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ARTICLE 1 PURPOSE

This Agreement is made between the Board of Clark County Commissioners hereinafter
referred to as "Employer” or "Management" and Ohio Council 8, Local 1780, American
Federation of State, County and Municipal Employees, AFL-CIQ, hereinafier referred to as the
"Union" for the purpose of providing fair and responsible method of enabiing employees covered
by this Agreement to participate through Union representation in the establishment of terms and
conditions of their employment, to receive a prompt and fair disposition of grievances, and to
establish a peaceful procedure for the resolution of all differences belween the parties.

ARTICLE 2 RECOGNITION

SECTION 2.1 REPRESENTATICN The Employer recognizes the Union as the sole
and exclusive bargaining agent for the purpose of establishing wages, hours and other terms
and conditions of employment for those employees in the certified bargaining unit, as certified
by the SERB Board in SERB Case Number 84-RC-04-0088.

SECTION 2.2 INCLUSIONS The bargaining unit shall consist of all of the employees
of Clark County Commissioners employed at the Clark County Utilities Department including:
Billing Clerk Utitity Technician 2-1
Account Receivable/Billing Clerk | Utility Technician 2-2
Account Receivable/Billing Clerk Il Utility Technician 3
Laboratory Technician | Utility Technician 3-1
Laboratory Technician Hl A Utitity Technician 3-2
Laboratory Technician Il B Utility Service Worker |
Laboratory Technician Il C Utility Service Worker 1A
Laboratory Technician H D Utility Service Worker 1B
Maintenance Mechanic/Operator | Utility Service Waorker Il
Maintenance Mechanic/Operator Il Utility Service Worker Il A
Utility Technician Utility Service Worker Il B
Utility Technician 1 Utility Service Worker I
Utility Technician 1-1 Utility Service Worker HI A
Utility Technician 2 Utility Service Worker Hli B
SECTION 2.3 EXCLUSIONS Excluded from the bargaining unit shall be all

supervisory, management level, confidential and professional employees as defined under the
Act,




SECTION 2.4 - NO STRIKE/NO LOCKOUT

It is agreed that during the life of the Contract, there shall be no lockout on the part of the
County, nor any strike, stoppage, a slowdown or other interruption of work for any cause
whatsoever by the employees or the Union.

The Union agrees that it will not directly or indirectly encourage, sanction, or approve
any strike, stoppage, slowdown, or other interruption of work during the life of this Contract. On
the contrary, the Union will actively discourage and publicly denounce any strike, stoppage,
slowdown or other interruption of work in viclation of this Contract.

Any unauthorized strike, stoppage, slowdown, or other interruption of work during the iife
of this Confract shall constitute cause for injunctive relief andfor discharge or other disciplinary
measures of the employee or employees who actively pariicipate therein or are responsible
therefore.

ARTICLE 3 CHECK OFF

SECTION 3.1 MONTHLY DUES DEDUCTION The Employer will deduct from the
wages and remit to the proper officers of the Unicn, the regular monthly Union dues of such
members who shall authorize such deductions in writing. Deductions shall be made from each
pay of the employee in an amount ceriified by the Union. In the event an employee's pay is
insufficient for the deduction, the Employer will deduct the amount from the employee's next
regular pay where the amount earned is sufficient.

SECTION 3.2 FAIR SHARE FEE Al empioyees in the bargaining unit after ninety
{90) days following the beginning of their employment are required to pay the Union a fair share
fee in an amount equal fo Union dues as permitted by the provisions of Section 4117.09(C) of
the Ohio Revised Code. Nothing herein shall be construed as requiring any employee in the
bargaining unit to become a member of the Union as a condition of employment. The Union
agrees to hold the Employer harmiess from any damages that may be paid to any person or
persons for enforcement of this provision. Union dues shall be transmitted to the Union by the
Employer within twenty (20) days from the date the deduction was made.

SECTION 3.3 A.F.S.CMEPE.Q.P.L.E The employer agrees o deduct from the
wages of any employee who is a member of the Union a PEOPLE deduction as provided for in
a written authorization. Such authorization must be executed by the employee and may be
revoked by the employee at any time by giving written notice to both the employer and the
Union. The employer agrees to remit any deductions made pursuant 1o this provision promptly
to the Union together with an itemized statement showing the name of each employee from
whose pay such deductions have been made and the amount deducted during the period
covered by the remittance.

ARTICLE 4 UNION BUSINESS

SECTION 4.1 STEWARDS The Union may select one (1) steward for each location
and the location in which they work shall be their areas of permissible authority. Stewards shall
be permitted reasonable time to file, investigate and process grievances or potential grievances




during working hours without loss of pay. The Union wiil provide a list of stewards by location
and will update such list as changes occur.

Before leaving a worksite the Steward must receive permission of their supervisor. Stewards
shall not conduct union business when such would interfere with the performance of work or
duties of employees. l is the responsibility of the Steward to let the area supervisor know when
he is at the work site.

SECTION 4.2 UNION PRESIDENT The Local Union President shall have
the same privileges as a Steward in any location, only if the Steward is unavailable or
requests assistance.

SECTION 4.3 STAFF REPRESENTATIVES The Staff Representatives shail be
permitted access to work areas where employees are employed or working at all reasonable
times for the purpose of adjusting grievances, assisting in the settlement of disputes and for the
purpose of carrying into effect the provisions and aims of this Agreement. It is the responsibility
of the Staff Representative to let the area supervisor know when he is at the work site. The Staff
Representative must inform the Department Head or his designee that he intends to visit a work
site. Staff Representatives must receive permission from the Department Head or supervisor to
visit 2 work site or location. Staff Representatives shall not interfere with the performance of
work or duties of empioyees. Staff Representatives shall be responsible for observing all safety
standards at a work site or location.

SECTION 4.4 NEW EMPLOYEES The Employer agrees to furnish to the Union all
appointments of new employees and personnel changes of employees in the bargaining unit,
along with their addresses, class titles and division and/or location. Such notification shall be
sent in writing to the Local Union President and the Union Regional Office within five {5) days
after the appointment or changes were made.

ARTICLE § MANAGEMENT RIGHTS

SECTION 5.1 Except to the extent expressly modified by a specific provision of this
agreement, the Employer shall have the sole exclusive right to manage the operations, control
the premises, select and direct the work force, maintain efficiency of operations, determine the
number of employees, discipline, suspend or discharge for just cause, layoff for lack of work or
lack of funds, or job abolishment, promote, to promulgate and enforce reasonable work rules, 1o
transfer employees, determine staffing patlerns and emergency situations as defined in Article
8. This Agreement will be construed as requiring the Employer to follow the procedures, policies
and agreements prescribed herein, to the extent they are applicable in the exercise of managing
and directing their operations.

SECTION 5.2 The authority and responsibiiity of the Employer include, but are not limited to,
the following:

1. Determine matters of inherent managerial policy which include, but are not limited to,
areas of discretion or policy such as the functions and programs of the public employer,
standards of services, its overall budget, utilization of technology, and organizational
structure;

2. Direct, supervise, evaluate, or hire employees;
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Maintain and improve the efficiency and effectiveness of governmentai operations;
Determine the overall methods, process, means, or personnel by which governmental
operations are 1o be conducled;

Suspend, discipline, demote, or discharge for just cause, or layoff, transfer, assign,
schedule, promote, or retain employees;

Determine the adequacy of the work force;

Determine the overall mission of the employer as a unit of government;

Effectively manage the work force;

Take actions to carry out the mission of the public employer as a governmental unit.
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SECTION 5.3 WAIVER The Employer and the Union, for the duration of this
Agreement, each voluntarily and unqualifiedly waive the right, and each agrees that the other
shall not be obligated, to bargain collectively with respect to any subject or matter referred to or
covered in this Agreement, including the impact of the Employer's exercise of its righis as set
forth hersin on wages, hours, and terms and conditions of employment.

ARTICLE 6 NON-DISCRIMINATION

SECTION 6.1 POLICY There shall be no discrimination or intimidation by the Employer
or Union against any employee as a result of or because of such employee's race, color, creed,
sex, national origin, age, handicap, membership in the Union or nonmembership in the Union.
The parties recognize that allegations of discrimination are subject to federal and state laws.

The Union and Employer shall share equally in the responsibility for applying this provision of
the Agreement. The parties agree that the County policies regarding discrimination shall apply
to the bargaining unit. However, wherever appropriate, the parties agree to attempl resolution of
discrimination charges or allegation.

SECTION 6.2 PROCEDURE Any aggrieved bargaining unit members must
exhaust the EEQ complaint procedure found in the County's Affirmative Action Plan before
seeking redress outside the system. Using the EEQ procedure does not deny access to the
Chio Civil Rights Commission (OCRC) or the Equal Employment Opportunity Commission
{EEQC) inasmuch as the local time limits do not extend beyond the time limiis established by
these other bodies.

SECTION 6.3 SEXUAL HARASSMENT  Sexual harassment is defined as:
unwelcome sexual advances. Request for sexual favors and other verbal or physical conduct of
an asexual nature may constitute sexual harassment (in employment) when:

a) Submission to such conduct is made, either explicitly or implicitly, a term or condition of an
individual's employment

b) Submission {o or rejection of such conduct by individuals used as the basis for decisions
affecting such individual.

¢) Such conduct has the purpose or effect of unreasonably interfering with an individual's work
perfarmance or creating an intimidating, or hostile, working environment; or

d) Such conduct has the purpose of effect of either giving or receiving favors from any persons
contacted in the line of duty.

The parties herein agree not to engage in sexual harassment, or any other type of
discrimination, as defined in this Article.




