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Preamble 

The Agreement is made by and between the Trumbull County Recorder of Trumbull 
County Ohio, herein after knowns the "Employer" and Ohio Council 8, AFSCME, AFL-CIO, 
and the employees of the Trumbull County Recorder as represented by Local 3808-A, AFSCME, 
Ohio Council 8, AFL-CIO, herein after known as the "Union". 

This Agreement has as its purpose the promotion of harmonious relations between the 
Employer and the Union and to provide a fair and responsible method of enabling employees 
covered by this Agreement to participate, through Union representation, in the establishment of 
the terms and conditions of their employment. 

Article 1 - Intent of the Agreement 

Section 1.1 It is the intent and purpose of this Agreement to set forth the understandings and 
agreements between the parties governing wages, hours of work, working conditions, fringe 
benefits and other terms and conditions of employment for all employees included in the 
bargaining unit as defined herein. This Agreement will also provide a procedure for the prompt 
and equitable adjustment for grievances which may arise during the term of this Agreement. 

Article 2 - Union Recognition 

Section 2.1 The Employer recognizes the Union as the sole and exclusive bargaining 
representative for all employees, including regular and part-time employees, of the Trumbull 
County Recorder's Office including all employees performing the following functions: 

Data Entry 
Printing Press Operation 
Deputy Recorder 

Microfilm 
Account Clerk 

Section 2.2 Other provisions of this Agreement notwithstanding, it is agreed the Union shall 
be recognized as the sole and exclusive representative for the bargaining unit as described by the 
State Employment Relations Board (SERB) "Certification Pursuant to Request for Recognition", 
Case Number: 97-REP-04-0080, which is attached as Appendix "A" of the Agreement. 

Section 2.3 Any new function of the Employer shall become a subject of bargaining between 
the Union and the Employer and likewise any new classification within the existing functions, 
which may be included or excluded from the bargaining unit shall become a subject of 
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bargaining between the Union and the Employer. Should an impasse be reached in any dispute 
relative to the inclusion or exclusion of a new classification, or any new function the dispute 
shall be resolved as provided by Chapter 4117 of the Ohio Revised Code. 

Article 3 - Contracting Out/Outsourcing 

Section 3.1 The Employer agrees it shall not contract or out source any work normally 
performed by the bargaining unit, nor shall any work normally performed by the bargaining unit 
be assigned to or performed by any non-bargaining unit employee. Except, that, non-bargaining 
unit employees of the Recorder's Office shall be permitted to perform bargaining unit work in 
exigent circumstances which are short term in nature, for the purposes of training bargaining unit 
employees and in those instances as historically practiced (e.g. coverage for breaks, lunch 
periods, illness etc.), but not so as to deny bargaining unit employees the opportunity for 
overtime work. 

Section 3 .2 It is agreed that prior to any new or dissimilar work being contracted, out sourced, 
assigned to or performed by any non-bargaining unit employee, members of the bargaining unit 
shall be given fair and ample opportunity to demonstrate their ability to perform such work, so 
long as the necessary equipment is available. 

Section 3 .3 Should either party believe it necessary to consider contracting work, the question 
will be reviewed by representatives of the Employer, the Local Union and Ohio Council 8, and 
the decision of this committee ofrepresentatives shall be binding upon the parties. Nothing in 
this section shall preclude the Employer from retaining the services of a temporary staffing 
agency for short term employment needs, not to exceed thirty (30) calendar days. Persons 
employed in this capacity shall be exempt from joining the Union or paying a fair share fee to the 
Union for this period of their employment. 

Section 3 .4 Welfare to Work Participants The parties recognize and support the federal and 
state government goals to move welfare recipients into permanent unsubsidized employment. It 
is further recognized that attaimnent of this goal requires on-the-job training in order to attain the 
skills necessary to move from welfare to work. Such training should be fair to the participants 
and the bargaining unit and must be designed to improve the likelihood of meaningful 
employment in the private and/or public sector by providing marketable skills to the participants. 
To that end the parties agree to the following: 

Participants are those who are not on the payroll of the Employer, but perform tasks for the 
Employer or are on the payroll of the Employer and are subsidized by any government program 
or grant. These participants shall not displace present full time or part time employees of the 
bargaining unit. Further the participants shall not be utilized to replace present jobs, work or 
overtime performed by bargaining unit members. In the event the program covering the 
participants requires a different pay rate and benefit coverage than those provided by the 
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Employer, the participant shall be paid in accordance with that rate of compensation. If the wage 
rates and fringe benefits are not specified by the program is not specified, the Employer shall 
provide the applicable wages and benefits for the participant. Should any participant be hired as a 
permanent employee of the bargaining unit, all time spent in any of these programs working for 
the Employer shall be counted toward the completion of the employee's probationary period. 

Article 4 - Non-Discrimination 

Section 4.1 The Employer and the Union agree they shall not discriminate against any 
employee on the basis of age, gender, sexual orientation, color, creed, national origin, political 
affiliation, religion, marital status, disability or union activity. 

Section 4.2 The Employer agrees it shall not discriminate against, interfere, restrain, or 
coerce any employee because of membership in the Union or because an employee holds Union 
office, nor shall it interfere with an employee's right to become a member of the Union. 

Section 4.3 Sexual Harassment Neither the Union nor the Employer will tolerate sexual 
harassment of any kind in the workplace. Employees who believe they are being sexually 
harassed are encouraged to lodge a complaint in accordance with the Trumbull County 
Commissioners Sexual Harassment Policy, however the Union may submit any complaint of 
sexual harassment directly to Step 2 of the grievance procedure or directly to arbitration if the 
complaint involves the Recorder. Violations of this Section 4.3 may be considered a violation of 
the 1964 Civil Rights Act. Sexual harassment is defined as a continuing pattern of unwelcome 
sexual advances, requests for sexual favors, or verbal or physical conduct or a sexual nature by 
supervisors, fellow employees, or clients when: 

A. Submission to the conduct is either an explicit or implicit term or condition of 
employment; 

B. Submission to or rejection of the conduct, is used, or might be used as a basis for 
employment decisions affecting the employment of the person who submits to or rejects 
the conduct; 

C. Such conduct interferes with an individual's work perfonnance, or creates an 
intimidating, hostile or offensive working environment. 

A consenting relationship between adults is not considered sexual harassment. 

Section 4.4 ADA Compliance The Union and the Employer agree this contract will 
comply with the provisions of the Americans with Disabilities Act (ADA). Should an employee 
with a bona fide disability under the ADA make a request for a reasonable accommodation under 
the Act, the employee has the right to Union representation during the process to identify the 
accommodation. 
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The Employer will make written notification to the Union in advance of any reasonable 
accommodation it proposes to make. The notice will include information concerning the nature 
of the accommodation to be made and, to the extend allowed by the affected employee and the 
law, the nature of the required restrictions. If the Union wishes to discuss the proposed 
accommodation, it will make a written request of the Employer for a meeting to discuss the 
proposed accommodation and/or the required restrictions within five (5) working days of the 
receipt of the Employer's notice. The parties will meet before any accommodation is made. The 
specific nature of the disability will not be discussed unless the employee provides written 
authorization to both parties. 

Section 4.5 Gender Neutral/Plurals All references in this Agreement are meant to 
include both genders. Wherever the male, female or neutral gender or pronouns are used it shall 
be construed to include both male and female employees. Similarly, whenever the context so 
requires, the use of words in the singular shall be construed to include the plural and plural the 
singular. 

Article 5 - Union Rights and Representation 

Section 5.1 Non-employee representatives of the Union shall have the right to enter the 
facilities of the Employer, during regular business hours, and to visit with the employees covered 
by this Agreement for the purpose of ascertaining if the Agreement is being observed by the 
parties and for the purpose of investigating and processing grievances in accordance with the 
grievance procedure contained in t his Agreement. The representative shall notify the Recorder or 
designee of his/her arrival in the facility. Visitation with bargaining uuit employees shall be in 
accordance with Section 5 .2 below. 

Section 5.2 The Employer recognizes the right of the Union to select union officers, stewards 
and alternate stewards to represent employees in grievances which may arise under this 
Agreement. These officers, stewards and alternate stewards shall be allowed reasonable time for 
the purpose of investigating, writing and processing grievances and for the general administration 
of this Agreement. 

These officers shall notify their respective supervisors prior to using such time and they shall be 
permitted a reasonable amount of time to conduct Union business. Use of such time shall be 
without loss of pay or any other benefit arising as a term and condition of employment. Unless 
otherwise approved, the investigation and writing of grievances and visitation with non-employee 
representatives of the Union shall normally be limited to the last one hour of the work day and to 
an employee's lunch hour and breaks. 

Section 5 .3 An employee who alleges having a grievance will notify the immediate supervisor 
and will ask the supervisor to call the steward or a local union officer. The supervisor will call 
the steward or officer and the union official will make arrangements with his immediate 
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supervisor, as outlined in 5.2 above, prior to leaving the work area to visit the aggrieved 
employee. The union representative and the employee shall be given a reasonable amount of time 
to discuss the grievance without loss of pay or benefit. 

Section 5.4 Necessary employees, stewards and other appropriate officers of the Union may 
attend all grievance meetings as contained in the grievance procedure without loss of pay or 
benefit. 

Section 5.5 In the event a grievance is processed to arbitration, necessary employees, stewards 
and officer and all employee witnesses will be permitted to attend the hearing without loss of 
straight time pay or benefit. 

Section 5.6 Within the time limits set forth in the grievance procedure, meetings shall be held 
at times mutually convenient and acceptable to the Employer and the Union. 

Section 5. 7 The Employer agrees to provide a bulletin board and space for placing the bulletin 
board, for use by the Union only. The placement of the bulletin board must be in an area which is 
easily accessible to the employees of the bargaining unit. 

Section 5.8 The Bargaining Unit as a whole shall be granted paid leave not to exceed five 
( 5) workdays per calendar year to attend union functions, meetings, training, and seminars on 
behalf of the membership, provided reasonable advance notice is given to the Employer. No 
more than two (2) employees shall be granted leave at any one (!) time. 

Section 5.9 P.E.0.P.L.E. Check-Off Upon receipt from the Union of individual 
written authorization cards, voluntarily executed by an employee, the Employer will deduct 
voluntary contributions to the AFSCME International Union's P.E.O.P.L.E. (Public Employees 
Organized to Promote Legislative Equality) Committee from the pay of bargaining unit members. 
P.E.O.P.L.E. deductions will be subject to the following conditions: 

A) An employee shall have the right to revoke the authorization by giving written notice to 
the County and the Union at any time and the authorization card shall state clearly on its 
face the right of an employee to revoke; and, 

B) The Employer's obligation to make deductions shall terminate automatically upon receipt 
of the revocation of authorization, upon termination of employment, or upon acceptance 
of a job classification outside the bargaining unit; and, 

C) The contribution amount shall be certified to the Employer by the Union. The employee 
shall provide the Employer with thirty (30) days advance notification of any change in the 
contribution amount. Contributions shall be transmitted to the Union in accordance with 
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the procedures outlined by the P.E.0.P.L.E. Committee authorization card. The 
transmittal will be accompanied by a list of all employees for whom deductions have been 
made and the names of any employee for whom deductions have been terminated and the 
reason for the termination. All P.E.O.P.L.E. deductions shall be made as a deduction 
separate from the fair share fee and dues deductions. 

D) Once an employee revokes authorization under this Article, the employee shall not be 
entitled to re-authorize voluntary contributions for a six ( 6) month period from the 
effective date of the revocation; and, 

E) Indemnification The parties specifically agree that the Employer assumes no 
obligation, financial or otherwise arising out of the provisions of this section 
regarding the deduction of P.E.O.P.L.E. contributions. The Union herein agrees 
that it will indemnify and hold the Employer harmless from all claims, actions or 
proceedings by any employee arising from the contributions made by the Employer 
pursuant to this section. Alleged errors in the payment of contributions must be 
made within thirty (30) calendar days ofreceipt by the Union of the monthly 
contributions. 

Article 6 - Management Rights 

Section 6.1 Unless expressly modified by other terms and conditions of this Agreement the 
Union recognizes the right and responsibility of the Employer to administer the business of the 
Employer and in addition to the other functions and responsibilities which are granted under 
Chapter 4117.0S(c) of the Ohio Revised Code, the Union recognizes that the Employer has and 
retains the right and responsibility to direct the operations of the Employer, to promulgate 
reasonable rules and regulations and to otherwise exercise the prerogatives of management which 
more particularly include the right: 

A. To manage and direct its employees, including the right to select, hire, promote, transfer, 
assign, evaluate, layoff and recall; and to reprimand, suspend, discharge, or discipline or 
discharge for just cause; 

B. To manage and determine the location, type and number of physical facilities, equipment, 
programs, and the work performed; 

C. To determine the Employer's goals, objectives, programs and services, and to utilize 
personnel in the manner designed to effective meet these purposes; 

D. To determine the size and composition of the work force and the Employer's 
organizational structure, including the right to relieve employees from duty due to lack of 
work; lack of funds; 
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E. To determine the hours of work and work schedules; 

F. To determine when a job vacancy exists, the duties to be included in all job classifications 
and the standards of quality and performance to be maintained; 

G. To maintain the security of records and other pertinent information; 

H. To determine and implement necessary actions in emergency situations. 

Section 6.2 The Employer agrees that, in the exercise of its management rights, it shall abide 
by the terms and conditions of this Collective Bargaining Agreement. 

Section 6.3 It is expressly agreed and understood by the parties, notwithstanding the 
provisions of ORC 4117.08( c) (5), all disciplinary actions, demotions, discharges, etc. are subject 
to appeal through the grievance procedures contained in this Agreement. 

Article 7 - No Strike/No Lockout 

Section 7.1 For the d.uration of this Agreement, the Union shall not directly or indirectly call, 
sanction, encourage, finance, and/or assist in any way, any strike, work stoppage or slowdown of 
its members at any operation of the Employer. 

Section 7.2 The Union will cooperate with the Employer in continuing operations in a normal 
marmer and shall actively discourage and endeavor to prevent or terminate any violation of 
Section 7.1 of this Agreement. In the event a violation occurs, the Union shall immediately notify 
all employees such action is violation of this Agreement, subject to possible disciplinary action 
and advise all employees to immediately return to work. 

Section 7.3 The Employer agrees that neither it, its officers, agents or representatives, 
individually or collectively, will authorize, instigate, cause, aid or condone any lockout of 
bargaining unit members. 

Article 8 - Dues Deductions/Fair Share Fee 

Section 8.1 The Employer shall deduct regular union dues, initiation fees and assessments 
from 

the pay of employees in the bargaining unit upon receipt from the Union of individual written 
authorization cards voluntarily signed by the employees of the bargaining unit. A copy of the 
authorization card is attached as Appendix "B" of this Agreement. 

Section 8.2 Deductions will be made each pay period, from the pay of all bargaining unit 
members who have authorized the deduction. In the event an employee's pay is insufficient to 
satisfy the amount of the deduction, the Employer will make successive deductions until the 
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amount to be deducted is satisfied. 
Section 8.3 Fair Share Fee Upon the signing of this Agreement, all bargaining unit 
employees who do not become members of the Union are required to pay a fair share fee to the 
Union as a condition of employment. This condition of employment is effective sixty-one ( 61) 
calendar days from the date of hire. 

