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ARTICLE 1 -POLICY STATEMENT 

Section 1: Tbis agreement is entered into this 1st day of February, 2015, by and between the 
Mahoning County Children Services Board, an agency of Mahoning County, Youngstown, Ohio, 
established in accordance with the Ohio Revised Code, and all of its branches, which shall 
hereinafter be refetred to collectively as the Employer; and the Children Services branch of the 
Communications Workers of America, an affiliate of the AFL-CIO, herein after called the Union, for 
and on behalf of the employees in the bargaining unit. The term employee or employees, where used 
herein, refers to all employees in the bargaining unit, and both the Employer and the Union recognize 
that the benefits and responsibilities of employment, including those provided in this statement of 
policy, shall be shared and assumed equally and uniformly by all employees. The Employer agrees to 
deal fairly with Children Services Board employees in all matters affecting their employment. The 
purpose of this policy statement is to provide a fair and responsible method of enabling employees 
covered by this statement to participate, through Union representation, in the establishing of wages, 
terms and conditions of their employment, and to establish a peaceful procedme for the resolution of 
all differences between parties. 

Section 2: The Employer and the Union each represents that the ultimate intent and purpose of the 
agreement is for the benefit of the citizens of Mahoning County. This agreement is to promote 
cooperation and harmony in employment relations; to recognize mutoal interest; and to reduce the 
number of causes of employment relations disputes. The agreement also provides for the employee 
participation in the formulation and implementation of employment relations, policies, and 
procedmes. This agreement hereafter will govern the working conditions for the public employees in 
the bargaining unit and the relationship between the parties, but only to the extent provided fm by 
this agreement. The parties heretofore agree to devote every effort to assure that the Employer and 
the Union members and officers will comply with the provisions of this agreement. 

Section 3: The parties acknowledge that dming the negotiations which resulted in this agreement, 
each had the right and opportunity to make demands and proposals with respect to any subject not 
removed by law or the Department of Administrative Service mles from the area of collective 
bargaining. The understanding and agreements arrived at by the parties after the exercise of those 
rights and opportunities are set forth in this agreement. Invalidation of any provision of this 
agreement shall not invalidate the remaining provisions thereof. 

Section 4: The expressed provisions of this agreement may be changed only by mutual agreement by 
the pruties reduced to writing and signed by the authorized representative of the parties. 
Supplemental agreements not in conflict with this agreement may be reached between the Employer 
and the Union. 
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Section 5: The Employe!· and th<i Union assert and believe that the proyisions ofi:his. agreement axe 
notvi9lat:lve of ;ipplicable existing statutes of the State o:f0b.lo,fedetal1aw and regulations; and are 
therefoN eworceable in a court oflmv, . · 

Section 6: The Board and the Union recogniZe that it is in the best interests of both parties, the 
(.:mployee_s, and th101 public that all dealings between them continue to be characterized by mutqf)} 
re;>ponsibility and respect, 'J' o i)Jsurf' that this relationship continues and Jmproves, the Bpard and the 
Union and t}leir r()spective representatives at all levels will apply the t<311ns of this contract fairly in 
aq;prd with its intent and meaning and colliliste:ot with the ui.rioli.'s statos as exc!nsiv" bargaiirlng 
representativE: of al1 <omploy<oes in i:he unit. Each party shall bring to the attenti0,n o:f 1)}1 employees in 
the unit, inCluding )lew hlres; their purpose to conduct themselves in a spirit of responsibility and 
respect and ofthe measures they have agreed upon to ill$ure adhetenoe to this purpose. 
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ARTICLE 2 - DEFINITIONS 

Section 1: As used in this contract, the following terms sh:dl have the following meanings: 

A. "Employee(s)", except as otherwise specifically provided in this contract, shall mean all 
employees of the Board, as defined in the Labor Management Relations Act, 1947. Use of 
masculine or feminine gender in this contract shall be construed as including both genders 
and not as a sex limitation unless the contract clearly requires a different construction. 

B. "Scheduled Tour of Duty" is the time which an employee is scheduled to work on any day. 

C. "Scheduled Time" is the time comprising the scheduled hours of the week. 

D. "Scheduled Hours" are the hours included in a scheduled tour of duty. 

E. "Bargaining Unit" means a single unit comprised of all Children Services Board employees 
who are public employees as defined in the Ohio Revised Code, Section 4117.01 (B). The 
list of bargaining unit classifications at the Mahoning County Children Services Board are 
illustrated in Exhibit No. 1, attached hereto. 

F. "Employer" means the Mahoning County Children Services Board, or any duly authorized 
Board representative. For all purposes, a duly authorized Board representative shall mean the 
Executive Director and/or Chairperson of the Board, or his/her representative as designated 
in writing. 

G. "Confidential Employee" means any employee who works in the personnel offices of the 
public employer and deals with information to be used by the public employer in collective 
bargaining, or any employee who works in a close continuing relationship with public 
officers or representatives directly participatiog in collective bargaining on behalf of the 
Employer. The list of"Confidential Employees" at Mahoning County Children Services shall 
include the following: Secretary to the Director. 

H. "Day" means calendar days unless expressly stated otherwise. 

I. "Union" means an employee m·ganization which has been certified by the State Employment 
Relations Board as the sole and exclusive bargaining representative that represents 
employees in the bargaining unit. The dnly authorized representative of the Union shall be 
the Chief Stewards or their representative as designated in writing. 

J. "Supervisor" means any individual who has authority, in the interest of the public employer, 
to responsibly direct, evaluate, and discipline other public employees, to adjust their 
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grievances, to e:ffeotivdy retomtnend action, if the exercise o:l' fui!t autb,ority is not of a 
merely routine clerical nature but requires the use of independent judgment, the list of 
"Supervisors'' at Mahoning County Children SerVices shall include the following: Iutake 
Unit Supervisor, Abuse Unit Supervisor, AdQptionUnit Supervisor, Ongoing ServicestJnit 
Sl!:tJetvisors, Filster Care Unit S1,1perv1sor, Residential Unit Supervisor, · Group Hom\> 
Cootilinators, Tr:lluing Officer, and Office Manager. 

K ''Management Level Employee" .tneau~ any individual who foimulates policy on beh<JJf of th~ 
public eillployer, who. responsibly directs the implementation of pQlicy, or who !hay 
reasonably be required on behl)]:f of 1:1:\e public employer to assist in the preparation for the 
conduct of collective bargsining negotiations, administer collectively negotiated agreements, 
or have iimajorrole inpersonliel administration. The list of"Manage!hentLevel Employees'; 
at Mahoning County Children Services shall include the following: Executive Director; 
Program Administrator, Fatnily Services Department; Program Administrator, Placement 
Service.s DepaJ.ttneut; Fiscal Officer; Adrninistrativ!'l AssistanVHUlnanResource Specialist; 
Continuous Quality Irnptove.tnent Supervisor; iilld Continuous Quality Assurance Manager. 

L. "lmmediate Family" means spouse, children, step-childre:q, mother, father, sister, l;>rotQ.er, 
grandpiirents, grandchild, si~ter-in-law, btother-in•law, mother-in-law, father"in~hiw, 
daughtet-in-law, son-in-l<tw, legal guardian, or other person who stands in the place of the 
parents. 

M. "Longevity"· is b&sed on completed years of service with Maho!ling Cotirity Children 
Services.-

Section 2: All employees of the Mahoning Counly Children Services Boiird shl)]l be categorized 
f\S one of the following definitions ofeillployee status: 

1. "Full• Time Eillployee'': An employee whose norillal hours of dl!ty total fmty ( 40) hours 
per week. 

2. "Part-time Employee": Au employee whose nonfl_al hours of duty total less than forty 
(40) hours per week. 

3. ''Trmnmg Unit": TempOr;ity assignment of new employees in casework positions to a 
rotational s~Jhedtile among Uhits/departrnentJJ to provide a broad WQrkex:perlence. 
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ARTICLE 3- PROBATIONARY PERIOD 

Section 1: All newly hired suppmt staff shall have a probationary period of one hundred eighty (180) 
days and casework staff shall have a probationary period of two hundred forty (240) days. All 
casework staff shall receive a mid-point probationary evaluation. 11Iis time frame exceeds the 
ODAS probationary period of one hundred twenty (120) days due to the amount of time spent in the 
training process and Core training requirements (1 02 hours for caseworkers) during the first year of 
employment. If the service of a probationary employee is considered unsatisfactory, such employee 
may be removed at any time during the probationary period. Probationmy removals cannot be 
appealed. 

Section 2: All promoted employees shall have a probationary period of ninety (90) days. If the 
service of a promoted employee is considered unsatisfactory, such employee may be reduced to no 
lower than the classification held prior to the promotion at anytime during the probationary period. 
Probationary reductions cannot be appealed. 

Section 3: lf an employee is placed in a position of a lower classification, the ninety (90) day 
probation period shall apply. 

Section 4: The Employer has an obligation to provide adequate training opportunities and to train 
employees, in compliance with those rules and regulations promulgated by the Ohio Department of 
Job and Fmnily Services for all probationary employees for those positions which they are 
occupying. Specifics on initial orientation, as well as ongoing staff development and training, will be 
provided to all newly hired and promoted employees. 
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ARTICLE 4- JOB. P!:OSORIPti()N$ AND TABLE OF ORGANIZAtlON 

$ecti•m 1: The Executive Director shall approve all job desqriptio.usfor all posltioi!s whichatetirider 
his/liet direction. A copy of each Job description ill the bargaining un{t shall be given to th~ 
designated Union Representative. 

Job descriptions shall lnc~ude: 

A. Minhnum quali:ilcations required fot the position. 

B. All other pertinent data presently appeariug on position descriptions, inohrding bq:t not 
limited to: · 

1. Position Natne!Title/Classification!Number 
2. Desctiption of Duties to be. Performed 
3, Worl<.Location!Hours 
4. 1mmediate SupervisQJ; 
5. Pay Rate of Jpb 

Sectio.ll2: Each new empioyee sl1all t.eceive his/her assigned position description no later than seven 
(7) working days :from the employee's starting date. 

Section 3: A manual of bargaining unit positipn descrl.ptions and the table of org!l!lization shall be 
mi!intainC::d and updated by the Employer as additions or changes .occur. Such manual shall be 
available for review by employees in the personnel office, Union Office, and, if available, agency 
computers. 

Sectioll4: No employee shall be. required to perform th\'l duties of another classificati()l). except as 
provid\'ld fox in Article 6. · 
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ARTICLE 5- NEW JOB TITLES AND JOB CLASSIFICATIONS 

Section 1: Whenever Management determines it appropriate to create a new job title or job 
classification, or restructure or redefine an existing one in the bargaining uuit, it shall notifY the 
Union in writing of such job title or classification and shall furnish a job description of the duties and 
the wage rates and schedule initially determined for such job title and classification no later than one 
(1) working day after receiving Board approval and prior to posting said position. Such wage rates 
and schedules shall be designated as temporary. Following such notice to the Union, Management 
may proceed to staff such job title or classification. 

Section 2: The Union shall have the right, within thirty (30) days from receipt of notice from 
Management, to initiate negotiations concerning the initial wage rates or schedules established as 
temporary by Management. 

Section 3: If negotiations are not so initiated or if agreement is reached between the parties within 
sixty ( 60) days following receipt of notice from Management concerning the wage rates and 
schedule, the temporary designation shall be removed from the job title or classification. 

Section 4: If negotiations are initiated and the parties are unable to reach agreement within sixty ( 60) 
days following receipt of notice from Management, the issue may be pursued by the Union through 
the grievance procedure. 
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ARTICl-E; (i -JOB POSTING, TRAN$f'ER$, AND PROMOTIONS 

Se.ction 1: A vacanw is ,ktfned as aregular full-time.oJ:p~JrHin:ie position where the Employer has 
c.re.!lted.aueW classification or has JuCreased the uumber of jobs in<m exlsqng cJassifieatio.iJ. otWhen 
an opehing occurs in a dassification as a result of a promotiou, transfer~ re~ignation, dischl)fge, 0r 
other term!P.atlQJ:\ of employment, and the p<tTtic1J!<lf activities performed by 1;he l;lmployee vacating 
the position at the particular focation, etc., Will continue to be performed. The following types of 
positions. are not regular vacancies: seMo,ni!l empl0Yi"es, intertrtitteut employees, ahsente"e 
repl&cement employees, and temporl)fJ status. 

Section 2: When a vac!Uic.y occurs, and the Ext;ouf;iv() Director acknowledges that the vaoanc;yWiU 
be :fi.I1ed, fue Employer shall post a notice: of said vacaocy on the acln:rinistrative bulletih board, and 
shall provide i:h.e desigua.ted Union representl'ltive. with a copy. The Mtice shall remai,n posted for a 
period of seven (7) cal end& days from t!w date of the posting. 

