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(m) Employee Training. Al employees shalt receive at ieast
one (1) hour of training every two years covering the County of Summit’'s
written policy and the dangers of, and signs and symptoms associated
with, substance sbuse. Each employee shall receive and sign an ac-
knowledgment of receipt of the County of Summit’s written policy and the
required trainingannually. The training wilt be presented by a qualified
trainer, or a person supervised by a qualified frainer holding one of the
following substance-use crecentials:

(1) Substance Abuse Professional (SAP),

{2) Cenlified Employee Assistance Professional {CEAP),
(3) Ceriified Chemical Dependency Counsetor (CCDCH),
(4) Ohig Certified Prevention Specialist (OCPS 1 or 2).

(n) Supsrvisor Training. All supervisors and selected union
officials shall receive two (2) hours of initial training and refresher training
every two years thereatfter, on the supervisor’s role and respensibility in
administering this program. New supervisors shall receive at least two
{2) hours of training within six {8} weeks of becoming a supervisor, and
will not be involved in testing responsibilities untll trained. The fraining
shall include the following topics: how to recognize a pessible alcohol or
drug problam; how 1o document behaviors that demonstrate an alcohot
or drug problem; how to confront employees with the problem; how to
initiaie reasonable suspicion testing; how to make appropriate referrals
for assessment or assistance; how to follow up with employees returning
o work after a positive test; and how to operate consistently with coliec-
tive bargaining agresments. The training will be presented by a gualified
frainer, or a person supervised by a qualified trainer, holding one of the
following substance-use credentials:

(1} SAPR,

(2} CEAP,

(3} CCBCIH,

(4) OCPS1or2

{0) Employee Resources. information regarding the effects
of alcohol and controlled sulzstance use on an individual’s health, work,
and perseonal life, and information about drug and alcohol counseling,
rehabilitation, and employee assistance programs is available through the
County Executive, and will be periodically provided to employees.

{p) Confidentiality of Records. All non-DOT records relating
to an employee's testing shall be maintained as confidential medical
records. DOT records shall be maintained separately as required by DOT
regulations. A tested empioyee must provide written authorization before
his or her test results may be provided to any person, other than the
County of Summit.

{q) Relationship to Other Provisions of Law. The terms of this
policy do not alter any employment-at-will relationship with employees.
All employees subject to this policy remain subject to all other policies,
procedures, rules, regulations, and collective bargaining agreements
established by the appointing authority under its independent authority,
which are not inconsistent with the requirements hergin. All employees
also remain subject to all other relevant federal, state, and local laws
and regulations. Commercial Drivers License holders shall abide by this
policy as well as the Department of Transportation guidelines for alcohol
and drug testing.

{n Cost of Testing. The cost for all testing under this Policy is
the responsibility of the County of Summit. However, if a tested employ-
ee disagrees with the result of a test and desires an additional test, the
employee may have an additicnal test at the employee’s expense.

(Ord, 2009-331. Adopted 12-14-09; Ord. 2011-380. Adopted 11-7-11.)
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ARTICLE 181 AGREEMENT

Section 101.01 This Agreement is made and entered into by and
between Summit County Children Services (SCCS), hereinafter referred
to as the “Employer”, and the Communications Workers of America
{CWA), AFL-CIO, hereinafter referred to as the “Union™. The term
employee or employees where used herein refers to all employees in the
Bargaining Unit. The purpose of this Agreement is to provide a fair and
responsible method of enabling employees covered by this Agreement to
participate, through Union representation, in the establishment of wages,
terms, and conditions of their employment and 1o establish a peaceiul
procedurs for the resolution of all differences between the parties.

Section 101.02  The parties agree that Letters of Understandings are
considered to be incorporaied into the Collective Bargaining Agreement
and are hereby made a pari thereof: Seasonat Toy Room; Clerical
Specialists Lateral Transfer; At Home Dictatien Procedures; Section
302.12 Social Service Aide 1i; and SACWIS Subject Matter Expert (SME}
and Social Worker classification; Attendance at Workshops; Scholarship
Program; Promotional Increments and Longevily; 301.04 Employee
Handbook, first paragraph, only, 602.05 and 102.01.

ARTICLE 102 RECOGNITION

Sectien 102.01 The Employer recognizes and acknowledges

the Union as the certified exclusive bargaining representative of the
probationary and non-probationary fuil-time, part-time, intermittent,
absentee replacement, temporary, special project, and grant-funded
employees in the following classifications, which shall comptise the
Bargaining Unit, except certain pesitions excluded under Section 103.01:

Account Clerk [I

Account Speciatist 1l

Account Specialist il

Account Specialist IV (Degree)

Account Specialist IV (No Degree)
Administrative Assistant ||

Adoption Subsidy Specialist IV (Degree}
Adoption Subsidy Specialist [V (No Degree}
Auto Mechanic/Maintenance Worker |l
Carpenter

Carpenter/Building Maintenance

Child Care Worker 1l

Clerical Specialist

Clerical Speciaiist/Branch Otfice
Clerical Speciaiist Floater

Clerical Specialist/Front Desk (Days)
Clerical Speciafist/Front Desk (Evenings/Weekends)
Clerk 1l

Clothing Besource Specialist

Clothing Room Assistant

Community Educator

Community Relations Specialist
Computer Programmer

Computer Programmer Analyst
Computer Programmer Assistant

Cook

Database Administrator

Day Care Worker

Dental Assistant

Dential Secretary

Family Interaction Center Scheduler/Receptionist
Financial Eligibility Specialist §

Food Service Worker |

Forms Specialist

Groundskeeper |



Groundskeeper il

Help Desk Coordinator
Homefinding Fecruiter
Information Relerral Specialist
Legal Support Specialist |
Legal Support Specialist I|
Librarian 1

Maintenance Worker 1|
Medical Assistant

Medical Coder/Biller
Medical Secretary
Medical Support Specialist
Network Administrator
Nurse |

Painter 1

Painter li

Paralegal

PC/Network Technician i
PC/Network Technician H
PC Network/Telecom Tech
PC Training Coordinator

Quality Improvement Review Scheduler

Quality Review Specialist
Records Audit Specialist

Records Audit Specialist/Closed Recerds

Records Audit Specialis¥/intake
Records Audit Specialist/Transfers
Records Floater

Records Specialist

Records Specialist - Closed Records
Records Specialist - Document imaging
Records Specialist - Open Records
Recreation Aide

Recreation Coordinator

Research Analyst

Research Support Specialist

SACWIS Coordinator

SACWIS Subject Matter Expert (SME)
SACWIS Training Goordinator

Senicr Day Care Worker
Shipping/Receiving Worker

Social Service Aide 1l

Social Worker Assistant

Social Worker Assistant — Foster Care
Social Worker |

Social Worker |-A

Social Worker |-B

Social Worker I-C

Social Worker NLE I-A

Social Worker NLE |-B

Social Worker NLE |-C
Social Worker H-A
Social Worker |I-B
Social Worker 1I-C
Social Worker NLE H-A
Secial Worker NLE 11-B
Social Worker NLE 11-C
Social Worker 1ll-A
Sociat Worker 11I-B
Social Worker [1I-G
Social Worker NLE-BA

Social Worker NLE-MA

Tutor

Volunteer Program Assistant
Velunteer Services Coordinator
Volunteer Services Specialist
WEB Developer

Additicnal drug test panel for non-DOT regulated employees

SUBSTANCE INITIAL LEVEL | CONFIRMATION
LEVEL
Methadone 300 300
Methaqualones 300 100
Propoxyphene 300 300
Barbiturates 300 200
Benzodiazepines 300 300

() Alcohol Testing Progess. Alcohot tests shall be adminisiered
using a breath or saliva initia) screen with a confirmatory evidential breath
test (“EBT") administered by a trained breath alcohol technician (“BAT™)
ar & law enforcement officer certified to conduct such tests. All tests shall
be administered in accordance with federal standards for alcohol testing.

{k) Refusalio Submil to a Test. Refusal to submit to any of the
alcohol or controlled substance tests required by this policy shall result
in the employee’s immediate termination. Actions constituting a refusal to
submit o a test include:

(1) Failing to provide adequate breath for alcohot testing;

(2} Failing fo provide adequate urine for controlled substance
testing;

{3) Engaging in conduct that clearly obstructs the testing
procedure;

{(4) Failing to remain readily avaftable for a post-accident test;
(5) Attemnpting to substitute and/or adulterate the specimen;
(6) Attempting to delay a test.

() Compensation of Employees Subject 1o Testing. Employ-
ees subject to random testing shall be compensated while away from the

job undergoing testing unless the result is positive. Employees subject to
reasonable suspicion testing shall not be compensated while away from
the job undergoing testing or while awaiting test restilts untess the test
result is negative. An employee subject to reasonable suspicion testing
cannot resume job duties until the test resuli is received. if a test result is
positive, the employee cannat return to work until the employee has:

{1) Successiully comgleted treatment in the Employee As-
sistance Program treaiment provided by the County Executive pursuant
to the County of Summit's directives and policies, including disciplinary
policies; and

(2} Anegative return to duty test result is received by the
County of Summit.
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Heatth and Hurnan Services “Mandatory Guidelines for Federal Work-
place Drug Testing Programs” and the National Institute for Drug Abuse
{“NIDA"). The County of Summit and the laboratory shall have a clear
and weli-documented procedure for collection, shipment, and accessing
of urine specimens. The procedures utilized by the County of Summit
and the Iaboratory shall be consistent with the collection and testing
procedures estahlished by the United States Department of Health

and Human Services and required by the United States Department of
Transportation, and shall include an evidentiary chain of custody and
control and spiii sample collection and testing. The collection site person
is responsible far maintaining the integrity of the specimen collection and
transfer process. All procedures shall be cutlined in writing and proviced
to the County of Summit's representatives and donors. There shali be

a Medical Review Officer (“MRO”). The MRO is a physician specially
trained in substance abuse disorders. i a test is positive, the MRO gives
the employee a chance to provide a legitimate medical explanation,

such as a legal prescription for the positive result. If the explanation and
subsequent proof satisfy the MRO, the MRO reports a negative drug test
to the County of Summit. Each specimen will be tested for the following
substances and wiil be subject to the following cut off levels based on
nanograms per milliliter:

Drug test pane! required by Depariment of Transporiation (DOT) 48 CFR

Part 40

SUBSTANCE INITIAL LEVEL | CONFIRMATION
LEVEL
Amphetamines 500 250
Phencyclidine (PCP) 25 25
Marijuana Metabolites 50 ' 13
Cocaine Metabolites 300 150
Opiate Metabolites 2000 2000
6-Acetylmorphine 10 10
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Section 102.02 All classifications occupied ai the time of the
execution of this Agreement, not specifically established herein: as
included in the Bargaining Unit, shall be excluded from the Bargaining
Unit.

Section 102.03 The Employer will advise the Union President of
any proposed new classification titie and the responsibilities of said
classification (job description), and agrees to meet and confer with the
Unicn regarding inciusion of any such new classification in the Bargaining
Unit prior to implementation of such new classification. If the Union

and the Employer agree that such new classification should be piaced

in the Bargaining Unit, the salary scale thait the new classification will

be placed on shall be determined by mutual agreement beiween the
parties prior to implementation of the new classification. [f the Union

and the Employer are unable to agree whether said classification shall
be included in the Bargaining Unit, the parties agree thal a joint petition
will then be fited by the parties with the State Employment Relations
Board (SERB) pursuant 1o their ruies and regulations solely to determine
whether said classification shall be included in the Bargaining Unit, The
parties will attach to said petiion a jeint tetter asking SERB to make the
determination. Said petition and letter will be submitted to SERB within
ten (10) days from the date the parties agree that a SERB determination
is necessary. Pending the SERB ruling, the Employer may implement the
hew classification and said classification will, for all purposes, be treated
as being outside the Bargaining Unit unless and until SERB determines
that it should be included in the Bargaining Unit. if SERB determines
that said classification should be placed in the bargaining unit, the salary
scale that the new classification will be placed on shall be determined by
muitial agreement between the parties.

This Section shall also apply to new classifications created as
the result of job audit.

ARTICLE 103 DEFINITIONS

Section 103.01 The following terms shali have the meaning
indicated, as used in this Agreement:

A. “Bargaining Unit” means a single unit composed of the individual
smployees established and identified as being included in the
Bargaining Unit pursuant to Article 102 of this Agreement.

B. “Employer” means Summit County Children Services, the
Executive Director, the Managers and Supervisors, and where
approgriate herein, refers to any duly authorized Employer
representative.

C. “Confidential Employee™ means any employee who works in the
Departmant of Human Resources of the Employer and deals with
information to be used by the Employer in the cofleclive bargaining;
or any employee who works in a close, continuing relationship with
public officers or representatives directly participating in callective
bargaining on behalf of the Employer. The following positions are
defined as being Confidential Employees and are excluded from
the Bargaining Unit: 1) twa {2) Coordinator Il to the Executive
Director; 2) one (1) Administrative Assistant or Coordinator It each
1o the Division Directors of Social Services, Organizational Research
and Evaluation, Fiscal Services, Human Resources, Adminisirative
and Legal Services; 3} one (1) Administrative Assistant each to
the Department Directors of Community Relations, Professional
Development, Protective Services, Intake Services, Placement and
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Permaneng Planning Services; 4) Assistant Human Resources
Director; 5)HR Assistants; 6) four {4) Training Coordinators
emploved & of the time of the signing of this Agreement--all
additional Training Goordinator positions will be Bargaining Unit
positions. Exclusion from the Bargaining Unit will be restricted fo the
positicns inexistence at the time of the signing of this Agreement.

. “Day” means calendar days unless expressly stated otherwise.

. “Union” means the Communications Workers of America, AFL-CIG,

or such other smployee organization which has been certified by
the State Tmployment Relations Board (SERB) as the exclusive
bargaining represeniaiive of the empioyees in the Bargaining Unit,
The duly auhorized representalive of the Union shail be the Local
President o histher reprasentative as designated in writing.

. “Supervisor” means any individual who has authority, in the inierest

of the Emplover, o hire, transfer, suspend, iay off, recall, promote,
discharge, essign, reward, or discipline other public employess,; o
responsibly direct them; fo adjust their grisvances; or to effectively
recommend such action, if the exercise of that authority isnctof a
merely routine or clerical nature but requires the use of independent
judgment.

. “Management Level Employee” means an individual who

formulates policy on behalf of the Employer, who reasonably divects
the implementation of policy, of who may reasonably be required, on
behalf of the Employer, to assist in the preparation Tor the conduct
of collective negotiations, administering collsctively negatiated
agreements or have & major role in Personnel adminisivation.

The following positions are defined as being Management

Levei Positions and are excludad from the Bargaining Unit: 1)
Executive Director; 2) Directors of the Divisions of Social Services,
Organizational Research and Evaluation, Fiscai Services, Human
Resources, Administrative and Legal Services; 3) Department
Heads of Community Relations, Prafessional Development, Contract
Administration and Risk Management, Reseaich and Evaluation,
SACWIS, Intake Services, Protective Services, Placement and
Permanency Planning Services, and information Technology; 4;
Government Affairs Manager; 5) Quality improvement Manager; 6}
Client Rights Officer; 7) Manager of Budget and Financial Reporting;
8) Manager of Accounting Services; 9) Security Coordinator; 10)
Court Liaison/Juvenile Couri Litigation Manager; and 11} Manager
H-Community Relations.

. Ali employess shall be categotized into one (1) of the following

definitions of employee status:

. Full-Time Employee: An employse whosa regular hours of duty

total forty (40} hours per wesk.

. Part-Time Employee: An employee who has a regular schedule

and whose hours total twenty-four {24) hours or less per week.

. Intermitient Employee: An employee who works on an ireguiar

schedule which is determined by the fuctualing demands of the
work and is not predictable, and whose hours do not exceed twenty-
four (24} hours per week and are generally less than one thousand
{1,000) hours par year. The purpose of Intermitent employees is fo
replace reguiar but absent employees.

. Absentes Replacement: An employee whose regular hours of
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A posttive drug test or refusal to submit to a test after an accident may
affect the employee’s eligibility o receive Workers” Compensation ben-
sfits under Chapters 4121 and 2123 of the Ohio Revised Code and may
aiso result in termination.

C. Reasonable Suspicion Jesting: A trained supervisor or
official may require an amployee to undergo testing for alcohot andfor
controlied substances based upon specific, objective facts and reason-
ahle inferences drawn from these facts in light of experience and train-
ing. Such facts and inferences may be based on, but are not limited to,
any of the following:

i. Observable phenomena, such as direct observation of drug
or alcohol use, possession, or distribution, or the physical symptoms of
being under the influence of drugs or alcohol, such as, but not limited o,
slurred speech, ditaied pupils, odor of alccholic beverage or marijuana,
changes in affect, dynamic mood swings, efc.;

ii. & pattern of abnormal conduct, erratic or aberrant behav-
ior, or detericrating work performance which appears to be related to
substance abuse and does not appear 10 be attributable to other faciors;

ii. An employee being charged with unauthorized drug pos-
sassion, use or rafficking;

iv. Repeated or flagrant violations of the appointing authority’s
safety or work rules, which are determined by a supervisor to pose a
substantial risk of physical injury or property damage and which appear
to be related 1o substance apuse or substance use and do not appear io
be aftributable to other factors.

(4} Trangportation of employee. An employee who is being
iested shall be fransporied to the coliection facility and then home by
an appointing authority-arranged neutral third party (such as a taxi or a
designated County empicyes).

(5) Retum-in-Duty Testing. Before an employee who has
been found to be in viotation of this policy may return to duty, the em-
ployee must undergo testing for alcohol and controlled substances. The
results of the alcehol test must show less than .02 concentration from
a breathalyzer test, and the controlled substance test must be negative -
or such employee will not be permiited to return to duty and shall be
terminated.

{p) Fgliow-up Testing. When an employee has been found 10
be in violation of this policy, the employee will be subject to & minimum
of four {4) unannounced foliow-up tests, in addition to the retum-to-duty
test, within the first twelve (12) months following the employee’s return
to duty. The results of any follow-up alcohol test must show less than
.02 concentration and any follow-up controlled substance test must be
negative or such employee shall be terminated.

{i}_Substance Abuse Testing Process. All drug screening and

confirmation tests shall be conducted by a laboratory certified under the
United States Department of
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established by their appointing authority. Each appointing
authority that has employees who are required to carry firearms
shall establish a testing program and shall provide a copy of its
program’s policies and procedures to the County Executive.

(3} Cther employees: All employees, other than those de
scribed in subsections (h)(1) and {2) shall be required to submit
to testing for alcohol and/or controlled substances under the
following circumstances:

A. Pre-employment Testing: Prior 1o an offer of employment
with the Couniy of Summit, the applicant for employment shalt be tested
for controlled substances. The applicant shall not be hired unless the
controlled substance test is negative. Any applicant who refuses a
contralled substance test shall not be hired. An applicant who s not hired
due to the applicant’s refusal to submit to a test for controlled substances
or due to a positive iest for controlled substances shall be inefigible to
apply for County employment for a period of cne year.

1. Consentform: Prior io pre-employment testing, the appoint-
ing authority shall present a standard farm issued by the County Execu-
tive io the applicant conseniing to the pre-employment testing.

2. Right of appeat: If the pre-employment test is positive, the
applicant shalt have the right to file a written appeal o the Human Re-
source Commission concerning the validity of the test. The Human Re-
source Commission’s rules concerning appeals of employment decisions
shall apply. The Human Resource Commission may rule that the test is
valid or order that a second test be performed. The order of the Human
Resource Commission is final. ¥ the test is ruled valid, the applicant shail
not be hired. If a second test is ordered and the test is positive, the ap-
plicant shall not be hired.

B. Post-accident Testing: All employees who may have
caused or contributed to an accident on the job, as defined below, and
where there is reasonable suspicion of use of alcohol andfor controlled
substances, as set forth in subsection C., that employee wilt be required
to submit to drug and/or aleohol testing. The test will be administered as
soon as possible after the employee involved has received the necessary
medical treatment, or within 8 hours for alcohal testing and 32 hours for
testing of other drugs. An accident is defined as an unplanned, unex-
pected, or unintended event that occurs during the conduct of County
businass, or during work hours, inciuding but not limited to, an eventin
the course of County business that rasults in:

i. Afatatily,
ii. Bodily injury requiring off-site medical ireatment

ii. Vehicular damage where the driver is cited and requires the
damaged vehicle to be towed, or

iv. Property damage.
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duty total forty {40) hours per week and is employed for a limited
and specific period replacing a regular, but absent empioyee who is
scheduled to be absent over thirty (30) days.

5. Temporary Status: Bargaining Unit employees shall be placed
on Temporary Status to replace regular, but absent, employees.
Bargaining Unit empioyees shall not be placed on Temporary Status
for less than five {5) nor more than thirty (30} consecutive calendar
days, nor more than ninety (90) working days per calendar year,
unless no eligible employee accepts the assignment. Bargaining
Unit employess on Temporary Status shall not ba offered overtime
except in emergency situations and are excluded from the provisions
of Section 601.07. Requests for information on Employee Status
Forms shall be provided tc the Unicn President. Eligible employse
is defined as an employee who has not worked on Temporary
Status for ninety (90) days in that year. Eligible employees shall
be scheduled in rotation with every effort made to equalize the
temparary full-time opportunities for all eligible employees.

§. Temporary Empioyee: An employee who is hired for a specific
period of time not to exceed ninety (90) days for the purpose of
temporarily supplementing Social Services staff in unforeseen
situations.

7. Grani-Funded Employee: An employee whose salary and benefits
are dependent upon Grant Funds.

B. Special Funded Positions: Those positions partially funded by
SCCS and one {1) or more other agencies. Although employed
by SCCS, employees occupying these positions are often directed
by and sometimes located at other community facilities. Special
Funded Positions that are filled by SCCS employed Bargaining Unit
staff immediately prior fo accepting a Special Funded Position will
not be exempt from the Bargaining Unit.

Current and future employees employed in Special Funded Fositions
shall return to existing, vacant Bargaining Unit positions when andfor
if their Special Funded Position ceases to exist.

Special Funded Positions shall be advertised in the agency when
pasitions are available.

9. Special Project Assignmerit: An Intermiltent empioyee who
is placed on full-time stafus for the purpose of completing a
special project. Special Project Assignments are fimited to ninety
{90) consecutive days and né more than ninety (20) days per
calendar year. In the event that none of the Intermitients accept
the assignment, the Employer may elect to hire from outside for
the project; however, those employees shall be treated as non-
employees for the purposes of Article 403 and their bids will only
be considered if there are no internal bidders, The Union President
shall be nofified of each Special Project Assignment. Such
notification shall include the name(s) of the employee(s) assigned,
the nature of the assignment, and the anticipated duration of the
assignment for each,

10. Seasonail Fuil Time Groundskeeper ki (This status may be
used only for the Groundskeeper | classification.) An employee
in the Groundskeeper | classification whose regular hours of duty
total forly (40} hours per week and who works a limited and specific
regular season or period of the year (May through October}, not to
exceed 180 days per year, performing some work or activity limited
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to that seascn or peniod of the ysar. Groundskeeper | Seasanal Full
Time assignments shall be limited to one (1} position. Employess
who serve in this capagity shall maintain recall rights from year

to year {conditicnad upon the absence of any Group Three (3)
corrective actions received in accordance with Articte 404 by the
employee during the previous Seasonal assignment), or until such
time that they voluntarily leave the Employer, or become regular
ful-ime employees. In addition, intermittent employess assigned
1o the Seasonal Full-Time Groundskeeper | status from other
classifications shall continus 1o raceivs the rate of pay for their
reguiar Groundskeaper | classification.

“Floaters” serve as back-up staif in order to assure continuous
coverage and/or mest security needs and who function as follows:

1. Serve as back-up staff where neasded {0 support
regular staif

2. Fill in, in emergengy situations;
3. May be called to work overtime while off duty;

4, Assisting staff with work responsibifities.

