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ARTICLE 1 - Preamble and Recognition 

Section 1.1 Purpose This Agreement is made by and between Lawrence County 
Auditor (hereinafter referred to as the "Employer"), and General Truck Drivers and 
Helpers Union Local No. 92 affiliated with the International Brotherhood of Teamsters 
(hereinafter referred to as the "Union"), as the sole and exclusive bargaining 
representative of the employees in the bargaining unit. 

Section 1.2 Baraaining Unit As certified in SERB case No. 09-REP-05-0057, the 
bargaining unit is as follows: 

Inclusions 

Exclusions 

All regular, full-time Deputy Auditors 

All professional, confidential and supervisory 
employees. 

ARTICLE 2 - No Strike 

Section 2.1 General Responsibilities of Parties Inasmuch as this Agreement 
provides procedures for the orderly resolution of grievances, the Employer and the Union 
recognize their mutual responsibility to provide for uninterrupted services to the citizens of 
Lawrence County. 

Section 2.2 No Strike The Union agrees that neither it, its officers, agents or 
representatives will authorize, instigate, cause, aid, condone or participate in any strike, 
work stoppage, or any other interruption of operations or services of the Employer during 
the term of this Agreement. The Union shall undertake every reasonable means to induce 
such employees to return to their jobs during any such period of unauthorized work 
stoppage. 

Section 2.3 No Lockout During the term of this Agreement, the Employer shall not 
cause, permit, or engage in any lockout of its employees unless those employees shall 
have violated Section 2.2 of this Article. 

ARTICLE 3 - Training and Tuition Reimbursement 

Section 3.1 Training In recognition of the value of continuing education and 
professional development of employees, the Employer shall provide the necessary 
training and coursework which the Employer requires at the Employer's expense. 

The expense for employees who are required to attend training schools, seminars, or 
other instructional or educational programs, including examination to increase their 
knowledge and further their competency shall be paid by the Employer. 
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ARTICLE 4 - Dues Deduction 

Section 4.1 Dues De<luction The Employer agrees to deduct from the wages of any 
employee, who is a member of the Union, membership dues, including fees and 
assessments. The Union will thereafter bill the Employer, in writing, at the beginning of 
the Contract and monthly of the total charges and its current membership. The Union will 
update membership and dues information as needed. The Union shall submit a written 
authorization for dues deductions, signed and dated by the employee. All dues collected 
shall be submitted to the Union to the person designated in writing by the Union. 

The Employer shall be relieved from making individual dues deduction payments to the 
Union when a member (1) resigns or is separated from employment; (2) is laid off from 
employment; (3) provides written revocation of dues deduction authorization submitted by 
the employee to the Employer; (4) is on an unpaid leave of absence when the dues 
deduction would otherwise be due; (5) at any time when dues are otherwise due, fails to 
receive sufficient wages to make all legally required deductions in addition to the 
deduction of Union dues, provided that all member's dues shall thereafter be deducted in 
the first available pay period in which the member has sufficient wages to make the dues 
deduction in addition to all legally required deductions. 

Section 4.2 Error in Deduction It is agreed that neither the bargaining unit member 
nor the Union shall have a claim against the Employer for errors in the processing of 
deductions unless a claim of error is made to the Employer in writing within thirty (30) 
days after the date such an error is claimed to have occurred. If an error is found to have 
occurred, it will be corrected at the next pay period that dues would normally be 
deducted. 

Section 4.3 Fair Share Fee Any employee who is not a member of Local 92 shall 
pay Local 92, through payroll deduction, a contract service fee or fair share for the 
duration of this Agreement. This provision shall not require any employee to become or 
remain a member of Local 92, nor shall the fee exceed the dues paid by members of Local 
92 in the same bargaining unit. Local 92 is responsible for notifying the Employer of the 
proportionate amount, if any, of its total dues and fees that was spent on activities that 
cannot be charged to the service fees of non-members during the preceding year. The 
amount of service fees required to be paid by each non-member employee in the unit 
(during the succeeding year) shall be the amount of the regular dues paid by employees 
in the unit who are members of Local 92 less each non-member's proportionate share of 
the amount of Local 92's dues and service fees spent on activities not chargeable to such 
service fees during the prior year. The Union will supply the actual amount of the fair 
share fee deduction to the Employer. If an employee challenges the propriety of Local 
92's use of such fee, deductions shall continue, but Local 92 shall place the funds in an 
interest bearing escrow account until a resolution of the challenge is reached pursuant to 
the provisions of ORC 4117.09 (C) and other appropriate provisions of federal and state 
law and rules of the State Employment Relations Board. The Union agrees to provide, 
annually to the Employer, a copy of the fair share fee rebate procedure. 
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Section 4.4 Indemnification It is specifically agreed that the Employer assumes no 
obligation, financial or otherwise, arising out of provisions of this Article. The Union 
hereby agrees that it will indemnify and hold the Employer harmless from any claims, 
actions, or proceedings by any employee arising from deductions made pursuant to this 
Agreement. Once the funds are remitted to the Union, their disposition thereafter shall be 
the sole and exclusive obligation and responsibility of the Union. The parties agree and 
understand that if an employee(s) files an action(s) against the Employer and/or Union 
regarding the deductions made under this Article, the deductions for those employees 
shall cease immediately until disposition is determined. 

ARTICLE 5 - Union Representation/Bulletin Boards 

Section 5.1 Employee Stewards The Union will supply the Employer with a 
written list of names of shop stewards upon execution of this Agreement. The 
Employer agrees to recognize one (1) employee as Union stewards for the bargaining 
unit for the purpose of processing grievances and representing employees pursuant to 
the provisions of this Agreement. The Union shall notify the Employer in writing of any 
changes in stewards, which may occur from time to time. The steward shall have no 
authority to take any action interrupting the Employer's business. 

One {1) Union steward shall be excused with pay when pre-disciplinary conferences 
(hearings), grievance meetings or arbitrations are scheduled during their normal work 
hours. One steward shall also be excused without pay for investigative activities. The 
representative or employee must notify his/her supervisor at least twenty-four (24) 
hours in advance of the absence, unless the absence is of an emergent nature and 
requires a steward's immediate response. 

