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ARTIC'LEl 
PREA1\,1BLE 

Section 1.1. Purpose. This agreement, entered into by the l'v1organ County 
Sheriff, hereinafter refetTed to as the Employer, County, Sheriff, or Sheriffs 
Office, and the Fratenrnl Order of Police, Ohio Labor Council, Inc., 
hereinafter refeITed to as the F.O.P./O.L.C.I. or the Union, has as its purpose 
to promote cooperation and orderly, constructive and hannonious relations 
between the Employer, its employees and the F.O.P./O.L.C.I. and to set the 
wages, hours, te1ms and other conditions of employment for those 
employees included in the bargaining unit as defined herein. 

This agreen1ent supersedes all previous agreements (either written or oral) 
bet\veen the Employer, the employees and the F.O.P./O.L.C.L 

ARTICLE2 
RECOGNmON 

Section 2.1. Inclusions. The Employer recognizes the Fraternal Order of 
Police, Ohio Labor Council, Inc., (F.0.P./O.L.C.L) as the sole and exclusive 
representative for all full time Sergeants and Lieutenants who work in the 
classification of road deputy as certified in SERB Case No. 09-REP-090-
0113. 

Section 2.2. Exclusions. Pait-time employees, management level 
employees, professional employees, confidential employees, seasonal and 
casual employees, all other employees ai1d all other employees not 
specifically included in the bargaining unit described in Section 2.1 above 
are specifically excluded and are not covered under this agreement. 

ARTICLE 3 F.O.P. .L.C.I. 
REPRESENTATION AND BULLETIN BOARDS 

Section 3.1 Emplovee Representatives. The Employer agrees to recognize 
two (2) bai-gaining unit employees as Union representatives for the 
bargaining unit for the purpose of processing grievances and representing 
employees pursuant to the provisions of this agreement. The Union will 
notify the Sheriff in writing of the names of all officers and representatives 
of the bargaining unit and any other changes that may occur. Except as 
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specifically set forth in this agreement, employee representatives may not 
conduct Union business on county time. 

Section 3.2. Onion Representatives. Non-employee representative(s) of the 
F.O.P./O.LC.L shall be admitt.ed to the Employers facility for the purpose of 
processing grievances, attending meetings or for monitoring the 
administration of this agreement upon approval of the Employer or the 
Employer's designee. The Employer, or designee, shall facilitate necessary 
contact between the representative and an on-duty bargaining unit employee, 
provided that the arrangement of the contact is not unduly disruptive of the 
employee's job responsibilities. 

Section 3.3. Bulletin Boards. The F.O.P./O.LCJ. shall be pennitted to 
install and n1aintain bulletin boards in agreed upon areas of each facility. No 
material may be posted on the F.O.P./O.LC.L bulletin boards that contains 
the fo11owing: 

a. Personal attacks upon any other mernber or en1ployee, or 
unprofessional material; 

b. Derogatory attacks upon the administration or any County official; 

c. Attacks on any other employee organization; 

d. Material or comments regarding a candidate for public office or 
any campaign materials, political announcements both partisan as 
well as non-partisan, posters, stickers, buttons, or related material. 

No F.O.P./0.L.CJ. related materials may be posted in the Employer's 
facilities or on the Employer's equipment except for the F.O.P./O.L.C.I. 
bulletin boards as described above. Only F.O.P./O.L.C.I. material shall be 
permitted on the F.O.P./O.LC.L bulletin boards. Any material placed on the 
bulletin boards in violation of this article shall be immediately removed from 
the bulletin board by the Employer or by the F.O.P.10.LC.L 

Section 3.4. Use of Intra-Office 1\«lail Boxes. The F.O.P./O.L.C.L shall be 
permitted to utilize, at no cost or loss of time to the Employer, the intra-office 
mail boxes for the purpose of providing information pertaining to the 
F.O.P./O.L.C.J. business to bargaining unit employees. The F.O.P./O.LC.I. 
agrees that the use of the mail system will be reasonable and limited to 
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providing information that is necessary for the norn1al conduct of 
F.O.PJO.L.C.I. business or bargaining unit representation. 

Section 3.5. F.O.P/O.L.C.I. Official. The chair of he grievance committed 
(Associate) is the highest-ranking F.O.PJO.L.C.L official in the bargaining 
unit. That person will be permitted time off as set forth below during the 
work week to take care of F.O.PJO.LC.L and/or matters concerning this ..... 
agreement within his/her capacity. During such service in this post, the 
F.O.P./O.L.C.L official shall continue entitlement \vages, fringe benefits, 
seniority, accrual and all other benefits allowed a bargaining unit member as 
though he/she were at all times performing job-related duties. 

During the term of office, the F.0.P.10.LC.I. Associate shall continue to be 
required to report daily to his/her supervisor at the assigned shift starting 
time, and shall be required to apprise the supervisor of his/her whereabouts at 
all \Vorking times while performing the duties allowed by this article. The 
F.0.P.10.L.C.L Associate shall be granted time off from \Vork duties not to 
exceed .a total of one ( 1) pay period to perforn1 duties or to take care of 
F.O.P.10.L.C.I. related activities. The F.O.P.10.L.C.I Associate will be 
required to cease or forego any of the activities allowed by this article, upon 
the direction of his/her supervisor, for the purpose of assisting in/with a job
related function. None of the duties of the F.O.P.10.L.C.L Associate herein
described may be conducted on paid overtime hours, nor shall they be 
conducted if paid overtime hours are required to fill this vacancy. 

The Employer shall aIIow one (1) member from the bargaining unit eight (8) 
hours per year to attend the annual F.O.P./O.LC.I. conference. 

Section 3.6. Local Meetings. The employee released for meetings \Vithin 
Morgan County will carry a communication radio \Vith him/her to the 
meetings or provide the dispatcher with the telephone number where they can 
be readily reached. The employee \Vill maintain contact with the dispatcher 
and will be subject to call at any time during said meeting if it becomes 
necessary to perform a job-related function. 

Section 3.7. Grievance Time. Time spent by the F.O.P.10.LC.L Associate 
in representing employees in scheduled grievance or disciplinary hearing 
shall not count against the one (1) hour pay period release time. 
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ARTICLE 4 CONFLICT AND 
AJ\1ENDJ\IENT 

Section 4,1 Conformity to Law. The parties intend this agreement to 
supersede and replace any state and local laws on the subjects referenced or 
covered by this agreement. \\lhere this agreement makes no specification 
about a matter, the provisions of applicable law shall prevail. If, by operation 
of la\v, or by a court of competent jurisdiction, it is found that any provision 
of this agreement shall be of no further force and effect, the remainder of the 
agreement shall remain in full force and effect for the agreement term. 
~ ~ 

Section 4.2. Severabilit:y. The parties agree that should any provision of this 
agreement be found to be invalid, that upon the written request of either 
pai1y, a meeting will be scheduled within t\venty (20) calendar days at a 
mutually agreeable date and time to discuss in good faith alternative 
language on the same subject. 

Section 4.3. An1endments to Agreement. Amendments and modifications 
of this agreement may only be made by mutual written agreement of the 
parties to this agreement, subject to ratification by the Union and County 
Con1mi ssioners. 

ARTICLE 5 APPLICATION OF CIVIL 
SERVICE LA \\T 

Section 5.1. Application of Civil Service Law. Except as expressly 
provided otherwise in this agreement or specifically excepted from the scope 
of collective bargaining by the provisions of the Ohio Revised Code Section 
4117, civil service laws contained in Ohio Revised Code Section 124.01-
124.56 and the provisions of Ohio Revised Code Section 325.19 and any 
other matter referenced in this agreement shall not apply to employees in the 
bargaining unit. It is expressly understood that the Ohio Department of 
Administrative Services and the State Personnel Board of Review shall have 
no authority or jurisdiction as it relates to employees in the bargaining unit. 
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ARTICLE 6 DUES 
DEDUCTION 

Section 6.1. Dues Deduction. The Employer agrees to deduct from the 
wages of any employee, who is a member of the Union, all membership dues 
required by the Union. The Union will notify the Sheriff and County Auditor 
in writing each year in January of the amount of dues it charges and its 
current membership. The union will update membership information as 
needed. Employees shall submit a written authorization for dues and 
deductions. 

Section 6.2. Indemnification. It is specifically agreed that the Employer 
assumes no obligation, financial or otherwise, arising out of provisions of 
this article and the Union hereby agrees that it wi!J indemnify and hold the 
Employer harmless from any claims, actions or proceedings by any cn1ployee 
arising from deductions made pursuant to this agreement. Once the funds are 
remitted to the Union, their disposition thereafter shall be the sole and 
exclusive obligation and responsibility of the Union. The parties agree and 
understand that if an employee(s) files and action(s) against the County 
and/or Union regarding the deductions made under this article, the 
deductions cease immediately. 

Section 6.3. Submission of Dues to Union. AlJ dues and fair share fees 
coIIected shall be submitted to the Union at its main office to the Ohio Labor 
Council, 222 East Town Street, Columbus, Ohio, 43215. Once each 
calendar month a check in the aggregate amount of the deductions made for 
that calendar month together with a list of members from \vhich deductions 
were made. 

Section 6.4. l\1aintenance of .l\'lembership. Current dues payers and any 
eligible employee who becomes a union rnember and authorizes dues 
deduction during the term of this agreement shall continue dues deductions 
until the \Vindow period which exists between the one hundred and t\ventieth 
(12Qth) and the ninetieth (90111 ) day prior to the expiration of this agreement at 
which time they may cancel dues authorization by stating their intention in 
writing to both the Union and the County Auditor. 