The posting shall i,nciude: 

1. Position Title 

2. Classi:fication!Numoe:r and Salary Range 

3. Location 

4. Hours of Work 

5. Immediate Supervisor 

6. Position besc.ription 

1. Minimum Qwliificatious ReqUired for the Position 

8. The Proceclure to Foi!owi:tJ. Applying for the Position 

9. The bea<lllne for Submitting Applications 

Se¢tion ~: If an employee would like to be notifkd ofjob postings and fs planning a vacation, the 
<Olliployee must noti:ty thv Humao Resource Specialist and the Union Director of this request. I( the 
employee is iutetesl:ed itr applying for the position, tire employee 11111.5t inform the Ruman Resource 
Specialist prior to the posting deadline and ma.y colJ'\Plete the formiJl appHcation upon returrJing to 
work Other than this exception, the employer will not consider intemalapplioa.tion~ filed after the 
s(lven (7) calendar day de<tdllne. 

Se~tj.on 4: All employees who .meet the miuimllll;l qualifications, and have applied in a timely 
maonet, sha11 be gra,nted an interview. 

Se.ction: 5: The Ernj:i!Qyer shall 1il1 a vacant pq~ition with thl' bl'$t qi.!alified cancii.dat~:>, a~ is. 
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determined by the Employer. If two or more employees possess substantially equal skills, 
demonstrated ability, education, and experience (all criteria to be considered equally important), and 
if two or more applicants are considered relatively equal, the position shall be awarded to the more or 
most senior applicant. If none of the internal applicants are the most appropriate or best qualified, the 
Employer may fill the position with an applicant from outside the agency. Each intra-agency 
applicant shall be inf01med in writing of the final decision. 

Section 6: The Union shall be notified in writing of the selection process on the same date as the 
applicants are notified. 

Section 7: During the period while the posting and selection process is being administered, the 
Employer may temporarily assign an employee to such vacancy to fulfill operational requirements 
per the stipulation of Section 8. In no event shall this procedure continue for any one individual 
longer than six (6) months. The employee, upon assuming temporary assignment, shall be provided 
written notice of the rate of pay for the temporary position. 

Section 8: The Employer may temporarily assign employees to other classifications to fulfill 
operational requirements. If the employee filling such temporruy assignment is of a lower 
classification of pay, then the temporary assignment employee shall receive the higher rate of 
compensation for all hours worked while so assigned; however, the employee's classification will 
not change. If the employee filling such temporary assignment is of a higher classification and pay 

( 

than the temporary assignment, such employee shall receive the higher rate of compensation for all ( 
hours worked while so assigned. 

Section 9: A promotion is defmed as the transfer of an employee to a regulru· job opening in a 
classification assigned to a higher pay grade, subject to the provisions of this Article. 

Section 10: A lateral transferis defmed as the transfer of an employee to a regular job opening at the 
same pay grade within his/her classification, subject to the provisions of this Article. 

Section 11: To effectively manage the work force, Management reserves the right to post and fill 
positions due to extended leave. Consistent with Article 31 (Leave of Absence), Section 2, an 
employee is not gumanteed the same job held prior to the leave, but will receive at least the same 
amount of pay. 
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ARTICLE 7- LAYOFF AND RECALL 

Section l: All layoff Md recall procedures utilized by the EmploYer sl:iall be consistent with the rules 
and r('gul<ltl_ons ofthe Depattrrient of AclministratlV!l Services arid Ohio Revllied Code sections 
124.321 to 124.327. 

S!lct.ion 2: A copy of the n,!les and regulations of the Departm!lnt of Administrative Semces and the 
Ohio Revised Code govetiling the l(lyo:ff and recall of employees shall be available at the main 
office, 

Section 3: Dmwgthe term of this Agreement, batgaining unit employees shall.not be displaced as a 
re.sult of"temporary" wrn1cers, Any temporary worker shall not perfon:n bargaiiJ.ing unit work if suqh 
wotk results in thi layoff; reduction .ofhows; reduction of pay, bt prevent the .recall of laid off 
bargaining unit employees. 

Section 4: Prior to implementiog any rednct(onin work force, l~J.yoff, or job abolislmrentpursuantto 
OlUo Revised Code sections 124.321 to 124.327, the Union, ordiily authoriZed union representative, 
and the Agency will meet immediately for the purpose of discussing the impact of the teduction in 
force, layoff, or job abolishment on bargaining unit employees and possible alternatives to the 
reduction in force, layoff, or job aboliShment in<;Iuding, but not limited to, unp;rid holidays, 
furloughs, or reduced hours. 

Section 5: Should t4(l'Agency itnplement any reduction in force, layoff, or job llholishroent pursuant 
to Ohio Revisec,! Code sections 124321 to 124.327; whiCh will result ln an annual saviogs of an 
amount eqlJivalent to five (5) percept or mote of the previous total qargaiilirtg unit aonu<li salary; 
either party may reopen Artich: 40 for negotiations upon tbirly (30) days V!ritten notice to fue other 
patty. 

- 10-



ARTICLE 8 - MANAGEMENT RIGHTS 

Section 1: The Union recognizes that the Mahoning County Children Services Board is an entity of 
the County Govermnent established and operating under the provisions of Chapter 5153 of the Ohio 
Revised Code. 

Section 2: The Union recognizes that the rights and responsibilities of the Employer arise from, and 
must be exercised in accordance with the provisions of the Ohio Revised Code and the constitutions 
of the State of Ohio and of the United States. The Union gives full recognition of the Board's legal 
status, its legal duties, rights, and obligations. 

Section 3: The Union recognizes the right and authority of the Employer to administer the business 
of the agency. The Union recognizes that the Employer has and will retain the right alld 
responsibility to: 

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

2. Direct, supervise, evaluate, or hire employees. 

3. Maintain and improve the efficiency and effectiveness of govermnental operations. 

4. Determine the overall methods, process, means, or personnel by which governmental 
operations are to be conducted. 

5. Suspend, discipline, demote, ordischargeforjustcause, orlayoff, transfer, assign, schedule, 
promote, or retain employees. 

6. Determine the adequacy of the work force. 

7. Determine the overall mission of the Employer as a unit of government. 

8. Effectively manage the work force. 

9. Take action to carry out the mission of the public employer as a governmental unit. 
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c ARtiCLE 9 • UNION RIGHTS 

Section 1: The Union reserves th,e rlmt tp ~elect Union employee representatives. Employees 
selected by \he iJDJon t.Q ad.as Wrion R~presentatives shall be known <tS Stewru:£1s, CbiefSt\lw!lTils> 
anii .Director. The Union shall detemline fue locations in. which the Steward is to function and shall 
so notifY the Employer of said locations and Stewards. The Union shall be pen.nl.tted one (i) 
PirectOJ;, two (2) Chief Stewards, aiid a list of Stewards uot to exceed six (6) Stewards. 

Section 2; St\lwar!l$, Chief Stewards, and the Pitector shall be pennitted up to a maximum ofsix (6) 
hours per month during working hours wifum:MrJSs of pay m banefits to pmform. appropriate Union 
Representative duties, T'he m<tXimwn num.ber of hours per month allowed for f[ll Stewards, Chief 
Stewariis, ®d Plrector shall be thirty (30) hours totaL Appropriate Union duties perfol'lhed under 
this section are': 

A. P1.ucessin.g of grievance hearings. 
B. Representation of an employee at iiisciplina,ry ot predisciplinary confen;nces. 

As a courtesy <tl).(l to f<tcilitate the adjustnient of work schedules, the Dillon's employee 
representative will personally notifY his/her immediate superns6rprior to eq.gaging in fu!'l~;tbove­
mentioned duties, for suitable coverage to be arranged for their position. 

( 
· The Employer shall provi(!e, upon. request .and aS available, confidenti;ll meeting space to the 

Union's Stewards for thqntrpose of catrying out the duties provid13d for in this Article. 

( 

Section 3: No later than thirty (3 0) d~;~ys aftet the signing of this agreement, th.e Union shall subrilit a 
written list of the designated Stewards of the Dillon to the Employer. The Employer shall not be 
required to recognize any Stewart:! who ,has not been identified in writing as !! Stewf!X<t Any changes 
in the designated Stewards shall also be subrilitted in writing to the Employer. Any ch®ges in. 
Stewards shall not fake effect until tb.e Bmplpyer receives said written notific.ation. 

Section 4: Designation of Union Stewards shall be the exclusive right and respopsibility of the 
1Jn:ion. 

Section 5: l;he.Jocal Union Representatives may be gr:an.ted fun~ off without pay, but with acc1;L1;il of 
benefits, for the purpose of attending to Umon busiriess. 
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ARTICLE 10- UNION RIGHTS- NON-EMPLOYEE VISITATIONS 

Section 1; The Employer agrees that accredited non-employee representatives of the Union shall be 
admitted to the premises of the Employer upon written notification to the Executive Director. 
Written notification to the Executive Director shall be given twenty-four (24) hours in advance of 
such visitations and shall state the following: 

A. Intent to visit the premises of the Employer. 

B. Name or names of accredited non-employees. 

C. The date and time of day planned for the visit. 

D. The names of buildings to be visited. 

E. The name of any employee who, in their capacity as a Union Steward, may accompany 

the representative. 

F. The purpose of the visit. 

G. In the event the visit is after work hours, the Union agrees to permit an employee 

designated by the Employer to accompany the representative. 

H. The Employer has a right to deny non-employee representatives admittance to the 

premises of the Employer. 

Section 2: The number of accredited non-employee representatives during any one visit to the 
premises of the Employer shall be limited to a maximum of three (3). Non-employee visitation forms 
shall be provided to the Union Chief Steward or his/her representative. 
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ARTICLE 11 - BULLE;JIN BdARDS 

Section 1; The Employer shall provide to the Virion ~pa~;e on h!llletin boards as follows: 

A. Withi:J;l ~e agency's mam office. 

B. Within each of the agency's resjdential facilities, Space shall be provided on OI\e (1) 
blllletin board, l!P to half the space av(!ilable on. the h!lUetin board, but notto exceed an 
atea the dimensions ofwhieh are twenty-four (24) inches by thitty•six (36) hwhes. 

F\rrJ:her, it is agreed by the Union that any matetial folllld to contain anything political, libelous, 
scurrilous, or auything ref(ectlng upon the Employer or any of its eli)ployees shall be removed · 
jointly 1w the Employer and the CW A Representative aud shall be discussed at the next 
Labor/Manageme:ilt meeti:ilg. 

There shall be no fion-unio!l material on the UmO!i biilleti:il board. 
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ARTICLE 12 -INFORMING EMPLOYEES 

Section 1: Upon execution of the agreement, the Employer and the Union will inform present 
employees that negotiations have been concluded on the agreement. The notice to the employees will 
include a location where copies of the agreement are available. 

Section 2: The Union may distribute literature to employees in the bargaining uuit by means of the 
intra-agency mail system or by e-mail. The content of such material may contain materials describing 
CW A, identifYing its official representatives, and a membership application. Additionally, the Union 
may distribute the Union newsletter and notices of meetings to all bargaining unit members by means 
of e-mail or the intra-agency mail system. It is agreed and understood that the transfer of the Union 
newsletter and meeting notices through the intra-agency mail system shall be by distribution to the 
individual mail boxes or e-mail. 

Section 3: In order to facilitate a better working relationship between Labor and Management, the 
Employer agrees to keep the Union infmmed of all matters having effect upon the employment of 
bargaining unit employees. 

Section 4: In line with O.R.C. 124.57, no employee shall directly or indirectly, orally or by letter, solicit 
or receive, or be in any manner concerned in soliciting or receiving, any assessment, subscription, or 

( 

contribution for any political party or for any candidate for public office; nor shall any person solicit ( 
directly or indirectly, orally or by letter, or be in any manner concerned in soliciting, any such assessment, 
contribution or payment from any employee. 

( 
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ARTI(:;I.,l: 1$ "NON~DISGRIMINATION 

s~~tion 1: No persbli or persons or ag~nci~s responsible to the Employer nor the Uwon a;nd its 
offic¢rS and members shl)ll discrimiuate fot ot againSt any emp~o.Yee on the basis oftace, religion, 
color, national origin, se¥, nwrital .status, employee organlzati.ol;l, or political atflliatiOri, age, 
handicap; <Jr seiiUBl ptefetence. the Employer awi th.e Umon agree to abide by the prov1sions of 
applicable :federal, stat\", and iocallaws and executive otc!ers rega,rding these matters. . . . 

Section 2: The Employer recognizes the right ofal1 employees to be free to join the Vnion and to 
participate Jn lawful conc.erted Dillon activities. Therefore, the Employer agrees there shall be no 
discril:wnation, interference, restnriot, coeyciol), or reprisal by the Employ\lr against any employee 
because ofUnio:p. nwmbers!rip or be\)ause ofanylaw:ful activity in an official capacity on behaif of 
the Union, nqrwill the Union practice discrimination, coerdoh; or interference again,st any employee 
choosiog not to join the Driioh, 



ARTICLE 14- HEALTH AND SAFETY 

Section 1: Occupational safety and health is the mutual concern of the Union and the Employer. 

