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This Agreement, entered into by the Board of County Commissioners, Hamilton County, Ohio 
("Board") and the Hamilton County Department of Job and Family Services ("Department"), 
hereinafter jointly referred to as the Employer, and Ohio Council 8, AFSCME, AFL-CIO ("OC8) 
and Local 1768, AFSCME AFL-CIO ("Local 1768") (exclusive bargaining agent), hereinafter 
jointly refen·ed to as the Union, has as its purpose the following: 

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

The provisions (including procedures) of this agreement supersede those provisions (including 
procedures) in the Revised Code covering the same subject matter, and in particular, but not 
limited to R.C. 124.27 and 124.323 governing probationary employees and probationary periods. 
R. C. 124.321 through 124.328 governing layoffs and job abolislunents, R.C. 325.19 governing 
vacations and holidays, and R.C. 124.38 and 124.39 governing sick leave and sick leave 
conversion, except that employees will continue to receive the prior service credit to which they 
are entitled under RC. 9.44, and will be permitted to carry sick leave balances from the 
Employer to other public employers as permitted by the Revised Code. 

ARTICLEl 
UNION RECOGNITION 

Section 1.1. The Employer recognizes the Union as the sole and exclusive representative for the 
employees included in the bargaining unit in reference to wages, hours, terms and other 
conditions of employment. Wherever used in this Agreement, the term "bargaining unit" shall 
be deemed to include those individuals employed by the Employer and included in the 
bargaining unit as certified by the Ohio State Employment Relations Board (SERB) in Case 
Number 94-REP-12-0302 and as thereafter amended to by SERB. A list of those in the 
classifications listed appear in Appendix A of this Agreement. 

Section 1.2. All management level, professional, confidential, seasonal, intermittent, temporary 
and casual employees, supervisors and all other job classifications as specified in the SERB 
certification in Case Number 94-REP-12-0302 and as thereafter amended by SERB not 
specifically mentioned in Appendix A of this Agreement are excluded from the bargaining unit. 

Section 1.3. In the event of a change of duties of a classification within the bargaining unit, or in 
the event that a new classification is created within the department, the Employer shall determine 
whether the new or changed classification will be included in or excluded from the bargaining 
unit and shall so advise the Union in writing within thirty (30) calendar days. If the Union 
disputes the Employer's determination of bargaining unit status, written notice of such dispute 
shallbe given:t<ithe-EinpToyer o:Y The Union ,,,iUiiifieii(lO)ca:teildar days ofilietlmon'-srecfilpt · ·· 
of the Employer's determination. Following the Employer's receipt of the Union's notice of 
dispute, the parties shall meet in an attempt to resolve their disagreement within ten (10) calendar 
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days from the Union's notification to the Employer. If the parties agree on the determination, it 
shall be implemented as agreed by the Employer and Union, except that new classifications will 
be jointly submitted to the State Employment Relations Board (SERB) for inclusion, which shall 
not be effective until SERB certifies its inclusion. If the parties do not agree, the position shall 
be subject to challenge by the Union to SERB pursuant to Chapter 4117 of the Ohio Revised 
Code and the SERB Rules and Regulations. · 

ARTICLE2 
UNION SECURITY 

Section 2.1. The Employer agrees to deduct Union membership dues in accordance with this 
Article for all employees eligible for the bargaining unit upon the employees' completion of 
thirty (30) calendar days of employment. 

Section 2.2. The Employer agrees to deduct regular Union meinbership dues once each pay 
period from the pay of any employee in the bargaining unit upon receiving written authorization 
on a mutually acceptable fonn signed individually and voluntarily by the employee. The signed 
payroll deduction form must be presented to the Employer or designee. Upon receipt of the 
proper authorization, the Employer will deduct Union dues from the payroll check for the next 
pay period in which dues are normally deducted following the pay period in which the 
authorization was received by the Employer. 

Section 2.3. The Employer agrees to remit the dues deducted from eligible bargaining unit 
employees' pay, in accordance with this Article, to the Treasurer of AFSCJV1E Ohio Council 8 
once each month for the duration of this Agreement. 

Section 2.4. The parties agree that the Employer assumes no obligation, financial or otherwise, 
arising out of the provisions of this Article regarding the deduction of Union dues. The Union 
hereby agrees that it will indemnify and hold the Employer harmless from any claims, actions or 
proceedings by any employee arising from deductions made by the Employer pursuant to this 
Article. Once the funds are remitted to the Union, their disposition thereafter shall be the sole 
and exclusive obligation and responsibility of the Union. 

Section 2.5. The Employer shall be relieved from making such individual dues "checkoff' 
deductions upon an employee's: (1) termination of employment; (2) promotion or transfer to a 
job exempted from the bargaining unit; (3) layoff from work; or (4) an unpaid leave of absence 
or disciplinary suspension. 

Section 2.6. The Employer shall not be obligated to make dues deductions from any employee 
who, during any dues pay period involved, shall have failed to receive sufficient wages to make 
all legally required deductions in addition to the deduction of Union dues. 

Section 2.7. The paliies agree that neither the employees nor the Union shall have a claim 
against the Employercfor errors in the processing of deductions unless a claimoferrorismadetoc· · · 
the Employer in writing within sjxty (60) calendar days after the date such an error is claimed to 
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have occurred. If it is found that an en-or was made, it will be corrected at the next pay period 
that the Union dues deduction would nonnally be made by deducting the proper amount. 

Section 2.8. The rate at which dues are to be deducted shall b.e certified to the Employer or 
designee by the Union in writing within fourteen (14) calendar days following the effective date 
of this Agreement. Any change in the rate of dues deduction must be served on the Employer or 
designee in writing no less than sixty (60) calendar days prior to the effective date of the change. 

Section 2.9. Except as otherwise provided herein, each eligible employee's written autho1ization 
for dues deduction shall be honored by the Employer for the duration of this Agreement. 

Section 2.10. Effective thirty (30) calendar days following employment, any employee who 
voluntarily submits a dues check-off authorization or any employee who is currently a member 
of AFSCME and who thereafter revokes such authorization shall pay to the Union, through 
payroll deduction, an agreement administration fee for the duration of this Agreement. Any 
newly hired employee who does not become a member of AFSCME shall, after sixty (60) days 
of employment in the bargaining unit, pay an agreement administration fee. The agreement 
administration fee is automatic and does not require the employee to remain a member of the 
Union nor shall the agreement administration fee exceed the dues paid by bargaining unit 
employees who are members of the Union. The agreement administration fee shall comply with 
all provisions of Ohio Revised Code Section 4117.09(C) and Ohio Administrative Code Section 
4117-11-01. Any changes in the amount of the agreement administration fee must be provided to 
the Employer in writing no less than sixty (60) calendar days prior to the effective day of such 
change. 

ARTICLE3 
UNION RIGHTS AND REPRESENTATION 

Section 3.1. The assigned non-employee Union representative shall be admitted to any facilities 
owned and/or operated by the Employer for the purpose of processing grievances, attending 
meetings, or other representational activities as permitted in this Agreement. Upon arrival, the 
non-employee representative shall identify himself7herself to the Employer or designee. The 
Union shall notify the Employer of the intended visitation by any other non-employee Union 
representative(s) to Employer owned and/or operated facilities, and shall provide info1mation as 
to the purpose of their visit in writing to the Employer or designee prior to the date(s) of the visit. 
The Employer or designee may reschedule any visitation provided for in this Section in order to 
maintain efficient operation. Such rescheduling shall not be unreasonable. 

Section 3.2. The Employer shall recognize eight (8) employees to act as Union stewards, plus 
one (1) Chief Steward as designated by the Union, for the purposes of representation as outlined 
under this Agreement. Effective and beginning thirty (30) days after the execution of this 
Agreement, the maximum amount of paid time pennitted for the Chief Steward and stewards, to 
be away from their regular work duties to conduct union-related activities during normal 

·business hours is 1250 hours peryear;(Uniontimeusedpriorto·thirty(30) daysafterexecutioii··· 
of this Agreement, will not count as pa1t of the 1250 hours for the year 2014). Prior to leaving 
their work areas, stewards must secure the approval of the:iJ: supervisor. On a weekly basis, 

3 



MAR -5 2014 

IMAGE {'b10/ 
stewards must complete and submit a Steward's Activity Fonn as provided by the Emp oyer o 

. their immediate supervisor or his/her designee. The time spent by the union representatives in 
negotiation meetings or caucuses or in layoff discussions shall not be charged against the time 
allotted in this article to the union representatives. 

Supervisors shall not unreasonably deny approval, but maintain. the right to schedule activities so 
as to minimally impact work production. 

Section 3.3. The Union shall provide to the Employer an official roster of its local officers, 
assigned non-employee Union representatives, and stewards, which is to be kept current at all 
times and shall include the following: 

A. Name 
B. Union position held 
C. Agency position, phone number, and location 
D. Work address and phone number of non-employee Union representatives. 

No employee shall be recognized as a Union steward until the Union has presented the Employer 
or designee with written notice of that person's selection. All changes in the information 
provided for in this Section must be provided to the Employer or designee in w1iting within 
fomteen (14) calendar days after such change occurs. 

Section 3.4. The Union agrees that no representative of the Union, either employee or non­
employee of the Employer, shall interfere with, interrupt, or disrupt the normal work duties of 
employees. 

Section 3.5. The Employer agrees to provide one (1) bulletin board on each floor of each facility 
for the exclusive use of the Union, to be located in agreed upon areas. The Union may post 
notices of Union meetings, elections, recreational and social events, and conferences and 
conventions without prior approval. Campaign material for any candidate for Union elections 
shall not be posted on any bulletin board. All postings must bear the date of posting and the 
signature of a local Union official or Steward. No information may be posted which is political, 
defamatory, derogatory, or considered controversial as determined by the Union and/or 
Employer. Material posted in violation of this Section shall be immediately removed by the 
Union. If not removed by the Union upon request, the Employer may remove such material. No 
Union material of any kind may be posted anywhere in the Employer's facilities or on the 
Employer's equipment except on the bulletin boards as provided in this Section and in the 
employee's work station without the written pennission of the Employer or designee. 

Section 3.6. Union officers and stewards shall be permitted to utilize the interdepartmental mail 
system in order to communicate confidentially with each other and with bargaining unit 
members. The mail system shall not be used for mass mailings to the bargaining unit. 

Section 3 .7. The Employer shall provide the Union Chief Steward with an alphabetical listing of 
- bargaining unit personnel;- ·including ·name, classification; date· of hire; home address; and·work: 

location, once each quarter. 
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Section 3.8. Upon written request from the Union, the Employer shall make conference rooms 
and/or cafeterias available to the Union for meetings if not previously scheduled by the 
Employer. Such meetings shall not be scheduled during the nonnal working day of 8:00 AM to 
4:45PM. 

Once monthly, the Union will be pennitted to conduct recruitment and information distribution 
during the agency lunch period (11 :00 a.m. - 2:00 p.m.). This activity will be scheduled in the 
conference room/cafeteria and will be arranged on a designated and fixed day each month by 
agreement of the parties. No mol'e than two (2) representatives of the Union will staff the 
recrnitment area. It is understood that all participants will engage in this activity during non­
work time such as their specific lunch period. Union representatives will therefore staff the 
recruitment area on a rotating basis during the three (3) hour lunch period in order that such 
activity does not interfere with agency work time. At the option of the Union, the recruitment 
location may move to the various locations of the Employer, but the activity will be limited to 
the monthly-designated day agreed to between the parties. The Union agrees that the content of 
the informational material used during this recruitment activity will follow the guidelines 
contained in Section 3.5. The exact location and fixed day of the month will be a topic to be 

· resolved through the labor/management committee. 

·Section 3.9. The Union shall be pennitted to provide one (1) packet for inclusion in the 
information that is given to employees ·who are newly hired in bargaining unit classifications. 
Nothing in the packet shall contain derogatory, inflmmnatory, or untruthful infonnation. All 
questions concerning the benefits of . Union membership shall . be referred to the Union 
representatives and answered by the Union only. (A Union membership application will be 
included in the Union informational packet. Employees will be informed at orientation that they 
may, at their option, sign a Union membership application during orientation· or immediately 
thereafter, and that the application will be held before being processed for payroll deduction by 
the appropriate payroll official and the Union until completion of 30 calendar days of 
employment. Employees will further be informed, and the parties agree, that they may revoke in 
writing a signed Union membership application during this initial 30 calendar days of 
employment.) 

ARTICLE4 
MANAGEMENT RIGHTS 

Section 4.1. The Employer possesses sole right to operate the department and all management 
rights repose in it. The Employer's exclusive rights shall include, but shall not be limited to, the 
following, except as limited by the express terms and conditions set forth in this Agreement: 

A. Detennine matters of inherent managerial policy which include but are not limited to 
areas of discretion or policy such as functions and programs of the Depru.tment, standards 
of service, its overall budget, utilization of technology, and organizational structure; 

C. Maintain and improve the efficiency and effectiveness of operations and programs; 
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D. Detennine the overall methods, process, means or personnel by which operations are to 
be conducted; 

E. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, 
schedule, promote, or retain employees; 

F. Dete1mine the adequacy of the work force; 

G. Determine the mission of the Department as a unit of government; 

H. Effectively manage the work force; 

I. Take actions to carry out the mission of the Department as a government unit. 

Section 4.2. The Union recognizes and accepts that all rights and responsibilities of the 
Employer not specifically modified by this Agreement or ensuing agreements shall remain the 
function of the Employer. 

