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ARTICLE 1
CONTRACT

Section 1.1 Contract. This Contract is made and entered into by and between The Ohio State
University (OSU), hereinafter referred to either as the "University" or the "Hospitals" or the
"Medical Center", and the Fraternal Order of Police, Ohio Labor Council, Inc., hereinafter
referred to as the “F.O.P. / O.L.C.”, the “Labor Council” or the “Union”.

Section 1.2 Purpose. This Contract is made for the purpose of setting forth the understandings
between the parties governing the wages, hours, terms and conditions of employment for those
Employees included in the bargaining unit identified herein.

Section 1.3 Savings Clause. Should any part of this Contract be held invalid by operation of law
or by final order issued by any tribunal of competent jurisdiction, or should compliance with or
enforcement of any part of this Contract be restrained by any such tribunal pending a final
determination as to its validity, such invalidation or temporary restraint shall not invalidate or
affect the remaining portions hereof or the application of such portions to persons or
circumstances other than those to whom or to which it has been held invalid or has been
restrained. Upon written request by either party, the parties to this Contract shall meet within
thirty (30) calendar days of receipt of the written request, in an attempt to modify any invalidated
provisions by good faith negotiations.

Section 1.4 Conflicting Contracts. The Medical Center, the Union, and bargaining unit
members agree that none of their representatives shall make or ask a member to make any
written or verbal Contract which would conflict with this Contract.

Section 1.5 Contract Amendments. Unless otherwise specified in this Contract, no changes in
this Contract shall be negotiated during its duration unless there is written accord to do so by and
between the parties. Any negotiated changes, to be effective and incorporated in this Contract,
must be in writing and signed by the parties.

Section 1.6 Applicability. This Contract, when executed, shall supersede and replace all
applicable state and local laws which it has authority to supersede and replace including, but not
limited to Chapter 124 of the Ohio Revised Code and attendant Ohio Department of
Administrative Services’ rules. Where this Contract is silent, the provisions of applicable law
and the policies and procedures of Wexner Medical Center Security, the Wexner Medical Center,
and the University shall prevail.

Section 1.7 Definitions. For purposes of this Agreement, the University and the Union have
agreed to the following definitions:

A. “Calendar days" means all days, regardless of work schedule, to include weekends and
holidays.



B. “Working days” as used herein shall not include Saturdays, Sundays, or holidays. Any
reference to "days" in this Agreement that does not specify otherwise is intended to mean
working days.

ARTICLE 2
RECOGNITION

Section 2.1 Recognition. The University and the Medical Center recognize the Union as the
sole and exclusive representative for all Employees in the Bargaining Unit described herein in
any and all matters relating to wages, hours, terms and conditions of employment, and the
continuation, modification, or deletion of an existing provision of this Contract and for the
administration of this Contract.

Section 2.2 Bargaining Unit. The Parties agree the bargaining unit consists of:

Included: All full-time Security Officers, including Senior Security Officers and Lead Security
Officers employed by the Ohio State University Wexner Medical Center.

Excluded: All other Employees.

References throughout this Contract to Bargaining Unit members shall mean Employees within
the Bargaining Unit.

ARTICLE 3
UNION BUSINESS

Section 3.1 Deduction. The University agrees to deduct Union membership dues from members
in an active pay status upon receipt of individually signed authorization form(s) which shall be
provided by the Union, in the amount certified by the Union to the University. The first such
deduction will be made as soon as practicable thereafter but in no event later than thirty (30)
calendar days following receipt by the University of the dues deduction authorization. Dues shall
be deducted once per month in the pay period that does not include the deduction for parking.
The University also agrees to deduct Union initiation fees and assessments, in the amount
certified by the Union to the University, in the same manner each month, in which such fees and
assessments are due, from the pay of any appropriate Union member.

Once each calendar month, a payment in the aggregate amount of the deductions made for that
calendar month, together with a listing of the Union members for whom deductions were made,
shall be furnished to the Director of the Union at 222 East Town Street, Columbus, Ohio 43215.
Said payment may be made electronically. Nothing herein shall prohibit Union members covered
by this Contract from submitting dues directly to the Union.

No other dues of an employee organization (as defined by ORC Chapter 4117) shall be deducted
from any Bargaining Unit members’ pay for the duration of this Contract.



Section 3.2 Notifications. The Medical Center shall notify the FOP/OLC of any new hires
within the bargaining unit upon request.

The Medical Center will provide the FOP/OLC a roster of all bargaining unit employees in
accordance with Section 15.3 herein.

Should the Medical Center receive a notice from a bargaining unit member wishing to cease dues
deduction and withdraw from FOP/OLC membership, the Medical Center shall notify the
FOP/OLC in writing (or electronically) within 14 days of this request; notice of same may be
made to the FOP/OLC office and/or through the FOP/OLC staff representative.

Section 3.3 Indemnification. The Medical Center assumes no obligation, financial or otherwise,
arising out of these provisions regarding the deduction of membership dues, fees or assessments,
except failure to forward deducted dues and fees. The Labor Council hereby agrees that it will
indemnify and hold the Medical Center harmless from any claims, actions or proceedings by any
Employee arising from deductions made by the Medical Center pursuant to these provisions.
Once the funds are remitted to the Director of the Union their dispositions thereafter shall be the
sole and exclusive obligation and responsibility of the Union.

Section 3.4 Bulletin Boards. The Medical Center agrees to provide bulletin board space in the
Main Hospital security breakroom. Union bulletins and Union material will be permitted to be
posted on this bulletin board space. Non-Bargaining Unit members shall not be permitted to
remove, add to or alter the material posted on this designated space unless said material contains
obscene or offensive material as determined by the Medical Center.

Section 3.5 Meeting Locations. The Union shall be permitted, upon prior notification to the
Medical Center, to hold meetings, for the Bargaining Unit membership, in reservable space at the
Medical Center or other building, room or facility. The notification required under this Section
shall be in writing (hard copy or e-mail), shall be delivered to the Director of Health Systems
Security, or designee, at least forty-eight (48) hours prior to the time of the meeting, and shall
state the date, time, and requested location of the meeting. Approval of such space request shall
not be unreasonably denied.

The Medical Center agrees to hold the requested location open for use by the Union on the date
and at the time specified in the Union’s notification to the Medical Center. However, if it is not
practicable for the Medical Center to provide the requested location to the Union, the Medical
Center will so notify the Union and make every effort to provide for an alternate meeting
location in another building, room or facility. No Bargaining Unit members shall attend the
above-referenced meetings while on duty without receiving prior approval from the Director of
Health Systems Security (or designee). Such approval shall not be unreasonably withheld;
however, it is understood that staffing, availability of coverage and overtime are reasonable
considerations.

No employee in the Bargaining Unit or member of the Union shall be obligated or asked to
divulge to the Medical Center information discussed at said meetings.



Section 3.6 Ballot Boxes. The Union shall be permitted, upon prior notification to the Director
of Health Systems Security, to place a ballot box in the Main Hospital security breakroom for the
purpose of collecting members’ ballots on all Union issues subject to ballot. Such box shall be
the property of the Union and neither the ballot box nor its contents shall be subject to the
Medical Center’s review.

