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ARTICLE I PREAMBLE/PURPOSE

1.1 This Agreement, entered into by the Ashtabula County Commissioners, hereinafter
referred to as the “Employer” and the Ohio Council 8, AFSCME, AFL-CIO Local 3781,
hereinafter referred to as the “Union”, has as its purpose the following:

To comply with the requirements of Charter 4117 of the Ohio Revised Code; and to set
forth the full and complete understandings and agreements between the parties governing the
wages, hours, terms and other conditions of employment for those employees included in the
bargaining unit as defined herein.

ARTICLE 2 UNION RECOGNITION

2.1 The Employer recognizes the Union as the sole and exclusive representative for those
employees included in the bargaining unit. Wherever used in this Agreement, the term
“bargaining unit” shall be deemed to include: All employees hired at the discretion of the
Ashtabula County Board of Commussioners including the following positions: Inspector I,
Inspector II, E 9-1-1 Coordinator/Planner Trainer, Customer Service Tech I, Utility Coordinator,
Treatment Plant Operator I, Treatment Plant Operator II, Treatment Plant Operator I, Treatment
Plant worker 1, Treatment Plant Worker I, Treatment Plant Maintenance Mechanic, Sewer
Inspector, Planner I, Equipment Operator, Planner II, Grant Specialist, Dog Warden, Deputy
Director EMA, Administrative Assistant, Administrative Secretary I, Administrative Secretary I,
Account Clerk I, H and I, Maintenance Mechanic, Lead Maintenance Worker, Maintenance
Worker 11, Custodian/Maintenance Worker, Custodian, Clerical Specialist I, Clerical Specialist
II, Clerk I, and Lead Maintenance Coordinator/Sanitary. It is understood that this list of
positions is for purposes of recognition only and does not obligate the Employer to fill the
position. Employee classifications and pertinent pay grades at the time this Agreement was
entered is attached as Appendix A.

2.2 Excluded from the bargaining unit shall be: all management-level employees,
professional employees, confidential employees, casual employees, temporary, seasonal
employees and supervisors as defined in the Act, all employees working at Eastern and Western
County Court and all other employees of the Employer.

2.3 Should new positions be established, the Emplover will notify the Union as to the
Emplover’s determination as to the bargaining unit status of the position. Should the Union
disagree with the determination. the parties will meet to review the issues. In the event the parties
fail to reach agreement within thirty (30) days of notification, the issue may be submitted to the
State Employment Relations Board by either party for final resolution.

2.4 The Employer shall establish wage rates for any new bargaining unit positions based upon
an appropriate differential from existing positions. Should the Union disagree with the rate
established, it may file a grievance at Step 3 of the grievance procedure,
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ARTICLE 3 NON-DISCRIMINATION

3.1 The employer and the Union agree to comply with all applicable Federal, State and Local
laws regarding non-discrimination based upon age, sex, race, color, creed, national origin,
disability, gender identity, genetic information, military status, sexual orientation or ancestry.
Further, neither the Employer nor the Union shall discriminate against any bargaining unit
employee on the basis of membership or non-membership in the union.

3.2 The Employer and Union agree that the facilities of the Employer shall be free from
sexual harassment in relationships between Employer and employee, and employee and the

public.

ARTICLE 4 MANAGEMENT RIGHTS

4.1 The Union recognizes the right and authority of the Employer to administer the business
of the County offices in addition to other functions and responsibilities which are required by
law, the Union recognizes that the Employer has and will retain the full right and responsibility
to direct the operations of the department, to promulgate reasonable rules and regulations and to
otherwise exercise the prerogatives of management, which more particularly include but are not
limited to the following:

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

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

C. To determine the department’s goals, objectives, programs and services, and to
utilize personnel in the manner designed to effectively meet these purposes;

D. To determine the size and composition of the work force in the Employer’s
organizational structure, including the right to relieve employees from duty due to
lack of work or lack of funds.

E. To determine the hours of work and work schedule required to most efficiently
operale.
E. To determine when a job vacancy exists, the duties to be included in all job

classifications, and the standards of quality and performance to be maintained.

G. To determine the necessity to schedule overtime and the amount required thereof.
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H. To maintain the security of records and other important information.

L To determine and implement necessary actions in emergency situations.

T, To maintain and improve the efficiency and effectiveness of the Employer’s
pperations.

K. To determine and implement necessary actions in emergency situations.

The above rights are subject to the restrictions and regulations governing the exercise of
these rights as are expressly provided in this Agreement.

4.2 The Union recognizes and accepts that all rights and responsibilities of the Employer not
specifically modified by this Agreement or ensuing Agreements shall remain the exclusive

functions of the Employer.

ARTICLE 5 UNION REPRESENTATION

5.1 The Employer agrees to admit not more that two (2) Union staff representatives to the
Employer’s facilities during the Employers normal business hours, Monday through Friday. The
staff representative(s) shall be admitted to the Employers facilities and sites, for the purpose of
processing grievances or attending meetings as permitted herein, providing advance notice is
given to the Employer. Upon arrival, the Union staff representative shall identify him/herself to
the Employer or the Employer’s designated representative. Such visitation shall not interfere with
the work of employees, nor interrupt them from their normal work assignments.

5.2 The Employer shall recognize as Union Stewards all employees certified by the Union
with the authority to process grievances and act on behalf of the Union. A list of certified Union
Stewards shall be submitted to the County Administrator and shall remain in effect until a
replacement list of certified Union Stewards is submitted. The Union shall be responsible for
maintaining a current list on file with the Employer.

5.3 The Union shall provide to the Employer an official roster of its officers and local Union
stewards which is to be kept current at all times and shall include the following:

Name

Address

Home telephone number
Union office held

Rl

No employee shall be recognized by the Employer as a Union representative until the
Union has presented the Employer with written certification of that person’s selection.

54  The investigation and writing of grievances shall be on duty time. If grievance hearings
are scheduled during an employee’s regular duty hours, Union officers, grievants, and employee
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witnesses whom are directly involved with the investigation and/or the grievance shall suffer no
loss of pay while attending such hearings.

Reasonable time shall be granted to one (1) steward and the grievant(s) involved to
investigate and write grievances during on-duty time. Use of such time shall be with prior
approval of and notice to, the appropriate supervisors. Use of such time shall normally be during
the last one and one-half (1 1/2) hour of the working day unless other tines are mutually agreed
to. Approval for the use of time shall not be unreasonably denied.

5.5  Rules governing the activity of Union representatives are as follows:

L. The Union agrees that no official of the Union, employee or non- employee, shall
interfere, interrupt, or disrupt the normal work duties of other employees. The
Union further agrees not to conduct Union business during working hours except
to the extent specifically authorized herein. A steward shall notify his/her
supervisor prior to leaving the workstation, indicating the reason and the member
of management with whom he/she is meeting.

2. The Union shall not conduct Union activities in any work areas without notifying
the supervisor in charge of that area of the nature of the Union activity.

3. The Local Union President or an authorized Union Local Official is permitted
occasional and infrequent instances where he or she may discuss issues related to
the administration of the Union Agreement without violating the terms of this
agreement. Occasional and infrequent instances include short duration and does
not keep a bargaining unit employee from performing duties related to his/her
position.

4. The Union employee official (President, Vice-president or Steward) shall cease
unauthorized Union activities immediately upon the request of the supervisor of
the area where the Union activity is being conducted or upon the request of the
Employee’s immediate supervisor.

5.6 The Union shall have the right and opportunity to hold an orientation session with all
newly hired employees. This orientation session shall be for the purpose of explaining the new
employee’s contractual rights and introducing him/her to the Union. The orientation will be held
within twenty-eight (28) days of the employee’s hire date and shall be during working hours at a
time agreed by the employees’ immediate supervisor, not to exceed one hour (1) in duration.

57 The Employer agrees to deduct voluntary contributions to the American Federation of
State, County and Municipal Employee’s International Union’s Public Employees Organized to
Promote Legislative Equality (PEOPLE) Committee from the pay of an employee, upon receipt
from the Union of an individual written authorization card, voluntarily executed by the
employee.
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The contribution amount will be certified to the Employer by the Union. Monies
deducted shall be remitted to the Union within ten (10) days of the date they are deducted.
Payment shall be made to the Treasurer of PEOPLE and transmitted to:

AFSCME, AFL-CIO
P.O. Box 65334
Washington, D.C. 20035

The payment shall be accompanied by an alphabetical list of the names of those
employees for whom a deduction was made and the amount of each deduction. This list must be
separate and apart from the list of employees who had Union dues deducted and the list of
employees who had fair share fees deducted.

An employee shall have the right to revoke such authorization at any time by giving
written notice to the Employer and the Union. The Employer’s obligation to make deductions
shall terminate automatically upon receipt of revocation of authorization or upon termination of
employment or transfer to a job classification outside the bargaining unit.

All PEOPLE contributions shall be made as a deduction separate from the dues and Fair
Share Fee deductions.

5.8  This Agreement is entered into by the Ashtabula County Commissioners and Local 3781,
AFSCME, Ohio Council 8, AFL-CIO, to ensure an environment of labor peace at the Employer’s
premises during the exercise by the Employer’s employees of their rights under ORC 4117, the
Ohio Public Employees Collective Bargaining Act, and to avoid any picketing or economic
action directed against the Employer during any organizing campaign.

The Employer and the Union mutually recognize that Ohio law guarantees workers the
right to form, join, or select any labor organization to act as the workers’ exclusive bargaining
representative for the purpose of collective bargaining with the Employer or to refrain from such
activity.

The Employer agrees that it will not take any action, make any statement, hold any
meeting or do anything which will directly or indirectly say or imply that the Employer opposes
unionization by its employees. The Union agrees it will not coerce any worker in its efforts to
obtain authorization cards.

If the Union provides written notice to the Employer of its intent to organize the
Employer’s employees, the Employer will not interfere with or deny the Union access to its
premises.

