Village of Seville Government Meeting Minutes

Location: 120 Royal Crest Drive, Seville, OH 44273
Date: 11/04/2024

e Called to order at 7:13 p.m.
Present: Matt Sturgeon (Chair),Kathy Rhoads(Member), Dennis Gordon(Member), Randy Eby(Member),
Leslie Miller(Member), Brad Demiter (Absent)

e Mr. Ebay made a motion to approve the minutes from 10/07/2024, the motion was seconded and
carried. Minutes were approved as written.

e Amendment to the agenda: None.

e Privilege of the floor:
Kevin Bittaker asked to have emergency language for legislation
2024-62, 2024-36, 2024-24 needed to be passed at the upcoming Council Meeting to be held on
Monday November 12th. He gave information on why legislation needs emergency language passage.

ORDINANCES UNDER CONSIDERATION:

ORDINANCE NO. 2024-48

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
AMENDING THE VILLAGE OF SEVILLE'S SALARY AND BENEFITS CODE RELATED
TO MERIT RAISES FOR EMPLOYEES FOR THE YEAR 2025

This is 3rd readin

ORDINANCE NO. 2024-49

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
AMENDING THE VILLAGE OF SEVILLE'S SALARY AND BENEFITS CODE RELATED
TO WAGES OF EMPLOYEES OF THE VILLAGE OF SEVILLE FOR THE YEAR 2025.
This will provide a 2.5% over the current salary and wage level.

This is 3rd reading




ORDINANCE NO. 2024-50

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO, APPROVING,
ADOPTING AND ENACTING THE 2024 EDITION OF THE MODEL OHIO BASIC CODE,
PUBLISHED BY THE AMERICAN LEGAL PUBLISHING CORPORATION, FOR THE VILLAGE
OF SEVILLE, OHIO; REPEALING ORDINANCES IN CONFLICT THEREWITH; AND
PUBLISHING THE ENACTMENT OF NEW MATTER.

This is 3rd reading

ORDINANCE NO. 2024-51

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
AUTHORIZING THE MAYOR AND FISCAL OFFICER TO ENTER INTO A CONTRACT
FOR CLEANING SERVICE.

Exhibit Attached

This is 3rd reading

-ORDINANCE NO. 2024-52 :

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
REGULATING TOBACCO AND VAPE STORES.

This is 3rd reading

ORDINANCE NO. 2024-56

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
AUTHORIZING THE MAYOR AND THE FISCAL OFFICER TO ENTER INTO AN
AGREEMENT WITH THE BOARD OF COUNTY COMMISSIONERS OF MEDINA
COUNTY, OHIO RELATIVE TO THE PURCHASE OF MATERIALS.

This is 2nd reading

ORDINANCE NO. 2024-57

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
ESTABLISHING TEMPORARY APPROPRIATIONS OF THE YEAR 2025.
This is 2nd reading

ORDINANCE NO. 2024-58

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
APPROVING THE VILLAGE'S BUDGET FOR THE YEAR 2025.

This is 2nd reading




ORDINANCE NO. 2024-59

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
AMENDING THE SEVILLE VILLAGE ZONING MAP TO REZONE PPN:
012-21A-07-142 FROM R-2 TO R-4.

This is 2nd reading

ORDINANCE NO. 2024-60

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
AMENDING ORDINANCE 2013-08, AS AMENDED MODIFYING THE OFFICE HOURS
OF THE VILLAGE OF SEVILLE, AND “NO” EMERGENCY. LANGUAGE

This is 2nd

ORDINANCE NO. 2024-61

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
AMENDING ORDINANCE 2013-08, AS AMENDED, REGARDING THE COMPUTER
AND ELECTRONIC MEDIA POLICY OF THE VILLAGE OF SEVILLE, AND
DECLARING AN EMERGENCY.

This is the 1st reading

ORDINANCE NO. 2024-65

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO
AUTHORIZING THE MAYOR TO ENTER INTO A CONTRACT WITH THE MEDINA
COUNTY ECONOMIC DEVELOPMENT CORPORATION.

