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PREAMBLE 

This Agreement entered into by the Erie County Board of Commissioners ("Employer"), and the Erie 
County Department of Human Service's ("Department") employees, Local #3616, American Federation 
of State, County and Municipal Employees, AFL-CIO, and Ohio Council 8, American Federation of State, 
County and Municipal Employees, AFL-CIO, ("Union"), has as its purpose the establishment of hours of 
work, rates of pay, benefits, and other conditions of employment. 

ARTICLE 1 UNION RECOGNITION 

1.01 
A. The Employer recognizes the Union pursuant to 88-REP-11-0243; 90-REP-04-0099; 92-REP-

02-0031 ; AND 92-REP-10-0229 as the sole and exclusive bargaining agent for the purposes 
of the establishment of hours of work, wages, benefits, and all other conditions of employment 
for the bargaining unit employees. The positions of the bargaining unit are all employees of 
the Erie County Department of Job & Family Services, including: 

Account Clerk 1 
Account Clerk 2 
Account Clerk 3 
Social Service Aide 1 
Social Service Worker 2 
Social Service Worker 3 
Typist 2 
Income Maintenance Worker 2 
Intermittent employees 

Investigator 2 
Income Maintenance Aide 3 
Paralegal 
Clerical Specialist 
Employment Services Interviewer 
Telephone Operator 2 
Word Processing Specialist 2 
Income Maintenance Worker 3 

These following positions remain the bargaining unit, however, are vacant: 
Cashier Data Processor 2 
Clerk 1 Family Service Aide 1 
Clerk 2 Income Maintenance Aide 2 
Investigator 1 Investigator 3 
Social Service Worker 1 

B. Excluded from the bargaining unit is all management employees, confidential employees, 
supervisors as defined in the Act (4117 O.R.C.), including Personnel Officer 2, Attorney 1, 2, 
and 3, Fiscal Officer, Administrative Assistant, Secretary 1, Accountant 1 and 2, Business 
Administrator, Training Officer 2, Investigator 4, County Job & Family Services Administrator, 
Assistant County Job & Family Services Administrator, Case Manager I Investigator 
Supervisor 1, Computer Operator Supervisor 1, El igibility Referral Supervisor 2, Program 
Administrator, Eligibility Referral Supervisor 1, WIA Supervisor, and Social Services 
Supervisor 1, Fiscal Supervisor, Case Manager/ Investigator Supervisor 2. 

1.02 In the event a new job is created, it is agreed between the parties that discussions shall take place 
to determine whether or not such new job shall be included in the bargaining unit. If it is agreed that 
the position should be placed in the bargaining unit, the Employer and Union will negotiate the 
terms and conditions of employment, hours of work, benefits, and wages of such new position. If 
an agreement cannot be reached between the parties as to whether a job/position is to be in the 
bargaining unit, the parties agree to submit the dispute to the State Employment Relations Board 
(S.E.R.B.) for its determination. S.E.R.B.'s ruling shall be binding on the parties. 



ARTICLE 2 MANAGEMENT RIGHTS 

2.01 The Union recognizes that, except as specifically limited by the express prov1s1ons of this 
Agreement, the Employer retains traditional rights to manage and direct the affairs of the 
Employer as follows: 

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

B. Direct, supervise, evaluate, or hire employees; 
C: Maintain and improve the efficiency and effectiveness of governmental operations; 
D. Determine the overall methods, process, means, administrative procedures, or personnel by 

which governmental operations are to be conducted; 
E. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, schedule, 

promote, or retain employees; 
F. Determine the adequacy of the work force; 
G. Determine the overall mission of the Employer as a unit of government; 
H. Effectively manage the work force; 
I. Take actions to carry out the mission of the public employer as a governmental unit. 

2.02 The Union recognizes and accepts that all rights and responsibilities of the Employer not 
specifically modified by this Agreement or ensuing agreements shall remain the function of the 
Employer, and all rights pursuant to law shall be retained by an individual employee and the 
Union. 

ARTICLE 3 STEWARDS/UNION BUSINESS 

3.01 The Employer agrees to admit not more than two (2) Union Staff Representatives to the Employer's 
facilities during the Employer's normal hours of work. The Union Staff representatives agree that 
such visitations shall be for the purposes of administering this Agreement, and shall not disrupt the 
normal operation(s). Upon arrival, the Union representatives shall identify themselves to the 
Employer or Its representative. 

3.02 STEWARDS. The Employer will recognize not more than nine (9) stewards/officers for purposes of 
representation of the employees. Such stewards/officers shall not be recognized by the Employer 
until the Union notifies the Employer in accordance with 3.03 of this Article. 

3.03 The Union shall provide to the Employer an official written roster of its officers, and Stewards, which 
is to be kept current at all times, and shall include: 

1. Name 
2. Union Office held 

3.04 The function of each party is to carry out the provisions of this Agreement. Local representatives 
who attend grievance meetings and pre-disciplinary conferences shall be paid provided the 
scheduled time for the meeting is during their normal work day. The Employer shall allow the Union 
President or designee three (3) hours per month to conduct Union business, including orienting 
new employees to the union, during work hours, provided a log of such activities is provided to the 
Employer. The Union President or designee shall provide the Employer with reasonable notice of 
the anticipated date and time, during work hours, that these hours will be utilized. All other Union 
business, including grievance discussions and reduction to writing, shall be done on non-work time 
in the designated break areas. Non-work time is defined as breaks, lunch periods, and/or before or 
after normal business hours. 

3.05 The President of the local Union should be the Chief Steward and, in his absence, the Vice 
President shall serve as Chief Steward. 
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ARTICLE 4 NON-DISCRIMINATION 

4.01 Neither the Employer nor the Union will discriminate against any bargaining unit employee on the 
protected status basis of age, sex, race, color, creed, physical handicap/disability, national origin, 
marital status, religious affiliation, or veteran's status. Neither the Employer nor Union will 
discriminate on the basis of Union affiliation, sexual orientation or political affiliation. 

4.02 All reference to employees in this Agreement designates both sexes, and whenever the male 
gender is used, it shall be construed to include male and female employees. 

4.03 The Employer agrees not to interfere with the rights of bargaining unit employees to become 
members of the Union, and the Employer shall not discriminate, interfere, restrain or coerce any 
employee because of Union membership or because of any legal employee activity in an official 
capacity on behalf of the Union. 

4.04 The Union agrees not to interfere with the rights of employees to refrain from membership in the 
Union and the Union shall not discriminate, interfere, restrain or coerce any employee exercising 
the right to abstain from membership in the Union or involvement in Union activities. 

4.05 In the event an employee of the bargaining unit files an appeal to a Federal or State agency 
regarding items designated in 4.01, herein, said employee will be prohibited from a filing a 
grievance on the same incident. Should such an appeal be filed by an employee, simultaneous to 
the processing of a grievance on the same issue, such grievance shall be deemed null and void. 

4.06 The Employer agrees that any Affirmative Action Plan which may be established shall not cause 
the displacement or reduction of any bargaining unit employee. 

4.07 EMPLOYEE MORALE AND EFFICIENCY. The Parties agree that every employee is entitled to 
equitable and courteous treatment by every other employee. The use of language which would be 
commonly accepted as insulting, degrading, or intimidating, and/or any other forms of harassment 
will not be permitted in working situations. Any employee found guilty of violating this shall be 
subject to disciplinary action. This section may not be grieved to binding arbitration. 

ARTICLE 5 PROGRESSIVE DISCIPLINE 

5.01 Bargaining unit employees shall not be disciplined without just cause. Specific reasons for 
disciplinary action will be given to the Union and employee. Progressive disciplinary action shall 
consist of the following: oral reprimand, written reprimand, suspension and/or dismissal. The 
Parties recognize that certain offenses are serious enough to require the elimination of one or more 
disciplinary steps. 

5.02 An employee may be disciplined for incompetence, inefficiency, dishonesty, alcohol or drug abuse, 
drunkenness, or using illegal drugs on the job, discourteous treatment of the public, neglect of duty, 
gross insubordination, possession of firearms, any other failure of good behavior, misfeasance, 
malfeasance, or nonfeasance. 

5.03 Whenever the Employer and/or It's designee determines that there may be cause for an employee 
to be disciplined, which results in a loss of pay, demotion, or discharge, a pre-disciplinary 
conference will be scheduled to give the employee the opportunity to offer an explanation of the 
alleged misconduct. 

5.04 DISCIPLINE PROCEDURE. Whenever discipline is issued and a pre-disciplinary conference is 
required by this article as referenced in 5.03, the employee and the Union shall be given five (5) 
working days written notice of the conference. The employee and the Union shall be given a notice 
of the charges, which shall include a description of the alleged infraction, pending against an 
employee at the same time the pre-disciplinary conference notice is given to the employee and 
Union. During the pre-disciplinary conference, the employee will be given an opportunity to hear the 
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evidence supporting the charges against him and to present witnesses and evidence on his own 
behalf. The employee may represent himself or may, at his request, be represented by the Union. 
No settlement reached by the employee and the Employer as a result of a pre-disciplinary 
conference may be in contradiction to the terms of this agreement. The Union may approve all 
settlements. 

5.04 A The Union president or designee, and the Staff Representative of the Union or designee, and 
the Human Resources Director or designee, shall have the right to review all available documentary 
evidence three (3) working days in advance of the meeting! 

5.04 B. A Hearing Officer selected from the Hearing Officer Panel (Erie County Health Commissioner; 
Superintendent of the Board of Developmental Disabilities; Administrative-level Captain of the Erie 
County Sheriff's Office; Executive Director of the Erie Metropolitan Housing Authority; or, an 
Assistant Prosecutor of the Erie County Prosecutor's Office} will be selected to preside over the 
pre-disciplinary conference. As much as possible the Hearing Officers will be rotated. This 
Hearing Officer will render a recommendation to both parties within ten (10) working days of the 
pre-disciplinary conference. 

5.05 Records of disciplinary actions (suspensions) shall have no force and effect or be considered in 
future discipline matters twenty-four (24) months after effective date, providing there are no 
intervening disciplinary actions taken during that time period. Oral and written reprimands shall 
cease to have force and effect or be considered in future discipline matters eighteen (18) months 
after effective date, providing there are no intervening disciplinary actions taken during that time 
period. Upon written request of the employee to the Employer, records of discipline, as referenced 
above, will be removed pursuant to the Employer's records retention schedule. 

5.06 Following the imposition of discipline, any employee receiving an order of reduction, suspension or 
dismissal may appeal such order by the Grievance Procedure, Article 6. An oral or written 
reprimand may be appealed through the Grievance Procedure only as far as the Second Step. 

5.07 Copies of all written disciplinary actions shall be forwarded to an affected employee, and the Union 
President or in the President's absence, a designee. 

5.08 Investigations into employee misconduct shall normally be conducted by the Employer or Its 
designee within thirty (30) days of the incident(s) giving rise to the investigation or the discovery of 
the incident(s) by the Employer, whichever is later. The investigation process will include a 
discussion with the employee advising the employee of all possible elements of the misconduct and 
affording the employee an opportunity to give any additional information they deem necessary. The 
only time this will not occur is when the infraction contains a possible criminal element. When 
possible, investigations will conclude within sixty (60) calendar days. 

ARTICLE 6 GRIEVANCE PROCEDURE I ARBITRATION 

6.01 The term "grievance" shall mean an allegation that there has been a breach, improper application 
of this contract and/or misinterpretation of this contract. 

6.02 Any employee or group of employees may file a grievance through the Union on the prescribed 
form (Appendix A). A grievance affecting a group of employees shall be filed by the Union on 
behalf of those employees and shall be designated a Class Action Grievance. Class Action 
Grievances are filed at Step 2 of the Grievance Procedure. 

6.03 The following are the implementation steps and procedures for all grievances to be filed : 

STEP 1. The employee with a Union Steward/Officer shall orally take up a grievance or dispute with his 
Administrator within ten (10) working days of the event giving rise to the grievance or within ten 
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(10) working days of the date the employee should have been aware of the events giving rise to 
the grievance. If the grievance or dispute remains unsettled, the employee with the Union 
Steward/Officer shall reduce the grievance to writing and present it to the Administrator within 
three (3) working days. The Administrator shall attempt to adjust the matter, and shall respond in 
writing to the grievant and the Union Steward/Officer within three (3) working days after receipt of 
the written grievance. 

