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ARTICLE 1 - POLICY STATEMENT

Section 1: This agreement is entered into this 1% 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 referred to collectively as the Employer; and the C_hﬂdren Services branch of the
Communications Workers of America, an affiliate of the AFL-CIO, hetein after called the Union, for
and on behialf 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 responsibilitics 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 affecling 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,
tetins and conditions of their employment, and to establish a peacefull procedure for the resolution of
all differenices 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 mutnal 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
procedures 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 for by
this agreement. The patrties 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 during the negotiations which resulted in this agreement,
each had the right and opporfunity to make demands and proposals with respect to any subject not
removed by law or the Department of Administrative Setvice rules 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.

Seetion 4: The expressed provisions of this agreement may be changed only by murtual agreement by
the parties 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,




Seetion 5: The Employer and the Union assert and beliove that the provisions of this agreement are
not violative of applicable existing statutes of the State of Oblo, federal law and régulations, and are
therefore enforceable in a court of law,

Section 6: The Board and the Union recogriize that it is in the best inlerests of both parties, the
employees, and the public that all dealings between ther contihiie to be characterized by mutual
responsibility and respect, To insure that this relationship continues and improves, the Board and the
Union and their respective repzesentatwes at all levels will apply the terms of this contract fairly in
accord wﬂ;h rts mtent and meanmg and conszstent wrsh the Umon § status as excluswe bargalmng

the umt mcludmg new hires, their purpose to conduct themselves in 2 spirit of responmbmty and
tespect and of the measures they have agreed upon to insure adhérence to this purpose.




ARTICLE 2 - DEFINITIONS

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

A,

= 2 o =

“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.

“Scheduled Tour of Duty” is the time which an employee is scheduled to work on any day.
“Scheduled Time” is the time comprising the scheduied hours of the week,
“Scheduled Hours” are the howrs included in a scheduled tour of duty.

“Bargaining Unit” means a single unit comprised of all Children Services Board employees
who ate 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.

“Employer” means the Mahoning County Children Services Board, or any duly authorized
Board representative, Ior all purposes, a duly authorized Board representative shall mean the
Executive Director and/or Chairperson of the Board, or his/ber representative as designated
in wrifing,

“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 empioyee who works in a close continuing relationship with public
officers or representatives directly participating 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.

“Day” means calendar days unless expressly stated otherwise.

“Union” means an employee organization 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 duly authorized representative of the Union shall be
the Chief Stewards or their representative as designated in writing.

“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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gricvatices, to effcctively recommend getion, if the exercise of that authority is not of &
merely routine clerical hature but requires the use of independent judgmient, The list of
“Supervisors™ at Mahoning Gounty Children Services shall include the foﬂowmg Titake
Unit Supervisor, Abiise Unit Supervisor, Adoption Unit Supervisor, Ongoing Services Unit
Supervisors, Foster Care Unit Supervisor, Residenfial Unit Supervisor, Group Home
Cootdinators, Training Officer, and Office Manager.

“Management Level Emjiloyés” means any individual who formulates policy on behalf of the
public ettiployer, who responsibly dirécls the implementation of poligy, or who may
reasonably be tequired on behalf of the public employer to assist in the preparation for the
conduct of eollective bargaining negotiations, administer collectively negotiated agreements,
ot have a major role in personnel administration. The list of “Management Tovel Employees™
at Mahoning County Children Servicss shall inelude the following: Excentive Director;
Program Administrator, Family Services Department; Program Administrator; Placement
Setvices Department; Fiscal Officer; Administrative Assistant/Human Résource Specialis;
Continuons Quality lmptovetment Supervisor; and Continnous Quiality Assurance Manager.

“Iminediate Family” means spouse, children, step-children, mother, father, sister, brother,
grandparents, grandchild, sister-in-law; brothér<n-law, mother-in-law, father-in-law,
daughter-in-law, son-in-law, logal guardiar, or other person who stands in the place 6f the
parents.

M. “Lengevity” is based on complefed yeals of service with Mahoning Cotnty Children

Services.

Section 2: All employees of the Mahoning County Children Seivices Board shall be categorized
as one of the following definitions of employee status:

1.

2.

3.

“Full-Time Fraployees”: An employee whose normal hours of duty total forty (40) hours
per week:

“Part-Time Employee”: An employee whose northal hours of duty total less than forty
(40) hours per week.

“Training Unit™: Temporary assignment of new employees in casework positions to a
rolational schedule aiong uhnits/departments to provide a broad work experience.




ARTICLE 3 - PROBATIONARY PERIOD

Section 1: All newly hired support staff shall have a probationary period of one hundred eighty (180)
days and casework staft shall have a probationary period of two hundred forty (240) days. All
casework staff shall receive a mid-point probationary evalvation. This time frame exceeds the
ODAS probationary period of one hundred twenty (120) days due fo the amount of time spent in the
training process and Core training requirements (102 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. Probationary removals cannot be
appealed.

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

Section 3: If 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 fraining opportunities and to train
employees, in compliance with those rules and regulations promulgated by the Ohio Department of
Job and Family Services for all probationary employees for those positions which they are
occupying, Spectfics on initial orientation, as well as ongoing staff development and training, will be
provided to all newly hired and promoted employees.

T




ARTICLE 4 - JOB DESGRIPTIONS AND TABLE OF ORGANIZATION

Section 1: The Executive Director shall appiove all job descriptions for all positions which aie urider
his/her direction. A copy of each job deseription ifi the baigalning unit shall be given to the
designated Urtion Representative.

Job deseriptions shall include:
A. Minimum qualifications required for the hosition.
B. All other pertinent data presently appearing on position descriptions, including but not
limited to:
Pogition Name/Title/Classification/Number
Description of Duties to be. Performed
Work Loecation/Hours

Immgd.late Supervisor
Pay Rate of Job

S b

Section 2: Bach new employee shall receive his/her assigned position déseription no Tater than seven
(7) work:ing days from the employee’s starting date.

Section 3: A manual of bargaining unit position deseriptions and the table of organization shall be
maintained and updated by the Employer as additions or changes ocour. Such manudl shall be
available for review by employees in the personnel office, Union Office, and, if available, agency
computers.

Seétion 4: No employes shall be required to perform the duties of another classification except as
provided for in Article 6.




ARTICLE 5 - NEW JOB TITLES AND JOB CLASSIFICATIONS

Section 1: Whenever Management determines it appropriate to create a new job tifle or job
classification, or restructure or redefine an existing one in the bargaining unit, 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 afler 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 iniliate 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 concernming 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 proceédure.

S

Vi




ARTIGLE 6 - JOB POSTING, TRANSFERS, AND PROMOTIONS

“Séction 1: A vacangy is defined as-a regular full-time or part-tinie position where the Employer has
created a new classification or has increased the nutiiber of jébs in an existing classification orwhen
ait-opehing ocours in a classification as a result of a promotion, transfer, fesipnation, discharge, or
other termination of erriployment, and the particular activities performed by the employee vacaling
the posmon at the paﬁ:tcular Iocaﬁon etc,, wﬂl continue to be performed The following types of

replaccment employees and 1cmp,orary status

Section 2: When a vacancy océis, and the Executive Direstor ackiiowledges that the vacancy will
be filled, the Employér shall post a nofice of $aid vacancy on the adninisirative bulletin board, and
shall provide the destgnated Union representative with a copy. The nibtice shall temain posted fora
period of seven (7) caléndar days from the date of the posting.

The posting shall inchude:

Position Title

Classification/Number and Salary Range

Location

Hours of Work

Immediate Supervisor

Pasition Description

Minimum Qualifications Redquired for the Position
The Procedure to Follow int Applying for the Position
The Deadline for Submitting Applications

R A T I

Section 3: If an employee would ike to be notified of job postiigs and is planning a vacation, the
einployee must notify the Humah Resource Specialist and the Union Director of this request. If the
employee is interested inl applying for the position, the employce must inform the Human Resorce
Specxahst pnor to the poshng deadlme a:ad may complete the formal apphcatlon upon retummg to

sevéﬁ (7) calendar day deadlme
Section 4; All employees who mieet the minimum gualifications, and have applied in a fimély
matinet, shall be granted an iaferview.