This is the 1st reading

ORDINANCE NO. 2024-66

AN ORDINANCE OF THE VILLAGE OF SEVILLE, MEDINA COUNTY, OHIO,
AMENDING ORDINANCE 2013-08, AS AMENDED ESTABLISHEING AN EMPLOYEE
HANDBOOK TO REVISE THE CREDIT CARD POLICY, AND DECLARING AN
EMERGENCY.

This is the 1st reading
RESOLUTION UNDER CONSIDERATION: NONE




NEW BUSINESS: NONE

OLD BUSINESS:

e Drug Free Workplace policy update review

Chief Burson had questions about new policy changes concerning employees involved in non-fault
accidents A copy of the Chiefs concerns are attached.

Adjourn: Mrs. Miller made a motion to adjourn which was seconded and carried.
The meeting was adjourned at 8:00 p.m.
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Seville Police Department

120 Royal Crest Dr., Seville, OH 44273 www.villageofseville.org
Business: 330.769.4003
Fax: 330.769.1356

Donald J. Burson
Chief of Police

November 6, 2024

Mayor Carter,

I have reviewed the proposed changes to the Drug Abuse and Alcohol Testing Policy for the
Village of Seville, and | have highlighted sections and concerns for discussion. My additions are
submitted from the viewpoint of one who must interpret the policy, usually after regular business
hours and often involving circumstances that seldom fit into text-book scenarios. Because failure
to follow the policy is termination, clarity on the application of the policy is crucial.

| have added my comments or concerns as footnotes to the policy for your review. Below is a
summary of the footnotes | have added throughout the document:

Clarification on Policy Scope: The footnote suggests more precise language around the
definition of safety-sensitive roles to avoid ambiguity, especially in how it applies to different
job functions. It also notes that the wording from the current policy that specifically includes
elected officials has been excluded.

Questions concerning the 4-hour limit: There's a footnote with cautionary thoughts about
“on call” workers who are paid extra to be on call. It also mentions that an employee who does
not want to be called in during foul weather or during Thanksgiving dinner has been provided
with an excuse to not come in without repercussions.

Mandatory Reporting of Convictions: A footnote highlights the different wording in the
policy and on the Employee Acknowledgement form concerning the required reporting of
convictions.

Failure to Attend Mandatory Training: A clarification of “valid reason.” Historically,
training sessions or meetings have not taken police schedules into consideration.
Pre-Employment Testing: Comments ask for clarification concerning contractors subject to
this policy.

Random Testing: Clarification is needed on how to handle employees who are not present or
scheduled to work and who have been selected for random testing. This has been a significant
issue in the past. It also questions whether the testing facilities are open 24 hours.

Post Accident Testing: Clarification is needed on what constitutes a “workplace accident,”
“injury,” and “significant damage.” This section is the most likely to be used, and there are many
questions about possible scenarios.



o Testing and Collection Procedures: Some questions about the wording and whether it
requires the Village to pre-determine a test type.

Your input on these footnotes is greatly appreciated. | encourage the Council to review the
highlighted sections and share any additional thoughts or concerns. My goal is to collaboratively
improve this policy so that it effectively balances workplace safety with employee rights.

Respectfully,
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I. STATEMENT OF POLICY

The Village of Seville ("Village") is committed to ensuring a safe, healthy, and productive work
environment for all employees, contractors, and the public. Substance abuse poses
significant safety and health risks, reduces productivity, and undermines the trust placed in
public employees. The misuse of alcohol, illegal drugs, and prescription medications can
impair job performance, create unsafe conditions, and limit the Village’s ability to deliver
services to the community.