Section 5.2 The Union and the Employer jointly recognize that the first priority and 
mission of Lawrence County Auditors is providing quality Auditor Services. The 
investigation and writing of grievances and/or other Union activities which Union 
stewards or other employees undertake during work time will not interfere with the 
primary mission of Lawrence County Auditors. 

Section 5.3 The Union business agent or designees of the Local Union shall be 
admitted to the Employer's facility for the purpose of processing grievances, attending 
meetings, or for monitoring the administration of this Agreement, upon prior Notice to 
the Auditors. 

Section 5.4 Bulletin Boards The Employer agrees to provide space for a bulletin 
board in the Auditor Center for the Union's use for official Union business. The location 
of the space shall be reasonably accessible to all members. Materials containing 
personal attacks upon any other member or any other employee, derogatory attacks 
upon the administration, attacks and/or favorable comments regarding candidates for 
public office, or for office in any employee organization, shall be prohibited from being 
posted on the bulletin board at any time. No material shall be posted which is profane, 
obscene or of an indecent nature. 
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ARTICLE 6 - Work Rules and Directives 

The Employer agrees that any work rules, which it may promulgate, affecting the 
employees, shall be reasonable and shall be reduced to writing and a copy provided to 
each employee in advance of the enforcement of the rule. Any complaint by an 
employee that an Employer work rule or written directive is in violation of this 
Agreement, or has not been applied or interpreted uniformly to all employees, shall be 
a proper subject of grievance. 

ARTICLE 7 - Labor Management Meeting 

Section 7.1 Meetings In the interest of sound labor/management relations, 
representatives of the Employer shall meet with representatives of the Local to discuss 
pending issues and/or problems and to promote a more harmonious labor/management 
relationship. These meetings shall be held by mutual agreement, at the request of either 
party. 

The parties will exchange an agenda at least five (5) working days in advance of the 
scheduled meeting with a list of matters to be discussed in the meeting and the names of 
those representatives from each party who will be attending. All matters on the agenda 
requested by the parties to be discussed will be discussed. The purpose of such meeting 
shall be to: 

A. Discuss the administration of this Agreement; 

B. Discuss grievances, when such discussions are mutually agreed to by the parties; 

C. Disseminate general information of interest to the parties; 

D. Consider and discuss health and safety matters relating to employees; and 

E. Discuss any other items affecting the Labor/Management relationship. 

ARTICLE 8 - Grievance Procedure 

Section 8.1 A grievance is an allegation by a bargaining unit member or the Union 
that the terms of this Agreement have been violated or a dispute concerning the 
interpretation or application of a specific provision of this Agreement. Bargaining unit 
members shall be afforded the right to representation at all levels of the procedure. 
When any such grievance arises, the following shall apply: 
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Section 8.2 Steps of the Grievance Procedure 

A. Step One (First Step) Immediate Supervisor - The party(ies) filing the 
grievance shall have ten (10) working days from the occurrence of the event or 
when the party(ies) knew or reasonably should have known of the occurrence of the 
event that gave rise to the grievance (but in no case longer than twenty (20) 
working days}, to file the grievance. Within five (5) working days after receipt of 
the grievance, a meeting shall be held between the grievant and the supervisor with 
the Union steward present, if requested by grievant. The supervisor shall provide a 
written response to the grievant and the Union steward within five (5) working days 
of the conclusion of the meeting. If no person is serving as the immediate 
supervisor, said grievance shall be made directly to the Auditors. 

B. Step Two (Second Step) Auditors - If the grievance is not resolved in Step One, 
the Employer's representative, the Union business agent, the steward and the 
grievant shall meet within ten (10) working days and attempt a resolution. If the 
grievance is not resolved, the Employer will provide a written answer to the Union 
within five (5) working days after the meeting. 

C. Step Three (Arbitration) 

1. If grievance is not resolved at Step Two, the Union may, within ten (10) working 
days after receipt of the answer, submit the grievance to arbitration. Upon 
notification to the Auditor of its intent to arbitrate the grievance, the Union and 
Employer shall submit a joint request to the American Arbitration Association for a 
list of seven (7) arbitrators to be sent to both the Union and the Employer. Any cost 
for the list shall be split equally between the parties. The parties shall meet within 
five (5) working days of receipt of the list to select an arbitrator. The parties shall 
use the alternate strike method of selection, with the first strike being made by the 
Union as the party who requested Arbitration. The parties shall have the right to 
reject up to two (2) lists (one each) of arbitrators before selecting an arbitrator, if 
this rejection of the AAA list is made prior to the meeting to strike names. Any 
rejection of a list must be accompanied by a request for a new list. The party 
canceling the arbitration shall be responsible for any and all fees due the arbitrator. 

2. The Arbitrator shall have jurisdiction only over disputes arising out of grievances as 
to the interpretation and/or application of the provisions of this Agreement 
(including disciplinary action to the extent permitted herein). The Arbitrator shall 
have no power or authority to make any decision: 

a. Adding to, subtracting from, modifying, changing or amending in any way the 
terms and provisions of this Agreement, or any written agreements between 
the parties; 

b. Concerning the establishment of wage rates not negotiated as part of this 
Agreement; 

c. Changing or setting new standards of performance or the standard for 
licenses or certificates; 
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3. The costs of the Arbitrator, including the travel expenses, hearing room, and any 
associated expenses shall be paid in equal shares. 

a. Each party shall be responsible for the costs incurred by it in preparing and 
presenting its case to the Arbitrator, including but not limited to the 
compensation and expenses of its representatives and the fees and other 
expenses of its witnesses. 

b. Either party may have a transcribed record made of the arbitration hearing at 
its own expense provided it makes a copy available without charge to the 
Arbitrator and a copy to the other party at a cost of 1/3 of the expense 
incurred for making the transcribed record. If both parties desire a recording 
and/or transcript, then they shall equally pay the cost of such recording or 
transcript. 

