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PREAMBLE 

This Agreement, entered into by the Franklin County Clerk of Courts, hereinafter referred to as the 
"Employer'', and the Ohio Council 8 and Local 615 of the American Federation of State, County and 
Municipal Employees, AFL-CIO, hereinafter referred to as the "Union" has as its purpose the following: 

To set forth the understandings and Agreements between the parties governing 
the wages, hours, terms and conditions of employment for those employees 
included in the bargaining unit as defined herein, and to provide a peaceful 
procedure for the resolution of differences in accordance with the grievance 
procedure contained herein. 

ARTICLE 1 
RECOGNITION 

Section 1.1. The Employer recognizes the Union as the sole and exclusive representative for the purpose of 
negotiating wages, hours, terms and other conditions of employment for the employees of the 
Employer in the bargaining unit. Wherever used in this Agreemenf' bargaining unit" shall be deemed to 
include and exclude the following as set forth in the SERB certification, Case No. 2010-REP--09--0174: 

lrx::IWe: 

ExdlX:le: 

All employees of the Franklin County Clerk of Courts employed as clerks, 
including Account Clerks, Account Technicians, Customer Service Clerks 1 

and 2, Data Clerks 1 and 2, Liaison Clerks, Mail Clerks, Microfiche Scanners and 
Records Clerks 1 and 2. 

All confidential, management-level employees, professional employees, and 
supervisors as defined in the Act, all seasonal and casual employees as defined by the 
State Employment Relations Board, all Auto title employees and employees in the following 
classifications: Account Manager, Budget Analyst, Business Operations Specialist, 
Business Process Analyst, Cash Manager, Clerk 3, HR Receptionist, Manager/Assistant 
Manager, Procurement Officer and Programmer/Analyst. 

Section 1.2. Notwithstanding the provisions of this Article, management, confidential, professional, 
fiduciary, supervisory, casual, seasonal, temporary employees with no expectation of regular 
employment, and students whose primary purpose is education or training or who work as part-time 
employees less than fifty percent of the normal year shall be excluded from the bargaining unit. 

Section 1.3. In the event of a change of duties of a position within the bargaining unit resulting in a 
redassification of the position as determined by the Employer or in the event that the Employer establishes a 
new position, the Employer shall determine whether the new or changed position will be included in or 
excluded from the bargaining unit and shall so advise the Union in writing. 

If the Union disputes the Employer's determination of the bargaining unit status, the parties will 
meet to attempt to resolve their disagreement. If the parties are unable to agree on the bargaining 
unit status of the position, the issue shall be subject to appeal by the Union to the State 
Employment Relations Board pursuant to Chapter 4117 of the Ohio Revised Code and the SERB 
Rules and Regulations. 
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If SERB determines that the position is appropriately within the bargaining unit, or if the parties 
agree the position is a bargaining unit position, the parties shall meet to discuss the rate of pay. If 
the parties reach impasse over the rate of pay for the new position, the Employer shall implement 
a rate of pay for the position for the duration of this Agreement, at which time the issue will 
become a subject for the next set of negotiations over a successor collective bargaining 
agreement. 

ARTICLE 2 
NON-DISCRIMINATION 

Section 2.1. The Employer and the Union agree that there shall be no discrimination against any 
bargaining unit employee on the basis of age, sex, race, color, creed, national origin, or 
disability. The Employer agrees that it will apply the terms of this Agreement and its 
employment policies and work rules in a uniform and consistent manner. 

Section 2.2. All references to employees in this Agreement designate both sexes, and wherever 
the male gender is used, it shall be construed to include male and female employees. 

ARTICLE 3 
CHECK OFF AND FEES DEDUCTION 

Section 3. 1 Check Off. The Employer will deduct monthly membership dues or fees payable to 
the Union, pursuant to Section 3.2 of this Article, entitled Fees Deduction, or upon receipt of a 
voluntary written individual authorization from any bargaining unit employee on a form 
mutually agreed to by the Union and the Employer. 

In the event an employee's pay is insufficient for the deduction to be taken, the Employer will 
deduct the amount from the employee's next regular pay where the amount earned is sufficient. 

The Employer's obligations to make deductions shall terminate automatically upon termination of 
employment or transfer of an employee to a job classification outside the bargaining unit. 
Employees who are recalled from temporary or seasonal layoff or returning from leave of 
absence shall resume payroll deduction of membership, commencing the first pay period of 
work. 

Members of the Union or an employee who authorizes deduction may withdraw from the 
payment of dues, initiation fees, and assessments in accordance with the check off agreement. 

The Employer agrees to submit two lists with each remittance of check off monies. (1) An alphabetical list 
of the name and current address of employees for whom a deduction was made and the amount of the 
deduction. (2) An alphabetical list of the name and current address of the employees who were dropped from 
the previous check off list and the reason each was dropped. 

It is specifically agreed that the Employer assumes no obligation, financial or otherwise, arising out of the 
provisions of this Article, and the Union hereby agrees it will indemnify and hold the Employer harmless 
from any claims, actions or proceedings by an employee arising from deductions made by the Employer 
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hereunder. Once the funds are remitted to the Union, their disposition thereafter shall be the sole and 
exclusive obligation and responsibility of the Union. 

Section 3.2 Fees Deduction Members of the Union or any other employee whose dues or fees are 
deducted pursuant to Section 3.1 of this Article, either as a new member or a reinstated member, may 
only withdraw, from the payment of dues or fees in accordance with the check off agreement. An employee 
can withdraw by sending the Employer and AFSCME, Ohio Council 8, a letter evidencing his or her desire 
to withdraw from Union membership consistent with the check off agreement. 

All bargaining unit employees who are not members in good standing of the Union are required to pay a 
fair share fee to the Union as a condition of continued employment. 

All bargaining unit employees who do not become members in good standing of the Union are required to 
pay a fair share fee to the Union, as a condition of employment. This condition is effective at the 
successful conclusion of an employee's probationary period. 

The fair share fee amount will be certified to the Employer by the Union. The deduction of the fair share 
fee from any earning of the employee is automatic and does not require a written authorization for payroll 
deduction. 

The deduction of fair share fee will not be made until the Employer receives written notice to begin 
deductions from the Controller of Ohio Council. 

Payment to the Union of fair share fees deducted will be made according to the same provisions of the 
Agreement that govern the payment to the Union of the regular dues deductions. 

The payment will be accompanied by an alphabetical list of the name and current address of those 
employees for whom a deduction was made and the amount of the deduction. This list must be separate 
from the list of employees who had Union dues deducted. 

The Union maintains a lawful rebate process in accordance with Hudson. 

It is specifically agreed that the Employer assumes no obligation, financial or otherwise, arising out of 
the provisions of this Article, and the Union hereby agrees it will indemnify and hold the Employer 
harmless from any claims, actions or proceedings by an employee arising from deductions made by 
the Employer hereunder. Once the funds are remitted to the Union, their disposition thereafter shall be the 
sole and exclusive obligation and responsibility of the Union. 

ARTICLE4 
NO STRIKE/NO LOCKOUT 

Section 4.1. The Employer agrees not to cause, permit, or engage in any lockout of its employees during the 
term of this Agreement. 

Section 4.2. The Union agrees that neither it, its agents, representatives, nor any of its members or any 
employees covered by this Agreement, individually or collectively during the term of this Agreement, shall for 
any reason, cause, permit or engage in picketing, a sit down, a strike, a boycott, a stand in, a slowdown, 
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a work stoppage, curtailment or restriction of production or interference or interruption of work or other 
interference with the Employer's business, including but not limited to a general strike, a sympathy strike, 
a slow down or other interference or interruption of work or the employer's business or operation. 

Section 4.3. The Employer and Union agree that the Grievance Procedure of this Agreement is adequate to 
provide a fair and final determination of all grievances, arising under the terms of this Agreement. It is 
the desire of the Union and the Employer to avoid strikes and work stoppages and any and all other 
conduct set forth above in Section 4 .2 of this Article. 

Section 4.4. In the event that any employee or group of employees engages in any of the conduct described 
above in Section 4 .2 during the term of this Agreement, the Employer has the exclusive right to 
discipline, up to and including discharge, any employee who engages or participates in such activities. 

Section 4.5. The Union and its officers, agents and members shall not authorize, condone, ratify, permit, 
sanction or acquiesce in any of the activities described above in Section 4.2 of this Article and, 
should any such activities occur, the Union, by its officers, agents and members, shall be obligated to 
take affirmative steps to terminate such activities including but not limited to promptly ordering its 
members to resume their normal work duties, notwithstanding the existences of any picket line. 

ARTICLE 5 
MANAGEMENT RIGHTS 

Section 5.1 . To assure that the Employer continues to perform its legal duties to the public as required and 
limited by the Ohio and United States Constitutions, the Ohio Revised Code and Federal StaMes and to 
maintain efficient and responsive protection for the citizens of Franklin County, the Employer retains the 
right to determine the Clerk of Court's policies, procedures, and to manage the affairs of the Clerk of 
Court's Office in all respects. 

Section 5 .2 . Management Rights Except where otherwise specifically limited by this 
Agreement, the Employer retains all rights to manage the Clerk of Court's Office including, but not 
lim ited to, the rights to: 

A . Determine the overall mission of the Employer as a governmental unit, and take actions to 
carry out that mission; 

8. Determine the size and composition of the Employer's work force, the organizational 
structure of the Employer and the methods by which operations are to be performed by 
employees; 

C . Manage the Employer's budget, including but not limited to the right, within the 
provisions of the Ohio Revised Code, to contract out or subcontract any work or operation of 
the Employer, except that the Employer agrees to bargain over the effects of the contracting 
out or subcontracting; 

D. Determine the nature, extent, type, quality and level of services to be provided to the public 
by employees and the manner in which those services will be provided; 
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E. Determine, change, maintain, reduce, alter or abolish the technology, equipment, tools, 
processes or materials employees shall use; 

F. Restrict the activity of an employee organization on the Employer's time except as set forth 
in th is Agreement; 

G. Determine job descriptions, procedures and standards for recruiting, selecting, hiring, 
training and promoting; 

H. Assign work, establish and/or change working hours, schedules and assignments as 
deemed necessary by the Employer to assure efficient operations; 

I. Direct and supervise employees and establish and/or modify performance programs and 
standards, methods, rules and regulations, and policies and procedures applicable to 
employees; 

J . Hire, evaluate, promote, transfer (permanently or temporarily), reallocate, and take other 
personnel actions for non-disciplinary reasons in accordance with the relevant statutes, rules 
and regulations and this Agreement; 

K. Discharge, remove, demote, reduce, suspend, reprimand or otherwise discipline 
employees for just cause; 

L. Lay-off employees of the Employer, or abolish job positions, because of lack of work or 
funds, or under conditions where continued work would not be cost efficient; 

M. Determine, maintain, expand, change, alter, or reduce employees' compensation or 
benefits in conformity with the provisions of this Agreement and with notice and negotiation 
where appropriate; 

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

ARTICLE& 
LABOR MANAGEMENT COMMITTEE 

Section 6.1. Philosophy The Employer and the Union recognize the responsibility they have to 
make full use of the knowledge, talent and commitment of all who are involved in the delivery of 
services to the citizens of Franklin County. The Employer and the Union recognize the benefit to 
each of exploration and study of issues which may enhance or detract from the ability of the 
Clerk of Court to provide the highest standards of service. Toward this end the Employer and the 
Union agree to create and maintain labor management meetings as an active forum for the 
exploration of mutual concerns. 