ARTICLE 104 DUES CHECKOFF

Section 164.0% The Employer will deduc!, during the life of this
Agresment, monthly Union membership dues frem the wages of
members in the Bargaining Unit provided that at the time of such
deduction there is in the possession of the Employer a voluntary written
individual order thereof from any of said empioyess. {Appendix A}

Section 164.02 Previously signed and unrevoked wiitien
authorization shall continue to be effeciive for current employees and for
reinstated employees. The previously signed dues check ofi card for past

employees who are rehired shall automatically be renowed effective upon -

hire, and the Empioyer shall natify the employee of the renewal.

Section 104.03 The Employer will deduct current uniform dues from
the pay of employees in the Bargaining Unit from the first pay peried in
the calendar month.

Section 164.04 The Unien shall fully reimburse the Employer for all
costs arising from any and all ciaims, demands, suits or other forms of
hability that shali arise out of or by reason of action taken or not taken by
the Empioyer for the purpose of complying with any of the provisions of
this Article.

Section 104.65 All sums deducted by the Employer shall be remitted
to the Central Office of the Union at its current address not fater than

the 25th day of the calendar menth in which such deductions are made,
except that the Employer shall not be held responsible for conditions in
the offices of the County Fisca} Officer which cause deiay.

Section 104.08 The Emplover’s obligation to make deductions
shail terminate autematically upon timely receipt of written revecation
of authorization or upon termination of employment, or transfer to 2 job
classification cutside the Bargaining Unit. The Employer shall send
one {1) copy of written revocation of wiitten authorizations to the Union
Prasident within ten {10} days of receipt.

Section 104.07 The Employer shali not be obligated 1o make dues
deductions from any employee whe, during any dues month involved,

g

(2} Repori to duly or remain on duty while using a conirolied
substance {including prescription drugs that impair the employee’s ability
to perform the assignad duties, unless sush use has been approved by a
physician and reparied to the County Executive’s designee);

{3} Test positive for controlled substances (a positive lestis
defined as a test showing controlled substance concentrations in excess
of the threshold amounts set forth in subsecticn (i) hereof);

{4} Possess alcohol, controlied substances or drug parapher-
nalia while on duty;

{5} Use alcohol or controlied substances whils on duty;

{6) Refuse 1o submit to a post-accident, reasocnable suspicion,
return-to-duty, or follow-up afcohal or controlled substance test,

) Consequences of g Viplation.

(1) If an emploves viclates any of the policies set forth in this
Substance Abuse Prevention Policy:

A. The emplayee may be disciplined, up 6 and inciuding
dismissal.

B, The employee may be reassigned.

C. The employze will be provided with information regarding
the services available for alcohol and substance abuse.

D. The employee will be referred for an evaluation by a sub
stance abuse professional.

E. The employee wilt be subject to reevaluation, return-to-duty
testing, and unannounced follow-up testing.

(2) Viclation of subsection {£)(6) above will result in immediate
termination (See subsection (k} below for definitions of what
constitutes failure to submit).

() Legally Prescribed Drugs and Non-prescription Medications:
The appropriate use of legally prescribed drugs and non-prescription
medication is riot prohibited. However, when taking any prescription or
non-prescription medication which may interfere with the safe and effec-
tive performance of their duties, employees are encouraged io consult
iheir physician and report such use to the County Exacutive’s designee.
Cerification from a medical doctor that an employee Is able to perform
the normal functions of their position may be required before the em-
ployee will be aliowed fo continue working.

(h) Types of Testing for Alcohol And/or Controlled Substances.
{1} Commercial driver’s licenses. Ali employees who are

required to hold commercial driver’s licanses shall be
subject 1o festing for alcohol andfor controlled substances as
required by federal and State of Ohio law.

{?) Firearms. All employees who are required to carry firearms

shall be subject to testing for alcohol and/for controlled sub
stances pursuant to a testing program
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APPENDIX F
COUNTY ORDINANCE 169.28
SUBSTANCE ABUSE PREVENTION POLICY
(a) Purpese. The County of Summit has a sirong commitment

to the health, sdfety, and welfare of its employees, their families and

the public, Widely available statistics and information establish that the
incidence of drug and alcohel abuse is increasing and the effect is dev-
astating to lives, businesses, and the community at large. The County
of Summit is corcerned thai, in the event of substance abuse among
our employees, the safety of our employees and the public could be en-
dangered. Our commitment to maintaining a safe and secure workplace
requires a cleat policy and supportive programs relating ic the detection,
treatment, and prevention of substance abuse by employees. Itis the
goal of the County of Summit to provide a safe workplace by eliminating
the hazards to health and job safety created by alcoho! and other drug
abuse. We believe this goal to be in the best interest of our employees
and the general pubiic.

(b) Implementation. The County Executive is responsible for
implementing and communicating these policies. Any questions regard-
ing these policies should be directed o the County Executive.

(c) Voluntary Admission_of Problem. Employees are encouraged
to voluntarily admit problems with drugs and alcohol prior to violating
these policies. Employees who voluntarily admit problems with drugs
and alcohol priot to violating these policies will not have his or her job
security or promotional opportunities jeopardized by a request for treat-
ment. Employees should not read this to mean that a request for treat-
ment will automatically excuse them from discipline or discharge where
the appointing autherity initiates corrective action for violation of these
policies. Rather, an employee who seeks treatment on his or her own
initiative is in a better position than one who brings up a drinking or drug
probiem for the first time in response to an investigation by the County of
Summit. kit will be the responsibility of the employee to comply with the
County of Summit’s referral for diagnosis, and it is also the employee's
responsibility to cooperate with the prescribed treatment. An employee’s
refusal to accept referral or follow the prescribed plan of treatment may
be considered insubordination. An employee who is referred 1o a drug
rehabilitation program and fails to satisfactorily participate in the program
may be terminated from employment. Referral to a rehabilitation program
is designed primarily for those employees who appear to have a treatable
condition, not to protect those who manufacture, distribute, or dispense
drugs in the workplace.

(d) Applicability. This policy applies to all empioyees of the County
of Summit, including all levels of management while on the job, while
subject to duty, and while riding in a County owned vehicle. This policy
also applies to situations where an employee’s off-the-job or off-premises
conduct impairs work performance. The County of Summit wants to
assure that employees report to work in condition to perform their duties
safely and efficiently in the interest of their fetllow workers and the public
as well as themseives.

(e) Violations. Itis a violation of this policy 1o do any of the fellowing:

(1) Report o duty or remain on duty whilte having an
alcohol concentration from a breathalyzer test of .02 or greater;
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failed to receive sufficient wages to make all legally required deductions
in addition to the deduction of Unien dues.

Section 104.08 In the event the Union requests that the Employer
deduct monies in excess of the amaount as of the date of execution of this
Agreement, such reguests shall be effective only upon written assurance
by the Union that the additional amounts have been authorized pursuant
to and under the Union's constitution; provided thai, in the event a new
written authorization from the employee is necessary by the Union, such
authorization will be secured by the Union and presented to the Empiloyer
prior to the deduction of newly certified amounts.

ARTICLE 165 FAIR SHARE FEE

Section 105.01 Effective sixty (60) days following the beginning of
employment, employees in the Bargaining Unit who are not members
of the Union shall be required, as a condition of continued employment,
to pay a Fair Share Fee to the Union. The Fair Share Fee shall be
deducted during the same pay period as the Union dues, and remitted
16 the Union in the same manner as the Union dues. The deduction of
the Fair Share Fee and its payment to the Union is automatic and does
not require the written authorization of the employee. The Union shall
inform the Employer of the amounts to be deducted under this Section.
This arrangement does not require any employee to become a member
of the Union, nor shall Fair Share Fees exceed the amount of Union
membership dues currently paid by members of the Union who are in the
same Bargaining Unit.

Section 105.02  The Fair Share Fee shall be established to cover
the employee’s pro-rata share of the direct costs incurred by the Union in
negotiating and administering the Agresment, and of settling grievances
and disputes arising under the Agreement, and the Union’s expenses
incurred for activities normaily and reasonably employed to sffectuate its
duties as the exclusive representative of the employees in the Bargaining
Unit.

Section 105.03 Any employee who is a member of and adheres to
established and traditional tenets or teachings of a bona fide religicn or
religious body, which has historically held conscientious objections io
joining or financiatly supporting an employee organization and which is
exempt from taxation under the provisions of the Internal Revenue Code,
shall not be required to join or financially support the Union as a condition
of employment. Upon submission of proper proof of religious convictions
to the State Employment Relations Board, the State Employment
Relations Board shall declare the employee exempt from becoming

a member of or financially supporting the Union. The employee shail

be required, in lieu of the Fair Share Fee, to pay an amount of meney
equal to such Fair Share Fee o a non-religious charitable fund exempt
from taxation under Section 501 (c)(3} of the Internal Revenue Code
mutually agreed upon by the employee and the Union. The employee
shall furnish to the Union written receipts evidencing such payment, and
failure to make such payment or furnish such receipts shall result in the
employee’s dismissal.

Section 105.04 The Unicn hereby agrees that it will indemnify and
hold harmless the Employer from any claims, actions or proceedings by
any employee arising from deductions made pursuant to the Article.

Section 105.05 The Employer shall not be obligated to make Fair
Share Fee deductions from any employee who, during the months
involved, failed to receive sufficient wages to make all legally required
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deductions, in addition to the deduction of the Fair Share Fee.

Section 105.06 Ali employess shall be required to pay Fair Share
Fee and shail then be subject to all provisions of this Article.

Section 105.07 No employee shall be reguired to become & member
of the Union as a condition for securing or retaining empioyment.

Employess who opt not 1o become members of the Union
a7 to instead remit an Agency Fee may redquest a raduction in their
fee based on thsir objection to certain kinds of Union expenditures in
accordance with internal Union procedures and timelines. Those opting
for the Agency Fee are entitled to disciosure of the Union’s chargeable
and non-chargeable expenses Lpon request.

The calcutation and administration of the Union’s Falr Share
Fee shall comply with Ohio Revised Code Seciion 4117.08{C) and all
Constitutional requirements as defined by the Courts and the State
Employment Relations Board (SERB}.

ARTICLE 106 NO-STRIKE PLEDGE

Section 106.061 No Bargaining Unit employee shali sirike during the
ierm or extended term of a Collective Bargaining Agreement or during the
pendency of the setflement procedures set forth in Section 4117.14 of the
Ohig Revised Code.

The term “strike” means concerted action in failing fo report to
duty; williui absence from one’s position; stoppage of work; siowdown,
or abstinence in whaie or in part from the full, faithful, and proper
performance of the duties of employment for the purpose of inducing,
infiuencing, or coercing a change in wages, hours, terms, or other
conditions of employment.

Section 106.02 Stoppage of work by empioyees in good faith,
because of dangerous or unhealthful working conditions at the place of
employment which are abhormal to the place of empioyment shall not be
deemed a strike.

ARTICLE 10T NO LOCK-CUT PLEDGE

Section 107,01 The Employer agrees that neither it, its officers,
agents, representatives, individually or collectively, will authorize,
instigate, cause, aid, or condone any lock-out of members of the Union.

ARTICLE 108 NON-DISCRIMINATION

Section 108.01 No person or persons or agencies responsible 1o the
Employer nor the Union and its officers and members shall discriminate
for or against any employee on the basis of race, religion, color,

national origin, sex, gender identity, sexual orlentation, marital status,
employse organization, ot political affiliation, age, disability, ancestry,
veteran status or military status, or for the purpose of evading the spirit
of this Agresment. The Employer and the Union agree 1o abide by the
provisions of applicable Federal, State and local taws and executive
orders regarding these matters.

Section 108.62 The Employer recognizes the right of ali employees
to be free 1o join the Union and to pariicipate in fawful concerted

Union actvities. Therefore, the Employer agrees there shall be no
discrimination, interference, restraint, coercion, or reprisal by the
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MEMORANDUM OF AGREEMENT

Effective ninety (30) days after the execution date of this Agreement, there will bea
Qualify Service Cemmittee (QSC) comptised of four (4) Caseworkers chosen by the
Union, and foer (4) management staff from the Social Services Division chosen by the
Executive Director. Other subject matter experts may be called upon to participate. The
Chair of the Committee shall be one of the Employer’s appointees and shall be
determined by the Comraittse. In the event the Comrmities cannot reach consensus, the
FExecutive Director shall designate the Chair. Amy expansion of the Committee will be
dene in equal numbers. The addition or replacement of Committee members will be done
as noted eartier in this paragraph.

The QSC is responsible for examination/recommendations of methods for effective
caseload management and process improvement. The Committee will utilize 2
consensus-based decision-making process.

The Coommitiee will report on 2 quarterly basis to the Executive Director and/or the
Executive Council and the Labor/Management Comimities auy recommendations and/or
concerns, findings, and issues addressed at the Committee meetings. Minutes of the
Comumittee meetings will be submitted to the above parties as weil.

The Committes will also:
1 Identify and recommend areas of emphasls for time management raming
for Caseworkers;
Develop recommendations to provide improvements and enhanced Agency
operations;
3 Research and explore a training/mentoring program fo maaich skilled
Caseworkers with new Caseworkers, and make recommendations.

4. Explore strategies to atiract and retain experienced staff.

e

Employess involved in QSC activities shall be given sufficient time as agreed to by the
Committee Chair in advance during duty hours without loss of pay or other benefits to
perform these functions.

The parties recognize that the QSC replaces the existing QPAC Commitice.
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EXHIBIT E
LAY-OFF SERIES

Grade
El

E2

E2

E2
E3

E3

E3

E3

E4

ES

E5

E6

SERIES #11

JOB CLASSIFICATION
SACWIS Coordinator

Data Base Administrator
Network Administrator

Computer Programmer Analyst

Computer Programmer

PC Network Technician 11

PC Network Telecom Tech

Web Developer

Computer Programmer Assistant

PC Network Technician I
Help Desk Coordinator

PC Training Coordinator
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Employer against any employee because of Union membership or
because of any lawful activity in an official capacity on behalf of the
Union, nor will the Union practice discrimination, cosrcion, ot interference
against any empioyee choosing not to join the Union.

WMANAGEMENT RIGHTS
The Unicn shafl recognize the right and the authority

ARTICLE 109
Section 109.01

- of the Employer to administer the business of the Employer, and in

addition to other functions and responsibilities which are not specifically
mentioned herain, the Union shall recognize the Employer has and

will retain the full right and responsibility to direct the operations of the
Employer, to promulgate rules and regulations and to otherwise exercise
the prerogatives of management, and more particularly, including but not
be limited 10 the following:

1. To manage and direct its employees, including the right to
select, hire, promote, transfer, assign, evaluate, lay off, recall,
reprimand, suspend, discharge, reward or discipline for cause,
and to maintain discipline among employees;

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

3. To determine the Employer’s goals, objeciives, programs,
and services, and to utilize personnel in a manner designed to
effectively and efficiently meet these purposes;

4. To determine the size and composition of the work force and
the Employer’s organizational structure, including the right fo
relieve employees from duty due to tack of work or austerity
programs;

5. To determine the hours of work, work schedules, and to
establish the necessary work rules for all employees;

6. To determine when & job vacancy exists, the duties to be
included in all job classifications, and the standards of quality
and performance to be maintained,;

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

&. To determine the Employer budget and uses thereof;

9, T require employees fo submit to examination by a
physician in accordance with the rules and regulations of
the Ohio Department of Job and Family Services or other
regulatory agencies,

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

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

Section 109.02 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 function of the
Employer.

Section 109.03 Nothing in this Article shalt be interpreted as a waiver
by the Union or employees of their right to question or challenge the
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legaiity of any exercise by the Employer of its rights before a process of
third party adjudication or courts of competent jurisdiction. Nothing in this
Section shal prohibit the employees from filing a grievance under Article
504 (Grievance Procedure) for alieged violations of other provisions of
this Agreement.

ARTICLE 110 SENIQRITY AND LAYOFF

Section 110.01 Whaere, because of economy, consolidation or -
abolishment of functions, curtailment of activities or other reasons similar

Grade

é

to the foregoing, the Employer determines it necessary to reduce the
size of its workforce, such reduction shall be made in accordance with
the provisions hereinafter set forth. When the Employer determines it
necessary to abolish a job position, it shall advise the employee of such
abolishment.

CLASSIFICATION
Cook

SERIES #10

Section 110.02 When the Employer determines & layoff is necessary,

employees within affected job classifications shall be laid off according

Grade § JOB
Ccl3
Cl3
Ci3
Cl13
CL3
Cl13
i3
13
D2
D3
DS
D5
D
D3
5
D5
5

D5
D3
D6

to their relative seniority with the least senior being laid off first, pravided
that all temporary, probationary, intermittent and part-time employees
within the affected job classification are laid off first in the above
respective order. Fuil-time employees will not be required 1o displace
{bump) into or fill a vacancy in less than a full-time classification.

inlist Fromt Desk

[mprovement Review.
(Evening & Weekends}

eraction Center

SchedulerReceptianist

Dreptal Secretary

Section 110.03 Seniority is defined as the length of continuous
employment with the Employer as computed from the employee's most

Yafarmatinn Referral Specialist
t

Records Specialist — Darumen
Records Specinlist — Open

Recards Specialist — Closed
Imaging

Reenrds Audit Specinlist
Records

SERIES #9
Clased Regords
Recoerds Floater
Recards Sp

Family

Afedical Secretary

Cleck [

recent date of hire. In the event two (2) employees have the same date
of hire, their order of seniority will be determined by their social security
number with the lowest number receiving the greatest seniority. “Date of

Grade § JOB CLASSIFICATION

Dl
D

D3
D4

hire” shall be the first paid workday for all employees.

Section 110.04 Any medical leaves and approved educational
leaves of less than twelve (12} months, any mililary leaves of less

than five (5) years, and any paid leaves, shall not constitule a break in
continuous service and shall not cause any adiustment in the initial date
of employment of the employee for the purpose of seniofity and seniority

EXHIBIT E
LAY-OFF S8ERIES

Adopting Subsidy Specialist | D2

1V (No Degree)

Adnption Subsidy Specialist § D1
Aceount Specialist IV {Na

Degres)

Aceemn Specialist IV
Account Speeialist I

(Degree}

Aceount Specinlist I

Account Clerk 11

SERIES #8

based benefits.

Grade | JOB CLASSIFICATION

D4

Section 110.05 Within thiry (30) days after the execution of this
Agreement, the Employer will provide a seniority roster for alf employees
covered by this Agreement. Emgloyees shall have fourteen (14) days
within which to appeal their proposed seniority date of hire. Absent any
appeal by the employes(s), the seniority date shall be final.

CLASSIFICATION

e
Paralegal

SERIES #7

Grade { JOB

Section 110.06 Empioyees who are noiified of a job position
abolishmentAayoff, may disptace (bump) another employee with the

o

D2
m
D3
D3
3
D5
D
jals]
Dé

least seniority in their job classification untess there is a vacancy in their
classification. Any employees (position abolished or laid off) who are
unable to displace (bump) another employee within their classification
may displace (bump) another empioyee with the least seniority in a lower
rated job classification within the layoff series. (Set forth in Appendix E,
attached hereto). When more than one {1} employee is bumping the

ShipoingReceiving Worker
Food Service Weorker 1

10B CLASSIFICATION
Maintepancs Worker 11

SERIES #6

Painter I1

Campenter I

Painter

Aute
MecharicMaintenance
Worker I
Chrowndskeeper 1L

t Groundskeeper I

least senior employee within the same classification, such bumping shall
be offered in order of the employee’s relative seniority with the choice
offered to the most senior employee.

Section 110.07 Employees who are displaced (bumped) by a more
senior employee shall be able to dispiace (bump) another employee
with the least seniority in a lower rated job classification within the lay-off
series, unless there is & vacant position existing in the lower rated job
classification where the employee must fill such vacant position.
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F

11
C13
cl3
CL5
Tl5
clLs
Cls
D3

D4

D6

Social Worker Assistant
Sr. Day Care Worker
Child Care Worker I
Social Service Aide I1
Clothing Resource
Reerention Coordinator
Clothing Room Asststant

Day Care Worker
Specialist

SERIES #5
Grade § JOB CLASSIFICATION ( Grade
Tutor
Librarian T
Recreation Aide

c7
C8
co
co
D4
D4

CLASSIFICATION

Community

Educator
Volunteer Prograimn

Volunteer Services
Assistant

Volunteer Services
Coordinator

SERIES #4

Home Finding
Recruiter

Relations Specialist
Specialist

Grade § JOB

Community

C3

EXHIBIT B
LAY-QFF SERIES
CLASSIFICATION
Research Analyst

SERIES #3

Grade | JOB

C6
Cé
Cl15
Cls
C15

CLASSIFICATION

Nurse I
Medical Support

SERIES #2

JOB

Specialist

Dental Assistant
Medical Assistant
Loder/Biller

Medical

Grade
Cc2
through
C10,
Cl12,
Clé+
Cc17
Ccs

Cc8

SERIES #1
CLASSIFICATION
Social Workers
SACWIS SME
Quality Review
Soecialist

SACWIS Training
Coordinatar

JOB

Section 110.08 In all cases where one {1} employee is exercising
histher seniority to displace (bump} another employee, his/her right to
displace (bump) into another job classification is subject to the conditions
that hefshe is qualified for the position and able to perform the functions
and duties of the position to which he/she is attempting {0 displace
{bump) into. During the bumping process, employees will be considered
qualified for any classification they accupy at the time of layoff.

Section 110.09 At the end of the displacing (bumping) process,
the employee who is displaced {bumped) and unable to displace
another employee pursuant to the above provisions shall be laid off.
The Employer may, at its sole discrstion, offer such employee a vacant
positicn in another layoff series.

Section 110.10 Employee{s) who are laid off shall have the option of
being directly laid off by the Employer or of displacing {bumping) another
employee pursuant to the above provisions,

Section 110.11 Recalls shall be in the inverse order of lay-off and
laid off employees shall retain their right to recali to the job classification
from which they were laid off or to a lJower rated job classification

within their layoff series, for twelve (12) months from the date of lay-off.
Employees who are recalled during the recall period shall be treated

as reinstated employees rather than a new employee and shall not be
subject to drug testing when recalled.

Section 110.12 Notice of recall shall be sani to the employee’s
address listed on the Employer’s recards and shall be sent by certified
mail. An employee who refuses recall or does not report to work within
five (5} working days from the date the Employer mails the recall notice,
shall be considered to have resigned his/her position and forfeits all rights
o employment with the Employer.

. Section 11013 Employee(s} scheduled for lay-off shall be given a
minimum of twenty-one (21) days advance notice of lay-off.

ARTICLE 201 UNION RIGHTS

Section 201.01 The Employer agrees to furnish the Union President
a monthly list of personnel transactions, which involves additions to,
changas or deletions from the Bargaining Unit. The Employer will
include in the list the newly hired employees and their classification and
status, employees completing their probationary period and employeas
promoted or transferred inte or out of the Bargaining Unit. Deletions
from the Bargaining Unit shall be explained, i.e., resignation, termination,
retirement, layoff, etc. The list will also include those Bargaining Unit
employees whose classification is being changed and the reason for the
change. The list will also show the names and the effective dates of the
transactions.

The monthly jist shall be submitted to the Union President no
later than ten (10) days folfowing the Board approval of the transactions.

The Employer will provide a list of all Bargaining Unit
Intermittent or Part-Time employees, who are placed on temporary full-
time status or temporary part-time status, including the beginning and
ending dates of the individual assignments. This list will be provided on
a monthly basis and will identify ail such assignments reported 1o the
Department of Human Resources during the preceding month.

The Employer shall provide to the Union President the minutes
of the monthly meetings of the Summit County Children Services Board
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of Trustees, minutes of all Summit County Children Services Board
cammitiee meetings, and copies of all Board resolutions in a timely
manner. Any minutes of executive session meetings or other meetings
not subject to public disclosure shall not he provided to the Union.

The Employer shali provide the Union with the Employer’s
current Table of Organization. Also, the Emplover will notify the Union of
any changes to the Employer’s Table of Organization in a timely manner.

