanction under this or any other 
university policy. 

(5) Any employee, volunteer, or visitor who observes an individual 
unlawfully manufacturing, distributing, dispensing, using or 
possessing alcohol or possessing controlled substances on university 
premises shall be reported immediately to the university police. Off­
site university programs or activities should contact campus police, 
security and/or local law enforcement. 

(F) Procedures. 

(1) Consistent with this policy, the office of human resources shall: 

(a) Develop procedures for the implementation and monitoring of 
drug and alcohol testing program which may include 
contracting with outside entities to provide testing services; 

(b) Inform all employees of the drug-free environment policy 
upon employment and ensure that the policy is accessible to 
all employees on the human resources website; 

(c) Provide access to training for supervisors and managers; and 

(d) Provide information on resources available through the 
university's employee assistance program ("EAP"). 

(2) Consistent with this policy, the office of student experience shall: 

(a) Annually inform students of the university's drug-free 
environment policy; 

(b) Provide alcohol and drug abuse awareness programing for 
students. 
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(3) 

6 

Drug/alcohol testing. 

(a) Pre-employment testing. Applicants for specific safety­
related and other designated positions at the university will be 
drug/alcohol tested after receiving a final off er of employment 
and prior to beginning work. Applicants will be notified at the 
time of application that testing for drugs is a requirement of 
the employment process. Offers of employment are 
contingent on successfully passing a drug/alcohol test. 

(b) Random testing. Performed for safety-related and other 
designated positions as required by law and pursuant to 
individual agreements. Employees in this group are subject 
to random testing as a condition of continued employment. 

(c) Ordered testing. With the approval of the office of human 
resources, departments or units within the university can 
establish testing standards that are more rigorous than outlined 
in this policy (such testing is typically required by federal 
regulations, licensure boards, and other legal or regulatory 
entities). 

(d) Reasonable suspicion testing. 

(i) Reasonable suspicion testing may be ordered by a 
supervisor, chair, or other university administration 
only in consultation with the office of human resources 
employee and labor relations officer. 

(ii) If the supervisor or manager is unclear that testing is 
merited, they should consult with the office of human 
resources employee and labor relations officer. 

(iii) Where reasonable suspicion exists, the employee or 
volunteer shall be immediately relieved of duty 
pending the outcome of the testing. After an employee 
is sent for testing, the employee should be placed on 
administrative leave until further actions are taken. 
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(iv) 

(v) 

Failure of a manager or supervisor to receive training 
on this policy shall not invalidate otherwise proper 
reasonable suspicion testing. 
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Individuals testing positive should be referred to the 
university employee assistance program (EAP) for 
evaluation. The evaluation will determine and 
recommend if substance abuse treatment or education 
is appropriate and/or necessary. Employee and labor 
relations will review the recommendation and may 
determine that treatment is a requirement for any 
current employee who has an alcohol or drug problem 
that affects job performance. 

(e) Post-rehabilitation testing. When an employee has had a 
confirmed positive test result or has been sent to a drug 
dependency program at the request of the university and will 
remain as a university employee, then as a condition of 
continued employment, the employee will be required to take 
and pass a follow-up drug test or tests during a period of up to 
two years after the employee's return to work. 

(G) Self-disclosure of conviction by employee. 

( 1) Consistent with this policy and as required by the Drug Free 
Workplace Act of 1988, all employees, faculty, staff and volunteers 
are required to notify their immediate supervisor within five calendar 
days after any alcohol or drug-related conviction or finding of guilt, 
including the operation of any vehicle while impaired, and including 
a plea of nolo contendere occurring in the workplace. When a 
supervisor is so notified by an employee, the supervisor shall 
immediately notify the chief human resources officer. 

(2) Within thirty days of such notice, the university will take appropriate 
personnel action against the employee, which may include corrective 
action, random testing requirements, notification of an appropriate 
licensing authority, and required participation in a drug abuse 
assistance or rehabilitation program. 

(3) If the self-disclosure is from an employee engaged in the performance 
of work under a federal grant or contract the supervisor shall notify 
the director of research services. The director of research services 
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shall notify the federal agency sponsoring the grant or contract within 
ten days after notification of the employee's conviction. 

(H) Sanctions for violation or noncompliance. 

( l) A refusal to consent to testing shall be considered as a violation of 
this policy. 

(2) Corrective action may include discipline up to and including 
termination, required participation in an evaluation by EAP and/or 
follow-through with an education/treatment program. If an employee 
refuses to participate or does not satisfactorily complete a required 
education/treatment program, the employee may be subject to 
corrective action up to and including termination. 

(3) Students violating this policy will be subject to disciplinary action in 
accordance with university policy 3356-8-01.1 "The Student Code of 
Conduct" (rule 3356-8-01.1 of the Administrative Code). Sanctions 
may include loss of good standing, probation, suspension, or 
expulsion. 

( 4) Employees violating this policy will be subject to disciplinary action 
in accordance with applicable collective bargaining agreements 
and/or other university policies and procedures. Sanctions may 
include warning, reprimand, suspension, removal or termination, or 
referral for prosecution. Employees violating this policy may also be 
required to participate in a drug or alcohol abuse assistance or 
rehabilitation program. 

(5) Employees, students, volunteers, and visitors who violate this policy 
may be prohibited from accessing university premises, services, 
programs or events under university policy 3356-7-45, "Persona non 
grata" (rule 3356-7-45 of the Administrative Code). 
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Responsible Division/Office: Human Resource·s, Student Affairs. Athletics 
Responsible Officer: VP for Legal Affa irs and/\ VP ror Human Resources~ 

A VP or Student Experience. Dean or Stucknts. 
Exccuti\·e Director or 1\thktics 

Revision History: 

Board Committee: 
Effective Date: 

Miner Revisien: 
Next Review: 

September 1998; December 20 1 0; September 2015 ; 
December 20 16; f'vlarch '.2022 

University Affairs 
Deeember 1, 2016March 3, 2022 

Deeember 7, 202 J (JJeragraph (0)(7)) 

(A) Policy statement. Youngstown state university ("unive rsity") is committed 
to creating a safe and healthy environment for its employees, students, and 
visitors. The university prohibits the unlawful manufacture, distribution, 
dispensation, possession, sale or use of illegal drugs, controlled substances, 
intoxicants, and alcohol by any student, employee, organization (including 
student organizations), volunteer or visitor on university premises, at any 
location where university business is being conducted, as part of any 
university activity, in a university vehicle, or in the workplace. Employees 
are prohibited from working and from operating any university vehicle or 
equipment while under the influence of alcohol or non-prescribed controlled 
substances. Employees using prescribed or over-the-counter medication are 
prohibited from operating university vehicles or equipment at any time when 
their ability to do so might be impaired by the medication. No passenger in a 
university vehicle may consume alcoholic beverages or use non-prescribed 
controlled substances while in the vehicle. 

(B) Purpose. This policy is designed to create and maintain an environment 
which sustains the general health and well-be ing of students, employees, and 
visitors and to comply with the Drug-Free Workplace Act of 1988 and the 
Drug-Free Schools and Communities Act Amendments of 1989. The 
authorized use of alcohol on university premises is governed by rule 3356 5 
IO of the Administrative Code (see university policy 3356-5- 10, '·Alcoholic 
beverages on campus"1(ruk 3356-5-10 or the ,\d111i11i stra1i,1: Cool.!) . 

(C) Scope. This pol icy applies to all students, interns, faculty, employees 
(including student employees), volunteers, university visitors, third parties, 
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(unless otherwise noted) and any individual or organization using university 
premises or engaged in a university activity or program whether on or off 
campus. NCAA student athktcs shall lotto,, the polici~s and uuidc lines set 
forth b) the NCAA. lhe a f'fili alcd conlerencc and the uni ,ersit): department 
or athletics. in addition lo thi s policy. 

( I) As a recipient of federal fund ing, such as student financial aid and 
federal grants and contracts for research, the university is required to 
fo llow federal law, including the Controlled Substances Act ("CSA") 
(2 1 U.S.C. 13). The CSA prohibits the manufacture, dispensation, 
possession, use, or distribution of marijuana in any form on any 
university-owned property, in the conduct of university business, or 
as part of any university acti vity. 

On September 8, 20 16. Ohio law allowed certain acti vities related to 
the possession and use of medical marij uana. However. using and 
possessing marijuana. including medically prescribed marijuana, 
continues to be prohi bited by and a violation of the CSA and 
university policy. This prohibition applies even when the possession 
and use would be legal under the laws of Ohio. As a result. those 
with medical marijuana prescriptions/cards are not permitted to use 
medical marijuana on campus, in the conduct of university business, 
or as part of any university activity. Sanctions for students and 
employees who are fo und to be in possession of or using marijuana 
include suspension, expulsion and/or termination of employment. 

(2) This prohibition does not extend to research related to marijuana that 
is approved by mn or the ro lllrn in!.! : 

(a) The agency for health care research and quality; 

(b) The national institutes of health ; 

(c) The national academy of sciences; 

(d) The centers for medicare and medicaid services; 

(e) The United States department of defense; 
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(3) 

(4) 

(f) 

(g) 

(h) 

(i) 

U) 

The centers for disease contro l and prevention; 

The United States department of veterans affairs; 

The drug enfo rcement administration; 

The food and drug administration; and 

Any board recognized by the national institutes of health for 
the purpose of evaluating the medical value of healthcare 
services. 
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Students who are legally authorized Ohio medical marijuana users 
and are living in universi ty-owned or managed housing, may submit a 
letter with supp011ing documentation to the associate vice president 
for student experience asking to be released from their university 
housing and dining obligations. 

Students who are legally authorized Ohio medical marijuana users 
and are living in university-owned or managed housing, may not 
possess or use marijuana in these facilities. Any questions regarding 
medical marijuana and on-campus living may be directed to the 
associate vice president fe.t:of' student experience in Kilcav,ley center, 
room 2071 or email ejhowilrdOl@pu.edu. in Kilcawlc, I louse or 
email jlbn~rs u \. Su.cdu. 

(D) Definiti ons. 

( I) "University premise." Any building or land (including parking lots) 
owned, leased or used by the university including any site at which an 
employee is to perform work for the university. 

(2) "University vehicle or equipment." Any vehicle or equipment 
owned, leased, or operated by the university. 

(3) '·Controlled substances." Include and are not limited to narcotics , 
depressants, stimulants, hallucinogens, cannabis, and any chemical 
compound added to federal or state regulations and denoted as a 
controlled substance. 
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(4) 

(5) 

(6) 

(7) 

(8) 

4 

" Illegal drugs." A substance whose use or possession is controlled by 
federal or state law but is not being used or possessed under the 
supervision of a licensed· health care professional. 

"Intoxicant." Any substance which can induce a condition of 
diminished mental and/or physical abi lity, excitement, irrational 
behavior or other physio logical effects. 

"Random testing." Drug or alcohol testing that is conducted on 
employees chosen by random selection. 

"Reasonable suspicion testing." Testing based on specific, objective 
observations concern ing the appearance, behavior, speech, or body 
odors of an employee including but not limited to slurred speech; 
d il ated or pinpoint pupils; drowsiness o r sleep iness; unusual or rapid 
changes in mood; unexpla ined work errors; impaired manual 
dexterity, coordination, o r abi lity to reason; or upon verification of a 
drug or alcohol-related conviction; and self-disclosure of selling or 
taking drugs or alcohol. 

"Refusal to consent." Obstructing the co llection or test ing process; 
submitting an a ltered, adulterated, o r substitute sample; fai l ing to 
appear for a scheduled test; refusing to complete the requested 
testing forms; fai ling to promptly provide specimen(s) for testing 
when directed to do so and without a valid medical basis for the 
fai lure. 

(E) Guidelines. 

( 1) All facu lty, staff, volunteers, and student employees are required to 
report known or suspected violations of thi s policy to their 
supervisor, manager, or an appropriate administrator. 

(2) T his po licy is subject to all applicable co llective bargaining 
agreements and state law; however, no employee or bargaining unit 
may be exempted from application of this policy. 

(3) Information and records relating to positive test results, drug and 
alcohol dependenc ies, and legitimate medical explanations provided 
by an employee or vo lunteer shall be kept confidential to the extent 
required by law and maintained in files separate fufm- from personnel 
files . Such records and information may only be disclosed among 
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managers and supervisors on a need-to-know basis and may also be 
disclosed where relevant to a grievance, charge, claim or other legal 
proceeding. · 

( 4) Voluntary submission for treatment of substance abuse problems 
will not subject employees or volunteers to disciplinary action or 
sanctions; however, submission for treatment shall not serve as a 
substitute for disciplinary action or sanction under this or any other 
university policy. 

(5) Any employee, volunteer, or visitor who observes an individual 
unlawfully manufacturing, distributing, dispensing, using or 
possessing alcohol or possessing controlled substances on university 
premises shall be reported immediately to the university police. Off­
site university programs or activities should contact campus police, 
security and/or local law enforcement. 

(F) Procedures. 

(I) Consistent with this policy, the office of human resources shall: 
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(a) Develop procedures for the implementation and monitoring of 
drug and alcohol testing program which may include 
contracting with outside entities to provide testing services; 

(b) Inform all employees of the drug-free environment policy 
upon employment and ensure that the policy is accessible to 
all employees on the human resources website; 

( c) Provide access to training for supervisors and managers; and 

( d) Provide information on resources available through the 
university's employee assistance program ("EAP"). 

(2) Consistent with this policy, the office of student experience shall: 

(a) Annually inform students of the university's drug-free 
environment policy; 

(b) Provide alcohol and drug abuse awareness programing for 
students. 
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(3) 
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Drug/alcohol testing. 

(a) Pre-employment testing. Applicants for specific safety­
related and other designated positions at the university will be 
drug/alcohol tested after receiving a final offer of employment 
and prior to beginning work. Applicants will be notified at the 
time of application that testing for drugs is a requirement of 
the employment process. Offers of employment are 
contingent on successfully passing a drug/alcohol test. 

(b) Random testing. Performed for safety-related and other 
designated positions as required by law and pursuant to 
individual agreements. Employees in this group are subject 
to random testing as a condition of continued employment. 

( c) Ordered testing. With the approval of the office of human 
resources, departments or units within the university can 
establish testing standards that are more rigorous than outlined 
in this policy (such testing is typically required by federal 
regulations, licensure boards, and other legal or regulatory 
entities). 

( d) Reasonable suspicion testing. 

(i) Reasonable suspicion testing may be ordered by a 
supervisor, chair, or other university administration 
only in consultation with the office of human resources 
employee and labor relations officer. 

(ii) If the supervisor or manager is unclear that testing is 
merited, they should consult with the office of human 
resources employee and labor relations officer. 

(iii) Where reasonable suspicion exists, the employee or 
volunteer shall be immediately relieved of duty 
pending the outcome of the testing. After an employee 
is sent for testing, the employee should be placed on 
administrative leave until further actions are taken. 
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(iv) 

(v) 

Failure of a manager or supervisor to receive training 
on this policy shall not invalidate otherwise proper 
reasonable suspicion testing. 

Individuals testing positive should be referred to the 
university employee assistance program (EAP) fo r 
evaluation. The evaluation wi ll determine and 
recommend if substance abuse treatment or education 
is appropriate and/or necessary. Employee and labor 
relations will review the recommendation and may 
determine that treatment is a requirement for any 
current employee who has an alcohol or drug problem 
that affects job performance. 

7 

(e) Post-rehabilitation testing. When an employee has had a 
confirmed positive test result or has been sent to a drug 
dependency program at the request of the university and will 
remain as a university employee, then as a condition of 
continued employment, the employee will be required to take 
and pass a fo llow-up drug test or tests during a period of up to 
two years after the employee 's return to work. 

(G) Self-disclosure of conviction by employee. 

( I) Consistent with this policy and as required by the Drug Free 
Workplace Act of 1988, all employees, faculty, staff and volunteers 
are required to notify their immediate supervisor within five calendar 
days after any alcohol or drug-related conviction or finding of gui lt, 
includinl! the operation or anv vehicle \\'hilc impaired. and including 
a plea of nolo contendere occurring in the workplace. When a 
supervisor is so notified by an employee, the supervisor shall 
immediately notify the chief human resources officer. 

(2) Within thirty days of such notice, the university will take appropriate 
personnel action against the employee, which may include corrective 
action, random testing requi rements, notification of an appropriate 
licensing authority, and required participation in a drug abuse 
assistance or rehabilitation program. 

(3) If the self-disclosure is from an employee engaged in the performance 
of work under a federal grant or contract the supervisor shall notify 
the associate vice president for researchdirector ol" research sen ices. 
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The associate vice president for researchdircctor o f research sen ices 
shall notify the federal agency sponsoring the grant or contract within 
ten d·ays after notification of the employee ' s conviction. · 

(H) Sanctions for violation or noncompliance. 

(1 ) 

(2) 

(3) 

(4) 

(5) 

A refusal to consent to testing shall be considered as a violation of 
this policy. 

Corrective action may include discipline up to and including 
termination, required participation in an evaluation by EAP and/or 
follow-through with an education/treatment program. If an employee 
refuses to participate or does not satisfactorily complete a required 
education/treatment program, the employee may be subject to 
correcti ve action up Lo and including tem1ination. 

Students violating this po licy will be subject to disciplinary action in 
accordance with .. The Code of Student Rights. Responsibilities. and 
Conduct (The Code).'" uniH:rsi t, poliq 3356-8-0 1.1 ·· 1 he S1udcnt 
Cock or Conduct'" (ruk 3356-8-01.1 01'1hc 1\dministra1i,c Code). 
Sanctions may include warning.loss or uood :,L..11H.lin12.. probation, 
suspension, QLexpulsion. or referral for prosecution. 

Employees violating this policy will be subject to disciplinary action 
in accordance with applicable collective bargaining agreements 
and/or other university policies and procedures. Sanctions may 
include warning, reprimand, suspension, removal or termination, or 
referral for prosecution. Employees violating this policy may also be 
required to participate in a drug or alcohol abuse assistance or 
rehabilitation program. 

Employees, students, volunteers, and visitors who vio late this policy 
may be prohibited from accessing university premises, services, 
programs or events under rule 3356 7 45 of the Administrative Code 
fsee-university policy 3356-7-45, "Persona non grata") ( rule 3356-7-
-l-5 or the 1\dministrat ivc Code). 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO MODIFY AND RETITLE 
ADMINISTRATIVE COMPLAINT PROCESS -

PROFESSIONAL/ADMINISTRATIVE STAFF NOT COVERED BY A 
COLLECTIVE BARGAINING AGREEMENT POLICY, 3356-7-37 

WHEREAS, University Policies are being reviewed and re-conceptualized on an 
ongoing basis; and 

WHEREAS, this process can result in the modification of existing policies, the 
creation of new policies, or the deletion of policies no longer needed; and 

WHEREAS, action is required by the Board of Trustees prior to replacing and/or 
implementing modified or newly created policies, or to rescind existing policies; 

WHEREAS, the Administrati ve Complaint Process Professional/ 
Administrative Staff Not Covered by a Collective Bargaining Agreement policy 
has been reviewed pursuant to the fi ve-year review cycle , and formatted in 
accordance with Policy 3356- 1-09, Development and Issuance of University 
Policies. 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Youngstown State University does hereby approve the modification of the 
University Policy governing Administrative Complaint Process - Professional/ 
Administrative Staff Not Covered by a Collective Bargaining Agreement, policy 
number 3356-7-37, to be retitled as Administrati ve Complaint Process, Excluded 
Professional/Administrati ve Employees, attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



3356-7-37 Administrative complaint process, excluded professional 
administrative employees. 

Responsible Division/Office: 
Responsible Officer: 
Revision History: 

Board Committee: 
Effective Date: 
Next Review: 

Human Resources 
VP for Legal Affairs and Human Resources 
July 1999; March 2011; March 2016; 
March 2022 
University Affairs 
March 3, 2022 
2027 

(A) Policy statement. The university is committed to equitable employment 
practices and maintains a complaint process that may be utilized by 
professional/administrative staff to provide prompt and equitable 
resolution of disputes resulting from administrative employment-related 
decisions, i.e., reclassification, promotion, discipline, working conditions, 
and termination decisions. 

(B) Scope. This policy may be used by professional administrative staff not 
covered by a collective bargaining agreement. Employees covered by a 
collective bargaining agreement should consult their respective 
agreements. 

(C) Parameters. 

( 1) Employees with a complaint about an administrative decision are 
encouraged to initiate informal discussion with their immediate 
supervisor prior to filing a formal complaint. 

(2) An employee who is dissatisfied with the informal discussion or 
chooses not to engage in an informal discussion may file a formal 
complaint of an administrative decision that will be reviewed and a 
final determination made. 

(3) The chief human resources officer is authorized to develop 
additional procedures necessary for the implementation of this 
policy. 
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(D) Procedures. 

(I) A formal written complaint identifying the specific decision and 
reason for the complaint must be sent to the employee's immediate 
supervisor no later than ten working days of the occurrence or ten 
days from when the employee reasonably should have known of 
the occurrence. 

(2) The supervisor will conduct an appropriate review and respond to 
the complaint in writing within ten working days of its receipt. 

(3) If this response does not satisfy the employee, a written complaint 
may be sent to the chief human resources officer within ten 
working days from receipt of the supervisor's response. The chief 
human resources officer, in consultation with the appropriate vice 
president, will review all information submitted and render a final 
written decision within fourteen working days from the date on 
which the complaint is received. 



3356-7-37 Administrative complaint process professional/ 
adminis trntiYc s taff not conrcd by a eollcetiYc bargaining 
agreement., excluded professional administrative emplcn ccs . 

Previous Policy Number: 70 17.01 

Responsib le Division/Office: Human Resources 

Respons ible Officer: VP for Legal Affairs and Human Resources 

July 1999; March 20 I I; March 2016: March 
2022 

Revis ion History: 

Board Committee: University Affairs 
March 16, 20163, 2022 
~ 2027 

Effective Date: 
Next Review: 

(A) 

( 13) 

Policy statement. The uni vers ity is committed to equitable employment 
practices and maintains a complaint process that may be utilized by 
professional/administrative staff to provide prompt and equitab le 
resolution of disputes resulting from administrative employment-related 
dec isions, +i.e. , rec lassification, promotion. disc ipline, working conditions, 
and termination dec isions. 

Scope. This polic\ 111a\ he used b\ nro fcss ional adrn inistrati \ c staff not 
cn\ crcd b, n colkc:ti \c barl!a inin u a!!rccmcnt. l-.111 plovees CO\ crcd h, a 
collccti\'c barl!aininl! aun.:emcnt shou ld rnnsul t their respecti ,c 
a!.!r CClllC ll b . 

fB-11.Q Parameters. 

( I) 

(2) 

(3) 

Employees with a complaint about an administrative decision are 
encouraged to initiate infonnal discussion with their immediate 
supervisor prior to fi ling a formal complaint. 

/\ n Employeesc111 plo\'l.~e ,,ho is dissatis fi ed\\ ith the inl'ormal 
discussion or choose~ 1101 to cnl!aue in an in fo rmal discw,sion may 
fil e a fo rmal complaint of an administrative dec ision that will be 
reviewed and a final determination made. 

This po licy is not appl icable to members of co llective barga ining 
tlfltt-5-: 
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f41Lll The chief human resources officer is authorized to develop 
additional procedures neccssnt) for the implementation of th is 
policy. 

EGJl.!21 Procedures. 

( 1) 

(2) 

(3) 

A formal written complaint identifyi ng the spec ific 
groundsdecision and reason for the complaint must be ~ sent to 
the cmploycc·s immediate supen isor no later than ten working 
days of the occurrence or tcn d,ivs from when the crnplo\ cc 
reason ab I\ slrnu Id have knowledgeknO\\ n of the occurrence. +h-i-5 
complaint is lo be directed to the person·s immediate supervisor. 

The supervisor will conduct an appropriate review and respond to 
the complaint in writing with in ten work ing days of its receipt. 

If thi s response does not satisfy the employee, a wri tten complai nt 
may be sent to the ch ief human resources officer within ten 
working days from receipt of the supervisor' s response. The chief 
human resources officer, in consultation with the appropriate vice 
president, will rev iew all in formation submitted and render a final 
written decision_. Said wrillen decision will be provided-wi thin 
teHlourtccn working days from the date on which the complaint is 
received. 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO MODIFY AND RETITLE 
EMPLOYEE FILES POLICY, 3356-7-39 

WHEREAS, University Policies are being reviewed and re-conceptualized on an 
ongoing basis; and 

WHEREAS, this process can result in the modification of existing policies, the 
creation of new pol icies, or the deletion of policies no longer needed; and 

WHEREAS, action is required by the Board of Trustees prior to replacing and/or 
implementing modified or newly created policies, or to rescind existing policies; 

WHEREAS, the Employee Files pol icy has been reviewed pursuant to the five­
year review cycle, and fo rmatted in accordance with Policy 3356-1-09, 
Development and Issuance of University Policies. 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Youngstown State University does hereby approve the modification of the 
University Policy govern ing Employee Files, policy number 3356-7-39, to be 
retitled as Personnel Files, attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



3356-7-39 Personnel files. 

l_lesponsible Division/Office: 
Responsible Officer: 
Revision History: 

Board Committee: 

Effective Date: 
Next Review: 

Human Resources 
VP for Legal Affairs and Human Resources 

May 2000; March 2011; December 2016; 

March 2022 
University Affairs 

March 3, 2022 
2027 

(A) Policy statement. The university shall establish and maintain such 
employee personnel files as necessary in accordance with state and federal 
laws and applicable collective bargaining agreements. The office of 
human resources is the sole repository of the official employee personnel 
files and, as such, maintains a file for each full-time member of the faculty 
and full-time and part-time members of the professional/administrative 
and classified civil service staffs. The chief human resources officer 
serves as the custodian of these official files. 

(B) Definition. Personnel file. An employee's official human resources file 
that serves as a chronology of the employee's history with the university. 

(C) Procedures. 

( l) Employees may examine their own personnel file by appointment 
during regular business hours. 

(2) Employees may place into their personnel file a written statement 
commenting on or disagreeing with any document contained in the 
file. 

(3) Employees will receive a copy of each document placed in their 
personnel file by others at the time it is placed in the file. 

( 4) The office of human resources maintains a log of all non-university 
employees accessing these files. This office will notify employees 
and the appropriate bargaining unit when a non-university 
employee has accessed their personnel file. 
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(5) 

(6) 

(7) 

(8) 

(9) 

Periodically, the president, or designee, shall identify a person or 
persons to conduct an unannounced spot check of the official 
employee perspnnel files and provide a written report of the 
findings. 

Information contained in personnel files will be used in a manner 
appropriate to the normal operation of the university and may be 
reported to the appropriate state or federal agency as required by 
law. 

2 

Employee personnel files are subject to Ohio's public records law. 

Medical records, benefits records, workers' compensation records, 
and employment eligibility verification documents are not part of 
personnel files and are separately maintained by the office of 
human resources. 

All files maintained by the office of human resources are 
maintained in accordance with applicable records retention 
schedules and are periodically examined for the purpose of purging 
the files of material no longer appropriate for retention. 



3356-7-39 EmployeePersonnel files. 

Previous Policy N1,:1mber: 70 19.01 
Responsible Division/Office: Human Resources 
Responsible Officer: VP for Legal Affairs and Human Resources 

May 2000; March 20 11; December 2016~ 
March '.2022 

Revision History: 

Board Committee: University Affairs 
Effective Date: December 1, 2016Marcb 3, 2022 

~ 2027 Next Review: 

(A) Policy statement. The university shall establish and maintain such 
employee personnel fil es as necessary in accordance with state and federal 
laws and applicable collective bargaining agreements. The office of 
human resources is the sole repository of the offi cial employee personnel 
fi les and, as such, maintains a fi le for each full-time member of the faculty 
and full-time and part-time members of the professional/administrative 
and classified civil service staffs. The chief human resources officer 
serves as the custodian of these official fil es. 

(L3) Dd i nition. Personnel lik. r\n cmplo,ec·::-. oflicial human resources lik 

fB-1( C) Procedures. 

( I) Employees may examine their own personnel fi le by appointment 
during regular business hours. 

(2) Employees may place into their personnel fi le a written statement 
commenting on or di sagreeing with any document contained in the 
fi le. 

(3) Employees wi ll receive a copy of each document placed in their 
pcr::-.onncl file by others at the time it is placed in the fi le. 

(4) The office of human resources maintains a log of all non-university 
employees accessing these files. This office will notify employees 
and the appropriate bargaining unit when a non-university 
employee has accessed their personnel fi le. 
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(5) 

(6) 

(7) 

(8) 

Periodically, the president, or designee, shall identify a person or 
persons to conduct an unannounced spot check of the official 
employee personnel fil es and provide a written report of the 
findings. 

Information contained in these-personnel files will be used in a 
manner appropriate to the normal operation of the university and 
may be reported to the appropriate state or federal agency as 
required by law. 

2 

Employee personnel files are subject to Ohio ' s public records law. 

i\ kdical record~. bend i ts records. \\ orkers · compensation records. 
and cmplo\ ment eliuibilit\ verilication documents are not pan or 
personnel files and are separateh maintained l1', the oflicc: or 
human resources. 

f&1i.2.l All files maintained b\ the onicc or human resources are 
maintained in accordance v.. ith appl icab le records retention 
schedules and are periodically examined fo r the purpose of purging 
the files of material no longer appropriate for retention. 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO MODIFY 
EMPLOYEE" ASSISTANCE PROGRAM POLICY, 3356-7-51 

WHEREAS, University Poli cies are reviewed and reconceptuali zed on an ongoing 
basis ; and 

WHEREAS, this process can result in the modification of existing po li cies. the 
creation of new policies, or the deleti on of policies no longer needed; and 

WHEREAS, action is required by the Board of Trustees prior to replacing and/or 
implementing modified or newly created policies, or to resc ind existing polic ies; and 

WHEREAS, the Employee Assistance Program policy has been reviewed pursuant to 
the fi ve-year review cycle, and formatted in accordance with Policy 3356-1-09. 
Development and Issuance of Uni vers ity Po licies. 

NOW, THEREFORE, BE IT RESOLVED, that the Board o f Trustees o f 
Youngstown State Uni ve rs ity does hereby approve the modification of the Univers ity 
Policy Employee Assistance Program. policy number 3356-7-5 1, attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



3356-7-51 Employee assistance program. 

Responsible Division/Office: 
Responsible Officer: 
Revision History: 
Board Committee: 
Effective Date: 
Next Review: 

Human Resources 
VP for Legal Affairs and Human Resources 
June 2010; December 2016; March 2022 
University Affairs 
March 3, 2022 
2027 

(A) Policy statement. Youngstown state university (university) is committed 
to employment practices that promote the health and welfare of its 
employees. Through its various benefits packages, it offers employees 
incentives to pursue additional education; to take advantage of events. 
activities and performances offered; and to otherwise enhance each 
employee's standard of living. 

(B) Definition. The university employee assistance program ("'EAP"') consists 
of services designed to: 

( 1) Maximize employee functioning on the job and in personal 
matters, and 

(2) Assist employee clients in identifying and resolving personal 
concerns, including, but not limited to, health, marital, family, 
financial, alcohol, drug, legal, emotional stress, or other personal 
issues that may affect job performance. 

(C) Parameters. 

(I) The university"s employee assistance program is designed to 
provide confidential access to professional services such as 
problem assessment, short-term counseling, and referral to 
appropriate community and private services. 

(2) The EAP is available to all full-time benefits eligible employees of 
the university and eligible family members as defined by the 
agreement with the provider. 
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(3) 

(4) 

The office of human resources will make available to supervisors 
and employees information about referral and participatjon in the 
employee assistance program. 

Members of bargaining units should refer to their collective 
bargaining agreements. 

2 

(D) Procedures. Services of the EAP may be initiated in any one of the 
following ways: 

( 1) Employee self-referral. Eligible employees of the university may 
self-refer for confidential EAP services. 

(2) Supervisory referral for voluntary participation. Supervisors may 
recommend that an employee participate in the EAP. The office of 
human resources will not disclose any information regarding EAP 
participation without written consent of the employee. 

(3) Supervisor/administrative referral for mandatory participation. 
Employees who exhibit a documented pattern of deteriorating job 
performance or behavior that could result in termination can be 
referred by the supervisor to the office of human resources for 
mandatory participation in the EAP. The office of human resources 
will be informed of the completion/non-completion of EAP 
services but will not disclose any information regarding EAP 
participation without written consent of the employee. 



3356-7-51 Employee assistance program. 

Previous Po licy Number: 
Responsible Division/Office: 

Responsible Officer: 
Revision History: 
Board Committee: 
Effective Date: 

Next Review: 

7016.0 I 
Human Resources 

VP for Legal Affa irs and Human Resources 
June 20 IO; December 201 6: March 2022 
University Affairs 

Deeember J, 2016!\Iarch 3, 2022 
~ 2027 

(A) Policy statement. Yo ungstown state uni versity (uni versity) is committed 
to employment practices that promote the hea lth and welfare of its 
employees. Thro ugh its various--tfi--ttge benefits packages, it offers 
employees incentives to pursue additiona l education; to take advantage of 
events, acti vities and perfo rmances offered; and to otherwise enhance each 
employee ' s standard o f living. 

(B) Defin ition. The uni versity employee assistance program ("EAP") consists 
o f services designed to: 

( I) Maximize employee functioning on the job and in personal 
matters, and 

(2) Assist employee clients in identifyi ng and resolving personal 
concerns, including. but not limited to, health. mari tal, fami ly, 
financia l, alcohol, drug, legal, emotional stress. or other personal 
issues that may affec t job performance. 

(C) Parameters. 

( I) The uni versity 's employee assistance program is designed to 
provide confidential access to professional services such as 
problem assessment, short-term counseling, and referral to 
appropriate community and private services. 

(2) The EAP is ava ilable to all fu ll-time benefi ts eligible employees of 
the uni versity and eligible family members as defined by the 
agreement with the prov ider. 
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(3) 

(4) 

The office of human resources will make avai lable to supervisors 
and employees information about referral and participation in the 
employee ass istance program. 

Members of bargaining units should refer to their collective 
bargaining agreements. 

2 

(D) Procedures. Services of the EAP may be initiated in any one of the 
fo llowing ways: 

( I) Employee self-referral.,-0 Eligible employees of the univers ity may 
self-refer for confidential EAP services. 

(2) Supervisory referral for vo luntary participation.,-0 Supervisors may 
recommend that an employee participate in the EAP. The office of 
human resources will not disclose any information regarding EAP 
participation without written consent of the employee. 

(3) Supervisor atl111i11i strati\ e referral for mandatory participation.,-0 

Employees who exhibit a documented pattern of deteriorating job 
perfo rmance or behavior that could result in termination can be 
referred by the supervisor to the office o f human resources for 
mandatory participation in the EAP. ·1 he o lfo:e o r human resource::. 
\\ ill be in rormetl or the comnktion.'non-cornpktion o r L. \ P 
sen ices but \\ ill not Jisclosc all\ information re!!artlin!! L,\P 
parti cipatiun ,, ithout "ritten consent or the cmplo\ cc. 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO AMEND AND RESTATE 
THE YOUNGSTOWN STATE UNIVERSITY 

ALTERNATIVE RETIREMENT PLAN 

WHEREAS, Youngtown State University (the "University") adopted the 
Youngtown State University Alternative Retirement Plan (the "Plan"), effective 
January 1, 1999, and subsequently amended and restated the Plan effective 
January I , 2002 and January I, 2007 ("2007 Restatement"); and 

WHEREAS, the University reserved the right in Section 8.3 of the Plan to 
amend the Plan by action of the University's Board of Trustees; and 

WHEREAS, the Plan is required to be amended to comply with certain changes 
in the law made under the Setting Every Community Up for Reti rement 
Enhancement Act of 2019 ("SECURE Act") and the Coronavirus Aid, Relief, 
and Economic Security Act of 2020 ("CARES Act"); and 

WHEREAS, the Board of Trustees desires to approve a formal amendment to 
the 2007 Restatement in order to comply with the SECURE Act and the CARES 
Act; and 

WHEREAS, the University is required to periodically amend and restate the 
Plan to incorporate changes in the law; and 

WHEREAS, the Board of Trustees desires to approve a formal amendment and 
restatement of the Plan in order to comply with applicable law. 

NOW, THEREFORE, BE IT RESOLVED, by the Board of Trustees of 
Youngstown State University that the SECURE Act and CARES Act 
Amendment to the Youngstown State Univers ity Alternative Retirement Plan, in 
the form attached hereto as Exhibit A (the "Amendment''), is hereby adopted 
effective as of January 1, 2020; and 

BE IT FURTHER RESOLVED, by the Board of Trustees of Youngstown State 
University that the amendment and restatement of the Plan, in the form attached 
hereto as Exhibit B (the "Restated Plan"), is hereby adopted effective as of 
January 1, 2022; and 

BE IT FURTHER RESOLVED, that the Board of Trustees of Youngstown 
State Univers ity authorizes the Vice President for Finance & Business 
Operations to execute the Amendment, the Restated Plan and any other 
instruments, documents or conveyances necessary to effectuate and implement 
the same. 



BE IT FURTHER RESOLVED, by the Board of Trustees of Youngstown State 
University that if further amendments to the Restated Plan (or ancillary 
documents for the Restated Plan) or the Youngstown State University 403(b) 
Plan of a technical or non-discretionary nature be~ome necessary to secure or 
maintain compliance with any applicable law, then the Vice President for 
Finance and Business Operations, in consultation with the Office of the General 
Counsel and the Office of Human Resources, is hereby authorized to take such 
actions and execute any instruments, documents or conveyances necessary to 
effectuate and implement the same, without further resolution by the Board of 
Trustees. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



SECURE ACT AND CARES ACT AMENDMENT TO 
THE YOUNGSTOWN STATE UNIVERSITY 

ALTERNATIVE RETIREMENT PLAN 

Exhibit A 

WHEREAS, Youngstown State University (the "Employer") maintains the Youngstown 
State University Alternative Retirement Plan ("Plan"); 

• WHEREAS, the Plan was established effective Janua~y 1·, 1999, and was most recently 
amended and restated effective January l , 2007; 

WHEREAS, the Plan is a volume submitter plan maintained by The Ohio State University 
(the "Volume Submitter Practitioner") as the Ohio Public Education Institutions' Alternative 
Retirement Plan ("Volume Submitter Plan"), and is the subject of an Opinion Letter issued by the 
Internal Revenue Service dated March 31, 2014; 

WHEREAS, the Volume Submitter Practitioner has adopted the Second Amendment to 
the Volume Submitter Plan to reflect changes made pursuant to the Setting Every Community Up 
for Retirement Enhancement Act of 2019 ("SECURE Act") and the Coronavirus Aid, Relief, and 
Economic Security Act of 2020 ("CARES Act"); 

WHEREAS, pursuant to Section 8.3 of the Plan, the Employer has the right to amend the 
Plan; and 

WHEREAS, the Employer desires to amend the Plan, as set forth below, to reflect changes 
made pursuant to the SECURE Act and the CARES Act, in accordance with the Second 
Amendment to the Volume Submitter Plan. 

NOW, THEREFORE, effective as of January 1, 2020 unless otherwise stated herein (the 
"Effective Date"), the Employer hereby amends the Plan as follows: 

1. A new Section 1.16 is hereby added to the Plan as follows: 

Section 1.16. Coronavirus-Related Distributions 

The Plan shall not permit Coronavirus-Related Distributions. 

2. A new Section 2.30 is hereby added to the Plan as follows: 

Section 2.30. CARES Act 

"CARES Act" shall mean the Coronavirus Aid, Relief, and Economic 
Security Act of 2020. 

3. A new Section 2.31 is hereby added to the Plan as follows: 

Section 2.31. Coronavirus-Related Distribution 

"Coronavirus-Related Distribution" shall mean a distribution made to a 
Qualified Individual pursuant to Section 1.16. 
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4. A new Section 2.32, defining Qualified Individual, is hereby added to the Plan as follows: 

Section 2.32. Qualified Individual 

"Qualified Individual" shall mean a Participant: 

( 1) who is diagnosed with the virus SARS-Co V-2 or with 
corona virus disease 2019 (COVID: l 9) by a test approved by the Centers 
for Disease Control and Prevention; 

(2) whose spouse or dependent (as defined in IRC Section 152) 
is diagnosed with such virus or disease by such a test; or 

(3) who experiences adverse financial consequences as a result 
of: (A) the Participant, the Participant's spouse, or a member of Participant's 
household (i) being quarantined, (ii) being furloughed or laid off or having 
work hours reduced due to such virus or disease, (iii) being unable to work 
due to lack of child care due to such virus or disease, (iv) having a reduction 
in pay (or self-employment income) due to such virus or disease, or (v) 
having a job offer rescinded or start date for a job delayed due to such virus 
or disease; (B) closing or reducing hours of a business owned or operated 
by the Participant, the Participant's spouse, or a member of the Participant's 
household due to such virus or disease; or (C) other factors as determined 
by the Secretary of the Treasury (or the Secretary's delegate); or 

( 4) any other Participant who satisfies the definition of a 
Qualified Individual as provided in legislation modifying or extending the 
CARES Act or regulatory guidance under the CARES Act. 

For purposes of this Section 2.32, a member of the Participant's household means 
someone who shares the Participant's principal residence. 

5. The first paragraph of Section 5.5(h) of the Plan is hereby deleted in its entirety and 
replaced with the following: 

The foregoing provisions shall be the standard loan provisions of the Plan. 
However, different loan terms may be permitted provided that the final 
determination shall be made by the Provider on a uniform and nondiscriminatory 
basis. Accordingly, the provisions of this Section 5.5 may be supplemented and/or 
replaced by more specific or different written provisions adopted by the Provider 
as part of the Plan's loan policy. In addition, if the Plan permits increased loan 
limits and/or delayed loan payments to Qualified Individuals under Section 1.12, 
those provisions shall control in the event of a conflict with the standard loan 
provisions of the Plan. 

6. Section 7 .2.1 of the Plan is hereby deleted in its entirety and replaced with the following: 

7.2.1 Subject to Section 7.3, Joint and Survivor Annuity or Pre­
Retirement Survivor Annuity, the requirements of this Section 7 .2 shall apply to 
any distribution of a Participant's vested Account and will take precedence over any 
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inconsistent provisions of this Plan. All distributions required under this Section 
7 .2 shall be determined and made in accordance with the Treasury Regulations 
under IRC Section 401 (a)(9), including the minimum distribution incidental benefit 
requirement. If a Participant elects to commence a distribution of his vested 
Account, then distributions may commence as soon as administratively feasible 
following a Participant's Termination Date or Disability; provided, however, that a 
Participant may commence a Co~onavirus-Related Distribution prior to his or her 
Termination Dat~, if permitted by the Employer in Section 1.16. 

7. Section 7 .2.3(b )(1) of the Plan is hereby deleted in its entirety and replaced with the 
following: 

(l) If the Participant's surv1vmg spouse is the Participant's sole 
designated Beneficiary, then, distributions to the surviving spouse will begin by 
December 31 of the calendar year immediately following the calendar year in which 
the Participant died, or by December 31 of the calendar year in which the 
Participant would have attained age 72 (age 70 V2 if the Participant would have 
attained age 70 V2 before January 1, 2020), if later. 

8. Section 7 .2.6(e) of the Plan is hereby deleted in its entirety and replaced with the following: 

(e) Required beginning date. The required beginning date is April 1 of 
the calendar year following the later of the calendar year in which the Participant 
attains age 72 (age 70 V2 if the Participant attains age 70 V2 before January 1, 2020) 
or the calendar year in which the Participant retires. 

9. Section 7.2.7 of the Plan is hereby deleted in its entirety and replaced with the following: 

7.2.7 Waiver of Required Minimum Distribution 

(a) Notwithstanding this Section 7 .2 of the Plan, a Participant or 
Beneficiary who would have been required to receive required minimum 
distributions for 2009 but for the enactment of IRC Section 40l(a)(9)(H) ("2009 
RMDs"), and who would have satisfied that requirement by receiving distributions 
that are (I) equal to the 2009 RMDs, or (2) one or more payments in a series of 
substantially equal distributions (that include the 2009 RMDs) made at least 
annually and expected to last for the life (or life expectancy) of the Participant, the 
joint Ii ves ( or joint life expectancy) of the Participant and the Participant's 
designated Beneficiary, or for a period of at least l O years ( "Extended 2009 
RMDs"), will receive those distributions for 2009 unless the Participant or 
Beneficiary chooses not to receive such distributions. Participants and Beneficiaries 
described in the preceding sentence will be given the opportunity to elect to stop 
receiving the distributions described in the preceding sentence. 

(b) Notwithstanding this Section 7.2 of the Plan, for 2020 or such longer 
period as provided in legislation modifying or extending the CARES Act, the 
minimum distribution requirements set forth under this Section 7 .2 will be satisfied 
as provided in either subsection ( l) or (2) below, as determined by the Provider 
responsible for the Participant's required minimum distribution and in accordance 
with the Annuity Contracts: 
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(l) Effective March 27, 2020, or as soon as administratively 
practicable thereafter, a Participant or Beneficiary who would have been 
required to receive a required minimum distribution in 2020 ( or paid in 2021 
for the 2020 calendar year for a Participant with a required beginning date 
of April l, 2021) but for the enactment of IRC Section 40 l (a)(9)(1) ("2020 
RMDs") and who would have satisfied that requirement by receiving 
distributions that are either (i) equal to the 2020 RMDs, or (ii) one or more 
payments (that include the 2020 RMQs) -in a series of substantially equal 
periodic payments made at least annually and expected to last for the life 
(or life expectancy) of the Participant, the joint lives (or joint life 
expectancies) of the Participant and the Beneficiary, or for a period of at 
least 10 years ("Extended 2020 RMDs"), will not receive this distribution 
unless the Participant or Beneficiary chooses to receive the distribution. 
Participants and Beneficiaries described in the preceding sentence will be 
given the opportunity to elect to receive the distribution described in the 
preceding sentence. 

(2) Effective March 27, 2020, or as soon as administratively 
practicable thereafter, a Participant or Beneficiary who would have been 
required to receive a 2020 RMD, and who would have satisfied that 
requirement by receiving distributions that are (i) equal to the 2020 RMDs 
or (ii) Extended 2020 RMDs, will receive this distribution unless the 
Participant or Beneficiary chooses not to receive such distribution. 
Participants and Beneficiaries described in the preceding sentence will be 
given the opportunity to elect to stop receiving the distribution described in 
the preceding sentence. 

Further, if provided by the Annuity Contract, 2020 RMDs and/or Extended 2020 
RMDs will be treated as eligible rollover distributions for purposes of Section 7.9. 

I 0. Capitalized terms not otherwise defined in this SECURE Act and CARES Act Amendment 
shall have the meanings ascribed to them in the Plan. 

11. All other terms and conditions of the Plan shall remain in full force and effect. 

IN WITNESS WHEREOF, the Employer hereby adopts this SECURE Act and CARES 
Act Amendment effective as of the Effective Date. 

YOUNGSTOWN ST A TE UNIVERSITY 

By: 

Print: 

Title: 

Date: 
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ARTICLE I. GENERAL INFORMATION 

Section 1.1. Plan Name and Plan Number 

(a) The name of the "Plan" is "Youngstown State University Alternative Retirement . . 
Plan." 

(b) The Plan Number associated with the Plan is 001. 

Section 1.2. Effective Date 

This is an amendment and restatement of the Plan which was originally effective January 
1, 1999. The effective date of this amendment and restatement is January I, 2022. 

Section 1.3. Employer 

The "Employer" shall mean Youngstown State University, a public institution of higher 
education within the meaning of Section 2.10. The Employer is a governmental entity as defined 
in IRC Section 414(d) for purposes of federal income tax laws. 

ARTICLE II. DEFINITIONS 

Section 2.1. Academic Employee 

"Academic Employee 11 shall mean any employee who is a member of the faculty of the 
Employer within the meaning of ORC Section 3305.05. In all cases of doubt, the Employer's 
Board of Trustees shall make a final determination as to whether an employee is an Academic 
Employee. 

Section 2.2. Account 

"Account" shall mean the amount credited to the Employer Account, the Participant 
Account and, if applicable, the Rollover Account of a Participant or Beneficiary. 

Section 2.3. Administrative Employee 

"Administrative Employee" shall mean any employee who is a member of the 
administrative staff of the Employer within the meaning of ORC Section 3305.05. In all cases of 
doubt, the Employer's Board of Trustees shall make a final determination as to whether an 
employee is an Administrative Employee. 

Section 2.4. Applicable Form 

"Applicable Form'' shall mean the appropriate form as designated and furnished by the 
Employer and/or the Provider to make an election or provide a notice required or permitted by the 
Plan, provided that the Applicable Form required to enroll in the Plan shall be furnished by the 
Employer, or at the direction of the Employer, only. In those circumstances where the electronic 
disclosure requirements of Treasury Regulation Section I .40 l (a)-2 l are satisfied, the Employer 
and/or Provider may provide for the transmission of elections or notices in electronic form. 



Section 2.5. Beneficiary 

"Beneficiary" shall mean any person, estate or trust who by operation of law, or under the 
terms of the Plan, or otherwise, is entitled to receive the Account of a Participant under the Plan. 
A "designated Beneficiary" shall mean any individual designated or determined in accordance with 
Section 5.4, excluding any person who becomes a beneficiary by Virtue of the laws of inheritance 
or intestate succession. 

Section 2.6. Compensation for Purposes of Section 5.3 

"Compensation" for purposes of Section 5 .3 of the Plan shall mean IRC Section 415 
safe-harbor compensation, including wages, salaries, differential wage payments under IRC 
Section 340 l (h), and fees for professional services and other amounts received (without regard to 
whether or not an amount is paid in cash) for personal services actually rendered in the course of 
employment with the Employer to the extent that the amounts are includible in gross income 
(including, but not limited to, commissions paid to salespersons, compensation for services on the 
basis of a percentage of profits, commissions on insurance premiums, tips, bonuses, fringe 
benefits, and reimbursements or other expense allowances under a nonaccountable plan (as 
described in Treasury Regulation Section I .62-2(c)), and excluding the following: 

(i) Employer contributions (other than elective contributions described in IRC Section 
402(e)(3), 408(k)(6), 408(p)(2)(A)(i), or 457(b)) to a plan of deferred compensation 
(including a simplified employee pension described in IRC Section 408(k) or a 
simple retirement account described in IRC Section 408(p), and whether or not 
qualified) to the extent such contributions are not includible in the employee's gross 
income for the taxable year in which contributed, and any distributions (whether or 
not includible in gross income when distributed) from a plan of deferred 
compensation (whether or not qualified) (OPTIONAL EXCLUSION), other than 
amounts received during the year by an employee pursuant to a nonqualified 
unfunded deferred compensation plan to the extent includible in gross income. 

(ii) Amounts realized from the exercise of a nonstatutory stock option (that is, an option 
other than a statutory stock option as defined in Treasury Regulation Section 1.421-
l (b} }, or when restricted stock (or property) held by the employee either becomes 
freely transferable or is no longer subject to a substantial risk of forfeiture. 

(iii) Amounts realized from the sale, exchange or other disposition of stock acquired 
under a statutory stock option. 

(iv) Other amounts that receive special tax benefits, such as premiums for group-term 
life insurance (but only to the extent that the premiums are not includible in the 
gross income of the employee and are not salary reduction amounts that are 
described in IRC Section 125). 

(v) Other items of remuneration that are similar to any of the items listed in (i) through 
(iv). 
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Section 2. 7. Compensation for Purposes Other Than Section 5.3 

"Compensation" for purposes other than Section 5.3 of the Plan shall mean: 

(a) Pursuant to ORC Section 3305.0 l (E)( 1 ), Compensation under this Paragraph (a) is 
intern;led to have the same meaning as "earnable salary".as d~fined in ORC Section 145.0 l (R). If 
the Participant would be subject to the Ohio Public Employees Retirement System had the 
Participant not made an election pursuant to ORC Section 3305.05 or 3305.05 l to participate in 
this Plan, all salary, wages, and other earnings paid to the Participant by reason of the Participant's 
employment. The salary, wages, and other earnings shall be determined prior to determination of 
the amount required to be contributed by the Participant under Section 4.1 and without regard to 
whether any of the salary, wages, or other earnings are treated as deferred income for federal 
income tax purposes. 

( 1) Compensation includes the following: 

(i) Payments made by the Employer in lieu of salary, wages, or 
other earnings for sick leave, personal leave, or vacation used by the 
Participant; 

(ii) Payments made by the Employer for the conversion of sick 
leave, personal leave, and vacation leave accrued, but not used if the 
payment is made during the year in which the leave is accrued, except that 
payments made pursuant to ORC Section 124.383 or ORC Section 124.386 
are not Compensation; 

(iii) AJlowances paid by the Employer for maintenance, 
consisting of housing, laundry, and meals, as certified to the public 
employees retirement board by the Employer or the head of the department 
that employs the Participant; 

(iv) Fees and commissions paid under ORC Section 507 .09; 

(v) Payments that are made under a disability leave program 
sponsored by the Employer and for which the Employer is required by ORC 
Section 145.296 to make periodic employer and employee contributions; 
and 

(vi) Amounts included pursuant to former Divisions (K)(3) and 
(Y) of ORC Section 145.01 and ORC Section 145.2916. 

(2) Compensation does not include any of the following: 

(i) Fees and commissions, other than those paid under ORC 
Section 507.09, paid as sole compensation for personal services and fees 
and commissions for special services over and above services for which the 
Participant receives a salary; 
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(ii) Amounts paid by the Employer to provide life insurance, 
sickness, accident, endowment, health, medical, hospital, dental, or surgical 
coverage, or other insurance for the Participant or the Participant's family, 
or amounts paid by the Employer to the Participant in lieu of providing the 
insurance; 

(iii) Incidental benefits, including lodging, food, laundry, 
parking, or services furnished by the Employer, or use of the Employer's 
property or equipment, or amounts paid by the Employer to the Participant 
in lieu of providing the incidental benefits; 

(iv) Reimbursement for job-related expenses authorized by the 
Employer, including moving and travel expenses and expenses related to 
professional development; 

(v) Payments for accrued but unused sick leave, personal leave, 
or vacation that are made at any time other than the year in which the sick 
leave, personal leave, or vacation was accrued; 

(vi) Payments made to or on behalf of the Participant that are in 
excess of the annual compensation that may be taken into account by the 
Plan under IRC Section 40 l (a)( 17); 

(vii) Payments under Division (B), (C) or (E) of ORC Section 
5923.05, Section 4 of Substitute Senate Bill No. 3 of the I 19th Ohio General 
Assembly, Section 3 of Amended Substitute Senate Bill No. 164 of the 
124th Ohio General Assembly, or Amended Substitute House Bill No. 405 
of the I 24th Ohio General Assembly; 

(viii) Anything of value received by the Participant that is based 
on or attributable to retirement or an agreement to retire within the meaning 
of ORC Section 145.0l(R); and 

(ix) The portion of any amount included m ORC Section 
145.2916 that represents employer contributions. 

(b) Pursuant to ORC Section 3305.0l(E)(2), Compensation under this Paragraph (b) is 
intended to have the same meaning as "compensation" as defined in ORC Section 3307.0l(L). If 
the Participant would be subject to the State Teachers Retirement System of Ohio had the 
Participant not made an election pursuant to ORC Section 3305.05 or 3305.051 to participate in 
this Plan, all salary, wages, and other earnings paid to the Participant by reason of the Participant's 
employment, including compensation paid pursuant to a supplemental contract. The salary, wages, 
and other earnings shall be determined prior to determination of the amount required to be 
contributed by the Participant under Section 4.1 and without regard to whether any of the salary, 
wages, or other earnings are treated as deferred income for federal income tax purposes. 

( l) Compensation includes amounts paid by the Employer as a retroactive 
payment of earnings, damages, or back pay pursuant to a court order, court-adopted 
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settlement agreement, or other settlement agreement if the Plan receives amounts equal to 
those described in ORC Sections 3307 .0 I (L)( I )(b )(i) and (ii), except to the extent that any 
portion of such amount is described in Paragraph (b)(2) below. 

(2) Compensation does not include a~y of the following: 

(i) Payments for accrued but unused sick leave or personal 
leave, including payments made under a plan established pursuant to ORC 
Section 124.39 or any other plan established by the Employer; 

(ii) Payments made for accrued but unused vacation leave, 
including payments made pursuant to ORC Section 124.13 or a plan 
established by the Employer; 

(iii) Payments made for vacation pay covering concurrent 
periods for which other salary, compensation, or benefits under ORC 
Chapter 145, 3307 or 3309 are paid; 

(iv) Amounts paid by the Employer to provide life insurance, 
sickness, accident, endowment, health, medical, hospital, dental, or surgical 
coverage, or other insurance for the Participant or the Participant's family, 
or amounts paid by the Employer to the Participant in lieu of providing the 
insurance; 

(v) Incidental benefits, including lodging, food, laundry, 
parking, or services furnished by the Employer, use of the Employer's 
property or equipment, and reimbursement for job-related expenses 
authorized by the Employer, including moving and travel expenses and 
expenses related to professional development; 

(vi) Payments made by the Employer in exchange for the 
Participant's waiver of a right to receive any payment, amount, or benefit 
described in ORC Section 3307.0l(L)(2); 

(vii) Payments by the Employer for services not actually 
rendered; 

(viii) Any amount paid by the Employer as a retroactive increase 
in salary, wages, or other earnings unless the increase is described in ORC 
Section 3307.01 (L)(2)(h); 

(ix) Payments made to or on behalf of the Participant that are in 
excess of the annual compensation that may be taken into account by the 
Plan under IRC Section 401 (a)(l 7); 

(x) Payments made to the Participant under Division (B), (C) or 
(E) of ORC Section 5923.05, Section 4 of Substitute Senate Bill No. 3 of 
the 119th Ohio General Assembly, Section 3 of Amended Substitute Bill 
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No. 164 of the 124th Ohio General Assembly or Amended Substitute House 
Bill No. 405 of the 124th Ohio General Assembly; and 

(xi) Anything of value received by the Participant that is based 
on or .attributable to retirement or an agreement to retire within the meaning 
of ORC Section 3307.0l(L) .. 

(c) Pursuant to ORC Section 3305.0l(E)(3), Compensation under this Paragraph (c) is 
intended to have the same meaning as "compensation" as defined in ORC Section 3309.0l(V). If 
the Participant would be subject to the School Employees Retirement System had the Participant 
not made an election pursuant to ORC Section 3305.05 or 3305.051 to participate in this Plan, all 
salary, wages, and other earnings paid to a Participant by reason of employment. The salary, 
wages, and other earnings shall be determined prior to determination of the amount required to be 
contributed by the Participant under Section 4.1 and without regard to whether any of the salary, 
wages, or other earnings are treated as deferred income for federal income tax purposes. 

( 1) Compensation does not include any of the following: 

{i) Payments for accrued but unused sick leave or personal 
leave, including payments made under a plan established pursuant to ORC 
Section 124.39 or any other plan established by the Employer; 

(ii) Payments made for accrued but unused vacation leave, 
including payments made pursuant to ORC Section 124.13 or a plan 
established by the Employer; 

(iii) Payments made for vacation pay covering concurrent 
periods for which other salary or compensation is also paid or during which 
benefits are paid under ORC Chapter 3309; 

(iv) Amounts paid by the Employer to provide life insurance, 
sickness, accident, endowment, health, medical, hospital, dental, or surgical 
coverage, or other insurance for the Participant or the Participant's family, 
or amounts paid by the Employer to the Participant in lieu of providing the 
insurance; 

(v) Incidental benefits, including lodging, food, laundry, 
parking, or services furnished by the Employer, use of the Employer's 
property or equipment, and reimbursement for job-related expenses 
authorized by the Employer, including moving and travel expenses and 
expenses related to professional development; 

(vi) Payments made to or on behalf of the Participant that are in 
excess of the annual compensation that may be taken into account by the 
Plan under IRC Section 401 (a)( 17); 

(vii) Payments made under Division (B), (C) or (E) of ORC 
Section 5923.05, Section 4 of Substitute Senate Bill No. 3 of the 119th Ohio 
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General Assembly, Section 3 of Amended Substitute Senate Bill No. 164 of 
the 124th Ohio General Assembly, or Amended Substitute House Bill No. 
405 of the 124th Ohio General Assembly; and 

(viii) Anything of value received by the Participant that is based 
on or attributable to retirement or an agreement to retire within the meaning. 
of ORC Section 3309.0l(V). 

Notwithstanding the foregoing, Compensation shall not be reduced by the amount of 
exclusions that are not currently includible in the Participant's gross income by reason of the 
application of IRC Sections 125, 132(f), 402{e){3), 403(b), 414(h)(2), and 457. 

An employee who has satisfied the eligibility requirements for Employer Contributions 
and Nonelective Contributions during a Plan Year shall be entitled to such contributions only with 
respect to Compensation earned on or after the date he or she becomes a Participant. 

The annual Compensation of each Participant taken into account in determining allocations 
shall not exceed $200,000, as adjusted for cost-of-living increases in accordance with IRC Section 
401 (a){l 7)(B) ($270,000 in 20 I 7). Annual Compensation means Compensation during the Plan 
Year. The cost-of-living adjustment in effect for a calendar year applies to annual Compensation 
for the Plan Year that begins with or within such calendar year. 

Section 2.8. Disabled or Disability 

"Disabled" or "Disability" shall mean the inability to engage in any substantial gainful 
activity by reason of any medically determinable physical or mental impairment that can be 
expected to result in death or to be of long continued and indefinite duration, provided that such 
Disability occurs while the Participant is an Eligible Employee of the Employer and satisfies the 
definition under IRC Section 72(m){7). A Participant shall be considered Disabled only if the 
permanence and degree of such impairment is supported by medical evidence. Such 
determinations shall be made by each Provider. 

Section 2.9. Eligible Employee 

"Eligible Employee" shall mean any Full-time Employee as defined in Section 2.18; 
provided, however, Eligible Employee shall include: (a) any employee who participated in an 
alternative retirement plan (as described in ORC Chapter 3305) in the employee's last employment 
position with the Employer (and who has not incurred a One Year Break in Service) and who 
transfers, or is transferred, to an employment position with the Employer for which an alternative 
retirement plan (as described in ORC Chapter 3305) is not available from that Employer; (b) any 
employee whose employment with the Employer terminates while the employee is participating 
in an alternative retirement plan (as described in ORC Chapter 3305) and the employee 
recommences employment with the Employer before the employee has had a One Year Break in 
Service regardless of the employee's employment position with the Employer upon the employee's 
return; and (c) any Full-time Employee whose previous employment with the Employer terminated 
before the employee had completed 120 days of service with the Employer and such employee had 
not, or had not been deemed to have, elected to participate in a State Retirement System during 
such employee's previous employment with the Employer. 
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Section 2.10. Employer 

"Employer" shall mean the public institution of higher education identified in Section 1.3 
that is: (a) a state university or a state institution of higher education, in each case as defined in 
ORC Section 3345.01 l; (b) the Northeast Ohio Medical University, formerly known as the 
Northeastern Ohio Universities College of Medicine; or (c) a university branch, technical college, 
state community college, community college, or municipal university established or operating 
under ORC Chapter 3345, 3349, 3354, 3355, 3357, or 3358. 

Section 2.11. Employer Account 

"Employer Account" shall mean the separate account maintained for each Participant to 
which all Employer Contributions shall be allocated. 

Section 2.12. Employer Contributions 

"Employer Contributions" shall mean those contributions made by the Employer pursuant 
to Section 4.2. 

Section Z.13. Employment Commencement Date 

"Employment Commencement Date" shall mean the date that the employee first performs 
an Hour of Service with the Employer. 

Section 2.14. EPCRS 

"EPCRS" shall mean the Employee Plans Compliance Resolution System or any successor 
thereto. 

Section 2.15. Forfeiture 

"Forfeiture" shall mean the amount of the non-Vested portion of a Participant's Employer 
Account following a Participant's Severance from Employment with the Employer. 

Section 2.16. Forfeiture Account 

"Forfeiture Account" shall mean the separate account maintained under the Plan to which 
all Forfeitures shall be allocated. 

Section 2.17. Former Provider 

"Former Provider" shall mean any service provider that was approved by the Employer to 
provide services and to offer Investment Options under the Plan, but that ceases to be eligible to 
receive new contributions under the Plan, but only to the extent that the Former Provider continues 
to hold Plan assets. A Former Provider shall retain all responsibilities of a Provider under the Plan 
for so long as it continues to hold Plan assets, provided, however, that in no event shall 
contributions under Article IV or intra-plan transfers under Section 5.2 be made to a Former 
Provider. 
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Section 2.18. Full-time Employee 

"Full-time Employee" shall mean an employee who is classified by the Employer as having 
a 40-hour per week assignment or its equivalent for a duration of at least nine months. Full-time 
non-tenure track faculty who are ~ppointed after the start of the academic year and ha_ve an 

• app.ointment of less than nine months shall be deeme<:l to have full-time status for the purpose of 
benefits eligibility if their offer of appointment explicitly includes a statement of the Employer's 
intent to offer a nine month appointment in the succeeding year. A person's service with the 
Employer as a "leased employee" as defined in IRC Section 414(n) shall not be included in 
determining whether such person is a "Full-time Employee." 

Section 2.19. Hour of Service 

"Hour of Service" shall mean each hour for which an employee is paid or entitled to 
payment for the performance of duties for the Employer. 

Section 2.20. Investment Options 

"Investment Options" shall mean the investment funds available under the Plan and 
specifically approved by the Employer, in its sole and absolute discretion, for use under this Plan 
in accordance with Article V. 

Section 2.21. IRC 

"IRC" shall mean the Internal Revenue Code of 1986, as amended. 

Section 2.22. Joint and Survivor Annuity 

"Joint and Survivor Annuity" shall mean an immediate annuity for the life of the Participant 
with a survivor annuity for the life of the Participant's Beneficiary which is not less than 50% and 
not more than 100% of the amount of the annuity which is payable during the joint lives of the 
Participant and the Participant's Beneficiary and which is the actuarial equivalent of the 
Participant's Vested Account. The percentage of the survivor annuity under the Plan shall be 
elected by the Participant subject to the annuity options available under the Trust. 

Section 2.23. Nonelective Contributions 

"Nonelective Contributions" shall mean those contributions made by the Participant 
pursuant to Section 4. 1. 

Section 2.24. One Year Break in Service 

"One Year Break in Service" shall mean a Period of Severance of at least 365 consecutive 
days. 
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Section 2.25. ORC 

"ORC" shall mean the Ohio Revised Code, as amended. The portions of the ORC 
referenced in this Plan are attached and made a part of this Plan at Appendix A. All citations to 
sections of the ORC are to such sections as they may from time t0 time be amended or renumbered. 

Section 2.26. Participant 

"Participant" shall mean every employee or former employee who has met the applicable 
participation requirements of Article III. 

Section 2.27. Participant Account 

"Participant Account" shall mean the account to which all Nonelective Contributions and 
Voluntary Contributions by the Participant shall be allocated, if applicable. Separate accounts 
within the Participant Account will be maintained for the Nonelective Contributions and the 
Voluntary Contributions of each Participant. 

Section 2.28. Period of Severance 

"Period of Severance" shall mean a continuous period of time, beginning on the employee's 
Severance from Employment, during which the employee is not employed by the Employer. 

Section 2.29. Plan 

"Plan" shall mean this Plan. For purposes of the IRC, this Plan shall be considered and 
administered as a profit sharing plan under IRC Section 40 l (a) and a governmental plan under 
IRC Section 414(d). 

Section 2.30. Plan Year 

"Plan Year" shall mean the calendar year. 

Section 2.31. Pre-Retirement Survivor Annuity 

"Pre-Retirement Survivor Annuity" shall mean a survivor annuity for the life of the 
surviving Beneficiary of the Participant which is the actuarial equivalent of the Participant's Vested 
Account. 

Section 2.32. Provider 

"Provider" shall mean a service provider that provides recordkeeping and/or administrative 
services under the Plan, and that offers Investment Options under the Plan, pursuant to Section 5.1 
and in conformance with ORC Section 3305.03. The Employer shall approve the Providers under 
the Plan in accordance with ORC Section 3305.04 and in the Employer's sole and absolute 
discretion. The approved Providers under the Plan shall be set forth in Appendix B, which may 
be modified from time to time, provided that any such modification shall not constitute an 
amendment to the Plan. With respect to an individual Participant, "Provider" shall mean the 
service provider selected by the Participant to provide the Participant's Investment Options. A 



Provider's responsibilities under the Plan, as to any Participant, shall be limited to the Accounts of 
those Participants investing in Investment Options offered by that Provider, unless otherwise 
agreed between the Employer and the Provider. 

Section 2.33. Related Employer 
. . 

"Related Employer" shall mean the Employer and any other entity that is required to be 
aggregated with the Employer under IRC Section 414(b), (c) or (m) based on a reasonable good 
faith standard and taking into account the special rules applicable under Notice 89-23, 1989-1 C.B. 
654. 

Section 2.34. Rollover Account 

"Rollover Account" shall mean the separate account maintained for each Participant to 
which all Rollover Contributions shall be allocated. 

Section 2.35. Rollover Contribution 

"Rollover Contribution" means those amounts transferred to this Plan as described in 
Section 4.5. 

Section 2.36. Severance from Employment 

"Severance from Employment" shall mean the complete termination of the Eligible 
Employee's employment with the Employer for any reason, including death, Disability, or 
retirement. 

Section 2.37. Spouse 

"Spouse" shall mean the individual whose marriage to a Participant is recognized by the 
Internal Revenue Service for federal income tax purposes. 

Section 2.38. State Retirement System 

"State Retirement System" shall mean, as applicable, the Ohio Public Employees 
Retirement System (as codified under ORC Chapter 145), the State Teachers Retirement System 
of Ohio (as codified under ORC Chapter 3307), or the School Employees Retirement System (as 
codified under ORC Chapter 3309). 

Section 2.39. Trust 

"Trust" shall mean a qualified trust under IRC Section 40 l (a) and/or individual or group 
custodial accounts or annuity contracts treated as a qualified trust under IRC Section 401 (f}, 
established by the Employer to hold Plan assets. The Trust is set forth under a written document 
or documents that is separate from this Plan. In the event of any conflict between the terms of the 
Trust and the terms of the Plan, the terms of the Plan shall control. 
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Section 2.40. USERRA 

"USERRA" shall mean the Uniformed Services Employment and Reemployment Rights 
Act of 1994, as amended. 

Section 2.41. Vested 

"Vested" shall mean the interest of the Participant or Beneficiary in his or her Account 
which is unconditional, legally enforceable, and nonforfeitable. 

Section 2.42. Voluntary Contribution 

"Voluntary Contribution" shall mean those contributions made by the Participant pursuant 
to Section 4.3. 

ARTICLE III. ELIGIBILITY TO PARTICIPATE 

Section 3.1. Initial Entry 

All Eligible Employees as of the date the Board of Trustees of the Employer establishes 
the Plan shall have a period of 120 days from such date in which to elect on the Applicable Form 
to participate in the Plan. Each other Eligible Employee shall have a period of 120 days from his 
or her Employment Commencement Date in which to elect on the Applicable Form to participate 
in the Plan, as provided under ORC Sections 3305.05 and 3305.05 l. Such election shall be 
effective on the Eligible Employee's Employment Commencement Date and shall be irrevocable 
when made. An Eligible Employee who fails to elect participation in the Plan on the Applicable 
Form may not subsequently elect participation unless he or she has a Severance from Employment 
and is reemployed as an Eligible Employee following a One Year Break in Service. For existing 
employees who became Eligible Employees due to a change in position, references in this Section 
3.1 to Employment Commencement Date shall mean the date upon which the employee became 
an Eligible Employee. 

Section 3.2. Continued Participation 

A Participant shall continue to participate in the Plan as long as the Participant remains an 
employee of the Employer. 

Section 3.3. Resumption of Participation 

In the event a Participant is reemployed prior to incurring a One Year Break in Service, 
such employee shall participate in the Plan immediately upon becoming an Eligible Employee of 
the Employer. 

Section 3.4. Eligibility Determinations and Employer Powers 

(a) The Employer shall have full power to: (i) interpret and construe this Plan in a 
manner consistent with its terms and provisions and with IRC Section 40 l and other applicable 
qualified plan provisions of the IRC, and to establish rules and procedures conforming to those 
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provisions; (ii) determine all questions of eligibility and of the status and rights of Participants; 
(iii) determine the amounts to be contributed to each Participant's Account; and (iv) employ such 
agents, attorneys, actuaries, accountants, auditors, investment counsel, and clerical assistants as it 
may deem necessary. In all such cases the Employer's determination shall be final and conclusive 
upon all persons. It is recognized that unusual circumstances may occur and questions may arise 
that are not specifically covered by any provision of this Plan, and the Employer shall h:ave the 
right to resolve all such questions. 

(b) Notwithstanding the above, the Employer's power and responsibility under this 
Plan shall not extend to, nor have any control over, those responsibilities and duties of the Provider. 

ARTICLE IV. CONTRIBUTIONS 

Section 4.1. Nonelective Contributions 

(a) An Eligible Employee who becomes a Participant under this Plan in accordance 
I 

with the provisions of Article III shall be deemed to have authorized the Employer to deduct from 
such Participant's Compensation, prior to its payment, a specified percentage of such Participant's 
Compensation, as a Nonelective Contribution to the Plan. Such contributions shall be credited to 
the Participant Account. 

(b) The Nonelective Contribution percentage shall equal the percentage of the 
Participant's Compensation earned during the year which, but for the election to participate in this 
Plan, would have otherwise been contributed to the State Retirement System that applies to the 
Participant's position(s); provided that the Nonelective Contribution percentage shall not be less 
than three percent. 

(c) Nonelective Contributions, although designated as employee contributions, shall 
be picked up and paid by the Employer as an Employer contribution pursuant to IRC Section 
414(h)(2). The Employer's action providing for the treatment of the Nonelective Contributions as 
Employer contributions shall be evidenced in writing by minutes of a meeting, resolution, or other 
formal action by the Employer which will effectuate the pick-up provisions under IRC Section 
414(h)(2). The Employer shall remit the picked up Nonelective Contribution directly to the Plan, 
instead of paying such amounts to the Participant. A Participant may not elect to receive 
Nonelective Contributions directly instead of having them paid by the Employer to the Plan. The 
Employer may choose to apply for approval from the National Office of the Internal Revenue 
Service concerning the applicability of IRC Section 414(h)(2). 

Section 4.2. Employer Contributions 

(a) An Eligible Employee who becomes a Participant under this Plan in accordance 
with the provisions of Article III shall receive a specified percentage of such Participant's 
Compensation as an Employer Contribution to the Plan. Such contributions shall be credited to 
the Employer Account. 

(b) The Employer Contribution percentage shall equal the percentage of the 
Participant's Compensation earned during the year which, but for the election to participate in this 
Plan, the Employer would have otherwise contributed to the State Retirement System that applies 

13 



to the Participant's position(s), less the mitigating rate percentage contributed by the Employer to 
such State Retirement System pursuant to ORC Section 3305.06(0). 

( c) Each Participant will share in Employer Contributions for the period beginning on 
the date the Participant commences participation under the Plan and ending on the date on which 
such Participant severs employment with the Employer or is no longer an Eligible Employee. 

Section 4.3. Voluntary Contributions 

Effective April 1, 2001, voluntary non-deductible employee contributions to the Plan shall 
no longer be permitted. Voluntary non-deductible employee contributions made prior to April l, 
2001, shall be held and administered in accordance with the terms of the Plan. 