Section 5: The Bmployer shall £ill a vacant position with the best qualified candidate, as is
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determined by the Employer. If two or more employees possess substantially equal skills,
demonstrated ability, education, and experience (all ctiteria 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 informed 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 individuial
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 temporary 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 temporaiy 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 defined as the transfer of an employee to a regular job opening in a
classification assigned to a higher pay grade, subject to the provisions of this Article.

Section 10: A lateral transfer is defined as the transfer of an employee to a regular job opening af 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 guaranteed the same job held prior to the leave, but will ieceive at least the same
amount of pay.




ARTICLE 7 - LAYOFF AND RECALL

Section 1: All layoffand recall procedures utilized by the Employer shall be consistent with the tules
and regulations of the Depaitment of Administrative Services anid Ohio Revised Code sections
124.321 1o 124.'327_.

Section 2: A copy of the rules and regulations of the Department of Administrative Services and the
Ohio Revised Code governing the layoff and recall of employees shall be available at the main
office.

Section 3: Durmg the term of this Agreement, bargaining unit employees shall not be dlsplaced asa
result of “temporary” workers. Any temporary worker shall not perforni bargaining unit work if such
work results in the layoff, reduction 6f hours, reduction of pay, or prevent the recall of laid off
bargaining unit employees.

Section 4: Priorfo impleménting any reduction in work force, Ia,yoff or job abolishrient pursuantto
Ohio Revised Code sections 124,321 to 124.327, the Union, or duly authorized tition representative,

and the Agency will meet immediately for the purpose of discussing the impact of the redugtion in
force, layof; or job abelishinent on bargaining unit employees and possible alternatives to the
reducnon in force, layoff or job aholishment mcludm_g, but not Himited to, wmpaid helidays,

forloughs, or reduced houis.

Section 5; Should the Agency implement any reduction in foice, layoff, or job abolishment putsuant
to Ohio Revised Code sections 124.321 to 124,327, which will resulf in an arinual savings of an
amount equivalent to five (5) percent or more of the previous total bargaininig uhit anmyal salary,
either paity may reopen Article 40 for néegotiations upon thirty (30) days written potice to the other

party.
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ARTICLE 8 - MANAGEMENT RIGHTS

Section 1: The Union recognizes that the Mahoning County Children Services Board 1s an entity of
the County Government 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 Emiployer has and will retain the right and
responsibility to:

1. 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 technology and organizational
structure,

2. Direct, supervise, ¢valuate, or hire employees.

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

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

5. Suspend, discipline, demote, or discharge for just cause, ot layoff, 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 go‘vernmental unit,

-11 -
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ARTIGLE 9 - UNION RIGHTS

Section 1: The Union reserves the right to select Union employee tepresentatives. Employees
selected by the Union to act as Uniion Represeritatives shall be known as Stewards, Chief Stewards,
and Director. The Union shall detetmiine the locations in which the Steward isto function and shall
so noiify the Employer of said Iocations and Stewards. The Union shall be permitted one (1)
Director; twa (2) Chief Stewards, atid a list of Stewards not to exceed six (6) Stewards.

Section 2: Stewards, Chief Stewards, and thé Ditector shall be permitied up to a maximum of six {6)
hours per month during working hours without loss of pay or benefits t6 perfort appropriate Union
Representative duties, The maximum number of houis per month allowed for all Stewards, Chief
Stewards, and Director shail be thnty (30) houis total. Appropriate Union duties performed under

this section are:

A. Processing of grievance hea'rings. 7 -
B. Representation of an employee at disciplinary of prédisciplinary conferences.

As a courtesy and fo facilitate the adjustment of work schedules, fhe Union’s employee
representative will persomally notify his/her immediate supervisor, prior to engaging in the above-
mentioned dutles for suitable coverage to be arranged for their position.

The Emiployer shall provide, upon 1equest and as available, confidential meeting space to the
Union’s Stewards for the purposs of cairying out the duties prov1ded for in this Article.

Section 3: No later than thirty (30) days after the signing of this agreement, the Union shall submita
wiitten list of the designated Stewards of the Union to the Employer. The Employer shall not be
required to recognize diy Steward who has not been identified in wiiting as & Steward. Any changes
in the designated Stewards shall also be subrnitted in writing to the Employet. Aify changes in
Stewards shall fiot fake effect until the Employer receives said wiitten notification.

Section 4: Designation of Union Stewards shall be the éxclusive right and responsibility of the
Union.

Section 5: Thelocal Union Representatives may be granted time off without pay, but with accrizal of
benefits, for the purpose of attending to Union business.

12




ARTICLE 10 - UNION RIGHTS - NON-EMPLOYEE VISITATIONS

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

oo 0w

=

Intent to visit the pfenlises of thic Employer.

Name or names of aceredited non-employees.

The date and time of day planned for the visit.

The names of buildings to be visited.

The name of any employee who, in their capacity as a Union Stewatd, may accompany
the representative.

The purpose of the visit.

G. Inthe event the visit is after work hours; the Union agrees to permiit an employee

designated by the Employer to accompany the representative.

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.

-13-
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ARTICLE 11 - BULLETIN BOARDS

Section 1; The Employer shall provide to the Union space on bulietin boards as follows:
A. Within the agency’s main office.

B. Within each of the agency’s residential facilities, space shall be provided on one (1)
bulletin board, up to half the space available on the bulletin. board, but not fo exceed an
area the dimensions of which are twenty-four (24) inchés by thirty=six {36) inches.

Turther, it is agreed by the Union that any material found to coritain afiything pohtlca.l libelous,
scurrilous, or anything reflecting upon the Employer or any-of its employees shall be removed
jolntly by the Employer and the CWA Representative and shall be discussed at the next
Labor/Management meeting,.

There shall be no non-union material on the Unios bulletin 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 nepotiations 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 unit by means of the
intra-agency matl system or by e-mail. The content of such material may contain materiais describing
CWA, identifying its official representatives, and a mermibership application. Additionally, the Union
may distribute the Union newsletter and notices of mestings 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 betler working relationship between Iabor and Management, the
Employer agrees to keep the Union informed 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
confribution 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,
contribufion or payment from any employee. .
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ARTICLE 13 - NON-DISCRIMINATION

Section 1: No petson ot persons or agencies responsible o the Employer nor the Union arid ts
officers and members shall discriminate for of against any employee on the basis ¢f race, 1ehg10n
color, national origin, sex, marital statos, employee otganization, ¢r political atfﬁ]mirlonﬂ age,
handicap, or sexual, prefererice, The Employer and the Union agree to abide by the provisions of
applicabls federal, state, and local laws and execitive orders regarding these matfers.

Sectioi 2: The Employer recoghizes the right of all employees to be free t6 join the Unjon and to
‘ parﬁelpate in lawful concérted Union activities. Therefore, the Employer agrees there shall be o
diseriminiafion, iriterference, restraint; coercion, or téprisal by the Employer agaitist any employee
because of Umon membershlp of because of anylawﬁﬂ act1v1t5r inan ofﬁc1a1 capae;ty on behaif of

choosing not to JO]IL the Utiion,
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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 correct, maintam and improve effective safety and health conditions, the
Employer and Union will continue to have a presence on the Mahoning County Labor/Management
Health and Safety Steering Commiitee and contimue to meet at mutually agreed upon times as the
internal health and safety committee to review, discuss, and report on safety issues. The internal
safety committee will consist of two (2) Management representatives and four (4) Union
representatives.

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

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 staff will be provided with a cell phone
reimbursement stipend. Fach social services staff person is responsible for maintaining this
equipment in working condiiion, reporting equipment failures immediately, and being accessible and
responsive should contact be necessary at any 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 - DRUG-FREE WORKPLACE

Section 13 Mahoning County Childien Setvices shiall maintain a drug-fice workplace, Drug and
alcohol screening shall be condutted upon reasondble cause which means the Employer possesses
facts that indicate ati employee is currently or has receiitly engaged in the use of illegal drugs ot
impropet use of alcohol, Diug screening/testing shall be conducted solely for adminisirative PUrposes
and the results obtained shall Aot be used in any criminal proceedings. Under no circumstances may
the results of ditig screening or testing be released 1o a third party, With the perniission of the
employes, the tesults may be released to the Union,

Section 2: An employee who has tested positive for the presenceé of alecohol and/or illegal drugs
shall be referred to an employee assistance program or detoxification program as determined by
approptiate medical personnel unless the eniployee has previously tested positive for the-use of drugs
ot refises to participate in the EAP Program. Such employee may be subject to periodic retesting at
the discretion of the Employer upon his/het refurn to his/her position.