Section 2: In order to colTect, maintain and improve effective safety and health conditions, the 
Employer and Union will continue to have a presence on the Mal10ning County Labor/Management 
Bealth and Safety Steering Committee and continue to meet at mutually agreed upon times as the 
intemal health and safety committee to review, discuss, and report on safety issues. The intemal 
safety committee will consist of two (2) Management representatives and four (4) Union 
representatives. 

Section 3: The employees appointed to the Committee by the Union shall be given sufficient time 
during duty hours without loss of pay to attend such meetings of the Committee. 

Section 4: In the event that it is determined that the work environment is clearly unsafe, reasonable 
accommodations will be made to address identified problems. 

Section 5: In the interest of worker safety, all social service staffwillbe provided with a cell phone 
reimbursement stipend. Each social services staff person is responsible for maintaining this 
equipment in working condition, reporting equipment failures immediately, aud being accessible and 
responsive should contact be necessaty at auy time while on agency business. An employee out of 
office or on agency business should have a working cell phone. 
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ARTICLE 15- ORUC:HREE WORKPLACE 

S~ction l: Mahoning County Children Services shall ma1n~ a drug-free Workplace. Drug (ll1(:l 
alcohol screening $hlJ'ilbe ponducted upon reaso11<1'ble cause which means the Employer poss~sses 
facts th~t wdiqafe an .employee is currently or has l'ecerttly engaged in The nse of ill~g!ll dtugs or 
improper use of alcolwl, Drug screening/testing shall be. con9'Jlcte<i solely for aijmiillstrative pw:poses 
and the J<lsults obtafued shall not be used in !WY c.ritninal proceedings. Dnder no circ\llll_stanc.es may 
the results of drug screening or testing be released to a thir<i party, With the permission of the 
employee, the resnlts may be released to the Dnion. · 

Sl\diQn 2: An employee who has tested positive for the presence of alcohol and/or illeg&] drugs 
shall be .referred to an employee assi&tance program or detoxification program l\,'1 detennined by 
appropriate medical personw>llllll.ess. the eJ1iployee has previously tested pbsitive for the use of drugs 
ot rduses to participate fn the EAP Pi:ogram. Such. employee mey be suQiect to periodic retesting at 
the discnotion of the Employer upon his/her return to his/her position. 

Section 3: 1fthe employee refuses to undergo reh<Jhilltationor detoXification, or ifhe the individual 
fails to complete a program .of r<:Jhabilitation, or if the individual tests positiw :et any time within 
titree (3) yea1s after his/her retui:ll to WOi1c Upon compietion ofthe program of rehabi)itatitm, such 
employee sha,!l be subject to disciplinary action. Costs of all drug screening tests and coilfinnatory 
tests shall be borrte by the Employer. 
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ARTICLE 16 - LABORIMANAGEMENT MEETINGS 

Section 1: Unless mutually ~,tgreed otherwise, on the first Wednesday of the first month of each 
quarter, at a mutually agreed upon time, the Executive Director or his/her designated representative, 
and not more than two (2) other members of Management shall meet with not more than three (3) 
representatives of the Union ill order to promote a more harmonious relationship between the Union 
and the Employer. Furthetmore, it is agreed by both the Employer and the Union that meetings shall 
be held as often as mutually agreed necessary. 

Section 2: Agendas will be exchanged, and signed by both parties, no later than 4:30p.m., on the 
Friday illmlediately precedillg the meeting. 

Section 3: Written responses promised by the Employer or the Union during such meetings in regard 
to items raised by either party who attend such meetings shall be fiunished to the receiving party 
within five (5) days after such meetings unless the parties mutually agree to a tinle extension. 

Section 4: Labor/Management meetings shall be linllted to a maximum of two (2) hours per 
meeting, unless the parties mutually agree to a thne extension. 

Section 5: Labor/Management meetings are viewed by the parties as necessary to the furtherance of 
this agreement, and the employees representing the Union involved in these meetings shall be given 
sufficient tinle during duty hours without loss of pay or other benefits to perform these functions, up 
to the maximum specified in Section 4. 
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ARTICLE 17 ·WORK RULES 

~ectifll! 1; Work Rule.~ 11$ d.efin!'ed.m this section shall be those policie~, procedures and directives 
which regulate behavior.ofemployees in the perfonnmce ofth<l Ewployer;s services $id progtli)ns, 
New Work Rules formulated a11e<tl:te effective date of this 1tweeinent shall be reduced to writing, 
signe(i by fue B1'ecutive Dil:ector or his/het designee, and made availabl() to the Union and 
distributed to all bargaining 'Unl,t ewplrwees at kasts_even (7) working days prior to ·implementation. 
Ail Work Rul\'S ~hall be compiled mto one complete document. 

Section :Z; Itis agreed ®d tmderstood that tlre Employer shall have thMightto revise and/odni:ti&te 
Work Rules wi,J:hrespectto the conduct of its employees. l::towewr, tlte Uniou and its members may 
challenge Work Ru1es on the baSis of; · 

A.. Lack Ofunifotm application of the Work Rgle. 

)3, J'])e Work Rule conflicts with the provisions of the agreemeJ;J.t. 

C. The Work Rule is 4isctiniinatozy as outlined in the agteeli:H~ilt. 

Section .3: A copy of the W orkRules qutlined in Section 1 ofthis Article shall be made available to 
all employees on the ~har~d drivs> of th" 'agt>ncy computer system; hard copy will be pla,ceci in: the 
library aJJ,d a copy placed i:n each group home. 
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ARTICLE 18- CORRECTIVE ACTION 

Section 1: No employee shall be reduced in pay or position, suspended, discharged, or removed 
except for the grounds specified in Section 124.34, Ohio Revised Code, nor shall the Employer take 
any form of con·ective action against any employee except for just cause. 

Section 2: It is mutually agreed by the Employer and the Union that the most effective means of 
maintaining discipline is through the promotion of cooperation, of sustained good working relations, 
and of the self-discipline and responsible performance expected of employees. In those cases where 
specific corrective action becomes necessary, the disciplinruy measures taken should have a 
constructive effect. Where corrective action can be accomplished through closer supervision or on 
the job training, the employee and the Employer will sign a plan which will be implemented to avoid 
corrective action. For the purpose of this agreement, oral warnings shall be reduced to writing, 
signed by the parties involved (employee and supervisor issuing wruning), to document contact 
between employee(s) involved and the supervisor, and placed in the employee's personnel file(s), 
and a copy given to the employee(s). 

Section 3: Progressive corrective action is the right and the responsibility of the Employer. 
Discipline will be applied in a corrective, progressive, and uniform manner. Progressive discipline 
shall take into account the nature of the violation, the employee's record of discipline, and the 
employee's record of conduct. The Union and the Employer mutually agree that the recommended 

( 

steps in corrective action/discipline are as follows: ( 

1. Oral Warning (Reduced to Writing) 
2. Written Reprimand 
3. Suspension or Removal 

The Employer will give a copy of the Wlitten corrective action to the affected employee, and, with 
the wtitten consent of the affected employee, a copy to the designated Union Representative. 

This progressive discipline policy in no way limits the statutory rights set forth in the Ohio Revised 
Code. 

Section 4: The Employer and the Union agree to attempt as a preliminary step to settle disciplinary 
matters informally. The disciplinary process must be started within fifteen (15) days of discovery. 
All parties shall extend a good faith effort to settle the matter at the earliest possible time. 
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( The .Employer agwe~ uqttq ilischwge Or susrend Without Bay \ill !"mployee without first 
arranging for iCptedisdplinacy con:i:eren(>.,. ThnlDnfereuce sMll be ,schedUled no earlier th&n 
seventyctwo (72) hours after the time the empfoyee is notified ofthe charges and the conference. 
This J;tptke.sb:all be in written forniand cootaiu the following Wcmuafion: 

1 , ChatgM being brol!Wt agaiost the employee. 

2. The date, time, and locatiou of the predisciplimiry conference, 

3. The right of the ~;m.pioyee td have a representatiw of the 1Jnion present. 

4. The right of1:he employee to have witnesses, cmss-exapljne witnesses, o:t ptesenttestimony 

on behalf of the employee. 

5. A statement notifYing the employee that f!bseut any extenuating circumstances, failure to 

appear at the hearingshall result in a waiver ofthe employee's right to a hearing. 

The heari:ug shall he. conducted by a uevtral and detached party and the charged employee shall have 
his/her union representative present. Such a conference m11st be condP.cted withio a reasonahle time, 
hut no longer than thirty (30) days, :fi:om the date in which the Employer gains knowledge of those 
incideuts which it deems to be a violation of conduct The Utrion shail be noti:fied through its Chief 
Steward or designee that charges have been brought against the employee. 

( The employee shall not be docked any pay for appearing at the hearing. The same applies to 
witnesses. 

( 

S.~ection 5: The .ymploye\J and Emplqyer shall be :uoti:fied in writing of the fmdings and 
recol\11Xlend&tion(s) ofthe prei!isciplin!ll'Y conference withio five (5}days. Acopy sMTI he suhinitted 
to the CW A Local President and Chief Steward and Agency Executive Ditector. The Executive 
Director shall render !!:final d.ecision withio are~onable period oftirne (not to exceed 14 calendar 
days) to ac()ept, reject, otto modizy t11<? recommendation. A copy shall be submitted to the Union 
President and Chief SteWard. 

S¢ction 6: When a 'I'!llxd Party Investigation is necessacy due to allegations/accpsations in 
accordance wi:th 5101:2-34,34, approprbte prOcf;li!ures shall be folloW!'d. The employee shall be 
notified in writing t\lat 

1. Ah allegation h~ been made (date). 

2. Nature of the allegation/accusatiol).. 

3. That a third Party Investigation will occur and tbe PartY iilvestigatibg. 

If it is decided a,n, employee is to be temponi:tily removed from d1.1ty, tegulm' job site or regular 
sch!'<:lule to protect the employee andfor others 'invo1ved i.n the allegation, the employ~e sl:ti!U )>e 
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notified in writing, with a copy to the Union, if the employee requests. A full-time employee may be 
reassigned or considered to be on paid administrative leave in the event temporary removal from site 
occurs. Whenever possible, other alternatives shall be considered, i.e. temporary reassignment of job 
site, altemative duties within the classification. At the end of the investigation, the employee shall be 
provided written notice that the investigation is completed and if any other action will or has been 
recommended. 

Section 7: Oral and written reprimands shall remain in effect until twelve (12) months after the 
effective date of such con-ective action. Following this twelve (12) month period the record of 
discipline shall be rendered "obsolete". All other records of disciplinruy action shall remain in effect 
permanently. 

Section 8: Appeals of any discipline may be submitted to the Employer at Step 2 of the Grievance 
Procedure. 
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ARTICLE 19- f>J;RSONNEL RECORDS 

Secti\in l; Jt is :recognized by the JXU1:ie~ ihat the Employer may prescrib<'; :r<:;gulations forihe 
custody, use, and preserv&tion of the rec.otds, papers, books, d.oc1.llllei;lts, an.d property pertaining to 
the employees. However, subject to the provisions of Chapter 1347, Ohio Revised Code, every 
enrpl0yee shall be allow(;)(! to im:pect hislhet personnel file !lpon request, With the exception of 
refer1mces· for irliti!!l \'mployment and psychiatric and medi9al reports exempted by Chapter 1347, 
Ohio Rev:ise.d Code. A U:bion Officer or othetUrtiohRepl'eserttative ml!Y 1'\\lComPil.ll)'the employee 
for iuspectimi Dfilie employee's personnel file, in the presence ofand by.V)'l').tten apfuor;ization ofthe 
enwloyee ine)Jlber. 

Section 2: lf an employee, upon exmnirting his or her personneLfile, has reason to belit;>ve that there 
are inaccmacies in those docmnents contained therein, the employet'l may write a memotatiduril to 
the Executive Director or his/her apprOpriate r<';preseJJ.iative explai:iiliig the alleged macc:uraoy. If, 
upoJJ. investigatioJJ., the Executive 'nil:ector or his/her designated representative sustains the 
employee's l)llegation, he/she will comply with Section 1347.09 ()/R.C, 

Section 3:, Pt;rsoill).e\ files shall corttairl, bllt are not limited. to, the following: 

,A. Narn(l, permaneJJ.t address, cilrtent a(ldress, phone number, and JJ.ame of persordo notifY in 
C&S.e of an emergency. (A copy of this infmmation may he given to the employee.) 

B . .fob infotlll.ation, civil service title, a.tJd classification. (A copy of this infotmatioJJ. shall he 
giV<m to the employee.) · · 

C. Copies of all personnel action forms. 

D. Theann11a1 perfol'Ii:lance evaluations sigJJ.ed by the employee. 

E. SMement of performance in any given Particwl!t cases (i.e. a connendation, repriiiland, 
etc.). · · 

F, R!lferences for initial e!J1ployt111'mt and psychiatric a:gd medical reports. 