Section 4.4. Social Security Replacement Plan 

Notwithstanding Sections 4.1 and 4.2, in no event shall the amount contributed under 
Sections 4.1 and 4.2, when combined with the amount contributed under any other qualified 
defined contribution retirement plan maintained by the Employer on behalf of a Participant, if any, 
be less than the amount necessary to qualify the Plan as a state retirement system with respect to 
such Participant pursuant to IRC Section 3121 (b )(7) and the Treasury Regulations adopted 
thereunder. 

Section 4.5. Rollover Contributions 

(a) The Plan will accept a Rollover Contribution from a Participant, whether by indirect 
rollover or direct rollover, from the types of plans specified in Paragraphs (b) and ( c} below, subject 
to the requirements of Paragraph (d) below and the Provider's ability to account separately for such 
amounts. Subject to the terms of the Trust and ORC Section 3305.07, a Participant may request a 
distribution of all or a portion of the Participant's Account attributable to his or her Rollover 
Contributions at any time. 

from: 
(b) The Plan will accept a direct or indirect rollover of an eligible rollover distribution 

( 1) A qualified plan described in IRC Section 401 (a) or 403(a). 

(2) An annuity contract described in IRC Section 403(b}. 

(3) An eligible plan under IRC Section 457(b) which is maintained by a state, 
political subdivision of a state, or any agency or instrumentality of a state or political 
subdivision of a state. 

(c) The Plan will accept an indirect rollover of the portion of a distribution from an 
individual retirement account or annuity described in IRC Section 408(a) or 408(b) that is eligible 
to be rolled over and would otherwise be includible in gross income. 

(d) A Rollover Contribution to the Plan shall meet the following requirements: 
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( 1) Rollover Contributions will be permitted to the Plan if the plan from which 
the funds are to be transferred permit the transfer to be made, and the Provider is reasonably 
satisfied that such transfer will not jeopardize the tax exempt status of this Plan or create 
adverse tax consequences for the Employer. Rollover Contributions shall be made by 
delivery of such amount to the respective Provider. All Rollover Contributions must be in 
cash only. 

(2) The Plan will not accept any portion of a Rollover Contribution that 
includes after-tax employee contributions or Roth contributions. 

(3) A Rollover Contribution that is not made by direct rollover must be 
transferred within 60 days of the date the Participant received the eligible rollover 
distribution; provided, however, that a Participant may make a Rollover Contribution after 
the 60-day rollover deadline if the Participant certifies to the Provider on an Applicable 
Form that the reason for the late contribution qualifies the Participant for a waiver of the 
60-day rollover deadline pursuant to Revenue Procedure 2016-47. 

( 4) If the Provider accepts a Rollover Contribution, it shall allocate it to a 
separate Rollover Account. The funds shall be invested separately, and any appreciation, 
depreciation, gain, or loss with respect to the Rollover Account, and any related expenses, 
shall be allocated to such Rollover Account. 

(5) Rollover Contributions shall not be considered to be Participant 
Contributions for the purpose of calculating the limitations under Section 5.3. 

(6) Any amount that is credited to a Participant's Account pursuant to a 
Rollover Contribution under this Section 4.5 shall be 100% Vested and nonforfeitable at 
all times. 

Section 4.6. Transfers from a Plan of the Employer 

(a) Any Participant who has participated in a plan under IRC Section 401(a) or 403(a) 
attributable to such Participant's current employment with the Employer may elect to transfer all 
or a portion of the amount accumulated under such other plan to this Plan, provided such transfer 
is effected in a manner consistent with the terms of such other plan as wel1 as the terms of this 
Plan. Such transfer shall only be permitted if such transfer qualifies as a tax-free transfer under 
generally accepted interpretations of the lRC. The portion of a Participant's Account attributable 
to such a transfer shall be subject to the terms of this Plan as if the contributions from which the 
transferred amount are derived were made under this Plan. 

(b) Any amount that is credited to a Participant's Account pursuant to a transfer under 
this Section 4.6 shall be 100% Vested and nonforfeitable at all times. In all other respects, the 
portion of a Participant's Account attributable to such transfer shall be subject to the terms of this 
Plan. 
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Section 4. 7. Plan Expenses 

All reasonable expenses of administering the Plan shall be charged against and paid from 
Participants' Accounts, unless paid by the Employer. 

Section 4.8. Paid Leave of Absence 

Nonelective Contributions and Employer Contributions shall continue to be made to the 
Plan during a paid leave of absence based on the Compensation actually paid to the Participant. 

ARTICLE V. ADMINISTRATION OF ACCOUNTS 

Section 5.1. Plan Investments 

(a) The amounts allocated to a Participant's Account shall be invested in the Investment 
Options offered by the Provider selected by the Participant in accordance with ORC Section 
3305.053. The Participant shall direct the investment of his or her Account in one or more of the 
Investment Options available under the Plan. The Participant may make or change his or her 
investment selections by filing the Applicable Form with the Provider. 

(b) The Investment Options available to Participants under the Plan shall be selected 
by the Employer and communicated to Participants. The Employer's current selection of 
Investment Options available from a Provider is not intended to limit future additions or deletions 
of Investment Options available from such Provider. 

(c) If a Participant does not have a valid and complete investment election on file with 
a selected Provider, or if a Participant fails to select a Provider, the Participant's Account shall be 
invested in the default fund designated by the Employer in its sole and absolute discretion, until 
such time that the Participant makes an affirmative election regarding the investment of his or her 
Account. 

Section 5.2. Intra-Plan Transfers 

(a) Subject to a Provider's rules for transfers and ORC Section 3305.053, a Participant 
may direct that all or part of his or her Account be transferred from an Investment Option offered 
by the Provider to another Investment Option offered by the Provider at any time. 

(b) Subject to any terms and conditions established by the Employer and ORC Section 
3305.053, a Participant may elect to change the Provider at any time during the Plan Year. If a 
Participant makes an election to change Providers, the Participant may specify at any time that all 
or part of such Participant's Account be transferred to the new Provider; provided, however, that a 
Provider is not required to immediately transfer any part of the Participant's Account invested at 
the Participant's election in a fixed annuity account if the contract with the Participant under which 
the investment was made permits the Provider to make such a transfer over a period of time not 
exceeding ten years and the contract was filed with and approved by the Ohio Department of 
Insurance or any successor. 
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(c) Notwithstanding anything in this Section 5.2 to the contrary, in no event may a 
Participant elect to transfer any part of his or her Account to a Former Provider. 

Section 5.3. Limitations on Allocations to each Participant 

(a) . If a_ Participant does not participate in, and has never p~rticipated in, another 
qualified defined contribution plan maintained by the Employer, or a welfare benefit fund, as 
defined in IRC Section 419( e ), maintained by the Employer, or an individual medical benefit 
account, as defined in IRC Section 415(1)(2), maintained by the Employer, or a simplified 
employee pension, as defined in IRC Section 408(k), maintained by the Employer, which provides 
an annual addition (defined in Paragraph (c) below), the amount of annual additions which can be 
credited to the Account of a Participant for any limitation year (defined in Paragraph (c) below) 
will not exceed the lesser of the maximum permissible amount (defined in Paragraph (c) below), 
or any other limitation contained in this Plan. If the Employer Contribution that would otherwise 
be contributed or allocated to the Account of a Participant would cause the annual additions for 
the limitation year to exceed the maximum permissible amount, such Employer Contribution will 
be reduced so that the annual additions for the limitation year will equal the maximum permissible 
amount. If the limits under IRC Section 415 are exceeded for any taxable year, then the 
Participant's Account may be corrected as set forth in EPCRS. 

(b) This Paragraph (b) applies if, in addition to this Plan, the Participant is covered 
under another qualified defined contribution plan maintained by the Employer, or a welfare benefit 
fund, as defined in IRC Section 4 l 9(e), maintained by the Employer, or an individual medical 
benefit account, as defined in IRC Section 415( l )(2), maintained by the Employer, or a simplified 
employee pension, as defined in IRC Section 408(k), maintained by the Employer, which provides 
an annual addition during any limitation year. The annual additions which can be credited to the 
Account of a Participant under the other qualified defined contribution plans, individual medical 
benefit accounts, welfare benefit funds, and simplified employee pension for the same limitation 
year will not exceed the maximum permissible amount reduced by the annual additions credited 
to the Account of a Participant under this Plan for such limitation year. If the annual additions 
with respect to the Participant under this Plan are equal to or greater than the maximum permissible 
amount, no amount will be contributed or allocated to the account(s) of the Participant under such 
other qualified defined contribution plans, individual medical benefit accounts, welfare benefit 
funds, and simplified employee pension for the limitation year. If the limits under IRC Section 
415 are exceeded for any taxable year, then the Account of the Participant may be corrected as set 
forth in EPCRS. 

(c) For purposes of this Section 5.3, the following definitions shall apply: 

( 1) An "annual addition" is the sum of the following credited to the Account of 
a Participant for the limitation year: 

(i) Employer Contributions; 

(ii) Participant contributions (Nonelective Contributions and 
Voluntary Contributions); 

(iii) Forfeitures; 
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(iv) amounts allocated to an individual medical benefit account, 
as defined in IRC Section 415(1)(2), which is part of a pension or annuity 
plan maintained by the Employer, are treated as annual additions to a 
defined contribution plan. Also, amounts derived from contributions paid 
or accrued which are attributable to post-retirement ·medical benefits, 
allocated to the separate ·account of a key employee, as defined in IRC · 
Section 419A(d)(3), under a welfare benefit fund, as defined in IRC Section 
4 l 9(e), maintained by the Employer are treated as annual additions to a 
defined contribution plan; and 

(v) allocations under a simplified employee pension, as defined 
in IRC Section 408(k). 

(2) "Compensation" is defined in Section 2.6 of the Plan, but for purposes of 
applying the limitations described in this Section 5.3, the following applies: 

(i) Compensation shall be based on the amount actually paid or 
made available to the Participant (or, if earlier, includible in the gross 
income of the Participant) during the limitation year. 

(ii) Compensation paid or made available during a limitation 
year shall include amounts that would otherwise be included in 
compensation but for an election under IRC Section l 25(a), l 32(f)( 4 ), 
402(e)(3), 402(h)(l)(B), 402(k), or 457(b). 

(iii) Back pay, within the meaning of Treasury Regulation 
Section l.415(c)-2(g)(8), shall be treated as compensation for the limitation 
year to which the back pay relates to the extent the back pay represents 
wages and compensation that would otherwise be included under this 
definition. 

(iv) Compensation shall include amounts paid by the later of 2½ 
months after the Participant's Severance from Employment or the end of the 
limitation year that includes the date of the Participant's Severance from 
Employment, if: 

(A) the payment is for unused accrued bona fide sick, vacation, 
or other leave (but only if the Participant would have been able to use the 
leave if employment had continued); or 

(B) the payment is received by the Participant pursuant to a 
nonqualified unfunded deferred compensation plan, but only if the payment 
would have been paid to the Participant at the same time if the Participant 
had continued in employment with the Employer and only to the extent that 
the payment is includible in the Participant's gross income; or 

(C) the payment is regular compensation for services during the 
Participant's regular working hours, or compensation for services outside 
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the Participant's regular working hours (such as overtime or shift 
differential), commissions, bonuses, or other similar payments, and, absent 
a severance from employment, the payments would have been paid to the 
Participant while the Participant continued in employment with the 
Employer. 

Any payments not described above shall not be considered Compensation if paid 
after Severance from Employment, even if they are paid by the later of 2V2 months 
after the date of Severance from Employment or the end of the limitation year that 
includes the date of Severance from Employment. 

{v) Compensation shall include amounts earned during the 
limitation year but not paid during that limitation year solely because of the 
timing of pay periods and pay dates, provided: 

(A) such amounts are paid during the first few weeks of the next 
limitation year; 

(B) such amounts are included on a uniform and consistent basis 
with respect to all similarly situated Participants; and 

(C) no such amounts are included in more than one limitation 
year. 

(vi) Compensation for purposes of this Section 5.3 shall not 
reflect compensation for a year greater than the limit under lRC Section 
40 l (a)(l 7) that applies to that year. 

(3) The "limitation year" is the Plan Year. If a short limitation year is created 
because of an amendment changing the limitation year to a different 12-consecuti ve month 
period, the maximum permissible amount will not exceed the defined contribution dollar 
limit under Subparagraph ( 4) multiplied by the following fraction: 

Number of months in the short limitation year 
12 

If the Plan is terminated as of a date other than the last day of the limitation year, the Plan 
is deemed to have been amended to change its limitation year and the maximum 
permissible amount shall be prorated for the resulting short limitation year. 

(4) The "maximum permissible amount" is the lesser of (a) 100% of the 
Participant's Compensation for the limitation year, or (b) $40,000 as adjusted for increases 
in the cost-of-living under IRC Section 4 l 5(d). 

Section 5.4. Designation of Beneficiary 

(a) Each Participant may, pursuant to the Applicable Form provided by the Provider, 
designate from time to time in writing one or more Beneficiaries, who will receive the Participant's 
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Vested Account balance in the event of the Participant's death. Designation of one or more 
Beneficiaries shall become effective upon receipt of the fully completed Applicable Form by the 
Provider and shall supersede all prior designations made by the Participant. If the Participant dies 
without having made a Beneficiary designation, the Provider shall distribute such benefits in order 
provided in the Annuity Contract or, if not so provided, in the following order of priority: ( 1} the· 
Participant's Spouse; (2) the Participant's issue, per stirpes; (3) the-Participant's surviving parents, 
in equal shares; or ( 4) the Participant's estate. 

(b) Notwithstanding Paragraph (a), in accordance with ORC Section 3305.10, in the 
event of the death of a married Participant, the surviving Spouse must be the sole Beneficiary 
unless the surviving Spouse has consented in writing to a different election, has acknowledged the 
effect of such election, and the consent and acknowledgement are witnessed by a duly authorized 
Provider representative or notary public. The election may not be changed without spousal 
consent, unless the consent of the Spouse expressly permits designations by the Participant without 
any requirement of further consent by the Spouse. Spousal consent shall not be necessary if it is 
established to the satisfaction of the Provider that there is no Spouse, the Spouse cannot reasonably 
be located, or for such other reasons as the Treasury Regulations may prescribe. The Participant 
is responsible for notifying the Provider if the Spouse of a Participant is located or if a Participant 
remarries. If the Participant so notifies the Provider, the Provider shall then, if applicable, make 
available to such Spouse the spousal consent procedures described in this Section. Any consent, 
or lack of consent where a Spouse cannot reasonably be located, is effective only with respect to 
that Spouse. 

Section S.S. Loans to Participants 

The Plan shall not permit loans. 

Section 5.6. Valuation of Accounts 

The assets of the Plan shall be valued at fair market value at least annually. On any such 
valuation date, the earnings and losses of the Plan will be allocated to each Participant's Account 
in the ratio that such Account balance bears to all Account balances. 

ARTICLE VI. VESTING 

Section 6.1. Participant Account and Rollover Account 100% Vested 

Participant Accounts and Rollover Accounts shall be 100% Vested at all times. 

Section 6.2. Employer Account Vesting on Death, Disability or Normal Retirement 

If a Participant's employment is terminated due to his or her death, due to his or her 
Disability, or on or after the Participant's attaining age 65 ("Normal Retirement Age"), 100% of 
the Participant's Employer Account shall be Vested. 
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Section 6.3. Employer Account Vesting on Severance from Employment 

A Participant's Employer Account shall be l 00% Vested at all times. 

ARTICLE VII. DISTRIBUTIONS 

Section 7.1. Distribution of Benefits 

(a) A Participant may request distribution of all or a portion of his or her Vested 
Account at any time after the Participant's Severance from Employment or, if earlier, Disability. 

(b) Notwithstanding Paragraph (a), if permitted under Section 4.5, a Participant may 
request a distribution of all or part of his or her Rollover Account at any time. 

Section 7 .2. Forms of Payment 

(a) Subject to Section 7.4 and ORC Section 3305.10, and to the extent permitted by the 
Tmst, a Participant may elect on the Applicable Form to receive a distribution of his or her Vested 
Account in any of the following forms: 

(1) An annuity with a default option of a Joint and Survivor Annuity or Pre-
Retirement Survivor Annuity as provided in Section 7.4. 

(2) A lump sum distribution. 

(3) Installment payments (subject to the limitations of Paragraph (c)). 

(4) An optional survivor annuity. 

(b) If the Participant is married at the time he or she requests a distribution, the 
Participant's Spouse must consent to the form of payment selected by the Participant before the 
Provider may make any payment. The consent must be in writing, must acknowledge the form of 
payment, and must be witnessed by the Provider or notary public. Spousal consent shall not be 
necessary if it is established to the satisfaction of the Provider that there is no Spouse, the Spouse 
cannot reasonably be located, or for such other reasons as the Treasury Regulations may prescribe. 

(c) If distributions are made in installments, the amount of the installment to be 
distributed each year must be at least an amount equal to the quotient obtained by dividing the 
Participant's entire interest by the life expectancy ( defined in Section 7 .5( e)) of the Participant or 
the joint and last survivor expectancy of the Participant and his or her designated Beneficiary. Life 
expectancy and joint and last survivor expectancy are computed by the use of the return multiples 
contained in Treasury Regulation Section 1.72-9, Table V and VI or, in the case of payments under 
a contract issued by an insurance company, by use of the life expectancy tables of the insurance 
company. For purposes of this computation, a Participant's life expectancy may be recalculated 
no more frequently than annually, but the life expectancy of a non-Spouse Beneficiary may not be 
recalculated. 
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(d) The Provider shall be responsible for distributing a Participant's Account and for 
making such distributions pursuant to the provisions of the Plan. 

Section 7 .3. Death Benefits 

(a) In the event of the death of a Participant after distribution of the Participant's Vested 
Account has begun, but prior to completion of such payments, the full amount of such unpaid 
Vested Account shall continue to be paid in the form elected by the Participant, provided that the 
Beneficiary may request that the remaining Account be paid in a lump sum. 

(b) In the event of the death of the Participant prior to the commencement of payment 
of his or her Account, distributions shall be made in the form and at the time or times selected by 
the Beneficiary pursuant to Sections 7.2, 7.4 and 7.5. 

( c) In the event of the death of a Beneficiary ( or a contingent Beneficiary, if applicable) 
prior to the completion of payment of benefits due the Beneficiary from the Plan, the full amount 
of such unpaid Vested Account shall become the property of the estate of said Beneficiary. 

Section 7.4. Joint and Survivor Annuity or Pre-Retirement Survivor Annuity 

(a) The provisions of this Section 7.4 shall apply only to the extent that the Employer 
has elected the Joint and Survivor Annuity or Pre-Retirement Survivor Annuity option as the 
default form of payment under Section 7 .2. 

(b) Unless an optional form of benefit is selected within the 180-day period ending on 
the annuity starting date (as defined in Paragraph (e) below}, a married Participant's Vested 
Account will be paid in the form of a Joint and Survivor Annuity with the Participant's Spouse, 
and an unmarried Participant's Vested Account will be paid in the form of a single life annuity 
(defined in Paragraph (e) below). 

(c) Unless an optional form of benefit is selected, if a Participant dies before the 
annuity starting date (defined in Paragraph (e} below}, then the Participant's Vested Account shall 
be applied toward the purchase of a Pre-Retirement Survivor Annuity. The surviving Beneficiary 
may elect to have such annuity distributed within a reasonable period after the Participant's death, 
subject to Section 7.5. 

(d) A Participant who elects to waive the Joint and Survivor Annuity form of benefit 
is entitled to elect an optional survivor annuity (as defined in Paragraph (e) below) at any time 
during the applicable election period. Furthermore, the written explanation of the Joint and 
Survivor Annuity shall explain the terms and conditions of the optional survivor annuity. 

(e) For purposes of this Section 7.4, the following definitions shall apply: 

( l) The "annuity starting date" is the first day of the first period for which an 
amount is paid as an annuity or any other form. 

(2) The "applicable percentage" is based on the survivor annuity percentage 
(i.e., the percentage which the survivor annuity under the Plan's Joint and Survivor Annuity 
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bears to the annuity payable during the joint lives of the Participant and the Spouse). If the 
survivor annuity percentage is less than 75%, the "applicable percentage" is 75%. If the 
survivor annuity percentage is greater than or equal to 75%, the "applicable percentage'' is 
50%. 

(3) An "optional survivor annuity" is an immediate annuity {i) for the life of the 
Participant with a survivor annuity for the life of the Spouse which is equal to the applicable 
percentage (defined above) of the amount of the annuity which is payable during the joint 
lives of the Participant and the Spouse, and (ii) which is the amount of the benefit that can 
be purchased with the Participant's Vested Account. An optional survivor annuity also 
includes any annuity in a form having the effect of an annuity described in the preceding 
sentence. 

( 4) A "single life annuity" is an annuity payable in equal installments for the 
life of the Participant that terminates upon the Participant's death. 

(f) Notice Requirements. 

(I) In the case of a Joint and Survivor Annuity, the Provider shall, no less than 
30 days and no more than 180 days prior to the annuity starting date, provide each 
Participant a written explanation of: (i) the terms and conditions of the Joint and Survivor 
Annuity and the optional survivor annuity; (ii) the Participant's right to make and the effect 
of an election to waive the Joint and Survivor Annuity form of benefit; (iii) the rights of a 
Participant's Spouse; and (iv) the right to make, and the effect of, a revocation of a previous 
election to waive the Joint and Survivor Annuity. The written explanation shall comply 
with the requirements of Treasury Regulation Section l .4 l 7(a)(3 )-1. The description of a 
Participant's right, if any, to defer receipt of a distribution also will describe the 
consequences of failing to defer receipt of the distribution. 

(2) In the case of a Pre-Retirement Survivor Annuity, the Provider shall provide 
each Participant within the applicable period (as defined below) for such Participant a 
written explanation of the Pre-Retirement Survivor Annuity in such terms and in such 
manner as would be comparable to the explanation provided for meeting the requirements 
of Paragraph (f)( l) applicable to a Joint and Survivor Annuity. The written explanation 
shall comply with the requirements of Treasury Regulation Section 1.417(a)(3 )-1. The 
applicable period for a Participant is a reasonable period ending after the individual 
becomes a Participant. 

Section 7.5. Required Distribution Rules 

(a) General Rules 

( 1) The requirements of this Section 7.5 will take precedence over any 
inconsistent provisions of the Plan. 

(2) All distributions required under this Section 7 .5 will be determined and 
made in accordance with the Treasury Regulations under IRC Section 401(a)(9), the 
changes under the Setting Every Community Up for Retirement Enhancement Act of 2019, 
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and the regulations promulgated thereunder, including the incidental death benefit rules 
under IRC Section 40l(a)(9)(G). 

(3) Spousal consent under Section 7 .2 is not required if the Plan is required to 
make a distribution under the Plan to satisfy IRC Section 401 (a)(9) be€ause the Participant 
or Beneficiary has failed to · timely request such a distribution. In such case, 
notwithstanding any other provision of the Plan, IRC Section 40 l (a)(9) may be satisfied 
by a lump sum distribution of the required minimum amount to the Participant or 
Beneficiary. 

(b) Time and Manner of Distribution 

( 1) Required Beginning Date. The Participant's entire interest will be 
distributed, or begin to be distributed, to the Participant no later than the Participant's 
required beginning date. "Required beginning date" shall mean the April l of the calendar 
year following the later of the calendar year in which the Participant attains age 72 (70½ if 
the Participant attains age 701/2 before January l, 2020) or the calendar year in which the 
Participant retires. 

(2) The Provider(s) shall be solely responsible for calculating the amounts 
required to be distributed to a Participant under this Section and notifying such Participant 
of such distributions at least 60 days prior to the date distributions must begin. 

( c) 2020 Waiver. Notwithstanding this Section 7 .5 of the Plan, for 2020 or such longer 
period as provided in legislation modifying or extending the Coronavirus Aid, Relief and 
Economic Security Act of 2020, the minimum distribution requirements set forth under this 
Section 7.5 will be satisfied as provided in either Paragraph (f)(l) or Paragraph (f)(2), as 
determined by the Provider responsible for the Participant's required minimum distribution and in 
accordance with the Trust: 

(l) Amount Effective March 27, 2020, or as soon as administratively 
practicable thereafter, a Participant or Beneficiary who would have been required to receive 
a required minimum distribution in 2020 ( or paid in 2021 for the 2020 calendar year for a 
Participant with a required beginning date of April l, 2021) but for the enactment of IRC 
Section 40 l (a)(9)(1) ("2020 RMDs") and who would have satisfied that requirement by 
receiving distributions that are either (i) equal to the 2020 RMDs, or (ii) one or more 
payments (that include the 2020 RMDs) in a series of substantially equal periodic payments 
made at least annually and expected to last for the life (or life expectancy) of the 
Participant, the joint lives (or joint life expectancies) of the Participant and the Beneficiary, 
or for a period of at least ten (10) years ("Extended 2020 RMDs"), will not receive this 
distribution unless the Participant or Beneficiary chooses to receive the distribution. 
Participants and Beneficiaries described in the preceding sentence will be given the 
opportunity to elect to receive the distribution described in the preceding sentence. 

(2) Lifetime Effective March 27, 2020, or as soon as administratively 
practicable thereafter, a Participant or Beneficiary who would have been required to receive 
a 2020 RMD, and who would have satisfied that requirement by receiving distributions 
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that are (i) equal to the 2020 RMDs or (ii) Extended 2020 RMDs, will receive this 
distribution unless the Participant or Beneficiary chooses not to receive such distributions. 
Participants and Beneficiaries described in the preceding sentence will be given the 
opportunity to elect to stop receiving the distribution described in the preceding sentence. 

Further, if provided by the Trust, 2020 RMDs and/or Extended 2020 RMDs will be treated 
as eligible rollover distributions for purposes of Section 7.9. 

Section 7 .6. Transfers from Plan 

The Employer, in its sole discretion, may permit a plan-to-plan transfer of part or all of the 
Vested Account of a Participant or a group of Participants to a qualified retirement plan under IRC 
Section 40 l (a) or Section 403(a). 

Section 7. 7. Inability to Locate Participant or Beneficiary 

(a) If the Provider cannot locate the Participant or Beneficiary to whom the Vested 
Account is to be distributed, and reasonable efforts have been made to find such a person, the 
Participant's Vested Account may be forfeited, subject to state law, and used to reduce Employer 
Contributions; provided that, if the Participant is subsequently located, such Forfeiture shall be 
restored and the restoration shall be made first out of Forfeitures, if any, and then by additional 
Employer Contributions. 

(b) For purposes of this Section 7. 7, a Provider will be deemed to have exhausted 
reasonable efforts to locate a Participant or Beneficiary if the Provider has taken the following 
steps: 

( 1) Attempted contact via United States Postal Service certified mail to the last 
known mailing address and through appropriate means for any address or contact 
information (including email addresses and telephone numbers); 

(2) Searched Plan related records and publicly available records or directories 
for alternative contact information; 

(3) Requested the Employer to review its Plan and/or employment records for 
alternative contact information; and 

( 4) Attempted to locate the Participant or Beneficiary by use of a commercial 
locator service, a credit reporting agency, or a proprietary internet search tool for locating 
individuals. 

Section 7 .8. Division of Marital or Separate Property 

(a) Notwithstanding any other provisions of Article VII, any Account of a Participant 
may be apportioned between the Participant and an alternate payee pursuant to an order for division 
of marital or separate property that satisfies the requirements of ORC Section 3305.2 l and that is 
a qualified domestic relations order within the meaning of IRC Section 4 l 4(p ). 
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(b) The Provider shall comply with an order received under Paragraph (a) at the 
following times as appropriate: 

( 1) If the Participant is already receiving distributions of his or her Account or 
has applied for but has not yet received a lump sum distribution of his or her Account, .as 
soon as practicable; or 

(2) If the Participant has not received a distribution of his or her Account, on 
application by the Participant for a distribution under the Plan. 

Notwithstanding the preceding, the Plan may make an immediate distribution to an alternate payee 
pursuant to the qualified domestic relations order. 

( c) The Provider shall adopt reasonable procedures ( l) to determine whether the order 
received under Paragraph (a) meets all applicable requirements of ORC Section 3305.21, which 
incorporates by reference the requirements of ORC Sections 3105.80 to 3105.90, (2) to determine 
whether a domestic relation order is qualified under IRC Section 414(p), and (3) to administer the 
distributions under the order in compliance with those provisions of the ORC and IRC. 

Section 7.9. Direct Rollover 

(a) Notwithstanding any other provision of the Plan, the Provider shall advise any 
distributee entitled to receive an eligible rollover distribution, at the same time as the notice 
required to be given pursuant to the IRC (or such other time as is permitted by law) of his or her 
right to elect a direct rollover to an eligible retirement plan, pursuant to the provisions of this 
Section 7 .9. To elect a direct rollover the distributee must request in writing to the Provider that 
all or a specified portion of the eligible rollover distribution be transferred directly to one or more 
eligible retirement plans. If more than one direct rollover distribution will be made, the notice 
specified in the first sentence of this Paragraph (a) must state that the distributee's initial election 
to make or not to make a direct rollover will remain in effect unless he or she gives the Provider 
written instructions on the Applicable Form to change the election, in which case the new election 
will remain in effect until changed. 

(b) The distributee shall not be entitled to elect a direct rollover pursuant to this Section 
7.9 unless he or she has obtained a waiver of any applicable Joint and Survivor Annuity, if required 
pursuant to Section 7.4. 

(c) For purposes of this Section 7.9, the following definitions shall apply: 

( l) A "direct rollover" is a payment of an eligible rollover distribution that is 
made by the Plan directly to an eligible retirement plan for the benefit of the distributee. 

(2) A "distributee" is a Participant, the Spouse of a Participant, or the 
Participant's former Spouse who is the alternate payee under a qualified domestic relations 
order, as defined in IRC Section 414(p), any of whom are eligible to receive a distribution 
from the Plan. In addition, a Participant's non-Spouse Beneficiary shall be a distributee as 
limited by Subparagraph (3). 
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(3) An "eligible retirement plan" is an eligible plan under IRC Section 457(b) 
which is maintained by a state, political subdivision of a state, or any agency or 
instrumentality of a state or political subdivision of a state and which agrees to separately 
account for amounts transferred into such plan from this Plan, an individual retirement 
account described in ~C Section 408(a), an individual retirement annuity described in IRC 
Section 408(b), a SIMPLE IRA described .in IRC Section 408(p), a Roth individual 
retirement account or annuity described in IRC Section 408A ("Roth IRA"), an annuity 
plan described in IRC Section 403(a), an annuity contract described in IRC Section 403(b), 
or a qualified plan described in IRC Section 401 (a), that accepts the distributee's eligible 
rollover distribution. 

The definition of an eligible retirement plan for a non-Spouse Beneficiary is limited 
to an individual retirement account or annuity described in IRC Section 408(a) or (b) or a 
Roth IRA established for the purpose of receiving the distribution and treated as an 
inherited individual retirement account or annuity within the meaning of IRC Section 
408( d)(3 )(C). 

(4) An "eligible rollover distribution" is any distribution from this Plan of all or 
any portion of the Account balance to the credit of the distributee, except for distributions 
( or portions thereof) which are: 

(i) One of a series of substantially equal periodic payments (not 
less frequently than annually) made over the life of the Participant (or the 
joint lives of the Participant and the Participant's designated Beneficiary), 
the life expectancy of the Participant (or the joint life and last survivor 
expectancy of the Participant and the Participant's designated Beneficiary), 
or for a specified period of 10 years or more~ 

(ii) Required under IRC Section 401 (a)(9) (relating to the 
minimum distribution requirements); or 

(iii) Any hardship distributions described in IRC Section 
40 l (k)(2)(B )(i)(IV) and Treasury Regulation Section 1.401 (k)-1 ( d)(3 ). 

A portion of a distribution shall not fail to be an eligible rollover distribution merely 
because the portion consists of after-tax employee contributions which are not includible in gross 
income. However, such portion may be transferred only to (1) an individual retirement account or 
annuity described in IRC Section 408(a) or (b) or a Roth IRA, or (2) a qualified defined 
contribution plan described in IRC Section 40 l (a) or 403(a) that agrees to separately account for 
amounts so transferred, including separately accounting for the portion of such distribution which 
is includible in gross income and the portion of such distribution which is not so includible. 

Section 7 .10. Withholding Orders 

(a) Withholding Orders Upon Theft in Office or Sex Offenses 

( 1) In accordance with ORC Section 3305.09, any payment that is to be made 
to the Participant or his or her Beneficiary(ies) under this Plan shall be subject to any 
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withholding order issued pursuant to ORC Section 2907.15 or Division (C)(2)(b) of ORC 
Section 2921.41. The Provider shall comply with that withholding order in making the 
payment. 

(2) If a Provider receives notice pursuant to ORC Section 2907.15 or Division 
(D) of ORC Section 2921.4 l that a Participant is charged with a viol'ation of ORC Section 
2907 .02, 2907 .03, 2907 .04, 2907 .05, or 2921.41, no payment shall be made to the 
Participant or his or her Beneficiary(ies) under this Plan prior to whichever of the following 
is applicable: 

(i) If the Participant is convicted of or pleads guilty to the 
charge and no motion for a withholding order for purposes of restitution has 
been filed under ORC Section 2907.15 or Division (C)(2)(b)(i) of ORC 
Section 2921.41, 30 days after the date on which final disposition of the 
charge is made; 

(ii) If the Participant is convicted of or pleads guilty to the 
charge and a motion for a withholding order for purposes of restitution has 
been filed under ORC Section 2907.15 or Division (C)(2)(b)(i) of ORC 
Section 2921.41, the date on which the court decides the motion; or 

(iii) If the charge is dismissed or the Participant is found not 
guilty of the charge or not guilty of the charge by reason of insanity, the 
date on which final disposition of the charge is made. 

(b) Withholding Orders for Support 

Any payment that is to be made to the Participant or his or her Beneficiary(ies) under the 
Plan shall, to the extent required by Ohio law, be subject to any withholding order for spousal or 
child support issued pursuant to the provisions of the ORC. To the extent required by law, 
payments shall also be subject to ORC Sections 3111.23 and 3305.21. 

(c) Provider Responsibility 

The Provider shall be solely responsible for compliance with any withholding orders issued 
under Section 7. lO(a) or (b) above. 

ARTICLE VIII. AMENDMENT AND TERMINATION 

Section 8.1. Rights to Suspend or Terminate Plan 

It is the present intention of the Employer to maintain this Plan throughout its existence. 
Nevertheless, the Employer reserves the right, at any time, to the extent permitted by ORC Chapter 
3305, to discontinue or terminate the Plan, to terminate the Employer's liability to make further 
contributions to this Plan, and/or to suspend contributions for a fixed or indeterminate period of 
time. In any event, the liability of the Employer to make contributions to this Plan shall 
automatically terminate upon its legal dissolution or termination, upon its adjudication as bankrupt, 
upon the making of a general assignment for the benefit of creditors, or upon its merger or 
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consolidation with any other entity. The Employer's liability to make contributions to any Provider 
shall terminate upon the Provider ceasing to be a designated provider. 

Section 8.2. Successor Organizations 

In the eyent of the termination of the liability of the Employer to ,nake further contributions 
to this Plan, the Employer's liability may be assumed by any other organization which employs a 
substantial number of the Participants of this Plan. Such assumption of liability shall be expressed 
in an agreement between such other organization and the Employer under which such other 
organization assumes the liabilities of the Plan with respect to the Participants employed by it. 

Section 8.3. Amendment 

(a) To provide for contingencies which may require the clarification, modification, or 
amendment of this Plan, the Employer reserves the right to amend this Plan at any time. 

(b) The Ohio State University (hereinafter referred to as the "Pre-Approved Plan 
Provider" in this Section 8.3) shall have the authority to amend the Plan on behalf of the Employer 
for changes in the IRC, Treasury Regulations, Revenue Rulings, other statements published by the 
Internal Revenue Service, including model, sample or other required good faith amendments, but 
only if their adoption shall not cause the Plan to be individually designed, and for corrections of 
prior approved plans. These amendments shall be applied to all employers that have adopted a 
pre-approved plan of the Pre-Approved Plan Provider. 

(c) The Pre-Approved Plan Provider shall no longer have the authority to amend the 
Plan on behalf of the Employer as of the date the Plan is considered an individually designed plan. 
A Plan will be treated as individually designed if the Employer makes amendments to the Plan 
other than those permitted by section 8 of Revenue Procedure 2017-41. If the Plan is treated as 
individually designed, the Employer may not file for a determination letter using Form 5307; 
provided, however, if the Employer is otherwise eligible to file a determination letter pursuant to 
section 4 of Revenue Procedure 2016-37, the Employer may file for a determination letter on Form 
5300. 

(d) The Pre-Approved Plan Provider shall maintain, or have maintained on its behalf, 
a record of the employers that have adopted the approved specimen plan, and the Pre-Approved 
Plan Provider shall make reasonable and diligent efforts to ensure that adopting employers, 
including the Employer, have actually received and are aware of all plan amendments and that 
such employers adopt new documents when necessary. The Pre-Approved Plan Provider will also 
inform the employers in the event of a discontinuance or abandonment of the approved specimen 
plan. This Paragraph (d) supersedes other provisions of the Plan to the extent those other 
provisions are inconsistent with this Paragraph. 

Section 8.4. Vesting and Distributions on Termination of Plan 

Upon termination or partial termination of the Plan by formal action of the Employer for 
any reason, or if Employer Contributions to the Plan are permanently discontinued for any reason, 
each Participant directly affected by such action shall be 100% Vested in his or her Accounts. 
Notwithstanding any other provision of the Plan, on termination of the Plan, the Participant's 
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Account shall, without the Participant's or his or her Spouse's consent, be distributed to the 
Participant in a lump sum. 

Section 8.5. Plan Merger or Consolidation 

In the case of any merger or consol~dation with, or transfer of any assets or liabilities· to, 
any other plan, each Participant in this Plan must be entitled to receive (if the surviving plan is 
then terminated) a benefit immediately after the merger, consolidation, or transfer which is equal 
to or greater than the benefit he or she would have been entitled to receive immediately before the 
merger, consolidation, or transfer (if this Plan had terminated). 

ARTICLE IX. MISCELLANEOUS 

Section 9.1. Exclusive Benefit 

This Plan has been executed for the exclusive benefit of the Participants and their 
Beneficiaries. This Plan shall be interpreted in a manner consistent with this intent and with the 
intention of the Employer that this Plan satisfies the pertinent provisions of IRC Section 401 (a) 
and IRC Section 414(d). Additionally, this Plan shall satisfy the pertinent provisions identified on 
Appendix A, attached hereto and incorporated herein. Under no circumstances shall funds ever 
revert to or be used or enjoyed by the Employer, except as provided in Section 9.6. 

Section 9.2. No Rights of Employment Granted 

The establishment of this Plan shall not be considered as giving any employee the right to 
be retained in the service of the Employer. 

Section 9.3. Laws of Ohio to Apply 

This Plan shall be construed according to the laws of Ohio, to the extent Federal laws do 
not control. 

Section 9.4. Military Service 

(a) Notwithstanding any provision of this Plan to the contrary, contributions, benefits 
and service credit with respect to qualified military service will be provided in accordance with 
USERRA, IRC Section 414(u), and IRC Section 40l(a)(37). For purposes of this Section 9.4, 
qualified military service means any service in the uniformed services as defined in USERRA by 
any individual, if such individual is entitled to reemployment rights under USERRA with respect 
to such service. 

(b) If a Participant whose employment is interrupted by qualified military service under 
IRC Section 414(u) timely resumes employment with the Employer in accordance with USERRA 
as an Eligible Employee, the Participant may elect to make the Nonelective Contributions upon 
resumption of employment with the Employer that would have been required (at the same level of 
Compensation) without the interruption of qualified military service. Except to the extent provided 
under IRC Section 414(u), this right applies for five years following the resumption of employment 
(or, if sooner, for a period equal to three times the period of the interruption). Such Nonelective 
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Contributions may only be made during such period and while the Participant is reemployed by 
the Employer. 

( c) If a Participant whose employment is interrupted by qualified military service under 
IRC Section 414(u), timely resumes employment with the Employer in accordance with USERRA 
as an Eligible Employee, the Employer shall make the Employer Contributions that would have 
been made if the Participant had remained employed during the Participant's qualified military 
service. Contributions must be made no later than 90 days after the date of reemployment or when 
the Employer Contributions are normally due for the year in which the qualified military service 
was performed, if later. 

(d) To the extent provided under IRC Section 40l(a)(37), in the case of a Participant 
whose employment is interrupted by qualified military service and who dies while performing 
qualified military service, the survivor of such Participant shall be entitled to any additional benefit 
(other than benefit accruals) provided under the Plan as if the Participant timely resumed 
employment in accordance with USERRA and then, on the next day, terminated employment on 
account of death. 

(e) Differential wage payments within the meaning of IRC Section 414(u)( l 2)(D) shall 
be treated as Compensation under the Plan for purposes of Section 5.3. 

Section 9.5. Participant Cannot Transfer or Assign Benefits 

Except as provided in Section 7.10, none of the benefits, payments, proceeds, claims, or 
rights of any Participant hereunder shall be subject to any claim of any creditor of the Participant, 
nor shall any Participant have any right to transfer, assign, encumber, or otherwise alienate, any of 
the benefits or proceeds which he or she may expect to receive, contingently or otherwise under 
this Plan. 

Section 9.6. Reversion of Contributions Under Certain Circumstances 

In no event shall any assets held under the Plan be paid or returned to the Employer or 
diverted to or used for other than the exclusive benefit of the Participants or their Beneficiaries. 
However, if any contribution is made by the Employer because of a mistake of fact, these amounts 
may be returned by the Plan to the Employer within one year of contribution. 

Section 9.7. Filing Tax Returns and Reports 

The Provider shall prepare, or cause to have prepared, all tax returns, reports, and related 
documents, except as otherwise specifically provided in this Plan. 

Section 9.8. No Discrimination 

Neither the Employer nor any Provider shall take any action that would result in benefiting 
one Participant or group of Participants at the expense of another, or discriminating between 
Participants similarly situated, or applying different rules to substantially similar sets of facts. 
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Section 9.9. Number and Gender 

When appropriate the singular as used in this Plan shall include the plural and vice versa; 
and the masculine shall include the feminine . 

. Section 9.10. Records and Information 

Each Provider shall keep a complete record of all its proceedings and all data necessary for 
the determination of Account balances. 

Section 9.11. Information to Participants 

Each Provider shall maintain separate Accounts for the Participants. It shall give each 
Participant, at least once every year, information as to the balance of his or her Employer Account 
and Participant Account, if applicable. 

Section 9.12. Powers 

The Employer shall have the power to determine all questions that may arise hereunder as 
to the eligibility of employees to participate in the Plan and as to the vesting of Participants. The 
Employer shall have the power to interpret and construe the Plan. Any such actions shall be final 
and conclusive upon all persons. 

Section 9.13. Reliance 

(a) If the Employer adopts a pre-approved plan, the Employer may rely on the pre-
approved plan's opinion letter as described in section 7 of Revenue Procedure 2017-41 as to the 
qualification in form of the Plan under IRC provisions if the Employer's Plan is identical to an 
approved specimen plan with a currently valid opinion letter, the Employer has not amended the 
Plan other than to choose options provided under the approved plan or to make amendments as 
described in section 8.03 of Revenue Procedure 2017-41, and the Employer has followed the terms 
of the Plan. 

(b) For inquiries by the Employer regarding the adoption of the Plan, the meaning of 
Plan provisions, or the effect of the opinion letter, the Employer may contact the Pre-Approved 
Plan Provider at: The Ohio State University, 1590 North High Street, Suite 500, Columbus, Ohio 
43201 (614-292-061 l). 

IN WITNESS WHEREOF, the Employer has caused the Plan to be executed as of the date 
written below. 

YOUNGSTOWN ST A TE UNIVERSITY 

By: 
Print: 
Its: 
Date: 
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Exhibit B 

APPENDIX A 

RELEVANT PROVISIONS OF THE OHIO REVISED CODE 
All citations to sections of the ORC and OAC are to such sections as they may from time to 
time be amended or renumbered. 

I. Ohio Revised Code 

Chapter 145: PUBLIC EMPLOYEES RETIREMENT SYSTEM (p. 1) 
Chapter 3305: ALTERNATIVE RETIREMENT PLANS (p. 178) 
Chapter 3307: STATE TEACHERS RETIREMENT SYSTEM (p. 195) 
Chapter 3309: PUBLIC SCHOOL EMPLOYEES RETIREMENT SYSTEM (p. 335) 
Chapter 3345: ST ATE UNIVERSITIES - GENERAL POWERS (p. 462) 
Chapter 3349: MUNICIPAL EDUCATIONAL INSTITUTIONS (p. 541) 
Chapter 3354: COMMUNITY COLLEGES (p. 558) 
Chapter 3355: UNIVERSITY BRANCH DISTRICTS (p. 582) 
Chapter 3357: TECHNICAL COLLEGES (p. 593) 
Chapter 3358: STATE COMMUNITY COLLEGES (p. 609) 

Section 124.13 Vacation leave. (p. 616) 
Section 124.383 Options with respect to sick leave credit remaining at end of year. (p. 617) 
Section 124.386 Personal leave. (p. 617) 
Section 124.39 Unused sick leave. (p. 619) 

Section 507 .09 Compensation of fiscal officer. (p. 621) 

Section 2907 .02 Rape. [Effective until 3/22/2020] (p. 622) 
Section 2907.02 Rape. [Effective 3/2212020] (p. 624) 
Section 2907.03 Sexual battery. (p. 625) 
Section 2907.04 Unlawful sexual conduct with minor. (p. 627) 
Section 2907.05 Gross sexual imposition. [Effective until 3/2212020] (p. 627) 
Section 2907.05 Gross sexual imposition. [Effective 3122/2020] (p. 629) 
Section 2907 .15 Withholding moneys needed for restitution to crime victims from state 
retirement funds. (p. 631) 

Section 2921.41 Theft in office. (p. 633) 

Section 3111.23 Acknowledgment filed with office of child support. (p. 636) 

Section 5923.05 Paid military leave for permanent public employees. (p. 637) 



Exhibit B 

APPENDIXB 

APPROVED PROVIDERS 

The current selection of Providers is not intended to limit future additions or deletions of 
Providers. The Employer from time to time may add or delete Providers which.shall be effective 
on the date adopted by the Employer, and shall be reflected in a revised Appendix 8, without the 
need of a Plan amendment. 

I. Current Providers 

The following providers are approved Providers under the Plan as of the date of this 
Appendix B: 

A. AIG Retirement Services 

B. AXA Advisors 

C. Fidelity Investments 

D. TIAA 

II. Former Provider(s) 

The following providers are Former Providers under the Plan as of the date of this 
Appendix B: 

A. Lincoln Financial Advisors 

B. Nationwide 

C. VOYA 

YOUNGSTOWN STATE UNIVERSITY 

By: --------------
Print: _______________ _ 

Its: 
Date: 



Y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO RATIFY THE FRATERNAL ORDER OF POLICE, 
OHIO LABOR COUNCIL, INC., 

COLLECTIVE BARGAINING AGREEMENT 

WHEREAS, the three-year collective bargaining Agreement between the 
Fraternal Order of Police, Ohio Labor Council, Inc., (F.O.P.) and Youngstown 
State University ("University") expi red on June 30, 2021; and 

WHEREAS, collective bargaining between the F.O.P. and the University has 
proceeded in a mutually advantageous manner; and 

WHEREAS, a tentative collective bargaining Agreement fo r the three-year 
period Ju ly I , 202 1, through June 30, 2024, has been reached between the F.O.P. 
and the Univers ity; 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Youngstown State Uni versity does hereby rat ify the collective bargain ing 
Agreement, attached hereto, between the F.O.P. and the University for the period 
July I , 202 1, through June 30, 2024. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



Executive Summary of Major Changes 
To the YSU-FOP Collective Bargaining Agreement 2021-2024 

I. Article 4 Pay 
• Article 4.1 Wage Increases and Wage Schedules 

i. Increased the steps in each step schedule for the bargaining unit as follows: 
1. 1.5% retroactive to July 1, 2021, 
2. 2.0% effective July 1, 2022, and 
3. 2.0% effective July 1, 2023. 

• Article 4.1.4: Sergeant pay 11 % higher than the hourly rate for step 9 Police Officer 
2. 

• Article 4.2 Steps: Unfroze step movement. 
• Article 4.8 OPERS Salary Reduction Pick-Up: Clarified that OPERS determines 

compensation for retirement purposes. 

2. Article 5 Insurance 
• 2021-2022, 15% employee contribution for 90/ 10 plan. 

• 2022-2024, 18% employee contribution for 85/15 plan. 

3. Article 6 Grievance Procedure 
• Article 6.7 Step 2: Step 2 grievances now heard by Director Labor and Employee 

Relations. 
• Article 6.11 Arbitrability: Deleted reference to Article 11 as Article 11 has been 

deleted. 

4. Article 8 Management Rights 
• Article renamed Management Rights; was previously Retained Rights. 

5. Article 9 F.O.P Rights 
• Article 9.6: Provided that the CBA will be posted on the University's website and 

will no longer be printed. 

6. Article 11 Non-Discrimination 
• Deleted Article 11: Parties acknowledge that there shall be no unlawful 

discrimination and discrimination issues are not subject to the grievance procedure. 

7. Article 13 Overtime 
• Article 13.2: The bargaining unit will provide the aggregate overtime roster to the 

University. 
• Article 13.5: If an employee works outside of their regular schedule, they will be paid 

a minimum of 4 hours at time and a half. 

8. Article 15 Evaluations 
• Updated language to explain the current performance evaluation electronic process. 

9. Article 18 Vacation 
• 18.8 Requests for Leave Procedure: Added procedure for leave requests. 
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10. Article 19 Leaves 
• Sub Article 19 H Bereavement Leave: Tightened bereavement leave requirements. 
• Sub Article 19 I Injured on Duty Leave: Spelled out the process for Injured on Duty 

Leave. 

11. Article 20 Empl9yee Discipline and Employee Rights . 
• Article 20.1: Provided that certain separations are excluded from the discipline 

process (e.g., inability to perform the essential duties of a position). 
• Article 20.1: added "violation of any University policy or work rule" and "conviction 

of a felony" as grounds for discipline. 
• Streamlined the discipline process. 
• Article 20.4 C. Drug and Alcohol Testing Program: Provided that reasonable 

suspicion is based on University Policy 3356-7-20. 

12. Article 21 Uniforms and Equipment 
• 21.2: Maintained the uniform allowance at $1300 per year. 

13. Article 24 Retirement 
• Deleted mandatory retirement age language in former 25.1. 
• 24.1: Clarified tuition remission for online instruction. 

14. Article 30 Instructional Fee Remission 
• 30.1: Clarified tuition remission for online instruction. 

15. Article 31 Probation and Promotion 
• 31.1 Probationary Periods: Increased probationary period from 6 months to one year. 
• 31.3 K.: Provided that examination eligibility lists expire two years after scoring of 

examination. 

16. Appendix B Evaluation Form 
• Revised the Evaluation Form. 

17. Appendix E Insurance Benefits 
• Added an 85/15 plan effective July 1, 2022 

i. Cost of Primary Care and Specialty Office Visits will change from $15/$15 to 

$20/$35. 
ii. The total single/family medical out-of-pocket maximum will change from 

$1175/$2225 to $1350/$2700. 

iii. The insurance coverage for out-of-network services will change from 70% to 
60%. 

1v. The prescription maximum cost for employees will be changed from/to: 
1. Generic 30-day supply: $4 to $5. 
2. Generic 90-day supply: $ IO to $15. 
3. Preferred 30-day supply: $30 to $35. 
4. Preferred 90-day supply: $60 to $70. 
5. Non-Preferred 30-day supply: $70 to $75. 
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18. Appendix G Overtime Aggregate Roster Procedures 
• Appendix added due to new language in Article 13 Overtime concerning overtime 

roster. 
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PREAMBLE 

The Fraternal Order of Police, Ohio Labor Council, Inc. (F.O.P.) and Youngstown State University 
support the concept of non-adversarial bargaining. The parties recognize their mutual concerns 
and wish to give them proper consideration. We hold that non-adversarial negotiations can 
enhance relationships and mutual gain is possible. We also believe that it is essential that we 
establish and maintain an atmosphere of mutual trust and respect. 

We are committed to providing a safe environment, protecting the students and employees, and 
rendering service in the areas of the city adjacent to the University. The YSU Police Department 
and the University pride themselves on their record of crime prevention, criminal investigations, 
foot and mobile control, education, and medical assistance. We will continue to recognize and 
make use of individual expertise and knowledge in innovative ways, and will employ cooperative 
decision making in solving problems faced by the University. 

We are committed to Community Policing, a philosophy that promotes organizational strategies 
that support the systematic use of partnerships and problem-solving techniques to proactively 
address the immediate conditions that give rise to public safety issues such as crime, social 
disorder, and fear of crime. 

ARTICLE I 
AGREEMENT AND RECOGNITION 

I.I: This is an Agreement by and between Youngstown State University (hereinafter referred 
to as the University) and the Fraternal Order of Police, Ohio Labor Council, Inc. (hereinafter 
referred to as the F.O.P.). The purpose of this Agreement is to describe the terms and conditions 
of employment of the members of the bargaining unit defined in Article 2. 

1.2: The University hereby recognizes the F.O.P. as the exclusive representative of the members 
of the bargaining unit defined in Article 2. "Exclusive recognition" is granted under the provisions 
of and in accordance with Ohio Revised Code 4117. 

1.3: This Agreement is the sole and only Agreement between the parties. 

1.4: Where this Agreement makes no specification about a matter, the University and the F.O.P. 
are subject to all applicable state or federal laws or ordinances pertaining to wages, hours, and 
terms and conditions of employment for public employees, as specified in federal law, the Ohio 
Administrative and Revised Code, including Ohio Revised Code Section 4117.10. 

ARTICLE2 
SCOPE OF UNIT 

2.1: The bargaining unit shall include all regularly employed full-time members of the 
classified staff of the Youngstown State University Police Department who are classified as 
University Police Officer I, University Police Officer 2, University Police Sergeants, and 
University Dispatcher. 

2.2: A University Police Officer (Probationary) I and a University Police Officer 2 patrols 
campus grounds and buildings and University property to protect lives and property; prevents 
crimes and enforces laws; investigates crimes; makes arrests; testifies in court; directs traffic; 
prepares reports; and performs other reasonably related duties as assigned. 

2.3: A University Police Sergeant performs the duties specified above for a University Police 
Officer 2 and in addition may be assigned functional supervision over University Police Officers 
I, University Police Officers 2 and University Dispatchers, making assignments, training 
personnel, monitoring work performance, etc.; a University Police Sergeant performs other 
reasonably related duties as assigned. 

2.4: A University Dispatcher receives and transmits radio communications dispatching 
personnel and equipment; maintains attendance records; receives and records telephone calls; 
operates computer terminal receiving and transmitting messages; maintains communication log; 
makes assignments, trains personnel, monitors work performance and performs other reasonably 
related duties. 

2.S: Excluded from the bargaining unit shall be all unclassified (Professional/Administrative) 
staff members, all clerical and/or secretarial personnel, all intermittent and/or part-time personnel, 
students serving as student assistants, and all supervisory staff classified as University Law 
Enforcement Supervisor, or higher. 

2.6: Also excluded from the bargaining unit shall be all employees of the University who are 
not defined as "public employees" under the provisions of Ohio Revised Code 4117 as defined by 
said statute and by applicable rules, regulations, orders, and judicial interpretations issued, 
promulgated, and/or rendered during the term of this Agreement. 

2. 7: Detailed descriptions of duties for each member of the bargaining unit appear on individual 
position descriptions maintained in the Office of Human Resources. The University may modify 
employees' position descriptions in compliance with Sections 2.2 to 2.4. A bargaining unit 
member whose position description is changed will receive a copy of the modified description 
concurrent with final modifications. Position descriptions are available electronically. 

A bargaining unit member may grieve the reasonableness of a change to their position description. 

2.8: If the University decides to create a new classification within the YSU Police Department, 
the parties will meet to discuss whether to include the new classification in the bargaining unit. If 
the parties are unable to resolve the issue of whether the new classification will be included in the 
bargaining unit, then either party may submit a petition for amendment or clarification to the State 
Employment Relations Board for a final and binding unit determination within ten ( 10) days of 
the parties' last meeting. 

ARTICLEJ 
TERM OF AGREEMENT 

J, I: This Agreement shall, following ratification by the parties, become effective at 12:0 I a.m. 
on July I, 2021 and shall remain in effect through 11 :59 p.m. on June 30, 2024. 
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3.2: Either party may notify the other that it desires to modify this Agreement or to negotiate a 
successor agreement in accordance with O.R.C.4117.14(B) and SERB Rule 4117-9-02. 

4.1 Wages Increases and Wage Schedules 

ARTICLE4 
PAY 

As detailed in Sections 4.1.1, 4.1.2, 4.1.3 and 4.1.4, below, the steps in each step schedule for the 
bargaining unit will be increased as follows: 

1.5%, retroactive to the start offirst full pay period after July I, 2021, 
2.0%, effective at the start of the first full pay period after July I, 2022, and 
2.0%, effective at the start of the first full pay period after July I, 2023. 

4.1.1 University Dispatcher Pay 

The parties agree to the salary schedule set forth below for the University Dispatcher classification: 

Effective July I, 2021 through June 30, 2022. 

I 2 3 4 5 6 7 
$20.60 $21.13 $21.67 $22.34 $23.05 $23.81 $24.74 

Effective July I, 2022 through June 30, 2023. 

I 2 3 4 5 6 7 
$21.02 $21.55 $22.IO $22.79 $23.51 $24.29 $25.23 

Effective July 1, 2023 through June 30, 2024. 

Ste I 2 3 4 5 6 1· 

Hourly $21.44 $21.99 $22.55 $23.24 $23.98 $24.77 $25.73 
Rate 

4.1.2 University Police Officer I Pay 

The parties agree to the salary schedule set forth below for University Police Officer I: 

Effective July I, 2021 through June 30, 2022. 

2 3 4 5 6 7 8 

$19.91 $20.59 $21.27 $21.96 $22.70 $23.46 $24.28 $25.13 

3 

8 
$25.49 

8 
$26.00 

8 
$26.52 

9 

$25.8 
9 

Effective July I, 2022 through June 30, 2023. 

I 2 3 4 5 6 7 8 9 
$20.31 $21.01 $21. 70 $22.40 $23.15 $23. 93 $24. 76 $25.63 $26.41 

Effective July I, 2023 through June 30, 2024. 

Ste I 2 3 4 5 6 7 8 
Hourly $20.72 $21.43 $22.13 $22.85 $23.61 $24.40 $25.26 $26.15 
Rate 

4.1.J University Police Officer 2 Pay 

The parties agree to the wages set forth below for University Police Officer 2: 

Effective July I, 2021 through June 30, 2022. 

Ste I 2 3 4 5 6 7 8 
Hou $21.73 $22.46 $23.21 $23.95 $24.76 $25.59 $26.48 $27.41 

Ra 

Effective July I, 2022 through June 30, 2023. 

2 3 4 5 6 7 8 
$23.68 $24.43 $25.25 $26.IO $27.01 $27.95 

Effective July I, 2023 through June 30, 2024. 

Hourly $22.61 $23.37 $24.15 $24.92 $25.76 $26.62 $27.55 $28.51 
Rate 

4.1.4 University Police Sergeant Pay 

9 
$26.94 

9 
$28.24 

9 
$28.80 

9 
$29.38 

The wages for the University Sergeant classification will be calculated based on step 9 for the 
University Police Officer 2 classification. The hourly rate will be 11 % higher than the hourly rate 
for step 9. The wage increases will be retroactive to the start of the first full pay period after July 
I, 2021, and effective at the start of the first full pay periods after July I, 2022, and July I, 2023. 

The parties agree to the wages set forth below for University Police Sergeant: 

Retroactive to the first full pay period after July I, 2021 and through June 30, 2022, the Hourly 
Rate shall be $31.34. 
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Effective at the start of the first full pay period after July I, 2022 and through June 30, 2023, the 
Hourly Rate shall be $31. 97. 

Effective at the start of the first full pay period after July I, 2023 and through June 30, 2024, the 
Hourly Rate shall be $32.61. 

4.2 Steps 

Retroactive to July I, 2021, step movement for bargaining unit employees will occur at the start 
of the first full pay period following the anniversary of their hire dates. Employees who previously 
had their steps frozen will resume movement through the step schedule, but time spent frozen at a 
step will not be counted for placement on the step schedule. Effective upon ratification of this 
Agreement, bargaining unit employees who attained the top steps of the step schedules in Sections 
4.1.1, 4.1.2 or 4.1.3 under the 2018-21 Agreement before ratification of this Agreement shall be 
placed at the top steps of the step schedules under this Agreement. 

4.3 New Dispatchers will normally start at the first step of the Dispatcher pay range, and new 
Police Officers will normally start at the first step of the Police Officer I pay range; however, the 
University reserves the right to start a newly hired bargaining unit member at a higher step, based 
on the bargaining unit member's previous experience, education and/or qualifications. Each Police 
Officer I who successfully completes the probationary period shall at the time be advanced to the 
Police Officer 2 pay range and be placed at the lowest step in the Police Officer 2 pay range to 
provide them with at least a nine percent (9%) increase in base rate of pay. With the exception of 
University Police Sergeant, each member of the bargaining unit who is promoted to a higher 
classification within the bargaining unit shall be paid at the lowest step in the higher pay range 
which provides them at least a nine percent (9%) increase in base rate of pay. 

4.4 Exemption from Bidding: The University may designate no more than two bargaining 
unit members as exempted positions from the work schedule bid process, such as the Task Force 
Officer or Administrative Officer: 

A. Only bargaining unit members meeting the University specified standards will be 
considered for these positions. 

B. Each position will have a specific position description. 

C. 

D. 

E. 

A bargaining unit member assigned to one of these positions will continue in grade 
(classification) and receive regular pay increases provided to other bargaining unit 
members, as appropriate. 

The Officers will not be subject to the provisions of Article 13, ("Work Schedules"), 
and will work a flexible schedule, as determined by the Chief of YSU Police. 

The Officers are not excluded from the Health and Safety provisions in Article 30. 

The University and the F.O.P. shall meet and confer regarding the positions that will be exempted 
from the bid process and any subsequent replacement positions. In addition to the above, 
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probationary employees will be exempt from the schedule bid process found in Section 12.3 of 
this agreement. 

4.5 Educational Increment: Effective with the implementation of this agreement, each 
member of the bargaining unit who meets specific standards of formal university or college 
training shall receive an additional hourly pay increment as follows: 

A. 

B. 

LEVEL OF 
EDUCATION 

HOURLY PAY 
INCREMENT 

Receipt of an associate degree in criminal justice or other related degree 
approved by the Chief of Police. 35¢ 

Receipt of a baccalaureate degree in criminal justice or other related degree 
approved by the Chiefof Police. 60¢ 

Each member of the bargaining unit who believes they are entitled to an hourly pay increment 
under the provisions of this article shall provide the University with an official copy of their college 
or university transcript as a necessary precondition to receiving the stipulated pay increment. 
Correspondence courses, credit for life experience or professional experience, and credit by 
examination shall not qualify for the Educational Increment. A bargaining unit member who 
qualifies for more than one of the two levels of Educational Increment shall be paid only for the 
highest level achieved. Those bargaining unit members who received an educational increment 
under the previous educational increment provision will continue to receive such increment. 

4.6 Shift Differential: Each University Police Officer I and 2, University Police Sergeants, 
and University Dispatcher, who works the first or third shift will be paid an additional bi-weekly 
$0.30/hour for afternoon and midnight shifts. The first shift would be considered the midnight 
shift and the third shift afternoons. Officers and dispatchers whose bid schedule includes a split 
shift will be paid shift differential on a pro-rata basis. Shift differential shall be prorated if an 
employee requests and is accommodated a schedule change. Shift differential shall not be prorated 
if the bargaining unit member is required to attend training. However, bargaining unit members 
receiving shift differential who are on leave status for greater than 20 (twenty) consecutive working 
days will not be paid the shift differential for the balance of the leave. 

4.7 Emergency Closings: When the University closes due to an emergency, pay for members 
of the bargaining unit shall be determined as follows: 

A. Employees whose work is interrupted by an emergency closing, and who arc 
released from duties for the remainder of their shift, shall receive straight pay as 
though they had completed their scheduled hours. 

B. 

C. 

Employees who are scheduled to work, but who are directed by the University not 
to report to work due to an emergency closing, shall receive straight pay as though 
they had completed their scheduled hours. 

Employees who are working when an emergency closing occurs, and who are 
directed by the University to continue to work, shall receive straight pay for the 
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D. 

E. 

F. 

G. 

hours before the effective time of the closing and overtime payment at the rate of 
one and one-half ( 1.5) times their normal rate for hours after the announcement of 
the closing in addition to their straight pay. In such cases, payroll entry will indicate 
regular hours and overtime hours. 

Employees who are scheduled to work after an emergency closing occurs, and who 
are directed by the University to report to work, will receive pay at one and one­
half ( 1.5) times their normal rate for all hours worked during the closing in addition 
to their straight pay. In such cases, payroll entry will indicate regular hours and 
overtime hours. 

Employees who are not scheduled to work during a period of emergency closing, 
but who are directed by the University to report to work, will receive pay at two 
and one-half(2.5) times their normal rate for all hours worked. 

During the period of an emergency closing, the University will not require any 
employee to work who is on vacation or sick leave. 

If an employee is scheduled to work during an emergency closing, but is unable to 
reach the campus due to conditions which prompted the closing, then the employee 
will be charged vacation leave or leave without pay for the period of their scheduled 
shift prior to the official closing. 

4.8 OPERS Salary Reduction Pick-Up: The University will continue to implement a 
"Salary Reduction Pick-Up" in accordance with applicable rulings of the Internal Revenue 
Service and the Ohio Attorney General. This means the University will, for all members of the 
bargaining unit, reduce their salary by the amount of the employee contribution to OPERS and 
will contribute that amount to OPERS as an "employer contribution" in lieu of the "employee 
contribution." In the event the "Salary Reduction Pick-Up" is subsequently found to be contrary 
to law or applicable regulations, the University will cease the "Salary Reduction Pick-Up," in 
accordance with the law or applicable regulations and will have no residual obligation to 
members of the bargaining unit concerning the impact of cessation of the "Pick-Up" upon any 
employee's income tax liabilities at the state or federal level. The "Salary Reduction Pick-Up" 
shall apply to all pay received by members of the bargaining unit, and shall be a condition of 
employment for all members of the bargaining unit. 

4.9 Method of Payment: Bargaining unit members will be paid 
bi-weekly. Payment will be made by electronic transfer so that the money will be available in the 
bargaining unit member's account at the beginning of the work day that Friday. Bargaining unit 
members will enroll in direct deposit to a checking, savings, or credit union account. If a pay day 
falls on a holiday, money will be available at the beginning of the first work day prior to the 
payday. 

S.J: Summary of Coverage: 

ARTICLES 
INSURANCE 
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A. Eligibility: All group insurance benefits provided in this Agreement and described in 
the health, dental, and life insurance summary plan descriptions shall be available to the 
following eligible employees and their dependents except as expressly identified within 
this Agreement: all permanent full-time bargaining unit members. Dependents are spouses 
and dependent children to age 26. 

B. Maintenance of Benefits/Open Enrollment: Except as provided in this article, the 
benefits under the University's group health plan shall remain equivalent to or better than 
those provided in the certificates that are in place in Appendix E of this Agreement. 
Members of the bargaining unit will annually have the right to choose to enroll in the plan 
during the open enrollment period established by the University. 

C. Working Spouse/Coordination of Benefits: 

I. Working Spouse Coverage Obligations 

a. As a condition of eligibility for coverage under the University's group medical and 
prescription drug plan(s) ("University Coverage"), ifan employee's spouse is eligible 
for group medical and prescription drug coverage sponsored, maintained and/or 
provided by the spouse's current employer, former employer (for retirees), or business 
for self-employed individuals ( other than sole proprietors) ( collectively or individually, 
"Employer Coverage"), the spouse must enroll for at least single coverage in their 
Employer Coverage unless they are entitled to Medicare. 

For purposes of this section, in instances where the spouse's employer makes no 
monetary contribution for Employer Coverage, such plans will not be considered to be 
Employer Coverage. This is intended to apply to situations in which the spouse is a 
current employee in a business, but not to situations in which the spouse is a business 
owner, including partner of a company and/or firm, is a self-employed individual ( other 
than a sole proprietor) in a business, or retiree in a group medical and prescription drug 
insurance plan. 

b. The requirement of subsection (a) does not apply to any spouse who works less than 
25 hours per week AND is required to pay more than 50% of the single premium 
funding rate OR $300 per month, whichever is greater, in order to participate in 
Employer Coverage. 

c. An employee's spouse who fails to enroll in Employer Coverage, as outlined above, 
shall be ineligible for University Coverage. 

d. Upon the spouse's enrollment in Employer Coverage, that coverage will become the 
primary plan and the University Coverage will become the secondary plan according 
to the primary plan's coordination of benefits and participation rules. Notwithstanding 
the foregoing, in the event the spouse is a Medicare beneficiary and (i) Medicare is 
secondary to the University Coverage, and (ii) Medicare is primary to the spouse's 
Employer Coverage, the University Coverage will be the primary coverage. The rules 
ofO.R.C. §§ 3902.11 to 3902.14 shall govern the implementation and interpretation of 
these coordination of benefits rules. 
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2. Employer Coverage. It is the employee's responsibility to advise the University's 
Human Resources Benefits Manager immediately (and not less thirty calendar days 
after any change in eligibility) if the employee's spouse becomes eligible to participate 
in Employer Coverage. Upon becoming eligible, the employee's spouse must enroll in 
Employer Coverage unless they are exempt from this requirement in accordance with 
the exemptions stated in this section. 

a. Every bargaining unit member whose spouse participates in the University's group 
medical and prescription drug insurance coverage shall complete and submit to the 
Plan, upon request, a written certification verifying whether their spouse is eligible 
for and enrolled in Employer Coverage. If any bargaining unit member fails to 
complete and submit the certification during the annual certification process, such 
bargaining unit member's spouse will be removed immediately from University 
Coverage. Any information not completed or provided on the certification form 
may be requested from the employee. 

b. If a bargaining unit member submits false material information or fails to timely 
advise the Human Resources Benefits Manager or their designee of a change in the 
eligibility of the employee's spouse for Employer Coverage within 30 calendar 
days of notification of such eligibility, and such false information or failure results 
in the provision of University Coverage to which the employee's spouse is not 
entitled, the employee's spouse will be disenrolled from University Coverage. 
Such disenrollment may be retroactive to the date as of which the employee's 
spouse became ineligible for plan coverage, as determined by the administrator for 
the University Coverage. The administrator shall provide at least thirty calendar 
days advance written notice of any proposed retroactive disenrollment. In the event 
of retroactive disenrollment, the bargaining unit member will be personally liable 
to the applicable University Coverage for reimbursement of benefits and expenses, 
including attorneys' fees and costs, incurred by the University Coverage as a result 
of the false information or failure. Additionally, if the bargaining unit member 
submits false information in this context, the employee may be subject to 
disciplinary action, up to and including termination of employment. 

c. The details of the working spouse limitations and coordination of benefits 
requirements are available on the Human Resources Office website. 

d. For purposes of salary deduction toward premium cost sharing, in families in which 
both spouses are employed by YSU, the higher paid employee shall bear the salary 
deduction. They shall have the option either to be treated as only one employee, 
employee plus one, or family, or to select individual coverage and for each to pay 
the single salary share of the premium. 

e. If one spouse works for YSU and the other does not, their children remain on the 
YSU insurance. If both spouses work for the University, in the case of family 
coverage, the higher-paid employee pays for the employee plus one or family 
coverage. 
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f An employee may opt out of health insurance benefits (medical and prescription 
drug, dental and/or vision coverage), in accordance with University policy. 

D. Coverage Levels and Additional Features: The University will offer a plan with 
equal to or greater coverage as the Preferred Provider Organization Plan as detailed in 
Appendix E. The University may implement any other changes recommended by the 
Health Care Advisory Committee and approved in accordance with Section 5.6. 

E. Booklets: Eligible employees shall be able to access information regarding coverages 
on-line via the vendor's website. 

F. Health Care Budgets: The University shall establish separate accounts to monitor the 
healthcare budget and expenses. Regular financial statements prepared by the consultant 
shall be provided to the Health Care Advisory Committee. 

G. Wellness Program: The University shall continue funding in a dedicated account for 
the Wellness Program. The Wellness Prob,ram shall be developed by, and oversight shall 
be provided by, the Health Care Advisory Committee. The program shall include 
incentives for employees to participate in the program. The University will maintain 
current funding of the Wellness Program during the term of this Agreement. 

5.la: Premium Sharing: Eligible bargaining unit members who choose to enroll in the 
University's health insurance plan will contribute the following percentages of the Fully Insured 
Equivalent or such other calculation as detailed in Appendix J or such lesser percentage that the 
University charges to any other employees, for medical, dental, vision and prescription drug 
benefits: 

A. Effective July I, 2021 and continuing through June 30, 2022, all employees shall 
contribute fifteen ( I 5) percent of the fully insured equivalent rate for their subscriber 
selection. Effective July I, 2022, all bargaining unit members shall contribute eighteen ( 18) 
percent of the fully insured equivalent rate for their subscriber selection. 

B. Payments shall be deducted in equal amounts from each eligible bargaining unit 
member's bi-weekly paychecks. 

5.2: Dental Coverage: For the duration of the Ab'Teement, the University will provide a dental 
care plan for members of the bargaining unit and their dependents with benefit levels not less than 
those in the predecessor Agreement. 

5.3: Vision Care: For the duration of this Agreement, the University will continue to provide a 
vision care plan for members of the bargaining unit and their dependents with benefit levels not 
less than those in effect as in the predecessor Agreement. 

5.4: Annual Physical: Members of the bargaining unit and their covered dependents shall be 
provided a free annual preventive examination provided such is performed by a network physician. 
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5,5: Second and/or Third Medical Opinions: For the duration of this Agreement, a second 
opinion may be obtained, at the discretion of the bargaining unit member or covered dependent, 
prior to surgery. If the second opinion differs from the first opinion, the bargaining unit member 
or covered dependent may choose to obtain a third opinion. The cost of the optional second opinion 
and/or third opinion shall be covered by the University. 

5.6: Right to Alter Carriers: The University has the right to self:insure, fully insure or change 
carriers as it deems appropriate, providing that the affected benefits remain comparable, but no 
less than present levels in each benefit category. 

5.7: Health Care Advisory Committee (HCAC): The University and the Union support the 
establishment of the University Health Care Advisory Committee, as provided for in the Health 
Care Advisory Committee Policy and Guidelines. The HCAC shall recommend options that are 
mutually beneficial to employees and the University. The Union representatives to the HCAC 
shall consult their governing bodies prior to proceeding with any recommendations. Where a 
recommendation would alter the terms of the collective bargaining agreement a draft 
Memorandum of Understanding (MOU) will be presented to the chief negotiators of the 
Administration and the Union for proper processing. 