The Employer shall provide the Union with address changes for
Bargaining Unit employees on a monthly basis.

The Employer shall notify the Unicn of alf students who have an
academic assignment with the Employer. Said notification shall include
the student’s name, the name of the person overseeing the student, the
unit they are assigned to, and the beginning and ending dates of the
assignment. For the purposes of this section, student is defined as any
person who has an academic assignment with the Employer whether an
employee or a non-empioyee. Should the Employer place a Bargaining
Unit employee on administrative leave, the Employer shall notify the
Unicn prior to the employee being placed on leave, and said employee
shall have the right to have a Union representative present.

Section 201.02 Elected Union delegates or alternates to the
President’s conference and annuat convention of the Union shall be
granted time off without pay to participate in such meetings. Such time
off shall be granted to no more than ten (10) members and shall not
exceed three (3) days per calendar year for each employee subject to the
Employer’s need fo maintain coverage on that job and adequaie notice
havirg been given to enable the Employer to effect coverage.

Section 201.03 The Union shall be permitted the use of the
Employer’s copier for Labor/Management materials at no charge. if the
Union requests the use of a copier for internal Union affairs, the Union
shall pay the applicable rate for use of the Employer’s copier. Reguests
to use the copier for internat Union matters must be made to the
Director of Human Resources and payment made to the Fiscal Services
Depanment. The Employer will make availabie, as requested, at least
five {5} copies of any materials provided to the Union.

Section 201.04 The Union President or his/her designee shall be
entitted to a maximum of five {5) hours per week non-accurmulative
release time away from the employee’s normal work time in order to
perform the responsibilities of the Union President function. Such time
must be requestad and approved of in advance of use. Duties performed
by the Union President or his/her designee shalt be performed in the
Unian office, whenever feasibie. The Union President may be released
from normal work an additional fifteen (15) hours per week with the Union
reimbursing the Employer for all costs (wages, roll-up retirement, sic.)

on a monthly basis. The accounting of such time shall be recorded on
Steward Time Forms that will specify the area and persons visited.

Section 201.05 - The Employer shall provide a lockable office, with
keys maintained by the President located in the main building at 264 S.
Arlington Street, in which Union business may be conducted in private.
Said office shall be located in room 1-C-151. In such office, the Employer
will provide a lockable filing cabinet, one desk, five chairs and a work
table for the exclusive use of the Union officials. The Employer will also
provide a telephone in such office for the exclusive use of the Union with
all monthly billing and maintenance charges 1o be borne by the Employer,
except for long distance calls, which shall be bomne hy the Union. A room
identification sign shall be placed on the doer of such office, the cost of
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APPENDIX 1

EXAMPLE #2

Work Schedule: Mon.-Fri. 8:30 - 4:30 pan.
Compensatory Time Bank: 80

DAY IN ouT Total Time Off or Comp. Hours
Hours | Remarks Farned
Worke
d

Sat RDO

Sun RDO

Men 8:30 am. |} 430 p.m. 8.0

Tues 8:30am. | 430 pm. 8.0

Wed CT 8.0

Thurs 8:30 a.m. 6:30 p.m. 100 20x1.5=30

Fri 8:30am | 430pm. 8.0

TOTALS 42.0 CTR0(20x1.5=30

Comp Time Bank 75.00

Premium bours (paidat | 0

straight time}

Sat 8:30am. | 4:30pm. 8.0 80x1.5=12.0

Sun RDO

Mon 8:3¢am. | 430pm. 8.0

Tues 830 am. | 43C¢pm. 8.0

Wed 8:30am. | 430pm. 8.0

Thurs 8:30am. |[4:30pm 8.0

Fri CT 8.0

TOTALS 48.9 CT80(80x1.5=120

Comyp Time Bank T5+12-8=79

Premium hours {paidat | 0

straight time)
73




APPENDIX B:

EXAMPLE #1

Work Schedule: Mon.-Fri. 8:30 - 4:30 p.m.
Compensatory Tims Bank: 50

straight time)

DAY N ouT Total Time OFf or Comp. Hours
Hours Remarks Earned
Worke
d
Sat 2:00p.m. | 6:00 p.m. 4.0 40x15=6.0
Sun 12:00pm. | 8:00 pm. 8.0 8.0x15=12.0
Mon 7:00am. | 4:30 p.m. 9.5 1.5x1.5=2.25
Tues 8:30am. | 4:30 p.m. 8.0
Wed CT 8.0
Thurs 12:30pm. | 6:30 pm. 6.0 CT40]20x1.5=3.0
Fri 8:30 nm. 4:30 p.m. 8.0
TOTALS 555 CT 120 155x1.5=2325
Comp Time Bank 61.25
Premivm hours (paidat {0
straight time)
Sat 8:302m {430 pm 8.0 80x15~120
Sun RDO
Mon 8:30 am. 12:30 a.m. 16.0 80x15=1290
Tues 8:30 am. 10:30 a.m. 2.0 CT 6.0
Wed 8:30 am. 4:30 p.n. 8.0
Thurs 8:30am. | 8:30pm. 12.0 40x15=6.0
Fri 8:30 a.m. 4:30 pan. 8.0
TOTALS 60.0 CT6.0 | 200x1.5=30.0
Comp Time Bank 61.25+30 - 6= 18525 - 5.25 (paid) = 80
Premium hours {paid at | 5.25
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which shall be borne by the Union. Except in the case of emergencies,
non-Bargaining Unit individuals shall not enter the Union office without
the presence of a Union representative.

Section 201.06 Within thifly (30) days of the execution of this
Agreement, the Union President shall be given a copy of alf current
Bargaining Unit job descriptions, If a job description should be changed
during the term of this Agreement, the changed job description shall be
dated and a copy submitted to the Union President within seven (7} days
of the effective date of the change.

Section 201.07 A Union Officer and/or one other designee shali be
released from narmat work dutiss, without loss of benefits or seniority,
and without pay, for the purpose of attending training or CWA National,
District and Public Employee conferences. The total time used under this
Section shall not exceed fifteen (158) work days per calendar year.

ARTICLE 202 NON-EMPLOYEE VISITATIONS

Section 202.01 The Employer agrees that accredited non-employee
representatives of the Union shall be admitted to the premises of the
Employer upon verbal notification fo either the Director of Human
Resources or the Emptover's General Counsel. Such visitations shal
be limited to attendance at Labor/Management Meetings as outlined in
Article 501 and as authorized by the Grievance Procedure as outlined in
Article 504.

Section 202.02 In addition, the Employer agrees that accredited non-
employee representatives of the Union may be admitted to the premises
of the Employer at any time with written notification to the Director of
Human Resources or hister designated representative, twenty-four (24)
hours in advance.

Section 202.03 The number of accredited non-employee

representatives during any one (1) visit to the premisas of the Employer
shall be limited to a maximum of two (2). Non-employee visitation forms
shall be provided to the President of the Union or his/her representative.

ARTICLE 203 INFORMING EMPLOYEES

Section 203.01 Upon the execution of this Agreement, the Employer
and the Union will inform present employees that negotiations have been
concluded on the Agreemeni. The notice to the ermployees will include a
location where copies of the Agreement are available.

Section 203.02 The Employer wili publish copies of this Agreement
in booklet form and will distribute them to each present and future
Bargaining Unit employee. The Frnployer agrees to have said bocklels
printed at a local unionized print shop and both parties shall share the
costs equally.

Section 203.03 The Union may distribute literatusre to new employees
of the Bargaining Unit by means of the intra-agency mail system. The
contents of such material may contain materials describing CWA,
identifying its official representatives and a membership application.
Additionally, the Union may distribute the Union newsletter and notices

of meetings to all Bargaining Unit employees by means of the intra-
agency mail system. Notices of membership meetings may be distributed
threugh Empioyer e-mail with a copy to the Director of Human Resources.
The Union may also utilize the Employer e-mail system for items listed

in Section 204.01. Itis agreed and understood that the transfer of Union
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newsletiers and meeting notices through the intra-agency maif system
shall be by distribution to the unit mail boxes. In addition, the Union will
provide one (1) copy of the Union newsietter to the Director of Human
Resources.

Section 203.04 It is understood that no material may be distributed
through the infra-agency maif system and/or e-mail at any time which
contains the following:

A. Scandalous or scurrilous attacks upon the Employer
or an individual employee of the Employer.

B. Attacks on and/or favorable comments regarding a
candidate for public office or any partisan political
issue,

Any aliegations of Union abuse of the intra-agency mail system
shall be subject to discussion at a Labor/Management Meefing, such
meeting to be convened within twenty-four (24) hours of the Union’s
receiving notice of the alleged abuse. The Employer shall requirg the
Union to discontinue circulation of the material in dispute until resolution
is reached.

ARTICLE 204 BULLETIN BOARDS

Section 204.01 The Employer shall furnish space on any and all
existing and future Employer bultetin boards which are intended for
Bargaining Unit employee use for use by the Union, not 1o exceed an
area the dimensions of which are 24” by 36 for posting the following
notices:

A. Recreational and social affairs of the Union.

B. Unicn meetings. '

C. Unian elections.

D. Reports of Union Committees.

E. Rulings or policies of the State or District organization. Any

additionat Union material {o be posted must bear the official
stamnp of the Union.

A list of bulletin boards intended for special purposes and not
intended for Bargaining Unit use will be given to the Unicn President.
Should additional bulletin boards be added for special purposes, the
Union President will be notified. Special purpose bulletin boards will nol
replace any existing bulietin boards.

Section 204.02 The Union shall furnish a copy of all information
posted by it on an Employer bulletin board to the Director of Human
Resources. It is understood that no material may be posted on the
bulletin board at any time which contains the following:

A. Scandatous or scurrilous attacks upon the Employer or an
individual employee of the Employer;

B. Attacks on and/or favorable comments regarding a candidate
for public office or any partisan political issue.

Any altegations of Union abuse of said bulletin board shall be
subject to discussion at a Labor/Management Meeting, such meeting to
be convenad within twenty-four {24) hours of the Union’s receiving notice
of the alleged abuse. The Employer shall require the Union to remove
the material in dispute unti resolution is reached.
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APPENDIZ B

STEWARD TIME

NAME: DATE:
DEPARTMENT: GRIEVANCE NOw
Moeoting with Sup./Adrnin, Leaving Area Cheel One
AM AM Tnvestigate Grievance
Brgag: FM Leftc FM
Consult
AM Pass To:
Eoded: = ™
AW
3 AM Began: M
Returned: M
AR
‘Ended: M
Sapervisor/Administrator: Supervisor: SopervisorfAdministrator:
APFERDIL € GRIEVANCE FORM
GRIEVANCE NO
DATE,
EMPLOYEE DEPARTMENT
CLASSIFICATION SUPERVISOR

STATEMENT OF FACT AND DATE OF OCCURRENCE:

CITE SPECIFIC ARTICLE & PARAGRAPH OF AGREEMENT OF ALLEGED VIOLATION:

RELIEF SOUGHT:

SUPERVISOR ( Signature)

EMPLOYEE { Signature)

Date Received
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Accompanying Steward { Signature)
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Section 204.03 Each posting shalt be signed and dated by the Union
official responsible for its pesting. The Union may report and request
removal of non-Union postings frem space on bulletin boards designated
for Union postings in accordance with Section 204.01 at a Labor/
Management Meeting.

Section 204.04 It is the Union’s intent that postings which have
served their purpose will be promptly removed.

Section 204.05 It is the Unicn's intent that no Union material shall be
posted on Empioyer property other than on bulletin boards provided in
Section 204.01.

ARTICLE 205 UNION MEETINGS

Section 205.01 Meetings of the Local or the Committees of the
Union, except when space precludes this, will be permitted on the SCCS
property when and where work is not inferrupted by such mestings and
when such meetings are not held during the regularly scheduled hours of
the participants on the day in question.

Section 205.02 The Union shall notify the Director of Human
Resources at least forty-eight (48) hours in advance of the meetings
{outiined in Section 205.01) for scheduling purposes. The notice shall
contain the name of the Commitiee that wilt be meeting.

ARTICLE 206 MISCELLANEQUS

Section 206.01 If the Employer, by written Work Rule, requires any
employee to wear uniforms or special safety clothing or devices, such
items wili be furnished to said employees by the Employer, including
replacement and repair. Portable equipment furnished by the Employer
to carry out the employee’s job duties shall be repaired at Employer cost.
Employees who choose to take portable equipment off grounds and

lose or damage said portable equipment will be required o notify their
supervisor and submit a written report to the Head Security Coordinator
detailing the circumstances of the loss or damage and indicating whether
the employee feels the loss or damage was out of their control. The
Head Security Coordinator will meet with the employee, their supervisor,
and if the employse chooses, a Union representative, 1o evaluate the
circumstances in order to ensure that the replacement policy is appiied
unifarmly and equitably for all employees. Decisions will be putin

writing to the employee within thirty (30} days. If it is determined that

the employee is responsible for loss or damage of equipment, cost of
replacement or repair of said equipment shail be at the employee’s
expense niot to exceed the Employer’s deductible under liability coverage,
except whare a Police Report is filed by the employee, in which case

the Emplover shall be responsible for said cost. Records reflecting each
incident and the outcome shall be maintained and a copy of each shall be
submitted to the Director of Human Resources. Those employees who
subsequentiy find equipment will be reimbursed upon return of the found
equipment.

Saction 206.02  The Employer and the Union recognize the need to
keep Social Service dictation current in accordance with the Employer's
palicy. The Employer shall allow each full-ime Social Service Employee
thirty-two (32) hours per month during which the employee shall dictate or
accomplish other record keeping responsibilities and defer other caseload
responsibilities, Up to twelve (12) hours of the thirty-two (32) hours per
monith may be worked at home, Part-iime Social Service staff shall
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be allowed wenty {20} hours ner month and up to eight (8) hours per
month may be werked at home. Time worked at home must be taken in
increments of eight (8) hours or four (4) hours. Four {4) hour increments
must be taken in the afternoon. The Social Service employee may, up
to thisty-two (32) hours per month for full-time staff and up to twenty (20)
hours per morth for part-time staff and subject to the approvai of the
Supervisor, aclvise the Switchboard Operator that he/she is not available
to accept telephone cails. Emergency situations witl be referred 1o the
employee’s Supervisor. The Supervisor may interrupt the Social Worker
in emergency situations; however, time required for such interruptions
shall not be included for the purpose of this Section in the total hours per
month provided. The scheduling of such uninterrupted fime shak be the
responsibility of the Supervisor. If the employee wishes to perform this
work at home, ha/she must notify the supervisor of such and may do so
susbject o the provisions of this Section.

Section 206.03 The Employer shall utilize its own employees to
perform work normafly and customarily performed by employees, except
in situations when the Employer's work practices may be having an
adverse effect on the Employer’s ability to deliver services effectively to
the children under care.

Subcontracting means to engage an independent contractor
or persons other than an employee of the Employer to perform, under a
subcontract, all or part of any duties normally and customarily performed
by employees.

Nothing in this Section shall be interpreted to restrict the right
of the Agency to continue existing subcontracts or to contract in the future
for services that ¢an be performed more effectively or efficiently by a
subcontractor.

Section 206.04 All client fransportation performed by Social Service
Aldes and Social Worker Assistants will be provided in Employer vehicles,
except when an emergency situation exists and there are no Employer
vehicles available.

Section 206.05 No non-bargaining unit employee shall perform
bargaining unit work unless otherwise provided for by agreement.
Supervisory employees shall not be permitted to perform wark of any
bargaining unit position except in the fellowing situations:

1. In emergencies, when employees are not immediately

available to prevent harm to a child, or a family situation,

or a possible endangering situation exists or could exist if
intervention did not occur.

2. In the instruction or training of employees with the employee
present,

3. In the performance of necessary work when casework
services, child care, or production services difficulties are
encountered on a job with the proper classification present.

4, For the purpose of the supervisors’ learning how to operate
new process equipment oF procedures.

5. For the purpose of gathering information during planned
- studies.

8. To provide a relief period for any employee on an occasional,
irregular basis.

.
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Letter of Understanding RE: Article 505:

While it is the intent of the parties to implement the Substance
Abuse Policy within ninety {90) days after the date of ratification of
the 2000-2003 Collective Bargaining Agreement, i is undersicod that
the Agency’s supervisors and managers and the Union's Stewards
and designated representatives will receive training to recognize
the symptoms of substance abuse and impairment prior to the
Policy’s implementation. Accordingly, it is agreed the ninety (90) day
implementation date may be extended to meet the training criteria.

Letter of Understanding RE: Section 602.05:

Upon ratification, Caseworkers will be asked to submit
transcripts with documentation of viable credit hours towards a Masters
Degres in Social Work or a related field. Appropriate academic incentive
will be given effective the first day of the pay period following receipt of
acceptable documentation by the Human Resources Department. In
order to be eligible for Academic Incentive Pay, the last iwelve (12) cradit
hours earned must have been earned while an employee at SCCS.
Salary credit for any credit hours earned prior to employment at SCCS
will be given upon completion of twelve hours academic credit while a
SCCS employee.

Following are examples:

1.} 0 hours earned prior to SCCS employment = $0 academic incentive
pay upen hire

+
12 hours earned while an employee at SCCS = 12 hrs credit/$.30

2.) 24 hours earned prior o SCCS employment = $0 academic
incentive pay upon hire
+
12 hours earned while an employee at SCCS = 36 hrs total - 36 hrs
credit’$.90

3.) 22 hours eamned prior to SCCS employment = $0 academic
ingentive pay upon hire
+
12 hours earned while an employee at SCCS = 34 hrs tolal - 24 hrs
crediv$.60
+
2 hours earned while an employee at SCCS = 36 hrs total - 36 hrs
credit’$.90
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be completed while working at home. The supervisor must approve in
advance the caseload tasks to be compisted by the employee while
working at home. The next scheduled workday, the social service staff
will share with the supervisor the work accomplished.

3. Time worked at home must be taken in increments of eight hours or four
hours. Four-hour increments must be taken in the affernoon.

4. Time worked at home may only be scheduled during the employee’s
regularly scheduled work hours.

5. Staff utifizing work at home provisions shalf ensure that their supervisor
has a phone number where the employee can be reached and the
employee must be available by phone or pager during the time
scheduled for work at home. The employee will update the supervisor
of any changes to the employee’s phone number. The employee will
returm alf calis and/or pages from the supervisor within 15 minutes or
with all practical expediency.

6. Emergency situations will be referred to the employse’s supervisor.
The supetrvisor may interrupt the employee in emergency situations.
When the supervisor deems appropriate, the supervisor may require
the caseworker to return to the Agency or report to another focation to
service the emergency matter. In circumstances where the employee
must leave histher home, hefshe will be credited with four (4) hours of
at-home dictation time for the half of the day interrupted. However, time
required for such interruptions shall not be included in the thirty-two (32)
hours per month provided in Section 206.02, nor shall it be included in
the twelve (12} hour per month maximum for working at home.

7. Should these procedures necessitate the need for an employee to
engage his/her supervisor, and their supervisor is absent or unavailalde,
the employee will engage the covering supervisor, or if that person is
not available, the next level of supervision.

8. If the Court schedules a hearing for a time when the caseworker is
scheduled for at-home dictation time, the hearing takes priority unless
the supervisor or Court Liaison determines that the caseworker’s
attendance in not required.

9. It is agreed that pari-time employees who are required to perform at
home dictation will be included in these At Home Dictation Procedures
however the amount of time will be 8 and 20 hours instead of 12 and 32
hours aliowed full-time workers.

Letier of Understanding RE: Section 301.04:

The parties agree 1o jointly review the current Employee
Handbook, dated July 1, 1998 and identify/mark with an asterisk {*) those
areas which do not apply to the Bargaining Unit.

Letter of Understanding RE: Section 362.12:

It is understood that the following positian/shift for Social
Service Aide H working in the Family Interaction Center are exempted
from Section 3¢2.12:

One (1) staff whose shift includes Saturdays, 10:00

a.m. t0 6:00 p.m.

It is also understood that the shift noted above will continue to
be staffed by the person with the least amount of seniority as a Social
Service Aide |l absent volunteers for that shift.
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7. To expedite client services and meet legally mandated
services or possible 1oss of funding.

8. In the absence of an employee within their assigned unit.

The purpose of this Section is to ensure that members of

' supervision do not perform work normally done by employees nor restrict

overtime opportunities for said employees. Supervisors have the right
to perform work incidental to their managerial responsibilities to the
exient that it does not result in eliminating the need for the services of an
employes, or prevent the hiring of an additional employee.

Section 206.06

A. Volunteers and students shall not be utilized in any way that
woeuld decrease the use of paid personnel and shall not he
permitted to supplant paid staff.

B. The primary purpose for the use of Volunteers shall be

fo enrich, extend, or ctherwise supplement the services of
Employer staff for the benefit of clients. When Volunteers are
used, the Employer shall have a written policy that includes the
following points:

1. A clear delineation of the functions and activities appropriate
for Volunteer and paid staff.

2. Written: descriptions of activity for each type of Volunteer
used and clear procedures that relate the Volunteer to regular
paid staff.

Copies of the abave-written policies and any changes thereof
shall be provided to the Union President.

Section 206.07 The Union shall furnish the Director of Human
Resources with a written list of the name of the Union President, Vice
Presidents, Secretary, and Treasurer. Further, the Union shall properly
notify the Employer, in writing, of any changes therain.

Section 206.08 The Employer shall comply with all applicable

federal and/or state laws and/or regulations regarding the protection of
employees who normally operaie a video display terminal for four {4)

or more hours per day, whether continuous or not. Furnishings for ali
computer work stations will be substantially compatible with the standards
of the furnishings used at the main administrative building as determined
by the Employer in consultation with the Union and the employee(s).

Section 206.09 it is mutually agreed that the hours spent in Unit
meetings and employee orientation by part-time and intermittent
employees will not be counted toward the twenty-four {24) hour per week
maximum allowed hours for these empiovees.

Section 206.10 The Employer shall provide at least one area within
direct proximity of the main building to be used by employees as a
smoking area, which shall be adequately heated and seasonally enclosed
1o the extent permitted by law.

Section 206.11 It is recognized that due 1o the nature of the services
the Employer provides and the clientele involved, who may be troubled
or disturbed, employees may be exposed to situations that are potentially
dangerous. Therefore, they may be accompanied by the police, their
Supervisor, or another worker, as mutually agreed upan by the employee
and Supervisor.
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Section 206,12 Should the Employer implement a system for
direct deposit of paychecks, empioyee participation wilt be voluntary.
In the event the County of Summit requires direct deposit, employee
participation will be required.

ARTICLE 207 BRANCH OFFICES

Section 207.01 Upon the opening of any Branch Office, staffing
needs will be filled by posting a notice on appropriate bulletin boards in
the affected department notifying the employees of the opening of the
Branch Office and asking for volunteers 1o be refocated to such office.
Opporiunity to relocate will be restricted to those employees in the same
department and classification as are needed in the Branch Office. Said
notice shall instruct the employees to express their desire fo relocate in
writing to the Director of Human Resources no later than two (2) weeks
from the date of the notice. Should more staff express their desire to
relocate than will be needed at the new office, relocation shall be based
on employee senicrity with the Employer.

Section 207.02 if, after Section 207.01 has been complied

with, staffing needs are not met, the least senior employee(s) in the
department(s) and classification(s) needed at the Branch Cffice will be
relocated.

Section 2{37.03 Once initial staffing needs for Branch Ofiices have
been met, any future openings in the Branch Office shall be filled in
accordance with Article 403.

Seclion 207.04 Openings at the Main Office which resuli from
relocations to Branch Offices shali be filed by employees who are left
without & supervisor in the following manner: the most senior of those
employees left without a superviser shall be offered first choice of such
openings within their own department, one of which must be selected.
Then each employee, one-by-one in order of employee seniority with the
Employer, wilt be given their choice of the remaining openings until all
such openings have been filled.

