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AGREEMENT

AGREEMENT made and entered into this {L'day of October 2013, by and between THE
BUTLER COUNTY CLERK OF COURTS (hereinafier called the “Clerk,” the “County,” the
“Employer,” or “Management™) and LOCAL 3984, OHIO COUNCIL 8, AMERICAN
FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES, AFL-CIO
(hereinafter referred to as the “Union” or “AFSCME") acting herein on behalf of the Employees
of the Employer, as hereinafter defined, now empioyed and hereafter to be employed and
collectively designated as the “Employees.”

WITNESSETH:

WHEREAS, the Employer recognizes the Union as the collective bargaining
representative for the Employees covered by this Agreement as hereinafter provided; and

WHEREAS, it is the intent and purpose of the parties hereto that this Agreement protect
against interruptions and interferences with services to the citizens of Butler County and to set
forth herein their agreement covering wages, hours, and conditions of employment;

NOW, THEREFORE, in consideration of the mutunal covenants herein contained, the
parties hereto agree as follows:




ARTICLE]
RECOGNITION - THE COLLECTIVE BARGAINING UNIT

The Employer recognizes the Union, Ohio Council 8, American Federation of State,
County and Municipal Employees, AFL-CIO, and the Local 3984, American Federation
of State, County and Municipal Employees, AFL-CIO, as the sole and exclusive
collective bargaining representative of the bargaining unit certified by the State
Employment Relations Board in Case No. 93-REP-06-01135 as follows:

Included: All employees of the Title Division of the Butier County Clerk of Courts
including all Deputy Clerks-Title Division and all Bookkeepers and Assistant
Bookkeepers including Bookkeeper-Legal Division.

Excluded: All management level employees, professional employees, supervisors,
students, and confidential employees as defined in the Act, including the Chief Deputy,
Administrator, the Director of Personnel/Purchasing, Title Supervisor (3), Legal Division
Supervisor and Assistant Supervisor (2), and the Administrative Assistant (one
employee- confidential); and all employees performing a judicial function including all
Deputy Clerks-Legal Division; and all seasonal and casual employees as determined by
the State Employment Relations Board.

Whenever the word “Employee” is used in this Agreement, it shall be deemed to mean
the employees in the bargaining unit covered by the Agreement, as defined in Article I,
Section 1 hereof.

ARTICLE II
UNION ACTIVITY, VISITATION, AND BULLETIN BOARDS

Upon reasonable notification to a Management representative on the premises, a
nonemployee representative of the Union may have access to the Employer’s premises
for the purpose of conferring with Management, delegates of the Union, or Employees
for the purpose of administering this Agreement, provided that the Employer’s operation
shall not be impaired.

The Employer shall provide one bulletin board in each of the work locations. These
bulletin boards shall be used for the purpose of posting proper Union notices. The parties
shall agree to the actual location of each board in each work facility. The Employer may
remove any notice posted which attacks another employee, contains derogatory attacks
upon the Employer or another organization, or contains comments regarding a candidate
for public or union office.



No insignia which has not been authorized by the Employer shall be worn on an
Employee’s clothing in public areas or when meeting with persons outside the agency.

The Union agrees to provide the Employer with:

(a)  The name, address, and telephone number of the professional staff member who
will act as representative for the Union local; and

{b)  The names, addresses, and positions held of the local president, vice president(s),
secretary, and treasurer and each steward.

The Union further agrees to keep such lists current, and the Employer has no obligation
to recognize or deal with any Union official or steward not so designated.

Employees, officers or stewards whose attendance is reasonably required at meetings
with Management scheduled, by agreement of the parties, during normal working hours
shall lose no pay for that portion of the meeting occurring during the regularly scheduled
work shift. Management retains the right to schedule meeting times outside normal
working hours.

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

(a)  The Union agrees that no official of the Union (employee or nonemployee) shall
interfere, interrupt, or disrupt the normal duties of other Employees unless
authorized by this Agreement or with the express, prior approval of the
Administration. The Union further agrees not to conduct Union business during
working hours except to the extent authorized by the Agreement or with the
express, prior approval of the Administration. Under this section, the Employer
may, in his/her sole discretion, authorize one or more Employees limited release
time to investigate and process grievances during working hours if such is not
possible during nonduty hours.

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

(c)  The Union employee official or steward shall cease unauthorized Union activities
immediately upon the request of the supervisor of the area in which Union
activity is to be conducted or upon the request of the steward’s immediate

supervisor.

The Union shall select up to a total of five (5) Employees to serve as negotiating
committee representatives. ‘




When an Employee is entitled to representation under this Agreement or under Ohio law,
the Employee may be represented by Union but is entitled to no other representation,
notwithstanding any other provision of Ohio law.

AFSCME will be permitted to have the Union President or other union officer address
newly hired Employees for up to thirty minutes following the orientation session on the
benefits of union membership.

ARTICLE III
DUES DEDUCTIONS

The Employer shall make payroll deductions from the pay or wages of Employees upon
submission of a signed check~off card for the Employee. Amounts deducted shall be
remitted to Ohio Council 8, American Federation of State, County and Municipal
Employees, AFL-CIO, 6800 North High Street, Worthington, Chio 43085. The Union
shall advise the Employer, in writing, of the amounts to be deducted. The Union shall
designate, in writing, the address where the monies shall be remitted.

The payroll deduction shall be made by the Empioyer bi-weekly. If an Employee has
insufficient pay or wages to satisfy the amount to be deducted, the Employer will make
successive deductions until the amount to be deducted has been satisfied. Monies
deducted pursuant to the provisions of this section shall be remitted to the Union within
fifteen (15) days of their deduction. Each remittance shall be accompanied by the
following alphabetical lists:

{a) For Employees for which deductions were made, the name, address, and social
security number of the employee, and amount deducted;

(b)  The name of each Employee whose name has been dropped from the prior check-
off list and the reasons for the omission.

The Union agrees that it will indemnify and hold the Employer harmless from any
recovery of damages and expenses sustained by reason of any action taken under this
Article. Further, the Union agrees to defend, indemnify, and hold harmless the Employer
and its officials, employees, and agents from any and all claims, demands, suits, charges,
or other forms of liability, monetary or otherwise, and for all legal costs, resulting from
any claim of a failure of the Union to fulfill its duty to fairly represent all members of the
bargaining unit pursuant to Section 4117.11(B)(6) of the Revised Code.

The Employer shall be relieved from making such “check-off” deductions upon:




(a) termination of employment, or

(b) transfer to a job other than one covered by the bargaining unit, or
(¢) layoff from work, or

(d) an agreed leave of absence, or

{e)  written revocation of the check-off authorization by the Employee.

Effective June 1, 2001, an Employee who has authorized deduction of Union dues may
only revoke the dues deduction during the thirty (30) to forty-five (45) day period prior to
the expiration of the collective bargaining agreement with the Employer by the Employee
giving written notice to the Union and the Empioyer with proof of service. The dues
deduction shall continue afier revocation of membership until thirty (30) days after
receipt of said timely notice by the Union or the termination of any current collective
bargaining agreement, whichever is later,

ARTICLE IV
MANAGEMENT RIGHTS

Except as otherwise specifically provided in this Agreement, it shall be the Employer’s
sole and exclusive right and responsibility to:

(a) 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
Employer, standards of services, its overall budget, including wages, utilization of
technology, subcontracting, and organizational structure;

(b)  direct, supervise, assign, reassign, schedule, evaluate, hire, suspend, discipline,
demote, discharge, lay off, transfer, promote, or retain employees;

(¢) maintain and improve the efficiency and effectiveness of the Employer’s
operations;

(d)  determine the overall methods, process, means, or personnel by which the
Employer’s operations are to be conducted;

()  determine the adequacy of the work force, as well as to make, amend, and enforce
work rules, regulations, standard operating policies and procedures;
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® to determine the duties to be included in all job classifications;

(g)  determine the overall mission of the Employer as a unit of government;

(h)  cffectively manage the work force; and

(i) take actions to carry out the mission of the Employer as a governmental unit.

It is agreed that the above listing of management rights shall not be deemed to exclude
other proper functions not specifically listed herein traditionally exercised by the
Employer.

Notwithstanding the provisions of Section 4117.08 of the Revised Code, during the term
of this Agreement the Employer is not required to bargain on any subjects, including but
not limited to those enumerated above, reserved to and retained by the Employer under
this Article or the remainder of this Agreement. This provision does not relieve the
Employer of the obligation to bargain with the Union with respect to any proposed
modifications of this Agreement. The Union specifically waives any right it may have to
impact or effects bargaining for the duration of this Agreement.

ARTICLE V
SUBCON CTING

The Employer agrees that prior to implementing any decision to subcontract work, the
effect of which is to abolish positions or lay off Employees within the bargaining unit, the
Employer shall meet, confer, and bargain with the Union regarding the decision, provided
that the decision is motivated in substantiai part by labor costs.

Regardless of the reason for any decision to subcontract work, the effect of which is to
abolish positions or lay off Employees within the bargaining unit, the Employer agrees to
meet, confer, and bargain with the Union with regard to the effects of such decision on
the Employees.

If in the course of implementing a decision to subcontract work, the Employer transfers
or reassigns an Employee to another classification or job assignment with the same or
higher rate of pay, such transfer or reassignment shall not be considered a layoff within
the meaning of this Agreement.

ARTICLE VI
PROBATIONARY EMPLOYEES
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Newly hired Employees shall be considered probationary for a period not to exceed one
hundred eighty (180) calendar days as set forth and defined in the rules, regulations,
policies, and procedures of the Employer. Employees retained by the Employer beyond
the probationary period acquire seniority retroactive to the first day of reporting for work.