5.8: Section 125 and Premium Pass-Through Benefits: The University shall contract with a 
carrier to seive as Third Party Administrator (TPA) for Section 125; those plans arc premium pass­
through, flexible spending account and dependent care account benefits for University employees. 
Eligibility for, and use of, this probrram shall be governed by IRC Section 125. There shall be no 
initiation or sign up fees for employees. Monthly administrative charges, if any, for the TP A shall 
be paid by payroll deduction by those employees selecting this benefit. Employee contributions 
under Section 125 shall also be made by payroll deduction up to the maximum of allowable amount 
for the Flexible Spending Account and the Dependent Day Care under applicable federal 
regulations per account. An individual selecting this plan shall participate in the plan from January 
1 to December 31. 

5.9: Catastrophe Benefits: Any member of the bargaining unit who is injured effecting an arrest 
or by gunshot, knife wound, severe beating, vehicular assault, or vehicular accident in pursuit of a 
suspect, and as a result is unable to perform their duties for a period of two months or longer, shall 
receive a lump sum payment of six thousand dollars ($6,000). If a bargaining unit member dies 
from injuries from said incident within ninety (90) days, a payment of six thousand dollars ($6,000) 
shall be made to the estate of the bargaining unit member. These provisions are subject to the 
following exceptions and limitations: 

A This provision shall not apply to any incident involving any gunshot, knife wound or 
vehicular assault or accident that is self-inflicted. 

B. Any injured bargaining unit member is subject to the physical examination provided 
for in Section 19-8.8. 

C. Only one payment of six thousand dollars ($6,000) will be paid for each incident. 
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D. This benefit for effecting an arrest, severe beating, vehicular assault or vehicular 
accident shall apply only in cases in which the employee is hospitalized for forty-eight 
(48) hours or longer as a result of the incident. 

In the event a bargaining unit member dies as a result of an incident described above, the University 
will pay to the bargaining unit member's estate an amount equal to the cash value of all accrued 
but unused sick leave as of the date of death, computed at the bargaining unit member's last hourly 
rate of pay. 

5.10: Life Insurance - Retirees Conversion Policy: Bargaining unit members who retire with 
ten ( 10) or more years of University service are eligible for a convertible life insurance policy 
through the carrier as of the date of their retirement ( rounded to the nearest multiple of $1,000) to 
a maximum of $75,000. Such policy for a retiree will not include accidental death and 
dismemberment insurance. 

5.1 I: Life Insurance - Active: The University will provide at no cost to the bargaining unit 
member, term life insurance in an amount equal to two and one half(2.5) times the bargaining unit 
member's annual salary. Each bargaining unit member's group term life insurance shall be subject 
to a cap ofS250,000 for the term of this Agreement. Bargaining unit members may waive insurance 
coverage in excess ofS50,000. 

5.12: Long-Term Disability Benefit Policy: The University will provide a group long-term 
disability benefit plan to members of the bargaining unit who have not yet qualified for such 
coverage under the Ohio Public Employees Retirement System or a comparable state retirement 
fund, with coverage for such bargaining unit member to continue only until they become eligible 
for disability benefits under such state fund. 

5,13: COBRA Rights: lfa bargaining unit employee terminates their employment or separates 
from the University, the University will notify the employee of their right to choose to continue 
their healthcare plan under the federally mandated COBRA program. 

5.14: Voluntary Life Insurance Coverage: The University will provide a bargaining unit 
member an opportunity to purchase additional life insurance through payroll deduction at the 
employee's expense. 

S.15: Coverage Eligibility for Approved Leaves: The parties acknowledge that employees on 
approved leaves will be required to maintain timely employee premium contributions or lose 
eligibility for such coverage. 

ARTICLE6 
GRIEVANCE PROCEDURE 

6.1: Definition: The purpose of this Article is to set forth a prompt and equitable method for 
resolving disputes between the parties during the term of this Agreement. Under this Article, a 
member(s) of the bargaining unit or the F.O.P. may file a grievance in which they claim there has 
been a violation of this Agreement. Nothing in this Article is intended to discourage or prohibit 
informal discussion of a dispute prior to the filing of a formal grievance. 

12 



6.2: Procedure: A grievance is filed at Step I unless the parties agree that it is properly 
initiated at Step 2 or Step 3. A grievance is filed on the fonn which appears in Appendix A to this 
Ab,reement, after the grievant secures a grievance number from the Chief Human Resources 
Officer or their designee. A grievance must be filed within twenty (20) days of the event giving 
rise to the grievance, or within twenty (20) days after the grievant knew the facts which are the 
subject of their grievance. All references to "days" in this Article are to calendar days. The time 
limits specified in this Article may be extended only by the mutual agreement of the parties. If the 
grievant, or the union, fails to appeal a disposition of a grievance within the specified time limits, 
the grievance shall be considered settled on the basis of the last disposition by the University. If 
the University fails to reply within the specified time limit, the grievance shall automatically be 
advanced to the next level of the grievance and arbitration procedure. 

6.3: Grievance Hearings: Each b'fievance hearing will be conducted by the designated 
administrator in an effort to detennine what if any violation of this Ab-reement has occurred. 
Hearings will be attended by the b'fievant and by a representative(s) designated by the F.O.P. If a 
grievance hearing is held during the working hours of the b'fievant and/or one (I) F.O.P. 
representative, the grievant and/or the F.O.P. representative shall be paid for the time spent at the 
grievance hearing. However, within these limitations, the University will, to the extent feasible, 
seek to schedule hearings at convenient times. 

6,4: Independent Grievances: An employee shall have the right at any time to present a 
grievance to the University, and to have such grievance adjusted without the intervention of the 
F.O.P. or F.O.P. representative, provided that the adjustment is consistent with the tenns of the 
Agreement; and provided that the F.O.P. has been given the opportunity to have a representative 
present at such adjustments. 

6.5: Class Action Grievances: When a group of two or more employees are eligible to file a 
grievance, the grievance may be filed on behalf of the affected employees by the Staff 
Representative of the F.O.P./O.L.C. Any such class action grievance shall include a list of 
employees that are covered by the grievance. 

6.6: Step 1: Within twenty (20) days following an occurrence the grievant believes to be a 
violation of this Agreement, the grievant may formally file a grievance by securing a grievance 
number from the Chief Human Resources Officer, or their designee, by completing a Grievance 
Form, and by submitting the completed form to the Chief of the YSU Police, with a copy to the 
Chief Human Resources Officer, or their designee. Within ten ( 10) days after receiving the 
grievance, the Chief of Police will hold a grievance hearing, and within ten ( I 0) days following 
the hearing they will complete a Grievance Disposition Form, distributing the original to the 
grievant and providing a copy to the F.O.P. Within ten ( I 0) days following the receipt of the Chief 
of Police's Step I disposition, the grievant may appeal the disposition to Step 2 by completing and 
distributing a Grievance Disposition Reaction Form. 

6.7: Step 2: Within ten ( I 0) days following receipt of an appeal from a Step I disposition, the 
Director of Labor Relations, or designee, will either hold a grievance hearing or complete and 
distribute a Grievance Disposition Form, in the latter case providing the original to the grievant 
and a copy to the F.O.P. If the Director of Labor Relations. or designee, holds a grievance hearing, 
they shall execute and distribute a Grievance Disposition Form within ten ( 10) days following the 
hearing. A hearing is required if the grievance is filed initially at Step 2. Within ten ( 10) days 
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following receipt of the Director of Labor Relation's, or designee' s, Step 2 disposition, the grievant 
may appeal the disposition to Step 3 by completing and distributing a Grievance Disposition 
Reaction Form. 

6.8: Step 3: Within ten ( 10) days following receipt ofan appeal from Step 2, the Chief Human 
Resources Officer, or their designee, shall either hold a grievance hearing or complete and 
distribute a Grievance Disposition Form, in the latter case, providing the original to the grievant 
and a copy to the F.O.P. If the Chief Human Resources Officer, or designee, holds a grievance 
hearing, they shall complete and distribute a Grievance Disposition Form within ten ( 10) days 
following the hearing. A hearing is required if the grievance originates at Step 3. 

6.9: Step 4: Within ten (10) days following receipt of the Chief Human Resources Officer's, 
or designee's, Step 3 disposition, the grievant may appeal the disposition to Step 4 by completing 
a Grievance Disposition Reaction Form and delivering it to the office of the Chief Human 
Resources Officer. The grievance will be advanced to binding arbitration if the F.O.P. supports 
the arbitration of the grievance by so advising the Chief Human Resources Officer, in writing, not 
later than thirty (30) days following the timely delivery of the grievant's appeal to Step 4 to the 
office of the Chief Human Resources Officer. 

6,10: Within ten ( 10) days after giving written notice that it supports the arbitration, the F.O.P. 
must request from the Federal Mediation and Conciliation Service a panel of seven (7) arbitrators 
whose primary addresses are within the State of Ohio and a 200-mile radius of Youngstown, Ohio. 
A copy of the union's request to FMCS must be sent simultaneously to the Chief Human Resources 
Officer. If the parties are unable to agree upon which of those seven (7) nominees shall serve as 
an arbitrator, then the arbitrator will be chosen by each party alternately striking names, beginning 
with the moving party, and the name remaining shall be the arbitrator. Each party shall have the 
option to completely reject one (I) panel of arbitrators provided by the FMCS and request another 
list. The hearing shall be conducted in accordance with the rules and regulations of the FMCS. 

6.1 I: Arbitrability: The following matters are not arbitrable: the removal of a probationary 
employee, any matter subject to the jurisdiction of the Ohio State Personnel Board of Review, or 
the State Employment Relations Board, and any matter not directly relating to the meaning and 
application of the terms of this Agreement. If there is a question concerning arbitrability, either 
party may request that the arbitrator rule on the arbitrability of the grievance. If the arbitrator finds 
the b'fievance to be arbitrable, they shall proceed to hold a hearing on the merits of the grievance. 

6.12: Arbitrator's Authority: The arbitrator shall have no power or authority to add to, subtract 
from, or in any manner, alter the specific terms of this Agreement or to make any award requiring 
the commission of any act prohibited by law or to make any award that itself is contrary to law or 
violates any of the terms and conditions of this Agreement. 

6.13: Costs: Arbitration hearings will be held on the University campus, in facilities provided 
at no cost by the University. The University shall provide parking accommodations at the location 
of the hearing for those persons who are attending to represent the Union. The Union will notify 
the Employer three (3) days prior to the hearing regarding the number of required spots. The fees 
and expenses of the arbitrator shall be shared equally by the parties. Other expenses will be borne 
by the party incurring them. 
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6.14: A bargaining unit member requested to appear at an arbitration hearing by either party shall 
attend. If this occurs during their regularly scheduled shift, they shall be paid at the regular rate. 
Any request for the attendance of witnesses shall be made in good faith, and at no time shall more 
than three (3) bargaining unit members be present on behalf of and/or at the request of the F.O.P. 
In the event the Union believes the presence of more than three (3) bargaining unit members is 
necessary, it shall be discussed with the University at least two (2) weeks in advance of the 
arbitration hearing, and a decision will be made on a case by case basis. 

6.15: Award: The arbitrator's decision and award will be in writing and the parties will request 
that it be delivered within thirty (30) days from the date the record is closed. The decision of the 
arbitrator shall be final and binding upon the parties. 

6.16: Other cases: The provisions of this article shall be available to the University to resolve 
disagreements with the F.O.P. concerning the terms of this Agreement, following the submission 
in writing to F.O.P. of the matter of disagreement and a meeting of the parties in lieu of the Step 3 
hearing provided herein. 

6.17: The parties intend that in accordance with the provisions of the Ohio Revised Code 
4117. I0(A), the Ohio State Personnel Board of Review shall have no jurisdiction during the term 
of this Agreement over any matter addressed by the provisions of this Agreement. 

ARTICLE7 
UNIVERSITY/F.O.P. RELATIONS AND RESPONSIBILITIES 

7.1: The parties agree that it is desirable that they develop and maintain a working relationship 
of mutual respect. The parties agree further that each party shall be totally free of interference 
from the other in the selection of individuals designated to fulfill the various responsibilities of 
each party described in this Agreement. Finally, the parties affirm their mutual commitment to 
the principle that each party to the Agreement shall provide whatever financial or human resources 
necessary to fulfill its obligations under this Ab'Teement. The F.O.P. agrees that there shall be no 
F.O.P. activity during paid working hours, except as explicitly provided for by this Agreement. 
The University agrees that it shall take appropriate steps to see that all employees shall have the 
opportunity to enjoy the provisions of this Agreement, regardless of their scheduled working hours 
subject to specific provisions elsewhere in this Agreement. 

7.2: Representatives of the University and the F.O.P. shall meet regularly at mutually 
convenient times to discuss informally matters of mutual concern. Either party may formally 
request that a specific topic be discussed, providing the request is made in writing a minimum of 
ten ( I 0) days prior to the scheduled meeting. Unless otherwise required by law or unless otherwise 
agreed to elsewhere in this agreement there shall be no obligation on the part of the University or 
the F.O.P. to renegotiate or reopen any provisions of this Agreement during any meeting with 
representatives of the other party. 

7.3: Aggregate leave ofup to fourteen ( 14) days each year shall be granted to no more than four 
(4) duly elected delegates of the Youngstown State University Chapter of the F.O.P. to attend the 
F.O.P.'s conventions, functions, and meetings, provided that only two (2) bargaining unit members 
may use this leave at the same time. This means one member of the bargaining unit at eight (8) 
days, or two members of the bargaining unit at four (4) days. A minimum of thirty (30) days 
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written notice shall be provided to the University prior to taking such leave. Leave for this purpose 
shall be paid leave and considered in active pay status. 

7.4: Either party to this Agreement shall furnish the other, upon written request, information 
related to the negotiation or administration of the Agreement. provided such information is 
available and can be furnished at reasonable expense, such request allows reasonable time to 
assemble the information, and the party from whom the information is sought may determine the 
form in which such information is submitted. The Union will receive a copy of the annual budget, 
agendas and minutes of the meetings of the Board ofTrustees, quarterly report of the membership 
of the bargaining unit, quarterly and year-end financial reports, copies of all reports filed with the 
State Employment Relations Board at the time of filing and communications distributed generally 
to classified bargaining unit members of the University. F.O.P. will provide the University with 
copies of written communications distributed to the general membership of the bargaining unit. 

7.5: The University agrees to provide the Union with copies of such written work rules as are 
promulgated by the University in accordance with this Agreement. However, it is clearly 
understood by the parties that many situations are not at this time and never will be described in 
such written work rules. Bargaining unit employees will not be disciplined for action or conduct 
that is consistent with written work rules or policies. 

7.6: The parties agree that physical violence, discriminatory harassment, and threats of physical 
violence are unacceptable in any relationship between employees of the University. Disputes 
concerning alleged discriminatory harassment may be grieved, but the grievance may not be 
appealed beyond step 3; this means that grievances of this nature may not be submitted to 
arbitration. 

7.7: Any bargaining unit member who leaves the department will lose seniority in the 
bargaining unit on a time-for-time basis. 

ARTICLES 
MANAGEMENT RIGHTS 

The University retains all rights necessary to operate the University, except as those rights may be 
modified by the provisions of this Agreement. These retained rights include but are not necessarily 
limited to the general grant of authority specified in Ohio Revised Code 3356. These retained 
rights include but are not necessarily limited to those rights commonly known as management 
rights, which are delineated in Ohio Revised Code 4117. These retained rights include but are not 
necessarily limited to the right to: 

A. Conduct and grade civil service examinations, rate candidates, establish eligibility 
lists; and make original appointments therefrom; or, alternatively, to post 
announcements for positions to be filled by original appointment from among 
qualified applicants responding to the posting, and to make appointments from the 
pool of applicants; 

B. Determine matters of inherent managerial policy which include, but are not limited 
to, areas of discretion or policy such as the functions and programs of the public 
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C. 

D. 

E. 

employer, standards of services, its overall budget, utilization of technology, and 
organizational structure; 

Direct, supervise, evaluate, or hire employees; 

Maintain and improve the efficiency and effectiveness of governmental operations; 

Detennine the overall methods, process, means, or personnel by which 
governmental operations are to be conducted; 

F. Suspend, discipline, demote, or discharge for just cause, or layoff, transfer, assign, 
schedule, promote, or retain employees; 

G. Determine the adequacy of the work force; 

H. Determine the overall mission of the employer as a unit of the government; 

I. Effectively manage the work force; 

J. Take actions to carry out the mission of the public employer as a governmental unit. 

ARTICLE9 
F.O.P. RIGHTS 

9,1: In addition to other rights and privileges accorded to the F.O.P. elsewhere in this 
Agreement, the F.O.P. shall have the rights specified in this article for activities related to the 
administration of this Agreement and the members of the bargaining unit defined herein. 

9.2: Duly authorized representatives of the F.O.P. shall have access to the University premises 
for the purpose of transacting official F.O.P. business consistent with the Agreement, providing 
this shall not interfere with or disrupt the nonnal conduct of University affairs. 

9.3: The F.O.P. shall be permitted reasonable use of University rooms for meetings on the same 
basis as other employee groups, e.g., the YSU-OEA. 

9,4: The F.O.P. shall be permitted exclusive use of one (I) University bulletin board and one 
(I) storage locker in the YSU Police Department, and reasonable access to mailboxes and mail 
service for communication with members of the bargaining unit. 

9.5: The F.O.P. shall have the right to utilize the University printing/reproduction services for 
the duplication of printed matter on the same basis as other employee organizations, provided the 
University is paid for such duplication. The F.O.P. shall have the use of a mailbox located in 
Postal Service, at no cost to the F.O.P. These privileges shall be available only for activities 
directly related to F.O.P.'s role as exclusive representative. Abuse of these privileges shall be 
grounds for termination of the privileges. 

9,6: Copies of this Agreement shall be posted in electronic fonnat on the University's Human 
Resources webpage for download in a printable PDF format. The University shall provide the 
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F.O.P. with ten ( 10) copies of this Agreement. The F.O.P. may purchase additional copies at its 
own expense for the cost of production. 

9.7: The University shall recognize the FOP OLC associates for each bargaining unit group as 
the Union stewards designated by the Union. Stewards shall be authorized to investigate 
grievances and to represent employees in grievance adjustments, as provided by Article 6 
("Grievance Procedure"). The Union shall infonn the University in writing of those employees 
designated as stewards prior to the University's reCOb'llition of those persons as stewards. The 
Union will notify the University promptly of changes in the list of stewards. 

9,8: Union stewards recognized in Section 9. 7, shall be permitted up to one and one-half ( 1.5) 
steward-hours each week to investigate grievances during the paid working hours of the stewards. 
The one and one-half ( 1.5) hours shall apply to all recognized stewards, that is, one ( I ) steward at 
one and one-half( 1.5) hours or two (2) stewards at seventy-five hundredths (.75) hour, etc. The 
steward-hours, if unused in a given week(s), may accumulate to a maximum of five (5). The Union 
agrees that this time will be devoted exclusively to a good faith effort to resolve labor management 
problems arising from the provisions of this Agreement, and will not be abused. Advance 
permission must be granted by the steward's supervisor and by the chief steward or Union president 
prior to investigation of a grievance during paid hours. If a steward leaves their work area to 
investigate a grievance in another work area, the steward will also secure the permission of the 
supervisor in the grievant's area before talking to the grievant. The University agrees that 
permission to investigate a grievance will not be denied unreasonably. No individual steward may 
devote more than six (6) hours of paid time to grievance investigation during a given week without 
the permission of the University. The Union will advise the University in writing once each month 
of the activities of the Union stewards engaged in under the provisions of this section of the 
Agreement, specifying the amount of time spent by each recognized steward. 

9,9 The University shall continue to provide office space in the police building to be utilized 
by the FOP OLC and the designated associates for assistance to members and furthering the labor 
relations process. Such space shall be equipped with power and be of sufficient size to allow one­
on-one meetings with members and storage of labor-management-related documents and research 
aids. 

ARTICLE 10 
DUES DEDUCTION 

to.I: The University agrees to deduct FOP dues from any member of the bargaining unit who 
signs an authorized payroll dues deduction card. Such card shall be furnished by the FOP. It is 
agreed by the University that either within two (2) weeks, or the next payday; whichever is later, 
after said card is submitted for payroll deduction of dues, that deductions for new members will 
be made. 

During the first pay period in January and July of each year, the University shall provide the 
FOP/OLC with a roster of all bargaining unit employees. Additionally, should the University 
receive notice from a bargaining unit member wishing to cease dues deduction and withdraw from 
FOP/OLC membership, the University shall notify the FOP/OLC in writing within seven (7) days 
of this request. 
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All dues collected shall be paid over by the University once each month to the FOP/OLC, 222 East 
Town Street, Columbus, Ohio 43215-4611. 

10.2: Upon proper individual authorization, the University shall administer the following payroll 
deductions each pay period: 

A. Up to two tax-exempt charitable organizations, including United Way; 

B. Tax-sheltered annuities, Individual Retirement Accounts (IRA), and IRS approved 
403(b) programs; 

C. The YSU Foundation. 

A bargaining unit member may enroll in a tax-sheltered annuity program once a year. 

10.3: The F.O.P. hereby agrees to hold the University harmless from any and all liabilities or 
damages which may arise from the performance of its obligations under this Article and the F.O.P. 
shall indemnify the University for any such liabilities or damages that may arise. 

ARTICLE II 
HEADINGS 

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

ARTICLE 12 
WORK SCHEDULES 

12.1: Each non-probationary member of the bargaining unit shall be afforded the opportunity to 
bid on a work schedule by seniority in the classification. The work schedule shall normally consist 
of eight (8) consecutive hours a day and forty ( 40) hours a week, consisting offive ( 5) consecutive 
eight-hour days. However, the parties may mutually agree to alternative work schedules. The 
actual bidding process is outlined in Section 12.3. 

12.2: Changes in non-probationary employees' normal work schedules shall be posted in writing 
on a bulletin board in the department or work unit a minimum of five (5) calendar days prior to 
the effective date of the change, except when earlier notification is mutually agreeable to the 
employee and the University, and except when changes are necessitated by emergency. The 
announcement shall specify the duration of the schedule change. Only the President, Chief of 
YSU Police or their designee are authorized to declare that an emergency exists. 

12.3: The work schedule each non-probationary bargaining unit member works shall be 
determined by a bidding process as follows: 

A. Each job classification shall have separate bidding. 
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B. Seniority by classification will determine the sequence of who bids first, second, 
third, etc. The member who has the greatest classification seniority will have the first 
bid, the member who has the 2nd greatest classification·seniority will bid 2nd, etc. 
This procedure will prevail down to the bargaining unit member with the least amount 
of classification seniority who will have the final bid. 

C. The "Bid Sheet" will be posted on the F.O.P. bulletin board a minimum of four (4) 
weeks prior to taking effect. Within one (I) week of posting, all members will sign 
the sheet promptly next to the open slot they wish to work. 

D. Employees will bid work schedules once per year in conjunction with the spring 
semester. The work schedule shall take effect on the first Sunday of the first week 
of the spring semester. 

E. The "Bid Sheet" shall state the effective dates (Starting/Ending) Shift & Hours, Days 
Off. 

12.4: The University may reassign employees from one shift to another when the University 
determines such action is necessary. In making such reassignments, the seniority, by classification 
of the non-probationary employees involved, will govern and a non-probationary employee may 
reject a reassignment provided they are senior, by classification, to another non-probationary 
employee in the department who is qualified to perform the necessary work. If the reassignment 
is undesirable to all the available non-probationary employees in the classification affected, the 
least senior non-probationary employee, as provided in Section 12.5, will be assigned to the shift 
in question. 

12.5: For purposes of work schedules, seniority shall be calculated from the effective date of 
appointment of the employee's current period of uninterrupted service in their present classification 
as a member of the regular full-time classified Civil Service staff of the University. (This means 
that if any member of the bargaining unit has left or been separated from the employment of the 
University and subsequently has been reappointed to a different position in the University's 
classified Civil Service staff, their seniority for purposes of work schedules shall be calculated 
from the latest effective date of employment in their present classification as a member of the full­
service classified Civil Service staff of the University.) Employee seniority lists shall be 
maintained by the University and will be furnished to the F.O.P. 

12.6: The University reserves the right to determine the method whereby employees' arrival at 
and departure from work are recorded; such methods may include time clocks, sign-in sheets, or 
other methods as appropriate. No employee shall sign in or clock in for another employee. 

12.7: Employees who are late for work shall be docked no more than the time of tardiness. lfan 
employee is occasionally tardy for work for a period of fifteen ( 15) minutes or less, the employee 
may request to make up the work missed on the day of tardiness at the end of their shifi. Such 
requests will not be unreasonably denied if the make-up is practicable in terms of the operation of 
the department or work area. It is understood that "occasionally" means no more than twice 
monthly. It is also understood that abuse of this provision shall be grounds for denying all such 
requests to an individual, and that non-occasional tardiness may be grounds for disciplinary action. 
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12.8: No bargaining unit member shall work continuously for more than sixteen ( 16) hours. 
except when an emergency has been declared, as provided in Section 13.6. 

ARTICLE 13 
OVERTIME 

13.1: Employees who are in active pay status, excluding the use of paid sick leave, for more than 
forty (40) hours in a given week. at the direction of the University, shall be paid overtime at one 
and one-half ( 1.5) times regular pay or, at the discretion of the employee, receive compensatory 
time off at the rate of one and one-half ( 1.5) hours for each hour of overtime worked. "Week" 
means the 168-hour period from 12:01 a.m. on Sunday through midnight at the end of the following 
Saturday. Compensatory time off must be taken when such time off shall not be unduly disruptive 
to the University's operations. The procedures for requesting of short-notice vacation in Article 
18.8 will also be applied to requests for use of compensatory time. Compensatory time not taken 
in accordance with the preceding sentence will be paid off at the bargaining unit member's current 
rate of pay. A bargaining unit member may not exceed a 200-hour compensatory time balance. If 
a 200-hour balance exists, the employee will automatically be given pay for any overtime worked. 
The University shall convert to cash at the current hourly rate of the employee an amount equal to 
fifty percent (50%) of the employee's accumulated compensatory time balance at the end of the 
last full pay period in December. The payment for the conversion shall take place on the first 
payday following the second full pay period after January I and such payment shall be made to 
the employee as part of the employee's regular paycheck. Employees may elect to convert all or 
part of their compensatory time balance to a payment at the employee's current hourly rate by 
submitting a request to the University. Such payment shall be included in the employee's regular 
paycheck and shall be made on the first payday following two weeks after the employee submits 
the request to the University. 

13.2: An overtime opportunity exists when the University needs the services of one (I) or more 
members of the bargaining unit for more than forty (40) hours of work or active pay status, 
excluding the use of paid sick leave, in a given week. The University will offer overtime 
opportunities to available bargaining unit members in order of the aggregate overtime roster 
provided by the bargaining unit. The University shall have the right in unusual circumstances to 
assign overtime outside the ordinary rotation. Furthermore, no employee will be eligible to work 
overtime for at least twenty-four (24) hours after the end of the shift for which the employee 
reported off sick. The University will offer all overtime details and opportunities to full-time 
bargaining unit members first at a I : I ratio of bargaining unit members to non-bargaining unit 
members, with the odd-numbered overtime detail or opportunity being offered to the bargaining 
unit member. If an insufficient number of bargaining unit members accept the available number 
of overtime opportunities, then the University may fill those overtime opportunities with non­
bargaining unit employees. When a detail is staffed by multiple bargaining unit members and 
involves multiple types of work assignments, bargaining unit members may select on a seniority 
basis the work assignments designated by the University to be performed by bargaining unit 
members before offering the assignment to non-bargaining employees. The parties ab'fee that 
current permanent details, dormitories, courtyards and the Recreation Center are not included in 
this formula. 

13.3: The bargaining unit will provide on a weekly basis an aggregate overtime roster before the 
end of the day Sunday. Ifno aggregate overtime roster is provided by the end of the day on Sunday. 
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the previous week's aggregate overtime roster will be used until a new aggregate overtime roster 
is provided. The current week aggregate overtime roster may be used to fill overtime details 
scheduled out to Tuesday of the following week. The bargaining unit's aggregate overtime roster 
procedures are listed in Appendix G of this Agreement. Because the aggregate overtime roster is 
administered by the bargaining unit, the procedures in Appendix G are not subject to Article 6 
(Grievances) of this Agreement. 

13.4: 

A. Bargaining unit members who are offered overtime, for replacement of employees 
due to unscheduled absences or other unanticipated events, will promptly accept or 
decline the opportunity. In the event a bargaining unit member is contacted via phone 
and the bargaining unit member does not accept the overtime opportunity 
immediately, the University may move to the next eligible bargaining unit member 
on the overtime list. 

B. Scheduled overtime opportunities will be forwarded to the appropriate person for 
staffing a minimum of five (5) days prior to the date of the event. It is agreed that 
there may be times when an unanticipated overtime assignment becomes available 
and it may not be possible to have this information forwarded by the deadline above. 
In all cases, copies of the Request for Police Services and Call Out Sheets will be 
forwarded to the President of the FOP Labor Council. Bargaining unit members who 
are contacted for overtime opportunities will accept or decline the overtime 
opportunity as quickly as possible, but in no case later than six (6) hours from the 
time the overtime was offered. Contact includes messages left with another party, 
answering machines. pagers, or cell phones. If a bargaining unit member fails to 
accept or decline the overtime opportunity within the time period specified above, 
they will forfeit the overtime opportunity. 

13.5: When an employee works during hours outside of their regularly scheduled workday, and 
those additional hours do not abut their normal workday, the employee shall be paid a minimum 
of four hours at the rate of one and one-half( 1.5) times the employee's regular hourly rate of pay. 
This provision applies to appearances in court on behalfofthe University. 

13.6: An emergency exists when the Chief of YSU Police, President, or their designee, determine 
current or potential conditions on the YSU campus warrant the immediate call out or hold over of 
bargaining unit members is necessary for the health or safety of the University community. lfan 
emergency occurs which results in the University having to assign members of the bargaining unit 
to additional duty or to modified schedules with less notification than is specified by Section 12.2 
("Work Schedules"). the University will provide affected bargaining members with as much 
advance notice as is feasible, will rotate overtime opportunities amoi;ig bargaining unit members 
to the extent feasible, and a representative of the University will meet with the F.O.P. promptly to 
discuss the nature of the emergency and the manner in which it was accommodated. If the YSU 
Police Chief or their designee determines that any extra detail or shift cannot be adequately staffed 
as a result of the inability to obtain intermittent, part-time, or full-time employees, a bargaining 
unit member may be required to work the assignment. These assignments will be made on a 
rotating basis according to least seniority. That is, the bargaining unit member with the least 
seniority in the classification will be required to work the first such assignment, the next least 
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senior bargaining unit member in the classification the second such assignment, and so on. A 
holdover/force out roster for each classification with holdover/force out dates will be kept in 
Dispatch. The University agrees to give as much notice as possible for pre-scheduled shifts and 
events/details that require a holdover/force out. In the event of an unscheduled or short notice 
need for a holdover/force out for a shift or detail, the bargaining unit member with the longest time 
since the last holdover/force out according to the holdover/force out roster in the classification on 
the prior shift will be required to work. All holdover/force out notifications will be made by a 
supervisor in person or via telephone. 

13,7: A bargaining unit member who does not want to work regular, non-emergency overtime 
may waive their right to the rotational opportunity to work overtime established in this Article. It 
is the employee's responsibility to inform the University in writing by January 31 and June 30 of 
each calendar year of their intent regarding this right. 

13.8: Should it become apparent that the University has erred by failing to offer overtime to the 
qualified individual-in the proper order given on the current aggregate overtime roster, the 
University will offer the employee involved the next normal overtime opportunity they are 
available for within their overtime group first. 

13.9: A bargaining unit member required to work continuously for more than sixteen (16) 
hours in accordance with Sections 12.8 and 13.6 shall be paid at two and one-half (2.5) times 
regular pay for each hour exceeding sixteen ( 16) hours. 

ARTICLE 14 
HOLIDAYS 

14.1: The University shall observe those legal holidays established by the State of Ohio and any 
other day appointed and recommended by the Governor of the State of Ohio or the President of 
the United States as a permanent legal holiday and not a one-time or limited occasion: 

1. New Year's Day 6. Labor Day 

2. Martin Luther King Day 7. Columbus Day 

3. President's Day 8. Veterans Day 

4. Memorial Day 9. Thanksgiving Day 

5. Fourth of July 10. Christmas Day 

11. Juneteenth National Independence 
Day 

14.2: For purposes of pay, holidays shall be those days enumerated in Section 14. I regardless of 
whether the University formally observes the holiday on that day or on another day. To be eligible 
for holiday pay, a bargaining unit member must actually work or be approved to take paid leave, 
other than sick leave, their entire scheduled workday immediately preceding the holiday and their 
entire scheduled workday immediately following the holiday. The only exceptions are when the 
employee actually works the holiday and when the employee is on approved FMLA leave. 

23 

The method used to determine which bargaining unit members work a holiday will be determined 
by the classification seniority of the persons normally scheduled to work each shift on that holiday. 
The hours worked on a holiday will not be considered overtime. 

If a bargaining unit member is not scheduled to work on a holiday, and has forty ( 40) hours in 
active pay status, excluding the use of paid sick leave, during the week in which the holiday falls, 
they shall be paid one and one-half ( I ½) times their hourly rate of pay for the holiday on which 
they did not work. However, at the bargaining unit member's option they may request the hours 
earned be added to the bargaining unit member's total hours of Compensatory Time instead of 
receiving pay. 

Ifa bargaining unit member is not scheduled to work on a holiday, and has less than forty (40) 
hours in active pay status, excluding the use of paid sick leave, during the week in which the 
holiday falls, they shall be paid their hourly rate of pay for the holiday on which they did not work. 

A member of the bargaining unit who is required to be on duty on a holiday observed by the 
University, as defined in Section 14.1, shall be paid an additional one and one-half( 1.5) times their 
hourly rate of pay if the duty falls within their regular forty (40) hour work week. A bargaining 
unit member who is scheduled to work on a holiday and reports off sick will be required to request 
the use of sick leave for the time missed and will be paid their hourly rate of pay. 

A bargaining unit member who is required to be on duty on a holiday observed by the University, 
as defined in Section 14.1 and has less than forty (40) hours in active pay status, excluding the use 
of paid sick leave, during the week in which the holiday falls, shall be paid their hourly rate of pay 
for the holiday on which they worked or were mandated. A bargaining unit member who is 
scheduled to work on a holiday and reports off sick will be required to request the use of sick leave 
for the time missed and will be paid their hourly rate of pay. 

ARTICLE 15 
EVALUATIONS 

15,1: An employee shall have their performance officially rated or evaluated by the Chief of the 
YSU Police or their designee once during the first half of the probationary period through a 
progress check-in, once at the end of the probationary period, and at least once each year thereafter. 
The performance evaluation process is an on-line process with the evaluation form available in the 
electronic system for the benefit of both and the supervisor and bargaining unit member. The form 
to be used in evaluations appears in Appendix B. 

15.2: When an evaluator has completed an evaluation, they will meet with the employee during 
working hours to review and discuss the evaluation; to answer questions concerning the evaluation 
and to clarify it; and to provide such information as is available and relevant to the evaluation. (If 
work records in the department are utilized in preparing the evaluation, the employee will have an 
opportunity to review those records.) 

15.3: The employee shall receive and acknowledge the evaluation via the on-line system. The 
employee's acknowledgement shall certify that they have reviewed the evaluation, but will not 
necessarily indicate agreement with it. The completed evaluation will be electronically stored. 
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15.4: An employee who believes that the procedural requirements of this Article have not been 
met, or who believes that the information upon which an evaluation was based was improper (i.e., 
erroneous, incomplete, untimely, or irrelevant), may file a grievance under the provisions of 
Article 6 ("Grievance Procedure"). Such grievance may be processed through step 3 of the 
grievance procedure. However, grievances over evaluations shall not be arbitrable. If the 
adjustment of the grievance includes a determination that the evaluation was procedurally flawed 
or based upon improper information, the University will nullify the evaluation and direct that it be 
redone. If an employee disagrees with the judgment of the evaluator, the employee may 
electronically I) so note on the evaluation form; and/or 2) so note, with comments in the 
"Employee's Comments" section of the form. 

ARTICLE 16 
ST ANDA RDS OF PROFICIENCY 

16.1: Members of the bargaining unit who are sworn police officers shall meet and maintain 
reasonable standards of proficiency and fitness for office. The University will make a reasonable 
effort to assist sworn police officers in maintaining standards of proficiency. 

16.2: The failure of a bargaining unit member to meet minimum standards in the areas listed 
herein shall be grounds for disciplinary action which may include: reduction of classification, 
transfer to another existing department in the University for which the individual possesses the 
qualification, or possible separation from the University. 

16.3: Each sworn officer shall maintain certification by the Ohio Peace Officer Training Council 
in conformity with Ohio law. 

16.4: Each sworn officer shall annually demonstrate their proficiency with the firearm they are 
directed to carry by meeting the standards provided in Appendix C, YSU/F.O.P. Standards of 
Proficiency: Firearms. 

16.5: Each sworn officer may be required by the University to receive a physical examination 
from their personal physician. The employee's personal physician will complete and return to the 
University a medical form which appears as Appendix D to this Agreement. The form will be 
classified as "Confidential" and, if appropriate, will be made available to a health education expert 
designated by the University who will consult with the officer and recommend a voluntary, 
individualized fitness prob'fam based on age, sex and present condition. The officer shall utilize 
their insurance plan from the University which provides for an annual examination to cover the 
cost of such exam. If any costs of the exam are not covered by the officer's insurance coverage. 
the expense will be paid by the University. If the University wishes to have its desib'llated 
physician also conduct an examination of the officer. the University shall be responsible for the 
entire cost of such exam. The physical examinations will not include any testing for sexually 
transmitted diseases. 
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ARTICLE 17 
PERSONNEL FILES 

17.1: An official personnel file shall be maintained in the Office of Human Resources for each 
member of the bargaining unit. Personnel files are maintained and access provided to them in 
accordance with law, including Ohio Revised Code 1347 (Personal Information Systems). 

17.2: Each employee shall have access to their official personnel file by appointment and at 
reasonable times. The University will also grant access to an employee's official personnel file to 
the employee's designated representative, upon written authorization of access by the employee. 

17.3: An employee who has reason to believe that there are inaccuracies in materials contained 
in their personnel file shall have the right to submit a memorandum to the Chief Human Resources 
Officer or their designee requesting that the documents in question be reviewed to determine their 
appropriateness in the personnel file. 

17.4: The University shall promptly review requests received under the provisions of Section 
18.3. If the University concludes that the material is inappropriate for retention in the employee's 
personnel file, the material shall be removed and the employee so Ulformed. If the University 
concludes that the material is appropriate for retention in the file, the University shall so inform 
the employee; in this event the employee shall have the right to submit a written statement noting 
their objections to the material in question, and the Chief Human Resources Officer or their 
designee shall attach the employee's statement to the material objected to and shall include a note 
in the personnel file indicating that any person reviewing the original material should also review 
the employee's objections to the material. 

17.5: An employee shall be given by campus email a copy of any document which is to be placed 
in their personnel file but which does not include as part of its normal distribution a copy to the 
individual, or which does not originate with the individual. 

17.6: Materials related to disciplinary action shall be removed from the individual's personnel 
file upon their written request, providing thirty-six ( 36) months have transpired since the insertion 
of the material into the employee's file without inteivening occurrences of disciplinary action. 
Material removed under the provisions of this section will not subsequently be used in any 
disciplinary or termination hearings. 

17.7: Job evaluations shall be removed, at the request of the employee, provided the evaluations 
have been on file for at least five (5) years. 

ARTICLE 18 
VACATION 

18,1: Each member of the bargaining unit will earn annual vacation leave according to their 
number of years of seivice with the University. Furthermore, total seivice for purposes of 
calculating vacation hereunder will also include active duty in the U.S. Armed Forces as well as 
their total Reseive Duty and National Guard Units as delineated on the employee(s) Department 
of Defense (DD) 214 or Certificate of Release or Discharge from Active Duty, rounded to the 

26 



nearest full year. If less than six months of service as noted above, they will be credited with the 
actual amount of service. 

However, any bargaining unit member who had been earning vacation leave prior to July I, 2012 
according to their years of service with the University and the State of Ohio's political subdivisions 
will continue to earn vacation based upon the combined service time. Vacation accrual shall be 
credited as follows: 

YEARS OF SERVICE ANNUAL ACCRUAL PER PAY 
Less than I None 0 
I but less than 7 IO davs 3.1 
7 but less than 13 15 davs 4.6 
13 but less than 22 20 davs 6.2 
22 but less than 25 25 davs 7.7 
25 or more 30 davs• 9.2 

• Applies only to bargaining unit members who accrued vacation at this annual rate on or before 
June 30, 2018. 

An employee must be in active pay status at least eighty {80) hours in a pay period in order to 
accrue the total designated vacation hours for that pay period. Vacation leave may accumulate to 
a maximum of that earned in two (2) years of service. Vacation in excess of this maximum is 
eliminated from the employee's vacation leave balance. 

18.2: Short Notice Vacation Selection: An employee may request to use vacation time that has 
not been selected during the annual selection period. Such selections shall be made and granted 
on first requested, first granted basis. Unless there are exigent circumstances (to be determined by 
the Chief and/or the Lieutenants) employee must give fourteen ( 14) days' notice for short-term 
vacation requests, and the Employer will return requests fourteen ( 14) days after the date when the 
request has been submitted. However, nothing shall prohibit the granting of requests not made in 
14 days by the Employer if scheduling/staffing is adequate. 

18.3: A bargaining unit member who is hospitalized while on vacation may convert the period 
of hospitalization from vacation to sick leave by providing the University with documentation of 
hospitalization upon their return. lfa member of their immediate family dies while a bargaining 
unit member is on vacation and if the bargaining unit member attends the funeral, up to four ( 4) 
days of vacation may be converted to bereavement leave in accordance with Article 19 H by 
providing the University with documentation of the death in the family. 

18.4: The parties agree that the University retains the right to reschedule vacations in the event 
of serious and unanticipated problems. Should rescheduling ofa vacation be necessary, the 
employee shall be so informed by the principal administrative officer before doing so and an 
effort will be made to make alternative arrangements to permit the bargaining unit member to 
take the vacation as scheduled. 

18.S: An employee may be paid in advance of the regular payday for an approved scheduled 
vacation, providing the employee submits a request in writing on a University provided form a 
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minimum of fifteen days prior to the effective date of the vacation. Advance vacation pay is only 
available to an employee for a minimum period of one (I) week of vacation and only twice during 
any calendar year. The advance pay will be available to the employe<; at the Payroll Office at the 
end of the employee's last working day prior to going on vacation. The advance vacation pay will 
be deducted from the subsequent paycheck(s) on which the employee would have received pay for 
the vacation period if the employee had not chosen advance vacation pay. 

18.6: The Chief or their designee shall specify in writing those times in the year, if any, where it 
is not desirable from an operational standpoint for staff to take vacation. There will be two separate 
vacation deadlines for annual vacation bidding. The first shall be November 15. This period will 
be used to sign up for full-week increments of vacation. The second will be November 30. This 
will be used to sign up for other increments of vacation not to exceed ten ( 10) increments of 
vacation in any year. Prior to scheduling any vacation, the employee shall have the vacation time 
available in their vacation balance. Once vacation has been approved, it shall be the obligation of 
the employee to take the vacation. The system shall provide that the employee with the greatest 
seniority in the classification shall have first choice of vacation time; the employee with the second 
greatest classification seniority shall have second choice, etc. The University will make a good 
faith effort to brrant vacation requests for bargaining unit members who do not sign up prior to the 
two vacation periods listed above or who subsequently desire to change their scheduled vacation. 
Vacation schedules may subsequently be changed when mutually agreed to by the employee and 
the department head. Vacation requests submitted during the annual bid period will either be 
granted or denied and returned no later than January 31. All other vacation requests will be subject 
to Section 18.2 of this agreement. 

18. 7: Once a department vacation schedule has been developed for the office, the schedule will be 
posted in the department. 

18.8: Requests for Leave Procedures: If a leave request is submitted and there is adequate 
staffing for that shift at the time the leave request is submitted the leave request will be approved 
and the bargaining unit member who requested the leave will be notified/leave request returned 
within seven days. If the request is for vacation leave made during annual vacation bidding 
periods, the leave will be granted by seniority. Any other requests for leaves regardless of type 
will be granted on a first requested, first granted basis. 

lfthere is not adequate staffing at the time the leave request is submitted on a shift that a bargaining 
unit member is requesting leave, the leave will not be approved until the shift is adequately staffed. 

If at any time after a leave request is submitted staffing becomes adequate, then the leave would 
be granted and the bargaining unit member who requested the leave will be notified and have the 
leave request returned within seven (7) days. 

ARTICLE 19 
LEAVES 

SUB ARTICLE 19 A 
DEFINITIONS AND GENERAL REQUIREMENTS 

For purposes of Sub Article 19 B, Sub Article 19 C, Sub Article 19 D, Section 19 E. I, Section 19 
E.2, Section 19 F. l, Sub Article 19 G and Sub Article 19 H, the following definitions shall apply: 
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A. Child: biological, adopted, foster, stepchild, ward, or child of person standing in loco parentis 
until the end of the month where said child turns 26 or older if incapable of self-care due to 
disability. 

B. Eligible bargaining unit member: a bargaining unit member with at least one year of service 
who has worked at least 1,250 hours in the previous twelve ( 12) months. 

C. Immediate family: spouse, children, daughters-in-law, sons-in-law, grandchildren, parents, 
parents-in-law, grandparents, spouse's grandparents, brothers, sisters, brothers-in-law, sisters­
in-law, legal guardian. 

D. Parent: biological father or mother, adoptive parents, step parents or foster parents, or person 
in loco parentis when employee was a child. 

E. Serious health condition: an illness, injury, impairment or physical or mental condition that 
involves in-patient care in a hospital, hospice or residential medical care facility, or continuing 
treatment by a health care provider. 

F. Third medical opinion: a medical opinion that is provided when there is a conflict between 
the first medical opinion provided by the employee's medical provider and the second medical 
opinion provided by the employer's medical examiner. The persons providing the first two 
medical opinions shall select the person to provide the third medical opinion. 

Upon the request of the University, an employee on an approved leave under Sub-Articles 19 C, 
19 D, 19 G, 19 I and any administrative leave, paid or unpaid, must tum in all badges, weapons, 
radio, keys and other University property for the duration of the leave. 

SUB ARTICLE 19 B 
SICK LEAVE 

19 8.1: Sick leave is authorized absence with pay due to personal illness, pregnancy, injury, 
exposure to contagious disease which could be communicated to other employees, and visits to or 
treatment by medical providers that cannot be scheduled outside of the employee's normal working 
hours. Ifan employee is absent for three (3) consecutive work days or more for one of the above 
reasons they shall be required to provide certification from a physician that the employee was 
under the care of a physician and is fit to return to duty. Sick leave is also authorized for an illness 
in the employee's immediate family when the employee's presence is reasonably necessary for the 
health and welfare of the employee or affected family member; a physicians' certification of the 
illness of the family member may be required if professional medical attention is required. Such 
certification shall be required if the bargaining unit member is absent for more than three (3) 
consecutive workdays. Such certification shall be submitted to the Chief Human Resources 
Officer or their designee. 

19 B.2: Retroactive to the first full pay period after the effective date of this Agreement, each 
member of the bargaining unit will earn sick leave at the rate of four and six tenths (4.6) hours for 
each eighty (80) hours of service. Sick leave is cumulative without limit. 
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19 B.3: Sick leave may be used during any period of time when an employee is on their regularly 
scheduled forty ( 40) hour weekly work shift. Employees shall report all uses of sick leave on the 
"Application for Leave" form within three (3) working days following the individual's return to 
work; sick leave shall be reported also on the employee's bi-weekly time record. Failure to report 
sick leave may result in disapproval of the sick leave. 

19 8.4: When an employee learns that they must use sick leave, the employee shall promptly 
notify the supervisor on duty, indicating the need for and probable duration of the sick leave as 
early as possible but no later than two (2) hours before the employee is scheduled to begin work. 
The employee must similarly report off each successive day of absence unless the employee has 
specified a specific period of absence or has provided documentation which establishes the need 
for an extended absence and specifies an estimated date for return to work. 

19 B.5: When an employee uses sick leave to visit a doctor, dentist or other medical provider, 
they shall provide written verification of the visit. The employee shall, whenever possible, inform 
the department head one ( I ) week in advance of such scheduled appointments of the employee and 
of immediate family members when the employee's presence at the appointment is reasonably 
necessary. 

19 8.6: To the extent permitted by law, where the University reasonably believes an employee is 
abusing sick leave and the University notifies the bargaining unit member of such belief, they may 
be required to furnish a certificate from a licensed physician for any subsequent absences. Any 
bargaining unit member abusing sick leave and/or showing a pattern of abuse shall be subject to 
disciplinary action in accordance with Article 20. 

I. 

2. 

Disciplinary action, including removal, may be taken by the University against any 
employee who falsifies documents relating to the application for sick leave. Such 
action may also be taken against any employee who attributes an absence to sick 
leave but willfully neglects to follow through on the application for such leave. 

Pattern Abuse: The following types or patterns of absence shall constitute pattern 
abuse: before and/or after holidays; Fridays/Mondays; absence following overtime 
worked; continued pattern of maintaining zero or near zero leave balances. If an 
employee uses sick leave in a clear pattern, per examples noted above, the Chief 
Human Resources Officer or their designee may reasonably suspect pattern abuse. 
If it is suspected, the Chief Human Resources Officer or their designee will notify 
the employee in writing detailing the reason(s) that pattern abuse is suspected. The 
notice will also invite the employee to explain, rebut, or refute the pattern abuse 
claim. Use of sick leave for valid reasons shall not be considered for pattern abuse. 
Patterns of abuse will be kept in the time frame of the previous twelve ( 12) months 
from the date of notification. Any action taken by the University will not be 
arbitrary, capricious, or discriminatory in nature in all instances. 

19 8.7: To the extent consistent with, or permitted by, federal or state law, an employee who is 
on sick leave not concurrently covered by the Family and Medical Leave Act (FMLA) shall be 
required to provide to the Chief Human Resources Officer certification from the employee's 
personal physician that they are able to perform the assigned duties of their position prior to their 
return to duty. An employee must give the University not less than three (3) days' notice of their 
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availability to return to work following an extended absence unless a shorter period is mutually 
agreeable. 

19 B.8: To the extent consistent with, or permitted by, federal or state law, the University may 
require an employee who is not otherwise taking leave covered by the FMLA to undergo an 
examination, conducted by a licensed physician or licensed psychologist designated by the 
University, to detennine the employee's physical or mental capabilities to continue to perform the 
duties of the position which the employee holds. The University shall pay the cost of such 
examination. If the employee's personal physician or psychologist differs from the University's 
designated physician or psychologist, the opinion of the employee's personal physician or 
psychologist shall be given due professional consideration. 

19 8.9: The University and the F.O.P. agree to the general principle that sick leave is provided to 
protect the income of the employee who suffers an occasional and prolonged illness or injury. The 
parties agree further that each employee should make a reasonable effort to build and maintain as 
large a sick leave balance as possible, as a form of income protection during situations involving 
major health problems. 

19 8.10: An employee who transfers from this department to another department of the University 
shall be allowed to transfer their accumulated sick leave to the new department. 

19 B.11: A bargaining unit member appointed during the term of this Agreement who has been 
employed by the State of Ohio or any political subdivision of the State of Ohio within ten ( I 0) 
years prior to the effective date of their appointment by the University. may transfer to the 
University up to 260 hours of accrued but unused sick leave upon certification of sick leave balance 
by their former employer. 

19 8.12: Sick Leave Bonus: The University desires an incentive for employees not to abuse sick 
leave. Therefore, for each quarter of the year in which an employee does not use their sick leave, 
they will be entitled to a bonus of four ( 4) hours pay at their regular hourly rate of pay for each 
year of this agreement: 

ABSENCE ON SICK LEA VE 

January through March 
April through June 
July through September 
October through December 

4 hours 
4 hours 
4 hours 
4 hours 

If an employee has not met the above goals due to FMLA leave, then payment of the incentive 
will be denied. 

Employees shall maintain a minimum balance of forty (40) hours of accrued sick leave. Newly 
appointed members of the bargaining unit shall have eighteen months from the date of hire to 
accrue this forty (40) hour limit. Any employee without such accumulation shall be required to 
submit a signed medical practitioner's statement in order to receive sick leave payment. 
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SUB ARTICLE 19 C 
LEA VE WITHOUT PAY 

With the approval of the Chief Human Resources Officer or designee, an eligible bargaining unit 
member may be granted leave without pay in the categories specified below. Where applicable, 
such leave shall run concurrently with FMLA leave until FMLA leave has been exhausted. Leave 
requests for leave without pay shall be submitted on a form provided by the University a minimum 
of one ( I ) month prior to the requested effective date of leave, or at the earliest feasible time. 
Serious consideration will be given to all requests. A bargaining unit member's seniority will 
continue to accrue while on all leaves in Sub Article 19 C and Sub Article 19 D. 

A. 

B. 

c. 

D. 

Personal: A bargaining unit member may request leave without pay for personal reasons 
for any period up to six (6) months. 

Educational: A bargaining unit member who wishes to pursue formal education, training, 
or specialized experience which is related to their position in the YSU Police Department 
may be granted leave without pay for a period of up to two (2) years when the University 
concurs that the proposed leave activities will benefit the University as well as the 
employee. An employee on leave of this type may be returned to active pay status earlier 
than originally scheduled if the return is mutually acceptable to the University and the 
employee. The University may cancel the leave and direct the employee to return to active 
pay status if it is learned that the leave is not being used for the purpose for which it was 
granted: in this case the employee will be so notified in writing. A bargaining unit member 
taking educational leave without pay may maintain their insurance coverage by paying the 
b'foup rate to the University. 

Employee Medical: A bargaining unit member whose absence due to a serious illness or 
injury exceeds their accrued sick leave and they are not eligible to receive FMLA leave 
may be granted employee medical leave without pay for up to twelve (12) weeks less any 
accrued sick, vacation or personal leave used, unless otherwise required by law. The 
University may require medical certification and/or a second or third opinion to support a 
leave of this type. When a bargaining unit member uses employee medical leave without 
pay to receive inpatient or outpatient treatment from a medical provider, or to visit a doctor, 
dentist or other medical provider, they shall provide to the Chief Human Resources Officer, 
or their designee, written verification of the visit in order for the employee medical leave 
without pay to be approved. Whenever possible, the bargaining unit member will inform 
the department head one ( I ) week in advance of such scheduled visits. If the University 
receives within the period of either FMLA leave or employee medical leave without pay 
medical evidence from its physician and/or the bargaining unit member's physician which 
indicates that the bargaining unit member is expected to be able to substantially and 
materially perform their duties by a specified date that is no later than one ( 1) year from 
the last day on the job, a request for an extension of medical leave without pay will be 
considered. A bargaining unit member taking employee medical leave without pay may 
maintain their insurance coverage by paying the group rate to the University. 

Worker's Compensation: A bargaining unit member who suffers a work-related injury 
or occupational illness covered by workers• compensation that requires absence from work 
must use paid sick leave until the employee receives temporary total or permanent total 
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disability workers' compensation benefits. In accordance with University policy, an 
eligible bargaining unit member who receives temporary or permanent total disability 
compensation benefits from the Bureau of Worker's Compensation instead of using sick 
leave will be considered to be on a medical leave without pay as specified in Section 19 C. 
Employee Medical. Bargaining unit members governed by this section shall receive all of 
the fringe benefits granted to those not on leave, provided that any non-self-insured 
coverage obtained from an outside carrier for which the university and/or the employee 
pay premiums to that outside carrier permits coverage for persons who are not in active 
pay status. A bargaining unit member while on leave without pay for a Worker's 
Compensation claim may request a payout for all or a portion of their accumulated 
compensatory time. Requests for payout of compensatory time will be approved. A 
bargaining unit member who receives sick leave benefits during the period preceding the 
receipt of temporary or permanent total disability benefits must reimburse the University 
for any paid time off that also is covered by temporary or permanent total disability 
benefits. 

SUB ARTICLE 19 D 
l\1ATERNITY, PARENTAL AND CHILD CARE LEAVE 

Maternity Leave: With the approval of the Chief Human Resources Officer, an eligible bargaining 
unit member may be granted leave with pay for maternity leave. Maternity Leave will run 
concurrently with FMLA. Leave requests for Maternity Leave shall be submitted on a form 
provided by the University a minimum of one (I) month prior to the requested effective date of 
Maternity Leave, or at the earliest feasible time, and accompanied by a certificate/note from the 
attending physician. Serious consideration will be given to all requests. A bargaining unit 
member's seniority shall continue to accrue during Maternity Leave. 

Maternity Leave will consist ofa period of paid leave for up to six (6) workweeks or two hundred 
forty (240) hours following the birth or adoption of a child. This paid leave program is available 
to birth mothers for recovery from childbirth and to care for and bond with a newborn child. 
Maternity Leave is to be used in one (I) consecutive block and not intermittently. 

Parental Leave: With the approval of the Chief Human Resources Officer, an eligible bargaining 
unit member may be granted leave with pay for parental leave. This benefit runs concurrently with 
FMLA, and consecutively after Maternity Leave. Leave requests for leave with pay shall be 
submitted on a form provided by the University a minimum of one (I) month prior to the requested 
effective date of Parental Leave, or at the earliest feasible time, and accompanied by a 
certificate/note from the attending physician. Serious consideration will be given to all requests. 
A bargaining unit member's seniority shall continue to accrue during Parental Leave. 

Parental Leave will consist ofa period of paid leave for up to three (3) workweeks or one hundred 
twenty ( 120) hours of paid leave for a biological father, or adoptive parent to care for and bond 
with a newborn or newly adopted child. Parental Leave is to be used in one (I) consecutive block 
and not intermittently. 

Adoption Expense Payment: Adoption Expense Payment means the payment of two thousand 
dollars ($2,000.00) in taxable income (i.e., subject to regular payroll deductions) for adoption 
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expenses. Such payment may be requested upon approval of the adoption. I fan employee elects 
to receive the Adoption Expense Payment they will not receive Maternity and Parental Leave. 

Child Care Leave: 

I. Biological Mother - Once a bargaining unit member is certified by her physician to be 
medically capable of performing her regular duties, she will J,e entitled to leave without 
pay for a period not to exceed six (6) months for the purpose of child care. Child Care 
Leave is to be used in one (I) consecutive block and not intermittently. Any Maternity or 
Parental Leave taken will be deducted from the six (6) month time period. Child Care 
Leave will run consecutively after Parental Leave. Additionally, any available FMLA will 
run concurrently with Child Care Leave. 

2. Biological Father - A male bargaining unit member, upon the birth of his child, is entitled 
to leave without pay for a period not to exceed six ( 6) months for the purpose of chi Id care. 
Child Care Leave is to be used in one (I) consecutive block and not intermittently. Any 
Maternity or Parental Leave taken will be deducted from the six (6) month time period. 
Child Care Leave will run consecutively after Parental Leave. Additionally, any available 
FMLA will run concurrently with Child Care Leave. 

3. 

4. 

5. 

Adoptive Parents - A bargaining unit member is entitled, upon the adoption ofa child, to 
leave without pay for a period not to exceed six (6) months for the purpose of child care. 
Child Care Leave is to be used in one (I) consecutive block and not intermittently. Any 
Maternity or Parental Leave taken will be deducted from the six (6) month time period. 
Child Care Leave will run consecutively after Parental Leave. Additionally, any 
available FMLA will run concurrently with Child Care Leave. 

Application for Child Care Leave shall be in writing to the Chief Human Resources Officer 
or their designee not later than thirty (30) days prior to the effective date for such leave, 
and such request shall state the anticipated duration of the leave. In the case of an 
application for Child Care Leave by an adoptive parent, this thirty (30) day requirement 
shall be waived. In the case of child care leave related to pregnancy, the request shall be 
accompanied by a statement from the attending physician giving the expected date of 
delivery. In such cases where the expected delivery changes or complications arise, the 
thirty (30) day requirement will be waived. 

During the period of Child Care Leave, the bargaining unit member will be deemed to be 
relieved temporarily of their duties. 

6. A bargaining unit member taking employee Child Care Leave without pay may maintain 
their insurance coverage by paying the group rate to the University. 

Maternity, Parental and Child Care Leave Procedures: 

). Maternity and Parental Leave shall be used prior to using sick or vacation leave which may 
be used to extend the period of paid leave. Sick or vacation leave will run concurrently 
with any available FMLA, or Child Care Leave. 
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2. 

3. 

4. 

5. 

On)y one Maternity and/or Parental Leave benefit is available per employee, per birth or 
adoption event. The number of children born or adopted during the same event does not 
increase the len1,ith of the paid leave, i.e., multiple births. 

This paid leave benefit is based upon I 00% FTE and is prorated in accordance with the 
employee's percentage ofFTE status. 

This policy applies only to employees who have completed at least one ( 1) year of service 
prior to the date that Maternity or Parental Leave is to commence. Employees who attain 
one ( 1) year of service while on leave for the purpose of a birth or adoption of a child will 
be eligible for a pro-rated portion of the Maternity and/or Parental Leave. 

Employees on Maternity or Parental Leave continue to receive all employer-paid benefits 
and continue to accrue all other forms of paid leave. However, employees on Maternity or 
Parental Leave are ineligible to receive overtime pay, nor may these paid leaves be used in 
calculating overtime pay. 

6. Employees on Maternity or Parental Leave are ineligible to receive holiday pay. A holiday 
occurring during the leave period shall be counted as one day of Maternity or Parental 
Leave and be paid as such. 

SUB ARTICLE 19 E 
OTHER LEAVES 

19 E.1: Training Leave: A bargaining unit member who is directed by the University to engage 
in specified training or education as a condition of continued employment shall be maintained in 
a regular pay status for the period of such actual training. 

19 E.2: Legal Leave: Bargaining unit members shall be granted court or jury duty with pay 
when subpoenaed for any court or jury duty by the United States, State of Ohio, or a political 
subdivision including hearings held by Worker's Compensation, Unemployment Compensation 
and the State Personnel Board of Review, unless such duty is performed outside of the bargaining 
unit member's normal working hours. Evidence in the form of subpoena or other written 
notification shall be presented to the bargaining unit member's immediate supervisor as far in 
advance as possible. Bargaining unit members may retain any money received as compensation 
or expense reimbursement for jury duty or court attendance compelled by subpoena. However, no 
bargaining unit member will be paid when appearing in court for criminal or civil cases when the 
case is being heard in connection with the bargaining unit member's personal matters, such as 
traffic court, divorce proceedings, custody appearance(s) as directed with a juvenile, etc. These 
absences shall be leave without pay or vacation. 

19 E.3: Military Leave: Eligible bargaining unit members shall be entitled to receive military 
leave under the federal and Ohio Uniformed Services Employment and Re-employment Rights 
Act (USERRA) to fulfill short-term (i.e., 31 consecutive calendar days or less) and extended (i.e., 
more than 31 consecutive calendar days) duty obligations and to obtain reinstatement after 
completing such service obligations. 
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19 E.4: FMLA Leave: FMLA leave shall run concurrently with any paid leave of absence 
available to a bargaining unit member for care and treatment of such serious health condition 
unless otherwise specified by this Article. Eligible bargaining unit members shall be entitled to 
receive leave under the Family and Medical Leave Act (FMLA) to receive care for: (a) birth ofa 
child and to care for the newborn child; (b) placement with the bargaining unit of a child for 
adoption or foster care; (c) a bargaining unit member's own serious health condition (including 
pregnancy) or to care for the bargaining unit member's child, spouse, or parent with a serious 
health condition; (d) qualifying exigency arising out of the fact that the bargaining unit member's 
spouse, child, or parent is a covered military member on active duty, or has been called to active 
duty, in support of a contingency operation; ( e) or care for a covered service member with a serious 
injury or illness if the bargaining unit member is the spouse, child, parent, or next of kin of the 
service member. Sick, vacation and personal leave must be exhausted before taking an unpaid 
FMLA leave. The University shall administer FMLA leave in accordance with law. 

SUB ARTICLE 19 F 
PERSONAL LEA VE 

19 F.I 

A. Each fiscal year bargaining unit members may convert up to four ( 4) days of accrued but 
unused sick leave per fiscal year to personal leave. Personal leave may be used at the 
employee's discretion, subject to the University's operational needs. Personal leave must 
be taken in a minimum increment of four ( 4) hours. The procedures for requesting of short­
notice vacation in Article 18.8 will also be applied to reques~ for use of personal leave. 
Personal leave shall not be scheduled for those days or weeks for which vacation time is 
not permitted. 

B. At the University's discretion, the use of personal time for family emergency, unforeseen 
family obligations, or similar emergency situations may be requested with notice of less 
than seven (7) days and such requests shall not unreasonably be denied. 

SUB ARTICLE 19 G 
DISABILITY SEPARATION AND DISABILITY RETIREMENT 

19 G.I: Disability Separation: The University may require an employee to undergo an 
examination, conducted by a licensed physician or licensed psychologist designated by the 
University, to determine the employee's physical or mental capabilities to continue to perform the 
duties of the position which the employee holds. The University shall pay the cost of such 
examination. lfthe employee's personal physician or psychologist differs from the University's 
designated physician or psychologist, the opinion of the employee's personal or physician or 
psychologist shall be given due professional consideration. If after review of the opinion of the 
employee's personal physician or psychologist, the University has substantial credible medical 
evidence that the employee is incapable of performing the essential job duties of the employee's 
position, the employee may be disability separated in accordance with the provisions of the Ohio 
Revised and Administrative Codes. 

19 G.2: Disability Retirement: A bargaining unit member who is eligible may apply for disability 
retirement in accordance with the provisions of the Ohio Public Employees Retirement System. 
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SUB ARTICLE 19 H 
BEREAVEMENT LEA VE 

Four ( 4) consecutive days of paid bereavement leave will be granted to a bargaining unit member 
at the total rate of pay upon the death of a member of their immediate family as defined in the 
definition section of this Article. Bereavement leave will also be granted in the case ofa stillbirth 
condition. Bereavement leave shall be taken to attend to any immediate post-death matter and/or 
to prepare for or attend a funeral unless otherwise approved for good cause shown. 

If the death is the employee's aunt or uncle the employee is entitled to one (I) day of bereavement 
leave at the total rate of pay. 

The University may grant additional use of sick, personal days or vacation leave or leave without 
pay to extend the bereavement leave. The leave and the extension may be subject to verification. 

SUB ARTICLE 19 I 
INJURED ON DUTY LEA VE 

A. 

B. 

An employee who is injured at work must apply for Workers' Compensation coverage, and 
will exercise Injured-on-Duty (IOD) rights as set forth below. lfan employee is off work 
for eight (8) or more days because of an injury immediately following the incident that 
caused the injury, the employee shall receive IOD leave from the date of injury. The 
employee shall be paid for all days immediately following the date of injury up to ninety 
(90) consecutive days until temporary total disability benefits are received. The 90-day 
calendar timeframe may be extended per the sole discretion of the University upon request 
from the employee. There shall be no loss of benefit provided by the University during the 
leave, except that the employee shall reimburse the University for all IOD leave benefits 
for the same time period covered by the temporary total disability benefits. The University 
will notify the Union of the placement of any bargaining unit member on IOD leave. An 
employee who is eligible to receive IOD leave under this Sub-Article shall be entitled to 
use IOD leave following the time period covered by temporary total disability benefits for 
ongoing medical care related to the injury covered by IOD leave. 

To be eligible for IOD benefits, the employee, when injured, must: 

a. Submit a signed incident report detailing the nature of the injury. the date of occurrence, 
the identity of all witnesses and persons involved, the facts surrounding the injury, and 
any other information supporting granting of IOD leave; 

b. Suffer an injury allowed by the Ohio Bureau of Workers' Compensation; 

c. Furnish the University with a signed medical authorization for the claimed injury for the 
release of medical records; 

d. Suffer lost time from employment for a period of eight (8) or more consecutive days 
immediately following the injury and be eligible to receive temporary total disability 
benefits from the Ohio Bureau of Workers' Compensation; 
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C. 

D. 

E. 

F. 

G. 

e. Assist the University in obtaining medical certification from the employee's physician 
of record specifying the extent of injury, the recommended treatment, the employee's 
inability to return to work because of the injury, and an estimated date of return; and 

f Have an injury that is a direct result of: 

• an automobile accident occurring during the course of duties; 
• a fight, effecting an arrest or controlling a domestic violence situation, or during a 

SWAT team call-out for any critical incident; 
• the use of a firearm, knife, chemical agent, impact weapon, or other dangerous 

weapon; 
• an injury which is the result of being struck by a vehicle while directing traffic or 

investigating a traffic violation or traffic accident; 
• an injury which occurs during high-risk training; 
• an injury that occurs during a pursuit while on a Police Bicycle; or 
• any other injury determined by the University to be the result of hazardous-force 

circumstances. 

The University reserves the right to review the employee's status every thirty (30) days 
and require the employee to have an independent medical examination by a physician 
selected and paid for by the University at any time during the leave. 

Leave may be paid at the employee's current hourly rate at the time of injury for a period 
not to exceed ninety (90) consecutive calendar days immediately following the date of 
injury. 

If, for any reason, the employee's Workers' Compensation claim is denied or disallowed, 
or the employee's Workers' Compensation claim is approved but temporary total disability 
benefits are denied, said leave shall cease, and the employee will be required to reimburse 
the University for any amounts paid through this Article. The termination ofleave benefits 
shall take effect immediately upon the issuance of any adverse workers' compensation 
decision and shall not be reinstated unless that decision is overturn on appeal. 
Reimbursement may be through a voluntary surrender of an employee's accrued but 
unused personal, sick or vacation time. Human Resources on a case-by-case basis will 
determine the rate and method of reimbursement. 

If the employee is unable to return to work or unwilling to return to work, the University 
will begin proceedings for an Involuntary Disability Separation pursuant to Articles 23.2 
or 19.G.I ofthis Agreement. 

Subsection (A) shall not preclude any other remedies the employee may have through 
Workers' Compensation laws or against a third party directly. However, an employee shall 
not be eligible to collect simultaneously the temporary total disability benefits under 
Workers' Compensation and the benefits defined under this Section, and the employee 
shall assign to the University that portion of their cause of action against any third party or 
parties responsible for the disability in the amount of the payments made by the University 
pursuant to this Section. 
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SUB ARTICLE 19 J 
LEA VE DONATION PROGAM 

Bargaining unit members may donate sick leave to a fellow bargaining unit member who is 
otherwise eligible to accrue and use sick leave and is employed by the Youngstown State 
University Police Department. The intent of the Leave Donation Program is to allow employees, 
on a voluntarily basis, to provide assistance to their co-workers who are in need of leave due to an 
illness, injury or other condition covered by the Family Medical Leave Act. 

A. A bargaining unit member may receive donated sick leave, up to the number of hours the 
bargaining unit member is scheduled to work each pay period, if the bargaining unit 
member who is to receive donated leave meets the following criteria: 

I. 

2. 

3. 

Has a serious illness, injury, or other condition covered by the Family Medical 
Leave Act (a "serious illness, injury, or other condition" means an absence of three 
(3) consecutive days or more) and documented by Family Medical Leave Act 
paperwork; 

Has no accrued time (compensatory, personal, vacation, and sick); 

Has successfully completed their probationary period; 

4. Has made the request for Leave Donation prior to their return from sick leave. 

If the University does not approve the request, the specific factors for denial shall be indicated to 
the requesting employee. If approved, the University will then post a notice to the bargaining unit 
members, with a copy to the Ohio Labor Council Representative that a request for donation has 
been requested and approved. 

B. Bargaining unit members may donate leave if the bargaining unit member donating meets 
the following criteria: 

C. 

I. Voluntarily elects to donate leave and does so with the understanding that donated 
leave will be returned if not used; 

2. Donates a minimum of eight (8) hours; and 

3. Retains at least one hundred twenty (120) hours of sick time. 

Bargaining unit employees who wish to donate sick leave shall certify: 

I. The name of the bargaining unit employee for whom the donated leave is intended; 
and 

2. The number of hours to be donated; and 

3. That the bargaining unit member will have a minimum sick leave balance of at least 
one hundred twenty ( 120) hours; and 
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D. 

E. 

F. 

4. That the leave is donated voluntarily and the bargaining unit member understands 
that the donated leave will be returned if not used. 

The Leave Donation Program shall be administered by the University. Bargaining unit 
members using donated leave shall be considered on active pay status but shall not accrue 
sick or vacation leave while using donated leave. Donated leave shall be considered sick 
leave, but shall not be converted into a cash benefit. In order to ensure that the bargaining 
unit member receives pay for the appropriate pay period, the bargaining unit member or 
their Union representative must notify the University of the qualifying absence prior to the 
deadline for submission of payroll for the applicable pay period. 

Bargaining unit members requesting leave donation shall estimate how much leave will be 
needed. In response, bargaining unit members donating leave shall coordinate how much 
leave they intend to donate. Subject to the minimum donation requirement stated in 
Subsection (B) (2) above, the aggregate amount of donated leave shall not exceed the 
amount needed. 

To the extent it is possible, an equal amount of leave donated shall be taken from each 
bargaining unit member who has donated leave. In the event the bargaining unit member 
requesting leave does not use the estimated amount ofleave needed, the remaining donated 
leave will be returned to the bargaining unit members who donated the leave. 

G. No bargaining unit members shall be compelled to donate leave. 

H. The Chief Human Resources Officer may, with the signed permission of the bargaining 
unit member who is in need of leave, inform bargaining unit members of the co-worker's 
critical need for leave. This notice shall not include the specific medical condition for 
which the bargaining unit member needs the donation. The University shall not directly 
solicit leave donations from bargaining unit members. 

ARTICLE 20 
EMPLOYEE DISCIPLINE AND EMPLOYEE RIGHTS 

20.1: A member of the bargaining unit may be disciplined, demoted; suspended, or removed for 
just cause, which shall include but not be limited to incompetency, inefficiency, unsatisfactory 
performance, dishonesty, drunkenness, immoral conduct, insubordination, discourteous treatment 
of the public, neglect of duty, violation of any University policy or work rule, excessive 
unwarranted absenteeism, or any other act of misfeasance, malfeasance, or nonfeasance in office, 
or conviction of a felony. 

Article 20 shall not apply to separation from employment due to an inability to return from 
a leave of absence, inability to perform the essential duties of a position, or loss of licensure or 
other certification required to perform a position. 

20.2: Corrective action is normally progressive in nature; that is, repetitions of causes for 
disciplinary action should lead to progressive responses of reprimand, suspension, and removal. 
It is expected that most cases will be disposed ofby an informal verbal warning and/or attendance 
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counseling without fonnal disciplinary action; such verbal warning or counseling may be 
documented, but shall not be recorded in the employee's official personnel file unless connected 
to subsequent progressive discipline. The supervisor will follow-up with an email to the employee 
documenting that a verbal warning was issued. Prior to the issuance of a written reprimand, a 
meeting will be held between the employee and the employee's supervisor, which may include a 
University and Union representative. However, the seriousness of certain offenses justifies severe 
initial disciplinary action, including removal. Disciplinary actions shall be reduced in writing 
within a reasonable period of time, with copies provided to the employee and to the employee's 
official personnel file. 

20.3: An employee who is suspended, reduced or removed shall receive written notification from 
the Chief Human Resources Officer or their desib'tlee stating the reason for the disciplinary action. 
Prior to the issuance of any suspension ( except situations pending drug testing results as described 
in Section 20.4), reduction, or removal, the Chief Human Resources Officer or their designee will 
schedule a pre-disciplinary hearing to discuss the reasons for the proposed disciplinary action, and 
to give the employee an opportunity to offer an explanation of the alleged misconduct. The process 
of the pre-disciplinary hearing and notification of discipline, if any, will be completed within sixty 
(60) days from the day the employee is served the notice of hearing. This sixty (60) day period 
may be waived mutually by the University and the employee. 