The Employer and the Union shall use this forum not as a substitute for collective bargaining nor 
as a mechanism for modifying the Agreement, rather the forum is seen as an adjunct to the 
collective bargaining process and as an aide in implementing and maintaining the Agreement. 
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This forum will also be useful as a place to discuss issues which arise outside the context of 
collective bargaining but which represent impediments to a quality work environment or which 
threaten a department's ability to deliver services in an efficient manner. No issue which is the 
subject of a pending grievance will be decided in this forum unless mutually agreed to by the 
Employer and the Union. 

Section 6 .2. Time of Meetings The Parties will arrange meetings, at least quarterly, on a 
mutually agreeable day and time. 

Employee attendance should be limited to those employees who have direct knowledge or 
involvement with the issues to be specifically discussed at the meeting. 

ARTICLE 7 
UNION REPRESENTATION 

Section 7.1. The Employer will recognize a Chief Steward and three (3) employees selected by 
the Union, to act as Stewards for the purpose of processing grievances and attending meetings in 
accordance with the provisions of this Agreement. In addition, the Employer will recognize the 
President, Vice President, Secretary and Treasurer as officers of the local Union and a staff 
representative of Ohio Council 8, AFSCME, AFL-CIO as a Union representative. No employee 
shall be recognized by the Employer as an officer, Steward or alternate Steward of the local 
Union or as a staff representative of Ohio Council 8, AFSCME, AFL-CIO until the Union has 
presented the Employer with written certification of that person's selection or appointment. 

Section 7.2. Whenever possible, the investigation and writing of grievances shall be conducted outside of 
scheduled work hours. In any event, each designated steward shall be limited to no more than two (2) 
work hours per pay period for investigating and writing grievances, unless the Clerk of Courts or the Clerk's 
designee at his or her sole discretion agrees to extend that period of time. Union attendance at grievance 
hearings shall be limited to one grievant, and in the case of a class grievance, one designated grievant, 
and one Union Steward or one employee Union Officer. The grievant, Steward's, or employee Union 
Officer's attendance during regular work hours shall be without loss of pay. Designated Union members, 
with the agreement of the Clerk of Courts or administration staff designee, may attend labor management 
meetings and contract negotiations during their working hours without loss of pay. Union members who 
attend such meetings outside of their scheduled working hours shall do so without pay. 

Section 7.3. Staff representatives of Ohio Council 8, AFSCME, AFL-CIO will be recognized by the 
Employer and admitted to the Employer's facilities, at a time which does not disrupt the operations of the 
Clerk of Courts offices, for the purpose of investigating and processing of grievances or attending 
meetings as pennitted herein, upon receipt of reasonable advance notice to the Clerk of Courts Chief of 
Staff, Director of Operations, or their designee. 

Section 7.4. Rules governing the activity of Union representatives are as follows: 

(1) An Officer or Steward of the local Union shall not leave his assigned work area to conduct bargaining 
unit business until he has been released for that purpose by the employee's division manager. The Union 
shall not conduct bargaining unit activities pertaining to the investigation or processing of a grievance in 
any work areas without notifying and obtaining the prior approval of the Clerk of Courts Chief of Staff, 
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Director of Operations or their administration designee. Other Union activities are to be done in non­
working times in non-working areas. Release time to conduct bargaining unit business in accordance with 
this provision shall not be unreasonably withheld by the Employer. 

Section 7.5. Each year, one (1) duly elected or selected delegates to the State or National 
Conventions who is in the bargaining unit shall be allowed to attend such functions. To the extent any 
such time is during such delegate's scheduled working hours the delegate shall be allowed to take 
vacation, and if vacation is exhausted, to take approved leave without pay up to five (5) working days if 
not disruptive to Clerk of Courts operations or scheduling. 

Each year, the stewards and local Union employee officers identified in Section 7. 1 of this Article 
shall be permitted to attend one day of Union steward training with pay. 

Section 7.6. The Union shall be permitted to construct, install and maintain a Union bulletin board at 
the Union's cost. The bulletin boards shall be no larger than 2 feet by 3 feet. Union information shall not be 
posted on any other bulletin boards. The bulletin boards shall be for the Union's exclusive use and only 
Union related material shall be posted on these boards. No material may be posted which is 
disparaging or defamatory towards County officials, supervisors, or management. Racial, 
religious, sexual, or other unlawfully discriminatory or offensive communications may not be posted on 
the Union bulletin boards, and if they are posted and the Union is advised to remove them, the Union shall 
do so immediately. 

Section 7. 7. The Employer will furnish the Union President a copy of all new or modified bargaining unit 
job descriptions for all bargaining unit members at least five (5) work days prior to utilizing the description 
with bargaining unit employees. 

Section 7.8. The Union shall be permitted, upon prior notification to the Employer, to place ballot boxes 
at reporting locations of members of the bargaining unit, for the purpose of collecting members' ballots 
on all Union issues subject to ballot. Such box shall be the property of the Union and neither the ballot box 
nor its contents shall be subject to the Clerk of Courts management or administration review. At the 
conclusion of any voting period, the Union shall immediately remove any ballot box. 

Section 7.9. The Union President will be given six (6) hours of release time per pay period to conduct 
bargaining unit business during regularly scheduled working hours. The scheduled release time will be 
determined by mutual agreement of the Union President and the Clerk of Courts Chief of Staff, Director of 
Operations or their administration designee. Scheduled release time can be withheld by the Employer if 
disruptive to Clerk of Courts operations or scheduling. 

ARTICLE 8 
NO OHIO DEPARTMENT OF ADMINISTRATIVE SERVICES 

The Employer and the Union agree that for purposes of this A9reement, it is understood that the Ohio 
Department of Administrative Services shall have no authority or jurisdiction as related to matters covered 
by this Agreement, and any other post-employment matters pertaining to wages, hours, terms or conditions 
of employment, including, but not limited to, involuntary disability separation. Employees in the bargaining 
unit cannot pursue rights pursuant to the State Personnel Board of Review. 
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ARTICLE 9 
THE DISCIPLINARY SYSTEM 

Section 9.1 . In order for the Employer to maintain a desirable standard of employee conduct and level of 
productivity, certain policies must be enforced. Division Managers have the responsibility of 
administering disciplinary policies concerning employees within each Clerk of Courts division. Some 
misconduct may justify immediate suspension or dismissal however; generally, the Employer follows the 
concept of progressive discipline. The Employer may, at its discretion, forgo advancing to a higher level 
of progressive discipline in particular cases. Exercising this latter option shall not establish a 
precedent with respect to the disciplinary matters covered by this article. Nothing precludes the 
Employer from utilizing positive steps, including counseling, to address an employee's inappropriate 
action or behavior. However, corrective counseling is not considered discipline. If an employee violates a 
Clerk of Courts rule or policy, disciplinary action may be necessary, including the following steps: 

1. An Oral Reprimand (documented) will be conducted with an employee if there is an 
indication of unsatisfactory work or poor behavior. 

2 . A Written Warning will be given to let the employee know where the employee has 
fallen short of the Employer's standards of conduct if the conduct has placed the employee's 
job in jeopardy. Potential penalties for continued violations will be outlined in the Written 
Warning. 

3. A Suspension with or without pay, by the Appointing Authorities. 
4 . Dismissal or Removal with notice of discharge, by the Appointing Authorities. 

In all cases of oral reprimand, written warnings, suspensions or removals, the employee, and the 
Union President, shall be issued a copy of a notice of such and shall be informed that the order 
will be made a part of the employee's personnel file. Employees may, at this point, file a 
response or objection to the disciplinary action. This response or objection will be placed in the 
employee's personnel file. Employees will be asked to sign any disciplinary notice, as proof that 
they actually received the notice. 

In the case of any severe rule violation by an employee, the employee may be removed without 
prior warnings, following an investigation of the incident. 

Bargaining Unit employees will be permitted to attend a pre-disciplinary hearing prior to 
receiving a suspension or being removed. 

Section 9.2. Non-probationary employees shall not be disciplined except for just cause. 

Section 9.3. Whenever the Employer and/or Employer's designee determines that there may be 
cause for an employee to receive an oral reprimand (documented) or a written reprimand, the 
employee and Union shall receive a copy of the reprimand. 

Section 9.4. 

A. Status of Investigation 

The Employer's investigation shall be completed in a reasonable time period; however the 
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parties agree that when potential criminal charges are involved, the investigation time period 
may be necessarily extended. When an employee is contacted by the Employer to be 
interviewed about allegations regarding the employee's work related performance or conduct the 
employee will be informed verbally that they are the subject of an investigation that could lead to 
discipline except when potential criminal charges are involved. After the initial verbal 
notification of investigation the Employer will provide written notification to the employee and 
the Union of the status of the investigation every 30 days until the investigation is completed. 
Employer's failure to provide the verbal notification or written notification of the status of the 
investigation shall not be used to invalidate any subsequent discipline resulting from the 
investigation. 

8 . Notice of Potential Discipline Involving Suspension or Discharge 

VVhenever the Employer and/or her designee determines that there may be cause for an employee to be 
suspended or discharged, the employee and Union President shall be apprised of the alleged charges in 
writing, along with any supporting documentation available at that time. 

C. Meeting with the Clerk of Courts Prior to the Pre-Disciplinary Hearing. 

Prior to the pre-Oisciplinary hearing with the Clerk of Courts Administration, the Union, the Employee, 
or the Employer may request a meeting with the Clerk of Courts or Designee in the absence of the 
Director, to share available information and positions regarding the anticipated discipline. However, 
the Union or the Employer shall not be precluded from providing additional documentation or 
information at the pre-Oisciplinary hearing. 

D . Notice of the Pre-Disciplinary Hearing. 

The Clerk of Courts Administration will provide a notice of the pre-Oisciplinary hearing to the employee 
and the Local Union President at least five (5) working days, Monday-Friday, excluding holidays, 
prior to the scheduled hearing. 

E. Pre-Disciplinary Hearing. 

The Clerk of Courts Administration shall conduct the pre-Oisciplinary hearing no later than thirty (30) 
days after the Division Manager's disciplinary recommendation has been submitted to the Clerk of 
Courts Administration . The Union shall have the right to be present at any pre-Oisciplinary 
hearing or meeting to represent the employee. 

Section 9.5. Any employee in disagreement with the disciplinary action taken by the Employer may file a 
grievance in accordance with the grievance procedure contained in this Agreement. 

Section 9.6. All actions of record (documented reprimands, suspensions, reductions and removals) 
will be maintained in the affected bargaining unit member's personnel file for a period of not less than ten 
(10) years after the member's cessation of employment with the Clerk of Courts. In addition, the following 
provisions apply. 

A. In any case in which an action of record is disaffirmed by an arbitrator, or by a court of competent 
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jurisdiction, or where a settlement agreement so requires, such action of record shall not be 
considered in any further action. 

B. Any Oral Reprimands (documented) and Written Reprimands (documented) shall not be used for any 
purpose if twelve (12) months have passed since the date of the reprimand, provided that the employee 
has had no further disciplinary action during this period. 

C. Suspensi 
ons shall not be used for any purpose if three (3) years have passed since the date of the 
suspension, provided that the employee has had no further disciplinary action during this period. 

Section 9.7. An employee shall be allowed to review his personnel file after requesting to do so through 
the Clerk of Courts Administration in writing. This review will be afforded during normal business hour5 
and work days of the Clerk of Courts Administration. 

ARTICLE 10 
GRIEVANCE AND ARBITRATION PROCEDURE 

Section 10.1. The term "grievance" shall mean an allegation by the Union that there has been a breach, 
misinterpretation, or improper application of this Agreement. The grievance procedure shall not be used 
to affect changes in the Articles of this Agreement nor those matters not covered by the Agreement. The 
grievance procedure shall be the sole and exclusive remedy for resolving disputes between the parties, 
except that as to disciplinary matters, grievances pertaining to a verbal or written reprimand may only be 
appealed through Step 2 of the grievance procedure. A grievance pertaining to a suspension, removal or 
termination shall automatically commence at Step 3 of the grievance procedure, and is subject to Step 4, 
arbitration. The only recourse for a suspension or termination is through the grievance and arbitration 
procedure and cannot be pursued through the State Personnel Board of Review. 