Section 6.5. Fair Share Fee. It is agreed that all non-exempt employees who 
do not join the Union shall be required to pay a fair share fee to the Union. 
The Employer agrees to deduct from the employee1s payroll check a 
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fair share fee as permitted under the Ohio Revised Code 4117.09 (C). The 
amount of such fair share fee shall be determined hv the Union but in no . J 

event exceed the amount of dues paid by employees \vho are Union 
members. This ob1igation shall commence upon the successful completion of 
the probationary period. This provision shall not be construed as requiring 
any employee to become or to remain a member of the Union. 

The Union agrees that in the event an employee files an action challenging 
the deduction of fair share fees, the Employer may cease deductions for the 
fair share fees until the issue is resolved. Further, the Union agrees to hold 
the Employer harmless in the event of any legal controversy with regard to 
the application of this provision. 

ARTICLE7NO 
STRIKE-LOCKOUT 

Section 7.1 Emplovees' Pledge. All members of the bargaining unit pledge 
that they shall not plan, support or participate in any work slowdown, strike 
or any other form of concerted activity which \vould amount to a withholding 
of services of their employment from the Sheriffs Office. In the event of a 
violation of this article, the F.O.P./0.L.C.L agrees, that upon request by the 
Employer, to issue an immediate written demand to the employees of the 
Sheriff Office disclaiming such violation and immediately ordering such 
employees to cease such activity and return to the normal operations of the 
office. 

Notice of violation of this article may be given to any union representative or 
employee representative or officer of the Union. The Union recognizes that 
employees who violate this section may be subject to disciplinary action. 

Section 7.2. No Lockout. During the term of this agreement the Employer 
shall not lock out any member of the bargaining unit. 

ARTICLE 8 
NONDISCRil\UNATION 

Section 8.1. Pledge. Neither pmty shall discriminate against any bargaining 
unit employee on the basis of age, sex, race, color, handicap, national origin, 
affiliation with or non-affiliation with the EO.P./O.L.CJ. or 
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for any other reason prohibited by la\V. The F.O.P./O.LC.I. shall share 
equally with the Employer the responsibility for applying this provision of 
the agreement. 

Section 8.2. Plurals and Gender. Whenever the context so requires, the use 
of words herein in the singular shall be construed to include the plural, and 
vvords in the plural, the singular. 

Words, whether in the masculine, feminine or neuter genders, sha11 be 
construed to include al1 of those genders. By the use of either the rnasculine 
or feminine genders it is understood that the use is for convenience purposes 
only and is not to be interpreted to discriminatory by reason of sex. 

ARTICLE 9 WAIVER IN CASE OF 
ElVIERGENCY 

Section 9.1. \'Vaiver. In cases of emergency declared by the President of the 
United States, the Governor of the State of Ohio, County Officials, or for 
such acts of God and civil disorder, the following conditions of this 
agreement shall automatically be suspended: 

1. time limits for replies on grievances; 

2. necessary work rules and/or agreements and practices relating to 
the assignments of all employees. 

Section 9.2. Grievances. Upon termination of the emergency, should 
grievances exist, they shall be processed in accordance with the provisions 
outlined in the grievance procedure (ARTICLE 13) of this agreement and shall 
proceed frorn the point in the giievance procedure from which they (the giievances) had 
properly progressed. 

ARTICLE 10 PERSONNEL 
~'FORMATION FILE.S 

Section 10.1 Response to or Removal of Records. In any case in v·,rhich a \Vritten 
reprimand, suspension, or dismissal is overturned on appeal or otherwise rendered invalid, 
all documents relating thereto wiU be removed from the personnel file of the rnember. All 
such records removed as a result of the arbitration procedures from the personnel file for 
the reasons outlined above shall not be considered in future disciplinary action or 
promotional considerations. AU removal of records shall be in accordance with 
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Ohio Lav,/. 111c County shall abide by and follow provisions of Ohio Revised Code 
Sections 1347 and 194.43. 

ff, upon examining his/her personnel file, any bargaining unjt member has reason to 
believe that there are inaccuracies in documents contained therein, he/she may \vrite a 
memorandum to the Employer explaining the alleged inaccuracy. If the Employer 
concurs with the member's contentions, the Employer shall remove the faulty document 
from the personnel file. If the Employer does not concur with the contentions of the 
member, the Employee will attach the member's \vritten rnemorandum to the docmnent in 
the file. 

Section 10.2 Personnel Information. The Employer shall maintain personnel 
information regarding each employee that shaJJ include (at least) the application and 
background infommtion, commendations, discipline, payroll, training, ancl other 
information regarding the employee. Every employee will be allo\ved, in the presence of 
a management representative, to review the contents of his/her personnel information 
files. at any mutually agreed-to reasonable time. Any employee \vishing to reviev./ 
his/her personnel information files will make a \vritten request to the Sheriff, or designee, 
who will then pennit the employee and /or his/her authorized representative, to review 
the personnel information files. 

Section 10.3 Duration of Discipline Records. Records of w1itten warnings and written 
reprimands shall cease to have force and effect to be considered in future discipline 
matters, six (6) months after their effective date, providing there m·e no intervening 
disciplinary actions taken during that time period. 

Records of suspension, reduction in pay or reduction in rank shall cease to have force and 
effect to be considered in future disciplinary. 

Section 10.4 Removal of Documents. Records of \Vritten warnings and \Vritten 
reprimands will be removed and archived in accordance with the County's Record 
Retention Policy and in accordance with the State of Ohio Public Records Laws six (6) 
months after the effective date of the warning( s) or reprimand( s) upon request, providing 
that there is no intervening disciplinary action during the six (6) month period. 

Records of suspensions wiU be removed from an employee's personnel file, upon request. 
two (2) years after the effective date of the suspension providing that there is no 
intervening disciplinary action during the two (2) year period. 

In any case in which a written warning, written reprimand, suspension, or dismissal is 
disaffirrned or otherwise rendered invalid, ali documents relating thereto will be removed 
immediately from the employee's personnel file. 
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ARTICLE 11 
l\cIANAGEMENT RIGHTS 

Section 11.l General \Vnrk Rules. Except to the extent modified by the provisions of 
this agreement, the employer reserved and retains solely and exclusively all of the legal 
rights to manage the operations of the Sheriffs Office. Morgan County, Ohio. The rights 
of the Employer shall include, but shall not be limited to, the right to establish. change or 
abolish policies, practices, rules, or procedures for the conduct of the Sheriffs office, its 
employees and its service to the citizens of Morgan County, Ohio. consistent with the 
provisions of this agreement. 

Section l.2 Management Rights. The Employer's exclusive rights shall include, but 
shall not be limited to the following, except as expressly limited by the terms and 
conditions set forth in this agreement: 

a. Detennine matters of inherent managerial policy which include, 
but are not lin1ited to, areas of discretion or policies such as the 
functions and programs of the office, standards of services, its 
overal I budget, utilization of technology, and organizational 
structure: 

b, Manage and direct its employees, including the right to select, hire, 
promote, transfer, assign, supervise, evaluate, retain, layoff and 
recall; 

c. Maintain and improve the efficiency and effectiveness of 
guvernmental operations; 

d. Determine the overall methods, process, means or personnel bu 
which operations are to be conducted including the right to manage 
and determine the location, type and number of physical facilities, 
equipment, programs and the work to be performed; 

e. Suspend, discipline, demote or discharge for just cause, or transfer, 
assign, schedule, or retain employees and to layoff employees from 
duty due to lack of work or lack of funds, reorganization, or 
abolishment of positions; 

f. Determine the size, composition and adequacy of the work force, 
to establish. alter, change work schedules, to establish, modify, 
consolidate and to determine staffing patterns, including, but not 
limited to the assignment of employees, qualifications required and 
areas \Vorked; 

g. Determine the overall mission of the office as a unit of 
government; 
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h. EffectiveJy manage the work force: 

1. Taking actions lo carry out the mission of the Office as a 
governmental unit 

j. The right to select and determine the number and types of 
employees required, including the right to select, hire, promote. 
transfer, evaluate, and to assign such vvork to such employees in 
accordance with the requirements determined by the Employer; 

le The right to establish vvork schedules and assignments and to 
determine the necessity for overtime and the amount and 
assignments required thereof; 

L To promulgate and enforce employment rules and regulations as 
related to job performance and lo otherwise exercise the 
prerogatives of management; 

m. The right to maintain the security of records and other pertinent 
information; 

n. The right to determine and implement necessary actions in 
emergency situations; 

o. The right to determine when a job vacancy exists, the duties and 
quaJifications to be included in an job classifications, and the 
standards of quality and performance to be maintained; 

p. The right to determine the Sheriffs Office goals, objectives, 
programs and services, and to utilize personnel in a manner 
designed to effectively meet these purposes. 

Section U.3 Reserved Rights. The Union recognizes and accepts that all rights and 
responsibilities of the Employer not specifically modified by this agreement or ensuing 
agreements shall remain the rights and responsibilities of the Employer. 

The Employer retains and reserves all rights, power, authority, duty and responsibility 
confirmed or invested in it by the lavvs and constitution of the State of Ohio and/or the 
United States of America. The exercise of any such right, pmver, authority, duty or 
responsibility by the Employer and the adoption of such rules, regulations, and policies as 
it may deem necessary, and as they apply to employees represented by the Union, shall be 
limited only by the terms of this agreement. 

In addition, the Union agrees that all of the functions, rights, powers, and responsibilities 
and authority of the Employer \Vith regard to the operation of its work and business and 
the direction of its work force ·which the Employer has not specifically abridged. deleted, 



granted. or modified hy the express and specific written provisions of this agreement are, 
and shall remain, exclusively those of the Employer. 