Section 4: to irls:ure compllailce with the Health Insurance Portability m;td Acoountabi!ity Act of 
J996 (HIP AA), employees; protected.ht;alth information will be plaped ln. a separate medical file. 
Ac.cess to specific infortnatioll in a:g employee's medical file c·an oiuybe granted wough the written 
coi;ISent of the employee i;hatdesctibesthe doc1.llllent(s) to be reviewed. S1.1ch conS<>ntmust be give:g 
to the Executive Diret;tor or designee pdor to information bewg rl)leased. 



ARTICLE 20- PAYROLL DEDUCTION OF UNION DUES 

Section 1: Upon receipt of a written authorization signed by an employee authorizing Management 
to deduct Union Dues from payments due him as an employee, not including payments in lieu of 
v(!cation, and remit the same to the Union, Management shall, upon request, remit the appropriate 
pmtion of the Dues to the requesting Local and the Union. Management shall, during the existence of 
this contract, continue to deduct Union Dues from such p101yments in the amount specified in the 
authorization and forward the amount so deducted to the requesting Local and the Union, until such 
authorization is revoked in writing by the employee. 

Section 2: Authorizations dated on or after the effective date of this contract shall be in the fonn of 
Exhibit No. 2, attached hereto and made a part hereof. All Union Dues deduction authorizations 
dated prior to the effective date of this contract shall remain in effect until revoked in writing by the 
employee. 

Sectiou3: Each employee who is a member of the Union or who is obligated to tender to the Union 
amounts equal to periodic Dues on the effective date of this agreement, or who later becomes a 
member, and all employees entering into the bargaining unit on or after the effective date of this 
agreement, shall pay or tender to the Union amounts equal to the periodic Dues applicable to 
members, for the period from such effective date, or in the case of employees entering into the 
bargaining unit after the effective date, on or after the one hundred twentieth day of such entrance, 

( 

whichever of these dates is later, until the termination of this agreement. ( 
Section 4: The provisions specified above shall not apply during periods of formal separation from 
the bargaining unit by any such employee, but shall reapply to such employee on the thirtieth day 
following his return to the bargaining unit. 

• The term "formal separation" includes transfers out of the bargaining unit, removal from the 
payroll of the unit, and leaves of absence of more than one month duration. 
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ARTICLE 21 • NO !..OCI(,.OUT PL.EOGE(l\10 STRIKE PLEDGE 

Section 1: The Employer ~Well& th.~t neith<'!r \t, it~ officers, agents, representativys, individually or 
coll@cJlvely, will authorize, instigate, Clause, aid, .or condone any lock-out of members ofthe Unlon. 

Seeti<lll. 2; Th.e Umon :further l!gfees that neither it, its officers, agents, represent;crtives; or members 
will authorize, instigate, cause, ald, qmdone, or participate in itny strike, sympathy strike, work 
stqppage, or anY other concerted activities which interrupt the operations or services of the Employer 
by #s memJ:>ers during the tern:! of this agreement. 
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ARTICLE 22 -WORK SCHEDULES 

Section 1: The nonnal work week for all full-time employees i]1 the bargaining unit shall be forty 
( 40) hours. The nonnal workday shall consist of eight (8) hom's. Each eight (8) hour work period 
shall include a one (1) hour paid lunch hour during which time the employee is on call and on duty. 
The pay period shall consist of two (2) weeks, commencing on Sunday and ending on Saturday. 

A. The main office hours will be from 8:30a.m. until4:30 p.m., Monday through Friday with 
the exception of group home staff. Flexible hours may be arranged with supervis01y approval 
and must be documented as such On time sheets. 

B. Group homes require twenty-four (24) hour coverage. Management shall schedule shifts to 
meet the operational needs of each group home. 

Section 2: Work schedules are defroed as an employee's assigned hom·s of the day and days of the 
week. Any changes in work schedules shall be made in writing to the employee when necessary to 
meet the operational needs of the Employer. The Employer shall notifY the worker of such changes 
not less than two (2) weeks prior to the effective date of the schedule change. Such changes shall not 
be imposed by the Employer arbitrruily in order to avoid the payment of overtime or accmal of 
compensat01ytime. Such changes shall not be imposed by the employee arbitrruilyin order to accrue 
compensatory time. 

Section 3: A thirty (30) minute lunch period with pay, during which time the employee is on duty 
and on call, shall be provided to employees working more than four ( 4) hours beyond their regular 
shift. 

Section 4: All staff must complete required time sheets and submit time sheet(s) to the immediate 
supervisor on the Monday (or first work day) following a pay day. 
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ARTICLE 23- OVERTIME lGROUPHOMEl 

Section 1: Hours worked QV<'lJ: forty ( 40) hours ih a wo:ik weelc shall b~ considered overtime. Pilld 
ovemme shall occur with the prior writt()nal,ltborization of the Executive bb:ector or DiJ:e<:tor's 
assignee. 

Section 2: Any cqn;rplaiht or disagreement on the distrib1,1tion of overtime may he processed ih 
accordance with the grlewmce provisions of this agreement. · 

Section 3: Oper~ttional requirements of the Empioyermay r(lql)ite the use ofpilftctime employees for 
pr0per st<rl'fing, Management reserves the right to deternriiie which part-time en;rployees shall be 
called upon to fulfill the job duties of full-time employees on sick 1flave, vacation, or absencfls for 
other reasons, 

Section 4: Employees on pilld overtime will be paid at the rate ofone and one-half (1 U) times their 
current hourly rate fot each hour worked In paid overtime status. Benefit time is 1;1ot considered as 
hours worked within the meaning ofJ:he overtime provisions. 

Section s: Group home employees who ate reqUired to work on holidays, as specified ill Article 32, 
shall be paid at a rate of two and one-half(2 Yi) times hislhenegular tate of pay. 
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ARTICLE 24- VACATION 

Sectiqn 1: 

A. All full-time employees ~hall earn vacation leave as foll<:>ws; 

Years. of S.ervice Bi•Weekly Accrual Annual Accrual 

begin 0 years, complete 2 Y<>ars 3.1 hours 

begin 3 y<;>ars, complete 1 years 4.6 hpyrs :3 weeks/15 days 

pegin 8 years, complete 14 Ye<Jrs 6 .. 2 ho~rs 4 weeks/20 days 

begin 15 years. coll)plele 20 years 7,7 hours 5. weeks/25 ctays 

peg in 21 + years 9,2 h.ours 

B. All full-time employees eyhalJ i!lso be credited with forty (40) hours l!dditional va<;ation 
(referred to. as a "bucket") on their employment aruiivers<iry date as follows; 

*at the start ofthe 3'ilyear ofempioyment 
*at the start ofthe gth~ar ofemployment 
*at the start. of tile 15'h year of employment 
*ilt the start of the 21 ''year of I'OIItPloyme:r:(t 

ip. qorijunction with the accl1J!!1 rates outline in Section 1 (A) of this Article. 

After an etnployee has con;tpkt~d the initial thirteen (13) bi-~t;;ldypay periods ((i months), h!:i or 
she is eligible to peg(n using vacation time up to thll amil'tnit currently &<;c:rued, The above service 
reqmwd uee4 no:t be cciritinuou.:>, Ofiidalleaves of absence, .ifdocumented, may be incll!ded in the 
contputation butnqt periods between separation and rdnsMement of te-empioym~>nt 

AnfiuaiVi\C!ltion schedules must be ruT®ged at the administrativ~ d,i~qtetion of the department h!"!!d, 
supervisor, ;m.dlor section chiefs, with general approval of the appointing authority. AJl Vl!ci>tl.Oi1 
ieaws must be requested at.~.d approved on a foLm d,sign11ted by the appointing al!thPrity. 

Section 2: 1!'9r the purposes of calculating an employee's lo.ngevizy 1:Q detertriine the amoJJnt of 
vacation earned, empl(Jyme:o..t with atiy ofthe following shall be coUnted; (AJ State. Departments, 
Buteaus, Boar<;ls, and Cofi).tbisslons; (B) State Supported Universltie,g, Coil)fnubify Colleges, and 
TeCbniq!!l, Insti:t.utions; (C)Boar(j ofCoutrlyColnillisBioners or Oth~ County Officer's Departm;e,l:lt$, 
includlp.g CoUnty I:Iomes, County Bospi\ills, atid County Welfare Departments; (D) Citivs, Villages, 
an.d ToWnships; Cfl) $t;hod Districts; (1!) HealthDistticts; (G) Public :Lil:mmes; (H) Special I'urposv 
Districts Esta'\lfi.slr~4 Pwsuattt to the Law, stwh as. Conservan<;y IUJcl Park Distric1s; (I) SpeoiaJ 
Authorities Established Pl)fimant to St.at:e L)lW, :foJ: example: .Housing, Trausp.ortation, Pwt, and 
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Airport Authorities; (J) Retirement Services, Bridge Commission, Ohio Turnpike Commission, and 
the Ohio Historical Society. 

Section 3: Vacation leave is earned during the time the employee is on active pay status. It is not 
earned while on unpaid leave of absence, educational leave status away from the agency, or unpaid 
militaty leave. 

Section 4: When a full-time employee wades less than the normal schedule in a given pay period, 
partial vacation credit will be given, i.e. if the standard work week is forty (40) hours, and he or she 
works only twenty (20) hours during the pay period, he or she would be credited with one-half of 
three and one tenth (3 .1) hours or 1.5 5 hours, unless he or she were on vacation or sick leave while in 
either of these status. However, vacation is not accumulated while performing over-time work. 

Section 5: Upon separation from state or county service, an employee is entitled to compensation for 
any earned but unused vacation leave credit at that time of separation, which has been carried 
forward as provided in Section9. Payment will be made at the employee's current rate of pay. 

Section 6: An employee who transfers from another agency to Children Services Board is paid by 
the releasing agency at the time of transfer for any unused, legally accrued vacation leave. Upon 
transfer to Children Services Board with less than one year's service, the releasing appointing 
authority will provide to the appointing authority at Children Services Board the number of pay 
periods that the employee has worked in full-time status. The employee then begins to earn vacation 
as specified above, and is eligible to use any or all accrued vacation as long as they have at least six 
(6) months total service. 

NOTE: An employee who receives an authorized transfer from another agency covered by civil 
service to this agency immediately begins to accrue vacation credit and is eligible to use this accrued 
vacation upon approval of his/her immediate supervisor. 
An employee who terminates his/her employment with another agency, whether or not it is covered 
by civil service, and then becomes employed by this agency, must wait for six (6) months, or thirteen 
(13) pay periods, before being eligible for vacation. 

Section 7: In the case of the death of the employee, any earned but unused vacation leave shall be 
paid to the day of death to the deceased employee's estate. 

Section 8: Holidays will not be charged to vacation leave when they fall within the vacation 
regardless of the day of the week on which they occur. 
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ARTICLE 25- PERFORMANCE EVALUATION$ 

Se!!tio.nl: There shall be ilt kllst fill aririlial evl!ltiation of each >:mpioyee's job perfottnanc\l to be 
completed wi~ the thirty (30) day period of fifteen (15) days p1-lor to and @een (1,5) <lays 
subsequent to their a:bniversary date. The purpose of the evaluation is to constructively advise an 
employee of his/her strengths and wealmesses in meeting pei:formance expectations. 

An emp]oyee' s pto bationary evaiuation shall he completed within ten (1 0) days of the conclusion of 
thefitsthalf oft!w C;Jmployee's probatioharyperi_o~l. The :fit)al probationary evaln,ationis to be done 
at I !'last tan (1 0) days piior to fue completion of the probationary period. 

Evaluations shall be completed by the employee's direct supervisor and then reviewed in .a 
face-to-face meeting With the employee, or in the absence of fue direct sup()l'Visor, the direct 
supervisor's direct supervisor. The evaluator shall reco=en.(! on the form what the emplqyee must 
do to improve peiformance, as well as what he/she has been doihg ot will do to help tlie employee 
improve. 

The Personal Evaluation Review shall inducie (!review ofthe employee's personriel file if requested 
by the employee. Allegations and grievances l)gainst the employee will be in writing and a copy 
given to the employee, prior to entering the employee's personriel file. 

1. Theperformance evalul)tion shall be reviewed by the Exe¢utive Director prior to the date of 
the emp]oyee's signatute. The employee shall have the right to add a written statement 
indicating his/her specB:ic r~Jas@s for disagreement. The· employee may revkw his/her 
evaluatiov with the Executive birector or his/her designee if the employee's opihion of 
hisfhet job petfurmance does not concur With thatoftlw supervisor. 