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

Payment to the Union of fair share fees deduction will be made according to the same provisions 
of this Agreement which govern the payment of the regular dues deductions. The payment will 
be accompanied by an alphabetical list of names, social security numbers and current addresses 
of those employees for whom the deduction was made and the amount of the deduction. This list 
must be separate from the list of employees who had regular union dues deducted. 

No deduction of fair share fees will be made until the Employer receives written notice from the 
Controller of Ohio Council 8 to begin the deductions. 

Section 8.4 The Union shall notify the Employer as to the amount of regular Union dues and 
the amount of fair share fees to be deducted. 

Section 8.5 All Union dues and fair share deductions will be transmitted to the Union no later 
than the fifteenth (15th) day following the end of the pay period in which the deductions were 
made. These deductions shall be forwarded to the Controller of AFSCME Ohio Council 8, 6800 
North High Street, Worthington, Ohio 43085-2512. 

Section 8.6 Two lists will accompany each remittance of check off monies: 

1. An alphabetical list of the names, and current addresses of all employees for 
whom a deduction was made and the amount of the deduction; and 

2. An alphabetical list of the name(s), and current address of all employees who were 
dropped from the previous check off list and the reason each was dropped. These 
lists are separate from and in addition to the fair share fee list required in Section 
8.3 above. 

Section 8.7 Once the funds are remitted to the Union, their disposition thereafter shall be the 
sole responsibility of the Union, and the Union agrees it will hold the Employer harmless from 
all claims, actions or proceedings by any employee arising from the deductions made by the 
Employer pursuant to this Article. Alleged errors in the payment of dues or fees must be made 
within one hundred eighty (180) calendar days of the receipt by the Union of the monthly dues 
and fair share fee deductions. 
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Article 9 - Probationary Periods 

Section 9 .1 Newly hired employees will be required to successfully complete a one hundred 
twenty day (120) probationary period. The probationary period for new employees shall begin on 
the first day for which the employee receives compensation from the Employer and shall 
continue for one hundred twenty (120) calendar days thereafter. Newly hired bargaining unit 
employees may join the Union and file grievances from the date of hire except that a termination 
during the first sixty (60) days of the probationary period shall not be subject to appeal through 
the grievance procedure. 

Section 9.2 New hire probationary periods may be extended by mutual agreement. New hires 
not entitled to benefits until completion of sixty ( 60) calendar days of employment. 

Section 9.3 Promotional Probationary Period Employees promoted pursuant to the terms 
of this Agreement shall serve a promotional probationary period not to exceed sixty (60) calendar 
days from the effective date of the promotion. Employees shall be paid at the prevailing rate of 
the classification to which he/she is promoted and the probationary period shall begin on the first 
day the employee receives compensation for the duties of the promotion and shall continue for a 
period of sixty (60) calendar days thereafter. 

Section 9.4 Newly promoted bargaining unit employees may return to their former position 
within the first thirty (30) calendar days of the promotional period. 

Section 9 .5 The Employer will immediately provide the Union with a notice of all bargaining 
unit employees hired or promoted by the Employer. Such notice shall contain the name, address, 
social security number, job site, job classification and the date of hire or promotion of each 
affected employee. 

Article 10 - Seniority 

Section 10.1 For the purposes of this Agreement, employees shall be credited with two (2) 
types of seniority: 

a) Total Seniority which is defined as continuous length of service with the 
Employer. Bargaining unit members shall be credited with one (1) day of seniority 
for each day of employment, three hundred sixty-five (365) days per each 
anniversary year, three hundred sixty-six (366) days in the case of a leap year; 

b) Bargaining Unit Seniority which is defined as an employee's aggregate length of 
service within the bargaining unit and credited in the same manner as (a) above 
for time in the bargaining unit. This seniority shall be exercised pursuant to the 
bidding rights and lay-off and recall procedures contained in this Agreement. 
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Disability leave, Family and Medical leave, Worker's Compensation leave or any other approved 
leave of absence, paid or unpaid, shall not constitute a break in service or seniority. Employees 
on any of the leaves outlined above shall continue to accrue all types of seniority for the duration 
of that leave whether in paid or unpaid status. 

Section 10.2 Employees who are reinstated within one (1) year of separation from employment 
shall not lose their seniority. However, no seniority shall be credited for the time the employee 
was separated from service. 

Section 10.3 Seniority shall be lost only when an employee: 

a. Quits or resigns and is not rehired within one (1) year; 

b. Is discharged for just and proper cause; 

c. Is laid off for a period of more than twenty-four (24) consecutive months; 

d. An employee is promoted out of the bargaining unit except that no break in 
seniority shall occur for a period of ninety (90) days of the date of the promotion. 
Should the employee elect to remain in the non-bargaining unit position 
subsequent to ninety (90) days of promotion, the employee's seniority shall be 
"frozen" as of the date of the promotion; Should the employee return to the 
bargaining unit after the aforementioned ninety (90) day period he/she shall be 
credited with all frozen seniority; 

e. Retires; 

f. Refuses recall from layoff or fails to report within fourteen (14) days from the 
date of a recall notice. 

Section 10.4 The Employer shall provide the Union with a current seniority list on January 1 of 
each calendar year. The list will show the name, address, date of initial employment, date of last 
promotion and classification seniority date of each employee of the bargaining unit. 

Section 10.5 The Union will post all seniority lists on the bulletin boards provided. If an 
employee disagrees with the information provided on the seniority list(s), he/she shall make such 
disagreement known to a steward or local union officer who will then make the necessary 
corrections with the Employer. All corrections shall be made within thirty (30) days of the first 
knowledge of any discrepancy. 

Section 10.6 In the event two or more employees of the bargaining unit have the same date of 
employment and/or the same length of continuous employment with the Employer, the seniority 
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of the individuals involved will be determined by the casting oflots in each case where the issue 
of seniority arises. 

Article 11 - Layoff and Recall 

Section 11.1 Whenever the Employer determines that a layoff is necessary due to lack of 
work or lack of funds, the Employer shall determine the classification or classifications within a 
department (ex. Microfilm, Printing, Archives, Recorders) in which the layoff or layoffs will 
occur and the number of employees to be laid off within each classification. The Employer shall 
notify the affected employee(s), in writing, at least ten days prior to the effective date of the 
initial layoff(s). A copy of all such layoffs shall be forwarded to the Union. Prior to notification 
of the affected employees, the Employer shall meet with the Local Union Representatives to 
discuss the impact of layoffs on bargaining unit employees and possible alternatives to layoffs. 
For a layoff alternative to be adopted, a majority of all of the employees in the department must 
vote to accept the alternative. Employees also may agree to accept a voluntary layoff and such 
voluntary layoffs shall be sought before laying off any employee involuntarily. Where an 
employee agrees to a voluntary layoff, that layoff shall be for a minimum duration of three (3) 
months, unless the employee is recalled earlier. A voluntarily laid off employee shall have the 
right to return to work after the three (3) month period, so long as he/she has provided the 
Employer a minimum of fourteen (14) calendar days prior notice of the intent to return. 

Section 11.2 Employees in positions affected by such actions shall be laid off on the following 
order: 

a. Temporary employees (including part-time and seasonal) 

b. Probationary employees (initial new hire probation) 

c. Permanent employees in the inverse order of their seniority as defined in Article 
10 "Seniority" of this Agreement. 

Section 11.3 Full time employees who are affected by a layoff may exercise their seniority to 
displace ("bump") a less senior employee according to the following schedule: 

a. A less senior employee within same classification the employee who is affected 
by a layoff. If unable to "bump" within the same classification then; 

b. A less senior employee in a lower rated or lower paying classification within the 
affected (the bumping employee) employee's work unit, provided the affected 
(bumping) employee possesses the minimum qualifications of the lower rated 
classification as defined herein, as determined by the Employer. When the 
Employer makes this determination, such determination shall not be unreasonably, 
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arbitrarily or capriciously applied. 

c. Where an employee is being laid off because his or her job has been abolished and 
there is no lower rated or lower paying classification in the employee's work unit, 
that employee may bump an employee in an equal or lower rated or paying 
classification in another work unit, provided the bumping employee possesses the 
minimum qualifications of the equal or lower rated or paying classification, as 
determined by the Employer. When the Employer makes this determination, such 
determination shall not be umeasonably, arbitrarily or capriciously applied. 

Within three (3) working days following notification of layoff or the date an employee is notified 
by the Employer of a senior employee's desire to "bump", affected employees shall, on the 
agreed upon form, provide notice to the Employer of their desire to displace a less senior 
employee. This notice shall be given to the affected employee's immediate supervisor. 

Supervisors shall inform affected employees within three (3) working days of a senior 
employee's desire to "bump" them. 

In the event an employee is unable to "bump" another employee as provided herein, the affected 
employee shall be placed on layoff. Employee shall retain recall rights for a period of two (2) 
years from the date of layoff. 

Section 11.4 Payment of Vacation In the event of a layoff, Employees may request and receive 
payment for all or any part of any earned but unused vacation leave. Payment for such time shall 
be made at the earliest possible opportunity but not later than twenty (20) calendar days of the 
date of the request for payment. 

Section 11.5 Should an employee affected by lay off as described herein be on approved FMLA 
sick leave at least twenty-one (21) calendar days prior to the notice of layoff as provided in 
Section 11.1 of this Agreement, that employee shall be laid off in accordance with the provisions 
of this Article. It is understood, however, that the affected employee shall be able to use, and 
receive payment for, all accrued, but unused sick leave to the employee's credit at the time the 
employee was granted the use of sick leave. Sick leave payments shall continue until the 
employee is medically certified to return to work as provided by a licensed health care provider's 
statement or until the accrued but unused sick leave is exhausted. 

Employees affected by this provision of the Agreement shall, on a weekly basis, provide to the 
Employer medical documentation as to their medical condition. Failure to comply with this 
provision shall result in the termination of sick leave payments and the affected employee shall 
be immediately placed in lay off status as provided in this Article. 

Section 11.6 Recall Employees who are in lay-off status shall have the right to recall for a 
period of twenty (24) months from the effective date oflay off. 
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Section 11. 7 When it is necessary to increase the workforce following a lay off, or when a 
vacancy exists and is to be filled within the bargaining unit, employees shall be recalled to their 
job classifications or any vacant lower rated classification or from any lower rated classification 
into which they "bumped" during the course of the layoff, in accordance with their bargaining 
unit seniority (i.e. most senior employees recalled first.) For the purposes of this Article, 
employees who fill a lower rated vacancy which occurs during a layoff shall be considered to 
have "bumped" into that classification and shall retain all recall rights in accordance with this 
Article. 

Section 11.8 Employees who "bump" into lower rated classifications shall have unlimited right 
to recall to their former classification. 

Section 11.9 Employees on lay off shall be given a fourteen (14) calendar day notice of recall. 
Such recall notice shall be by certified mail (return receipt requested) to the employees last 
known address on file with the Employer. 

Section 11.10 Employees recalled from lay off as described herein shall have five (5) working 
days following the receipt of the recall notice to notify the Employer of the intent to return to 
work. Employees shall have fourteen (14) days following the receipt of the recall notice to report 
for duty unless a longer period for returning to work is otherwise specified or agreed to in 
writing. 

Article 12 - Grievance Procedure 

Section 12.1 The term "grievance" shall mean an allegation by a bargaining unit employee that 
there has been a breach, misinterpretation or improper application of this Agreement. It is not 
intended that the grievance be used to effect changes in the Articles of this Agreement nor 
matters not covered by this Agreement. 

Section 12.2 If specific administrative agency relief of a judicial or quasi-judicial nature is 
provided for by the statutes of the State of Ohio or the United States for review or redress of 
specific matters (e.g. Worker's Compensation, Unemployment Compensation, EEOC, Civil 
Rights Commission etc.) such matters may be subject to the grievance procedure but not subject 
to Arbitration as provided herein. 

Section 12.3 All grievances must be processed at the proper step of the procedure in order to 
be considered at the subsequent steps. 

The Union or an employee may withdraw a grievance at any point in the grievance procedure by 
submitting a written statement to that effect or by allowing the time requirements at each step to 
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lapse without further appeal. Any grievance which is not submitted or advanced within the time 
limits provided herein shall be considered resolved based on the Employer's last answer. Any 
grievance not answered within the stipulated time limits shall be advanced to the next step of the 
grievance procedure. All time limits contained within this procedure may be extended upon 
mutual written consent of the parties. 

Section 12.4 It is the mutual desire of the Union and the Employer to provide for the prompt 
adjustment of grievances and every reasonable effort will be made to resolve a grievance at the 
earliest possible step. In furtherance of this objective, the following procedure for the processing 
of grievances shall be followed: 

Step 1 Should an employee have a complaint, it will be brought, in writing on the form provided, 
to the attention of the immediate supervisor and the Union within five (5) working days of the 
employee's reasonable first knowledge of the event giving rise to supervisor shall discuss the 
complaint with the employee and the Union and within five (5) working days of that discussion 
shall respond to the complaint in writing with copies forwarded to the Union and the employee. 
If the Union is not satisfied with the response, they may, within five (5) working days of the 
receipt of the response, appeal the answer to Step 2 of this procedure. 

Step 2 If the grievance is not satisfied at Step 1 of the procedure the grievance shall be reduced 
to writing, and submitted to the Recorder. The Recorder shall have five (5) working days from 
the receipt of the grievance to schedule a meeting for the hearing of the grievance. The Recorder 
shall respond to the grievance in writing within ten (10) working days of the Step 2 meeting. 

Step 2-A Grievance Mediation Prior to submitting a grievance to Arbitration as 
outlined in 3B below, the parties agree to submit the grievance(s) to non-binding grievance 
mediation. The mediation shall be conducted by a mediator/facilitator provided by SERB or 
FMCS. Step 2A of this Article may be waived by mutual agreement of the parties. 