STEP 2. If the grievance is not settled in Step 1 and the employee and/or the Union wishes to appeal the 
grievance to Step 2 of the grievance procedure, it shall be referred in writing to the Director within 
five (5) working days after the Employer's answer in Step 1 and shall be signed by both the 
employee(s) and the Union. The Director or his designee shall hold a hearing concerning the 
grievance within ten (10) working days of receipt of the grievance with the authorized Union 
representative at a time mutually agreeable to the parties. The employee shall be present at such 
discussion period. If the grievance is a class action, one member of the class shall be present. If 
no settlement is reached, the Director or his designee shall give the Employer's written answer to 
the Union within five (5) working days following their meeting. 

STEP 3. If the grievance remains unsettled, it may be appealed, in writing, by the employee, or the 
Union in the case of a class action grievance, to the Employer or Its designee within five (5) 
working days after the receipt of the written answer from the Step 2 hearing. The Employer, or Its 
designee, shall hold a Step 3 hearing. The Employer shall schedule the hearing with the Council 
#8 Staff Representative at a time and date mutually convenient to both parties. The hearing shall 
be held within ten (10) working days of the appeal to Step 3, unless the parties mutually agree to 
postpone for good cause. The Employer, or Its designee, will respond in writing to the Union 
within five (5) working days of the Step 3 hearing. 

STEP 4.With mutual agreement mediation may be utilized by the parties when step three of the 
grievance process does not produce a mutually acceptable resolution. Either party may request 
to mediate by providing a written request to the other party within seven (7) workdays of the step 
three answer. If the Employer and the Union mutually agree to mediate, the time lines for filing a 
request for arbitration will be suspended subject to the mediation procedure. A party refusing 
mediation must give written notice of refusal to the other party within three (3) work days of the 
receipt of the request to mediate. If mediation is refused, applicable time limits for appealing a 
grievance to arbitration shall commence on the day the refusal notice is received. 

The parties agree to use the services of the Federal Mediation Conciliation Services (FMCS). 
Notices of mediation requests are to be signed by both parties and forwarded to the mediator by 
the moving party. Should the availability of a mediator unnecessarily delay the processing of a 
grievance, in the opinion of either party, the either party may withdraw its consent to mediation by 
notifying the other party in writing. The grievance may then proceed to arbitration. 

The Union may be represented at the mediation by the President, Chief Steward or a steward 
designated by the President, the grievant, and a representative of AFSCME Ohio Council 8. The 
Employer may be represented by an equal number of representatives. Each party shall have one 
principal spokesperson at the mediation conference, who shall have the authority to resolve the 
grievance. 

Any material that is presented to the mediator shall be returned to the party presenting that 
material at the termination of the mediation conference with the stipulation that the mediator may 
receive a copy solely for the purpose of statistical analysis. 

Proceedings before the mediator shall be informal in nature. The presentation of evidence is not 
limited to that presented at the grievance proceedings, the Rules of Evidence will not apply and 
no record of the mediation conference shall be made. 
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The mediator will have the authority to meet separately with any person or persons, but will not 
have the authority to compel the resolution of the grievance. 

If no settlement is reached during the mediation conference, the mediator shall provide the 
parties with an immediate oral advisory opinion unless both parties agree that no opinion shall be 
provided. The mediator shall state the grounds for their advisory opinion. The advisory opinion 
of the mediator, if accepted by the parties, shall not constitute precedent, unless the parties 
otherwise agree. If either party requests, the settlement will be reduced to writing and signed by 
the parties. 

If no settlement is reached at mediation, the parties are free to arbitrate. If the parties do not 
accept the advisory opinion the Union may appeal the grievance to arbitration. All applicable time 
limits for appealing a grievance to arbitration in this collective bargaining agreement shall 
commence on the day the advisory opinion is issued. 

In the event that a grievance that has been mediated subsequently goes to arbitration, no person 
serving as mediator may serve as the arbitrator. Nothing said or done by the mediator may be 
referred to at the arbitration. 

The parties agree that the mediator may conduct more than one (1) mediation conference in a 
day. 

Any fees or expenses associated with the mediation conference shall be shared equally by the 
parties. 

STEP 5. Should any grievance remain unsettled after exhausting Steps One through Three either party 
may demand arbitration within ten (10) working days of receipt of the Step Three answer. 

6.04 ARBITRATION. The arbitrator shall be appointed by mutual consent of the parties. The parties 
shall jointly request the United States Federal Mediation and Conciliation Service for a panel of 
seven (7) qualified arbitrators, and the parties shall select a single arbitrator from such panel. The 
decision of the arbitrator shall be final and binding upon both parties. The arbitrator shall not be 
empowered to rule contrary to, amend, to add to, or to eliminate any provisions of this contract. In 
the case of a discharge or disciplinary grievance, the arbitrator shall have the power to return the 
grievant to his employee status with or without restoration of back pay, or mitigate the penalty as 
equity suggests. 

6.05 Expenses incident to the services of an arbitrator shall be borne by the losing party as declared by 
the arbitrator. 

6.06 The parties agree that if in the event one of the parties request a pre-arbitration hearing, prior to 
arbitration, same shall be scheduled as soon as possible, prior to arbitration being held. 

6.07 If two (2) or more grievances are filed on the same subject matter, the Union or the Employer may 
consolidate the grievances for purposes of this Article. 

6.08 EXPEDITED GRIEVANCES. A grievance which can only be answered at the second or third step 
may be processed at that step without completion of lower steps. 

6.09 WORKING DAYS. Working days are defined as Monday through Friday, excluding any holidays 
which fall on a Monday through Friday. 

6.1 O EXTENSION OF TIME LIMITS. The parties may mutually agree to extend the time limits herein 
until such time as the parties can schedule a date for a hearing. 

6.11 SELF REPRESENTATION. Employees covered by this Agreement may request to represent 
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themselves in a grievance hearing; however, no settlement shall conflict with any provision(s) of 
this Agreement. The Union shall have representatives present during any such hearing. 

6.12The employer will respond to grievances using the "Grievance Form" in Appendix A of this 
Agreement . Any grievance not answered by the Employer within the stipulated time limits may be 
advanced by the union to the next step in the grievance procedure. This section is only applicable to 
steps 1, 2, and 3, but does not countermand Article 5.06. 

ARTICLE 7 WORK RULES, POLICIES AND DIRECTIVES 

7.01 The Union recognizes that the Employer, in order to carry out its statutory mandates and goals, has 
the right to promulgate reasonable work rules, policies, procedures and directives consistent with 
statutory authority, to regulate the personal conduct of employees while at work and the conduct of 
the Employer's services. 

7.02 The Employer agrees that to the extent any work rules have been or will become reduced to writing, 
every employee shall have access to them for the duration of this Agreement. Copies of newly 
established written work rules or amendments to existing work rules will be furnished to the Union 
president or designee no less than five (5) work days prior to the effective date of such rules or 
amendments. The Employer will not implement any work rules, policies or directives without 
discussing with the Union president or designee prior to implementation. This section does not 
require the employer to have the consent of the Union prior to implementation of work rules. The 
Union retains its rights under this contract to file a protest to the work rules. The parties agree that 
this Agreement shall supersede all work rules and regulations which are in direct conflict to the 
terms and conditions of this Agreement. This section shall not apply to federal mandates, state 
mandates, and local court rules. 

7.03 All employees shall have their own individual copy of all work rules, etc. 

ARTICLE 8 SUPERVISORY EMPLOYEES 

8.01 Bargaining unit employees shall not be displaced or laid off as the result of supervisory personnel 
doing bargaining unit work. 

8.02 When all available employees are working and there are no bargaining unit members available to 
perform the work, supervisory employees shall assist in the performance of bargaining unit work. 
No supervisory employee can bump an employee from their bid job. 

8.03 Supervisory employees shall normally train, instruct, and/or direct the employees. Training, 
instructing and/or directing the employees shall not cause a displacement or a layoff for employees. 

8.04 The parties agree that supervisors shall temporarily perform bargaining unit work for short periods 
of time, not to exceed sixty (60) days, due to excess shortage of personnel or to permit flexible 
schedules. To the extent possible, the Employer will provide advance notice of the need for 
supervisory staff to perform bargaining unit duties. Neither this Section nor Section 8.02 may be 
interpreted to mean that supervisors are required to maintain actual caseloads. 

ARTICLE 9 PROBATION PERIOD 

9.01 NEW HIRE PROBATIONARY PERIOD. Every newly hired employee will be required to 
successfully complete a probationary period. The new hire probationary period shall begin on the 
first day for which the employee receives compensation from the employer and shall continue for 
a period of one hundred eighty (180) calendar days for all employees other than Children's 
Services Social Service Worker 3. Children's Services Social Service Worker 3 shall serve a one 
year probationary period. Paid leaves and pay increases shall take effect after successful 
completion of one hundred eighty (180) calendar days, and the employee shall be responsible to 
be on-call. Probationary employees may be removed without recourse during their initial 
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probationary period. An employee who leaves the department of Job and Family Services in good 
standing and returns within one (1) year to a position with the same classification or a lower 
position within the classification series shall not be required to complete an additional 
probationary period. 

s.02 LATERAL TRANSFER PROBATIONARY PERIOD. Every laterally transferred employee will be 
required to successfully complete the appropriate probationary period of one hundred eighty 
(180) calendar days. Employee movement within the same unit and job description shall not be 
defined as a lateral transfer. 

9.03 PROMOTED EMPLOYEES PROBATIONARY PERIOD. All newly promoted employees, except 
Children's Social Service Worker 3 promotions, shall serve a one hundred eighty (180) calendar 
day promotional probationary period. Children's Social Service Worker 3 shall serve a one year 
promotional probationary period. In the event an employee cannot meet the requirements of the 
promoted job within the bargaining unit, he may request a return to his former position or a similar 
position within Thirty (30) calendar days of his start in the promoted position. The Employer may 
permit such a move provided it meets with the operational needs of the Department. In the event 
an employee fails to qualify and perform the functions of the promoted job to the satisfaction of 
the Employer, he will be placed back into the same or a similar position in the classification held 
prior to the promotion, provided a position is available. Training will commence when an 
employee assumes the promoted position. 

A. If the prior position no longer exists, the employee may exercise his rights, if any, under 
Article 12, LAYOFF AND RECALL. 

B. The displaced employee shall be transferred back to his formerly held position, displacing the 
employee (if any) who replaced him. If the prior position no longer exists, the employee may 
exercise his rights, if any, under Article 12, LAYOFF AND RECALL. 

9.04 DEMOTION PROBATION PERIOD. All employees who accept a voluntary demotion to a position 
not in their classification series, shall serve a one hundred eighty (180) calendar day probationary 
period. 

9.05 PERMANENT PART-TIME PROBATIONARY PERIODS. Permanent part-time employees will 
serve an initial probationary period of Nine-hundred sixty (960) hours of actual work time. 
Permanent part-time employees will serve a promotional probationary period of Seven-hundred 
twenty (720) hours of actual work. 

9.06 A newly-hired employee may not process a grievance during his initial probationary period 
(except Children's Social Service Worker 3). Children's Social Service Worker 3 may file 
grievances not pertaining to disciplinary actions after one hundred eight (180) calendar days .. 

9.07 EXTENSION OF INITIAL OR PROMOTIONAL PROBATIONARY PERIOD. If any employee who 
serves an initial or promotional probationary period does not, in the employer's opinion, 
satisfactorily perform during that initial probationary period, the Employer may, at its discretion, 
extend the employee's initial probationary period for up to an additional Sixty (60) calendar days 
to address deficiencies noted in the employee's performance. The employee will be given a 
written evaluation detailing the performance deficiencies and the action needed to correct same. 
The Union will be provided a copy of the evaluation and corrective measures needed. The parties 
agree that the Employer will not arbitrarily invoke this extended probationary period option. 

9.08 An employee may not bid on any position during his initial or promotional probationary period. 
Lateral transfers may still bid on promotions. 

9.09 INCOME MAINTENANCE AGREEMENT. 
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The parties agree, in the interest of better service to the public and more efficient operations in 
the Department of Human Services, to continue the practice of a generic category of Income 
Maintenance Worker 3 positions under the following conditions: 

1. These positions will be knowledgeable in all programs of Income Maintenance, combining the 
processes of both intake and ongoing units; and, 

2. These positions will permit an even spread of workloads and a uniform absorption of duties in 
the absence of any given worker; and, 

9.1 O The employer will work to achieve equitable distributions of workloads in each unit. The units will 
consist of Income Maintenance/Job Store, Child Support , Fiscal, Children Services/Social 
Services. 