ARTICLES 
LABOR/MANAGEMENT MEETINGS 

Section 5.1. The Employer or designee(s) agree to meet with no more than five (5) designated 
Union ·representatives and one (1) non-employee Union representative to promote a climate of 
constructive labor/management relations. Additional Labor/Management Meetings may be 
scheduled by mutual consent. Labor/Management meetings may be canceled by mutual consent. 
Either party may request a Labor/Management meeting by submitting a request for the meeting 
along with agenda items and proposed dates of the meeting. Labor/Management meetings may 
be canceled by mutual consent. 

Either pruty may invite additional employees or non-employees to any Labor/Management 
meeting to address a specific topic. Such invited person shall only attend during the discussion of 
the topic for which he/she was invited. 

Section 5.2. An agenda will be exchanged by the parties at least seven (7) calendar days in 
advance of the scheduled meeting with a list of matters to be taken up at the meeting and the 
names of those Union representatives who will be attending. The purpose of such meeting shall 
be: 

A. Notify the Union of changes contemplated by the Employer which affect bargaining unit 
employees; 

C. Give the Union the opportunity to discuss issues of interest to bargaining unit employees; 
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Section 5.3. Special Labor&1anagement meetings can be called at any time by either party for 
the specific purpose of addressing any matters relating to the health and safety of employees. 
Such special meetings shall not be scheduled more often than once each quarter unless an 
emergency health or safety situation exists. 

Section 5.4. Following the conclusion of any Labor&!Janagement meeting provided for in this 
Article, each patty shall prepare minutes of the topics discussed at the meeting. Within fourteen 
(14) calendar days following the meeting, the parties shall exchange copies of such minutes. 

Section 5.5. The Employer and the Union agree to paiticipate in training provided by the State 
Employment Relations Board for the development of a labor management cooperative model 
designed to create open communication and an efficient and high pe1formance work place. Upon 
completion of the training, the parties may then take the next step to develop and implement an 
appropriate model or discontinue the process. 

ARTICLE6 
GRIEVANCE PROCEDURE 

Section 6.1. The tenn "grievance" shall mean an allegation by a bargaining unit employee or the 
Union that there has been a breach, misinterpretation, or improper application of this Agreement. 
It is not intended that the grievance procedure be used to effect changes in the Articles of this 
Agreement or those matters which are controlled by the provisions of Federal and/or State laws. 

Section 6.2. All grievances must be presented at the proper step and time in progression in order 
to be considered at the subsequent steps. Grievances involving disciplinary matters (other than 
written warning or written reprimands) shall be initiated at Step 3 of the procedure. Grievances 
involving written warnings or written reprimands must be filed at Step 1 and are not subject to 
arbitration. Any employ~e or the Union may withdraw a grievance at any point by submitting in 
writing a statement to that effect, or by permitting the time requirements at any step to lapse 
without further appeal. Any grievance not answered by the Employer's representatives within the 
stipulated time limits may be advanced by the employee or the Union to the next step in the 
grievance procedure. All time limits on grievances may be extended upon mutual written consent · 
of the parties. A copy of the Employer's Step 1 response to all grievances received by the 
Human Resources Department will be provided to the Chief Steward. 

Section 6.3. When a group of bargaining unit employees desire to file a grievance involving an 
alleged situation that affects more than one bargaining unit employee in a similar manner it is a 
"Group" grievance. At least t\vo (2) employees, aside from the union steward, shall sign the 

_ 1P.:"c:l11P giiey~~e:_Th~ .11ElI!1~?. ?fajl ~gipl.~~ee~ .~<?Y~~e_<i-~ytlie_ gi.:Ql.lP_ gi.:ie.Y!l!lC_e. :rp11:sU?e.P.!QyiQ~cl ·-· . 
to the Employer on cir before the date Of the Step 3 grievance lieai:i:tig. The remedy or resolutfoii 
of the alleged grievance shall apply to each employee affected by the grievance. · 
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A "class action" grievance is one filed by the Union and signed by a union steward, that affects 
all employees in the bargaining unit, or all employees in a division or work unit or classification. 

Group and class grievances may be filed directly at Step 3. 

Section 6.4. All grievances to be considered must contain the following information when 
applicable and must be filed using the AFSCME Giievance Report Fonn: 

A. Grievant name and signature 
B. Grievant classification 
C. Date grievance was filed in writing 
D. Date and time alleged incident occurred 
E. Location where alleged incident occurred 
F. Description of alleged incident giving rise to the grievance 
G. Specific Articles and Sections of the Agreement violated as known on the date that the 

grievance was filed (the Grievant must cite at l~ast one (1) Atticle or Section of the 
Agreement or the form will be deemed faulty and \vill be returned to the Grievant) 

H. Desired remedy to resolve grievance 
I. Steward's name and signature. 

Section 6.5. Employees are encouraged to attempt resolution of potential grievances through 
informal discussions with their supervisors, prior to filing a written grievance. It is the mutual 
desire of the Employer and the Union to provide for the prompt adjustment of grievances in a 
fair and reasonable manner, with a minimum of interruption of work schedules. Every reasonable 
effort shall be made by both the Employer and the Union to effect the resolution of grievances at 
the earliest step possible. In the furtherance of this objective, two grievance procedures are 
available to the employee, the Peer Review procedure and the Traditional Review procedure. An 
employee must choose one of the two procedures for grievance processing, but not both. 

·Peer Review Procedure: 

For employees who desire to 'file a grievance that would be initiated at the traditional Step 1 
grievance level and involve issues including written warning, reprimands, and the results of 
performance evaluations, an alternative Peer Review Procedure is available. Such procedure is 
not available for grievances involving suspensions, removals, or job audits. 

An employee having a grievance shall file a wiitten grievance with his/her immediate supervisor 
as outlined in the Table of Organization for his/her depmiment. In order for the grievance to be 
recognized, a properly completed grievance form indicating Peer Review Grievance Process 
must be filed within fomieen (14) calendar days from the date of the incident giving rise to the 
alleged grievance. 

A hearing shall be scheduled by the Peer Review Coordinator from Human Resources within 
seven (7) calendar days of receipt of the grievance. The panel will consist of two (2) bargaining 
uru.1 m.embers-aiia one.C1Tmanagemeiitm.eillber:·tne'iJaiief ·-w1nHeaFilie gnevance, <le terr.rune· if·· 
a violation of the contract has occurred and make a written decision, which is final and binding. 
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The panel's decision is not arbitrable. The fn1ding will be issued to the empl©i\1.1:~~- ----r~VJV"-1; 
chain of command, Human Resources, and the Chief Steward. 

Traditional Procedure: 

STEP 1 - IMMEDIATE SUPER VISOR: An employee having a grievance shall file a written 
grievance with his/her immediate supervisor as outlined in the Table of Organization for his/her 
department. In order for the giievance to be recognized, a properly completed grievance fonn 
indicating Traditional Grievance must be filed within fourteen (14) calendar days from the date 
the giievant had knowledge of the incident-giving rise to an alleged grievance. The in1mediate 
supervisor and/or team leader shall schedule a hearing with the employee and, if the employee 
chooses, his/her steward, within seven (7) calendar days of receipt of the grievance, and shall 
respond to the grievant in writing fourteen (14) calendar days following the hearing. 

STEP 2 - SECTION CHIEF: If the grievant is not satisfied with the response received from Step 
1, he/she may pursue the matter by submitting a memo and a copy of the grievance to the 
approp1iate Section Chief, requesting a Step 2 hearing. The request must be filed within fourteen 
(14) calendar days of receipt of the Step 1 answer. The Section Chief shall schedule a hearing 
within seven (7) calendar days of receipt. The employee may be accompanied by a Union 
steward if he/she chooses. The Section Chief, after review and investigation of all matters of fact 
relative to the grievance, shall issue a decision in w1iting ·to the grievant within fourteen ( 14) 
calendar days following the hearing. 

STEP 3 - ASSISTANT DIRECTOR/EXECUTIVE ASSISTANT: If the giievant is not satisfied 
\Vitb the response from Step 2, he/she may pursue the matter by submitting a memo to the 
appropriate Assistant Director/Executive Assistant, requesting a Step 3 hearing. The memo 
should be accompanied by a copy of the original grievance, along with the two (2) previous 
replies, and shall be filed within fourteen (14) calendar days of receipt of the Step 2 response. A 
hearing shall be scheduled within seven (7) calendar days of the Assistant Director/Executive 
Assistant's receipt of the grievance. The employee may be accompanied by a Union 
representative if he/she chooses. The Assistant Director/Executive Assistant, after review and 
investigation of all matters of fact relative to the grievance, shall issue his/her decision in writing 
to the Agency Director, within fourteen (14) calendar days of the hearing. The Agency Director. 
shall then add any comments or findings and issue the final decision to the grievant within 
twenty-one (21) calendar days of the hearing. The Director may hold such hea1ings, as he/she 
deems necessary. 

STEP 4 - ARBITRATION: If the grievance is not satisfactorily resolved at Step 3, it may be 
submitted to Arbitration upon request of the Union in accordance with this Section of this 
Article. 

The Union, based upon the facts presented, has the right to decide whether to arbitrate a 
grievance. Within fourteen (14) calendar days from the date the final answer isreceived by the 

·· union oil such. gnevance. uii<ler.step ·:f 111 tlie:irievance i)i·oce<lure, · ihe: ullion sh.ail ::iloti±Y the 
Employer in writing of its intent to seek arbitration over an unadjusted grievance. The Union 
may withdraw its request to arbitrate in writing at any time prior to the actual heaiing. Any 
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cancellation fee due the arbitrator shall be paid by the pa1ty canceling the arbitration. Any 
grievance not submitted within the fourteen (14) calendar day period described above shall be 
deemed settled on the basis of the last answer given by the Employer's representatives. 

A. Within 30 calendar days after the Employer's receipt of the Union's written notification 
to arbitrate, the Union shall request from the Federal Mediation and Conciliation Service 
(FMCS) a panel of nine (9) arbitrators who reside in Ohio, or whose principal business is 
located in Ohio. Within fifteen (15) calendar days after receipt of the panel, the parties 
shall then choose an arbitrator by alternately striking a name from the list urttil one (1) 
name remains as the arbitrator chosen by the parties. The parties will alternate who 
strikes first. Prior to striking names, each party may once reject a list in its entirety and 
request a new list. Should either party reject a list, the same procedure for requesting the 
first panel shall be followed to request a succeeding panel as stated above, except that the 
paity rejecting a panel is responsible for requesting a new panel. 

B. The arbitrator shall limit his decisions strictly to the interpretation, application, or 
enforcement of the specific Articles and Sections of this Agreement. It is further 
understood that the arbitrator shall be without jurisdiction or authority to detract from, 
alter, add to or otherwise amend in any respect any of the provisions, supplements, or 
appendices of this Agreement. Nor shall the arbitrator find any grievance to be 
melitorious unless first finding that a specific provision of this Agreement has been 
violated as alleged and that the arbitrator has jurisdiction over the matters giieved. 

C. The arbitrator shall not establish any new or different wage rates not negotiated as Part of 
this Agreement. The arbitrator may consider whether prior oral or written reprimands 
were proper when ruling upon more severe disciplinary actions. 

D. The question of arbitrability of a grievance may be raised by either party before the 
arbitration hearing of the grievance, on the grounds that the matter is non-arbitrable or 
beyond the arbitrator's jurisdiction. The first question to be placed before the arbitrator 
will be whether or not the alleged grievance is arbitrable. If the arbitrator detennines the 
grievance is within the purview of arbitrability, the a1leged grievance will be heard on its 
merits before same arbitrator. 

E. The decision of the arbitrator in all matters shall be final and binding on the grievant, the 
Union, and the Employer. The arbitrator shall be requested to issue his/her decision 
within thirty (30) calendar days after the conclusion of testimony and argument, or the 
filing of any briefs, whichever occurs later. 

F. The costs and fees of the arbitrator shall be borne by the losingpaity. In the event that the 
arbitrator's decision fails to. grant the requested award of either party and represents a 
"split decision", the costs and fees of the arbitrator shall be borne equally by the parties. 
The arbitrator shall be requested to rule on the assignment of costs at the time of 
presentation of the-award~ The fees of the court reporter shalt he paid by the paity asking~ ··· 
for one; such fees shall be split equally if both parties desire a copy of the transcripts. 
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G. Any bargaining unit member whose attendance is required for such hearing shall not lose 

pay or benefits to the extent such hearing hours are during nonnally scheduled working 
hours on the day of the hearing. The expenses of any non-employee witness shall be 
borne, if any, by the party calling them. 