SECTION 6.4 ACCOMMODATIONS The Employer may underiake reasonable
accommodations to fuifill or ensure compliance with the Americans with Disabilities Act of 1990
{ADA), notwithstanding the provisions of this Agreement Frior to establishing reasonable
accommodations which adversely affects rights established under this Agreement the Employer
will discuss the matter with the Union and may discuss the matter in the labor-management
committee.

ARTICLE 7 WAGES
SECTION 7.1 WAGE RATES Wage rates for all employees in the bargaining unit

for the period May 1, 2012 through April 30, 2015 shall be as set forth in the Appendix # |
attached hereto and made a part thereof. The wage adjustments are two percent (2%) on May
1, 2012; two percent (2%) on May 1, 2013; and one and one-half percent (1.5%) on May 1,
2014

SECTION 7.2 NEW POSITIONS Inthe event a new job is created or an
existing job content is substantially changed within the bargaining unii, the employer
shall meet with the Union to review the changes and negotiate a rate of pay for such
job prior to implementing such job or changed job. Any disputes regarding this Section
shall be subject to the grievance and arbitration procedure.

SECTION 7.3 OUT-OF-CLASSIFICATION PAY Employees required to work
in a higher classification on a temporary basis, i.e. to fill a vacant position due to long term
vacation or disabiiity of an employee, long term illness or during the period a position is being
permanently filled. The empioyee will be paid at the higher rate of pay for all hours worked in
such higher classification for a pericd not to exceed ten (10) weeks. At that time, the situation
will be reviewed and the position will be filled as a vacancy. This provision is not intended to
address short term leave situations of two weeks or less in duration. This provision shall not
apply to those employees who are in training (see Section 15.6 of this Agreement).

SECTION 7.4 CALL-IN PAY Call-in pay is payment for work performed by an
employee who has been recailed to work anytime the employee has departed from work and
until the empioyee returns to their regularly assigned work schedule. Work done in this manner
shall be compensated with a minimum of two (2) hours pay at a pay rate two (2) times the
employee's regular rate of pay. All fime in excess of two (2) hours of call-in shall be paid at the
employee's overtime rate of pay (1.5 times the employee’s regular rate of pay). Compensation
shall not be paid more than once for the same hours, to the Pager Duty employee, under any
provisions of this Anricle or Agreement. Call-in pay shall not be available for the time worked
contiguous to the end of an employee's regular scheduled work hours.

SECTION 7.5 CLASSIFICATION UPGRADES/LICENSE SUPPLEMENTS

Paragraph (A) below applies only to employees on the Clark County Utilities payroll as of May 1,
2003.
A) Utility Maintenance Mechanic/Operator.
(i) When a Utility Maintenance Mechanic/Operator acquires a Wastewater Operator | or
a Wastewater Collections System Operator | license and has two {2} years service as a




Utility Maintenance Mechanic/Operator, his/her pay will be increased to that of a Ulility
Service Worker Il

{iiy When a Utility Maintenance Mechanic/Operator acquires a Wastewater Operator |
and !l License or a Wastewater Collections System Operator | and Il license and has
four (4) years service as a Utility Maintenance Mechanic/Operator, his/her pay will be
increased to that of a Utility Service Worker lll. The pay rate of Utiiity Service Worker 1l
shall be {aken from the same pay tabie as for employees on the payroll as of May 1,
2003. The current employee in the Maintenance Mechanic/Operator classification holds
a Wastewater Operator Class |l license. While he holds the position of Maintenance
Mechanic Operator, he shall be paid as a Utility Service Worker 1HA. He shall be
ineligible for additional compensation if he acquires a Water Operator Class | license, at
a later date.

{B) Utility Service Worker Il

(I} As of August 24, 2009, Utitity Service Worker Il classification pay will incorporate
compensation for licenses, and no additional license incentive will be paid. The classification
pay tables are shown in Appendix 1.

Paragraph (C) below applies to employees hired after May 1, 2006 to the Clark County
Utilities payrob.

(C) Utiiity Technician.
() When a Ulility Technician has completed four {4) years of service as a Uility
Technician, and has met the CDL Class A with tanker endorsement license
requirement listed in Appendix ll, he/she will be reclassified as a Utility Service
Worker 1.

i) When a Utility Service Worker | has acquired a level | license in any of the
categories listed in Appendix |, Section 2, and has completed two (2) years of
service as a Utility Service Warker |, he/she will be reclassified as a Ulility Service
Worker Il.

(it} When a Utility Service Worker Il has acquired a level I license in any of the
categories listed in Appendix Il, Section 1, and has completed two (2} years of
service as a Utility Service Worker Il, he/she will be reclassified as a Utility Service
Worker 1.

(iv) When an employee hired after May 1, 2006, attains the classification of Utility
Service Worker Ili, the pay rate of Utility Service Worker il shall be taken from the
same pay table as for employees on the payroll prior to May 1, 2006.

{v} As of August 24, 2009, for employees in the classifications of Utility Technician,
Utility Service Worker 1, and Utitity Service Worker (I, classification pay will
incorporate compensation for licenses, and no additional license incentive will be
paid. The steps for reclassifications based on acquired licenses and completed
time in classification is shown on Table 1-3. in Appendix I.

{vi) For employees hired in the Utility Technician and Utility Service Worker
classification series after May 1, 2006, the employee shall be subject to an initial
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180 day probation periad at hire, and shall be subject to no other probation period
until the employee reaches the Utility Service Waorker Il classification.

(D) Utility Service Worker 1A and 1IB

{i) Employees in the Ulilily Service Worker Il classification may elect 10 advance {o
Utility Service Worker IlIA or HIB by: a) obtaining specified licenses; and b)
consenting to comply with additional job duties in the job description for Utility
Service Worker HIA or IlIB.

(i} Advancement to Utility Service Worker HIA or liIB is open to any Utility
Service Worker lii, regardiess of hire date.

(i} Scheduled visits to Clark County Ulilities walter treatment planis or wastewater
freatment plants by a Utility Service Worker IlIA or HIB, to fulfill duties of a back up
operator, as assigned by a supervisor, and which occur on a holiday, shall be
compensated for two (2} hours at 1.5 pay. Scheduled visits performed during a
normal work shift, as assigned by a supervisor, shall not qualify for additional
compensation.

{iv) A Utility Service Worker 1l who obtains a Water Operator | ticense or a
Wastewater Operator |} license, and consents to comply with the additional job
duties of Utility Service Worker 1A, shall be reclassified to Utility Service Worker
HIA. A Utility Service Worker HIA who obtains a Water Operator | license or a
Wastewater Operator |l license, whichever he/she did not earlier obtain, shall be
reclassified to Utility Service Worker lIiB. A Utility Service Worker Hl may acquire
either of the two licenses first to be reclassified to Utility Service Worker HIA. A
Utitity Service Worker IlIB must hold both Water Operator | and Wastewater
Operator Il licenses.

(v) A Utility Service Worker HIA or IlIB is required to maintain and renew the
periinent licenses specified for the classification to continue in the classification.

{vi) A Utility technician hired after May 1, 2006, and who obiains a Water Operator
| license, shall reduce by one year, the time required to reach the Utility Service
Worker IH classification. A Utility Technician hired after May 1, 2006 and who
obtains a Wastewater Operator Il license, shall reduce by iwo years, the time
required to reach the Utility Service Worker Il classification. A Ulility Technician is
paid at classifications below the level of Utility Service Worker 11l for a minimum of
five (5) years, depending on which licenses are obfained. No retroactive pay will be
granted if the Water | license is obtained less than one (1) year before otherwise
reaching Utility Service Worker Il status. No retroactive pay will be granted if the
Wastewater |l license is obtained less than two (2) years before otherwise reaching
Utility Service Worker lll status. Any lime reductions under this clause shall be
applied to the end of the service time of the fast classification prior to reaching
Utility Service Worker Il status.




(E) Employees hired before May 1, 2006 in the Utility Service Worker classification
series shall not serve a probation period if and when they elect to be reclassified o
Utility Service Worker 1A or 11iB.

(F) Employees hired after May 1, 2006 in the WHility Technician and Utility Service
Worker classification series shall be subject to only one probation period within the
classifications of Uility Service Worker HI, Utility Service Worker llIA, or Utility Service
Worker IlIB, in whichever reclassification occurs first.

{G) Upon attaining the Utility Service Worker | classification series, or Laboratory
Technician | series, movement within a classification series is based upon completion of
a minimum of two {2) years service in the lower classification. Movement will be
automatic upon completion of {ime in service and possession of the required ficense. All
movements from a | classification to a Il classification will require a Class | license at the
time of reclassification. All movement from a Il classification to a ll classification will
require a Class Il license at the time of reclassification. The effective date of
reclassification is governed by paragraph (H) below.

(F) When time in classification is the last requirement to qualify for a wage adjustment or
reclassification, the new wage shall take effect on the next werking day following the
completion of the requirement. When obtaining a license is the {ast requirement o
qualify for a wage adjustment or reclassification, the new wage shall take effect on the
first day of the pay period following the effective date of the new license.

SECTION 7.6 NEW HIRES WITH LICENSE

When a new employee is hired as a Ulility Service Worker 1 and already possesses a Class |
Water Operator license, the new employee shall serve a 180-day probationary period as a Utility
Service Worker |, and, if probation is satisfactorily completed, the employee shall be moved to
the starting wage of the appropriate classification within the Utility Service Worker il
classification series, corresponding to that license. When a new employee is hired as a Utility
Service Worker | and already possesses a Class || Wastewater Operator license, the new
empioyee shall serve a 180-day probationary period as a Utility Service Worker |, and, if
probation is satisfactorily completed, the employee shall be moved 1o the starting probationary
wage of the appropriate classification within the Utility Service Worker 11l classification series,
corresponding to that license, and serve a 90 day probation.