Section 2; Per.fi:mnance evaluations shali be used. for the folloWing pw:p0sesl 

1. Evaluation ofEmployee Job Performance 
2. Layo$JobAbolishmelit 
3, Removals, Suspensions, or Reductions 
4, Prowotioils 

Section 3: The employee Shall !Je the last perso11 to sign his/her perfonnance evaluation arid shall 
receive a oopy of the evaluationno lat~Jr than 15 calendar days subsequentto the date the;; evaluation 
is sitpled l;)y the employee, 

No additi.ons or deletionS shall be ma<Jeto the evaluation afi;~Jr j;he e:roployee sign$, wi!ess mutoally 
agreed t.o by the employee and the Employer. 
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Section 4: The employee's signature on any performance evaluation shall not be viewed as the 
employee's agreement, but rather acknowledgement that the employee reviewed the evaluation. 

Section 5: Any dispute discussed in Section 1 shall be accompanied by a statement from the 
employee detailing his/her disagreement. 
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ARTICLE 26 - TWENTY,FCUR {24) HOUR ON•CALL Dl)TY 

Section 1: Th() Employer and theUni:onagte\lthat:Sectiqn21Sl ,421, OhloRevised Code, mandating 
twenty•four {44) .hOW cO"i[etage oytheagency, is an important p.t\'>f<)ss)ol:\(1). \'Oto)Jonentofthework 
schedJi[e. 

Section 2: The Employer will dete:tmine th,e work1l9ws, rotating schedule, and trainingp1:ogr!;\tll for 
all bar[$aining ilflitemployees, reqnired or volootaty, who s~rve in such capacity. · 

Section 3: Assignment of sqch dl!ty shall be compensated ;it the rate of fiw h11ndted fifty dollars 
($550.00) per week. 

Section 4: Compensatory time shall be granted while on emergenRY on-c.all duty as follows: for ail 
ol!t of home workreqllited durihgweeknigb.ts, weebuds; or paid hblidays, one and on<J-llalf(l ~) 
1:\qurs ofconifi<J!lSatotytlme for !)ach one (i) hour oftlme Worked. 

$ecfj.(!n 5: Compensatory time oftwelV\l (12) hours shllll be credited to the employees ass.igned su.oh 
d:uty for pa:id holidays. 

Sectil!n 6; All part-time Yoqth Le.aders will have twenty-four (24) hour on-call duty on a rotating 
basis. The on-call Y ol!th Leader will be respo!lSible to carry a bet;pet and be available to work 
Uh<;overed shifts as teqllired by the Agency. the on-t>all Youth Leader will be J:eimbmsedmnety-five 
do!1ars ($95.00) per week for this coverage and be compensate<). ~t their t('lgular rate for any shifts 
worked. If the e.lllployee is called to Work on a Holiday; the worker will be compensa,ted at fu() 
Holiday rate. · 
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ARTICLE 27 - COMPENSATORY TIME 

Section 1: Compensatory time will begin after the normal full-time schedule ( 40 hours) in any 
calendar week. All bargaining unit employees are eligible for compensatory time but prior approval 
by the supervisor is required in order for an employee to earn compensatory time, except in cases of 
emergencies. 

Section 2: Compensatory time shall be credited for all time worked in excess of forty ( 40) hours in 
any calendar week at the rate of one and one-half (1 Yz) hours for each hour worked. Mandatory 
work-related duties on Saturday/Sunday (with the exception of group home staff) beyond the 40 hour 
work week shall be granted comp time. 

Section 3: The use of compensatory time shall be requested on employee time sheets. 

Section 4: Compensat01y time will be given for any time spent away from home on after-hours visits 
per Section 1. All verifiable phone calls received at home (with the exception ofEmergency On-Call 
Duty) will be given compensatory time per the respective supervisor's approval. Compensatory time 
will be granted in fifteen (15) minute increments rounded up to the nearest fifteen (15) minute 
increment 

Section 5: 

A. Comp time shall be credited to the employee. Employees can use accrued time in units of not 
more than four ( 4) days at a time. Hours shall be scheduled off within a reasonable period of 
time so as not to dismpt the needs of the agency. 

B. Employees who accme more than 240 hours of comp time shall be paid for additional 
ovettime hours of work, for all comp time accmed past the date of April15, 1986, in line 
with federal wage and hour legislation. Payment shall be at the rate of time and one half. 

C. All accmed comp time will be paid at the employee's current rate of pay upon separation or 
retirement from the Agency. 
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ARTIC~E 28 ·PERSONAL DAYS. 

Section l,; The followingpmvisions shall apply to all full-time employee tn.embers ofthe bargaining 
Jini.t: 

1.. Each thll-time employee shall, effective Fe\Jm!!t.Y 1 of each year, be cretUted With -five (5) 
days of personii!leave. EmpLoyees :hlted in after Februw:y I shall have their persoualle.ave 
<;redit prchrated acoordlng to the amount of time.remainlng in the year at the tate of 1.53 85 
hours pt;lr pay period remaining, 

Employees mayl,!Se personal leave for absence dueto any.matter of a. personal nature U,P\)11 

giving reasonable notice and infor.nUng supernsor. 

2. Employees with 11.0 sick time usage wil1 b<:< credited with four ( 4) hoilrs personal leave per 
quarter where n(J sick time is ll.sed. Thus, ao additional si¥teen (16) hours of personal leave 
may be earned in one yew. J>¢tsonal time qqartets for the purpose of this article run from 
February- Aprll, May- July, Augl!St ~October, andNovein"ber- January, 

3. When personal leave is used, it shall be deducted :from the unused balance of the employee's 
personal leave on th.e basis of one (1) hour for every hour of absence. 

4, Compensf!tion for personal leave shall be eq\lal to the employee's .current hourlyr_ate ofpay. 

5. Prior to October 31 of each yeat, employees shall complete a J;'ersoual Day Conversiou Form 
to designate us~/ conVersion qfthe Mused balance o:i'persopalleave: 

A.. Ca:tJ,y forww>l a balance of twenty,.four (24) hours tp the following yf;lar, The 
maximll!11 that can be carried forward is twenty•folir (24) hours. . 

B. Couvert up to fifty-six (?6) hours to a cash hnefit. lne cash bene:l'it s.hall equal one 
(l) hour of the ~plo:yee' s current hqurly rate of Pf!Y for ev>Jry hour bf unu,<;ed 
P!"tsoiial lef)ve t\lat is convert(::d,. Th€l maximum nll!11bet of hours that .¢an be 
coiivertt;:d to cash benefit is flfty-six (56) (forty [ 40], plus up to sixteM [16] fat sick 
leave inC!"ntive.} 

C. Perso!I!Jl time eruned ftoii\ bonus .days (Friday aftet Thanksgiving and Christmas 
Eve) must be l!sed prior to October 31 ofthe foliowlng calendar yea:r. 

6. Personalleav.-, shall not be t;sed to extend a dat(). of resignatiqn onetitement, nor for the 
purpose of extendi:og_ an employees m;t(ve pay stafus or accrumg OVertime or bO)llpensatory 
tinrre. · 

7. When M employee resigrrs, )ie/she shali b~ paid for the b<i\ance of Ills/her aC9lJ!11cll\ted 
pers9nal1eave. 



ARTICLE 29- SICK LEAVE 

Section 1: As used in this section: 

1. "Pay Period" means the fourteen (14) day period of time during which payroll is 
accumulated. 

2. "Active Pay Status" means the conditions under which an employee is eligible to receive pay, 
and includes, but is not limited to, vacation leave and sick leave. 

3. "Leave Without Pay Status" means the conditions under which an employee is ineligible to 
receive pay, and includes, but is not limited to, leave without pay, leave of absence, and 
disability leave. 

4. "Full-Time Employee" means an employee whose regular hours of duty total eighty (80) 
hours in a pay period, and whose appointtnent is not for a limited period of time, excepting 
for Youth Leaders in the Residential Program, whose normal work schedule is less than 
eighty (80) hours in a pay period. 

Section 2: The following provisions shall apply to all members of the bargaining unit: 

( 

1. Each full-time employee shall eam a maximum of 119.6 hours of sick leave per year. This ( 
sick leave shall be earned at the rate of 4.6 hours per pay period. 

2. Part-time employees shall earn sick leave credit in the same manner as full-time employees, 
exceptthat their sick leave shall accl'ue on a pro-rated basis according to the standard eighty 
(80) hour pay period, and the amount of time accrued in any pay period shall then directly 
relate to the number of hours worked. 

3. Sick leave is earned during the time the employee' is on active pay status. It is not eamed 
while on unpaid leave of absence, educational leave away from the agency, unpaid nlilitary 
leave, or if using donated sick time through the Sick Leave Bank as outlined in Article 42 of 
this Agreement. 

4. Employees may use sick leave, provided a credit balance is available, upon approval of the 
responsible supervisor, department supervisor, and Executive Director for: 

A. Absence Due to Personal Illness or Injury 
B. Medical/Dental Appointtnents for Self or Inrmediate Family 
C. Illness or Injmy in the Employee's Inrmediate Family 

5. When sick leave is used, it shall be deducted from the employee's credit on the basis of one 
(1) !:tour fOT every hour of absence from previously scheduled work. 
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6. Compensation for sick leave shill be equal to the employee's hourly rate o.fpa:y. 

7. Sick leave l,lSagtl shall be documented on the employee time sheets. 

&. A statement from a llcllus!"d physician veriJYing that the employee was ~ble to work 
duting tb.e tiule sick leave is beip.g c;l;Jarged must be subl;llitted; 

A Bach time an employee uses three (3) or more consecutive calendar days of sick 
time. · 

B. Each time within each calendar year that afJ, employee uses sixtycfour (64) hows 
of sick time, excluding job re1atedinjuries ot diseases, such a statemen:trtmst be 
provided for the rem!!lnder of that calendar year for any further sick time used. 
This Will be 1,1p to the Executiw Directot' s disctetiort. 

C. Any sick time due to in-patient and/or Outpatient hospitalization and physician 
authorized recuperation time from said hospltalization shall be excluded from the 
sixty-fow (64) hout total. 

Section 3; All bargaifring unit .employees shall, at the tinle of their retireinent, provided that they 
have had ten (10) or more years of service within the state, county, or any of its political 
sUbdivisions, receive pay for all or part of thelx l,lUUsed sick leave as follows: a maximum oftwenty­
five percent (25%) of total acc11!llulated sick leave days will be paid, up to a maximum of twenty­
five percent {25%) of one htmdred twenty (120) days. No employee shall receive more than thirty 
(30) days pay. 

Section 4: Ii:J. the eve)ltofa worker's compensation claim, the employee will f6IIowthe >Jstablished 
pmcedwe~ of the cotmty. 



ARTICLE 30- FUNERAL LEAVE 

Section 1: As a part ofthis fiinge benefit package, all full-time employees may take three (3) work 
days off with pay if the employee has a death in his or herimmediate family (spouse, children, step­
children, mother, father, sister, brother, grandparents, grandchild, sister-in-law, brother-in-law, 
mother-in-law, father-in-law, daughter-in-law, son-in-law, legal guardian, or other person who stands 
in the place of the parents oftbe employee. 

Section 2: Full-time employees shall be entitled to take an additional two (2) days off with pay if the 
death is of their spouse, child, parent, step-children, sister, brother, grandchild, legal guru·dian, or 
other person who stands in place of the parents of the employee, 

Section 3: All other bargaining unit members shall be pennitted to use any accmed time for the 
purpose of this section if they are scheduled to work. Notice given to the employer shall be given at 
eru·Jiest knowledge. 
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ARTICLE ~1 • LEAVE OF AB~ENCE 

Section 1: An employee may request ofilie Employer a le:ave of absence Wiiliout pay :for any 
personai reason (lliduilil1g maternity, child care, edUQ'ltit>n, military, elderly care) for amil:>dmtiJn of 
one blJlldr~d eighty(l80) calendar days. Leave may b¢ granted for amaxlnnp:nof'(ivehundted forty 
(540) days, ot eighteen (18) mouths, for the purpose of edvc&t1on, training, or specialized experience 
which would btmdit the agency. Such request does not ensure iliattheEmployer sball approve such 
leave. 

Section 2; Sick and vacation leave j:s not earned while on leave withom pt(y, but the leave shall be 
copnted il1 determining exten(led vacation eligibjJityand overall c01mty service tiine. Employe~s will 
not be granted this type of l¢ave Unless they sign a iettel' of intent to return to the agency upon 
expiration of said leave .• An employee granted a 1\lave of absence, for whatewr purpose, is not 
guaranteed ilie same job ashe or Sheheld]niortothe leave, butv011 receive atleastilie same amoljllt 
of pay. Employees who Me ou1eave, but not oil actiw pay status, are responsible ;for payment of 
insurance co-pay. 

Se!!tion3: Ifthe Employer denies a:Ieave ofilbsence, the employee shall. be given the re!)SdhS for 
such denial in writing. . 