Within five (5) working days following the receipt of the Union’s written notice to

organize the Employer’s employees, the Employer will furnish the Union with a complete list of
all workers in all job classifications in order for the parties to ascertain and agree upon an
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appropriate bargaining unit. The Employer will designate which workers are full time, part time,
supervisory or management employees.

‘The Union may request recognition as the exclusive bargaining representative for all
employees, excluding supervisors and managers. Within five (5) working days after this request,
the parties will select an arbitrator who is mutually agreeable to both parties. The arbitrator will
be a neutral third party who will conduct a card check of the authorization cards within ten (10)
working days of the arbitrator’s selection. If the card check shows a majority of the employees
has selected or designated the Union as its bargaining representative, the Employer agrees it will
not file an objection to any petition for voluntary recognition filed by the Union with the State
Employment Relations Board to represent those employees or where appropriate will execute a
joint petition for amendment of certification to accrete the employees into the existing bargaining
unit.

The parties agree any disputes concerning the application or interpretation of this
agreement will be referred to expedited arbitration. The arbitration will convene within ten (10)
working days of the dispute. The arbitrator will be the neutral third party selected to conduct the
card check. The arbitrator shall have the authority to order the non-compliant party to comply
with this agreement.

ARTICLE 6 DUES DEDUCTION AND FAIR SHARE FEE

6.1  The Employer agrees to deduct Union membership dues in accordance with this Article.

6.2 The Employer agrees to deduct regular Union membership dues once each pay period
from the pay of any employee in the bargaining unit eligible for such deduction upon receiving
written authorization signed individually and voluntarily by the employee. The signed payroll
deduction form (see Appendix B) must be presented to the Employer by the employee or the
Union. Upon receipt of the proper authorization, the Employer will deduct Union dues from the
employee’s check for the next pay period in which dues are normally deducted following the pay
period in which the authorization was received by the Employer.

6.3 The Employer shall be relieved from making such Individual “check-off” deductions
upon an employee’s:

(1) Termination of employment;

(2)  Transfer to a job other than one covered by the bargaining unit;
3 Layoff from work;

{43 An unpaid leave of absence;

(5) Written revocation of the check-off authorization.

6.4  The Employer shall not be cbligated to make dues deductions from any employee who,

during any pay period involved, shall have failed to raceive sufficient wages to make all legally
& £ & f=] <
equired deductions in addition to the deduction of Union dues.
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6.5 The parties agree that neither the employees nor the Union shall have a claim against the
Employer for errors in the processing of deductions, unless a claim of error is made to the
Employer in writing within sixty (60) days after the date such an error is claimed to have
occurred. If it is found an error was made, it will be corrected at the next pay period that the
Union dues deduction would normally be made by deducting the proper amount.

6.6 The rate at which dues are to be deducted shall be certified to the Employer by the
Treasurer of the Union during January of each year. One (1) month advance notice must be given
the Employer prior to making any changes in an individual’s dues deductions. The Employer
shall remit the aggregate of Union dues deductions and a list of employees from whom dues have
been deducted within ten (10) days of payroll date to: Ohio Council 8, 741 East Broad Street,
Columbus, Ohio 43205, Attention: Controller.

6.7  Employees who are members of the Union may cancel dues deduction by directing a
certified letter to the Union and the Employer in the fifteen (15) day period prior to the expiration
of this Agreement.

6.8 Each bargaining unit employee who is not a member of the Union shall, as a condition of
employment, pay a fair share fee to the Union. The fair share fee obligation shall commence on
the 61* calendar day of employment.

6.9  Fair share fees shall be paid by automatic payroll deduction. Fair share fee deductions do
not require prior authorization from the affected employees. Fair share fees shall be deducted in
amounts determined by the Union in accordance with ORC 4117, et seq. 6.10  Fair share fee
payroll deductions and transmittals shall be made in the same manner provided herein for dues
deductions. The Employer shall provide the Union an alphabetical list of the names and
addresses of each employee on whose account a fair share fee was deducted during the previous
month including the amount of the deduction.

6.10  The Union hereby agrees that it will indemnify and hold the Employer harmless from any
claims, actions or proceedings by any employee arising from deductions made by the Employer
pursuant to this Article. Once the funds are remitted to the Union, their disposition thereafter
shall be the sole and exclusive obligation and responsibility of the Union.

ARTICLE 7 NO STRIKE/NO LOCKOUT

7.1 The Employer and the Union agree that the Agreement provides machinery for the orderly
resolution or grievances. The parties, therefore, agree to the following:

Al The Union agrees that the local union will within two (2) weeks of the date of the
signing of this Agreement, serve upon the Employer a written notice, which will
list the Union’s authorized representative who will deal with the Employer and
make commitments for the Union.
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B. The Union further agrees that neither it, its officers, agents, representatives, or
members will authorize, instigate, cause, aid, condone, or participate in any strike,
sympathy strike, work stoppage, or any other concerted activities which interrupt
the operations or services of the Employer by its members during the life of this
Agreement.

C. In the case of an unauthorized work stoppage or slowdown, the Employer may
impose discipline without regard to the procedures or limits established under
Section 4117.23 of the Ohio Revised Code. Employees who wish to grieve the
imposition of discipline shall do so through the grievance procedure established
herein, and may not appeal such discipline through the procedure established
under Section 4117.23 of the Ohio Revised Code.

7.2 The Employer agrees that neither it, its officers, agents or representatives, individually or
collectively, will authorize, instigate, cause, aid or condone any lockout of members of the

Union.

ARTICLE 8 PROBATION PERIODS

8.1 Every newly hired employee will be required to successfully complete a probationary
period. The probationary period for new employees shall begin on the first day for which the
employee receives compensation from the Employer. The probationary period for newly hired
full time employees shall be one hundred eighty (180) calendar days, and for newly hired part-
time employees shall be one thousand fifty (1,050) hours of work. A newly hired probationary
employee may be disciplined and/or terminated any time during his/her probationary period and
shall have no right to appeal any discipline through the Grievance Procedure or to the State
Personnel Board of Review.

8.2 A newly promoted employee will be required to successfully complete a probationary
period in his/her newly appointed position. The probaticnary period for a newly promoted
employee shall begin on the effective date of the promotion and shall continue for a period of
ninety (90) calendar days for full time employees, and five hundred twenty-five (525) hours of
work for part-time employees. A newly promoted employee whose performance is unsatisfactory
may be returned to their former position any time during the probationary period.

ARTICLE S WORK RULES/REGULATIONS

9.1  The Union recognizes that the Employer, under this Agreement, has the right to
promulgate reasonable work rules, regulations, policies and procedures, which regulate the
conduct of employees, and the conduct of the Employer’s services and programs. The Union
and/or employees reserve the right to grieve the implementation of work rules, regulations,
policies and procedures which violate this Agreement.
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9.2 Atleast five (5) days prior to implementation of any employee work rule, regulation,
policy, or procedure which affects members of the bargaining unit, the Employer shall post a
copy and forward a copy to the President of the local Union or his/her designee.

9.3 The Employer recognizes and agrees that no work rules regulations, policies or
procedures shall be maintained or established that are in violation or any expressed terms or
provisions of this Agreement. The Union may request a special labor management meeting for
the purpose of discussing the rules with management.

9.4  Management shall not perform the job duties of bargaining unit employees on a regular
basis for the purpose of displacing bargaining unit employees, however, they may be assigned
bargaining unit duties whenever the Employer determines it is necessary due to emergency or
extreme conditions, or on a short term basis for the purpose of training.

ARTICLE 10 APPLICATION OF THE OHIO CIVIL SERVICE LAW

10.1  Except as otherwise expressly provided herein, Section 124.01 through 124.56 and
section 9.40 of the Civil Service laws contained in the Ohio Revised Code do not apply to
employees the bargaining unit. It is expressly agreed that the Ohio Department of Administrative
Services and the State Personnel Board of Review shall have no authority or jurisdiction as it
relates to employees in the bargaining unit.

ARTICLE 11 DISCIPLINARY PROCEDURES

11.1  No form of disciplinary action will be taken against any employee, except for just cause.

11.2  To the extent practical, discipline shall be applied in a corrective, progressive, and
uniform manner.

Progressive discipline shall take into account the nature of the violation, the employee’s record of
discipline, and the employee’s record of conduct. A single act of serious misconduct may result
in termination.

11.3  Whenever the Employer determines that an employee will be issued a written warning,
lose time or pay, or be terminated for disciplinary reasons, the Employer shall serve a notice of
discipline on the employee and the Union President. The notice will advise the employee of the
exact nature of the charge and what form of discipline may be imposed. Such notice shall be sent
to all parties within thirty (30) working days after the date the Employer has completed the
investigation of the event necessitating or allegedly causing the disciplinary action. For this
purpose, “Working days” shall be defined as Monday through Friday, excluding legal holidays.
No discipline can be imposed unti] after the Notice of Discipline is delivered to the employee and
the Union President.

The employee may be accompanied by a Union steward or officer during the disciplinary
meeting. Should the employee not wish to be represented by the Union, a Union Representative
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shall be allowed in the disciplinary meeting as an observer, only. The employee shall have an
opportunity to respond orally to the charges prior to discipline being imposed, or may have the
Union Representative present his/her response. Any resolution to the disciplinary action by the
employee and the Employer shall be consistent with the terms and provisions of this Agreement.
An employee who receives a written warning, loses time or pay, or is terminated may file a
grievance at Step 2 of the Grievance Procedure, and may have a conference with a Union steward
or officer for the purpose of completing a grievance form prior to leaving the Employer’s
premises.

11.4  Records of disciplinary action shall cease to have force and effect or be considered in
future discipline matters according to the following schedule:

Instruction and Cautioning  Twelve (12) months
Written Warning Eighteen (18) months
Suspension Twenty-four (24) months

In the event the employee is disciplined through Instruction and Cautioning or by Written
Warning for a similar or related offense during the above time period, the previous record of
disciplinary action will remain active until all records of discipline for a similar or related offense
expire. If an employee receives a suspension, it will remain active until twenty-four (24) months
have elapsed without any other disciplinary action of any type.