ARTICLE 301 WORK RULES

Secfion 3G1.01 Work Rules as defined in this Section shall be all
poiicies, procedures and directives including the Employer’s Table of
Discipline which regulate conduct of empioyees in the performance of
the Employer’s services and programs. All Work Rules including existing
policies, procedures and the Employer’s Table of Discipline as defined
are hereby incorporated by reference as if fully rewritten herein. New
Work Rules formulated after the effective date of this Agreement shall

be reduced to writing and made available to the Union and distributed

to all Bargaining Unit employees fourteen (14) calendar days before
implementation unless an emergency situation prevails, in which case it
becomes effective immediately and may be, at the request of either party,
proper subject for Labor/Management Meeting.

Section 301.02 It is agreed and understood that the Employer shall
have the right to revise and/or initiate any Work Rules with respect to
the conduct of its employees. However, the Union and its members may
grieve Work Rules on the basis of:

A. Lack of uniform application of the Work Rules;

B. The Work Rules conflict with provisions of the Agreement;
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Front Desk Evenings/Weekends:

The job duties of the Typist H (Front Desk Evenings/
Weekends) position have been madified to reflect the additional
duties required during the weekend/evening shift. The Position
Description was revised effective June 16, 1998 with the
new Job Title of Clerical Specialist--Front Desk {Evenings &
Weekends). This revision resulted in an adjustment of the
Salary Grade for this position from a 6D to a 5D. For purposes
of Section 403.13, the positions of Clerical Specialists, Clerical
Specialist--Front Desk {Evenings & Weekends) and Clerical
Specialists/Branch Offices are defined as lateral transfers and
will have latera} transfer rights pursuant o Section 403.08.

SACWIS Subject Matter Expert (SME) & Social Worker Clagsifications:

The parties agree that for the purposes of Section 403.13, the
classification of SACWIS SME and Secial Worker classifications are
defined as laieral transfers and employees in those classifications

will have lateral transfer rights pursuant io Section 403.08. Itis also
understood that ime spent as a SACWIS SME shall not count for the
purposes of Section 602.04 (Social Worker Promations). Social Workers
who bid into SACWIS SME classification will be piaced on the applicable
pay scale for the SACWIS SME classification.

Letter of Understanding RE: Section 102.01:

The parties agree that a joint pelition will be filed by the parties
with the State Employment Relations Board {SERB) pursuant to their
tules and regulations solely to determine whether the classifications listed
below shall be included in the Bargaining Unit. The parties will attach to
said petition a joint letter asking SERB to make the determination. Said
petition and letter will be submitted to SERB within sixty (60) days irom
the date the pariies ratify the Collective Bargaining Agreement. If SERB
determines that said classification should be placed in the bargaining unit,
the salary scale that the new classification will be placed upon shail be
determined by mufual agreement between the parties.

Manager { — Placement Coordinators
Manager I/Quality Improvement
Manager W/Quality Improvement/SAR
Manager lll/Quality Improvement/SAR

Letter of Understanding RE: Section 206.02:
AT-HORME DICTATION PROCEDURES

In accordance with Section 206.02, social service staff shall be aliowed
thirty-two (32) hours per month uninterrupted time to dictate or accomplish
other record keeping activities. Effective August 22, 2001, up to twelve
{12) hours of the thirty-two (32) hours per month can be worked at home.
The following procedures will govern werking at home:

1. The scheduling of such uninterrupted time shall be the responsibility of
the supervisor in conference with the employee. On a weekly basis,
the supervisor and employee are expected io meet to identify the time
and place for dictation for the following week. if the employee wishes
to perfarm work at home, hefshe must notify the supervisor of such and
may do so subject to the provisions of Section 206.02. Al the end of
the week, the supervisor shali post their unit’s dictation schedule for the
following week.

2. Prior to the date of the scheduled fime to work at home, the supervisor
and the employee shall discuss and agree upon the caseload tasks o
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LETTERS OF UNDERSTANDING

Attendance at Workshops:
The parties agree fo the foliowing provisions for empioyees ‘
attending approved workshopsfseminars:

1. Supervisors will provide coverage
for employees attending workshops/
seminars; and

2. Supervisors will naot rescind workshop/
seminar attendance within two (2} weeks
of the scheduled date.

#t Is understood that any changes to the above provisicns
may be made only by mutuat agreement between the supervisor and
employse.

Workshops/seminars are considered {0 be full work days
unless scheduted for less than six (6} hours for those employees working
elght (8) hour shifts only.

Scholarship Program:

The parties agree that the Labor/Management Committee will
explore scholarship programs for Agency staff.

Promotional Increments & Longevity:

Employees who have had longevity added into their base rates
of pay prior to the longevity benefit being changed to a bonus shalt be
permitted to receive promotional increments which take them over the top
of their pay scale by the longevity amount.

Seasonal Toy Room:

Seasonal Full-Time and Seasonal Part-Time definitions will no
longer exist in the 1997 through 2000 Collective Bargaining Agreement.
Howaver, any employee hired into or assigned to the “Christmas Room”
{or “Toy Room”) during the Christmas Season will be classified as
Storekeeper | and wilf continue tc be placed on Seasonal Status, as
defined in the 1985-1987 Collective Bargaining Agreement, and will
maintain recall rights from year to year {conditioned upon the absence
of any Group Three (3) corrective actions received in accordance with
Article 404 by the employee during the previous Toy Room assignments),
or until such time that they voluntarily leave the Agency, or become
regular full-time employees. In addition, employees assigned to the Toy
Room from other classificaiions shall continue to receive the rate of pay
for their regular classification.

Clerical Specialists l.ateral Transfers:
Branch Offices:

The job duties of the Typist Il (Branch Offices)
position have been madified to reflect the additional duties
required of the Branch Offices Clerical position. The Position
Description was revised effective April 24, 1299 with the new
Job Title of Clerical Specialist/Branch Offices. This revision
resulted in an adjustment of the Salary Grade for this position
from a 60 to a 5D. For purposes of Section 403.13, the
positions of Clerical Speciatists, Clerical Specialist--Front
Desk {Evenings & Weekends) and Clerical Specialists/Branch
Offices are defined as lateral ransfers and will have lateral
transfer rights pursuant to Section 403.08.

66

C. The Work Rules are discriminatory as outlined in the
Agreement.

Section 301.03 A cupy of the Work Rules outlined in Section

301.01 of this Article shall be provided by the Employer to all employees
beginning employment with this Employer. Intranst access to Work Rules
through INSITE is sufficient under this Section and shall be considered
the emplayee’s acknowledgement of recsipt of the Work Rules.

Section 301.04 Within ninety (90) days of the execution of this
Agreement, the Employer shall meet with the Union to determine if any
Waork Rudes are in conflict with this Agreement. If the parties agree
that a conflict exists, the Employer shall, within ten (10} days of such
determination, revise or rescind the conflicting Work Rule(s) to bring
about compliance with this Agreement.

ARTICLE 302 WORK SCHEDULES

Secticn 302.01 The basic work week shall be forty (40) hours, and
the normal work day shall be eight (8) hours for full-time employees.
Employees who are not full-time shall be assigned eight {8} hour shifts
whenever feasible. Prior administrative approval is required for all hours
worked beyond their normal work week or day. Prior approval will be
waived for Sacial Workers if, in their professional judgment, such work is
deemed necessary. Social Workers will inform their Supervisors al the
earliest possible time thereafter.

Sectfion 302.62 A f{ull-time employee who works five eight-hour

shifts shall be provided a work schedule with at least eight (8) hours off
between eight (8) hour work shifts except in the event of an emergency.
The Employer will endeavor to provide sixteen (16) hours off between
eight (8) hour shifts. Fulltime employees shall not be required to work &
schedule consisting of more thars two (2) shifts per week with less than
sixteen (16) hours off between sight (8) hour shifts. This Section shall not
apply to employees accompanying children on camping trips or activities.

Section 302.03 Al work stations or focations where employees

are required to maintain continuous operation of departments or
assignments, giving due consideration {o the experience of the personnel
involved, shifts and days off may either be fixed or rotated in accordance
with the needs of the Employer’s operation.

Section 302.04 Work Schedules are defined as an employee’s
assigned hours of the day and days of the week and shift assignment.
Changes in Work Schedules shall be made only to meet the operational
needs of the Employer and shall not be made arbitrarily. A minimum of
seventy-two (72} hours notice shall be provided to employees affected

by a Work Schedtile change, except when changes are necessitated

by unforeseen situations. Nothing herein shall be construed to limit the
authority of the Employer to make temporary assignments to different
locations or wark duties for the purpose of meeting unforeseen situations.
The Emptoyer shall not change work schedules to avoid overtime.

Section 302.05

Every eight (8) hour work peried shall include a one-haif (1/2) hour paid
lunch period. However, Emplcyees may elect a work schedule that
includes a one-half {1/2} hour paid lunch or a one (1) hour lunch (Y2 hour
paid and ¥ hour unpaid). If an employee elects a one (1) hour lunch, the
employee with supervisory approval wili submit to the Human Resources
Dapartment (on the agency’s work schedule form) a schedule extending
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their workday by one-haif (1/2) hour. The second shift operations of the
Front Desk and Clinic shall have a one-half (1/2) hour paid lunch period
during which fime hefshe is on duty and on call. Empioyees scheduled
for an eight (8) hour work period who are off-duty during their lunch hour
must work a minimum of four (4) hours 1o be eligible for a one-half {1/2)
hour paid lunch period. In addition, there shall be one ten {10) minute
rest period with pay approximately midway through either the morning or
afternoon side of the lunch period during which time all employees are on
duty and on call {except the Clerical staff shall have two (2) ten minute
rest periods). The time of the regularly scheduled rest period shall be
determined by the employee’s Supervisor. The employee shall, with the
consent of the Supervisor, take a missed rest period at the earliest possible
time.

Section 302.06 A thirty (30) minute lunch period, with pay, during
which the employee is on duty and on call shall be provided to employees
working more than four (4) hours beyond their regular shift,

Section 302.07 The Employer shall determine those positions which
shall qualify for wash-up before meals and quitting time.

Section 302.08 The Employer may temporarily assign employses to
other classifications to fulfill operational requirements. If the employee
filling such temporary assignment is of a iower classification and pay

rate than the temporary assignment and remains in such temporary
assignment for a period of more than five (5) working days, the employee
shall receive the higher rate of compensation far all hours worked while
s0 assigned; however, the employee's classification will not change. K
an employee is temporarily assigned to a higher classification for the
second and/or subsequent time in a calendar year, the employee shall be
paid at the higher rate of pay from the first day of the assignment. if the
employee filling such temporary assignment is of a higher classification
and pay rate than the temporary assignment, such employee shall
receive the higher rate of compensation for all hours worked while so
assigned.

Section 302.09 Where employees are working in a higher
classification as stated in Sec. 302.08, such employees may work in
such classification, at the Employer’s request, for up to sixty (60) work
days, but not more than thirty {30) work days without the employee’s
acceptance of the assignment. At the conclusion of sixty (60) work
days, such position shall be pasted if the Employer has determined
that a vacancy exists in accordance with Article 403. This Section shall
not apply fo employees working as absentee replacements in a higher
classification.

Section 302.10 All employees who fail to repart for duty at their
requtar designated time shall be subject to disciplinary action.

Section 302.11 Where staff schedule changes are necessary during
summer months for schoal vacation to meet operational needs of the
Employer, it is agreed that the Employer will reassign those employeas
affected to their previous work schedule worked prior to school vacation.
This reassignment shall occur in September.

Section 302.12 The Employer shall have the right to establish
staffing levels and schedules based upon operational needs as
determined by the Employer. Full-time employees may select their
hours of service from those established by the Employer, provided that
regular schedules shall be Monday - Friday and the regutar start ime
shall not be before 7:00 a.m. or after 12:00 Noon, unless ctherwise
posted. If scheduling conflicts arise, employees shall be granted their
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ARTICLE 603 OBLIGATION TG NEGOTIATE

Segtion 603.01 The Employer and the Union acknowledge that
during negotiations which preceded this Agreement, each had the
unifimited right and opportunity o make demands and proposats with
respect to any subject or matter not removed by law frem the area of
callective 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.

Section 603.02 Therefore, for the fife of this Agreemant, the
Employer and the Union each voluntarily and unqualifiedly waives the
right, and each agrees that the other shail 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 specificaily
referred 10 or covered in this Agreement, even though such subjects or
matters may net have been within the knowledge or contemplation of
either or both of the parties at the time they negotiated and signed the
Agreement, except as provided by O.R.C. 4117, et seq,

ARTICLE 604 TOTAL AGREEMENT

Section 604.01 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,
or applicable arbitration decisions, alt rules, regulations, benefits

and practices previously and presently in effect may be modified or
discontinued by the Employer. The wages, hours, terms and conditions
of employment in this Agreement supersede any related Ohio faws,
including specifications under or related to those laws.

ARTICLE 605 SEVERABILITY

Article 605.01 This Agreement shall be subject {o any
applicable or future faws of the State of Ohio and the United States of
America. Should any part of this Agreement or any provisiens contained
herein be declared invalid by operation of law or by a court of competent
jurisdiction, it shall be of no further force and effect, but such invalidation
of a part or provision of this Agreement shall not invalidate the remaining
partions ard they shall remain in full force and effect. in such event,

the Employer and the Union will, at the request of either party hereto,
promptly enter into discussions relative to the particular provision(s)
deemed invalid or unenforceable to negotiate a legal alternative
provision(s). Should the parties reach mutual agreement on an alternate
provision(s}, such agreement shall be reduced to writing and signed by
both parties.
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most desired scheduie based on the employee’s seniority. For purposes
of this Section, seniority shall be defined pursuant to Sections 110.03
and 110.04. At the request of either the supervisor or the employee,
daily variations frem the schedule may be accommodated by mutual
agreement. This provision applies equally to part-time employees.

Social Service employees may be reqguired to fiex up to one (1) day
per week (Monday — Friday) with one {1) week’s advance notice. The
emplicyee’s choice of day shall be accommodated. The required flex
shall not alter the starting cr quitting time by more than two (2) hours
unless otherwise agreed.

Emgloyees in the foilowing areas are not subject to the Monday — Friday,
7:00 a.m. — 12:00 Noon schedules set forth above: Front Desk, Call
Board, Intake Phone Room, and Second Shift Intake Workers.

Section 302.13 Nene of the provisions in this Agreement applying
to employees working four ten (10) hour shifts shall be construed as
changing provisions applying to employees working five eight (8) hour
shifts except where it is specifically stated.

Section 302.14 There shall be a separate list for each classification
of intermittent employees. Said employees shail be listed on each list in
order of seniority (SCCS longevity). All available work shall be offered
to employses on a rotafing basis. The person making the calls to find a
repiacement will start calling at the point on the list where they stopped
calfing previously. Intermittents are permitted to work not more than
twenty-four {24) hours per week.

in the event that a replacement cannot be found, overiime shall
he offerad to fulltime employees in accordance with Section 303.05.

Temporary full-time opportunities in any classification shall be
scheduled in rotation among the eligible intermittent employees within
that classification. :

Section 302.15 Provided Intermitient employees are given sufficient
opportunity for work during hisfher indicated schedule of availability, all
Intermittent employees must work at least two hundred (200} hours in a
six (6) manth calendar period (January through June and July throtigh
December) or be given a written notification that the minimum two
hundred {200) hour requirement has net been met. The employee’s
intermittent employment status would be subject to termination at the
end of the next six (6} month review period if he/she did not work the
minimum two hundred {200) hours in that reporting period and the next
two {2) reporting pericds subsequent to the second reporting period.
The Union and/or the emplayee shall have the right to meet with the
Employer prior to any termination. At said mesting, the Employer shalt
provide decumentation that said employee was provided sufficient
work opportunities. In addition, the employee may present any special
circumstances surrounding histher refusal to work. Actual contact
must be made with the employee to be consideted a refusal and voice
mail messages not responded to within fifteen (15) minutes will also

be considered a refusal. Intermiitents may change his/her availability
schedule not more than twice in each six {6) month period (January
through June and July through December}. Employees must supply the
Agency with their cell phone number.

The provisions of Section 404.05 and 404.06 shall not apply
to Intermittent employees terminated on the basis of this Section of the
Agreement.
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ARTICLE 303 OVERTIME
Section 303.01

Froni Desk staff, Clinic Clerical staff, Respite Center staff, and Call Board
staff must be paid ime and one-half for all hours worked in excess of forty
{40) hours perweek. :

All cther Bargaining Unit employees of Suramit Gounty Children
Services, except for those listed in Section 303.02, shali be paid time and
ane-half for all hours worked in excess of forty {40) hours per week, except
that these emplovees may elect to accumulate compensatory time at the
rate of time and one-half. Compensatary time eamed may be taken at
a mutually acceptable date, agreed upon by the employee and his/her
immediate Supervisor.

If an employee has worked more than forty (40) hours during
either week of the pay period, the employee will either receive time and
one-half wages at the end of that pay period, or if the employee has elecied
to accumuiate compensatory time as outlined above, said compensatory
time will be credited at the end of that pay period.

Each pay period shall consist of two (2) weeks, and each week
of the pay period shall start on Monday and end on the following Sunday.

Paid vacations and sick leave are not hours worked within the
meaning of the overtime provisions of Article 303 and, therefare, do not
count in tabulating total hours per week.

Section 303.02 All Sociat Workers, Home Finding Recruiters, and
Registered Nurses shall not be paid time and one-half for all hours
worked in excess of forly (40) hours per week. The Employer will grant
compensatory time off on a time and ane-haif basis for hours worked

in excess of forty (40) hours per week; however, compensatory time
may be accumulated to a maximum of eighty (80} hours and once

an employee has eighty (80} hours of compensatory time in his/her
“Compensatory Time Bank”, any additional aovertime worked will be paid
to the employee at the rate of one and one-half (1 1/2) times his/her
hourly raie. Should the employee’s “Bank” fall below eighty (80) hours,
the employee must reach eighty (80) hours before he/she will be paid
overtime. Compensatory time taken is considered as hours warked for
the purposes of overtime computation. Compensatory time earned may
be taken at a mutually acceptable date, agreed upan by the employee
and histher immediate Supervisor, and their accrued compensatory time
shall be taken in increments of eight (8) hours or ten {10} hours, where
applicable, unless otherwise mutually agreed upon by the employee and
the Supervisor.

Upon termination of employment with the Employer, employees
will be compensated for all of their unused compensatory time.

Section 303.03 Non-emergency overtime must be worked at the end
of the empioyee’s shift at the supervisor’s reguest for up to two (2) hours.

in an emergency situation, when an employee’s services
are needed for overtime work and he/she notifies histher Supervisor
immediately that he/she does not wish to accept the overtime
assignmant, he/she will be excused as soon as a gualified repfacement
can be secured. The Employer shall make every effort to timely fulfill this
wish. When an emergency situation exists requiring a Social Worker to
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Primary and Waiting List beeper staff shall:

1. keep their beepers on and in working order for entire
assignment period;

2. respond and accept all beeper calls within ten (10) minutes;

3. complete all paperwork, computer work, and other related
case record information at time of beeper activity.

Qualifications: A minimum of six {6) months’ experience as an
Employer’s Social Worker and completion of initial-hire Probationary
Pericd are raquired prior to being piaced on any beeper assignment.
Sacial Worker staff are required to have after-hours Intake beeper,
referral or case plan experience within the last six (6) months. To be
eligible for placement on either the Primary or Waiting List, the interested
staff person must not have been issued a Corrective Action Order on a
Group ! or Group il work rule violation during the previous twelve (12)
months, unless the Corrective Action Order is under appeal.

Notice of Withdrawal: A minimum of fourteen (14) days notice o the
Department Head of Intake Services is required before beeper staff may
withdraw from the After-Hours Beeper Schedule,

Reference to Other Sections: 1tis expressly agreed that Section
304.01 and Section 304.04 (Ariicle 304 — Report and/or Call-in Pay) do
not apply 1o Section 602.07 (After-Hours Beeper System).

Section 602.09 -- KMedical Clinic Beeper

Nurses who carry the Medicat Clinic beeper shall be paid the
heeper compensation rate as listed below:

Weekdays $30.00 Per Day
Weekends $40.00 Per Day (Sat. & Sun.)
Holidays $50.00 Per Day

Nurses carrying the beeper shall be on call to cover after-
hours emergency calls during the hours of 6:00 p.m. and 8:00 a.m. on
weekdays and twenty-four (24} hours per day on weekends and holidays
beginning at 8:00 a.m.

Onoe a staff person is assigned a Medical Glinic Beeper, he/
she will provide coverage for the complete assignment. Individual daily
assignments, when necessary, will begin at 6:00 p.m. and end at 8:00
a.m. on the following day. On-call assignments shall be rotated and
offered in seniority order 10 applicable staff.

Completion of initial-hire probationary period is required prior to
being placed on Medical Clinic Beeper assignments.

Section 602.10 -- Bilingual Compensation

The present Spanish translator or interpreter shall be paid a $1
premium per hour for her added work. The premium will be paid to her or
her replacement during the CBA term.
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Second, if the opening is still net filled then an Announced
Opening will be tendered to all Social Workers In the agency in
order ta fill the Primary day opening. Final staffing selection rests
with the Bepartiment Head of ntake Services based upon Social
Worker seniority.

Waiting List: Each day of the Waiting List will be maintained at
& minimum staffing level of three {3) staff. On any particular day
that already has more than three (3} staff, openings will be filled
automatically by those staff next in fing on the Waiting List.

At any time the staffing level drops below three (3) staff the
opening wifl be filled in the following manner:

First, the assignment will be offered to all other staff on the After-
Hours Beeper Schedule based on the length of continuous service
time on the After-Hours Beeper Scheduie.

Second, if the opening is still not filled then an Announced
Opening will be tendered to all Social Warkers in the agency in
order to fili the opening and maintain the staffing level at three (3)
staff. Final staffing selection rests with the Department Head of
Intake Services based upon Social Worker seniorily.

It is understood that staff assigned to the existing After-Hours
Beeper Schedule shall not be displaced when filling open slots on
the Beeper Schedule.

For the purposes of Section 602.08 Social Worker semiority shall
be defined as: total Social Worker seniority with the Employer,
including previous employment as a Social Worker with the
Employer (if worked in the previous five (5) years). Initial-hire
Probationary Period must be served including the initial-hire
Probationary Period for re-hire.

The Employer may deviate from the order on the beeper list
referenced in this Section when it is determined that a forensically
trained social worker is necessary to handle the emergency. Also,
the Employer may assign gender specific workers should it be
necessary to case specific situations.

Beeper Worker Expeclations:

Primary and Waiting List beeper staff are expected to fulfill the
entire coverage petiod for their assigned day.

Primary and Waiting List beeper staff shail provide a minimum

of one (1) week’s notice to the Intake Department Head for
scheduled unavailability unless otherwise agreed upon by warker
and Intake Department Head. Once a siaff person voluntarily
places histher name on the After-Hours Beeper List, he/she
impiicitly agrees o provide coverage as needed for the day they
pre-select unless hefshe removes his/her name from the fist.

Beeper staff who fail to fulfill their commitment for their assigned
day shall be immediately removed from the After-Hours Beeper

Schedule and shall be ineligible to participate in the After-Hours
Beeper System for six (6} months.

Shouid the Primary teeper worker be unavailable the first staff on
the Waiting List shall function as the Primary beeper staff for that
day.
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work heyond the normal shift, that worker wilt be excused within a two (2)
hour period of the end of the normal work schedule, providing a substitute
worker is obtained for any work over the two (2) hours. An emergency
exists where an immediate action is necessary to prevent harm to a.child,
or a family situation, or a possible endangering situation exists or could
exist if intervention did not ocour.

Section 303.04 Management shall distribute overtime among ali
employees within a classification and location. Pursuant to Section
303.05, the Employer shall rotate overtime opportunities among qualified
full-time employees who normally perform the work that is being assigned
for overlime, The Employer shall daily maintain overiime rosters which
are to be posied on ali applicable department and subdepartment bulietin
boards along with the previous month’s roster. A rotating list established
by seniority and classification within the unit or department wili be

used by the Employer io distribute overtime. The fist will also include
overtime hours-worked, overtime offered but refused, the daie of the
occurrence, and the aggregate hours. Whenever overtime is reguired

by the Employer, the employee with the least number of hours in that
classification within the unit or department will be called first and so on
down the list in an attempt to equalize the overtime hours.