S(lcti.on. 4: Any absence from work without !lpprovli! will be treated as abse11ce without leave. 
Employees who are >tl:>~ent from work and have !lot received· approval for tl:ti~ abs.ence WJH be subject 
to discfplioary action. up to ood hchrllfug terniimition. Any e:XG!lptiofis (based on unus1.1al 
circlJIDStances) must be approved by the Executive Director. . 

~ection 5: AH bargaining unit employees shall be entitled to leave as proyided for by the Federal 
Family attd Medi:cai V~!lVe Act (FMLA) ofl993. . 



ARTICLE 32 - HOLIDAYS 

Section 1: All full-time employees of the bargaining unit are entitled to the following paid 
holidays: 

I. NewYear'sDay 

2. Martin Luther King Day 

3. Washington/Lincoln Day 

4. Memorial Day 

5. Independence Day 

6. LaborDay 

7. Columbus Day 

8. Veterans' Day 

9. Thanksgiving Day 

. 10. Christmas Day 

(The holiday begins at 12:00 a.m. of the actual holiday.) 

Section 2: In the event that any of the aforementioned holidays fall on a Sunday, the Monday 
immediately succeeding shall be observed as the holiday. In the event that any of the aforementioned 
holidays fall on a Saturday, the Friday innnediately preceding shall be observed as the holiday. This 
section applies only to full-time employees of the bargaining unit. 

If a full-time group home employee is not scheduled to work on the day that the actual holiday falls 
(example: employee works Sunday- Thursday and holiday falls on Friday), the employee will be 

( 

granted another day off to compensate for the holiday. This day must be pre-approved by the ( 
immediate supervisor and scheduled within a week of the holiday. 

Section 3: Any full-time bargaining unit employee required to work on a paid holiday shall be 
compensated at a rate of two and one-half (2 Yz) times his/her reguianate. Any part-time employee 
required to work on a paid federal holiday shall be compensated at a rate of two and one-half(2 Yz) 
times his/her regular rate. Only the part-time employees who work on the actual date/day of the 
holiday shall receive holiday pay. 

Section 4: Any additional holidays off with pay declared by the Governor or the Mahoning County 
Commissioners for other special purposes shall also be granted to the bargaining unit employees. 

Section 5: Agency Bonus Days: Employees will be granted two bonus days off: (1) Friday after 
Thanksgiving and (2) Christmas Eve. As these days are not Federal holidays requiring overtime pay, 
any employee required to work on these days will be granted personal time equivalent to the work 
day, which may be exchanged for another day off. Bonus days must be used prior to October 31 of 
the following calendar year. 

Section 6: Community Service Bonus Day: For the purpose of this Article, this day shall not be 
considered as a holiday. All employees donating blood with a certified Red Cross or other licensed 
agency, and with written verification from that agency, shall receive a one-half ( Yz) day off with 
pay. No employee may use this benefit more than once every six ( 6) months. The purpose of this day 
is to donate blood; no selling of blood or plasma will be acceptable for the putpose of this Article. 
Bonus time must be used within six (6) months of accrual. ( 
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ARTICLE 33 - CONTINUINC> EDUCATION 

S.ectionl: It is mutulj}ly aweed that Management and th:e UIJion ar!l in favor of continuing edwation 
·-and r~co@lize the benefits ill offerillg career training and. tetraiJ:llng for .all employees in the 
bargaining unit Casework staff is required to complete a specified number ofhours ofmandafotyin­
service b:ainingtmdet O.A. C. 5101 :2"33" 55. Child care staff is xeqnired to have a speplfied number 
of hours of mandatory training under O.A.C. 5101:2-9-03. Clerical!suppo:J;t staff is reqUired to 
complete 1.2 hours oftraitiing anmwJiy, based on a calendar Year. 

. . 

A. To support staff' to complete required training hours, a traihiiig incentive. will be ptovided 
annually upon completion of designated inunlng hours. Managernept will provide traiiiing 
options to ensure that ali bargainillg members are giVO<n t)J.e opportunity to p<Jrticipate in the 
traiiling incentive programs at no cost to the employee. 

B. All training requ<'lstS require prior supervisory approval. 

Section 2: All employees, upon completion ofg~;aduate oJ;undergraduateprogran)J3i,n Social Wo:t:k, 
Sociology, Oounseljpg, or a degree related to IUs/her field, shall receive ® mcrease in salary 
equivalent to one st<;p associated with his/her classification. 

Section 3: Should the TOPS-PLUS :Prog:ra1ll or another State funded educational program be9onw 
avail?h1e, Continuing Education (Articie 33) will be reopened. 
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ARTICLE 34 -ALL INSURANCE COVERAGE 

Section 1: It is recognized by the Union and Management that until further notice, all life and 
hospitalization insurance benefits are in accordance with the County Commissioner's plan to include 
all county employee units in group policies. 

Section 2: The Employer shall make available to all full-time bargaining unit members 
comprehensive major medical/hospitalization health care insurance. Inasmuch as R.C. 305.171 vests 
exclusive contracting authority for insurance purposes with the Board of County Commissioners, the 
Board shall select carriers/providers and otherwise determine the method of provision and coverage. 
The participating employee may elect coverage (i.e., single, family, two-party, etc.) as provided 
under the offered plan(s ). The Employer agrees that bargaining unit members will be. provided with 
the same plan offerings as non-bargaining unit employees of the Employer. 

Section 3: An employee may elect to "opt out" of the County's health care plan. The employee is 
eligible to receive compensation at the standard County rate for County employees choosing this 
option. 

Section 4: It is mutually agreed by the Union and Management that during the period of this 
agreement, life or hospitalization benefits will be subject to renegotiating should the County make 
employee purchase options available. 

( 

Section 5: Effective February 1, 2015 through Janua:ty 31, 2018, bargaining unit members will 
split the cost of monthly hospitalization premiums on the basis of90% expenditure by Management ( 
and 10% expenditure by bargaining unit members. 
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ARTICLE 35 - EXPENSE REIMBURSEM!=N"f 

Sti'<lti!!n 1: Emplqyees u~iAg.tbeir OWil vehicles in th<:o perfonnan:c:e of authorized Job rela,ted duties 
.shall be reiJnbw·s~d. The rate of reimbqrsement shall be the current IRS allowance i'ate beginning 
with the fu·st fullmonfh following ratification of this agreement. 

Section Z:. All affected employees sh(l.ll be reimbu1'sed with:in fourteen (14) days after filing the 
<\pproved reimbursement fonn, The Employer shall p.ot be held responsible for co!ldltions in the 
offices of the Col)llty AUditor or the CoU)lty Treasurer whicih may cause delay of such 
.reimbursement. 

Section.3: Reimbursement for meals shall be as follows: 

A When an overnight stay is required, the employee may be reimbursed to amaximUil1 of$7 .00 
tor brealcfust; a maxlmUlJJ, of $11.00 for lunch; a m!illmu:m of $19.00 for d\J:!ller. When an 
ove:tnight stay is required, an employee ID<!Y elect to forego reimbursem~Jnt for breakfast 
and/or lwch in lieu of receiving reimbmsementfot dinner in excess of the $19.00 maxim,UJJJ,. 
In these circwstances, reimbwsement for meals shall not !)xceed a total of$37 .00 p!"t day. 

B. When an ov®Jight stay is notreqiJ.ired, the employee may bereinibursedfor bre~t only if 
travel time begins prior to 7:00a.m., and the empioyee may be reimbursed for dinner only if 
ttavel time ex;telids beyond 6:00p.m. 

C In any case, such tn,tvd shall, as it relates to Plea! reimbursement, be cleatly outside of 
Mahoning County, and a minimUill of 40 miles from the <~gel1¢Y office. 

In all cl,!Ses, meals will not be p;iuibmsed lililess the requ~Jst is accompanied byre.,eipts . 

.Section 4: ElCp<.m,se reimbmsement fol' cars vandalized duting working hours and on the job 
(according to OR. C. 2909,05): 

A, The proper police reports and paper work along With three (3) estimates of damages Will be 
presented upon wdtten request for the funds, 

B. Reimbursement will co!W:s.t of the employee's "deductible insurance" up to two himdred:fif\y 
dollars ($250,00) per incident. 

Section s: The EmploYer shall provide P'lfking' at no cost tq the employee. 

SectloJJ 6: ln the interest of employee ~<!fety and security in. ihe field, social ~ervices staff may 
re:ceive a $40, OOiirtonthreiniburserp,e)lt for <;ell phone e;x:penses with appropriate doowentatiQn<!Ud 
compUance with agency Cell l'hone Reiml:Jurs\W].tllit Policy. " . 



Section 7: All requests for reimbursement are to be done on a monthly basis and submitted 
according to the deadline schedule provided by the Fiscal Deparltnent. Expense reimbursement 
forms will only be approved for the current month and one month prior. Total monthly 
reimbursements not exceeding twenty-five dollars ($25.00) can be turned in quarterly. Any total 
reimbursement exceeding $25.00 must be submitted according to Section 7 guidelines. 

Section 8: In the event that there are multiple training sessions scheduled at the same time, an 
additional vehicle may be reimbursed with prior supervisory approval. 
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Each employee ofthe Mahol1in15 County Children Services BoarC!. $bll-\l be gr~ted frill prof'e~sio:qal 
liability in$w~ce coverage, either tbxough agenyY s·!'llf'einsWa,ti¢e fund and! or insutMlcl'i company, 
agaip.st claims which arise from ptofessional setvices being. offered by employees while acting 
Within the scope oftheiT duties; · -

Each employee shall be in:f'OJJ1l<'(d of tbe exac.t <;overage provided and condiiions of coverage liO later 
th® sixty (<50) days after signing of the contract. New employees shall be. infornied of the exact 
<;OVerage provided and conditions of-coverage no latet than S(lven .(7) gays ~er the ga,te of hire. 



ARTICLE 37 - RETIREMENT INCENTIVE PLAN 

Section 1: In the event that theMahoning County Children Services Board considers approval of an 
early retirement incentive plan, it is mutually agreed that this Atticle shall be reopened for 
negotiations within thllty (30) days of such notice by the Board. 

Section 2: The retirement incentive plan shall be consistent with the Ohio Revised Code. 
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.ARTICLE 38 .JURY DUTY 

Section 1: When a bargaillirtg uhit employee is. subpoemwd fo~juzy d1,1ty i:>y th\l Unitecl States, the 
State of Ohio, or a politrcalsubdivision, the employee shall be granted titne offwithW! J!!l.Y for sa,ic[ 
jl!fY duty. All compensation received from the court fot said juty duty is to be tutued over to tlJ.e 

. Mlihmilii.g Coillity Children S:emces Board for proper l!cQonnfulg ~d re@1:>wstmieilt, · 

Court appearances of a personal natnte are .not covered under this seotion. Compen&atozy time, 
vacation, person<tl i!!lys, w leave without pay must be taken to covet this tll:ne. 



ARTICLE 39 -ADJUSTMENT OF GRIEVANCES 

Section 1: The Grievance Procedure set forth in this Agreement shall be the exclusive method of 
reviewing and settling disputes. 

The term "grievance" shall mean an allegation by a barg&ining llllit employee or the Union that there 
has been a breach, misinterpretation, or improper application of this Agreement. 

A class action grievance is one which affects a substantial number of employees in the same manner 
and may initially be presented by the Union President or Chief Steward at Step Three (3) of the 
Grievance Procedure. 

Section 2: Each bargaining unit employee shall have the right to file a grievance through his/her 
authorized representative and to appeal such grievance through all successive steps ofthe Grievance 
Procedure. The Union shall be permitted to have an authorized representative present at any 
grievance hem·ing. 

Section 3: It is mutually llllderstood and agreed that the prompt presentation, adjustment, and/or 
answering of grievances is desirable in the interest of solllld relations between the employees and the 
Employer. The prompt and fair disposition of grievances involves important and equal obligations 
and responsibilities, both joint and independent, on the part of representatives of each party to protect 

( 

and preserve the Grievance Procedure as an orderly means of resolving grievances. ( 

Section 4: Any grievance that originates from a level above the frrst step of the Grievance Procedure 
may be submitted directly to the step or level from which it originates. All written grievances must 
be submitted on the approved form which shall be filled out completely. 

Section 5: Meetings at which grievances are considered shall be scheduled between the worker and 
appropriate Union representatives and the appropriate Management representatives, but must be 
scheduled within the stated time frame. 