Previous disciplinary action involving past instances of racial or sexual harassment, theft,
stalking, sale of drugs while on duty, workplace violence, or use of weapons will remain for
future consideration.

11.5 The Employer agrees that all disciplinary procedures shall be carried out in private and in
a businesslike manner.

11.6  Employees shall not lose holiday pay by virtue of being absent the day before and/or the
day after the holiday if the absence is due to being on suspension.

11.7  Anemployee may request an opportunity to review their personnel record during non-
work times except for pre-employment letters of reference and confidential medical information
as covered by law, and may add memoranda to the files clarifying any documents contained in
the file. An employee may have an officer or representative member of the Union present when
reviewing his/her file. A request for copies of items included in the file will be honored, except
for documents noted above. An employee may request removal of specific items in his/her file,
which request would be subject to review by the Employer or designee on a case by case basis.
Items will be removed as permitted by law. All items in an employee’s file with regard to
complaints and investigations will be clearly marked with respect to final disposition.
Employees shall be notified when written reprimands are placed in their personnel files.

11.8  Material contained in an employee’s personnel file related to discipline or allegations of
misconduct will not be used against the employee in subsequent disciplinary action unless the
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employee has seen and/or signed the material. The signing of any materials placed into an
employee’s personnel record is not to be construed as consent to its truthfulness, but only an
acknowledgement that it has been seen.

ARTICLE 12 GRIEVANCE PROCEDURE

12.1  The grievance procedure is a formal mechanism intended to assure that grievances are
fe) &
promptly heard, answered and appropriate action taken to correct a particular situation.

12,2 The term “grievance” shall mean an allegation by an employee that there has been a
breach, misinterpretation, or improper application of this Agreement.

12.3 A grievance under this procedure may be brought by any employee. Where a group of
employees file a grievance involving a situation affecting each employee in the same manner,
one employee selected by such group will process the grievance. However, all participating
employees must sign the grievance. The Union may file a grievance on behalf of all members
without individual signatures.

124 All grievances must be processed at the proper step in the progression in order to be
considered at the subsequent step. Any grievance that is not timely appealed to the next step of
the procedure will be deemed to have been settled on the basis of the Employer’s answer at the
last completed step. Any grievance not answered by Management within the stipulated time
limits shall be considered to have been answered in the negative and may be appealed to the next
step of the Grievance Procedure. A workday, as used in this article, excludes Saturday, Sunday
and the holidays set forth in Article 23.

12.5 The written grievance shall be submitted on the grievance form attached as Appendix C,
which shall contain the following information:

aggrieved employee’s name;

aggrieved employee’s classification;

name of employee’s immediate supervisor;

date and approximate time of incident giving rise to grievance;

date grievance was first discussed;

date grievance was filed in writing at Step 1;

a statement as to the specific articles and sections of the Agreement violated,
a brief statement of the facts involved in the grievance; and

the remedy requested to resolve the grievance.

sl

S

o oo

12.6  The time limitations provided for in this article may be extended by mutual agreement
between Employer and the Union.

12.7  Grievances shall be processed in the following manner:
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Informal Step:

An emplovee having a grievance will first raise the complaint verbally with the
employee’s Supervisor within ten (10) weorking days of the employee’s knowledge of the
incident giving rise to the grievance. The supervisor shall discuss the grievance with the
employee and within ten (10) working days of their discussion respond to the employee in
writing. If the employee is not satisfied with the response given by the supervisor, the employee
shall, within ten (10) working days after receiving the written response, reduce the grievance to
writing on the agreed form (Appendix C) and submit it at Step 1. Where an employee reports
directly to the Department Head the grievance may be presented directly to Step 2.

Step 1 - Department Head:

The Department head, within ten (10) working days of receipt of a written grievance,
shall schedule and notify the Union steward of a formal meeting with the employee filing the
grievance. Prior to this meeting taking place, the Department Head shall make a complete and
thorough investigation of all the allegations contained in the grievance. The Department Head
shall provide the employee with a written response to the grievance within ten (10) working
days of the meeting. If the employee is not satisfied with the written response from the
Department Head, the employee may, within ten (10) working days, pursue the grievance to
Step 2 of the procedure.

Step 2 - County Administrator:

The County Administrator or designated representative shall meet on a date mutually
scheduled between the grievant, Union and County Administrator, but not more than ten (10}
working days after appeal to Step 2, to discuss the grievance. Within ten (10) working days
after the meeting, the County Administrator or designated representative shall provide the
employee and the Union with a written response to the grievance.

Step 3 - Arbitration

The Union may request mediation of any issue that is not resolved at Step 2. The request
must be made within ten (10) working days after the Step 2 response is issued. The Employer
has ten (10) working days to respond to the request for mediation. If the Employer declines
mediation, the Union must file a notice of intent to arbitration within ten (10) working days. If
the Employer agrees to mediate the grievance, the time for appealing to arbitration is extended to
ten (10) working days after mediation is complete. All mediation under this section will be
conducted according to the following rules.

» Mediation will not be used unless agreed by both parties.

s Consent to mediate can be withdrawn by either party at any time.

» The mediator will be selected by mutual agreement, or failing that, by requesting a
list of mediators from the Federal Mediation and Conciliation Service and striking
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names with the Employer striking first, until one name remains. The cost for
mediation will be shared equally by the Union and the Employer.

» The mediation will be informal, the mediator will be allowed to utilize all
common mediation techniques, a verbatim record will not be kept, formal rules of
evidence will not apply, and any written evidence submitted to the mediator will
be returned at the conclusion of the mediation to the party submitting it.

e Should the grievance remain unresolved at the conclusion of mediation the
mediator will provide an opinion of the likely outcome of the case at arbitration,
however the opinion is not binding and inadmissible at a subsequent arbitration,
as is anything said or done by the mediator.

» No offer of settlement made by either party during the mediation process can be
referenced or introduced as evidence in a subsequent arbitration of the unresolved
grievance.

In the event the grievance is not referred to arbitration within the time limits prescribed
above, the grievance shall be considered resolved based upon the second step answer. If the
grievance is timely referred to arbitration the following procedures apply.

There is hereby created a panel of arbitrators for the selection of an arbitrator to hear
grievances pursuant to this procedure. Those individuals appointed to this panel are as follows:
1) James Mancini, 2) Patricia Bittel, 3) Dennis Byrne, 4) Rob Stein, and 5) David Pincus.

The parties shall consult and select an arbitrator within ten (10) working days, or longer
as agreed by the parties, from the panel of arbitrators set forth above. Selection shall be made
by the alternative strike method.

The Union shall be the first to strike a name from the panel, then the other party shall
strike a name and alternate in this manner until one name remains on the panel. The remaining
name shall be designated as the Arbitrator to hear the dispute in question. All procedures relative
to the hearing shall be in accordance with the rules and regulations of the American Arbitration
Association.

The Arbitrator shall hold the arbitration promptly and issue his/her decision within thirty
(30) days from the date the record is closed. The arbitrator shall limit his/her decision strictly to
the interpretation, application or enforcement of those specific articles and/or sections of this
Agreement in question. The arbitrator’s decision shall be consistent with applicable law.

The Arbitrator shall not have the authority to add to, subtract from, modify, change or
alter any provision or terms of this Agreement, nor add to, subtract from or modify the language
therein arriving at his/her determination on any issue presented that is proper within the
limitations expressed herein.

The Arbitrator shall expressly confine him/herself to the precise issues submitted for
arbitration and shall have no authority to determine any other issues so submitted to him/her or to
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submit observation or declaration of opinion which are not directly essential in reaching a
decision on the issue in question.

Except in the instance where Management has established a new classification, the
Arbitrator shall not establish any new or different wage rates not negotiated as part of the
Agreement. In cases of discharge or of suspension, the arbitrator shall have the authority to
recommend modification of said discipline. In the event of a monetary award, the Arbitrator
shall limit any retroactive settlement to the date the incident giving rise to the grievance, but in
no event more than twenty-one (21) calendar days prior to the date the grievance was filed.

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

The decision of the arbitrator shall be final and binding upon the Union, the employee
and the Employer. All costs directly related to the services of the Arbitrator shall be shared
equally by the Employer and Union. Should the decision not affirm the position of either party,
the Arbitrator shall determine which party shall pay the cost of the Arbitrator, or in what
proportion the parties shall share the cost.

Expenses of any non-employee witnesses shall be borne by the party calling the witness.
The fees of court reporters shall be paid by the party asking for one; such fees shall be split
equally if both parties desire a court reporters recording, or request a copy of any transcript.

Any employee may have one (1) employee Union representative at Step 1. and one (1)
employee Union representative and one (1) non-employee Union official at Step 2. The
employee may be represented by one (1) employee Union official and any non-employee Union
Official at Step 3. Employee representatives, witnesses, and the grievant will be paid for
regularly scheduled work hours spent in any grievance hearing or arbitration.

12.8  Presentation or appeal of a grievance to the Employer may be made by the appropriate
Union official or employee on duty time. The Employer representative, Union representative or
employee shall sign the grievance indicating date or the receipt, and a copy shall be provided to
the other party(s).

Where an employee does not elect to be represented by the Union at any step of the
grievance procedure, the Union shall have the right to be present at any grievance meeting
without intervening. All grievances presented under such circumstances shall be resolved with
the terms and provisions of this Agreement.

12.9  Any grievance that originates from a level above the first step of the grievance procedure
may be submitted directly to the step or level from which it originates.
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ARTICLE 13 SENIORITY

13.1  Seniority shall be computed on the basis of continuous service with the Employer. A
termination of employment lasting less than thirty-one (31) days shall not constitute a break in
service. Once service is broken, the employee loses all previously accumulated seniority.

13.2  New hires shall have no seniority during their probationary period of employment.
However, upon completion of the probationary period, seniority shall be computed from last date
of hire.