Section 10.2. All grievances must be timely processed at the proper step in order to be 
considered at subsequent steps. 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 which is not submitted by the Union within the time limits provided herein shall be 
considered resolved based upon management's last answer. Any grievance not answered by 
management within the stipulated time limits shall be moved to the next step. All time limits on 
grievances may be extended upon mutual written consent of the parties. 

Section 10.3. It is the mutual desire of the Employer and the Union to provide for prompt adjustment of 
grievances, with a minimum amount of interruption of the work schedule. The Employer and the Union 
agree to make a responsible effort to effect the resolution of grievances at the earliest step possible. In 
furtherance of this objective, the following procedure shall be followed: 

Step 1: In order for an alleged grievance to receive consideration under this procedure, the grievant, 
either alone or with the appropriate Union Steward, if the former desires, or the Union in cases of policy 
or class action grievances, must identrfy, in writing, signed by the grievant and/or the Union Steward, 
the alleged grievance to the affected employee's immediate supervisor within ten ( 10) work days after the 
employee or the Union gains knowledge of the occurrence that gave rise to the grievance. The 
grievance shall identrfy the particular articles and sections of the Agreement that were alleged to have 
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been violated. The supervisor shall investigate and provide an answer within ten (10) work days 
following the date on which the supervisor was presented the written grievance. If the supervisor fails to 
respond within the ten (10) work days the grievance will automatically advance to Step 2. 

If the grievance involves the employee's immediate supervisor, the grievance may be filed directly at 
Step 2 of the grievance procedure. 

Step 2: If the grievance is not resolved in Step 1, the grievance shall be appealed to the employee's 
division manager or designee within ten ( 10) work days of receipt of the Step 1 answer. The division 
manager or designee shall have ten (10) work days in which to schedule a Step 2 grievance meeting with 
the aggrieved employee and his Steward. The division manager or designee shall investigate and respond in 
writing to the grievance within ten (10) work days following the meeting date. If the division manager or 
designee fails to respond within the ten (10) work days the grievance will automatically advance to Step 
3 

Step 3: If the grievance is not resolved in Step 2, the appropriate Union Steward, may appeal the grievance 
to the Clerk of Courts or her designee within ten (10) work days after receiving the Step 2 answer. The 
Clerk of Courts or her designee shall have ten (10) work days in which to schedule a meeting with the 
aggrieved employee, the Local Union President or designee, or the Steward, and an Ohio Council 8 
representative. The Clerk of Courts or her designee shall investigate and respond to the grievant and the 
Local Union President within ten (10) work days following the Step 3 meeting. 

Step 4: Arbitration: If the grievance is not satisfactorily settled in Step 3, the Union may make a written 
request that the grievance be submitted to arbitration. A request for arbitration by the Union must be 
submitted within thirty (30) calendar days following the date the grievance was answered in Step 3 of the 
grievance procedure. In the event that the grievance is not referred to arbitration by the Union within the 
time limit prescribed, the grievance shall be considered resolved based upon the Step 3 reply. 

Prior to requesting a list of impartial arbitrators, the parties may, by mutual agreement, submit the 
grievance to mediation. Thereafter, the parties, by mutual agreement, will notify the Federal Mediation 
Conciliation Service ("FMCS") within five (5) working days after a request to mediate has been made 
by the Union or the Employer asking FMCS to appoint a mediator to assist the parties in resolving the 
dispute. The mediator will schedule a meeting with the parties and their representatives as soon as 
possible after the notice has been received. The mediation process will be in accordance with the 
processes developed and in place with the FMCS. The parties' mutual agreement to mediate the 
grievance shall not extend the time required in this section for the Union to request arbitration. The 
parties may mutually agree to mediate the grievance even if a notice to arbitrate has not been filed by the 
Union. If the grievance cannot be resolved in mediation, or the parties do not mutually agree to submit to 
mediation, the Union may forward the grievance to arbitration. 

The Union shall request a list of seven (7) impartial arbitrators from the Federal Mediation and 
Conciliation Service (FMCS) and shall submit a copy of such request to the Employer. Upon receipt 
of the list of seven (7) arbitrators, the parties shall meet to select an arbitrator. If the parties are 
unable to mutually agree on an arbitrator an arbitrator will be selected by the parties by alternative strike 
with the parties right to strike the first name being determined by a flip of the coin. 

The arbitrator shall hold the arbitration hearing promptly and issue his decision within thirty (30) days after 
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the closing of the record, unless mutually agreed otherwise by the parties. The arbitrator shall limit his 
decision strictly to the interpretation, application or enforcement of those specific articles and/or sections of 
this Agreement in question. The arbitrator shall not have the authority to add to, subtract from, modify, 
change or alter any provision of this Agreement, nor add to or subtract from or modify the language 
therein in arriving at his determination on any issue presented that is proper within the limitation 
expressed herein. The award of the arbitrator will be final and binding upon both parties. 

The arbitrator's award and the arbitration proceedings identified in this Article are subject to the relevant 
provisions of Chapter 2711 of the Ohio Revised Code. 

All costs directly related to the services of the arbitrator shall be borne by the party that loses the arbitration. 
If the parties cannot agree upon appropriate payment, that matter will be referred back to the arbitrator 
for a decision on payment. Expenses of any witnesses shall be borne, if any, by the party calling the 
witnesses. The fees of any court reporters shall be paid by the party asking for same, such fees shall be 
split equally if both parties desire a court reporter's recording or request a copy of any transcript. If a 
grievance is settled prior to a scheduled arbitration hearing the parties shall split the cost of any 
cancellation fees. 

An employee, steward or Union officer requested to appear at the arbitration hearing by either party and 
whose presence is necessary shall attend without necessity of a subpoena. The Employer shall 
compensate an employee who is on duty and scheduled to 'NOrk at the time of the arbitration hearing and 
whose attendance is necessary and required by either the Union or the Employer at the employee's 
applicable rate of pay, solely for the period of time it is necessary for him to attend and testify at the 
hearing. Where practicable, the employee witness shall be placed on call for purposes of his attendance 
at an arbitral hearing so that the Employer does not necessarily incur increased costs. It is agreed that 
any request for attendance shall be made in good faith. 

Section 10.4. All grievances should contain the following information and will be filed using the grievance 
form mutually agreed upon by both parties. 

1. The aggrieved employee's name and signature. 

2. The aggrieved employee's classification . 

3. Date grievance was first discussed and name of supervisor with whom the grievance was discussed. 

4 . Date grievance was filed in writing. 

5. Date and time grievance occurred . 

6. The location where the grievance occurred. 

7. A description of the incident giving rise to the grievance. 

8. Specific articles and sections of the Agreement violated. 

9. Desired remedy to resolve the grievance. 
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Amendments to a grievance shall not be made, other than by mutual agreement of the parties once a 
request for arbitration has been submitted. 

Section 10.5. A grievance may be brought by an employee covered by this Agreement with the 
appropriate Union Officer, Committee Person, or Steward; where a group of bargaining employees 
desire to file a grievance involving an incident affecting several employees in the same manner, one 
employee shall be selected by the group to process the grievance with the appropriate Union Officer, 
Committee Person, or Steward. Each employee to be induded in such grievance shall be named on the 
grievance. 

Section 10.6. Any grievance that originates from a level above the first step of the grievance procedure 
may be submitted directly to the step or level from which it originates by mutual agreement of the parties. 

Section 10. 7. For the purposes of this Article, work days shall typically be defined as Monday through 
Friday and shall exclude Saturday, Sunday and recognized holidays, except when a particular 
employee is regularly scheduled to work on days other than Monday through Friday. 

ARTICLE 11 
MISCELLANEOUS 

Section 11 .1. Substantial changes in the methods of operation, tools and/or equipment of a job shall be 
the prerogative of the Employer. The establishment of the rate of pay for such job(s) and the placing of 
such job(s) in an existing classification shall likewise be the prerogative of the Employer. 

Section 11 .2. In the event of a change of duties of a position within the bargaining unit resulting in a 
reclassification of the position as determined by the Employer or in the event that the Employer 
establishes a new position within the bargaining unit, the Employer will notify the Union and upon the 
Union's request, the Employer shall meet and confer with the Union about the proposed reclassification 
or new position. Any rate and classification mutually agreed to by the Employer and the Union or 
implemented by the Employer if the parties are unable to mutually agree shall become a part of the 
wage agreement attached hereto. 

Section 11.3. Any matters not specifically addressed by this Agreement, but addressed by the Employee 
Handbook will be governed by the Employee Handbook. The Union will be given reasonable prior notice of 
any change to the Employee Handbook and upon the Union's request; the change will be presented to the 
Labor/Management Committee prior to implementation. 

Section 11.4. Whenever the context so requires, the use of the words herein in the singular shall be 
construed to include the plural, and words in the plural, the singular. Words, whether in the masculine, 
feminine or neutral genders, shall be construed to include all of these genders. By the use of either the 
masculine or feminine genders it is understood that the use is for convenience purposes only and is not to 
be interpreted to be discriminatory by reason of sex. 

ARTICLE 12 
WORK RULES 
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The Employer will implement reasonable work rules. The Employer shall provide the Union with a copy 
of the work rules at least five (5) working days prior to implementing the work rules, unless an emergency 
would prevent such prior notice. 

ARTICLE 13 
PROBATIONARY PERIODS 

Section 13.1. Every newly hired employee will be required to successfully complete a 
probationary period. The probationary period for new employees shall begin on the first day for which the 
employee receives compensation from the Employer and shall continue for a period of ninety (90) calendar 
days. A newly hired probationary employee may be terminated any time during his probationary period 
and shall have no appeal through the grievance procedure contained herein over such removal. 
Probationary periods may be extended for thirty (30) days upon mutual written agreement of the Employer 
and the Union, on a case by case basis. 

Section 13.2 . A newly promoted employee will be required to successfully complete a 
probationary period in his newly appointed position. The probationary period for a newly promoted 
employee shall begin on the effective date of the promotion and shall continue for a period of ninety (90) 
calendar days. If the employee evidences unsatisfactory performance or chooses not to retain the 
promotional position, the employee will be returned to his or her former position if the position is vacant or the 
employee makes a written request to the Clerk of Courts within five (5) working days requesting to be 
returned to his or her former position, however, the provisions of Section 13.1 above do not apply. An 
employee, who fails to satisfactorily perform the duties of his or her newly appointed position, may be 
terminated for cause, during the probationary period, subject to the Grievance and Arbitration Procedure. 

Section 13.3. Probationary employees shall not be eligible for promotion to any other position until they 
have completed their probationary period. This provision may be waived by mutual agreement of the 
parties. 

ARTICLE 14 
SENIORITY 

Section 14.1. Seniority shall be defined as an employee's uninterrupted length of continuous service, 
excluding leave without pay that does not fall within the Family Medical Leave Act, with the Employer 
as a full-time employee or as a regular part-time employee (pro-rated). An employee shall not have 
seniority for the initial probationary period as provided in Article 13, however, upon completion of the 
probationary period, seniority shall be retroactive to the date of hire with the Franklin County Clerk of 
Courts. 

Section 14.2. The Employer shall provide the Local Union President with a copy of a seniority list during 
January of each year. The seniority list shall be listed by classification and shall contain, in order of 
seniority, the name and date of hire of each employee. 