4. Bargaining unit members involved in the arbitration procedure shall be released 
from their duties, with pay, for a reasonable amount of time when attending the 
arbitration hearing when they are appearing as witnesses or grievant. 

5. The Arbitrator shall make his/her decision in conformity with this Agreement and 
shall not modify or change this Agreement and shall render a decision in writing 
within thirty (30) working days from the close of the hearing. The decision shall 
be final and binding on the Union and its members and the Employer and its 
Bargaining Unit members to the extent allowed by statute. 

6. If the Arbitrator's decision awards the payment of back wages covering the 
period of the Bargaining Unit member's separation from the Employer's payroll, 
the amount so awarded shall be less any unemployment compensation and shall 
not include the assumption the Bargaining Unit member would have worked 
unscheduled overtime during the period of separation from the Employer's 
payroll. 

7. The question of arbitrability of the grievance may be raised by either party 
before the arbitration hearing of the grievance, on the grounds that the matter is 
non-arbitrable or beyond the arbitrator's jurisdiction. The first question to be 
placed before the arbitrator will be whether or not the alleged grievance is 
arbitrable. 

Section 8.3 General 

A. An "aggrieved person" is the Union or the person or persons making the claim. A 
grievance may be brought by the Union on behalf of multiple members similarly 
affected, in which event the grievance may be processed as a group grievance and 
separate grievances by each of the affected Bargaining Unit members need not be 
filed. 
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B. Grievances shall be processed promptly; however, the time limitations provided for 
in this Article may be extended by mutual agreement between the Employer and the 
Union. 

C. A grievance may be withdrawn at any point by submitting a written statement to 
that affect or by permitting the time requirements at any step to lapse without 
further appeal. Any grievance not answered by the Employer within the time 
limitations set forth in the particular step shall be considered to be responded to in 
the negative and shall be automatically advanced to the next step of the grievance 
procedure except to Step 3, Arbitration, which requires a specific request by the 
Union to advance the grievance to arbitration. The parties may choose to settle any 
grievance without setting a precedent and all such settlements below Step Three are 
non-prejudicial. 

D. The written grievance shall be submitted on a grievance form which shall contain 
the following information: 

1. Aggrieved person's name; 

2. Name of the aggrieved person's immediate supervisor; 

3. Date and time of the incident given rise to the grievance; 

4. Date and time the grievance was first discussed with the supervisor; 

5. The Articles and sections of the Agreement violated; 

6. A brief statement of the facts involved in the grievance; 

7. The remedy requested to resolve the grievance; and 

8. Name of the Union representative. 

Failure to fully complete the grievance form will not void the grievance. However, the 
Employer reserves the right not to process the grievance beyond Step 1 until all of the 
information outlined in Section 8.3 (D) (1-8) is received in writing, from the Union. (A 
Step 2 Grievance Meeting will not be scheduled until receipt of same) 

E. Working days for the purpose of this Article are defined as Monday through Friday, 
exclusive of holidays and weekends (Saturday and Sunday). 

F. No labor organization or representative of the Bargaining Unit member other than 
those designated by the Union may represent the Bargaining Unit member or be 
present during any step of the grievance procedure. 
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G. This grievance procedure shall be the exclusive method of resolving grievances. 
The grievance procedure is intended to replace any and all remedies and appeals 
which were available to employees prior to this Agreement. 

ARTICLE 9 - Discioline Procedures and Personnel Records 

Section 9.1 Good Behavior No employee shall be disciplined except for just cause 
pursuant to any of the methods listed in this Article. 

Section 9.2 Methods of Progressive Discipline Except where more severe 
discipline is warranted, discipline will be applied in a progressive manner. Progressive 
discipline shall take into account the nature of the violation, the employee's record of 
discipline, the employee's record of performance and conduct, and the nature of the 
infraction. Discipline may include the following: 

A. 
B. 
c. 

Verbal reprimand D. 
Written reprimand E. 
Suspension F. 

Termination 
Working Suspension 
Other Mutually Agreed Discipline 

The level of discipline shall be commensurate with the infraction. The Employer may 
place an employee on paid administrative leave while investigating a disciplinary matter. 

Section 9.3 Pre-disciplinarv Meetings In the event that an employee is to be 
given disciplinary action for behavior or conduct which warrants time-off suspension, 
demotion, removal, or other discipline resulting in loss of pay, a pre-disciplinary 
conference between the employee and the Employer, or his designee, shall be 
arranged. The Employer will give written notice to the affected employee if absent, 
with a copy to the Local Union. The employee may have a union steward or a union 
official present at the pre-disciplinary conference. The employee shall be responsible to 
notify the steward or union official. When the nature of the offense is such that 
immediate disciplinary action is required, the County may, at its discretion, place an 
employee on paid administrative leave until a determination regarding discipline is 
made. The employee may waive, in writing, the pre-disciplinary conference. Any 
suspension shall be for a specific number of days on which the employee would be 
regularly scheduled to work. Holidays occurring during a period of suspension shall be 
counted as workdays for the purpose of suspension. 

Section 9.4 Manner of Discipline The Employer agrees that all disciplinary 
procedures will be carried out in private and in a business-like manner. 

Section 9.5 Appeals of Discipline Employees may file grievances of suspensions, 
demotions, and terminations. Grievances must be appealed directly to Step 2 of the 
grievance procedure within seven (7) days of receipt of notice of the disciplinary action. 
All other discipline is not able to be grieved. An employee may not pursue any appeal 
of a disciplinary action to any other forum as the grievance-arbitration procedure is the 
sole remedy. 
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Section 9.6 

A. Employee Access to Personnel File An employee shall have access to his or her 
personnel folder, upon reasonable notice. Inspection shall occur at a time and in a 
manner mutually acceptable to the employee and Employer. The employee may be 
accompanied by a Union representative at such inspection. 