Step 3 If the grievance is not satisfactorily adjusted at Step 2 of the procedure, the Union may 
appeal the grievance in the following manner: 

a) Within thirty (30) calendar days of the Step 2 answer, the Union will notify the 
Employer of its intent to appeal the grievance to arbitration. 

b) Within ten (I 0) working days of the notification, the parties will meet to select an 
arbitrator. The arbitrator shall be selected by use of the "alternate strike" method. 
The Union shall first strike any name which it finds unacceptable and then the 
Employer shall do likewise; this process shall continue until one (I) name remains 
and that name will be selected to hear the dispute. The parties shall create a 
permanent panel of seven (7) arbitrators. The panel shall consist of three (3) 
names submitted by the Union and three (3) names submitted by the Employer 
and the seventh (7th) shall be selected by mutual agreement of the parties. 
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c) The arbitration step of the grievance procedure shall be conducted pursuant to the 
rules and procedures of the Federal Mediation and Conciliation Service. The 
Arbitrator's decision shall be issued in writing not more than thirty (30) days from 
the close of oral arguments or the filing of briefs, whichever is the later, unless the 
time period is mutually extended by the parties. The fees and expenses of the 
Arbitrator shall be borne by the losing party. 

d) The Arbitrator shall limit his decision to the interpretation, application, or 
enforcement of those specific Articles and/or Sections of this Agreement in 
question and his/her decision shall be consistent with applicable law. 

e) The Arbitrator shall be without authority to add to, subtract from, modify, change 
or alter any provision of this Agreement, nor add to, subtract from, modify the 
language therein in arriving at his/her determination on any issue presented that is 
proper within the limitations expressed herein. The Arbitrator shall expressly 
confine himself to the precise issues submitted for arbitration and shall have no 
authority to determine any other issues so submitted to him, or to submit 
observation or declarations of opinion which are not directly essential in reaching 
a decision on the issue in question. 

f) The Arbitrator shall be without authority to recommend any right or relief on an 
alleged grievance occurring at any time other than the contract period in which the 
such right originated, or to make any award based on tight arising under any 
previous Agreement, grievance or practice. Except in the instance where the 
Employer has established a new classification, the Arbitrator shall not establish 
any rates additional to the wage rates already negotiated as part ofthis Agreement. 
In cases of discharge or of suspension, the Arbitrator shall have the authority to 
recommend modification of said discipline. In the event of a monetary award, the 
Arbitrator shall limit any retroactive settlement the date the grievance was 
presented to the Employer at Step 1 of the grievance procedure. 

g) All decisions of the Arbitrator shall be final, binding and conclusive upon the 
Employer, the Union and all employees of the Recorder's Office. All pre
arbitration settlements and all grievance answers not appealed the Union shall be 
final, binding and conclusive on the Employer, the Union and all employees of the 
Recorder's Office. The Union may withdraw a grievance at any time during the 
grievance procedure and such withdrawal shall be without prejudice or precedent 
to any decisions of the parties as they relate to that grievance or any future 
grievances. 

h) Except as provided herein, any cost involved in obtaining the lists of Arbitrators 
shall be equally divided between the parties. All costs directly related to the 
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service of the Arbitrator shall be borne by the losing party. Expenses of any 
witnesses shall be borne, if any, by the party calling the witness. The fees of any 
court reports or court stenographer shall be borne by the party asking for one; the 
fees shall be borne equally if both parties desire a court reporter's recording. The 
cost of copies of the transcript shall be borne by the party requesting such copy. 

i) Aggrieved employees, necessary stewards, necessary Union representatives and 
all necessary witnesses shall be entitled to attend the arbitration hearing and shall 
suffer no loss ofregular wage or benefit for time off the job while attending these 
proceedings. 

Section 12.5 A grievance may be brought by the Union or any employee covered by this 
Agreement. Where a group of bargaining unit employees desire to file a grievance involving an 
incident affecting several employees in the same manner, one employee shall be selected by the 

group to file the grievance. Each employee who desires to be included in such grievance may be 
required to sign the grievance. The Union may file contract administration or policy grievances 
without naming and/or without the signature of any particular aggrieved employee. 

Section 12.6 Any grievance which originates from a level above the first step of the grievance 
procedure may be submitted directly to the step or level form which it originates. 

Section 12. 7 All grievances must contain the following information to be considered and must 
be filed using the form attached as Appendix "C" of this Agreement. 

a) Aggrieved employee's name and signature when applicable; 

b) Aggrieved employee's classification when applicable; 

c) Date grievance was first discussed and name of supervisor with whom the 
discussion took place; 

d) Date grievance was submitted in writing; 

e) Date and time grievance occurred; 

f) Location where grievance occurred; 

g) A description of the incident giving rise to the grievance; 

h) Specific Articles and Sections of the Agreement violated; 
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i) Desired remedy. 

Section 12.8 All employees are entitled to have union representation at each step of the 
grievance process. This representation shall be limited to one (I) employee representative and 
one (I) non-employee representative at Step 1 of the process and up to two (2) employee and one 
non-employee representatives at Step 2 of the process. No union representative, witness or 
grievant shall suffer any loss of regular wages or benefit while attending a hearing, investigating 
a grievance or processing a grievance, provided the time off is approved by the supervisor. 
Approval of time shall not be unreasonably denied. 

Section 12.9 A policy grievance which affects more than one (I) employee may be submitted 
directly to Step 2 of the grievance procedure. 

Section 12.10 All grievances which are reduced to writing shall be set forth on the grievance 
form attached as Appendix "C" ofthis Agreement. 

Section 12.11 The time limits set forth in this grievance procedure shall, unless extended by 
mutual written agreement of the parties, be binding upon both parties. Should the Union fail to 
advance or appeal a grievance within the time frames outlined in this procedure, the grievance 
shall be considered resolved based upon the last written answer of the Employer at the step the 
answer was given. Should the Employer fail to timely respond in writing to a grievance, the 
grievance shall be advanced to the next step of the procedure. 

Article 13 - Pre-Disciplinary Hearing/Discipline 

Section 13 .1 No employee shall be disciplined except for just cause. Whenever the Employer 
determines an employee may be suspended or terminated, a pre-disciplinary conference shall be 
scheduled prior to the imposition of any disciplinary action. 

Section 13.2 The Employer shall provide notice of any pre-disciplinary hearing to the Union 
and the Employee not less than seventy-two (72) hours in advance of the hearing. This notice 
shall contain the date, time and place of the hearing and an outline of the charge(s) against the 
employee. The Recorder shall preside at the pre-disciplinary hearing and shall determine if the 
conduct giving rise to the charge occurred and whether or not discipline is warranted. 

Section 13 .3 Pre-disciplinary hearings will be conducted before the hearing officer within 
seven calendar days of the incident which gave rise to hearing. Not less than forty-eight (48) 
hours prior to the scheduled start of the hearing the employee may choose to: 

a) Appear at the hearing and present an oral or written statement in his or her behalf; 

b) Appear at the hearing and have a Union representative present an oral or written 
statement on behalf of the employee; 
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c) Waive in writing the opportunity for the pre-disciplinary hearing. 

Section 13.4 The employee shall be represented by a Union representative and the employee or 
representative shall be permitted to confront and/or cross examine any witnesses for the 
Employer, present any testimony, evidence or witnesses on his/her own behalf to refute the 
charge(s) or explain whether or not the alleged conduct occurred. 

Section 13 .5 Within ten (10) working days following the close of the pre-disciplinary hearing, a 
written report will be prepared by the hearing officer concluding only as to whether or not the 
alleged conduct occurred and if discipline is or is not warranted in the matter and if warranted, 
what discipline is to be imposed. Copies of the report shall immediately be provided to the 
Union and the employee. The Union may appeal the Recorder's decision directly to Step 2 of the 
grievance procedure. 

Discipline 

Section 13 .6 Except in cases where the employee is found guilty of gross misconduct, discipline 
shall be applied in a corrective, progressive and uniform manner. Progressive discipline for 
related offenses shall be in the order noted below: 

A. Oral Counseling Noted in file as to time, date, subject and person providing the 
counseling, with copy of notation to the Union and the 
employee. 

B. Oral Reprimand Oral reprimands shall be reduced to writing and placed in the 
employee's personnel file, with copies sent to the Union and the 
employee. 

C. Written Reprimand Reduced to writing and placed in the employee's personnel file 
with copies to the Union and the employee. 

D. Suspensions Notice of suspensions, complete with the reason for such 
suspension, shall be in writing with copies to the Union and the 
employee. 

E. Termination Notice of Termination, complete with the reason for such 
termination, shall be in writing with copies to the Union and the 
employee. 

Section 13. 7 Should the alleged offense be of such a serious nature as to warrant the immediate 
removal of an employee from the Employer's premises, the employee shall be placed on 
administrative leave without pay until such time as a pre-disciplinary conference can be held and 
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until any discipline is decided. An employee may use any and all accrued leave (i.e. sick, 
vacation, comp time, personal days, etc.) to cover a period during which he is placed on 
administrative leave. If the employee is fully or partially exonerated of the Employer's charges, 
the employee shall be made whole. (Example: An employee uses accrued time to cover a ten 
(10) day administrative leave. Ultimately, the punishment warranted is determined to be three 
(3) days. Seven days accrued leave will be given back to the employee). 

Section 13. 8 In the event of a suspension, discharge or the removal of an employee as outlined 
in Section 13. 7 above, the employee shall have the right to have his/her steward or other union 
representative present, who shall receive paid time off for that purpose. The employee shall be 
permitted to discuss the suspension, discharge or administrative leave with the representative in a 
private area made available by the Employer before he/she is required to leave the premises. An 
employee who is suspended, discharged or placed on administrative leave shall be given written 
notice, with a copy to the Union, stating the reason for the action. The Employer shall not 
discipline or discharge any employee except for just and proper cause. 

Section 13.9 Reprimands and other disciplinary actions taken by the Employer shall be placed 
in the appropriate employee's personnel file. Provided there is no intervening related discipline, 
all written material associated with disciplinary actions shall cease to have any force or effect for 
any subsequent discipline and may not be used as evidence in any hearing regarding any 
subsequent discipline, in accordance with the following schedule: 

Oral Reprimands and Written Reprimands Twelve (12) months from 
the effective date of discipline 

Suspensions Twenty four (24) months from the 
effective date of discipline 

Article 14 - Personnel Files 

Section 14.1 Personnel Files It is recognized the Employer may prescribe regulations for 
the custody, use and preservation of the records, papers, books, documents and property 
pertaining to the Employer. However, every employee shall have the right to review his/her 
personnel file during business hours. Any employee may review his personnel file by notifying 
the Recorder or the designee responsible for the keeping of the files twenty four (24) hours in 
advance. 

If any employee is involved in a dispute regarding which matters in his/her personnel file may be 
material, any AFSCME representative shall also be granted access to the employee's file at time 
where access is authorized, in writing, in advance by the employee. The written authorization 
shall specify "medical records" if the authorization so intends. 
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Section 14.2 Inaccuracies If, upon examination of the personnel file, the employee believes 
there are inaccuracies in those documents, the employee may submit a written memorandum to 
the Recorder explaining the alleged inaccuracy. If, upon investigation, the Recorder sustains the 
allegation, he/she shall do one of the following: 

a) Attach employee's memoranda to the material in question and filed with it, and 
the Recorder shall note concurrence thereon; or 

b) The Recorder, in accordance with the appropriate statutes, shall correct the 
inaccurate material in the personnel file if she/he feels the inaccuracies warrant 
such action. 

Section 14.3 Clarification Any material placed in an employee's file may be reviewed by the 
employee. If any material is not inaccurate, but the employee feels that clarification is necessary, 
he/she may submit to the Recorder a written statement of clarification of the circumstances 
surrounding the material. Such memoranda shall not contain derogatory or scurrilous matter 
regarding the Employer or any other employee. The Recorder will immediately arrange to have 
such memoranda attached to the material to which it is directed and placed in the employee's 
personnel file. 

Section 14.4 Reprimands shall cease to have force and effect in accordance with Article 13, 
Section 13 .9 above, provided that no related disciplinary action occurs in the intervening period. 

Article 15 - Hours of Work 

Section 15.1 Work Week The normal work week shall consist of five (5) consecutive eight 
(8) hour days normally commencing Monday at 8:30 a.m. and ending on the next following 
Friday at 4:30 p.m. 

Section 15 .2 Work Day The normal work day shall be eight (8) consecutive hours, 
inclusive 

of a one (1) hour paid lunch period in accordance with the policy attached as Appendix "D". The 
day shall normally commence at 8:30 a.m. each work day and end at 4:30 p.m. each work day. 
Any changes in starting and/or quitting times shall be for operational reasons and shall not be 
arbitrary or capricious. Proposed changes to starting and quitting times shall first be discussed 
with the Union thirty (30) days before implementation. 

Section 15.3 Breaks There shall be two (2) non-cumulative fifteen (15) minute breaks 
during the normal work day in accordance with the attached policy. Breaks shall be scheduled by 
the supervisor at, or as near to, the midpoint of each half day as is operationally practicable and 
so as not to disrupt service. 

Article 16 - Overtime 
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Section 16.1 The Employer shall be the sole judge of the necessity for overtime work. The 
Employer will make every attempt to distribute overtime work in a fair and equitable manner. 
Overtime opportunities will be offered to employees in accordance with their seniority on a 
rotating basis, most senior employee first, and then in descending order of seniority to all 
qualified employees of the bargaining unit, until the overtime assignment is sufficiently staffed. 

Overtime opportunities may be initially refused, however in the event an insufficient number of 
qualified employees voluntarily accept the assignment, the Employer may assign the work in 

inverse order of seniority (least senior first) until the assignment is adequately staffed to perform 
the work. 

Equalization Overtime opportunities shall be equalized to as great an extent as possible. 
Employees who refuse an overtime assignment or are unavailable for the assignment for any 
reason shall, for the purposes of equalization only, be credited with the number of overtime hours 
worked as if they had accepted the assignment. An up-to-date overtime roster shall be kept by the 
Employer and displayed in a prominent place. The roster shall include the name of each 
employee and the number of hours worked by or charged to each employee. 

Section 16.2 

A) For the purposes of overtime payment, overtime shall be defined in two 
categories: 

1) Scheduled Overtime: Scheduled overtime shall require a minimum of twelve (12) 
Hours advanced notice. Employees who are scheduled to work overtime in 
accordance with this Article shall be required to actually work forty ( 40) hours 
during the week in which the overtime is worked in order to qualify for premium 
pay under this Article. Except that lunch periods, pre-approved leaves, breaks, etc. 
shall be considered as hours actually worked. 

2) Incidental Overtime: Incidental overtime is defined as that overtime worked in 
excess of forty ( 40) hours in a week or eight (8) hours in a day which the 
Employer does not provide the notification outlined in # 1 above. 

Section 16.3 All employees of the bargaining unit shall receive one and one-half(l \;,)times 
their hourly rate for all hours in pay status in excess of eight (8) hours in one day as outlined in 
Section 15.2 above. It is not the intent of this Section 16.3 to allow the "pyramiding" of overtime 
payments. 

Section 16.4 Call Out Pay Call outs are defined as an employee's recall to work after he/she 
has clocked out for the day and left the Employer's premises. Minimum pay for call outs shall be 
according to the following schedule: 
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a) Up to two (2) hours after leaving work 

b) More than two (2) hours after leaving work 

Two (2) hours at one and one half 
(1 Y,) times the hourly rate or the 
appropriate overtime rate for all 
hours worked, whichever is the 
greater. 

Four (4) hours at one and one half 
(1 Y,) times the hourly rate or the 
appropriate overtime rate for all 
hours worked, whichever is the 
greater. 

Section 16.5 Meal Periods If an employee is required to work more than two (2) hours beyond 
the normal quitting time, the employee shall be entitled to a paid meal period not to exceed one 
(1) hour in duration. The meal period shall be at the end of the first two (2) hour period or as near 
to as is practicable and the process shall be repeated every five (5) hours subsequent to the initial 
two (2) hour period. Employees who are called out to work after their normal quitting time shall, 
at the end of each five (5) hour period be entitled to a paid meal period, not to exceed one (1) 
hour in duration. 

Section 16.6 Compensatory Time Employees of the bargaining unit may, at their option, elect 
to receive compensatory time off in lieu of monetary compensation for overtime hours earned. 
Compensatory time shall be earned and credited at the appropriate overtime rates listed in this 
Article. Compensatory time may accumulate to a maximum of sixty ( 60) hours. Any overtime in 
excess of the maximum will automatically be paid in cash. 

Use of compensatory time shall be at the discretion of the employee. Employees wishing to use 
compensatory time shall, whenever possible, give the Employer one (!) day advance notice prior 
to the use of time and the Employer shall not unreasonably deny the use of such time by the 
employee. Nothing in this Article shall preclude the employee from using compensatory time for 
a personal emergency, and such use shall not require advance notice. 

Emergency use of compensatory time of less than eight (8) hours may be granted prior to the start 
of the work day, however any "late start" shall be counted toward occurrences as outlined in 
Section 18.15 below. 