Employees in ather classifications may be cailed if thereis a
shortage of the employees in the classification needed. For the purposes
of this clause, time not worked because the employee was unavailable
or did not work wilt be charged the number of hours that was offered as if
worked, and will be pested cn the roster.

Where the amount of overtime offered but not worked is less
than twe (2} hours, the employee will be charged with two (2) hours. For
the purposes of this Articie, when an employee changes from one unit
or department to another, hisher respective hours for the purposes of
the overtime roster will be calcutaied so that his/her aggregate hours will
equal the average in the unit or department fransferred to. The overtime
opportuniies will be equalized for full-time empioyees within sixteen (16}
hours every one hundred twenty (120) days commencing thirty (30) days
after the effective date of this Agreement.

The Employer agrees tc maintain rosters identifying all part-
time and intermittent employees and houts worked daity which will be
made available to the Union President or his/her designee upon request.

Section 303.05 Operaiional requirements of the Employer will require
the use of part-ime and intermittent employees for proper staffing. The
total hours per week worked for such employees shall not exceed twenty-
four (24) hours. In the event that no available part-time and intermittent
employees have worked less than twenty-four {24) hours in a given week,
the overtime shall first be offered to full-time employees unfess they have
indicated that they do not want to be asked to work overtime. Fuil-time
employees may decline non-mandatory overtime in accordance with the
provisions of Section 303.03; however, overtime offered but refused or
not worked shall be credited as if worked. '

If all jullime employees in the residential unit where coverage
is needad decline to work non-mandatory overtime, it will become
necessary ta go to another residential unit to request employees who
normaily perform the duties to work overtime. In the event not enough
qualified employees volunteer for the overtime work, the Employer will
attempt to assign the overtime to the qualified employee with the least
amount of overtime hours accumulated on the overtime roster.
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Section 303.06 Operational requirements of the Empioyer will require

the use of employees to accompany children an overnight excursions
or to be otherwise available to the Employer for twenty-four (24) hours.
Such time shall be compensated at the applicabie rate for up to sixteen
(16} hours for each twenty-four (24} hour period when involved in direct
service activities. Should it become necessary for the employee 1o work
beyond the sixteen (16) hours in direct service activities, the employee
wili be compensated for all additional hours worked. Overlime accrued
in this manner will be charged to Overtime Rosters and is subject to the
pravision of Section 303.04.

ARTICLE 304 REPORT AND/OR CALL-IN PAY

Section 304.01 Call-in pay is payment for emergency work
performed by an employee who has been called in to work by the
Employer at a time disconnected from the end of his/her normal work
day. Work done in this manner shall be compensated with a minimum
of four {(4)-hours pay at the applicable overtime rate and in compiiance
with the Overtime provisions in this Agreement. This Section shall not
apply to employees being called to cover after-hours referrals under
Section 802.08. “IT” Staff shall be paid in fifieen (15) minute segments
for answering phone calls and performing the necessary duties resulting
frem the phone call, at home,

Section 304.02 When the Executive Director declares that a State of
Emergency exists, the Agency may continiie to use available persornel.
However, all employees remaining under these conditions would be patd
the applicable rate for all #ime on the premises when the employee’s
presence at the Agency is requested by the Employer. Essential
employees are requirad to continue to work and must, on an individual
basis, obtain the authorization ¢f their immediate Supervisor, or if not
available, the next Supervisor in order to be excused. Essential and
non-esseniial employees will be compensated in accordance with the
provisions of Article 303. Essential employees shall be defined as the
following:

Front Desk Staff, Mainienance Staff, Ciinic Staff and one (1}
Social Worker assigned io the phone rcom. The essential
Social Service Worker assigned to the phone room shall be the
ane who has the least agency seniority.

Section 304.03 Employees, who must report fo a work focation other
than that to which they are regularly assigned, shall be on Agency time
for all time spent in transit if prior approval is granted by the employee’s
Supervisor. Prior approval is waived when an emergency situation arises,
but the empioyee will inform his/her Supervisor as soon as possible and
obtain approval. For purposes of determining fime and mileage, the
Employer shall use the shorter of time and distance measured from either
the employee’s residence or the Agency to the desiination.

ARTICLE 305 SICK LEAVE

Section 305.01 All employees shalt earn Sick Leave credit at the
rate of four and six-tenths (4.6) hours of each eighty (80) hours of
completed service. Employees may use Sick Leave with the approval of
the Employer. Sick Leave may be used by the employee for the following
Teasons:

1. lliness, injury, or pregnancy-related condition of the
employee;
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Following is the system to be used 1o cover such needs:

The After-Hours Gompensation Rates for the After-Hours
Beeper Staff on the After-Hours Beeper System for the periods of
coverage noted above shall be in accordance with the following schedule:

Weekdays - $40.00 per day
Weekends - $50.00 per day
*Holidays - $60.00 per day

*Holiday Rate is paid for boih the actual and Employer-
observed holidays only on New Year's Day, July 4th, and
Chrisimas Day. All other holidays are paid the Holiday Rate
only on Employer-observed holidays.

Primary Beeper staff are paid the After-Hours Compensation
Rate whether calied or not.

Actual time reguired to respond to an after-hours call shall be
compensated at the rate of ene and one-half (1 1/2) times ihe employee’s
hourly rate of pay for actual time worked. The employee will be granted
a minimurn of three (3) hours of call-out pay far the first cali-out only.
Additional pay for calls received during the three (3) hour period will begin
after the three (3) hours have expired. If an empioyee is calied from
the Waiting List and works, he/she shall receive the same After-Hours
Compensatiors Rate provided to the Primary beeper person, in addition 1o
all other rates of pay and minimumns described herein.

The After-Hours Beeper Schedule will be comprised of two
lists: a Primary and a Waiting List. The Primary List will consist of seven
(7) staff with each staff person assigned to a day of the week. The
Waiting List may have a multiple number of staff assigned per each day
of the week. Scheduling will occur for each day of the week to ensure
that a beeper person is scheduled for each of the days of the year.
{Example: every Monday of the year, every Tuesday, etc.)

Second shift Intake workers may be utilized in place of beeper
staff for Juvenile Rule 6 emergencies between the hours of 4:30 p.m.
to 11:00 pm, however, no mere than two Juvenile Rule & emergencies
per night may be assigned to second shift Intake staff. Second shift
Intake workers shall not be called to handle a Juvenile Rufe 6 emergency
situation if they have a scheduled appeintment, and they shall not be
called in from the field to be used in place of beeper staff.

Multiple Assignments: Staff may request to be selected
for multiple assignments {i.e., every Tuesday and Thursday, or other
combination of assignments on the Waiting List, or the assignment of one
(1) of the days on the Primary List and one other day on the Waiting List).
Staff are limited to wo {2) assignments unless an inadequate number of
respondents are received.

Filling Open Siots on After-Hours Beeper Schedule:

Primary List: As staff assigned to the Primary List withdraw
or vacate the day assigned to them, the opening will be filled
in the following manner:

First, the assignment will be offered to all other staff on
the After-Hours Beeper schedule based on the length
of continuous service time on the After-Hours Beeper
Schedule.
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Effective January 1, 2014, Social Workers pursuing a master’s
degree in social work or a social work-related figld from an accredited
university shall receive incentive pay added to their base rate. Social
Workers must be accepted in & master’s level program and must declare
a degree to be eligible for this incentive. The incentive pay shall be in
accordance with the following schedule and criteria:

SEMESTER CREDIT DECLARED DEGREE

HOURS EARNED MSW/IMSSAI MASTERS RELATED FIELD
12 hours $.30 per hour

24 hours 5 .60 per hour

36 hours $ .90 per hour

48 hours 1.20 per hour

60 hours $1.50 per hour

Newly hired employees pursuing a Master’s Degree in Social
Work or social work-related field from an accredited university and having
previously accumulated educational credit hours will not be eligibie for
the academic incentive pay until said employee completes twelve (12}
credit hours while & Summit County Children Services employee. Once
eligible, the previously accumulated credit hours shail be counted for the
purposes of determining the amount of academic inceniive pay.

For the purposes of this Section, social work-related field
means any degree that qualifies staff for an PGC {formerly LPCC).

Section 602.06 - Programmer Promotions

Any employee who is classified as a Computer Programmer
Assistant shall be premoted 1o a Computer Programmer upon reaching
the minimum qualifications for the Computer Programmer classification.
The promotion shall be effective the first pay period after meeting said
qualifications.

Any employee who is classified as a Compuier Programmer
shail be promoted to a Computer Programmer Analyst upon reaching
the minimum gualifications for the Computer Pragrammer Analyst
classification. The promotion shall be effective the first pay period afier
meeting said qualifications.

Section 602.07 -- Groundskeeper Promotion

Any employee who is classified as a2 Groundskeeper |
shail be promated to a Groundskeeper Il upon reaching the minimum
qualifications for the Groundskseper |l classification which are a two-year
degree in a horticulture-related field or completion of thirty {30) hours and
in good standing at an accredited college or university in a horticutture-
reiated field, plus two years of landscape/grounds experience.
Horiiculture-related fields are defined as: Landscape Contracting and
Consiruction, Nursery Management, Turfgrass Management, and
Horticulture Science.

The promotion shall be effective the first pay period after
meeting said qualifications.

Section 602.08 -- After-Hours Beeper Sysiem

Social Worker staff may be needed tc cover after-hours
referrals and/or emergencies during the hours from 4:30 p.m. untit 8:30
a.m. weekdays and twenty-four (24} hours a day on weekends and
holidays beginning at 8:30 a.m. An After-Hours Beeper System will be
maintained for any staff veluntarily \g%nting to provide beeper coverage.

2. Exposure of an employee to a contagious disease which
could be communicated 1o, and jeopardize the health of, other
empioyees;

3. Examination of the employee, including medical,
psychological, dental, or opHcal examination, by an appropriate
practitioner;

4. Death of @ member of the employee's immediate famify.
Such usage shall be fimited to a reasonably necessary time,
not o exceed five (5) days;

5. lingss, injury, or pregnancy-related condition of a member
of the employee’s immediate family where the employee’s
presence is reasonably necessary for the health and welfare of
the employee or affected family member;

8. Examination, including medical, psychological, dentat, or
optical examination, of a member of the employee’s immediaie
famity by an appropriate practifioner where the employee’s
presence is reasonably necessary.

The definition of ““mmediate family” shall be in accordance with
Section 601.11 of this Agreement.

Section 305.02 Unused Sick Leave shali be cumulative without limit.
Intermittent employees shall accumuiate Sick Leave while on Intermittent
status; however, said employees may only use Sick Leave while serving
as an Absentee Replacement or on a temporary full-time assignment

of more than fourteen (14) calendar days. When Sick Leave is used,

it shall be deducted from the employee’s credit on the basis of one (1}
hour for every one {1) hour of absence from previously scheduled wark.
The previously accumulated Sick Leave of an employee who has been
separated from the Public Service shall be placed to his credit upon his
re-employment in the Public Service, provided that such re-employment
takes place within ten (10) years of the date on which the employee was
last terminated from Public Service. An employee who transfers from
one public agency to another shall be credited with the unused balance
of hissher accumulated Sick Leave up to a maxémum of the Sick Leave
accumulation permitied in the public agency to which the employee
transfers.

Section 305.03 The Employer may require an employee fo furnish
a satisfactory written, signed statement to justify the use of Sick Leave.
If medical attention is required, a certificate stating the nature of the
illness from a licensed physician may be required to justify the use of
Sick Leave. The Employer may require an emptoyee to be examined by
a physician paid by the Employer to justify the employee’s absence or
to ensure the employee is capable of returning to work. In those cases
where the employee is on sick leave and is approved by the employee’s
physician for return to work and the Employer sends the employee to

its physician for a second opinion, the employee shall remain on sick
leave or other paid leave credits (if available) until the matter is resolved
as follows: If the Employer’s physician concurs with the employee’s
physician, the employee shall be refurned to work, and the amount of
sick leave or other paid leave credits used between examinations shall
be restored to the employee’s sick leave or other utilized paid leave
credits. If there is no concurrence, the employee shall be evaluated by
a third physician acceptable 1o the employee and the Employer. The
Employer and the employee shall share the remaining balance of the
cost of the examination after the heaith insurance company has made
payment. The third physician’s opinion shall govemn. 1 the third physician
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concurs with the employee’s physician, the erriployee shall be returned
to work and ths amount of sick leave or other paid leave credits used
between examnations shall be restored to the employee’s sick leave or
other utilized paid leave credits. If the third physician concurs with the
Emgloyer’s physician, then the sick leave or other utilized paid leave
credits will notbe restored.

Section 305.01 Falsification of either a written, signed stalement or
a physician's czrificate shail be grounds for discipiinary action, including
dismissal. The abuse or patterned use of sick leave shalt be grounds for
disciplinary acion.

For the purposes of this Articte, the following definitions shall
apply to the folowing terms: “excessive absenteeism” — shall mean
utilization of more than six (6) days of sick leave per year without a
physician’s cettification attesting to the employee’s illness or injury
necessitating the abgence. Such report may justify single occurrences or
reaccurring absences. Consideration shall be given to those employees
who have a chronic, serious and/or ongoing medical condition,
documented by a physician's certificate. For absences resulting from
the documented chronic, serious and/or ongoing medical condition, the
employee does not need to furnish a doctor’s note for each qualifying
absence provited the absence is consistent with the physician’s
certificate; “Patterned use” — shall mean a) frequent utilization of sick
leave on the same day of the week; b) in conjunction with weekends,
holidays, vacalions or any other paid leave; or ¢) frequent absences of
one (1) day or less unless excused by a physician’s cerlificate attesting to
the employee’s iliness or injury necessitating the absence.

Section 305.05 Employees who are absent on sick leave or workers'
compensation may apply for light duty work. Such light duty work
application must be approved by the employee’s physician and the
Employer's physician, if the Employer wants the employee examined
prior 1o its granting approval. The Employer will attempt to accommodate
light duty work applications to the extent practical, except that the initial
approval and the duration of the light duty work shall be at the sole
discretion of the Employer.

Section 305.06 Upon the death of an employee with thirty (30} or
more years of service at Summit Gounty Children Services and who was
eligible to retire from the Public Employee Retirement System (PERS),
the employes’s beneficiary will receive one-fourth (1/4) of the earned sick
time balance up to a maximum of two hundred forty (240) paid hours.

ABRTICLE 401 PROBATIONARY PERIOD AND PERFORMANCE EVALUATIONS

Section 401.01 All newly hired employees must serve a probationary
period. The length of the probationary period is as follows:

180 Calendar Days: All newly hired Full-Time staff or non-
social work staff promoted into Social Worker positions.

700 Work Hours: All newly hired Part-Time and Intermittent
employees.

The Employer may terminate an employee’s employment
during the initial hire probationary period, and neither the emplayee nor
the Union shall have any right to appeal such termination through the
grievance procedure contained herein or to any form of Civil Service
Commission, including the State Personnel Board of Review.
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Social Warker NLE [I-B -- Social Workers who possess a
master’s degree in a non-ficense eligible field and three (3}
years accumuiated service with the Employer as a Social
Worker NLE II-A.

Social Worker NLE II-C -~ Social Workers who possess

a master’s degree in a non-license eligible field and four (4)
years accumulated service with the Employer as a Social
Worker NLE H-B.

Social Worker 11l-A — Social Workers who possess a master's
degree in sogial work.

Social Worker 11I-B -- Social Workers who possess a master's
degree in social work and three (3) years accumulated service
with the Employer as a Social Worker HI-A.

Social Worker BI-C -- Social Workers who possess a master's
degree in social work and have completed four (4) years
accumulated service with the Employer as a Social Worker ill-B.

All Social Workers who are other than full-time shatl be
promoted in accordance with the above schedule upon
compietion of the equivalent of the accurulated full-time
service required for sach promotion.

Section 602.05 - Social Worker Academic Incentive

During the 2012 and 2013 contract years, Social Workers
pursuing a master’s degree in sociat work or a social work-related field
from an accredited university shall receive incentive pay added to their
base rate. Social Workers must be accepted in a master’s level program
and must declare a degree to be eligible for this incentive. The incentive
pay shall be in accordance with the following schedule and criteria:

SEMESTER CREDT | DECLARED DEGREE
HOURS EABNED MSW/MSSA Masters Related Field
12 hours $.30 per hour $ .15 per hour
24 hours $ .60 per hour $ .30 per hour
36 hours $ .90 per hour $ .45 per hour
48 hours $1.20 per hour % .60 per hour
60 hours 51.50 per hour b .75 per hour

Newly hired employees pursuing a Master's Degree in Social
Work or social work-related field from an accredited university and having
previously accumulated educational credit hours will not be eligible for
the academic incentive pay until said employee completes twelve {12}
credit hours while a Summit County Children Services employee. Once
eligible, the previously accumulated credit hours shall be counted for the
purposes of determining the amount of academic incentive pay.

For the purposes of this Section, social work-related field
means any degree that qualifies staif for an PCC {formerly LPCC).
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deqree in social work and three (3) years accumulated seyvice
with the Employer as a Social Worker Ill-A,

Social Worker 1I1-C — Social Workers who possess a master’s
degree in social work and have completed four (4) years
accumutated service with the Employer as & Social Worker LI-B.

AllSocial Workers who are other than ful-time shali be
promoted in accordance with the above scheduie upon
compietion of the equivalent of the accumulated fuil-time
senice required for each promotion.

Effective January 1, 2014, ail Social Workers shail be assigned
to one of the classifications listed below. All full-time Social
Workers shall be promoted as fallows:

Social Worker | ~ Training Unit Social Workers

Soclal Warkers assigned o the Training Unit shall be promoted
upan the completion of their Training Unit assignment.

Social Worker NLE 1-A -~ Social Workers who possess &
pachelor’s degree in a non-license eligible field.

Social Worker NLE 1B -- Social Workers who possess &
bachelor’s degree in a non-icense eligible field and three (3)
years accumulated service with the Employer as a Social
Worker NLE I-A,

Social Worker NLE -G ~ Social Workers who possess a
bachelor's degree in a nonrlicense efigible field ang four (4)
years accumulated service with the Employer as a Social
Worker NLE -i-B.

Social Worker |-A -~ Social Workers who possess a bachelor's
degree in a license eligible field.

Social Worker |-B -- Social Workers who possess a bachelor’s
degree in a ficense eligible field and three (3) years
accumulated service with the Employer as a Social Worker 1
and/for |-A.

Social Worker I-C -- Social Workers who possess a bachelor’s
dagree in a license eligible field and four {4) years accumulated
service with the Employer as a Sccial Worker -B.

Social Worker 1l-A — Sacial Workers who possess a master's
degree in a field related to social work and are license eligible.

Social Worker 11-B — Social Workers who possess a master's
degree in a field related to social work and are iicense eligible,
and three (3) years accumulated setvice withs the Empioyer as a
Social Worker 1A

Social Worker I-C - Social Warkers who possess a master's
degree in a field related to social work and are license eligible,
and have completed four (4) years accumulated service with the
Employer as a Social Worker 11-B.

Social Worker NLE 1I-A - Social Workers who possess a
master’s degree in a non-license eligidle field.
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All employees who apply for any transfer or premotion posted
under Article 403, other than promotions into Social Worker positions,
and are subsequently selected and placed in the vacancy shall serve a
probationary period as follows:

120 Caiendar Days, i selected and placed ina full-time
vacancy.

700 Work Hours, i selected and placed in & part-fime vacancy.

If a transferred or promoted employee does not successiully
complete the probationary period, hefshe will be returned to his/her
previous of similar position.

Section 401.02 Thare shall be an initial-hire evaluation and an
annual evaluation of éach employee's job performance. In addition,
there may be a quarterly review of the employee’s job performance.
The initial evaluation shall be given at the end of the first half of the
employee’s initial-hire probationary period, and the second evaluation
no later than ten (10} days prior to the completion of the probationary
peried. (Probationary evaluations for employees who are on a transfer
or promotion probation shall be handled in the same manner.) Should
the initiai-hire probationary evaiuation be positive, the employee will
be advised al the end of the prabaticnary period of histher continuing
status. The start date of the evaluation year for the employee’s annual
performance evaluation begins the day after the end of the employee’s
probationary period.

Should an employee transfer/promote into another position, the
start date of the evaluation year for the employee’s annual performance
evaluation begins the day after the end of the employee’s transfer/
promotion probationary period.

When an employee transfers/promotes out of a position, or
in the event an employee's supervisor changes during the evaluation
year but the employee’s position remains the same, the supesvisor
may complele a performance evaluation or submit a written summary
statement of performance to be attached to the evaluation for the
appropriate time period. 1n no instance will an employee go longer than
eighteen (18) months without a written performance evaluation,

Section 401.03 All evaluations shall be made by the direct supervisor
in conference with the employee or the direct supervisor's supervisor in
the absence of the direct supervisor. The purpose of the evaluation is 0.
constructively assess the employee’s curment job assignments, to identify
performance areas requiring improvement, to constructively advise the
employee of hisfer strengths and deficiencies in meeting performance
expectations, o establish performance objectives for the next evaluation
period and to develop a plan for attainment of objectives, Evaluations
shall be conducted in the foliowing manner:

1. At least one (1) week prior o the evaluation interview,
the Supervisor shail provide the employee with his/her
Position Description and any other information pertinent 1o the
evaluation process.

2. The Supervisor shall notify the employee of the time of the
evaluation interview at least twenty-four (24) hours in advance
of the meeting.

3. The Supervisor shall meet with the employee, review and
complete the evaluation form together during the interview.
The evaluation interview shall be conducted as follows:
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A. The Supervisor and the employee shall review the goals
that were agreed upon during the last evaluaiion interview and
summatize progress that has been made in each area.

B. The Supervisor shall discuss the elements outlined in the
First Paragraph of this Section and provide some indication of
what each judgment is based upon.

C. Areas of disagreement will be ciearly identified during the
interview process.

D. Atthe time of the interview, two (2) copies of the
evaluation form shall be complated. Upon completion of the
evaluation interview, the emplayee shall sign the evaluation
form, be given a copy of ihe evaluation prior 1o it being sent for
typing, and have the right to add a written statement indicating
hisfher specific reasons for disagreement. Such written
statement shall be submitted to the Supervisor within seven (7}
working days. A box will be provided on the evaluation form
for the employee to indicate his/her intent to submit a written
statement. If this box has been checked, the evaluation shall
not be sent for administrative review until the employee’s
commenis are typed on the evaluation form. Once the
evaluation is typed, it must be re-signed by the Supervisor and
employee. .

E One copy of the evajuation form shalt be given

1o the employee. The other copy shall be submitted for
administrative review, unless the employee fites an appeal and/
or grievance regarding the evaluation. In such circumstances,
adminisirative review of that evaluation will be delayed until

the appeal/grievance process is completed. Then, only the
evaluation resulting from the appeal/grievance process shall be
submitted for administrative review.

Section 401.04 The employee shall review the final evaluation with
the next level of supervision if the empioyee’s opinion of his/her job
performance does not concur with that of the Supervisor. The employee
shall serve written notice of his/her desire to review the final evaluation
to the next level of supervision no later than seven (7) working days after
completion of the evaluation interview. Said Supervisor shall meet with
the employee and, if the employee choases, a Union representative
within seven (7) working days. The employee’s immediate supervisor
and the Employer’s Director of Human Resources will also attend the
appeal meeting. The Director of Human Resources shall serve in the
capacity of a mediator and attempt to bring the parties to an acceptahie
resclution of the dispute. At the conclusion of the appeat meeting, any
agreed-upon changes will be documented and signed by all parties, and
all parties shall immediately receive a copy. The agreed-upon changes
will be implemented within five (5) working days. Should unresolved
issues remain, said Supervisor shall issue a written response 1o the
employee within seven (7) working days addressing those issues.