13.3  An approved leave of absence does not constitute a break in continuous service provided
the employee follows the proper procedure for such leave and returns to active service
immediately following the expiration of the approved leave or complies with alternate
procedures in the leave of absence provisions of this Agreement. Likewise, a disciplinary
suspension does not constitute a break in service.

134  Seniority shall be lost when an employee:

A QQuits or resigns;

B. Is discharged for just cause;

C Is laid off for the lesser of; eighteen (18) months, or the length of seniority at the
time of layoff;

D. Is absent without leave for three (3) or more work days unless proper excuse for

the absence is shown or if no notice was given, a satisfactory excuse for the failure
to give notice.

E. Fails to report for work when recalled from layoff within ten (10} calendar days
from the date on which the Employer sends the employee notice by registered
mail to the employees last known address as shown on the Employer’s records
unless the time is extended in accordance with this Agreement.

13.5 The Employer agrees to submit to the Union annually on the anniversary date of this
agreement a listing of the department, job classification, job classification date, rate of pay and
seniority date of each bargaining unit employee. Seniority dates shall become official sixty (60)
days after being submitted to the Union. Ties in seniority dates are to be resolved (one time only)
by flip of a coin.

ARTICLE 14 VACANCY, PROMOTIONS AND TRANSFERS

14.1  Whenever the Employer determines that a vacancy exists in the bargaining unit it shall
notify the Union President, and if the position is not filled through recall from layoff, posta
notice of the vacancy on the Employer’s bulletin board for five (5) working days, and send a
copy to the Union President. The Employer is not obligated to consider applications submitted
after the posting date nor any applicants who do not meet the minimum job qualifications.
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The “Notice of Vacancy” shall contain the following information; classification,
department, pay range and qualifications for the job, a brief description of the job duties;
effective date and expiration date of the posting. Bids for vacant positions shall be made on the
Bidding Form attached as Appendix D.

Employees who may be leaving on vacation, sick leave or other authorized leave of
absence may submit a bid or application for a vacancy that may exist or for any job the employee
wishes to bid on for future consideration prior to commencing such leave. Additionally, a Union
Steward may submit a bid on behalf of an Employee during such absence, provided the absent
employee’s signature is included on the bid.

142 All timely-filed applications shall be reviewed considering the following criteria:
qualifications, experience, education, work record, documented job performance, active
disciplinary record, ability to perform the essential functions of the job and seniority.

14.3  The Employer shall give preference to those qualified applicants who are in the same
classification as the vacant position, and secondarily from those qualified applicants in the same
department but different classification as the vacant position, and then to other bidders. The
Employer is not obligated to consider employees making lateral transfers defined as same
classification, same department, same supervisor, and same pay range.

144 The position shall be awarded to the individual who best meets the criteria in Section
14.2. If two (2) or more applicants are considered by the Employer to be substantially equal in
meeting the established criteria, then seniority shall govern in awarding of the position. The
Employer will provide the Union with the name of the person awarded the job. Should no
employee of the bargaining unit qualify, the employer may fill the vacancy by any means.

14.5  Anemployee who is newly hired, promoted, or successfully bids on a different
classification may not bid on another position for a period of twelve (12) months from the date
the employee begins work duties in the job assignment, unless such time period is specifically
waived by the Employer. Any employee who is promoted shall be compensated at the applicable
higher rate of pay commencing upon the first day the employee permanently assumes the duties
of the position.

14.6  Nothing herein shall be construed to limit or prevent the Employer from temporarily
filling a position for a sixty (60) day period, pending the Employer’s determination to fill the
position. Such temporary appointments may be extended up to sixty (60) additional days at the
Employer’s discretion. Temporary vacancies known to exceed one hundred twenty (120} days,
due to extended leaves of absence will be filled by the Emplover, at its discretion, from the pool
of applications received within five (5) days after posting the temporary position.. If the vacancy
exceeds six (6) months, the Union and Employer will meet to discuss whether the vacancy
should be declared permanent.
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The parties agree and understand that the determination to fill either a temporary vacancy
or permanent vacancy is at the sole discretion of the Employer. The Employer will make every
effort to fill vacancies in a timely manner.

14.7 Employees who are temporarily assignéd to work in a lower classification shall continue
to receive the rate of pay for their permanent classification. Employees who are temporarily
assigned to classifications with pay rates above their permanent classifications for a period in
excess of ten (10) consecutive workdays shall receive the greater of the step one rate for the
higher position for all hours worked in such higher classification.

14.8  In general, employees will remain in their current classifications for the duration of this

agreement except for promotions or mutually agreed classification changes, abolishments,
layoffs, transfers and temporary appointments.

ARTICLE 15 HOURS OF WORK/OVERTIME

15.1  This Article in intended to define the normal range of work hours for full-time employees
and shall not be construed as a guarantee of work per day or per week. Nothing contained herein
shall be construed as preventing the Employer from restructuring the normal work day or work
week for the purpose of promotion efficiency or improving services; from establishing the work
schedules of employees; or establishing part-time positions; nor shall it be construed to reduce
the work week below the established hours for regular full-time employees. Such restructuring
shall not be done in an arbitrary manner nor for the purpose of avoiding the payment of overtime.

The Employer and Union agree to establish a program allowing employees to flex regular
work schedules at the request of a supervisor or the employee to accommodate work related
circumstances. The agreed procedure is set forth in the attached “Flex Time Agreement.”
(Appendix E). It is operative until December 31, 2007. The Employer may continue the
program for the life of this contract or may cancel the program at any time prior to December 31,
2007 providing the Union is given two weeks notice and an opportunity to meet and confer.

15.2  The normal work week for regular full-time employees shall be forty (40) hours per week.

15.3  Each employee of the bargaining unit will be granted a one-half (1/2) hour unpaid meal
period during each regular work shift as scheduled by their immediate supervisor.

15.4  Each full-time employee shall be granted two (2) fifteen (15) minute rest periods with
pay, which will be scheduled whenever practical, one (1) in the first and one (1) in the second
half of the employees regular work shift. Employees who extend their rest period may be subject
to disciplinary action. Rest periods should be taken at a time and in a manner that does not
interfere with the efficiency of the work unit. The rest period may not be used to cover an
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employee’s late arrival to work or early departure, nor may it be regarded as accumulative if not
taken.

155 Any employee required to work more than forty (40) hours in a work week, shall be
compensated at one and one half (1 ¥2) times the normal hourly rate for all hours worked in
excess of forty hours per week. At the employees option, compensatory time may be granted in
lieu of overtime payment. Compensatory time shall be earned at the rate of one and one half (1
Y2) hours per hour worked for the hours in excess of forty (40). Vacation, holiday, personal and
compensatory time shall be considered time worked for the purpose of overtime computation.
Sick time shall not be considered time worked for the purposes of overtime computation.

15.6  No employee will maintain a compensatory time bank of more than two hundred forty
(240) hours. After two hundred forty (240) hours are accurnulated all overtime will be paid in
cash.

15.7  Compensatory time off will be granted at a time mutually convenient to the employee and
the Employer. Requests for use of compensatory time must be submitted in writing using the
Employer’s standardized form for obtaining approval for leave and must be approved by the
Employer prior to taking the requested time off.

15.8  All overtime shall be authorized by the supervisor or designee in advance of the overtime
being worked. Unusual circumstances and situations may require employees to work overtime
without having prior authorization. Whenever such unusuval circumstances occur, the supervisor
will determine if the overtime was warranted and if compensation is granted.

ARTICLE 16 CALL-INPAY

16.1 A call-in is defined as an order or request to return to work at any time after an employee
has been relieved from duty at the conclusion of a regularly scheduled workday until one hour
before the next regularly scheduled starting time.

16.2  Employee will receive three (3) hours call-in pay. Rate of time and one-half (1 1) for
hours worked during this time with straight time paid for balance of three (3) hour call-in time,

The Employer further agrees to reimburse the pay difference to employees who performed the
Call-In status beginning January 1, 2010 until the signing of this contract. The employer will
have thirty (30) days from the signing of this contract to pay out the difference to the employee.

Exception:
If the Call-In is handled via the phone and takes less than 15 minutes, the call-in will be

compensated as a 3 hour Call-In only (minus the time and half for time spent on phone). If the
call that is handled via the phone takes longer than 15 minutes, the call will be paid according to
the above Call-In scenario.

ARTICLE 17 SICK LEAVE
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17.1  Sick leave credit shall be earned at the rate of 4.6 hours for each eighty (80) hours of
service in active pay status, including paid vacation and sick leave, but not during a leave of
absence or layoff to a limit of one hundred twenty (120) hours per year. Unused sick leave shall
accumulate without limit.

17.2  If illness or disability continues beyond the time covered by earned sick leave, the
employee may be granted a disability leave or a personal leave or may use vacation in accordance
with the appropriate section of this Agreement.

17.3  Sick leave shall be charged in minimum units of one (1) hour. An employee shall be
charged for sick leave only for days upon which he/she would otherwise have been scheduled to
work. Sick leave payment shall not exceed the normal scheduled work day or work week
earnings.

174  Uses of Sick Leave

A. Sick leave shall be granted to an employee upon approval of the Employer for
the following reasons:

1. illness, injury or pregnancy related condition of the employee;

2. exposure of an employee to a contagious disease which could be
communicated to and jeopardize the health of other employees as
medically documented,

3. examination of the employee, including medical, psychological, dental or
optical examination, by an appropriate practitioner, which cannot be
reasonably scheduled during non-working time;

4, illness, injury or pregnancy related condition of an employee or the
employee’s spouse, children or parents, where the employee’s presence is
reasonably necessary for the health and welfare of the spouse, child or
parents;

5. examination, including medial, psychological, dental or optical of a
member of the employee’s immediate family by an appropriate
practitioner, where the employee’s presence is reasonably necessary.

B. Reasonably necessary time up to three (3) days sick leave may be granted to the
employee who provides proof of attendance at the funeral of: brother, sister, spouse,
child, mother, father, loco parentis, father-in-law, mother-in-law, brother-in-law, sister-in-
law, daughter-in-law, son-in-law, grandparents, grandchildren, uncle and aunt.