During the probationary period, the Employer may discharge, suspend, or reduce any
probationary employee at will, and such discharge or other discipline shall not be subject
to the grievance and arbitration procedure of this Agreement.

All promotions within the unit described in this Agreement shall be probationary for a
period not to exceed one hundred twenty (120) calendar days. Prior to the expiration of
the promotional probationary period, the Employer may demote the probationary
employee to the position from which he or she was promoted, and such demotion shall
not be subject to the grievance and arbitration provisions of this Agreement,

The period of any probationary period under Sections 1 and 3 may be extended, in the
discretion of the Employer, for the period of the Employee’s absences, when such
absences, in the aggregate, have exceeded five (5) business days.

ARTICLE VII
SENIORITY

Definition. Seniority within the bargaining unit shall be defined as the length of
continuous service measured in years, months, and days that an Employee has
accumulated since the last date of hire as a permanent, full-time Employee in the
classification of Title Clerk, Bookkeeper, or Head Bookkeeper with the Butler County
Clerk of Courts. Furthermore, when an Employee enters the bargaining unit, time
accumulated as an employee with any other Butler County agency, department, or Clerk
of Courts position will be granted at the conclusion of the Employee’s successful
completion of his or her probationary period in their new classification.

Accrual,

(a)  An Employee’s seniority shall commence after the completion of the probationary
period and shall be retroactive to the first day the Employee reported for work.

(b)  Seniority shall accrue during a continuous authorized leave of absence without
pay up to six (6) months or for the period of an approved maternity leave,
provided that the Employee returns to work immediately following the expiration
of such leave of absence or maternity leave; during a period of continuous layoff
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not to exceed six (6) months, if the Employee is recalled into employment; and
during a sick leave without pay of up to six (6) months.

Loss of Seniority. Except as otherwise provided herein an Employee’s seniority shall be
lost and employment terminated when he or she:

(a) terminates voluntarily, unless the Employee returns to work within one (1) year of
the date of termination and successfully completes the required probationary
period for new hires;

(b) isdischarged for just cause;
(¢)  exceeds an official leave of absence;
(d)  islaid off for a period of more than two (2) years;

(e) fails to qualify for return from disability separation within eighteen (18) months
after the expiration of the sick leave without pay;

4] fails to notify the Employer of his or her intent to return to work on a recall from
layoff as otherwise provided herein at Article XVII, Section 5.

Within thirty (30) calendar days of the approval of this Agreemeat by the Board of
County Commissioners and the Union membership, the Employer shall provide the Local
Union president and post at the main office and each of the branch offices a seniority
roster listing each Employee and the date on which his or her seniority commences under
this Article. Such list shall be updated, posted, and provided to the Local Union president
during January of each succeeding calendar year of this Agreement, The Union or the
Employee must notify the Chief Deputy, in writing, of any alleged error in the seniority
roster within thirty (30) calendar days of the posting or such claim of error is forever
waived, and any waived claim of error may not be raised in subsequent postings.

Following the expiration of the thirty-day objection period in Section 4, the Employer
shall provide the Local Union president with a copy of the final seniority roster with any
corrections, and a copy of the corrected list shall be posted at the main office and each of
the branch offices. The Union president shall receive a copy of the list when posted each

January,

ARTICLE VIII
PERFORMANCE EVALUATION




The Employer shall endeavor to evaluate Employees in accordance with the following
schedule:

(a}  Probationary Employees - once at the approximate midpoint of the probationary
period and again prior to the end of the probationary period.

(b) Permanent Employees — once annually, in January.

Nothing in Section 1 shall be construed to limit the Employer’s right to order special
evaluations, to remove an Employee serving in an initial probationary period, or to
reduce an Employee serving in a promotional probationary period.

The Employee shall sign the evaluation form to indicate that he or she received and
reviewed it. Above or below the space for signature on the form shall appear this legend:
“Your signature indicates that you have received and reviewed the evaluation, but not
necessarily agreement with its contents.” The Employee being evaluated shall receive a
copy of the evaluation at the time of review at no cost to the Employee.

An Employee may review with the Administrator an unsatisfactory evaluation, and have
the right to make written objections to be included in his personnel file. Any request for
a review meeting or written objection must be submitted within ten (10) calendar days
from the Employee’s receipt of the evaluation. The Employee may have a Union
representative present at this meeting.

The provisions of this Article supersede all provisions of the Revised Code and the rules
of the Ohio Department of Administrative Services regarding performance evaluations.

ARTICLE IX
NO DISCRIMINATION

Neither the Employer nor the Union shall discriminate against or in favor of any
Employee in a manner which would violate applicable law on account of race, color,
religion, creed, national origin, sex, age, military status or disability. The Union and the
Employer shall share equally the responsibility for implementing this Article of the
Agreement.

Words used in this Agreement in the masculine gender will be read and construed in the
feminine gender as well.

Neither the Union nor the Employer shall discriminate against or in favor of any
Employee because of his or her membership or non-membership in the Union. Further,
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the Employer agrees not to discriminate against any Employee because of that
Employee’s activity as an officer, steward, representative, or in another capacity on
behalf of the Union.

The Americans with Disabilities Act of 1990 (the “ADA”) requires the Employer and the
Union to remove all barriers to the employment of qualified individuals with disabilities
and to reasonably accommodate disabilities unless such accommodation would result in
an undue hardship. Accordingly, notwithstanding the other provisions of this Agreement,
the Employer may undertake any action required in order to secure compliance with the
ADA or to reasonably accommeodate a person with a disability, including but not limited
to the restructuring of positions, modification of hours or location of work, reassignment
or transfer of an employee, reallocation of duties, modification of leave policies, or any
other form of reasonable accommodation.

Where, before or following the initial filing of a grievance, an employee files a collateral
administrative charge or civil action with any federal or state court, or administrative
agency that arises out of the same nucleus of facts as those alleged in the grievance; the
parties agree to process the grievance as far as the selection of an arbitrator; but any
arbitration will be held in abeyance, and will not be scheduled, until after the final
resolution of the collateral administrative or court action. This provision may be waived
by mutual written agreement of the parties.

ARTICLE X
CLASSIFICATIONS

The Employer shall provide to the Union a copy of all current classification
specifications and position descriptions that have been or may be developed by the
County. The Employer is hereby designated as the issuing agency for classification
specifications for classifications within the bargaining unit.

In the event the Employer creates a new classification, the Employer agrees to meet and
bargain with the Union with regard to:

(a)  whether the classification is within or excluded from the bargaining unit; and

(b)  ifthe classification is within the bargaining unit, the rate of pay and hours of work
of such classification.

In the event the Employer changes classification specifications, the Employer agrees to
meet and bargain with the Union with regard to the pay of that classification. If the
parties are not able to agree on the rate of pay, the Employer shall set the rate of pay;
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provided, however, that the Union shall have recourse through the grievance and
arbitration procedure to challenge the Employer’s determination. In any such grievance
or arbitration proceeding, the Union shall bear the burden of proof to show that the
Employer’s decision was for arbitrary or capricious reasons.

The Employer agrees to meet and bargain with the Union regarding any change in a
position description of a current Employee that would result in the reassignment of that
current Employee’s position to another classification. Further, an Employee whose
position description has been substantially amended, but whose classification has not
changed, may request a meeting with the Chief Deputy, accompanied by Union
representatives if desired, to discuss concerns relating to this change.

ARTICLE XI
JOB AUDITS

Upon request of the Employee or the Employer, the Personnel Office shall conduct 2 job
audit to determine whether the Empioyee is properly classified. The Employee shall
provide all necessary information to the Personnel Officer regarding the job audit.

Within thirty (30) working days of receipt of the information, the Personnel Officer shall
determine if the Employee should be reclassified. In the event of reassignment to a
classification in a higher pay range, the Employee shall be reassigned to the base rate of
the new classification or the pay step representing at least four percent (4%) increase over
the Employee’s prior rate of pay, whichever is higher. In the event of reassignment to a
classification having the same pay range as the Employee’s current classification, no
increase will be received. Job audit reviews are subject to the Grievance Procedure.

ARTICLE XII
JOB POSTINGS

When a vacancy occurs, the Employer shall post for ten (10) calendar days a notice of the
opening stating the job classification, a description of the job duties and minimum
qualifications, the hours of work and workweck assigned to the position, the rate of pay,
the location and person to whom applications must be made, the date of posting, and the
final date on which applications will be accepted. The Employer shall provide a copy of
this posting to the Local Union president.

Employees who wish to be considered for the posted job must file written application
with the Employer by the end of the posting period.
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The Employer will decide, in its sole discretion, when a vacancy exists and whether to
reassign an Employee within a classification prior to filling the vacancy. The bidding
procedure as described herein shall only apply to bargeining unit vacancies.

The applications timely filed will be reviewed by the Employer. The Employer shall
make the selection for bargaining unit positions on the basis of skill, experience,
performance, and the ability to perform the work in question. If, in the judgment of the
Employer, the skill, experience, performance, and ability to perform the work of two (2)
or more applicants are equal, seniority shail govern, subject to the grievance and
arbitration provisions of Section 6 of this Article. The Employer shall post a notice of the
person selected after the position has been filled.

The Employer shall determine whether those applicants who are currently employed are
qualified, pursuant to the criteria of Section 4, before considering outside applications.
An Employee who is not selected for a position shall be so notified prior to the
consideration of outside applicants. The Employer may consider outside applicants for
positions for which no currently employed applicant is qualified pursuant to the criteria
of Section 4.

The Union shall have recourse through the grievance and arbitration procedure to
challenge an Employer’s selection to fill a vacancy not in compliance with this Article.
In any such grievance or arbitration proceeding, the burden shall be on the Union to show
by clear and convincing evidence that the Employer’s decision was for arbitrary or
capricious reasons.