Section 14.3. Seniority shall be broken when an employee: 

A . Quits or resigns; 
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B . Is discharged for just cause; 

C . Is laid off for a period of twelve (12) months; 

D . Fails to report to work when recalled from lay-off within ten (10) working days from the date the 
Employer sent the notice of recall to the employee by certified mail to the employee's last known 
address as shown on the Employer's records; 

E. Fails to report for three (3) consecutive work days unless extraordinary circumstances excuse his 
failure to report; however, this also constitutes just cause for termination; 

F. Fails to report or is unable to report to work after having exhausted all paid and unpaid approved leaves 
of absence, sick leave and vacation leave provided for under the terms of this Agreement, while on an 
approved non-paid status, for a continuous period of six (6) months; or 

G . Retires . 

Section 14.4. Classification seniority shall be defined as an employee's total length of continuous service 
within his or her job classification. 

ARTICLE 15 
HOURS OF WORK 

Section 15.1. The work week for regular full-time employees shall be forty (40) hours in five (5) days of 
eight (8) consecutive hours each day 7 :00 am until 4 :00 pm; 7:30 am until 4 :30 pm or 8:00 am until 
5:00 pm, or any other eight (8) hour work shift beginning after 7:00 am and ending before 5:00 pm at the 
manager's discretion, exclusive of the time allotted for meals during the period starting 12:01 a.m. 
Monday to midnight Sunday. When operational and organizational needs permit one or more employees to 
choose a shift starting time the opportunity to select will be made by seniority. 

Section 15.2 Breaks Each employee will receive one paid 15 minute break in the morning and one 
paid fifteen minute break in the afternoon scheduled at the manager's discretion based on 
operational need. 

ARTICLE 16 
OVERTIME COMPENSATION AND COMPENSATORY TIME 

Employees who work more than forty (40) hours in a work week and are non-exempt under the Fair Labor 
Standards Act, will be paid overtime at the rate of one-and-one-half times their regular straight time rate. For 
the purposes of computing overtime, an overtime eligible employee will receive overtime compensation for 
hours actually worked in excess of forty (40) hours per work week. Once employees are required to use 
time clocks following implementation in 2014, they may clock in up to five (5) minutes before or five (5) 
minutes after their eight (8) hour shift. The Employer will not count this additional time granted for 
employee use as overtime. Pursuant to the De minimus Rule, the Employer will not award overtime until 
after an employee accrues a quarter of an hour or more during a pay period. 

A paid holiday shall constitute hours actually worked for purposes of overtime pay. All overtime must have 
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prior approval by the Clerk of Courts or Clerk's designee unless circumstances prevent the obtaining of 
approval. 

If overtime is mandated based upon an operational need, the employee required to work overtime, 
will be selected within the sole discretion of the management but where practical, must perform the 
job assignment within his/her given classification. If the employee mandated to work the overtime is 
unable to work for a valid reason that can be documented another employee trained to perform that 
particular work may be selected and mandated to work the overtime. If overtime is offered on a 
voluntary basis, the distribution of voluntary overtime will be based upon a rotational system with 
consideration given to qualifications, seniority, and will be limited within a classification. Employees 
who fail to report for voluntary or mandatory overtime will either be disciplined or removed from the 
voluntary overtime list for an appropriate period of time. 

Employees who work overtime shall have the option of electing to receive compensatory time in lieu of 
overtime pay. Compensatory time off shall be granted at the rate of one and one-half (1 % ) times the amount 
of overtime worked in excess of forty (40) hours in a work week. Compensatory time shall be used at times 
acceptable to and approved by the Clerk of Courts or the Clerk's designee. A maximum of 80 hours of 
compensatory time may be accrued at any time by any bargaining unit employee. Compensatory time 
must be used within 180 days after the work week in which it is earned, or it will be paid out. 

ARTICLE 17 
MILITARY LEAVE 

Military leave will be provided in accordance with applicable state and federal law. 

ARTICLE 18 
COURT LEAVE 

Employees shall honor subpoenas issued to them. Upon receipt of a subpoena, the employee should 
contact his supervisor and complete the "Request for Leave" form indicating the dates for which court leave 
and/or jury duty will be necessary. A copy of the subpoena should be attached to the form "Request for 
Leave." Employees will be paid their regular rate of pay while serving on a jury. All compensation 
received for court and jury duty, less parking expenses, is to be remitted by the employee to the payroll 
clerk, unless such duty is performed outside of the employee's normal working hours. If an employee is 
subpoenaed to attend a hearing on behalf of the Employer or if an employee is subpoenaed by the court 
on work related matters, the time spent by the employee in attendance at the hearing shall be 
considered hours worked for purposes of compensation. However, under the circumstances, the 
employee would be required to remit any compensation from the court to the Employer. 

Attendance at such hearings does not necessarily relieve the employee for the full work shift. If the 
employee can be reasonably expected to leave work in time to reach the hearing or return to work following 
the hearing, he is expected to do so. For instance, if the employee does not have to report for jury/court 
duty until 12:00 noon or after, the employee must work the normal morning schedule. If an employee is 
released from service prior to or at 12:00 noon, the employee is expected to work the afternoon 
schedule. Any day the employee is not required to appear as a potential juror/witness, the employee must 
report to work. 
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When an employee must appear in court for personal reasons, paid court leave cannot be granted. It is not 
considered proper to pay employees when appearing in court for criminal or civil cases when the case is 
being heard in connection with the employee's personal matters, such as traffic court, divorce 
proceedings, custody, appearing as directed with a juvenile, etc. The employee may apply for vacation 
leave in these circumstances. 

Guideline and Restrictions 

ARTICLE 19 
SICK LEAVE USAGE, WELLNESS INCENTIVE 

AND LEAVE DONATION PROGRAM 

One of the Clerk's most valuable resources is the employee. In order for this resource to be utilized, the 
employee must be present to continue his or her skills, experience, and work efforts toward the futfillment 
of the organization's many obligations. It is important for each employee to realize the specific and 
valuable contribution he or she makes and to accept the responsibility of good attendance in order to 
maximize the contribution. The Clerk recognizes that absences due to civic obligations, emergency, 
sickness or injury are often beyond the control of the employee. However, it must be clear1y understood 
that: 

• Regular attendance from all employees is expected as a requirement of employment. 
• All employees are expected to report to work on time every day they are scheduled to work. 
• New employees should be aware that good attendance is a key factor in completing a satisfactory 

probationary period. 
• First year employees have no vacation leave unless they have prior public service credit; 

therefore, their use of sick leave will be closely monitored. 

Article 19.1. Sick Leave. All Full-Time employees earn sick leave at the rate of 4.6 hours for each 80 hours 
of service. 

Sick leave is charged in minimum units of .25 hours. 

For the purpose of this section, the term immediate family shall mean: mother, father, brother, sister, 
spouse, domestic partner, children, grandparent, grandchildren, mother-in-law; father-in-law, daughter­
in-law, son-in-law, sister-in-law, brother-in-law, step-parents, step-children aka spouse's children, step­
siblings, domestic partner's child, a legal guardian or other person who stands in the place of a parent 
(in loco parentis). 

The Clerk has adopted the same definition for domestic partner as that found in the Franklin County 
Health Benefits Plan. As summarized here, a domestic partner is an adult with whom the covered 
employee shares a permanent residence; is in a sole relationship with the covered employee for six 
months and intends to remain so indefinitely; is not married to or legally separated from another person; 
shares responsibility with the covered employee for each other's common welfare; is at least 18 years 
of age and mentally competent; is not related to the covered employee by blood to a degree of 
closeness that would prohibit marriage; and is financially interdependent with the covered employee in 
accordance with the plan requirement. The Clerk will accept same proof of domestic partnership as is 
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required for county benefits coverage. 

Sick leave will be granted to employees, upon approval of the appointing authority for the following 
reasons. 

1. Illness of or injury to the employee or a member of the employee's immediate family or persons 
covered under the Family and Medical Leave of Absence policy. In the case of an immediate family 
member who does not reside with the employee, the appointing authority may credit sick leave 
when it appears justified but such cases will be carefully investigated. 

2. Medical, dental or optical examination or treatment of the employee or a member of the employee's 
immediate family. Employees absent for an illness for more than three (3) days must provide 
documentation from a doctor or health care professional. 

3. If the health of the employee would be jeopardized or the employee's presence on the job 
would jeopardize the health of others. 

4. Death of a member of the employee's immediate family. Employees may use up to two (2) 
additional days of sick leave or other accrued leave for the death of a family member in 
addition to the three (3) days of paid bereavement leave granted to employees. The two 
days of sick leave used to extend bereavement leave will not negatively impact the Wellness 
Incentive benefit. (See the Bereavement Leave Policy for more details.) 

5. The Clerk reserves the authority to grant leave in other instances outside of these categories, 
upon request. 

Notification to Managers of Intent to Use Sick Leave 

Employees must personally notify their Manager within 15 minutes after the start of their shift if they 
will be absent. An unreported absence may be treated as an unauthorized leave without pay, and is 
subject to disciplinary action, up to and including termination. A Manager has the discretion to 
extend the time employees in the Manager's Division may notify the Manager if the employee is to 
be absent from work. Employees must contact their Manager at the Manager's assigned work 
number. Managers may also extend employees the ability to notify the Manager (as well as the 
Assistant Manger or any supervisors under Manager's supervision if the Manager decides to share 
that responsibility to accept employee notification calls) by email, home or personal mobile phones 
or use of voicemail, messages or texts. If an employee attempts to give notice as directed by 
his/her Manager and cannot reach the Manager, or if the Manager has designated that the Assistant 
Manager or supervisor(s) may be notified as well, the employee must notify whoever has been 
designated as appropriate by the Manager. An employee must only contact one of the designated 
management staff to give notification. Regardless of the notification method(s) chosen and who may 
be contacted, an employee must provide timely notification when calling off sick. Division Managers 
shall formalize and share the details with all that division's employees regarding which members of 
division management may be contacted when calling off work and which methods of contact 
employees in that Division may use. 

Sick Leave Documentation and Suspected Leave Abuse 
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If an employee has sufficient sick leave accruals, and there is no evidence of sick leave abuse, the 
employee's Manager shall grant sick leave upon written request of the employee. 

In cases of suspected abuse, as determined by the Clerk's Office, the Clerk or the Clerk's designee 
may require evidence indicating the seriousness of the illness and the expected date of the 
employee's return. Any sick leave use protected by the Family and Medical Leave Act {FMLA) shall 
not be considered sick leave abuse. 

Sick leave abuse may be indicated by any one or a combination of the following factors: 

1. Excessive use of sick leave within a twelve (12) month period which has not been 
substantiated by a physician or other licensed health care provider's statement. Excessive 
use of sick leave is sick leave in excess of 80 hours in a year; 

2. Use of sick leave as soon as it has been credited to an employee's sick leave balance; 
3. Consistent use of sick leave on the same day of the week; 
4. Consistent use of sick leave on the day{s) before and/or after regularly scheduled days off or 

holidays; 
5. Falsification or misrepresentation of the reason(s) for an employee's absence; 
6. Low sick leave balances in relation to an employee's length of service; and; 
7. Being in unapproved, unpaid status for whole or part of a day. 

If there are one or more indicators of sick leave abuse, the Clerk or the Clerk's designee shall notify 
the employee of the reasons why sick leave abuse is suspected and that she/he will be required to 
provide documentation from a physician or other licensed health care provider for each use of sick 
leave for up to one hundred twenty (120) days. Upon receipt of the written notice, the employee 
may request a meeting with the Office of Human Resources and Training to discuss the reasons for 
the notification and the requirement to provide such documentation. Bargaining unit employees 
may, upon request, be accompanied by a Union representative at such meeting. The Clerk or 
designee shall review the situation at least once every one hundred twenty {120) days to determine 
if there are still reasons to suspect sick leave abuse. 