The employee may present testimony, witnesses, and/or documents on their behalf. The 
employee shall provide a list of witnesses and the name and occupation of their representative to 
the Chief Human Resources Officer or their designee as far in advance as possible, but no later 
than forty-eight (48) hours prior to the pre-disciplinary hearing. It is the employee's responsibility 
to notify their witnesses of the scheduled hearing. The employee and/or their representative will 
be pennitted to ask questions of and cross-examine any witnesses. The employee shall have the 
choice of whether they wish to appear at the hearing and present oral and/or written statements, 
whether or not they wish to have a Union representative present and/or whether or not to have the 
Union representative present oral or written statements. Further, the employee may choose to 
waive in writing their right to have such a pre-disciplinary hearing. After the pre-disciplinary 
hearing, the Chief Human Resources Officer, or their desib'llee, shall deliver to a suspended, 
reduced, or removed bargaining unit member written notification stating the reasons for the 
suspension, reduction or removal. The parties agree that orders of suspension, reduction or 
removal shall be treated as confidential personnel matters between the University and the 
employee unless the employee wishes to consult the Union in the matter, in which case it shall be 
the sole responsibility of the employee involved to communicate with the Union. 

20.4: Drug and Alcohol Testing Program: 

A. The University and the F.O.P. have a mutual interest in promoting the treatment and 
rehabilitation of employees involved in the improper use of drugs or the abuse of alcohol. 
A drug and alcohol testing program serves to promote the parties' interest in a drug-free 
workplace. All bargaining unit members must abide by University Policy 3356-7-20, 
Drug-Free Environment. 

B. A member of the bargaining unit may be required to submit to a test to detennine the 
improper use of drugs or to determine that the employee is under the influence of alcohol 
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C. 

D. 

E. 

F. 

G. 

H. 

while on duty. The test will be conducted by a medical facility or drug/alcohol testing site, 
or will be conducted on campus. 

Requiring an employee to submit to such a test must be based on a reasonable suspicion 
that the employee has been using any drug, narcotic or alcohol and that this use may present 
a risk to their safety or that of fellow employees or the public. Reasonable suspicion 
standards and testing procedures shall be based on University Policy 3356-7-20, effected 
December l, 2016. The University also has the right to randomly test bargaining unit 
employees. Drug and alcohol screening/testing shall be conducted for administrative 
purposes and the results shall not be used in any criminal proceedings. 

A supervisor who orders a drug test when there is a reasonable suspicion of the use of any 
drug, narcotic or alcohol shall forward a report containing the facts and circumstances 
directly to the Chief of the YSU Police. The employee shall be verbally advised of the 
reasonable suspicion at the time of the test and receive a written statement of the same 
reasonable suspicion within twenty-four (24) hours of the test. 

Test results reporting a presence of alcohol, illegal drugs, or narcotics, or the use of 
prescription drugs without a prescription, or the abuse of any over-the-counter drugs will 
be submitted to the Chief of the YSU Police for further action. Abuse of prescribed 
medication shall be treated the same as non-prescribed use. 

All drug testing shall be conducted by laboratories certified by the State of Ohio or the 
federal government. All alcohol breath tests shall be administered by a trained breath 
alcohol technician. The procedure utilized by the drug testing lab shall include a chain of 
custody and control and split sample collection and testing. 

All specimens identified as positive on the initial drug test (screen) shall be confinned 
through the use of the gas chromatography/mass spectrometry method of detection, or any 
other method that is professionally recognized as being as or more accurate than the gas 
chromatography/mass spectrometry method of detection. In the event the initial and 
confinnatory test results are positive, the employee is entitled to have the split sample 
tested in the same manner prescribed above at the employee's expense. This test will be 
given the same evidentiary value as the two (2) previous tests. If at any point the results of 
the drug or alcohol testing procedures conducted by the University are negative, all further 
testing and administrative actions related to drug/alcohol testing shall be discontinued. 

An employee who is required to submit to a reasonable suspicion drug or alcohol test will 
be suspended pending receipt of the test results or may be assigned duties that will not pose 
a threat to the employee or any other person until the results of the test are known. If the 
test results indicate that they were not under the influence of alcohol or improper use of 
drugs, the employee shall be paid for the time they were suspended, and no record of the 
suspension will be maintained in the employee's personnel file. However, if an incident 
(e.g., car accident) is linked to the reasonable suspicion resulting in the testing, a record of 
the incident shall be placed in the employee's personnel file. An employee who has a 
confirmed, positive drug or alcohol test (reasonable suspicion, random or follow-up) will 
be subject to disciplinary action. If the employee agrees to enter and successfully complete 
a rehabilitation program, the disciplinary action will not exceed thirty (30) calendar days 
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for the first offense. Thereafter, for a period of two (2) years, the employee will be subject 
to periodic follow-up drug testing as well as the reasonable suspicion and random testing 
defined above. 

I. The random testing pool shall be made up of bargaining unit employees. Random testing 
may be conducted up to four ( 4) times in a calendar year and may include up to 30% of the 
pool. 

20.S: If a bargaining unit member is to be questioned orally concerning possible disciplinary 
action by the Chief of the YSU Police or another University administrator, the employee shall be 
advised in advance of the general nature and reason for the questioning and that they have the right 
to be accompanied by a representative(s) of their choice, who may be an F.O.P. representative. 
The F.O.P. representative has the right to assist and counsel the employee during the meeting but 
may not interfere with the orderly process of the that meeting. Such meetings will be scheduled 
immediately before or after the employee's work shift, or during the employee's work shift, to the 
extent such scheduling is feasible. The employee will be in active pay status during such meetings. 

20.6: A bargaining unit member who is involved in a departmental investigation may be required 
to submit to a polygraph examination. Relevant questions asked in a polyb'Taph must be narrow 
and specific in scope dealing only with the matter being investigated. When a bargaining unit 
member is required to submit to a polygraph, the information developed from the results may only 
be used for administrative purposes and shall not be used for any subsequent criminal proceedings. 
A bargaining unit member may not refuse to submit to a polygraph examination under the 
circumstances listed above. If the request for the polygraph results from an accusation made by 
another bargaining unit member(s), the bargaining unit member required to take the polygraph 
may request that their accuser(s) also submit to a polygraph examination. Such requests will be 
granted. Polygraph examinations may not be given by employees of the YSU Police Department, 
the Vice President for Legal Affairs and Human Resources or any members of the Human 
Resources Department. 

Employees under non-criminal investigation or use of force investigations shall be informed of the 
nature of that investigation and provided a copy of the written complaint, if one exists, within 
seven (7) calendar days of when the complaint is received or the determination that an investigation 
will be necessary, whichever event is later. Where known, employees shall be informed of all 
details of the investigation which are necessary to reasonably apprise the employee of the factual 
background of the complaint. Should the investigation include the review of video or audio 
recordings, the employee and his representative will be allowed to review the recordings that the 
Employer has obtained or is aware of after obtaining a formal written statement or report from the 
Employee. If during the course of the investigation additional recordings are acquired, they will 
be provided to the employee and such statement may be amended following the review of the 
recordings. 

If the Employer questions an employee during a criminal investigation of one of its employees, it 
shall advise the employee of the criminal nature ofthe investigation and whether the employee is 
a suspect or a witness before interviewing the employee. 

20.7: Suspensions and removals of non-probationary employees shall be subject to the 
provisions of Article 6 ("Grievance Procedure"). If a suspension, reduction, or removal is 
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subsequently grieved, the Step 3 hearing will be optional; however, a Step 3 disposition will be 
issued in a timely manner. All written reprimands shall be subject to the Grievance Procedure in 
Article 6, but may not be advanced beyond Step 3. 

20,8: If agreeable to the University, a member of the bargaining unit who is suspended shall have 
the option of serving the suspension or having the hours of suspension deducted from their 
accumulated total of vacation or compensatory hours. The University also has the option of having 
a bargaining unit member's hours of suspension deducted from the member's accumulated 
vacation and/or compensatory hours in lieu of the actual suspension. 

20.10: The refusal of a bargaining unit member to answer questions in connection with a matter 
involving employee discipline shall not be cause for disciplinary action against the bargaining unit 
member unless they have been so advised of the fact. · 

ARTICLE21 
UNIFORMS AND EQUIPMENT 

21.1: Each member of the bargaining unit, who at the direction of the University goes armed on 
duty, shall be issued a standard semiautomatic duty weapon and ammunition at no cost to the 
bargaining unit member. Any other weapon an officer wishes to carry during a non-uniformed 
duty assignment must first be approved by the Chief of Police. The approved weapon will only 
be carried providing the officer has qualified with the weapon. 

21.2: Each member of the bargaining unit who at the direction of the University wears a uniform 
while performing their duties shall receive an initial uniform allowance of seven hundred fifty 
dollars ($750) at the time they are appointed or are directed by the University to wear a uniform 
while on duty. If an employee resigns or is separated from the University less than one year 
following their initial appointment, they shall reimburse the University on a prorated basis for the 
cash value of the initial uniform allowance. With the exception of University Dispatchers, each 
member of the bargaining unit who serves longer than one year and who is in work status (actively 
employed, on approved paid leave, or unpaid FMLA) more than fifty percent (50%) of the 
preceding fiscal year shall receive: 

(I) an annual uniform and maintenance allowance of one thousand two hundred dollars ($1,300) 
which will be paid at the end of the first full pay period in the month of July 2021; 

2) an annual uniform and maintenance allowance of one thousand two hundred fifty dollars 
($1,300) which will be paid at the end of the first full pay period in the month of July 2022; and 

3) an annual uniform and maintenance allowance of one thousand three hundred dollars ($1,300) 
which will be paid at the end of the first full pay period in the month of July 2023. 

University Dispatchers will be paid an annual uniform and maintenance allowance in the manner 
described in the foregoing sentence but will receive eight hundred dollars ($800) annually. 

If a bargaining unit member is on a leave of absence (paid or unpaid) at the time the annual uniform 
and maintenance allowances are paid out, the bargaining unit member will receive a pro-rated 
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unifonn and maintenance allowance based on their work status (actively employed, on approved 
paid leave, or unpaid FMLA) upon their return to work. 

21.3: If the University changes the required unifonn during the term of this Agreement, each 
member of the bargaining unit who is required to purchase the new uniform shall receive an 
additional initial unifonn allowance of five hundred dollars ($500). 

21.4: Uniform patches shall be worn on both sleeves of the members' shirts, sweaters, jackets 
and coats. 

21.5: Each member of the bargaining unit who at the direction of the University wears a unifonn 
while perfonning their duties shall confonn to all reasonable grooming and appearance standards 
established by the University. 

21.6: Members of the bargaining unit are required to wear a bullet-proof vest that meets 
specifications established by the YSU Police Department. The University will purchase the vest. 
When currently provided vests are replaced, bargaining unit members may choose a vest other 
than the one specified by the YSU Police Department as long as it meets the specifications 
established by the department. The Chief of the YSU Police Department will be responsible for 
determining if alternate vests meet departmental specifications. The University will pay for the 
actual cost of an approved alternate vest up to the cost of the vest specified by the YSU Police 
Department. Any amount above the cost of the departmental vest will be paid by the bargaining 
unit member. 

ARTICLE22 
LAYOFF AND RECALL 

22.1: Whenever the University determines a reduction in the work force is necessary, the 
University shall detennine the classification or classifications in which the layoff or layoffs will 
occur and the numbers of employees to be laid off within each classification. 

22.2: Layoffs shall be based upon date of appointment in the classification beginning with the 
employees with the most recent date of full-time appointment in the classification in which the 
layoffs are occurring. Each employee's official personnel file in the office of Human Resources 
shall be the sole basis for determining their appointment dates. 

22.3: If a bargaining unit member is to be laid off and the bargaining unit member previously 
served in a lower classification, the bargaining unit member may displace a fellow bargaining unit 
member in the lower classification if they have more bargaining unit seniority than the bargaining 
unit member to be displaced. 

22.4: On the next pay day following an employee's effective date of layoff, they can be paid 
regular and overtime pay due, compensatory time due and accrued and unused vacation time. 

22.5: The office of Human Resources shall notify each employee of their layoff and, if available, 
displacement rights, 14 days prior to the effective date of their layoff. 
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22.6: The office of Human Resources will prepare and have available for inspection a list oflaid­
off employees who are available for recall in each classification involving layoffs. The list will be 
arranged in descending order with the laid-off employee with the earliest date of full-time 
appointment beginning the list. Employees will be recalled in a descending order from the list 
beginning with the employee with the earliest date of full-time appointment. The list for each laid­
off classification shall be active for 12 months. 

22. 7: The University will not hire new employees to perfonn bargaining unit duties while one or 
more employees who performed their duties previously are in active layoff status. 

ARTICLE23 
SEPARATION 

23.1: Resignations: Employees who resign shall sign and submit a resignation letter to the Chief 
Human Resources Officer or their designee at least two (2) weeks prior to the effective date of 
resignation. Employees will make a reasonable effort to provide the University an earlier notice of 
intent to resign whenever possible. A resignation letter, once submitted by the employee and 
accepted by the University, shall be irrevocable except by mutual agreement between the 
University and the employee. 

23.2: Disability Separation: If, in the judgment of the employee's physician, or a physician 
designated by the University, a non-probationary employee is physically or mentally incapable of 
performing all the duties of their position, and they have exhausted all paid leave and all Family 
and Medical leave, the University shall consider reasonable accommodations and knowledge, skill, 
and abilities which may transfer to a vacant position first in the bargaining unit, or outside of the 
bargaining unit, and the applicable rules for application for disability under OPERS. Employees 
may be placed on a disability separation leave. 

23.3: An employee on disability separation shall retain for (24) months the right to reinstatement 
to employment at the University in the classification they held at the time of separation, providing 
they are able to perform the duties of the position. If the individual is able to return to work and 
the University no longer has a position in the classification in which the individual served at the 
time of their separation, the University will reinstate the individual in a similar position, if one is 
available, in a classification for which the individual meets the established qualifications, and 
provided such reinstatement does not conflict with the provisions of any collective bargaining 
agreement entered into by the University. 

23.4: Requests for reinstatement following disability separation shall be submitted in writing to 
the office of Human Resources no later than (24) months from the effective date of the disability 
separation. The University will arrange for its designated physician to examine the employee to 
detennine if the employee is medically capable of perfonning all the duties of the employee's 
position. The cost of the examination shall be paid by the University. The University will consider 
any medical information provided by the employee's physician, provided the employee has taken 
any action required to release or provide such information. 

23.5: A bargaining unit member who severs employment with the University for any reason shall 
be paid in full for all unused vacation time and compensatory time at the current hourly rate of 

46 



pay. The current hourly rate of pay shall include the educational increment (Article 4.5) but shall 
not include any shift differential. 

23.6: In the event a Sergeant requests to be returned to the rank of Police Officer 2, such a request 
shall be granted by the University. Within 30 days of the request, the Sergeant shall be adjusted 
in pay and classification to a Police Officer 2. The member shall not lose any classification 
seniority for such voluntary reduction in rank. In other words, all of the time the employee spent 
as a full-time Sergeant before making the request to return to the Police Officer 2 classification 
will count toward their classification seniority as a Police Officer 2. 

In the event the request is made during an ongoing shift cycle, the Sergeant shall not bid or bump 
any member until the next regularly scheduled shift bid rotation, then at such time the member 
shall bid as a Police Officer 2 with the appropriate classification seniority. Such mid-bid cycle 
procedure may be modified by the University to accommodate the reduction in rank and need for 
supervision and shift equalization (the University may allow the reduced member to move shifts 
prior to shift bidding). 

ARTICLE24 
RETIREMENT 

24.1: A bargaining unit member who retires shall be entitled for an unlimited period of time, on 
the same basis as bargaining unit members, to use of the library, Bookstore discount, tickets for 
University functions, use of Beeghly Center and other recreational facilities. Retired bargaining 
unit members will be eligible to purchase a parking pennit annually for the annual parking fee 
established by the University. Retirees, their spouses and dependent children until they reach the 
end of the academic year of age twenty-five (25) shall be eligible for remission of all 
instructional fees. (See Article 30). Effective Fall Semester 2022, retirees, employees, spouses 
and dependent children shall pay for twenty percent (20%) of the cost of online instruction 
provided by the University and offered in partnership with Academic Partnerships or any 
successor. 

24.2: If a member of the bargaining unit dies, their unremarried spouse and dependent children 
until they reach the end of the academic year of age twenty-five (25) shall remain entitled to the 
benefits specified in Section 24.2 above. 

24.3: Sick Leave Conversion: A bargaining unit member who retires with ten (10) or more 
years of full-time University service is entitled to conversion to cash payment of part of their 
accrued but unused sick leave. 

The cash payment of accrued but unused sick leave shall be twenty-five percent (25%) of accrued 
but unused sick leave of the first nine hundred sixty (960) hours, for a maximum payment of two 
hundred forty (240) hours. 

All accrued sick leave shall be eliminated from an employee's record upon sick leave conversion. 
Such payment shall be made only once to an individual. Sick leave conversion does not apply to 
separation or tennination other than retirement. "Retirement" as used in this section refers to 
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retirement under the provisions of one (I) of the Ohio public retirement systems at the time of 
separation and requested sick leave conversion. 

24.4: The University shall allow officers who retire to purchase the issued service weapon for 
$ 1.00 upon retirement. "Retirement" as used in this section refers to retirement under the 
provisions ofone (I) of the Ohio public retirement systems at the time of separation. 

24,5: The University shall provide all retired officers with a retirement identification card and 
badge. Retired officers shall be entitled to obtain weapons qualification to comply with retired 
officer concealed carry legislation. 

ARTICLE25 
MISCELLANEOUS 

25.1: Bargaining unit members performing assigned and authorized University duties off­
campus shall be reimbursed for travel in their privately-owned vehicles at the rate established by 
the Board of Trustees. 

25.2: Members of the bargaining unit shall receive a discount of twenty percent (20%) on all 
purchases in excess of five dollars ($5.00) made on items sold by the University Bookstore. This 
discount shall be available only for goods purchased by the employee for their personal use or for 
the personal use of their immediate families. Abuse of this privilege shall be grounds for 
suspension of the individual employee's privilege. Members of the bargaining unit shall be entitled 
to a fifty percent (50%) discount on University Theater and Athletic tickets, for the use of the 
bargaining unit member or their immediate families. 

25.3: Members of the bargaining unit who obtain parking permits will have regular access to 
University parking lots, with the exception of the visitor's lots and specifically designated spaces. 
The parties a1,,ree to meet and confer over any requests made by the University for additional spaces 
and lots needed for visitors or special events. 

25.4: Members of the bargaining unit who serve on any authorized University committee and 
must attend meetings of the committee outside their normal working hours will receive one and 
one-half times the actual hours of attendance added to their compensatory time balance. 

25.5: Honor Guard: Honor Guard will be considered as bargaining unit members who wear the 
recognized Honor Guard uniform approved by the chief. If the Chief of the YSU Police 
Department authorizes the use of the department honor guard at any function, the officer will be 
compensated with a minimum of four (4) hours of compensatory time or time and one half 
whichever is greater. 

25,6: Andrews Student Recreation and Wellness Center: Members of the bargaining unit 
shall have access to the Andrews Recreation and Wellness Center during normal operating hours. 
In addition, dependent children aged 18 or older and spouses of bargaining unit members shall 
have access to the Andrews Recreation and Wellness Center during non-peak hours as indicated 
by the Director of the Wellness Center and based on utilization data for an annual fee of one 
hundred dollars ($100) per person or two hundred dollars ($200) per family. At the beginning of 
each semester, non-peak hours shall be defined and that information distributed to all employees. 
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ARTICLE 26 
SEVERABILITY 

26.1: The parties intend that this Agreement shall in all respects be construed and applied in a 
manner not inconsistent with applicable statutes and court decisions and regulations properly 
enacted thereunder. In the event any provision of this Agreement shall be determined by 
appropriate authority to be contrary to any statute or regulation, such provision alone shall become 
thenceforth invalid and of no effect, but the remainder of this Agreement shall not thereby be 
deemed illegal or unenforceable. The parties agree to meet promptly to discuss any decision which 
renders any portion of this Agreement null and void. 

26.2: Any provision of this Agreement which is found contrary to law but becomes legal during 
the life of this Agreement, shall take immediate effect upon the enactment of enabling litigation. 

26.3: Nothing in this Agreement shall be construed to prohibit or restrict the right of the 
University or the F.O.P. to take action to comply with the Americans with Disabilities Act. 

ARTICLE 27 
NO STRIKE/NO LOCKOUT 

27,1: The University and the F.O.P. agree that the grievance procedures provided herein are 
adequate to provide a fair and final determination of all grievances arising under this Agreement. 
It is the desire of the University and the F.O.P. to avoid work stoppages and strikes. 

27.2: Neither the F.O.P. nor any member of the bargaining unit, for the duration of this 
Agreement, shall directly or indirectly call, sanction, encourage, finance, participate, or assist in 
any way in any strike, slowdown, walkout, concerted "sick leave" or mass resignation, work 
stoppage or slowdown, or other unlawful interference with the normal operations of the University 
for the duration of this Agreement. The F.O.P. shall not be held liable for the unauthorized activity 
of the employees it represents or its members who are in breach of this Section, provided that the 
F.O.P. meets all of its obligations under this Article. 

27.3: The F.O.P. shall, at all times, cooperate with the University in continuing operations in a 
nonnal manner and shall actively discourage and attempt to prevent any violation of the "no-strike" 
clause. In the event of a violation of the "no-strike" clause, the F.O.P. shall promptly notify all 
employees in a reasonable manner that the strike, work stoppage or slowdown, or other unlawful 
interference with normal operations of the University is in violation of this Agreement, unlawful 
and not sanctioned or approved ofby the F.O.P. The F.O.P. shall advise the employees to return 
to work immediately. 

27.4: A violation of the provisions of Article 27 by a member of the bargaining unit shall be 
grounds for disciplinary action, including removal or separation. 

27.5: The University shall not lock out any bargaining unit members for the duration of this 
Agreement. 
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ARTICLE 28 
CONTRACTING 

The University reserves the right to contract for services. However, the University agrees that it 
will not lay off members of the bargaining unit in the exercise of this right. 

28.1 The University retains the right to contract for services. It is not the intent of the University 
to contract out or subcontract bargaining unit work that will result in the layoff of bargaining unit 
members for reasons other than to create greater efficiencies; achieve cost savings; participate in 
initiatives for shared services arrangements, council of governments, the Inter University Council, 
other public-public or public private partnerships and consortium; to improve operational 
effectiveness, or as otherwise may be described in Article 8. 

28.2 Prior to making a decision to contract or subcontract out work that will result in the layoff 
of bargaining unit members, the Union shall be given, upon request, the opportunity to meet with 
the University and to discuss what options/alternatives may be available to maintain the work in 
the bargaining unit. · 

28.J The University shall give the Union sixty (60) calendar days advance written notice of its 
intent to contract or subcontract out work that will result in the layoff of bargaining unit members. 
Within fourteen ( 14) days of notice from the University, the Union; shall be given, upon request, 
the opportunity to meet with the University and discuss what options or alternatives may be 
available to maintain the work in the bargaining unit. The meeting shall take place within ten ( IO) 
days of the Union's request, unless otherwise agreed by the parties. Within fourteen (14) days of 
the parties' meeting, the Union may provide alternatives to the University's intended action for its 
consideration. The University will give serious consideration to the Union's alternative solution 
in reviewing its intended action. 

28.4 In addition to the above, the Union shall have the right, upon request, to negotiate the 
impact of the intended actions of the University to contract or subcontract out bargaining unit work 
that will result in the layoff of bargaining unit members. 

28.5 In the event of a dispute relating to the terms of this Article, the Union shall have the right 
to file a grievance pursuant to Article 6. 

28.6 The University may utilize the procedures contained in Sections 28.2-28.5 for a maximum 
of two (2) positions for the life of this Agreement that will result in employee layoffs. 

28.7 The University retains the sole right to make the final determination as to whether or not 
to contract services that do not result in the layoff of bargaining unit members. 

28.8 It is not the intent of the parties to limit the University's right to contract for major project(s) 
requiring outside expertise and/or that fall beyond the scope of regular bargaining unit work and/or 
workload. 
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ARTICLE29 
HEALTH AND SAFETY 

29.1: The parties agree that it is the goal of the University and the F.O.P. that the University be 
a place in which bargaining unit members enjoy a safe and healthful environment. To accomplish 
this, the University will endeavor to assure compliance with all federal, state, and local statutes 
pertaining to health, safety, and the environment. Both parties recoi,'llize that it will be the 
University's responsibility to provide all bargaining unit members the necessary training, 
equipment, and written procedures necessary to conduct their job in a safe and healthful manner. 
Both parties also recognize that it will be the bargaining unit member's responsibility to follow 
University health and safety policies which may include the wearing of personal protective 
equipment and the mandatory attendance of training seminars. It is understood that all mandatory 
training will be offered in accordance with the Training Leave provision of Sub Article 19 E. I. It 
is further recognized that any violation of University safety policies by bargaining unit members 
may result in disciplinary action by the University. 

29.2: In order to assure the Union an opportunity to provide input on matters related to safety, 
the President of the Union shall designate one (I) bargaining unit member to serve on the 
University Safety Committee each year. 

29.J: If a bargaining unit member feels that they has been assigned to work under unsafe or 
unhealthful conditions unrelated to the risks inherent in the duties of a police officer, they shall 
report the situation immediately to their supervisor. If the bargaining unit member disagrees with 
the supervisor's response to the situation, they may report the situation to the Director of 
Environmental and Occupational Health and Safety or their designee. The bargaining unit 
member(s) shall not be required to continue performing the duties in question pending the 
inspection by the Director of Environmental and Occupational Health and Safety or their designee, 
but may be assigned other duties. The bargaining unit member(s) shall not leave the campus. The 
Director of Environmental and Occupational Health and Safety or their designee shall inspect the 
situation immediately and deliver a verbal report on the scene, to be followed by a written report 
of the situation within three (3) days. The Director of Environmental and Occupational Health 
and Safety or their designee shall be empowered to order the immediate halt of any operation or 
activity which in their judgment is unsafe or unhealthful. 

29.4: The University will continue to provide optional safety training courses to members of the 
bargaining unit; those enrolled in such courses will be on active pay status if they are scheduled to 
work during the time the course is taught. 

29.S: All recommendations of the Safety Committee shall be responded to by the Director of 
Environmental and Occupational Health and Safety or their designee, in writing, indicating 
whether the recommendations will be implemented or rejected. If the recommendation is rejected, 
the response will indicate reasons for rejection. If the recommendation is approved, the response 
will indicate the approximate date of implementation. 

29,6: Contingent upon approval by the Director of Environmental and Occupational Health and 
Safety, every month each sworn officer shall be entitled to use the Beeghly Firing Range for no 
more than one (I) hour; an employee who uses this facility shall remain in active pay status and 
on standby status. Police officers who are off duty and who use the firing range, as provided in 
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this article shall not be in active pay status. Access to the Beeghly Firmg Range will be limited to 
authorized personnel designated by the Chief of the YSU Police Department during periods when 
the range is reserved for YSU officers. 

ARTICLE JO 
INSTRUCTIONAL FEE REMISSION 

JO.I: Children and spouses of bargaining unit members shall be granted rem1ss1on for 
instructional fees at YSU, including out-of-state instructional fees where applicable. "Children" 
are the biological, legally adopted or step-children of a bargaining unit employee. Children shall 
be eligible for remission to the end of the academic year of age twenty-five (25). Bargaining unit 
members must provide any information requested by the University such as copies of marriage 
licenses, birth certificates and certificates of adoption to assist the University in determining that 
the child or spouse is eligible for tuition remission. Bargaining unit members must also properly 
complete the University's application/affidavit in order to receive tuition remission. Bargaining 
unit members shall receive remission of instructional and general fees at YSU, including out-of­
state fees where applicable, for up to eighteen ( 18) semester hours per academic year and six (6) 
semester hours each summer term. Remission of the general fee shall be granted to members of 
the bargaining unit only. Bargaining unit members who retire during the term of this Agreement 
shall continue to be eligible for the fee remission described above, and their dependents (children 
and spouse) shall continue to be eligible for fee remission for dependents, as described above, to 
include remission of instructional fees. The dependents ( children and spouse) of any bargaining 
unit member who dies during the term of this Agreement shall continue to be eligible for fee 
remission as described above, to include remission of instructional and general fees, until 
dependent children reach the end of the academic year of age twenty-five (25) and as long as the 
surviving spouse remains unmarried. Effective Fall Semester 2022, retirees, employees, spouses 
and dependent children shall pay for twenty percent (20%) of the cost of online instruction 
provided by the University in partnership with Academic Partnerships or any successor. 

30.2: On a case-by-case basis, the University will consider requests by bargaining unit members 
to attend classes at YSU during normal work hours, which may include the employee's use of 
compensatory time, vacation or the opportunity to work either before or after their normal work 
shift to compensate for the time spent in class. 

ARTICLE JI 
PROBATION AND PROMOTION 

JI. I: Probationary Periods: Each employee appointed to a position in the bargaining unit shall 
serve a probationary period. For University Police Officer I and University Police Sergeant, the 
probationary period shall be twelve months excluding periods of sick leave of twenty (20) sick 
leave days or longer, or leave without pay of more than one (I) week. For University Dispatcher, 
the probationary period shall be twelve months in addition lo lhe time in training for the 
certification by the Ohio Peace Officers Training Council. Each probationary employee shall be 
evaluated in accordance with the provisions of Article 15 ("Evaluations"). If the performance ofa 
probationary employee is deemed unsatisfactory, their employment at lhe University or in the YSU 
Police Department may be terminated with two (2) weeks' nolice during the probalionary period. 
In lieu of the two-week notice, the Universily may pay the individual for eighty (80) hours at his/ 
her hourly rate of pay. A probationary employee who is separated from employment will be given 
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a written statement of reasons for their separation. Separation of a probationary employee may 
not be advanced to arbitration under the provisions of Article 6 ("Grievance Procedure"). 
Members of the bargaining unit who are promoted from one classification to another within the 
bargaining unit shall serve a six-month probationary period; if their perfonnance is deemed 
unsatisfactory in the position to which they have been promoted, they will be reinstated to the 
position from which they were promoted, rather than being separated. 

31.2: If the University fills one (I) or more positions of University Dispatcher or University Law 
Enforcement Supervisor, it will consider qualified applicants from within the bargaining unit 
before considering candidates who are not members of the bargaining unit. However, the 
University's selection of a candidate to fill the position of University Law Enforcement Supervisor 
is not arbitrable. The University will consider the applicant's education, related work experience, 
perfonnance evaluations, and length of University service in a position or positions related to the 
position for which they are applying. 

31,3: When the University decides to fill a vacant Sergeant position or a new Sergeant position 
is created, the position shall be tilled by a competitive examination and an Assessment Center 
process from the University police officers who are qualified. Prior to the close of applications, 
for any examination administered, those qualified must have a minimum of four years of service 
as a regular full-time University police officer. 

A. The examination shall be administered by a vendor chosen by the University. An 
assessment panel chosen by the University will assess the candidates and report its 
findings to Human Resources (Executive Director HR Operations or successor 
title). 

B. 

C. 

The notice of promotional examination shall be announced fourteen ( 14) calendar 
days prior to an announcement on the University applicant tracking system. The 
announcement shall be made by a member of the Human Resources staff via an 
email message to all union associates. A copy of the announcement shall be posted 
on the FOP bulletin board. The promotional opportunity shall be announced on the 
University applicant tracking system and will include: the position title; duties; 
minimum qualifications; licenses or certifications; the announcement date and the 
date the position announcement closes. Only bargaining unit members who are 
qualified for the promotional opportunity and apply prior to the close of the position 
announcement shall be tested. A bargaining unit member requesting a testing 
accommodation must submit the request in writing to the Human Resources 
Benefits Manager at least fourteen days prior to scheduled testing. Bargaining unit 
members may be required to provide additional infonnation to support their 
request. 

Within fourteen ( 14) days following the close of the promotional opportunity on 
the applicant tracking system, a list of all promotional examination resources 
materials shall be made available to qualified bargaining unit members. The 
University will assure that the required materials are available from vendors. The 
cost of any such materials will be borne by the applicant. 
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D. 

E. 

F. 

G. 

H. 

I. 

J. 

K. 

Applicants shall have a minimum of ninety (90) days to prepare for the promotional 
testing. All testing shall be administered on campus. 

The promotional materials shall consist of not more than five research books or 
materials related to specific subjects. The YSU Police manual shall be included as 
one of the five books or research materials. 

All bargaining unit members shall be notified of their individual test results within 
forty-eight ( 48) hours of the scoring. All bargaining unit members shall be provided 
with the scores of all tested police officers in numerical order. No employee shall 
be identified by name except on their individual test score. 

The following preferences shall be added to a candidate's test score: 

I. 

2. 

3. 

Military: Military veterans with an honorable discharge (DD-214 or DD-
256) shall receive a ten ( I 0) point preference added to their test score. 

Educational: Candidates shall receive either a five (5) point preference 
added to their test score for an associate degree in Criminal Justice or a 
related field or a ten ( I 0) point preference added to their score for a 
bachelor's degree in Criminal Justice or a related field. There shall be no 
pyramiding of this preference. 

Longevity: Candidates shall receive a one (I) point preference added to his 
or her test score for each year of service as a bargaining unit employee 
beyond five (5) years. 

The maximum aggregate amount of all preference points shall not exceed fifteen 
( 15) points. 

Applicants must score a minimum of seventy percent (70%) on the written test, 
exclusive of any preference points, to advance for assessment. 

The Assessment Center team will consist of persons who are not YSU employees 
and from the Ohio Chiefs of Police Association or similar organization. 
Assessment Center team members must have experience in law enforcement 
supervision in a leadership role of lieutenant or above. FOP shall be permitted to 
have an observer attend Assessment Center team meetings, provided that the FOP 
identities the observer no later than thirty (30) before the Assessment Center team's 
first meeting. 

The written test score plus any preference points shall count for forty percent ( 40%) 
of the candidate's total score, while the Assessment Center team evaluation shall 
count for sixty percent (60%) of the total score. 

An Eligibility List expires two years after the examination has been scored. 
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APPENDIX A 

GRIEVANCE FORM 

□ Filed Through F.O.P. 
Grievance Committee 

□ Filed Independently 
ofF.O.P. 

Name ofGrievant: ______________ _ 

Home Address: 

Date Cause of Grievance Occurred: ________ _ 

Grievance# _____ _ 

Date Filed ____ _ 

Statement of Complaint ofGrievant: (Attach supporting documents if appropriate) 

Section of Agreement Alleged to Have Been Violated: 

Remedy Sought: 

Grievant's Signature Date 

cc: Grievant, A VP/Chief Human Resources Officer, F.O.P., Chief of YSU Police, Director of 
Labor Relations 
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APPENDIX B: YSU EVALUATION OF FOP BARGAINING UNIT MEMBER 

PERFORMANCE STANDARDS FOR DISPATCHERS: Dispatchers in the FOP bargaining unit 
shall be evaluated according to the following Categories: 

I. 
2. 

Knowledge of law enforcement laws and procedures 
Knowledge of communication procedures (t.e., radio, telephone, LEADS, Kidde 
Card, etc.) 

3. 
4. 
5. 
6. 
7. 
8. 
9. 
IO. 

Preparation of reports (i.e., written reports, communications, logs, etc.) 
Appearance 
Attitude/Personality 
Dependability 
Initiative 
Cooperation with Supervisor 
Judgment 
Public Relations 

Dispatchers in the FOP bargaining unit shall be evaluated on the following rating scale for each 
category: 

0. = Poor 
1. = Needs Improvement 
2. = Adequate 
3. = Average 
4. = Good 
5. = Very Good 
6. = Excellent 

Dispatchers in the FOP bargaining unit shall be evaluated on the following overall rating scale: 

0-8 points: 
9-16 points: 
17-24 points: 
25-33 points: 
34-42 points: 
43-51 points: 
52-60 points: 

Poor 
Needs Improvement 
Adequate 
Average 
Good 
Very Good 
Excellent 

PERFORMANCE STANDARDS FOR POLICE OFFICERS: Police Officers in the FOP 
bargaining unit shall be evaluated according to the following Categories: 

I. 

2. 
3. 

4. 
5. 

(A) Firearms Proficiency 
(B) Certification by the Ohio Peace Officers Council 
Knowledge of law enforcement laws and procedures 
Knowledge of communication procedures (i.e., radio, telephone, LEADS, Kidde 
Card, etc.) 
Preparation of Reports (i.e., written reports, communications, logs, etc.) 
Appearance 
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6. 
7. 
8. 
9. 
JO. 
11. 

Attitude/Personality 
Dependability 
Initiative 
Cooperation with Supervisor 
Judgment 
Public Relations 

Police Officers in the FOP bargaining unit shall be evaluated on the following rating scale for each 
category (excluding Fireanns Proficiency and Certification of Ohio Peace Officers Council, which 
are rated as Pass/Fail and Yes/No, respectively): 

0. = Poor 
I. = Needs Improvement 
2. = Adequate 
3. = Average 
4. = Good 
5. = Very Good 
6. = Excellent 

Police Officers in the FOP bargaining unit shall be evaluated on the following overall rating scale: 

0-8 points: 
9-16 points: 
17-24 points: 
25-33 points: 
34-42 points: 
43-51 points: 
52-60 points: 

Poor 
Needs Improvement 
Adequate 
Average 
Good 
Very Good 
Excellent 

COMMENTS AND FINAL ACTION: The evaluation shall also include comments by the 
Evaluator, the Chief of Police, and the bargaining unit member and action by Human Resources 

FORMAT: The University reserves the right to change the format and the medium to display, use 
and store the evaluation. 

DISPOSITION: A copy of the evaluation is electronically stored and available to the staff member 
at the time of completion for review and acknowledgement. 

APPENDIXC 
STANDARDS OF PROFICIENCY 

YSU/F.O.P. STANDARDS OF PROFICIENCY: FIREARMS 

Armed officers who are members of the YSU-F.O.P. bargaining unit shall meet and maintain the 
following standards of proficiency with firearms, in accordance with the provisions of Article 16 
of the Agreement. 

A. General Provisions: 

I. All officers will be considered in active pay status during qualifications. 

2. Firearms qualifications will be conducted at least once annually. 

3. At the range, each officer's weapon(s) will be inspected by the range officer before 
being fired by the officer. 

4. The bullet load for qualifications will be the same that is carried for duty. 

5. An officer may use speed loaders/speed strips or magazines to reload their weapon 
during qualifications. 

6. Each officer's target will be scored at the range in the presence of the officer. Also, a 
copy of the score sheet will be provided to the officer within seven (7) days. 

7. An officer who has secured the approval of the YSU Chief of Police to carry an 
alternate "plain clothes weapon" in accordance with the provisions of Section 22. I of 
the Agreement shall be given two (2) opportunities annually to qualify with the "plain 
clothes weapon." (If the weapon is a 5-shot weapon, appropriate adjustments will be 
made in the Qualification Requirements specified in Section C.) If an officer fails to 
qualify with the "plain clothes weapon," it will cease to be approved for use under the 
provisions of Section 22.1. 

8. At the range for qualification firing, each officer will use their duty rounds as part of the 
ammunition required for qualification firing. Following qualification firing, they will 
be issued new rounds of duty ammunition for their weapon.· Including duty ammunition 
for up two (2) speed loaders, speed strips or magazines. 

9. Ifan officer fails to qualify with their duty weapon, they will be given two (2) hours of 
instruction and be given a second opportunity to fire for qualification within fourteen 
( 14) days following the first test for qualification. If the officer fails to qualify the 
second time. they will receive an additional two (2) hours of instruction, and will be 
given a third opportunity to fire for qualification within fourteen ( 14) days on duty 
following their second firing for qualification. 

57 58 



1. The University will make available adequate firing range facilities for training purposes 
at least twice a month. The date(s) and location(s) of these facilities will be announced 
following consultation with the F.O.P. The use of the Beeghly firing range will be used 
when at all possible before using firing ranges off campus. 

2. For training purposes, the University will make available to each officer sixty (60) 
rounds of ammunition of duty weapon for use in the designated training facility twice 
each month. If reloads are made available, they will be of similar load to duty 
ammunition. In addition, each officer will be provided with a target for training 
purposes. 

C. Qualification Requirements: All officers will be required to satisfactorily complete a firearms 
qualification course approved by the Executive Director of the Ohio Peace Officer Training 
Council (OPOTC). The University will meet and confer with the F.O.P. before submitting 
any revised course to the Executive Director of the OPOTC for approval. 
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TO THE PHYSICIAN: 

APPENDIX D 
CONFIDENTIAL 

SCREENING EXAMINATION FORM 

The purpose of this examination is to determine if the participant is healthy enough to 
safely participate in an exercise program. Specific data are necessary to design an appropriate 
program for the participant. Please provide all information requested, sign and return this form to: 

NAME ________________ _ DATE ____ _ 

AGE SEX __ _ HEIGHT ___ _ WEIGHT ------

TOTAL CHOLESTEROL ___ _ HDL __ _ LDL _____ _ 
General physical examination abnormalities: (Please list those findings that might place the 
participant at risk for exercise; and attach copies of any local physical examination forms used.) 

Please attach results of a symptom limited maximal exercise stress test and complete the following 
data: 

MODE OF TESTING ____ _ DATE OF TEST _________ _ 

MAXIMUM WORKLOAD ATTAINED (METS, KGM, SPD, GRADE) ______ _ 

RESTING HEART RA TE ___ _ MAXIMUM HEART RATE ATTAINED 

RESTING BLOOD PRESSURE MAXIMUM BLOOD PRESSURE ____ _ 

RESTING AND EXERCISE ELECTROCARDIOGRAM INTERPRETATION 
(Please attach copy) 

PLEASE LIST ALL LIMITATIONS AND RISKS FOR EXERCISE (Such as: medications, 
diabetes, orthopedic problems, epilepsy, etc.) 

I have examined the above-named participant and find them to be in good/poor health and is/is not 
capable of safely participating in an exercise program. 

Date_______ Signature _________________ _ 
Please print physician's name, address and phone number: 
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APPENDIX E: 
INSURANCE BENEFITS 

Definitions: 

Contract Period and Fiscal Year are defined as the 12-month period July - June 

Funding Level-The overall dollars needed to cover estimated health care expenses. The Funding 
Level will be converted to Funding Rates for the Contract Period: 

Effective July I, 2021 and ending June 30, 2022: 

Medical = Expected Claims Liability+ (Expected Claims Liability x 3-3/4%) + Fixed 
Costs. 

Rx= Expected Claims Liability+ (Expected Claims Liability x 3-3/4%) + Fixed Costs 

Dental= Fully insured rate as set forth by the dental insurance carrier 

Vision = Fully insured rate as set forth by the vision insurance carrier 

Should the dental or vision plans become self-insured in the future, the funding rates for those 
plans will be determined as follows: 

Dental= Expected Claims Liability+ (Expected Claims Liability x 3.75%) + Fixed Costs 

Vision= Expected Claims Liability+ (Expected Claims Liability x 3.75%) + Fixed Costs 

Funding Rates are based on a structure that includes Employee Only; Employee + One 
Dependent; and Family (Employee+ two or more dependents). 

Expected Claim Liability is determined by the stop loss carrier and/or Third-Party Administrator 
(TPA) for the Contract Period, and/or actuary for the health care consultant. 

Actual Costs= Paid Claims+ Fixed Costs - Prescription Drug Rebates 

Fixed Costs = Administrative Costs+ Stop Loss Premiums 

Funding Rates for the medical, prescription drug, dental and vision plans each July 1st, will be 
determined using the formulas identified above to calculate Funding Level. 

Effective with the proposed Plan changes, and future 

Reserve 
The University will maintain a health care Reserve in accordance with the guidelines outlined in 
the HCAC Target Reserve Policy. 
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IICAC Target Reserve Policy 

I. Components of the Target Reserve: 

a. IBNR Reserves - represent the funds necessary to cover claims Incurred But Not 
Reported. For purposes of this contract, IBNR Reserves= 2.5 months of Expected 
Claims for medical, prescription drug, dental and vision claims. These are claims 
for which members have received services but the claims have not been paid or 
billed to the University; and 

b. Margin - represents the difference between the Maximum Claim Liability (applies 
to medical only) and Expected Claims Liability set by the University's consultant. 
This amount is calculated by multiplying Expected Claims Liability by 125%. 

II. Targeted Reserves should be expressed as a range from 9ptimistic, Intermediate lo 
Pessimistic to reflect the potential for variance. 

Ill. Funding of the Reserve should target the Intermediate Targeted Reserve Level of35% of 
projected annual costs. 

JV. This Reserve Policy should be integrated in the annual Funding Level Calculations: 

a. A three-year projection of the Targeted Reserves should be used to effectively plan 
and adjust accounts through premium increase or decreases; 

b. Should the reserve balance exceed 45% of the average of the annual actual_cost, the 
Health Care Advisory Committee shall consider options, including premium 
holidays. and make recommendations intended to reduce the reserve balance. The 
average of the annual actual cost is defined to be the three-year average of the 
annual actual cost required to operate the health care plan for the previous three 
fiscal years. The annual actual costs for a particular fiscal year includes claims or 
premium costs including stop loss insurance, administrative expenses incurred from 
vendors and consultants, wellness expenditures, all legally required fees and taxes 
associated with the health care plan, and other expenses that may be required to 
effectively operate the health care plans. 

c. Should the reserve balance fall below 25% of the projected annual costs, the Health 
Care Advisory Committee may consider options and make recommendations 
intended to raise the reserve balance. 

V. An actuarial consultant will confirm annually that the reserve policy is properly aligned 
with the stop loss coverage and to identify risks associated with the coordinated policies. 
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EMPLOYEE CONTRIBUTIONS 

Effective July I, 2021, all employees shall contribute fifteen (15) percent of the fully insured 
equivalent rate for their subscriber selection. Payment shall be deducted in equal amounts for each 
eligible employee's bi-weekly paychecks. 

INSURANCE BENEFITS 

~ 
Youngstown State University 

SU-lff Plan Vear beginning July 1, 2021 
Ml:DICAL MUTUAL or 01111 PPO "-- Plus 

\NU 11!'1 I \\Ill\ 01· ( \I\U',\'.\.ll~ 90/10 In-Network Plan 
70/30 Out-of-Network Plan 

Benefits Network Non-Network 

Benefit Period January 1st through December 31 st 

Dependent Age Up to Age 26 Removal upon End of Month 

Older Age Child Ages 26 - 28 Removal upon End of Month 

(cost of coverage at the employee's expense) 

Pre-Existing Condition Waiting Period Not Applicable 

Blood Pint Deductible O pints 

Overall Annual Benefit Period Maximum Unlimited 

3 month Deductible Carryover Not Covered 

Benefit Period Deductible - Single/Family1 $250/$500 $425/$950 

Coinsurance 90% 70% 

Coinsurance Out-of Pocket Maximum $925/$1, 725 $2,000/$4,000 
(Excluding Deductible)- Single/Family 

Total Medical Out-of-Pocket Maximums - $1, 175/$2,225 $2 ,425/$4, 950 
(Including Deductible) -Single/Family 

-Maximum Out-of-Pocket (MOOP) 5 

Including deductible, Coinsurance Out-of- $6,600 I $13,200 Does not apply 
Pocket Maximums and Copays) 
Single/Family 

Physician/Office Services 
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Office Visit (lllness/lnjury)2•5 $15 copay, then 100% 70% after deductible 

Urgent Care Office VisitZ.5 $15 copay, then 100% 70% after deductible 

Advanced Practicing Nurse/Office Visit 2•5 $10 copay, then 100% 70% after deductible 

All Immunizations - Medically Necessary 90% after deductible 70% after deductible 

Administration of H 1 N1 100% 
-

Preventive Services 

Preventive Services, In accordance 100% 70% after deductible 
with state and federal law' 

Routine Physical Exams (Age 21 and 100% 70% after deductible 
over) 

Well Child Care Services including 
Exams, 

100% 70% after deductible 
Well Child Care Immunizations and 
Laboratory Tests (To age 21) 

Routine X-rays, Labs and Medical Tests 100% 70% after deductible 

Routine Colonoscopy 100% 70% after deductible 

Routine Mammogram (One per benefit 100% 70% after deductible 
period) 

Routine Pap Test (One per benefit period) 100% 70% after deductible 

Routine PSA Test 100% 70% after deductible 

Routine Vision Exam (One per benefit 100% 70% after deductible 
period) 

Routine Hearing Exam (One per benefit 100% 70% after deductible 
period) 

Outpatient Services 

Surgical Services 90% after deductible 70% after deductible 

Diagnostic Services 90% after deductible 70% after deductible 

Physical Therapy & Occupational Therapy 
- Facility and Professional 

90% after deductible 70% after deductible 
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(40 visits combined per benefit period) 

Chiropractic Therapy- Professional Only 90% after deductible 70% after deductible 

(12 visits per benefit period) 

Speech Therapy- Facility and 90% after deductible 70% after deductible 
Professional 

(20 visits per benefit period) 

Cardiac Rehabilitation 90% after deductible 70% after deductible 

Emergency use of an Emergency Room4•5 $75 copay, then 100% 

Non-Emergency use of an Emergency 90% after deductible 70% after deductible 
Room 

Inpatient Facility 

Semi-Private Room and Board 90% after deductible 70% after deductible 

Maternity Services 90% after deductible 70% after deductible 

Skilled Nursing Facility 90% after deductible 70% after deductible 

Human Organ Transplants 90% after deductible 70% after deductible 

Additional Services 

Allergy Testing 90% after deductible 70% after deductible 

Allergy Treatments 90% after deductible 70% after deductible 

Ambulance Services includes Air 90% after deductible 70% after deductible 

Durable Medical Equipment / Medical 90% after deductible 70% after deductible 
Supplies 

Home Healthcare 90% after deductible 70% after deductible 

Hospice Services 90% after deductible 70% after deductible 

Private Duty Nursing 90% after deductible 70% after deductible 

Weight Loss Services (including 90% after deductible 70% after deductible 
complications from weight loss surgical 
services) 

Mental Health and Substance Abuse - Federal Mental Health Parity 

lnoatient Mental Health and Substance 
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Abuse Services 

Outpatient Mental Health and Substance Benefits paid are based on corresponding medical 
Abuse Services benefits 

A Network Provider 
A Non-Network 

Prescription Drug (You will pay the 
Provider 
( You will pay the 

least) 
most 

Generic copay • 
home delivery $10 Does Not apply 

Covers up to a 
90-day supply. 

Tler1 

Preferred brand 25% to maximum of 
Does not apply 

Covers up to a 
copay - retail Tier 2 $30 30-day supply. 

Preferred brand co• 
25% to a maximum of Covers up to a 

pay - home delivery Does not apply 
Tier2 

$60 90-day supply. 

Non-Preferred brand 
25% to a maximum of Covers up to a 

copay - retail Tiers Does not apply 
3 

$70 30-day supply. 

Non-Preferred 
25% to a maximum of Covers up to a 

brand copay - home 
$175 

Does not apply 
90-day supply. 

delivery Tier # 

Sl!eclal!]t Drues 
Applicable drug tiers 

Does not apply 
Covers up to a 

copay applies 30-day supply. 

Note: Services requiring a copayment are not subject to the single/family deductible. 

Deductible and coinsurance expenses incurred for services by a non-network 
provider will also apply to the network deductible and coinsurance out-of-pocket 
limits. 

Deductible and coinsurance expenses incurred for services by a network provider 
will not apply to the non-network deductible and coinsurance out-of pocket limits. 

Non-Contracting and Facility Other Providers will pay the same as Non-Network. 

Benefits will be determined based on Medical Mutual's medical and administrative 
policies and procedures. 

This document is only a partial listing of benefits. This is not a contract of 
insurance. No person other than an officer of Medical Mutual may agree, orally or 
in writing, to change the benefits listed here. The contract or certificate will contain 
the complete listing of covered services. 

In certain instances, Medical Mutual's payment may not equal the percentage 
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listed above. However, the covered person's coinsurance will always be based on 
the lesser of the provider's billed charges or Medical Mutual's negotiated rate with 
the provider. 

1 Maximum family deductible. Member deductible is the same as single deductible. 

'The office visit copay applies to the cost of the office visit only. 

3 Preventive services includa evidence•based services that have II rating of •A• or •e• in the United 
States Preventive Services Task Force, routine immunizations and other screenings, as provided for in 
the Patient Protection and Affordable Care Act. 

4Copay waived if admitted. The copay applies to room charges only. All other covered charges are not 
subject to deductible or coinsurance. 

5Copays apply to the Maximum Coinsurance Out-of Pocket (MOOP) $6,600-Single / $13,200-Family­
Affordable Care Act. 

~ 
Youngstown State University 

su'8r~.ff Plan Year beginning July I, 2022 
ME:DICAL MUTUAi. or 01 I It PPO "-Plus 

A~U I h 1"•\MS1'l l>I" C..U\U'A'II \ 85/15 In-Network Plan 
60/40 Out-of-Network Plan 

Benefits Network I Non-Network 

Benefit Period January I st through December 31 •1 

Dependent Age Up to Age 26 Removal upon End of Month 
Older Age Child Ages 26 - 28 Removal upon End of Month 

( cost of coverage at the employee• s expense) 
Pre-Existing Condition Waiting Period Not Applicable 
Blood Pint Deductible 0 pints 
Overall Annual Benefit Period Maximum Unlimited 
3 month Deductible Carryover Not Covered 
Benefit Period Deductible - Single/Family I $350/$700 $ l ,600/$3,200 
Coinsurance 85% 60%] 
Coinsurance Out-of Pocket Maximum $1,000/$2,000 Eliminated 
(Excluding Deductible)- Single/Family 
Total Medical Out-of-Pocket Maximums - $1,350/$2, 700 Does not apply 
(Including Deductible)-Single/Family 
-Maximum Out-of-Pocket (MOOP) 5 
Including deductible, Coinsurance Out-of- $6,600 I $13,200 $8,600/$16,000 
Pocket Maximums and Copays) Single/Family 
Physician/Office Services 
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Office Visit (lllness/lnjury)2,5 $20 copay, then 100% 60% after deductible 
Urgent Care Office Visit2,5 $20 copay, then I 00% 60% after deductible 
Advanced Practicing Nurse/Office Visit 2,5 $15 copay, then 100% 60% after deductible 
All Immunizations - Medically Necessary 85% after deductible 60% after deductible 
Administration of HIN I 100% 
Preventive Services 
Preventive Services, in accordance with state 100% 60% after deductible 
and federal law3 
Routine Physical Exams (Age 21 and over) 100% 60% after deductible 
Well Child Care Services including 
Exams, 100% 60% after deductible 
Well Child Care Immunizations and 
Laboratorv Tests ffo aae 21) 
Routine X-ravs Labs and Medical Tests 100% 60% after deductible 
Routine Colonoscoov 100% 60% after deductible 
Routine Mammogram (One per benefit 100% 60% after deductible 
oeriod) 
Routine Pap Test (One per benefit period) 100% 60% after deductible 
Routine PSA Test 100% 60% after deductible 
Routine Vision Exam (One per benefit 100% 60% after deductible 
oeriod) 
Routine Hearing Exam (One per benefit 100% 60% after deductible 
period) 
Outoatient Services 
Surgical Services 85% after deductible 70% after deductible 

~ 

Diagnostic Services 85% after deductible 70% after deductible 

Physical Therapy & Occupational Therapy 
- Facility and Professional 85% after deductible 70% after deductible 
(40 visits combined per benefit period) 
Chiropractic Therapy - Professional Only 85% after deductible 70% after deductible 
(12 visits per benefit period) 
Speech Therapy- Facility and 85% after deductible 70% after deductible 
Professional 
(20 visits oer benefit oeriod) 
Cardiac Rehabilitation 85% after deductible 70% after deductible 
Emergency use of an Emergency Room4•5 $200 copay, then 100%; waived if admitted 
Non-Emergency use of an Emergency 85% after deductible 70% after deductible 
Room 
lnoatient Facilitv 
Semi-Private Room and Board 85% after deductible 60% after deductible 
Matemitv Services 85% after deductible· 60% after deductible 
Skilled Nursina Facilitv 85% after deductible 60% after deductible 
Human Craan Transplants 85% after deductible 60% after deductible 
Additional Services 
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Allerav Testing 85% after deductible 60% after deductible 
Allerav Treatments 85% after deductible 60% after deductible 
Ambulance Services includes Air 85% after deductible 60% after deductible 
Durable Medical Equipment / Medical 85% after deductible 60% after deductible 
Suoolies 
Home Healthcare 85% after deductible 60% after deductible 
Hospice Services 85% after deductible 60% after deductible 
Private Dutv Nursina 85% after deductible 60% after deductible 
Weight Loss Services (including 85% after deductible 60% after deductible 
complications from weight loss surgical 
services) 
Mental Health and Substance Abuse - Federal Mental Health Parity 
Inpatient Mental Health and Substance 
Abuse Services Benefits paid are based on corresponding medical 
Outpatient Mental Health and Substance benefits 
Abuse Services 

I Maximum family deductible. Member deducttble 1s the same as single deductible. 

2 The office visit copay applies to the cost of the office visit only. 

3 Preventive services include evidence-based services that have a rating of"A" or "8" in the United 
States Preventive Services Task Force, routine immunizations and other screenings, as provided for in 
the Patient Protection and Affordable Care Act. 

4 Copay waived if admitted. The copay applies to room charges only. All other covered charges are not 
subject to deductible or coinsurance. 

5 Copays apply to the Maximum Coinsurance Out-of Pocket (MOOP) S6,600-Single / $13,200-Family­
Affordable Care Act. 

A Non-Network 
A Network Provider Provider 

(You wm pay the least> (You will pay the 
most) 

Generic Copay - retall 
20% up to a maximum of $5 Does not apply Covers up to a 30-day supply 

Tier 1 

Generic copay - home 20% up to a maximum of 
Does Not apply Covers up to a 90-day supply, 

delivery Tier 1 $15 

Preferred brand copay 
25% to maximum of $35 Does not apply Covers up to a 30-day supply. 

- retail Tier 2 
Preferred brand co-pay 

25% to a maximum of $70 Does not apply Covers up to a 90-day supply. 
- home delivery Tier 2 

Non-Preferred brand 
25% to a maximum of S75 Does not apply Covers up to a 30-day supply. 

copay - retail Tiers 3 
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Non-Preferred brand 
copay - home delivery 25% to a maximum of $180 Does not apply Covers up to a 90-day supply, 

Tier# 

Specialty Drugs 
Applicable drug tiers copay 

Does not apply Covers up to a 30-day supply, 
applies 

Definitions: 

Contract Period and Fiscal Year are defined as the 12-month period July - June 

Funding Level-The overall dollars needed to cover estimated health care expenses. The Funding 
Level will be converted to Funding Rates for the Contract Period: 

Effective July I, 2022 and ending June 30, 2024: 

Medical = Expected Claims Liability + (Expected Claims Liability x 3-3/4%) + Fixed 
Costs. 

Rx= Expected Claims Liability + (Expected Claims Liability x 3-3/4%) + Fixed Costs 

Dental = Fully insured rate as set forth by the dental insurance carrier 

Vision = Fully insured rate as set forth by the vision insurance carrier 

Should the dental or vision plans become self-insured in the future, the funding rates for those 
plans will be determined as follows: 

Dental= Expected Claims Liability+ (Expected Claims Liability x 3.75%) + Fixed Costs 

Vision= Expected Claims Liability+ (Expected Claims Liability x 3.75%) + Fixed Costs 

Funding Rates are based on a structure that includes Employee Only; Employee + One 
Dependent; and Family (Employee+ two or more dependents). 

Expected Claim Liability is determined by the stop loss carrier and/or Third Pany Administrator 
(TPA) for the Contract Period, and/or actuary for the health care consultant. 

Actual Costs = Paid Claims+ Fixed Costs - Prescription Drug Rebates 

Fixed Costs = Administrative Costs+ Stop Loss Premiums 

Funding Rates for the medical, prescription drug, dental and vision plans each July I st, will be 
determined using the formulas identified above to calculate Funding Level. 

Effective with the proposed Plan changes, and future 

Reserve 

The University will maintain a health care Reserve in accordance with the guidelines outlined in 
the HCAC Target Reserve Policy. 
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HCAC Target Reserve Policy 

VI. Components orthe Target Reserve: 

a. IBNR Reserves - represent the funds necessary to cover claims Incurred But Not 
Reported. For purposes of this contract, IBNR Reserves= 2.5 months of Expected 
Claims for medical, prescription drug, dental and vision claims. These are claims 
for which members have received services but the claims have not been paid or 
billed to the University; and 

VII. Targeted Reserves should be expressed as a range from Optimistic, Intermediate to 
Pessimistic to reflect the potential for variance. 

VIII. Funding of the Reserve should target the Intermediate Targeted Reserve Level of 35% of 
projected annual costs. 

IX. This Reserve Policy should be integrated in the annual Funding Level Calculations: 

b. A three-year projection of the Targeted Reserves should be used to effectively plan 
and adjust accounts through premium increase or decreases; 

c. Should the reserve balance exceed 45% of the average of the annual actual cost, the 
Health Care Advisory Committee shall consider options, including premium 
holidays, and make recommendations intended to reduce the reserve balance. The 
average of the annual actual cost is defined to be the three-year average of the 
annual actual cost required to operate the health care plan for the previous three 
fiscal years. The annual actual costs for a particular fiscal year includes claims or 
premium costs including stop loss insurance, administrative expenses incurred from 
vendors and consultants, wellness expenditures, all legally required fees and taxes 
associated with the health care plan, and other expenses that may be required to 
effectively operate the health care plans. 

d. Should the reserve balance fall below 25% of the projected annual costs, the Health 
Care advisory Committee may consider options and make recommendations 
intended to raise the reserve balance. 

X. An actuarial consultant will confirm annually that the reserve policy is properly aligned 
with the stop loss coverage and to identify risks associated with the coordinated policies. 

Note: Services requiring a copayment are not subject to the single/family deductible. 

Deductible and coinsurance expenses incurred for services by a non-network provider 
will also apply to the network deductible and coinsurance out-of-pocket limits. 

Deductible and coinsurance expenses incurred for services by a network provider 
will not apply to the non-network deductible and coinsurance out-of pocket limits. 

Non-Contracting and Facility Other Providers will pay the same as Non-Network. 
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Benefits will be determined based on Medical Mutual's medical and administrative policies and 
procedures. 

This document is only a partial listing of benefits. This is not a contract of insurance. No person 
other than an officer of Medical Mutual may agree, orally or in writing, to change the benefits 
listed here. The contract or certificate will contain the complete listing of covered services. 

In certain instances, Medical Mutual's payment may not equal the percentage listed above. 
However, the covered person's coinsurance will always be based on the lesser of the provider's 
billed charges or Medical Mutual's negotiated rate with the provider. 
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A. 

APPENDIXF 
URINALYSIS PROCEDURES 

Whenever the University determines there is a need to have a reasonable suspicion drug 
test conducted on an employee, the employee will be notified of the test requirement just 
prior to being transported without delay to the medical facility or laboratory that will 
collect the urine sample. The following will be screened by the test: marijuana, cocaine, 
PCP, amphetamines, opiates, MDMA (ecstasy), heroin, barbiturates, benzodiazepines, 
methadone, propoxyphene, oxycodone and Vicodin. The employee will be accompanied 
by an officer of the YSU Police Department. Whenever an employee is selected for a 
random drug test they will be permitted to transport them to the medical facility or 
laboratory. 

B. The room where the sample is obtained must be private and secure with documentation 
maintained that the area has been searched and is free of any foreign substance. Specimen 
collection will occur in a medical setting, and the procedures should not demean, embarrass 
or cause physical discomfort to the employee. 

C. The employee will be provided a sealed specimen container. Within the container used for 
the collection will be two containers used for the transport of the specimen. 

D. The containers will be new and free of contaminates. 

E. The employee will deposit a minimum volume of urine (at least 45cc's) in a specimen cup. 
This will then be divided and placed in the two containers by a representative of the 
collection site. An employee who is unable to provide an adequate sample initially will 
remain under observation until able to do so. 

F. A tamper proof seal will be used on the containers. 

G. The containers will be labeled in front of the employee. 

H. Each step in the collection and processing of the urine sample shall be documented to 
establish procedural integrity, and the chain of evidence. 

I. Banner numbers will be used as a donor identifying number. This number will be utilized 
to identify the sample throughout the collection and testing phases of the urine screening. 
The purpose of the donor identifying number is to protect the identity of the donor 
providing the sample. Laboratory testing personnel will only have access to the identifying 
number and not the individual's name. 

J. The officer accompanying the employee will be assigned by the Chief of the YSU Police 
Department or their designee. 

K. Positive drug screen results will be submitted to the Medical Review Officer (MRO) for 
prescription verification. The employee will be notified as soon as possible once results are 
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L. 

received. The employee will be given the opportunity to provide information regarding 
current medications and the pharmacy in which the prescriptions were filled or the facility 
in which the medication was given. The information provided will then be verified and the 
MRO will determine if the drug screen results will be considered positive or negative. The 
University will be notified of the findings following the investigation. If the drug screen is 
considered negative, the employer copy of the chain of custody will be marked as negative 
and signed by the MRO. 

In the event the first sample shows a presence of any illegal drug or narcotic the employee 
shall have the option of having the second sample tested (at their own expense) at another 
qualified laboratory. In this event, the first laboratory will be notified that the client would 
like the split specimen tested and the second sample, along with all documentation and 
chain of custody, will be forwarded to another accredited laboratory. 
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. .. . 

APPENDIXG 
Overtime Aggregate Roster Procedures 

I. The aggregate overtime roster will rank bargaining unit members from least total amount 
or overtime offered to the most amount or overtime offered. The available bargaining unit 
member with the lowest total amount or overtime offered will be offered overtime 
opportunities first followed by the available bargaining unit member with the second 
lowest total and so on. 

2. If multiple bargaining unit members have the same total number of overtime hours offered, 
then those members will be ranked by seniority. 

J. Bargaining unit members who work overtime will be charged on the aggregate overtime 
roster for the actual time worked. 

4. Bargaining unit members who refuse an overtime opportunity shall be charged on the 
agb>regate overtime roster with the actual hours worked by the bargaining unit member who 
accepted the overtime opportunity. 

5. Bargaining unit members are considered unavailable/will not be offered the overtime 
opportunity if the scheduled hours of the overtime opportunity fall within a time when they 
are already on duty, in court, working another overtime detail, etc. 

6. Bargaining unit members who are on approved sick or FMLA leave will be considered 
unavailable/will not be offered overtime opportunities until they return to work. 

7. Bargaining unit members who are on approved leaves that do not include sick or FMLA 
will only be unavailable/not be offered overtime opportunities for the actual hours they are 
on that approved leave. 

8. If a bargaining unit member is offered multiple overtime opportunities whose times overlap 
and the bargaining unit member refuses them all, the bargaining unit member will only be 
charged on the aggregate overtime roster for the overtime opportunity totaling the least 
hours. 

9. If all available bargaining unit members refuse an overtime opportunity offered and it goes 
unfilled, then all bargaining unit members who refused the overtime opportunity will be 
charged on the aggregate overtime roster for the total amount from the start time for the 
bargaining unit member for the event to the scheduled end or the event. 

ID. If the overtime callout begins within two (2) hours or the start time of the detail, the 
bargaining unit members who refuse the opportunity will not be charged for the refusal on 
the overtime aggregate roster. 

11. Holiday pay is not considered overtime and will not be charged to a bargaining unit 
member's aggregate overtime roster total. If a bargaining unit member works/refuses 
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overtime on a holiday separate from the shift they received holiday pay for they will be 
charged on the aggregate overtime roster appropriately. 

12. Overtime accrued from appearances in court on behalf or the department and training (this 
includes acting as an officer or dispatcher mentor/trainer, attending training as assigned by 
the university, and instructing training for other bargaining unit members as assigned by 
the university) will not be charged to the bargaining unit member's aggregate overtime 
roster total. 

IJ. If a bargaining unit member accepts an overtime opportunity and then refuses it within 36 
hours of that bargaining unit member's scheduled start time of the overtime opportunity, 
then they shall be charged on the aggregate overtime roster one and one half ( 1.5) times 
the actual number of hours worked by the bargaining unit member who accepted the 
overtime opportunity. If no bargaining unit member accepts the detail and it goes unfilled, 
then the bargaining unit member will be charged on the aggregate over time roster one half 
( 1.5) times the total amount of hours from the start time for the bargaining unit member for 
the event to the scheduled end of the event. 

14. The ag1:,rregate overtime roster will be completed by the FOP/OLC Associate or the 
FOP/OLC Alternate. A completed copy of the previous week's overtime aggregate roster 
will be posted in the Police Dept. Roll Call Room. A current week's overtime aggregate 
roster will be posted in dispatch. 

I 5. Upon hiring of a new barraging unit member, they will be credited with the average number 
or hours taken from the current hours totals of all bargaining unit members in the same 
classification on the aggregate overtime roster. 
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SIGNATURE PAGE 

IN WITNESS HEREOF, the parties herein, by their duly authorized officers and agents, 
have affixed their signatures. 

FORTHEFRATERNALORDER 
OF POLICE: 

Otto J. Holm, Jr. 
F.O.P. Representative 
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FOR YOUNGSTOWN STATE 
UNIVERSITY: 

James Tressel 
President 

Atty. Kevin M. Kralj 
Chief Negotiator, Director Labor and 
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l'REAI\IIILE 

The Fraternal Order of Pol ice, Ohio Labor Council , Inc. (F.O.P.) and Youngstown State University 
supjXlrt the concept of norHtdvcrsarial bargaining. The parties rccognizl: their mutual concerns 
and wish to give them proper consideration. \Ve hold that non-adversarial ncgotia1ions can 
enhance relationships and mutual gain is possible. We also believe that it is essential that we 
establish and maintain an atmosphere of mutual trust and respect. 

\Ve arc committed to providing a safe environment, protecting the students and employees, and 
rendering service in the areas of the city adjacent to the University. The YSU Polici.: Dcparuncnt 
and the U 111versity pride themselves on their record of cnmc prevention, criminal mvcstigations. 
foot and mobile control, education, and medical assistance. \Ve will continue to rccogmzc and 
make use of individual expertise and knowledge in innovative ways. and will employ coopcrntivc 
decision making in solving problems faced by the University. 

We arc committed to Community Jyolio,•!,.!!g. a philosophy that promotes organizational stra1egies 
that suppon the systematic use of pannerships and problem-solving techniques to proactivcly 
address 1he immcdialc conditions tha1 give rise to public safety issues such as crime, social 
disorder, and fear of crime. 

ARTICLE I 
AGREEI\IENT AND RECOGNITION 

I.I: This is an Agreement by and between Youngstown State University (hereinafter referred 
to as the University) and the Fraternal Order or Police, Ohio Labor Council. Inc. (hcrcmafier 
referred to as the F.O.P. ). The purpose of this Agreement is to describe the terms and conditions 
of employment of the members of the barg:11n1ng unit defined in An icle 2. 

1.2: The University hereby recognizes the F O.P. as the exclusive reprcscntauvc of the members 
of the bargaining unit defined in Article 2. "Exclusive recognition" is gran1cd under the prov1s1ons 
of and in accordance with Ohio Revised Code 4117 

1.3: This Agreement is the sole and only Agreement between the panics 

IA: Where this Agreement makes no spcciticmion about a matter, the University and the F.O.1' 
arc subject to all applicable state or federa l laws or ordinances penaining to wages, hours, and 
terms and conditions of employment for public employees, as specified in lhlcral law, the Ohio 
Administrative and Revised Code mcludin~ Oh,o Revised Code Section 41 17. 10. 

ARTICLE 2 
SCOPE OF UNIT 

2. 1: The bargaining unit shall include all regularly employed full-time members of the 
classified staff of the Youngstown State University Police Depanmcnt who arc classified as 
University Police Officer I. University Police Officer 2, University Police Sergeants. and 
U111vcrsity Dispatcher. 

2.2: A University Police Offi cer (Probationary) I and a University Police Officer 2 patrols 
campus grounds and buildiugs and University propcny to protect lives and property; prevents 
crimes and enforces laws; investigates crimes; makes arrests; testifies in court; directs traffic; 
prepares reports: and pcrfonns other reasonably related duties as assigned. 

2.3: A University Police Sergeant performs the duties specified above for a University Police 
OOiccr 2 and in addition may be assigned functional supervision over University Police Officers 
1. U111vcrsity Police Officers 2 and University Dispatchers. making assignments, training 
personnel, monitoring work performance, etc .. a University Police Sergeant performs other 
reasonably related duties as assigned. 

2..t: A Umvcrsity Dispatcher receives and transmits radio communications dispatching 
personnel and equipment: maintains attendance records: receives and records telephone calls. 
operates computer terminal receiving and transmitting messages: maintains communication log. 
makes assignments. trains personnel, monitors work pcrfonnancc and J>erforms other reasonably 
related duties. 

25: Excluded from the bargaining uni t shall be all unclassified (Professional/Administrative) 
staff members, al l ckrical and/or secretarial personnel. all intermittent and/or p.1rt-t imc personnel. 
students serving as student assistants, and all supervisory staff classilied as University Law 
Enforcement Supervisor. or higher. 

2.6: Also excluded from the bargaining unit shall be all employees of the University who arc 
not defined as ··public employees" under the provisions of Ohio Revised Code 41 17 as defined by 
said s1a1ute ancJ by applicable rules, regulations. orders, and Judicial interpretations issued, 
promulgated, and/or rendered during 1hc 1cr111 of1his Agreement. 

2.7: Detailed descriptions of duties for each member of the bargaming unit appear on individual 
position descriptions maintained in the Office or I l11111an Re,uurccsom-1 ~•• aRnal Iii, ,. The 
U111vcrs1ty may nh~ 1uxl1f, employees' position descriptions 111 compliance with Sections 2.2 10 
2 4. A barga111111g unit member whose posit ion descnptton 1s changed will receive a copy of the 
newmod,ficd dcscription_-fll-Hh! same um, 11 1< ploc""'-t11-l1t...J1"f-1"""'6Ht~oncurrent "1th tinal 
mocJitication!\. Pos111on ckscrip11ons arc m a1iahk dcctro111cnllv · 

A bargaining unit member may grieve the reasonableness of a change to ht~ f-hertheir position 
description. 

2.8: Ir the University decides to create a new classification within the YSU Police Depanmcnt, 
the parties will meet to discuss whether to include 1hc new classification in the bargaining unit. If 
the parties arc unable to resolve the issue of whether the new classification will be included in the 
bargain111g unit. then either party may submit a petition for amendment or clarification to the State 
Employment Relations Board for a final and binding u1111 dctcr111111a11on within ten ( 10) days of 
the panics· last meeting 
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ARTICLE 3 
T Elti\l OF AGltEEMENT 

3.1: This Agreement slwll, following ratification by the parties, become effective at 12:01 a.m. 
on July I. 20;1_ 11! and shall remain in effect through I I :59 p.111. on June 30, 202+:!,. 

3.2: Either party may notify the other that it desires to modify this Agreement or to negotiate a 
successor agreement in accordance with O.R.C. 41 17.14(8 ) and SERB Ruic .J 11 7-9-02. 