The employee shall have the option to review the evatuation
with the Executive Director or, in his/har absence, a designated
representative if, in the employee’s opinion, hisfher performance
evaluation is still not accurately reflective of his/her performance. Written
notice for such review shall be given to the Executive Director within
seven (7) working days after receiving the written response to the above-
referenced supervisory review. The Executive Director or, in his/her
absence, a designated representative, shall meet with the employee,
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Section £02.02 -- Promotional Increments

Employees wha are promoted shall receive a promotional
increment in the amount of three and one-half percent (3.5%) of the
mid-point of the salary scale they are exiting added to his/her base rate
of pay, or an increment which will bring them to the minimum of the new
scale, whichever is greater. However, in no event will the employee’s
pay rate exceed the top of their new scale, except as provided for in the
Letier of Understanding dated 6/19/00 RE: “Promotional Increments and
Implementation of New Section 602.02".

Section 602.03 — Shift Differential

Full-time employees and employees on absentee replacement
status working four (4) or more hours between the hours of 3:00 p.m. and
7:00 a.m. shall receive a shift difierential of forty cenis {$.40) per hour,
except for Social Workers and Nurses who shall receive seventy-five
($.75) cents per hour. Employees whose regularty scheduled working
hours require four (4) or more working hours between the hours of 3:00
p.m. ard 7:00 a.m., and who are required to work beyond their regulazly
scheduled shift shali continue to receive the shift differential. Day-shift
employees, who work beyond their regularly scheduled working hours,
shall not receive a shift differential. Shift differential is to be added to
the total wages and does not increase the base rate of pay. The shift
differential will not be included for the calculation of Holiday, Vacation or
Overlime pay.

Section 602.04 -- Social Worker Promotions

During the 2012 and 2013 contract years, all Social Workers
shall be assigned to one of the classifications listed below. Al fuli-ime
Social Workers shall be promoted as follows:

Social Worker | -- Training Unit Social Workers

Social Workers assigned to the Training Unit shall be promoted
upon the completion of their Training Unit assignment.

Social Worker I-A - Social Workers who possess a bacheior's
degree.

Social Worker |-B - Social Workers who possess a bachelor’s
degree and three (3) years accumulated service with the
Employer as a Social Worker 1 and/or 1-A.

Social Worker |-G - Social Workers who possess a bachelor’s
degree and four (4) years accumulated service with the
Employer as a Social Worker I-B.

Social Worker 11-A-- Social Workers who possess a master's
degree in a field related to social work.

Sociai Worker [1-B -+ Social Workers who possess a master's
degree in a field related to social work and three (3) years
accumulated service with the Employer as a Social Worker 1I-A.

Social Worker H-C -- Social Workers who possess a master's
degree in a field refated to social work and have completed four
{4) years accumulated service with the Employer as a Social
Worker {I-B.

Social Worker 11I-A -- Social Workers who possess a master’s
degree in sociai work.

Sacial Worker 1I-B - Social Workers who possess a master's
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Gr. Jab Clagsiigation Eftective Minimum Maximym Step Amt.
{per hour)

4 Account Specialist i 1/14 32,501.67  38,980.15 0.44

Legat Support Specialist !l

Quality Improvement Review

Scheduler

Recreation Coordinator

Volunteer Program Assistant

Volunteer Services Coordinat

5 Clerical Specialist 114 31,667.67 38,024.82 0.44
Clerical Specialist/Branch Cffice
Cletical Specialist/Floater
Clerical Specialist/Front Desk Days
Clerical Specialist/Front Desk
(Eve.AWeskends)
Dental Secretary
Forms Specialist
Groundskeeper li
Information Referral Specialist
Legat Support Speclalist |
Medical Secretary
Family Interaction Center Scheduler/Receptionist

3] Clerk Ii 114 30,867.09 37,301.24 G.44
Clothing Room Assistant
Cook
Food Service Worker |
Groundskeeper |
Shipping/Receiving Worker

SCHEDULE E Salary Range

Gr. Job Ciassfication Effective Minimum Maximum Step Amt.
{per hour}
E01 SACWIS Coordinator  1/14 54 562,58  70,928.73 1.12

ED2 Computer Programmer Analyst 1/14 51,964.41  67,561.22 1.07
Database Administrator
Network Administrator

E03 Comnputer Programme 1/14 47.240.28  61,411.60 0.97
PC/MNetwork Technician Il
PG Network/Telecom Tech.
WES Developer

E04 Computer Programmer Assistant 1/4 41,272.49 52,392.73 0.76

E05 Help Desk Coordinator  1/14 39,013.81 52,067.16 0.90
PC/MNetwork Technician |
E06 PC Training Coordinator 1/14 38,399.74  44,292.34 0.40

All salary scales will be divided into seven (7) equal steps.
Empioyees who ate not at or above the top of their assigned pay scale
shall, on their anniversary date, receive a salary increase equai to one (1)
step (per Schedule “C,” “D" and “E,” below) not 1o exceed the top of their
assigned pay scales. Inthe second and third years of this Agreement,
any empioyee whose pay rate exgeeds the maximum of the range will be
paid a lump sum in fieu of a base salary increase.
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the employee’s immediate supervisor and, if the employes chooses, a
Union Represaniative within seven (7) working days. The Executive
Director, or the designee who met in histher absence, shall respond to
the employee in writing within fourteen (14) working days after the review.
Such response shall encompass any and all changes agreed upon at
said review. The provisions of said response shall be implemented within
five (5} working days.

Section 401.05 Performance evaluations shall be used for the
following: Employee job performance, salary increases, promotions,
transfers, references, and termination during initial-hire probationary
period.

Section 401.06 Should any person add comments to or alter in any
way an employee’s performance evaluation form after the employee
has signed the performance evaluation, such evaluation shal, for all
purposes, be nulf and void, and will be immediately removed from the
employse’s Personnel File. The original evaluation shall be retyped and
re-signed and placed in the employee's file.

Section 401.07 The employee’s signature on any perfformance
evaluation shall be viewed by the parties only as a representation that
hefshe reviewed the evaluation; it shail not be viewed as the employee’s
agreement, but rather acknowledgment that the employee reviewed the
evaluation.

ARTICLE 402 PERSONNEL RECORDS

Section 402.01 it is recognized by the parties thatthe Employer
may prescrive regulations for the custody, use, and preservation of

the records, papers, books, documents, and property pettaining to the
employess. However, avery employee shall be allowed to inspect his/
her persennel file ance in a six (5) month pericd running from the last
inspection, with the exceptions of references for initiai employment,
psychiatric and medicat reports, and confidential law enforcement
records, which shall be kept separately. If the law enforcement reports
are no longer valid nor pertaining to the nature of employment, they shall
be remaoved from the personnel file. A Union officer or other employee
representative may accompany the employee for inspection of the
employee’s personnel file, in the presence of the Employer. Reguests
to review the personnsl file shall be directed to the Human Resources
Department.

Secfion 402.02 If an employee, upon examining his/her personnel
file, has reason to believe that there are inaccuracies in those documents
contained therein, the employee may write @ memorandum to the Director
of Human Resources or hisfher appropriate representative explaining

the alleged inacouracy. i, upon investigation, the Director of Human
Resources, or his/her designated representative, sustains the employee’s
allegation, hefshe will remove the inaccurate material from the perscnnel
fite or correct the inaccuracy. If such material is not inaccurate but the
employee feels that clarification of circumstances surrounding the writing
of such material is necessary, the employee may submit to the Director

of Human Resources or histher representative a written clarifying or
explanatory memorandum. The Director of Human Resources or his/her
representative will arrange to have such memorandum attached to the
material to which it is directed and placed in the employee’s personnel
file, unless i is scurrilous or slanderous.

Sectfion 402.03 Except as otherwise provided in this Article, and
except for employees who have a need within the scope of their duties
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to see employee personnel files, such files shall not be available for
review by anyone without prior, written authorization for such by the
employee whose file or information therein is requested, subject o legal
requirements on the Employer regarding public récords. Further, no
information in an employee’s personnel file wilf be shared with anyone
outside the Employer except name and piace of employment without prior
written authorization from the employee involved. Personal references
may be provided if requested of the Supervisor by the employee in
writing.

Section 402.04 Personnel files shall contain the following:

1) Name, permanent address, current address, telephone
number, and name of person to notify in case of emergsency
{employees shall be respansible for keeping this information
current within thirty (30) days);

2) Position Description;

3) Required license and verification of degree, where
applicable;

4£) Change of Status Forms;
5) Annual performance evaluations and salary review forms;

6) Statements of periormance in any given particular cases
(i.e., letiers of commendation, job performance, etc.);

7) Memos identifying instructions or directives to employees
regarding their job performance. Such memos shalt be
initialed and dated by the employee prior to being placed

in the Personnel File. Said memos shall be removed from

the employee’s Personnel File after one (1) year upon the
employee’s request and given to the employee, provided there
have been no intervening memos regarding the same subject
matter;

8) Corrective action orders,

9) Computer-generated files related to the employee’s
employment (which may be kept separately);

10} References for initial employment, pre-employment
reference checks, including confidential law enforcement
records, psychiatric and medical reports (which shall be kept
separately);

11) Payroli records (which may be kept separately).

If requested, employees will be provided copies of any items
contained in the Personnel File.

Section 402.05 The employee Personnel File shall constitute the
only documentation to be used by the Employer and/or agents of the
Employer concerning the employee. Supervisors are permitted to keep
recards on each employee in a secured file at the supervisor’'s work area.
Such supervisors’ files shall be subject to the provisions of Sections
402.01, 402.02, 402.03, 402.04 of this Atticle. No other records shall be
kept concerning employees except those required by law or otherwise
necessary to demonstrate compliance with the law,
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(BA+3yrs.)
Social Worker NLE |-B
(BA+3yrs)

9  Community Relations Specialist  1/14 44,212.54 50,621.07 0.44
Volunteer Services Specialist

10 Social Worleer A (BA) 114 41,408.82  50,986.15 0.66
Social Worker NLE I-A (BA}

* PLEASE NOTE: SACWIS Subject Matter Expert (SME) will be paid in
accordance with the Social Worker salary scales.

11 Tuior 1114 41,438.89 45,986.56 0.31
12 Social Worker | (Training Unit) 114 39,807.58 N/A NIA
13 Librarian | 114 3747174 42 836.69 0.37

Records Audit Specialist

Records Audit Specialist’Closed Records
Records Audit Specialistiiniake
Records Audit Specialist/Transfers
Records Floater

Records Specialist

Records Specialist - Closed Records
Records Specialist - Document Imaging
Records Specialist - Open Records
Social Worker Assistant

Social Worker Assistant/FCA

14 Senior Day Gare Warker 114 33,334.57 41,532.40 0.56
15 Child Care Worker |l 114 32,366.14 39,696.08 0.5¢
Day Care Worker

Dental Assistant

Medical Assistant

Medical Coder/Biller

Recreation Aide

Social Service Aide |l

SCHEDULE D Salary Range
Gr, Job Classification Effective Menimum Maximuim te| t
(per hour}
1 Account Specialist IV {Degree) 1/14 37,281.96 43,002.17 0.39
Adoption Subsidy Specialist
W (Degree)
Paralegal

2 Account Specialist IV 1114 36,062.81 42,886.69 .47
(No Degree)

Adoption Subsidy Specialist
IV {No Degree)

Carpenter /Building Mainienance

Painter Il

Rasearch Support Specialist

3 Account Clerk If iM14 33,400.14  40,224.03 0.47
Account Specialist 1
Adminisirative Assistant If
Auto Mechanic/Maintenance Worker i
Carpenter |
Clothing Resource Specialist
Financial Eligibility Specialist |
Maintenance Worker I}
Painter |
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SCHEDULE E Salary Range
Gr. Job Classification Effective Minimum Maxirmim Step Amt.
{per hour)
EQ1 SACWIS Coordinator 112 53,492.73 69,637.97 1.10
113 53,492.73 69,537.97 1.10
EQ2 Computer Programmer Analyst  1/12 50,045.50  66,225.69 1.05
Database Administrator 113 50,945.50  66,226.69 1.05
Network Administralor .
EC3 Computer Prograsmmer 112 45,314.00  80,207.45 .95
PC/Network Technician |l 113 46,314.00  60,207.45 0.95
PC Network/ielecom Tech
WEB Developer
EQ4 Corputer Programmer Assistant 1/12 40,463.23  51,365.42 D.75
113 40,463.23  51,365.42 0.75
E05 Help Desk Coordinator 112 38,248.83  51,046.24 0.88
PC/MNetwork Technician | 113 38,248.83  51,046.24 0.88
E06 PC Training Coordinator 112 37.646.80  43,423.86 0.4G
113 37,646.80 43,423.86 0.40

Eftective January 1, 2014 all salary schedule minimums and maximums will be
increased by two (2) percent and all empioyees will receive a two (2) percent salary
increase.

Effective January 1, 2014, the salary schedules shall be as follows:
SCHEDULE C Salary Range

Gr, Job Classification Effective Minimuim Maximum Step Ami
{per hour)
1 Unassigned 114 53,187.53  §7,002.51 0.95

2 Social Worker 11-C 1114 50,685.55  65,367.32 1.01
(MSW + 7 yrs.)
Social Worker II-C
(Related Masters + 7 yrs.)
Social Worker NLE II-C
(MA + 7 yrs.)

3 Research Analyst 114 50,685.55  58,957.71 0.57

4 Social Worker 1Ii-B 114 48,39344  62,418.29 0.96
(MSW + 3 yrs.)
Social Worker iI-B
(Related Masters + 3 yrs.)
Social Worker NLE 1I-B
(MA + 3 yrs.}

5 Social Worker III-A (MSW) 1/14 46,114.44  B0,962.35 1.02
Social Worker Il-A
(Related Masters)
Soclal Worker NLE [1-A (MA)

8 Medical Support Specialist 114 46,114.44  54,384.50 0.61
Nurse |
Quality Review Specialist
&r, Job Classification Effective Minimum Maudmum Step Amt,
{per hour)
7 Social Worker I-C (BA+7yrs) 114 45,143.82  59,589.49 0.99
Social Worker NLE I-C
(BA+ 7 yrs.)
Comgrunity Educator

8 Homefinding Recruiter 14 44,212.54 56,124 54 0.582
SACWIS Training Coordinator
Social Worker §-B
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ARTICLE 403 JOB POSTINGS, TRANSFERS, AND PROMOTION

Section 403.01 The Employer shali decide when a vacancy oceurs
or exists. A vacancy is defined for posting as a reguiar full-time or part-
time job opening in the bargaining unit. The following types of positions
are not regular job openings: Intermittent, Absentee Replacement, and
Temporary Status.

Section 403.02 Avacancy in a budgeted position will be
automatically posted, should the Employer decide to fill it. Should the
Employer decide not to fill the position, the Union will be notified. When
a vacancy occurs, the Employer shall post a notice of said vacancy on
appropriate bulletin boards in all facilities for a period of eight (8} work
days, not including the day of the posting. Cnce the position has been
posted, it will be filled within three (3} calendar weeks following the end of
the posting period.

Section 403.03 The position announcement shall state the fotlowing:
1) the Agency’s position: title; 2) the classification, grade and salary of the
pasition; 3) the classification job description; 4} the required gualifications
for the classification; 5) the current line supervisor; 6) the location (if a
branch office); 7) the hours of work; 8} the person to contact i interested;
and 9) the deadline for submitting appiication.

Section 403.04 The Employer will not be required to consider
applications filed after the end of the posting period. The employee may
consult with his/her Supervisor to schedute a mutually agreeable time to
make such application.

Section 403.05 Al applicants for vacancies must meet all of the
minimum qualifications established for the posted position. Employees
who mieet the minimum gualifications and have appliec in a timely
manner shall be granted an interview, except that for lateral transfers,
only the three (3) most senior full-time applicants shall be interviewed. 1f
there are no employees applying for a fateral transfer, all other applicants,
who have applied in a timely manner, shall be granted an interview.

Section 403.06 In considering any individual for a regular job
opening, the Employer wilk select the best qualified candidate of the
three {3) most senior, considering skills, aptitude, education, experience,
training, seniority, record of efficiency and effectiveness of performance,
and record of tardiness and absenteeism.

Section 403.07 Applications from employees shall be subrnitted
to the Director of Human Resources for preliminary screening. The
Employer reserves the right 1o reject all applications or extend the
deadline for submitting applications in the event that the makeup of
the group of qualified applicants is significantly inconsistent with the
Employer’s Affirmative Action Pian.

Section 403.08 Upon receipt of the application and completion of
screening in accordance with Section 403.05, the Employer shall give
first consideration to those timely-filed applicants who are in the same
classification as the vacant position and are, therefore, requesting a.
fateral transfer to the vacant position. The vacancy shall be filled by an
applicant from the three (3) most senior full-ttme employees requesting
a lateral transfer. The three (3) applicants shall be considered subject to
the criteria outlined in Section 403.06. If there are less than three (3) fuli-
time applicants for a lateral transfer, the applicants shall be considered
pursuant to 403.06 with the most qualified individual receiving the
position.
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Section 403.09  After Section 403.08 has been complied with by

the Employer, and the vacancy has not been filled, then upon receipt of
the application and completion of screening in accordance with Section
403.05 and Section 403.08, the first consideration shali be given to those
timely, in-Agency applicants who desire the position as a promation (as
defined in Section 403.11) or a transfer (as defined in Section 403.13).
The vacancy shall be filled with the most qualified candidate per Section
403.06, above. [f there are no full-time applicants who desire the position
as a promotion or a fransfer, then the vacancy shall be filled with the most
qualified part-time or intermittent applicant.

Section 403.10 For purposes of this Article, seniority shalt be defined
as the uninterrupted length of continuous service with the Employer. A
termination of employment lasting less than thirty-one {31) days shalt

not constitute a break in continuous service. Once continuous service

is broken, uniess the empioyee is reinstated, the empioyee loses all
previous-accumuiated seniority. An authorized leave of absence does not
constitute a break in continuous service provided the employee returns

to active service following the expiration of the leave. However, an em-
ployee on an authorized leave of absence shall onfy continue to accrue
seniority for a maximum of twelve (12} monihs.

Section 403.11 A promation is defined as the transfer of an employ-
ee 1o a vacancy in a classification assigned 1o a higher pay grade, subject
to the provisions of this Article.

Section 403,12 A lateral transfer is defined as the transfer of an em-
ployee to a vacancy in the same classification, subject to the provisions of
this Article.

Section 403.13 A transfer is defined as the movement of an employ-
ee to a vacancy in the same pay grade, but not the same classification.
Section 403.14 An employee who accepts any vacancy pested under
this Aricie shall remain in said position for twelve (12) months before
becoming eligible to apply for another posted vacancy. Calculation of
the twelve (12} months shall begin the day the position is awarded to the
employee. In addition, no later than five (5) days after the employee is
notified by Human Resources that they have been awarded the position,
the supervisor and the employee shall meet to devise a plan for transition
o the employee’s new position. The transition plan shall be in writing,
signed by employee and supervisor, and shall include the planned date
of transition. A copy of the transition plan shall be given to the employee
and gaining supervisor. No new assignments will be given to Social
Workers following acceptance of the new position, except in emergency
situations. Said transition shall be completed within sixty (60) days, when
feasible, but not more than ninety (90} days after the employee s notified
by the Human Resources Department that they have been awarded the
job.

Section 403.15 Fuil-tima employees hired or re-employed shall re-
main assigned to such position for twelve (12) months including the pro-
bationary period, before beceming eligible to apply for a posted vacancy.
Intermittent and part-ime employees may apply for posted full-time
positions after the completion of their probationary period. However,
intermittent and part-time employees successfully applying for another
intermittent or part-time position shall remain in said position for nine {9}
months before becoming eligible to apply for another intermittent or part-
time position. Calculation of the nine (9) months shall begin sixty (60}
days after the deadiine for submitting applications listed on the posting far
said position.
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Gr.Job Classification Effective Minimum Maximum Step Amt.
(per hour)
14  Senior Day Care Worker  1/12 32,680.95 40,718.04 0.55
113 32,680.95 40,718.04 0.55
15  Child Care Worker 1l 12 31,731.51 38,917.73 0.49
Day Care Worker 1418 31,731.51 38,817.73 C.49
Dental Assistant
Medical Assistant
Medical Coder/Biller
Recreation Aide
Social Service Aide
16 Social Worker NLE (BA) 112 38,397.87 44,668.00 0.43
113 38,357.87 44,668.00 0.43
17 Social Worker NLE (MA) 112 39,296.01 47.342.75 0.55
118 39,296.01 47,342.75 D.55
SCHEDULE D Salary Range
Gr.  Job Clagsification EffectiveMinimum  Maximum Step Amt.
{per hour)
1 Account Specialist IV (Degree) 1/12 36,550.94 42,158.99 0.3%
Adogtion Subsidy Spediakst 1V (Dagree)1/13 36,550.84 42,158.99 0.32
Paralegal
2 Account Specialist [V (No Degree) 1/12  35,355.70 42,045.77 .48
Adoption Subsidy Specialist 1/13  35355.70  42,045.77 0.46
IV {(No Degres)
Carpenter /Building Maintenance
Painter il
Research Support Specialist
3 Account Glerk If 112 32,745.24 3%,435.32 (.46
Account Specialist 111 113 32,745.24 39,435.32 0.46
Administrative Assistant Il
Auto Mechanic/Maintenance Worker Il
Carpenter |
Clothing Resource Specialist
Financial Eligibitity Specialist |
Maintenance Worker Il
Painter |
4 Account Specialist il 112 31,864.38 38,215.83 0.44
Legal Support Specialist 11 1/13  31,864.38 38,215.83 0.44
Quality Improvement Review Scheduler
Recreation Coordinator
Velunteer Program Assistant
Volunteer Services Coordinator
5  Clevical Specialist 112 31,046.74 37.279.24 0.43
Clerical SpecialistBranch Office 113 31,046.74 37.273.24 0.43
Clerical Specialist/ Front Desk Days
Clerical Specialist/Front Desk
{Evenings/Weekends)
Clerical Specialist Floater
Dental Secretary
Forms Specialist
Groundskeeper 1
Information Referral Specialist
Legal Support Specialist |
Medical Secrétary
Family Interaction Center Scheduler/Receptionist
3] Clerk 112 30,291.26  36,569.84 .43
Clothing Room Assistant 113 30,201.26 36,569.84 .43
Cook
Food Service Worker |
Groundskeeper |
Shipping/Receiving Worker
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ARTICLE 662
Section 602.01-- Wages

Effective January 1, 2012 all salary schedule minimums and
maximums will remain the same and there wilt be no general

wage increase.

Effective January 1, 2013 all salary schedule minimums and
maximums will remain the same and all employees wilt receive

COMPENSATION

a lump surm bonus in the amount equal to two (2) percent of
their salary in lieu of a base salary increase.