B. Copies of Records in Personnel Files A copy of any record or document which 
has been placed in and/or removed from the employee's personnel file shall be 
provided to the employee upon request at no cost, except where the record or 
document originates from the employee or has been otherwise provided to the 
employee. No anonymous material of any type shall be included in the employee's 
official personnel files. Any record, in any file created by the County, except those 
deemed confidential by the Ohio Public Records Act, shall be accessible to the 
bargaining unit employee upon request. 

C. Inaccurate Documents Should any employee have reason to believe that 
there are inaccuracies in documents contained in his file, he may write a 
memorandum explaining the alleged inaccuracy. The employee's memorandum will 
be placed in the employee's file. An employee shall have the right to attach a 
rebuttal or explanation statement to any document in his personnel file. 

D. Duration of Records All actions of record, including counseling forms, minor 
reprimands, written reprimands, demotions, suspensions, or dismissal, will be 
maintained in each employee's personnel file for a specified period of time. The 
following retention schedule shall apply: 

1. Oral and written reprimands will be removed, upon the employee's request, one 
(1) year from the date of issuance and will no longer be used for the purpose of 
progressive discipline provided that no further discipline for the same or similar 
offense is imposed within one (1) year of the reprimand. However such records 
will be maintained by the Department and may be utilized for the purpose of 
establishing that the employee had knowledge of the standard of conduct only if 
the employee raises the defense of lack of knowledge. 

2. For any suspension or demotion, the action of record shall be removed upon an 
employee's request, three (3) years after such was given provided that no 
further discipline resulting in a suspension or demotion for the same or similar 
offense has occurred. However such records will be maintained by the 
Department and may be utilized for the purpose of establishing that an employee 
had knowledge of a standard of conduct only if the employee raises the defense 
of lack of knowledge. In any case when a suspension, reduction in pay or 
position, or dismissal is disaffirmed through the Grievance Procedure, or by a 
court of competent jurisdiction, the personnel record shall clearly indicate such 
disaffirmance. 
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3. Copies of commendations, letters of appreciation and like matters concerning an 
individual employee shall also be maintained in the employee's personnel file. 

E. Performance Evaluations Employees may be evaluated annually on or near the 
employee's anniversary of their date of hire. Any performance evaluation will be 
reviewed by the employee. The Employee will be able to make his written 
comments on or attached to the evaluation form, such comments will pertain to the 
evaluation and those comments will be maintained in any file in which the County 
uses for a performance evaluation. An employee's signature on any performance 
evaluation, if any, shall be viewed by the parties hereto only as a representation 
that he has read it; it shall not be viewed as a representation that he concurred in 
any or all of the contents or comments thereon. The employee shall receive a copy 
of the evaluation in its final form. 

ARTICLE 10 - Probationary Period 

Section 10.1 Requirement to Serve Probationary Period Every newly hired 
employee or employee appointed to a position in the bargaining unit covered by this 
Agreement shall be required to successfully complete a probationary period. This 
probationary period requirement shall apply to all individuals hired or employed as a 
bargaining unit employee. Employees who are employed part-time do not have to 
serve a new probationary period upon becoming full-time employees. 

Section 10.2 Length of Probationary Periods The probationary period shall begin 
on the first day as a full-time bargaining unit employee for which the employee receives 
compensation from the Employer and shall continue for a period of 120 calendar days. 

The probationary period may be extended by the Employer by a period of up to 120 
days provided the Employer indicates to the employee and the Union the reasons for 
the extension. 

A probationary employee who has lost work time due to illness or injury for more than 
five (5) workdays (cumulative) shall have his probationary period extended by the 
length of the illness or injury. 

Section 10.3 Appeals by Probationary Period Employees A probationary 
employee may be terminated any time during his probationary period and shall have no 
right to appeal of the termination under the grievance procedure of this Agreement or 
to any other forum including, but not limited to, the Personnel Board of Review of 
Lawrence County. 
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ARTICLE 11 - Medical Examination 

Section 11.1 Examinations - General Examination of employees to determine 
their ability to perform the material and substantial duties of their position and 
assignment may be required of employees. Examinations shall be required for 
employees when ordered by the Employer or his designee. 

Section 11.2 Examination - Appeals The Employer may require an employee to 
take an examination, conducted by a physician, to determine the employee's physical or 
mental capability to perform the material and substantial duties of the employee's 
classification. If found not qualified, the employee may request available sick leave, 
vacation or disability leave. The cost of such examination shall be paid by the County. 
If the employee disagrees with said determination he may be examined by a physician 
of his choice at his expense. If the two reports conflict, a third opinion shall be 
rendered by a neutral physician chosen by the first two physicians whose decision shall 
not be appealable to the grievance procedure. The neutral physician's cost shall be 
borne by the Employer. 

ARTICLE 12 - Special Leaves/Military Leave/Jury Duty 

Section 12.1 Leave without Pay Leave without pay may be granted, upon the 
approval of the Employer if requested in writing by the employee. Leave without pay 
may be granted for: 

A. Personal Leave. A leave without pay may be granted at the discretion of the 
Employer. 

B. Medical Leave of Absence. Upon written application to the Employer leaves of 
absence may be granted to a full-time employee who is absent from work and 
unable to work because of a medically diagnosable, sickness, injury, or disability, 
provided, however, that the employee submits to the Employer such medical 
evidence of the cause and duration of the absence, the employee's inability to work, 
and the employee's ability to resume employment as the Employer may request. 
The Employer reserves the right to refer an employee to a doctor of its choice to 
obtain information concerning a period of absence. 

Section 12.2 Jury Duty Leave Leave with pay may be granted to an employee in 
order that he may serve required jury duty, or if he is required by law to appear in a 
case resulting directly from the discharge of his duties as an employee. In such cases, 
all witness or jury fees shall be signed over to the Employer. 
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Section 12.3 Militarv Leave Each employee who is a member of the Ohio 
organized militia, or a member of the other reserve components of the armed forces of 
the United States, including the Ohio National Guard, shall be granted a military leave 
of absence provided by the applicable state and federal statutes. The employee must 
provide evidence of military service. 