Section 6.6. Whenever a time limit provided for in this Article ends on a Saturday, Sunday, or 
holiday, such time period shall be extended to the end of the next calendar day that is not a 
Saturday, Sunday, or holiday. 

Section 6.7. \Vhen an employee covered by this Agreement chooses to represent himselflherself 
in Steps 1 through 3 of the gi.ievance procedure, no adjustment of the grievance will be 
inconsistent with the teims of this Agreement. Piior to the adjustment of any such gi.ievance, the 
employer will notify the Chief Union Steward and any appropriate non-employee Union 
representative in writing of his/her right to be present at the adjustment. 

ARTICLE7 
DISCIPLINE 

Section 7 .1. The Employer may take disciplinary action against any employee in the bargaining 
unit only for just cause. The Employer may take this type of action for actions while the 
employee is on duty or off duty representing himselflherself as an employee of the Hamilton 
County Department of Job and Family Services, or for actions which reflect directly on the 
Employer and violate the Employee's standards of conduct. Forms of disciplinary action are: 

A. Written warnings 
B. Written reprimands 
C. Suspensions without pay 
D. Reduction in pay and position 
E. Discharge from employment 

Section 7 .2. Progressive discipline shall take into account the nature of the violation, the 
employee's record of discipline and the employee's record of performance and conduct. 
Discipline will be applied in a progressive and uniform manner, except in instances wherein the 
employee is found guilty of gross misconduct. Disciplinary action is intended as a fonn of 
corrective action. 

Section 7.3. Incompetency, inefficiency, dishonesty, drunkenness, immoral conduct, 
insubordination, discourteous treatment of the public, neglect of duty, absence without leave, or 
any other failure of good behavior, or any other acts of misfeasance, malfeasance, or 
nonfeasance shall be cause for disciplinary action. 

Section 7.4. Whenever the Employer or his designee determines that an employee may be 
disciplined for just cause (including only suspension, reduction or termination), a pre-

...... dl.~s;ipli.ria,1y _C()lJ,fe,i:~P.:c;~ ~iJL l:>~ .. ~cJ:iec1t:t1-esl .. t<>. _giye._!]J,~-~111pl()y~e. ~J:l gpp<>:i:tt:t.11itY. !<:i ... ()f~~!: ?Po ..... . 
·explanatfon of the allegations. Such p1:e~diSdJ?liriary conference ·shall be schedt11ed within a 
reasonable time period following the Employer's knowledge of the alleged incident(s) or 
event(s). 
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Section 7.5. Pre-disciplinary conferences will be conducted by a neutral administrator selected 
from those administrators not directly in the chain of command of the employee. The Employer, 
or hls designee, shall select the neutral administrator. 

Section 7.6. Not less than three (3) working days prior to the scheduled date of the pre­
disciplinary conference, the Employer shall provide to the en:iployee a written notification of the 
date, time and place of the pre-disciplinary conference, and a written outline of the charges 
which may be the basis for disciplinary action. Such outline shall include specific reference as to 
the date, time and place of the incident( s) or event( s) that will be presented at the pre-disciplinary 
conference, as known to the representative of the Employer at the time of issuance of the 
notification. Following the issuance of the notification and prior to the date of the conference, 
any additional information as developed by the representative of the Employer shall be 
immediately provid~d to the em:Ployee and the Chief Steward. 

The employee must choose to [1) appear at the conference to present an oral or written statement 
in his/her defense; or [2] appear at the conference and have one (1) chosen representative present 
an oral or written statement in defense of the employee; or [3] elect in writing to waive the 
opportunity to have a pre-disciplinary conference. Failure to elect and pursue one of these three 
(3) options will be deemed a waiver of the employee's right to the pre-disciplinary conference. A 
copy of the pre-disciplinary conference notice shall be furnished to the Chief Steward. 

Upon request and to the extent possible, the Employer will provide to the employee or bis/her 
representative, as early as possible prior to tl1e pre-disciplinary conference, copies of docmnents 
and a list of witnesses wbich the Employer intends to present at the pre-disciplinary conference. 

Section 7.7. At the pre-disciplinary conference, the neutral administrator will ask the employee 
or hls/her representative to respond to the allegations, which were presented in the pre­
disciplinary conference notice. 

Section 7 .8. At the pre-disciplinary conference the employee may present any testimony, 
witness, or documents which explain whether or not the allegations occurred, but the neutral 
administrator has the right to limit the witnesses' testimony to matters relevant to the allegations, 
and to limit the redundancy of testimony. The employee shall provide a list of witnesses and the 
name and occupation of hls representative, if any, to the Employer's representative as far in 
advance as possible, but not later than the work day prior to the pre-disciplina1y conference. It is 
the employee's responsibility to notify bis witnesses that he desires their attendance at the 
conference. Employee witnesses shall not be denied the right to testify at any pre-disciplinary 
conference, as long as testimony is not redundant to that of prior witnesses. 

Section 7.9. The employee will be permitted to confront and cross examine witnesses subject to 
the neutral administrator's right to reasonably limit the length and extent of such examination. A 
written report will be prepared by the neutral administrator concluding whether or not the 

· · ··· affegatlOris · occui:rect ·r11e · :Effii)10ye1:- wHr cieci<le- wilai: :d1sdiJiine,-:Tf any, -fo· aiJi)i:o!>fiate-. rh.e 
Employer may implement any disciplinary action at any time following the conclusion of the 
pre-disciplinary conference. A copy of the neutral· administrator's report will be provided to the 
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employee and the Chief Steward immediately following its receipt by the Empl~P.¥irt:A'Il:ffit1ffi¥==" 
administrator's repo1t will be prepared,' unless extenuating circumstances prohibit, within fifteen 
(15) calendar days of the conclusion of the conference. 

Section 7.10. Disciplinary action may be appealed through the giievance procedure pursuant to 
the tenns of Section 6.2 of this Agreement. Grievances involving disciplinary matters (other than 
w1itten warning or written reprimands) shall be initiated at Step 3 of the procedure. Grievances 
involving written warning or written rep1imands must be filed at Step 1 and are not subject to 
arbitration. 

Section 7.11. No later than the work day prior to the scheduled starting time of a pre­
disciplinary hearing, the employee may present a written request for a continuance. Such request 
shall contain the reason for requesting a continuance. The Employer shall not unreasonably deny 
such request. If the disciplinary process results in suspension without pay or tennination, such 
suspension or termination may be made retroactive to the originally scheduled date of the pre­
disciplinary conference if the employee has been suspended pending the outcome of the 
conference. 

Section 7.12. Disciplinary action must be :implemented within a reasonable period of time from 
the date the employee was provided with written notification of the allegations. If criminal 
charges have been filed against an employee; the time limit will not be in effect until all criminal 
proceedings are complete. This Section does not prevent the Employer from taking disciplinary 
action or indefinitely suspending an employee during the pending of criminal proceedings. 

Section 7.13. In the case of the termination of an employee for abuse of a resident or another in 
the care or custody of the Employer, and if the arbitrator detennines that just cause for the 
termination existed, the arbitrator does not have the authority to modify the termination. 

Section 7.14. Prior to or at the beginning of any investigative interview which may reasonably 
be expected to lead to suspension, reduction, or termination of the employee being interviewed, 
and any other conference in which discipline is administered, the Employer shall infom1 the 
employee of his/her right to Union representation during such interview or conference. 

ARTICLES 
PERSONNEL FILES 

Section 8.1. Each employee may request to inspect his/her official personnel file maintained by 
the Employer. Inspection of personnel files shall be by scheduled appointment. Appointments 
shall be during regular scheduled work hours of the Employer's Human Resources Office. An 
employee shall be entitled to have his/her assigned steward accompany him/her during such 
review. An employee shall be entitled to a copy_ of any docmnents to be placed in or already in 
the file, which are not considered p1ivileged by State or Federal statutes or regulations. The 

__ e.ipp_l_oye.e_ ~m l,}e,p_r.ovi~~~-'?r'.it!i_a._ll.s!_ ()f_§!f!!e. .. <:)~· f~~-~al s_t~f:l:l!~~·l1P2g r~q1:1e.s!,_ vv-1Pc.h_P!9YJ9e 
for the privileging of information, prior to viewing his/her file - ·· · · · -- · - ·· 
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Section 8.2. If an unfavorable statement or notation is in the file, the employee shall be given the 
right to place a statement of rebuttal or explanation in his/her file. Employees may submit, 
through their supervisors, records of awards or commendations for consideration by the 
Employer for inclusion in the employee personnel files. Removal or destruction of obsolete 
info1mation or documentation \.Vill be governed by the applicable provisions of the Ohio Public 
Records Act and Ohio Records Commission administrative procedures. 

Section 8.3. Records of written warnings and written reprimands shall cease to have force and 
effect twelve (12) months from the date of issuance, provided no intervening discipline has 
occurred. Records of suspension and reduction shall cease to have force and effect twenty-four 
(24) months from the date of issuance, provided no intervening discipline has occuned. Upon 
written request of the employee, records of expired discipline will be placed in a separate 
covered packet within the persom1el file. Tiris packet will be pulled by the Employer before the 
personnel file is made available to the supervisor for inspection, regarding the filling of 
vacancies. 

Section 8.4. The contents of personnel files shall be prescribed by Hamilton County> and 
retention of items shall be determined by State and Federal law. Further, all items defined by the 
Ohio· Revised Code as public information sha11 be available to the public from an employee's 
personnel file. The parties to this Agreement acknowledge that this Article is intended to comply 
with§ 149.43 of the Ohio Revised Code. 

ARTICLE9 
PROBATIONARY PERIOD 

Section 9 .1. Every newly hired employee will be required to complete an initial probationa1y 
period. Every promoted employee will be required to complete a promotional probationaiy 
period. The initial probationary period for new employees shall begin on the first day for which 
the employee receives compensation from the Employer and shall continue for the length of time 
designated for the classification group. 
Probationary classification groups and initial probationary peliod length for all purposes of this 
Article are as follows: 

A. All bargaining unit classifications in pay range 1 and below: 150 calendar days. 

B. All bargaining unit classifications in pay range 3 and above: 300 calendar days. 

A newly hired probationary employee may be terminated any time during his/her initial 
probationary period and shall have no right to appeal the tennination. 

Section 9.2. Any employee successfully completing his/her initial probationary period shall be 
considered a certified employee for all purposes> including eligibility for other positions. 

_.Section 9 .3 .... Anyemployee>while: inJlis/heci.nitial 9rpromo:tiomtl probatiq11i:1xyperiod> :whoJrn~ 
lost work thne due to an on-the-job injury or approved leave of absence, shall have his/her initial 
or promotional probationary period extended by the length of the absence, but in no case for 
more than six (6) months. 
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Section 9.4. Any bargaining unit employee who is promoted to a position outside of the 
bargaining unit and who fails to satisfactorily perfom1 in that position while in his/her 
probationary period or hvelve (12) months, whichever is shorter, may be returned to his/her 
previous classification, pay range assigned to that classification, and pay rate (adjusted for any 
wage :increases he/she would have been eligible for under this Agreement), and shall not serve an 
additional probationary period. 

Section 9.5. Any bargaining unit employee who is laterally transfen-ed to a classification within 
the same pay range and who fails to satisfactorily perform in the new classification during a 
probationm·y pe1iod as described in Section 9.6 of this Article, may be returned to his/her 
previous classification and shall not serve an additional probationary period. A bargaining unit 
employee who is voluntarily reduced to a lower pay range does not serve a probationary period. 

Section 9.6. A promoted employee, or any employee laterally transferred per Section 9.5 above, 
shall serve a probationary period as follows: 

A. All bargaining unit employees promoted or transferred to a classification in pay range 1: 
120 calendar days. 

B. All bargaining unit employees promoted or transfened to a classification jn pay range 3 
or above not designated in Section 9.6.C: 18.0 calendar days. 

C. All bargaining unit employees promoted, or transferred to the classifications, Child 
Support Technician, Eligibility Technician, Social Service Worker 3 or Children's 
Services Worker: 300 calendar days. 

An employee serving a promotional probationary period whose performance is unsatisfactory 
shall be reduced to his/her former classification, pay range assigned to that classification, and 
pay rate (adjusted for any wage :increases he/she would have been eligible for under this 
Agreement) at any time during his/her promotional probationary period 

ARTICLElO 
SENIORITY 

Section 10.1. "Seniority" shall accrue to all employee3 in accordance with the provisions of this 
Agreement. Seniority, defined in Section 10.2 of this Article, will apply wherever employee 
seniority rights are established in the terms and conditions of this Agreement. 

Section 10.2. "Seniority" shall be computed on the basis of uninterrupted length of continuous 
service with the Employer. 

A. The following situations shall not constitute a break in continuous service: 
1. Absence while on approved leave of absence 

.... ·- _ _ _ _ . . 2. _ Absence.while .on approved sickleav.e or disability leave _ 
3. Military leave 
4. A layoff of eighteen (18) months duration or less 
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5. An employee who is laid off from one bargaining unit classification and re-hired 
into a different bargaining unit classification within eighteen (18) months of 
his/her layoff. 