ARTICLE 12 LABOR 
lVL<\NAGEMENT MEETINGS 

Section 12,l Meetings. In the interest of sound labor-management relations, the 
F.O.P./O.L.CJ. and the Employer will meet quarterly at agreeable and times for the 
purpose of discussing those matters outlined below. No more than two (2) employee 
representatives of the F.O.P./O.LC.L, two (2) representatives of the Employer, and one 
(1) non-employee representative of the F.O.P./O.LC.I. shall be permitted to attend such 
meetings. It is not the intent of the parties that the labor-management committee 
meetings be used to bypass the normal chain of command. Local F.O.P./O.LC.I. 
employee representatives attending labor-management meetings shall not suffer a loss in 
pay for straight time hours spent in such meetings, if held during the employee's regular 
scheduled hours of work. 

Section 12.2 Issues/ Agenda. The party requesting the meeting shall furnish an agenda to 
the other party at least t\VO (2) days in advance of the scheduled meeting. If the Union 
requests the meeting, a list of names of the F.O.P./O.LC.L employees who \vill be 
attending will be included with the request for the meeting. Subjects that may be 
discussed at these meetings shall include (but not be limited to) the items listed below: 

L Administration of this agreement; 

7 Notification of the FOP/OLCI of the changes made by the Employer that 
may affect bargaining unit members; 

3. Discuss grievances which have not been processed beyond the final step of 
the grievance procedure when such discussions are mutually agreed to by 
the parties; 

4. Dissemination of general information of interest to the parties: 

5. Provision to the FOP/OLCI representative the opportunity to share the 
view of the members and/or make suggestions on subjects of interest to the 
members; 

6. Discussion of to improve efficiency and work-performance; and/or 

7. Consideration and discussion health and safety matters. 

Section 12.3 Matters Not \Vithin Agreement Management Rights. Matters involving 
interpretation of the contract shall not be subject to labor-management committee. 
Nothing herein shall be interpreted or construed to waive or preempt management rights 
set forth under Article 11 herein. Decisions of the labor-management 
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committee shall not be subject to the grievance procedure unless such decisions violate a 
section of this agreement. 

ARTICLE 13 GRIEVANCE 
PROCEDURE 

Section 13.l Grievance Policv. The Employer, the FO.P./O.L.CJ. and the bargaining 
units recognize that in the interest of effective personnel management. a procedure is 
necessary whereby employees can be assured of a prompt, impartial and fair processing 
of their grievances. Such procedures shall be available to all employees and punitive 
action \ViU not be taken against any employee for submitting a grievance in good faith. A 
grievance is a claim that there has been misinterpretation, violation, or misapplication of 
any of the provisions of this agreement Any grievance shaII contain specific reference to 
the prnvision(s) of the agreement allegedly violated. 

Section 13.2 Grievance Content. Timeline for Fi1ing. All grievances must contain the 
following information to be considered, and must be filed using the grievance form 
mutually agreed upon by the parties: 

::t Aggiieved employee's name and signature; 

b. Aggrieved employee's classification; 

c. Date g1icvance was first discussed and name of supervisor with whom the 
grievance \Vas discussed; 

d. Date giievance was filed in writing; 

c. Date, time and location where grievance occurred; 

f. A description of the incidents giving rise to the giievance; 

g. Specific articles and sections of the agreement violated; and 

h. Desired remedy to resolve the grievance. 

\V1itten grievances must be submitted in writing no later than seven (7) calendar days 
foUowimr the verbal denial of the infonnal resolution of the grievance \Vith the immediate 
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supervisor concerning the events or circumstances giving 1ise to the grievance. 

Section 13.3. Disciplinarv Action Appeals. For the purpose of this agreement 
disciplinary action is any reduction in pay and/or position, removal, or suspension without 
pay. Appeals of discipline shall commence at Step 2 unless the parties waive all steps and 
proceed to arbitration. 
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Section 13.4. GrouJ> Grievances, Time Limits, \Vithdrawru of Grievances. A 
grievance may be brought by an employee covered by this agreement Where a group of 
bargaining unit employees desire to file a grievance involving an incident affecting 
several employees in the same manner, one ( 1) employee, \Vho may be an authorized 
grievance representative, shall be designated by the group to process the gdevance. Each 
employee who desires to be included in such grievance shall be required to sign the 
giievance, except those employees who may be on approved leave at the time of the 
filing of the grievance. 

Nothing contained in this agreement shall be construed or intended to intedere \Vith the 
right of any individual employee or gimtp of employees to present grievances directly to 
the Employer, provided that a representative of the F.O.P./O.L.CL is given an 
opportunity to be present. 

It is the intention of the parties that all time limits in the above grievance procedure shall 
be met to encourage thoughtful responses at each step. However, the grievant and the 
Employer's designated representative may mutually agree, at any step, to sh011 time 
extensions, Any such agreement must be in writing and signed by both parties. 

Similarly, any step in the grievance procedure may be skipped on any grievance by 
mutual consent. In the absence of such mutual extensions, the employee may, at any step 
where response is not forthcoming \Vithin the specified time limits, advance the grievance 
to the next step. 

Any employee may \vithdraw a grievance at any point by submitting in writing a 
statement to that effect, or by permitting lhe time requirements at any step to lapse 
without further appeal. Any grievance that is not processed by the employee \Vithin the 
time limits provided shall be considered resolved based upon Management's last answer. 

Section 13.5. Grievance Meetings. Grievance meetings at. Step 2 shall normally be 
held at hours reasonably related to the employee's shift, preferably drning or immediately 
before or immediately after workinz hours. For grievances scheduled durinz the 

• - w -
employee's work hours, neither the employee nor his authorized grievance representative 
shaU receive any reduction in pay. Employees and the authorized employee's 
representative shall not receive any overtime pay to engage in grievance activities 
provided for herein. 

Upon advance notification (twenty-four [24] hours) either pruty may bring in additional 
representatives to Step 2 or Step 3 of the grievance procedure for the purpose of 
representation or to provide input which may be beneficial in attempting to bring 
resolution to the grievance. 
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Section 13.6 Grievance Procedure. 

Step One - Immediate Supervisor 

A member having individual grievance will first attempt to resolve it 
informally with the immediate supervisor. Such attempt at informal resolution 
shall be made by the mernbcr-gricvant within seven (7) calendar days 
following the events or circumstances giving rise to the grievance. If the 
grievance is not resolved informally, the grievant shall submit the grievance in 
writing to the supervisor \vi thin seven (7) calendar days from the time of the 
verbal denial of the informal resolution. Formal written grievances brought t 
the supervisor beyond the seven (7) calendar day limit shall not be considered. 

A grievance representative may accompany the grievant to grievance meetings 
should the grievant request his or her attendance. Within seven (7) calendar 
days of the submission of the written grievance, the supervisor shall submit to 
the grievant a written response to the grievance. lf the grievant is not satisfied 
with the \vritten response, he or she may pursue the grievance to Step 2. 

B. Step Two ~ Sheriff 

Should the member-grievant not be satisfied with the answer in Step One, 
within seven (7) calendar days after receipt of the Slep One response (pr 
seven (7) calendar days after the Step One meeting if no written response is 
received) he/she may appeal the grievance to Step T\vo by delivering a copy of 
the grievance form, containing the \vritten response at the prior step and any 
other pertinent documents, to the Sheriff. The Sheriff of designee shall date 
the fc:irm, accurately shmving the date his Office received the form, 

The Sheriff or designated representative shall, within seven (7) calendar days 
of receipt of the written grievance, schedule and conduct a meeting to discuss 
the grievance with the grievant and/or grievance chair or designee. The 
Sheriff or Grievant may bring with him/her to the meeting their appropriate 
grievance representatives and any appropriate \Vitnesses. 

Within seven (7) calendar days of the meeting at Step Two, the Sheriff of 
designee shall submit to the grievance chair a written response to the 
gnevance. 

C Step Three - Arbitration 

If the member-grievant is not satisfied with the answer in Step Two, 'vvithin 
fou11een ( 14) calendar days after receipt of the Step Two response (or 
fourteen (14) calendar days after the Step T\vo meeting if no response is 
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received), the Union may appeal to arbitration by serving the Employer a 
written notice of intent to arbitrate. 

Within fourteen (14) calendar days of the Employer's receipt the notice of 
intent to arbitrate, the f'OP/OLCI shall, by letter, solicit nominations for 
arbitrators from the Federal Mediation and Conciliation Services to hear the 
arbitration. Upon receipt of such list of arbitrators the parties may meet and 
attempt to select one (1) arbitrator from the list Both parties shall have the 
option to strike the entire panel of proposed arbitrators. 

This option to strike may be exercised by both parties one time in any one (1) 
grievance. If either party does not choose to strike the entire panel of 
proposed arbitrators, but the parties fail to agree on the selection of one (l) 
arbitrator, the parties shall then proceed to alternatively strike one (1) name 
each from the list. Determination regarding which party shall have the 
privilege of striking a name from the list first shall be resolved by the toss of 
a coin. The individual 'whose name remains on the list after the other names 
have been removed shall he the arbitrator. The arbitrator shall arrange with 
the parties, the date, time and place of the meeting. The parties may 
mutually agree upon an arbitrator ·without requesting a list from the Federal 
Mediation and Conciliation Services. 

Arbitration proceedings shall be conducted under the voluntary labor 
arbitration rules of the American Arbitration Association, except as modified 
by the provisions of this agreement The arbitrator shall conduct a fair and 
impartial hearing concerning the grievance, hearing and recorded testimony 
from both parties. The arbitrator shall hear only one grievance at a time 
unle.<;s both parties agree to consolidate two (2) or more grievances. After a 
dispute on which the arbitrator is empm:vered to rule hereunder ha5 been 
referred to him/her, such dispute may be withdrawn my either party. 