To mitigate these risks, the Village established this Drug-Free Workplace Safety Program
(DFSP) in accordance with Ohio Revised Code § 153.03, Ohio Administrative Code 4123-17-
58, and applicable federal regulations, including the Drug-Free Workplace Act of 1988 and
the Omnibus Transportation Employee Testing Act of 1991. This policy applies to all
employees, including management, and includes mandatory drug and alcohol testing in
circumstances such as pre-employment, reasonable suspicion, post-accident, and return-
' to-duty. Random teéting is required for safety-sensitive positiohs. l

The Village is committed to providing education, training, and resources to help employees
understand their responsibilities under this policy as an important part of its overall safety
culture. The Village supports employees seeking help for substance abuse through the
Employee Assistance Program (EAP) and encourages voluntary participation in treatment
before workplace violations occur. However, participation in treatment does not excuse
policy violations. The unlawful use, possession, or distribution of drugs and alcohol will not
be without consequence. Violations will result in disciplinary action, up to and including
termination.

Il. Scope

A. Individuals Covered

This policy applies to all Village employees, contractors, subcontractors, volunteers, and
individuals conducting business with or on behalf of the Village'. The DFSP sets minimum
standards with provisions for stricter requirements in specific situations.

The Mayor of the Village of Seville shall choose a Designated Drug Coordinator to plan,
implement, administer, coordinate, and evaluate the Village's drug-free workplace policy.
This includes any testing and education programs developed for Village employees.

B. Substances Covered

'The language from the current policy, 2014-19 that states “The Policy applies to every employee including
elected officials and management...” has been removed. Was this an oversight or purposeful exemption?
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This policy regulates the use of:

1.

Ilegal Drugs: Any substance classified as illegal under state or federal law,
including those under Ohio's Schedule |-V classifications.

. Alcohol: Ethyl alcohol and beverages containing alcohol such as beer, wine, and

spirits.

. Marijuana: While Ohio law permits medical and recreational marijuana use, Village

employees are prohibited from using marijuana, as it may impair job performance
and compromise safety.

. Prescription and Over-the-Counter Medications: Medications that could impair

judgment or job performance, whether legally prescribed or purchased without a
prescription. Employees in safety-sensitive positions must disclose the use of any
medication that may affect their ability to perform their duties safely.

. Other Substances: Any legal or illegal substances, including recreational drugs,

that impair job performance or pose safety risks.

1ll. DEFINITIONS

The Village adopts the definitions of R.C. 3719.01; 3719.011; and Ohio Administrative Code
Rule 123:1-76-01 Drug-free workplace definitions of terms.

A. Controlled Substance: Any drug or substance classified under Schedules |-V of the
Controlled Substances Act, including narcotics, depressants, stimulants, hallucinogens,
cannabis, and any other chemical compound regulated under federal or state law.

B. Illegal Drugs: Substances that are illegal under federal or state law, including unauthorized
use of prescription medications.

C. Reasonable Suspicion: Observable behavior or evidence suggesting that an employee is
under the influence of drugs or alcohol in violation of this policy.

D. Safety-Sensitive Position: A job role where the employee’s actions can directly affect their
safety and the safety of others, such as operating vehicles or heavy machinery?.

E. Village Premises: Any property, facility, vehicle, or equipment owned, leased, or operated by
the Village.

2 Clarification: Does this include the office workers who operate vehicles to take deposits to the bank? What
about taking mail to the post office? The mayor frequently drives for official duties. Does this include the zoning
inspector?



3. Synthetic Drugs and Inhalants The use, possession, buying, selling,
manufacturing, or distribution of synthetic drugs (e.g., synthetic cannabinoids, bath
salts) orinhalants that can impairjudgment or job performance is strictly prohibited.

4. Marijuana: The use or possession of marijuana is prohibited, even if legalized for
medicinal or recreational purposes under state law. Marijuana is treated the same
as other Schedule | controlled substances under this policy.

B. Alcohol Use:

1. Consumption Consuming or possessing alcoholic beverages during work hours or
on Village property is prohibited, except for alcohol provided by the Village during
official Village-sponsored events.

2. Influence Employees must not be under the influence of alcohol while performing
job duties or on Village premises. Employees are prohibited from consuming
alcohol within four (4) hours prior to the performance of safety-sensitive job
functions?.

3. Off-Duty Conduct Employees are prohibited from engaging in off-duty alcohol or
drug use that negatively impacts work performance, safety, or the Village’s
reputation.