The Employer shall have the right to fill a position, and make transfers on a temporary
basis until such time as the selection of 2 permanent employee is made to fill the position,
subject to the provisions of Article XXIII regarding temporary reassignments.

The Employer shall not accept applications from Employees still serving an initial
probationary period.

The foregoing provisions on promotions and the filling of vacant positions are intended
to supersede all otherwise applicable provisions for public employees in the Ohio
Revised Code and/or the rules of the Ohio Department of Administrative Services
(ODAS), relative to transfers, promotions and the filling of vacant positions, including
any requirement for civil-service testing for non-original appointments.

ARTICLE XIIT
NO STRIKFE OR LOCKOUT
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No Employee, during the term of this Agreement, shall engage in any strike, sympathy
strike, slowdown, sit-down, cessation, stoppage, refusal to perform work, or any other
interference with the work and statutory functions or obligations of the Empioyer.

Neither the Union or its officers or agents shall in any way authorize, institute, aid,
condone, or participate in any strike, sympathy strike, slowdown, sit-down, sit-in,
cessation, stoppage, refusal to perform, or any other interference with the work and
statutory functions or obligations of the Employer.

In addition to any other liability, remedy, or right provided by applicable law or statute,
should a strike, sympathy strike, slowdown, sit-down, sit-in, cessation, stoppage, refusal
to perform work, or other interference as stated above occur, the Union, within twenty-
four (24) hours of a request by the Employer, shall:

(a)  publicly disavow such action by the Employees;

(b)  advise the Employer in writing that such action by Employees has not been
caused or sanctioned by the Union;

(¢) notify Employees, including its local officers and representatives, of its
disapproval of such action and instruct such Employees to cease action and return
to work immediately,

{(d)  post notices on Union bulletin boards advising that it disapproves of such action
and instructing Employees to return to work immediately;

The Employer agrees that it will not lock out Employees during the term of this
Agreement, and the Union and Employees agree that no picketing or handbilling against
the Employer will occur during the term of this Agreement.

In addition to any other rights or remedies provided by law, the Employer may discharge
or otherwise discipline an Employes, subject to the grievance and arbitration procedure
of this Agreement, for a violation of his or her obligation under this Article.

Nothing contained herein shall preclude the Employer from obtaining judicial restraint

and damages in the event of a violation of this Article.

ARTICLE XIV
DISCHARGE AND DISCIPLINE

The Employer shall have the right to discharge, reduce, suspend, or discipline any
13




Employee for just cause.

In the event of a suspension, reduction, or discharge, the grievance and arbitration
procedures of this Agreement shall be applicable.

With respect to all written disciplinary matters, the Employer will notify the Employee,
in writing, within a reasonable period of time of any discharge, reduction, suspension, or
written reprimand. If the Union desires to contest a suspension, reduction, or discharge it
shall file a grievance with the Employer within a period not to exceed seven (7) calendar
days from the date of the above notice. This grievance shall be included in the
Employee’s personnel file, together with any subsequent decisions under the grievance
and arbitration procedures. In the event that such a grievance is timely filed, the dispute
shall be submitted and determined under the grievance and arbitration procedures
hereinafter set forth, commencing at step 3 of the grievance procedure and the Clerk of
Courts may limit the scope of such proceedings as provided in Article XV, Section 7 of
this Agreement,

When a written reprimand is issued, the Employee shall sign to indicate receipt of the
reprimand, and above the Employee’s signature, the reprimand shall contain this legend:
“The Employee’s signature indicates receipt but not necessarily agreement with the
contents of this written reprimand.” If an Employee disputes a written reprimand, he or
she may submit a written response or rebuttal, which shall be included in the Employee’s
personnel file. In addition, the Employee may request a meeting with the Clerk of Courts
or his or her designee to review the reprimand and to present information and witnesses
supporting the Employee’s position, and if the Employee desires, he or she may be
accompanied by 2 Union representative at this meeting. Following this meeting, the
Clerk of Courts shall issue a final, written disposition on the reprimand determining
whether the reprimand is retained as written, modified, or removed from the Employee’s
personnel file, and no verbal or written reprimand is subject to the grievance and
arbitration procedures of this Agreement. Any written rebuttal or request for a meeting to
discuss a written reprimand must be submitted within ten (10) calendar days of the
Employee’s receipt of the reprimand.

Any employee who is not able to report to work because of illness, injury, inclement
weather, or other extenuating circumstance shall inform his or her supervisor of the fact
at least one-half (1/2) hour before his or her scheduled starting time. The employee must
speak with a supervisor or manager personally by telephone, uniess there is no answer, in
which case it is acceptable to leave a voice mail message with both. Unless an Employee
is physically unable to call, it is not acceptable to have family members or friends make
the call for the Employee; or to leave messages with co-workers in lien of speaking with
the supervisor or manager directly. Or, the employee may text the supervisor or
manager, as long as the supervisor or manager acknowledges the text. The text is not
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considered received until acknowledged.

Prior to the discharge, reduction, or suspension of any Employee who has completed his
or her probationary period, the Employer shall provide the Employee with written notice
of the charges against him or her, an explanation of the Empioyer’s evidence, and an
opportunity to present a response to the charges. The Clerk of Courts or his designee
shall conduct this predisciplinary hearing. IH, in the Employer’s judgment, the presence
of the Employee pending the predisciplinary hearing might create disturbance or
disruption in the workplace, the Employer may place the Employee on suspension, with
or without pay, pending the outcome of the hearing. The Employee may be represented
in a predisciplinary hearing pursuant to Article XV, Section 9 of this Agreement.

Following the discharge of an Employee, the Employer shall request the Auditor to issue
a warrant, in the next subsequent pay period, to the Employee for all wages and other
compensation earned and due the Employee, less any deduction for County property
withheld or debts pursuant to law or this Agreement.

ARTICLE XV
GRIEVANCE PROCEDURE

A grievance shall be defined as a dispute or complaint arising between the parties hereto
under this Agreement or the interpretation, application, performance, termination, or any
breach thereof. Furthermore, this procedure is intended to supersede all provisions in the
Ohio Revised Code, the Rules of the Ohio Department of Administrative Services and the
State Personnel Board of Review regarding any and all matters subject to the Grievance
and Disciplinary Procedures of this contract or otherwise made subject to this Agreement.

All grievances must be in writing and must contain the following information to be
considered:

(a)  the grievant’s name and signature;
(b)  the grievant’s classification;
(c)  the date the grievance was first discussed at the Informal Step;

(d) the name of the supervisor with whom the grievance was discussed at the
Informal Step;

(¢)  as much information as possible regarding the events giving rise to the grievance,
including the date and time, to the extent possible, that such events occurred,
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® the specific provisions of the Agreement alleged to have been violated; and
(g) the remedy sought to resolve the grievance.
A grievance shall be processed and disposed of in the following manner:

Informal Step: Prior to reducing any grievance to writing pursuant to Step 1, the grievant
shall discuss the subject of the grievance with his or her immediate supervisor and
attempt to resolve the matter informally. The Employee may request that a steward or the
Local President be present during this discussion.

Step 1: Within a reasonable time, not to exceed ten (10) calendar days following the date
on which the Employee knew or should have known of the occurrence, an Employee
having a grievance or his or her Union representative shall put the grievance in writing
and take it to the Employee’s immediate supervisor. The Employer shall give its answer
to the Employee or his Union representative within ten (10) calendar days after the
presentation of the grievance in Step 1. Within this twenty (20) calendar day period, the
Employee is encouraged to continue to seek to resolve the grievance on an informal
basis.

Step 2: If the grievance is not settled in Step 1, the grievance may, within seven (7)
calendar days after the answer in Step 1, be presented in Step 2 in writing to the
Administrator, or her designee. The Administrator may schedule a meeting with the
supervisor, the Employee, and their representatives, if any, to discuss the grievance. A
grievance so presented in Step 2 shall be answered by the Employer in writing within
seven (7) calendar days after its presentation or the meeting at which it is discussed,
whichever is later.

Step 3: If the grievance is not settled in Step 2, the grievance may, within seven (7)
calendar days after the answer in Step 2, be presented in Step 3 in writing to the Clerk of
Courts, or his designee. At this time, representatives of the Union, including a
representative of the Local Union, may be in attendance at a meeting where, if both
parties agree, witnesses and evidence may be presented which may relate to a resolution
of the grievance. A grievance so presented in Step 3 shall be answered by the Employer
in writing within seven (7) calendar days of its presentation or the meeting at which it is
heard, whichever is later.

Step 4: Within fifteen (15) calendar days of the Step 3 written response, either party may

invoke arbitration pursuant to the procedures of Article XVI, Section 1 of this
Agreement.
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11,

In the event no appeal of a grievance is taken within the time limits specified herein,
including any extensions to which the parties agree under Section 6 of this Article, the
grievance shall be deemed resolved and shall not thereafter be considered subject to the
grievance and arbitration provisions of this Agreement.

Any grievance not answered by the Employer within the prescribed time limit, including
any agreed extensions, shall be considered to have been answered in the negative and
may be advanced to the next step.

A time limit under this Article may be extended by the mutual agreement of both parties
in writing.

The parties may agree to waive one or more steps in the grievance procedure and
commence the grievance at a higher step. A grievance regarding a discharge, reduction,
or suspension for disciplinary reasons shall commence at Step 3 of the grievance
procedure, and after a predisciplinary hearing, the Clerk of Courts shall allow the parties
to present, in writing or, if the parties agree, at a meeting, only those arguments or new
evidence that supplements their presentations at the pre-disciplinary hearing.

Where a group of Employees desires to file a grievance involving a matter affecting
several Employees in the same manner, the affected Employees shall select one
Employee to process the grievance, and each Employee who desires to be included in the
grievance shall so indicate by signing the grievance at Step 1.