ARTICLE 10 VACANCIES 

10.01 The parties agree that all transfers, demotions, and promotions to positions covered by the 
Agreement shall be filled in accordance with this Article except as required by the Ohio 
Department of Administrative Services. 

10.02 Whenever the Employer determines that a permanent vacancy exists, and/or has created a new 
position, a notice of such vacancy shall be posted on the Union's bulletin board, and the 
Department's bulletin board, for five (5) working days. During the posting period, anyone wishing 
to apply for the vacant and/or newly created position shall do so by signing the posting sheet 
which shall be kept in the administration office. The Employer shall not be obligated to consider 
any applications submitted after the posting period. 

10.03 The Union shall receive copies of all job openings and new jobs created on the first day of the 
posting. All openings shall contain the following: job classification, brief description, rate of pay, 
location, and name of the employee(s) bidding. The Union shall receive notice of who was 
awarded the job and those who submit bids, and the criteria that the Employer used in awarding 
the position. 

10.04 If there are two (2) or more qualified employees who bid for a given opening, agency seniority 
shall be the final determinate where skill , ability and qualifications are substantially equal. 

A. Any employee who is promoted pursuant to the provisions of this Article shall receive the rate 
of pay of the higher classification from the first day the employee actually performs services in 
the higher classification. 

B. Any employee awarded a new position should move into that position within thirty (30) work 
days. In the event that move creates a hardship, the parties will meet and discuss. 

10.05 The Employer may temporarily fill a posted position until such time it is determined that a senior 
qualified employee has bid on the vacant position, or until a new employee is hired. If the 
Employer temporarily fills such an opening, such temporary appointment shall not exceed Thirty 
(30) actual work days, unless the parties agree to extend the temporary period. 

10.06 If in the event no employees within the Department bid for any lateral transfers or promotions, 
then the Employer may hire from other sources. 

10.07 An employee who has been issued any disciplinary action, beyond an oral warning, may not bid 
on a vacancy for a period of Three (3) months after the issuance of the discipline. An employee 
may not bid on a new position until he has occupied his present position for at least Six (6) 
months beyond the satisfactory completion of his probationary period. 

10.08 EXTENSION OF PROBATIONARY PERIOD. The Employer may extend the one hundred eighty 
(180) calendar day trial period for any employee who does not, in the Employer's opinion, 
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satisfactorily perform during that initial trial period. The Employer may, at its discretion, extend 
the employee's trial period up to an additional thirty (30) calendar days to address deficiencies 
noted in the employee's performance. 

ARTICLE 11 SENIORITY 

11.01 Employees shall accrue seniority based upon the total length of continuous service with the 
Department. The Employer shall provide seniority lists to the Union, which shall provide the 
employee's name, seniority date, adjusted seniority date, and job title to the Union on April 15th, 
August 15th, and December 15th of each calendar year. The Employer shall remit all personnel 
changes to the Union as they occur. The seniority lists shall be posted for all employees, on the 
Department bulletin board. Adjusted seniority is defined as prior granted credit for time worked in 
another county or governmental office, in accordance with 9.44 of the Revised Code. 

11.02 Seniority shall be the determinate factor for lateral transfers, and promotions where skill and 
qualifications are equal, and/or where the terms of this Agreement dictate. 

11 .03 Permanent part-time employees shall earn pro rata seniority pursuant to the number of hours 
worked. 

11 .04 Seniority shall terminate for an employee when he: 

A. Quits; 

B. Retires; 

C. Is discharged; 

D. Is laid off for a period in excess of two (2) years; 

E. Fails to notify the Employer of his intention to return within Three (3) days after receiving 
notice of recall and/or fails to report to work within Fourteen (14) calendar days after having 
been recalled; 

F. Fails to report for work for his first scheduled shift after the termination of an authorized leave 
of absence, unless the employee can provide the Employer with a reasonable excuse for 
such failure to report; 

G. Fails to report for Three (3) work days without notification to the Employer; 

H. Falsifies a reason for obtaining a leave of absence, or engages in other primary employment 
during the hours of work that the employee would normally be at work; 

I. Is permanently disabled and unable to return to work. 

J. Is promoted out of the bargaining unit in excess of Forty Five (45) days. 

ARTICLE 12 LAYOFF AND RECALL 

12.01 In case any layoff of bargaining unit employees is anticipated, the Employer shall notify the Union 
of any impending layoff. The parties will meet to discuss possible alternatives and the impact of 
any such layoff of bargaining unit employees prior to any layoffs occurring. 

12.02 The Employer may lay off employees due to lack of work or lack of funds. Affected employees 
shall receive notice of any layoff Fourteen (14) calendar days prior to any effective layoff date; 
and if necessary, in the following order: 

A. Temporary employees; 
B. Seasonal employees; 
C. Intermittent employees; 
D. Part-time employees in the bargaining unit; 
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E. Probationary employees. 

Employees who would not be affected by a layoff shall not receive a layoff notice, even if they meet one 
or more of the criteria of this section. Only employees in the classification which is scheduled for layoff 
and who meet one of the criteria of this section shall be notified. 

12.03 The Employer shall determine in which classification(s) and which work units layoffs will occur. 
The parties agree that the following method will be used for bumping within the bargaining unit: 

A. Employees may exercise their seniority to displace the least senior employee in their 
classification, an equal-rated job classification or a lower-rated job classification that is avail­
able, provided said employee has the present and said ability and qualifications to perform 
the work of the new position without training. 

B. Any non-probationary employee who is bumped from his position shall have Five (5) days in 
which to exercise his bumping rights in a similar matter. Any non-probationary employee 
bumped who is not able to exercise his seniority by bumping another less-senior employee, 
as listed above, shall be laid off and placed on the appropriate recall list. Any employee may 
only exercise his bumping rights once during any single layoff affecting his position. Failure to 
exercise bumping rights within the Five (5) day period will be a waiver of all bumping rights by 
the employee. 

C. Income Maintenance Worker 3's may only be bumped by an employee currently in the 
Income Maintenance 3 classification. Social Service Worker 3's may only be bumped by 
employees currently in the Social Service Worker 3 classification. 

12.04 Employees who have completed an original probationary period who are laid off shall be placed 
on a recall list for a period of two (2) years. If there is a recall, employees who are still on the 
recall list shall be recalled, in the inverse order of their layoff, provided they are presently 
qualified to perform the work in the job classification to which they are recalled without further 
training. It is the responsibility of the employee to keep the Employer informed of any change in 
address or the employee's availability for recall during the above One (1) year period. 

12.05 Notice of recall from a layoff shall be sent to the employee by registered mail with a copy to the 
Union. The Employer shall be deemed to have fulfilled its obligations by mailing the recall notice 
by registered mail, return receipt requested, to the last mailing address provided by the employee. 

12.06 In the case of a layoff, the recalled employee shall have Five (5) work days following the date of 
mailing of the recall notice to notify the Employer of his intention to return to work and shall have 
Three (3) work days following the receipt of the recall notice in which to report for duty, unless a 
different date for returning to work is otherwise specified in the notice. Failure to notify the 
Employer and/or appear for work within the period established by this section shall be considered 
a voluntary resignation of employment with loss of all recall rights. 

ARTICLE 13 MILITARY LEAVE 

13.01 A member of the Ohio National Guard, Ohio Defense Corps, the Naval Militia or other reserve 
components of the armed forces of the United States, is entitled to leave of absence without loss 
of pay while on active duty, or field training for periods of time not to exceed a total of 31 calendar 
days (176 work hours or 22 work days) in any one calendar year. The work days under this 
Article need not be consecutive. 

13.02 If an employee enlists and/or is drafted any time after Ninety (90) days of employment with the 
County, he will be granted Military Leave without pay for the duration of his service. This leave 
will be granted up to Four (4) years of service. In the event of a reenlistment, the employee's 
service with the County will be terminated. Upon return to civilian status, an employee will be 
granted the same or similar position in the Department, providing the employee applies for 
reinstatement within Ninety (90) days of separation from military service. 
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ARTICLE 14 COURT LEAVE/JURY DUTY 

14.01 The Employer shall grant full pay for regularly scheduled work hours on any day when an 
employee is subpoenaed for any court, legal administrative tribunal, or jury duty by the United 
States, the State of Ohio, or a political subdivision. All compensation received from the court or 
jury duty, less legitimate expenses, is to be remitted by the employee to the Employer, unless 
such duty is performed totally outside of normal working hours. 

14.02 Employees shall not be entitled to paid court leave when appearing in court for criminal or civil 
cases, or when the case is being heard in connection with the employee's personal matters. 
Such personal absences will be approved leave without pay unless the employee wishes to 
utilize other earned time. If an employee wishes to utilize earned time, he shall notify the 
Employer at least Two (2) weeks in advance of his court date, whenever possible. 

14.03 Any employee released from jury duty Four (4) hours prior to the end of his scheduled work day, 
shall report to work for the remaining hours. Employees who are scheduled for jury duty shall 
work a regular, non-flex schedule unless prior approval is obtained from his supervisor. 
Employees will not have jury duty counted towards hours worked for purposes of overtime. 

ARTICLE 15 PERSONAL LEAVE OF ABSENCE 

15.01 FAMILY AND MEDICAL LEAVE. Any employee may request and may be granted an unpaid 
leave of absence for family/medical leave, in accordance with the Family and Medical Leave Act. 
This leave may extend for a period not to exceed Twelve (12) calendar weeks. The employee 
shall be required to exhaust any accrued paid leave prior to beginning the period of t-A-e unpaid 
family leave. The family leave shall be administered per the Family Medical Leave Act of 1993 
(Appendix B). An employee is eligible for family leave upon completion of One (1) year of 
employment. Leaves of absence without pay may be requested for medical and family reasons 
for periods not to exceed Three (3) additional months beyond the family and medical leave. An 
employee may have no more than a total of Six (6) months leave in a Twelve (12) month period. 
The authorization for such leave will be at the discretion of the employer. Upon completion of a 
leave of absence, the employee is to be returned to the position formerly occupied, if available, or 
to a similar position, as determined by the Director. If the employee fails to return to work at the 
expiration of a leave of absence, the employee will be deemed to be absent without leave. If the 
absence continues for more than Three (3) days, the employee shall be subject to removal. 
Approved leaves of absences do not constitute a break in service. Any employee that has 
temporarily filled a position during an unpaid leave of absence shall revert back to his former 
position. 

15.02 DISABILITY SEPARATION. Disability separations will be handled in accordance with the current 
rules and regulations of the Public Employee Retirement System. Employees must contact that 
state agency for information. The reinstatement rights guaranteed to employees will be in 
accordance with 124.32(B) of the Revised Code. 

15.03 If an employee has been off for an extended leave, upon their return to work, their work load and 
cases will be reviewed by their supervisor and they will receive position update training, as 
needed. 

ARTICLE 16 VACATION 

16.01 Bargaining unit employees are entitled to vacation with pay after One (1) year of continuous 
service with the Employer. The amount of vacation leave to which an employee is entitled is 
based upon length of service, and shall accrue each of Twenty Six (26) bi-weekly pay period in a 
calendar year. as follows: 
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Effective January 1, 2016, the vacation accrual rate will be as follows: 

LENGTH OF SERVICE 

Less than 1 year 
At the completion of 1 year 
At the completion of 8 years 
At the completion of 15 years 
At the completion of 25 years 

BIWEEKLY 

None 
3.1 hours 
4.6 hours 
6.2 hours 
7.7 hours 

ANNUAL 

2 weeks 
3 weeks 
4 weeks 
5 weeks 

16.02 No employee will be entitled to vacation leave nor payment for accumulated vacation under any 
circumstances until he has completed One (1) year of employment with the Employer. 

16.03 Vacations are scheduled in accordance with the workload requirements of the individual work 
units or divisions, with the approval of the Director. 

A All vacation requests for the month of December must be submitted by November 1st of the 
current year. At the time of submission, requested time must be accrued (on the books). 

B. Any requests after November 1st are strictly on a first come, first serve basis where seniority 
does NOT govern. Requested time must be accrued (on the books). 

C. Adjustments to the schedule will be made based upon seniority and, in accordance with the 
workload requirements , as determined by the Employer. 