Section 3.7 Use of Intra-Department Mail. The Union shall be permitted to utilize the intra-
departmental mail (including electronic mail) system for the purpose of providing information
pertaining to Union business or Bargaining Unit representation, to Bargaining Unit members.
The Union agrees that the use of the mail system will be reasonable and limited to providing
information that is necessary for the normal conduct of Union business or Bargaining Unit
representation. Paper mail covered by this provision and placed into the mail system by the
Union shall be the property of the Bargaining Unit member to whom it is addressed, shall be
clearly labeled as Union mail, and such mail shall not be subject to the University's review
except to enforce Medical Center policy, as part of a criminal investigation or in accordance with
public records law. The electronic mail shall generally be treated the same as paper mail for the
purposes of this provision. However, the University reserves the right to access electronic mail in
accordance with its policies and procedures.

Section 3.8 Bargaining Unit Representatives. Representatives of the Union, shall be permitted
to transact official Union business at work sites at all reasonable times, provided that this shall
not interfere with or interrupt normal operations. No Bargaining Unit member shall leave their
work assignment without prior approval of the Director of Health Systems Security. No outside
representative of the Union shall be permitted in any restricted area without prior approval of the
Director of Health Systems Security.

The Bargaining Unit is authorized to select four (4) Bargaining Unit representative and three (3)
alternates to conduct Bargaining Unit business. The Bargaining Unit representative, upon giving
reasonable notice, and upon receiving authorization from the Director of Health Systems
Security shall be allowed reasonable time off during regular working hours to investigate a
grievance, consult with the Medical Center in addressing labor/management issues, process a
grievance, or assist in the settlement of a dispute. Permission to perform these functions shall not
be unreasonably denied; however, it is understood that staffing, availability of coverage and
overtime are reasonable considerations.

One bargaining unit member shall be allowed one day in paid status and reasonable time off duty
without pay to attend the FOP/OLC annual conference provided that the bargaining unit member
submits written notification to the Director of Health Systems Security at least thirty (30)
calendar days prior to the date of the function. To the extent any such time off without pay is
during the bargaining unit member's scheduled working hours, time off may be charged to
vacation or compensatory time, at the option of the bargaining unit member.

Section 3.9 Negotiating Committee. The Medical Center agrees to allow no more than four (4)
Employees from the Bargaining Unit to serve on the Union's Negotiations Committee. The
Union will notify the Medical Center of the name and normal shift of the committee members
prior to the first scheduled negotiations date. Not more than four (4) Union Employee




Representatives will attend negotiation sessions in paid status. However, no more than one (1)
Union Employee Representative may be released from the same assigned shift to attend
negotiation sessions unless mutually agreed to otherwise. In order to achieve the goals of this
section, flexing of work hours may be an option if/when approved by the Director of Health
Systems Security.

Upon approval from the Director of Health Systems Security or designee, two (2) Bargaining
Unit members selected for the Negotiations Committee will be allowed reasonable time off duty,
on pay status, to attend up to two (2) work sessions of the Negotiations Committee during the
course of negotiations but no more than two (2) members will be paid at any one time period.
Hours that are spent outside regular duty hours for work sessions and negotiations will not be
compensated.

ARTICLE 4
MANAGEMENT RIGHTS

Section 4.1 Management Rights. To assure that the Medical Center continues to perform its
legal duties to the public as required and limited by the Ohio and United States Constitution, the
Ohio revised code and Federal statutes and to maintain efficient and responsive protection for the
patients, faculty, staff, students and visitors, the Medical Center retains the right to determine
office policies, procedures, and to manage the affairs of the Medical Center in all respects as
provided for in chapter 4117 of the Ohio revised code, including, but not limited to the
following:

A. To manage and direct its employees, including the right to select, hire, promote, transfer,
assign, reassign, evaluate, layoff, and recall or to reprimand, suspend, discharge, or discipline
for just cause and to maintain order among employees;

B. To promulgate and enforce employment rules and regulations and to otherwise exercise the
prerogatives of management;

C. To manage and determine the location, type and number of physical facilities, equipment,
programs, and the work to be performed;

D. To ensure that all equipment used, or to be used, by Bargaining Unit members is maintained
by the member in a safe and operable condition, and is used only for such functions and in
such manner as may be approved by the Director of Health Systems Security and/or designee
consistent with applicable provisions of the Ohio revised code, Ohio administrative code,
manufacture operating manual, and divisional manual, and other written departmental
directives;

E. To determine the Medical Center’s goals, objectives, programs and services;
F. To determine the size, composition, and duties of the work force, the number of shifts

required, to establish work schedules, to establish hours of work, to establish, modify,
consolidate, or abolish jobs (or classifications); and to determine staffing patterns, including,



but not limited to the assignments of employees, duties to be performed, qualifications
required, and areas worked;

G. To relieve employees from duty due to the lack of work, lack of funds, or for other legitimate
reasons which improve the economy or efficiency of the Medical Center;

H. To determine when a job vacancy exists, the standards of quality and performance to be
maintained;

I. To determine the necessity to schedule overtime and the amount required thereof;

J. To maintain the security of records and other pertinent information;

K. To determine the overall budget;

L. To maintain and improve the efficiency and effectiveness of the Medical Center’s_operation;
M. To determine and implement necessary actions in emergency situations; and

N. The Medical Center retains the right to train bargaining unit members as needed to fulfill the
purpose or mission of the department.

The Union recognizes and accepts that all rights and responsibilities of the Medical Center not
expressly restricted or modified herein and as permitted by law shall remain the function of the
Medical Center.

ARTICLE §
NONDISCRIMINATION

Section 5.1 Joint Pledge. The provisions of this Contract shall be applied equally to all
employees in the Bargaining Unit without regard to age, ancestry, color, disability, ethnicity,
gender, gender identity or expression, genetic information, HIV/AIDS status, military status,
national origin, pregnancy, race, religion, sex, sexual orientation, or veteran status or any other
bases under the law.

Section 5.2 Medical Center Pledge. The Medical Center agrees to not interfere with the right
of the Employees to become members of the Union. There shall be no disparate treatment,
interference, restraint or coercion by the Medical Center or any representative of the Medical
Center against any Employee because of Union membership or because of any lawful Employee
activity in an official capacity on behalf of the Union.

Section 5.3 Union Pledge. The Union agrees to not interfere with the desires of any Employee
of the bargaining unit to become and remain a member of the Union. The Union agrees to fairly
represent all Employees of the bargaining unit subject to the provisions and procedures set forth
in Sections 4117.11(B) and 4117.12 of the Revised Code.




Section 5.4 Gender Reference. All reference to individuals in the Contract designates all
genders, and whenever a gender is used, it shall be construed to include all genders.

ARTICLE 6
LABOR/MANAGEMENT MEETINGS

Section 6.1 Meetings. In the interest of sound labor/management relations, and upon request of
either party, at a mutually agreeable date and time, not more than four (4) representatives of the
University shall meet with not more than four (4) Union Employee representatives and one (1)
non-Employee Union representative to discuss pending issues and/or problems and to promote a
more harmonious labor/management relationship. Not more than four (4) Union Employee
representatives will attend Labor Management meetings in paid status. However, no more than
one (1) Union Employee representative may be released from the same assigned shift to attend
such meetings, unless mutually agreed to otherwise. Upon either party’s request these meetings
will be held semi-annually at mutually agreeable times, but may be held more often by mutual
agreement of the parties.