Section 12.4 Familv and Medical Leave Pursuant to the Family and Medical 
Leave Act of 1993, FMLA leave may be granted to an employee who has been 
employed for at least twelve (12) months and who has provided at least 1,250 hours of 
service during the twelve (12) months before the leave is requested. The leave may be 
granted up to a total of twelve (12) weeks during any twelve (12) month rolling period 
for the following reasons: 

• Because of the birth of a child or placement for adoption or foster care of 
a child; 

• In order to care for the spouse, son, daughter, parent, or one who stood 
in place of a parent of the employee, if such spouse, son, daughter, 
parent, or "in loco parentis" has a serious health condition; 

• Because of a serious health condition that makes the employee unable to 
perform his/her employment functions. 

The employee must provide the employer with thirty (30) days advance notice of the 
leave, if such leave is reasonably foreseeable, or such notice as is practicable if thirty 
(30) days notice is not possible. The employee must provide the employer with 
certification of the condition from a health care provider. 

The Employer, at its expense, may require a second opinion on the validity of the 
certification. If this second opinion contradicts the first opinion submitted by the 
employee, a third opinion, at the Employer's expense, shall be sought from a mutually 
agreeable physician, which shall be binding on both the employee and the Employer. 

An employee seeking FMLA leave must first use paid sick time (if applicable) before 
going on unpaid leave. The total amount of family leave paid and unpaid will not 
exceed a total of twelve (12) weeks. In any case in which a husband and wife entitled 
to family leave are both employed by the Employer, the aggregate number of 
workweeks of leave to which both may be entitled may be limited to twelve (12) weeks 
taken because of the birth of a child or placement for adoption or foster care of a child. 

ARTICLE 13 - Separabilitv 

Section 13.1 If any term or provision of this Agreement is, at any time during the 
life of this Agreement, adjudged by a court or administrative body of competent 
jurisdiction to be invalid and unenforceable, the Employer and the Union shall meet to 
negotiate a clause to replace the clause adjudged to be so invalid and unenforceable. 
The remainder of the Agreement, except such clause, shall not be impaired or affected. 
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ARTICLE 14 - Personal Leave 

Section 14.1 Personal Leave Effective January 1 of each year, each full time 
employee shall receive forty (40) hours of personal leave. Such leave may be taken in 
one (1) hour increments, up to 16 hours. The balance shall be taken in minimum 
increments of one-half of the shift. An employee, upon serving their probationary 
period, will enjoy sixteen (16) hours of paid personal leave. An employee, after serving 
one (1) year, will enjoy the full entitlement of personal leave listed herein. The 
employee shall give twenty four (24) hours advanced notice to the Employer, with 
seniority being the governing factor. 

ARTICLE 15 - Holidays 

Section 15.1 Paid Holidays The following are designated as paid holidays for all 
employees: New Year's Day, Martin Luther King, Jr. Day, Presidents' Day, General 
Election Day (should the court be closed for primary election day, the employees will 
enjoy the day off with pay), Good Friday, Memorial Day, Independence Day, Labor Day, 
Columbus Day, Veterans' Day, Thanksgiving Day, Friday after Thanksgiving Day, 
Christmas Eve, Christmas Day, New Year's Eve and the employee's birthday. 

Section 15.2 When a holiday is observed on Saturday, the bargaining unit will 
enjoy it on the preceding Friday. When a holiday falls on a Sunday, the bargaining unit 
will enjoy it on the following Monday. When Christmas Eve and New Year's Eve falls on 
a Wednesday, the holiday will move to Friday (the day after Christmas and New Year's 
respectively), if the "Eve" holidays fall on a Sunday, they shall move to the following 
Tuesday (the day after Christmas and New Year's respectively). 

ARTICLE 16 - Vacation Leave 

Section 16.1 Conditions for Accrual Employees shall accrue vacation leave by pay 
period at the annual rate set forth in Section 16.2, based upon continuous years of 
service. 

Section 16.2 Accrual Schedule for Vacations Each employee shall be entitled 
to vacation leave based upon the following vacation schedule: 

Years of Service Accrued Vacation 

1 year of service 2 weeks 
5 years of service 3 weeks 
10 years of service 4 weeks 
15 years of service 5 weeks 
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Section 16.3 Conditions of Use and Carrv-over Vacation shall only be taken after 
prior authorization of Auditor. Auditor reserves the right to determine or to limit the 
number of employees off on vacation at any given time. Employees earn one (1) week 
vacation during their first year of service and may take the earned vacation after one 
(1) year of employment. 

An employee with more than one (1) year of service on December 31 may carry 
forward into the next calendar year up to three (3) times the amount of vacation 
earned during the preceding year. 

Section 16.4 Vacation Scheduling Vacation selection will be done in seniority order. 
Selection will begin December 15 of the prior year exercised and employees have up to 
February 15 of the exercised year to select. Employees will have the option to change 
based on availability. Bargaining unit members will continue the current practice. 

Section 16.5 Unpaid Vacation Leave Paid Out at Separation Employees who are 
permanently laid off, who resign, or who are separated from County service shall be 
paid all unused but accrued vacation to which they are entitled at the rate then in effect 
at the time of separation. In the event of the employee's death, such compensation 
shall be paid to the employee's surviving spouse, or secondarily, his/her estate. 

Individuals terminating employment prior to completing one (1) year of continuous 
service are not eligible to receive compensation for accrued vacation hours. An 
employee who has more than one (1) year of service shall be entitled to receive the 
base equivalent of his accumulated but unused vacation at the time of termination. 

ARTICLE 17 - Seniority 

Section 17.1 Seniority shall be computed from the last date of hire. A seniority 
list will be established by the Employer based upon hire dates documented in the 
Personnel Records. Ties in seniority due to more than one employee hired on the same 
day (as documented in the Personnel Records) shall be broken as described in Section 
17.4. 

Section 17.2 "Seniority" as defined in this Article herein shall apply wherever the 
term is used in this Agreement. 