SCHEDULE C

Gr. Job Classification

1 Unassigned 112
1713

2 Sacial Worker HI-C 112
(MSW + 7 wis.) 113

3 Research Analyst 1412
113

4 Social Worker [il-B iz
(MSW + 3 yrs.} 113

& Social Worker 1-C 112

(Related Masters + 7 yrs.) 113
Social Worker 1A {MSW)

& Medical Support Speciaiist  1/12
Nurse i 113
Quality Review Specialist

7 Social Worker |-C (BA+7 yrs.) 1112
Social Waorker 11-B 113
(Aelated Masters + 3 yrs.}
Community Educator

8 Homefinding Recruiter 112
SACWIS Training Coordinater 1/13
Social Worker [-B (BA + 3 yrs.)
Sacial Worker H-A (Related Masters)

9 Commurity Relations Specialist 1/12
Voluntaer Services Specialist 1/13

10 Social Worker I-A (BA) in2
113

Effective Minimum

52,144.64
52,144.64

49,691.72
49,691.72

49,691.72
49,691.72

47,444 55
47,444.55

45,210.24
45,210.24

45,210.24
45,210.24

44,258.65
44,258.65

43,345,863
43,345.63

43,345 63
4334563

40,596.95
40,596.95

Salary Range
Maximum Step Ami.
: (per hour)
65,688.74 .83
65,658.74 0.83
64,085.61 0.89
64,085.61 0.99
57,801.68 0.55
57,801.68 0.56
61,194.40 0.4
61,194.4C 0.94
£59,767.01 1.00
59,767.01 1.00
53,006.37 0.60
53,906.37 0.60
58,421.07 0.97
58,421.07 0.97
55,024.06 0.80
55,024.06 G.80
40,628.50 0.43
49,628.50 0.43
49,986.42 0.64
49,986.42 0.64

PLEASE NOTE: SACWIS Subject Matter Expert (SME) will be paid in

accordance with the Soclal Worker salary scales

11 Tutor Nz
113

12 Social Worker 1 112
(Training Unit) 113
13 Librarian | 112

Records Audit Specialist 113

40,596.95
40,596.95

39,027.04
39,027.04

36,737.00
36,737.00

Records Audit Specialist/Closed Records

Records Audit Specialist/Intake
Records Audit Specialist/Transfers
Records Floater

Records Specialist

Records Specialist - Closed Records

Records Specialist - Document imaging

Records Specialist - Open Records
Saocial Worker Assistant
Social Worker Assistant/FGA
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45,084.86
45,084.86

39,027.04
39,027.04

42,045.77
42,045.77

0.31
0.31

0.00
6.00

0.38
0.36

Section 403.16 One (1) copy of all postings shall be furnished to
the Union President or his/her designated representative on the date of
posting. In addifion, the Union’s copy of each posting shall include the
name of the employee vacating that position, or a statement indicating it
is a new position.

Section 403.17

Notwithstanding any other provision of this Agreement, the
Employer retains the right to assign employees to positions within their
job classification based on the needs of the Employer.

ARTICLE 404 CORRECTIVE ACTION

Section 404.01 Except for initial-hire probationary employees, na
employee shall have any form of corrective action taken against them,
except for just cause.

Section 404.02 The Employer agrees that all corrective action
must be uniformly applied to all employees of Summit County Children
Services.

Section 404.03 The Employer shall administer all corrective actions
in a progressive manner. Corrective actions must be based on just
cause, be uniformly applied, and be consistent with the Employer’s

Work Rules as defined in 301.01 of this Agreement, including the Table
of Discipline governing such actions, except that the Employer may
apply a lesser penalty from the recommended standard penalties. The
Employer will give a copy of any written corrective aclion to the affected
employee and a copy to the Union President immediateiy upon execution.
The employee’s signature on any Corractive Action Crder shall not be
viewed as the employee's agreement with the Employer’s aclion or as an
admission of violation of the cited work rule.

Section 404.04 Any records of corrective action taken against an
employee or documents related to the action, shall expire and not be
used against the employee, providing there has not been intervening
corrective action taken against the employee during the specified time
period as follows:

A. Corrective actions resulting in no foss of time or pay —
twelve (12) months;

B. Corrective actions resulting in loss of pay or time not to
exceed five (5) days pay — twenty-four (24} months;

C. Corrective actions resulting in the loss of pay or time
exceeding five (5) days pay — thirty-six (36) months.

if there has been no intervening corrective action, such
corrective action shall be removed from their personnet file, upon written
request of the empioyee.

Section 404.05 When the employee is questioned as part of the
investigation process and/or issued a Corrective Agtion Order, the
employee is entitled to have a representative present.

A. Investigation shall be compieted within thirty (30} working
days of notice to the Employer that an offense has occurred.

B. Disciplinary action shall be administered within fifteen (15)
working days of completion of the investigation, except when
the proposed disciplinary action is a suspension or dismissal.
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C._In the event a criminal investigation is conducted, such
above stated Sme pericds shall be extended for the time period
of the criminal investigation and proceedings.

D.In the event the Employer determines it is not feasibie to
conclude the investigation or impose disciplinary action within
the specified time periods, it shall notify the Union in writing of
the expected date the investigation will be completed or the
imposition of discipiine will occur. The Employer shalt give the
reason for the extension, which shail be reasonable,

Section 404,06 The procedure for any proposed suspension or
dismissal shall be as jollows:

A. Within fifteen {15} working days of completion of the
investigation, the Executive Director or hisher designated
representative shall serve the affected employee with written
notification of pending suspension or dismissal. Such
natification shall cite the charges against him/her.

B. A hearing shall take place before a neulral person not
involved in any of the events giving rise to the proposed
corrective action. Said hearing shall be scheduled by the
Director of Human Resources and shall take place within

five (5) days, when feasible, from notification in Paragraph

A of this Section; the parties recognizing that time is of the
essence in the disciplinary procedure. The employee may be
accompanied by a representative of his/her choice, and the
Employer’s agent(s) may be accompanied by representatives
of the Employer's choice. If any of the representatives is an
attorney, the party being represented by that attorney shall
notify the other party of such at the time of the nofification or
confirmation of the hearing. At said hearing, the evidence upon
which the charges were based shall be presented, and the
employee, with the assistance of his/her representative, shali
be afforded a fair opportunity to be heard in opposition to the
charges against him/her.

C. A written explanation of the neutral person’s
recommendation as to whether corrective action is appropriate
and the reasons for it shall be issued to the employee and the
Employer within fourteen (14) days of said hearing.

D. In the recommendation, the neutral person shall determine
whether correciive action is appropriate. The neutral person
may find there is insufficient evidence to justify any discipline.

E. In ceses where the disciplinary action of suspension or
dismissal is approved by the Executive Director, the Executive
Director or designated representative, shall meet with the
employee and histher representative to issue the Corrective
Action Order, in writing, within ten (10) days of the receipt of
the neutral person’s recommendation. Said Corrective Action
Order shali include the specific fime period for suspension or
the effective date of dismissal, if applicable.

requires in-patient care in a hospital, hospice or residential
medical care facility or related out-patient follow-up care; and
has caused, or is likely io cause, the employee fo terminate
employment due solely to the absence of any available leave,
but shail not include any mental, emaotionat or stress related
medical condition, illness, claims or injuries, except for periods
during hospitalization or institutional internment. Examples
of extraordinary or severe conditions include heart attack,
certain cancer conditions, and organ transplants. Examples
of conditions not considered extraordinary or severe includge
normal pregnancy/delivery, sprained ankle, chicken pox, cold,
{lu, migraines or elective cosmetic surgery.

(3) Eligibility to donate leave. An employee may donate sick
leave if the donating employee meets all of the foliowing
conditions:

A. The employee voluntarily elects to donate sick leave and
does 50 with the understanding that donated leave will not be
returned;

B. The employee donates a minimum number of eight (8) hours
of sick leave; and

C. The employee retains a sick leave balance of at
least eighty (80) hours.

{4) Status of employees on donated leave. Employees using
donated sick leave shall be considered in active pay siatus

and shall accrue leave and shall be entitled to all benefits that
they are normally entitied to receive. An employee must use
all accrued sick leave and donated sick leave before additional
donated sick leave may be recovered. Donated sick leave
time shall not be counted toward the probationary period of an
employee receiving the donated leave during their probationary
period. Donated sick leave shall not be converted to cash.

(5) Transfer of leave.

A. The donated leave shall transfer in hours and shall
not necessitate any transfer of funds. The hours shall be
transferred on an hour-for-hour basis without regard for
differences in hourly rate of pay.

B. Maximum amount of leave an employee may donate or
receive through the Leave Donation Program:

1.Donation.

In each calendar year an employee may donate no more than
twenty-five {25%) percent of his or her accumudated leave in
each calendar year.

2. Receipt.

An employee who otherwise qualifies to receive donated
leave pursuant to this Section, may receive no more than two
thousand eighty (2080) hours of donated leave except upon the

Section 404.07 Supervisor’s Record of Instruction and Cautioning, approval of the employee’s Appointing Authority.
written warnings and written reprimands are subject to appeal through

the Grievance Procedure, including third party adjudication, as provided

herein. Alf suspensions and removals are subject to appeal through

the Grievance Procedure, including thivd party adjudication, and such

grievance shall be initizted at Step 3 of the Grievance Procedure.
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a copy of the subpoena or other document that requires the employee
to report for Court duty. if selected for active duty, the employee must
notify hisfher immediate supervisar at the earliest possible convenience.
The empioyee shall repoit for court duty each day as instructed by the
Court. Attimes, the employee may be released from Court service
during normal working hours; when this oceurs, the empioyee is required
to report for work when practical. The Employer will reiease to the
employee a payroll check equal to the employee’s standard pay for the
hours missed while service on Coust duty. The check is released with
the understanding that funds received from the Court for the same time
period will be surrendered to the Employer.

Employees subpoenasd to testify in issues related to non-
employment matters shalt be granted their leave of choice (i.e., vacation
leave, personal leave, accrued compensation time, holiday time or time
off without pay).

Section 6§01.18-L eave Donation Program

(1) Purpose. The purpose of the leave donation
program is 1o aliow empleyees to voluntarily provide assistance to their
co-workers wheo are in critical need of leave due o serious iliness or injury
of the employee or the employee’s spouse, child or parent.

(2) Employees may donate accumulated sick leave to
ancther employee of the Employer and (1) may donate accumutlated sick
leave pursuant to this secticn, (2) who is otherwise eligible o accrue and
use sick leave, and (3} is eligible o receive donaied leave.

A. Eligibility to receive donated leave.

An employee may receive donated leave upon submission

of a written request, supported by proper documentation,

to the Director of Human Resource or depending on the
circumstances, from an immediate family member or other
person acceptable to the Director. Following receipt of the
request for leave donation by the Director, an empioyee may
receive donated sick leave up to the number of hours the
employee is scheduled to work each pay period if the employee
who is to receive the donated leave meets all of the following
conditions:

1. The employee has a critical need for the donated leave due
to an extraordinary ar severe illness, injury or impairment or
an extraordinary or severe iliness, injury or impairment of the
employee’s spouse, child or parent, and such extraordinary
or severe illness, injury or impairment is demanstrated with
documentation certified by a medical doctor;

2. The employee has no accrued paid leave;

3. The employee has applied for and exhausted any other paid
leave, Worker’s Compensation or benefits program for which
the employee is eligible; and

4. The employee is not paid from a restricted fund, where legal
restrictions would prevent an employee from receiving donated
leave pursuant to the Leave Donation Program.

B. For the purposes of the Leave Donation Program,
extraordinary or severe illness, injury or impairment is one that
is life threatening and generally requires surgery with prolonged
recovery periad, or involves multiple traumatic injuries, or
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ARTICLE 405 JOB AUDIT

Section 4051 All employees shall be properly classified. If an
employee feels he/she is not properly ciassified, he/she may request, in
writing, a Job Audit. The request shall be sent to the Director of Human
Resources. Within twenty (20) working days of receipt of the request,
the Director of Human Rescurces shall interview the empioyee. The
employee may have a Union representative present at the interview.
Based upon the employee’s job duties and the current classification, the
Director of Human Resources shall render a decision. The decision shail
be inwriting and sent to the employee and the Union President within ten
(10} working days of the interview. Hf the Director of Human Resources
decides to reclassify an employee, the employee shall be placed in a
classification that accurately describes the employee’s job dufies. The
reclassification shall be based on available resources that identify a

job classification that most closely matches the employee’s actual job
duties. The Employer and the Union shail meet io negotiate any new
classifications and the rate of pay for such classification.

Section 405.02 The employee or the Union shall have the right fo
appeal the decision to Step 4 of the Grievance Procedure within fourieen
(14) days of the receipt of the decision.

ARTICLE 501 LABORMANAGEMENT MEETINGS

Secticn 501.01 Unless mutually agreed otherwise, on the first
Tuesday of each month at a mutually agreed upon time, the Executive
Director or his/her designated representative, the Director of Human
Resources, and noi more than four (4) other members of Management
shall meet with not more than five (5) empioyee representatives and
one (1) non-employee representative of the Union in order to promote a
more harmonious relationship between the Union and the Employer. The
Executive Director shall attend Labor/Management meetings at least on
a quarterly basis. Furthermore, it is agreed by both the Employer and
the Union that meetings shall be held as often as is mutually agreed
necessary.

Section 501.02 Agendas will be exchanged by both parties no later
than Noon on the Friday immediately preceding the first Tuesday of each
month. The purpose of such meetings shali be limited to:

A. Discussion regarding the administration of this Agreement;

B. Discussion regarding grievances, which have not been
processed to pre-third party adjudication step of the procedure,
when such discussions are mutually agreed to by the parties;

C. Notification to the Union of Work Rule changes made or
contemplaied by the Employer which affect employees of the
Union;

0. Dissemination of general information of interest to both
parties;

E. Give the Union representatives the opportunity to share the
views of their members and/or make suggestions on subjects
of interest to their members including alleged violations of the
Agreement involving the employees in the Bargaining Uni;

F. Discussion of matters relating to Section 102.03.

Section 501.03 Written responses promised by the Employer or the
Union during such meetings in regard to items raised by either party who
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attended such meetings shall be furnished to the receiving parly within
ten (10) days after such meeting, unless the pariies mutually agree fc a
time extension.

Section 501.04 Either party may reguest an emergency Labor/
Management Meeting. Such meeting wili be held within forty-eight

(48) hours; however, in the event the necessary Unign or Employer
representatives are not available, the meeling will be held as soon
thereafter as the necessary representatives become available. An
agenda will be submitied at the same time as the request for the special
meeting.

Section 501.05 Labor/Management Meetings are viewed by

the parties as necessary to the furtherance of this Agreement, and
employees representing the Union involved in these activities shall
be given sufficient time during duty hours without loss of pay or other
benefits to perform these functions.

ARTICLE 502 HEALTH AND SAFETY

Section 502.01 The Employer shall provide a safe and healthful
workplace for ali employees in compliance with applicable State laws and
reglilations relating to the safety and health of its employees.

Section 502.02 In order to maintain and improve effective safety
and health conditions, a joint committee entitled, “Heaith and Safety
Committee”, shall be composed of four (4) employees appointed by the
Union and four (4) employees appointed by the Employer.

Section 502.03 The Health and Safety Commitiee will meet once
every two (2) months, unless mutually agreed otherwise, 1o review,
discuss and report on the various safety problems and activities. The
Committee will review problems concerning health and safety and make
recommendations to the Executive Director regarding any accident
prevention programs, protective rules or devices, physical examinations,
or ather material deemed necessary.

Section 502.04 The employees appointed to the Committee by the
Union shall be given sufficient time during duty hours without loss of pay
1o attend such meetings of the Committee.

ARTICLE 503 GRIEVANCE REPRESENTATIVES

Section 503.01 Employees selected by the Union to act as Union
Representatives for the purpose of processing grievances under the
Grievance Procedure and whose duties include discussion, investigation,
pracessing and settlement of employee grievances; communication with
the Employer, either orally or in writing; consultation with non-employee
Union representatives; and representation of an employee at disciplinary
or pre-disciplinary conferences and performance evaluation reviews as
referred o in Section 401.04 shall be known as Stewards. An Allernate
shall act as the Steward when the regular Stewards are absent from
work. The Union shall be permitied four (4) Stewards, two (2} Alternates,
and one (1) Chief Steward.

Section 503.02 The Union will furnish the Director of Human
Resources with a written list of the names of the Chief Steward, Stewards
and Aliernate Stewards. Further, the Union shall promptly notify the
Employer, in writing, of any changes therein.

Section 503.03 The Union Grievance Representatives (Stewards,
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G. Employees otherwise eligible for Group Health Insurance, who
are granted unpaid Family or Medical Leave, wili continue io
receive Group Health Insurance coverage for up to a twelve
(12) week period.

H. Family or Medical Leave may be taken intermittently or on a
reduced leave schedule. Intermittent leave is leave taken in
separate blocks of time due fo a single illness or injury, rather
than for one (1) continuous period of ime, and may include
leave of periods from an hour or more fo several weeks. A
reduced leave schedule is a leave schedule that reduces an
employee’s usual number of working hours per workweek, or
hours per workday. To qualify for an intermitient or reduced
leave schedule, proof of medical necessity must be submitted.

1. Upon retum from Family and Medical Leave, the employee
shall be returned to their same job duties in the sarme unit,
department, and classification. In situations where the
position is filled by a new hire during the employee’s leave,
the replacement will be reassigned tc another position within
the same classification upon the employee’s return from such
leave. In the eventthat the employee on leave decides not to
return, the Employer may not be required to post the position
and the replacement employee shall continue in that assigned
position subject to the provisions of the Agreement.

Section 601.16 -- Licensure for Professional Staff

A. Nurses must have the appropriate license upon hire and must
maintain current required licensure. The Employer will pay
one-half of the cost of license renewal.

Social Workers must be license eligible at the time of hire

and obtain the required license within six months of initial

hire. LSW, LISW, PC, and PCC (formerly LPC and LPCC) are
acceptable licenses for Social Workers.

Social Worker Assistants must have the appropriate Certificate
of Registration as a Social Worker Assistant upon hire and must
keep the required Registration current. The Employer will pay
one-half of the cost of renewal of the Registration.

B. Those employees occupying positions requising licensurs and
not eligible to be licensed at the time of the signing of this
Agreement are not subject to these provisions and shall not be
discriminated against in any way as a result of not having their
license.

C. For Social Workers, the Employer wili pay the cost of the
initial license application fee, the initial fest fee, and the initial
license fee. In addition, the Employer will pay one-half of the
cost of license renewal. Should the Employer’s requirement
for Sccial Workers to be flicensed be eliminated in the future,
the Emplayer will no longer pay one-half of the cost of license
renewal, and those Social Workers who choese fo maintain
their social work license will de so at their own expense.

Section 601.17 ~- Court Leave

The parties agree that it is the civic duty of every employee
to testify or serve as a juror when called. Employees will be allowed
paid time off to perform these duties except as provided herein. To be
eligible for excused absence for Court duty, the employee must notify
his/her supervisor upon receipt of the notice 10 serve and shall provide
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another position within the Agency. The employee must also successtully
complete the course, earning a grade of “C” or better. The Tuition
Reimburserment Program is intended to cover tuition and service fees
only; costs of transportation, parking, activity fees, bocks, and other
miscellanecus fees are not allowable. To be eligibie for reimbursement,
the employee must submit to his/her immediate Supetvisor a Hequest
for Tuition Reimbursement Form prior to beginning the class. The
Request must be approved by the immediaie Supervisor, Department
Head, and Division Direcior. Employees wha participate in the Tuition
Reimbursement Program must agree to continue employment with the
Emplayer fer a minimum of four (4) months per course completed. Work
commitments begin after completion of the course and must be served
consecutively, not concurrently. Employees whao do not complete the
work commitment are required to return the funds received under the
Tuition Reimbursement Program.

Section 631.15 -- Family and Medical Leave

A Employees who have been employed for at least twelve {12)
months and have worked at lzast 1,250 hours over the previous
twelve (12) months shall be efigible to use Family and Medical
! eave Act benefits. Eligible employees shall be entitled to up to
twelve (12) weeks, leave of absence in any rolling twelve (12}
month peticd measured by the twelve (12) calendar months
immediately preceding the first day upon which leave is to
commence, for one (1) or more of the following reasons:

1. The birth or adoption of the employee’s child {(or foster care
placement) within twelve (12) months of the event.

2. To care for an immediate family mamber {spouse, child, parent only)
with a serious health condition, {Any absence of three (3) days
of more retroactive to the first day).

3. For the employee’s own satious heatth condition that makes the
employee unable o perform the functions of the employee’s
position (any abssnce of three (3) days or more retroactive to
the first day).

B. Spouses employed by the same employer are jointly entitled to
a combined total of twelve (12) weeks for chiidbirth, adoption or
foster ¢are, and such leave can only be taken within twelve (12)
months of the bitth or placement.

C. When an employee is on FMLA, the employee must use all
available paid Sick Leave, and Vacation and Personal Leave
as apprapriate during the period. Once all paid leave is
exhausted, the balance of the FMLA will be unpaid.

(B The total leave period, whether paid or unpaid, may not exceed
twelve {12) weeks, or ninety {90) days.

E. Request for Family or Medical Leave must be submitied on the
Employer’s “Application for Unpaid Leave” form at least thirty
(30} days prior to the requested time off, whenever feasible for
foreseeable absences in excess of three (3) days.

F. Request for leave due 1o a serious health condition of the
employee, or of the employee’s spouse, child or parent, must
be supported by a signed statement utilizing the Employer's
format and forms from an appropriate physician to verify a need
for the leave.
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Alternate Stewards and Chief Steward) will be provided up to nineteen
{19} hours per week, that wili be nan-cumulative, in order to perform

the cuties of a Steward as outlined in Section 503.01. Each individual
Steward will be allowed no. more than eight {8) hours paid time per week
{0 serve as a Union representative. The Chief Steward of the Union shall
be responsible for the administration of the allocated Steward Time and
shall see that no abuses of time occur,

Section 503.04 To secure pay for time off afforded by the Employer
during their regularly scheduled working hours under Section 563.03

of this Article, the above-mentioned Stewards will be required to use

the Authorization Form, which wilt be provided by the Employer for the
accounting of such time, a copy of which is attached as Appendix B, and
made a part hereof.

Section 503.05 The Chief Steward shall furnish the Director of
Human Resources with a copy of the forms outlined in Section 503.04
of this Articie on a manthly basis indicating the Union accounting of the
allocated Steward time.

Section 503.06 If a Steward of the Union shall so requést of hisfhet
Supervisor, hefshe shall be afforded such time off with pay in accerdance
with Section 502.03, for the purpose of carrying out the duties as outlined
in Section 503.01, subject to the Employer’s need to maintain coverage
on that job and adequate notice having been given o enable the
Employer to effect coverage. The Steward shall obtain the permission of
the Supervisor whose area he/she desires to enter.

Section 503,07 The Emptloyer shail provide, upon request,
confidential meeting space, if available, to the Union’s Stewards for the
putpose of carrying out the duties provided for by this Article.

ARTICLE 504 GRIEYANCE PROCEDURE

Section 504.01 It is mutualty agreed that the prompt adjustment

of grievances is desirable in the interest of sound relations between

the employees and the Employer. The prompt and fair disposition of
grievances involves important and equal obligations and responsibiliies,
both joint and independent, on the part of the representatives of each
party to protect and preserve the Grievance Procedure as an orderly
means of resolving grievances.

Section 504.02 The term “grievance” shall mean an allegation that
there has been a breach, misinterpretation, or improper application of this
Agresment.

Section 504.03 A grievance may be brought by any employee.
Whete a group of employees decides to file a grievance involving a
situation, breach, misinterpretation, or improper application of this
Agreemant affecting each employee in the same manner, one m
employee shall process the grievance for the benefit of all affected
employees. Such grievance shall be defined as a group grievance. The
name of each employee or classification(s) if the use of classifications
accurately defines the group, on behalf of which the grievance is filed,
shall be tisted on the initial grievance form. Group grievances shall be
presenied in the first instance to the Supervisor common 1o all employees
in the group. The Grievance Procedure outlined in Section 504.07 shail
be used throughout.

Section 504.04 If an employee who is a Union member has filed a
grievance and ceases to be a bargaining unit employee before said

37



griavance is resolved, and the Union deterrmines that said grisvance not
being processed further may result in a detriment fo the Union, the Union
may continue processing the grievance as the Grievant throughout the
Grievance Procedure.

Section 504.05 ¥ the Employer fails to {a) meet with the Grievant
within the timelines qualified in Section 504.07, or {b) to provide the
Grievant with a response within the timelines specified in Section 504.87,
then the Grievant may appeal to the next Step within seven (7} days.
Any grievance not advanced fram one Step to the next Step by the
employee within the time limits of the Step shall be considered dropped
by the employee at that Step. I, at any Step of the Procedure, the
aggrieved employee, his/her representative, or the appropriate Employer
representative should not be able to be present because of approved

leave, time limits must be waived to allow the above parties to be present.