16.04 With the exception of the month of December, an employee wishing to change his scheduled 
vacation of One (1) week or more shall give the Employer reasonable advance notice. All changes 
in the schedule shall be made on a "first come-first served" basis for those unscheduled and 
available weeks remaining. The Employer may waive the advance notice if the employee can show 
that there is a bona fide emergency, or circumstances beyond the control of the employee. The 
Employer shall have the right to deny vacation requests if workload requirements do not permit an 
employee to be off from work. 

16.05 Once the vacation has been approved by the Employer, alteration or cancellation of vacation days 
off by the Employer shall be based only on unforeseen emergency needs, or circumstances 
beyond the control of the Employer. 

16.06 Employees may carry over vacation accrual from year to year only in accordance with §124.13 of 
the Ohio Revised Code. 

16.07 In the case of death of a bargaining unit member, the unused vacation leave to the credit of any 
such employee shall be paid to the surviving spouse or to his estate. 

16.08 Employees may request their vacation leave pay by submitting such written request to the 
Employer no later than Thirty (30) days prior to the commencement of scheduled vacation leave. 

16.09 The Employer agrees that members of the bargaining unit, who are eligible for vacation credit 
under O.R.C. §9.44, as amended effective 10/25/95, will receive such credit. Any bargaining unit 
member who did not already receive credit for time served in public employment under prior­
enacted O.R.C. §9.44 shall be required to have written confirmation of such Ohio public employ­
ment. 

ARTICLE 17 UNION DELEGATE LEAVE 

17 .01 Duly elected Union delegates or alternates to the annual conventions of the Union Council 8, and 
the biennial conventions of the American Federation of State, County and Municipal Employees, 
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AFL-CIO, shall be granted time off without pay, or vacation time at their discretion, for the purpose 
of participation in such conventions, but not to exceed Ten (10) days per year for all employees in 
the bargaining unit. The number of employees shall be limited to Four (4) employees for any one 
such convention. The Union shall notify the Director Fifteen (15) work days prior to departure for 
the conventions. The Union shall notify the Director of the names of the employees attending. 

17.02 No more than Four (4) employees shall be granted leave to attend any one convention. There 
shall be no more than One (1) employee, unless One (1) or more are officers in the Union, from 
each unit granted permission. In no case shall more than Two (2) employees be absent at any 
one time from any unit for Union Delegate Leave. Unit is defined as Income Maintenance, Social 
Services, C.S.E.A. and Fiscal. 

ARTICLE 18 PERSONAL TIME 

18.01 All full-time employees covered by this Agreement shall be credited with thirty-two (32) hours 
personal time off effective March 1, 2015 and thirty-two (32) hours of personal time March 1, 
2016. All employees must have successfully completed their probationary period to use their 
personal time. All full-time employees will receive a one-time lump sum bonus of $200.00 to be 
paid upon ratification of the contract. 

18.02 Such personal time shall be scheduled by the employee in the contract year in which they are 
earned. There shall be no carry-over of personal time. 

18.03 An Employee shall take said personal time at his choosing, with the following criteria: 

A. Requests for personal time must be made orally or in writing to the employee's supervisor or 
designee for authorization. Nothing in this section prohibits management's immediate 
approval or disapproval of personal time. 

B. Utilization of personal time shall not cause a conflict with the operations of the Department. 

ARTICLE 19 HOLIDAYS 

19.01 Employees shall be entitled to the following paid holidays, per year: 

New Years Day Columbus Day 
Martin Luther King Day Veteran's Day 
President's Day Thanksgiving Day 
Memorial Day Day after Thanksgiving 
Independence Day Christmas Day 
Labor Day 

19.02 In the event a holiday falls on Saturday, the Friday immediately preceding shall be observed as 
the holiday. In the event a holiday falls on Sunday, the Monday immediately succeeding shall be 
observed as the holiday. 

19.03 Employees shall be paid for Eight (8) hours at their straight time hourly rate for each of the 
holidays listed in §19.01 above when no work is performed on such holidays. 

19.04 In order to be eligible for holiday pay, an employee must work the scheduled day before and 
scheduled day after the holiday. Employees on appropriate leave will not lose a holiday or pay. 
Employees who utilize sick time the day before or the day after a hol iday may be requested to 
present a licensed physician's note. 

ARTICLE 20 SICK LEAVE 

20.01 CREDITING OF SICK LEAVE. Sick leave shall be earned at the rate of 4.6 hours for each Eighty 
(80) hours in active pay status, including vacation, and sick leave, but not during a leave of 
absence or layoff. Unused sick leave shall accumulate without limit. 
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20.02 EXPIRATION OF SICK LEAVE. If illness or disability continues beyond the time covered by 
earned sick and other accrued leave, the employee may be granted a leave of absence without 
pay in accordance with Article 15, LEAVES OF ABSENCE. If at any time during the term of this 
agreement, the Employer implements a sick leave bank program, the parties will meet and confer 
on the program to determine if the employees within the bargaining unit will participate. 

20.03 CHARGING SICK LEAVE. An employee shall be charged for sick leave only for days upon which 
he would otherwise have been scheduled to work. Sick leave payment shall not exceed the 
normal scheduled workday or workweek earnings. 

20.04 USES OF SICK LEAVE. Sick leave shall be granted to an employee upon approval of the 
Employer or his designee for the following reasons: 

A. Illness or injury of the employee or his immediate family in accordance with this Article. 
B. Death of a member of his immediate family; 
C. Medical, dental, or optical examination or treatment of employee or his immediate family 

which cannot be scheduled during non-working hours; 
D. If a member of the immediate family is afflicted with a contagious disease and requires the 

care and attention of the employee, or when through exposure to a contagious disease, the 
presence of the employee at his job would jeopardize the health of others; 

E. Pregnancy, paternity, and/or childbirth and other conditions related thereto; 

20.05 EVIDENCE REQUIRED FOR SICK LEAVE USAGE. The Employer shall require an employee to 
furnish a licensed physician's slip to justify the use of sick leave. Falsification of a licensed 
physician's slip shall be grounds for disciplinary action. 

20.06 NOTIFICATION BY EMPLOYEE OF INABILITY TO WORK. When an employee is unable to 
work, he shall notify his immediate supervisor or other designated person in the agency through 
the County phone system (Supervisor's direct line or Administration 419.627.4401) as soon as 
possible and/or no later than 8:45 a.m. on the date of the absence. If emergency conditions make 
it impossible or if the employee has made other reporting arrangements with his immediate super­
visor, the provisions of this section may not apply. 

20.07 PHYSICIAN STATEMENT FOR SICK LEAVE. If medical attention is required, the employee shall 
be required to furnish a statement from a licensed physician notifying the Employer that the 
employee was unable to perform his duties. This slip must contain a date of return to work, and 
release to return with no restrictions before the employee will be permitted to return to work. The 
Employer will require a release with no restrictions in cases where the employee, with a non­
permanent medical condition, can demonstrate that he can fulfill all the current duties of his 
position upon return to work. Where the employee is absent for three (3) or more consecutive 
days due to illness the employee will be required to furnish a statement from a licensed physician 
upon return to work. If the Employer determines that there is a pattern of abuse of sick leave, the 
employee may be required for furnish a statement from a licensed physician notifying the 
Employer that the employee was unable to perform his duties. This slip must contain a date of 
return to work, and release to return with no restrictions, for employees with non-permanent 
medical conditions, before the employee will be permitted to return to work. The Employer will not 
require a release with no restrictions in cases where the employee, with a permanent medical 
condition, can demonstrate that he can fulfill all the current duties of his position upon return to 
work with or without a reasonable accommodation. The Employer may determine the reasonable 
accommodation upon consultation with medical personnel. 

20.08 PHYSICIAN'S EXAMINATION FOR SICK LEAVE. When reasonable under the circumstances, 
the employer will require an employee to take an examination, conducted by a licensed physician 
or psychologist, selected by the Employer, to determine the employee's physical or mental 
capability to perform the duties of the employee's position. If found not qualified, the employee 
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may be placed on sick leave or disability leave or required to remain on sick leave. If found to be 
medically qualified to return to work, the employee shall return within Three (3) calendar days of 
the date of the receipt of the Employer's notice to return to work. The cost of the examination shall 
be paid by the Employer. When presented with a demand signed by the employee or both the 
employee and the Union, the Employer shall disclose in writing the circumstances leading up to 
the Employer's decision to require an examination. It is understood by all parties that such a 
demand and response are to be held in strict confidence and do not constitute publication. If the 
employee disagrees with the decision of the professional to whom he has been sent, he may seek 
a second opinion from a professional of substantially equal credentials and licensure, the cost of 
which will be borne by the employee. If the two opinions are in substantial disagreement the two 
professionals so rendering those evaluations must mutually agree upon a third professional of 
substantially equal credentials and licensure whose opinion shall be final and binding. The costs 
of the third opinion will be borne equally between the employee and the employer. 

20.09 RETENTION OF SICK LEAVE. An employee who transfers from another county to the 
Department shall retain credit for any sick leave earned, so long as he is employed by the 
Department, except that deduction shall be made for any payment or credit given by the previous 
agency in lieu of taking sick leave. The previously accumulated sick leave of an employee who 
has been separated from the public service shall be placed to his credit upon his re-employment, 
providing such re-employment takes place within Ten (10) years of the date on which the 
employee was last terminated from public services. 

20.10 The parties agree that the established part-time employees in the bargaining unit shall continue to 
receive a pro-rata share of sick leave benefits as determined by their hours of work. 

20.11 BEREAVEMENT LEAVE. Time off with pay will be granted to an employee who provides proof of 
death, and when requested, proof of familial relationship as follows: 

A. IMMEDIATE FAMILY. Five (5) days paid leave will be granted to an employee upon the death 
of an immediate family member, which is considered to be a spouse; parent; child; step-child 
residing in the home; sibling; or an individual serving as 'in loco parentis', if documented prior 
to the death; or significant other who resides in the residence of the employee if documented 
prior to death. 

B. EXTENDED FAMILY. Three (3) days paid leave will be granted to an employee upon the 
death of an extended family member, which is considered to be a stepchild living outside the 
residence of the employee; stepparent; grandchild; mother-in-law; father-in-law; or 
employee's grandparents. 

C. DISTANT FAMILY. Two (2) days paid leave will be granted to an employee upon the death of 
an distant family member, which is considered to be a stepsister; stepbrother; sister-in law; 
brother-in-law; son-in-law; daughter-in-law; employee's niece; employee's nephew; 
employee's aunt or employee's uncle. 

Additional time may be granted from employee's accrued vacation, personal time, or comp time 
due to circumstances beyond the control of the employee. 

ARTICLE 21 CALAMITY DAYS/CLOSINGS 

21.01 The parties agree that emergencies may occur that could result in an announcement of a delayed 
opening or closing of the office, for which employees will be compensated, provided they are 
scheduled to work and are not already on a previous leave of absence, paid vacation, or paid sick 
leave, The employees will be contacted by the supervisor or by news bulletins on station WLEC, 
1450 AM or WCPZ, 102. 7 FM, Sandusky. Employees are responsible for checking the radio or 
news stations for weather updates. On days when travel appears hazardous or when threatened 
closing is imminent, the employees are required to work a regular, non-flex schedule. 
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ARTICLE 22 EMPLOYEE TRAINING/SCHOOLING 

22.01 Employee training may consist of on-the-job training sessions run by the Employer and/or 
representatives of firms or organizations, courses for certification, and external seminars and 
courses. These training sessions or seminars may be run by the Employer, or its designee, or by 
specialists. Employees will be paid for training sessions and seminars upon the approval of the 
Employer. 

22.02 Employees may be chosen for training or special education classes on the basis of seniority, if 
other, less senior employees are not required, by the Employer, to obtain such education or 
special training in order to maintain or preserve their skills. 

22.03 Any employee whose training or education is provided at the Employer's cost may be required to 
disseminate such training or education to other employees. 

ARTICLE 23 HOURS AND OVERTIME 

23.01 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. The employer shall establish the work schedules and may 
establish flexible work hours to meet the needs of the employer's operation. If a flexible hours 
schedule cannot be achieved then overtime will be taken into consideration. An employee utilizing 
a flexible schedule shall work an Eight (8) hour day unless prior approval of the Employer or Its 
designee is obtained. The Employer agrees that before changes are made in the current system 
of flex-time for the bargaining unit, the Employer will negotiate the changes with the Union. 
Flexible schedules are subject to approval by the Employer. Proposed changes will not be 
implemented until agreement or impasse occurs. This Article is intended to be used as the basis 
for computing overtime. 