C. Impairment:

1. Medication Reporting to work under the influence of medication that impairs job
performance without prior disclosure and approval from a supervisor is prohibited.

2. Operating Equipment Operating any Village equipment or machinery while under
the influence of drugs, alcohol, or any impairing substance is strictly forbidden.

D. Testing Refusal and Tampering:

1. Refusal to Test Refusing to submit to a drug or alcohol test when required under the
policy is considered insubordination and may result in immediate termination.

2. Tampering with Testing Procedures Tampering with, altering, or attempting to
manipulate any part of the drug or alcohol testing process, including providing false
information or using another person’s sample, is strictly prohibited.

E. Failure to Report or Disclose:

3 Employees subject to call-in. How do you want to handle? An employee who doesn’t want to respond to an
event in the rain, cold weather, holiday, could simply say he had a beer %2 hour ago and can’t come in. What
about employees who are paid to be “on call” for the week?
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1. Failure to Report Medications: Employees using prescription or over-the-counter
medications that may impair job performance must inform their supervisor. Failure
to report such medications is prohibited and may lead to disciplinary action.

2, Failure to Report Criminal Convictions: Employees must report any drug or
alcohol-related criminal convictions to their supervisor within five (5) days. Failure
to report such convictions will result in disciplinary action, up to and including
termination®.

3. Failure to Attend Mandatory Training: Employees must attend all mandated
training sessions related to the substance abuse policy, workplace safety, and drug-
free workplace education. Failure to attend required training without a valid reason®
is considered insubordination and may result in disciplinary action.

V. DRUG AND ALCOHOL TESTING

The Village of Seville requires drug and alcohol testing under the following circumstances to
ensure workplace safety and compliance:

A. Circumstances for Testing:

1. Pre-Employment Testing: Required for all candidates for safety-sensitive positions,
including contractors®. Employment is contingent on passing the test. A candidate
has 72 hours to complete the test.

2. Random Testing’: Conducted on an unannounced basis for employees in safety-
sensitive positions. The annual number of tests will equal or exceed 50% of the total
number of employees subject to testing.

“ Note that the employee acknowledgement form says, “l will report any criminal drug statute conviction for a
violation occurring in the workplace no later than five days after such conviction.” This wording is consistent
with Ohio Administrative Code Rule 123:1-76-12 | Disciplinary action - federal drug-free workplace act of
1988. The rule states, in part, “..each employee in an agency receiving federal grant funds shall be required to
notify his/her agency head or the agency head's designee, within five calendar days after he/she is convicted
of a violation of any federal or state criminal drug statute, provided such conviction occurred at the workplace
or any location where the employee is working at the time of the incident which led to the conviction. “

5 What constitutes a “valid reason” and who decides if it is “valid.” Pre-scheduled vacation? Worked the night
before and scheduled to work that night?

8 Does this include the air conditioner repairman? Does it include the tree trimmers?

7 How to you handle employees who are called but who are not working? Karen Lucas demanded that we call
officers on their days off if their name was selected. Employees who are on time off/vacation/working nights?
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3. Post-Accident Testing®; Required for employees involved in workplace accidents
resulting in injury® or significant property damage. In addition, any other employee
whose performance could have contributed to the accident, as determined by the
Village of Seville using the best information available at the time of the decision, will
be tested.

>

Reasonable Suspicion Testing: Employees shall be subject to a drug and/or
alcohol test when Village of Seville has reasonable suspicion to believe that the
covered employee has used a prohibited drug and/or engaged in alcohol misuse. A
reasonable suspicion referral for testing will be made by a trained supervisor or
other trained company official on the basis of specific, contemporaneous,
articulable observations concerning the appearance, behavior, speech, or body
odors of the covered employee.