SECTION 7.7 BILLING CLERK The position of Billing Clerk shalt serve a
180 day probationary period. Upon successful completion of one {1) year of service, a Billing
Clerk hired after May 1, 2009 shall become an Accounts Receivable/Billing Clerk | and begin a
90 probation period. Upon completion of two (2) years service as an Accounts
Receivable/Billing Clerk I, the employee shall be reclassified to an Accounts Receivable/Billing
Clerk lIl. No additional probation period shall be required after fifteen (15) months of service in
this classification series. Pay step increases for the Accounts Receivable/Billing Clerk |
classification are shown in Appendix |.
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ARTICLE 8 HOURS OF WORK AND OVERTIME

SECTICN 8.1 WORK SCHEDULE The normal schedule of hours shall consist
of seven and one-half (7-1/2) hours work and one (1) hour for lunch, five {(5) consacutive days
per week. Staggered reporting and quitting times will be established by management to ensure
operations to function between 8:00 a.m. and 5:00 p.m.

SECTION 8.2 OQVERTIME Overtime will be paid at the rale of time and one-
half (1/2) for all hours worked over eight (8) hours in one day or all hours worked over forly (40)
in any one (1) work week. Any overtime of six (6) minutes of less shall not be paid. However,
overtime of seven (7) minutes or more will be rounded {o the nearest quarter hour.

SECTION 8.3 HOURS WORKED Any approved paid leave shall be counted
as hours worked in computing overtime pay.

SECTION 8.4 CHANGES IN HOURS Any full-time employees currently working
less than a forty (40) hour week shall not have their hours increased during the term of this
contract.

SECTION 8.5 PAYMENT FOR CVERTIME All overtime must have prior approval.
Those employees who work a 37-1/2 hour work week will only be compensated at a straight
rate {comp time or overtime) for extra hours worked less than forty (40) hours. Employees
required to work overtime may elect cne of the following alternatives for each occurrence of
overtime.

1. PAID OVERTIME To be paid at a rate of one and one half (1-1/2) times the base
rate for the hours worked in excess of forty (40) hours.

2. COMPENSATORY TIME  In lieu of overtime pay, an employee may take
compensatory time at a rate of one and one-half (1-1/2) times the hours worked in
excess of forty (40) hours within the work week or pay period.

Compensatory time will be earned at a rate not less than one and one half hours for each hour
of employment for which overtime compensation is required. Employees may accumulate
compensatory ime to a maximum of 240 hours. The 240 hour limit represents not more than
160 hours of actual overtime worked. Compensatory time may be used in lieu of cash overtime
compensation only if such an agreement has been arrived at between the Employer and the
individual employee before the performance of work. Employees shall be permitted to take
compensatory time from the date it was earned.

SECTION 8.6 ANNUAL CONVERSION OF COMPENSATORY TIME  The Employer
will convert, annually, the compensatory time balances of employees. The conversion will
include all compensatory time balances of bargaining unit employees as of the last pay period in
November each calendar year. The conversion will be paid in the first full pay period in
December.

SECTION 8.7 PAGER DUTY  Bargaining unit employees assigned to pager duty shall
be Utility Service Workers or Utility Technicians that work at Medway Service Center who have
at least two (2) years experience with the Ultilities Department and who hold a current CDL.
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Each employee assigned to pager duty shall carry the cellutar phone for seven (7) consecutive
days. The employee carrying the pager shall be responsible for answering and, if necessary,
responding to telephone calls from the answering service. The employee carrying the pager
shall also be responsible for answering and, if necessary, responding i telephone calls and
alerts from lift stations, vacuum stations, water tanks, KTK WWTP, and booster stations. The
employee carrying the pager shall not be responsible for answering telephone calis and alerts
for the Southwest WWTP. Compensation for pager duty shall be an additional four (4) hours pay
at straight time plus five (5) hours compensatory time for each week of pager duty. The
employee carrying the pager shall be responsible for determining, within the Department’s
standards for maintaining good customer service, whether the telephone call from a customer or
alarm or alert meets the parameters for a site visit as defined in Appendix lil. If a site visit is
warranted as defined in Appendix lil, the employee shall respond to the site in a callout. The
employee carrying the pager shall be provided with a County vehicle and smart phone for the
purpose of carrying out his/her responsibilities under this Section.

SECTION 8.8 CALLOUT LISTS Overtime work other than hold-over
overtime work shall be distributed on a non-preferential basis by utilization of call out lists. One
callout list is established with ranking based on Department seniority, excluding billing clerks
and accounts receivable/billing clerks. If additional employees are required to respond to the
callout, based on the parameters in Appendix lll, the pager employee shall call the first name on
the list and continue down the list, if necessary, until the necessary number of employees have
been obtained to perform the work. The list will rotate by charging employee(s) who either work
or refuse a call-out, with a call-out, so that the employee with the fewest call-outs rotates to the
top of the list.

When all methods for filling overtime needs have been exhausted by either the pager person or
by the employer, and additional overtime workers are still needed, then employees shall be
assigned to work such overtime beginning with the least senior person within the department
who possesses the capabilities and qualifications necessary to perform the required overtime
duties, and progressing to the most senior such employee.

SECTION 8.9 DECLARED DELAYS OR EARLY DISMISSALS if the Board of County
Commissioners or designee declares a delay in starting a work day or declares an early
dismissal from work, and the delay or early dismissal is applicable to all departments under the
control of the Board of County Commissioners, bargaining unit members who are determined by
the Employer to be essential personnel, shall report for their regular work shift, and shall be
compensated, in addition to regular pay, at a rate of one (1.0) hour of compensatory time for
every hour worked during the period of the declared delay or declared early dismissal.

ARTICLE 8 HOLIDAYS

SECTION 9.1 HOLIDAYS OBSERVED. The following holidays off with pay:
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New Year's Day

Martin Luther King Day

President’s Day {third Monday in February)
Memorial Day (last Monday in May)
Independence Day

Labor Day

Columbus Day

Veteran's Day

Thanksgiving Day (+ day after Thanksgiving)
Christmas (+ Christmas eve)
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SECTION 9.2 OBSERVANCE OF HOLIDAYS If 2 holiday falls on a Saturday, the
preceding Friday will be observed as a holiday. i a holiday falls on a Sunday, the foltowing
Monday shall be observed as a holiday. Employees scheduled to work on a schedule other than
Monday through Friday will receive holiday pay only for the actual day the holiday falls.

SECTION 9.3 WORK PERFORMED ON HOLIDAYS; HOLIDAYS RESCHEDULED
Employees who are required to work on one of the above holidays, shali be paid at the rate of
one and one-half (1-1/2) times their regular rate of pay in addition to the holiday pay. Should a
holiday fall on an employee's scheduled day off and he works the same, his rate of pay will be
one and one-half (1-1/2) times his regular rate of pay in addition o the holiday pay. The
employee may elect to take a comp day within the same pay period for working said holiday.
Such compensation day shall be taken with mutual agreement of the supervisor and employee.

SECTION 9.4 CALL-INS ON HOLIDAYS

Call-ins, as described in Section 7.4, that occur on a holiday, shall be paid at two (2) times the
employee's regular rate of pay for the duration of the call-in, for the holidays listed in Section 9.1
above. For purposes of this Section, holiday shall mean the actual day of the holiday for
Christmas Eve (December 24}, Christmas Day (December 25) and New Year's Day (January 1}.
For all other holidays listed in Section 9.1, this Section shall apply to the day on which the
haliday is observed by the County Commissioners only.

ARTICLE 10 VACATION LEAVE
SECTION 10.1 VACATION SCHEDULE Full time employees earn annual vacation
lave according to the following schedule:
L.ess than 1 year of service No vacation
1 year, but less than 8 years 10 days
8 years, but less than 15 years 15 days
15 years, but less than 25 years 20 days
25 years of more 25 days
SECTION 10.2 MINIMUM SERVICE TIME ELIGIBILITY  The above service

requirement need not be continuous, however, completion of a total of one (1) year service with
Ciark County is required before eligibility for any vacation leave is established.

SECTION 10.3 USE, ACCRUAL, AND CARRYOVER OF VACATION
Vacation leave shalt be taken by the employee during the year in which it is accrued and prior to
the next recurrence of the anniversary date. Vacation time may be carried over into the following
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year up to a maximum of three (3) limes the employee's current accrual rate. Employees who
exceed this limitation may face a use or lose status. Management will make reasonable efforts
to mutually establish a schedule for the employee to take accrued vacation. Vacations shall be
selected by seniority and shall be consistent with an efficient work schedule. The supervisor
shall be responsible for ensuring the empioyee that vacation has been approved or denied
within thirty {(30) days after the employees election. In the event notice of approval or denial is
not given to the employee pursuant to the above, such vacation shall be considered as
approved. Any pre-scheduled and approved vacation shall not be denied, or changed,
regardiess of seniority except in cases of emergency. At no time shall vacation be extended at
termination for more than ihe maximum carry-over,

SECTICN 10.4 NON-PRESCHEDULED VACATION Any employee requesting a
non-prescheduled vacation must submit hisfher request to supervision at least 24 hours prior to
commencement of such leave. This provision may be waived by the Supervisor, at the
Supervisor's sole discretion.