The Depattment Direciors, Division Directors, and HR Director will
designate & designee who may sigh for grievances for timeline purposes

only.
Section 504.06 The written grievance shall state the specific
Articte(s) and Paragraph(s) of this Agreement alleged to have been

violated, a brief set of facts, and the relief requested. No remedy will be
recognized or awarded that is effective prior 1o the date the grievance is

filed.

Section 504.07 Each grievance shall be processed in the following
manner:

Informal Step:

A. Employee orally notifies immediate Supervisor of grievance
within ten (10} days from the date he/she could reasonably
have expectad to know of the occurrence. No grievance will
he considered later than ten {10) days afer the occurrence
giving rise to the grievance nor later than ten (10) days from
the date he/she could reasonably have expected to know of
the occurrence. However, an employee on approved leave on
a date of such occurrence may file a grievance within ten (10)
days after he/she returns to work.

B. The Supervisor may meet with the employee, and if the
employee chooses, a Union Steward, to conduct discussion of
the grievance immediately, if possible, but not later than five (5)
days after oral notification.

C. The Supervisor must give an oral decision to the employee
on the grievance as $o0on as passible, but not later than five (5)
days after the oral discussion.

D. lf the emplayee does not accept the decision of the
Supetvisor, and wishes to pursue the matier, the employee
must file a formal written grievance on the form contained in
Appendix “C”, and attached to this Agreement, no laier than ten
(10) days after the oral decision with the Supervisor provided
for in Paragraph C of this Section.

Formal Steps:
Step 1:

An empioyee having a grievance shall submit the grievance

38

permitted up to four {4) hours per week {during the regularly scheduled
work day) to take university courses for academic credit.

Eligible empioyees reguesting approval for Continuing
Education Flex-Time shall meet the following criteria:

1. The employee shail obtain approval that the desired class
work is applicable to the employee’s current job: duties or in
preparation for another position within the Agency.

2. The employee shall decument that the class desired is not
availabie at a time outside the regularly scheduled work day for
the semester desired.

3. The employee shall make up hours missed from the
regularly scheduled work day on the same work day any
Continuing Education Flex-Time is taken.

4. Continuing Education Flex-Time shali be separate and
distinct from compensatory time, and will not directly or
indirectly add to the accrual of compensatory time.

5. The employee shal submit a request for approvat (cn a form
to be provided by Management) &t least one (1) month prior to
the registration deadline, when feasible, for the course work.

6. Selection of employees who have applied for Continuing
Education Flex-Time shall be based on seniority with the
Employer.

7. More than one {1) employee per line supetvisory unit may
participate af a time providing the supervisor determines that
the unit can maintain an adequate level of staffing based upon
operational need.

8. In the event of an emergency, Gontinuing Education Flex-
Time changes may be canceled by the Supervisor for the
duration of the emergency.

Section 601.13 -- Employee Assistance Program

It is agreed that the Employer shall have an Employee
Assistance Program in place for ail Bargaining Unit employees with
costs being borne by the Employer. 1t is further agreed that employee
participation in the Program shall be strictly confidential and voluntary.

Reports and studies sent to the Employer regarding employee
usage of the Program shall be prepared in a format wherein employee
confidentiality can be ensured. The Employer shall submit copies of said
studies and reports to the Union President.

Employee use of the Program should not impinge in any way
upon normal disciplinary procedures nor affect job expectations.

Section 601.14 - Tuition Reimbursement Program

All JulHime and part-time employees, after one (1) year
of service with the Employer, are eligible to participate in the Tuition
Beimbursement Program. The Employer shall provide full-time
employees with Tuition Reimbursement not to exceed one thousand
dollars ($1,000.00) per semester/quarter for approved course work. The
Employer shall provide part-time employees with Tuition Reimbursement
not o exceed five hundred dollars ($500.00) per semester/quarter for
approved course work. Approval is conditioned upon the relevancy of the
course content to the employee’s current job duties or in preparation for
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Section 601.10 -~ Holiday Time

A. tn order to be eligibie for Holiday pay, an employee
must work his complete scheduled day hefore and
complete scheduled day after any observed Holiday.
For purposes of this paragraph, prior approved
Vacation, Compensatory Time, verified Bereavement
Leave, and fime lost due to an overnight stay in
the hospital will be considered as hours worked.
Employees who are off the day before and/or the day
after a Holiday for verified iliness of the employes
or & member of the employee’s immediate family
{as defined in this Agreement) will be eligible for the
affected Holiday.

B. An employee who does not work on a recognized
Holiday shall receive eight (8) hours straight time
pay at hisfher regular hourly rate. If an empioyee’s
work schedule is other than Monday through Friday,
he/she shall receive in addition to his/her regular
hours’ pay, eight (8) hours straight time paid at his/
her regular rate for Holidays observed on his/her day
off, which will not be considered as time worked for
purposes of overtime pay calculation.

C. All empioyees who work on a recognized Holiday
shall recaive eight (8) hours Holiday pay in addition
to time and one-half their regular rate of pay for all
hours worked on the Holiday.

D. Employees electing to work a regular schedule of
four (4) ten {10) hour days shall receive ten (10)
hours straight time pay at their regular rate of pay for
Holidays which fall on their regularly scheduled work
day. If the Holiday falls on their regularly scheduled
day off, the employee shall receive eight (8} hours
straight time paid at his/her regular hourly rate of
pay, which will not be considered as time worked for
purposes of overiime pay calculation.

E. During the week in which the Holiday falls, all time
worked over eight {8} hours (or ten (10) hours for ten
(10) hour employees) on a work day will be paid at
the rate of time and one-half unless Sick Leave or
Vacation time is taken by the employee.

Section 601,11 -- Bereavement Leave

Employees shall be given a leave of absence with pay for
three (3) days in the event of the death of a member of the immediate
family with proper verification. An obituary notice or a statement from the
Funeral Director if the employee’s name is not listed in the obituary shall
constityte proper verification.

immediate family is defined as: Husband, wife, child{ren),
mother, mother-in-law, father, father-in-law, sister, sister-in-law,
brather, brother-in-law, daughter, daughier-in-law, son, son-in-law,
grandchild(ren), grandparents, legal guardian, or other person who
stands in place of a parent.

Section 601.12 -- Continuing Education Flex-Time

Where operational needs permit, all full-ime employees who
have successfully completed their initial-hire probationary pericd shall be
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in writing, on the form contained in Appendix C and atiached to this
Agreement, fo the employee’s Supervisor and hissher Supervisor. The
grievance shall be signed by the employee and Steward, and the
Supervisor shall sign the grievance upen receipt. The supervisor and
his/her Supervisor shall meet with the employee and Steward within
five (5) days afier the grievance is submitied in an atternpt to resolve
the grisvance. The Supervisor's Supervisor shall submit an answar,

in writing, to the employee and Steward within five (5) days after such
meeting. A Union Steward having an individual grievance may ask any
Steward or Union Cfficer to assist in adjusting the grievance with his/
her Supervisor, No formal written grievance will be considered later than
ten (10) days after the oral decision of the Supervisor. The Union shall
provide the Director of Human Resources with one (1) courtesy copy of
each {ormal grievance filed.

Step 2:

If the grievance is not satisfactorily setiled at Step 1, the
employee may file the grievance within seven (7} days after receipt by
the employee of the Step T answer with the appropriate next level of
supervision, The grievance shall be signed by the employee, Union
Steward, and the next level of supervision upon receipt. The next levet
af stpervision shall meet with the employee and Steward together with
the employee’s Supervisor and his/her Supervisor to review and attempt
to settle the grievance within seven (7) days after the grievance has
been filed. The next ievel of supervision and/or the Deputy Director shall
provide a written answer to the employee, the Steward, and the Director
of Hurman Resources within seven (7) days after the Step 2 Meeting. If
the next level of supervision is the Executive Director, Step 2 shall be
omitted and the grievance shall be fited at Step 3.

Step 3:

If the grievance is not satisfactorily settled at Step 2, the Union
may appeal to the Director of Hurnan Resources in writing within seven
(7) days after receipt of the Step 2 answer. Where Section 404.07 is
used, the employee may file the grievance at Step 3 within ten (1 0) days
after the last effective date of suspension, or in the case of dismissal,
within ten (10) days of receipt of the Corrective Action Order. The
Director of Human Resources and the Executive Director or designee
shall, within fourteen {14} days of receipt of the appeal, meet with the
aggrieved employee, Steward, and any witnesses necessary to arrive
at a resolution. The Executive Director shall render his/her decision in
writing within fourteen (14) days subsequent fo such meseting. In addiiion
to the employee-grievant and the Steward, the employee-grievant may
choose a non-employee representative of the Union or the Chief Steward
1o attend this meeting under Step 3.

Step 4:

If the grievance is not satisfactorily resolved at Step 3, it may
he submitted to Arbitration upon request of the Union or the Employer in
accordance with Section 504.08 of this Article.

Section 504.08 The Emplayer or the Union, based on the facts
presentad, have the right to decide whether to arbitrate or appeal

any grievance. The Employer's agent for authorizing arbitration is

the Executive Director, and the Union’s agent is the President or his/

her designee. The right of either party to demand arbilration over an
unadjusted grievance is limited to a period of twenty-one (21} days from
the final action taken on such grievance under Siep 3 in the Grievance
Procedure, and any grievance not submitted within such a period shall be
considered dropped at that Step.
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A. Upon receipt of a notice to arbitrate, the parties shall attempt
to agree upon an arbifrator within ten (10) working days after
receipt of the notice to arbitrate, and in the event the parties are
unable to agree upon an arbitrator within a ten (10) day peried,
an arbitrator shall be selected from the panel of arbitralors
herein contained. An arbitrator will then be selected by the
representatives of the parties alternately striking names within
seven (7) days.

B. The arbitrator shall render his decision within thirty (30)

days of the ciose of the hearing. In rendering his decision, the
arbitratar shall limit his/her decision strictly to the interpretation,
application or enforcement of the specific Articles and Sections
of this Agreement. The arbitrater shall be without power or
authority to make any decision: {1) contrary o or inconsistent
with or modifying or varying in any way the terms of this
Agreement or any applicable law; {2) limiting or interfering

in any way with the powers, duties, or responsibilities of the
Employer under applicable law or its rule-making powers not
inconsistent with this Agreement; (3) implying any restriction or
condition upon the Employer’s “management rights”, it being
understood that the exercise of those rights is not inconsistent
with this Agreement, except those restrictions as set forth
specifically within this Agreement or are fairly inferable from the
express language of any Article or Section herein; (4) which is
based upon any collective bargaining agreement other than the
one in effect at the time the grievance originated.

C. The written decision of the arbitrator resulting from any
arbitration or grievances hereunder shall be final and binding
on the Employer, the Union, and the employee. The award,
if in favor of the grievant, will be promptly implemented by the
Employer, unless appealed by the Employer.

D. The cost of the services of the arbitrator, the cost of any
proofs produced at the direction of the arbitrator, the fee of the
arbitrator, and reni, if any, for the hearing room, and the cost
1o obtain the panel of arbitrators shall be borne by the losing
party. Where the arbitrator’s award is not consistent with

the total relief sought by either party, the cost shall be borhe
equally by both parties. The expenses of any non-employee
witnesses shall be borne, if at all, by the party catling them.
The fees of the Court Reporter shall be paid by the party asking
for one; such fee shall be split equally if both parties desire a
reporter, or request a copy of any transcript.

E. Any employee whose attendance is required for such
hearing, shall not lose pay or benefits to the extent such
hearing hours are during hisfher normaily scheduled warking
hours on the day of the hearing.

Section 504.02 A grievance regarding issue(s) affecting the entire
bargaining unit may, with the consent of the parties, be commenced at
Step 3 of the Grievance Procedure.

A special conference will be held prior o the grievance being
filed; said conference will be arranged between the Union President and
the Director of Human Resources to review the issue(s) and processing
of the grievance at the Third Step of the Grievance Procedure.

Section 504.10 An employee may present a grievance and have it
adjusted without the intervention of the Union as long as such adjustment
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Seciion 601.08 - Vacation Schedule

Employees may submit to the Employer their desired Vacation
schedule (Vacation Request) between January 1 and April 1 of each
year. Such Vacation Requests shall be determined by seniority. A copy
of the Vacation Request shali be returnad to the employee with the
determination of approved or disapproved no later than the first Monday
in May of each year. Vacation Requests submitted after April 1 shall be
returned to the employee, stating the Employer’s approval or disapprovai,
no later than ten (10} working days from the date of submission. if two
(2) employees in the same work unit submit their requesis after April 1,
the determining factor will be the first submitted request. Nothing in this
Section shali prohibit the employee from using Vacation time on short
notice when arranged for with the Supervisor. The parties recognize
that the Employer, through the Executive Director, has the authority to
determine the number of employees within each work unit that may be on
Vagcation at any given time; however, Vacations shall be granted at times
and in amounts most desired by the employee whenever possible. Once
an employee’s Vacation time has been scheduled, the Empioyer shall
not cancel such Vacation except for operational needs. If the empioyee
feels his/er scheduled Vacafion was canceled without good cause, the
matier will be subject to the Grievance Procedure. The Employer will
make a gaod faith effort 1o accommodate the employee in rescheduling
the employee’s Vacation.

Section 601.09 -- Holidays
Ful-time employees are entitied io the following Holidays, with pay:
1. Employee’s Birthday
New Year's Day
Martin Luther King Day
Washington-Lincoln (Presidents’) Day
Memorial Day
Independence Day
Labor Day

Columbus Day

© @ N » ;AR BN

Veterans’ Day

—
e

Thanksgiving Day
11. Day After Thanksgiving
12. Christmas Day

In addition, employees on temperary full-time status, absentee
replacement status, or a special project assignment are entitlied e any
Holidays which fall during their assignment.

Employees who choose not o take their Birthday off on the day
it falls must take their Birthday Holiday off within one (1) year after the
Birthday occurs.

In the event that any of the aforesaid Holidays fall on Sunday,
the Monday immediately succeeding shall be observed as the Holiday. In
the event that any of the aforesaid Holidays fall on Saturday, the Friday
immediately preceding shall be observed as the Holiday.

45



3. A fuli-time employee with ten (10) or more years of service shall
have earned, and is entitled to, one hundred sixiy {160) hours of
Vacation Leave with full pay;

4, A full-time employee with fifteen (15} or more years of service
shall have earned, and is entitled o, two hundred (200) hours of
Vacation Leave with full pay;

5. A full-time employee with twenty-two (22) or more years of service
shall have earned, and is entitled io, fwo hundred forty (240} hours
of Vacation Leave with fuli pay;

6. Such Vacation Leave shall accrue {0 the employee at the rate of
three and one-tenths (3.1) hours each bi-weekly period for those
entitled to eighty (80) hours per year; four and six-tenths (4.6) hours
each bi-weekly period for those entitied to one hundred twenty (120)
hours per year; six and two-tenths (6.2) hours each bi-weekly period
for those entitled to one hundred sixty (160) hours per year; seven
and seven-tenths (7.7} hours each bi-weekly period for those entitled
to two hundred (200) hours per year; and nine and two-tenths (9.2)
hours gach bi-weekly period for those entitled to two hundred forty
(240) hours per year.

B. A part-time employee as defined in Section 103.01 who is
regularly scheduled io work at least twenty-four (24} hours per week
and compleies ane {1) year of service (26 bi-weekiy pay periods}
shall have earned and will be due forty {40) hours of Vacation Leave
upon the attainment of one (1) year’s service. Employees shall
accrue Vacation Leave at the rate of 1.54 hours per hi-weekly pay
period.

C. Determination of total service for each full-time employee shall
be calculated on the basis of the total years of service attained
beginning with the date the individual became employed by the
Employer, County, or any political subdivision of the State, except for
intermittent staff hired after the date of ratification of this Agreement
(5/22/01) who later become full-time employees. For such staff,
determination of total service shall be calculaied by dividing the
total hours worked while employed as an intermittent at the Agency
by eight-hundred (800) hours to determine the equivalent years

of service attained, with the provision that no such employee will
receive more service credit than hefshe could have attained as

a full-time employee. Service carried over from another public
employer shall also be credited to these employees.

D. Days specified as Holidays in Section 601.11 of this Agreement
shall not be charged to an employee’s Vacation L.eave. No
Vacation Leave shall be carried over for more than three (3) years.
Employees who are approaching the three (3) year limit shall be
notified at least six (8) weeks in advance and must be permitied to
take Vacation time off before the limit is reached.

E. If an employee is going to be on Vacation for a week or more

and desires that his/her paycheck be mailed to him/er, he/she may
make a written request, on a form provided by the Employer, no later
than ten (10) days prior to the effective Vacation date.

F. in the case of the death of a County employee, the unused
Vacation Leave and unpaid overtime 1o the credit of any such
employee shall be paid to histher estate.
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is nat inconsistent with the terms of the Agreement. The Employer will
provide notice to the Union of mestings to adjust the grievance (i.e.,
all grievance hearings). The Union shall have the right to attend the
meetings as an observer.

Section 504.11 There is hereby created a panel of arbitrators for the
selection of an arbitrator pursuant to this procedure. Such panel consists
of: 1) Alan Miles Ruben; 2) John Weisheit; 3} Margaret Johnson; 4) Anna
Duval Smith; and 5} William Heekin.

ARTICLE 505 SUBSTANCE ABUSE POLICY

Section 505.01 The substance abuse policy utilized for ali employees
shail be the Summit County Substance Abuse Policy. (Appendix F)

Recognizing that drug and alcohol abuse are treatable
illnesses which should be dealt with initially by treatment and education,
the Emplover will encourage rehabilitation whan possible rather than
terminate the employment of workers who are drug or alcohol dependerit.
However, employees who violate this Substance Abuse Policy may be
subject to discipline, up to and including termination of employment.

Section 505.02 This policy will be implemented in a consistent,
non-discriminatory manner and shall not be used to harass or otherwise
intimidate employees. Al employees will be provided a copy of this
Supstance Abuse Policy prior to its implementation. In addition,
employees will be provided information concerning the impact of the use
of drugs and alcohol on job performance. Supervisors, managers, and
Union stewards will be trained to recognize the symptoms of drug abuse,
impairment and intoxication.

Section 505.03 All newly-employed staff will receive the information
in their orientation packet. No employee shall be tested until this
information is provided fo the employee.

Section 505.04 The laboratory taking the sample will separate a
portion of the sample which can be tested at another approved laboratory,
if the test indicates prohibited drugs have been used by the employee.
Any such additional test costs shall be borne by the employee. The initial
laboratory shall maintain custody of the separate sample and forward
such sample to the second laboratory upon the Employer’s request, if
requested to do so by the employee.

Section 505.05 All laboratories approved for tesling shall be state
ceriified/licensed and to the extent possible, NIDA gualified. To the
extent possibie, employees will not be required to submit to testing at a
laboratory with Agency clients being present.

Section 505.06 To the extent practical, employees will not be sent to
an EAP facility that is normally used by Agency clients.

ARTICLE 601 BENEFITS
Section 601.01 -- Personal Leave Days

A. All full-time employees who have completed thelr initial hire
probationary period shall be credited with sixieen {16) hours

of Personal Leave per year. Such leave shall be credited
during the initial pay period of each calendar year. Newly hired
employees completing their probationary period after June 30
of each year shall be credited with eight (8) hours of Personal
Leave during the first pay period after completion of probation.
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Employees who are on probation during the initial pay period of
each calendar year and who.complete their probationary period
before June 30 of each year shall be credited with sixteen

{16} hours of Personal Leave during the first pay period after
completion of probation.

B. Parsonal Leave hours are non-cumutative and must be
taken during the calendar year credited upon advance naotice to
the immediaie Supervisor,

C. Personal Leave shall not be used to extend a date of
resignation or retirement, nor for the purpose of extending
an employee’s active pay status or accruing overtime or
compensatory time.

Section §01.02 - Continued Service Benefit

All parttime and {uil-time employees shall, on the appropriate
anniversary date, receive a service bonus. The bonus amount will not be
included in the employees’ base rates of pay. The bonus will he paid on a
one-ime basis according to the following schedule:

A. Completion of 5 years continuous service with the Employer
- $250.00;

B. Completion of 10 years continuous service with the
Employer - $500.00;

C. Completion of 15 years continuous service with the
Employer - $750.00;

D. Completion of 20 years continuous service with the
Employer - $1,000.00;

E. Gompletion of 25 years gontinuous service with the
Emplayer - $1,250.00.

Amounts currently in employees’ base rates of pay
shall remain in the base rates of pay.

Section 601.03 -- Life Insurance

Each full-time employee of the Employer who completes
one {1} year continuous and salisfactory service (26 bi-weekly pay
periods) shall be granted Term Life Insurance coverage in the amount
of $50,000.00 per employee. Costs of said Term Life Insurance shall be
borne by the Employer.

All full-time empioyees may purchase additional Term Life
Insurance coverage at the group rates defined by the provider.

Section 601.04 -- Mileage

All Bargaining Unii employees using their own vehicies in the
performance of job-related duties shall be reimbursed at the applicable
IRS non-taxable mileage reimbursement rate. Parity with the IRS rate
shatl be maintained throughout the life of this Agreement.

All affected employees shall be reimbursed within seventeen
(17) days after filing their reimbursement form. The Employer shall not
be held responsible for conditions in the offices of the County Fiscal
Officer, which may cause delay.
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Section 601.05 — Professional Liability insurance

The Employsr agrees to defend, indemnify and hold harmless
its employees against claims which arise from professional services
being offered by employees acting in good faith within the scape of their
employment, and whose conduct is not adjudged by a court of compeient
jurisdiction to be intentional, malicious, wanton or reckless. The
Employer shall have the option to provide such coverage in the form of
group professionad liability insurance but is not required to purchase such
insurance io satisty this contractual obligation.

Nothing in this Section shall be consirued so as 10 limit, restrict
or expand the provisions of Chapter 2744 of the Ohio Revised Code.

Section 601.06 -- Health insurance and Preseription Card

The Employer shall provide a Group Health Insurance Plan and
Prescription Card coverage, Dental Insurance and Optical Insurance for
all full-time employees. The benefit level provided by the Employer shall
be the same plans offered other Summit County Executive’s employees.

For the year 2012, Employees shail be offered four (4) heaith
insurance plans. Those who elect either the PPO Advantage or PPO
Plus shall contribute ten percent (10%) of the premium and employees
who slect the EPO or PPO plan shall contribute fourteen percent (14%) of
the premium for either single or family coverage.

Effective January 1, 2013, all employees shall contribute ten
percent (10%) of the total monthly premium costs for either single or
family healih insurance and prescription card coverage for the remainder
of the term of the Collective Bargaining Agreement.

Effective January 1, 2013, Employer shall provide vision
and dental insurance coverage at the same levels provided to County
employees, but without any premium cost for the employees.

Insurance coverage shall take effect at the beginning of the
first full payroli period following sixty (60) days after initial hire date for a
permanent full-time position. For the purposes of this Section, full-time
employee means an employee who works a scheduled work week of at
least thirty-two {32) hours.

The Employer shall compensate employees, who choose to opt
out of the health care, dental and opticat plans, filty dollars {$50.00) per
month. This provision may be terminated anylime at the sole discretion
of the Employer.

Section 601.07 -- Vacaticn
The Employer shalt provide the following schedule of Vacation benefits:

A. Each full-time employee of the Employer, including full-time hourly
rate employees, shall be entitled 1o such hours of Vacation Leave

as they may have earned in accordance with the herein stated
schedule of Vacation benefits:

1. Each full-time employee, including full-ime hourly rate
employees, after service of one (1) year, shall have earned and

will be due upon the attainment of the first year of employment and
annually thereafter, eighty (80) hours of Vacation Leave with full pay.
One (1) year of service shall be computed on the basis of twenty-six
(26) bi-weekly pay periods;

2_Afulltime employee with two (2) or more years of service shall
nave earned, and is entitled to, one hundred twenty (120) hours of
Vacation Leave with full pay;
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