A. The following situations constitute breaks in continuous service for which seniority is 
lost: 

1. Discharge for just cause 
2. Retirement 
3. Layoff for more than eighteen (18) months 
4. Failure to return to work within twenty one (21) calendar days of a recall from 

layoff absent extenuating circumstances such as illness, injury, disability, or 
active military service as defined in Section 22.3 of this Agreement 

5. Failure to return to work at the expiration of leave of absence 
6. A resignation 

B. Effective upon execution of this agreement, non-bargaining unit employees who return to 
the bargaining unit wm have bargaining unit seniority credited as follows: 

1. All seniority previously accumulated in bargaining unit status. 
2. All service time accumulated outside the bargaining unit for employees with five 

or less years of service in non-bargaining unit statris with the Employer. 
3. Fifty percent (50%) of all accumulated non-bargaining unit service time or five 

years, whichever is greater, for employees with more than five years of service 
with the Employer outside the bargaining unit. 

Section 10.3. The Employer shall post a seniority list, once annually, showing the continuous 
service of each employee. One (1) copy of the list shall be furnished to the Union. Where two (2) 
or more employees have identical hire dates, they shall be listed alphabetically on the seniority 
list. 

ARTICLEll 
LAYOFF AND RECALL 

Section 11.1. Whenever the Employer detemnnes that a layoff or job· abolishment is necessary 
within either a work Section or classification, the following procedures shall apply: 

A. Within the affected work Section or classification, employees will be laid off in inverse 
order of their seniority. 

For purposes of this Article, the following are the current "work sections" subject to 
change: Children's Services, Child Support, Client Services (which includes FAA, 
Childcare and Workforce Development), and Shared Services (which includes 
Information Teclmology, Fiscal, Quality Assurance, Administration, and Maintenance) . 

... . ___ JL A:ff{:ct(!_tl ~ip.plo.yi::e.s..?:tl<Lthe.1Jni9n, __ wiU .9e. giye.p,J),Q .1-e.s.$_thwiJh~r_ty(3Q) ... ~i;Je.n9~i.:.c.i~ys. _ 
advance written notice {)fa pending layoff or abolishment. the written notice to affected 
employees shall include notice of the affected employees' bumping rights to this Article. 
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C. At least fourteen (14) calendar days prior to the notification required in ~i*.i#~#=l'!!Fff'f"=""='l 
this section, the Union and the Employer agree to meet for the purpose of discussing the 
order oflayoff, bumping rights, the order of bumping for laid off employees, and the 
possibility of laid off employees filing vacancies. At least three (3) work days prior to 
the effective date of the layoff notice, the Employer shall provide the Union with a list of 
(a) all classifications and work sections that will be affected by the layoff; and (b) a copy 
of the current seniority list. 

D. Bumping Rights: 
I. Laid off employees shall not be required to bump, but may at their discretion. 

Employees may not bump to a higher rated classification with a higher pay grade. 

2. Affected employees shall be allowed to bump into affected or non-affected work 
sections of classifications according to seniority, provided the employee has. been 
previously certified by successful completion: of probation in the classification. Part­
time employees may bump only part-time employees. Full-time employees may 
bump either full-time or part-time employees. · 

3. If an employee is unable to bump as contained above, an affected employee shall 
have the ability to move into a funded vacancy, provided the Employer intends to fill 
such vacancy and the employee has been previously certified by successful 
completion of probation in the classification. Should the parties agree to changes in 
classification titles that do not involve significant changes in job duties, such changes 
shall not affect an employee's seniority or rights under this Article. 

E. Employees laid off shall be paid for all earned but unpaid overtime, compensatory time, 
personal days and vacation (if the employee desires and so requests) in a lump sum, or at 
the rate of eighty (80) hours per pay period until all earned but unpaid earnings are paid 
(at the employee's option), or until the employee is recalled to work, whichever occurs 
first. 

F. The employer will refer all laid off employees to the HCJFS affiliated employment 
service, cmTently known as Super Jobs, for outplacement services. 

G. Any employee that is bumped out of his/her position may exercise the same layoff rights 
outlined in this article. 

Section 11.2. Employees laid off shall be placed on a recall list for a period of eighteen (18) 
months. If there is a recall, employees shall be recalled in the inverse order of lay off. An 
employee who: 1.) accepts a recall to a lower paid position than the one from which he/she was 
laid off may claim his/her original position if it becomes available within eighteen (18) months 
of the original layoff, 2.) has bumped from his/her position and/or classification; or 3.) was 

........ b:umped from -his/her -position and/or classification- may ·.claim his/her 01iginal. position if it- ·· 
becomes available within eighteen (18) months of the original layoff. 
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Section 11.3. The official notice of recall shall be sent to the employee by ce1iifie mail with a 
copy to the Union. A copy of the official notice of recall shall also be sent to the employee by 
regular mail. The Employer shall be deemed to have fulfilled its obligations by mailing the recall 
notice by ceiiified mail, return receipt requested, to the last mailing address provided by the 
employee. It is the responsibility of the employee to provide the Employer with written 
notification of any change in address, telephone number, and/or name during his/her lay off 
period. 

Section 11.4. The recalled employee shall have fourteen (14) calendar days following the date of 
receipt or attempted delivery of the recall notice to notify the Employer of his/her intention to 
return to work and shall have twenty one (21) calendar days fo]lo\ving the receipt or attempted 
delivery of the recall notice in which to report for duty, unless a different date for returning to 
work that is later than the above twenty one (21) calendar day period is otherwise specified in the 
notice. The recall time periods provided for in this Section may be decreased by mutual 
agreement of the laid off employee and the Employer. 

ARTICLE12 
VACANCIES, PROMOTIONS AND TRANSFERS 

Section 12.1. \Vhenever the Employer dete1mines that a vacancy exists within the bargaining 
unit which the Employer intends to fill, and such vacancy is not filled through recall from a 
layoff list or from a transfer list for that classification, the Employer will post a vacancy notice 
on the bulletin boards for ten (10) calendar days. The posting shall include the classification title, 
working title, work area, rate of pay, education and experience required, minimum qualifications 
for the classification, if any, the essential knowledge, skills and abilities required, a summary of 
the duties, and the closing date of the posting. Any certified employee, may apply· for the 
vacancy by submitting a completed application to the Employer within the aforementioned time 
limit. 

Section 12.2. All submitted applications will be reviewed by the Employer's Human Resources 
Section. The most qualified applicants will be interviewed for the position. If the number of 
applicants for each posted classification is four (4) times the number of vacancies or fewer, then 
all applicants will be interviewed. As an example, if three (3) vacancies are posted for the 
classification of Computer Operator 1 and twelve (12) or fewer applications are received, then all 
applicants will be interviewed. 

If the number of applicants for each posted classification is more than four ( 4) times the number 
of vacancies, then the Employer is only required to interview the most qualified applicants based 
on a factor of four (4) times the number of vacancies. As an example, if three (3) vacancies are 
posted for the classification of Computer Operator 1 and thirteen (13) or more applications are 
received, then the Employer is only required to interview the twelve (12) most qualified 
applicants. 

At th~ sole discretion of'ti;~ .E~;;.pi-;;yer oi designee, applica~t~-i~-e~cess of the mi~~~ ~~b-~~­
required by the provisions of this Section may be interviewed. 
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Section 12.3. If the number of applications received exceeds four (4) times the number of posted 
vacancies as provided for in Section 12.2 paragraph three (3) above, the following factors shall 
be considered in order to determine which candidates are most qualified and subject to being 
interviewed: 

A. Compliance with minimum qualifications 
B. Experience 
C. Education 
D. Ability to perform the work 
E. Records of attendance 
F. Records of discipline 
G. Any other applicable employment records 
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If the Employer or designee detenni.nes that two (2) or more applicants are equally qualified after 
reviewing factors A through G above, then seniority shall be used to detennine which 
applicant(s) will be interviewed. 

Section 12.4. Following the interview process, the Employer or designee shall award the 
position to the applicant who, in the best judgment of the Employer, best meets the qualifications 
for the position. Where two (2) or more employee applicants are equally qualified, the position 
shall be awarded to the most senior employee. 

If there are no qualified internal applicants, the Employer is free to fill the vacancy externally 
from an established eligibility list of non-internal applicants for the classification vacancy or 
through a provisional appointment if no list exists. 

The decision not to interview an employee shall not be subject to the grievance procedure. In any 
case where the Union appeals the Employer's decision regarding the filling of a position, the 
Union must show that the selected employee was not the most qualified. 

Section 12.5. Any certified employee may suhlnit a request for transfer by memo to the Human 
Resources Section. When a vacancy occurs within his/her classification, he/she will be 
considered for transfer. The denial of a transfer from the transfer list shall not be subject to the 
grievance procedure. All requests for transfer will expire after three hundred sixty five (365) 
calendar days from the date of submission. However, an employee may renew his/her request by 
filing a new application for transfer. If a transfer is made, the vacancy does not have to be 
posted. However, if the Employer determines that the position being vacated is to be filled, it 
shall be posted, unless filled by another transfer. 

Section 12.6. The Employer may reassign any employee to any other position within that 
employee's classification in order to meet the operational need of the Department. The Employer 
will provide as much advance notice to an affected employee as is feasible. 

Section 12. 7. Any employee who.believes he.is improperly cl(lssi:fiecl_m(ty_sul:m:ritareqµe;stfo:r:_"!-_ . 
.. position. audit to the Employer; s Human Resources. Section along with sufficient information to 
raise the question of proper classification. The Chief Steward also has the right to file a request 
for a job audit on behalf of a bargaining unit employee. The Employer's Human Resources 
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Section shall, where the question has been raised, notify the employee with.ill twelve (12) weeks 
of the request as to whether or not a reclassification is in order. If a reclassification is in order, 
the affected employee will be placed in the appropriate pay range which provides a nrininrnm 
four ( 4) percent increase. A change in pay range and increase will be effective the first day of the 
pay period, following receipt of the audit request in Human Resources. If the employee is not 
satisfied with the detenrunation, he may file a notice of appeal with the Union and the Employer. 
Reclassification appeals shall be heard by an arbitrator (or arbitrators) selected in the same 
manner as in the grievance procedure, except that FMCS shall be requested to limit the panel 
nominees to classification specialists if available. Reclassification appeals shall be scheduled no 
more often than three (3) times annually. The arbitrator shall determine the effective date of any 
reclassification, which shall not be earlier than the date of the initial request for a position audit. 
The costs of arbitration regarding reclassification appeals shall be shared equally by the pmiies 
until a total of six thousand dollars ($6,000, $3,000 by each party) per calendar year has been 
expended. Thereafter, arbitration costs shall be paid by the party requesting the audit. 

ARTICLE13. 
PERFORMANCE EVALUATION 

Section 13.1. All perfomiance evaluation policies and procedures as established by the 
Employer shall be applied to bargaining unit employees in a consistent and equitable manner. 
Annual performance evaluations shall occur within 30 days of the exempt staff deadline. Failure 
of the Employer to complete an employee's annual performance evaluation within thlliy (30) 
calendar days of the due date, unless unusual circumstances exist, shall be subject to the 
grievance procedure. Grievances pursuant to this paragraph shall be submitted directly to Step 3 
of the grievance procedure. 

In addition to the annual performance evaluation, the Employer may conduct additional 
performance evaluations as deemed necessary. 

Section 13.2. When an employee has worked under the direction of more than one (1) primary 
supervisor during any evaluation period, the input of the two (2) primary supervisors with the 
most time as supervisor of the employee shall be considered in the preparation of the 
perfonnance evaluation. 

Section 13 .3. The results of any performance evaluation may be grieved, but shall not be subject 
to the arbitration procedure provided for in this Agreement. 

Section 13.4. When a completed performance evaluation form is presented to an employee, the 
employee shall sign the fo1m to acknowledge receipt. The employee's signature on the 
performance evaluation form does not indicate that the employee agrees with the contents of the 
fonn. At the time the employee signs the performance evaluation form, he/she shall be given a 
copy . 

. Followmg .the ·einpfoyee;s -receipt of his/her copy ofthe perronnaiice .. evafoaffon. fonn; cilie ..... 
original shall be held by the supervisor for five (5) calendar days following the date of receipt 
by the employee. Dming. such five (5) calendar day period, the employee may present any 
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written comments on his/her performance evaluation to the supervisor. The emp oyee's written 
comments shall be appended or added to the perfonnance evaluation form by the supervisor, and 
the completed performance evaluation form including the employee's comments will be 
processed through normal procedures. 

Section 13.5. If and when the Employer chooses to change the perf01mance evaluation form, the 
Employer will solicit input from the Union prior to implementation. 

ARTICLE 14 
\VORKRULES 

Section 14.1. Every employee shall be issued, or have access via computer terminal, a copy of 
the Hamilton County BOCC Human Resources Policy Manual. The Chief Steward and all 
stewards as designated by the Union in compliance With Section 3 .2 of this Agreement shall be 
issued a complete copy of or hiwe access via computer terminal to the Hamilton County BOCC 
Human Resources Policy Manual. 