Section 3: Ifthe employee refuses to undergo rehabilitation or détoxification, or if he the individual
fails to complete a program of rehabilitation, or if the individual tests positive at any time within
thiree (3) yeats after his/her refucn to woik upon completion of the program of rehabilitation, such
smployee shall be subject to disciplinary action. Costs of all drug screening tests and confirmatory
tests shall be borne by the Employer.

- 18-




ARTICLE 16 - LABOR/MANAGEMENT MEETINGS

Section 1: Unless mutually agreed otherwise, on the first Wednesday of the first month of cach
quarter, at amutually agreed upon time, the Executive Director ot 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 in order to promaote a more harmonious relationship botween the Union
and the Employer, Furthermore, it is agteed by both the Employer and the Unioti that méetings shall
be held as often as mutually agreed necessary.

Section 2: Agendas will be exchanged, and signed by both patties, no later than 4:30 p.m., on the
Friday immediately preceding 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 furnished to the receiving party
within five (5) days after such meetirigs unless the partics mutually agree to a time extension,

Section 4: Labor/Management meetings shall be limited fo a maximum of two (2) hours per
meeting, uniess the patties mulually agree to a time 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 time 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

Section 1; Work Rules as defingd in this section shall be those policics; procedures and directives
which regulate behaviar 6f employees in the performance of the Employer™s services and programs.

New Work Rules formulated after the effective date of this agreement shall be rediiced to writing,
signed by the BExecutive Direcior ot hisfher deésighee, and made available to the Union and
distributed to all bargaining unjt employees at least seven (7) working days prior to implementation.

All Work Rules shall be compiled into one complete docurhent,

Section 2: It is agreed and understood that the Employer shall have the right to revise and/or initiate
Work Rules with respect to the condict of its employees, However, the Union and its metmbers riay
chdllenge Work Rules on the basis of:

A. Lack of uniform application of the Work Rule.
B. The Work Rule conflicts with the provisions of the agreement.
C. The Work Rule is _c}iscrimiﬂatory as outlined in the agreement,
Section 3: A copy of the Work Rules outlined in Section 1 of this Articlé shiall be made available to

afl employees on the shared drive of the agency compufer system; hard copy will be placed in the
libraty and a copy placed. in cach 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 prounds specified in Section 124,34, Ohio Revised Code, nor shall the Employer take
any form of corrective action against any employce except for just cause.

Section 2: Tt 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 gelf-discipline and regponsible performance expected of employees. In those cases where
specific cotrective action becomes necessary, the disciplinary 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 warning), 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 comective action is the right and the responsibility of the Employer.
Discipline will be applied in a corrective, progressive, and uniform mannet. Progressive discipline
shall take info 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 ini 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 written corrective action to the affected employee, and, with
the written 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 sggree to attempt as a preliminary step to séttle 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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Ths. Employer agreesnot to dischatge or suspénd withiout pay-an employee without first
artanging fora predmclplmary conference. The conference shall be schediled no earlier than
seventy-two (72) hours after the time the employes is notified of the charges and the conference.
This notice shall be in written forni and contain the following informiation:

1. Charges being brought against the employee.

2. The dafe, time, and location of the predisciplinary conference,

3. The right of the employee o have a representative of the Unjon pregent.

4. Theright of the eniployed to hiave witnesses, cross-examine witnesses, of presefit testimony
on behalf of the employee.

5. A statement notifying the employce that absent any extenuating circumstances, failure to
appear at the hearing shall result in a waiver of the employee’s right to a hearing.

The hearmg shall be conducted by a neutral and detached paity and the charged employée shall hiave
his/her uiion representative present. Such a conference must be conducted within a reasonable time,
but no longer than thirty (30) days, from the date in which the Employer gains knowledge of those
incidents which it deems to be a violation of conduct: The Utiion shall be notified through its Chief
Steward or designee that charges have been biought against the employee.

The employee shall niof be docked any pay for appearing &t the hearing. The same applies to
witnesses.

Section 5: The employee and Empioyer shall be notified in writing of the findings and
recommendation(s) of the predlsclplmaiy conferenice within five (5) days. A copy shall be submitted
to the CWA Loocal President and. Chief Steward and Agency Executive Director. The Executive
Director shall render a final decision within a reasonable periad of timhe (not to exceed 14 calendar
days) to acoept, reject, or to modify the recommendatioti. A ¢opy shall be submitied to the Union
President and Chief Steward.

Section 6: When a Third Party Investigation is necessary dite to allegations/acousations in
accordance with 5101:2-34-34, appropriate procedures shall be followed. The employee shdll be

notified in wntmg that:
1. An allegation has been titade (date).
2. Nature of the allegativn/accusation.
3. That a Third Parfy Investigation will occur and the party ihvestigating.

If it is decided an employee is to be temporarily removed from duty, regular job site or regular
schedule to protect the employee and/or othérs involved in the allégation, the employee ghall bé

!
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notified in writing, with a copy to the Union, if the employee requests. A full-time employce 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, alternative 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 corrective action. Following this twelve (12) month period the record of
discipline shall be rendered “obsolete”. All othér records of disciplinary action shall remain in effect

permanently.

Section 8: Appeals of any discipline may be submitted to the Employer at Step 2 of the Gtievance
Procedure.
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ARTICLE 19 - PERSONNEL RECORDS

Section 1; It is recoghized by the parties that the Efiployet may prescribe regulations for the
custody, use, and preservation of the teeotds, papers, books, documents, and propérty pertaining to
the employees. However, subject to the provisions of Chaptar 1347, Ghio Revised Code, evéry
emiployee shall be allowed to inspéct his/het pefsonnel file upon requiest, with the sxception of
references for uutial employment and psychiatric and medigal reports exempted by Chapter 1347,

Ohio Revised Code. A Union Officer or other Union Repieseritative may agcompany the employee
for irispection of the employee’s persantiel file, in the presence of and by written authorization of the

ernployee member.

Section 2: If an employee, upon éxamining his or her personnel file, has réason to beligve that there
are inacguraciés ini those documents contained therein, the émployes may write a iiemotatidurh, to
the Executive Director or his/her appropriate representative explaining the alleged inaccuracy. If,
upon invegtigation, the Executive Director or his/her designated representative sustains the
employee’s allegation, he/she will comply with Section 1347.09 O.R.C,

Section 3: Personnel files shall codiain, but are not limited to, the following:

A Na.mg,_ permanent address, curfent addrs_s,s, phone rumber, and name of person fo notify in
case of an emiergency. (A copy of this Inforiation may be given fo the eriployee.)

B. Job information, civil service title, and classification. (A copy of this infotmation shall be
given to the eniployes.)

C. Copies of all personnel action forms.
D. The annual performance evaluations signed by the employee.

E. Statement of performance in afiy given particular cases (i.¢. a commendation, reprimand,
etc.).
F, References for initial employinent and psychiatric and medical reports.
Section 4: To 1nsure compliahce with the Health Insurance Portability and Accountability Act of
1996 (HIPAA), smployees’ protectod health information will be placed in 4 sepatate medical file.
Acoess to specific information in an employee’s medical file can onlybe granted through the yrittert

congent of the einployee that desciibes the document(s) to be réviewed. Such consent mmist be given
1o the Executive Director or designee prior to infotmation being released.
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ARTICLE 20 - PAYROLL DEDUCTION OF UNION DUES

Section 1: Upon receipt of a written authorization signed by an employee authorizing Managerment
to deduct Union Dues from payments due him as an employee, not including payments in lieu of
vacation, and remit the same to the Union, Management shall, upon request, remit the appropriate
portion 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 payments in the amount specified in the
authotization 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 form of
Exhibit No. 2, attached hereto and made a part hereof. All Union Dues deduction anthorizations
dated prior to the effective date of this contract shall remain in effect until revoked in writing by the
employee,

Section 3: 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 becoines 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 efféctive 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.

o Theterm “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 LOCK-OUT PLEDGE/NO STRIKE PLEDGE

Seetion 1: The Employer agrees that neither it, its officers, agents, representatives, individually or
collectively, will anthorize, instigate, dause, aid, o condone aity lock-out of members of the Union.