If requested by either the Union or the Employer, minutes of any grievance conference shall be kept, 
but such minutes shall not constitute a contract between the Union and the Employer. These minutes 
shall indicate: 

A. the nature of the grievance 
B. the Union's position on the grievance 
C. the Employer's position on the grievance 
D. the disposition of the grievance 
E. date of the grievance meeting 
F. names and titles of the parties who met 

Section 6: Other sections of this Article notwithstanding, time linrits contained in this Article may be 
extended by mutual agreement between the patties. Such extension must be in written form. 
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Se~tion 7: Th<'l foilowJ.ng st(lps shall be followed in the ]Jrocessing of a grievance: 

Step One (1 ): If ali e.t'Uployee feels thvre bas be()n an oec:ru:rence !:bat wattilhtS a gtieVilhce, 
the employee ll).ay ille a g:t'ieviUlCe Wl!:b hlslher :im:fuediate supervisor, The gdevf!Uce sh:tll 
be in wtiting, dated and signed by the employee and/or ll)liOJ;:tr>;presenta,tiw ;md submitted on 
!:be agreed upon form. The grievaQ.ce i!hali state the fa:cts of the grievance, indicate the 
contt!!Qt\lal basis for :tiling ihe grievimte, and the remedy requested. the bJJ:tp_edJ:ate 
supervisor shall schedUle a grievance DJ.eeting wifu !:be eDJ.ployee .at\d i:!Jilon tepresenMion 
yv{thinjifteen (15.) working days from hlslhetreceipt ofthe grievance, The $ll]Jervisor shall 
issue a written response vvi&lln :!lf'teen. (15) wor!<:ing days from the date ofthls fueeting. 

St~p Two (2}: If the grievant and the imiilvdiatt< supt>rvisor ate unable to resolve the alleged 
grievance in Step brie, the grievaQ.t, .an4/or his/her Union R€:presvntative, may process the 
grievance at Step 2 oftb() QdevmG~ Proced)lte. 

Th!.i !1lieged grieVanee will b<;> presented, m writing, to the Chief Supervisor ofthe department 
in which ilt\J employeels assigued wifuin:fifteen (15) working days fonowing themunediate 
supervisor's response. The written griewmce shaii state the specific Article ai:td section of 
this Agreement alleged to have .be.en violated, a brief set offacts, and the rei!efrequested. 
GrievauQeS ml\st be submitted on the form mutually developed by Management and fue 
Union .. 

.It shall be the r¢sponsibility Of the Chief Sl\pervisor to schedule ll meeting, investigate, and 
provide ao appropriate wrii;ten.~;espgnse to il:te gtievanta:nd fue Union ChiefStewaid wiibin 
fifte(;)n(t5) working days following the day on which the Chief Supervisor was presented the 
written gtievan:ce. The !ifievantshall b~ permitted a Union Representative present attbis step 
ofthe Grievance l?rocedure. 

Step Three (3): WHhiniifteen (15) working days ofthe receipt of Step 2 answer, the Union 
Representative may appeal the grievance tothe ExecutiveD!rector ot his/her designee. Any 
gtievance so a,Ppealed !lh!lil be met on within fifteen (15) working days. J'he meetlUg shill be 
held duiing t!w AgencY' !l typical hoUrs Of operation, at a ml!tuai!Y agreed upon tinie; but no 
later than fiftt'M (l5) working days from the time of the appea:I, between thil Executive 
:OltePtOt and/or bis/her designee, ,tho gJ}eVm:tt, and the Union's Repres.e.nt&tf'\re(s), Tbe 
Union's Representatives ro&y consist of !:be CWA Local President or bis!hil.t designee, the 
ChiefStewwd, and the Grieviii:tt/Stewai·d who filed. the grievance. 

The ·ExeQ11Uve Db:eotor othls!her designee shall inve$tigate illid shall respond in writing to 
the grievant atid the Vwon President within frfteen (15) working 4<tys following the meeting, 
If c!e:oied, the re~ponse shall state with pwtkuladty the reasons for the deni.al of the 
gtkv®ce. 



Step Four ( 4): 

A. Any grievance which has not been satisfactorily settled in the Grievance Procedure may be 
submitted by the Grievant and/or Union to arbitration forfmal and binding disposition within 
fifteen (15) working days. 

B. Within sixty (60) days of the effective date of this Agreement, Union and Management will 
choose a standing panel of five (5) arbitrators selected from the Federal Medi!ltion and 
Conciliation Service. The parties shall agree on a submission agreement outlining the 
specific issues to be detennined by the arbitrator prior to requesting the arbitrator. Arbitration 
proceedings must be initiated in writing within fifteen (15) working days from the date the 
written response is due of such grievance at Step Three (3) in the Grievance Procedure. The 
parties shall meet within fifteen (15) working days from notice to proceed to arbitration and 
use the alternate strike method from the standing panel to select an arbitrator. The party 
requesting the arbitration shall be the first to strike a name and alternate in this manner until 
one name remains on the list. The remaining name shall be designated as the ru·bitrator to 
hear the dispute in question. All procedures related to the hearing shall be in accordance with 
the rules and regulations of the FMCS. 

C. The arbitrator shall hold the arbitration promptly and issue his decision within a reasonable 
time thereafter. The arbitrator shall limit his decision strictly to the interpretation, application 
or enforcement of those specific Articles and/or Sections ofthis Agreement in question. The 

( 

arbitrator's decision shall be consistent with applicable law. The ru·bitrator shallnothavethe (. 
authority to add to, subtract from, modifY, change, or alter any provision of this Agreement, 
nor add to, subtract from, or modifY the language therein in arriving at his detetmination 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· detelllline any other issues not 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. 

D. The arbitrator shall be without authority to recommend any right or relief Oil an alleged 
grievance occurring at any other than the contract period in which such right originated or to 
make any award based on rights arising under any previous Agreement, grievances or 
practices. The arbitrator shall not establish any new or different wage rates not negotiated as 
part of this Agreement. In cases of dischru·ge or of suspensions greater than five (5) days, 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 settkment to the date the 
grievance was presented to the Employer In Step 1 of the Grievance Procedure. 

E. The question of arbitrability of a grievance may be raised by either party before the 
arbitration hearing of the grievance, on the grounds that the matter is non-arbitral or beyond 
the ru-bitrator's jurisdiction. The first question to be placed before the ru-bitrator will be 
whether or not the alleged grievance is arbitral. lf the arbitrator detemtines the grievance is 
within the purview of ru-bitmbility, the alleged grievance will he heru-d on its merits before 
the same arbitrator. 
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The decision o;f the !trbitrator shali be fmai and binding upon the Union, the employee and the 
Employer. Any cost involved in obtaining the list of arbitrators shall be equally divided between the 
Emp)py<;or an<fthe U!lio!l. All costs diredly re)at!;d tq th!l servic<;os ofthe arb:i,trator shall be paid by 
the losing party. Expenses ofthe wifue'sses, if any; shall be borrte by the party callingthe witness. 
The fees ofthe conrtreporter shall be split eqn<1lly ifbQth parties desire a court reporter's recording 
or request a cQpy of the transcript. · 



ARTICLE 40 -WAGES 

Section 1: All employees shall be paid in accordance with the rates as set forth in Exhibit 3, 
Employees successfully applying for a position that is a demotion shall be compensated as the rate 
established in the wage scales. Lateral classification changes will receive the same rate of pay 
associated with the employee. Employees successfully applying for a promotion shall receive the 
rate assigned to the classification as set out in the wage scales. 

Section 2: New employees shall be placed on the scale established for the classification for which 
they are hired at the base rate for that classification. Employees, who have verified prior work 
experience in the same, or substantially similar, classification with a public child welfare agency in 
the state of Ohio, shall be given credit for one step per tlu·ee years of prior experience up to a 
maximum of three steps. 

Section 3: Employees shall move to the next higher step of the wage scale upon anniversaty of their 
longevity date .. 

Section 4: Promotions into the Lead Caseworker classification shall be managed in accordance with 
the vacancy posting procedures contained within this agreement. Lead Caseworkers shall be 
appointed for a two year term. At the completion of the second year, the position will be reposted. 
The Lead Caseworker occupying the position at the time of the posting may apply, but is not 
guaranteed the position. ( 

Should a Lead Caseworker step down from the lead casework classification prior to the completion 
of his/her two year term, the position will be posted. 

If a Lead Caseworker transfers to another unit, he/she must wait for the next opening to apply to 
become the Lead Caseworker in that Unit. The Lead Caseworker position shall be deemed vacated 
and will be posted according to the procedures of this Article. 

If a Lead Caseworker is not selected, the position will be posted atmually until an appropriate 
caseworker is identified to ftll the position. 

Section 5: Work Rule Article 33-A and Article 40-A shall remain in effect for the full term of this 
agreement and shall not be rescinded without the consent of the Union. 
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ARTICLE 41 -CASE ASSIGNMENTS 

Se.ction 1: Staflmg Gnidelirtes 

A. Th¢. ag~ncy $hall consid,r projected tutiiov~r and anticipated iJ.ctiVity lwels wh~n staffing for 
each program and :function. 

B. The agenoy shall make reasonable efforts to avoid sta:ffuig shortages. Such efforts may 
include l:mt ~h!j]l not he limited to 1;he use of floaters, trl\lWferrjng po.s~tions, filling positions 
which atetewponu:ily unoccupied due to leave of absence and!!ir filling vacarttauthori.zed 
positions, as :funding permits. 

C. Jfregulat full-time employees ate utilized in a floater assignment, the agency Shall, whenever 
practicable, select among volunteers. 

Section: 2: Case Assignments 

A. General 

• The >1gency .and 1;he Union accept the principle that cases shall be eqUitably distributed within 
each work gtoup. Bach caSeworker shall have case assignments generally comparable to that 
of other casewm1cers in the same type of work assigument. 

B. CaSe Assignments 

• All caseload statistics shall be furnished to the Union upon r~quest. 

• Managl'lm.ent will attempt to limit casl'l assignments as prescribed by the Child Welfate 
League of America standards and within State of Ohio averages for workers similarly 
situated, For the duration of this contract, the reco=ended average target case assignment 

.levels shall remain in effect (It cun:ent levels. . . 

C. Case Assignments Dispersal 

• For the dutationofi:he contract, cases in thE; Intake and Ffl-!nily Services Depart;ments Will be 
aSsigned on a rotational basis, !llld a listing will be made available to each Unit on an ongoing 
basis, · 

• .Each Mit supervisor Will assign cases to tht>ir resp<'lcti.ve unit rotationally. Workers .cart 
exchange cases &t the point of assignmentwhenmutnall:y agreed, and with thl'l st~pervlsor's 
approval ' 

• Management reserves the right to assign (}ases notHotatio!lall:y if, in judgment, suoh 
assignments Would benefit tll.e allev:tif!llllily or agency operations, with art explanation, if a 
dispute slwmc! arise, :rn sut;h events, management would equalize "':'Signme)lts b()gilln:i,Q.g 
with the next case. · · ·· 
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D. Performance Ratings 

• The number of cases assigned to a caseworker during a calendar year shall be considered 
when the employee's Performance Evaluation Report is prepared. An employee's overall 
perfotmance ratings shall be based on ratings received in all performance factors in the 
Perf01mance Evaluation Report. 

• When, in the judgment of the supervisor, an employee carries a target rate which is above or 
below the target rate for the program, it shall be considered and noted in the employee's 
Performance Evaluation Report. 

E. Uncovered Caseloads 

• If a caseload is to be uncovered for more than two (2) weeks due to sick leave or vacation, a 
floater or the supervisor is responsible for working the uncovered cases, as they pertain to 
non-emergency matters, according to Article 8. 

• If a caseload is to be uncovered for more than two (2) weeks due to employee suspension or 
any other long term leave, a floater will be temporarily assigned to cover non-emergency 
matters according to Article 8. 

• Emergencies in caseloads will be handled at the supervisor's discretion. 

RECOMMENDED AVERAGE TARGET CASELOADS 

It is hereby mutually agreed to by Management and the Union fuat fue following are recognized as 
the recommended average target caseloads: 

MONTIILY NEW CASES 
DEPARTMENT ONGOING CASES PER MONTH 

Intake 3 15 

Abuse 5 15 

Resource 15 3 

Family Services 15 3 

Residential 15 3 

Home Management Consultant 15 3 
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ARTICLE 42 - LEAVE DONATION PRO<lRAl\11 

Membl:)rs of th« batg!Jinmgll,ll:it Cotm:tnmioa'tions Workers of A¢erica:may donate paid sick leave to 
a fellow employee who is otherwise eligible t<? accrue and use sick leave. the intent ofthe Leave 
DonationProgra;u i.s to allow employees to vo1unt®lyprovid<:l assistanc!" to their coworkers who are 
in cdtica1 need of leave due to a life threatening serious illness or injury of the employee or a. 
member of the employee's immediate family. rhe definition of i.mnle4iate fa;nily is provided in 
Ankle 2 (Definitions) of this contract. 

A, An. employee may receive donated sick leave, up to the number of hours the employee is 
scheduled to work e.achpay period, if the employee who is to receive donated leave: 

L Ha11 .a serious U\ness or injury; 

2, Has a member 6fhis. or her immediate family w;ilh a serio11s illness or ,injury and the 

3. 

4. 

5. 

6, 

ewployee's presence is required; · 

H@s no accrued sick:, person.!!l, vacation, or compensatory time and; 

Has applied fot any paid leave ofworker' s compensation for which the employee is 
eligible; 

Has successfully completed his!b.er probationary period; . 