Section 14.2. Every employee shall be infonned of, and shall have access to, any other work 
rules, regulations, standard operating procedures and/or orders which are applicable to his/her 
position. Copies of all written changes in work rnles, regulations, standard operating procedures 
and/or orders shall be provided to the Chief Steward and the appropriate non-employee Union 
representative prior to implementation, if feasible. 

Section 14.3. The Employer agrees that all such rnles, regulations, standard operating 
procedures and/or orders shall be applied unifo1mly within the group or groups of employees to 
whom they are applicable. 

ARTICLE 15 
HOURS OF WORK AND OVERTIME 

Section 15.1. The work schedule of each bargaining unit employee shall be detennined by the 
Employer; The standard workweek for all full time employees covered by the terms and 
conditions or'.this Agreement shall be forty (40) hours, exclusive of a forty-five (45) minute 
lunch period per work day. The standard workweek is to be used to calculate overtime and does 
not constitute a guaranteed workweek. The workweek shall be computed between 12:01 AM on 
Thursday of each calendar week and 11 :59 PM the following Wednesday. Employees working in 
t\venty-four (24) hour facilities will be scheduled in accordance with the provisions of the Fair 
Labor Standards Act. This Al.tide is intended to be used as the basis for computing overtime and 
shall not be construed as a guarantee of work per day or week. Overtime shall be defined as 
being in active pay status for more than forty ( 40) hours in a workweek. The term active pay 
status as used in this A1.1icle shall include all hours worked and all hours on vacation leave, 
holiday leave, paid leave of absence, and/or compensatory time off, but shall not include hours 
. 011 si~k l<;:itY~,.dis.~ipUn&rY sl.lsP~m1ion, .oi:anyynpfilc,ll~&Y~ Qf.<11:),s~JJ.<;~, •.. 

Section 15.2. Wl1en an employee is required by the Employer to be in active pay status more 
than fo1ty ( 40) hours in a work week, he/she shall be compensated for such time over forty ( 40) 
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hours at the rate of one and one half (1 1/2) times his/her regular hourly rate for eac one 
hour, or fraction thereof, of ove1time worked. Compensation shall not be paid more than once 
for the same hours under any provision of this Aiticle or Agreement. 

For overtime worked that is mandatory, an employee may choose to be compensated for the 
overtime worked either by payment or compensatory time. 

For ove1iime worked that is voluntary, the employee will be compensated for overtime hours 
worked by payment only. 

For mandatory overtime, the Employer shall provide at least one (1) business day's notice to the 
employee(s), unless it is an emergency situation involving an essential function of the position. 
Employees may accumulate up to two hundred (200) hours of compensatory time. Compensatory 
time may be used for any reason, so long as the employee requests such time through written 
request to his immediate supervisor. Requested compensatory time may be granted by the · 
immediate supervisor based on the workload of the department or work area. Requests for use of 
compensatory time shall not be unreasonably denied · 

Upon tennination, the employee shall be paid for all compensatory time at his/her current hourly 
rate of pay or his/her average hourly rate for the past three (3) years, whichever is higher. Upon 
death of the employee, accumulated compensatory time shall be paid to the employee's estate. 

Section 15.3. Each employee shall be granted a fifteen (15) minute rest pe1iod which will be 
·scheduled by the immediate supervisor approximately at midpoint in the first one half (112) of 
the employee's regular work shift and in the second one half (1/2) of the employee's regular 
work shift. Changes in the employee's scheduled rest period must be autholized by the 
employee's immediate supervisor. An employee may use one (1) regular rest period to extend 
his/her lunch pe1iod unless operational needs prohibit. Rest breaks shall not abut an employee's 
starting or quitting times. 

Section 15.4. By mutual agreement with his/her supervisor, an employee may establish a time 
for reporting for work or a time for leaving work at the end of the work day that differs from the 
normal starting or leaving time. The establishment of such a flex-time schedule for any employee 
shall not be considered a precedent for any other employee or supervisor. The supervisor may 
require the employee to resume the normal stmiing or leaving times if the change is necessary for 
the efficient operation of the department or work area. 

Section 15.5. An employee called in to work at a time outside his/her regularly scheduled shift, 
which call-in does not abut his/her regularly scheduled shift, shall be paid a minimum of two (2) 
hours at time and one half (1 1/2) the regular rate of pay. 

Section 15.6. This Article is meant to guarantee only the minimum standards provided·under the 

. __ f~r 1~\Jqr St~llcif!rcI~.Ac:~'..IJi~P.llXti~s_agre~_tli_atiJ:lJlt~ ~\f~lJ,t_ a_ c:<;>,11mlajp,t.j_s_fH~.4 l¥i.fu:th~ ... 
Department of Labor concerning compliance with the Fair Labor Standards Act, the mininium 
standards of the Act are to be applied in detennining whether there has been a violation. 
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Section 16.1. Pay ranges and effective dates as they apply to bargaining unit classifications are 
contained in Appendix A and Appendix B of this Agreement and are incorporated herein as if 
fully rewritten. 

Section 16.2. The following procedures shall govern the placement of newly hired bargaining 
unit employees within their assigned pay range: 

A. New hire employees shall normally be hired at the minimum of the pay range for 
their classification. 

B. In time of serious labor market shortages, as detennined for a classification by the 
Employer, new hires may be assigned a starting rate above the minimum of the pay 
range for the classification so designated. 'Whenever the Employer hi.res at a rate 
above the minimum due to labor market shortages, all employees cun-ently employed 
at the _lower rate shall be raised to the rate equal to that of the new hi.re. 

C. The Employer may hire new employees at a rate above the minimum when the new 
employee's qualifications exceed either established minimum qualifications for the 
class or minimum qualifications established for associated training classifications 
linked to that classification. Such determinations shall be at the sole discretion of the 
Employer, and shall not affect the rate of other employees, regardless of their current 
rate. 

Section 16.3. Newly hired or promoted bargaining unit employees serving in the first half of 
probation shall be ineligible for merit and supplemental pay. Upon successful completion of the 
:first half of probation, a bargaining unit employee shall become eligible for merit and 
supplemental pay at the next distribution of such pay, provided he/she has satisfactorily 
completed his/her probationary period or is making satisfactory progress toward completion .. 
Promoted employees shall serve a promotional probationary period as provided for in Section 9.6 
of this Agreement, with the exception of those employees promoted to trainee classifications. 
Promoted employees shall either receive a four ( 4) percent increase or be placed in the minimum 
of the new pay range; whichever is greater, at the beginning of the pay period following 
promotion. 

Newly hired employees and employees promoted to trainee classifications will be required to 
serve a promotional probationary period as provided for in Section 9.1 (B) of this Agreement. At 
the beginning of the pay period following a promoted employee's first one hundred eighty two 
(182) calendar days of service, he/she shall be temporarily reassigned to the classification for 
which he/she is being trained and placed in the minimum for that classification provided the 
employee is making satisfactory progress toward completion of probation. Upon successful 

•.. completion of probation, the trainee will be pennanently assigned. -

Section 16.4. Employees who are temporarily assigned in writing by the Employer to the duties 
of a position which carries a higher pay range shall be eligible for a temporary work level pay 
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adjushnent beginning on the first working day of the assignment. Such temporary assignments 
shall not exceed twelve (12) continuous weeks. Pay adjustments under this provision shall be to 
the minimum rate for the classification of the temporary assignment or ·four (4) percent, 
whichever is greater. Temporary assignments resulting from approved leaves of absence may be 
extended for the length of the approved leave. 

Section 16.5. \Vhen bargaining unit employees are assigned to second or third shift work 
schedules in work units that operate on a twenty four (24) hours per day arid seven (7) days per 
week basis, the ·wage level for their classification as defined in Appendix B of this Agreement 
shall be increased by five percent (5%). 

ARTICLE17 
INSURANCE 

Section 17 .1. The Employer shall make available to all eligible bargaining unit employees the 
same major medical/hospital care insurance plans and dental plans that are available to non­
bargaining unit Hamilton County employees who are in classified civil service positions. If such 
non-bargaining unit Hamilton County Employees are required to pay a portion of insurance 
premiums for the insurance plans, the same contribution shall also apply to bargaining unit 
employees. 

Section 17.2. Plan years run from January 1 through December 31. All insurance contributions 
provided for in this Article shall be through payroll deduction. 

Section 17.3. All eligible bargaining unit employees will be provided the same life insurance as 
non-bargaining unit employees . 

Section 17.4. Part time (those employees who work less than an average of 30 hours per week), 
temporary, seasonal, inteti.m and internrittent employees are ineligible for insurance plans 
provided for in this Article. 

Section 17.5. The Employer agrees to indemnify and defend from liability any employee from 
actions arising out of the employee's lawful perfo1mance of his/her official duties. 

ARTICLE18 
HOLIDAYS 

Section 18.1. Employees shall be entitled to the following paid holidays, provided the employee 
is in active pay status the scheduled work day prior to: 

New Year's Day ................................ 1st Day ofJanuary 
Ma1iin Luther King Day .................. .3rd Monday of January 
.J>I~§i<l.c;JJ.!~l?flY '..'..·.::·.'..'..'.'.~···::.::.·_,,,:.··.~,.,'.:::'..3-I4.MQ~c!i::iy9f.f~1m,1.ary __ 
Memorial Day ................................... Last Monday in May · 
Independence Day ........................... ..4th Day of July 
Labor Day ........................................ .1st Monday in September 
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Veterans Day ..................................... 11th Day of November 
Thanksgiving Day ............................ .4th Thursday ofNovember 
Day after Thanksgiving ..................... Friday after Thanksgiving 

· Christmas Eve* ................................. 24th Day of December 
Christmas Day ................................... 25th Day of December 

* The Cluistmas Eve holiday shall be four ( 4) hours paid holiday leave. 
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Section 18.2. In the event any of the aforementioned holidays falls on Saturday, the Friday 
immediately preceding shall be observed as the holiday. In the event any of the aforementioned 
holidays fall on Sunday, the Monday immediately succeeding shall be observed as the holiday. 
The above observance schedule shall not apply to employees who work in a twenty-four (24) 
hour operation; they shall observe the above holidays on the actual day of the holiday. 

Section 18.3. If an employee's work schedule is other than Monday through Friday, he/she is 
entitled to holiday pay for holidays observed on his/her day off regardless of the day of the week 
on which they are qbserved. 

Section 18.4. Any work pe1formed by an employee on any one of the days listed in Section 18.1 
shall be paid for at the rate of one and one half (1 112) times the employee's straight time hourly 
earnings 1n addition to the holiday earnings, with the exception of the :first half of the Cluistmas 
Eve holiday. 

Section 18.5. Employees shall be paid for the number of hours that they would nonnally be 
required to work at their straight time hourly rate for each of the holidays listed in Section 18.1 
above when no work is pe1formed on such holidays with the exception of the first half of the 
Christmas Eve holiday. 

Section 18. 6. Part time employees shall receive holiday pay according to this Article only for the 
days on which they are normally scheduled to work and for the hours they are normally 
scheduled. 

Section 18.7. An employee may observe religious holidays provided that the time off is charged 
to vacation leave, compensatory time, or leave wHhout pay at the employee's discretion. In order 
to be permitted such day(s) off; the employee must request such time at least twenty-four (24) 
hours in advance through bis immediate supervisor. 

Section 18.8. In addition to the personal holidays listed in Section 18.1 above, each bargaining 
unit employee who has completed his/her initial probationary period shall be entitled to four (4) 
hours of personal leave during each calendar year. Such leave shall be requested by the employee 
no less than twenty-four (24) hours in advance on the Request for Leave form (HR.005). The 
Employer reserves the right to schedule personal leave time in order to maintain efficient 
operation of the.departmenLRequests.for p.ersonaLleaveJime.shalLno.t . .b.e J!l'.\fe.as.c:>n,&hly9.ePi.e9"·· 
Personal leave time may be used in 1/10 of an hour increments. If a bargaining unit employee 
fails to pre-schedule and use personal leave time on or before December 3 lst in any calendar 
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year, such personal leave time is lost and cannot be scheduled for a day later than December 
31st. 

ARTICLE19 
VACATION 

Section 19 .1. Full time bargaining unit employees shall earn vacation leave according to theh­
number of years of service with the Employer, the State of Ohio, or any political subdivision of 
the State Of Ohio as follows: 

A. Less than six ( 6) years completed; rate of accumulation is 3 .1 hours per pay period. 

B. Six (6) years of service but less than twelve (12) years completed; rate of accumulation is 
4.6 hours per pay period. 

C. Twelve (12) years of service but less than eighteen (18) years completed; rate of 
accumulation is 6.2 hours per pay period. 

D. Eighteen (18) years or more service completed; rate of accumulation is 7.7 hours per pay 
period. 

The accrual rate shall be prorated for permanent, part-time employees, based on the number of 
hours worked in each pay period. 

Section 19.2. Vacation credit accrues while on vacation, paid military leave, sick leave, personal 
days, and compensatory time off. No vacation credit is earned while an employee is in no-pay 
status including layoff, leave of absence and disciplinary suspension. Prorated vacation credit is 
given for any paii of a pay period. 