Continued sick leave abuse or failure to provide medical documentation when required to do so may 
result in disciplinary action, up to and including termination. 
Falsification of a physician's or other licensed health care provider's statement may also result in 
disciplinary action, up to and including termination. 

Sick leave use with intent to defraud will result in termination and may result in a refund to the 
County of salary or wages paid during the use of such sick leave. 

Exceeding Sick Leave Time 

If an employee uses sick leave for a period exceeding the employee's accumulated sick leave 
balance, the employee will be placed on leave without pay and will be subject to disciplinary action 
up to and including termination. Vacation time may be used only in the event of a lengthy illness 
and only with prior approval by the Manager or designee, with the exception of absences covered 
by the Family and Medical Leave Act policy. 
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Sick Leave Pay Out 

For purposes of this policy, the term separation shall mean any voluntary or involuntary termination 
from service, including resignation, retirement, removal, and lay off. 

Upon separation after eight (8) years of service and up to 18 years of service with Franklin County, 
the State of Ohio, any political subdivisions, or any combination thereof, an employee may elect to 
be paid for one-fourth (1/4) of the accrued but unused sick leave credit up to a maximum of 360 
days, subject to the limitations below. 

Upon separation after eighteen (18) years of service with Franklin County, the State of Ohio, any 
political subdivisions, or any combination thereof, an employee may elect to be paid for one-half 
(1/2) of the accrued but unused sick leave credit subject to the limitations below. 

Sick leave payout will be based upon the employee's rate of pay at the time of separation and paid 
on the employee's final paycheck. Upon accepting such payment, all other sick leave credit 
accrued up to that time will be eliminated. Such payment will be made only once to an employee-an 
employee who returns to County service after separation may accrue and use sick leave as before, 
but may not convert sick leave at the time of a second separation. 

Section 19.2. Wellness Program. The Employer shall maintain a Wellness Incentive Program as a 
voluntary program that runs every year from December 1 through November 30 of the following 
year. Effective December 1, 2012, the wellness period will commence on the first day of the pay 
period in which December 1, 2012 and the last day of the pay period in which November 30 falls. All 
new full-time employees hired after December 1, 2011 are eligible for the program beginning with the 
next ivv'elve (12) month 'Nellness period following their date of hire. Based upon the following schedule, certain 
eligible full-time employees will be permitted to convert a determined amount of unused sick leave to a 
cash payout. 

1. If a full-time employee uses 8 hours or less of sick leave during a 'Nellness period, the employee 
may convert up to 40 hours of sick leave to a cash payout. 

2. If a full-time employee uses beivv'een 8.25 and 16 hours of sick leave during a 'Nellness period, the 
employee may convert up to 32 hours of sick leave to a cash payout. 

3. If a full-time employee uses beivv'een 16.25 and 24 hours of sick leave during a 'Nellness period, the 
employee may convert up to 24 hours of sick leave to a cash payout. 

4. If a full-time employee uses beivv'een 24.25 and 32 hours of sick leave during a 'Nellness period, the 
employee may convert up to 16 hours of sick leave to a cash payout. 

5. If a full-time employee uses beivv'een 32.25 and 40 hours of sick leave during a wellness period, the 
employee may convert up to 8 hours of sick leave to a cash payout. 

Donated leave, FMLA leave, two days of extended bereavement leave, and personal leave are not 
considered use of sick leave for purposes of the Wellness Incentive Program. 
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As soon as possible on or after December 1st of each year, the Office of Human Resources and 
Training will notify employees who are eligible for the sick leave conversion and provide them with a 
"Request to Convert Sick Leave to Cash Payour form. If the Office of Human Resources and 
Training receives an eligible employee's selection of a cash payout by the deadline stated on the 
"Request to Convert Sick Leave to Cash Payout" form, such cash payout will be issued to the 
employee in his/her second paycheck in December or on whatever pay day falls before the Christmas 
holiday if the second paycheck falls after the Christmas holiday. 

Section 19.3 Leave Donation Program The Franklin County Leave Donation Program shall apply for 
the benefit of employees of the Franklin County Clerk of Courts. 

ARTICLE 20 
LEAVES OF ABSENCE 

Section 20.1 . Leave Without Pay. A Leave of Absence Without Pay for personal reasons may be granted 
upon request for periods not in excess of 12 weeks at the discretion of the Clerk or Chief Deputy when no 
other paid leave is available. Time on such Leave of Absence shall not be counted as time in service for 
purposes of determining seniority for bargaining unit employees or vacation rights. Such Leave may be 
extended beyond 12 weeks upon written recommendation of the Division Manager and with the approval 
of the Clerk or Chief Deputy. Before requesting a Leave of Absence Without Pay from the Clerk or Chief 
Deputy, the Division Manager shall verify no other paid leave is available with the Office of Human 
Resources and Training. Upon the employee's return from such Leave, the Clerk will attempt to reinstate the 
employee to his/her former position or one of substantial equivalence. 

Leave Without Pay is defined as any absence in which an employee does not or is not able to use another 
form of Leave. Examples of other forms of leave include, but not limited to vacation, sick, personal, or 
compensatory leave. An employee does not have the option to take Leave Without Pay as another 
form of optional leave unless it is permitted by the Clerk's Office as described in this policy. Before 
approving Leave Without Pay, a Manager shall verify that no other paid leave is available. 

There are two types of Leave Without Pay: authorized and unauthorized. Authorized Leave Without Pay 
is reserved for those instances where, in the judgment of the Clerk, an exceptional circumstance exists, 
and permission is granted for the employee to take an authorized Leave Without Pay. In such 
instances, the time will be docked from the employee's pay, but will not be grounds for disciplinary 
action. It is the employee's responsibility to complete a written request for such Leave, including the 
reasons for the Leave and the dates for which such leave is being requested. 
Unauthorized Leave Without Pay occurs when an employee's request for Leave Without Pay is not 
deemed to be an exceptional circumstance and is denied by the Clerk. In cases of 

Unauthorized Leave Without Pay, time will be deducted from the employee's pay and the employee may be 
subject to disciplinary action, up to and including termination. 

Section 20.2. Maternity Leave. The law provides that maternity leave shall be treated in the same manner 
as any other short term disability. An employee may request a leave of absence without pay for 
maternity purposes by submitting such request in writing to the Employer along with a signed physician's 
statement. 
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A The leave of absence will begin on the date the physician states that the employee can no longer 
perform the substantial portion of her duties. 

B. The leave of absence will end on the date on which the physician releases the employee as 
medically able to return to work. 

C. An employee's health benefits will remain in effect while the employee is on medically authorized 
and documented maternity disability leave. An employee may use accrued sick leave and 
vacation leave while on maternity leave up to a period of six (6) weeks unless medical 
documentation supports extension of the leave beyond six (6) weeks. Leave without pay may 
also be requested for maternity leave. Maternity Leave is not in addition to Family and Medical 
Leave, therefore if twelve (12) weeks of maternity leave is utilized as a consequence of 
documented medical complications, all Family and Medical Leave is exhausted. When a leave 
qualifies under the Maternity Leave Policy and the Family and Medical Leave Policy, Family 
and Medical Leave shall be utilized rather than Maternity Leave. Time off for Maternity Leave 
shall be counted against any available Family and Medical Leave. 

D. No later than thirty (30) days after delivery, the employee will notify the Employer in writing, of her 
desire to return to work and her anticipated date of return. Employees who desire to return to work 
shall be placed in their original position or a substantially equivalent position, at the applicable 
rate of pay. 

E. For the 
duration of Maternity Leave, the Employer will maintain the employee's health coverage under 
the "group health plan" under the same circumstances and costs to employees that coverage 
would have been provided if the employee would have been working and had not taken leave. The 
employee will be required to pay back to the Employer health insurance premiums paid by the 
Employer during a Maternity Leave if the employee does not return to work at the end of the 
County approved leave. 

Section 20.3. Family and Medical Leave of Absence. A family or medical leave of absence (FMLA) 
may be granted to an employee ifthe employee has worked forthe Employer for at leasttwelve (12) 
months and for at least 1,250 hours during the previous twelve (12) months and otherwise qualifies for the 
leave under the current applicable federal law and the rules and regulations promulgated there under. 

Upon request, an employee may take a medical or family leave of absence of up to twelve ( 12) weeks 
during a twelve ( 12) month period for the following reasons: ( 1) the birth of a child and to care for the 
baby; (2) the placement of a child for adoption or foster care (the employee may take the leave 
addressed in subpart ( 1) and subpart (2) any time up to twelve ( 12) months from the date of the birth or 
placement); (3) to care for the employee's spouse, child or parent with a serious health condition; and (4) a 
serious health condition that makes the employee unable to work. 

An employee must submit a request for a leave of absence at least thirty (30) days in advance of the 
leave when the leave is foreseeable. When such leave is unforeseeable, the employee must submit a 
request for leave of absence as soon as practicable. A "Certification of Physician or Practitioner'' form 
must accompany any request for a medical or family leave taken under the FMLA. (Clerk of Court may 
require a seoond opinion at the Employer's expense. If the first and second opinion conflict, the Clerk of 
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Courts and the Union shall mutually select a physician to provide a third opinion. The third opinion shall be 
at the Employer's expense). 

An employee must substitute any of the employee's accrued paid vacation, sick or compensatory leave 
for any part of the twelve (12) week leave taken under FMLA because of a serious health condition of 
the employee or employee's family member. An employee must substitute any of the employee's 
accrued paid vacation, sick or compensatory leave for any part of the twelve ( 12) week leave taken under 
FMLA because of the birth, placement, or adoption of a child. If the employee does not have enough 
accrued leave time to cover the absence, he/she may apply for leave without pay necessary to 
complete the twelve (12) weeks allowed. Upon the employee's return from FMLA leave, the employee 
will be reinstated to his/her fonner position or an equivalent position. 

Qualifying Exigency Leave 

Upon request, an employee may take a "qualifying exigency" leave of absence of up to twelve 
(12) weeks during a twelve (12) month period (which begins on the date of the employee's first 
leave of absence) to manage the affairs of an immediate family member who is a member of the 
Regular Armed Forces and National Guard or Reserves and who is on actual duty or on notification of 
impending military active duty. The Employee must be eligible for FMLA at the time "qualifying 
exigency'' leave is scheduled to occur. Employees are eligible for twelve ( 12) total weeks of FMLA during a 
twelve (12) month period irrespective of whether the leave is used for child birth, a serious health 
condition, a qualifying exigency, or a combination of reasons allowed under FMLA. 

Military Caregiver Leave 

Employees may take up to twenty-six (26) total weeks of FMLA leave during a single twelve (12) 
month period to care for a spouse, son, daughter, parent, or next of kin who is a "covered service 
member'' with a serious injury or illness incurred in the line of duty while on active duty. A "covered 
service member'' for this type of leave indudes members of both the Regular Armed Forces and the 
National Guard or Reserves. The Employee must be eligible for FMLA at the time "military caregiver 
leave" is scheduled to occur. Eligible employees may take a combined twenty-six (26) weeks of leave for 
military caregiver leave or in combination with leave for any other FMLA qualifying reason in a single 
twelve (12) month period, except the employee may not take more than twelve (12) weeks of leave for 
other FMLA qualifying reasons during this period. 

When an employee who has taken leave due to his/her own serious health condition returns to work from 
a medical leave, he/she must provide a fitness for duty document from his/her physician or practitioner 
specifying that the employee can perfonn his/her duties. 