The fees of the arbitrator and the rent, if any, for the hearing room shall be 
bome equally by the parties. The expense of any non-employee ·witnesses 
shall be home, if at an, by the party calling that witness. The fees of a court 
reporter shall be paid by the party asking for one, however, such fee shall be 
split equa.lJy if both parties desire a reporter or request a copy of the 
transcript. The grievant, the Union representative, and employee witnesses 
called by either party, who appear at an arbitration hearing during their 
normal working hours shall not suffer any loss in pay. 

Member ""itnesses, other than the grievant and grievant representative, called 
hy the Union, ·wm he permitted time off. with pay, to testify at an arbitration 
hearing if such time is during regularly assigned working hours, pro\ided 
that the needs of the County, the Sheriffs Office and the safety of the 
citizenry of the County are not compromised. 
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Disputes may only be submitted to arbitration during the life of this 
agreement. No issue whatsoever may be arbitrated or subject to arbitration 
unless such issue results from an action or occurrence \vhich takes place 
during the effective dates or greed extensions of this agreement 

No decision by an arbitrator shall infringe upon the obligation of the County 
or Office as expressed or intended by the provisions of Ohio Law. 

Either party may raise the issue of arbitrability before the arbitrator. In the 
event such issue is raised, the first question to be addressed by the arbitrator 
shall be whether the grievance is arbitrable. 

The arbitrator shall conduct a fair and impartial hearing concerning the 
grievance, bearing and recording testimony from both parties and applying 
the rules of the An:ierican Arbitration Association. The arbitrator shall not 
have the authority or power to ad to, subtract from, disregard, alter or modify 
any of the terms or provisions of this agreement The arbitrator shall not 
grant relief that extends beyond the termination date of this agreement. It is 
expressly understood that the decision of the arbitrator, with his/her function 
and authority as set forth herein, shall be final and binding upon both parties. 
The arbitrator's decision and aware shall be in \Nriting and wiH state the 
rationale for the decision. 

Section 13,7 Pre-arbitration - Excham!e of Information. Either party may request, in 
writing, as pre-arbitration meeting and a meeting shall be conducted. Such meeting shall 
be for the purpose of discussion of the merits of the grievance, to exchange lists of 
witnesses (with a description of testimony expected), and to exchange copies of any 
documents expected to be used in the arbitration hearing. Requests for such meeting shall 
be in writing and presented/served on the other party at least thirty (30) calendar days 
after the Step Two \Vritten answer. A meeting shall be scheduled for a date no later than 
fourteen (14) days after receipt request for a pre-arbitration meeting, unless the parties 
agree otherwise, 

Section 13.8. Exclusivity. The grievance procedure shall be the exclusive method of 
resolving grievances. The parties that the State Personnel Board of Review shall 

no authority over matters subject to this grievance and arbitration procedure. 

Section 13.9 Indemnification. The Union agrees to indemnify and hold the Employer 
harmless against any and all claims, demands, suits, or other forms of liability that may 
arise out of any determination that the Union failed to fairly represent a member of the 
bargaining unit during the exercise his/her rights as provided by the grievance and 
arbitration procedure contained in this agreement. 
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ARTICLE 14 INVESTIGATION. DISCIPLINE 
PROCEDURES 

Section 14.1 Criminal Investigations. A bargaining unit member, who is to be 
questioned as a suspect in any investigation where criminal charges may result, shall be 
advised or his/her conslitutional rights in accordance with the law. Any employee under 
indictment or arrested for a crime, who is not disciplined or discharged by the Employer, 
may be placed on a leave of absence without pay until resolution of the trial court 
proceedings. An employee may use accrued vacation or holiday time during the leave. 
An employee found guilty by the trial court shall be summarily discharged, 
notwithstanding any appeal the employee may take of the conviction. During the period 
an employee's criminal investigation or trial is pending, the Employer may take 
disciplinary action against lhe employee, which action shall be subject lo appear by the 
employee pursuant to provisions of this agreement. An employee found not guilty may 
still be subject to discipline. 

Section 14.2 lnternal Investigations. Bargaining unit members required to respond to 
questions during internal investigations shall, when applicable, be informed of their 
constitutional rights and responsibilities. Before a bargaining unit member may be 
charged with insubordination or like offense for refusing to ansvver questions or 
participate in an investigation, he/she shall be advised that such conduct, if continued, 
may be the basis for such a charge. All members shall be obligated to cooperate in any 
investigation conducted by the Sheriffs Office. 

At any time a formal investigation concerning a bargaining unit member occurs vvherein 
disciplinary action of record (reprimand of record, suspension, reduction, or removal) 
will or may result the member will be notified \Vhen he/she is first questioned, m1d that 
such result is possible. 

When a bargaining unit member suspected of a violation is being intervie'.ved, such 
intervie\v shall be recorded at the request of either party by the requesting party. If 
recordings are made the other party shall be provided a copy. 

Nothing herein shall be construed as restricting members of the bargaining unit from 
reporting violations of departmental rules or policy committed by other members of the 
bargaining unit. All employees of the bargaining unit shall be responsible for reporting 
violations of Sheriffs Office rules and regulations, statutes, and appropriate standards 
conduct. 

Section 14.3 Anonvmous Complaints. An anonymous complaint shall not be in and of 
itself the basis for any action against an employee. The Sheriffs Office, may, however, 
investigate the complaint and, if corroborated, it (the Sheriffs Office) may become the 
accusing party and pursue discipline under the terms of this agreement. 
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Section 14.4. Corrective Action. The tenure of every employee subject to the terms of 
this agreement shall be during good behavior and efficient service. The Employer may 
take disciplinary action against any employee in the bargaining unit only for just cause. 
The Employer may take disciplinary action for actions \vhich occur \vhile an employee is 
on duty, or which occur while an employee is working under the color of the Employer, 
or on or off duty in instances \Vhere the employee's conduct violates the oath of office or 
violates the rules and regulations of the Employer or engages in conduct unbecoming a 
police officer. Forms of disciplinary action include: 

A. 
R 
c. 

Corrective Counseling 
\Vritten warning 
Written reprimand 

c 
E. 
E 
G. 

Suspension without pay 
Reduction in pay 
Reduction in rank or classification 
Discharge 

Section 14.5 Progressive Action. The principles of progressive disciplinary action will 
normally be follo\ved with respect to minor offenses. The progression, where appropriate, 
may include a written \vaming, a written reprimand, and a suspension for the same or 
related minor offenses prior to dismissal. In those instances where more severe discipline 
is warranted, the employer may discipline the member according to the severity of the 
incident, up to and including termination/discharge. 

Section 14.6. Disciplinary lVIeetings. Upon completion of an investigation and prior to a 
pre-disciplinary meeting \Vith the Sheriff or designee, a member will receive a \Vritten 
statement of proposed charges. At the pre-disciplinary meeting, the charged bargaining 
unit member of his/her representative \vill be allowed to present his/her defense/response. 

Pre-disciplinary meetings will be conducted by the Sheriff or the Sheriffs representative 
selected by the employer. The employee may choose to: 

A Appear at the meeting to present oral or written statements in his/her defense; 

B. Or appear at the meeting and have one (l) chosen representative present oral 
or written statements in defense of the employee; 

C. Elect in \vriting to waive the opportunity to have a pre-disciplinary meeting. 

Failure to elect and pursue one of these three options will be deemed a \Vaiver of the 
employee's rights to pre-disciplinary meetings. 

At the pre-disciplinary meeting, the Employer representative \Vil! ask the employee or 
his/her representative to respond to the allegations of misconduct which were outlined to 
the employee. At the meeting, the employee may present any testimony, witnesses, or 
documents that explain 1.vhether or not the alleged misconduct occurred. The employee 
shall provide a list of witnesses and the name and occupation of his/her representative. if 
any. to the Employer as far in advance as possible, but no later than eight (8) hours prior 
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to the pre-disciplinary hearing. It is the employee's responsibility to notify his/her 
\vitnesses that he/she desires their attendance at the hearing. 

A written report will be prepared by the Employer representative. A copy of the 
representative's report \vill be provided to the employee and the Union representative 
within five (5) days following its preparation. The Employer will decide what discipline, 
if any, is appropriate. 

Section 14.7 Appeal of Discipline. Written warnings and \Vritten reprimands may only 
be appealed through Step 2 of the grievance procedure. All time off or pay-loss 
disciplinary actions may be appealed to arbitration beginning at Step 2 of the grievance 
procedure. All discipline must be appealed within seven (7) calendar days the employee 
and/or his/her Union representative are served with an order of discipline. 

Section 14.8. Seniority. Any suspension imposed (up to and including sixty (60) days) 
shall not be deducted from the employee's seniority date. 

Section 14.9. Conduct of Investigation. Any investigations, interviews, and 
dlsciplinary procedure shall be conducted in a professional manner by all pa11ies. 
Discipline and/or cmTective action shall be conducted in a private manner. Investigations 
are to be concluded in a timely fashion. 

Section 14.10. Union Representation. TI1e employee shall have, at his/her request, the 
presence of a Union representative of his/her choice. The representative may be the 
appropriate Union a5sociate or F.O.P./O.L.C.I. Representative any time during a 
disciplinary action, disciplinary investigation or disciplinary interview of an employee. If 
the chosen Union representative is not available immediately, the employer and the 
Union representative shall agree to a time convenient for both parties. Such request may 
not unreasonably delay an investigation. 