ARTICLE 11 PERSONAL LEAVE
SECTION 11.1 PERSONAL LEAVE An employee shall be granted four (4) personal

leave days per calendar year. Personal leave shall be taken by the employee by April 30" of
the year following the calendar year in which granted at a time mutually agreed upon by the
employee and his/her supervisor. Should agreement not be available, employee may request
resoiution from the Operations Director prior to the requested leave time. Personal leave shall
not be accumulative or converted to cash payment. Personal leave days shall be requested
twenty-four (24} hours prior to taking such leave, except in an emergency situation. Personal
feave may be taken in one (1) hour increments. Personal leave shall not be used {o cover
tardiness situations.

SECTION 11.2 NEW EMPLOYEES Upon date of hire, new employees will not qualify
for personal leave until after their probation period is completed. Personal leave granted under
this Section shall be used by December 31 following completion of probation. The date of hire of
new employees shall determines the alfowable personal leave time granted during their first
year as follows:

Hire Date Personal Leave Granted
January through March 2 Days
April through June 1 Day
July through September 4 Days
Qctaher through December 3 Days
ARTICLE 12 SICK LEAVE
SECTION 12.1 SICK LEAVE ACCUMULATION  All full-time employees shall earn

sick leave af the rate of one (1) work day per completed month of service. Unused sick leave is
cumulative indefinitely.

SECTION 12.2 DOCTOR'S STATEMENT Employees must provide a physician's
statement prior o refurning o work after three (3} days of absence when requesting sick leave

pay.
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SECTION 12.3 REASONS FOR SICK LEAVE Sick leave with full normal pay shall
be granted for the following reasons, but not necessarily restricted thereto:

a. lliness or injury of the employee or a member of his immediate family. in case of
a member of the immediate family not living in the same household, sick leave
may be granted if the supervisor believes it is justified and the employee's
presence is necessary.

b Medical, dental, optical examination or treatment of an employee or a member of
his immediate family where the employee's presence is necessary.
C. If a member of the immediate family is afflicted with a contagious disease and

requires the care and atltendance of the employee or when through exposure to a
contagious disease, the presence of the employee on the job may jeopardize the
heallh of others.

d. Pregnancy, childbirth and any other conditions related thereto, including time off,
not o exceed five (5) days for the father to take care of the family.

SECTION 12.4 IMMEDIATE FAMILY DEFINED The definitions of immediate family
shall include: grandparents, brother, sister, brother-in-law, sister-in-law, daughter-in-law, son-in-
law, father, father-in-law, mother, mother-in-law, spouse, child, grandchild, a legal guardian, or
other persons who stand in place of a parent (loco parentis). Persons who are “in loco parentis”
are those with day-to-day responsibilities to care for and financially support a child, or in the
case of an employee, who had such responsibilily for the employee when the employee was a
child. A biological or legal relationship is not necessary. Aunts and uncles may be considered
"immaediate family," if they have been a permanent part of the family unit living in the same
household.

In arder to be eligible 1o take sick leave for the care of an immediate family member on the basis
of the employee’s "in loco parentis” relationship with a minor child, the empioyee must have filed
with the Employer a notarized declaration that the employee is responsible for the day-to-day
care and financial support of that child. This declaration must be filed with the Employer at feast
thirty (30) calendar days before any request for sick leave on the basis of the “in loco parentis”
relationship with that minor will be granted. The employee shall notify the Employer in writing of
the termination of any such “in loco parentis” relationship no later than seven (7) calendar days
after the relationship ends.

SECTION 12.5 CALL-IN FOR SICK LEAVE In order to receive pay for a sick
feave day, the employee must call in during the first hour after their normal work day begins the
first day of any period of sick leave. If the employee is unable, a relative may make said call.

SECTION 12.6 SICK LEAVE CONVERSION An employee who has more than
forty-five (45) sick leave days may convert those days to vacation days on the basis of one (1)
sick day to ane (1) vacation day, provided a balance of forty-five (45) sick leave days remain.
Conversion of sick leave will be made in writing. Each calendar year an employee may request
sick leave conversion up to an amount equal to one-half (1/2) of the employee's current annual
vacation accrual. Then the employee will return to work for a minimum of twenty (20) work days
before any other sick leave may be converted. At no time will sick leave be converted to
vacation for any employee who resigns or begins another job.
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SECTION 12.7 FUNERAL LEAVE Employees paid leave time may be used fo attend
the funeral of a member of the employee's immediate family, as defined in this Article. Leave
shall be granted up to seven (7) work days.

SECTION 12.8 SICK LEAVE INCENTIVE  There will be one {1) sick day added to an
employee's total sick leave balance on May 1st of each year of this Agreement provided that
employee used 45 hours or less (exclusive of use for funerals) in the twelve {12) months
preceding May 1st of each year of this Contract. This sick day may be used as a personal day
or left in sick leave accumulation at the employee's option. This selection must be made in
writing at least 24 hours before using the hours.

SECTION 12.9 LEAVES OF ABSENCE Any bargaining unit member in an unpaid
leave will not earn sick leave.

ARTICLE 13 LEAVES OF ABSENCE

SECTION 13.1 LEAVE WITHOUT PAY The Employer may grant a leave of
absence, without pay and benefiis, to any employee for a maximum of six (6) months for any
personal reasons of the employee. Such leave may be extended or renewed beyond the six (6)
month duration. Leave may be granted for a maximum period of two {2) years for purpose of
education, training or specialized experience which would be a benefit to the County service by
improved performance at any level, or for voluntary service in a governmentally sponsored
program of public betterment.

The granting of any leave of absence is subject to approval of the Department Director and
appointing authority. An employee requesting leave without pay must submit a written request to
the Department Director or his/her designee, if possible, at least thirty (30) calendar days prior
to the first day of requested leave. Section 13.1 shall not appiy to leave provided by Section
13.6.

Upon completion of a leave of absence, the employee is to be returned to the position formerly
occupied, or to a similar position if the employee's former position no longer exists. Any
replacement in the position while the employee is on leave will be terminated and/or displaced
upon his return from such leave. The affected employee will be considered for other vacancies.

An employee may return to work before the scheduled expiration of leave if requested by the
employee and approved by the Employer. If an employee fails to return at the expiration of an
approved leave of absence, the Employer may take whatever action it deems appropriate.

Any decision made by the Emplayer to deny a request for leave of absence, without pay and
benefits, shall not be subject to the grievance and arbitration procedure. If the Employer denies
a request for leave without pay, the employee denied or the Union may ask that such denial be
discussed by the Labor Management Committee provided for in Article 19 of this Agreement.
Upon receiving a request to discuss such a deniali, the Employer wilt place this request for
discussion on the agenda of the next regularly scheduled meeting of the Labor Management
Committee for discussion. This discussion does not in any way obligate that Employer to take
any action or change its decision to deny the employee’s request for leave without pay.
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SECTION 13.2 MATERNITY LEAVE An employee on maternity leave will notify
the Employer within thirly (30) days after delivery, of her decision to return to work ninety (90)
days after delivery. If the employee is unable to return for health reasons (herself or the child)
she will be placed on extended disability leave. If the empioyee does not return for any other
reason, except for termination, the Employer may place her on leave of absence without pay.
After the first ninety (80) day period, the employee wiill be placed on a bill-at-home status under
the County hospitaiization program unless the extension of leave is health related.

SECTION 13.3 DISABILITY LEAVE A physically incapacitated employee may
request an unpaid disability leave. A disability leave may be granted when the disability
continues beyond accumulated sick leave rights and provided the employee is:

{1) hospitalized or institutionalized

{2) in a period of convalescence following hospitalization or institutionalization
authorized by a physician at the hospital or institution, or

(3) is declared incapacitated for performance of the duties of the position by a licensed
physician, or

(4) is declared incapacitated by a chiropractor for a non-medical reason.

Reinstatement rights foilowing placement on disability leave may extend for no more than three
(3) years. Upon reinstatement from disability leave, an employee will be returned to the same or
to a similar position. Any appointment to a position vacated by disability leave will be on a
temporary basis and the person accepting such a position must be made aware of its temporary
nature. Should the employee refurning from leave be reinstated to another position, the status of
the temporary appointee will be determined by the Employer and the Personnel/Employee
Relations Director. The displaced person shall be considered for open position.

A disabled employee may first be granted a personal leave of absence. However, shoufd the
disability continue beyond the expiration date of that leave of absence, the employee may
request and be granted a disability leave, provided that the conditions in disability leave policy of
the County Personnel Procedures Manual are met.

An employee who has been granted a disability leave is to be reinstated within ninety
{90) days after making written application and passing medical examination showing full
qualifications to perform the duties of the position. This examination will be paid for by the
employee.

Employees who have applied for and received a disability leave under the provisions of this
section and have a disability of less than ninety (90) days will be covered under the County's
hospitalization program. Afier ninety (S0) days, the Employer will assess if the employee can
return to work, by requiring a certification from the attending physician or examination provided
by, a doctor secured and paid for by the Employer. If unable to return, a request should be
submitted by the employee 1o the State Pension Fund for disability retirement. If possible, a date
should be stated by the attending physician when the employee will return. After ninety (90)
days, the employee will be put on a bill-at-home basis and will be reinstated when they return to
work. If an employee is incapacitated and in the hospital they will also be carried for the first
ninety {90) days and will aiso be put on bill-at-home basis after ninety (90) days.

SECTION 13.4 MILITARY LEAVE  The County and Union Agree and understand that
federal and state laws shall apply.
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SECTION 13.5 COURT LEAVE The Employer shall grant fult pay when an
employee is subpoenaed for any court or jury duty by the United States, the State of Ohio, or a
political subdivision. Compensation for court, adminisirative agency, or required to attend jury
duty shall be submiited to the County Auditor upon return to active service, or as soon as
possible thereafter. The County Auditor will give the employee a receipt for the same.