At any step of this grievance procedure, any pre-disciplinary hearing, or investigatory
interview in which the Employee is the target of potential disciplinary action, the
Employee may choose to be assisted by a Union representative, subject to the provisions
of Section 4117.03(A)(5) of the Revised Code. An Employee electing not to be
represented by the Union is not entitled to other representation.

An Employee serving ir an initial probationary period shall not be entitled to use the
grievance and arbitration procedure for any purpose.

The Union may withdraw a grievance at any time or during any step of the grievance
procedure, subject to the other provisions of this Article.

ARTICLE XVI
ARBITRATION

A grievance as defined in Article XV which has not been resolved thereunder may,
within thirty (30) calendar days after the completion of Step 3 of the Grievance

17




Procedure, be referred for arbitration by either party to this Agreement by directing a
written demand therefore to the American Arbitration Association (AAA), with a copy of
said notice to the other party. The arbitrator shall be selected from a panel of arbitrators
furnished by AAA; provided, however, that the parties may agree in a particular case to
request a list of arbitrators from the Federal Mediation and Conciliation Service (FMCS).
The arbitration and selection of the arbitrator shall be conducted in conformity with AAA
rules.

The fees and expeanses of the arbitrator shall be borne equally by the parties. If a
grievance is withdrawn from arbitration by the Union, the Employee, or the Employer
prior to the arbitration hearing but after arbitration expenses have been incurred, such
expenses shall be paid by the party withdrawing the grievance. If the grievance is settled
by agreement of the parties after arbitration expenses have been incurred but prior to an
arbitrator’s award being issued, such expenses shall be shared equally by the Employer
and the Union.

The arbitrator shall submit his or her decision in writing within thirty (30) calendar days
of the close of the hearing or the submission of briefs by the parties, whichever is later,
unless the parties agree to an extension.

The reward of the arbitrator hereunder shall be final and binding on the Employer, the
Union and the Employees.

The arbitrator shall not have the power to add to, subtract from or modify any of the
terms of this Agreement. Furthermore, with regard to the Employer’s right to promulgate
work rules and regulations, operating policies, and procedures as set forth herein in the
Article addressing Management Rights, the Union or grievant shall not have recourse
through the grievance and arbitration procedure to challenge the reasonableness or
appropriateness of the Employer’'s work rules, regulations, operating policies, and
procedures, provided that such work rules, regulations, operating policies or procedures
do not violate or are not otherwise impermissible under this Agreement. This provision
does not prevent an Employee disciplined by any such rule, regulation, or policy from
grieving the application of that rule to his or her particular circumstances. If the
arbitrator’s decision awards the payment of back wages covering the period of the
Employee’s separation from the County’s payroll, the amount so awarded shall be
reduced by the amount of nunemployment compensation or wages earned attributable to
the period, from whatever source.

ARTICLE XVII
LAYOFFS
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Grounds and Order of Layoff. The Employer shall determine whether layoffs or job
abolishments are necessary for reasons including, but not limited to, lack of work, lack of
funds, or reasons of economy or efficiency. A job abolishment shall mean the permanent
deletion of a position from the organization structure of the Employer. Ifit is determined
that layoffs or job abolishments are necessary, Employees in the affected classifications
will be laid off in the following order:

(a) Temporary Employees;
(b)  Intermittent and Seasonal Employees;
(c) Probationary Employees;

(d)  Permanent part-time Employees who have completed their probationary periods;
and

(e)  Employees by classification in order of inverse seniority and their present ability
to perform the remaining work available.

Notice. Employees who are subject to layoff or job abolishment shall be given notice of
the action, with the effective date of the action and reference to the recall and grievance
procedures of this Agreement, in one of the following manners:

(8)  The Employer shall send the notice by certified or registered mail at least fourteen

(14) days prior to the effective date of the action to the Employee’s last known
address; or

()  The Employer shall hand-deliver the notice at least ten {10) calendar days prior to
the effective date of the action.

Bumping Rights. Employees may displace (bump) the least senior Employee in the
Employee’s classification and, if none, the least senior employee in a lower classification
in the same classification series provided that the Employee has more seniority than the
Employee displaced and is presently qualified to perform the work. Classification series
are set forth in Appendix 1 to this Agreement. Employees displaced pursuant to this
provision may in turn displace less senior Employees in their classification, or if there are
none, the least semior Employee remaining in a lower classification in the same
classification series, provided the Employee has more seniority than the Employee
displaced and he or she remains presently qualified to perform the work. An Employee
who wishes to exercise displacement (bumping) rights under this Section must provide
notice to the Employer, in writing, of the desire to do so within four calendar days of
receiving the layoff notice. This procedure shall continue successively until the last
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Employee in the lowest classification in the classification series has been reached and, if
necessary, laid off.

Reassignment following Reduction in Force. The parties agree that a reduction in the

work force within a classification may result in the reassignment of Employees to
different job assignments within their respective classifications, and reassignment of
hours and days of work, subject to the provisions of Article XXII of the Agreement
(Hours of Work and Overtime).

Upon the request of either party, the Employer and the Union agree to meet and discuss
options of furloughs as a way of avoiding or reducing the need to lay off Employees,
provided that neither side is required to agree to any proposal. An agreed furlough may
consist of reduced work hours, scheduled and unpaid days off during one or more pay
periods, or complete office closures without pay. In the event of any agreed furlough,
Employees who were eligible for health, dental, and life insurance prior to the furlongh
shall continue to be eligible as when they were working normal, full-time hours.

Recall. An Employee who is laid off (including through job abolishment) shall be placed
on a recall list for a period of two (2) years. If there is a recall, Employees on the recall
list shall be recalled to the classification from which they were laid off or any lower
classification in the same classification series, in the inverse order of their layoff,
provided they are presently qualified to perform the work in that classification.
Employees who are eligible for recall shall be given fourteen (14) calendar days’ notice
of recall, and notice of recall shall be sent to the Employee by certified mail with a copy
to the Union, provided that the Employee must notify the Employer of his or intention to
return within seven (7) calendar days after receiving notice of recall. The Employee shall
report to work within fourteen (14) calendar days of the receipt of the notice of recall, or
his or her recall rights are waived. The Employer shali be deemed to have fulfilled its
obligations by mailing the recall notice by certified mail, return receipt requested, to the
mailing address provided by the Employee, it being the obligation and responsibility of
the Employee to provide the Employer with his/her latest mailing address.

In the event of a tie among two or more Employees with respect to the order of layoff or
recall, the affected Employees shall draw lots, according to a mutually agreed procedure,
to determine the order of layoff or recall.

An Employee or the Union may pursue through the grievance and arbitration procedure
of this Agreement the application of or an alleged violation of this Article with regard to
a particular layoff or job abolishment. In any such arbitration proceeding, the
Arbitrator’s jurisdiction shall be limited to determining whether the Employer has
complied with the provisions of this Agreement governing layoffs and job abolishments,
and the Arbitrator shall not have the power to determine the reasonableness or
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10.

appropriateness of the Employer’s decision to lay off or abolish positions.

The Employer shall provide the Union with a list of bargaining unit employees by
classification and date of appointment to the classification.

The provisions of this Article shall be the sole and exclusive authority for the layoff, job
abolishment, or recall of employees subject to this Agreement, notwithstanding any
contrary provision of the Revised Code or rules of the Department of Administrative
Services.

(Language changes illustrated above reflect changes made in the Extension Agreement of
4/1/09.)

ARTICLE XVIII
PERSONNEL RECORDS

Within a reasonable time of a request, not to exceed three (3) business days, an Employee
may inspect his or her personnel file, provided such requests have not been made with
unreasonable frequency. The following requirements govern such requests:

(8 The Employee shall inspect the personnel file at a time mutually agreeable to the
Employee and the Employer. With prior notification to the Employer, the
Employee may have a representative present during such inspection. The
Employee may designate, by presentation of a signed written authorization, a
representative to inspect the Employee’s personnel file in his or her place, subject
to the other provisions of this Article.

(b)  If the Employee objects to any item in the personnel file, he or she may provide
written clarification or explanatory response for inclusion in the file.

(©) Employees may request copies of items in their personnel file subject to a
reasonable copying charge imposed in the discretion of the Employer.

Employees shall receive- a copy of any warnings, reprimands, orders of discipline,
commendations, or performance evaluations placed in their personnel files after the
effective date of this Agreement.

The Employer shall serve upon the Local Union President a copy of all written

disciplinary actions issued against an Employee, as well as all written commendations the
Employees receive.
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Employees may have included in their personnel files any certifications, awards, or
commendations that were earned whether from the agency or outside the agency. Any
certifications, awards, or commendations shall not be removed from any Employee’s
personnel file without permission from the affected Employee.

ARTICLE XIX
LABOR MANAGEMENT COMMITTEE

Meetings will be scheduled at the request of either party (Union or the Employer) to
discuss problems of concem of the parties in the Labor Management area. Meetings will
not be held more frequently than every ninety (90) days, unless the parties agree
otherwise.

The Labor Management Committee is to consist of no more than four (4) designated
committee members and a Business Agent, from the Union, and no more than four (4)
representatives appointed by the Employer.

Prior to the meeting, the party requesting the meeting shall submit a proposed agenda to
the other party, and the Union shall notify the Employer of the bargaining unit
Employees to attend, not to exceed four (4) Employees. The other party may also submit
agenda items to be considered. The parties shall consider, in alternate order, the
consecutively placed items from each list.

ARTICLE XX
HEALTH & SAFETY

It is the responsibility of the Employer to provide reasonably safe working conditions in
compliance with applicable requirements of federal and state law. It is the duty of the
Employees to comply with all safety rules, regulations, and procedures promulgated by
the Employer.