For the duration of FMLA leave, the Employer will maintain the employee's health coverage under any 
"group health plan" under the same circumstances and costs to employees that coverage would have 
been provided if the employee would have been working and had not taken leave. The employee will be 
required to pay back health insurance premiums during an unpaid FMLA leave if the employee does 
not return to work unless the reason is due to: (1) the continuation, recurrence, or onset of a serious 
health condition which would entitle the employee to leave under FMLA; or (2) other circumstances 
beyond the employee's control. 
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The employee is responsible for contacting the Public Employment Retirement System (PERS) directly 
for information on how an unpaid FMLA leave is treated as continued service for retirement purposes. 

Any part of this FMLA Article that is subsequently determined to be contrary to law or Department of 
Labor rules and regulations, will be modified to conform with the law or rules and regulations. 

Section 20.4. If it is found that leave is not actually being used for the purpose for which it was granted, 
the Employer may cancel the leave and direct the employee to return to work by giving written notice to the 
employee. An employee may return to work before the scheduled expiration of leave if requested in 
writing by the employee and approved by the Employer. 

Section 20.5. All leaves of absence (and any extensions thereof) must be applied for in writing and, if 
granted, will be granted in writing on forms provided by the Clerk of Courts (copy to the employee). An 
employee will be notified within five (5) working days from the date application was made. 

ARTICLE 21 
LAYOFFS 

Section 21.1. Layoffs. Whenever it becomes necessary, because of a material change in duties, 
organization, or shortage of work or funds, to reduce the number of employees in the Clerk of Courts' 
Office, the notice of a layoff shall be provided to the Union. 

The notice of layoff shall certify the names of bargaining unit employees included in the proposed 
layoff base upon their seniority within their classification and according to their assigned division. 

The names of any laid off bargaining unit employees shall be place at the top of any recall or 
reemployment list according to the same criteria. 

Section 21 .2. Notice of Layoff The employee shall be given at least twenty (20) calendar days advance 
written notice of layoff indicating the circumstances which made the layoff necessary, unless an 
emergency arose that would not permit twenty (20) calendar days advance notice. 

Section 21 .3. Bumping Rights. Employees whose job classifications are reduced shall have the right 
to bump another Bargaining Unit employee with less overall seniority (Section 14.1) in the same 
classification with an equal or lower pay grade within the classification wherein they are qualified to 
perform the work. Employees in a job classification where there is no classification with an equal or 
lower pay grade may bump into a different classification with an equal or lower pay grade so long as the 
employee has prior experience performing the essential functions of the duties of that classification and 
can demonstrate they can presently perform the essential functions of the duties of that 
classification. Employees who wish to bump a less senior employee shall give notice to the employer 
within five (5) calendar days of receiving their layoff notice. 

Section 21.4. Payment of Vacation Credit and Compensatory Time. In the event an employee is laid­
off, he shall receive payment for any earned but unused vacation and compensatory time no later than 
twenty (20) work days after the layoff 

Section 21 .5. Recall Rights. All employees shall be recalled to their classification in the reverse order of 
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their layoff Employees who have been laid-off shall be eligible for recall for a period of twelve ( 12) months 
from the effective date of the layoff. An employee on layoff will be given ten (10) work days notice of recall 
from the date on which the Employer sends the recall notice to the employee by certffied mail (to his/her 
last known address as shown in the Clerk of Court's Human Resources records). It is the responsibility of 
the employee to provide the Clerk of Court Human Resources Office with the correct address where the 
employee should receive the recall notice. 

Section 21 .6. Time limits. Employees must notify the Employer within the ten ( 1 O) work day notice period 
of their acceptance or rejection of the offer of recall. Failure to notify the Employer within the established ten 
( 10) work day period shall be deemed a rejection of the offer of recall and result in an immediate 
termination of seniority and employment and no further offer of employment shall be made. 

ARTICLE 22 
JOB POSTING 

Section 22.1. When a vacancy occurs or a new position is created within the bargaining unit and the 
Clerk of Courts determines to fill said vacancy or position, a written notice will be sent to the Union 
President notifying the Union of the vacancy and the period of the internal posting which will be for a 
minimum of five (5) work days. The Union may post the notice on the internal Union bulletin board. 
The Clerk of Courts will post the vacancy on the Clerk of Courts web portal and in all divisions in the 
Clerk's Office and will send an office wide email with a link to the posting. AJI internal applicants that meet 
the minimum qualifications will be interviewed. 

A non-probationary employee may apply for any posted vacancies for which he/she qualifies. Internal 
candidates must submit the application and a resume by the end of the posting deadline. 

Section 22.2. Each posting shall indicate: 

1. Job title and brief description 
2 . Unit and Manager 
3. The salary range for the pos ition 
4 . Minimum qualifications 

If there are changes in the posting prior to selection, the opening shall be reposted. 

Section 22.3. All applications timely filed will be reviewed by the Clerk of Courts for minimum qualifications. 
All internal applicants meeting the minimum qualifications will be granted an interview. If five or more 
internal applicants who meet the minimum qualifications apply for a vacancy the Clerk of Courts will 
interview the internal applicants and select the most qualified internal applicant consistent with section 
22.4 of this Article, unless the position requires a unique level of experience and expertise which no 
internal applicant has. If fewer than five internal applicants apply for the vacancy the Clerk of Courts 
may repost the notice on the Clerk of Courts web portal and in all divisions in the Clerk's Office and may 
advertise in local or other publications, at the discretion of the Clerk of Courts. The vacancy will be 
posted for a minimum of five (5) work days. If an internal applicant withdraws their name from 
consideration for the vacancy at any time before the selection of the applicant is made which results in the 
number of internal applicants becoming fewer than three the Clerk of Courts may, in her sole discretion, 
select the most qualified internal applicant or repost the vacancy internally and externally. 
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If the employee selected for the vacancy declines the position the employee shall be precluded from 
consideration for other vacancies within the bargaining unit for a period of twelve months from the date 
the position was declined. If the position is declined, the Clerk of Courts may, in her sole 
discretion, select the next most qualified applicant for the position consistent with section 22.4 or 
repost the vacancy internally and externally. 

When a Data Clerk 1, Records Clerk 1, or a Microfiche Scanner position is posted, the internal and 
external posting will occur simultaneously. All other provisions of this article remain in effect. 

Section 22.4. The Clerk of Courts will select the most qualified applicant for the position based 
upon, but not limited to, the following criteria : the interview, demonstrated skill, work 
experience, education, work record, attendance, disciplinary records and overall ability to 
perform the job responsibilities. 

All applicants afforded an interview will be notified in writing of their selection or non-selection within 
five (5) work days after the approval is received from the Clerk of Courts. 

ARTICLE 23 
TEMPORARY TRANSFERS 

A temporary transfer shall not normally exceed twelve (12) weeks, except (1) to fill a vacancy 
caused by an employee being on sick or approved leave of absence, (2) to provide vacation relief 
scheduling, (3) or to meet an emergency. When an employee remains in the temporary position 
for a period in excess of five (5) working days, on the 6th consecutive working day and 
thereafter, the employee shall be paid the higher of the two rates between the rate of the position 
in which he/she is transferred, and the rate of his/her regular position, until he/she is returned to 
his/her regular position. Upon working the 5th consecutive day, the appropriate wage rate will be 
applied retroactively to the first day worked in the higher position in the most recent 
consecutive sequence of working days. 

ARTICLE 24 
VACATION LEAVE AND CONVERSION OF ACCUMULATED 

UNUSED VACATION LEAVE CREDIT TO CASH 

All full-time employees earn vacation leave while in active pay status according to their number of 
years of service, accruing as follows: 

Less than one year of service: 
• 80 hours per year = 10 working days 
• The employee will receive a lump sum of 80 hours after the first anniversary of the 

employee's date of hire 
• The accrual rate is 3.1 hours per biweekly pay period. 

One year of service but less than 5 years: 
• 80 hours per year = 10 working days 
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• The accrual rate is 3.1 hours per biweekly pay period. 

5 years of service but less than 10 years: 
• 120 hours per year = 15 working days 
• The accrual rate is 4 .6 hours per biweekly pay period. 

10 years of service but less than 15 years: 
• 160 hours per year = 20 working days 
• The accrual rate is 6.2 hours per biweekly pay period. 

15 years of service but less than 20 years: 
• 180 hours per year = 22.5 working days 
• The accrual rate is 6.9 hours per biweekly pay period. 

20~ormore cl service: 
• 200 hours per year = 25 working days 
• The accrual rate 7.7 hours per biweekly pay period. 

The service credit required in each instance need not be continuous; however, completion of a total of one 
(1) year of full-time public service is required before an employee is eligible for any vacation 
leave. An employee who completes the necessary process to receive prior.service credit from an 
Ohio county, municipal corporation, township, or state agency counted for the purpose of computing the 
amount of the employee's vacation leav~ accrual shall be permitted to use such vacation leave if the 
employee has at least one (1) year or more of prior Ohio public service. An employee may not transfer 
vacation leave credit from another appointing authority to the Clerk's office without obtaining prior 
approval from the Clerk. 

Vacation leave accrual is earned only during the time an employee is in active pay status-it is not 
earned while on an unpaid leave of absence or unpaid military leave of absence. Designated holidays 
are not charged to vacation leave. Vacation time is continually accumulated; however, only maximum 
of that earned in three (3) years of service may be carried over to the next year. Credit in excess of 
this maximum will be eliminated from an employee's vacation leave balance on an employee's 
anniversary date. 

Part-time employees are not entitled to earn Vacation Leave. 

An employee must submit an "Employee Request for Leave" form and receive prior approval from the 
employee's Manager or the Manager's designee(s). A Manager may allow the use of vacation leave on 
a more flexible basis if she/he chooses and if operations allow such flexibility. A Manager may 
discontinue the practice if employees abuse the privilege or problems arise after allowing such flexibility. 
A Manager may consider an employee's individual work record and leave usage in the decision to grant 
such leave to an employee. A Manager should approve leave as soon as practicable after it is requested 
to allow employees to make arrangements for the use of their vacation leave. If a Manager has a 
concern about granting the requested vacation leave, the manager should consult with the employee so 
she/he is aware of the circumstances impacting the approval of a pending leave request. If an employee 
does not have enough accrued vacation leave to cover the requested vacation leave either at the time of 
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the request or immediately prior to the use of leave, the leave may be denied. 

Vacation leave requested during the weeks of Independence Day, Thanksgiving, Christmas and New 
Year's will be approved on an annual basis. Factors Managers shall consider in approving such requests 
are: operational need, good attendance, and whether the employee was allowed to take the requested 
leave the previous year. If a Manager believes operational need will allow for the approval of all leave 
requests during any of the foregoing weeks, the Manager has the discretion to approve the leave. If 
operational need requires certain employees requesting leave to work, the Manager shall review all the 
factors previously mentioned prior to disapproving leave. 

Upon separation from the Clerk's office, including retirement, payment for earned but unused vacation 
leave will be made in a lump sum at an employee's current rate of pay. OPERS will not be deducted from 
the vacation leave payout. An employee will not be carried on the payroll for the purpose of liquidating the 
vacation balance. 

In the case of employee's death, any earned but unused vacation leave shall be paid to the date of death, 
in accordance with section 2113.04 Ohio Revised Code. 

ARTICLE 25 
HEAL TH AND SAFETY 

Section 25.1 . It is agreed that safety must be a concern and a responsibility of both parties. Therefore, 
the Employer accepts its responsibility to provide safe working equipment and vehicles. Supervisory 
personnel shall see that the safety rules and safe working methods are followed by employees. 
Employees shall accept the responsibility to operate equipment and work vehicles in a safe and 
proper manner and to follow all safety rules and safe working methods of the Employer. All unsafe 
vehicles or equipment must be reported in writing to the next higher authority in charge as soon as said 
unsafe working conditions are known. 