23.02 The regularly scheduled work week for all full time employees covered by the terms of this 
agreement shall be Forty (40) hours, Monday through Friday, exclusive of a One-half (1/2) to One 
(1) hour unpaid daily lunch period. The lunch period will be free of interruptions except for 
emergencies. There will be Two (2) Fifteen (15) paid breaks during each Eight (8) hour workday. 
The workweek, for purposes of overtime, shall be computed between 12:01 a.m. on Sunday of 
each calendar week to midnight on the following Saturday. 

23.03 OVERTIME CALCULATION 

A. Employees working overtime shall receive time and one-half (1 %) of the employee's regular 
rate of pay after working Forty (40) hours in a pay period. Active pay status includes vacation, 
holidays, personal days and Funeral Leave. 

B. The Employer must approve all overtime in advance. Compensation shall not be paid more 
than once for the same hours under any provision of this Article. 

23.04 COMPENSATORY TIME. In lieu of overtime pay, as provided in 23.03 above, an employee may 
request to take compensatory time at the rate of one and one-half (1 %) hours compensatory time 
off for each hour of overtime worked over Forty (40) hours in a week. The employee will have the 
option of choosing compensatory time in lieu of overtime pay. Employees may not accumulate 
more than One-hundred and twenty (120) hours of compensatory time and must use their 
accumulated compensatory time within One hundred eighty (180) days after the overtime is 
worked. Compensatory time off will be granted at a time mutually convenient to the employee and 
the Employer. Compensatory time off will be granted on a first-come, first-served basis. If Two (2) 
employees put in for compensatory time for the same period at the same time, seniority will 
govern. The employee must submit a written request on a standardized form and receive approval 
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from the Employer prior to taking compensatory time off. Any compensatory time which the 
Employer does not allow to be taken within the One Hundred Eighty (180) days will be paid. 

ARTICLE 24 BULLETIN BOARDS 

24.01 The Employer agrees to provide Two (2) 2' x 4' bulletin boards for the Union. One (1) Union 
bulletin board shall be located in the lounge/lunch room and One (1) Union bulletin board shall be 
located in the Social Service wing. 

24.02 All Union notices of any kind posted on the bulletin boards shall be signed and dated by a Union 
representative. Posting will be done by a Union representative. 

24.03 Union notices related to the following matters may be posted: (A) Union recreational and social 
affairs; (8) notice of union meetings; (C) Union appointments; (D) notice of Union elections; (E) 
results of Union elections; (F) reports of standing committees and independent non-political arms 
of the union; and (G) publications, rulings, or policies of the Union. 

24.04 It is understood that no material may be posted on the Union bulletin board at any time which 
contain personal, scandalous, or derogatory attacks on any individual, the Employer, officials or 
favorable comments on candidates for public office. 

24.05 No Union related materials of any kind may be posted anywhere in the Employer's facility or on 
the Employer's equipment except on the bulletin board designated for use by the Union. 

24.06 Upon the request of the Director or her designee, the Union shall cause the immediate removal of 
any material posted in violation of this Article. Matters regarding material authorized for posting or 
unauthorized for posting may be discussed in accordance with Article 26, LABOR MANAGE­
MENT MEETINGS. 

ARTICLE 25 HEAL TH AND SAFETY 

25.01 It is agreed that safety must be a prime concern and responsibility of both parties. Therefore, the 
Employer accepts its responsibility to provide safe working conditions, employer provided tools, 
equipment and working methods for its employees. The Employer will attempt to correct unsafe 
working conditions, and see that the safety rules and safe working methods are followed by their 
employees. The employee(s) accepts the responsibility to maintain his tools, equipment and work 
area in a safe and proper manner, and accepts the responsibi lity to follow all the Employer's 
safety rules and safe working methods. All unsafe working conditions must be reported to the next 
higher authority in charge as soon as they are known. The parties agree to abide by all applicable 
state and federal laws in the area of safety and health. 

ARTICLE 26 LABOR-MANAGEMENT MEETINGS 

26.01 Labor-Management meetings are to be used to aid in administering the contract and 
dissemination of information between the parties. Labor-Management meetings are held bi­
monthly unless mutually agreed otherwise. Each party shall determine who shall represent it at 
any scheduled Labor-Management meeting. 

26.02 Both parties shall provide a summary of items, listed in priority, of which they wish to discuss at 
least Five (5) days prior to the scheduled meeting, unless agreed otherwise, to the 
Administrative Assistant in Administration who will prepare and disseminate an agenda. An 
agenda may not consist of more than Five (5) items unless mutually agreed upon by the parties. 
The minutes from the Labor-Management meetings shall be provided to each party at the close 
of each Labor-Management meeting. If a Labor-Management meeting has to be cancelled, a 
new date will be rescheduled, within Five (5) working days of the date of the original meeting, if 
the parties' calendars permit. 
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26.03 At each Labor-Management meeting: 

A. Union and Management will have eight (8) total seats apiece 
8. Experts will be called in as necessary according to specific topics 
C. Length of meeting time will be 1 Yi hours; 20 minutes per topic 

26.04 Topics to be discussed at a Labor-Management meeting include but are not limited to: 

A. Sick leave bank 
B. Staffing and workloads 
C. Employee assistance program 
D. Rules and regulations promulgated by the employer. 
E. Quarterly Budget Reports and budgetary issues related to the Agency's funding. 

26.05 The parties recognize that during the course of sound labor relations, topics of discussion 
including but not limited to, may require additional review, collaboration and adjustment. To the 
greatest extent possible, both labor and management will jointly review such items. This review 
is not meant to circumvent management's rights or the grievance process as outlined in this 
agreement. 

ARTICLE 27 NO STRIKE/NO LOCKOUT 

27.01 Inasmuch as this Agreement provides machinery for the orderly resolution of grievances, the 
Employer and the Union recognize their mutual responsibility to provide for uninterrupted 
services to the Citizens of Erie County for the life of this Agreement. Therefore: 

A. The Union agrees that neither it, its officers, agents, staff representatives, or members will 
authorize, instigate, cause, aid, condone, or participate in any strike, work stoppage, or any 
other interruption of operations or services of the Employer, by its members or other 
bargaining unit employees of the Employer. When the Employer notifies the Union that any of 
its members are engaged in any such strike activity, as outlined above, the Union shall 
immediately, conspicuously post notice over the signature of an authorized representative of 
the Union to the effect that a violation is in progress and such notice shall instruct all 
employees to immediately return to work. The Union shall also notify the media of notices 
herein, as soon as possible after notifying the employees. Should the Union fail to post such 
notice, the Employer shall have the option of seeking any appropriate legal remedies. Any 
employee failing to return to work after notification by the Union as provided herein, or who 
participates or promotes such strike activities as previously outlined, may be discharged and 
only the question of whether or not he did in fact participate in or promote such action shall be 
subject to appeal. 

B. The Employer . agrees that neither it, its officers, agents or representatives, individually or 
collectively, will authorize, instigate, cause, aid or condone any lockout of members of the 
Union for the life of this Agreement. 

ARTICLE 28 MISCELLANEOUS 

28.01 REVIEW OF PERSONNEL FOLDERS 

A. Employees shall be allowed to review, as well as be entitled to copy all material within, their 
personnel folders at any reasonable time upon request. If an employee, upon examining his 
personnel folder, has reason to believe that there are inaccuracies in those documents to 
which he has access, the employee may file a grievance to the Employer explaining the 
alleged inaccuracy. If, upon investigation, the Employer sustains such allegation, it shall 
correct the material in the presence of the employee and the Union. The Union may review an 
employee's medical records upon a written authorization from the employee. 

8. The employee may add a rebuttal to any written notice of discipline which appears in his file. 
The rebuttal shall be limited to factual inaccuracies, or issues of irrelevancy or timeliness. The 
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rebuttal shall be limited to One (1) 8Y2 by 11 sheet of paper and must be signed and dated by 
the employee. 

28.02 CIVIL SERVICE UTILIZATION. The parties agree that the services of the Ohio Department of 
Administrative Services will not be utilized during the life of this agreement unless required by 
law. The parties agree to meet to develop a performance evaluation tool through the fqrmation 
of a Labor/Management subcommittee to convene on or before April 1, 2014; such non-merit 
based performance evaluation tool will be in place by October 1, 2014 to be implemented for 
2014 year-end evaluations and each year moving forward. Evaluations will not be used to 
discipline employees. Evaluations will not be used during disciplinary hearings. Evaluations will 
not be considered as a part of Article 10.04 vacancies until March 1, 2015. The Employer and 
the sub-committee will meet to re-evaluate the evaluation tool prior to October 1, 2015. The 
Union will determine their sub-committee composed of three people. 

28.03 UNION MEETINGS. The Employer shall provide available Departmental meeting areas, 
conference rooms, and appropriate facilities for the Union, without cost to the Union or 
employees. 

28.04 TABLE OF ORGANIZATION. The Employer agrees to provide the Union with copies of the 
Table of Organization of the Department within Thirty (30) calendar days of the approval of the 
Table by the Erie County Board of Commissioners. 

28.05 P.E.O.P.L.E. PAYROLL DEDUCTION. The Employer agrees that bargaining unit employees 
may participate in the AFSCME P.E.O.P.L.E. Program through the payroll deduction system. 

28.06 LOUNGE FACILITY. The Employer agrees to continue to provide a free lounge facility to the 
employees for the life of this Agreement. 

28.07 CREDIT UNION/SAVINGS BOND. The Parties agree the current practice of payroll deduction(s) 
for credit union deductions and savings bonds deduction(s) shall continue provided sufficient 
space is available on the stub. 

28.08 JOB DUTIES. Changes in job duties in any classification shall not be made without negotiations 
with the Union, at times and places mutually agreeable to both parties. The Employer shall 
provide the employees with a copy of their job duties. Nothing in this article shall negate Articles 
7.01 and 7.02. 

28.09 DIRECT DEPOSIT. Direct Deposit is mandatory. 

ARTICLE 29 HOSPITALIZATION I MAJOR MEDICAL 

29.01 The Employer shall select the carrier for the insurance programs herein. Any change in carriers or 
programs will amend this agreement to reflect said change. 

29.02 Employees of the Bargaining unit in full-time active pay status, or approved Family and Medical 
Leave, are eligible to participate in the health insurance plan provided to the Employer's non­
bargaining employees for the duration of this Agreement, as provided below: 

A The Employer agrees that any future change in the level of benefits or any new insurance 
programs which are provided to other County employees during the life of this agreement shall 
also be provided to the bargaining unit employees. Any change in carriers or programs as 
recommended by the Cost Containment Committee and approved by the Board of Erie County 
Commissioners will amend this agreement to reflect said change. 
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B. Effective 01/01/14, Employees will be required to contribute at the same rate as non­
bargaining unit employees provided that premium contributions do not exceed 20% as 
recommended by the Cost Containment Committee and approved by the Board of Erie County 
Commissioner and/or required by law. 

C. The Union President or their designee will continue to be a member of the County's Cost 
Containment and Wellness Committee and can attend these meetings on County time. 

29.03 Insurance Booklets shall be provided to all eligible employees. 

29.04 LIFE INSURANCE. The Employer will provide a Fifty-thousand ($50,000) Term Life Plan with A. 
D. & D. for the life of this Agreement. 

29.05 VOLUNTARY PLANS Any plan in which the employee pays a portion of or the entire monthly 
premium is understood to be a voluntary participation plan. The County reserves the right to 
increase the premiums for such voluntary plans. 

ARTICLE 30 PERS TAX DEFERRAL 

30.01 The Employer will continue the PERS Salary Reduction Plan as implemented in 1990. The 
Employer shall designate the ten percent (10%) of gross wages paid each year by individual 
employees to the Public Employee Retirement System of the State of Ohio as Employer-paid for 
the purpose of deferred state and federal income taxes under the Pension pick-up plan 
commonly referred to as "salary reduction plan". Each employee will continue to pay the required 
amount of ten percent (10%) gross salary to PERS. The Employer and Employee will continue to 
pay their required share as may change from time to time as defined by the statutory laws of the 
State of Ohio. 

30.02 This benefit is not optional with each individual employee. All employees will be placed in the 
plan listed in 30.01 of this Article for the duration of their employment with the County. Vesting of 
the Employee and Employer share will continue to be governed by the laws of the State of Ohio. 