A proposed agenda will be exchanged by the parties at least five (5) calendar days in advance of
the scheduled meeting with a list of matters to be addressed in the meeting and the names of
those representatives from each side who will be attending. All matters on an agreed agenda shall
be discussed unless the parties agree otherwise. Additional matters not on the agenda may be
discussed at the meeting upon agreement of the parties.

Each party shall be responsible to take its own notes during the meeting unless they agree that
one party will take notes for both. Each party shall be responsible to disseminate information
from the meeting to its own constituency unless they agree otherwise during the course of the
meeting.

The purpose of such meeting shall be to:

A. Discuss the administration of this Contract;

B. Discuss grievances which have been processed beyond the final in-house Step of the
Grievance Procedure, when such discussions are mutually agreed to by the parties;

C. Disseminate general information of interest to the parties or discuss potential grievances if
both parties agree;

D. Consider and discuss health and safety matters relating to employees in the Bargaining Unit;
E. Discuss ways to increase productivity and improve efficiency; and

F. Discuss any other items the parties mutually agree to discuss.



ARTICLE 7
GRIEVANCE PROCEDURE

Section 7.1 Definition. Except as provided in section 7.2, a grievance is any unresolved question
or dispute regarding the wages, hours, terms, or conditions of employment of Bargaining Unit
members, including but not limited to, unresolved questions or disputes concerning the
interpretation and application of Department rules, regulations, policies or this contract.

Any allegation by an Employee in the Bargaining Unit that a policy or procedure is in violation
of this Contract or has not been applied or interpreted uniformly to all Employees, shall be a
proper subject for a grievance.

Disciplinary actions of oral (with written documentation) or written coaching, taken by the
Medical Center against any bargaining unit member, may be appealed to Step 2 of the grievance
procedure, but shall not be appealed to Step 3 (arbitration).

Section 7.2 Jurisdiction. If administrative relief of a judicial or quasi-judicial nature is provided
for by the laws of the State of Ohio, or of the United States, for review or redress of specific
matters (such as civil rights, etc.) such matters may also be subject to the grievance procedure
when specific contract language is implicated. Nothing in the CBA is intended to restrict or limit
a member’s right to pursue a claim with the OCRC and/or EEOC. Otherwise, the Grievance
Procedure, as set forth in this Article, shall be the exclusive remedy for Bargaining Unit
members.

Section_7.3 Qualifications. All grievances must proceed through the Grievance Procedure
described in Section 7.5 of this Contract and be presented at the proper step and time in
progression in order to be considered at subsequent steps. The proper step to initiate the
grievance is Step 1 except when the grievance involves discipline. In that instance, the grievance
shall be initiated at Step 2.

A grievance shall be considered withdrawn at any point where a Bargaining Unit member
submits a written statement to that effect, or where time requirements at any step have lapsed,
without further appeal by the Bargaining Unit member.

Any grievance not answered by the Medical Center within the stipulated time limits, unless the
time limits have been extended, may be advanced by the Bargaining Unit member to the next
Step in the Grievance Procedure. Grievance advancement in this circumstance shall not be
interpreted as a failure to follow the Grievance Procedure Steps by the Union.

A grievance may be brought by an aggrieved Bargaining Unit member covered by this Contract.
Where more than one (1) Bargaining Unit member desires to file a grievance involving an
incident affecting several Bargaining Unit members in the same or similar manner, one (1)
Bargaining Unit member shall be selected by the bargaining unit to process the grievance. Each
aggrieved Bargaining Unit member who desires to be included in the grievance shall sign the
grievance.



A Bargaining Unit member has the right to present grievances and have them resolved without
the intervention of the Union, as long as the resolution is consistent with the terms of this
Contract and as long as the Union has the opportunity to be present at or participate in the
resolution.

Section 7.4 Grievance Form. The aggrieved Bargaining Unit member shall use a written
grievance form supplied by the Union which shall provide the following information:

Grievant's name and signature;

Date, time and location of grievance;

Description of incident giving rise to the grievance;

Rules, regulations, policies, articles or sections of the Contract allegedly violated;
Date grievance was first discussed;

Name of supervisor with whom grievance was first discussed;

Date grievance was filed in writing; and

Desired remedy to resolve the grievance.
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The bargaining unit shall be responsible for its accounting, duplication and distribution of
grievance forms.

Section 7.5 Grievance Procedure. It is the mutual desire of the Medical Center and the
Bargaining Unit to provide for prompt resolution of grievances, with a minimum amount of
interruption of the work schedules. Every reasonable effort shall be made by the Medical Center
and the Bargaining Unit member to resolve grievances at the earliest possible step. In furtherance
of this objective, the following procedure shall be followed:

A. Informal. Prior to the utilization of this grievance procedure, Bargaining Unit members
should first attempt to resolve a grievance informally by initially discussing the matter with
their immediate supervisor not more than seven (7) calendar days of when the Bargaining
Unit member learned or should have learned of the occurrence. The immediate supervisor
shall have ten (10) calendar days to resolve the matter. If the grievance is not resolved to the
Bargaining Unit member’s satisfaction upon the expiration of the ten (10) day period, and the
Bargaining Unit member wishes to proceed to Step 1, the Bargaining Unit member shall
reduce the grievance to writing no later than fourteen (14) calendar days from learning of the
immediate supervisor’s proposed resolution or the expiration of the ten (10) day period,
whichever is earlier, and present the written grievance to the Director of Health Systems
Security (or designee).

B. Step 1 — Director, Health Systems Security. The Director of Health Systems Security (or
designee) shall investigate, meet with, and respond in writing to the Bargaining Unit member
within fourteen (14) calendar days following the presentation of the grievance.

C. Step 2 — Medical Center Human Resources. If the grievance is not resolved in Step 1 and
the Bargaining Unit member or the Bargaining Unit member after consultation with the
Union Representative wish to proceed to Step 2, the Bargaining Unit member shall present
the written grievance to the Administrator of Human Resources at the Medical Center (or




designee) within fourteen (14) calendar days from receipt of the Step 1 answer. The
Administrator of Human Resources at the Medical Center (or designee) shall investigate the
matter and shall meet with the Employee and the desired representative, if any, within
fourteen (14) calendar days of receipt of the grievance. A written response to the grievance
shall be provided to the bargaining unit member and the representative within fourteen (14)
calendar days following the meeting at Step 2.

. Step 3 — Arbitration. If a grievance is not satisfactorily resolved at Step 2, the Union may
submit the grievance to Arbitration. If a written notice of intent to file under the Arbitration
Procedure is not received by the Administrator of Human Resources at the Medical Center
(or designee) within fourteen (14) calendar days following the date of the response outlined
in Step 2, the grievance shall be considered resolved. The parties shall make a joint request to
the Federal Mediation Conciliation Service or a mutually agreed upon arbitration service for
a panel list of nine (9) arbitrators each having an office in Ohio. The parties shall then choose
an arbitrator by alternately striking names from the list until such time as one (1) name
remains as the Arbitrator chosen by the parties. Prior to beginning the striking procedure,
either party may reject one list and submit a request for another list from the arbitration
tribunal. Nothing in this Section prohibits the parties from mutually agreeing to an arbitrator.