Section 17.3 
an employee: 

A. Quits, 

The following shall be considered as breaks in continuous service if 

B. Is terminated for just cause, 
C. Refuses recall after layoff, 
D. Accepts a managerial position, and bids back into the bargaining unit. (The time 

spent in the managerial position will be deducted from his continuous service time). 
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Section 17.4 Ties in seniority shall be broken by using the employee's social 
security numbers, starting at the last digit with the highest number nine (9) being 
considered senior and zero (0) low. If a tie exists with the last number, the next to the 
last number will be used to break the tie, and so on, until the tie is broken. 

ARTICLE 18 - Layoff and Recall 

Section 18.1 Reasons for Layoff and Notification of Layoff The Employer shall 
notify the Union and affected employees at least fourteen (14) calendar days in 
advance of the effective date of the layoff or job abolishment. The parties agree to 
discuss the layoff procedure and any alterations to the layoff. However, while full time 
employees are on layoff, part time employees will not be used on a regular basis to fill 
full time positions. The decision of whether a layoff or job abolishment is necessary is 
within the sole discretion of the Employer. 

Section 18.2 Layoff and Recall Period Layoffs of bargaining unit members will 
be by seniority. Employees shall be laid off in order of seniority, beginning with the 
least senior and progressing to the most senior up to the number of employees that are 
laid off. Laid off employees shall have the right to recall to a position of their former 
position for a period up to twenty-four (24) months from the date of layoff. 

Section 18.3 Laid Off Full-Time Employees Automatically Become Part-Time 
Any full time employee affected by a layoff will automatically become a part-time 
employee and will be given priority and preference in the scheduling of part-time shifts 
over other part-time employees, within the same department or the office (i.e. Real 
Estate vs. Finance vs. Weights and Measures). In the event that there is more than 
one full-time employee affected by a layoff, scheduling priority between those former 
full-time employees shall be determined by seniority. 

Section 18.4 Recall Notification The Employer shall provide written notice of 
recall to the affected employees via registered mail to the employee's last known 
address and to a Union Business Agent. It shall be the responsibility of each employee 
to keep the Employer informed of his current mailing address. Laid off employees shall 
notify the Employer of any temporary absence from their regular address. If there is a 
recall, employees who are still on the recall list shall be recalled in the inverse order of 
their layoff classification. 

Section 18.5 Time Limits for Recall and Return From Layoff The laid off 
employee shall have fourteen (14) calendar days after mailing of the recall notice to 
exercise his rights to recall by giving written notice to the employer of intent to return. 
After expiration of this time, the next employee in line on the recall roster shall be 
notified and given their right to recall. 
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The employee who has been properly notified by the Employer must report to work 
within seven (7) calendar days from the date of the employee's notification of intent to 
return, unless a longer period is provided. Employees who fail to report for work as 
specified above shall forfeit their recall rights and the next employee in line on the 
eligibility roster shall be notified. 

Section 18.6 Probationarv Period Recalled employees shall not serve a 
probationary period upon reinstatement, except that employees serving a probationary 
period at the time of layoff shall be required to repeat such probationary period. 

Section 18.7 Minimum Work Requirement Waived The Employer's 
requirement for a minimum number of hours worked to remain an employee shall be 
waived for employees on layoff status. 

Section 18.8 Training/Continuing Education Employees will be offered, at no 
cost to the employee, all training provided to other Employees to maintain their 
certification status and skills while they are in layoff status. 

ARTICLE 19 - Sick Leave 

Section 19.1 Sick Leave Accrual All employees shall accrue sick leave at the 
rate of .0575 per hour each hour worked and while on approved paid leave excepting 
sick leave. 

Section 19.2 Sick leave may be utilized for the following reasons: 

A. Illness or injury of the employee, or immediate family living in the employee's home. 
(For the purpose of sick leave under this Article, immediate family is defined as 
spouse, parent or parent-in-law, child or grand-child.) 

B. If members of an employee's household have a contagious disease requiring 
quarantine and the employee falls under the quarantine because of exposure to the 
disease. 

Section 19.3 Payment or Unused Sick Leave Upon Retirement After at least 
ten (10) full years of public service an employee who qualifies for retirement under an 
Ohio public retirement system and actually retires from service, shall be entitled to 
receive payment for accumulated unused sick leave. The rate of pay for such 
accumulated sick leave shall be at the employee's straight time hourly rate of pay at 
separation multiplied by one quarter(%) of the total number of accumulated sick leave 
hours, to a maximum of thirty (30) days. 

Section 19.4 Sick Leave Transfer from Prior Public Employer Any 
employee who has accrued sick leave with the State of Ohio or any political subdivision 
of the State of Ohio shall be entitled to have this accrued sick leave tr<insferred to the 
County of Lawrence, provided they were not paid out for their accumulated sick leave 
upon separation of prior employment. 
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Section 19.5 Notification Employees must notify the Auditor or his designee as 
far in advance as possible. The employee must, while giving notification, advise the 
Auditor or his designee of the reasons for the absence and the probable date of return 
to work. 

A return to work statement is required for an absence of three (3) consecutive days. 

When requesting and/or taking less than one full sick day (in minimal increments of one 
(1) hour) the employee must notify his or her immediate supervisor of his or her arrival 
and/or departure times so that this time off accurately can be deducted from the 
employee's remaining sick time. 

Section 19.6 Abuse of Sick Leave Falsification of a physician's statement, patterns 
of absences on weekends/holidays/etc., falsification of sick leave reasons, or failure to 
comply with the provisions of this Article may result in disciplinary action. The 
Employer, at its discretion, may establish an attendance policy, subject only to 
negotiation of the effects of such policy. 

Section 19.7 Bereavement Leave 

A. In the event of the death of an immediate family member of a bargaining unit 
member, an employee shall be granted paid sick leave up to three (3) consecutive 
work days (24 hours). One day must include the day of the funeral/burial. 
Employees requiring additional time off due to travel in excess of 200 miles from 
Lawrence County to attend the service, or for making funeral or estate 
arrangements, may elect to use accrued vacation time or leave without pay. 