Section 2: The Union further agrees that neithier it, its ofticers, agents, representatives, or members
will authorize, instigate, cause, ald, condone, or partieipate in any strike, sympathy strike, work
stoppage, or any other concerted activities which interrupt the operations or setvices of the Employer
by its members during the term of this agrecment. '
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ARTICLE 22 - WORK SCHEDULES

Section 1: The normal woirk week for all full-time employees in the bargaining unit shall be forty
(40) hours. The normal workday shall consist of eight (8) hours. 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 peiiod shall consist of two (2) weeks, commencing on Sunday and ending on Saturday.

A. The main office hours will be from 8:30 a.m. until 4:30 pan., Monday through Friday with
the exception of group home staff. Flexible hours may be arranged with supervisory 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 defined as an employee’s assigned hours 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 arbitrarily in order to avoid the payment of overtime or accrual of
compensatory time. Such changes shall not be imposed by the employee arbitrarily in order to acerue
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 (GROUP HOME)

Section 1: Hours worked over forty (40) haurs in a work week shall be considered overtime. Paid
overtime shall occur with the prior written authorization of the Execulive Director or Director’s

assignee.

Section 2: Any complaint or disagreemenit on the distribution of overtime may be procéssed in
accordance with the grievarice provisions of this agreement.

Séction 3: Operaﬁonal requirements of the Employer oAy require the use of paft-time employees for
proper staffing, Management reserves the tight to determing which pari-time employees shall be
called upori to fulfill the job duties of full-tim¢ employees on sick leave, vacation, or absénces for

other reagons,

Section 4: Employees on paid avertime will be paid at the tate of one and oiie-half (1 %) times their
current houtly rate foi each hour worked in paid overtime status. Benefit time is not considered as
hours worked within the meaning of the overtime provisions,

Section 5: Group home employees who are fequired to work on holidays, as specified in Article 32,
shall be paid at a rate of two and one-half'(2 ¥4) times his/her regular tate of pay.
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ARTICLE 24 - VACATION

Section 1:

A. All full-time employees shall edrn vacation leave as follows:

Years of Service | Bi-Weekly Accrual Annual Accrual
begin 0 years, complete 2 years 3.1 hours 2 weseks/10 days
begin 3 years, complete 7 years . 4.6 hours 3 weeks/15 days
begin 8 yewis, corfiplete 14 years 8.2 hours 4 weeks/20 days

hegin 15 years, complete 20 vears ' 7.7 hiours ' ‘ bweeks/25 days
begin 21+ years 9.2 hours 8 weeks/30 days

B. All full-time eniployees shall also be credited with forty (40) hours additional vacation
(teferred to as a “bucket”) o their siployment anniversary date as follows:

*at the start of the 3" year of employment
*at the start of the §™ year of employment
*gt the start of the 15™ year of employment
*at thie start of the 21%year of employmerit

in conjunction with the acerual rafes outline in Section 1 (A) of this Article.

Afteran employed has completed the initial thirteen (13) bi-weckly pay periods (6 months), hg or
she i5 efigible to begin using vacation time up to the ameunt cutrently accrued, The-above sérvice
required need not be continuous. Official Isaves 6f absence, if documented, inay be included in the
compitation but not petiods betwicen Separation and reinsfatement of fe-employment,

Anhwal vacation schedules inust be arranged at the administrative discretion of the department head,
supervisor, and/or section chicfs, with genetal approval of the appointing authdrity. All vacation
leaves must be tequested and approved oha form designated by the appointing authprity.

Section 2: For the puiposes of calculating an crnployeé’s longevily to determine the amount of
vacatio eariied, émployment with any of the following shall bé counted: (A) State Departments,
Bureaus, Boardsg, and Cotrhissions; B) State Supported Universities, Gommunity Colleges, and
Technical Institutioiis; (C) Board of County Coinimissioners or Other County Officer’s Departments,
including County Homes, County Hospitals, aid County Welfare Departiiieits; (D) Cities; Villages;
and Townships; (F%) Schogl Distrigts; (F) Health Districts; () Public Tibraties; (f) Speoial Purpose
Districts Established Pursuait. t6-the Taw, such as. Congetvancy and Park Districts; (D Speolal
Autherities Established Pussuant fo State Law, for example Housing, Transportauon Port and
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Airpoit Authorities; () Retirernent Services, Bridge Commission, Ohio Tumpike 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
military leave.

Section 4: When a full-time employee works 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 duting the pay period, he or she would be credited with one-half of
three and one tenth (3.1} hours or 1,55 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 eatned but unused vacation leave credit at that time of separation, which has been carried
forward as provided in Section 9. 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
fransfer t0 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 fo 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 acerued
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 setvice, and then becomes employed by this agency, must wait for six (6) months, or thirteen
(13) pay periods, before being eligible for vacation.

Seection 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 EVALUATIONS

Section L: There shall be at least an anintal evaliation of each employee’s job petforinance to be
completed within the thirty (30) day period of fifteen (15) days prior to and fifteen (15) days
subsequent to fheir atiniversary date. The purpose of the evaluation is to copstructively advise an
enployee of his/her strengths and weaknesses in meeting performarce expectatiors.

An employee’s probationary evaluation shall be completed within ten (10) days of the conclusion of
the fiist half of the eniployee’s probafichary period. The final probationary evaluation is to be dong
at least ten (10) days piior to the completion of the probationary period,

Evaluations shall be completed by the employee’s direct supérvisor and then reviewed in a
face-to-face meeting with the employee, or in the absencé of the direot supervisor, the direct
supervisor’s direct supervisor, The evatugtor shall recommend on the form what the employee must
do to improve performangce, as well as what he/she has been doing ot will do to help the employee

improve.

The Personal Evaluation Reviow shall include a review of the employee’s personnel file if requested
by the employee. Allega’aons and grievances against the employee will be in writing and a copy
given fo the employee, prior to entering the employee’s personnel file.

1. The performance evaluation shall be réviewed by the Executive Director prior to the date of
the employee’s signature. The employee shall have the right to add a written statement
indicating histher specific reasons for disagreement. The employee may review his/hier
évaluation with the Executive Direcior or histher desigriee if the employee’s opihion of
his/her job peiformance does riot conctit with fhat of the supervisor.

Section 2 Performance evaluations shall be used for the following purposes:

Evaluation of Employee Job Performance
Layof{/Job Abolishmerit

Removals, Suspensions, or Reductions
Prometions

Fal ol a e

Section 3: The enployee shall be the Tast person to sign his/her performance evahiation and shall
réceive-a copy of the evaluation no later than 15 calendar days subseguerit fo the date. the evaluation
is signed by the employee: :

No additions or deletions shall be made'to thie evaluation after the sfnployee signs, unless mutoally
agreed to 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 disagresment.
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ARTICLE 26 - TWENTY-FOUR (24) HOUR ON-CALL DUTY

Section 1: The Employer and the Union agree that Section 2151 421, Ohio Revised Code, mandating
twenty-four (24) hout coverage by the agency, is an important professional component of the worlk
schedule.

Section 2: The Employer-will detetmine the work hours, rotating schedule, atid training program for
all bargaining it employees, required ot voluntary, who serve in such capaciy.

Section 3: Assignment of such duty shall be competisated at the rate of five hundred fifty dollars
($550.00) per week.

Seetion 4: Compensatory time shall be gianted while on emergency on-call duty as follows: for all
out of home work required duting week nights, weekends, orpaid holidays, one and one-half(1 %)
haurs of compensatory time for each one (1) hour of time worked.

Section 5: Compensatory time of twelve (12) hows shall be credited to the employees assigned such
duty for paid holidays.