In the event an Employee believes that the physical facility, equipment, or furnishings are
in an unsafe condition, he or she shall report the unsafe condition to the immediate
supervisor, or, if the supervisor is unavailable, to the Chief Deputy of the Division, the
Administrator, the Clerk of Courts, or other designee of the Clerk of Courts. The
Employer shall determine what action shall be taken in response to any claim under this
Section, and endeavor to correct any unsafe working condition as soon as practicable.
Failure of the Employer to correct an unsafe working condition shall be subject to the
grievance procedure.
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3. Employees shall promptly report all on the job or work related injuries to the
Administrator, Chief Deputy, or Personnel Officer. Copies of these reports will be
forwarded to the Union’s president.

ARTICLE XX1
EMERGENCY EVACUATION PROCEDURE

The Employer shail, in consultation with the appropriate safety authorities, establish properly
planned emergency evacuation routes and procedures at all of its locations. Once established,
notice of said routes and procedures shall be permanently and conspicuously be posted at each
location, and appropriste emergency exit signs and arrows shall be crected. Emergency
procedure drilis shall be conducted.

ARTICLE XXII
HOURS OF WORK AND OVERTIME

1. The normal work week for Employees shall be thirty-five (35) hours per week. The
seven-day work period, for overtime calculation purposes, shall commence on Saturday
at 12:01 am. and conclude the following Friday at 12:00 midnight, or whatever other
period is set by the Auditor’s Office for payroll purposes.

2. The Employer shall set work schedules and starting times, which shall remain flexible
based upon the needs of the Employer. The Employer may restructure the normal work
day or work week for the purposes of promoting efficiency or improving services. If the
proposed change is of a permanent nature, the Employer agrees to notify the Union and,
upon the Union’s request, meet and bargain with the Union regarding the proposed
change.

3. (a) An Employee whose hours worked, as defined by the Fair Labor Standards Act,
total in excess of forty (40) hours in one work week, shall, at the option of the
Employer, either be paid cash at one and one-half times his or her regular rate or
receive compensatory time off on the basis of one and one-half hours off for each
hour of overtime worked. An Employee whose hours worked in one work week
exceed thirty-five (35) hours but do not exceed forty (40) hours shall be paid cash
or receive compensatory time off, at the option of the Employer, at an hour-for-
hour rate.

(b) Compensatory time off will be allowed to be used within a reasonable time of the
Employee’s request for the time off, not to exceed one hundred and eighty (180)
days, unless granting the request would unduly disrupt the operations of the
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Employer. No Employee shall be permitted to accrue more than seventy (70)
hours of unused compensatory time and any Employee who has accrued unused
compensatory time to the seventy (70) hour limit shall be paid in cash for
additional overtime worked. Additionally, any compensatory time not used
within one hundred eighty (180) days of the date of accrual may be converted to
and paid as cash overtime at the Employer’s option. If an Employee is paid in
cash for accrued compensatory time, he or she shall be paid at the Employee’s
regular rate at the time of payment. Upon termination of employment, unused
compensatory time shall be paid at the Employee’s average regular rate for the
last three (3) years of employment or the Employee’s final regular rate, whichever
is higher.

(c) It is the intention of the parties, for reasons of efficiency and economy, that the
Employer be permitted to utilize work scheduling and compensatory time to
minimize its overtime liability.

(d)  This Article is intended to be used as the basis for computing overtime and shall
not be construed to limit other rights granted to management in this Agreement.

With the prior approval of the Employee’s supervisor, the Employee may use a flexible
work schedule within a work week; provided that the Employee works a number of hours
equivalent to his or her full work week and completes the required form. The supervisor
may deny the request to adjust hours in his or her sole discretion, and the denial of such a
request is not subject to the grievance and arbitration procedures of this Agreement.

ARTICLE XXIII
TEMPORARY REASSIGNMENTS

An Employee who is temporarily assigned to perform the duties of a classification with a
pay rate higher than his or her own shall, after actuaily performing such duties for more
than three (3) consecutive work days, be eligible for a temporary pay adjustment to the
pay rate of the next higher pay step in the classification in which the work is performed
or a pay rate representing at least a four percent (4%) increase over the Employee’s prior
rate of pay, whichever is higher.

After completion of more than three (3) consecutive days of work in the higher
classification, the temporary pay adjustment shall be retroactive to the first day worked in
the higher classification.

The three- (3-) day period provided in Sections 1 and 2 shall commence when the
Employee is directed by his or her supervisor or the Administrator to assume the duties of

24



the higher classification, except as the Administrator otherwise may designate.

An Employee will be considered to perform the duties of a higher classification when he
or she performs substantially all of the duties of the classification for the entire shift.

In no event shall an Employee’s pay be reduced in the event of a temporary reassignment.
This section does not apply to a demotion, reduction, suspension, or layoff.

The Employer shall not schedule Employees for temporary reassignment in an arbitrary
or capricious manner with the intent to evade the obligation to give Employees who
perform the duties of a higher classification for more than three (3) consecutive work
days the temporary pay adjustment provided in Section 1 of this Article.

Employess may voluntarily choose whether to accept or decline a temporary
reassignment to a higher classification under this Article. Further, an Employee who has
accepted a temporary reassignment may, with at least seven (7) calendar days’ notice to
the Employer, return to his or her regular classification if the Employee determines that
he or she no longer wants to remain in the higher classification. The Employer shall
request Employees at least once a year to indicate whether they are interesied in
temporary reassignments to a higher classification by so indicating in writing. Nothing in
this Section prohibits the Employer from offering temporary reassignments to other
Employees who are willing to accept such assignments, whether or not on the list.
Further, this Section shall not be construed to limit the Employer’s right to select
Employees for temporary reassignments in the Employer’s discretion.

If a temporary reassignment under this Article exceeds thirty calendar days, the Union
may request a meeting of the Labor-Management Committee to discuss the reasons for
the reassignment, its anticipated duration, and any concerns that it may have regarding
the reassignment.

ARTICLE Xx1Vv
MILEAGE AND TRAVEL REIMBURSEMENT

In accordance with the travel reimbursement policy adopted by the Board of County
Commissioners, Employees shall be reimbursed for actual miles traveled in the
Employee’s personal vehicle on official business at the rate set by the Board of County
Commissioners as part of such policy, or the rate set by the Ohio Office of Budget and
Management for mileage compensation for state employees, whichever is higher. Travel
between the Employee’s home and work site is not generally reimbursable. Employees
required to travel in their personal vehicles on a trip commencing before or after regularly
scheduled work hours shall be reimbursed for mileage from the Employee’s home or
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from the agency, whichever is less, to the approved destination and for the return trip. -

Employees are not eligible for mileage reimbursement and may not drive private vehicles
on official business unless the Employee possesses a valid operator’s permit for the
vehicle driven and the Employee carries motor-vehicle liability insurance pursuant to
Ohio law. Employees must use safety belts provided at all times when driving or riding
in a vehicle on official business.

When two (2) or more Employees are required to travel together in a personal vehicle,
only one (1) Employee shall be eligible for mileage reimbursement pursuant to this
Article,

Employees required to use commercial travel in the performance of official duties shall,
with the prior approval of the Employer, be reimbursed for the cost of travel at the lowest
available rate, in accordance with the County’s travel reimbursement policy.

Employees shall be entitled to other travel and expense reimbursement provided pursuant
to the policy adopted by the Board of County Commissioners.

ARTICLE XXV
CALL-OUT PAY AND REPORTING PAY

Call-out time shall be defined as work assigned by the Employer performed and
completed at a time disconnected from the beginning or the end of Employee’s normal
bours of work. An Employee who works call-out time shall be paid for actual hours
worked at the applicable rate; provided, however, that in the event the Employee is
required to respond in person at another location, the Employee shall receive no less than
the equivalent of four (4) hours straight-time pay at the Employee’s regular rate.

Employees shall not be entitled to a separate, four-hour guarantee of cali-out pay for calls
received during the four-hour period following the first call.

ARTICLE XXVI
BREAK PERIODS

The Employer shall provide two fifteen-minute break periods in each compieted work shift for
full-time Employees, to the extent practicable. The break period will be scheduled as authorized
by the Employee’s supervisor based upon the Employer’s operational needs at the time. If
possible, without adverse impact on operational needs, in the Employer’s sole judgment, the rest
period will be scheduled within a two (2) hour period in the middle of each half-shift. Breaks
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may not be scheduled adjacent fo the Employee’s lunch hour or the beginning or the end of the
work day.

ARTICLE XXVII
UNPAID LEAVE

Employees shall be eligible for unpaid leave in accordance with the following:

1.

Pregnancy-Related Leave.

(a)

(®)

©

An employee may take accrued sick leave with pay for pregnancy, childbirth, and
related medical conditions. In addition, the Employee may use any accrued
vacation leave. Following exhaustion of accrued sick leave, the Employee may
request sick leave without pay for pregnancy-related purposes (“pregnancy-
related leave™). Sick leave with pay and pregnancy-related leave shall be used
only for that period in which the Employee is unable to perform the substantial
and material duties of her position because of her pregnancy, recovery from
childbirth, or related medical conditions, including reasonable pre-delivery,
delivery, and recovery time, as certified by a licensed physician. Within thirty
(30) days of the termination of pregnancy, the Employee shall provide a statement
by her attending physician stating the period for which the Employee is unable to
work and the projected date on which she will be able to return to work.

Pregnancy-related leave without pay granted under subsection (a) for pregnancy,
childbirth, and related medical conditions shall in no event exceed six (6) months.
If the Employee is unable to return to work within six (6) months, the Employee
shall be given a disability separation. Pregnancy-related leave without pay shall
not include time requested for purposes of child care following the Employee’s
recovery from childbirth or other termination of the pregnancy.