B. The immediate family for purposes of bereavement leave shall include: spouse, son, 
daughter, brother, sister, parent, legal guardian, person who stands in place of a 
parent, grandparent, grandchild, step-father, step-mother, step-children, mother-in­
law, father-in-law, sister-in-law, brother-in-law, son-in-law, daughter-in-law, and any 
relative who is a member of the employee's immediate household. The employee 
will be able to utilize sick time or vacation time, to a maximum of forty (40) hours, if 
needed, for extension of bereavement leave. 

ARTICLE 20 - Clothing Allowance 

Each bargaining unit member will receive a $250.00 clothing allowance effective 
December 15, 2009 and each succeeding December 15th in each contract year. An 
employee must be employed on or before September 1 in order to receive a clothing 
allowance. Furthermore, the employee must have been employed by December 1 of 
the eligible year and continued to be employed by December 1. 
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ARTICLE 21 - Hours of Work 

Section 21.1 The basic workweek shall be forty (40) hours. A normal work day 
shall be eight (8) hours. Each employee will receive one (1) hour paid lunch period 
each work day. Normal working hours will be 8:00am - 4:00pm. (The normal working 
hours may be changed if the majority of other offices in the courthouse change their 
working hours as well and subject to mutual agreement between the Employer and the 
Union. 

Section 21.2 All employees shall be compensated for the number of hours 
worked, at their salary rate of pay for all hours worked. Overtime shall consist of all 
work in excess of eight (8) hours in a single work day or all work in excess of forty (40) 
hours in any one workweek. Overtime work will be compensated at one and one half 
(1 V2) times the salary base rate for the hours of overtime worked. Paid holidays, paid 
sick leave and paid vacations will be counted for purposes of computing overtime, 
except as otherwise provided herein. Employees shall be paid double time and a half 
for any time worked on any holiday identified in Article 15. The Employer may choose 
to compensate the employee in comp time instead of payment when the budget will not 
allow for payment, subject to mutual agreement between the Employer and the Union 
and shall be retroactive until the first year only. 

ARTICLE 22 - Wages 

Section 22.1 

Effective September l, 2012 employees shall receive an increase of thirty cents ($0.30) 
per hour. 

Effective September 1, 2013 employees shall receive an increase of thirty cents ($0.30) 
per hour. 

Effective September 1, 2014 employees shall receive an increase of thirty cents ($0.30) 
per hour. 

Section 22.2 Beginning on the first day of the pay period within which the 
employee completes five (5) years of total service with the Employer, each employee 
shall receive an automatic salary adjustment equivalent to one half (112°/o) percent of 
the starting salary rate to the nearest whole cent. 

Section 22.3 In determining longevity adjustments, no increases shall be given 
as a result of any service completed on or before September 1, 2009. 

The granting of longevity adjustments shall not be affected by promotion, demotion, or 
other changes held by the employee or by any change in pay range for the employee's 
class. Longevity pay adjustments shall become effective at the beginning of the pay 
period within which the employee completes the necessary length of service. Time 
spent on authorized leave of absence shall be counted for this purpose. All new 
employees, after serving their probationary period, shall receive the starting rate of ten 
($10.00) dollars per hour. 
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ARTICLE 23 - Health and Welfare 

Section 23.1 Regular, full-time employees will be enrolled in the Central States, 
Southeast and Southwest Areas Health and Welfare Fund (Central States Fund) for the 
purpose of having health insurance benefits. The employees will be enrolled in the PB 
Plan excluding Retiree Health Plan Benefits. 

Section 23.2 Effective September 2, 2012, the Employer shall contribute $231.20 
per week for each employee to Central States, Southeast and Southwest Areas Health 
and Welfare Fund. 

Effective September 1, 2013, the Employer shall contribute the rate to maintain the 
Plan; not to exceed $258.40 per week for each employee to Central States, Southeast 
and Southwest Areas Health and Welfare Fund. 

Effective August 30, 2014, the Employer shall contribute the rate to maintain the Plan; 
not to exceed $287.10 per week for each employee to Central States, Southeast and 
Southwest Areas Health and Welfare Fund. 

The Employer shall make the full Health and Welfare contribution for each week in 
which the employee receives compensation from the Employer. 

The Employer shall make the weekly contribution for each employee covered by this 
Agreement who has been on the payroll thirty (30) or more days. 

Section 23.3 The Steward will be responsible for enrolling the employees in 
Central States and the Employer will cooperate with the enrollment and change in 
insurance. 

The Employer has no liability or responsibility as to the benefits, changes in the plan, 
payment of claims or administration of the plan. 

Section 23.4 Should Central States not be available at any time during this 
contract, and then the employees will be eligible to enroll in the County's Health 
Insurance plan according to the terms and conditions of the plan at the time, subject to 
any enrollment requirements, at the contribution rate established by the Plan. In such 
case, the employee will pay the same percentage of cost of the insurance as paid by 
other general fund employees. 

Should there be any increases in premiums during the term of the contract, then the 
Employer or the Union would have the right to re-open the Health Insurance Article, 
within thirty (30) days of notice of any such increase. 

Should Central States Insurance cease providing insurance for the employees for any 
reason not caused by the employees, then the Health Insurance Article would become 
subject to negotiation at that time. 
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Section 23.5 Should the cost of the employee health insurance exceed the 
weekly amount set forth in the contract the insurance article will be re-opened. Should 
the cost of the employee health insurance be less than the amount set forth in the 
contrad, the Employer and the employee will equally divide the savings, each receiving 
Y2 of the savings. Such amount will be paid to the employees in a lump sum on or 
before December 15 of each year. Such payment will not be cumulative in nature and 
not affect the base rate of the employee. The Employer will also request that such 
payment be made in a separate check, but cannot guarantee that a separate check will 
be issued. 

ARTICLE 24 - P.E.R.S. 

The Employer will continue the present contributions to PERS as a means of retirement 
benefits for its employees as applicable by law. The county will continue to deduct the 
present amount of employee's contributions. 