Section 6: All part-tihe Youth Leaders will have twenty-four (24) hour on-call duty on a rotating
basis. The on-call Youth Leader will be responsible to carry & beeper and be available to work
ungovered shifts as required by the Agency. The on-call Youth Leader will be reimbursed ninety-five
dollars ($95.00) pér week for this coverage and be compensated at their regular rate for any shifts
worked. If the employee is called to work on 3 Holiday, the worker will be compensated at the
Holiday rate. : '
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ARTICLE 27 - COMPENSATORY TIME

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

Seetion 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 %) hours for each hour worked. Mandatory
work-related duties on Saturday/Sunday (with the exception of group home staff) bevond 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: Compensatory 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 of Emergency On-Call

Duty) will be given compensatory time pet the respective supetvisor’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 distupt the needs of the agency.

B. Employees who accrue more than 240 hours of comp time shall be paid for additional
overtime hours of work, for all comp timé accrued past the daie of Aprif 15, 1986, in line
with federal wage and hour legislation. Payment shall be at the rate of time and one half.

C. All accrued comp time will be paid at the employee’s current rate of pay upon separation or
retirement from the Agency.
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ARTICLE 28 - PERSONAL DAYS

Section 1; The following provisions shall apply to all full-time employee members of the batgaining

onif:

L

Each fulll-time employee shall, effective February 1 of cach year, be credited with five (5)
days of personal leave. Employees hired in after February 1 shall havé their personal leave
credit pro-rated according 1o the amount of time rethaining in the year at the fate of 1.5385
hours per pay period refhaining,

Employees mayuse personal leave for absence due to any matter of a personal nature upon

giving reasonable notice and informing supervisor.

Employees with no sick time usage will be credited with four (4) hotirs péisonal leave per
¢quarter where no sick time is used. Thus, an additional sixtéen (16) hours of personal leave
may be edrned in.one year, Personal time quarters for the purpose of this aiticle run from
February — April, May — July, August - October, and November — January,

When péfsonal leave is used, it shall be deducted frorii the un}lsed balance ofthe employee’s
personal leave on the basis of one (1) hour for every hour of absence.

Compensation for personal Jeave shall be equal to the employee’s cufrehit houriy rate of pay.

Priort¢ October 31 of each year, employees shall complete a Personal Day Conversion Form
o designate nse/conversion of the unused balance of persorial leave:

A, Cany forward a balatice of twenty-four (24) hours to the following year. The
maximuin that can be carried forward is twenty=four (24) tiours.

B. Convert up to fifty-six (56) hours to a cash benefit, The cash benefit shall equial one
(1) hour of the employee s cutrent hourly rate of pay for every hotr of unused
petsoiial leave that is converted. The miaximum number 6f hours that can be
converted to cash benefit is fifty-six (56) (forty [40], plus up to sixteen [16] for sick
leave incentive.)

C. Personal time eained fiom bonus days (Friday aftet Thanksgiving and Christmas
Eve) must be used piriot to October 31 of the following calendar year.

Peérsonal leave shall not be used to extend a date of resignation or retifernént, nor for the
purpose of extending an eniployée’s active pay stafus or accrying overtime or compensatory
tine.

‘When an employee resigns, He/she shall be paid for the balance of His/her accumulated
personal leave.
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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.

“Active Pay Status” means the conditioris under which an employee is eligible to receive pay,
and includes, but is not Jimited to, vacation leave and sick leave.

“Leave Without Pay Status” means the conditions under which an employee is inefigible to
receive pay, and includes, but is not limited to, leave without pay, leave of absence, and
disability leave. :

“Full-Time Employee” means an employee whose regular hours of duty total eighty (80)
hours in a pay period, and whose appointment 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 earn 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.

Part-time employees shall earn sick leave credit in the same manner as full-time employees,
except that their sick leave shall acerue on a pro-rated basis according to the standard eighty
(80) hour pay petiod, and the amount of time acetued in any pay period shall then directly
relate o the number of hours worked.

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

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 iliness or Injury
B. Medical/Dental Appointments for Self or Immediate Family
€. Illness or Injury in the Employee’s Immediate Family

When sick leave is used, it shall be deducted from the employee’s credit on the basis of one
(1) hour for every hour of absence from previously scheduled work.
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6. Compensation for sick leave shall be egual to the eniployeé’s hourly rafe of pay.
7. Sick leave u_,é{aga shall be documented on the employee time sheets.

8. A statementfrom alicensed physician verifying that the eniployee was unable to work
duzing the time sick leave is being charged must be submitted;

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

B. Each tie within each calendar yéar that an employee uses sixty=four (64) hours
of sick time, excluding job related injurles or diseases, such a statementmust be
provided for the remainder of that calendar year for any further sick time used.
This will be up to the Executive Director’s discretion,

C. Any sick time due to in-patient and/or outpatient hospitalization and physician
authofized requperation time from said hospitalization shall be excluded from the
sixty-four (64) hour total.

Section 3; All bargaining unit employees shall, at the time of theix retirement, provided that they
have had fen (1 0) or more years of service within the state, county, or any of its political
subdivisions, receive pay for all or part of their unused sick leave as follows: a maximum of twenty-
five percent (25%) of total accumulated sick leave days will be paid, up to6 a maximum of twenty-
five percent (25%) of one hundred twenty (120} days. No employee shall receive thore than thirty
(30) days pay.

Section 4: Tn'the event of'a wotker’s compensation elaim, the employee will follow the established
procedures of the county.

38,




ARTICLE 30 - FUNERAL LEAVE

Section 1: As a part of'this fringe benefit package, all full-time employees may take three (3) work
days off with pay if the employee has a death in his or her immediate 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 goardian, or other person who stands
in the place of the parents of the employee.

Section 2: F-ull-.ﬁme employees shall be entitled to take an additional two (2) days off with pay ifthe
death is of their spouse, child, parent, step-children, sister, brother, grandchild, legal guardian, or
other person who stands in place of the parents of the employee,

Section 3: All other bargaining unit membets shall be permitted to use any accrued time for the

purpose of this section if they are scheduled to work. Notice given to the employer shall be given at
earliest knowledge.
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ARTICLE 31 - LEAVE OF ABSENGE

Section 1: An employee may request of the Efployer a leave of absence without pay for any
personal reagon (Including maternity, child care, eduoation, military, eiderly oare) for a maximiin of
one hundred eighty (180) calendar days. Leave may be granted for a maximuym of five hundied forty
(540) days, or eighteen (18) months, for the purpose of education, training, or specialized experience
which would benefit the agency. Such request does not ensure that the Employer shall approve siich

leave,

Section 2: Siclk and vacation leave is not earned while on leave without pay, but the leave shall be
counted il determining extended vacation ehglblhty and overall. connty sefvice timé. Employees will
not be granted this type of leave unless they sign a letter of infent to return to the agetioy upon
expiration of said leave. An employee granted a leave of absence, for whatever purpose, is not
guatanteed the samé job ashe or she held priorto'the leave, but will receive it leastthe same amount

of pay. Employeos who-are on leave, but not 6f1 active pay status, are responsible for payment of
Insufance co-pay.,

Seetion 3: If the Employer denies a leave of absence, the employse shall be given the reasons for
stch denial in writing.

Section 4: Any absence from work without approval will be treated as absence withgut léave,
Employees who are absént from work and have not received approval for this absence will be subject

t6 disciplinary action up to and. including termination. Any exceptions (based on unusual
circumstances) must be approved by the Executive Director,

Section 5: All bargdining unit employees shall be entitled to ledve as p1ov1ded for by the Federal
Farnily and Medical 1.gave Act (FMLA).of 1993,
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ARTICLE 32 - HOLIDAYS

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

1. New Year’s Day 7. Columbus Day

2. Martin Luther King Day 8. Veterans’ Day

3. Washington/Lincoln Day 9. Thanksgiving Day
4. Memorial Day . 10. Christmas Day

5. Independence Day

6. Labor 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 immediately preceding shall be observed as the holiday. This
section applies only to full-time employees of the bargaining unit.