Section 14.11. Record oflnvestigato.rv Inteniews and Predisciplinarv J\tfeetings. At 
the request of either party, interview or portions of interviews with an employee, 
conducted during the course of an inquiry and pre-disciplinary meeting will be taped 
(audio). Tapes will be made only by the Employer. A copy of the tape will be provided 
to the employee upon written request. If a transcript of the tape is made by the Employer, 
the employee will be provided a copy of such transcript upon written request directly to 
the Sheriff. 

Section 14.12. Appeals. If any of the procedures of this article (.ffC violated, such 
violations shall be subject to the grievance procedure. 
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ARTICLE 15 \VORK RULES AND 
INFORMATION ORDERS 

The Union recognizes the authority of the Employer to promulgate work rules, policies, 
standards of conduct directives and general orders for the operation of the Sheriffs 
Office. The parties also recognize that the Sheriffs Office and all employees are subject 
to and responsible for lhe implementation of statutory and administrative rule provisions 

jail standards) which may not necessarily he included in departmental rules, etc. 
The Union and employees recognize the responsibility of employees to abide by all 
Employer rules, regulations, work rules and orders and their responsibility to report 10 a 
superior officer or the Sheriff. 

The Employer agrees that ne\v or revised work mies and directives shall be made 
available to members by posting said revisions or new rules on the bulletin board and/or 
in other conspicuous locations \Vi thin the office not less than fifteen ( 15 days) in advance 
of their implementation. All work rules or directives must be applied and interpreted 
uniformly to aH members in the bargaining unit. 

ARTICLE 
Hi 

SENIORITY 

Section 16.1 Definition. "Employer Seniority" shall be defined as the continuous un
interrupted length of service or employment as a full time employee with the Morgan 
County Sheriffs Office since the member's last date of hire. "Classification Seniority" 
shall be defined as the continuous uninterrupted service or employment as a full-time 
employee in a classification covered by this agreement from the date of the last 
appointment to that classification. Service as part-time employee shaH not. be credited as 
seniority. 

I. The following conditions shall not constitute a break in continuous service: 

a. Absence while on approval of sick leave of absence; 

b. Absence while on approval of sick leave; 

d. A layoff of one ( 1) year duration or less. 

The following conditions shall constitute a break in continuous service for 
which seniority is lost. 

a Discharge or removal for just cause; 

b. Retirement; 



c. Layoff for more than one ( 1) year; 

d. Failure to return to work \Vithin ten ( 10) calendar days of a recall from 
layoff; 

e. Failure to return to work at the expiration for approved leave of 
absence: 

f Resignation; 

g. Employees on unapproved, unpaid leave. 

Section 16.2. Seniority List. The employer shall annually prepare an "Employer" 
seniority list and "classification'' seniority list setting forth the present senirnity dates for 
all members in the bargaining unit, such list becoming effective on or after the date of 
execution of this agreement. (The criteria for determining the employee with more 
seniority amount two (2) or more employees hired on the same date shall be a coin toss 
between the employees, or a dravv·ing of lots). This list shall resolve all questions of 
senirnity affecting employees covered under this agreement Disputes as to seniority 
listing shall be resolved through labor-managen1ent and must be presented by the Union 
or the employee \Vithin ten ( 10) calendar days after the seni01ity list is posted. 

If such disputes are not resolved through labor-management meetings at the Union may 
file a grievance. Such grievance must be filed within thirty (30) calendar days after the 
seniority list is posted. 

ARTICLE 17 POSTING 
OF VACANCIES 

Section 17.1 Posting. When the Employer determines to fill a vacant position in the 
bargaining unit the Employer shall post a notice on the bulletin board for seven (7) 
calendar days (prior to filling the position). 

Section 17.2. Positions Outside Bargaining Unit. 1n the event that the Sheriff decides 
to fill a position outside the bargaining unit and a bargaining unit member expresses a 
desire to be considered for that position, the Sheriff will give full consideration to the 
employee-applicant(s). It is understood that the Sheriff maintains discretion to select the 
most qualified candidate(s) for the position(s). whether the candidate is a bargaining unit 
member or not, provided the candidate meets the posted qualifications. 
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ARTICLE 18 LAYOFF 
AND RECALL 

Section 18.1. Layoff Notifications. The provisions of the Ohio Revised Code Section 
124.321 through 124.328 shall not apply for reasons of layoff by the Employer. The 
employer may lay off employees for lack of funds or \vork, abolishment of positions or 
other justified reasons. 

TI1e Employer shall notify the Union and atiected employees no less than thirty (30) 
calendar days in advance of the effective date of the layoff or job abolishment. The 
Union agrees to meet with the Employer to discuss layoffs. Either the Union or the 
Employer may request a meeting to discuss the layoffs. 

Section 18.2. Lavoff. The Employer shaJl dctem1ine in \vhich classifications layoffs 
will occur. Layoffs of bargaining unit employees will be by rank/classification. 
Employees shall be laid off within each rank/classification in the inverse order of 
Employer seniority, beginning with the last senior and progressing to the most senior up to 
the number of employees that are to be laid off Employer Seniority shall be as set forth 
in Article 16. 

Section 18.3. Displacement. Displacement shall be by classifications within the 
Sheriffs Office, both outside and within the bargaining units. Employees who are in a 
higher classification may displace to a lower classification, provided the employee is 
qualified and has more Employer seniority. Employees of the Sheriffs Office with more 
seniority than the least senior employees in the bargaining unit covered by this agreement 
may displace the less senior employees. Such displacement shall be according to the 
Employer seniority of the employees. 

Section 18.4 Recall Notification. The Employer shall provide written notice of recall to 
the affected employees to the employee's last known address. It shall be the 
responsibility of each employee to keep the Sheriffs Office informed of a cuffcnt 
residence or mailing address. If there is a recall, employees who are still on the recall list 
shall be recalled in the inverse order of their layoff. 

Laid off employees shall notify the Employer of any temporary absence from their 
regular address. The Employer agrees that an employee's recall rights shall continue until 
said employee is contacted, and until fourteen ( 14) days have lapsed fi.-om contact. or until 
the employee has been contacted and the employee does not respond. 

Section 18.5. Time Limits for Recall. The laid off employee shall have fourteen (14) 
calendar days after mailing or dispatching of said notification in which to exercise rights 
to recalL After the expiration of this time period, the next employee in line on the recall 
roster shall be notified in accordance with the above paragraph and be given rights to 
recall. 
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TI1e employee who has been properly notified by the employer must report to work 
within seven (7) days from the date of receipt of the notification or from the expiration of 
the fourteen ( 14) day notification period, unless a longer peiiod is provided by the 
Sheriff Employees who fail to rep011 to \Vork as specified above shall frni'eit their recall 
rights and the next employee in line on the eligibility roster shall be notified. Laid off 
employees shall have recall 1ights for twelve ( 12) months from the effective date of 
layoff 

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

Section 18.7. Appeal. Any appeal regarding a layoff~ reasons for a layoff, or 
displacements shall only be permitted through the grievance and arbitration procedure of 
this agreement beginning at Step 2. 

ARTICLE 19 EQUIPME~'T Al"''D \VORKL~G 
CONDITIONS 

Section 19.1. Safe Equipment. The Employer at:,rrees to discuss safety conditions and 
practices \.Vith the employees and the F.O.P./O.L.CJ. on a regular basis. Employees are 
responsible for reporting unsafe conditions or practices, for avoiding negligence, and for 
properly using and caring for facilities, vehicles, supplies, and equipment provided by the 
Employer. 

Section 19.2. Use of Safe Equipment. The Employer and the Union agree that in the 
interest of the welfare of the employees, as well as the public and the professional status 
of the department, all equipment will be maintained in a safe manner, and that employees 
will not be required to operate any unsafe vehicles or equipment until such unsafe 
condition is alleviated. 

Section 19.3. Lunch Periods. Each employee of the bargaining unit shall nom1ally be 
granted one-half (1/2) hour meal period during each regular work shift as scheduled by 
their immediate supervisor. Those employees required to remain on duty and on call 
during their meal period, shall have the meal period considered as part of their standard 
work-day schedule. 

Deputies "vhile on patrol assignment shall avoid a" much as practical unnecessary or 
unreasonable travel for the purpose of obtaining their meals. Employees confined inside 
shall be provided facilities to heat or keep their meals cold. 



ARTICLE20 
HOURS OF \VORK 

Section 20.l Purpose. This article is intended to define the normal hours of work per day 
or per week in effect at the time of execution of this agreement. Nothing contained herein 
shall be construed as preventing the employer from restructuring the normal \VOrk day or 
work \Veek for the purpose of promoting efficiency, improving services, or from 
establishing the \Vork schedules of employees. This article is intended to be used as the 
basis for computing overtime and shall not be construed as a guarantee of work per day 
or per week. 

Section 20.2. Work Dav A Veek. A work-day shall consist of eight (8) consecutive work 
hours during a scheduled work shift. Except to accommodate change of shifts or days off, 
a work- week shall normally consist of five (5) work days followed by two (2) 
consecutive days off. Employees' work period \vill be forty (40) hours in a one (1) week 
period. 

Section 20.3. Overtime. When an employee is required to work in excess of the work 
period defined in Section 20.2 above, he/she shall be paid overtime at one and one-half ( 1 
Vi) times the regular hourly rate of pay. Compensation shall not be paid more than once 
for the same hours under any provisions of this article or agreement 

Payment for overtime may be in the form of compensatory time off at the overtime rate 
of one and one-half (1 V2) hours for each hour worked. Employees must indicate, in 
\vriting when the overtime is approved and reported, their choice for compensatory time. 
Compensatory time may be accumulated to a maximum of eighty (80) hours at any one 
tlme. 