8 Post accident testing, lacking reasonable suspicion, creates all kind of logistical questions. If employees are
being randomly tested, why have automatic testing without any reasonable suspicion for every accident or
injury? Why invest all the time in training supervisors in impairment recognition? If a police officer sitting in
his cruiser is rear-ended by a drunk driver, does the officer have to get tested? Who arrests the drunk? What if
the officer is notin the car, but the drunk driver runs into it? Is he still “involved” in a crash? What if a streets
employee whacks a mailbox in the middle of the snowstorm? Does the policy require him to get tested? Does
a supervisor have to drive him - after all, aren’t we testing him to make sure that he is not drunk (even though
we’ve invested at least 3 hrs. of training in his supervisor on how to identify impairment)? If a supervisor is not
working, does he have to come in? Are test results immediate? Can the employee come back to work after
the test even without a result? If test results are confidential, how does the supervisor know the result of the
test?

Current policy 2014-19 also allows for management prerogative: “Management reserves the right to
determine who may have caused or contributed to a work-related accident and may choose not to test after
minor accidents if there is no violation of a safety or work rule, minor damage and/or injuries and no
reasonable suspicion.”

Current policy 2014-19 defines accidents: We consider an accident an unplanned, unexpected or unintended
event that occurs on our property, during the conduct of our business, or during working hours, or which
involves one of our motor vehicles or motor vehicles that are used in conducting Village business, or is within
the scope of employment, and which results in any of the following:

1. A fatality of anyone involved in the accident.

2. Bodily injury to the employee and/or another person that requires off-site medical

attention away from the Village's place of employment.

3. Vehicular damage in apparent excess of $X; or

4. Non-vehicular damage in apparent excess of $X.

® The policy does not define the term “injury.” https://www.merriam-webster.com/dictionary/injury :hurt,
damage or loss sustained. Does it include getting a splinter? Wind-blown debris in the eye? Stepping off a curb
and spraining an ankle? Is an employee “injured” if he is stung by a bee?

10 “Significant property damage” is subjective. Some policies define as requiring a tow truck or disabling
damage.
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5. Return-to-Duty and Follow-Up Testing: Required for employees returning to work
after a positive test or completion of a substance abuse treatment program. Follow-
up testing may continue for up to 24 months.

B. Testing And Collection Procedures*":

1. Alcohol Testing: Alcohol testing will be conducted using breath analysis by a
certified Breath Alcohol Technician (BAT). The initial test will be a screening test. If
the result is 0.02% or higher, a confirmation test will be conducted using an
Evidential Breath Testing device (EBT) approved by the National Highway Traffic
Safety Administration (NHTSA).

2. Drug Testing: Drug testing will be conducted using urine samples, collected under
strict chain-of-custody procedures to ensure the integrity of the sample. The
sample will be split into two containers: one for initial screening and one for
confirmation testing in case of a positive result. ' '

3. Laboratory Procedures: All drug testing will be performed by a laboratory certified
by the Department of Health and Human Services (HHS) or another recognized
accrediting body.

4. Medical Review Officer (MRO): All positive drug test results will be reviewed by a
qualified Medical Review Officer (MRO) before they are reported to the Village. The
MRO will contact the employee to discuss the test result and determine if there is a
legitimate medical explanation for the positive result.

5. Chain of Custody: The collection, handling, and analysis of specimens will follow
strict chain of custody procedures to ensure integrity and prevent tampering.

6. Notification and Recordkeeping: Employees will be notified privately of their test
results. The Village will maintain records of all tests, ensuring confidentiality and
adherence to federal and state privacy laws.

C. Testing Limits:

1. Alcohol Testing Limits: An alcohol concentration of 0.02% or greater will be
considered a positive result and constitutes a violation of this policy for employees

" The policy indicates that alcohol testing “will be conducted using breath analysis...” and that drug testing
“will be conducted using urine samples...” This infers that the Village must define which substance they want
to test for so as to identify which test to request — breath or urine. | have no knowledge if testing facilities even
have breath testing machines as they require weekly maintenance and certified operators. I’m reasonably
certain that Ohio Department of Health, who certifies police officers in breath testing, is not conducting these
exams for testing locations. If an employee submits to a urine test which tests positive for alcohol, can the
employee claim that the test is invalid because the policy states that alcohol testing is done by breath?
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in safety-sensitive positions. An alcohol concentration of 0.04% or greater will be
considered a positive result for all other employees and constitutes a violation of
this policy™.