In issuing an award, the arbitrator shall be limited to the enforcement of the specific
provisions of the rules, regulations, policies or contract. The Arbitrator may not alter, amend,
modify, add to or subtract from the terms of the contract or the provisions of the document
being grieved. Nor shall they impose on either party a limitation or obligation not specifically
required by the express language of this agreement or Medical Center policies and
procedures. Under no circumstances shall the arbitration award cause the Medical Center to
violate its obligations under Title IX of the Educational Amendments Act or its regulations.

The question of arbitrability of a grievance may be raised by either party before the
arbitration hearing on the grievance, on the grounds that the matter is not arbitrable or
beyond the Arbitrator’s jurisdiction. The first question to be placed before an arbitrator will
be whether or not the alleged grievance is within the purview of the Arbitrator. Thereafter,
the alleged grievance will be heard on its own merits before the same Arbitrator.

The decision of the Arbitrator shall be final and binding provided such decision does not
exceed the jurisdiction or authority of the arbitrator as set forth in this article. The Arbitrator
shall be without authority to recommend any right to relief on any alleged grievance
occurring at any other time than the contract period in which the right originated. The
Arbitrator shall not establish any new or different wage rates not negotiated as part of the
Contract.

The Arbitrator shall render, in writing, the findings and award as quickly as possible within
thirty (30) calendar days after the hearing is closed and/or post-hearing briefs are submitted.
The arbitrator shall forward such findings and award to the Administrator of Human
Resources at the Medical Center (or designee) and to the FOP/OLC attorney (or designee).
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The costs of any proofs produced at the direction of the arbitrator, the rent for the hearing
room and the fee of the arbitration shall be borne jointly by the parties. The expenses of any
non-member witnesses shall be borne, if at all, by the Party calling them. The fees of the
court reporter shall be paid by the party asking for one; such fee shall be split equally if both
parties desire a reporter or request a copy of the transcript. Any affected member in
attendance for such hearing shall not lose pay or any benefits to the extent such hearing hours
are during the member’s normally scheduled working hours on the day of the hearing.

Section 7.6 Right to Representation. A Grievant has a right to representation at all formal Steps
of the Grievance Procedure.

The Grievant may request that the appropriate Medical Center designated representative
interview appropriate witnesses with first-hand knowledge of the matter being grieved and
review any pertinent information.

At Step 3, the Grievant shall have an opportunity to fairly present the case by presentation of
witnesses with first-hand knowledge of the matter being grieved and/or other pertinent
information. A witness shall not lose pay, if their attendance at a meeting or arbitration is
scheduled in advance during that witness’ working hours.

Grievance meetings shall be scheduled at mutually agreeable times.

The Union shall provide seven (7) calendar days advance notice that a witness will be necessary
for arbitration. The Director of Health Systems Security will issue approval subject to staffing
and availability of coverage.

Section 7.7 Extension of Time Limits. It is the Medical Center’s and the Union’s intention that
all time limits in the above grievance procedure shall be met. However, to the end of
encouraging thoughtful responses at each Step, the Union and the Medical Center’s designated
representative may mutually agree, at any Step, to written time extensions.

ARTICLE 8
CORRECTIVE ACTION

Section 8.1 Discipline for Cause. No Bargaining Unit member shall be reprimanded, suspended,
reduced in pay, or removed, except for just cause. The Medical Center may take disciplinary
action for conduct occurring while a Bargaining Unit member is on duty; working under color of
employment for the Medical Center; or is off-duty representing themselves as an Employee of
the Medical Center; or while engaged in conduct that might affect the ability to perform their
duties as Employees or bears a nexus to the workplace.

Section 8.2 Progressive Discipline. Except in instances where a Bargaining Unit member
engages in serious misconduct, the facts and circumstances of which could justify moving
directly to suspension or discharge, discipline will be applied in a progressive manner. When
applying progressive discipline the Medical Center may take into account the nature of the
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violation, a Bargaining Unit member’s record of discipline, and the Bargaining Unit member’s
record of conduct.

Ordinarily, a progressive disciplinary action will involve a written coaching before a Level One
Notice, a Level One Notice before a Level Two Notice, and a Level Two Notice before removal.

Nothing herein precludes the Medical Center from utilizing positive steps, including counseling,
to correct a Bargaining Unit member’s inappropriate action or behavior. However, counseling is
not considered formal discipline.

Terminations are only appealable directly to Step 3 (Arbitration) of the grievance procedure as
outlined in in Article 7, Section 7.5 (D). The Union shall notify the Administrator of Human
Resources at the Medical Center (or designee) of their intent to arbitrate such cases within
fourteen (14) calendar days of the notice of corrective action.

Section 8.3 Disciplinary Action. Where there is reason to believe that a Bargaining Unit
member has engaged in conduct that may lead to reduction in pay or removal, a Pre-Disciplinary
hearing will be scheduled. The Medical Center shall provide the Bargaining Unit member with
all available evidence supporting the allegations.

Section 8.4 Pre-Disciplinary Hearing. When allegations are specified by the Medical Center, a
Pre-Disciplinary hearing shall be scheduled at which the Bargaining Unit Member will be given
an opportunity to offer an explanation of the alleged offense/misconduct. Pre-Disciplinary
hearings will be conducted by the Medical Center Human Resources (or designee).

Not less than seven (7) calendar days prior to the scheduled Pre-Disciplinary hearing, the
Medical Center will provide the Bargaining Unit member with written notice of the allegations.
The Bargaining Unit member may choose to:

1. Appear at the hearing to present an oral or written statement in defense of said
allegations;

2. Appear at the hearing with a Union representative or union attorney; or

3. Elect to waive (in writing) the opportunity to have a Pre-Disciplinary hearing.

A written decision will be prepared by the Medical Center Human Resources (or designee),
providing the disciplinary penalty to be imposed, if any. A copy of this written decision will be
provided to the Bargaining Unit member.

Section 8.5 Retention of Disciplinary Records. All disciplinary actions of record will be
maintained in each Bargaining Unit member’s personnel file throughout the period of
employment. However, once records of discipline no longer have force and effect per this section
and at the member’s request, the Employer shall remove the records from the member’s
personnel file. Disciplinary records will not be considered for purposes of future disciplinary
action more than three (3) years after issuance provided that no further misconduct has occurred
within said three (3) year period following issuance. Should the University reduce the number of
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years the disciplinary records above have force and effect, this section will be modified to reflect
those changes.

In the event that misconduct occurs during the specified time limit(s), the initial disciplinary
action shall be considered for the duration of the time period for which the most recent
documented disciplinary action is to remain in effect, pursuant to this Article.

ARTICLE 9
PERSONNEL RECORDS

Section 9.1 Personnel File. The Parties acknowledge that the University’s Policy 1.20
concerning Personnel Records, as currently in effect and may be amended by the University
during the term of this Contract, is applicable to those covered by this Agreement.

ARTICLE 10
PROBATIONARY PERIOD

Section 10.1 Probationary Period.

A. Every newly hired Bargaining Unit member will be required to successfully complete an
initial probationary period. The initial probationary period shall be twelve (12) months from the
date of hire. A newly hired probationary Bargaining Unit member may be terminated at any time
during the initial probationary period and shall have no right to appeal the termination under the
grievance procedure of this contract.