Section 19.3. Vacation leave may be taken in one-tenth (1/10) hour increments. Requests for 
vacation leave shall be made in writing by the employee to the employee's supervisor prior to 
any use of vacation leave. Authorization for vacation or denial of vacation request shall be 
promptly furnished in writing to the employee. Vacation requests shall not be unreasonably 
denied. An employee who exhausts all sick leave during an absence may request in writing to 
use emergency vacation leave during the period that would otherwise have been unpaid absence. 

Such request shall not be umeasonably denied. The granting of emergency vacation leave in such 
instances does not imply that the Employer has authorized the leave. 

Section 19.4. Vacation leave may be accrued up to three (3) times the employee's annual 
accumulation rate. Excess vacation shall be forfeited. 

Section 19.5. First year employees may request to use accrued vacation leave upon the 
···completion :of atleast six·(6)·monthsservice with theEmployer-,-The six {6) month period will be, 

calculated from the date of hire and will be fi.tlfilled upon the completion of thirteen (13) pay 
periods. Any employee who separates from service within the first year shall forfeit all rights to 
accrued but unused vacation. 
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Section 20 .1. Bargaining unit employees shall accrue sick leave at the rate of three and one-tenth 
(3.1) hours for each 80 hours of service, or while in active pay status, (i.e. during paid vacation, 
sick leave, holiday leave, paid leave of absence, personal days, and/or compensatory time off) for 
the first five (5) years of employment. Upon completion of the five (5) years of service (130 pay 
periods), sick leave sha11 be accrned at the rate of 4.6 hours for each eighty (80) hours of service. 
Sick leave credit shall not be accrned during any unpaid leave or disciplinary suspension. 
Advance use of sick leave shall not be granted. Sick leave is accumulative without limit. 

Section 20.2. Sick leave shall be granted to an employee, upon approval by the Employer, for 
the following reasons: 

. . 
A. Illness, injury or pregnancy-related conditions of the employee. 

B. Exposure of an employee to a contagious disease which could be communicated to and 
jeopardize the health of other employees. 

C. Examination of the employee, including medical, psychological, dental, or optical 
examination, by an appropriate practitioner, when such examination cannot be scheduled 
during non-work hours. 

D. Death of a member of the employee's immediate family. Such usage shall be limited to a 
reasonably necessary time, not to exceed :five (5) days. One of the days must be the date 
of the funeral. 

E. Illness, injury, or pregnancy-related condition of a member of the employee's inlIDediate 
family where the employee's presence is reasonably necessary for the health and welfare 
of the employee or affected family member. 

F. Examination, including medical, psychological, dental, or optical examination of a 
member of the employee's immediate family by an appropriate practitioner where the 
employee's presence is reasonably necessary, and when such examination cannot be 
scheduled during non-work hours. 

For the purpose of this article, the definition of immediate family shall be the employee's: 
Mother 
Father 
Son 
Daughter 

· ····· · · ·· • · cBrother .., ..... 

Sister 
Spouse 
Grandparent 
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Legal guardian or other person who stands in the place ofa parent (loco parentis) 
Other individual residing in the employee's household 
Step-children, step-father, step-mother, step-brother, step-sister 

Section 20.3. When an employee is unable to report to work due to illness or injury, he/she shall 
notify his/her immediate supervisor or other designated person at least one half (1/2) hour after 
the scheduled starting time and one (1) hour prior to the scheduled starting time if the employee 
works a twenty four (24) hour facility, on each day of absence unless other arrangements are 
made with the employee's supervisor. 

Section 20.4. Upon return to work an employee shall complete an application for sick leave 
payment form for each use of sick leave. The Employer may require an employee to furnish a 
medical statement prior to the final authorization of sick leave. 

Section 20.5. In order to receive sick leave pay, a bargaining unit employee must comply with 
all Depa1tmenta1 rnles and regulations governing the application and use of such leave. Sick 
leave usage, when approved, shall be charged in minimum units of one-tenth (1110) hour 
increments. 

Section 20.6. An employee with ten (10) or more years of service with the Employer, or ten (10) 
or more years of public service with political subdivisions of the State Of Ohio, \vho retires from 
active service with the Employer, shall be paid for fifty percent (50%) of the value of his/her 
accrned but unused sick leave, up to a maximum payment of seven hundred twenty (720) hours. 
P ayinent shall be based upon the employee's rate of pay at the time of retirement. 

Section 20.7. In the event of the death of a bargaining unit employee who has at least ten (10) 
years of service with Hamilton County, regardless of other public service credit, the accrued but 
unused sick leave credit of any such employee shall be paid in accordance with Section 2113.04 
of the Ohio Revised Code, or to the estate of the employee. Such payment shall be made in 
accordance with Section 20.6 of this Agreement, except that payment shall be based upon the 
employee's rate of pay at the time of death. 

Section 20.8. Newly hired bargaining unit employees shall complete at least six (6) months of 
service with the Employer before any request to use such leave can be authorized. The six ( 6) 
month period will be calculated from the date of hire and will be fulfilled upon the completion of 
thirteen (13) pay periods. 

ARTICLE21 
EARNED PERSONAL DAYS OFF 

. An employee.who .. does. no.t.use. anysick.leave ... (i.rich:id:ing _sic;k,J~.aY~ .d~;:igil~t~i:l.a~ .. fMl-) .m~gy 
pe1iod consisting of four (4) consecutive months shall be entitled to request one (1).day of extra 
time off (a personal day) for each four (4) month pe1iod. Each four (4) month period begins with 
the first day following the last incident of sick leave usage and ends one hundred t\venty (120) 
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calendar days later. Employees must be in work status to receive credit toward the earning of · 
personal days off (e.g. periods of non-paid leaves of absence do not count). Requests for earned 
personal days off shall be honored on the basis of the employee's seniority with the Employer, 
subject to the following conditions: 

A. Personal days shall be approved and scheduled in accordance with the workload 
requirements of the Employer. 

B. Personal days may be granted in one-tenth (1110) hour increments where the operational 
needs of the Employer pennit. 

C. Requests for usage of personal days (other than for reasons of employee illness) shall be 
made in writing by the employee to his/her supervisor prior to the date the requested 
usage is to occur. Requests for personal days off due to insufficient sick leave shall be 
made in writing upon the employee's return to work. 

D. Personal days must be used within the payroll year in which they are earned; otherwise, 
they shall be paid on the first payroll in January of the following payroll year. For 
purposes of this Article, a payroll year shall be defined as beginning on the first day of 
the first pay period for a year and ending on the last day of the last pay period of that 
year. 

E. When sick leave is approved for the death of a member of the employee's immediate 
family as provided for in Section 20.2(D) of this Agreement, such use of sick leave shall 
not constitute a disruption of the employee's ability to earn personal days off as provided 
for in this article. 

ARTICLE22 
LEAVES OF ABSENCE 

Section 22.1. UNPAID LEAVES OF ABSENCE: The Employer may, upon written request of 
an employee and with sufficient advance notice, grant an unpaid leave of absence subject to the 
following conditions: 

A. Leaves for persona] i-easons are limited to sh (6) month's duration, but may be extended 
by the Employer upon written request. 

B. Leaves to attend educational courses reasonably related to the Employer's function are 
limited to a maximum duration of two (2) years. An employee granted an educational 
leave must work the length of the leave upon retum before they may apply for any 
additional educational leave. 

C. Upon completion of a leave of absence, the employee is to be returned to the position 
fom1erly occupied, or to a similar position if the employee's position.is no longer 

·-·-·available.··--.- --- ········--.--··· ---······-----

D. An employee may return to work before the scheduled expiration ofleave as requested by 
the employee and agreed to by the Employer. If an employee fails to return to work at the 
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expiration of an approved leave of absence, such employee, absent ~~/imtm~~::<:'.­
circumstances, shall be terminated from employment, and shall not receive seniority 
credit during the period of the leave. 

Section 22.2. FAMILY AND MEDICAL LEAVE: 
A. Upon receipt of written request by a bargaining unit employee who has completed twelve 

(12) or more months of service and has worked at least 1250 hours during the preceding 
twelve (12) month period, the Employer or designee shall grant an unpaid leave of 
absence not to exceed twelve (12) calendar weeks for the birth of an employee's child, 
for the adoption of a child by an employee, for the serious health condition of a spouse, 
lieu of granting Family and Medical Leave, the Employer may elect to temporarily assign 
the employee to an available alternate position that would better accommodate the 
employee's reason for requesting fanrily and medical leave. 

B. Written Tequest for fanµly and medical leave must be presented as far in ·advance as 
possible, but not less than thirty (30) days in advance, unless unforeseen circumstances 
prevent advance notice. Prior to granting fanrily and medical leave, and during the period 
of family and medical leave, the employee must provide the Employer or designee with 
any requested documents or information pertaining to the reason for requesting family 
and medical leave. Family and medical leave is limited to a total of twelve (12) weeks per 
employee du1ing each calendar year. The Employer shall continue to provide medical 
insurance during the period of a family and medical leave unless the employee fails to 
pay his/her portion of the insurance premium. 

C. Family Medical Leave shall be without pay except that employees are required to 
substitute paid leave for any unpaid leave as follows 1) Accrued sick leave shall be 
substituted for any unpaid leave where the leave is one of the reasons set out in Article 
20, Sick Leave; and 2) accrued vacation leave or earned personal time shall be substituted 
for any unpaid leave for any of the other reasons listed in Section 22.2 (A), and/or that 
time not covered by accrued sick leave. 

D. An employee who fails to return from family and medical leave upon expiration of such 
leave shall be ternrinated from employment unless the employee can prove that the 
condition that caused the family and medical leave has continued to exist, or that 
uncontrollable circumstances prevented the employee's return to work. Any insurance 
premiums paid by the Employer during the family and medical leave time period of any 
employee who fails to return to work upon the expiration of such fanrily and medical 
le~ve must be repaid to the Employer by the employee. The Employer may require that 
the employee be examined by a medical practitioner selected by, and paid for by the 
Employer dming any family and medical leave and/or before au employee returns to 
work from any family and medical leave. 

_ Section 22.3 . __ JVJ!~rr l\RXJ~~A)~:_AILe.mpl.QY~~3-. whq m:~_me.mRe.(~ _9f_fu.e..Ar.111y_(Qhio) 
National Guard, the Ohio Defense Corps, the State and Federal .Militia, or members of other 
reserve components of the Armed Forces of the United States are entitled to leave of absence 
from their respective duties for such time as they are in the military service, on field training, or 
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active duty for periods not to exceed a total of one hundred seventy six (176) hours in one (1) 
calendar year. Employees are required to submit to the Employer an order or statement from the 
appropriate military commander as evidence of such duty. There is no requirement that the 
service be in one continuous period of time. Employees on such leave will continue to be paid 
their regular pay. The maximum number of hours for which payment will be made in any one (1) 
calendar year under this provision is one hundred seventy six (176) hours. Employees who are 
members of those :military components listed above will be granted emergency leave for mob, 
riot, flood, civil defense, or similar duties when so ordered by the Govemor to assist civil 
authorities. Such leave will be without pay if it exceeds authorized military leave for the year, 
except those who are called or ordered to the unif01med services because of an executive order 
issued by the President or an act of Congress shall be paid the amount required by law (presently 
$500 per month) or autho1ized by the Board of Commissioners; provided that the sum of the 
amounts paid by the Employer and the military shall not exceed the employee's normal gross 
pay as a County employee. The leave will cover the official period of the emergency and the 
time necessary to return to work. 

Section 22.4. DISABILITY LEA VE: A physically or mentally incapacitated employee who 
has completed his/her initial probationary period may request a disability leave, not to exceed 
one (1) year. The change from eighteen (18) months maximum disability leave to one (1) year 
maximum of disability leave shall be effective with the execution of this Agreement. Any 
employee on disability leave on or before that execution date shall be entitled to the eighteen 
(18) months of disability leave. To be considered for a disability leave, the employee must: 

1. Furnish satisfactory medical proof of such disability; 

2. Submit a w1itten request for disability leav_e to Human Resources no later than one (1) 
week prior to the start date of the leave, unless reasonable :mitigating circumstances exist 
(NOTE: leave is not automatically granted once the employee's paid leave is exhausted); 
and 

3. Be one of the following: 
a. Hospitalized or institutionalized; 
b. In a period of convalescence following hospitalization or institutionalization 

authorized by a physician at the hospital or institution; or 
c. Declared incapacitated for the performance of the essential duties of his/her position 

by a licensed physician. 

All of the employee's accrued paid leave (including sick, vacation, holiday and personal day) 
shall be used first to cover his/her disability leave. Once all accrued leave is exhausted, the 
employee shall then go into an unpaid status for the remainder of his/her leave. 