.J.l Wages Increases and Wage Schedules 

ARTICLE.J 
PAY 

As detailed in Sections 4. 1. 1, 4. 1.2, 4.1.3 and 4. 1.4,- below, the 1e1)-sleps in each step scheduk for 
the bargaining unil will be increased as fo llo" s·-hy 

12 %, re1roac1ive to the s1an of first fu ll pav period aOer-on July I, 20J.1,+&, 
2 ovn cOCct1vc at the st.irt of the first full pav peri,KI aficr .lul\'Mft;- I , 20lf...J-Oy and 
2 0~", cOcctl\e at the start of the first li,11 pav period :ilkr .lulvMft;- I, 202:l,fl. 

'-IJ11rnn. a, .i,1a,l,d h,la» . 1he .. •••• ,;,, 1h, l 1111• ,;,sll', s,,_,a,u elass1li,·a11011 .. 111-b.! 
€fllaila1,J.J'll5e4en >1<11 98 fer 1he Un,· e~,11: l'ehec Offiecr 2 ~la<'. 1fiea11011 The he11rlj raia 111 
~ugli.,f-thun 1-h, haurl. raie lilr ""I' g ·n,~fl<.'f<!!l'" .. ,II eeeur~e ,e1rnae11,~ 
,Mfl-ol' 1he lir· 1 full e• eer1aEI af.icr ea Juli I. 20211 8 anel eiT,e11 • 01 1he sia11 af 1h, fir ,I liill 
pa• pcnntl ,,ner Jul•? ta., I. ~0~210. anEI Jul > 1u~ I. ~P2~Y 

.J.1.1 University Dispatcher Pay 

The parties agree to the salary schedule sci forth below for the University Dispatcher classification, 
lffl'!ll<!r~l(►"°'Hls+ill~fl~e/1~: 

Effective July I, 20+8J.l through Ajm!Junc 30, 20J.l)J.J_, 

SICJ I 2 3 4 5 6 
Hourly $2(µ() $2()..lQ S21 :5 S;Q..4.1. S22-+I- $µ..i6 

Rate 2060 21.13 21 67 12.34 23 05 23.81 

Effc-clivc Mll'rJ.!ili. I. 20.J-0ll through .luneA-jlftl 30. 202(1;)_ 

I 2 3 4 5 6 
S~ll s~ Sc 1.: 5 S22 (JI S22-+I- s;,;....u, 
2 1 02 2 1 55 22.10 22 79 23 51 2-1 29 

J 

7 &+ 
24 74 

7 8+ 

Eflcc1ivcl!!.]y-M11)' I. 2020:l, through June 30, 202:!,+. 

Ste, I 2 3 4 5 6 7 8-7 
Hourly $2{)..;() s~~ ~ $22.(l l ~ s;,;....u, 25.73 $~ 26.52 

Rate 21 .j.j 21 l/9 22.55 23 2➔ 23.98 2.J 77 

.J.1.2 Universi ty Police Officer I Pay 

The panics agree to the salary schedule set forth below for Univcrsit)' Police Officer I : 

Effective July I, 2011+8 through JuneA-j,ftl 30, 20.J-0J.J_. 

I 2 3 4 5 6 7 s 
~ $20 20 s~ s~ S~c, s~ s~ 25 13 
19 91 20.59 21.27 21.96 22.70 23.-16 2.J.28 

Effective J.u!yM11)' I, 20.J-l)J.J_ through JuncA-j>Fil 30, 2020J., 

I 2 3 4 5 6 7 8 
S,11).(~ s~ s~ S2-1-M s~ $2;-I.J- s2: 02 25.63 
20.3 1 2 101 21.70 22 . .JO 23. 15 23.93 24 76 

Effcc1ivc JulvMi,.,. I, 20WJ. 1hrough June 30, 202+:!,. 

Ste I 2 3 4 5 6 7 8 
s~ s ~ s~ s ~ S22 :1, S2;-1+ s 2: 112 26 15 
2072 2 1 -13 22.13 22.85 23 61 2.J 40 25 26 

.J.1.3 Universily Police Officer 2 Pay 

The parties agree 10 the wages sci forth below for Universi1y Police Ofliccr 2: 

Effect ive July I. 20 14111 through Af,ftl.l unc 30, 20+9J.J_. 

I 2 3 .J 5 6 7 8 
S2.J-4.l. s~ s~ S2,;MJ s2,+;.0 s~ s26-+lo 21.➔ 1 
21 73 22.-16 23.2 1 23.95 2.J 76 25 59 26 48 

Effcc1ivel!!.]y-Mai- I, 20J.J_+o through June,½>F+l 30, 20WJ,. 

Sic 2 3 .j 5 6 7 8 
Hourly S2.J..4.l. S22 1: s22 87 s~ $;!.h,J,l s~ $2(..01.l 27 95 

Rate 22 17 n91 23.68 2.J .J3 25 25 26 10 27.0 1 

Effective J.!!b:Mo)' I, 202.J.i! through June JO, 202+:!,. 

Step I 4 5 6 7 8 

4 

28 
s~ 
25.89 

98 
S25 26 
26..JI 

98 
S25.5 I 
26 9.J 

<JS 

9S 
~ 
28.80 

<J8 



Hourly Su+!- S6!+.1 S~ $~ $;!-l-;9 S~ S;u,,wJ 28.5 1 
Rate 22.61 23.37 24 15 24.92 25 76 26 62 27 55 

4.1.4 University Police Sergeant Pay 

s~ 
29.38 

rhc ,,aL?cs for the lJnivcr"ill\ Scrnc,1111 cla~c;,ficatron \,111 be calculated ha-.cd on \lcp 9 for the 
U111vers1tv Police Onicer 2 classification J"he hourlv ra1e will be 11°0 h1eher thnn the houri\ ra1c 
for s1cp 9 The: wauc mcrca~c~ ,, ill he rc1roac11,·c 10 the start of the fir.,;t foll pav pcnod afti::r Juh 
I 2021 and cflcctl\ eat the stan of 1he fir.st full p,1, periods aficr Julv I 2022 and Jul\ I 2023 

The panics agree to the wages set fonh below for University Police Sergeant' 

>'J.l~1+cRctroactivc to 1he first full pav pcnod aflcr July I , 20;11 +ii and through .luneAj½ftl 30. 
20ll+il, the Hourly Rate shall be $3 1 34, 

Effective at the stan oft he lirst full pav pcnnd alkr .lulv~ I . 20ll+il :1nd through Jun,;Af>ft! 30, 
2020.}, the I lourly Rate shall be S3 1 97 

Effecti ve at 1he stan ur 1he first full 0,1, penod alier Juh·!>.IAT I , 20;1J;;ll ill!!!_through June 30, 
202+:!, the Hourly Rate shall be $32 61 , 

4.2 Steps 

1-ne.amel!!b. ) 10) I. 211g 10. ha~HIHll!j!-tlllf~l'itl'.•••111, of.1111) I. 2();118 • ., he ha , , 
11Ht eumrleteJ the "=' step seii,Jtt~tlwr 2lass,fiea11en shall be➔n<>h!<HIJH>t~>-

141"eell• e ill!~ 1•~ · I. 2P20;:_, 0.1~11llll~ltlll-e11lf+l~»J½le~•~Jul) I. 2on 1 &. , ha ha,e 
llAI eom~l, iea l~h!r-,eheduk-for their elus,;1fieat10A ·ShHll-l,.,..nove<HIJHlfl.,..,lt;J}-

141~ Jul_i I. 20 I~- 1111-+lm"""™i..-+.)"'f'Atd•er•, am~le~ ,~ as uf..Jui)'- l.,-;!O+&-Yr1ll-tt.H~" 
th"'"16J>-S!ejH>Hl""1Hit-H~t•-A·pF11 30, 2Y JO ;i,p sel~ule. 1 a . S2 I (, I-

Re1rnactl\e to .luh I 2021 );~1ep movement for bargaining unit employees h1fcd-{1~1½-+. 
cP;l18, will occur a11he stan of1hc firsi full P:"' n<;nod followrnuen 1hc anniversary of their hire 
dates. Emplovees \\ho nrcv1ou<;lv had 1hc;1r ,1eps frozen \,111 re~umc 1110,cmcnt throul!h the step 
<;chcduk but turn: spent fro1cn at a step" 111 1101 he counted for placement on the step schedule 
Fffccti, e upon ratitica11on oftlll'- Agreement hanwmirn.! urnt cmplo, cc<;,, ho att:uncd thc top <.h!p<; 
of the s1cp schedules tn Sections 4 I I 4 I 2 or 4 1.3 under the 2018-21 Agrcemcn1 before 
ra11fica1inn or tlm Aerccn,ent shall he placed a1 the top steps or the , 1ep schedules under this 
A.erccrncnt 

~.3 New Dispalchcrs will normally start at the first step of 1he Dispatcher pay range, and new 
Police Officers will normally s1an at the fi rst step of the Police Ofliccr I pay range; however, the 
University reserves the right to start a newly hired bargaining unit member at a higher step, based 
on the bargaining unit member's previous experience, education and/or qualifications. Each Police 
Officer I who successfully completes the probationary period shall al the time be advanced 10 the 
Po lice Officer 2 pay range and be placed at the lowest step in the Police Ofliccr 2 pay range to 

provide thcmkim41<!r with at least a nine percent (9%) increase in base rate o f pay~! 
11..,_~111w+-!m,e1HlHh11KteJHeHh,!-<lHFRhon-<>HhP.--11t(k!<!fll,!llt. With the exception or 
University Police Scrgcan1. each member of the bargainmg unit who is promoted to a higher 
classification within the bargaining unit shall be paid at the lowest step in the higher pay range 
which provides thcmkut+-hef at least a nine percent (9%) increase m basl! rate of pay. 

4.4 Exemption From Llidding: Prier te 1m11leme11111~1<., Ari, ,eh~dule ll1J 1ir0ee» ~re, idea 
EH¼tttftlll:, m s~ellot~~Thc University -Yrtl-l...!llill. designate no mon: than t\\o ~ bargaining 
unit member,, as !l~>ree om ear and en,• a, 111.•--AJm+m•.Hat" c Officer. ,u~«t to the 
~ exempted [)0\1t1on~ from the ,,ork schedule hid proccs, ~uch ac;; 1he Task Force Oflkl!r 
or Admirn,;;;trati, c Otliccr: 

A 

B. 

C. 

D. 

E. 

Only barga1n111g u1111 members meeting the U111vers11y specified standards will be 
considered for these positions. 

Each posi tion will have a specific position description. 

A bargaining unit member assigned to one of these positions will continue in grade 
(class1ficat1on) and receive regular pay increases provided to other bargaining unit 
members. as appropnate 

The Oniccrs w,ll nol be subject to the provisions of Art icle 13. ("Work Schedules"}, 
and will work a ncxible schedule, as detenmned by the Chief of YSU Police 

The Omccrs arc not excl uded from the I lealth and Safc1y prov1s1ons in Anicle 30. 

Tht.: Umvers11v and the F (JI' ~hall meet and confer rcgard111g thi; positions 1hat ,,ill he excmptccJ 
from the hid proccs!-. amJ anv suhscqw:nt rcplaccmcnt poo,;i tions In addition to the above, 
probationary employees will be exempt from the schedule bid process found in Section 12,; .3 or 
this agreement. 

-t5 Educational lncrcmcnl: Effective with the implementation of this agreement. each 
member of the bargaining unit who meets specific standards of formal university or college 
training shall receive an additional hourly pay increment as follows: 

A 

LEVEL OF 
EDUCATION 

HOURLY PAY 
INCREMENT 

Receipt of an associate degree in criminal Justice or other related degree 
approved by the Chief of Police. 35¢ 

B. Receipt of a baccalaureate degree in criminal justice or other related degree 
approved by the Chief of Police. 60¢ 

Each member o r the bargaining unit who believes 11"-"l-thcv arc entitled 10 an hourly pay 
increment under the provisions of this aniclc shall provide the University with an official copy of 
their~ college or university transcript as a necessary precondition 10 receiving the stipulated 
pay increment. Correspondence courses, credit for life cxpcncncc or professional experience, and 
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credit by ex:unination shall not qualify for the Educational Increment. /I bargaining unit member 
who qualifies for more than one of the two levels of Educational Increment shall be paid only for 
the highest level achieved. Those bargaining unit members who received an educational increment 
under the previous educational increment provision will continue to receive such increment. 

~.6 S hift differential: Each University Police Ofliccr I and 2. Univers ity Police Sergeants, 
and Universi ty Dispatcher, who works the first or third shift will be paid an additional bi-weekly 
S0.30/hour for :,flcrnoon and midnight shifts. The first shift would be considered the midnight 
shift and the third shift afternoons. Oflicers and dispatchers whose bid schedule includes a split 
shift will be paid shift differential on a pro-rata basis. Shift differential shall be prorated if an 
employee requests and is accommodated a schedule change. Shift differential shall not be prorated 
if the bargaining unit member is required to attend training. However. bargaining unit members 
receiving shin difTcrcntial who arc on leave status for greater than 20 (twenty) consecutive working 
days wil l not be p.1id the shift difTcrcntial for the balance of the leave. 

4.7 Emergency C losings: When the University c loses due 10 an emergency, pay for members 
of the bargaining unit shall be determined as follows: 

A. Employees whose work is interrupted by an emergency closing. and who arc 
released from duties for the remainder of their shift, shall receive straight pay as 
though they had completed their scheduled hours. 

B. 

C. 

D. 

E. 

F. 

G. 

Employees who are scheduled to work, but who Me directed by the University not 
10 rcpon 10 work due 10 an emergency closing, shall receive straight pay as though 
they had completed their scheduled hours 

Employees who arc working when an emergency closing occurs, and who arc 
directed by the University to cont inue 10 work, shall receive straight p.1y for the 
hours before the effective time of the closing and overtime p.1yment at the rate of 
one and one-half ( 1.5) times their normal rate for hours aflcr 1he announcement of 
the closing in addition to their straight pay. In such cases, payroll entry will indicate 
regular hours and overtime hours. 

Employees who arc scheduled 10 work afte r an emergency closing occurs, and who 
arc directed by the University to rcpon to work, will receive p.1y at one and one­
half ( 1.5) times their normal rate for all hours worked during the closing in addition 
10 their straight pay. In such cases, payroll entry will indicate regular hours and 
overtime hours. 

Employees who arc not scheduled to work during a period of emergency closing, 
but who arc directed by the University 10 repon 10 work, will receive pay at two 
and onc-half(2.5) times their nonnal rate for all hours worked. 

During the period of an emergency closing, the University will not require any 
employee to work who is on vacation or sick leave. 

lfan employee is scheduled to work during an emergency closing, but is unable 10 
reach the campus due to conditions which prompted the closing, then the employee 
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will be charged vacation leave or leave without pay for the period of !l!i;.i1J1.,.,.Jie, 
scheduled shift prior to the official c losing. 

4.8 OPE RS Sa lary Reduction Pick-Up: The University will cont inue 10 implement a 
"'Salary Reduction Pick-Up" in accordance with applicable nilings of the Internal Revenue 
Service and the Ohio /\norncy General. This means the Universi ty will for all members of the 
harcaintnl! ur11t reduce t-he1HHt~ 1heir salary by the amount of the employee contribution to 
OPERS and will contnbtllC that amount 10 OPERS as an "'employer contribution" in lieu of the 
"'employee con1ribt11ion." In the event the "'Salary Reduction Pick-Up"' is subsequently found 10 
be contrary 10 law or applicable regulations, the Univers ity will cease the "'Salary Reduction 
Pick-Up," " 111 eease Ilk! reJaet1a11 of~ in accordance wi1h the l:i" or applicable rceulauon, , 
and will have no res idual obligation to members of the bargaining unit concerning the impact of 
cessation of the "'Pick-Up"' upon any employee's income tax liabilities at the s tale or federal level. 
The "Salary Reduction Pick-Up" shall apply to a ll pay received by members of the bargaining 
unit, and shall be a condition of employment for a ll members of the bargaining unit. 

4,9 l\ lctho,I of Payment: Bargaining unit members will be paid mH1h""1!tte++tday-s 
bi-weeklv. Payment will be made by electronic transfer so that the money will be available in the 
bargaining unit member's account at the beginning of the work day that Friday. B::irnainirn.! unit 
mcmhcr~ will cnroll 111 dir\!ct deposit to a cht:cking savings or ncdu 11111011 account If a pay day 
falls on a holiday, money will be available at the beginning of the first work day prior lo the 
payday. 

5.1: Summary of Covcrngc: 

ARTICLE 5 
INSURANCE 

A. Elig ibility: /Ill group insurance benefits provided in this /\grcemcnt and described in 
the health, dental, and life insurance ~ summarv plan descriptions shall be available 
to the following e ligible employees and their dependents except as expressly identified 
within this Agreement: all permanent full-time bargaining unit members. Dependents arc 
spouses :111d dependent children to age 26. 

ll, Maintenance of llcnefits/Opcn Enrollment: Except as provided in this an iclc, the 
benefits under the University's group health plan shall remain equivalent 10 or bcuer than 
those provided in the ccnificatcs that arc in place in /\ppcndix E.J of this Agreement 
Members of the bargaining unit will annually have the right to choose to enroll in the plan 
during the open enrollment period established by the Umvcrsity. 

C. Working Spouse/Coordination of llcncfits: 

I. Workini.: Spouse Coverage Obligations 

a. /Is a condi tion of eligibility for coverage under the University ' s group medical and,or 
prescription drug plan(s) ("University Coverage"), if an employee's spouse is eligible 
for group medical and--eF prescription drug coverage sponsored, maintained ancVor 



provided by the spouse's current employer, former employer ( for retirees), or business 
for self-employed individuals (other than sole proprietors) (collectively or individually. 
··Employer Coverage''), the spouse must enroll for at least single coverage 111 
lwrlh!flhcir Employer Coverage unless ~h,;.;sthe, arc entitled to Medicare. 

For purposes of this section, in 111stanccs where the spouse's employer makes no 
monetary contribution for Employer Coverage, such plans will not be considered to be 
Employer Coverage. This ,s intended to apply to situations in which the spouse is a 
current employee ma business, but not to situations in which the spouse is a business 
owner, including panncr of a company and/or firm, is a self-employed individual (other 
than a sole proprietor) in a business, or retiree in a group medical and-Of prescription 
drug insurance plan. 

b. The requirement of subsection (a) docs not apply to any spouse who works less than 
25 hours per week AND is required to pay more than 50% of the single premium 
fonding rate OR S300 per month, whichever is greater, in order to participate in 
Employer Coverage. 

c. An employee's spouse who fails to enroll in Employer Coverage, as outlined above. 
shall be ineligible for University Coverage. 

d. Upon the spouse's enrollment in Employer Coverage. that coverage will bccoml.! the 
primary plan and the Univl.!rsity Coverage will become the secondary plan according 
to the primary plan's coordination of benefits and participation rules. Notwithstanding 
the foregoing, in the event the spouse is a Medicare beneficiary and (i) Medicare is 
secondary to the University Coverage, and (ii) Medicare is primal)• to the spousc·s 
Employer Coverage, the University Coverage will be the primary coverage. The rules 
ofO.R.C. §§ 3902. 11 to 3902.14 shall govern the implementation and interpretation of 
these coordination of benefits mies. 

2. Employer Coverage. It 1!-. thc cmplO\ec·~ resppns1hilitv to ad\1S1,.: 1hc lhll\CTS1t\··i; 

I lurnnn Rc~ourcc~ Benefit-. M::mal!cr 1111mcdi:ueh· land not lcc..s. 1l11rt\ cakndar da\" 
aficr 311\' cham!I.! 111 cli1!.1h1l11v) 1f"thc emplovcc·s spoLL1iC becomes clig1hle to part1c1patc 
111 Fm plover Co,craee Upon becoming eligible, the employee's spouse must enroll in 
Employer Coverage unless i~thc\ arc exempt from this requirement 1n 
accordancl.! \\~lh the exemptions stated in this section. 

a. Every bargaming unit member whose spousl.! participates in the University's group 
medical and~f prescription drug insurance coverage shall complete and submit to 
the Plan, upon request, a written certification verifying whether ~ their spouse 
is eligible for and enrolled in Employer Coverage. I f any bargaining unit member 
fail s to complete and submit the certification during the annual certification 
process, such bargaining unit member's spouse will be removed immediately from 
University Coverage. Any information not completed or provided on the 
certification fonn may be requested from the employee. 

b. If a bargaining unil member submits false material information or fails to timely 
advise the llluH-Wtt-ll..,.gu.,f:-1 luman Resources fkncfits Manaee~ or iw.H>< 
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ln,ftheir designee of a change in the eligibility or the employee's spouse for 
Employer Coverage within 30 calendar days of notification of such eligibility, and 
such false information or failure results in the provision of Umvl.!rsity Coverage to 
which the employee's spouse is not entitled, the employee's spouse will be 
discnrollcd from University Coverage. Such disenrollment may be retroactive to 
the date as of which the employee' s spouse became 111clig1ble for plan coverage, as 
determined by the administrator for the University Coverage. The administrator 
shall provide at least JOthirtv calendar days advance wriltcn notice of any proposed 
retroactive discnrollment. In the event of retroactive discnrollmcnt. th!.! bargaining 
unit member will be personally liable to the applicable University Coverage for 
reimbursement of benefits and expenses, including allorneys' fees and costs, 
incurred by the University Coverage as a result or the folsc 111format1on or failure. 
Additionally, if the bargaining unit member submits false 111fonnation in this 
context, the employee may be subject 10 disciplinary nction, up to and including 
termination of employment. 

c. The details of the working spouse limitations and coordination of bl.!ncfits 
requirements arc available HfK>ll r~lte!,f-+fom- thc ~ett--oJ:-1 luman Resources 
Oflice wchsite. 

d. For purposes of salary deduction toward premium cost sharing, !!!.families in which 
both spouses arc employed by YSU the hi~her p,ud emplovec shall hear the salarv 
deduction Thcv shall have the option either 10 be treated as only one employee, 
employee plus one, or family, or 10 select individual coverage and for each to pay 
the single salary share of the pn:mium. 

e. If one spouse works for YSU and the other docs not. the![ children rl.!rnain on the 
YSU insurance. If hoth spouses work for the University, 111 the case of family 
coverage, the higher-paid employee pays for the employee plus one or family 
coverage. 

f An employee may opt out of health insurance benefits (medical and, prcscn p11011 
drug, dental and/or vision~ ). in accordance w11h Uni\ cr.;1h pohcvHte 
prm 1 ,tom, nf th1!Si aniele, ur011 ,, nucn 1101Ict! 10th~ U111 1, er ,11, 

D. Coverage Levels and Additional Fci,turcs: The University will offer a plan with 
equal to or greater coverage as the Preferred Provider Org:i1111a11011 Sut1iefM~~£1an 
as detailed in Appendix J;J. The University shall!lli!Y implement nny other changes 
recommended by the Health Care Advisory Cornmittel.! and approved in ;1ccordancc wnh 
Section 5.{_>&. 

E. Uooklcts: Eligible employees shall be able to access 111fonnat1on regarding coverages 
on-line via the vendor's website. 

F. llealth Care Budgets: The University shall establish separate accounts to rno111tor the 
healthcare budget and expenses. Regular linancial statements prepared by the consultant 
shall be provided to the Health Care Advisory Committee. 
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G. W ellness Program: The University shall continue funding in a dedicated account for 
the Wellness Program. The Wellness Progrnm shall be developed by, and oversight shall 
be provided by, the Health Care Advisory Commiuee. The program sha ll include 
incentives for employees to p3rtlcipatc in the program. The University will maintain 
current funding of the Wellness Program during the tenn of this Agreement. 

S.ta: Premium Sharing: Eligible b.irgaining unit members who choose to enroll in thi.: 
University's health insurance plan will contribulc the following percentages of the Fully Insured 
Equivalent or such 01hcr calculation as detailed in Appendix J or such lesser percentage that the 
University charges to any other employees, for medical, dental , vision and prescription dmg 
benefits: 

A. Effcc11ve Julv I 202 I and cn111111u111g 1hrough .lune 30 2022 Ailll employees shall 
contribute fifteen ( 15) percent of the fully insured equivalent rate for their subscriber 
selection. F.ffcc11ve July I 2022 all bargaining 11011 members shall contribu1c eid11ccn ( 18) 
percent of the fullv insured cqu1,alcnt m1c for their subscriber selection 

B. Payments shall be deducted in equal amounts from each eligible bargaining unit 
member's bi-weekly paychecks. 

5 , llll omee \'is i! Go-t>~nH-ttlf-..,p;!ly-,hall-€,}fllHlllO Id "'""''"'" €0 pa· • "' ,Jo,~n 
Ai read1 '< J Air the at!fll!tef~eem,,nt-

5.2: Dental Coverage: For the duration of the Agreement, the University will provide a dental 
care plan for members of the bargaining unit and their dependents with benefit levels not less than 
those in the predecessor Agreement. 

5.3: Vision Care: For the duration of this i\grcement, the University will continue to provide a 
vision care plan for members of !he bargaining unit and their dependents with benefit levels not 
less than those in effect as in the predecessor Agreement. 

5.4: Annual Physical: Members of the bargaining unit and their covered dependents shall be 
provided a free annual preventive examination provided such is performed by a network physician. 

5.5! Preseripl-tott-Gt\o-ff-t~ ~~~H~t~I--HMH1l£ttn H pn.~·~t'FlflltOn c,h=t+g;tr~nH1e101leH 
Ill ,\~~-11~1 i J 

5._;i6: Second and/or T hird i\lcdical Opinions: For the duration of this Agreement, a second 
opinion may be obtained, at the discretion of the bargaining uni! member or covered dependent. 
prior to surgery. If the second opi1110n differs from the fi rs t opinion. the bargaining 11111! member 
or covered dependent may choose to obtain a third opinion. The cost of the optional second opinion 
and/or third opinion shall be covered by the Univers ity. 

5.§+: Righi to Alter Carriers: The Univers iiy has the rigl11 to sclf: insure, fully insure or change 
carriers as it deems appropriate, providing that 1he affected benefits remain comparable, but no 
less 1han present levels in each bene fi1 category. 
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5.78: llcalth Care Advisory Comminec (IICAC): The Universiiy and the Union support the 
establishment of the University I lcalth Care Advisory Commiuee, as provided for in the Health 
Care Advisory Commiuee Policy and G uidelines. T he HCAC shall recommend options that arc 
mutually beneficial 10 employees and the University. The Union representatives !O the I ICAC 
shall consult their governing l>odics prior to proceeding with any recommendations. Where a 
recommendation would alter the terms of the collective bargaining agreement a draft 
Memorandum of Understanding (MOU) will be presented 10 the chief negotiators of the 
Administration and the Union for proper processing. 

5.1!,9: Section 12S and Premium Pass-Through Bcnefils: The University shall contract with a 
carrier to serve as Third Party Administra!or (TPA) for Section 125: those plans are premium pass­
through. flexible spending account and dcpcnch!nt care account benefits for University employees. 
Eligibility for, and use of, this program shall be governed by IRC Section 125. There shall be no 
initiation or s ign up fees for employees. Monthly administrative charges, if any, for the TPA shall 
be paid by payroll deduction by those employees selecting this benefit. Employee contributions 
under Section 125 shall also be made by payroll deduction up to the maximum of allowable amount 
for 1he Flexible Spending Accou111 and the Dependent Day Care under applicable federal 
regulmions per account. An individual selecting !his plan shall participaie in the plan from January 
I 10 December 3 1. 

5,2-1-0: Catast rophe Benefits: Any member of the bargaining unit who is injured cffec!ing an 
arrest or by gunshot, knife wound. severe beating. vehicular assault, or vehicular accident in 
pursui1 of a suspect, and as a result is unable to pcrfonn their~ duiies for a period of two 
months or longer, shall receive a lump sum payment of six !housand dollars ($6,000). If a 
bargaining unit member dies from injuries from said incident within ninety (90) days. a payment 
of s ix thousand dollars (S6,000) shall be made to the estate of the bargaining unit member. These 
provisions are subject to 1hc following exceptions and limitations: 

A. This provision shall 1101 apply to any incident involving any gunshot, knife wound or 
vehicular assault or accident that is sclf~innictcd. 

B. Any injured bargaining unit member is subject to the physical examination provided 
for in Section 1.2;!4....B.8. 

C. Only one payment of s ix 1housand dollars (S6,000) will be paid for each incident. 

D. This benefit for effecting an arrest , severe bcaiing, vehicular assault or vehicular 
accident shall apply only in cases in which the employee is·hospitalized for fony-eight 
(-18) hours or longer as a result of' ihe incident. 

In the event a bargaining unit member dies as a result of an incident described above, the Umvcrsity 
will pay 10 the bargain mg unit member's csta!c an amount equal to the cash value of all accmcd 
bm unused sick leave as of the date o f death. computed at the bargaining unit member's last hourly 
rate of pa)'. 

5 . .!!..J.l-1..: Life lnsurancc - Rctirct-s Conversion Policy: Bargaining unit members who rctirL' with 
te n ( I 0) or more years of University service arc eligible for a convertible life insurance policy 
through the carrier as or the date of their retirement ( rounded to the nearest multiple of S 1,000) to 
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a maximum of S75,000. Such policy for a reti ree will not include accidental death and 
dismcrnbcnncnt insurance. 

S.t1i : Life Insurance - Active: Thc University will provide at no cost to the bargaining unit 
member, tcnn life insurance in rm amount equal to two and one half(2.5) times the bargaining unit 
member's annual salary. Each bargaining unit member's group term life insurance shall be subject 
to a cap ofS250,000 for the term of this Agreement. Bargaining unit members may waive insurance 
coverage in excess of S50,000 

5.11J : Long-Term Disability Benefit Policy: The Univers ity will provide a group long-term 
disability benefit plan to members of the bargaining 111111 who have not yet qualified for such 
coverage under the Ohio Public Employees Retirement System or a comparable state retirement 
fund, with coverage for such bargarning unit member to con1111uc only until 1hc,·~~ bccorm.:i.. 
eligible for disabi lity benefits under such state fund. 

S.t;!-1: C OBRA Rights : If a bargaming u1111 employee 1ern111rntcs 1he1rht-.-ltt,, employment or 
separates from the Universi ty, the Univers ity will notify the employee of 1hc1rht'-lh!f nght to 
choose 10 contmue theirltl'--lh!f healthcare plan under the federally mandated COBRA program. 

~rl-?!-+Olunlttf=r-1-,o••~ •.:e-.rm- ~ r~t=tt~w- +-h,H-J-m-~P..H~-+l-t-prn\ 18~ a berg,11n1n£- t11111 
1tw-mller un er~RAlfH+l'r-l+H,flf~~~--g.Yltffittgh;~..ihl.;J11e1ien di the 
""'t}l~~~tll-l~<!tl-fronHll&0nRl,,_.,t....ione-l..,_.th,,.J.l<'!tlflit0Fe AJ• 1 e~ 
f:ffitttmltt!e-

5.1 .:!_6: Voluntary Lire Insurance Coveral,!c: The University will provide a bargaining unit 
member an opponunity 10 purchase additional life insurance through payroll deduction al the 
employee's expense. 

5.1~ : C ovcrnge Eligibility for AJIJlf'!l"Cd Leaves· The parties acknowledge tha t employees on 
approved leaves will be required to mamtain timely cmploycc premium contributions or lose 
eligibility for such coverage. 

ARTICLE 6 
GRI EVANCE PROCEDURE 

(,.I: Definition: The purpose of this Aniclc is to set fort h a prompt a nd equitable method for 
resolving disputes between the pan ics during the tenn o f this Agreement. Under this Aniclc, a 
membcr(s) of the bargaining unit or the F.O.1'. may file a grievance in which thevl~ claim~ 
there has been a violmion of' this Agreement. Nothing in this An icle is intended 10 discourage or 
prohibit infonnal discussion of a dispute prior to the filing or a formal grievance. 

6.2: l'rocedurc: A grievance is liled :11 S tep I unless the parties agree that it is properly 
initiated at Step 2 or Step J. A grievance is filed on the form which appears in Appendix ~ ~ to 
this /\grcemcnt, after the gricvant secures a grievance number from the Chief 1-luman Resources 
Officer or 1he1rh1'-'il<!f designee. A grievance must be filed within twenty (20) days of the event 
giving rise to 1hc grievance, or within twenty (20) d:iys aficr the grievant knew the facts which arc 
the subject of1heirh1"'1k!F grievance All references 10 "days" in this Anicle a rc to calendar days. 
The time limits specified 111 this /\n ic lc may be extended only by the mutual agreement of the 
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parties. If the gricvant, or the union, fai ls to appeal a disposition ofa grievance within the specified 
time limits, the grievance shall be considered sett led on the basis of the last disposi tion by the 
University. If the University fai ls to reply within the specified time limit. the grievance shall 
automatically be advanced to the next level of the grievance and arbitration procedure 

6.3: G rievance llca rings: Each grievance hearing will be conducted by the designated 
administrator in an effort to determine what if any violation of this Agreement has occurred. 
Hearings will be attended by the grievant and by a rcpresentative(s) designated by the F.O.P lfa 
grievance hearing is held dun ng the working hours o f' the gnevant and/or one ( I) F.O.P. 
representative, the gn cvant and/or the F.O.P. representa11vc shall be paid for the time spent at the 
grievance hearing. I lowcvcr. within these limitauons. the U111vcrs1ty will, to the extent feasible. 
seek to schedule hearings at convenient times. 

6.-1: Independent G rievances: An employee shall have the right al any time lo present a 
grievance to the University. and to have such gncvancc adJus1ed wi1hou1 1hc rntl!rvcntion of the 
F.O.P. or F.O.P. representat ive, provided that the adjus tment 1s consistent with the terms of the 
Agreement: and provided that the F O P has bccn given thc opportunity to have a representative 
present at such adjustments. 

6.5: Class Action Gricv.anccs: When a group of two or more employees arc clig1blc to fi le a 
grievance, the grievance may be filed on behalf of the affected employe.:s by the Staff 
Representative of the F.O .P./O .L.C. Any such c lass :1c11on grievance sha ll include a list of 
employees that are covered by the grievance 

6.6: Step I: Within twenty (20) days fol lowing an occurrence the grievant believes 10 be a 
violation of this Agreement. the gricvant may fonnally fik a grievance by securing a grievance 
number from the Chief Human Resources Officer, or 1hcir~ dcsigncc, by completing a 
Grievance Form, and by submitting the completed form 10 the Chief of' the YSU Pol ice. with a 
copy to the Chief Human Resources Officer. or the1rhi,,-I..,.- designec. Within ten ( I 0) days afie r 
receiving the grievance, the Chief of Policc will hold a gricv:111cc hearing, and within ten ( I 0) days 
following the hearing thc\'h~I~ will complete a Grievance Dispos_ition Form, dis1ribu1ing the 
original to the grievant and providing a copy to the F.O .1'. Within ten ( 10) days followrng the 
receipt of' the Chief of Pol ice' s Step I disposition, the grievant may :1ppcal the disposi tion to Step 
2 by completing and distributing a Grievance Disposition Reaction Form. 

6.7: Step 2: Within ten ( I 0) days followi ng receipt or an appeal from a Step I d isposition, the 
~ldt'lll-f1>r-Adn11nl',lfllllHn Director of l.ahor Rcla11ons, or designee. will either hold a 
grievance hearing or complete and distribute a Grievance Disposition Form, in the latter case 
providing the original to the grievant and a copy 10 the F.O.1'. If' the -V«.~dentDirector or 
I .ahor Rclations-fut:....A.em-t~tra-l-t0tl, or designcc. holds a grievance hearing, 1hcv~~ shall 
e,ecute and distribute a Grievance Disposition Form within ten ( JO) days fo llowing the hearing. 
A hearing is required if the grievance is filed initially at Step 2. Within ten (10) days following 
receipt of the ~-4;«!-leH¼lmmt'.trnt-wnDirector or l.ahnr J<cla11on' s, or dcsignce's, S tep 
2 d isposition, the grievant may appeal the disposition 10 Step 3 by completing and distributing a 
Grievance Disposition Reaction Form. 

6.8: Step 3: Within ten ( I 0) days following receipt of an appeal from S tep 2. the C hie f I luman 
Resources O fficer. or their~ designcc, shall either hold a gricvance hcaring or complete and 
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distribute a Grievance Disposition Fann, in the latter case, providing the original to the gricvant 
and a copy to the F.O.P. If the Chief Human Resources Officer, or dcsignee, holds a grievance 
hearing, the, h.;-;,he shall complete and distribute a Grievance Disposition Fonn within ten ( 10) 
days following the hearing. A hearing is required if the grievance onginates at Step 3. 

6.9: S1cp -1: Within ten ( IO) days following receipt of the Chief I lurnan Resources Officer' s, 
or designee's, Step 3 disposition, the gricvant may appeal the disposition to Step 4 by complc1ing 
a Gricv,111ce Disposition Reaction Form and haA<klelivering it to the office of the Chief I lurnan 
Resources Officer. The grievance will be advanced to binding arbitration if the F.O.P. suppons 
lhc arbitration of the grievance by so advising the Chief Human Resources Officer, in writing, not 
later than thirty (30) days fo llowing the timely lwm1kld1\.effng,h:livcrv of the grievant's appeal to 
Step 4 to the office of the Chief Human Resources Officer. 

6.10: Within ten ( 10) days after giving written notice that it suppons the arbitration, the F.O.P. 
must request from the Federal Mediation and Conciliation Service_ a panel of seven (7) arbitrators 
whose primary addresses arc wi1hin 1hc State of Ohio and a 200-milc radius of Youngslown. Ohio. 
A copy of the union's reques1 to FMCS must be sent simuhaneously 10 1he Chief Human Resources 
Officer. If lhc panics arc unable to agree upon which of I hose seven ffinominees shall serve as 
an arbitrator, then the arbitrator will be chosen by each pany nllcrnatcly striking names, beginning 
with lhe moving pany, and 1hc name remaining shall be the arbitralor. Each pany shall have the 
option to comple1cly rcjecl one (I) panel of arbitrators provided by 1hc FMCS and request another 
list. The hearing shall be conduc1ed in accordance wi1h 1hc rules and regulations of 1hc FMCS. 

6. 11 : Arbitrability: The following matters arc not arbi1rable: the removal of a probaiionary 
employee, Alle)!ed • 1olat10as of ,\Atele 11 J">'on D1·,ernH1nattim"+, any matter subject to 1hc 
j urisdiction of the Ohio State Personnel Board of Review, or 1hc State Employmenl Relations 
Board. and any matter not directly relating to the meaning and application of the terms of this 
Agreement. If 1herc is a qucs1ion concerning arbitrability. ei1her pany may requesl that the 
arbi1rator rule on 1he arbi1rability of the grievance. If 1he arbitrator finds the grievance 10 be 
arbi1rable, ~ lhcv shall proceed to hold a hearing on 1hc merits of the grievance. 

6.12: Arbilralo r's Authority: The arbi1ra1or shall have no power or au1hori1y 10 add 10, sub1rac1 
from. or in any manner, alter 1he specific terms of this Agreement or to make any award requiring 
the commission of any act prohibiled by law or 10 make any award 1ha1 iisclfis contrary 10 law or 
viola1es any oflhe 1erms and condi1ions of1his Agreement. 

6.13: Costs: Arbi1ra1ion hearings will be held on 1he University campus, in focili1ies provided 
al no cosl by lhe University. The Univcrsi1y shall provide parking accommodations al the location 
or the hearing fo r lhose persons who arc ,mending 10 represent the Union. The Union will no1ify 
the Employer 1hrce (3) days prior 10 the hearing regarding lhe number or required spols. The fees 
and expenses oflhe arbilrator shall be shared equally by 1he parties. O1her expenses will be borne 
by the party incurring them. 

6.1-1: A bargaining uni I member requcs1cd 10 appear at an arbilration hearing by eilhcr party shall 
,111end. lf 1his occurs during 1hcirllt!rtt,;f regularly scheduled shifl, 1hevlfe-'-h,; shall be paid al the 
regular ralc. Any request for lhc attendance of wirncsses shall be made in good fai1h, and at no 
time shall more 1han three (3) bargaining unit members be presenl on behalf of and/or at the requcsl 
or1hc F.O.P. In the cvcnl lhe Union believes 1hc presence of more 1ha11 three (3) bargaining unit 
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members is necessary, it shall be discussed wi1h 1he Universi1y at leas11wo (2) weeks in advance 
of the arbi1ra1ion hearing, and a decision will be made on a case by case basis. 

6.15: Award: The arbitrator's decision and award "'II be in \\'Tiling and the panics will rcqucs1 
1ha1 it be delivered wi1hi111hir1y (30) days from the dale 1he record is closed. The decision of the 
arbi1ra1or shall be final and binding upon 1hc panics. 

6.16: Other cases: The provisions of this article shall be available 10 the University 10 resolve 
disagreements with lhc F.O.P. concerning the terms of this Agreement, following the submission 
in wriling 10 F.O.P. of the matter of disagreemenl and a meeting of the panics in lieu of the S1ep 3 
hearing provided herein. 

6.17: The parties intend that in accordance wi1h the provisions or the Ohio Revised Code 
41 17. I 0(A), 1hc Ohio Stale Personnel Board of Review shall have no jurisdic1ion during 1hc 1crm 
of this Agreemcnl over any matter addressed by 1hc provisions of this Agreement. 

ARTICLE 7 
UN IVERSITY/F.0.1'. RELATIONS AND RESPONS IIII LITIES 

7.1: 11te panics agree that it is desirable that they develop and main1ain a working relationship 
of mutual respect. The panics agree funher that each pany shall be totally free of interference 
from the olher in lhc selection of individuals designated lo fulfill lhc various responsibili1ies of 
each pany described in this Agreement. Finally, the parties affirm their mutual corrnmtmcnt to 
the principle that each pany to the Agreement shall provide whatever financial or human resources 
necessary to fulfill ilS obligations under 1his Agreement. The F.O.P. agrees 1ha1 1hcre shall be no 
F.O.P. activi1y during paid working hours, except as explici1ly provided for by this Agreement. 
Tite University agrees thal ii shall take appropriate steps to see thal all employees shall have 1hc 
opponunity 10 enjoy the provisions of this Agreement, regardless of their scheduled working hours 
subjecl to spc.-cific provisions elsewhere in 1his Agreement. 

7.2: Representatives of the Univcrsily and the F.O.P. shall meel regularly al mutually 
convenient times 10 discuss infonnally matlcrs of mutual concern. Either pany may fonnally 
request that a specific lopic be discussed, providing the requesl is made in writing a minimum of 
)!;!.!HW (" .ill) W-OFJ..+n~ days prior to 1hc scheduled mee1ing. Unless 01herwisc required by law or 
unless otherwise agreed 10 elsewhere in this agreement there shall be no obligation on the part of 
1he Universi1y or lhc F.O.P. 10 rencgo1ia1c or reopen any provisions of this Agreement during any 
meeling wi1h reprcsentalives or the other pany. 

7.3: Aggregalc leave of up 10 four1een ( 14) days each year shall be granted to no more 1han four 
(4) duly elected delcg:itcs of lhc Youngslown S1a1C University Chapler o f1 he F.O.P. 10 attend 1he 
F.O.P .'s convcn1ions, func1ions. and meetings, provided that only two (2) bargaining unit n11..:mhcrs 
may use I his leave at the same lime. This means one member of the bargaining unit at eighl (8) 
days, or two members of 1hc bargaining unil at four (4) days. A minimum or thirty (30) days 
wrincn notice shall be provided 10 the University prior 10 taking such leave. Leave for this purpose 
shall be paid leave and considered in active pay stalus. 
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7.-1: Either party to this Agreement shall furnish the other, upon wriltcn request, infonnation 
related to the negotiation or ad1ninistration of the Agreement, provided such information is 
available and can be furnished at reasonable expense. such request allows reasonable time to 
assemble the information, and the party from whom the information is sought may determine the 
form in which such information 1s submitted The Union will receive a copy of the annual budget, 
agendas and minutes of the meetmgs of1he Board of Trustees, quarterly report o r the membership 
of the bargaining unit, quarterly and yc;ir-cnd financial reports, copies of all reports filed with the 
State Employment Relations Board a t the ume of filing and communica1ions distributed generally 
to classified bargaining unit members of the University. F.O.P. will provide the University with 
copies of written communications distributed to the general tncmbcrship of the bargaining unit. 
~,ga11111~ 11111--'Wll-f~1,s,.l~,,11....,,..,, .. ntkf¥,&~ 
anJ -¥aeauen balance each ra) ,,en(>t.1-

7.5: The University agrees to provide the Union with copies of such wri lten work rules as arc 
promulgated by the University in accordance with this Agreement I lowever, it is clearly 
understood by the part ies lhat many situations arc not at this time and never will be described in 
such written work rules. Bargaining unit employees will 1101 be disciplined for action or conduct 
that is consistent with written work mies or policies. 

7.6: The panics agree that physical violence. discriminatory harassment. and threats of physical 
violence arc unacceptable 111 any relationship between employees of the Umvcrs11y. Disputes 
concerning alleged discriminatory harassment may be grieved. but the grievance may not be 
appealed beyond step 3: this means that grievances of this nature may not be submitted to 
arbitration. 

7.7: Any bargaining unit member who leaves the department will Josi! seniority in the 
bargaining unit on a timc•for•tirnc basis, 

ARTICLE 8 
l{-t,;:~ l-~ lANA(; f•:1\ I ENT RIG HTS 

The Univers ity re tains all rights necessary to operate the University, except as those rights may be 
modified by the provisions ofth1s Agreement ~n1cse retained rights include but arc not necessarily 
limited to the general grant of authority specified in Ohio Revised Code 3356. These retained 
rights include but arc not necessarily limited to those rights commonly known as management 
rights, which are de lineated in Ohio Revised Code -I I 17. These retained rights include but are not 
necessarily limited to the nght to: 

A . 

B. 

Conduct and grade c ivil service examinat ions, rate candidates, establish eligibility 
lists: and make o rigmal appointments therefrom: or, ;ilternativcly, 10 post 
announcements for positions to be filled by original apJ>0intmcnt from among 
qualified applicanls responding to the posting, and to make appointments from the 
pool or applic:mts: 

Dctcnninc matters of inherent managerial policy which include, but an.: not limited 
to , areas of d iscretion o r policy such as the functions and programs of the public 
employer. standards of services, its overall budget. utilization of technology, and 
organizational structure; 
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D. 

E. 

F. 

G. 

II. 

I. 

J. 

D irect, supervise, evaluate, or hire employees; 

Maintain and improve the efficiency and effectiveness of governmental operations: 

Detennim: the overall methods, proccss1 means, or personnel by which 
goven11rn:ntal operations arc to be conduch:d; 

S uspend, discipline, demote, o r discharge for just caus~. or layoff. transfer, assign, 
schedule, promote, or retain employees: 

Dctcnnine the adequacy of the work force; 

Dch.:nninc the overall mission of the employer as a unit of the government; 

Eflcctivcly manage the work force; 

Take acticms to carry out the mission of the public employer as a governmental unit. 

ARTICLE 9 
F.O.P. RIGIITS 

9.1: In addition to o ther rights and privileges accorded to the F 0.1' elsewhere in tl11s 
Agreement, the F O P shall have the nghts specified 111 this article for activ111es related to the 
administration ofth1s J\gn:cmcnt and the members of the barga111111g u1111 defined herein. 

9.2: Duly authorized rqiresentatives of the F.O.P. shall have access to the University premises 
for the purpose of transacting official F.O.P. business consistent with the Agreement, providing 
this shall not interfere with or disrupt the normal conduct ofUnivcrs1ty affairs. 

9.3: The F.O.P. shall be pennitted reasonable use ofUniversi1y rooms for meetings on the same 
basis as other employee groups, e.g., the YSU-OEi\. 

9.-1: The F.O.P shall be permitted exclusive use of one (I) University bulletm board and one 
( I ) s torage locker in the YSU Police Department, and reasonable access to mailboxes and mail 
service for communication w11h members of the barga111111g unit 

9.5: The F 0 .1' shall h;ive the right to utilize the University pnnt1ng/ reproduc11011 services for 
the duplication of pruned mailer on the same bas is as other employee orgam1.at1011s , provided the 
University is paid for such duplica1io11. The F.O.P. shall have the use or a mailbox located in 
Postal Service, at no cost to the F.O.P. These privi leges shall be avai lable only for activities 
directly related to F.O.1'.'s role as exclusive representative. Abuse-or these privileges shall be 
grounds for termination of the privileges. 

9.6: Copies of this J\gr~cmcnt shall be posted in electronic fonnat on the U111vcrs11v·s I luman 
Resources \\t.:hpagc for do\\nload 111 a rmn1ablc PDr- fom1;1I .Jlfint&.ktHhe-,httr~d c!'•P~nc;;e oHhc! 
U,m eFs11:, 0110 the 1 · 0 IL...t11><kll'ilfffillt~"1H11e1111i.!H>!'.#1<Hll\Ft,fmtllg-11n11- The University 
shall provide the F.O P with 111Hlt!tlttlffllfll ten ( 10) copies orth" Agreement. -n,., Unt eFSH) • 111 
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~h,,-A-g,""""'"' rm rh• I lwoo~;ec, • ,b•,,i.,---The F.O.1'. may purchase 
addi1ional copies al its own expense for the cost of production. 

9.7: The University slrnll recognize 1hc FOP OLC associates for each bargaining unit group as 
the Union s1cw:trcls designated by 1he Union. Stewards shall be authorized 10 inves1iga1e 
grievances and 10 represent employees in grievance adjustments, as provided by Article 6 
("Grievance Procedure"). The Union shall infom1 the University in writing of those employees 
designated as stewards prior 10 the University's recognition of those persons as stewards. The 
Union will notify 1hc University promptly of changes in 1he list of stewards. 

9.8: Union stewards recognized in Section 9.7, shall be permilled up 10 one and onc-half(l.5) 
stcw:1rd-hours each week to investigate grievances during the paid working hours of thc stewards. 
The one and one-half ( 1.5) hours shall apply to all recognized stewards, 1ha1 is, one ( I) steward al 
one and one-half ( l.5) hours or 1wo (2) stewards al seventy-five hundredths (.75) hour, etc. The 
steward-hours. if unused in a g iven weck(s). may accumulate to a maximum of five (5). The Union 
agrees that this time will be devoted exclusively to a good faith cITon to resolve k1bor management 
problems arising from 1he provisions of this Agreement, and will 1101 be abused. Advance 
permission must be granted by the steward's supervisor and by 1he chief steward or Union prcsidcn1 
prior to investigation ofa grievance during paid hours. lfa steward leaves l111..:1r~ work area 
to investigate a grievance in another work area. the steward will also secure the permission of the 
supervisor in the gricvant's area before talking to the grievant The University agrees that 
permission to investigate a grievance will not be denied unreasonably. No individual Sh!\\'ilrd may 
devote more than six (6) hours of paid time to grievance investigation during a given week without 
1he permission of1he University. The Union will advise 1he University in writing once each month 
of 1he ac1ivi1ics of 1hc Union stewards engaged in under the provisions of this section of 1he 
Agreement, specifying 1he amoun1 of1ime spenl by each recognized steward. 

9.9 The University shall continue 10 provide office space in the police building 10 be utilized 
by lhe FOP OLC and 1he designated associates for assistance 10 members and furthering the labor 
relations process. Such space shall be equipped with power and be of sufficienl size 10 allow onc­
on~onc meetings with members and storage of labor-management-related documents and research 
aids. 

ARTICLE 10 
DUES DEDUCTION 

I 0.1 : The University agrees to deduct FOP dues from any member of the bargaining unit who 
signs an authorized payroll dues deduction card. Such card shall be fumished by the FOP. II is 
agreed by 1hc University 1ha1 either within 1wo (2) weeks. or 1he next payday: whichever is later. 
after said card is submi11ed for payroll deduction of dues, that deductions for new members will 
be made 

During the firsl pay period in January and July of each year, the University shall provide 1hc 
FOP/OLC wi1h n rosier of all bargaining unit employees. Additionally, should 1hc University 
receive notice from a bargaining unit member wishing to cease dues deduction and withdraw from 
FOP/OLC membership, 1he Univer.;i1y shall notify the FOP/OLC in writing within seven (7) days 
of1his request 
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All dues collected shall be paid over by the University once each molllh 10 lhc FOP/OLC, 222 Ens! 
Town S1ree1, Columbus, Ohio 43215-4611 . 

I 0.2: Upon proper rndividual authori1111ion, the University shall administer the following payroll 
deductions each pay period: 

A. Up to two tax-exempt charitable organizations, including United Way: 

(;.-Tax-shehered annuities, Individual Rc1iremen1 Accounts (IRA), and IRS approved 
403(b) programs: 

s;;i.;. The YSU Founda11onA-tlnuttl-l'-t111d_ 

A bargaining uni I member may enroll in a iax-shehered annuity program once a year. 

10.3: The F.O.P. hereby agrees 10 hold the Univer.;ily harmless from any and nll liabilities or 
damages which may arise from the pcrfonnancc of its obligations under this Article and the F.O.P. 
shall indemnify 1he University for any such liabilities or damages 1ha1 may anse. 

A-R+IGi;....i+ 
>.'.0' l>l!iCRl'll> .. H I~ 

11 .1: The l 'nt\.eP>t1;-«nd-1he-tlm<H1-<&1Tinn 1heir "'"'"all_, helel ,esren51ei111; . ul1<kf-l~h;f«k11ltl 
m~Ad e•,eeut1• e nr<kF'M,;la1m5-1<H°!lff-<,mp!~t<.-hl¼Hl6-t1ltlt¥hlook-ha!!4,,; 
Hn~1!½--.J._nH11£1~Hl'iH>!Hll.;-ha,1; er rnee. eele;. age. ;eh51~1£111t»1a!--O;,g111-: 
dtsah+H~lflHffi,!f1tAl-!ffiH>Htkm11'r-!1"'6-J1 11hleJ ,, eie,an er, e1e;an er the-V-leltl£1m-,;fff-

l l.2: The Un,...,ffi!~t><Hhe-Y1t!01~1£1Hleillrnr shall d1senmin111<."-ff!lllithl-tlll'r-!11dMd11ul 
tm-1he-h1.wis-<>l=-memhef'liH!HtHl(111-1nt!!11he,shi11111 the Uni en e; en th, llas,s ol:.tnwful-j,fl!lletf)!ltH»t 
BHefrn,t1111~ll-flllflletfl<IH!llH!H!ltHll'lwtll~lcl-YtHBfl-

-l-l,-J.,.......C!-!k!-flaflies--O!:f~hOHIUl'-',\te!clt~-ll!yi>fferS 1·11;ia11s s011~k'Ho-j-•l'rl°01111d 
10- ha,e heen • 1el!m'r-<~"'6HnH11RH01t:-!itleh as lhe Ohie C11·1I R1Jhi,...C<1mm1s,1<H>:--k1rnll 
limp!oymenl--Qppon11n11......C,,mm1'-S10tHt1ltl the ii1ate l:m11l0_,men1 l1ela1101&Boartl-!-!1'!-jlllflf"" 
fuflllef--<tgk'cl-lhaH1n)-t1W11'!d11ttkhr1 llel1e, e~ tltat-l~lcl-!ffl'r--lhe,.-hfi""4,.,.,.,--unlnwful!~ 
J15e-r1111,1Htted-u~n111,1;-t1HM<llatttlfH>Hlk!-flffi'ri!rl<H~HS-0~tal!-j~•>-Al<'-fl-<!tHlljlltt1111 

""1-IH!h44,,-,\'r-kt1ml-9J'J'<•r1u111w-41~r➔oo~i-0Aieer, er" 11IH>1h"'1l1lJ"Ot"lfietc 
o~eoe;,(1e,..f:-11u1-thoh11<.'l,-c,J1n11la111t.,...,hall--no1-l>e-f)f~mdcr-1he--p,01-1smn'rl)f'.-A r11de-(, 
f.!'Gflc\-Ol~-Oeclci11r.?)-oH!11~e.!mclfll-
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ARTICLE 1! 2 
H EADINGS 

It is unders tood and agreed that the use of headings before Anicles is for convenience o nly and 
that no heading shall be used in the interpretation of said Aniclc nor affect any interpretation of 
any such An iclc. 

ARTICLE 11 .l 
WORK SCH EDULES 

11.l, I : E.1ch non-probationary member of the bargaining unit shall be afforded the opponunuy to 
bid on a work schedule by seniority in the classification. The work schedule shall normally cons is t 
of eight (8) consecutive hours a day and fony (40) hours a week, consisting of fi ve (5) consecutive 
eight-hour days. I lowever, the panics may mutually agree 10 alternative work schedules. The 
actual bidding process is outlined in Section 11;:.3. 

l f l ,2: Changes in non-probationary employees' nonnal work schedules shall be posted 111 wrtting 
on a bulletin board in the department or work unit a minimum of five (5) calendar days prior to 
the clTcctive date of the change. except when earlier notification is mutually agreeable to the 
employee and the University, and except when changes arc necessitated by emergency. The 
announcement shall specify the duration of the schedule change. Only the Pres ident, Chie f o f 
YSU Police or tl1cirhts•-l-h::!f dcs ignce arc authorized to declare that an emergency exists . 

ll,J.3: The work schedule each non•probationary bargaining unit member works shall he 
determined by a bidding process as follows: 

A. E.1ch job classification shall have separate bidding. 

B. Seniority by classification will de tenninc the sequence of who bids first, second. 
third, etc. The member who has the greatest c lassification seniori ty will have the first 
bid, the member who has the 2nd greatest classification seniority will bid 2nd, etc. 
This procedure will prevail down to the bargaining unit member with the leas t amount 
of classification seniority who will have the final bid. 

C. The "Bid Sheet" will be posted on the F.0 .P. bulle tin board a minimum of four (4) 
weeks prior to taking effect. Within one ( I) week or postmg, ,;a,e!1Jill member~ will 
s ign the sheet promptly next to the open slot the"~"' wish..-, 10 work. 

D. Employees will bid work schedules once per year in conj unction with the spring 
semester. The work schedule shall take effect on the fi rst Sunday of the fi rs t week 
of the spring semester. 

E. The "Bid Sheet" shall state the effective dates (StaninwJ:nding) Shifi & I lours, Days 
Off Ht<'IH11eml•er shnll ,eeai , a ee1•.' 0f1h,,-ettHFe • OFI, ,elh!<l11k-itAeHH™"""1 
~d-

l_!J.4: The University ,nay reassign employees from one shift to another when the University 
dc1cnnincs such action is necessary. In making such reassignments. the seniority. by classification 
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of the non-probationary employcc.:s involved, will govern and a non-probationary employee may 
reject a reassignment provided ~~ senior, by classification, to another non­
probationary employee in the dcpanment who is qualified 10 perform the necessary work If the 
reassignment is undesirable to all the available non-probationary employees in the classification 
affected, the least senior non-probationary employee, as provided in Section IJ ;:.5 , will be 
assigned to the shift in question. 

11,J .5: For purposes of work schedules , seniority shall be calculated from the effective date of 
appointment of the employee's current period of un1ntcrn1p1ed service 111 1heirk.-.-llef present 
classification as a member of the regular full-time classified Civil Service staff of the Un1vcrs11y . 
(This means that if any member of the bargaining unit has lefl or been separated from lite 
employment of the University and subsequenlly has been reappo1111ed to a different position 1111he 
Universi ty 's classified Civil Service staff, thcirki;,4..,. seniority for purposes of work schedules 
shall be calculated from the lates l effective date of employment 111 1heirh1"41,;r present 
classification as a member of the full-service classified Civil Service staff o f the University.) 
Employee seniority lists shall be maintained by the University and will be furnished 10 the F 0 .1' 
!lunng thd memhs efOc10ee, a,~ 

l1J .6: The University reserves the right to determine the method whereby employees' arrival at 
and departure from work a re recorded: such methods may include 1i1he clocks, s ign-in sheets , or 
01hcr methods as appropriate. No employee shall s ign in or clock in for another employee. 

l1J ,7: Employees who arc late for work shall be docked no more than the time of ta rdiness. I f an 
employee is occasionally tardy for work for a pe riod o f fiflcen ( 15) minutes or less, the employee 
may request lo make up the work missed on the day of tardiness at the end of thcirhislllef shift. 
Such requests will not be unreasonably denied i f the make-up is prnctieablc in terms of the 
operation of the department or work area. It is understood 1ha1 "occasionally" means no mon.: than 
twice monthly. It is also understood that abuse of this prov1s1on shall be grounds for denying a ll 
such requests 10 an individual, and that non-occasional 1ardiness may be grounds for disciplinary 
action. 

ll l.8: No bargaining unit member shall work continuously for more tlrnn sixteen (16) hours. 
except when an emergency has been declared, as provided m Section I J.4.6. 

ARTICLE 1;!4 
OVERTl~I E 

I J.4, I: Employees who are in active pay status, excluding the use of paid sick leave, for more than 
fony (40) hours in a given week. at the direction of the Univcrsuy, shall be paid oven nn e a t one 
and one-half ( 1.5) times regular pay or, a t the discre tion of the employee, receive compensatory 
time off at the rale of one and one-half ( 1.5) hours fo r each hour of ovcnime worked "Weck" 
means the 168-hour period from 12:0 1 a 111. on Sunday through midnight a t the end of t he followmg 
Saturday. Compensatory time off must be taken when such t11nc off shall not be unduly disruptive 
to the University's operations. ll1c pn>ecdurc<; for n .. :q11ci.;11ng of t..hoi1-110111:c qH:a11011 in Aruclc 
18.R will al<;o be applicd to re<1ucs1s for use of compensator\' llme Compensatory time not taken 
in accordance with the preceding sentence will be paid ofT at the bargain111g uml ,rn:mbcr's current 
rate of pay A bargaining unit member may not exceed a 200•hour compensatory time balance. If 
a 200-hour balance exists. the employee will aut0matically be given pay for any overtime worked. 
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The Universi ty shall conven to cash at the current hourly rate of the employee an amoun1 equal to 
fifty percent (50%) of the employee' s accumulated compensatory time balance-o,~n~ 
oh;ilcl~ at the encl of the las t full pav period in December. The payment for the conversion 
shall take place on the first payday following the ltfs\sccond full pay period afte r January I and 
such p.1ymcnt shall be made to the employee as pan of the employee' s regular paycheck. 
Employees may elect to convert all or pan of 1hcirhHH1Hlt!f compensatory time balance to a 
paymen1 at the employee's current hourly rate by submitting a request 10 the Univers ity. Such 
payment shall be inc luded in the employee's regular paycheck and shall be made on the first 
payday following 1wo weeks afier the employee submits the request 10 the Univers ity. 

J;!-1.2: An ovenime opportunity exists when the University needs the services of one (I) or more 
members of the bargaining unit for more than forty (40) hours of work or active pay status, 
excluding th e: use of paid sick leave, in a given week. =Ale-4-kl~ly--YrllJ.-rouu~we,:ttrtk' 
Oflf"'FtHlllile'r-lllHOf~llt'-Hlber, of the eargalll!IIJ 11111! "ha ,egttlnr~OAtHht'-dttll~>t! 
l"'flem1"tkl11-llfH»·<'fHme lrns,s The Um, ;rsit. • ill ma1Ata11o a fester efu·, ertHH.;-{"'51jjlWHt'll\'Ha 
lll<'IHl>eP.-Of:.ti\t'-l)ff~fllll~llllr.-llflt.k,.jl( ~051 the res1er in 11,e ¥SU Polt-Ai,~m ... !,Jiall 
ho offered 10 tl~Fg<\!ll+l'J HRH memeer rn 1he Jeb elass1fien11e11 needed .. he has the lea· 1 

Al!1!F<!ll'll-me-er,;;i11 fer e m,ma ,· erl,ea er rell,seJ. I"°' ttl;tl, The Umvers11v "ill offer 
O\ eni1m: omx1r1un111c~ to a,a1lablc harnaininu uni1 members 111 order of the amm:ua1c O\Crt1111e 
rosier provided bv the b::irl!aining unit fllte University shall have the right in unusual 
circumstances 10 assign overtime outside the ordinary rotation. Funhermore, no employee will be 
eligible 10 work ovenime for at least twenty-four (24) hours after the end of the shift for which the 
employee reponed off sick. The University will offer !!!!..overtime details and opportun111es1ha1 
ft'tttitft'-fl1"ft'-lha~.-Aiet'f-10 full-ume bargaining unit members first al a I: I ratio of 
bargaining unit members to non-bargaining unit member;~ , with the odd~ nurnbcrcd 
ovcnimc detail or opportunity being ofTcrcd to the bargaining unit member. If :m insufficient 
number of brugaining unit members accept the available number of overtime opportunities, then 
the University may fill those overtime opportunities with non-bargaining unit employees. \Vhcn 
a deta il is slaffed by multiple bargaining unit members and involves mult iple types o f work 
assignments, bargaining unit members may select on a seniority basis the work assignments 
designated by the University 10 be performed by bargaining unit members before offering the 
assignment to non•bargaining employees. The parties agree that current pcrrmmcnt details, 
dormitories, courtyards and the Recreation Center arc not included in this formula. 

l ,!-1.3: +he-{1¥t!fl11n~tW'1t!hll!tl i-ffilH!Tt'Hll&A«H<Hnentl+--NHH!OHllnuou•.-httsi'r-+lttH)""ff1111e 
r,.;1,,r;,--l1,1111tt1lte-l)ff'l,~•••••••i::-t••HH11e111aef!Htgg,egiH"418uf!rWtll-lMH11xlttt<!<~kly-+lkH~ r"!l<llt! 
IK11....-li51Hljl-Will-net-tlll'itt<k!-thRre h011Fs spent by a harga111~11HHllt'lll~1le-ttH.'tHlfHm 
hd11tlHHlte-l-!111-'rt'F'it~llle-<ttlt!OOing---¼11\-t'f!aty-di,,{'IJlil1l8~~r,,'ll'r=·n ,e l'-4.Jl. 
h11rga1111ng unit will provide on a \\eek Iv basis an agercgate ovcn11ne ro'-tCr before the end of the 
d:iv Sund:1v. If no :Jl!grcgatc overtime roster is provided hy thl! end of the dav on Sundav 1hc 
pn.:v1011~ \\CCk's nugrcgale overturn! roster wHI be used unlil a new nggregah.~ overtime roster 1s 
provided The cum;nt \\ct;J.. "ggrcgatc overtime ro(itcr 111:iv he used 10 fill o, crtinu.: dc1ails 
~chcdulcd out to Tuc~dav of the fol lowing \\CCk The han!aimrH! unit's aggrcl!atc ovcr11mt; roster 
procedures art.'. listed 11t Appendix G ofth1c. Al.!rcemcnt. Bcc:m~c the ~1c,grcgatc o\crt1111c roster 1s 
ad111 111i~1crcd lw the h~m;a1111n;; unit the procedures in Append1, G nrc nm '-ulnccl to An,clt.: 6 
(Cinc,nncc,} ofth1s Agreement 

1,!-1.-1: A-b.1rga11mig-,m1Hllt'!Hht'r .. he 15, sffereJ b111 refll,ea an a· efll~-rn~h,.ll-lte 
eft'Elth!&etHh.,.,.&.1cf-WIIIHh,!-i!me11nt-eH>\.t'Flm1e refused, ,ubjeel 10 the follev, rng l11111llltHH......,KI 
~-l'r 

~1,ert!-lha11-<>11d-<'"""H>Htt:l1· 11: eeeurs s1m11ltaneo11sJ.r.-0.........,.~aJ",;-llte-t'lnj,I~ 
"'H<H'rill>',dttl-uf-ft'tt1•,ed-th,;-e11~eA11n11_ shall ee eharg,,<H'n~-\,..HIHhe-ftmot111H1f 
hour!rOHI-H-WHIHllt'-',ht>fleHlura!«lR-

1-l---Rd:U,,ol-t,t:-.wt!rtmltHTill not he ereelHe<i RbRlllSI a lrnr,;ammg-un,1-tnem""'--+l: .. i.11e 
"""fl+me-el-feH!rfl1fkk-.w,1l111H"o (2) hour; of 1he smn-el'..the-,;.,...n11n ... 

n_{;. Wht'1Hl--l~1rg,1111111~11111- me1nher- 1~fl!d11led 10 011,ntl 1r,11nm~11Hlf4-lttf 
"''lllj;t;n',llHlfrlttlle-t•nlr,-tl11,;--1tnie-,.l1all nnl be ceas,deml 11el\ttlHl"-'rt11n,1-t11Kl-tK;t-l1e 
ehorgt'El-to-the-tnemheA-total aggFega1e hoHFs en the e-tHl<'·f&HeF-

~ Q. Bargaining unit members who arc oITcrcd overtime, for replacement of employees 
due 10 unscheduled absences or other unanticipated even1s, will promp1ly accept or 
decline the opportunity. In the event a bargaining unit mc1nbcr.:...,......,,e-,1t-kt1-Ee is 
contacted via phone and the bargaining unit member does not accept the ovcnimt.: 
opponunity immediate ly, the University may move 10 the ne.~t eligible bargaining 
unit member on the overtime list. 

fl.I;, Scheduled ovenimc opponunilies will be forwarded 10 the appropriate person for 
staffing a minimum of · e,an~ (Bil days prior 10 the date of the event. It 1s 
agreed that there may be times when an unanticipated overtime assignment becomes 
available and it may 1101 be possible 10 have this infonnation forwarded by the 
deadline above. In all cases, copies of the Request for Police Services and Call O ut 
Sheets will be forwarded 10 the President of the FOP Labor Council. Bargaining unit 
members who are contac ted fo r overtime opponunities will accept or decline the 
ovcnime opportunity as quickly as possible, but in no case later than ~ 1;.: (H 
ft) hours from the time the ovenime was offered. Contact includes messages lefi with 
another pany, answering machines, pagers, or cell phones. If a bargaining unit 
member fails 10 accept or decline the overtime opponuni1y within the time period 
specified above, thev J....,,Jte-will forfeit the ovenimc oppon unity, tllltl--htH,l,afgt'tl 

Wllh-<l--ft'ttlSIIHllHlte-Afil,;reg<i~me Raster. Ce~1ll-et1m11lt!l<!tl-+\.ggrejlale 
Qwr1-1nie-RM1,,_,..,ll-llt'-loFW11rdetl-tl>-!l~ 

IJ.-1.S: When an employee works during hours outside of thcirhts-llt!f regularly scheduled 
workday, and those addit ional hours do not abut thcirlw; normal workday, the employee shall be 
paid tllll-lfffger of A I Ii, ~ 1!1t1f'r0Ht'gl!l!1f-flilr--Or B ) !he amrnl nu1118t'f-el'..!10t.tf'rWi'rl.ed;11 il 
minimum of four hours at the r:uc of one and one-half ( 1.5) limes the employee's regular hourly 
rate of pay. This provision applies 10 appearances in coun on behalfof1he Univers ity. 

IJ -1.G: An emergency exists when the C hief of YSU Police, Pres ident, or theirht'--l>t!f des ignce, 
dctcnninc current or potential conditions on the YSU campus warrant the imml!diate call out or 
hold over o f bargaining unit members is necessary for the health or safe ty of the University 
community. I fan emergency occurs which results in 1he University having 10 assign members of 
the bargaining unit to additional duty or 10 modified schedules with less notification than is 
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specified by Section 1;)_; .2 ("Work Schedules"), the University will provide afTectcd bargammg 
members with as much advance notice as is feasible, will rotate overtime opportunities among 
bargaining unit members to the extent feasible, and a representative of the University will meet 
with the F.O.P. promptly to discuss the nature of the emergency and the manner in which it was 
accommodated. If the YSU Police Chief or thcorltt-<, designec dctennincs that any extra detail or 
shift cannot be adequately stafTcd as a result of the inability to obtain intcnninent, pan-time, or 
full-time employees, a bargainmg unit member may be required to work the assignment. These 
assignments wi ll be made on a rotating basis according to least seniority. That is, the bargaming 
unit member with the least seniority in the classification will be required to work the first such 
assignment, the next least senior bargaining unit member in the classification the second such 
assignment, and so on. A hnldnwrlforce out rosta for each classifica11on with holdover, force out 
d:Hl.!S will he kept in Dispatch The U111vcrs1tv mm::cs to l!IVC as much nottcc iL"i possible for pre­
scheduled shifts nnd l!\Clll'- 'dc1ails that require a holdo,cr/ forct:: out. In the even! of an 
un~chedukd or shorl notice need for a holdover/ force out for a shift or detail the hargm1111w wut 
mcrnhcr wilh Ihe longest urnc s111cc the last holdo, cr/force ouI according to the holdover/force out 
ro"tcr 111 the cla~sificauon on the pnor shift will bl! rcquircd to work. All hnldovcr/ for..:e oul 
110111ic:11wn~ " 111 he mndc hv a ~upcr, 1sor in rcr,;on or via telephone. 

IJ-t 7: A bargaining unit member who docs not want to work regular, non-emergency overtime 
may waive thcirlw-... h~ right to the rotational opportunity to work overtime established in this 
Anicle. It is the employee's responsibility to infonn the University in writing by January 31 and 
June 30 of each calendar year of theirhh-<>f-h,!f intent regarding this right. 

IJ-1.8: Should it become apparent that the University has erred by failing to ofTcr ovenime to the 
qualified individual--..H~< ,t 11ggr<ga1e er o• <ilnn< ., erl,eJ er ,eAiseJ in the proper 
order !!I\ ...:n on the curn.;111 rtl!urcf!ate ovcnimc roster the University shell ha• d the! oppAFllH»f!'-h-t 
ffiffi!<!Hll&-,!ff<>~<1n1tt,g '"II offer the employee involved the next normal ot~mttv- for 
overtime opportu1111v thcv arc a,n1lahk for within their~ overtime group lir<;t. 

IJ-1.9: A bargaming unit member required to work continuously for more than sixteen ( 16) 
hours in accordance with Sec11ons IJ.;_g and IJ -1.6 shall be paid at two and one-half(2.5) times 
regular pay for each hour exceeding sixteen ( 16) hours 

ARTICLE 1:!~ 
IIOLIDA VS 

l;!!-.1: The Umvcrsity shall observe those legal holidays established by the State of Ohio-~ 
hohJw.-•--<1fe--lhe-HN-<l11rt1h111nullA-;-ll~hm.~H-Januaf\ . th< 1lmd '1enEla• 111 ~"" 

th< la•,i) lontlA) 111 M1~!li,, .. fo1lflh ,ia'. ofJ>il) . the Hrst 'londa) ,,; Sert<mher. 1h, ,;rnnEl ~ lenJa.,_ 
11.+k!oh,,f;-llh!-d......,.11h-Ja1>-o!'...l.lttve1nhef;-lhe-fourth-+hur-.la, Ill ►lo, ember. anJ.the-m-,•fll-v-l+fth 
.m~1mer-;-and any ·other day appointed and recomm~nded by the !!Governor of th~ State 
of Ohio or the !'!.'.resident of the U11ited States as a permanent leeal holida1 and not a one-tnne or 
l11111tcJ occasiorr-

1 Ne\\ Year' \ Da\' 6 L::ihor Oav 

2. Mart111 Luther Kmµ Dm Columbus Da\' 

3 Veterans Dav 

25 

t\. lcmonal DJ\' 

Founh of Jul\ 

9 

10 

I I 

Thank~u1, 111g Dm 

Chmtma, Oa, 

.lunc1ccnth N:t11011al lndcpcndt.:1H.:c 

l;!i-.2: For purposes of pay, holidays shall be those days enumerated in Secllon l:!f. I ~ 
regardless of whether the University formally observes the hol iday on that day or on another day. 
To be eligible for holiday pay, a bargaining unit member must actually work or be approved to 
take paid leave, other than sick leave, thcirl»Hh!f entire scheduled workday immediately 
preceding the holiday and their"'5-hef entire scheduled workday immediate ly following the 
hol iday. The only exceptions are when the employee actually works the holiday and when the 
employee is on approved FM-LA leave. 