Any additional leave without pay for parental or child care purposes must be
requested under the provisions of Section 3 below. All requests for leaves of
absence without pay for purposes of child care shall be considered on a
nondiscriminatory -basis without regard to the sex of the Employee. An adoptive
parent’s request for leave of absence for purposes of child care shall be
considered on the same basis as that of a biological parent under similar
circumstances. The Employer retains the right to consider such requests in its
discretion under Section 3, and may limit such leave to one of two parents.
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Military Leave. Leaves of absence without pay, for the purpose of induction into duty
with the United States Armed Forces or with a Reserve component thereof, shall be
granted in accordance with applicable law.

Other Leaves. The Employer shall grant leaves of absence where required by the Family
and Medical Leave Act of 1993, and the Union and the Employer agree to consider such
requests for leave in accordance with the Employer’s FMLA Policy. Leaves of absence
without pay or benefits for other reasons, including but not limited to for purposes of
child care, educational reasons, or attendance at Union conventions or functions or other
service as a delegate or officer, may be granted at the sole discretion of the Employer;
provided, however, with respect to unpaid Union leave, the Employer shall grant up to
ten (10) total days per calendar year to Union officers or representatives selected by the
Union for the purpose of attending official Union conventions or functions. Unpaid
Union leave not used by the end of the calendar year shall not be carried over. Such
leave must be requested, in writing, at least fourteen (14) days in advance. Furthermore,
it is expressly understood that while the ten (10) days of unpaid Union leave is the
aggregate amount for the entire bargaining unit, it may be split by two or more Union
officers or representatives.

Seniority. When an Employee returns to work following a leave of absence, the
Employee shall be returned to his or her former classification without loss of seniority.

Benefits. Benefits and insurance will not accrue during any period of unpaid leave
except that during such leave of absence, upon the Employee’s request, and subject to
any conditions or requirements of the insurer, the Employer shall continue group health
insurance coverage at the expense of the Employee to the extent required by federal law;
provided further that the Board of County Commissioners shall continue group health
insurance coverage in force, at the expense of the Employer, for the same period as is
offered to other County employees generally, not to exceed the first ninety (90) days of a
leave without pay.

Abuse of Leave. If the Employer becomes aware at any time during an unpaid leave that
the leave is not being used for the purposes for which it was granted, the Employer may
terminate the leave, order the Employee to return to work, and may take such disciplinary
action as it may deem appropriate.

ARTICLE XXVIII
HOLIDAYS

(8) Employees shall be entitled to the following holidays as observed by the
Employer:
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(1)  New Year’s Day

(2)  Martin Luther King’s Birthday

(3)  Presidents’ Day

(4) Memorial Day

(5) Independence Day

(6)  Labor Day

(7)  Veterans Day

(8)  Thanksgiving Day

(9)  Day after Thanksgiving

(10) Christmas Day
(b) In the event a scheduled holiday falls on a Saturday, it shall be observed on the

preceding Friday; in the event it falls on a Sunday, the holiday shall be observed

on the following Monday.
Christmas Eve Day and New Year’s Eve Day shall be observed only as approved by the
Board of County Commissioners for all other nonbargaining-unit employees of the
County or as approved by the Clerk of Courts. A decision that is made by the Clerk of
Courts to observe Christmas Eve Day or New Year’s Eve Day as a holiday will be
announced to Employees at least one week in advance of the holiday.
In observance of the above holidays, Employees will normally be scheduled off and paid
their regular rate of pay for the holiday. However, if Employees covered by this
Agreement are required to work on any of the above holidays, or the day observed as

such, but not both, they will be given compensatory time off or cash at the appropriate
rate, ag provided in Article XX1I (Hours of Work and Overtime).

If a holiday falls during an Employee’s vacation, the holiday shall not be included in the
calculation of vacation leave used.

An Employee, in order to receive holiday pay or compensatory time or other overtime
compensation as set forth above, must be in active pay status and, if scheduled, work the
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day before and the day after the holiday unless absence from work is due to illness or
injury, in which event a doctor’s certificate shall be required. In addition to the doctor’s
certificate, in order for an Employee to receive holiday pay or compensatory time or
other overtime compensation, who has been prevented from meeting the eligibility
requirements because of illness or injury, such Employee must have worked at least one
(1) scheduled work day in the five (5) calendar days immediately preceding the holiday.

On the Saturday before Memorial Day and Labor Day, and the Saturday after
Thanksgiving, the Clerk of Courts Office will be closed.

ARTICLE XXIX
YACATIONS

Full-time Employees, after completion of their probationary period, shall be entitled to
vacation time each year as follows:

(a)  After completion of one (1) year of service with the Employer — two (2) weeks.

(b)  Afier completion of five (5) years’ service with the Employer, the State of Ohio,
or any political subdivision of the State — three (3) weeks.

(c)  After completion of ten (10) years’ service with the Employer, the State of Ohio,
or any political subdivision of the State — four (4) weeks.

(d)  After completion of twenty (20) years’ service with the Employer, the State of
Ohio, or any political subdivision of the State — five (5) weeks.

Notwithstanding the provisions of Section 1 of this Article, an Employee hired on or after
July 5, 1987, shall only be abie to count a maximum of eight (8) years of service credit
with the State, or a political subdivision of the State other than Butler County or another
Ohio county for purposes of vacation accrual. Any prior service time with Butler County
or another Ohio county may be counted for purposes of vacation accrual irrespective of
the date of hire.

Vacation is in addition to any recognized holidays as set forth in Article X3OXVIII that
may fall within an Employee’s vacation period. If a holiday falls within an Employee’s
vacation period, the holiday shall not be counted against vacation time used.

() Following completion of the first year of employment, Employees shall accrue
vacation leave in each biweekly pay period in which they are in active pay status
at the following rate:
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(b)

al Rate Biweekly Rate

Two weeks 2.7 hours

Three weeks 4.04 hours
Four wecks 5.39 hours
Five weeks 6.73 hours

In any biweekly period in which a full-time Employee is in active pay status for
fewer than seventy (70) hours, he or she shall accrue vacation at a pro-rata rate.

Vacations are scheduled in accordance with workload requirements of the individual
departments, at the discretion of the supervisor, under the following guidelines:

(a)

(b)

(c)

(d)

(e)

Priority requests for one week or more continuous vacation (35 or more hours);
and, requests for vacation leave immediately preceding or immediately following
holidays shall be given preference if requested:

1. the first week in February for the months of March through August of the
same calendar year or;

2. the first week in August for the months of September through December
of the same calendar year and for the months of January and February of the next
following calendar year.

Priority requests shall be submitted to supervisory staff during either of the two
weeks as outlined above and shall be granted or denied according to:

1. workload requirements of the individual departments;

2. seniority of full-time employees (including full-time employees whose
employment with the Clerk of Courts office was not continuous);

3. seniority of part-time employees.

All other requests for vacation leave which are received at other times throughout
the year shall be granted or denied according to:

1. workload requirements of the individual departments; and,

2. submission date (“first-come, first-served™).

Requests for leave on workdays immediately preceding and/or following a
holiday, or during the same week shall be granted on a rotating basis. Employees
are directed to indicate on their request forms the most recent vacation leave used
surrounding a holiday.

Requests for thirty-five (35) or more hours of vacation leave must be made at
least two (2) weeks in advance of the proposed starting date. Exceptions to this
policy will be considered on an individual basis.
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10.

63 Directors will inform employees whether or not vacation leave has been granted.

In no case may an employee take his or her vacation early, prior to the actual accrual of
the vacation credit as provided in this section. In other words, no employee may be
advanced vacation,

Vacation pay shall be based upon the Employee’s regular pay in effect when the
Employee starts his or her vacation. Vacation may be taken in minimum units of one-
quarter (%4) hour.

Vacation leave may be carried over for a period of up to two (2) years, unless prior
approval of the appointing authority has been received to extend it up to three (3) years.

An Employee who retires, resigns, or has otherwise terminated his or her employment,
and who has not been discharged for theft, falsification of records, destruction of
Employer equipment, or mistreatment of customers, members of the public, or other
employees, and who has not received the vacation pay to which he or she is entitled, shall
receive said vacation pay at the next regular pay period.

In the case of the death of an Employee, the unused vacation leave and unpaid wages of
the Employee shall be paid in accordance with O.R.C. 2113.04.

ARTICLE XXX
SICK LEAVE

(a) Employees will earn sick leave at the rate of four and twenty five-hundredths
(4.025) hours per each completed seventy (70) hours in active pay status. Active
pay status shall be defined as hours worked, hours on vacation leave, hours on
holiday leave, hours on paid sick leave, hours of compensatory time off, and all
other hours of authorized, paid leave. Sick leave shall be cumulative without
limit.

Pay for any sick leave shall be at the Employee’s regular rate of pay.

Sick leave may be requested for the following purposes provided that the Employee has
notified his or her supervisor or the supervisor’s designee at least one-half (}4) hour
before the scheduled starting time for each day of the Employee’s absence:

(a)  Illness or injury of the Employes;

(b)  Serious illness or injury of immediate family members, pursuant to Section 5;
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(¢)  Medical, dental, or optical examinations that cannot be scheduled outside normal
working hours;

(d)  Exposure of the Employee to a contagious disease, if, by reason of such exposure,
the Employee’s presence at work would pose a substantial risk of contagion and
serious illness to coworkers;

(e Pregnancy, childbirth, and related medical conditions, but only to the extent the
Employee is rendered unable to work by reason of such condition;

® Death of a member of the Employee’s immediate family, pursuant to Sections 10
and 11.