17.5 The Employer shall require an employee to furnish a standard written signed statement
explaining the nature of the illness to justify the use of sick leave. For those instances where the
employee is needed to care for the illness or injury of a member of the immediate family as
defined at 17.4(A)(4) to secure pay for such use of an accrued sick day, the employee shall remit
to the Employer upon return, a signed physician’s certificate verifying the necessity of the
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employee’s presence. Falsification of either a written, signed statement or a physician’s
certificate shall be grounds for disciplinary action including dismissal.

17.6  When an employee is unable to work, he/she shall notify his/her supervisor within one-
half hour of the start of the shift.

17.7  Employees intentionally failing to comply with sick leave rules and regulations shall not
be paid. Application for sick leave with intent to defraud will result in dismissal and refund of
wages paid.

17.8 I medical attention is required, the employee shall be required to furnish a statement
from a licensed physician or psychologist notifying the Employer that the employee was unable
to perform his/her duties. Such physician statement shall be required for absence of three (3) or
more consecutive work days due to illness. Whenever the Employer determines that there has
been a patterned use or abuse of sick leave, it may require proof of illness in the form of a
physician statement of disability or other proof satisfactory to the Employer to approve the use of
sick leave. Failure to provide satisfactory proof may result in discipline.

17.9  The Employer may require an employee to take an examination, conducted by a licensed
physician or psychologist selected by the Employer to determine the employee’s physical or
mental capability to perform the essential functions of the employee’s position. If found not
qualified to perform the essential functions of the job, the employee may be placed on sick leave
or disability leave in accordance with the applicable provision. The cost of the examination shall
be paid by the Employer. The employee may submit documentation from his physician or
psychologist prior to being placed on leave. Disputes as to the employee’s physical or mental
health shall be determined by a licensed physician or psychologist mutually selected by the
employee and the Employer. The fee of the mutually-selected physician or psychologist shall be
shared by the Employer and employee.

17.10 Those employees covered under this Agreement who are eligible or who become eligible
to retire shall be entitled to convert accrued but unused sick leave to cash payment on the
following basis:

Employees may receive, after completion of ten (10) years of continuous service with the
Emplover, a cash payment in the amount of one (1) hour’s pay for each four (4) hours of
accrued but unused sick leave at the time of retirement. The maximum payment under
this provision shall not exceed 240 hours of pay calculated at ¥ of 960 hours of sick
leave.

17.13 A sick leave bonus of $200 dollars will be paid to bargaining unit members who have
taken no more than eight (8) hours of sick time leave for the current year.
Jury duty leave and authorized funeral leave shall not count against the use of sick leave, for

purposes of this bonus.

Example:
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20XX bonus will be included in the employees January 20XX paycheck.

ARTICLE 18 FAMILY AND MEDICAL LEAVE

18.1 An employee who has worked 1250 hours in a calendar year and has been employed by
the County a minimum of twelve (12) consecutive months is entitled to a maximum of twelve
(12) weeks leave in any calendar year for any of the following circumstances:

a. CHILD CARE LEAVE

1) the birth of the employees child;
2) the adoption or receipt of a child into the employee’s foster care;

For purposes of child care leave, the employee must take the leave within twelve months
of the qualifying event.

b. FAMILY LEAVE

1) To care for an immediate family member with a serious health condition;
2) in the event that the employee has a “serious health condition”.

“Serious health condition” is defined as a disabling illness, injury or impairment that requires in-
patient care or continuing treatment by a health-care provider. Short-term conditions such as
illnesses lasting only a few days or out-patient hospitalization requiring only a brief recovery
period do not qualify. For purposes of this section, immediate family member is defined as
spouse, parent, child or step-child.

18.2  Anemployee is required to use all accrued sick, vacation, personal days and other
available paid leave prior to being placed on unpaid status. All paid leave will be included in
the twelve (12) week FMLA leave period.

18.3  An employee who requests a medical leave of absence for illness, injury or any other
medical condition must furnish a written statement from his/her physician confirming that he/she
is disabled and unable to work and the expected date of return to work. A physician’s release will
be required before the employee is permitted to return to work from a personal medical leave.
When an employee is requesting leave to care for a family member, the employee must furnish a
statement from the family member’s doctor confirming the condition, the necessity of the
employee’s care and the expected date of return to work. The Employer may require re-
certification of disability or necessity of the employee’s presence for care at any time during the
leave. The employee is responsible for any cost of examination for certification or re-
certification. The employee must comply with any request for certification or re-certification as
soon as possible as a condition of leave approval, or continuation of leave.
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The Employer may request the employee be examined by a physician of the Employers
choosing at the Employer’s cost. In case the Employer and employee’s doctors disagree on the
necessity of a leave the Employer will choose a third doctor to examine the employee. The third
doctor’s opinion will be final and binding on both the employee and the Employer.

184 When an employee is granted a maternity leave or a leave for planned medical treatment,
the employee must give thirty (30) days notice of the day the leave is expected to commence and
the anticipated length of the leave. Employees are required to give as much notice as is
practicable so that operational needs can be met. In the case of planned medical leave, the
Employee is to schedule treatment to cause minimal disruption to services. An employee who is
on leave for a specific time and who wishes to return to work prior to the end of the leave may do
so only with the approval of the Employer.

18.5 The Employer will continue to pay the Employer’s portion of the employee’s health plan
during the leave of absence. The employee is required to pay the usual employee portion by the
first of any month in which the employee is not on the active payroll. If an employee does not
return to work at the end of the Leave, he/she will be required to repay the Employer the amount
paid to retain the employee’s health care benefits during unpaid portion of the leave.

18.6  The employee may request a reduced leave schedule or intermittent leave schedule to be
granted at the discretion of the Employer. An employee with serious medical condition may
request a reduced schedule or intermittent leave, and may be temporarily transferred to a
position that better accommodates the employee’s schedule.

18.7 If itis discovered that a leave of absence granted, for a specific purpose is not being used
for that purpose, Employer may cancel the leave and direct the employee to report to work and
may take disciplinary action against the employee.

18.8  Anemployee who fails to return to work at the expiration or cancellation of an approved
leave of absence, without satisfactory explanation to the Employer will be terminated. The
employee’s termination date will be established as the starting date of the approved leave of
absence.

18.9  All absences of three days or more for reasons which qualify for leave under this Article
shall be counted in determining the maximum twelve week eligibility.

ARTICLE 19 LEAVES OF ABSENCE

19.1  Disability Leave and Disability Separation.

An employee who is unable to perform the duties of their position due to a disabling
illness, injury or condition (including pregnancy and conditions related hereto), may, at the
Emplover’s discretion, be granted a disability leave for up to six (6) months (including time for
which the employee is eligible for Family and Medical Leave) upon presentation of appropriate
medical evidence. At the sole discretion of the Employer, an additional disability leave up to six
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(6) months may be granted upon presentation of appropriate medical evidence. If the employee is
unable to return to active work status within six {(6) months due to the same or related disabling
illness, injury, or condition, the employee may be given an involuntary disability separation
under the Ohio Revised Code.

If an employee is placed on disability leave without pay and is subsequently given a
disability separation, the total combined time of absence due to the disability shall not exceed
three (3) years for purpose of reinstatement rights. Satisfactory written documentation
substantiating the cause, nature and extent of the disabling illness, injury, or condition shall be
required prior to the granting of a disability separation, unless the employee is hospitalized at the
time the leave is to begin or the disability separation is given. If an examination is requested by
the Employer the Employer shall bear the cost of the examination. Upon the employee’s return
from disability leave or disability separation, he shall be returned to the same or similar position
within the employee’s former classification. If no similar classification exists, then a layoff
situation may occur pursuant to Layoff and Recall.

162  Personal Leaves of Absence,

An employee with more than one (1) year seniority may request an unpaid leave for any
reason for up to six (6) months with the approval of the Employer. A leave of absence for public
service or education may be granted for up to two (2) years. The request for a leave of absence
must be submitted in writing for a specific period of time. Acceptable reasons for an unpaid
leave of absence include:

a. Voluntary service in any government sponsored program of public betterment.
b. Family reasons that do not qualify under Family and Medical Leave (see Art. 18).
c. Other reasons for good cause as determined by the Employer.

193  Education Leave.

An employee who has completed at least one (1) year of service with the Employer may
be granted an educational leave for a maximum period of two (2) years for purposes of
education, training, or specialized experience which would be of benefit to the Employer by
improved performance at any level. An employee shall submit to the Employer pertinent
information relating to the training for which the educational leave is requested.

19.4  VYacation Credit and Seniority During Leave.

An employee on leave of absence without pay does not earn sick leave or vacation credit.
However, the time spent on authorized leave of absence is to be counted in determining length of
service for purposes of extended vacation eligibility or other purposes where tenure is a factor.
Seniority shall be established for all other purposes to Article 13, Seniority.

195  Abuse of Leave.
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If a leave of absence is granted for a specific purpose, and it is found the leave is not
actually being used for such purpose, the Employer may cancel the leave and direct the employee
to report for work by giving written notice to the employee and may take disciplinary action
against the employee.

19.6 Reinstatement from Leave.

Upon completion of a leave of absence, the employee is to be returned to the same or
similar position within the employee’s former classification. If the employee’s former
classification no longer exists, the employee shall exercise her rights pursuant to Article 24,

Layoff and Recall.

19.7 Leaves with Pay.

A. Court Leave

The Employer shall grant full pay when an employee is summoned for any jury duty by
the United States, the State of Ohio, or political subdivision. All compensation for jury duty
must be refused by signing the proper County form, unless such duty is performed totally outside
of normal working hours. An employee released from jury duty prior to the end of a scheduled
workday shall report to work for the remaining hours, providing at least two (2) hours of work
remain. Employees will honor any subpoena issued to them, including those for Worker’s
Compensation and Unemployment Compensation hearings. Employees will not be paid unless
using vacation or personal time, when appearing in court for criminal or civil cases, when the
case is being heard in connection with the employee’s personal matters, such as traffic court,
divorce proceedings, custody, appearing as directed with juvenile, etc.