Article 17 - Vacancies and Promotions 

Section 17 .1 When the Employer determines that a vacancy exists or whenever a new 
classification is created within the bargaining unit, the Employer shall post notice of such 
vacancy on the bulletin board provided for the Union, for a period of seven (7) consecutive 
working days. Bargaining unit employees (including those on layoff) wishing to be considered 
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for the position shall file a written application with the Recorder or designee by the end of the 
posting period. All applications shall include the applicant's name, date of hire, current 
classification, and the date the application was submitted to the Employer. All applications shall 
be date/time stamped by the Employer and a copy of all applications and job postings shall be 
provided to the Union by the end of the posting period.The Employer will ensure all other 
offices in the County (including all elected officials and department heads) and the secretary of 
each AFSCME local receive notice of job vacancies and additionally that a copy of all notices of 
vacancy within other County offices or departments are posted in the Recorder's Office. If the 
Employer conducts interviews as part of the promotion decision making process, every applicant 
shall be asked the same questions. The steward or another representative of the Union 
(appointed by the Chapter Chair) shall be present during each interview. 

Section 17 .2 Within ten ( 10) days of the close of the posting period all timely filed applications 
will be reviewed and the position will be awarded to the most senior qualified employee as 
established by the job description for the position. 

Section 17.3 Employees of the bargaining unit awarded a job pursuant to the provisions of this 
Article 17 shall be given sixty (60) working days to demonstrate their ability to perform the job 
on a regular basis. If they cannot demonstrate that ability, they shall be returned to their previous 
position without loss of seniority or benefit. Employees shall be considered qualified for the job 
when they can satisfactorily perform the required duties of the job with no more supervision than 
is required by other qualified employees in the satne classification. Promoted employees shall be 
placed immediately at the step of the new classification which matches their total years of service 
with any employer of Trumbull County (in any classification/s). Employees who have had a 
break in their Trumbull County service shall receive credit for all time working for any employer 
of Trumbull County, but not for the period of the break. Any employee whose step in a 
classification currently does not match their total years of service with all employers of Trumbull 
County shall be moved to their now appropriate step on the effective date of this contract; such 
employees shall not receive additional pay from this increase for any period before the effective 
date of this contract. 

Section 17.5 Temporary Assignments Temporary vacancies created by vacation, sick 
leave, worker's compensation leave or any other authorized leave of absence shall be filled in 
accordance with Section 17 .2 above. Employees awarded a temporary job assignment or assigned 
to work out of their classification for four ( 4) hours or more shall be paid the prevailing rate of 
that classification if that rate is higher or the rate for their normal classification if assigned to a 
lower paid classification. · 

Article 18 - Sick Leave/Personal Leave 

Section 18.1 Crediting of Sick Leave Sick leave credits shall be earned at the rate of four 
and six-tenths ( 4.6) hours for each eighty (80) hours of service in active pay status including paid 
vacation and paid sick leave or personal leave. Part-time, seasonal and intermittent workers shall 
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be credited with sick leave in the same manner. Unused sick leave shall accumulate without 
limit. 

Section 18.2 Expiration of Sick Leave If an illness or disability continues beyond the time 
covered by earned sick leave, the employee may be granted a disability leave, unpaid personal 
leave or sick leave without pay. 

Section 18.3 Charging of Sick Leave Sick leave shall be charged in minimum units of one 
(1) hour. An employee shall be charged for sick leave only for the days upon which he/she would 
otherwise been scheduled to work. Sick leave payment shall not exceed normally scheduled work 
day or work earnings. 

Section 18.4 Uses of Sick Leave 

A. Upon approval of the Employer, sick leave shall be granted for the following reasons: 

a. Illness or injury of the employee or a member of the employee's immediate 
family. 

b. Death of a member of the employee's immediate family. In the instance of 
bereavement, sick leave usage shall be limited to a maximum of five ( 5) working 
days. Three (3) days of this bereavement amount shall be paid but not charged 
against an employee's accumulated sick leave. In the case of the death of an 
employee's spouse, child, mother or father, the employee shall be entitled to an 
additional five (5) days leave. Such additional leave shall be paid or unpaid and 
any paid portion of the additional leave shall be deducted from the employee's 
accumulated paid leave. (e.g. sick leave, vacation leave, personal leave, 
compensatory time, etc.) 

c. Medical, dental or optical examination or treatments of the employee or member 
of the employee's immediate family, which requires the presence of the employee. 

d. If a member of the employee's immediate family is afflicted with a contagious 
disease or requires the care and attendance of the employee, or when through 
exposure to a contagious disease, the presence of the employee in the workplace 
would jeopardize the health of other employees. 

e. Pregnancy, childbirth, adoption or other conditions related thereto. 

B. Definition oflmmediate Family For the purposes of this Agreement "immediate 
family" is defined as an employee's grandparents, brother, sister, brother-in-law, sister-in
law, daughter-in-law, son-in-law, father, father-in-law, mother, mother-in-law, spouse, 
child, stepchild, grandchild, legal guardian, foster parent, or other person who stands in 

27 



place of a parent (en loco parentis) or a person for which the employee stands as legal 
guardian or in place of a parent (en loco parentis ).For the purpose of bereavement leave 
only, "immediate family" also shall include nieces, nephews, aunts, and uncles. 

Section 18.5 Evidence of Sick Leave Usage The Employer may require an employee to 
furnish a standard written, signed statement (sick leave form) explaining the nature of the illness 
to justify the use of sick leave. Falsification of either a written, signed statement or a physician's 
certificate may be cause for disciplinary action. 

Section 18.6 Notification by the Employee When an employee is unable to work, he shall 
notify his immediate supervisor or other designated person or use another procedure established 
by the Employer (e.g. call off line, answering machine, voice mail) at least one (I) hour prior to 
the time he is scheduled to report to work on each day of absence, unless emergency conditions 
make it impossible or unless the supervisor has received a written notice of an extended or 
continuing absence or the employee has specified a "return to work date" on the first day of 
absence. 

Section 18. 7 Abuse of Sick Leave Employees failing to comply with sick leave rules and 
regulations shall not be paid. Application for sick leave with intent to defraud may result in 
disciplinary action against the employee and/or refund of any benefit paid. 

Section 18.8 Physician Statement If medical attention is required, the Employer may require 
the employee to furnish a statement from licensed physician stating the employee was unable to 
perform his/her duties. Should sick leave be required for the care of a member of the employee's 
immediate family, the Employer may require a physician's statement to the effect that the 
presence of the employee is necessary to care for the family member. 

Section 18.9 Family and Medical Leave 

A. Pursuant to the Family and Medical Leave Act of 1993 (hereinafter referred to as "Family 
Leave"), employees who have worked for a minimum of twelve (12) months and a 
minimum of twelve hundred fifty (1250) hours over the previous twelve (12) month 
period, may be eligible for up to twelve (12) weeks of unpaid leave. The leave may be 
granted for one of the following reasons: 

a. Birth and/or care of a newborn child, or placement for adoption or foster care if such 
leave occurs within twelve (12) months of the birth or placement. 

b. To care for the employee's family member (spouse, sibling[s], child[ren], parents[in-law], 
guardian or an individual who stands in loco parentis or an individual for whom the 
employee stands en loco parentis) who has a serious health condition (illness, injury, 
impairment, or physical or mental condition which requires either inpatient care or 
continuing treatment by a Certified Health Care Provider and for a period of more than 
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three [3] work days). 

c. For a serious health condition which makes the employee unable to perform the duties of 
his/her job. 

d. (1) Any qualifying exigency (as defined in applicable Federal regulations) 
arising out of the fact that the staff member's spouse, son, daughter or 
parent is a military member on covered active duty (or has been notified of 
an impending call or order to cover active duty) in the Armed Forces 
("Qualifying Exigency Leave"). 

(2) Twenty-six (26) weeks of leave during a single 12-month period to care for a 
covered service member with a serious injury or illness if the eligible 
employee is the service member's spouse, son, daughter, parent, or next of 
kin (military caregiver leave). 

B. When requesting leave under the FMLA, employees must use paid leave (i.e. sick, 
vacation, personal days, comp time, bonus attendance days) concurrently with the 
approved time off prior to requesting leave without pay. However, employees may, at 
their option, retain forty ( 40) hours of accrued leave. Use of paid leave for an FMLA 
qualifying reason will be counted against FMLA leave available under this Article. 

C. A request for FMLA leave shall be submitted thirty (30) days in advance when the 
leave is foreseeable or with as much advance notice as possible. If the FMLA leave 
request is based upon the existence of a serious health condition, an appropriate 
medical certification must be submitted, normally in conjunction with the request 
for the FMLA leave. IF the leave is based upon the employee's serious health 
condition, a medical certificate verifying the employee's fitness for duty must be 
submitted prior to the employee's return to work. An employee requesting military 
caregiver leave shall be required to submit a certification completed by an 
authorized healthcare provider certifying the veteran's serious injury or illness. 
The employer may require medical evaluations (second and/or third opinions) at the 
Employer's expense as permitted by Federal Law. 

D. FMLA leave may be taken intermittently when medically necessary due to the 
serious health condition of the employee or of the employee's spouse, child or 
parent. The employee shall made reasonable efforts to schedule treatment so as not 
to unduly disrupt the regular operations of the County Employer. If the employee 
requests intermittent leave due to the employee's serious health condition or that of 
a family member and the need for the leave is foreseeable based on planned medical 
treatment, the Employer may, in its discretion, temporarily transfer the employee to 
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an available alternative position with equal pay and benefits if (1) the employee is 
qualified for the position, and (2) the position better accommodates recurring 
periods of leave. If the Employer believes the use of intermittent leave is 
inappropriate and has so notified the employee in writing, the Employer may 
require a medical practitioner's certification for each period of intermittent leave. 
When such certification is required, it shall be presented either prior to the use of 
the intermittent leave or immediately upon return to work. In considering the 
appropriate use ofFMLA leave, an employee's overall attendance shall be a 
consideration when questions of abuse arise, including the frequency of tardiness. 

E. An employee remains eligible for health coverage under the employee's group 
health plan during an approved FMLA leave. If the employee fails to return to 
work following FMLA leave, the Employer will notify the employee of the 
employee's option for continued health insurance coverage under COBRA. If the 
employee is not released to return to work based on the continuation of a serious 
health condition at the end of the twelve (12) weeks of eligibility, then the employee 
may request additional leave to be granted solely at the discretion of the County 
Commissioners or appropriate employing official. Failure to return from FMLA 
leave and/or any subsequent Employer-approved leave shall result in the employee 
being responsible for the total health insurance costs paid by the Employer, except 
where the failure to return is due to a serious health condition or circumstances 
demonstrated to be beyond the employee's control. 

F. Employees returning to work from an approved family medical leave will be 
returned to their previous position or a similar position if the employee's position no 
longer exists, or unless the employee's health condition is such that a reasonable 
accommodation, consistent with the provisions of the American Disabilities Act, is 
accepted and implemented by the Employer. 

G. The maximum family medical leave available to eligible employees is twelve (12) 
weeks (with the exception of military caregiver leave) in a twelve (12) month period; 
the period of twelve (12) months will be calculated from the commencement of the 
first day of leave. While family medical leave need not be taken for consecutive 
weeks, the total of twelve (12) weeks cannot be ex ceded in the twelve (12) month 
period regardless of reason except when military caregiver leave is exercised and 
then the maximum total is twenty-six (26) weeks in the twelve (12) month period 
regardless of the number of reasons asserted or available to the employee. 

Section 18.10 Physical Examination The Employer may require an employee to be examined by 
a licensed physician in order to determine the employee's physical or mental capabilities to 
perform the duties of the employee's position. The cost of the examination shall be paid by the 
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Employer. Should the employee be found unfit for duty, the employee may request to be 
examined by a physician of the employee's own choice and at the cost of the employee. Should 
the opinions of the two examinations conflict, a third examination will be conducted by a 
physician mutually selected by the Union and the Employer and the opinion of the third 
examination shall prevail. The cost of the third examination shall be equally shared by the 
employee and the Employer. 

If, based upon all medical evidence available, the Employer determines the employee is not 
physically or mentally qualified to perform the duties of the employee's position, the employee 
may be placed on a disability leave, or on paid sick leave or on an unpaid sick leave of absence 
until such time as the employee is found to be qualified to perform or until the employee is found 
to qualify for disability separation or retirement. 

Section 18.11 Credit for Previous Public Service The previous accumulated sick leave of an 
employee who has been terminated from the public service shall be placed to his/her credit upon 
re-employment in the public service, provided that the employee has not received compensation 
for the unused sick leave at the time of separation from the previous service, and further provided 
that the re-employment takes place within ten (10) years of the date on which the employee was 
terminated from the previous service. 

Section 18.12 The Employer shall notify each employee of their total accumulated sick leave 
credits every two (2) weeks. 

Section 18.13 Personal Leave Employees covered by this agreement shall be entitled to 
two (2) days of personal leave per calendar year. Such leave shall be separate and apart from an 
employee's accumulated sick leave. Personal leave is non-cumulative and must be used prior to 
the end of each calendar year. Employees shall submit a written request to his/her immediate 
supervisor at least forty-eight (48) hours in advance of the date of such leave. One (1) day of 
personal leave may be used in increments of four ( 4) hours and the second day may not be used 
in increments of less than eight (8) hours. The granting of personal leave is subject to the staffing 
and workload requirements of the Employer. In the event two or more employees request the 
same time period for leave, the leave will be granted on the basis of seniority (most senior first). 
Should an employee be denied the use of personal leave, and be unable to use any or all of the 
personal leave entitlement during the calendar year due to the staffing and work requirements of 
the Employer, the employee shall be compensated for those hours as pay at the employee's 
regular rate of pay on the last payt check of the calendar year. 

Section 18.14 Restricted Dutv The Employer and employees have the right to offer or 
request restricted duty for those employees who qualify for such duty. The duties assigned shall 
be within the confines of the employees job description and shall be limited to those duties which 
a physician agrees are within the employee's physical capabilities to perform based upon the 
employee's job description. Determination of these capabilities shall be as in Section 18.10 of 
this Article. 
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Section 18.15 The purpose ofthis Article is to establish an effective and uniform policy to 
control absenteeism and tardiness. Tardiness and absences are treated jointly and employees 
shall be subject to progressive discipline for unacceptable attendance including patterned 
absence, excessive use of sick leave and tardiness as outlined below. 

A) Attendance & Tardiness 
Any abuse, or excessive or patterned use of sick leave shall be just and sufficient cause 
for disciplinary action. Repeated and/or patterned late reporting for duty shall be 
just and sufficient cause for disciplinary action. Such discipline shall be of a 
corrective and progressive nature and shall be enforced as follows: 

Step 1 Oral Counseling - in the presence of a union representative, a notation of such 
counseling shall be placed in the employee's personnel file for twelve (12) months 
and shall cease to have force and effect at the end of such twelve (12) month 
period provided there is no intervening discipline. 

Step 2 Oral Reprimand - in the presence of a Union representative, a notation of 
the oral reprimand shall be placed in the employee's personnel file for fifteen 
(15) months and shall cease to have force and effect at the end of such fifteen 
(15) month period provided there is no intervening discipline. 

Step 3 Written Reprimand - in the presence of a union representative, a notation of such 
counseling shall be placed in the employee's personnel file for eighteen (18) 
months and shall cease to have force and effect at the end of such eighteen (18) 
month period provided there is no intervening discipline. 