ARTICLE 25 - Duration 

This Agreement shall be effective as of the 1st day of September 2012, and shall 
terminate the 31st day of August 2015. If either the Employer or the Union desires to 
terminate, modify or negotiate a successor agreement, it shall serve written notice upon 
the other party of the proposed termination, modification or desire to negotiate a 
successor agreement, said notice shall be served not less than sixty (60) days prior to 
the expiration date of this Agreement. In the event notification is not given by either 
party, this Agreement shall remain in full force and effect from year to year. 

GENERAL TRUCK DRIVERS AND 
ELPERS UNI N LOCAL NO. 9\ 

\ _,_____) 

LAWRENCE COUNTY AUDITORS 
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CENTRAL STATES 
SOUTHEAST AND 
SOUTHWEST AREAS 
HEALTH AND WELFARE FUND 

The following is a summary of the Health and Welfare benefits offered under the MM200 program· Plan PB 
For further Information, including a full Summary Plan DescrlpUon, please visit the Fund's website at www.centralstates.ora 

MAJOR MEDICAL BENEFITS 

Annual Plan Maximum 

Annual Deductible 

Annual Major Medical Out-of-Pocket Expense 

Hospital Expense 

Surgery and Obstetrlcal 

Outpatient Diagnostic X-Ray and Laboratory 

Ambulance Expense Benefit 

Outpatient Accidental Injury 

Chiropractic Expense 

Psychiatric, Drug Abuse and Alcoholism 
Treatment . Inpatient 

Psychiatric, Drug Abuse and Alcoholism 
Treatment - Outpatient 

TeamCare PPO Physician Office Visit 

TeamCare Wellness Benefit - Adult 

TeamCare Wellness Benefit - Chlld 

Out·of-TeamCare-Network Benefits 

SHORT-TERM DISABILITY (Member Only) 

Al&o re(e.~d fo as Loss cf Time 

PRESCRIPTION DRUGS (TeamCarcRx) 
If " QM16fk equivalent cf a brand name dflJg is ovas7able, ~ 
member must tiike !h6 genenc or be responsib/2 for tM cosl 
d/ffel'ence. AdcPUonally, by the third fit.', long-term maintenance 
medications must be filled fhf"ovgh t!ie Mail Order Pro~ram or be 
~to a 505, co-pay ff filled tnrough IM1 Retail Card program. 

DENTAL BENEFITS 
Annual Max Per Person $',500 Eye Exam 

Preventive Services 100% Frames 
Diagnostic 85% Single 

Restoralve 85% Bi-Focals 
Crown!Bridge \Vock 70% Tri-Focals 

Denwres (Fu:: or Partiai/ 70% Lenticular 
Orthodontic. to A~e 18 Only 50% lo $1,000 Contacts 

NI a1nounts payable shown aro for covered Med>'caJ Services afler meeting trie Ar.nual Deductible and 
are subjecl to ReaKimble and Cui;to1naty limitaUons. 

• $1,000,000 per person, per year 

• $200 per Individual; $500 per Family 

• .. $2,500 per Individual; $5,000 per Family in non-deductible Covered Charges 

• After Plan Deductible, 80o/o of Semi-Private Room Rate tf"ien 100% after Out-of· 
Pocket Expense Limit is met No Maximum Day Limit 

• After Plan Deductible, 80o/o, then 1 OOo/o after Out-of-Pocket Expense Limit Is met. 

• After Plan Deductible. 80%, then 100o/oafterOut..af-Pock.etExpense Limit is met. 

• After Plan Deductible, 80o/o, then 100% after Out-of.Pocket Expense Limit is met. 

• After Plan Deductible, 80%, then 100%, after Out-of-Pocket Expense Limit is met. 

• After Plan Deductible, 50'%. Maximum $500 per person per calendar year. Out­
of-Pocket Expense Limit does not apply. 

• After Plan Deductible, 80% of Covered Charges. Out-of~Pocket Expense Limit 
does not apply. Maximum 13 Days per person per calendar year; Maximum 26 
Days per person Lifetime. 

• After Plan Deductible, 80% of Covered CharQes. Out-of-Pocket Expense Limit 
does not apply. Maximum 30 Visits per person per calendar year. 

• $20 member co-payment is due at time of visit 

• For covered dependents Age 18 and older, a $20 TeamCare office visit co­
payment covers an Annual Physical Exam in full. Additionally, after Plan 
Deductible, routine screening tests and procedures are covered at 80o/~. 
Maximum $1,000 per person per calendar year. A TeamCare physician must be 
used. 

• For covered dependents through Age 6, a $20 Team Care office visit co-payment 
covers Well Chlld Exams in full and Immunizations at 100%. A TeamCare 
physician must be used. 

• Non-emergency care outside the TeamCare network will result in a 10°~ 
reduction in payable benefits by the Plan. 

• $300 per week for the first 10 weeks, $350 per week for the next 16 weeks. 
Maximum 26 weeks. Includes continued coverage while on Short-Tenn 
Disability. 

• 75%; Under Retail Card program, insured pays 25% co-pay 
• 80%; Under Mail Order program, insured pays 20% co-pay 
• Member's maximum expense is capped at $200 per prescription. 
• Out-of-Pocket Expense Limit does not apply. 

VISION BENEFITS LIFE INSURANCE 
$25 ~.1embers can also use Team Care 
$30 Vision where at preferred Member $40,000 
$30 providers, Insured pay• a 00- Accidental $40,000 
$40 payment and receives spectade Spouse $ 4,000 
$50 exam, lenses and frames (up to Dependents $ 2,000 
$60 $100 retal! value) or contacts (up TPO/Walver $16,000 
$60 to $80 retail value). (Member Only) 

The Plan Deductible and Out-of-PocKet Expense Limit does not apply to Dental, Vision and life ln6urance Benefits. 
Dentai, Vision and Life Insurance Benefits are provided on covered dependent chikln1n through age 18 only. 

" .- ,, 
green 

If there is a discreaancv between this summa1Y and the Plan, the Plan wJJI be the controlling document in determining the benefit 
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