Upon request of the Employer, an Employee must furnish satisfactory proof of his or her
sickness, illness, or disability before a day of sick leave is paid, including a physician’s
statement. In the case of an illness or injury for three (3) or more consecutive days, an
Employee may not return for duty or be paid sick leave without a statement from the
Employee’s physician.

Sick leave may be granted, in an amount determined in the Employer’s discretion, when
an immediate family member suffers serious illness or injury requiring the Employee’s
presence at home. “Immediate family member” shall be defined as the spouse, child,
brother, sister, parent, legal guardian, legal ward, or other relative who normally resides
in the Employee’s home. Step-children, step-parents, and step-siblings shall be covered
under this Section if the relation dates back to the Employee’s childhood, such as a step-
parent who helped raise the Employee, a step-child who grew up in the Employee’s
home, or step-siblings who lived in the same home as minors. The Employer may
require the Employee to produce a physician’s statement regarding the illness and the
necessity for the Employee’s presence.

(@) Upon exhaustion of accrued sick leave, the Employee may be permitied to use
vacation leave or leave without pay at the sole discretion of the Employer. At the
sole discretion of the Employer, sick leave without pay or benefits up to a period
of six (6) months may be granted when an Employee is sick or injured and is
without any accumulated sick leave.

(b)  If the Employee’s physician cannot certify likely recovery within six (6) months,
or if the Employee remains unable to return to work after the expiration of the six-
month leave, the Employee shall be placed on disability separation. The
Employee may request reinstatement to his or her prior classification or any lower
classification in the same classification series within a period of two (2) years
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from the date the Employee was placed on disability separation or unpaid sick
leave, whichever was earlier.

(¢) An Employee requesting reinstatement from a disability separation may be
required to submit to an examination by a physician selected by the Employer.
The examination must show that the Employee has recovered from the disability
and is able to perform all of the essential duties of the position to which
reinstatement is sought. The Employer shall pay the cost of the examination.

(d) In the event there is no vacancy in the Employee’s prior classification or a lower
classification in the same classification series, the Employee requesting
reinstatement shall be laid off.

Upon retirement from active service with the Clerk of Courts, and with ten or more years
of service with the County, the State, or any political subdivisions of the State, the
Employee shall be paid for one-fourth of his or her accrued but unused sick leave credit,
not to exceed thirty (30) days’ pay. The payment shall be based upon the Employee’s
rate of pay at the time of retirement and ecliminates all sick leave credit accrued but
unused by the Employee at the time of retirement.

Sick leave shall be taken in minimum units of one-quarter (1/4) hour, An employee
requesting sick leave shall inform his or her supervisor of the fact and the reason at least
one half (1/2) hour before his or her scheduled starting time, on each day of the absence,
unless the employee is hospitalized or has provided a physician’s statement containing an
expected date of return. The employee must speak with a supervisor or manager
personally by telephone, unless there is no answer, in which case it is acceptable to ieave
a voice mail message for both. Unless an Employee is physically unable to do so, it is
not acceptable to have family members or friends make the call for the employee or to
leave messages with co-workers in lien of speaking with the supervisor or manager
directly. Or, the employee may text the supervisor or manager, as long as the supervisor
or manager acknowledges the text. The text is not considered received until
acknowledged. Failure to do one of the above may result in denial of paid sick leave for
the period of absence, and possible disciplinary action. The employee must submit to any
medical examination, nursing visit or other inguiry which the Clerk of Courts deems

necessary.

The Employer may require the Employee to submit to a medical examination to verify
the proper use of sick leave or the Employee’s ability to perform the essential duties of
his or her position. The Employer’s determination following such an examination that an
Employee is unable to perform his or her duties is subject to the grievance and arbitration
procedure. The Employer shall select the physician and shall pay for the examination.
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I1.

12,

13,

An Employee may use sick leave for up to five (5) working days’ absence for the death
of the Employee’s parent, child, spouse, or brother or sister. The Employee may use sick
leave for up to three (3) working days’ absence for the death of the Employee’s
grandparent, grandchild, legal guardian, legal ward, father-in-law, mother-in-law,
brother-in-law, sister-in-law, son-in-law, or daughter-in-law. Funeral leave may be used
for step-children, step-parents, and step-siblings who meet the same definitions set forth
in Section 5 of this Article. Funeral leave must coincide with the day of death or day of
the funeral.

In the event of a death of a relative other than those in the immediate family as described
in Sections 5 and 9 above, the Employer may, at its sole discretion, grant one (1) day of
sick leave in order that the Employee may attend the funeral.

In circumstances of unusual distances of travel or extreme weather conditions the
Employer may, at its sole discretion, grant up to an additional two (2) days of unpaid
leave for the Employee to travel to the funeral of a relative in the immediate family as
described in Section 10 above.

If an Employee transfers to the service of the Employer from another public agency, the
Employer shall credit the Employee, upon written request and verification, with the sick
leave balance held by the Employee with the public agency to the extent provided by law.

ARTICLE XXXI
OTHER PAID LEAVE: VERIFICATION

All Employees, who have completed their probationary period and who are called (not
volunteered) to serve as jurors, will receive their regular pay less their pay as jurors for a
period not to exceed fifteen (15) work days. Any additional jury duty pay will be at the
discretion of the Employer.

An Employee testifying as a witness pursuant to a lawful subpoena of a court or agency,
in a proceeding in which the Employee is not a party, shall receive his or her regular pay
less any compensation received as a witness for the period of such testimony.

Employees who are members of the Ohio National Guard, the Ohio Military Reserve, the
Ohio Naval Military, or members of other reserve components of the armed forces of the
United States are entitled to a leave of absence for such time as they are in the military
service on field training or active duty for periods not to exceed, in the aggregate, thirty-
one (31) days in any calendar year. During such leaves, an Employee shall be paid his or
her regular pay less any compensation earned in the pay period by reason of such military
service.
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The Employer shall have the right to demand proof of proper use of any paid leave.
Falsification of any information with respect to any paid leave, including, but not limited
to paid sick leave, shail be grounds for discharge.

Attendance Incentive,

(a)

(b)

(c)

(d)

(e

Employees who have completed their initial probationary period shall be entitled
to one (1) personal day for each period of three (3) consecutive months of perfect
attendance (including tardiness), provided, that, following any award of a
personal day, the Employee must maintain perfect attendance (including
tardiness) for a subsequent period of three (3) calendar months before any
additional personal day may be awarded. No calendar month may be counted
twice for purposes of personal day accrual, and no Employee may earn more than
four (4) personal days in any calendar year under this Section.

The use of a rolling three (3) month period under Section 5(a) is on a trial basis
only, and if the Employer concludes that the use of a rolling period has resulted in
Employee manipulation of the system with periods of increased sick leave use
between three-month periods of perfect attendance (including tardiness), then
effective January 1, 1996, the Employer may, upon prior notice and discussion
with the Union, institute a fixed calendar period system, with perfect attendance
measured by the following periods: January through April, May through August,
and September through December.

For purposes of this Section, all use of sick leave or unpaid leave shall be counted
as an absence, but the Employee’s use of prior approved vacation or
compensatory time off shall not be deemed to be an absence barring a perfect
attendance award. Nothing in this subsection requires the Employer to grant
vacation leave or compensatory time off for purposes of illness or other sick leave
purposes where the Employee has not prior scheduled such leave.

The above personal days will be awarded by the Employer following the three-
month period for which they are eamed. Personal days may be taken for any
purpose by the Employee with the prior approval of the Employee’s supervisor,
provided that any personal day must be used within one (1) year of when it is
awarded or be forfeited.

Unused personal days shall be paid to an Employee who has resigned with no less
than two (2) weeks’ notice or to an Employee who has otherwise terminated his or
her employment and has not been discharged for theft, falsification of records,
destruction of Employer equipment, or mistreatment of members of the public or
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other employees.

ARTICLE XXX11
LIFE AND HEALTH INSURANCE

1. The Employer will continue to provide the same life and health insurance coverage
provided by the Butler County Board of Commissioners to its other County employees
during the term of this Agreement.

2, The extent of coverage under the insurance policies referred to in this Article shall be
governed by the terms and conditions set forth in said policies. Any guestions
concerning coverage shall be resolved in accordance with the terms and conditions in
said policy and shall not be subject to the grievance and arbitration procedures set forth in
this Agreement.

3. The Employer shall offer a plan of disability-income insurance to Employees, through
payroll deduction at the Employees’ cost.

ARTICLE XXXTI
EMPLOYEE ASSISTANCE PROGRAM

The Employer agrees to adopt and maintain an employee assistance program (EAP) providing
for short-term counseling and referral for Employees and eligible family members during the
term of this Agreement. The Employer shall be responsible for determining the scope and
provider for this program. Upon request, the Employer shall meet and confer with the Union
regarding the procedures for the program, including referrals by supervisors and Union officers,
training programs, orientation to Employees and Union officers, and other concerns relating to
the Employees’ use of the program. Both the Employer and the Union are jointly committed to
the implementation of this program as a cooperative venture designed to help Employees and
farnily members cope with personal problems before they adversely affect performance.

ARTICLE XXXIV
WAGES

1. The pay grades and ranges are set forth in Schedule 1 (Wage Rates) to this Agreement.
Upon the execution of this Agreement, full-time bargaining-unit Employees shall receive
lump-sum payments on the following schedule:

Upon ratification and approval of contract in 2013 = $500.00
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January 2014 = $550.00

The lump sum payments will be included in the Employee’s regular paycheck. A part-
time bargaining-unit Employee shall receive pro-rated lump-sum payments based on the
number of actual hours worked divided by full-time hours in the previous year, or since
his or her hire date, whichever is longer (e.g., 1,092 hours worked/1,820 hours = 60.0%,
so bonus would be $300.00 in 2013).