Step 4 Three (3) day suspension without pay. In the presence of a Union 
representative, a notation of such suspension shall be placed in the 
employee's personnel file for twenty-one (21) months and shall cease to have 
force and effect at the end of such twenty-one (21) month period provided 
there is no intervening discipline. 

Step 5 Ten (10) day suspension without pay. In the presence of a Union 
representative, a notation of such suspension shall be placed in the 
employee's personnel file for twenty-four (24) months and shall cease to have 
force and effect at the end of snch twenty-four (24) month period provided 
there is no intervening discipline. 

Step 6 Termination. 

Except as noted above, all disciplinary actions contained in this Article shall hold force and 
effect in accordance with Article 13 of the Collective Bargaining Agreement. 
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For the purpose of this Article, excessive use of sick leave shall be defined as six (6) unrelated 
single day absences in a six month period. Related occurrences of single day absences (e.g. 
continuing therapy, long term dental procedures, etc.) may not constitute a basis for discipline, 
depending upon the circumstances .. Patterned absence is defined as any trend or pattern of an 
attendance problem that has developed over a period of two (2) months or more. 

B) Medical Excuse Required 
Employees who are absent for more than three (3) consecutive days are required to 
provide a medical excuse for such absences. 

C) Six instances of tardiness in a six ( 6) month period (late starts excluding the grace period) 
shall result in disciplinary action as outlined in A above. Employees shall receive two 
(2) six (6) minute grace periods from January 1 through June 30 and two (2) six (6) 
minute grace periods from July 1 through December 31. Employees will not be 
compensated for late time. 

Attendance Bonus Commencing on the date of execution of this Agreement, 
any employee having worked a full calendar quarter with perfect attendance (i.e. no tardiness, 
early quits, use of sick leave, emergency vacation, emergency comp time injury leave or any 
other unexcused absences) shall be granted payment of$125.00. Use of scheduled vacation 
days, scheduled personal days scheduled compensatory time, scheduled jury duty, scheduled 
military leave, scheduled union leave, scheduled FMLA, shall not affect the employee's ability 
to earn this incentive. 

Failure to "clock in" and not provide a time edit sheet shall be considered as a late start for the 
purpose ofthis incentive and failure to clock out other than due to a malfunction of the time 
management system or established Office practice, shall void the employee's eligibility for 
this incentive. 

Calendar quarters are defined as January 1 - March 31; April 1 - June 30; July 1 - September 30 
and October 1 - December 31. 

Newly hired employees must work an entire quarter to qualify for the incentive. 

*Subject to FMLA regulations which define a "serious illness or injury." 

Section 18.16 Donation of Paid Leave Employees may donate paid leave to a fellow 
employee who is otherwise eligible to accrue and use sick leave. The intent of this leave donation 
program is to allow employees to voluntarily provide assistance to their co-workers who are in 
critical need ofleave due to a serious illness or injury of the employee or a member of the 
employee's immediate family as defined in this Article 18. Receipt of donated paid leave 
under this Section is prohibited for employees off work due to a workplace injury or 
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workplace illness. 

1. An employee may receive donated leave up to the number of hours the employee is 
normally scheduled to work in each pay period provided that the employee who is to 
receive the donated leave: 

a. (Or a member of the employee's immediate family) has a serious illness or injury; 

b. Has no accrued leave or has not been approved to receive other state or federal 
government paid benefits; and 

c. Has applied for any paid leave, workers' compensation or benefits program for 
which the employee is eligible. Employees who have applied for these benefits 
may use donated leave to satisfy any waiting period for such benefits where 
applicable and donated leave may be used following a waiting period, if one 
exists, in an amount equal to the benefit provided by the program. (e.g. fifty-six 
hours per pay period may be used by an employee who has satisfied the disability 
waiting period and is pending approval; this amount is equal to the seventy 
percent (70%) provided by disability). 

2. Employees may donate leave ifthe donating employee: 

a. Voluntarily elects to donate leave and does so with the understanding that donated 
leave will not be returned; 

b. Donates a minimum of eight (8) hours; 

c. Retains a combined leave balance of at least one hundred and twenty (120) hours. 
Leaves shall be donated in the same manner in which it would otherwise be used. 

3. The Leave donation program shall be administered on a pay period by pay period basis. 
Employees using donated leave shall be considered in active pay status and shall accrue 
leave and be entitled any benefits that they would otherwise be entitled. Leave accrued by 
an employee while using donated leave shall be used if necessary, in the following pay 
period before any additional donated leave may be received. Donated leave shall be 
considered sick leave but shall never be converted to a cash benefit. 

4. Employees who wish to donate leave shall certify: 

A. The name of the employee for whom the donated leave is intended; 

B. The type ofleave and the number of hours to be donated; 
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C. That the employee will have a minimum combined leave balance of one hundred 
twenty (120) hours; and 

D. That the leave is donated voluntarily and the employee understands that the 
donated leave will not be returned. 

5. The Employer and the Union shall ensure that no employees are forced or coerced to 
donate leave. The Employer shall respect an employee's right to privacy, however the 
Employer may, with the permission of the affected employee or a member of the 
employee's immediate family, inform employees of their co-workers' critical need for 
leave. The Employer shall not directly solicit leave donations from employees and the 
donation ofleave shall occur on a strictly volunteer basis. 

6. Except in the case of determining eligibility to participate, and other applicable sections 
of this Article, disputes or claims of bias or prejudice between or among employees in 
donating leave shall be the sole province of the Union and its members. The employee(s) 
shall have no appeal under the Grievance Procedure or civil remedies that involve the 
Employer. 

7. Except as outlined in 6 above, no employee shall have any claim of bias, discrimination 
or prejudice against the Union, its members or agent. It is understood that the donation of 
paid leave is a personal, voluntary and individual choice of the donor and the employee 
requesting such leave shall have no cause of action against any employee or their 
representatives for the denial of donation. 

Section 18 .17 Personal Leave Two days of accumulated sick leave per contract year may be 
used as personal days provided a sick balance of eighty (80) hours remains after use. 

Article 19 - Injury/Illness on Duty 

Section 19 .1 In the event an employees becomes disabled due to an illness or injury while 
working for the Employer, and the illness or injury resulted from the discharge of the duties for 
which the employee would be entitled to receive temporary total disability benefits from the 
Bureau of Worker's Compensation, the employee shall continue to receive his/her full regular 
pay (remain on the payroll) for a period of up to one (1) year. Dnring this period the employee 
shall forward any and all temporary total wage benefits acquired from the Ohio Bureau of 
Worker's Compensation to the Employer in accordance with the procedures outlined in this 
Article 19. 

Section 19.2 To apply for benefits as outlined in Section 19. l of this Article, written application 
must be made to the Employer or designee within fifteen (15) days of the commencement of the 
leave. The application must be accompanied by a certificate from a registered health care 
provider stating the employee is unable to work and that the disability is the result of and/or is 
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concerned with the duties of the employee. It is the duty of the Employer or designee to approve 
or disapprove the application based upon the medical documentation provided by the employee 
and in doing so may require the employee to be examined by a physician of the Employer's 
choosing in accordance with the procedures outlined in Article 18, Section 18.10 above. 

Before any employee makes application for benefits under this Article he/she shall first make 
application for benefits from any Worker's Compensation fund to which the Employer 
contributes. If an employee is injured during the course of employment with the County, the 
injured employee, or if the employee is incapacitated, anyone with knowledge of the incident 
must notify a supervisor or Department Head within forty-eight (48) hours from the time of 
injury. For example, ifthe incident occurs on Friday at 1 :00 p.m., the notification must be before 
1:00 p.m. on Sunday. If the employee is unable to speak to a supervisor or Department Head, the 
incident may be reported on the Call-in line or voicemail. An injury report, developed by the 
County Human Resources Department must be completed. Such a report shall be given to the 
Department Head and forwarded to the County Human Resources Department. If an injury claim 
is not reported within the time frame, the employee must use sick time for the total time not 
reported. 

Section 19 .3 Employees meeting the requirements as set forth in Sections 19 .1 and 19 .2 above 
shall continue to receive their full regular wage and benefits as outlined above pending the 
determination of their claim by the Bureau of Worker's Compensation and the Industrial 
Commission of Ohio. In the event the injury or disability is disallowed by the Bureau of 
Worker's Compensation or the Industrial Commission of the State of Ohio the employee shall be 
charged with all lost time against his accumulated sick leave or vacation time unless the decision 
is overturned by a court of competent jurisdiction. Should an employee not have sufficient sick 
leave or vacation time to cover either all or part of the time off, up to and including the date the 
claim was disallowed, then any moneys paid to the employee by the Employer under this Article 
shall be repaid in a reasonable and expeditious manner at a rate to be determined by and mutually 
agreeable to the parties. 

Article 20 - Leaves of Absence 

Section 20.l The Employer may grant to employees of the bargaining unit the following types 
of leaves of absence: service connected injury; unpaid sick leave; disability; educational; 
maternity; paternity; military; jury duty; or personal. A leave of absence shall be requested and 
authorized on a form provided by the Employer. 

Section 20.2 Upon completion of any leave of absence, the employee shall be return to the 
position he/she formerly occupied or to a similar position ifthe employee's former position no 
longer exists. 

Section 20.3 If a leave of absence is granted for a specific purpose, and it is found the leave is 
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not actually being used for that purpose, the Employer may cancel the leave and direct the 
employee to report to work by giving written notice to the employee. 

Section 20.4 General Leave Provisions 

A. All unpaid leaves of absence (and any extensions thereof) must be applied for in 
writing on forms provided by the Employer. Leaves of absence shall be granted or 
denied by the Employer in writing within three (3) working days of the 
submission of the request for leave. 

B. Unless otherwise provided, an employee may, upon request, return to work prior 
to the expiration of any leave of absence if such early return is agreed to by the 
Employer. 

C. When an employee returns to work after any leave of absence, he/she will be 
assigned to the position which he/she formerly occupied or to a position of like 
pay or stature if that position no longer exists. 

D. For the purposes of ascertaining employee seniority, service time, classification 
seniority and departmental seniority, an employee shall be given credit for any 
periods of time during which he/she was rightfully on any of the leaves provided 
by this Agreement. 

Section 20.5 Jurv Dutv/Witness Leave 

A. Bargaining unit employees summoned for jury duty or subpoenaed as witnesses 
shall be granted a paid leave of absence for the period of such service. Employees 
will be compensated for the difference between the employee's regular pay and 
any compensation paid for such services or the employee's regular rate of pay if 
the employee forwards any pay for such services to the Employer. Employees 
shall provide a copy of the summons or subpoena to the Employer when 
requesting such leave and all leaves shall be granted and commence on the date of 
appearance noted on the summons or subpoena. Employees will notify the 
Employer upon the completion of the jury duty or witness obligation. 

B. Employees must present the Employer with verification of the amount of 
compensation paid for such duty in order to qualify for payment as outlined in 
"A" above. 

C. On days when an employee is released early from their jury duty obligation, 
he/she shall report for work and complete the regularly assigned shift, provided at 
least four (4) hours remain in the work day. 
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D. Employees appearing before a court or other legally constituted body in a matter 
in which he/she is a party may use vacation leave, personal leave, compensatory 
time or be granted an unpaid leave of absence for the period of time necessary. 
Such instances include, but are not limited to, criminal or civil matters, traffic 
court, divorce proceedings, custody issues, or appearing as directed as a parent or 
guardian of a juvenile. 

Section 20.6 Military Leave 

A. Employees who are members of the Ohio National Guard, the Ohio Defense 
Corps, Naval Militia, or members of other reserve components of the Armed 
Forces of the United States are entitled to a leave of absence from their respective 
duties without loss of pay or benefit for such time as they are in the military 
service on field training or for periods of active duty not exceeding a total of 
thirty-one (31) calendar days in one (1) calendar year. 

B. Employees are required to submit to the Employer, an order or statement from the 
appropriate military commander as evidence of such duty. Upon submission of 
military pay vouchers documenting all wages and salaries earned on such leave, 
the Employer shall reimburse the employee the difference between the military 
compensation and the regular straight time wages of the employee for the time in 
question. The maximum number of hours for which payment may be made is one 
hundred seventy-six (176) hours in any one calendar year. Nothing in this Article 
shall require that the service be in on continuous period time. 

C. Employees who have completed their initial probation period will be granted a 
leave of absence without pay to enter or be inducted into military service. An 
appointment may be made to fill a vacancy created when an employee enters 
military service. If the person filling such vacancy also enters military service, 
he/she may be reinstated to the position only ifthe first employee (original 
incumbent) fails to apply for reinstatement within ninety (90) days of discharge or 
makes a written waiver of all rights to the position. Employees who re-enlist while 
on active duty, or commissioned officers who voluntarily enter into extended 
active duty beyond that required upon accepting a commission are not eligible for 
reinstatement. 

D. Employees who are members of the Ohio National Guard will be granted 
emergency leave for mob, riot, flood, civil defense, or similar duties when so 
ordered by the Governor to assist civil authorities. Such leave will be without pay 
if it exceeds the authorized paid military leave for the year. The leave will be for 
the duration of the emergency. 

E. A veteran separated or discharged under honorable conditions must make 
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application for re-employment to his/her former position within ninety (90) days 
of the date of release from military service or within ninety (90) days after release 
from hospitalization due to an in-service related illness or injury which has not 
exceeded a period of more than one (1) year. 

F. Procedures for Reinstatement 

1. An application for reinstatement must be accompanied by a photostatic 
copy of the veteran's discharge or certificate of service; 

2. The veteran must be physically qualified to perform the duties of the 
position as outlined in the applicable job description. When a disability 
sustained in the military service precludes restoration to the original 
position the veteran will be placed in a position of like status and pay 
commiserate with his/her physical condition; 

3. Reinstatement must be accomplished within thirty (30) days of date upon 
which the Employer received the application for reinstatement; 

4. Upon reinstatement the veteran shall be entitled to all salary, benefits and 
other advancements accruing to the position during military absence as 
follows: 

a. Sick Leave That amount of time which had been accumulated but 
not used or paid at which had been accumulated at the time of 
entering military service; 

b. Vacation Leave That amount the time of entering military service. 
Time spent in military service will be counted in determining the 
employee's length of service, but no vacation credit, other than 
noted above, will be accumulated during the time spent on military 
leave; 

c. Automatic salary adjustments; 

d. Any changes in classification or pay range which would have 
accrued to the position ifthe employee had been on the job. 

Article 21 - Holidays 

Section 21.1 Employees of the bargaining unit shall be entitled to the following paid holidays: 

New Year's Day (1'1 Day of January) 
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Martin Luther King Day (3'd Monday of January) 
President's Day (3'd of February) 
Memorial Day (May 30th or as observed) 
Independence Day (July 4th) 
Labor Day (I st Monday of September) 
Election Day (Y:. day on General Election days) 
Columbus Day (2nd Monday of October) 
Veteran's Day (11th day of November) 
Thanksgiving Day (4th Thursday ofNovember) 
Day following Thanksgiving Day 
Christmas Eve Day (24th day of December) 
Christmas Day (25th day of December) 

Section 21.2 In the event any of the aforementioned holidays fall on Saturday, the Friday 
immediately preceding shall be observed as the holiday. In the event that any of the 
aforementioned holidays fall on a Sunday, the Monday immediately succeeding shall be observed 
as the holiday. 