ARTICLE 31 WAGES 

31 .01 RATES OF PAY. The base rates of pay are established for the classifications as in Appendix D 
and reflect a 1.5% increase in 2014; 1.5% in 2015; 1.5% in 2016. 

31 .02 PROBATIONARY RATE OF PAY. New hire probationary employees shall be paid at the rate of 
pay for their classification in Appendix A of this Agreement reduced by Ten Percent (10%) for the 
period of their probationary period. 

31 .03 LONGEVITY PAY. Longevity is based upon continuous service with Erie County Department of 
Job and Family Service. The new longevity schedule will be, after attainment of the required 
service: 

SERVICE 

5 years 
10 years 
15 years 
20 years 

ANNUALLY 

$312.00 
520.00 
728.00 
928.00 

The Employer agrees that this sum will be paid to employees in a lump sum amount on the first pay 
period of December of each year of the contract. An employee shall not be entitled to any interest which 
may accrue on such deferred holiday pay. Employees employed with Erie County Department of Job and 
Family Services prior to March 1, 1996, will have all prior service with Ohio county OHS or CSB units will 
be included as county service for purposes of this Article. Any employee receiving longevity pay on 
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February 29, 1996 will continue to receive those amounts in addition to the amounts, if any, listed above, 
for the duration of this Agreement. 

31 .04 WORKING AT A HIGHER CLASSIFICATION. Any bargaining unit member who is required by the 
employer to work in a higher classification for a period of Four (4) or more consecutive hours shall 
receive the rate of pay for the higher classification for all hours worked. 

31 .05 BILINGUAL PAY SUPPLEMENT. When an employee actively performs the duties of a translator 
of a foreign language, or acts as a translator for a handicapped individual, such as deaf or blind, 
he shall receive an additional sum of Five Dollars ($5.00) for each hour or part thereof, in which 
he works as a Departmental translator. Present employees who are currently doing translator 
duties will not be required to pass an oral or written competency test unless deficiencies are noted 
in their translations. Employees who begin translating duties subsequent to the date of the signing 
of this Agreement may be required to take and pass an oral and/or written competency test in 
order to qualify for this additional pay supplement. 

31.06 STAND BY PAY. Any employee in the Children's Service Protective Unit who works Seven (7) 
consecutive days on standby duty shall receive the sum of Two Hundred and Ten Dollars ($ 
210.00). Any duties performed while on standby will be paid in accordance with Article 23, Hours 
of Work/Overtime. Any change in the seven (7) consecutive day rule must have prior approval by 
the Children Services Administrator or his designee. 

31.07 PAY OFF OF EARNED BENEFITS. Employees shall receive a payout of all benefits under this 
contract, in accordance with the present policy of the County, upon retirement, death or quit. In 
cases of death, the amount is paid to the employee's estate. The present policy of the County 
permits One-fourth (1/4) of the accrued sick leave up to a maximum of Two Hundred and Forty 
(240) hours at the last rate of pay for any employee who retires or dies, after completing at least 
ten (10) years of service. 

31 .08 MILEAGE. Employees required by the Department to use their personal vehicles for the County 
business shall receive whatever is approved by the Erie County Board of Commissioners in the 
annual budget policies but in no case shall be less than Twenty-five cents (25¢) per mile. 

ARTICLE 32 DUES DEDUCTION 

A. Dues will be deducted from an employee's paycheck once the dues deduction card (Appendix 
E) is received and stamped in by the Employer. The Employer shall not be responsible for 
any dues deduction if the Union does not provide to the Employer a properly completed dues 
deduction card. The dues will be deducted beginning in the first pay period of the month 
following receipt of the dues card. The dues deduction obligation shall commence when the 
dues deduction card is submitted by the local union to the Employer. 

B. It is understood and agreed between the Employer and the Union that the Employer will 
deduct any back unpaid Union dues, initiation fees, and uniform assessments owed the 
Union, as well as current Union dues, initiation fees, and uniform assessments from the 
paycheck of all employees who have signed proper legal authorizations for such deductions 
and who are covered by this Agreement, on the first payday of the month for which current 
union dues and initiation fees are due the Union. The Employer further agrees to remit to the 
Comptroller/ Treasurer of the Union before the 15th day of the month, all Union dues, 
initiation fees, and uniform assessments so deducted from the paychecks of the employees 
covered by this Agreement. It is also agreed that neither the Union nor any employees shall 
have a claim against the Employer for errors in the processing of deductions unless a claim of 
error is made to the Employer in writing within Sixty (60) calendar days after the date such an 
error is claimed. If it is found an error was made, it will be corrected at the next pay period that 
Union dues deductions will normally be made. 
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C. All dues deduction cards which are processed by the Union shall remain processed, for the 
life of this contract. Monthly union dues are to be deducted evenly between the first two pay 
periods of each month. 

D. The Employer shall remit the monthly dues deduction check(s), along with appropriate listing 
of employees, to the Secretary/ Treasurer/ Controller; Ohio Council 8, AFSCME, AFL-CIO, 
6800 N. High St., Worthington OH 43085-2512. 

32.02 In cases where an employee does not have sufficient wages due on the first pay period of the 
month, the Employer agrees to deduct double dues from the pay of any such employee on 
regular check-off dates until all arrearages are brought up to date. 

32.03 The Union shall indemnify and hold harmless the Employer from any and all claims, suits, 
demands or other liability as a result of their actions regarding this 32.01 and 32.02. 

32.04 The Employer shall provide the Union an alphabetical list of the names and addresses of each 
employee on whose account a dues deduction was made during the previous month including the 
amount of the deduction. 

ARTICLE 33 FAIR-SHARE FEE 

33.01 Each bargaining unit employee who is not a member of the Union shall, as a condition of 
employment, pay a fair-share fee to the Union. The fair-share fee obligation shall commence on: 

A. The effective date of this Agreement for all current employees who have been employed for 
more than Sixty (60) calendar days. 

B. The Sixty-first (61) calendar day of employment for all current employees who have not 
completed Sixty (60) calendar days of employment as of the effective date of this Agreement. 

C. The Sixty-first (61) calendar day of employment for each employee hired after the effective 
date of this Agreement. 

33.02 Fair-share fees shall be paid by automatic, payroll deduction. Fair share fee deductions do not 
require prior authorization from the affected employee. Fair-share fees shall be deducted in 
amounts determined by the Union and communicated to affected employees and the Employer 
in writing prior to the implementation of such deductions. 

33.03 Fair-share fee payroll deductions and transmittals shall be made in the same manner provided 
herein for dues deductions. The Employer shall provide the Union an alphabetical list of the 
names and addresses of each employee on whose account a fair-share fee was deducted during 
the previous month including the amount of the deduction. 

33.04 The Employer's obligation to deduct fair-share fees is contingent upon the Union's fulfillment, on 
behalf of each non-member, bargaining unit employee, of each obligation established in writing. 

33.05 The Union may amend the Fair Share Fee by providing the Employer a written copy of the 
procedure as amended. Changes in the amounts to be deducted shall become effective on the 
Thirtieth (30) calendar day after their actual receipt by the Employer. 

33.06 Both the Employer and the Union intend that this Article be lawful in every respect. If any court of 
last resort determines any provision of this Article is illegal; that provision, along, shall be void. 
Invalidation of any provision of this Article does not invalidate the remaining provisions. If a 
provision is judicially invalidated, the Employer and the Union shall meet within Fourteen (14) 
calendar days after the entry of judgment to negotiate lawful, alternative provisions. 

33.07 This Article does not waive any of the Employer's rights to seek judicial review of any of its 
provisions at any time. 
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33.08 The Union warrants and guarantees to the Employer that no provision of this Article violates the 
constitution or laws of either the United States of America or the State of Ohio. Therefore, the 
Union hereby agrees that it will indemnify and hold the Employer harmless from any claims, 
actions or proceedings by any employee arising from deductions made by the Employer 
pursuant to this Article. Once the funds are remitted to the Union, their disposition thereafter shall 
be the sole and exclusive obligation and responsibility of the Union. 

33.09 This Article constitutes the entire agreement between the Union and the Employer with regard to 
fair-share fees. All other agreements are hereby rendered void. No portion of this Article may be 
amended except by written signed agreement of the parties. 

33.1 O The Employer shall remit the monthly fair-share fee deductions, along with the appropriate 
listings, and the dues deduction checks, along with the appropriate listings, to the 
Secretary/Treasurer/Comptroller, Ohio Council 8,AFSCME, AFL-CIO, 6800 N. High St., 
Worthington OH 43085-2512 

ARTICLE 34 LEGALCOUNSEL/LIABILITY INSURANCE 

34.01 For employees covered by the Agreement, the Employer shall provide for the defense of said 
employee(s) in any state or federal court in any civil action or proceedings, to recover damages 
allegedly caused by an act or omission of the employee in connection with a governmental or 
propriety function, if said act or omission occurred or is alleged to have occurred while the 
employee was acting in good faith and was within his scope of employment (Sovereignty 
Immunity Act of Ohio). The duty to provide for the defense of an employee does not apply in a 
civil action that is commenced by the Employer. 

34.02 The Employer shall continue the "liability Insurance Coverage" of the bargaining unit employees, 
in addition to the above, and to the extent as is provided by the County, for the duration of this 
contract. 

34.03 The Employer shall indemnify and hold harmless an employee in the amount of any judgment, if 
at the time of the act or omission the employee was acting in good faith and within his scope of 
employment. 

ARTICLE 35 SEVERABILITY/CONFORMANCE AT LAW 

35.01 This Agreement is subject to all applicable Federal and State laws, including Civil Rights, 
Affirmative Action, Unemployment Compensation, and the Public Employees Retirement 
System, and shall be interpreted wherever possible so as to comply fully with such laws, 
provisions, or any official decision interpreting them. However, this section shall not be 
interpreted as restricting the parties in negotiations where they have exceeded the benefits 
established by law. Nor does it establish, except for those areas outlined above, any minimum 
requirements to be established by law. 

35.02 If, during the life of this Agreement, any of the provisions contained herein are held to be invalid 
by operation of law or by any tribunal of competent jurisdiction, the remainder of this Agreement 
shall not be affected. In the event any provision herein is so rendered invalid, upon written 
request of either party, the Employer and the Union will meet promptly and attempt to negotiate a 
mutually satisfactory replacement for such provision. 

ARTICLE 36 DURATION/TERMINATION 
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A This Agreement shall be effective as of 03/01/14 and shall remain in effect and full force until 
02/28/17 unless otherwise terminated as provided herein. 

B. If either party desires to modify, amend, or terminate this Agreement, it shall give written 
notice of such intent Sixty (60) calendar days prior, to the expiration day of this Agreement. 
Such notice shall be by serving on the other party a copy of the notice to negotiate filed with 
the State Employment Relations Board. The parties shall commence negotiations within Two 
(2) calendar weeks upon receiving notice of intent. 

C. The parties acknowledge that during the negotiations which resulted in this Agreement, each 
had the unlimited right to make demands and proposals on any subject matter not removed 
by law from the area of collective bargaining, and that the understandings and agreement 
arrived at by the parties after the exercise of that right and opportunity are set forth in the 
Agreement. The provisions of this Agreement constitute the entire agreement between the 
Employer and the Union. Therefore, the Employer and the Union, for the life of this 
Agreement, each voluntarily and unequivocally waives the right, and each agrees that the 
other shall not be obligated, to bargain collectively or individually with respect to any subject 
or matter referred to or covered in this Agreement or with respect to any subject or matter not 
specifically referred to or covered in this Agreement, even though such subjects or matters 
may not have been within the knowledge of either or both parties at the time they negotiated 
or signed this Agreement. 

36.02 MODIFICATIONS/REVISIONS. The parties agree that additions and modification(s) to this 
Agreement may be made during the term of this Agreement, by mutual, written, and negotiated 
agreement of the Parties. 

THIS SECTION LEFT BLANK 
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FOR THE COUNTY OF ERIE, OHIO 

K ren Balconi Ghezzi 
Executive irector ECDJFS 

APPROVED AS TO FORM: 

Erie County Prosecutor 

~ -1 -1 'I 

SIGNATURE PAGE 

FOR AFSCME OHIO COUNCIL 8 LOCAL #3616 

~ (1#_~ A ~aguire AFSCME 
Ohio cil #8 Staff R r entative 

~o_~~ 
Beth Harris 
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APPENDIX A 

GRIEVANCE FORM 

AFSCME , Council 8 , AFL- CIO 
Toledo District Office 
420 S . Reynolds Rd. #108 
Toledo OH 43615 
( 419) 539- 6000 

Union Grievance No . 