Section 25.2. Safety Equipment. The Employer shall provide safety equipment to employees as required 
by applicable safety standards and Ohio law. 

Section 25.3. Employees shall bring urgent safety concerns to managemenf s attention immediately and 
safety issues may also be discussed at Labor Management Committee. 

ARTICLE 26 
P.E.O.P.L.E. CHECKOFF 

The Employer will deduct voluntary contributions to the American Federation of State, County and 
Municipal Employee International Union's Public Employees Organized to Promote Legislative 
Equality (P.E.O.P.L.E.) Committee from the pay of an employee upon receipt from the Union of an 
individual written authorization card voluntarily executed by the employee. 

The contribution amount will be certified to the Employer by the Union. Monies deducted shall be 
remitted to the Union within thirty (30) days of the date they are deducted. Payment shall be made to 
AFSCME PEOPLE and transmitted to AFSCME Ohio Council 8, Columbus Region, 6800 N. High 
Street, Worthington, OH 43085. The payment will be accompanied by an alphabetical list of the 
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names of those employees for whom a deduction was made and the amount of the deduction. This list 
must be separate from the list of employees who had union dues deducted and the list of employees who 
had fair share fees deducted. The Union agrees to forward a confirmatory list to the employer. 

An employee shall have the right to revoke such authorization by giving written notice to the Employer 
and the Union at any time. 

The Employer's obligation to make deductions shall terminate automatically upon receipt of revocation of 
authorization or upon termination of employment or transfer to a job dassification outside the bargaining unit. 

All P.E.O.P.L.E. contributions shall be made as a deduction separate from the dues and fair share fee 
deductions. 

ARTICLE 27 
JOB DESCRIPTION 

All bargaining unit employees shall be provided with an accurate description of their job. The 
Employer agrees it will review job descriptions and update or modify them as appropriate. At least 
five (5) working days prior to implementing the updated or modified job description, a copy of the 
updated or modified job description will be provided to the affected bargaining unit employee, and 
to the Union President. 

ARTICLE 28 
SEVERABILITY/LEGALITY 

Section 28.1. Should any part of this Agreement or any provision contained herein be declared 
invalid by operation of law, or any changes or amendments to current applicable statute, 
ordinances or rules promulgated there under or by a final tribunal of competent jurisdiction, it 
shall be of no further force and effect, but such invalidation of a part or provision of this 
Agreement shall not invalidate the remaining portions and they shall remain in full force and 
effect. 

Section 28.2. Upon written request by either party, the parties shall meet at mutually agreeable 
times to modify any invalid provisions through good faith negotiations. 

ARTICLE 29 
INJURY LEAVE PAY 

The Parties reco9nize that there may be some situations where an employee sustains a work 
related injury that causes the employee to be absent from work and the Ohio Workers' 
Compensation System does not provide wage replacement benefits. Depending on the situation 
there could be as much as seven work days for which temporary total disability compensation is 
not paid pursuant to the Ohio Workers' Compensation System. This article is solely designed to 
address that seven day gap. Should the Ohio Legislature or the Ohio Bureau of Workers' 
Compensation or the Ohio Industrial Commission modify Ohio Workers' Compensation 
Legislation or Administrative Rules during the term of this Agreement to provide compensation 
inclusive of the seven day gap, the Parties agree that this Article shall become void upon the 
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effective date of the Legislation or Administrative Rule. 

When a bargaining unit employee sustains a work related injury or occupational disease and is 
unable to perform the essential functions of his/her job because of the work related injury, the 
employee may be eligible to receive up to a maximum of seven days of injury pay to cover full or 
partial days the employee is off work and is not otherwise provided compensation under the Ohio 
Workers' Compensation System. The Clerk of Court will provide injury pay to eligible employees 
at the employee's base hourly rate of pay. 

To be eligible for injury pay the employee must have a workers' compensation claim that has 
been certified by the Employer or allowed pursuant to a final administrative order issued by the 
Ohio Bureau of Workers' Compensation, the Ohio Industrial Commission of Ohio or a court order. 
Secondly, the employee must complete the Accident Report Form for Injured Employees (ARFIE) 
within 48 hours following the injury or first disability date for an occupational disease unless the 
employee is physically incapable of reporting. The employee shall not receive injury pay for any 
days if the injured employee refuses to return either to modified duty or transitional duty under any 
temporary restrictions given by the physician of record and the Clerk of Court states it will 
accommodate the injured employee under these same temporary restrictions. 

ARTICLE 30 
PERSONAL DAYS 

Personal Leave Time (Personal Leave) is a benefit provided to all fulltime employees. This is in 
addition to vacation and sick leave benefits. Personal Leave may be used without specific 
justification. Managers however may approve its use in certain situations. 

Personal Leave provisions are as follows: 
1. Fulltime employees must have a minimum of twenty-four (24) hours of sick balance in their 

banks upon request. 

2. Eight (8) hours of Personal Leave is provided per each three (3) month period beginning with 
January (i.e. annual quarters.) 

3. Personal Leave will not accumulate nor will hours carry over from quarter to quarter. 

4. A minimum of fifteen (15) minutes and up to a maximum of eight (8) hours may be applied 
to Personal Leave and will be deducted from the employee's sick time bank. 

5. Personal Leave will not be counted against the employee for purposes of performance 
evaluations and reliability. Personal leave time will be taken out of the employee's sick time 
bank, however, the Wellness Incentive benefits will not be affected. 

6. Advance use of Personal Leave may be submitted for a manager's approval (e.g. along 
with vacation time requests). 

7. Chronic absence or tardiness, as referenced in Attendance and Tardiness Guidelines, or 
misuse of Personal Leave may result in disapproval of Personal Leave use and/or 
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disciplinary action, including suspension and termination. 

ARTICLE 31 
ATIENDANCE AND TARDINESS 

Punctuality and daily attendance are essential to ensure optimal productivity and customer service. 
In order for the Clerk's office to achieve these goals, employees are required to maintain a 
satisfactory record of attendance. Managers and supervisors are responsible for communicating the 
office attendance policy to staff and for the fair and consistent application of the policy. Employees 
are responsible for knowing the attendance policy and maintaining a satisfactory record of 
attendance. 

Tardiness and Absence 

Employees are expected to report for work on time. A good attendance record is essential for 
effective performance and productivity. Unnecessary absenteeism and tardiness are expensive, 
disruptive, and place an unfair burden on other employees and the manager. 

• Employees who are unable to report for work for any reason must notify their manager 
designee on each day that they are unable to work by fifteen minutes after the designated 
start time, unless there are valid extenuating circumstances. If an employee fails to properly 
notify the Manager or designee within this time frame, the Manager may record the time as an 
unreported absence for that day. A Manager has the discretion to allow an employee with a 
good attendance record to supplement time out of the office with the employee's own paid 
leave or authorized leave without pay. Good attendance is defined as reporting to work on 
time on a daily basis and taking only leave requested in advance or on rare unscheduled 
occasions. Evidence of poor attendance includes, but is not limited to, habitual tardiness and 
sick leave abuse. Tardiness will be considered arriving at your work station any time past 
your start time. 

• Employees failing to report an absence within the allotted time frame may be considered 
absent without leave (AWOL) and may be subject to disciplinary action. In addition, they may 
be placed in a non-pay status for the period of the absence. A Manager has the discretion on 
whether to place an employee with a good attendance record in an AWOL status, to decide if 
discipline is warranted and if the employee may supplement the time out of the office with 
paid leave. 

• Incidences of excessive tardiness, unsatisfactory attendance, unreported absences, and 
absences without authorized leave (AWOL) may result in disciplinary action up to and 
including termination. 

• A Manager has the discretion to permit an employee with a good attendance record to work 
through lunch or to work before or after the employee's shift to supplement a short time period 
out of the office. This practice should not be used on a regular basis or to avoid the use of 
paid leave. Examples of the appropriate use of this provision may include: an otherwise 
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timely employee coming in late due to bad weather or a traffic jam; a doctor's visit taking 
longer than originally expected or rare occasions of tardiness or other emergency situations. 

Counseling/Documentation 

Excessive absenteeism and chronic tardiness are patterns of behavior that are easily identified. 
Managers should be aware of these behavior patterns as they develop and should make every effort 
to assist the employee in correcting the problem. It is equally important that the Manager document 
abusive and tardiness patterns. 

To effectively deal with absenteeism and/or tardiness, the Manager must: 

1. Maintain accurate records; 
2. Analyze records for trends, i.e. the type and duration of absence (scattered or extended); 
3. Carry out control policies fairly and equitably; and, 
4. Ensure that employees have received notice on attendance standards. 

Managers should use their discretion in evaluating whether disciplinary action should be taken in a 
specific instance. Managers should always carefully review attendance patterns, but unless a 
pattern of tardiness or poor attendance is obvious in a shorter timeframe, managers should review 
any questionable use of leave or tardiness on a quarterly basis. In addition, managers may take the 
employee's years of service and overall work record into consideration. 

*Article 31 above is in effect until the new time clocks are installed. 

ARTICLE 31 
ATTENDANCE AND TARDINESS 

Punctuality and daily attendance are essential to ensure optimal productivity and customer service. 
Employees are expected to report for work on time. Unnecessary absenteeism and tardiness are 
expensive, disruptive, and place an unfair burden on other employees and the manager. In order for 
the Clerk's office to achieve these goals, employees are required to maintain a satisfactory record of 
attendance. 

Managers and supervisors are responsible for communicating the office attendance policy to staff 
and for the fair and consistent application of the policy. Employees are responsible for knowing the 
attendance policy and maintaining a satisfactory record of attendance. 

• An employee who is unable to report for work for any reason must notify his/her manager 
or designee on each day the employee is unable to report work by fifteen minutes after the 
designated start time, unless there are valid extenuating circumstances. An employee is 
not required to notify his/her manager or designee if the employee is on an extended leave 
of absence and has supplied the Employer with a statement from a medical provider with 
an expected return to work date. If an employee fails to properly notify the Manager or 
designee within this time frame, the Manager may record the time as an unreported 
absence for that day. A Manager has the discretion to allow an employee with a good 
attendance record to supplement time out of the office with the employee's own paid leave 
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or authorized leave without pay. Good attendance is defined as reporting to work on time 
on a daily basis and taking only leave requested in advance or on rare unscheduled 
occasions. Evidence of poor attendance includes, but is not limited to, habitual tardiness 
and sick leave abuse. 

Tardiness 

• An occurrence of tardiness is defined as reporting to work at 1 minute (e.g. 7:01, 7:31, 8:01, 
etc ... ) past an employee's scheduled start time or returning from lunch or scheduled breaks 1 
minute past the lunch period or 15 minute paid breaks. Employee tardiness will be evaluated 
on a ninety (90) day rolling period. 

• There will be a grace period of five (5) minutes for arrivals to work. These grace periods will 
not count as occurrences. However, if an employee is tardy within the grace period more than 
five (5) times in a (90) day rolling period, the employee will lose the protection of the grace 
period and the disciplinary process will begin immediately as described below with an oral 
reprimand. 

• The disciplinary steps for excessive employee tardiness will be as follows: 

1. An employee with five (5) occurrences within the ninety (90) day period may receive 
corrective counseling at the manager's discretion. 
• An employee will have the option of avoiding loss of pay by using 

personal/vacation/compensatory time towards the initial five (5) occurrences, but 
the occurrences will still count for disciplinary purposes. 