Section 21.3 Employees shall be paid for eight (8) hours at the regular rate of pay for each of 
the holidays listed in Section 21.1 above when no work is performed on such holiday, provided 
that the employee is in active pay status on his/her last scheduled day prior to and the first 
scheduled day following the holiday. For the purposes of this Section 21.3 "active pay status" 
shall not include sick leave unless the leave is of three (3) or more working days in duration prior 
to and/or following the holiday, or the use of sick leave is of an emergency nature requiring 
medical attention given to the employee or a member of the employee's immediate family. Use 
of such sick leave must be supported by appropriate medical documentation to qualify for the 
holiday pay. 

Section 21.4 Any work performed by an employee on any of the days listed in Section I shall 
be compensated at the rate of two (2) times the employee's straight time hourly rate in addition to 
the holiday pay provided in Section 21.3 of this Article. 

Article 22 - Hospitalization/Health Care Benefits 

A. Health Insurance Fringes. The Employer shall continue to pay the full cost of all 
hospitalization, vision care program, drug prescription plan, dental care plan for all 
employees during the term of this contract at the level of benefits presently in effect 
or greater except for the following changes. Newly hired employees shall not be 
entitled to hospitalization benefits or the Ohio AFSCME Care Plan benefits until the first 
day of the month after completion of sixty (60) calendar days of employment. The 
Employer shall pay the cost of all Ohio AFSCME Care Plan Benefits. 

Annual "up front" deductibles shall be $200.00 single subscribers and $400.00 family 
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subscribers. 

The Annual "maximum out of pocket" expense for each employee shall be $600.00 for single 
subscribers and $1200.00 for family subscribers. 

Hospitalization and Physician Network (Preferred Provider Organization [PPO]) to include 
80%/20% co-insurance with maximum annual "out of pocket" expense to be $600.00 for single 
subscribers and $1200.00 for family subscribers. Implementation of any PPO must include the 
ability for enrollment of new physicians. 

Prescription Drugs Employees of the bargaining unit shall be covered by the Ohio AFSCME 
Care Plan Prescription Drug Plan in accordance with Section F of this Article 22. Should any 
employee or covered individual exceed the maximum allowable benefit provided by the Care 
Plan, the affected employee shall, at the earliest opportunity and with evidence of reaching Plan 
maximums, be placed on the County's normal prescription drug plan until the beginning of the 
next benefit year of the Care Plan. Until such time as the employee can be placed on the County 
Plan, the Employer agrees to reimburse the affected employee the net amount of any Plan 
overruns. (i.e. 90% of the cost of the prescription(s)). 

1. For the duration of this agreement, prescription drug co-pays for the County's normal 
prescription drug plan shall be: 

Retail: $10.00 generic; $25.00 brand name formulary; $50.00 brand 
name non-formulary 

Mail Order (3 month supply): $20.00 generic; $50.00 brand name 
formulary; $100.00 brand name non-formulary 

Fifteen Dollars ($15.00) office visit co-payment including Wellness and Preventative Care 
Programs (e.g. physical examinations, smoking cessation, etc.), office co-payments will not be 
applied toward the annual deductibles listed in A above but will be applied toward the annual 
"out of pocket" maximums listed in C above. 

Schedule of Benefits/Maintenance of Standards To as great an extent as possible, the level 
of benefits shall remain as per the current plan design, the Employer shall maintain the schedule 
of benefits at the same or substantially the same level for the duration of this Agreement. No 
substantial change in benefits levels shall occur without first meeting with the Union and in 
accordance with Section 4C of this Article 22. 

The employee share of health care premiums shall be ten percent (10%) of the total premium of 
the plan in which the employee is enrolled, except that this cost will not include the 
administrative fee charged by any third party or the vision, dental, hearing aid or prescription 
coverage, as these are covered by the AFSCME Care Plan. Where an employee or his 
dependents exceed the AFSCME Care Plan prescription cap, the employee's 10% premium 
contribution also will include the cost of the normal County prescription plan for the period the 
employee or his dependents are covered by that plan. 
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The employee's share of the premiums shall be deducted from the employee's gross wage at one
half (Vi) of the total monthly amount due per bi-weekly pay period until the total monthly 
obligation is met. 

The deductibles and co-payments listed above shall not be increased for the duration of this 
Agreement, however this restriction shall not apply to any Health Maintenance Plan (HMO) as 
may be offered by the Employer. The Employer shall make every effort to maintain current 
benefit and deductible levels for HMO participants within the constraints of the mandatory 
competitive bidding procedures, however the specifications for these bids while including all 
current and deductible levels shall not restrict or limit the bids to these levels. 

Employees or their dependents who use a hospital emergency room shall pay a $75.00 copay. 
This copay will be waived ifthe patient is admitted to the hospital. 

B. Hospitalization Any employee who has exhausted his/her accumulated sick leave, 
if appropriate, and vacation leave, shall have his group hospitalization insurance continued in 
force for a period of sixty ( 60) days following the exhaustion of sick leave, vacation leaves, 
provided that such employee is on an approved unpaid leave of absence. 

C. Cost Containment and Advisory Committee There shall be formed a Cost 
Containment and Advisory Committee (CCAC) whose function shall be to serve in an advisory 
capacity to the Employer on all matters pertaining to the Health Care and Wellness of Employees 
including, but not limited to: 

Reviewing and forwarding comment to the Employer on all competitive bids received for Health 
Care prior to the Employer's formal acceptance of such bids. 

Suggesting changes in coverages and plan design, but adhering to the language below. 

Reviewing Health Care costs and forwarding advice and ideas on containing same. 

This Committee shall be composed of one (1) representative from each Trumbull County Union 
having members who are subscribers to any of the health plans and two (2) representatives 
selected by the Employer. No change in plan design (e.g., co-pays, premium share, deductibles, 
coverages, etc.) may be proposed by either the Union(s) or Employer unless renewal costs for all 
coverages change by at least 30%, plus or minus. Further, the Employer will be obligated to re
bid the Hospitalization plans, even in the midst of the normal three (3) year Health Plan Contract, 
if total costs for the plans escalate by 20% or more from current costs. This shall not prohibit the 
Employer from soliciting bids at any time the Employer deems as appropriate. 

Any dispute between the parties relative to this section shall be resolved in the following manner: 
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Each party shall select one (1) representative to mediate the proposed plan design change, or 
other issues under this section. 

The two (2) representatives will mutually agree on a neutral third representative. 

The mediators will be given wide latitude in resolving issues under this section, and may: 

1v Decide the issue solely among themselves 
v Hold a formal hearing 
v1 Solicit exhibits and evidentiary materials 
vii Direct any witnesses to appear 

The decision of the mediators shall be rendered within thirty (30) days from the appointment of 
the three-member panel with the decision binding on all subscribers under the plans. 

Any mandated change shall be implemented by the Employer and incorporated into the Plan or 
Plans on the first day of the next Plan year or via solicitation of competitive bids if more feasible. 

D. "Special status" employees who are receiving health care and hospitalization 
benefits from any publicly funded retirement system shall not be eligible for aforementioned 
health insurance/hospitalization benefits. 

E. Waiver of Coverage In the event the employee loses the alternative coverage and upon 
proof of cancellation, he/she shall be immediately enrolled in the Employer's normally provided 
health care plan. Other employees wishing to re-enroll in the nonnal health care plan shall only 
be permitted to do so during the annual enrollment period except in the case of coverage 
termination as outlined above. 

In no case shall the provisions of this Section E apply to employees whose spouses participate in 
the same plan which is provided as a benefit of employment with any Trunibull County Agency 
or Department under the auspices of the Board of County Commissioners. 

This option shall terminate for this bargaining unit no earlier than July I, 2007. All employees in 
this bargaining unit who had elected to waive coverage shall be immediately re-enrolled in the 
County health care plan of their choice. 

F. Ohio AFSCME Care Plan For the duration ofthis Agreement, the Employer 
agrees to contribute each month to the Ohio AFSCME Care Plan the full amounts listed below 
for each bargaining unit employee for selected benefits under the Plan. These benefits and 
amounts are as listed: 

Effective 1/1/2015 
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Vision Care $ 6.75 

Hearing Care $ 0.50 

Dental Level 3 $ 56.00 

Prescription Drug Card $150.00 

Total Amount (1/1/08) $213.25 

G. When an employee is laid off under the provisions of Article 12, Layoff and Recall, 
the Employer shall continue to pay the premiums for the hospitalization coverage based on the 
following schedule: 

1 year seniority but less than 7 years 

7 years seniority but less than 14 years 

14 years seniority but less than 21 years 

21 years of seniority or more 

1 month following the month in which 
the layoff occurred 

2 months following the month in which 
the layoff occurred 

3 months following the month in which 
the layoff occurred 

4 months following the month in which 
the layoff occurred 

H. The Employer agrees to provide, at no cost to the employee, thirty-five thousand dollars 
($35,000) in life insurance and accidental death and disability insurance for each employee in the 
bargaining unit and three thousand five hundred dollars ($3,500) paid-up life policy for each 
retiree. 

Section 22.1 Any employee who has exhausted sick leave and vacation leave and is on an 
approved leave of absence for illness, injury or pregnancy pursuant to Article 17 - Leave of 
Absence, of this Agreement shall receive all benefits as spelled out in Article 22 -
Hospitalization/Health Care Benefits. 

Employer-paid hospitalization benefits shall continue in accordance with the Family 
Medical Leave Act and the Federal COBRA Law. Employer-paid hospitalization shall be 
continued for service connected disability (Workers' Compensation) for six (6) months 
beyond the end of the wage continuation period as set forth in Article 19. Employees who 
are removed from active payroll must pay monthly to the Connty the employee required 
portion of their insurance premium for those six (6) months commencing with the date of 
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the disability in accordance with Article 19. 

Article 23 - Vacations 

Section 23 .1 Vacation shall be granted to employees of the bargaining unit who are regularly 
scheduled to work a minimum of twenty-eight (28) hours per work week in accordance with the 
following schedule: 

Upon completion of one (1) year of service 

Upon completion of six ( 6) years of service 

Eighty (80) hours accruing at the rate of 
three and one-tenth hours each bi-weekly 
pay period commencing on the first day of 
employment. 

One hundred twenty (120) hours accruing at 
the rate of four and six-tenths hours each 
bi-weekly pay period commencing on the 
sixth anniversary of employment. 

Upon completion of thirteen (13) years of service One hundred sixty (160) hours accruing at 
the rate of six and two-tenths hours each 
bi-weekly pay period commencing on the 
thirteenth anniversary of employment. 

Upon completion of twenty (20) years of service 

Upon completion of twenty-seven (27) 
or more years of service 

Two hundred (200) hours accruing at the 
rate of seven and seven-tenths hours each 
bi-weekly pay period commencing on the 
twentieth anniversary of employment. 

Two hundred forty (240) hours accruing 
at the rate of nine and two tenths (9.2) 
hours each bi-weekly pay period 
commencing on the twenty-seventh 
anniversary of employment. 

Employees will not accrue vacation while on layoff. 

Section 23 .2 Days specified as holidays in Article 21 of this Agreement shall not be charged to 
an employee's vacation leave. 
Section 23 .3 Vacations shall be scheduled and approved on the basis of seniority and based 
upon the operational needs of the Employer. Provided however no request for vacation shall be 
unreasonably denied and a minimum of two (2) vacation requests shall be approved for any one 
period of time. 
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Section 23 .4 Vacations shall be taken in the year accrued and prior to the next recurrence of 
the employee's anniversary date, except that an employee may accumulate and carry over from 
year to year a vacation accumulation equal to three (3) years of accrual. 

Article 24 - Severance Pay 

Section 24.1 Retirement 

H. Employees having a minimum often (10) years service in public employment or who 
qualify for retirement under the applicable pension plan and who elect to retire under the 
applicable pension plan of the Employer shall, at the time of retirement, receive a lump 
sum payment for accumulated but unused sick leave to a maximum amount of seven 
hundred twenty (720) hours. 

I. Additionally, employees electing to retire under the provisions ofthis Section 24.1 shall 
receive payment for any and all accrued vacation leave to a maximum amount of three (3) 
years accrual at the rate as determined in Article 23 above and any and all earned 
longevity payments as outlined in Article 25 of this Agreement. 

Section 24.2 Separation from Emplovment Employees separated from employment for any 
reason other than retirement shall, at the time of separation shall be entitled to a lump sum 
payment for all earned longevity amounts and all accrued but unused vacation hours to the 
maximum amounts outlined in Section 24.l above. 

Section 24.3 Death Benefit In the event of an employee's death the amounts of longevity 
payments and vacation leave outlined in Section 24.2 shall be paid to the employee's spouse or 
estate if there is no surviving spouse. 

Section 24.4 Sick and Vacation Conversion In lieu of a portion of the maximum 
severance pay allowable in Article 24, Section 24.1 of this Agreement, employees may 
request to convert the sick leave and vacation leave hours earned in each year to paid 
wages. 

Pursuant to Section 145.01 of the Ohio Revised Code and Ohio Administrative Code 
145-1-26, Trumbull County is executing a plan for the conversion of sick leave and vacation 
leave to cash for leave that is accrued, but not used, during the calendar year, as defined as 
January 1 to December 31, as part of an annual conversion plan. These earnings are 
earnable salary on which employee and employer contributions shall be remitted to 
OPERS. 

Leave shall be converted on a last in, first out (LIFO) basis. The leave to be 
considered earnable salary is the leave accrued to date in the current calendar year, less 
any leave used to date in the same calendar year. For retiring employees, conversion 
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payment must occur according to the plan and either prior to or during the month of their 
termination date for this earnable salary to be included in the calculation of Final Average 
Salary. 

The following payments made to employees shall not have retirement contributions 
withheld as the payments do not meet the definition of earnable salary for OPERS 
purposes: 

1. Leave in excess of the annual amount of leave accrued January 1 to 
December 31 less leave used January 1 to time of payment 

2. Leave earned in previous calendar years (other than payments made in 
January for leave accrued but not used during the previous calendar year) 

3. Conversion ofleave to employees separating employment 
4. Conversion of leave to retiring employees outside the regular payment 

schedule 

Employees receive payment for hours converted in January of the following year. 
Participating employees may convert both sick and vacation leave or may choose to convert 
only sick leave or only vacation leave. The maximum amount of leave employees earn in a 
year is: 

A. Sick leave (120 hours) 
B. Vacation leave (240 hours) 

Leave Accrual 

Sick leave is accrued per pay period 
Vacation leave is accrued per pay period. 

To participate in the conversion plan, employees must have a balance of 180 hours sick 
leave to cash out sick leave hours and/or at least 100 hours vacation to cash out vacation 
hours. 

Article 25 - Wages 

Section 25 .1 The attached "County" Pay Plan is implemented for all bargaining unit members. 

Effective January 1, 2015, all steps above Step 2 of all wage rates contained in Appendix E of 
this Agreement shall be increased in the amount of $0.35/hr. 

Effective January 1, 2016, all steps above Step 2 of all wage rates contained in Appendix E of 
this Agreement shall be increased in the amount of $0.30/hr. 
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Effective January 1, 2017, all steps above Step 2 of all wage rates contained in Appendix E of 
this Agreement shall be increased in the amount of $0.25/hr. 