The method used to determine which bargaining unit members work a holiday will be de1crm111ed 
by the class1fication seniority of the persons normally scheduled to work each shift on that holiday. 
The hours worked on a holiday will not be considered overtime_ tm,l--,ub-<'<111,,m~ll-net-11<1 
uddt!iH(Hl4)!tfgtlHHt~miH11e111~ l 11,,g,e,;111~'-l1<H1Pr 

If a bargaining unit member is not scheduled 10 work on a holiday, and has forty (40) hours in 
active pay status, excluding the use of paid sick leave, during the week 111 wluch the holiday falls. 
they shall be paid one and one-half (! '/2) times their hourly rate of pay for the holiday on which 
they did not work. However. at the bargaining unit member's option 1hcvh~n! may request the 
hours earned be added to the bargaining unit 1111.:mber's total hours of Compensatory Time mstead 
or rcceiv111g pay. 

lfa bargain111g unit member is not scheduled to work on a holiday, and has less than fony (40) 
hours in active pay status, e.xcluding the use of paid sick leave, during thc week in which the 
holiday falls, they shall be paid their hourly rate of pay for the holiday .on which they did not work. 

A member of the bargaining unit who is required to be on duty on a holiday observed by the 
University, as defined in Section l;!S. I, shall be paid an additional one and one-half( 1.5) times 
their hourly rate of pay if the duty fall s within their regular fony (40) hour 11ork week A 
barga111ing unit member who is scheduled to work on a ho liday and repons off sick w,11 be required 
to request the use of sick leave for the time missed and will he paid their hourly rate of pay 

A bargaining unit member who is required to be on duty on a holiday observed by the Umvcrs11y, 
as defined in Section I:!~. I and has less than fony (-10) hours m active pay status, excluding the 
use of paid sick leave, during the week in which the holiday fa lls, shall be paid their hourly rate of 
pay for the holiday on which they worked or were mandated. A bargaining unit member who is 
scheduled to work on a holiday and repons off sick will be required to request the use of sick leave 
for the time missed and will be paid their hourly rate of pay. 

W.tll11r-011,;+ l-t-HIBl½lh fol lu•,•·1% the e'>eeu!!OIH>Hl11~ r,;,,m.,., t,!1,.,..{;l1tef-Humttti-R..,.,..,11""'­
<-ll+i<'ef..fl11J..llle-¼11011 l'r<;iaenl ,. ,II earh 91'f'01Ht 1"0 (~) 1Hd1¥1dtlill....+t ........ fv<Ht1H,.+lol1tlu\-l>il,,. 
c•onHmttet!--+lt,!-f'ltFf-41\eWt+llll ll!<e • 111 e~ 1t1-r,;,,_.,,,,-A+H~•'""'•nlimHhttHhe-lun~1111~ 
t1H-\mele+'i-i-11-\11th e uFTent fl'il-11tl-+H1t1H!l>ftstsl,!1\H'rltlH'111renl-jlffi<!lll"'""1<;.nttk 
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ft!€6f!Hne11da1wn<;-1o--tl..,....;n,_,i,-.,,tJ-1l1e Unien Fei;o,J1~~Hn!lttt•gt1--fof--llli'Hlflfek­
/;keu~>-;>£H¾!,----ngk'e-W<ll1----Hk'--i'effiHltltt!flda1"'1¥.r.-Jl1t1----Yn....,ffif~ll-fero1111ne11d--a 
Meniern11d11111-ttf+.111(kNondit1~1GY)-{0 lhe Bou,a ol"TF11,1.,.,.,...111tl-lh.,..Y111<HH',!IH..et>nHne11d 
1h,!-/>;IGU-HHhe-boFg11111111~11111-t11e1nl!,!P.;htJH&-f~l1,,-!1111!lt•u!lt1-<J<1t1111111e<l-t11-An1ele--8----+11" 
~ill-l-1111llt!1~11l111.....,..,,.t-f-7+-m<,t~1~l..,...,.,.,.,..1-ta1H)Hl1~1"""~ 
Hie wece ,·, l'rll01--<lillll!>l"1"'J.-w11h11Hh1~ 1,meli'ame er 1he 1m,11-l&-11HH,,nelH1!lF"""""'l,4!"' 
l,mgtl!lg,H>Hhe-f>et'<'lnher I c. 2018 Tental~lltlllH',fJl-!lo...,;fft-

ARTICLE 156 
EVALUATIO~"IS 

l;iij. I : An employee shall have 1heirh+,;-l!i'F perfonnancc omcially rated or evalumcd by the Chief 
of the YSU Police or lwrl!t!F1hc,r designee once during 1he first half of 1he probauonary period 
throul..!h a prol!n:"i<: chcd.•tn. once al the cndtktnng thc1 G~cand haU-· of the probationary period, and 
at least once each year thereafter. The performance evaluation proccss-f-oA»- ta be us~a in 

~• Rlt:tHIH·lll flpjl~flF, o ,\pp,mJI', G ta 1h1s;; :\gFb?Ak'!Hl is :m on-line proc.:~s \\llh the c,aluation fonn 

avaibhk in the ck~1ronic \ \ <:tcm for tht! benefit of both and the "iUJX!rVi(lor and harl!aininl! unit 
member. The form 10 he used in e, al11a1ions appears in Append" B~ 

l~ .2: \Vht!n an evaluator has completed an evaluation, ~-te~ will meet with the employee 
during working hours to review and discuss the evaluation: 10 answer questions concerning the 
evaluation and to clarify i1; and lo provide such informalion as is available and rclcvanl to the 
evaluation. (I f work records in the department arc utilized in preparing the evaluation, the 
employee will have an oppor1uni1y 10 review those records.) 

1~ .3: The cmploycc shall rccl!ive ond acknowlcd!.!c~ the evaluation vrn. the on-line 
svs1em.,1gn the ,, olt1aHefl-¼f111-- The employee's acknowledgement~ shall ceriify that 
~11:!:thcv ha~~ reviewed the evaluation, but will not necessarily indicate agreement with it.~ 
)' SU Peliee DepaFlllltlfll-Yrlll-j>r&.lda 1he emplo_,ee ·i1h a eep;• of1h .. -ltt111-tt1t>-The completed 
~IAI evaluation will be rnser1e,l 1111he 0ITie1el !'<FfBIIAel file clec1ro111callv stored. 

I~ A: An employee who believes 1hat 1hc procedural requirements of this Ariicle have 1101 been 
met~ or who believes that the information upon which an evaluation was based was improper (i.e., 
erroneous, incomplete. untimely, or irrelevant), may me a grievrmce under lhc provisions of 
Ariicle 6 ("Grievance Procedure"). Such grievance may be processed through step 3 of the 
grievance procedure. However, grievances over evaluations shall not be arbitrablc. If the 
adjustment of the grievance includes a detcm1ination that the evaluation was procedurally flawed 
or based upon improper infonnation, the Universi1y will nullify the evaluation and dirccl drnt it be 
redone. If an employee disagrees wi1h the judgment of the evaluator, 1he employee may 
clectromcally I) so note on the evaluation form; and/or 2) so note. wilh comments in the 
"Employee's Comments" section of !he form,-<1na41HrkJrwnr,l-t!Hhethttll'.-+l11n»11~1-
OlliceF:-or--l1ts' l1"1 des1tn""'w1tl1111 1l11rtY"f.lOtda~follo-.111bYhe-111,en1011 01: 11,., e~1,luut1011-11110 
lhtl-l"'f~1Ael--lile:-fH•·Hlle1,-,.1tt1e1ttt!tll-tl!,-j¼Ft!,,Hlg:-<ii~1,enH¥i1IHlte-t1H1lt1Al1Ht~111111et11S 
ftlwriuik<¼Hh.!-{:lii..i:J.111m11n-R~111ree~ OAieer. ~, lw~•t'•""'rt111dtlr-1h1'rf>HW-1"!0fl-wlli-ll<' 
~•dt!.l-HHl..,..,..,l11ttt10tHi}ff1H1Hhtl-pe,s01111el lile. 
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ARTICLE t(t-1 
STANDAIU>S OF PROFICI ENC Y 

l!!+.I: Members of the bargaining unit who arc sworn police ofliccrs shall meet and maintain 
reasonable standards or proficiency and fi tness for ollicc. The Universi1y will make a reasonable 
i.:ffort to assist sworn police officers in maintuining standards of proficiency. 

I (t-1.2: The failure of a bargaining unit member to meet minimum siandards in 1he areas lis1ed 
h;;rein shall be grounds for disciplinary ac1ion which ma)' include: rcduc1ion of classilica1ion, 
1ransfer 10 another existing dcpar1men1 in the University for which the individual possesses 1hc 
qualifica1io11, or possible separation from the University. 

IJF-.3: Each sworn omcer shall maintain cer1ifica1ion by the Ohio Peace o mcerTraining Council 
in conformi1y wi1h Ohio law. 

1£,;tA: Each sworn omcer shall annually dcmonstrale theirlllY!tlf proficiency with the fi rearm 
thev ard ~ directed to carry by meeting the standards provided in Appendix !:I-I, YSUIF.O.P. 
S1andards of Proficiency: Firearms. 

lf!+.S: Each sworn omcer may be required by the Universily to receive a physical 
examination from lhcirlliS-4~ personal physician. The employee's personal physician will 
complete and return to the University a medical form which appears as Appendix Qi to this 
Agreement. The form will be classified as "Confidential" and, if appropriate, will be made 
available 10 a health education cxperl designated by the University who will consult wilh the 
officer and recommend a voluntary, individualized fitness program based on age, sex and prescm 
condition. The omcer shall utilize thcirln,-he, insurance plan from the Universi1y which provides 
for an annual examina1ion to cover the cost of such exam. If any coslS of the exam are not covered 
by the omccrs insurance coverage, 1he expense will be paid by 1he Univcrsi1y. If the Universi1y 
wishes 10 have ilS designaied physician also conduct an examina1ion of the omccr, 1he Universi1y 
shall be responsible for the cn1ire cosl of such exam. The physical examina1ions will 1101 include 
any 1es1ing for sexually 1ransmi11ed d iseases. 

ARTICLE 178 
PERSONNEL l'lLES 

Il l!. I: An omcial personnel file shall be maintained in 1he eQllice of-tl,.,.g,iefHuman Resources 
Al+ic•t1H>f-h1"-l~netl for each member of the bargaining unit. Personnel files arc maintained 
and access provided to them in accordance with law, including Ohio Revised Code 1347 (Personal 
Information Systems). 

118.2: Each employee shall have access to 1hcirh1...i1er official personnel file hv ap1x1in1men1 nnd 
at reasonable times. The University will also gr:1111 access to an employee's omcial personnel file 
lo the employee's designated representative, upon writti.:n authorization of access by the employee. 

11lU : An employee who has reason 10 believe that there arc inaccuracies in maierials coniaincd 
in h1',-fu!flheir personnel file shall have the right to submit a memorandum to the Chief I luman 
Resources Omcer or ~ their dcsigncc reques1ing 1ha1 lhe documents in question be reviewed 
IO determine their appropria1eness in 1he personnel file. 
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128-4: The Universi ty shall promptly review requests received under 1hc provis ions of Section 
18.3. lf1he U111vcrs i1y concludes 1ha11he material is rnappropriale for retention in the employee's 
personnel file, the rnaterral shall be removed and the employee so infonned. If the Univers ity 
concludes that the material is appropriate for retention in the file, the Univers ity shall so inform 
the employee: in this event the employee shall have the right to submit a written statement noting 
1"5-lh!flherr objections 10 1he material in question, and 1he Chief Human Resources Officer or 
lle,-lh!ftherr designec shall attach the employee's sta1cmen1 10 the material objected to and shall 
include a note in th!.! personnel file indicating that any person rcviC\\~ng the original material 
should also review the employee's objections 10 the material. 

128,5: An employee shall be given by campus email a copy of any document which is 10 be placed 
in 1herrhl'Hh!f personnel file bu1 which docs not include as pan of its normal distribution a copy to 
the individual. or which docs not originate with the individual. 

128,6: Materials related 10 disciplinary action shall be removed from the individual's personnel 
file upon he,-1..,.,,.the rr written request, providing 1hiny-six (36) months have transpired since the 
insertion or 1hc material into the employee's file without intervening occurrences of disciplinary 
action. Material removed under thi; provisions of this section wi ll not subsequently be used in any 
disciplinary or te rmination hearings. 

128.7: Job evaluations shall be removed, at the request of1 he employee, provided 1he evaluations 
have been on file for at least fi ve (5) years. 

ARTICLE l !!ll 
VACATION 

l!i~-1: Each member of the bargaining unit will earn annual vacation leave according to 
ht-,.-J.~hc1r number of ycms of serv ice with the University. Furthermore. total service for purposes 
of calcula ting vaca11on hereunder will a lso include active duty in the U.S. Anned Forces as well 
as therr Iota I Rese" •e Duty and Natrona! Guard Units as delineated on the cmploycc(s) Dep,1nmen1 
of Defense (DD) 2 14 or Cenificate of Release or Discharge from Active Duty, rounded to the 
nearest full year. If less than six months of service as noted above, the, ~ will be credited 
with the actual amount of service. 

l-lowevcr. any bargaining unit member who had been earning vacation leave prior to July I , 2012 
according to 1herrl~ years of service wi1h the University and the State of Ohio's political 
subdivisions will continue to earn vacation based upon the combined service time. Vacat1on 
accrual shall be credited as follows: 

YEARS OF SERVICE ANNUAL ACCRUAL PER PAY 
Less than I None 0 

I bu1 less than 7 10 days 3. 1 
7 bu1 less than 13 15 davs 4.6 
13 but less than 22 20 davs 6.2 
22 but less than 25 25 days 7.7 

25 or more 30 days• 9.2 
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• Applies only to bargaining unit members who accrued fff-¥r-tl-Ht€(.~te-vacation at this annual rate 
on or before June 30, 201 S. 

An employee must be in active pay status at lcasl eighty (80) hours in a pay period in order to 
accrue the total designated vacation hours for that pay pe riod Vacation leave may accumulate to 
a maximum of that earned in ,wo (2) years of service. Vacation in excess of this maximum 1s 
eliminated from the employee's vacation leave balance. 

1J!9.2: Shorl Notice Vacation Selection: An employee may request 10 use vacation t1111e 1hat has 
nm been selected during 1he annual selection period. Such selections shall be made and granted 
on firs t requested, fi rst granted basis. In the "' ent f>HH!efll-l~h,j,ttflmclll-n!fll.+fffi-;Ju1l-l-,,~.....,., 
the !,eleetrBn Unless there arc exigeni circumstances (to be determined by the Cl;ief andior the 
Lieutenants) employee must give fo uncen ( 14) days ' notice for shon-tcnn vacat ion requests. and 
the Employer will return requests fu.!JI!~!LU,!Js,,, .. .,tt-f+l days a11erpFmHtt ~ date "hen the 
rcqucstet-1 has hci.:n submitted. However, nothing shall prohibit the grnnting of requests not made 
111 14 days by 1he Employer if scheduling/staffing is adequate. 

l!!'J.3: r..n,,l~11~n \ AeatrAll _;I-IEhttlm>tt-a-,,tj;t~l""'t-fol-he!l ... ~ =-fomH~ 
~I-Of-t&ffi~H-H~l-tl1c! ,aeat1on period \llhe1Ht-bn~1mng--un1HHcn1l~t"rf~jtte.,tmg 
1r-He11ttt.HHlOl-JUev1ously-ttflpFO¥eti.tl~-n1wr~ity--yrill-r~1l011d-1(Hl1~et1uC"'Jl--t1H t- r~'-rtlllHlllc-

1unottnH►Hm~ A bargaining unit member who is hospitalizt:d \vhik on vacation may convert the 
pi.:nod of hospitalization from vacation to sick leave by provid111g the U 111versily w ith 
documentation o f hospitalization upon 1hc1rk+~-h~f return. If a member o f 1hcirlw,-het= immediutc 
family dies while a bargaining unit member is on vacation and if the lxtrgaining unit member 
attends the funeral, up to four (4) days of vacation may be converted to bereavement leave m 

accordance with Aniclc 12~ H by providing the Universi ty wilh documentation o f the dealh rn 
1hc family. 

I~-➔: The JXlrt ics agree that the U niversity retains the right to reschedule vacauons in the event 
of serious and unanticipated problems. Should rescheduling of a vacation be nl!ccssary. the 

employee shall be so informed by the principal administrative officer before dorng so and an 
c ffon will be made to make alternative arrangements to pennit 1he bargaining unrt member to 
take 1hc vacation as scheduled. 

1~9.5: An cmplo,cc ma\ be (Xltd 111 advance of the rcL!.ular pmd:.t\' for an appro,cd ~ehcJulcd 
\:l('atton pro\ 1d1m.! the emplov~ suhmus a request 111 wntrnl! on a ll111,crs11v pro, it.led fonn a 

mrnrmum offifleen davs pnor 10 the dfecll\c date of the ,acatron Afl.efnt>l•~•~•·"ll€<Htt+fl 
ttn~14-for the· arnuon fl•rrad 111 ad, -~•laf-j......<JG~11dH he.,.l,.,..,he·Y•uttkl 
,iemrnll'. he flAld far the • eeetroa fleFrea. fl'"' rdrng the emplo) '" 111~, ,uhmHletl-lh,,-fetjHe>Htl 
'AfllH~ 0fl ii Kim, te a, f'FO' rd<'<l b) IAC URI\ eP,11'.• !I llHI\Hll>t!IH>i:.ltAecl~ l!l\-'r flf«lf-HHlle 
cff-telli. ~ dale! of lh~ , ueat1on. Advance vacation pay G½fflJ.l-.pell-...!!!!.!l, available to an employee for 
a minimum period of one (I ) week of vacallon and only 1wice during any calendar year. The 
advance pay will be available to the employee at the Payroll Office at 1he end of the employee's 
last working day prior to going on vacation. The advance vacat1011 pay will be deducted from the 
subsequen1 paycheck(s) on which the employee would have received pay for the vacation period 
1f the employee had not chosen advance vacation pay . 
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IJ!9.6: I he Ch,afdr hi, or her!l!.!fil des1gAee shall Jldst u enh,ooar--,-.h.,tt!l~R~1Hh.­
""1,ar1Rh•111 ,hall ha, e 1he e~~or1um1:, eaeh) ear 10 md1ea1e 1he umes 1he~ ,, ,sh 10 t,,,-o+_ 
Abset1H111tbll!lk!rot1nl';\{11~htl-Cllief dF l11s er herill:!fil ~-h•ll-noH!l1n11t....il"'""'"'1em 
lm•Hlrnn Oewller 15 ef an~ ) ear re, a,1111011 oeheduh1,g-H~W111!M""f!F-Thc Chief or 111, 
flf-fli!flhe,r des ignec shall specify in wriling those times in the year. if any, where it is lli!!..dcsirablc 
from an opcr:tt ional standpoint for staff to take vacation. There will be two separate vacation 
deadlines for annual , ac:ition bidding_ The first shall be November 15. This period will be used 
to sign up for full-week increments of vacation. The second will be November 30 This will be 
used 10 sign up for other incrcrnenls of vacation not to exceed ten (10) increments of vac~1t1on in 
any year. Prior to scheduling any vacation, the employee shall have the vacation time available in 
the,rh!'i--lltlf vacation balance. Once vacation has been approved, it shall be the obligation of the 
employee to take the vacation. The system shall provide that the employee with the greatest 
seniority in the class ification shall have firs t choice of vacation time; the employee with the second 
greatest classification seniority shall have second choice, etc. The University will make a good 
faith clTort to grant vacation requests for bargaining unit members who do not sign up prior to the 
two vacation periods listed above or who subsequently des ire to change their scheduled vacation. 
Vacation schedules may subsequently be changed when mutually agreed to by the employee and 
the department head. Vacation n::gucsts submitted dunm! the annual hid period ,,ill either hi.! 
grnnted or denied and rc1umcd no later than Jammrv 31 . All other vacation requests will be subject 
to Section l,S9.2 of this agreement 

IJ!9.7: Once a department vacution schedule has been developed for the orlice, the schedule will 
be posted in the depanment. 

IH.8: l"ll·u 11c.1us for Leave Proced ures: If n leave rcg11cs1 is submitted and lhl!rc is adt.!qualc 
stalling for that shill at the lime the leave request is suhmittt .. -d !he: leave request will he approved 
and !he hargaining unit member who r..:gut:stcd the leave will he notiticcl/leave rcqt11.:s1 n,::turncd 
within ~even davs If 1hc request is for vacation h::avc made during annual v;icnuon hiddrng. 
pcno<l<-1 the kavc will be granted hv scnioritv. Anv other rcqut:sts for leaves reg~1rdlcc;c; of tvpc 
will he crnn1cd on a first requested first l!rnntcd basis 

I f therc 1s 1101 adequate stafiing a1 the time the lc3vc rl!guest 1s submi11cd on a c;hifl that a b:1rga1n111g 
unit mcmher is regul!slim?. lea, e the leave will 1101 he :ippro,cd until the shifi 1s adcqu:uclv "1aflCd 

lf;u anv time aflcr a leave request is submitted staffin!! becomes adcqu:11c1 1hcn the lcmc \\Ot1ld 
be grnntcd rmd the barnninirn.! unil member who rc.-gue<:.tcd the leave will he 11otificd :md ha,e the 
leave rcquc~t rclurnccl withm si.:,·cn (7) davs. 

ARTICLE l2~ 
LEAVES 

sun ARTICLE 1.2~) A 

DEFINITIONS A:-iO GENERAL REOII IREi\l ENTS 

For purposes of Sub Article 12~ B, Sub An icle 12;w C, Sub Anicle 12;w D, Section 12~ E. I , 
Section 12;!0 E.2, Section L~ F. 1, Sub Anicle 12;w G and Sub Aniclc 12~ 1-1, the following 
definitions shall apply: 

A. C hild: biological, adopted, foster, stepchild, ward, or child of person standing in loco - parenlls 
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until the end of the month where sa id child turns 26 or older if incapable or self-care due to 
disability. 

8. E ligible bargaining unit member: a bargaining unit member with at least one yi.:ar of service 
who has worked at least 1,250 hours in the previous twelve ( 12) months. 

C. Immed iate family: spouse, children, daughters-in-law, sons-111-law, grandchildren, parents, 
parents-in- law, grandparents, spouse's grandparents, brothers. sisters, brothers-in-law. sisters­
i n-1 a, v, I cga I guardian O -6f-flf~HW>&-;larnh-111-f)loc+oH\fAr"'1 H-11 Hoe<>-p!l ,..., 111..+ 

D. Parent: biologicnl fo1hcr or mother, adopti, c p .. 1rc111'i ~tcp parent" or foster p~1rcnts1 -or person 
in loco parentis when employee was a child. 

E. Serious health condition: an illness, injury , impairment or physical or mental condition that 
involves in-patient care in a hospital, hospice or residential medical care fac ility, or continuing 
treatment by a health care provider. 

F. Third medical opinion: a medical opinion that is provided when there is a connict between 
the first medical opinion provided by the employee's medical provider and the second medical 
opinion provided by the employer's medical examiner. T he persons providing the fi rst two 
medical opinions shall select the person to provide the third medical opinion. 

Unon rhe request of the Univcrsitv an cmplovt:c on an approved leave unckr Suh-A rticles 19~ 
C 19~ D 19±-0 Ci . 19±Q I :rnd nnv administrative leave paid or unpaid 11111"-l turn in ;ill h:1dgc" 
weapons radio kcvs and other Univcrsitv propcrtv for 1hc duration oi:thc lcnv\!. 

sun ARTICLE 19~ n 
SICK LEAVE -

12~ 1 11.1: Sick leave is authorized absence with pay due to personal illness, pregnancy, injury, 
exposure to contagious disease which could be communicated to other employees, and visits to or 
treatment by medical providers that cannot be scheduled outside oft he employee's normal working 
hours. I fan employee is absent for three (3) consecutive work days or more for one o f the above 
reasons thcv~ shall be required to provide cenification from a physician that the employee 
was under the care of a physician and is fit 10 return to duty. Sick leave is also authorized for an 
illness in the employee's immediate family when the employee's presence is reasonably necessary 
for the health and welfare of the employee or affected family member; :1 physicians' ccnificat ion 
of the illness of the family member may be required if professional medical attent ion is required. 
Such cenification shall be required if the bargaining unit member ,s absenl for more than three (3) 
consecutive workdays. Such ccnification shall be submitted 10 the Chief I luman Resources 
Officer or theirh+s--ll.!r designee. 

12~1 n.2: Retroactive to the first full pay period after 1hc effective dale of this Agreement, each 
member of the bargaining unit will earn sick leave at the rate of four and six tenths (4.6) hours for 
each eighty (80) hours of service. S ick leave is cumulative without lim11 

J22'0 ll.3: Sick leave may be used during any period of time when an employee is on the,rh.....th!r 
regularly scheduled fony (40) hour weekly work shift. Employees shall repon a ll uses of sick 
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leave on the "Applicat ion for Leave" form within three (3) working days following the individual's 
return 10 work; s ick leave shall be reponed also on 1he employee's bi-weekly time record Failure 
10 repon sick leave may result in disapproval of 1hc s ick leave. 

l2~l ll.4: When an employee learns 1ha1 1hcv~ must use s ick leave, the employee shall 
promptly notify the supervisor on duty, indicating the need for and probable duration of lhc sick 
leave as early as possible but no later than two (2) hours before the employee 1s scheduled 10 begin 
work. T he employee must s imilarly rcpon ofT each successive day of absence unless the employee 
has speci fied a specific period of absence or has provided docume111a1ion which establishes the 
need for an extended absence and speci fics an estimated date for return 10 work. 

12~ 1 11.5: When an employee uses sick leave IO vis ii a doctor, dc111is1 or other medical provider, 
!h!;yh.,.,;!1., shall provide wriuen verification of 1he vis it. The employee shall , whenever possible, 
inform the department head one ( I ) week in advance of such scheduled appoinuncnts of the 
employee and of immediate fami ly members when the employee's presence m the appointment is 
reasonably necessary. 

l22ll ll.6: To the cx1en1 penniued by law, where the University reasonably bdicves an employee 
1s abus111g sick leave and the University notifies the bargaining unit member of such belief, 
1he1 ~ may be required 10 furnish a cenificme from a licensed phys1ci:111 for any subsequent 
absences A.ny bargaining unit member abusing sick leave and/or showing a pnttcrn of abuse shall 
be subJCCt to disciplinary action in accordance with Anicle 2ll+ 

Disciplinary action, including removal, may be taken by the Un1vcrs11y against any 
employee who falsifies documents relating 10 1he applicauon for sick leave. Such 
::iction may also be taken against any employee who attributes an absence 10 sick 
leave but willfully neglects 10 follow through on 1he applicmion for such leave 

2. Paucrn Abuse: The following types or pauerns of absence shall cons1i1u1c pauem 
abuse: before and/or after holidays; Fridays/Mondays; absence followmg ovcnime 
worked: continued pattern of maintaining zero or near zero leave balances If an 
employee uses sick leave in a clear pattern. per examples noted above. the Chief 
I luman Resources Officer o r 1hcir-lll!4e, designce may reasonably suspect paucrn 
abuse. If it is suspected, the Chief Human Resources Officer or 1heirhis-ht!f des ignee 
will notify the employee in writing detailing the rcason(s) that pattern ~,busc is 
suspected. The not ice will a lso invite the employee 10 explain, rebut, or refute the 
panern abuse claim. Use of s ick leave for valid reasons shall 1101 he cons idered for 
panern abuse. Paucms of abuse will be kepi in the time frame of the previous twelve 
( 12) mo nths from the dale of no1ifica1ion. Any action taken by the University wi ll 
not be arbitrary. capricious, or discriminatory in nature in all instances. 

1220 11.7: To the extent consis1en1 with, or permiued by, federal or s1a1c law. an employee who 
is on s ick leave 1101 concurrently covered by the Family and Medical Leave Act (FMLA) shall be 
required 10 provide 10 the Chief Human Resources O llicer ccr1ifica1ion from 1he employee's 
personal physician 1ha1 1he1 arc~ able 10 perforn1 the assigned duties of1hcirh1'-ll<!f position 
prior 10 1heirh1'-ll<!f relllrn 10 duty. An employee must give the Univcrs11y 1101 less than three (3) 
days· notice of 1heir-lll"-ht!f availability 10 return 10 work following an extended absence unless a 
shone, period is mutually agreeable. 
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l2~J ll .8: To the e,xtenl cons is1en1 with, or pcnniucd by, federal or s tale law, the University may 
require an employee who is 1101 otherwise taking leave covered by the FMLA 10 undergo an 
examination, conducted by a licensed physician or licensed psychologist des ignated by 1he 
University, to determine the employee's physical or mental capabilities to continue to perform the 
duties of the position which the employee holds. The University shall pay the cost of such 
examination. If the employee's personal physician or psychologist difTers from the University's 
designated physician or psychologist, the opinion of the employee's personal physician or 
psychologist shall he given due profess ional consideration. 

1221! 11.9: The University and the F.O.P. agree 10 the general principle 1ha1 sick leave is prnvidcd 
10 protect the income of the employee who suffers an occasional and prolonged illness or injury. 
The parties agree further that each employee should make a reasonable effon 10 build and maintain 
as large a sick leave balm1cc as 1:x>ssiblc, as a form of income protection during situations involving 
major hcallh problems. 

!2-20 U. 10: An ..:mployce who transfers from this dcpanmcnt to another department of the 
University shall be allowed 10 transfer 1heirln-.-ll<!f accumulated s ick l~ave 10 the new depan mem. 

J.2-2-0 11.11: A. barga111111g umt member appointed during the tenn of this Agre..:rnent who has 
been employed by the S ime of Ohio or any political subdivision of the Stale of O hio within ten 
( 10) years prior 10 the efTecuve date of1hcirl11,--l~F appoin11nen1 by the Universlly. may transfer 10 
the Un iversity up 10 260 hours of accrued bu1 unused s ick leave upon cer1ifica11on of sick leave 
balance by 1hc1rhl-r-fl,!f former employer 

l,2-2.0 IJ. t 2: Sick Leave Bonus: The University desires an incentive for employees not to 
abuse sick leave Therefore, for each quaner of the year in which an employee docs not use 
1hcirh1'-llt!f sick leave, 1hcv~ w,11 be entitled 10 a bonus of four (4) hours pay a1 1hc1rh"'°'" 
h1!F regular hourly rate of pay for each year of1his agreement: 

ABSENCE ON SICK LEA VE 

January through March 
April through June 
July through Sep1ember 
October through December 

4 hours 
4 hours 
4 hours 
4 hours 

lfan employee has 1101 met the above goals due to FMLA leave, then paymen1 of lhe incentive 
will be denied. 

Employees shall maintain a minimum balance of ~ fom· (l«l--lO) hours of accrued sick leave 
Newly appointed members of the bargaining unit shall have eighteen months from the date of hire 
10 accrue this e+gh1T"fon\'(ll().l__Q) hour limit Any employee wi1hou1 such accumulation shall be 
required 10 submit a signed medical practitioner' s statement in order 10 receive s ick leave payment. 
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SU U ARTICLE !22-0 C 
LEA VE WITIIOUT PAY 

With the approval of the Chief Human Resources Officer or designec, an eligible bargaining unit 
member may be granted leave without pay in the categories specified below. Where applicable, 
such leave shall run concurrently with FMLA leave until FMLA leave has been exhausted. Leave 
requests for leave without pay shall be submitted on a fonn provided by the University a mimmum 
of one ( I ) month prior to the requested effective date of leave, or at the earl iest feasible time 
Serious consideration will be given to all requests. A bargaining unit member's seniority will 
continue to accrue while on all leaves in Sub Anicle l.2~ C and Sub Aniclc l_2;!{l D. 

A. Personal: A bargaining unit member may request leave without pay for personal rc;1sons 
for any period up to six (6) months. 

B. Educational: A bargaining unit member who wishes to pursue formal education. training. 
or specialized experience which is related to theirllh-ff<'t' position in the YSU Police 
Depanmcnt may be granted leave without pay for a period ofup to two (2) years when the 
University concurs that the proposed leave activities will benefit the University as well as 
the employee. An employee on leave of this type may be returned to active pay status 
earlier than originally scheduled if the return is mutually acceptable lo the University and 
the employee. The University may cancel the leave and direct the employee to return to 
active pay status if it is learned that the leave is not being used for the purpose for which it 
was granted: in this case the employee will be so notified in writing. A bargaining unit 
member taking educational leave without pay may maintain thcirhMteF insurance 
coverngc by paying the group rate to the University. 

C. Employee Medical: A bargaining unit member whose absence due to a serious illness or 
injury exceeds thcirhi,.-he, accrued sick leave and hc•Sht!-!'r~ not eligible to receive 
FMLA leave may be granted employee medical leave without pay for up to twelve ( 12) 
weeks less any accrued sick. vacation or JX!rsonal leave used. unless otherw ise required by 
law. The University may require medical cenification and/or a second or third opinion to 
suppon a leave of this type. When a bargaining unit member uses employee medical leave 
without p.1y to receive inpatient or outpatient treatment from a medic:11 provider, or to visit 
a doctor, dentist or other medical provider, thcvli,;.;;\h! shall provide to the Chief Human 
Resources Officer, or their~ designee, wrincn verification of the visit in order for the 
employee medical leave without pay to be approved. Whenever possible, the bargaining 
unit member will inform the depanment head one ( I) week in advance of such scheduled 
visits. If the University receives within the period of either FMLA leave or employee 
medical leave ,•,.iithout pay medical evidence from its physician and/or the bargaining unit 
member's physician which indicates that the bargaining unit member 1s expected 10 be able 
to substantially and materially perform thcirlw--ltef duties by a specified date 1ha1 is no later 
than one ( I) year from the last day on the job, a request for an extension of medical leave 
without pay will be considered. A bargaining unit member taking employee medical leave 
without pay may maintain thl!1r~ insurance coverage by paying the group rate to the 
University. 

D. \Vorkcr's Com11cnsation: A har!!aininl! unit mcmll\.!r-, ,,ho ,;uffcr"i a ,,or~•rclati.:d 1nu11"\ 

or occupational illness covcrl.!'d hv workt.:rs' com11t!n .. at1011 that r1,.":9t11res ah..,encc from ,,or~ 
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must use paid sick leave until the cmplovc..-c rccc1vL~ tcmr)oran tolal or pcrmrment total 
disabilitv workers' compcnsa11on hcnclits In 3ccon.fancc w11h lJnivcrs11v pol1cv A-.!.!n 
eligible bargaining unit member who ehAe~e,, la receive~ tc1hpomrv or permanent total 
disahilitv compensation benefits from the Bureau of Worker's Compensation instead of 
using sick leave will be considered to be onc-0nt1-Y .. tll-l111',-,'4l~l'rffifh'<'fK4tff,!flHY 
y 11h ,uher I'"~ 11..0 lea e ,r ,1, ,hie RF a medical leave without pay as specified in Section 
l.2~ C. Employee Medical. Bargaining unit members governed by this section shall 
receive all of the fringe be nefi ts granted 10 those not on leave, provided that any non-sclf­
insured coverage obtained from an outside carrier for which the university and/or the 
employee pay premiums to that outside carrier permits coverage for persons who arc not 
in active pay status. A bargaining unit member while on leave without pay for a Worker's 
Compensation claim may request a payout for all or a ponion of theirlH...i1"f accumulated 
compensatory time. Requests for payout of compensatory time will be approved . ...il 
barcainin!.! u11it mt:1nbcr \\ ho rccci\ cs sick~f.f<lH;:fl:¢f.-•,0MklH)th,:i,H~Hd lea, c hcncfil'-i 
durin[! the period preceding the receipt oftcrnpor:iry or permanent total dt';.1bil1tv hcndi ts 
must reimburse the Univcrsitv fbr anv paid tune off that nl-;o 1s covcrl.!d bv tcmppr.uv or 
pt;nnant:nt total d isnbi Ii t v henc ti ts. --A-bafg!l♦t+mg--ttfttHHC'ttlaef-tt~ttH~uAHn~(H-'rttHrlffim 
lea,, wuhoal ra~· far a " 'nrlier's Com11"fl"lltt01>-ela111r,-tntl'..-f,!;j~l-fl!lr'll<!lll-«}f-llk! 
,,, neel hegummf, • hen lee , a .. 11h0a1 ~mk!1l€t's-fl1Hh!ndm~1tlHh....,,FM1~Hlkl 
lw.;t ll 'erl,er's Cem1ie1i,0110n elieeli The ~•yOUHlllly-he-eha~.....-11nulat,!(!...wk!f!HOH 
1im~ Tl,, ~aye11t ,,.,.tJl...4h!-fl)})¥~1-1ih!<l-fl"'4'1l,gBHHtllj-t•m1-t1>ei1tber-l1w,--•,u~H!-fcnt 
'ril€tlrion tin,~ 10 ea··er thc-wst-of:-the1lflyou1-

SUU ARTICLE 19iil D 
I\IAT ERNITY, (¼RENTAL AN D C IIILD CARE LEAVE 

Maternity Leave: With the approval of the Chief Human Resources Officer, an eligible bargaining 
unit member may be granted leave with pay for maternity leave. Maternity Leave will run 
concurrently with FMLA. Leave requests for Maternity Leave shal l be submined on a fonn 
provided by the University a minimum of one ( I) month prior 10 the requested effective date of 
Maternity Leave, or at the earl iest feasible time, and accompanied by a cenificate/note from the 
attending physician. Serious consideration will be given to al l requests. A bargaining unit 
member's seniority shall continue 10 accrue during Maternity Leave. 

Maternity Leave will consist ofa period of paid leave for up to six (6) workweeks or two hundred 
fony (240) hours following the binh or adoption of a child. Tlus paid leave program is available 
to binh mothers for recovery from childbinh and to care for and bond with a newborn child. 
Maternity Leave is to be used in one ( I) consecutive block and not intennittcntly. 

Parental Leave: With the approval of the Chief I luman Resources Of'licer. an eligible barga1111ng 
unit member may be granted leave with pay for parental leave. Tlus benefi t runs concurrently with 
FMLA, and consecutively a fter Maternity Leave. Leave requests for leave with pay shall be 
submitted on a form provided by the University a minimum of one (I) month prior 10 the requested 
effective date of Parental Leave, or al the earl iest feasible time, and accompanied by a 
cenificate/note from the attending physician. Serious consideration will be given 10 all requests. 
A bargaining unit member's seniority shall continue to accnic during Parental Leave. 
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Parental Leave will consist of a period of paid leave for up 10 three (3) workweeks or one hundred 
twenty ( 120) hours of paid leave for a biological father, or adoptive parent 10 care for and bond 
with a newborn or newly adopted child. Parental Leave is 10 be used in one ( I ) consecutive block 
and not inti.:rmittcntly. 

Adoption Expense Payment: Adoption Expense Payment means the payment of two thousand 
dollars ($2,000.00) in taxable income (i.e., subject to regular p:1yroll deductions) for adoption 
expenses Such payment may be requested upon approval of the adoption. I fan employee elects 
10 receive the Adoption Expense Payment they will not receive Maternity and Parental Leave. 

Child Care Leave: 

I. 

2. 

3. 

4. 

5. 

6. 

Biological Mother - Once a bargaining unit member is certified by her physician 10 be 
medically capable of perfonning her regular duties. she will be entitled 10 leave without 
pay for a period 1101 to e.,ceed six (6) months for the purpose of child care. Child Care 
Leave is lo be used in one ( I) consecutive block and not intcrminently. Any Maternity or 
Parental Leave taken will be deducted from the six (6) month time period. Child Care 
Leave will run consecutively after Parental Leave. Additionally. any available FMLA will 
run concurrently with Child Care Leave. 

B1ological Father• A male bargaining unit member, upon the birth of h1s chilc.l. 1s entitled 
10 leave w11hou1 pay for a period not 10 exceed six (6) months for the purpose of child care 
Child Care Leave is 10 be used in one ( I) consecuuve block and 1101 1111erm111e111ly Any 
Maternity or Parental Leave taken will be deducted from the six (6) month 11111e penod 
Child Care Leave will run consecutively after Parental Leave J\ddi11onally. any available 
FMLi\ will run concurrently with Child Care Leave. 

Adoptive Parents - A bargaining unit member is entitled. upon the adoption of a child, to 

leave without pay for a period not 10 exceed six (6) months for the purpose of child care. 
Child Care Leave is 10 be used in one ( I) consecutive block and 1101 in1cnni11en1ly Any 
Maternity or Parental Leave taken will be deducted from the six (6) month umc period 
Child Care Leave will run consecutively after Parental Leave. Additionally, any 
available FMLA will run concurrently with Child Care Leave. 

Application for Child Care Leave shall be in writing 10 the Chief I luman Resources Officer 
or theirlus4½ef designcc 1101 later than thirty (30) days prior 10 the efl'ective date for such 
leave, and such request shall stale the anticipated duration of the leave. In the case of an 
application for Child Care Leave by an adoptive parent, this thirty (JO) day requirement 
shall be waived. In the case of child care leave related lo prcgnaucy, the request shall be 
accompanied by a statement from the anending physician giving the expected date of 
delivery. In such cases where the expected delivery changes or co111plic;11ions arise. the 
thiny (JO) day requirement will be waived. 

During the period of Child Care Leave, the bargaining unit memlier will be deemed 10 be 
relieved temporarily of the,rh.....i- duties. 

A bargaining unit member taking employee Child Care Leave without pay may maintain 
thc1rl~h~ insurance coverage by paying the group rntc to the U111vcrsity 
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Maternity, Parental and Cluld Care Leave Procedures: 

I. Matcmity and Parental Leave shall be used prior to using sick or vacation leave which may 
be used to extend the period of paid leave. Sick or vacation leave will run concurrently 
with any availalile FMLA, or Child Care Leave. 

2. Only one Maternity and/or P:1rcntal Leave benefit is available per employee. per birth or 
adoption event. The number of children born or adopted during the same event docs not 
increase the length of the paid leave, i.e., multiple births. 

3. 

5. 

6. 

This paid leave benefi t is based upon I 00% r-TE and is prorated in accordance with the 
employee's percentage of FTE status. 

This policy applies only 10 employees who have completed at least one ( I) year of service 
prior to the date that Maternity or Parental Leave is to commence. Employccs who atta111 

one (I ) year of service while on leave for the purpose of a birth or adoption of a child will 
be eligible for a pro-rated portion of the Maternity and/or Parental Leave. 

Employees on Maternity or Parental Leave continue 10 receive all employer-paid benefits 
and contmue to accrue all other fonns of paid leave. However. employees on Maternity or 
Parental Leave an.! mcligiblc to receive ovenime pay. nor may these paid leaves be used 111 

calculating overtime pay 

Employees on Matcm11y or Parental Leave are ineligible 10 receive holiday pay A holiday 
occurring during the leave period shall be counted as one day of Maternity or Parental 
Leave and be paid as such 

SU B A RTIC LE .!2W E 
OTIIER LEAVES 

!_2M E.1: Training Leave: A bargaining unit member who is directed by the U111vers11y 10 
engage in specified training or education as a condition of continued employment shall he 
maintained in a regular pay status for the period of such actual training. 

!220 E.2: Legal Lca\lc: Bargaining unit members shall be granted court or jury duty with pay 
when subpoenaed for any court or jury duty by the United States, State of Ohio, or a political 
subdivision including hearings held by Worker's Compensation, Unemployment Compensation 
and the State Personnel Board of Review, unless such duty is performed outside of the bargaining 
unit member's normal working hours. Evidence in the form of subpoena or other writtt!n 
notification shall be presented 10 the bargaining unit member's immediate supervisor as far in 
advance as possible. Bargammg ur111 111..:mbcrs mav rttam anv moncv rccc1\ccl a:,. compcn ... atIrn1 
or expcn~c n:1mhur:-.cme111 for wrv du1v or coun attendance compdlccl h, :-.uhpocna Ml 
~IHHH1~i:Afl,!,;fr00Jl0rs (S 15) ~er Jay (el.elad1Ag 1ra, el 0110"'111~,,,t!-from 
lt-€0\fFH+HHhef-tt¼ll«;ial Ar qae',IJlltl~I; ~hall Ile Jere.lied ""h 1ht•-¥,u1~0.,.....,<;i111e 
Ylm,,,,,,m-Mu.kl1H¼'<.~mnt'Hln<i-¼1-H) Reee" allies OAiee However, no bargaining unit 
member will be paid when appearing in coun for criminal or civil cases when the case is bc111g 
heard in conrH:c11on with the bargaining unit member's personal matters. such as trnflic court, 
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divorce proceedings, custody appcarance(s) as directed with a Juvenile, etc. These absences shall 
be leave without pay or vacation. 

J221l E.3: Military Lca,•e: Eligible bargaining unit members shall be entitled to receive 
military leave under the federal and Ohio Uniformed Serv ices Employment and Re-employment 
Rights /\ct (USER RA) 10 fulfill shon-tcrm (i.e .• 31 consecutive calendar days or less) and extended 
(i.e., more than 31 consecutive calendar days) duty oblig:itions and to obtain reinstatement a fier 
completing such service obligations. 

l221l EA: Fl\lLA Leave: FML/\ leave shall run concurrently with any paid leave of absence 
available to a bargaining unit member for care :ind treatment of such serious health condition 
unless otherwise specified by this /\n ick. Eligible bargaining unit members shall be entit led to 
receive leave under the Family and Medical Leave Act (FMLA) to receive care for. (a) binh ofa 
child and 10 care for the newborn child; (b) placement with the barga ining unit of a child for 
adoption or foster care; (c) a bargaining unit member' s own serious health condition (including 
pregnancy) or to care for the bargaining unit member's child, spouse, or parent with a serious 
health condition; (d) qualifying exigency arising out of the fact that the bargaining unit members 
spouse, child, or parent is a covered military member on active duty, or has been called 10 active 
duty, in suppon of a contingency operation; (e) or care for a covered service member with a serious 
inj ury or illness if the bargaining unit member is the spouse, child, parent, or next of kin of the 
service member. Sick v:1cation and personal leave must be exhausted before taking an unpaid 
FMLA leave. The University shall administer FML/\ leave in accordance with law. 

SU B ARTICLE l221l F 
PERSONAL LEA VE 

!.2W F. I 

A. F~1ch fiscal vcar ~ """"lfflP.,Ht.tll-rfty-fkH"<HIHllrntR~ff!lllff~ tltffit~ 
,/n1lttflf" 19, 20 JO), bargaining unit members may convcn up 10 four (4) days of accrued 
but unused sick leave per fiscal year to personal leave. Personal leave may be used at the 
employee's discretion, subject to the University's operational nceds:-Yr-tH~~ 
nmumtmHte1-~o-1he-t:Jn.,~HT, Personal lcnve ir1ust he taken in ;1 1ninimu1n increment 
of four (4 ) hours. The procedures for requesting of sho11-no1ic1; vacatum in i\rtick 18.8 
will nlso he applied 10 rcqlh.!Sllii for u.;;i.: of personal lc:ivl.! Personal leave shall not be 
scheduled for those days or weeks for which vacation time is not permincd. 

II. At the University' s discretion. the use of"personal 1i1111; for family emergency, unforeseen 
family obligations, or similar emergency situations may be requested with notice of less 
than seven (7) days and such requests shall not unreasonably be denied. 

(....;......µnt>r- 10-1l11'rl'tgreett1~n1-;-hnrt o1111n~ ·ttll tl t!tnploy~vere-g1 'v-~tt---pehonoklay,--1\ ny-unttS&.I 
fl"™HHll-lMtlA11€,!'rl•tt-l1111td-tl'rl>~111h,•r--;!;!~ M-lk-.1ll-li.;.em1..!H<!<H<~~uHng 
tlte--la5Hi<II JlEt) 1w1ed of ooklltffl~f20 I K (l)eee1nlk!~ ;w+14h,nt1~ i-Ja11uu~ 5, ~()19) 
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sun ARTICLE 19W G 
DISABILITY SEPARAT ION AND DISABILITY RETIREl\l ENT 

J221l G. I: Disa bility Sep>t rat ion: The University may require an employee to undergo an 
examination, conducted by a licensed physician or licensed psychologist designated by the 
University, 10 detennine the employee' s physical or mental capabilities to continue to perform the 
duties of the position which the employee holds. The Umvcrsity shall pay the cost of such 
examination. If the employee's personal physician or psychologist differs from the Universi1y·s 
designated physician or psychologist, the opinion o f" the employee's 1,crsonal or physician or 
psychologist shall be given due professional consideration If after review of the.! opinion of thc 
employee's personal physician or psychologist, the University has substantial credible medical 
evidence that the employee is incapable of performing the essential job duties of the employee' s 
position, the employee may be disabil ity separated III accordance with the provisions of the Ohio 
Revised and Administrative Codes. 

19W G.2: Disability Reti rement: I\ bargaining unit member who is eligible may apply for 
disability retirement in accordance with the provisions of the Ohio Public Employc-cs Rc1ircme111 
System. 

20 G,2J_t U~ea !he '"' I"" I er the URI' ehlly-,-an-,,m1~>•Hm-t11>~1tl AF HIIJ'atd. 
111s;1 tum IA all ~n!lge, . Y ea1,o•l'r.-ftt!l1~. l,C) , u11tl 01!1,;,-Y,1"°"""~Fl: for 1he dttfffiftlfl-OHh.! 
1-

SUB ARTICLE 12~1 11 
BEREA VEl\l ENT LEA VE 

Four (4) consecutive days o f paid bereavement leave will he granted to a bargaining unit member 
at the total rate of" pay upon the death of a member of J.lli;![hw-1..,. immediate family as defined in 
the defini tion section of this i\nicle. Bereavement leave will also be granted in the case of a 
sti llbinh cond ition. Re<<'!l..!ctHlkrcavcme111 lc:1ve shall be taken 10 a11end to anv 11nmcdia1c nost­
dcarh matter and/or to prepare for or attend n funernl uni cs.;; othi.;rwisc appro, cd for gooJ cause 
shown. 

If the death is the employec·s aunt or uncle the employee is entitled to one ( I) day of" bcrcavement 
leave at the total rate of pay. 

The University may grant additional use of sick, personal days or vacation leave or leave without 
pay to extend the bereavement leave. T he leave and thl.! extension may be subject to verification. 

SUB ART IC LE !_2W I 
INJURED ON DUTY LEA VE 

,:h___lHl11--c11~1A~-'HHlu!y--fcla1cd-t11Jur~•--undt!Hli&<1re11111si11t1l'c'rltsl<'!.H>eltll',,--tll<' 
<'!Hj~lltll- lte-,!!IHtleJ-to--tt---dut;--•dl½!<'!.l-11uut; 1 •• , "· 11ml--•,hul l '"""" e full 
OOll½j""+sl!H61Hffi\lH~l .... t!FSl!y--it'r-fHl- nJli<>~.,.,_..ll',-Y,-OfM11~ 6f-HJH<HHI~ 
enkfltff!Hl~~~ ... 111r-<1oy-1Hlk!lflllllc-tlllt\-bc-t!-'<lct~llt!--!rtlk-'11!-ffi!HOIH>f 
1he---Yiw,.,.,.,~,,o,H""'l'""'t--f1-0t1H h,,...,.nplo~~n1llo:, ce•, ,, 111 be--el~1blc--foF--dttt;-­
rela1e4--H!jit~• lea, e 1° lk'n-lhe--tnttt~•r-ult---OJ:./\11 cmnlovee who 1s 1111ured at 
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ll. 

"or~ must npplv for \Vor~crs· Compcnsa11on co,era!.!c and will cxcrc1sc ln11ircd-on-Du1, 
( IOD) nehts :ts set fonh helm, If an cmplovc.: 1s off "°'k for cieht (8) or more da,, 
h<:crim,c of an inn1f\ 111uth!drntclv followml! the incident that C3u~cd the 1murv 1hc 
cmplovcc , hall rccel\c IOD lc:1,c from the date ofinn1f\ The emplovce shall be p,11d for 
all dnv1- 1rnmedmtclv follm, mg the d:uc of 1muf\• up IO mnc.:tv (90) co11,;:ecu11,c davs 1111111 

tc • .:mpomrv wtal d1snh1l11v hcnetits arc received. ll1e 90-dav calendar 11111!.!frnmc mav he 
cxtcnd1;d per the ~OIi! d1scrc11on of the Um,crsm, unon rcm11:!c;;t from thc cmplovct.! There 
,hall be no loss or hcnclit pro, 1dcd lw the Urn, crsitv dunne the lc.,-e except that the 
emplovcc shall re1mhursc the U1m crsttv for all IOD lea, e benefits for the same t1111e period 
co,crcd h,1 the 1ernpomrv total dic;;ahilitv hendits. The Univcrsitv will nouf, the Unum of 
the ph,cc111c1u of :1nv harl!aininl! unit mcmher on 10D lea, e. An cmplovcc who 1<: cli!.!ihlc 
to receive 101) leave under tlm S11h-Art1cle shall be entitled to tLsc IOD lease follow111g 
1hc t11n1; period co, crcd lw tcmporarv total d1sahili1, })Cm!lits for Ollt!Olnl! mcd1cal care 
related to the 111111f\' CO\crcd hv IOD leave 

To he cl11!thlc for IOD bcnclits 1hc cmplovcc when 111n1rcd, musl: 

a S11h1111t a s1g11c.;d mcidcnt repon detailing 1hc 11a1urc oft he injurv 1hc dale of occurrence, 

the 1dcnti tv nt' nll w11n1,;~scs and llersons involved the facts surround me. the inuirv and 
anv other 111fonrnttm11 supponirH.! gra111inl..! of !OD leave: 

h Suffer ~111111n1n all<mcd hv lhl.! Ohio Bureau of\.Vorkcrs· Compensation 

c Furnish the lJn1vcr<;1tv with a ~1gm:d medical authoriz.:1t1on for the claimed injurv for the 
release or medical n:l'.ord", 

d Suffer lo~t t1111c from c111plovmc111 for :i period ofc1!.!ht (8) or more <.:onsccutl\c da\':-. 
1111111edia1dv foll0\\1111! the 111u1r. and he cliu1ble to r1xci, c lcmporan tolal d1:-.ah1ht, 
hcndits from the Ohio Bureau of\Vor~a~· Compcnsat1011' 

c As,1"t 1h1..: Um, er-Ht\ in obta111ml! 111cd1cnl ccnifica11on from 1hc cmplO\ cc.•-; ph, <:1c1~tn 
of record sp1..~1f..,111g the C'O:lcnt of inJUf\'. the recommended treatment 1hc emplO\ ec·s 
11w.b1l1tv to rc1tm1 to \,ork because of1hc mwn· and an estimated date of return and 

tnf. I la, can 1mun 1ha1 1,;,; a dm!ct result of 

• an automobile accident occurring during the course of duties: 
• a fight, cITcc1ing an arrest or controlling a domestic violence situation, or during a 

SWAT team call-out for any critical incident: 
• the use of ri fircann. knife, chemical agent, impact weapon, or other dangerous 

weapon: 
• an injury which 1s the result of being struck by a vehicle while directing traffic or 

investigating a traffic violation or traffic accident: 
• an injury which occurs during high-risk training; 
• .tn injury that occurs during a pursuit while on a Police Bicycle: or 
• any other injury detenninecl by the University to be the result or hazardous-force 

circumstances. 

41 

C. 

D. 

E. 

rlw Um,t.!rsltv rc..,;,;crvcs the nght to rcv1c\\ the cmplovei.:·" ..,tatu~ C\Cf\' th1rtv {3()1 dav.., 
3nd require the cmplovec to ha, c an 111dcpcndcnt 111t.!d1cal cx:im11m1um b, a phv~1c1:rn 
<:ch:ctcd and p;:ud for lw the Uni,ersitv at all\ time during 1hc k:l\c 

l.ca,c mav be paid at the cmplovec·s current houri\ rate at the.! 11111c of111111n for rt (X'.nod 
not to cxc1..-ed ninctv (90) consccuthe calcm.lar d:ivs 11nmed1atelv folluwmu the d:ltc of 
111)llf\' 

If for nnv reason, the cmplovec·s Workers· Compcnsa11on cla11n ts <lcn1cd or dtsallm,cd 
or 1hc crnplovc:c·s \Vorkcrs~ Compcnsat1on claim 1s apprc)\ c.d bu! h.:mpornn• IOtal d1c.::abilit, 
bcndits arc dt:n1ed said h:a, c shall cca'ic and the l!mplovcc ,, ill be rcqum:d to rc11nhursc 
1hc Um, crsitv for nnv amounts p:1id 1hroueh this /\rt1clc rhc tcn111n:111011 of 1~1, c hcndi1, 
shall take effect 1m111cdiatclv upon 1hc 1ssunncc of an\' advt.!rs1..: \\orker!-i· compcn!'i:H1on 
dec1s1on and shall not be rt.:instated unless tha1 dcc1.:.io11 1:-. o,cnum on nppcnl 
Rc11nburscmc111 mav ht! throu!.!h n volu111arv surrender of an cmplovcc·s accrued hut 
unused personal sick or vacation rime l luman Rc"ourcc!'. on a c:i~1..:-hv-ca,c ha~,~ "ill 
dctcnrnnc the rate :ind method of rl.!1mhurscnh!nl 

1(-ll+l<!!t~tl e<lllCllrrentl· • ilh n 11.,0 len-." 

F. If the cmplovec. is unahk to return 10 work or unwilling to return to \\Ork th1..: lJ111,l.!r'-il, 
will bl.!!.!111 proceedirlt!S for an lnvoluntaf\r Disahilitv Separa11011 pursuant 10 Article'- 234.1 
or 19~ c; I oi'this Aereement. 

U,h_Subsection (A) shall not preclude any other remedies the employee may have through 
Workers' Compensation laws or against a third party directly. I lowcvcr, an employee shall 
not be eligible to collect simultaneously the ~HtflOO-t-wntemporan tolal d1~ah1lit, 
benefits under Workers" Compensation and the benefits defined under this Section. and the 
employee shall assign to the University that ponion of thcir cause of action against any 
third pany or panics responsible for the disability 111 the amount of the payments made by 
1he University pursuant to this Section. 

ice-. -A,\"'''"'~') lme er Blll) ll'JUI,'' lea . , ,hal~1>-11J.,-fol!e ..... ~<>tttlttlt!fh-<llle 
prnlii 1,lflll'S 

A eerulieate erll,e auendmg rh· ""'"" er ,~lll .:eru1• 111g td th .. '-il""l'tttl-'rilnJ 
Ctlll ' hall b, filea "uh the Cluef,,f Pehee ,, tthttH<!tt+l~-Hll<"-tla!e-tlf 
"IJ"" Th, Ch1efef Peltee shell ha·, tl~1H~tt1t~l)'"',•etittHl1tth;f 
"THF.!:;c!On et 011:i t1m~ t0 c:!1 iem1nc! !he! c!IHJllA~ ~~ !H-iHtH-t-m~t~teh-tlt',ffb+lt~ 

und shall ha• a a.:eess ta ana eo~1e• efall relm<!<l-m,';Jl<,{11,-lW,f>!IAHltltl-',-ffi)­
r~~ 

lfa d1,ac,ee111ent anse, relnr-0me-llhHHHt1r~H:~Hl""htltt-,,-h,•~-Hllt' 
alteH<llflg ph)·s1e1a11 aaa th~ e•rn11~11-1•~~•1-',lt~l-lw-ll~...i+-,•,ooh 
t•,,, o ph) ;,1e1an; surg,ens ;;ll!H~ett+Wt-<la~llt'r~e,,-mttk·<m 
""""11tillttlll-all9 ,,,,an hts er llef-fflW~ll6-t!J'llll!ttH<Hl~1~1f-\lt~1,e 
tlk!-etll~ atid \\ hose repoA-',holl-b<,-linttl--+lk4111tttP.IIY-<t11tHhe-l-GP-ett<?-h 
"'8ll pa) ""' half(! 2) or such d'<llll½HHlHOl'"'-"1""l'-C-
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~ Sht1ttkkf ...... 11,e,Jtl+l½g-f>l~a1hl!Fg<!&!l-81ltl Iha e',AllllflffP,; ~y51€!-~f 
11~-~ttl!ble·HHt~~.J ,,11, s,rnm t;ur6een, the President ~ 
tl~n~,!6fl'ltte er Cle· elaittHloo ►Ion hem 01110 shall 1,e re~uestea 10 
ll!Hl~ sH€lt--tlt1r,l--jll~elltn·S1~ho,e ep1111011 , hall IJe aateel apon anti "lrnse 
eP 1ees shall4>e--ro1d-a,;-,,!t--fonlt-t1t !he fore=emg paragraph 

l>,--WHh11H+1te+l+lt101llh--followm~1H<H1 0f1l11, Agreement. the Ch,eR-ttttnen f:e. aarec, 
Gl+ieeH!i1"-tlhHffitt>t~>H<1II eaeh np1101m I" 0 (2 ) mdi, 1aaals ta s,p e an an Injured 
rnt-Ott~t\.e-OO>HHHH~he-,'flmminu • ill l•e 10 re· te, .\Rtele 21 I BfttHfl 
1tlll"""-ttllm,mdatmH'.--IO-ll..,+l11~~1an regarJini,, re i,ed langaabe fflf-!ht5 
am,~muld-belh--r·ante, agree" 111Hl-.~1s. lite Um, ersu: ,, 111 ree01mnenll 
tt-Mel11<tAltttlt1n......i:--µ,Jder.,t!tntl11,g--!MOU ) 10 1he lleard ef Tru;i,;,;s an,1 the Umon ., -,11 
r~l~IOU 10 the harga1mng--<ttt1Hl1c111bersh1Jl rn re, ,se 1he langllH)be eemarnetl in 
AAli'l~N!-j>F,Je<>> ,_,II 1,e e0m11lc1e,I ,. 11hm seseA (7) menlh, fella in= Iha e'.eeuuan 
1tfih1s--Ag.--nei~i, 11meess 1s ne1 eempletea "uhrn 1h,s 11meframe or 1he rartias Je 1101 
fedel~11. eurram een1rae1 lan,:aa,:e" 111 go· em 

sun ARTICLE 19~ ) J 
LEA VE DONA'llON l'ltOGAi\l 

Bargaining unit members may donate sick leave to a fellow bargaining unit member who is 
01herwise eligible 10 accrue and use sick leave and is employed by 1he Youngslown Stale 
University Police Department. The intent of the Leave Donation Program is to allow employees, 
on a voluntarily basis. to provide assistance to their co-workers who arc in need ofleave due to an 
illness, i1tjury or 01her condi1ion covered by 1he Family Medical Leave Acl. 

A. A bargaining uni I member may receive donated sick leave, up 10 the number of hours the 
bargaining unit member is scheduled to work each pay period, if the bargaining unit 
member who is to receive donated leave meets the following criteria: 

I. Has a serious illness, i1tjury, or 01hcr condi1ion covered by 1he Family Medical 
Leave Act (a .. serious illness, injury, or 01her condition" means an absence of three 
(3) consecutive days or more) and docume111ed by Family Medical Leave Act 
paperwork; 

2. Has no accrued time (compensatory. personal, vacation, and sick); 

3. 

4. 

I las successfully comple1ed !heir probationary period; 

I las made 1hc reques1 for Leave Donation prior to their rciurn from sick leave. 

If the University docs not approve the reques1, 1he specific foc1ors for denial shall be 
indicated 10 1he rcques1ing employee. Ir approved, !he University will !hen posl a notice 
IO the bargaining unit members. wilh a copy 10 1he Ohio Labor Council Represen1a1ive thal 
a request for donalion has been reques1cd and approved. 
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n. 

C. 

D. 

E. 

F. 

G. 

II. 

Bargaining unit members may donate leave if the bargaining unit member dom1ting meets 
1he followi ng crileria: 

I. Voluntarily clec1s to donate leave and does so wilh !he understanding Iha! dona1ed 
leave will be relurned if not used; 

2. Donmes a minimum of eight (8) hours: and 

3. Rc1ains al leas! one hundred 1we111y ( 120) hours of sick time. 

Bargaining uni! employees who wish 10 donate sick leave shall certify: 

I. The name of1he barg:iining uni! employee for whom 1he donated leave is i111ended: 
and 

2. The number of hours 10 be donated: and 

3. That the bargaining unit member will have a minimum sick leave balance of at least 
one hundred twenl)' ( 120) hours: and 

➔ . That the leave is donated voluntarily and the bargaining unit member understands 
1ha1 the donated leave will be relurncd if nol used. 

The Leave Donaiion Program shall be adminis1ered by the University. Bargaining unit 
members using donaied leave shall be considered on ac1ivc pay s1a1us but shall not accrue 
sick or vacation leave while using donated leave. Donated leave shall be considered sick 
leave, bu1 shall 1101 be converted into a cash benefit In order to ensure thal the bargaining 
unit member receives pay for 1hc appropriaic pay period, the bargaining unit member or 
their Union rcpresen1a1ive mus! 1101ify 1hc U111vcrsi1y of1hc qualifying absence prior 10 !he 
deadline for submission of payroll for the applicable pay penod. 

Bargaining unit members requesting leave donntion shall estimate how much leave will be 
needed. In response, bargaining unit members donating leave shall coordinate how much 
leave they i111cnd 10 donme. Subject 10 1he minimum donation requiremenl stated in 
Subscc1ion (B) (2) above, 1he aggrcgaie amount of donated leave shall 1101 exceed 1he 
amount needed. 

To the ex1e111 ii is IJOssil>le, an equal amou111 of leave dona1cd shall be 1akcn from each 
bargaining unit member who has donated leave. 111 the event the bargaining unit member 
requesting leave docs not use the estimated amount of leave needed, the remaining donated 
leave will be returned to 1hc bargaining unit members who donated the leave. 

No bargaining unit members shall be compelled to donate leave. 

The Chief I luman Resources Officer may, with the signed permission of 1he bargaining 
unit member who is in need of leave. inform bargaining unit members of the co-worker's 
cri1ical need for leave. This nolice shall 1101 include the specific medical condi1ion for 
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which 1he bargaining unit member needs the dona1ion. T he Univcrsi1y shall not direc1ly 
solici1 leave dona1ions from bargaining unit members. 

ARTICLE 2().J. 
Ei\lPLOYEE DISCIPLI NE AND E i\ll'LOYEE RIGHTS 

2!!1-. 1: A member of 1hc bargaining unil may be disciplined dcmo1cd. suspended or removed for 
j usl cause, which shall include bul 1101 be limi1ed 10 incompelenc)', inefficiency. unsa1isfac1orv 
pcrfornrnnce dishoncs1y, drunkenness, ,mmornl conduc1, insubordination, discouneous 1rea1mcn1 
of lhc public, ncglccl of duly, , 1ola11on of am Uni\ ersll\ policv or work rule £111\ Alh<r fmlsr~ tlf 
i'Ho<l haha, 1or excessive unwarranted absenteeism, or any other act of misfeasance, malfeasance, 
or nonfcasnncc in office or(.'omicuon ofa fclonv. 

An1clc 10+ -,h:lll not :lpph 10 ~c.:paration from cmplovmt!nl dut! 10 an mabilil\ to rclllrn 
from a ka, c of absence, 1nahil11v 10 pcrfonn 1he essen11al du11cs of a pos111011 or loss of hccnsure 
or oth~r ccmfica110n r~quired 10 pcrfonn a roc;111on 

2Ql-.2: Corrective action 1s normally progressive in nature: that is, repetitions of causes for 
disciplinary action should lead to progressive responses of reprimand, suspension, and removal. 
It is expected 1hat most cases will be disposed ofby an infonnal verbal warning and/or attendance 
counseling without formal disciplinary action: such verbal warning or counseling may be 
documen1cd, bu1 shall 1101 be recorded in 1hc employee's ollicial personnel fi le unless conncc1ed 
to -,11h,cqw.:11t proC!re<.~1\ c ch,c1pllllt!. Thi: <.upcn. 1~or will follo\\•UQ with an i:mail to the c::mplovec 
document inµ that a \ crhal warnnH.! wa'i issued Prior to the issuance of a wnth!n reprimand a 
meetmg \\Ill be held hch,ccn the c1nplovcc and the cmplovce·s supen.11sor \\h1ch mav mclude a 
Un1\ er,;;1tv and l J111on rcpre5.l!ntall\ c However, the seriousness of ccnain offenses justifies severe 
11111ial dtsciplinal)' action, including removal. R~1:irimant:l~D1sc1plinaf\' act10n"i shall be reduced in 
wri1ing withm a reasonable period of lime, with copies provided 10 the employee and 10 !he 
employee's official personnel file. > II " Fllh) H rof}nmen I? rhAll t t1 .~ul~Jot IP 1ht1 Gne AAH 

1>:r1?1tit18u1iJ 1n o r11c1ld ~- l tll mA. 111H ho ad• eUHh!d l cl. end E~dl~ J 

2!!1-.3: An employee who is suspended, reduced o r removed shall receive \\'Tillen no1ification from 
1he Chicfl-luman Resources Officer or 1heirhts-llcf designce staling !he reason for 1he disciplinary 
action Prior to the issuance of any suspension (except situations ix:nding drug testing results as 
described in Scc1ion 20+.4-3), reduclion, or removal, 1he Chief Human Resources Officer or 
1heirh1<,i-!"'' designee will schedule a pre-disciplinary hearing,-1n oeeaFJone~ ,•·11h !ieel1AR 21 I. IO 

disc11ss 1he reasons for 1he proposed disciplinary aclion, and 10 give !he employee an opponuni1y 
10 offer an expl:111a1ion of 1he alleged misconduc1. Tux ll,[l)CC$~Qltbs,pr.:.-djscinlin.1n,Jisact!lJ!.agd 
110Ufic.11lO.IUl.L.dJSci(lltuc..lf_,11u:., 11 ,n be coniuli:M\..l.~~'\l:S.lm.uU!J.e 
day lll\i cmu!Qxtl:.J::..Sxn:.lidJhY lliill£C gfhe;wm: I Im sixivilil;fl:'f (;60) da)'..D<;LiJldJm11'..l>e,.»a1,~u 
llllll\laili:.,b.)'...lbC U.,m ','.Dill):..:m<l tl!c..cmplo.)c..:.C. 

___JJ1c cJJ1PJOJ'~CJUa.t.Prc,c11u~llilllwu:..i ·11uc.s:;c~.Jtudlo.r_.docum.cu~_u.ct1alt 
I he cmploy.i; sh;1II nrQ, idc " list <>f "11nc;;,cs amt 1hc mime and occupation of 1hcirhit\l<'F 
t~llro®aY,l!,l:,lQ,lll\; Cltii;W11U1:tn Rqow;cc, QQim or 1hcir~ ~ncc a, litrJ,u..;1dYaucc ,1s 
nosqblc btll no latl'r limn fonv-1.aglu (·18} hours onor to 1hx ms:-discirl inilD' hearing It 1s tlw 
~rumoi;c.;.;,n;s1JQ1JS!b,iljl1;_U),JIQ( j ly I he i rlmg.,1vJ1m;,!iAy:i,.u,[lhl(Z)MhtlJ;d,hc;1ri ng The CJD(lli)):j;~ 
:ind/or 1hc1rJu:t:hse rl'.PCC'-CUl:ttiH~ will he rn;rmo1i;d to ask oucflions of and cross-cx.1m111c anv 
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"(11)\:ssc, The employee shall have 1he choice of whelher J.hD:l.......i... wish.,., 10 appear al 1he 
hearing and present oral ancVor wri tten statements, whether or not thcvl~ wish~ to have a 
Union representative present and/or whether or not to have the Union representative present oral 
or written statements. Further, the employee may choose to waive in writing thctrh~ right 10 
have such a pre-disciplinary hearing. Aflcr the prc-chsc,plrnarv heannc 1he Chief I luman 
Resources Ofliccr or 1hc1r dcs1c1H.:c, "hall ~nJ-,,-tft--Hanti-deli\ crv- nr h• ~mntl 10 a su"pcndcd 
reduced or rcrnn\Cd h:1rea11111U.! ur111 member \H111cn nn1iricauo11 statmg the reasons for thc 
suspension, rcduc11011 or rcmo\i1l. The parties agree 1ha1 orders of suspension, reduc1ion or 
removal shall be treated as confiden1ial personnel math!TS betWL'en the University and the 
employee unless !he employee wishes 10 consul! the Union in 1he maner, in which case ii shall be 
the sole responsibility of the employee involved to communicate with the Union. I f thJ ti~ 1~J11.s1An. 
rJtlt:iul1en. Ar Ftlmu ul 1. ,uh!sclt!UJIIII~ ~ fld Jd, lhJ ~· IJI~: hc1111111e 111 hJ llflllulltsl. hu e1 t1r. tl: file!~ 

2 ~• po llH111 Ill hJ 1 ,ud.4 i,~ fl 11mfdl! IHtUHhlF 

~ 14i,-l}i""illlinH~lettFi11J!~~•"-"PHl1A~111!;. !he em~ls,u , 111 Ila 
~i.,,H.,.1tlk-a1HHH>Hh,,-lk'l!All~lat<HlnJ • 11;e1fic11t1t.lf"-"Hh,,-..el1rt~k'--f}fe­
d""'t)k1H1~~~ltloot~J )>) 8 AdUlflll-li,!tlf!R~l-1f>H¼fl1'°1111<!J I>) 1he 
l ' 111' <P 11• ,\I 1he-J..,..m,g,-the-lk'rtA1~h111m-.tff1lo,..._,11--t,sl.-lhe-,,mp~••-hl"-llcf 
~ -Hi• t tfl re pt111J t0 thC" allc-~at101b oi~L!I 1: t'BntA11h:!J 1A the- 11 Flltcn naUct! eftl:ic: 
lk"tlffng l'h,a ,un1:iilt1. dd ml, flf d;t!HI h l 11!111tm_,. 11nc1 ti • tt•~tl, r ti H1Hmun,, ~n lrn1 hi!!F ~Hdlolr 
rl,d dlt llh _ C!d' )nil f'FI I Id It II I t f lllli! ii 11nd thd mlmd uml 1th1~1,at111t 11 l f lln hur 
fdl rd e HIOII u 11, 1hia Ch1Jf I hm1e11 l~t'Jtlt1rtt1 OAieur fr lu. h,;Jr tlc111g11,;J,a fl h1r 1H ttd1 Kl~Bt! B~ 
1H>lilRll!l8. ►~ll nu lohu 1hon h:ln,· J1gh1 ( IM ) luno 1>11~F 111 thd flFd 1ir~1,~hneJ":• haenn~ II 1. t4te 
Jm1~li11J1{ Fe! fCH'i1~1ll1_ IR no11~ lustha1 ilHii Ail lt'lfllh! ehJdulcld h,umn~ Thu dll'll~ I0.1 Jd 
tmtl er h1 I elf fe1~1u~Jn1tt11 Id 111 hJ ttJFIHlllJtl h• o,1 c111c1. t1e11 t1f Hnd :.l1@v,.? e1H1H0 tin. -
WilRHHell { IO I • orld ll!,~lk1w111g-th"i}fe-e...arhM~k!aflll~k'l!Al~Hfl11'ilfilli>~ 
l""f"l"' 11 \\Flll<n F<per1 Hf!.hfil..rJw..ht,r-lintl~nJ ,.,11 rr011Ja 11 ,e~) 10 1he em~le, u Fite 
Ghi..i:+tt11na1~"6-4~1II-AeHMHl,.,-.Jk!aA11g-tKl1n,1w;tml~+11lnlelitk!IH>f>-•••Hh111 
!ell 1101 ., .. r1n,~~pH>H~lllllt!IIO!U+an n,. '""""!IP or tho ~f~ d1>u111hn;;1'. 
httttnRg tHu.4 nP1iti~tu1011 ~r dir01~ltnd. 1fe11_. ill he ~ompl.~IJtl 11h1H llltA_ f:Q1 eold1~dor Jo .. 

fr,1111 thil dtt.+ lhil Jmpl ,., Jfd ltiij "' dtl 1h1tt 11n11Jd of h~mng nw, 1h1r1_ (::''IJ de. ,~dFI 1M n~ 
'"" .~ H!lllllftll~ l•y lh• U111 dRHI 1111d lhij "'''J!l,•. ,lo) 

2!!+-:!~: Drug and Alcohol T c.sting Program: 

_A __ Thc University and the F.O.P, have a mutual in1crcst in promoting the treatment and 
rchabiliiation of employees 11wolved in 1he improperilleyal use of drugs or lhc abuse of 
alcohol. A drug and alcohol 1es1ing program serves 10 promole 1he panics' i111ercs1 in a 
drug-free workplace. All harca111111l.'. u1111111cmher!-. muM abide hv Umvcrsitv Policv 3356-
7.20 Drug-Fret.!' En\ 1m1111h.:n1 

A-_ll_A member of the bargaining unit may he required to submit to a test to determine tin: 
1111propenl-l-¥1I use of drugs or 10 dc1crmine 1ha1 the employee is under 1hc influence of 
alcohol while on duly. The !CS! will he wncluc1ccl by :1 mcd,cal facilitv or clrug/alrnhol 
11.:,;;1ing site or will he conducted m 1 campus. 
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~ - Requiring an employee to submit to such a test must be based on a reasonable suspicion 
that-_the employee has been using any drug, Of-narcotic or :1lcoholJ!nd that this use may 
present a risk to theirhf'Hh'f safety or that of fellow employees or the public. Re:"onahlc 
~uspicion :,,;wnclardi;;; and tcstim! proccdun.!s sh:1II be bai;;;cd on Umvcrsitv Policv J356• 7-20 
effected December I 2016sp,s1!1e alljee!I' e All' <P RH!!,._.!ttffiHh'-llk.'-i½rnlellfllt!ft', 

li,;IK~t>,, .. -eh llF hod• R~AFS af All ,mule·,;,; 111€-l.~1HlOl- hm11...t-ll>-"lt1w 
'"'fl¢¢h::effffltt.HUl&eHt00€€ffl.tHh:~d-f0f.-6Mn~1H1-ehn1r-1of;:d1hH1!<ljltHflfHIIH;llflltl~nootl 
""'' ',,.._.>r<Hl"""5Htti-la~~-A&eft!d,ble-,e1l0FH>H1.,.,_.,F-1,.,,,.,...,1Kk!f.ll1" 
mA11e11-•i:..u1-,..u11,.,,,., The University also has the right to randomly test bargaining unit 
employees. Drug and alcohol screening/testing shall be conducted for administrative 
purposes and the results shall not be used in any criminal proceedings. 