Has made the request for Leave Donation prior to him or her rei1lruing from sick 
leave. 

R Employe¢$ may dbflate leave if the donating employee: 

1. Voluntai:lly elects to donate leave and does so with the Understanding that donated 
(eavil will not be returned, and 

2. bouat<;OS a ruiniihiJm of eight (8) hoUrs, and/or a maxi!lll.J;Jll of eighty (80j hoUrs, pet 
pay period, and _ 

3, Ret!rins a combin~d leave balance ofi;it le&~t two hll!ld:!:ed forty (240) hours. Leave 
shall be dQni(ted in the sal;Jle J;JlaiJ;Jler in which it wo.illd otherwise be used. 

4, ls on ac.tive pay sta:tus during the ti.we the donated ka:ve is used. In the event of notice 
of deparmno fro111 the &geucy, sick tin:ie ill<tY orily be contributed in respo:Qse to a 
s,Pecillc request for donated leave according to the establlsh!'liLguidelill.es. 

C. the .Leav~ Dquatl.onPtogratn shall be adillinistered by the Union wllh notification of liilage 
tP the Employer, on a pay period by payp<;riod "basis. Employees usill.gdonated leave shaJlbe 
QQ]l.Sidered On active pay statuS, Oon&t\l~ l!<aveshalibe considered sick leave, out sballnt;yet 
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be converted into a cash benefit. 

D. Employees who wish to donate sick leave shall certify: 

I. The name of the employee for whom the donated leave is intended, and 

2. The type of leave and number of hours to be donated, and 

3. That the employee will have a minimum combined leave balance of at least two 
hundred forty (240) hours, and 

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

E. The Employer shall ensure that no employees are forced to donate leave. The Employer shall 
respect an employee's right to privacy. However, the Director may, with the permission of 
the employee who is in need of leave or a member of the employee's immediate family, 
inform employees of their co-worker's critical need for leave. The Employer shall not 
directly solicitleave donations from employees; the donation ofleave shall occur on a strictly 
voluntary basis. 
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ARTICLE 4~ - TECJiNOJ,..QGIGAL C!-IANGE 

Se~;tilm 1: Manag~ment ®d the union recognize that teclmotogicill ohanges in equipment, 
org:l:iiiiatio:n, ot :niethods of opetation h~ve a tendel16y to affect jcib security and the 'tiahire ofthe 
work tQ be performed. The pa_rtfe~ will therefory attenwtto lfu;Ut the delr,in;teptal eff:'~ct~ of any s1wh 
teclmological change by creating a joint com1mttee to be known as the Technological Change 
Cpiilll}ittee to owrsee problems and recomm<;lncl solutiPns as set forth below: 

Such coh:ilnittee: will consist of not more tblm tht.ee (3) representatives from Management and not 
more than three (B) representatives from the Union. Such Committee may be convened at the option 
of either party at mutu?ily agreeable times. 

The purp0se of the Conu:t;littee is to provide for clis~ussion oftechno!ogicai changes which may 
affect employees represented by the Union. Management will notify the Union at least three (3) 
months in advance pf pliJ11l+ed teohnolpgical qhanges. Meeticgs pftl).e conu:t;littee wiH be l:teld as sopn, 
there<tfter as can be mutually arranged. At such meetings, Managementwill ad:vise the Unio)J. pf its 
pl®. with respect to the m1rodnction of Such ¢l;tanges and will familiarize the Union with the progresS 
being made. 

The impact and effect of such changes on the employees shall be appropriate matters for discussion. 
Such discussions may include: 

1. What steps might be taken to offer employm<;ont to employees affected. 

2. The feasibillty of Management ptovidiog traitring for other assigoments for the employees 
affected, 

The co)ll1)1ittee shall not formulate policy or arrive at bfudiog decisions or agreements, but rather 
shall be charged with the responsibility to develop facts and recommendations s() thatl'vl:anagement 
can make. well-informed decisions regardlng the matt<;orS covered by Uris provision, 

Section 2: The Union ®.d M@agement recogni;ze that all elet<tronic communication/ tedmical 
equipment ( cornpll,tf;lrs, lap tops, voice mail, etc.) ate agency ptoperty and are provided for work-
:rdatedpurposes. · · 

Se~tion 3: Due to unknown teolmological changes by the itnplemeiltatiojl. of SACWIS, the Union 
and Miinagement may ex<;orcis<;J the riiht to reopen this article for such purpose. · 
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ARTICLE 44- CALAMITY DAYS 

Section 1: If an agency facility is closed due to an emergency declared by Mahoning County 
Commissioners, the State of Ohio or the Executive Director of the Agency, employees scheduled 
to work at that specific facility shall not suffer loss of regular pay. Employees not schedl,lled to 
work because of sched\lled days off will be charged for the leave regardless of the declared 
emergency. 

Section 2: If the employee's primary agency facility remains open and an employee cannot get 
to work due to calamity conditions, benefit time may be used with supervisory approval. Said 
approval shall not be unreasonably withheld, provided the employee follows the proper call off 
procedure and has time available. 
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ARTICLE 4!;) -CONTRACT DURATION/COLLECTIVE SARGAINlNG 

Sectionl: This collective ixwgaitiingllgteement shall remain in :full force and effect from Q?/01/15 
(retroactive) until 01/31/18. Notice to negoti&te a successor agreement shall be given by either parf;y 
no · so onet than one hmdred twenty (120) d&yS, but riOt 1atet than sixty ( 60} d<tYs Prior to the 
expiration of this agreement.· Discussions will begin ilo l<tter than sixty (60) days prior to t;he 
expiration date of this agreement. In the event the parties ate negotiating for a 11ew agreemt)rtt tir 
modification of t;he agreement; the terms and conditions hereof shall qoptinuein effeot for a period of 
ninety (90) caleP.dar days so long as such continue for a new o:r modified agreement. The Union 
Mgotiating contiilittee, to be comprised of no more than five ( 5) employees appointed bytht;J Umon, 
shall be pern+itted to attend negotiating meetings with the 'Employer representatives witliont loss of 
pay relative to securing agteementren<:>wal to the e)ctent that sl!ch meetiogs are sQht'ldJJied during duty 
hours of the employees so a;ttending. The date, time, and place for 11egotiating sessions shall be 
established ]:>y mutual <tgl'eemertt between the p!jliies. · 

Section 2: It is the intention of the Board and the tlnion, withrespec;t to .the ooUediv¢ bargaining of 
future repllldng agreements; to conduct their nego.tiations therein in such a manuet as to reach anew 
agreemel:lt on or before the termination date of this contract. 



EXHIBIT NO. 1 - BARGAINING UNIT ( 

The list of "Bargaining Unit" classifications at Mahoning County Children Services shall 

include the following: 

A. Lead Child Welfare Caseworker 

B. Child Welfare Caseworker 

C. Part-Time Child Welfare Caseworker 

D. IT Specialist 1 

E. IT Specialist 2 

F. Account Clerk 

G. Part Time Account Clerk 

H. IV-E Coordinator 
( 

I. Clerical Specialist 

J. Legal Secretary 

K. Technical Typist 

L. Telephone Operator 

M. File Clerk 

N. Mail Clerk 

0. Family Services Aide 

P. Maintenance Repair Worker 

Q. Youth Leader 

R Part-Time Youth Leader 
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i::XHIBIT NO.2- DUES DEDUCTION AUTHORIZATI.ON 

To the Mahoning County Children Services: 

I hereby authorize and reque.st you to i;leduct from weekly payments due me as an 
employee, unles.s otherwise agreed to by the Union <J.nd iM Soard; cin arnounl: equal to the 
Union Dues specified in the bylaws of ttie Loca:J representing me in the commuhications 
Workers of America and to remit thi.s amount to the al!tho_rized representative of the 
Communic&tions Workers of America. 

It is understood that tbls deduction shall commence as soon as this authorization can be 
processed and shall continue. until my termination from the Mahonlng County Children 
::;ervi¢es Board, my fr<:~nsfer from the bargaining unit or my written notice. to the Board 
requesting that this dedu¢fion be canceled. This dedut;tion. shall be suspended during a 
perioc:l of le<We of absence of mote than one month's dl,itatlon and automatically reinstated 
effective 4pon rett1rn from hoave. 

In the event that there are insufficient payments in a pay period to cover this qedi,iction, tbe 
deduction shall be made in a subsequent pay period in which there an• sufficient payments 
to cover the deduction, 

The Mahoning County Children Services Board assumes lib further respot)sibility in 
connection with this authorized deduction except to act as remitting agent in forwarding the 
amount deducted to the authorized representative of the Communications Workers of 
America. 

Date Hired Payroll Number 

Social Security Number Check Digit 

$i~n<J.ture of EmploYE'lEl 

Piint Puff Name a::; showJJ Above 



EXHIBIT 3 

\Lead Caseworker \nfa $17.22 $17.70 $18.19-$18~7 --$-19.16--$19.64 $20.13 $20.61 $21.10 $21.58 $22.07 $22.55\ 

\caseworker \ $15.73 $16.22 $16.70 $17.19 $17,67 $18.16 $18.64 $19.13 $19 .. 61 $20.10 $20:58 $21.07 $21.55\ 

J1T2 I $15.27 $15.60 $15.94 $16.27 $16.60 $16.94 $17.27 $17.60 $17.93 $18.27 $18.60 $18.93 $19.27\ 

\m I $13.75 $14.08 $14.42 $1435 $15.08 $15.42 $15.75 $16:08 $16.41 $16.75 $17,08 $17.41 $17.75\ 

JMaintence/Account Clerk J $12.50 $12.92 $13.33 $13.75 $14.16 $14.58 $15.00 $15.41 $15.83 $1624 $16.66 $17.08 $17.49\ 

JLegai.Secretary J $11.75 $12.17 $12.58 $13.00 $13.41 $13,83 $14.25 $14.66 $15.08 $15.49 $15.91 · $16,33 $16.74\ 

\Youth Leader \ $11.50 $11.96 $12.42 $12.87 $13.33 $13.79 $14.25 $14.71 $15.16 $15.62 $16.08 $16.54 $17 .ooJ 

\Clerical Spec"1aust \ $11.50 $11.91 $12.33 $12:75 $13.16 $13.58 $14.00 $14.41 $14,83 $15.24 $15:66 $16.08 $16.49\ 

\Unit Aid J $11.50 $11.75 $12.00 $12.25 $12.50 $12.75 $13.00 $13.25 $13.50 $13.75 $14.00 $14.50 $15.00\ 

\TethnicaLTypist J $10:75 $11:17 $11.58 $12.00 $12.41 $12.83 $13.25 $13.66 $14.08 $14.49 $14.91 $15.33 $15:74\ 

\File Clerk/Telephone Op I $10.25 $10.67 $11.08 $11.50 $11.91 $12.33 $12.75 $13.16 $13.58 $13.99 $14.41 $14.83 $15.24\ 

\Mail Clerk I $9.50 $9.83 $10.17 $10.50 $10.83 $11.17 . · .$11.50 .$11.83 $12.16 $12.50 $12.83 $13.16 • · $13.50\ 

~ 
-~~ 

/~ 



;"'"'· 

( 

For: For; 
Communication Workers or America · 1\/falrpning County ~hildm.n S~tvit€$ Boatd 

Ex~cutive Director 

Bargaining T~am Member 

iJ.w,__ q u' l~.--
Gwen O'Hallaron i=or: 
Bargaining Team Me~b"fA 

~ fwf4 
Maj)O!iihg County Board of Commissioners 

President 
Vice resident, ONA Local430G Mahoning County li'o?td of Cb[\itnissJoners 

. ~__..Lt;_,~~ ~ L . ~ 
~ardschrader 

[inda Hintori 
District 4 Vice Pre.sident 
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Apri130, 2015 

Mahoning County Children Services 
222 W. Federal Street, 41h Floor 
Youngstown, OH 44503 

Attention: Randall B. Muth 
Executive Director 

RE: Request for Approval of Collective Bargaining Agreement 

Dear Mr. M11th: 

Your office has presented to the Mahoning County Board of Commissioners the recently negotiated collective 
bargaining agreement between the Mahoning County Children Services Board and the Communication 
Workers of Amel"ica. In accordance with Ohio Revised Code, Section 4117.1 O(B) you have requested the 
Board's approval of said contract. 

Thirty days have passed since the submission and no action has been taken by the Board of County 
Commissioners; therefore, pursuant to ORC 4117 .l O(B) this submission is deemed approved. If you have any 
questions regarding this correspondence please contact ICaren U'Halie, Mahoning County Human Resources 
Director. 

Respectfully, 

~~~~ ...• ;;..,_~/~~ 
David c:Ditzler,r J' sident . Antbohy Traficanti, Vice President 
Mahon ing CountY Commissioner Mahoning County Commissioner 
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