2. Drug Testing Limits: The presence of any controlled substance in the employee's
system at detectable levels, as specified by the Substance Abuse and Mental
Health Services Administration (SAMHSA) or another appropriate regulatory body,
will be considered a positive result and a violation of this policy.

Substances Tested and Cut-Off Levels Reportable as a Positive Result

Substances Tested, ~ Imiial  Confirmatory
Amphetamines 500 ng/mL 250 ng/mL
Cocaine, | 150 ng/mL 100 ng/mL,
Ecstasy (MDMA) 500 ng/mL, 250 ng/mL
Marijuana (THC) ' - songmL 15 ng/mL
Opiates 2000ng/mL 12000 ng/mL
Note: This includes testing for morphine and
codeine.
Phencyclidine (PCP) | | 25ng/mL, 25 ng/mL,
Alcohol Breath Alcohol Content 0.04% or h‘igh“er
D. Testing Costs:

The Village will pay for the following controlled substances and alcohol tests: Pre-
Employment, Reasonable Suspicion, Post Accident, Random/Periodic and Village
requested Fit for Duty. Should a first test yield a positive finding of controlled substances,
the employee may request that a second verification test be performed on the original
sample, if available and still suitable for testing. The Village covers the cost of the verification
testifits resultis negative. The employee will cover the cost if the first test resultis confirmed
by a second positive on the verification test. All return to work and additional follow-up
testing will be at the employee's expense

VI.EMPLOYEE ASSISTANCE PROGRAM (EAP)

The Village of Seville provides access to an Employee Assistance Program (EAP) to support
employees dealing with substance abuse issues. The EAP is designed to help employees
maintain a healthy, productive work environment and offers the following services:

2 Why different levels? Appears to allow .039 BAC for an office employee.
11



VIL.

. Purpose and Function: The EAP provides confidential counseling, referrals, and

rehabilitation services to employees and their families to address substance abuse
and related issues. The program aims to support employees in overcoming substance
abuse problems while ensuring they can return to work safely and effectively.

. Administration and Referral Process: Employees who voluntarily acknowledge

substance abuse issues before these issues lead to disciplinary action are encouraged
to use the EAP. Seeking help proactively is encouraged and does not prevent
disciplinary action if a policy violation occurs. Supervisors may refer employees to the
EAP if substance abuse is suspected based on performance or conduct issues.

. Confidentiality: All information related to EAP participation, including test results,

treatment records, and referrals, will be kept confidential in compliance with state and
federal law. Records will be accessible only to individuals with a legitimate need to

'know or as required by law.

. Return to Work and Follow-Up: Employees who successfully complete an approved

substance abuse treatment program must pass a return-to-duty test before resuming
work. They may also be required to participate in aftercare programs and undergo
periodic unannounced follow-up testing for up to 24 months.

. Leave Allowance: Employees may be granted excused absences for EAP-related

counseling sessions, subject to Village policies and the approval of the Substance
Abuse Policy Coordinator. Additional absences for treatment or rehabilitation must be
charged to the appropriate leave category as per Village regulations.

REPORTING OF CRIMINAL DRUG CONVICTIONS

. Mandatory Reporting Requirements:

1. Employee Obligation: Any employee who is convicted of a criminal drug or alcohol
offense, including but not limited to driving under the influence (DUI), possession,
distribution, or manufacturing of controlled substances, must report the conviction
to their immediate supervisor and the coordinator within five (5) calendar days of
the conviction™3.

3 Note that the wording is different on the Employee Acknowledgement form. On that form, the employee
acknowledges “/ will report any criminal drug statute conviction for a violation occurring in the workplace no
later than five days after such conviction.” The acknowledgment form does not mention alcohol or controlled
substance convictions outside of the workplace.
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Consent to Policy Changes

| understand that the Drug-Free Workplace Policy may be amended, and | agree to abide
by all future changes as communicated. My continued employment is contingent upon
compliance with these changes.