B. Non-bargaining unit employees who have previously served as a Wexner Medical Center
Security employee and become a member of the Bargaining Unit covered by this agreement
without any interruption (other than use of leave time of fourteen (14) days or less between
positions) will be required to successfully complete a probationary period of six (6) months from
the first day they work as full-time Bargaining Unit member.

C. Bargaining Unit members who are promoted to a higher level position in the bargaining unit
will be required to successfully complete a probationary period of six (6) months from the first
day they work in the higher level position. Should these members not successfully complete the
six (6) month probation period, they shall be returned to their previous position, if one is
available. If one is not available and they are terminated, and they have successfully completed a
probationary period in another classification covered by this agreement, they shall have the right
to appeal the termination under the grievance procedure of this contract.

D. Any probationary Bargaining Unit member absent from work and on approved leave (paid or

unpaid) for more than ten (10) days during their probation may have the probationary period
extended by the amount of days they are absent over the ten (10) days.
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ARTICLE 11
REDUCTION IN FORCE

Section 11.1 Medical Center Pledge. If the Medical Center determines to abolish bargaining
unit positions, the Medical Center will continue to make a reasonable effort to avoid such
abolishment, not to exclude reassignment. The Medical Center will meet with the Union to
discuss alternatives to minimize the anticipated reduction in force. If the Medical Center and the
Union cannot identify any alternatives, the following process will be followed:

A. Bargaining Unit members with the least Bargaining Unit Seniority within the affected title
will be abolished in the inverse order of seniority.

B. Displaced Bargaining Unit members will first be placed in a vacant posted Bargaining Unit
position provided they are qualified to perform the work. If more than one vacancy exists for
which the displaced Bargaining Unit member is qualified, the Bargaining Unit member has the
option of applying for any available vacancy.

Section 11.2 Staff Severance Program. If a Bargaining Unit member is involuntarily
terminated under Section 1 of this Article, the Bargaining Unit member shall be eligible for
severance pay in accordance with Policy 2.40 — Staff Severance Program.

ARTICLE 12
SENIORITY

Section 12.1 Seniority. Seniority shall be defined as a Bargaining Unit member’s uninterrupted
length of continuous service with the Medical Center as a Wexner Medical Center Security
Officer, including Senior and Lead Security Officer. Seniority for Bargaining Unit members on
extended military leave shall be calculated in accordance with the applicable provisions in state
and federal law on military leave.

Section 12.2 Termination of Seniority. A Bargaining Unit member’s seniority shall terminate if
the Bargaining Unit member:

A. Quits or resigns for a period of more than twelve (12) months.
B. Is discharged for cause.

C. Fails to report to work as scheduled after leave of absence.

D. Retires under the applicable state retirement system.

Section 12.3 Seniority List. The Medical Center shall provide the local Union Representative
and the assigned FOP/OLC Staff Representative with a copy of an updated seniority list upon
request. The seniority list shall contain, in order of seniority, the name and seniority date of each
bargaining unit member.

Section 12.4 Seniority Tiebreaker. In the event two or more Bargaining Unit members have the
same seniority, the lowest last four digits of the Bargaining Unit member’s identification number
shall be the tiebreaker.
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ARTICLE 13
NO STRIKE - NO LOCKOUT

Section _13.1 Union Pledge. The parties to this agreement mutually recognize that the services
performed by Bargaining Unit members are services essential to public order and safety. The Union,
therefore, agrees that during the term of this agreement there shall be neither interruption of these
services, for any cause whatsoever, by Bargaining Unit members, nor shall there by any concerted
failure by them to report for duty, nor shall they absent themselves from their work, stop work, or
abstain in whole or in part from the full, faithful and proper performance of the duties of their
employment. The Union further agrees that there shall be no strikes, sit-downs, slow-downs,
speed-ups, "blue-flu", stoppages of work or any acts or other alterations of existing work
performance patterns that interfere with the services of the Medical Center.

In the event there is a job action as prohibited by this article, the Medical Center agrees that there
shall be no liability on the part of the Union, its Officers, or representatives provided that the
Medical Center has immediately notified the union of said job action and the Union meets the
following conditions:

A. Within not more than 12 hours after notification by the Medical Center of any such
unauthorized action, the Union shall publicly disavow the same by posting a notice on a
bulletin board, at the Department, stating that the job action is unauthorized.

B. The Union, its’ Officers, and representatives shall promptly order its members to return to
work notwithstanding the existence of any job action.

C. The Union, its’ Officers, and representatives shall in good faith, use every reasonable effort
to terminate such job action.

Section 13.2 Medical Center Pledge. The Medical Center agrees not to lockout Bargaining Unit
members during the terms or extensions of this Contract.

Section 13.3 Members’ Responsibilities. If any Bargaining Unit member(s) is found in
violation of section 13.1 such action shall render this entire agreement and the Medical Center’s
responsibilities under it, null and void with respect to those Bargaining Unit members found in
violation.

ARTICLE 14
PERFORMANCE EVALUATION

Section 14.1 Performance Appraisal. A Bargaining Unit member’s performance shall be
evaluated on the basis of the duties and functions prescribed in the Medical Center position
description of the Bargaining Unit member, unless specific duties or functions are exempted
from such evaluation by the Director of Health Systems Security or unless, through no fault or
act of omission on the part of the Bargaining Unit member, the Bargaining Unit member had no
opportunity to perform any such duties or functions.
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Section 14.2 Performance Records. A Bargaining Unit member’s signature on any
performance evaluation, shall be viewed by the parties hereto only as a representation that the
Bargaining Unit member has read it and shall not be viewed as a representation of concurrence in
any or all of the contents or comments thereon. The Bargaining Unit member shall be the last
person to sign a performance evaluation prior to the finalization of the evaluation. No evaluative
comments may be made on record copies thereafter, unless the Bargaining Unit member is
provided the opportunity to respond. The Bargaining Unit member shall receive a copy of the
evaluation or any letter or document representing performance evaluation in its final form.
Performance evaluations will be maintained in accordance with University policy 1.2, personnel
records.

ARTICLE 15
HOURS OF WORK AND OVERTIME

Section 15.1 Regular Work Week. Forty (40) hours of work shall constitute a regular work
week for Bargaining Unit members. Such hours may be scheduled five (5) eight (8) hour days
followed by two (2) consecutive days off or a combination of two (2) twelve (12) hour days and
two (2) eight (8) hour days followed by three (3) consecutive days off.

Section _15.2 Overtime. Bargaining unit members will be paid overtime compensation when
they work more than 40 hours in a work week. Pay for hours worked in excess of 40 hours in a
work week will be paid at a rate of time and one-half the regular rate of pay. The calculation of
hours worked includes holiday benefit pay. Holiday premium pay hours will count toward the
calculation of overtime eligibility and will be used to offset any holiday benefit pay hours used in
the calculation of overtime. The calculation of hours worked excludes paid time off hours such
as sick time off, vacation time off, and compensatory time off.

Bargaining unit members must receive approval from a manager prior to working overtime.

Section 15.3 Compensatory Time. A Bargaining Unit member may choose to take
compensatory time in lieu of overtime compensation if such choice is indicated to management
through the timekeeping system. Compensatory time shall be credited to the Bargaining Unit
member and accumulated at the rate of one and one-half (1 %2) hours for each overtime hour
worked.