B. Military Leave
Employees who are member of the Ohio National Guard, the State or Federal Militia, or
are members of reserve components of the United States armed forces will be permitted all time

off for duty purposes and compensated for performance as required by State and Federal law.

19.8 Health Benefits During Leave of Absence.

Employer paid health benefits will continue through the end of the month in which an
unpaid leave of absence commences, and begins again on the first of the month following an
effective return to work. For any time which Employer health benefits are not in effect, an
employee may be eligible to pay for benefits under COBRA. Employees on paid leave of absence
will continue to be covered by Employer paid benefits for the duration of the paid leave.

ARTICLE 20 UNION LEAVES/CONVENTIONS/CONFERENCES

20.1 Employee Union Officials shall be granted up to five (5) days leave each year to attend
Union business. The five (§) days shall be with pay, subject to schedule requirements, without
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loss of benefits. This leave shall not be charged against any other leave. However, Union
Associates and or Delegates may use vacation time, compensatory time, sick time or any other
paid leave which the employee may be entitled to for the purpose of attending such meeting.

20.2 The employee must request Union Leave ten (10) calendar days prior to any such
meeting.

20.3  Union leave shall not exceed a total of five (5) working days per calendar year for the
Union regardless of whether Union official represent employees of the County Commissioners or
Clerk of Courts.

204 The employee must notify the Employer of the time, date and place of the Union business
that they are to attend.

ARTICLE 21 BEREAVEMENT LEAVE

21.1 Anemployee will be granted up to three (3) days paid leave to attend the funeral of a
spouse, parent, brother, sister, child, grandchild, niece, nephew, mother and father in-law and
brother and sister in-law. These three (3) days will be allowed in addition to the use of
available sick leave, as provided in Article 17, paragraph 17.4(B).

21.2  Paid leave to attend the funeral of any other member of the family will be allowed as
stated in Article 17, paragraph 17.4(B).

ARTICLE 22 VACATION LEAVE

22.1  Full-time employees are entitled to vacation with pay after one (1) year of continuous
service with the Employer. The amount of vacation leave to which an employee is entitled based
upon length of service as follows:

LENGTH OF SERVICE VACATION
less than 1 year none

1 year but fewer than 7 years 2 weeks

7 years but fewer than 12 years 3 weeks

12 years but fewer than 25 years 4 weeks

25 years and up 5 weeks

Such vacation leave shall be accrued to employees at the following rates:

ANNUAL VACATION CREDITED PER CREDITED PER

ENTITLED TO PAY PERIOD HOUR PAID
2 weeks 3.1 hours .03846 hours
3 weeks 4.6 hours .05769 hours
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4 weeks 6.2 hours 07769 hours
5 weeks 1.7 hours 09615 hours

Employees who are regularly scheduled to work fewer than forty (40) hours per week
shall have their vacation and credited hours per pay period proportioned based upon actual
regularly scheduled hours paid. Vacation hours do not accrue on overtime hours.

22.2 No employee will be entitled to vacation leave or payment for accumulated vacation
under any circumstances until he/she has completed one (1) year of employment with the
Employer. The rate of vacation pay shall be the employee’s regular straight time hourly rate of
pay in effect for the employee’s regular job at the time the vacation is being taken.

22.3  Employees hired before July 5, 1987 shall be entitled to vacation service credit for all
employment with the State of Ohio or any political subdivision of the State, providing the time
between employment and reemployment does not exceed ten (10) years. Employees hired on or
after July 5, 1987 shall be entitled to vacation credit only for time spent in employment with
Ashtabula County, except no credit will be given for time service prior to a break in service
lasting ten (10) or more years.

22.4 During the period of January 1 through January 31st, employees shall submit to the
Employer, vacation leave requests for the ensuing twelve (12) months. Vacation leaves shall be
awarded based on seniority and in accordance to the workload requirements as determined by the
Employer, and such schedules shall not be arbitrarily adjusted to deny employees vacations or to
cancel vacations. An employee who fails to make his/her vacation application during the
appropriate period will be awarded vacation leave without regard to seniority and only when
dates are open. The Employer or their designate shall have five (5) working days from January
31* or five (5) working days from receipt of the vacation request, to approve or disapprove the
request and return a signed copy of the request to the employee.

22.5 The Employer reserves the right to limit the number of employees who may be granted
vacation leave at any specific time in any given unit.

22.6  Once the vacation has been approved by the Employer, alteration or cancellation of
vacation days by the Employer shall be based only on emergency needs.

22.07 Vacation leave shall be taken by an employee between the year in which it was accrued
and the next anniversary date of employment. The Employer shall permit an employee to
accumulate vacation from year to year, but no more than a total of two (2) years. This
accumulation of vacation time must be approved in advance and must be in response to special
circumstances as outlined in a written request submitted by the employee.

22.08 Employees shall forfeit their right to take or to be paid for any vacation leave in their
credit which is in excess of the accrual for two (2) years. Such excess leave shall be eliminated
from the employee’s leave balance. Upon execution of this Agreement, employees who have
accumulated vacation leave to their credit shall not lose said leave. Eligible employees may use
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such prior accrual within one (1) year from the date of execution of this Agreement. Failure to
use such accrued vacation leave will result in forfeiture of the balance in excess of the two year
accrual.

22.9  Days specified as holidays in this Agreement shall not be charged to an employee’s
vacation leave.

22.10 Anemployee is entitled to compensation at his/her current rate of pay for the prorated
portion of any earned but unused vacation leave for the current year to his/her credit at time of
separation.

22.11 In the case of the death of an employee, the unused vacation leave to the credit of any
such employee shall be paid to deceased employee’s spouse and then to the estate if no spouse
survives.

22.12  Anemployee’s accrued vacation and unused balance will be shown on the employee’s bi-
weekly payroll statement,

22.13 When a full-time employee works less than his/her regular scheduled hours in a pay
period and the employee is not in active pay status during such absence, partial vacation credit

will be applied.

22,14 Part-time service with the Employer will be credited on a prorated basis for the purpose
of determine length of service.

22.15 Current employees shall not lose any previously granted prior service credit due to the
provision of this Article.

ARTICLE 23 HOLIDAYS

23.01 All full-time employees covered under this Agreement shall be entitled to the following
paid holidays:

New Years Day 1* of January

Martin Luther King Day 3 Monday of January
President’s Day 3™ Monday of February
Memorial Day Last Monday in May
Independence Day 4™ of July

Labor Day 1* Monday in September
Columbus Day 2™ Monday in October
Veterans Day 11" of November
Thanksgiving Day 4 Thursday in November
Christmas Day 25" of December
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23.02 In the event that the aforementioned holidays fall on a Saturday, the Friday immediately
preceding shall be observed as the holiday. In the event any of the aforementioned holidays fall
on a Sunday, the Monday immediately succeeding shall be observed as the holiday.

23.03 Full-time employees shall be paid for their normal scheduled hours at their straight time
hourly rate for each of the holidays listed in Section 23.1, above, when no work is performed on
such holiday.

23.04 Any work performed by a full-time employee on any one of the days listed in
Section 23.01 shall be paid at the rate of one and one-half (1 1/2) the straight time
rate, in addition to holiday pay.
Exceptions:
If employee is called out on these three (3) holidays (New Years, Thanksgiving or
Christmas) they shall be paid regular rate plus double time.

Example:

Regular rate x 2 = ($15 + $30 = $45)

23.05 For full-time employees covered by this Agreement to receive holiday pay for those days
listed in Section 23.1, the employee must be in active pay status, and must work the scheduled
day preceding the holiday and the scheduled day succeeding the holiday, except if excused due
to funeral leave or sick leave with doctor’s verification. Employees on any type of unpaid leave
of absence are not entitled to holidays.

23.06 Part-time employees covered under this Agreement shall be paid at one and one-half (1
1/2) their regular rate of pay in addition to their regular rate of pay for all hours actually worked
on any of the holidays listed in Section 23.1.

23.07 Each full-time employee on the active payroll as of January 1 of each year shall be
entitled to three (3) personal days with pay in that calendar year. One day may be designated
by the Employer to be taken the day after Thanksgiving holiday. The second and third personal
days may be taken at a time agreed to by the employee and the Employer.

23.08 Full-time employees hired after January 1, and before Thanksgiving Day will be entitled
only to one personal day, to be taken the day after Thanksgiving. Part-time employees on the
active payroll prior to Thanksgiving Day will receive one personal day to be used the day after
the Thanksgiving holiday, and will be paid for the hours they otherwise would be scheduled to
work. If a part-time employee is not otherwise scheduled to work on the day following the
Thanksgiving holiday, another personal day will be scheduled. Under no circumstances are
employees entitled to pay in lieu of personal days. Employees who leave employment prior to
taking personal days, or prior to Thanksgiving Day forfeit personal days.

23.09 Personal days are not cumulative and do not carry over from one calendar year to the

next. Time taken for personal days are considered “time worked” for purposes of calculating
overtime.
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23.10 A newly hired probationary employee will not be entitled to any paid personal days as
covered in Section 23.7 and Section 23.8. Only after the successful completion of the one
hundred eighty (180) day probationary period is over will Sections 23.7 and 23.9 apply.

ARTICLE 24 LAYOFF AND RECALL

24.01 In any case of an anticipated layoff of bargaining unit employees, the Employer shall
notify the Union of the impending layoff prior to service of notice to employees.

24.02 In the event of a layoff, affected employees shall receive written notice of layoff at least
seven (7) calendar days prior to the effective date. The President of the Union or his/her designee
shall be forwarded a copy of all layoff notices served on any employee the day of mailing or
personal service.

24.03 The Employer shall, within each classification affected, lay off employees in order of
seniority. Layoffs shall occur in the following order in the classification(s) affected:

1 seasonal, temporary employees; and intermittent employees;

2. student employees;

3. probationary employees;

4 permanent employees in the inverse order of their seniority as defined in this
Agreement.