Employees will honor any subpoena issued to them, including but not limited to, those for
worker's compensation, unempioyment compensation, and State Employment Relations Board

(SERB).

Vacation time, personal leave, or comp time must be used if the attendance at count involves a
personal matter of the employes.

SECTION 13.6 FAMILY MEDICAL LEAVE ACT  The County and Union agree and
understand that the Family and Medical Leave Act of 1993 shall apply.

ARTICLE 14 UNION LEAVE

The Employer shall grant to the Union a total of ten (10) paid days per contract year for the term
of this Agreement to be used by Union members fo attend Local 1780 functions such as
serminars, educational meetings, conferences, or other official union business. In no case shall
this time be carried forward from year to year. Requests to use Union leave shall be submitted
at least ten (10) working days in advance, unless the absence is one day or less, in which case
requests for using leave shall be submitted at least five (5) working days in advance.

ARTICLE 15 SENIORITY, TRANSFERS, PROMOTIONS. SENIORITY LISTS
SECTION 15.1 DEFINITIONS Seniority is defined as length of service with Clark

County Utility Department.

SECTION 15.2 VACANT POSITIONS When a position becomes vacant, the
County will prompily determine whether or not to fil the position. If the position is to be filled, it
shall be posted immediately, as much as practicable, within ten (10) working days in a
prominent place in each location for a minimum of five {5) working days. The parties may extend
the ten (10) working days by mutual agreement. The posted notice will show the classification,
rate of pay, shift, location and minimum qualifications of the vacant position. Internal
applicants/femployees of the Clark County Ulildy Department shall be considered prior to posting
the position for external applicants. Those employees who wish {o be considered for the position
must file a written application with the Clark Courdy Personnel Office by the end of the posting
pericd. The most senior emplovee possessing the minimum quaiifications shall be awarded the
position, with the exception of Laboratory Technician | and Maintenance Mechanic/Operator.
For those posilions, selection shall be made on the basis of skill, experience, and the ability 1o
perform the work in question, except where there is an affirmative action underutilization. Any
existing employee intending to apply for the Laboratory Technictan | position, who does not
possess the minimum license required, shali be required to apply for, and take the license exam
at the first available opportunity, and shall repeat the exam, if necessary, at every available
opportunity, until the license is obtained. If the minimum license is not obtained within three
years in the classification, the employee shall be {erminated, with no appeal whatsoever. If the
skill, experience, and ability o perform the work of two (2) or more applicants are equal,
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seniorily shall govern. If no employee applies or meets the minimum qualifications, the
Employer shall fill the position as it determines appropriate within forty five (45} days from the
end of the external posting period. The same license stipulations contained in this Section, shall
apply to any external applicant for Laboratory Technician |,

SECTION 15.3 PROBATIONARY PERIODS

{A) An employee awarded a promotional position in accordance with this contract will be given
the standard 90 day probationary period and training to become accustomed to the job and
to learn the operation of the position. If an employee does not safisfactorily compleie the
probationary period, such employee shall be returned to the employee's former position or
if the former position is not available, 1o a like position.

(B) All new hires will serve a probationary period of 180 days. Removals under this paragraph
shall not be grievable.

SECTION 15.4 POSTINGS When a notice of vacancy is posted and an employee
within that classification desires to transfer to a different location and/or shiff, a written
application for such a fransfer to that position shall be submitied to the PersonnelfEmployee
Relations Direclor. If there is more than one (1) applicant for the position, seniorily shall govern.

SECTION 15.5 TRANSFER An employee may be transferred to a different work
location or job assignment in order to fill a vacancy caused by retirement, termination,
resignation, vacations, or disability or due to the requirements of the work; Such transfer within
a classification shall be on the basis of seniority. If there are no volunieers, the least senior
employee shall be required {o transfer. When practicable, an employee will be given a fifteen
{15) day notice of the transfer,

SECTION 15.6 TRAINING REQUIREMENTS An employee may be assigned to a
different work location or job assignment in order to acquire or demonstrate proficiency. Such
training transfers will not exceed fifteen (15) work days in a calendar year, unless extended by
agreement between management and the union.

SECTION 15.7 SELECTION OF SHIFT AND WORK AREAS Employees will have
the option by seniority to select shifts and work areas in their classifications. This selection shall
occur within two weeks of the effective date of this agreement and during April of each
succeeding year.

SECTION 15.8 SENIORITY LISTS The Employer will provide a seniority list containing
names, addresses, classification, and date of hire to the Union by January 15th of each year.
Any disagreement with a seniority list must be submitted by January 30 each year. Any
disagreement not submitted by January 30 shall be deemed waived. Any disagreement not
resolved by February 15 may be submitted to Siep 3 of the grievance procedure.

ARTICLE 16 PERSONNEL FILES
SECTION 16.1 REVIEW OF PERSONNEL FILE  An employee may review his

personnel files periodically and may, at the option of the employee, select a third party to be
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present during such re-view. The employee shail be entitled to a copy, at the employee's
expense, of any material contained in the file. Anonymous letters or materiais shall not be
placed in an employee's file nor shall they be made a matter of record. The official personnel file
of employees shall be the personnel file maintained by the Couniy Personnei Office. Employees
shall have access to review, once every six {6) months, their personnel file maintained by their
supervisor.

SECTION 16.2 DISCIPLINARY RECORDS All actions of record including oral
reprimands, written reprimands, suspensions and dismissals may be maintained in each
employee's personnel file throughout the period of his employment. Upon request by an
employee, the employee's file will be reviewed and records which relate fo written or oral
reprimands will be removed after one (1) year, provided that no additional disciplinary action has
been taken within one (1) year afier the date of the original disciplinary action. Upon request by
an employee, records which relate o a suspension will be removed after two (2) years, provided
that no additional disciplinary action has been taken within two {2} years after the suspension.

In any case in which a written reprimand, suspension, or dismissal is disaffirmed or otherwise
rendered invalid, all documents relating thereto will be removed from employee's personnel files
and placed in a sealed envelope. In addition, all records of disciplinary action removed from- the
files for any of the reasons outlined above shall not be considered in any future disciplinary
action or promotional considerations and shall not be shared ouiside the County Ultilities
Department, except as required by law.

ARTICLE 17 GRIEVANCE AND ARBITRATION PROCEDURE

Definition: A grievance is any dispute which a bargaining unit employee has concerning the
interpretation, application, or alleged violation of the express provisions of this Agreement.

SECTION 17.1 TIMELINES In order to provide an orderly and consistent method for
handling and disposing of grievances of employees, the grievance must be presented by the
employee to his supervisor within five (5) working days after it becomes known to the employee
or the employee should have known. The grievance shall be processed in accordance with the
following steps, time limits, and conditions, as herein set forth. The employee may terminate the
grievance at any point by submitting a written statement to that effect. The parties may mutually
agree (in wriling) to waive any of the steps in the grievance procedure.

SECTION 17.2 PROCEDURES All grievances shouid be filed on the forms provided
by the exclusive representative and include the provisions of the Agreement allegedly violated,
the issue in dispute and the specific remedy desired by the grievani(s).

A group grievance is a grievance concerning two or more people and will be signed by at least
two (2) of the affected employees. The Union shall provide the names or classifications of
empiloyees to be included in a group grievance.

Step 1. SUPERVISOR When an employee has a grievance, a verbal discussion
will be held between the employee and the immediate supervisor to try to resolve the grievance.
The supervisor may offer his oral or written reply to the grievance within two (2) working days
following the date of discussion.

Step 2. SUPERVISCR/DEPARTMENT DIRECTOR if the grievance is not
resolved to the satisfaction of the employee at the first step meeting, the written grievance may,
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within five (5) warking days after receipt of the Step 1 decision, be submitted to the employee's
supervisor in writing. The written grievance must be signed by the employee and contain all the
pertinent facts of the grievance. Following a Step 2 meeting between the employee's supervisor,
the employee and his representative and the Department Director, the Department Director will
offer a written repiy o the grievant within five (5) working days. The Step 2 meeting will be held
within five (5) working days of filing the written grievance.

Step 3. COUNTY ADMINISTRATOR If the grievance is not resolved at the Step 2
decision, the employee may, within four (4) working days after receipt of the Step 2 decision,
submit the written grievance to the County Administrator, or his designee, who will hold a
hearing with the PersonnelfEmployee Relations Director and employee and up to two (2)
representatives which may be one (1) officer or steward and one (1) staff representative. The
County Administrator, or his designee, will render his decision in writing to the employee and his
representative within ten (10) working days folfowing the Step 3 meeting. The Union and
Management have the right to call such witnesses as are necessary 1o the investigation of the
grievance. If the grievance is not settled, the Union may refer the grievance to the arbitration
procedure. If not appealed to the arbitration procedure within ten (10) work days after receipt of
the Step 3 answer, the grievance shall be considered settled.

Step 4. ARBITRATION

(AY  Within ten (10) work days after receipt of the written notice to fife under the arbitration
procedure, the County Administrator or his authorized representative and not more than two (2)
other representatives of Management and the staff representative or his/her authorized
representative and not more than two {2) other representatives of the Union may, at the request
of either party, meet for the purpose of attempting to resolve the dispute and/or selecting an
impartial arbitrator. f no agreement is reached at this meeting, a joint letter requesting Federal
Mediation and Conciliation Service to submit the names of seven (7) arbitrators will be signed
and mailed. Upon receipt of such names, the Union and Management shall alternately cross off
one name until one name remains, that person being selected as the arbitrator. A date for
arbitration shall be set as soon as possible in accordance with the wishes of Management, the
Union, and the availability of the arbitrator.