Each Bargaining Unit member’s compensatory time bank shall be limited in accumulation to a
maximum number of two hundred forty (240) hours. Once a Bargaining Unit member has
reached the maximum hours of compensatory time as compensation for overtime hours worked,
all additional overtime will be paid.

Compensatory time off must be taken at a time agreeable to the department and the Bargaining
Unit member. Approval for compensatory time off shall not be unreasonably withheld.
Compensatory time off should be requested as far in advance as possible. Qualified staff may be
used for coverage in lieu of creating overtime when compensatory time is used by a Bargaining
Unit Member at management’s discretion.
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When two or more Bargaining Unit members request compensatory time for the same day and
operational needs require the limitation of the number of Bargaining Unit members who can be
off, the Bargaining Unit member who submitted the request first will be granted the time off.

In situations where one or more Bargaining Unit members submit a compensatory time off
request and one or more Bargaining Unit members submit a vacation time off request for the
same day and operational needs require the limitation of the number of Bargaining Unit members
who can be off, then the time off will be granted to the Bargaining Unit member who submitted
their time off request first. Compensatory time off shall not be denied simply because the
approval of such time may require another Bargaining Unit member to be scheduled to work in
an overtime status.

Compensatory time that is earned, but not taken within 365 days of being earned, shall be
automatically paid out to the bargaining unit member. The bargaining unit member will receive
such pay out in their regular paycheck for the pay period which includes the 365th day.

Section 15.4 Record Keeping. Bargaining Unit members are required to submit time worked in
a timely and accurate manner.

Section _15.5 Report Back Pay. When full-time Bargaining unit members are asked by the
Medical Center to report back to work and a Bargaining Unit member reports back, the
Bargaining Unit member shall be paid for a minimum of four (4) hours at the Bargaining Unit
member’s regular rate of pay. This provision is not applicable to work that is a continuation of or
immediately preceding the regular work schedule.

Section 15.6 Mandated Overtime. It is understood by Bargaining Unit members that they
shall make themselves available for required overtime work on orders from The OSU
Wexner Medical Center to assist during unexpected situations, which do not allow for pre-
scheduling. Unscheduled overtime assignments (mandatory overtime) will be offered on a
voluntary basis within a work area. If the mandatory overtime is not voluntarily picked up, it
will be assigned to bargaining unit members based on which eligible employee has gone the
longest without working any kind of departmental overtime at a minimum of a 2 hour shift.

Section 15.7 Work Schedules. Work schedules are defined as Bargaining Unit members’
regularly assigned hours of the day and days of the week. A temporary change in Bargaining
Unit members’ work schedule will be made known to the affected Bargaining Unit member
at least fourteen (14) calendar days in advance, unless mitigating circumstances, beyond the
control of foreseeability of the scheduler, requires such change in fewer than fourteen (14)
calendar days. A temporary assignment will be no longer than eighty (80) working hours, and
the affected Bargaining Unit member shall not be moved more than twice in a calendar year
unless mutually agreed upon by Management and the Bargaining Unit member to meet a
special need of the Department, in which case the aforementioned time requirement may be
waived. Said schedule may be changed to grant a Bargaining Unit member’s request to
receive earned compensatory time off if such schedule change is consistent with the efficient
and effective operations of the Department. Temporary assignments do not include light duty
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assignments.

Section 15.8 Training Assignments. When the Medical Center determines a need for
Bargaining Unit members to be trained, the University may require Bargaining Unit members to
report for training assignments outside their normal work hours. Training assignments will be
scheduled in blocks of time of not less than two (2) hours. Training done in an overtime status
with Bargaining Unit members will be compensated in accordance with Article 15. Bargaining
Unit members will be notified at least fourteen (14) calendar days in advance of the scheduled
training, unless circumstances require expedited training to maintain compliance with regulatory
agencies. Departmental/divisional meetings do not constitute training under this article.

ARTICLE 16
COMPENSATION

Section 16.1 Base Wages. All bargaining unit members shall be compensated at a base rate of
pay within the pay ranges below.

Title Min Max
Security Officer $22.00 $34.10
Senior Security Officer $24.00 $37.20
Lead Security Officer $26.00 $40.30

Section 16.2 New Hire. Upon hire into the bargaining unit, a bargaining unit member’s starting
wage will be established based on the member’s relevant internal and external experience as
compared with existing members. The Medical Center agrees that no newly hired bargaining unit
member will earn a base hourly wage rate that is greater than the base hourly wage rate of an
existing member with the same relevant internal and external experience, provided that the
existing member had at least an “performing” or equivalent rating on their most recent
performance evaluation.

Section 16.3 Merit and Market Increases. Effective September 1, 2025, Bargaining Unit
members shall participate in the Medical Center's annual compensation review process and shall
be eligible for merit-based increases to their pay in accordance with the following schedule.

Rating Percent Increase
Exceeding: 4.5%
Achieving: 3.5%
Performing: 2%

Not Achieving: 1%

Effective September 1, 2026, and September 1, 2027, Bargaining Unit members shall participate
in the Medical Center's annual compensation review process and shall be eligible for merit-based
increases to their pay in accordance with the following schedule.

Rating Percent Increase
Distinguished: 2.5%
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Achieving: 2%
Performing: 1.5%
Not Achieving: 0%

Effective September 1, 2026, Bargaining Unit members shall receive a market increase of 1%.
Effective September 1, 2027, Bargaining Unit members shall receive a market increase of 1%.

Members whose base rate of pay is at or above the maximum of their pay range at the time of the
increase will receive a one-time lump sum payment in lieu of a base rate of pay increase. Lump
sum payments will be based on the maximum of the member’s pay range and subject to a
member’s FTE and applicable withholdings.

Should a base pay increase cause a member’s base rate of pay to reach or exceed the maximum
of the pay range, that member’s base rate of pay will be increased to the maximum of the pay
range and the member will receive the remainder in a one-time lump sum payment subject to a
member’s FTE and applicable withholdings.

Corrective action received by a Bargaining Unit member in a particular performance year does
not automatically equate to a “Not Achieving” performance rating.

Section 16.4 Shift Differential. Members who work between the hours of 3:00 pm and 8:00 am
will receive a shift differential equal to fifteen percent (15%) of their base hourly wage for all
hours actually worked during those hours provided the bargaining unit member has worked a
minimum of four (4) consecutive hours between 3:00 pm and 8:00 am.

Members who work weekends shall receive weekend differential of two dollars and twenty-five
cents ($2.25) per hour in addition to their shift differential. Weekend work is defined as those
hours worked between 11:00 pm Friday and 11:30 pm Sunday.

Section 16.5 Promotions. A Bargaining Unit member who is promoted to another position in the
bargaining unit shall receive no less than a 5% rate of pay increase.

Section 16.6 Field Training Officer. Any Bargaining Unit member who is given a training
assignment shall receive a training differential of $1.00 per hour in addition to their regular rate
of pay for that shift during which that training occurs. Training assignments shall be assigned by
the Director, Health Systems Security or designee and will not be paid unless officially assigned
by the Director or designee. In order to be eligible to be assigned as a Field Training Officer, a
member must have completed the probation period as defined in Article 10 herein.