Layoff of part-time and full-time employees shall occur in inverse seniority in the
classification and the employment status or each group affected by the reduction in force.

Full-time employees affected by a layoff may exercise bumping rights at their option
against part-time employees with less seniority within the classification. Failure to exercise
bumping right shall not cause the Employer to challenge any application for unemployment
compensation benefits.

24.04 Anemployee receiving notice of layoff shall have five (5) work days following receipt in
which to exercise their right to bump any employee with less Employer seniority in the same or
lower rated classification that the affected employee is qualified to perform without training.
An employee who bumps into a lower rated classification will be compensated at the lower rate
of pay and benefits. An employee who is bumped from their position shall have five (5) work
days in which to exercise their bumping rights in a similar manner. An employee who does not
have sufficient seniority to bump another employee shall be laid off and placed on the
appropriate recall list. The form for “Notice of Bumping” is attached hereto as Appendix F.
With reference to Section 24.05

24.05 When employees are laid off, the Employer shall create and maintain a layoff and recall

list for each classification. The Employer shall recall employees according to seniority, beginning
with the most senior employee in the classification, and then to any classification where the
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employee has the skill, ability, and qualifications to perform the work with minimum training, as
determined by the Employer. Employees shall be on recall for a period of twelve (12) months.
The President of the Union or designee shall be forwarded a copy of all recall lists and a copy of
all changes and amendments thereto at the time of posting and as changes, amendments are made
by the Employer.

In the event an employee refuses recall to a classification other than that from which he
was laid off, the employee will not lose recall rights for the original classification. However, if
the employee refuses recall to his/her original classification (that from which he/she was placed
on layoff), the employee will be removed from the recall list.

24.6  Notice of recall will be sent to the employee by registered mail with a copy to the Union.
The Employer will be deemed to have fulfilled its obligations by mailing the recall notice by
registered mail, return receipt requested, to the last mailing address provided by the employee.

The recalled employee will have up to seven (7) calendar days following mailing of the
recall notice to notify the Employer of their intent to return to work, and shall have ten (10)
calendar days following mailing of the recall notice in which to report for duty, unless a different
date for return is otherwise notified in the notice beyond the ten (10) calendar days. Failure to
comply with the time limits as established herein will result in an employee’s loss of recall rights.
In the event of extenuating circumstances such as illness, injury or other good cause preventing
the employee from returning or giving notice within the time limit above, the Employer may
grant a reasonable extension not to exceed thirty (30) days. In the event such illness or injury
precludes an employee from returning to work within the time limit above (including extension),
such employee shall be by-passed for recall, but shall remain on the recall list for the length of
the employee’s seniority at the time of layoff, but not to exceed eighteen (18) months.

In the event there is a tie in seniority date of two (2) or more employees, then preference
shall be determined by draw.

ARTICLE 25 JOB DESCRIPTIONS

25.1 Each job description shall list the major or central duties of the particular position and
shall automatically include all functionally related duties, whether listed or unlisted.

25.2  The Employer agrees to provide a copy of the appropriate job description to each
employee when hired, transferred, demoted, or promoted into a classification. Whenever a job
description is substantially changed or altered, affected employees shall receive a copy of the new
job description.

25.3 The Employer agrees to provide the Union with a copy of the table of organization and to
make available the current job descriptions for all classifications within the bargaining unit.

254 The Employer may evaluate the responsibilities and duties of a job to reclassify it. An
incumbent shall not suffer loss of compensation as a result of such a reclassification, however, if

Ashtabula County Conynissioners 2013 - 2015 32



such an evaluation indicates that the position merits a lesser rate of pay, the newly established
rate of pay shall become effective when the position is filled with a new or different employee.

ARTICLE 26 LABOR/MANAGEMENT CONFERENCE

26.1  In the interest of effective communications, either party may at any time request a Labor-
Management Conference. Such request shall be made in writing and be presented to the other
party five (5) calendar days in advance of the requested meeting date. The written request shall
include an agenda of items the party wishes to discuss and the names of those representatives
who will be attending. A Labor-Management Conference shall be scheduled within ten (10) days
of the date requested, but no more frequently than quarterly unless both parties agree to meet
more frequently.

26.2  The purpose of such meeting shall be limited to:

A Discuss the administration of this Agreement;

B. Notify the Union of changes made by the Employer which affect employees;

C Discuss grievances which have not been processed beyond the final step of the
grievance procedure when such discussions are mutually agreed to by the parties;

D. Disserninate general information of interest to the parties;

E. Give the Union representative the opportunity to share the views of their members
and/or make suggestions on subjects or interest to their members;

Discuss ways to increase productivity and improve efficiency;

Consider and discuss health and safety matters relating to employees;

Discuss matters pertaining to the administration of the non-discrimination
provisions of this Agreement.

26.3 Minutes of the meetings shall be taken by an Employer representative, typed and
distributed to the participants and to the Board of Commissioners within five (5) working days of
the meeting.

26.4  There shall be no more than three (3) Union representatives in attendance at the
Labor/Management Conference. There shall be no more than four (4) management
representatives at the conference.

ARTICLE 27 SAFETY AND HEALTH

27.1  The Employer shall make reasonable attempts to maintain a safe and healthful workplace
and comply with applicable safety laws, rules and regulations.

27.2  Qccupational safety and health is the mutual concern of the Employer and the Union. In

this regard, the Union will cooperate with the Employer in encouraging employees to observe
applicable safety laws, rules and regulations.
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27.3  Employees shall follow all departmental safety rules, regulations, and methods.

274  Employees will promptly report to thewr immediate supervisor conditions alleged to be
unsafe. The supervisor will investigate the report and correct the condition(s) if possible. If an
employee disagrees with the supervisors determination or action the employee may file a
grievance at the Step 2.

27.5  Safety and health matters of mutual concern will be addressed at the labor-management
conferences.

ARTICLE 28 UNION BULLETIN BOARDS

28.1  The Employer shall provide the Union space for bulletin boards at all sites for the purpose
of posting Union sanctioned and approved notices and communication. The Union assumes any
and all responsibilities and liability for any notices posted on the bulletin board.

28.2  The material posted shall relate to but not be limited to:

Union recreational and social affairs;

Union meetings

Union appointments;

Notice of nominations and elections;

Resulis of elections; and

Any other material authorized by the Local Union President.

TEo 0w

28.3 It is agreed that no material may be posted on the Union bulletin board at ay time which
contain personal attacks upon any other member or any other employee, derogatory attacks upon
the administration or management or attacks and/or any comments regarding a candidate for
public office.

ARTICLE 29 HEALTH COVERAGE

29.1  For the term of this Agreement, the Employer agrees to continue to provide
hospitalization coverage at the same level and at the same cost as established by the County
Commnissioners for non-bargaining unit employees of the County.

29.02 The Employer will pay ninety percent (90%) of the premium for the primary plan (basic
health insurance) for full-time employees. The employee shall pay the remainder of premium.

At any time during the term of this Agreement, should the County wish to change health
benefits for employees as a result of a change of coverage, carrier or cost fo the employee being
implemented by the Board of County Commissioners, the Employer will notify the Union of the
pending change, and the Union may initiate discussion on the effects of the change by directing a
lstter to the Emplover indicating its desire to do so. The parties shall meet within two (2} weeks
of such notice.. It is agreed that no change shall be initiated during the two (2) week period.
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29.03 Effective on execution of this Agreement, the Employer will contribute sixty-one
($61.00) per month per bargaining unit employee on active pay status to the AFSCME Care
Fund. Such contribution shall be for the purpose of providing Dental IT A $34, Vision IT $12
and Prescription Drug $15 benefits as described by AFSCME. Employees not participating in
the benefit as of the date of this Agreement must submit an enrollment card to the Personnel
Office in order to initiate such Employer contribution. The only obligation of the Employer
under such plan and this section shall be to pay the required premium.

ARTICLE 30 WAGES

30.01 Wages are set forth at Appendix G. Newly hired employees start at Step L. The
Employer may grant up to two years credit on the pay schedule at the time of hire for previous
experience in similar position.

Employees who are promoted (move to a higher pay grade through the bid procedure
specified herein) will move to the first step for the new position which gives them an increase in
pay. Longevity, if any, will be recalculated based upon the new pay grade.

Employees who are reduced in position through bid, or other reason except for failure of
the probationary period will move to the same step in the lower pay grade which they held in the
higher classification. Longevity, if any, will be recalculated based upon the new pay grade.

Employees who fail the probationary period following a promotion and are reinstated to
their former positions will be placed on the step and longevity which they would have held had
they not been promoted.

30.02 Employees who have worked five full years with the County on the employee’s
anniversary date will receive a longevity tack-on to their base wage equivalent to one-half
percent of the step one wage for their current permanent classification for each full year of
service in excess of five years, to a maximum of ten percent (10%), or twenty-four years credit.
For purposes of longevity, the time spent on unpaid leaves of absence in excess of six
consecutive months will not count toward longevity service.

Note:

Regarding employees who joined this Local 3781 and were previously working for the County, if
they have completed the five years with the County, their longevity tack-on will begin at 05%.
For calculation purposes the anniversary date of when they were hired under the Commissioners
will be used. Even if they have completed more than five full years before joining this Local
3781, their longevity tack-on will begin at 05% after they have become a member of this Local
3781.

Example:

John Doe has been working for County Treasurer since 5/16/2000. He continued working for
County Treasurer for ten years. On 12/01/2010 John Doe took a job that was in the AFSCME
Local 3781 Union. Because John Doe has completed the five year requirement with the County,
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and has joined the Union in 12/01/2010, his new anniversary date for longevity only is
12/01/2010 and longevity begins once he joins the Union at 05% for the year of 2010. On
12/01/2011 John Doe would go to the next percentage step of 1%.