Article 20.4. Guarantee. The Sheriff to no! reschedule employees after the start 
of the employee's work week for the sole purpose of the avoidance of the accumulation of 
overtime for that employee. 

Section 20.5. Court Time. Employees shall be paid at the appropriate hourly rate of pay 
for required job-related court appearance for hours actually at court. For each such 
appearance \Vhile off-duty, employees shall be paid a minimum of two (2) hours pay at 
the appropriate overtime hourly rate. To be eligible for the t\VO (2) hour minimum court 
time, the hours shall not be hours contiguous to hours worked by the employee. 

Section 20.6. Call·In. "Call-In" occurs \vhen a supervisor or designee of the supervisor or 
person requested to make the call-on by the supervisor specifically requests an employee 
to return to work after the employee has left work upon completion of the regular day's 
work, but before he/she is scheduled to return to work. Call-in pay shall not be available 
for those hours contiguous to the scheduled hours of the employee. When an employee is 
called in he/she shall be paid at the appropriate overtime hourly rate for time worked but 
no less than two (2) hours for such ''call-in." 
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Section 20.7. Substitution bv Bargaining Unit ]\'[embers. When an employee is 
unavailable and/or unable to work their assigned shift (or part thereof) and if the Sheriff 
decides to fill the shift, the opportunity to fill that shirt (or part thereof) shall first go to a 
bargaining unit member in the same classification as the employee who is unavailable 
and/or unable to work. Filling of vacancies for full shifts shall be done from a rotating 
seniority list of members vvithin the bargaining unit, maintained by the She1iff or his 
designee. 

ARTICLE21 
VACATION LEA VE 

Section 21.1. Accrual Schedule. Employees shall earn vacation leave according to their 
total number of years of service \vith the Employer as foHO\vs: 

a. One (I) through seven (7) completed years of service: 
Eighty (80) hours (to a ma,ximum of 3.1 hours per pay period); 

h Eight (8) through fourleen (14) completed years of service: 
One hundred twenty (120) hours (to a maximum of 4.6 hours per pay 
period); 

c. Fifteen ( 15) through twenty-four (24) completed years of service: 
One hundred sixty ( 160) hours (to a maximum of 6.2 hours per pay 
period); 

d. Twenty-five (25) or more completed years of service: 
T\vo hundred (200) hours (to a maximum of 7.7 hours per pay period) 

Section 21.2. Accrual/Pav Status. The vacation leave accrnal will increase after the 
completion of the seventh (7th), fomteenth ( 14ih), and twenty-fourth (24th) years according 
to the formulas set forth above. Vacation leave accrues while an employee is in an active 
pay status. Accrual shall be by pay period according to the formula set forth in section 
21. l. No vacation is earned while an employee is in non-pay status. Prorated vacation 
credit is given for any part a pay period. An employee with less than one (I) year or 
service is not entitled to vacation credit, but is credited with eighty (80) hours on his/her 
first year anniversary employment 

Section 21.3. Requests for Vacation Leave. The employee shall submit a request for 
vacation indicating first and second choice. Request for vacation must be fifteen (15) 
days prior to the starting day of vacation. The employee shall be notified three working 
days after the vacation dates were submitted, \.vhether his/her vacation was approved, or 
disapproved. Such request.;; shall be honored on the basis of the employee's seniority with 
the Employer, provided such vacation requests are submitted fifteen (15) days or more, 
prior to the vacation date. Vacation shall not be involuntarily scheduled. Vacation leave 
shall be used in increments of four ( 4) hours. The fifteen ( l 5) days prior notice, as 
described herein, shall be interpreted as calendar days and may be \vaived on a non-
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precedent setting basis at the sole discretion of the Sheriff/designee. Nothing contained 
herein shall allow an employee to "bump out" pre-scheduled vacation day (2). 

Section 21.4. Accumulation of Vacation Leave. Vacation leave may be accrued up to 
three (3) times the employee's annual accumulation rate. 

Section 21.5. Carrvover. An employee may submit a written request to cany over more 
vacation time than allmved under Section 21.4. If such request is denied, the employee 
may submit the vacation time to the Sheriff for compensation. Proof is required of the 
employee that attempts were made to use the vacation time that was denied by the 
Employer. 

ARTICLE22 
SICKLEAVE 

Section 22.L Use of Sick Leave. Sick shall be defined as an absence with pay 
necessitated by: 1) illness or injury to the employee; 2) exposure of the employee to a 
contagious disease communicable to other employees; 3) serious illness, injury or death in 
the employee's immediate family where the employee's presence is rea-;onably 
necessary; 4) the birth of a child or the adoption of a child; and/or 5) reasonable doctor 
and dentist appointments for employee when such examinations cannot be scheduled 
dming the employee's non-work hours, and, for immediate family members when the 
employee's presence is reasonably necessary. 

Section 22.2. Sick Leave Accumulation. All employees shall earn sick leave at the rate 
of four and six tenths (4.6) hours for each completed eighty (80) hours pay pe1iod to a 
maximum of 4.6 hours per pay period. Employees may accumulate sick leave to an 
unlimited amount 

Employees may only accumulate sick leave \Vhi1e employed with the Morgan County 
She1iffs Office except, at the Sheriffs sole discretion, may allow a new employee to 
transfer a portion of sick leave accumulated with a prior public employer in Ohio. 

Section 22.3. Notification. An employee who is to be absent on sick leave shall noti(v 
the Employer of such absence and the reason therefore at least one ( l) hour before the 
start of the vvork shift each day he/she is to be absent. 

Section 22.4. Approval of Sick Leave. The sick leave must be documented on a sick 
leave fom1 within 48 hours after use and must be approved by the Sheriff or designee. 
Signature of the employee's shift supervisor must be on the form. 

Section 22.S. Proof of Sick Leave. Before an absence may be charged against 
accumulated sick leave, the Sheriff of designee may require proof of such illness, injury or 
death as may be satisfactory, or may require the employee to be examined by a physician 
designated by the Sheriff and paid for by the Employer. In any event, if an 



employee is absent for three (3) consecutive days, the Employer may require an 
employee to supply a physician's report to be eligible to be paid for sick leave. 

Section 22.6. Denial of Sick Leave Use. In the event that upon such proof as is 
submitted or when the Shcdff finds there is not satisfactory evidence of illness, injury or 
death sufficient to justify the employee's absence, such leave may be considered an 
unauthorized leave and shall be without pay. 

Section 22.7. Abuse of Sick Leave. Any abuse or patterned use of sick leave shall be 
just and sufficient cause for disciplinary action. 

Section 22.8 Return to Duty After Use of Sick Leave. The Sheriff of designee may 
require an employee \vl10 has been absent due to personal illness or injury, prior to and as 
a condition of his return to duty, to be examined by a physician designated and paid for 
by the Employer, to establish that he/she is able to perform the material and substantial 
duties of his position and his his/her return to duty will not jeopardize the health and 
safety of other employees. 

Section 22.9. lmmediate Familv. The use of sick leave due to illness or injury in the 
immediate farnily shall be \vhcre the employee's presence is reasonably necessary for the 
health and welfare of the employee or affected family member. 

'immediate family" shall be defined to include the employee's spouse, children, step
children, parents, grandparents, or other persons for \•.rhom the employee has the 
responsibility of the primary care. 

Section 22.10. Bereavement Leave. Bargaining unit employees shall be entitled to up to 
five (5) days funeralibereavement leave, the first t\VO (2) days shall not be deducted from 
any accmed leave to attend the funeral of any of the following related individuals: 
husband, wife, child(ren) step-children, mother, father, step-parent, brother and sister. 

Bargaining unit employees shall be entitled to up to three (3) days funeral/bereavement 
leave, the first ( 1 '1) day shall not be deducted from any accmed leave to attend the funeral 
of the following related individuals: grandparents, father-in-law, mother-in-lmv, sister
in-law, brother-in-law, daughter-in-la\v, son-in-law, grandchild(ren), grandparents-in
la\V, legal guardian or other person who stands in place of apparent 

The funeral/bereavement leave shall be deducted from sick leave as defined above. 
Additional leave to attend to family matters may be requested from vacation or holiday 
leave or compensatory time. 

Section 22.U. Sick Leave Conversion Upon Retirement. Upon retirement and as per 
the Public Employees Retirement Systems, employees may convert one-fourth ( 1/4) of 
their accumulated sick leave to a maximum amount of conversion as allowed by law at 
the time of retirement of the employee's rate of pay at the time of retirement. 
Additionally, to be eligible for sick conversion at retirement, the employee must 
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have worked for the Sheriffs Office at least ten (I 0) years immediately prior to 

retirement. ten ( 10) years of service must be immediately prior to retirement \Vith no 
break in service. Upon conversion of sick leave all hours of accumulated sick leave will 
be deemed waived. No employee may have more than one conversion from County. 

Section 22.12. Application for Sick Leave Conversions at Retirement. The 
application for the sick leave conversion payment must be made in writing, signed by the 
employee at bis/her time of retirement. The conversion \Vill be distributed to the 
employee not later than rhirty (30} days the employee's retirement date. Payment 
shall be based on the employee's hourly rate of pay at the time of retirement. 

Section 22.13. Limits of Conversion. An employee is only entitled to one conversion 
sick leave as an employee of the County. 