Section 16.7 Court Time. When a Bargaining Unit member is required to report to court outside
their normal work schedule, in association with their duties as a Medical Center employee, they
shall be credited with a minimum of four (4) hours service. Such time will be paid at one and
one-half (1'2) times the Bargaining Unit member regular hourly rate, if it places them in an
overtime status.
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Section 16.8 Educational Benefits. The University will provide for Bargaining Unit members
and their eligible dependents the University Tuition Assistance Program as currently in effect
and as may be amended by the University during the term of this Contract.

Section 16.9 Specialty Certification Differential. Bargaining Unit Members who have a
recognized specialty certification shall receive a differential of two and one half (2 1/2) percent
of their base salary, provided they have presented evidence of such certification to Medical
Center Human Resources. Recognized specialty certifications shall be limited to those specialty
professional certification programs as determined by the Director of Health Systems Security. A
member seeking to receive the specialty certification differential is responsible for submitting
evidence of the certification to the Director of Health Systems Security (or designee) via email.
The member is responsible for the maintenance and any necessary renewal of the certification.

Section 16.10 Bonus Programs. Periodically, the Medical Center as a whole, or as individual
departments and areas, provides bonus payments to non-bargaining unit employees. These bonus
programs are based on a variety of criteria, which can include: quality, patient experience,
financial or other operational reasons. Bargaining unit members may be eligible for and issued
Medical Center bonus payments solely at the discretion of the Medical Center. No dispute
arising from the implementation or administration of any Medical Center bonus program shall be
subject to the grievance or arbitration provisions of this agreement, except for instances where
the program has not been applied according to its documented design. Nothing in this agreement
provides a guarantee that bargaining unit members will be included in any specific bonus
program.

Section 16.11 Retention.

Effective September 1, 2026, eligible Bargaining Unit members shall receive a retention bonus
of $600.

Effective September 1, 2027, eligible Bargaining Unit members shall receive a retention bonus
of $600.

To be eligible for the retention bonuses mentioned above, a Bargaining Unit member must
maintain active employment of at least .5 FTE, be employed at least six (6) months prior to the

payments, and be employed at the time of the payments.

The Retention Bonus in 16.11 is in addition to any discretionary bonus the Medical Center may
implement under section 16.10.
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ARTICLE 17
VACATIONS

Section 17.1 Vacation Accrual. Vacation time is accrued by Bargaining Unit members based
upon the number of years of service with the Medical Center. Vacation continues to accrue
during periods of paid leave but not during unpaid leave.

Section _17.2 Accrual Schedule. Bargaining Unit members shall be entitled to vacation in
accordance with the following schedule:

YEARS ACCRUAL PER PAY PERIOD
1 through 7 80 hours (3.07692 per pay period)
8 through 14 120 hours (4.61538 per pay period)
15 through 24 160 hours (6.15384 per pay period)
25 or more 200 hours (7.69230 per pay period)

Section 17.3 Maximum Accrual of Vacation. Vacation may be accrued for the purpose of
extending the vacation period or to carry over any unused vacation credit from a previous period.
Such accrual shall be limited to that amount earned in the three (3) years of service just
completed.

Section 17.4 Vacation Requests. Vacation will be scheduled at such times as shall be mutually
agreeable to the Bargaining Unit member and the Director, Health Systems Security (or
designee). The Medical Center reserves the right to limit the number of Bargaining Unit
members permitted to be on vacation at any one time where the efficiency and operational needs
of the facility will be disrupted.

Members will continue to use the practice of requesting vacation leave via the approved
timekeeping system. Vacation leave will be approved on a “first-come-first-serve” basis. If more
than one member requests vacation for the same day, approval will be based on the timestamp of
the request with the earlier request getting the approval.

Once approved, the Medical Center will not rescind the leave unless it is mutually agreed to by
the member. However, the Medical Center reserves the right to rescind the Bargaining Unit
member’s vacation due to unforeseen circumstances. The Medical Center will work with the
Bargaining Unit member to reschedule the member’s vacation.

Section 17.5 Separation Payout. Upon termination of employment, payment for accrued but
unused vacation leave shall be made at the Bargaining Unit member’s rate of pay at the time of
termination, subject to the accrual limits stated in Section 3 of this Article.

Section 17.6 Survivor Benefit. In the event of a Bargaining Unit member’s death any earned but
unused vacation for which the Bargaining Unit member was eligible to be compensated will be
paid at the rate of pay at the time of death to the next of kin or the estate of the deceased
Bargaining Unit member.
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Section 17.7 Personal Days. In the event that the Medical Center adopts a personal days policy,
the parties agree to reopen negotiations with respect to this section of this article.

ARTICLE 18
HOLIDAYS

Section 18.1 Recognized Holidays. The University will provide holiday benefits for Bargaining
Unit members in accordance with University Policy 6.20 — Holidays as currently in effect and as
may be amended by the University during the term of this Contract.

ARTICLE 19
INSURANCE

Section 19.1 Insurance. The University will provide group health benefits to bargaining unit
members on the same basis and costs as such benefits are provided to all other non-bargaining unit
staff at the University.

Bargaining unit members who choose to participate in all or any part of the University-wide
program of insurance benefits shall pay the employee's share of premiums, deductibles and other
costs as established by the University.

ARTICLE 20
SICK LEAVE

Section 20.1 Sick Time. The University will provide sick time benefits for Bargaining Unit
members in accordance with University Policy 6.27 — Paid Time Off as currently in effect and as
may be amended by the University during the term of this Contract.

ARTICLE 21
OTHER LEAVES

Section 21.1 Personal Unpaid Leaves of Absence. An unpaid leave of absence may be granted
to a Bargaining Unit member in accordance with University Policy 6.45 — Unpaid Leave as
currently in effect at the time of ratification of this Contract.

Section 21.2 Time Off For Bereavement. A Bargaining Unit member shall be entitled to time
off for bereavement in accordance with University Policy 6.27 — Paid Time Off as currently in
effect at the time of ratification of this Contract.

Section 21.3 Medical Leave of Absence. A Bargaining Unit member shall be entitled to a
medical leave of absence in accordance with University Policy 6.45 — Unpaid Leave as currently
in effect at the time of ratification of this Contract.

Section 21.4 Paid Parental Leave. Paid parental leave will be provided to a Bargaining Unit
member in accordance with University Policy 6.27 — Paid Time Off as currently in effect or as
amended during the term of this Contract.
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Section 21.5 Military Leave. The University will continue to comply with all applicable State
and Federal statutes and regulations relating to the employment rights of members on military
leave. Military leave benefits will be provided to a Bargaining Unit member in accordance with
University Policy 6.35 — Military Leave and Reemployment Rights as currently in effect or as
amended during the term of this Contract.

Section 21.6 Worker’s Compensation. When a Bargaining Unit member has filed an injury
claim with the Bureau of Worker’s Compensation and is absent from work due to that claim, it
shall be that member’s option as to whether or not to use accrued sick leave, vacation, or
compensatory time.

Section 21.7 Continuation of Benefits. A Bargaining Unit member who is on an approved
medical or paid parental leave of absence will have hospitalization, life insurance, accidental
death and dismemberment, surgical medical and major medical policies continued at no
additional cost to the member during the period of leave provided the member has been
employed by the University for a continuous period of one (1) year or more at a time the leave
commences as per University policy as currently in effect and as may be amended by the
University during the term of this Contract. A member receiving such leave must make
arrangements with the Office of Human Resources/Benefits Administration for the continuation
of benefits.