In Year 3 of this Agreement, 2.5% of the total annual base salary of the bargaining unit
on December 31, 2014 will be designated as Performance Pay and distributed to
bargaining-unit Employees in January 2015 based on achievement in certain performance
areas. Performance Pay for each Employee is determined by using the following method:

{(a) The performance areas are weighted factors that include:
Title Clerks
Attendance (25.0%)
Tardiness (25.0%)
Missed liens and title errors (25.0%)
Processed titles (15.0%)

Commendation from Supervisor (10.0%)

Bookkeeper and Head Bookkeeper
Attendance (25.0%)

Tardiness (25.0%)

Performance objectives (40.0%)
Commendation from supervisor (10.0%)

(b)  After the end of each calendar year and as part of the performance appraisal
process, Employee performance will be assessed based on the performance
measures. Attached Schedule 2 (Performance Measures) lists performance areas
and the measures to determine achievement.

(c)  Based on individual Employee performance in the performance areas, the Clerk of
Courts will distribute the Performance Pay to individual Employees in varying
amounts ranging from 1.0% to 4.0% of his or her current hourly rate or, if the
Employee is at the top of the pay grade, his or her current annual base rate,
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provided that the Employee has received an overall performance evaluation of
satisfactory or higher (i.e., no Employee receiving an overall performance
appraisal evaluation of unsatisfactory is cligible to receive Performance Pay for
that year). The entire amount of the Performance Pay designated by the
procedure in Section 2 of this Article will be distributed to the eligible bargaining-
unit Employees.

(d) If an Employee is not at the top of the pay range, the Performance Pay amount
will be distributed as an increase to the Empioyee’s hourly pay rate, commencing
at the start of the last full pay period in January 2015. If an Employee is at the top
of the pay range, the Performance Pay amount will be distributed as a lump sum
on the paycheck for the last full pay period in January 2015 with no increase in
the Employee’s hourly pay rate.

()  The measurement pericd for Performance Pay distributed in January 2015 is the
calendar year prior (i.e., the measurement period for Performance Pay received in
January 2015 is January 1, 2014 to December 31, 2014).

6] In addition to the Performance Pay described above, each bargaining-unit
Employee shall receive a $75.00 Performance Pay Incentive payment in January
2015 for adopting the Performance Pay Plan that is taking effect.

ARTICLE XXXV
AMENDMENT/EXCLUSIVE APPLICATION

The parties acknowledge that during the negotiations that resulted in this Agreement,
cach party had the unlimited right and opportunity to make demards and proposals, and
that the understandings and agreements arrived at by the parties after the exercise of that
right and opportunity are set forth in this Agreement, and this Agreement embodies all
applicable provisions relating to Employees covered. The Employer and the Union may,
however, mutually agree to alter, amend, supplement, enlarge or modify the provisions of
this Agreement only by a written agreement or letter of understanding.

The parties agree that this Agreement will be the sole exclusive recourse available to
Employees and the parties hereto, and where provisions of this Agreement conflict with
otherwise applicable provisions of Ohio law, this Agreement shall prevail pursuant to
Ohio Revised Code Section 4117.10(A).

ARTICLE XXXVI
WAIVER IN CASE OF EMERGENCY
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In cases of Emergency declared by the President of the United States, the Governor of the
State of Ohio, or the Clerk of Courts, resulting from acts of God, civil disorder, or other
causes of an unforeseen nature, the following conditions of the Agreement shall
automatically be suspended for the duration of the emergency:

(a)  Time limits for the Employer’s or the Union’s replies on grievances; and,

(b)  All work rules, provisions, and practices relating to the assignment of Employees
when it is not reasonably possible to follow such work rules, provisions, or
practices during the emergency.

Upon the termination of the emergency, should grievances exist, they shall be processed
in accordance with the provisions outlined in the Grievance Procedure of this Agreement
and shall proceed from the point in the Grievance Procedure to which the grievance(s)
had properly progressed.

ARTICLE XXXVIH
COPIES OF AGREEMENT

This Agreement will be printed and the cost of such printing shall be borne by the Butler
County Clerk of Courts. Each Employee and newly hired Employees after completion of
their probationary period shall be provided with a copy.

The Union, AFSCME Ohio Council 8, shall be given four copies.

ARTICLE XXXVIII
SAVINGS CLAUSE

Should any provision of this Agreement be found to be illegal or unenforceable by a
court of competent jurisdiction, all other provisions of this Agreement shall remain in full
force and cffect for the duration of this Agreement.

The parties agree to meet for the purpose of negotiating a lawful alternative provision
with respect to the replacement of any provision found illegal and unenforceable as noted
in Section 1 of this Article. Unless the parties agree otherwise, such meeting will be
scheduled within twenty (20) calendar days of the receipt of a request by either party for
such a meeting. The meeting cannot be used for any purpose other than negotiating with
respect to the provision found to be unlawful.
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ARTICLE XXXIX
DURATION

This Agreement shall become effective upon the commencement of the next succeeding
pay period following ratification by the membership of the Union and the Board of
County Commissioners, and shall continue in effect until December 31, 2015,

Thereafter, the Agreement shall remain in full force and effect from year to year unless
either party, in writing, shall notify the other at least sixty (60) days prior to the
expiration of the term or any extended term of this Agreement of any intention to make
changes in the Agreement.
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SIGNATURE PAGE
IN WITNESS WHEREQF, the parties have hereunto signed by their authorized representatives

tlnsLdayof L!MW;_«F ,201;’-\

LOCAL 3984, OHIO COUNCIL 8, BUTLER COUNTY CLERK OF COURTS
AFSCME

=3 ?3_5— MZ::;?%EEJMV\

President, Locat 3984 Clerk of Courts
AFSCME, Ohio Council 8 .

79— St Lihitt

T, 3. Jghnson C Deborah L. Grubb
epresentative Assistant Chief Deputy
CME, Ohio Council 8

Nicole R. Wilson

Vice President, Local 3984 Title Director
AFSCME, Ohio Council 8

D AN A
Lagt{%:m Clgé Davis, Jr. —{‘9\

Bargaining Team Member t Human Reso Director

Approved and journalized by the Butler County Board of Commissioners, Resolution No. 13-10-
04445,
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Schedule 1

Wage Rates
Classification Grade Pay Range
Title Clerk 1 $21,817.87-$28,831.34
Bookkeeper 3 $23,376.14-829,609.82
Head Bookkeeper 5 $29,609.82-335,843.49
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Schedule 2
Performance Measures

Weight Performance area Achievement Points (example)
25 Attendance 20
25 Tardiness 20
25 Missed liens and title errors 25
15 Processed titles 15
10 Commendation from supervisor 10
100 90

Performance measures {o determine achievement

* Attendance: Perfect attendance = 25 points, I day or less absent = 20 points, 2 days or less absent = 15
points, 4 days or less absent = 10 points, & days or less absent = 5 points, more than 6 days absent =0
points

Tardiness: No tardies = 25 points, 1 tardy = 20 points, 2 tardies = 15 points, 3 tardies = 10 points, 4
tardies = 5 points, more than 4 tardies = 0 points

** Missed liens and title errors: Percentage of errors to titles produced less than 0.5% = 235 points, 0.5%
but less than 1.0% = 17 points, 1.0% but less than 1.5% = 8 points, 1.5% or greater errors = 0 points

Processed titles: Number of processed titles are equal to or greater than the branch average = 15 points,
processed titles less than the branch average = 0 points

*** Porformance objectives: Achieved = 15 points, partially achieved = 8 points, did not achieve = 0
points

Commendation from supervisor: Commendation = 10 points, no commendation = 0 points

* Absences for funeral leave and scheduled doctor appointments of two hours or less are excluded,

** 4 missed lien counts as two errors.

*** Performance objectives for bookkeepers are developed at the time of the performance appraisal.

The Performance Pay measurement period for 2015 Performance Pay is January 1, 2014 to December
31, 2014.




APPENDIX 1
CLASSIFICATION SERIES

The classification series for Employees in the bargaining unit consists of three classifications, in
the following, descending order:

Head Bookkeeper

Bookkeeper
Title Clerk
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Resolution No. 13-10-04445
— Resolved By the Board of County Commissioners of Butler County, Ohio, That

WHEREAS, the Butler County Clerk of Courts and AFSCME, Ohio Council 8, Local 3984 are Parties
to a Collective Bargaining Agreement (CBA) that expired on December 31, 2012; and

WHEREAS, a Notice to Negotiate was issued by AFSCME and the State Employee Relations
Board assigned Case No. 12-MED-10-1293 to the negotiations; and

WHEREAS, the Parties extended the Agreement until such time as a successor Agreement was
negotiated; and

WHEREAS, the Partics reached a Tentative Agreement on September 25, 2013; and

WHEREAS, a mark-up copy with all deletions from the CBA struck through and all additions to the
CBA in bold-face type and a summary of changes are attached.

NOW, THEREFORE, BE IT RESOLVED that the Butler County Board of Commissioners do hereby
approve the CBA with AFSCME, Ohio Council 8, T.ocal 3984 for bargaining-unit Employees of the
Butler County Clerk of Courts effective upon ratification by the Union membership &nd lasting
through December 31, 2015.
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Resolution No. 13-10-04445

Requestor  : Cheryl Hahn
Request Date: September 30, 2013

Commissioner Dixon moved for the adoption of the foregoing resolution.
Commissioner Rogers seconded the motion and upon call of the roll
the vote resulted as follows:

Commissioner Carpenter Yea
Commissioner Rogers Yea
Commissioner Dixon Yea

Adopted: October 07, 2013

, .
Attest: ﬁﬂ- 7( Mﬂ clerk
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