(B) Foliowing a filing for arhilration the parties may mutually agree to utilize mediation
(FMCS, SERB, or other mutually agreed mediation service) to resoive outstanding grievances.
The mediation shall be non binding and shall not set precedent for the grievances discussed
and/or settled.

(C)  All decisions of arbitrators and all pre-arbitration grievance settlements between the
Management and the Union shall be final and binding on the Employer, the Union and the
employees. Pre-arbitraiion grievance settlements shall not necessarily establish a precedent for
fulure relationship between the Union and the Management.

(D) Both Management and the Union shall share equally in the expenses and fees of the
arbitrator and other expenses incident to the arbitration hearing,

(E)  The arbitrator shall neither add to nor subiract from nor modify the language of this
agreement in arriving at a determination within the limitations expressed herein, The arbitrator
shall expressly confine himself/herself to the precise issues submitied for arbitration and shall
have no authority to determine any other issues not so submiitted to him/her or to submit
observations or declarations of opinion which are not directly essential in reaching the
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determination. The arbitrator shall issue a decision within thirty (30} calendar days after
submission of the case to him/her.

SECTION 17.3 TIME LIMITS/DAYS DEFINED If the Employer does not respond to
the grievant or his representative within the time limits prescribed in Step 1 and Step 2 of the
grievance, the grievance may be taken to the next step of the procedure. Any grievances not
appeaied by the Union or the grievant within the prescribed time limits shall be considered
settled on the basis of the last decision rendered.

In any case where a decision of the appropriate Management representative is not given at Step
3 of the grievance procedure within the time limits specified or within the period that may have
been extended by mutual agreement, the grievance, without setting a precedent for future
grievances, shall be considered satisfactorily resolved in favor of the grievant.

It is understood that the time limits imposed in this Article may be extended at any step hy
mutual written agreement. Likewise, any step in the grievance procedure may be eliminated by
mutual consent. It is further understood that the word "day" as used in the grievance procedure
is defined to mean "work day" unless otherwise specified.

ARTICLE 18 DISCIPLINE

SECTION 18.1 DISCIPLINE FOR CAUSE No bargaining unit member shall be
reduced in pay or position, suspended, removed, or reprimanded except for just cause. Any and
all disciplinary actions will be taken no later than thirty (30} days foilowing knowledge of
Management of the events upon which the discipline is to be based, except in the investigation
of criminal or civil liability by the appropriate County or investigative body or internal disciplinary
investigation. Management has the responsibility to initiate formal discipline process wsthm ten
(10) days of the completion of the investigation.

SECTION 18.2 DISCIPLINARY ACTION In the event that disciplinary action is
required for violations of established palicy within the Clark County Utilities Department within
12 months of the prior offense, the following procedures will prevail:

(1) First Offense: The complaint, if valid, shall be discussed with the involved employee
by his/her immediate supervisor. Consequences for future violations will be explained in
detail to the empioyee by the supervisor.

(2) Second Offense: The complaint, if valid, shall result in a written reprimand.
Consequences for future violations will be explained in detail-to the employee by his
supervisor. An entry of said reprimand will become a part of the employee's personnel
file, subject to annual review.

(3) Third Offense: The complaint, if valid, shall result in a written reprimand, loss of
vacation, or suspension, the length of which will he defermined by the appointing
authority. Consequences for the succeeding violation will be explained to the employee
by the appointing authority or their representative. An entry of said explanation may
become a permanent part of the employee’s personnel file.

(4} Fourth Offense: The complaint, if valid, shall result in a suspension or a removal.
The notice of such a removal will be issued by the appointing authority. The discharged
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empioyee will be informed by the appointing authority of his/her right to appeal to the
grievance and arbitration pracedure, with the resulting decision binding on all parties.

SECTION 18.3 DISCIPLINE FOR SERIOUS OFFENSES Stealing, fighting, intentional
destruction of county property, insubordination, dereliction of duty, or AWOL, and viclation of the
Drug Free Work Place Policy are valid grounds for suspension or removal. Discipline for these
actions may commence at the Fourth Step of the procedure.

SECTION 18.4 CIVIL LIABILITY Any allegations of work-related, felonious behavior
or actions that could create a civil liability on the County will be referred to the appropriate
investigative body before any disciplinary procedure is initiated. Notwithstanding the provisions
of this Section, the Employer may initiate and impose discipline after allegations are referred to
the appropriate investigative body.

SECTION 18.5 ADMINISTRATIVE LEAVE PENDING DISCIPLINARY HEARING

In some cases, it wiil be in the best interest of the Union member and Management for the
employee to be away from the work site until the disciplinary hearing can be held. Employees in
this situation will be placed on administrative leave with pay for that period of lime.

ARTICLE 19 LABOR-MANAGEMENT

SECTION 19.1 COMMITTEE COMPOSITION Labor-Management Committee shall
be established which shall meet on a regular basis to discuss matters of mutual interest of
Management and the employees covered by this Agreement. The Labor-Management
Committee shall consist of no more than six (6} members, half of which shall be appointed by
the Union and half appointed by Management. Each party may invite additional personnel, if
their input is germane to the agenda. It is understood by the parties that grievances are not a
proper subject for discussion in Labor/Management Meetings.

SECTION 19.2 MEETINGS Meetings will be held no more than once every thirty (30)
days except upon mutual agreement of hoth parties. A written agenda shall accompany the
request for the meeting and the meeting shall be scheduled within five (5) work days after
receipt of the request.

ARTICLE 20 HEALTH AND LIFE BENEFITS

SECTION 20.1 ELIGIBILITY FOR HEALTH CARE BENEFITS Full time employees
who work 32 hours per week or more are entitled 1o coverage under the health insurance
benefils plan, dental plan and life insurance plan which is provided by the County.

SECTION 20.2 GENERAL DESCRIPTION OF HEALTH CARE BENEFITS

The health insurance benefits plan will include coverage for hospitalization, diagnosfic services,
prescriptions, office visits and mental health services under the terms of a plan applicable 1o
employees of the Board of County Commissioners. All benefit, payments, annual or service
deductibles, co-payments and other cosis to employees shall be the same as those applicable
to employees of the Board of County Commissioners. An IRS Section 125 plan shall be made
available to employees at such time that any employee paid premium cost is implemented so
that empioyee-paid premiums are made on a pre-tax basis. If any changes to the plan or costs
to employees shall change during the term of this agreement, such changes shall be reviewed
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by the insurance commiitee. The union shall be entitled to representation on the insurance
commitiee. Changes io the plan or costs to employees may be made by the County
Commission after insurance committee review.

SECTION 20.3 CHANGES TO COVERAGE/RATES if premium rates increase
over the course of this Agreement, the parties agree to meet and discuss regarding the
increase in premium cost for the purpose of discussing alternatives to maintain cost controi,
including, but not limited to, alternate insurance coverage and/or alternate means of providing
coverage. The Union recognizes the right of the Employer 1o secure alternate insurance carriers
and io modify insurance coverage, which measures may be used to maintain or lessen premium
costs.

It is further agreed and understood that during the term of this Agreement, that individual
carrier/providers may, through no fault of the County, Union, or employees cease coverage.
Should such occur, any employee adversely affected shall be given the opportunity to enroll
with an alternative carrier or alternative coverage.

Additionally, it is agreed and understood that during the term of this Agreement that specific
carriers/providers under the plan may unilaterally institute payments or conditions which
modifications will be required for subscription to that carrier/provider. All such changes will be
reviewed by the insurance committee.

SECTION 20.4 DENTAL PLAN Full family and single coverage will be provided at
employee’s cost under the County dental program.

SECTION 20.5 LIFE INSURANCE A $10,000 term life insurance program will be
provided to all eligible employees along with an additional $10,000 accidental death and
dismemberment policy.

SECTION 20.6 EAP An Employee Assistance Program for eligible employees and
dependents is available.

SECTION 20.7 DEFERRED COMP The Employer will provide a Deferred
Compensation Program for all eligible employees.

SECTION 20.8 BLOOD BANK The Employer will provide membership in the
Community Blood Bank. Donations may be made during working hours, at times established by
the Employer.

SECTION 20.9 COVERAGE FOR LAID-OFF EMPLOYEES The Empioyer will
provide insurance coverage for laid-off employees for at least thirty (30) days following the
effective date of layoff, but in no event longer than the first full month following the month in
which the employee is laid off.

SECTION 20.10 APPEALS  Appeals regarding the payments of insurance claims must
be processed through the appeals procedure in the County benefits program and may not be
submilted through the grievance procedure.

ARTICLE 21 SAFETY
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SECTION 21.1 EMPLOYER RESPONSIBILITIES It is the responsibility of the
Employer to provide safe working conditions, tools, equipment, and working methods for their
employees. The supervisor must correct unsafe conditions promptly. Management must see
that all safety rules and good working methods are used by its employees. The Union shall
appoint 2a member of the bargaining unit to serve on the County Risk Management Committee.

SECTION 21.2 EMPLOYEE DUTIES/RESPONSIBILITIES It is the duty of all
employees to wear assigned safety gear and to use appropriale safety equipment and to follow
all safety rules and safe working methods. Employees are responsibie for the proper use and
care of the equipment, tcols and vehicles provided along with the responsibility of reporting any
unsafe working conditions to the appropriate supervisor.

SECTION 21.3 FIRST AID  Management will provide and maintain at least one fully
stocked first aid kit on each fioor at each location in a well marked area.