G-.!2..._ A supervisor who orders a drug test when there is a reasonable suspicion of the use of any 
drug, narcotic or alcohol shall forward a repon comaining the facts and circumstances 
directly to the Chief of the YSU Police. The employee shall be verbally advised of the 
reasonable suspicion at the time of the test and receive a wriucn s1a1cmcnt of the same 
reasonable suspicion within twenty-four (24) hours of the test. 

9-f_Test results reponing a presence of alcohol, illegal drugs, or narcotics, or the use of 
prescription drugs without a prescription. or the abuse of any over-the-counter drugs will 
be submitted to the Chief of the YSU Police for funher action. Ahusc of prescnhcd 
m<.-dica11011 shall be trc.:ated the "Dme as non-prc.:scribed use 

1--E__AII drug testing shall be conducted by laboratories cenified by the State of Ohio or the 
federal government. All alcohol breath tests shall be administered by a tramed breath 
alcohol technician. The procedure utilized by the drug testing lab shall include a chain of 
custody and control and split sample collection and testing. 

J...<'_1__AII specimens identified as posi tive on the initial dn1g test (screen) shall be confinned 
through the use of the gas chromatography/mass spectrometry method ofdctcction, or any 
other method that is professionally recognized as being ::1s or more accurate than the gas 
chromatography/mass spectrometry method of detection. In the event the initial and 
confi nnatory test results arc positive, the employee is entitled to have the split sample 
tested in the same manner prescribed above at the employee's expense. This 1cst will be 
given the same cvidentiary value as the two (2) previous tests. I fat :my point the results of 
1he drug or alcohol testing procedures conducted by the University arc negative, all further 
testing and administrative actions related 10 drug/alcohol testing shall be discontinued. 

G-_1 I_ An employee who is required to submit to a reasonable suspicion drug or alcohol test will 
be suspended pending receipt of the test rcsuhs or mav he a~~1gn~d dutie.-; 1ha1 will 1101 po,;t! 
a threat to the cmplovcc or anv othc:r person until the r\!sul1s of lhl.! test arc krwwn. If the 
test results indicate that h,,-sh-osthcv "ere not under the innucncc of alcohol or 1111propcr 
use otillet!<il drugs, the employee shall be paid for the time thcv wcrcl,-l>e-Y,{.., suspended, 
and no record of the suspension will be maintained in the employee's personnel file. 
I lowc.:,c.:r 1f an incident fc g car accidt.:nt) 1s linJ...c.:d to tht! rcason:1hlt! .:;;11~p1c1on rc.:, 11ll111g 
in tht.! tcsJrng a n:cord of the mcidr.:nt shall be placed in the cmplo\'cc's pcr,onnd file. An 
employee who has a confirmed, positive drug or alcohol test (reasonable suspicion, random 
or follow-up) w,11 be subject to disciplinary action. If the employee agrees to enter and 
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successfully complete a rehabilitation program, the disciplinary action will not exceed 
thirty (30) calendar days for the first oITense. Thereafter, for a ·period of two (2) years, the 
employee will be subject to periodic follow-up drug testing as well :1s the rc:,sonablc 
suspicion nnd random 1cs1ing de lined above. 

l+_I _ The random testing pool shall be made up of bargaining unit employees. Random testing 
may be conducted up to four (4) times in a calendar year and may include up to 30% of the 
pool. 

2Jll-.;j<,: !fa bargaining unit member is to be questioned orally concerning possible disciplinary 
action by the Chief of the YSU Police or another University administrator, the employee shall be 
advised in advrmcc of the general nature and reason for the questioning and that thcv ha, d~ltt! 
l~l'l the right to be accompanied by a rcprcscntativc(s) of thcir~ choice, who may be an F.O.P. 
representative. Th,,--ml<!-i>Hhe r O I' r;n,-11m1i. e is nan aa• e,safittl--+l~he F O I' 
rcprcscntn11vc ~ lrn~Ye the ngl11 10 assist and counsd the employee <lurinl.! 1hc mt:cting hut mav 
not mtcrfcrc with the ordcrlv process of the that mcctinu. Such meetings will be scheduled 
immediately before or after the employee's work shift, or during the employee's work shift, to the 
extent such scheduling is feasible. The employee will be in active pay status during such meetings. 

2Q-1--.f.l+: A bargaining unit member who is involved in a depanmcntal investigation may be 
required to submit to a polygraph examination. Relevant questions asked in a polygraph must be 
narrow and specific in scope dealing only with the matter being investigated. \1/hen a bargaining 
unit member is required to submit to a polygraph, the infonnation developed from the results may 
only be used for admmistrative purposes and shall not be used for any subsequent cnmmal 
proceedings. A bargaining unit member may not refuse to submit to a polygraph examination 
under the circumstances listed above. If the request for the polygraph results from an accusation 
made by another bargaining unit member(s), the bargaining unit member required to take the 
polygraph may request that Jlli;!!~ accuser(s) also submit 10 a polygraph examinntion. Such 
requests will be granted. Polygraph examinations may not be given by employees of the YSU 
Police Department, the Vice President for ,\tl1mA1strnuenLcual Affair~ and Human Rc:,,ourcc~ or 
any members of the I ltunan Resources Dcpanmcnt. 

Employees under non-criminal investigation or use of force investigations shall be informed of the 
nature of that investigation and provided a copy of the written complaint, if one exists, within 
seven (7) calendar days of when the complaint is received or the determination that an investigation 
will be necessary, whichever event is later. Where known, employees shall be infonned or all 
details of the investigation which arc necessary to reasonably apprise the employee of the factual 
background of the compl::1int. Should the investigation include the review of video or audio 
recordings, the employee and his representative will be allowed to review the recordings that the 
Employer has obtained or is aware of a Iler obtaining a fonnal written statement or rcpon f'rom the 
Employee. If during the course of the investigation additional recordings arc acquired, they will 
be provided to the employee and such stateme111 may be amended following the review of the 
recordings. 

I f the Employer questions an employee during a criminal invcs1igation of onc of its employees. it 
shall advise the employee of the criminal nature of the investigation and whether the employee is 
a suspect or a witness before interviewing the employee. 
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2!!+-18: Suspensions and removals of non-probationary employees shall be subject 10 the 
provisions of Article 6 ("Grievance Procedure'"). I( a!/!,:_sv,pcn<ion=L~Sh";tion ur rcmQ, ilLl> 
suhwmu:ntlY l!CIC\5:'d th~ St►P 1 lwanng ,,,11 be om1ona1· hows:, ►e n Steo 1 di~oos1tion \\ ill be 
1;aM1>d 10 a 11n1L"IY ,nnnm;r All »nttcrLn.:ua.mands shall he , ub1ec110 thc,,Gru;\:mu;c J>roctdurc ,n 
Aoidt· 6 but nm, not lw advanced h1:a ond StcP..l. 

2f! k l!'/: lfagrcc:1ble 10 the Urnversity, a member of the bargaining unit who is suspended shall 
have the option of sc1'1ing the sus1x:nsion or having the hours of suspension deducted from 1hi:1r 

~ .iccumula1cd total of vacation or compensatory hours. The University also has the option 
of lrnving a bargaining unit member's hours of suspension deducted from the member's 
accumulated vacation and/or compensatory hours in lieu of the actual suspension. 

2.Q-l-. 10: T he refusal ofa bargaining unit member to answer questions in connection with a matter 
involving employee discipline shall not be cause for disciplinary action against the bargaining unit 
member unless thev ha, cl~ been so advised of the fact. 

ARTICLE 21-1-
ll 'IFORMS AND EQ-Ul l'i\l ENT 

2y ,. 1: Each member or the bargaining unit, who at the direction of the University goes armed on 
duty, shall be issued a standard semiautomatic duty weapon and ammunition at no cost to thc 
bargaining unit member. A ny other weapon an omcer wishes to carry during a 11011-unifonnl!d 
duty assignment must first be approved by the Chief of Police. The approved weapon will only 
be carried providing the onicer has qualified with the weapon. 

2! ~.2: Each member of the harga111 111g unit who at the direction of the University wears a uniform 
while perfonning thc1rh+54-tef duties shall receive an initial uniform allowance of seven hundred 
fifly dollars (S750) at the time ll,;--,lie-1>1hev arc appointed or arei,, directed by the University to 
wear a unifonn while on duty I fan employee resigns or is separated from the University less than 
one year following theirlu•-l""' initial appointment, thcv~ shall reimburse the Universuy on a 
prorated basis for the cash value or the 1111tial uniform allowance. With the exception of Univcrsuy 
Dispatchers, each membi:r of the bargammg unit who serves longer than one year and who 1s 111 

work status (actively employed. on approved paid leave, or unpaid FMLA) more than fifty percent 
(50%) of the preceding fiscal year shall receive: 

( I ) an annual uniform and maintenance allowance of one thousand two hundred dollars (S I .J:e00) 
which will be paid at the end of the first full pay period in the month of July_~ 202 I. 

2) an annual unifonn and maintenance allowance of one thousand two hundred fifly dollars 
(Sl ,JQ~ 0) which will be paid at the end of the first full pay period in the month of July 20.µIJI: 
and 

3) an annual unifonn and maintenance allowance of one thousand three hundred dollars (S 1,300) 
which will be paid at the end of the first full pay period in the month of July 20;:J.;ul. 

University Dispatchi:rs will be paid an annual uniform and maintenance allowance in the manner 
described in the foregoing sentence but will receive eight hundred dollars (S800) annually. 

49 

lfa bargaining unit member is on a leave of absence (paid or unpaid) at the t1111t.: the annual unifonn 
and maintenance allowances are paid out, the bargaining unit mi:mbi:r will rcci:1vc a pro-rated 
uniform and maintenance allowance based on their work status (actively i:mploycd, on approved 
paid leave, or unpaid FMLA) upon their return to work. 

21i .J: If the University changes the required unifonn during the 1cnn of 1his Agri:i:mcnt, each 
member of the bargaining unit who is requin:.d to purchase the new uniform shall receive an 
additional initial unifonn allowance of five hundred dollars ($500). 

21i ..1: Uniform patches shall be worn on both sleeves of the members' sl11ns, swea1ers, jacket~ 
and coats. 

2! J..S: Each member of the bargaining unit who at the direction of t hi: Univcrsuy wears a uniform 
while performing their~ duties shall conform to all reasonable grooming and appearance 
standards es1ablishcd by the University. 

21i .6: +!t,;-Yni+e&Hy-,,-+11-t-1ltlnr-El-el'<'f!llll'!Hlffi€<!tlt11""1J,!flllflH11g-,11e111hef'.-t1f-1lk' 
hnFgn1ntt1t-11tHH-'flr •,1iee1lie~ slack leat-her-j>e~HH'l-il1ltl-91~tl,e,,-,t111H'<Hl\',- Members 
of the bargaining unit are required to wear a bulk t-proof vcst that mcl!ts spccilications estahlishi:d 
by the YSU Police Dcpanmenl. The University will purchase the vesl. When currently provided 
vests arc replaced. bargaining unit members may choose a vest other than the one spcc11iccl by the 
YSU Police Department as long as it meets the specificat ions established by the department. The 
Chief or the YSU Police Depanment will be responsible for determining i r alternate vests meet 
departmental specifications. The University will pay for the actual cost or an approved alternate 
vest up to the cost of the vest specified by the YSU Police Department. /\ny amount above the 
cost of the depanmental vest will be paid by the bargaining unit member 

ARTICLE 21J 
LAYOFF AN D RECALL 

21J. l: \Vhi:ncver the University dctenrnncs a reduction 111 the work force 1s necessary, the 
Umwrsity shall detenninc the classification or class1ficattons 111 which the layoff or layoffs will 
occur and the numbers of employees to be laid off within each class1fica11on 

21J .2: Layoffs shall be based upon date of appointtnent 111 the classification bcg1nlllng wuh the 
employees with the most recent date of full-tnnc appointment 111 the classification 111 ,,h1ch the 
layoffs are occurring. Each employee's onicial personnel file in the onice of I luman Resources 
shall be the sole basis for determining their~ appo1111111ent dates. 

21_3.3: If a bargaining unit rncrnbcr is to bt.! laid ofT and the bargaining unit member previously 
served in a lower classification, the bargaining unit member may displace :1 fellow bargaining unit 
member in the lower classification if they have more bargaining unit scmonty than the bargaining 
unit member to be displaced. 

21J ..I: On the next pay day following an employee's e ffective date of layoff, the\11&<lk' can be 
paid regular and overtime pay due. compensatory time due and accrued and unusi:d vacation tune. 
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2I l.S: The office of Human Resources shall notify each employee of thei~ layoff and, if 
available, displacement rii;lns, l<tttfle,,n+l •l➔ days prior to the effective date of their~ layoff. 

21_J .6: TI1c office ofl luman Resources will prepare and have available for inspection a list of laid­
off employees who arc available for recall in each c lass ification involving layoffs. The list will be 
arranged in descending order wi th the laid-off employee with the earliest date of full-time 
appointment beginning the list. Employees will be recalled in a descending order from the list 
beginning with the employee with the earlies t date offull-time appointment. The list for each laid­
off classification sha ll be active for ~ 12-Hnonths. 

21_.l.7: The University will not hire new employees to pcrfonn bargaining unit duties while one or 
more employees who performed their duties previously arc in active layoff status. 

ARTICLE 2;!_4 
SEl',\llATION 

2;!_4.1: Resignations: Employees who resign shall sign and submit a resignation letter to the Chief 
Human Resources Officer or theirhts•ht!f clcs ignec at least two (2) weeks prior to the effective date 
of resignation. Employees will make a reasonable cffon to provide the Univers ity an earlier notice 
of intent to resign whenever possible. A resignation lcuer. once submitted by the employee and 
accepted by the University, shall be irrevocable except by mutual agreement between the 
University and the employee. 

2;!_4.2: Disability Sepa ration: If, in the j udgment of the employee's physician, or a physician 
designated by the University, a non-probationary employee is physically or mentally incapable of 
performing a ll the dut ies of thcirhp,.J!ef position, and l~!t!-liasthev ha, c exhausted all paid leave 
and all Family and Medical leave, the University shall consider reasonable accommodations and 
knowledge, skill , and abilities which may transfer to a vacant position first in the bargaining unit, 
or outs ide of the bargaining unit. and the applicable rules for application for disability under 
OPERS. Employees may be placed on a disability separation leave. 

2} U : An employee on disability separation shall retain for 1-,,,im~-«wf-(24) months the right to 
re ins tatement to employment at the Univers ity in the classification thcv~ held at the time of 
separation, providing ~ ~ able to perfonn the duties of the position. If the individual 
is able to return to work and the University no longer has a pos ition in the classification in which 
the individual served at the time of thetrh>'••ht!f separation, the University will reinstate the 
individual in a similar position, irone is available, in a classification for which the individual meets 
the established qualifications, and provided such reinstatement docs not conflict with the 
provisions of any collective bargaining agreement entered into by the University. 

2;!_4.4: Requests for reinstatement foll,m mgfrnm disabi lity separation shall be submincd in 
writing to the oflicc of I luman Resources no late r than tw~ntv-four-(24) months from the effective 
date of the disability separation. The University will arrange for its designated physician to 
examine the employee to detennine if the employee is medically capable of performing all the 
duties or the employee's position. The cost of the examination shall be paid by the University. 
The University will consider any medical information provided by the employee's physician, 
provided the employee has taken any :1ction required to rckase or provide such infonnation. 
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2J-t 5: A bargnining unit member who severs employment with the University for any reason shall 
be paid in full for all unused vacation time and compensatory time at the current hourly rate of 
pay. The current hourly rate of pay shall include the educational increment (A rt icle 4.5) but shall 
not include any shifi differential. 

2,!-1.6: In the event a Sergeant requests to be returned to the rank of Pol ice Oflicer 2, such a reques t 
shall be granted by the University. Within 30 days of the request, the Sergeant shall be adjusted 
in pay and classification to a Police Officer 2. The member shall not lose any classification 
seniori ty for such voluntary reduct ion in rank. In other words, all of the time the employee spent 
as a full-time Sergeant before making the request to return to the Police O fficer 2 classification 
will count toward theirl,P...-llef classification seniority as a Police Officer 2. 

In the event the request is made during an ongoing shift cycle, the Sergeant shall not bid or bump 
any member umil the next regularly scheduled shift bid rotation, then a t such time the member 
shal l bid as a Police Officer 2 with the appropriate classifica tion seniority. Such mid-bid cycle 
procedure may be modified by the University to accommodate the reduction in rank and need for 
su1>crvision and shift equalization (the University may allow the reduced member to move shifis 
prior to shift bidding). 

ARTICLE 2:!1' 
RETIREJ\IENT 

~~ Iii, e•ilent 1aenn11tee b:• la ,, . the "'""''"'"~ '""'""~Af-ftll-!1h!ln~Hhe 
OOffl!HHtl~toll sh•II Ile 7() .\ memll.er er the ha,gA!flttlg-ttntt-,hall 1,., 1>en11t1t.eO•hh '(lll1~llt! 
lt-e!tl ~ eur eunng "lueh !.l!!t.:h• she reaehas the •J• ef~ 

2:!?-! i : /\ bargaining unit member who retires shall be entitled for an unlimited period of 
time, on the same basis as bargaining unit members, to use of the library, Bookstore discount, 

tickets for University functions, use of Beeghly Center and other recreat ional facil ittes. Retired 
bargaining unit members will be eligible to purchase a parking pcnrnt annually for the annual 
parking fee established by the University. Retirees, their spouses and dependent children unt il 

they reach the end of the academic year of age twenty-five (25) shall be e ligible for remission of 

all instructional fees. (Sec Anicle 3Q+). Fffcctivc Fall Semester 2022 rettrees cmplo\'ce,, 

~poui;c.<. 1111d dependent children shall pav for twcntv percent (20°nl of the co~t ofonlrnl! 
m<-truc1io11 provided bv thi: UniH!rsitv and offered in p.1nncrship ,, i1h Acadcrmc Panncrslupc. or 
anv -,uccct;.:.or 

2:!:-.l_J : !fa member of the bargaining unit dies, thctrltt'--llef unrcmarried spouse and dependent 
children until they reach the end of the academic year of age twenty-five (25) shall remain cntttled 
to the benelits specified in Section 2:!'5.2 above. 

2:!5.;!_4: S ick Lc:ivc Convers ion : A bargaining unit member who retires with ten ( 10) or more 
years or full-time University service is entit led to conversion to cash payment of part of 1hc1rl11e,i-he r 
accrued but unused s ick leave. 
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14l~eH~u~ I hc cash payment of accrued but unused sick leave shall be twenty-five 
percent (25%) of accrued but unused sick leave of the first nine hundred sixty (960) hours, for a 
maximum payment of two hundred fony (240) hours. 

All accrued sick leave shall be eliminated from an employee's record upon sick leave conversion 
Such payment shall be made only once to an individual. Sick leave conversion docs not apply to 
separation or termination other than retirement. "Retirement" as used in this section refers to 
reuremcnl under the provisions of one ( I) of the Ohio public retirement systems at the time of 
separation and requested sick leave conversion. 

2:!~,:!S: The University shall allow officers who retire to purchase the issued service weapon for 
S 1.00 upon retirement. "Retirement" as used in this section refers to retirement umkr 1hc 
provisions of one (I) of the Ohio public retirement systems at the time of separation. 

2:!~.~ : The University shall provide all reti red officers with a retirement identification card and 
badge. Retired officers shall be entitled 10 obtain weapons qualification to comply with retired 
omccr concealed carry legislation. 

ARTIC LE 2~(; 
i\IISCELLANEOUS 

2~ ,. I: Bargaining unit members pcrfonning assigned and authorized University duties oIT­
campus shall be reimbursed for 1rnvel in their privately-0"11ed vehicles at the rate establ ished by 
the Board of Trustees. 

2¥ ,2: Members of the bargaintng unit shall receive a discount of twenty percent (20%) on all 
purchases in excess of five dollars (S5.00) made on items sold by the University Bookstore. This 
discount shall be available only for goods purchased by the emplo)'ee for 1heirk...-l1,,r personal use 
or for the personal use of their immediate families. Abuse of this privilege shall be grounds for 
suspension of the individual employee's privilege. Members oft he bargaining unit shall be entitled 
10 a fi0y percclll (50%) discount on University Theater and i\ 1hle1ic tickets, for the use of the 
bargaining unit member or their immediate families. 

2~ t.3: Members of the bargaining unit who obtain parking permits will have regular access to 
Universi ty parking lots, with the exception of the visitor's lots and spccific,llly designated spaces. 
+l~11on-Y..ill-t1m11111l~ffl"'"'Ht·ooFgamini;-uHtHnt!ffill~r 10 he II nlt!IHOef-oj:..1h..+ln1,...;p,1ti,, 
JlafMn~-lH~ ~ mnun~ The parties agree to meet and confer over any requests made by 
the University for additional spaces and lots needed for visitors or special events. 

2~ •.4: Members of the bargaining unit who serve on any authonzcd University committee and 
must attend meetings oft he committee outside their~ nonnal work ing hours will receive one 
and one-halftimes the actual hours ofancndance added 10 their compe nsa10ry time balance 

2~ .5: llonor Guanl: 1 lonor Guard will he con~1dcreU ai;; harn:1111ing 11111t mcmhcri;; \\hO \\Car 1he 
rccogn11ed llonnr Guard umform apprmcd '"' the chief If the Chief of the YSU Police 
Dcpanmenl authorizes the use of the depanment honor guard at any funcllon. the officer will be 
compensated wt1h a minimum of four (4) hours of compensatory time or tune and one half 
whichever is greater. 
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2~ .6: Andrews Student Hccrcation a nd Wellness Center: Members of the bargaining unit 
shall have access to the Andrews Recreation and Wellness Center during normal operating hours. 
In addition, dependent children aged 18 or older and spouses of bargaining unit members shall 
have access to the Andrews Recreation and Wellness Center during 11011-1-x:ak hours as indicated 
by the Director or the Wellness Center and based on utilization data for an annual fee of one 
hundred dollars (S I 00) per person or two hundred dollars ($200) per family. At the beginning of 
each semester. non-peak hours shall be defined and that information distributed to all employees. 

A llTICLE 2(!+ 
SEVEIUIIILITY 

2£,:;t,J: The parties intend that this Agreement shall in all respects be construed and applied in a 
manner not inconsistent wi1h applicable statutes and court decisions and regulations properly 
t.!nacted !hereunder. In the event :my provision of this Agreement shall be determined by 
appropriate authority 10 be contrary 10 any statute or regulation, such provision :,lone shall become 
thenceforth invalid and of no effect, but the remainder of this Agreement shall not thereby be 
deemed illcgal or 11ncnforcc:1blc. The p.1rtics agree to meet promptly to discuss any dcc1s1011 which 
renders any ponion of this Agreement null and void. 

2!!4.2: Any provision of this Agreement which is found contrary 10 law but becomes legal during 
the life of this Agreement, shall take immediate effect upon the enactment of enabling litigation 

2~ .3: Nothmg Ill this Agreement shall be construed to prohibit or restrict the right of tht: 
University or the FOP 10 take action to comply with the Americans with D1sab1l111es Act 

ARTICLE218 
NO STRIKE/NO LOCKOUT 

21lU : ·n,e University and the F O.P. agree that the grievance procedures provided here111 arc 
adequate to provide a fair and final dctcnnination of all grievances arismg under this Agreement. 
II is the desire of lhc University and the F.O.P. to avoid work stoppages and strikes. 

218,2 : Neither the F.O.P. nor an)' member of the bargaining unit, for the duration of this 
J\grccrncnt. shall direclly or indirectly call, sanction, encourage, finance, participate. or assist in 
any way in any strike, slowdown, walkout, concerted "sick leave" or mass resignation, work 
stoppage or slowdown, or other unlawful interference with the normal operations oft he University 
for the duration of this Agreement. The F.O.P. shall not be held liable for the unauthorized activity 
or the employees ii represents or its members who are in breach of this Section, provided 1ha1 the 
F.O I'. meets all of its obliga11ons under this Anicle. 

2211.3 : The F.O P shall, al all times. cooperate with the University in con1inu111g opcrn11ons III a 
normal manner and shall acuvcly discourage and attempt to prevent any violation oft he "no-strike" 
clause. In the event of a violation of the "no-strike" clause, the F.O. P. shall promptly notify all 
employees III a reasonable manner 1ha1 the strike, work stoppage or slowdown, or other unlawful 
interference with normal operations of the University is in violation of this Agrccmcnt. unlawful 
and 1101 sanctioned or approved of by the F.O.P. The F.O.P shall advise the employees to retum 
to work immediately 
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218.4: A violation of the provisions of Article 218 by a member of the bargaining unit shall be 
grounds for disciplinary action. including removal or separation. 

211!.5: The University shall not lock out any bargaining unit members for the duration of this 
Agreement. 

ARTICLE 2!!9 
CONTRACTING 

The University reserves the righl to contract for services. However, the University agrees that it 
will not lay off members of the bargaining unit in the exercise of this right. 

2~9.1 The University retains the right to contract for services. It is not the intent of the University 
to contract out or subcontract bargaining unit work that will result in the layoff of bargaining unit 
members for reasons other than to create greater efficiencies: achieve cost savings~ participate in 
initiatives for shared services arrangements. council of governments. the Inter University Council. 
other public-public or public private partnerships and consortium; 10 improve operational 
effectiveness, or as otherwise may be described in J\rticlc 8. 

2!!9.2 Prior 10 making a decision 10 contract or subcontract out work that will result in the layoff 
of bargaining unit members, the Union shall be given, upon request, the opportunity to meet with 
the University and 10 discuss what op1ions/alterna1ivcs may be available 10 maintain the work in 
the bargaining unit. 

2!!9.3 The University shall give the Union sixty (60) calendar days advance wrinen notice of its 
intent to contract or subcontract out work th::it will result in the layofT of bargaining unit members. 
Within fo uncent<"n ( l:!.P) -.ktn!:-days of notice from the University, the Union, shall be given, 
upon request. the opportunity to meet with the University and discuss what options or alternatives 
may be available 10 maintain the work in the bargaining unit. The meeting shall take place within 
tenttT<' (~ l.Q) -.kt~days of the Union's request, unless otherwise agreed by the parties. Within 
fourtcem,;i, ( l:!.O) -w>r-lritt!tdays of the parties' meeting, the Union may provide alternatives 10 the 
University's intended action for its consideration. The University will give serious consideration 
to the Union's ahcmativc solution in reviewing its intended action. 

2!!9A In addition 10 the above, the Union shall have the right, upon request, 10 negotiate the 
impact oft he intended actions of the University to contract or subcontract out bargaining unit work 
1ha1 will result in the layoff of bargaining unit members. 

2!!Q.S In the event ofa dispute relating 10 the terms of this Article, the Union shall have the right 
10 file a grievance pursuant 10 Article 6. 

2!!9,6 The Univers11y may utilize the procedures contained in Sections 2j!Q.2-2j!Q.5 for a 
maximum of"1wo (2) positions for the life of this Agreement that will result in employee layoffs. 

2!!9. 7 The University retains the sole right 10 make the final de1en11ina1ion as 10 whether or not 
10 contract services that do not result in the layoff of bargaining unit members. 
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2!!9.8 11 is not the intent of the panics 10 limit the University's right 10 contract for major 
project(s) requiring outside expertise and/or that fall beyond the scope of regular bargaining unit 
work and/or workload. 

ARTICLE 12JO 
IIEALTII AN D SA FETY 

1230.1: The parties agree that it is the goal of the University and the F.0 .1'. that the University 
be a place in which bargaining unit members enjoy a safe and healthful cn"ironmcnt. To 
accomplish this. the University will endeavor 10 assure compliance with all federal. slate, and local 
statutes pertaining 10 health, safety, and the environment. Both parties rccogmze that ii will be the 
University's responsibility to pro\lidc all bargaining unit members the necessary training, 
equipment, and wrinen procedures necessary 10 conduct their job in a safe and healthful manner. 
Both parties also recognize that it will be the bargaining unit member's responsibility 10 fo llow 
University health and safety policies which may include the wearing of personal protective 
equipment and the mandatory attendance of training seminars. It is understood that all mandatory 
training will be offered in accordance with the Training Leave provision of Sub Art icle J2;)(1 E. I. 
11 is further recognized that any violation of University safety policies by bargaining unil members 
may result in disciplinary action by the University. 

12J0.2: In order 10 assure the Union an opportunity 10 provide input on mancrs related to safety, 
the President of the Union shall designate one (I ) bargaining unit member to serve on the 
University Safety Comminee each year. 

12.l0.3: If a bargaining unit member feels that thcvl~ has been assigned 10 work under unsafe 
or unhealthful conditions unrelated 10 the risks inherent in the duties ofa police officer, thcv~ 
shall report the situation immediately to theirhfs-;:l½ef supervisor. If the bargaining unit member 
disagrees with the supervisor's response to the situation, thcvh~l~ may report the situation 10 the 
Director of Environmental and Occupational Health and Safety or thcirlt....il<'f desigm:c. The 
bargaining unit membcr(s) shall not be required to continue performing the duties in question 
pending the inspection by the Director of Environmental and Occupational Health and Safety or 
1heirlt~ designee, but may be assigned other duties. The bargaining unit member(s ) shall not 
leave the campus. The Director of Environme111al and Occupational I lcalth and Safety or 
thcirlw---ltef designec shall inspect the situation immediately and deliver a verbal report on the 
scene. 10 be followed by a wrinen report of the situation within three (3) days. The Director of 
Environmental and Occupational Health and Safety or thcirh>'-hef designec shall be empowered 
10 order the immediate halt of any operation or activity which in !.b.llilu,.-4\<'f judgment is unsafe 
or unhealthful. 

1230.4: The University will continue 10 provide optional safety 1rn1111ng courses 10 members of 
the bargaining unit: those enrolled in such courses will be on active pay status if they arc scheduled 
to work during the time the course is taught. 

12J0.5: All recommendations of the Safety Comminee shall be responded 10 by the Director of 
Environmental and Occupational Health and Safety or theirh!Hi,;f designee, in writing, indicating 
whether the recommendations will be implemented or rejected. If the recommendation is rejected, 
the response will indicate reasons for rejection. If the recommendation is approved, the response 
will indica1c the approximate date of implemenlation. 
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~ 30.6: Contingent upon approval by the Director of Environmental and Occupational I lealth 
and Safety, every month each swam oflicer shall be entitled to use the Beeghly Firing Range for 
no more than one ( I) hour: an employee who uses this facili ty shall remain in active pay status and 
on standby status. Police officers who arc off duty and who use the firing range, as provided in 
this anicle shall not be in active pay status. /\ccess to the Beeghly Firing Range will be limited to 
authorized personnel designated by the Chief of the YSU Police Depanment during periods when 
the range is reserved for YSU ofliccrs. 

ARTICLEJII~ 
INSTRUCTIONAL FEE- REMISSION 

JQJ.. I: Children and spouses of bargaining unit members shall be granted remission for 
instructional fees at YSU. including out-of-state instructional fees where appl icable. "Children" 
arc the biological. legally adopted or step-children of a bargaining unit employee. Children shall 
be eligible for remission to thc l!nd of the academic year of age twcnty~tivc (25). Bargaining unit 
members must provide any infonnation requested by the U111vcrs11y such as copies of marriage 
licenses, binh ccnificates and cenificates of adoption 10 assist the University in determining that 
the child or spouse 1s eligible for tuition remission. Barga1111ng ur11t members must also properly 
complete the University's applicauon/amdavit in ordcr to receive ll11tion remission. Bargaining 
umt 1m.:mbers shall receive remission of instrnctional and general foes at YSU, including out•of• 
state fees where applicable. for up to eighteen ( 18) semester hours per academic year and si, (6) 
semester hours each summer tcnn. Remission of the general fee shall be gr.intcd to mcmbcrs of 
the barga111111g unil only. Bargaining unit members who retire during the term of this Agrecrnent 
shall continue 10 be eligible for the fee remission described above. and their dependents (children 
and spouse) shall continue to be eligible for fee remission for dependents. as dcscnbed above, to 
111clude remission of instructional fees The dependents (children and spouse) of any bargainmg 
unit member who dies during the term of this /\grcement shall continue to be eligible for fee 
remission as described above. to includc remission of instructional and general fcc.s, until 
dependent cluldren reach the end of the academic year of age twenty-five (25) and as long as the 
surviving spouse remains unmarried. Effcct1\'C Fall Scmi.:stcr 2022 rctm:cs c,nplo\·cc.., srxu1sc" 
and dcpcmlcnt children shall pa\' for t\\l!llt\l percent (2(>°ol of the co~t of onlinc 1ni;;truc11on 
f?fO\ 1<led lw the Um\ ers11v 111 part11t.:rshm \\ 1th Acadc1111c l'artr11.:r~hm, or all\ succc~~or 

JQ-l-.2: On ;1 casc-by•casc basis, the University will consider requests by bargnining unit members 
to attend classes at YSU during normal work hours. which may include the employee's use of 
compensatory time, vacation or the opportunity to work either before or after their nonnal work 
shift to compensate for the time spent in class. 

ARTICLE 3! J 
PllOBATION AN D l'llOi\lOTION 

3 ! J, I: Probationary l'eriotls: Each employee appointed to a position in the bargaining unit shall 
serve a probationary period. For U111vcrsity Police Officer I and University Police Sergeant, the 
proba11onary period shall be ......+olt\\clve months excluding periods of sick leave of twenty (20) 
sick leave days or longer, or leave without pay of more than one ( I) week For University 
Dispatcher, the probationary period shall be ~ twelve months in addition to the time in training 
for the ccnifica11on by the 0 1110 Peace Officers Trai111ng Council E:1ch probationary employee 
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shall be evaluated in accordance with the provisions of /\niclc Ii (, ("Evaluations"). If the 
performance of a probationary employee is deemed unsatisfactory, thcirh~ employment at the 
University or in the YSU Police Department may be terminated with two (2) weeks' notice during 
the probationary period. In lieu of the two-week notice, the University may pay the individual for 
eighty (80) hours at his/ her hourly rate of pay. /\ probationary employee who is separated from 
employment will be given a written statement of reasons for thcirh~ separation. Separation of 
a probationary employee may not be advanced to arbitration under the provisions of /\nicle 6 
("Grievance Procedure"). Members of the bargaining unit who are promoted from one 
classification 10 another within the bargaining unit shall serve n six-month probationary period; if 
their performance is deemed unsatisfactory in the position to which they have been promoted, they 
will be reinstated 10 the position from which they were promoted, rather than being separated. 

3! J,2: If the University fi lls one (I ) or more positions of University Dispatcher or University Law 
Enforcement Supervisor, it will consider qualified applicants from within the bargaining unit 
before considering candidates who arc not members of the bargaining unit. However, 1hc 
Univcrsny·s selection of a candidate to fill the position of University Law Enforcement Supervisor 
1s not arbitrablc. The University will consider the applicant's education, related work experience, 
performance evaluations, and length of University service in a position or positions related to the 
position for wluch the, arek.,-,,1.......,, applying. 

J! i .J: \Vhcn the University dccidts to fill a vacant Sergeanl position or a new Sergeant position 
is created, the position shall be filled by a competitive examination and an Assessment Ccnler 
process from the University police officers who arc qualified. Prior to the close of applications, 
for rmy examination administered on or afl~r JanuRF) I . 20 17. thOsc quali fied must have a 
minimum of four years of service as a regular full-time University police officer. 

/\ The examination shall be administered by a vendor chosen by the University. An 
assessment panel chosen by the University will assess the candidates and report its 
findings to I luman Resources ( 9tFeeter ef Talettt-A"'f01 ,Iii en. Preee 'llld, 11nel 
!.il111le) ,•e Reeerd F.xccutl\ e Director I IR Operations or successor title). 

8. The notice of promotional e,amination shall be announced founeen ( 1-l ) calendar 
days prior to an announcement on the University applicant tracking system. The 
announcement shall be made by a member of the I luman Resources stafT via an 
email message to all union associates. /\ copy of the announcement shall be posted 
on the FOP bulletin board. TI1e promotional opponunity shall be announced on the 
University applicant tracking system and will include: the position title; duties: 
minimum qualifications: licenses or ccnifications: the announcement date and the 
date the position announcement closes. Only bargaining unit members who are 
qualified for the promotional opponunity and apply prior to the close of the position 
announcement shall be tested. /\ harua11111u; unit member rcquc!-.11111.! a 1cst10l! 
accommodation mu,1 °'uhm11 tht! rcqut.!St m wntmg to the I luman Rc:;.ourrc, 
Bcnt!lits Manager at kast founccn davs pnor 10 scheduled tc.sting Bart.!311lllH! unu 
member~ ma\ he rl.!gu1rc<l 10 provi<lc addu1onal 111format10n to support their 
rcqutst 

C. Within founecn ( 14) days following the close of the promotional opponunity on 
the applicant tracking system, a list of all promotional examination resources 
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D. 

materials shall be made available to qualified bargaining unit members. The 
University will assure that the required materials arc available from vendors. The 
cost of any such materials will be borne by the applicant. 

Applicants shall have a nun11nu111 or ninctv!rl'lty (2<,0) wefl.-days to prepare for the 
promotional testing. All testing shall be administered on campus. 

E. The promotional materials shall consist of not more than live research books or 
materials related to specific subjects. The YSU Police manual shall be included as 
one of the five books or research materials. 

F. All bargaining unit members shall be notified of their individual test results within 
forty-eight (48) hours of the scoring. All bargaining unit members shall be provided 
with the scores of all tested police officers in numerical order. No employee shall 
be identified by name except on 1heirhis-<w-llef individual test score. 

G. The following preferences shall be added to a candidate's test score: 

I. Milit:irv: Military veterans with an honorable discharge (DD-2 14 or DD-
256) shall receive a ten ( I 0) point preference added to thdr~lef test 
score. 

2. Educationnl: Candidates shall receive either a live (5) point preference 
added to 1heirh~ll!f test score for an associate degree in Criminal Justice 
or a related field or a ten ( I 0) point preference added to 1heir!w..--<tH"" score 
for a bachelor' s degree in Criminal Justice or a related field. There shall be 
no pyramiding of this preference. 

3. Longcvitv: Candidates shall receive a one (I) point preference added to his 
or her test score for each year of service as a bargaining unit employee 
beyond live (5) years. 

The maximum aggregate amount of all preference points shall not exceed fifteen 
( 15) points. 

11. Applicants must score a minimum of seventy percent (70%) on the wri11en test, 
exclusive of any preference points. to advance for assessment. 

I. The Assessment Center team will consist of persons who arc not YSU employees 
and from the Ohio Chiefs of Police Association or similar organization. 
Assessment Center team members must have experience in law enforcement 
supervision in a leadership role of lieutenant or above. FOP shall be pcrmi11cd to 
have an observer allcnd Assessment Center team meetings, provided that the FOP 
identifies the observer no later than thirty (30) before the Assessment Center team 's 
first meeting. 
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_J. __ J-The written test score plus any preference points shall count for fony percent (40%) 
of the candidate' s total score, while the Assessment Center team evaluation shall count for 
sixty percent (60%) of the total score. 

L_ 
K An Eligihili1v List l!xpircs two vcars niter the examination has hcl..!n scored. 
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Al'l'E 'DIX ~ F 

G RIEVANCE FOR~I 

□ Filed Through F.0 .P. 
Grievance Committee 

□ Filed lndependc111ly 

ofF.O I'. 

Name of Gncv:mt· _____________ __ _ 

I lorne Address: 

Dale Cause of Grievance Occurred· ________ _ _ 

Grievance: # _____ _ 

Dale Filed ___ _ 

S1atcrnent of Complaint ofGricvant. (Attach supporting documents 1fapproprra1e) 

Section of Agreement Alleged to I lave Reen Violated: 

Rcrncdv Sought: 

Gricvant·s Signature Date 

cc: Gricvanl, A VP/Chief I lurnan Resources Ofliccr, F.O.P., Chief of YSU Police, Director of 

1.ahor Rclatrons' ' •~~ l're. ,J~~-• 
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Al'l'ENl>IX BG: YSII EVA l.llAT ION OF FOi' BA lt GAINING IIN IT i\lEi\lllER 

PERFORMANCE STANDA RDS FOR DISPATC I IERS: Dispatchers 111 the FOP harca111111g un11 
!-1h3II he evaluated accordirn.! 10 the followrng Catcgonc, 

KnO\\ ledge of law enforcement la\,~ and procedure.~ 
2 Knowledge of co111mu111c:11ion proccdun:i; (,.,~. radio 1ch:phonc LEADS Kiddt.: 

Card. etc.) 
Prcp.1rat10n ofrcpons (u.•. written rcpon,, commumcauon, lot!s etc) 
Appcarnncc.: 
A1111ude. Pcr~onalit, 

6 Depcndahilll\ 
7 lnitmti\\! 

Coorx;rmion ,,1th Supcn 1sor 
9 Judt.!rncnt 
10 Public Rdauon< 

Dispatchers in the FOP rorna111111c unit shall he c,altmtcd on the follO\,ing rnung scale for each 

~ 

0 Poor 
Need~ Im pro, cmcnt 

1 Adcguute 
J Average 
-I = Good 
5. Vcrv Good 
6 Excdl£nt 

Dispatchers in thc FOP harnainmg w111 shall be cvalumcd on the.:: follow1m! o, crnll rating .scale: 

0-8 points· Poor 
9- 16 points: Needs I mpmvc1111..:11t 
17-24 points· J\dcuuall.: 
25-33 points: Avcral!C 
34.42 pomls: Good 
43-51 points: Vcrv Grn,d 
52-60 points· Esccllenr 

PERFORMANCE STANDARDS FOR POI.ICE OFFICERS· Police Officers 111 the FOP 
hanrni11111g unit shall he evaluated according to 1hi,: follnw1nt.! Categories 

(Al Firearms Proficiency 
<Bl Certilicmion bv the 0 1110 Peace Olliccr~ Council 

2 Knowledge oflawc11forccmcn1 laws and procedures 
Knowledge of commu111ca11 011 procedure\( ,., .. radio telephone I .EADS Kidde 
~ 

4 Prcp.1rntion ofReport1.1 (u:. written n.:port, ,·rnmnu111cations
1 

lol!S clc} 
5. /\p[>Cnrnncc 
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6 A tt itudcll'crsoualit, 
7. Dcpcndah1htv 
8 ln11ia1ivc 
9 Coopcrnllon with Super, 1sor 
10 Jud0 men1 
II Puhltc Rcln11ons 

l'ohce Ollicers in the FOP barga,111111, unit shnll he e, aluatcd on the folio\\ 111g rallne sc:ilc for ench 
cnlt.!gorv (cxcludml! Fireanns Proti1;1cnc,· and Cert1ficat1011 of Ohio Peace OtTiccr~ C ouncil which 
arc rated as Pasi;. f-nil and Yes. No respect I\ clv) 

I. Needs lmnrovcmcnt 
1 Ad!i,'!]U.IIC 
J. A,er:il!C 
-I Good 
5. V~rv Good 
6 Excellent 

Police Officers in the FOP harca111111g unu shall he c, alua1cd on 1hc following o, crall r::11i111.! <ocnlt.: 

0-8 points· Poor 
9- 16 points: Needs lmprovl..!mt.:nt 
17-24 points· Adequate 
25.33 points· Average 
34 .. n poimc.· Good 
43-51 points· Vc,v Good 
52-60 points Excellent 

COMMENTS AND FINAi. ACTION: The evaluation shall nlso mcludc comments hv the 
Evaluntor 1hc Chief of Police and 1hc hargaming unit 1nr.!111hcr and :1ct1011 hy I luman Resources 

FORMAT: l'ht.! Univcrsitv n:scrvcs the rieht to chnngl..! the format and tht.! medium to displav use 
and store the cvalu:11ion. 

DISPOSITION: A copv of the evaluation is clcctronicallv stored and available to lhe s tnffmemhcr 
at the tune of compli.!tion for rcvic.w nnd ncknowlcdg~mt.!nt. 
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YOUNGSTOWN STATE UNIVERSITY 
UNIVERSITY DISPATCHER PERFORMANCE EVALUATION 
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IS. Ot?(fl(l&:urt 

1. h01ir,., 

a. Cc«1er,OOII Wllh $11C)Cn'IIOI 

, . _J~~ 
10. PJtit< Aeta~ 

~~ o . 

Ev1k.&10i' ICO"'"'flf'•'lt1: 
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:::.~ 
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APPENDIX £ H 
STANDARDS OF PROFICI ENCY 

YSU/F.0.1'. STANDARDS OF PROFIC IENCY: FIREARMS 

Armed officers who are members oflhe YSU-F.O .P. bargaining unil shall mecl and maintain the 
following standards of profic iency with firearms. in accordance with the provisions of Anicle 1£>8 
of1he Agreement 

A . General Provisions: 

I. All officers will be considered in active pay slallls during qualificmions. 

2. Fireanns qual ifications will be conducted al least once annually . 

3. Al 1he range, each officer's weapon(s) will be inspected by the mnge officer before 
being fired by 1he officer. 

4. The bullet load for qualificalions will be lhe same Iha! is carried for duly. 

5. An officer may use speed loaders/speed strips or magazines 10 re load 1heirht"4,,;r 
weapon during qualifications. 

6. Each officer's 1arge1 will be scored al the range in !he presence of 1he officer. Also, a 
copy of the score sheel wil l be provided lo the officer within seven (7) days. 

7. An officer who has secured the approval of 1hc YSU Chief of l'olicc lo carry an 
alternate "plain clothes weapon" in accordance with the provisions of Section 2J; , I of 
!he Agreement shall be given 1wo (2) opponunities annually 10 qualify with !he "plain 
clolhes weapon." (If the weapon is a 5-shol weapon. approprimc adjustmen1s will be 
made in the Qualifica1ion Rcquiremenls specified in Section C.) If an officer fa ils 10 
qualify with the "plain clolhes weapon," ii wil l cease to be approved for use under the 
provisions of Section 2_I;;. I. 

8 . Al 1he range for qualification firing, each officer will use 1he irh"'""'-'f duly rounds as part 
of the ammunition required for qualification firing. Following qualification firing, 
1hevkc-4e will be issued new rounds of duty ammunit ion for lhcirltt',-Jh!f weapon. 
Including duty ammunition for up two (2) speed lo:1ders. speed strips or magazines. 

9. If an officer fails 10 qualify with 1he,rll...4h!f duly weapon, 1hev1.....,i.., will be given two 
(2) hours of instruction and be given a second opportunity 10 fi re for quali fication within 
founccntet1 ( l:J.U) ~ days following the firsl 1es1 for qualific.11ion. lf 1he officer 
fails to qualify the second lime, 1hcv~"' will receive an addi lional two (2) hours of 
instruction, and will be given a third opponunity to fire for qualification within 
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founeen1et1 ( I :l_U) ,,.~ays on duty following 1hcirh""1h!f second fi ring for 
qualification. 

I. The University will make available adequate firing range facilities for 1r:1ining purposes 
at least twice a month. The dale(s) and location(s) oflhesc l'acili1ics will be announced 
following consultation wi1h the F.O.P. The use of1hc Beeghly firing range will be used 
when al a ll possible before using firing ranges off campus. 

2. For training purposes, 1he University will make avai lable to each officer s ixty (60) 
rounds of ammunition of duty weapon for use in the designated training facility twice 
each mo111h. If re loads arc made available, they will be of similar load 10 duly 
ammunition. In addi1ion. each officer wil l be provided with a target for training 
purposes. 

C. Qualification Requirements: All officers will be required 10 sa1isfac1orily comple1e a fircanns 
qualification course approved by the Exccu1ive Director of 1he Ohio Peace Officer Training 
Council (O POTC). The University will mcel and confer with the F.O.P. before submining 
any revised course 10 the Executive Direc1or of1he OPOTC for approval. 

68 



APPENDIX Q1 
CONFIDENTIAL 

SCREENING EXAMINATION FORi\l 
TO THE PHYSICIAN: 

The purpose of this examination is to determine if the participant is healthy enough to 
safely participate in an exercise program. Specific data arc necessary to design an appropriate 
program for the participant. Please provide all information requested, sign and return this form to: 

NAME _______________ _ DATE _____ _ 

AGE SEX __ _ HEIGHT ___ _ WEIGHT _ ___ _ 

TOTAL CHOLESTEROL ____ _ IIDL __ _ LDL _____ _ 

General physical examination abnormali ties: (Please list those fi ndings that might place the 
participant at risk for exercise: and attach copies of any local physical examination fonns used.) 

Please attach results of a symptom limited maximal exercise stress test and complete the following 
data: 

MODE OF TESTING ____ _ DATE OF TEST _ ________ _ 

MAXIMUM WORKLOAD A TIA IN ED (METS, KGM, SPD, GRADE) ______ _ 

RESTING HEART RATE _ __ _ MAXIMUM HEART RA TE A TT A INED 

RESTING BLOOD PRESSURE MAXIMUM BLOOD PRESSURE ____ _ 

RESTING AND EXERCISE ELECTROCARDIOGRAM INTERPRETATION 
( Please anach copy) 

PLEASE LIST /\LL LIMITATIONS AND RISKS FOR EXERCISE (Such as: medications, 
diabetes, orthopedic problems, epilepsy, etc.) 

I have examined the above-named participant and find them~ to be in good/poor health and 
is/is not capable of safely participating in an exercise program. 

Date_______ Signature __________________ _ 
Please print physician's name, address and phone number: 
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APPENDIX .E_J : 
I NSURANCE BENEFITS 

Definitions: 

Contract Period and Fiscal Year arc defi ned as the 12-month period July - June 

Funding Level- The overall dollars needed to cover estimated health care expenses. The Funding 
Level w ill be converted to Funding Rates for the Contract Period: 

Effective July I, 20J l8 and endin~ June 30 2022: 

Medical = Expected Claims Liability + (Expected Claims Liability x 3-3/4%) + Fixed 
Costs. 

Rx = Expected Claims Liability + (Expected Claims Liability x 3-3/4%) + Fixed Costs 

Dental = Fully insured rate as set forth by the dental insurance carrier 

Vision = fully insured rate as set fonh by the vision insurance carrier 

Should the dental or vision plans become self-insured in the future, .the funding rates for those 
plans will be determined as follows: 

Dental= Expected C laims Liability + (Expected Claims Liability x 3.75%) + Fixed Costs 

Vision= Expected Claims Liability + (Expected Claims Liability x 3.75%) + Fixed Costs 

Funding Rates arc based on a structure that includes Employee Only; Employee + One 
Dependent; and Family (Employee + two or more dependents). 

Expected Claim Liability is detennined by the stop loss carrier and/or Third-Party Administrator 
(TPA) for the Contract Period, and/or actuary for the health care consultant. 

Actual Costs = Paid Claims + Fixed Costs - Prescription Drug Rebates 

Fixed Costs = Administrative Costs+ Stop Loss Premiums 

Funding Rates for the medical, prescription drug, dental and vision plans each July I st, will be 
dctcnnincd using the formu las identified above to calculate f unding Level. 

Effective wi th the proposed Plan changes, and future 

Reserve 
The University will maintain a health care Reserve in accordance with the guidelines outlined in 
the HCAC Target Reserve Pol icy. 
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IICAC T:irgel Reserve l'olicy 

I. Components of 1he Targel Reserve: 

a. lllNR Rc-scrvt"S • reprcsenl lhc funds necessary 10 cover claims Incurred Bui Nol 
Reponed. For purposes of1his con1rac1, IBNR Reserves = 2.5 months o f" Expec1ed 
C laims for medical, prescriplion d rug, denial and vision claims. These :ire claims 
for which members have received services blll 1hc claims have 1101 been paid or 
billed 10 1he Univcrsi1y: and 

b. l\largin • represents 1he difTerence between 1he Maximum Claim Liability (applies 
IO medical only) and Expec1ed Claims Liabilily sci by 1he Universi1y·s consultant. 
This amounl is calculaied by multiplying Expected Claims Liabilily by 125%. 

II. Targeled Reserves should be expressed as a range from Op1imis1ic, lt11crmedia1c 10 
Pessimis1ic 10 renccl 1he po1en1ial for variance. 

Ill. Funding of 1he Reserve should targel 1he l111enncdia1e Targeted Reserve Level of 35% of 
projected annual cos1s. 

IV. ·n,is Reserve Policy should be i111egra1ed in the annual Funding Level Calcula1ions: 

a. /\ three-year projection of the Targeted Reserves should be used to efTcctively plan 
and adjust accounts lhrough premium increase or decreases; 

b. Should lhc reserve balance exceed -15% of1he average of 1hc ,mnual actual_cosl, 1hc 
Heallh Care Advisory Commincc shall consider options, including premium 
holidays, and make recommendations intended 10 reduce 1he reserve balance. The 
average of 1he annual ac1ual cosl is defined to be 1he 1hree-year average of 1he 
annual actual cosl required to operate the health care plan for 1he previous 1hrce 
fiscal years. The annual ac1ual cosls for a panicular fiscal year includes claims or 
premium costs including slop loss insurance. administrative expenses incurred from 
vendors and consullan1s, wellness expenditures, all legally required fees and taxes 
associated with 1he heahh care plan, and 01hcr expenses that may be required 10 
cfTcc1ivcly operalc 1he health care plans. 

c. Should 1he reserve balance fall below 25% of1he projected annual costs. 1hc Hcallh 
Care Advisory Committee may consider options and make recommendations 
intended 10 raise the reserve balance. 

V. i\n actuarial consultanl will confinn annually 1hat 1he reserve policy is properly al igned 
wilh the slop loss coverage and 10 idcn1ify risks associa1cd wilh 1he coordina1ed policies. 
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El\ll'LOYEE CONT IUUUTIONS 

Effcc1ivc Julv I 20~ I A-l)JI employees shall co111ribu1c fiflccn ( 15) percenl of lhc fully insured 
cquivalcnl rale for 1hcir subscriber selec1ion. l'avmen1 shall he dcduc1ed in equal amou111~ for each 
cligihlc i.:mplovcc's hi-wci.:klv pavchccks 

I NSURANCE HE 'EFITS 

~ 
Youngstown State University 

suiferi'Wf Plan Year beginning July 1, 20l 18 
M I.OICAI M UTUAi 0 1 011 11 PPO '- Plus 

\'II 11, I \\Ill' \)I ((1\11 \'II ., 90/10 In-Network Plan 
70/30 Out-of-Network Plan 

Benefits Network Non-Network 

Benefit Period January 1•1 through December 31 st 

Dependent Age Up to Age 26 Removal upon End of Month 

Older Age Ch ild Ages 26 - 28 Removal upon End of Month 

(cost o f cove rage at the employee's expense) 

Pre-Existing Condition Waiting Period No t Applicable 

Blood Pint Deductible 0 pints 

Overall Annual Benefit Period Maximum Unlimited 

3 month Deductible Carryover Not Covered 

Benefit Period Deductible - Single/Family' S2501$500 S4251S950 

Coinsurance 90% 70% 

Coinsurance Out-of Pocket Maximum $925/$1 ,725 S2,000/S4,000 
(Exduding Deductible) - S ingle/Family 

Total Me dical Out-of-Pocket Maximums - S1 ,175/S2,225 S2,425/$4,950 
(Including Deductible) -Single/Family 

-Maximum Out-of-Pocket (MOOP) 5 

Including deductible, Coinsurance Out-of- $6,600 I $ 13,200 Does not apply 
Pocket Maximums and Copays) 
Single/Family 

Physician/Office Services 
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Office Visit (lllness/lnjury)2.5 $15 copay, then 100% 70% after deductible (40 visits combined per benefit period) 
-

Urgent Care Office Visit2,5 $15 copay, then 100% 70% after deductible Chiropractic Therapy - Professional Only 90% after deductible 70% after deductible 

Advanced Practicing Nurse/Office Visit 2•5 $10 copay, then 100% 70% after deductible ( 12 visits per benefit period) 
-

Speech Therapy - Facility and 90% after deductible 70% after deductible 

All Immunizations - Medically Necessary 90% after deductible 70% after deductible 
Professional 

Administration of H1N1 100% 
(20 visits per benefit period) 

Preventive Services 
Cardiac Rehabilitation 90% after deductible 70% after deductible 

Preventive Services, in accordance 100% 70% after deductible 
Emergency use of an Emergency Room4•5 $75 copay, then 100% 

with state and federal law3 Non-Emergency use of an Emergency 90% after deductible 70% after deductible 

Routine Physical Exams (Age 21 and 100% 70% after deductible 
Room 

over) Inpatient Facility 

Well Child Care Services including Semi-Private Room and Board 90% after deductible 70% after deductible 
Exams, 

100% 70% after deductible Maternity Services 90% after deductible 70% after deductible 
Well Child Care Immunizations and 
Laboratory Tests ( To age 21) Skilled Nursing Facility 90% after deductible 70% after deductible 

Routine X-rays, Labs and Medical Tests 100% 70% after deductible Human Organ Transplants 90% after deductible 70% after deductible 

Routine Colonoscopy 100% 70% after deductible Additional Services 

Routine Mammogram (One per benefit 100% 70% after deductible Allergy Testing 90% after deductible 70% after deductible 
period) 

Allergy Treatments 90% after deductible 70% after deductible 

Routine Pap Test (One per benefit period) 100% 70% after deductible 
Ambulance Services includes Air 90% after deductible 70% after deductible 

Routine PSA Test 100% 70% after deductible 
Durable Medical Equipment / Medical 90% after deductible. 70% after deductible 

Routine Vision Exam (One per benefit 100% 70% after deductible Supplies 
period) 

Home Healthcare 90% after deductible 70% after deductible 

Routine Hearing Exam (One per benefit 100% 70% after deductible 
period) Hospice Services 90% after deductible 70% after deductible 

Outpatient Services Private Duty Nursing 90% after deductible 70% after deductible 

Surgical Services 90% after deductible 70% after deductible Weight Loss Services (including 90% after deductible 70% after deductible 
complications from weight loss surgical 

Diagnostic Services 90% after deductible 70% after deductible services) 

Physical Therapy & Occupational Therapy Mental Health and Substance Abuse - Federal Mental Health Parity 
- Facility and Professional 

90% after deductible 70% after deductible Inpatient Mental Health and Substance 

73 74 



Abuse Services 

Outpatient Mental Health and Substance Benefits paid are based on corresponding medical 
Abuse Services benefits 

A Network Provider 
A Non-Network 

Prescription Drug (Y ou will pay the 
Provider 

( You will pay t h e 
least) 

most 

Generic copay • 
home delivery $10 Does Not apply 

Covers up to a 

90-day supply. 
Tier 1 

Prefe"ed b rand 25% to max imum of Covers up to a 
copay - retail T ier 2 $30 

Does not apply 
30-day s upply. 

Preferred brand co-
25% to a maximum of Cove rs up to a 

pay - home delivery Does not apply 
Tie r 2 

$60 90-day s upply. 

Non-PrefetTed brand 
25% to a maximum of Covers up to a 

copay - re tail T iers Does not apply 

3 
$70 30.day supply. 

Non Preferred 
25% to a maximum of Covers up to a 

brand cop ay - hom e Does not appl y 

delivery Tier# 
$175 90-day supply. 

Si;!GClal!x Drugs 
Applicabl e drug tiers 

Does not apply 
Covers u p to a 

copay applies 30.day supply. 

Note: Services requiring a copayment are not subject to the single/family deductible. 

Deductible and coinsurance expenses incurred for services by a non-network 
provider WIii also apply to the network deductible and coinsurance out-of-pocket 
limits. 

Deductible and coinsurance expenses in0..1rred for services by a network provider 
will not apply 10 the non-network deduc!lble and coinsurance out-of pocket limits. 

Non-Contracting and Facility Other Providers will pay the same as Non-Network. 

Benefits will be determined based on Medical Mutual's medical and administrative 
policies and procedures. 

This document is only a partial listing of benefits. This is not a contract of 
insurance. No person other than an officer of Medical Mutual may agree, orally or 
in writmg, to change the benefils listed here. The contract or certificate will contain 
the complete listing of covered services. 

In certain inslances, Medical Mutual's payment may not equal the percentage 
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I 

I 
I 

I 

I 

listed above. However, the covered person's coinsurance will always be based on 
the lesser of the provider's billed charges or Medical Mutual's negotiated rate with 
the provider. 

1 Maximum fomily deductible. Member deductible is the same as sing le deductible. 

'The office visit copay applies to the cost of the office visit only. 

J Preventive services include evidence-based services that hove a rating of .. A .. o r "8 .. in the United 
Stales Preventive Services Task Force, routine immunizations ond 01her screenings. as provided for in 
the Patient Protection and Affordable Care Act 

• copay waived if admitted. The copay applies to room charges onl y. All other covered charges are not 
subjec1 to deductible or coinsurance. 

5copays apply to the Maximum Coinsurance Out-of Pocket (MOOP) S6.600-Single I S13,200-Family­
A ffordoble Core Act. 

~ 
Youngstown State University 

S .,...---::: IT Plan Year beginning July I, 202I+ uper.11'.ll 
MLUICAI MUTUAL U I 01111 PPO - Plus \""U 11, 1 \\Ill' l~I C C\\lf'\'11, ~ 85/15 In-Network Plan 

-1{1.;tl)60/-10 Out-of-Network Plan 

Benefits Network Non-Network 

Benefit Period January I st through December 3 I' ' 
Dependent Age Up to Age 26 Removal upon End of Month 
Older Age Child Ages 26 - 28 Removal upon End of Month 

(cost of coverage at the employee's expense) 
Prc-Exisling Condilion Wailing Period Not Applicable 
Blood Pint Deductible 0 pints 
Overall Annual Benefit Period Maximum Unlimited 
3 month Deductible Car')'over Not Covered 
Benefit Period Deductible - Single/Family I S~ 350/S~700 $+.!,', I 600/$9,S{l3 200 

Coinsurance UOfil.% 1§.0¾j 

Coinsurance Out-of Pocket Maximum S~ I 000/$~ 2 000 S~_Y00 S I.A00Eliminatcd 
(Excluding Deductible) - Single/Family 
Total Medical Out-of-Pocket Maximums - s 1,-i-HiJ50ts2,m 100 ~~. I~~ S l,•l~0Does not applv 
(Including Deductible) -Singlc/F:11nily 
-Maximum Out-of-l'ockct (MOOI') 5 ~ , 
Including deductible, Coinsurance Out-ol~ $6,600 I $ 13.200 

a1>pl;-S8,600/~ 16 000 Pocket Maximums and Copays) Single/Family 
Physician/Oflicc Services 
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Office Visit ( lllncss/lnjury)2,5 sµ 20 copay, then I 00% +60% aficr deductible 

Urgent Care Office Visit2,5 sµ 20 copay, then 100% '7Q0% afier deductible 

Advanced Practicing Nurse/Office Visit 2,5 SI 511 copay. then I 00% +60% after deductible -
All Immunizations - Medically Necessary ll085% aficr deductible +60% after deductible -
Administration or HIN I 100% 

Preventive Services 

I Preventive Services, in accordance with state 100% '7Q0% ;iftcr deductible 

and federal law3 

I Routine Physical Exams (Age 21 and over) 100% '7QO% after deductible 

I 
Well Child Care Services including 
Exams, 100% +§0% after deduclible 
Well Child Care Immunizations and 
Laboratorv Tests ( To aoe 21 l -

I 
Routine X-ravs. Labs and Medical Tests 100% +60% after deductible 
Routine ColonoscoqY. 100% +60% after deductible 
Routine Mammogram (One per benefit 100% +§0% after deductible 
oeriodl 

I 
Routine Pan TesflOne ner benefit neriodl 100% +60% after deductible 
Routine PSA Test 100% +60% after deductible 
Routine Vision Exam (One per benefit 100% +§0% after deductible 
oeriodl 

I Routine Hearing Exam (One per benefit 100% +§0% after deductibie-
oeriodl 
Outoatient Services 

I 
Surgical Services 8085% after deductible 70% after deductible 

Diagnostic Services 8085% after deductible 70% after deductible 

I 
Physical Therapy & Occupational Therapy 
- Facility and Professional 8085% after deductible 70% after deductible 
140 visits combined oer benefit neriodl 

I Chiropractic Therapy - Professional Only 9085% after deductible 70% after deductible 
112 visits oer benefit oeriodl 

I Speech Therapy - Facility and 8085% after deductible 70% after deductible 
Professional 
120 visits oer benefit oeriodl 

I 
Cardiac Rehabilitation 9085% after deductible 70% after deductible 
EmerQencv use of an Emernencv Room'·5 S~ 200 cooav, then 100%· waived if admitted 
Non-Emergency use of an Emergency 8085% after deductible 70% after deductible 
Room 
lnoatient Facilitv 
Semi-Private Room and Board 0085% after deductible +60% after deductible 
Maternitv Services 8085% after deductible +60% after deductible 
Skilled Nursino Facilitv 9085% after deductible +60% after deductible 
Human Ora an T ransolants 9085% after deductible +60% after deductible 
Additional Services 
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Allerov Testino 8085% after deductible +60% after deductible 
Allerov Treatments 9085% after deductible +60% after deductible 
Ambulance Services includes Air 9085% after deductible +60% after deductible 
Durable Medical Equipment/ Medical 8085% after deductible +§ 0% after deductib le 
Sunnlies 
Home Healthcare 8085% after deductible +60% after deductible 
Hosoice Services 8085% after deductible +60% after deductible 
Private Dutv Nursino 8085% after deductible +60% after deductible 
Weight Loss Services (including 8085% after deductible +§0% after deductible 
complications from weight loss surgical 
~ic~ 

Mental Health and Substance Abuse - Federal Mental Health Paritv 
Inpatient Mental Health and Substance 
Abuse Services Benefits paid are based on corresponding medical 
Outpatient Mental Health and Substance benefits 
Abuse Services 

I Maximum family deduc11ble. Member deduc11blc ts the same as single dcducublc. 

2 The office vIsII copay applies to the cost of the office visit only. 

3 Prcvcnuvc services include cvidcncc•based services that have a rntinL?. of .. A .. or .. B .. in the United 
S1,ui:s Preventive Services Task Force, routine imrnumz..111011s and oth~r screenings, as provided for in 
the Patient l'rotcc11on and A ffordable Care Act. 

-1 Copay waived 1fad1mt1ed. The copay applies to room charges only. A ll other covered charges arc not 
subJc:ct to deductible or coinsurance. 

5 Copays apply to the Mnx11num Crnnsurance Out-of Pocket (MOOI') S6,600-Smgle I S I 3,200-Family ­
A ffordable Care Act 

A Non•Network 

A N etwork Provider Provider 

(You will pay tho least ) ( You will pay the 
most 

Gene ric Copay - re ta il $420°6,: UQ: to a maximum of 
Tier 1 ll 

Does not apply Cove rs up to a 30•day supply 

G eneric copay - homo S-14--20% UI! to a maximum 
delivery T lor 1 of $15 

Does Not apply Covers up to a 90•day supply. 

Preferred brand copay 
25% to maximum of $3~ 0 Does not apply Covers up to a JO.day supply. 

- rotall Tier 2 

Pre ferred brand co•pay 
25% to a m aximum of $6,IO Does not apply Covers up to a 90•day supply. 

- home delivery Tier 2 

N on•Pre fe rrod brand 

copay - rotall Tiers 3 
25% to a maximum of $7~ 0 Does not apply Covers up to a JO.day supply. 
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Non Preferred brand 
25% to a maximum of 

copay - home dollvery 
S1~ -ui 

Does not apply Covers up to a 90-day supply. 

Tier# 

Specialty Drugs 
Applicable drug tlers copay 

Does not apply Covers up to a 30-day supply. 
applies 

Defin itions: 

Contrncl l'e riod and Fiscal Year arc defined as the 12-month period July - June 

Funding Level- The overall dollars needed to cover estimated health care expenses. The Funding 
Level will be converted to Funding Rates for the Contract Period: 

Effective July I, 20;ll+ and ending June 30, 202:!+: 

Medical = Expected Claims Liability + (Expected Claims Liability x 3-3/4%) + Fixed 
Costs. 

Rx = Expected Claims Liability + (Expected Claims Liabili ty x 3-3/4%) + Fixed Costs 

Dental = Fully insured r:11c as set forth by the dental insurance carrier 

Vision - Fully insured rate as set forth by the vision insurance carrier 

Should the dental or vision plans become self-insured in the future, the funding rates for those 
plans will be determined as follows: 

Dental= Expected Claims Liability + (Expected Claims Liability x 3.75%) + Fixed Costs 

Vision= Expected Claims Liability + (Expected Claims Liability x 3. 75%) + Fixed Costs 

Fund ing Rates arc based on a stmcturc that includes Employee Only; Employee + One 
Dcpende,11: and Family (Employee + two or more dependents). 

Expected Cla im Liability is de1cm1ined by the stop loss carrier and/or Third Party Administrator 
(Tl' A) for the Contract Period, and/or actuary for the hcahh care consuhan1. 

Actu:il Costs • Paid Claims + Fixed Costs - Prescription Drug Rebates 

Fixed Costs • Administrative Costs + Stop Loss Premiums 

Funding Rates for the medical, prescription dmg, dental and vision plans each July 1st. will be 
dctcnnined using the formulas identified above to calculate Funding Level. 

Effective with the proposed Plan changes, and future 

The University will maintain a health care Reserve in accordance with the guidelines outlined in 
the I IC/\C Target Reserve Policy. 

IIC,\ C T11rget Reserve Policy 

VI. Components of the Target Reserve: 

a. lllNR Reserves• represent the funds necessary to cove r claims Incurred But Not 
Reported. For purposes of this contract, IBNR Reserves = 2.5 months of Expected 
Claims for medical, prescription drug, dental and vision cla1111s. These arc claims 
for which members have received services but the claims haw not been paid or 
billed 10 the University; and 

b----4IO•fl!;in re1,resen1> the d1ffeh.~ie• l•e11• "" 1l1e .' la•.111n111ltffttm-l--111!11hl-'ri<l1>t>l1e< 
l&-lih!el€al anl~, land ie.,peeted Cla11w.+.iabil1~Hw-ll1,,-l-fo,....,...,H~ms11l111nt­
+hl5-i!mettttHS-eftlettla~lj-inttlHplymg-~,,.,et...i.g1ttm;,-+.-111l,ilr1/ a_. 125° o 

VII. Targeted Reserves should be expressed as a range from Optimistic, Intermediate to 
Pessimistic to reflect the potential for variance. 

VII 1. Funding of the Reserve should target the Intermediate Tnrgeted Reserve Level of 35% of 
projected annual costs. 

IX. This Reserve Policy should be integrated in the annual Funding Level Calcula1io11s: 

.a,h_A three-year projection of the Targeted Reserves should be used to effectively plan 
and adjust accounts through premium increase or decreases: 

tl-£.,Should the reserve balance exceed 45% of the average of the annual actual cost, the 
lleahh Care Advisory Comminee shall consider options, including premium 
holidays, and make recommendations intended to reduce the reserve balance. The 
average of the annual actual cost is defined to be the· three.year average of 1he 
annual actual cost required to operate the heahh care plan for the previous three 
fiscal years. The annual actual costs for a particular fiscal year includes claims or 
premium costs including stop loss insurance, administrative expenses incurred from 
vendors and consultants, wellness expenditures, all legally required fees and laxes 
associated with the heahh care plan, and other expenses that may be required 10 
effectively operate the hcahh care plans. 

e-\LShould the reserve balance fall below 25% of the projected annual costs, the I lcahh 
Care advisory Committee may consider options and make recommendations 
intended to raise the reserve balance. 

X. /\n actuarial consuhant will confinn annually that the reserve policy rs proper!)' aligned 
with the stop loss coverage and to identify risks associated with the coordinated policies. 

!.A~w .. ,,.Jul, I, 21118, all ~H""lt'lllH•ffiemi,e,.,, hall eEllllfll>t11e-ltl'l.!t,fl-f-l.,4peret!n1-0Hhe 
f11lly-i1,,ur\!d-t!<JUi"8iet1t-ffih!-H)f-lheiH11l>ser1b,,r-"<'lcet1011'>-Pa~1•1~111Y..lh1ll-b.,.de<luct~'<l-111-,,<111al 
Anlflt1n1-s-fo~tbJ,,.oo<g1tHt11t~1"'fll~ffiH\l0fl1-hlr-tlll~~ 
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Note: Services requmng a copaymcnt arc not subject to the single/family deductible 

Deductible and coinsurance expenses incurred for services by a non-network provider 
will also apply to the network deductible and coinsurance out-of-pocket limits. 