When an employee is ready to return to work, he/shall furnish a statement by a physician 
...... releasing.Jhe .. employee.as.abkLtO .. .retum Jo cWOrk to .. perfonn .. the .. essentia}q:gti,es Qffils/h~:r. .... ! . 

position with or without accommodation. · · · · 
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Employer Required Disability Leave: The Employer may require an employee to be examiueo 
by a licensed physician, at the Employer's expense. An employee found to be unable to 
physically perform the essential duties of his position shall be placed on disability leave as 
described in thls Article. Employer- required disability leave may be appealed through the 
grievance and arbitration procedures. Reinstatement after disability separation shall be governed 
by Section 4.7 of the Hamilton County Board of Commissioners' Policy Manual. 

Section 22.5. CIVIC DUTY LEAVE: The Employer shall .grant full pay where an employee is 
summoned for any jury duty or subpoenaed as a witness (outside the scope of his employment) 
by any court or by any agency listed in this Article. All compensation received by the employee 
for such duty shall be reimbursed to the Employer unless such duty is performed totally outside 
of normal working hours. An employee released from jury or witness duty prior to the end of 
his/her scheduled work day shall report to work for the remaining hours. Employees will honor 
any subpoena issued to them, including those from the Ohio Bureau of Workers' Compensation, 
the Ohio Bureau of Employment Services, and the State Employment Relations Board. 
The provisions of this Section shall not apply to .employees appearing in ·cou1t for criminal or 
civil cases, when the case is being heard in connection with the employee's personal matters, 
such as traffic cou1t, divorce proceedings, custody, appearing as directed with juvenile, etc. 
These absences would be leave without pay, compensatory time or vacation at the discretion of 
the employee. An employee shall request p1ior approval for court leave, in order for such leave 
to be granted. The Employer may require that the employees submit approp1iate documentation 
before any leave provided for in this Section is approved. 

Section 22.6. UNION LEA VE: Unpaid leave of absence will be granted where practicable to a 
reasonable number of employees elected or selected by the Union to attend conventions, 
conferences or educational classes conducted by the Union, provided the Employer is notified in 
writing as far in advance as is possible. Employees may use vacation leave, personal holiday 
leave, and/or compensatory time to cover the absence. When joint labor management workshops, 
conferences or seminars are made available to the parties during working hours by the Federal 
Mediation and Conciliation Service, State Employment Relations Board or other such neutral 
agency, employees selected by the Union may attend with no loss of pay although approval of 
such leave and the number permitted to attend with pay is strictly at management's discretion. 
The Union and Management recognize the value of such programs in the development of a 
cooperative relationship. 

Section 22.7. INJQRY LEA VE: In the event of an occupational injury or illness incurred as a 
direct result of performing an assigned function within the scope of the employee's authority, 
which illness or injury is compensable by Workers- Compensation, an employee may "buy back" 
sick leave used by remitting Ohio Bureau Of Workers' Compensation (OBWC) benefits to the 
Employer. The buy- back of sick time used is subject to the rules and regulations of OBWC and 
the Employer. The buy.: back of sick leave requires a request by the employee and the approval 
of the Employer, and is not an automatic right. In the event an employee is injured due to an 

_ __assamt_whik p~:formingJ!JLfJ~~ig1,,1~g flm~ti9P-, __ the E_l)'.lplgy~i-~lf_al! m::~Ltli~ e.i~p!2Ye.~ ful1-Pl3-Y _ .. 
for a period not to exceed twelve (12) weeks, provided the employee applied for and remits all 
OBWC payments to the Employer. 
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In lieu of granting injury leave, the Employer may assign the employee to light duty 
approval of, and within the limitations set by, the employee's treating physician. 
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Section 22.8. ·LAYOFF DURING LEAVES: In the event that any employee on approved leave 
of absence should be laid off, 'the Employer shall notify the employee by certified mail at the 
employee's last known address. Said notification shall include a description of the employee's 
rights and responsibilities under said layoff. It is the employee's responsibility to provide the 
Employer with written notice of any change of address, name, and/or phone number during any 
leave of absence. 

Section 22.9. Vlhen an unpaid leave of absence is approved by the Employer for any bargaining 
unit employee, the Employer shall pay the Employer's portion of health insurance premiums in 
accordance with the provisions of the Employer's Personnel Policy Manual. 

Section 22.10. When an unpaid leave of absence is not approved by the Employer for any 
bargaining unit employee, use of said leave may be subject to discipline as AWOL. 

ARTICLE23 
UNIFORMS AND EQUIPMENT 

Section 23 .1. \Vhenever the Employer requires an employee( s) to wear a uniform, the Employer 
shall provide a reasonable number of unifonn(s) for the employee's use. Employees are required 
to reasonably care for any uniforms issued. Building Services workers required to work outside 
shall be provided with a winter jacket and/or insulated coveralls. 

Section 23 .2. Employees who damage uniforms in non-work related activities are responsible 
for replacement and/or repair of same at their own expense. 

Section 23.3. The Employer shall furnish employees with the necessary tools and equipment to 
pe1form their jobs. 

ARTICI,E24 
EXPENSES 

Section 24.1. When an employee's duty requires him/her to travel outside of Hamilton County, 
the Employer shall reimburse the employee for all reasonable and necessary expenses incurred 
by the employee in the perfo1mance of his/her duty, including, but not limited to, expenses 
incurred for meals, lodging and parking, subject to the travel and transportation polices as 
established by the Hamilton County Board of Commissioners. 

Section 24.2. When an employee is authorized by the Employer to travel on official business 
and to drive his/her own automobile, the Employer shall reimburse the employee for all miles 

.... ii_c;:_tq~IJy cldY~nfQr9ffi~il'.lll:?!1~m~A.PY fu~-~!JJ.pJgye_e i~_hl§/tl~[JUJJ<>IJ.J,9_b.i!~ -~t.tl'!e..rn~e.pe.r_rl!Ue._ ~ ... --······· 
auth01ized by. the Hariiilton County Board of Commissioners. When more than one employee 
travels to the same destination, the Employer may require that such employees travel in the same 
vehicle in.order to reduce travel costs. 
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Section 24.3. Employees required to use their personal vehicle for business shall be provided 
with parking or reimbursed for parking expenses. 

ARTICLE25 
TRAINING AND EDUCATION 

Section 25.1. New employees, and employees transferred or assigned to duties or functions 
substantially different from those previously perfonned, shall be provided with such orientation 
and training as is reasonably necessary to penmt their gradual introduction to the work load as 
determined by the service unit or specialty. 

Section 25.2. At the Employer's discretion, employees may be permitted leave with pay to 
attend conferences, workshops, or educational meetings. Said conferences, workshops, or 
meetings must be pe1tinent to the mission of the Employer or to the employee's CUlTent or 
prospective duties with the Employer. 

Section 25.3. All training required of and auth01ized for an employee by the Employer shall be 
paid for by the Employer. All such required and authorized h·aining shall be counted as time 
worked, including driving time to and from training sites located outside of Hamilton County. 
On multiple day training sessions where the employee has been authorized by the Employer to 
remain at or near the training site overnight, the days in training which do not require travel to 
the site from Hamilton County or to Hamilton County from the site shall be counted as regular 
work days, not to exceed the length of the employee's normal >vork shift. 

Section 25.4. The Employer shall pay for all necessary, reasonable, authorized and approved 
expenses incident to such training for required meals, lodging, parking, mileage, registration and 
fees in accordance with the provisions of Aliicle 24 of this Agreement. 

ARTICLE26 
CIVIL SERVICE REPORTING REQUIREMENTS 

Section 26.1. The Employer and the Union agree that for the purposes of this Agreement, the 
provisions of Section 9.41 of the Revised Code pertaining to payroll repo1iing requirements 
through the Ohio Deparhnent Of Administrative Services do not apply to bargaimng unit 
employees. It is understood that the Ohio Department of Administrative Services and the State 
Persmmel Board of Review shall have no authority or jurisdiction as related to matters covered 
by this Agreement. 

Section 26.2. Whenever an employee separates from service, or is otherwise removed from the 
bargaining unit and subsequently becomes re~employed in Ohio public service within ten {l 0) 
years from the date of separation, the Employer shall certify to the successor Employer all 
IIlioiination-reievanfiO-fengtl{ofservice- an<l appropnate benefits upon written ;_:equest ofilie 
employee. 
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Section 27.1. The Employer and the Union recognize that a wmk: stoppage of any kind would 
create a clear and present danger to the health and safety of the public, and this Agreement 
provides machinery for the orderly resolution of grievances. Therefore, the parties agree that: 

A. During the tenn of this Agreement, the Union shall not, for any reason, authorize, cause, 
engage in, sanction, or assist in any sick call, work stoppage, strike, sympathy strike, 
slowdown, or any other concerted activity which would intenupt the operation of 
services of the Employer during the life of this Agreement. 

B. During the life of this Agreement, the Employer shall not cause, permit, or engage in any 
lockout of the bargaining unit employees unless those employees shall have violated 
Section 27 .1 (A) of this Article. 

Section 27 .2. In addition to any other remedies available to the Employer, any employee or 
employees, either individually or collectively, who violate Section 27.l(A) of this Article is 
subject to discipline or discharge by the Employer. 

Section 27.3. In the event of any violation of Section 27.l(A) of this Article, the Union shall 
promptly do whatever it can to prevent or stop such unauthorized acts including, but not limited 
to, the preparation and delivery to the Employer a letter addressed to the Employer stating "the 
sttike action is not sanctioned and all employees should return to work immediately,, signed by 
the ranking Union officer. 

Section 27.4. Nothing in this Article shall be construed to limit or abridge the Employer's right 
to seek other available remedies provided by law to deal with any unauthorized or unla\vful 
~es. . 

ARTICLE28 
SEVERABILITY 

Section 28.1. In the event that any provision of this Agreement is found to be inoperable 
because it is in violaiion of state or federal law, such provision shall be of no further force and 
effect, but the remainder of the Agreement shall remain in full force and effect. 

Section 28.2. The parties agree that should any provision of this Agreement be found to be 
invalid, they will schedule a meeting promptly at a mutually agreeable time to negotiate 
replacement language on the same subject matter. 
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Section 29 .1. In cases of emergency declared by the President of the United States, the Governor 
of the State of Ohio, The Sheriff, County Commissioners or the Federal or State legislature, the 
Director of Homeland Security, the Federal Emergency Management Agency (FEMA), the local 
Emergency Management Agency, the Secretary of the Department of Health and Human 
Services, or the local health district board, such as acts of God, civil disorder, or public health 
emergency, the following conditions of this Agreement may be temporarily suspended by the 
Employer: 

A. Time limit for the processing of grievances; and 

B. All work rules and practices relating to the assignment of employees. 

Section 29.2. Upon the termination of the emergency, should valid grievances exist, such 
grievances 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 such grievance(s) had properly progressed p1ior to the emergency: 

ARTICLE30 
CONTINUING EDUCATION & TUITION REIMBURSEMENT 

Section 30.1. To the extent that funds are available, the Employer will endeavor to provide 
continuing education assistance in the form of tuition reimbursement to eligible bargaining unit 
employees. This assistance is offered to enhance skill levels among employees, to correct skill or 
knowledge gaps that may exist, to qualify employees for targeted positions or classifications, to 
serve as an incentive in employee retention and as a recruitment tool to attract new employees. In 
addition, the Employer will offer flex time to employees to assist them in their continuing 
education. · 

To be eligible to use flex-time for college or continuing education classes, the classes must be 
work- related and not offered at any time other than during standard work hours. The employee 
must show the following for flex time to be considered: (1) proof of enrolhnent for each class, 
and for each semester in which they intend to use flex-time; and (2) veiification that the class is 
only offered during work hours. The employee must have management approval prior to using 
flex time. Flex-time is not guaranteed but once approved and the employee has begun taking the 
class, the flex-ti.me for that employee will not be unreasonably denied or withdrawn. 

Section 30.2. To be considered for tuition reimbursement, the employee must be a full-time 

.. e:~!l~<?Yt:~LJ:t~y~~ll:c~~~s-~lly<;()~p!~-~t;:-~-~!1~(12-X~.?r __ o_(~~r~i9_~_'.'fith_t~~~!l1PJ9Yer,_l!Qt\l~_().11_ ~11Y __ _ 
extended leave while taking the class, have acceptable attendance, in the judgment of the 
employee's direct supervisor be able to handle his/her workload, have acceptable performance 
evaluations, not currently subject to ·any seiious disciplinary action as determined by the 
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Department, and be willing to sign a work commitment. This commitment shall be discharged at 
a rate of $100.00 for each month of. continued employment follovving the receipt of 
reimbursement. Employees who voluntarily terminate tl1eir employment prior to meeting this 
commitment shall repay the remaining debt. Applications for Tuition Reimbursement must be 
received and approved within thirty (30) days prior to beginning a course of study. No 
retroactive payment shaJl be granted. 

Section 30.3. The Employee is responsible for the initial payment of aJl tuition costs associated 
with the chosen course of study: books, supplies, lab fees, etc., shall not be eligible for 
reimbursement. The amount of tuition reimbursement will be based on the cost per credit hour of 
similar Classes on the main campus of the University Of Cincinnati, after adjusting for possible 
differences between quarter credits and semester credits and shall not exceed seven (7) hours per 
qua1ter/semester. If an employee selects a college that has a higher cost per credit hour than the 
University Of Cincinnati, the Employee shall be responsible for the difference. 