2. An employee with three (3) additional occurrences within ninety (90) days of the 
corrective counseling may receive an oral reprimand at the manager's discretion. 
• An employee will have the option of avoiding loss of pay by using 

personal/vacation/compensatory time towards the 3 additional occurrences within 
this second ninety (90) day period, but the occurrences will still count for 
disciplinary purposes. 

3. An employee with three (3) additional occurrences within one (1) year of an Oral 
Reprimand may receive a written warning at the manager's discretion. 
• An employee will not be paid for the exact amount of time missed for each 

occurrence during this one (1) year period. 

4. An employee with three (3) additional occurrences within one (1) year of a written 
warning may be recommended for a suspension of three (3) days without pay by the 
manager. 
• An employee will not be paid for the exact amount of time missed for each 

occurrence during this one (1) year period. 

5. An employee with six (6) additional occurrences within three (3) years of a suspension 
may be recommended for termination by the manager. 
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• An employee will not be paid for the exact amount of time missed for each 
occurrence for this three (3) year period. 

Absence 

• Employees failing to report an absence within the allotted time frame may be considered 
absent without leave (AWOL) and may be subject to disciplinary action. In addition, they may 
be placed in a non-pay status for the period of the absence. A Manager has the discretion to 
place an employee with a good attendance record in an AWOL status, to decide if discipline is 
warranted, and if the employee may supplement the time out of the office with paid leave. 

• Incidences of unsatisfactory attendance, unreported absences, and absences without 
authorized leave (AWOL) may result in disciplinary action up to and including termination. 

• A Manager has the discretion to permit an employee with a good attendance record to work 
through lunch or to work before or after the employee's shift to supplement short time periods 
out of the office. This practice should not be used on a regular basis or to avoid the use of 
paid leave. Examples of the appropriate use of this provision may include: an otherwise timely 
employee coming in late due to bad weather or a traffic issue; a doctor's office visit taking 
longer than originally expected or rare occasions of tardiness or other emergency situations. 

Counseling/Documentation 

Excessive absenteeism and chronic tardiness are patterns of behavior that are easily identified. 
Managers should be aware of these behavior patterns as they develop and should make every effort 
to assist the employee in correcting the problem. It is equally important that the Manager document 
abusive absenteeism and tardiness patterns. 

To effectively deal with absenteeism and/or tardiness, the Manager must: 

1. Maintain accurate records; 
2 . Analyze records for trends, i.e. the type and duration of absence (scattered or extended); 
3. Carry out control policies fairly and equitably; and, 
4. Ensure that employees have received notice on attendance standards. 

Managers should use their discretion in evaluating whether disciplinary action should be taken in a 
specific instance. 

*This revised Article 31 will be effective when time clocks are installed and employees are given 
direction by the Employer on the requirements they must observe in relation to using the time clocks. 

ARTICLE 32 
HEAL TH INSURANCE BENEFITS 

Section 32.1 . The Union agrees to accept the County's medical benefits plan provided to other County 
employees during the term of this Agreement. Any changes implemented in the overall County plan will 
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also be applied to bargaining unit employees eligible for health insurance benefits. Should any 
changes to the County's plan be implemented during the term of this Agreement, the Union will be given 
prior notice of the change and upon request by the Union, a County representative will meet with the Union 
and explain the changes in the plan. 

All employees who work less than thirty (30) hours per week on a regular basis will not be eligible for 
health insurance benefits. 

Section 32.2. The Employer shall provide and pay the premiums for individual life insurance coverage 
with a death benefit at the current level. The plan will only be modified if Franklin County's life insurance 
plan is modified, and the Union will be given prior notice of the change and upon request by the Union, a 
County Representative will meet with the Union and explain the changes in the plan. 

Section 32.3. Effective January 1, 2014, an employee will continue to pay $101 a month towards the 
health insurance premium to cover the employee and any child(ren) the employee may have. Effective 
January 1, 2014, an employee who chooses to cover his/her spouse will pay $207 a month towards the 
health insurance premium. This $207 is not in addition to the $101 , that is to say, in the event that an 
employee chooses to cover himself/herself, any children and his/her spouse, he/she will pay $207 to cover 
all of them. 

Effective January 1, 2015, an employee will pay up to $125 per month for an employee to cover 
himself/herself and any child(ren) he/she may have and an employee who chooses to cover his/her 
spouse will pay up to $250 per month. 

Effective January 1, 2016, an employee will pay up to $135 per month for an employee to cover 
himself/herself and any child(ren) he/she may have and an employee who chooses to cover-his/her 
spouse will pay up to $270 per month. 

If the County negotiates lower monthly health insurance premiums for any of the years stated above, the 
Employer will charge bargaining unit employees the lower premium amounts for each respective year. 

ARTICLE 33 
HOLIDAYS 

Section 33.1. All regular full-time bargaining unit employees shall be entitled to the following paid 
Holidays as set forth below: 

New Years 
Martin Luther King Day Presidents 
Day 
Memorial Day 
Independence Day 
Labor Day 
Columbus Day Veterans 
Day Thanksgiving Day 
Christmas Day 

Section 33.2. Employees shall be compensated for said holidays during the pay period within 
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which they were observed provided the employee is in active pay status during the week within 
which they were observed. For the purposes of this section, "active pay status" shall mean hours 
actually worked, or paid leaves. In order to be paid for these holidays, employees must have no 
unscheduled absences the work day preceding and the work day following the holiday. 
Unscheduled absences due to a documented medical condition/emergency or an extenuating 
circumstance may be considered as an exception to this policy on a case-by-case basis. 

Section 33.3. If any of the above holidays fall on a Sunday, the following Monday shall be 
observed as the holiday. If any of the above holidays fall on a Saturday, the preceding Friday 
shall be observed as the holiday. Part-time employees shall be paid holiday pay for that portion 
of any holiday for which they would normally be expected to work. 

Section 33.4. Employees who are not scheduled to work on a designated holiday shall be paid for 
eight (8) hours work at applicable straight time. Employees who work on a designated holiday 
shall be compensated at the rate of one and one-half ( 1-1 /2) times their normal rate of pay in 
addition to eight (8) hours of holiday pay. 

Section 33.5. Floating Holiday. Employees shall be entitled to one (1) floating holiday per 
calendar year. Such holiday shall be scheduled in advance and must receive approval by the 
division manager or his/her designee, based upon the operational needs of the clerk of courts. 
The floating holiday shall be scheduled in the same manner as vacation leave. 

ARTICLE 34 
BEREAVEMENT LEAVE 

All full-time employees are provided three (3) days of paid leave upon the death of an immediate family 
member. 

For purposes of bereavement leave immediate family members are mother, father, sister, brother, spouse, 
domestic partner, child, spouse or domestic partner's child, grandparent, grandchild, mother- or father­
in-law, sister- or brother-in-law, son- or daughter-in-law, legal guardian or other person who stands in 
the place of a parent. 

Employees may supplement their bereavement leave with up to two (2) days of accrued leave. 

Employees may also use other accrued leaves such as vacation or personal leave upon the loss of a 
relative, household member or other person not included in the definition of immediate family. 

Supervisors are encouraged to be flexible in granting requests to extend leave beyond the paid 
bereavement leave benefit when operational needs would not be unduly adversely impacted. 

ARTICLE 35 
WAGES 

Section 34.1. Effective January 1, 2014, each bargaining unit employee will receive a two percent 
(2%) wage increase. 

Effective January 1, 2015, each bargaining unit employee will receive a two percent (2%) wage 
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increase. 

~ffective January 1, 2016, each bargaining unit employee will receive a two percent (2%) wage 
increase. 

If the Employer receives approval from the County Commissioners to pay those employees exempt 
from collective bargaining more than the wage increases negotiated above, the Employer will grant 
the bargaining unit employees the higher rates for the respective years. 

Section 34.2. Any employee promoted after the ratification of this Agreement will be placed at the 
minimum level of the appropriate pay range, or will receive a four percent (4%) promotional increase, 
whichever is greater. 

ARTICLE 36 
RATIFICATION PAYMENT 

All non-probationary bargaining unit employees will receive a ratification lump sum payment if 
employed at the time of the payment, as follows: $200 the first quarter of 2014, $150 the first quarter 
of 2015, and $150 the first quarter of 2016. This ratification payment will not be added to the 
employees' base rate of pay. 

ARTICLE 37 
WAGE ANALYSIS 

Pending funding approval by the County Commissioners, the Employer will hire an outside 
consultant to ensure that each bargaining unit employee is properly classified and compensated 
following a full wage analysis of the bargaining unit classifications. 

Any bargaining unit employee whose current pay rate is below the Consultant's recommended rate 
will receive the wage adjustment in increments of 33% in January 2015, 33% in June 2015 and 34% 
in January 2016. 

Any bargaining unit employee whose current pay rate is above the Consultant's recommended rate 
will be frozen until the employee's classification pay rate meets the employee's current rate of pay. 
Employees in frozen pay rates will not receive annual increases, but will continue to receive 
ratification payments. 

If a bargaining unit employee is reclassified to a lower paying classification based on the wage 
analysis, that employee's current rate of pay will be frozen until the employee's new classification 
pay rate meets the employee's current pay rate. Employees in frozen pay rates will not receive 
annual increases, but will continue to receive ratification payments. 

ARTICLE 38 
DURATION OF AGREEMENT 

Section 36.1 This Agreement shall be effective upon approval by the Franklin County Clerk of Courts 
beginning January 1, 2014 and shall remain in full force and effect until 11 :59 p.m., December 31 , 2016. 
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tf either party desires to modify or amend this Agreement upon its termination, it shall give written 
notice of such intent to a representative of the other party no earlier than one hundred and twenty (120) 
calendar days prior to nor later than ninety (90) calendar days prior to the expiration date of this 
Agreement. Such notice shall be by certified mail with return receipt requested. Without mutual signed 
agreement by the parties to extend the terms of the Agreement, the Agreement will terminate at 11 :59 
p.m., December 31, 2016. 

38 



.. 
• 

FRANKLIN COUNTY 
CLERK OF COURTS 

~~1/1/1'( 
O'Shaughnessy te 
aunty Clerk of Courts 

/ 

Angela D. Rad~ Date 
- 2'.'. -~ I 'l 2c i'f 

Chief Deputy/Chief of Staff 

a~ 
Shawn Rieder, 
Director, Office of Fiscal Services 

Christine Emch Thompso11 
Director of HR & Training 

Date 

Antone White, Date 
Director of Business Operations 
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AFSCME OHIO COUNCIL 8 
AFL-CIO, Local 0615 

~~ -~ / -7-/f ~ ..,EriCBQYd, Date 
Staff Representative 

~ fu(t5j 1-r!/'f 
Belicia Simon, 7 Date 
President 

Edward Patterson, 
Vice President 

Date 
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Approved as to form: 

• 0 I 
Date 



MEMORANDUM OF UNDERSTANDING 
BETWEEN 

FRANKLIN COUNTY CLERK OF COURTS, 
AFSCME LOCAL 615 AND 
AFSCME OHIO COUNCIL 8 

ARTICLE 2 
NON-DISCRIMINATION 

Section 2. 1. The Employer and the Union agree that there shall be no discrimination 
against any bargaining unit employee on the basis of race, color, religion, gender, 
national origin, age, sexual orientation, gender identity, disability that can be reasonably 
accommodated, or veteran status. The Employer agrees that it will apply the terms 
of this Agreement and its employment policies and work rules in a uniform and 
consistent manner. 

Section 2.2. All references to employees in this Agreement designate both sexes, and 
wherever the male gender is used, it shall be construed to include male and female 
employees. 

This Article now reads as follows. 

For the Clerk 

1/11 I I'/ 
' » 

Date Date 