If a full4ime 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 %) times his/her regular rate. Any part-time ¢émployee
required to work on a paid federal holiday shall be compensated at a rate of two and one-half (2 %)
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 requiting 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 (%) day off with
pay. No employee may use this benefit more than onee every six (6) months. The purpose of this day
is to donate blood; no selling of blood or plasma will be acceptable for the purpose of this Article,
Bonus time must be used within six (6) months of accrual,
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ARTICLE 33 - CONTINUING EDUCATION

Section 1: It is mutually agreed that Management and the Union are in favor of continuing education
“and recognize the bensfits in offering career trainiiig and tetraintng for all employees in the
bargaining tinit. Casework staff'is required fo complete a speeified riumber of hours of mandatory in-
service training tmder O.A.C. 5101:2-33-55. Child care staffis required to have & specified number
of hotirs of mandatory training under O.A.C. 5101:2-9-03. Clerical/support staff is required to
complete 12 hours of traiting annually, based on a talendar year,

A. To support staff to coniplete requu-ed training hoiirs, a irainifg incentive will be provided
annyally upon cotnpletion of designated training hours. Management will provide traiiing
options to ensure that all bargaining mignibers are given the opportunity to patticipate in the
training incentive programs at no cost to the employee.

. B. All training requests require prior supervisory approval.
Section 2: All efployees, upon completion of graduate or undergraduate programs in Social Work,
Sociology, Counseling, or a degiee related to histher field, shall receive an increase in salary

equivalent to one step associated with his/her classification.

Seetion 3: Should the TOPS-PLUS Program or another State funded edycational prograri become
available, Confinuing Education (Asticle 33) will be reopened.
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ARTICLE 34 - ALL INSURANCE COVERAGE

Section 1: It is recognized by the Union and Management that uniil further notice, all li_fe 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 1o all full-time barpaining wunit 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 Emiployer.

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 petiod 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 January 31, 2018, bargaining unit members will
split the cost of monthly hospitalization premiums on the basis of 90% expenditure by Management
and 10% expenditure by bargaining unit members,
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ARTICLE 35 - EXPENSE REIMBURSEMENT

,shall be, rc—;_lm_bmsed The Tdte of reunbursement sha]l be the cu:crent IRS aﬁowance 1até begmnmg
with the first fill moiith following ratification of this agreement.

Section 2; All affected employees shall be reimbursed within fourteen (14) days after filing the
approved teimbutsement form, The Employér shall not be held resporisible for conditions in the
offices of the Couniy Auditor or the County Treasurér which may cause delay of such

reimbursement.
Section 3: Reimbursetient for meals shall be as follows:

A. When an ovetnight stay is required, the employee may bereimbursed to a maximum of $7.00
for breakfast; a maximum of $11.00 for lunch; a maximum of $19.00 for dinner. When an
overnight stay is required, an émployee may elect to forego reimbursement for breakfast
and/or tunch in lieu of receiving reimbursement for difiner in excess of the $19.00 maximum,
In these circtiinstances, reimbursement for meals shall not exceed a total of $37.00 per day,

B. Whenan overnight stay is not tequired, the employee may be reimibursed for breakfast only if
travel time begins prior to 7:00 a.m., and the employee may be reimbursed for dinnér only if
travel time exterids beyond 6:00 p.n.

C. In any case, such tt:avel shiall, as it re_:lates to meal reimbursement, be clearly outside of
Mahoning County, and a ininimum of 40 milés from the agency office,

In all cases, meals will not be reimtbursed uitless the request is accompanied by receipts.

Section 4: Hxpense reimbursement for cars vandalized during working hours and on the job
(according to O R.C. 2909,05):

A, The propét police reports and papéx work along with three (3) estimates of damages will be
presented upon written request for the funds,

B. Reim_bursgmeﬁt will consist of the employee’s “deductible insurance™ up to two hundred fifty
dollars ($250.00) per incident.

Section 5: The Employer shall provide parking at fio cost to the employee.
Section 6: In the interest of employee safety and security in the field, social services staff may

réceive a $40,00/month reimbursement for cell phone expenses with appropriate documentation and
compliance with agency Cell Phone Reimbursement Policy.
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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 Department. 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 turnied 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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ARTICLE 36 - PROFESSIONAL LIABILITY INSURANCE

Each ¢thployee of the Mationing County Children Services Board shall be granted full professional
liability insurance coverage; either through ageney self:insurarice fund and/or insutahce company,
against claims which arise from professionsl services being offered by employees while acting
wwithin the scope of their duties.

Bach employee shall be informed of the exact coverage provided and conditions of coverage 1o later
than sixty (60) days after signing of the contract. New employces shall be informed of the exact
coverage provided and conditions of coverage no latei than seven (7) days after the date of hire,
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ARTICLE 37 - RETIREMENT INCENTIVE PLAN

Section 1; In the event that the Mahoning County Children Services Board considers approval of an
early retirement incentive plan, it is mutuaily agreed that this Article shall be reopened for
negotiations within thitty (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: W’hen a bargaining uhit employes is subpoenacd for jury duty by the United States, the
State of Ohio, or a poh’ucal subdivision, the employes shall bé granted time off-with full pay for said
jury duty. All compensation received from the court for said jury duty is to be turped over to the

- Mahoning County Ghildren Services Board for proper accounting and reimbursement,

Court appeaiances of a peisonal natute are ot covered under this Sectmn Compensatory time,
vacation, personal days, or leave without pay must be taken to cover this tite.
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ARTICLE 39 - ADJUSTMENT OF GRIEVANCES

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

The term “grievance” shall mean an allegation by a bargaining unit employee or the Union that there
has been a breach, misinterpretation, or improper application of this Agreement.

A class action grievarnce 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 of the Grievance
Procedure. The Union shall be permitted to have an authorized representative present at any
grievance hearing.

Section 3: It is mutually understood and agreed that the prompt presentation, adjustment, and/or
answering of grievances is desirable in the interest of sound 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 first 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 §: Meetings at which grievances are considered shall be scheduled between the worker and
appropriate Union representatives and the appropriate Managerent 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:

the nature of the grievance

the Union’s ‘position on the grievance
the Employer’s position on the grievance
the disposition of the grievance

date of the grievance meeting

names and titles of the parties who met

TEOOW R

Section 6: Other sections of this Article notwithstanding, time limits contained in this Article may be
exlended by mwuinal agreement between the parties. Such extension must be in written form.
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Section 7: The following steps shall be followed in the processing of a grievance:

Step One (1): Ifan enlployee feels there has been an ocenrrence (hat watrants a gievance,
the employee may. file a grievance with his/het immediate supervisor, The grievance shall
be mwritlng, dated and signed by the employee and/or unjon representative and submiitted on
the agreed upon form. The grievance shall state the facts of the giievance, indicate the
contractual basis for filing the grievance, and the remedy requested. The immediate
supervisor shall schedule a grievance meeting with the employee and tnion representatmn
within fifteen (15) working days from His/her receipt of the grievance. The supervisor shall
i§sné 4 written reSponse within fifteen (15) working days from the dats of this mnéeting.

Step Two (2) Ifthie grievant and the immediate supervisor are unable to resolve the alleged
giievance in Step One, the grievant, and/or his/her Union Representative, may process the
grievance at Step 2 of the Grievaiige Procediife.

The alleged grievance will be presented, in writing, to the ChieT Supervisor ofthe department
in which the employee is assigned within fifteen (15) working days following the immediate
supervisor’s. response. The wiitten grievance shall state the specific Atticle and section of
this Agreement alleged to have been violated, a brief set of tacts, and the relief requested.
Grievanges must be submitted on the form mutually developed by Management and the
Union,

It shiall be the responsibility of the Chief Supervisor {o schedule a meetitig, investigate, and
provide an appropriate writfen response to the grievant and the Union Chief Steward within
fifteen(15) working days following the day on which the Chief Supervisor was preserited the
writlen giievanice. The giievantshall be permitted a Union Représentative prosent at this step
of the Grievance Procedure.