Section 25. 7 Mileage Employees using their personal vehicles on required official 
business shall be reimbursed for actual miles at the higher of the Internal Revenue Service 
Standard Mileage Rate or the mileage resolution passed by the Trumbull County Commissioners. 
Such payment is considered to be total reimbursement for vehicle related expenses (e.g. gasoline, 
oil, insurance depreciation, etc.), however tolls and other expenses shall be reimbursed separately 
with a receipt for such expenses. Mileage reimbursement is payable to only one of two or more 
employees traveling on the same trip in the same automobile. Employees are eligible for mileage 
expense reimbursements only when travel has been authorized in advance by the Employer or 
designee. No expense reimbursements shall be paid for travel between the employee's home and 
the employee's normal work location. 

Section 25.8 PERS Contribution The Employer agrees to "pick up" (that is to assume 
and pay on behalf of each bargaining unit employee) the Employee's share of the PERS 
contribution in the amount of nine percent (9%) for each employee's gross salary per pay period. 
This amount shall be reported and credited as the employee's share of pension contribution and 
shall be in addition to the Employer's mandated contribution to the Public Employee's 
Retirement System. 

Section 25.9 Longevity Pay Effective June 1, 2004, each current employee shall receive 
four dollars ($4.00) per month for each year of continuous service, including all CETA and JTPA 
service, to be payable after five (5) years of service. This longevity pay shall be paid in 
accordance with the following schedules annually on or about December of each year. The initial 
payment is retroactive to August 1, 1993. Employees hired after January 1, 2000, shall be eligible 
for longevity pay at the rate of three dollars ($3.00) per month per each year of service 
commencing with the fifth (5th) year of service and continuing through the tenth (101h) year of 
service. Upon completion of ten (I 0) years of service the rate will increase to four dollars ($4.00) 
per month per year of service. 

The above longevity rates shall be added to the base rate of pay and shall be paid on all hours in 
pay status in accordance with the tables below. Longevity shall not be used as a basis for any 
wage increase (i.e. the longevity rate shall not be added to the base rate prior to the addition of 
any general wage increase. 

Hired 12rior to 11112000 
Years Hourly Rate Years Hourly Rate Years Hourly Rate 
5 $0.12 21 $0.48 37 $0.85 
6 $0.14 22 $0.51 38 $0.88 
7 $0.16 23 $0.53 39 $0.90 
8 $0.18 24 $0.55 40 $0.92 
9 $0.21 25 $0.58 41 $0.95 
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10 $0.23 26 $0.60 42 $0.97 
11 $0.25 27 $0.62 43 $0.99 
12 $0.28 28 $0.65 44 $1.02 
13 $0.30 29 $0.67 45 $1.04 
14 $0.32 30 $0.69 46 $1.06 
15 $0.35 31 $0.72 47 $1.08 
16 $0.37 32 $0.74 48 $1.11 
17 $0.39 33 $0.76 49 $1.13 
18 $0.42 34 $0.78 50 $1.15 
19 $0.44 35 $0.81 51 $1.18 
20 $0.46 36 $0.83 52 $1.20 

Hired after to 1/1/2000 
Years Hourly Rate Years Hourly Rate Years Hourly Rate 
5 $0.09 21 $0.48 37 $0.85 
6 $0.10 22 $0.51 38 $0.88 
7 $0.12 23 $0.53 39 $0.90 
8 $0.14 24 $0.55 40 $0.92 
9 $0.16 25 $0.58 41 $0.95 
10 $0.17 26 $0.60 42 $0.97 
11 $0.25 27 $0.62 43 $0.99 
12 $0.28 28 $0.65 44 $1.02 
13 $0.30 29 $0.67 45 $1.04 
14 $0.32 30 $0.69 46 $1.06 
15 $0.35 31 $0.72 47 $1.08 
16 $0.37 32 $0.74 48 $1.11 
17 $0.39 33 $0.76 49 $1.13 
18 $0.42 34 $0.78 50 $1.15 
19 $0.44 35 $0.81 51 $1.18 
20 $0.46 36 $0.83 52 $1.20 

Section 25.10 New Jobs/Reclassification of Existing Jobs Whenever the Employer makes 
substantial changes (20% or more of the duties contained within the current job description) in a 
job description or when a new job is included in the bargaining unit or when the Union believes 
substantial changes in an existing job description have occurred, or if the Union believes the 
description is inaccurate, the Employer shall meet with the Union to review the job description, 
the classification assignment and the rate for the changed or new position. 

The Employer and the Union will investigate as necessary to accurately prepare a valid job 
description. The department head, the Union and the incumbent employee shall provide input. A 
draft job description shall be prepared by the Employer and shall be submitted to the department 
head, the Union and the incumbent employee if applicable for review. 
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Following the review of the job description, the incumbent employee and the Union shall sign 
the draft copy acknowledging the review and concurrence with the job description. 

A final updated or new description shall be submitted to the Trumbull County Personnel Director 
or other representative of the Employer's choosing, and the Union Staff Representative for 
review and the assignment of points in accordance with the point factor analysis system of 
Trumbull County (1/27/94). The mutually agreed upon assignment of points shall be final and 
binding and the positioi;i shall not be reviewed for one (1) year, unless the parties mutually agree. 

If the parties cannot agree to a final assignment of points, the issue may be submitted to final and 
binding arbitration. The arbitrator shall be limited in review to the job description, any reports 
issues as the result of the investigation and the point factor analysis system agreed to by the 
parties. Except as listed below, such arbitration requests shall be collected and taken to one 91) 
arbitration hearing in October of each year. The cost of such arbitration shall be borne equally by 
the parties. Any wage adjustments shall be retroactive to the date each grievance was processed 
to arbitration. (Date Employer is notified of the intent to arbitrate). 

Based upon the points ultimately assigned, the position shall be assigned to the appropriate pay 
range within the pay plan. Step assignments will be based upon years of service with the County. 

In exception to paragraph five ( 5) above, within ninety days of the signing of this Agreement and 
for the first year of this Agreement only, the Employer and the Union shall meet and review the 
job descriptions for the bargaining unit. The review and point assignment shall be in accordance 
with the procedures outlined in this Article except that if the parties cannot agree on the final 
assignment of points the issues will be submitted to the arbitrator at the first date available. Any 
wage adjustments shall be retroactive to the date of the signing of this Agreement. 

Article 26 - Negotiations 

Section 26.1 The parties agree that negotiations sessions shall normally be held during the 
regular business hours of the Employer. 

Section 26.2 During the negotiation period as provided herein the Employer agrees to 
compensate two (2) bargaining unit representatives their regular hourly rate of pay for up to two 
(2) hours per work day for time spent in negotiations. 

Section 26.3 Negotiations shall be conducted in accordance with the procedures outlined in 
Chapter 4117 .14 of the Ohio Revised Code. 

Article 27 - Severabilitv 

Section 27.1 It is the intent of the parties that this Agreement comply with all applicable law. 
Should a court of competent jurisdiction determine a provision of this Agreement is illegal that 
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provision shall be automatically terminated, and the remainder of this Agreement shall continue 
in full force and effect. 

Section 27.2 In the event a provision of this Agreement is found to be unlawful, the Employer 
and the Union shall meet within ten (10) calendar days of the finding for the express purpose of 
negotiating a lawful alternative provision. The meeting(s) will not be used for any purpose other 
than negotiating an alternative to the unlawful section or clause. 

Article 28 - Labor/Management Meetings 

Seeton 28.1 Once each quarter, unless mutually agreed otherwise, during work time on a 
mutually agreeable day and time, the Employer shall meet with the Union. Each party shall be 
allowed a maximum of three (3) representatives to discuss pending problems and to promote a 
more harmonious Labor/Management relationship. 

Section 28.2 Agendas will be exchanged between the parties at least five (5) days in advance of 
the scheduled meeting. The agendas will contain a list of the matters to be taken up and the 
names of those representatives who will be attending. The purpose of these meetings shall be to: 

a) Discuss the administration of the Agreement; 

b) Notify the Union of changes made by the Employer which affect bargaining unit 
members prior to the effective date of those changes; 

c) Discuss grievances which have been processed beyond the final step of the 
grievance procedure when such discussions are mutually agreed to by the parties; 

d) Consider any matter of concern to the Employer, the Union and/or its 
membership; 

e) Discuss ways to improve productivity and improve efficiency; 

f) To consider and discuss health and safety issues relating to employees. 

Section 28.3 It is further agreed that if special labor/management meetings have been requested 
and mutually agreed upon they shall be convened as soon as feasible. 

Each committee shall be composed of three (3) representatives from each party and shall meet as 
often as necessary. 

Article 29 - Zipper Clause 

The parties acknowledge that during the negotiations that resulted in this Agreement, each had 
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p, 1 

FAX NO. 330 675 2404 

the unlimited rlght to make demands and proposals on any subject matter uot removed by law 
from the area of collcclive bar.gaining and that the entire undcrstanding and agreement arrived at 
by ihe parties after the exercise of that right and opportunicy are set forth in this Agreement. 
Therefore, the Employer and the Union, for the term of this Agteement, agree that the other shall 
not be obligated to .negotiate with respect to any decision of its effects relating to any subject 
matter referred to or covered by this Agreement and aU prior agreements, practices and policies, 
eith.er oral or written are heieby canceled. For the entire 1enn of this Agreement, the Employer 
and the Union have waived any right it may have had to bargain o~er any subject not contained in 
this Agreement. Any benefit which employees have enjoyed prior to the implementation of this 
agreement shall continue only to tbe extend that such benefit is provided for in the el(p1ess terms 
and conditio.ns of this Agreement. The Employer and the Union may mutually agree to alter, 

amend, siipplement, enlarge or modify the provisions of this Agreement only by a written 
agreement or let~er of iinderstandi.ag. 

Article 30 - Duraticm and Compensation 

Section 30. l This Collective Bargaining Agreement sl1all commence beginning \2:00 a.in. 
on August ], 2014, and remain in force until 11:59 p.m. on July 31, 2017. 

Section 30 .2 The parties agree that the rate of pay for bargainitig unit employees shall be in 
accordance wilh Appendix E herein. Appendix. E reflects tile "Tnunbull Comity Pay Plan". 
Hereinafter, employees hired .in Pay Range 1 shall automatically advance to Pay Range 2 ai'ter the 
completion of six (6) months of employment. 

Each batgaining unit employee shall receive proper placement on the salary scheduk contained 
in Appendix E for 2004. SUch pll!Cement will be according to the employee's range listed in 
Appe11 dix E. 

Fat the Trumbull Cotlllty Recorder For Local 3808-A 
AFSCME, AFL-ClO 

Ck~i/~ Candy HLirt~ 

~~ 
Debarba. Bindas, Ohio Co~mcil 8 
AFSCME, AFL-CIO 
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APPENDIX "A" 

STA TE OF OHIO 
SiATE EMPLOYMiNTAEl.ATIONS SOARO 

In tha Mattsr of 

Ohio Counc:ll 8. Am•ric:•n Fsdentlan of St•t•. Cauney and Municipal E'mplaya8:s. AFl-CIO,. 

and 

Tn.rmbull County Reccirdet". 

. Employu~ 

c .... Numb•r: 97-AEP.04-CIO'ao 

.. ·ceanerc,a,rroN pr1esuArrr m. REnr1Esr EQR RFCQQNinoN 

S'mfar~ Chaf,..;;,•n Pahl•r. Vfc• Ch•frman McG ... and Sc;rard Memb•r M••an: May 22. T 997. 

Ohio ·Counc:lf:S. American Flldernlan r:Jf St1te. Caurtty and Munrclr:ii•I ~mpf9Y•e•. AFL-CIO 
cemptayee Or;aniHtil:ihJ filed • Reqou•n 1ot Recag,,f'tfOn •• tlie exc/u.:1lve i'epresenta'dve Qf . 
emplay•dS at the Trumbull· Coun;y R~cari;fer: (EmpfayerJ rn. thl• unit: ' . 

Included: All •l'nplav-• o'( the Trumbull Cot.1ntv Aecan:fer'• Office pet'farmin§r the 
·. fallowing fl.lnc:'tlons: data •ntry; mtc-r1:1tnm: Prfl'.'ltkig press c:ip11ri:lfon: 1ccauilt 

c:~r~: cftipuey rec:order. 

Excluded: All man•gem•nt level amplayee• and supet'V'FaorS as defrnec:t ln me Act. 

The' Amr:iuest 1• suppOrt•d G:y 1=1r~p•r •Ub.st..:nd•I evid'enc• •nd the E~plov•r.h•• c:ampllod 
witn th• posting· re~u·rremena •et forth In Ohio Revissd Cod• (O~R.C.I I .4·1 T 7.0S!AU2JfaJ. 
There have b....n n~ objfictfons Ot" p.-ddcns filed•• prcvfded ;;, .O.R.C. f 4111,QSCAlC.2JCbUIJ* 
tnJ. (llif. or {fvJ. :M"torafor•. the So•rd ceni1Ju tr'!• &mpfayea Organintfon .as .the c.xcluslve 
r19pres11nta'Clve_ ~f all employees in th• unic. · · 

It Is •o dir.ec:ted. 

pQfot'LSR. Chairman; M4;GEE. Vice Chai'nnwn; and MAsoN. Sdard 'Mamber,. eoncur .. 

sue POHtiR. CHAIRMAN 

l,......1],-II-& .-II u-w-ril~flla / 
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APPENDIX "A" cont'd 

C•rtiflc1dan Ptirsu•nr to Fl•qttsn far Recagnfrlan 
Case No. 97-REP41-00SO 
M•V .Z:Z, 1997· 
P1ge l 

Yau ire herOby nodtled thei 1n •PP••I m1y be perfected, pursuonr ra Ohia Flevi•~ Cor:ie 
I 119. 1.z. bv tiffng 1 notfc1 al •PP••I wfrtl the Baird er !! ean Stire s~r•er, T Ztlt Floor, 
Calumbu.s, Ohfo 43219'-4213, and with rh• F~nkffn Counrv Cammon Ploa:i Caurr Within 
lltreen d•V• .ofter th• malling af rh• Sa•rd'.s dlract!Ye. · 

I certify mar ·this dacum1nr WIS. flied ind I capy .. rv•d upon Heh P•rrv Ind the '. 

represent1tJv1 ·a; oac:ll Plrtl' bv c•rtlt1•d mall, reium rocelp~· requesrlld, this .3t:J div al 

)tut,«' . 1997. . . . 

" 

RECEIVED 
JUN 2 1S97 

f.. QC8 l.EQAL 0EFr.. I 

54 



APPENDIX "B" 

",',n• t"' ,.,.~::/?c\· '-' :,_,. ,-- :( <' ,,.-.. ·. 