Employee Assistance Program (EAP)

| acknowledge that The Village of Seville provides access to an Employee Assistance
Program (EAP), offering support for substance abuse issues. | understand the importance
of seeking help early and am aware of how to access these services.

Notification of Convictions

| will report any criminal drug statute conviction for a violation occurring in the
workplace™ no later than five days after such conviction.

Employee Commitment

By signing below, | agree to abide by the guidelines of the Drug-Free Workplace Policy. |
commit to maintaining a safe and healthy work environment and understand my
responsibilities under this policy.

Employee Signature

Signature: Date:

Department Head Verification

| verify that the employee named above has been provided with and has acknowledged
their understanding and acceptance of the Drug-Free Workplace Policy.

Department Head Name:

Signature: Date:

4 Reporting requirement elsewhere in this document do not specify “occurring in the workplace.”

21



REASONABLE SUSPICION DETERMINATION REPORT

Employee Name: Employee ID/SSN:

Date/Time of Observation: / /

AM/PM

Date/Time of Determination to Test: / / AM/PM

Observed Indicators of Prohibited Drug Use/Alcohol Misuse

Reasonable Suspicion determinations must be based on specific, contemporaneous, articulable
observations concerning the appearance, behavior, speech, or body odor of the safety-sensitive
employee®. ' ‘ ‘ ‘

Check all indicators observed:

Physical Indicators Behavioral Indicators Speech Indicators
O Bloodshot or watery eyes Q Fidgety/agitated Q Slurred or slowed speech
Q Flushed or very pale Q Irregular breathing Q Loud, boisterous
complexion O Nausea/vomiting Q Incoherent, nonsensical
Q Extensive sweating/skin Q Slow reactions Q Repetitious, rambling
clamminess Q Unstable walking Q Rapid, pressured
Q Dilated or constricted Q Poor coordination O Excessive talkativeness
pupils QO Hand tremors Q Exaggerated enunciation
Q Disheveled Q Suspicious, paranoid  Q Cursing, inappropriate
clothing/unkempt O Depressed, speech
grooming withdrawn Q Inability to concentrate
O Unfocused, blar.1k stare QO Lackadaisical attitude QO Impulsive, unusual
Q Runny or bleeding nose QO Irritable, moody risk-taking
Q Jerky eye movement O Extreme fatigue O Delayed decision-making
QO Body odor Q Reduced alertness

Written Summary
Summarize the facts and circumstances surrounding the incident. Attach additional
sheets as needed.

S Why would reasonable suspicion testing be limited to “safety-sensitive employees?”

24



Parker Solutions and Consulting

50 S Main Street, 10 FL, Akron, OH 44308
330 203-1599 | Fax 330 325-4452
JVParker@ParkerSandC.com

Chief Donald J. Burson
Seville Police Department
120 Royal Crest Dr.
Seville, OH 44273

November 8, 2024
Thank you for your feedback on the proposed policy.

I reviewed the concerns and the footnotes. Overall, almost every question is answered in the
training that must accompany these policies.

The training uses the organization's policies and tailors the required materials for its internal
procedures. This policy is designed to outline safety commitment and requirements for
employees.

For example, the Village already has procedures for absences and when they are considered
"valid". The training would incorporate the existing procedures when discussing valid
reasons for an employee not being in attendance for something. The Village also has
procedures for who is "on call”, and that would apply to employees who are on notice to
abstain from consuming alcohol at certain levels.

The training is designed to discuss the nuances of responsibilities and procedures based on
the person's role in the Village.

e Employee Education covers basics of a safe workplace and options for employees.

e Supervisor Training is in addition to that training and goes in depth into reasonable
suspicion, documentation, employee confrontation, and responding to positive
results.

Summary Responses:

Clarification on Policy Scope: The footnote suggests more precise language around the
definition of safety-sensitive roles to avoid ambiguity, especially in how it applies to different
job functions. It also notes that the wording from the current policy that specifically includes
elected officials has been excluded.

The definition for Safety-Sensitive position is: "Safety-sensitive position or function"
means any job position or work-related function or job task designated as such by

the employer, which through the nature of the activity could be dangerous to the