Stép Three (3): Within fifteen (1 5) wotking days of the reeeipt of Step 2 answer; the Union
Representatlve may appeal the grievance to the Exccutive Director ot his/het designee. Any
grievance so appealed shall be met on within fifteen (15) working days, The meeting shall be
held durmg the Ageney’s typical hots of opetation, at-a mutually agréed upon tirig, but no
later than fifteeri (15) working days from the time of the g@ppeal, between the Executive
Ditegtor and/or his/her designee, the grievant, and the Union’s Representative(s), The
Uniof’s Representatwes may consist of the CWA Looal President or his/fher designee, the
Chief Steward, and the Grievant/Steward who filed the grievance,

The Executive Director of his/her designee shall investigate and shall respond in writing to
the grievant and the Union President within fiftest (15) working days following the meeting,
If denied, the resporise shall state with particularity the reasons for tho denial of the
grievarce.,
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Step Four (4)

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

. 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 Mediation and
Conciliation Service. The parties shall agree on a submission agresment outlining the
specific issues to be determined by the arbifrator 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 grievarnice 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 arbitrator to
hear the dispute in question. All procedures related to the hearing shiall be in accordance with
the rules and regulations of the FMCS,

. 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 of this Agreement in question. The
arbitrator’s decision shall be consistent with applicable law. The arbitrator shall not have the -
authority to add o, subtract from, modify, change, or alter any provision of this Agreement,
nor add to, subtract from, or modify the langnage therein in arriving at his detérmination on
any issue presented that is propet within the limitations expressed herein, The arbitrator shall
expressly confine himself to the precise issues submitted for arbitration and shall have no
authority to determiing 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.

. The arbitraiot shall be without authority to recommend any right or relief on an alleged
grievance occurring at any other than the contract period in which such right 011g1nated orto
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 discharge or of suspensions greater than five (5) days, the
arbitrator shalt have the authority to recommend modification of said discipline. In the event
of a monetary award, the arbitrator shall limit any retroactive settlement to the date the
grievatice was presented fo the Employer in Step 1 of the Grievance Procedute,

. The question of arbifrability 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 arbitrator’s jurisdiction. The first question to be placed before the arbitrator will be
whether or not the alleged grievance is arbitral. If the arbitrator determines the grievance is .
within the purview of arbitrability, the alleged grievance will be heard on its merits before
the same aibitrator,
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The decision of the aibitrator shall be final 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
Employer and the Union. All costs directly related to the services of the arbitrator shall be paid by
the Josing party. Expenses of the withesses, if any; shall be bortie by the party callitig the withiess.
The fees of the courtreporter shall be split equally if both parties desire a court reporter’s recording
or request a copy of the transeript,
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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 2 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 veritied 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 three 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 anniversary of their
longevity date,

Section 4: Promotions into the Lead Caseworker classification shall be managed in accordance with
theé vacancy posting procedures contained within this agreement. Lead Caseworkers shall be
appointed for a two yeat 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 fo 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.

H a Lead Caseworker is not gelected, the position will be posted annually until an appropriate
caseworker is identified to fill 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.

-53.




!'/-_\ '

ARTICLE 41 - CASE ASSIGNMENTS

Section 1: Staffinig Guidelines

A. The agencyshall consider projected tumover atid anticipated activity levels whern staffing for

¢ach progrdim and function.

The dgericy shall make réasonable efforts to avoid staffirig shortages.  Such efforts fhay
include but shall not be limited to the use of floaters, transferring posmons filling posﬂ:lons
which are teraporarily unoecupied due to leave of abserice and/or filling vacant authorized

positions, as finding permits.
Ifregular full-time emplovyees are utilized in a floater assignment, the agency ghall, whenever
practicable, select among voluntéers.

Section 2: Case Assignments’

A. General

The agency and the Union accept the principle that cases shall be eqziitaﬁly distributed within
eaich work group. Bach caseworker shall have case assignments generally comparable tothat
of other caseworkers in the same type of work assignment.

Case Assignmerits
All caseload statistios shall be firnished to the Union upon réquest.
Management will attempt to limif case assignments as prescribed by the Child Welfare

Teague of Aterica standards and within State of Ohio averages for workers similarly
sttuated. For the duration of this contract, the recommended average target.case assignment

levels shall remain in effect at current levels.

Case Assighments Dispeisal

Foi the duration of the contract, cases in the Intake and Family Services Departients will b
assighed on arotational basis, and a listing will be miade available to each unit on an ongoing

basis.

Each unit supervisor will assign cases to their respectlve unit rotationally. Workers cah
exchange vases at the jpomt of assigniment when ixatudlly agreed, gnd with the supervisor’s
approval.

Management resgives the right to assign cases non-rotationally if, in judgmient, stch
assighments would benefit the olien/family or agency operations, with an éxplanation, ifa
dmpute should arise. In such evesits, nianagemeit would equalize assignments beginning
with the next case.
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D. Performance Ratings

s 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
performance ratings shall be based on ratings received in all performance factors in the
Performance Evaluation Report,

»  When, in the judgment of the supetvisor, 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
» [facaseload 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

noti-emergency matters, according to Article 8.

o Ifacaseload 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 cascloads will be handled at the supervisor’s discretion.

RECOMMENDED AVERAGE TARGET CASELOADS

It is hereby mutually agreed to by Management and the Union that the following are 1'ecdg'nized as
the recommended average target caseloads:

- MONTHLY NEW CASES
DEPARTMENT : ONGOING CASES PER MONTH
Intake 3 15
Abuse 5 15
Resonrce 15 ) 3
Family Services 15 3
Residential 15 3
Home Management Consutiant 15 ‘ 3
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ARTICLE 42 - LEAVE DONATION PROGRAM

Metabers of the bargatning unit Cofrimuiications Workers of Anjética rday donate paid sick leaveto
a fellow employeé who Is otherwise éligible to acciue and use sick leave. The intent of the Leave
Donation Program is to allow employees to voluntarily provide assistance to their coworkers who are
in gritical need of leave due fo 2 life threatening serious illness or ifjury of the employee or a
thember of the employee’s immediate family. The definition of immediate family is provided in

Article2 (Definitions) of this contract,

A. An employee may receive donated sick leave; up o the nuniber of hours the employee i3
schediiled to work ¢ach pay period, if the employee who is to receive donated leave:

1.

2

Has a serious illness or injury;

Has a member of his or her immediate family with a serious illness or injury and the
employee’s presence is required;

Has no acerued sick, personal, vacation, or conpensatory time and;

Has applied for any paid leave of worker’s compensation for which the employee is
eligible:

Has successfully compleiod his/her probationary period;

Hag madé the request for Leave Donation prior to kim or her retuming from sick
leave.

B. Employees may donate leave if the donating employee:

1.

Voluntarily elects to donate leave and does so with the understanding that donated
leave will not be returnied, and

Donates a minitmom of eight (8) hours, and/or a maximum of eighty (80) hours, per
pay period, and _

Retains a combined leave balance of at least two hundred forty (240) hours, Leave
shall be donated in the same manner in which it would otherwise be used,

Is on active pay status during the time the donaed leave is used. In the event of notice
of departure from fhe agenty, sick time iiay only be contributed in response to a
specific request for dohated leave accc)ldmg fo the established guidelines.

C. The Leave Donaﬁon Program shall be aduiiriistered by the Union with notification of usage
to the Eniployet; ot a pay period by pay period basis. Bmployees using donated leave shall be
gonsidered on active pay status, Donated leave shall be considered Sw’].«: leave, bui shall never
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be converted into a cash benefit.

. Employees who wish to donate sick leave shall certify:

1.

2.

The name of the employee for whom the donated leave is intended, and
The type of leave and number of hours to be donated, and

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

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

. 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 néed of leave or a member of the employee’s immiediate family,
inform employees of their co-worker’s critical need for leave. The Employer shall not
directly solicit leave donations from employees; the donation of leave shall occur on a strictly
voluntary basis.
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ARTICLE 43 - TECHNOLOGIGAL CHANGE

Seetion 1: Management and the Union recognize that technological changes in equipment,

orgdiiiZation, of methods of operatmn have 5 tendency 1o affect job secirily and the naiuré of the
work to be performed. The parties will therefore attempt to limit the detrimental effécts of any such
technological change by creating a joint cotmittee to be known ds the Technological Charige
Committee to oversee problems and recommend sohrtions as set forth below:

Such conimitteg will consist of not more than thrge (3) represeiitatives from Management aiid not
moré than thiee (3) répresentatives from the Union. Such Committeé miay be converied at the option

of either party at mutually agrecable times.

The purpose of the Commitiee is to provide for discussion of technological changes which, may
affect employees represented by the Union. Management will notify the Union at least three (3)
months in advance of planned technologival changes, Meetings of the committee will be held as soon
thereafter as can be mutually arranged. At such meetings, Management will advise the Unifon of its
plen with respect to the introduction of such changes and will familiarize the Unicn with the progréss
being mdde.