ARTICLE 22
UNIFORMS AND EQUIPMENT

Section 22.1 Uniforms and Maintenance. The OSU Wexner Medical Center will furnish and
maintain all required uniform parts at no cost to the bargaining unit member. Maintenance
includes any required repairs.

Section 22.2 Uniform Replacement. Uniform parts which are damaged, or otherwise rendered
unsuitable in appearance for regular duty, as determined by the Director of Health Systems
Security, will be replaced by the OSU Wexner Medical Center at no cost to the member.
Requests for replacement of damaged uniforms parts will be submitted in writing to the Director
of Security Services (or designee) for approval. Such requests will include a statement of the
circumstances leading to the damage and submission of the damaged item.

Section 22.3 Equipment. The OSU Wexner Medical Center will furnish and maintain all
required equipment at no cost to the bargaining unit member.

Section 22.4 Additional Equipment. The OSU Wexner Medical Center and the Union believe
that communication between Employees and Supervisors is essential in the workplace. Proposals
concerning equipment are appropriate subjects for the labor management committee as set forth
in Article 6.
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Section 22.5 Negligence. Members who are negligent or reckless in the care or use of their
uniform parts or equipment shall be subject to the corrective action process.

ARTICLE 23
DURATION

Section 23.1 Duration. Except as provided in Article 1, this Agreement contains the full and
complete Agreement between the parties. This Agreement shall be effective November 1, 2025
and shall continue in full force and effect until and including August 31, 2028.

Section 23.2 Negotiation Procedure. If either party desires to modify or amend this Agreement,
it shall give written notice of such intent not more than one hundred twenty (120) calendar days
nor less than sixty (60) calendar days prior to the expiration date of this Agreement. Such notice
shall be pursuant to the rules of the State Employment Relations Board (OAC 4117-01-02).

The negotiations between the parties shall be in accordance with the provisions of Ohio Revised
Code chapter 4117.

Section 23.3 Dispute Resolution Process. In the event the parties cannot reach a new
Agreement, the Union and its members shall have the right to mediation, fact-finding and to
strike in accordance with the Provisions of Chapter 4117 of the Revised Code. For purposes of
this Agreement, the definition of "legislative body" under Section 4117.14 of the Revised Code
shall mean the Medical Center CEO Direct Report Team as it exists at the time of the fact-
finder's recommendation(s).
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Docusign Envelope ID: 90948289-2205-43F3-8400-3E1CF7475012

The parties here caused this agreement to be executed this _11th ~ day of _March , 2026.

On behalf of the Fraternal Order of Police, Ohio Labor On behalf of The Ohio State University:
Counsel. Inc.:

Mary K. Hall
Tracy Rader Senior Vice President for Talent, Culture and Human Resources
Senior Staff Representative Office of Human Resources
Signed by: 09““2"“’ by
mnid Simpson
Jacal PMLOVMW gﬁ@‘f(‘fc impson, Labor Relations Manager
JacSB PAIomb0 Office of Human Resources
Bargaining Committee Member Chief Spokesperson
Mike, Mandelbom
Mike Mandelkorn, Director
Health Systems Security
Bargaining Committee Member Ohio State University Wexner Medical Center
,//)Slgned by: ggm (»Mw
604@ téven Wollenberg, Associate Director
athiatt G it - Department of Public Safety
Bargaining Committee Member Medical Center Security Division

Ohio State University Wexner Medical Center
Ljru\., Deshenbonreyer

Ryan Westenbarger, Assistant Director

Bargaining Committee Member Department of Public Safety

Medical Center Security Division

Ohio State University Wexner Medical Center
Dustin. ) Batton

Dustin Batten, Assistant Director

Department of Public Safety

Medical Center Security Division

Ohio State University Wexner Medical Center
Enlka Pearsol
rika Pearsol-Christie, Senior Associate General Counsel

Office of Legal Affairs

Signed by:

KAte Cdtilson, Senior HR Consultant
Ohio State University Wexner Medical Center

(ollew. Fugp
Colleen Rupp, Employee and Labor Relations Manager
Ohio State University Wexner Medical Center

Maye Stoffl
arc Stotfel, Employee and Labor Relations Senior

Representative
Ohio State University Wexner Medical Center

Jim kousaie
Jim Rousaie, Manager 4, Compensation
Ohio State University Wexner Medical Center

S—
@wm Furdl
imeone Ferrell, Compensation Senior Consultant
Ohio State University Wexner Medical Center
——

St Stone
Steve Stotie, Compensation Consultant 1T
Office of Human Resources
Darius SMHA,
Darius Smith, Employee and Labor Relations Senior
Representative
Office of Human Resources
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	ARTICLE 15 HOURS OF WORK AND OVERTIME 
	Section 15.1 Regular Work Week. 
	Section 15.2 Overtime. 
	Section 15.3 Compensatory Time. 
	Section 15.4 Record Keeping. 
	Section 15.5 Report Back Pay. 
	Section 15.6 Mandated Overtime. 
	Section 15.7 Work Schedules. 
	Section 15.8 Training Assignments. 

	ARTICLE 16 COMPENSATION 
	Section 16.1 Base Wages. 
	Section 16.2 New Hire. 
	Section 16.3 Merit and Market Increases. 
	Section 16.4 Shift Differential. 
	Section 16.5 Promotions.
	Section 16.6 Field Training Officer. 
	Section 16.7 Court Time. 
	Section 16.8 Educational Benefits.
	Section 16.9 Specialty Certification Differential. 
	Section 16.10 Bonus Programs. 
	Section 16.11 Retention. 

	ARTICLE 17 VACATIONS 
	Section 17.1 Vacation Accrual. 
	Section 17.2 Accrual Schedule. 
	Section 17.3 Maximum Accrual of Vacation. 
	Section 17.4 Vacation Requests. 
	Section 17.5 Separation Payout. 
	Section 17.6 Survivor Benefit. 
	Section 17.7 Personal Days. 

	ARTICLE 18 HOLIDAYS 
	Section 18.1 Recognized Holidays. 

	ARTICLE 19 INSURANCE 
	Section 19.1 Insurance. 

	ARTICLE 20 SICK LEAVE 
	Section 20.1 Sick Time. 

	ARTICLE 21 OTHER LEAVES 
	Section 21.1 Personal Unpaid Leaves of Absence.
	Section 21.2 Time Off For Bereavement. 
	Section 21.3 Medical Leave of Absence. 
	Section 21.4 Paid Parental Leave.
	Section 21.5 Military Leave. 
	Section 21.6 Worker’s Compensation. 
	Section 21.7 Continuation of Benefits. 

	ARTICLE 22 UNIFORMS AND EQUIPMENT 
	Section 22.1 Uniforms and Maintenance. 
	Section 22.2 Uniform Replacement. 
	Section 22.3 Equipment. 
	Section 22.4 Additional Equipment. 
	Section 22.5 Negligence.

	ARTICLE 23 DURATION 
	Section 23.1 Duration. 
	Section 23.2 Negotiation Procedure. 
	Section 23.3 Dispute Resolution Process. 

	The parties here caused this agreement to be executed this11th day of March__, 2026. 
	On behalf of the Fraternal Order of Police, Ohio Labor Counsel. Inc.: 
	On behalf of The Ohio State University: 