Section 22.14. f'amilv Medical Leave Act. Employees will be entitled to use the 
provisions of the Family l'v1edical Act (FMLA). While on leave under FMLA, an 
employee will lose no seniority and will be paid at his/her regular rate of pay as long as 
the employee uses it or is required the Employer to use it in conjunction with any 
accumulated sick/vacation/personal Employees \Vrm apply to use Hv1LA \Nill 

notify the Employer their intent as soon as is practicable. but in any case, no later than 
three days in advance. 

ARTICLE 
23 

HOLIDAYS 

Section 23.1. List of Holidavs. Holidays shall be as follows: 
New Year's Day January I st 

Martin Luther King, Day 
President's Day 
Memorial Day 
Independence Day 
Labor Day 
County Fair Friday 
Columbus Day 
Veteran's Dav 
Thanksgiving 

Friday after Thanksgiving 
Christmas 

Third Monday in January 
111ird lv1onday in February 

Fourth Monday in May 
July 4th 

First l\.1onday in September 
Friday of fair week 

Second Monday in October 
November 11th 

Fourth Thursday in November 
Fourth Friday in November 

December 251h 

Section 23.2. Scheduling Holidays. Employees vvorking tvventy-four (24) 

schedules will receive rescheduled holidays. Holidays must be scheduled in eight (8) hour 
increments. Employees must submit written requests and receive approval for 
rescheduled holidays. AH requests are subject to manpower requirements. Holidays may 
not be rescheduled unless a holiday listed in Section 23.1 has occurred and a conversion 
for holidays provided in Section 23.3 has not occurred. 
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Section 23.3. Annual Conversion. Employees may convert up to five (5) holidays 
(forth [40] hours) of the holidays they earn in the calendar year. The conversion shall 
occur in December. Employees must provide written notice by November 15 to the 
Employer. Conversion ·will be at the employee's rate or pay at the time of conversion. 
The Sheriff has sole discretion, and may allow a greater amount of conversion. Holidavs 
not converted \Nill he carried over. 

Section 23.4. In addition to the above holidays, any days declared by the County, State. 
or Federal Governments as paid holidays for all other county employees shall be granted 
as additional holiday time for men:ibers of the bargaining unit. 

ARTICLE 24 lTI'\lFORi'lS 
AND EQUIPl\!IBNf 

Section 24.l. New Employees. The Employer shall provide uniforms subject to the 
Department rules and regulations. New employees who sever employment dming their 
probationary period shaH return all uniform parts purchased. 

Section 24.2.1\!Iaintenance of Uniforms. It shall be the responsibility or the employee 
to maintain all uniform items and be in proper uniform at all times \Vhen on duty or as 
othenvise requixed by the Sheriff. Unifom1s shall be worn and maintained according to 
the standards established by the Sheriff and according to the Depmtment rules m1d 
regulations. 

Section 24.3. Purchase of Uniforms. Bargaining unit members rnay purchase uniforms 
and equipment as required by the policy of the Sheriffs Office. T\vice a year, the Sheriff 
will post a sign-up sheet in the deputies' room for the purpose of allowing employees to 
indicate/request ne\v unifom1s and/or equipment. Purchases shall be made through a line 
of credit or the purchases shall be made from approved vendors through the procedure 
established by the Employer. Uniforms and equipment purchased under the unifom1 
allowance shall be returned to the Morgan County Sheriffs Office at the request of the 
Sheriff. 

Section 24.4 Schedule of Unifonn Hems. 
Trousers - 3 Hat - Summer 

\Vhistle Chain 
Shirts - W " :) Raincoat l Police Boots 1 pfilr"i' 
Shirts - S 3 Hat Badge l Protective Vest (deputies only) 
Tie '/ Breast Badge 1 {Replace or refurbish cuITent vests) 

i Handcuff 1 pair Tie Bar 1 Collar Brass l !Set 
Jacket - W 1 Name Plate ii Handcuff case 
Hat-W Whistle 

* The Sheriff shall reimburse a bargaining unit employee after one ( 1 ) year of service 
up to one hundred dollm·s ($! 00.00) per contract year for police boots that have been 
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approved by the Sheriff. An employee shall provide the Shcriff/designee with a 
receipt verifying the purchase of said boots in order to be eligible for such 
reimbursement. 

Section 24.5. Protective Vest Deputies regularly assigned to the patrol the division and 
COITeetion officers who request in wiiting the issuance of a protective vest shall be 
provided a protective vest at no cost to the Deputy. Once a vest is requested and issued, it 
shall be a condition of employment for the Deputy to we<ff the vest at all times while on 
duty and/or uniform. 

Section 24.6. Personal P:ropertv. On a case-by-case basis, the Employer will review for 
consideration, requests for repair or replacement of personal property of bargaining unit 
members needed for their duties that have been damaged or destroyed during the 
perfom1ance of their duties and for which a court has not ordered the offending party to 
make restitution. If restitution is ordered and received and the damaged item has been 
repaired or replaced by the Employer, funds received shall be promptly relinquished to 
the Employer. 

ARTICLE ZS 
TRAINING 

Section 25.1. Voluntary Training. The Employer may make available training directly 
related to the duties of the employees. Such training opportunities shall be voluntary. 
Voluntary training scheduled and attended on an employee's day off shall not be 
considered as time worked. Voluntary training \Vhich occurs on an employee's scheduled 
day to \Vork may be considered as time worked unless the employee agrees to make up 
the time on another shift or day. Any voluntary training that is considered as time \Vorked 
shall not exceed the hours the employee was oiiginally scheduled to work. (including but 
not limited to overnight stays, travel, meal time, etc.) that day(s). 

Section 25.2. Required Training. Any training required of employees to attain or 
retain certification (e.g., as a corrections officer, peace officer, dispatcher, etc.) shall be 
paid at the employee's appropriate rate of pay. 

Training that is not required to attain or retain certification but is required, in \Vdting, by 
the Sheriff shaU be considered as hours worked and shall be paid at the normal, straight 
rate of the employee to a maximum of eight (8) hours each day of training. Travel time, 
meal times, and any overnight stays necessary for trailing required by the Sheriff shall not 
be considered hours worked and shall not be compensated unless the time is part of the 
previously approved time, up to the limit of eight (8) hours. 

The bargaining unit members shall be required to qualify twice yearly with duty weapons 
and shall be paid at the appropriate rate of pay. This will not be considered call in and the 
length of time for qualifying shall be for the time spent on the range and shall be 
approved by the Sheriff. Supervisor, or Range Office. 
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The Sheriff shall offer once yearly a non-qualifying type firearms training. These training 
sessions may be scheduled at the Sheriffs discretion and this training will be voluntary 
on the part of the bargaining unit members. 

ARTICLE 26 PROBATIONARY PERIOD 
MU RESIDENCY REQUil®v:ffiNT 

Section 26.1. A bargaining unit member who is promoted shall be placed on a 
promotional probationary period for six (6) months. Should the promoted bargaining unit 
member fail to satisfactorily complete the prornotional probationary period, he shall be 
returned to his position of origin, prior to promotion, with no loss of seniority. Said 
bargaining unit member may cha11enge the demotion through the grievance and 
arbitration procedure. 

Section 26.2. Residency Requirement. Employees are required to be residents of 
Morgan County, Ohio, or reside within any contiguous county and have one ( l) year 
from their first day of full-time employment to establish said residency. 

ARTICLE 27 J\':ffiDICAL 
EXAl\UNA TIONS 

Section 27.l Examinations~ General. Examination of employees to determine their 
ability to perfom1 the material and substantial duties of their position and assignment may 
be required of employees. Examinations shall be required for employees when ordered 
by the Sheriff or designee. Examinations may be either periodic or as the Employer or 
dcsignee require. 

Section 27.2. Health and Safetv. Examinations are intended to guard the health and 
safety of employees and \Vill be ordered only when necessary, as a precautionary meas;ure, 
periodica11y to ensure the health of employees or when, in individual situations, the 
Employer hali reasonabk: concern for an employee's ability to perfom1 the material and 
substantial duties of the position. 

Section 27.3. Examinations. The Employer may require an employee to take an 
examination, conducted by a licensed practitioner, to determine the employee's physical 
or mental capability to perform the material and substantial duties of the employee's 
classification. If found no qualified, the employee may request available sick leave or 
vacation or medical leave without pay 'Ni th the right to return. The costs of such 
examination shall be paid by the County. If the employee disagrees vvith said 
determination he/she may be examined by a physician of her/her choice at his/her 
expense. If the two (2) reprnts conflict, a third opinion shall be rendered by a neutral 
physician chosen by the first t\vo (2) physicians whose decision shall not be appealab1e to 
the grievance procedure. The neutral physician's cost shall be borne by the Employer. 

Section 27.4. Inabilitv to Perform. If an employee, after a medical examination, is 
found to be unable to pe1t'om1 the material and substantial duties of the position, then the 
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employee may utilize accumulated unused sick leave or other leave benefits (including 
but not limited to \vorkers' compensation, if eligible). If an employee applies for 
disability retirement benefits, the Employer wi11 support that application. Hmvever, this 
provision may not be considered an admission or agreement for workers' compensation 
benefits. 

Section 27,5. Return. Employees requesting return from disability separation must 
submit documentation of their ability to perfonn the material and substantial duties of 
their classification. The Employer may require an examination pdor to return to work. 

Section 27.6. Requirements. Refusal of an employee to submit to an examination will 
be considered as insubordinalion and shall be grounds for discipline which may include 
dismissal. 

Section 27.7. Cost of Examinations. Any costs for examination required by the 
Employer shall be paid by the Employer. Employees shall have the right to submit 
examination repo1ts to the Employer that would respond to the questions of an 
employee's ability to perfom1 the material and substantial duties of the position. 