The impact and effect of such changes on the employees shall be appropriate mattérs for discussion.
Such discussionis mdy include:
1. What steps might be taken to offer employment to employees affected.

2. The feasibility of Management providing training for other assignments for thé eiriployees
affected,

The comumittee shall not formulate policy or arrive at binding decisions or agreements, but rather
shall be charged with the responsibility to develop facts and recommendations so that Management
can make well-informed decisions regarding the matters covered by this provisioti.

eqmpment (cqmputers_? lap topsr voice mall etc) até agency pfoperty and are PI'OVId_.Gd f_01 work-
related purposes,

Section 3: Due to unknown technological changes by the implementation of SACWIS, the Union
and Méanagement may exercige the right 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 scheduled to
work because of scheduled 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 calamily 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 45 - CONTRACT DURATION/COLLECTIVE BARGAINING

Seétion 1: This collective bargaining agrecment shall iémain in full foree and effect from 02/01/15
(reiroacﬁve) until 01/31/18. Notice fo negotiate a successor agresment shall be given by either party
10 soonei than one hundred twenty (120) days, but riot later than sixty (60) days pnor to the
expiration of this agreement. Diséussions will begin no later than sixty (60) days prior to the
expiration date of this agreement. In the event the parics are negotiating for a new agreerhent ot
thodification of the agreement, the terins and conditions hereof shall continue in effect for a period of
ninety (90) calendar days so long a8 such continue for a new or modified agréemeit. The Union
negotiating comithittee, to be comprised of no more than five {5) émployees appointed by the Union,

shall be permitted to attend negotiating rigetings with the Bmployer representatives without lossof
pay relative to securing agiéement renewal to the extent that such meetings are scheduled during duty
hours of the employees so attending. The date, time, and place for negotiating sessions shall be
established by mutual agreement between the parties.

Section 2: It is the intontion of the Board and the Uniion, with respect to the collective bargaining of

future replacmg agreements, to conduct their negotiations therein in such 4 mannei as to reach a new
agreement on or before the termination date of this contract,
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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

Child Welfare Caseworker

Part-Time Child Welfare Caseworker

IT Specialist 1

IT Specialist 2

Account Clerk

Part Time Account Clerk

T o MmO O W

IV-E Coordinator

Clerical Specialist

J.  Legal Secretary

K. Technical Typist

L. Telephone Operator

File Clerk

Mail Clerk

Family Services Aide
Maintenance Repair Worker

Youth Leader

A PO T O Z2 =

Part-Time Youth Leader




~ EXHIBIT NO. 2 - DUES DEDUCTION AUTHORIZATION

To the Ma’honirig County Children Setvices:

| hereby authorize and réquest you to deduct from weekly payments due me as an
employee, unless otherwise agreed to hy the Union and the Board, ah amount equal to the
Union Dues specified in the bylaws. of the Local representing me in the Goffimunications
Workers of America and to remit this amount to the authorized representative of the

Comiviunications Workers of Amefica.

It is understood that this deduction shall eamiriefice as soon as this authorization can be
processed and shall continue. until my termination from the Mahoning County Children
Services Board, my frarisfer from the bargaining unit or my written notice to the Beard
requesting that this deducfion be caficeled. This deduction shall be suspendeéd during a
period of leave of absence of more thari orié month’s duration and automatically reinstated
effective upon return from leave.

[n the event that there are insufficient payments in a pay period fo cover this deduction, the
deduction shall be made in a subsequent pay period in which there are sufficient payments

to cover the deduction.

The Mahoning County Children Services Board assumes rio further responsibility in
connection with this authorized deduction except to act as remitting agent in forwardmg the
amount deducted fo the authonzed representative of the Communications Workers of

America.

Date Hired ) | Payroll Number
Social Security Number ' Check Digit
Signature of Employee

Britt Full Name as Shown Above

Date




EXHIBIT 3

[Lead Caseworker In/a $17.22  $17.70  $18.19 51867  $19.16  $19.64  $20.13  $20.51  $21.10 $21.58 $22.07  $22.55]

‘Caseworker . ... .| 81573 . $16.22 _ $16.70. $17.19 . $17:67  $18.36 . $18.64 ;. $19.13 819561 -$20.10. . $20:58 - $31.07. . $21.55]

Jir2 | $1527 $15.60 $15.94 81627  $16.60  $16.94 517.27  $17.60  $17.93 $3827  $18.60 $i893  $19.27|

fra - oo ] 31375 31408 . S14.42 51475 -$15.08  $1542 $15.75.. $16:08 31641 - $16.75 . $17.08.7 $17.41 - $17.75]

[Maintence/Account Clerk | $12.50  $12.92  $13.33  $13.75  $14.16  $14.58 $15.00 31541 51583 51624  $16.66 517.08  $17.49]

[Eegaisecretary -~ | $11.75 - $12.17. 1258 $13.00 _ $13.41 . $13.83 514.25_ 51466 51508  $15.49  $1591 . $16.33  S16.74]

[Youth Leader T %1150 $1196 31242  $12.87 $1333  $1379 51425  $1471 51516  SI5.62 1608 $1654  $17.00]

[Clericalspecialist .~ | 31150  $§1191 . 51233 31275 $13.16__ 81358 _ $1400  S1441 51483 31524 61566  S1608 . $16.49]

[Unit Aid | $11.50 $11.75 $12.00 §$1225 S$1250 $12.75 $13.00  $13.25 $13.50 $13.75  S$14.00 $1450  $15.00]

[TechnicalTygist. .~~~ | ~§10:75 - §11.17 $11.58  §12.00 - S12.41 . $13.83 . $13.25 - $13.66 . $14.08  S1449 _ S1491. 51533 515.74|

ﬁ-’ile Clerk/Talephone Op [ 510,25 $10.67 $11.08 S11.50  $11.91 51233  $12.75 513.16  SI3.58  $13.99  $14.41  $14.83 $15.24l

[MailClerk 0 [ $950 . §9.83_  §10.17  $10.50 . $10:83 . $1L17  S11.50 . $11.83 . $12.36  512.50 . 512.83 . 513.16. $13.50|
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For:
Communication Workey's of America

Fot;
Mahoning Courity Children Setvices Board

Patrick Carhnl
CWA Local 4300 Directopof Public Sectors

Kristy ¢ ustowch

gzng Team

48[?! .‘ﬁ —

’ﬁobert Litch
Bargaining Team Menber

Gwen O'Hallaron

Bargam;; Te%?i\ﬂen;b%

Ré‘ /f)r L'e\f_m'é Macklin
air of ghe oard

Rahdall s‘ﬁauth 15
Executive Director

For:
Mahiorig Coiirity Boatd of Comraissjonets

Jaso%{ahsh
VicePresident, CWA Loeal 4360

v /’/.{,g_ ot

Rr\é'i'lfa;r‘d_gch rader

{£x

finds Hrnton
District 4 Vice President
Communications Worksrs af Afnerica

President
Mehoning County Board of Cotrimissioners




Board of Mahoning County Commissioners

21 Wos! Brardman Sirest, Sulle 200 Youngstown, O 44503 ~ Phona: {330) 740-2130 Fax: {330) 740-2008

County Commissioners
David C. Ditzler » Carol Rimedio-Righefli » Anthony T. Traficanti

Glerk of the Board
Nancy Laboy

“April 30, 2015

Mahoning County Children Services
222 W. Federal Street, 4™ Floor
Youngstown, OH 44503

Attention: Randal! B. Muth
Executive Director

RE: Request fur Approval of Collective Bargaining Agreement

Dear Mr, Muth:

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
Warkets of America. In accordance with Ohio Revised Code, Section 4117.10(B) you have requested the
Board's approval of said contract.

Thirty days have passed since the submission and no action has been talcen by the Board of County
Commissioners; therefore, pursuant to ORC 4117, 1((B) this submission is deemed approved. If you have any
questions regarding this correspondence please contact Karen U’THalie, Mahoning County Himan Resources
Director.

Respectfuily,

e

Davu:l C. D;tzle;,{l’ rés1dent Anthony Traficanti, Vice President Ca
Mahoning County Commissioner Mahoning County Commissioner ~ Mahoning County Commissioner

Enclosure

®
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