An employee who wishes to challenge or request an adjustment to their current wages
may not do so after sixty (60) days following the anniversary date of this Agreement. Adjustment
will include but not be limited to Step placement, Longevity, and Adjusted Start Dates.
Adjustments for gaining of licensures and step placement due to promotions and/or transfers will
be made.

30.03
As of 1/1/2013

* Newly hired employees will not be eligible for step increases for the term of this contract.

* Newly hired employees will receive longevity after completion of ten (10} years of employment.

* Newly hired employees will max out at Step 4.

In the contract year of 2013 - 2015, the employer and union agree the Wage Percentage increases
will be:

January 1, 2013 -3%

January 1,2014 -15%

January 1,2015 -1.0 %

ARTICLE 31 MISCELLANEOUS

31.01 Employees in the classification of Treatment Plant Operator I, IT and III, Maintenance
Department Employees, Treatment Plant Maintenance Mechanic, Relief Operator, Dog Warden,
Structural, Electric Inspector and Inspectors in Training up to one hundred fifty ($150.00)
dollars per contract year, upon presentation of receipt(s) for purchase of work boots meeting
standards established by the Employer.

Section 31.02

A yearly uniform allowance of $300.00 shall be reimbursed upon submission of approved
purchase receipt to employer in the following classifications: Dog Warden, Treatment Plant
Operator I, II, and III, Treatment Plant Maintenance Mechanic, Relief Operator, Structural
Electrical Inspector and Inspectors in Training, Maintenance Department or current uniform
utilizers as of the date of this agreement.

If a reimbursement is required, the employee must submit a receipt to the Director/Supervisor of
that department. It is understood that the employee may be taxed on the total amount of
allowance if it does not comply with the ORC under uniforms.

This article as it reads does not affect any current or future equipment, or supplies given by the

employer as required or needed to maintain safety and operational needs.
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All iterns purchased must be Pre-Approved by the Director/Supervisor of each Agency.

31.04 Employees who are required to hold a CDL License will be reimbursed for the difference
between a CDL and a regular license.

ARTICLE 32 WAIVER IN CASE OF EMERGENCY

32.01 Incase of emergency declared by the President of the United States, the Governor of the
State of Chio, the Board of Commissioners of Ashtabula County, the Federal or State
Legisiature, such as acts of God, the following conditions of this Agreement shall automatically
be suspended:

a. time limits for the Employer or the Union replies on grievances; and
b. all work rules and/or agreements and practice relating to the assignment of all
employees.

32.02 Upon the termination of the emergency or within seven (7) calendar days of date of said
declared emergency unless otherwise mutually agreed by the parties, should valid grievances
exist, they shall be processed in accordance with the provisions outlined in the grievance
procedure, and shall proceed from the point in the grievance procedure to which they (the
grievance(s)) had properly progressed.

ARTICLE 33 GENDER AND PLURAL

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

ARTICLE 34 OBLIGATION TO NEGOTIATE

34,01 The Employer and the Union acknowledge that during negotiations which
preceded this Agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject or matter not removed by law from the area of collective
bargaining/negotiations and that the understandings and agreements arrived at by the parties after
the exercise of that right and opportunity are set forth in this Agreement.

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

34.3 Only upon mutual agreement of the parties may any provision of this Agreement
be renegotiated during its term.

ARTICLE 35 TOTAL AGREEMENT

35.1 This Agreement represents the entire agreement between the Employer and the
Union and unless specifically and expressly set forth in the express written provisions of this
Agreement, all rules, regulations, benefits and practices previously and presently in effect may be
modified and discontinued at the sole discretion of the Employer, after a seven (7) day notice to
the Union, without any such modifications or discontinuances being subject to any grievance or
appeal procedure herein.

ARTICLE 36 CONFORMITY TO LAW

36.1 This Agreement shall be subject to and subordinated to any applicable present and
future federal and state laws as set forth in R.C. 4117.10, and the invalidity of any provisions of
this Agreement by reason of any such existing or future law shall not effect the validity of the
surviving provisions.

36.2 If the Enactment of legislation, or a determination by a court of final and
competent jurisdiction (whether in a proceeding between the parties or in one not between the
parties but controlling by reason of the facts) renders any portion of this Agreement invalid or
unenforceable, such legislation or decision shall not effect the validity of the surviving provisions
of this agreement, which shall remain in full force and effect as if such invalid provision(s)
thereof had not been included herein.

36.3 In the event a portion of this Agreement is rendered invalid, as set forth above,

upon written notification of either party, the parties shall meet within thirty (30) days to negotiate
a lawful alternative.

ARTICLE 37 DURATION OF AGREEMENT

37.1

A. This Agreement shall be effective as of January 1, 2013 and shall remain in full
force and effect through December 31, 2015.
B.

If either party desires to modify, amend or terminate this Agreement, it
shall give written notice of such intent no earlier than ninety (90) calendar
days prior nor later than sixty (60) calendar days to the expiration date of
this Agreement. Such notice shall be by certified mail with return receipt.
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The parties shall commence negotiations within two (2) weeks upon
receipt of the notice of intent.
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EXECUTION

ARTICLE 38
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APPENDIX A
ASHTABULA COUNTY COMMISSIONERS

CLASSIFICATION GRADE
INSPECTOR 1 i3
INSPECTOR II 27
E911 COORDINATOR/PLANNER TRAINER 24
CUSTOMER SERVICE TECHI 21
TREATMENT PLANT OPERATOR I 21
TREATMENT PLANT OPERATOR II 22
TREATMENT PLANT OPERATOR 11 23
TREATMENT PLANT WORKER 1 15
TREATMENT PLANT WORKER I 16
TREATMENT PLANT MAINTENANCE MECHANIC 20
LEAD MAINTENACE COORDINATOR - SANITARY 24
EQUIPMENT OPERATOR 19
UTHITY COORDINATOR 22
DOG WARDEN 18
DEPUTY DIRECTOR EMA 23
ADMINISTRATIVE SECRETARY [ i35
ADMINISTRATIVE SECRETARY I 17
ADMINISTRATIVE ASSISTANT i8
ACCOUNT CLERK I 14
ACCOUNT CLERKII 17
ACCOUNT CLERK II 19
BUILDING MAINTENANCE LEAD WORKER 21
MAINTENANCE WORKER 1T 17
CUSTODIAN MAINTENANCE WORKER I 15
CUSTODIAN 10
MAINTENANCE MECHANIC 22
CLERICAL SPECIALISTI 2
CLERICAL SPECIALIST O 14
CLERK I i0
GRANT SPECIALIST 21
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APPENDIX B

DUES DEDUCTION FORM

AUTHORIZATION FOR REPRESENTATION
AND PAYROLL DEDUCTION
OHIO COUNCIL 8, AFSCME, AFL-CIO

1, the undersigned, designate the American Federation of State, County, and Municipal
Employees, AFL/CIO, as my duly chosen and authorized representative on all matters related to
my wages, hours and conditions of employment in order to promote and protect my economic
welfare. Please consider this your authority to deduct from salary or wages earned by me an

amount certified by the Union. The amount deducted shall be paid to the Local Union Treasurer,
AFSCME, as you may be directed.

Employee Date

Ashtabula County Commissioners 2013 - 2015 42



APPENDIX C

OFFICIAL GRIEVANCE FORM
Grievance # Step #
Employee Name:
Employee classification: immediate Supervisor:
Date and Time of Incident: __ /_/ Time: AM/PM.

Date Grievance First Discussed: ___/__/

Date Grievance was Filed in Writing at StepOne: __/___/

1. This grievance alleges that: a. Article Saction was viclated: OR

b. Disciplinary action was not appropriately applied.
2. Explain what was done, and how and why the action was inappropriate.

Remedy requested to resolve the grievance.

| authorize the AFSCME Local 3781 as my representative to act for me in the disposition of this
grievance.

Employee’s Signature: Date:

Union Representative’s Signature: Date:

DATE SUBMITTED TO MANAGEMENT REPRESENTATIVE: _ /. /
(To be filled out by Management Representative)
DATE RECEIVED BY MANAGEMENT REPRESENTATIVE: _/__/

DISPOSITION OF GRIEVANCE:

DATE PRESENTED TO EMPLOYEE/UNION REPRESENTATIVE: __/___/

Employee’s Signature: Date:
Signature of Union Representative: Date:
Signature of Managsment Representative: _ Title:
The employee hasuntil _/__/ to pursue this grievance to the next step.

b
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APPENDIX D

BIDDING FORM
Bid Classification
Employee Name Present Classification
Employee Signature
Received by the Employer on
Date

Employer

[ ] One copy of the complete bid form retained by Employer
{ ] One copy returned to employee

{ ] One copy sent to Union
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APPENDIX E

FLEX TIME AGREEMENT

Either the Employer or an employee may make a request to flex the employee’s daily
work schedule for a limited period of time. Flex time is not intended to replace regularly
scheduled work hours. Flex time may be permitted only by agreement of the Employer and the
employee to accommodate work related circumstances or to meet departmental needs. Flex time
can only be granted as long as the affected office is able to provide full service between the hours
of 8:00 a.m. and 4:30 p.m. on Monday through Friday.

Under no circumstances will a flex schedule be agreed that allows an employee to work
more than forty (40) hours per week, or before 7:00 a.m. or after 6:00 p.m., and all employees
must be scheduled to work between 10:00 a.m. and 3:00 p.m.

Employees and supervisors are required to comply with all other Policies, Procedures and
the Collective Bargaining Agreement.

Requests to flex the regular work schedule will not be unreasonably denied by either the
Employer or the employee. Denials of flex time requests are not subject to the Grievance

Procedure unless the denials infer a pattern of discrimination contravening Section 3.1.
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APPENDIX F

NOTICE OF BUMPING

Employee Name:

Employee Classification:

Department:

I hereby give notice of bumping and wish to exercise my “bumping” rights in accordance with
Article 24 of the Collective Bargaining Agreement in order to bump into

Classification. T understand that this notice must be given within five (5) working days of my
receipt of my layoff notice.

With reference to Section 24.04

Employee Signature Date Submitted

Received By

S
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