ARTICLE 28 HEALTH 
INSURANCE 

Section 28.1. lVIedical Insurance. The Employer shall offer group medical insurance 
coverage for each employee. It is agreed and understood that the schedule of benefits for 
employees shaH be as set forth in the health plan offered by the County, including all 
conditions and payments specified or required by individual carriers/providers of the 
health insurance plan. This includes the life insurance of coverage at fifteen 
thousand dollars ($15,000.00), with accidental death or dismemberment coverage. 

It is fwther agreed and understood that during the tem1 of this agreement, individual 
caniers/providers may, through no fa.ult of the County, Union or employees, cease 
coverage. 

It is further agreed and understood that the Employer may modify the tem1s of the 
insurance coverage and may reduce coverage levels if such reductions are made to 
maintain or reduce costs. 

Additionally, it is agreed and understood that dudng the tem1 of this At,,'Teement, specific 
caniers/providers under the plan my unilaterally institute or modify payments or 
condition which modifications will be required for subscription to the plan provided by 
that carrier/provider. 

Furthermore, modifications to co-payments and/or deductibles under the County shall not 
be deemed a modification of coverage. 
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Section 28.2. P:rerniums. For the period of this Agreement, the Employer shall 
contribute the balance of premiums for the health insurance plan, over and above 
employee con11ibutions as follows: The Employee will pay not more than l0% of the 
Premium per month. The County agrees to voluntarily enroll in a IRC 125 Program to tax 
defer any employee contributions. 

Section 28.3. Eligibility. Employees shall be eligible for health insurance coverage 
completion of the \vaiting period established by the health insurance plan. Employees 
who have a spouse employed by the County, whether with the Employer or another office 
in the County, who is eligible for and/or who has coverage under the County plan shall 
still be eligible for family or dual (t\VO person) coverage under the plan or as othenvise 
allowed by the County plan. The coverage will be designated for one employee of the 
County under the County health plan. 

ARTICLE 29 LEA VE"} OF 
ABSENCE/l\/llLITARY LEA VE 

Section 29.1. The Employer, at its discretion, may grant a leave of 
absence without pay to any employee for a maximum duration of three (3) months for any 
personal reasons the employee. Such a leave may be renewed or extended beyond three 
(3) months at the sole discretion of the Sheriff. 

The authorization of a leave of absence without pay is a matter of administrative 
discretion. The Employer will decide in each individual case if a leave of absence is to be 
granted. Denial of leaves shall not be appealable to the giievance procedure. The 
granting of any leave of absence is subject to approval of the Employer. Except for 
emergencies, employees will advise the Employer sixty (6) days prior4 to commencement 
of the desired leave so that the various agency functions may proceed properly. 

If a leave of absence is granted for specific pmpose and it discovered that the leave is not 
being used for such purpose. the Employer may cancel the leave and direct the employee 
to report to work. 

Section 29.2. Injury Leave. Any employee who is injured in the discharge or 
performance of his/her duty shall be entitled to receive his/her full salary during such 
period of injury, but in no case for a longer period than fourteen ( 14) calendar days for 
each injury, without using accumulated sick leave. 

The fo11mving conditions \vill appJy to injury leave: 

L The employee must file a workers* compensation claim to qualify for injury 
leave; 

2. The employee must submit a statement by a physician which shall include a 
diagnosis and an estimate of recovery time to justify use in injury leave; 

34 



3. If the Employer still disputes the injury request, the employee shall 
submit to a physical examination conducted by a doctor chosen and paid for 
by the Employer. 

4. the doctor chosen by the Employer disagrees with the employee's doctor, 
the parties will \vait until the Industrial Commission decides the workers* 
compensation claim. If the claim is allowed, the employee will paid his 
injury leave. The decision of the Industrial Commission concerning the 
employee's workers compensation claim \Vill be determinative. No 
subsequent court decision on the workers' compensation claim will affect 
injury leave and the decision of the Indust1ia1 Commission will not be subject 
to the grievance procedure. 

Section 29.3. Military Leave. All employees who are members of the Ohio National 
Guard or members of other reserve components of the A.rmed Forces of the United 
States, are entitled to of absence from their respective duties. and to the difference 
between their regular rate of pay and their military on field training or active duties for 
periods not to exceed a total of thirty-one (31) calendar days in one (I) calendar year. 

Employees who take military leave shall be paid for said leave in accordance \Vith the 
laws of the State of Ohio in effect at the time of taking of the military requested. 

The maximum number of hours for which payment win be made in any one ( l) calendar 
year under this provision is one hundred seventy-six ( 176) hours. Employees are 
required to submit to the Employer an order or statement from the appropriate military 
commander of evidence of such duty. There is no requirement that the service be in one 
continuous period of time. 

Employees who are members of those military components listed in this section \.'Vill be 
granted emergency leave for mob. riot flood, civil defense or similar duties when so 
ordered by the Governor to civil authorities. Such leave will be without pay if it 
exceeds authorized military leave for the year. Such leave will be paid for in accordance 
with the laws of the State of Ohio in effecl at the time of the taking of such leave. The 
leave wili cover the official period of the emergency. 

Section 30.2 The following 
members. 

ARTICLE30 
\VAGES 

scale shall apply to the full time bargaining unit 
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Section 30.1. The following wage scale shall apply to members of the full-time 
bargaining unit members: 

Sergeants: Sergeants shall be compensated at an hourly rate of one dollar and twenty
fi ve cents ($1.25) above the top step hourly wage rate received by deputies as defined in 
the Collective Bargaining Agreement between the Morgan County Sheriffs Office and 
the OPBA effective date beginning r..farch 14th. 2011. During the period March 14, 201 L 
through March 13, 2014, any \Vage increase received by the Deputy Bargaining Unit shall 
immediately cause the Sergeants hourly rate to be adjusted upward to maintain the one 
dollar and t\venty-five cent ($1.25) differential. During the term of this agreement, the 
basement hourly rate for Sergeants shall be sixteen dollars and seventy-eight cents 
($16.78). 

Lieutenants: Lieutenants shall be compensated at an hourly rate of two dollars and fifty 
cents ($2.50) above the top step hourly wage rate received by deputies, <ts defined in the 
Collective Bargaining Agreement bet\veen the Morgan County She1iffs Office and the 
OPBA effective date beginning March 14. 201 L During the period March 14, 2011, 
through March 13, 2014, any wage increase received by the Deputy Bargaining Unit shall 
immediately cause the Lieutenanls homly rate to be aqjusted upv..iard to maintain the two 
dollar and fifty cent ($2.50) differential. During the terms of this agreement, the 
basement hourly rate for Lieutenants shall be eighteen do1lars and three cents ($18.03). 

Section 30.2. Longe"ity. Employees shall be eligible to earn longevity payments for 
their service time with the Morgan County Sheriffs Office payable in December of each 
year. It is understood and agreed that this payment is a lump sum amount. Longevity 
shaU be paid to those employees \vho have completed years of service by December 1 of 
each year, The amount shall increase \Vhen the employee reaches the completed new 
years of services, indicated, according to the follO\ving schedule: 

Years of Complet(.>d Service 
5 years 
10 years 
15 years 
20years 

Annual Amount 
$500.00 
$700.00 
$900J){) 
$I,l00,00 

ARTlCl,E 31 VEHICLE 
ASSIGN1\1ENT 

Section 31.1. The Employer agrees to continue the current practice of assigning vehicles 
to deputies who reside in Morgan County, for duty and take home use. if available. 
Deputies are required to maintain both the interior and exterior cleanliness of their 
assigned vehicle. 
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~ID!W.!!!: The pmviskms this Agreement unless otherwise provided 
for effective upon execution and shaU in full force and effect 
u11tiH l: 59 PM. 011 March I, 2017, 

to modify or umend this 
such i111e11t no ea.rlier one hundred twemy 

no that ninety (90) calendar days 
Such notice shall email or 

Entire Agreement acknowledge Huit during lhe negations 
resulted in this agreement, each had the right and oppon1.mity to make demands, 

and pmposn!s with respect to ooy subject maHer not removed by law from the area of 
collective bargaining and lhat the a.mderstandings and agreements arrived at by the 
hereto after the exereise of those rights and opportunities set forth in this agreement The 
provisions of this agreement constitute the entire agreement between the Employer and 
too Union, 1.md all prior practices, and policies concerning the matter 
provided for herein, either ornl or written. are hereby 



For the Unlon 

Morgan 

Adam ver 
Morgan County Board of 

~lr.~ 
Michael L. Seyer, Chief Negofuitf 

APPROVED FORM AND CONTENT 

Morgan County Prosecutor 



STATE OF OHIO 
STATE EMPLOYMENT RELATIONS BOARD 

IN THE MATTER OF: 

FRATERNAL ORDER OF POLICE, 
OHIO LABOR COUNCIL, INC., 

EMPLOYEE ORGANIZATION, 

and, 

MORGAN COUNTY SHERIFF, 
EMPLOYER. 

} 
} Case No(s): 13-MED-11-1 516 
} (Sergeants & Lieutenants) 
} 
} 
} 
} 
} 
} 

FILING OF THE COLLECTNE BARGAINING AGREEMENT II 

Pursuant to Board Rule 4117-09-07, the F.O.P. Ohio Labor Council Inc. hereby files 

the Collective Bargaining Agreement executed between the parties in the above captioned 

case(s). The Contract Data Summary Sheet w ill be forthcomi ng. 

Respectfully Submitted, 

~~\JNµYfJL-
Tara M. Crawford 
Paralegal 
F.0.P., 0.L.C.I. 
222 East Town Street 
Columbus, Ohio 43215 
614-224-5700 

cc: Mr. Matt Baker, mbaker@clemansnelson.com 