SECTION 214 SAFETY COMMITTEE There shall be established a Safety
Committee in the Department. The Commiltee shall hear safety complaints, make
recommendations for the prevention of accidents and shall review all accident reports. The
Safety Committee shall consist of four (4) members, two {2) each representing Management
and Union. When the safety commitiee makes written recommendations, the Director will
respond, in writing, within ten (10) work days of receipt of the recommendations.

SECTION 21.5 SITE CHECKS BY EMPLOYEES, CALL-OUTS BY SUPERVISORS

In the interest of safety, bargaining unit members will only perform visual checks when working
alone. Any mechanical operation or repair will require call-out by supervisor or pager employee
on duty.

ARTICLE 22 MISCELLANEQUS
SECTION 22.1 RULES AND REGULATIONS All rules and policies established by

the Employer shall be in writing, and a copy given to each employee. All changes to rules shall
be posted and be uniformly and consistently applied.

SECTION 22.2 BULLETIN BOARDS The Union shall be provided bulletin boards
for posting notices of union business.

SECTION 22.3 JOB DESCRIPTIONS The Employer shall provide the Union with a
copy of all bargaining unit job descriptions and will provide updates if changes occur in such job
descriptions.

SECTION 22.4 MILEAGE Mileage will be reimbursed when an employee is required
to use their personal vehicle. The mileage reimbursement shall be at the current rate as sel by
the Clark County Commissioners

SECTION 22,5 UNIFORMS The Employer will distribute uniforms twice per year for
field employees. Winter uniform replacements for field employees must be turned in by
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employees by April 10", Summer uniform replacements for field employees must be turned in
by employees by October 10™. Winter coveralls shall be Carhart or Walls brand.

Employees are required to wear uniforms during all working hours. Damaged or torn or lost
uniforms may be replaced based on presentation of the damaged article or the filling out of a
statement as to the lost or damaged article. This presentation can take place at any time during
the year. If any deliberate damaging or losing of uniforms can be proved, appropriate discipline
and reimbursement for the uniform articles will be levied.

Empioyees in the classifications of Utility Service Worker |, I, and lil, Laboratory Technician |
and H, Utility Maintenance Mechanic/Operator, and Utility Technician shall be provided uniforms
according to the following schedule;

Jacket (winter hip length) 1 Galoshes 1 pair
Shirts (Total long & short sleeve) 5 Rain suit 1

Jacket (winter) Knit Cap 1
Coveralls: Boots 1 pair
(light weight} 1 Steel-toe-shoes

{heavy weight) 1 (1 pair per year) $150.00
T-Shirt 5 {short/long sleeve, mix & match)

NOTE: Cotton and leather gloves will be furnished as needed.

Employees in the classifications of Billing Clerk and Billing/Accounts Receivable Clerk shall be
provided uniforms according to the following schedule:

shirt/blouse -5
sweaters -2

SECTION 22.6 PRINTING OF AGREEMENT Management and the Union will split
the cost of the printing of this Agreement on a 5G/50 basis.

SECTION 22.7 TIME SHEETS Alf employees will post their time sheets when
leaving and coming to work. Af no time will any employee sign in or out for any other employee.
Ali time sheets will be filled in with the correct starting and ending times. All employees must
sign and verify their biweekly time sheets.
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ARTICLE 23 CONTRACTING OUT

SECTION 23.1 During the term of this Agreement, the Employer shall not contract out or
subcontract any work currently performed by employees covered in this Agreement that would
result in the layoff of employees or that will affect employees in this bargaining unit, except that
the Employer may contract out any jawn or vegetation maintenance work, and the hauling of
gravel from the pit {o the stockpile.

SECTION 23.2 Management reserves the right to secure the services of any other
County Department o supplement or perform work which cannot be performed by employees
covered by this Agreement,

ARTICLE 24 SAVINGS CLAUSE
SECTION 24.1 SEVERANCE/CONFORMITY TO LAW This Agreement supersedes

all rules and regulations of the Ohio Depariment of Administrative Services, the State Personnel
Board of Review and all Civil Service Staiuies, rules and regulations pertaining to wages, hours
and term and conditions of employment. This Agreement also supersedes all County
resolutions, rules and reguiations which conflict with provisions of this Agreement.

If any provision of this Agreement is held to be unlawful by a court of law, the remaining
provision of this Agreement shall remain in full force and effect. In the event that any provision
of this Agreement is held to be unlawful by a court of law, both parties {o the Agreement shall
meet within ten (10) days for the purpose of re-opening negotiations on the unlawful provision
involved. If particular sections of this Agreement reference Chio Revised Code, that Code
section and its successor will be in effect, subject to renegotiation of this Agreement.

SECTION 24.2 SUCCESSORS During the term of this Agreement, this Agreement
shall be binding upon the successors and assigns of the parties hersto, and no provisions,
ferms, or obligations herein contained shall be affected, modified, altered, or changed to the
detriment of the other party in any respect whatsoever by the consolidations, merger, sale,
transfer, lease, or the assignment of either party hereto, or affected, modified, altered, or
changed in any respect whatsoever by any change of any kind of the ownership or management
of either party hereto or of any separable, independent segment of either party hereto except to
the extent that the law provides to the contrary.

ARTICLE 25 LAYOFFS AND ABOLISHMENTS

SECTION 25.1 REASONS FOR LAYOFF Employees may be laid off as a result of a
fack of work, lack of funds or job abolishment, but only after ail temporary, part-time, seasonal
and intermittert employees performing work in the affected classification(s) have been laid off or
ferminated. For purposes of this Section, "job abolishment” shall mean the permanent
elimination of a position from the Department. The Employer shall notify the Union and each

27




affected employee(s) to be laid off at least fourteen (14) days before the date of layoff and will
discuss with the Union's representatives the effects on the remaining employees. Any layoff of
an empioyee shall be instituted in accordance with the least Clark County Utilities Department
senicrity employees in the affected classification being laid off first.

SECTION 25.2 RECALL OF EMPLOYEES An employee laid off shall be placed on a
recall list for a period of three (3) years, if there is a recall, employees who are still on the recall
list shall be recalled in reverse order of their layoff. Any recalled employee required by
management to have additional training to meet the position qualification in existence at the
time of recall, must satisfactority complete any additional training requirements within twelve
(12) months of the recall. Any training required in this section shall be at the Employer's
expense. If any employee is recalled to a position in a lower rated job classification, he shall
have the right to return to the job classification he held prior {o being laid off in the event it
subseguently becomes available.

SECTION 25.3 NOTICE OF RECALL Notice of recall shall be sent to the
employee by certified mail. The Employer shall be deemed to have fulfilled its obligation by
mailing the recall notice by certified mail, return receipt requested, to the last mailing address
provided in writing by the employee to the Employer.

SECTION 25.4 RETURN FROM LAYOFF The recalled employee shall have fourteen
(14) calendar days foliowing the date of receipt of the recall notice fo notify the Employer of his
intention to return to work and shall have fourteen {14) calendar days following the receipt or
attempted delivery of the recall notice in which 1o report for duty, unless a later date is specified
in the notice of recall.
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ARTICLE 26 DURATION AND EXECUTION

This Agreement shall become effective upen execution and shall terminate on April 30, 2015,
unless extended by mutual written agreement of the parties involved or extended by direction of
the State Employment Relations Board, or so ordered by the Common Pleas Court having
jurisdiction.

FOR CLARK COUNTY BOARD OF FOR AFSCME LOCAL 1780

COMMISSIONERS: BARGA:Nyg £
A/ -

NATHAN KENNEDY, CPA, KENNETHWOSTER, President

County Administrator

e rotuer o

ALICE GODSEY, P.E. o) MARK ROBERTE, Member
Director, Clark County Utilities Department

ISAAC, BRANT, LEDMAN & TEETOR, LLP Lol B

/,Lab“o’ﬂ"fmz el WILKAAM BOGGS, Member
RA WAYTON, Esq. SEOTT THOMASSON, Staff Representative
Ohio Council 8

Wb e 12 okfe
MICHELLE R. NOBLE
Human Resources Director

APPROVED AS TO FORM:
-p' . Y P

D, ANDREW WILSON
Prosecutor, Clark County, Ohio

Resolution # <201 = 04w
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APPENDIX I.

Table 1.1, Wage Rates for 2012-2014

Hourly Rates: These rates shall be paid for those hours actually worked or in a paid leave (Vacation, etc.) on a

bi-weekly 75 hour basis.