Deductible and coinsurance expenses incurred for services by a network provider 
will not apply to the non-network deductible and coinsurance out-of pocket limits 

Non-Contracting and Facility Other Providers will pay the same as Non-Network. 

Benefits will be dctemuned based on Medical Mutual's medical and administrative policies ,111d 
procedures. 

This document is only a partial listing of benefits. This is not a contract of insurance. No person 
other than an officer of Medical M utual may agree, orally or in writing, to change the benefits 
listed here. The contract or ccrti11cate wi ll contain the complete listing of covered services 

In certain instances, Medical Mutual's payment may not equal the percentage listed above. 
I lowever. the covered person·s coinsurance will always be based on the lesser of the providc.:r's 
billed charges or Medical Mutual's negotiated rate wi th the provider. 
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I\ 

B. 

C. 

APPENDIX £~ 
URI 'AL YSIS PROCEDURES 

\Vhcncvcr the University determines there is a need to have a reasonable suspicion drug 
test conducted on an employee, the employee will be notified of the test requirement just 
prior 10 being transported without delay to the medical facility or laboratory that will 
collect the urine sample. The following will be screened by the test· rnarijuana. cocaine. 
PCP, amphetamines, opiates, MOMA (ecstasy), heroin, barbiturates, benzod1azep111cs, 
methadone, propoxyphene, o.,ycodone and Vicodin. The employee will be accompanied 
by an officer of the YSU Police Department. Whenever an employee is selected for a 
random drug test thcv~"' will be pcm1itted to transport thcmlHnHH'-l~fto the 
medical faci lity or laboratory. 

The room where the sample is obtained must be private and secure with documentation 
maintained that the area has been searched and is free of~rny foreign substance. Specimen 
collection will occur in a medical setting, and the procedures should not demean, embarrass 
or cause physical discomfort to the employee. 

The employee will be provided a scaled specimen container. Wi thin the container used for 
the collection will be two containers used for the transport o f the specimen. 

D. The containers will be new and free of contaminates. 

E The employee will deposit a minimum volume of urine (at leas t 45cc's) in a specimen cup. 
This will then be divided and placed in the two containers by a represcn1:u1vc of the 
collection site. An employee who is unable to provide an adequate sample 11utially will 
remain under observation until able to do so. 

F /\ tamper proof seal will be used on the containers. 

G. ·n,e containers will be labeled in front of the employee. 

11. Each step in the collection and processing of the urine sample shall be documented to 
establish procedural integrity, and the chain of evidence 

J. 

K 

S~rn•I ~•rnnt: Banner numbers will be used as a donor identifying number This number 
will be utilized to identify the sample throughout the collect,on and test mg phases of the 
urine screening. The purpose of the donor identifying number 1s to protect the identity of 
the donor providing the sample. Laboratory testing personnel will only have access to the 
identifying number and not the individual's name 

The officer accompanying the employee will be assigned by the Chief of the YSU Police 
Department or their~ dcsignec. 

Posit ive drug screen results will be submi11ed to the Medical Review O fliccr (MRO) for 
prescription verification. The employee will be notified a.~ soon as possible once results arc 
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L. 

... 

received. The employee will be given the opportunity to provide information regarding 
current medications and the pharmacy in which the prescriptions were filled or the facility 
in which the medication was given. The information provided will then be verified and the 
MRO will determine if the drug screen results will be considered positive or negative. The 
University will be notified of the fi ndings following the investigation. If the drug screen is 
considered negative, the employer copy of the chain of c ustody will he marked as negative 
and signed by the MRO. 

In the eve111 the first sample shows a presence of any illegal drug or narcotic the employee 
shall have the option of having the second sample tested (at !.!J.mh,~ own expense) at 
another qualified laboratory. In this event, the first laboratory will be notified that the client 
would like the split specimen tested and the second sample, along with all documentation 
and chain ofeustody, will be forwarded to another accredited laboratory. 

83 

Al'P lcN DIX G 
Overtime Aggregate Roster Procedures 

I. The aµ l!.n.:gatc overtime roster will rank harnamirll! unit mcmhcr,; from kast total a111oun1 
of ovcnimc offered to the most amounl of overtime offered. Thi.: rivailablc bart!ainill!.! unit 
member wilh 1hc lowest total amount or ovcmmc offorcd will he offered ovcnimc 
oppo11uni1ics fi rst followed hv the availnblc ban.wining unit nh! mhc:r with the.: second 
lowest total :md so on 

2. Ht-l~~H-1 f multiple hrsrg:1111ing unit mcmhcrs have 1he snmc 10ml number of ovcnimc 
hours otlCrcd then those members will he r.:mkcd bv sc111oritv. 

3. lbrnainim.! unit members who wor"- ovcnimc will he charged on the aecrceatc ovenimc 
roster for the ac1ual tune ,,orkcd. 

-t Bargaining unit member~ who refuse an uvcnimc opronunitv shall hc charucd on the.: 
at..!g,rceatc ovcr- llmt! rosier wi1h the actual hours worked hv the hamainino unit member 
who accepted the ovcn1mc opportunity. 

5. Barnaining unit members arc con~idercd unavailable/ will not he offered 1he o, cnimc 
opponunitv 1fthc scheduled hours oft he ovenim.: opponunitv fall within a time ,,hen thcv 
nrc alrcadv on dutv 1n court workinu ~mother overtime derail etc 

6. Bon:rninirrn unit mcmbcrs who arc on approved sick or FMI.A leave will be considered 
una\ail::iblc. will 1101 be offered overtime opportunities until thev return to work. 

7. Aarnnining unit members ,,ho arc on :mproved lca,es that do nm include sick or FMLA 
will onlv he una,ailahldnot he offered ovcnimc opportunities for the actual hours thev arc 
on that approved lea, e. 

8. If a harcaininu unir member is ofTcrcd multiple ovcrtimc opportunities whose timcs overbp 
and the bart!aming unit member refuses them all the harnaimnu unit mcmher will onlv he 
clrnn;cd on 1he :t!.!L?rCt.!atc over-1imc roster for the ovcrtimc opponunitv 101ali1H! the least 
hours 

9. !fall ;l\ailnblc hart.!aining unit member.-. rcfuc;:e an overtime opportunil\' oflCri:d and it goes 
unfilled then all banmining unit members who refused 1hc o, cnimc opportunitv will he 
chargcd on 1hc :tl!tffCL!atc ovcr-urnc roster for rhc total ..imou111 ·rrorn the "itan time for the 
harl.!ai11111g unit mi:mhcr for 1hc: cvc111 to 1he ~chcdulcd end of 1hc event 

JO. If the mcrtime callout beeins '" thin t\\o {2) hour.; of the qan time of 1l1e detail the 
harl!aimn!.! umr member~ ,, ho refuse the oppon11n11v will not he charncd for the refusal on 
the o, crtimc aggri:l!atC roster. 

11. I lohdav p~t\ 1c;: not considered 0H~n11nc and w ill not be charged to a hanrnininu unit 
member\; ~1ggr..:ua1c O\t.:rtimc roster ICH:tl. If a han.!:tining unit member ,,ork~ rcfuc::cs 
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mcrtunc on a holu..la, 'icpara1c from the sl11ft 1he, n!cc1,ed holidav Pa" for the, '"" he 
chan.!cd on the aggregntc o, cr•t1111c roster appropriah!h· 

12. (hcn1mc accrued from appcaranc~ in court on behalf oft he dcpartmelll and 1m1n111µ (th1c: 
mclmh:, :1c11ng as an ntliccr or 1..hc:patchcr mcntor,tramcr aucndinC! trarninl! a~ ::i~'itt!ned ll\ 
the u111,crSll\ and ln'ilruct1111! tram11H.! for other han.!ainmi! unit members as a-,~u.?.ncd h, 
1hc tllll\erSlt\) \\111 not he charged to the har1!aininl! tmll member's ae1!rcgate o,cr-tnnc 
rostcr total 

IJ. If a han!a111111g unit member accepts an o, crlllnc oppon11111tv and then rdi.1SL"S 11 ,, 11hin 36 
hour~ of that barc:1111111µ unit rnemhcr's !-,Chedulcd st:Jrt time of the o, cn11ne opponumt, 
then thev sh:1II he chnrccd 011 the agcrcgate ovcr-111ne roster one and one halfc I 5) 11111e-, 
the actu:il mnnhcr of hour\ \\Or~cd lw lhl.! haruainill!.! uni1 member ,,ho accepted rhc 
overtime opport11111t\ If no barl.!a111111g umt member accepts th t.! detail and 11 goc:s unfilled 
tlH.:n the hama111111t! u1111 mcmhcr ,,111 be rh:irecd on the a!..!!.!rC!.!:ltc..: o, er time rosier one lwlf 
( I 5) tunes lhe !(Hal amount of hours from 1hc start tune for the hart.!ammg tmll mcmhcr for 
the c, ent to the scheduled end of thee, cnt. 

1-t The :tt.!grcl!atc o, crt111H: rosier ,, ill hi.: completed I)\' the POP/01 .C Assoc1a1e or the 
FOJ>/01.C /\ltcrnntc A complclcd copv of the previous week·s overtime il!!l!rC!.!Hlc rostc..:r 
wall he po"ih,:d III the Police Dept. Roll Call Room A current ,,cck's ovcnimc ~H.!grceatc 
ro<:tcr ,, 111 he [l(l~h..:d 111 clbp:uch 

15. lJpcm l11nng of a 11c,, h:1rrng111g 111111 111c111hcr the, ,, 111 hi.: crcdned "1th them cnll.!i..: number 
of hours 1a~i..:n from the current hours totab of ;1II b3maining unit llll!mbcrs 111 thi.: \Ullh! 

clac;;.s1fica11on on the :l!.!l!f~1!3h.: nvcr-urne roster 
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SIGNATURE PAGE 

IN WITNESS HEREOF, the panics herein, by their duly authorized ofliccrs and :,gents, 
have .tffixcd their signatures. 

FOR TII E FRATERNAL ORDER 
OF POLICE: 

{;!1t~O110 .I I lolm Jr 
F O.P. Representative 
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FOR YOUNGSTOWN STATE 
U 'IVERSITV: 

James Tressel 
President 

Ally. Kev111 M. Kralj 
Chief Negotiator, Director Labor and 
Employee Rcl:tt ions 



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION REGARDING TERMS AND CONDITIONS FOR 
CLASSIFIED LAW ENFORCEMENT EMPLOYEES EXCLUDED FROM 

COLLECTIVE BARGAINING 

WHEREAS, the Board of Trustees ratified a collecti ve bargaining Agreement with the 
Fraternal Order of Police, Ohio Labor Council , Inc., (F.O.P.) fo r the three-year period 
July 1, 202 1 through June 30, 2024 , which defines wages and other terms and conditions 
of employment for classified employees in the bargaining unit; and 

WHEREAS, it is deemed to be equitable and in the best interest of the University to 
extend some of the provisions of the Agreement to classified law enforcement 
employees excluded from collective bargaining (Lieutenants); and 

WHEREAS, those provisions are in the areas of pay, insurance, overti me 
compensation, holidays, vacation, leaves, uni forms and equ ipment, retirement, 
instructional fee remiss ion and miscellaneous benefits. 

NOW, THEREFORE, BE IT RESOLVED, by the Board of Trustees of Youngstown 
State University, that the fo llowing F.O.P. collective bargaining agreement articles 
and/or sections be extended to classified law enforcement employees who are excluded 
from collective bargaining: Article 4 (Pay); Article 5 (Insurance); Article 14 (Overtime) , 
excluding Section 14.3; Article 15 (Holidays); Article 19 (Vacation) except to the extent 
it is inconsistent with ORC Sections 9.44 and 124. 13 1 regarding the computation of 
prior service credit; Article 22 (Uni forms and Equipment); Article 25 (Retirement); 
Article 26 (Miscellaneous), excluding Section 26.4; and Article 3 1 (Instructional Fee 
Remission). 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



y YOUNGSTOWN 
STATE 
UNIVERSITY 

RESOLUTION TO RATIFY 
PERSONNEL ACTIONS 

WHEREAS, the Policies of the Board of Trustees authorize the President to 
manage the University, including appointing such employees as are necessary to 
effectively carry out the operation of the University and any other necessary 
personnel actions; and 

WHEREAS, new appointments and other personnel actions have been made 
subsequent to the December 2, 2021, meeting of the Board of Trustees; and 

WHEREAS, such personnel actions are in accordance with the 2021-2022 
Budget and with University policies 3356-2-02, Equal Opportunity and 
Affirmative Action Recruitment and Employment; 3356-9-02, Selection and 
Annual Evaluation of Administrative Officers of the University; 3356-7-42, 
Selection of Professional/Administrative Staff; and 3356-7-43, Externally Funded 
Professional/Administrative Staff; 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Trustees of 
Youngstown State University does hereby ratify and confirm the personnel 
actions attached hereto. 

Board of Trustees Meeting 
March 3, 2022 
YR 2022-



Y YOUNGSTOWN 
STATE 
UNIVERSITY 

SUMMARY OF PERSONNEL ACTIONS 

Professional Administrative and Faculty Employees 

10/16/21 through 1/15/22 

Appointments - 15 

*New -6 

• Excluded - 2 
• Externally Funded - 3 
• Faculty - 1 

*Replacement - 9 

• Professional Administrative Externa lly Funded - 1 

• Facul ty - 2 
• Professional Administrative Excluded - 1 
• Professional Administrative Staff - 4 
• Chair/Director - I 

Separations - 13 

• Professional Administrati ve Externally Funded - I 
• Facul ty - 5 
• Professional Administrati ve Excluded - 2 
• Professional Administrati ve Staff - 5 

Reclassifications/Position Adjustments - 5 

• Faculty - I 
• Professional Administrati ve Staff - 1 
• Professional Administrati ve Excluded - 3 

Promotions - 5 
• Professional Administrative Externally Funded - 3 
• Professional Administrati ve Excluded - 2 

Salary Adjustments - 3 

• Professional Administrative Excluded - 3 



EMPLOYEE NAME 

:ampbell, Emily 

:arnahan, Emily 

<rasinski, Steven 
tubinic, Stacy 

3ruce, Cynthia* 

3ribschaw, Mary Lu* 

-.Jicholson, Cassidy 

-laq, Wahajul* 

-laynie, Hannah* 

.ewis, Adam 

v1ummareddy, 

3hargavi* 

:arucci, Joseph 

,uyo, Dessalegn* 

tamadan, Saleem 

tock, Rodney 

'New Positions 

YOUNGSTOWN STATE UNIVERSITY 

PROFESSIONAL ADMINISTRATIVE AND FACULTY 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
APPOINTMENTS 

CONTRACT/ 
EMPLOYEE APPOINTMENT 

TYPE POSITION TITLE DEPARTMENT DATES FTE SALARY 

APAS Academic Advisor 1 Dean - STEM 1/10/2022 1.00 $ 38,000.00 

APAS Academic Advisor 1 Dean - STEM 1/4/2022 1.00 $ 35,568.00 

APAS Systems Engineer IT Infrastructure Services 12/13/2021 1.00 $ 73,488.00 
APAS Coordinator Graphic Services Kilcawley Center 10/25/2021 1.00 $ 40,000.00 

Excluded Director Dean Bitonte Col Health & Human 1/4/2022 1.00 $ 60,000.00 

Excluded Director Undergrad Advising Dean Beeghly Coll Lib Arts, Soc Sci &Ed 11/1/2021 1.00 $ 55,000.00 

Excluded Executive Assistant to VP General Counsel 12/1/2021 1.00 $ 50,000.00 

Externally Funded Research Scholar Chemistry 12/20/2021 1.00 $ 63,000.00 
Intermittent Coo rd COVI D 

Externally Funded Tracking Ops Envir Occupational Health & Safety 10/25/202i 0.50 $ 26,000.00 

Externally Funded Site Coordinator Brookfield Ctr for Human Services Dev 10/21/2021 0.74 $ 29,600.00 

Externally Funded Research Associate Civil Environmental & Chemical Engr 10/25/2021 1.00 $ 65,000.00 

Chair/Director Director/ Professor Dana School of Music 10/16/2021 1.00 $ 107,682.00 

Faculty Assistant Professor Social Work 1/1/2022 1.00 $ 63,530.00 

Faculty Lecturer Rayen School of Engineering 1/1/2022 1.00 $ 57,000.00 

Faculty Lecturer Teacher Ed and Leadership Studies 1/1/2022 1.00 $ 48,000.00 

-----♦• --

-- ·-·-·-· ··-- ----------·-- --•· ----·---

------------·. ------- - - --·----- --------

-- - ·-·· -----~---··· - ----~ 

------

--------
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EMPLOYEE 
NAME 

\kers, Wendy 

\ult, Robert 

-iawthorne, Crystal 

-iritz, Diane 

ones, Kelsey 

.icata, Betty Jo 

;ipusic, David 

-iogate, Gregory 

3iorgetti, Karen 

(assawat, Maria 

(earns, Susan 

Nilliams, Amy 

iolcomb-Hathy, Tami 

EMPLOYEE 
TYPE 

APAS 

APAS 

APAS 

APAS 

APAS 

Excluded 

Excluded 

Externally Fundec 

Faculty 

Faculty 

Faculty 

Faculty 

Faculty 

------

YOUNGSTOWN STATE UNIVERSITY 

PROFESSIONAL ADMINISTRATIVE AND FACULTY 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
SEPARATIONS 

DATE OF 
POSITION TITLE DEPARTMENT SEPARATON FTE 

Costume Shop Specialist Theater and Dance 12/31/2021 1.00 

Librarian Serials Microforms Maag Library 11/30/2021 1.00 

Coordinator Teacher Licensure Dean Coll Lib Arts, Soc Sci & Ed 12/4/2021 1.00 

Coordinator Career Managemen1 Criminal Justice 9/30/2021 1.00 

Coordinator Intl Stud Serv Student Success 1/15/2022 1.00 

Dean Professor WCBA Dean -WCBA 12/31/2021 1.00 

Associate General Counsel General Counsel 12/31/2021 1.00 

Instruction Specialist Rich Center for Autism 11/10/2021 1.00 
Associate Professor Psychology 1/7/2022 1.00 
Assistant Professor Accounting and Finance 12/31/2021 1.00 

Senior Lecturer Health Professions 12/31/2021 1.00 
Assistant Professor Psych Sciences & Counseling 12/19/2021 1.00 

Senior Lecturer Social Work 12/31/2021 1.00 

------- -----·- -- -- - --------~~------------ ----- --- ---- -------· -- ---~---·----·-

------

--- ------- --·. -----------~----- ---~-- ---------..... ---~- --

-~---------- - -------- ---·-· -- ---~-- --------~--- -

-- --.-~------------~~----~-~------

--- ----• ------------· •---~~-... ~---------- ------- -- -- --- --------~-~-

SALARY 
$ 40,529.51 

$ 64,220.11 

$ 62,954.07 

$ 66,284.51 

$ 42,033.18 

$ 182,825.64 

$ 137,085.90 

$ 24,057.81 

$ 74,368.17 

$ 132,877.44 

$ 61,361.45 

$ 60,300.36 

$ 49,903.50 

-- ----- ♦- ---- ----- J-- - -~ ------------------ --------------------------~-~~~~ - ----------

- ---~ -----~-- -- -- .... --· - -----------~~-----~-------·----· -• -·----------- -~~ -

------ ------ - ------------~------ ~--

-
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SEPARATION 
TYPE 

Resignation 

Retirement 

Resignation 

Retirement 

Resignation 

Retirement 

Resignation 

Resignation 

Resignation 

Resignation 

Resignation 

Resignation 

Termination 



:MPLOYEE 
~AME 

ak, Domonique 

:ovnak, Angela 

Streiner, Christopher 

:eichert, Lisa 

ioldberg, Randall 

----

-----

i 

EMPLOYEE 
TYPE 

APAS 

Excluded 

Excluded 

Excluded 

Faculty 

YOUNGSTOWN STATE UNIVERSITY 

PROFESSIONAL ADMINISTRATIVE AND FACULTY 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
RECLASSIFICATIONS/POSITION ADJUSTMENTS 

CONTRACT/ 
NEW POSITION TITLE/ NEW DEPARTMENT/ APPOINTMENT 
OLD POSITION TITLE OLD DEPARTMENT DATES 

Coard Comptve Sports Camp/ 

Club Sports Camp Coordinator Club Sports 11/1/2021 

Associate Director IT App Svcs/ 

Manager IT Application Services 12/16/2021 

Manager Payroll/ 

Payroll Coordinator Payroll 1/1/2022 
Special Assistant to the AVP & 

Controller/ 
Associate Controller Controller's Office 1/15/2022 

Associate Professor/ 

Acting Chair Dana School of Music 10/16/2021 

-• 

-- ----~-----------

----- ---------

--

--- --- -- --- ------ -- - - ·-------~- -- --- -··-·-··-

-- ·-·--------~-~--- -- --• ---- ~--- ------~ 

---- - --~--- --

- -- --~------ ·-· 

---- ... ----~---------~...-------- - ---

Page 3 

NEW PREVIOUS 
FTE SALARY SALARY 

1.00 $ 43,623.83 $ 42,353.23 

1.00 $ 90,292.14 $ 82,083.76 

1.00 $ 54,000.00 $ 49,735.00 

0.50/ 

1.00 $ 41,500.00 $ 93,763.71 

1.00 $ 71,815.78 $ 89,497.78 

------~---

-···-•··~ ---· 

• •• -•u--• 

--------- -----

-------

-~----

------ ··-

-~ _______ ... 
---

----- ------

______ , ____ 

---- -- ------



NEW 
EMPLOYEE 

EMPLOYEE TYPE/OLD 
NAME EMPLOYEE 

Excluded/ 

Hackstedde, Michael APAS 

Hoffmaster, Steven Excluded 

Ekstrand, Lindsey Externally Funded 

Italiano, Kristen Externally Funded 

Ruller, Jackie Externally Funded 

YOUNGSTOWN STATE UNIVERSITY 

PROFESSIONAL ADMINISTRATIVE AND FACULTY 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
PROMOTIONS 

CONTRACT 

NEW POSITION TITLE/ NEW DEPARTMENT/ APPT. 
OLD POSITION TITLE OLD DEPARTMENT DATES 

Manager, General Acct/ 

Coard Financial Reconcil Controller's 1/1/2022 

Associate Controller Gen Acct/ 

Manager General Accounting Controller's 1/1/2022 

Director/ 

Manager Workforce Educ Prgm Ctr Workforce Educ & lnnov 11/1/2021 
Program Director PASS/ 

Project Coordinator PASS Teacher Education 10/16/2021 

Director/ 

Program Director Excellence Training Center 1/1/2022 

--------·- --- . ·--•--~--- --• 

- - -

---
·Page 4 

NEW PREVIOUS 

FTE SALARY SALARY 

1.00 $ 68,000.00 $ 62,002.97 

1.00 $ 83,000.00 $ 72,887.87 

1.00 $ 88,000.00 $ 81,000.00 

1.00 $ 70,000.00 $ 62,739.18 

1.00 $ 95,000.00 $ 88,305.00 

----

-~-• 

L---



:MPLOYEE EMPLOYEE 
~AME TYPE 
Donaldson, Rosalyn Excluded 

Edwards, David Excluded 

Morgione, Greg Excluded 

-------

---

. 

-·--• --

YOUNGSTOWN STATE UNIVERSITY 

PROFESSIONAL ADMINISTRATIVE AND FACULTY 

PERSONNEL ACTIONS 10/16/21 THROUGH 1/15/22 
SALARY ADJUSTMENTS 

CONTRACT/ 
APPOINTMENT NEW 

POSITION TITLE DEPARTMENT DATES FTE 
Director ACT Prag Manager IT Customer Services 12/16/2021 1.00 

Budget/ Planning & 

Associate Director Treasury Operations 11/1/2021 1.00 
Associate General Counsel 

Liaison General Counsel 11/1/2021 1.00 

-----~ ---~----- --··------· --------· 

----- •---- -- -~---- - -·-

--------

---··---- - -- --- - ----------~--------------~-- ---~-----------··-· 

-------- . ----------- --- ------~---------------- - --------

________ _. __ --- ---· 

-----

·-- _,, __________ ----------

--

-------- -- ·- ·~-~ ---- -------------------~-------------~--------~-------~-------------

--------- ------ -- ~ -----~--, --------

~----- --·- ----- ------~---·-• 

----

--~---- ----~-- ------- - . 
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NEW OLD PREVIOUS 
SALARY FTE SALARY 
$ 96,880.00 1.00 $ 94,380.00 

$ 75,000.00 1.00 $ 69,498.29 

$ 138,000.00 1.00 $ 115,544.66 

-----

-~----------· ---

--
-•--· 

---- .. ~---

---~- ---•----

---- .. 

. _, __ -----..... -

__________ ,. -----

•·---

-----···---- --- --·-~----

- -------------

----·•-----
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Office of Human Resources 

TO: 

FROM: 

RE: 

DATE: 

Board of Trustees, Youngstown State University 
Mr. Charles T. George 
Dr. Anita A. Hackstedde 
Dr. John R. Jakubek 
Mr. Joseph J. Kerola 
Mr. Michael A. Peterson 
Mr. James "Ted" Roberts, Esq. 
Mr. Allen L. Ryan, Esq. 
Mrs. Molly S. Seals 
Mr. Eric A. Spiegel 
Dr. Helen K. Lafferty 
Ms. Elsa Khan, Student trustee 
Ms. Galena Lopuchovsky, Student trustee 

Dana Lantz, Director Equal Opportunity, Policy Development & Title IX 

3356-2-02 Equal Opportunity and Affirmative Action Plan Report 

February 21, 2022 

Attached please find the Executive Summary Data of the Affirmative Action Plan. Included are the following 
reports: 

2022 Affirmative Action Plan Job Group Analysis for Female and Minority for Y202 l . 

2021 Affirmative Action Protected Veteran Three Year Data Collection 

2021 Affirmative Action Individuals with Disabilities Three Year Data Collection 

2021 Affirmative Action Plan Placement Goals Analysis with 2022 Placement Goals 

2022 Affirmative Action Plan - Action Oriented Programs for Females, Minorities, Veterans and 
Individuals with Disabilities 

The complete 2022 Affirmative Action Plan is available for review in the Office of Equal Opportunity, 
Policy Development and Title IX. 

Youngstown State Unllffiily d~ not dlsalmlnate on the basis ofrace, color, national origin, sex, sexual orientation, gender Identity and/orexpresslon, disability, age, religion or 
veteran/military status In i~ programs or activities. Please visit www.Y5u.edu/ada-acce11ibillty for contact information for persons designated to handle questions about this policy. www.ysu.edu 
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2022 Affirmative Action Plan Job Group Analysis of Female and Minority Employees for Y2021. 

Job Group Analysis 2021 

Category Total Minority Male Female 

1- Executive, Administrative, Managerial 158 8 77 81 
2- Faculty 1051 138 499 552 
3- Professional/Non-Faculty 341 53 152 189 
4- Clerical/Secretarial 125 16 13 112 
5- Technical/ Paraprofessional 61 6 34 27 
6- Skilled Crafts 7 0 6 1 
7- Service Maintenance 205 24 36 34 

Employee Total Analysis 2021 

White Black Hispanic Asian Pac. Nat Am 

Male 811/42% 67/3% 23/1% 33/2% 0 1 
Female 882/45% 57/3% 23/1% 34/2% 0 2 
Total 1693/86% 124/7*% 46/2% 67/3% 0 3 

"All calculations were rounded by½ percent. Category raw data that did not meet 1% were not listed as%. 

VEAR TO VEAR COMPARISON 

Total Employees 
Female 
Minority 

2019 2020 2021 

1962 2073 1948 
51% 52% 52% 
13% 13% 13% 

Two+ Total 

5 940/48% 
10 1008/52% 
15 1948 

Important note: Workforce decreased by 6% and the female and minority percentages remained constant. 

• oata from 2019, 2020 derived from the March 2021 Board of Trustees meeting report. 

Youngstown State Unlvenity dotS not dil(rimlnate on the basis of race, color, national origin, sex. sexual orientation, gender Identity and/or expression, disability, age, religion or 
veteran/military status In ill programs or activities. Please visit www.ysu.edu/ada-acCtSSibillty for contact Information for PfllOns designated to handle questions about this policy. www.ysu.edu 



Protected Veterans Three Year Data Collection 

Required Data 
i January 1, 2019 through 
I December 31, 2019 

Number of applicants who self-identify as protected veterans pre-offer 270 

Total number of job openings 300 

I 
I 

Total number of jobs filled 
I 

300 

Total number of applicants for all jobs; 5172 
I ; 

' Total number of protected veteran ap~licants hired 5 

Total number of applicants hired i 239 

Youngstown State University 
Youngstown, OB 

January 1, 2020 through January 1, 2021 through 
December 31, 2020 December 31, 2021 

86 202 

152 220 

152 220 

1402 4847 

2 7 

118 167 



Individuals with Disabilities Three Year Data Collection 

Required Data January 1, 2019 through 
! December 31, 2019 I 

Number of applicants who self-Identify as individuals with disabilities pre-offer 106 
I 
! 

Total number of job openings 300 

Total number of jobs filled 
I 

300 
I 

i 

j 

Total number of appHcants for all Jobsi 5172 
! 
t 

I 
Total number of applicants with dlsabllitles hired 0 

I 
: 

Total number of applicants hired ! 239 
I 

Youngstown State University 
Youngstown, OB 

January 1, 2020 through January 1, 2021 through 
December31,2020 Decembar31,2021 

47 168 

152 220 

152 220 

1402 4847 

0 0 

118 167 
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2021 Affirmative Action Plan Placement Goals Analysis with 2022 Placement Goals 

Placement Goals 

The 2022 Affirmative Action Plan incorporates all one thousand nine hundred forty eight (1948) current employees, 
including two hundred fifty-five (255) minorities and one thousand eight (1008) females. The employees are categorized 
into twenty-four (24) Job Groups. 

Legal Standard: We must compare the percentage of minorities and women in each job group with the availability for 
those job groups as calculated in this AAP. 41 C.F.R. § 60-2.13 to 60.2.15. When the percentage of minorities or women in 
a job group is less than would be reasonably expected given their availability, we are required to establish placement 
goals, which also serve as reasonably attainable objectives to measure progress toward achieving equal employment 
opportunity. 41 C.F.R. § 60-2.16. 

Placement goals are established as a percentage equal to the calculated availabil ity and serve as objectives or targets 
reasonably attainable by means of applying every good faith effort to make all aspects of the entire affirmative action 
program work. 41 C.F.R. § 60- 2.16. Although we are required to make good faith efforts to meet its goals, the goals are 
not allowed under law to be quotas (with the exception of a few circumstances, such as when there is a court order to 
remedy prior unlawful discrimination.) 

Analysis: Of the twenty-four (24) job groups, the following seven (7) contain goals for the hiring of women or minorities. 

Group Goal Goal met Goal hires/Total hires1 

lC Directors and Chairs Y202118.4% Minority Yes* 5/9 - 1 min., 4 female 
Y2022 20.5% Minority 

2A Professors Y202151.7% Female No 3/6 -1 min., 2 female 
Y2022 52.2% Female 

2B Associate Professors Y2021 58.4% Female No 4/7 - 1 min., 3 female 
Y2022 57.2% Female 

20 Instructors Y2021 24.9% Minority Yes 20/27 - 7 min., 13 fem 
Y2022 28.8% Minority 

2E Other Lecturer/Teach Sta°ff Y2021 27% Minority, 59.8% F Yes* Yes* 3/4 - 1 min., 2 female 
Y2022 30.1% Minority, 54.3% F 

3C Athletic Professional Y202136.7% Female Yes 6/13 - 1 min., 5 female 
Y2022 39.8% Female 

7B Service Maintenance Y202125.4% Female No 1/10 -1 minority 

1 Goal hires includes any minority or female candidates who were hired during the 2021 calendar year. Total hires is the 
number of all candidates hired including goal hires. 
Youngstown State Univenlty does not dis<rimln.1te on the balls of race, colol, n.1tlon.1l 01l9ln, sex, sexual orientation, gender Identity and/or expression, dlsabillty, age, religion or 
veteran/military status in its programs or activttles. Please visit www.ysu.edu/ad.J-accesilbility for contact Information for penons designated to h.lndle questions about this policy. www.ysu.edu 
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Y2022 14.4% Female1 

Progress Toward Goals 
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Office of Human Resources 

One of the key components to the effective implementation of an AAP is the acknowledgement of progress toward the 
goals established in the utilization analysis of the preceding year. 

*While the Actual placement rate was not met, significant progress was made based upon the number of placements to 
identify these areas as having met the goals. 

Per the report by Outsolve and based upon the data analysis, categories where the goals were not met, the data reveals 
that there were a limited number of openings and/or lack of qualified applicants. 

Youngstown State Univenity does not discliminate on the basis of race, color, national origin, sex, sexual orientation, gender identity and/or expression, disability, age, religion or 
veteian/milltary status in its programs or activities. Please visit www.ysu.edu/ada-accessibUity for contact information for persons designated to handle questions about this policy. www.ysu.edu 
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2022 Affirmative Action Plan Action Oriented Programs for Females, Minorities, Veterans and 
Individuals with Disabilities. 

Action Oriented Programs 

YSU's is committed to fully implementing the Affirmative Action Plan developed for 2022. Commitment requires periodic 
review of its total employment process to determine whether impediments to Equal Opportunity exist pursuant to 41 CFR 
S. 60-2.17(b). The review of the 2021 data resulted in the following action-oriented programs or actions pursuant to 41 
CFR S. 60-2.17(c) that we want to highlight: 

1. Workforce: Analysis of the workforce by organizational unit and job group to effectively identify minority and 
female utilization and distribution. Presently there are twenty-four (24) job groups. Job Placement goals for the hiring 
of females and minorities have been established in seven (7) of the twenty-four (24) job groups. 

A review of the job groups reveals that the instructor category has 671 of the total 1948 employees. Said category 
contains both full time and part time positions teaching positions. In order to aid in accurately assessing the 
distribution of the workforce, it has been determined an additional job group shall be created to distinguish between 
full-time and part-time positions. Further analysis of all job group categories is ongoing to determine category 
sufficiency and accuracy. 

Quarterly audit reports of the AAP workforce data will be prepared and provided to the Board of Trustees quarterly 
documenting hiring, promotion and tenure. 

2. Compensation: Analysis of compensation systems to determine if disparities exist in gender, race or ethnicity. The 
Office of Human Resources has undertaken a compensation and classification analysis across all positions. The analysis 
is ongoing and will be completed this year. Results of the analysis will be used in the job group analysis; in identifying 
any disparities and in recruitment and outreach. 

3. Search and Hiring Procedures: We conducted an analysis of selection, recruitment and other personnel 
procedures and said analysis will be ongoing. The Office of Equal Opportunity, in consultation with the Office of 
Organizational Development, has revised the Search and Hiring Process to expand the role of the Office of Equal 
Opportunity. A discussion of the revised process is contained in the Recruitment and Outreach materials following this 
report. 

Youngstown State Unlvenlly does not discriminate on the basis of race. color, national origin, sex, sexual orientation, gender Identity and/or expressloo, disability, age, religion or 
vtteran/mUitary status In Its programs or activities. Please visit www.ysu.edu/ada-accesslbillty for contact Information for pmons designated to handle questions about this policy. www.ysu.edu 
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TO: 

FROM: 

RE: 

DATE: 

Board of Trustees, Youngstown State University 
Mr. Charles T. George 
Dr. Anita A. Hackstedde 
Dr. John R. Jakubek 
Mr. Joseph J. Kerola 
Mr. Michael A. Peterson 
Mr. James "Ted" Roberts, Esq. 
Mr. Allen L. Ryan, Esq. 
Mrs. Molly S. Seals 
Mr. Eric A. Spiegel 
Dr. Helen K. Lafferty 
Ms. Elsa Khan, Student trustee 
Ms. Galena Lopuchovsky, Student trustee 

Dana Lantz, Director Equal Opportunity, Policy Development & Title IX 

Recruitment and Outreach 

February 21, 2022 

The Office of Equal Opportunity, Policy Development and Title IX supports Youngstown State University's 
commitment to promote human and intellectual diversity by fostering an inclusive environment for all members 
of the University Community. To that end the Office of Equal Opportunity recognizes that a diverse faculty and 
staff will help the University fulfil its commitment. Beginning in 2021, additional emphasis has been placed on 
recruitment and outreach designed to attract qualified applicants from diverse backgrounds. The Recruitment and 
Outreach Program is a comprehensive approach to recruitment involving HR Talent Acquisition, Organizational 
Development, Equal Opportunity, the Office of Diversity, Equity and Inclusion and members of our University 
Administration, faculty, and community. Each department and member play a key role in accomplishing the goal. 

Guidance on the diversity of our workforce particular areas of emphasis are provided by the University 
Affirmative Action Plan which has recently been completed. The plan provides a statistical analysis of our 
workforce and applicant pools and identifies annual goals for minority and female hiring. Using the AAP as a 
starting point, quarterly audit reports will .. be presented to the Board and will identify hiring, promotion Md 
terminations and their effect on the Affirmative Action goals. 

Laying the Foundation 

The Office of Human Resources is currently integrating a new talent management software system to replace the 
current People Admin system. While this system supports the entire employment lifecycle, it will enhance the 
recruitment and outreach efforts of the University. The Department of Human Resources, Office of Organizational 
Development and the Office of Equal Opportunity have been collaborating on how and where 

Younl)ltown Slate Unlvenlty does not discriminate on the basis of race, color, national origin, sex, sexual orientation, gender Identity and/or expression, disability, age, religion or 
veteran/mmtary status In Its programs or activities. Please visit www.ysu.edu/ada-accesslbllity for contact Information for peisons de~gnated to handle questions about this policy. www.ysu.edu 
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the University posts its positions as well as the interview and search process and how to effectively incorporate 
them into the new module. · · 

Contemporaneously, the Office of Organizational Development began a classification and compensation study of 
all positions at the university. Classification and Compensation studies are an effective tool in creating equity for 
all employees. This study will ensure that the University has a consistent methodology for classifying work with 
an objective university wide perspective. It is also instrumental to determine compensation and to manage it 
equitably. It allows the university to stay competitive in the search for and recruitment of talent as well as 
employee retention. 

Revised Search and Hiring Process 

The Office of Organizational Development develops and modifies position descriptions and posting templates for 
all job postings with the input of the departments or di visions. As part of the Recruitment and Outreach Program, 
the Office of Equal Opportunity will review the position descriptions to ensure inclusive language that welcomes 
all applicants, not just those from specific backgrounds, perspectives or prescribed genders. Further, the Office 
of Equal Opportunity will evaluate the minimum and preferred qualifications to ensure that work experience 
coordinates with position responsibilities in order to not systemically exclude those who have education and talent 
but may not have had the opportunity to gain extensive experience. 

The Office of Equal Opportunity will work with Search Chairs and the Office of Human Resources to identify 
opportunities for outreach. In addition, the Human Capital Management Analysts will utilize posting sites such 
as Higher Ed Jobs (with Diversity tags where appropriate) Higher Education Recruitment Consortium, 
Handshake, and YSU's webpage. An HBCU database has been created and other minoritized group contacts such 
as OCCHA have been identified for outreach opportunities to assist in outreach by Search Chairs, Deans and 
Chairs to identify qualified applicants. Additional online posting opportunities that reach large audiences, such as 
Indeed and Monster will also be available for posting. 

The formation of Search Committees is a vital function of Recruitment and Outreach. The Office of Equal 
Opportunity leads the training of Search Committee members. Because the NEO ED module will replace People 
Admin, we have a custom-made opportunity to revamp how we train a search committee. We are creating 
interactive training focusing on the equity principles of hiring the best candidates for our University. In 
conjunction with the Office of Diversity, Equity and Inclusion, search committees will receive information 
necessary to understand what bias is, how to recognize it and most importantly how to eliminate it from the search 
process. The fraiiiing will empliasi:fe the ·benefits of a diverse -faculty and workforce. The Office of Equal 
Opportunity will educate the committees on how to develop and utilize an effective rubric to review submitted 
materials, how to interview and assess candidates; and how to effectively screen references. 

While the Search Process is conducted by the Committee, the Office of Equal Opportunity participates throughout 
the process. The Office of Equal Opportunity reviews all requests for interviews to ensure that all protected class 
applicants are afforded an opportunity to interview if they meet the position qualifications. 

Youngstown State Unilfflity does not discriminate on the balls of race, color, national 01lgln, sex. sexual orientation, gender identity and/or expres~on. dilability, age, religion°' 
veteran/military status in its programs or activities. Please visit www.yiu.edu/ada-accessibllity for contact Information forpenons ~gnated to handle que1tion1 about this policy. www.ysu.edu 
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This past year a pilot program for part time faculty was undertaken to outreach to alumni to solicit a diverse 
applicant pool in the Social Work Department. This year the Office of Equal Opportunity will expand the pilot 
program to other departments and part time faculty positions. When reviewing the current AAP data and setting 
goals, we have identified the part-time faculty (Instructor) category as an area where we can utilize our 
Recruitment and Outreach Strategy to effectively work towards our placement goals. In addition to utilizing 
alumni outreach, we will use local resources identified in the Ohio Department of Administrative Services 
Diversity Resource Guide and local organizations to reach out to minority and female candidates. 

You~town State Univenity does not dlsulmlnate on the basis of race, color, national origin, sex, sexual Ofientatlon, gender Identity and/or expression, disability, age, rel igion Of 
veteian/military status In its programs or activities. Please visit www.ysu.edu/ada-accessibllity for contact lnformatton for peoons desJgnated to handle questions about this policy. www.ysu.edu 
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Mission and Quality Statements – Financial Services
Linking to the University’s Plan for Strategic Actions to Take Charge of our Future, and specifically the Plan for Support 
Area Actions, the following guiding statements were established. 
Mission Statement:
• To provide a foundation of multifaceted administrative and financial support to enable the University to function 

and thrive. 

Quality Statements:
• YSU Finance Operations support the academic excellence of the University by striving to serve the needs of the 

university, colleges, students, faculty and staff.
• Exemplifying the notion of institutional support, we ensure a solid underpinning of administrative and capital 

infrastructure that is essential to every aspect of the University’s operation.
• Data that we manage and/or produce helps to ensure the University’s financial solvency through resource 

management and fiscal stewardship. 
• Data that we manage and/or produce supports decision-making at both the macro- and micro-levels, while at the 

same time ensuring regulatory compliance. 
• Operating support is provided to all campus departments for services including purchasing, travel, departmental 

budget management, student accounts, payroll, grants accounting and more. 

3
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Attribute Statements –Financial Services
• Standard and required reports provided to the Board of Trustees, executive 

management and other campus stakeholders are published and distributed 
regularly, adding value to the University’s decision-making processes.

• Key reports are made available to the entire campus community and shared 
directly with campus stakeholders, enabling financial planning and alignment of 
priorities.

• Operating support services are provided to the entire campus community in a 
timely and efficient manner.

4



Organization Chart – Financial Services

-Budget mgmt.
-Cash management
-Banking services

Bursar
Procurement 

Services
Accounting

-Student billing -Purchasing -General Accounting
-Payment plans -Strategic sourcing -Monthly close
-Student accounts -Contract Mgmt. -Grants Accounting
-Non-student billing -Accounts Payable -Gifts Accounting
-Accounts Receivable -Travel Services

Budget & 
Treasury 

Operations

Board of Trustees

Internal Audit

Payroll

Controller's 
Office

President

Vice President, Finance & 
Business Operations
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Financial Services Staff Salary Comparisons - Ohio Public Universities, FY 2021*
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Bowling
Green
State

Kent
State

University

Miami
University

NEO
Medical

University

Ohio
University

University
of Akron

University
of

Cincinnati

Wright
State

University

Youngstown
State

University
Average

YSU vs. 
Average

Accounting / Controller
Chief Accounting Officer or Controller $124,848 $130,869 $133,800 - $152,480 - $168,487 $120,000 $124,116 $136,371 -9.0%

Deputy Controller $104,040 - - - $135,259 $69,171 $130,000 $85,180 $89,674 $102,221 -12.3%

Accounting Unit Supervisor - $65,378 - $78,200 $78,673 $62,215 - $63,826 $70,374 $69,778 0.9%

Accountant - Senior $60,110 $52,946 $60,479 $65,319 - $55,364 $62,452 $60,000 $61,859 $59,816 3.4%

Restricted Funds Accountant - - - $51,700 $50,500 $46,784 - $40,000 $57,794 $49,356 17.1%

Accounting Assistant or Clerk $42,776 $25,584 $37,901 $37,979 $33,170 $43,569 - $34,810 $42,158 $37,243 13.2%

Accountant $52,122 $46,049 $49,271 $51,350 $53,916 $43,155 $51,050 $42,386 $33,508 $46,979 -28.7%

Audit
Chief Audit Officer $128,245 $130,650 $136,203 - - $122,200 $161,275 $140,000 $78,000 $128,082 -39.1%

Auditor $71,400 $66,200 $63,127 - $66,080 $45,000 $59,915 $57,000 - $61,246 N/A

Budget
Chief Budget Officer $150,628 $124,800 $172,494 - $155,823 $105,601 $127,344 $110,000 - $135,241 N/A

Deputy Head - Budget - - $104,512 - $138,395 - - $84,889 $68,472 $99,067 -30.9%

Budget Analyst - Senior - $65,229 $61,034 - $70,474 $54,012 $69,456 $55,000 $66,000 $63,029 4.7%

Budget Unit Supervisor - Manager - - $120,710 $77,500 $72,601 - - - - $90,270 N/A

Budget Analyst - - $64,202 - $56,107 $53,264 $52,140 - - $56,428 N/A

Bursar
Bursar $101,853 - $88,507 - $109,823 $102,714 $112,200 $150,000 $88,844 $107,706 -17.5%

Deputy Bursar $63,242 $65,699 - - $95,892 $60,255 $86,769 $69,113 $67,942 $72,702 -6.5%

Student Acct. Receivables Manager - - - - $59,129 - - $62,766 $60,266 $60,720 -0.7%

FY 2021



Financial Services Staff Salary Comparisons - Ohio Public Universities, FY 2021*
(continued)
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Bowling
Green
State

Kent
State

University

Miami
University

NEO
Medical

University

Ohio
University

University
of Akron

University
of

Cincinnati

Wright
State

University

Youngstown
State

University
Average

YSU vs. 
Average

Payroll
Chief Campus Payroll Administrator $78,318 - $103,500 - $73,824 $71,248 $127,344 $63,826 - $86,343 N/A

Payroll Associate or Coordinator - $36,601 $42,619 $39,090 $44,512 $40,776 $48,152 $45,716 $49,000 $43,308 13.1%

Purchasing
Chief Purchasing Officer $105,570 $98,721 $162,975 - - $85,729 $156,810 $117,311 $78,400 $115,074 -31.9%

Deputy Head - Purchasing - - $93,858 - $58,913 - $62,131 $70,699 $60,820 $69,284 -12.2%

Purchasing Specialist - - - $46,200 $36,522 $45,981 - $34,344 - $40,762 N/A

Materials Management Buyer - - $63,900 - $39,560 $50,733 - - - $51,398 N/A

Materials Management Buyer - Senior - - $61,675 - $48,339 $61,145 $72,637 - - $60,949 N/A

Treasury & Investment
Investment Analyst - Officer - - $127,500 - - - $220,000 - - $173,750 N/A

Chief Investment Officer - - $186,969 - $146,835 - $405,000 - - $246,268 N/A

Treasurer - $109,180 - - $141,400 $82,649 $179,174 - - $128,101 N/A

VP / Finance Executive
Chief Business Officer $333,969 $277,002 $338,508 $190,000 $327,726 $320,000 $340,966 $301,380 $175,650 $289,467 -39.3%

Chief Financial Officer - $180,345 - - - - $262,648 $158,809 - $200,601 N/A

*SOURCE: College & University Professional Association (CUPA). Data for Central State, Ohio State, and Shawnee State universities were incomplete or not otherwise reported to CUPA-HR.

FY 2021



IPEDS Occupational Category: Business and Financial Operations*
Ohio Public Universities
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Ohio Public Universities
 Total Staff # 

Fall 2020* E&G Budget**
Staff per $10M 

of budget

Bowling Green University 104 $305,427,000 3.41
Central State University 39 $65,000,000 6.00
Cleveland State 136 $311,519,000 4.37
Kent State University 450 $659,544,203 6.82
Miami University 284 $744,196,130 3.82
NEOMED 48 $84,000,000 5.71
Ohio State University 2,242 $2,084,378,000 10.76
Ohio University 172 $732,000,000 2.35
Shawnee State University 9 $44,771,000 2.01
University of Cincinnati 681 $981,000,000 6.94
University of Akron 134 $246,840,000 5.43
University of Toledo 147 $807,000,000 1.82
Wright State University 90 $227,700,000 3.95
Youngstown State University 75 $172,612,881 4.34

Average 329 $533,284,872 4.84

Average without OSU 182 $413,970,016 4.38
*Source: National Center for Education Statistics - Integrated Postsecondary Education Data System (IPEDS), https://nces.ed.gov/ipeds/use-the-data

**E&G budget information sourced from individual university websites and reflects unrestricted educational and general revenues; years of data 
available varies by institution but ranges from FY19 to FY22.



IPEDS Occupational Category: Business and Financial Operations*
Select Peer Universities
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Select Peer Universities
 Total Staff # 

Fall 2020* E&G Budget**
Staff per $10M 

of budget

Austin Peay State University (TN)† 12 $150,235,000 0.80
Central Connecticut State University 51 $233,317,904 2.19
Central Washington University 131 $215,156,000 6.09
Eastern Kentucky University† 208 $276,087,000 7.53
Eastern Washington University 54 $181,928,000 2.97
Purdue University Fort Wayne 99 $154,000,000 6.43
Saint Cloud State University (MN) 55 $166,661,000 3.30
Southeastern Louisiana University 74 $123,316,000 6.00
University of Central Missouri† 121 $153,600,000 7.88
University of Central Oklahoma 86 $174,549,000 4.93
Youngstown State University 75 $172,612,881 4.34

Average 88 $181,951,162 4.77

Average without outliers† 81 $179,268,541 4.71
†Outliers based on survey sample.
*Source: National Center for Education Statistics - Integrated Postsecondary Education Data System (IPEDS), https://nces.ed.gov/ipeds/use-the-data.

**E&G budget information sourced from individual university websites and reflects unrestricted educational and general revenues; years of data 
available varies by institution but ranges from FY19 to FY22.



Key Performance Indicators – Financial Services
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Ohio Senate Bill 6 financial ratio scores, FY 2021 Result Status

Composite Score 4.2 •
Net Operating Ratio score 5 •
Viability Ratio score 4 •
Primary Reserve Ratio score 4 •

Bonded Indebtedness Ratings, 2021 Result Status

Moody's Investment Services A2/stable outlook •
Standard & Poor's A+/negative outlook •

External Audit results, FY 2021 (Plante Moran) Result Status

Audit findings None •
Internal control deficiencies identified None •
Material weaknesses identified None •
Designated as low-risk auditee? Yes •

• Good/satisfactory

• Caution

• Warning



Key Performance Indicators – Financial Services
(continued)
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Result Status

Request an advance in state subsidy? No •
Fail to make payments to retirement systems? No •
Fail to meet payroll? No •
Fail to meet debt service obligations? No •
Fail to make vendor payments? No •
Unanticipated decrease in operating cash? No •
An increase in uncollectible accounts receivable? No •
Unanticipated capital purchases? No •
Unanticipated losses (casualty or investment)? No •
Abnormal increase in liabilities? No •

• Good/satisfactory

• Caution

• Warning

Ohio Department of Higher Education quarterly 



Operational Statistics – Financial Services
BURSAR FY2019 FY2020 FY2021
Student accounts receivable at 6/30 $7,420,998 $6,629,274 $6,438,289
Allowance for student account receivable at 6/30 $3,289,495 $2,937,779 $1,073,988
Net student accounts receivable at 6/30 $4,131,503 $3,691,495 $5,364,301
Student accounts receivable write-offs $1,235,060 $1,036,452 $579,118
New payment plans 371 274 271

Paid in full as of 2/15/22 60% 54% 88%
Active as of 2/15/22 16% 23% 8%
Default as of 2/15/22 24% 23% 4%

IRS Form 1098T's issued * 11,670            11,669            11,220            
Student refund direct deposits issued 13,413            19,832            18,782            
CONTROLLER FY2019 FY2020 FY2021
Active funds 2,111               2,247               2,292               
All new funds 232                  222                  180                  

New grant funds 63                    85                    75                    
General ledger journal documents 1,574               1,448               1,375               

General ledger journal transaction postings 12,053            10,942            11,712            
IRS Form 1042's issued * 30                    30                    40                    
IRS Form 1099's issued * 146                  90                    131                  
Banner Finance security applications 322                  182                  321                  
PAYROLL FY2019 FY2020 FY2021
Direct deposits issued 65,850            63,080            52,914            
Checks issued 884                  828                  601                  
IRS Form W-2's issued * 4,268               3,864               3,725               

12



Operational Statistics– Financial Services (continued)
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PROCUREMENT FY2019 FY2020 FY2021
Purchase order count 7,993                6,770                5,727                
Total spend on purchase orders $52,047,672 $50,670,018 $50,504,600

Total spend on purchase orders (with contract) $48,002,672 $50,104,226 $48,942,643
Percent of spend on contract 92% 99% 97%
Total spend on purchase orders (without contract) $4,045,000 $565,792 $1,561,957

Procurement card spend $3,147,205 $2,787,075 $2,282,412
Procurement card rebate $78,613 $41,544 $54,678
Savings from shared contracts $2,002,658 $3,960,365 $3,055,026
Diversity spend as % of addressable goods and services 9.83% 9.89% 5.75%
EDGE spend as % of addressable goods, services, construction 4.87% 1.18% 5.43%
Number of projects bid 21                      14                      12                      
Travel documents 3,596                2,425                548                   
Student refund checks issued 6,914                10,849              10,210              
Operating checks issued 9,290                7,809                5,464                
Operating direct deposits issued 1,486                1,098                463                   
Invoices 15,482              13,877              12,525              
BUDGET & TREASURY SERVICES FY2019 FY2020 FY2021
International Wires Processed # 15                      48                      31                      
International Wires Processed $ $37,100 $119,751 $36,687
General Ledger budget documents processed by Finance area 1,861                1,453                1,423                

General Ledger budget transaction postings by Finance area 14,933              14,852              16,410              
INTERNAL AUDIT FY2019 FY2020 FY2021
Hotline reports received 9                        21                      16                      
Risk based audits issued 2                        1                        2                        
Recommendations issued 11                      6                        8                        
* Denotes figures based on calendar year rather than fiscal year.



Controller’s Office staff review and re-organization
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Dept: General Accounting, Grants & Gifts Accounting
Salary as of Planned Revised

POSITION FTE UNION DESC GRADE TITLE 10/28/2021 Adjustment Salary

998909 1.00 Administrative FT APAS L4 Senior Financial Analyst $52,779 $0 $52,779

998828 1.00 Administrative FT APAS L4 Coordinator, Financial Systems $73,963 ($18,963) $55,000

998944 1.00 Administrative FT APAS L4 Vacant - Sr. Financial Analyst $62,003 ($9,003) $53,000

998100 1.00 Administrative FT APAS L4 Vacant - Coordinator Grants $47,198 $0 $47,198

999981 1.00 Administrative FT APAS L4 Coordinator Gifts Accounting $47,198 $0 $47,198

998739 1.00 Administrative FT APAS L4 Coordinator Grants Accounting $58,661 $0 $58,661

999051 1.00 Administrative FT Excluded L5 Manager, General Acct $72,888 ($4,888) $68,000

998646 1.00 Administrative FT Excluded L5 Manager, Grants Accounting $67,937 $0 $67,937

998087 .50 Administrative FT APAS L5 Special Asst to AVP for Finance $0 $42,500 $42,500

999041 1.00 Administrative FT Excluded L7 Assoc Controller, Gifts/Grants $92,918 $0 $92,918

999160 1.00 Administrative FT Excluded L7 Associate Controller Gen Acct $93,764 ($10,764) $83,000

999040 1.00 Administrative FT Excluded L10 AVP Finance and Controller $125,977 $0 $125,977

11.50 $795,286 ($1,118) $794,168

999965 .00 Classified FT ACE 28 Administrative Assistant 1 $52,354 ($52,354) $0

999982 1.00 Classified FT ACE 30 Accountant 3 Gen Acctg $69,576 ($32,573) $37,003

1.00 $121,930 ($84,926) $37,003

Total 12.50 Total Salaries $917,216 ($86,044) $831,171

Total Fringe benefits $412,747 ($36,698) $374,027
Change in FTE: -.50 Total Compensation $1,329,963 ($122,742) $1,205,199



Controller’s Office staff review and re-organization
(continued)
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Dept: Bursar's Office
Salary as of Planned Revised

POSITION FTE IUNION DESC GRADE TITLE 10/28/2021 Adjustment Salary
998506 1.00 Administrative FT APAS L3 Vacant - Resolution Analyst $43,268 $2,732 $46,000
998323 1.00 1 Administrative FT APAS L4 Sr Financial Analyst $59,728 $0 $59,728
999044 1.00 10Administrative FT Excluded L5 Mgr Cust Service Ops Stu Accts $70,369 $0 $70,369
999048 1.00 10Administrative FT Excluded L5 Manager - Collections Stu Acct $61,171 $0 $61,171
998086 1.00 10Administrative FT Excluded L6 Associate Bursar $0 $72,000 $72,000
999120 1.00 10Administrative FT Excluded L7 Bursar $92,017 $0 $92,017

6.00 $326,553 $74,732 $401,285

999996 1.00 50Classified FT ACE 30 Accountant/Examiner 3 $41,350 $0 $41,350
999994 1.00 50Classified FT ACE 30 Accountant/Examiner 3 $51,522 $0 $51,522
999666 1.00 50Classified FT ACE 30 Accountant/Examiner 3 $44,450 $0 $44,450
998830 1.00 50Classified FT ACE 30 Accountant/Examiner 3 $44,450 $0 $44,450
999900 1.00 50Classified FT ACE 30 Accountant/Examiner 3 $50,274 $0 $50,274
999698 .00 Classified FT ACE 34 Vacant - Systems Analyst $56,802 ($56,802) $0
999995 .50 50Classified FT ACE 37 Accountant/Examiner 3 $26,260 $0 $26,260
999658 1.00 5 Classified FT Excl from ACE 42 Vacant - Business Ops Specialist 4 $64,688 $0 $64,688
999648 1.00 5 Classified FT Excl from ACE 42 Bus Ops Specialist 4 $89,440 $0 $89,440

7.50 $469,235 ($56,802) $412,433

13.50 Total Salaries $822,048 $17,930 $839,978
Total Fringe benefits $369,921 $3,196 $377,990

Change in FTE: 0 Total Compensation $1,191,969 $21,126 $1,217,968



Controller’s Office staff review and re-organization
(continued)
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Dept: Payroll   
Salary as of Planned Revised

POSITION FTE UNION DESC GRADE TITLE 10/28/2021 Adjustment Salary

999916 .00 Administrative FT APAS L4 Payroll Coordinator $49,735 ($49,735) $0

999916 1.00 Administrative FT Excluded L5 Payroll Manager $0 $54,000 $54,000

1.00 $49,735 $4,265 $54,000

999992 1.00 Classified FT ACE 26 Payroll Specialist 1 $44,325 $0 $44,325

998710 1.00 Classified FT ACE 26 Payroll Specialist 1 $33,197 $0 $33,197

2.00 $77,522 $0 $77,522

3.00 Total Salaries $127,257 $4,265 $131,522

Total Fringe benefits $57,265 $1,706 $59,185

Change in FTE: 0 Total Compensation $184,522 $5,971 $190,706



Controller’s Office staff review and re-organization
(continued)
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Dept: Procurement
Salary as of Planned Revised

POSITION FTE IUNION DESC GRADE TITLE 10/28/2021 Adjustment Salary
998099 1.00 1 Administrative FT APAS L4 Vacant - Senior Buyer $44,240 $0 $44,240
999111 1.00 1 Administrative FT Excluded L5 Manager, Acct. Pay. and Travel Serv. $69,020 $0 $69,020
998183 1.00 1 Administrative FT Excluded L5 Manager Procurement $55,825 $0 $55,825
999113 1.00 1 Administrative FT Excluded L7 Director, Procurement $81,200 $0 $81,200

 4.00 $250,285 $0 $250,285

999947 1.00 5 Classified FT ACE 11 Travel Clerk $27,315 $0 $27,315
999744 1.00 5 Classified FT ACE 14 Business Ops Specialist 1 $51,467 ($23,699) $27,768
999946 1.00 5 Classified FT ACE 24 Business Ops Specialist 2 $66,084 $0 $66,084
999797 1.00 5 Classified FT ACE 24 Business Ops Specialist 2 $63,282 $0 $63,282
998685 1.00 5 Classified FT ACE 24 Business Ops Specialist 2 $58,017 $0 $58,017

5.00 $266,166 ($23,699) $242,467

9.00 Total Salaries $266,166 ($23,699) $242,467
Total Fringe benefits $119,775 ($11,139) $109,110

Change in FTE: 0 Total Compensation $385,941 ($34,838) $351,577



Controller’s Office staff review and re-organization
Summary Results

• Reduced overall compensation costs by $130,000. 
• Reduced overall staffing levels by 0.5 FTE (efficiency gained).
• Enhanced staff resources in student-centered Bursar’s Office.
• There is no automatic filling of vacant positions. Entire operation 

is reviewed each time a vacancy arises. 
• Risks, roles and responsibilities are evaluated constantly.
• Succession planning is always a main consideration. 

18

Salary as of Planned Revised
10/28/2021 Adjustment Salary

Grand Total Salaries $2,132,686 ($87,549) $2,045,137

Grand Total Fringe benefits $959,709 ($42,935) $920,312

Grand Total Compensation $3,092,395 ($130,483) $2,965,449

Change in total FTE: -0.50

Summary - All Controllers depts.



Financial Services Customer Satisfaction Survey
February 2022 survey of financial managers, response rate: 20%
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1. We are ava ilab le when needed. 2. We provide accurate and helpful information. 

2% Strongly Disagree 

42% Strongly Agree 

54% Strongly Agree 

Value Percent Responses Value Percent Responses 

Strongly Agree ■ 41.9% 18 Strongly Agree - 53.5% 23 

Agree 41.9% 18 Agree 27.9% 12 

Neutral 7.0% 3 Neutral 14.0% 6 

Disagree - 7.0% 3 Disagree - 2.3% 1 

Strongly Disagree 2.3% 1 Strongly Disagree 2.3% 1 

Totals: 43 Totals: 43 



Financial Services Customer Satisfaction Survey
February 2022 survey of financial managers, response rate: 20%
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3. Our response was timely. 4. We adequately communicate changes in finance related policies. 

2% Strongly Disagree 5% Strongly Disagree 

7% Disagree 

14% Neutral 
35% Strongly Agree 35% Strong ly Agree 

30% Neutral --

42% Agree 26%Agree 

Value Percent Responses Value Percent Responses 

Strongly Agree ■ 34.9% 15 Strongly Agree 34.9% 15 

Agree 41.9% 18 Agree 25.6% 11 

Neutral 14.0% 6 Neutral 30.2% 13 

Disagree - 7.0% 3 Disagree - 4.7% 2 

Strongly Disagree 2.3% 1 Strongly Disagree 4.7% 2 

Totals: 43 
Totals: 43 



Thank you!
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Division of Legal Affairs/ 
Human Resources 

Assessment
University Affairs Committee Meeting 

March 2, 2022



Mission and Quality Statements

Overall Mission Statement:  The Offices of General Counsel, Human Resources, Equal Opportunity, Title IX 
and Policy Development serve as strategic partners in support of the mission and strategic goals of 
Youngstown State University by providing a legal and human capital management framework for the effective 
operation of the University.

Office of General Counsel
Mission Statement:  The Office of General Counsel provides legal support, advice and counseling to the 
campus community on behalf of the Institution in order to maintain legal compliance and create opportunities 
and programs that increase excellence and foster student success while managing the legal risk to the 
University.

Quality Statement:  The Office of General Counsel will seek to provide legal advice and guidance to the 
University in the areas of employment practices, real estate, and contracts, while seeking legal and creative 
ways to achieve the University’s goals of academic excellence, student success, and community engagement.



Mission and Quality Statements

Office of Human Resources (HR)

Mission Statement:  The Office of Human Resources assists the campus community in recruiting and retaining excellent 
faculty and staff; supports effective decision-making by providing timely and relevant information; and provides professional 
development opportunities in order to maintain a knowledgeable workforce.

Quality Statement:  The Office of Human Resources will seek to provide effective and innovative human resources 
processes and procedures for the continuous development of the University’s workforce and in support of an environment 
of academic excellence and student success. 

Office of Equal Opportunity, Title IX and Policy Development (EEO)

Mission Statement:  The Equal Opportunity, Title IX and Policy Development Office provides support for the University in 
the areas of state and federal equal opportunity laws and regulations, including Title IX of the Education Amendments Act of 
1972.  Academic excellence and student success are best served by a campus community free from discrimination and 
harassment.  The Office also creates and modifies university-wide policies that create the framework for the operations of 
the University.  

Quality Statement: The EEO Office will provide guidance to employees and students regarding equal opportunity in the 
workplace and classroom by offering advice and education through timely and effective responses when potential issues 
arise.  The EEO Office will seek to establish a framework of policies and rules that will guide the University toward achieving 
balance in risk management and optimizing success.



Attribute Statements
• Increased emphasis on foundational processes and procedures in all areas 

will create additional efficiencies in productions and outcomes.

• Improved communication with employees in the areas of policies and 
procedures, training and professional development opportunities, and 
expectations, outcomes and employee satisfaction metrics.

• Improved customer service and employee relations by enhancing electronic 
processes and providing clear and knowledgeable advice.



Organization Chart – General Counsel
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Organization Chart – HR
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Organization Chart – EEO
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HR Staff to Employee Ratio & Comparison

Total # Employees Source:  IPEDS November 1, 2020 staff totals (includes Graduate Assistants)

*Unlike the other above listed schools, YSU processes student employment appointments in HR (approximately 1,100 annually).

Institution
Total # Employees 

(full & part time)
# of HR Staff

HR Staff to 

Employee Ratio

Bowling Green State University 3,140 14   1 : 224

Cleveland State University 2,863 23 1 : 125

Ohio University 5,172 39   1 : 133

Youngstown State University* 1,720 13 1 : 133

Shawnee State University 603 4.5 1 : 134

University of Akron 2,978 22 1 : 135

Wright State University 2,210 15.5 1 : 143

Miami University 3,895 25    1 : 155

Kent State University 4,659 28 1 : 166



YSU Salary Analysis 
CUPA Position ID Description Bowling

Green

State

University

Kent

State

University

Miami

University

Ohio

University

University

of Akron

Wright

State

University

Youngstown

State

University

Position 

Average

YSU Compared 

to Average

Chief Legal Affairs Officer 215,000 244,159 214,479 265,000 181,210 - 178,284 223,970 -20.40%

Staff Attorney 135,000 111,574 135,000 114,855 99,807 110,000 138,000 117,706 17.24%

Administrative Specialist or 

Coordinator - 44,941 65,681 54,643 67,200 - 51,139 58,116 -12.01%

Secretary 33,503 29,369 - - 39,065 28,495 39,027 32,608 19.69%

Chief Human Resources Officer 164,488 182,623 148,625 235,000 151,776 194,265 150,119 179,463 -16.35%

Deputy Chief HR Officer 103,733 119,715 - - 113,373 - 106,575 112,274 -5.08%

Chief Campus Employee Relations 

Administrator 95,721 79,413 102,335 114,477 67,200 - 100,445 91,829 9.38%

Chief Equal Opportunity or 

Affirmative Action Officer - 78,318 102,000 136,350 79,200 - 102,444 98,967 3.51%

Deputy Head, Campus AA-EEO Office - - 68,727 - - - 73,080 68,727 6.33%

HR Employment Unit Supervisor - - - - - - 88,028 88,028 0.00%

HR Generalist, Senior - - 67,568 - - - 45,377 67,568 -32.84%

HR Classification & Compensation 

Specialist, Senior - - - 60,600 - - 59,012 60,600 -2.62%

HR Classification & Compensation 

Specialist 68,890 42,075 - - - - 53,795 55,483 -3.04%

HR Benefits Unit Supervisor - - - - - 62,852 62,118 62,852 -1.17%

HR Benefits Specialist 49,483 44,246 - 59,591 - - 40,747 51,107 -20.27%

Training - Organizational 

Development Specialist 48,924 46,544 83,589 59,550 - - 52,387 59,652 -12.18%



Alignment with Mission and Vision and the Plan for 
Strategic Actions to Take Charge of Our Futures

HR and EEO provide programs and services in
recruitment, benefits, compensation, policies
and procedures, professional development,
Title IX and other employee/student-related
matters that are focused on providing an
effective and legally compliant working and
learning environment with a talented and
performance driven workforce that is
dedicated to the success of Youngstown State
University as a premier state university in
northeast Ohio.



Strategic Plan Support
Culture of Caring: 
• Providing knowledgeable and timely responses and/or solutions to applicants, 

employees, and managers

• Focusing on developing and maintaining a high-quality professional HR and EEO 
workforce

• Improving new employee onboarding to create appropriate and necessary expectations 
and understanding of the work environment

• Creating objective and trustworthy employment related and student centric 
investigations and outcomes

• Providing benefits, wellness programs and a campus culture designed to create an 
engaged and productive workforce for the benefit of our students



Strategic Plan Support
Marketing and Communication: 
• Creating consistent and uniform written processes that are accessible to employees 

thereby instilling confidence in employment practices

• Focus on consistent and professional communication with campus constituents

• Expanding access to wider community for recruitment of positions 

Information Technology: 
• Development, implementation, and enhancement of electronic processes- hiring, 

evaluations, and training

Data Informed Decision Making: 
• Improving employment data integrity



Strategic Plan Support
Organizational Structure and Efficiency: 
• Improving and expanding relevant compliance and professional development 

programs, specifically improving management skills and increasing 
understanding and awareness of legal and policy obligations

• Protecting the University and employees from illegal discrimination and 
litigation through best practices in hiring, promotion, and separation of 
employees and in the work environment

• Creating objective and trustworthy employment related and student centric 
investigations and outcomes



Employment Indicators

Employment Metrics Classification Metrics 
New H;res, SeperaUons, and PromoUons *agreed upon abeyance of classification reviews 
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Labor Relations KPl's 
Negotiations, Contract Preparation, & Filing 
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Grievances, Arbitrations, Corrective Action, Discipline & Counseling 
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Benefits Functions

Life Insurance

Long Term Disability Insurance

Retiree Benefits 
(OPERS/STRS/ARP)

403B/457 Accounts

• Association Leave 
• Bereavement Leave
• Child Care Leave 
• Civic Leave 
• Education Leave 
• Emergency Leave 
• Emergency Relief Leave 
• Emergency Service Leave 
• Employee Medical 
• Exchange Professors Leave
• FMLA 
• Leave for Extended Serious 

Health Condition or 
Disability 

• Legal Leave
• Line-of-Duty Leave
• Liver, Kidney or Bone 

Marrow Leave 

Administer Leaves:

• Maternity Leave 
• Military Leave 
• Parental Leave 
• Personal Leave 
• Political Leave
• Professional leave with Pay
• Professional Leave without Pay 
• Sabbatical/Faculty 

Improvement Leave 
• Sick Leave 
• Staff Development Leaves 
• Training Leave 
• Unscheduled Leave Policy 
• Visiting Staff Leave 

Workers Compensation Claims
- A total of 12 Workers Compensation Claims in 2021 

Monitor & Verify Information for 
Unemployment Claims

- A total of 137 leaves processed in 2021 

Tuition Remission

Employee Wellness
- 30% of benefit eligible employees 

participated in 2021

Employee Assistance Program
- 11.14% utilization rate in 2021 

Heritage Awards

Distinguished Service/
Professorship Awards

Health Care Benefits:
• Medical and Prescription

- 2,116 total lives enrolled (936 employees/1,180 dependents)
- Gross Medical & Rx Claims Fixed Costs in FY’21 $18,624,360

• Dental
• Vision
• Flexible Spending
• Health Savings Accounts



Records 
Management 

Training Title VII 
Discrimination-

Harassment 
Training 

Search 
Committee 
Process and 
Procedures 

CBA Trainings
ACE

APAS 
OEA

Training and Development Functions

Annual Required Trainings:

• Anti-Hazing: Recognize and Prevent Hazing

• Data Security Learning Program

• FERPA: Protecting Student Privacy 

• Prevent Discrimination and Harassment Together

• Title IX- Consent and Respect 

Chairs 
Corrective 

Action Training 

Management 
Skills Training: 
Search Process 

Targeted 
Title IX Training 

Well-Being & 
Personal 

Development 
Trainings

Performance 
Evaluations for 

Managers 

Self-Directed 
Professional 

Development 
Trainings

Management 
Skills Training: 

Leaves 

Succession 
Planning 
Meetings

Required Training = Red
Management Training = Black
Additional Training = Gray

Management 
Skills Training: 

Managing 
Performance 

Management 
Skills Training: 

Classification & 
Compensation 

Professional 
Development & 
Civility Trainings



EEO KPI’s

The Office of Equal 
Opportunity, Title IX, and Policy 
Development administers the 
University’s Equal Opportunity 

and Title IX policies and 
practices including campus-
wide training and complaint 
resolution and manages the 
review and development of 
Board of Trustees Policies to 

insure compliance with 
applicable regulations and 
University requirements. 



Sustainability & Change Management Projects
2022

• Developing Professional/Administrative Compensation Analysis and Classification Plan
• Implementing new HR software – NEOED for posting, onboarding, tracking data affirmative action, 

EEO outcomes, learning management (training) and performance management
2021

• Implemented Voluntary Separation Retirement Plan, Retrenchment and Separation Agreements for 
faculty

• Coding reclassification for management and non-management for federal and state reporting
2020

• Digitized Tenure/Promotion process
• Managed workforce changes per the pandemic
• Implemented ACE/APAS/Excluded Layoff and Furlough
• Processed an Academic Reorganization

2019
• Developed a YSU specific ACE Classification Plan
• Began implementing electronic Faculty Load and Compensation module integrating campus areas
• HR website re-design



HR Satisfaction Survey
The HR Service Survey was conducted in January
2022 and shared with Director level and above.



Points of Pride

Improved 
Labor Relations

Implementation of 
electronic employment 

and evaluation 
processes which 

creates efficiencies
Flexible yet 

compliant HR and 
EEO processes, 

focusing on 
customer service

Award Winning 
Wellness Program

2021 Healthy Business Council of Ohio

2021 American Heart Association 
Silver Workplace Achievement 

Participation in 
Ohio Department of 

Higher Education 
Changing Campus 
Culture Initiative 

Improved 
awareness of 
Title IX and 

anti-discrimination

3 out of 4 
Star Rating

for Public Records

Expanded focus on 
equity and inclusion 
in recruitment and 
outreach programs

The Office of Human 
Resources viewed as a 

strategic partner by 
University leadership, 

management, and 
employees



Thank you!
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