? ...... ·· .... 6~.<\i,ffj;fg~i~11:9& 
AUTHdR12Ai-i~~;~~M~:r:HIP 

LOCAL . . , AMERICAN FEDERATION 
OF STATE, COl,JNTY AND MUNICIPAL 

t;;MPLOYEE:S; AFL-CIO 

@of!ll!llll~47 

1_-requeSt and heieby El!:cC(lpl; ~po_r'I ~e<:LlllOO O( thb aulhoriza!IQn card, IMlllbe~lp In the American Federation of State, 
cOun_tY-t\f!i:I ~l!'llclpaJ-l!mploy~e~\Afl·C~q-{li~rn Clilled AFSCME) and 1hf! .. 8PPf~pr1ate subordinate body(s)(!h11 Union), 
arid-.a_ufhorlze ~hflsutJ:9ri;llrJll:le bOdy(s)_ to_-~_Pte$~t mec and !!l. my P9h_al_f to n_~ttate and conclude all agreements as to 
ra.t~Of_pay,_ ~ag_es. ~o.u_rs Sl}d all_,qtftej',·tEifrn_s,a_nd. co11C1itidn_S; Of B\11AAl~m~t. It. is ~reed that weh membership shall be 
In S:tocird(lilra with the pµi11lgl_orw o( th~ -~_1;1ltfutfl;)n Of fl,F$_{)¥1;_ anCI Iii( suportjif)S_te bOdles. n Is further agreed that my 
m8m~lp m~~ Oil~ 1>e'r(!\:;~ki!(I. 9Yrril3: ~'rifiQ._tJj~ thlfly (SO). ~-!?.forty~fiv~.(4S)_cfay ~.i~ prior to tile expiration of any labor 
ag~enl wftti my emptoyer,· I)){ giving. ~_itf!lf'l_n.ci_t_iee !o a 1;ubC1rdir\~l~-tio?Y w!Ui:Pf09t(lf seri!ce. My m&mbatship shall not 
ternilnafe ur:itU t~ffty (3-o)·~ars·a_ft(f( receipt of_ said !'l!>fiC{i l;li tlif!. l,in!on: 1 u(ide~qioa .thii:t tilts rnemb&r5hip agreement Is 
seP11tate ftom my cltQeko_~_ agieement. 

CHECKOFF AGREEMENT ® 9t47 

YOU W-e'ti~bY.-~thO~ and du-ecte<:I to 4&duCI. from my wages, rTiy membeJW!lp fee,-lnitlatlon fee If any, assessment 
i;r •n_eq1,1Jva!~t:~punt orf~. wlllcii s~all be remltt~ by.you·lo a$Ub0rd!nate body of AFSCME, in accordance with the 
.appi(~_cQl_!!Wf!'lct bargalnln9 ag~ant. Thi& Checkpff At,lthorlz11Uon and AScSlgnnie!lt may only be f9VOkecl by ma by my 
~~rn_g; Md !~J1ppr0Prlale. $Ub0rtlin!lk! bQdy and my employer ~(vrna wrill!!O nonce QI r&vocauon during the thirty (30) 
10.:f91t}'cDV!1.(#!):Qay p&riQ(I priQr ~Q- 1111'! ~plra.t1911 ~!I'! of 1111Y .. ciollectl_vo bargillnlllg agr~t covering my employment. 

-Th_IS'Aulfi0$Uofl and_~IID'IJY!eri\.wnr. e:o~tlnue_a_fter revocation. 81\d. shall nQUem.'ll_natl'! until thirty (30) days after receipt 
Of,~Jd·tl_mety Wrltt~n- no!i~_ bY _the employe~ Bnd_ UnlOfl qi:- terroJnatl_Qfl 9! WiY ~ri:ei:it: r~bor ag~ment, whlcheve1 Is later. 
1.un_~~a_nQ._1h~~-t:!'i1!! checki;i~ CQmn'!llIT\.E!flt _l!I sepilra!_e from my ml!fl}bij(Shfp a,greem;nt. This checkoff Authorlzatioo and 
Ass!Qllfn~l·$UPo81'S!Jdi1s au p_~VioU!! alJ\horlza,1!ons a.ncf ~!gnmentS. . · 

l;!~e$i'CQ!'ltfilrut!one:.Qr.Q!f1_!} tP._Af"SCME ~~ nQJ deductiblf:j for fl)ch;1ral lnc.Qme t_~ purposes, Dues paid to AFSCME, 
hqWever; :may. q11'alifY:.1$_ bpslneH (!Xp(if\69s at'ld m;fy ~dedu~tbre In llmlt&d cil'CLlmstances wbject to various restrJc!ions 
im~ by ~e lnletn<1t ~&venUo.SerV(ce.. _: · . 

I unde(stano that a~ qir~ ~ l$>r a~erit l';lljl !TIY emp!Oyer may vary the aQove a~ to terms ol membership and/or 
ch~ orb& Slterif.1_ agree thfll the aixNe mejnbel'ship and checkoff alMortzatioil &haU oontrol In any and all circumslances 
absent a $peciffci coiiirary ch&Ckqff or meriibership provision In the l!lbOf agreemem coverilg my employment. 

Prtnl Name _____________ Social Security No.------------

.,. .. ----Zip Gode------- Tel. No.---------------
Emall _________________ ~---------'--------

Employ«------------- Clas&ificalkln ____________ _ 

o, .. ____________ S!gnat_ure -----------------
(ReVJsed5/99) 
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APPENDIX "C" 

AFSCME LOCAL _. __ _ 

STEP_~--

OFFICIAL GRIEVANCE FORM 

NAMEoF EMPLOYEE: ____________ _ DEPARTMENT _____ _ 

CLASSIFICATION---------~--------~----~ 
WORKLOCATION _________ IMM!Ol)IATESUPERVl$0R ________ _ 

TITLE-----------------------~------~ 

STATEMENT OF GRIEVANCE: 

List applicable violation:-------------------------

Adjustment required:---------------------------

I authorize the A.F.s.c.M.E. Local as 111y representative to act I.or roe in the disposl-
lion.of this grievance 

Date Signature of Employee 

Signature of Union Representative------------ Title _______ _ 

Date Pres!'>nted to Management Representative-----------------

Signature ------------ ·-----Title ______ _ 

THIS STATEMENT OF GRIEVANCE IS TO BE MADE OUT IN TRIPLICATE. AL.L THREE ARE TO BE 
SIGNED BY THE EMPLOYEE AND/OR THE AFSCME REPRESENTATIVE HANDLING THE CASE. 
ORIGINAL TO ___________________________ _ 

COPY-------------------
COPY: LOCAL UNION GRIEVANCE FILE 

NOTE: ONE. COPY OF THIS GRIEVANCE AND ITS DISPOSITION TO BE KEPT IN GRIEVANCE 
FILE OF LOCAL UNION. 

THE AMERICAN FEDERATION 0-F STATE-, COUNTY AND MUNICIPAL EMPLOYEES F29 
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A. Late Arrivals: 
Arrival Time 
8:30 a.m. - 9:00 a.m. 

9:01 a.m. -10:00 a.m. 

10:01 a.m. - 12:00 p.m. 

12:01 p.m. - 3:00 p.m. 

3:01 p.m. - 4:30 p.m. 

B. Early Departures: 
Departure Time 
8:30 a.m. -10:30 a.m. 

10:31 a.m. -11:59 a.m. 

12:00 p.m. - 2:30 p.m. 

2:31 p.m. - 4:00 p.m. 

4:01 p.m. - 4:30 p.m. 

APPENDIX "D" 

Lunch and Break Policy 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

a. 
b. 

Breaks 
One hour paid lunch 
Two (2) 15-minute breaks 
(1 morning & 1 afternoon) 

One hour paid lunch 
One (1) 15-minute afternoon break 

One half hour paid lunch (30 minutes) 
One (1) 15-minute afternoon break 

No paid lunch 
One (1) 15-minute afternoon break 

No paid Lunch 
No breaks 

Breaks 
No paid lunch 
No breaks 

No paid Lunch 
One (1) 15-minute morning break 

One half hour paid lunch (30 minutes) 
One (1) 15-minute morning break 

One hour paid lunch 
One (1) 15-minute morning break 

One hour paid lunch 
Two (2) 15-minute breaks 
(1 morning & 1 afternoon) 

This schedule does not provide a right or excuse for an employee to be late for work nor to 
an early quit. 
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APPENDIX "E" 
WAGE SCHEDULE 
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Range 4 = Clerks
Range 5 = Deputy Recorder, Customer Service, Indexer/Cashier
Range 6 = Verifier/Cashier/Mail Opener
Range 9 = Chief Deputy, Records Manager



PRUllO 
TRUMBULL COIJllTY EMPLO'.t:EB SALARY SCHBDULB 1212212014 

CONTRACT CODE: CICII AFCSKB LOCAL 2943 
CONTRACT DATE' 2016/0l/01 'l:YPE: BOTH 

"""' ' '"" 2 YEARS ~ YEARS 4 YEARS """ 7.5 YEARS 10 YEARS 15 YEARS 20 YEARS 25 YEARS 
RA~GI:: ' 20,302 20,875 21,462 23,422 24.,043 24,6B7 25,237 2s,0oi 26,962 2B, 179 29.-1-56 9. 7606 10.0361 10. 3183 11.2606 11.5596 11.8698 12.1332 "12.4046 12.9625 13.5476 14.1620 

"""' ' 21,561 22, 170 22,_797 24, 794 25' 460 26, 144 26, 732 27,335 ·29,571 29,867 31,228 10.3659 10.6587 10.9601 11.9202 12.24.04 12. 5697 12. 8524 13.1423 13. 7361 14.3596 15.0139 

""" 3. 23,4]) 24,095 24, 180 26,839 27,566 211,312 28,956 29,614' 30,963 32,381 33,1169 11.2659 11.5845 11.9135 ·12.9034 13.2529 13.6120 13.9216 14.2375 14.8861 15.5678 16.2832 

"'" • 25,539 26,269 27 J 017 29,142 29,938 30, 759 31,'1611 32,lRl 33,660 35,210 36,842 12.2784 12-6293 12.9889 14.0106 14.3933 14. 7880 15.1250 15.4721 l6.182i 16.9279 17. 7125 

""" , 27 I 104 27,1179 28,679 .311,853 31, 700 3Z,'5H 33,319 34,08"9 35,~611 37,313 39 I 049 13.0308 13.4034 13. 7880 14.8332 15.2404 15.6596 16.0192. 16.J894 17.1447 17.9)94 lS, 7736 

""" • 28,867 2S,69fi 30,548 32, 177 33,603 34,614 35,414 36,232 37 ,915 39 I 670 41, 530 13.87114 14.2769 14.6865 15. 75112 16 .1938 16.6418 17.0260 17.4.19.7 18.2284 19.1)764· 19.966B 

""" 7 31,215 32, lll 33,037 35' 343 36,324 J7 I 336 38,202 39,0U 40,915 42,829 44,840 15.0072 15.4380 15.8832 16.9923 17.46·39 17.9500 18.3668 18, H42 19.6707 211.5909 21.5577. lfi ""'" ' 33,822 34,800 35,806 38,194 39,262 40,359 "41,304, 42,269 44,253 46,334. 48,518 16.2606 16. 7308 17 .2144 18 .3625 18.8760 19.4038 19.8571 20.3221 21.2755 22.2760 23.3264 ~ 
"'" 9 36,274" 37,323 38,405 40,872 4.2,0111 43,200 44,214 45,253 47,386 49' 624 Sl,975 

°' 
~ 

Q 17.4394 17.9438 18.4639 19.6500 20.2014 20. 7697 21.2572 zi,"7557 22.7622 23.8577 2.4.9BBO 

"' ~ RANGE 10 40,875 42,060 43,285 45,897 47,193 4.8,532 49,6Sl 50,857 53,266 55,BOO 56 1459 i:i.., 19.6514 20.221:! 20.8101 22.0659 22.6094 23.3327 23.8851 24.4505 2'5.6091 26.S274 28.1053 

~ RANGE 11 44' 931 46, 241 41,590 50,333 Sl, 763 _53,235 54,"500 55, 799 511,457 61,248 64,lBl 21.6014 22.2313 22.B79S 24.1986 . 24.8861 25.5938 26.2024 ,26.8269 211.104.B 29.4.466 30.8563 
RA?IGE 12 48,565 49,902 51,444 54,301 55,850 57,447 SB,819 60,223 63,103 66' 126 69,299 23.3486 24.0298 24,7327 26.1063 26.8514 27.6192 28.2784 28.9534 30.3380 ll. 7918 33.3113 
AANGE 13 52,096 53,622 55·, 194 5B, 160 59,826 61,542 53,016 64,524 67,619 70,869 74,282 25.0462 25. 7798 26.5356 27.9620 211. 7635 29.5875 30.2962 31.0216 32.5096 34.0721 35.1125 
RANGE 14 56,362 58,013 59,717 62,819 64' 627 66,488 68,086 69,720 73,076 76,599 80,296 27. 0971 27 .8909 28. 7101 j0,2019 31.0707 31.9654 32.1337 33 .5197 35.1327 36.11269 38.6043 
RANGE 15 60,504 62 ,-282 64, 112 67,349 69,292 71,292 73,ooa 74, 168 78,373 82, 162 86,140 29.0885 29.9433 . 30.8231 32-3H8 33.3135 34.2750 35. 1000 JS. 9462 37,6798. 39.5010 41.4139 

""" " 66,891 6S,866 . 70,896 74,336 76' 484 7B, 702 110,604 82,554 86,551 90, 747 95,153 32.1620 33.1087 34.084.6 35. n0s u. 7716 :J.7.8375 38. 7524 39.6899 41.6115 43.6288 45.7471 
RANGE 17 73,293 75,452 77 ,677 l!l,320 83,liBl 86,114 88,201 90,342 94, 726 99,333 10'1,168 35.2370 .36. 2750 37.3447 39;0966 40.2313 41-4Dl4 '12.4048 4'.l.4JJ7 45.5418 •1.7567 50.0800 



APPENDIX "E" 
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MEMORANDUM OF UNDERSTANDING 
PERFORMANCE EVALUATIONS 

The parties will form a Labor Management Committee, composed of three (3) representatives of 
the bargaining unit and management representatives, to develop Performance Evaluations. The 
process shall incorporate the IBB process with the option of using a SERB facilitator. This LMC 
shall be initiated as soon as possible during the first year of the CBA with implementation 
scheduled for the second year of the Agreement. 

FORTHECOUNTYRECORDER 

~wt~ 

61 



MEMORANDUM OF UNDERSTANDING 

ORIENTATION OF NEW EMPLOYEES: 

The parties agree to permit reasonable time, during working hours, for the Union Representative 
to meet with new employees for the purpose of orientation to the Collective Bargaining 
Agreement. 

DATA LISTS: 

The employer agrees to provide to the Union, on a semi-annual basis, a list of all current 
bargaining unit members, seniority dates, changes in status, new hires, resignations, retirements. 

FORTHECOUNTYRECORDER 

li4~~ 
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MEMORANDUM OF UNDERSTANDING 

TRAINING AND EDUCATION 

The Employer shall reimburse employees for any licensing examination, license renewal 
or licensing course work for a license utilized by Trumbull County. The Employer agrees to pay 
registration fees and lost time (time away from work) for seminars and continuing education 
units, if seminars and/or course work is held during normal working hours and prior approval for 
attendance has been granted. 

FOR THE COUNTY RECORDER 
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MEMORANDUM OF UNDERSTANDING 

The parties agree that within thirty (30) days after both sides ratify the Agreement, 
their representatives (agreed at this point to be Candy Hurton and Jim Keating) shall meet to re
evaluate jobs for placement on the salary schedule. 

FOR THE UNION FOR THE COUNTY RECORDER 
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MEMORANDUM OF UNDERSTANDING 

The parties will set up a committee consisting of three Union representatives and three 
Management representatives to meet within sixty ( 60) days after ratification to determine if a 
buyout is feasible. The committee will consist of the following: Diane Namish, Greg Delrosso, 
Bob March, Jim Keating, Tom Mahoney, and one other management representative. 

FOR THE UNION FOR THE COUNTY RECORDER 

~~ 
~=£.~~ 
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