2% 2% 2% 2% 1.5% 1.5%
CLASSIFICATION Probationary Wage Probationary Wage Probationary Wage
5/1/2012 5/1/2012 5M1/2013 5/1/2013 5/1/2014 512014

Utility Technicion $12.55 $13.24 $12.80 $13.51 $12.99 $13.71
UT-1 n/a $13.73 n/a $14.01 n/a $14.22
Ut-1-1 nfa $14.37 n/a $14.66 n/a $14.88
UF-2 n/a $14.26 n/a $14.55 n/a $14.77
UFR-2-1 n/a $14.88 n/a $15.19 n/c $15.41
UF-2-2 n/a $15.52 n/a $15.83 nfa §16.07
UT-3 n/a $14.77 n/a $15.07 N/ $15.30
UT-3-1 n/a $15.41 n/a $15.72 n/a $15.95
Ut-3-2 n/c $16.03 nfa $16.35 n/q $16.80
USW | nja $15.57 n/g $15.89 n/a $16.12
USW [A nfa $16.20 nfa $16.52 n/a $16.77
USW IB nfa $16.83 n/a $17.17 nfa $17.43
USW I nfa $17.34 R/ $17.69 n/a $17.96
USW LA n/a $18.02 n/a $18.38 n/a $18.66
USW JIB n/a $18.71 n/a $19.08 n/a $19.37
USW I $20.61 $21.88 $21.03 $22.32 $21.34 $22 65
USW HIA $21.50 $22.76 $21.93 $23.22 $22.28 $23.57
USW B $22.38 $23.65 $22.83 $24.12 $23.47 $24.48
Mt Mech/OCperator | $16.51 $16.78 $16.84 $17.12 $17.10 $17.37
Mt Mech/Operator It $16.81 $17.97 $17.15 $18.33 $17.40 $18.60
Laporatory Technician | $15.68 516.01 $15.99 $17.25 $16.23 §17.51
Laboratory Technician

HA nfa $19.48 n/a $19.87 n/a $20.17
Laberatory Technician

IiB n/a $20.36 n/a $20.77 n/a $21.08
Laboeratory Technician

C n/a $21.26 n/ga $21.67 nfa $22.00
Billing Clark $11.24 $12.09 $11.47 $12.33 $11.64 $12.52
AR/BC | $13.14 $14.19 $13.40 $14.47 $13.60 $14.69
AR/BC |, 2 vis senvice n/a $15.24 n/a $15.55 n/a $15.78
Accts Rec/Bllling Clerk | n/a $17.34 n/a $17.69 n/a- $17.96
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Table |-2. Steps for Laboratory Technician 1l Classification

CLASSIFICATION CRITERIA

Laboratory Technician 1A one Class | operator license

Laboratory Technician 1B a Water | or a Wastewater |1 operator license
Laboratory Technician IIC a Water | and a Wastewater 1l operator license
Laboratory Technician 11D a Water Il and a Wastewater ill operator license

Table I-3. Steps in the Utility Tech Classification Serles, hired after May 1, 2006.

CLASSIFICATION CRITERIA

Utility Technician, probation at hire

Liility Technician completed probation

UT-1 completed one yr service

UT-1-1 completed one yr service, and one license

uTt-2 completed two yrs service

UT-2-1 completed two yrs service, and one license
UT-2-2 campleted two yrs service, and two licenses

UT-3 completed three yrs service

UT-3-1 completed three yrs service, and one license
uT-3-2 completed three yrs service, and two licenses
Utility Service Worker | completed four yrs service

USW 1A completed four yrs service, and one license

Usw IB completed four yrs service, and two licenses

Usw i completed six yrs service, and one license

USW 1A completed six yrs service, and one Class I} license
LUSW iIB completed six yrs service, and two Class Il licenses

Tabie I1-4.  Steps for Billing Clerk and Account Rec/Billing Clerk 1, hired
after May 1, 2009

Wage Rates are listed in Table 1.1,

Billing Clerk, Probation

Billing Clerk- Post Probation

Acct Rec/Billing Clerk |, Probation

Acct Rec/Billing Clerk |, Post Probation

Acct Rec/Billing Clerk |- after two years service from date of hire
Acct Rec/Billing Clerk Il — after two years service as Acct
Rec/Billing Clerk |
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APPENDIX Il LICENSES AND CDL'S

I. LICENSES
1. Onhic EPA issues licenses for passing examinations and meeting operating experience

requirements to individuals in the following categories:

a) Water Treatment Operator Class |, lI, i1l
b} Water Distribution Operator Class |, ll
¢} Wastewater Treatment Operator Class |, I, lll
d) Wastewater Collections Operator Class |, |l

2. To obtain the next appropriate classification, the employee must pass the license exam
and must submit a copy of the license ceriificate and confirmation letter.

3. The County will reimburse the employee for the application and examination fees only
twice per license. The employee must achieve at least a test score of 60 to be eligible for
reimbursement.

4. No classification advancement shall be available for a Water Operator Class il or Class
Il license obtained after May 1, 20086.

5. Any USW il or USW IIIA who was reclassified as a Laboratory Technician 1 prior to
February 1, 2010, shalt be paid as a USW Il or USW {liA, respectively, for as long as he is
employed as a Laboratory Technician I. Any USW [}l who was reclassified as a Laboratory
Technician | prior to February 1, 2010, and has met ihe licensing requirements for the
classification of USW 1l1A shall be eligible to be paid as a USW IliA for as long as he is
employed as a Laboratory Technician |, and if the same employee subseguently obtains the
license requirement for the classification of USW B, he shall be eligible to be paid as a USW
I1IB for as long as he is employed as at Laboratory Technician |. Any USW llIA who was
reclassified as a Laboratory Technician | prior to February 1, 2010, and has met the ficensing
requirements for the classification of USW IlIB shall be eligible to be paid as a USW {lIB for as
long as he is employed as a Laboratory Technician .

6. If any vacancy occurs in the Laboratory Technician classification series during the term
of the Agreement, the vacancy shall be filled as described in Section 15.2.

7. The employee is responsibie for renewing any license that is a minimum requirement for
a classification. Once an empioyee attains the Utility Service Worker Il classification, he/she
only needs to maintain a single Class |l license. License attainment and license maintenance for
Utility Service Worker llIA and Utility Service Worker IlIB classifications are governed by Section
7.5 (D) in Article 7.

8. Employees hired after May 1, 20086 shall not participate in the provisions of Section 7.5 A
and shall only be entitled to classification advancement pay for two licenses during the first six
(6) vears of service, and after that, shall only be entitied to classification advancement pay for
four (4) licenses. However, the provisions of 7.5 C (iv) and 7.5 D (ii) and D (vi) prevail over this
Appendix Il clause, when they occur.
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9. The County will only pay for one (1) training course for each licensing level.

SECTION 2. - COMMERCIAL DRIVER LICENSE (COL} Employees who are required to
operate commercial motor vehicles as defined by ORC, Title 45 in the course of their
employment, will be required to obtain and retain a CDL upon the expiration of a chauffeur
license or by April 1st, 1992 {(whichever occurs first).

(A) The Employer will provide training to those employees so required that elect to participate to
acquire knowledge necessary to pass the Commercial Drivers License examination. The
Employer will make every reasonable effort to schedule the training during normal working
hours. if the fraining does occur during normal working hours, empioyees shall be permitted
time off to participate in the training. The training shalt be at the Employer's expense. All license
fees will be paid for by the Employer.

{B) The Employer may sponsor or conduct special programs for emiployees as it deems
appropriate. The Employer will maintain a library of written materials for the employee's use.

(C) When a road skills test is required, the appropriate County-owned vehicle will be made
available for the test, if a written request is made at least four (4) days in advance. Practice time
will be made available subject to the Employer's need for vehicles.

(D) Employees hired after May 1, 2006 are required to obtain a CDL, Class A with fanker
endorsement, prior to advancing to the Utility Service Worker | classification.

APPENDIX il PAGER DUTY

SECTION 1. DETERMINING RESPONSE TO CALLS

In determining whether to respond in person to the call, alarm or alert, the employee on pager
duty shall consider the need to maintain high qualily customer service and high quality customer
relations, the need to protect public heaith, safety and the environment, the need to operate and
maintain County Utilities property, facilities and equipment; and the need to use County Utilities
funds wisely and efficiently.
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ARTICLE 26 DURATION AND EXECUTION

This Agreement shall become effective upen execution and shall terminate on April 30, 2015,
unless extended by mutual written agreement of the parties involved or extended by direction of
the State Employment Relations Board, or so ordered by the Common Pleas Court having
jurisdiction.

FOR CLARK COUNTY BOARD OF FOR AFSCME LOCAL 1780

COMMISSIONERS: BARGA:Nyg £
/s -

NATHAN KENNEDY, CPA, KENNETHOSTER, President

County Administrator

\love hotuer o B

ALICE GODSEY, P.E. ) MARK ROBERTS, Member
Director, Clark County Utilities Department

ISAAC, BRANT, LEDMAN & TEETOR, LLP Lol B

/,Lab“o’ﬂ"fmz el WILKMAM BOGGS, Member
RA WAYTON, Esq. SEOTT THOMASSON, Staff Representative
Ohio Council 8

Wbty i b Jokfe
MICHELLE R. NOBLE
Human Resources Director

APPROVED AS TO FORM:
-p' . Y Pt

D, ANDREW WILSON
Prosecutor, Clark County, Ohio

Resolution # 2014 = 04w
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12/11/2013  11:42 Clark County Haste Management (FAX837 227 6843 P.002/002

MEMORANDUM OF UNDERSTANDING
EARLY HOLIDAY CLOSURE ~-DECEMBER 31, 2013

The Bosrd of Clark County Commlssioners (Board) snd American Faderation of Stete, County end
Munlcipal Employees (AFSCME) Ohlo Council 8, Local 1780, enter into this sgresment dated December
2013,

Whereas, In additlen to the llst of holldays observed In Sectlon 9.1 of the Callactiva Bargsining
Agrasmant, tha partles wish to dalineate the terms of an aarly hollday closure at 1:00 prh en Tuesday,
Decamhber 31, 2023 and to authorize four (4) hours of personal leave time, Bargaining unit members
whose shift ands at 4:30 pm shall be granted pald persona) leave at 12:30 pm, and bargaining unit *
members whose shife ands at 5:00 pm shall be granted peld parsonal leave st 1:00 pm. Lunch pariads
shall be taken priar to the pald parsonal laeve. All other sections of Article 9 remaln In effect. No

precedent I3 set.

A facsimila or scanned signature shall be traated in all respects as having the same effsct us an original

signature.

Agrae:

AFSCME Ohlo Coundll B, Local 1780 Board of Clark County Commlaslanars

Scott Thamasson, Staff Rep, Nathan D. Kennedy, County Administrator
Resalution 2013-0759

Witnesses:

Michael O’Naal, President Alice Godsey, PE, Dlractor
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