GRIEVANCE FORM 

Name of Grievant 

Erie County Board of Commissioners 
ECC F Local 3358 
3916 E. Perkins Avenue 
Huron, OH 44839 
( 419) 627-8733 

Employer No .~---------

Classi f ication 
~----------------

I mm e di ate Supervisor 
Informa l Discussed with Date/time _________ _ 
Article and sectio n number of contract violated : 

Statement of Grievance (Give times , dates, who, what , where, when, why and how) 

Remedy Re quested: 

Grievant ' s Si gnature 
Union Representative Si gnature 

STEP ONE 

Received by : 

Date of meeting~-----------~ 
Ans1·Jer: 

Signature of Employer/Supervisor 

ANSWER IS ACCEPTED 
~----------

Date/time - - ---------
Da te/ t ime ----- - -

Date/time Submitted - - - - --- ----Place 

Date/ time 

APPEALED TO NEXT STEP ----------

Grievant ' s Signature~-----------~ Date/time 
Union Representative Signature~-----------~ Date/time~-------

THE ORIGINAL GRIEVANCE MUST BE FORWARDED TO EACH STEP FOR ANSWER 
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STEP TWO 

Received b y : Date/time Submitted ---------Date of meeting ____________ ~ Place 

Answer : 

Signature of Empl oyer/Supervisor Date/time 

ANSWER IS ACCEPTED APPEALED TO NEXT STE P 
-----------~ ---------Grievant ' s Signature Date/t i me ___________ ~ 

Union Representative Signature 
------------~ 

Date/time --------

STEP THREE 

Received by : Date/time Submitted ________ ~ 
Date of meeting ______________ _ Place 
Answer: 

Signature of Empl oyer/Supervisor 

ANSWER IS ACCEPTED 
-----------~ Gr ievant' s Signature 

Date/time 

APPEALED TO NEXT STEP 
Date/time 

Union Representative Signature ___ ___ ___ ___ ~ Date/time 

STE P FOUR [IF NECESSARY) 

Received by: Date/time Submitted --- ----- --Date of meeting _____________ _ Place 
Answer : 

Signature of Employer/Supervisor Date/time 

ANSWER IS ACCEPTED APPEALED TO NEXT STEP 
----------~ - - ------- -Gr i e van t ' s Signature Date/time _ ___________ ~ 

Union Representativ e Signature _ _ ___ ______ ~ Date/ t ime _ _ ______ _ 

THE ORIGI NAL GRIEVANCE MUST BE FORWARDED TO EACH STEP FOR ANSWER 
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APPENDIX B 
FAMILY AND MEDICAL LEAVE ACT 

EJ\lPL OYEE RIGHTS AND RESPONSIBlLITffiS 
l)NDER THE FAMILY AND MEDICAL LEAVE ACT 

B.,lc Ln•«F.ntilltiutnl 
FMLA R'JU:ru: co,·e<cd ~;!o.rus lo pn;r.idt L'P 10 12 \\ctilcflm;'liid. 
}>b--Pfo!~tltd Id\'( lo cU;ib!a cm>?O}'CUI (or &ht followin: tcUO:U: 

• for inc1p.J.cit;)' d:.:t t.:> fi'CfiU.t;C)~ f:<n~w med!ell ou « child bbih; 
• 10 cu~ t" lh: cm;!oy;c's t.blld •fi:r b:rt. ... °' pl.tctrT.u.I fN Ldoflloa 
(tffos1ctc;..r~ 

•to cc:e forlh ' tmployta'Ss:P-'us..; son,d.a.U&hluor poutn~ \\ho h.u 
a 1Mo:a hc~lh tondf:llon; Gf' 

• fc.t 'a stdollJ hu.IL'.i cor.dirio:1 th.ll m:.tcu L'>o <M;tGycc umb:~ lo 
J:.erfcun l.~ci unp!O)'cc'iJ:.b. 

Mllltary F~mlly L<>V< £ntltlcmcnh 
Ellp'Ne c:u;.~oytu who;J spom:c, so.'\ d.:;.i,b_htcr « ~tnl Is cin Co)W .. rtd 
r .. c.:fro dti:Y er ~II to to\.:tCd Ltt:lr~ d11t)' iblus Inly u:o their 12·Y.ID 
len·e ioddcOT.c-nl to ~w ccruln qwlif1Ut1 ui;;c:ocics. Qll)lifyln.! 
ui:;tnde$ Dll)' hd.x.to aUc?MinJ: certain mnfl.aiy ncnl.J, arri.11gl,,z fQI 
alt:rn.ui\'O chil:ku•, i.dd!u1ln: «rtoln finut:ltl ind hill UTJ!,,;meoo, 
ettcndln: ctrtala CQ'.mscliA: lmions. 11.od lllrtr.dinJ post-~p!O)llr.nt 
Rlr:teinlio:1. trit5n,s. 

FMLA also fo.clud!J a .ffKhl ln vc entitle-mer.t tru.1 pcrmiu tliaibh 
rrnKoytcs Cotm \.'? t·> 26 \'o':.:ks or lu.vc lo cut for a covcr:d tt.1'\i:e· 
m:m~d:nir.J J. ti.n.alc 12-:no.uh f1rloi Aco\'t;cdstl"liccn.mnb:r Jr. 
(I)~ (Ufftnt nKmt::.:r or1h:iAn:n~ d fot~ts. induJiil.!: I mu:'lb4r or th' 
Uationt.I Ol:ud or Rcurn.s. who h undu£01n1 r-_itjfttl t<e.c.tmcnt. 
rta.~ritit":i « lhmpy, b oth:.n\iS-) Jo ou.tpthti<t status,« ll o:htt\'.iu 
on the:: l~mpo;uy dl.Slbllity rc1lrl!d lh t, for a serious lrijwy c.r Ult.us•; 
or (l) a \ cttrtn whD mu di.sch.:ricd orRJ:)J-!d Ln\!:-r co~itions other 
thz.rt dW'.onoul:!o e.t I N/ 1ia-.o lmln& th~ five·)'ur pr1lo:I prior to th 
ft.n.t&te this tlip"Na vn;>1oyte «Ucs ~f.LAht\"C to cue for L\s CO\'trtd 
\ 'Cteru. tnd ,.,to Is undir,oln: mcdlcl.I trC".JtnY-0;\, recui;!J':UIOl1, or 
fhctiTJ tor' KiiOllS Li,)l=l)' 0< Ult:ess. • 

•nc l'~ILA dcfinitlon.s of " urlou.1 injury or l)lncn" for 
icurrnt scno)c(mrmbttt and \'chral'ls art dJ.,slinot from 
the FMLA dtfihlflon of"urlous htUth conOlllon". 

Benr&ts 11nd Prolttftons 
DL.i.n:FMLA le3\'00 the em~O)'tr ml&It mi.lna.b 1l;,, ttop?O)'H•, hc.lhh 
rover.1ge under ony ·e.1oup health plan" 00. lh& U.tn1: tum.s ult lbo 
irmplO)'tO ~c.ontinucdlowolL Upoo. rdumf'lcmnll.A1C'l.'t.. mcnt 
cmp?oycu m:ut h rc-sto1C'd lo their oriiiMl or cqulnknt Polilioils 
"it.~ ·~,lnl•nl p>y, l<nefil~ L'd othmtro!llotm«ll lum.1. 

U1: off'M.Lia.lti\"4 c~t ruu.U in~ kmofU'ttf1'1P!0)'11'..entbcotfit 
\mt a:au:d frior to the start of i.n cmplo)u•1 l:1xe. 

£ 11gibltlty Rcqulrcmmh 
Emp~O)'tei UC tli:~.: lr1hty h.iVG\\O((C'd for a tOYClcd ctnp!oytr ror tt 

1'331 12 moo\lu, l13VO t,2.lObounof r«vk< In'"""'"'°"' U mocths', 
li.'ldih~ l~tSO~Oj?'!!t.r1m~~bylMeo-.,.:O.y:rwU .. \alSr.ilu 

'Spt<lal houu or scn·lcc tll&lblllty rcqulmntnu op(lly to 
nlrllne ftlght tre.\Y ~mployuJ. 

Dcfiultlon ofS <riou.1 llc•lth Conditlo11 
A•:rl<us h•>llh eoo<l;tjoo ls tn Uln<1~ l~wy, lrcpilrmtt.~ or r~y•k<l 
or mt."111ll (Otdi"Jon 1~1 ln\·"h·u chhu z.., 0YtJulsJ1t d.Jy l.'1. t rntdl.etl 
c.uo f1dlity, or car.1lr.uln3 Lrc-l.ltacr.t by a hu lth WI provldu for 1 
cOftdiio.'\ i.'-'~cl!htr pw~·mtJ tl~ crr.~u ffO:m pc:cf«nikla: C-A fl.ftttlom 
ofib' tmr!oyco'sjo~ or s:nwcnlJ t>.equ.ltfft:.d ruuUy mtmbcr flom 
trJtkit:e-tiJ'\i In sdool or o~u chily 1:Cthidu. 

S1:~jt\1 lo tttti!n <cntfltloru.. lh: cc-n.tlrr.tl:.; trntntnl nqu!roYer.it mq 
be ~by ai:ukJor r-.:~;e:.q,ormo:e: lhl<\ l cCC6tC\l.i,•cs!tncbtl.r;,1 
coruN.-:d Y.ith•t kl.lt two ,-urn t.J 11 l-.tthb urc FlQ'idff arcnt vb:lt tnd 

I rq imtO or cMliouinJ ku.trnenJ, or lnnp&clry dQI: lo PfCl twtC)', Ol 
Linp<i~ di>< to a th:<nlc «><><li~on. O<ll« <O<ldit!ora lllJ)' 11>!:1 l~A 
't8ajticootcodinu1Jl;1 tlt~ 

Unor:LU:\'C 
Al\ t.-nplorn dotJ Mt mld tow.: 1hb Ju\·e cntillc..'TiU.t I:\ 0..10 b!oU, 
l nvt: C1ll be W:tn lntmn!UcrJ.ly or on a r.!.:StJctd leavtic.bdul1 "htn 
mcdk-lllye«Cf9Y, ~·tumJStmak•r~ttOOrtskl J~o 
Jn.\·c ri:r ph.noc-d mtdlci1l 1Jnlmen110 u not t o •nd..al)' diJNpt lha 
cmp?oycr't ~tlont. Lei\'? du~ to c;ualifyJo; u.l;--..zrics msy c:W le 
l.cken ot1 &.n fn~crmlnc:nl buls. 

Subslltullon of P aid LUY• ror Unpaid Lt•\'< 
Rrnployus may thoost or cmp!o~n NY 1~qult11 wo ors-ccrutd ~Id 
l:n·c \\biJ: ttl.1cs f'ht.LA It~, ... Tn otdtl 10 w.e pikl luvt ror FMLA 
lu.\·t, e inp!oy:-:1 mwt c0ttply '"llh IN empfoytr'• noon.al pi.Id lun 
poliC"ii;.s. 

£n1ployec R u porulbllltlu 
Emp?oyce:J musl provide JO d.Ays a.dY• nce r.otke; of lhc need to re\:o 
Floll.A Im o \\h<n th• r<cd Ii forcJU>ble. Wl><n 10 d>)'J tctko h nol 
p<Wib?e., lb e:mr:oyu mwt f"'Orldi notl« u 1oon a.s snctkih!t ind 
ceomlly m1Ut comply wilh an employer'• .,,,.,._., all-Li p1oetdliln 

J:mpfo7ro ~t iw1idl: fllftkktt lnfGrm)lJo.i r.x ~ ~oytr '° «1.ittrinl 
irtbo lm~=y<;U>Jify r"' FMl.A.llfo:«tlcnand thoLlllkl;cl«l 1iloi.ic 
L"Kl dunti?n orlhc Jun. Sumclro t lnromullon uuy Jnc(ude thll lbt 
Cmt~'lj"CC ls unlb!c to perform~ f~ ahs fU1lily rotOlb:r ls \:OlbfC 
10 J trform dilly a-: ti"itiu, th: ntcd ror ho:lplt1Uution or co.-tlinaia.1 
trn:tn!mt t--11 huhh we FfOY~c. or tlrcum\tan<.ts ru;ipt'f\bJ thc;n:td 
for mDluJY f=ily lm·r. Emp!oym wo llll!Jl lnfonn tho t10ployu If 
ti>: rtqU:l<<d lnYt h fora'""'°" forntilth fMLA Im• WU pcylowly 
blt~10< cutif,:d. Eo1Jlo;tt1 also mqbc nqulrn lo~ I c<ltitlcllioa 
and perlodl(. H<a1i:fkttion l'\JJIPOl'tiDI \he: ni:cd roe J: l\'e.. 