If an employee who is em611ed at a:ri approved college other than the University Of Cjncinnati in 
a degree oriented program on the effective date of this Agreement and subsequently changes 
his/her course of study, attains a degree, or is no longer enrolled in a degree oriented program, all 
further approved participation in the tuition reimbursement program shall be in compliance with 
the first paragraph of this Section. 

Section 30.4: ·Tuition reimbursement shall be based on the employee's grade level achieved in 
each course as follows: 

% of Reimbursement Grade 
100% reimbursement Grade A or Satisfactory 
90% reimbursement Grade B 
75% reimbursement Grade C 
0% reimbursement for Grade D or below, no grade, incomplete, unsatisfactory, etc. 

Pass/Fail classes taken as a requirement of a degree program, where no letter grade is offered, 
will be reimbursed at the C grade level if a passing mark is attained. 

If a grade of "incomplete" is subsequently changed to a Grade C or higher, then the 0% 
reimbursement will be changed to the appropriate reimbursement rate for such changed grade. 

Requests for reimbursement are to be submitted within six months after compfotion of class. 
The maximum amount reimbursable to an employee under this program is $5,250.00 per 
calendar year. 
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Section 31.1. The County Administrator may declare an emergency which could result in 
building closures, discontinuation of operations, and/or redeployment of staff resources. Such 
emergency may be due to: 

A. Excessive snow and/or ice; 
B. Inclement weather; 
C. A level III snow emergency as issued by the Hamilton County Sheriff 
D. Situations contained in the Hamilton County Ohio Emergency Actions Guidance Manual 

(e.g., bomb threats, fires, tomados, earthquakes, medical emergencies, riots); 
E. Security threats; and 
F. Other hazardous incidents. 

Section 31.2. The County Administrator is responsible for sending notice of a declared 
emergency to department heads who are then responsible for communicating this information to 
their staff. The department head shall designate an alternate responsible for receiving and 
relaying such notices in the event he/she is unable to fulfill this role. 

Section 31.3. Each department head is responsible for identifying critical operations and for 
designating essential employees, i.e., those employees considered necessary to protect the 
immediate safety and/or security of persons or prope1ty for which the county has direct 
responsibility, and/or employees whose presence at the work site(s) is critical to maintaining 
operations and services. Department heads must infonn essential employees of their status and 
their responsibilities as such. Also, department heads are responsible for regularly updating this 
info1mation and keeping it on :file. 

Section 31.4. During a declared weather emergency, all essential employees are expected to 
work unless otherwise advised by the department head or County Administrator. During weather 
or other emergencies, employees of those departments required to maintain twenty-four (24) 
hour emergency service are required to report to work. Essential employees, as determined by 
the Employer, who are requirec! to report to work shall receive an earned personal leave equal to 
the amount of time worked during a declared work emergency. Personal leave earned during 
declared work emergencies must be used within the payroll year in which it is earned. The 
department head or designee may continue to use available personnel beyond regularly 
scheduled hours, subject to overtime pay provisions as applicable. 

Section 31.5. Individual building closures will be handled on a .case-by-case basis depending on 
the severity and duration of the declared emergency. .. 

..... ·section 3r:6:-Emerge1icfCiosiires.Peitai:Il ·oruyfo- the shift ana701: .. ,shifts· diinng .. which. ffie··- · · 
emergency is in effect, i.e., if an emergency is declared during first shift and lifted prior to the 
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commencement of second shift, then second and third shift employees are expected to report to 
work. 

Section 31. 7. During an emergency declared by the County Administrator, if County offices are 
officially closed to the public and nonessential personnel, employees will be compensated in the 
follO\ving manner: 

Bargaining Unit 
ESSENTIAL 

Bargaining Unit 
NON-ESSENTIAL 

Employee on scheduled leave 

Yes, regardless of weather or 
emergency conditions unless directed 
othenvise by management 

No, do not report until next scheduled 
shift unless othenvise directed by 
management 

NIA 

ARTICLE32 
DURATION 

Paid according to the 
applicable labor agreement 

Paid for regularly scheduled 
shift 

Charged with leave time, 
regardless of declared 
emergency 

Section 32.1. This Agreement shall be effective 12:01 a.m., January 1, 2014 (the "Effective 
Date"), regardless of the execution date, except where individual articles and/or sections 
reference a different effective date, and shall remain in full force and effect until 12:00 a.m. 
midnight, December 31, 2016 

Section 32.2. If either party desires to modify, amend or tenninate this Agreement, it shall give 
written notice of such intent no earlier than one hundred twenty (120) calendar days prior to the 
expiration date, nor later than ninety (90) calendar days prior to the expiration date of 
Agreement. Such notice shall be served as required by O.A.C. 4117-9-02. The parties shall 
commence negotiations within twenty-one (21) calendar days following the receipt of the notice 
of intent. 
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Section 33.1. All employees covered by this Agreement shall be eligible to paiticipate in the 
Employer's Adoption Assistance Program under the same te1ms and conditions, and with the 
same benefits, applicable to other employees of the Employer. 

ARTICLE34 
POLL WORKER LEA VE 

Section 34.1. All employees covered by this Agreement shall be eligible to participate in the 
Employer's Poll Worker Leave Program under the same terms and conditions, and with the same 
benefits, applicable to other employees of the Employer. 
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lN Wj~ESS WHEREf))_Rf 1 !J17,parties hereunto signed by their authorized representative this 
I day of y n /)(/VC/f/'- , 2014. 

' 

FOR THE HAMILTON COUNTY 
BOARD OF COUNTY COMMISSIONERS 

Ms: Cheryl :ler, Human a:imtor 

Mr~A~~Director 
abor/Emp. Rela · s Mgr. 

~~ 
Ms. Diane Davis, Labor Relations Officer 

FOR THE HAMILTON COUNTY 
DEPT. OF JOB AND FAMILY SERICES: 

on·· .. ··~,,~···.·c 
Assistant Prosecuting Attorney 

FOR AFSCME, omo COUNCIL 8, 
L CAL 1768, AFL-CIO 

Treasurer 

APPROVED AND JOURNALIZED BY 
TIIB HAMILTON COUNTY BOARD OF 
COMMISSIONERS ON TIIB ----
DAY OF , 2014. 

Chris Monzel, President, Greg Hartmann, 
· ·· Vice President, Todd Pottune;·Memoer · · ... 
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TABLE 1 - ALPHABETICAL LISTING OF CLASSIFICATIONS 

03 Account Clerk 3 

03 Accountant 1 

05 Adult Protection Worker 

03 Child Support Technician 

03 Children's Services Benefits Dete1miner 

03 Children's Services Infonnation Writer (Previously "Lifebook Coordinator") 

05 Children's Services Worker 

06 Children's Services Worker 2 

01 Clerical Specialist 

03 Computer Support Specialist 

01 Consumer Documentation Specialist 

03 Consumer Documentation Specialist 2 

03 Eligibility Technician 

03 Employment Services Technician 

05 Field Investigator (Previously "Investigator 3") 

01 General Services Worker 

01 Office Support Specialist 

01 Office Support Specialist 2 

03 Public Inquiries Specialist 1 

05 Reproduction Machine Operator 

05 Social Program Specialist 

03 Social Services Worker 3 

01 Word Processing Specialist 2 

. 03-Word ProcessingSpecialist3-
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TABLE 2-PAY RANGES 

PAYRANGEOl 
Clerical Specialist 

Consumer Documentation Specialist 
General Services Worker 

Office Support Specialist 

Office Support Specialist 2 

Word Processing Specialist 2 

PAYRANGE03 
Account Clerk 3 
Accountant 1 

Chi!~ Supp01t Technician 

Children's Services Benefit Determiner 
Children's Services Information Writer 

Computer Support Specialist 

Consumer Documentation Specialist 2 
Eligibility Technician 

Employment Services Technician 

Public Inquiries Specialist I 

Social Services Worker 3 
Word Processing Specialist 3 

PAY RANGE OS 
Adult Protection Worker 

Children's Services Worker 
Field Investigator 

Reproduction Machine Operator 

Social Program Specialist 

PAYRANGE06 
Children's Services Worker 2 
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Section Bl. Effective with the first full pay period of 2014 the hourly pay levels for bargaining 
unit employees shall be as follows: 

1 $12.39 $990.40 

3 $14.62 $1169.60 

5 $17.81 $1424.80 

6 $19.99 $1559.20 

AFSC:l'vIE Pay Grade 

BU71 
PAY SCALE 

$24,750.40 

$30,409.60 

$37,044.80 

$41,579.20 

$16.37 

$19.29 

$24.21 

$25.90 

$1309.60 $34,049.60 

$1543.20 $40,123.20 

$1936.80 $50,356.80 

$2072.00 $53,872.00 

Section B2. The above pay scale shall be effective with the first full pay period of 2014. In 
moving from the pay scale effective in the prior 2012-2013 Agreement, employees shall be· 
placed into the new pay rages in the current Agreement pay scale above as follows: 

Employees in old pay ranges 05 and 06 will be placed into pay range 1 above. 
Employees in old pay ranges 07 and 08 will be placed into pay range 3 above. 
Employees in old pay ranges 09, 10, and 11 will be placed into pay range 5 above. 
Employees in old pay ranges 12 and 13 will be placed into pay range 6 above. 

Employees shall receive pay rates in the new pay ranges above. by the percentage represented by 
the difference between the minimum rate in their current pay range and the minimum rate in the 
new pay range, and then increasing the employee's current rates by that percentage. 

In contract years 2015 and 2016 bargaining unit employees shall be eligible for the same merit 
and supplement percentage increase approved by the Hamilton County Board of County 
Commissioners (HCBCC) for non-bargaining unit employees of the Hamilton County 
Department of Job and Family Services (HCJFS). Such merit and supplemental increases shall 
be effective on the same dates as non-bargaining uni.t employees. 

Merit and Bonus in contract years 2015 and 2016 shall be based on performance and effective on 
the same dates as non-bargaining unit employees. 

--·-··-~·-·---··~ .. ·-·----~.--··-··--·· 

Section B3 .-An empioyee;s-hourl y rate of p~y shall not exceed the established maxi111um for the 
assigned pay range. Once an employee's rate of pay is equal to the maximum of the assigned pay 
range, he/she shall be ineligible for continued merit pay but will remain eligible for supplemental 
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pay. Supplemental pay will acknowledge specific accomplishments during the review period but 
will not become part of the hourly rate of pay. 

Section B4. In the event the Hamilton County Board of Commissioners changes the method of 
pay during the life of this agreement, either party to the agreement may reopen the contract on 
the issue of wages only and the parties will commence bargaining pursuant to 4117 of the Ohio 
Revised Code. 

Section BS. The Hamilton County Board of County Commissioners may institute a market 
adjustment to the County pay scale and increase the minimums and maximums of the pay ranges 
to ensure competitiveness. If the County takes such action, then the minimums and maximums of 
the pay ranges in the pay scale above will be adjusted accordingly. 
Employees whose hourly wage drops below the new minimum will be adjusted to the minimum. 
Such adjus1ment may make the affected employee ineligible for merit and bonus pay at the end 
of the r:eview_p~riod. The pay range adjustment do~s not affect the pay rate of other employees 
whose hourly Wage is greater than the new" minimum. -

Section B6. In the event the Employer deems it necessary to maintain staff who possess bi­
lingual capacity, it shall notify the Union of such determination. The Employer shall determine 
appropriate languages, staffing, and other needs in this area. The Employer shall determine the 
number of bi-lingual employees who shall be eligible for the additional compensation in 
accordance with its needs. The Employer may put a bi-lingual requirement in its job description 
and may test for competency relative to bi-lingual capabilities. The parties shall meet and 
negotiate over the terms of additional compensation to be provided eligible bi-lingual staff under 
this section; the compensation stipend shall be no less than one percent (1 %), nor more than five 
percent (5%), of the employee's hourly rate of pay. 
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IN W~TNESS WHERFff/\E1 1h~_parties hereunto signed by their authorized representative this 

//fh day of (1/Vf!.,,r\..; , 2014. 

FOR THE HAMILTON COUNTY 
BOARD OF COUNfY COMMISSIONERS 

Mr. Christian Sigman, County 

Ms. Cheryl Ke er, 

_g]~~~ 

~/7/E~Hiff'.~Z 
~iersack, Labor/Emp~ ns Mgr. 

~~ 
Ms. Diane Davis, Labor Relations Officer 

FOB. THE HAMILTON COUNTY 
DEPT. OF JOB AND FAMILY SERICES: 

scoo 
L_ 

on :5 {e., 
Assistant Prosecuting Attorney 

Mr. Joe D. Wilson, Staff Representative, 
OC8 

Treasurer 

APPROVED AND JOURNALIZED BY 
THE HAMILTON COUNTY BOARD OF 
COMMISSIONERS ON THE 5-ih 
DAYOF rt£lLtth, ,2014. 

Clui.s Monzel, President, Greg Hartmann, 
··· · ViCe President; Todd Portune; Member 