Employer Rupon•lblUllu 
Covired t mp!oytn mun Inform cmployc::t t tqixstinJ lure ,·,hoc.her 
they"' ellcil>lo ...s.r FMLA. lfihoy are, tlic notko rn..i 1pocll'y any 
dditiooil fnforr.uUon required ._, well t..s tho em;:iloyHt' rl&hh and 
1 c1ponsi~iriliu. If they ar~ r.ot tHgt~t1S1 Ott cmpla'J"Cf mwl pr'1vi-J: • 
ru~ for tM lntlictbUify. 

Co\'trtd C'TJ'lPt'011u nll~ ioC'orm employees lr lu\'O\\ill b: d~sl~1ted 
"fl.il.A-!">l<<lid Mid tht"""""1torl01'0 '""'°"" o;.in>t lho tmP<>J'<'O's 
hive utitluncn.L U lbe employer c!dc.rmJ,a.ei lhd lh• l:avc b r.o l 
f}.Q.A.;-rot:ttc~ I.ht ca:·ptoyti- mUJ\ mtif'yU.t cmp!o)·c1. 

U•lawful Acls by Em11loy<n 
FMLA m11."t.S It u.ilawful for any employer 10: 

• lnltefcro wilh. red n.ln, or df ny tho cxc.rc:bo or r:ny rl&hl pt"ovldtd 
"""" fl,D..A;Dd 

• dischUl,t or dimimbu!t a;;lklst aey pttson foropposinJ U1Y pu.tko 
mclo "nl"'ful Ir/ FMLA or [or lnvotvemeol In ury J'fO«<~ ucd:t 
or rcll.Jbg 10 ftU~ 

E uforctmcnt 
An tmptoye-: nuy nit a compllJnt wi1h lh~ U.S. O::plflmtnt of Labor 
er nuy l"fi,1 • p..1va!e h "A"SUi\ q.alr,st on trnp?oyu. 

F:-.n.Adoc.snott!t"cctu.tr-edinle>rSut:h.wrcMit>~cfo·.:rim.in:.!lof\ 
orsupintdou;y St~~01 Jo:. ll ltworcoll~ci·oc h1i~,& ~~r.t 
\\hld\ r.iovl~,,s tft!let r.:uni:y ~r nltdk d Ju .,·o 11,f,h'..J. 

F~rt.Aseoli on 109 (29 \!.S.C. § :2619) rcqulru FMLA 
covered employers to p os t tlot rut ofthh M ike. Jlc~ut. llo n 
19 C.F.lt. § lllS.JOO(a) may rtqnlre additional ~ls<losuru. 

• r ... • ddl1Son1 la.Jormllok: 
1·™"4ll$.WAGE(l466411-t2UJTTY 1-l!HW-S&ll 

WWW.WAGEHOUllOOL.GOV SIVHD 
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APPENDIX C: HOSPITALIZATION PLAN 

Choice One: PPO Plan (Includes Prescription, Vision, Basic Life Insurance ($50,000) Policy 

Cost: $42.00 Single/ $112.00 Employee Plus One/ $112.00 Family PER MONTH 
Effective July 1, 2014 Cost: $50.00 Single I $134.00 Employee Plus One I $134.00 Family 

Deductible: $750 Single I $1,500 Plus One I $2250 Family 

Out of Pocket Maximum: $3250 Single/ $6500 Plus One I $9750 Family) 

Office Visit: $25.00 Co-Pay/ Specialist Office Visit $35.00 / 

ER Visit: $150.00 Co-Pay 

Prescription: $10 Generic I $20 Brand I $40 Non-Formulary 

Mail Order Rx: $20 Generic I $40 Brand I $80 Non-Formulary (90-day supply) 

Choice Two: H.S.A. Plan (Health Savings Account) 

Cost: Employee determines bi-weekly contribution into Health Savings Account 

Deductible: $2500 Single I $5000 Family 

Co-Insurance: 80%/20% In Network after Deductible 

Out of Pocket Maximum (Deductible+ Co-Insurance): $3000 Single I $6000 Family 

Employer Contribution: $400 Single I $800 Family (not dependent on employee contribution) 

Employer Match Contribution: $400 Single I $800 Family (dependent on employee contribution) 

Prescription: Paid 100% after deductible; responsible for 100% client cost before deductible met 

Employer Contribution and Match: Same for year one and subsequent years 

Employee Bi-Weekly Payroll Contribution: Amount to be set at open enrollment (similar to flexible spending) with 
an adjustment (increase/decrease) option period during the month of June 

I Dental: $3.00 Single I $25.00 Plus One I $25.00 Family 

I Vision - Included in Choice One (PPO) $7 Single I $19 Plus One I $19 Family (H.S.A.) 
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APPENDIX D: WAGE RATES* 

EFFECTIVE Year1 Year2 Year 3 
03/01/2013 03/01/14 03/01/15 03/01/16 

GROUP A $ 14.07 $14.28 $14.49 $14.71 
CLERK 1 
CLERK 1 
CLERK 2 
CASHIER 1 
FAM.SERV.AIDE 1 
IM AIDE 1 

GROUP B $ 14.94 $15.16 $15.39 $15.62 
TYPIST 2 
DATA PROCESSOR 2 
TELEPHONE OP. 2 
IM AIDE 2 
SOC. SERV. AIDE 1 
ACCOUNT CLERK 1 

GROUP C $ 15.90 $16.14 $16.38 $16.63 
CLERICAL SPEC. 
WORD PROC. SPEC. 2 
ACCOUNT CLERK 2 
SOC. SERV. WORKER 1 
INVESTIGATOR 1 
IM AIDE 3 

GROUP D $ 17.39 $17.65 $17.91 $18.18 
SOC. SER. WORKER 2 
1.M. WORKER 2 
EMP. SERV.INTERVIEWER 
PARALEGAL 
INVESTIGATOR 2 
ACCOUNT CLERK 3 

GROUPE $ 17.96 $18.23 $18.50 $18.78 
*SOC. SERV. WORKER 3 
1.M. WORKER 3 
INVESTIGATOR 3 

GROUP F $ 20.27 $20.57 $20.88 $21 .09 
SOC. SERV. WORKER 3 
WITH MASTER'S DEGREE 

(*Represents a 1.5% increase for year 1, 1.5% increase for year 2, 1.5% increase for year 3.) 

Stipend for Degrees: 
After three (3) years of continuous service with ECDJFS: 

A) Associates Degree in related field - .25 cents per hour. 
B) Bachelor's Degree in related field - additional .25 cents per hour or .50 cents per hour total. 

Exception: Children's Service workers receive the .50 cenUhour stipend without the five (5) year 
requirement. 
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APPENDIX E: CHECK OFF FORM 

PUBLIC SECTOR AUTHORIZATION e ~.,-.. _ 
MEMBERSHIP AND CHECKOFF CARD . • , 

AUTHORIZATION/MEMBERSHIP 
LOCAL I AMERICAN FEDERATION 

OF= STATE, COUNTY AND MUNICIPAL 
EMPLOYEES, AFL-CIO 

I request and hertb'/ &CC<!pl. upon exeeutlon of !his aulhoriu.tlon card, memborshlp In the American Federe.tion 
of ~late, County and Mllllclpal Empl<1/ees;AFL-OIO (herein called AFSCME) and tho appropriate subordnate bo6/(s) 
(the Union), and aulhorize the subor<fnaJe body(s) to represent mo and fn ITT{ behaH lo negotiate and COl\clude •D 
ag?eoments as to ratos of pay, wages, hours and d olher I"' ms and conditions of lllr9foymonl H Is agreed that such 
membership Wall bo In ~cew~h tho provisions of !ho Constitution of AFSCME and Its subordinate bo<fies. II 
Is further egreed lhat ITT/ membership may only bo rcvol<ed by mo during lho thllty (30) to lorty-rMI (45) ~ period 
prior 10 the explrallon of e.rrt labor agreement With ITT/ G!Tlpla/•r, by gtmg wrllen notice lo a subotdinate body with 
proof of servlce. My membership Uiall not termlnate ~ti thlrty (30) d&i" a!ttt receipt ot said nollco by tho Union. I 
understand that this membership agreement f$ aeparale lrom fr11 ch8d<ort ag~ement, 

CHECKOFF AGREEMENT 

You are hereby authorized and di reeled lo deduct from my \vages, my membership~'" lnlllallon lee II IJ'lf. 
assessment or nn equl-ialent amount or ree, which 11\aU ba remhted by you to a subordlnalo boctj of AFSCME, In 
accordance wi'.ll lhe appkabfe colectlve bargalnl111 agreement. Thi' checkoll Authorllatlon and AssfgtVnenl TOO!/ 
only be /evoked l>f me 11/ my gMng, and the appropriate &uboro-nato body and my employef recelvi1g written notice ol 
rowcaUon during Iha thirty (30) to lor1y·fiva (~5) day period prior to 1114 explradon date of erff co!!ecUve bargalnlng 
agreement cowrlng my employment. This AulhorizaUon and Assignment wHI e<nfnue alter revocation and shal not 
termilate iw., lhlrty (30) days eftor receipt ot said trnofy written no(Jc;e by the ~loyer and Union or termlnallon ol SIT/ 
current labor ~emenl. whl::IJever Is lelu I t.nclersland ha! lhls ched<o!I coom'lment Is sepmla from IT°I'/ ITl!!mbershlp 
agreement Tub checkoff Authcrfzatlon aiid Asslgiment supersedos all previous authorizations and assignments. 

Dues, CXllltroulions orgltts to AF SC ME are nol deducb"b!o tor ledGral lncvme tax purposes. Dues pald to AFSCME, 
tiowewr, rMf qually as busi\es$ expel\S8S and~ be deduclib!e 11 llm'ted cfctrmtances subject to various ~lrlcilons 
mposgd by the Internal Revenue S~rvtce. 

I underilind lharat tfnes the labor 11gumenl y,i\h ITT/ emp!o>/tr may Val)' tho atxwe agreed to temis of memborsNp 
and/or checl<o!I orb~ eRent I agree that the ab<M> merr.Mr~ and checl<olf &uthoriullon shall control In efrj and all 
cfrcum&\anc<1s absent a apeC:flc conlr.uy clm:kolf or mernb<lrshfp Pl'<>'llS:fon in the labor agroomenl covering mt 
emplaymeri. 

Pr1ntNamo _ ___________ _ Socla!Socvri\yN~------------
Addtess _ ______ ____ _,_ _ ______ _ <Jt/ _________ ~ 
S'~te ____ ZlpCode _ ____ _ ___ _ Tel.No. __________ _ _ 

EmployN Cl.assiflcallon _ _____ _ __ _ 
Oate _____ -..:... ___ _ _ _ Slgnaturo _ _ _ ________ _ ___ _ _ 

(Revised 5/99) O~<r 
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APPENDIX F 

MEMORANDUM OF UNDERSTANDING 

SANDALS 

During negotiations for contract period 03/01/2014 until 02/28/2017, the parties agreed to continue the 
wearing of sandals during the summer months along with the requirement of wearing hosiery or socks. 
The parties agreed to allow employees to wear appropriate dress sandals, without hosiery or socks. If 
management receives any complaints regarding this matter, this policy will end immediately. All other 
aspects of the Dress Code Policy shall apply and will be enforced. This Memorandum of Understanding 
shall apply to the Department of Job and Family Services. 
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APPENDIX G 

MEMORANDUM OF UNDERSTANDING 

JEANS - PAY DAY FRIDAYS 

During negotiations for contract period 03/01/2014 until 02/28/2017, the parties agreed to continue the 
wearing of jeans on Pay Day Fridays. If management receives any complaints regarding this matter, this 
policy will end immediately. All other aspects of the Dress Code Policy shall apply and will be enforced. 
This Memorandum of Understanding shall apply to the Department of Job and Family Services. 
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